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An Investigation of the Effects of Authentic Leadership on Individual
Creativity: A Research within Packaging Sector

Ayse Yesim Doganay Giil' ©, Merve Kogoglu Sazkaya®

Abstract

Leadership has a significant role in highly competitive business environment for the sustainable success of the
organization. In this competitive environment, individual creativity as an important factor of innovation is getting more
and more important for the success of organization as well. Within this context, in this study it is aimed to investigate
the effects of authentic leadership on individual creativity. Within the scope of the study, the survey was conducted with
177 employees working in sales and sales support positions in a global packaging company. As a general purpose of this
research, it was found that authentic leadership significantly affects individual creativity. Other purpose of this study is to
determine the effects of authentic leadership subdimensions on individual creativity. The results of this study show that
balanced processing and self-awareness significantly affects individual creativity. However, relational transparency and
internalized moral perspective do not significantly affect on individual creativity.
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Introduction

Leadership is one of the most interesting topics for the success of organizations in
highly competitive and rapidly changing environment. There have been many different
leadership models in the literature. In the 20™ century, most of the leaders were using
their powers on the subordinates to increase the performance. Those leadership types
would not work especially on the millennial generation looking for the leaders who
inspire and give freedom for making decisions how to reach the results. Hence, leaders’
common features: charismatic, hierarchical and directive have been replaced with goal
oriented, shared and authentic leader features in the present century.

On the other side, organizations which are open to innovations and changes, can
develop faster. Organizations focus on employee creativity to find out new solutions
to be able to compete in the market by differentiating their positions and to enhance
loyalty and satisfaction of the customers.

In this perspective, authentic leadership invest on the employees by motivating and
providing the proper environment for the employees to exhibit individual creativity
which would lead innovation within the organization. Moreover, authentic leaders have
significant impact on individual creativity by promoting strong relationships in the
organization mainly based on trust, transparency, moral perspective and objectivity.
Hence, authentic leaders also encourage their employees to express their thoughts or
suggestions within this supportive environment which makes them feel confident.
This gives employees an opportunity to increase their individual creativity. Hereby in
this study, the effects of authentic leadership on individual creativity is investigated.

Literature Review

Authentic Leadership

There are many definitions of leadership in the literature. Drucker (1996) who is
well known management guru defines the leadership as “the only definition of a leader
is someone who has followers” (Drucker, 1996: 54).

The definition of leadership throughout the process of historical development has
changed (Demirel and Kisman, 2014: 691). Throughout history, researchers have
developed different theories about leadership. Until 1950s, some scholars who developed
leader focused approaches, searched on the inherent qualities of the leader. Another
group of scholars tried to clarify the behavior of the leader rather than the qualities of
the leader. Up to 1980s, situational approach suggested that the most optimal match of
the conditions and the leader brings the leader’s effectiveness to the top level (Tabak
etal., 2010: 73).
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Recent studies in management field have revealed that traditional models in leadership
styles are not sufficient and new leadership theories need to be developed. This new or
modern theories focus on the different aspects of leadership process. The significant
difference is the relationship between the leader and the follower which becomes
the main topic of the scholars. These approaches are transactional leadership which
depends on traditions and past; transformational leadership which is open to future,
innovation and change; charismatic leadership which gives freedom to the employees
and watches from a distance. Even, researchers developed many modern theories like
authentic leadership, strategic leadership, implicit leadership and visionary leadership,
as general future of these modern theories, claim that leader is the person who has
the vision and shares the vision with others and makes the vision real (Bozkurt and
Goral, 2013: 5). Although there are many leadership theories in literature, this study
will focus on authentic leadership.

Authentic means “known to be true or genuine” (Hornby, 1995: 67). According to
Turkish Language Association, authentic is defined as bearing the features existing from
of old. Authenticity can be dated back to ancient Greek times. The word authentic can
be traced to authento which is a Greek word meaning “to have full power” (Gardner
etal., 2011: 1121). Kernis (2003: 13) designed as “authenticity can be characterized
as reflecting the unobstructed operation of one’s true, or core, self in one’s daily
enterprise”. Also authenticity is having personal experiences which includes needs,
beliefs, feelings, thoughts and wishes (Gardner et al., 2011: 1121).

Besides the definiton of leadership and authentic, authentic leadership means “a
pattern of leader behavior that draws upon and promotes both positive psychological
capacities and a positive ethical climate, to foster greater self-awareness, an internalized
moral perspective, balanced processing of information, and relational transparency
on the part of leaders working with followers, fostering positive self-development”
(Walumbwa et al., 2008: 94).

Avolio et al. (2004: 802-804) define authentic leaders as the people who are aware
of their own thoughts, behaviors and how it is perceived by others; who know the
values of themself and others, their ethical views, knowledge and strengths; who are
self-confident, optimistic, moral and hopeful.

Shamir and Eilam (2005: 399) explain the development of the authentic leader by
four components. First one is the development of the leader identity as being the core
component of self-concept. Second component is the development of self-concept
clarity and self-knowledge. Third one is the development of the targets aligned with the
self-concept. Last one is the improvement of self expression which is the concurrency
between self-concept and the behaviors of the leader.
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While identifying the characteristics of authentic leadership, the most commonly used
expressions by many scholars are integrity, positive energy, confidence, transparent,
moral, optimism, honest, hope, trust, self-awareness and concern to followers (George
2016, Walumbwa et al. 2008, Gardner et al. 2005, Avolio et al. 2004). For example,
Gardner et al. (2005: 345) describe authentic relationships as transparent, open, trustful,
guiding to valuable objectives and giving attention to the development of the follower.

Morever, authentic leaders constructs a truthful relationship with their followers based
on ethical and moral view. They provide also flexible and transparent relationships in
their workteams. These relationships in an organization can improve team performance
(Garcia-Guiu et al., 2015: 63). Another main significant impact of authentic leadership
is fostering intrinsic motivation of followers causing well-being and joy (Otaghsara
and Hamzehzadeh, 2017: 1129).

From the other side, authentic leadership promotes sharing information in team
members. Hence this creates sharing team climate (Hahm, 2017: 4116). Similarly,
authentic leaders try to create compatible conflict environments. In those kind of
environments, people from different backgrounds make beneficial discussions which
lead more creative and compatible solutions (Lyubovnikova et al., 2017: 61; Yildiz,
2013: 63). Additionaly, psychological safety and intrinsic motivation are promoted by
authentic leader which makes the employees more creative (Miiceldili et al., 2013: 675).

Moreover, authentic leadership affects the follower’s work attitudes (commitment,
job satisfaction, engagement) and behaviors (job performance, extra effort, withdrawal
behaviors) in a positive way (Lyubovnikova et al., 2017: 61; Avolio et al., 2004: 815).
According to a conceptual framework for authentic leader and follower development,
follower outcomes are trust, engagement, workplace well-being which enhance
sustainable and veritable follower performance (Gardner et al., 2005: 346).

Authentic leadership is decribed as having different dimensions by different authors
in the scholars. Fundametally, they are specifying similar concepts with some differences
in the historical development. Kernis (2003: 13) proposes the dimensions of authentic
leadership as awareness, unbiased processing, action and relational orientation. Similar
dimensions are also used by Illies et al. (2005: 376). Later on, Avolio and Gardner (2005:
317) mentioned the term balanced processing instead of unbiased processing and also
considered relational transparency term instead of relational authenticity. Thereafter,
Walumbwa et al. (2008) identified the same dimensions of authentic leadership as introduced
by Illies et al. (2005). Walumbwa et al. (2008: 95) propose four dimensions: self-awareness,
relational transparency, internalized moral perspective, and balanced processing.

In this study, Walumbwa et al.’s (2008) leadership approach and their dimensions
will be used.
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Self-awareness: Walumbwa et al. (2008: 95) explain self-awareness as “demonstrating
an understanding of how one derives and makes meaning of the world and how that
meaning making process impacts the way one views himself or herself over time. It
also refers to showing an understanding of ones strengths and weaknesses and the
multifaceted nature of the self, which includes gaining insight into the self through
exposure to others, and being cognizant of one's impact on other people”. Goleman
(2004: 4) also specifies the deep understanding of one’s weaknesses and strenghts and
in addition of these, understanding of needs, emotions and drives are expressed while
explaining self-awareness. In other words, self-awareness indicates that the leader
has a correct self knowledge and realizes its effects on other people. Higher levels
of self-awareness encourage the understanding of oneself concerning ideals, beliefs,
values, also strenghts and weaknesses. Self-awareness is referring to the leaders using
self knowledge to influence their organization which can develop their capacity for
development of their followers (Hannah et al., 2011: 562).

Relational transparency: Walumbwa et al. (2008: 95) are explaining relational
transparency as “this manner provides trust by sharing information openly and declaring
real feelings and thoughts”. In other words, Gardner et al. (2005: 347) define relational
transparency as the leader acts self-disclosure, frankness and trust in close relations.
In another point of view, relational transparency describes the leader’s ability to share
own feeling and knowledge while avoiding to reveal the negative feelings. In this
way, it is possible for the authentic leader to be recognized more accurately and the
followers are aware of the values and goals of the leader more correctly (Yesiltas et al.,
2013: 337). In a similar vein, relational transparency is explained as the demonstration
of leader’s authentic own self not the fake self to others. This manner builds up trust
which contains the genuine emotions and thoughts of the leader instead of presenting
negative feelings (Hahm, 2018: 114). In this context, relational transparency and sharing
information openly is one of the critical dimension for authentic leadership. The key
of this open relationship is providing trust and sharing information and experience
directly without depending on conditions (Yildiz, 2013: 60).

Internalized moral perspective: Internalized moral perspective is described by
Walumbwa et al. (2008: 95) as “an internalized and integrated form of self-regulation”.
Moreover, internalized moral perspective is expressed as “a leader s inner drive to
achieve behavioral integrity (i.e., consistency between values and actions)”. According
to Dinger (2013: 61), based on self-regulation, leader can act with moral standards
and values against the pressures of group, organization and society. Self-regulation
emphasizes the behaviors of decision making in accordance with intrinsic values. The
moral component of authentic leadership is defined as the practise of devoted and
wholesome of leadership acting in accord with own self-concept (Hannah et al., 2005:
43). Internalized moral concept means that the person whose behaviors are aligned with
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own’s value pattern, choices and necessities. Authentic leadership need positive moral
and ethical component. Especially, it is indicated that there are high level of moral
standards and capabilities in the nature of authentic leadership to be able to solve moral
dilemma (Tabak et al., 2012: 96). In a similar vein, internalized moral perspective is
referring to the behavior of the leader who is acting in a moral and ethical framework.
The quality of the process of authentic leadership and authentic relations are mostly
based on the internalized moral perspective. Because the moral perspective of the leader
is reflected to the morality of whole organization. In another word, having a positive
moral perspective of the authentic leader also plays a significant role in the spread of
a positive ethical understanding within the organization (Yesiltas et al., 2013: 337).

Balanced processing: Gardner et al. (2005: 347) indicate balanced processing as
unbiased collecting and commenting the self-related information even it is negative
or positive in nature. On the other hand, Kernis (2003: 14) defines the term unbiased
processing as an expression of the absense of denying, exaggerations, distorting, ignoring
internal experiences, private knowledge and externally based evaluative information.
Rather than this, it refers to the presence of objectivity and acknowledgement of one’s
positive and negative attitudes and characteristics. As opposed to unbiased processing,
Walumbwa et al. (2008: 95) consider the term balanced processing which is addresing
to “the leaders who make decisions after evaluating all the concerning data objectively”.
Moreover, Avolio and Gardner (2005: 317) use the term “balanced processing” based
on the research from cognitive psychology which argue that humans have biased and
defective processors by birth. Authentic leaders demonstrate exactly objective manners
without denying their positive and negative aspects also their competences and deficiencies.
They exhibit the effort of developing these aspects. In other words, they evaluate the
information without allowing distortion, exaggeration or denial. (Keser and Kocabas,
2014: 4). In this regard, as authentic leaders interpret the information in a balanced
manner, they are able to think of various sides and views of the issues (Oztiirk, 2014: 33).

Individual Creativity

In English language, the root of word “creativity”” comes from the verb “to create”
which means “to cause something to exist; to make something new or original”
(Hornby, 1995: 273). Amabile et al. (1996: 1155) who have significant contribution
in the literature by focusing on creativity, defines it as “the seed of all innovation, and
psyhological perceptions of innovation (the implementation of people’s ideas) within
an organization are likely to impact the motivation to generate new ideas”.

Diakidoy and Kanari (1999: 227) defined creativity as a cognitive process, ability
or characteristic of the person with the outcomes which are determined as novel and
appropriate. However, Isler and Bilgin (2002: 135) propose a suspicious approach to the
argument stating creativity as emerging suddenly from an uneducated and unprepared

6
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mind. In other words, creativity can be fostered by an attensive, intense and regular
learning. In the other perspective, creativity can be explained as solving a problem
and providing a new and genuine thought or product by associating the things which
the person learnt during life (Ozen 2012: 232).

Besides, the definition of creativity, Solomon (2010: 34) defines individual creativity
as “the intentional introduction within one s work role of new and useful ideas, processes,
products, or procedures”. Moreover, individual creativity is defined as the generation
of solutions to complicated and difficult problems that are come up in the development
process (Alfaro, 2015: 3).

In addition, George and Zhou (2001: 513) define creative behavior as “generation of
novel and useful ideas by the individuals”. In similar vein, Ausubel (1964: 344) defines
individual creativity as to do something different, original or unique. Individuals who
are creative must do something original in the sense of human experience, not only
in the sense of self experience.

In other words, individual creativity is defined as finding new relations, looking
at subjects from new standpoints and generating new combinations from old notions
(Taggar, 2002: 320). In addition, people can propose different solutions to the same
problem. This depends on how creative individuals are (Aktamis and Ergin, 2007:
11). According to individual creativity studies, creative people have some common
personality traits such as self-confident, paying attention to complexity, having tolerance
of uncertainity and intuitional (Cekmecelioglu and Giinsel, 2013: 258).

On the other side, Zhou and George (2003: 551) proposed the process of creativity by five

99 ¢

stages: “identifying a problem or an opportunity”, “gathering information and resources”,
“generating ideas”, “‘evaluating, modifying and communicating ideas” and “implementing
ideas”. In opposite of other processes, these routes were not determined as sequential.

Creativity can be initiated through any of them and then other routes may follow it.

Individual creativity has a critical importance for the organization to adapt to complicated
and competitive environments, to innovate, to improve the performance, to provide
competitive advantage and to achieve success and to survive in the market (Kanbur, 2015: 13).

Research Methodology

Purpose and Importance of the Research

The purpose of this study is to investigate the effects of authentic leadership on
individual creativity. In the literature review, limited studies in Turkey which focus on
the effects of authentic leadership on individual creativity were identified. Therefore,
this study is aiming to fill this gap in the literature.
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As discussed in the previous literature review parts, authentic leadership provides
positive environment by promoting positive energy, trust, transparent and open
relationships in the organization for the employees. In addition, authentic leadership
encourages the development of the employees for the organizational success. Moreover,
authentic leadership motivates the individuals to express their opinions and to find
out alternative solutions for the challenges. Besides, authentic leadership provides
supportive environment that leads increase in the level of individual creativity.

In other respects, there is a hard competition in the business environment as the
companies need to be innovative to find out new solutions and also to improve the
current solutions for competitive advantages. According to the literature review,
individual creativity is a critical start point for innovation, in another words individual
creativity is the building block of innovation. In this perspective, individual creativity
can differentiate the company’s position in the market by triggering innovative products
or services. From this point, authentic leader has a significant role for the employee’s
innovative behaviors. The supportive, trustful, transparency in relations, self-awareness,
moral perspective and unbiased manners of the leader empower the employee for
participation and taking initiative for the responsibilities and exhibit more creative
behaviors. For those reasons, in this research, it is aimed to investigate the effects of
authentic leadership on individual creativity.

Participants and Sampling of the Research

This research was conducted on a global packaging company in sales and sales support
positions. In this company, 276 employees work in these positions in 24 countries.
For various reasons, the name of the company is kept confidential. The survey was
conducted by online survey tool to 24 countries. The survey collection lasted about one
month from 1 March to 31 March 2019. The sample size determined as 161 employees
for a population of 276 employees, at a 95 percent confidence interval and 5 percent
significance level. The data were obtained from 177 respondents.

Research Model, Variables and Hypothesis of the Study

In this research, there are two variables which are demonstrated in Figure 1. The
independent variable of the research is authentic leadership. Authentic leadership has
four dimensions which are “self-awareness”, “relational transparency”, “internalized
moral perspective” and “balanced processing”. The dependent variable of the study

is individual creativity.
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Authentic Leadership
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Figure 1. Research Model

In this research, hypothesis has been determined for the purpose of investigating
the effects of authentic leadership on individual creativity.

The research hypothesis is presented in below:

H,: Authentic leadership significantly affects individual creativity.

Measurement Instrument of the Research Variables

English original survey forms are used in this research. The survey starts with a
preliminary remark for respondents and consist of 3 main parts. The first part of the
questionnaire consists of the questions to determine the demographic features of the
respondents (gender, age, education, experience in working life, experience in current job).

In the second part of the questionnaire, the authentic leadership questionnaire (ALQ)
is used. The scale is developed by Walumbwa et al. (2008). ALQ scale consist of 16
items with 4 dimensions, “relational transparency” measured by the items 1, 2, 3, 4, and
5; “internalized moral perspective” measured by 6, 7, 8, and 9; “balanced processing”
measured by the items 10, 11, and 12 and “self-awareness” measured by the items 13,
14, 15 & 16. There are not any reverse statements in this scale.

In the third part of the questionnaire, there are statements determining the level of
employees’ tendency towards individual creativity. The individual creativity scale has
been developed by George and Zhou (2001). The scale consists of 13 items. 3 items in
the scale were adapted from Scott and Bruce (1994) and other 10 items were developed
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by George and Zhou (2001). There are not any reverse statements in the scale. The
items are reworded as first-person singular statements and used in this present research.

Both scales have been measured by using a 5-point Likert type scale from 1 to 5 with
1 “Strongly Disagree”, 2 “Disagree”, 3 “Neutral”, 4 “Agree” and 5 “Strongly Agree”.

Findings

Descriptive Statistics
The frequency distribution and percentages regarding the demographic features of
the 177 employees working in packaging company are given in below;

75% of the respondents are male, and 25% of the respondents are female. According
to responses, most of the respondents are at ages between 36-45 as 37%, 3% are
between 18-25, 30% are between 26-35, 24% are between 46-55 and 6% are between
56-65. Most of the respondents hold a bachelor’s degree at 51%, 14% of respondents
hold a high school degree, 34% of respondents hold a master’s degree and 1% hold a
doctoral degree. The years of working life experience of the respondents concentrate
on more than 15 years with 47%, 1% have less than 1 year experience, 3% have 1-3
years experience, 12% have 4-6 years experience, 8% have 7-9 years experience, 14%
have 10-12 years experience and 15% have 13-15 years experience in their working
life. The years of respondents at the current job percentage concentrates on 1-3 years
with 33%, 10% have less than 1 year experience, 23% have 4-6 years experience, 14
% have 7-9 years experience, 10% have 10-12 years experience, 4% have 13-15 years
experience, 6% have more than 15 years experience at their current job.

Factor, Reliability and Descriptive Analysis

In this section, factor, reliability and descriptive analysis regarding authentic leadership
and individual creativity are provided. Authentic Leadership Factor, Reliability and
Descriptive Analysis

In the factor analysis of authentic leadership scale the KMO value is found 0.93. In
the factor analysis of authentic leadership, because of double loadings of “self-awareness
item 2” and “‘self-awareness item 4 are eliminated from the scale. For this reason,
factor analysis is made again. In the second factor analysis of authentic leadership
scale, KMO value is found 0.925. This value is very close to 1. This test was found
significant at 0.000 level. This shows an excellent value (Durmus et al., 2011: 80).

10
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Table 1
Factor, Reliability and Descriptive Analysis Results of Authentic Leadership
Factor Loading | Reliability | Rotation Sums of Squared Mg?(;l&
Loadings .
Deviation
% of | Cumulative Std.
! 2 3 Total Variance % Mean | Dev.
Relational
0.78 3.81 10.85
transparency 4
Relational 076 3.89 |0.76
transparency 1
Relational 0.75 3.62 | 25.86 2586 | 3.56 |0.76
transparency 5
; 0.89
Relational 0.73 4.03 10.83
transparency 3
Relational 0.73 3.87 [0.75
transparency 2
Internalized
moral 0.86 3.84 |0.80
perspective 2
Internalized
me(;galecﬁve ; 0.80 0.94 3.79 10.80
PEspes” 329 | 2352 | 4938
Internalized 0.90
moral 0.75 ' 3.69 |0.87
perspective 4
Internalized
moral 0.72 3,72 10,83
perspective 1
Balance.d 0.82 3.78 10.89
processing 3
Balance_d 0.81 3.89 10.88
processing 2
Balanced 0.74 302 2233 | 7172 | 348 0.79
processing 1
0.88
Self-awareness 1 0.55 3.73 10.86
Self-awareness 3 0.53 3.54 10.85
Authentic
Leadership | 3.75 |0.82
Avarage

The items of the authentic leadership scale are not permitted to be published in the
study. Therefore, they are not written.

11



ISTANBUL MANAGEMENT JOURNAL

Authentic leadership original scale has 16 items as 4 dimensions. Those are “self-
awareness”, “relational transparency”, “internalized moral perspective” and “balanced
processing”. In the factor analysis as shown in Table 1, there are 14 items and 3
factors emerged. Those are “relational transparency”, “internalized moral perspective”,
“balanced processing and self-awareness”. “Balanced processing and self-awareness”

dimension was also found as one factor by the study of Miiceldili et al. (2013: 679).

As shown in Table 1, “relational transparency” factor loading values were found
between 0.78-0.73; “internalized moral perspective” factor loading values were found
between 0.86-0.72; “balanced processing and self-awareness” factor loading values
were found between 0.82-0.53. As shown in Table 1, reliability analysis regarding
the authentic leadership scale cronbach alpha coefficient is 0.94. The reliability of
each sub-dimension is also analysed. “Relational transparency” cronbach alpha is
0.89; “internalized moral perspective” cronbach alpha is 0.90 and “balanced processing
and self-awareness” cronbach alpha is 0.88. This indicates a high reliability value
(Sekaran, 1992: 307).

Table 1 also reflects the explained variances of 3 factors and the total explained
variance of the scale. According to the table, “relational transparency” as first factor
explains 25.86 percent of the variance, “internalized moral perspective” as second
factor explains 23.52 percent of the variance, “balanced processing and self-awareness”
as third factor explains 22.33 percent of the variance. The total explained variance is
71.72 percent.

The mean, and standard deviation values regarding authentic leadership is
demonstrated also at Table 1. Authentic leadership scale consists of 14 items and is
in form of 5-point likert scale. According to descriptive analysis, the mean values of
authentic leadership are between 4.03 and 3.54. The average mean value of authentic
leadership is 3.75. The average standard deviation is 0.82. When looked at average
values, it can be stated that participants have moderately high authentic leadership
perception.

Individual Creativity Factor, Reliability and Descriptive Analysis

In the factor analysis of individual creativity scale the KMO value is found 0.96.
This value is very close to 1. This test was found significant at 0.000 level. This shows
an excellent value (Durmus et al., 2011: 80).
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Table 2
Factor, Reliability and Descriptive Analysis Result of Individual Creativity
Factor P Rotation Sums of Mean&
Loading Reliability Squared Loadings Std.
Items Deviation
0, -
% of | Cumu Std.

Total | Vari- | lative | Mean

Dev.
ance %

“I suggest new ways
IC1 | to achieve goals or 0.80 7.562 | 58.16 | 58.16 | 3.89 | 0.76
objectives.”

“I come up with new
IC2 | and practical ideas to 0.83 4.00 | 0.64
improve performance.”

“I search out new
technologies, processes,
techniques, and/or
product ideas.”

1C3 0.75 3.84 | 0.72

“I suggest new ways to

1c4 increase quality.”

0.74 3.85 | 0.68

“I am a good source of

I .=
C3 creative ideas.”

0.79 3.89 1 0.70

jc6 | Lamnotafraidtotake | /o 3.87 | 0.69
risks.

“I promote and
IC7 | champion ideas to 0.76 0.94 3.92 | 0.66
others.”

“I exhibit creativity on
IC8 | the job when given the 0.80 4.02 | 0.63
opportunity to.”

“I develop adequate
plans and schedules for
the implementation of
new ideas.”

1C9 0.65 3.75 | 0.67

1c10 |.)often have new and 0.80 3.70 | 0.71
innovative ideas.

“I come up with

ICI1 | creative solutions to 0.77 3.98 | 0.64
problems.”
Ic12 “I often have a fresh 073 390 | 0.65

approach to problems.”

“I suggest new ways of
performing work tasks.”

IC13 0.76 3.76 | 0.69

Individual Creativity

Average 3.88 | 0.67

IC: Individual Creativity

According to the factor analysis shown in Table 2, all 13 items of the scale loaded
strongly and distinctively on separate factors as in the original scale without any
exception which means no items were dropped from the scale. As shown in Table 2,
factor loading values were found between 0.65-0.83.
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As shown in Table 2, reliability analysis regarding the individual creativity scale
Cronbach Alpha coefficient is 0.94. This indicates a high reliability value (Sekaran,
1992: 307). Therefore, none of the items from the scale were eliminated.

Table 2 also reflects the explained variance of individual creativity. The total
explained variance of individual creativity is 58.16 percent.

The mean, and standard deviation values regarding individual creativity are
demonstrated at also Table 2. Individual creativity scale consists of 13 items and is
in form of 5-point likert scale. According to descriptive analysis, the mean value of
individual creativity are between 4.02 and 3.70. The average mean value of individual
creativity is 3.88. The average standard deviation value is 0.67. When looked at average
values, it can be stated that participants have moderately high individual creativity
perception.

As a result, after the factor and reliability analysis, the latest situation of the scale
is same as in original one which means it consists of one dimension and 13 items.

Hypothesis Testing
In this part, hypothesis determined before the analysis process are tested and results
of the hypotheses are presented.

As shown in Figure 2, after factor analysis, the conceptual research model is changed.
Thus, hypothesis is tested according to revised research model.

f Authentic Leadership\ / \

e N
Balanced Processing
and Self-awareness
. Y,
s N

Relational Individual Creativity
Transparency
. J
e A\
Internalized Moral
Perspective

\_ 2N j

Figure 2. Revised Research Model
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Regression analysis is conducted to measure whether there is an effect of authentic
leadership on individual creativity. Preliminary analysis were conducted to ensure no
violation of the assumptions of sample size, multi-colinearity, outliers and normality,
linearity, homoscedasticity in order to conduct regression analysis.

Fort he purpose of this study, H, hypothesis is developed in order to measure the
effects of authentic leadership on individual creativty.

H,: Authentic leadership significantly affects individual creativity.

As seen on Table 3, in the regression analysis authentic leadership and individual
creativity is added to the model. According to regression analysis findings, there is
a significant effect of authentic leadership on individual creativity (p=0.000<0.05).
Changes in individual creativity is explained by authentic leadership at 12.5% (Adjusted
R?). Also, as seen on Table 3, when one unit increases in authentic leadership, individual
creativity increases by 0.360 (B). Therefore, it can be said that as authentic leadership
increases, individual creativity rises. Thus, H, hypothesis is supported.

Table 3

Linear Regression Analysis Result of 1.H,
Dependent Variable: Individual creativity

Independent Variable: Beta t value p value

Authentic leadership 0.360 5.112 0.000
R=0.360; Adjusted R2=0.125; F value=26.130; p value=0.000

As mentioned before, another purpose of this study is to determine the effects of
authentic leadership subdimensions (balanced processing and self-awareness, relational
transparency, internalized moral perspective) on individual creativity.

Stepwise regression analysis is conducted to measure whether there is an effect of
2 CC 99 ¢¢

“balanced processing and self-awareness”, “relational transparency”, “internalized
moral perspective” on individual creativity.

The results of the stepwise regression analysis are shown in Table 4. According
to the results, there is one model arise. For the model, adjusted R? value is 12.7%, F
value is 9.509 and p value is 0.000. According to Model, the only variable influencing
individual creativity is “balanced processing and self-awareness”. Beta value of balanced
processing and self-awareness is 0.274 which is positive. Thus, it can be said that as
balanced processing and self-awareness increases, individual creativity rises.
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Table 4

Stepwise Regression Analysis about the Effect of Authentic Leadership Dimensions on Individual
Creativity

Dependent Variable: . . N .
Model Tndividual Creativity Beta Sig. Adjusted R F Sig.
Relational transparency 0.144 0.159
Internalized moral
! perspective -0.118 0.860 0.127 9.509 | 0.000
Balanced processing and 0.274 0012
Self-awareness

In this respect, “balanced processing and self-awareness significantly affects
individual creativity.” However, “relational transparency and internalized moral
perspective does not significantly affect individual creativity.”

At the same time, analyzes related to control variables were performed in the study.
However, no difference was found as a result of the analysis.

Conclusion, Limitations And Recommendations

In today’s highly competitive and rapidly changing business environment, leadership
has a significant role for the sustainable success of the organization. In this highky
competitive environment, organizations invest on innovation for new products and
services to differentiate their organization to be able to compete. At this point, individual
creativity is critical as a starting point of innovation.

Leadership is a lifelong process of self-discovery. In this perspective, leadership
starts through own essence and being authentic. Authentic leaders develop and
strengthen themselves through their life experiences and obstacles. Authentic leaders
share the same goals and values with the followers and encourage them. Also,
there are four dimensions of authentic leaders. These are self-awareness, relational
transparency, internalized moral perspective and balanced processing. Self-awareness
is critical to understand the meaning of the obstacles. Relational transparency promotes
open environment where people can express their own thoughts and suggestions.
Internalized moral perspective is core value of the leader. Authentic leaders build
their leadership on their values and promote in the organization. Balanced processing
would provide the environment where it is equal and objective for everyone. When
the leaders are authentic, people follow them naturally and have willingness to make
cooperation.

On the other side, due to globalization and development of technology, innovation
is getting more and more important for the organizations to differentiate their positions
and to achieve success in highly competitive business environment. At this point,
individual creativity is the generation of novel and useful ideas which are transformed
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to new products and services by innovation. Therefore, individual creativity is a
building block of innovation.

Authentic leadership has a positive impact on individual creativity by providing
relationships based on trust, objectivity, transparency, moral values and self-awareness.
In this way, authentic leaders encourage the employees to express their thoughts and
suggestions in open and safe environment. In this positive environment, employees
are motivated by the leaders concerning the generation of the new ideas and solutions.
Thereby, individual creativity is supported by the authentic leadership style. On the
other hand, self-awareness, relational transparency, internalized moral perspective and
balanced processing on the leader may also have positive impact on employees which
increases individual creativity as well.

This research aims to investigate the effects of authentic leadership on individual
creativity. For this purpose, this research was conducted with 177 employees working
in a global packaging company. In this study, it is found that authentic leadership
significantly affects individual creativity. It means that there is a positive relationship
between authentic leadership and individual creativity. This result is consistent also
with the previous researches in the literature (Hassan and Din 2019, Alzghoul et al.
2018, Chaudhary and Panda 2018, Hahm 2018, Mubarak and Noor 2018, Semedo et
al. 2018, Saglam 2017, Sanda and Arthur 2017, Zubair and Kamal 2017, Malik et al.
2016, Meng et al. 2016, Cerne et al. 2013, Dinger 2013, Miiceldili et al. 2013, Rego
etal. 2012). It can be said that authentic leaders provide more supportive environment
and relationships within the organization which promotes individual creativity.

Another finding of this study is that balanced processing and self-awareness
significantly affects individual creativity. This result is consistent with the research
of Miiceldili et al. (2013). In this respect, it can be said that balanced processing which
refers to evaluation all information in different aspects objectively before making
decision, improves fairness within organization and makes the employees feel trust
and confident in the working environment. Besides, self-awareness of the leader
implies knowing the strengths and weaknesses and aware of the results of the actions
on others. Authentic leaders evaluate the feedbacks from others for improvement. All
these positive manners of authentic leaders motivate employees for individual creativity
to express their thoughts and challenge with obstacles by providing new solutions.

Moreover, in this study, it is found that relational transparency which is dimension
of authentic leadership does not significantly affect individual creativity. As opposed
to transparency, creative work can be sometimes achieved in zones of privacy. On the
other hand, transparency is very important, however leadership skills should be used
smartly. In this perspective, leaders need to know what to share and when to withhold
by getting the balance right (Cable and Birkinshaw, 2017).
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In addition, one of the results of this study is internalized moral perspective which
is the one of the dimensions of authentic leadership does not significantly affect
individual creativity. This result can be explained that moral standards are developed
through cultural impacts (Hannah et al., 2005: 45). In this perspective, it can be said
that as the survey was conducted in different countries with employees from different
cultures, the perception of moral perspective will differ.

As mentioned before, this study was carried out in the packaging industry. Creativity
is important in packaging design to provide alternative solutions to reduce total cost
in customer supply chain. Therefore, packaging engineers are employed in the sector.
Because every company has different expectations from packaging and there are
different standards in countries. Therefore, employees are employed to meet these
needs. People who work in sales and sales support positions know these expectations
best. Because they are in constant communication with customers. For example,
customs regulations of countries may differ. Thus, employees make their designs by
evaluating specific cost areas in logistic flow such as transportation and warehousing
in accordance with the conditions of the country and using cost-effective raw materials.
For this reason, considering all these aspects, creativity is expected from employees
that are employed in the packaging industry. In this way, authentic leaders encourage
the employees to express their thoughts. Thereby, authentic leadership style positively
affects individual creativity.

Leadership is important for individual creativity. Leaders who have the features
of authentic leadership increase individual creativity of the employees. Individual
creativity is fostered in business environment based on cooperation. Leaders motivate
the followers by providing vision and common goal with trustful and open relationships.
These positive attitudes encourage creative behavior of the employees.

This study has some limitations. It was limited with only the employees working in
sales and sales support positions in a packaging company. Other employees that work
in this company and other employees that work in same and different sectors did not
implicate to within the context of this research. Furthermore, time problem is one of
the limitations in this research.

Other limitation of this research is that the sample of research consists of employees
working in a global company in different countries. Because of the location distances,
the surveys were collected through online survey tool by email. Also, another limitation
is that the employees who participated in the survey are from different cultures, attitudes,
behaviors and education background.

For future studies, it can be recommended to consider other variables to investigate
the outcomes of authentic leadership in the organization such as team creativity,
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organization identification, organizational silence, employee engagement, employee
innovative behavior, self-motivation, job satisfaction, employee empowerment and
organizational commitment.
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The Investigation of Generational Differences in the Effect of
Transformational Leadership on Organizational Commitment and
Job Satisfaction: A Research in the Pharmaceutical Industry*

Ozlem Ozbek' ®, Serdar Bozkurt?

Abstract

Research from past to present on organizational behavior and management may need to be re-evaluated according
to today’s conditions. In this context, it has become necessary to examine the relationship between leadership styles
and employees’ attitudes regarding both past and future generations. In the study, whether transformational leadership
and its dimensions affect employees’ job satisfaction and organizational commitment was investigated according to
generation differences. In the study, whether transformational leadership and its dimensions affect employees’ job
satisfaction and organizational commitment was investigated according to generation differences. This study contained
in the pharmaceutical sector in Turkey was carried out in 156 private-sector employees. The questionnaire technique
was used as a data collection method. As a result of the research, transformational leadership has affected both job
satisfaction and organizational commitment in X and Y generations. In addition, it was observed that the participants
made an evaluation close to the answer “satisfied” in terms of job satisfaction. On the other hand, to the statements
about the concepts of organizational commitment and transformational leadership, the participants gave a close answer
to the “agree” option. It has been determined that the employees’ job satisfaction and organizational commitment levels
do not differ according to demographic variables.
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Introduction

Nowadays, the rapid increase of competition and technological advances entails
a change in the organizations. In the 21st century, named the age of technology and
information, organizations need to know their employees closely and meet their
expectations to sustain their existence in the long term. Employees, who are the
most critical capital for organizations, may have different business life expectations
in every period. When the new generations stepped into the business life in the
2000s, organizations had to manage employees from different generations together.
The competitive marketplace and the differences in the employees’ profiles made
modernization and improvement in business processes necessary for organizations to
retain qualified employees in the long term and recruit new talents. In this direction,
today’s human resources departments and line managers of organizations examine
their employees’ organizational commitment and job satisfaction and interpret how to
evaluate the results. Realized the factors which affect the organizational commitment
and job satisfaction in generations with different characteristics working together in the
same organization is vital for organizations’ sustainable performance and productivity.
Since employees’ expectations and motivation levels with generation differences are
distinct, determining each generation’s various aspects is an important goal (Aka, 2018).

Simultaneously, with the effects of differences in employee profiles on human
resources applications, it has become essential to examining the concept of leadership.
In this context, there is a need for transformational leaders who can motivate employees
to achieve organizational goals, encourage them to think and develop new solutions,
increase their self-confidence and acquire new perspectives to provide a competitive
advantage because managers with transformational leadership characteristics can
influence employees and positively change their desire to stay in the organization
(Sarpbalkan, 2017: 1).

Today, intense competition in the pharmaceutical industry increases the demand for
organizations in the sector for qualified employees. In this context, developing policies
for attracting talented and potential employees to the organization and ensuring their
permanence have become organizations’ priorities in the relevant sector. The employee
turnover rate in the pharmaceutical industry is very high. According to a report, this
sector’s employee turnover rate is 18% as of 2018 (https://www.peryon.org.tr). For this
reason, organizations need to retain experienced employees and meet their expectations
by attracting potential talents to their organizations to gain a competitive advantage.
Thus, it will be possible to reduce the turnover rate through increased organizational
commitment and job satisfaction (Varol, 2010: 1). In this framework, the study’s main aim
is to examine how transformational leadership behaviors affect employees’ organizational
commitment and job satisfaction in the context of generations. The research results are
thought to be necessary, especially since preliminary data may be in a sectoral context.
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First of all, the concept of belt and the characteristics of the literature’s generations
are explained in the study. Then, in the literary context, the theoretical context and
definitions of the research variables were examined, and the relationships between them
were expressed. In the last section, research findings and results regarding employees
working in the pharmaceutical industry are included.

Generations

The fact that people born in approximate stages around each other have similar
characteristics and differences has led researchers to examine the concept of generation.
It is probable to find various critical perspectives and definitions depending on the
literature’s views regarding the belt. According to Merriam-Webster’s dictionary, a
generation’s concept refers to the period created by individuals born contemporaneously
(https://www.merriam-webster.com, 10.06.2020).

When the definitions of the concept of generation are examined, it is possible to see
that the most vital starting point of the descriptions is the periods in which individuals
are born. Each generation has unique life perception characteristics, holding on to life
beliefs, lifestyle, and work values. According to sociology, values, attitudes, and beliefs
prepare the ground for forming a new generation resembling each other, on average,
every 20 years. However, it is to go to the point of finding a different value, attitude,
and belief system by making a severe change of the values, beliefs, and attitudes of the
previous generations in a way that the generations formed over time with the effect of
a cycle that develops with the changing world belief (Calisir, 2017, 142).

The basis for research on generations was established by American historians
William Strauss and Neil Howe in the article named Generations published in 1991
(Kolnhofer-Derecskei, Reicher & Szeghegyi, 2017:107). When the historical process
is observed, it is evident that there are differences in the perception of a generation in
different disciplines. Research and studies in various fields like sociology, psychology,
history, and management science have contributed to creating and defining the generation
concept. Accordingly, investigations around the world show differences in determining
generational periods from country to country. The classification of generations is based
on cultural phenomena. When classifying a generation, different historical periods,
social events, and cultural effects are considered. Thus generational categories are
made in terms of these factors. Generally, suppose the generations that manifest
themselves in current studies are listed from the present to the past. In that case, they
can be expressed as Generation Z, X, Y, Baby Boomers, and Silent Belt (Adigiizel,
Batur & Eksili, 2014, 167).

Generation X (Gen X): This generation includes individuals born between 1965
and 1979. It is also called the Cross-Over Generation because it contains the effects of
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society’s changes and transformations. They witnessed the evolution of dynamics and
balances of the world that went through radical change processes due to the Cold War
era. This generation, who saw many other historical events besides the Cold War, felt
the effects of technological changes in how color televisions entered homes (Acilioglu,
2017, 25-26). Gen X members’ family, school, and circle of friends emerge as core
values. Members of this generation prioritize spiritual matters rather than material
wealth. At the same time, the realistic perspective and the ability to take responsibility
are some of the main characteristics of Gen X (Dabija, Bejan & Tipi, 2018). Gen X is
the generation most disinterested by their parents due to the previous baby boomers.
Consequently, those classified in this generation are individualists and tend to show
themselves in the crowds. They are highly faithful, and they try to establish themselves
by rising in their career. When Gen X grew up, the events in economic and political
contexts and the crowd of the population affected this generation considerably. It was a
dynamic from the point of its formation. Gen X is different from previous generations
in that it sets the line between work and life and provides balance. They are self-
confident, independent, and able to manage themselves freely (Zemke et al., 1999, 5).

Generation Y (Gen Y): This generation is more optimistic and idealistic. They
are more similar to those born in baby boomers than those in Moreover, Gen Y
professionals are considered the most difficult to recruit (Reisenwitz & Iyer, 2009:
92). According to the US Labor Bureau statistics results, 70% of Gen Y employees
are currently employed full-time or part-time, and many expect more than one job in
their lifetime (Kim, Knight, & Crutsinger, 2009). Gen Y is the first generation born in
a society that includes globalization and international interdependence. They have the
technological knowledge and personal capacity to be a member of a global community.
Howe emphasizes that seven basic features are representing Gen Y. These can be briefly
explained as follows: (Pendergast, 2010)

— Exclusive: They consider themselves unique because of their digital abilities
and being members of relatively smaller family units.

— Protected: Protected by Gen Y members, their parents, and members of broad
social audiences/networks.

— Confident: While acknowledging the uncertainty, they have generally experienced
a stable economic base, and thus a high level of confidence and optimism prevails.

— Team-oriented: They have had team-oriented experience since childhood.
Team-based sports organizations, volunteering opportunities, group-oriented
activities in schools are examples of these.

— Traditional: Gen Y members are considered to have relatively traditional
aspirations that focus on career, work-life balance, and citizenship.
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— Busy: Gen Y members feel the work’s intensity that fills many hours of their day.

— Success: Members of this generation are considered as the generation with the
most educational experience. Emphasis is placed on the relationship between
education and success.

Generation Z (Gen Z): They are also defined as internet generation (iGen) and
digital natives, and consist of those born from the midst 1990s to the late 2010s.
Individuals of this generation are digital natives because they haven’t experienced any
time before the internet. No other generation has ever had the opportunity to reach
technology so quickly and from an early age. Generation Z is used to interacting and
communicating all the time thanks to the technological advances in multimedia like
the invention of tablets, smartphones (cellphones, media players, cameras, etc.), flat-
screen televisions, and the emergence of social media (Turner, 2015). At the same
time, unlike other generations, this generation of individuals consists of network
youth. Since they have all the means necessary to communicate remotely, the thought
of being alone or living alone is prevalent. It may be possible to say that they have
developed the skills to undertake and manage multiple tasks simultaneously (Sezen,
2018). This generation that embraces the technology fast performs its tasks in great
detail and swiftly is accepted to be consumerists. They are quite multitasking and also
have advanced motor skills. The concept of authority is a concept that has lost its empty
meaning for this generation. Gen Z has an unconventional approach to their work,
working environment, and rules. This generation, born in the fullest of globalism, has
the characteristics of being impatient to wait, short attention span, and poor focus since
it can reach everything quickly. Individuals who are extremely active in socialization
have a high instinct to share their feelings, thoughts, and desires. In addition to doing
things faster, they enjoy creativity and innovations by searching for more fun ways to
do something (Tandogan, 2013, 27).

Literature Review and Hypothesis Development
- Transformational Leadership

The history of leadership is similar to the history of humanity. The notion of
leadership, which has a significant place in social terms, has gained more importance
with globalization and increasing competition conditions over the years. There is more
than one power of influence in shaping the leader’s behavior. There is no formation
dependent only on the leader himself. The culture he lives in, the education he receives,
the belief structure, the influence of the rules of the society he lives in, the family
structure, and the social environment have a considerable impact on shaping the
leader’s behaviors. Satisfaction with the job is becoming an issue that both managers
and employees pay great attention to and focus on today. In this context, what the
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employee expects, wants, and what kind of business life he/she will be in has become
very important for both the employee and the manager. For this reason, attention is
drawn to the fact that organization managers also have leadership characteristics.
Transformational leadership is tangible proof of the ideal leadership style needed
by organizations and audiences. Transformational leadership emphasizes the high
motivation of individuals by creating an inspiring future vision. Thus, transformational
leadership refers to a holistic perspective to meeting a group’s mutual objectives and
goals (Dartey-Baah, 2015; Bass 1985).

Transformational leaders create an appropriate vision in line with their followers’
goals and establish a special bond with them by using their charisma. Trying to be
a source of inspiration to employees enables them to convey high goals and critical
issues in a simple language by creating useful symbols. By undertaking the coaching
qualification, he advises his followers. It allows its followers to have authority over
decisions. It deals with each follower individually. It provides new perspectives of its
followers against problems (Tosi, Mero, & Rizzo, 2000, 473). There are four dominant
aspects of the studies related to transformational leadership. Charisma (idealized
influence) represents a leader’s activities regarding their charm, mission, and beliefs to
explain these dimensions briefly. This dimension includes the approach that prioritizes
his followers’ interests by leaving his parts in the background.

At the same time, transformational leaders are the people who are respected, trusted,
and appreciated. Employees tend to follow their leaders as a role model if they are working
with transformational leaders. Therefore, transformational leaders are determined as role
models (Kaygin & Giilliice, 2012, 267). Inspirational motivation includes ensuring that
employees show an excellent performance by helping them achieve their goals within
the organization (Wan Omar & Hussin, 2013, 348). Individualized consideration can be
expressed as a leader taking into account the needs of his/her audience, coaching and
mentoring them, and solving problems (Judge & Piccolo, 2004). Also, this dimension
covers the individual analysis capabilities of the followers. Ensuring employees’
participation in the transformation process contributes to the correct determination
of their demands, values, needs, and abilities (Giil & Sahin, 2011, 243). Intellectual
stimulation can be defined as a leader’s competence to take risks, face potential
problems, and offer new suggestions to their employees. Transformational leaders
provide intellectual stimulation, encouraging employees to embrace the research
process while at the same time thinking about existing problems in a different way.
At the same time, the leader supports the growth of employees’ loyalty to reaching
long-term objectives by wording high expectations and demonstrating trust in their
employees’ abilities. Thus, the employee can focus on the necessary resolutions and
goals that they can achieve in a longer time, instead of the goals and instant solutions
that they can implement in the short term (Savovi¢, 2017).
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- Organizational Commitment

The concept of organizational commitment (OC) can be described as the individual’s
attitude to recognize the organization and be identified with it. Three factors stand
out in organizational commitment defined in this way. These; (a) recognition of the
institution’s core values and objectives, (b) willingness to strive for the long-standing
sustainability of the institution, and (c) an enthusiasm to persist as an associate of
the institution (Porter et al., 1974). According to Staw and Salancik, most of the
organizational commitment definitions focus on behaviors related to commitment. For
example, the focus is on the apparent consequences of organizational commitment
when an employee constrained by his activities or actions that exceed normative and
formal expectations are expressed. Organizational commitment, also defined as strong
dedication, means more than the best organizational goals or conditions. Employees
with low organizational commitment will also have low performance and will not
overcome the obstacles quickly. Therefore, the probability of losing the opportunities
that confront him will increase (Maxwell, 1999).

