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The Impact of Personality Characteristics on Employer Attractiveness
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Received 12.19.2016

Received in revised form
12.20.2016
Accepted 12.25.2016

Key Words: Employer Brand,
Employer Attractiveness,
Personality ~ Characteristics, Big
Five Personality Model

perception of employer attractiveness.

Methods: In this context, the data collected from 344 students who study at a well-known state
university have been used. As a research method, the questionnaire technique has been utilized. In
order to determine personality characteristics, Five Factor Personality Scale of which reliability and
validity are proven has been used, whereas Employer Attractiveness Scale has been selected to measure
the perception of attractiveness. The factor, reliability, correlation and regression analyses have been
carried out by using acquired data with the help of SPSS 20.00 software package.

Results: The result of analyses indicates that there is a significant relationship between personality
characteristics and the perception of attractiveness available and they affect each other.

Originality This study has guiding principles for some organizations which desire to attract and retain
the talented employees and to be leading brand.

Bireylerin Kisilik Ozelliklerinin Isveren Cekiciligi Algisa Etkisi
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Amag: Bu calismada, bireylerin kisilik ozelliklerinin isveren cekicilik algisina etkisinin incelenmesi

amaglanmustir.

Tasarim/Yéntem: Bu baglamda, bir kamu tiniversitesinde dgrenim goren 344 ogrenciden toplanan
veriler kullanilmistir. Arastirma yontemi olarak anket yontemi segilmistir. Kisilik tiplerini belirlemek

S

icin gecerliligi ve gtivenilirligi tespit edilmis olan “Bes faktor kisilik olcegi”, cekicilik unsurlarmi
belirlemek amaciyla da “Jsveren Cekiciligi Olgegi” kullalmustir. Elde edilen veriler SPSS 20.00
istatistik programi kullanilarak faktor, giivenilirlik, korelasyon ve regresyon analizleri yapilmistir.
Sonuclar: Analiz sonuclari, kisilik ozellikleri ile isveren cekiciligi algis1 arasinda iliski oldugunu ve
birbirlerini etkiledigini gostermektedir.
Ozgiin Deger: Bu galisma, yetenekli calisanlar: gekmek ve elinde tutmak isteyen ve marka olmak
isteyen isletmeler igin yol gosterici bir 6zellik tasitmaktadir.
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1. Giris

Isveren markasi son yillarda 6nem kazanmaya baslamis bir kavramdir. [sveren marka kavrami en genel tanimiyla
“calismak igin iyi bir yer” algisini olusturma cabasidir. Gliniimiizde yetenekli insan profilinin az olmas, isletmeleri
yetenekli calisanlari cekmeye ve elde tutmaya zorlamaktadir. Ciinkii yetenekli calisanlarin varligi isletmelerin
rekabet edebilirliklerinde onemli bir rol oynamaktadir. Isveren markasinin kuramsal temellerini de bu anlays
olusturmaktadir. Oncelikle isveren markasinin kaynak temelli yaklasimdan etkilendigini soylemek miimkiindiir.
Stirdiirtilebilir rekabet avantajinin isletme kaynaklarina bagli oldugunu ileri siiren bu yaklasima gore isletmeler,
rekabet avantaji olusturmak icin degerli, nadir ve taklit edilemez kaynaklara sahip olmalidir (Barney, 1991, s. 106).
Dolayisiyla taklit edilmesi zor yeteneklere sahip olmak igin giiglii bir isveren markasina sahip olmak gerekmektedir.
Isveren markasiin teorik temelleri ayrica isaret teorisine de dayanmaktadir. Isaret teorisine gore, potansiyel
calisanlar, isletme hakkinda tam bir bilgiye sahip olmadiginda gerek duydugu bilgiyi, isletmelerin 6zelliklerini isaret
olarak degerlendirdiginde elde etmektedir (Turban, 2001, s. 295).

Isletmeler, mevcut ve potansiyel galisanlarin degerlerini, amaglarm ve isteklerini goz oniinde bulundurarak
kendi degerleri ve amaglariyla uyumlu olmasi yontinde stratejiler olusturmaktadirlar. Bu stratejiler sonucunda gtiglii
bir isveren markasina sahip olan isletmeler, mevcut ve potansiyel calisanlar tarafindan gekici olarak
algilanmaktadirlar. Isletme cekiciligi kavrammin teorik temellerine baktigimizda, beklenti teorisi karsimiza
cikmaktadir. Beklenti teorisine gore bireyler, bir isletmeden istedikleri seye ve istedikleri seyi elde edip
edemeyeceklerine gore fakli beklentilere girmekte ve bu beklentilere gore hareket etmektedirler (Ehrhart & Ziegert,
2005, s. 905).

Kisilik kavrami, bireylerin sahip oldugu ve onu digerlerinden farkl: kilan kendine 6zgti 6zelliklerin tamamidir.
Kisilik, belli davranis kaliplarini ortaya koydugundan bireylerin kisilikleri ile se¢mis olduklar: is arasinda baglanti
oldugunu soylemek miimkiindiir (Tutar, 2015, s. 273; Yilmazer & Eroglu, 2013, s. 88). Isletmelere secilen kisilerin
orgiit degerleriyle uyumlu olmas: da kisi-orgiit uyumunun gerceklesmesi agisindan temel olusturmaktadir. Bu
baglamda belli kisilik 6zellikleri sergileyen insanlarin gekicilik unsurlarindan hangilerine daha fazla 6nem verdigini
bilmek, kisi ve isletme arasindaki uyumun gerceklesmesini saglayarak isletmelerin nihai hedeflerine ulasmalarina
imkan vermektedir. Ancak, her isletmenin sundugu fonksiyonel ve duygusal faydalar farklilik gosterdiginden
cekicilik unsurlar: da bireylerin kisiliklerine gore degisiklik gostermektedir.

Bu kapsamda calismanin amacin, kisi-orgiit uyumu kurami baz alinarak kisilik tipleri, isveren markasi ve isveren
cekiciligi kavramlari ve bu kavramlarin birbirleriyle iliskisi olusturmaktadir. Calismanin ilk kisminda bu kavramlar,
genel bir cerceveyle ele alinacaktir. Yontem kisminda ise kisilik tiplerini ve isveren gekicilik unsurlarina verilen 6nem
derecesini belirlemek amaciyla kullanilan clgeklerin gegerlilik ve giivenilirlik analizleri yapilacaktir. Daha sonra ise
arastirma dahilinde olusturulan hipotezleri test etmek amaciyla korelasyon ve regresyon analizleri yapilacak, son

boliimde ise elde edilen bulgular degerlendirilerek sonug ve tneriler kismiyla galisma sonlandirilacaktir.

2. Kavramsal Cerceve
2.1. Isveren Markas: Kavrami

Marka, bir iirtinii, hizmeti veya orgiitii digerlerinden farklilastirmaya yarayan bir olgudur. Marka araciligiyla
marka kimligi kurulmakta ve belli bir marka se¢imi yoluyla da tiiketicilerin kendilerini temsil etmesi saglanmaktadir
(Bruce & Harvey, 2010, s. 5; Jones & Kim, 2011, s. 334).

Marka, sadece tiriin pazarlamasinda degil ayn1 zamanda orgiitlerin ise alim stiregleri de dahil olmak {izere birgok
orgiit faaliyetinde 6nemli bir etkiye sahiptir (Sivertzen, Nilsen, & Olafsen, 2013, s. 473). Bu nedenle orgiitler, giicli
bir marka kimligine ve imaja sahip olabilmek i¢in markalasma yoluna gitmektedirler. Bunu da isveren markalagmasi
yoluyla gerceklestirmektedirler.
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Isveren markasi, bir isletme tarafindan tanimlanan ve istihdam yoluyla saglanan fonksiyonel, ekonomik ve
psikolojik faydalar biitiintidiir (Ambler & Barrow, 1996, s. 187). Isveren markasi kavrami, 1990'l1 yillardan sonra
ozellikle yetenek savaslarinin basladig1 zamanlarda literatiire girmis bir kavramdir. Nitelikli calisanlarin sayisinin
az olmast ve calisanlarin etkinliginde yasanan azalma orgiitleri uzun vadede ¢6ziim bulmaya zorlamaktadir. Bu

sorunun ¢oziimiine ise isveren markasimin olusturulmasi ile ulagilmaktadir (Dogru & Cakair, 2015, s. 676).

Isveren markasi olusturmanmn orgiitler icin stratejik 6nemi buytiktur. Giiglii bir isveren markas: sayesinde,
yetenekli calisanlarin orgiitleri tercih etme ihtimali artmaktadir. Calisanlarin tiretkenligi ve verimliligi artmakta
boylece tirtin ve hizmetlerin kalitesinde de artis yasanmaktadir (Chunping & Xi, 2011, s. 2088)

Isveren markasimin son yillarda bu kadar 6nem kazanmasinin ve gelismesinin temelde {i sebebi vardir. Oncelikle
orgiitler, yetenekli calisanlar: cekmek ve elde tutmak icin onlarin baghiligini ve sadakatini kazanmak zorundadir.
Isveren markasinin giicii sayesinde bunu gerceklestirebilen orgiitlerde, calisanlar daha fazla motive olmakta ve
yeteneklerini en iyi sekilde sergilemektedirler. Ikinci olarak isveren markasi, dogru insanlar1 ise almak ve 6rgiitte
kalmalarim saglamak icin insan kaynaklar1 ve kurum ici iletisim arasinda bir koprii gorevi gormektedir. Son olarak,
calisanlarin baglhiliginin ve sadakatinin itici giici olan isveren markasi, is diinyasinda bir deger olusturarak
orgiitlerin rekabetci pazarda hayatta kalmasini saglamaktadir (Barrow & Mosley, 2005, s. 163-164).

Isveren ve calisanlar arasinda psikolojik bir bag olusmasini saglayan isveren markasi ile ¢calisanlar orgiite karsi
olumlu tutum sergileyerek calisan ve isveren arasinda olumlu sosyal ve ekonomik iliskilerin gelismesine yardimci
olmaktadir. Bunun sonucunda ise orgiitlerin diger orgiitler karsisindaki cazibesi ve cekiciligi artmaktadir (Oren &
Yiiksel, 2012, s. 38-39).

Isveren markasi, mevcut ve potansiyel calisanlar agisindan tasidigi dnemin yaninda uzun vadede isletmelerin
rekabet avantaji elde etmelerine de imkan vermektedir. Mitchell, Holtom, Lee & Graske (2001)’a gore, isletmelerin
calisilabilecek iyi bir yer olarak algilanmasi verimlilik artis1 saglayarak ekonomik anlamda getiriler elde edilmesine
yardimcr olmaktadir. Ayni sekilde, isletmelerin hedeflerini kabul eden ve bu hedefler dogrultusunda hareket eden
calisanlarda orgiitsel bagllik olusarak is tatmin duygusu gelismekte ve boylece is giici devir oranuinda azalma
meydana gelmektedir. Boylece isletmeler yeni calisan bulmak igin ekstra maliyetlerle karsi karsiya
kalmamaktadirlar. Glicli bir isveren markasi sayesinde artan calisan bagliligl, isletmelerin finansal
performanslarinin artmasinda da dnemli bir etkiye sahiptir (Oren & Yiiksel, 2012, s. 46; Barrow & Mosley, 2005, s.
91). Ayrica, giiglii bir isveren markasinin sonucunda artan ¢alisan performansi, miisteri memnuniyetinin artmasini
saglayarak (Backhaus & Tikoo, 2004, s. 510) {iirtin/hizmet markasinin da giiclenmesine yardimci olmaktadir.
Edwards (2005) ise, isveren markasi sayesinde isletmelerin mevcut pazardaki paylarinin ve itibarmin artacaginm
belirtmistir.

2.2. Isveren Markas: Olusturma Siireci

Bakanauskien, Bendaravi, & Lydeka (2011, s. 12)'ya gore, isveren markasinin temelinde isveren marka imaji ve
calisan deger onermesinin olusturulmasi yatmaktadir. Calisan deger onerisiyle bir orgiitiin misyonu, stratejileri,
inanglari, sahip oldugu kiiltiir ve degerler ¢calisanlara aktarilmaktadir.

Insan kaynaklari literatiiriine gore, isveren markalamasi ti¢ asamadan olusmaktadir. Ik olarak, orgiitler, sahip
olduklar1 markalarmi somutlastirmak zorundadirlar. Bu nedenle, calisan deger 6nerisi gelistirmek zorundadirlar.
Bu deger onerisini olustururken, orgiitiin kiiltiirti, yonetim tarzi, istihdam stratejileri gibi bilgiler hakkinda fikir
sahibi olunmas1 saglanmaktadir. Daha sonra, olusturulan deger onerisi, 6rgiitiin hedeflemis oldugu potansiyel
calisanlarin orgiite katilmalarmi saglamak amaciyla bir arag olarak kullanilmaktadir. Isveren markalama siirecinin
son agsamasi ise, Orgiitiin amaglarina, hedeflerine bagh ve bu hedeflerle uyumlu olan ¢alisanlari ise alarak uzun
vadede orgiitte kalmalarini saglamaktir (Backhaus & Tikoo, 2004, s. 502-503).

Bas (2011, s. 54-57)’a gore isveren marka yonetimi bes asamada gerceklesmektedir. Oncelikle isletmenin mevcut

ve potansiyel calisanlar tarafindan nasil algilandigina dair isveren marka degerlendirmesi yapilmaktadir. Mevcut
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degerlendirme yapildiktan sonra isletmenin ileride nasil bir isveren olmak istedigine dair marka kimligini
tanimlamas1 gerekmektedir. Daha sonra ise calisan deger nermesi hazirlanmaktadir. Calisan deger 6nermesi ile
isletmenin ¢alisanlarina sundugu duygusal ve fonksiyonel faydalar ve bunlarin karsiliginda calisanlardan neler
bekledigi ifade edilmektedir. Bir sonraki asamay1 olusturan konumlandirma ile isletmeyi bir isveren olarak diger
isletmelerden farkl kilan 6zellikler belirlenmektedir. En son asama olan uygulama kisminda ise isletme tarafindan

verilen s6z ve vaatlerin yerine getirilip getirilmedigi test edilmektedir.

2.3. Isveren Cekiciligi Kavrami

Isveren cekiciligi kavrami, isveren markalamasinin en son asamasini olusturmaktadir. Bir kisinin, herhangi bir
isletme icin calismak isteyip istememesine yonelik algilarini ifade eden isveren cekiciligi kavramu ile ilgili gesitli
tanimlamalarin yapildig1 gortilmektedir. Berthon, Eving, & Hah (2005, s. 156) isveren c¢ekiciligini, potansiyel
calisanlarin bir isletmede calismasi sonucunda elde edecegi faydalar seklinde tanimlamustir. Highhouse, Lievens, &
Sinar (2003, s. 988)’a gore isveren gekiciligi insanlarin belirli isletmeler hakkinda sahip olduklar: genel tutumlardir.

Yetenekli calisanlarin isletmelere gekilmesi ve bu galisanlarin elde tutulmasi isletmelerin gelecegi agisindan hayati
bir 6nem arz etmektedir. Bu nedenle, kisilerin is se¢cimi yaparken hangi orgtitsel faaliyetleri daha gekici buldugunu
bilmek 6nemlidir. Bu 6rgtitsel faaliyetleri ise “isle ilgili” ve “orgtitle ilgili” olmak tizere iki baslik altinda incelemek

miimkiindiir.

Isle ilgili cekicilik faktorlerinin basinda ise alim faaliyetleri gelmektedir. Ciinkii ise alim stirecinin etkinligi, en
nitelikli calisanlar1 isletmelere kazandirarak se¢im stirecinin daha saglikli gerceklesmesine olanak vermektedir
(Turban, Forret, & Hendrickson, 1998, s. 25). Kariyer firsatlarinin saglanmasi (Honeycutt & Rosen, 1997), is ve 6zel
yasam dengesinin kurulmas1 (Carless & Wintle, 2007), ticretlerin piyasa ortalamasinin {izerinde olmasi (Cable &
Judge, 1994) isle ilgili cekicilik faktorlerindendir.

Orgiitle ilgili gekicilik faktorlerinin basinda ise kisi-orgiit uyumu gelmektedir. Schein & Diamante (1988, s. 170)’a
gore, belirli kisilik 6zelliklerine sahip insanlar, aym 6zelliklere sahip orgtitleri daha fazla cekici bulmaktadir. Diger
onemli faktorlerden biri ise isletmelerin sahip olduklari imajdir. Mevcut ve potansiyel calisanlarin isveren
degerlendirmesi yaparken iyi bir imaja sahip olan isletmeleri daha fazla tercih ettigi goriilmektedir (Anderson &
Bryson, 2012, s. 5). Orgiit biiytikliigii (Lievens, Decaesteker, Coetsier, & Geirnaert, 2001), kurumsal sosyal
sorumluluk (Bir, Suher, & Altinbasak, 2009; Greening & Turban, 2000), sosyal medya (Kaur, Sharma, Kaur, &
Sharma, 2015) da isletmelerin ¢ekiciliklerini etkilemekte ve arttirmaktadir.

Bu calismada da isveren ¢ekiciligini 6lgmek amaciyla Berthon vd. tarafindan (2005) yilinda isveren gekiciligine
yonelik yapilan calisma baz alinmistir. Isveren cekiciligi toplamda bes boyuttan olusmaktadir. Bu boyutlar, sosyal
deger, ekonomik deger, gelisim degeri, basvuru degeri ve fayda degeridir. Sosyal deger, isletmelerin sosyal anlamda
sunmus olduklar1 imkéanlari, eglenceli ve mutlu bir calisma ortamini, ekonomik deger iyi bir ticret ve terfi imkaninin
olup olmadigini, gelisim degeri, calisanlara yonelik gelisim ve egitim firsatlarini, basvuru degeri bir isletmede
calisildiginda 6grenilen bilgilerin baska bir isletmeye basvuru yapildiginda énemli olup olmadigini, fayda degeri
isletmelerin iirtin ve hizmetlerinin yenilik¢i ve kaliteli olmasini, heyecanl bir ¢alisma ortamini ifade etmektedir. Bu
boyutlar, Ambler ve Barrow’un (1996) isveren cekiciligi calismasinda yer verdigi fonksiyonel, psikolojik ve maddi
faydalar boyutlarindan esinlenilerek gelistirilmistir.

2.4. Isveren Markas: Ile Isveren Cekiciligi Arasindaki Tliski Ve Insan Kaynaklar: Agisindan Onemi

Isveren markasi, mevcut ve potansiyel galisanlarin rgiitleri daha cazip algilamalarini saglayan ve 6rgiitlerde
calisma istegi uyandiran bir kavramdir. Isveren markasmin olusturulmast ile orgiitler, sunduklar1 duygusal ve
fonksiyonel faydalar: giiclendirerek mevcut ve potansiyel calisanlar goziinde giiclii bir imaja sahip olmaktadirlar.
Gigcli bir imaja sahip olan orgiitlerin ise yetenekli calisanlar tarafindan cekici olarak algilanmasi kaginilmaz
olmaktadir (Berthon, 2005, s. 154; Highhouse, 2003, s. 989).
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Yapilan gesitli calismalarda, isletmeler tarafindan sunulan cesitli fonksiyonel ve duygusal faydalarin isletmelerin
tercih edilirlik oranlarim dolayisiyla cekiciliklerini arttirdig1 belirlenmistir. Ornegin, isletmelerin sunmus olduklari
farkli faydalarin, kisilerin onceliklerine ve degerlerine gore degistigi ve cekiciligin de bunlardan etkilendigi yapilan
calismalar arasindadir (Judge & Cable, 1997, s. 359).

Giuglu bir isveren markasiyla bir isletme, potansiyel ¢alisanlar tarafindan calismak icin iyi bir yer olarak
algilandig: icin iyi bir isveren imajina sahip olmakta ve gekiciligi de aym1 oranda artmaktadir. Boylece nitelikli
potansiyel calisanlarin aday havuzunda yer almasi kolaylasmaktadir (Joo & McLean, 2006, s. 235). Sonug olarak,
glicli bir imaja sahip olan isletmelerin daha fazla aday1 ¢ekmesi ve aday havuzunun kalitesini arttirmasi daha kolay
olmaktadr.

Isveren markasi, son yillarda diinya genelinde insan kaynaklari alaninda farkindalik olusturmaya baglamis bir
kavramdir. The Economist’'in yapmis oldugu isveren markas: anketi sonuglarina gore, isveren marka kavraminin
insan kaynaklar1 profesyonelleri arasinda %61, insan kaynaklar1 profesyoneli olmayanlar arasinda ise %41 oldugu
belirlenmistir. Ulkeler agisindan degerlendirildiginde, ingiltere’de farkindalik oraminin %36, en yiiksek farkindalik
oraninin ise ABD (%42) ve Asya-Pasifik’te (%45) oldugu ortaya ¢ikmistir. The Conference Board’in 2001 yilinda 138
onde gelen isletme ile gerceklestirdigi calismada ise isletmelerin %40'1nin isveren markasiyla bir sekilde ilgilendigi
belirlenmistir (Barrow & Mosley, 2005, s. 14).

Bir isletmenin marka haline gelebilmesi icin insan kaynaklari stratejilerini etkili bir sekilde kullanmas:
gerekmektedir. Insan kaynaklari fonksiyonlarinin etkili bir sekilde kullanilmasi, 6rgiit calisanlarinin motive olmasini
saglayarak baghliklarini arttirmakta, boylece isgiicti devir orani azalarak verimlilikte artis yasanmaktadir. Kisacasi,
etkili ve verimli kullanilan insan kaynaklari uygulamalar1 giicli bir isveren markasinin olusmasina zemin
hazirlamaktadir (Oren & Yiiksel, 2012, s. 40).

2.5. Kisilik Kavram

Bes faktor kisilik modeli, bireylerin kisilik 6zelliklerinin merkezi teorisini olusturmaktadir. Bes faktor kisilik
modeli, temel kisilik yapisini ifade ettigi icin uluslararas1 diizeyde 6nem kazanmus bir modeldir ve bu nedenle en
fazla tercih edilen kisilik modellerinden biridir. Bu modele ait boyutlar, kisilerin sergiledikleri temel boyutlardir ve
disa dontiklitk, uyumluluk, sorumluluk, deneyime agiklik ve duygusal dengesizlik olmak tizere bes boyuttan
olusmaktadir (Mccabe, Yperen, Elliot, & Verbraak, 2013, s. 698).

Disa dontikliik boyutu, insanlarla iliskilerinde daha rahat olan, konuskan sosyal iliskilerinde basarili olan
insanlar1 ifade etmektedir. Uyumluluk boyutu, insanlarla olan uyumluluk derecesini ifade etmektedir. Uyumlu
insanlar, kibar, kolaylikla uzlasmaya varan ve hosgorii sahibi insanlardir. Sorumluluk boyutu, ¢evrelerince zeki ve
glvenilir olarak taninan, basar1 odakli, etik kurallara bagl ve islerine 6nem veren insanlar1 ifade etmektedir.
Deneyime aciklik boyutu, yeniliklere ve farkli deneyimlere agik olan, sorgulayici tipleri ifade etmektedir. Duygusal
dengesizlik (nevrotiklik) boyutu, kendine giiveni olmayan, ¢ok fazla stres yapan kisileri ifade etmektedir (Robbins
& Judge, 2015, s. 138; Inan¢ & Yerlikaya, 2014, s. 287-288).

Kisilik ve isveren cekiciligi ile ilgili yapilan ¢alismalar incelendiginde ise, Burke ve Descza (1982), Schein ve
Diamante (1988)'in yaptiklar1 ¢alismalarda, belirli kisilik 6zellikleri sergileyen insanlarin kendi davranigsal ve
tutumsal 6zellikleriyle uyumlu olan isletmeleri daha fazla gekici buldugu belirlenmistir.

Bretz Jr, Ash, & Dreher (1988), Turban & Keon (1993), basarma duygusu ve 6zsaygis1 yliksek olan kisilerin
performansa dayali 6diil sistemlerini daha fazla cekici buldugunu belirlemislerdir. Benzer sekilde Cable & Judge
(1994, s. 25)'a gore, farkli kisilik 6zellikleri sergileyen kisiler “kisiye gore ticret” sistemlerine sahip olan isletmeleri
daha fazla gekici bulmaktadir. Judge & Cable, (1997) ise, bes biiytik kisilik 6zelliginin kiiltiir boyutlarini kullanarak
orgiit kiiltirii ile adaylarin kiiltiir tercihleri arasindaki uyumun nesnel ve 6znel olmak tizere iki yonlii oldugunu ve
isletmelerin gekiciliklerini etkiledigini belirlemislerdir.
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3. Yontem
3.1. Orneklem

Arastirmada bireylerin kisilik 6zelliklerinin isveren gekiciligi algilar1 tizerinde etkisinin olup olmadiginin
belirlenmesi amaglanmistir. Bu baglamda, Sakarya Universitesi Isletme Fakiiltesi nde 6grenim goren 344 dgrenci
orneklem olarak belirlenmistir. 3. ve 4. smifta 8grenim goren ogrenciler, is diinyasina daha yakin olduklar1 ve
potansiyel calisanlar olduklari igin secilmislerdir.

3.2. Prosediir

Katilimcilara, kisisel bilgi formunun yaninda, isveren ¢ekiciligini 6l¢gmek {izere Berthon vd. (2005) tarafindan
gelistirilen “Isveren Cekiciligi Olgegi” verilmistir. Olgegin Tiirkge uyarlamasi olmadigindan arastirma kapsaminda
uyarlama ¢alismalart yapilmistir. Yapilan analizler sonucu elde edilen veriler, &lgegin Tiirkge olarak
kullanulabilecegini gostermektedir. Isveren cekiciligi 6lgegi, toplam 25 ifadeden ve 5 alt boyuttan olusmaktadir.

Olgege iliskin alt boyutlar, sosyal deger, ekonomik deger, gelisim degeri, fayda degeri ve bagvuru degeridir.
3.3. Olcekler

Kisilik tiplerini belirlemek amaciyla ise John, Donahue ve Kentle (1991) tarafindan gelistirilen ve Stimer vd.
tarafindan Tiirkce'ye cevrilen “Bes Faktor Kisilik Olgegi” kullamlmistir (Aydogmus, 2011, s. 174). Toplam 44
ifadeden olusan 6lcegin disa doniikliik, sorumluluk, uyumluluk, deneyime aciklik ve duygusal dengesizlik olmak
tizere 5 alt boyutu bulunmaktadir. Sonuglar SPSS programinda analiz edilmistir.

3.4. Hipotezler

Arastirma kapsaminda kisilik 6zelliklerinin isveren gekiciligi ile iliskisinin oldugu ve gekicilik algis1 tizerinde
etkisinin bulundugundan hareketle asagidaki hipotezler gelistirilmistir. Elde edilen regresyon sonuglari ise Tablo
6’da yer almaktadir.

Hipotez 1. Bireylerin sorumluluk kapasitelerinin isveren cekiciligi algisi tizerinde etkisi vardir.

Hipotez 2. Bireylerin uyumluluk kapasitelerinin isveren ¢ekiciligi algis1 tizerinde etkisi vardir.

Hipotez 3. Bireylerin disa dontiklik kapasitelerinin isveren gekiciligi algis1 tizerinde etkisi vardir.
Hipotez 4. Bireylerin duygusal dengesizlik kapasitelerinin isveren cekiciligi algis1 tizerinde etkisi vardir.

Hipotez 5. Bireylerin deneyime agiklik kapasitelerinin isveren ¢ekiciligi algisi tizerinde etkisi vardir.

4. Bulgular

Arastirmada bireylerin kisilik 6zellikleri ile isveren cekiciligi boyutlar1 arasinda anlamli bir iliski bulunup
bulunmadig ve aralarinda anlamli iliski bulunan boyutlarin birbirlerini etkileme derecesi arastirilmustir. Likert tipi
Olcekleme yonteminin kullarildigr arastirmada oncelikle faktor analizi yapilmus ve faktorlerin giivenilirligini
belirlemek i¢in Cronbach Alpha degerleri hesaplanmustir. Bagimli ve bagimsiz degiskenler arasindaki iliskiyi
belirlemek amaciyla person korelasyon testi yapilmis, etki ise regresyon analizi ile 6lgtilmiistiir.

Isveren cekiciligi 6lcegine iliskin Tiirkge uyarlama galismalari daha énceden yapilmadigindan, dlgege iliskin
gecerlilik ve giivenilirlik analizleri calisma kapsaminda gerceklestirilmistir. Isveren cekicilik diizeyini olgen ve
toplam 25 ifadeden olusan isveren cekiciligi 6lgeginin faktdrlesmeye uygunlugunu belirlemek amaciyla Kaiser-
Meyer-Olkin (KMO) ve Barlett Kiiresellik testi yapilmstir. Isveren cekiciligi 6lgegine iliskin KMO degerinin (0,895)
diizeyinde oldugu ve Barlett kiiresellik testi sonucunda da degiskenler arasindaki iliskilerin anlamh diizeyde
bulundugu (Ki kare=4082,816, p<0,05) tespit edilmistir. Yapilan faktor analizi sonucunda 25 ifadeden 3 tanesi aym
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anda iki boyutu birden acikladig igin 6lgekten ¢ikarilmalari uygun goriilmiistiir. Kalan 22 ifade 5 faktore dagilmistir.

Elde edilen sonuglara gore isveren gekiciligi 6l¢eginin gecerli oldugu belirlenmistir.

Kisilik tiplerini belirlemek amaciyla kullanilan Bes faktor kisilik olceginin KMO degeri (0,826) ve Barlett
Kiiresellik degerinin (Ki kare=5239,536, p<0,05) oldugu belirlenmis ve test sonuglarinin anlamli oldugu goriilmiistiir.
Bes boyuttan olusan bes faktor kisilik 6lgegi, yapilan faktor analizi sonucunda dort boyuta diismdiistiir. Deneyime
aciklik boyutuna ait ifadelerin baska boyutlara diismesinden ve faktor yiiklerinin 0,500"tin altinda kalmasindan
dolay1 olcekten c¢ikarilmasina karar verilmistir. Toplam 44 ifadeden olusan olgek, deneyime aciklik boyutunun
cikarilmasindan ve diger boyutlara ait bazi ifadelerin faktor ytiklerinin 0,500"tin altinda kalmasindan dolay: 23 ifade
ile son halini almistir. Arastirmada kullanilan ve faktor analizine tabi tutulan 6lgekler, faktor yiikleriyle birlikte Tablo
1 ve Tablo 2'de gosterilmistir.

Arastirma kapsaminda kullanilan 6l¢eklerin giivenilir bir sekilde olciiliip 6lgiilmedigini kontrol etmek amaciyla
olgeklere ait her bir boyutun giivenilirlik degerleri hesaplanmustir. Isveren cekiciligi 6lcegi boyutlarindan ekonomik
deger boyutuna ait bir ifadenin ¢ikarilmasiyla boyuta iliskin gtivenilirlik degerinde artis yasandigindan s6z konusu
ifade gikarilmistir. Aymi sekilde, bes faktor kisilik olgegi boyutlarindan sorumluluk boyutuna iliskin bir ifade
silindiginde gilivenilirlik degeri yiikseldiginden bu ifade ¢ikarilmustir.

