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ARTICLEINFO

Bu ¢aligmanin amaci, ¢oklu kusak teorisine dayanarak Tiirkiye’ de farkl kusaktaki is gorenlerin
is glivencesizligi ve is-aile ¢atismasi algilarina gore farklilasip farklilasmadigini tespit etmektir.
Bu amag dogrultusunda olusturulan iki hipotez Istanbul ilinde faaliyet gésteren alti farkli vakif
iiniversitesinden 335 akademisyenden elde edilen verilere ANOVA analizi uygulanarak test
edilmigtir. Uygulanan analizler sonucunda, Y (1980-1995) ve X kusagina (1966-1979) mensup
akademisyenlerin is giivencesizligi algisinin bebek patlamasi (1945-1965) kusagina mensup
akademisyenlerin is giivencesizligi algisindan daha fazla oldugu tespit edilmistir. Is-aile
catismast algis1 bakimindan ise Y, X ve bebek patlamasi kusagina mensup akademisyenler
arasinda anlamli bir fark bulunmadigi sonucuna ulasimustir. Dolayisyla, olusturulan iKi
hipotezden, yalnizca biri kismen desteklendigi igin, ¢oklu kusak teorisinin Tiirkiye ornekleminde
gegerliliginin tartismali oldugu iddia edilebilir.
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Drawing on multigenerational theory, the purpose of this study is to investigate whether
academicians from different generations differentiate in their perceptions of job insecurity and
work-family conflict. Fort his purpose, two hypothesis were tested by applying ANOVA analysis
to data collected from 335 academicians working in six different private universities in Istanbul.
The results of the hypothesis testing indicate that, academicians from generation Y (1980-1995)
and X (1945-1965) perceive higher level ol job insecurity than Baby Boomers. However, there
are no significant differences among Generation Y, Generation X and Baby Boomers with
regard to work-family conflict perceptions. Since, only one of the hypothesis is partially
supported, it can be assessed that, the generalizability of multigenerational theory to Turkish
context is controversial.
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1. GIRIS

Yonetim ve organizasyon literatiirlinde kusaklar
arasindaki  farkliliklarmn  iggiicii ~ stratejilerinin
tasarimi tizerinde nasil etkili olabilecekleri halen bir
tartisma  konusudur (Jorgensen, 2003). Insan
kaynaklar1 uzmanlari, yoneticiler ve akademisyenler
organizasyonlarin farkli kusaklara ait is gdrenlerin
nasil  bir  arada calistirilabilecegine ve
yonetilebilecegine  gittikce daha fazla ilgi
duymaktadirlar. Bu ilginin kaynagi ise, farkl
kusaklardaki is gorenlerin ¢alisma yasamina dair
alg1 ve inanglari, ig degerleri, is ile ilgili beklentileri
ve hedefleri hakkinda farkliliklar oldugu kanisidir
(Cennamo & Gardner, 2008). Kusak, benzer tarihsel
zaman araliginda dogan ve buna bagli olarak
tarihsel donemin sosyal, kiiltiirel, politik ve
ckonomik sartlar1 tarafindan sekillenen benzer
inang, tutum, deger ve beklentilere sahip olan insan
toplulugu olarak tanimlanmaktadir (Kupperschmidt,
2000). Tarihsel donemin sosyal, kiiltiirel, politik ve
ekonomik sartlar1 sonucu olusan yasam deneyimleri
bir kusagi digerinden ayrima egilimi gostermektedir
(Jurkiewicz & Brown, 1998).

Bu baglamda, bugiin isgiiciinde ii¢ farkli kusaktan
insanlar bir arada ¢aligmaktadir. Bu kusaklar bebek
patlamasi kusagi, X kusagi ve Y kusagidir (Smola
& Sutton, 2002). S6z konusu kusaklarin is hayatina
ve organizasyona yonelik algilarinin, tutumlarinin
ve degerlerinin farklilik gosterebilecegi
varsayllmaktadir. Bu farkliliklar ise is hayatinda
o6nemli ¢atigsma ve zorluklara sebebiyet verdiginden,
farkli  kusaklardaki calisanlarin etkili sekilde
yonetilmesi i¢in her kugaktan galisanin beklenti,
istek ve egilimlerine uygun insan kaynaklari
yonetimi politikalart ve stratejileri gelistirilmesi
gerektigi iddia edilmektedir (Giirbiiz, 2015).

Kusak farkliliklar1 ile is ve organizasyona dair
tutumlarin ve degerlerin iligkisini inceleyen birgok
ampirik ¢aligma bulunmaktadir. Bu c¢alismalarda
farkli kusaklardan c¢aliganlarin is-organizasyon
uyumu (Cennamo & Gardner, 2008), is tatmini
(Benson & Brown, 2011; Giirbiiz, 2015), isten
ayrilma niyeti (Benson & Brown, 2011), orgiitsel
baglilik (Benson & Brown, 2011; Cennamo &
Gardner, 2008; Costanza, Badger, Fraser, Severt, &
Gade, 2012; Giirbliz, 2015), is ahlaki degerleri
(Meriac, Woehr & Banister, 2010; Twenge, 2013;
Eris, Ozer, Ozmen, Cakir & Tozkoparan, 2013;
Giirbiiz, 2015), tikenmislik diizeyi (Leiter, Price &
Laschinger, 2010; Lu & Giirsoy, 2016) gibi
degiskenlere  gore farklilagip farklilagmadigi
arastirllmistir.  Ancak farkli iilkelerde, farkli
orneklem hacimleri ile yapilan bu ampirik

calismalarin ~ sonuglar1  birbirinden  farklilik
gostermektedir. Ornegin Benson ve Brown’ un
(2011) Awvustralya’ da yaptigi caligmada bebek
patlamast kusaginin i tatmininin X kusagina gore
daha fazla oldugu tespit edilmisken, Giirbiiz’ in
(2015) Tirkiye’ de yaptigi ¢alismada is tatmini
acisindan kusaklararast anlamli bir fark tespit
edilmemistir. S6z konusu ¢aligmalarin sonucundaki
farkliliklarin  nedeni ise, Orneklem farklilig:
haricinde Kuzey Amerika’ nin is ve toplumsal
kiiltiriic esas alinarak yapilmis olan kusak
simiflandirmasimnin  farkli  kiltiirler ig¢in  gegerli
olmayabilecegi goriisiine dayandirilabilir (Giirbiiz,
2015).

Ote yandan, farkli kusaktan is gorenlerin yukarida
bahsedilen organizasyona dair tutumlar ve degerlere
gore farklilik gosterip gostermedigini arastiran
calismalar haricinde farkli kugaktan ¢aliganlarin is
ile ilgili algilariin farklilasip farklilagsmadigini
aragtirmaya yonelik yapilmis ampirik ¢alisma sayisi
olduk¢a azdir. Bununla birlikte, son yillarda farkli
kusaktan is gorenlerin is ile ilgili algilarindan
ozellikle is giivencesizligi algisi ve ig-aile ¢atigsmasi
algisina gore farklilagip farklilasmadigint tespit
etmeye yonelik bazi ampirik ¢aligmalar yapilmistir.
S6z konusu ampirik calismalarin tamami ise
Tirkiye disinda yapilmustir.

Sturges ve Guest’ in 2004 yilinda Ingiltere’ de 280
caligan lizerinde yaptiklar1 c¢alismada is-aile
catigmasi algisinin kusaklara gore farklilik gosterip
gostermedigi arastirilmistir. Caligmanin sonucuna
gore Y kusagmin is-aile catismasi algisinin X
kusagi ve bebek patlamasi kusagina gore daha
diistik oldugu tespit edilmistir (Sturges & Guest,
2004). Beutell’ in 2013 yilinda ABD’ de 3502
calisan lizerinde yaptig1 ¢alismada is-aile ¢atigmast
algisinin farkli kusaklara gore degiskenlik gosterip
gostermedigi arastirilmigtir. Caligmanin sonucunda
gore, Y kusagimin is-aile catigmasi algisinin X
kusagi ve bebek patlamasi kusagina gore daha
diistik oldugu tespit edilmistir (Beutell, 2013).
Bunlardan Buonocore ve digerlerinin 2015 yilinda
Italya’ da 214 ¢alisan iizerinde yaptig1 arastirmada
farkli kusaktaki is gérenlerin is giivencesizligi ve is-
aile  catismast  algillarma  gore  farklilasip
farklilagmadigi arastirilmis ve ¢alismanin sonucuna
gore Y kusaginin X kusagr ve bebek patlamasi
kusagina gore is gilivencesizligi algisinin daha
yiiksek oldugu ve ayrica Y kusaginin X kusagi ve
bebek patlamasi kusagina gore is-aile g¢atigmasi
algillarinin  daha diisik oldugu tespit edilmistir
(Buonocore, Russo & Ferrera, 2015).

Is gorenlerin is giivencesizligi ve is-aile gatisma
algilarinin  ait olduklar1 kusaklara gore degisim
gosterip gostermemesi oldukca yeni bir arastirma
konusu olup Diinya’ da Tiirkiye’ de dahil olmak



Ozgiir Atilgan |3

lizere sadece dort ililkede incelenmistir. S6z konusu
konu ile ilgili Tiirkiye kapsaminda 2015 yilinda
Muzaffer Aydemir ve Sait Ding’ in “Is-Yasam
Dengesi Arayisinda Kusak Farkliliklarinin = ve
Kusaklarin Is Degerleri’ nin Etkisi Uzerine Bir
Model” baglikli ampirik ¢alismasinda “kusak” ve
“is-yasam dengesi” degiskenleri arasindaki iligki
yapisal esitlik modeli ile test edilmis ve ¢aligmanin
bulgularina gore X ve Y kusaklarinin  “Bebek
Patlamas1” kusaklarina gore daha yiiksek ig-yasam
dengesine sahip olduklar1 tespit edilmistir. Bu
calisma haricinde ise 2016 yilinda Kaniye Oya
Salap” 1 “ Calisma Yasaminda Kusaklar:
Kusaklarin Is ve Ozel Yasam Dengesine Iiliskin
Yaklagimlar1” baglikli yiiksek lisans caligmasinda
nitel analiz teknikleri uygulanmig ve sonug olarak
farkli kusaklarin is ve 6zel yasam dengesine iliskin
yaklagimlar1 agisindan farklilik bulunmamustir.
Dolayistyla, ozellikle Tiirkiye’ de farkli kusaklarin
is ile ilgili algilart {izerine ampirik ¢alisma
yapilmasina ihtiya¢ oldugu gézlemlenmektedir. Bu
baglamda, bu c¢alismanin amaci, ¢oklu kusak
teorisine dayanarak Tirkiye’ de farkli kusaktaki is
gorenlerin i giivencesizligi ve is-aile c¢atigmast
algilarina gore farklilagip farklilasmadigini tespit
etmektir. Boylece c¢oklu kusak teorisinin s
giivencesizligi ve ig-aile catigmast algist baglaminda
Tirkiye 6rneklemi i¢in gegerliligi sinanacak ve séz
konusu konu ile ilgili mevcut literatiire katkida
bulunulmaya cahsilacaktir. Ote yandan, bu
arastirmanin sonuclarinin basta insan kaynaklari
uzmanlar1  olmak  ilizere, her kademeden
yoneticilerin kusaklar arasindaki farkliliklarmn is ile
ilgili algilarint kesfetmelerine ve farkli kusaktan is
gorenler igin uygun insan kaynaklari stratejileri
yaratmalarina katkida bulunabilecegi
ongoriilmektedir.

2. TEORIK CERCEVE VE HIPOTEZ
GELISTIRME

2.1. Coklu Kusak Kavrami

Kusak kavramimin sosyal bilimlerde yer almasi
Mannheim’ 1 1952  yilindaki ¢aligmasiyla
baglamistir. Mannheim, yaklagik olarak ayni zaman
diliminde dogmus bireylerin iginde bulunduklar
donemin ekonomik, sosyal, siyasal ve teknolojik
konjonktiirtinden etkilenmesi sonucu baska zaman
diliminde dogmus bireylerden ayirt edici ortak
paylasimlar1 oldugunu 6ne siirmektedir (Mannheim,
1952). Bu baglamda kusak, benzer tarihsel zaman
araliginda dogan ve buna bagli olarak tarihsel
donemin sosyal, Kkiiltiirel, politik ve ekonomik
sartlar1 tarafindan sekillenen benzer inang, tutum,
deger ve beklentilere sahip olan insan toplulugu
olarak tanimlanmaktadir (Kupperschmidt, 2000).
Coklu kusak teorisi ayn1 kusaga ait olan bireylerin

ozellikle hayatlarin1 bigimlendiren erken olgunluk
doneminde sahit olduklar1 tarihsel olaylarin ortak
anilarini paylastiklar i¢in ortak bir diinya goriisiinii
paylasabileceklerini iddia etmektedir (Rhodes,
1983). Coklu kusak teorisinin savunuculari, farkli
tarihsel donemlerde yetisen bireylerin farkl
inanglar1, degerleri, tutumlart ve beklentilerinin
olabilecegini ve tim bu farkliliklarin isyerindeki
davranislarin1 da etkileyebilecegini 6ne siirmektedir
(Inglehart, 1997). Farkli kusaklara ait is gorenlerin
ig ortamm tercihleri ve motivasyon T{zerindeki
etkilerinin anlagilmasi ise alim, i goren degisimi, is
goren egitimi ile ilgili alinan kararlar i¢in de biiyiik
onem tasimaktadir (Glass, 2007). Her kusagin
deger ve tercihlerindeki farkliliklarin  ihmal
edilmesi, is yerinde ¢atismaya, yanlis anlasilmaya,
iletisim bozukluguna ve is goren mutlulugunun
azalmasina yol agabilmektedir (Wong, Gardiner,
Lang & Coulon, 2008).

Bununla birlikte literatiirde ¢oklu kusak
teorisine {i¢ 6nemli elestiri getirilmistir. Bunlardan
ilki kusak kavrami ile iligkili olan yas (kisinin
olgunlagmasiyla olusan farkliliklar), tarihsel donem
(belirli zaman araliginda gergeklesen olaylardan
dolayt olusan farkliliklar) ve kohort (yasamin
benzer zorluklarmi tecriibe etmis kisilerin
olusturdugu gruplardan kaynaklanan farkliliklar)
degiskenlerinin i¢ ice gecmis olmasidir. Ozellikle
yas degiskenini kusak kavramindan ayristirmak
oldukca zordur. Kisiler yas aldikca, is ile ilgili
algilar1 ve ise kars1 olan tutumlart farklilagsmaktadir
(Smith & Schwartz, 1997). Kusak teorisine getirilen
ikinci Onemli elestiri ise bu teorinin genelleme
yaparak benzer zaman diliminde dogmus ve énemli
benzer tarihsel olaylar1 (Biiyiik Buhran gibi) tecriibe
etmis tim bireylerin is ile ilgili benzer algi, deger,
tutum ve davraniglara sahip olmasint beklemesidir.
Bu elestiriye gore, bireyler, benzer tarihsel olaylart
farkli sekilde tecriibe edebilir (Giancola, 2006).
Uclincii ve son elestiri ise ¢oklu kusak teorisinin
ABD menseili kusak smiflandirmasina dayandigi
icin farkli tarih, sosyal ve ekonomik olaylar1 tecriibe
etmis farkli toplumlara mensup bireyler i¢in gecerli
olamayabilecegidir. Yine de tiim bu elestirilere
ragmen, literatiirde ¢oklu kusak teorisinin test
edildigi ampirik c¢aligmalarin tamaminda kusak
siiflandirmasi yapilirken ABD kokenli
simiflandirma esas alinmaktadir (Costanza &
Finkelstein, 2015).

Bu ¢aligmada da literatiir ile uyumlu olacak sekilde
ABD kokenli siniflandirma esas alinmistir. ABD
kokenli siniflandirmada kusaklar kronolojik olarak
bes grupta toplanmustir. Birinci kusakta yer alanlar
sessiz kusak olarak tanimlanmaktadir. Sessiz
kusak, ikinci Diinya Savasi’indan dnce (1925-1944)
dogan bireylerin ait oldugu kusak olarak
isimlendirilmektedir. Tkinci kusakta yer alan
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bireyler ise Bebek Patlamasi kusagi olarak
isimlendirilmekte ve Ikinci Diinya Savasi’min
sonlanmasi ile 1960’11 yillarin ortasi arasinda gegen
1945-1965 yillar1 arasinda dogan bireylerin ait
oldugu kusak olarak tamimlanmaktadir. Ugiincii
kusak ise X kusagi olarak tanimlanmakta ve 1960’
It yillarin ortas1 ile 1970 1i yillarmm sonu (1966-
1979) arasinda dogan bireylerin ait oldugu kusak
olarak nitelendirilmektedir. Y kusagi ise, dordiincii
kusak olarak 1980° 1i yillarin bagi ile 1990 I

yillarin  ortast  (1980-1995) arasinda dogan
bireylerin ait oldugu kusak olarak
tanimlanmaktadir. 1990’11 yillarin  ortalarindan

sonra doganlar ise Z kusagi olarak tanimlanmakta
ve kronolojik olarak coklu kusak teorisindeki son
kusagi olusturmaktadir (Arsenault, 2004). Tiirkiye’
deki calisma kosullar1 g0z Oniinde
bulunduruldugunda ise, sessiz kusaga ait is
gorenlerin ¢gogunun emekli oldugu, Z kusaginin ise
is hayatina yeni atildig1 goriilmektedir. Dolayisiyla
bu calisma kapsaminda Bebek Patlamasi kusagi
(1945-1965), X kusagr (1966- 1979) ve Y kusagi
(1980-1995) incelenecektir (Giirbiiz, 2015).

2.1.1. Bebek Patlamast Kusagr (1945-1965):

Ikinci Diinya Savasi sonrasinda yaklasik 1 milyar
bebegin diinyaya gelmesi nedeniyle ortaya c¢ikan
asir1 niifus artigindan dolayt 1945-1965 yillart
arasinda doganlar bebek patlamasi kusagi olarak
anilmaktadir. 1945-1965 yillar1 arasinda doganlar
bireyler, ¢cogunlukla iki ebeveynli ailelerde, giivenli
okullarda ve savag sonrast doneminin is giivencesi
ortaminda yetistiler (Giirsoy, Maier & Chi, 2008).
Bebek patlamasi kusagmin tercih edilen i
Ozellikleri arasinda uzun saatleri kapsayan g¢alisma
temposu, kendi kendini motive etme, iskoliklik,
ayni is yerinde uzun siire ¢alisabilme, is verenlere
kargt sadakat, oOrgiite adanmishik, basar1 igin
fedakarlik, takim c¢alismasin1 Onemseme, siire¢
odakli olma, iyimserlik, idealistlik, diiriistliik ve
sadakat gibi pozitif is tutumlart vardir (Appelbaum,
Serena & Shapiro, 2005). Bununla birlikte, bebek
patlamast kusagiin teknolojiyi kullanmada geri
kaldigi ve degisime direng gosterdigi One
stiriilmektedir (Jurkiewicz & Brown, 1998).

2.1.2. X Kusag (1966-1979):

X kusagr ise ekonomik, ailesel ve toplumsal
giivencesizligin hiikiim siirdiigti, hizl1 degisimlerin
yasandigr ve saglam geleneklerin eksik kaldigi
sartlarda yetistigi igin bireyciligi kolektivizme
tercih etmeye meyillidir (Karp, Sirias & Arnold,
1999).  Ozellikle, 1980° li yillarin ekonomik
sartlarinda ebeveynlerinin isten ¢ikarilmalarina
sahit olan X kusagi, ¢alistiklar1 organizasyona karsi
kuskuyla bakt1 ve bebek patlamasi kugaginin aksine
tiim hayatlarini1 ¢alismaya adamaktansa, is hayat ile

6zel yasamlarini dengelemek istedi. (O’ Bannon,
2001). X kusagmin genel o6zellikleri teknolojiyi
yeterli diizeyde kullanmalari, problemlere pratik
¢cOziimler bulabilmeleri, degisime direng
gostermemeleri, aym1 anda birden c¢ok gorev
ustlenebilmeleri, rekabete  aliskin  olmalari,
calistiklar1 sirketten cok beraber calistiklart is
gruplarina bagh olmalari, hiyerarsiden
hoslanmamalari, liyakata kidemden daha fazla itibar
etmeleri ve gayri resmi ig sdzlesmelerini tercih
etmeleridir (Jennings, 2000).

2.1.3. Y Kusag1 (1980-1995):

Y kusagi su an aktif is yasamindaki en geng
kusaktir. Y kusagi, cep telefonlari, internet, lazer
cerrahisi  gibi ileri  teknoloji  kullaniminin
yayginlastig1 bir donemde yetismis ve adeta kablolu
bir diinyada 24 saat c¢evrimi¢i yasamaktadir
(Zeeshan & Iram, 2012). Bu kusak, etnik ve irksal
cesitlilige aligkindir. Ekonomiye dair belirsizlik ve
diinyanin  ¢esitli  yerlerinde terér olaylar1 Y
kusaginin aklina kazmmmistir. Y kusagi “helikopter
ebeveynler” tarafindan yetistirildigi igin,
ebeveynleri Y kusaginin egitiminden is sahibi
olmasina kadar hayatlarinin her alaninda siirekli
etraflarinda pervane olmustur (Downing, 2006).
Ayrica X kusagma benzer sekilde Y kusaginin
ebeveynleri arasinda da bosanma olayr siklikla
goriildiigiinden, Y kusagi da kurumlara kusku ile
bakmaktadir. Y kusagi biirokrasi ve kurallarin kati
olmadig isleri tercih etmekte, is yerinde seffaf ve
katilimc1 bir yonetim tarzin1 benimsemekte, takim
caligmasina O6nem vermektedir (Sessa, Kabacoff,
Deal & Brown, 2007). Ayrica, Y kusagi, is yerinde
stirekli kendilerini gelistirmek ve giinliik geri
bildirim almak istemekte, is gilivencesine
inanmamakta, i yasam dengesine dnem vermekte
ve zorunlu kaldiklar1 durumda bebek patlamast
kusaginin aksine ailelerini ve arkadaslarini ise
tercih etmektedirler (Parry & Urwin, 2011).

2.2. Kusak Farkhliklari ve is Giivencesizligi
Algisi

Is giivencesizligi algisi, is gorenlerin islerini
kaybedebileceklerinden endige duymalart ve bu
durumda bir seyler yapma konusunda kendilerini
glicstiz hissetmeleri demektir (Silla, De Cuyper,
Gracia, Peiro & De Witte, 2009). Is giivencesizligi,
ekonomik kiiglilme nedeniyle meydana gelen
personel sayisinda daralmaya gidilmesi gibi
istikrarsiz istthdam diizenlemelerinin ya da yapisal
ve stratejik degisimlerin sonucunda olugmaktadir
(Ashfold, Lee & Bobko, 1989). Is giivencesizligi,
mevcut igin gelecekte kaybedilmesi ile ilgili bir
korkuyu yansitmakla birlikte illa isin kaybedilecegi
anlamina gelmemektedir (Greenhalgh & Rosenblatt,
1984).
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Is giivencesizligi algisi, ayn1 zamanda is giiciinde
kusaklararas1 farkliliklarla da iligkili bir alandir
(Sweet, 2007; Wong vd., 2008). Mevcut ekonomik
tiirbiilanslar, her kusaktan caliganlar i¢in endise
verici olsa da (bebek patlamasi kusagi icin
emeklilik kosullarinin belirsizligi, X kusagi i¢in
maas artiglarindaki ve kariyer ilerlemesindeki

belirsizlikler), kuskusuz Y kusagt ekonomik
darbogazin olasi en Kkotii sonuglarina maruz
kalmaktadir. Ornegin 2013 yilinda yapilan

arastirma sonuglaria gore italya’ da ortalama geng
igsizligi % 37,8 e ¢ikmustir. (Buonocore vd., 2015).
Tiirkiye® de ise Italya’daki kadar yiiksek bir geng
igsizligi olmamasina ragmen, 2018 TUIK verilerine
gore Tiirkiye’ de 24-38 yas aralifinda ortalama
igsizlik oram1 %12,5, 39-53 yas araliginda bu oran
%8,3 ve 54-64 yas araliginda ise %5,4 civarindadir
(TUIK, 2018). Tiirkiye’ de italya’dakine benzer
sekilde Y kusaginin kendinden 6nceki kusaklar gore
igsizlik oran1 daha fazladir (Coban, 2018). Bu
nedenle, geng is gorenlerin kendinden Onceki
kusaklar ile karsilagtirnildiginda daha  koti
sosyoekonomik sartlara maruz kaldiklart goz
oniinde  bulunduruldugunda asagidaki hipotez
olusturulmustur.

Hi: Y kusagimn, is gilivencesizligi algist bebek
patlamas1 kusagina ve X kusagma gore daha
yiiksektir.

2.3. Kusak Farklihklari ve is - Aile Catismas:
Algisi

Is- aile catismasi, isyerinde ve aile igerisindeki
rollerin birbiriyle ¢atigmasi anlamima gelmektedir
(Greenhaus & Beutell, 1985). Is ve aile ile ilgili
literatiir tarandiginda is-aile catigmasinin en g¢ok
incelenen degiskenlerden biri olmasina ragmen,
geng is gorenler oOrnekleminde bu degiskeni
inceleyen ¢ok az ¢alisma bulunmaktadir (Sturges &
Guest, 2004). Arastirmacilar, farkli kusaktan is
gorenlerin hayatlarindaki arzu ettikleri ig-yasam
dengesi seviyesinin farklilasabilecegi konusunda
hemfikirdir (Hershatter & Epstein, 2010). 2004
yilinda yayimlanan Times dergisinde “ Bana sadece
para ve araba verme, diziistii bilgisayar ve bos bir
Cuma 06gleden sonrasi da ver” basliklt makale geng
is gorenler i¢in bos zaman ve genel olarak c¢alisma
haricindeki vaatlerin 6nemini gozler dniine sermistir
(Ayudhya & Lewis, 2011). Benzer sekilde A.B.D’
deki lisans 6grencileri arasinda yapilan bir arastirma
(Universum Incorporated, 2008), Y kusagima ait is
gorenlerin X ve bebek patlamasi kusagindaki is
gorenlere gore ig ve is disi rolleri arasinda uyum
saglamaya daha ¢ok caba gosterdiklerini ortaya
koymustur. Cogu durumda, gen¢ is gorenler,
sirketlerin is-yasam dengesi politikalarina yeni bir
is teklifini kabul ya da reddetme kararini

etkileyebilecek  kadar  6nem  atfetmektedir

(Buonocore vd., 2015).

Is yapmanin dogasi tiim kusaktan is gorenler igin
onemli miktarda zaman ve enerji kaybina neden
olsa da Y kusagmin is-aile catigmasini asgari
diizeye indirmede, iyi bir kariyere sahip olmak i¢in
6zel yasamdan feragat etmeleri gerektigini diisiinen
onceki kusaklara gore daha basarili olduklari dne
stiriilmektedir (Sturges & Guest, 2004). Dolayisiyla
asagidaki hipotez olusturulmustur.

H2: Y kusaginin is-aile g¢atigmasi algisi, bebek
patlamasi kusagi ve X kusagina gore daha diistktiir.

3. ARASTIRMA

3.1. Arastirmanin Orneklemi ve Veri Toplama
Siireci

Bu arastirmanin evrenini, Istanbul ilinde faaliyet
gosteren alt1 farkli vakif tniversitesinde profesor,
dogent, doktor Ogretim iiyesi, okutman, uzman,
Ogretim gorevlisi ve aragtirma gorevlisi olarak
gbrev  yapan  toplam 2510  akademisyen
olusturmaktadir. Bu baglamda, 2510 anket formu
akademisyenlerin mail adreslerine ulastirilmig ve
347 adet anket formu geri donmiistiir. Geri donen
anket formlarmndan 12 tanesinin eksik ya da
ciddiyetsiz olarak dolduruldugu tespit edildiginden
bu 12 anket formu arastirmadan ¢ikartilmis ve
toplamda 335 anket forumu ile arastirma
gergeklestirilmigtir.  Boylece, %13’lik bir geri
doniislim oranina ulasilmistir. 335 kisilik  bir
orneklem toplamda 2510 kisiden olusan arastirma

evrenini %95 giivenilirlik sinirlarinda  temsil
edebilecegi iddia edilebilmektedir.
Arastirmaya katilan akademisyenlerin  %40,3’i

(n=135) kadin ve %59,7’si (n=200) erkektir.
Katilimeilarin - %20,9’u  (n=70) Bebek Patlamasi
kusagi (1945-1965), %36,7’si (n=123) X kusag1
(1966-1979) ve %42,4’1 (n=142) Y kusag tiyesidir.
Katilimeilarin - %19,4’4  (n=65) lisans, %80,6’s1
(n=270) lisansiistii mezunudur. Katilimcilarin
ortalama yas1 38,26’dir (SS=11,6). Arastirmaya
dahil edilen akademisyenlerin %42’sinin (n=141)
aylik geliri 3001-5000 TL arasinda, %20,3’niin
(n=68) aylik geliri 5001-7000 TL arasinda,
%14,9’unun (n=50) aylik geliri 7001-9000 TL
arasinda ve %22,6 smin (n=76) aylik geliri 9000
TL’ den fazladir.

3.2. Veri Toplama Araglar1 ve Arastirmanin
Degiskenleri

Arastirmaya ait veri seti anket yoOntemi ile
toplanmistir. Anket iki bolimden olusmakta olup,
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birinci boliimde katilimcilarin kigisel bilgilerine
yonelik olusturulan demografik sorular yer alirken
ikinci boliimde aragtirmanin bagimli ve bagimsiz
degiskenlerinin 6l¢iilmesi amaciyla kullanilan ilgili
Olgekler bulunmaktadir. Arastirmada kullanilan
olcekler, 5’ 1i Likert Olcegi (1= Kesinlikle
katilmiyorum, 5=  Kesinlikle  katiliyorum)
formatinda hazirlanmistir.

3.2.1. Arastirmanin Bagimsiz Degiskeni

Kusaklar: Calismada kusaklar siniflandirilirken,
daha onceki ¢aligmalarda oldugu gibi ABD’ deki
literatiir esas alimmustir. Literatiirdeki
smiflandirmaya bakildiginda, Tirkiye’ deki ¢alisma
hayatinda bu arastirmanin yapildigit donem
itibariyle ¢ kusagin  bir arada calistigt
goriilmektedir. Dolayisiyla, ¢aligmaya katilan tiim
deneklerin dogum tarihleri g6z Oniine alinarak
literatlirdeki siniflandirma ile uyumlu olarak tiim
akademisyenler bebek patlamasi kusagi (1945-
1965), X kusagi (1966-1979) ve Y kusagi (1980-
1995) olarak ti¢ grupta toplanmustir.

3.2.2. Arastirmanin Bagimh Degiskenleri

Is  Giivencesizligi  Olgegi:  Aragtirmada  is
giivencesizligini dlgmek icin De Witte tarafindan
gelistirilen “algilanan i giivencesizligi dl¢cegi”nden
Tiirkge ’ye uyarlanan dort ifade kullanilmigtir (De
Witte, 2000). Olgek Seker (2011) tarafindan
Tiirke’ ye uyarlanmig, giivenilirlik katsayisi
(Cronbach Alpha) 0,82 olarak hesaplanmis, 6lgegin
gecerlilik analizi ise yapilmamustir. Ornek ifade:
“Samirim isten ¢ikarilacagim”. Olgekte ters ifade
bulunmamaktadir. ~ Olgegin  Cronbach  Alpha
giivenilirlik katsayisi 0,85 olarak hesaplanmistir.

Is-Aile Catismasi Olgegi: Arastirmada  is-aile
catismasini  O0lgmek i¢in Carlson, Kacmar ve
Williams tarafindan gelistirilen “ algilanan ig-aile
catismast”  Ol¢eginden (Carlson, Kacmar &
Williams, 2000) yararlanilmistir. Olgek, Morkog
(2014) tarafindan Tirkgeye uyarlanmig olup,

giivenilirlik katsayisi1 (Cronbach Alpha) 0,92 olarak
hesaplanmustir. Olgegin gecerlilik analizinde ise
dogrulayic1 faktdr analizinden yararlanigmis ve
buna gore uyum iyiligi istatistik degerlerinin
tamami 0,90’ 1n iizerinde ¢ikmustir. Ornek ifade:
“Isim, beni istedigimden daha fazla ailemle ilgili
faaliyetlerden alikoymaktadir”. Olgekte ters ifade
bulunmamaktadir.

3.3. Arastirmamin Metodolojisi ve Bulgular

Arastirmada toplanan verilerin analizi i¢in SPSS 24
ve AMOS 24 paket programlari kullanilmustir.
Olgeklerin yapisal gegerlilik analizini
gerceklestirmek icin maximum likelihood istatistigi
kullanilarak onaylayici faktdr analizi uygulanmstir.
Onaylayic1 faktor analizi ile elde edilen verilerin
aragtirmanin teorik yapisinda one siiriilen iki
faktorli modele ne derecede uydugu tespit
edilecektir. Asagida Tablo 1’ de iki faktorli
modelin uygunluk degerleri verilmistir.

Tablo 1° de gosterildigi gibi model ile ilgili
hesaplamalara bakildiginda ¥? degerinin (CMIN)
151,68 wve serbestlik derecesinin 64 oldugu
goriilmektedir. Dolayisiyla CMIN/DF degeri 2,37
dir. Bunun disinda, TLI degeri 0,917, CFI degeri
0,929 ve RMSEA degeri 0,067 dir.

Model uygunlugundan bahsetmek i¢in CMIN/DF
degerinin 2,5 tan kiiglik olmasi, TLI ve CFI
degerlerinin 0,90’ dan biiyiik olmasi ve ayrica
RMSEA degerinin de 0,07’ den kiiciik olmasi
gerekmektedir (Aish & Joreskog, 1990; Bagozzi &
Yi, 1989) Bu baglamda, arastirmada Onerilen
modelin en iyi uyum istatistiklerine sahip oldugu ve
Olgeklerin ayrisim gegerliligi kosulunu sagladigi
iddia edilebilir.

Modelin giivenilirligi ve ig¢sel tutarliligt ise
Cronbach Alpha giivenilirlik katsayisina gore
degerlendirilmigtir. ~ Asagida Tablo 2° de
aragtirmada yer alan degiskenlerin ortalama
degerleri, standart sapmalari ve Cronbach Alpha
degerlerine yer verilmistir.

Tablo 1: Modelin Uygunluk Degerleri

CMIN

151,68

DF

64

P

000

3

CMIN/DF

2.37

0917

CFI

0.929

RMSEA

0.061
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Tablo 2’ de goriildiigii gibi arastirmada kullanilan
her iki o6l¢egin de Cronbach Alpha giivenilirlik
katsayilarinin sosyal bilimler i¢in kabul goérmiis
olan 0,70 esik degerinin {izerindedir (Cronbach,
1951). Dolayisiyla, iki 6l¢egin de giivenilir oldugu
iddia edilebilir. Yine Tablo 2° de goriildigii iizere,
Y ve X kusagmin is giivencesizligi degerlerinin
birbirine yakin ve bebek patlamasi kusagindan
yiiksek oldugu anlagilmaktadir. Bununla birlikte,
her ii¢ kusagin da is-aile g¢atigmast degerlerinin
birbirine yakin oldugu goériilmektedir.

Calismada  kusaklar arasinda  algilanan  is
giivencesizligi ve algilanan is-aile c¢atigmasi
degerleri arasinda istatistiksel olarak anlamli bir
farklilik bulunup bulunmadigini tespit etmek ve
dolayisiyla aragtirmanin hipotezlerini test etmek
icin tek yonlii varyans analizi (One Way-ANOVA)
uygulanmuistir.

Ik olarak birinci hipotez test edilmis ve kusaklar
arasinda algilanan is giivencesizligi degerleri
arasinda istatistiksel olarak anlamli bir farklilik
bulunup bulunmadigi arastirilmistir. Asagida Tablo
3’ te birinci hipoteze ait tek yonlil varyans analizi
sonuglarina yer verilmistir.

Tablo 3° den anlasilacagt
giivencesizligi algisi

gibi kusaklarin i
ortalamas1 arasinda 0,10

anlamlilik diizeyinde (sig. 0,064 < 0,10) istatistiksel
olarak anlaml bir farklilik bulunmaktadir. Varyans
analizinde degiskenlere ait varyanslarin homojen
olup olmadiginin tespit edilmesi i¢in ise Levene
testi uygulanmustir. Levene testi sonucu ise asagida
Tablo 4’ te gosterilmistir.

Tablo 4’ den anlasildigi tizere 0,05 anlamlilik
diizeyinde Sig. 0,139 > 0,05 oldugundan
varyanslarin homojen oldugu sonucuna varilmustir.
Bu sebepten dolayi, kusaklar arasindaki anlamlt
farkin nedenini anlamak i¢in Post-Hoc testlerinden
LSD testi uygulanmistir. Tablo 5° de LSD testi

sonuglar1 paylastimistir.

Tablo 2: Degiskenlerin Ortalama, Standart Sapma ve Giivenilirlik Degerler1

?; ;:;%:E; s) X Kusag Bebek Patlamasi Ei::;ni:si:'lik
N=142 ) (1966-1979)  N=123 | (1945-1965) N=70 (Croni;ach
Ort. SS. Ort. SS. Ort. SS. Alpha)
15 Giivencesizligi 2,218 0,83 2,217 0,98 1,92 0,93 0,85
i§—aile catismasi 2,83 0,96 2,98 0,97 2,77 0.86 0,92

Tablo 3: Birinci Hipoteze Ait Varyvans Analizi Sonucglari

ANOVA
Is giivencesizligi
algis1
Kareler Serbestlik Kareler F. Sig.
Toplamm derecesi ortalamasi
Gruplar aras: 4.636 2 2318 2771 0.064
Gruplar ici 277,745 332 0,837
Toplam 282381 334
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Tablo 4: Birinci Hipoteze Ait Levene Istatistigi Sonucu

Levene Istatistigi
(Ortalama baz alimarak) df1 df2 Sig.
1, 886 2 332 0,139

Tablo 5’ ten anlasildign gibi gruplar arasindaki
anlamli farklilik Y ve X kusagi ile bebek patlamasi
kusagmin is gilivencesizligi algis1 ortalamasindaki
farkliliktan kaynaklanmaktadir. 0,05 anlamlilik
diizeyinde Y kusaginin ortalama is giivencesizligi
algis1 bebek patlamasi kusaginin ortalama is
giivencesizligi algisindan 0,289 daha fazladir.
Benzer sekilde, yine 0,05 anlamlilik diizeyinde X
kusaginin ortalama is gilivencesizligi algisi bebek
patlamasi1 kusaginin ortalama is gilivencesizligi
algisindan 0,288 daha fazladir. 0,05 anlamlilik
diizeyinde Y kusaginin ortalama is giivencesizligi
algis1 ile X kusaginin ortalama is giivencesizligi
algisi1 arasinda ise anlamli  bir  farklilik
bulunmamaktadir. Dolayisiyla aragtirmanin birinci
hipotezi kismen kabul edilmistir.

Ikinci hipotezi test etmek igin kusaklar arasinda
algilanan is-aile ¢atigmast degerleri arasinda
istatistiksel olarak anlamli bir farklilik bulunup
bulunmadigi aragtinlmistir. Tablo 6 ’da ikinci
hipoteze ait tek yonlii varyans analizi sonuglarina
yer verilmigtir.

Tablo 6’ da gorildigi gibi kusaklarin is-aile
catismasi algisi ortalamasi arasinda 0,05 anlamlilik
diizeyinde (sig. 0,299 > 0,05) ve 0,10 anlamlilik
diizeyinde (sig. 0,299 > 0,10) istatistiksel olarak
anlamli bir farklililk bulunmaktadir. Dolayisiyla
arastirmanin ikinci hipotezi reddedilmistir.

Table 5: Birinci Hipoteze Ait LSD Testi Sonucu

Multiple Comparisons

Bagimh Degisken Is giivencesizligi algis1
o i o
Kusaklar Ortalama Farka | SS. Sig. 93% Giiven Araligl
Alt S Ust Smar
Y X 0.00083 0.11266 0.994 -0.2208 0.2225
BP .28974" 0,13358 0,031 0,0270 0,5525
X Y -0.00083 0.11266 0.994 -0.2225 0.2208
BP ,28891" 0.13694 0,036 0,0195 0,5583
BP Y -,28974" 0.13358 0,031 -0,5525 -0,0270
X -,28891" 0.13694 0,036 -0.5583 -0.0195
Tablo 6: Ikinci Hipoteze Ait Varyans Analizi Sonuclar
ANOVA
Is-aile
catismasi algisi
Kareler Serbestlik Kareler F. Sig.
Toplamm derecesi ortalamasi
Gruplar arass 2,182 2 1.091 1.211 0,299
Gruplarici  299.05 332 0.901
Toplam 301,197 334
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4. TARTISMA VE SONUC

Calismanin amaci ¢oklu kusak teorisini esas alarak,
farkli kusaktan i gorenlerin is glivencesizligi ve is-
aile c¢atigmast algillarmin  farklilik  gosterip
gostermediginin  tespit edilmesidir. Bu amag
dogrultusunda arastirmanin hipotezleri, Istanbul’ da
faaliyet gosteren alti farkli vakif tiniversitesindeki
335 akademisyenden elde edilen verilere ANOVA
analizi uygulanarak test edilmistir.

Caligmanin sonuglarindan ilki farkli kusaklardan
akademisyenlerin i3 gilivencesizligi algilarimin
anlamli  diizeyde farklilik gosterdigi  tespit
edilmesidir. Bu dogrultuda, hem Y kusagina (1980-
1995) mensup akademisyenlerin hem de X kusagina
(1966-1979)  mensup  akademisyenlerin s
giivencesizligi algismin bebek patlamast (1945-
1965) kusagina mensup akademisyenlerin is
giivencesizligi  algisindan daha fazla oldugu
gozlemlenmektedir. Y ve X kusagimin s
giivencesizligi algilarinda ise anlamli diizeyde bir

farklilik tespit edilmemistir. Dolayisiyla
aragtirmanin birinci hipotezi kismen
desteklenmistir. Bu  sonug, Buonocore ve

digerlerinin 2015 yilinda italya’ da 214 calisan
iizerinde yaptig1 aragtirmanin sonucu ile kismen
ortismektedir. Benzer sekilde, Buonocore ve
digerlerinin ¢alismasinda da Y kusagmin is
giivencesizligi algisinin bebek patlamasi kusaginin
is giivencesizligi algisindan daha yiiksek oldugu
sonucuna vartlmigtir. Bununla birlikte, s6z konusu
caligmada Y kusaginin is giivencesizligi algisinin X
kusagmin is giivencesizligi algisindan fazla oldugu
sonucu bu calismada desteklenmemistir.
Arastirmanin  birinci  hipotezinin kismen kabul
edilmis olmasi hem Y hem de X kusagina mensup
akademisyenlerin ekonomik ¢alkantilarin neden
oldugu azalmig is olanaklar1 nedeniyle bebek
patlamast kusagina mensup akademisyenlerden
daha fazla is giivencesizligi algisina sahip oldugunu

gostermektedir.  Algilanan is  giivencesizligi
baglaminda, Istanbul ilinde faaliyet gdsteren vakif
iiniversitelerinde godrev yapan akademisyenler
ornekleminde ABD kokenli kusak

smiflandirmasimin kismen de olsa gegerli oldugu
kamtlanmaktadir. Ote yandan, ABD kokenli kusak
smiflandirmast  bu ¢aligmanin  6rneklemi igin
kismen gegerlidir; ¢ilinkii beklenenin aksine Y ve X
kusaklarinin is giivencesizligi algilar1 hemen hemen
aynidir. Dolayisiyla, Tirkiye baglaminda 1966-
1995 yillar1 arasinda dogmus bireyleri iki ayr1 kusak
olarak siniflandirmak bu ¢alismanin sonucuna gore
tartismalidir.