Although the organization’s individuals’ professional competencies are an essential
factor, it will not be sufficient alone for success. Employees with high competence
but low commitment will not be willing to achieve the organization (Ulrich, 1998).
Many studies have confirmed that psychologically affiliated employees have higher
job satisfaction and more productive work output (Ng, 2015). Employees with high
organizational commitment can be expected to have higher job satisfaction, be more
compatible with their organization and job, and have higher productivity. Thus,
administrative costs can also be reduced (Karagoz, Saritas, and Karabuga, 2017, 141).

The relationship between TL and OC has been discussed in various aspects of
different studies in the literature. A study comparing transformational and transactional
leadership styles saw that JS and OC were higher in TL style (Emery & Barker, 2007).
In another study conducted by Tse and Lam, it was observed that TL behavior was in a
positive relationship with employees’ OC (Tse & Lam, 2008). As a result of the research
conducted by Yavuz (2009), significant relationships were found between employees’
OC and perceived TL. Riaz et al. (2011), on the other hand, in their study, it was
determined that managers who display TL behavior affect the affective commitment of
employees. The research of Dunn, Dastoor, and Sims (2012) found that transformational
leader behaviors were effective in employees’ organizational commitment. Gillet and
Vandenberghe (2014) found a relationship between the dimensions of OC and TL.
Chai, Hwang, and Joo (2017) stated that TL affects the study team members’ OC.
Keskes et al. (2018) found that TL affects the OC of workers. However, it is seen that
the differences between generations are not taken into account in terms of variables
that have been handled in the studies carried out until today. Accordingly;
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HI: TL has an effect on OC among employees in the X generation.
Hla: Dimensions of TL have an effect on OC among employees in the X generation.
H2: TL has an effect on OC for the employees in gen Y.
H2a: The dimensions of TL have an effect on OC for the employees in gen Y.
- Job Satisfaction

As job satisfaction (JS) is an abstract concept and bears relativity, many different
definitions have been used to explain it. According to Locke, most of the research on
job satisfaction is inadequate and repetitive. There was no systematic study about the
reasons and content of job satisfaction until the 1930s (Ttirk, 2007). According to Vroom,
JS is determined as an employee’s emotional orientation toward his / her current job
(Vroom, 1964, 99). On the other hand, Weiss asserts that job satisfaction determines
how much an employee is happy with their job (Weiss, 2002, 173). Hoppock sees job
satisfaction as a synthesis of physiological and environmental conditions necessary for
an employee to tell honestly that they are happy with their work. Even though external
factors influence job satisfaction, it is also related to individuals’ inner world, as it is a
concept related to how employees feel (Aziri, 2011). Based on all these definitions, it
can be expressed that job satisfaction has three critical characteristics (Luthans, 1995);

— JS is an abstract concept with an emphasis on emotional aspects.
— JS is generally about the extent to which needs and expectations are met.

— JS refers to different attitudes related to each other, such as wages, promotion
opportunities, colleagues, and management style.

To increase job satisfaction, which is one of the vital factors for organizations
to achieve their goals, it is necessary to know and learn the factors that ensure job
satisfaction (Tuta, 2008, 49). In this way, features affecting employees’ job satisfaction
can be determined, and the necessary measures can be taken. There are various studies
in the literature on the effect of TL on JS. In a survey of the impact of transactional
and leader TL behaviors on JS, it was observed that TL has a more significant effect
on JS (Sung, 2007). In the research conducted by Bushra et al. (2011) in the banking
sector, it was revealed that the most crucial reason for the change in JS is TL. The
study of Hanaysha et al. (2012) showed that individual assessment and intellectual
stimulation, which are among the TL characteristics, affect employees’ JS. However,
intellectual stimulation is positively correlated to JS, and individualized consideration
is negatively related. At the same time, this study shows that the leader’s charisma and
inspirational motivation do not affect job satisfaction. In the study by Tanriverdi and
Pagaoglu (2014), it was concluded that JS increases as TL’s perception increases. In
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the research of Eren and Titizoglu (2014), it is seen that TL has a positive influence
on JS. Choi et al. (2016) and Boamabh et al. (2018) also show that TL has a positive
effect on JS.

As the OC, the effect of TL on JS has been considered more on a sectoral or
dimensions basis in the studies conducted until today. However, it is seen that the
differences between generations are not taken into consideration. Accordingly;

H3: TL has an effect on JS among employees in the X generation.
H3a: Dimensions of TL in employees in the X generation affect JS.
H4: TL has an effect on JS among employees in gen Y.

H4a: Dimensions of TL have an effect on JS among employees in gen Y.

Methodology

Changes in the competitive market and employee profiles have made it necessary
to modernize and develop business processes to retain a qualified workforce in the
long term and employ new talents. The pharmaceutical industry is also one of the
areas where intense competition is experienced. In this sector, a market of 1.5 trillion
dollars is foreseen worldwide in the next five years. Sectoral growth in Turkey, Egypt,
and Pakistan would be more powerful compared to other countries is estimated. The
pharmaceutical industry needs to adapt to new business models around the world to
understand changing expectations. The innovative business models lead to manage
possible sectoral risks and develop innovative solutions while bringing essential
opportunities. With the growth of the market, it is predicted that employment in the
sector will increase. It will be crucial to understand the employee profile changes with
the changing expectations and innovations in the market and make the employment
plans accordingly (KPMG, 2019).

The research’s main problem is that TL’s effect on OC and JS are there differences
between generations?” in the form. Although it has been done on OC, JS, and TL in
the literature, no study can reveal the differences between the relevant sectors and
generations. In the last years, a small number of studies conducted on generational
differences in the survey show the pharmaceutical industry’s importance on research
in Turkey. It is assumed that the research will contribute to the organizational behavior
literature and administrators of other companies operating in the pharmaceutical industry.

In the study, the effect of perception of transformational leadership behaviors of X
and Y generation employees in the pharmaceutical industry on their JS and OC was
examined. Employees’ TL perception is the independent variable of the research, and
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JS and OC levels are dependent variables. In the study, the effect between dependent
and independent variables was examined according to generational differences. The
explanatory research model created with the variables included in the research is
shown in Figure 1.

Organizational
commitment
Transformational
leadership
\ Job satisfaction

Figure 1. Proposed model

Sample

In the study, which reveals TL’s effect on OC and JS in line with generation
differences, the research’s central mass consists of white-collar employees working
in the pharmaceutical industry. In determining the sample, the sample size was 150,
with a margin of 8% error at a 95% confidence interval. The questionnaire form
created on the survey collection program called surveey.com was distributed to the
relevant sector employees via the link, and 164 turns were received within the research
scope. However, eight questionnaires were left out of evaluation due to incomplete or
incorrect filling, and analysis was carried out with the remaining 156 questionnaires.
The snowball sampling technique, one of the non-probabilistic sampling methods,
was used in sample selection. In this context, the participants were asked to deliver
the questionnaire to individuals in the pharmaceutical industry, and the questionnaires
were filled out with this method.

Data Collection

The survey method was used to collect research data. The questionnaire form
consists of three scales and demographic questions. In the first scale, job satisfaction
levels of employees were measured. To measure the varying level of JS depending on
different variables, Weiss et al. (1967) and the Turkish validity and reliability study
of the Minnesota Job Satisfaction Scale, which was developed by Kuzgun, Sevim,
and Hamamci1 (1999), was used in the short form of 20 expressions. Questionnaire
items were evaluated with the 5-point Likert method. In the second scale, the OC
scale of Allen and Meyer (1990), whose Turkish validity and reliability study was
conducted by Dagli, El¢icek, and Han (2018), was used to measure the OC levels of
the employees. The scale consists of eighteen statements and measures commitment
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in three dimensions. The participants evaluate the expressions created on the 5-point
Likert scale. To measure TL perceptions of employees in the third scale, Podsakoff
et al. (1990) and adapted to Turkish by Iscan (2002), the transformational leadership
scale consisting of twenty-three expressions and five dimensions (Vision, Inspiration,
Intellectual Stimulation, Individualized Consideration, Having Success Expectation)
was used. It is the same as the OC scale in evaluations of this scale. In the last part of
the questionnaire, there are questions to determine the demographic characteristics
(such as gender, age, marital status, educational status, position, seniority at the
organization, total seniority).

Findings and Comments

The research data was analyzed on SPSS 18 program. Firstly, factor analysis
was performed for structural validity in the study; the scales’ reliability values were
calculated. Regression analysis was applied to examine the interactions of variables with
each other according to generation differences. The findings regarding the age, gender,
and educational status of the 156 pharmaceutical industry employees participating in
the study were as follows. All employees are 20 years old and above, and the oldest
employee is 55 years old. The participants’ age was founded to be attributed to X and
Y. While 42.3% of the study participants are Gen X employees, 57.1% of them are
Gen Y employees. 27.6% of the research employees are master / doctoral graduates,
58.3% are university graduates, and 14.1% are vocational and high school graduates.
According to the findings, it was concluded that the participants’ education levels
were mostly undergraduate and above. 63.5% of the study employees are men, and
36.5% are women (Table 1).

Table 1
Demographic Characteristics of the Participants
Variables Characteristics Frequency Percent
X (40 - 55) 66 423
Age Y (20-39) 89 57.1
Not stating 1 0.6
Female 57 36.5
Gender Male 99 63.5
High School 10 6.4
Education Vocational school 12 7.7
University 91 58.3
Master / Ph.D. 43 27.6
- Factor Analysis

Factor structures of TL and OC scales were examined. As the JS scale has a one-
dimensional structure, factor analysis was not concerned for it. First of all, the factor
analysis of the TL scale was conducted. KMO value of the transformational leadership
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scale as a result of the analysis .949 and Bartlett Test of Sphericity (p <.05) (Chi-Square
=2970.524, df = 190). Since the KMO value is very close to 1, the sampling adequacy
power is excellent (Sipahi, Yurtkoru ve Cinko, 2006, 80). Varimax rotation-based
principal component analysis was applied to the transformational leadership scale. As

a result of the factor analysis of the scale, a two-factor structure has emerged. Among
these factors, Create a Vision explains 52.86% of the variability, while the factor of
Having Success Expectation explains 16.37% of the variability. The ratio of explaining
the variance of the whole scale was calculated as 69.23%. The factor analysis results
for the TL scale are shown in Table 2.

Table 2

TL Scale Factor Analysis

Dimensions | Items Factor loadings | Percent
My manager 'tries to create team thinking and spirit 880
in his subordinates.
My manager tries to make the employees team 863
players.
My manager respects my personal feelings. .845
My manager acts by considering my feelings. .829
My manager is an exemplary leader for me. .827
My manager acts by considering my personal needs. .821
My manager encourages me to raise my expectations g1
for my job and career. )
My manager attaches impgrtance to subordinates’ 21
commitment to the determined goals.

Factor 1: My manager urges his subordinates to work for the 820

Vision same purpose.
My manager sets an example to employees with his 318
behavior rather than words.
My manager tries to inspire his subordinates with his 803
plans. 52.86
My manager makes continuous collaboration in in- 797
house teamwork.
My manager encourages me to solve routine 785
problems with a new perspective. )
My manager ensures that emp@oye.:es participate in 772
the establishment of the organization’s goals. )
My manager asks questions that make me think. 729
My manager has a clear idea of the future state of the 539
business. )
My manager always expects us to do the best and 768

Factor 2: | better.

Having My manager fioes not see F}}e second-best as a success 736

Success ' when evaluating our activities. 16.37

Expectation | My manager tells us and makes it clear that he expects 678

a lot from us.
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KMO value of the OC scale. 878 and Bartlett’s Test of Sphericity (p <.05) (Chi-Square
=1126,722, df = 105). The results of the factor analysis made for the organizational
commitment scale are shown in Table 3. After the factor analysis, expressions with a
factor load less than 0.50 and vision a factor with a single item were removed from
the scale. Three statements were removed from the scale with 18 items in total. As a
result of the scale’s factor analysis, a three-factor structure has emerged, overlapping
the literature. Among these factors, affective commitment explains 39.77% of the
variability, while the continuation commitment factor explains 15.64% of the variability,
and normative commitment explains 7%. The rate of explaining the variance of the
whole scale was calculated as 62.41%. The results of the factor analysis made for the
organizational commitment scale are shown in Table 3.

Table 3
OC Scale Factor Analysis
Dimensions | Items Factor loadings | Percent
I don’t feel “emotionally attached” to the 326
organization. )
Spending the rest of my professional life in this 790
organization makes me very happy. )
I feel no moral obligation to stay in my current 769
workplace. ’
Factm.' L: I don’t think I belong to this organization very much. 758
Affective i organization h tional place and
commitment organization has an exceptional place an 748
meaning for me.
This organization deserves my loyalty. 739
i i}erel:l like the problems of this organization are my 712 3977
I am currently working at my workplace out of
. . 701
necessity, not because I want it.
I do not feel “part of the family” in my organization. .678
If I hadn’t put so much effort into this organization, I
. . . .870
Factor 2: might have considered working elsewhere.
Continuance | Even if I wanted to, it would be challenging for me 763
Commitment | to leave my organization now. )
I cannot think of quitting my job because the job 756 15.64
areas are minimal. )
Although it is advantageous for me, I feel that it is 840
Factor 3: not right to leave my organization right now. )
Normative |1 would feel guilty if I leave my organization now. .634
Commitment | | wouldn’t leave my organization right now, as I feel 7.00
) .627
obligated to the people here.

- Reliability Analysis

The Cronbach Alpha coefficient determined the reliability values of the scales used in
the research. As a result of the reliability analysis for 20 statements in the job satisfaction
scale, the Cronbach Alpha value was determined as .887. The Cronbach Alpha value
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for fifteen items on the OC scale was determined as .871. Cronbach’s Alpha value
of the TL scale for nineteen statements was determined as 0.965. In terms of social
sciences, values of .70 and above show that the scales are reliable (Kilig, 2016, 47).

- Descriptive Statistics

According to the arithmetic mean and standard deviation results of the research scales,
the mean for the organizational commitment scale is x= 3.54 (¢ = .67), the average
for the job satisfaction scale x= 3.93 (o = .51), for the transformational leadership
scale the mean x= 3.64 (c = .81). According to this result, the participants evaluated
the “agree” option for the statements in the scale of organizational commitment and
transformational leadership. The job satisfaction scale expressions’ evaluation results
are close to the “satisfied” option (Table 4).

Table 4

Descriptive Statistics

Dimensions X o
Organizational Commitment 3.54 .67
Affective Commitment 3.88 .82
Normative Commitment 3,12 93
Continuance Commitment 3,17 75
Job Satisfaction 3.93 51
Transformational leadership 3.64 .81
Vision 3,62 .89
Having success expectation 3,74 .69

As shown in Table 5, a high level of positive and significant relationship was found
between TL and JS (r =.74, p <.01). There is a high level of positive correlation (r =
.73, p <.01) between the vision dimension of TL and JS. It was determined that there
is a moderately positive correlation (r = .48, p <.01) between the success expectation
dimension of TL and JS.

It was found that there is a moderately positive relationship between OC and TL
variables (r = .57, p <.01). Medium-level positive relationships between TL and the
normative commitment dimension of OC (r = .34, p <.01), and close to high-level
positive-direction relationships with affective commitment (r = .60, p <.01) were
found. There was no significant relationship between the continuance commitment
dimension of OC and the TL variable. (p =.157> 0.05).
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Table 5

Correlations

Variables 1 2 3 4 5 6 7 8
Transformational 1

leadership (1) r

.. r| .993%* 1

Vision (2) o 000

Having success | | .601%* | .505%* 1

expectation (3) p| .000 .000

Job satisfaction | r | J747** | 737%* | .483** 1

“) p| 000 | .000 | .000

Organizational r| S71%% | 567%* | .343%* | .615%* 1

commitment (5) |p| .000 | .000 | .000 | .000

Continuance r 114 .096 .185% 113 483%* 1

commitment (6) |p| .157 233 .021 162 .000

Normative r| 348%% | 342%* | 236%* | .314%* | [738*%* | 382%* 1
commitment (7) |p| .000 | .000 | .003 | .000 | .000 | .000

Affective r| .604%* | ,608%* | .305%* | .678*%* | .895*%* | 113 | .478** 1

commitment (8) |p| .000 .000 .000 .000 .000 161 .000
*¥p<.01,*p<.05 , N=156

Regression analysis was used to determine how one variable explains the other in the
relations of variables. Regression and correlation analyses are interrelated measurements.
While correlation measures the relationship between two variables based on causality;
regression explains the effects of variables on each other with a cause-effect relationship
(Stimbiiloglu & Stimbiiloglu, 2019). To test the research hypotheses, the impact of TL
and its sub-dimensions on JS and then OC was investigated. The study’s main aim is to
determine the interaction between variables according to generation differences. The
data set was divided into the first-gen Y and then according to gen X, and regression
analyzes were conducted.

HI: TL has an effect on JS among employees in the Y generation.

A regression analysis was performed to test the hypothesis. As a result of the
analysis, it is seen that TL perception explains 59.3% of the change in JS among Y
generation employees. It is expressed as the regression equation of TL and JS variables
(Transformational leadership = 2,191 + .047 * job satisfaction). According to the
equation, one unit increase in transformational leadership will result in a .047 unit
increase in JS. According to the ANOVA analysis results, the model was significant (p
=.000 <0.05). To examine the autocorrelation between variables, the Durbin-Watson
value was calculated. When this value is between 1.5 and 2.5, it will be concluded that
there is no autocorrelation between variables (Oztiirk, 2009, 264). Since the Durbin-
Watson value in the model was found to be 1.932, it was concluded that there was no
autocorrelation between variables.
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Table 6

Regression Analysis Regarding the Effect of TL on JS for Gen Y Employees

Ind§pendent Beta t-value F-value p
variable

Transformational 047 11.251 126.594 000
leadership

r=.77,R*=.59, N=89
Dependent variable: Job satisfaction

Hla: Dimensions of TL have an effect on JS among employees in the Y generation.

The test of the hypothesis in the form was determined by regression analysis. It is
seen that TL perception explains 59.9% of the change in JS among millennial employees
(R2=.599). Regression equations of sub-dimensions of TL and JS variables are expressed
as (Having success expectation = 2.066 + .142 * job satisfaction) and (vision = 2.066 +
.365 * job satisfaction). According to the equation, one unit increase in the dimension of
having success expectations increased job satisfaction .142 unit increases in the dimension
of vision, and one unit increases job satisfaction. It will cause an increase of .365 units.

Table 7

Regression Analysis of the Effects of the Dimensions of TL on JS for Gen Y Employees
Independent variable Beta t-value F p
Vision 365 7,761 .000
Having success 142 2387 64.158 019
expectation

r=.77,R*>=.59, N=89
Dependent variable: Job satisfaction

H2: TL has an effect on OC in gen Y employees.

The hypothesis was tested by regression analysis. It is seen that transformational
leadership perception explains 37% of the change in organizational commitment among
Y generation employees. It is expressed as the regression equation (Transformational
leadership =1.550 + .537 * organizational commitment) for the variables of TL and OC.
According to the equation, a 1 unit increase in transformational leadership will result in
a .537 unit increase in organizational commitment. According to the ANOVA analysis
results, the model to be significant (p =0.000 <0.05). Since the Durbin-Watson value was
calculated as 1.682, it was concluded that there was no autocorrelation between variables.

Table 8
Regression Analysis of the Effect of TL on OC for Gen Y Employees
Independent variable Beta t-value F p
Transformational 537 7.163 51.311 .000
leadership

r=.609 , R? =371, N=89
Dependent variable: Organizational commitment
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H2a: TL dimensions have an effect on OC in gen Y employees.

According to the results of the regression analysis related to the hypothesis, it is
seen that the TL perception among the gen Y employees explains 37% of the change in
organizational commitment. According to the analysis result, the dimension of having
success expectations is not significant (p = .580> .05). Only the dimension of vision
is seen significantly in the model (p =.000 <.05). Therefore, the regression equation
for vision and organizational commitment variables is expressed as (Vision = 1,597
+, 466 * organizational commitment). According to the equation, one unit increase
in the vision dimension will increase .466 units in organizational commitment. In
this context, it was determined that only the vision dimension of TL was effective in
explaining organizational commitment, and the H2a hypothesis was partially accepted.

Table 9

Regression Analysis of the Effects of TL Dimensions on OC for Gen Y Employees
Ind.ependent Beta t-value F p
variables

Vision ,466 5,535 .000
Having success 059 555 25.407 580
expectation

=609 , R?=.371, N=89
Dependent variable: Organizational commitment

H3: TL has an effect on JS among X generation employees.

When the results of the regression analysis regarding the hypothesis are examined, it
is seen that the transformational leadership perception explains 51.5% of the change in
JS in X generation employees. It is expressed as the regression equation of TL and JS
variables (Transformational leadership =2.215 +, 0477 * job satisfaction). According to
the equation, one unit increase in transformational leadership will result in a .047 unit
increase in job satisfaction. According to the ANOVA analysis results, the model was
significant (p = .000 <.05). Since the Durbin-Watson value was calculated as 2.215,
it was concluded that there was no autocorrelation between variables.

Table 10

Regression Analysis of the Effect of TL on JS for Gen X Employees

Independent

variable Beta t-value F p
TL .047 8.244 67.965 .000

=71, R*=.51,N=66
Dependent variable: Job satisfaction

H3a: Dimensions of TL have an effect on JS in gen X employees.
According to the regression analysis results for the hypothesis, the dimension of

having success expectation does not seem significant in the model (p = .296> .05).
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The vision dimension is statistically significant (p = .000 <.05). In this context, it has
been determined that only the vision dimension of transformational leadership in Gen
X effectively explains job satisfaction. In this framework, the regression equation is
expressed as (Vision = 2,203 +, 400 * job satisfaction). According to the equation,
one unit increase in the vision dimension will increase .400 units in organizational
commitment.

Table 11
Regression Analysis of the Effects of the Dimensions of TL on JS for Gen X Employees
Independent variable Beta t-value F p
Vision 400 6.977 000
Having success 081 1,055 33.456 206
expectation

r=.71,R*=51,N=66
Dependent variable: Job satisfaction

H4: TL has an effect on OC in gen X employees.

When the results of the regression analysis of the hypothesis, it is seen that the
transformational leadership perception in X generation employees explains 27% of
the change in organizational commitment. It is expressed as the regression equation
(Transformational leadership = 2,148 +, 400 * organizational commitment) for the
variables of TL and OC. According to the equation, one unit increase in TL will result
in a .400 unit increase in OC. According to the ANOVA analysis results, the model was
found to be significant (p =.000 <.05). Since the Durbin-Watson value was calculated
as 1,869, it was concluded that there was no autocorrelation between variables.

Table 12
Regression Analysis of the Effect of TL on OC for Gen X Employees
Indfependent Beta t-value F p
variable
Transformational

. 400 4.920 24.209 .000
leadership

=52, R?=.27,N=66
Dependent variable: Organizational Commitment

H4a: Dimensions of TL have an effect on OC in Gen X employees.

The test of the hypothesis was carried out by regression analysis. It is seen that
transformational leadership perception explains 27.5% of the change in organizational
commitment in X generation employees. While the dimension of having success
expectation in the model is not significant (p =.481>.05), vision is significant (p =.000
<.05). In this context, it was determined that only the vision dimension of transformational
leadership in GenX effectively explained organizational commitment. It is expressed
as the regression equation (Vision = 2.118 + .332 * organizational commitment) of
the variables of vision and organizational commitment of transformational leadership.
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According to the equation, a one-unit increase in the dimension of vision will increase
.332 units in organizational commitment.

Table 13

Regression Analysis of the Effects of TL Dimensions on OC for Gen X Employees

Ind_ep endent Beta t-value F p
variable

Vision 332 4.123 .000
Having success 076 0.708 11,925 481
expectation

=52, R?=.27,N=66
Dependent variable: Organizational Commitment

Result and Discussion

In the globalizing world, the most crucial power of organizations seems to be
human capital. As is known, human capital is the sum of the knowledge, skills, and
abilities of the individuals working in an organization. At the same time, human
capital is valuable and can be developed with appropriate investment (CIPD, 2017).
It can understand the needs of the employees and produce solutions for these needs.
Generational differences of employees are also the subject of research as an essential
factor in shaping these needs. In Deloitte’s (2017) study, the rate of Gen Y employees
in our country, who stated that they wanted to leave their jobs within two years, was
determined to be almost one of two.

For businesses to sustain their existence in the long term, it will be possible to
effectively manage these differences by increasing their JS and OC employees. In this
context, it becomes crucial to examine the leadership style that can enable employees
to connect to their organizations and increase their JS. In the study, TL’s effect on
JS and OC was examined in the context of generations. As a result of the research, a
relationship has been found between TL and JS in the context of generations. Also, it
was observed that the vision dimension of TL was more effective on JS. Employees
of Gen Y perceive TL and change in JS more than Gen X employees. When the
relationship between having success expectation and vision and job satisfaction, which
are the dimensions of transformational leadership, was examined, it was determined
that both dimensions affected JS in the Y generation. Simultaneously, it was found
that only the vision dimension affected JS in gen X.

In the study, it was found that there is a moderate positive relationship between TL
and OC. TL and normative commitment, OC’s dimension, have moderately positive
relationships with affective commitment and close to high levels. No significant
relationship was found between the continuance commitment dimension of organizational
commitment and transformational leadership. The effect of TL on OC was observed
to be more generous in Gen Y employees compared to Gen X employees. While the
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vision dimension of TL affects OC in both X and Y generations, the dimension of
having success expectations has not been found to affect organizational commitment.
Also, the study did not show differences in terms of demographic characteristics.

Although a similar study is not found in the literature, it is seen that some variables are
related to the results of the investigation. Da Silva et al. (2012), it was determined that
leadership style is the determinant of organizational commitment between generations X
and Y. In the meta-analysis study of Costanza et al. (2012), it is stated that generational
differences do not make any difference in job-related results (organizational commitment,
job satisfaction, etc.). In the study of Cucina et al. (2018), it was stated that job
satisfaction varies between generations, but this difference is meager. In another study,
it has been determined that Gen X has higher job performance, JS, and OC than Gen
Y (Bridges, 2018). Mehra and Nickerson’s (2019) study shows that especially Gen
Y managers have the least job satisfaction in the workplace. This study is a pioneer
for future studies. In this context, it may be appropriate to make different analyzes
by comparing the research results with the results of a survey that will include other
sectors. It may also be useful to test the study in larger samples. The results of this
research are thought to be important for human resources management and organizational
policymakers. Especially in organizations with different generations, it is vital to
identify the needs to ensure JS and OC and how they will be presented to the managers.

Limitations

It was assumed by the participants that the expressions in the questionnaire form were
understood correctly and that they answered the questions without being under any pressure.
The most important constraint of the study is that the pharmaceutical sector employees
participating in the survey stated that they had time constraints due to their workload.
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Abstract

The study was conducted in an industry leading company to examine the two dimensions of market orientation (customer
orientation and competitor orientation) from the perspective of its sales employees and customers and to explain their
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Introduction

Marketing has significant effects on the strategic orientations and performance
outcomes of the business (Cacciolatti and Lee, 2016). The field of marketing, like other
disciplines (economics, strategic management, organizational behavior, operations
management, etc.), plays an important role in the development and implementation of
business strategy by uniquely promoting the potential to gain competitive advantage.
In this respect, it plays an important role in the processes of determining both business-
level strategies and corporate-level strategies (Hunt and Lambe, 2000). Companies,
regardless of whether they are a follower or a market leader, need to be able to develop
competitive marketing strategies that will position themselves against their competitors
in the most effective way and adapt this quickly to the ever-changing competitive
environment (Kotler et al. 1999). Because the continuity of business life is achieved
per the success of competitive strategies. Competitive strategies are also shaped by
the contribution of functions. The determination of marketing activities on business
performance is an important indicator of the effectiveness of the marketing function.
This indicator expresses the contribution of marketing to competition (O’Sullivan
and Abela, 2007).

Supporting competitive strategies with market-oriented instruments makes the
strategies more effective. Market orientation can help explain performance differences
between firms. Because customer orientation and competitor orientation are part of the
strategic orientation of the business. The strategic orientation reflects the broad set of
strategic choices applied in the pursuit of sustainable superior performance. In order to
achieve superior performance, a predisposition for conducting harmonious activities is
required (Sorensen, 2009). According to Dev et al. (2009), market orientation provides
a suitable cultural environment for creating value and higher performance. Thus, both
more value is created for customers and better performance can be obtained continuously.

While a customer-oriented company focuses more on its customers to create high-
value, the competitor-oriented company primarily focuses more on the activities of
competitors (Deshpande et al. 1993; Day, 1994). For this, it monitors competitor
movements and market shares and develops strategies to counter them. Customer-
oriented companies are better placed to spot new opportunities and develop long-term
strategies. These companies can determine the importance of customer needs more
accurately by observing the change in demands. In the development process, companies
have been product-oriented in the first stage, customer-oriented only in the second
stage, and only competitor-oriented in the third stage. Today’s companies need to
be both customer-oriented and competitor-oriented, ie market-oriented (Kotler et al.
1999). Market orientation can balance both approaches with appropriate coordination
mechanisms (Kotler et al. 2005).
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Dimensions of market orientation and marketing performance are among the
frequently used strategic marketing concepts. However, very little is known about the
variations in which these concepts should be combined to achieve high performance.
There are common beliefs that market orientation is an important predictor of business
performance, and these are also supported by the literature (Frosen et al. 2016). This
situation indicates that more effort is required to understand the concepts.

Market orientation is an important determinant of marketing performance. It can
be said that the market orientation level of an organization has a significant effect on
its marketing performance. However, market orientation as an antecedent seems to be
largely ignored by international marketing literature. The reason for this is that market
orientation is considered a proven indicator of enhanced performance in the local
context (Julian, 2010). The effect of being close to both customers and competitors
on market orientation and marketing performance indicators thus becomes evident.

Literature Review

Dimensions of Market Orientation

The market is the place where products are sold and earned in return. It consists of
all potential customers who are willing and empowered to make changes to meet wants
and needs. A real market is created when the wants and needs of potential customers
are supported by their purchasing power (Hollensen, 2015).

Market orientation includes coordinated activities to meet the demands of all
potential customers. The main motivation is not to produce and sell, but to identify
and meet demands (Brassington and Pettitt, 2013). This understanding is most clearly
demonstrated by the studies of Kohli and Jaworski (1990) and Narver and Slater (1990).
According to them, market orientation concerns not only the marketing function but
the whole organization. Because all business functions are responsible for collecting,
disseminating, and responding to market information. For this reason, all functions
and processes must have the awareness of creating superior customer value (Ekber
and Ahmadov, 2017).

According to Kohli and Jaworski (1990), market orientation consists of three
components. These are; i) intelligence generation, #7) sharing the information gathered
(intelligence dissemination), and iii) feeling responsiveness to the demands of the
market. Gathering information is the beginning of being market-oriented and is about
identifying factors that influence the needs and preferences of the market. Therefore,
it is more of a concept than customer demand. Information sharing is the sharing of
collected information between business functions. Responsibility, on the other hand,
requires being sensitive to market information and being able to take action before
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competitors to fulfill the requirements of this information. Thus, market orientation
refers to the collection of market information for customer needs by the company, its
dissemination throughout the enterprise, and its response as a whole business.

According to Narver and Slater (1990), market orientation consists of three behavioral
components and two decision criteria. These are; i) customer orientation, ij) competitor
orientation, #ii) inter-functional coordination, iv) long-term focus, and v) profitability.
Behavioral components and decision criteria are conceptually closely related. However,
since the decision criteria are not very valid in practice, they may find limited use in
measuring market orientation.

The three prominent elements in Kohler and Jaworski’s (1990) definitions and the
three prominent elements in Narver and Slater’s (1990) definitions show similarities.
Slater and Narver (1994) also pointed out that each of the components of market
orientation emphasizes information collection, dissemination, and responsibility within
itself, and therefore their definitions parallel those of Kohli and Jaworski (Ekber and
Ahmadov, 2017). However, studies show that market orientation dimensions defined
by Narver and Slater (1990) have stronger validity and reliability and can conceptualize
the structure in terms of capturing the customer value (Hilman and Kaliappen, 2014).
It is stated that the dimensions also provide information about the way the company
tends to the market and the degree of orientation (Bigne et al. 2000).

Another element that stands out in the definitions is related to whether the market
orientation is a culture or a process. While Narver and Slater (1990) defines market
orientation as organizational culture, some researchers (Deshpande et al., 1993; Shapiro,
1998) led by Kohli and Jaworski (1990) define it as behavioral processes. According
to Narver et al. (1998), market orientation refers to a business culture in which all
employees are constantly determined to create superior value for customers. Those who
think it is a behavioral process argue that culture guides behaviors and that if there are
gaps in the understanding of creating superior customer value, market-oriented behavior
cannot exist on its own, and argue that customer-oriented activities are a symptom of
the organizational culture. Indeed, if no culture is adopted, the assumption that the
behaviors cannot be applied correctly or will cover a temporary period seems more
plausible (Ekber and Ahmadov, 2017). The general acceptance reached today is that
market orientation is not only an element of behavioral processes but also an element
of culture that encompasses values and beliefs (Hurley and Hult, 1998).

Another approach to the multidimensionality of market orientation is that the concept
is only about customers and developing customer-oriented strategies (Ruekert, 1992).
Strategy processes are carried out by considering customer demands and developing
specific strategies to meet them. This definition excludes competitors by evaluating
the market orientation only from the perspective of the customer. Marketing means
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creating satisfied customers, and perceiving the company as competitor-oriented can
reduce customer satisfaction. Moreover, even if competitor focus is aimed at providing
customers with better products than competitors, it may result in companies turning
towards competitors rather than customers. In this context, adopting customer-oriented
as a culture and considering competitor-oriented within activities may result in a more
accurate market focus. In other words, a customer-oriented culture is followed by a
customer and competitor-oriented behaviors. Thus, customers will be satisfied when
they know that competitor-oriented behaviors are the result of a customer-oriented
culture, otherwise, they will have a negative perception (Ekber and Ahmadov, 2017).

Businesses prefer to be market-oriented due to their superior market and financial
performance expectations. However, businesses have had limited success in developing
such a culture. The main reason for this is their inability to have a market-oriented
learning approach (Narver et al. 1998). Whereas, market knowledge is at the center
of market orientation and requires the systematic collection and sharing of knowledge
and their systematic use in strategy development and implementation stages. Thus,
knowledge can be managed properly by creating superior customer value profitably
and maintaining it (Stoelhors and van Raaij, 2004).

Those who do not include inter-functional coordination in market orientation,
although it contributes to the successful execution of market focus, explain this situation
by the fact that practical factors should not be included in the thinking. In researches
on customers, it is seen that coordination between functions does not mean much
for customers. In this context, the view that inter-functional coordination can only
be considered as one of the antecedents required for successful execution of market-
oriented behaviors comes to the fore (Ekber and Ahmadov, 2017). Hence, it is stated
that inter-functional coordination can be considered as a mediator variable between
behavioral and cultural perspectives (Alhakimi and Baharun, 2009).

On the other hand, while the business needs to focus more externally for customer
oriented and competitor oriented, it is necessary to focus more internally for inter-
functional coordination. This is a great challenge to be achieved. Because it is difficult
to coordinate a salesperson who talks to a customer every day or can get information
about a competitor, and employees who rarely meet with them and often see their
colleagues, in line with common market goals (Fifield, 2007). For these reasons, the
dimension of inter-functional coordination was excluded from the research.

Customer orientation and competitor orientation, which are two basic market
orientation concepts, can provide a competitive advantage to businesses. In this
context, businesses that analyze their customers and competitors well can gain a
competitive advantage (Arli, 2016). Marketing literature has largely focused on these
two orientations. Businesses also turn to market orientation as a strategy to meet the
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needs of customers, to increase their satisfaction and thus leave their competitors
behind. (Hilman and Kaliappen, 2014).

Customer Orientation

Customer focus is an activity that leads the business to understand the desires that
customers express to obtain satisfactory products and services. Creating a superior
value for customers requires an understanding of the entire value chain. Understanding
customers, being determined to satisfy customers, and always monitoring customer
needs and desires are features of customer focus (Adi et al., 2018).

Customer orientation is seeing the customer as the highest value. The two most
fundamental principles of modern marketing thinking are customer value and customer
satisfaction. The main indicator of the effectiveness of strategic applications in marketing
activities is that the desire to satisfy the needs, expectations, and wishes of customers
in the target market segment is accepted as the greatest value by all employees (Bulut
et al. 2009).

Customer orientation is a set of belief that prioritizes the interests of the customer,
without ignoring the interests of other stakeholders to create a profitable business
in the long run (Deshpande et al. 1993). Customer orientation ensures that a firm
understands its target buyers sufficiently and thus can continuously create superior
value for them (Sorensen, 2009).

The importance of customer orientation in the marketing literature stems from
its central role in achieving customer satisfaction and therefore organizational goals
(Hollensen, 2015). Among the dimensions of market orientation, it is stated that only
customer orientation has a direct positive effect on firm performance (Smirnova et al.
2012) and customer orientation contributes to business performance by first affecting
market performance and thus determining financial performance (Zhu and Nakata, 2007).

Competitor Orientation

A market-oriented organization should consider not only how well their products
are suited to customer needs, but also how well they perform against their competitors
and gather intelligence on competitors’ abilities and strategies. This information is very
important in understanding the market orientation levels and cultures of competitors
(Alhakimi and Baharun, 2009). It also helps to understand competitor strategies,
identify their strengths and weaknesses (Narver and Slater, 1990), and make sense of
their decisions and activities (Day, 1994; Theodosiou et al. 2012).

To be able to anticipate the strategic moves of competitors and to learn about the
market situations in order to differentiate, strengthens the strategic decisions to be
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taken. For this reason, companies attach importance to obtaining information about
their competitors as well as their customers to maintain their competitive advantage.
In this context, competitor orientation can be used as an important tool to analyze
the strengths and weaknesses of competitors in the short term, to identify potential
competitors in the medium term, and to question all kinds of activities and values of
competitors in the long term. Thus, it becomes possible to anticipate the capabilities
and strategies that competitors can develop and to develop preventive mechanisms
against these threats (Bulut et al. 2009).

Competitor-oriented companies evaluate their competitors in detail and
use this information to achieve sustainable competitive advantage and high
performance. Therefore, competitor-oriented companies need to develop an
understanding and awareness of their competitors’ market knowledge and marketing
strategies. Competitor orientation helps the business to study competitor strategies and
to finalize its own competitive strategy accordingly (Hilman and Kaliappen, 2014).

Competitor orientation requires companies to understand the long-term capabilities
and strategies of their current and potential competitors, as well as their short-term
strengths and weaknesses. An effective strategy in market orientation requires not
only consideration of customers but also of competitor strategies. An unbalanced
focus on competitors is also undesirable because too much interest in competition can
make customers forget. Basically, customer orientation and competitor orientation are
interrelated dimensions and integral is also a unity in the concept of market orientation.
Therefore, sales people must gather information about competitors and discuss with
company leaders about how competitors are developing their strategies (Adi et al., 2018).

Market Orientation and Performance

Market orientation is considered as the heart of modern marketing management and
marketing strategies. It is known that market orientation affects the performance of the
company and has a positive effect on profitability. In this context, it can be said that
an enterprise that increases its market orientation will increase its market performance
(Narver and Slater, 1990).

There are many studies in the literature about the direct effects of being market-
oriented on performance and competitive advantage. According to these studies,
market-oriented companies can identify market requirements and changes accurately
and quickly, and respond quickly and appropriately to demand and gain a competitive
advantage. In this regard, it is thought that small and medium-sized companies are
more advantageous for reasons such as being closer to the customer, being less formal,
and the demands reaching the decision mechanisms more directly due to less hierarchy
(Keskin, 2006).
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The relationship between market orientation and business performance can be
defined as the ability to understand and satisfy customers’ wants and needs to create
a sustainable competitive advantage. In other words, companies that know what their
customers’ current and future needs and wishes are, can develop long-term strategies that
will enable them to take advantage of opportunities by strengthening their weaknesses
and further developing their strengths, and create superior value for their customers
and stakeholders by minimizing potential and current competitor threats. This path
is a strategic way to create a sustainable competitive advantage (Julian et al.2014).

Market performance is related to the extent to which the market is focused (Ambler
et al. 2001). The literature shows that a market-oriented culture indirectly affects
financial performance through market performance, and this relationship is stronger
in dynamic markets. It is known that market-oriented behaviors also have a significant
positive effect on market performance (Homburg and Pflesser, 2000). Its effects on
business performance are also confirmed by numerous studies. However, there are a
limited number of studies on the effects of market orientation on marketing performance
(Eusebio et al. 2006; Julian et al. 2014; Frosen et al. 2016). This small number of
studies document the positive effects of market orientation on performance (Sorensen,
2009; Pleshko and Cronin, 1997). Besides, the results show that offering more value
to customers than competitors both improves market and marketing performance. This
effect indicates that it is possible to positively affect the business performance through
financial performance with the right marketing instruments.

A market-oriented company is in a good position to define the competition and
to reach competitive advantages by using its resources and capabilities. Market
orientation provides a strong competitive advantage because it requires a lot of time
to implement and it is difficult to imitate. For this reason, this competitive feature
of market-oriented businesses can act as a guide for companies seeking a rise in the
market (Bigne et al. 2000).

Customer orientation works better in highly developed economies where competitor
orientation offers little advantage. While it is possible to talk about a strong interaction
between good local business conditions and customer focus, it can be said that under the
same conditions, competitor orientation is weaker. Moreover, in a resource-rich market
environment, customer focus provides stronger performance than competitiveness.
But as resources become scarce, being competitor orientation becomes a must.
Thus, a customer-oriented firm can expect better performance in developed markets
characterized by good local business conditions, a high level of resource availability, and
highly demanding customers. On the other hand, a competitor-oriented firm can expect
better performance than customer-oriented in less developed markets characterized by
poor local business conditions and lack of resources, in which there are no favorable
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conditions for customer orientation. Competitor orientation can support the firm in
gaining access to resources, complying with legal restrictions, and building useful links
with other businesses and parties in local markets. In markets where these advantages
are readily available, competitor orientation will not work well, as the costs to be paid
for such efforts will exceed the benefits (Dev et al. 2009).

Marketing performance is related to the processes and results of marketing activities
(Hacioglu, 2012). Performance evaluation generally includes decisions and actions
towards customers and competitors. However, since the effects of these decisions and
actions do not appear immediately and they are too open to internal/external effects,
cause-and-effect linkages are interrupted in many cases. This is an important challenge
for performance measurement (Clark, 2004).

The literature differs in the definition of the concept of marketing performance
(Lamberti and Noci, 2010). For example, researchers define this concept in different
ways such as; i) the ability to convert marketing inputs to marketing outputs (O’Sullivan
and Abela, 2007), ii) the ability to attract and retain profitable customers (Kotler et
al., 2005; O’Sullivan and Abela, 2007), iii) the ability to create and maintain strategic
alignment with non-marketing functions and all supply chain partners (Day, 1994;
Srivastava et al. 1998), and iv) the ability to generate market knowledge, disseminate it
to the whole organization and create a customer-oriented culture (Kohli and Jaworski,
1990; Day, 1994). Although there is no common opinion on this issue, the general
acceptance is that marketing performance contains a multi-dimensional structure.
Financial and non-financial criteria are used together in the measurement of marketing
performance. Although the use of non-financial measures has become widespread
over time, financial measures are still preferred more. Profit, sales, and cash flow are
financial criteria that have been used frequently for a long time to evaluate marketing
performance. Criteria such as market share and satisfaction are among the non-financial
measures (Ambler et al. 2004; Ghiadi et al. 2020). All these dimensions also point to
the relationship between marketing activities and business performance (Clark and
Ambler, 2001).

Marketing performance aims to establish a three-dimensional structure consisting
of marketing performance, effectiveness, efficiency, and adaptability. Effectiveness,
meaning “doing the right things”, shows the extent to which organizational goals and
objectives have been achieved. Efficiency shows the relationship between performance
results and the inputs they need and is related to “doing things right”. Adaptability
refers to the firm’s ability to react to environmental changes. In this context, marketing
performance consists of customer impact, market impact, financial impact, and impact
on firm value. Through these sequential effects, marketing strategies and actions affect
the firm’s assets and position, financial position in the short term and its value and
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position in financial markets in the long term. It is assumed that this approach describes
an overall marketing performance process and targets that are applicable to a certain
extent for all firms regardless of the sector (Frosen et al. 2013).

According to the limited number of studies in the field in domestic and foreign
literature, there is a statistically significant relationship between customer orientation,
competitor orientation and marketing performance (Eusebio et al. 2006; Arli, 2016).
Focusing on competitors in a market where a customer-first strategy has a higher return,
or similarly, focusing on customers in markets where competitive-priority strategies
have higher returns decreases performance (Dev et al. 2009). On the other hand, the
fact that market orientation is not related to low-cost strategies shows that when a
firm’s goal is to compete on a low cost basis, market orientation cannot be an ideal
culture. This understanding means that market orientation cannot be a suitable culture
for a defender type of organization whose core competence is operational efficiency
(Menguc et al. 2007).

Methodology

Purpose and Scope

The study aims to examine the customer-oriented and competitor-oriented approaches
of a company that has been leading its sector for many years and to determine their
relationship with marketing performance. In the literature, no theoretical or empirical
study reflects the market orientation dimensions of a firm i) nationwide, ii) based on years,
and #ii) from an employee-customer perspective. In this context, surveys were conducted
with the regional directorates of the company for three consecutive years (2017, 2018,
and 2019) in seven geographical regions (18 provinces) in Turkey. In this context, it is
evaluated that the results to be achieved can be meaningful for all companies.

The Sample

The sample of this research consists of the company’s sales personnel and dealers
across the country. In the study, company personnel is referred to as “employees” and
dealers as “customers”. A total of 648 survey data were used in the analysis. The surveys
are evenly distributed according to years and the number of employees and customers.
7-point Likert scale was used in rating (1 = Strongly disagree, 7 = Strongly agree).

Measure and Data Collection

Data collection tool is a questionnaire form created by scanning the existing literature
in detail, in the same content but two different formats. In the survey, the participants
were asked six questions about the measurement of the customer orientation (CUSTO),
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seven questions about the measurement of the competitor orientation (COMPO),
and five questions about the measurement of the marketing performance (MP). The
studies of Narver and Slater (1990), Homburg and Pflesser (2000), Sorensen (2009),
and Hilman and Kaliappen (2014) were used in the preparation of customer and
competitor orientations. In the preparation of marketing performance statements,
Pelham (1997), Ambler et al. (2001), Gronholdt and Martensen (2006), and O’Sullivan
etal. (2009) studies were used. In measuring marketing performance; increase in sales,
profitability in sales, increase in the number of customers, and decrease in marketing
cost items are used. The questions prepared were evaluated by two academicians
and a company manager, and the comprehensibility of the questions was checked by
conducting a pilot application with 5 people in two regional directorates. Participants
stated that they did not have any problems in understanding the expression and content.
The process was completed by sending the questionnaires to the relevant people via
e-mail and collecting the completed questionnaires. There were 218 responses to 230
questionnaires sent in 2017, 223 to 240 questionnaires sent in 2018, and 221 to 240
questionnaires sent in 2019. 14 questionnaires were not evaluated due to missing
data entries. Thanks to the fact that regional managers notified both their employees
and sales dealers in advance and regularly sent reminder mails, a high participation
rate was achieved. While determining the sales dealers, annual sales figures and their
working time with the company were taken into account. Data collection was carried
out in the last quarter of each year.