Isveren Cekiciligi Olgegi boyutlarindan sosyal deger boyutunun giivenilirlik degeri (0,864), ekonomik deger
boyutunun gtivenilirlik degeri (0,889), gelisim degeri boyutunun giivenilirlik degeri (0,854), fayda degeri boyutunun
giivenilirlik degeri (0,793) ve basvuru degeri boyutunun gtivenilirlik degeri (0,781) olarak belirlenmistir. Bes Faktor
Kisilik Olgegi boyutlarindan sorumluluk boyutunun giivenilirlik degeri (0,913), uyumluluk boyutunun giivenilirlik
degeri (0,780), disa doniikliik boyutunun gtivenilirlik degeri (0,839) ve duygusal dengesizlik boyutunun giivenilirlik
degeri (0,843) olarak belirlenmistir. Isveren Cekiciligi ve Bes Faktor Kisilik Olgeklerine iliskin giivenilirlik degerleri
0,70’in tizerindedir. Cronbach Alpha katsayilari, Nunnally'nin (1978) ifade ettigi gibi 0,70 degerinin tizerinde ise
giivenilirdir ve Cronbach Alpha katsayilari, bu deger goz oniinde tutularak degerlendirilmistir. Dolayisiyla

olgeklerin gtivenilir ve degiskenlerin igsel tutarliliga sahip oldugunu soylemek mtimkiindiir.

Korelasyon analizi yapilirken, bes faktor kisilik dlgegine ait her boyut isveren cekiciligi 6lcegine ait her bir boyutla
ayr ayr1 degerlendirilerek aralarinda anlaml iliski olup olmadig: tespit edilmistir. Yani, bes faktor kisilik boyutu
olan sorumluluk boyutunun isveren cekiciligi boyutlarindan sosyal deger, ekonomik deger, gelisim degeri, fayda
degeri ve basvuru degeri ile arasindaki iliskiler analiz edilmistir. Bu analiz, kisilik boyutlar1 olan disa donitikliik,
uyumluluk ve duygusal dengesizlik boyutlar: igin de tekrarlanmistir. Deneyime agiklik boyutu, faktér analizi
sirasinda analiz dist birakildig1 igin korelasyon ve regresyon analizlerine dahil edilmemistir. Yapilan analiz
sonuglari, sorumluluk boyutunun ekonomik deger, gelisim degeri ve fayda degeri boyutlar1 ile; uyumluluk
boyutunun ekonomik deger, sosyal deger ve basvuru degeri boyutlari ile; disa dontikliik boyutunun ekonomik deger
ve sosyal deger boyutlari ile; duygusal dengesizlik boyutunun sadece ekonomik deger boyutu ile aralarinda p<0,01
ve p<0,05 diizeyinde anlaml bir iliskiye sahip oldugunu gostermektedir. Analizlere ait sonuglar Tablo 5’te

gosterilmistir.
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Tablo 1.
Isveren Cekiciligi Olgegi Degiskenlerinin Faktor Yiikleri

Sosyal Ekonomik Gelisim Fayda Basvuru

IFADELER Deger Deger Degeri Degeri Degeri

Eglenceli bir calisma ortaminin varligt benim icin 0,769
onemlidir.
Mutlu bir calisma ortamim olmalidir. 0,745

Destekleyici ve tesvik edici is arkadaslarina sahip 0,706

olmak benim i¢in énemlidir.

Is arkadaslariyla iyi iliskilere sahip olmak benim 0,694

icin 6nemlidir.

Ustlerle iyi iligkilere sahip olmak benim igin 0,581

onemlidir.

i@letmenin ortalamanin tizerinde {icret sunmasi 0,891
benim i¢in 6nemlidir.

Isletmede is giivencesi olmalidir. 0,872

Isletme icerisinde terfi firsatlarinin iyi olmasi 0,832

benim i¢in 6nemlidir.

Departmanlar arasi deneyim elde etme 0,809

imkaninin olmasi benim i¢in 6nemlidir.

Cazip ve kapsamli deme paketi (Yemek Ucreti, 0,687

bireysel emeklilik, prim vs.) olmalidir.

Bilinen bir isletmede calismanin sonucunda iyi 0,744

hissetmek benim icin énemlidir.

Yonetim tarafindan taninmak ve takdir edilmek 0,729

benim i¢in 6nemlidir.

Calistigim isletme gelecekteki kariyer hedeflerim 0,719

i¢in iyi bir basamak olmalidir.

Bilinen bir igsletmede ¢alismanin sonucunda 0,704

kendime gtivenimin artmasi benim igin

onemlidir.

Calistigim isletme kariyerimi gelistirecek 0,612

deneyimler kazandirmalidir.

Calistigim isletme yenilikgi tirtin ve hizmetler 0,821
sunmalidir.

Calistigim isletme ytiiksek kalitede tiriin ve 0,789
hizmetler sunmalidir.

Calistigim isletme hem yaraticiliga deger vermeli 0,604
hem de bundan faydalanmalidur.

Isverenim yeni is uygulamalarina acik ve ileri 0,580
goriisli olmalidir.

Baska bir isletmede 6grenilen bilgileri calistigim 0,775
isletmede uygulama firsatinin verilmesi benim

icin 6nemlidir.

Ogrenilen bilgileri bagkalarina 6gretme/aktarma 0,758
firsatinin verilmesi benim icin 6nemlidir.

Benimsenme ve aidiyet hissinin olmasi benim 0,683
icin 6nemlidir.
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Tablo 2.
Bes Faktdr Kisilik Olcegi Degiskenlerinin Faktor Yiikleri

Duygusal

IFADELER Sorumluluk Disa Doniikliik . .
Dengesizlik

Uyumluluk

Bir gorevin verilmesi i¢in gtivenilir biriyim. 0,892
Bir isi bitirene kadar azimle calisan biriyim. 0,890
Bazen dikkatsiz davranabiliyorum. 0,851
Dagmik olmaya yatkin biriyim. 0,745
Bir isi eksiksiz yaparim. 0,684

Tembel olmaya egilimliyim. 0,619

Disa doniik sosyal biriyim. 0,824

Kendine giiveni olan biriyim. 0,770

Bazen utangag ve ¢ekingenim. 0,755

igine kapanik biriyim. 0,693

Enerjik biriyim. 0,601

Suskun biriyim. 0,568

Ruhsal durumu ¢abuk degisen biriyim. 0,858

Gergin durumlarda ortamlarda sakin kalabilirim. 0,845

Kolayca sinirlenen biriyim. 0,833
Rahatim, strese girmem. 0,562
Gergin olabilirim. 0,548

Duygusal olarak dengeliyim, kolay kolay mutsuz 0,516
olmam.
Bagislayiciyim. 0,762

Kavgaci biriyim. 0,745
Baskalarinin hatasini bulmaya yatkinim. 0,707
Gtvenilir biriyim. 0,670

Yardimseverim. 0,657

Tablo 3.
Bagimli ve Bagimsiz Degiskenlere Iliskin Korelasyon Katsayilar:

Degiskenler 1 2 3 4 5 6 7 8

Sosyal

Ekonomik ,135*

Gelisim ,667" ,123*

Fayda ,570™ -0,019 ,522

Bagvuru ,599™ 0,029 ,523™ A87

Sorumluluk -0,025 ,983™ 1127 135" 0,013

Disa doniikliik /133" ,395™ 0,061 0,058 0,014 ,391™

Duygusal dengesizlik 0,013 ,359* 0,076 -0,004 0,004 378" ,504™

Uyumluluk ;1217 ,303™ 0,021 -0,073 ,123* ,320™ ,280™ ,300™
*p<0,01;*p<0,05

O O NN N G s W
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Tablo 6.
Kisilik Ozellikleri ve Isveren Cekiciligi Iliskisi ve Regresyon Analizi Sonuclar:
Bagimsiz Bagiml Standardize Diizeltilmis
Degiskenler Degiskenler B p R? F
Sorumluluk -,025 ,644 -,002 214
Uyumluluk ,121* ,028 ,012 5,480
Sosyal Deger
Disa Doniikliik ,133* ,014 ,018 5,458
Duygusal
Dengesizlik ,013 ,813 -,003 ,056
Sorumluluk ,983*%* ,000 ,966 9837,836
Uyumluluk ,303** ,000 ,089 34,376
Disa Déniiklitk Ekonomik Deger ,395%* ,000 ,153 63,015
Duygusal 359+ ,000 126 50,398
Dengesizlik
Sorumluluk ,112* ,039 ,010 4,310
Uyumluluk ,021 ,692 -,002 ,158
Disa Déntiklitk Gelisim Degeri 061 260 ,001 1,271
Duygusal 076 158 003 2,006
Dengesizlik
Sorumluluk ,013 ,807 -,003 ,060
Uyumluluk ,123* ,025 ,012 4,834
Disa Déniiklitk Bagvuru Degeri 014 ,800 -,003 ,065
Duygusal ,004 ,945 -,003 ,005
Dengesizlik
Sorumluluk 135+ 012 015 6,311
Uyumluluk -073 179 1002 1,810
Disa Doniiklik Fayda Degeri 058 283 ,000 1,158
Duygusal -,004 938 -,003 1006
Dengesizlik

Kisilik tiplerinin isveren gekiciligi tizerine etkisi regresyon analizi ile incelenmistir. Elde edilen sonuglara gore,
belirli kisilik tiplerinin isveren gekiciligi tizerinde etkisinin oldugu goriilmiistiir. Oncelikle, bagimsiz degisken olarak
belirlenen sorumluluk boyutunun, bagiml degisken olan isveren ¢ekiciligi boyutlarindan ekonomik deger, gelisim
degeri ve fayda degeri tizerinde anlaml bir etkisinin oldugu (ekonomik deger icin =,983 p<0,01; gelisim degeri icin
=112 p<0,05; fayda degeri i¢in p=,135 p<0,05) goriilmektedir. Elde edilen veriler, h1 hipotezinin kabul edildigini
gostermektedir.

Tablo 6’da goriildiigii tizere uyumluluk boyutu, sosyal deger, ekonomik deger ve basvuru degerini anlaml bir
sekilde etkilemektedir. (sosyal deger igin p=,121 p<0,05; ekonomik deger icin p=,303 p<0,01 ve basvuru degeri icin
=,121 p<0,05). Bu sonuglardan hareketle, kisilik tiplerinden uyumluluk boyutunun isveren gekiciligi algisi tizerinde
etkisi olduguna yonelik gelistirilen H2 hipotezi kabul edilmistir.

Disa doniikliik boyutunun bagimsiz degisken olarak belirlendigi asamada ise, disa doniikliik boyutunun sosyal
deger ve ekonomik deger tizerinde anlamli bir etkisinin oldugu belirlenmistir. (sosyal deger i¢in p=,133 p<0,05 ve

10
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ekonomik deger icin p=,395 p<0,01). Dolayisiyla bireylerin disa donitikliik kapasitelerinin isveren gekiciligi algisi

tizerinde etkisi vardir seklinde olusturulan H3 hipotezi kabul edilmistir.

Son olarak duygusal dengesizlik boyutunun, isveren gekiciligi boyutlarindan sadece ekonomik deger iizerinde
etkisinin oldugu (ekonomik deger icin p=,359 p<0,01) belirlenmistir. Sonug olarak, bes faktor kisilik tiplerinden
duygusal dengesizlik boyutunun isveren cekiciligine etkisi ile ilgili gelistirilen H4 hipotezi desteklenmistir.
Deneyime aciklik boyutu, faktor analizi sirasinda analiz dis1 birakildig: icin korelasyon ve regresyon analizlerine
dahil edilmemistir. Bu nedenle deneyime aciklik boyutuna iliskin hipotez test edilememistir.

Elde edilen sonuglara gore ise genel arastirma modeli asagidaki gibi sekillenmistir.

Sosyal deger
Sorumluluk
Ekonomik Deger
Uyumluluk
Gelisim Degeri
Disa Doniikliik
Fayda Degeri
Duygusal Dengesizlik
Bagvuru Degeri

Sekil 1.Genel Aragtirma Modeli

5. Sonug, Tartisma ve Oneriler

Bu calismada, bireylerin kisilik tiplerinin isveren gekiciligi algisi tizerine etkisi incelenmistir. Degiskenlere ait
boyutlar arasindaki iligkileri belirlemek amaciyla korelasyon analizi yapilmistir. Elde edilen bulgulara goére bes
faktor kisilik 6lgegi boyutlar: olan sorumluluk, uyumluluk, disa doniiklikk ve duygusal dengesizlik boyutlar: ile
isveren cekiciligi boyutlar1 olan sosyal deger, ekonomik deger, gelisim degeri, fayda degeri ve bagvuru degeri
boyutlar1 arasinda anlamli iliskiler tespit edilmistir.

Yapilan korelasyon analizi sonucunda sorumluluk boyutu ile ekonomik deger, gelisim degeri ve fayda degeri
arasmndaki iligkilerin anlaml diizeyde oldugu belirlenmistir. Uyumluluk boyutunun sosyal deger, ekonomik deger
ve bagvuru degeri ile arasinda anlaml bir iligki tespit edilmistir. Ayni sekilde disa doniiklitk boyutunun sosyal deger
ve ekonomik deger ile duygusal dengesizlik boyutunun sadece ekonomik deger ile arasinda anlaml iliski oldugu
sonucuna ulasilmistir. Degiskenler arasindaki iliskilerin yoniinii tespit etmek ve hipotezleri test etmek amaciyla
yapilan regresyon analizi sonuglar1 ise yukarida bahsedilen boyutlar arasinda pozitif bir etkinin oldugunu

gostermektedir.

11
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Aragtirma bulgulari, isletmeler icin yol gosterici nitelikte sonuglar icermektedir. Sorumluluk duygusu yiiksek
kisiler, basar1 motivasyonlu olduklari i¢in 6grenme ve gelisime agik olduklar: s6ylenebilir. Arastirma sonuglar: da
sorumluluk sahibi bireylerin isletmelerin saglamis olduklari gelisim firsatlarina ve fayda saglayabilecek imkanlara
onem verdiklerini gostermektedir. Kendilerine verilen isleri zamaninda yapan ve islerine fazlasiyla adapte olan
sorumlu insanlar i¢in, departmanlar aras: deneyim elde etme imkaninin olmasi ve ekonomik anlamda getirisi de
olan terfi firsatlarinin sunulmasi isletmeleri ¢ekici bir yer olarak algilamalarini saglamaktadir. Basar1 ve hedef odakl
olan, sorumluluk seviyesi yiiksek potansiyel ¢alisanlar1 ¢ekmek isteyen isletmeler, ekonomik anlamda sunduklar1

firsatlara 6nem vermeli ve calisanlarina gelisim firsatlar1 sunmahidirlar.

Arastirma sorular1 kapsaminda elde edilen veriler uyumlu insanlarin eglenceli ve mutlu bir is ortaminin varligimn,
kurumsal iletisimin gitiglii oldugu calisma ortamini, aidiyet duygularini giiclendiren is iliskilerinin varligimi 6n
planda tuttugunu gostermektedir. Kisilerarasi iligkilere 6nem veren uyumlu insanlar i¢in ¢alisma arkadaslariyla iyi
iligskilere sahip olmak, iist yoneticilerle giiclii bir iletisimin varlig1 isletmelerin tercih edilmesinde 6nemli bir rol
oynamaktadir. Buradan hareketle uyumlu insanlarin isletmeler tarafindan sunulan sosyal imkénlara énem verdigini
soylemek miimkiindiir. Ayni sekilde, insan iliskilerine bu denli tnem veren uyumlu insanlarin cgekicilik
boyutlarindan basvuru degerini, isletmelerin topluma karsi da hizmet etmesi gerektigini diistindiikleri ve
ogrendiklerini baskalariyla da paylasmak isteyebileceklerinden yola ¢ikarak gz 6ntinde tuttugu soylenebilir. Bu
nedenle, ekip calismasi gereken ve insani iliskilerin temel olusturdugu isler gibi alanlarda uyumlu bireylerin
istihdam edilmesi yerinde olacaktir.

Disa doniik bireyler, sosyal, pozitif, girisken ve olumlu duygular1 yiiksek kisiler olduklarmdan takim
calismalarinda basarili olmaktadirlar. Disa doniik insanlarin sosyal etkilesimlerindeki yogunlugu ve hareketliligi,
orgiitlerden beklentilerinin daha g¢ok sosyal baglamda oldugunu gostermektedir. Ayni zamanda, elde edilen
sonuglar disa doniik bireyler igin {iicret ve terfi gibi ekonomik anlamda saglanan imkanlarin bu tip kisiler icin
gidiileyici 6zelligi daha fazla olan imkédnlar oldugunu gostermektedir. Bu baglamda isletmeler, bireysel anlamda
inisiyatif kullanmaya imkan veren, iletisimin yogun oldugu, liderlik gibi alanlarda istihdam saglamak istiyorlarsa
disa doniik bireyleri tercih etmelidirler.

Isletmelerin calisan secimi yaparken potansiyel adaylarin is seciminde hangi faktorleri goz oOntinde
bulundurdugunu bilerek hareket etmeleri, ise alim stirecinin etkili ve verimli bir sekilde gerceklesmesini
saglayacaktir. Bu baglamda belli isler i¢in dogru kisilik 6zelliklerine sahip kisileri bulabilmek, isletmelerin stratejik
hedeflerini gerceklestirmelerinde ve devamliliklarimi saglamalarinda hayati bir ¢neme sahiptir. Bu nedenle
isletmeler, kisi orgiit uyumunu gerceklestirmek icin caba gostermeli ve bunu saglamak icin isveren gekicilik
unsurlarina odaklanmalidir.

6. Arastirmanin Kisitlar

Aragtirma kapsaminda kullanilan 6lgekler Sakarya Universitesi Isletme Fakiiltesi’'nde Ogrenim goren 3. ve 4. sinif
ogrencilerden elde edilen bulgulardan olusmaktadir. Orneklem sayisinin az olmasi ve heniiz is diilnyasina atilmamis
kisilerden olugmasi arastirmanin kisitlarindandir. Ayrica elde edilen bulgular verilerin toplandig1 zaman dilimiyle
stnirhidir. Veri toplama aract olarak anket yonetiminin kullanilmasi, katiimcilardan kaynaklanan sorunlarin
¢oziimiine engel olmaktadir. Konuyla ilgili yapilacak olan diger arastirmalarda, sektor galisanlarinin arastirmaya
dahil edilmesi ve elde edilen sonuglarin karsilastirilmas: daha genel ve gecerli bilgilere ulasilmasini saglayacagindan
anlamli olacaktir. Ayrica verilerin analizi sirasinda bes faktor kisilik olgegi boyutlarindan deneyime aciklik
boyutunun analiz disi birakilmasi, deneyime aciklik boyutu ile ilgili hipotezlerin test edilememesine neden
olmustur. Konuyla ilgili daha sonra yapilacak calismalarda, deneyime aciklik boyutunun isveren cekiciligi algisi
tizerinde etkisinin olup olmadiginin incelenmesine gerek duyuldugu soylenebilir.
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Objectives: The purpose of this study is to examine the contribution of organizational justice on
organizational cynicism and to investigate the mediating roles of psychological capital and employee
voice behavior.

Methods: Data were collected at one point in time through a questionnaire-based survey. Based on a
convenience sample, a total of 205 employees of distinct companies from distinct industries responded
the questionnaire.

Results: Regression analysis results supported the negative and significant contribution of
organizational justice on organizational cynicism. However, the mediating roles of psychological
capital and employee voice behavior were not supported. Yet, both of those concepts were found to be
positively correlated with organizational justice and negatively correlated with organizational
cynicism. Analyses on sub-dimensions of variables also revealed that sub-dimensions of
organizational justice differ in contributing to psychological capital, employee voice, and
organizational cynicism.

Conclusions: The findings highlighted the negative contribution of fairness on cynicism. Organizational
cynicism was found as being weakly effected by individual resources, is a more direct reaction to
organizational practices. The research findings suggest that ensuring justice with all types as
distributive, procedural and interactional within the organization seems necessary for being able to
keep employees having positive affect, cognition and behaviors toward the organization.

Orgiitsel Adalet ile Orgiitsel Sinizm Arasindaki Iliskide Psikolojik Sermaye ve Cahsan

Sesliliginin Ara Degisken Rolii

Tiilay Turgut*, Hazel Agun

Marmara Universitesi

MAKALE BILGISI 0z
Makale Tarihgesi: Amag: Bu calismanm amaci orgtitsel adalet ile orgiitsel sinizm arasindaki iliskinin arastirilmasi ve
Bagvuru 12.12.2016 psikolojik sermaye ile calisan sesliliginin bu iliskideki ara degisken rollerinin incelenmesidir.
Revizyon 15.12.2016 Tasarum/Ydntem: Veri toplama araci olarak anket yontemi kullanilmistir. Kolayda 6rnekleme yoluyla,
Kabul 25.12.2016 farkli endiistri kollarindaki firmalardan toplam 205 ¢alisan arastirmaya katilmustir.
Sonuclar: Regresyon analizi sonucunda orgiitsel adaletin orgiitsel sinizm tizerinde negatif ve anlamh
katkis1 bulunmustur. Psikolojik sermaye ve calisan sesliliginin ise ara degisken roli
Anahtar  Kelimeler:  Orgiitsel desteklenmemistir. Bununla birlikte her iki degiskenin orgiitsel adalet ile pozitif, 6rgiitsel sinizm ile
adalet, psikolojik  sermaye, negatif iliskili oldugu tespit edilmistir. Degiskenlerin alt boyutlar1 i¢in uygulanan analizler sonucunda;

calisan sesliligi, sinizm.

orgiitsel adalet alt boyutlarinin psikolojik sermaye, calisan sesliligi ve orgiitsel sinizm tizerindeki
katkilarinin farklilik gésterdigi bulunmustur.

Ozgiin Deger: Arastirma sonucu adalet algisinin sinizm tizerinde olumsuz katkist oldugunu
gostermektedir. Dolayisiyla, orgiitsel sinizmin bireysel kaynaklardan zayif etkilendigini, daha ¢ok
orgilitsel uygulamalara kuvvetli tepki olarak gelistigini gostermektedir. Bu calisma, 6rgiit icerisinde
adaletin tiim boyutlarinin; dagitim, islemsel ve etkilesim, saglanmasiyla calisanlarin érgiitlerinden
duygusal, bilissel ve davranissal olarak pozitif etkilenebilecegine dair farkindaligi artirmaya katki
saglayabilir.
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1. Introduction

Global competition and rapidly evolving environment in work life shape organizational practices. Procedures,
rules and processes of organizations influence employees” attitudes in work groups. Within organizational behavior
context, there are various concepts that are related to organizational outcomes in the positive and negative way.
Organizational justice is one of the factors which impacts on the perception of employees and their behavior in the
organization. High organizational justice perceptions increase positive organizational gains such as job satisfaction
(Bennett, 2006), commitment (Pillai, Schriesheim, & Williams, 1999) and positive psychological resources (Avey,
Reichard, Luthans, & Mhatre, 2011). When the perceived fairness is low, on the other hand, some negative
organizational attitudes and behaviors are observed such as increased turnover intentions and interpersonal
deviance (Cohen & Spector, 2001). The low organizational justice makes individuals distrust to the organization and
leads also them to behave cynically in the organization (Dean, Brandes, & Dharwadkar, 1998).

Therefore, some cynical attitudes rooted from policies, processes, interpersonal relations and on, of the
organization (Dean et al., 1998; Johnson & O’Leary-Kelly, 2003). On the other hand, some positive antecedents such
as positive individual resources or/and having the voice in procedures in the organization with the fair treatment in
the organization are observed negatively related with organizational cynicism (Dean et al., 1998; Greenberg, 1993;
Ng, Feldman, & Butts, 2014).

Within this context, this study aims to find out the impact of organizational justice on organizational cynicism
linking through psychological capital and employee voice behavior in Turkish business context. The results of the

study might contribute to conceptual insights and provide information for effective management practices.

2. Literature Review
2.1. Organizational Justice

Organizational justice is related to the work environment. According to Greenberg (1993), organizational justice
is about the perceived fairness of procedures in organizations. The perception of organizational justice is the way
that employees determine whether rewards and penalties are distributed fairly or not, and also the way in how those
distributions are taken into decision in the organization (Greenberg, 1990; Moorman, 1991). The theoretical
framework of organizational justice is based on The Equity Theory by Adams (1965). As to this theory, the degree of
individuals” job satisfaction and work success relate with the perception of equal treatment in work environment
(Leventhal, Michaels, & Sanford, 1972). Employees compare the rate of their inputs and outcomes with those of other
employees who do the same job. Three conditions occur as a result of this comparison. If there is no difference
between the two employees’ rates, the equality is current. If employee’s rate of input-output is lower than the
compared employee’s rate of input-output, inequality is current. The perception of impaired balance makes the
person reduce the amount of inputs. And, if employee’s rate of input-output is higher than the compared employee’s
rate, there is again a problem. As a result, the theory suggests that when employees perceive equilibrium between
job rewards and job contributions as comparison to others’, they perceive balance interaction with rules and norms
in the organization (Greenberg, 1993).

Organizational justice involves three dimensions (Greenberg, 1993; Moorman, 1991). Firstly, the origin of the
distributive justice is based on Equity Theory. It consists sharing of gainings between employees, such as effort,
benefits, role, opportunities, goods, rewards, penalties, and wages (Brockner, 2002; Cohen, 1987). Distributive justice
is the perception of fairness which is related to organizational outcomes. So, employees evaluate the results they
received from the organization (Cohen, 1987). In the studies of organizational justice focus is largely on distributive
justice, however, it is not explained individual feelings about fairness in work areas (Colquitt, Conlon, Porter,
Wesson, & Ng, 2001). It should also implement the allocation of justice within informational and interpersonal
treatment. Therefore secondly, Niehoff and Moorman (1993) defined the concept of procedural justice. Issues of

procedural justice occur when employees have the right to participate in decision-making processes that affect

16



Journal of Behavior at Work —JB@W (2016), Vol.1(1) TURGUT & AGUN

themselves and their work outcomes (Bies & Shapiro, 1988). Procedural justice is about the evaluation of employees’
right of choice and right of voice. As to Leventhal (1980), procedures are based on the representativeness of all
employees’ concern, ethical standards, impartiality, correctability of an unfair decision, consistency of application
and accuracy of information (Cohen & Spector, 2001; Colquitt et al., 2001). As a result, the right of expression of
opinions in decision-making processes in the organization enables employees to perceive fairness (Bies & Shapiro,
1988). Beside, interpersonal treatment in the organization and the relationship between employee-management are
also issues for organizational justice concept. Therefore, thirdly interactional justice is the term used to describe the
human aspect of organizational processes. Interactional justice focuses on respect, accuracy, and kindness in
interpersonal relations. And also, it focuses on the fair treatment within those relationships (Greenberg, 1993;
Moorman, 1991).

Consequently, organizational justice is concerned with organizational variables that related to work outcomes
(Niehoff & Moorman, 1993). Previous studies have displayed that organizational justice is positively associated with
job satisfaction (Bennett, 2006), commitment (Pillai et al., 1999), psychological capital (Avey et al., 2011), and
negatively associated with turnover intentions, interpersonal deviance (Cohen & Spector, 2001).

2.2. Organizational Cynicism

Cynicism is a term of disposition to disbelieve, disappointment and underestimation towards individuals,
groups, society or organization (Andersson, 1996). It has gained importance in organization studies since 1990’s.
Cynicism is described as the disposition of being negative about others, and also seem to be viewed as some sort of
psychological defect (Dean et al., 1998; Fleming & Spicer, 2003).

According to personality approaches, researchers generally discuss cynicism as an outlook on human nature.
Cook and Mendley (1954)’s finding indicates that individuals who have high cynicism score see others as selfish,
uncaring and untrusting in relationships (cited by Andersson, 1996). Beside personality based approaches,
societal/institutional focus studies suggest that concept of cynicism is not just about human nature. People’s cynical
disposition about something may change in time. It may also be belief learned through experiences in society or
organization (Dean et al., 1998; Vance, Brooks, Tesluck, & Howard, 1999). Thus, the organization can be the target of
an attitude. As to attitude theory, people have negative and positive attitudes against the objects. The effect of
attitude on behavior, according to Ajzen (1991)’s reasoned-action theory is either because of trait-state or because of
environmental conditions (Dean et al., 1998). Thus, the reason employees having some cynical attitudes against their
organizations might be the behavior of the people in the organization. Some of these cynical attitudes may root from
policies, processes, interpersonal relations and on of the organization (Dean et al., 1998; Johnson & O’Leary-Kelly,
2003).

Organizational cynicism is employees’ belief that the organization is lack of honesty, justice, and morality. Cynical
employees have negative attitudes such as anger, disappointment, distrust and hopelessness against the
organization, work group or colleagues. Therefore, cynical employees believe that the organization is self-interested
and people working in the organization are self-centered (Andersson, 1996; Barefoot et al., 1989). Organizational
cynicism has three dimensions; belief, affect, and behavior (Dean et al., 1998). Belief or cognitive dimension of
cynicism is the belief that organization is lack of integrity and fairness. Cynical employees may believe that policies
and procedures in the organization are sacrificed to the self-interest of others. Affective dimension is about negative
affect toward the organization such as shame, irritation, tension, anxiety, pessimism and disgust (Andersson, 1996;
Dean et al., 1998). The behavioral dimension of cynicism includes negative behaviors such as criticizing, contempting
and making fun of the organization with colleagues or friends outside the job (Wilkerson, Evans, & Davis, 2008).
Studies on organizational cynicism provide that various factors can influence organizational cynicism and can be
trigger of cynical behavior. For example, failure policies of organizational change, high compensation of manager,
workload, low organizational support, high turnover rates are some of the antecedents of cynicism (Vance et al,,
1999; Wilkerson et al., 2008).
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Organizational injustice is also found as one of the important factors that affects cynicism. If employees feel that
procedures and treatment in the organization are unfair with biased decisions, they will be angry, disappointed and
offended to their organization. Perceived unfairness in organization makes individuals distrust to the firm and also
occurs sceptical behavior in organization (Bernerth et al., 2007; Fitzgerald, 2002) Therefore, the first hypothesis of
this study is;

Hypothesis 1. Organizational justice has a negative impact on organizational cynicism.

2.3. Psychological Capital and Employee Voice as Mediator

Psychological Capital (PsyCap) is the term of using in positive psychology literature (Luthans & Youssef, 2007).
In positive psychology, the broaden-built theory is root for PsyCap (Fredrickson & Levenson, 1998). According to
broaden-built theory, people are affected in a positive and negative way. Negativity makes people focus on narrow
details and negative actions. However, positivity, on theory base, makes people focus on broader actions
(Fredrickson & Levenson, 1998; Luthans, 2002). When problems occur, people who regularly experience positivity,
have built up psychological resources; broadening of thought-action tendencies make people be more innovative,

more productive and produce more solution with the abilities of their thoughts and ideas (Luthans, 2002).