Calismanin sonuglarindan ikincisi ise, beklenenin
aksine farkli kusaklardan akademisyenlerin is-aile

catigmast algilarinin anlamli  diizeyde farklilik
gostermediginin tespit edilmesidir. Dolayisiyla,
aragtirmanin ikinci hipotezi reddedilmistir. Bu
sonug, Sturges ve Guest’ in 2004 yilinda Ingiltere’
de 280 calisan iizerinde yaptiklar1 c¢aligmanin
sonucu, Beutell’ in 2013 yilinda ABD’ de 3502
calisan iizerinde yapti§i calismanin sonucu ve
Buonocore ve digerlerinin 2015 yilinda Italya’ da
214 calisan lizerinde yaptigi ¢alismanin sonucu ile
ortismemektedir. S6z konusu her ii¢ ¢alismada da
bu ¢alismanin sonucunun aksine farkli kusaklardan

akademisyenlerin  is-aile c¢atigmast algilarinin
anlamli  diizeyde farklillk  gosterdigi tespit
edilmistir. Aragtirmanin  ikinci  hipotezinin

reddedilmis olmas1 isg-aile c¢atigmasi baglaminda
coklu kusak teorisinin Istanbul ilinde faaliyet
gosteren vakif {niversitelerinde gorev yapan
akademisyenler ornekleminde gecerli olmadigini
ortaya koymaktadir. Beklenenin aksine Y kusagina
mensup akademisyenlerin ig-aile ¢atismasi algilari
X ve bebek patlamasi kusagmna gore daha disiik
degildir.

Aragtirmanin  iki hipotezinden yalnizca birinin
kismen desteklenmesi ABD kokenli ¢oklu kusak
teorisinin ~ Tirkiye baglaminda  gegerliliginin
tartismali oldugunu ortaya koymaktadir. Ozellikle
literatiirde iki ayr1 kategoride siniflandirilan Y ve X
kusagina mensup bireylerin is ile ilgili algilarinin
birbirine ¢ok yakin oldugu gozlemlenmistir. ABD
kokenli ¢oklu kusak teorisi ¢alisanlarmn is ile ilgili
algilart baglaminda daha 6nce Ingiltere ve Italya’ da
yapilan c¢alismalarda test edilmis ve gegerliligi
kanitlanmistir. Ancak, bu Tirkiye baglaminda boyle
bir sonuca varilmamistir. Benzer sekilde, daha 6nce
coklu kusak teorisi is ile ilgili tutumlar ve degerler
baglaminda Tiirkiye 6rnekleminde Ozer vd. ile
Giirbiiz’ in yaptig1r caligmalarda da test edilmis;
ancak farkli kusaga mensup bireylerin is ile ilgili
tutumlar ve degerlerinin farklilik gdstermedigi
sonucuna ulagilmigtir.

Bu baglamda, c¢oklu kusak teorisinin Tiirkiye
ornekleminde gecerliliginin heniiz kanitlanmamig
olmasinin en &nemli nedenlerinden biri olarak
teorinin dayandirildigi  kusak smiflandirmasinin
ABD kokenli olmasi olarak gosterilebilir. Tiirkiye’
deki bireyler, batidan farkli sosyal, politik, tarihi ve
kiiltiirel olaylar1 tecriibe ettiklerinden ABD menseili
kusak smiflandirmasinin  Tiirk kiiltiiriine adapte
edilmeden uyarlanmast ¢oklu kusak teorisinin
Tirkiye’ de gegerliligini kisitlamaktadir. Ayrica,
ayni zaman araliginda diinyaya gelen ve onemli
benzer tarihsel olaylar1 (Biiylik Buhran gibi) tecriibe
etmis tiim bireylerin is ile ilgili benzer algi, deger,
tutum ve davraniglara sahip olmasini beklemek de
onyargilt bir gortstiir. Benzer algi, deger, tutum ve
davraniglara sahip bireyler farkli zaman araliginda
diinyaya gelmis olabilecekleri gibi farkli zaman
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diliminde dogmus bireylerin benzer algi, deger,
tutum ve davranmiglart da olabilir. Nitekim bu
calismanin sonucuna gore, Y ve X kusaklarina
mensup akademisyenler farkli zaman diliminde
dogmus olmalarina ragmen hemen hemen ayni is
giivencesizligi algisina sahiptir. Ayni sekilde, Y, X

ve bebek patlamasi  kusaklarina  mensup
akademisyenlerin is-aile c¢atigmasi algilar1 da
farklilik  gostermemektedir. Dolayisiyla, ¢oklu

kusak teorisinin bireyleri yalnizca aym1 zaman
araliginda diinyaya gelmis olmalarma gore
kategorize etmesi de teorinin gegerliligini tartigmal
kilmaktadar.

ABD kaynakli Coklu kusak teorisinin kiiresel
gecerliligini  savunan goriisii esas alan insan
kaynaklar1 yonetimi uygulamalari, yoneticilerin ve
insan kaynaklari uzmanlarinin farkli kusaklara ait is
gorenlerin farkli beklenti, istek ve egilimlerine
uygun insan kaynaklart yonetimi politikalari ve
stratejileri gelistirilmesi gerektigini savunmaktadir.
Ancak bu galismanin sonuglari, farkli kusaklarin is
ile ilgili algilarinda bariz farkliliklar olmadigindan
dolay1, her kusaga ayri insan kaynaklari yonetimi
politikalart ve stratejileri uygulanmasimin dogru
olmayabilecegine isaret etmektedir. Bu baglamda,
yoneticilerin ve insan kaynaklar1 uzmanlarinin
kusaklara dair Onyargilardan armarak bireysel
farkliliklara gore insan kaynaklari politikalar1 ya da
stratejileri izlemeleri daha uygun olabilir. Yalnizca
personel elde tutma konusunda, kusak teorisi
baglaminda X ve Y kusagi ile bebek patlamasi
kusagina ait bireylere yonelik farkli politikalar
izlenmesi uygun olabilir. Bunun nedeni ise,
¢alismanin sonucuna gore X ve Y kusagina mensup
geng is gorenlerin, bebek patlamasi kusagina
mensup daha yashh ig gorenlere gore is
giivencesizligini daha yiiksek seviyede
algilamasidir. Geng is gorenlerin ig giivencesizligi
algilarin1 azaltacak politikalar izlenmesi, X ve Y
kusagindan is gorenlerin uzun vadede Orgiitsel
bagliligint ve is goren performansini pozitif yonde
etkileyebilir.

5. CALISMANIN KISIT VE ONERILERi

Bu arastirmanin en Onemli kisitlarindan biri
aragtirma &rnekleminin yalnizca Istanbul ilinde
faaliyet gosteren alti farkli vakif iniversitesinde
calisan  akademisyenlerden meydana  geliyor
olusudur. Dolayisiyla, bu g¢aligmanin sonuglarini
tim akademisyenlere ya da farkli sektordeki is
gorenlere genellemek dogru olmayacaktir. Bir diger
kisit ise arastirmanin Tirkiye Orneklemi iizerinde
gergeklestirilmis olmasidir. Dolayisiyla
arastirmanin ~ sonuglarmmin ~ bagka  iilkelerde
gecerliligi tartigmalidir. Bu baglamda, ¢oklu kusak

teorisini konu alan gelecekteki ¢alismalarda farkli
sektorlerden daha genis bir drneklem ile ¢alisilmasi
daha dogru ve hassas sonuclar verebilir. Ayrica
akademisyenlerin ig ile algillarinin farkli kusaklara
gore degisim gosterip gostermedigi farkl: iilkelerde
gorev yapan akademisyenlerden olusan bir
orneklem {izerinde aragtirilabilir ve sonuglar
Tirkiye orneklemi ile karsilastirilabilir. Son olarak
ise, ilerleyen yillarda ise Z kusagi da is hayati
icinde olacagi i¢in ¢oklu kusak teorisini konu alan
gelecek calismalarda Z kusagi da arastirma kapsami
icine dahil edilebilir.
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Building on Conservation of Resources Theory, this research examined how employees who feel
work-family conflict develop turnover intention through burnout. The purpose of the study is to
investigate whether the effect of work-family conflict on turnover intention appears through
burnout. In this context, uncovering the effect of negative dynamics such as burnout on the
direct relationship between work-family conflict and turnover intention represents the
originality of the study. The sample of the study consists of 294 public and private health
employees gathered by convenient sampling method. Data were analysed by using Structural
Equation Modelling. Findings show that work-family conflict is statistically significant and a
positive predictor of burnout and turnover intention, along with burnout is statistically
significant and a positive predictor of turnover intention. Finally, burnout fully mediates the
relationship between work-family conflict and turnover intention. In light of the findings, it was
found that burnout plays a significant bridge role between work-family conflict and turnover
intention.
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1. GIRIS

Insan unsuru bir orgiitteki en oOnemli iiretim
faktorlerinden biri olmakla birlikte diger iiretim
faktorlerinin verimli ve etkin kullanilmasinda da
temel belirleyici konumundadir. Her ne kadar bu
onem gerek bilimsel yazinda gerekse uygulamada,
calisanlar ve oOrgiitler tarafindan bilinse de ¢alisan,
orgiit ve yonetici kaynakli sebeplerle gbz ardi
edilebilmektedir. Bunun sonucu olarak, calisan ile
orgiit iliskisi zedelenmekte ve caligan isten ayrilma
davranist  gelistirmektedir. Konunun Onemine
binaen hem bireyler ve 6rgiitler hem de yoneticiler
isten ayrilma niyetinin kendileri iizerindeki olumsuz
etkilerini minimize etmek igin baz1 tedbirler
gelistirmektedirler (Hwang & Kou, 2006).

Is ve aile, bireylerin yasamlarmin 6nemli bir
bolimiinii  olusturdugundan,  is-aile  hayati
dengesinin korunmasi c¢alisanlarin davraniglarinda
etkili 6nemli bir faktordiir. Is-aile dengesi,
bireylerin genel iyi olus durumlarini olumlu y6nde
etkileyen olmazsa olmaz faktorlerden biridir
(Greenhaus, Collins & Shaw, 2003). Diger yandan,
bireylerin is ve aile hayatlarinda istlendigi roller
nedeniyle is yasam dengesi bozulmakta ve
genellikle roller arasinda catisma
yasanabilmektedir. Bu baglamda, is-aile ve aile-is
catismalarinin son yillarda 6nemli bir arastirma
alam haline geldigi dikkat ¢ekmektedir.

Yukaridaki agiklamalara ek olarak stres kokenli
tikenmislik sendromunun isgorenler iizerindeki
etkisi  bilinmektedir.  Tikenmiglik  kavramu;
calisanlarin enerjilerinde azalmaya neden olan ve
duygusal bir dejenerasyona sebep olan bir cesit
mesleki stres olarak tanimlandigindan (Maslach,
Schaufeli & Leiter, 2001), bu stres sonucu ortaya
¢ikan tiikkenmislik sendromu giiniimiizde orgiitlerde
onemli bir sorun olarak ortaya ¢ikmaktadir (Durak
& Seferoglu, 2017). Tikenmisligin boyutlar.
Soyledir; duygusal tiikkenme, duyarsizlasma ve
kisisel bagar1 hissinde azalma (Maslach vd., 1986)

Tiikkenmisglik sendromu bireylerin, islerine ve
orgiitlerine duyduklari aidiyet hissinin
zayiflamasina, igyerinde karsilasmis olduklar

sikintilara kars1 dayanma giiglerinin azalmasina ve
dolayisiyla daha iyi g¢alisma kosullarina sahip
igyerlerine ge¢mek i¢in girisimde bulunmalarina
neden olmaktadir (Maslach vd., 1986; Maslach,
Schaufeli & Leiter, 2001). Bu etkinin literatiirde
ozellikle saglik sektoriinde daha ¢ok ortaya ciktigi
bazi arastirmacilar tarafindan da ileri siiriilmektedir
(Almalki, FitzGerald & Clark, 2012; Cheng vd.,
2016; Dursun, 2012; Okan & Ozbek, 2016; Onay &
Kiler, 2011). “Uzun siireli ve yogun stresin bir

sonucu  olarak  gorebilecegimiz  tilkenmislik
sendromu, gliniimiiz is diinyasinda, uzun siireli,
yogun ve uzaklasilmasi miimkiin olmayan stresin”
sonuglarindan biri olarak ortaya ¢ikmaktadir (Sesen,
2010). Benzer sekilde Sesen (2010) bu durumu
soyle ifade etmektedir; “bu kaynaklar bireysel
farkliliklar temelinde sekillenebildigi gibi, kisinin
aile yasantisi, sosyal iligkileri veya is yasantisi
temelinde de olusabilmektedir”.

Her ne kadar ilgili yazinda belirtilen degiskenler
arasindaki iliskiler 6nceki ¢aligmalarca kismi olarak
ele alinmis olsa da (Tayfur & Arslan, 2012; Onay &
Kilel, 2011) yazinda bu degiskenleri bir arada ele
alan bir calismaya rastlanilmamistir. Baska bir
ifadeyle is aile catismasinin sebep oldugu isten
ayrila niyetine hangi siirecler iizerinden gidildigini
aragtiran c¢aligmalar yetersizdir. Bu baglamda bu
calismada belirtilen direkt iligkinin sanilanin aksine
tilkenmiglik aracihigiyla gergeklesebilecegi gerek
Kaynaklari Koruma Teorisi gerekse mevcut
yazindaki ¢alismalarin dayanarak Ongoriilmiistiir.
Calismanin bu yo6nii arastirmanin 6zgiin yanini
teskil etmektedir.

Yukaridaki agiklamalardan hareketle bu ¢alismanin
amaci, yapilan onceki caligmalar1 da dikkate alarak,
is-aile catigmasi ile igten ayrilma niyeti arasindaki
iliskide tiikenmislik sendromunun araci degisken
etkisinin olup olmadigt Kaynaklar: Koruma
Teorisine dayanarak arastirmaktir. Bu arastirmanin
sonucu olarak, ilk defa ig-aile ¢atigmasi ve isten
ayrilma niyeti iliskisinde tilkenmisligin araci etkisi
test edilerek ilgili literatirdeki bir boslugun
doldurulmasi hedeflenmekte ve bu sekilde ¢alisan
davraniglarim1  anlama  konusunda  ¢abalayan
yoneticilere katki saglanmasi amaglanmaktadir.

2. KURAMSAL CERCEVE

Isten ayrilma niyeti, calisanlarin is kosullariyla
alakali memnuniyetsizlikleri dolayisiyla mevcut
islerini kendi iradeleriyle terk etme olasiligini ifade
etmektedir (Kuvaas, 2006; Tett & Meyer, 1993).
Bireyin isteki sorumlulugundan dolay1 ailesi ile
ilgili sorumluluklarini yerine getirememesi ise “is-
aile  c¢atismas1” seklinde  tanimlanmaktadir
(Greenhaus & Beutell, 1985; Netemeyer vd., 1996).
Diger yandan Tikenmislik kavrami ise kendi
icerisinde ii¢ boyut (kisisel basar1 hissinde azalma,
duygusal tiikenme, duyarsizlagma) barindiran
mesleki bir gerilim olarak tanimlanmaktadir
(Maslach vd., 2001). Bu arastirmaya konu olan
degiskenler arasindaki dolayli nedensel iligkiler
Kaynaklar: Koruma Teorisi (Hobfoll, 1989) ile
acgiklanmaktadir.
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Kaynaklart  Koruma Teorisi (Conservation of
Resources Theory) bireylerin hayatlarinda cesitli
kaynaklara sahip oldugunu ve bu kaynaklarin
insanlar icin degerli oldugunu vurgulamaktadir
(Hobfoll, 1989). Bu dogrultuda belirtilen kaynaklar
kisilik ozellikleri, cesitli psikolojik durumlar ve
enerji halleri olarak tamimlamaktadir (Hobfoll,
1989). Bu diisiinceyi destekleyen baska bir bakis
acisina gore pozitif psikoloji olarak adlandirilan
calisanlarin pozitif psikolojik kaynaklari, saglik ve
mutluluk ile iligkili olan iyi olus durumlari
calisanlarin 6nemli kaynaklarindandir (Yildiz &
Oriicii, 2016). Her ne kadar pozitif psikolojik
sermaye gorisii ¢caliganlarin psikolojik sagliklarinin
stirdiirtilmesi ve korunmasi iizerine odaklanmig olsa
da (Sheldon wvd., 2000), is ortamindaki stres
kaynaklarmin calisanlar iizerindeki negatif etkileri
varligint devam ettirmektedir. Baska bir ifadeye
insanin siirekli degisen bir ¢evrede yasamini
siirdiirmesi onu diger faktorlerin izole edildigi
sadece kaynaklari ile var olan bir yapi olmaktan
uzaklagtirmaktadir. Teoriye gore, bu kaynaklara
yonelik muhtemel ya da gergeklesen kayiplar
bireyler i¢in en tehditkdr durumu ifade etmektedir.
Bagka bir sdylemle, bu kayip durumlari ¢alisanlarin
kaynaklar1 tizerinde negatif etkilere sebep olan
onemli stres faktorleridir. Insanlarn psikolojik ve
enerjik olarak iyi olma durumlart pozitif bir durum
olarak disiiniildiigiinde, is-aile catigmasi yagayan
calisanlarin  tiikkenmislik sendromu yasamalari
neticesinde bu kaynaklarin zarar gormesi soz
konusu olmaktadir. Dolayisiyla da kaynaklarinin
zarar gordiigiinii fark eden ¢aliganlarin bir tiir bas
etme stratejisi olarak isten ayrilma niyeti
gelistirebilecekleri ongoriilmektedir.

2.1. isten Ayrilma Niyeti

Isten ayrilma niyeti, calisanlarm isin sartlariyla ilgili
hosnutsuzluklarindan 6tiirti  halihazirdaki islerini
kendi arzulariyla birakma olasiligi  anlamina
gelmektedir (Tett & Meyer, 1993; Kuvaas, 2006).
Calisanin igini birakmasimin o6rgiit agisindan ciddi
sonuglar dogurmasi nedeniyle isten ayrilma niyetini
aciklayabilecek faktorlerin tahmin edilmesi konusu,
gliinimlizde  arastirmacilar ve  uygulayicilar
tarafindan oldukca ragbet goren bir arastirma
konusudur.

Istege bagl isten ayrilma, isgiicli performansini ve
orgiit-temelli insan sermayesi birikimlerini olumsuz
etkilemektedir. Bu baglamda yetenek yOnetimin
gittikge O6nem kazandigr giliniimiiz is diinyasinda
yetigmig i giicliniin isten kalma niyetlerini
arttiracak faaliyet ve siireglerin etkili ve verimli bir
sekilde saglanmasi 6nem arz etmektedir. (Poyraz &
Kama, 2008).

Saglik sektorii goéz oOniinde bulunduruldugunda,
personel devrinin hasta bakimini etkileyebilecegi ve
orgiitler  icin  ¢ok  maliyetli  olabilecegi
ongoriilmektedir. Dolayistyla yiiksek bir devir hizi,
bir kurumun hasta ihtiyaglarini karsilama ve kaliteli
bakim saglama kapasitesini olumsuz etkileyebilir.
Ancak, isgiicli devir oranin1 6nlemek icin, hastane
idarelerinde isten ayrilma niyetini olumlu yo6nde
etkileyecek ve isten ayrilma davranislarint dnleyici
uygulamalara ihtiya¢ vardir (Tsai vd, 2017).

2.2. is- Aile Catismas:

Is ve aile yasamin iki énemli alanidir. Hem is hem
de ailenin taleplerini yonetmek biiyilk bir
miicadeledir ve bu alanlar arasindaki c¢atigma
aragtirmacilar  arasinda  Onemli bir ¢alisma
konusudur (Priyadharshini & Wesley, 2014). Bu
durum, is ve aile alanlarindaki roller agisindan
farkli beklentilerin, bu alanlarin birinde veya her
ikisinde azalmig katilim, memnuniyet ve
performans ile  sonuglanabilecek  ¢atigmalar
olusturabilecegi anlamina gelmektedir (O'Driscoll
vd., 2004).

Is ve aile rolleri bir bireyin hayatinda muhtemelen
en onemli roller arasindadir ve her bir rol, etkin bir
sekilde yonetilemiyorsa catisma ¢ikmasi
kacinilmazdir (Adisa vd., 2016). Parasuraman ve
Simmers (2001) gerek aileden ise gerekse isten
aileye olan yukiimliliklerin tasmasi durumunu
eszamanli ortaya ¢ikan ve kisiyi psikolojik anlamda
yoran bir ¢eliski durumu olarak tanimlamaktadir. s
ve aile arasindaki catigmalar, milyonlarca yetigkin
i¢in gilindelik yasamin bir parcasi olmustur. Bu ve
buna benzer bir ¢ok durum yazinda is- aile
catismas1 olarak ifade edilmektedir (Greenhaus &
Beutell, 1985).

Ilgili yazin incelendiginde is-aile catigmasinin iKi

yonde olabilecegi sdylenebilir: Birey isteki
sorumlulugundan  dolayr  ailesi ile  ilgili
sorumluluklarin1 ~ yerine getirememesi  “is-aile

catismas1” seklinde aciklanirken (Greenhaus &
Beutell, 1985; Netemeyer vd., 1996), bireyin ailesi
ile ilgili sorumluluklarinin isteki sorumluluklarimni
engellemesi ise ‘“aile-is c¢atismas1” seklinde
aciklanmaktadir ~ (Schultheiss, 2006). Yiiksek
derecede is-aile catismasi ve aile-is catismasinin,
potansiyel sonuglar1 bir¢ok aragtirmaci tarafindan
incelenmistir. Yonetsel acidan bakildiginda, bu
konudaki en oOnemli bulgulardan biri, is aile
catismasi ve aile-is catigmasinin isten ayrilma
niyetleri ile pozitif yondeki etkilesimidir (Amstad
vd.,2011). Daha spesifik olarak bakilirsa, is aile
catismast Oncelikle is tatminini etkilerken, aile-is
catigmast  esas  olarak  evlilik  doyumunu
etkilemektedir (Nohe & Sonntag, 2014). Bir bagka
deyisle, is aile ¢atigmasi agirlikli olarak isle ilgili
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sonuglar1 etkilerken, aile-is catismasi agirlikli
olarak aile ile iliskili sonuglar etkilemektedir. Bu
calismada ¢alisanin isle ilgili sonuglari (ig-aile)
tizerine  odaklamildigindan, aile-ig  catismasi
arastirma kapsami disinda tutulmustur.

Rol teorisi, calisanlarin sirketleri icin gittikce daha
fazla galigmalari durumunda (ekstra rol davranisi)
es ve aile sorumluluklarina daha az zaman ve enerji
ayirdiklarim  ileri  siirmektedir.  Dolayisiyla,
calisanlar ~ Orgiitsel  vatandashk  davranislar
sergiledikge, igverenlerinin gorev ¢agrisinin dtesine
gecme ylkiimliligiinden ve iyi bir es ya da
ebeveyn olma yikimliliiginden muhtemelen
catisma yasamaya baslayacaklardir (Bolino &
Turnley, 2005).

Arastirmalar, bu konudaki c¢atismalarin bireyleri
olumsuz yonde etkiledigini belirtmektedir. Ornegin,
aileye miidahale eden isin Ozellikleri ve ise
miidahale eden ailelerin 6zellikleri, depresyon,
stres, tlikenmislik, kaygi, disiik evlilik doyumu,
disiik performans, diisiik mesleki refah, yasam
memnuniyetsizligi, disiik orgilitsel baghlik, is
tatminsizligi ve tiikkenmislik gibi énemli sonuglara
neden olmaktadir (Priyadharshini & Wesley, 2014).
Iki catigma alam1  arasindaki  uyusmazlik,
devamsizlik, tikenmislik ve performans (Peeters
vd, 2005; Amstad vd., 2011) gibi Onemli is
sonuglari iizerine; aile tatmini ve evlilik kalitesi gibi
aile sonuglarina (Voydanoff, 2004; Michel vd.,
2009) ve duygusal ve fiziksel iyi olmama,
depresyon ve madde kullanimi gibi bireysel
sonuglara yol agmaktadir (Frone vd., 1996; Lapierre
& Allen, 2006).

Sonug olarak, is-aile gatigmasimin toplumsal bir
mesele oldugu soylenebilir. Bu durum hem birey
iizerinde stres, zihinsel dengesizlik, duygusal
tikenme ve yasam memnuniyetsizligi gibi saglikla
ilgili cesitli sorunlara yol a¢makta hem de
orgiitlerde, ise devamsizlik, gorev performansinda
azalma, isten ayrilma niyetinde artig, verimsizlikte
artis gibi sonuglar dogurmakta bu da nihayetinde
strdiiriilebilir rekabet giiciinde azalma meydana
getirmektedir.

2.3. Tiikenmislik

Isletmeler 6nceden belirlenen amaglara ulasabilmek
icin c¢aliganlara en verimli sekilde c¢aligmalarini
saglayacak ortami saglamakla yiikiimlidiirler. Stres,
calisanlarin performans, verimlilik, tatmin ve isyeri
davraniglarim1  dogrudan etkileyen bir faktordiir
(Onay & Kilel, 2011). Tiikenmislik kavrami,
calisanlarin genel iyi oluslarina zarar veren bir nevi
mesleki stres olarak tanimlandigindan (Maslach vd.,
2001), bu stres sonucu ortaya ¢ikan tikenmislik
sendromu gilinlimiizde orgiitlerde 6nemli bir sorun

olarak ortaya ¢ikmaktadir (Durak & Seferoglu,
2017).

Literatirde  tiikenmislik  sendromu  duygusal
tikenmislik, duyarsizlasma ve kisisel basar1
hissinde azalma olmak {izere ii¢ alt boyuttan
olugmaktadir (Maslach & Jackson, 1981; Schaufeli
vd., 1993; Kilic & Seymen, 2011). Duygusal
tikenme, “yaptigt is nedeniyle kendisine asir1
yiiklenildigini diisiinen isgdrenin buna bagli olarak
da tiiketilmis olma duygusu hissetmesi” olarak
tanimlanmaktadir (Maslach & Jackson, 1981).
Duyarsizlagmada birey, hizmet sundugu kisilere ve
cevresine karsi pek cok olumsuz nitelikte tutum
icerisine girmektedir (Maslach vd, 2001; Ka¢maz,
2005). Kisisel basar1 hissinde azalma ise, ¢alisanin
bir tir disik 6z yeterlilik durumu sergilemesi
neticesinde kendisini birgeyleri basarma yoniinde
yetersiz ve basarisiz olarak gérmesi olarak ifade
edilmektedir (Maslach & Jackson, 1981). Mesleki
becerilerinde ve isiyle ilgili karsilastigi kisilerle
olan iliskilerinde olumsuzluklar yasayan birey,
isinde istedigi kadar ilerleme kaydedemedigini ve
geriledigini diislinerek kendini su¢lu hissetmektedir
(Siklar & Tunali, 2012).

Tiikenmiglik sendromuna konu olan ¢aliganlar
gerek kendileri gerekse calistiklar1  Orgiitler
acisindan verimliligin azalmasina pasif katki
saglayan kigiler olarak goriilmektedir (Siklar &
Tunali, 2012). Tiikenmislik durumun birey iizerinde
onemli bir stres faktorii oldugu diisiiniildiigiinde bu
durumun gerek bireyin ailesi ile olan hayatini
gerekse is hayatini olumsuz yonde etkileyecegini
beklemek sasirtict olmayacaktir (Art vd., 2010).

Iliskiler ve

2.4. Degiskenler-arasi Hipotez

Gelistirme

Is-aile yasam dengesizligi giiniimiiz is kosullarinin
degismesi neticesinde ortaya ¢ikmis bir durumdur
(Guest, 2002). Rol stresi teorisi, ig-aile ¢atismasini
“aile ve is alanlarindan gelen rol baskilarinin bazi
acilardan karsilikli olarak uyumsuz oldugu bir roller
arasi catisma sekli” olarak tanimlamaktadir
(Greenhaus & Beutell, 1985). Bireyin hem 6zel hem
de is hayatinda ¢esitli olumsuz sonuglara neden
olabilme potansiyeli (Glinay & Demiralay, 2016) ve
stres kaynagi olabilme Ozelligiyle is-aile ¢atigmasi
onemli rol c¢atigmalarindan  birisi  olarak
gdzlenmektedir (Colquitt, vd., 2010). ifade edilen
bu tanim bu ¢alismanin da ¢ikis noktasim
olusturmaktadir.

Uluslararas1  yazinda  gesitli  aragtirmacilarin
(Lambert vd., 2010; Carlson vd., 2012; Nielsen vd.,
2016) is-aile catigsmasi ile tiikkenmislik arasindaki
iligkiyi incelemeleri gozlenmekle birlikte, is-aile
catismasinin tiikenmislik tizerindeki direkt etkisini
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aragtiran ¢aligma sayist yok denecek kadar azdir.
Wang ve digerleri (2012) Cin’deki saglik personeli
iizerine yaptig1 arastirmasinda, is-aile catigmasi ile
tilkenmiglik arasindaki iliskiyi ve i aile catigmasi
ile tikenmislik arasindaki iligkide psikolojik
sermayenin araci roliinii aragtirmistir. Bulgular; is-
aile gatigmasi ve tiikkenmiglik arasinda pozitif yonlii
bir lisiki oldugunu gostermistir. Bu baglamda
gelistirilen birinci arastirma hipotezi soyledir:

Hi: Is-aile catismast tiikenmisligi pozitif yonde
etkilemektedir.

Isten ayrilma niyeti, fiili olarak isten ayrilmanin en
giicli. oOnciillerinden biridir (Griffeth, Hom &
Gaertner, 2000) ve oOnemli finansal maliyetlere
neden olur (Allen, Bryant & Vardaman, 2010).
Isten ayrilma niyetinin artmasi kaza oranlarmi
arttirdigt  gibi  (Shaw  vd.,, 2005) misteri
hizmetlerinin kalitesini de diigiirmektedir (Hancock
vd.,, 2013). Ayrica, isglici devir oraninin
yiiksekliginin bir igletmenin ¢aliganlarina yaptigi
yatirmmularin geri doniigiinii azaltan etmenlerden bir
oldugu séylenebilir.

Stres yonetimi literatiiriinde kok salmig bir goriise
gore bireyler, stres faktorlerini en aza indirmeye
calistiklarindan, ig-aile catigsmasi dogrudan isten
ayrilmaya yol agmaktadir (Greenhaus vd., 2001). is-
aile c¢atigmasi yasayan isgoérenler yasadiklari
catismayi islerinden ayrilarak azaltmaya calisirlar.
Boylece, isten ayrilma, birbiriyle uyumsuz is ve aile
taleplerine yanit olarak verilmektedir. Caligan, daha
aile dostu yeni bir is bulmak i¢in isten ayrilmayi
gerekli goriir. Benzer sekilde, bir calisanin ailevi
sorumluluklar1 isine yansirsa, aile-ig ¢atismasi
yasanir ve bu catigmayr azaltmanin ve aile
yiikiimliiliiklerini daha iyi karsilamanin yolu olarak
isi birakmak disiiniilebilir (Boyar vd., 2003). Bu
baglamda, kisilerin is ve aile hayatlarinda iistlendigi
rollerin, talep ve ihtiyaclarin ayni anda ortaya
¢ikmasi, bu ihtiyaglarin  ortaya  ¢ikarttigi
sorumluluklarin gerektigi gibi yerine getirilmemesi
bir catigmaya neden olacak ve bu ¢atigma bireylerin
isten ayrilma niyetleri iizerinde olumsuz bir etki
yaratacaktir (Carik¢1 & Celikkol, 2009; Blomme,
vd., 2010; Amstad, vd., 2011; Haar, vd., 2012;
Masuda, vd., 2012; Nohe & Sonntag, 2014;
Karabay, 2015).

Is-aile ¢atigmasi ve isten ayrilma niyeti iliskisi bir
¢ok ¢alisma tarafindan ele alinmigtir (Anderson vd.,
2002; Boyar vd., 2003; Ahuja vd., 2007; Carr vd.,
2008; Wang vd., 2012; Blomme vd., 2010; Ozbag
& Cigek, 2014). Soz konusu degiskenler arasindaki
iligkiyi inceleyen ¢aligmalara ulusal yazinda da
rastlanilmaktadir. Karabay’in (2015) yapmis oldugu
caliymada saglik personelinin is stresi, is-aile
catigmasi ve is-aile hayat tatminlerine yoOnelik

algilarinin igten ayrilma niyeti iizerindeki etkisi
incelenmistir.  Belirtilen ~ ¢aligmada,  is-aile
catismasinin hem isten ayrilma niyeti hem de is, aile
ve hayat tatminleri iizerinde olumsuz etkisinin
oldugunu ortaya koyulmustur (Karabay, 2015).
Kesitsel arastirmalar tizerine yapilan meta analizler
de genel olarak is aile c¢atismasi ve aile-is
catigmasinin isten ayrilma niyeti ile pozitif
iliskilendirilmesini destekler niteliktedir (Allen vd.,
2000; Amstad vd., 2011). Bu bilgiler 1s18inda
gelistirilen ikinci arastirma hipotezi su sekildedir:

H.: Is-aile catismasi isten ayrima niyetini pozitif
yonde etkilemektedir.

Isten ayrilma niyetini etkileyen bir diger durum olan
tikenmislik sendromunu, Ersoy, Yildirim ve Edirne
(2001) saglik sektoriinde yaptig1 bir arastirmasinda,
bu sendromu ¢alisanlar arasinda “yorgunluk, hayal
kiriklig1 ve isi birakma” ile ortaya ¢ikan bir durum
seklinde tanimlamigtir. Ulusal yazinda kavram,
Ozellikle hizmet sektoriinde, orgiitsel baglilik,
duygusal zeka, is doyumu, is stresi, rol belirsizligi
ve oOrgiitsel giiven gibi konular ile iliskilendirilmistir
(Giines vd., 2009; Onay & Kilei, 2011; Caglar,
2011). Isten ayrilma niyetini etkileyen pek ¢ok
faktor s6z konusu olmakla beraber giiniimiizde
Ozellikle isten ayrilma niyetinin en Onemli
oncillerinden biri tiikenmislik sendromudur. Pek
cok aragtirmaci tiikenmislik arttik¢a isten ayrilma
niyetinin de arttigm  ¢alismalarinda  ortaya
koymustur (Jackson vd., 1986; Janssen vd., 1999;
Houkes vd., 2001; Kim & Stoner, 2008; Wang vd.,
2012; Wong & Laschinger, 2015; Cheng vd., 2016).
Yukaridaki  agiklamalar  ve ilgili  literatiir
baglaminda  gelistirilen  arastirmanin  {igiincii
hipotezi s6yledir:

Hs: Tiikenmislik isten ayrilma niyetini pozitif yonde
etkilemektedir.

Genel olarak ilgili yazindaki onceki arastirmalar
degerlendirildiginde, is-aile c¢atismasi ve isten
ayrilma niyeti iliskisini ortaya koyan birtakim
calismalara rastlamak miimkiindiir. Ancak is-aile
catigmasi ve isten ayrilma niyeti iliskisinin dogasini
aciklama islevi gorebilecek farkli degiskenlerin
arac1 etkisinin sorgulanmasina dayanan caligmalar
siirlt diizeydedir.

Stresin olumsuz etkileri goz oOniine alindiginda,
calisanlarin deneyimledikleri stresin isten ayrilma
niyetlerini etkiledigi bilinmektedir (Lu vd., 2017).
Konuya Kaynaklari Koruma Teorisi baglaminda
bakildiginda ise, c¢alisanlarin sahip oldugu pozitif
durumlardan biri olan psikolojik iyi olus yasadiklari
ig-aile catigmasi sonucu zarar gérmektedir. Soyle ki,
is-aile ¢atigmasinin siirekliligine baglh olarak zaman
icerisinde bu pozitif enerji azalmakta hem duygusal
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hem fiziksel hem de davramigsal anlamda bir enerji
kayb1 -tiikenme durumu- ortaya ¢ikmaktadir.

Bu caligmadaki temel varsayim, saglik sektoriinde
calisanlarin is-aile catigmasinin tiikenmislige yol
acabilecek bir stresor niteligi tasimasidir. Yazindaki
caligmalarda saglik sektoriinde tiikenmisligin sik
goriilmesine sebep olabilecek hastalarla iligkiler,
hasta yakinlariyla iligkiler vb. gibi bir¢ok faktoriin
oldugu savunmaktadir (Siinter vd., 2006: 10).
Literatiirde, rol ¢atigmasi bir stres faktorii olarak
ifade edilmekte ve dolayli olarak kiisiler rast
catigmaya  yol acarak  Orgiiti  olumsuz
etkileyebilmektedir (Soysal, 2009: 25). Baska bir
ifadeyle gerek Kaynaklar1 Koruma Teorisi gerekse
geemis calismalardaki bulgulardan esinlenerek is-
aile catigmasinin isten ayrilma niyetini tiikenmislik
vasitastyla dolayli olarak etkileyecegi on
goriilmektedir. Buna gore gelistirilen arastirmanin
dordiincii ve son hipotezi soyledir:

Ha: Tiikenmislik, is-aile ¢catismast ile isten ayrilma
niyeti arasindaki iliskide araci etkiye sahiptir.

3. METODOLOJi

Kolayda ornekleme yontemi ile toplanan veri
istatistiksel analiz programlarinda nicel analiz
yontemleri  kullanilarak analiz edilmistir. Bu
kapsamda arastirmada verileri analiz etmek igin
frekans analizi, ortalama ve standart sapma gibi
tanimlayict istatistikler, birlikte degisim iliskilerini
test etmek i¢in korelasyon analizi, yap1 gecerliligini
test etmek icin agiklayict ve dogrulayict faktor
analizi, giivenilirlik diizeylerinin istenen diizeylerde
olup olmadigin test etmek icin giivenilirlik analizi

Tiikenmislik
- Duyarsizlagma
- Duygusal

tikenme

ve son olarak nedensel iligkileri ve araci iligkisinin
olup olmadigini test etmek icin yapisal esitlik
modellemesi (YEM) analizlerinden yararlanilmigtir.

3.1. Arastirma Orneklemi

Arastirmanin  evrenini Istanbul ilindeki &zel ve
kamu sektoriindeki saglik caliganlart
olusturmaktadir. Arastirmanin 6rneklemini ise yine
6zel (142 kisi %48,3) ve kamu (152 kisi %51,7)
kurumlarinda ¢alisan 294 saglik ¢alisanlart
olusturmaktadir. Arastirmada veri toplama amaciyla
anket tekniginden yararlanilmistir. Anket formunun
ilk sayfasinda aragtirmanin amaci ve katilimcilarin
verecekleri yanitlarin gizliligine iligkin bir bilgi
formu sunulmustur. Anket formunun ilk kisimda
katilimcilarin  demografik bilgilerini belirlemeye
yonelik ifadeler ve ikinci kisminda ise Olgceklere
iligkin Likert tarzi ifadelerden olusan iki boliimden
olusmaktadir.

Arastirmada veri toplamak igin Hair ve digerlerinin
(2010) onermis oldugu soru sayisinin 5-10 kati
rakamindaki kisi sayisina ulasilmaya calisilmustir.
Bu dogrultuda 400 kisiye elden ulastirilan
anketlerin 295’1 geri donmiis (geri doniis orani
%74), bu anketlerin yalnizca bir tanesi uc¢ deger
niteligi tasidigindan dolayi analiz dis1 birakilmstir.
Boylece  aragtirmanin  Orneklemini  kolayda
ornekleme yontemi ile ulasilan Istanbul ilindeki 294
saglik calisan1 olusturmaktadir. Aragtirmaya katilan
kisilerin demografik 6zelliklerine bakildiginda
katilimcilarin biyiik bir ¢ogunlugu kadin (%68,8),
25-30 yas araliginda (%59,3), medeni durumu bekar
(%52,2) lisans mezunu (%61,9) ve 5-10 yil
araliginda (%62) mesleki deneyime sahip saglik
calisanlarindan olugmaktadir.

Isten Ayrilma

Is-Aile Catismasi

Niyeti

Sekil 1: Kavramsal Model
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3.2. Arastirmada Kullamlan Ol¢ekler

Gerek Tiirkce ¢aligmalardaki dlgeklerin uygulandigi
orneklemlerin farkli olmasi gerekse gecerlilikle
ilgili faktorel dagilimlardaki tutarsiz sonuglar
degerlendirildiginde arastirmada kullanilan tiim
Olcekler Brislin (1970) tarafindan Onerilen geri
geviri (back translate) yontemi kullanilarak
Tiirkgeye  uyarlanmigtir.  Bdylece  6lgeklerin
ozellikle Orgiitsel Davrams ve Yonetim ve
Organizasyon gibi Isletme bilimi alt disiplinlerinde
calisan arastirmact ve uygulayicilara  katki
saglamasi amaglanmustir.

Calisanlarin  tiikenmislik  diizeyini  belirlemek
amacityla Maslach ve Jackson (1981)’a ait yaygin
olarak kullanilan (14 ifadeli: 9 ifade duygusal
tikenme, 5 ifade duyarsizlasma) Maslach
Tiikenmislik Envanteri’nden (MTE) yararlanilmigtir
(6rnek ifade: Isimden duygusal olarak sogudugumu
hissediyorum). Orijinal kullanimda 6l¢ek maddeleri
“l higbir zaman” ve “7 her zaman” bi¢iminde
puanlanmaktadir.  Ergin  (1992)  tarafindan
Tiirkge’ye ¢evrilen envanterde bazi degisikliklere
gidilerek 6zgilin formunda yedi dereceli olan cevap
secenekleri “0 hi¢bir zaman”, “5 her zaman” olarak
revize edilmistir. Bu uyarlamadan &rnek alarak, bu
calismada MTE’yi diger degiskenlerle ayn1 diizeyde
Ol¢mek i¢in 5 dereceli hali kullanilmustir.

Is-aile catisma  diizeyini 6lgmek  amaciyla
Netemeyer vd. (1996) tarafindan kullanilan 5
maddelik is-aile ¢atismas1 Olgegi (drnek ifade:
Isimin aldigi zaman aileme karst sorumluluklarim
yerine getirmemi zorlagtirtyor), isten ayrilma
niyetini 6lgmek amaciyla ise Mobley vd. (1979)’

nin olusturdugu ve 3 ifadeden olusan (érnek ifade:
Yakin gelecekte isimi degistirme niyetindeyim),
likert tipi Olgeklerden yararlanilmistir. Tim
Olgeklerdeki ifadeler, 5°1i Likert olgegi ile
Olgiilmiistiir (1=Hi¢ Katilmiyorum; 5=Tamamen
Katiliyorum).

3.3. Yapi Gegerliligi

Degiskenlere iligkin yap1 gecerliliginin test edilmesi
amaciyla oncelikle tim faktorlerin dahil edilmis
oldugu dogal faktér ¢ozilimiinii ortaya koyan
(Bektas, 2017) agiklayict faktor analizi yapilmigtir.
Bu bilgiler 15181 altinda tiim 6l¢eklere iligkin verinin
faktor analizi icin yeterli oldugu tespit edilmistir
(Kaiser, 1970; Kaiser & Rice, 1974). (Bkz. Tablo
1).

Arastirmanin bu agamasinda Ol¢liim (gdzlenen)
degiskenlerinin gizli degiskenleri ne olgiide iyi
temsil ettiklerini belirlemek i¢in dogrulayic1 faktor
analizinden yararlanilmistir (Hair vd., 2010). Bu
baglamda belirtilen analizi gergeklestirmek igin
Anderson ve Gerbing’in (1988) 6nermis oldugu iki
adimli yaklagim izlenmistir. Buna goére modeldeki
yol analizleri yapilmadan 6nce dogrulayici faktor
analizi ile modelin yeterli uyum degerlerine sahip
olup olmadiginin belirlenmesi gerekmektedir.