The questions directed to the employees and the questions directed to the customers in
the survey are the same in terms of content but different in terms of form. For example,
the question posed to employees; “We aim unconditional customer satisfaction”, the
question posed to customers; it has been transformed into “the firm attaches great
importance to our satisfaction”. Thus, it was ensured that the answers were suitable
for comparative analysis.

Research Model and Hypotheses

The model of the research was established to examine the relationship between the
firm’s understanding of customer focus and competitor focus and marketing performance
in order to achieve the desired goals (Figure 1).

Customer Orientation Hi
(CUSTO) \
Marketing Performance
Competitor Orientation n
(COMPO)

Figure 1. Research model
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The research model was examined in line with two hypotheses. These;

H1: There is a positive relationship between customer orientation and marketing
performance.

H2: There is a positive relationship between competitor orientation and marketing
performance.

Data Analysis

Exploratory factor analysis, confirmatory factor analysis, and structural equation
modeling were used in the analyses. IBM SPSS 25 was used for exploratory factor
analysis and IBM AMOS 24 for confirmatory factor analysis and structural equation
modeling.

Exploratory Factor Analysis

Exploratory Factor Analysis is a powerful and multivariate statistical technique
whose purpose is to define the basic structure between variables (Hair et al. 2014).
In the exploratory factor analysis, first KMO values indicating whether the sample is
suitable for testing were calculated. A KMO value of less than 0.50 indicates that the
sample is unacceptable for factor analysis, the value of between 0.70-0.80 is middling
appropriate, and a value of between 0.80-0.90 is meritorious appropriate (Kaiser, 1974).
Calculated KMO values showed that the data could be factored at a medium-good
level, while Bartlett’s Sphericity Test values showed that the data were suitable for
factor analysis (p <0.05).

In the analyses, the condition that the factor loadings should be greater than 0.50 was
taken into consideration. According to Kline (1994), factor loads of 0.30 and below
can be ignored, values between 0.30-0.60 are moderately high, and 0.60 and above
are high loads. Calculated values indicate a high level (except one loading) factor
analysis. As a result of the exploratory factor analysis, it was seen that all scales are
one-dimensional. The expression on the MP scale was removed from the scale due to
cross-loading. The results of the exploratory factor analysis carried out are presented
in Table 1.
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Table 1

Exploratory Factor Analysis

Scale Items KMO p EV % o A
Determining the wants and needs of the customer 0,776
Paying attention to the customer's thoughts 0,757

Customer Unconditional customer satisfaction targeting 0,742

Orientation ~ Measuring customer satisfaction regularly 0832 <0001 31 513 0807 0,741
Continuous improvement of product and service quality 0,644
Regular customer visits 0,620
Keeping track of competitors 0,797
Keeping track of competitor products 0,784

Competitor Differentiation in product / service compared to competitors 0,767

. K Effective response to competitors' non-price competition 0,792 <0,001 3,6 514 0833 0,759
Orientation Effective response to pri mpetition of competitor: 0,699
ponse to price competition of competitors X

Being more customer focused than competitors 0,611
Providing better products / services than competitors 0,564
Decrease in marketing costs 0,908

Marketing Increase in the number of customers 0,906

<{
Performance Increase in sales 0805 <0001 31 773 089% 0,874

Profitability in sales 0,826
KMO: Kaiser-Meyer-Olkin, p: significance, EV: eigenvalue, %: explained variance, o: Cronbach’s alpha, A: factor loading

Cronbach’s coefficient alpha (a) is the most widely used measure for testing inter-
item reliability (Jonsson, 2000). While values between 0.60-0.70 of the coefficient
indicate the acceptable sub-region (Hair et al. 2014), the total variance explained is
expected to be greater than 50% (Yaslioglu, 2017). Calculated Cronbach’s alphas show
that scales are reliable and scales measured accurately.

Confirmatory Factor Analysis

Confirmatory factor analysis is used to test whether the observed variables form a
latent variable or whether the relationships defined between the latent variables exist
(Hoyle, 1995). It is a powerful tool to better understand the structure of the data, and
also can be used to simplify analyses of a large set of variables (Hair et al. 2014).

It was conducted with Confirmatory factor analysis to determine whether the proposed
model was statistically significant or not, and within this scope, the goodness-of-fit
indexes were calculated. The goodness-of-fit criteria preferred to evaluate market
orientation and marketing performance model fit in the literature (Keskin, 2006;
Limankrisna and Yoserizal, 2016; Rosmayani et al. 2016) and acceptable levels are
seen in Table 2.
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Table 2

Goodness-of-fit criteria

Goodness-of-fit index*

Acceptable — =  Good CUSTO COMPO MP
<5 Y/sd ) 3,703 2,566 0,030
<0,08 RMSEA <0,05 0,065 0,049 0,000
>0,90 GFI >0,95 0,987 0,987 1,000
>0,90 AGFI >0,95 0,961 0,968 1,000
>0,90 CFI >0,95 0,981 0,990 1,000
>0,90 NFI >0,95 0,975 0,984 1,000
>0,95 RFI >0,98 0,946 0,970 1,000
>0,95 IFI >0,98 0,982 0,990 1,000

* Sources: Capik (2014), Tan et al. (2007), Schermelleh-Engel et al. (2003)

The most important determinant used in evaluating statistical significance in
confirmatory factor analysis is the ¥2 value. For model significancy, the y2 value
is expected to be low and the p significance level is expected to be greater than
0.05. However, because the value of y2 increases as the sample size increases, when
working with large samples the value of %2 / sd corrected with degrees of freedom
(df) (Biiyiikkeklik et al. 2014). This value, which should be between 0-5, was found
to be 3.703 for CUSTO, 2.566 for COMPO, and 0.030 for MP. The indexes show that
an acceptable level of compliance is achieved, so the models are statistically valid.

Structural Equation Modeling

Structural equation modeling (SEM) is a technique that allows separate relationships
for each of a set of dependent variables. In its simplest sense, structural equation
modeling provides the appropriate and most efficient estimation technique for a series
of separate multiple regression equations estimated simultaneously. It is characterized
by two basic components: 1) the structural model and ii) the measurement model
(Hair et al. 2014). The observed variables and the error values of these variables, the
standardized regression weights between the unobserved variables and the observed
variables, and the correlations between the unobservable variables are seen in the
structural equation model Figure 2.
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Figure 2. Structural Equation Model

Two hypotheses of the research were tested in the structural model. The results
obtained from the model show that the model is compatible, the goodness-of-fit

indexes (CMIN=309,409, DF=110, CMIN/DF=2,813, GFI=0.943, AGFI=0.921,

CFI1=0.963, NFI=0.944, RFI1=0,931, IF[=0,963, RMSEA=0.053) is observed to be
within the desired limits. The path coefficient between CUSTO and MP was found to
be statistically significant (8=0.687, p=0.044), so the HI hypothesis was supported. The
path coefficient between COMPO and MP is not found to be statistically significant
(3=-0.288, p=0.392), so the H2 hypothesis is not supported. The measurement model

and structural equation model results are seen in Table 3.
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Table 3

Measurement Model and Structural Equation Model

Measurement Model Scale/Items  B1 2 S.E. CR. P
Determining the wants and needs of the customer <--- CUST 1 0,591 1

Paying attention to the customer's thoughts <--- CUST 2 0,638 1,055 0,07 14,482 <0,001
Unconditional customer satisfaction targeting <--- CUST 3 0,606 1,034 0,08 12,251 <0,001
Measuring customer satisfaction regularly <--- CUST 4 0,691 1,252 0,09 13,426 <0,001
Continuous improvement of product and service quality <--- CUST 5 0,505 0,746 0,07 10,605 <0,001
Regular customer visits <--- CUST 6 0,671 1,088 0,08 13,147 <0,001
Keeping track of competitors <--- COMP 1 0,621 1

Keeping track of competitor products <--- COMP 2 0,522 0,832 0,07 11,285 <0,001
Differentiation in product / service compared to competitors ~ <--- COMP_3 0,685 1,121 0,08 13,889 <0,001
Effective response to competitors' non-price competition <--- COMP 4 0,709 1211 0,09 13,182 <0,001
Effective response to price competition of competitors <--- COMP_5 0,690 1,194 0,09 14,021 <0,001
Being more customer focused than competitors <--- COMP_6 0,528 1,010 0,09 11,368 <0,001
Providing better products / services than competitors <--- COMP 7 0,618 1,207 0,09 12,919 <0,001
Decrease in marketing costs <--- MP_1 0,721 1

Increase in the number of customers <--- MP 2 0,792 1,076 0,04 24,501 <0,001
Increase in sales <--- MP 3 0,908 1,156 0,05 22,159 <0,001
Profitability in sales <--- MP 4 0913 1,207 0,05 22,225 <0,001
Structural Equation Model

MP <--- CUSTO 0,687 0976 049 2,012 0,044
MP <--- COMPO -029 -0423 049 -0.856 0392
Findings

In the interpretation of the findings, GDP (Gross Domestic Product) data announced
by TUIK (Turkish Statistical Institute) were taken into consideration (Figure 3).
According to this; the first (2017) and the second (2018) measurements were made
during the period of economic growth, and the third (2019) measurement during the
period of recession. Since the measurements are made in the last quarters, it can be
said that it mostly measures the developments in the first three quarters.

2017

2018

2,8

2016-2016-2017-2017-2017-2017-2018-2018-2018-2018-2019-2019-2019-

m | I m w

| Il m

Figure 3. Turkey GDP Annual Growth Rates (www.tradingeconomics.com/turkey/gdp-growth-annual)
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In the light of these evaluations, employee (P) and customer (C) evaluation averages
for the 2017 growth period and 2019 recession period are shown in Figure 4. In the
figure, it can be seen from the perspective of both employees and customers that while
CUSTO and MP values decreased from 2017 to 2019, COMPO values increased. This
result shows that customer-oriented approaches are prominent in the growth period
and that the marketing performance was high, in the recession period, the competitive
focus was high and the marketing performance was low. Results, Dev et al. (2009)
can be evaluated as the verification of the results reached by an industry leader firm.

125 - 160 -
120 140
COMPO_C

115 4 120 -

COMPO_P . *
o | _ 10 | — CUSTO_C
105 4 80 A
100 | CUSTO_P .0 |

MP_P MP_C
95 T 1 40 T -
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Figure 4. 2017 ve 2019 employee (P) ve customer (C) assessments

The Mann-Whitney U Test reveals that the dimensions of COMPO_P and MP_P from
the employee perspective and the COMPO_C and MP_C dimensions from the customer
perspective differ significantly between 2017 and 2019 (Table 4). Although both occurred
in the direction of decrease, the difference in CUSTO P dimension (p=0.015), which
was found significant by the employees, was not found significant on the CUSTO C
side (p=0.891). This finding is extremely important as it shows that the customer-
oriented approach of the industry-leading company does not contain a significant
difference in the eyes of the customer between the periods of growth and recession.
The difference in the focus of the competitor was not significant on the COMPO_P
side (p=0,266), while it was significant on the COMPO_C side (p<0,001). This finding
shows that although the firm thinks that there is no change in its understanding of
competitor focus, the customer thinks the opposite, that is, the firm’s tendency to focus
on competitors has increased. The fact that the CUSTO_C result has close averages
during the growth and recession periods and does not contain significant differences
reveals that the company is considered to be constantly customer-oriented in the eyes
of the customer. Here, it would be appropriate to say that the company does not face
danger in terms of the risks that may arise as a result of the client’s more competitor-
oriented evaluation of the company, which is noted in the literature.

There are significant differences in the MP dimension between the periods of
macroeconomic growth and recession. Thus, this difference is significant at p<0.001
level according to customer evaluation.
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Table 4
Mann-Whitney U test results (2017-2019)

Test statistics*

CUSTO P CUSTO C COMPO P COMPO C MP P MP C

Mann-Whitney U 4140,5 5464 4698,5 3834 4036 7075
Wilcoxon W 13731,5 9119 7548,5 12349 13627 43625
V4 -2,425 -0,137 -1,112 -3.8 -2,658 -11,035
Sig. (2-tailed) 0,015 0,891 0,266 0,000 0,008 0,000

* Grouping variable: Year

The second unit of analysis is the study of CUSTO, COMPO and MP relationships
on the basis of 7 geographic regions and from employee-customer perspectives.

In this context, while an increase or balance situation was observed in dimensions

in 2017 and 2018, the decreases in all averages in 2019 are remarkable (Figure 5).

Special emphasis should be placed on MP_C here. Because the level of marketing

performance achieved in 2017 is constantly decreasing in the following years. It is
thought-provoking, especially in 2018, when there was growth. Whether this decrease
in performance figures can be considered as a warning sign from the field about the

state of the market is an issue that should be considered.
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Figure 5. Employee (P) and customer (C) assessments by years and regions
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Kruskal Wallis test results for the years 2017-2018-2019 indicate significant regional
differences (Table 5). The results show that there is a significant difference between the
regions in terms of employees in 2018 for CUSTO_P (p=0.010) and MP_P (p=0.025),
and in 2019 for COMPO_P (p=0.023). In terms of customers, it shows that there are
significant differences for CUSTO_C (p=0.024) in 2018 and for COMPO_C (p=0.019)
in 2017. In the MP_C dimension, there was no significant difference between regions
for all three years. It can be thought that the positive growth figures of 2018, which
were lower than the previous year, may be one of the reasons for the difference. In this
context, it can be concluded that 2017 and 2019 are more balanced, and 2018, which
is the transition period, is a relatively unstable year.

Table 5

Kruskal Wallis Test results (seven geographical region)

Test statistics*

CUSTO_P

CUSTO C

COMPO_P

COMPO _C

MP_P

MP _C

2017 2018 2019

2017 2018 2019

2017 2018 2019

2017 2018 2019

2017 2018 2019

2017 2018 2019

Kruskal-Wallis H
Sig. (p)

737 16,86 6,34
0,29 001 039

840 14,57 730
021 002 029

3,38 10,82 14,71
0,76 0,09 0,02

15,19 831 10,63
0,02 022 0,10

443 14,50 8,05
0,62 0,03 023

431 10,75 9,69
0,64 0,10 0,14

* Grouping variables:

Geographical regions

When the regional results are evaluated together, it is seen that a harmonious
structure can be maintained between employees and customers across the country
during periods of growth and recession. Based on this, it is seen that a determined
attitude can be achieved together as a company against macroeconomic realizations.
This behavior indicates the existence of a management approach that is determined
to implement the marketing strategy throughout the country. While measurements
made in 18 provinces in 7 regions may be expected to reveal a more unstable
structure, the fact that the differences stem from a limited number of provinces
can be considered as an indicator of this harmony. Based on Sorensen’s (2009)
opinion that predisposition for creating the proper firm activities can create
superior performance, it can be said that this harmony contributes positively to
the performance of the industry leader.

Conclusions and Implications

The results of the research have revealed valuable findings in terms of understanding
the perspective and approach style of a company that has managed to be at the forefront
of the competition as the industry leader for many years. The fact that the measurements
coincided with the country’s macroeconomic growth and recession periods made these
evaluations more meaningful. The findings confirm the significant positive correlation
of customer orientation with marketing performance. This result is highly consistent
with the literature (Dev et al. 2009; Eusebio et al. 2006; Arli, 2016; Zhu and Nakata,
2007; Nwokah, 2009; Mokhtaran and Komeilian, 2016). However, a similar relationship
with competitor orientation could not be detected. Moreover, although there are studies
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in the literature that find the relationship between competitor orientation and marketing
performance positive (Runing et al., 2014; Sugiyarti, 2018; Julian, 2010; Eusebio et al.
20006), the number of studies in the opposite direction, that is, the number of studies
similar to the findings obtained in this study, is also limited. (Lee et al. 2016). This
point shows that the competitor-oriented approach may not emerge as an effective
factor on performance in the industry-leading company as it does in others. This is a
remarkable finding.

Although there is a positive relationship between growth and recession periods
according to customer evaluation, the fact that this relationship is not meaningful
shows that the marketing performance of the company may decrease despite displaying
customer-oriented behaviors. Here, it has been determined that customer orientation
cannot prevent performance decline under macroeconomic effects. However, maintaining
customer orientation even in times of recession is meaningful as the customer-oriented
behavior indicates strong cultural support of the firm. Due to the lack of long-term
studies involving growth and recession periods in the literature, no study was found
to confirm or deny this finding.

Another result reveals that the firm tends towards more customer-oriented behaviors
during macroeconomic growth periods, and more towards competitor-oriented
behaviors in times of recession. This result is in line with the findings Gao et al.
(2007), Dev et al. (2009), and Theodosiou et al. (2012). The reason for this can be
explained by the difficulties in accessing the necessary resources to survive in the
recession periods, the more curious about what competitors are doing and therefore
the need for more questioning. In this context, the study provides valuable insights
with the findings obtained by industry leader especially on the growth and recession
periods.

Finally, the harmony observed between regions and close evaluations is remarkable.
This compliance may be due to the firm’s marketing policies understanding and
managing the customer demands and regional differences correctly. Similar findings
are also expressed in Sorensen’s (2009), Slatter and Narver (1994), Conduit and
Mavondo (2001), Farrell and Oczkowski (2003), and Langerak (2003) studies. It can
be said that this result is an issue that should be dwelled on sensitively, especially
for companies that target sector leadership. This understanding can be evaluated as
behavioral manifestations that are expected from an industry leader and derive their
strength from the business culture based on walking together and in harmony with the
goals. It is clear that customer and competitor-oriented approaches are strengthened
by the strategic and cultural orientations of the business and the effect of these trends
cannot be ignored due to their effects on marketing performance.
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Constraint and Recommendation

The research was conducted in an industry-leading company, between the company’s
sales group employees and their customers. This situation, which is based on a conscious
choice but appears to be a constraint, will provide an advantage to compare the market-
oriented behaviors and marketing performances of the industry-leading companies
through researches with leading companies in different sectors. With this and similar
advantages, the study is desired to present a different perspective to the field. Spreading
the research over three years and coinciding with the periods of macroeconomic growth
and recession makes the study unique. It will be possible to reach more valuable
findings by conducting subsequent studies for other industry leaders.
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Abstract

The aim of this paper was to investigate the Turkish literature on Toxic Leadership over the period of 2000-2019. 26
studies on Toxic Leadership were obtained and 21 studies were evaluated in accordance with the inclusion criteria. All
publications were examined under four main headings. These; destructive leadership, abusive leadership, toxic leadership
and measurement tools for destructive, toxic and abusive leadership. In the studies conducted on toxic leadership, most
importantvariables, the measurement tools used, and the organizational factors related to toxic leadership are categorized
according to the concepts and sample groups. As a result, toxic leadership perception decrease occupational burnout,
negative emotional state, loafing behavior, intention and tendency to leave the workplace, job stress, need for the leader;
and increase organizational trust, organizational commitment, job satisfaction, personal sense of accomplishment and
job commitment. Female employees, single employees, employees who have less than 10 years of working experience,
and private sector employees have a higher perception of toxic leadership. In Turkey, as in the world toxic leadership of
the organization perceived as a significant negative factor. Scientific evidence on the importance and dimensions of this
problem has been attained through the censoring of the studies on the subject.
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Introduction

Even though the size of the organizations is different, they all have common
characteristics. These; there must be at least one leader in each organization, a specific
organizational culture, a system for the organization to work and employees to achieve
the objectives of the organization. Organizations are like living organisms. They are
composed of sub-systems that must work in harmony with each other as in every living
organism. With this analogy, if each subsystem performs its own task, the system can
function as a whole (Levinson 2002, Carlock, 2013).

As with any living organism, it is possible to consider organizations as healthy
and ill; In addition, we must accept the existence of some toxins that affect the
organizations (Samuel, 2010). Bacal (2000) classifies organizations as healthy and
well-functioning organizations, unhealthy organizations that can function, and finally
unhealthy organizations that are devastating for both their leaders and employees.
Until the 2000s, climate, performance enhancement, belonging, identity, were the main
topics of the studies, since then, the dark side of the organizations, in other words,
the toxic behavior in organizations has become the subject of research by researchers.
(Appelbaum and Roy-Girard, 2007).

The concept of toxic organization was made by Frost (2004) as “the result of the
emotional pain caused by the organization on the employees of the organization caused
the decline in the self-values of the members and failing to fulfil the tasks related to
their work”. Toxic work environment is a by-product of toxic organization (Samuel,
2010). Another point that is important in the formation and maintenance of the toxic
organization is that the leader of the organization is a toxic leader (Applebaum and
Roy-Girard, 2007). Reed (2004), explained toxic leadership; negative impacts on
employees, organization and organization’s objectives due to the self-centred behaviour,
motivations and behaviours of the leader. Toxic organisms ignore the climate of the
organization and the needs of other employees, causing short or long-term adverse
effects. The value of toxic leaders is much more than they have. Therefore, they cause
toxicity in the organizations they work in (Reed, 2014).

The dark side of leadership was first described by Conger in 1990. This type of
leadership has shown that both the organization and employees exposure to harm.
According to Slattery (2009), the dark side of leadership is defined as a kind of behavior
that is exhibited and continued by a leader who leads to unfavorable organizational
results based on interactions between the leader, the follower and the environment S.
Rober Hogan et al. revealed that negative personality traits are the determinants of the
derailment of leadership (Hogan and Hogan, 2001). In his investigations into the leadership
literature, he described narcissism, arrogance, and Machiavellianism as the *Dark Triad’
of the three main dark leadership traits (Judge et al., 2009; Paulhus and Williams, 2002).
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Studies have shown that there are many kinds of Dark Leadership, but the concepts

set forth are very close to each other and describe the attitudes and behaviors of the

leader towards both the organization and the employees:

The Dark Side of Leadership: Conger (1990) harms the leader organization and
organization employees when a leader’s behavior is exaggerated, loses contact
with reality, or becomes a tool for personal gain.

Petty Tyranny: Ashforth (1994) shows that cruel behavior involves arbitrariness and
self-enlargement, underestimation of others, thoughtlessness, style of coercion, and
discouragement and unconditional punishment. It is claimed that cruel management
leads to low self-esteem, performance, business unit compatibility, leading approval,
high frustration among subordinates, stress, reactivity, helplessness, and alienation
of the organization. In addition, it is suggested that these effects may affect a large
environment, which continues to undergo cruel behavior.

Abusive Management: Tepper (2000) Continuous display of hostile verbal and
non-verbal behaviors of the leader, except for physical violence against employees.
Behavioral descriptors that are consistent with this definition include s6zlii using
derogatory names, causing sudden explosions (eg shouting or screaming to disregard
someone), threatening them with job-loss threats, hiding/retaining necessary
information, embarrassing someone in front of others, silently or verbally. or
demean.

Poor Leadership: (Kellerman, 2004) First, bad leaders are ineffective. According to
Kellerman, the ineffective leader is the person who does not produce the changes
that the followers want. Second, bad leaders are unethical. Kellerman describes
the unethical leader as the one who cannot distinguish between right and wrong.

Destructive Leadership: Einarsen et al. (2007) and Aasland et al. (2009) Systematic
and repetitive behavior violates the legitimate interests of the organization by
weakening and/or obstructing the aims, duties, resources, and effectiveness of the
organization and/or motivation, goodness, or work of sub-objectives is a leader,
supervisor or manager. Schyns and Schilling (2013) A process that continues to
be perceived as hostile and/or disturbing by the activities, experiences and/or
relationships of members of an individual or a group for a long time.

Poisoning (Toxic) Leadership: Lipman-Blumen (2005) Toxic leaders are defined as
managers who cause serious and lasting negative, even toxic effects on individuals,
families, organizations, communities, and communities exposed to their leadership.
The repertoire of toxic leaders includes toxic effects including corruption, sabotage,
unethical (even if legal) behavior and criminal behavior .
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In Turkish literature generally used terms are; toxic leadership (Bektas and Erkal,
2015, Celebi, Giiner and Y1ldiz, 2015, Bakkal and Aydintug, 2016, Izgiiden, Eroymak
and Erdem, 2016, Reyhanoglu and Akin, 2016, Slow, 2016, Cetinkaya and Ordu, 2017,
Unur and Pekersen, 2017, Bektas and Erkal, 2018, Bozkurt, Coban and Colakoglu
2018, Demirdag, 2018, Yalcinsoy and Isik, 2018, Uzunbacak, Yildiz and Uzun,
2019) as well as abusive leadership (Ulbegi, Ozgen and Ozgen, 2014, Coskuner and
Sentiirk, 2017, Basar, S1gr1 and Printing, 2016, Sezici and Giiven, 2017, Bolat, Bolat,
Seymen and Yiiksel, 2017) and destructive leadership (Giindiiz and Dedekorkut,
2014, Sezici, 2016, Akman, 2016, Giildii and Esentiirk- Aksu, 2016). Binboga, Egin,
and Giilova (2018), in their systematic review “The Dark Side of Organizational
Behavior”; examined 273 studies according to toxic leadership done among 2010
and 2017 and found that many of them were consist of mobbing, cynic behaviors,
and organizational silence.

Purpose and Research Questions of the Study

The aim of this study is to bring together studies in Turkish literature related to toxic
leadership. The aim of this study is to evaluate what variables are given importance in
the studies related to toxic leadership, the measurement tools used, and the organizational
factors related to toxic leadership. Questions expected to be answered within the scope
of this study are as follows:

a- What is known about toxic leadership in our country?

b- Which socio-demographical variables such as marital status, experience, age
etc. are at the forefront to determine the toxic leadership and to take measures?

o
1

Which scales developed or adapted to measure toxic leadership in our country?

d- Are destructive, abusive and toxic leadership expressing the same concepts?

Method

Systematic review method has been used in this study for collection of studies
related to toxic leadership concept. A systematic review is defined as a method of
gathering the information that conforms to the criteria determined on a given subject
(Herdman, 2006). The 27-item PRISMA (Declaration on Declaration of Reporting and
Meta-Analysis) statement, which was developed in English were used to identify the
reporting features of the Data Drawing Form for systematic compilation and meta-
analyses, was taken as a reference for evaluating the articles.
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Search

TUBITAK ULAKBIM EQUAL and TUBITAK ULAKBIM Dergi Park service,
articles which are published in Turkish and English, were selected with the “toxic
leadership”, “destructive leadership”, and “abusive leadership” key words. In total 26
studies, including one compilation, were reached. After evaluation of articles within
the scope of the research., 3 papers on destructive leadership, 5 articles on abusive
leadership, 8 articles on toxic leadership and 5 scale validity and reliability studies
that were selected to measure abusive, destructive or toxic leadership behaviors were

selected. The search was conducted in January 2019.

Study Selection

In this study, between the years 2000-2019, the title and keywords are limited to
articles with toxic leadership, destructive leadership, and abusive leadership concepts in
Turkish and English. As the studies were limited to 26, no occupational group sample was
excluded. Five the studies were excluded from the research because it was a compilation
study, as a result this study was carried out with 21 articles. As shown in Figure 1.
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Figure 1. Flowchart depicting material collection and analysis procedures for this Systematic Review.
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Results

The findings of the study were examined under four main headings. They have been
assessed on the basis of destructive leadership, abusive leadership, toxic leadership,
and finally scales developed to measure toxic leadership, destructive leadership and
abusive leadership (given in Table 1). After examining each type of leadership, a
discussion was made about whether the destructive, abusive and toxic leadership
concepts point to the same concept.

Table 1

Characteristics of Researches Taken into the Systematic Review

uthors
ears)
Research
method
Sample
Gender
distribution
The average
age of the
employee
Average
employee’s
seniority
Findings

Data
collection tool
Working area

<z
Studies on destructive leadership

- A positive
relationship
between outgoing
leadership
Cross- %54.8 More perception and
Akman sectional Survey teachers 423 f;emale than 10 occupational
(2016) research %045.2 | —— cars burnout
Y -Be male and
single increases
the perception
of destructive
leadership

male

- Increased levels
of occupational
burnout and
adverse mood

o states as the
Giilda, Cross- Public ff: ::1213; perception
Esentiirk ve | sectional Survey 1 373 %54.7 33.15 14.6 of leadership
Aksu (2016) | research employee r(:nal.e increases
Females are
more affected
by destructive
leadership than
males
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Sezici
(2016)

Cross-
sectional
research

Survey

Bank, health
and education
employee | 867
54.7% public
45.3% private

%44.2
female
%55.8

male

Among
1-21
years

- 42% stated
that they were
subjected to
destructive
leadership
behaviors.
- As job
satisfaction,
organizational
commitment
decreases,
tendency to quit
and to quit, job
stress, need for
leader increases
- As education
level decreases,
perception of
destructive
leadership is
increasing

Studies on abusive leadership

Ulbegi,
Mimaroglu-
Ozgen ve
Ozgen
(2013)

Cross-
sectional
research

Survey

Private sector

178

female

%42

%58
male

313

8.8 years

- In order to
eliminate the
effect of the
executive
administration,
employees
use tactics of
impression
management.

Bagsar, Sigr1
ve Basim
(2016)

Qualitative
research

Interview,
Focus
Group,
Observation

Security
Service,
training,
consulting,
tourism,
construction,
banking and
mining

%55.6
female
%44.4
male

- Dark leader
behaviors are
considered
as harassing,
narcissistic,
insincere and
bully.
-The effects on
the patient were
evaluated in
psychological
and physiological
dimensions.
- Employees’
reactions were
described as
passive and
active.

Sezici ve
Giiven
(2017)

Cross-
sectional
research

Survey

Hotel
management,
front desk,
housekeeping,
food, and
beverage

269

%43.9
female
%56.1

male

department

35

6
month-21
year

- Traumatic
administrator

perception
predicts emotional
exhaustion and
increases the
behavior of loss.
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Coskuner
ve Sentiirk
(2017)

Cross-
sectional
research

Survey

Mall

200
employees

%57.5

female

%42.5
male

18-40

- Traumatic
leadership
perception
reduces
organizational
commitment

Bolat, Bolat,
Seymen

ve Yiiksel
(2017)

Cross-
sectional
research

Survey

Public factory

363
employee

%14
female
%86
male

374

9 year

- Abusive
leadership
perception
reduces leader-
member
interaction, power
distance.

- The perception
of abusive
leadership

increases burnout.

Studies on toxic leadership

Cetinkaya
ve Ordu
(2018)

Cross-
sectional
research

Survey

Teachers 352

- Toxic leadership
perception
increases
burnout and
depersonalization.
- Toxic leadership
perception
decreases the
sense of personal
accomplishment.

Unur ve
Perkersen
(2017)

Cross-
sectional
research

Survey

Chef and co-

chefs 449

%12
female
%88

male

25-56

- As the work
stress increases,
the perception of
toxic leadership
increases.

- Organizational
policies are
the factor that
increases toxic
leadership
perception

Yavag
(2016)

Cross-
sectional
research

Survey

Hotel
managers and
managers in
the automotive
manufacturing

sector

385

%37.9

female

%62.1
male

- Automotive
industry
employees
uncertainty
and indecision
toxic leadership
behavior
- In the hotel
business,
negative mood,
unworthiness,
and autocratic
management
perceive more
toxic leadership
behaviors.
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Izgiiden,

Eroymak
ve Erdem
(2016)

Cross-
sectional
research

Survey

Health
workers

150

%51.3
female
%48.7

male

20-40

- The lower the
level of education
and income,
the lower the
perception of
toxic leadership.
- The highest
group of
perceptions of
toxic leadership
of health
personnel.

- Single, female,
young people are
higher than the
toxic leadership
perception.

Bozkurt,
Coban ve
Colakoglu
(2018)

Cross-
sectional
research

Survey

Teachers

1202

%25
female
%75
male

21-60

- Toxic leadership
perception was
found high
- Toxic leadership
behavior
decreases
organizational
commitment and
organizational
trust.

Uzunbacak,
Yildiz ve
Uzun (2019)

Cross-
sectional
research

Survey

Textile
workers

241

- Burnout
increases as the
perception of
toxic leadership
increases.

- The perception
of autocratic and
misbehaving
leader increases
the most.

Demirag
(2018)

Cross-
sectional
research

Survey

Academicians

%56.3
female
%43.7

male

1-21

-As
organizational
toxicity increases,
the toxic effects
are also increased.

- Abuse,
tyrannical,
destructive,

bullying,
unethical and
hostile are the
most perceived
toxic leader
behavior.

Yal¢insoy ve
Isik (2018)

Cross-
sectional
research

Survey

Textile
workers

178

%45.1
female
%53.9
male

18-42

1-7

- Toxic leadership
perception
decreases
organizational
commitment,
increases
intention to leave

and behavior.
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Studies On Destructive Leadership

In Turkish literature, three research articles on destructive leadership have been
reached. When the socio-demographic variables used in these studies are examined,
variables such as age, gender, education level, marital status, duration of employment,
working in a public or private organisation, income level (lower-middle-upper) were
used. Two of the studies (Akman, 2016, Giildii and Esentiirk- Aksu, 2016) collected
the data they used in the research on social media. In these studies, the differences
between the destructive leadership and job satisfaction, burnout, welfare, organizational
commitment and differences between the groups were analyzed according to socio-
demographic variables. In these three studies, the sample sizes ranged from 373 to
867. The data used in the studies were mainly obtained from individuals working in
the public and private sectors. Participants were described as teachers working in the
education sector, bankers and health care professionals.

Akman (2016) held the study with 423 teachers on a voluntary basis. Within the
scope of the research, the relationships and differences between the variables related to
gender, marital status, education level, working time, the branches of the participants
and where they work and the destructive leadership and occupational burnout levels
were examined. All of the research participants stated that they have been working as
a teacher for 10 years or more. 54.8% of the participants were women and 45.2% were
men. The Disaster Leadership Scale developed by Uymaz (2013) and the Short Form
of the Professional Burnout Scale, which were adapted and validated by Tiimkaya,
Cam, and Cavusoglu (2009), was applied to the participants.

Among the findings obtained from the study, there is a positive correlation between the
total score of the Destructive Leadership Scale and its sub-dimensions and occupational
burnout. As destructive leadership behaviors increase, occupational burnout increases.

Student T-Test was used to evaluate whether the results obtained from the Destructive
Leadership Scale were different in terms of gender, marital status, and education level.
According to gender, according to the male participants and marital status, single
participants consider their leaders as more destructive. In the education level variable,
the arithmetic averages of graduates were higher than undergraduates, although it
was determined that being a graduate or master’s degree educated did not make any
difference in the perception of destructive leadership.

When we look at the differences between the type of school where teachers work,
branch and seniority groups, and Destructive Leadership, working as a school type,
in primary, middle or high school does not lead to any difference in the perception
of destructive leadership; It was found that Equal-Weight and Foreign Language
branches have a statistically significant difference compared to the teachers working
in numerical verbal and talent branches. The professional seniority of the participants
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created a statistically significant difference in a similar way. Participants with less
than 10 years had higher destructive leadership perceptions than those with seniority
between 11-20 years.

Giildii and Esenturk-Aksu (2016), 373 public personnel working in various public
institutions on the internet were reached on a voluntary basis. In the study, Maslach
Burnout Inventory and Yilmaz (2009) conducted a validity and reliability study
adapted to Turkish by the Destructive Leadership Scale, Ergin (1992) The Negative
Emotion-Situation Scale developed by Uymaz (2013) together with variables such as
age, gender, education level, stage and year of study. 45.3% of the participants were
female and 54.7% were male. The mean age of the participants was 33.15 + 7.70. The
average of the participants’ working years was 14.60 + 2.08.

Among the findings obtained from the study, it was observed that as the perception of
Destructive Leadership increased, occupational burnout and negative mood-state levels
increased. Participants’ perceptions of their leaders in the organization as destructive
affect their occupational burnout and moods negatively.

Hierarchical regression analysis was conducted to determine the predictors of
occupational burnout. As a result of the hierarchical regression, the main predictor of
burnout was the destructive leadership perception.

As aresult of MANOVA analysis performed to examine the effect of gender and study
stage independent variables on destructive leadership perception, it was found that the
effect of gender and working stage was significant. Accordingly, female participants
are more affected by destructive leadership perception. Participants working in the
middle level are affected more in a similar way than the destructive leadership. In this
study, the mediating role of the negative emotion-situation in the relationship between
destructive leadership perception and occupational burnout was examined. According
to the results of this analysis, the negative emotion situation has a partial mediator role
between destructive leadership and occupational burnout.

In Sezici’s (2016) study, 867 employees working in banks, health and education
sectors were surveyed with the easy sampling method. 42% of the participants (n = 364)
stated that they were subjected to destructive leadership behaviors. Data analysis and
findings of the study were carried out by the group that stated that they were exposed
to destructive leadership behaviors. In addition to the Destructive Leadership Scale
developed by Uymez (2013), job satisfaction, welfare, organizational commitment,
job leaving tendency, work stress and need for leaders were applied. The variables
such as gender, length of service, age of public or private sector employees, age and
education level are also collected. Accordingly, 44.2% of the participants were female
and 55.8% were male. The participants stated that they have served at least 1 year
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and not more than 21 years. 54.7% of the participants work in the public sector and
45.3% in the private sector.

The predictors of destructive leadership were examined by simple regression analysis.
Accordingly, as the perception of destructive leadership increases, job satisfaction
decreases worsening increases, organizational commitment decreases, the tendency
to leave and the need for job stress and leadership increase.

Students T-Test was used to determine whether the variables working in gender, public
or private sectors have created a difference in the destructive leadership perception.
According to the results of these analyses, while the destructive leadership perceptions
of male participants make a meaningful difference compared to women, in a similar
way, private sector employees are more affected by destructive leadership behaviors
than public employees.

Service time groups, the type of business, age groups of education and destructive
leadership behavior perceptions were evaluated with One-Way ANOVA and whether
there was any difference between groups.

Accordingly, those with the service life of between 1 and 5 years, bank employees,
20-29 age group, and high school graduates were the most affected groups from
destructive leadership behaviors.

Studies On Abusive Leadership

5 research articles on abusive leadership were reached. Four of these studies were
presented by the quantitative method and one of them was obtained by the qualitative
method. In the studies, variables such as age gender, education level, marital status,
working time were used as socio-demographic variables. Organizational cases such
as occupational burnout, commitment to work, impressionistic management and job-
loss have been examined in addition to the type of abuse management. The sample
size in quantitative research ranges between 175-365. In the studies carried out in the
management of abusive management, the employees of the shopping center consist of
the employees of the hotel, the employees in the public factories and the employees
serving in the private sector. In the qualitative study on abusive management, individuals
working in different sectors formed the sample of the study.

Ulbegi, Mimaroglu-Ozgen, and Ozgen (2013) adapted to Turkish by Ulbegi,
Mimaroglu-Ozgen, and Ozgen (2014), who applied to a total of 178 private sector
enterprises. 42% of the participants were women and 58% were men. In addition to
the gender variable, the level of education, working time and age of the participants
are among the collected data. It was reported that the average working time of the
employees was calculated as 8.8 years and the mean age was calculated as 31.3. The
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findings of the study were calculated according to the structural equation model.
According to this, those who are exposed to abusive management apply to the tactics
of impression management (personal advertising, fatigue, intimidation, self-pity, etc.)
in order to eliminate this situation.

Basar, S1gr1, and Basim (2016) conducted qualitative research on the abusive
management of the workplace, which collected data by interview, focuses group
interview and observation. Interviews were conducted with 55.6% (n=5) women and
44.4% (n = 4) of the men. The interviewees consist of persons who are volunteers to
participate in the study by means of purposive sampling in the social networks of the
researchers. Participants; service-security, education, consultancy, tourism, construction,
banking, and mining. The researchers conducted face-to-face interviews with each
participant. After this stage, a focus group interview was held with 4 people, and
finally, a volunteer participant visited the workplace and made observations. Interviews,
focus group interviews, and analysis of the results of the observations was evaluated
in three main categories: dark leader behaviors, the effects of dark leader behaviors on
workers and their responses to these behaviors. While the dark leader behaviors were
considered as irritable, narcissistic, insincere and bullying, their effects on the employee
were evaluated in psychological and physiological dimensions and the responses of
the employees to these conditions were classified as active and passive two groups.

Sezici ve Guven (2017), in the business of hotels, looked at the role of emotional
exhaustion in the effect of the perception of exploitative managers on loss. In the study, a
questionnaire was applied to 269 employees who work in the front office, housekeeping
and food and beverage departments. In this study, the Turkish adaptation, validity and
reliability study by Ulbegi, Mimaroglu-Ozgen, and Ozgen (2014) was applied. The
scale was adapted to Turkish by Ergiin (1992). and Age (2013) were adapted to Turkish
and validity and reliability study was performed. Gender, duration of service, age
and education level were used as socio-demographic variables. Sampling was easily
achieved by sampling. The criteria for providing services for at least 6 months were
used as exclusion criteria. According to these, 43.9% of the participants were female
and 56.1% were male. Those who work do not work for more than 21 years and more
than 6 months. Age ranges are distributed between 20 and 50 and over.

The results of the study showed that the effect of independent variable abusive
manager perception on mediator variable emotional exhaustion was examined, then
the effect of mediator variable emotional depletion on dependent variable depletion
was examined, and in the final stage, the effect of the independent variable abusive
manager perception on dependent variable depreciation was examined. As a result, it
was found that the perception of abusive manager significantly predicted emotional
exhaustion, emotional exhaustion increased loss behavior, and the perception of abusive
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manager tended to increase shedding. In light of these findings, it is concluded that the
effect of abusive manager perception on loss is realized through emotional exhaustion.

Coskuner and Sentiirk (2017) evaluated the effect of transformational and abusive
leadership on the commitment to work on shopping center employees. In the study,
500 questionnaires were distributed and there were 200 returns. The analyses were
conducted through these feedback surveys. As in other studies, participants were asked
about gender, marital status, education level, age, and income level. In this study, the
Turkish adaptation, validity and reliability study by Ulbegi, Mimaroglu-Ozgen and
Ozgen (2014), and the Adaptive Leadership Scale (Kurtulus), which was adapted to
Turkish by Akcay and Akyiiz (2014). 2011), a commitment to Turkish and a validity
and reliability study was conducted. 57.5% of the participants were female and 42.5%
were male. The ages of participants ranged between 18 and 40 years of age. As a
result of the study, it was concluded that the perception of transformational leadership
increased the commitment to work, and vice versa.

Bolat, Bolat, Seymen and Yuksel (2017), working in a state-owned factory in their
work, where they look at the regulatory effect of exploitative management and burnout,
leader-member interaction and power distance, formed the sample. In the study based on
the voluntariness of the participants, data were collected with the questionnaire method.
The current questionnaire was returned to 363 and the analyses were performed on
this data. In this study, age, duration of the study, gender, marital status, and education
variables were asked. In this study, the validity and reliability study of the Abuse
Management Scale developed by Tepper (2000) was also conducted by Bolat (2011),
Power Distance Scale and short version of the Burnout Scale were also prepared and
adapted by Bolat (2011). The mean age of the sample was 37.4 years and the mean
working time was 9 years. 86% of the participants were male and 14% were female. As
aresult of the statistical analyses conducted in the study, the leader-member interaction
and power distance of the abusive leader perception adversely affect and increase the
burnout. As a result of simple and hierarchical regression analysis, a relationship has
been found that affects each other in the perception of abusive management. Dependent
variable burnout was investigated by using hierarchical regression analysis of power
distance and leader-member interaction, which is the main independent variable,
exploitative management, and intermediary variables, and consequently, the perception
of abusive management was determined as a factor that increased burnout and adversely
affected the leader-member relationship.

Studies On Toxic Leadership

8 research articles which were determined in the literature about toxic leadership in
Turkish literature were made with the employees working in different sectors. Workers
working in different sectors tried to determine the differences in toxic leadership
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perceptions. Studies were conducted with many different samples and occupational
groups. Examples of studies; managers working in the hotel business and the chefs
working in the hotel business, health institutions, educational institutions, employees
working in textile and automotive factories, and staff in the management staff and
public officials.

In toxic toxicity studies, inter-sectoral toxic leadership perception differences, the
effects of toxic leadership on employees, their relationship with work stress, burnout,
organizational commitment and intention to leave are also measured. Socio-demographic
variables were asked about the variables such as age, gender, educational status, working
time, and income level. The sample size of the studies ranged from 150 to 1202.

Yavas (2016), 385 participants working in hotel management and automotive
manufacturing sectors examined how toxic leadership perception was in different
sectors. In this study, the reliability and validity of the Toxic Leadership Scale, which
was conducted by Celebi 82015) on the teachers, was re-conducted in the employees
of automotive production and hotel enterprises. As a result of this study, it was found
that this scale, which has the original 4 factors, exhibited a five-factor structure in.
These; Uncertainty and Uncertainty (a: 0.75), Value Consciousness (o.: 0.76), Negative
Mood (a: 0.84), Selfishness (a: 0.79), and finally Autocratic Management Behavior (o
0.83) are called. Slow suggested that this difference developed in relation to different
sectors. In the study, 37.9% of the sample group in which the data were analyzed was
composed of women and 62.1% of them were men. 53% of the participants work in the
automotive manufacturing sector and 47% in the hotel business. The working period
of the participants is distributed between 1 year and 9 years and over. Among the
findings of the study, it was determined that the employees working in the automotive
production sector perceived the perception of ambivalence and uncertainty toxic
leadership behavior more than the ones working in the hotel enterprises. Self-centrism,
which is one of the toxic leadership traits, was found among the research findings that
were perceived in both sectors in a similar way.

Izgiiden, Eroymak, and Erdem (2016) studied toxic leadership behaviors in a
university hospital. In their study, they used the Toxic Leadership Scale developed by
Schmidt (2008) and they conducted valid and reliability studies within the scope of their
research and accordingly they determined the internal consistency coefficients of each
sub-dimension : Leading Leader (a: 0.71), Abusive Leader (a: 0.74), Unpredictable
Leader (a: 0.82), Narcissistic Leader (a: 0.76) and Authoritarian Leader (a: 0.61). The
sample of the study consists of 150 health workers. 32.4% was composed of health
personnel, 29% administrative personnel, and 38.6% hospital personnel. 48.7% of the
sample is male and 51.3% is female. The age range is between 20 and 40 and over.
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The results of the study showed that toxic leadership is low in the hospital where the
sample is located and toxic leadership perception varies according to socio-demographic
variables. As the level of education and income decreases, the perception of toxic
leadership decreases. The toxic leadership perceptions of the health personnel were
defined as the highest group. In the study, it was found that narcissistic leadership
behavior was the most common, followed by the leader, authoritarian leader and
unpredictable leadership perceptions. Among the other findings of the study, it was
found that toxic leadership behaviors of singles, women, young people, those with
higher income and those with higher education level were higher.

Unur and Pekersen (2017) studied the relationship between work stress and toxic
behavior in cooks. Data were collected from operating in Turkey in a five-star hotel with
449 apprentice chefs and cooks who work. In this study, a questionnaire with 44 questions
about work stress and Toxic Behaviors Scales developed by Kusy and Holloway (2009)
were used. In this study, the internal consistency coefficient (a: 0.94) and the internal
consistency coefficient of the Toxic Behavior Scale (a: 0.74) were found. 12% of the
study sample consisted of women and 88% of them were men. The age distribution of
the sample ranged from 25 years of age to below 56 years of age. Working time of the
employees at the time of the study is distributed between one year and 25 years.

Among the findings obtained from the research, as the work stress of the chiefs
increases, the perception of toxic behavior increases. Organizational policies,
organizational structure, physical conditions of the work environment, interpersonal
relations between employees and time pressure increase the perception of toxic behavior.
As a result of simple linear regression analysis, as the work stress increases, the
perception of toxic behavior increases. As organizational policies are a factor that
increases work stress, it has been determined as the most increasing factor of perceptions
of toxic behavior.