Luthans, Youssef, and Avolio (2007) clarified PsyCap that is composed of four components; hope, self-efficacy,
resilience and optimism. Synder et al. (1991) define hope as a positive motivational state that involves energy and
pathways to lead the sense of success. Hopeful individuals are able to have a goal-directed agency to get their goals
and alternative plans to meet their goals. As a result, individuals with high hope determine their way to feel success.
Having the sense of success makes individuals be more confident about the future (Luthans, Avolio, Avey, &
Norman, 2007; Synder, 2002). Self- efficacy is based on cognitive resources and self-motivation that people shape
their lives and put more effort to accomplish issues. It is related with believing in oneself (Luthans, 2002). As to
Bandura (1977), people with high self-efficacy have more confidence to their performance, recover more quickly,
have commitment their task and make more effort to apply their goals (Luthans et al., 2007). Seligman (1998) defines
optimism as making internal, stable and global causal attributions of positive events and external, unstable and
specific attributions of negative events. Therefore, optimism is not just about expecting good things to happen, but
also put effort even when setbacks occur (Seligman & Csikszentmihalyi, 2000). Resilience is the term of the reactive
capacity of people. As a positive adaptation for the person handling difficult situations. It is the power of act against
positive and negative circumstances; and the reactive capacity of the person facing with adversity, more than that
proactive thinking to find alternative ways and goals in life (Luthans, 2002; Luthans et al., 2007).

According to broaden built theory, positive experiences lead to positive psychological resources (Fredrickson &
Levenson, 1998). Since, organizational justice is a positive experience and PsyCap is a positive psychological
resource, in the light of this theory we expect that the perceived fairness in the organization allows positive cognition
that individuals enlarge and use their PsyCap. Contrary, organizational injustice causes negative emotions, which
built negative cognitive aspects make negative organizational outcomes (Fredrickson & Levenson, 1998; Greenberg,
1993). Moreover, previous studies reveal that there is significant negative relationship between PsyCap and
organizational cynicism; as the PsyCap increases, organizational cynicism decreases (Avey, Luthans, & Jensen, 2009;
Luthans et al., 2007). When employee perceives fairness, dignity, accuracy and the right to participate in decision-
making process, her/his PsyCap resources, which are affected by work/organizational environment, augment, then
this augmented resources decrease organizational cynicism (Avey, Wernsing, & F. Luthans , 2008; Chiaburu et al.,
2013; Nafei, 2015; Caliskan, 2014; Lather & Kaur, 2015). Thus, based on broaden-built theory and empirical findings,
it is suggested that perceived organizational justice influences psychological capital, which in turn impacts cynicism.
In another word, we argue that organizational justice decreases organizational cynicism, by mediating effect of
PsyCap.

Hypothesis 2: Organizational justice has a negative impact on organizational cynicism via psychological capital.
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Voice has been defined in various ways in management literature. Previous studies defined voice as grieving,
complaining and external protest (Premeaux & Bedeian, 2003; Van Dyne & LePine, 1998). As to classical study of
voice at 1970, Hirchman defined the term in the exit-voice-loyalty framework which is related with dissatisfaction in
work environment. According to Hirchman’s perspective, voice can be described as an attempt to change, rather
than escape from the issue. Voice as individual dissatisfaction perspective can be focused on a specific problem, but
another perspective of voice can be the expression of a collective organization like union membership creates official
voice to eliminate dissatisfaction (Budd, Paul, &Adrian, 2010; Dundon, Wilkinson, Marchington, & Ackers, 2004).

However, changing business environment, increased globalization, decline in unionization create direct
employee voice behavior in organizational problems rather than the exit-voice framework (Dundon et al., 2004).
Morrison (2011) defines new conceptualisation of employee voice as including suggestions, concerns, and ideas
about work related issues, contribution to management decision-making and concern with organizational
functioning.

According to Van Dyne, Soon and Botero (2003) voice has two main suggestions; participation in decision-making
process, and making ideas for change in a proactive way. So, the most recent definition of voice in literature expose
the term as constructive speaking behavior. Van Dyne and Le Pine (1998) studied voice as called in extra role
behavior. Extra-role behaviors are not determined with formal descriptions, not rewarded when performed and not
punished when things are not done. They built voice as a form of extra role behavior that something promotes
challenging behavior. Promotive voice behavior is about speaking up and challenge constant thing to improve the
situation (Van Dyne & Le Pine, 1998).

Employee voice behavior is based on three motivators; self-protective, other-oriented and disengaged. Moreover,
there are three forms of voice; defensive voice, acquiescent voice and prosocial voice (Van Dyne & Le Pine, 1998).
Since the recent studies of voice behavior are based on positive intentions such as prosocial voice, the other two
forms of voice make differentiate this form of behavior. The defensive voice is about to express work related ideas
to protect self from unpleasant consequences. The acquiescent voice is about to express work related ideas with low
self-efficacy makes to support the ideas by others instead of supporting the own view. Defensive and acquiescent
voice involves less proactive behavior compared with prosocial behavior. Prosocial behavior is to express work
related ideas that beneficial for others in the organization or prevent issues in work groups (Morrison, 2011; Van
Dyne & Le Pine, 1998; Van Dyne et al., 2003).

As to studies of voice behavior, it has to say that voice behavior is neither complaining about dissatisfaction nor
just providing solutions to problems which are supported by organizational formal procedure and descriptions
(Premeaux & Bedeian, 2003; Van Dyne & Le Pine, 1998). Therefore, employee voice behavior focuses on speaking up
workplace issues and challenging the ideas to improve alternative solutions for issues in work environment
(Premeaux & Bedeian, 2003).

According to the researches, voice behavior is affected by individual differences, organizational procedures and
interpersonal relations and managerial behaviors (Morrison, 2011). Individual differences such as big five
personality traits, self-esteem, and self-efficacy have been examined as predictors of voice (Budd et al., 2010). Top
management support for openness, trust in supervisor cause willing to speak up (Landau, 2009). Organizational
formal and informal mechanism such as justice treatment also important to the presence of voice. Boroff and Lewin
(1997) shows that unfair treatment in the organization is associated with low levels of voice which make employees,
especially loyal employees, suffer from silence. If employees perceive fairness in work related issues, they will be
motived to speak up for issues, otherwise, they feel fear of consequences in organizational outcomes (Landau, 2009).
Fair treatment in the organization creates a positive environment for employees. It may support to make employee
voice to change or improve on work related goals and issues, which also affect them to develop a positive attitude
toward organization (Abraham, 2000; Brotheridge, 2003; Ng et al., 2014). That is why one can say that the perceived
justice in the organization leads to express ideas and opinions on issues, which in turn decreases cynical behavior

against organization or others. Employees may feel no anger or irritation about their organization because they feel
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safe to speak up things that related with job or organization in a fair environment. So, the third hypothesis of the
study is formed as;

Hypothesis 3. Organizational justice has a negative impact on organizational cynicism through employee voice
behavior.

PSYCHOLOGICAL

CAPITAL
ORGANIZATIONAL EMPLOYEE ORGANIZATIONAL
JUSTICE VOICE BEHAVIOR CYNICISM
J >\ _

Figure 1. The theoretical model of the study

3. METHODOLOGY
3.1. Sample

A total of 205 employees of distinct companies from distinct industries in Istanbul participated in this research.
55.1% (N = 113) of the participants were female and 44.9% (N = 92) were male. Participants ranged in age from 21 to
55 (mean = 31.06, SD = 5.96), organizational tenure from 2 to 396 months (mean = 58.9, SD = 73.7), tenure at present
job from 2 to 396 months (mean = 89, SD = 77.7). Moreover, among the participants 51.2% (N = 105) had bachelor
degree, 37.7% had post-graduate degree (N = 67), 10.7% had doctorate degree, and 4.9% had have high school degree.

3.2. Procedure

Data of this study were collected using an online survey by convenience sampling method. The link of the
questionnaire was sent to 400 employees and within three weeks 205 employees completed the questionnaire.
Thereby, the response rate was 51.25 per cent. Participants were informed about the purpose of the research and
confidentiality of the responses.

3.3. Measures

Organizational Justice Scale was composed of three sub-scales measuring distributive (6 item), procedural (6 item)
and interactional justice (9 item). To measure distributive justice the scale developed by Price and Muller (1986) and
translated into Turkish by Caliskan (2006) was used. To measure procedural and interactional justice the scales
developed by Nieoff and Moorman (1993) and translated into Turkish by Yildirim (2007) were used. Items were
rated on a six-point scale ranging from 1 (definitely disagree) to 6 (definitely agree).

Factor analysis by using the method of principle component yielded three factors with the explaining power of
79.74% of total variation (KMO = .94, Bartlett's sphericity test chi-square = 4658.50, df = 190, p <.001). Yet, one item
was excluded because of its low loading. Cronbach's alpha reliability analysis yielded high alpha coefficients for each
justice dimension (for distributive justice a = .95, for procedural justice a = .91, and for interactional justice a = .96).

Psychological Capital was measured by Luthans et al. (2007)’s 24-item PsyCap Questionnaire that was translated
into Turkish by Saruhan (2013). Originally, PsyCap scale has four factors, which are Hope (6 item), Self-efficacy (6
item), Resiliency (6 item) and Optimism (6 item). Items were rated on a six-point scale ranging from 1 (never) to 6
(always).
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Factor analysis by using the method of principle component yielded three factors with the explaining power of
70.17% of total variation (KMO = .92, Bartlett's sphericity test chi-square = 2861.77, df = 153, p < .001). All items of
“hope” were discarded due to either low loadings or loading more than one factor. Cronbach's alpha reliability
analysis yielded high alpha coefficients for each dimension (for optimism a = .88, for self-efficacy a = .91, and for

resiliency justice a = .92).

Employee voice was measured by the 6-item scale of Van Dyne and LePine (1998) which was translated into Turkish
by Arslan and Yener (2016). Items were rated on a six-point scale ranging from 1 (definitely disagree) to 6 (definitely
agree). As a result of factor analysis, 66.75% of the total variance explained by one factor (KMO = .86, Bartlett's
sphericity test chi-square = 726.94, df = 15, p <.001). In addition, Cronbach's alpha value of voice is .89.

Organizational cynicism was measured by the 13-item scale of Dean et al., (1998) which was translated into Turkish
by Karacaoglu and Ince (2012). Originally cynicism scale has three factors, as affective cynicism (4 item), cognitive
cynicism (5 item) and behavioral cynicism (4 item). As a result of the factor analysis, 79.36 % of the total variance
explained by three factors (KMO = .91, Bartlett's sphericity test chi-square = 2548.17, df = 78, p < .001). In addition,
Cronbach's alpha value of each factor was found to be satisfactorily high (for affective cynicism a = .96, for cognitive
cynicism a =.92, for behavioral cynicism a =.84).

4. Findings

To test the study hypotheses, correlation and regression analyses as reported in Tables 1, 2 and 3 were carried
out. Organizational cynicism was correlated with organizational justice negatively and moderately, and also with
PsyCap and Employee voice negatively and weakly. Organizational Justice was positively and weakly correlated
with both PsyCap and employee voice. Lastly, PsyCap and employee voice were positively and moderately

correlated.
Table 1.
Means, Standard Deviations and Correlations among Study Variables
Mean SD 1) ) 3)
(1) Organizational Cynicism 3.26 1.13
(2) Organizational Justice 3.64 1.07 -.61"
(3) Psychological Capital 4.63 71 -.20™ 297
(4) Employee Voice 4.87 74 -.18~ 227 .62

**Correlation is significant at the .01 level (2-tailed).

Simple regression analysis which was applied to test the first hypothesis revealed that organizational justice has
negative effect on organizational cynicism (f = -.61, p < .001; R? = .38, F(1, 203) = 122.12, p < .001). Thereby, first
hypothesis (H1) was supported.

In order to test the mediating role of psychological capital on the relationship between organizational justice and
organizational cynicism, Baron and Kenny (1986)’s suggestion of three-step regression model were applied.
According to Baron and Kenny to establish mediation effect, the following conditions must hold: (a) independent
variable must significantly contribute to mediator in the first equation; (b) independent variable must significantly
contribute to dependent variable in the second equation; (c) significant contribution of independent variable to
dependent variable which is obtained in the second equation must decrease or disappear in the third equation where
the effect of the mediator is controlled. According to the results (Table 2), organizational justice has significant
contribution on both PsyCap (8 = .30, p < .001) and organizational cynicism (§ = -.61, p < .001). Hence, the first two
conditions were met. However, in the third equation, on organizational cynicism, PsyCap (the mediator) lost its
significant contribution while organizational justice kept the amount of its contribution. That is, there is no mediation
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effect of PsyCap in the relationship between organizational justice and organizational cynicism. Hypothesis 2 was not

supported.
Table2.
The Mediating Role of PsyCap
Dependent Independent
Variable Variable R2  AdjR? F p p t p
T
Istequation PsyCap Organizationa 09 .08 1977 000 30 445 000
Justice
2nd equation Organizational Organizational 38 37 1212 000 -61  -1105  .000
Cynicism Justice
- ational
. Organizational Organizationa 38 37 6088 000 -61 -1041 .00
3rd equation . Justice
Cynicism
PsyCap -02  -0.38 702

In order to test mediating role of employee voice in the relationship between organizational justice and
organizational cynicism, again the same method was used which was indicated above. According to the results
(Table 3), the variations in employee voice (§ = .23, p < .001) and organizational cynicism (f = -.61, p < .001) were
explained by the variations in organizational justice. Hence, the first two conditions were met. However, in the third
equation, on organizational cynicism, the amount of contribution of organizational justice did not change, while that
of employee voice (mediator) disappeared. Hypothesis 3 was not supported.

Table 3.
The Mediating Role of Employee Voice
Dependent Independent
Variable Variable R2  AdjR? F p B t p
Istequation _Ployee Organizational 05 .05 1085 001 .23 3.29 001
voice Justice
- —ational
2nd equation Oranizational Organizationa 38 37 12212 000  -61 11.05 000
Cynicism Justice
o Organizational 38 37 6128 000 -60  -1058  .000
. Organizational Justice
3rd equation Cvnicism Empl
Y mmployee -05 -0.81 420
Voice

Moreover, in order to test the mediation effect of PsyCap dimensions and employee voice in the relationship
between organizational justice and organizational cynicism dimensions a series of regression analyses with forward
inclusion were applied to determine the sub-dimensions satisfying the first to conditions suggested by Baron and
Kenny (1986).

Regression analyses with forward inclusion applied to determine the impacts of organizational justice dimensions
on each organizational cynicism dimension indicated the significance of distributive and interactional justice.
Accordingly, on affective cynicism the significant contributions of distributive justice (§ = -.32, p < .001) and
interactional justice (f =-.37, p < .001) were found to be in almost same strength (R = .36, F(2, 202) = 57.73, p < .001);
on cognitive cynicism, the contribution of interactional justice (f = -.38, p <.001) were found to be slightly stronger
than the contribution of distributive justice (8 = -.29, p < .001; R? = .35, F(2, 202) = 55.23, p < .001); on behavioral
cynicism, conversely, the contribution of distributive justice (8 = -.33, p <.001) was found to be much more stronger
than the contribution of interactional justice (f = -.18, p <.05; Rz = .21, F(2, 202) = 26.27, p < .001). Procedural justice
was found be effective on none of organizational cynicism dimensions.

Regression analyses with forward inclusion applied to determine the impacts of organizational justice dimensions
on each PsyCap dimension and employee voice indicated that only procedural justice has a significant contribution

22



Journal of Behavior at Work —JB@W (2016), Vol.1(1) TURGUT & AGUN

on self-efficacy (f = .71, p <.001; R? = .50, F(1, 203) = 200.65, p < .001); on resilience (8 = .76, p <.001; R? = .58, F(1, 203)
=279.60, p < .001); on optimism (f = .71, p < .001; R2 = .50, F(1, 203) = 206.47, p < .001); and on employee voice (f =
48, p <.001; R2 = .23, F(1, 203) = 62.18, p < .001).

However, testing of mediation effect of employee voice and each PsyCap dimension revealed that none of them

has a mediating effect on the relationships between organizational justice and organizational cynicism dimensions.

5. Conclusion, Discussions And Suggestions

The hypotheses regarding with mediation roles of PsyCap and employee voice in the relationship between
organizational justice and organizational cynicism were not supported. This finding is not in line with the argument
based on broaden-built theory and previous findings (e.g., Chiaburu et al., 2013; Nafei, 2015) stating that perceiving
fairness, dignity, accuracy and the right to participate in decision-making processes decrease cynicism as increasing
employees’ psychological resources.

On the other hand, the hypothesis regarding the negative contribution of organizational justice on organizational
cynicism was supported. This finding is in line with previous findings (Bernerth et al., 2007; Fitzgerald, 2002) on the
relationship between fairness and cynicism. It is found out that the relationship between organizational justice and
organizational cynicism is far stronger than the relationships of those two concepts with both PsyCap and employee
voice. As both PsyCap and employee voice are individual level concepts it is interesting to detect that these concepts
weakly explain the variances in the organizational cynicism which is also an individual level concept. It is understood
that organizational cynicism, as being weakly affected by individual resources, is a more direct reaction to
organizational practices. In this regard, we can suggest managers should especially ensure justice with all types as
distributive, procedural and interactional within the organization, for being able to keep employees having positive
affect, cognition and behaviors toward the organization.

Moreover, analyses on sub-dimensions of variables give some more detailed insights; as revealing that sub-
dimensions of organizational justice differ in contributing to PsyCap, employee voice, and organizational cynicism.

Analyses displayed that only procedural justice has a significant positive contribution to employees’ self-efficacy,
resilience, optimism, and on employee voice. Procedural justice is about having control over the processes through
participating in decision making on the issues that may affect work activities and outcomes. Having this kind of
control, plausibly, encourages employees’ self-efficacy and voice behavior, such that they believe they can shape
their lives and put more effort to accomplish their goals; and they raise suggestions, concerns and ideas about work
related issues, contribute to management decision-making and concern with organizational functioning. Application
of the six rules that forms the process of procedural justice (consistency, impartiality, accuracy, ethical standards,
representativeness, and correctability) will supply a working environment where employees believe that they are
psychologically safe. Hence, in a psychologically safe environment created by the application of procedural justice
rules, employees will tend to be more optimist and resilient expecting good things to happen, putting efforts when

setbacks occur, adapting and handling difficult situations.

It was also found that while both interactional and distributive justice have significant contributions on both
affective and cognitive cynicism; especially distributive justice has significant contribution on behavioral cynicism.
On the other hand, procedural justice was found to have insignificant contribution on affective, cognitive, and
behavioral cynicism. This finding seems quite interesting implying that different types of justice have different
degree of effect on employees” affect, cognition, and behaviors. It is argued that compared to procedural justice,
interactional justice has more affective components and produces more affective reactions, on the other hand,
distributive justice has the least affective and more cognitive components (Tyler, 1994; Umphress et al., 2003). Based
on this argument, the relationship of interactional justice with affective cynicism; and the relationship of distributive
justice with cognitive and behavioral cynicism are expectable. However, the significant relationship of interactional
justice with cognitive cynicism; and the significant relationship of distributive justice with affective cynicism requires
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further insights. In this regard, we point out the need for examining the nature and mechanism of the relationship

between those two variables in more detail and meticulously in future research.

The findings also showed that psychological capital and employee voice are strongly related. This finding implies
that employees who are more confident that they can successfully complete tasks, are more optimistic about the
future and are more resilient against setbacks, have more resources to generate and share ideas which have the
potential to contribute to organization’s change and development. This finding is consistent with the suggestion of
Walumbwa et al. (2008) stating that positive psychological conditions promote positive voice climate.

6. Limitations

There are limitations of the study should be taken account in interpreting the findings. One limitation arises from
the heterogeneity of the sample (e.g., sectors, age, work experience, tenure) and from selecting participants with
convenient sampling method. Therefore, future research should replicate these findings in more homogenous and
larger samples for generalizability. Another limitation results from the fact that all data were gathered from the same
source which may lead to common method bias.
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1. Introduction

The Great Economic Depression was originated in the US mortgage market and leaded to a liquidity shortfall in
its banking system. It was started to be felt in August 2007 and the second phase began with the fall of Lehman
Brothers in September 2008. This economic downturn was accepted to be the deepest that has been experienced since
the stock market crash in 1930s (Appelbaum, 2011). The main consequence of this depression was a general loss of
confidence and solvency problems in financial institutions across the globe. It then affected the real economies of all
developed and emerging countries (Mitsakis, 2014) with the most significant impact on human resource practices

and labor relations.

In times of crisis, enterprises are forced to reduce the personnel, freeze the recruitment process, reduce the budget
for training and development and in some cases reduce wages and benefits, eliminate allowances and redefine the
role and responsibilities of managerial staff. Economic crisis also influences individuals” approaches in life and
evaluations of their work situations. Bell and Blanchflower (2011,103) reported in a pan- European survey that the
so-called ‘happiness’ levels in Southern Europe have sharply fallen between 2007 and 2010 due to the effect of the
economic crisis and the high and continuously rising unemployment rates, especially among the younger cohorts of
the working population. They found that “there is a noticeable decline in the happiness levels in Greece (0.28),
Ireland (0.14), Portugal (0.17) and Spain (0.10), which have been hard hit by recession and the sovereign debt crisis”
(Markovits et al., 2013).

One of the recent arguments on the effects of the recession on HR suggests that the recession will increase the
importance and influence of the HR function and deepen the prevalence of HR practices. Mohrman and Worley
claims that organizations can take advantage of recessions to introduce fundamental changes in management logic
and make them more sustainably effective through time (2009, 443).

Chartered Institute of Personnel and Development (CIPD) guides HR professionals on how they should manage
their workforce in recession. They exhort to think long term, maintain employee engagement, and strengthen line
management capability, support employees’ health and well-being. If staffing reductions are unavoidable they
advise to find ways to minimize redundancy, consult workforce and their representatives, establish fair and objective
selection criteria for redundancy, provide advice and support for people losing their jobs. Furthermore, HR should
also have long-sightedness and plan reallocating jobs and responsibilities, provide training for new jobs, and
communicate with employees at all stages of the process (CIPD, 2008).

2. Literature Review
2.1. Recession and Its Complications on Human Resource Practices

Recession is a phenomenon in which an economy is characterized by persistent and significant reduction of
economic activity specifically in its macroeconomic figures, such as employment (European Commission, 2009).

Recessions create several conditions that substantially affect labor market. Roche et al. (2011) claims that
sometimes economic downturn is so severe that it is inevitable to make some employees redundant, to avoid putting
the survival of the entire organization in jeopardy. When job losses are compulsory the main concern is the type of
criteria used to select people for redundancy. Traditionally, the seniority rule last-in / first-out prevailed in
redundancy situations, but recently comprehensive criteria such as attendance, sickness, disciplinary records, skills,
competencies, qualifications, work experience and performance appraisals are more commonly used to select
redundancy pools (Doherty, 2009).

The consensus in literature is that wherever possible organizations should seek to get volunteers for redundancies
as compulsory redundancies can have severe negative consequences in terms of the morale of the remaining
workforce (Bowers and Davis, 2010). So, it is important to devise a comprehensive employability package for the
ones losing their jobs (Incomes Data Services, 2009). These packages should include individual counselling on future
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possible career options, interviews with training bodies to discuss re-skilling and re-education options and available
employment opportunities in the locality and elsewhere. Organizations that pursue these actions usually gain the
reputation of being a socially responsible employer, which motivates retained staff easier (Cedefop, 2010).

Cascio (2002) agrees Bowers and Davis that job losses can have devastating impact on individuals and their
families and organizations should be encouraged to try and find alternatives to redundancies. Sharing the same point
of view some organizations seek to avoid job losses and use human resource adjustment programmes that can be
technical or behavioral in character. Technical HRM practices include sets of policies focusing on payroll cost savings
and headcount management whereas behavioral HRM practices are primarily intended to ensure the motivation and
commitment of employees that are retained. The so-called practices can be analyzed as employment stabilization
and internal flexibility, and pure restructuring and external flexibility (Teague & Roche, 2013).

Pure restructuring and external flexibility programs involve changes in numbers and in the composition of the
workforce without complementary changes in the way work is done. Pure restructuring programmes concern
exclusively with payroll cost reductions that pivot heavily on cuts in headcount. External flexibility includes job cuts,
increase the use of part time and temporary employees so that operating costs can be quickly realigned with market
conditions (Hyman, 2010).

Employment stabilization programs include practices as recruitment freeze, terminating temporary agency
contracts, temporary lay-offs or short-time working, reduced hours of work, sabbaticals and/ or flexible working and
freeze or cut pay and bonuses. Recruitment freeze is often the first stage in a stabilization program. This practice
enables an organization to reduce its staff headcount through natural wastage. For instance, staff that quite or retire
is not replaced, without need for any redundancies costs. Terminating temporary agency contracts conveys the same
cost advantage as a recruitment freeze and has an added advantage of immediate implementation, thus resulting in
quick savings. This is again an early-stage option and widely used, since the employer can simply terminate the
agency worker contract without having to incur any redundancy cost. Companies can also address a slump in
demand by seeking to in-source production that had previously been outsourced to suppliers or other companies
(Farndale, Paauwe & Hoeksm, 2009). Temporary lay-offs or short-time working is to retain the employees but
provide no work for a definite or intermittent period of time and place workers on short-time working which is a
kind of partial lay-off where fewer than normal working hours are provided. This practice enables the employer to
save on payroll costs during the period of lay-off or short-time working, but employees may be entitled to a
guaranteed payment for a day on which work is not provided. It also provides companies to recover from a cash
flow problem or to run down stocks, or simply to stand back from harsh market conditions within a period (Glassner
& Galgoczi, 2009). The basic idea behind reduced hours of work, sabbaticals and/ or flexible working is that during
a specified period of time an employee is able to work longer or shorter hours than collectively agreed, thereby
collecting working time credits or debits in an individual working time account, which are later compensated for by
additional free time or work (Bosch, 2009). These arrangements hold out two advantages for employers. First, they
allow companies to have more flexible production systems, which are aligned closely with market demand. Second,
since most of the working time credits are not counted as overtime, the employer does not have to make overtime
payments at premium rates, which keeps labor costs in check. From an employee viewpoint, this practice provides
them with opportunities to align work with their individual and family needs and interests (Berg, 2008). So
companies are either reducing the number of hours saved in individual accounts or increasing the number of
working time credits which will have to be worked in the future when business recovers. Firms may also respond to
the recession by increasing numerical flexibility: greater numbers of part-time and temporary workers are employed
instead of full time workers to meet changes in demand. Employers may also encourage employees to take
sabbaticals or periods of unpaid leave, to save on wage costs while retaining the employee. Pay freezes and cuts or
reductions in bonuses are relatively easy methods of cost-cutting to implement, assuming periodic pay increases and
bonus payments are not guaranteed within employment contacts. (CIPD, Issue 27)

Teague, Roche (2014) states that, if firms rely solely on the mentioned cost-saving programs, these technical
strategies are likely to come up short. So, HR programs should include some behavioral foundations complementary
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as communication, engagement, HR development and culture to some extent. They state that these motivation and

commitment focused practices are important complementary to payroll focused and work reorganization practices.

Parallel to the vision of Teague, Roche, Ulrich (2008) claims that HR leaders should intensify and extend the
established paradigm of high-commitment management rather than regress in the recession to ‘command and
control’. Bad economic times should not halt efforts from remodeling the HR function inside the organization. On
the contrary, the HR should undertake a business partner role inside the organization and be a better service provider
inside the organization. This means HR managers should continue to create a leaner HR department by outsourcing
various HR functions, particularly those of a transactional nature. In this respect, HR policies as talent management
aimed recruiting and retaining skilled employees should be developed and pursued even more systematically
(Cooper, 2009). HR leaders should also ensure that firms are positioned for the long-term by investing in skills and
the creation of a positive organizational culture and brand.

In addition to this, Bates (2009) surmises that employers often have misconceptions about what motivates
employees during a recession. She suggests that employers focus too often only on compensation as a motivating
factor, while employees are primarily concerned with recognition and learning opportunities even in the face of such
hardship (Bates, 2009). Accordingly, HR programs should include some behavioral foundations as HR

development, engagement and communication.

Cascio (2009) advocates responsible restricting programs based on redeployment, relocation and retraining
during recessions have positive consequences. Employers may redeploy staff at a risk of redundancy with the
necessary training or retraining. They may sometimes choose transferring staff geographically. A common view is
that when firms enter a recession, their first response is to cut-back on training budgets as part of an overall strategy
of financial retrenchment. On the other hand, increased training allows firms to “board” core employees with higher
skills allowing them to make an even greater productive contribution when buoyant market conditions return.

Economic crisis has adverse effects on affections and moods, resulting in a downturn in employees” affective
feelings on commitment towards their organization. Brockner and colleagues (1987) showed that employees who
managed to remain in their jobs after layoffs had lower organizational commitment. This attitude strengthens if the
layoff victims are perceived as inadequately compensated and unjustly fired from their jobs.

During an economic crisis, employment conditions are severely hit, resulting in less positive and more negative
job conditions causing a decline in general satisfaction of employees. Employee satisfaction involves how individuals
feel about their work environment, pay, teammates, etc. (Judge et al., 2001). So being primarily a cognitive evaluation,
and composed of extrinsic components (wages, working conditions, job security, HR policies, organizational
environment, issues of fairness, etc.) employee satisfaction is directly influenced by these adverse economic
conditions (Markovits et. al., 2013). In contrast to employee satisfaction, employee engagement is more behavioral
in nature. Employee engagement allows organizations to adjust successfully to difficult times creating high levels of
trust and reciprocity inside organizations. This facilitates the emergence of restructuring programs which secure
employee support and thus prevents employee demoralization during restructuring policies (Hallock, 2009).
Contrary to popular belief, employee engagement is not guaranteed to wane during difficult economic times (Van
Rooy & Whitman, 2011). In fact, positive organizational efforts can lead to an engagement increase even amidst a
turbulent environment. Strong leadership communication and providing cross-training opportunities are key
drivers of improving engagement. Difficult times actually provide some of the best opportunities for career
development, which is another predictor of employee engagement (Hewlett 2010).

A key component of maintaining high levels of employee engagement in recessionary times is the more intensive
use of established channels for communication with the workforce. Keeping employees regularly and fully informed
of the organization’s commercial position as well as management’s plans is considered indispensable to adjusting
adverse times (CIPD, 2010). Organizations should supplement standardized forms of direct and group-based
communication such as e-mails, company bulletins/newsletters, and more importantly, team-briefings and staff
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councils with special employee meetings to allow the CEO and other senior managers to speak with the entire
workforce about the challenges facing the organization.