Dogrulayict faktor analizinde modelin dataya uygun
olup olmadigini gosteren bes indeks
kullanilmaktadir; Ay?/df, GFI, CFI, RMSEA ve NFI
(Hair vd., 2010). Dogrulayic1 faktér analiziyle
ulagilan degerler (Ay?/df= 1,632, GFI= 0,91, CFI=
0,97, NFI= 0,93, RMSEA= 0,046) alan yazinda
genel kabul gormils uyum istatistik referans

Tablo 1: Aciklavic: Fakior Analizi

Faktirler Madde  Faktor Yiik Arahgi Acqklanan Varvans Cronbach Alpha
Sayis1
Isten Ayrilma Niyeti
3 B75-.927 80.696 o=88
KMO=721; Barlett=(df=3)477.815; P=0.00]
Is Aile Catismasi
5 .796 - 889 71,554 o=90
KMO=.878; Barlett={df=10)840.347; P=0.001
Duygusal Tiikenme
9 564 - 883 39242 o=.93
Duyarsizlasma 5 J698- 813 26.647 =87

KMO=933; Barlent= (df=91)2621.950; P=0.001
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Tablo 2: Ol¢iim Modeline iliskin Uyusma Gegerliligi Sonuglari

Yap1 Soru AVE CR
Isten Ayrilma Niyeti 3 0,72 0,88
Duyarsizlagma 5 0,58 0,87
Is-Aile Catismast 5 0,65 0,90
Duygusal Ttiikenme 8 0,64 0,93

degerleriyle (Hair vd., 2010; Settoon vd., 1996)
kargilagtirildiginda ele alinan degiskenlere iliskin en
uygun faktor yapisina ulasildigt goriilmektedir.

Gozlenen degiskenlere iligkin parametre tahmin
degerlerinin tiimi pozitif, 0,50 degerinden biyiik ve
istatistiksel olarak anlamlidir. Buna gore yakinsama
gegerliligi  (convergent  validity) saglanmuistir
(Civelek, 2018). Buna ek olarak Fornell ve Larcker
(1981) tarafindan Onerilen ortalama agiklanan
varyans (Average Varianca Extracted (AVE))
degerleri 0,50’nin iizerinde ve her bir gizi
degiskenin  bilesik  giivenilirlik  (Composite
Relability) degerleri 0,70’in iizerindedir. (Bkz.
Tablo 2)

3.4. Ayrisma Gegerliligi

Son olarak ayrisma gecerliligini test etmek igin
Venkatraman’in (1989) yaklagimi kullanilmistir. Bu
yaklagima gore gizli yapilarm ikili eslestirilmesinde
ortak varyanslarin 1’e esitlenmesi ve serbest
birakilmast durumunda bu iki test degerindeki X-
degerleri arasindaki fark istatistiksel agidan anlamli
olmalidir. Bagka bir sdylemle bu iki deger
ortismemelidir (Liu & Lin, 2016). Tablo 3’den
goriilecegi tizere ikili modellerin X- degerleri kritik
degerlerden farklidir. Buna gore 6lglim modelinin
ayrisma gegerliligini sagladigi soylenebilir. (Bkz.
Tablo 3)

3.5. Ortak Metot Varyans Hatasi

Sosyal bilimlerde ayn1 anda birden fazla yaprya
iliskin veri toplanmasi (kesitsel aragtirma) siirecinde
ortaya ¢ikan Olglim problemlerinden biri ortak
metod varyans hatasidir (Podsakoff & Organ, 1986;
Podsakoff vd., 2003). Ortak metot varyans hatasinin
olup olmadigr test etmeye yonelik kullanilan en
yaygin yontemlerden biri Harman’in tek faktor
metodudur (Podsakoff & Organ, 1986). Bu yonteme
gore tim veriyi tek bir faktér analizine dahil
ettigimizde ve herhangi bir rotasyon metodu
secmedigimizde tek ve genel bir faktor ortaya
cikiyor ise, ya da tek faktor varyansin onemli bir
bolimiinii tek basmna agikliyor ise ortak metot
varyans hatasinin  varligindan s6z edilebilir
(Podsakoff & Organ, 1986). Higbir rotasyon teknigi
kullanilmadiginda ve en biiyiik olabilirlik
(maximum likelihood) metodu segilerek verinin
ham hali ile yapilan faktor analizi neticesinde ortaya
cikan faktor say1 4 olmakla birlikte bu faktorlerin
aciklamig  olduklar1 toplam varyans miktari
%63,019’dur. Baska bir ifadeyle veri tek ve genel
bir faktdrde toplanmamaktadir. Diger yandan faktor
sayis1 1’e zorlandiginda tiim gbzlenen degiskenlerin
tek faktorde toplandigi faktoriin agiklamig oldugu
toplam varyans miktar1 %38,261°dir. Bu oran %50
varyanstan daha disik oldugundan arastirma
kapsaminda toplanan veride ortak metot varyans
hatasinin olmadigi sdylenebilir.

Tablo 3: Ayrisma gegerliligine iligkin istatistikler

Test A¢iklama ¥ kisitlanan model ¥ serbest model Farklar?
483.3
1 TUK €= IAC 268,511 212,619 55,892
2 TUK€<- IAN 178,385 164,389 13,996
3 IAC € IAN 67,057 31,472 35,585

Not: ®Tiim fark degerleri p<0,05 anlamlilik diizeyinde istatistiksel agidan anlamlidir.
b TUK: Tiikenmislik, IAC: Is-Aile Catismasi, IAN: Isten Ayrilma Niyeti
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3.6. Degiskenler-arasi Tammlayic1 Istatistikler
ve Korelasyon Analizi Sonuclar:

Degiskenlere iliskin  tanimlayic1  istatistikler
(ortalama, standart sapma) ve giivenilirlik
katsayilar1 ile degiskenler aras1 korelasyon

diizeyleri Tablo 4’de sunulmustur. (Bkz. Tablo 4)

Tablo 4’den goriildiigii ilizere tiim degiskenler
arasindaki iliskiler pozitif yonde ve istatistiksel
acidan anlamlidir (p<0,01). Diger yandan parantez
icerisinde  gosterilen degiskenlerin  giivenilirlik
diizeylerine bakildiginda tiim 6l¢eklerin Cronbach
(1951) tarafindan Onerilen giivenilirlik
katsayilarinin 0=0,70 diizeyinden yiiksek oldugu ve
oldukga giivenilir olduklar1 sylenebilir.

3.7. Modelin Yapisal Esitlik Modellemesi ile Test
Edilmesi

Yol analizinde de modelin teoriyle uyumlu
oldugunu ispatlamak i¢in dogrulayici faktor analizi
baghigi altinda bahsedilen uyum indeksleri
kullanilmistir. Yol analizi ile elde edilen uyum
indekslerine bakildiginda (Ay¥df= 1,502, GFI=
0,92, CFI= 0,98, NFI= 0,94, RMSEA= 0,41) alan
yazinda genel kabul gormiis uyum istatistik referans
degerleriyle (Hair vd., 2010; Settoon vd., 1996)
kargilagtirildiginda test edilen modelin yeterli uyum
kriterlerini sagladigi sdylenebilir.

Buna gore arastirma bulgulart gostermektedir ki; is-
aile catigmasi tiikenmisligi istatistiksel agidan
anlamli ve pozitif bir sekilde -etkilemektedir
(B=0,463; t=4,605; p<0,001). Benzer sekilde
tikenmislik isten ayrilma niyetini istatistiksel
acidan anlamli ve pozitif bir sekilde etkilemektedir
(B=0,611; t=7,236; p<0,001). Son olarak is-aile
catigmasi isten ayrilma niyetini istatistiksel agidan
anlamli ve pozitif bir sekilde -etkilemektedir
(B=0,302; t=4,747; p<0,001). Bu bulgulardan
goriildiigii iizere degiskenler arasindaki nedensel
iligkiler aracilik etkisini test etmek igin yeterli
kosullar1 saglamaktadir. Bu baglamda is-aile

catigmasinin isten ayrilma niyeti lzerindeki
etkisinde tiikenmislik modele dahil edildiginde is-
aile catismasi ile isten ayrilma niyeti arasindaki
iliskinin ilk modeldeki gibi hala anlamli olmadig1
(B=0,014; t=0,203; p>0,05) saptanmustir. Ayrica ilk
model ile ikinci model kiyaslandiginda is-aile
catigmasinin isten ayrilma niyeti iizerindeki etkisini
gosteren beta katsayisinda oOnemli bir azalma
oldugu gozlenmistir ($1=0,302; B,=0,014). Ortaya
¢ikan bu sonug tiikenmisligin is-aile gatigmasi ile
isten ayrilma niyeti arasindaki iliskide tam aracilik
etkisine sahip oldugunu gostermektedir ve bu
dolayli etki Sobel testine (Sobel, 1982) gore
istatistiksel acidan anlamlhidir (z=5,5862; p<0,001).
Benzer sekilde Bootstrapt orneklem biiyiikligii
1000 olarak hesaplandiginda da bu dolayl etkinin

istatistiksel acidan anlamli  oldugu (p<0,01)
yukaridaki sonuglari teyit etmektedir
(Effect=0,2097; Boot SE=0,0375; BootLL99

CI=0,1177; BootUL99 C1=0,3189). (Bkz. Tablo 5)

4. SONUC, DEGERLENDIRME ve

ONERILER

Literatiir incelendiginde, is-aile ¢atismasiyla ilgili
pek c¢ok caligmaya rastlanmakla  birlikte,
tikenmislik, ig-aile catigmasi ve isten ayrilma niyeti
kavramlari arasindaki iligkiyi dogrudan inceleyen
sinirh sayida calisma yer almaktadir. Arastirma
sonuglarina gore is-aile catismasi tikenmisligi
istatistiksel agidan anlamli ve pozitif bir sekilde
etkilemektedir. ~ Bu bulgu alanyazindaki bazi
arastirmalarin bulgulart ile tutarlilik gostermektedir
(Karatepe vd., 2010; Lambert vd, 2010). Diger
taraftan, ig-aile ¢catigmasi isten ayrilma niyetinin de
istatistiksel agidan anlamli  ve pozitif bir
belirleyicisi olarak bulgularda yer almaktadir. Bu da
alanyazindaki pek ¢ok aragtirmanin sonucunu
destekler niteliktedir (Haar, 2004; Haar vd, 2012;
Mauno vd., 2015; Lu vd., 2017; Wang vd., 2017).

Tablo 4: Degiskenlere iliskin tanimlayici istatistikler, korelasyon ve giivenilirlik diizeyleri

Degiskenler  Ort. Ss. 1 2 3 4 5
1. TUK 2,88 0,955 (0,93)
2.DUT 3,20 0,987 0,935** (0,93)
3.DUY 2,37 0,549 0,828**  0,576** (0,87)
4.1AC 3,44 0,549 0,401**  0,416**  0,267** (0,90)
51AN 2,73 0,549 0,499**  0,450**  0,438**  0,263**  (0,88)

a. TUK: Tiikenmislik, IAC: Is-Aile Catismasi, IAN: Isten Ayrilma Niyeti, DUY: Duyarsizlasma, DUT: Duygusal Tiikenme

**Korelasyon p<0,01 anlamlilik diizeyinde anlamlidir. Giivenilirlik diizeyleri (Cronbach’s Alpha) parantez i¢inde sunulmustur.
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Tablo 5: Aracilik Etkisine Iliskin Yapisal Esitlik Modeli Sonuglar

Hipotezler Standardize Edilmis

Katsayilar (B) R? AR
Is Aile Cattsmasi=> Tikenmislik 0.464%** (1 = 4,832) 0.16
Titkenmislik = Isten Aynlma Niyeti 0.612%** (t = 7,754) 0.25
Is-Aile Catismast =*Isten Avrilma Niveti 0.302%** (1= 4.844) 0.07
(Direkt) 0,18
Is-Aile Catismast 2Isten Aynlma Niveti 0.014 ad. (t= 0.203) 0.25

{Dolavli)

< 0,05, FHp = 0,01, *** p<0,001; ad.: anlaml degil

Arastirma sonuglarina goére, tiikenmisligin isten
ayrilma niyetini anlamli ve pozitif bir sekilde
etkilemesi pek ¢ok calismada elde edilen bulgulart
desteklemektedir (Kim & Lee, 2009; Polat, 2009;
Yiiriir & Unli, 2011; Aslan & Etyemez, 2015; Lu &
Gursoy, 2016). Nitekim, Telli (2012) yaptigi
calismada liderlik davranig tarzlari ile calisanlarin
tikenmiglik ve isten ayrilma egilimleri arasinda
pozitif ve anlamli bir iligki oldugunu tespit etmistir.
Aym iliskiyi, Cimen (2000), saglik ¢alisanlari igin
test etmistir.

Arastirmada, tiikenmisligin is-aile c¢atigmast ile
isten ayrilma niyeti arasinda tam araci etkiye sahip
oldugu tespit edilmistir. Bu baglamda, yukarida da
ifade edildigi gibi bu ¢aligmanin ilgili yazina en
temel katkisinin bu araci roliin aragtirilmasi oldugu
diigiiniilmektedir.

Yukaridaki  onceki aragtirma  bulgulart ile
kiyaslamali olarak ele alinan arastirma sonuglari
gostermektedir ki g¢alisanlarin bir anlamda saglik
calisanlar1 da olduklar1 disiiniildiigiinde yogun
calisma saatlerinin normal yasamlarina da sirayet
ettigi, dolayisiyla belirli bir noktadan sonra isleri ile
aileleri arasinda bir ¢atigma yasadiklar1 soylenebilir.
Yaganan bu catisma durumunun ilerleyen zaman
icinde calisanin genel stres diizeyinde bir artisa
sebep oldugu ve uzun vadede bir tikenmislik
sendromumun  ortaya  ¢ikmasi,  dolayisiyla
calisanlarin bu durumla bag etme taktiklerinden biri
olarak isten ayrilma niyeti  gelistirdikleri
sOylenebilir. Ortaya ¢ikan bu dolayli iliski
Kaynaklari Koruma Teorisi (Hobfoll, 1989) ile de
tutarhilik gostermistir. Bagka bir ifade ile ilgili
teoriden siizlilerek ortaya c¢ikan modelin teoriyi
destekledigi soylenebilir. Bu bulgular 1s181inda
kaynaklar1 koruma teorisine dayanarak is-aile
catismasinin bir stres kaynagi olarak tiikenmisligi,
tikenmisligin ise isten ayrilma niyetini pozitif

yonde etkiledigi, buna ek olarak is aile ¢atigmasinin
isten ayrilma niyetini pozitif yonde etkiledigi
bulgular1 gbéz Oniine alindiginda, bu iliskinin
tikenmislik {izerinden gerceklestigi saptanmuistir.
Bu suretle is aile catigmasi yasayan calisanlarin
isten ayrilma niyetlerini olumlu etkileyecegi, ancak
tikenmislik ~ sendromuna  maruz  kalmalar1
durumunda bu etkinin daha da giiclenecegi
sOylenebilir.

Arastirmanin uygulayicilara saglayacagi faydalar
ise soOyle siralanabilir: Oncelikli olarak is-aile
catismasinin isten ayrilma niyetine sebep olan bir
dogaya sahip oldugu diisiiniildiigiinde yoneticilerin
calisanlarin is-yasam dengesini saglayacak diizeyde
optimum i yiikii vermeleri Onerilmektedir. Aksi
durumda calisanlarin  isleri tamamlayamama
durumu ailelerine ayirmalari gereken zamani
azaltmalarma ve wuzun vadede yasayacaklari
catigmalar sonucunda cesitli fiziksel ve psikolojik
tikenme durumlarinin ortaya c¢ikmasina sebep
olabilecektir. Bu durum ise sonrasinda isten ayrilma
niyeti ile sonuglanacaktir. Diger yandan ¢alisanlarin
tikenmislik sendromunu engelleyici ¢esitli izin,
terfi, licret ve odiil gibi uygulamalarin tiikenmisligi
azaltacagi diislinlilmektedir. Benzer sekilde islerin
esit ve insani Olciilerde paylastirilmasi, ¢alisanlarin
kendilerini igletmenin bir pargasi olarak gormeleri
ve oOrgiitsel baglillk yasamalar1 gibi faktorlerin
tikenmisligi azaltacagr diistiniilmektedir. Bu
Onerilere ilaveten c¢alisanlar ile yakindan iligki
kurulmasi,  onlarn  sikayetlerini  dinlemek,
performans baskilarint minimum diizeye diigiirmek
ve Oncelikli unsurun insan oldugu bilincinin
yerlestirilmesinin igyerindeki pozitif bir iklim
olusmast yoniinde katk1 saglayacagi
diisiiniilmektedir. Son olarak, insan kaynaklar
yoneticilerinin ig analizi, i tanim1 ve is gereklerini
cok iyi belirleyerek kisi-is uyumu, kisi-orgiit uyumu
kavramlarinin  farkinda olmalart1 ve tim bu
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stireglerinin {izerine en uygun kisilerin isletmeye
alimmasini saglamalarinin hayati 6nem arz edecegi
diigiiniilmektedir.

Sosyal bilimler alanindaki bircok aragtirmada
oldugu gibi bu calismanin da cesitli kisitlar
bulunmaktadir. Ancak bu kisitlara firsat yaklagimi
ile  bakildiginda her bir kisitin  gelecek
arastirmacilarin  ortaya koymast beklenen yeni
arastirma konular1 olabilecegi soylenebilir. Ik
olarak arastirmanin kesitsel bir aragtirma oldugu
distintildiigiinde degiskenler arasinda zaman temelli
nedensel iligki aragtirlmamigtir. Bu baglamda, bu
calismanin  farkli bir versiyonun boylamsal
arastirmalarca ele alinmasi sonraki arastirmacilara

onerilmektedir. Arastirmanin  bir diger kisiti,
arastirma ornekleminin sadece saglik
calisanlarindan olugmasi ve orneklem

biiyiikliigiiniin 294 kisi olmasidir. Bu ¢aligmanin bir
benzerinin farkli sektorlerdeki ve daha biiyiik
orneklemler  ilizerinde  yapilmasi  aragtirma
sonuglarinin  genellenmesi  acisindan  sonraki
aragtirmacilara Onerilmektedir. Bunlara ek olarak
insanin karmagik bir yapiya sahip oldugu ve
cevresel uyaricilarin sayisinin tahmin
diizeylerininim iizerinde oldugu diisiintildiigiinde
yapilan arastirmalarin resmin biitiiniinii agiklamakta
yetersiz oldugu soylenebilir. Ozellikle arastirmada

aract degisken olarak sadece tikenmisligin
kullanilmasi, bagka aract ya da  sarth
degiskenlerinde modeldeki direk iligkiyi
etkileyebilecegi Ongorildigiinde farkli

degiskenlerin modele dahil edilmesinin ilgili yazina
olan katkiyr bir adim daha ileriye tasiyacagi
disiiniilmektedir.
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The prevention of burnout can only be achieved on both individual and organizational levels.
Employees who experience less burnout were found to have higher self esteem, feel more
sufficient, and to be less affected by their environment. Alongside these, individuals resistant to
burnout were stated to be individuals with hobbies, strong social relations, and the ability to
draw social support from the people in their environment. In the light of these findings,
prevention efforts on an individual level can be realized through ensuring self-esteem,
regulating relations to others, providing hobbies, teaching to say no, and the provision of skills
such as stress management. This can be achieved through groups working at the same or
different occupational field receiving psychological support (for example, relaxation techniques,
stress management, psychodrama). Occupational burnout is an important problem that needs to
be understood and prevented where the fields of organizational and clinical psychology need to
work in cooperation.
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Mesleki tiikenmisligin onlenmesi hem bireysel hem de drgiitsel diizeyde gergeklestirilebilir.
Bireysel diizeyde alinabilecek onlemleri belirleyebilmek icin tiikenmislige dayanikli bireylerin
ozelliklerine bakmak yararli olacaktir. Daha az tiikenmislik yasayan c¢alisanlarin benlik
saygisimin yiiksek oldugu, kendilerini daha yeterli hissettikleri ve ¢evreden daha az etkilendikleri
saptanustir. Bunlarin yaminda titkenmeye karsi dayamikli bireylerin hobileri olan, sosyal
iliskileri giiclii, ¢evrelerindeki insanlardan sosyal destek alabildikleri ifade edilmektedir. Bu
bulgularin i1sinda bireysel diizeyde yapilacak dnleme ¢alismalart bireylerin  kendilerine
giivenmelerini saglama, digerleri ile iligkileri diizenleme, hobiler edinme, hayir diyebilme, stres
yonetimi gibi becerilerin kazanilmasiyla gerceklesebilir. Bunun yolu ise farkli ya da ayni meslek
alammin da ¢alisanlarin grup olarak psikolojik destek almasi ile gergeklestirilebilir. Ornegin,
gevseme tekniklerinin kullanilmasi, stres yonetimi, psikodrama terapisi, tiikenmislikle bas etmek
icin kullamilacak yontemlerdendir. Mesleki tiikenmislik anlasiimasi ve énlenmesi gereken, orgiit
psikolojisi ile klinik psikolojinin is birligi i¢inde ¢alisacagi onemli bir sorundur.

8 Jletisim kurulacak yazar, Dr. Ogr. Uyesi, KKTC Yakin Dogu Universitesi, Psikoloji Béliimii, Lefkosa, KKTC. E-mail:
fusun.gokkaya@neu.edu.tr. ORCID: 0000-0002-9392-0724


http://dergipark.ulakbim.gov.tr/iid/
mailto:fusun.gokkaya@neu.edu.tr

30| Is ve Insan Dergisi 6(1) 29-41

1. INTRODUCTION

The first of the technological revolutions that have
changed the production and consumption
relationships in the world changed farmers working
the fields into workers in factories, causing those
living in rural areas to migrate and form the
metropolises of today. The second technological
revolution was constituted by the changes occurring
in those workers. Through this revolution, factory
workers have started to change into information
workers to meet the increasing demand in the world
economies for information. Nationalism based
uprisings can be seen to increase in most countries
after the mid-19" century. The Industrial
Revolution, which is defined as mechanized
industries being born through the effect of new
inventions on production and steam powered
machines and these developments increasing the
capital accumulation in Europe, emerged in the late
18" and early 19" centuries (Deane, 2000). The
development of industry and technology caused
disconnections in human relations and people
drifted apart. Humans thus lost their neutrality or
spontaneity (Blatner, 2002). All those emerging
changes brought about many new concept and
problems, including occupations, job safety,
expertise, syndicates, fair pay distribution, social
security, mobbing, and occupational burnout. The
concept of burnout, which was first used as a result
of the changes in professional life after the
industrial revolution to term the occupational
depression experienced by people working at
customer services in the USA, showed that
employees experienced problems in fields such as
job stress, role uncertainty, not participating in
important decisions, relations to people served,
relations and communication in the workplace, and
role conflict (Danna & Grffin, 1999). Additionally,
the work environment is known to possibly create
pressure on employees, and this pressure can cause
negative effects in their psychological health,
making them not enjoy their job, have decreases in
workplace efficiency, and have disruptions in their
physical health (Ahola, 2007).

Freudenberg, who is the psychiatrist who defined
the concept of burnout in 1975 through the
experiences of those who worked in the fields of
humanitarian services and health, used the term “the
experience of emotions being spent out causing a
loss of motivation and commitment”. Maslach, who
was a social psychologist examining the emotions
of employees in the workplace, noticed the
important effect of the coping strategies of an
individual and the emotional stress of the job on
working behavior (Maslach, Schaufeli & Leiter,

2001). In summary, Maslach concluded that
burnout was related to the experiences of people in
close relationships with others because of their job
and was also affected by “the requirements of the
job” and “the capacity of the person to meet those
requirements”. In this context, occupational burnout
can be conceptualized as a psychological syndrome
emerging as a reaction to the interpersonal chronic
stressors in the workplace. Two points are
emphasized in the efforts to conceptualize
occupational burnout, namely the clinical and social
consequences. The clinical consequences are the
mental health problems encountered by the
employees. The social consequences are constituted
by how the workplace and service fields are
affected by this situation (Maslach et al., 2001).

Occupational burnout emerges in the dimensions of
emotional burnout, desensitization, and low
personal achievement/feelings of insufficiency
(Maslach & Jackson, 1981). In the emotional
burnout dimension, the following symptoms can be
seen in an individual:

e Fatigue
e Lack of energy
e Feeling emotionally distressed

Desensitization emerges as the individual showing
unemotional attitudes and behavior to the
individuals to whom he/she provides services
without taking into account that they are also
individuals. A feeling of burnout in the dimension
of personal achievement, on the other hand terms
the following experiences:

e An inclination to negatively -evaluate
oneself
Feelings of insufficiency
Thinking that one is not a proficient
individual

o Decreases in motivation

Burnout is a process that terms emotional, mental,
and physical fatigue and evolves through time.
Burnout, which can be thought as a continuous
variable, cannot be classified as “all or none”, and is
termed as a gradual decrease in emotional energy.
Phasing burnout may be appropriate to better
understand it (Schaufeli & Buunk, 2003; Balcioglu,
Memetali & Rozant, 2008).

Phase I: Enthusiasm: At this phase, the
expectations of the person from the job are very
high. Most of those are unrealistic. The person
accepts to the difficult conditions and makes an
effort to adapt. Hopes and expectations are high as
well as energy.
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Phase 11: Stagnation: At this phase, the person
thinks about the difficulties he/she encounters. The
person starts to question his/her actions and feel
discomfort. Hopes and energy gradually decrease.

Phase Ill: Frustration; The person working for
helping and serving others understands that it is
hard to change the system or the difficult working
conditions. A strong feeling of frustration is
prevalent. As a result, withdrawal or avoidance
behavior is observed.

Phase IV: Apathy: At this phase, the person
performs his/her job not because he/she loves it but
because of obligation. Hopelessness, loss of belief,
behaviors of distancing oneself from the job, and
boredom emerge. For the person, his/her duty is a
source of anxiety and discomfort.

There are various factors that cause burnout. These
can be summarized under two categories as
individual and organizational factors (Danna &
Grffin, 1999; Barutgu & Serkan, 2008).

Individual Factors - Demographic Factors:

Gender

Age

Duration of employment
Marital status

Presence of offspring
Education level

Individual Factors — Personality Characteristics:

Hastiness
Perfectionism
Ambition

Inability to say no
Emotional repression

Organizational Factors:

Workload

Control over the job

Rewards

Organizational belonging

Characteristics regarding the job and the
organization such as justice (Maslach et
al., 2001; Finney, Stergiopoulos, Hensel,
Bonato & Dewa, 2013).

Alongside these, the quality of the job is an
important factor that determines whether stress is
encountered. People in various occupational groups
encounter high levels of stress because of
organizational structures and working conditions.
“Occupational burnout” is a common situation in
professions in which employees are required to

work with people who need help. For example, in
occupations where face to face interaction with
people is common such as the police, nurses, and
teachers, burnout symptoms were found to be
experienced prevalently (Cam, 1994; Cam &
Baysal, 1997; Jones & Fletcher, 2003).

2. THE RESULTS of OCCUPATIONAL
BURNOUT

The results of burnout can be classified under five
main groups, namely organizational, social,
behavioral, physical, and psychological symptoms
(Cam, 1998; Maslach et al., 2001; Schaufeli &
Buunk, 2003).

Organizational Symptoms:

e The person not meeting the expectations of
the workplace

e The individual continuously comparing
his/her job performance and success with
other employees

e Resulting uprising against authority or
excessive workloads

Social symptoms:

e Disconnections in human relations
e Isolating oneself from colleagues
e Depersonalization.

Behavioral symptoms:

Uneasiness

Needing constant breaks
Evading work

Not enjoying work

Loss of interest
Absence

Physical symptoms:

Negative physical conditions or workplace
conditions can cause physical symptoms. Working
in shifts, the necessity to sit or talk for extended
durations, lack of lighting, excessive heat or cold,
and the workplace not getting enough sunlight all
disrupt the physical health of employees. These can
cause health problems such as asthma, visual
impairment, respiratory disorders, headaches, and
blood pressure problems. As the physical health of
employees decrease, their quality of life is disrupted
and workplace efficiency decreases.
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Psychological symptoms:

Psychological symptoms show themselves through
the emotions of employees.

e Deep anger, disappointment, uneasiness,
hopelessness, unhappiness, anxiety, and
worries are among the feelings
experienced by employees with burnout

e When these emotions emerge, the
individual loses his/her confidence in
his/her success and loses the ability to
enjoy life. Burnout causes even greater
increase in those emotions

e Especially excessive unhappiness and
anxiety, along with the presence of other
emotions and symptoms, can turn into
depression or anxiety disorders.

According to a report by the World Health
Organization (WHO, 2017), depression is the most
prevalent mental disorder with 300 million people
from every age group entering depression (7.5% of
all mental disorders in 2015) and 800000 people
committing suicide because of depression each
year. There are various factors regarding
depression, which is such a frequent disorder that
disrupts an individual’s functionality. One of those
is occupational burnout. Many studies have pointed
to a relationship between occupational burnout and
depression (Dyrbye, Thomas & Shanafelt, 2006;
Gokkaya & Ozdel, 2016; Hakanen & Schaufeli,
2012; Maslach et al., 2001). It is thus very easy to
understand why intervening in occupational
burnout, which is one of the social factors triggering
depression (which in turn decreases quality of life
both because of having the highest frequency in
society and its results such as hopelessness,
unhappiness, and thoughts and actions of suicide).
Anxiety, although similar to fear with regard to
physical symptoms, is experienced in conditions
with unknown physical reasons (Perusini &
Fanselow, 2015). It is very important to understand
where  anxiety  manifests adaptively and
maladiptively. An optimal amount of anxiety
motivates a person and protects from danger by
providing alertness. Conditions of anxiety that
continue for long durations, decrease a person’s
efficiency, causes disruptions in interpersonal
relations, has physical symptoms such as
palpitation, shaking hands and feet, excessive
sweating, dryness of mouth, difficulties in
respiration, fast breathing, and muscle tension, and
is accompanied by psychological characteristics
such as uneasiness, excitement, and feelings that
suddenly something bad will happen should be
evaluated as pathological (Rosen & Schulkin,
1998). Anxiety disorders are classified as
“separation anxiety”, “mutism”, ‘“social phobia”,

“panic disorder”, “agoraphobia”, anxiety disorder

99 <,

caused by substance/drug”, “anxiety disorder tied to
another health condition”, “other unspecified
anxiety disorder”, and ‘“unspecified anxiety
disorder” (DSM-5, 2014). In a review performed in
the USA by scanning data from the Collaborative
Psychiatric Epidemiology Studies-CPES (20023
people total) anxiety disorders were found to be
seen in 1.79% of adult females and 1.17% of adult
males (McLean, Asnaani, Litz & Hofmann, 2011).
According to the National Mental Health Action
Plan, when the table giving the first 20 reasons
behind life years lost to disability in Turkey was
examined (page 5), panic disorders were (30116
people) seen to have a frequency of 1.2% among
females (URSEP, 2011). According to a report by
the WHO (World Health Organization), anxiety
disorders come sixth among mental disorders
(3.4%) (WHO, 2017).

It is not possible to state that every employee who
encounter problems in the workplace and has
depression and/or anxiety disorders will experience
occupational burnout (URSEP, 2011). However, it
has been supported through the results of especially
longitudinal studies that occupational burnout
drives an individual to depression and/or anxiety
disorders when not prevented (Ahola & Hakanen,
2017; Schaufeli, Bakker, Hoogduin, Shaap &
Kladler, 2001). When the results of the examined
studies were generally evaluated, a positive
significant relationship between burnout and
depression and anxiety was found. This means that
depression and anxiety increase alongside burnout
(Gokkaya, 2013; Toker, Shirom, Shapira, Berliner
& Melamed, 2005; Timkaya, 1996). Similarly,
burnout is seen as an indicator of depression
specifically (Hakanen & Schaufeli, 2012).

3. THE PREVENTION OF OCCUPATIONAL
BURNOUT

Prevention is defined as “keep (something) from
happening, “Stop (someone) from doing
something” (EOLD, 2018). While the subject of
prevention was previously a point of interest for the
field of public health, it has become a field of study
for other branches of medicine and psychiatry as
well in recent years (Durlak & Wells, 1997).
Prevention efforts that are made before problems
present and target individuals not yet affected by
problems are called basic preventive services.
Preventive efforts made when the problem first
presents to decrease the number and frequency of
problems or to remove the problem are called
secondary prevention services (Durlak & Wells,
1997). Taking basic prevention precautions before
occupational burnout presents would also be
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beneficial (Maslach & Leiter, 1997). Thus, it would
be much easier and cheaper to remove problems
before they grow. The disruptions in the physical
and mental health of individuals experiencing
occupational burnout cause both material and
mental harm. Individuals lose both time and money
while looking for the reasons behind their health
problems and being treated. These losses of the
individuals are also reflected on the organization.
The burnouts of individuals, who slow down work,
do not show up, or cause disruptions in the
workplace cause organizations to lose workforce,
profit, and efficiency. First, it is important for the

organization to ensure the prosperity and
organizational commitment of  employees.
However, individuals choosing  occupations

appropriate to their characteristics during job
selection is even more important. In summary, what
individuals do before they are employed, what
individuals do when working, and what the
organization does for the prevention of occupational
burnout can be evaluated as basic prevention
efforts. The individual factors that people should
consider while entering work life and during work
life are as follows (Cam & Engin, 2017; Glogow,
1986; Greenberg, 2011; Joshi, 2005; Lee,
Scheunemann, Hall & Payne, 2012; Maslach &
Goldberg, 1998; Maslach & Zimbardo, 1982;
McTigue, 2010; Riggar, 1985; Schiffman, 2005).

Individuals should pay attention to the following in
job selection:

e Being aware of their
characteristics and skills
Having effective communication skills
Being able to say no and draw boundaries
Being able to fulfill the requirements of a
healthy and regular life
Having long term life and career plans
Learning how the job is performed
Knowing the risks and difficulties of the
job

e Learning about the long-term career
advancement options of the job

e Determining realistic expectations and
goals regarding the job

e Being able to change jobs if necessary

own personal

Individuals should pay attention to the following in
work life:

Personalizing how the job is done
Activities in daily life that will make them
feel happy and provide a positive point of
view for them (listening to music, reading
etc.)

e Relaxation
exercises

exercises and  breathing

e Healthy  nutrition, habits,
exercising
Seeing the positive aspects of the job
Leaving the problems at work and at the
workplace
Not bringing work home
Not neglecting private life by using work
as an excuse, keeping social relations
strong

e Using days off when necessary and within

the context of legal rights

healthy

e Taking breaks during work

¢ Not working during lunch hours

e  Getting hobbies

e Being aware of burnout and having
information on burnout

e |If necessary, receiving psychological

counseling or therapy
Using humor and comedy
Efficient time management

The efforts to prevent burnout on an organizational
level can be summarized as follows:

Making clear job definitions for employees
Applying a tolerant, flexible, and inclusive
management approach

e Taking person-job
account during hiring

e Increasing in service training programs to
decrease personal insufficiencies

e Making the necessary orientation efforts
for those who start employment and those
who change positions  within  the
organization

e Being just in the distribution of duties and
rewards

e Providing an environment appropriate for
personal development

e Forming permanent
problem solving

e Trying to solve problems as they emerge
before they become chronic

e Taking measures so that
workloads do not occur

e Organizing meetings so that the person
does not have differences in values with
the organization

e Making the work environment appropriate
with regard to heating, light, and sound
levels

e Increasing the allocated times for personal
rest and improvement

e Ensuring employee
organizational decisions

o Benefiting from previous personnel during
the adaptation process of new personnel

e Respecting the personality characteristics
of personnel

compatibility into

mechanisms  for

excessive

participation in



34 | Is ve Insan Dergisi 6(1) 29-41

Clear duty definitions
Providing employees with a chance to be
promoted, determining these options
beforehand, and informing employees on
the subject when they are hired

e Organizing trainings on the definition and
prevention of burnout

e Helping employees rejuvenate through
group efforts and seminars

e Regulating wages fairly and in a manner
meeting expectations

e Using communication channels effectively
for a positive atmosphere

e Management and managers being open to
criticism and tolerant

e Minimizing needless rules and excessive
control mechanisms

e Decreasing the workload of high-level
managers and giving lower level
employees more authority  through
transference of authority

e Creating a work environment that inspires
trust in individuals and supports them,
providing social support to employees

e Increasing vacation and social activity
possibilities.

As it is seen, there are much more to do to prevent
occupational burn out in organizational level. In this
sense, if the organizations do their part, there will
be no need to intervene  with the
individuals/employees who have experienced burn
out. On the other hand, if the organization itself
cannot provide an effective organization and
operation, and if they are facing some problems, it
is thought that the professional help will be
beneficial.

When the reasons behind occupational burnout
were examined, individual and organizational
factors were seen to be important. For this reason,
the prevention of burnout can only be achieved on
both individual and organizational levels. In order
to determine the preventions that can be taken on an
individual level, it would be beneficial to examine
the characteristics of individuals resistant to
burnout. Employees who experience less burnout
were found to have higher self-esteem, feel more
sufficient, and to be less affected by their
environment. Alongside these, individuals resistant
to burnout were stated to be individuals with
hobbies, strong social relations, and the ability to
draw social support from the people in their
environment (Judge & Bono, 2001; Kim, 2012).

A study aiming to show the strategies that could be
used to minimize burnout and its negative effects
focused on the following: (1) the strategies used by
the individuals to cope with the resources that

decrease with the emergence of burnout (lI)
changing the characteristics of the job to be less
demanding and more motivating, and (I11) the style
of managing the interaction between work and the
social environment. When the results were
examined, it was seen that individuals used the
strategies  of  coping, improvement, and
compensation to change their responses to stress or
stressors and decrease the effects of job stress.
Alongside this, individuals were seen to change the
characteristics of the job to make it less frustrating
and more motivating, which is termed job crafting.
As a result, individuals created boundaries between
work related and non-related social environments.
Thus, they experienced less family-work conflict
(Demerouti, 2015).

In a study performed with 489 foodstuff production
workers, an effort was made to determine
preventive measures for possible burnout. The
results showed that the quality of life scores of
those who had high personal and occupational
burnout scores were lower. As a result, a
salutogenic approach, and programs aiming at the
encouragement and improvement of workplace
health were shown to be beneficial in preventing
burnout (Arandelovi¢, Nikoli¢ & Stamenkovic,
2010).

Prevention efforts on an individual level can be
realized through ensuring self-esteem, regulating
relations to others, providing hobbies, teaching to
say no, and the provision of skills such as stress
management (Kim, 2012; Maslach et al., 2001).
This can be achieved through groups working at the
same or different occupational field receiving
psychological support. In this section, examples
from certain experimental group studies performed
on an individual level to prevent burnout will be
given.

The aforementioned individual based prevention
efforts were made using group counseling/therapy
methods. Studies on group therapy and individual
therapy have shown that group therapy is at least as
effective as individual therapy. The progress made
by a person through group therapy is realized in a
shorter time and with less difficulty compared to
individual therapy. When examined from a
cost/benefit relationship point of view, group
therapy is much more effective than individual
therapy. The therapeutic mechanisms at work in
group psychotherapy have been listed as eleven
elements: Hope inception, universality, informing,
altruism,  improving  socializing  techniques,
imitation behavior, catharsis, corrective reformation
of the basic family group, existential elements,
group intermingling, interpersonal learning (Yalom,
1995). From these aspects, group therapy is both a
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cheap method and provides lasting results through
the in-depth point of view provided to problems
with its techniques. Group therapy methods for the
prevention of burnout include methods such as
Cognitive  Behavioral Therapy, Psychodrama
Therapy, stress management, art therapy, and music
therapy. Additionally, methods such as relaxation
techniques and meditation are also among the group
efforts used to prevent occupational burnout.
Certain groups efforts performed to prevent
occupational burnout and introduced shortly below
were given in Table 1.

In a review performed in 1997, 24 programs
conducted between 1987 and 1994 to manage work
stress were examined (Van der Hek & Plomp,
1997). 4 of those programs were found to be related
to burnout. All four of these studies, where
techniques such as relaxation, meditation, and
Cognitive Behavioral Therapy (CBT) were used,

were seen to be effective in decreasing burnout.
Similarly, in another review, 25 studies on
occupational  burnout  prevention  performed
between 1996 and 2005 were examined (Awa,
Plaumann & Walter, 2010). 17 of these were
individual ~ prevention  programs, 2  were
organizational, and 6 were on both individual and
organizational levels. 80% of the studies found
decreases in job burnout. Individual efforts were
seen to show short term effects (6 months or less)
while combination efforts were seen to have long
term (12 months or more) effects. Individual based
studies were determined to be conducted with
nurses, health workers, those who work with
addicts, teachers, dentists, engineers, laborers, and
doctors with the use of CBT, relaxation, and
psychosynthesis methods. Organizational level
studies were found to use management skills
training, professional supervision, scheduling,
communication and coping trainings, and social

Table 1: Group Therapy Methods Used in Individual Interventions to Reduce Burnout

References Occupational Group Group Therapy Approach

Anderson et al. (1999) Teachers Meditation

Blonk et al. (2006) Employees Cognitive-Behavioral Therapy (CBT)

Citak & Cam (2011) Nurses Conflict resolution skills training

De Vente et al. (2008) Employees CBT based stress management
program

Gokkaya & Ozdel (2016) School Counselors Psychodrama

Jergensen (2017)

Kravitz et al. (2010) Nurses
Pigsmisoglu (2006) Nurses
Salmela-Aro et al. (2004) Laborers

Scarnera et al. (2009)

Stenlund et al. (2009) Employees
Van Dierendonck et al. (2005) Engineers
Van Straten et al. (2008) Employees

Healthcare therapists

Healthcare employees

Dialectic behavioral therapy
Stress management training
Psychodrama

Psychoanalytical or existential group
therapy

Improving interpersonal relationships
and management skills

CBT and gigong

Psychosynthesis and transpersonal
psychology

Problem solving skills
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support to employees (Awa et al., 2010). These
reviews have stated that using both individual and
organizational programs together would provide the
best result. In a literature review performed to
examine burnout prevention and reduction studies,
26 studies where pretest-posttest measurements
were performed within the context of the Maslach
Burnout Model (Tun¢ & Giindiiz, 2010). Previous
studies showed that a wide range of interventions
such as art therapy and device assisted relaxation
were used for burnout, that the majority of these
interventions were in individual format, and that in
23 of the studies (88%) the interventions were
found to be effective. Among the reviewed studies,
mental health professionals, nurses, psychological
counselors, and physician associates provided
interventions which encompassed methods such as
stress management, assertiveness training, basic
counseling skills training, and colleague social
support (Tung & Glindiiz, 2010). (See Table 1)

In a study, a five-week meditation program aimed at
preventing burnout was delivered to 91 teachers
from 7 different schools who experienced job stress.
It was found that then experiment group had lower
levels of perceived stress, state-trait anxiety, and
burnout after the program (Anderson, Levinson &
Kiewra, 1999).

In another study conducted with 62 laborers who
admitted to the Helsinki hospital due to burnout, the
laborers received a 16-session for one year. A total
of 28 laborers experiencing burnout were included
in the control group. Measurements were
psychoanalytical or existential group therapy taken
at the middle of the intervention and 1 month
following the termination of the intervention. It was
found that participants in the experiment group had
reduced burnout compared to the control group in
both measurements (Salmela-Aro, Naatanen &
Nurmi, 2004).

In another study, two burnout prevention programs
based on psychosynthesis and transpersonal
psychology were developed. Participants’ careers
were evaluated according to levels of burnout,
happiness, spirituality, emotional intelligence, and
relative deprivation. A total of 38 participants, who
were mostly working as engineers, received a 10-
day intervention for 3 months. A comparison group
was formed from colleagues who worked at the
same firms and same departments and who were
also matched for age and job experience.
Measurements were taken at three points (pretest,
posttest, and follow-up). The results showed that a
psychosynthesis based burnout prevention program
may be effective in reducing burnout and increasing
happiness, emotional intelligence, and spirituality
(Van Dierendonck, Garssen & Visser, 2005).

