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THE MEDIATING EFFECT OF GREEN CLIMATE ON THE
RELATIONSHIP BETWEEN STRATEGIC GREEN OPERATIONS
PRACTICES AND GREEN PERFORMANCE: A RESEARCH ON

TURKEY GREEN PORTS

Polat YUCEKAYA!
Karahan KARA?

Abstract

Environmentalist port management approaches have revealed the green port
concept. This study aims to determine the relationship between green
operations practices and green performance in green ports and the mediating
role of green climate in this relationship. The importance of the research is
explaining the role of green operation practices and green climate in green port
management at a strategic level, and the principles to be applied to port
managers in green ports. The sample of this research is the field of the port
harbor with green certificates in Turkey. For the study, data were collected
from 180 employees working in green ports by applying a questionnaire
between October and December 2020 using the easy sampling method.
Frequency analysis, validity analysis, reliability analysis and regression
analysis were performed based on the collected data. According to the findings
of the research, it was concluded that green operation practices have a
statistically positive effect on green performance and that green climate has a
partial mediating effect between green operation practices and green
performance.
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STRATEJIK YESIL OPERASYON UYGULAMALARI iLE YESIL
PERFORMANS ARASINDAKI ILISKIDE YESIL IKLIMIN ARACILIK
ETKISI: TURKIYE YESIL LIMANLARINDA UYGULAMA

Oz

Cevreci liman yonetim yaklasimlar: yesil liman kavraminm ortaya ¢ikarmistir.
Bu calismanin amaci yesil limanlarda, yesil operasyon uygulamalar ile yesil
performans arasindaki iliskinin ve yesil iklimin bu iligskideki aracilik roliintin
tespit edilmesidir. Arastirmanin Onemi, stratejik diizeyde yesil liman
yonetiminde yesil operasyon uygulamalarmin ve yesil ikliminin rolii
aciklanarak liman yoneticilerine yesil limanlarda uygulanmasi gereken
esaslarin ortaya koyulmasi olusturmaktadir. Arastirmanin drneklem alanini
Tiirkiye’de yesil liman sertifikasina sahip limanlar olusturmaktadir. Arastirma
igin yesil limanlarda gorev yapan 180 calisandan Ekim-Aralik 2020 tarihleri
arasinda kolayda orneklem yontemi ile anket uygulanarak veri toplanmustir.
Toplanan verilere dayali frekans analizi, gegerlilik analizi, glivenilirlik analizi,
regresyon analizleri yapilmistir. Arastirma bulgularina gore yesil operasyon
uygulamalarmin yesil performans iizerinde istatistiksel olarak pozitif yonde
etkiledigi ve yesil iklimin yesil operasyon uygulamalar: ile yesil performans
arasinda kismi aracilik etkisine sahip oldugu sonucuna ulasilmstir.

Introduction

Anahtar Sozciikler

Yesil Liman
Strateji

Yesil Operasyon
Uygulamalari
Yesil Iklim

Yesil Performans
Aracilik etkisi

Makale Hakkinda

Aragtirma Makalesi

Increasing environmental concerns have led countries to take legal measures to prevent

environmental pollution. These standard measures regulate the social life of society
environmentally and the companies' operational activities. The ports, which are an essential
part of maritime trade, are brought into compliance with green port projects' environmental
regulations. Green port projects ensure that port operations are handled with an
environmentalist perspective. In this study, the relationship between green operation practices
and green performance in green ports is discussed. Simultaneously, the necessity of a green
working climate in the working environment to ensure green operation activities was
emphasized and the mediating role of green climate between green operations practices and
green performance was examined.

Green operation practices are the handling of operations inside and outside the port
with an environmentalist perspective. The green climate is that the personnel working in the
ports act by adopting the green policies created by the port managers. Green performance is
the outcome of the policies implemented by ports for environmental protection. In this study,
green operations practices, green climate and green performance concepts are examined in a
conceptual framework. The conceptual framework for these concepts was drawn and the
hypotheses formed based on the literature were tested. In the conclusion section, the results
obtained were associated with the literature studies, and suggestions were made to port
workers and managers.

1. Conceptual Framework

Ports, which constitute an essential part of maritime logistics, play an active role in the
supply chain as the maritime trade's loading and unloading points. Ports consist of complex



structures and consist of many different parts (Bichou & Gray, 2004). These parts in the port
are the points where institutions and activities at different levels intersect. Ports, which are the
starting point of countries in the international arena, affect social and environmental
performances and contribute to countries' international visibility directly and indirectly
(Bergqvist and Monios, 2009). Air pollution, water pollution and marine pollution as a natural
result of port activities affect environmental performance and affect the habitable
environment.