Intensive communication serves many important purposes. It prevents rumor-mill to generate speculation about
the company’s future. It creates a strong signal that management is seeking policies which address the interests of
employees. It also leads to improved management thinking and decision-making by speaking openly about firm
performance and managerial intentions (Robinson-Smith & Markwick, 2009). Some organizations involve employees
and their representatives in the formulation and implementation of organizational restructuring plans. Allowing
employees perform such a role results in shared understandings between employees and managers about the need
for restructuring (Glasser & Keune, 2010).

Whether an organization decides to focus almost exclusively on communicating with employees or whether it
decides to integrate employees fully in a restructuring plan, the wide consensus is that management must be open
and truthful when reporting financial and business developments. Employees fully aware of the challenges facing
the business are less likely to think that the organization is using the recession to push through workplace changes
that they have been seeking for some time. They are also more likely to accept sacrifices asked of them and moreover,
employee commitment is likely to remain intact for the return of a more prosperous business climate. Numerous
studies have demonstrated the key role that communication holds in maintaining and increasing trust, resulting in
increased employee commitment and job performance (Dirks & Ferrin, 2001; Ellis & Shockley-Zalabak, 2001; Ruppel
& Harrington, 2000).

2.2. Recession and Well-Being of Human Resource

The sociological literature suggests that budget cuts and reductions in staff numbers bring potential changes to
the conditions of employment and the well-being of employees. As cited in the study of Armstrong-Stassen (2005),
organizational restructuring and downsizing have negative consequences for survivors‘health.

During economic crises, with the high number of individuals being laid off from their jobs and the relative
unavailability of similar job openings, people are left without adequate income for extended periods of time. This
promotes lower paying jobs, resulting in higher level of stress and more health symptoms. The relationship between
unemployment and well-being is explained by income loss and by the psychic costs of joblessness related to identity
problems, psychological distress and low self-esteem (Veenhoven and Hagenaars, 1989; Gallie and Russell, 1998). As
expressed in the study of Ramlall (2009), because work often provides one’s time, social connectedness, feelings of
self-worth (Latack, Kinicki, & Prussia, 1995; McKee-Ryan, Song, & Wanberg, 2005), losing one’s job often entails
confronting the losses associated with these secondary benefits. It is not surprising, therefore, that job loss,
particularly involuntary job loss, has been found to be stressful, and have a negative impact on mental health (Latack
et al., 1995).

As stated in the study of Arampatzi et al. (2016), economic crises also tend to affect well-being of those who
manage to keep their jobs. As noted by Frey (2007), this phenomenon can be explained by the effect of longer working
hours without overtime compensation (Stewart and Swaffield, 1997), increased fear of becoming unemployed in the
near future and losing material well-being (Luechinger et al., 2010).

According to Russell et al. (2014) economic crises create work pressure that has important implications for
employees’ physical and mental well-being which is associated with a wide range of psychological distress measures
and physical health problems such as stomach problems and sleep difficulties (Fairris and Brenner 2001; Wichert
2002). At the same time, higher levels of work intensity have also been found to lead to substantial reductions in
employee well-being measured by job satisfaction and by indices of affective well-being (Warr 1987).

2.3. Compassion

The word “compassion” comes from the Latin root “passio”, which means to suffer, and “com” from Latin prefix,
meaning together. Compassion is comprised of three interrelated elements. The first element is noticing of suffering;
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involving the awareness of the presence or possible presence of suffering. The second element is the empathic
concern comprising emotionally connecting to another who is struggling or suffering. Here perspective-taking plays
an important role by connecting the awareness of suffering to compassionate responding (Kanov et. al., 2004) which
is the third element of compassion referring to actions and displays that occur in response to others” suffering with

the aim of lessening, alleviating or making it more bearable.

Compassion in work organizations has two forms; dyadic process and more collective and organized ones.
Dyadic compassion occurs when a person notices the suffering of another person, feels empathic concern and
responds. On the other hand, compassion may not be limited to an interaction between two individuals. It may go
beyond an individual’s notice of a colleague’s suffering to a social process where members of an organization come
to exhibit a collective acknowledgement that pain is present, share and express their empathic concern, and respond
to suffering in a collective, coordinated way (Lilius et al., 2011).

Facilitating compassion in organizations should fallow two ways; it can either be a spontaneous process shaped
by the unique conditions of the compassion provider and receiver or the organizational context or explicit attempts
to routinize compassion through the institutionalization of the process. Institutionalization of compassion enables to
notice and respond a person suffering in a coordinated way.

Frost et al. (2000) asserts three processes that facilitate compassion in organizations: Legitimation, propagation
and co-ordination. Legitimating is a process ensuring actions of an entity are desirable, proper and/or appropriate
(Suchman, 1995). When noticing of pain, the expression of feelings and acting toward others to facilitate healing is
legitimate, the organizing of compassion is more likely to take place and to be enacted with competence. For most,
compassion competence can be evaluated along four dimensions: scope, scale, speed and specialization of response
(Dutton et al., 2006; Dutton, Frost, Worline, Liluis & Kanov, 2002). Scope refers to the breadth of resources provided
to a person or group who is suffering; scale refers to the volume of the resources, the speed captures the timeliness
with which the resources are provided and specialization refers to the degree to which resources are customized to
the need and circumstances of the sufferer. So if the scope, scale, speed and specialization of response for a sufferer
is supported by some degree of legitimacy, compassion has opportunity to institutionalize in organizations.
Legitimating can also facilitate compassion by granting people the freedom to display feelings, which in turn
facilitates co-ordination of responding. In particular, actions of leaders offer important symbolic endorsement of
what is appropriate and inappropriate to feel (Pfeffer, 1981). Leaders” actions can quickly make the expression of
grief and shock illegitimate, which often accompany pain, ultimately stifling collective responding. (Frost et al., 2000)

Propagating refers to the spreading of ideas, feelings and information between people. Propagating is critical for
compassion organizing in that it facilitates collective noticing, collective feeling and collective responding to
organizational member’s pain. Propagating can be facilitated by established systems in the organization; e-mail
networks within the organization, video conferencing facilities, town hall meetings. Leaders can also serve as
propagators of information within the organization, by initiating a flow of information that is shared by others or by
extending and sustaining an information flow over time. When ideas and emotions are spread about someone who
is suffering it helps to legitimate the situation, which in turn can widen the scope of shared responses to the situation.
What has been noticed and shared as a legitimate observation by organizational members makes it more probable
that it will be spread in the system (Frost et al., 2000).

The last element to facilitate compassion is coordinating which refers to the process by which people arrange
interdependent actions in ways that will enable them to accomplish their goals (Weick, 1979). Coordination is often
essential to compassion organizing as it facilitates the transformation of collective noticing and feeling into collective
responding. Without structures and systems in place that co-ordinate member responses, joint efforts to offer
compassion may fail as good intentions dissipate for lack of means to turn efforts into tangible help (Frost et al.,
2000).
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3. Conclusion

Lilius et. al. (2011) claims suffering is a broad term that encompasses a wide range of unpleasant subjective
experiences including physical and emotional pain, trauma, psychological distress, existential anguish and feelings
of disconnection. Suffering may stem from events in an employees’ personal life and by events within the workplace.
Organizational events that create suffering may be specified as organizational changes such as layoffs or

restructuring.

Lilius et al. (2008) assert that experiencing an act of compassion can aid an individual’s recovery from suffering
and positively influence how he/she sees his/her colleagues and their organization. In addition, some research on
post-crisis highlights how organizational members generate and direct resources to alleviate suf—fering after an
organizational disaster (Dutton et al., 2006), how compassionate witness—ing helps activate organizational resilience
(Powley, 2009), and how compassionate leadership enables an organization to heal, learn and adapt after a trauma
(Dutton et al., 2002). Building a system of caregiving and supportive attachments among colleagues may be seen as
a collective property (Kahn, 1993), as a type of emotion-based organizational capability that is sustainable over time
(Cote and Huy, 2010) and as organizational virtuousness (Cameron, Bright & Casa, 2004).

Powley (2009) states that positive interpersonal connections enable organizations to gain resilience. Gittell and
colleagues (2006) found that a firm’s decision to avoid layoffs and its internal positive relationships contribute to an
organization’s ability to recover from crisis.

Experiencing compassion shapes individuals’ sense-making out the kind of organization of which they are in and
the kinds of colleagues with whom they work. They also suggest that compassion receiving employees are more
likely to be committed affectively to their organization and define their co-workers and organizations positively.
Similarly, Powley (2009) finds that work colleagues emerge from a shared trauma and subsequent compassionate
treatment with a strengthened quality of relationship with their colleagues and heightened sense of community and
belonging.

Further, virtuous behavior such as compassion seems to have a positive impact on organizational performance
through both the amplified effect of roles that encourage positive spirals of prosocial behavior (Batson, 1991) and the
buffering roles that protect and strengthen the organization in times of trauma (Cameron, Bright, & Caza, 2004).
Experiencing compassion within the organization can alleviate individuals' suffering and can offer indirect benefits
for other employees because of improved affective commitment, positive emotions, and employee attraction and
retention (Lilius et. al.,2011).

So, it will be accurate to say that HR managers should include more motivation and commitment focused

practices that legitimate, propagate and coordinate compassion for their workforce in organizations.

Through hard times as in recessions this new approach on HR programs facilitate an institutionalized
consciousness to the suffering of employees and is believed to heal some of the negative effects of the trauma

experienced in organizations.
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Individual's life satisfaction, could be affected by both the needs pertaining to the period and it cabe a
product of past experience. One of the needs is the need for guidance and psychological counseling.
The purpose of research, the relationship between these two variables.

Methods: For this purpose personal information form, life satisfaction and guidance needs scales were
applied to 212 retired people residing in Sakarya Province, Turkey in the research. The data obtained
were analyzed using SPSS 20.0 program.

Results: The results obtained from the research reveal that life satisfaction and guidance needs of the
retired people do not vary according to the variables of gender, age, marital status and place of
residence. No significant difference was seen when life satisfaction in the retired people was
considered in terms of educational status, however, a significant difference was found between
guidance needs and the variable of educational status. The relationship between life satisfaction and

guidance needs in there retired people was found as negative at medium level.
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Amag: Emekliler, diger yaslilar gibi fonksiyon kayiplar1 yasamaktadirlar. Bu donem ayni zamanda
yasamsal deneyimlerinin bilissel islevlerde bilgelige doniisttigii dénemdir. Bireyin yasam doyumu,
gecmis yasantisindan etkilendigi kadar bulunulan doéneme 6zgii gereksinimlerden de etkilenebilir.
Bu gereksinimlerden biri bireyin rehberlik ve psikolojik danisma gereksinimleridir. Arastirma, bu iki
degiskenin iligskisini arastirmay1 amaclamaktadir.

Tasarim/Yontem: Bu amagla, arastirmada kisisel bilgi formu, yasam doyumu ve rehberlik
gereksinimleri 6lgekleri Sakarya’da yasayan 212 emekliye uygulanmustir. Elde edilen veriler SPSS
20.0 programu ile analiz edilmistir.

Sonuglar: Emeklilerin yasam doyumlar1 ve rehberlik ihtiyaglar1 cinsiyete, yasa, medeni durum ve
barindiklar1 yer degiskenine gore anlamli bir farklilik gostermemektedir. Emeklilerin, yasam
doyumlart 6grenim durumu degiskeni baglaminda ele alindiginda anlamli bir farklilik
goriilmemekteyken rehberlik ihtiyaglariyla 6grenim durumu degiskeni arasinda anlamli bir farklilik
elde edilmistir. Emeklilerin, yasam doyumlar1 ve rehberlik ihtiyaclar1 arasinda iliskinin ise negatif ve
orta diizeyli oldugu bulunmustur.
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“Genglerin aynada goremediklerini, yashlar bir tugla parcasindan okurlar”

Rumi
1. GIRIS

Emekli bireyler gelisimin son donemi olan yashligi yasamaktadirlar. Bu donem biyo-psiko-sosyal bakimdan
yitimlerin s6z konusu oldugu bir donemdir. Buna karsilik saglikli yash niifusun arttirilmasi diinya tilkelerinin
ortak hedefiyken, nicel olarak yasl niifus her gecen giin artmaktadir (Kinsella & Velkoff, 2001; Celebi & Yiiksel,
2014). Sinick’e (1979) gore yaslilik doneminin yasam olaylarindan biri olan emeklilik, yaghligin en travmatik
etkenlerinden biridir (Akt. Demirdis, 2010). Emeklilikle birlikte tiretkenligini kaybeden yash birey degersizlik
duygusu yasamakta, yalnizlasmakta, 6zgiiven kaybina ugramaktadir (Akdemir, Cinar, Gorgiili, 2007). Yash birey
emekli olusla birlikte, aktif olarak katildigi sosyal kurumlarda tistlendigi rollerini kaybetmistir. Bu kaybedis,
travmatik nitelikli bir kayiptir. Uretime katilamayis, bireyin degersizlik duygularim arttirir. Fiziksel ve psiko-
sosyal agidan ise emekli birey; iliskilerini sinirlandirir, geri cekilir ve ice doniik egilimler sergileyerek kendi
duygulariyla daha fazla ugrasir. Emekli birey, calisma yasaminin pek ¢ok olanagini kaybetmistir (Salman, 2004).
Emekli olusla birlikte yash bireyin belirgin ekonomik kayiplari da s6z konusudur. Ihtiyaclarin her gecen giin daha
arttig1 modern toplumda, bu durum yash bireyin gticliiklerindendir (Arpaci, 2005). Emekliler, yasamin pek cok
gelisim alanindaki gticliiklerini asabilmek icin, ilgiye ve sosyal destek kaynaklarin1 bulmaya gereksinimleri vardir
(Ak, 1991).

Emekli birey, gelisimin tim alanlar1 acisindan yashlikla ytiz ytize olan bireydir. Daris’a (2004) gore; yaslilik
kisiye ve topluma gore degisebilen bir kavramdir. Toplumun tarihsel siiregte gecirdigi evrimine, ekonomik
niteliklerine, kiiltiirel yapisina, psiko sosyal yapisina, yasam bigimine, dini degerlerine gore bicim alabilen bir
kavramdir (Kaygusuz, 2008; Arpaci, 2005). Yaslanma stireci ifade ederken, yaslilik ise gelisim donemlerinden birini
iceren bir kavramdir (Canatan, 2008). Yaslanma siireci biyo-psiko-sosyal boyutlu etkenlerle sekillenir (Arpaci,
2005). Diinya saglik orgiitti yaslihigi, bireyin cevresel etkenlere uyum gelistirme yetenegine iliskin potansiyelinin
azalmasi olarak tanimlamaktadir (WHO, 2011). Yashlik, organizmadaki yapisal ve fonksiyonel yetersizliklerin s6z
konusu oldugu degisiklikler dénemidir (Townsend, 2014). Yaslilik, yasa bagh olarak bireyin i¢ ve dis faktorler
arasinda dengelenme fonksiyonunun kaybedildigi donemdir (Arpaci, 2005). Yasamin ttim alanlarindaki bireyin
yetilerindeki gerilemedir (Bahar, Bahar & Savas, 2009). Yaslilik ile ilgili tanimlar kayiplara dikkati gekerken
yasliligin kazanimlarinin 6ne ¢iktig1 tanimlar da bulunmaktadir. Erikson’a (1968) gore basarili gegirilmis yasam
donemleri sonunda benlik biittinltigtine ulasma olasiligini vurgulamaktadir. Benlik biittinltigline ulasan bireyin
yasam doyumu yiikselmektedir. Yaslilik doneminde eger birey basarili gecirilmemis yasantilarin trtni ise
umutsuzlugunun nedeni olabilir (Akt. Corey, 2008). Gengtan'a (1999) gore yashlik, zorlanmalarmna karsin
varolusun giicti ve deneyimlerin kazandirdigr derin bilgeliktir. Genel olarak yashlik tanimlari, bireyin
fonksiyonlarinda kayiplar1 6n plana gikarirken, bu duruma emekli olusun eklenmesiyle stireg biyo-psiko-sosyal
acidan daha travmatik bir boyuta dontismektedir. Bu arastirma; belirtilen travmatik etkiye maruz kalan hem
emekli hem de yasl bireylerin, yasam doyumu ve rehberlik ihtiyaglari degiskenlerinin iliskisinin incelendigi bir
arastirmadir.

2. KAVRAMSAL CERCEVE

Diener, Emmons, Larsen ve Griffin'e (1985) goére yasam doyumu; ihtiyaglar ve isteklerin doyurulmasima bagh
olarak yasamin olumlu olarak degerlendirilmesidir (Akt. Eryilmaz, 2012). Birey kendi yasam doyum analizini,
yasamin geneline iliskin doyumunu degerlendirerek yapmaktadir (Giimiisbas, 2008; Sahin, 2008; Diener, 1994).
Neugarten’e (1961) gore yasam doyumu, bireyin beklentileri ve sahip olduklarinin kiyaslanmasinda ortaya gikan
sonuctur (Akt. Ozer & Karabulut, 2003). Bu sonucun birbirine yakinhig yasam doyumunun artigini gosterir
(Diener, Oishi & Lucas, 2003). Bagka bir deyisle yasam doyumu, yasamdan memnunluk diizeyidir. Yasam
doyumu, mutlu bireyin iyi oluslarindaki bilesendir (Eryilmaz, 2012). Yasam doyumu; olumlu duygular1 ¢ok,
olumsuz duygulari az olan bireylerin memnunlugudur (Eddington & Shuman, 2005).
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Emekli yaghlarin da yasamlarimi yasam doyumu ve mutluluk icinde gegirme haklar1 vardir (Ersanli, 2008).
Yasam doyumu, bir duruma 6zgii degil tim yasama iliskin olumlu duygularin artisidir. Mutluluk gibi pek ¢ok
olumlu duygu agisindan iyi olma halini ifade eder (Ozer & Karabulut, 2003; Altay& Avci, 2009). Yoltag'a (2007)
gore yasam doyumu, mutlulugun diger adidir. Bireyin yasam kalitesi, mutlulugu, bagimsizlik, sorumluluklarin
yerine getirebilme yasam doyumunun belirleyicilerindendir (Kogoglu, 2006). Iyi-olus, mutlulukla iliskili, yasam
doyumu ile esdegerde kullanilan kavramdir (Yetim,1991). Doyum, beklentiler ve ulasilan sonug arasindaki farkin
azligidir (Karatas & Duyan 2008; Sener, 2009). Emeklilerin, yaslanmis olmaya baglh biyolojik fonksiyon kayiplari ise
yasam doyumlarini olumsuz etkilemektedir (Arpaci, 2005).

Diener, Oishi ve Lucas” a (2003) gore, yasam doyumunu etkileyen yasam alani degiskenleri arasinda; zamanin
serbest kullanilabilmesi, ekonomik yeterlilik, saglikli olabilmek, basarili is yasami, mutlu aile yasantisi, olumlu
benlik algisini saymaktadir. Myers ve Diener’e (1995) gore, yasam doyumu tizerinde cinsiyet ve gelir diizeyi
etkisiz, psikolojik degiskenler ise etkili 6neme sahiptir. Yasam doyumu; yas, cinsiyet, calisma, is, egitim, din,
evlilik, aile, gelir diizeyi, yasam olaylari, aktiviteler, kisilik, emeklilik durumu gibi faktorlerden etkilenmektedir
(Karatas & Duyan 2008). Calisma yasaminin olanaklarini kaybeden ve iiretme ayricaligini yitiren birey icin
olumsuzluklarinin artmas: yasam doyumunu azaltmaktadir (Ozer & Karabulut, 2003). Evde yasayan yaghlarin
yasam doyumlari, huzur evinde yasayan yashlardan daha yiiksektir (Arslan, 2011; Ozer, 2001). Dul ve bosanmis
yaslilarin depresyon puanlari artmaktadir (igli, 2010).

Literattirde, emekli olus gibi etkili travmatik durumlarin etkisi altinda kalan yash bireyin, yasam doyumunun
azalabilecegi beklentisi 6n plana ¢ikmaktadir. Buna karsilik yash birey, gelisim stirecini biittinlestirmenin yasattig1
ayricaliklara da sahip olabilir. Ya da bilissel agidan bilgelige ulasabilir. Dolayisiyla emekli olmus yashlarin, yasam
alanlarinda pek ¢ok yitim yasamalarina ragmen yasam doyumlarinin ne diizeyde oldugunun ortaya gikarilmasi
onemli bir gerekliliktir. Rehberlik ihtiyaglarinin belirlenmesinde sergilenecek bitiinciil bakis agisi bireyin
ayricaliklariin ortaya ¢ikisina da olanak saglayabilir. Bu arastirmada, emeklilerin yasam doyumu agisindan hangi
alternatif 6n plana ¢iktiginin belirlenmesi Snemlidir.

Emeklilik doneminde yash yasamiru ilgilendiren degiskenlere sunulacak katki, emekli yaslinin yasam kalitesini
arttiricidir (Gokkoca & Baharletiler, 1999). Myers ve Diener’e(1995) gore; psikolojik damisma ve rehberlik
hizmetlerinin yashya sunacag: katkilarin tartismaya agik ve test edilmeye gereksinimi oldugunu vurgulamasina
ragmen Gladding (2012) ise rehberlik ve psikolojik danisma hizmet birimlerinden hepsinin yaslilara katki sunmada
kullanilabilecegini vurgulamaktadir. Emekli olmus birey, yashlik doneminde karsilastig1 engeller, degisimlere
bagl olarak uyumsuzlugu artmakta, yasam doyumu azalmaktadir (Giimiisbas, 2008). Emeklik ve yashligin biyo-
psiko-sosyal belirleyicileri yaninda yasam doyumu baglaminda rehberlik gereksinimlerinin belirlenmesi ve bu
baglamda bireye sunulacak katkilar yasam doyumunu artirabilir (Sahin, 2008; Acar, 2010). Yaslanmis ve emekli
olmus bireyin, yasam doyumunun artmasi, hayata baglanma sansinin arttiricidir (Onur, 2011).

Yaghlik donemi, emeklilik gibi travmatik etkenin eklenmesiyle coziilemeyen pek c¢ok sorunun biriktigi
donemdir (Altekruse ve Ray, 1998). Emekliler yaslhiliga 6zgii psikolojik, bilissel ve uyum sorunlarinin ¢éziimiine
katki beklemektedirler (Dénmez, 2010; Ozer, 2001; Giiven ve Sener, 2010). Potansiyelini yasa bagli olarak
kaybeden birey, calisma yasaminin sona ermesiyle birlikte yasaminda olusan kokli degisikliklere uyum saglama
becerilerini arttiracak katki saglayici uygulamalara ihtiya¢ duymaktadir (Celebi & Yiiksel, 2014). Yasl bireyin,
kendini ilgilendiren degiskenlerin islev tiretebilecek ayricaliklar1 hakkinda bilgilendirilmesi uyumunu
destekleyebilir (MacAdam, 2008). Emekli olmus yashlar, calisma yasaminin olanaklarin1 kaybetmis olmanin
etkisiyle kendilerini yararli hissedememektedirler. Bu durumun, bireyin yasamini daralttign goriilmektedir
(Salman, 2004). Modern toplum yapimizdaki hizli degisim ise yaslilar1 her gecen giin yalniz yasamaya zorlayarak
mutsuzluk kaynag: haline gelmektedir (Akdemir, Cinar & Gorgiili, 2007; Bekaroglu, 1991). Calisma yasamindaki
geleneksel cinsiyet algisi emekli olmus yasllar igin de etkisini stirdiirmektedir. Yasli kadmn birey, yasamin
surdiirebilmek icin rol ve sorumluluklar: yerine getirmesi gerekmektedir. Emekli olmus kadin yaslilar bu durumda
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yasamun aktivitesi ve kalitesi i¢in rehberlik destegine bu sosyal etkiler nedeniyle daha fazla gereksinim duyabilirler
(Oztop, 2010).

Emekli olmus yash bireyi ilgilendiren degiskenlere fonksiyonel katki sunabilecek hizmetler arasinda Rehberlik
ve psikolojik danisma hizmetleri sayilabilir (Celebi & Yiiksel, 2014). Cummings’e (2000) gore yash bireylerin
duygusal olarak destekleyen psikolojik damisma ve rehberlik hizmetleri bireyin genel iyilik halini arttirmaktadar.
Yasghlikta sosyal iliski agmin daralmasi etkinlik diizeyinin diismesine bagli olarak doyum ve mutlugu
azaltmaktadir. Emekli olmus yashlarin rehberlik ihtiyaclarinin belirlenmesi bireyin c¢alisma yasamina ait
ayricaliklar1 ve yararlhiliklarinin devam ettirebilecek potansiyellerinin belirlenmesinde yararl olabilir (Oz, 2004).
Emekli birey icin, yasl saglig: ile ilgili alinabilecek 6nlemler 6nemlidir. Ayrica yaslt ve cevresinin emeklilik sonrasi
ortaya c¢ikan yasamsal degiskenler ve genel yashlik konularinda bilgilendirilmesi de 6nem tasimaktadir (Kiligg,
1989). Bu katki rehberlik ve psikolojik danisma hizmetlerinin sunabilecegi katkilardandir. Emekli olmus yaslhlarin
ihtiya¢ duydugu gerontolojik danismanlik rehberlik ve psikolojik danisma hizmetlerinin yeni agilim alan: olabilir
(Cavallaro, 1992). Akil saghgina katki sunmada yada rol degisimlerine saglikli geciste rehberlik ve psikolojik
danisma emekli olmus yashlara farkli terapi yontemleriyle fayda sunabilir (Demirdis, 2010; Sivis & Demir,2007).

Yaslhilik donemindeki emekli birey icin; yasam sorunlari s6z konusu olabilecegi gibi uyum saglamada
yararlanabilecegi potansiyeli ve yasama katki sunabilecegi tistiin yanlari da s6z konusu olabilir. Emekli yash
bireyin; sorunlarinin belirlenmesinde, potansiyelinin agiga cikarilmasinda rehberlik ve psikolojik danmsmanlik
fonksiyon tastyabilir (Demirdis, 2010). Emekli olmus yash birey saglikli rol gecisi gerceklestirebilmesi igin
damismanhik destegine gereksinim vardir (Glass& Grant, 1983). Atila’ya (2006) gore modernite yash bireyin
sorunlarina yonelerek ayricaliklarini gérmezden gelmektedir. Rehberlik ihtiyaglarinin belirlenmesi Rehberlik ve
psikolojik damisma hizmetlerinin sunulmasinda ihtiyaclara uygun bakis ayricaligimi yakalamaya katki sunabilir.
Sahin(2008) ve Acar (2010)'a gore rehberlik gereksinimlerinin belirlenerek sunulacak katkilar, bireyin yasam
doyumunun artmasina da katki saglayabilir. Rehberlik ihtiyaclarimin belirlenmesi yasam doyumuna katk:
saglayacak olanaklarini belirginlestirebilir. Gokkoca ve Baharlietiler'e (1999) gore emekli olmus yashlar
ilgilendiren tiim degiskenlerin belirlenmesi bireyin yasam kalitesini arttiracak ipuglarina ulastirabilir. Literatiirde
yasam doyumunu ele alan ¢alismalara rastlanmasina ragmen bireyin rehberlik ihtiyaclar1 tizerine arastirmalar az
oldugu goriilmektedir. Bunun nedeni ise yashlarin arastirmalara ilgisizligiyle ve calisilmasi gti¢ bir orneklem
olusuyla iliskili olabilir. Myers ve Diener (1995) ise, psikolojik danisma ve rehberlik hizmetlerinin yasliya sunacagt
katkilarin tartismaya agik ve test edilmesi gerekliligini vurgulamaktadir. Bu agidan yaslilikla ilgili konulari ele alan
rehberlik ve psikolojik danismanlik bakis agisinin yer aldigi calismalar 6nem tasimaktadir. Arastirmaya huzur
evinde barman emekli yashlar, prosediiriin uzamasi ve izin sorunlar1 gibi nedenlerle katilmamistir. Bu durum
arastirmanin smirliliklar: arasinda goriilebilir. Bu baglamda; emekli olmus yasl bireylerin rehberlik ihtiyaclariyla
yasam doyumu iliskisi ve emekli olmus yaslilarin rehberlik ihtiyaclariyla yasam doyumlarinin bazi degiskenler
acisindan incelenmesi aragtirmanin amacini olusturmaktadr.

3. YONTEM

Arastirma, Sakarya’da yasamimi stirdiiren emekli 212 yashnin gonillii katiimiyla gerceklestirilmistir.
Katilimcilarin 108’1 kadin, 104t erkektir. Katilimcilar kolay 6rneklem metoduyla segilmistir. Arastirmadan elde
edilen verilerin istatiksel ¢oztimlemeleri SPSS 20.0 programu ile yapilmustir. Verilerin analizinde, frekans ve ytizde
dagilimi, aritmetik ortalama ve standart sapma, t testi, iliskisiz 6rneklemler i¢in tek faktorlii varyans analizi,
korelasyon testi yapilmigtir

Veri toplama araci olarak; kisisel bilgiler formu, rehberlik ihtiyaclar1 olcegi ve yasam doyumu olgegi
kullanilmistir. Emekli yashlara ait kisisel bilgiler formunda yas, cinsiyet, medeni durum, 6grenim durumu,
barinilan yer bilgileri gibi degiskenlere ait bilgiler bulunmaktadir. Arastirmada kullanilan Rehberlik Thtiyaglart
Olgegi, Older Persons Counseling Needs Survey-OPCNS Myers (1993) tarafindan gelistirilmistir. Demirdis (2010)
tarafindan Tiirkceye uyarlanmustir. Olgegin giivenirligi .87 olarak hesaplanmistir. Yasam Doyumu Olgegi ise
Deiner, Emmons, Larsen ve Griffin (1985) tarafindan gelistirilmistir. Olgegin Tiirkceye uyarlama calismasi Koker
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(1991) tarafindan yapilmustir. madde-test korelasyon katsayilari .71'in iizerinde belirlenmistir. Olgegin giivenirlik

kat sayis1 .82 olarak bulunmustur.

4. BULGULAR

Arastirmaya katillan emeklilere iliskin demografik degiskenlerin frekans ve yiizde dagilimlar1 Tablo 1'de

verilmistir.
Tablo 1.
Emeklilerin demografik degiskenlere gore dagilim
Degisken Gruplar n %
Yas 60-64 44 20.8
65-69 78 36,8
70+ 20 42,5
Cinsiyet Kadin 108 50,9
Erkek 104 491
Medeni durum Evli 130 61,3
Dul 82 38,7
Ogrenim durumu Okuryazar 64 30,2
Ilkokul 98 46,2
Ortaokul 28 13,2
Lise Universite 22 10,4
Barimilan yer Akrabalarla 52 24,5
Esle beraber 118 55,7
Yalniz 42 19,8

Calisma grubunda, emekli 212 yash birey yer almaktadir. Emeklilerin Tablol’deki demografik dagilimi

incelendiginde yasam doyumu ve rehberlik ihtiyaclar1 baglaminda fark olusturma durumlarinin ele alinabilecegi

goriilmektedir.