Cetinkaya and Ordu (2018) examined the relationship between school administrators
‘toxic behavior and teachers’ burnout levels. 352 teachers who were determined by
stratified sampling method were applied to Turkish by Ergin (1992), Maslach Burnout
Scale which was validated and reliability studies and Toxic Leadership Scale developed
by Celebi, Giiner, and Y1ldiz (2015) were applied. In this study, the socio-demographic
variables of the sample were not reported. Teachers stated that school principals do
not perceive that they display toxic leadership behavior. As in many other studies, a
significant relationship was found between toxic leadership and burnout. The burnout
levels of the teachers, who perceived the exploitation and value-wisdom dimensions
of toxic leadership as high, were found to be significantly higher. Another finding of
the study was that the perceptions of toxic leadership decreased emotional exhaustion
and depersonalization and decreased the sense of personal accomplishment.
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Demirdag (2018) conducted a study on the academicians’ perceptions of organizational
toxicity. In order to collect the data of the quantitative part of the data collected by
mixed method, Organizational Toxicity Scale developed by Kasalak (2015) was
applied. The internal consistency coefficient of this scale was calculated as (o: 0.89).
56.3% of the participants were female and 43.7% were male academicians. The
term of the academicians participating in the study is 1 year to 21 years and above.
Among the quantitative findings of the study, the perceived toxicity increases as the
perceived organizational toxicity increases. No difference was found between the
gender, academic title and working time groups with organizational toxicity. Among
the qualitative findings of the research, academicians stated that they were exposed to
toxic behaviors such as jealousy, sometimes they were abusive, tyrannical, destructive,
bullying, unethical and hostile.

Yalcinsoy and Isik (2018) investigated the effect of the employees working in textile
enterprises on the toxic leadership level of the leader in the organization, organizational
commitment and intention to leave. The sample of the study consists of 178 business
people. In this study, the Toxic Leadership Scale developed by Celebi, Giiner, and Y1ldiz
(2015), the Organizational Commitment Scale developed by Meyer and Allen (1984)
and the Intention to Leave Scale developed by Cammann et al. (1979) were applied.
The sample of the study is composed of +46.1 female employees and 53.9% male
employees. The age distribution was 18 and 42 years and older, and the work experience
distribution was 1 year and 7 years and above. Among the findings of the study, the
organizational loyalties of the participants decreased as the levels of perception, value
and negative mood perception increased. Similarly, when the level of perceptuality,
self-interest, and negative mental state perception increases from the toxic leadership
characteristics perceived by their managers, their intention to leave work increases. As
a result of multiple regression analysis, the predictor of organizational commitment
has been the exploitation, negligence and negative mental state of toxic leadership.

In a general evaluation, Yalginsoy and Isik found that toxic leadership decreased
organizational commitment and increased intention to quit.

Bozkurt, Coban, and Colakoglu (2018) looked at the role of organizational
commitment in the relationship between teachers’ organizational trust level and toxic
leadership behavior. The sample of the study was carried out by the Organizational
Trust Scale, Baysal and Paksoy (1999) developed by Altuntag and Baykal (2015) in
1202 volunteer teachers who work in the Ministry of National Education. and Yildiz
(2015) developed the Toxic Leadership Scale. 25% of the participants were female
and 75% were male teachers. The age distribution of the sample is between 21 and 60
years of age. Among the findings of the study, toxic leadership behaviors were found
to be high in the senior management of MoNE. As the perception of toxic leadership
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behaviors increases, organizational commitment and organizational trust are decreasing.
The toxic leadership behaviors of the managers define the organizational commitment
of the teachers with the partial mediation role of the organizational trust relationship.

Uzunbacak, Y1ldiz, and Uzun (2019) investigated the effect of toxic leadership on
the level of burnout of workers. 241 businessmen working in the textile factory were
surveyed. In addition to demographic variables such as age, gender, and working time,
the Toxic Leadership Scale developed by izgiiden, Eroymak, and Erdem (2016) and
the Burnout Scale, which were adapted to Turkish by Tiimkaya (2009), were applied
and validity and reliability studies were applied. Among the findings obtained from
the research, burnout increases as toxic leadership increases. The level of burnout of
workers increases as the perceptions of the toxic leadership, especially the leader, the
misbehaving leader, the misbehaving leader, the unpredictable leader, the narcissist, and
the authoritarian leader. According to the results of the structural equation modeling,
the autocratic leader and the misbehaving leader were considered as two types of
leadership that most affected and increased the burnout.

Measurement Tools of Destructive, Abusive and Toxic Leadership

In the Turkish literature, 5 measurement tools were found related to destructive,
abusive and toxic leadership. Discriminatory Leadership Scale developed by Uymaz
(2013) and other measures other than the Toxic Leadership Scale developed by Celebi,
Giiner, and Yildiz (2015) was adapted to Turkish and validity and reliability was
measured. Ulbegi, Mimaroglu- Ozgen and Ozgen (2014) The gelistir Emotional
Management Scale gu developed by Tepper (2000), Bektas and Erkal (2015) Keifer
and Barclay (2012), and finally Bektas and Erkal (2018) The adaptation of Toxic
Administrator Behavior Scale developed by Kusy and Holloway (2010) to Turkish
and their validity and reliability studies.

i- Destructive Leadership Scale: Uymaz (2013) is a 5-point Likert-type measurement
tool consisting of 28 items. I strongly disagree 1, and I completely agree with the 5
statements. It is a self-applied measurement tool. As a result of the factor analysis,
the scale showed a six-factor structure. Determining factors, their names, and
internal consistency coefficients, respectively, were excessive authoritarianism (o
0.95), not being competent for leadership (a: 0.95), unethical behavior (a: 0.88),
resisting technology and change (a: 0.89), insensitivity to subordinates (a: 0.90),
Man Relocation (o: 0.87) and the whole scale (a: 0.96).

ii- Abuse Management Scale: Adaptation by Turkish, Mimaroglu- Ozgen and Ozgen
(2014) to Turkish, validity and reliability studies were conducted. Internal consistency
coefficient (a: 0.97) was determined.
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iii- Toxic Leadership Scale: The scale developed by Celebi, Giiner, and Y1ldiz (2015) is
a 5-point Likert-type measurement tool consisting of 30 items. I strongly disagree
1, and I completely agree with the 5 statements. It is a self-applied measurement
tool. As a result of the factor analysis, the scale showed a four-factor structure.
Determining factors, their names and internal consistency coefficients, respectively,
were Exclusion (a: 0.95), Value Conscience (a: 0.93), Negative Mood (a: 0.87),
Selfishness (a: 0.91) and for the whole scale (a: 0.96) calculated as.

iv- Toxic Emotion Experiences Scale: The measurement tool, which was adapted to
Turkish by Bektas and Erkal (2015), was validated for reliability and validity. The
identified factors, their names, and internal consistency coefficients were calculated
as Repetitive Emotions (a: 0.91), Emotional Emotions (a: 0.81), Affective Emotions
(a: 0.92) and the whole scale (a: 0.93).

v- Toxic Manager Behavior’s Scale: The Turkish version of Bektas and Erkal (2018)
is a 5-item Likert-type measurement tool consisting of 11 factors consisting of a
single factor. Internal consistency coefficient (a: 0.92) was determined.

Discussion

Findings that are given above, seem to answer research questions. As a result of
the investigations, destructive leadership is generally seen as a concept related to the
way the leader or manager uses his / her influence. Giindiiz and Dedekorkut (2014)
in the field of the literature they have done with the destructive leader to prove the
power of the value system, self-important vision, narcissism, authoritarianism, and
low self-efficacy have concluded that the perception.

Basar, S1gr1, and Basim (2016) similarly stated that abusive leaders exhibit aggressive
behaviors, both verbally and non-verbally, in relation to those working in the lower
echelons. A narcissistic personality pattern is mentioned as the main feature of abusive
leaders. Self-supremacy, selfishness, and self-interest are the characteristics of behavior
that are frequently encountered in such leaders.

Reyhanoglu and Akin (2016) described the toxic leadership characteristics as destructive
leadership activities that disrupt the motivation and morale of the employees and direct
them to inefficiency. Toxic leaders are described as leaders who have selfish, narcissistic
tendencies, malicious, tendency to exploit their colleagues and the organization they
work with while they use their power to cheat, scare force, and one-way communication.
Similarly, Bakkal and Ayditug (2016) described the effects of toxic leadership on health
care organizations in their studies. They defined the toxic leadership as insufficient, not
flexible to the employees, not open to communication, not to be trusted to employees,
to see themselves as perfect, to be unbalanced and inconsistent.
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As can be seen from this section, the leaders of the Turkish field in the literature
seem to have almost no differences in their leadership as abusive, destructive and
toxic leadership. The three kinds of leadership behaviors mentioned are that leaders or
managers exhibit intolerant, empathic, malicious behavior towards their subordinates,
as well as being narcissistic and egocentric as leaders’ personality traits. At this point,
itis recommended to combine the concept of destructive, abusive and toxic leadership
in a single concept that seems to be different in Turkish in the literature and refer to
the same concept.

At the end of this systematic review of toxic leadership: it shows that the studies
on toxic leadership in our country are mostly carried out between 2016-2018 and that
the workers are exposed to toxic/destructive/ abusive leadership.

In this study based on the index, toxic leadership has been seen as a common problem
in organizations. Similar results are reported in studies conducted in our country and
in other countries. These results indicate that the impact of toxic leadership on the
employees should be emphasized in terms of being a healthy environment of the
organization.

It is important to take into account the variables that stand out in the studies in
order to anticipate toxic leadership and to take precautions. Systematized studies
show that it is associated with many variables in terms of perception of destructive/
toxic/ abusive leadership behaviors. In this study, teachers, public and private sector
personnel, banks, health, service, security, tourism, and shopping center employees,
as well as chefs and academicians, have formed the samples. Destructive, toxic and
abusive leadership perception predicted and increased occupational burnout among the
employees (Whicker, 1996; Hobfoll and Shirom, 1993; 2000), negative mood (Frost,
2004; Goldman, 2008), hypothetical behavior (Einarsen et al., 2002), the intention to
leave work (Schyns and Schilling, 2013), the stress of work (Anjum, Ming, Siddiqi and
Rasool, 2018), the need for the leader, increased the behavior of loss (Byun, Karau,
Dai and Lee 2018), and organizational trust. It has been found to reduce the feeling
(Schyns and Schilling, 2013).

Studies have shown that destructive, toxic and abusive leadership perception
diminishes some of the characteristics of organizations that significantly affect their
work in a healthy way: Organizational commitment and job satisfaction (Pelletier,
2012), desensitization (Kampen and Henken, 2018) and personal sense of success
(Warrick , 2015), and the commitment to work (Weber and Muller, 2019), adversely
affect the leader-member interaction (Pelletier, 2012; Kampen and Henken 2018) and
power distances (Pelletier, 2012). The finding that it is an autocratic and ill-acting leader
who increases the level of burnout is similar to that of the international literature (De
Hoogh and Den Hertog 2009).
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When the studies have taken into this systematic review are examined according to
socio-demographic variables, being a woman, being single as marital status, being less
than 10 years senior, working in private sector, having low education and low-income
level, toxic/destructive/ abusive leadership behaviors it has been seen more perceived.

Conclusion and Recommendations

The concepts of destructive, abusive and toxic leaders are used in the literature as
the concepts that are close to their meanings. In recent years, researches emphasize that
it is useful to take into account personality characteristics, especially when identifying
imperfect persons (Judge, Piccolo, and Kosalka, 2009).

As shown in this review article Turkish scholars who are working in the same field
use the different name/labels to identify the same phenomenon. Our conclusions on this
subject can be a suggestion for the researchers in this field to use the ‘toxic leadership’
term in order to clarify the misunderstandings and also confusions according this
important issue.

This is the first study -in authors knowledge- that tries to gather literature in Turkish
according toxic leadership and it can be a guide for future researches in the scope
which terms fits better to describe this issue. Our study has some limitations like the
researchers do not conduct a quantitative study to describe and identify what does
‘toxic leadership’ stands for our country.

Looking at all these concepts, the bad/dark triad leader has a serious and lasting
negative impact on the organization, its employees and the environment and the society.
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Uluslararasi isletmecilik, 6zellikle son 30 yilda uluslararasi yazinda oldukga dikkat g¢eken bir disiplin olarak karsimiza
¢ikmaktadir. Birgok farkli boyutu igeren uluslararasi isletmecilik yazininin odak noktasinda son yillarda gelismekte olan
Ulke kokenli isletmelerin uluslararasilasma suregleri vardir. Bu baglamda bu ¢alismanin amaci, gelismekte olan bir tlke
olarak Turkiye agisindan uluslararasi isletmecilik aragtirmalarinin gelismekte olan sinirlarini belirlemek, daha iyi anlamak
ve alt alanlarindaki egilimleri 6lgmek igin var olan ihtiyaci gidermeye galismaktir. Calismada 1990-2019 yillari araliginda
uluslararasi isletmecilik alaninda Tirkiye kokenli ulusal ve uluslararasi dergilerde yayinlanan 135 adet tam metin makale
icerik analizi yontemi ile incelenmistir. Werner’in uluslararasi isletmecilik kategorizasyonunun kullanildigi ¢alismanin
sonuglarina gére Turk yazininda uluslararasi isletmecilik disiplininde 6ne ¢ikan konular; 1990-1999 yillari araliginda
uluslararasi degisim, 2000-2009 yillari araliginda kiresel isletme gevresi ve 2010-2019 yillari araliginda uluslararasi
isletmelerdir ve alana dair Turk yazinindaki ilgi, kimi sebepler sonucu uluslararasi alandaki ilgiye gore oldukga sinirhdir. Bu
sebeple arastirmacilarin 6nlinde Turk uluslararasi isletmecilik alaninda cevaplayabilecekleri birgok soru bulunmaktadir.
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Abstract

International business has been a remarkable discipline in international literature especially in the last 30 years. The
focus of the literature which includes many different dimensions, is the process of internationalization of enterprises
originated from developing countries in recent years. In this context the aim of this study is to determine the boundaries
of Turkey as a developing country in terms of developing their international business research is to better understand
and work to eliminate the need for there to measure trends in the sub-areas. In the study, the 121 of Turkish-based
international business studies were examined by content analysis in national and international journals in the years
1990-2018. According to the results of the study using Werner’s international business categorization, the prominent
issues in the international business discipline in Turkish literature are; international change (1990-2000), global business
environment (2000-2010) and international enterprises (2010-2018). The interest in Turkish literature is very limited
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Extended Summa

Background and Purpose

In general, internationalization is the geographic outward movement of a business
in its operations. In today’s competitive world, the only opportunity for the growth and
profitability of a business is to open to foreign markets. However, globally, international
business research has gained momentum in recent years and exponentially grew as
a complex field of research in the late 1990s. The area of international business has
grown so significantly over the past three decades due to strategic imperatives and
environmental changes. Studies on this literature are mostly of international origin. For
this reason, there is a need to better understand and to measure trends in international
business studies in the sub-areas for Turkey. This study aims to serve as a resource for
future research by shedding light on how trends in international business research have
evolved over time in Turkish literature. The study provides an overview of international
business literature in terms of articles of Turkish origin published between 1990 and
2019. The research questions are as follows:

- Asadeveloping country, where do Turkish studies stand in international business
literature?

- Which subjects do Turkish researchers study most in the international business
discipline?

- What are the patterns of the studies in terms of time and content?

Methodology

In this research, which is based on Werner’s international business categories, 135 full-
text articles published in the field of international business are examined and classified.
These categories are: global business environment, internationalization, entry mode
decisions, international joint ventures, foreign direct investment, international exchange,
transfer of knowledge, strategic alliances and networks, multinational enterprises,
subsidiary-HQ relations, subsidiary and multinational team management, and expatriate
management. The data obtained from the articles examined in this study were collected
using the content analysis method. In this study, the data were scanned, classified, coded,
and analyzed by a single encoder. The 135 full-text articles that are the subject of the
research were published in 98 different national and international journals.

Findings and Conclusion
Since the 1990s, international activities have changed rapidly and continuously.
Therefore, interest in the subject of the international arena is intense. However, when
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the Turkish literature was analyzed, the interest was observed to be quite low (6 studies
in total) between 1990-2000. What is interesting is that this interest remained at a very
low level, even in periods when the investments originating from developing countries
increased markedly (2000—2012 time interval). Even after years when interest started
to increase compared to other period ranges (2016-2017), there was a significant
decrease in the number of studies.

According to the findings, no studies were found in the Turkish literature in the
category of Werner’s subsidiary-HQ relations (sub-categories: subsidiary role, including
subsidiary strategies and typologies, subsidiary control, and subsidiary performance).

The topics that are prominent in the discipline of international business in the
distribution of years are international exchange, between the years 1990-1999 (3
studies); the global business environment, between the years 2000-2009 (12 studies);
and multinational enterprises, between the years 2010-2019 (24 studies). These titles
also emphasize the popular topics of the period, considering the years.

Studies on internationalization theories are far below the expected level. The
internationalization processes of the enterprises of developing countries promise to
change world trade and provide a new field of work for the development of international
business theories. However, even the international literature in this regard frequently
conflicts and does not follow a certain pattern. Regardless of the conceptual framework,
theoretical infrastructures are very weak in the studies of international business in
Turkish literature.

With the findings obtained from the studies, it was observed that interest
in internationalization in Turkish literature remained infertile compared to other
management and organization subfields. According to the data, the levels of analysis
in international business studies in Turkish literature are also limited.

With the results obtained from the study, the research questions that are thought to be
useful to researchers in the future were also determined. Along with these research questions
and other questions that researchers will find interest in, the international business sub-field
will undoubtedly expand in Turkish literature.
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Tiirk Yaziminda Uluslararasi isletmecilik: 1990-2019
Yillarina Dair Bir icerik Analizi

Su anda i¢inde bulundugumuz ve ¢alismakta oldugumuz ¢ok kutuplu diinya, gelismekte
olan ekonomilerden ¢ikan firmalarin 6zelliklerini birlestirerek, cokuluslu isletmelerin
uluslararasilagma stratejileri ve rekabet avantajlar1 konusundaki geleneksel anlayigin
yeniden incelenmesini ve iyilestirilmesini gerektirmektedir (Thite, Wilkinson, Budhwar
ve Mathews, 2016). Is diinyas1 kiiresel hale geldik¢e ve uluslararas1 yonetim sorunlari
ig pratiginde daha merkezi bir rol oynadikca, uluslararasi isletmecilik aragtirmalarinin
da 6nemi artmaktadir. Kiiresellesme kendi i¢cinde karmasik oldugu i¢in, uluslararasi
isletmecilik ¢caligmalar1 da karmasik, siniflandirilmasi zor olan ¢alismalardir (Buckley
ve Casson, 2020).

Ikinci Diinya Savasi’nin bitisi, sadece iilke sinirlarinin yeniden ¢izilmesine,
kiiresel capta toplumsal ve kiiltiirel degisimlerin yaganmasina degil, ayn1 zamanda
uluslararasi igletmecilik/ticaret faaliyetlerinin hizlanmasina neden olmustur. 1947°de
Gumriik Tarifeleri ve Ticaret Genel Anlagmasi (General Agreement on Tariffs and
Trade-GATT)’ nin kurulusunu izleyen yillarla, uluslararasi ticaret ve yatirrmda esi
goriilmemig bir bliylimeye sahit olunmustur. Dolayistyla biiyiiklii kiigtiklii her ¢esit
isletme, doyumsuz diinya talebini karsilamak igin {irlin ve hizmetlerin seri liretimine daha
fazla odaklanmistir. Bugiin {izerinde durulan modern anlamda uluslararasi igletmecilik,
1950’11 yillarda gelismeye baslamistir. Gliniimiizde faaliyette bulunan pek ¢ok ¢okuluslu
isletme o yillarda faaliyette degildi ve faaliyette olanlar ise Amerika Birlesik Devletleri
(bundan sonra ABD) kdkenliydi. II. Diinya Savasi’nin sona ermesiyle, basta Japonya
ve kita Avrupasi iilkeleri de dahil olmak iizere bir¢ok iilke, denizagir1 yatirnmdan daha
¢ok savag sonrasi donemin sikintilariyla ugrasmistir. Ancak 1970’li ve 1980°li yillar
boyunca uluslararas ticaret alan1 biiyiik dlclide degismeye ve toparlanan Japonya
ve Avrupa ekonomileri ve “Cevre” olarak adlandirilan gelismekte olan iilkeler de
uluslararasi ticarete daha fazla ilgi géstermeye baglamistir.

Uluslararasi igletmecilik alani, son otuz yilda stratejik zorunluluklar (kaynak edinme
ihtiyaci, i¢ pazarm doygun hale gelmesi ve yeni pazarlara agilma ihtiyaci ve rakipler)
ve cevresel degisimler nedeniyle dnemli 8lgiide bityiimiistiir. Internet ve diger bilisim
teknolojilerinin biiyiimesi, kiiresel rekabeti ve uluslararasi isi yapmanin yollarini
yeniden tanimlamaktadir. Cogu zaman, giiniimiiziin rekabet¢i diinyasinda, bir igletmenin
biiyiimesi ve karlilig1 i¢in tek firsat isletmenin dis pazarlara agilmasidir. Dunning
(1994), yirminci yiizyilin son ¢eyreginden beri diinyada yasanan degisimlerin iilkeler
aras1 bagimliliklara neden olmasi sebebiyle, artik kapali ekonomi politikalar1 izleyen
tilkelerin istenilen kalkinma ve refah diizeyine ulasamayacagini belirtmektedir.

Uluslararasilagma kavrami, bir isletmenin operasyonlarindaki diga doniik hareketi
tanimlamak i¢in yaygin olarak kullanilmaktadir (Turnbull, 1987). Calof ve Beamish
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(1995, s. 116) ise ¢cok daha genis bir tanim benimseyerek, uluslararasi isletmeciligin
isletmelerin operasyonlarini (strateji, yapi, kaynak, vb.) uluslararas: ortamlara uyarlama
siireci oldugunu vurgulamaktadir. Dolayistyla uluslararasi isletmecilik, genis bir
perspektif iginde konumlanmaktadir. Bu perspektifin i¢inde uluslararasi isletme
yonetimi, uluslararasi igletmelerde strateji, uluslararasi igletmelerin faaliyette bulundugu
dis ¢evre, ulusal kiiltiir, kiiresellesme, cokuluslu igletmeler, kiiresel dogan isletmeler,
uluslararasilagma teorileri, uluslararasi pazarlara giris stratejileri, uluslararasi insan
kaynaklar1 yonetimi vb. konular bulunmaktadir. Uluslararas: isletmecilik, zengin,
acik ve karmagsik bir caligma alanidir, ¢linkii kismen diinya, kendinden zengin ve
karmagiktir (Doz, 2011, s. 582). Bu yiizden uluslararasi isletmecilik arastirmalari,
¢ok disiplinli aragtirmalar i¢in miikkemmel bir test alanin1 temsil etmektedir (Buckley
ve Chapman, 1996).

Bu anlamda 1980’11 y1llara kadar uluslararasi isletmecilik yazini, neredeyse sadece
gelismis lilke kdkenli igletmelerin uluslararasi faaliyetlerini ve siireglerini mercek altina
almistir. Ancak degisen diinya diizeni ile gelismekte olan lilke kokenli isletmeler de
uluslararas faaliyetlerini giin gegtikge artirmaktadir. Ozellikle 199011 yillarla birlikte
bu iilkeler, sadece ihracat gibi daha az riskli giris sekilleri ile degil, yaptiklari dogrudan
yabanci yatirimlarla (bundan sonra DY'Y) uluslararasi isletmecilikte 6nemli noktalara
gelmislerdir (Demirbag ve Tatoglu, 2008; Goldstein ve Pusterla, 2010). Gliniimiizde
kiiresel ekonomideki biiylimenin yaris1 gelismekte olan iilkelerdedir (Tallman ve
Pederson, 2011, s. 2). Son otuz yilda, gelismekte olan pazarlarla kiiresel biitiinlesme
hizla artmigtir. Hatta 2014 yilinda gelismekte olan iilkelerden ¢ikan DY'Y ’lerin miktari
468 milyar ABD dolarma ulagsmis, bu miktar da tiim diinyada dis DY Y "nin yaklasik
ticte birini olusturmustur (UNCTAD, 2015). Bu durum akademik diinyadaki ilgiyi de
beraberinde getirmistir. Ancak son zamanlarda uluslararas1 yazinda en ¢ok tartisilan
mesele, uluslararasilasma teorileri tizerinedir. Buna gore gelismis iilke kdkenli
isletmelerin uluslararasi faaliyetlerini agiklayan teoriler, gelismekte olan tilke kokenli
isletmelerin uluslararasi faaliyetlerini aciklamakta yetersiz kalmaktadir (Luo ve Tung,
2007; Mathews, 2002; Mathews, 2006). Zira gelismekte olan iilke kokenli igletmelerin
DYY siirecindeki karar ve davraniglar1 gelismis iilke kokenli isletmelerden farklidir
(Banalieva ve Santoro, 2009). Dolayisiyla bu farkliliklar, arastirmacilara gore teori
farklilig1 da yaratmali ve her baglam kendi 6zellikleri ile agiklanmalidir. Cokuluslu
isletmelerin biiyiimesi, mevcut uluslararasi isletme teorilerini zenginlestirmistir, ancak
bu teoriler ve bakis agilari i¢in yeni bulmacalar ve sorular da iletmistir (Luo ve Zhang,
2016). Tartisma, hala stiregelmektedir.

24 Ocak 1980 kararlariyla ekonomik serbestlesme déonemine giren Tiirkiye,
serbestlesme politikalarinin yardimiyla diinya ekonomisi ile biitiinlesmesini hizlandirmis
ancak diger gelismekte olan tilkelerin aksine uluslararasi igletmecilik faaliyetlerinde
geride kalmistir. Her yi1l yayinlanan ve yapilan net satiglara gore diinyada faaliyet
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gosteren en biiyilik isletmelerin yer aldig1 Fortune 500 listesine Tiirkiye’den sadece
Kog¢ Holding girmektedir. 1990 yilinda Sovyet Sosyalist Cumhuriyetler Birligi’nden
ayrilip bagimsizliklarini kazanan Tiirki cumhuriyetlere ve 1996 yilinda yiirtirliige
giren Glimriik Birligi Karari ile Avrupa Birligi’ne liye iilkelere yapilan yatirimlarin
hizlanmastyla Tiirkiye de uluslararasi isletmecilik alaninda adin1 duyurmaya baslamistir.
2000°li yillarda ise Tiirk kokenli isletmeler 6zellikle yaptiklar sinir 6tesi satin almalarla
uluslararasi yarigta rekabete katilmistir. Fan (2008) ¢aligmasinda Arjantin, Brezilya, Cin,
Endonezya, Giiney Afrika, Giiney Kore, Hindistan, Meksika, Polonya ile Tiirkiye’yi
de “Gelismekte Olan Biiyiik Pazar” olarak siniflandirmaktadir. Bugiin varilan noktada
ise uluslararasi faaliyette bulunan Tiirk isletmelerinin DYY ’ler i¢erisindeki dneminin
istikrarl1 bir diizeyde olmasa da arttig1 goriilmektedir.

Tiirkiye kokenli yazinda, orgiit ve yonetim alanindaki ¢aligsmalari inceleyen bir¢ok
calisma bulunmaktadir. Bu ¢aligmalarin ilki Heper ve Berkman’in 1979 yilinda
yayimladiklart Tirkiye’deki yonetim ¢aligmalarina genel bir perspektiften baktiklar:
calismalaridir. Daha sonra Berkman (1987), Usdiken ve Pasaedos (1993), Ozen (1995),
Ozen (2000), Usdiken ve Cetin (2001), Usdiken ve Wasti (2002) ¢alismalar1 bu baglamda
sayilabilir. [lk dénem calismalari olarak farz edilebilecek bu ¢alismalarda yénetimin
Tiirkiye baglaminda sahip oldugu 6zellikler ve bunlarin tarihsel seyirleri incelenmistir.
Sonraki dénemde Eskigehir Osmangazi Universitesi Iktisadi ve Idari Bilimler Fakiiltesi
Dergisi’nin 2009 yilinda yaymladig “Tiirkiye’de Yénetim/Orgiit Alaninin Gelisimi” 6zel
sayisinda Tiirk yonetim yazini ve Tiirkiye’de yonetim-orgiit alaninin gelisimi ve Tiirk
yonetim bilimi (Berkman, 2009a, 2009b), orgiitsel davranis aragtirmalarinda nig alanlar
(Erdem, 2009), 2000°’li y1llarda Tiirkiye’de stratejik yonetim alan1 (Barca ve Hiziroglu,
2009), Ulusal Yonetim ve Organizasyon kongre kitaplarinda yayimlanan 6rgiit teorisi
ve Orglitsel davranig bildirileri lizerinden bu alt alanlar (Yozgat ve Kartaltepe, 2009)
ve Tiirkiye’de insan kaynaklar1 yonetimi alaninda yapilan lisansiistii tezler tizerinden
insan kaynaklari alt alan1 (Benligiray, 2009) kapsamli incelemelere tabi tutulmustur.
Ayni1 zamanda Dirlik (2016), Tiirk yonetim yazinini inceleyen 56 adet caligmay1 mercek
altina alarak, bu calismalarin Tiirk yonetim yazini hakkinda bilinenlere katkilarini
incelemis ve bu ¢alismalar baglaminda yeni bir siniflandirma 6nermistir. Donemsel
kiyaslamalar yapan Dirlik (2016), ¢alismalarin sadece belli bir yayn tiirli iizerinden
incelemeler yaptiklarini ve bu ¢aligmalarin kuramsal agiklamalar yapmaktan ziyade
durum tespitleriyle yetindiklerini belirtmistir. Buna gore, yonetim ve organizasyon alt
alanlarindan kendi icerisinde en az degerlendirme yapan alt alan rgiitsel davranistir.

Usdiken (1996), orgiitler ve yonetim alt alani igindeki ayrisma/uzmanlasmaya atif
yaparak, bu alanlarda stratejik yonetim, sosyal sorumluluk ve uluslararas1 yonetim
gibi dallarin belirlendigini tespit etmistir. Ancak yonetim ve organizasyon alaninda
yapilan incelemelere ve iistte atif yapilan ana ¢aligmalarin bulgularina gore gliniimiize
kadar uluslararasi isletmecilik ve/veya uluslararasi yonetim ¢aligmalarini analiz eden
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bir aragtirmaya rastlanmamuistir. Dolayisiyla uluslararasi isletmeciligin de bir yonetim
ve organizasyon alt alan1 olarak belirmesiyle Tiirkiye agisindan uluslararasi isletme
arastirmalarinin gelismekte olan sinirlarini belirlemek ve daha iyi anlamak ve alt
alanlarindaki egilimleri 6lgmek i¢in bir ihtiya¢ oldugu diisiiniilmektedir. Bu yiizden
caligmanin amaci, Tiirk yazininda uluslararasi isletmeciligin konumunu arastirmaktir.
Bu baglamda aragtirma, {i¢ soru iizerinde sekillenmektedir:

1) Gelismekte olan bir iilke olarak Tiirkiye uluslararasi alandaki tartigmalarin
neresindedir?

2) Tiirk aragtirmacilar uluslararasi isletmecilik disiplininde daha ¢ok hangi konular
iizerinde ¢alismaktadir?

3) Calismalarin zaman ve igerik agisindan oriintiileri nasildir?

Werner, 2002 yilinda yayinladigi arastirmasinda uluslararasi isletmecilik
aragtirmalarini {i¢ kategoriye ayirmistir. Buna gore ilk kategoride, yerel isletmelerde
bulunmayan, yonetimin uluslararasi yanina atif yapilmaktadir (Ricks, 1991). Bu
kategoriyi “saf” uluslararasilagsma ¢aligmalari olarak adlandiran Werner (2002)’e gore
kategoride, uluslararasilagma siireci, giris yontemi kararlari, yabanc istirak yonetimi,
uluslararasi insan kaynaklar1 yonetimi igerikli ¢aligmalar bulunmaktadir.

ikinci kategoride ise farkl kiiltiirlerin (kiiltiirler aras1 ¢alismalar) ve uluslarin (¢apraz-
ulusal ¢alismalar) yonetim uygulamalarini kargilastiran ¢alismalar bulunmaktadir
(Ricks, Toyne ve Martinez, 1990). Ricks (1985)’e gore bu ¢aligmalara “karsilastirmali
yonetim calismalarr” adr verilmektedir. Ugiincii kategori, Kuzey Amerika disindaki
bir iilkedeki yonetim ¢alismalarindan olugmaktadir. Pierce ve Garven (1995), ABD
disindaki diger iilkelerde yapilan yonetim ¢alismalarinin bazen uluslararasi igletmecilik
alaninda ele alindigini ifade etmektedir. Bu caligmalar “yabanci yerli” ¢aligmalar olarak
bilinmektedir (Ricks, 1985).

Werner (2002)’in “saf” olarak nitelendirdigi uluslararasi igletmecilik yazininin alt
kategorileri, Tablo 1’de gosterilmektedir. 12 ayr1 kategori belirleyen Werner (2002),
uluslararasi isletmecilikte incelenen bir¢ok farkli konuyu da kategorilerle eslestirmistir.
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Tablo 1
Werner (2002) ’in Uluslararasi Isletmecilik Kate

gorizasyonu

Uluslararasi Isletmecilik Arastirma
Kategorileri

Dahil Olan Konular

Kiiresel igletme ¢evresi

Kiiresel ekonomi, kiiresel pazarlar, politik ve
diizenleyici ¢evre, uluslararasi risk

Uluslararasilagma

Uluslararasilagmanin tanimlanmasi ve
Ol¢iilmesi, uluslararasilagmanin 6nciilleri ve
sonuglari

Giris yontemi kararlart

Giris yontemi kararlarimin 6n gostergeleri,
uluslararasi sermaye sahipliginin 6n
gostergeleri, giris yontemi kararlarinin
sonuglari

Uluslararasi ortakliklar

Uluslararasi ortak se¢imi, ortak iliskileri,
uluslararasi ortakliklarin sonuglari

Dogrudan yabanci yatirim

DYY’nin zamanlamasi, DY'Y motivasyonlari,
DYY konumlari, isletme ve ev sahibi {ilke
sonuglari

Uluslararas: degisim

Uluslararasi degisim, ihracatin belirleyicileri,
ihracat aracilari, ihracatin sonuglari

Bilgi aktarimi

Bilgi transferinin dnciilleri, bilgi transferi
stireci, bilgi transferinin sonuglari

Stratejik ortakliklar ve sebekeler

Stratejik ortaklik iliskileri, stratejik ortaklik
sebekeleri, stratejik ortakliklarin sonuglart

Uluslararasi igletmeler

Uluslararasi isletme stratejileri ve politikalart,
uluslararasi isletmelerin model ve
tanimlayicilari

Ana igletme-sube iligkileri

Subenin rolii (sube stratejileri ve tipolojileri
dahil), subenin kontrolii ve performansi

Sube ve uluslararasi takim yonetimi

Subedeki insan kaynaklari yonetimi pratikleri,
sube davraniglari, uluslararas1 miizakereler,
uluslararasi takim yonetimi

Yabanc1 uyruklu ¢aliganlarin yonetimi

Yabanct uyruklu ¢alisanlarin insan kaynaklar
yonetimi, bu ¢alisanlarin sorunlari ve
reaksiyonlart

Bu calisma, 1990 ile 2019 yillari arasinda yayinlanan Tiirk kokenli makalelerin 1s1ginda

uluslararasi isletmecilik yazinina genel bir bakis sunmaktadir. Bu baglamda Werner
(2002)’in Tablo 1°deki kategorilerini temel alan arastirmada, uluslararasi isletmecilik
alaninda yayinlanmig 135 tam metin makale mercek altina alip siniflandirilmaktadir.

Makale yayinlari, tagidiklar1 6nem agisin

dan kiiltiirel ve disipliner farklar olmakla

birlikte, bilimsel faaliyetin en dnemli iiriin tiirlerinden birini olusturmaktadir (Usdiken

ve Pasadeos, 1993, s. 75). Bu sebeple ¢ali

smanin 6rneklemi uluslararasi isletmecilik

yazinini incelemeye alan tam metin makalelerdir.

Caligma, uluslararasi isletmecilik arastirmalarindaki egilimlerin zamanla nasil

gelistigine 151k tutarak, gelecekteki arastirmalar igin bir kaynak islevi gorme amaci

tagimaktadir. Uluslararasi isletmecilik aragtirmalari, son yillarda giderek hiz kazanmig ve

1990’larin sonlarinda karmasik bir arastirma alan1 olarak tissel olarak biiyiimiistlir. Buna
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gore, bu ¢alismada, 1990 ile 2019 yillar1 arasinda Tiirkiye’de yayinlanan uluslararasi
isletmecilik arastirmalarindaki giincel egilimlerin evrimini igerik analizi yontemi ile
incelenmektedir. Uluslararasi isletmecilik alanlarinin daha kesin sonuglara odaklanmasi
yoniindeki taleplerle birlikte (Buckley, 2002; Hult, Ketchen, Griffith, Chabowski,
Hamman, Dykes ve Cavusgil, 2008) konuya Tiirkiye baglaminda bakmak ayni zamanda
onemli bir eksikligi gidermeye ¢aligmaktir.

Yontem

Degerlendirme Siireci ve Yontemi

Bu arastirma, 1990-2019 yillar1 aralifinda uluslararas: isletmecilik alaninda
Tiirkiye’de yaymlanmis makalelerin igerik analizi yontemiyle incelendigi bir ¢aligmadir.
Icerik analizi, birgok disiplinde daha objektif olmak adina kullanilan (Evans, 2013)
ve disiplinlerdeki egilimleri ve modelleri tanimlamak i¢in kullanilan bir metottur
(Hartwell, Serovich, Grafsky ve Kerr, 2012).

Inceleme igin segilen donem 1990-2019 araligindaki yillar1 kapsayan 30 yillik bir
dénemdir. 1970’11 yillarin sonlarinda ve 1980’11 yillarin baglarinda gelismekte olan
iilke kokenli isletmelerle ilgili 5nemli galismalar yapilmis olsa da (Orn: Ghymn, 1980;
Lecraw, 1977; Wells, 1983), bu erken caligmalar agirlikli olarak Giiney Kore, Cin,
Singapur ve Tayland gibi iilkelerden ¢ikan isletmelerin uluslararasilagma siireclerini
konu edinmistir. Ancak bu isletmeler, diger gelismekte olan tilke kokenli isletmelerden
farklidir. Dolayisiyla gelismekte olan tilke baglami bir biitiin olarak diisliniildiiglinde
konu ile ilgili ¢aligmalarin 1990’11 yillarla birlikte hiz kazandig1 gozlenmektedir. Bu
calismada 1990 yilinin baslangig yili olarak se¢ilme nedeni de budur.

Bu ¢aligmada incelenen makalelerden elde edilen bilgiler, i¢erik analizi yontemi
ile toplanmistir (Krippendorff, 1980). Bu baglamda ilk olarak Google Scholar ve
Dergipark araciligryla Tiirkiye kdkenli ulusal ve uluslararas: faaliyette bulunan

LR N3

dergiler ve makaleler taranmistir. Tarama yapilirken “uluslararasilagma”, “isletmelerin

199 G 299 ¢

uluslararasilasma faaliyetleri”, “uluslararasilagma siireci”, “sinir Gtesi birlesme ve satin

LRI 199 e

almalar”, “dogrudan yabanci yatirnm”, “uluslararasilagma modelleri”, “uluslararasi

LEINT3 G

isletme”, “uluslararasi isletmecilik”, “uluslararasi pazarlara girig”, “uluslararasilagsma
lokasyonlar1”, “uluslararasilasma teorileri”, “cokuluslu isletme”, “kiiresellesme” gibi
Tiirkce anahtar kelimelerle birgok defa taramalar gergeklestirilmistir. Herhangi bir
caligmay1 kagirmamak icin, her bir anahtar kelimenin baska bir anahtar kelimeyle

birlikte farkli tertiplerle arandigindan emin olunmustur.

Bu siiregte birinci asamada 93 adet tam metin makaleye ulasiimistir. Bu asamada
iki ana boliim etrafinda ¢ercevelenen bir kodlama protokolii gergeklestirilmistir. Bu
iki ana boliim; yazar demografisi/makale 6zellikleri ve arastirma temalaridir. Bu
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baglamda makalelerin yayin yillarina gére dosyalamalar yapilmis ve bir Microsoft
Excel ¢alisma sayfasina makalenin yazar/lari, makalenin yayinlandig: derginin
adi, makalenin yayin yili, makalenin adi, anahtar kelimeler, makalede kullanilan
metodoloji, makalede kullanilan verilerin birincil mi ikincil mi oldugu, makalede
temel alinan teori, makaledeki analiz diizeyi, ¢alismanin dili ve ¢alismanin temasi
ayr1 ayr1 bashiklandirilmistir. Incelenen her makaleyle ilgili elde edilen bilgiler
bahsedilen Excel sayfasina titizlikle kodlanmigtir. Makalelerden ¢ikarilan bilgilerin
yorumlanmasinda tutarlilig1 artirmak i¢in, kodlama protokoliinde yer alan her bir
0ge i¢in operasyonel tanimlari igeren 6zel bir kilavuz hazirlanmistir (Leonidou,
Katsikeas ve Coudonaris, 2010). Se¢imleri rafine edebilmek adina ana taramada
sehven dosyalanan li¢c yayin bildiri 6zeti oldugu, bir yayin kiinyesiz oldugu, bir
yayin iktisat disiplinine ait oldugu i¢in 6rneklemden ¢ikarilmistir.

Daha sonra yukaridaki anahtar kelimelere ek “uluslararasi isletme yonetimi”,
“uluslararast isletmecilikte kiiltiir”, “uluslararasi isletmecilikte insan kaynaklari
yonetimi” gibi anahtar kelimelerle ve 2019 yil1 da eklenerek yeni bir tarama yapilmis
ve ilk taramadan kalan 88 makaleye 54 makale daha eklenmistir. Tekrar rafineligi
saglamak adina 142 tam metin makalenin 6zet ve girisi kisimlari okunmustur. Bu
asama sonucunda 142 makaleden bir tanesi konuyla ilgisiz bulundugu igin, alt1 tanesi
ise farkli bir alt disipline ait oldugu i¢in ¢ikarilmistir. Sonug olarak 98 adet farkli
ulusal ve uluslararasi yayin yapan dergide yaymlanmis 135 adet makale aragtirmanin

Orneklemini olusturmustur.

Bulgular

1990-2019 Yillar1 Arasinda Yaymlanan Makale Sayisi

Grafik 1, 1990-2019 yillar1 arasinda Tiirkiye kokenli uluslararasi isletmecilik
caligmalarinin dagilimimi gostermektedir. Grafik incelendiginde 1990-1999 yillar1
araliginda uluslararasi isletmecilik alanina gdsterilen ilginin epey diisiik oldugu goze
carpmaktadir. Calisma kapsaminda incelene 135 adet tam metin makalenin sadece 7
tanesi bu donemde yaymlanmistir. 2000-2009 yillari araliginda da alana gosterilen ilginin
diisiik oldugu saptanmaktadir. Bu donemdeki toplam c¢alisma sayis1 45°tir. Bu zaman
araliginda en fazla yayin yapilan yillar, 7’ser yaymla 2004, 2007 ve 2008 yillaridir.

2010-2019 yillarr aralig1 6nceki iki zaman araligina gore on seneyi kapsamasina karsin
alanda en fazla yayin yapilan zaman araligidir. Bu donemde uluslararasi isletmecilik
disiplini ile ilgili 83 adet tam metin makale yaymlanmistir. Bu zaman araliginda en
fazla yaym yapilan yil, 13 adet tam metin makalenin yayinlandigi 2017 yilidir.
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Grafik 1. Incelenen Tam Metin Makalelerin Yillara Gore Dagilimi

Zaman araliklar biitlinciil bir sekilde incelendiginde Tiirk arastirmacilar agisindan
uluslararasi isletmecilik yazininda sabit bir artigin olmadig1 goriilmektedir. Hatta 2004
ve 2017 yillar1 gibi birincil biiyiime yillarini takip eden yillarda biiyiimeyi distisler
takip etmektedir.

1990-2019 Yillar1 Arasinda Yayinlanan Makalelerin Dergilere Gore Dagilimi

Arastirmaya konu olan 135 adet tam metin makale 100 farkli ulusal ve uluslararasi
alanda yay yapan dergilerde basiimistir. Ancak zaman igerisinde Istanbul Universitesi
Isletme Fakiiltesi Isletme Iktisad1 Enstitiisii Yonetim Dergisi’nin ad1 Istanbul
Management Journal ve Istanbul Isletme Fakiiltesi Dergisi’nin ad1 Istanbul Business
Research olarak degistirilmistir. Bu dergiler halen aktif olarak yaym hayatlaria devam
etmektedir. Bu sebeple ¢calismada da bu dergilerde yayimlanan dort adet ¢alisma su
anki dergi isimleri baz alinarak siniflandirilmigtir. Dolayisiyla aragtirmaya konu olan
caligmalarm basildig1 dergi sayis1 98 olarak degistirilmistir.
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Tablo 2
Tiirk Yaziminda Uluslararas: Isletmecilik Temasimi En Cok Kullanan Dergiler
Dergi Ad1 Yaymn Yih Makale Sayisi
Ankara Universitesi SBF Dergisi 1994_1997_22%01‘;_2015_2015_ 6
Akdeniz .I.B.F. Dergisi 2003-2005-2006-2007 4
Anadolu Unlvers1te§1 Sosyal Bilimler 2005-2006-2009-2012 4
Dergisi
Gazi Universitesi [IBF Dergisi 2001-2004-2010-2017 4
_ Siileyman Demirel Universitesi
Iktisadi ve Idari Bilimler Fakiiltesi 2004-2007-2009-2011 4
Dergisi
Anadolu Universitesi Tktisadi ve Idari
Bilimler Fakiiltesi Dergisi 1993-2000-2019 3
Bilig 2004-2012-2014 3
C.U. Sosyal Blln.n!er Enstitiisti 2007-2010-2012 3
Dergisi
Oneri Dergisi 1997-2008-2016 3
Atatiirk Universitesi Sosyal Bilimler
Enstitiisii Dergisi 2007-2016 2
Balikesir Umvc?rflt"em Sosygl Bilimler 2003-2011 5
Enstitiisii Dergisi
Dokuz Eyliil Um.v.ersnem [IBF 1999-2014 5
Dergisi
Dokuz Eyliil Universitesi Sosyal
Bilimler Enstitiisii Dergisi 1999-2004 2
Dumlupm.a.r Un1vers1t§:§1 Sosyal 2010-2014 )
Bilimler Dergisi
Ege Akademik Bakig 2014-2018 2
H.U. I[iBF Dergisi 2002-2004 2
Istanbul Business Research 2014-2019 2
Istanbul Management Journal 2010-2019 2
Iktisadi, Idari ve Sl}{agal Aragtirmalar 2016-2017 5
Dergisi
IS GUC Endustr} I.hskllerl ve IK 2011-2014 5
Dergisi
Uluslararasi Y6net1m3 I.ktlsat ve 2017-2018 5
Isletme Dergisi
Verimlilik Dergisi 2004-2006 2
Yildiz Sosyal Bll{n?ler Enstitiisti 2017-2018 )
Dergisi
Yonetim ve Ekonomi 2001-2017 2

24 adet dergide konu ile ilgili birden fazla makale basilmistir. Uluslararasi isletmecilik
alaninda Tiirkiye’de en ¢ok yayin yapan dergi 6 adet tam metin makale Ankara
Universitesi SBF Dergisi’dir. 1943 yilindan beri yayin hayatinda olan SBF Dergisi,
Tiirkiye’nin sosyal bilimler alaninda en koklii dergilerinden biridir. SBF Dergisi’ni

1 incelenen zaman araliginda uluslararas: isletmecilik yazininda tek makale yaymlayan dergi isimlerine ve

yayin yillarina Ek 2’den ulasilabilir.
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2003, 2005, 2006 ve 2007 yillarinda yapilan yayimlarla Akdeniz {iBF Dergisi; 2005,
2006, 2009 ve 2012 yillarinda yapilan yaymlarla Anadolu Universitesi Sosyal Bilimler
Dergisi; 2001, 2004, 2010 ve 2017 yillarinda yapilan yaymlarla Gazi Universitesi [IBF
Dergisi ve 2004, 2007, 2009 ve 2011 yillarinda yapilan yayilarla Siileyman Demirel
Universitesi Iktisadi ve Idari Bilimler Fakiiltesi Dergisi takip etmektedir. Anadolu
Universitesi Iktisadi ve Idari Bilimler Fakiiltesi Dergisi, Bilig, C.U. Sosyal Bilimler
Enstitiisii Dergisi ve Oneri Dergisi ise ¢esitli donemlerde yaptiklari iicer yayinla Tablo
2’de yer almaktadir. Geri kalan 15 adet dergi ise uluslararasi igletmecilik yazininda
ikiser tam metin makale yaymlamigtir. Kalan dergiler ise belirlenen zaman araliginda
uluslararasi isletmecilik alaninda birer makale yayimlamistir.