In a study conducted with nurses suffering from
occupational  burnout, the effectiveness of
psychodrama was investigated. A total of 12 nurses
attended 3-hour sessions per week for 23 weeks. It
was found that psychodrama helped reducing job
stress and increasing job satisfaction (Pismisoglu,
2006).

In another study, the effectiveness of Cognitive-
Behavioral Therapy (CBT) on burnout was
investigated in 122 self-employed individuals who
were on sick leave and who had psychological
complaints related to work. The study included two
groups, where one group received individual CBT
delivered by psychoanalysts and the other received
CBT delivered by workplace specialists. The
outcome was evaluated according to the rate of
returning to work from sick leave and psychological
symptoms. The group which received CBT
delivered by psychoanalysts had significantly
different return rates but the rates of reduction in
psychological symptoms were not significantly

different  between  the  groups  (Blonk,
Brenninkmeijer, Lagerveld, Irene & Houtman,
2006).

Cognitive-behavioral therapy  (CBT)  was
administered to 82 patients who were on sick leave
due to job stress and burnout. The effectiveness of a
CBT based stress management program was
investigated. The participants were assigned to 3
groups. The first group received individual stress
management training, while the second group
received stress management training in group
format. The third group received standard
treatment. The 12-session stress management
training was delivered by psychologists. Levels of
burnout were measured at the 4%, 7% and 10%
months. During the first 4 months, the rates of sick
leaves and complaints decreased. At following
measurements, the complaints remained the same
but reductions in absenteeism continued. There
were no statistically significant differences between
the 3 groups in terms of burnout scores. However,
in subgroups with lower depressive
symptomatology, the intervention led to more
positive results. The findings suggested that CBT
based interventions were not effective in terms of
treating clinical job stress (De Vente, Kamphuis,
Emmelkamp & Blonk, 2008).

A total of 213 individuals suffering from
depression, anxiety or job stress participated in an
Internet-based self-help program. A control group
receiving no intervention was also formed. The
online intervention program was problem-focused
and aimed to enhance problem solving skills. The
experiment group showed reductions in depression,
anxiety, job stress, and burnout but these reductions
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were not significant between the experiment and
control groups. It was found that individuals who
participated in the program every week had
significantly higher reductions (Van Straten,
Cuijpers & Smits, 2008).

In a study conducted in Italy, an intervention
program aimed at preventing burnout was
developed. The program, which focused on
improving  interpersonal  relationships  and
management skills, was applied to 25 mental health
workers (11 female) who worked at public and
private  workplaces. Posttest and follow-up
measurements indicated significant reductions in
burnout (Scarnera, Bosco, Soleti & Lancioni, 2009).

In another study, the effects of two different
rehabilitation programs on taking sick leaves and
psychological problems were investigated. The first
program included CBT and gigong (a Chinese
technique of physical activity and breath control),
while the second program involved only gigong.
The sample consisted of 96 female and 40 male
participants. It was found that there were no
statistically significant differences in terms of the
outcome variables between the groups. Reductions
in burnout levels were observed in both groups.
Individuals who received the first program (CBT
and qigong) had lower stress and obsessive-
compulsive symptoms compared to those who only
received gigong. Effect sizes were also higher for
the first program. It was concluded that both
cognitive behavioral rehabilitation and gigong
reduced burnout (Stenlund, Ahlgren, Lindahl &
Burell, 2009).

In a study conducted with 248 newly graduated and
newly employed nurses, the effects of a
psychoeducation program aimed at improving stress
management were examined. The content of the
program included the discussion of risk factors
specific to nursing, relaxation techniques, and art. It
was determined that the program significantly
reduced emotional burnout and depersonalization,
which is one of the dimensions of burnout (Kravitz,
McAllister-Black, Grant & Kirk, 2010).

A total of 64 intensive care nurses participated in a
5-session conflict resolution skills training program.
The first session of the program involved defining
conflict and behavior types. The second session
involved communication skills training and conflict
(I language, feedback, nonverbal communication,
listening), while the third session included
communication  skills training and conflict
(empathy). The fourth session involved topics of
perception, prejudice, and coping with anger.
Finally, the fifth session was on conflict resolution
techniques. It was found that the training program

led to reduced burnout in nurses (Citak & Cam,
2011).

In another study, psychodrama was applied to
reduce burnout in school counselors. The
intervention was administered to 1 male and 13
female school counselors for 16 weeks. 4-hour
sessions were delivered every week. It was found
that following the intervention, burnout scores
decreased and life satisfaction increased (Gokkaya
& Ozdel, 2016).

In a study investigating the effects of dialectic
behavioral therapy (DBT) on burnout and stress,
135 healthcare therapists were recruited. The
participants received individual DBT. It was found
that therapists who self-administered DBT
experiences less stress and burnout (Jergensen,
2017).

4. CONCLUSION

Sometimes, work environment may create a
pressure on employees. This pressure may cause not
enjoying their job by damaging their psychological
health, decrease the performance and destroy the
physical health of the employee (Soysal & Ozgalici,
2014). One of the causes of this situation which is
called occupational burnout, is negative work
environment (Ozkanan, 2009; Zeybek, 2010).
Gender, marital status, and personality are also
some factors that cause occupational burnout. While
the situation affects the employees in terms of
physical, spiritual, social etc., at the same time it
also affects the functioning of the organization.
Occupational burnout has a wide influence area that
affects individuals, organizations and families; from
neglecting the work to quitting it; losing physical
health, damaging the integrity of family so it needs
to be understood and prevented. When the
occupational burn out is not prevented, it may cause
depression or anxiety disorders, these results are
supported by longitudinal studies (Ahola &
Hakanen, 2017). When the overall results of the
studies are examined, it is determined that there is a
positive correlation between burn out and
depression/ anxiety. In other words, when the burn
out increases depression and anxiety also increases
(Hakanen, Schaufeli & Ahola, 2008). Similarly,
burn out is seemed as a predictor of depression
(Hakanen & Schaufeli, 2012). This is an important
problem in which clinical psychology and industrial
psychology should work in collaboration.
Therefore, with the help of this article, it is aimed to
provide a better understanding of occupational
burnout and to obtain a framework about
preventions pathways and intervention studies.
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Psychological and physiological health
deterioration of the individuals suffering from
occupational burn out cause moral and material
damages. Individuals suffer from both economic
and time loss while searching and investigating the
causes of their health problems. These also reflect
to the organizations. Individuals suffering from
burn out slow down the work, and do not come to
work so these may cause loss of workforce, profit
and productivity of the organization. First of all, it
is important that the organizations ensure the
welfare of their employees and their commitment to
the organization. On the other hand, the most
important thing is individuals to choose their job
according to their characteristics. Briefly, what the
individual will do before entering to job, what they
will do while they are working and what the
organization will do may be considered as the basic
preventions of the occupational burn out.

Individual and organizational factors were found to
be important causes of occupational burnout. Thus,
prevention of burnout may be conducted on both
the individual and organizational level. However, in
order to prevent burnout, organizational preventions
and individual interventions should be conducted
simultaneously. Organizational precautions include
providing clear job descriptions; adopting a tolerant,
flexible, and participating management approach;
conducting orientation programs, and applying a
just reward system.

Employees who experience less burnout were found
to have higher self-esteem, feel more sufficient, and
to be less affected by their environment. Alongside
these, individuals resistant to burnout were stated to
be individuals with hobbies, strong social relations,
and the ability to draw social support from the
people in their environment (Judge & Bono, 2001;
Kim, 2012). For this reason, preventions of burn out
both in organization and individual levels should
include improvements of mentioned characteristics
of employees.

Making clear job definitions for
applying a tolerant, flexible, and
management approach, increasing in service
training  programs to  decrease  personal
insufficiencies, making the necessary orientation
efforts for those who start employment and those
who change positions within the organization,
providing an environment appropriate for personal
development, taking measures so that excessive
workloads do not occur, ensuring employee
participation in organizational decisions, providing
employees with a chance to be promoted,
determining these options beforehand, and
informing employees on the subject when they are
hired, creating a work environment that inspires

employees,
inclusive

trust in individuals and supports them, providing
social support to employees, increasing vacation
and social activity possibilities can be done in order
to prevent burn out in organization level.

What individuals need to do to avoid occupational
burnout can be group under two main headings.
One of them is things to be done in job selection
and the other things to be done in work life. Things
need to be done in job selection includes being
aware of their own personal characteristics and
skills, having effective communication skills,
having long term life and career plans, knowing the
risks and difficulties of the job, being able to
change jobs if necessary. On the other hand,
individuals should pay attention to the following in
work life, personalizing how the job is done,
relaxation exercises and breathing exercises,
healthy nutrition, healthy habits, exercising, not
bringing work home, not working during lunch
hours, getting hobbies, using humor and comedy,
efficient time management.

In addition to these, there are some intervention
studies including various therapy applications
which have been done to prevent occupational
burnout. The main purpose of this study was to
evaluate the effectiveness of such studies.

Individual interventions may involve group therapy
(psychodrama, cognitive-behavioral therapy) as
well as skills training (problem solving, stress
management, etc.). In addition, relaxation training
and meditation may also be beneficial in reducing
the risk for burnout. 13 studies evaluated in this
article are obtained which prevent occupational
burn out in individual level. These studies were
conducted in the years 1999-2017. In these mostly
individual or group therapy methods are used and
they worked with counseling teachers, teachers,
workers and engineers. There are 2 studies worked
with mental health workers and 3 studies with
nurses. In four studies, they worked with other
profession groups. Conducted three studies
contained meditation,  psychoanalytic  group
therapy, pscho-synthesis techniques. In the other
two studies psycho-drama was used. Most
frequently used technique was cognitive behavioral
therapy (CBT) techniques (in eight studies). Some
studies directly used CBT, some other studies used
some techniques of CBT like conflict resolution.

As it is seen, there plenty of group therapy method
which can be used intervening occupational
burnout. Although there are some preventions
methods in organizational level sometimes it is not
possible to cope with the intense stress caused by
the nature of the work itself. Especially the
professions that are helping people (like polices,
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teachers, nurses) increase the risk of occupational
burnout (Maslach et al., 2001). Especially group
therapies with individuals who are working in risky
professions that may cause burnout will be
effective; it is understood that will have positive
results in both the health of the employees and the
functioning of the organization. As a result
occupational burnout affect individuals,
organizations and families, has wide effect area
includes extending the job from neglecting to
quitting, physical exhaustion and the deterioration
of the family integrity, need to be understood and
prevented. In which organizational psychology and
clinical psychology will work together. These
mentioned studies can be used in the organizations
in order to prevent occupational burn out. Industrial
psychologist working in organizations can take
educations about these studies, applications and
therapy programs and may apply these in the
organizations they work. Companies providing
consultancy services to organizations may give
training programs to both executives and employees
to raise awareness about occupational burnout.
During this consultancy, companies can add these
studies which are prepared to prevent occupational
burn out, to their programs. Besides, clinicians
should be careful about the psychological
symptoms of the clients such as depression and
anxiety, because these symptoms need to be
investigated whether these mental problems are
caused by occupational burn out. If the mental
problems of the clients are related to occupational
burnout, clinicians may take provision for that. It is
hoped that the empirical studies which were
examined in this writing, may shed light for future
studies.
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Isgiicii alaminda yasanan cinsiyet egitsizligini bircok toplumda gézlemlemek miimkiin olmakla
birlikte cinsiyet esitsizligi oranlar: toplumdan topluma farkililik géstermektedir. Bu ¢alismanin
amact kiiltiirel boyutlardaki ¢esitlilikler ile kadinlarin isgiiciindeki yerine dair toplumsal
yaklasimlart incelemektir. Bu amagla farkh iilkelere ait agik veri setlerinden alinan degerler
birlestirilmistir. Kiiltiirel etkiler icin HofStede nin kiiltiir boyutlari ve kadmin is yasamindaki
konumu i¢in Diinya Degerleri Veri Setinden alinan ilgili maddeler kullanilmistir. Calismada
hiyerarsik regresyon analizi uygulanmis, gayri safi milli hasila ve ekonomiye katilim kontrol
degiskenleri olarak analize dahil edilmistir. Sonuglara gore, (1) kadinlarin eslerinden daha

fazla para kazanmasi bireycilik diizeyinin  yiiksek oldugu toplumlarda sorun olarak

goriilmemektedir, (2) kadinlarin is sahibi olmalar: belirsizlikten kaginan toplumlarda
bagimsizlik gostergesi olarak algilanmaktadr ve (3) belirsizlikten kaginan toplumlar is
fasithligr durumunda isi erkegin hak edecegi goriisiinii desteklememektedir.
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It is probable to notice gender inequality in the workforce among most of the societies but
inequality rates vary from society to society. The purpose of the current study is to investigate
the diversities among cultural dimensions and social attitudes toward the status of women in the
workforce. Hofstede’s cultural dimensions and items indicating the status of women in the
workforce (World Values Survey) are combined from different country-based open-source
datasets. Hierarchical regression analyses are conducted by controlling gross national product
and economic participation. The findings showed that (1) making more money than husbands is
not regarded as a problem by the societies with higher levels of individualism (2) having a job is
perceived as a way of independency of women and (3) the notion that men should have more
right to get a job if jobs are scarce is not supported by the societies with higher levels of
uncertainty avoidance.
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1. GIRIS

Cinsiyet esitsizligi bir ¢ok tilkede, hem 6zel hem

kamusal alanlarda yasanan bir problemdir.
Uluslararasi diizeyde arastirma yapan
organizasyonlar cinsiyet esitsizliginin  yiiksek
oldugu alanlardan birinin ekonomi alani olduguna
isaret etmektedir. Isgiicii alaninda cinsiyet
esitsizligine iliskin  farkli iilkelerde yapilan

calismalar bulunmaktadir. Bu caligmalar cinsiyet
esitsizliginin farkli iilkelerde gozlemlenebildigini
gostermekle  birlikte bu farkliligin  kiilttirel
destekleyicileri ya da onleyicileri olabilecegini de
diisiindiirmektedir (The Glass-Ceiling Index, 2018;
The Global Gender Gap Index, 2015; World Bank
Report, 2012; World Economic Forum, 2015).
Fakat hangi kiiltiirel degigskenlerin kadmin is
alanindaki konumuna dair degerlendirmeler ile
iligkili olabilecegi sorusu yazinda
netlestirilmemistir.  Bu  ¢alismada  {ilkelerin
farklilasan kiiltiirel yapilart temelinde kadimin is
yasamindaki konumuna dair toplumsal bakis agilart
incelenmistir.

2. KAVRAMSAL CERCEVE
2.1. Cinsiyet Esitsizligi

Cinsiyet esitsizligi en genel anlamiyla kadin ve
erkekler arasinda cinsiyet farkliligina dayali olarak
hak ve oOzgiirliikler agisindan 6zel veya kamusal
alanlarda yasanan ve genellikle bir cinsiyetin
dezavantajli digerinin ise avantajli hale gelmesi ile
gbzlemlenebilen durumlar olarak tanimlanabilir.
Toplumsal cinsiyet esitsizligi, kadin ve erkeklerin
toplumdaki  haklart ve  konumlarina  dair
farkindaliklarmi  kisitlayabilmektedir.  Ornegin,
kadmlara duygusallik, iliskisellik ve sosyal beceri
gibi ozellikler atfedilirken; erkekler giig, agresiflik
ve analitik beceri gibi ozelliklerle
nitelendirilmektedir. Bu o6zellikler kadinligin ve
erkekligin dogas1 geregi edinilen roller olarak

diistiniilmektedir. ~ Toplumun cinsiyete  bagh
beklentileri dogrultusunda bu rollerin
icsellestirilmesi toplumsal cinsiyet esitsizligini

stirdiirmektedir. Kisinin kendini kategorize etmesi
(self-categorization) ya da etiketleme tehdidi
(stereotype threat; Steele & Aronson, 1995) olarak
da tanimlanabilecek bu durum, sosyal kimlik
kurami (Tajfel & Turner, 1986) igerisinde kisinin
kendi i¢ grubuna dair atfedilen 6zellikleri kendilik
tanimu iginde degerlendirmesi olarak agiklanmustir.
Kisinin kendini etiketlemesine iligkin yapilan bir
caligmaya gore yakin iligki kurulan kisilerin sahip
oldugu onyargilarin bireylerin kendini etiketlemesi
iizerinde bir etkisi bulunmaktadir (Sinclair, Hardin

& Lowery, 2006). Ay sekilde, kadinlar kadinliga
atfedilen olumsuz o6zelliklerin (6rn., “cocuksu”)
biyolojik temelli olduguna inandiklarinda bu
Ozelliklere sahip olmanin kacinilmaz oldugunu
diisinmektedir (Coleman & Hong, 2008) ki bu
toplumsal cinsiyet yargilarini besleyici bir unsur
haline gelmektedir. Cinsiyete iliskin toplumda
bulunan kalip yargilarin aktive olmasi (&rn.,
matematik becerisinin kizlarda disiik oldugu geri
bildirimi verilmesi) ayrica kisilerin performansini
olumsuz yonde etkileyebilmektedir (6rn., kiz
ogrencilerin matematik basarisinin geri bildirimden
onceki Olgiimlere oranla diismesi) (Spencer, Steele
& Quinn, 1999). Cinsiyete 0zgli yargilarin
icsellestirilmesi cinsiyete gore tutum ve davranig
sergilemeye yol actig1 gibi toplumun sahip oldugu
diistinceyi de dogrulamaya devam etmektedir. Bu
da cinsiyet esitsizliginin her alanda ve her birey,
toplum ve yapi tarafindan farkina vartlip ¢oziilmesi
hususunda karsimiza ¢ikan en dnemli kisir dongiiye
isaret etmektedir.

Kadinlarin ~ toplumsal  konumunu belirlemek
amaciyla yapilan Ol¢limler cinsiyet esitsizligi
konusundaki farkindaligi artirmakta ve devletlerin
konu iizerindeki sorumluluklarina vurgu
yapmaktadir. Uluslararas1 Calisma Orgiitii, Diinya
Bankasi, OECD, Diinya Ekonomik Forumu gibi
organizasyonlarin arastirmalari yoluyla cinsiyete
dair bakis acisina iliskin toplanan veri miktari
1990°’larin bagindan itibaren artis gostermektedir
(Gaye, Klugman, Kovacevic, Twigg & Zambrano,
2010). Diger yandan cinsiyet esitsizligine dair
bilimsel yaklagimlar ve esitsizlik probleminin
sosyal politikalardaki temsili yillar i¢inde farklilik
gOstermis olsa da bu problem giiniimiizde halen
yaygin olarak gozlemlenmektedir (Calvo, 2013).
Ornegin; Diinya Ekonomik Forumunun 2015
Cinsiyet esitsizligi raporu saglik (%2) ve egitim
(%5) alanlarindaki esitsizliklerin azalmis olmasina
ragmen ekonomi (%41) ve politika (%77) agisindan
cinsiyet esitsizliklerinin diinya ¢apinda devam
ettigini gostermektedir (World Economic Forum,
The Global Gender Gap Index, 2015).

2.2. Is Yasamindaki Cinsiyet Esitsizligi

Diinya Ekonomik Forumunun 2015’te yayinladig:
raporda goriildiigii lizere kadinlarin ekonomiye
katilim1 halen esitsizligin yiiksek oldugu alanlardan
biridir. Arastirmacilara gore is yasaminda kadinlar
esit olmayan iicretler ve cam tavan olarak
adlandirilan yiikselmeye yonelik engeller gibi
birgok ayrimciliga maruz kalmaktadir (Kabene,
Baadel, Jiwani & Lobo, 2017). Isgiicii alanindaki
cinsiyet esitsizligi ekonomik karar = verme
mekanizmalarinda ve kadin ve erkeklerin sorumlu
olduklar1 is tiirlerinde de gozlemlenmektedir.
Crawford (2012) is alanindaki cinsiyet esitsizliginin
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yatay ve dikey olarak adlandirdigr iki farkli
ayrimcilik yontemine dayandigini 6ne siirmektedir.
Yatay ayrimcilikta kadin ve erkeklerin farkli isler
i¢in uygun oldugu inanci bulunmaktadir. Ornegin,
erkekler is yerinde makine operatdrliigii, soforliik
ya da  teknisyenlik  gibi pozisyonlarda
gorevlendirilirken, kadinlar sosyal ve bireysel
hizmet, sekreterlik ve satis sektorlerinde yer
almaktadir (Onder, 2013). Dikey ayrimcilikta ise
kadin ve erkeklerin hiyerarsinin farkli uglarinda yer
almalar1 gerektigine dair inanglar bulunmaktadir.
Kadinlarin yonetici pozisyonundaki kisith temsili
(Aycan, 2004) ve kadinlara uygun goriilen iglerde
dahi agirlikli olarak erkek yoneticilerin bulunmasi
(Onder, 2013) dikey ayrimciliga isaret etmektedir.
Is alanlarindaki bu farklilik kadin ve erkeklerin
isglicindeki ~ farkli  konumlarimin  varligini
yansitmaktadir (Holmes & Flood, 2013). Erkeklerle
kargilagtirildiginda,  kadinlar  isgiiciinde  yer
almalarina ragmen diigiikk statiilii dolayisiyla az
kazanghh ve yilikselme imkdn1 az olan islerde
calismakta ve bu da esitsizlige sebep olmaktadir
(Onder, 2013). Ornegin, OECD iilkelerinde kadin
calisanlar erkek galisanlara gore %16-21 oraninda
daha az kazang elde etmektedir (OECD, 2012).
Ayrica, Diinya Gelisim Raporu’'na (World
Development Report, 2012) gore, kadinlar tiim
diinyada diistik iiretimli islerin yani sira diisiik
kazangli iglere yoneltilmektedir.

Yatay ve dikey ayimciliga iliskin savlar farkli

tilkelerde gerceklestirilen caligmalarla da
desteklenmektedir.  Yatay ayrimciliga  Ornek
olabilecek  Tirkiye’de yapilan bir c¢alisma,

miihendislik boliimii &grencilerinin cinsiyete bagl
olarak dogustan gelen bazi o6zelliklerin erkekleri
miihendislik okumaya daha uygun hale getirdigine
inandigint gostermistir. Erkek 6grencilerin kadin
miihendisleri kadin Ogrencilere gore daha ¢ok
degersizlestirdigi de bulgular arasindadir (Kiiski,
Ozbilgin & Ozkale, 2007). Dikey ayrimcilia isaret
edebilecek bir c¢alismada ise; Tiirkiye ve
Avustralya’daki tiniversitelerde iist diizey yonetici
pozisyonunda ¢alisan kadin ve erkeklerle kadin
liderlere yonelik goriismeler yapilmistir. Bu
goriismelerde her iki iilkede de liderlik yapan
kadinlarin hemcinsleri tarafindan sert bir sekilde
yargilandigi vurgulanmstir  (White & Ozkanl,
2010). Ayrica, Hindistan’da yapilan bir ¢aligsma,
kadinlarin i3 yerlerinde yiiksek pozisyonlara
gelmesi  Oniindeki  engellerin  sosyo-kiiltiirel
dinamikler sebebiyle olustugunu gostermistir
(Gupta, 2017). Bu c¢alismalar farkli kiiltiirel
yapilarda cinsiyet esitsizliginin bulunduguna isaret
etmektedir.

Dikey ayrimciliga ornek teskil edebilecek bir diger
olgu ise cam tavan etkisidir (Glass-ceiling effect;
Cotter, Hemsen, Ovadia & Vanneman, 2001). Bu

etki dezavantajli kisilerin 6zellikle hiyerarsinin iist
basamaklarindaki temsilinde yasanan ve ige bagh
ozelliklerle aciklanamayan sorunlari
vurgulamaktadir. Cam Tavan Endeksi’nin (The
Glass-Ceiling Index) 2018 raporu da diinya
genelinde is yerinde yasanan cinsiyet esitsizliginin
son yillarda azalma gostermekle birlikte siirdiigiine
isaret etmektedir. 29 iilke verisinin degerlendirildigi
endekste, ¢alisan kadinlar agisindan en avantajli ve
dezavantajli  olan  iilkeler  siralanmaktadir.
Yayinlanan rapora gére Isveg, Norveg, Izlanda ve
Finlandiya gibi Iskandinav iilkeleri cinsiyet esitligi
acisindan en iyi sonuglari sergileyen iilkelerdir.
Diger yandan Kuzey Kore, Japonya ve Tiirkiye nin
en disik puanlara sahip ilkeler oldugu
belirtilmektedir. En yiiksek puana sahip Isvec’te
kadinlarin is giicline katilim1 %80’in iizerindeyken,
kadinlarin parlamentodaki temsili %44’tiir. En
diisiik puana sahip Kuzey Kore’de ise is giicline
katilim oramt %20,5 ve parlamentoda temsil %17
olarak tespit edilmistir. Bu duruma bir agiklama
getirebilecek ¢aligmalarinda Pettit & Hook (2009),
igyerinde yasanan cinsiyet esitsizliginin dzelliklerini
21 ilke o6zelinde karsilastirmis ve hicbir tlkede
cinsiyet esitsizligine dair biitin  potansiyel
faktorlerin aym1 anda hesaba katilmadigimni
gdstermistir. Ornegin, Italya kazang esitliginde en
iyi durumdaki iilkedir; ancak ¢alisan kadmn orani
agisindan 20. siradadir. Isve¢ ¢alisan kadinlarin
oraninda 1. sirada olmasina ragmen tam zamanl1 isi
olan kadinlarin oran1 agisindan 14. siradadir. Biitiin
bu bulgular, bir¢ok ilkede is alaninda cinsiyet
esitsizligi olgusunun gecerliligini gdstermekle
birlikte, iilkelerin belirli dinamiklerde
farklilagabildigine dair de bilgi sunmaktadir.

Toplumsal bakis acilarmin kiiltiirel dinamikler
temelinde sekillendigi disiiniildiigiinde, cinsiyet

esitsizliginin  etkilerini  kiiltiirel ~ farkliliklar
araciligiyla  incelemenin  gerekliligi  ortaya
cikmaktadir.  Toplumlarin  cinsiyet  esitsizligi

oranlarinin farklilagsmasi (World Economic Forum,
The Global Gender Gap Index, 2015) kiiltiiriin bu
konudaki roliine isaret etmektedir.

2.3. Kiiltiir Boyutlari

Hofstede (Hofstede, 2001; Hofstede, Hofstede &
Minkov, 2010) kiiltiirii bir grubun iyelerini veya bir
kategoriye ait insanlar1 digerlerinden ayiran ve
tarihsel olarak yasanan etkilesimler ve ortak
yasantilar sonucu gelisen kolektif bir zihinsel
programlanma (mental programming) olarak
aciklamaktadir.  Dolayisiyla  kiiltlirin =~ giinliik
yasamimizdaki etkisi ve Onemi yadsinmamalidir.
Hofstede toplumlar1 tanimlamak igin farklilagan
kiiltiir boyutlarim belirlemek adina 76 {ilkedeki
IBM calisanlarindan veri toplamis ve bu ¢alismanin
sonucu olarak alti boyut Onermistir. Bunlar Gii¢
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Mesafesi, Bireycilik/Toplulukguluk,
Maskiilenlik/Feminenlik, Belirsizlikten Kaginma,
Uzun/Kisa Donem Yonelimler ve
Serbestlik/Sinirlilik  boyutlaridir.  Gii¢  mesafesi
boyutu toplum igindeki farkli giiclere sahip
bireylerin gii¢ dagilimina dair beklenti ve kabul
etme durumlarini igerir. Yiiksek gilic mesafesine
sahip Kkiiltiirlerde yiliksek statii sahibi kisiler
ayricalikli algilanirken (6rn., Latin ve Asya
iilkeleri), diisiik giic mesafesine sahip kiiltiirlerde
demokratik gii¢ iliskileri daha g¢ok kabul
gormektedir (6rn., Avusturya ve Danimarka).
Bireycilik/Toplulukguluk  boyutu bireyler arasi
iligkilerin ne derecede birbirine bagli ya da
bagimsiz oldugunu agiklar. Bireyci kiiltiirlerde
kisisel basar1 ve bireysel haklar ©on planda
tutulurken (6rn., Kuzey Amerika ve Avrupa
iilkeleri) toplulukc¢u kiiltiirlerde grubun c¢ikarlart
bireyin ¢ikarlarinin iistiinde gortliir (6rn., Afrika ve
Latin Amerika {ilkeleri). Maskiilenlik/Feminenlik
boyutu kadma ve erkege atfedilen 6zelliklere bagl
olarak bir kiiltirin iligkisellik ya da agresiflik
egilimini tanmimlar. Maskiilen kiiltiirlerde cinsiyet
rolleri daha belirgin ve sabitken (6rn., Japonya ve
Meksika) feminen kiiltiirlerde cinsiyetler arasinda
deger farki gozetilmez (6rn., Kuzey Avrupa
iilkeleri). Belirsizlikten kaginma boyutu bir kiiltiirel
yapida belirsizligi kabul edebilme araligina isaret
eder. Belirsizlikten kaginma degerleri yiiksek olan
iilkelerde, kisiler bilinmez ve olagandist durumlari
en aza indirgeme ve kurallar ¢ergevesinde yasama
egilimindeyken (6rn., Kuzey Avrupa ve Cin),
belirsizlikten kaginma degerleri diisiik iilkelerdeki
kisiler degisime agik olma ve miimkiin oldugunca
az kural koyma egilimindedirler (6rn., Giiney ve
Dogu Avrupa). Uzun/Kisa doénem yoénelimler
boyutu toplumlarin uzun vadeli yatirimlara karsi
geleneksel bagliliklarin1  vurgular. Uzun dénem
yonelimli toplumlar daha c¢ok gelecege Onem
vermeye ve faydact degerleri gelistirmeye
yonelirken (6rn., Dogu Asya iilkeleri), kisa donem
yonelimli toplumlar ge¢mis ve su an ile ilgili
degerleri yiikseltme ve geleneklere bagli hareket
etme egilimindedirler (6rn., Afrika ve Latin
Amerika tilkeleri). Serbestlik/Sinirlilik boyutu ise
bireylerin algiladiklar bireysel hazzi bagl olduklart
toplumlarin tanidigr serbestlik ya da sirhilik
gercevesinde  degerlendirilmesini  ifade  eder.
Serbestlik degeri yiiksek toplumlar hayattan zevk
alarak ana odakli yasama egilimindeyken (6rn.,
Latin Amerika ve Kuzey Avrupa iilkeleri) smirlilik
degerleri yiiksek toplumlar insan davranislarini
bastirma ve  katt  kurallarla  diizenlenme
egilimindedir (6rn., Dogu Asya ve Dogru Avrupa
iilkeleri).

Kadimin aile ve is yasamindaki roliinii Hofstede nin
kiiltir boyutlar1 baglaminda inceleyen calismalar,
kiiltiirel Oriintiilerin g6z Oniinde bulundurulmasi

gerekliligini vurgulamaktadir. Kiiltiir boyutlarinin
cinsiyet esitsizligi tizerindeki etkisini yakin iligkiler
cergevesinde inceleyen caligmalar; oOzellikle giic
mesafesinin diistik, bireyciligin yiiksek diizeylerde
oldugu toplumlarda fiziksel ve cinsel partner siddeti
(Yiice-Selvi & Karanfil, 2016) ve partneler arasinda
algilanan 6fkenin (Ebbeler, Grau & Banse, 2017)
azaldigint  gostermektedir. Benzer sekilde is
yasamina yansiyan cinsiyet esitsizliginin kiiltiir ile
iligkisini gosteren ¢aligmalar da bulunmaktadir.
Yazinda Kkiiltiir boyutlar1 arasinda giic mesafesi
boyutunun cinsiyet esitsizligi ile iligkili oldugu
belirtilmektedir. Ekonomiye katilimin bir gostergesi
olarak kisilerin iy kurma egilimlerini {ilke
karsilagtirmalar ile arastiran bir calismada cinsiyet
farkinin  glic mesafesi ile iliskili oldugu
gosterilmistir  (Haggard & Haggard, 2018).
Arastirmaya gore is kurma imkanlarinda isleyise
dair algilanan bir cinsiyet esitsizligi olmadigi halde
glic mesafesinin  yiiksek oldugu kiiltiirlerde
kadmnlarin is kurma girisimin daha az oldugu
bulunmustur. Carrasco ve arkadaslar1 ise bes
Avrupa llkesindeki 989  sirketteki yonetici
pozisyonlarinda kadinlarin galistirilma oranlart ile
kiltir boyutlariin iligkisini incelemistir. Giig

mesafesinin  ve belirsizlik diizeyinin  disiik,
feminenlik  diizeyinin  ise  yiiksek  oldugu
toplumlarda kadinlara sirketlerin iist diizey

mevkilerinde yer verilme oraninin daha yiiksek
oldugu bulunmustur (Carrasco, Francoeur, Real,
Laffarga & Ruiz-Barbadillo, 2012). Ekonomik ve
politik alanda esitligin gostergesi kabul edilen
Cinsiyeti Giiglendirme Olgiisii (Gender
Empowerment  Measure) ile  Hofstede’nin
boyutlarinin kargilagtirildgr baska bir g¢alismada;
bireycilik, giic mesafesi ve belirsizlikten kaginma
boyutlar ile cinsiyeti giliglendirme 6l¢iisii arasinda
bir iligki oldugu bulunmustur (Merten, 2005).
Arastirmaya gore; bireyciligin  yiiksek, gii¢
mesafesinin diisik ve belirsizligi reddetmenin
yiikksek oldugu {ilkelerde cinsiyeti giiclendirme
oOl¢iisii de yiiksek ¢ikmaktadir. Bu bulgular, cinsiyet
esitsizliginin altinda yatan silire¢lerden birinin
toplumlarca ~ benimsenen  kiiltirel ~ kaliplar
olabilecegini gostermektedir.

2.4. Calismanin Amaci

Bu calismada Hofstede’nin kiiltiir boyutlarinin
kadin ve erkek arasindaki cinsiyet esitsizliginin
getirisi olarak kadinlarin is yasamindaki konumu
iizerindeki etkisini arastirmak amaglanmistir.
Kadmimn ise sahip olusunun bagimsizliginin bir
gostergesi olarak kabul edilip edilmemesi, is
imkanlarinin azligi durumunda kadinin da en az
erkek kadar bu iglere alinmay1 hak edip etmemesi,
kadinin erkekten daha fazla maas aliyor olmasimin
bir sorun teskil edip etmemesi konularinda 6zellikli
bir ¢alisma planlanmistir. Yazinda yer alan



Sanem Kiiglikkomiirler & Fulya Kirimer Aydinlt | 47

ekonominin ve kadinlarin ekonomiye katiliminin
kiiltir ve cinsiyet esitsizligi ile iligskisine dair
bulgulara! dayanarak arastirmada bu degiskenlerin
etkisinin de kontrol edilmesi planlanmistir. Bu
dogrultuda, arastirma sorusu olarak agimlayict bir
bakis agisiyla hangi kiiltiirel egilimlerin kadinlarin
is yasamindaki konumuyla iligkili olabilecegi
incelenmistir.

3. YONTEM
3.1. Katilimcilar

Bu calismada, dort farkli agik veri setinden elde
edilen veriler kullamilmigtir. Farkli veri setleri farkli
ekipler tarafindan olusturuldugu icin her sette ayni
iilkelerin degerleri bulunmamaktadir. Degerlerin
iilke bazinda karsilastirilabilmesi amaciyla tiim veri
setlerinde 1ilgili tiim degiskenlere ait degerleri
bulunan ilkeler belirlenmis, herhangi bir veri
setinde degeri bulunmayan iilkeler ¢alismaya dahil
edilmemistir.  Veri setlerinin  karsilastirilabilir
olmasi amaciyla dort veri setinde bulunan ortak 29
tilkenin degerleri birlestirilmistir.

3.2. Veri Toplama Araclari

Arastirmada kullanilan veriler, farkli {ilkelerin
degerlerini iceren dort farkli veri setinden
almmustir. Bu veri setleri: Hofstede kiiltiir boyutlari,
diinya degerleri veri seti, kiiresel cinsiyet esitsizligi
raporu ve diinya bankasi raporudur. Veri setlerinde
bulunan degerler 2010-2015 yillar1 arasinda farkli
tarihlerde toplanmis verileri igermektedir.§ Biitiin
veri setleri Haziran 2016 tarihinde sirasiyla geert-
hofstede.com, worldvaluessurvey.org, weforum.org
ve worldbank.org internet sitelerinden elde
edilmigtir.

Hofstede Kiiltiir Boyutlari: Kiltirel farkliliklar:
degerlendirmek i¢in Hofstede’nin belirledigi kiiltiir

! Yazinda kiiltiir boyutlarinin ekonomi ile iliskili oldugu 6ne
stirtilmektedir (Hofstede, 1980, 2001). Arastirmalara gore, kiiltiir
boyutlar1 arasinda iilke ekonomisi ile iligkili bulunan boyutlar
bireycilik ve gilic mesafesi boyutlaridir. Bulgular ekonominin
bireycilik boyutu ile olumlu yonde (Gouveia & Ros, 2000), gii¢
mesafesi boyutu ile olumsuz yonde (Cox, Friedman &
Tribunella, 2011; Hofstede, 1980, 2001; Papamarcos & Watson,
2006) iliskili oldugunu gostermektedir. Ayrica maskiilenlik
boyutunun ekonomi ile etkilesiminde cinsiyet esitsizligi ile
iliskili olduguna belirtilmektedir. Refah seviyesi yiiksek olan
iilkelerde kadinlarin is yasamina katilim oranlart maskiilenlik
puanlari ile olumsuz yonde iliskilidir (Hofstede, 1980).

$ Ulkelerin kiiltiirel yapilarmin tarihsel degisimlerin etkisiyle
uzun vadede olustugu goz Oniinde bulunduruldugunda, bu
yapilara ait degerlerin kisa vadede biiyiik artis veya azalma
gostermesi  de Ongoriilmemektedir (Hofstede, Hofstede &
Minkov, 2010). Buna bagh olarak, Hofstede veri setinin
olusturuldugu zaman ile galiymadaki diger degerlerin elde
edildigi zaman arasindaki farkin bulgular agisindan koklii bir
degisime neden olmasi beklenmemektedir.

boyutlarinin iilke bazinda degerlerinin bulundugu
veri seti acik kaynak olarak paylasilmaktadir.
Hosftede kiiltiir boyutlar1 veri setinde 76 iilkenin
kiiltiir boyutundaki puanlar1 bulunmaktadir. Bu veri
setindeki iilke puanlar1 her bir iilkedeki IBM
calisanlarindan toplanan puanlarin iilke
ortalamasidir (Hofstede, 2015).

Veri setinde farkli iilkelere ait 6 farkl: kiiltiir boyutu
sonuglar1 bulunmaktadir. Veri setinde kullanilan
kiiltiir boyutlari giic mesafesi,
bireycilik/toplulukguluk,  maskiilenlik/feminenlik,
belirsizlikten kaginma, uzun/kisa dénem yonelimler
ve serbestlik/siirliliktir. Veri setinde iilkelere ait
ortalama puanlar her bir boyut i¢in hesaplanmistir
(Hofstede, 2015). Her boyuttaki yiiksek ve diisiik
degerler, ilgilenilen kiiltlir yapisinin ayni boyut
icerisindeki farkli yonelimlerini gostermekte ve
kiiltir yapilarindaki farkliliga isaret etmektedir.
Ormegin, bireycilik/toplulukguluk  boyutundaki
yiiksek skorlar o kiiltiir yapisinin bireycilik
yonelimli olduguna, diisiik skorlar ise topluluk¢uluk
yonelimli olduguna isaret eder (Arastirmaya dahil
edilen iilkeler ve kiiltiir boyutlarindaki degerleri igin
bkz. Tablo 1).

Diinya Degerleri Veri Seti: Diinya degerleri veri
seti, Diinya Deger Yargilar1 Arastirmasindan
(World Values Survey) elde edilen sonuglardan
olusmaktadir. Bu aragtirma ekibinin arastirdigi
konular deger yargilari, inanglar, motivasyonlar ve
bu olgularin diinya fiizerinde zaman igindeki
degisimidir. Her iilkeden rastgele segilen kisilerden
olusturulan temsili bir Orneklem iizerinden veri
toplanmaktadir. Bu amag¢ dogrultusunda 1981
tarihinden bu yana farkl: iilkelerden veriler simdiye
kadar 6 dalgada tekrarlanarak toplanmistir. Bu
caligmada altinci ve son dalgada (2010-2012)
toplanan veriler kullanilmistir (World Values
Survey Association, 2016, Haziran).

Kadinin i3 yasamindaki konumuna iligkin
degerlendirmelere dair diinya capinda veri sunmasi
sebebiyle Diinya Degerleri Veri Seti g¢alismaya
dahil edilmistir. Veri setinde 183 iilkede farkl
sayida katilimcidan toplanan veriler bireysel
puanlar halinde bulunmaktadir. Her iilkenin puanini
olusturmak icin ilkelerdeki bireysel puanlarin
ortalamalar1 hesaplanmis ve bu puanlar {lke
puanlar1 olarak kabul edilmistir. Is yasaminda
kadinin  algilanan konumunu  degerlendirmek
amaciyla bu agik veri setinden alinan maddeler: (1)
“Is imkdm az oldugu durumlarda erkekler ise
alinmay1 kadinlara gore daha ¢ok hak eder”, (2)
“Eger bir kadin esinden daha fazla para kazaniyorsa
bu durum problem yaratir” ve (3) “Is sahibi olmak
bir kadiin bagimsiz olabilmesinin en iyi yoludur”
maddeleridir.
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Tablo 1: 29 Ulke icin Hosftede Kiiltiir Boyutu Puanlan
Ulkeler 1 2 3 4 5 6
A.B.D. 40 91 62 46 26 68
Arjantin 49 46 56 86 20 62
Avustralya 36 90 61 51 21 71
Brezilya 69 38 49 76 44 59
Cin 80 20 66 30 87 24
Estonya 40 60 30 60 82 16
Filipinler 94 32 64 44 27 42
Giiney Kore 60 18 39 85 100 29
Hindistan 77 48 56 40 51 26
Hollanda 38 80 14 53 67 68
ispanya 57 51 42 86 48 44
Isveg 31 71 5 29 53 78
Japonya 54 46 95 92 88 42
Kolombiya 67 13 64 80 13 83
Malezya 104 26 50 36 41 57
Meksika 81 30 69 82 24 97
Pakistan 55 14 50 70 50 0
Peru 64 16 42 87 25 46
Polonya 68 60 64 93 38 29
Romanya 90 30 42 90 52 20
Rusya 93 39 36 95 81 20
Singapur 74 20 48 8 72 46
Slovenya 71 27 19 88 49 48
Sili 63 23 28 86 31 68
Tayland 64 20 34 64 32 45
Trinidad &Tobago 47 16 58 55 13 80
Tiirkiye 66 37 45 85 46 49
Uruguay 61 36 38 100 26 53
Yeni Zelanda 22 79 58 49 33 75

Not. Sayilar Hofstede nin kiiltiir boyutlarin temsil etmektedir (1 = Gii¢ mesafesi, 2 = Bireycilik, 3 = Maskiilenlik, 4 =
Belirsizlikten kaginma, 5 = Uzun donem yonelimler, 6 = Serbestlik)
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Orijinal veri setinde kullanilan Likert tipi
derecelendirmede  yiiksek puanlar maddelere
katilmama derecesini isaret ettiginden (1=
katihiyorum, 3= katilmiyorum),  analizlerin
yorumlanmasini kolaylagtirmak adina analizlerden
once maddeler ters yonlii olarak kodlanmistir.
Dolayistyla maddelerden elde edilen ortalama
puanlar arttikca maddede belirtilen ifadeye katilma

durumu artmaktadir (1= katilmiyorum, 3=
katiliyorum).
Kiiresel Cinsiyet FEsitsizligi Endeksi: Kiiresel

Cinsiyet Esitsizligi Endeksi (The Global Gender
Gap Index), dinya c¢apinda ekonomiye iliskin
raporlar sunan uluslararasi bir organizasyon olan
Diinya Ekonomi Forumu’nun (World Economic
Forum) yayinladig1 bir endekstir. Bu endekste kadin
ve erkeklerin ekonomik  katilimi, egitime
ulasabilirligi, saglik imkanlar1 ve politik katilim gibi
farkli alanlardaki oranlar1 incelenmektedir. Bu
caligmada Kiiresel Cinsiyet Esitsizligi Endeksinin
2014  yilinda  yaymladigt  iilke  puanlart
kullanilmustir.