Tablo 2.

Emeklilerin cinsiyetlerinin yasam doyumu ve rehberlik ihtiyaclarimin t testi analizi

Degisken Cinsiyet N Ort. SS sd t )

Yasam doyumu Kadin 108 20,16 7,14012 210 1,772 ,078
Erkek 104 21,86 6,80385

Rehberlik ihtiyaci Kadmn 108 50,51 9,49912 210 2,196 ,029
Erkek 104 47,88 7,85464

p>,05

Emeklilerin doyumlar1 cinsiyete gore anlamli bir farklilik gostermemektedir. t(212)=1,77, p>,05. Ancak

erkeklerin yasam doyumlar1 ([/=21,86) kadinlarin yasam doyumlarina goére ((1=20,16) daha yiiksektir. Emekli

yaslilarin rehberlik ihtiyaci cinsiyete gore anlamli bir farkliik gostermektedir. £(212)=2,19, p < ,05. Erkeklerin
rehberlik ihtiyaglar1 (11=47,88) kadinlarin rehberlik ihtiyaclarina gore (11=50,51) daha duistik diizeydedir.

Emeklilerin, yasam doyumu ve rehberlik ihtiyaclarinin yas degiskeni baglaminda betimsel istatistikleri Tablo

3'te gorilmektedir. Yas degiskeni ile yasam doyumu arasindaki varyans analizi sonuclari ise Tablo 4'te

goriilmektedir.
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Tablo 3.
Emeklilerin yas degiskeni bakimindan yasam doyumu ve rehberlik ihtiyaclarina iliskin betimsel analizler
Degisken Yas n Ort. SS
Yasam doyumu 60-64 44 20,45 7,46918
65-69 78 22,00 6,80336
70+ 90 20,40 6,94246
Rehberlik ihtiyact 60-64 44 48,18 8,89022
65-69 78 48,38 8,33897
70+ 90 50,46 9,10760
Tablo 4.
Emeklilerin yas degiskeni baglaninda yasam doyumlarinin ANOVA sonuglan
Varyansin kaynagt Kareler toplami sd Kareler ortalamasi F p
Gruplar arast 123,491 2 61,745 1,25 ,286
Gruplar igi 10252,509 209 49,055
Toplam 10376,000 211
p>,05

Tablo 4'te goriildiigti gibi; emeklilerin yasam doyumlari, yas degiskeni baglaminda ele alindiginda anlamh bir

farklihik gortilmemektedir, F(2,209)=1.25, p>,05. Betimsel istatistiklerde yasam doyumu acisindan yashlarin aldigi

puanlarin yakinlig1 goriilmektedir. Bu durum, emeklilerin yas gruplandirilmasinda tercih edilen araligin

yakinligryla aciklanabilir.

Tablo 5.
Emeklilerin yas degiskeni bakimindan rehberlik ihtiyaglarimin ANOVA sonuglar
Varyansin kaynagi Kareler toplami sd Kareler ortalamast F P
Gruplar arasi 241,725 2 120,863 1,566 211
Gruplar ici 16135,407 209 77,203
Toplam 16377,132 211
p>,05

Tablo 5'te gortuldugt gibi, Emeklilerin rehberlik ihtiyaclar1 yas degiskeni baglaminda ele alindiginda anlaml
bir farklilik gortilmemektedir, F(2,209)=1,566, p>,05. Betimsel istatistiklerde, rehberlik ihtiyaclar1 agisindan
emeklilerin aldig1 puanlarin yakinligi goriilmektedir. Bu durum, yas gruplandirilmasinda tercih edilen araligin

yakinligiyla agiklanabilir.

Tablo 6.

Emeklilerin medeni durumlar ile yasam doyumu ve rehberlik ihtiyaclarinin t testi analizi

Degisken Medeni durum N Ort. SS sd t P

Yasam dovumu Evli 130 21.49 7.45451 1.052 208 294
Dul 82 20,45 6,11266

Rehberlik ihtiyaci Evli 130 48,76 7,89420 -,978 208 ,329
Dul 82 50,00 10,22531

p>,05

Tablo 6’da gorildiigii gibi emeklilerin yasam doyumlar:i medeni durum degiskenine goére anlamli bir farklilik

gostermemektedir. t(212)=208, p>,05. Evlilerin yasam doyumlar1 (11=21,49) dul kalmiglarin yasam doyumlarina

gore (11=20,45) daha yiiksektir. Emeklilerin rehberlik ihtiyaci medeni durum degiskenine gore anlamli bir farklilik
gostermemektedir t(212)=208, p>,05. Ancak evlilerin rehberlik ihtiyaglar1 ([1=48,76) dullarin rehberlik ihtiyaglarina

gore (11=50,00) daha diisiik diizeydedir.
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Tablo 7.
Emeklilerin 6¢renim durumu degiskeni bakinmundan yasam doyumu ve rehberlik ihtiyaclarina iligkin betimsel analizler
Ogrenim durumu n Ort. SS
Yasam dovumu Okur vazar 64 19.28 6.69155
Ilkokul 98 21,95 6,96074
Ortaokul 28 21,50 6,64162
Lise Universite 22 21,09 8,10002
Rehberlik ihtiyaci Okur yazar 64 52,37 9,50104
fIkokul 98 47,91 8,05352
Ortaokul 28 48,42 8,21664
Lise Universite 22 46,90 8,83127

Emeklilerin yasam doyumu ve rehberlik ihtiyaclarmin 6grenim durumu degiskeni baglaminda betimsel
istatistikleri Tablo 7" de, 6grenim durumu degiskeni ile yasam doyumu arasindaki varyans analizi sonuglari ise
Tablo 8’ de goriilmektedir.

Tablo 8.
Emeklilerin 6grenim durumu degiskeni baglanunda yasam doyumlarimin ANOVA sonuglar
Varyansin kaynagt Kareler toplamu sd Kareler ortalamasi F P
Gruplar arast 286,408 3 95,469 1,968 ,120
Gruplar igi 10089,592 208 48,508
Toplam 10376,000 211
p>,05

Tablo 8'de goriildiigi gibi, yaghlarin yasam doyumlar: 6grenim durumu degiskeni baglaminda ele alindiginda
anlamh bir farkliik gortilmemektedir F(3,208)=1,968, p>,05. Betimsel istatistiklerde yasam doyumu agisindan
emeklilerin aldig1 puanlar yakindir. Bu durum emeklilerin 6grenim durumlarinin yasam doyumunu etkilemedigi

diistindiirmektedir.
Tablo 9.
Emeklilerin 63renim durumu degiskeni bakumindan rehberlik ihtiyaclarimin ANOVA sonuglar

Varyansin kaynag1 Kareler toplami sd Kareler ortalamasi F p
Gruplar arast 938,110 3 312,703 4,213 ,006
Gruplar ici 15439,022 208 74,226
Toplam 16377,132 211

p<,05

Tablo 9'da goriildiigii gibi, emeklilerin rehberlik ihtiyaclar1 6grenim durumu degiskeni baglaminda ele
alindiginda anlamh bir farkliik goriilmektedir, F(3,208)=4,213, p<,05. Emekli yashlarin rehberlik ihtiyaclar
ogrenim durumuna bagli olarak anlaml bir sekilde degismektedir. Ogrenim durumu farkliliklarinin hangi
Ogrenim diizeyleri arasinda oldugunu bulmak amaciyla yapilan analiz sonuglarina gore en yiiksek rehberlik
ihtiyac1 okuryazarlarda (11=52,37) en yiiksek iken 6grenim durumu lise ve iiniversite olanlarda ('=46,90) en
diisiiktiir. Ogrenim diizeyinin yiikselmesi, rehberlik ihtiyacini azaltmstur.

Tablo 10.
Emeklilerin barmdiklar: yer degiskeni bakinmindan yasam doyumu ve rehberlik ihtiyaclarina iliskin betimsel analizler
Barmilan yer n Ort. SS

Yasam doyumu Akrabalarla 52 20,50 6,67597

Esle beraber 118 21,38 7,51754

Yalniz 42 20,52 5,94790
Rehberlik ihtiyact Akrabalarla 52 48,96 10,25357

Esle beraber 118 48,83 8,03869

Yalniz 42 50,66 9,03291
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Emeklilerin, yasam doyumu ve rehberlik ihtiyaclarmin barindiklar1 yer degiskeni baglaminda betimsel
istatistikleri Tablo 10" da, barmilan yer degiskeni ile yasam doyumu arasindaki varyans analizi sonuglari ise Tablo
11" de goriilmektedir.

Tablo 11.
Emeklilerin barimilan yer degiskeni baglanminda yasam doyumlarinin ANOVA sonuglar
Varyansin kaynagi Kareler toplami1 sd Kareler ortalamasi F p
Gruplar arast 40,456 2 20,228 ,409 ,665
Gruplar igi 10335,544 209 49,452
Toplam 10376,000 211
p>,05

Tablo 11'de goriildiigiu gibi, emekli yaslilarin yasam doyumlar: barindiklar: yer degiskeni baglaminda ele
alindiginda anlamli bir farklihik gortilmemektedir, F(2,209)=,409, p>,05. Betimsel istatistiklerde yasam doyumu
acisindan emekli yashlarin aldigi puanlarin yakinlig: goriilmektedir. Bu durum emeklilerin barindiklar: yerin
yasam doyumunu etkilemedigi diistindiirmektedir.

Tablo 12.
Emeklilerin barindiklar: yer degiskeni bakimindan rehberlik ihtiyaclarinin ANOVA sonuclart
Varyansin kaynagi Kareler toplami1 sd Kareler ortalamasi F p
Gruplar arasi 109,265 2 54,633 ,702 497
Gruplar ici 16267,867 209 77,837
Toplam 16377,132 211
p>,05

Tablo 12" de goruldugi gibi, emekli yashlarin rehberlik ihtiyaclar1 barinilan yer degiskeni baglaminda ele
alindiginda anlamli bir farklilik gortilmemektedir, F(2,209)=,702, p>,05. Emeklilerin rehberlik ihtiyaclar
barindiklar1 yere bagh olarak anlaml bir sekilde degismemektedir. Betimsel istatistiklerde rehberlik ihtiyaglari
agisindan emekli yaslilarin aldig1 puanlarin yakinlig1 goriilmektedir. Buna gore, emeklilerin barindiklar1 yerin
rehberlik ihtiyaglarini etkilemedigi diistiniilebilir.

Emeklilerin yasam doyumu ve rehberlik ihtiyaglarinin bazi degiskenlerle baglaminda fark olusturma durumlar:
ele alindiktan sonra yasam doyumu ve rehberlik ihtiyacinin iliski diizeyi ele alinabilir. Yasam doyumu ve rehberlik
ihtiyaci arasindaki korelasyon analizi Tablo 13’te goriilmektedir.

Tablo 13.
Emeklilerin yasam doyumu ve rehberlik ihtiyaci arasindaki iliski analizi
Rehberlik ihtiyaci Yasam doyumu
Rehberlik ihtiyaci 1 -,503**
Yasam doyumu -,503** 1

p<,01

Tablo 13 incelendiginde, emeklilerin rehberlik ihtiyaclar1 ve yasam doyumlar: arasinda orta diizeyde negatif
anlaml bir iliski oldugu goriilmektedir, r=-0,503, p<,01. Buna gore bireyin rehberlik ihtiyac1 arttikca yasam
doyumunun azaldig1 soylenebilir. Diger deyisle emeklilerin rehberlik ihtiyaclarmin karsilanabilmesi yasam
doyumunun artmasina katki sunabilir.

5. SONUC, TARTISMA VE ONERILER

Bu arastirmada elde edilen sonugclar; emeklilerin, yasam doyumlar: ve rehberlik ihtiyaglar cinsiyete, yasa,
medeni durum ve barindiklar1 yer degiskenine gore anlamli bir farklilik gostermemektedir. Emeklilerin, yasam
doyumlar1 6grenim durumu degiskeni baglaminda ele alindiginda ise anlamh bir farklihik goriilmemekteyken
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rehberlik ihtiyaglar1 6grenim durumu degiskeni arasinda anlamli bir farklilik elde edilmistir. Emeklilerin, rehberlik
ihtiyaclar1 puanlari lise-tiniversite 6grenim derecesine sahip olanlarda diisiik alt 6grenim derecesine sahip
olanlarda ise yiiksektir. Emeklilerin, yasam doyumlar: ve rehberlik ihtiyaglar1 arasinda iligki ise negatif orta
diizeyli iliski olarak bulunmustur. Buna gore bireyin rehberlik ihtiyaci arttikca yasam doyumunun azaldig:
sonucuna ulasilmistir. Degiskenlere iliskin sonuclar asagidaki gibi siralanabilir:

Cinsiyet degiskeni baglaminda ele alindiginda; arastirmanin yasam doyumuna iliskin sonucu, Myers ve Diener
(1995) ve Baran, Kalinkara, Aral, Akin, Baran ve Ozkan'in (2007) galismalariyla ortiismektedir. Myers ve Diener
(1995) cinsiyetten daha giiclii degisken olarak psikolojik fakttrlere 6nem vermektedir. Arastirmanin rehberlik
ihtiyaglarina iliskin sonucu; Demirdis (2010) , Bahar (2005) arastirmalariyla ortiisen sonuglardir. Ancak Ugiirol’a
(1993) gore psikolojik semptomlar agisindan kadinlarin erkeklere gore daha fazla semptom sergilediklerini
vurgulamaktadir. Bu ytizden kadinlarin daha fazla rehberlik gereksinimi duyabilecekleri diistintilebilir.

Yas degiskeni baglaminda ele alindiginda; arastirmanin yasam doyumuna iliskin sonucu, Ozyurt, Eser, Coban,
Akdemir, Karaca ve Karakog (2007) arkadaslarinin galismasiyla ortiismeyen bir sonugtur. Arastirmanin rehberlik
ihtiyaglarina iliskin sonucu; Bahar (2005) calismasiyla ortiisen sonuca sahipken Demirdis (2010) ve Koca (1994)
calismalar1 yasin rehberlik ihtiyaclarinin belirleyicisi oldugunu ifade ettikleri ¢alismalariyla ortiismemektedir. Bu
durum, arastirmanin yas degiskeni gruplandirmasinin yakinlhgiyla iliskili olabilir.

Medeni durum degiskeni baglaminda ele alindiginda; arastirmanin yasam doyumuna iliskin sonucu, Baran,
Kalinkara, Aral, Akin, Baran ve Ozkan’m (2007) arastirma sonuglariyla drtiismemektedir. Karatas'a (1988) gore ise
evli olusun yasam doyumunu arttirict olmas1 beklenir. Myers ve Diener’e (1995) gore dul ve yashlarin rehberlik
ihtiyaglarinin artmas1 beklenir. Demirdis (2010) ise, yashlar arasinda medeni duruma gore en ytiksek rehberlik
ihtiyac1 dul, bosanmis-ayrilmis, evli, bekar seklinde siralandigini belirlemistir. Arastirmanin rehberlik ihtiyaglarina
iliskin sonucu belirtilen iki arastirmayla ortiismeyen sonuglardir. Beklentilerden farkli elde edilen bu sonug,
arastirmaya katilan emekli dul yashlarin yasam doyumlar1 ve rehberlik ihtiyaglarini destekleyen kaynaklara sahip
olduklarm diistindtirmektedir. Bu sosyo-kiilttirel destek kaynaklariyla ilgili olabilir.

Barmilan yer degiskeni baglaminda ele alindiginda; arastirmanin yasam doyumuna iliskin sonucu, Arslan
(2011) ve Ozer (2004) evde yasayanlarin yasam doyumlarinin huzur evinde yasayan yashlardan daha yiiksek
oldugunu belirtmislerdir. Bu arastirmada, huzur evindeki emekli yashlara ulasilamadigindan kiyaslama olasilig1
soz konusu degildir. Ancak bireylerin ortanin tizerinde yasam doyumlar1 s6z konusudur. Arastirmanin rehberlik
ihtiyaglarina iliskin sonucu; Demirdis (2010) barinilan yer agisindan rehberlik ihtiyacini akrabalariyla birlikte
yasayanlarda en yiiksek oldugunu belirtmistir. Ugtirol’a (1993) gore ailesiyle birlikte yasayanlarin rehberlik
ihtiyaclar1 azalmaktadir. Myers ve Diener (1995) goriisleri belirtilenlerle uyumludur. Bu arastirmada emeklilerin,
rehberlik ihtiyaglar1 ortanin tizerinde bulunmustur. Puanlar acisindan yalniz yasayanlarin rehberlik ihtiyaglarin
en fazla oldugu goriilmektedir. Akdemir, Cimnar, ve Gorgiilii(2007) yalniz yashlarin 6zgiiven kaybi, yetersizlik
duygulari, yararlihiga iliskin olumsuz duygular, yiik olmaktan tedirginlik gibi olumsuz duygularla destege
gereksinim duyabileceklerini belirtmektedir.

Ogrenim diizeyi degiskeni baglaminda ele alindiginda; arastirmanin yasam doyumuna iligskin sonucu, Baran,
Kalinkara, Aral, Akin, Baran ve Ozkan(2007) yasam doyumu ve 6grenim diizeyi iligkisini negatif iligki olarak
belirttikleri arastirmalariyla ortiismemektedir. Arastirmanin rehberlik ihtiyaglarina iliskin sonucu; Myers ve
Diener’e (1995) ve Demirdis (2010) arastirmalariyla ortiisen bir sonuca sahiptir. Ancak, Bahar (2005), Stitoluk,
Demirhindi, Savas ve Akbaba (2004) ve Maral, Aslan, [Than, Yildirim, Candansayar, ve Bumin (2001) arastirmalari
yashlarm rehberlik gereksinimlerinde ¢grenim durumu degiskeninin etkisiz oldugu belirtilmektedir. Emeklilerin
rehberlik ihtiyaglarina iliskin bu arastirmanin sonucu; Myers ve Diener’e (1995) ve Demirdis (2010) calismalarryla
ortiismektedir. Bu calismalarda egitim seviyesinin diismesine bagh olarak yashlarin psikolojik damisma ve
rehberlik ihtiyaglarinin arttigini vurgulamaktadir. Bu durum egitim diizeyinin bireyin yeterlik duygularin
artirmastyla iliskilendirilebilir.
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Yasam doyumlar1 ve rehberlik ihtiyaglar1 arasinda iligki baglaminda ele alindiginda; iliski orta diizeyli negatif
iligskidir. Bu iliski goz ard1 edilemeyecek ve 6nem verilmesi gereken iliski diizeyini gostermektedir. Giimiisbas'a
(2008) gore bireyin yasamindaki engellere ve degisimlere bagh olarak uyumsuzluk nedeniyle yasam doyumu
azalabilir. Sahin, (2008) ve Acar (2010) yash bireylerin rehberlik gereksinimlerinin belirlenerek sunulacak katkilar
bireyin yasam doyumunun artmasma katki saglayabilir. Oztop (2010) ise yasamun aktivitesi ve kalitesi
arttirilabilmesi icin bireyin rehberlik destegine gereksiniminin s6z konusu oldugunu vurgulamaktadir. Yaslilarin
biyo psiko sosyal fonksiyon kayiplariyla ilgili sorunlar yasam doyumlarimi etkiledigini vurgulamaktadir (Arpaci,
2005). Diener, Oishi ve Lucas, (2003) gore olumlu benlik algis1 gelistirebilmek tiim yasam alanlarinda bireyin
yasam doyumunu etkilemektedir. Cummings (2000) yash bireylere duygusal destek saglayan psikolojik danisma
ve rehberlik hizmetleri bireyin genel iyilik halini arttirdigindan s6z etmektedir. Gokkoca ve Baharlietiler’e (1999)
gore yaslilar ilgilendiren degiskenlerin belirlenerek katki sunulmasi ve yaglinin kalitesini arttiracak ipuglarini elde
etmeye katki saglayabilir. Yasl bireyin hayata baglanma sansinin artmasi yasam doyumuyla yakindan iligkilidir
(Onur, 2000). Gladding (2013) ise rehberlik ve psikolojik danisma hizmet birimlerinden hepsinin yashlara katki
sunmada kullanilabilecegini vurgulamaktadir. Celebi ve Yiiksel (2014) ayn1 kaniy1 paylasmaktadirlar.

Bu arastirma baglaminda bazi oneriler sunulabilir; bu arastirma emeklilerin sadece yashlik donemine
odaklandigindan alinan yas araliklarinin yakinligi s6z konusudur. Yasa dayali farklarin belirlenememesinin nedeni
bundan kaynaklanabilir. Bu ytizden yetiskinlik doneminde emekli olmus bireylerin eklenmesi yasa dayal: farklarin
belirlenmesinde yol gosterici olabilir. Huzur evinde barmnan emekli olmus yaslilarin arastirmaya eklenmesi farkl
boyut kazandirabilir. Arastirmaya ayrica sosyal destegin belirlenebilecegi degiskenlerin katilmas1 bu kaynagin
etkisini belirlemek agisindan katki saglayic1 olabilir. Farkli illerden yaghlarin arastirmaya katilmasi sosyo kiiltiirel
etkenlerin gortilmesinde katki sunabilir. Emekli olup galisma yasami iginde olan yasli bireyler ile ¢alismayan
bireylerin arastirmanin degiskenlerine katilarak ele alinmasi sunulabilecek dneriler arasindadar.
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1 Thtivac duvdugumda ulasim araci bulmakta

2 Gelirimle gecinmekte zorlaniyorum.

3 Akrabalarimla ilgilenmek(ugrasmak) benim icin

4 Evime yeterince misafir gelmiyor.

5 Alisveris vaparken birinin yardimina ihtivac duyarim.
6 Akil sagligim konusunda endiselerim var.

7 Yemeklerimi hazirlamak benim icin zordur.

8 Karar vermek benim icin zordur.

9 Yaslandikca gecirdigim fiziksel degisimlerden

10 Arkadaslik kurmak benim icin zordur.

11 Giindelik ev islerinde yardima ihtivacim var.

12 Cinsel vasamimla (hayatim) ilgili endiselerim var.

13 Gerekli sosval hizmetleri bulmak benim icin zordur.
14 Emeklilige uyum saglamam konusunda endiseliyim.
15 Yasal vardim bulmak benim icin zordur.

16 Beni ilgilendiren konularda kurs bulmakta

17 Yararlanabildigim (ulasabilecegim) planli bos zaman
18 Sagligimla ilgili endiselerim (evhamlarim) var.

19 Manevi (inanc¢) diinyam ile ilgili endiselerim

20 Esimi kaybetmekten endiseleniyorum.

Tl WN =

Yagam Doyumu Olcegi- Life Satisfaction Scala Deiner, Emmons, Larsen ve Griffin (1985), Cev. Koker (1991)

Havatim bircok yonden idealimdekine vakin

Havat sartlarim miikemmel

Havatimdan memnunum

Havattan simdive kadar istedigim 6nemli sevleri elde ettim
Eger havata veniden baslasaydim hemen hemen hicbir sevi
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Methods: The sample is consisted of 225 caregiving staff who works in a nursing home. The staff’s
conflict handling modes were determined and the scores of perceived and felt stress were obtained
through survey method.

Results: Findings showed that high assertive conflict handling modes, but not the low one, can be a
moderator between stress perception and felt stress at workplace.

Originality: Assertiveness may help to cope with stress better at nursing homes by reducing the stress
perception and felt stress of caregivers.
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Diizenleyici Etkisi
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yontemi uygulanarak toplanan bilgilerle, calisanlarin catisma yonetim stilleri belirlenmis ve is yerinde
algiladiklar ve hissettikleri stres diizeyleri tespit edilmistir.

Sonuclar: Bulgular yiiksek atilganlik seviyesinin is yerinde algilanan ve hissedilen stres arasinda
diizenleyici etkisi oldugunu gostermistir. Ancak benzer sonu¢ dustik atilganlik seviyesinde
bulunamamustir.

Ozgiin Deger: Algilanan stresi ve hissedilen stresi azaltmasindan dolay1 atilganligin stresle daha iyi
basa ¢ikma konusunda huzurevlerindeki bakim personeline yararli olacag: distiniilmektedir.
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1. Introduction

In today’s work life, people spend most of their time at workplace where the nature of the environment
requires interaction with people and this in return may result in some problems. To eliminate continuity of these
problems and their negative outcomes, it is vital to focus on workplace environment. The well-being of the
employees at workplace is largely influenced by the work stress which can be defined as the loss of control of
the individual over his performance for work (Anderson & Pulich, 2001). It means that, knowledge, skill and
ability of the person become not enough for the demands of the work. This situation suggests the availability of
stressors which may show themselves under three dimensions; job related demands, role demands and group
related demands (Anderson & Pulich, 2001). Job related demands may contain work overload, change, lack of
control or autonomy and others. Role demands involve the stressors such as role conflict and role ambiguity.
Group related demands usually reveal when interdependencies in groups arise. These workplace stressors may
trigger individual responses which can be classified as physical, psychological, emotional, behavioral, and
cognitive (Roberts et al., 1997; Britt & Jex, 2015). In physical responses, the individual may experience high blood
pressure, perspiration, headache, cancer, and even death. Psychological and emotional responses involve
aggression, anxiety, depression, fear, psychosis and many others. Behaviorally, the person may indicate
overeating, substance abuse, dangerous behaviors, even may suicide. Cognitively, attention deficit, over
sensitivity to criticism, decrease in concentration, difficulties in decision making may be given as an example.
High absenteeism, alienation to co-workers, job dissatisfaction, and decrease in organizational commitment may
be counted as organizational basis responses. As negative work stress has several impacts on individual
(McVicar, 2003), the organization is also under the risk of being affected. Reduction in productivity may result
in defective production, reduced quantity and quality of the products. Moreover, many communicational
problems may occur with customers and other organizations.

The health care sector is one of the most stressful workplace environment (Anderson & Pulich, 2001) where
the work overload, interpersonal problems, and intense care patients can be given as most common stressors
(Duquette et al, 1995). Stress factors that negatively influence health care givers can be listed as giving health
care to patients who are in their terminal term, insufficient equipment, work overload, conflicts with co-workers,
insufficient performance appraisal mechanism, uncertainty, angry and over demanding patients (Chang et al,
2006) and similarly these stressors are seen in nursing homes which is one of the branches of health care sector.
For example, in the nursing home where the present study was done, every resident has at least one disease
which requires permanent health care. In health care workplace environment, caregiving staffs take a special
position that puts them in a high potential stressful situation. Because that profession requires the ability to work
as a teammate, responsibility of giving care during 24 hours and ability to stay emotionally strong (Philips &
Brooks, 1996). However, stating only a few factors that determine the degree of these staff’s distress does not
provide enough explanation about the issue. For example, one of the prominent stress factors in that profession
is the intense shift working that negatively influences their social life in return. The shortage of staff increases
the work much more that influence (Philips & Brooks, 1996). Furthermore, with various stressors, healthcare
organizations show a unique characteristic: various professions have to work in cooperation, the service has
vital importance for patients, time management is a requirement, several different technical equipment is used
and interaction with many people is prerequisite (Chang et al, 2006). This characteristic makes the healthcare
organizations have a workplace environment where conflicts are seen very often. In these kinds of organizations,
different management styles, high demands, high distress cause conflicts particularly in healthcare professionals
(Harrison et al, 2002). The increase in these conflicts affects the caregiving quality and also causes high turnover
of the staff. This problem may result in waste of money and damage of the work process.
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The aim of this research is to examine the felt stress of the caregiving staffs who work at a nursing home
while taking the organizational stressors at workplace into consideration. The conflict modes of the staff are
thought as a potential moderator between stress perception and the felt stress at workplace; and, it will be
utilized to test the following model:

Conflict Handling

Maodes

st
ress = = Felt Stress

Perception

Figure 1 The Research Model

In the development of theories for psychological perspectives about organizations, there is a tendency to
make an assumption that stress factors trigger same responses for all people (Spector, 1982). In our research, we
are adding conflict handling modes into our model, and we predict that there is a subjectivity of giving meaning
to organizational stress factors and feeling the stress differs among caregiving staff. The theoretical explanations
for the proposed model will be indicated in the following literature review. After that, the theoretical

foundations will reveal some proposed hypotheses.

2. Literature Review
2.1. Stress Perception and Felt Stress

Stress is one of the most common terms which is used in daily conversations very often (Britt & Jex, 2015).
Although, stress is becoming more and more familiar to society with a simple negative meaning, its complex
and multi-angular structure should be defined separately. In a broad perspective, stress can be seen as a cycle
which contains internal or external factors (stressors) that cause physical, cognitive, behavioral or emotional
reactions (responses) and impact (strain) and force the person to cope (coping) with them (Brehm, 1998). While
this concept is scrutinized by several studies, there reveals some approaches and models. Approaches to stress
can be divided into four angles as stimulus based, response based, interactional and transactional (Babatunde,
2013). In stimulus based approach, stress is defined with the all physical, psychological and social factors that
cause tension in people (Kahn, 1986, p. 42). Life changing events, natural disasters, and difficult work conditions
can be shown as normative stress factors that influence each individual and result in same readjustment needs.
In response based approach, the focus is on the physical, cognitive, behavioral or emotional reactions which are
caused by stressors. The defense response involves three steps; first, when the person notices the stressor, the
alarm stage activates; after that activation, resistance occurs and the person gives responses; after these defense
responses, the person gets exhausted (Selye, 1983, p. 4). The interactional approach takes attention to the
relationship between the stimulus and the response in a statistical way (Richard & Krieshok, 1989). The aim is
to find possible correlation and possible moderator effects on that relationship. The final approach to stress is
the transactional one which concentrates on the transaction between the individual and the environment that
surrounds him. That means, when the person encounters an event, the type and the intensity of the response
depends on the person’s adaptation to his environment (Folkman & Lazarus, 1988a, 1988b). In that approach,
person’s perception and appraisal of the stressor determines the characteristic of the stress.

As a part of this process, the person chooses the coping style and applies to it (Folkman & Lazarus, 1988a,
1988b). Keeping well-being, staying healthy and having motivation and a good work performance mostly
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depends on the degree of the stress. High degree of stress may result in burnout while low degree of stress may
result in underproduction and underperformance. The process which starts from eustress (positive stress) and
enters to distress (negative stress) is a subjective continuum mostly depends on the interaction between the
person and the environment surrounding him (McVicar, 2003). Therefore, the strength of the factors that
negatively affect the person can be shaped by the individual’'s perception. Work stress appears when the
stressors at work start to interact with the individual and influence her psychological or physical well-being and
in this process the meaning given by an employee to work stressors is called as stress perception (Folkman &
Lazarus, 1988a, 1988b). Changing psychological state of the person as a result of stress perception can be called
as felt stress. People may perceive stress differently from one workplace to another and even in the same
workplace environment the degree of distress varies from person to person (Folkman & Lazarus, 1988a). The
stress at workplace seems to have three major aspects playing their roles. First one is the workplace environment
where the stress occurs. Second one is the demands of the individual which are the results of his perception of
the workplace environment. Thirdly, physiological, psychological, behavioral and emotional responses of the
individual according the situation reveal and these three interdependent factors form the stress cycle at the
workplace (Brehm, 1998, pp. 1-2).