Makalelerle ilgili Diger Bulgular

Incelenen 135 adet tam metin makaleden 14 tanesi anahtar kelime olmadan
yayimnlanmistir. Bu makalelerin 11°1 1994-2001 yillar1 araliginda, digerleri ise 2002,
2004 ve 2006 yillarinda yayinlanmistir. 121 tam metin makale uluslararasi igletmecilikle
ilgili birgok farkli anahtar kelimeye sahiptir. En yiiksek anahtar kelime sayis1 8’dir.
Iki makale sekiz adet anahtar kelimeye sahiptir. En az anahtar kelime sayis1 ise 2dir.
Iki makale 2’ser adet anahtar kelime igermektedir. Her makale ortalama olarak 4 adet
anahtar kelimeye sahiptir. Anahtar kelime i¢eren 109 tam metin makalede 234 adet
farkli anahtar kelime kullanilmistir. 37 tane anahtar kelime ise birden fazla ¢alismada
kullanilmustr.
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Grafik 2. Makalelerde En Cok Kullanilan Anahtar Kelimeler
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Grafik 2’ye gore en ¢ok kullanilan anahtar kelime “uluslararasilagma”dir (23
kullanim). Onu, 16 kullanimla “kiiresellesme”, 13 kullanimla “cokuluslu isletmeler”
ve 12 kullanimla “dogrudan yabanci yatirim” anahtar kelimeleri takip etmektedir. Bu
sonuglar, arastirmanin basinda beklenen sonuglarla rtiismektedir. 11 adetle “KOBI”ler
anahtar kelimesi bu ¢alismalarin 6rneklemini kiigiik ve orta biiytlikliikteki igletmeleri
olusturdugunu gosterirken, “ihracat” (“ihracat performansi” anahtar kelimesi ile)
da ¢alismalarda en ¢ok kullanilan anahtar kelime olarak belirlenmistir. Bu durum
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da yapilan ¢aligsmalarin uluslararasi pazarlara giris sekli olarak dogrudan yabanci
yatirimdan sonra ihracatt segen isletmeleri 6rneklem olarak aldigini gostermektedir.
Anahtar kelimelerden elde edilen ilk bulgulara gére insan kaynaklar1 yonetimi ise,
uluslararasi isletmecilik ¢aligmalarina -diger alt alanlara gore-sik¢a konu edilen alan
olarak belirlenmistir. Diger yandan, KOBI’lerden sonra isletme gruplar1 ve cokuluslu
otel zincirleri de arastirmacilarin ¢alismalarina konu olan isletme tiirleridir.

Grafik 3. Makalelerin Metodolojisi

Incelenen 135 adet tam metin makalenin 52’si metodoloji olarak nicel arastirma
yontemlerinden birini kullanirken, 37 adet calisma nitel yontemlerle arastirma sorunlarina
cevap bulmaya ¢aligmistir. iki adet makale hem nicel hem de nitel yontemi birlikte
kullanmigtir. Grafik 3’e gore 44 adet makale ise kavramsal caligmalar veya literatiir
taramasi oldugu i¢in herhangi bir metodoloji kullanmamustir.

Zaman Egilimleri ve Kategorilere Gore Makalelerin Dagilim

Werner (2002)’in uluslararasi isletmecilik ¢alismalarini kategorilestirdigi ¢alismast,
bu arastirmanin 6zilinii olusturmaktadir. Bu baglamda incelemeye alinan 135 adet tam
metin makale Werner’in arastirmasi dogrultusunda teker teker okunmus ve her biri
Werner’in uluslararasilasma isletmecilik aragtirma kategorileri ve onlara dahil olan
konular 1s1¢1nda siiflandirilmistir. Tablo 3, bu kategorilendirmeyi gostermektedir.
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Tablo 3

Kategorilere Gore Makalelerin Dagilimlart

Uluslararasi
isletmecilik
Arastirma
Kategorileri

Dahil olan konular

Yayinlar?

Kiiresel igletme
gevresi

Kiiresel ekonomi,
kiiresel pazarlar, politik
ve diizenleyici ¢evre,
uluslararasi risk

Sofyalioglu ve Aktas (2001)
Tagraf (2002)

Altay (2003)
Ehtiyar (2003)
Agikalin (2004)
Batmaz (2004)

Sar1 Gersil, (2004)
Gavcar ve Dirlik (2005)
Simsek (2006)
ilhan (2008)

Ogiit ve Kocabacak (2008)
Temizel, Turan ve Temizel (2008)
Yesil (2010)
Fikirkoca ve Kalemci (2011)
Kivileim (2013)
Gokmen (2014)

Aksu (2017)

Uluslararasilasma

Uluslararasilasmanin
tamimlanmasi ve ol¢tilmesi,
uluslararasilagmanin
onciilleri ve sonuglari

Erkutlu ve Eryigit (2001)
Sar1 (2008)
Fikirkoca ve Yildirim (2011)
Met ve Erdem (2011)

Atli ve Kartal (2014)
llgaz Siimer ve Uner (2014)
Kurar, Durna ve Inal (2015)
Tan Sahin, Mert ve Kaplan (2015)
Can, Alayoglu ve Alayoglu (2016)
Giing6rdii ve Yilmaz (2016)
Kanat (2016)

Kislali ve Tastan Boz (2016)
Yildirim ve Erdem (2016)
Aktepe ve Ciftei (2017)
Kandil Goker ve Uysal (2017)
Sezgili (2017)

Tas, Cevrioglu ve Bolel (2017)
Can ve Utlu (2018)
Karadag (2018)
Tiirken (2018)
Aglarg6z ve Akgiil (2019)
Berber ve Can (2019)
Coskun ve Sancaktutan (2019)
Kogak (2019)

Papatya ve Uygur (2019)
Tas ve Zengin (2019)

2 Biitiin siralamalar kronolojiktir. Calismalarin tam kiinyesine Ek-1’den ulasilabilir.
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Giris sekli
kararlar1

Giris sekli kararlarinin 6n
gostergeleri, uluslararasi
sermaye sahipliginin 6n

gostergeleri, giris sekli
kararlarinin sonuglari

Ulas (2004)
Savage1 (2007)

Kartal ve Sofyalioglu (2009)
Ozgen ve Ozseven (2012)
ilhan Nas, Sahin Tan ve Okan (2013)
Can ve Eroglu (2016)

Ayas ve Yasar Ugurlu (2017)

Uluslararasi
ortakliklar

Uluslararasi ortak se¢imi,
partner iliskileri, uluslararasi
ortakliklarin sonuglari

Sayilir (1999)
Aksoy ve Ayden (2004)
Ulas (2004)
flhan (2007)

Yesil (2007)
flhan (2008)
Giiltekin ve Ulukan (2012)

Dogrudan yabanct
yatirim

DYY’nin zamanlamasi,
DYY motivasyonlart, DYY
lokasyonlari, isletme ve ev

sahibi lilke sonuglari

Yigit (1999)
Kaya (2005)

Kaya (2006)
Kurtaran (2007)
Ulas (2008)
Govdere (2009)
Kaya (2009)
Biiyiikbalc1 (2010)
Saray (2011)
Kogtiirk ve Eker (2012)
Yavan (2012)

Kaya (2014)
Kurtuldu (2014)

Tan Sahin ve Mert (2014)
Kulali (2016)

Unlii, N1zigiyimana ve Kemeg (2017)
Baskici ve Ercil (2019)

Uluslararasi
degisim

Uluslararas1 degisim,
ihracatin belirleyicileri,
ihracat aracilari, ihracatin
sonuglari

Uner (1994)
Kogak (1997)
flter (1999)
Bardake1 (2004)

Altitas ve Ozdemir (2006)
Danigsman ve Sokmen (2007)
Sénmez ve Arslan (2007)
Korkmaz, Ermeg ve Yiicedag (2009)
Kayabasi, Kiraci, Kanberoglu ve Oguz
(2010)

Kahveci (2012)

Altuntas, Soziier ve Semercioz (2015)
Sarthan ve Tepeci (2017)

Tekin ve ilhan Nas (2017)

Yildiz (2018)
Bilgi transferinin onciilleri,
Bilgi aktarimi bilgi transferi siireci, bilgi .
transferinin sonuglar Ding ve Kaygisiz (2019)
.. Stratejik ortaklik iliskileri,
. r;gﬁgfve stratejik ortaklik sebekeleri,
sebekeler stratejik ortakliklarin Uslu (1997)

sonuglari
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Uluslararasi
isletmeler

Uluslararasi igletme
stratejileri ve politikalari,
uluslararasi isletmelerin
model ve tanimlayicilari

Ozalp, Eren ve Ocal (1993)
Subasi Ertekin (2000)
Met (2005)

Unsar (2007)

Tagraf (2008)

Ural ve Kiigiikaslan (2008)
Yildirim ve Erdost Colak (2009)
Kalyoncuoglu ve Uner (2010)
Kaygisiz ve Ding (2011)
Serinkan ve Bagc1 (2012)
Gokmen (2013)
Tiirksoy, Kaygalak ve Kogak (2013)
Akben (2014)

Aktas (2015)

Faiz ve Uner (2015)
Sisman (2015)

Hostut (2016)
Sisman (2016)
Begendik (2017)
Sahin ve Kaplan (2017)
Nardal1 (2017)
Baskici ve Ercil (2018)
Bat1 (2018)

takim yonetimi

Kamaci ve Turan (2018)
Sat (2018)
Subenin rolii (sube
Ana isletme-sube stratejileri ve tipolojileri
iliskileri dahil), subenin kontrolii ve -
performansi
Akgeyik (2000)
Kul Parlak (2000)
Yiiksel ve Erkutlu (2002)
Dereli (2005)
ilhan (2005)
Erdem (2006)
Ozdemir ve Bato Cizel (2006)
Subedeki insan kaynaklar1 Helvacioglu ve Ozutku (2010)
Sube ve yonetimi pratikleri, sube Iplik (2010)
uluslararas: takim |  davranislari, uluslararasi Sokmen ve Tarak¢ioglu (2010)
yonetimi miizakereler, uluslararasi Yesil (2011)

Mayatiirk Akyol ve Budak (2013)
Bayraktaroglu ve Dural (2014)
Esen ve Giirson (2016)
Cetinel ve Ersoy Yilmaz (2016)
Cetinarslan ve Can (2017)
Basar ve Giiltekin (2018)
Cetinarslan ve Can (2019)

Gokdeniz, Ozhavzali ve Erduran (2019)

Yabanci uyruklu
calisanlarin

Yabanct uyruklu calisanlarin
insan kaynaklar1 yonetimi,
bu ¢aliganlarin sorunlari ve

yonetimi

reaksiyonlari

Inal Zorel (2014)
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Tablo 3’e gore 1990-2019 yillar1 arasinda Tiirkiye’de yayinlanan uluslararasi

isletmecilik calismalarinda kullanilan arastirma kategorileri; kiiresel igletme ¢evresi,

uluslararasilagma, giris sekli kararlari, uluslararasi ortakliklar, dogrudan yabanci yatirim,

uluslararast degisim, bilgi aktarimi, stratejik ortakliklar ve sebekeler, uluslararasi

isletmeler, sube ve uluslararasi takim yonetimi ve yabanci uyruklu caligsanlarin

yonetimi’dir. Yapilan incelemeye gére Werner’in ana isletme-sube iligkileri (alt

kategorileri: subenin rolii (sube stratejileri ve tipolojileri dahil), subenin kontrolii ve

performanst) kategorisi ile ilgili Ttirk yazininda herhangi bir calismaya rastlanmamistir.

Caligmalarin dahil edildigi kategoriler ve icerikleri asagidaki gibidir:

Kiiresel isletme ¢evresi: Alt konular kiiresel ekonomi, kiiresel pazarlar, politik
ve diizenleyici ¢evre, uluslararasi risk olan bu kategoride 17 adet ¢aligma
bulunmaktadir. Bu ¢alismalardan ilki 2001, sonuncusu ise 2017 yilinda,
en ¢ok ¢aligma ise 2004 ve 2008 yillarinda (3’er adet) yayinlanmistir. Bu
kategorideki caligmalar kiiresel pazarlardaki ve ev sahibi iilkelerdeki kiiltiiriin
uluslararasilasmaya etkilerine, kiiresellesmenin hiz kazanmasiyla degisen
isletme yapilarina ve yonetimlerine, kiiresellesmeyle birlikte degisen isletme
cevresine, uluslararasi ortakliklardaki orgiit kiiltiiriine, Tiirk is kiiltiiriiniin
kiiresellesme sonucu yasadigi degisime, uluslararasi isletmelerin ¢evrelerde
karsilastiklar yerel sorunlar, kiiresel ¢evrede karsilasilan firsatlar ve tehditler,
makro-kurumsal teorinin kiiresellesmeye yaklagimi, uluslararasi isletmecilikte
risk yonetimine odaklanmistir. Bu kategoride yer alan ¢alismalarin 12 tanesi
“aciklayic1” tarzda makalelerdir. Bu tarz calismalarda herhangi bir arastirma
yontemi kullanilmamistir. Bu makaleler genellikle teoriktir ve bu durum,
alanda daha fazla deneysel arastirmaya ihtiya¢ duyuldugunu gostermektedir.
Kategorideki 5 adet ¢caligma ise bir model iizerine dayanan ve nicel arastirma
yontemiyle hazirlanan ¢aligmalardir.

Uluslararasilasma: 26 adet calismanin siralandigi uluslararasilagma
kategorisinin alt konular1; uluslararasilasmanin tanimlanmasi ve ol¢iilmesi,
uluslararasilagsmanin 6nciilleri ve sonuglaridir. Konuyla ilgili ilk ¢alisma 2001, son
caligmalar ise 2019 yilinda yaynlanmigtir. 2019 y1l1, 6 adet tam metin makaleyle
uluslararasilasma ana kategorisinin en ¢ok ¢aligildigi y1l olarak belirlenmistir.
Genel olarak Tiirk yazininda bu kategoride uluslararasilasma siireci, uluslararasi
alanda biliylime stratejileri, uluslararasilagsmada ¢okuluslu isletme kuramlari,
kiiresel dogan isletmelerin uluslararasilagsmasi, uluslararasilagsmada tilkeler
arasindaki psikolojik mesafe, uluslararasilagma siirecinde dinamik yeteneklerin
kullanimu, aile isletmelerinin uluslararasilagma stratejileri, isletme gruplarinin
uluslararasilagma siirecleri, uluslararasilasma ile finansal performans ¢alisilmistir.
Caligmalarin 8’1 teorik, kalan ¢aligmalar ise arastirma makaleleridir.
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Giris sekli kararlar:: Giris sekli kararlariin alt konular giris sekli kararlarinin
on gostergeleri, uluslararasi sermaye sahipliginin 6n gostergeleri, giris sekli
kararlarinin sonuglaridir. Siniflandirilan 7 adet makalenin tizerinde yapilan
incelemeye gore, giris sekli kararlar1 kategorisinde yayinlanan ¢alismalardan
ilki 2004, sonuncusu ise 2017 yilinda yaymlanmistir. KOBI’lerin giris sekilleri,
uluslararasi pazarlara giris se¢iminde yerel pazar faktorlerinin etkisi, isletme
sahipligi ve yonetim kurulu yapisinin giris stratejileri tizerindeki etkisi,
kiiresellesme ve giris stratejileri ve sinir 6tesi isletme satin almalar giris sekli
kararlari tizerinde tartigilan konular olarak géze ¢arpmaktadir. Bu kategorideki
calismalarin hepsi bir modele dayanan arastirma makaleleridir. iki calisma,
Tiirkiye’nin farkli iki ilinde faaliyet gosteren isletmelere odaklanirken, bes adet
caligma ise makro verileri kullanarak sonuca ulagsmistir.

Uluslararasi ortakhiklar: Uluslararasi ortak se¢imi, partner iliskileri ve
uluslararasi ortakliklarin sonuglarinin bulundugu bu kategoride ilki 1999,
sonuncusu 2012 yilinda olmak tizere yedi adet tam metin makale bulunmaktadir.
Uluslararasi ortak girisimlerde ortaktan bilgi edinimi ve uluslararasi ortakliklarda
yer alan iist yonetim arasindaki kiiltiirel farkliliklara deginilmektedir. Bu
kategoride iki ¢alisma teorikken, bir adet ¢aligma makro verilerle oriintiilenmis
bir aragtirma makalesidir.

Dogrudan yabanci yatirnm: DYY nin zamanlamasi, DYY motivasyonlari,
DYY lokasyonlari, isletme ve ev sahibi iilke sonuglar1 gibi alt konulara sahip
olan bu kategorideki ilk ¢alisma 1999 yilinda, son ¢alisma ise 2019 yilinda
yaymlanmustir. Inceleme sonuglarma gére 2017 yili DY ile ilgili Tiirk yazininda
en fazla yaym yapilan yil olma 6zelligine sahiptir. 17 tam metin makale,
Tirkiye’deki serbest bolgelerin dogrudan yabanci sermaye girisine etkileri,
DYY yoluyla uluslararasilasan Tiirk igletmeleri, ¢okuluslu igletmelerin DY'Y
yoluyla ger¢eklestirdigi teknoloji transferi, DYY kararlar1 ve belirleyicileri,
Tiirk isletmelerinin en ¢cok yoneldikleri lokasyon olan Avrupa Birligi iilkelerine
yapilan dogrudan yatirimlar, Tiirkiye’ye gelen DYY ’lerin hizmet sektoriindeki
dagilimlari, imalat sektoriinde faaliyette bulunan Tiirk isletmelerinin DY'Y’leri,
ekonomik 6zgiirliikk indeksi ve Tiirk DY Y’leri, Tiirk DY'Y ’lerinin tarihsel
gelisimi ve cografi dagilimlari, igletme gruplar1 6zelinde Tirk DYY’lerinin
uluslararasilagma motivasyonlar1 ve bu motivasyonlarin lokasyon ve giris
kararlar1 tizerindeki etkisi, tiiketicilerin DY'Y algisi, deger zinciri temelinde
DYY, istihdam ve DY, Tiirkiye’ye giren DY'Y’ler, geligsmis ve gelismekte olan
iilkeler 6zelinde yabanci sahiplik yogunlugu ve DY 'Y de yer secimi iizerinedir.
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Uluslararasi degisim: Uluslararas1 degisim, ihracatin belirleyicileri, ihracat
aracilari, ihracatin sonuglar: alt konular1 uluslararasi degisim kategorisinin
altinda yer almaktadir. Bu baglamda incelenen ¢alismalarda géze ¢arpan daha
¢ok “ihracat” konusudur. Buna gore 14 adet tam metin makale uluslararasi
degisim ana baslhigiyla ihracat lizerinedir. Konuyla ilgili ilk caligma 1994 yilinda
en ¢ok calisma ise 2007 ve 2017 yillarinda (2) yayinlanmustir. Isletmelerin
ihracat yapmama nedenleri, ihracat karar siirecleri, ihracat davranigini etkileyen
faktorler, gelismekte olan iilkeler baglaminda uluslararasilagma teorilerinin
ihracat davraniglarini agiklama konusundaki yetersizlikleri, ihracat siirecinde
karsilasilan zorluklar, girisimci 6zeliklerinin ve isletme niteliklerinin ihracat
performansina etkileri, isletmelerin yenilikg¢i kabiliyetleri ve bu kabiliyetlerin
ihracat lizerindeki etkileri, isletme stratejilerinin, uluslararasi girisimciligin,
isletme ve {ist diizey yonetici 6zelliklerinin ihracat performansina etkisi bu
kategoride arastirilan konulardir.

Bilgi aktarimi: Bu kategoride alt basliklar bilgi transferinin onciilleri, bilgi
transfer siireci ve bilgi transferinin sonuglaridir. Yapilan incelemelere gore
bu kategoriye uyan bir adet ¢aligma bulunmaktadir. 2019 yilinda yayinlanan
bu ¢alisma, ¢okuluslu isletmelerin bilgi yonetimi uygulamalarinda kiiltiirel
antropoloji teorilerinin boyutlarini incelemektedir.

Stratejik ortakhiklar ve sebekeler: Alt basliklarin stratejik ortaklik iliskileri,
stratejik ortaklik sebekeleri, stratejik ortakliklarin sonuglari oldugu bu ana
baslikta bir adet ¢aligma bulunmaktadir. 1997 yilinda yayinlanan bu ¢aligma
uluslararasilagsma siireglerinde stratejik birlesmeleri ele alan kavramsal bir
caligmadir.

Uluslararasi isletmeler: Uluslararasi isletme stratejileri ve politikalari,
uluslararast igletmelerin model ve tanimlayicilarinin alt konular olarak belirlendigi
bu kategoride 25 adet tam metin makale bulunmaktadir. Kategorinin ilk makalesi
1993, son makale ise 2018 yilinda yayinlanmigtir. 2015 ve 2017 yillar1 kategorinin
en fazla makale barmdirdig: (3’er makale) yillar olarak belirlenmistir. Cokuluslu
otel zincirlerinin biiylime ve uluslararasilagma stratejileri, uluslararasi isletmelerde
iiretim stratejileri, ¢okuluslu isletmelerin kiiresel stratejileri, uluslararasi Tiirk
isletmelerinde yap1 ve strateji iliskisi, kiiresel dogan isletmelerde kurucu ve iist
diizey yonetici 6zellikleri, Tiirkiye’nin uluslararasi igletmelere sundugu yatirim
olanaklari, kiiresel kriz ve uluslararasi isletmeler, uluslararasi isletmelerde
stratejik yonetim, kiiresel dogan isletmelerde uluslararasi girisimcilik, uluslararast
isletmelerde halkla iliskiler uygulamalar1 ve global dogan isletmelerin olusum
nedenleri ve 6zellikleri bu kategoride 6ne ¢ikan konulardir.
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- Sube ve uluslararasi takim yonetimi: Bu kategorideki konular subedeki insan
kaynaklar1 yonetimi pratikleri, sube davranislari, uluslararas1 miizakereler,
uluslararasi takim yonetimidir. Sube ve uluslararasi takim yonetimi kategorisinde
2000-2019 yillar1 arasinda toplam 19 tam metin makale yaymlanmustir. En fazla
calisma 2010 yilinda (3 adet) ortaya ¢cikmistir. Bu kategoride yer alan ¢aligmalar
uluslararasi insan kaynaklarinin gelisimi, kiiresel insan kaynaklar1 stratejisi,
uluslararasi ortakliklarda yerel es bicimlilik baskilarini yonetmede stratejik
insan kaynaklarmin rolii, cokuluslu isletmelerde iicret ve maas yonetimi, ulusal
isletme yoneticilerinin uluslararasi yoneticilige bakiglari, is géren etnosentrizmi,
cok kiiltiirlii takimlarda yasanan sorunlar, uluslararasi isletmelerde iist diizey
yOnetici saglama politikalari, uluslararasi insan kaynaklarina kiiltiir tizerinden
bakis, baglh kuruluslardaki stratejik kadrolamalar, sube ve uluslararasi takim
yonetimi, ¢okuluslu igletmelerin yonetici kaynaklar1 ve kiiresellesme ile degisen
personel ihtiyac1 {izerinedir.

- Yabanci uyruklu cahsanlarin yonetimi: Yabanci uyruklu ¢alisanlarin insan
kaynaklar1 yonetimi ve bu ¢alisanlarin sorunlar1 ve reaksiyonlar1 bu kategorideki
konulardir. Kategorideki tek ¢alisma 2014 yilinda uluslararas: ¢alisanlarin
kiiltiirleraras1 yetkinligi tizerinedir.

Tartisma

Incelemelerden elde edilen bulgularla Tiirk yazininda konuya olan ilginin diger
yOnetim ve organizasyon alt alanlarina gore oldukca kisir kaldig1 gézlenmistir.
Bulgulara gore, Tiirk yazininda uluslararasi igletmecilik iktisadi bakis agis1 ve
isletmecilik bakis agisinda sikisip kalmis ve istenilen ilgi seviyesine ulasamamistir.
Ancak bu genellemeler Berkman (2009b)’1n da ifade ettigi gibi bir kismi1 uzun vadeli
gelismelere bagl oldugu, bazilar1 da pratik olmadigi igin kendi i¢inde sinirliliklara
sahiptir. Ornegin, uluslararas1 yazinda sikca tartisilan “gelismekte olan iilkeler
ve bu lilkelerden ¢ikan yatirimlar” konusu belli arastirmacilarca ele alinmistir.
Uluslararasilagsma Teorileri® tizerine yapilan ¢alismalar beklenen diizeyin ¢ok altinda
kalmaktadir. Oysa gelismekte olan lilke kokenli isletmelerin uluslararasilasma
stirecleri diinya ticaretini degistirmeyi vaat etmekte ve uluslararasi igletme teorilerinin
gelistirilebilmesi i¢in yeni bir ¢alisma alan1 saglamaktadir (Luo ve Zhang, 2016).
Ancak bu konuda uluslararasi yazin bile kendi i¢inde siklikla catismakta ve kesin bir
oriintiiyli takip edememektedir. Yine de hangi kavramsal ¢er¢evede olursa olsun, Tiirk
yazininda uluslararasi isletmecilik alaninda yapilan ¢aligmalarda teorik alt yapilarin
¢ok zayif kaldigi diistiniilmektedir. Oysa uluslararasi isletmecilik ¢caligmalarinin
anahtari, ¢esitli teorik ¢ergeveler kullanarak arastirma sorularina g¢esitli analiz
diizeylerinde yaklagmasidir (Buckley ve Lessard, 2005).

3 Bazi kaynaklarda Dogrudan Yabanc: Yatirim Teorileri olarak da gegmektedir.
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Bu baglamda ¢alismadan elde edilen verilere gore, Tiirk yazininda uluslararasi
isletmecilik calismalarinda analiz diizeyleri de kisith kalmaktadir. Bu ¢caligmalarda daha
cok isletme diizeyinde analizler yapilmigtir. Oysa sube, endiistri, ¢gevre hatta bireysel
diizeylerde yapilacak ¢alismalara da ihtiya¢ duyulmaktadir. Tek bir aktére vurgu
yapan ¢aligmalar sebebiyle bireyler arasinda ag olusturan ve/veya endiistriyel diizeyde
yapilacak calismalarla isletmeler arasindaki rekabet, is birligi ve dahi davraniglar daha
iyi anlagilabilecektir (Buckley ve Casson, 2020).

Ayn1 zamanda bulgular, Tiirkiye kokenli uluslararasi isletmecilik disiplini hep ayni
¢izgi lizerinden ilerledigini ve genellikle birbirine benzer konular iginde kalindigini
gostermektedir. Ornegin, uluslararas pazarlara giris sekillerinden ihracat, yazinda
oldukca popiilerdir. Ancak uluslararasilagma siirecinin bel kemiklerinden olan ve
Tiirk isletmelerinin son yillarda siklikla bagvurdugu (Orn: Kog Holding Grundig satin
almasi, Y1ldiz Holding Godiva ve McVities satin almasi vb.) ortak girisimlere, sinir
Otesi birlesme ve satin alimlara ve DYY ’ye ilgi olduk¢a azdir. Bunun en muhtemel
sebebi, calismalarin 6rneklemleridir. Zira arastirmacilar 6rneklemlerini miimkiin
oldukca mikro tutmuslardir. Genellikle endiistri ve/veya lilke baglamindan ¢ok, il
orneklemleri revagtadir. Ozellikle Anadolu illeri ve dolayistyla KOBI’ler 6rneklem
olarak alindiginda uluslararasilagsma siireglerinin ihracatla sinirli kalmasi esasen
normaldir. Ustelik Werner (2002) siniflandirmasinda ihracati giris sekli kararlarmin
oldugu kategoriye degil, uluslararasi degisimin oldugu kategoriye koymaktadir. Bu
da Tiirk yazininda uluslararasi pazarlara giris sekillerinin siniflandirilmasinda bir
uzlagmaya varilmadig1 sonucunu ortaya koymaktadir.

Goze garpan bir diger bulgu, uluslararasilasan isletme faaliyetleri lizerine yapilan
caligmalardir. Tipki ulusal igletmelerde oldugu gibi, uluslararasi isletmelerde de daha
makro ¢apta olsa da ayni faaliyetler siirdiiriilmektedir. Pazarlama, finans, muhasebe,
Ar-Ge gibi departmanlar bu igletmelerde de faaliyettedir. Ancak faaliyetlere olan
ilgi, insan kaynaklari ile sinirli kalmistir. Bu 6riintiiniin muhtemel sebebi ise insan
kaynaklari alt alaninda ¢alisan yonetim ve organizasyon arastirmacilarinin konuya
olan ilgisidir.

Calismalarin yapildigi donemler de ilging oriintiiler ortaya koymaktadir. 1990’11
yillardan glinimiize, uluslararasi faaliyetler hizla ve siirekli olarak boyut degigtirmistir.
Dolayisiyla uluslararasi arenada konuya olan ilgi yogundur. Ancak Tiirk yazini
incelendiginde 1990-2000 yillar1 araliginda ilginin oldukga diisiik (toplamda 6
adet ¢alisma) oldugu gdzlenmektedir. Tlging olan bu ilgisizligin, gelismekte olan
iilke kokenli yatirimlarin asir1 arttigi dénemlerde bile (2000-2012 zaman araligi)
oldukea diisiik seviyede kalmasidir. Nispeten diger donem araliklarina gore ilginin
artmaya bagladig1 yillardan sonra (2016-2017) bile ¢alisma sayisinda belirgin bir
diigiis yasanmustir.
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Sonug¢

Nitel analize dayanan bu calismada 1990-2019 yillar arasinda Tiirk akademik
camiasinda uluslararasi igletmecilik yazinina olan ilgi incelenmeye ¢alisilmistir. Bu
baglamda Werner’in 2002 yilinda Journal of Management’ta yayinlanan “Recent
developments in international management research: A review of 20 top management
journals” baglikli makalesinden yola ¢ikilarak uluslararasi igletmecilik yazininda alt
disiplinler olusturulmus ve yazin bu basliklara gore incelenmeye ¢alisilmistir. Bu
baglamda yillar dagiliminda uluslararasi igletmecilik disiplininde 6ne ¢ikan konular,
1990-1999 yillar araliginda uluslararas: degisim (3 ¢aligma), 2000-2009 yillar1 araliginda
kiiresel igletme ¢evresi (12 ¢alisma) ve 2010-2019 yillar1 araliginda uluslararas:
isletmeler (24 ¢alisma)dir. Bu basliklar, yillar da g6z 6nlinde bulunduruldugunda
dénemin popiiler konularina da vurgu yapmaktadir.

Tiirkiye’de 6rgiit ve yonetim alaninda ¢alisan arastirmacilar, yillar icerisinde bu alan
ve alt alanlarda yapilan caligmalar1 detaylica incelemistir (Orn bkz. Berkman, 2009a,
2009b; Dirlik, 2016; Ozen, 1995; Ozen, 2000; Usdiken ve Pasadeos, 1993; Usdiken ve
Erden, 2002; Usdiken ve Wasti, 2002). Usdiken ve Erden (2002, s. 107)’e gore orgiitler
ve yonetim alt alaninda farklilasma vardir ve bu anlamda yerlesik bir hal almaya en
egilimli olan1 ise “uluslararasi yonetim veya igletmeler”dir. Bu durumu “kiiresellesme
sdyleminin etkisine baglayan Usdiken ve Erden (2002), bu bulgunun Usdiken ve Pasaedos
(1993)’un ¢alismasindan elde edilen bulgularla tutarli oldugunu da ifade etmektedir.

Ancak bu calismadan elde edilen sonuglara gore uluslararasi igletmecilik alt alaninin
heniiz Tiirk yazininda yerlesik bir hal almadigi gézlenmektedir. Oysa Dirlik (2016,
s. 117)’e gore yonetim yazininda olan bitene iligskin artan bir ilgi vardir. Ancak bu
calismadan elde edilen bulgular, 30 yil igerisinde yapilan ¢calisma sayisinin diger orgiit
ve yonetim alt alanlarina gore oldukea sinirli oldugunu géstermektedir. Oysa uluslararasi
igletmecilik arastirmalarinin gelecegi 6nemli ve ¢aligmacilar i¢in firsatlarla doludur
(Luo ve Zhang, 2016). Yapilacak yeni ¢aligmalarla uluslararasi isletmeciligin yonetim
ve organizasyon disiplini i¢erisindeki yeri de daha rahat analiz edilecektir. Gelecek
caligmalar i¢in neyin arastirmalara konu edilebilecegi ve mevcut bilgi bosluklarmin
nerede oldugu konusunda 6znel goriisler oldugu diisiiniiliirse asagidaki arastirma
sorulari izerinde durulmasi onerilmektedir:

- Tiirk isletmelerinin uluslararasilagma kararlarini/siireglerini etkileyen ¢evresel
faktorler nelerdir?

- Tirk isletmelerinin uluslararasilagsma karar ve siireglerinde devlet tesvik ve/
veya miidahaleleri etkili midir? Varsa bu etkiler nasildir?

- Uluslararasi isletmecilikte kurumsal ¢evre ve uluslararasilasma siireglerine olan
etkisi Tlirkiye baglaminda nasil incelenebilir?
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- Uluslararas: Tiirk igletmelerinin kaynak ve yetenek gelistirme potansiyelleri
nelerdir?

- Uluslararasi isletmecilikte sektérel durum nedir?

- Uluslararasi Tiirk isletmelerin uluslararasilagsma siireglerinde “6grenme”’yi ne
kadar kullanmaktadir?

- Tirkiye baglaminda uluslararasi isletmecilik teorileri nasil bir oriintii
seyretmektedir? Bu anlamda Tiirkiye, yazinda tartigilan hangi baglama daha
yakindir?

- Uluslararasi isletmeciligin diger alt alan veya disiplinlerle iligkisi nasildir?

Bu arastirma sorular1 ve dahi arastirmacilarin ilgilenecegi diger sorularla birlikte
Tiirk yazininda uluslararasi isletmecilik alt alan1 genisleyecektir. Dolayisiyla alan
genisledikce yazinla ilgili durumsal analizler, gelisimin takip edilmesi, Usdiken ve
Pasadeos (1993, s. 73)’un tabiriyle “belirli zaman araliklarinda stok tespitlerinin
yapilmasi™na da yol agacaktir.

Aragtirma, belli bazi kisitlara sahiptir. Bu ¢alismada sadece 1990-2019 yillar1 arasinda
Tiirkiye kokenli ulusal ve uluslararasi alanlarda yayin yapan dergilerde yer alan tam
metin makaleler incelenmistir. Daha genis kapsamli ¢aligmalar i¢in makalelerin yani
sira, bildiriler, kitaplar ve lisanstistii tezler de incelemeye aliabilir. Diger yandan
nitel bir arastirma yontemi olan igerik analizi kullanilan bu ¢alismada veriler, tek bir
kodlayicr tarafindan taranmis, siniflandirilmis, tematik hale getirilmis, kodlanmis
ve analiz edilmistir. Ayn1 zamanda nitel aragtirmalarda kullanilan bazi bilgisayar
destekli programlar (atlas.ti, maxqda ve NVivo vs.) bu arastirmada kullanilmamustir.
Gelecek caligmalarda bilgisayar destekli programlarla igeriklerin daha rahat okunmast
saglanabilir.
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Orgiitlerde Meslek intiharini Onlemeye Yénelik Bir Model Onerisi

A Model Proposal to Prevent Professional Suicide in Organizations

Feyza Gagla Oran ' @, Betiil Balkan Akan?

Oz

Meslek intihari kavrami, yaratici, girisken, iyi yetismis zeki insanlarin, aniden kendi kararlari ile isletme igindeki
kariyerlerini olumsuz yénde etkileyecek adimlar atmalari olarak tanimlanmaktadir. Orgiitlerde iistiin yeteneklere sahip,
yaratici, girisimci, yeniliklere ve degisime acik, zeka diizeyi yiiksek ¢alisanlarin dnemli bir kismi degerlendirilememektedir.
Bu 6zelliklere sahip calisanlar potansiyellerine uygun iyi bir pozisyona gelemediklerinde degersizlestiklerini hissetmekte
ve orgltten uzaklagmaktadirlar. Bu durum meslek intiharina neden olmaktadir. Calismanin amaci; orgitlerde meslek
intiharini tanimlamak, meslek intiharinin 6rgitlere olan etkilerini ortaya koymak, meslek intiharini 6nlemeye yonelik
unsurlara dair bir model 6nerisi gelistirmeye yonelik olarak tasarlanmistir. Arastirmanin, meslek intiharinin 6nlenmesi
acisindan ileride yapilabilecek uygulamali ¢calismalara kuramsal ve kavramsal agidan bir temel teskil etme potansiyeli
tasidigr distnilmektedir.
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Meslek intihari, isi Birakma, isten Ayrilma, Tikenmislik, Mesleki Kariyer

Abstract

The concept of professional suicide is defined as creative, sociable, well-educated, intelligent people who suddenly take
steps that will adversely affect their careers in the company with their own decisions. A significant part of the employees
who have high talents, creative, entrepreneurial, innovative and open to change and high level of intelligence cannot be
evaluated in organizations. Employees with these characteristics feel that they are deprived of being in a good position
in accordance with their potential and are moving away from the organization. This situation causes professionel suicide.
Purpose of the study; the aim of this course is to define professional suicide in organizations, to reveal the effects of
professional suicide on organizations and to develop a model proposal about the elements to prevent professional
suicide. It is thought that the research has the potential to provide a theoretical and conceptual basis for future applied
studies in terms of preventing professional suicide.
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Extended Summa

Background

In general, there are very few studies in the literature about occupational suicide
in organizations and the negative effects of occupational suicide on organizations.
Since the main loss experienced in the concept of professional suicide is the loss of
qualified, promising and creative individuals, the main contribution to the institutions
and employers is to use their qualifications within the strategic talent management for
the future of the enterprise if the employees remain in the institution. The importance
for the employees is to ensure that the individuals who are dedicated and creative to
their profession stay in the flow and feel productive in a process in which they develop
and strengthen themselves.

Purpose

The aim of this study is to emphasize the importance of the concept of professional
suicide in the institutional sense and to establish measures to prevent this situation
which is seen in today’s enterprises but which is inadequate in taking measures and
prevention. In this context, the process and stages of professional suicide were examined
and a model was made considering the severity of these stages. In the stages until the
suicide process, an approach method was tried to be developed for institutions and
employees to prevent the process. Within the framework of the data explaining the
process of occupational suicide, measures that can be taken to prevent occupational
suicide are stated.

Method

A literature review was conducted for studies involving occupational suicide. The
studies related to the subject that will support the study are mentioned. The relationship
between occupational suicide and similar literature was tried to be explained by
qualitative research.

Finding

In the stages until the suicide process, an approach method was tried to be developed
for institutions and employees to prevent the process. Firstly, the reasons of the
emergence of the concept of professional suicide within the organization are mentioned
and the negative effect of the issue on the organizations is discussed and the importance
level for the institutions is tried to be mentioned. The issues related to occupational
suicide and the approaches that affect the concept prevention are presented. Then, a
model proposal to prevent occupational suicide in organizations was presented by
grading the stages of occupational suicide among employees.
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Conclusion

It is thought that this study can be a source for human resources managers, company
officials and researchers in terms of employee value and sustainability of employee
productivity.
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Orgiitlerde Meslek intiharim1 Onlemeye Yénelik Bir Model Onerisi

Gilinlimiizde isletmelerin devamliliklarini koruyabilmesi ellerinde bulundurduklari
entellektiiel sermayeyi dogru olarak yonlendirmesi ile saglanabilmektedir. Giiniimiiz
isletmelerinde rekabet, siirdiirtilebilirlik gibi kilit unsur olarak gosterilen kavramlarin,
islenerek avantaj yaratilmasini saglayan giig, yaratict ve verimli ¢alisan insan kaynagi
olarak gosterilebilir. Bu sebeple stratejik insan kaynaklar1 yonetimi isletmelerin
biiylimesi ve biiyiirken de ¢evreye ayak uydurarak siirdiiriilebilirliklerini korumasi
stratejik yetenek yonetiminin 6n plana ¢ikmasini saglamaktadir. Meslek intihar1 olarak
adlandirilan kavram, igletmelerdeki yaratici, gelecek vaad eden ¢alisanlarin kdrelmelerini,
zamanla isletmeden koparak kendi iglerine ¢ekilmeleri ve enerjilerini verimli ¢alismaya
odaklayamamalarini, hatta bir siire sonra isletmeden ayrilmalari, yaratici ve tiretken
olacaklari islerini yapmaktan vazgecerek mesleklerini sonlandirmalarini ifade eden
bir kavram olarak tanimlanmaktadir. Bu durum isletmelerin gelismelerini ve uzun
donemli planlarina ulagmalarini 6nleyen bir kavram olarak goriilmektedir. Meslek
intihan literatiirde ¢okga gegen tiikenmislik sendromunun sonraki sathasi olarak da
tanimlanabilir. Insan odakl1 olmayan bir liderin altinda galisan isgrenlerin meslek
intihar1 esigine gelme ihtimallerinin ¢ok daha yiiksek olabilecegi ongdriilebilir. Bunun
baslica sebebi bireysel olarak tatmin olmayan ve isinde yeni fikirler ile yoneticisine
giden isgorenlerin sonugsuz kalan ¢irpiniglar: bir siire sonra vazge¢gme durumu
gostermelerine neden olabilmektedir. Bu c¢aligsanlarin bir siire sonra sadece verilen
isi yapma, bosvermislik haline biiriinmelerine neden olabilecegi sOylenilebilir. Fazla
olan enerjinin lider tarafindan yanlig yonlendirilmesi, atil duruma diistiriilmesi meslek
intihariin baglica nedenleri olarak da gosterilebilir. Bu sebeplerden dolay: stratejik
insan kaynaklarinin dogru bir sekilde yonlendirilebilmesi agisindan gerek {ist yonetime,
gerek liderlerine (her ¢alisanin bagli oldugu ilk diizey yonetici) gerekse de insan
kaynaklar1 departmanlarina ¢alisanlarin fiziksel ve ruhsal takiplerinin de yapilmasi
gerekliligini dogurdugu sdylenilebilir.

Stratejik insan kaynaklarinin bu denli 6nem arz etmesinden yola ¢ikilarak meslek
intiharia neden olabilecek faktorlerin baskin oldugu bir 6rgiitte meslek intihari
kavraminin ortaya ¢ikmasi muhtemel goriinmektedir. Bu nedenle meslek intiharini
Onlemeye yonelik olarak orgiitii olumsuz etkileyen faktorler gozden gegirilerek meslek
intiharini 6nlemeye iliskin bir model ¢alismasi ortaya koymak gerekliligi dogmustur.

Bu ¢alismanin amaci, meslek intihar1 kavraminin kurumsal anlamda énemini 6n
plana ¢ikarmak ve gliniimiiz isletmelerinde tanik olunan ancak 6nlem alma ve engelleme
konusunda yetersiz kalian bu durumun kurumlarda tespit edilerek engellenmesine
yonelik dnlem adimlar1 olugturmaktir. Bu kapsamda meslek intiharinin igleyis siireci ve
evreleri irdelenmis ve bu evrelerin siddeti goz oniine alinarak bir modelleme yapilmistir.
Meslek intihar siirecine gelinene kadar gegen evrelerde kurumlar ve calisanlar i¢in
siirecin dnlenmesine yonelik bir yaklasim metodu gelistirilmeye calisiimustir. Oncelikle
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meslek intihar1 kavraminin orgiit iginde ortaya ¢ikis sebeplerine deginilmis, konunun
orgiitler izerindeki olumsuz etkisi ele almarak kurumlar i¢in 6nem derecesi belirtilmeye
caligilmistir. Meslek intihart ile ilgili olan konular ve siire¢ icinde kavrami dnlemeye
etki edecek yaklagim bigimleri sunulmustur. Ardindan orgiitlerde meslek intiharinin
onlenmesine yonelik bir model onerisi, meslek intiharinin ¢alisanlarda gosterdigi
evreler derecelendirilerek sunulmustur. Son olarak sonug¢ boliimiinde ise ¢aligmaya
destek verecek olan konu ile iliskisi bulunan ¢aligmalara deginilmistir.

Orgiitlerde Meslek intihar1 Kavram

Cole (1987), meslek intihart kavramini yaratici, girigken, iyi yetismis zeki insanlarin,
aniden kendi kararlar1 ile isletme i¢indeki kariyerlerini olumsuz yonde etkileyecek
adimlar atmalar1 olarak tanimlamaktadir. Bu durumu farkli yollar1 kullanarak
gerceklestirmektedirler (Cole, 1987: 5):

+ Islerini kendilerinden ¢ok daha az yetenekli kisilere devredebilirler.
* Hirgmlagir ve igten atilmalarina neden olacak davraniglarda bulanabilirler.
* Bazilar1 birdenbire isten sogur ve ¢alismalarini aksatmaya baslayabilir.

* Yaptiklar is ile ilgili bunalima diigerek yeniliklerden uzaklasir ve giderek ise
yaramaz hale gelebilir.

* Baz isgorenlerde sirt agrisi, bas agrisi, iilser gibi psikosomatik sikayetler
olugmaya baglayabilir.

* Agin gerilimden kurtulamayip, (kilo veremezler, sigaray1 birakamazlar) fiziki
intihara dogru da yol alabilirler.