Temelde kadmlarin is yasamindaki konumunu
arastirdigimiz bu ¢alismada, kadmnlarin is yasamina
katilma oranlarmin ¢alisma dahilinde kontrol
edilmesi planlanmistir. Rapordan bu calisma igin
alman madde “Kadinlarin i yasamina aktif katilim1
ve katilim firsatlar1” maddesidir. Yiiksek puanlar
kadmlarin is yagamina katilimimin yiiksek oldugunu
gostermektedir.

Diinya Bankasi Raporu: Diinya Bankasi (World
Bank), 189 iiye iilkesi bulunan ve gelismekte olan
iilkeleri  destekleme projeleri  gelistiren  bir
organizasyondur. Organizasyon ayrica ekonomiye
iligkin diinya ¢apinda veri sunmaktadir. Bu
calismada iilkelerin Gayri Safi Milli Hasila

(GSMH) degerleri Diinya Bankasi’nin yayinladigi
gelisim raporundan elde edilmistir (World Bank,
2012). Ekonominin kiiltiirel degerler tizerindeki
etkisi goz Oniine alinarak, GSMH degerlerinin

kontrol degiskeni olarak kullanilmast
amaglanmistir.
3.3. islem

Bu g¢alismada kullanilan bagimsiz degiskenleri
Hofstede’nin alt1 kiiltiir boyutu olusturmaktadir.
Diinya Degerleri Veri Seti’nden alinan maddeler
((1) is imkam kisitliliginda ise kadmin segilmesi,
(2) aile icinde esit kazang algist ve (3) caligmanin
kadin i¢in bir bagimsizlik gostergesi olarak kabul
edilmesi) bagimli degisken olarak kabul edilmistir.
GSMH ve kadin ve erkek arasindaki ekonomiye
kattlim farki degiskenleri kontrol degiskenleri
olarak alinmustir. Iki yonlii korelasyon ve
hiyerarsik regresyon analizleri kullanilarak kiiltiir
boyutlarinin  kadinlarin i yasamindaki roliini
yordama giiciine bakilmistir. Hiyearsik regresyon
analizlerinde, GSMH ilk basamakta, kadmnlarin is
yasamina aktif katilimi ikinci basamakta, kiltiir
boyutlar1 ise i¢lincli basamakta analize dahil
edilmistir. Hiyerarsik regresyon analizi {i¢ bagimli
degisken icin tekrarlanmig ve her birinde ayni
yontem izlenmistir.

4. BULGULAR

Temel analizden 6nce betimleyici analiz yapilmisg
ve degiskenler arasindaki iligkilerin anlamlilig1 test
edilmistir. Iki yonlii korelasyon analizine (bkz.
Tablo 2) gore giic mesafesi boyutu az is imkani
bulunmasi durumunda erkeklerin segilmesi (r = .54,
p <.01) ve kadinin esinden fazla para kazanmasinin

Tablo 2: Degiskenlerin Tld Yonli Korelasyon Degerleri

Degiskenler 1 2 3 Giig mesafes  Bireycilik  Maskiilenlik Bersziten Tamm d0nem  gerpestiik
Giic mesafesi S4F* -46* 29

Bireydlik -.46% -.68+* -24 .61+

Maskiilenlik 22 33 -06 .16 -.05

Belirsizlikten -16 11 43* 10 -21 02

kacinma

Uzun dénem 33 0 -07 10 -03 14 -09

yindimler

Serbestlik - 4gex -09 -.04 -30+ 17 05 -12 _.64+*

GSMH 43 62 -15 62+ 69+* -15 -31 18 31
Ekonomiye e 60+ ~ + 14 . T

Ekon omiy 53 .60 17 20 39 14 28 15 18

<03, = p<. 01

1=I5imkam az oldusn durumlarda erkekder ige almmay kadinlara giire daha ok hak eder, 2= Efer bir kadn eginden daha fazla
para kazantyorsa bu dunum problem yaratr, 3= I3 sahibi olmak bir kadimn basim sz olabilmesinin enivi yoludur.
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problem yaratacagi inanct (r = .46, p < .05)
degiskenleri ile olumlu yonde ve anlamli iligkili
bulunmustur. Giic mesafesi ile ters iligkili olan
bireycilik boyutu (r = -.61, p < .01), az is imkam
durumunda erkeklerin segilmesi (r = -.46, p < .05)
ve kadinin esinden fazla para kazanmasinin
problem yaratacagi inanct (r = -.68, p < .01)
degiskenleri ile ters yonde ve anlamli iliskiye
sahiptir. Belirsizlikten kaginma boyutu ise is sahibi
olmanin bir kadin i¢in bagimsizlik gdstergesi olarak
algilanmasi degiskeni ile (r = .43, p < .05) olumlu
yonde iligkilidir. Ayrica GSMH, giic mesafesi ve
bireycilik boyutlarinin yani sira (r = -.62, p < .01; r
= .69, p < .01, swrastyla) az is imkani durumunda
erkeklerin secilmesi ve kadinin esinden fazla para
kazanmasinin problem yaratacag1 inanc1
degiskenleri (r = -.43, p < .05; r = -.62, p < .01,
sirastyla) ile iligkili bulunmustur. Ekonomiye
katilim degiskeninin ise bireycilik boyutunun (r =
39, p < .05) yami sira az is imkdni durumunda
erkeklerin se¢ilmesi ve kadinin esinden fazla para
kazanmasinin problem yaratacagi inanct
degiskenleri (r = -.53, p < .01; r = -.60, p < .01,
sirastyla) ile iligkisi tespit edilmistir.

Bagimli degiskenler ile anlamli iliski gdsteren
kiiltir boyutlar1 icin GSMH ve eckonomiye
katilimdan bagimsiz bir etkilerinin olup olmadigini
gormek amaciyla hiyerargik regresyon analizi
yaptlmistir (bkz., Tablo 3). Analize ilk adimda
GSMH, ikinci adimda ekonomiye katilim ve ii¢lincii

adimda kiltir boyutlar1 dahil edilmis ve bu
degiskenlerin {ic bagimli degisken {tizerindeki
yordama giicii ii¢ ayr1 hiyerarsik regresyon analizi
ile test edilmistir. Analiz sonuglarina gére, GSMH
ve ekonomiye katilim kontrol edildiginde
belirsizlikten kacinma kiiltiir boyutu az is imkam
durumunda  erkeklerin  secilmesi  degiskenini
olumsuz yonde yordarken (B = -38, p < .05),
bireycilik boyutu kadimin esinden fazla para
kazanmasinin problem yaratacagi inanct
degiskenini olumsuz ydnde yordamistir (B = -.45, p
< .05). Belirsizlikten ka¢inma boyutu ayrica is
sahibi olmanin bir kadn i¢in bagimsizlik gostergesi
olarak algilanmasi degiskenini olumlu olarak
yordamustir (B = .50, p < .05). Bu sonugclar 1s181nda
kiiltiir boyutlarinin roliine bakildiginda;
belirsizlikten kaginma egilimi arttifinda is imkéam
az oldugu durumlarda erkeklerin ise alinmayi
kadinlara gore daha fazla hak ettigine dair inang
azalmaktadir. Ayrica bireycilik arttik¢a kadinlarin
eslerinden daha fazla para kazanmasi daha az
problem olarak algilanmaktadir. Son olarak,
belirsizlikten kaginma arttik¢a kadinlarin ise sahip
olmasmin bagimsizliginin bir gdstergesi olduguna
dair inang da artmaktadir.

Tablo 3: Is Alaninda Kadinin Konumunu Yordayan Degiskenlere Ait Hiverargik Regresyon Analizi Sonuglan

1 2 3

Yordayict Degiskenler B ARI sr: 5 ARJ 5r2 5 ARE srz
Adim I 15 36 09

GSMH -39 -.60 -29

Adim 2 07 13 00

GSMH -25 -.41 -30

Ekonomiye Katilim -30 -.40 01

Adim 3 44 20 30

GSMH 18 -20 09

Ekonomiye Katilim -37 08 -.38 08 11

Gii¢ mesafesi 37 -02 20

Bireycilik - 18 -.45 08 -29

Maslkiilenlik 15 23 -09

Belirsizlildten kaginma -.38 11 -.15 S0 20
s

Serbestlik -39 13 12

Not Anlaml degerler kalm olarak gosterilmisgtir.

1= Is imkam az oldugu durumlarda erkekler ige alim ay kadinlara gore daha gok hak eder. 2=EZer bir kadin esinden daha fazla
para kazamiyorsa bu durum problem yarat, 3= 5 sahibi olmak bir kadinun bagn sz olabilmesinin en iyi yoludur.
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5. SONUC VE TARTISMA

Calismanin sonuglar1 gostermektedir ki kadinlarin
ekonomiye katilimi ve GSMH gibi kadinlarin is
yasamindaki kosullarini belirleyen degiskenlerin
etkisi kontrol edildiginde dahi Hofstede nin
belirledigi iki kiiltiir boyutu (1) az is imkam
durumunda erkeklerin segilmesi gerektigi diisiincesi
(2) kadinin esinden fazla para kazanmasimin
problem yaratacag inanci ve (3) is sahibi olmanin
bir kadin i¢in bagimsizlik gdstergesi olarak
algilanmast degerlendirmeleriyle iliskili
bulunmaktadir. Bireycilik boyutu arttikca kadinin
esinden fazla para kazanmasmin problem
olabilecegine dair inang azalmaktadir. Diger yandan
belirsizlikten kaginma boyutu arttik¢ca az is imkani
oldugu durumda erkeklere oncelik verilmesi
gerektigine dair inang azalmakta ve ig sahibi
olmanin bir kadin i¢in bagimsizlik gostergesi
olacagina dair inang artmaktadir.

Bireycilik/topluluk¢uluk boyutu bir kiiltiirel yap1
icindeki bireylerin bireysellesmesine ya da diger
bireylerle iligkisel olmasima yonelik egilimleri
icermektedir. Hofstede (2001) bireycilik egiliminin
bireylerin bireysel hareket etmeye ve karar almaya
onem verdiklerine, aile ve diger grup iiyelerine
bagliliklarmin diisiik olduguna ve ben bilinciyle
hareket ettiklerine isaret ettigini; toplulukculuk
egiliminin ise bireylerin uyuma 6nem verdigine,
aileleri veya diger grup iyeleriyle paylagimda
olmay1r segtiklerine ve biz bilinciyle hareket
ettiklerine isaret ettigini  belirtmektedir. Bu
calismada bireycilik egilimi, kadinin esinden fazla
para kazanmasinda bir problem olmayacagina dair
inang ile olumlu bir iligski gdstermistir. Bu bulgu,
bireyselligin 6n planda oldugu toplumlarda
kadmlarin erkeklerden fazla para kazanmasinin bir
engel teskil etmedigine isaret etmekle birlikte birey
olarak var olmanin 6nemindeki artigin kadinin is
yerindeki konumunun belirlenmesi agisindan bir
kirilma noktasi olabilecegini diisiindiirmektedir.

Belirsizlikten kagmmma boyutu bir kiiltiirel yap1
icindeki bireylerin gelecege dair belirsizlikler
karsisindaki endiseli degerlendirmelerini
icermektedir.  Hofstede (2001)  belirsizlikten
kaginma boyutunda yiiksek puanlar alan kiiltiirleri
belirsizligi ~ bir  tehdit  olarak  algilayan,
bilinmezliklerden ve risklerden uzak duran, netlik
arayan ve diizene onem veren topluluklar olarak
tanimlar. Dolayistyla bu kiiltiir yapisinin baskin
oldugu toplumlarda bireylerin stres kaynagi olarak
algiladiklan belirsizliklerle basa ¢ikmak ve hayati
daha kontrol edilebilir bir hale getirmek amaciyla
kat1 kurallar koymayr ve uygulamay1r segtigi
belirtilmektedir (Hofstede & McCare, 2004). Bu
bilgiler 1s181nda belirsizlikten ka¢inmanin fazla

olmasi durumunda toplumdaki bireylerin daha gok
smiflandirmaya yonelmesi beklenmektedir. Fakat
bu caligma ile belirsizlikten kacinma boyutu ile
calisan se¢iminin erkeklerden yana yapilmamasi ve
kadinlarin  ¢alismasinin  bagimsizlik  gostergesi
olarak goriilmesi gibi durumlarla olumlu iliskili
bulunmasi cinsiyete dair net smiflandirmalar
olusturma egilimiyle ters bir tablo c¢izmektedir.
Bulgular kadinin is yasaminda konumu ag¢isindan
belirsizlikten kaginma egiliminin olumlu bir etki
yaratabilecegini gostermektedir. Bu bulgu ayrica
Merten’in (2005) bulgusuyla uyumludur. Merten
belirsizlikten kagmmmanin yiiksek oldugu iilkelerde
ekonomik ve politik esitlik gostergesi olan cinsiyeti
giiclendirme  Olclisiiniin =~ yiksek  oldugunu
belirtmistir. Bu ¢aligma 6zelinde, is sahibi olmanin
gelecege yonelik belirsizlikleri  (6rn., maddi
imkanlar)  azaltmasi  sebebiyle belirsizlikten
kaginma egiliminin fazla oldugu iilkelerde ig sahibi
olmaya verilen 6nemin yiiksek olmasi beklenebilir.

Bu c¢alismanin  bulgulari, gelecege yonelik
belirsizligi azaltmanin cinsiyete dair
smiflandirmalar/kisitlamalara  kiyasla oncii  bir

mekanizma olabilecegini gostermektedir.

Sonug olarak, ekonomiye katilim ve GSMH kontrol
edildiginde, bireycilik ve belirsizlikten kaginma
boyutlarinin  kadinin is yasamindaki konumunu
aciklamak agisindan 6nemli bir role sahip oldugu
belirlenmistir. Bireycilik boyutu calisan kadinin
algilanan konumunu aile i¢i iliskiler dahilinde
olumlu etkilemektedir. Ayrica  belirsizlikten
kacinma boyutu oOnceligin erkege verilmemesine
dair segimlerle ve calismanin kadmn i¢in 6nemli
oldugu algisiyla c¢alisan kadinin  algilanan
konumunu olumlu etkilemektedir.  Dolayisiyla,
diinya c¢apindaki cinsiyet esitsizligini azaltmaya
yonelik olarak gelecek caligmalarda is alanindaki
cinsiyet esitsizliginin kadin {izerindeki etkisi kiiltiir
boyutlar1 temel alinarak ayrmtili bir sekilde
caligilabilir. Bdylece, kadmlarin i sahibi olma
adina  verdikleri miicadeleleri anlamak ve
coziimlemek icin kiiltiirel yapiya 6zgii politikalar
yaratmak miimkiin olabilir. Kiiltiirel boyutlarin
cinsiyet esit(siz)ligi ilizerindeki rolii g6z Oniinde
bulundurulurken cinsiyet esitsizliginin kanunlarin
kadinlar ve erkekler i¢in farkli olmasindan degil esit
olmayan yapt ve sistemlerin  varliindan
kaynaklandigi da unutulmamalidir. Bu yap1 ve
sistemlerin politika belirleyiciler, cinsiyet esitsizligi
lizerine c¢alisan aragtirmacilar ve hatta politika
gelistirmekle yiikiimli tiim uzmanlar tarafindan
doniistiiriilmesi (Calvo, 2013), bunu yaparken de
her toplumun kendine o6zgii kiiltiirel yapisinin
politikalar {izerinde kolaylastirici ve engelleyici
unsurlar  igerebileceginin  hesaba  katilmasi
gerekmektedir.
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1. INTRODUCTION

People at the workplace have to deal with many
issues including negative interpersonal interactions
that harm workers (Aquino & Lamertz, 2004). This
phenomenon has been labelled with different
concepts such as workplace harassment (Bjorkqvist,
Osterman & Hjelt-Back, 1994), workplace incivility
(Cortina, Magley, Williams & Langhout, 2001),
psychological terror (Leymann, 1990) and mobbing
(Leymann, 1996) which are all describing negative
behaviors toward another person at the workplace.
In the literature, harassment, bullying and mobbing
are used most frequently and interchangeably
(Einarsen, Hoel, Zapf & Cooper, 2011). Mobbing
has been described as harassing someone or as
terrorizing others psychologically (Leymann, 1996).
In recent years, mobbing research has attracted
more attention since its damaging effects on both
employees and the organization were found in
various studies (e.g., Nielsen & Einarsen, 2012).
According to the model by Zapf and Einarsen
(2011) personality of the victim is one of the
antecedents of mobbing and the various studies
determined neuroticism as being the main
personality trait related to the experience of
mobbing (e.g., Bowling, Beehr, Bennett & Watson,
2010). The Negative Perceptions Mechanism
(Neilsen & Knardahly, 2015) suggested that people
high in neuroticism are more likely to perceive
mobbing behaviors compared to people low in
neuroticism. However, most of the studies have
described mobbing as a single concept and rarely
mentioned the differences between various types of
mobbing experiences (Neall & Tuckey, 2014).

The aim of this study is twofold. First, it
investigates the relationship between neuroticism
and three types of mobbing experiences by using
the framework of Einarsen, Hoel and Notelaers
(2009) most widely used model in the mobbing
literature (Nielsen, Notelaers & Einarsen, 2011).
According to Einarsen et al. (2009), mobbing
experiences can be related to three different kinds
of behaviors labeled as work-related, person-related
and physically intimidating behavior. Although all
three include negative behaviors, differences exist
among them. On the other hand, personality has
been identified as one of the most important
predictors of mobbing, especially neuroticism (e.qg.,
Zapf & Einarsen, 2011). According to the studies,
people who were high on neuroticism were more
likely report mobbing or interpret their experiences
as mobbing at the workplace (e.g., Bowling et al.,
2010; Coyne, Seigne & Randall, 2000). However,
the relationship between neuroticism and types of
mobbing has seldom been investigated. The present

study aims to fill this gap in the literature by
examining the extent of differences between
mobbing behaviors including work- related, person-
related and physical mobbing and their relationship
with neuroticism.

Second the study focuses on the differences
between types of mobbing experiences, and their
relations with person-organization fit and employee
attitudes (i.e., job satisfaction, life satisfaction and
turnover intentions). Previous studies about the
consequences of mobbing investigated topics such
as individual health issues, well- being (e.g., Ciftci
& Oneren, 2013; Eid & Einarsen, 2013; Karsavuran
& Kaya, 2017; Leymann, 1990; Nielsen, Glaso,
Matthiesen)  employee  attitudes such as
commitment or turnover intentions (e.g., Ertureten,
Cemalcilar & Aycan, 2013), and organizational
culture (e.g., Acar, Kiyak & Sine, 2014). However,
it has not been investigated whether mobbing
changes perceptions of fit at the workplace leads to
low job satisfaction, low life satisfaction, and high
turnover intentions.  Moreover, mobbing which
includes personal criticism, criticism about the work
or physically intimidating behaviors would differ
how much they change person-organization fit.
Therefore, the study also aims to investigate the role
of person-organization fit on the relation between
mobbing and individual attitudes which is novel.

2. LITERATURE REVIEW

Einarsen (2000) defined mobbing as “situations
where a worker, supervisor, or manager is
systematically and repeatedly mistreated and
victimized by fellow workers, subordinates, or
superiors” (p.379). As studies about mobbing have
used the term “harassing other people” in describing
the concept, different types of mobbing behaviors
can be differentiated. Einarsen (2000) developed the
most widely known model of mobbing consists of
person-related,  work-related and  physically
intimidating behaviors (Einarsen et al., 2009).
Although all three factors are describing mobbing
behaviors, the focus of each behavior differs which
has been rarely discussed in the literature. While
work-related mobbing includes behaviors such as
giving unreasonable deadlines of unmanageable
workload, or assigning meaningless tasks; person-
related mobbing includes behaviors directly
focusing on individuals such as making insulting
remarks, teasing, persistent criticism, gossiping or
spreading rumors (Einarsen et al., 2009). Therefore
person-related mobbing is independent of work and
more likely related to affect individuals’ personally.
On the other hand, physically intimidating
behaviors includes direct physical behaviors, threats
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or actual abuse which makes the behavior more
explicit also for the observers. This type of mobbing
would be more overt to victims or observers at the
workplace. Although some researchers mentioned
the importance of studying the differences between
various types of mobbing experiences (e.g.,
Hershcovis, 2011; Neall & Tuckey, 2014) only a
few study (such as Trépanier, Fernet & Austin,
2015) have mentioned the differences among them.
Studies confirmed that individuals can experience
and report different types of mobbing at the
workplace (e.g., Notelaers, Einarsen, De Witte &
Vermunt, 2006; Salin, 2001).Also the outcomes of
different types of mobbing behavior could be
different (see in Trépanier et al., 2015). Therefore
employees may experience different types of
mobbing which, in turn are predictive for various
outcomes which will be discussed below.

2.1. Personality and Mobbing: One of the theories
about the occurrence of mobbing is the Individual
Dispositions Hypothesis (Zapf & Einarsen, 2011)
which states individual characteristics such as
personality traits can be potential antecedents of
mobbing as a victim. In one perspective, Einarsen
(2000) stated that personality influences how people
experience situations at work. Studies showed that
high negative affect, low self-esteem or low social
competence can be related to being a victim of
mobbing (e.g., Coyne et al., 2000); several studies
they found a significant relationship especially
between neuroticism and mobbing (e.g., Coyne et
al.,2000; Matthiesen & Einarsen, 2001; Nielsen &
Knardahl, 2015). One of the mechanisms that used
to describe this relationship was the Negative
Perceptions Mechanism (Neilsen & Knardahly,
2015). According to that perspective, certain
individual traits are related to a lowered threshold
for evaluating behaviors as harassing (Nielsen et al.,
2011). For example, neurotic people are
predisposed to experience more negative life events
(Headey & Wearing,1989), they perceive
themselves and their environment more negative,
and hence their threshold for experiencing mobbing
might be lower compared to non-neurotic people
(Nielsen & Knardahl, 2015). In line with this
assumption, studies also confirmed neuroticism as
one of the predictors of mobbing (Matthiesen &
Einarsen, 2001) however none of those studies
examined the relation between neuroticism and
different types of mobbing behaviors.

Neuroticism and self-esteem are conceptually
related as both use the same concept “positivity of
self-description” in their operational definitions
(Judge, Erez, Bono,& Thoresen, 2002). People who
are high in neuroticism tend to have more
unfavorable opinions about themselves (Watson,
Clark & Tellegen, 1988), they have more negative

self-perception (Thomson, 2016), and low self-
esteem (Jacobs, Szer & Roodenburg, 2012).
Therefore they will be more sensitive to negative
messages in the environment which includes
personal information. Coyne, Smith-Lee Chong,
Seigne, and Randall (2003) found in their study that
88% of the targets of mobbing have higher
neuroticism and more likely experience difficulty in
coping with especially personal criticism.

Ha: Neuroticism will be positively associated with
self-reported person-related mobbing but not with
work-related mobbing and physically intimidating
behaviors.

2.2. Mobbing and the outcomes at the
workplace: Job satisfaction, life satisfaction and
turnover intentions

Several theories have indicated that circumstances
at the workplace are influential on work related
outcomes. According to Job Characteristics theory,
core job characteristics such as autonomy or
feedback are important as they have a positive
impact on employee outcomes such as job
satisfaction and motivation (Oldham, 1996).
Employees who experience negative behaviors from
others will evaluate those behaviors as negative
feedback about themselves. In line with these
theoretical assumptions various studies have shown
that mobbing is associated with job satisfaction,
negative health consequences, turnover intentions,
absenteeism, symptoms of anxiety, depression and
burnout (Einarsen & Raknes, 1997; Nielsen &
Einarsen, 2012; Yildirim & Yildirim, 2007). In
most of the research, mobbing has been studied as
one type of behavior however different mobbing
behaviors can change the relationship between
mobbing and its outcomes (Hershcovis, 2011). For
example, person-related mobbing includes insulting
remarks or teasing therefore it would directly focus
on individuals. But, in work-related mobbing the
focus would be more on tasks as the items include
phrases such as monitoring someone’s work, giving
unreasonable deadlines for a task. Sometimes,
people do not even perceive work-related mobbing
as a type of mobbing (Archer, 1999). Therefore, it
is important to differentiate the outcomes of types
of mobbing behaviors. Although in previous
studies, mobbing examined as one type of behavior
and different mobbing behaviors have not been
compared to each other; there are some clues in
those studies showing possible differences among
them (see in Einarsen, Raknes & Matthiesen, 1994).
Because person-related mobbing and physically
related mobbing focus more on individuals, they
would be more related to life satisfaction, whereas
work-related mobbing would be more related to job
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satisfaction and turnover intention as it includes
work specific behaviors.

Hz: Work-related mobbing will be negatively
associated with job satisfaction and positively
associated with turnover intentions.

Hs:  Person-related mobbing and physically
intimidating behavior will be negatively associated
with life satisfaction.

2.3. Mobbing and person-organization fit: The
role of fit in the relation between mobbing and
employee attitudes

Person-organization fit is described as the
compatibility between a person and the
organization, where the person and the organization
share similar characteristics (Kristof, 1996). One of
the influential theories in the field of fit studies is
the attraction-selection-attrition (ASA) framework
by Schneider (1987), which posits that
“environments are a function of persons behaving in
them” (p.438). This framework proposes that
similar people are attracted to, selected by, and
choose to remain in settings where the goals are
similar to their own. However, when people believe
they do not fit in the environment, attrition will
result, or in other words, they will leave (Schneider,
1987). Although mobbing has not been studied in
previous fit studies, it can be assumed that
employees who perceive repetitive negative
behaviors at the workplace they would have lower
perceptions of fit and frustration would occur. ASA
framework highlighted the importance of fit
between personal expectations and organizational
life for high job satisfaction which would also
produce high life satisfaction.

According to Social Exchange theory (Blau, 1964),
employees are unlikely to reciprocate positively if
others at the workplace fail to fulfill their
psychological and social needs. Given the
importance of respect from others and by allowing
employees to feel themselves valuable at the
workplace, which will accommodate their
psychological needs, an experience of mobbing
would decrease employees’ perception of fit with
the organization. This study predicts that the
experience of mobbing described with repetitive
negative work-related behaviors at the workplace
will be related to a lower perception of person-
organization fit and it will have an influence on the
attitudes. Because little is known about the
processes underlying the relationship between
mobbing and the outcomes at the workplace it is
more important to examine the role of person-
organization fit. By exploring this process specific
interventions for negative behaviors would be
possible to develop.

Ha: Person-organization fit will be a mediator
between work-related mobbing and employee
attitudes (job satisfaction, life satisfaction, turnover
intentions).

3. METHOD
3.1. Participants and Procedure

Total of 329 participants were completed the
survey. Of these individuals, 177 were women
(54%) and 152 were men (46%) with an average
tenure of 5.5 years (SD=5.4) in their current
organization. Mean age was 32.54 years (SD=9.13).
Convenience sampling was used in this study.
Participants who were working full-time in any
organization were asked if they would like to
participate in the research and they were asked to
complete a paper-pencil version of the
questionnaire. Before collecting the data, written
informed consent were provided to the participants
and they were informed about the aim of the study.
Also they were informed that being a participant is
completely based on volunteerism, no identity or
identifying question will be asked, and the survey is
completely anonymous and confidential. There was
no incentive in the study and the data was used only
for scientific purposes and analyzed anonymously.

3.2. Measures
3.2.1. Neuroticism

Neuroticism  scale of Eysenck Personality
Questionnaire- Revised- Abbreviated Form (EPQR-
A) (Francis, Brown & Philipchalk, 1992)
standardized by Karanci, Dirik, and Yorulmaz,
(2007) was used in the study. The scale consisted of
6 items either saying yes or no with the Cronbach’s
Alpha of .73. Some example items include, Are you
a worrier? Do you often feel lonely?

3.2.2. Mobbing

Mobbing was measured by using Einarsen et al.
(2009)’s Negative Acts Questionnaire-Revised
(NAQ-R) with 22 items which were standardized by
Aydin and Ocel (2009). Items were rated on a five-
point Likert type scale (1= “never”,5= daily) and
consisted of three factors (work-related, person-
related and physically intimidating behaviors) with
the Cronbach’s Alpha of .84. Some of the exam
items include, Having your opinions ignored;
Repeated reminders of your errors or mistakes,
Persistent criticism of your errors or mistakes.
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3.2.3. Person-organization fit

It is defined as the congruence between one’s
values-personality and the values-personality of the
organization, was measured with a five-item scale
(Resick, Baltes & Shantz, 2007) with the
Cronbach’s Alpha of .89. Exam items include; |
feel my values match or fit this organization and the
current employees in this organization;l think the
values and personality of this organization reflect
my own values and personality.

3.2.4. Life satisfaction

Life satisfaction was assessed with the standardized
form of (Yetim, 1993) “Satisfaction with Life
Scale” (Diener, Emmons, Larsen & Griffin, 1985)
including five items with the Cronbach’s Alpha of
.86 (e.g., | am satisfied with my life).

3.2.5. Job satisfaction

The five-item “Overall Job Satisfaction Scale”
version of Brayfield and Rothe (1951) was used in
this study with the Cronbach’s Alpha of .81 (e.g., |
am enthusiastic about my work).

3.2.6. Turnover Intentions

The three item scale by Cammann, Fichman,
Jenkins, and Klesh (1979), standardized by Giil,
Oktay and Gokge (2008) was used to measure
turnover intentions with the Cronbach’s Alpha of
.79. In addition participants were also asked to
indicate their gender, age and organizational tenure.

4. RESULTS

Means, standard deviations, reliabilities, and inter-
scale correlations for the measured variables are
shown in Table 1. Before analyzing the data for the
hypothesis a confirmatory factor analysis (CFA)
was conducted for the mobbing questionnaire with
three factors by using SEM in AMOS 21.0.The
CFA results indicated that all estimates fell within
the acceptable range (y>= 514.04, df= 196, > /df=
2.62, p=.00,GFI=.88,RMSEA=.07) especially
according to the indexes of y* /df and RMSEA
showed the model has a good fit with the data.

Path analysis using AMOS 21.0 was used to test the
model presented in Figure 1. The goodness of fit
indices suggested that the data fits the tested model
well (y>= 19.60, df=10, x> /df= 1.96,
p=.03,GFI=.99,RMSEA=.05). The standardized
path estimates are presented in Figure 1. An
overview of path values indicated that only the

direct path from neuroticism to person-related
mobbing was significant which supports Hypothesis
1. The other two paths from neuroticism to work-
related mobbing and from neuroticism to physically
intimidating mobbing were not significant.

The analysis showed that direct path from work-
related mobbing to job satisfaction was not
significant (r= .09) but the direct path from work-
related mobbing to turnover intentions was
significant (r= .16, p< .001). Therefore Hypothesis
2 was partially supported. In addition, the direct
paths from person-related mobbing to life
satisfaction (r= .01) and from physically
intimidating mobbing to life satisfaction (r= -.09)
were not significant. Therefore Hypothesis 3 was
rejected.

On the other hand the direct path from work-related
mobbing to person-organization fit (r= -.35) was
significant. Moreover, direct paths from person-
organization fit to job satisfaction (r= .51), life
satisfaction (r= .31) and turnover intentions (r= -
.25) were also significant. This result was consistent
with the previous literature (e.g., Arthur, Bell,
Villado & Doverspike, 2006) which supports the
view that person-organization fit is an important
predictor of employee attitudes.

Although the correlation between work-related
mobbing and job satisfaction was significant (r=-
.29, p=.000), in the model the path was not
significant. The reason for not having significant
path could be the impact of person-organization fit.
The standardized path between person-organization
fit and job satisfaction was .51, which is considered
as a moderate effect. Therefore in the model person-
organization fit was a mediator between work-
related mobbing and job satisfaction. Employees
who reported higher work-related mobbing also
perceive lower person-organization fit which leads
to lower job satisfaction. In addition neuroticism
has a significantly negatively related to person-
organization fit, and life satisfaction which will be
discussed in the following section . (Table 2)

5. DISCUSSION

The main purpose of this study was to test the
relationship between neuroticism and three different
types of mobbing behaviors. Moreover it is aimed
to examine the relationships between types of
mobbing behaviors with the person-organization fit,
job satisfaction, life satisfaction, and turnover
intentions. Findings confirmed the prediction
regarding the influence of neuroticism on the
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Table 1: Means, Standard Deviations, Minimum-Maximum Scores, Reliabilities (In the parentheses), and Inter-Scale Correlations for Measured Research Variables

#of M SD  Min. Max. 1 2 3 4 5 6 7 8 9
items

1. Neuroticism 6 229 186 0 6 (NE)]

2. Mobbing 22 2942 666 22 49 5% (84)

3. Work-related mobbing 12 11.81 399 7 24 10 B (73)

4. Person-related mobhing 7 1423 305 12 27 ATRE O gEMER S3REX (R])

5 Physically intimidating mobbing 3 338 081 3 7 10 G4¥FR - 3gRER gGoEEx (57)

6.Person-organization fit 5 17.07 407 3 25 J0¥ER L _34ERR_qTERE _Q4¥ER 01 (89)

7. Life satisfaction 5 16.55 429 5 25 S34MER L _QqERR_Q3EEE Q9% _16* 3% (.86)

8. Job satisfaction 5 1841 375 7 25 SDGWEE O _JOERE _QQEEE L QqEER 5% sqwdE 0 qpReR (.31)

9. Turnover intentions 3 728 2359 3 15 SS4MER . gEER . qTEER DaRER 3R _Sq%ER 0 _QTERR L _g1%Er (79

Note. N =329

*2 05, % * p< 01, ***p < 001

experience of person-related mobbing. Also al. (1994), mobbing was evaluated as a total score

consistent with Hershcovis (2011), the relationship
between mobbing and work-related outcomes was

different for types of mobbing.

In the present study, neuroticism associated with
only person-related mobbing.
studies found a significant relationship between
neuroticism and mobbing (e.g., Coyne et al., 2000;
Matthiesen & Einarsen,2001). Although most of
those studies have used the measure of Einarsen et
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and different types of mobbing were not compared
to each other. However previous literature has

supported the idea that employees can differentiate
types of mobbing. For example, work-related
mobbing such as giving unreasonable deadlines of
unmanageable workloads, or assigning meaningless
tasks, is more likely to be reported by employees
from professional positions compared to non-work
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. -.09
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related mobbing behaviors such as being ignored
(Salin, 2001). It was also shown that in some
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-420
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Note. *** p<.001, Non significant paths are shown by dashed lines

Figure 1:Standardized Path Estimated
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occupations and organizations certain negative acts
-mostly work related negative behaviors- are
expected as part of the culture and may not be
considered as mobbing (Archer, 1999; Salin et al.,
2018) and physical mobbing was least likely
reported type of mobbing (Einarsen & Raknes,
1997). All mentioned studies have supported the
idea that various types of mobbing can be perceived
and differentiated by employees; however they
were not compared in terms of their antecedents and
consequences which would help us to develop new
interventions for mobbing. As it was supported in
this study neuroticism was a significant predictor of
the only person related mobbing but not the other
two types. As Coyne et al. (2003) found victims of
mobbing were more likely to experience difficulty
in coping with personal criticism and they are more
suspicious of others. Especially person-related
mobbing includes personal criticism such as
repeated reminders of errors or mistakes, being
exposed to allegations or sarcasm (Einarsen &
Raknes, 1997). However it is more critical for how
individuals perceive the situation. The Negative
Acts Questionnaire asks employees about their
experience of negative behaviors, so the subjective
evaluation of negative behaviors determines the
scores of mobbing for each individual. According to
the results, employees who scored high in
neuroticism were also more prone to perceive
person-related mobbing compared to the others who
scored low in neuroticism. This could be related to
their intention to interpret even neutral stimuli
negatively (Lanyon & Goodstein, 1997).

On the other hand, the relation between neuroticism
and work-related mobbing and  physically
intimidating behaviors was not significant in this
study. As discussed previously, work-related
mobbing includes behaviors that are only job
related and they do not often include any personal
clues. Accordingly, this type of mobbing behaviors
is rarely perceived as mobbing behaviors in some
cultures or organizations  (Archer, 1999).
Employees can relate these behaviors to workload
or business culture as there is less personal message
in this type of negative behaviors. Last type of
mobbing, physically intimidating behaviors are
different from the other two types. This type of
mobbing consisted of more overt abuse and can be
perceived by victims regardless of their personality
since it includes behaviors such as finger pointing,
threats of violence or physical abuse. In conclusion,
in the frame of the negative perceptions mechanism
(Neilsen & Knardahly, 2015) people with higher
neuroticism will perceive and report mobbing
behaviors more frequently than others. However,
since the different types of mobbing include
different behaviors, neuroticism more likely
influences perception of the person related clues
which would increase perceptions about person-
related mobbing.

The second purpose of this study was to investigate
the relationship between three types of mobbing
experiences with the person-organization fit, job
satisfaction, life satisfaction, and turnover
intentions. Previous studies about the consequences

Table 2: Path Coefficients of the Relationships Among Key Variables

Unstandardized SE Standardized

coefficient coefficient
Neuroticism —* work-related mobbing 22 12 10
Neuroticism — person-related mobbing 28 .09 R
Neuroticism —# physically intimidating mobbing 04 02 10
Neuroticism —* person-organization fit -36 11 - 1%E*
Neuroticism — life satisfaction =53 11 L R
Work-related mobbing — job satisfaction -08 05 -.09
Work-related mobbing —» turnover intention 10 03 1g*E*
Work-related mobbing —» person-organization fit 36 05 - 35
Person-related mobbing —» life satisfaction 01 .09 01
Physically intimidating mobbing —* life satisfaction - 48 35 -.09
Person-organization fit —# job satisfaction 47 05 S
Person-organization fit — life satisfaction 32 05 J
Person-organization fit —*  turnover mntention - 16 03 - Qo¥EH

Note. *** p=.001
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of mobbing rarely focused on the differences
between types of mobbing behaviors and the
outcomes although differences among mobbing
behaviors were mentioned (i.e., Hershcovis, 2011,
Notelaers et al.,, 2006). In this study, results
supported the hypothesis stating negative
association between work-related mobbing and
person-organization fit. Also the second hypothesis
was partially supported proposing the associations
between work-related mobbing, job satisfaction and
turnover intentions. Although the correlation
between work-related mobbing and job satisfaction
was significant, in the model the direct path from
work-related mobbing to job satisfaction was not
significant. When the standardized path coefficients
were examined, a medium size negative effect (-
.35) was found between work-related mobbing and
person-organization fit, and a large and positive
effect (.51) (Kline, 1998) was found between the
person-organization fit and job satisfaction. High
perceived fit between personal expectations and
organizational life leads to high job satisfaction
which makes the interaction between a person and
the environment much more important (Schneider,
1987). Study results confirmed that work-related
mobbing was one of the predictors of person-
organization fit, and its relation with job satisfaction
was also mediated by person-organization fit. In
previous studies it has been found that a person-
organization fit was a mediator between supportive
workplace climate and job satisfaction (e.g., Velez
& Moradi, 2012) which was also supported in this
study. On the other hand, work-related mobbing is a
significant predictor of turnover intentions, similar
as person-organization fit which was supported by
the ASA framework, when people believe they do
not fit in the environment they will leave.

Although significant correlations were found
between mobbing and life satisfaction, both person-
related mobbing and physically intimidating
behaviors were not significant predictors of life
satisfaction, while neuroticism and person-
organization fit were significantly and directly
related to life satisfaction in the model. People who
are high in neuroticism also have low life
satisfaction (e.g., Headey & Wearing, 1989)
because they are high in pessimism (Daffern,
Gilbert, Lee & Chu, 2015) which would have an
influence on their well-being. Because neuroticism
is an important predictor of well-being (Costa Jr &
Mcrae, 1980), the impact of its influence on life
satisfaction (path estimate was -.23) could be one of
the reasons of not finding a significant path between
mobbing and life satisfaction. On the other hand,
previous studies found a significant relationship
between mobbing and anxiety symptoms,
depression, burnout, psychological distress, post-
traumatic stress disorder (Neilsen & Einarsen,

2012). Mobbing was described as one of the most
harmful stressors at the work (Hauge et al., 2010).
However in the current study life satisfaction has
been measured by using five items which were
asking general well-being. Therefore the scale
might not be too sensitive to reveal specific
outcomes such as stress or anxiety. In the model all
research variables were tested together, because
neuroticism and person-organization fit (e.g.,
Assouline & Meir, 1987) are important predictors
of life satisfaction, direct paths from different types
of mobbing to life satisfaction were not found
significant.

5.1. Strengths, Limitations and Future Research

Overall, findings of the present study suggest that
(1) neuroticism is associated only with person-
related mobbing, (2) work-related mobbing is an
important predictor of person-organization fit and
(3) job satisfaction, life satisfaction and turnover
intentions are outcomes of person-organization fit.
This study contributes to the literature by filling the
gap about the possible differences between the three
types of mobbing behaviors. In the literature three
types of mobbing behaviors were described
separately however differences among their
predictors and outcomes have rarely been studied.
Findings of this study showed that neuroticism was
related to only person-related mobbing. Thus, other
possible predictor variables should be investigated
in order to confirm the differences between the
three types of mobbing behavior. For example,
people who are high in conscientiousness may
experience  less  work-related  mobbing  or
organizational culture and work values might be
important predictors of work-related mobbing. In
addition, little was known about the processes
underlying the relationship between mobbing and
the outcomes at the workplace. With this study
some initial findings discovered the role of person-
organization fit in this relationship.

The current study has also some limitations. First, it
was based on a cross-sectional design which makes
it hard to make causal inferences. A second
limitation is that the study used a self-report
measure which raises the issue of common method
variance that may have inflated the correlations.
However, other methods such as observer ratings
may equally be affected by some bias (Spector,
2006). More research is needed in order to validate
the findings of this study and to examine separate
predictors of different types of mobbing behaviors.
Moreover, traits other than neuroticism should also
be examined by using different types of mobbing
behaviors. As it was mentioned by Archer (1999), if
culture or organizational values are significant for
perceptions of work-related mobbing, new studies
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should include organizational values and examine
their relations with different types of mobbing.