To analyze work stress, some important factors should also be scrutinized (Levi, 1981). These are the
characteristics of the work in terms of quantity and quality; and the degree of control and freedom of decision
making that the employee has over the work which is called as job control (Karasek et al., 1981). The
characteristics of work quality include: role conflict, when expected behaviors by others are not consistent at
workplace (Travers & Cooper, 1993), role ambiguity, when the individual is not given enough information about
her role at work (Kahn et al., 1964), and interpersonal communication problems (Cooper & Marshall, 1976) which
may also cause to the work stress. The characteristics of work quantity contain work overload that is forcing the
employee to work beyond his/her physical or psychological capacity, also appears to have positive relationship
with health problems (Sonnenberg, 1986) and psychological strain (Caplan et al, 1980). Moreover, Caplan and
his colleagues (1980) state that particularly blue colored workers have very low degree of job control. If the
employee’s job control is broadened, psychological strain which is a result of passive role of the individual will
be decreased and usability of the personal skills and knowledge will be risen (Karasek et al., 1981). Besides, the
relationship between stress and health of the employee is also affected the employee’s job control (Karmaus,
1984). In addition to these factors, the risk of experiencing dangerous situations in the workplace environment,
general physical environment of the workplace, conflicts in the organization, and the job development
procedures are indicated as other possible stress factors (Cooper & Marshall, 1976). The complexity of the job
and the underemployment which involves the use of employees’ skills, abilities and knowledge under their
potential, cause stress and health symptoms (Spillane, 1984).

To comprehend how caregiving staffs for the elderly feel stress can give us a better understanding to control
its outcomes. In this research, we deal with how assertive conflict modes might influence caregiving staff’s stress
perception and felt stress. So, first of all, it is necessary to understand the relationship between stress perception
and felt stress at workplace. Therefore, it is hypothesized that:

Hypothesis 1: There is a positive relationship between caregiving staff’s stress perception and felt stress.

2.2. Conflict Handling Modes

In a situation where at least two people have similar goals but have limited resources, there reveal a struggle
while these people try to achieve their goals. This situation is named as conflict (Rahim, 2000). In conflict times,
individual has his own form of behavior that he exhibits to other people with whom he has a conflict (Rahim,

2000). The individual’s own way to respond to the conflict is known as conflict handling modes. Particularly, at
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workplace individuals spend time and interact with other workers (Friedman et al, 2000). This situation causes
many conflicts; so, individuals should learn how to solve the problems under various conditions and situations
(Munz et al, 2001). If the conflicts are not solved in appropriate time, that creates distress on individuals and
influence their healthy decision making mechanisms (Hyde et al, 2006). Decision making and thinking in an
unhealthy way may make the individual having more problems in workplace environment (Munz et al, 2001).
Ineffective conflict management practices result in inappropriate use of the limited resources and increased
stress levels (Hyde et al, 2006). Conflict has several negative outcomes (Hatfield & Hatfield, 1995). Conflicted
parties may damage each other’s psychological and physiological well beings. Wasted time and monetary funds,

low levels of motivation and work satisfaction are some of the negative outcomes.

Individuals who work at the same workplace may have many interpersonal conflicts (Hyde et al, 2006).
However individuals’ style of approaching conflicts may differ person to person (Friedman et al, 2000). These
styles were researched and the responses for each style were grouped. In most of the studies there are seen three
main models to differentiate the styles (Patricia & Valentine, 1995). Although, these models are studied by
different parties they have similar names and approaches to the issue. In our research Thomas and Kilmann's
model of conflict handling modes will be used. These conflict handling modes are stated as competing,
collaborating, compromising, avoiding, and accommodating across two dimensions: assertiveness and
cooperativeness (Thomas & Kilmann, 1975) (see Figure 2). Collaboration is the approach of the individual to
solve the conflict while considering both parties’ concern. It is mostly formed with empathy and open
communication that aims assertive situation which also requires high cooperation between the parties (Hatfield
& Hatfield, 1995). In this mode, decision making with systematic approach is generally used. The main point in
collaboration is that there can be found shared points in spite of the differences among people. The aim is not to
decide on whether any party is right or wrong, but to solve the problem (Hatfield & Hatfield, 1995).
Collaboration contributes more positive outcomes (Friedman et al, 2000). It gives individual the sense of
belongings to the organization, higher work performance and satisfaction. In accommodating mode, individuals
tend to abandon their goals in order to keep positive relations with the other party. The other party’s concern is
more important than the self-concern (Thomas & Kilmann, 1975). Individuals who have this mode perceive the
conflict situation in a negative way and the continuity of the relationship with submission is seen as a best way
to end the conflict (Friedman et al, 2000) in an unassertive but cooperative manner (Thomas & Kilmann, 1975).
However with an assertive but uncooperative manner, an individual uses the competing mode in conflict
situations, puts his own concerns in a high position. This approach may increase the intensity of the conflict
rather than to solve the problem (Friedman et al, 2000); however, stating the personal desires may have positive
contributions to the individual as well. Another approach is to expect each party’s sacrifice their own concerns
and compromise on the conflict. Compromising style may bring temporary solution to the conflict, however in
the long term the conflict may revive again, and this can cause long term stress problem. In addition, this mode
is generally used when people in the conflict think that their power is equal (Rahim, 1983a). Nonetheless, in
conflict situations even though compromising is not the most effective way, it can soften the organizational
climate among the individuals. In another style, when conflict occurs some individuals pretend not to see the
conflict (Friedman et al, 2000). Decisions are usually delayed and unassertive-uncooperative approach reveals.
Avoiding mode may be useful in cases when the goals that cause conflict are not important enough and there is
strong need to save the energy and time. This mode usually revives when the conflict is with the superior
(Rahim, 1983a)
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High Collaborating Accommodating

Low Competing Avoiding

Figure 2 Two dimensional model of conflict handling modes (Thomas & Kilmann, 1975)
While the conflicts  at

the workplace are increasing, the conflict handling modes of the individuals play a very important role in the
solution of these conflicts (Friedman et al, 2000). Particularly, in healthcare organizations where caregivers also
work, the continuity of conflicts damages the workplace environment, and that may negatively affect
physiological and psychological wellbeing (Patricia & Valentine, 1995). These conflicts may result in turnover,
absenteeism, low cooperation and unproductiveness. In healthcare organizations individuals who experience
conflicts, also perceive distress. Because of this distress, healthcare professionals show many psychosomatic
symptoms (Harrison et al, 2002). However, if conflicts at the workplace are managed successfully, the negative
conditions may be changed into more positive ones such as high motivation, work satisfaction, the sense of
success (Rahim, 2000). Therefore, using appropriate conflict handling modes may result in lower stress whether

it directly effects or not.

2.3. Conflict Handling Modes as a Moderator

Theoretically, conflict handling modes were influenced by Blake and Mouton’s (1964) research (Kilmann &
Thomas, 1977). Their research was built on two main dimensions of conflict handling modes. One of them is
“the desire to satisfy person’s own concern” and the other one is “the desire to satisfy other’s concern” (Thomas,
1976). These researchers state that the personal conflict mode has some degree between these dimensions.
However, that raises a question: is there really a conflict mode that every person has? If these conceptions are
accepted, the view that conflict modes of the individuals can’t be changed easily and are very stable should be
accepted as well (Pruitt, 1983). Not surprisingly, some researchers usually label them as a strategy or intention.
Therefore, the bias that focusing on conflict modes as unchanging personal characteristic, will be eliminated.
Particularly, at workplace the person’s conflict mode can be changed according to other people’s social status or
positions (Rahim, 2000). This indicates that the situational factors may shape the preferred conflict mode.
However, the personality characteristics of individuals shouldn’t be ignored. For example, according to a study
agreeableness may influence the conflict modes (Graziano et al., 1996). According to Barry and Friedman (1998),
big five personality characteristics and their outcomes are closely associated with conflict handling modes. It can
be inferred that personality traits are in a relationship with conflict styles. Furthermore, while considering stress
factors, according to the transactional view, stress appears as a result of the interaction between the person and
the environment. That means it is not produced just by one side. In line with this view, the term, appraisal, has
a significant role. For example in a workplace appraisal situation, the person gives meanings to the job and the
workplace environment. After that, the individual focuses on the relationship between these two parties
(Lazarus, 1991). This cognitive appraisal forms the association between the person and environment. Cognitive
appraisal consists of two main processes. First process involves, the perception of the individual about the
situation or the event and the importance that individual gives to them. In the second process, the person thinks
how to cope with that situation or event. The main idea of these processes is to find to what degree the individual
has control and coping mechanism to get over them (Folkman & Lazarus, 1980). In the first process, the person
may not see the stressors as important; however, in the second process she can use her conflict handling mode
to cope. For example, conflicts can be seen as a stressor (McGrath, 1976) and the conflict handling mode of the
person may determine to what degree the person exposes to the stressors (Friedman et al., 2000). So, the conflict
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handling mode influences the intensity of the stressor as being a coping source, and determines the degree of
the exposure.

As it is stated above, conflict handling modes have two dimensions: assertiveness and cooperativeness. To
our predictions, it is plausible to say that assertiveness is one of the important factors that affects workplace
stress coping. People who have high assertiveness can state their positions. Therefore, that gives them a sense of
control and influence on the environment. However, people who have low assertiveness, do not talk about their
concerns and take a passive position with a sense that they don’t have control over the environment.

The research shows that people who are highly assertive have coping sources against the stressors; however,
people who are low assertive do not have this coping source (Luthar, 1991; Elliott & Gramling, 1990). Similar
studies revealed the negative relationship of mastery, self-efficacy, and locus of control with stress. According
to the studies, there is a relationship between mastery and stress appraisal. People who have a high mastery
indicated lower stress and higher sense of control, challenge and coping skills. Additionally, there revealed a
negative relationship between mastery level and distress. Furthermore, while the mastery level increased,
experienced anxiety, hostility, depression, and somatization decreased (Gilbar et al., 2010). An individual’s age-
related reactions to the life events changes when the person started to perceive negative changes in control and
mastery (Cairney & Krause, 2008). Self-efficacy is also a predictor of stress (Akpochafo, 2014). Rescue workers
who have low self-efficacy were negatively influenced by stressful situations more than the ones who have high
self-efficacy (Prati et al., 2010). People who think that external factors have more power on the control between
the environment and them, are prone to more distress (Gadzella et al., 2009). People who have high internal
locus of control are more into problem-focus coping (Demir et al., 2014) which is one of Lazarus and Folkman’s
two kinds of group of strategies in Transactional theory that people use when they came face to face with stress:
concentrating on emotions or concentrating on the problems (Lazarus & Folkman, 1984). Problem-focused
coping consists of the particular behaviors, using instrumental support, and the plans to end the stress that
derived from the problem. In emotion focused coping, the concentration is on the reappraisal of the stress factors,
using some cognitive strategies and applying friends or family to take emotional support. Differences in the
locus of control may predict the preferred coping styles. So, people who believe that they have responsibility,
self- control, and self-improvement to solve the problem which creates stress, copes better (Roberts et al., 1997).
One of the main coping strategy of the problem-focus coping is being assertive (Bartram & Gardner, 2008).
Assertiveness involves the sense of control and asserting personal positions. In the focus of problem-focus
coping, it can be inferred that people who have low assertiveness do not talk about the problem enough with
the other party, don’t be active while choosing the strategy, and don’t struggle for the solution (Bartram &
Gardner, 2008). However, people who have high assertiveness try to solve the conflicts more effectively,
experience less problems and are healthier in work life. Because, as a personality characteristic, assertiveness
leads increase in sense of control which results in coping with stress and a low level stress perception.
Assertiveness also takes part among the characteristics of extraversion type of personality (Rothbart & Hwang
2005). Extroverts who exert themselves to solve the problems need high energy which can be initiated by
assertiveness (Vollrath, 2001).

To sum up, these studies state that having assertive conflict modes may moderate the relationship between
stress perception and the felt stress at workplace that a result of these stress factors. The addition of this study
is to scrutinize this relationship in a healthcare environment where there is a high risk of stress. It is logical to
think that assertive conflict modes may have an effect on stress perception and preferred strategies to cope with
the felt stress that these stress factors may create. If this logic function in real life, caregiving staff for the elderly
who have assertive conflict modes may see themselves as having a high sense of control over environmental
stress factors and see these factors as challenging and can be solved. In contrast, the staff that has unassertive
conflict handling modes may see same conditions as tiring, stressful, and unsolvable.
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It has been stated above that stimulus based approach says that every person perceives the stress similarly
(Kahn, 1986, p. 42). According to response based approach, every person’s responses to the stress similarly
(Selye, 1983, p. 4). Transactional view adds the personal variables between stimulus and response (Folkman &
Lazarus, 1988a, 1988b). Hence, when we add conflict handling modes into the relationship of stress perception
and felt stress, we may have more clear aspect to understand the perceived stress factors and reported felt stress.
Therefore, all in all we hypothesize that.

Hypothesis 2: Assertive conflict handling modes moderates the relationship between stress perception and
caregiving staff’s felt stress; such that caregiving staff with high assertive conflict mode will experience lower
levels of felt stress than the ones with unassertive conflict mode.

To scrutinize these hypotheses, 8 workplace stress factors which are revealed by Caplan and his colleagues
(1980), were used to measure and assess the moderating role of assertive conflict modes.

3. Methodology
3.1. Sample

Data were gathered from a sample of 245 caregiving staff in one of the biggest nursing homes for the elderly
in the city of Istanbul, Turkey. The sample was reached via the allowance of nursing home administration. The
survey was formed on the internet and filled by the staff individually in an empty room in the nursing home.
225 responses were obtained. A Shapiro-Wilk test was used to test for normality on the main dependent variable
felt stress; and that indicated that the data was normally distributed in both high and low assertive groups. See
Table 1 for the demographic characteristics of the sample.

Table 1.
Descriptive statistics of the sample
Frequency %
Women 114 50,7
Gender Men 111 49,3
Competing (High Assertive) 54 24,0
Conflict Handling Collaborating (High Assertive) 27 12,0
Modes Compromising (Medium Assertive) 90 40,0
Avoiding (Low Assertive) 36 16,0
Accommodating (Low Assertive) 18 8,0
Primary School 26 11,6
Middle School 78 34,7
High School 112 49,8
Formal Education College 9 4,0
Level
18-25 17 7,6
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25-36 69 30,7

36-45 96 42,7

Age 46-55 25 11,1
55 and over 18 8,0
1 year or less 9 4,0

2 —3years 43 19,1

4 -5 years 34 151

4-7years 52 23,1

Work Years 7 — 10 years 44 19,6
11 years or more 43 191

225 100,0

Total

3.2. Measures

Stress Perception and Felt Stress

The factors that influence stress perception at workplace consist of the work stressors that are thought to have
potential to affect the felt stress of the caregiving staff. These workplace stress factors listed to be answered as
work overload (6 items), work conflict (3 items), not leaving the workplace (3 items), having control over work
(2 items), believing the necessity and meaning of the work (3 items), social variables (10 items) and responsibility
of the work (4 items) which are firstly determined by Caplan and his colleagues (1980), developed by Reiche and
Dijkhuizen (1980) and adapted by Turk (1997) to Turkish samples. Items are responded with 5 point Likert-Type
scale. These stress factors cannot be directly accepted as stress creators. They can cause stress if the staff

perceives them as a stress source.

In the current study, the felt stress was measured through the degree of tension that the staff has as a result
of their perception of stress. Participants responded to the questions utilizing a scale with a range of 0 (no
tension) to 10 (high tension) which is adapted from Unsal and her colleagues (2010). Therefore, for the same item

two scales were used; one of them measured the stress perception and the other one measured the felt stress.
Conflict Handling Modes

Conflict handling modes were determined by using Thomas Kilmann Conflict Mode Instrument (Kilmann &
Thomas, 1977). The instrument forces the individuals to choose the possible behaviors between 30 pairs of
statements that they are likely to use in conflict cases. These conflict handling modes vary on two dimensions:
assertiveness and cooperativeness. In this study, conflict handling modes were separated across assertiveness
degree according to Thomas and Kilmann (1975) research (see figure 2): high assertiveness (competing,
collaborating), medium assertiveness (compromising), low assertiveness (avoiding, accommodating). Statistics
for the conflict handling modes were described in Table 1. For the analyses, to use respondent’s conflict handling
modes as a categorized variable, high assertive and low assertive conflict modes were recoded as dummy
variables among the three variables high assertive, medium assertive and low assertive conflict modes. As
“conflict modes” has these three levels, we needed two dummy variables to represent it. In this study, we
particularly interested in whether the fact that people who have high assertive conflict handling modes
experience less stress perception and less felt stress. After analyzing correlations among variables, it is decided
to leave out the dummy variable of medium assertiveness in order to obtain a stronger association. Therefore,

the comparison was obtained between high assertiveness and low assertiveness.
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3.3. Data Analysis

To test the hypotheses SPSS 21 software program was used. A standard multiple regression analysis was
carried out using felt stress as the dependent variable, stress perception as predictor variable, and high and low
assertiveness as the moderator variables. Descriptive statistics and correlations between the variables entered
into the model were also obtained. For the correlation analyses, each conflict handling mode was recoded as

dummy variable.

4. Findings

The results of the correlation analyses showed that stress perception is in a positive correlation with felt stress
(r=0.903, p<0.01), and low assertiveness (0.507, p<0.01); and it has a weak positive correlation with conflict
handling modes such as compromising (r=0.204, p<0.01), avoiding (r=0.299, p<0.01) and accommodating
(r=0.394, p<0.01) as well. Besides, stress perception has a negative correlation with high assertiveness (r=-0.659,
p<0.01) and collaborating conflict handling mode (r=-0.460, p<0.01); and it has a weak negative correlation with
competing one (r=-0.390, p<0.01) as well. The results of correlation analyses for felt stress showed that it has
positive correlation with low assertiveness (r=0.442, p<0.01); and it has a weak positive correlation with conflict
handling modes such as compromising (r=0.323, p<0.01), avoiding (r=0.363, p<0.01) and accommodating
(r=0.205, p<0.01) as well. Besides, felt stress has a negative correlation with high assertiveness (r=-0.723, p<0.01),
competing conflict handling mode (r=-0.461, p<0.01) and collaborating conflict handling mode (r=-0.461,

p<0.01). Other results of correlation analyses were depicted in Table 2.

Table 2.
Results from the correlation analyses showing the relationship among variables

M SD 2 3 4 5 6 7 8 9
1. Stress Perception 2983 0392  903** -659**  507* -390%*  -460*  .204** .299%* 394**
2. Felt Stress 3987 1771 - S723%  440% -461%  -461*  323%* .363*%* .205%*
3. High Assertiveness - -421%  749%* 492%* -612% - 327%% 221
4. Low Assertiveness - -316%*  -208*  -459%*  777** .525%*
5. Competing - -208*  -459**  -245%*  -166*
6. Collaborating - =302 -161* -.109
7. Compromising - -356%*  -241**
8. Avoiding - -129
9. Accommodating -

** Correlation is significant at the 0.01 level (2-tailed) *. Correlation is significant at the 0.05 level (2-tailed)

The results of the regression analyses are indicated that our first hypothesis (H1) was supported. (see Table
3). Stress perception is related to felt stress positively. That is, the more caregiving staff perceived stress, the
higher they experienced stress; R = 0.900, F(1, 223) = 954.975, p < .001. Additionally, between our proposed
moderator levels, high and low assertive conflict handling modes were significantly related to felt stress
respectively; R=-0.771, F(1, 223) = 327.447, p < .001; R = 0.418, F(1, 223) = 47.168, p < .001. These results suggest
that, there is a negative relationship between assertive conflict handling modes and felt stress; so it can be said
that people who have high assertive conflict handling modes feel less stress. However, there is a positive
relationship between low assertive conflict handling modes and felt stress; therefore, it can be inferred that

people who use low assertive conflict handling modes, experienced stress more.

Table 3.
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Results from the regression analyses showing the linear regression between predictors as stress perception, high and low
assertive conflict modes and outcome variable as felt stress.

B SE 6 t p R?
Constant -8.207 0.404 -20.327 .000* 0.811
Stress Perception 4.039 0.131 0.9 30.903 .000*
Constant 5.204 0.096 54.404 .000* 0.595
High Assertive Conflict Modes 2.885 0.159 -0.771 18.095 .000*
Constant 3.744 0.125 29.881 .000* 0.171
Low Assertive Conflict Modes 1.756 0.256 0.418 6.868 .000*

B: unstandardized beta; SE: standard error; B: standardized beta; p: significance level; t: t statistic; R2: variance. * p < .001

Our moderation hypothesis (H2) was partially supported. To test for moderation, we conducted a linear
regression analysis and entered stress perception and the interaction of stress perception respectively with our
proposed dummy moderator levels high and low assertive conflict handling modes as predictor variables and
felt stress as the outcome variable. In equation 1, the interaction effect of stress perception and high assertive
conflict handling mode on the outcome of felt stress was significant (Beta = -0.293; t =-9.096, p < .001). However,
in equation 2, the interaction effect of stress perception and low assertive conflict handling mode on the outcome
of felt stress was not significant (Beta = -0.58; t = -1.695, p > .05). Therefore, these results suggest that there was
a moderation effect of high assertive conflict handling modes on the relationship between the staff’s stress
perception and felt stress (see Table 4).

Table 4.
Results from the regression analyses showing the moderation effect of high and low assertive conflict handling modes on
the relationship between stress perception and felt stress

B SE 8 t p R?
Equation 1 0.862
Constant -5.258 0.474 -11.1 .000*
Stress Perception (SP) 3.205 0.145 0.714 22159 .000*
SP X High Assertive Conflict Modes -0.403 0.044 -0.293 -9.096 .000*
Equation 2 0.813
Constant -8.566 0.454 -18.852 .000*
Stress Perception (SP) 4.175 0.153 0.931 27.304 .000*
SP X Low Assertive Conflict Modes -0.071 0.042 -0.058 -1.695 0.091

B: unstandardized beta; SE: standard error; f3: standardized beta; p: significance level; t: t statistic; R2: variance. * p < .001

Taken all these results into consideration, it is clear that stress perception is closely related with felt stress.
So, people who perceived more stress also felt more stress. Among these people, who have high assertive conflict
modes, perceived and felt less stress. Therefore, high assertiveness moderated the relationship between stress
perception and felt stress and then contributed reducing stress.

5. Conclusion, Discussions And Suggestions

The aim of this research was to determine the moderator effects of high and low assertive conflict handling
modes on the relationship of perceived and felt stress. It is proposed that people who use assertive conflict
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handling modes may perceive stress factors lesser; and in line with this perception, they may also feel stress less
in comparison to people who use low assertive conflict handling modes.

The results of the current study suggest that stress perception is positively related with felt stress. People
who perceive stress more are prone to experience the feeling of stress more. Furthermore, it was found out that
caregiving staff with high assertive conflict modes (competing, collaborating) is better to cope with workplace
stress factors. It was revealed that the staff with high assertive conflict handling modes exposes less stress
perception and experiences less stress. However, it was not attained significant result for the low assertive
conflict handling modes in the moderation hypothesis.

The results of this research support findings of past studies. Particularly, the positive influence of
assertiveness on stress was emphasized by many researchers through focusing on a wide variety of variables.
For example, there were found an inverse relationship between high assertiveness and anxiety (Orenstein,
Orenstein, & Carr, 1975), experiencing health problems (Williams & Stout, 1985), negative emotion (Tomaka et
al., 1999), and perceiving stress factors as threat (Tomaka et al., 1999). In line with our study, according to
Friedman and colleagues (2000), in a clinical department of a hospital, people with more collaborating conflict
handling mode experienced less stress and people with avoiding mode experienced more stress. However, same
study states that people with competing mode also experienced more stress which contradicts with our findings.
This difference may be explained through the sensitivity of the medical environment which may have less
tolerance for more dominating mode. Nevertheless, Friedman and colleagues (2000) emphasize that the work
environment was partly the employee’s own making. Therefore, stress perception is closely related with
employees’ approach to the conflict. Likewise, Petrie and Rotheram (1982) think that while assertiveness is in a
negative relationship with stress, it also positively influences these people’s self-esteem. Furthermore, Schiffrin
and Nelson (2010) say that stress perception has an inverse relationship with happiness. Hence, conflict handing
modes which help to experience less stress perception may contribute to more happiness.

In work life individuals are prone to stress (Britt & Jex, 2015). To overcome these stress factors coping styles
are used. However, the severity of these stress factors usually depends on employees” perception of them and
their workplace environment. Besides, the degree of the negative impact of these stress factors largely influenced
by individuals’ coping mechanisms (Lazarus & Folkman, 1984). The appropriate type of these coping
mechanisms should be determined according to the perceived control over the stress factor. If a person thinks
that she/he can control the stress factor and solve it, it is useful and effective to carry on the problem-focus
coping style. People who are assertive exhibit problem-focus coping behavior which also includes using
negotiation skills, approaching with different solutions to the problem and evaluating practical advice from
other people (Bartram & Gardner, 2008). That meaning, individuals” approaches to the problems may create
different coping strategies which may worsen or improve the situation. In healthcare organizations, it is seen
that professionals are using several strategies to overcome many workplace stressors and generally they use
problem-focused coping mechanism rather than emotion focused one when they try to overcome workplace
stress factors (Fathi et al, 2012).

It is difficult for some people to decide to what extent they have control of the stress factors when some they
expose to workplace stress; because, they may not know that they can solve the problem or not. There may be
some other concerns that workers see important. They may experience anxiety about losing their job; because,
their intervention may affect others in the organization. Particularly, some managers may not see the stress factor
as a problem. These conditions may discourage some staff and they may prefer low assertive conflict modes
which in return results in more disturbance. However, individuals who have assertive conflict handling modes
may evaluate the situation easily and may decide to control the stress situation.

All in all, employees as human beings are prone to come face to face with several stress factors. In time, new
ways of behavioral, psychological or cognitive coping styles may be developed. New interventions of worksite
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management may become one of the first applied practices. Training healthcare professionals with
communication and conflict handling programs which intends to heighten assertiveness may contribute a lower
number of conflicts. That in return can contribute to the positive organizational and individual outcomes
(Rahim, 2000), the appropriate level of stress as well. It can also help individuals to choose their coping styles
and adapt to their life. Assertiveness trainings were suggested by several researchers particularly for reducing
health problems (Wolpe, 1980). Some studies indicated that assertiveness trainings may help people feel less
interpersonal anxiety (Alberti, 1977; Alberti & Emmons, 1974). According to Lee and Crockett, these trainings
are very important to reduce stress and eliminating nonassertive approaches. This study’s findings might be

used in order to form new training programs.

The contribution of the study is the exploration of the conflict handling modes’ effect on felt stress at
workplace. This research can add a new aspect to the literature about the relationship between conflict handling
modes and work stress. The main finding is the staff with high assertive conflict handling modes experiences
less stress. These people may use problem-focus coping effectively. Training programs may be developed to
improve the employee’s assertiveness may help to the reduction of work stress. Workplace counselors may use
these findings to evaluate clients’ problems. Managers may encourage assertiveness among his/her
subordinates in conflict situations in order to solve the problems effectively.

6. Limitations

There are some limitations that should be taken into consideration while thinking about above findings.
Participants filled out the questionnaires at their workplace. People who think that the results of the
questionnaires will influence their performance evaluations, may show potential threat of social desirability for
the study (although participants are provided with the information that their results will be kept by the
researcher). The high number of medium assertiveness (compromising conflict mode) may be explained by this

limitation.
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Appendixes

Appendix 1.
Scale of Stress Perception and Felt Stress

1- Benden hizli bir calisma temposu bekleniyor.

2- Normalden daha fazla calismam gerektigi zamanlar oluyor.

3- Bazen birden fazla isi ayn1 anda yapmam gerekiyor.

4- Zaman gectikce daha da karmasik hale geldigi icin isimde zorluk cektigim oluyor.
5- Isimi bitirmek i¢in zamanimm yetmedigi oluyor.

6- Benim icin fazla zor olan bir isi yapmak zorunda kaliyorum.

7- Bana ters gelen emirler aliyorum.

8- Bir isi istedigimden ¢ok farkli bir bicimde yapmak zorunda kaldigim oluyor.

9- Yapmamayz1 tercih edecegim bir isi yapmak zorunda kaldigim oluyor.

10- Isimi yaparken site ierisinde durmam gerekiyor.

11- Gerektiginde birka¢ dakikaligina isimin basindan ayrilabilirim.*

12- Isimi birkag dakikaligia herhangi bir nedenle terk edebilirim.*

13- Isin yerine getirilme sekli konusunda ben de diistincemi soylerim.*

14- Is temposunun ayarlanmasinda benim etkim oluyor.*

15- Isimi severek yapryorum.*

16- Yaptigim is bence bir anlam tastyor.*

17- Isimi diger islerle karsilastirdigimda énemli buluyorum.*

18- Isimde site sorumlusu veya diger seflerim tarafindan takdir edildigimi diistiniiyorum.*
19- Isimde is arkadaglarim tarafindan takdir edildigimi diistintiyorum.*

20- Sitede bir sorun oldugunda site sorumlusu veya sefimle bu sorunu tartisabilirim.*
21- Sitede bir sorun oldugunda is arkadaslarimla bu sorunu tartisabilirim.*

22- s arkadaglarimla anlasmazliklar oluyor.*

23- Site sorumlusu veya sefimle anlasmazliklar oluyor.*

24- Site sorumlusu veya sefimle anlasma durumum su sekildedir.*

25- Is arkadaslarimla anlasma durumum su sekildedir.*

26- Isimle ilgili zorlandigimda site sorumlusuna veya diger seflerime giivenebilirim.*
27--Isimle ilgili zorlandigimda is arkadaslarima giivenebilirim.*

28- Calismakta oldugum sitede bana sorumluluk dustiyor.

29- Bir sakinin bakiminda sorumlulugum vardir.

30- Sakinlerin giivenligi konusunda sorumlulugum vardir.

31- Sakinlerin geleceginden sorumlulugum vardir.

32- Kendimi 6fkeli veya kizgin hissediyorum.

33- Kendimi gergin hissediyorum.

34- Kendimi caresiz hissediyorum.

35- Kendimi negeli hissediyorum.*

36- Kendimi sinirli hissediyorum.

37- Kendimi tiikenmis hissediyorum.

38- Kendimi sakin hissediyorum.*
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Appendix 2.

Turkish Version of Thomas-Kilmann Conflict Mode Instrument
Kendi isteklerinizin baska birinin isteklerinden farkli oldugu durumlar1 diistintiniiz. Bu tip durumlarda genellikle nasil davranirsiniz?