Meslek intiharinda karsilagilan bu davranis sonuglarina gelene kadar is yerinde
gelecek vaad eden calisanlara “zorbalik™ olarak adlandirilan davranislar neticesinde,
calisan ilgili belirtileri gostermektedir. Etik eksenli , iletisim eksenli ya da is eksenli
zorbalik tiirleri verimli calisanlar1 bir anda meslek intiharina dogru yonelten bir siirecin
icine dogru itmektedir. Isten sogutmak, gelecek vaad eden calisanlara mesleki sabotaj,
niteliksiz igler ile demotive etme davranisi isyerinde zorbalik tutumu oldugunu gosteren
ve meslek intiharmin olusabileceginin 6n sinyallerini veren davranis kaliplart olarak
gosterilebilir (Isik, 2015: 248). Mesleki intihardan bahsedebilmek i¢in parlak ve
verimli ¢galisma doneminden sonra, ¢aliganlarin farkli nedenler gosterilerek fazla yararli
olamayacaklar1 islere atanmalar1 s6z konusudur. Ust yoneticiler ile durumu ¢ézemedikleri
gibi igten ayrilma konusunda da isteksiz tavir sergilemektedirler. Bunun sonucunda da
meslektaglar tarafindan yetersiz kisiler olarak degerlendirilme saplantisi ile sessizce
¢okmeye baslamaktadirlar. Bu durumda da meslek intiharindan bahsedilebilir (Cole,
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1987: 10). Durkhiem intihardan bahsederken, yazgisal ve kuralsiz olarak ayrima gitmistir.
Kuralsiz intihart; politik, ekonomik, kurumsal krizlerle, toplumu biitiiniiyle etkileyen
karisikliklarla aciklarken yazgisal intihari ise diizenlemelerin asiriligindan dogan bir
olay olarak tanimlamaktadir. Gelecegi kosteklenmis ve tutkular1 baskici bir disiplin
icinde gemlenmis olan kisilerin intiharlarindan s6z etmektedir. Kurumsal agidan konuya
yaklasildiginda baskici disiplinin presenteeism davranigini ortaya ¢ikaracabilecegi ve
durumunda meslek intiharin tetikleyebilecegi sdylenilebilir. Is yerine gelip is basinda
pasif kalma davranisinin da bir meslek intihar siireci i¢cinde yer aldig1 gézoniine
alindiginda ilgili kavramin iligkisi bulundugu séylenilebilir. Kendir, Arslan ve Bozkurt
(2018) ¢aligmalarinda presenteeism’in dikkat dagimikligindan kaginamama diizeyinin
isten ayrilma niyeti {izerinde etkisi oldugunu tespit etmislerdir. Tlgili aragtirma, pasif’kalma
yada isi birakma davranisi agisindan meslek intiharini destekleyici bir ¢aligsma olarak
gosterilebilir (Kendir, Arslan, & Bozkurt, 2018: 1029). Yazgisal intiharin kaynagi olarak
baskic1 kurallara kars1 kisilerin ellerinden bir sey gelmemesidir. Burada Durkheim’in
tizerinde durdugu kurallar olsa bile bunlarin nasil uygulandig1 6nemlidir ve kurallarin
adil olarak uygulanmasindan bahsedilmektedir (Durkhiem, 2013: 25-26). Durkheim her
nekadar fiziki intihar1 aragtirmis olsa da, konu meslek intihar1 kapsaminda isletmeler
acgisindan ele alindiginda sirket politikalar1 ve kurallarina vurgu yapilabilir. Burada
aslinda sirket icinde orgiitsel adaletten bahsedilebilir. Orgiitsel adaletin olmamasi ve
sadece baskici kurallarin varoldugu isletmelerde gelecek vaad eden yaratici bireylerin
zaman iginde sirketin uygulamalari sebebi ile dgiitiilmesi sonucu meslekten vazgegmeleri
yada verimsiz birer ¢alisan haline gelmelerine varan bir sonug ile karsilasilabilinecegi
sdylenilebilir. Orgiitsel adaletin dagitimsal adalet kisminda adil verilen kararlar, islemsel
adalet kisminda ¢alisanlarin dahil olduklari islerdeki kararlarda s6z sahipligi ve orgiitsel
giiveni de beraberinde getirecek olan kisilerarasi etkilesime de vurgu yapan etkilesimsel
adaletin kurumda etken olmasi meslek intiharinin 6nlenmesinde 6n plana ¢ikmaktadir
(Yenigeri, Demirel, & Seckin, 2009: 85-89).

Meslek intiharimin Orgiitlere Etkisi

Meslek intihariin 6rgiitlere olumsuz agidan pek ¢ok etkisi bulunmaktadir. Calisanlarin
meslek intiharina siiriiklenmelerinde en 6nemli etkinin yonetici/lider tavir ve tutumlari
oldugu sdylenebilir. Bu tavir ve tutumlar neticesinde dncelikle ¢alisanlar dolayisiyla
da isletme olumsuz yonde etkilenmektedir.

Y 6neticilerin hangi tavir ve tutumlari ¢alisanlart meslek intiharina siiriiklemektedir
diye bakildiginda ise asagidaki durumlardan bahsedilebilir (Cole, 1987: 11-12):

*  Budurumlarin en basinda gorevlerin yapilmasi igin gereken sorumluluk, sirket
kaynaklarini en az diizeyde kullanarak sonuca giden ve kendini isine-isletmeye
adamis olan yoneticilere yikilmaktadir. Bir sorun halledildiginde ve ardindan daha
biiyiik bir sorun ¢oziilmek {izere 6nlerine geldiginde ¢ogunlukla da isletmenin
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resmi desteginden yoksun bir sekilde halletmeleri istendiginde bu yoneticiler
de zamanla meslegine iliskin diisiincelerini yeniden gozden gegirme egilimi
olugmaya baglayabilmektedir. Ayrica ard1 sira gelen krizlerden kit kaynaklar ile
kurtulmaya ¢alisirken basarisiz olduklari tek olayda yeteneklerinin iist yonetimce
gbzden gegirilmesi, gozlerin astlara ¢cevrilmesi agir1 baski altinda ¢aligmalarina
neden olabilmektedir.

* Yonetimce agik ve gercekei olarak konulmamis olan beklentiler ¢alisanlarin
belirsizlik i¢inde kalmalarina neden olmaktadir.

* (Calisanlarin tahammiiliinii zorlayan yonetim felsefesinin benimsenmesi, haftalik
i saatlerinin 6zel yasamin i¢ine kaymasi da is-yasam dengesinin ¢okmesine
neden olabilmektedir. Bu durumu “g6niillii” fazla mesai ad1 altinda mesrulastirma
cabalari, isgorenlerde meslek intiharina yol agan bir diger neden olarak goriilebilir.
Kiiltiir farkliliklarindan kaynakli olarak Japon kiiltiiriindeki gibi fazla ¢aligma
saatlerinin mesrulastirilmasi ¢alisanlarin bir miiddet sonra fiziki olarak da
¢okmelerine neden olabilmektedir. Ayrica Acun (2016) calismasinda egitim
durumu yiiksek olan ¢alisanlarin ig-aile catismasini daha fazla olarak yasadigini
ortaya ¢ikarmistir (Acun, 2016: 107). Egitim diizeyleri arttik¢a is tatminlerinin
azaldig, egitim diizeyi arttikca terfi ve diger olanaklara daha fazla sahip olmak
istediklerinden dolay1 is yasam dengesinde bozulmalarin da arttig1 sdylenilebilir.

» Is yaparken teknik miikemmellikten ziyade isi yaparken gdsterilen ¢aba ve
bagliliga gore bir performans degerlendirmesi yapilmasi da goniillii fazla mesai
kavramini somutlastirmaktadir. Bu durum ayni1 zamanda presenteeismi de ortaya
cikaracak ve galisanlarin fiziksel ve zihinsel olarak iyi olus halini etkileyecektir
(Oran & Unsar, 2018: 683).

+  Ust ydnetimce yeterli planlama yapilmamis olmasi sebebi ile sik sik krizler ile
karsilasilmasi ve bunun sonucunda da ¢alisanlarin yorgun ve tiikenmis hale
gelmesine neden olabilmektedir. Bu durum kurumda orgiit kiiltiirliniin tam
olarak oturmadigini da gostermektedir.

o Zayif iletisim sebebi ile ¢alisanlar ve yonetim kademeleri arasinda kopukluk
yasanmasi da meslek intiharinin bir sebebi olarak goriilmektedir. Calisanlarin
orgiit icindeki gdrevlerini ve is tanimlarini net olarak bilmemesi organizasyon
icinde bir kargagaya yol agmak ile birlikte mesleki intiharinin sebeplerinden
biri olarak gosterilmektedir.

+ Isgorenlerin yapmis oldugu iyi islerin takdir gormemesi ve farkedilmemis
olmasi ¢aliganlarin motivasyonlarini kirabilmektedir. Isik (2015) tarafindan
“diglamak ve yok saymak” kategorisi ile iletisim eksenli zorbalik kavraminin
icinde tanimlanan bir durum olarak goriilmektedir (Isik, 2015: 248).
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+ Isgorenlerin ani kararlar ile farkli boliimlere nakledilmeleri hayal kirikligina
ugramalarina neden olabilmektedir. Isik (2015) bu durumu “galisma kosullarini
degistirmek” kategorisi ile ig eksenli zorbalik kavraminin i¢inde tanimlamistir
(Isik, 2015: 248).

Genel olarak bakildiginda meslek intiharinin igyeri zorbalik davranigi kavrami iginde
de konumlandirilabilecegi ve bu durumun bir sonucu olarak da gen¢ yeteneklerin
gosterecegi tepkisel bir davranis oldugu sdylenilebilir. Cole (1987), isletmelerin
meslek intiharina yol agan 6zelliklerini, en az olanakla is yaptirma, kil1 kirk yararak
6ldiirme, bastaki pek basarili olamaz sendromu, biiylitme sendromu, bosalan jenerator
etkisi, baglilik kavrami, beseri kiyaslama yasasi, biiylime yerine kisa vadede varligini
stirdiirme ¢abasi, bir seylerin yapilmasinda kanallarin yoklugu olarak siralamaktadir.
Ozellikle diiriist ve samimi gengler istenilen isleri yerine getirebilmek igin gerekli
olan kaynaklar saglayamadiklar1 durumlarda biiyiik bir hayal kiriklig1 yasamakta ve
¢okiintitye ugramaktadirlar (Cole, 1987: 101-105). Metin ve Kahraman (2016) nitelikli
caliganlar1 isten ayrilmaya iten nedenleri yillar itibari ile inceledikleri ¢alismalarinda
“licret” yerine tiim yillar i¢inde nitelikli olan bilgi is¢ilerinin kurumlardan ayrilmaya iten
nedenin basinda “bilgi birikimini ve yeteneklerini daha ¢ok kullanabilmek’ amaciyla
bu egilimi gosterdikleri belirlenmistir (Metin & Kahraman , 2016: 11). Yoneticilerin
mobbing olarak gosterilebilecek kil kirk yararak dldiirme davranisi, astlariin 6nemsiz
ancak acil islerin ince detaylar1 ile ugrasmalarina neden olmaktadir. Meslek intihari
ile sonuc¢lanan bu tutum dahilinde igyeri zorbalig1 kavrami da nedenler arasinda
gosterilebilir. Ilgili davranis kalibr iginde iistiin asta yonelik asir1 otoriter tarzi, astint
desteklemeyen bir tutum i¢inde bulunmasi ve profesyonel ¢alisma kurallarina uymayan
yaklagimlar da iistiin asta davranisindan kaynaklanan ve meslek intiharina gotiiren
davraniglar arasinda sayilabilir (Isik, 2015: 240). Bu nedenle de asil islerinde verimli
olmalar1 gereken zamanlarini bu islere (dnemsiz, detay) ayirmalart da ¢alisanlarin meslek
intiharina siiriiklenmesine neden olan bir durum olarak gosterilmektedir (Cole, 1987:
101-105). Geng yetenekler i¢in isinde basarili olmak ¢ok yiiksek dnceligi olan bir hedef
olarak goriilebilmektedir ve bu kisilerin isini kaybetmesi ileriye yonelik tiim hedeflerini
tehlikeye diisiirebilir. Bu sebeple her durumda isine devam etmesi 6ziin (¢alisanin)
diizenini siirdlirmesi gerekli bir kosul olarak ortaya ¢ikmaktadir. Yoneticilerin vermis
olduklar1 6nemsiz ve acil isler, ¢alisanin asil igine odaklanmasinin 6niine gegmektedir.
Bu durum da, calisanin psisik enerjisinin cogunlugunu ¢ekmektedir. Tlgili durumlar
hedefleri tehdit ederek bilinci rahatsiz ettiginde i¢ diizensizlik ya da psisik entropi (6ziin
etkinligine zarar veren diizensizlik durumu) yasanmaktadir. Bu tiirde gerceklesen uzun
stireli deneyimler de 6zii (¢alisan1) artik esas isine dikkatini veremeyecegi ve hedeflerinin
pesinden gidemeyecegi noktaya kadar zayiflatabilmekte (Csikszentmihalyi, 2017: 67) ve
meslek intiharia dogru bir siiriiklenise sebep olabilmektedir. Bosalan jenerator etkisi ile
kastedilen ise, yonetici konumunda bulunan ¢alisanlarin meslek intiharina ugramalaridir.
Uzun siire ve agir is kosullar altinda ¢aligmis olan yonetici konumundaki kisilerin ya
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daiizerlerine ¢ok fazla sorumluluk yiiklenmis olan ¢alisanlarin birden bire biiro islerine
yerlestirilmesi durumunda ortaya gikmaktadir. Once agir bir is yiikii altinda ¢alisirken
aniden is ylikiiniin azaltilmasi ile basta kisa bir rahatlama duyulmasinin ardindan, daha
sonra kullanilmayan enerjiyi ne yapmak sorusu giindeme gelmektedir ve bu durumda
kendilerini boslukta ve atil olarak hissetmelerine sebep olabilmektedir. Birseylerin
yapilmasinda kanallarin yoklugu durumunda ise belli bir yonetim politikasinin olmamasi
temel bir sorun olarak goriilebilmektedir. Orgiitii harekete gegirmenin resmi yollari
bulunmamakla birlikte gayri resmi yollar kullanilmaktadir. Bu durumlarda 6rgiitiin kisir
bir dongii i¢ine girdigi sdylenilebilir. Planlamanin yoklugu beraberinde basarisizligi
getirmektedir. Bu durum orgiitte genel bir endise hali yaratmaktadir. Basarisizlik korkusu
beraberinde amag tespiti ve isle ilgili isteksizligin olusumuna zemin hazirlamaktadir.
Bunun bir sonucu olarak da ¢alisan ve verimli olabilecek geng yetenekler de meslek
intiharina siiriiklenmeye baglamaktadirlar (Cole, 1987: 101-110).

Emeklerinin karsiligini alamadigini, yeterince anlagilamadigini ve sevilmedigini,
degerinin bilinmedigini disiinen bireyler nasil fiziki intihara siiriikleniyorlarsa
orgilitlerde de emeklerinin karsiligini alamadigini diisiinen, yetenek ve yaraticiliklarinin
engellendigini hisseden, hak ettigi pozisyona getirilmedigini diisiinen potansiyeli
yiiksek bireylerde meslek intiharina yonelmektedirler. Birey fiziksel intiharda hayatina
son verirken meslek intiharinda ise orgiitteki is yasamina son vermektedir. Bu
nedenle bu agsamaya gelmeden 6nce ¢alisanin anlasilmasi ve ¢alisanla ilgilenilmesi
gerekmektedir. Aksi takdirde c¢alisanin geri doniillemez bir ¢ikmaza girmesi
kaginilmazdir. Ozellikle yaraticilifa ve yenilikgilige dnem veren orgiitlerde yaratici
ve girisimci 6zelliklere sahip bireylerin fazla olmas1 meslek intihari olgusunun
bas gostermesiyle yalnizca ¢alisanlarin degil orgiitiinde bir biitiin olarak ¢ikmaza
girmesine neden olabilecektir. Bu nedenle psikolojik olarak baslayip bir varligin
tamamen yok olmasina neden olan intihar olgusunun orgiitlerde de somut kayiplara
yol agabilecegi kaginilmaz bir gergektir.

Meslek intihari, yenilik¢i ve yaraticiligl benimseyen orgiitlerde daha islevsel bir
bakis agisinin olusturulmasi, liderlerin ve yoneticilerin kiiltlir degisimi ig¢in sorumluluk
almasi, 0grenmeye ag¢ik dontisiimcii liderlerin varligi, ¢alisanlara yol gosterilmesi ve
memnuniyetlerinin artirilmasi, kolay iletigim kurulmasi vasitasiyla degisime ayak
uyduran bir 6rgiit kiiltiiriiniin olusturulmasi neticesinde 6nlenebilir. Yoneticiler degisim
ve yenilik i¢in kapasite olusturan ve orgiitsel iklimi etkileyip orgiitsel kiiltiirii kurarak
orgiitsel ¢iktry1 etkilemektedirler. Ancak bazi zamanlarda yoneticiler orgiit kiiltiiriini
yonetmede iyi bir performans sergileyememektedirler (Matinaro & Liu, 2017: 3185-
3186). Yenilige agik bir orgiit, yetenekleri ve yaraticiliklar: engellenmemis ¢alisanlarin
yer aldig1 bir ortam ile miimkiin olabilecektir.
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Orgiitlerde Meslek intiharinin Onlenmesine Yonelik Bir Model Onerisi
Calismada meslek intihar1 ve meslek intiharinin orgiitlere etkisine yonelik literatiir
taramasi yapilarak teorik bir temel olusturulmaya ¢alisilmistir. Elde edilen bilgiler
dogrultusunda orgiitlere olumsuz yonde etkisi olan meslek intihar1 kavramini 6nlemeye
iligkin bir model 6nerisi sunulmustur. Ayrica yapilan bu ¢alisma ile insan faktorii 6n
planda olan farkl sektorlere ait 6rgiitlerde meslek intihar1 konusunda bir farkindalik
saglamak amaclanmistir. Konu ile ilgili olarak alan yazin incelendiginde meslek intihar
acisindan oOrgiitlerin degerlendirildigi ¢ok az ¢aligma oldugu goriilmektedir.

Meslek intihari siireci yedi evreye ayrilmaktadir. Bunlar: Belirsiz bir gorevin kabulii,
balay1 donemi, gorevin ve isletmeden gelen destegin denenmesi, kiside goreviyle ilgili
endiselerin baglamasi, destek i¢in tistten yardim isteme (Resmi sistem), is arkadaglarindan
destek isteme (Gayri resmi sistem), meslek intiharinin bas gostermesidir. Meslek
intiharina iligkin bu yedi evre maddeler halinde kisaca agagidaki gibi ifade edilmektedir
(Okutan & Giiner, 2018: 218-220):

-Belirsiz bir gorevin kabulii (1.Evre): Caliganin kendisinden ne beklenildigi agik¢a
ifade edilmeyen bir gorevi kabul etmesi ile mesleki intihar siireci baglamaktadir. A¢ik
olmayan bir yonetici ile ¢alisan birey belirsiz olan bir gorevi aydinliga ¢ikarmaya
caligirken bosa gitmekte olan ¢abalari o ¢alisanin meslek intihar1 siirecine girdiginin
sinyallerini vermektedir. Bu durum orgiitlerde iistiin yetenekleri olan, yaratici ve beceri
sahibi, girisimci kisilik 6zelliklerine sahip, yeniliklere agik ve zeka diizeyi yiiksek
calisanlarin 6nemli bir kisminin yeterince degerlendirilmesini engellemektedir. Bu
ozelliklere sahip olan ¢alisanlar potansiyellerine uygun iyi bir pozisyona gelemediklerinde
ise degersizlestiklerini hissetmekteler ve 6rgiitten uzaklasmaktadirlar. Isinde basarili,
zeka seviyesi yiiksek ve yaraticiliklari gelismis olan bireylerde daha sik rastlanan meslek
intihart kavramini tersine ¢evirmek ancak iyi bir orgiit kiiltiiriiniin olusturulmasi ile
saglanabilir. Bu baglamda iyi bir 6rgiit kiiltiiriine sahip olamayan isletmelerde meslek
intiharina yatkin ¢alisanlarin daha fazla olmasi yadsinamaz bir gergektir.

-Balay: dénemi (2.Evre): Orgiite yeni gelen ¢alisanlar1 drgiit yapisinin olmayisi ve
oOrgiit ici rollerin belirsizligi sebebiyle diger bireyler rakip olarak gorebilmektedirler.
Ancak bunun yaninda 6rgiit calisanlar1 6rgiite yeni katilan bireylerin gercek tutumlarini
bilemedikleri i¢in ilk anda yardimcidirlar ve igbirlik¢idirler. Bu nedenle calisan
sonrasinda kendisine kars1 kullanilabilecek bir¢ok 6zelestiride bulunabilmektedir.

-Gdrevin ve igletmeden gelen destegin denenmesi (3.Evre): Calisanlar bir miiddet
sonra yeni gelenin en iyi kisi olmadigini ve tek basina orgiitiin biitiin sorunlarini
¢dzemeyecegini anlamaktadirlar. Bunun ilizerine kisinin ne kadar gii¢lii oldugu
aragtirllmaktadir ve bekleneni karsilamayinca o kisiden uzaklasilmaya baglanmaktadir.
Bu durumun 6zellikle kriz durumlarinda 6rgiite yeni gelmis ve yonetim pozisyonlarina
yeni atanmus olan ¢alisanlarda daha sik rastlanilabilecedi sdylenilebilir. Orgiitiin zor
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durumunda bir kurtarici gibi goriinen yeni bir yoneticinin ise adaptasyonu, orgiitii
tanimast, krizi anlamasi ve kurtarici ¢oziimler sunabilmesi zaman alabilmektedir. Orgiit
caligsanlarmin bekledigi ise hizli bir sekilde toparlanma olacaktir. Heniiz adaptasyon
stireci i¢inde bulunan bir ¢aligan i¢in kriz durumunun da varligi zorlayici bir siirecin
baslangict olacaktir.

-Kiside goreviyle ilgili endiselerin baglamasi (4.Evre): Ise yeni baslayan calisanlar
genellikle kiiltiir soku diye adlandirilan tecriibeyi yasamaktadirlar. Bu nedenle orgiitii
anlamadiklarim fark ederler ve orgiitteki diger kisilerle etkin iletisim kuramazlar
dolayisiyla da yetkin biri olarak degerlendirilememektedirler. Calisanlar belirsiz
kosullarda caligtiklarinda hem telagli hem de hassas olabilmektedirler. Bu nedenle 6rgiit
kiiltiiri burada rol oynamaktadir. Calisanlarin birincil yoneticileri, takim liderleri ve
ayni1 birim i¢indeki is arkadaslarmin destekleyici tavri burada 6nem kazanmaktadir.
Kurum icindeki oryantasyon siireci ile ise yeni baslayan c¢alisanin ise ve isletmeye
adaptasyon siireci ile dnceden belirlenmis prosediirler ¢er¢evesinde insan kaynaklar
tarafindan egitimlerin de verilmesi gerekmektedir. Kurum politikas1 hakkinda yazili
bildirimler ve s6zlii sunumlar ile desteklenen bir oryantasyon siirecinin daha verimli
olabilecegi sOylenilebilir.

-Destek icin iistten yardim isteme / Resmi Sistem (5.Evre): YOnetici burada,
eger calisan yeteri kadar becerikli olsaydi, gérevin ayrintilarin1 agiklamaya gerek
kalmayacakt1 seklinde diistinmektedir. Bu nedenle, gorevin agikliga kavusturulmasi
i¢in yapilan 1srar sonucunda ¢alisan yoneticisinden uzaklasmaktadir. Calisanin gorevini
bir iist diizeyde yer alan yoneticiyle agiklifa kavusturma konusundaki bir girigimi
ise agik¢a tehdit olarak goriilmekte ve ¢alisanin durumunu tehlikeye diisiirmektedir.
Calisan icin destekleyici liderligin varlig1 meslek intiharinin baslangicinda dnleyici bir
etken oldugu sdylenilebilir. Burada demokratik ve katilimci bir tarz benimsemis olan
bir liderin/y6neticinin takimindaki bir ¢alisan i¢in meslek intihariin kurum iginde
Oniine gecilmesini saglayabilecek bir yontem oldugu diistiniilebilir.

-Is arkadaglarindan destek isteme /Gayriresmi Sistem (6.Evre): Calisan, sorunlarii
hem tistleri hem de i arkadaslar ile halletmeye ¢calismaktadir. Ancak burada yer alan
temel sorun kisi ile is arkadaslar1 arasindaki rekabetci miicadeledir. Calisanlar ilerlemek
i¢in iyi is yapmak yerine rekabeti arttirmanin daha kolay oldugunu diisiiniirler ve
dedikoduyu usta bir sekilde kullanarak rakiplerini 6nemsiz ve etkisiz hale getirebilirler.
Bunun yaninda yetkin bir yeni ¢alisan orgiitte kendi sorumluluklari net bir bi¢imde
belirlenmemis diger calisanlarin korkuya kapilmalarina neden olabilmektedir.

-Meslek intiharimin bas gostermesi (7.Evre): Ustleri tarafindan higbir kosulda yeterli
goriilemeyecegini fark eden calisan belirli bir siire sonunda umutsuzluga diismekte ve
sinirli tavirlar sergilemeye baglamaktadir. Calisan buna ragmen verilen gérevi yapmak
i¢in kisisel iliskilere girmeye baglamakta ve orgiit desteginin olmamasi nedeni ile
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nihayetinde kisisel iliskilerini de kesip orgiitle agiktan rekabete girmektedir. Orgiite
yeterince bagli olan bu ¢alisanlar kendilerine ihanet edilmis gibi hissetmekte olup orgiite
ve yoneticilere sert tepki gostermektedirler. Bu kisiler basarisizliklarinin ardindan giiglii
bir su¢luluk duygusu yasamakta ve kendilerini cezalandirma istegi duymaktadirlar. Saygi
duyulmama, istenmeme ve yalnizlik neticesinde kendine haksizlik etme, kendini ihmal
edip bunalima girme ve panik yapma belirtileri esliginde meslek intihar1 bag gostererek
Orgiitten kopma siireci baglamaktadir. Bu durumun iyi kurulmus ve benimsenmis bir
orgiit kiiltiirii ile asilmasi saglanilabilir. Orgiit kiiltiirii, 6rgiit iiyelerinin kendilerine
astlanmis olan inang ve degerleriyle ilgili olup insan psikolojisinin derinliklerinde
yer almaktadir. Orgiitler zaman iginde kendilerine 6zgii bir kisilik gelistirerek bu
kisilikleriyle gevrelerini ve drgiite yeni katilan kisileri etkilemektedirler. Orgiitte
hakim olan bu iklim ise hem orgiite kendine 6zgii bir kisilik kazandirmakta, hem de
¢aliganlarin davraniglarini etkilemektedir (D6nmez & Korkmaz, 2011: 170-174). Bir
grubun disa uyum saglama ve i¢ biitiinlesme sorunlarini ¢c6zmek i¢in olusturdugu ve
gelistirdigi belirli diizen i¢inde olusan temel varsayimlar olarak ifade edilen orgiit
kiiltiird, orgiit bireylerini bir arada tutan ortak degerler olmasinin yani sira 6rgiitsel
yasami diizenlemekte ve orgiitlin gelecegini de belirlemektedir. Bir drgiit, orgiit kiiltiirii
sayesinde digerleri arasindaki farkliliklar1 olusturan smirlarini belirleyebilmektedir.
Ayrica bunun yaninda 6rgiit kiiltiirii ¢alisanlarina kimlik duygusu kazandirmakta
ve orgiitsel baghilig1 da dnemli diizeyde arttirmaktadir (Oran & Akan, 2017: 620).
Durkhiem “Intihar” adli kitabinda fiziki intihardan bahsetmistir. Ancak kisilerin aile,
toplum ile biitlinlesme ve ait olduklar1 toplumsal gruplar arasindaki baglarin giiciiyle,
intiharin ters orantili oldugunu belirtmistir. Toplum bireyler tizerinde zihinsel bask1
yapiyorsa intihar nedeni olarak, ulusun huyunda insanlar tizgiinliige ya da senlige
iten ortak mizaglar bulunabilir seklinde bir agiklama yapmistir (Durkhiem, 2013: 17-
20). Buradan hareketle toplum kavrami orgiit diizeyine (isletme kiiltiiriine) indirilip
incelenirse ¢alisanlar iizerinde baski yapan bir kurum kiiltiiriiniin yaraticiligi kisitlayici
olabilecegi ve isgorenlere mesleklerinden vazgegmelerine neden olan ve verimsiz hale
getiren bir deneyim yasatacagi sdylenilebilir. Burada verimsiz olan ve mesleginden
vazgecme noktasina gelmis olan orgiit igindeki yaratici ve gelecek vaad eden c¢alisanlarin
geri kazanilmasinda Orgiit kiiltliriiniin ve yonetim tarzinin da incelenmesinin 6nemli
olabilecegi ifade edilebilir.

Ulasilan kaynaklar dogrultusunda literatiirde meslek intiharini farkli agilardan
aciklayan, meslek intiharini dnlemeye yonelik bir model olmadig: goriilmektedir.
Bu nedenle ¢alismada meslek intihar1 kavramini agiklayabilecek ve farkli yonlerden
degerlendirilmesine olanak saglayacak, meslek intiharini 6nlemeye yonelik bir model
Onerisi sunulmaya c¢alisilmistir. Meslek intiharini1 6nlemeye yonelik model 6nerisi
Sekil 1°deki gibi gosterilebilir.
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Birincil Onlemler
- Etkili Yonetim/Liderlik Tarz
- Agkk Tletisim Bigimi
- Orgiitsel Kiiltiir ve Iklim
- Amag¢ ve Hedeflerin Belli Olmasi
- Gorev Tanimlarinin Net Olmasi
- Yoneticilerin Egitilmesi
- IK Farkindalk Egitimleri

Meslek Intihar1 ik 6 Evre Iginde
<+ Olan Bireyler

(Meslek Intihar1 Olasilig1 Zaytf)

ikincil Onlemler
- Calsanlar ile Etkili Iletisim
- Motivasyon Saglama
- Stres YOnetimi
- Odiil, Tesvik ve Prim Sistemleri
- Yaraticilik ve Yenilikgilik Destegi
- Giiglendirme Caligmalari

Meslek Intihar1 7. Evrede Olan
1 Bireyler

(Meslek Intihar1 Olasilig1 Yiiksek)

Ugiinciil Onlemler
- Calisana Birebir Ilgi Gosterme
- Psikolojik Destek Saglama

Sekil 1. Orgiitlerde Meslek Intiharmi Onlemeye Yénelik Bir Model Onerisi

Meslek intiharinin ilk alti evresinde olan ¢alisanlar meslek intiharina olan yonelimleri
zay1f olarak degerlendirilebilir. Bu nedenle bu ¢aliganlar birincil dnlemlerin alinmasina
ragmen hala meslek intiharinin ilk alt1 evresinde yer alan belirtileri gosteriyorlar ise
ikincil 6nlem olarak adlandirilan etkili iletisim, motivasyon saglama, stres yonetimi,
odiil, tesvik ve prim sistemleri, yaraticilik ve yenilikgilik destegi, giiclendirme ¢aligmalart
gibi unsurlara 6nem verilmesi gerekmektedir. Eger ¢aliganlar birincil 6nlemler ve ikincil
Onlemler alinmasina ragmen meslek intiharinin son evresine (7.Evre) geliyorlar ise
orgiitiin ti¢iinciil onlem olarak adlandirilan ¢alisana birebir ilgi gosterme ve psikolojik
destek saglama unsurlarina 6nem verilmesi gerekmektedir.

Birincil 6nlemler agamasinda Durkhiem’n (2013) yazgisal intiharin kaynagi olarak
belirtilmis olan baskici kurallardan olusan bir yonetim politikasi temel alinmaktadir.
Bu yonetim anlayist ¢aliganin ya da ilk amirin diizeltemeyecegi orgiit i¢i kurumsal
kural ve kararlar1 kapsadigindan dolay1 meslek intiharini 6nlemeye yonelik olarak ti¢
asamal1 bir model 6nerilmistir. Birincil 6nlemler kurumsal ve kolay degistirilemez
yonetim politikasini kapsamakta iken ikincil onlemler ise ilk ve orta diizey yonetim
tarafindan uygulama esnasinda degistirilebilecek ve esnetilebilecek davranis bigimlerini
icermekte ve 6zellesmektedir. Birincil 6nlem diizeyindeki konular kurum i¢i kural ve
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kurallarin uygulanis bigimi orgiitsel diizeyi kapsamakta olup, lider, yonetim kurulu
kararlari ile alinan kararlar dogrultusunda o6rgiitsel diizeydeki yonetim ve politikalarda
radikal degisiklikleri igeren durumlari icermektedir. Ikincil énlemlerde ise kisiler
bireysel ¢cabalar1 dogrultusunda degistirebilecekleri durumlar diizeyinde de ekip iginde
katilim saglayabilmektedir. Birincil 6nlemler tepe yonetim tarafindan diizenlenebilecek
durumlar igerirken, ikincil dnlemler alt ve orta kademe yoneticilerin de dahil edilerek
diizeltilebilecek durumlar1 kapsamaktadir. Ayrica ¢alisanlarin bireysel ¢abalarini
da igine almaktadir. Ugiinciil onlemler ise en iist seviyede ilgiyi ve bagl olunan ilk
yoneticinin birebir destegini kapsayan durumlari igermektedir. Alt kademe yoneticiler,
stipervizorler, ¢alisma ve ekip arkadaslarinin duruma dahil oldugu karsilikli destegi
iceren Onlem seviyesini kapsamaktadir. Model olugturulurken birincil, ikinci ve tiglineiil
onlem paketleri meslek intihari stirecleri seviyesi dikkate alinarak ii¢ diizeyde ayrima
genelden 6zele dogru bir siralama yapilarak kategorize edilmistir.

Birincil énlemlerden olan orgiitsel kiiltiir ve iklim paylasilan temel varsayimlarin
bir oriintiisii olarak kabul edilmektedir. Bu temel 6nermeler grubun zorluklarini ve
sikintilari ¢ozdiikge dgrendigi ozelliklerdir. Orgiitsel iiyelerin kolektif degerlerinin,
inan¢larmin ve ilkelerinin temsili olan orgiitsel kiiltiir; tarih, tirin, pazar, teknoloji ve
strateji, calisanlarin tiirii, yonetim tarzi ve ulusal kiiltiirii i¢eren faktorlerin bir tiriinii
olarak tanimlanmaktadir. Ayrica ¢esitli konumlar i¢in uygun davraniglari tanimlayarak
orgiitlerde yorum ve eylemlere yol agan bir dizi ortak akil varsayimlari olma egiliminde
olan orgiit kiiltliri katilimi, tutarlilig, uyarlanabilirligi ve misyonu igermektedir (Nikpour,
2017: 66). Meslek intiharini 6nlemeye yonelik olarak is 6zellikleri ve kaynaklarin
korunmasina odaklanilmahdur. s 6zellikleri denildiginde is 6zerkligi, gérev cesitliligi ve
gorevlerin tam olarak belirlenmesi, is tasarimina iliskin fiziksel olarak gereksinim duyulan
kaynaklara erigim imkan1 sayilabilir. Kaynaklarin korunmasina iligskin 6nleyiciler ise
caliganlarin kisisel kaynaklarina yonelik algilamis olduklari tehditler olarak belirtilebilir.
Calisanin mesleki kariyeri ve gelecegi, is—aile ¢atigmasi, isi ve isyeri ile ilgili yasamis
oldugu memnuniyetsizlik durumlar1 da sayilabilmektedir (Howard & Krannitz, 2017:
767). Meslek intiharina siiriikleyen ve stresorler olarak gosterilebilen bu durumlarin
Onlenmesine yonelik kurum politikalarinda diizenlemeye gidilmesi kurum iginde mesleki
intihar1 6nlemeye yonelik atilan adimlar arasinda say1labilir.

Orgiitsel dinamikleri, kiiltiirel profili ve rekabet avantajii anlamada dnemli bir rol
oynayan Orgiit kiiltiirii belirli bir zamanda belirli bir grup i¢in faaliyet gosteren anlamlari
kamuya agik ve toplu olarak kabul eden bir sistem; orgiit iiyelerinin ortak degerleri; bir
oOrgiitiin iyelerine anlam veren ve onlara orgiitlerindeki davranig kurallarini saglayan
ortak inan¢ ve degerler modeli; orgiitte var olan yaygin inanglar, tutumlar ve degerler
gibi pek ¢ok farkli tanima sahiptir. Farkli tanimlarin incelenmesi, orgiit kiiltiiriiniin,
orgiit liyeleri tarafindan paylasilan temel varsayimlarin, degerlerin, normlarin ve
eserlerin Oriintiisii oldugunu gostermektedir (Loo, 2018: 40-41).
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Preffer (2010)’e gore meslek intiharinin 6nlenecegi 3 diizey bulunmaktadir (Okutan
& Giiner, 2018: 221). Bunlar ana 6nlem, ikincil énlem ve iigiinciil 6nlem olarak
siralanmaktadir.

Ana Onlem: Meslek intihar1 yaratan durumlar ortadan kaldiran bir ortam,
Ikincil Onlem: Meslek intiharina giren ¢alisanlar ile etkin bir bicimde ilgilenmek,

Ugiinciil Onlem: Kalan ¢alisanlarin zaaflarini, gelecekteki psikolojik rahatsizliklarini
azaltmaya ¢alismak.

Mesleki intiharda modelin ilk faktorii “psisik entropi” olarak tanimlanabilir. Eger
caligan 6ziin etkinliginden yoksunsa mesleki intihara siiriiklenebilir. Isini yapabilmek
igin gerekli olan enerji ve algi agikligina sahip olmasi gerekmektedir. Isini yerine
getirebilmek i¢in gerek oOrgiit i¢i gerekse de orgiit dis1 dolayli etkiler sebebi ile 6ziin
etkinligine zarar veren bir diizensizlik durumu psisik entropi olarak adlandirilabilir ve
mesleki intihara zaman i¢inde yol agabilir. Psisik entropi boyutunu biraz daha agmak
gerekirse, is yerinde yasam standardini kaliteli kilabilecek bir maasa sahip degilse
ve gecim sikintist ¢ekiyorsa isine yeterli konsantrasyonu saglayamayacaktir. Mesela
isine daha yakin bir ev tutabilmek i¢in yeterli kaynagi yoksa isine ulagim sikintisi
¢ekmesi aklini kurcalayacaktir. Ya da presenteeism ile de baglantili olabilecegini
sOyleyebilecegimiz hasta oldugu halde ise gelmek durumunda olmasi ya da bakmakla
ylikiimli oldugu aile bireylerinin bulunmasi sebebi ile ruhsal iyi olus halini tam olarak
yasayamamasi gibi durumlarda da isine kendini yeterince adayamayacaktir. Burada
ilgiden yoksun bir yonetim destegi ile birlesen bir durum ile karsilastiginda da ¢alisanin
meslek intihar1 slirecinin baslayabilecegi sdylenilebilir.

Psisik entropi durumunda yoneticilerin optimum deneyim yolu ile ¢alisanin
ilgisini ise geri ¢ekmeleri ve yogunlastirmalari etkili olabilmektedir. Farkindaligi
gidermeye ¢aligan bilgi hedefler ile uyumlastiginda psisik enerji kolayca akmaktadir.
Yéneticilerin bunu olumlu geri bildirim yolu saglayabilecegi sdylenilebilir. “lyi
gidiyorsun” geklinde verilen bir olumlu geri bildirim 6zii (¢aligani) gli¢lendirir ve
calisan dikkatini toplayarak boylece yeniden ise odaklanmaya baslar. Boylece calisan
igte akis durumuna gecer ve bu da psisik entropinin tersi olarak tanimlanmaktadir.
Bu duruma ulagan ¢aliganlar daha saglam bir 6z gelistirmektedirler ve islerine tekrar
odaklanmaktadirlar (Csikszentmihalyi, 2017: 70-71). Isine tekrar odaklanma konusunda
bazi meslek gruplarinin ¢aliganin mevcut zihinsel saglik sorunlari {izerinde etkili
oldugu ve savunmasiz kisilik egilimlerini tetikleyen bir durum ortaya koyabilecegi
belirtilmistir. Meslek stresleri de ilgili konuda meslek intiharina yonelik bir tetikleyici
unsur olarak ortaya ¢ikabilmektedir. Bireyin algilanan becerilerini aktarabilmesine
de dikkat ¢ekilmistir. Calisan tarafindan becerilerinin aktarilmasina izin verilmeyen
bir ortamda meslegini birakma yoluna da gidecegi belirtilmektedir. Bu durumda
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¢aligani kurumda ve mesleginde tutan faktorlerin bulundugu yerde, kazanmis oldugu
finansal gii¢ ya da statii olarak gosterilmektedir (Crane vd., 2017: 309-310). Burada
yoneticinin destekleyici bir gorevi oldugu sdylenilebilir. Calisanin meslek intihari
stirecine girmesinin birim amirleri ve insan kaynaklar1 departmanlari tarafindan fark
edilmesi bu bakimdan 6nem tasimaktadir. Bu asamada ikincil dnlemler ve ikincil
Onlemlerin yetersiz kaldig1 nokta da {igiinciil nlem olan ¢aligsana birebir ilgi gosterme
ve psikolojik destek saglama boyutlarina kadar ulagsan 6nlemler dizisi ile ¢aliganin
meslek intihar1 dnlenmeye calisilabilir. Bu durumda yaratict ve girisimci bireylerin
sadece islerini sevmeleri ve odaklanmalar1 bu durumun stirdiirtilebilirligi i¢in yeterli
olmayabilir. D1s ¢evreden de sorunlar ortaya ¢iktiginda igine olan ilgisini kaybetmeyi
Onleyecek alternatiflerinin de olmasi gerekmektedir. Bu durum da i¢sel motivasyon
yolu ile siireklilik kazandirilabilir.

Meslek intihart siirecine giren kisilerin, yaslh yoneticiler tarafindan kolayca
saptanabilen, geng, dinamik ve idealist insanlar oldugu savunulmaktadir. Bu kisilere
daha fazla ¢aligmalarini cesaretlendirmek adina ¢ogunlukla inandirici olmayan “iyi
calis, sirketin miidiirii olabilirsin™ gibi sozler verilmektedir. Bir siire sonra bu geng
calisanlarin ¢alismalarinin karsiliksiz oldugunu gérmeleri sonucunda meslek intiharina
dogru bir egilim siireci baslar (Cole, 1987: 16). Bu nedenlerden 6tiirii 6zellikle birincil
yoneticilerin bu geng yeteneklere tutumlari ve “motivasyon yollar:” 6nem kazanmaktadir
denilebilir. Meslek intihar fiziksel ve ruhsal anlamda kendini tiikenmis hisseden
insanlarda ortaya ¢ikmaktadir. Kendi kendine haksizlik, bunalim ve panik olarak belirtiler
ortaya kondugunda aslinda bu durum yoneticiler igin ¢alisanlar1 hakkinda bir sinyal
olarak degerlendirilebilir (Cole, 1987: 46-47). Milner vd. (2017) ¢alismalarinda fiziksel
intihar oranlarinda da yiiksek vasif gerektiren meslek gruplarinda ¢alisanlarin diisiik
vasifli meslek gruplarinda calisanlara gore daha yiiksek oldugunu tespit etmistir. Bu
durumu da is stres diizeylerine baglamistir. Ayrica erkek ¢alisanlarda kadin ¢alisanlara
gore intihar egiliminin daha fazla oldugunu ve bu durumun da dis ekonomik strese
kadinlara gére daha duyarli olduklarini ayrica zihinsel saglik problemlerinde yardim
arama oranlarmin goriilme sikligi ile ilgisi oldugunu belirtmiglerdir. (Milner vd., 2017:
72-73). Ayrica fiziksel intiharda yoksulluk oraninin da aracilik ettigi tespit edilmistir
(Kerr, vd., 2016: 469). Sosyal sikintilarin, depresif belirtilerin ve stresin tetikleyici
oldugu belirtilmistir (Kerr, vd., 2016: 473). Bu durum, psisik entropinin ¢alisanin
isi lizerinde negatif etki ettiginin bir gostergesi olarak gosterilebilir. Ruhsal iyi olus
hali iicret ve 6diil sistemi ile dengelenmediginde, calisan: fiziksel intihara kadar
siiriikleyen bir siirecin igine dahil ettigi sdylenilebilir. Ise iliskin stresérlerin yogun
oldugu meslek gruplarinda fiziksel intihar egilimi bulundugundan 6zellikle ilgili
gruplar iigiinciil 5nlem yontemi olarak belirtilen ¢alisana birebir ilgi gosterme ve destek
saglama kisminda gerek insan kaynaklar1 birimi gerekse ilgili yoneticilerin stratejik
yetenek olarak goriilen iggorenlere yonelik proaktif bir tutum sergilemeleri gerektigi
sdylenilebilir. Is stresinin intihar vakalarina etkisinin arastirildigi bir calismada da is
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stresinin ilgili konuda etkili oldugu tespit edilmistir. Insanlarm sagligimi belirleyen
calistig1 psikososyal kosullardir. Psikososyal kosullara dahil edilen konular ise
genel olarak ¢alisma kosullari, diisiik is kontrolil (igin yeni konular 6grenme, beceri
geligtirme ve karar verme kabiliyetinin eksik yada ¢ok sinirl1 olarak kullanimu), yiiksek
is talepleri (asir1 is baskisi ve is yiikii) olarak belirtilmektedir. One ¢ikan diger stres
etkenleri ise iscilerden beklenen yiiksek ¢abalar (fazla mesai yapma konusunda baski
olusturulmasi, giderek ve daha fazla ¢caligma ve mesai gerektiren is yiikleri, zaman
baskisinin galisan lizerinden tekrarlanarak hissettirilmesi), yine ¢aligsan tarafindan
gosterilen yiiksek caba ile verilen 6diil arasinda bir dengesizlik olusmasi (yiiksek
caligmaya gore diisiik kazangh gelir elde etmesi, sosyal beklentilerin karsilanmamasi
(saygt vb.)), organizasyonel algisi (is giivenligi ya da alacag1 promosyon umutlarina
iligkin) seklinde sayilabilir. Bunlarin diginda is glivencesizligi, algilanilan bir is kayb1
olarak goriilmekte ve ¢alisan i¢in bir tehdit olusturmaktadir. Bu durum da ortak bir
i§ stresine neden olmaktadir (Milner vd., 2018: 245). Ayrica Kim ark. ¢aligmalarinda
calisanin is giivencesi olmadigina dair bir algis1 olustugunda depresif hareketler ve
intihar durumu ile iligkili davraniglar sergiledigini tespit etmislerdir. Calisanin kisisel
(zihinsel ve fiziksel) sagliginda bir diisiis oldugunu belirtmislerdir. (Kim vd., 2017:
663). Tiim bu is stresine neden olan durumlara psikososyal is stresleri ad1 altinda
toparlayarak is yerinde zorbalik ve taciz konular1 da kapsama dahil edilebilir. Yeni
nesil ig s6zlesmeleri ile ¢alisanlar is glivencesinden yoksun olduklarinmi diistinmekte
ve bu durumun sonucu olarak da yaptiklari isin duygusal yiikii agir gelebilmektedir.
(Vatansever, 2014: 117). Bu durum bir nevi mobbing, yildirma karsisinda sessiz
kalmalar1 olarak tanimlanabilir. Bu sebeple meslek intiharimi 6nlemek ve ¢alisanin
isi ile ilgili ruhsal ¢okiintilye ugramasini engellemek amactyla dncelikle yeni nesil is
sozlesmelerinde ¢alisanlara is giivencesi konusunda telkinlerde bulunulmasi, yasal
olarak da is giivencelerinin saglamlastirilmas: gerekmekte ve bu konu ile ilgili zihinsel
iyi olus halinin yaratilmasi saglanmalidir. Boylece ¢alisanlarin tizerindeki isi ile ilgili
duygusal yiikiin de agirhgindan kurtulmasi ve meslek intiharina yonelten sebepler
konusunda ¢alisanlarin rahatsizliklarini sdyleyebilmelerinin desteklendigi bir kurum
kiiltiiri yaratilmalidir. Bu durumun bir sonucu olarak da etkili ve dogru bir iletisim de
kurum i¢in saglanilabilir. Ayrica Miner vd. ’nin ¢alismasinda meslek intiharina siiriikleyen
psikososyal ig faktorleri arasinda iicret adaletsizlikleri, is glivensizligi, isi tizerindeki
kontroliintin diisiikligi, yliksek is yiikii beklentileri seklinde siralanmistir (Milner vd.,
2017: 75-76). Fiziki intihara kadar giden sonuglari inceleyen ¢alismalarda ekonomik kriz
donemlerinde intihar vakalarinda artis yasandigini ve ¢ogunlugunun da ev gecindirme
ylkimliligiinii lizerine almis olan isgdrenlerde yasanmis oldugunu belirtmistir. Kriz
durumunda ¢alisanlarin intihar vakalarinda ticretlerini eksik alan isgdrenler bulundugu
belirtilmistir. Intihar vakalarinin erkeklerde kadinlara gére daha yaygin oldugu ve
temel intihar nedenleri arasinda sirasi ile is, finansal ve hukuki sorunlarin geldigine
deginilmistir (Hempstead & Phillips, 2015: 491-492). Etkili yonetim ve liderlik tarzi
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ise is kaynakli psikososyal risklerin azaltilmasi yolu ile ¢alisanin mesleki intiharini
Onlemeye yonelik atilmig bir adim olarak goriilebilir. Kontrol kaynakli psikososyal
riskin agiliminda calisanlarin kararlara diisiik katilim1 ve ¢alisanlarin is programlari
tizerindeki kontrollerinin az olmasi olarak gosterilmektedir (Vatansever, 2014: 138).
Bu konu da demokratik-katilime1 liderligin mesleki intihari 6nlemeye yonelik olarak
atilmis birincil dnlemler listesinde yer alabilecegini gostermektedir. Y dneticilerin
liderlik ve temel yonetim yeteneklerini gelistirmeye yonelik olarak kurum tarafindan
diizenlenen sirket i¢i egitimler ile destek saglanmasi ¢aligan mesleki intiharini dnlemeye
yonelik olarak atilmig adimlarin baginda yerini alabilmektedir.