5.2. Conclusion and Practical Implications

Interest in mobbing studies is comparatively rising
as it has psychological, economic and legal
consequences in  several countries. Many
organizations are trying to deal with the
consequences of mobbing with new intervention
programs or training for mobbing in organizations.
However, in order to deal with mobbing
successfully, it should be described and evaluated
carefully. In other words, behaviors which are
labeled as mobbing behaviors may have different
focus (self, work, or direct physical) and how
employees interpret those behaviors as negative
behaviors might be related to personality. This
study showed significant differences between types
of mobbing behaviors which would be important for
mobbing interventions. As the Negative Perceptions
Mechanism (Neilsen & Knardahly, 2015) suggested
high neuroticism increases reporting mobbing
behaviors, therefore raising awareness about
mobbing (Salin et al., 2018) may change the
interpretation of those behaviors. In line with the
results of the study, organizations should analyze
the mobbing behavior related to specific dimensions
and they may need to develop customized
interventions or education programs for different
types of mobbing. Neuroticism may have an
influence on the experience of only person-related
mobbing, so for the other types of mobbing possible
sources should be examined carefully and unique
interventions should be developed. Moreover it was
shown that work-related mobbing is an important
predictor of person-organization fit which is critical
in determining organizational outcomes. Therefore
perceptions of fit should also be considered when
dealing with mobbing at the workplace.
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résumés, work-sample tests, honesty tests, and written ability tests. On the contrary, personal
contacts, graphology, and personal references were found the least favorable, respectively. Of
selection procedures scientific evidence, perceived face validity, and opportunity to perform
were the strongest procedural justice dimensions for predicting the process favorability ratings.
Findings of the study are compared with the findings of the studies which are using similar
methodologies to determine fairness reaction to personnel selection methods in other countries.
Also, the impact of demografic factors on process favorability and procedural dimensions were
discussed.
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Mevcut ¢alismada, 240 iiniversite son sinif ogrenciden olusan bir érneklemde, 10 personel
segim yontemine yénelik adalet tepkileri incelenmistir. Arastirma bulgularina gore, personel
segim yontemleri arasinda en olumlu degerlendirilen yontemler; 6zgegmisler, is-Ornek testleri,
diirtistliik testleri ve yazili yetenek testleridir. Diger yandan, kisisel baglantilar, grafoloji ve
kigisel referanslar swrasiyla en olumsuz ydntem olarak tespit edilmistir. Personel segim
prosediirlerinin bilimsel kanitlari, algilanan gegerliligi ve uygulama firsat, siire¢ uygunluk
derecelerini tahmin etmek icin en gii¢lii prosediirel adalet boyutlaridir. Calismanin bulgulari,
diger iilkelerde personel segim yontemlerine adalet tepkisini belirlemek icin benzer
metodolojileri kullanan ¢alismalarim bulgulart ile karsilastirdmigtir. Ayrica, demografik

faktorlerin siireg¢ uygunlugu ve prosediirel boyutlara etkisi tartigiimigtir.
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1. INTRODUCTION

Selection, the process of choosing individuals with
qualifications needed to fill vacant positions in an
organization, is a key responsibility for managers
and supervisors in all kind of organizations.
Without these fastidious selected and qualified
employees, an organization is far less likely to
succeed. Hence, utilizing appropriate techniques of
personnel selection has been one of the most
significant topic in HR staffing. In related literature,
many scientific methods have been developed for
recruiting and selecting the suitable eployee.
Research on the validity and practicalibility of
selection techniques have vyielded significant
improvements and gained considerable importance
from both human resource professionals and
organizations’s perspective. On the other hand,
applicant reactions and attitudes towards personnel
selection techniques have been investigated from
perspective of significant 'actor' of the selection
process (the applicant) over the last decade.
Recently, comprehensive researches conducted in
different countries have explored the issue and
made substantial strides forward (Steiner &
Gilliland, 2001; Philips & Gully, 2002; Moscoso &
Salgado, 2004; Nikolaou & Judge, 2007; Anderson
& Witullet, 2008; Bertolino & Steiner, 2007).

Applicant reactions to personnel selection methods
are important since it is the first interaction between
the employer and applicant (Rynes & Connerly,
1993; Marcus, 2003). It has also been known that
this interaction also influence hiring decision,
applicant's attitudes towards the organization, and
subsequent future job performance of accepted
candidates into organization (Ryan & Ployhart,
2000; Anderson, 2004; Chapman et al., 2005).

National culture, local labor market, social, legal,
and economic factors may influence applicant
reactions to personnel selection techniques (Ryan,
McFarland, Baron & Page, 1999; Newell &
Tansley, 2001). Steiner and Gilliland (2001)
claimed that the perception of applicants might vary
across nations and cultures. In this context,
applicant reactions to 10 common and popular
selection methods (interviews, résumés, work
samples, biodata, written ability tests, personal
references, personality tests, honesty tests, personal
contacts and graphology) examined through Steiner
and Gilliland's instrument (1996) in US and France
(Steiner & Gilliland, 1996), in United States and
Singapore (Phillips & Gully, 2002), in Spain and
Portugal (Moscoso & Salgado, 2004), Italy
(Bertolino & Steiner, 2007), Greece (Nikolaou &
Judge, 2007), and in Netherlands (Anderson &

Witvliet, 2008). The above cited studies pointed out
that except some minor discrepancies; results
concerning fairness perceptions among countries
were similar. Although a number of empirical
studies on applicant reactions exist for some
countries, there is no empirical study on applicant
reactions to personnel selection for several other
countries such as Canada, some European (e.g.,
Turkey and Scandinavian countries) and other
continets’ countries. Hence, international
generalizability of applicant reactions to selection
techniques still needs to be investigated for different
countries that have not been studied and have
different cultural and work values.

In this context, the purpose of the current study is
threefold:

e  First, it is to investigate applicant reactions
to 10 popular selection methods by using
the same method with Steiner and
Gilliland (1996) in Turkey that has
somewhat different cultural values as
compared to above mentioned countries
that have been studied before.

e Second, is to determine whether fairness
reactions to selection methods are
differentiated by demografic factors
(gender, branches, and family incomes of
participants).

e Third, is to explore similarities and
discrepancies pertain to fairness reactions
to different selection methods between
Turkey and some of the other countries
studied previously.

2. LITERATURE REVIEW

2.1. Researches in fairness reactions to selection
methods

According to Ryan and Ployhart (2000: 566)
applicant reactions can be defined as “attitudes,
affect or cognitions an individual might have about
the hiring process”. The topic has gained
considerable interest more recently, just because
applicant reactions might be associated with
subsequent behavior that has the potential impact on
organizations. For instance, Macan, Avedon, Paese
and Smith (1994) pointed out that applicants'
perceptions concerning selection process influence
their intentions to accept or reject offered job and
perceived external image and attractiveness of the
organization. Also more recently, it has been found
that there is a significant relation between positive
applicant reaction to selection method and attracting
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the new candidates to the organization (Hausknecht,
Day & Thomas, 2004).

Because of globalization, firms have spreaded all
over the world. In this aspect, local selection
methods have to be examined carefully in order to
have the local ability to be acquired by
organization. There are a few researches in the
international aspects, focused to find out the
reactions of the candidates using similar research
techniques.

To date, whereas studies on fairness reaction to
selection methods have been conducted in a
enumber of countries, no literature exists for
Turkish samples. Some empirical studies about the
reactions to selection methods are;

e USA and France (Steiner & Gilliland,

1996)

e USA and Singapore (Phillips & Gully,
2002)

e Spain and Portugal (Moscoso & Salgado,
2004)

Italy (Bertolino & Steiner, 2007)
Greece (Nikolaou & Judge, 2007)
Netherlands (Anderson & Witvliet, 2008)

In all of these researches, the questionnaire
improved by Steiner and Gilliard (1996) was used
by translating to local country's language. By doing
so, levels of the reactions to 10 selection methods
namely, interviews, résumés/CV, work sampling
test, biographical information, written ability test,
personal references, personality tests, honesty tests,
personal contacts and graphology analysis were
tried to be determined. It was proven that the results
of the researches pertaining eight countries that
presented above are generally similar except some
small discrepancies.

First of the researches was held by Steiner and
Gilliard (1996) on two samples comprising students
in France and USA. Candidates were asked to
evaluate the most commonly utilized 10 selection
methods by answering two questions focused on
suitableness of the process and seven procedural
justice dimensions; scientific evidence, face valid,
opportunity to perform, interpersonal
treatment/warmth, widely used, respectful to
privacy. In the research results, interviews and
résumés/CV methods were evaluated positively.
Because of common usage in France, graphology
was perceived considerably positively.

Similarly, in their research including of 20 firms,
Ryan and friends (1999) have found that interviews
had been appeared as the most frequently used
selection method. It is possible to assert that

interviews are preferred because of their anticipated
ability to detect the individuals' important qualities
differentiating them.

According to results of meta-analysis conducted by
Hausknecht and friends (2004: 669), it was
demostrated that the interviews, work-sample tests,
résumés and personal references are perceived more
positively than the other selection methods.
Personality tests and biographical information
(biodata) got average level points, whereas personal
contacts, honesty tests and graphology got lower
level points.

Moscoso and Saldago (2004) have urged that
cultural differences may be effective on process
favorability of selection methods. Using the same
method with Steiner and Gilliland (1996),
researchers have examined Spain and Portugal
samples. In this research, in which generally similar
findings were found comparing Steiner and Gilliard,
interviews, résumés, and work sampling test were
evaluated positively, whereas personal contacts,
honesty tests, and graphology were evaluated
negatively.

In their research held in Greece, Nikolaou and
Judge (2007) applied the questionare on two
different sample; students and employees. In this
research, interviews, résumés, and work sampling
test were also evaluated as best methods by students
and employees. But students were seen to have
more positive stance to personality tests than
employees.

Anderson and Witullet (2008) have used the same
methods and questionare in their research
conducted in Netherlands. Like previous researches
interviews, résumés, and work sampling test were
appeared to be most prominent.

Additionally, the study conducted by Bertolino and
Steiner (2007) examined the fairness reactions to 10
personnel selection methods in a sample of Italian
students. It pointed out that work sample tests were
the most favorably rated method among the
selection methods, followed by résumés, written
ability tests, interviews and personal references. By
contrast, it was also found that graphology was
perceived negatively.

Despite its low validity, résumés is used in many
countries and got an above-the-avarage point. On
the other hand, personal references got average
points in most countries (Steiner & Gilliland, 1996).
The issues raised from this review of litreature
demostrate that there is substantially strong
argument for common fairness reactions to
selection methods. Given this stance, it initially
seems that there are clear similarities on fairness
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reactions to selection methods between countries
that have already studied. But to increase the
generalizebility of this conclusion, it needs some
further evidence from unstudied countries like
Turkey that has a different cultural features
compared with other studied countries.

2.2. Fairness Reaction to Selection Methods

Basically, three methods are used in theoric
explanation of fairness perceptions or reaction of
the candidates to selection methods. First of these is
“social wvalidity” approach (Klingner & Schuler,
2004). According to this approach, acceptance of
selection process is related to four factors:

e Information given to candidates about
organization

e Participation of candidate to selection
process
The transparency of the procedure
Feedback given to candidate after selection
process

Although it has been used by some researchers (eg.
Rynes and Connerly, 1993; Macan et al., 1994),
social validity model has not been a widely used
model. Another approach, generated by Anderson
and his friends (2001), investigates the studies
focusing on the reactions of candidates about social
and organizational psychology, namely “general
model”. In this method, fairness reactions of the
candidate are related to four factors:

e The fact that the method is more job

relevant

e The fact that the method is less personally
intrusive

e The procedural justice anticipation of
candidate

e The fact that candidate has the chance to
meet with negotiator

In this model fairness reaction of the candidates is
statistically meaningful with whether the candidate
accept the job or not (Anderson, 2003), image of the
organization between other candidates (Bauer et al.,
2001) and work performance of the candidate after
selection (Ryan & Ployhart, 2000). Moreover, the
perception of the candidate during the selection
process may cause him/her to advice to other
candidates to apply for the job. Again in this
process, a possible negative perception occurred in
candidates may create a behavior of not to use that
organization’s products and services (Hausknecht et
al., 2004).

Finally, the approach improved by Gilliland (1993)
based on "the organizational equity theory" is the

most utilized model. In his study, Gilliland (1993)
tried to explain candidates' reactions by focusing to
procedural justice that is using equity theory. This
approach was improved further by Steiner and
Gilliland (1996) and it was seen that the reactions
aggregated in two dimensions; process favorability
and procedural justice reaction. Procedural justice
dimension consist of seven sub-elements: scientific
evidence; logical, face valid approach; opportunity
to perform; employer’s right; respectful of privacy;
interpersonal warmth, widely used (Steiner &
Gilliland, 1996: 134).

The seven-element procedural justice questionare
which was improved based on this approach has
been wused in various international researches
(Phillips & Gully, 2002; Moscoso & Salgado, 2004;
2007; 2008). Due to common usage in international
researches, it can be inferred that this approach is
applicable to make comparison between countries.
Hence, in this study, the same questionare is also
used to make comparisons to previous studies.

2.3. Social Cultural Tendency of Turkey

Although fairness reaction to selection methods are
similiar across the previously studied countries, it
has been frequently claimed that cultural factors
may impact fairness reaction. For this reason,
currently, it appears that national culture remains a
questionable area in fairness reaction to selection
methods. In this context, social cultural tendency of
Turkey will be overviewed.

The organizations in work life in Turkey, generally
consist of public organizations and private sector
firms mostly owned by families. In executive
boards of the private firms are generally the
members from the family and these are responsible
for relations with government (Kabasakal & Bodur,
1998). The organizations in Turkey generally
appears to be the ones in which central decision
making, strong leadership and limited delegation of
powers are commonly observed (Ronen, 1986). In
their study, Trompenaars and Hampden-Turner
(1998) have denoted that Turkey has the most rigid
organizational hierarchy among the 38 countries. It
is known that Turkish managers have paternalistic
attitudes to their subordinates. According to studies,
Turkish social culture was founded high in power
distance, uncertanity avodiance, collectivists, and
feminen (Hofstede, 1984; Giirbiiz & Bingol, 2007).

Erez (1994) stated that social culture is one of most
important issues that determine the effect of
managerial acts to employees' behaviors. Similarly,
Aycan, Kanungo, and Sinha (1999) has urged that
social culture effects managerial acts stating that
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social ethics has a mediator role for relations within
the organization.

Moscoso and Salgado (2004) stated that cultural
differences between counties may affect the
selection methods for candidates. There is no study
in Turkey pertaining to this subject. Hence, this
research may contribute to fill this gap. Moreover, it
may shed light into similarities and/or the
discrepancies of fairness reaction to selection
methods of culturally different countries.

3. METHOD
3.1. Sample

The sample of the study consists of 240 senior
university  students  majoring in  business
administration (25%), finance (25%), econometrics
(25%), and economics (25%) from three state
universities in Ankara. The reason to pick this
sample is that this group will shortly join the work
life and also provides comparable sample with
previously studied countries. The sample consisted
of equal number of male (50%) and female (50%)
undergraduates, with the mean age of 21.7 years
(SD: 1.68).

3.2. Measurement and procedure

In order to evaluate students' attitudes towards
personnel selection methods, the questionnaire
developed by Steiner and Gilliland (1996), and
widely used by the previous researchers (Moscoso
& Salgado, 2004, Nikolaou & Judge, 2007;
Anderson & Witvliet, 2008) was applied. The
questionnaire has been adapted to Turkish by
researchers. During adaptation, the method of
Brislin, Lonner and Thorndike (1973) was used.
Adaptation preocess consisted of five steps
accordingly: 1) forward translation, 2) assessment
of forward translation, 3) backward translation, 4)
assessment of backward translation and 5) meeting
with professionals.

The questionnaires gathered as a paper copy on
voluntary basis at the end of their classes.
Participants were asked to answer the social -
demographical questions and the statements about
the fairness and suitability of ten personnel
selection method following the guidelines of Steiner
and Gilliland (1996).

The questionnaire covered a short explanation of
the 10 selection methods (interviews, résumés,
work samples, biodata, written ability tests,
personal references, personality tests, honesty tests,
personal contacts, and graphology) based on the

definitions of Steiner and Gilliland (1996), as
shown in Table 1.

First, students were asked to indicate whether they
had been evaluated by each selection method by a
prospective employer previously. Next, it is asked
to the participants to anticipate a job they were
likely to apply for after graduation, and
subsequently consider each selection method
depending on this job. There were two questions in
order to evaluate process favorability for each one
of the selection methods:

(1) How would you rate the effectiveness of
this method for identifying the qualified
people for the job you indicated?

(2) If you did not get the job based on this
selection method, what would you think
about the fairness of this procedure?

Participants responded the questions by using
seven-point Likert-type scales (1 represents "least
favorable", 7 represents "most favorable").
Reliability (Cronbach's alpha) of the measure was
.739.

In the last step, participants gave answers to seven
questions by assessing the procedural dimensions of
each method. The respondents used seven-point
Likert-type scales (1 indicates "totally disagree"”, 7
indicates "totally agree"). The items regarding the
participants' perceptions were: (1) the method is
based on solid scientific research, (2) the approach
is logical for identifying qualified candidates for the
job in question (face validity), (3) the method will
detect the individuals' important qualities
differentiating them from others (opportunity to
perform), (4) the selection instrument is impersonal
and cold, (5) employers have the right to obtain
information from applicants by using the method,
(6) the method invades personal privacy, and (7) the
method is appropriate because it is widely used.
Cronbach's alpha coefficient for this scale was .874.

4. FINDINGS
4.1. Participants’ experience of selection methods

As mentioned previously, the first question of the
questionnaire was whether an employer had
evaluated participants by each selection method, up
to that time. Responses showed that interview was
the most widely used method. According to results,
the percentage of the evaluation the selection
methods are 54.2% for interviews, 53.3% for
résumés/CVs, 26.3% for work-sample tests, 29.2%
for biographical information, 30.8% for written
ability tests, 33.3% for personal references, 32.5%
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Table 1: Selection methods and short descriptions as presented in the questionnaire

No. Selection method Description

1 Interviews

Face-to-face mteractions in which employers ask you a variety of questions about your background and

qualifications

2 Résumés A wrrtten description of information on all of your professional experiences, your education, etc.

3 Work-sample tests Tests jgwhich vou actually perform a part of the job so that your success in doing that part of the job can be
determined
Forms requesting very specific information about vour work experience, education, and skills, they often

4 Biographical information mclude questions about your hobbies, interests, and past accomplishments. The questions are frequently n
multiple-choice format where you check the appropriate answer

5 Wiitten ability tests Paper-and-pencil tests that evaluate your infelligence on your reasoning, verbal, or mathematical skall
In this method, you must request letters of reference or provide the names of your prior employers so that the

6 Pe references employer can obtain information about your suitability for the job

7 Personality ests Papef—anld-_penlcjl tests that ask you questions about your opinions and past experiences to assess your
personality traits

8 Honesty tests Tests that ask you about your thoughts on theft and expeniences related to your personal honesty

9 Personal contacts Knowing someone influential in the company whose connections can help you get the job

10 Graphology

The analysis of aspects of your handwrniting, mcluding style and form, to determine personal characterstics

for personality tests, 15.8% for honesty tests, 30.8%
for personal contacts, and 1.3% for graphology. The
participants’ level of experiences with 10 selection
methods suggest that the participants in the current
study were generally quite experienced as job
applicants. On the other hand, certain methods such
as interviews, résumés, personal references were
more commonly encountered.

4.2. Process favorability

In this subtitle process favorability findings of the
current study will be examined. Initially, the
favorability ratings of the Turkish sample explained
secondly, the effect of demografic factors on
favorability ratings explored, and thirdly, the
comparison of favorability ratings between Turkey
and some studied countries examined.

The means and standard deviations for favorability
ratings of the sample for each of the selection
methods can be seen in Table 2. As far as the
current study concerned, the most favorable
methods were interviews, résumés, work-sample
tests, and honesty tests. Written ability tests,
personality tests, and biographical information
favorably rated respectfully. Personal contacts,
graphology, and personal references received the
lowest ratings.

Mean comparisons were carried out to explore
whether aif ny demografic factor has (gender,
family income, and field of specilization) influences

on process favourability of the different selection
methods. Although, no significant differences
observed for students’ major type, gender predicted
statistically ~ significant  results in  process
favorability for two of the 10 selection methods and
for family income for one. More specifically,
female students (M=4.92, SD=1.5) tend to perceive
personal references [t(238)=-2.12, p<.05] more
positively than males (M=4.45, SD=1.8), while
male students (M=2.97, SD=1.9) tend to perceive
personal contacts [t(238)=1.88, p<.05] more
positively than females (M=2.53, SD=1.7). And the
students whose families’ income are mid-level
(M=5.16, SD=1.5) perceive personal references
[F(3, 236)=3.4, p<.05] more positively than those
whose family incomes are relatively high (M=4.25,
SD=1.8).

Additionally, means and standart deviations of
favorability ratings for each of the selection
methods in Turkish sample, along with the previous
studies are depicted in Table 2 (Nikolaou & Judge,
2007; Anderson & Witvliet, 2008; Bertolino &
Steiner, 2007).

Using Steiner and Gilliland’s student sample as the
most appropriate as the comparison group for this
study, it is computed Cohen’s d (Cohen, 1977) to
determine effect size differences between Turkey
and these four countries (US, Greek, Netherlands,
and Italian). Cohen’s d for 10 selection methods for
each pair (Turkey and each orher countries) are
shown in Table 3.
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In the case of interviews, résumés, biographical
information, written ability tests, personality tests,
honesty tests, and graphology, the Turkish sample
rated significantly higher than US, Greece,
Netherlands, and Italian samples. For the work-
sample tests, personal references and personal
contacts methods, effect size differences are
negligibly small (that is 0 to .3 in accordance with
Cohen’s rule-of-thumb), except the work-sample
tests and personal references for Greece sample. In
these exceptions, the methods of work-sample tests
and personal references in which Turkish sample
rated substantially higher than Greece sample.

4.3. Procedural dimensions

In this subtitle, following the previous subtitle’s
methodology, process dimensions ratings of the
Turkish sample, the effect of demografic factors,
and the comparison of procedural dimensions’
ratings between Turkey and other countries were
examined.

Table 4 presents means process dimensions ratings
of participants for selection methods. The first
dimension analysed is scientefic evidence (the
method is based on solid scientific research). In this
dimension, honesty tests and work-sample tests
received the highest ratings while personal contacts

|73

résumés were rated more positevely, and personal
contacts and graphology were percieved more
negatively. For the dimension of opportunity to
perform (the method will detect the individuals'
important qualities differentiating them from
others), interviews, work-sample tests, and résumés
received highest ratings, on the other hand, personal
contacts and graphology were percieved as the least
favored methods providing the worst opportunity
for applicants to perform. Concerning employer’s
right dimension (employers have the right to obtain
information from applicants by using the method),
personal contacts and honesty tests received the
highest ratings, while résumés and biographical
information received the lowest ratings. The next
dimension analysed was respectful of privacy (the
method invades personal privacy). According to the
findings, the highest rated methods were interviews,
work-sample tests, and résumés, while the lowest
rated methods were personal contacts and
graphology, respectively. For the dimension of
interpersonal warmth (the selection instrument is
interpersonal and warm), résumés, interviews, and
work-sample tests are rated more positevely, and
personal contacts and graphology are percieved
more negatively. The last analysed dimension is
widely use. In this dimension, interviews, résumeés,
and written ability tests are percieved as the most
widely used methods while, graphology and
honesty tests are percieved as the least widely used

and graphology received the lowest ratings, ones, respectively. (See Table 4)
respectively. With regard to face validity (the
approach is logical for identifying qualified
candidates), interviews, work-sample tests, and
Table 2: Mean process favorability ratings for selection methods by country

Selection method Turkey® Ust Greece* Nether- landst Ttalyd

Mean SD Mean SD Mean 5D Mean 5D Mean 5D
Interviews 617 1.08 539 126 522 1.08 5.08 111 433 127
Résumés/CVs 576 126 537 119 458 122 468 1.05 4,50 130
Work-sample tests 535 146 526 149 493 121 510 111 515 129
Biographical information 500 138 459 131 431 599 424 112 372 135
Written ability tests 512 143 450 125 452 117 415 135 443 143
Personal references 468 171 438 130 377 135 434 125 425 123
Personality tests 506 153 350 130 435 120 442 113 377 136
Honesty tests 535 1.68 341 162 393 137 326 143 3.07 148
Personal contacts 295 185 329 164 320 146 3.04 137 299 182
Graphology 302 1.73 195 1.18 249 1.29 195 1.06 227 139
N 240 142 121 167 137

*Present study, bAdapted from Anderson and Witvliet (2008), “Adapted from Nikolaou and Judze (2007) -the student sample-, d_%dapted from Bertoline and Steiner (2007)
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Table 3: Cohen’s d between Turkey and other countries

Selection method Turkey-US Turkey-Greece Turkey-Netherlands Turkey-Italy
Interviews 66 .88 93 1.36
Résumés/CVs 32 95 93 .98
Work-sample tests .06 31 19 13
Biographical mformation 31 57 60 93
Written ability tests 46 46 69 48
Personal references 19 59 23 29
Personality tests 1.1 52 45 .89
Honesty tests 1.18 93 134 1.44
Personal contacts -.19 -15 -.06 -.02
Graphology 72 33 T3 48
Table 4: Mean process dimensions ratings of participants for selection methods
Selection Scientific Face Opportunity to Employer’s Respectful of Interpersonal Widely
method evidence validity perform right privacy warmth used
Interviews 4.90 5.73 5.74 3.23 542 5.39 6.19
Résumés/CVs 4.95 5.32 532 2.86 5.06 5.53 5.96
:::::k'smplc 533 545 5.53 3.06 5.17 539 450
i?f;ﬂpgﬁﬂ 5.00 476 482 2.93 478 498 4.64
::::tm ability 5.12 315 5.10 295 5.00 5.7 5.13
i;ef?r:lil o 4.68 418 432 339 420 4.70 480
Personality tests 5.06 4.60 451 335 458 4.82 437
Honesty tests 535 454 4.84 3.66 451 4.56 4.03
Personal contacts 2.85 2.85 253 422 3.29 3.8% 415
Graphology 3.02 3.03 3.52 325 338 4.30 327

We also focused on the influences of demografic
differences in process dinemsions. Thus, mean
comparisons were carried out to explore gender’s
influence on process dinemsions of the different
selection methods. According to the findings,
female students (M=4.41, SD=1.8) tended to
perceive face wvalidity of personal references
[t(238)=-1.97, p<.05] more positively than males
(M=3.94, SD=1.9) while male students (M=4.77,
SD=1.7) tended to perceive face validity of honesty
tests [t(238)=1.98, p<.05] more positively than
females (M=4.32, SD=1.8).

Lastly, in Table 5, the mean procedural dimensions
ratings of means of six western countires’

respectively, The Netherlands, US, France, Spain,
Portugal, and Greece -student sample presented. By
comparing Table 5 with Table 4 (mean process
dimensions ratings of Turkish sample), it can be
seen that the strongest difference between Turkish
sample and other countries’existed of employer’s
right and scientific evidence. Turkish sample tend
to perceive employer’s right of selection method
less positively and tend to perceive scientific
evidence of selection method more positively as
comparing to the mean of six western countries.
Also in case of widely used and interpersonal
warmth, Turkish sample tend to perceive slightly
more positively than the other countries. (See Table
5)
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Table 5: Mean procedural dimensions ratings for other countries™

Selection Scientific Face Opportunity to Employer’s Respectful of Interpersonal Widely
method evidence validity perform right privacy warmth used
Interviews 382 5.54 541 583 473 484 5.1%
Résumés/CVs 398 541 480 5.67 4.66 445 5.16
T -
Work-sample 426 5.51 5.56 5.58 475 484 427
tests
Bi hical
DIOSTApHIC 3.74 437 450 475 441 416 3.85
information
Tt .
Witten ability 483 467 476 488 143 406 400
tests
Personal
© 283 434 426 47 432 429 393
references
Personality tests 427 437 487 456 418 440 387
Honesty tests 3.39 3.52 3.82 3.96 3.83 4.00 3.16
Personal contacts 1.86 245 230 251 441 414 282
Graphology 318 2.60 275 296 411 378 221

* The Netherlands, US, France, Spain, Portugal, and Greece (student sample) Adapted from Anderson and Witvliet (2008); Nikolaon and Judge (2007)

4.4. Procedural Dimensions and Process

Favourability

In this subtitle, the findings for relationship between
process favorabilty and process dimensions were
explained. Table 6 presents the correlation matrix
between  process favorabilty and  process
dimensions. According to the results of the
analyses, weak but statistically significant
correlations  were found between  process
favorability and four of the seven dimensions. The
strongest correlations were found between process
favorabilty and scientific  evidence, with
correlations ranging from .21 to .41 (mean=.31, SD
=.06). The other correlations that were found are
between favorabilty and face validity (except for
biodata), with correlations ranging from .13 to .47
(mean=.29, SD=.09), between favorabilty and
opportunity to perform, with correlations ranging
from .14 to .42 (mean=.27, SD=.07), and between
favorabilty and respectful of privacy, with
correlations ranging from .17 to .43 (mean=.26,
SD=.08), respectively. (See Table 6)

5. DISCUSSION

It is widely agreed that selection of employees have
pivotal importance to organizations. Therefore,
considering subsequent reflection of applicants’
fairness reactions to personnel selection methods
have gained considerable interest. The researhers,
Steiner and Gilliland, initially structured the
fairness reactions to personnel selection in an

influential study in 1996, and it has been
increasingly studied in the selection literature since
then.

Despite the fact that there is a number of empirical
studies on applicant reactions exist for some
countries, there is not adequate empirical study on
applicant reactions to personnel selection for
justifying international generalizability of these
reactions. Especially, Anderson and Witvliet (2008:
11) emphasized the necessity of stduies in different
countries with using large-scale sample to increase
generalizability.

As an attemp to increase international
generalizability of applicants reactions to personnel
selection methods by adding one more country to
the litreature, the first aim of current study was to
examine fairness perceptions of personnel selection
methods in a Turkish sample. The second aim was
to determine the effects of demografic factors on
process favorabilty and procedural dimensions of
selection methods. And the third aim was to explore
similarities and discrepancies about fairness
reactions to 10 selection methods between the
Turkey and some of the other countries studied
previously. These aims are discussed separatly for
process favorability and the procedural dimensions
in the following subtitles.
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Table 6: Correlations between process favorabilty and process dimensions

. Scientific Face Opportunity to Employer’s Respectful of Interpersonal Widely
Selection method evidence validity perform right privacy warmth used
Interviews 21 25kE 21%* 04 5% 2TEx 02
Résumes/CVs 28k 2Rkx 23 -09 3% 04 T
::;f:k'sm"le 33w 2% 26 - 1% 33 -0t 25w
Biographical 26%* 13 20 01 18%* 07 06
information
Written ability
te;ﬁ abrity 28+ 214 14 01 A7 10 17*
Pe ki 31¥* 284 -03 1T 06 25¥*
references
Personality tests 25 Wk 31%* 01 28%¥ e KA
Honesty tests g AQE= B -.04 34 4% 24EE
Personal contacts 34 34k= 30%* -17 29%¥ 15% 10
Graphology 41 AT% 29%% -16% 43F% 30%* Qg%

MNotes: ¥p.03; #*<.01

5.1. Process favourability

The results of this study show that Turkish students
perceive interviews followed by résumés, work-
sample tests, honesty tests, and written ability tests
highly favorable. These methods are followed by
personality tests and biographical information
which have slightly negative ratings. On the other
hand, personal contacts, graphology, and personal
references are the least favorable, respectively.

Concerning the favorability of personnel selection
methods, although the Turkish students have
similarities with the other studied countries’, such
as rating the interview, résumés, and work-sample
tests higher and personal contacts and graphology
lower, in contrast, Turkish students percieve
honesty tests considerably more favorable than
other countries’ sample. Additionally, the Turkish
students percieve interviews, résumeés, biographical
information, written ability tests, personality tests,
and graphology more favorably than US and
Netherlands (Anderson & Witvliet, 2008), Greece
(Nikolaou & Judge, 2007), and Italian (Bertolino &
Steiner, 2007) students. But, the degree of the
differentiation of these methods was not as high as
the honesty tests. This implies that, Turkish students
tend to have more favorable perceptions of honesty
tests than the other pertaining countries samples.
Likewise, as Nikolaou and Judge (2007), in their
study comparing the Greek students and employees,
found that the strongest difference between students
and employees existed for honesty tests, with
implies that students demostrating greater

acceptance to this method. Also, if we compare
Turkey with US, Grecee, Netherlands, and Italy in
terms of student perception of fairness reaction of
personnel selection methods, in all of the 10
methods totally, It can be concluded that the Turkey
is more comparable with US, Greece, thirdly
Netherlands, and Italy respectively. On the other
hand, then refering to the Hofstede (1981)’s study,
one of the most comprehensive cultural study ever
made, it can be seen that this row should have been
as Greece, Italy, Netherlads, and US, respectively,
for the cultural closeness. It can be said that, for
process favorability, Turkish sample has some
discrepancies besides similiraties with other
countries. But at this point, the comparison of
findings can not be explained with cultural factors,
for process favorability. To explain the
differenciations and the similiraties with cultural
issues, it is necessary to conduct more
comprehensive studies on large-size samples in
mentioned countries.

As far as the demografic factors concerned, the
sample of current study has a bigger size than the
samples of similar previous stduies. Also this
study’s sample consists of equal number of male
and female participants as well as equal number of
paticipants from four different major types.
Reasoning of, is to investigate the effects of
demografic factors on fairness reactions is
considered as an aim of our study. Hence, this study
especially focused the demografic difference in
process favorability and process dinemsions as
Anderson and Witvliet (2008: 11) suggested.
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For process favorability, the impact of demografic
factors were found limited. Exceptionally, it was
found that female students tend to perceive personal
references more positively than males and male
students tend to perceive personal contacts more
positively than females. These findings can be
explained by ethical values of male and female
students since, ethical values of senior female
students were found higher than male students, in
Turkey (Mert, 2003). Hence, it can be concluded
that female students interpret personal references
more etichal than personal contacts.

Also it was found that the students whose families’
income are mid-level, tend to perceive personal
references more positively than those whose family
incomes are high. Generally, university students
whose families have a mid-level income tend to
have job more than the students whose families
have a high-level income. Because of this, they
have more chance to have a reference.
Conclusively, these students tend to have more
positive perception than the ones who have no any
job experience before.

5.2. Procedural dimensions

In the present study, like the previous similiar
studies, students rated each of the selection method
by the seven subdimensions of procedural justice as
can be seen in Table 4. According to the findings,
interviews, résumés, and work-sample tests were
generally rated higher than the other methods in
five of the seven dimensions. Additionally, they
rated slightly high for scientific evidence and
considerably low for employer’s right. Also,
personal contacts and graphology methods were
generally rated lower than the other ones.
Comparing to pertaining countries, Turkish sample
tend to perceive employer’s right of selection
method less positively and tend to perceive
scientific evidence of selection method more
positively as compared with the mean of six
western countries as depicted in Table 4 and 5. Also
in case of widely used and interpersonal warmth,
Turkish sample tend to perceive slightly more
positively.

By comparing procedural dimensions rating of
Turkish sample with each of the six country it can
be ranked in terms of closeness to Turkey as;
Portugal, Greece, Spain, US, Netherlands, and
France, respectively. By following the same
procedure in process favorability and refering to the
Hofstede (1981)’s study, the ranking of our study
and Hofstede’s cultural closeness doesn’t match.
More specifically, in the case that the interpersonal
warmth related with individualism dimension of

Hofstede’s study, ranking list of this study (US,
Netherlands, and France, Portugal, Spain, and
Greece) is just the opposite with Hofstede’s study.
Hence, it can be concluded that the unsimiliar part
of this study’s findings with mentioned six
countries for procedural dimensions can not be
explained by cultural factors, at least related by
Hofstede (1981)’s findings.

Concerning the demografic factors’ effect on
procedural dimensions, the effect of gender and
family incomes were limited and far from being
explainatory. On the other hand, the study found
more meaningful relationship between procedural
dimensions ratings and students major type.
However the distinction among the four major types
of students in this study is blurred, since these
branches has approximately similiar lane for the
work-life and require almost same cognitive
abilities compared with different major types such
as medicine, art, sports etc. It is important to point
out that despite the closeness in these major types,
the differentiation occurs in terms of most of the
procedural  dimensions. Hence, it provides
substantially meaningful support for the idea that
fairness reactions to the selection methods are
effected by the students’ major types.

5.3. Relationship between process favourability
and procedural dimensions

The investigation of the relationship between
process favorability and the procedural dimensions
for each selection method was accepted as a sub-
aim of the this study. As far as the procedural
dimensions  concerned,  scientific  evidence,
perceived face validity, opportunity to perform, and
respectful of privacy of selection procedures were
the strongest correlates of favorable personnel
selection methods, among Turkish students. These
findings are almost identical to the findings of
Bertolino and Steiner (2007) using Italian sample
for face validity and opportunity to perform
dimensions, and also identical with Nikolaou and
Judge (2007) using the Grecee student sample
additionally for scientific evidence. However, in
terms of scientific evidence and respectful of
privacy dimensions, the findings of this study are
not comparable with the findings of Bertolino and
Steiner (2007). While scientific evidence in this
study is at the top of correlation list, it is at the fifth
row of the correlation list in Bertolino and Steiner
(2007)’s study. Also for Italian sample, respectful
of privacy is at the bottom row, but it was at the
third row in Turkish sample. Moreover, contrary to
Moscoso and Salgado (2004) but comparable to
Nikolaou and Judge (2007), respectful of privacy
correlats with process favorability.
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To conclude, along with the similiarities pertains to
previously studied countries, the unclear influence
of culture and precise effect of some demografic
factors on applicants reactions to personnel
selection methods is highlighted in Turkish sample
by the present study. But still it is need to explore
fairness reactions to selection methods in different
countries that have different cultural tendencies and
work-life features comparing to previously studied
countries. Also conducting the stdudies in large-size
samples that have the members from different field
of major types will be wusefull for precise
determination of the effects of major types or any
other demografic factors on applicants reactions to
personnel selection methods.
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1. INTRODUCTION

In today’s business climate, organizations are
engaged in intense competition due to globalization,
and economic, social, political, technological and
international factors are considerably fluctuating
and uncertain. This situation forces health care
organizations to continuously upgrade themselves.
Health care organizations interact with a great
number of different people and other entities, and
they need to provide effective and quality service,
manage technology and human resources
successfully, produce rapid and permanent solutions
to the problems they experience and achieve
continuous development so that they can survive in
the rapidly changing health sector. To accomplish
these goals, they must have strong leaders. In
addition to these characteristics of healthcare
leadership, the interactions between leaders and
their subordinates also deserve careful examination.
The unique interaction that occurs between a leader
and a subordinate over time is referred to as leader—
member exchange (LMX) (Harris, Harris & Eplion,
2007: 92; Yukl, 2010: 146).

LMX can impact many individual and
organizational outcome variables by affecting the
atmosphere in an organization (Dulebohn, Bommer,
Liden, Brouer, & Ferris, 2012: 1717; Kang &
Stewart, 2007: 533). One of these variables is
organizational citizenship behaviour (OCB), which
is defined as an employee’s willingness to go
beyond the formal requirements of an organization
and do more than what is expected from him/her
(Greenberg & Baron, 2000: 372). Organ, who first
used OCB as a concept in 1983, defined it as an
‘individual behaviour that is discretionary, not
directly or explicitly recognized by the formal
reward system, and that in the aggregate promotes
the effective functioning of the organization’
(Organ, 1988: 4).

OCB refers to behaviours such as getting along well
with colleagues, helping them voluntarily, enabling
newcomers to adapt to their job and the
organization, taking one’s job seriously and giving
suggestions to improve the organization. Due to the
specificity and sensitivity of the service offered in
healthcare organizations, there is a greater need for
such extra behaviours to be exhibited and
encouraged. Because the inadequacies of the
employees' OCBs may lead to a decrease in
individual and total performance, and consequently
inadequacies in the provision of health services.
Understanding and encouraging OCBs of healthcare
professionals will contribute to better management

of organizational behaviour in the hospital
environment and thus to organizational performance
(Bahrami, Montazeralfaraj, Gazar, & Tafti, 2013:
172-173; Kolade, Oluyse, & Omotayo, 2014: 37).

Especially healthcare leaders have an important role
in facilitating and encouraging the performance of
OCB by health professionals who are trying to
provide service under stressful conditions. The
interaction level or interaction quality between a
leader and a subordinate, which refers to as LMX,
can impact subordinate’s OCB level. In the
literature, there are many studies conducted in
different sectors (information technology (IT),
banking, hospitality, manufacturing etc.), indicating
that high-quality LMX may positively impact
employees’ OCB (Estiri, Amiri, Khajeheian, &
Rayej, 2017; Ishak & Alam, 2009; Truckenbrodt,
2000; Zhong, Lam, & Chen, 2011), few such
studies have been carried out in the healthcare
sector (Ali, 2009; Chen, Wang, Chang, & Hu, 2008;
Wayne & Green, 1993). In this respect, this study
aims to show whether health professionals’
perceptions regarding LMX dimensions have any
impact on their OCB and its dimensions. In this
context, it is thought that this research will
contribute to the gap in the related literature.

2. THEORETICAL FRAMEWORK
2.1. Leader—-Member Exchange Theory

The LMX Theory, which was initially called the
Vertical Dyad Linkage Model (Danserau, Graen, &
Haga, 1975: 46) and is one of the most investigated
leadership theories (Goertzen & Fritz, 2004: 3), was
developed to explain the dynamic relationship
between leaders and members and has been used by
researchers to investigate the impact of leader—
member relationships on the behavioural and
affective responses of members. The theory tries to
explain how leaders develop different relationships
with members over time (Varma, Srinivas, & Stroh,
2005: 84; Yukl, 2010: 146).

According to this theory, a leader does not have
sufficient time and energy to maintain equal and
high-quality relationships with all members. Thus,
he/she tends to expend those resources primarily on
specific members in the in-group, known as the
trusted cadre, in return for loyalty, trust and support
from those members. There is more social distance
between the leader and other members, so they are
called the out-group or the hired hands (Danserau et
al., 1975: 70; Graen & UhI-Bien, 1995: 227;
Rofcanin & Mehtap, 2010: 86-87).



Duygu Urek & Ozgiir Ugurluoglu | 83

More recent studies have used the concept of
relationship quality (i.e. high and low quality)
instead of the terms ‘in-group’ and ‘out-group’ in
the LMX theory. This is consistent with the basic
premise that each relationship is unique (Brower,
Schoorman, & Tan, 2000: 229; Liden & Graen,
1980: 451-452). In high-quality LMX, leaders give
members more support than what would normally
be expected and members fulfil more autonomous
and high-powered work activities. However, in low-
quality LMX, there is less interaction between the
two sides. Leaders provide members only with what
they need to do their work and members fulfil only
their formal role requirements such as completing
required tasks, obeying rules and following standard
procedures. In this case, members gain only the
standard benefits (e.g. salary) (Rowe & Guerrero,
2011: 239; Yukl, 2010: 123).

LMX is theoretically based on Social Exchange
Theory (Blau, 1964) and Role Theory (Katz &
Kahn, 1978). Because of these theories, LMX is
considered multidimensional. These dimensions are
contribution, loyalty, affect and professional
respect. Contribution refers to perceptions
regarding the amount, direction and quality of work
activities performed by each side for the mutual
goals of the leader—member dyad; loyalty refers to
the general support of each person in the dyad for
the other’s goals and personal characteristics; affect
refers to the interaction of the leader-member dyad
on the basis of mutual interest rather than work or
professional concerns and professional respect
refers to perceptions regarding the respect gained by
each side of the dyad, both inside and outside the
organization, through succeeding in his or her work
(Dienesch & Liden, 1986: 624-625; Liden &
Maslyn, 1998: 50).

LMX can impact many individual and
organizational outcome variables. For example; in a
study conducted on 585 employees in USA, a
negative relationship was found between LMX
quality and turnover intentions (Harris, Kacmar, &
Witt, 2005: 372). Another study carried out with the
participation of 79 psychiatric rehabilitation
workers in USA, it was found that LMX is
significantly and negatively correlated with burnout
(Larson & Gouwens, 2008: 5). In a study conducted
on 168 teachers in Izmir, it was found that LMX
and its dimensions have positive and significant
effects on the job satisfaction and general,
emotional and normative commitment of teacher
(Cekmecelioglu & Ulker, 2014: 35). Another study
carried out with the participation of 134 doctors in
Konya, a negative and statistically significant
relationship was found between the LMX and
turnover intention (Ozturk & Eryesil, 2016: 123). In
a study conducted on 420 hotel managers and 640

hotel employees in Turkey, it was found that LMX
have negative and significant effect on the
organizational silence (Cop & Ozturk, 2017: 37). In
Ankara, it was found that LMX affected employees'
organizational identification and job commitment
significantly and positively, in a study conducted on
152 people working in a bank (Goksel &
Ekmekcioglu, 2016: 721). Based on these results, it
can be said that LMX is one of the important
variables for organizations.