Asagidaki sayfalarda miimkiin olabilecek davranislar: tarif eden cesitli ifade ciftleri yer almaktadir. Her ¢ift icerisinde liitfen sizin karakterinize
en ¢cok uyan “A” ya da “B” ifadesini daire icine alimiz. Cogu durumda, ne “A” ifadesi, ne de “B” ifadesi sizin tipik davranislarmizi temsil
etmeyebilir, ama liitfen size en yakin olan secenegi isaretleyiniz.

Kendi isteklerinizin baska birinin isteklerinden farkli oldugu durumlan diisiiniiniiz. Bu tip durumlarda genellikle nasil davranirsiniz? Asagidaki sayfalarda
miimkiin olabilecek davranslar tarif eden cesitli ifade ciftleri yer almaktadir. Her cift icerisinde liitfen sizin karakterinize en cok uyan “A” ya da “B” ifadesini
daire icine alimz. Cogu durumda, ne “A” ifadesi, ne de “B” ifadesi sizin tipik davramslarimzi temsil etmeyebilir, ama liitfen size en yakin olan secenegi
isaretleyiniz.

1 A) Problemin ¢oziilebilmesi i¢in sorumlulugu baskalarina biraktigim zamanlar olur.
B) Anlasamadigimiz seyler tizerinde miizakere etmek yerine ikimizin de tizerinde anlastig1 seyleri vurgulamaya calisirim.
2 A) Uzerinde uzlasmaya varilabilecek bir ¢6ziim bulmaya galisirim.
B) Hem benim endiselerimi hem de diger herkesin endiselerini dikkate almaya calisirim.
3 A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.
B) Aramizdaki iligkiyi korumak maksadiyla diger tarafin hislerine uygun davranmay1 deneyebilirim.
4 A) Uzerinde uzlagmaya varilabilecek bir ¢6ziim bulmaya galisirim.
B) Bazen baska birinin istekleri ugruna kendi isteklerimi feda ederim.
5 A) Bir ¢6ziim bulmak icin ugrasirken diizenli olarak baskalarinin fikrini de dikkate alirim.
B) Gereksiz gerginliklerden kacinmak icin ne gerekiyorsa yapmay1 denerim.
6 A) Kendi iyiligim icin tatsizlik yaratmaktan kacinmay1 denerim.
B) Kendi durusumu gostermeyi denerim.
7 A) Hakkinda biraz diisiinene kadar konuyu ertelemeyi denerim.
B) Karsilikli taviz verilmesi sartiyla bazi hususlarda taviz verebilirim.
8 A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.
B) Hemen acikga orta yerde tiim endiseleri ve konular1 konusmaya calisirim.
9 A) Goriis farkliligini belirtmenin her zaman da gerekli olmadigini hissediyorum.

B) Kendi isteklerimi elde edebilmek icin ¢aba sarf ederim.

10 A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.
B) Uzerinde uzlagmaya varilabilecek bir ¢oztim bulmaya caligirim.
11 A) Hemen agikca orta yerde tiim endiseleri ve konular1 konusmaya calisirim.
B) Aramizdaki iligkiyi korumak maksadiyla diger tarafin hislerine uygun davranmay: deneyebilirim.
12 A) Bazen anlasmazlik yaratabilecek tavirlar gostermekten kaginirim.
B) Eger benim fikirlerimin bazilarmna ses ¢ikarmazsa ben de diger tarafin bazi fikirlerine ses ¢tkarmam.
13 A) Ortak bir noktada anlasmay1 oneririm.
B) Kendi dediklerimin olmast i¢in bask: yaparim.
14 A) Kendi fikirlerimi digerlerine anlattiktan sonra onlara da kendi fikirlerini sorarim.
B) Ona kendi goriistimiin mantigini ve faydalarim gostermeyi denerim.
15 A) Aramizdaki iliskiyi korumak maksadiyla diger tarafin hislerine uygun davranmayi deneyebilirim.
16 B) Gerginlikten kaginmak i¢in ne gerekiyorsa yapmay1 denerim.
A) Digerlerinin hislerini incitmemeye calisirim.
17 B) Benim goriisiimiin dogrulugu konusunda diger kisiyi inandirmaya calisirim.
A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.
18 B) Gereksiz gerginliklerden uzaklasmak i¢in ne gerekiyorsa yapmay: denerim.
A) Eger bu diger kisiyi mutlu ediyorsa onun kendi fikirlerini siirdiirmesine ses ¢ikarmam.
19 B) Eger benim fikirlerimin bazilarmna ses ¢ikarmazsa ben de diger kisinin baz: fikirlerine ses ¢tkarmam.
A) Hemen acikca orta yerde tiim endiseleri ve konular1 konusmaya calisirim.
20 B) Hakkinda biraz diistinene kadar konuyu ertelemeyi denerim.
A) Hemen farkli insanlarin goriislerinden faydalanarak ise koyulurum.
21 B) Ikimiz icinde kay1p ve kazanglarin adil bir sekilde bilesimini bulmaya ¢alisirim.
A) Miizakere stirecinde diger kisinin hislerine kars1 anlayish olmaya ¢alisirim.
2 B) Her zaman problemin dogrudan tartisilmasina egilimliyimdir.
A) Benim ve diger kisinin arasinda arabulucu bir durus edinmeye calisirim.
23 B) Isteklerimi savunurum.
A) Cogu zaman kendi isteklerimi yerine getirmeyle ilgilenirim.
24 B) Problemlerin ¢oziilebilmesi i¢in sorumlulugu baskalarma biraktigim zamanlar olur.
A) Eger diger tarafin goriisti onlara 6nemli goriiniiyorsa, onlarin isteklerini karsilamaya calisirim.
25 B) Diger kisinin uzlasmaya razi olmasina calisirim.
A) Kars1 tarafa kendi goriistimiin mantigini ve faydalarimi gostermeyi denerim.
2% B) Miizakere siirecinde diger kisinin hislerine kars: anlayisli olmaya galisirim.
A) Ortak bir noktada anlasmay1 cneririm.
27 B) Nerdeyse her zaman kendi isteklerimi yerine getirmeye calisirim.
A) Bazen anlasmazlik yaratabilecek tavirlar gostermekten kaginirim.
28 B) Eger bu diger kisiyi mutlu ediyorsa onun kendi fikirlerini stirdtirmesine ses ¢ctkarmam.

A) Genellikle kararl bir sekilde hedeflerimin arkasinda dururum.
29 B) Bir ¢oztim bulmak i¢in ugrasirken diizenli olarak baskalarmin fikrini de dikkate alirmm.
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A) Ortak bir noktada anlasmay1 6neririm.

B) Gortis farkliligim belirtmenin her zaman da gerekli olmadigini hissediyorum.
A) Diger kisinin hislerini incitmemeye calisirm.

B) Her zaman problemi diger kisiyle paylasirim boylece sorunu halledebiliriz.
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A) Problemin ¢oztilebilmesi i¢in sorumlulugu baskalarina biraktigim zamanlar olur.

B) Anlasamadigimiz seyler tizerinde miizakere etmek yerine ikimizin de tizerinde anlastig1 seyleri vurgulamaya calisirim.

A) Uzerinde uzlagmaya varilabilecek bir ¢6ziim bulmaya caligirim.

B) Hem benim endiselerimi hem de diger herkesin endiselerini dikkate almaya calisirm.

A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.

B) Aramizdaki iligkiyi korumak maksadiyla diger tarafin hislerine uygun davranmay1 deneyebilirim.
A) Uzerinde uzlagmaya varilabilecek bir ¢6ziim bulmaya caligirim.

B) Bazen baska birinin istekleri ugruna kendi isteklerimi feda ederim.

A) Bir ¢6ziim bulmak i¢in ugrasirken diizenli olarak baskalarinin fikrini de dikkate alirim.

B) Gereksiz gerginliklerden kaginmak icin ne gerekiyorsa yapmay1 denerim.

A) Kendi iyiligim i¢in tatsizlik yaratmaktan kacinmay1 denerim.

B) Kendi durusumu goéstermeyi denerim.

A) Hakkinda biraz diisiinene kadar konuyu ertelemeyi denerim.

B) Karsilikli taviz verilmesi sartiyla baz1 hususlarda taviz verebilirim.

A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.

B) Hemen acikca orta yerde tiim endiseleri ve konular1 konusmaya calisirim.

A) Gortis farkliligini belirtmenin her zaman da gerekli olmadigini hissediyorum.

B) Kendi isteklerimi elde edebilmek icin gaba sarf ederim.

A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.

B) Uzerinde uzlagsmaya varilabilecek bir ¢oztim bulmaya caligirim.

A) Hemen agikca orta yerde tiim endiseleri ve konular1 konusmaya calisirim.

B) Aramizdaki iliskiyi korumak maksadiyla diger tarafin hislerine uygun davranmay1 deneyebilirim.
A) Bazen anlasmazlik yaratabilecek tavirlar gostermekten kaginirim.

B) Eger benim fikirlerimin bazilarma ses ¢ikarmazsa ben de diger tarafin baz fikirlerine ses ctkarmam.
A) Ortak bir noktada anlasmay1 6neririm.

B) Kendi dediklerimin olmasi icin baski yaparim.

A) Kendi fikirlerimi digerlerine anlattiktan sonra onlara da kendi fikirlerini sorarim.

B) Ona kendi goriisiimiin mantigini ve faydalarim gostermeyi denerim.

A) Aramizdaki iliskiyi korumak maksadiyla diger tarafin hislerine uygun davranmay1 deneyebilirim.
B) Gerginlikten kaginmak i¢in ne gerekiyorsa yapmay1 denerim.

A) Digerlerinin hislerini incitmemeye calisirim.

B) Benim goriisiimiin dogrulugu konusunda diger kisiyi inandirmaya calisirim.

A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.

B) Gereksiz gerginliklerden uzaklasmak icin ne gerekiyorsa yapmay: denerim.

A) Eger bu diger kisiyi mutlu ediyorsa onun kendi fikirlerini siirdiirmesine ses ¢ikarmam.

B) Eger benim fikirlerimin bazilarma ses ¢ikarmazsa ben de diger kisinin bazi fikirlerine ses ¢cikarmam.
A) Hemen agikea orta yerde tiim endiseleri ve konular: konusmaya calisirim.

B) Hakkinda biraz diistinene kadar konuyu ertelemeyi denerim.

A) Hemen farkli insanlarin goriislerinden faydalanarak ise koyulurum.

B) Tkimiz icinde kay1p ve kazanclarin adil bir sekilde bilesimini bulmaya ¢alisirim.

A) Miizakere siirecinde diger kisinin hislerine kars1 anlayisli olmaya calisirim.

B) Her zaman problemin dogrudan tartisiimasma egilimliyimdir.

A) Benim ve diger kisinin arasinda arabulucu bir durus edinmeye calisirim.

B) isteklerimi savunurum.

A) Cogu zaman kendi isteklerimi yerine getirmeyle ilgilenirim.

B) Problemlerin ¢6ziilebilmesi i¢in sorumlulugu baskalarina biraktigim zamanlar olur.

A) Eger diger tarafin goriisii onlara 6nemli goriiniiyorsa, onlarin isteklerini karsilamaya calisirim.
B) Diger kisinin uzlasmaya razi olmasina ¢alisirim.

A) Karsi tarafa kendi goriistimiin mantigini ve faydalarim gostermeyi denerim.

B) Miizakere siirecinde diger kisinin hislerine kars1 anlayisli olmaya calisirim.

A) Ortak bir noktada anlasmay1 dneririm.

) Nerdeyse her zaman kendi isteklerimi yerine getirmeye calisirim.

A) Bazen anlagmazlik yaratabilecek tavirlar gostermekten kagmnirim.

B) Eger bu diger kisiyi mutlu ediyorsa onun kendi fikirlerini stirdtirmesine ses ¢itkarmam.

A) Genellikle kararli bir sekilde hedeflerimin arkasinda dururum.

) Bir ¢oztim bulmak icin ugrasirken diizenli olarak bagkalarinin fikrini de dikkate alirim.

) Ortak bir noktada anlasmay1 oneririm.

B) Gortis farkliligini belirtmenin her zaman da gerekli olmadigini hissediyorum.

A) Diger kisinin hislerini incitmemeye calisirim.

B) Her zaman problemi diger kisiyle paylasirim boylece sorunu halledebiliriz.
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Objectives: Determination of the academic productivity of researchers working at universities
according to the factors.
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distinctive factor in terms of productivity when looking at teaching staff.

Conclusions: Itis a research that has not been done in Turkey before. It is thought that the academicians
in Turkey will provide resources for the strategies and policies that can be developed for the
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akademisyenlerin son bir yilda yayinlanan makale sayilar1 ve yaptiklar: bildiri sayilari ile birlikte
tiniversitedeki islerinin yapistyla ilgili veri toplanmus, karar agaglart CHAID modellemesi kullanularak
veriler analiz edilmistir.

Sonuglar: Analiz sonuglarina gore akademisyenlerin akademik tiretkenlikleri temelde unvana gore
degismekle birlikte, yardimci dogent ve dogentlerin baska tiniversitelerde de ders vermelerinin
tretkenliklerini dustirdtigii bulunmustur. Arastirma gorevlileri icin ise 6ncelikli olarak yas faktori
ardindan ise alistiklari tiniversitenin devlet veya vakif {iniversitesi olmasi etkili olmustur. Ogretim
gorevlilerine bakildiginda ise cinsiyetin tiretkenlik agisindan ay1irt edici bir faktor oldugu goriilmiuistiir.
Ozgiin Deger: Calisma konusu ve yontemi itibari ile Tirkiye’de daha once yapilmamus bir
arastirmadir. Tiirkiye'deki akademisyenlerin akademik tiretkenliklerinde ayirt edici faktorler
hakkinda bilgi vermesi acisindan ileride yapilacak calismalara yon verebilecegi, tiniversiteler igin
gelistirilebilecek strateji ve politikalar icin de kaynak saglayacag: diistintilmektedir.
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1. Giris

Giintimiizde iiniversitelerin gelirlerindeki devlet pay:1 giderek azalmaktadir ve bdyle olmasi da istenmektedir.
Universiteler gelirlerini daha ok proje ve aragtirma fonlarindan saglamaktadir. Ozellikle kiiresellesme ve neo-liberal
politikalar bu durumu kuvvetlendirmistir. Bunun i¢in akademisyenlerin proje tiretme ve yayinlarini arttirmalarina
ihtiyaclar1 vardir. (TUSiAD,ZOOS). Girisimci tiniversite, tiniversite 6zerkligi, hesap verilebilirlik, paydaslarla isbirligi,
sosyal sorumluluk gibi kavramlar 6n plana ¢ikmaya baglamistir (Gibb, 2005; YOK, 2007). Akademisyenler igin
hazirlanan performans primi esasi ise hem tiniversitelerde iiretilen bilginin niceliksel ve niteliksel kalitesinin

artmasina hem de Tiirkiye’deki tiniversitelerin diinyadaki rekabet avantajina katk: saglamistir.

Akademisyenlerin temel etkinlikleri: arastirma, ogretim ve hizmet. Boyer'e (1990) gore ise bilgiyi kesfetme,
entegre etme, uygulama ve ogretme. Kesif ve entegre etme arastirmaci ve sentezleme etkinligine isaret ederken
uygulama bu bilginin sosyal hayata ve pratiklere doniistiiriilmesi eylemidir. Ogretim ise bilginin &grencilere
aktarilmasidir. Daha gtincel bir ¢alismada Hattie ve Marsh (2002) akademisyenlerin temel islevlerinin 6gretme,
arastirma, yonetim ve toplum hizmeti oldugunu belirtmektedir. Boyer'e (1990) c¢ok benzemesine ragmen

universitelerdeki yoneticilik islevlerini de eklemistir.

2. Kavramsal Cerceve

Tirkiye’de son donemdeki diizenleme ve tesvikler ile beraber akademisyenlik daha da cekici hale gelmistir.
Ancak bu unvana sahip olmak i¢in Tiirkiye'de lisans mezuniyetinin disinda, baz1 smavlarda basarili olmak
gerekmektedir. (Cankir, 2016). Yayin Performansi 1980'lerin basinda yasanan iktisadi degisimle birlikte topluma
kars1 hesap verme kiiltiirtiniin gelismesi ve tiniversiteler arasinda miisteri/6grenci kazanma rekabetinin artmasi
sonucunda ytiksekogretim kurumlari performans degerlendirme kistaslarini yeniden diizenleme gabasi igine girerek
kendilerini uluslararas1 akredite edilmesi ve kamu fonlarindan daha biiyiik pay kapma yarisi iginde bulmusladir
(Aksit, 2004).

Son donemlerde tilkelerin bilim alaninda diinyadaki yerinin belirlenmesinde, tilkelerin ya da tiniversitelerin
bilimsel niteliklerinin karsilastirilmasinda ve bilim adamlarinin akademik performanslarinin degerlendirilmesinde
“uluslararas: yaymn etkinliklerini” 6n plana ¢ikaran ti¢ dl¢lit genel kabul gormektedir: 1) Uluslararas: bilimsel
dergilerde yayinlanan yayin sayisy, 2) Yayinlarin bilim endekslerince taranan bilimsel dergilerde yayinlanmasi,3)
Yayinlara yapilan atiflarin sayilaridir. Amerika ve Avrupa’daki gesitli organizasyonlar tarafindan uluslararasi yayin
ve bu yayinlara yapilan atiflar temelinde hazirlanan indeksler yiiksekogretim kurumlar: ve tilkeler tarafindan
bilimsel performansi degerlendirmede kullanilmaya baslanmistir. Bu stiregte yayin indeksleri Tiirkiye’de de gesitli
tniversitelerde akademik ytiikseltmeler basta olmak tizere bilimsel performans degerlendirmelerinde temel gosterge
olarak kabul edilmistir (Ak ve Giindiiz, 2006).

Neyin bilimsel yayin olarak sayilacagina karar verdikten sonra en biiyiik sorun bunlarin ‘nasil?” sayilacagidir.
Her makalenin yazarlara ve kurumlara katkisi esit mi olmalidir (Kantitatif yaklasim) yoksa farkli dergilerde
yayinlanan makalelere farkli degerler mi atfedilmelidir (Kalitatif yaklasim). Kalite dikkate alinmadan, her bir
makalenin tek tek sayildig1 yaklasim basit anlamda verimliligi 6lcerken, kaliteyi de dikkate alan yaklasim tiretimin
degerini olgen, fakat olctilmesi daha sorunlu bir yontemdir. Ancak, ekonomi dergileri i¢in herkesin tizerinde
anlastig1 bir degerlendirme kriteri mevcut degildir (Cokgezen, 2006).

Bircok iilkede devlet fonlarimin tiniversiteler arasinda dagilimimnin belirleyen organizasyonlar gelistirilmistir. 29
Mart 1985'de Ingiltere’de Sir Alex Jarrat Bagkanliginda bir komite tarafindan hazirlanan “Report of the Steering
Committee for Efficiency Studies in Universities” (Universitelerde Etkin Calisma Komitesi Bilgi Raporu)
yiiksekdgretim kurumlarmin topluma karsi daha fazla sorumlu kilinmalar1 yoniinde 80°li yillarda baslayan egilim
bakimindan 6nem tasimaktadir. Nitel ve nicel performans gostergeleri deyimleri ilk kez Jarrat Raporu ad1 verilen bu

raporda kullanilmis ve bu raporun yaymlanmasindan sonra gecen yillarda akademik degerlendirme tiim tilkelerde
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yiiksekogretimin giindemine girmistir. Ozellikle kamu fonlar1 ile arastirma fonlarinin dagitimi biiyiik olgiide
kurumlarin ve 6gretim tiyelerinin bilimsel yayin/arastirma performanslarina baglanmistir (YOK, 2003).

ABD’de faaliyet gosteren Bilimsel Enformasyon Enstitiisii’de (ISI) bu alanda faaliyette bulunan 6nemli bir
kurumdur. Bu enstitii her yil, periyodik olarak, tiim tilkelerin yayimlarinin gosteren indeksler olusturmaktadir. ISI
indeksleme faaliyetlerini su {i¢ alanda ytirtitmektedir (Ak ve Giindiiz, 2006):

Fen Bilimleri Atif Indeksi (Science Citation Index- Expanded- SCI-Expanded)
Sosyal Bilimler Atif Indeksi (Social Sciences Citation Index -SSCI)
Sanat ve Insan Bilimleri Atif Indeksi (Art & Humanities Citation Index -A&HCI).

Tiirkiye’de de Tiirkiye Bilimsel ve Teknolojik Arastirma Kurumu (TUBITAK) ve tiniversiteler uluslararasi yaym
indekslerine giren calismalar1 degisik bicimlerde 6diillendirerek tesvik etmeye baglamistir. TUBITAK biinyesinde
yer alan Uluslararas: Bilimsel Yayimnlari Tesvik Programi ile iiniversitelerle kamu ve ©6zel sektdr arastirma
merkezlerinde c¢alisan arastirmacilarin uluslararas: yaym yapmas: tesvik edilmistir. Program kapsaminda temel
bilimler, saglik bilimleri ve mithendislik bilimlerinde yapilan uluslararasi yayinlara tesvik verilmektedir. Nisan 2013
TUBITAK Bilim Kurulu karar1 cercevesinde bu desteklerin miktarlari ciddi bir sekilde arttirilmistir (TUBITAK, 2013).

Akademik performansin 6l¢timiin konusunda tilkemizde ve diinya genelinde pek ¢ok 6l¢iit ele alinmistir. Yapilan
arastirmalar neticesinde, calismada kullanilmak tizere akademik performans kriteri olarak arastirma anlaminda
tretilen bildiri ve makale sayilar:1 ele alinmistir. Genellikle akademisyenlik, arastirma, 6grenme ve hizmet olmak
tizere {i¢ farkli etkinligi s6z konusudur. Aragtirma etkinliginde, kesfetme ve alana katki yapmaktir. Universitelerde
akademisyenler arastirma yapmalar1 ve bu arastirmalarin bulgular1 yayinlanmasini kapsamaktadir.

Akademik tiretkenlik, tilkemizde ve diinyada birgok ¢alismaya konu olmustur. Tiirkiye ‘de bu konuya onctiliik
yapanlarda birisi 1999 yilinda yaptig1 calisma ile Oztiirk. Yaptig1 calismada 6gretim elemanlarinin gretim siirecinin
degerlendirilmesinin devlet iiniversitelerinde uygulanmistir. Daha sonra Yesiltas ve Oztiirk 2000 yilinda betimsel

bir ¢alismaya imza atmislardir.

Bu calismada da Tiirkiye’deki akademisyenlerin bilimsel kongrelere bildiri ile katilimi, makale tiretimleri
tizerinden tiretkenlikleri bir takim demografik 6zelliklerine goére incelenmistir.

3. Yontem

Karar agaclari, 6rnek veri seti tizerinden tiimevarim yontemi ile grenmeye dayali bir veri madenciligi teknigidir.
[lk olarak 1950'lerin ortasinda bir disiplin olarak taninan karar agaglari, 6grenme merkezli bir aragtirma alanidir.
Karar verme adimlari ile biiytik miktardaki veri setlerini kiiciik boyutlu gruplara bélme siirecidir. (Magerman, 1995)
Her kiigtik grup tiyeleri bir digeriyle daha ¢cok benzerlik saglar. Karar agaglar: tanimlayici ve tahmin edici bir yapiya
sahiptir. Veri madencili§inde kurulmasi ve yorumlanmasmin kolayligindan dolay1 ¢ok kullanilan bir teknik olan
karar agaclarinda 6nemli bir konu veri setinde karar verme adimlarinin ve béliim noktalariin belirlenmesidir. Karar
agaclari, genellikle degiskenleri bilgi kazanci en fazla olan dugtimden baslayarak parcalayip bir aga¢ olusturma
teknigi olarak kullanilir. Karar agaglari, karar diigiimleri, dallar ve yapraklarin bulundugu bir yapidan olusur. Karar
dugtimleri, degiskenlere gerceklestirecek testi belirtir ve dallara ayirir. (Albayrak & Yilmaz, 2009)

Karar agacinda karar diigiimlerinin segimi ve boliimlenmesinin segimi igin birgok algoritma tiretilmistir. ID3,
C4.5 ve C5.0, CHAID, C&RT, QUEST, CART bunlarin baslica olanlaridir. ID3 algoritmasi degiskenlerin entropi
degerleri hesaplanarak ikili agag tireten bir algoritmadir. CART veya C&RT 1984 yilinda Breiman, Friedman, Olshen
ve Stone tarafindan gelistirilen bir algoritmadur. (Ture, Tokatl, Kurt, & Using, 2009) (Singh & Gupta, 2014)ikili agac
tireten bir algoritma olup veriyi iki alt kiimeye ayiran agag olusturur. CHAID algoritmas ise ayirma kriteri olarak
ki-kareyi kullanan 1980 yilinda Kass tarafindan gelistirilmis bir algoritma olup bagimsiz degiskenlerin tiim
degerlerini dikkate alarak analiz yapar. Degisken stirekli ise F testi nominal degiskenler igin Ki- kare testi, ordinal
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degiskenler i¢in en ¢ok olabilirlik oranin kullanarak iki ve ikiden fazla ayrim yapan bir algoritmadir. Boylelikle daha
genis bir agag tiretebilir.C4.5 ve onun gelistirilmis hali C5.0 algoritmalar: ise 1993 yillinda Quinlan tarafindan
gelistirilmis bir algoritmadir. QUEST algoritmasi ise 1997 yilinda Loh ve Shih tarafindan gelistirilen ikili agag tireten
baska bir algoritmadir. (Singh & Gupta, 2014)

3.1. CHAID Algoritmast

CHAID (Chi-Squared Automatic Interaction Detector) algoritmasi 1980 yilinda Kass tarafindan gelistirilmis bir
karar agaci teknigidir. Kass 1980 de yaymladigit CHAID algoritmasmun ilk halinde teknigini kategorik bagiml
degisken bir degisken igin AID algoritmasinin bir dali olarak kurmustur. CHAID algoritmas1 ayirma kriteri olarak
Ki-kareyi kullandigindan dolay: bagimsiz degiskenin olas biitiin degerlerini dikkate alarak analiz yapar. Bagimli
degiskeni dikkate alarak istatistik olarak benzer olan degiskenleri birlestirip farkli olan diger degiskenlerle
islemlerini stirdiirtir. Daha sonra karar agacmn ilk dalini olustururken en iyi bagimsiz degiskeni seger. (Ture,
Tokatly, Kurt, & Using, 2009) Her bir diigiim igerisinde secilen degiskenin benzer degerlerinden olusur. Bu siireg
agac biiyliyene kadar yinelenir. Yapilacak testler bagimli degiskenin kategorik ya da siirekli olmasina gore
degismektedir. Eger degisken stirekli bir degisken ise F testi uygulanirken, nominal degiskenler i¢in Ki- kare testi,
ordinal degiskenler icin en ¢ok olabilirlik oranini kullanilir. CHAID algoritmasi ID3 ya da C4.5 gibi ikili bir algoritma
degildir, herhangi bir dugtimde ikiden fazla boltimleme yapabilir. Boylelikle diger karar agaclar1 algoritmalarina
gore daha genis agag tiretebilir. Her bagimsiz degiskenin tipi o degiskenin kategorilerinin izin verilebilen gruplarim
belirler. Oyle ki ki-kare testine gore en yiiksek 6nem seviyesi ile olasilik tablosunu insa eder (Kass, 1980) (Magerman,
1995).

4. Bulgular

Akademik personellerin tiretkenliklerine yapilan ¢alismada, Tirkiye'nin her ilinde yer alan devlet ve vakif
universitelerindeki personellere mail tizerinden ulasilmistir. 5324 adet personele gonderilen anketten 402 adeti geri
bildirim yapmustir. Her ilden en az bir tiniversitenin yer aldig1 calisma da geri bildirim yapilan anketlerden eksik ve

hatal1 6rnekler ¢ikarilmasi sonucunda 412 6rnek tizerinde analiz yapilmustir.

Yiiksek Ogretim Kurumu tarafindan belirlenen puanlama sistemine gére makalenin ve bildirilerin agirliklari ele
almarak akademik tiretkenlik puani hesaplanmustir.

Bagimli degisken olarak akademik tiretkenlik ele alinmistir. Bu degiskenin hesaplanmasinda Yiiksek Ogretim
Kurumu'nun yonetmeliginde yer alan puanlama gtz 6ntine alinmustir. Akademisyenlerin bir yillik makale ve bildiri
sayilarindan yola ¢ikarak,

Akademik Uretkenlik = 16*Makale Sayist + 5*Bildiri Sayist
olarak hesaplanmistr.

Yapilan calismada akademik tiretkenlige etkiledigi diistiniilen baz1 demografik bilgiler bagimsiz degisken olarak
analizde yer almistir. Cinsiyet, yas, unvan, ¢alistig1 kurum, fakiilte, idari gérev, bagka bir tiniversite de gérev alma,
haftalik galisma giin sayisi ve masraflarin kurum tarafindan karsilanmasi durumlaria gore akademik tiretkenlik
altinda akademisyenlerin, hangi smifin tiretkenlik tizerinde etkisi daha fazla oldugunu arastirmak tizerine
calisilmigtir. SPSS programinda bagimsiz degiskenler olarak tanimlanan bu degiskenlerden analiz sonucunda
algoritma tarafindan unvan, cinsiyet, baska bir tiniversitede gorev alma, yas, calisilan kurum degiskenleri anlaml

etki gormediginden dolay1 agag olusturma kriterlerinde yer almamuistir.