Birincil ve ikincil 6nlemlere ragmen meslek intiharinin 7. safhasina ulagsmig olan
bireylere birebir ilgi gosterme ve psikolojik destek saglama seklinde tigiinciil onlemlere
basvurulabilir. Ugiinciil 5nlemler olarak adlandirilan durum aslinda grupla psikolojik
danigma siirecini kapsayan ve bireyin grup i¢indeki degerini de kendisine hatirlatan,
uzman bir danisman tarafindan gerceklestirilen gesitli teknikleri kapsamaktadir. Uyelerin
yasadiklar1 stkintili durumlar agisindan yalniz olmadiklarini hissettirmektedir. Bu sirada
uzman tarafindan duygusal bosalim denilen katarsis durumuna ulagilmasi saglanir. Grup
iiyeleri halen yagadiklarini ve gegmis tecriibelerini birbirleri ile paylastik¢a duygularin
ac1ga ¢cikmast ile bir rahatlama yasamaktadirlar. Ayni zamanda grup tiyeleri birbirlerine
destek sagladiklar: diislincesi ile kendilerini daha yetkin hissetmeye baslarlar (Kagnici
vd., 2018: 14-15). Kendini ger¢eklestirme ihtiyaci engellendigi takdirde meslek
intiharinin 7. Evresine gelmeden dnce galisanda belli durumlar ortaya ¢ikabilmektedir.
Kendini gerceklestirme ihtiyact huzursuzluk duygusu ile bireyde kendini gdsterir.
Calisan boyle bir durumda kendini sinirda, gergin ve sanki birseyleri kagirtyormus
gibi hisseder. Trotzer, bir durum olarak kendini gergeklestirme ile bir ihtiya¢ olarak
kendini gergeklestirmeyi farkli tanimlar kullanarak birbirinden ayirmaktadir. Burada
ilkini kendini gergeklestirme durumu, ikincisinin ise davraniglarimizi giidiileyen gii¢
olarak belirtmektedir (Kagnici vd., 2018: 33). Bu durumda giidiileyen gii¢ ortadan
kalktig1 takdirde grupla psikolojik danigma bireyin kendini agiklamasini ve farkina
varmasini, liderin ise hatalarin1 gérmesini saglamaktadir. Ayrica ¢alisma gruplar
i¢cindeki glivenin saglanmasinda da faydali bir yontem olarak {igiinciil derecede alinan
bu 6nlem gosterilebilir. Ayn1 zamanda Kagnict ve ark. tarafindan ilgili yontemin en
onemli 6zelliklerinden biri olarak da alturizm durumu gosterilebilir. Yani grup i¢inde
liderin de duygularini paylasmasi ve geri bildirim vermesinin ileri bir 6z farkindalikla
yakin bir iligkisi bulunmak ile birlikte lider a¢isidan bir risk de teskil etmektedir
(Kagnici vd., 2018: 152). Ciinkii bu sekilde bir paylagim i¢inde olmasi liderin kendisi
ile de yiizlesmesi anlamina gelmektedir ki grup lyeleri {izerinde yikict duruma yol
acan talimatlar1 gérmiis ve kabul etmis anlamina gelmektedir. Bu durumda da meslek
intiharina yol actiginin lidere farkettirilmesi saglanilmis oldugu sdylenilebilir. Ayrica
Schoemmel ve Jonsson’un ¢aligmalari ¢alisanin bulundugu departmana yonelik etkili
baglilig1 organizasyondan ve isten ayrilma niyetinin dogrudan belirleyicisi olarak
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bulunmustur (Schoemmel & Jonsson, 2014: 518). Bu durum da ilgili departman
yoneticisinin/liderinin ¢alisan iizeindeki etkisinin ve dolayis1 ile mesleki intihara
yonelim sebeplerinden de biri olabilecegi sdylenilebilir. Eger ticlinciil 6nlem agamasina
kadar gelinmisse, grup ¢alismalarina birim amirlerinin katiliminin roli ile farkindalik
yaratilarak ve sartlar diizeltilerek, meslek intiharinin 6niine gegilebilecegi ongoriilebilir.

Sonuc ve Oneriler

Literatlirde genel itibari ile orgiitlerde meslek intihara ve meslek intiharinin
orgiitlere olan olumsuz etkilerine ait ¢ok az sayida arastirma bulunmaktadir. Meslek
intiharina iliskin olarak orgiitlerin, yoneticilerin ve ¢alisanlarin nasil davranmalari ve
neler yapmalar1 gerektigi alan yazinda yer alan kisith sayida ¢alismalar ile kismen
anlagilabilmektedir. Bu ¢alismanin temel kisiti konu ile ilgili direkt baglantili literatiiriin
¢ok sinirlt olmasidir. Ayrica kurumlarda meslek intiharinin varolup olmadiginin
Olciilebilecegi temel bir dlgek bulunmadigindan dolay1 saha aragtirmasi yapilamamig
ve alan yazin taramasi ile sinirli kalimmistir. Bu nedenle dncelikli olarak literatiir
taramasi yapilarak konuya iligkin bir model olusturulmasi amaglanmistir. Olusturulan
modelin ileride 6l¢ek caligmasinda kullanilabilecek nitelikte olmasi temel alinmaistir.
Meslek intihar1 kavraminda yaganilan temel kaybin nitelikli, gelecek vaad eden ve
yaratici bireylerin kaybedilmesi oldugundan dolay: kurumlara ve isverenlere temel
katkusi, ilgili caliganlarin kurumda kalmasi halinde, niteliklerinin igletmenin gelecegi
i¢in stratejik yetenek yonetimi dahilinde kullanilmasidir. Calisanlar agisindan énemi
ise meslegine adanmig ve yaratici bireylerin kendilerini gelistirdikleri ve mesleginde
giiclendikleri bir siire¢ i¢inde akista kalmalarinin ve kendilerini verimli hissetmelerinin
saglanmasidir. Meslek intihar siirecini agiklayan bu veriler ¢er¢evesinde meslek
intiharin1 6nlemeye yonelik olarak bazi énlemler alinmalidir. Oncelikle drgiitiin
amag ve hedefleri agik ve belli olmalidir. Orgiitte ¢alisan kisinin gérev taniminim belli
olmas1 ve destek verilmesi biiyiik nem tasimaktadir. Orgiit yonetimi tiim ¢alisanlarin
isletmenin 6nemli bir pargasi oldugunu vurgulamasi gerekmektedir. Meslek intihar1
kavram o6rgiit tarafindan taninmali ve buna iligkin 6nlemler alinmalidir. Ayrica meslek
intiharina sebep olabilecek faktdrlerin belirlenip bunlari ortadan kaldirmaya yonelik
calismalar yapilmalidir. Orgiit i¢sel pazarlama anlaysi ile tiim ¢alisanlarla etkili bir
iletisim kurmaya calismali ve degerli olduklarini hissettirerek 6ncelikle onlart memnun
etmeye ¢alismalidir. Calisanlarin 6rgiit ile uyumlu hale gelebilmesi i¢in etkin ve
basaril1 bir oryantasyon siireci gergeklestirilmelidir. Calisanlar aras1 esitlige dnem
verilmesi, orgiitsel adaletin saglanmasi, gayri resmi bir iletisim bi¢imi olan dedikodu
ve sOylentinin 6nlenmesine iliskin 6nlemler alinmasi, ¢alisanin dislanmamasi, meslek
intiharina yatkin olan ¢alisanlarla ayrica ilgilenilmesi, stresi engelleyici faaliyetlerin
gerceklestirilmesi, yaratici ve 6grenmeye yatkin ¢alisanlarin desteklenmesi ve 6diil,
tesvik, prim gibi unsurlarla motive edilmesi, ¢alisanlarin yaninda yoneticilerin de iyi
bir sekilde egitilmesi meslek intiharini engellemede 6nemli unsurlar olarak siralanabilir.
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T{im bu unsurlardan yola ¢ikan bir yonetimin ve yonetim tarzinin orgiitlerde meslek
intiharim engellemede onemli adimlar atabilecegi diistiniilmektedir.

Meslek intiharmin tiikenmisligin bir sonraki safhasi olarak kabul edilmesi, titkenmislik
ile ilgili olan ¢aligmalar ile desteklenebilecegini gostermektedir. Yenigeri, Demirel ve
Seckin’in (2009) ¢aligmasi titkenmislik ile orgiitsel adalet iliskisini ortaya koymaktadir.
Caliganlarin etkilesimsel ve dagitimsal adalete iliskin olumsuz degerlendirmelerinin
onlar1 duygusal tiikenmislige dogru ittigi goriilmiistiir. Islemsel adalete iliskin olumlu
goriisleri ile de tiikenmislik duygular1 azalmaktadir. Bu durumda da meslek intiharinin
onlenmesinde oncelikli olarak orgiitsel adalet kavraminin kurumda yerlestirilmesinin
gerekliligine vurgu yapmaktadir. (Yeniceri, Demirel, & Seckin , 2009: 96). Gayri resmi
iletisim bicimi yerine ¢alisanlar ile bilgi paylasiminin agik ve net olmasi da meslek
intiharini 6nlemeye yonelik Oneriler arasinda yer alirken, Demirel ve Seckin (2011)
calismalarinda bilgi paylasimi ile adalet duygusu arasinda pozitif bir iliski bulmuslardir.
Orgiitsel adalet diizeyi yiikseldikge bilgi paylasiminin da arttig: tespit edilmistir (Demirel
& Seckin, 2011: 112). Erdogdu’nun ¢alismasinda (2006) 6gretmenlerin 6grenciler
lizerinde demokratik liderlik tarzin1 benimsemesinin yaraticiliklarinda etkisi oldugu
ve akademik basarty1 olumlu yonde etkiledigi goriilmiistiir (Erdogdu, 2006: 95).
flgili arastirma Durkheim’in belirttigi ve meslek intiharina neden olan kati kural ve
politikalar yerine, katilimci bir liderlik anlayisini destekleyen bir lider altinda ¢alisan
yaratici bireylerde meslek intiharini 6nlemeye ve is performanslarini yiikseltmelerine
yardimc1 olacak anlayigini destekledigi soylenilebilir. Presenteeism ile ilgili ¢alisma
sonuglar da ozellikle de kiiltiir farkliliklarini agiklamada meslek intiharini 6nlemeye
yonelik olarak destekleyici kanitlar sunabilmektedir. Ulkelere gore farklilik gdsteren
is kiiltlirleri arasinda Japonya’da ¢ogunlugu aile sirketleri olarak varligini siirdiiren
sirketler de “fazla mesai kaynakli 6liim” olarak adlandirilan “karog¢i” sozciigiiniin
literatiire girmesine neden olmugstur. Japon toplumlarinda ¢aligkanlik biiyiik erdem
olarak goriiliirken, mesaiye kalma, ig- yasam dengesinin tamamiyla bozulmasi sonucu
her 5 galisandan birinin karogi riski altinda oldugu belirtilmistir (Oran & Unsar, 2018:
685). Fazla mesai, hafta sonu dahil dinlenme olmaksizin ¢alisma sonucu ¢alisanlarin
intihar etmesi ile bu kavram literatiirde yerini almis ve meslek intiharinda gelinebilecek
riski goz Oniine sermistir. Kiiltiir farkliliklar: is yapis sekillerini de Diinya’nin farkl
kiiltiirlerinde degisik riskler cercevesinde calisan saglhigini etkileyebilmektedir. Caliganlar
meslek intiharina yonelirken tamamen islerini birakma kararlarini alirken aslinda
vazgecmek istedikleri isleri mi yoksa patronlart mi1 konusu giindeme gelmektedir.
Kariyerlerinin parladigi donemlerde Cole’in belirttigi gibi ¢alisanlara gereksiz igler
yiikleyen ve yaraticiliklarini korelten yoneticiler ile ¢alismalar1 da meslek intiharinin
temel sebepleri arasinda gosterilirken HBR 'nin Ingiltere ve Amerika’da 35.000 caligan
iizerinde yaptig1 arastirmaya gore yoneticilerin de teknik uzmanliga sahip olmasi
gerektigine vurgu yapmaktadir. Derin bir uzmanliga sahip olan yoneticiler ile yonetilen
calisanlarin daha mutlu olduklar1 vurgulanmustir. isin teknik detaylarina hakim ve
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bu teknik detaylar1 da ¢alisanlari ile yapabilen ve paylasan bir yonetici ile ¢aligmak,
calisanlarin is tatmini agisindan (yliksek maas ile kiyaslansa bile) daha yiiksek oldugu
belirlenmistir. Isgiiciindeki lider iiye iletisiminde teknik is paylasimi kiiciik miktarda
bile olsa is tatminini arttirict davraniglarin, is veriminde %12’lik bir artisa denk
gelebilecegini 6lgmiislerdir. (Artz, Goodall & Oswald, 2016).

Meslek intihari ile ilgili olarak yapilan ¢aligmalarin sayisi ¢ok azdir ve bu nedenle
bu kavrami ele alan 6lgek ¢aligmalar1 yapilabilir ve daha sonra farkli 6rgiitlerin alan
caligmalarinda kullanilabilir. Ayrica meslek intihar1 kavramina iliskin olarak belirli
egitim, reklamcilik, teknoloji, imalat gibi farkli sektorlerde yer alan orgiitlere ait
daha spesifik modeller olusturulabilir. Ayrica dogu ve bat1 kiiltiirleri arasinda farklilik
nedeniyle ¢alisanlari etkileyen stresorler (Japonya ya da Avrupa 6rnegi gibi) ve etkileme
derecesi de degisiklik gosterebilmektedir. Bu durum da kiiltiirler aras1 ¢alismalarin
yapilmasim ve farkli kiiltiirel ortamlardaki sirketlerde uygulanan tekniklerin kuruma
ve kiiltiire 6zgii olarak indirgenmesini gerektirmektedir.

Sonug olarak yapilan bu arastirmanin, orgiitlerde meslek intiharinin énlenmesine
iliskin olarak farkli boyutlar a¢isindan irdelenmesini saglayacagi ve meslek intihari
konusunda ilgili arastirmacilarin farkindalik diizeylerini arttirmalarina katki saglayacagt
ve farkli bakis agilar1 sunacagi beklenmektedir.
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MOORA ve MOOSRA Yontemleriyle Akilli Telefon Se¢imi

Smartphone Selection Using MOORA and MOOSRA

Mehmet Hakan Ozdemir'

Oz

Birgok elektronik alet, hizla gelisen teknoloji sayesinde giinlik hayatimizin vazgegilmez bir pargasi haline gelmistir. Akill
telefonlar buna en guzel 6rnektir ve dogru akilli telefon segimi bu yiizden gitgide 6nem kazanmaktadir. Bu calismada
oncelikle literatir taramasi yapilarak akilli telefon segciminde énemli olan sekiz kriter belirlenmistir. Bu kriterler, agirlk,
arka kamera ¢ozUnrligl, batarya kapasitesi, RAM kapasitesi, dahili depolama kapasitesi, ekran boyutu, fiyat ve kalinhktr.
Daha sonra uUniversite 6grencilerinden bu sekiz kriteri 6nem sirasina gore siralamalari istenmistir ve bu siralamalardan
analiz igin gerekli kriter agirliklari hesaplanmistir. Sonra 6grencilerin alabilecegi fiyat araligi da g6z 6niinde bulundurularak
farkl markalardan yedi akilli telefon modeli belirlenmistir ve internet’ten bu modellerin belirlenen sekiz kritere ait verileri
elde edilmistir. Son olarak hesaplanan kriter agirliklar kullanilarak yedi akilli telefon modeli arasindan MOORA (Multi-
Objective Optimization on the basis of Ratio Analysis) ve MOOSRA (Multi-Objective Optimization on the basis of Simple
Ratio Analysis) yontemleri ile akilli telefon segimi yapilmistir ve sonuglar yorumlanmistir.
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Abstract

Many electronic devices have become an indispensable part of our daily life thanks to the rapidly developing technology.
Smartphones are the best example for this and choosing the right smartphone is becoming more and more important.
In this study, first, eight criteria that are important in the smartphone selection were determined through literature
search. These criteria are weight, rear camera resolution, battery capacity, RAM capacity, internal storage capacity, screen
size, price and thickness. Then, university students were asked to rank these eight criteria in order of importance, and
the criteria weights required for analysis were calculated from these rankings. Afterwards, seven smart phone models
from different brands have been determined by taking into consideration the price range students can afford, and data
for these eight criteria have been obtained from the Internet. Finally, a smartphone was selected among the seven
smartphone models by using the calculated criteria weights in MOORA (Multi-Objective Optimization on the basis of
Ratio Analysis) and MOOSRA (Multi-Objective Optimization on the basis of Simple Ratio Analysis) methods and the
results were interpreted.
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Extended Summa

Background

Smartphones have become an indispensable part of our lives with the development of
technology. Mobile phones, which were previously used only for phoning and messaging
purposes, now allow us to carry out our work from anywhere. According to the Digital 2020
report, there are 5,19 billion mobile phone users worldwide. According to this report, the
rate of having any type of mobile phone is given to 90% among Internet users aged 16 to
64 years in our country. Statistics also show that 89% of Internet users between the ages
of 16 and 64 in Turkey have a smartphone. This high rate clearly shows the importance
of smartphone selection.

We have to make various decisions at every moment of daily life. Decision making
is the process of choosing the best of the various alternatives where there are often many
criteria. The term multi-criteria decision making (MCDM) refers to decision making in the
presence of multiple conflicting criteria. Since the effects of the criteria differ from person
to person when making a decision, each criterion affects the decision to a certain extent.

There are various studies in which MCDM methods are applied to the selection of
technological products. In this study, MOORA and MOOSRA methods were used for the
smartphone selection.

Method

In MCDM models, the following three steps are followed: First, the relevant criteria
and alternatives are determined, then the criteria weights are calculated and numerical
values of the alternatives for the criteria are attached. Finally, these numerical values are
processed and a ranking for each alternative is determined.

Students studying at the Turkish-German University in Istanbul were asked to rank
the eight criteria, which were previously determined through literature search, in terms of
importance in order to select a smartphone. These criteria are weight (g) (K1), rear camera
resolution (MP) (K2), battery capacity (mAh) (K3), RAM capacity (GB) (K4), internal
storage capacity (GB) (KY), screen size (inch) (K6), price (TL) (K7) and thickness (mm)
(K8). For each student, the criteria weights were calculated from these rankings by using
the rank-order centroid weight method and then the average was taken. The most important
criterion for students in the selection of smart phones turned out to be the price. This is
followed by battery capacity, RAM capacity, rear camera resolution, internal storage
capacity, screen size, thickness and weight.

Seven smartphone models (A1, A2, A3, A4, A5, A6 and A7) from different brands have
been determined by taking into consideration the price range students can afford, and data
for these eight criteria have been obtained from the Internet. A smartphone was selected
among the seven smartphone models by using the calculated criteria weights in MOORA
and MOOSRA methods. For both methods, rear camera resolution, battery capacity, RAM
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capacity, internal storage capacity and screen size are the criteria to be maximized and
weight, price and thickness are the criteria to be minimized.

Conclusion

In both methods, the A6 model is the best alternative. Although the price of the A6
model is relatively high compared to the price of other models, the high battery capacity
and RAM capacity of this model as well as its high rear camera resolution put this model
in the first place. As mentioned above, these three criteria follow the price criteria with the
highest weight. In addition, both method gave the exactly the same rankings.

MOORA and MOOSRA methods are mathematically not complex and very easy to
apply. With these features, they are very advantageous compared to other MCDM methods.
Rankings can be obtained by easily calculating y,” values with Microsoft Excel without the
need for any other software package. Also, the calculation time is very short.
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MOORA ve MOOSRA Yontemleriyle Akilli Telefon Secimi

Alallh telefonlar, teknolojinin gelismesiyle birlikte hayatimizin vazgecilmez bir
pargasi haline gelmistir. Daha dnceleri sadece konusma ve mesajlagma amacli kullanilan
cep telefonlari, artik neredeyse bir bilgisayar gibi iglerimizi her yerden yiiriitmemize
imkan saglamaktadir. Digital 2020 raporuna gore, diinyada 5,19 milyar cep telefonu
kullanicist bulunmaktadir. Yine bu rapora gore iilkemizdeki 16 ila 64 yasindaki
Internet kullanicilarinda herhangi bir tip cep telefonuna sahip olma oran1 %90 olarak
verilmektedir. Ayrica yine bu yas araligindaki Internet kullanicilarinda akill telefona
sahip olma oran1 %89’dur (https://datareportal.com/reports/digital-2020-turkey, 2020).
Bu yiiksek oranlar, iilkemizde akilli telefonlara ¢ok ragbet edildigini ve akilli telefon
seciminin 6nemini agikca ortaya koymaktadir.

Ginliik hayatin her aninda gesitli kararlar vermek zorunda kaliriz. Karar verme,
cogunlukla bir¢ok kriterin oldugu durumda ¢esitli alternatiflerden en iyisini segme
siirecidir. (Ozden, 2008:299) Cok kriterli karar verme (CKKV) de genellikle ¢atisan
birden ¢ok kriterin varliginda karar vermeyi ifade eder (Hwang ve Yoon, 1981:1).
Karar verirken kriterlerin etkileri kisiden kisiye farkli oldugu icin her kriter, karar
belirli oranda etkilemektedir (Ozden, 2008:299).

Bu calismada, Tiirk-Alman Universitesi'nde dgrenim goren dgrencilerden akilli
telefon segiminde, literatiir taramasi yapilarak daha 6nceden belirlenen sekiz kriteri 5nem
sirasina gore siralamalari istenmis ve bu siralamalardan kriter agirliklar: hesaplanmastir.
Daha sonra bu kriter agirliklart MOORA ve MOOSRA yoéntemlerinde kullanilarak
akilli telefon se¢imi yapilmistir.

Calismanin bir sonraki boliimiinde literatiir taramasina yer verilmektedir. Sonraki
boliimlerde sirayla MOORA yontemi ve MOOSRA yontemi agiklanmistir. Daha sonra
kriter agirliklarini hesaplamak igin ¢esitli yontemlerden bahsedilmektedir ve sonrasinda
uygulamaya yer verilmistir. Arkasindan uygulama sonuglarina iliskin gesitli yorumlar
yapilmistir. Son boliim tesekkiire ayrilmigtir.

Literatiir taramasi

CKKYV yontemlerinin teknolojik iirlin se¢imine uygulandigi birgok calisma mevcuttur.
Adal1 ve Isik (2017) diziistii bilgisayar1 se¢ciminde MULTIMOORA ve MOOSRA
yontemlerini kullanmiglardir. Ertugrul ve Karakasoglu (2010), bir isletme i¢in bilgisayar
se¢iminde ELECTRE ve bulanik AHP yontemlerini kullanmislardir. Kalyani, Nagaran,
Maragatham ve Kumar (2016) en iyi diziistii bilgisayar se¢giminde TOPSIS yonteminden
yararlanmiglardir. Kecek ve Demirag (2016), diziistii bilgisayar se¢iminde karsilagtirmali
olarak TOPSIS ve MOORA kullanmislardir. Lakshmi, Venkatesan ve Martin (2015),
TOPSIS kullanarak diziistii bilgisayar se¢imi yapmiglardir. Pekkaya ve Aktogan (2014),
DEA, TOPSIS ve VIKOR ile karsilastirmali diziistii bilgisayar se¢imi yapmuislardir.
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Diizakin ve Demirtag (2005), en uygun performansa sahip kisisel bilgisayarlarin
olusturulmasinda veri zarflama analizinden yararlanmislardir. Erpolat ve Cinemre
(2011), hibrit bir yaklagim kullanmiglar ve AHP’ye dayali veri zarflama analizi ile
diziistii bilgisayar secimi yapmuslardir. Organli ve Ozen (2013), AHP ve TOPSIS’i
e-kitap okuyucu seciminde kullanmiglardir. Akay ve Pehlivan (2018), bulanik AHP
ve bulanik ANP ile cep telefonu se¢imi yapmuslardir. Omiirbek ve Simsek (2012),
iniversite 6grencilerinin cep telefonu tercihlerini AHP ile belirlemislerdir. Diindar ve
Ecer (2008), 6grencilerin GSM operatorii tercihini AHP ile belirlemislerdir.

MOORA

MOORA, Brauers ve Zavadskas (20006) tarafindan 2006 yilinda gelistirilmis bir
CKKYV yontemidir. MOORA ¢ok basit ve kolay uygulanabilir bir yontem olmakla
birlikte ayn1 zamanda karar verme siirecinde destek saglar (Gadakh, 2011:743).

MOORA i¢in ¢esitli yaklasimlar bulunmaktadir: Oran yaklasimi, 6nem katsayisi
yaklagimi, referans noktasi yaklagimi ve tam ¢arpim formu.

Burada sadece oran yaklagimi ve dnem katsayist yaklasimina deginilecektir.

MOORA’nin ilk iki adimi agagidaki gibidir (Brauers ve Zavadskas, 2006:447;
Brauers, Ginevicius ve Podvezko, 2010:617):

1) m alternatif sayis1 ve n kriter sayisi olmak {izere 6ncelikle alternatiflerin kriterlere
iliskin degerlerini bir arada gdsteren bir performans karar matrisi olusturulur.

X111 X122 t Xan
X1 X2 0 Xop , ,

X = [xij] =|: : : : i=12,..m j=12,..,n (1)
Xm1 Xmz 7 Xmn

2) Asagidaki sekilde siitun degerleri normalize edilir.

] i=12..,m j=12 .,n

* —
U~ [om 2
JZi=1%i

Oran yaklasimi

Maksimizasyon yonlii normalize edilmis performans degerleri toplamindan
minimizasyon yonlii normalize edilmis performans degerleri toplami ¢ikartilarak
her alternatif igin bir y;” degeri elde edilir (Brauers ve Zavadskas, 2006:447; Brauers,
Ginevicius ve Podvezko, 2010:617).

X

)

_ Y
yi = j=1x;j—2?=g+1x§j (3)

Oran yaklagiminda kriterlerin esit 5neme sahip oldugu kabul edilir. g maksimizasyon
yonli ve (n-g) minimizasyon yonlii kriterlerin sayisin1 gdstermektedir.
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(3) esitligine gore hesaplanan y,"degerleri biiylikten kii¢lige siralanir ve en biiyiik
y, degerine sahip alternatif en iyi alternatif olarak kabul edilir.

Onem katsayis1 yaklagim
Kriterler genellikle esit oneme sahip olmaz. Bir¢ok kez bazi kriterler digerlerinden
daha biiyiik bir 6neme sahiptir.

Onem katsayis1 yaklasiminda, oran yaklasiminda elde edilen normalize veriler 5Snem
katsayilar (agirlik) wj’lerle carpilir (Chakraborty, 2011:1157).

—_ V9
Vi = Zjoawixij — Xi-ge1 WiXi @)

Bu yaklasimda da, (4) esitligine gore hesaplanan ydegerleri biiyiikten kiigiige
siralanir ve en biiylik y,"degerine sahip alternatif en iyi alternatif olarak kabul edilir.

MOOSRA

MOOSRA yontemi, MOORA ydntemine ¢ok benzemektedir. MOOSRA’da
MOORA’dan farkli olarak negatif y,"degerleri elde edilmez ve kriter degerlerindeki
degisimlere daha az duyarlidir (Jagadish ve Ray, 2014:560). Daha once anlatilan,
MOORA’n1n birinci ve ikinci adimlart burada da uygulanir. Ancak alternatifler i¢in
y, degerleri su sekilde hesaplanir (Kumar ve Ray, 2015:515)

g *
o Zj=1%ij

)’i—z

?=g+1 xj j (5)
Daha 6nce oldugu gibi (5) esitliginde de g maksimizasyon yonlii ve (r-g) minimizasyon
yonlii kriterlerin sayisin1 gostermektedir.

Kriterler farkli agirliklara sahipse (5) esitligi asagidaki sekle doniisiir (Jagadish ve
Ray, 2014:560):

g xr.
% Zj:l‘,V]xU

Vi =

Zjg+1Wi%ij (©6)
Her iki durumda da en biiyiik y degerine sahip alternatif en iyi alternatif olarak
kabul edilir.

Kriter agirhiklarimin belirlenmesi

Giris boliimiinde belirtildigi gibi ger¢ek hayatta, karar verme problemleri birgok
kritere sahiptir ve CKKV modellerinde secenekler arasinda siralama yapilirken su
iic asama takip edilir: Oncelikle ilgili kriterler ve alternatifler belirlenir, daha sonra
kriter agirliklar1 hesaplanir ve alternatiflerin bu kriterlere ait sayisal degerleri bulunur.
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Son olarak sayisal degerler islenerek her alternatif i¢in bir siralama degeri elde edilir
(Triantaphyllou, Shu, Sanchez ve Ray, 1998:178)

Kriter agirliklarint hesaplamak igin birgok yontem bulunmaktadir. Siralama yontemi
bunlardan bir tanesidir. Bu yontemde karar verici her kriteri 6nem sirasina gore
siralar. Normal siralamada karar verici en 6nemli kritere “1”” degerini verirken ikinci
onemli kritere “2”” degerini verir ve bu, geri kalan kriterler i¢in bu sekilde devam eder.
Adindan da anlagilacag: iizere ters siralamada durum bunun tam tersidir (Oztiirk ve
Batuk, 2006:88).

Kriterler siralandiktan sonra bu siralamadan asagidaki yontemlerle agirliklar elde
edilebilir. Formiillerde n kriter sayisini, W, J. kriterin agirhgint ve r,, j. kriterin sirasini
gostermektedir.

Esit agirhk yontemi (equal weight method)
Kriterler karar verici i¢in esit dneme sahipse bu yontem kullanilir. (Roszkowska,
2013:19)

(7
Siralama toplami yontemi (rank sum weight method)
Bu yontemde agirliklar
n-rj+l 2(n+1-rj) .
P = = =12, ..
Wi Yhei(n—r+1) n(n+1) J 1Ly ey T (8)

esitligine gore hesaplanir (Oztiirk ve Batuk, 2006:88; Roszkowska, 2013:20).
Siralamanin iislii kuvvetlerinin alinmasi yontemi (rank exponent weight method)

Bu yontemde karar verici, 0-1 aralifinda en 6nemli kriterin agirligini belirler. Buradan

(n-rj+1)P .
= j=12,..,
Wi = S e " 9)
esitligiyle p belirlenir. p belirlendikten sonra kalan kriterlerin agirliklari hesaplanabilir.
p=0 oldugunda tiim kriterler esit agirliga sahip olur,p=1 i¢in ise agirliklar, siralama

toplama ydntemiyle hesaplanan agirliklara esit olur (Oztiirk ve Batuk, 2006:88;
Roszkowska, 2013:20).

Siralamanin tersinin alinmasi yontemi (inverse or reciprocal weights)
Bu yontemde agirliklar, kriterin 6nem sirasinin tersi normalize edilerek
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1 .
/) j=12..,n

Wi =sn /5
NS (10)

esitligine gore hesaplanir (Oztiirk ve Batuk, 2006:88; Roszkowska, 2013:21).
Siralama merkezi agirhklar yontemi (rank-order centroid weight method)

Bu yontemde olasi biitiin agirliklarin merkezi tespit edilerek her agirligin maksimum

hatasinin minimize edildigi bir agirlik tahmini olusturulur. Agirliklar
_1lyn 1

Wi = o Zies 7 (11)

seklinde hesaplanir (Cinar, 2004:100; Roszkowska, 2013:21-22). Barron ve Barrett

(1996), bu yontemle hesaplanan agirliklarin oldukea stabil olduklarini belirtmislerdir.

Uygulama

Bu calismada, ilk olarak literatiir taramas1 yapilarak akilli telefon se¢iminde dnemli
olan sekiz kriter belirlenmistir. Bu kriterler, agirlik (g) (K1), arka kamera ¢oziiniirligii
(MP) (K2), batarya kapasitesi (mAh) (K3), RAM kapasitesi (GB) (K4), dahili depolama
kapasitesi (GB) (K5), ekran boyutu (inch) (K6), fiyat (TL) (K7) ve kalinlik (mm)
(K8) seklindedir. Kriterler belirlendikten sonra, Cift¢i’nin (2019) danismanligini
yaptigim lisans bitirme tezi kapsaminda Tiirk-Alman Universitesi’nde 6grenim géren
136 6grenciden akilli telefon segiminde, verdikleri dnem derecesine gore bu kriterleri
siralamalari istenmistir. Bu siralamalardan yararlanilarak siralama merkezi agirliklar
yontemine gore kriter agirliklari hesaplanmistir. Daha sonra MOORA ve MOOSRA
yontemleri kullanilarak akilli telefon se¢imi yapilmistir.

Kriter agirliklar: hesaplanirken 136 6grencinin her birinden kriterleri dnem sirasina
gore siralamasi istenmistir. Her 6grenci, en dnemli kritere “1”” degerini verirken ikinci
Oonemli kritere “2” degerini vermistir ve bu, geri kalan 6 kriter i¢in bu sekilde devam
etmektedir. Yani 6grenci, akilli telefon segiminde en az 6nem verdigi kritere son olarak
“8” degerini vermistir. Daha iyi anlagilmasi agisindan Tablo 1°de, ilk iki 6grencinin
kriter siralamalarina yer verilmektedir:

Tablo 1
1lk iki 6grencinin kriter siralamalart

Kl | K2 | K3 | K4 | K5 | K6 | K7 | K8
1. 6grencinin siralamasi 7 2 1 4 5 3 6 8
2. dgrencinin siralamasi 7 2 5 4 3 8 1 6

Tablo 1’e gore, akilli telefon se¢iminde 1. 6grenci i¢in en 6nemli kriter batarya
kapasitesi (K3) iken bu 6grencinin en az onem verdigi kriter kalinliktir (K8). 2. 6grenci
icin en Onemli kriter fiyat (K7) iken en az 6nem verdigi kriter ekran boyutudur (K6).
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Bu siralamalara gore 136 6grencinin her biri i¢in (11) esitligine gore kriter agirliklari
hesaplanmustir. Ornegin, ilk iki 6grenci i¢in Tablo 1°deki siralamalarma gore kriter
agirliklar: Tablo 2°de yer almaktadir. (Tablo 2’den baslayarak diger tiim tablolardaki
sayilar, 3 ondalik basamak alinacak sekilde yuvarlanmistir.)

Tablo 2
1lk iki 6grencinin kriter siralamalarina gére kriter agirliklar

K1 K2 | K3 K4 | K5 K6 | K7 K8
1. 6grenci igin kriter agirliklar 0,03310,215(0,340 0,111 {0,079 0,152 /0,054 | 0,016
2. 6grenci igin kriter agirliklart 0,033]0,21510,079 0,111 10,152 /0,016 | 0,340 | 0,054

Daha sonra her bir kriter i¢in, ilgili siitundaki degerler toplanip 136’ya boliinerek
ortalama agirlik hesaplanmigtir. MOORA ve MOOSRA ydntemlerinde kullanilacak
bu kriter agirliklar: Tablo 3’te verilmektedir.

Tablo 3

Kriter agwrliklar

Kriter ad1 Kriter agirhg
Agirlik 0,050
Arka kamera ¢Oziiniirliigii 0,138
Batarya kapasitesi 0,164
RAM Kkapasitesi 0,142
Dahili depolama kapasitesi 0,136
Ekran boyutu 0,088
Fiyat 0,228
Kalinlik 0,055

Tablo 3’ten goriildiigii iizere 6grenciler igin akilli telefon se¢iminde en 6nemli kriter
fiyattir. Bunu sirayla batarya kapasitesi, RAM kapasitesi, arka kamera ¢6ziiniirliigi,
dahili depolama kapasitesi, ekran boyutu, kalinlik ve agirlik izlemektedir.

Kriter agirliklari belirlenirken 6grenciler esas alindig1 igin 2000 TL-3500 TL fiyat
araligindaki, farkli markalardan akilli telefon modelleri dikkate alinmistir. Modeller
Al, A2, A3, A4, A5, A6 ve A7 seklinde adlandirilmistir. Modellere iliskin veriler,
2020 subat ayinda www.mediamarkt.com.tr web sitesinden elde edilmistir. Sadece bir
modelin arka kamera ¢ozlinlirliigli degeri www.teknosa.com‘dan bulunmustur. Karar
matrisi Tablo 4’te gosterilmektedir.

Tablo 4
Karar matrisi

K1 K2 K3 K4 K5 K6 K7 K8
Al 190 48 4000 4 64 6,3 2199 10
A2 138 12 1960 2 32 4,7 3299 7,1
A3 193 32 4500 6 128 6,7 2899 7,9
A4 195 48 5000 4 128 6,5 2699 9,1
A5 159 24 3340 4 64 6,15 2299 7.4
A6 183 64 4000 8 128 6,41 2999 8,6
A7 192 48 3830 6 128 6,53 2499 7,99
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Tablo 4°teki veriler normalize edilerek Tablo 5’teki veriler elde edilmistir.

Tablo 5
Normalize edilmis karar matrisi

K1 K2 K3 K4 K5 K6 K7 K8

Al 0,400 0,425 0,387 0,292 0,234 0,383 0,305 0,453
A2 0,290 0,106 0,190 0,146 0,117 0,286 0,458 0,321
A3 0,406 0,283 0,435 0,438 0,468 0,407 0,402 0,358
A4 0,410 0,425 0,484 0,292 0,468 0,395 0,375 0,412
A5 0,334 0,213 0,323 0,292 0,234 0,374 0,319 0,335
A6 0,385 0,567 0,387 0,583 0,468 0,390 0,416 0,389
A7 0,404 0,425 0,370 0,438 0,468 0,397 0,347 0,362

Tablo 5°teki veriler, Tablo 3’teki kriter agirliklari ile carpilarak Tablo 6 elde edilmistir.

Tablo 6
Agwrhiklandurilmis normalize karar matrisi
K1 K2 K3 K4 K5 K6 K7 K8

Al 0,020 0,059 0,063 0,041 0,032 0,034 0,070 0,025
A2 0,015 0,015 0,031 0,021 0,016 0,025 0,104 0,018
A3 0,020 0,039 0,071 0,062 0,064 0,036 0,092 0,020
A4 0,021 0,059 0,079 0,041 0,064 0,035 0,085 0,023
A5 0,017 | 0,029 | 0053 | 0,041 0,032 | 0,033 | 0073 | 0018
A6 0,019 0,078 0,063 0,083 0,064 0,034 0,095 0,021
A7 0,020 0,059 0,061 0,062 0,064 0,035 0,079 0,020

MOORA 6nem katsayis1 yaklagimina gore, Tablo 6’daki veriler yardimiyla alternatifler
igin (4) esitligine gore y, degerleri hesaplanmis ve Tablo 7°deki siralama elde edilmistir.

Tablo 7

MOORA yontemine gore siralama

Model adi Sira y, degeri
A6 1 0,187
A7 2 0,161
A4 3 0,149
A3 4 0,140
Al 5 0,115
A5 6 0,081
A2 7 -0,029

MOOSRA yontemi i¢in yine Tablo 6’daki verilerden yararlanilarak (6) esitligine
gore y," degerleri hesaplanmig ve Tablo 8’deki siralama elde edilmistir.
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Tablo 8

MOOSRA yontemine gére siralama

Model adr Sira Yy, degeri
A6 1 2,379
A7 2 2,351
A4 3 2,161
A3 4 2,067
Al 5 2,002
AS 6 1,747
A2 7 0,787

Her iki yontemde de y,"degerleri hesaplanirken K1, K7 ve K8 kriterleri minimizasyon
yonlii, geri kalan kriterler maksimizasyon yonlii alinmustir.

Sonug¢

Bundan kisa bir siire dncesine kadar cep telefonlar1 sadece konugma ve mesajlasma
i¢in kullanilirken bugiin akilli telefonlarla, bir bilgisayarla oldugu gibi birgok igimizi
halledebilmekteyiz. Bu a¢idan bakildiginda modern diinyada akilli telefonsuz bir hayat,
diisiiniilemez hale gelmistir ve akilli telefon se¢imi de ¢ok biiylik dnem kazanmistir.

Bu calismada, dncelikle literatiir taramasi yapilarak akilli telefon seciminde dnemli olan
sekiz kriter belirlenmistir. Bu kriterler, agirlik, arka kamera ¢oziiniirligii, batarya kapasitesi,
RAM kapasitesi, dahili depolama kapasitesi, ekran boyutu, fiyat ve kaliliktir. Daha sonra
136 tiniversite 6grencisinden akilli telefon segiminde, verdikleri 6nem derecesine gore
bu kriterleri siralamalari istenmistir. Bu siralamalardan yararlanilarak siralama merkezi
agirliklar yontemine gore kriter agirliklar: hesaplanmugtir. Bu kriter agirliklar: kullanilarak
MOORA ve MOOSRA yontemleriyle akilli telefon segimi yapilmustir. Tablo 7 ve Tablo
8’den goriildiigii tizere her iki yontemde de A6 modeli en iyi alternatif olarak kargimiza
¢ikmaktadir. A6 modelinin fiyati diger modellerin fiyatina gore nispeten yiiksek olsa da
bu modelin batarya kapasitesinin ve RAM kapasitesinin fazla olmasi, ayrica yiiksek arka
kamera ¢oziiniirliigiine sahip olmast bu modeli ilk siraya yerlestirmistir. Hatirlanacag:
iizere bu ii¢ kriter, en yiiksek agirliga sahip fiyat kriterini izlemektedir. Ayrica Tablo 7
ve Tablo 8 tekrar incelendiginde her iki yontemle de ayni siralamalarin elde edildigi
goriilmektedir. Tablo 8’de A2 modelinin y,"degeri pozitiftir ¢iinkii daha 6nce de belirtildigi
tizere MOOSRA’da negatif y;"degerleri s6z konusu degildir.

Literatiirde kriter agirliklarini belirlemek i¢in birgok yontem mevcuttur. Bu calisma,
siralama merkezi agirliklar yontemi ile hesaplanan agirliklarin MOORA ve MOOSRA
yonteminde kullanilarak akilli telefon se¢imine uygulanmasi yoniiyle bir yenilik
olusturmaktadir.

MOORA ve MOOSRA yontemleri matematiksel agidan rahat anlasilabilir ve ¢ok
kolay uygulanabilir yontemlerdir. Bu 6zellikleriyle diger CKKV yontemlerine gore
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oldukea avantajlidirlar. Ozel bir yazilima ihtiya¢ duyulmadan Microsoft Excel ile
rahatca y,"degerleri hesaplanarak siralamalar elde edilebilir. Ayrica hesaplama siiresi
oldukea kisadir.

Bu ¢aligmada elde edilen kriter agirliklari, ileriki ¢alismalarda bagka CKKV
yontemlerinde de kullanilabilir ve elde edilecek siralamalar, bu ¢alismadaki
siralamalarla karsilastirilabilir. Yine bu ¢alismada bahsedilen diger kriter agirligi
hesaplama yontemleriyle de kriter agirliklar hesaplanabilir ve bu agirliklarin bir CKKV
yonteminde kullanilmasiyla elde edilecek siralamalar, bu ¢calismadaki siralamalarla
karsilastirilabilir. Veya literatiirdeki diger kriter agirligi hesaplama yontemleriyle
kriter agirliklart belirlenebilir, bunlar herhangi bir CKKV yonteminde kullanilarak bu
calismadaki akilli telefon modellerinin siralamasi yapilabilir ve elde edilecek siralama
bu ¢alismadaki siralamalarla karsilastirilabilir.
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sahiptirler ve ¢aligmalari Creative Commons Atif-GayriTicari 4.0 Uluslararas: (CC BY-NC 4.0)
olarak lisanslidir. Creative Commons Atif-GayriTicari 4.0 Uluslararas1 (CC BY-NC 4.0) lisansi,
eserin ticari kullanim disinda her boyut ve formatta paylagilmasina, kopyalanmasina, ¢ogaltilmasina
ve orijinal esere uygun sekilde atifta bulunmak kaydiyla yeniden diizenleme, doniistiirme ve eserin
iizerine insa etme dahil adapte edilmesine izin verir.

Acik Erisim flkesi

Istanbul Management Journal, tiim igerigi okura ya da okurun dahil oldugu kuruma tcretsiz
olarak sunulur. Okurlar, ticari amag¢ haricinde, yaymeci ya da yazardan izin almadan dergi
makalelerinin tam metnini okuyabilir, indirebilir, kopyalayabilir, arayabilir ve link saglayabilir.
Istanbul Management Journal makaleleri agik erigsimlidir ve Creative Commons Atif-GayriTicari
4.0 Uluslararast (CC BY-NC 4.0) (https://creativecommons.org/licenses/by-nc/4.0/deed.tr) olarak
lisanslidur.
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islemleme Ucreti

Derginin tiim giderleri Istanbul Universitesi tarafindan karsilanmaktadir. Dergide makale
yayii ve makale siireclerinin yiiriitiilmesi ticrete tabi degildir. Dergiye gonderilen ya da yayin i¢in
kabul edilen makaleler i¢in islemleme {icreti ya da gonderim iicreti alinmaz.

Hakem Siireci

Daha o6nce yaymlanmamis ya da yaymlanmak {izere bagka bir dergide halen degerlendirmede
olmayan ve her bir yazar tarafindan onaylanan makaleler degerlendirilmek {izere kabul edilir.
Gonderilen ve 6n kontrolii gecen makaleler iThenticate yazilimi kullanilarak intihal i¢in taranir.
Intihal kontroliinden sonra, uygun olan makaleler bas editor tarafindan orijinallik, metodoloji,
islenen konunun 6nemi ve dergi kapsami ile uyumlulugu acisindan degerlendirilir. Bas editor,
makaleleri, yazarlarin etnik kokeninden, cinsiyetinden, cinsel yoneliminden, uyrugundan, dini
inancindan ve siyasi felsefesinden bagimsiz olarak degerlendirir. Yayina gonderilen makalelerin
adil bir sekilde ¢ift tarafli kor hakem degerlendirmesinden gegmelerini saglar.

Secilen makaleler en az iki ulusal/uluslararasi hakeme degerlendirmeye gonderilir; yayin karari,
hakemlerin talepleri dogrultusunda yazarlarin gergeklestirdigi diizenlemelerin ve hakem siirecinin
sonrasinda bas editor tarafindan verilir.

Hakemlerin degerlendirmeleri objektif olmalidir. Hakem siireci sirasinda hakemlerin asagidaki
hususlar1 dikkate alarak degerlendirmelerini yapmalar1 beklenir.

- Makale yeni ve 6nemli bir bilgi igeriyor mu?