2.2. Organizational Citizenship Behaviour

In today’s rapidly changing and developing
business climate, organizations seeking to attain or
maintain  success cannot be satisfied with
employees who fulfil only the tasks and
responsibilities included in their formal job
descriptions. It is important to motivate employees
to perform extra activities on a voluntary basis
when needed. As noted above, this willingness to
do more than the required minimum in the work
setting is the essence of OCB.

OCB refers to behaviours and actions that go
beyond traditional business behaviours, are not
based on obligation and contribute to long-term
organizational success. Organizational Citizenship
Behaviour-Organization (OCBO) and
Organizational Citizenship Behaviour-Individuals
(OCBI). OCBO refers to behaviours that provide
benefits for the organization as a whole, whereas
OCBI involves behaviours that provide benefits
directly for specific individuals and thus indirectly
for the organization (Williams & Anderson, 1991:
601-602; Zhu, 2013: 24).

Although the literature contains no consensus on the
dimensions of this concept, Organ (1988) deals with
OCB in five categories: altruism, conscientiousness,
courtesy, civic virtue and sportsmanship. Altruism
covers all voluntary behaviours related to helping a
specific person with regard to an organizational
issue  or problem  (Organ, 1988: 8).
Conscientiousness  refers  to  organizational
members’ fulfilment of some roles by going beyond
minimum requirements (George & Brief, 1992:
312). Courtesy means conducting negotiations
about the work of parties who will be affected by
one’s decisions and promises (Organ, 1988: 11).
Civic virtue represents staff members’ willingness
to participate in addressing routine and non-routine
issues so that an organization can achieve a good
image (Bukhari, 2008: 110). Sportsmanship
involves giving up trivial complaints and not
making mountains out of molehills (Organ, 1988:
11).
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It is generally believed that the OCB will have
positive effects on employees and on the
organizations as they are exhibited voluntarily. For
example; in a study conducted on 162 production
workers in the same organization within Malaysia,
Germany, and England, OCB was found to
negatively relate to turnover intention (Coyne &
Ong, 2007: 1085). In a study carried out with the
participation of 432 employees working in five-star
hotels and first-class holiday villages in Turkey, it
was found that OCB affects job performance
positively, turnover intention and work overload
negatively (Celik & Cira, 2013: 11). In a study
conducted on 91 people from aviation industry, it
was found that OCB had a positive impact on
perceived performance (Ulufer, 2016: 53).

2.3. Relationship  between  Leader—Member
Exchange and Organizational Citizenship
Behaviour

The LMX theory has been posited to interpret the
process of exchange between leaders and
employees, and the effects of the nature and quality
of this process on organizations. The quality of
relationships between leaders and employees
increases harmony in a job environment and is
likely to influence many of the employees’ attitudes
and behaviours (Wan, 2011: 74-76), including
OCB.

Previous studies have demonstrated a significant
correlation between LMX and employees’ OCB
(Burton, Sablynski, & Sekiguchi, 2008; Liden &
Graen, 1980; Van Yperen, Van Den Berg, &
Willering, 1999; Wan, 2011; Zhong et al., 2011).
The Social Exchange Theory is a fundamental
framework for understanding and interpreting the
relationship between LMX and OCB. From the
perspective of social exchange, employees who feel
well treated in their organizations tend to be more
inclined to extra role behaviours. According to this
theory; OCB is a starting point for positive
emotions. If a leader helps an employee in any
matter, the employee will be liable to provide the
leader with the benefit of this assistance in order for
this interaction to be mutually beneficial.
Employees, in this context, will deal with OCBs,
such as providing further assistance to his leader or
to colleagues, working overtime etc. (Ishak and
Alam, 2009: 54; Piccolo, Bardes, Mayer, & Judge,
2008: 275; Waismel-Manor, Tziner, Berger, &
Dikstein, 2010: 170).

When Social Exchange Theory principles and
reciprocity norms are taken as a basis, displaying
OCB is regarded as a means of maintaining balance
in the relationship between the employee and the
leader or the organization. Employees with a high

LMX level go beyond their formal roles and
responsibilities by spending more time and making
a greater effort to reciprocate for the leader’s
interest; they also display high commitment, OCB
and performance (Duarte, Goodson, & Klich, 1993:
239; Van Yperen et al., 1999: 379). Employees with
a low level of LMX do not exert much effort to
improve performance and are not willing to help the
leader or colleagues (Burton et al., 2008: 53-54).

The more valuable resources, knowledge and
support employees feel they receive from their
leaders, the more likely they are to display
behaviours that exceed what is indicated in their job
descriptions to help their leaders and be engaged in
high-quality work behaviours that result in high job
performance (Podsakoff, MacKenzie, Paine &
Bachrach, 2000: 552; Vidyarthi, Liden, Anand,
Erdogan & Ghosh, 2010: 852). The national and
international literature contains many studies
conducted in other sectors (IT, banking, hospitality,
manufacturing etc.), indicating that high-quality
LMX may positively impact employees’ OCB
(Estiri et al., 2017; Ishak & Alam, 2009;
Truckenbrodt, 2000; Zhong et al., 2011;). However,
few such studies have been conducted in the
healthcare sector (Ali, 2009; Chen et al., 2008;
Wayne & Green, 1993). Filling this gap in the
literature is the starting point of this research.

3. METHODOLOGY

3.1. Aim and Hypotheses

This study aims to show whether health
professionals’  perceptions  regarding LMX
dimensions (contribution, loyalty, affect and

professional respect) have an impact on their OCB
and its dimensions (altruism, conscientiousness,
courtesy, sportsmanship and civic virtue). The
hypotheses established in this direction are as
follows:

Hi: Health professionals’ perceptions regarding
LMX dimensions affect altruism, which is one of the
dimensions of OCB.

H2: Health professionals’ perceptions regarding
LMX dimensions affect conscientiousness, which is
one of the dimensions of OCB.

Hs: Health professionals’ perceptions regarding
LMX dimensions affect courtesy, which is one of the
dimensions of OCB.

Ha: Health professionals’ perceptions regarding
LMX dimensions affect sportsmanship, which is one
of the dimensions of OCB.
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Hs: Health professionals’ perceptions regarding
LMX dimensions affect civic virtue, which is one of
the dimensions of OCB.

He: Health professionals’ perceptions regarding
LMX dimensions affect overall OCB.

3.2. Population and Sample

The research population comprised doctors, nurses,
other medical officials and administrative staff
working in two hospitals (one public and one
private hospital) in Ankara province between
January and April 2014. These hospitals were
selected because of their similarity to one another in
terms of total number of beds and the number and
distribution of staff.

The private hospital had 620 employees and the
public hospital had 600 employees at the time when
the study was conducted. No sampling was done
and an attempt was made to reach the entire
employee population. Only 212 private hospital
employees and 211 public hospital employees
responded, because some employees were on leave
for various reasons, some were not working on the
shifts when the survey was administered and some
declined to participate. All 423 collected survey
forms contained complete responses, representing a
return rate of 34.67% when compared to the
hospitals’ total number of employees. With regard
to the sufficiency of sample size, according to
Saunders, Lewis and Thornhill (2009: 219),
approximately 27,8% response rate is sufficient in a
population of 1,000 people for business and
management research.

3.3. Data Collection Method

The research data were collected via a survey form
with three parts: personal and demographic
information, a LMX scale and an OCB scale. A
five-point Likert-type scale (1 = Strongly Disagree,
5 = Strongly Agree) was used in the survey, except
for the questions on personal and demographic
information. The survey was administered through
face-to-face meetings. The participants were asked
to answer the questions related to leaders by
considering their immediate supervisors.

LMX Scale: The Multidimensionality of Leader—
Member Exchange/LMX-MDM-12 scale,
developed by Liden and Maslyn (1998), was used to
measure LMX levels. This scale assesses the four
dimensions of LMX (i.e. contribution, loyalty,
affect and professional respect) and comprises 12
items. The validity and reliability of the Turkish
scale was verified by Bas, Keskin and Mert (2010).

In this study, the Cronbach’s alpha coefficients
calculated from the 423 responses on the four LMX
dimensions varied between 0.81 and 0.92, and the
coefficient was 0.96 for the entire scale (see Table
1).

OCB Scale: This scale, which assesses employees’
tendency to display OCB, was developed from Vey
and Campbell (2004) and Williams and Shiaw
(1999). It was adapted into the Turkish language by
Basim and Sesen (2006). The survey comprises five
dimensions  (i.e. altruism, conscientiousness,
courtesy, civic virtue and sportsmanship), which are
consistent with the OCB dimensions identified by
Organ (1988) and 19 items. In this study, the
Cronbach’s alpha coefficients on the five OCB
dimensions varied between 0.71 and 0.88, and the
coefficient was 0.91 for the entire scale. (See Table
1)

The scales were assessed by Confirmatory Factor
Analyses (CFA) as shown in Table 2. The root
mean square error of approximation (RMSEA), the
comparative fit index (CFl), the normed fit index
(NFT), the Tucker-Lewis index, and the goodness-
of-fit index (GFI) were examined to assess the
adequacy of model fit in the study (Schumacher &
Lomax, 2010: 76).

The RMSEA was found as 0.076 for LMX Scale
and 0.068 for OCB Scale. The value is acceptable
between 0.05 and 0.08 (Schumacher & Lomax,
2010: 76). CFl was found as 0.978 for LMX Scale
and 0.938 for OCB Scale. NFI was found as 0.969
for LMX Scale and 0.909 for OCB Scale. TLI was
found as 0.968 for LMX Scale and 0.923 for OCB
Scale. GFI was found as 0.942 for LMX Scale and
0.902 for OCB Scale. CFI, NFI, TLI and GFlI
reflects a good fit when it is close to 0.90 to 0.95
(Lomax, 2013: 248; Schumacher & Lomax, 2010:
76).

CFA of the scales was validated for each scale
dimensions. Based on the results, this study shows
that the data set obtained from the scales is valid
and the model has revealed a good fit to the data. In
other words, the model provides the necessary
conditions for analysis.

3.4. Data Analysis

In the study, Structural Equation Model (SEM) was
used for CFAs and multiple linear regression
analyses were conducted to determine the impact of
employees’ perceptions regarding LMX dimensions
on OCB and its dimensions. The Durbin-Watson
and VIF (Variation Inflation Factor) coefficients
were calculated to determine if there was
autocorrelation and multicollinearity in the
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Table 1: Descriptive Statistics, Reliability Results and Intercorrelations between Variables

Mean SD (D) @ 3 4 ®) © Ul ® © 10 an
1.Contribution 347 1.10 (0.81)
2.Loyalty 347 117  0.732"  (0.92)
3.Affect 3.61 117 0759 08527 (0.92)
4.ProfesionalRespect 361 111 0.744™ 0804™ 0849™ (091)
5.0verall LMX 3.54 104 0879 09257 0944™ 0924  (0.96)
6.Altruism 431 064 0209 0137 0.188™ 0175 0.192" (0.84)
7.Conscientiousness  3.96 080 0378 0298™ 0311™ 0315" 0354" 0158 (0.71)
8.Courtesy 4.44 071  0.147"  0.122" 0147 0167 0.158" 07157 0499 (0.88)
9.Sportsmanship 3.83 075  0.391™ 0337 0351™ 0344™ 03877 04477 0576™ 0521 (0.72)
10.Civic Virtue 3.86 0.84  0.465™ 0400™ 0379™ 0421" 04527 03747 0606™ 0396" 0629" (0.83)
11.0verall OCB 4.08 0.58  0416™ 0339™ 0358™ 0370 0403 0.772" 08007 07677 0813 0786 (091)
Cronbach alpha coefficients were given on the diagonal in parentheses
™ Correlation is significant at the 0.01 level (two-tailed)

score of 4.08+0.58. Thus, it can be said that the

established regression models. All statistical participants had medium overall LMX and high

analyses were made using SPSS v21.0 and AMOS
v21.0.

4. RESULTS

Of the research participants; 71.9% were female
and 69% were married; 51.3% were 34 years old or
younger; 32.2% had a primary school or high
school education level, 24.1% indicated an
associate’s degree, 24.3% said a bachelor’s degree
and 19.4% had earned graduate degrees; 50.1%
worked in the private hospital; 41.8% were
administrative staff, 26.2% nurses, 16.3% doctors
and 15.7% other medical officials; 56.3% had 10
years or fewer of work experience in the health
sector; 83.7% stated that they currently did not have
any administrative position in their hospital and
65.7% stated that they had undergone leadership
training.

The data on the health professionals’ LMX levels
indicated that the health professionals yielded the
highest means in professional respect (3.61£1.11)
and affect (3.61£1.17) among LMX dimensions and
the lowest means in loyalty (3.47+1.17) and
contribution (3.47£1.10). The mean score for
overall LMX was 3.54+1.04. As for the OCB
dimensions, the respondents yielded the highest
mean in courtesy (4.44+0.71) and the lowest mean

overall OCB (see Table 1).

According to the correlation analysis results in
Table 1, there were significant and positive
correlations between LMX dimensions and OCB
dimensions (0.122< r < 0.465, p<0.01) and these
correlations were low and average. The results of
previous research also found similarly significant
and positive relationship between the two variables
(Ibrahim, Ghani, Hashim, & Amin, 2017: 220;
Ishak & Alam, 2009: 330; Truckenbrodt, 2000: 240;
Waismel-Manor et al., 2010: 174).

In the multiple linear regression analyses (see Table
3), the Durbin—-Watson coefficients and VIF
coefficients concerning the established regression
models were respectively below 2.5 and 10,
indicating that there was no autocorrelation and
multicollinearity (Hair, Black, Babin & Anderson,
2010: 201).

The  multiple linear  regression  analysis
demonstrated that contribution dimension, which is
one of the four dimensions of LMX, had a
statistically significant positive impact on OCB
dimensions (altruism (t=2.289, p<0.05),
conscientiousness (t=4.335, p<0.05), sportsmanship
(t=3.756, p<0.05), civic virtue (t=4.987, p<0.05))
and overall OCB (t=4.317, p<0.05). Besides,
professional respect dimension, which is also one of
the four dimensions of LMX, had a statistically

in sportsmanship (3.83+0.75), with an overall mean significant  positive impact on civic virtue
Table 2: The Goodness-of-Fit Index Results of Scales
Scales CMIN df p RMSEA CFI NFI TLI AGFI GFI
Four- Factor LMX 157.083 46  0.000 0.076 0.978 0.969 0.968 0.901 0.942
Five-Factor OCB 405.611 138 0.000 0.068 0.938 0.909 0.923 0.866 0.902
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dimension of OCB (t=2.255, p<0.05). These results
indicated that hypothesis Hi, Hz, Ha, Hs and Hg was
only partially confirmed. On the other hand, it was
found that none of the LMX dimensions had a
significant effect on the courtesy dimension, which
is one of the OCB dimensions. Due to this reason,
Hs was rejected.

5. DISCUSSION AND CONCLUSION

The literature contains many studies conducted in
other sectors, indicating that high-quality LMX may
positively impact employees’ OCB, but there are
limited number of researches in the healthcare
sector, which is the focus of the present study. It is
also important to examine whether health
professionals”  perceptions  regarding LMX
dimensions have any impact on their OCB and its
dimensions. In the current study carried out for this
purpose, results firstly showed that health
professionals’ perceptions of the contribution
dimension had an impact on their altruism
behaviours. Contribution relates to employees’
readiness to exert efforts beyond what is expected
from them, performing work for which they are not
responsible to serve their leaders and give extra
effort to achieve the work-related targets set by
leaders. In this sense, it can be expected that
contribution should have a positive impact on
altruism, which is basically associated with
helpfulness. This finding is consistent with the
results of previous research. For example, in a study
of 73 nurses and 25 nurse managers in USA, it was
determined that there was a significant effect for
LMX ranking on altruism (Wayne & Green, 1993:
1436). In a study of 126 dyads in an IT solutions
company, it was found that there was a significant
relationship between quality of LMX and altruistic
citizenship behaviour (Truckenbrodt, 2000: 240).
Also, a study of 330 non-supervisory employees
and supervisors in the banking organizations in
Malaysia, concluded that LMX showed significant
relationship with altruism (Ishak & Alam, 2009:
330). Similarly, in another study of 94 people in
Malaysia, LMX dimensions explained 20% of the
total variance in altruism behaviours and the only
significant correlation was with contribution (Lo,
Ramayah & Hui, 2006: 15). Likewise, a study
conducted on 156 civil servants in Turkey
concluded that LMX dimensions had a significant
impact on altruism (Yildiz, 2011: 327). Also, it was
found that LMX had a significant effect on altruism,
in a study of 380 employees in five Iranian public
hotels (Estiri et al., 2017: 8).

Secondly, it was found that health professionals’
perceptions regarding the dimension of contribution
had an impact on their conscientiousness
behaviours. It can be said that contribution enables
employees to spend more of their time on work-
related activities, become more involved in
activities that may give their organization a positive
image and not spend time on personal affairs during
working hours, thus making them more
conscientious. This result is also consistent with
national and international literature. For instance,
research involving 86 students who both attended
evening classes in a university and worked at a job,
as well as their superiors, concluded that LMX
dimensions have a significant impact on
conscientiousness (Deluga, 1994: 321). Yildiz
(2011: 327) similarly reported that LMX
dimensions had a significant impact on the
conscientiousness.

Thirdly, it was found that none of the LMX
dimensions had a significant effect on the courtesy
dimension. This result is inconsistent with the
literature (Deluga, 1994: 321, Yildiz, 2011: 327). It
is an unexpected result for the current study.
Furthermore, results showed that that health
professionals’ perceptions regarding the dimension
of contribution had an impact on their
sportsmanship behaviours. It can be said that
professionals who have high perceptions regarding
contribution try not to waste their time by
complaining about trivial issues, see the positive
sides of events rather than focusing on problems in
the hospital environment, do not take offence at or
become angry about situations that they confront in
the hospital and actively participate in conflict
resolution. This result is also consistent with
national and international literature (Deluga, 1994:
321; Ishak & Alam, 2009: 330; Yildiz, 2011: 327).

Additionally, it was found that health professionals’
perceptions  regarding the dimensions  of
contribution and professional respect had an impact
on their civic virtue behaviours. It can be said that
when professionals have high perceptions regarding
these dimensions, they are more likely to be
attentive to announcements and messages from top
management, to participate in social events at the
hospital, to remain abreast of changes in the
hospital structure and to participate in research
projects or committees involved in improving the
hospital. This result is consistent with prior
literature. For example, Lo et al. (2006: 16) found
that LMX dimensions explained 21% of the total
variance in civic virtue behaviours, and there were
significant correlations only with contribution and
professional respect. Similarly, Yildiz (2011: 327)
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Table 3: Multiple Regression Analysis Results

T2
Z8 -
e 5 Pre(.llctlve B Std. Error B t p
& » | Variables
(Constant) 3.864 0.110 35.090 0.000
Contribution 0.104 0.045 0.178 2.289* 0.023
E Loyalty -0.082 0.053 -0.149 -1.541 0.124
f.: Affect 0.082 0.060 0.150 1.362 0.174
« Professional Respect 0.021 0.056 0.035 0.364 0.716
R=0.226 R’=0.051 F=5.613 p=0.000 Durbin Watson= 1.864
(Constant) 2.949 0.130 22.736 0.000
§ Contribution 0.232 0.053 0.320 4.335" 0.000
£ _ | Loyalty 0.002 0.063 0.003 0.036 0972
2 § Affect 0.005 0.071 0.007 0.071 0.943
§ Professional Respect 0.049 0.066 0.068 0.737 0.462
] R=0.382 R*=0.146 F=17.808 p=0.000 Durbin Watson=
1.824
(Constant) 4.028 0.124 32.592 0.000
. Contribution 0.041 0.051 0.064 0.810 0418
@ Loyalty -0.047 0.060 -0.077 -0.790 0430
E Affect 0.023 0.068 0.038 0.344 0.731
8 Professional Respect 0.096 0.063 0.149 1.524 0.128
R=0.175 R*=0.030 F=3.286 p=0.011 Durbin Watson=
1.829
(Constant) 2.818 0.121 23.387 0.000
= Contribution 0.187 0.050 0.275 3.756" 0.000
E o | Loyalty 0.024 0.058 0.038 0419 0.676
£ 5 Affect 0.040 0.066 0.062 0.599 0.550
g Professional Respect 0.038 0.062 0.056 0.619 0.536
v R=0.402 R’=0.161 F=20.111 p=0.000 Durbin Watson=
1.896
(Constant) 2.511 0.129 19.495 0.000
g | Contribution 0.265 0.053 0.349 4.987" 0.000
= Loyalty 0.083 0.062 0.116 1.338 0.181
t Affect -0.108 0.070 -0.152 -1.538 0.125
= Professional Respect 0.149 0.066 0.196 2.255" 0.025
o R=0.483 R’=0.234 F=31.844 p=0.000 Durbin Watson=
1.795
(Constant) 3.240 0.093 34.851 0.000
8 Contribution 0166 0.038 0.312 4317 0.000
Q Loyalty -0.006 0.045 -0.012 -0.133 0.894
- Affect 0.012 0.051 0.023 0.227 0.820
§ Professional Respect 0.068 0.048 0.128 1.422 0.156
o R=10.426 R°=0.181 F=23.141 p=0.000 Durbin Watson=
1.831

“p<0.05
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determined that LMX dimensions explained 46.9%
of the total variance in civic virtue behaviours.
Also, Estiri et al. (2017: 9) found that LMX had a
positive significant effect on civic virtue.

Finally, results showed that participants’
perceptions  regarding the dimensions of
contribution had an impact on their overall OCB.
The literature also reports that contribution has a
significant impact on OCB. For instance, in a study
of 306 software experts in India, it was determined
that only contribution had a significant impact on
OCB (Bhal, Gulati & Ansari, 2009: 115). In the
literature, Truckenbrodt (2000: 240) found also a
significant relationship between quality of LMX
and OCB. Similarly, a significant positive
relationship was found between LMX and OCB, in
a study conducted in Israel (Waismel-Manor et al.,
2010: 174). Likewise, it was found that LMX is
positively related to OCB in a sample of 214
supervisor-subordinate dyads from indigenous
family business in China (Wang, Chu & Ni, 2010:
148). In a study conducted on 238 supervisor-
subordinate dyads from manufacturing industry in
China, a significant positive relationship was found
between LMX and OCB (Zhong et al., 2011: 609).
Similarly, it was found that LMX was positively
related to OCB, in another study conducted in
China (Sun, Chow, Chiu & Pan, 2013: 215). In a
sample of 222 local government employees
working in Southern Malaysia, it was found that
LMX dimensions (excluding loyalty dimension)
were positively related to OCB, too (Ibrahim et al.,
2017: 220).

Summarily, the regression analysis results show that
the health professionals’ perceptions regarding
LMX dimensions (especially contribution and
professional respect) had positive impacts on OCB
and its dimensions. In this sense, it is thought that
the results of the research contribute to the literature
of healthcare management and organizational
behaviour. Based on these results, it can be said that
employees who have a stronger communication
with their leaders, receive more support and
consultation from them, care about them and are
committed to them are more likely to engage in
behaviours that will provide benefits for their
leaders, departments and organizations and
contribute to their success. Such employees
voluntarily serve beyond the requirements of their
formal roles and responsibilities to maintain good
relationships  with their leaders. The first
implication of these findings is that health care
organizations should endeavour to increase the
amount and quality of exchange between leaders
and employees. Increasing LMX and encouraging
employees to display OCB depends in part on

properly designing and implementing recruitment
and evaluation processes and introducing
employees to desired behaviours during the
orientation process. In this regard, important roles
belong to the human resources and training
departments of health care organizations.

Since employees are more likely to display OCB
when they have more favourable interaction with
their leaders, leaders should improve working
environments and conditions, be fair in giving tasks
and rewards to employees, develop relationships
built upon mutual support, show trust, respect and
understanding to employees and adopt modern
leadership styles (in contrast to traditional
approaches) that are more effective in satisfying and
motivating employees. Training events (e.g.
seminars, meetings, job rotations) could be used to
increase employees’ LMX and enable them to
display OCB more strongly. In addition, special
activities such as New Year and bairam (feast)
celebrations, dinners, picnics, parties and kermises
(outdoor fairs) could encourage leaders and
employees to share time together outside the job
environment and get to know each other better.

This study has some limitations. Firstly, the study
was conducted in a public hospital and a private
hospital in Ankara. The results of this research are
therefore cannot be generalized to other hospital or
sector employees. In the study, physicians, nurses,
other medical officials and administrative personnel
who work in two hospitals were recruited and
security and cleaning personnel were not included
because they were temporary employees. This
situation is thought to create a limitation in the
evaluation of the employees in the hospital as a
whole.

This study has also some suggestions for future
research. Firstly, future research can be designed
where hospital employees are evaluated as a whole.
Also, researchers who want to study on this subject
in the future can search and identify other variables
that are likely to play a mediating role in the
relationship between LMX and OCB.
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1. GIRiS

Dinamik is ¢evrelerinde faaliyet gosteren firmalar,
zamanin rekabetci bir avantaj olarak kabul edildigi
tedarik zincirinde, bilgi ve {iriin akis hizinin ve
verimliliginin iyilestirilmesine odaklanmislardir.
Buna ragmen bir¢ok firma operasyonel basarilarini,

sirdiirtilebilir  bir firma performans:t haline
getirememektedir.  Hizlarmi  ve  operasyonel
performanslarini  gelistirmis olmalarina ragmen

bircok firma, beklenmedik tehditler ve c¢evresel
dinamiklere cevap veremedikleri i¢in ya varliklarini
kaybetmekte ya da hayatta kalma miicadelesi
vermek zorunda kalmaktadirlar. Bu durum
rekabetin, Dbelirsizligin ve karmasikhigin arttig
piyasalarda, sadece diisiik maliyetli ve hizli {iretim,
kalite, hizli teslimat siiresi gibi tek bir operasyonel
yetenegin yeterli olmamasi, basari i¢in firmanin bir
biitiin olarak i¢ ve dis operasyonlarinda esneklik,
uyum saglama, Ogrenme, firsat ve tehditleri
ongorebilme gibi dinamik yetenekler de gelistirmek
zorunda olmasindan kaynaklanmaktadir (fleri &
Soylu, 2010). Bu nedenle firmalar sadece daha
hizli olmayr ama¢ edinmemeli, bununla birlikte
ceviklik ve uyum saglama yetenegi insa etmeye de
odaklanmalidirlar. Teknoloji ve hizli degisen
miigteri talepleri gibi dinamik ¢evre unsurlarina
uyum saglayarak rekabet avantaji saglamay1
hedefleyen firmalar ¢eviklik seviyelerini en {iste
tasimalidir.

Yonetim yazininda yeni bir kavram olan g¢eviklik,
arastirma alanlarinin farkliliklarindan kaynaklanan
bir anlam cesitligine sahiptir. Ceviklik kavram
genel olarak iki bakig agisi etrafinda toplanmaktadir

(Shin, Lee, Kim & Rhim, 2015). Bu bakis
agilarindan ilkinde ceviklik, miisteri
gereksinimlerindeki  ve  pazar  kosularindaki

beklenmedik degisim ve dalgalanmalarla bas
edebilmek i¢in, firmanin operasyonlarmni hizli bir
sekilde uyumlastirmasina izin veren, disa odakli
genel bir yetenektir (Braunscheidel & Suresh,
2009). ikinci goriise gore ceviklik, sadece bir
yetenek olarak dar kapsamli degil, ¢ok yonli
yetenekler tizerinde, birlesik bir strateji, paradigma,
sistem ya da yOnetim uygulamasi insa etmektir
(Brannen & Doz, 2012; Cao & Dowlatshahi, 2005;
Li, Chung, Goldsby & Holsapple, 2008; Sharifi &
Zhang, 1999; Yusuf, Sarhadi & Gunasekaran,
1999). Bu gorlise gore cevik bir firma sadece
operasyonlarinda esnek olmamali ayni zaman da
cevresel degisimlere cevap verme ve uyum saglama
stratejilerinin yeninden yapilandirilmasinda da atik
olarak, c¢ok yonlii stratejik ceviklik yetenegi
olusturmalidir.

Ozellikle Tiirkiye gibi ekonomik ve jeo-politik
kosullarin siklikla degisebildigi ve belirsizligin
yikksek oldugu is ¢evrelerinde faaliyet gosteren
firmalar i¢in stratejik c¢eviklik diizeyleri, bu
degisimlere hizli cevap vererek, uzun donemli
basarilar elde etmede biiylik 6nem tasimaktadir. Bu
baglamda, bu aragtirmanin amaci; Gaziantep’te
faaliyette bulunan iretici firmalarin stratejik
ceviklikleri ve firma performanslari arasindaki
iligkiyi belirlemek, stratejik c¢eviklik bilesenlerinin
firma performans alt boyutlar1 {izerindeki etkisinin
yoniinii ve biiylkliigini ortaya koyabilmektir.
Aragtirmanin orneklemi baglaminda
diistintildliglinde, arastirma sonuclar1 uygulayicilar
ve gelecek arastirmacilar icin oldukca Snem arz
etmektedir. Ciinkii  Gaziantep’in hem {ilke
sanayisinin gii¢lii bir temsilcisi konumunda oldugu;
hem de son yillarda yaganan gevresel belirsizlikler
ve karisikliklar sebebiyle stratejik ¢evikligin roliinii
vurgulamada olduk¢a 6nemli bir aktdr oldugu ileri
stiriilebilir. Ulusal yonetim yazini incelendiginde
fleri ve Soylu (2010) ve Kumkale'nin (2016)
kavramsal ¢alismalart disinda stratejik ¢evikligi
inceleyen baska bir ¢alismaya rastlanmamistir. Bu
nedenle, bu ¢aligmanin hem ilgili yazina hem de is
diinyasina ampirik olarak katki saglayacagi
diisiiniilmektedir.

2. KAVRAMSAL CERCEVE
2.1. Stratejik Ceviklik

Ceviklik kavrami yazinda ilk olarak, ceviklik ve
esnekligin birbirinin yerine kullanildigi, esnek
tiretim sistemleriyle ilgili olarak ortaya ¢ikmugtir (Li
vd., 2008). Ceviklik ve esneklik arasindaki
benzerlik, yetkinlik ve yeteneklilik arasindaki
benzerlik ve iliskiye benzemektedir. Ceviklik disa
odakli bir yetenekken, esneklik ¢evikligin
olusmasina olanak saglayan, ige odaklanmis bir
yetkinliktir (Swafford, Ghosh & Murthy, 2006). Bu
anlamda c¢eviklik dinamik bir yetenek olarak
goriilebilmektedir (Helfat & Peteraf, 2003; Teece,
Pisano & Shuen, 1997).

Literatiir incelendiginde c¢eviklik {izerine yapilan
aragtirmalarin,  orgiitsel ~ ¢eviklik  (Lu &
Ramamurthy, 2011; Tallon & Pinsonneault, 2011),
tiretim ¢evikligi (Cao & Dowlatshahi, 2005; Inman,
Sale, Green & Whitten, 2011; Jacobs, Droge &
Vickery, 2011; Narasimhan, Swink & Kim, 2006;
Sharifi & Zhang, 1999; Yusuf vd., 1999), tedarik
zinciri ¢evikligi (Braunscheidel & Suresh, 2009;
Mason, Cole, Ulrey & Yan, 2002; Ngai, Chau &
Chan, 2011; Swafford vd., 2006) ve stratejik
ceviklik basliklar1 altinda toplandig1 goriilmektedir.
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Stratejik ceviklik kavrami ilk olarak Roth (1996)
tarafindan dogru {irlinl, dogru zamanda, dogru
yerde ve dogru fiyatla piyasaya sunma yetenegi
olarak tamimlamustir. Doz ve Kosonen (2008)
stratejik cevikligi, stratejik duyarlilik, liderlik birligi
ve kaynak akiciligt yoluyla olusturulan bir sonug;
Brannen ve Doz (2012) ise tam zamaninda, dikkatli
secimler yaparak, dogru konumlanma ve stratejik
alternatifler gelistirme yetenegi olarak
tanimlamiglardir. Hemmati vd. (2016) ise kaynak
temelli gortiis dogrultusunda yaptiklari
caligmalarinda stratejik ¢evikligi, bir firmanin
rekabet avantaji saglamasi igin gerekli olan ikame
edilemez, essiz, nadir ve degerli kaynaklari
kullanabilmesi igin gerekli olan, 6nemli dinamik
yeteneklerden biri olarak belirtmis ve stratejik
cevikligi olusturan siireci vizyon netligi, dogru
yetenegin kavranmasi, stratejik hedeflerin secimi,
sorumluluk paylasimi ve harekete gecme olarak
siralamuglardir.  Vagnoni  ve Khoddami  (2016)
stratejik ¢eviklik ve firmanin rekabetgi faaliyetleri
arasindaki iligkiyi inceledikleri c¢alismalarinda,
cevikligi  hissetme, algilama ve  Ogrenme
yeteneklerinin  birlesimi, stratejik cevikligi de
miisteri ¢evikligi, operasyonel (igsel) ceviklik ve
tedarik zinciri ¢evikligi boyutlarindan olusan bir
yapt olarak ele almiglardir.

Bu arastirmaya temel olusturan ¢aligmada Shin vd.
(2015), cok boyutlu yapisindan dolay1 g¢evikligi
stratejik bir kavram olarak ele almislar ve stratejik

cevikligi; firmanin, miisteri istek ve
gereksinimlerini  karsilayabilme  ve  uyum
saglayabilme gibi zamana dayali rekabetgi

avantajlarmi  yonetimsel c¢abalarla iyilestirilmesi
sayesinde stirdiiriilen ¢evik operasyonlart bagsarmak
icin  gerekli  stratejik  bir niyet  olarak
tanimlamiglardir. Bu tanim dogrultusunda stratejik
cevikligi teknoloji yetenegi, isbirlik¢i inovasyon,
orgiitsel Ogrenme ve igsel uyum olarak, dort

boyuttan olusan bir yapi1 olarak
operasyonellestirmiglerdir.
2.2. Firma Performansi
Stratejik  yOnetim, Orgiitsel davranig, insan

kaynaklari, pazarlama, ekonomi gibi bir ¢ok alanda
incelenmis olsa da iizerinde tam bir goriis birligi
saglanmamis (Hamsioglu & Durukan, 2018)
olmasina karsin, iinlii yonetim bilimci Michael
Porter  (1991) firma performansini, firma
stratejilerinin belirli bir donem sonundaki uygulama
ve c¢ikti diizeyinde hedeflere ulasma ve basari
derecesi olarak tanimlamistir. Firma performansini
Olemeye yonelik calismalarda genellikle firmalarin
kendi performanslarii rakipleriyle kiyasladigi
siibjektif Olgme  yontemleri veya firmanin
performansint kesin (somut) Olciitleri dikkate alan
yontemler olarak iki yol izlenmektedir. Yapilan

calismalarda bu iki 6l¢iim yontemi arasinda iligki
oldugu go6zlemlenmistir (Eren, Alpkan & Erol,
2005). Bu c¢alismada, stratejik  ¢evikligin
tammmindaki misteri istek ve gereksinimlerini
karsilayabilme ve uyum saglayabilme gibi zamana
dayali rekabet¢i avantajlar ifadesinden yola ¢ikarak,
firma performansint miisteri tutma performansi ve
yenilik performansi olacak seklinde siibjektif 6l¢iim
yontemi kullanilmustir.

Miisgteri tutma, miisterinin firmayla olan bir is
iligkisinin ~ siirdiiglinii  beyan etmesi olarak
tanimlanir. Miisteri tutma yonetimi ise firmanin
miisteri veya miisteri gruplartyla olan etkilesimini
yonetmek ve gelistirmek i¢in bilgiye dayali misteri
odakli pazarlama stratejisini gelistirilmesi ve
uygulanmasi olarak tanmimlamir (Ginn, Stone &
Ekinci, 2010). Miisteri tutma yetenegi, Ozellikle
iliskisel pazarlama acgisindan bakildiginda firmalar
i¢in birincil amag olarak goriilmektedir (Gronroos,
1991). Miisteri tutmanin tanimi ve 6l¢limii, i¢inde
bulunulan endiistriye gore farklilik gosterse de
miisteri tutma konusuna odaklanmanin birgok
ekonomik faydasi oldugu yoniinde genel bir fikir
birligi vardir. Bir miisterinin firmada kalma siiresi
arttikca satin alma hacmi ve yeni miisterilere
tavsiye etme orani artmaktadir. Bununla birlikte
firma ve migteri birbirini daha iyi tamidigi igin
aralarindaki iligkiyi siirdiirmeye yonelik maliyetler
azalir. Ayrica elde tutulan miisteriler i¢in, yeni
miisteriler kazanmak adina yapilan indirim teklifleri
olmadig1 i¢in daha yiiksek fiyat 6deme olasiliklari
vardir (Ang & Buttle, 2006). Ornegin yeni bir
miisteri kazanmak var olan bir miisteriyi tutmaktan
on kat daha maliyetli olabilir. Bir miisteri
kaybedildigi zaman, ayni karlilik diizeyine gelmek
icin on altt yeni miisteri kazanilmasi gerekebilir
(Lindgreen, Davis, Brodie & Buchanan-Oliver,
2000).

Yenilik performansi, dar anlamda firmalarin
piyasaya yeni {irlin sirme oranlari, yeni yontem ve
siirecler ile yeni cihazlari kullanma orani olarak
tamimlanirken;  genis  anlamda  AR-GE’den
patentlemeye ve yeni {riin tanittmia tim
agamalarin 6l¢iimiinii kapsamaktadir (Hagedoorn &
Cloodt, 2003). Yenilik performans: ile ilgili
calismalarda yenilik performansini 6lgmeye yonelik
cesitli kriterler icinde en sik olarak yeni iirlin ve
hizmet sayis1, pazara duyurulan yeni iiriin sayis1 ve
arastirma gelistirme faaliyetlerine ayrilan kaynak
biiylikligi gibi dogrudan 6lgiilmesi kolay kriterler
tercih edilse de yenilik, iriinlerde ve imalat
stireglerinde oldugu gibi pazarlama stratejileri
dogrultusunda da ortaya ¢ikarilabilmektedir. Baska
ifadeyle imalat sistem ve siireglerinde, tedarik ve
dagitimda veya yoOnetim yapilarinda basaril
degisimi saglayabilen firmalarin da yenilik
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performanslari yiiksek olacaktir (Bulut, Cengiz &
Alpkan, 2009).

2.3. Stratejik Ceviklik Boyutlar1 ve Firma
Performans: iliskisi

Teknoloji  yetenegi, stratejik ¢evikligin  alt
boyutlarindan biri olarak kabul edilmektedir.
Teknoloji yetenegi Ozellikle iiretici firmalar igin,
miisteri gereksinimlerine, operasyonel olarak cevap
verebilmeye olanak taniyan bir yetenek olarak
goriilmektedir. Bundan dolayr ¢evik firmalar,
zaman ve maliyet verimliligi agisindan ortaya ¢ikan
yeni teknolojilere acik olmalidirlar. Teknoloji
yetenegi, firmanin hem {irin hem de siireg
teknolojilerini giincel tutmast i¢in modasi gecmekte
olan teknolojilerini yenisiyle hizli bir sekilde
degistirebilme kabiliyeti olarak tanimlanmaktadir
(Gerwin, 1993).

Birgok arastirmaci tarafindan iletisim teknolojileri,
tiretim teknolojileri ve siire¢ teknolojileri olarak
farkli boyutlarda ele alinan teknoloji yeteneginin,
tirlin kalitesi, teslimat siiresi, yeni {irlin gelistirme ve
maliyetler lizerinde olumlu etkiye sahip oldugu ve
bu baglamda firma performansint da olumlu ydnde
etkiledigi, arastirmalarla  ortaya  konmustur
(Bharadwaj, 2000; Huang, 2011; Tracey,
Vonderembse & Lim, 1999). Bu gergevede,
arastirmanin birinci hipotezi asagidaki gibidir:

Hi: Teknoloji yetenegi firma performansi {izerinde
pozitif bir etkiye sahiptir.

Stratejik ¢evikligin ikinci bileseni olan isbirlikgi
inovasyon, yeni siirecler tasarlamak ya da var olan
stirecleri  gelistirmek i¢in  gerekli olan tim
faaliyetleri kapsayan, i¢c ve dig gereksinimleri
karsilayabilmek icin gerekli bir dizi gorevi verimli
bir sekilde yeniden yapilandirmayt saglayan bir
firma yetenegidir (Lee, Swink & Pandejpong,
2011). Imalat sektoriindeki bircok firma, ana
hedefleri endiistriyel miisterilerine hizmet saglamak
olan tedarik¢iler olarak alici firmalarla agik bir
iletisim ve daha yakin iliskiler kurma yetenegine
sahip olmalidir (Liker & Choi, 2004). Bu yetenege
sahip firmalar ¢eviklik odakli tedarikgiler haline
gelmekte, iirtin ve siireglerini miisterileriyle birlikte
tasarlayarak ve onlara goére diizenleyerek,
rakiplerinden farklilasmig ve rekabet avantaji
saglamig olmaktadir (Hoek vd., 2001).

Isbirlik¢i inovasyonun, yeni iiriin ve hizmet
gelistirme ve iiretim siiresini, katma degeri olmayan
islemleri, pazarlama icin ayrilan zaman ve
harcamalar1 azaltarak, yeni iirinlerden elde edilen
gelirin artmasina yol a¢tigini1 ve boylelikle de firma
performansina olumlu etkisi oldugunu gosteren
arastirmalar bulunmaktadir (Mishra & Shah, 2009;

Rowley, 2011; Stahl, 2004). Bu baglamda,
aragtirmanin ~ ikinci  hipotezi  su  sekilde
kurgulanmustir:

Ha: Isbirlik¢i inovasyon firma performans iizerinde
pozitif bir etkiye sahiptir.

Orgiitsel 6grenme, stratejik cevikligin bir diger alt
boyutu olarak ele alinmaktadir. Orgiitsel dgrenme,
yaraticilik, uyum ve bilgi kullanimini &grenmeyi
kapsayan ve zamanla bilgi birikimi olusmasini
saglayan bir yetenektir. Orgiitsel 6grenme, firmanin
hem i¢ hem de dis unsurlariyla bilgi temelinde
entegre olmasini, boylelikle  de gorev
performansinda, deneyimlere dayali olarak olusan
gelisimler sayesinde, orgiitsel etkililigini
arttrmasim1 ~ saglamaktadir ~ (Braunscheidel &
Suresh, 2009).

Cevik firmalar, firsat ve tehditlerin zamaninda fark
edilip, gorevlerin bunlara gdre esnek bir sekilde
ayarlanmasi igin, teknik uzmanlik ve bilgiyle
gliclendirilmis c¢alisanlarma giivenirler (Li wvd.,
2008). Bilgi yogun organizasyonlar, problemlerin
¢Oziimiinde siirekli olarak yaratici, ¢ok yonlii ve
kusursuzdurlar. Bu nedenle, esnek ¢aligma kosullari
ve gliclendirilmis calisanlar sayesinde oOrgiitsel
O6grenmenin firma i¢inde artmasi, stratejik ¢eviklik
i¢cin zemin hazirlamaktadir.

Orgiitsel 6grenme, firmanin, miisteriler, rakipler ve
piyasa diizenleyicilerinin davraniglari hakkinda
daha iyi bilgi ve kavrayisa sahip olmasini
saglayarak, firmaya pazarda meydana gelen olaylar
ve egilimleri dogru algilama ve bunlara gore
hareket edebilme imkan1 tamimaktadir. Bunun
sonucunda da firma, yenilik yapabilme yetenegi,
yiiksek yeni iiriin basarisi ve miigteri tutuma orant,
miisteri memnuniyeti ve algilanan kalite gibi pozitif
ciktilar  idretmekte ve firma  performansini
artirmaktadir  (Akgiin, Keskin, Byrne & Aren,
2007; Bhatnagar, 2006; Jiménez-Jiménez & Sanz-
Valle, 2011; Sérez Lopez, Montes Pedén & Camilo
José Vazquez Ordas, 2005). Bu baglamda
aragtirmanin iiclincii hipotezi asagida belirtildigi
gibidir:

Ha: Orgiitsel 6grenme, firma performansi iizerinde
pozitif bir etkiye sahiptir.