Analiz icin SPSS programindan yararlanilmistir. Karar agaci modeli SPSS.20 programi ile kurulmustur.
Programda analiz (Analyze) sekmesinden siniflandirma (Classify) secilerek agac (Tree) yolu izlenerek analiz
yapilmustir. Siniflandirma analizlerinden karar agaglari kullanilmistir. Boliimlendirme algoritmasi olarak CHAID

yontemi segilerek ¢oklu dallandirma yapilmasi saglanmistir. Bagimh degisken igin ¢calismanin akademik tiretkenlik
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degiskeni secilmistir. Bagimsiz degiskenler kismina calismada kullamilan butiin degiskenler yerlestirilmistir.
Analizde diger analizlerde oldugu gibi anlamlilik seviyesi 0,05 alinmistir. Analiz sonucunda tiretilen karar agaci

Sekil 1 de verilmistir.
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412

100 )
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Sekil-1. CHAID Algoritmas ile Uretilen Karar Agact

Yapilan analiz sonucunda, akademisyenlerin iiretkenliklerinde en etkili faktér ve farkliligin ana kriteri olarak
unvanlart oldugu tespit edilmistir. Yardimci dogent ve dogentlerin, arastirma gorevlilerinden ve ogretim
gorevlilerinden daha fazla tiretken olduklar: gortilmiistiir. Unvanlar arasinda farklilasma smiflandirma algoritmasi
sonucunda tespit edilmistir. Uretilen agacin birinci, ikinci ve igiincii diigtimlerine bakildiginda, yardima
dogentlerin ve dogentlerin ortalama akademik tiretkenliklerinin 68,993, 6gretim gorevlilerin 36,300 ve arastirma
gorevlilerinin ise 20,639 oldugu gortilmektedir. Yardimci dogent ve dogent kadrosundaki akademisyenlerin de
akademik {iretkenlik tizerinde baska tniversitelerde ders vermelerine gore farklilastigi, kiimelendigi analiz
sonucunda ¢ikarilmistir. Bagka tiniversitede ders veren dogent ve yardimci dogentler tek bir kurumda ders verenlere
gore daha az akademik tiretkenlige sahip oldugu sonucuna ulasilabilir. Normal derslerini disinda baska
universitelerde ders veren akademisyenlerin makale ve bildiri {iretme zamanlarindan fedakéarhik ettiginden
kaynaklandig1 yorumu yapilabilir. Yardimci dogent ve dogentler, baska tiniversitede ders verip vermemesinden
sonra elde edilen karar diigtimleri daha sonra CHAID algoritmas: tarafindan dallanmadigimni gortilmemistir. Bu
dallanmalarda agacin yapraklar elde edilmistir. Ogretim gorevlilerinde ise akademik iiretkenlik cinsiyete gore
farklilik gostermektedir. Erkek ogretim gorevlileri, kadin 6gretim gorevlilerine gore daha fazla tiretken oldugu
saplanmistir. Yardimci dogent ve dogentlerde oldugu gibi bu dallanmada da CHAID algoritmasi sonucu yaprak elde
edilmis. Agacin dali burada otomatik olarak sonlandirilmistir. Arastirma gorevlilerinde ise akademik tiretkenligin
yas ile iligkili oldugu ve kritik yasin 25 oldugu tespit edilmistir. Bu deger CHAID algoritmasi tarafindan elde edilen
bir deger olup, disaridan belirlenen bir kriter degildir. Bu belirlenen kritere gore, 25 yas alt1 arastirma gorevlilerinin,
25 yas iistii aragtirma gorevlilerine gore daha az tiretken oldugu gortilmiistiir. Ttirkiye egitim sistemine bakildiginda
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25 yas ve alt1 grencilerin yiiksek lisans mezunu veya doktorasinin ilk senelerine denk geldigi gortilmektedir. Egitim
stirecinin devam ettigi diistintildiigiinde akademik tiretkenliklerinin ytiiksek lisans tezinden tirettikleri tez veya
bildiri ile sinirli olmasini beklenildiginden analiz sonuglarimi desteklemektedir. 25 yas tistii arastirma gorevlilerinde
ise calistiklar1 kurumunun tiirti akademik tiretkenliklerine etki etmektedir. Devlet iiniversitelerinde gérev yapan
arastirma gorevlilerinin, vakif tiniversitelerindeki meslektaslarina gore daha ok tiretken oldugu gortilmektedir.
Bunun nedeni vakif tniversitelerindeki arastirma gorevlilerinin {izerindeki ekstra islere ayirdiklari vakitten

kaynaklanmakta olabilir.

5. Sonug, Tartisma Ve Oneriler

Bir tilkenin ve akademisyenin bilimsel ¢alismalarini ve bilime katkisini objektif olarak degerlendirmek i¢in kabul
edilen kriterler ortaya konmustur. Bu anlamda Tiirkiye’de Yiiksek Ogretim Kurumu tarafindan belirlenen puanlama
sisteminde makale sayis1 ve bildiri say1s1 bu kriterlerden bazilar1 olarak belirlenmistir. Yapilan calisma da makale ve
bildiri sayilar1 ele alinarak akademik {iretkenlikte akademisyenlerin demografik bilgilerinin etkisi ve
smiflanmasindaki etkisine bakilmustir.

Ulkemizde akademik iiretkenlikte en fazla farklilik unvanlar tizerinde oldugu analiz sonucunda goriilmiistiir.
Unvanlardaki farklilik akademik tiretkenlikteki farklilik tizerinde etkilidir sonucuna varilabilir. Yardimc1 dogent ve
docentlik kadrosundaki akademisyenlerin akademik {tiretkenliklerinde baska tiniversitede ders vermesinde etkili
oldugu ve ders vermeyenlerin, veren akademisyenlere gore daha ¢ok tiretken oldugu sonucuna ulasilabilir. Derslere
verilen zamanin artmasindan dolayisiyla makale ve bildiri icin sarf edilecek siirenin azalmasina sebep olabilir.
Ogretim gorevlilerinde tizerinde ise cinsiyet akademik tiretkenlikte etkilidir sonucuna varilabilir. Erkek 6gretim
gorevlilerinin, kadin 6gretim gorevlilerine gore daha tiretken oldugu analiz sonucunda ¢ikarilabilir. Kadin 6gretim
gorevlilerin aile icinde daha fazla sorumluluk ve is yiikii olmas1 akademik hayatlar1 disindaki vakitlerini bu yonde
harcamalarina yonlendirmektedir. Bunun nedenleri i¢in ayr1 bir galismanin yapilmasi daha etkili yorum yapilmasini
saglayacaktir. Arastirma gorevlilerin tiretkenliklerinde yasin etkisi oldugu, 25 yas altinindaki bir gorevlini 25 yas
tsttindeki arastirma gorevlisine gore daha az tiretken oldugu gortlmustiir. Egitim siirecinin devam ediyor olmasi
temel sebebi olarak gorilebilir. 25 yas usttindeki arastirma gorevlilerinde calistigi kuruma gore farklilik
gostermektedir. Devlet kadrosundaki arastirma gorevlileri, vakif tiniversitelerine gore daha tiretken oldugu bu

yapraklardaki ortalama tiretkenlige bakilarak sdylenebilir.

Yapilan ¢alismanin sonucu olarak, akademik {iiretkenlik demografik degiskenlere gore farklilik gosterdigi
soylenebilmektedir. Unvan, yas, cinsiyet, ¢alistig1 kurum ve baska tiniversite de gorev alma, akademik personelin
tiretkenligi etkileyen, farklilastiran faktorlerdir.

6. Arastirmanin Kisitlar:

Calismada Tiirkiye genelindeki tiniversitelerde gorev yapan akademisyenler ele alinmistir. Bu akademisyenlerin
son bir y1l icerisinde tirettikleri makale ve bildiri sayilarinin Yiiksek Ogretim Kurumu tarafindan belirlenen puan
sistemi tizerindeki karsiliklar1 ve akademisyenlerin demografik bilgileri ele alinarak degerlendirilmistir.
Degerlendirme sonucunda olusturulan akademik tiretkenlik puanindaki farklilasmaya neden olabilecegi diistiniilen
demografik bilgileri belirlenmistir. Akademisyenlerin demografik bilgilerinden kaynakl tiretkenlikleri farkliliklara
neden olan degiskenler belirlenmeye calisilmustir.
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1. Introduction

Today, creative climate and innovative work behavior have mainly become themes for globalized business
environment. Based on the literature review and conceptualizations of the concepts, it is found meaningful to assess
the relationship between creative climate and innovative work behavior. In this context, the current study aims to
explain that there effects on creative climate to innovative work behavior as a moderator variable psychological
empowerment. Especially, studies in recent years shows that the level of creativity and firm innovativeness can
depend upon different things as well as the type of job or structure of firm (Amabile, 1997; Zhang &Bartol, 2010; Li
&Zheng, 2014; Leong &Rasli, 2014). When viewed from this aspect, psychological empowerment has importance
because of individual convictions that employees have about their roles in the organization. This study will try to
investigate a possible effect on creative climate to innovative work behavior by means of psychological

empowerment.

2. Literature Review
2.1. Creative Climate

Organizations need to build a climate that can be supported creativity. Because creativity provides to create novel
ideas that will be differences in business structures and processes (Mafabi et al., 2015). It can be assert that climate
prevailing in the organization influences organizational and individual behaviors. Organizational climate play a role
of affect the overall performance and business successful. Some researchers argue that if it is promoted positive
behaviors in organizations, this behavior can increase perception of employee’s creativity (Sokol et al., 2015). Many
studies show that creative climate is also key element that plays an important role in the improvement of creativity
(Tastan & Giigel, 2014). Consequently, climate has an important impact on creativity. For this reason, as conception
of Creative Climate has become more interesting issue, it has been widely discussed in during the recent years by
many researchers (Anderson, 1992; Lauer,1994; Dutton, 1996; Ekvall, 1996; Amabile, 1997; Isaksen, et al., 2001; Zhou
and George, 2001; Luecke, 2003; Mathisen and Einarsen, 2004). Goéran Ekvall who is best-known for his development

“

of the ten dimensions of creative climate was defined creative climate as “ an attribute of the organization, a
conglomerate of attitudes, feelings, and behaviors which characterize the organizational life” (Ekvall, 1996).
According to Ekvall, creative climate is seen as an offspring of organizational culture. In addition, organizational
climate and culture are seen as two factors of constitute organizational creativity. Ekvall who assessing to creative
climate in light of this information state that creative climate consists of ten dimensions; Challenge, Freedom, Idea
support, Trust/Openness, Dynamism/ Liveliness, Playfulness/Humour, Debates, Conflicts, Risk taking and Idea
time. At same time, Ekvall developed the creative climate questionnaire (CCQ) in the 1980s to make an analysis

concerning organizational conditions’ effect on creativity (Ekvall, 1996).

Growing interest in research regarding creativity climates has led to the development of diverse
measurement tools to be used at different levels within organizations (Tseng & Liu, 2011). Another researcher who
studies on creative climate is also Teresa Amabile. Her apporoach assesses perceived stimulations and obstacles to
creativity especially in the organizational work environment. Amabile has developed KEYS (which is a survey
instrument for Center for Creative Leadership. The aim of KEY dimensions of creativity are encouragement of
creativity (Amabile, 2010). It is showed that in Amabile’s terminology, dimensions of creative climate state mainly
in Table 1 (Amabile, 1997).

Creative climate is an important factor for organization due to individual innovativeness and there are different
dimensions of creative climate supporting innovativeness. For instance, sufficient resources and organizational
encouragement which are dimensions of creative climate is important to enable and sustain their innovativeness.
Because, if individuals are willingness to open to change in organization, they can display innovative behaviors and
these factors provide opportunities to be productive and developing new ideas or tolerance for the failures of

employees and empowering them. In similar, administrative practices are also important and useful in organizations
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in order to create. Because a principal who serves as a good role model can sets goals appropriately, supports the
work group, values individual contributions, and shows confidence in the work group (Balkar, 2015). Because, the
initiation and intentional introduction of new and useful ideas, products or procedures belongs to creativity of
employees. These innovativeness can manifests only if the mentioned dimensions provided in the creative climate.
Otherwise, the restrictions which stop progress adversely affects innovative behavior of employees. In this sense,
creative climate and innovative behavior are concepts the mutual relationships. As a result, creative climate in

organization is essential so as to encourage to employees and suitable for fostering innovative behavior (Stoffers et

al., 2015).

Hypothesis 1. There is positive and significant relationship between creative climate and innovative work behavior.

Table 1.

KEYS Scale and Sample Item

Administrative Practices

Supervisory A principal who serves as a good role model, sets goals appropriately, supports the work group,
Encouragement values individual contributions, and shows confidence in the work group.
(11 items) Sample item, “My principal serves as a good work model.”
A diversely skilled work group in which people communicate well, are open to new ideas,
Work Group . , ;
Supports constructively challenge each other’s work, trust and help each other, and feel committed to the
PP work they are doing.
(8 items) . “ . N 1 ”
Sample item, “There is free and open communication within my work group.
Freedom Freedom in deciding what work to do or how to do it, a sense of control over one’s work.
(4 items) Sample item, “I have the freedom to decide how I am going to carry out my projects.”
Challenging Work A sense of having to work hard on challenging tasks and important projects.
(5 items) Sample item, “I feel challenged by the work I am currently doing.”
Organizational Motivation to Innovate
.. An organizational culture that encourages creativity through the fair, constructive judgment of
Organizational . L ; . . . .
ideas, reward and recognition for creative work, mechanisms for developing new ideas, an active
Encouragement . .. TS .
(15 items) flow of ideas, and a shared vision of what the organization is trying to do.
Sample item, “People are encouraged to solve problems creatively in this company.”
Lack of An organizational culture that impedes creativity through internal political problems, harsh
Organizational criticism of new ideas, destructive internal competition, an avoidance of risk, and an over emphasis
Impediments on the status quo.
(12 items) Sample item, “There are many political problems in this organization.”

Workload Pressures
(5 items)

Sufficient Resources
(6 items)

Resources

Extreme time pressures, unrealistic expectations for productivity, and distractions from creative
work.

Sample item, “I have too much work to do in too little time.”

Access to appropriate resources, including funds, materials, facilities, and information.

Sample item, “Generally, I can get the resources I need for my work.”

Outcomes
Creativity An organization that calls for creativity and people believe they produce creative work.
(6 items) Sample item, “My department is creative.”
Productivity An efficient, effective, and productive organization.
(6 items) Sample item, “My department is effective.”

2.2. Innovative Work Behavior

Generally, Innovative Work Behavior relates to the context of how individuals could facilitate the achievement
of initiation and intentional introduction of new and useful ideas, processes, products or procedures (Leong & Rasli,
2014). When analyzed definition, Innovative Work Behavior (IWB) is described as the intentional creation,
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introduction and application of new ideas within a work role, group or organization, in order to benefit performance
(Janssen, 2000). The introduction of new and useful perspectives has multiple-stages process. Accordingly, IWB has
involved four stages; opportunity exploration, idea generation, championing, and application (Jong & Hartog, 2010).
This stage includes behaviors such as looking for ways to improve current product, services or processes, or trying
to think about current work processes, product or services in alternative ways (Ford, 1996). Secondly, idea generation
is the generation of ideas related to new or existing products, improvements, or solutions (Amabile, 1988). Thirdly,
championing includes behaviors related to finding support and building coalitions, such as persuading and
influencing other employees and pushing and negotiating (Howell et al., 2005). Finally, application means doing
what is needed to transform ideas into reality. It includes behaviors such as developing new products or work
processes, and testing and modifying them (Jong & Hartog, 2010).

When it is examined these four stage, it is found that there is a relationship between IWB and creativity and
creative climate is an antecedent for innovation. For instance, IWB involves opportunity exploration and idea
generation and therefore it is associated with employee’s creativity (Tastan & Davoud, 2015). However, IWB is
broader than just being creative. Because it includes some necessaries for implement ideas and achieve
improvements. Because these necessaries will be developed personal and/or business performance (Yunus et al.,
2014). At same time, There are also similarities between definitions of creativity and IWB. Firstly, IWB relates to
individuals” behaviors directed towards the initiation and intentional introduction of new and useful ideas,
processes, products or procedures as within a work role, group or organization. Thus, it can be said that IWB aims
to provide beneficial novel outcomes. Its aim involves both the initiation and implementation of innovations.
Similarly, creativity is usually defined as the production of new and useful ideas for products, services, processes
and procedures. For this reason, successful innovation depends on creativity. It also requires an inspiring and
supportive business environment. Hence creative climate is so essential for innovation. Without creative climate at
whichever company, there hardly becomes innovation (Porzse et al., 2012). To be innovative and allow innovation
within the structure of an organization, people need to know that failures will be tolerated during the quest for
innovation and that failures will not be punishable. Because individuals may have creativity, an organization is
needed in order for creativity to become innovation (Taghipour & Dezfuli, 2013). However, creativity and innovation
have not the same meaning completely. Because IWB is expected to produce some kind of innovative output and
benefit. Nevertheless, creativity literature is generally relevant to a part of first phase of innovative behavior (Afsar
et al.,2013).

In conclusion, creativity and IWB are to some extent overlapping constructs. Accordingly, it can be said that
also creativity climate and IWB increasingly depend on each other. This result can be observed in recent articles
which are analyzed. Because many studies about creativity and creative climate benefit from literature of innovative
work behavior.

Hypothesis 2. There is positive and significant relationship between innovative work behavior and psychological

empowerment.

2.3. Mediating Role of Psychological Empowerment

Notion of empowerment has been to gained on management literature over the thirty years ago by Kanter (Seibert
etal.,, 2011). Empowerment can be defined as “information, rewards, and power related to organization share of with
employees by management in order to take initiative and make decisions to solve problems and improve service and
performance.” (Kogel, 2010). Empowerment provides the idea that giving employees skills, resources, authority,
opportunity, motivation accompany with holding them responsible and accountable for outcomes of their actions.
Thus, it will be contributed to their competence and satisfaction (Elnaga & Imran, 2014). According to Rapilli,
empowerment is series of organization” plan and organizational behavior. It is meant that with empowerment is
series of organization” plan and organizational behavior, to also delegate to sub-worker at the decision point if a
decision is taken within the organization, to release to employee concerning the way of work, providing them aware
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of their skills and to improve all of employee (Rezaie & Bagheri, 2014). In addition, among to empowerment” goal
are enhancement of workers’ satisfaction, decrease of worker” turnover and unskilled labour (Lan & Chong, 2015).
Increasing effect of empowerment application has emerged different approaches which are separated in sub
dimension. These approaches have contributed to organizational power (Menon, 2001). Psychological
Empowerment that is one of the empowerment’ dimensions is defined that “ a process of enhancing feelings of self-
efficacy among organizational members through the identification of conditions that foster powerlessness and
through their remove by both formal organizational practices and informal techniques of providing efficacy
information.” (Spreitzer & Doneson, 1994). This literature suggests that perception is an important factor affecting
the attitudes and behavior of organizational members (Mahama & Cheng, 2013). In addition, Spreitzer and Quinn
(1995) asserted that supporting employee and to have the freedom to use initiative at certain points are to need
(Arogundade and Arogundade, 2015). At same time, as people are psychologically empowered, their attitude,
cognition and behavior may change positively in value orientation, increased patriotic actions, peaceful and
developing society (Oladipo, 2009). Thomas and Velthouse (1990) have defined empowerment more broadly, as
increased intrinsic task motivation manifested in a set of four cognitions reflecting as individual's orientation to their
work role: meaning, competence (this term is synonymous words with Conger and Kanungo's (1988) “self-efficacy”),
self-determination and impact (Srivastava & Sing , 2008). Examining several studies concerning psychological
empowerment as well, Spreitzer (1995), one of the experts are, refers to similar definition as a process of
psychological state and has revealed in four cognitions as meaning, impact, competence, and self-determination
(Tastan, 2013).

Meaning as a first dimension is the value of a work goal or purpose, judged in relation to an individual’s
own ideals or standards (Thomas & Velthouse, 1990). Therefore, individual's value system is very important by
virtue of a fit between the requirements of a work role and beliefs and behaviors. Secondly, impact is the degree to
which an individual can influence strategic, administrative or operating outcomes at work. This dimension enables
to workers by making possible to participation of them when taking shape their own organizational system (Rawat,
2011). Employees who are awared of their own impact over outcomes related to activities is to feel psychologically
empowered (Arslantas, 2008). Thirdly, competence refers to self-efficacy or the belief in ability to successfully
perform tasks. This situation provides to feeling of confidence on employees. Finally, self-determination indicates
the freedom of employees to choose how they carry out their tasks. Furthermore, this dimension gives an opportunity
including to resolution process, participating to organizational activity and also delegating to check these activities
(Spreitzer, 1995).

According to some studies, organizational climate is an important antecedent of innovation (Fischer & Farr,
1985; Kanter, 1983; Ekvall, 1983) and innovative organizations achieve a climate conducive to innovative behaviors
in all their parts not just in segregated units. In this context, even though some assumptions that creativity and
innovativeness are spontaneousness behaviors and not leave personality and character out of creativity and
innovativeness, empowerment, especially psychological empowerment, is an important construct because it offers
the potential to positively influence outcomes that benefit individuals and organizations. Indeed, when Spreitzer
described innovation, she stated that the most important outcome of the psychological empowerment model within
which he included locus of control, self-esteem, information-sharing and rewarding (Spreitzer, 1995).

Psychological empowerment provides instinct motivation to individuals and as an indication of this result
psychologically empowered individuals feel themselves as competent. They have self- belief in point of able to
influence their jobs and work environments in meaningful ways, facilitating proactive behavior, showing initiative,
and acting independently. The individuals with this perception feel themselves more empowered, increase their
efficiency and productivity within the organization (Kahreh, et. al, 2011). Thus, they can be more creative, innovative
and novel and as a result, they become the source of new ideas and innovation. In this case, psychological
empowerment and innovative work behavior turn into enormously important each other since the feeling of
psychological empowerment realize the continuous flow of innovative work behavior (Spreitzer, 1995; Thomas &
Velthouse, 1990).
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On the other hand, individuals need to feel psychologically empowered to discover innovations such a new
product, process and service. When considered from this aspect, psychological empowerment can provide them
willing to be innovative, but they also need to creative climate within organization in order to the awareness of
requirement of innovation and move into action (Deci & Ryan, 1987). As given employees’ enough time, shared with
information them about work without violate privacy policy and resource, so it makes a positive impact on the
perception of employees’ self-sufficiency, work satisfaction, confidence and the meaningfulness of work. In addition,
the strength of relationship within organization may depend on the level of psychological empowerment. Because
surrounding climate of organization can be seen as various aspects of the psychological atmosphere. It may be
accepted that climate is affected from individuals as the vice versa case. As previously stated, psychological
empowerment effects on positively creative climate, due to the fact that climate conveys expectations about which
behaviors and attitudes. As a result, high perception of creative climate within organization is necessary for
innovative work behavior for improve current product, services or processes, or trying to think about current work
processes, product or services in alternative ways.

In sum, it is tried to explain the relationship among three variables with this study that creative climate is
more effective in engendering innovative behavior under conditions of high psychological empowerment than under
conditions of low psychological empowerment.;

Hypothesis 3. The relationship between creative climate and innovative work behavior is mediated by
psychological empowerment.

3. Methodology
3.1. Research Design

The proposed conceptual model guiding this research is depicted in Fig. 1.

Psychological
Empowerment

Creative / \ Innovative Work

Behavior

Climate S

Figure 1. Proposed Model

3.2. Research Aim

In this study it is aimed to identify the mediating effect of psychological empowerment on the relationship
between creative climate and innovative work behavior. To test the hypothesized relationship, a field survey using
questionnaires was conducted.

3.3. Sample and Data Collection

The questionnaire consisted of three parts and demographics. As general, respondents in this study were
employees who work as engineers, architects and designer of both public agency and private sector in the Turkey.
Especially, the reason for selecting this profession is available of creativity and innovativeness rather than
monotonous job.
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Survey data were collected during April 2016. Employees were invited to participate in the survey via an e-mail.
A link was included in the e-mail which allowed employees to respond voluntarily to an online questionnaire. In
addition, a total of 90 questionnaires distributed by hand for some respondents. Totally, 257 of the employees
returned the questionnaire. However, questionnaires obtained from 16 employees are eliminated because of missing
or inconsistent data. Finally, data obtained from those 241 were analyzed through the SPSS statistical program and
hypothesis were tested trough statistical analyses.

3.4. Measures

In order to measure “creative climate”, it was used KEY scored on numerical scale which comprises of 78-item.
This scale was developed by Teresa Amabile and item ratings form 8 environment scales and 2 outcome scales. For
this study, 22 items from KEY scale were used to measure creative climate. Each component was measured by two
or three items on a 5-point Likert-type scale (from strongly agree to strongly disagree). The higher score means that
perception of higher degree of creative climate within organization.

The psychological empowerment scale, a 12-item scale, was developed by Spreitzer (1995) and was composed of
four subscales: meaning, competence, self-determination, and impact. Each component was measured by three items
on a 5-point Likert-type scale (from strongly agree to strongly disagree). The higher score means that employee’s
perception of higher degree of psychological empowerment.

The innovative work behavior scale was composed of 10-item. It was developed by Jong and den Hartog (2010).
Each component was measured on a 5-point Likert-type scale (from strongly agree to strongly disagree). Similarly,
the higher score means that employee’s higher degree of innovative work behavior.

4. Findings
4.1. Factor Analysis and Reliability of the Scales

All three scales were applied both factor analysis and reliability testing using data collected in this study. For all
three instruments, initially, the Kaiser-Meyer-Olkin measure of sampling adequacy was at least .800, above the
recommended value of .600 and Bartlett’s test of sphericity was significant (p value = .000). Secondly, in order to
measure internal consistency (reliability), it was used Cronbach’s Alpha statistic. All the measuring instruments was

greater than 0.80. The results of factor and reliability analysis are shown on the Table 2.

Table 2.
The summary statistics of survey (N=241)
Number of Cronbach’s
Factor items KMO Alpha(a) p value
Creative Climate 22 0.873 0.880 .000
Innovative Work Behavior 10 0.883 0.900 .000
Psychological Empowerment 12 0.847 0.893 .000

KMO: Kaiser-Meyer-Olkin Test

4.2. Analysis and Results

As mentioned about, in the main hypothesis for this study, the relationship between creative climate and
innovative work behavior is mediated by psychological empowerment is proposed. In this context, Table 3 reports
the means, standard deviations and correlations of all variables. In general, results shows that there are significant
correlations as statistically among all variables on a middle level of research model. Firstly, “creative climate” has
positive significant relationship with innovative work behavior (r=0,558; p<.01), has positive significant relationship

with psychological empowerment (r=0,658; p< .01). Next, “innovative work behavior” has positive significant
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relationship with creative climate (r=0,558; p< .01), has also positive significant relationship with psychological
empowerment (r=0,660; p< .01). Finally, “psychological empowerment” has positive significant relationship with

creative climate (r=0,638; p< .01), has positive significant relationship with innovative work behavior (r=0,660; p<
.01).

Table 3.
Means, Standard Deviations, Correlations of Variables
Mean SD 1 2
1. Creative Climate 3.5 0.61
2. Innovative Work Behavior 4.05 0.62 ,558**
3. Psychological Empowerment 4.01 0.63 ,638** ,660%*

N=241; * p < 0.01

Afterwards, regression analyze was conducted in order to test mediation effect of psychological empowerment.
To test this relationship, Baron & Kenny’s (1986) method was used and the following assessments were performed.
Initially, in the first step, creative climate’s as an independent variable effect on the suggested mediating variable,
psychological empowerment, was examined. In the second step, mediating variable’s significant effect on innovative
work behavior as dependent variable was analyzed and independent variable’s significant effect on dependent
variable was analyzed. In the final step, by including the mediating variable in the analyses, the effect of independent
variable on dependent variable was tested. According to all three steps, the results of the regression analysis can be
interpreted from Table 4.

Table 4.
The Mediating Role of Psychological Empowerment
R B t F-value p value
Model (1)~ Creative Climate. 558 564 10.384 107.386 000
(Independent variable)
Model (2) Psycbologlcal 'Empowerment 660 676 13.536 183.213 000
(Mediator variable)
Model (3) Creative Climate
(x) .683 499 8.306 103.820 .000

Psychological Empowerment

Dependent Variable: Innovative Work Behavior, * p< 0.05

According to first step in the model 1, when ignoring psychological empowerment as the mediator variable, the
result indicated that there was a significant and positive relationship between innovative work behavior and creative
climate (1= 0.564; p<0.05). Thus, first hypothesis (H1) was supported and confirming to first step. In the second step
of the model 2, regression analysis was conducted in order to test whether the suggested psychological variable as
the mediating variable had an effect on the dependent variable. The result revealed that psychological empowerment
had a significant and moderate effect on innovative work behavior ($1= 0.676; p<0.05). In that case, second
hypothesis (H2) was fully confirmed. In the final step of the model 3, it was expected that in case of inclusion of the

suggested mediating variable in the analysis, the effect of the independent variable on the dependent variable must
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be lower when the mediating variable is included. With the inclusion of psychological empowerment in the analysis,
the effect of creative climate on innovative work behavior declined (p1= 0.499; p<0.05) with respect to the case while
psychological empowerment was not in the analysis (B1= 0.564; p<0.05). In the study it was found that psychological
empowerment was a partial mediator between creative climate and innovative work behavior.

5. Conclusion, Discussions And Suggestions

In this study, the relationship between creative climate and innovative work behavior is mediated by
psychological empowerment is tested. According to results of statistical analyses, it is found that, all variables of the
research model have significant relationship between each other. The regression analyses report that, creative climate
effects on innovative work behavior and psychological empowerment is a mediator variable within this relationship.
As consistent with our expectations and previous research, all of four components of psychological empowerment
are also found to be significantly as statistically and positively related to innovative work behavior. This relationship
which is strongly and positively associated with innovative work behavior is logical. Because, as many researchers
have defined empowerment more broadly, as increased intrinsic task motivation manifested in a set of four
cognitions reflecting as individual's orientation to their work role (Srivastava, Sing, 2008 ;Conger and Kanungo, 1988;
Thomas and Velthouse,1990; Sprietzer, 1995). Thus, these findings supported to previous literature. Especially, when
we examine current relationship among variables in our model, we show that components of psychological
empowerment effect on innovative work behavior of employees. The reason for this effect, psychological
empowerment has a crucial role in improving innovative work behavior. Because, as it is expected that creative
climate is a precondition in order to uncover new things (product, process, etc.). However, perception of
psychological empowerment will be supported creative climate within organization. Because, employee needs to
believe in ability to successfully perform tasks. Thus, feeling of confidence on employees increases. Employees who
are confident to himself act more easily comparison with opposite situation in point of opportunity exploration and
idea generation. Especially, if a work goal or purpose is valuable for employees, they can be more creative and
innovative in order to look for new ways. Because, employee gets a chance to apply own ideas or standards. For this,
it is important that employee feels competent himself. So, employees should be promoted. At same time, as meaning
of work increases, they show more innovativeness.

According to other findings of this study, when employees have self-determination in point of making decision
for instance work methods, procedure, time and effort (component of self-determination of psychological
empowerment) they feels to empowered themselves and this result leads to be more innovativeness. Thus, freedom
of employees to choose how they carry out their tasks is empowered them in order to explore, generate, promote
and apply.

However, component of impact has less effect on innovative work behavior. The reason for this can be because
of they cannot influence strategic, administrative or operating outcomes at work. Another reason for this result, it
can be that employees do not get feedback from organization and they do not feel that they do have impact. So, this
result can be researched in future studies.

6. Limitations

Despite these promising results, the current research has some limitations. The largest limitation of the current
research is that by assuming all employees who were at the same level were measured. However, each of them has
different responsibility. In addition, it was ignored employee’ personal characteristics which have an important role
in empowerment perception. Because of this, in future researches, it can be added personality based on scales. As
mentioned before, the current research performed employees of private sector who lived in Istanbul. The next
research may be applied in another city for employees of other sector. Nevertheless, these findings in the current
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research are valuable as it was tried to explain innovative work behavior, creative climate, psychological

empowerment and relationship between them.
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