- Oz, makalenin igerigini net ve diizgiin bir sekilde tanimliyor mu?

- Yontem biitlinliikli ve anlagilir sekilde tanimlanmig mi1?

- Yapilan yorum ve varilan sonuglar bulgularla kanitlantyor mu?

- Alandaki diger ¢aligmalara yeterli referans verilmis mi?

- Dil kalitesi yeterli mi?

Hakemler, gonderilen makalelere iligkin tiim bilginin, makale yaymlanana kadar gizli
kalmasini saglamali ve yazar tarafinda herhangi bir telif hakk ihlali ve intihal fark ederlerse editore
raporlamalidirlar. Hakem, makale konusu hakkinda kendini vasifli hissetmiyor ya da zamaninda
geri donilig saglamas1 miimkiin goriinmiiyorsa, editére bu durumu bildirmeli ve hakem siirecine
kendisini dahil etmemesini istemelidir.

Degerlendirme siirecinde editor hakemlere gozden gecirme i¢in gonderilen makalelerin,
yazarlarin 6zel miilkii oldugunu ve bunun imtiyazli bir iletisim oldugunu agikc¢a belirtir. Hakemler
ve yaymn kurulu iyeleri baska kisilerle makaleleri tartisamazlar. Hakemlerin kimliginin gizli
kalmasina 6zen gosterilmelidir.

YAYIN ETiGi VE iLKELER

Istanbul Management Journal, yayin etiginde en yiiksek standartlara baglidir ve Committee on
Publication Ethics (COPE), Directory of Open Access Journals (DOAJ), Open Access Scholarly
Publishers Association (OASPA) ve World Association of Medical Editors (WAME) tarafindan
yaymlanan etik yayimncilik ilkelerini benimser; Principles of Transparency and Best Practice
in Scholarly Publishing bashigi altinda ifade edilen ilkeler igin adres: https://publicationethics.
org/resources/guidelines-new/principles-transparency-andbest-practice-scholarly-publishing
Gonderilen tiim makaleler orijinal, yaymlanmamis ve baska bir dergide degerlendirme
siirecinde olmamalidir. Her bir makale editorlerden biri ve en az iki hakem tarafindan ¢ift kor
degerlendirmeden gegirilir. Intihal, duplikasyon, sahte yazarhik/inkar edilen yazarlik, arastrma/
veri fabrikasyonu, makale dilimleme, dilimleyerek yayn, telif haklar ihlali ve ¢ikar ¢atigmasinin
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gizlenmesi, etik dis1 davranislar olarak kabul edilir. Kabul edilen etik standartlara uygun olmayan
tiim makaleler yayindan ¢ikarilir. Buna yayindan sonra tespit edilen olasi kuraldisi, uygunsuzluklar
iceren makaleler de dahildir.
Arastirma Etigi

Dergi arastirma etiginde en yiiksek standartlart gézetir ve asagida tanimlanan uluslararasi
arastirma  etigi ilkelerini benimser. Makalelerin etik kurallara uygunlugu yazarlarin
sorumlulugundadir. - Arastirmanin tasarlanmasi, tasarimmn gozden gegirilmesi ve arastirmanin
yiriitiilmesinde, biitinliik, kalite ve seffaflik ilkeleri saglanmalidir.

- Arastirma ekibi ve katilimcilar, arastirmanin amaci, yontemleri ve Ongoriilen olast
kullanimlari; arastirmaya katilimin gerektirdikleri ve varsa riskleri hakkinda tam olarak
bilgilendirilmelidir.

- Arastirma katilimcilarinin sagladigi bilgilerin  gizliligi ve yanit verenlerin gizliligi
saglanmalidir. Arastirma katilimcilarin 6zerkligini ve sayginligini koruyacak sekilde
tasarlanmalidir.

- Arastirma katilimeilart goniillii olarak arastirmada yer almali, herhangi bir zorlama altinda
olmamalidirlar. - Katilimcilarin zarar gérmesinden kaginilmalidir. Arastirma, katilimeilar
riske sokmayacak sekilde planlanmalidir.

- Arastirma bagimsizligiyla ilgili agik ve net olunmali; ¢ikar ¢atismasi varsa belirtilmelidir.

- Deneysel calismalarda, aragtirmaya katilmaya karar veren katilimcilarin yazili
bilgilendirilmis onay1 alinmalidir. Cocuklarin ve vesayet altindakilerin veya tasdiklenmis
akil hastalig1 bulunanlarin yasal vasisinin onay1 alinmalidir.

- Calisma herhangi bir kurum ya da kurulusta gerceklestirilecekse bu kurum ya da kurulustan
caligma yapilacagina dair onay alinmalidir.

- Insan 6gesi bulunan ¢alismalarda, “yéntem” boliimiinde katilimcilardan “bilgilendirilmis
onam” alindiginin ve ¢alismanin yapildigi kurumdan etik kurul onay1 alindig1 belirtilmesi
gerekir.

Yazarlarin Sorumlulugu

Makalelerin bilimsel ve etik kurallara uygunlugu yazarlarin sorumlulugundadir. Yazar
makalenin orijinal oldugu, daha 6nce baska bir yerde yaymlanmadig ve baska bir yerde, baska bir
dilde yaymlanmak tizere degerlendirmede olmadigi konusunda teminat saglamalidir. Uygulamadaki
telif kanunlart ve anlagmalari gozetilmelidir. Telife bagli materyaller (6rnegin tablolar, sekiller veya
biiytik alintilar) gerekli izin ve tesekkiirle kullanilmalidir. Bagka yazarlarin, katkida bulunanlarin
caligmalari ya da yararlanilan kaynaklar uygun bigimde kullanilmali ve referanslarda belirtilmelidir.
Gonderilen makalede tiim yazarlarin akademik ve bilimsel olarak dogrudan katkist olmalidir, bu
baglamda “yazar” yayinlanan bir arastirmanin kavramsallastirilmasina ve dizaynina, verilerin elde
edilmesine, analizine ya da yorumlanmasina belirgin katki yapan, yazinin yazilmasi ya da bunun
icerik acisindan elestirel bicimde gbzden gegirilmesinde gorev yapan birisi olarak goriiliir. Yazar
olabilmenin diger kosullar ise, makaledeki ¢alismay1 planlamak veya icra etmek ve / veya revize
etmektir. Fon saglanmasi, veri toplanmast ya da arastirma grubunun genel siipervizyonu tek basina
yazarlik hakki kazandirmaz. Yazar olarak gosterilen tiim bireyler sayilan tiim 6lgiitleri karsilamalidir
ve yukaridaki dlgiitleri karsilayan her birey yazar olarak gosterilebilir. Yazarlarin isim siralamasi
ortak verilen bir karar olmalidir. Tiim yazarlar yazar siralamasini Telif Hakki Anlagsmasi Formu’nda

imzali olarak belirtmek zorundadirlar. Yazarlik i¢in yeterli 6l¢iitleri karsilamayan ancak ¢alismaya
katkist olan tiim bireyler “tesekkiir / bilgiler” kisminda siralanmalidir. Bunlara 6rnek olarak ise
sadece teknik destek saglayan, yazima yardimci olan ya da sadece genel bir destek saglayan,
finansal ve materyal destegi sunan kisiler verilebilir. Biitiin yazarlar, aragtirmanin sonuglarimni ya
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da bilimsel degerlendirmeyi etkileyebilme potansiyeli olan finansal iliskiler, ¢ikar catigmasi ve
cikar rekabetini beyan etmelidirler. Bir yazar kendi yaymlanmis yazisinda belirgin bir hata ya da
yanlislik tespit ederse, bu yanlisliklara iliskin diizeltme ya da geri ¢ekme i¢in editor ile hemen
temasa gecme ve isbirligi yapma sorumlulugunu tasir.

Editor ve Hakem Sorumluluklar:

Bas editor, makaleleri, yazarlarin etnik kokeninden, cinsiyetinden, cinsel ydneliminden,
uyrugundan, dini inancindan ve siyasi felsefesinden bagimsiz olarak degerlendirir. Yayina
gonderilen makalelerin adil bir sekilde ¢ift tarafli kor hakem degerlendirmesinden geg¢melerini
saglar. Gonderilen makalelere iliskin tim bilginin, makale yayimlanana kadar gizli kalacagini
garanti eder. Bas editor icerik ve yaymin toplam kalitesinden sorumludur. Gereginde hata sayfasi
yayinlamali ya da diizeltme yapmalidir. Bas editor; yazarlar, editorler ve hakemler arasinda gikar
catigmasina izin vermez. Hakem atama konusunda tam yetkiye sahiptir ve Dergide yaymlanacak
makalelerle ilgili nihai karar1 vermekle yiikiimliidiir.

Hakemlerin arastirmayla ilgili, yazarlarla ve/veya arastirmanin finansal destekgileriyle ¢ikar
catigmalart olmamalidir. Degerlendirmelerinin sonucunda tarafsiz bir yargiya varmalidirlar.
Gonderilmis yazilara iliskin tim bilginin gizli tutulmasimi saglamali ve yazar tarafinda
herhangi bir telif hakki ihlali ve intihal fark ederlerse editdre raporlamalidirlar. Hakem, makale
konusu hakkinda kendini vasifli hissetmiyor ya da zamaninda geri doniis saglamasi miimkiin
goriinmiiyorsa, editére bu durumu bildirmeli ve hakem siirecine kendisini dahil etmemesini
istemelidir. Degerlendirme siirecinde editdr hakemlere gozden gegirme icin gonderilen
makalelerin, yazarlarin 6zel miilkii oldugunu ve bunun imtiyazli bir iletisim oldugunu agikca
belirtir. Hakemler ve yaym kurulu tiyeleri baska kisilerle makaleleri tartisamazlar. Hakemlerin
kimliginin gizli kalmasina 6zen gosterilmelidir. Bazi durumlarda editoriin karariyla, ilgili
hakemlerin makaleye ait yorumlart ayni makaleyi yorumlayan diger hakemlere gonderilerek
hakemlerin bu siiregte aydinlatilmasi saglanabilir.

YAZILARIN HAZIRLANMASI

Dil

Dergide Tiirkce ve Ingilizce dilinde makaleler yaymlamr. Tiirkce makalelerde Ingilizce 6z,
anahtar kelimeler ve genisletilmis 6zet olmalidir. Ancak Ingilizce yazilmis makalelerde genis 6zet
istenmez.

Yazilarin Hazirlanmasi ve Yazim Kurallar

Aksi belirtilmedik¢e gonderilen yazilarla ilgili tiim yazigmalar ilk yazarla yapilacaktir. Makale
gonderimi online olarak ve http://imj.istanbul.edu.tr iizerinden yapilmalidir. Gonderilen yazilar,
yazinin yaymlanmak iizere gonderildigini ifade eden, makale tiirlinii belirten ve makaleyle ilgili
detaylar1 igeren (bkz: Son Kontrol Listesi) bir mektup; yazinin elektronik formunu igeren Microsoft
Word 2003 ve iizerindeki versiyonlart ile yazilmis elektronik dosya ve tiim yazarlarin imzaladig:
Telif Hakki Anlagmasi Formu eklenerek génderilmelidir.

1. Calismalar, A4 boyutundaki kagidin bir yiiziine, {ist, alt, sag ve sol taraftan 2,5 cm. bosluk
birakilarak, 10 punto Times New Roman harf karakterleriyle ve 1,5 satir aralik dl¢iisii ile
ve iki yana yasli olarak hazirlanmalidir. Paragraf baglarinda tab tusu kullanilmalidir. Metin
icinde yer alan tablo ve semalarda ise tek satir araligi kullanilmalidir.

2. Metnin bashg kiigiik harf, koyu renk, Times New Roman yazi tipi, 12 punto olarak sayfanin
ortasinda yer almalidir.
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3. Metin yazarina ait bilgiler basliktan sonra bir satir atlanarak, Times New Roman yazi tipi,
10 punto ve tek satir araligi kullanilarak sayfanin soluna yazilacaktir. Yazarin adi kiigiik
harfle, soyad: biiyiik harfle belirtildikten sonra bir alt satira unvani, ¢alistigr kurum ve
e-posta adresi yazilacaktir.

4. Giris bolimiinden 6nce 150-200 kelimelik caligmanin kapsamini, amacini, ulasilan
sonuglar1 ve kullanilan yontemi kaydeden makale dilinde ve ingilizce 6z ile 600-800
kelimelik Ingilizce genisletilmis 6zet yer almalhdir. Calismanin Ingilizce bashig: ingilizce
6ziin iizerinde yer almalidir. Ingilizce ve makale dilinde 6zlerin altinda ¢alismanin igerigini
temsil eden, makale dilinde 5-8 adet, Ingilizce adet anahtar kelime yer almahdir. Makale
Ingilizce ise Ingilizce genisletilmis 6zet istenmez.

5. Calismalarin baslica su unsurlari icermesi gerekmektedir: Makale dilinde baslik, 6z ve
anahtar kelimeler; Ingilizce baslik 6z ve anahtar kelimeler; Ingilizce genisletilmis 6zet
(makale Ingilizce ise Ingilizce genisletilmis 6zet istenmez), ana metin bdliimleri, son notlar
ve kaynaklar.

6. Calismalarda tablo, grafik ve sekil gibi gostergeler ancak ¢aligmanin takip edilebilmesi
acisindan gereklilik arz ettigi durumlarda, numaralandirilarak, tanimlayici bir baslik ile
birlikte verilmelidir. Demografik 6zellikler gibi metin i¢inde verilebilecek veriler, ayrica
tablolar ile ifade edilmemelidir.

7. Yaymlanmak {izere gonderilen makale ile birlikte yazar bilgilerini igeren kapak sayfasi
gonderilmelidir. Kapak sayfasinda, makalenin basligi, yazar veya yazarlarin bagl
bulunduklarit kurum ve unvanlari, kendilerine ulasilabilecek adresler, cep, is ve faks
numaralari, ORCID ve e-posta adresleri yer almalidir (bkz. Son Kontrol Listesi).

8. Kurallar dahilinde dergimize yayinlanmak {izere gonderilen c¢alismalarin her tirlii
sorumlulugu yazar/yazarlarina aittir.

9. Yaym kurulu ve hakem raporlari dogrultusunda yazarlardan, metin iizerinde bazi
diizeltmeler yapmalari istenebilir.

10. Dergiye gonderilen calismalar yayinlansin veya yaymlanmasin geri gonderilmez.

KAYNAKLAR

Derleme yazilari okuyucular i¢in bir konudaki kaynaklara ulagmay: kolaylastiran bir arag
olsa da, her zaman orijinal ¢alismay1 dogru olarak yansitmaz. Bu yiizden miimkiin oldugunca
yazarlar orijinal caligmalar1 kaynak gostermelidir. Ote yandan, bir konuda ¢ok fazla sayida orijinal
caligmanin kaynak gosterilmesi yer israfina neden olabilir. Birkag anahtar orijinal caligmanin
kaynak gosterilmesi genelde uzun listelerle ayni isi goriir. Ayrica gliniimiizde kaynaklar elektronik
versiyonlara eklenebilmekte ve okuyucular elektronik literatiir taramalariyla yayinlara kolaylikla
ulagabilmektedir.

Kabul edilmis ancak heniiz saytya dahil edilmemis makaleler Early View olarak yayinlanir ve
bu makalelere atiflar “advance online publication” seklinde verilmelidir. Genel bir kaynaktan elde
edilemeyecek temel bir konu olmadikg¢a “kisisel iletisimlere” atifta bulunulmamalidir. Eger atifta
bulunulursa parantez i¢inde iletisim kurulan kisinin adi ve iletisimin tarihi belirtilmelidir. Bilimsel
makaleler i¢in yazarlar bu kaynaktan yazili izin ve iletisimin dogrulugunu gésterir belge almalidir.
Kaynaklarin dogrulugundan yazar(lar) sorumludur. Tiim kaynaklar metinde belirtilmelidir.
Kaynaklar alfabetik olarak siralanmalidir.
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Referans Stili ve Formati

Istanbul Management Journal, metin i¢i alintilama ve kaynak gosterme igcin APA (American
Psychological Association) kaynak sitilinin 6. edisyonunu benimser. APA 6. Edisyon hakkinda bilgi igin:

- American Psychological Association. (2010). Publication manual of the American

Psychological Association (6™ ed.). Washington, DC: APA.

- http://www.apastyle.org/

Kaynaklarin dogrulugundan yazar(lar) sorumludur. Tiim kaynaklar metinde belirtilmelidir.
Kaynaklar asagidaki 6rneklerdeki gibi gosterilmelidir.

Metin icinde Kaynak Gosterme

Kaynaklar metinde parantez i¢inde yazarlarin soyadi ve yayin tarihi yazilarak belirtilmelidir.
Birden fazla kaynak gosterilecekse kaynaklar arasinda (;) isareti kullanilmalidir. Kaynaklar
alfabetik olarak siralanmalidir.

Ornekler:

Birden fazla kaynak;

(Esin ve ark., 2002; Karasar 1995)

Tek yazarli kaynak;

(Akyolcu, 2007)

Iki yazarl kaynak;

(Saymer ve Demirci, 2007, s. 72)

Uc, dort ve bes yazarlh kaynak;

Metin iginde ilk kullanimda: (Ailen, Ciambrune ve Welch 2000, s. 12—13) Metin i¢inde tekrarlayan
kullanimlarda: (Ailen ve ark., 2000)

Alti ve daha ¢ok yazarh kaynak;

(Cavdar ve ark., 2003)

Kaynaklar Boliimiinde Kaynak Gosterme
Kullanilan tiim kaynaklar metnin sonunda ayrt bir bélim halinde yazar soyadlarma goére
alfabetik olarak numaralandirilmadan verilmelidir.

Kaynak yazimu ile ilgili 6rnekler asagida verilmistir.
Kitap

a) Tiirk¢e Kitap

Karasar, N. (1995). Arastirmalarda rapor hazirlama (8.bs). Ankara: 3A Egitim Danismanlik Ltd.

b) Tiirkg¢eye Cevrilmis Kitap

Mucchielli, A. (1991). Zihniyetler (A. Kotil, Cev.). Istanbul: Tletisim Yaymlar1.

¢) Editorlii Kitap

Oren, T., Uney, T. ve Colkesen, R. (Ed.). (2006). Tiirkiye bilisim ansiklopedisi. istanbul: Papatya
Yayincilik.

d) Cok Yazarl Tiirkge Kitap
Tonta, Y., Bitirim, Y. ve Sever, H. (2002). Tiirk¢ce arama motorlarinda performans degerlendirme.
Ankara: Total Bilisim.
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e) Ingilizce Kitap

Kamien R., & Kamien A. (2014). Music: An appreciation. New York, NY: McGraw-Hill Education.

) Ingilizce Kitap Icerisinde Biliim

Bassett, C. (2006). Cultural studies and new media. In G. Hall & C. Birchall (Eds.), New cultural
studies: Adventures in theory (pp. 220-237). Edinburgh, UK: Edinburgh University Press.

) Tiirkge Kitap Icerisinde Béliim

Erkmen, T. (2012). Orgiit kiiltiirii: Fonksiyonlar1, 6geleri, isletme yonetimi ve liderlikteki 6nemi.
M. Zencirkiran (Ed.), Orgiit sosyolojisi kitab: iginde (s. 233-263). Bursa: Dora Basim Yayin.

h) Yayimcinin ve Yazarin Kurum Oldugu Yayin

Tiirk Standartlan Enstitiisti. (1974). Adlandirma ilkeleri. Ankara: Yazar.

Makale

a) Tiirk¢e Makale

Mutlu, B. ve Savager, S. (2007). Cocugu ameliyat sonrasi yogun bakimda olan ebeveynlerde
stres nedenleri ve azaltma girisimleri. Istanbul Universitesi Florence Nightingale Hemsgirelik
Dergisi, 15(60), 179-182.

b) Ingilizce Makale

de Cillia, R., Reisigl, M., & Wodak, R. (1999). The discursive construction of national identity.
Discourse and Society, 10(2), 149-173. http://dx.doi.org/10.1177/0957926599010002002

¢) Yediden Fazla Yazarli Makale

Lal, H., Cunningham, A. L., Godeaux, O., Chlibek, R., Diez-Domingo, J., Hwang, S.-J. ... Heineman,
T. C. (2015). Efficacy of an adjuvanted herpes zoster subunit vaccine in older adults. New
England Journal of Medicine, 372, 2087-2096. http://dx.doi.org/10.1056/NEJMoal501184

d) DOI’si Olmayan Online Edinilmis Makale

Al, U. ve Dogan, G. (2012). Hacettepe Universitesi Bilgi ve Belge Yénetimi Béliimii tezlerinin atif
analizi. Tirk Kiitiiphaneciligi, 26, 349-369. Erisim adresi: http://www.tk.org.tr/

e) DOI'’si Olan Makale

Turner, S. J. (2010). Website statistics 2.0: Using Google Analytics to measure library website
effectiveness. Technical Services Quarterly, 27, 261-278. http://dx.doi.org/10.1080/
07317131003765910

f) Advance Online Olarak Yayumlanmis Makale

Smith, J. A. (2010). Citing advance online publication: A review. Journal of Psychology. Advance
online publication. http://dx.doi.org/10.1037/a45d7867

g) Popiiler Dergi Makalesi

Semercioglu, C. (2015, Haziran). Siradanlhigin rayihasi. Sabit Fikir, 52, 38-39.

Tez, Sunum, Bildiri

a) Tiirkge Tezler

Sar1, E. (2008). Kiiltiir kimlik ve politika: Mardin’de kiiltiirlerarasilik. (Yaymlanmamis Doktora
Tezi). Ankara Universitesi Sosyal Bilimler Enstitiisii, Ankara.

b)Ticari Veritabaninda Yer Alan Yiiksek Lisans Ya da Doktora Tezi

Van Brunt, D. (1997). Networked consumer health information systems (Doctoral dissertation).
Available from ProQuest Dissertations and Theses. (UMI No. 9943436)
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¢) Kurumsal Veritabaninda Yer Alan Ingilizce Yiiksek Lisans/Doktora Tezi

Yaylali-Yildiz, B. (2014). University campuses as places of potential publicness: Exploring the
politicals, social and cultural practices in Ege University (Doctoral dissertation). Retrieved
from: Retrieved from http:/library.iyte.edu.tr/tr/hizli-erisim/iyte-tez-portali

d) Web’de Yer Alan Ingilizce Yiiksek Lisans/Doktora Tezi

Tonta, Y. A. (1992). An analysis of search failures in online library catalogs (Doctoral dissertation,
University of California, Berkeley). Retrieved from http://yunus.hacettepe.edu.tr/~tonta/
yayinlar/phd/ickapak.html

e) Dissertations Abstracts International’da Yer Alan Yiiksek Lisans/Doktora Tezi

Appelbaum, L. G. (2005). Three studies of human information processing: Texture amplification,
motion representation, and figure-ground segregation. Dissertation Abstracts International:
Section B. Sciences and Engineering, 65(10), 5428.

f) Sempozyum Katkist

Krinsky-McHale, S. J., Zigman, W. B., & Silverman, W. (2012, August). Are neuropsychiatric
symptoms markers of prodromal Alzheimer’s disease in adults with Down syndrome? In W.
B. Zigman (Chair), Predictors of mild cognitive impairment, dementia, and mortality in adults
with Down syndrome. Symposium conducted at American Psychological Association meeting,
Orlando, FL.

g) Online Olarak Erisilen Konferans Bildiri Ozeti

Cmar, M., Dogan, D. ve Seferoglu, S. S. (2015, Subat). Egitimde dijital araclar: Google sinif
uygulamasi iizerine bir degerlendirme [Oz]. Akademik Bilisim Konferansinda sunulan
bildiri, Anadolu Universitesi, Eskischir. Erisim adresi: http://ab2015.anadolu.edu.tr /index.
php?menu=5&submenu=27

h) Diizenli Olarak Online Yayimlanan Bildiriler

Herculano-Houzel, S., Collins, C. E., Wong, P., Kaas, J. H., & Lent, R. (2008). The basic
nonuniformity of the cerebral cortex. Proceedings of the National Academy of Sciences, 1035,
12593-12598. http://dx.doi.org/10.1073/pnas.0805417105

i) Kitap Seklinde Yayimlanan Bildiriler

Schneider, R. (2013). Research data literacy. S. Kurbanoglu ve ark. (Ed.), Communications in
Computer and Information Science: Vol. 397. Worldwide Communalities and Challenges in
Information Literacy Research and Practice iginde (s. 134-140). Cham, Isvigre: Springer.
http://dx.doi.org/10.1007/978-3-319-03919-0

J) Kongre Bildirisi

Cepni, S., Bacanak A. ve Ozsevgec T. (2001, Haziran). Fen bilgisi égretmen adaylarimin fen
branglarina karsi tutumlart ile fen branglarindaki basarilarmn iliskisi. X. Ulusal Egitim
Bilimleri Kongresi’nde sunulan bildiri, Abant izzet Baysal Universitesi, Bolu.

Diger Kaynaklar

a) Gazete Yazist

Toker, C. (2015, 26 Haziran). ‘Unutma’ notlart. Cumhuriyet, s. 13.

b) Online Gazete Yazist

Tamer, M. (2015, 26 Haziran). E-ticaret hamle yapmak icin tiiketiciyi bekliyor. Milliyet. Erisim
adresi: http://www.milliyet.com.tr

¢) Web Page/Blog Post

Bordwell, D. (2013, June 18). David Koepp: Making the world movie-sized [Web log post].
Retrieved from http://www.davidbordwell.net/blog/page/27/
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d) Online Ansiklopedi/Sozliik

Bilgi mimarisi. (2014, 20 Aralik). Vikipedi i¢inde. Erisim adresi: http://tr.wikipedia.org/wiki/Bilgi
mimarisi

Marcoux, A. (2008). Business ethics. In E. N. Zalta (Ed.), The Stanford encyclopedia of philosophy.
Retrieved from http://plato.stanford.edu/entries/ethics-business/

e) Podcast

Radyo ODTU (Yapimc1). (2015, 13 Nisan). Modern sabahlar [Podcast]. Erisim adresi: http:/www.
radyoodtu.com.tr/

P Bir Televizyon Dizisinden Tek Bir Boliim

Shore, D. (Senarist), Jackson, M. (Senarist) ve Bookstaver, S. (Yonetmen). (2012). Runaways
[Televizyon dizisi boliimii]. D. Shore (Bas yapimc1), House M.D. i¢inde. New York, NY: Fox
Broadcasting.

8) Miizik Kayd:

Say, F. (2009). Galata Kulesi. Istanbul senfonisi [CD] i¢inde. Istanbul: Ak Miizik.
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AIM AND SCOPE

The journal aims to promote interdisciplinary studies over the issues of theoretical and practical
in dealing with problems in business, economics and related fields. The journal welcomes papers
in the fields of management&strategy, organizational theory, human resources, organizational
behavior, business&management history, production management, finance, accounting, marketing
and economics.

EDITORIAL POLICIES AND PEER REVIEW PROCESS

Publication Policy

The subjects covered in the manuscripts submitted to the Journal for publication must be in
accordance with the aim and scope of the journal. The journal gives priority to original research
papers submitted for publication.

General Principles

Only those manuscripts approved by its every individual author and that were not published
before in or sent to another journal, are accepted for evaluation.

Submitted manuscripts that pass preliminary control are scanned for plagiarism using
iThenticate software. After plagiarism check, the eligible ones are evaluated by editor-in-chief
for their originality, methodology, the importance of the subject covered and compliance with the
journal scope.

Short presentations that took place in scientific meetings can be referred if indicated in
the article. The editor hands over the papers matching the formal rules to at least two national/
international referees for evaluation and gives green light for publication upon modification by
the authors in accordance with the referees’ claims. Changing the name of an author (omission,
addition or order) in papers submitted to the Journal requires written permission of all declared
authors. Refused manuscripts and graphics are not returned to the author.

Copyright Notice

Authors publishing with Istanbul Management Journal retain the copyright to their work,
licensing it under the Creative Commons Attribution-NonCommercial 4.0 International (CC BY-
NC 4.0) license that gives permission to copy and redistribute the material in any medium or
format other than commercial purposes as well as remix, transform and build upon the material by
providing appropriate credit to the original work.

Open Access Statement

Istanbul Management Journal is an open access journal which means that all content is freely
available without charge to the user or his/her institution. Except for commercial purposes, users
are allowed to read, download, copy, print, search, or link to the full texts of the articles in this
journal without asking prior permission from the publisher or the author.

The articles in Istanbul Management Journal are open access articles licensed under the terms
of the Creative Commons Attribution-NonCommercial 4.0 International License (CC BY-NC 4.0)
(https://creativecommons.org/licenses/by-nc-nd/4.0/deed.en/)
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Article Processing Charge

All expenses of the journal are covered by the Istanbul University. Processing and publication
are free of charge with the journal. There is no article processing charges or submission fees for any
submitted or accepted articles.

Peer Review Process

Only those manuscripts approved by its every individual author and that were not published
before in or sent to another journal, are accepted for evaluation.

Submitted manuscripts that pass preliminary control are scanned for plagiarism using
iThenticate software. After plagiarism check, the eligible ones are evaluated by Editor-in-Chief
for their originality, methodology, the importance of the subject covered and compliance with the
journal scope. Editor-in-Chief evaluates manuscripts for their scientific content without regard to
ethnic origin, gender, sexual orientation, citizenship, religious belief or political philosophy of the
authors and ensures a fair double-blind peer review of the selected manuscripts.

The selected manuscripts are sent to at least two national/international referees for evaluation
and publication decision is given by Editor-in-Chief upon modification by the authors in accordance
with the referees’ claims.

Editor-in-Chief does not allow any conflicts of interest between the authors, editors and
reviewers and is responsible for final decision for publication of the manuscripts in the Journal.

Reviewers’ judgments must be objective. Reviewers’ comments on the following aspects are
expected while conducting the review.

- Does the manuscript contain new and significant information?

- Does the abstract clearly and accurately describe the content of the manuscript?

- Is the problem significant and concisely stated?

- Are the methods described comprehensively?

- Are the interpretations and consclusions justified by the results?

- Is adequate references made to other Works in the field?

- Is the language acceptable?

Reviewers must ensure that all the information related to submitted manuscripts is kept as
confidential and must report to the editor if they are aware of copyright infringement and plagiarism
on the author’s side.

A reviewer who feels unqualified to review the topic of a manuscript or knows that its prompt
review will be impossible should notify the editor and excuse himself from the review process.

The editor informs the reviewers that the manuscripts are confidential information and that this
is a privileged interaction. The reviewers and editorial board cannot discuss the manuscripts with
other persons. The anonymity of the referees is important.

PUBLICATION ETHICS AND PUBLICATION MALPRACTICE STATEMENT

Istanbul Management Journal is committed to upholding the highest standards of publication
ethics and pays regard to Principles of Transparency and Best Practice in Scholarly Publishing
published by the Committee on Publication Ethics (COPE), the Directory of Open Access Journals
(DOA), the Open Access Scholarly Publishers Association (OASPA), and the World Association
of Medical Editors (WAME) on https://publicationethics.org/resources/guidelines-new/principles-
transparency-and-best-practice-scholarly-publishing
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All parties involved in the publishing process (Editors, Reviewers, Authors and Publishers) are
expected to agree on the following ethical principles.

All submissions must be original, unpublished (including as full text in conference proceedings),
and not under the review of any other publication synchronously. Each manuscript is reviewed by
one of the editors and at least two referees under double-blind peer review process. Plagiarism,
duplication, fraud authorship/denied authorship, research/data fabrication, salami slicing/salami
publication, breaching of copyrights, prevailing conflict of interest are unnethical behaviors.

All manuscripts not in accordance with the accepted ethical standards will be removed from
the publication. This also contains any possible malpractice discovered after the publication. In
accordance with the code of conduct we will report any cases of suspected plagiarism or duplicate
publishing.

Research Ethics

The journal adheres to the highest standards in research ethics and follows the principles of
international research ethics as defined below. The authors are responsible for the compliance of
the manuscripts with the ethical rules.

- Principles of integrity, quality and transparency should be sustained in designing the
research, reviewing the design and conducting the research.

- The research team and participants should be fully informed about the aim, methods,
possible uses and requirements of the research and risks of participation in research.

- The confidentiality of the information provided by the research participants and the
confidentiality of the respondents should be ensured. The research should be designed to
protect the autonomy and dignity of the participants.

- Research participants should participate in the research voluntarily, not under any coercion.

- Any possible harm to participants must be avoided. The research should be planned in such
a way that the participants are not at risk.

- The independence of research must be clear; and any conflict of interest or must be
disclosed.

- In experimental studies with human subjects, written informed consent of the participants
who decide to participate in the research must be obtained. In the case of children and those
under wardship or with confirmed insanity, legal custodian’s assent must be obtained.

- Ifthe study is to be carried out in any institution or organization, approval must be obtained
from this institution or organization.

- In studies with human subject, it must be noted in the method’s section of the manuscript
that the informed consent of the participants and ethics committee approval from the
institution where the study has been conducted have been obtained.

Author Responsibilities

It is authors’ responsibility to ensure that the article is in accordance with scientific and ethical
standards and rules. And authors must ensure that submitted work is original. They must certify that
the manuscript has not previously been published elsewhere or is not currently being considered
for publication elsewhere, in any language. Applicable copyright laws and conventions must be
followed. Copyright material (e.g. tables, figures or extensive quotations) must be reproduced
only with appropriate permission and acknowledgement. Any work or words of other authors,
contributors, or sources must be appropriately credited and referenced.
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All the authors of a submitted manuscript must have direct scientific and academic contribution
to the manuscript. The author(s) of the original research articles is defined as a person who is
significantly involved in “conceptualization and design of the study”, “collecting the data”,
“analyzing the data”, “writing the manuscript”, “reviewing the manuscript with a critical
perspective” and “planning/conducting the study of the manuscript and/or revising it”. Fund raising,
data collection or supervision of the research group are not sufficient roles to be accepted as an
author. The author(s) must meet all these criteria described above. The order of names in the author
list of an article must be a co-decision and it must be indicated in the Copyright Agreement Form.

The individuals who do not meet the authorship criteria but contributed to the study must take
place in the acknowledgement section. Individuals providing technical support, assisting writing,
providing a general support, providing material or financial support are examples to be indicated in
acknowledgement section.

All authors must disclose all issues concerning financial relationship, conflict of interest, and
competing interest that may potentially influence the results of the research or scientific judgment.
When an author discovers a significant error or inaccuracy in his/her own published paper, it is the
author’s obligation to promptly cooperate with the Editor to provide retractions or corrections of mistakes.

Responsibility for the Editor and Reviewers

Editor-in-Chief evaluates manuscripts for their scientific content without regard to ethnic origin,
gender, sexual orientation, citizenship, religious belief or political philosophy of the authors. He/
She provides a fair double-blind peer review of the submitted articles for publication and ensures
that all the information related to submitted manuscripts is kept as confidential before publishing.

Editor-in-Chief is responsible for the contents and overall quality of the publication. He/She
must publish errata pages or make corrections when needed.

Editor-in-Chief does not allow any conflicts of interest between the authors, editors and
reviewers. Only he has the full authority to assign a reviewer and is responsible for final decision
for publication of the manuscripts in the Journal.

Reviewers must have no conflict of interest with respect to the research, the authors and/or the
research funders. Their judgments must be objective.

Reviewers must ensure that all the information related to submitted manuscripts is kept as
confidential and must report to the editor if they are aware of copyright infringement and plagiarism
on the author’s side.

A reviewer who feels unqualified to review the topic of a manuscript or knows that its prompt
review will be impossible should notify the editor and excuse himself from the review process.

The editor informs the reviewers that the manuscripts are confidential information and that this
is a privileged interaction. The reviewers and editorial board cannot discuss the manuscripts with
other persons. The anonymity of the referees must be ensured. In particular situations, the editor
may share the review of one reviewer with other reviewers to clarify a particular point.

MANUSCRIPT ORGANIZATION

Language

Articles in Turkish and English are published. Submitted Turkish article must include an
English abstract, keyword and an extended abstract. Extended abstract in English is not required
for articles in English.
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Manuscript Organization and Format

All correspondence will be sent to the first-named author unless otherwise specified. Manuscpript
is to be submitted online via http://imj.istanbul.edu.tr/en/ and it must be accompanied by a cover
letter indicating that the manuscript is intended for publication, specifying the article category (i.e.
research article, review etc.) and including information about the manuscript (see the Submission
Checklist). Manuscripts should be prepared in Microsoft Word 2003 and upper versions. In addition,
Copyright Agreement Form that has to be signed by all authors must be submitted.

1. The manuscripts should be in A4 paper standards: having 2.5 cm margins from right, left,
bottom and top, Times New Roman font style in 12 font size, line spacing of 1.5 and “justify
align” format. For indented paragraph, tab key should be used. One line spacing should be
used for the tables and figures, which are included in the text.

2. The title of the text should be centered on the page, in lower-case letter, bold, Times New
Roman font and 14 font size.

3. Information about the author is to be written on the left part of the page skipping one line
space after the title, and it should be in Times New Roman font, 10 font size, with one line
spacing. After indicating the name of the author in lower-case letter and surname in capital
letter, the title, affiliation, and e-mail address should be included.

4. Before the introduction part, there should be an abstract of 150-200 words both in the
language of the article and in English. An extended abstract in English between 600-800
words, summarizing the scope, the purpose, the results of the study and the methodology
used is to be included following the abstracts. If the manuscript is in English, extended
abstract is not required. Underneath the abstracts, 5-8 keywords that inform the reader
about the content of the study should be specified in the language of the article and in
English.

5. The manuscripts should contain mainly these components: title, abstract and keywords;
extended abstract (If the manuscript is in English, extended abstract is not required),
sections, footnotes and references.

6. Tables, graphs and figures can be given with a number and a defining title if and only
if it is necessary to follow the idea of the article. Otherwise features like demographic
characteristics can be given within the text.

7. A title page including author information must be submitted together with the manuscript.
The title page is to include fully descriptive title of the manuscript and, affiliation, title,
e-mail address, ORCID, postal address, phone and fax number of the author(s) (see The
Submission Checklist).

8. Authors are responsible for all statements made in their work submitted to the Journal for
publication.

9. The author(s) can be asked to make some changes in their articles due to peer reviews.

10. The studies that were sent to the journal will not be returned whether they are published or not.

REFERENCES

Although references to review articles can be an efficient way to guide readers to a body of
literature, review articles do not always reflect original work accurately. Readers should therefore
be provided with direct references to original research sources whenever possible. On the other
hand, extensive lists of references to original work on a topic can use excessive space on the printed
page. Small numbers of references to key original papers often serve as well as more exhaustive
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lists, particularly since references can now be added to the electronic version of published papers,
and since electronic literature searching allows readers to retrieve published literature efficiently.
Papers accepted but not yet included in the issue are published online in the Early View section and
they should be cited as “advance online publication”. Citing a “personal communication” should be
avoided unless it provides essential information not available from a public source, in which case
the name of the person and date of communication should be cited in parentheses in the text. For
scientific articles, written permission and confirmation of accuracy from the source of a personal
communication must be obtained.

Reference Style and Format
Istanbul Management Journal complies with APA (American Psychological Association) style
6" Edition for referencing and quoting. For more information:
- American Psychological Association. (2010). Publication manual of the American
Psychological Association (6™ ed.). Washington, DC: APA.
- http://www.apastyle.org

Citations in the Text
Citations must be indicated with the author surname and publication year within the parenthesis.
If more than one citation is made within the same paranthesis, separate them with (;).

Samples:

More than one citation;

(Esin, et al., 2002; Karasar, 1995)

Citation with one author;

(Akyolcu, 2007)

Citation with two authors;

(Saymer & Demirci, 2007)

Citation with three, four, five authors;

First citation in the text: (Ailen, Ciambrune, & Welch, 2000) Subsequent citations in the text:
(Ailen, et al., 2000)

Citations with more than six authors;

(Cavdar, et al., 2003)

Citations in the Reference

All the citations done in the text should be listed in the References section in alphabetical order
of author surname without numbering. Below given examples should be considered in citing the
references.

Basic Reference Types
Book
a) Turkish Book

Karasar, N. (1995). Arastirmalarda rapor hazirlama (8" ed.) [Preparing research reports]. Ankara,
Turkey: 3A Egitim Danismanlik Ltd.
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b) Book Translated into Turkish

Mucchielli, A. (1991). Zihniyetler [Mindsets] (A. Kotil, Trans.). Istanbul, Turkey: Iletisim Yaynlari.

¢) Edited Book

Oren, T., Uney, T., & Colkesen, R. (Eds.). (2006). Tiirkive bilisim ansiklopedisi [Turkish
Encyclopedia of Informatics]. Istanbul, Turkey: Papatya Yaymcilik.

d) Turkish Book with Multiple Authors

Tonta, Y., Bitirim, Y., & Sever, H. (2002). Tiirk¢ce arama motorlarinda performans degerlendirme
[Performance evaluation in Turkish search engines]. Ankara, Turkey: Total Bilisim.

e) Book in English

Kamien R., & Kamien A. (2014). Music: An appreciation. New York, NY: McGraw-Hill Education.

f) Chapter in an Edited Book

Bassett, C. (2006). Cultural studies and new media. In G. Hall & C. Birchall (Eds.), New cultural
studies: Adventures in theory (pp. 220-237). Edinburgh, UK: Edinburgh University Press.

g) Chapter in an Edited Book in Turkish

Erkmen, T. (2012). Orgiit kiiltiirii: Fonksiyonlar, 6geleri, isletme yonetimi ve liderlikteki énemi
[Organization culture: Its functions, elements and importance in leadership and business
management]. In M. Zencirkiran (Ed.), Orgiit sosyolojisi [Organization sociology] (pp. 233~
263). Bursa, Turkey: Dora Basim Yayin.

h) Book with the same organization as author and publisher

American Psychological Association. (2009). Publication manual of the American psychological
association (6" ed.). Washington, DC: Author.

Article

a) Turkish Article

Mutlu, B., & Savaser, S. (2007). Cocugu ameliyat sonrast yogun bakimda olan ebeveynlerde stres
nedenleri ve azaltma girisimleri [Source and intervention reduction of stress for parents whose
children are in intensive care unit after surgery]. Istanbul University Florence Nightingale
Journal of Nursing, 15(60), 179-182.

b) English Article

de Cillia, R., Reisigl, M., & Wodak, R. (1999). The discursive construction of national identity.
Discourse and Society, 10(2), 149—173. http://dx.doi.org/10.1177/0957926599010002002

¢) Journal Article with DOI and More Than Seven Authors

Lal, H., Cunningham, A. L., Godeaux, O., Chlibek, R., Diez-Domingo, J., Hwang, S.-J. ... Heineman,
T. C. (2015). Efficacy of an adjuvanted herpes zoster subunit vaccine in older adults. New
England Journal of Medicine, 372, 2087-2096. http://dx.doi.org/10.1056/NEJMoal501184

d) Journal Article from Web, without DOI

Sidani, S. (2003). Enhancing the evaluation of nursing care effectiveness. Canadian Journal of
Nursing Research, 35(3), 26-38. Retrieved from http://cjnr.mcgill.ca

e) Journal Article wih DOI

Turner, S. J. (2010). Website statistics 2.0: Using Google Analytics to measure library website
effectiveness. Technical Services Quarterly, 27, 261-278. http://dx.doi.org/10.1080/0731713
1003765910
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f) Advance Online Publication

Smith, J. A. (2010). Citing advance online publication: A review. Journal of Psychology. Advance
online publication. http://dx.doi.org/10.1037/a45d7867

g) Article in a Magazine

Henry, W. A., II1. (1990, April 9). Making the grade in today’s schools. Time, 135, 28-31.

Doctoral Dissertation, Master’s Thesis, Presentation, Proceeding

a) Dissertation/Thesis from a Commercial Database

Van Brunt, D. (1997). Networked consumer health information systems (Doctoral dissertation).
Available from ProQuest Dissertations and Theses database. (UMI No. 9943436)

b) Dissertation/Thesis from an Institutional Database

Yaylali-Yildiz, B. (2014). University campuses as places of potential publicness: Exploring the
politicals, social and cultural practices in Ege University (Doctoral dissertation). Retrieved
from Retrieved from: http://library.iyte.edu.tr/tr/hizli-erisim/iyte-tez-portali

¢) Dissertation/Thesis from Web

Tonta, Y. A. (1992). An analysis of search failures in online library catalogs (Doctoral dissertation,
University of California, Berkeley). Retrieved from http://yunus.hacettepe.edu.tr/~tonta/
yayinlar /phd/ickapak.html

d) Dissertation/Thesis abstracted in Dissertations Abstracts International

Appelbaum, L. G. (2005). Three studies of human information processing: Texture amplification,
motion representation, and figure-ground segregation. Dissertation Abstracts International:
Section B. Sciences and Engineering, 65(10), 5428.

e) Symposium Contribution

Krinsky-McHale, S. J., Zigman, W. B., & Silverman, W. (2012, August). Are neuropsychiatric
symptoms markers of prodromal Alzheimer’s disease in adults with Down syndrome? In W.
B. Zigman (Chair), Predictors of mild cognitive impairment, dementia, and mortality in adults
with Down syndrome. Symposium conducted at the meeting of the American Psychological
Association, Orlando, FL.

f) Conference Paper Abstract Retrieved Online

Liu, S. (2005, May). Defending against business crises with the help of intelligent agent based
early warning solutions. Paper presented at the Seventh International Conference on Enterprise
Information Systems, Miami, FL. Abstract retrieved from http://www.iceis.org/iceis2005/
abstracts_2005.htm

g) Conference Paper - In Regularly Published Proceedings and Retrieved Online

Herculano-Houzel, S., Collins, C. E., Wong, P., Kaas, J. H., & Lent, R. (2008). The basic
nonuniformity of the cerebral cortex. Proceedings of the National Academy of Sciences, 105,
12593-12598. http://dx.doi.org/10.1073/pnas.0805417105

h) Proceeding in Book Form

Parsons, O. A., Pryzwansky, W. B., Weinstein, D. J., & Wiens, A. N. (1995). Taxonomy for
psychology. In J. N. Reich, H. Sands, & A. N. Wiens (Eds.), Education and training beyond the
doctoral degree: Proceedings of the American Psychological Association National Conference
on Postdoctoral Education and Training in Psychology (pp. 45-50). Washington, DC: American
Psychological Association.
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i) Paper Presentation

Nguyen, C. A. (2012, August). Humor and deception in advertising: When laughter may not be
the best medicine. Paper presented at the meeting of the American Psychological Association,
Orlando, FL.

Other Sources

a) Newspaper Article

Browne, R. (2010, March 21). This brainless patient is no dummy. Sydney Morning Herald, 45.

b) Newspaper Article with no Author

New drug appears to sharply cut risk of death from heart failure. (1993, July 15). The Washington
Post, p. Al12.

¢) Web Page/Blog Post

Bordwell, D. (2013, June 18). David Koepp: Making the world movie-sized [Web log post].
Retrieved from http://www.davidbordwell.net/blog/page/27/

d) Online Encyclopedia/Dictionary

Ignition. (1989). In Oxford English online dictionary (2" ed.). Retrieved from http://dictionary.
oed.com

Marcoux, A. (2008). Business ethics. In E. N. Zalta (Ed.). The Stanford encyclopedia of philosophy.
Retrieved from http://plato.stanford.edu/entries/ethics-business/

e) Podcast

Dunning, B. (Producer). (2011, January 12). in Fact: Conspiracy theories [Video podcast].
Retrieved from http://itunes.apple.com/

f) Single Episode in a Television Series

Egan, D. (Writer), & Alexander, J. (Director). (2005). Failure to communicate. [Television series
episode]. In D. Shore (Executive producer), House; New York, NY: Fox Broadcasting.

&) Music
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