Stratejik ¢evikligin son bileseni olan ig¢sel uyum,
firmanin departmanlart veya tek tek c¢alisanlar
arsinda koordinasyon iginde, hizli ve birlikte nasil
hareket edilecegine dair olusan stratejik bir
uzlagmadir. Bu uzlagma, tiim is birimleri arasindaki
kolektif eylemlerin sadakat iizerine kurulu olmasina
dayanmaktadir. Genel olarak bu uyum firmanin
amagclarinin, ihtiyaclarmin ve yapisinin birbiriyle
uyumluluk derecesi olarak diisiiniilebilir. Uygun
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i¢sel uyum, firmanin ¢evreyi algilama ve zamaninda
tepki verme kabiliyetini giiclendirerek, oOrgiitsel
diizenlemeler yapmasma olanak sagladigindan,
stratejik  ¢evikligin  boyutlarindan biri olarak
diisiiniilebilmektedir (Luo & Park, 2001). Tim
dinamik yetenekler gibi i¢sel uyumun da ozelikle
kompleks ve belirsizlik diizeyi yiiksek olan
sektorlerdeki firmalarin performanslarini olumlu
yonde etkileyebilecegi  diisiiniilmektedir. Bu
cergevede arastirmanin dordiincli hipotezi de su
sekilde kurgulanmistir:

Ha: Igsel uyum, firma performansi iizerinde pozitif
bir etkiye sahiptir.

Olusturulan hipotezler baglaminda arastirmanin
kavramsal modeli Sekil 1°de belirtildigi gibidir.

3. METODOLOJI
3.1. Arastirmanin Amaci, Kapsam ve Yontemi

Bu arastirma, stratejik ¢eviklik ve firma
performansi arasinda bir iliski olup olmadigini
incelemek i¢in  tasarlanmistir. Bu  amagla
Gaziantep’te faaliyette bulunan, sanayi odasina
kayitli 88 adet iiretici firmayla yiiz ylize goriisiilerek
anket yapilmistir. Ankete katilan firmalar hem
zaman hem de maliyet kolaylig1 agisinda tesadiifi
olamayan yontemlerden, kolayda oOrneklem alma
yontemiyle belirlenmistir.

Teknoloji
Yetenegi
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Inovasyon

Ofrenme

Birinci Derece Yapi
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|
|
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|
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| .
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|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|
|

Stratejik Ceviklik

Arastirmada Ol¢iim araci olarak kullanilan anket,
stratejik ceviklik Olcegi, firma performansi 6lgegi
ve demografik sorulardan olusmaktadir. Stratejik
ceviklik dlcegi toplam 14 ifadeyi kapsamaktadir. Bu
ifadelerden 3 tanesi stratejik c¢evikligin alt
boyutlarindan olan teknolojik yetenegi, diger 3
ifade  igbirlik¢i inovasyonu; 4 ifade Orgiitsel
o6grenmeyi son 4 ifade ise i¢sel uyum degiskenlerini

olgmek i¢in Shin vd., (2015) ¢aligmasindan
almmistir.  Firma performansini  6lgmek  igin
kullanilan o6l¢ekte ise 3 ifade miisteri tutma

degiskeni temsil etmekte ve yine Shin vd. (2015)
calismasindan alinmustir.  Yenilik performansi
degiskeni icin 6 ifade ise Bulut vd. (2009)
calismalarindan alinmistir. Bu ifadeler besli Likert
olarak “1- kesinlikle katilmiyorum, 5- kesinlikle
katiliyorum” seklinde sirlanmaktadir. Geri kalan
sorular katilimcilarin demografik 6zellikleriyle ilgili
sorulardir.

Arastirmanin hipotezlerini test etmek igin, diger
yapisal esitlik modellerine nazaran, normal dagilim,
dogrusallik gibi 6n kosul gerektirmedigi ve kiigiik
veri setlerinde uygulanabilirliginden dolayr Kismi
En Kiiciik Kareler (PLS- Partial Least Squares)

yapisal esitlik modeli, SmartPLS3 programi
(Ringle, Wende & Becker, 2015) yardimiyla
kullanilmistir.  Arastirma  modelinde, — stratejik
cevikligin boyutlar1 olan teknoloji yetenegi,

isbirlik¢i inovasyon, Orgiitsel O0grenme ve icsel
uyum degiskenleri birinci dereceden (first order)

Mdisteri Tutma
Performans:

Firma
Performans:

Yenilik
Performans:

ikinci Derece Yap

Firma Performans:

Sekil 1: Arastirmanin Kavramsal Modeli
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reflektif yapi; firma performansini olusturan miisteri
tutma ve yenilik performansi degiskenleri ikinci
derece (second order) reflektif yapt olarak
tasarlanmistir. Ikinci derece yap1 tekrarlanan
maddeler (repeated indicators) yontemi kullanilarak
olusturulmustur (Hair Jr, Hult, Ringle & Sarstedt,
2014).

4. BULGULAR

Ankete katilan firmalara ait sektor, faaliyet yasi,
calisan sayist ve anketi cevaplayan kisinin
firmadaki pozisyonuna ait bilgilerin yiizde ve siklik
dagilimlar1 Tablo 1’de gosterilmektedir. Tablo 2’de
ise degiskenleri olusturan maddelere ait ifadeler ve
bunlara ait toplam, ortalama ve standart sapma
degerleri verilmistir.

Tablo 1 incelendiginde; anketi dolduran 18 kisi
(%20,5) alt diizey, 43 kisi (%48,9) orta diizey ve 25
kisi (%28,4) st dilizey yonetici olduklart
goriilmektedir. Firmalarin yaslari incelendiginde, 20
yil ve iizeri 46 firma (%52,3) en ¢ok, en az da 3

firmayla (%3,4) 6-9 yaslar1 arasindaki firmalardan
olustuu  goriilmektedir. Is géren sayilar
incelendiginde 28 firmayla (%31,8) en kalabalik
grubun 11-49 kisi arasi ¢aligsana sahip firmalardan,
en az grubun da 9 firmayla (%10,2) 50- 99 kisi arasi
is gorene sahip olanlardan olustugu goriilmektedir.
Sektorler bazinda bakildiginda en kalabalik
sektoriin 25 firmayla (%28,4) tekstil, en az
grubunda tek firmayla (%1,1) enerji sektoriinde
faaliyette bulunan firmanin oldugu goriilmektedir.

PLS yapisal esitlik modelinin sonuglar1 iki agama
seklinde degerlendirilmektedir. ilk asama modelin
gecerlilik ve giivenilirli§inin saptanmasi, ikinci
asama ise degiskenler arasi iliskiler ve bunlarin
anlamlilik degerlerine bakilarak, hipotezlerin kabul
ya da ret durumlarinin belirlenmesi seklindedir
(Toklu vd., 2016). PLS yapisal esitlik modelinin
giivenilirlik ve gecerliligini belirlemek i¢in ilk 6nce
madde  giivenilirligine  (indicator  reliability)
bakilmalidir. Bunun i¢in tim gizil (latent)
degiskenlerin digsal (outer) yiiklerine ve bu yiiklerin
karelerine bakilir. Yiiklerin karelerinin 0.70’den
biiyiik olmasi madde giivenilirliginin saglandigi
anlamma gelmektedir. Ancak AVE degerini

Tablo 1: Firmalara Ait Tanimlayici istatistikler

Degiskenler Gruplar f %
Alt diizey 18 20,5
Firmadaki pozisyon ?na ditzey 43 .
Ust diizey 25 28.4
Toplam 86 97,7
3-5yl 14 15,9
6-9 yil 3 34
10- 14 y1l 14 15,9
. 15-20 yil 10 11,4
20 yildan fazla 46 52,3
Toplam 87 98,9
11-49 28 31,8
50-99 9 10,2
is goren sayisi 100- 250 23 26,1
250’den fazla 27 30,7
Toplam 87 100,0
Ambalaj ve plastik 9 10,2
Tekstil 25 28,4
Gida 14 15,9
Hali 8 9.1
Makine 7 8.0
Sektor Metal 3 34
Kimyasal 5 57
Saglik ve hijyen 3 34
Mobilya 2 23
Enerji 1 1,1
Toplam 88 100
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Degiskenler Maddeler ifadeler N X SS
TYI Fm'nan?.lz r'alup'lcrme k!yasla daha yiiksek teknoloji 88 4.092 0797
odakli tiretim sistemleri kullanir.
Teknoloji TY?2 Firmamiz tiretim p!aqlama, tiretim antrol 88 4.161 0981
Y &3 uygulamalarinda bilgisayar tabanh sistemler kullanir.
etenegi
Firmamiz tiretim siireg¢ ve yontemlerini gelistirmeye
TY3 yonelik bilgi sistemlerine ve teknolojilere yatirim 88 4.103 0910
yapar.
ii4 F!nnaxnlz triin gelistirirken miisteri ihtiyaglarini 88 4.563 0.706
dikkate alir.
L¢sel Uyum iis Firmamiz tiim depanmanlar arasinda is birligini 88 4.264 0780
destekler ve tegvik eder.
ii6 anamnz miisterilerle is birligi yaparak siireg 88 4.402 0702
gelistirir.
607 Firmamiz ¢alisanlar arasi iletigim, is birligi ve 88 4.092 0.866
paylasimi arttiracak uygun ¢aligma ortamin yaratir.
i 668 Firmamiz dep.anmar?lgr arast egitim ve takim 88 3.908 0918
Orgiitsel galigmasi faaliyetlerini tegvik eder.
Oiveniie " B T
4 669 Firmamiz miisteri l‘l.$k.'|e"f" _gehsnrmek_adma _ 88 4.034 0.850
¢alisanlarin kendilerini gelistirmelerine firsat verir.
6610 Fm:narPlz is gevresine uyum saglamak adina bireysel 88 3.851 0.904
ve oOrgiitsel 6grenmeyi destekler.
) Firmamiz departmanlarin stratejileriyle kurumun
IU11 stratejisini (bliylime, kii¢iilme vs.) arasinda iyi bir 88 4.011 0.766
uyum saglar.
fsial Uvisii ) Firmamiz departmanlarin stratejileriyle kurumun
§ y IU12 stratejisini (bliylime, kii¢lilme vs.) arasinda iyi bir 88 4.069 0.740
uyum saglar.
iu13 Firmamizin hedefledigi stratejiler ve amagclar ortaya 88 4.140 0.613
¢ikan sonuglarla uyumludur.
MT17 Firmamizin miisteri kaybetme orani diigtiktiir. 88 4.057 0914
Miisteri Tutma MTI8 Firmamizin miisteri tutma oran yiiksektir. 88 4.218 0.779
MTI19 Firmamizin yeni miisteri kazanma orani yiiksektir. 88 4.069 0.828
VP28 Flrma{mz yem.iiriinlerl rakiplerden once pazara 88 3.782 0915
sunabilmektedir.
YP29 Finnamlgm r'r.levcu"t urun yelpgzesinde yeni {iriinlerin 88 3.770 0967
orani rakiplerine gore yiiksektir.
Yenilik YP30 F'i.nnarlnzm )./eni iirtin projelerinin sayisi rakiplerine 88 3.782 0877
Performansi gore yiiksektir.
VP31 Flrn.u'imlzm is sﬁrt?q ve"yéntemlerme dair gelistirilen 88 3.793 0.873
yenilikler rakiplerine gore fazladir.
YP33 Firmamizin gelistirdigi yeni iiriin kalitesi rakiplerine 88 4.000 0.884

gore yiiksektir.

diistirmemesi sartiyla, yiiklerinin karesi 0.40 ve
iizeri olan maddeler de modelde birakilabilir veya
bu kosulu saglamayan maddeler modelden ¢ikartilir
(Hulland, 1999). Modelin yap: giivenilirligi ve
gegerliligini belirlemek i¢in Cronbach alfa, bilesik
giivenilirlik ve AVE degerlerine bakilmalidir. I¢

tutarlilig1 (internal consistency) gdsteren Cronbanh
alfa ve bilesik giivenilirlik degerlerinin 0.60
degerinin istiinde olmasi bu kosulun saglandigini
gosterir.  Modelin  yakinsama  gegerliligini
(convergence validity) gosteren AVE (ortalama
aciklanan varyans) degerinin de 0.50 ve {izeri
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olmas1 gerekmektedir (Bagozzi & Yi, 1988).
Modelin ayrisma gegerliligi (discriminant validity)
icin Fornell- Larcker kriteri kullanilmaktadir. Bu
kriterin saglanmasi i¢in her bir gizil degiskenin
AVE degerlerinin kare kokiiniin, degiskenler
arasindaki korelasyon katsayilarindan biiyiik olmasi
gerekmektedir (Fornell & Larcker, 1981). Modelin
degerlendirilmesinde son olarak da gizil degiskenler
arasinda esdogrusallik (collinearity) olup olmadig1
belirlenmelidir. Bunun igin VIF (variance inflation
factor- varyans siskinlik faktorii) degerlerine
bakilir. VIF degerinin 5’den kiigik olmasi
degiskenler arasinda es dogrusallik olmadigini
gostermektedir (Hair vd., 2011).

PLS algoritmast ¢aligtirildiktan sonra  Yenilik
performans: degiskeninden iki madde, madde
giivenilirligi kriterlerini saglamadiklarindan
modelden cikartilarak algoritma yeniden
calistirlmistir. Olusan son PLS model tahmini Sekil
2’de gosterilmektedir.

Sekil 2’de modelde bulunan her bir degiskenin
maddeleri ve bunlarin yiikleri, degiskenler
arasindaki yollarin t degerleri ve endojen (gikt1)
degiskenlerine ait R? degerleri gdsterilmektedir.
Modelin madde giivenilirligi, igsel tutarlik,
yakinsama gegcerliligi ve esdogrusallik degerleri
Tablo 3’de gosterilmektedir.

Tablo 3 incelendiginde, tiim madde yiiklerinin
0.60’dan, yiiklerin karelerinin de 0.40’dan biiyiik
oldugu, bu sayede madde giivenilirligi kriterinin
saglandigi  goriilmektedir.  Modeldeki  tim
degiskenlerin Cronbach alfa ve bilesik giivenilirlik

degerlerinin 0.60 iizeri oldugu i¢in i¢ tutarliligin ve
AVE degerlerinin de 0.50 esik degerinin iizerinde
oldugundan yakinsama gecerliliginin saglandigi
gorlilmektedir. VIF degerlerinin  5’in  altinda
oldugundan da modelde es dogrusallik probleminin
olmadigi  gorilmektedir.  Modelin  ayrigma
gecerliligine ait veriler Tablo 4’ de gosterilmistir.

Tablo 4 Incelendiginde, her bir gizil degiskenin
AVE degerlerinin kare kokiiniin (0,711; 0,867;
0,812; 0,782; 0,852) her bir degiskenin diger
degiskenlerle arasindaki korelasyon katsayilarindan
(tabloda degiskene ait AVE degerinin kare kokiiniin
altindaki ve yanindaki hiicrelerdeki sayilar) biiyiik
oldugu gorilmektedir. Bu durum da modelin
Fornell-Larcker  kriterin ~ saglayarak, ayrisma
gegerliligine sahip oldugu anlamina gelmektedir.
Modelin degerlendirilmesinde &nemli olan bagka
baz1 degerlerinde kontrol edilmesi gerekir. Bunlar;
modelin agiklama giicii R?, kestirim uygunlugu Q?
ve etki biiyiikliiklerini gosteren f2 ve g? degerleridir.
Q? degeri Smart PLS3 programindaki Blindfolding
prosediirii yardimryla hesaplanir. f2 degeri R%/1- R?,
g’degeri de Q%1- Q? formiilleriyle hesaplanir. Cikti
degiskenlerine ait bu degerler Tablo 5° te
gosterilmektedir.

Tablo 4 incelendiginde R? degerlerinin Firma
Performans: i¢in 0.391, Miisteri Tutma degiskeni
icin 0.557 ve Yenilik Performansi i¢in 0.849 oldugu
goriilmektedir. R? degerinin 0.25 zayif, 0.50 orta,
0.75 ve Ustii olmas1 gii¢li agiklama giicii anlamina
geldigi i¢in (Hair vd., 2011), Firma Performansi,
Miisteri  Tutma  degiskenini  orta, Yenilik
Performansi degiskenlerinin de yiiksek agiklama

™m
™
M7
i st
293 = MT18
= 0753
E / o
] ‘ i Misteri Tuma
Isbirfkgi Inovasyen 0102
) /
T S
007 =57 0008 -
- 0838—
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& P \ wr
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Sekil 2: PLS Model Tahmini
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Tablo 3: Olgiim Modelinin Degerlendirilmesi

Gizil Yiiklerin  Cronbach  Bilesik

Degisken Maddeler  Yiikler . Alfa Giwvenilirtik  VE  VIF
TY1 0878 0,771
Teknoloji V2 0874 0764 0,838 0,901 0751 1,309
Yetenegi
TY3 0849 0,721
ii4 0842 0,709
b iis 0,804 0,646
Isbirlikel ) 0,810 0,888 0,725 2,093
Inovasyon ii6 0,905 0,819
007 0697 0,486
008 0838 0,702
Orgiitsel 009 0846 0,716 0,832 0,887 0,660 2,872
Ogrenme
0010 0857 0,734
iut1 0805 0,648
i¢sel Uyyum  [U12 0834 0,696 0,693 0,719 0612 1,909
iu13 0702 0,493
Firma 0,855 0,889 0,505  1.000
Performansi
R MT17 0854 0,729
Misteri 0,803 0,886 0723 -
Tutma MT18 0,934 0,872
MT19 0753 0,567
YP28 0748 0,560
YP29 0901 0,812
Yenilik YP30 0917 0841 0,873 0,909 0,669 -
Performansi
YP31 0,803 0,645
YP33 0,697 0,486
Tablo 4: Fornell-Larcker Kriteri Sonuglari
Firma Teknoloji Orgiitsel icsel isbirlikei
Performansi yetenegi Ogrenme Uyum inovasyon
Firma
Performansi 0,711
Teknoloji 0,487 0,867
yetenegi
Orgiltsel 0,441 0,374 0,812
Ogrenme
i¢csel Uyum 0,473 0,384 0,686 0,782
Isbirlikei 0,425 0,439 0,664 0,400 0,852

Inovasyon
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giicline sahip oldugu gorilmektedir. Tim ¢ikt1
degiskenlerinin  Q? degerlerinin sifirdan biiyiik
olmasi modelin kestirim uygunlugunun oldugunu
gostermektedir (Hair vd., 2011). f2 ve g? degerleri
0.02 zayif, 0.05 orta ve 0.7 istii yiiksek olarak
degerlendirildiginden, firma performansi, miisteri
tutma ve yenilik performansi degiskenlerine ait tiim
f2 ve qg? degerlerinin orta derece etki biiyiikliigiine
sahip olduklar1 gériilmektedir.

Yapisal esitlik modelinin uygunlugunun
degerlendirilmesinin ardindan ikinci agsama, modele
ait hipotezlerin test edilmesidir. Bunun i¢in
modeldeki hipotezleri temsil eden, girdi ve c¢ikti
degiskenleri arasindaki oklarin yol katsayilari, t
degerleri ve anlamlilik (p) degerlerine bakilir.
Degiskenler arasindaki yol katsayilarinin 0.01 veya
0,05 diizeyinde anlamli olmasi hipotezin kabul
edildigini gostermektedir. SmartPLS3
programindaki Bootstrapping prosediirii yardimiyla
elde edilen modele ait yol katsayilar1 ve anlamlilik
degerleri Sekil 3’de gosterilmektedir.

Sekil 3 incelendiginde, ikinci dereceden bir model
olan firma performansi degiskeniyle, teknoloji
yetenegi (B= 0.364, p<0.01) ve icsel uyum (B=
0.353, p<0.01) degiskenleri arasindaki yol
katsayilar istatistiksel olarak anlamli oldugu i¢in
H1 ve H4 hipotezleri kabul edilmistir. Firma
performansi degiskeniyle, isbirlik¢i inovasyon (=
0.102, p> 0.05) ve orgiitsel 6grenme (B= 0.008, p>
0.05) degiskenleri arasindaki yol katsilari
istatistiksel olarak anlamsiz oldugu i¢in H2 ve H3

katsayilarinin anlamlilik sonuglari ve hipotezlerin
kabul durumlar1 Tablo 5’de Ozetlenmektedir. (Bkz.
Tablo 5-6)

5. SONUC VE TARTISMA

Bir firmanin, stratejik sec¢imlerindeki esneklik
sayesinde, ortaya ¢ikan firsat ve tehditleri hizli ve
devamli bir sekilde algilayarak cevap verme
becerisi ve deger yaratmak igin yenilik¢i yollar
gelistirme yetenegi olarak tanimlanabilen stratejik
ceviklik kavrami, 6zellikle gevresel belirsizligin ve
dinamizmin yiliksek oldugu is ¢evrelerinde basariya
varmak i¢in 6nemi gittik¢ce artan bir kavram olarak
ortaya ¢cikmaktadir. Tiirkiye’de 6zellikle Gaziantep
gibi belirsizlik ve dinamizmin yiiksek oldugu, bu
sebeple de rakiplerine karsi dezavantajli  bir
durumda olan iiretici firmalarin, rekabet edebilme
ve varliklarint devam ettirebilmeleri i¢in daha da
hayati 6neme sahip bir olgu olmasina karsin, ulusal
yazinda stratejik g¢eviklik konusunda ampirik bir
calisma bulunmamaktadir. Buradan hareketle,
Gaziantep’te ¢esitli sektorlerde faaliyette bulunan
iiretici firmalarin stratejik ¢eviklikleri ve bunun
firma  performanslar1  iizerindeki  etkisinin
incelendigi bu aragtirma hem arastirmacilar hem de
yoneticiler agisindan 6nemli sonuglara ulagmustir.

Arastirmada, Shin vd. (2015) tarafindan Onerilen;
teknoloji yetenegi, isbirlik¢i inovasyon, Orgiitsel
O6grenme ve i¢sel uyum alt boyutlarindan olusan

hipotezleri reddedilmistir. Yapisal esitlik modeli yol stratejik  ¢eviklik modelinin, misteri tutma
™ |
0.878(0.000)
™2 )87£(0.000)
0,849 (0.000)
al
™
Teknclji Yetenegi
= MT17
7 1854 (0.000)
082200000 0364 (0.000) ; L
5 2804(0.000) 1753 (0.000)
— 09050000) / " e
116 ; o 205 0.746 (0.000) Mdszeri Tutma
istirliksi incvasyen SHE ) }
8610 >
L8
<0857 (0.000) 0.008(0.958) 1928
007 11697 (0.000 \3922 T o
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069 Orglsel Ogrenme o 0917(0.000) (P50
03 (0.000)
. 0.697(0.000)  Yp31
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u13
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Sekil 3: Yol Katsayilar1 ve Anlamlilik Degerleri



Ozlem Yasar Ugurlu, Emre Colakoglu & Emre Oztosun | 103

Tablo 5: A¢iklama Giicii, Kestirim Uygunlugu ve Etki Biiyiikligii Degerleri

Cikt1 Degiskenler R? Q? f? q*

Firma Performansi 0,391 0,162 0,166 0.150
Miisteri Tutma 0,557 0,355 1,258 0.686
Yenilik Performansi 0,849 0,521 5,635 1.183

Tablo 6: Yapisal Esitlik Modeli Yol Katsayilarinin Anlamlilik Sonuglari

Hipotez Yol B t p Sonug
H1 Teknoloji Yetenegi — Firma performansi 0,364 3,634 0,000 Kabul
H2 Isbirlikgi Tnovasyon — Firma performansi 0,102 0,688 0,492 Ret
H3 Orgiitsel Ogrenme — Firma performansi 0,008 0,052 0,958 Ret
H4 Igsel Uyum — Firma performansi 0,353 2,609 0,009 Kabul

performanst ve yenilik performansindan olusan diger finansal olmayan performans degiskenleri

firma performansi tizerindeki etkisi incelenmistir. eklenerek test edilmesi, genel olarak firma

Olusturulan yapisal esitlik modelinde stratejik performansinin degerlendirilmesine derinlik

ceviklik, alt boyutlarmin teker teker etkilerini kazandiracaktir.

gorebilmek icin birinci derece bir yapi, firma
performansi ise miisteri tutuma performans: ve
yenilik performansindan olusan iki boyutlu ve
ikinci dereceden bir yapi olarak modele dahil
edilmistir.  Yapisal esitlik modelinin  tiim
giivenilirlik ve gecerlilik kriterlerini sagladig tespit
edildiginden, hipotezlerin sonuglari
degerlendirilmistir. Yapilan analizler sonucunda
teknoloji yeteneginin (H1; pf= 0.364, t= 3.634,
p=0.000) ve i¢sel uyumun (H4; f= 0.353, t=2.609,
P=0.010) firma performans: iizerinde istatistiksel
olarak etkili oldugu gorilmiistir. Bu sonuglar
Gaziantep’te faaliyette bulunan iiretici firmalarin
performanslarini gelistirerek rekabet etme giicii
kazanabilmeleri i¢in teknoloji yetenegi ve igsel
uyum kavramlarinin  6nemli oldugu anlamina
gelmektedir. isbirlik¢i inovasyon (H2; B= 0.102, t=
0.688, p=0.492) ve orgiitsel 6grenmenin (H3; p=
0.008, t=0.052, p=0.958) firma performansi
iizerinde istatistiksel olarak anlamli bir etkisinin
olmadigi tespit edilmistir. Bu sonuglar da veri setine
dahil olan firmalarin performanslarini gelistirmek
icin  igbirlikgi ve  katilime1  davraniglarin
yayginlagsmasima odaklanmalar1 geregiyle birlikte
stratejik bilincin de igsellestirilmesi noktasinda
desteklenmeleri anlamina gelmektedir.

Calismanin bazi sinirliliklart da mevcuttur. Bunlarin
basinda sadece Gaziantep’te ve 88 firma ile
gerceklestirilmis  olmasidir. Tleriki ¢alismalarda
daha genis bir Orneklem ve farkli bolgelerde
modelin test edilmesi, sonug¢larin daha belirgin ve
genellestirilebilir olmasina imkan saglayabilecektir.
Bir baska sinirlilik ise firma performansi olarak
sadece yenilik ve miisteri tutuma performansinin
kullanilmasidir. Modelin finansal performans ve



104 | Is ve Insan Dergisi 6(1) 93-106

KAYNAKCA

Akgiin, A. E., Keskin, H., Byrne, J. C. & Aren, S. (2007).
Emotional and learning capability and their impact on
product innovativeness and firm performance.
Technovation, 27(9), 501-513.
https://doi.org/10.1016/j.technovation.2007.03.001

Ang, L. & Buttle, F. (2006). Customer retention
management processes: A  quantitative study.
European Journal of Marketing, 40(1), 83-99.

Bagozzi, R. P. & Yi, Y. (1988). On the evaluation of
structural equation models. Journal of the Academy of
Marketing Science, 16(1), 74-94.
https://doi.org/10.1007/BF02723327

Bharadwaj, A. S. (2000). A Resource-Based Perspective
on Information Technology Capability and Firm
Performance: An Empirical Investigation. MIS
Quarterly, 24(1), 169.
https://doi.org/10.2307/3250983

Bhatnagar, J. (2006). Measuring organizational learning
capability in Indian managers and establishing firm
performance linkage. The Learning Organization,
13(5), 416-433.
https://doi.org/10.1108/09696470610679965

Brannen, M. Y. & Doz, Y. (2012). Corporate Languages
and Strategic Agility: Trapped in your Jargon or Lost
in Translation? California Management Review,
54(3), 77-97.
https://doi.org/10.1525/cmr.2012.54.3.77

Braunscheidel, M. J. & Suresh, N. C. (2009). The
organizational antecedents of a firm’s supply chain
agility for risk mitigation and response. Journal of
Operations Management, 27(2), 119-140.
https://doi.org/10.1016/j.jom.2008.09.006

Bulut, C., Cengiz, Y. & Alpkan, L. (2009). Pazar
Oryantasyonu Boyutlarmin  Firma Performansina
Etkileri. Ege Akademik Bakus, 9(2), 513-538.

Cao, Q. & Dowlatshahi, S. (2005). The impact of
alignment between virtual enterprise and information
technology on business performance in an agile
manufacturing environment. Journal of Operations
Management, 23(5), 531-550.
https://doi.org/10.1016/j.jom.2004.10.010

Doz, Y. L. & Kosonen, M. (2008). The Dynamics of
Strategic Agility: Nokia’s Rollercoaster Experience.
California Management Review, 50(3), 95-118.
https://doi.org/10.2307/41166447

Eren, E., Alpkan, L. & Erol, Y. (2005). Temel
Fonksiyonel Yeteneklerin Firmanin Yenilik Ve
Finansal Performansma Etkileri. Istanbul Ticaret
Universitesi Sosyal Bilimler Dergisi, 1(7), 201-224.

Fornell, C. & Larcker, D. F. (1981). Evaluating Structural
Equation Models with Unobservable Variables and
Measurement Error. Journal of Marketing Research,
18(1), 39. https://doi.org/10.2307/3151312

Gerwin, D. (1993). Manufacturing Flexibility: A
Strategic ~ Perspective.  Management  Science
Publication, 39(4), 395-410.

Ginn, J., Stone, M. & Ekinci, Y. (2010). Customer
retention management in the recession. Journal of
Direct, Data and Digital Marketing Practice, 12(2),
115-127. https://doi.org/10.1057/dddmp.2010.27

Gronroos, C. (1991). The marketing strategy continuum:

toward a marketing concept for the 1990s.
Management Decision, 29(1), 65-78.
Hagedoorn, J. & Cloodt, M. (2003). Measuring

innovative performance: is there an advantage in
using multiple indicators ? Research Policy, 32,
1365-1379.

Hair, J. F., Ringle, C. M. & Sarstedt, M. (2011). PLS-
SEM: Indeed a Silver Bullet. The Journal of
Marketing Theory and Practice, 19(2), 139-152.
https://doi.org/10.2753/MTP1069-6679190202

Hair Jr, J. F., Hult, G. T. M., Ringle, C. M. & Sarstedt,
M. (2014). A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM). Thousand
Oaks: SAGE Publications, Inc. 2455,
https://doi.org/10.1016/j.1rp.2013.01.002

Hamsioglu, A. B. & Durukan, T. (2018). Pazar Tabanl
Yeteneklerin Isletme Performansi Uzerindeki Etkisi:
Tiirkiye Imalat Isletmelerinde Bir Uygulama.
Eskisehir Osmangazi Universitesi [IBF Dergisi,
13(2), 1-22.

Helfat, C. E. & Peteraf, M. A. (2003). The dynamic
resource-based view: Capability lifecycles. Strategic
Management Journal, 24(10 SPEC ISS.), 997-1010.
https://doi.org/10.1002/smj.332

Hemmati, M., Feiz, D., Jalilvand, M. R. & Kholghi, I.
(2016). Development of fuzzy two-stage DEA model
for competitive advantage based on RBV and
strategic agility as a dynamic capability. Journal of
Modelling in  Management, 9(2), 208-216.
https://doi.org/http://dx.doi.org/10.1108/IM2-12-
2013-0067

Hoek, R. I. Van, Harrison, A., Christopher, M., I. van
Hoek, R., Harrison, A. & Christopher, M. (2001).
Measuring agile capabilities in the supply chain.
International Journal of Operations & Production
Management, 21(1/2), 126-148.
https://doi.org/10.1108/01443570110358495

Huang, K. F. (2011). Technology competencies in
competitive environment. Journal of Business



Ozlem Yasar Ugurlu, Emre Colakoglu & Emre Oztosun | 105

Research, 64(2), 172-179.

https://doi.org/10.1016/j.jbusres.2010.02.003

Hulland, J. S. (1999). Use of partial least squares (PLS) in
strategic management research: A review of four
recent studies. Strategic Management Journal, 20(4),
195-204.

Inman, R. A, Sale, R. S., Green, K. W. & Whitten, D.
(2011). Agile manufacturing: Relation to JIT,
operational performance and firm performance.
Journal of Operations Management, 29(4), 343-355.
https://doi.org/10.1016/j.jom.2010.06.001

fleri, Y. Y. & Soylu, Y. (2010). Bir Rekabet Ustiinliigii
Arac1 Olarak Ceviklik Kavrami ve Orgiit Yapisina
Olas1 Etkileri. Selcuk Universitesi Sosyal Bilimler
MYO Dergisi, 13(1-2), 13-28.

Jacobs, M., Droge, C. & Vickery, S. (2011). Product and
Process Modularity&#39;s Effects on Manufacturing
Agility and Firm Growth Performance. Journal of
Product, 123-137. Tarihinde adresinden erisildi
http://onlinelibrary.wiley.com/doi/10.1111/j.1540-
5885.2010.00785.x/full

Jiménez-Jiménez, D. & Sanz-Valle, R. (2011).
Innovation, organizational learning, and performance.
Journal of Business Research, 64(4), 408-417.
https://doi.org/10.1016/j.jbusres.2010.09.010

Kumkale, I. (2016). Organization > s Tool for Creating
Competitive Advantage: Strategic Agility. Balkan
and Near Eastern Journal of Social Sciences, 2(3),
118-124.

Lee, J. Y., Swink, M. & Pandejpong, T. (2011). The roles
of worker expertise, information sharing quality, and
psychological safety in manufacturing process
innovation: An intellectual capital perspective.
Production and Operations Management, 20(4), 556—
570. https://doi.org/10.1111/j.1937-
5956.2010.01172.x

Li, X., Chung, C., Goldshy, T. J. & Holsapple, C. W.
(2008). A unified model of supply chain agility: the
work-design perspective. International Journal of
Logistics Management, 19(3), 408-435.

https://doi.org/10.1108/09574090810919224

Liker, J. K. & Choi, T. Y. (2004). Building deep supplier
relationships. Harvard Business Review, 82(12), 104—
113+149. https://doi.org/Article

Lindgreen, A., Davis, R., Brodie, R. J. & Buchanan-
Oliver, M. (2000). Pluralism in contemporary
marketing practices. International Journal of Bank
Marketing, 18(6), 294-308.

Lu, Y. & Ramamurthy, K. R. (2011). Understanding The
Link Between Information Technology Capability
and  Organizational ~ Agility: An  Empirical
Examiation. MIS Quarterly, 35(4), 931-954.

Luo, Y. & Park, S. H. (2001). Strategic alignment and
performance of market -seeking MNCs in China.
Strategic Management Journal, 22(2), 141-155.

Mason, S. J., Cole, M. H., Ulrey, B. T. & Yan, L. (2002).
Improving electronics manufacturing supply chain
agility through outsourcing. International Journal of
Physical Distribution & Logistics Management,
32(7), 610-620.
https://doi.org/10.1108/09600030210442612

Mishra, A. A. & Shah, R. (2009). In union lies strength:
Collaborative  competence in  new  product
development and its performance effects. Journal of
Operations Management, 27(4), 324-338.
https://doi.org/10.1016/j.jom.2008.10.001

Narasimhan, R., Swink, M. & Kim, S. W. (2006).
Disentangling leanness and agility: An empirical
investigation. Journal of Operations Management,
24(5), 440-457.
https://doi.org/10.1016/j.jom.2005.11.011

Ngai, E. W. T., Chau, D. C. K. & Chan, T. L. A. (2011).
Information technology, operational, and
management competencies for supply chain agility:
Findings from case studies. Journal of Strategic
Information Systems, 20(3), 232-249.
https://doi.org/10.1016/j.jsis.2010.11.002

Porter, M. E. (1991). Towards a Dynamic Theory of
Strategy. Strategic Management Journal, 12, 95-117.
https://doi.org/doi.org/10.1002/smj.4250121008

Ringle, C. M., Wende, S. & Becker, J.-M. (2015).
SmartPLS 3. Boenningstedt: SmartPLS GmbH.
http://www.smartpls.com

Roth, A. V. (1996). Achieving strategic agility through
Economies of Knowledge. Planning Reviewl, 24(2),
30-36. https://doi.org/10.1177/153851320200100311

Rowley, J. (2011). Innovation for Survival: From
Cooperation to Collaboration.  Advances in
Librarianship (C. 34). Emerald Group Publishing
Ltd. https://doi.org/10.1108/S0065-
2830(2011)0000034013

Sérez Lopez, Montes Pedn, J. M. & Camilo José Vazquez
Ordés. (2005). Organizational learning as a
determining factor in business performance. The
Learning Organization, 12(3), 227-245.
https://doi.org/10.1108/096964 70510592494

Sharifi, H. & Zhang, Z. (1999). Methodology for
achieving agility in manufacturing organisations: an
introduction. International Journal of Production
Economics, 62(1), 7-22.
https://doi.org/10.1016/S0925-5273(98)00217-5

Shin, H., Lee, J. N, Kim, D. & Rhim, H. (2015).
Strategic agility of Korean small and medium
enterprises and its influence on operational and firm



106 | Is ve Insan Dergisi 6(1) 93-106

performance. International Journal of Production
Economics, 168, 181-196.
https://doi.org/10.1016/j.ijpe.2015.06.015

Stahl, G. (2004). Building collaborative knowing. What
we know about CSCL, 6308(April), 53-85.
https://doi.org/10.1007/1-4020-7921-4_3

Swafford, P. M., Ghosh, S. & Murthy, N. (2006). The
antecedents of supply chain agility of a firm: Scale
development and model testing. Journal of
Operations Management, 24(2), 170-188.
https://doi.org/10.1016/j.jom.2005.05.002

Tallon, P. P. & Pinsonneault, A. (2011). Competing
Perspectives on the Link Between Strategic
Information Technology Alignment and
Organizational Agility: Insights from a Mediation
Model. MIS Quarterly, 35(2), 463-486.

Teece, D. J., Pisano, G. & Shuen, A. (1997). Dynamic
capabilities and strategic management. Strategic
Management Journal, 18(7), 509-533.
https://doi.org/Doi 10.1002/(Sici)1097-
0266(199708)18:7<509::Aid-Smj882>3.0.Co;2-Z

Toklu, 1. T., Ustaahmetoglu, E. & Oztiirk Kiigiik, H.
(2016). Tiiketicilerin Cografi ISaretli Uriin Algis1 ve
Daha Fazla Fiyat Odeme Istegi: Yapisal ESitlik
Modellemesi YaklaSimi. Yonetim ve Ekonomi, 23(1),
145-161.

Tracey, M., Vonderembse, M. A. & Lim, J. S. (1999).
Manufacturing technology and strategy formulation:
Keys to enhancing competitiveness and improving
performance. Journal of Operations Management,
17(4), 411-428.  https://doi.org/10.1016/S0272-
6963(98)00045-X

Vagnoni, E. & Khoddami, S. (2016). Designing
competitivity activity model through the strategic
agility approach in a turbulent environment. Dynamic

Factor Models, 18(6), 625-648.
https://doi.org/http://dx.doi.org/10.1108/MRR-09-
2015-0216

Yusuf, Y. Y., Sarhadi, M. & Gunasekaran, A. (1999).
Agile manufacturing: the drivers, concepts and
attributes. International Journal of Production
Economics, 62(1), 33-43.
https://doi.org/10.1016/S0925-5273(98)00219-9



Yazar Rehberi | Author Guidelines

Makalelerin hazirlanmasinda yazarlarin agagidaki
rehbere dikkat etmesi Onerilir.

=  Dosya formati: Dergiye gonderilen makalelerin
formati MS Office Word (*.doc, *.docx) formatinda
olmalidir.

=  Hazirlanma dili: Makaleler Tiirk¢e veya
Ingilizce dilinde hazirlanabilir.

»  Makalenin uzunlugu: Makaleler, tercihen, 4000
ila 7500 sozciigii igerek uzunlukta hazirlanmalidir.

»  Yazim icin genel kurallar: 1s ve Insan Dergisi,
genel kural olarak, Amerikan Psikoloji Derneginin
(American Psychological Association - APA)
hazirladig1 ve yaygin bir sekilde kullanilan bilimsel
yaz1 hazirlama kurallarin1 benimsemektedir. Dergiye
gonderilen tiim yazilar, kaynakga dahil ¢ift satir
araliginda yazilmis olmali ve her bir kenar boslugu
2.5 cm olmalidir. Yazim fontu 12 punto ve Times
New Roman tipinde olmalidir. Paragraflar arasinda
bosluk olmamali ve her bir paragraf 1.25 cm
uzakligindaki ilk satir girintisiyle baglamalidir. Her
climle sonunda bir bosluk birakilarak yeni ciimleye
baglanmalidir.

=  Makalenin boliimleri: Makalenin boliimleri,
genel olarak; baslik sayfasi, 6zet ve anahtar
kelimeler, metin, kaynakga, tablolar, sekiller ve
dipnotlardan olusmalidir.

=  Kaynak¢a: Metin igi atiflar ve kaynakca
gosterimi i¢cin APA Yayim Kilavuzunda belirtilen
kurallar uygulanmalidir. Metin i¢inde yapilan tiim
atiflar kaynakcada gosterilmelidir.

=  Tablolar ve Sekiller: Tablolar ve sekiller ayr1 bir
sayfada baslamalidir. Tablo ve sekillere ait
numaralar ve isimleri tablo ve sekillerin Ustiinde
verilmelidir.

= Dipnotlar: Dipnotlar atif yapmak i¢in
kullanilmamalidir. Metin i¢inde agiklanmasi
gereken hususlar kisa bir sekilde dipnotta
gosterilmeli, bu dipnotlar metin sonunda listelenmis
halde sunulmalidir.

Yazarlar, makale hazirlanmasi1 ve gonderimi i¢in
detayli  bilgiyi  derginin web  sayfasinda
(http://dergipark.gov.tr/iid/) bulabilirler.

Please prepare your manuscript before submission,
using the following guidelines.

= File format: All files should be submitted to the
journal as a Word document (*.doc, *.docx).

= Article language: Articles may be prepared in
Turkish or English languages..

= Article length: Articles should be between 4000
and 7500 words in length.

= General rules for articles: The Journal of
Human and Work generally adheres to American
Psychological Association - APA style. All
manuscripts submitted to the journal should be set
its margin to 1 inch on all four sides and set the
entire paper to double-space. Writing font should be
12 point Times New Roman type. There should be
no space between paragraphs and each paragraph
should begin with the first line indent at a distance
of 1.25 cm. New sentence at the end of every
sentence should begin with a space.

= Parts of articles: The parts of the manuscripts
generally should include; title page, abstract and
keywords, text, references, tables, figures and
notes/endnotes.

= References: In-text citations and the reference
list should be prepared according to APA style. The
reference list should include only and all of the
sources the author actually cited in the text.

= Tables and Figures: Type tables and figures on
a separate page with the legend above. All tables
should be supplied on separate sheets, not included
within the text.

= Footnotes: Footnotes should not be used for
citing references. Footnotes should be placed as a
list at the end of the paper only. Keep footnotes
brief, they should contain only short comments
tangential to the main argument of the paper.

Please visit web page of the journal
(http://dergipark.gov.tr/iid/) for further details on
manuscript preparation and submission.



Is ve insan Dergisi
The Journal of Human and Work
e-1SSN 2148-967X

http://dergipark.gov.tr/iid/



	01 dergi kapak.pptx
	02_iç kapak.pdf
	03_içindekiler.pdf
	01 Atılgan 1-12.pdf
	02 Yıldız vd. 13-27 (rw) (1).pdf
	03 Füsun Gokkaya 29-41.pdf
	04 Küçükkömürler & Kırımer Aydınlı 43-53.pdf
	05 Doruk Uysal Irak 55-66.pdf
	06 Mert & Gürbüz 67-79.pdf
	07 Ürek & Uğurluoğlu 81-92.pdf
	08 Uğurlu vd. 93-106.pdf
	44_yazarlar için.pdf
	55_arka kapak.pdf