Marine logistics constitute 90% of the global supply chain (UNCTAD, 2012). The fact
that ports have highly environmentally damaging supply and logistics activities has brought
out the necessity for port management to consider the environmental conditions. It is seen in
the literature that the concept of a green port is conceptualized to prevent environmental
pollution caused by ports and to control the damage caused by activities in ports to the
environment (Lam & Notteboom, 2014). The green port is based on the adoption and
management of an environmentalist perspective in all processes, from establishing the
infrastructure of the ports to the regulation of their operational activities. In this management
process, all employees are expected participate, from every individual working at the lowest
level to each top manager working at the highest level (Pavlic et al., 2014). Green ports depend
on the port authorities’ environmentalist port policies and tools to produce practical solutions
to environmental problems (Lam and Notteboom, 2014).

Considering the literature studies on green ports, it is seen that there are studies on
operation management in green ports (Liu and Ge, 2018), determination and reduction of
emission levels (Yu et al., 2017), green port assessments (Asgari et al., 2015), legal regulations
and policies (Zheng et al., 2017). Countries with projects carry out the process of transforming
ports into green ports. Considering the results of the green port project carried out in Thailand,
which takes an active role in maritime trade, it is seen that there has been an improvement of
more than 10% in both carbon dioxide emission rates and energy savings between 2013-2019
(Teerawattana and Yang, 2019).

Ministry of Transportation and Infrastructure has executive responsibility for the green
port project in Turkey. In order to be eligible for the green port certificate, the ports must have
the quality management system certificate (TS EN ISO 9001), the environmental management
system certificate (TS EN ISO 14001) and the occupational health and safety system certificate
(TS 18001). Borusan port, Aksa port, Egeport, Kumport, Evyapport, Limakport, Petkim,
Marport, Solventas, Port Akdeniz, Asyaport and Bodrum Cruise Port have green harbor
certificate in Turkey (Ozsevim et al., 2019). TSA (2021) was conducted to determine the
objectives of the green port project in Turkey. These include (i) establishing an integrated
quality management system, (ii) improving seawater quality, (iii) reducing environmental
pollution arising from operational activities, (iv) ensuring energy efficiency and energy
savings, (v) reducing greenhouse gas and harmful emissions, (vi) developing renewable
energy use and projects, (vii) reducing port waste quantities, (viii) occupational health and
safety measures. To achieve the goals set by TSE, this study aimed to determine the effect of
operation practices in green ports on green performance and the mediating role of green
climate. In the rest of the study, green operation practices, green climate, green performance
concepts are discussed and explained.



1.1. Green Operation Strategies

Green operations strategies refer to harmonize companies' production and process
strategies with environmental strategies (Marchi et al., 2013; Liu et al., 2017; Liu et al., 2019).
In the literature, it is seen that green strategy implementation areas are discussed by separating
into areas such as green production, green purchasing, green design, green operation, green
policy, green supply chain (Wong et al., 2012; Beske et al., 2014; Sarkis & Dhavale, 2015; Liu et
al., 2017). The main goal of green operations strategies is to make company activities
sustainable, cause minimum damage the environment, and to think about future generations
(Chawla et al., 2020).

Determining the strategies of green operation practices helps select the most robust
applications with limited resources within the strategic decision-making process (Wu &
Pagell, 2011). This choice also contributes to the elimination of environmental concerns and
the establishment of a livable environment. Simultaneously, green operation practices in
production and logistics activities provide companies with advantages of efficient use of
facilities, reduced energy consumption and prevention of pollution (Deif, 2011). The factors
that direct companies to green operation practices are explained by Hui et al. (2002) as the
legal regulations regulating emissions, the consumers' preference of green-labeled products
and the increasing importance of green certification requirements worldwide. Also, the
increasingly widespread use of environmentally friendly consumer habits leads companies to
green operation practices.

Port operation practices play an important role in maritime logistics and procurement
activities. The effect of the environmentalist perspective on port operations strategies has
brought the concept of the green port to the agenda. Measurement criteria for green ports are
determined by Chiu et al., (2014) as follows: (i) air pollution, (ii) water pollution, (iii) noise
pollution, (iv) equipment selection, (v) water consumption, (vi) energy use, (vii) general waste
operations, (viii) hazardous waste processes, (ix) natural life quality, (x) harbor greenery, (xi)
port employee training, (xii) social promotion and training. Chen et al. (2019) stated that ports'
main objectives to become green ports are to reduce energy consumption, reduce emissions
and reduce pollution. Kuo and Lin (2020) base the evaluation of green operation practices in
green ports on three factors. These; green policies, green operations and pollution reduction.
Green policies are the regulation of the legal regulations and procedures at the national and
firm level. Green operations use environmentally friendly equipment in the logistics and
procurement activities of ports, the preference of recyclable and reusable packaging materials,
reducing energy consumption and employing environmentally friendly personnel.

1.2. Green Climate

The working environment directly affects the cognitive and emotional states of the
employees in the work environment. Gelade and Ivery (2003) found that the working
environment directly affects the employees' organizational citizenship and job performance
by affecting job satisfaction and job motivation. They also explain that this relation has a
significant effect on organizational efficiency and organizational performance. The working
environment aims to provide a suitable working environment for the employees. On the other
hand, the working climate aims to create successful social relationships within the successful
working environments of employees. The excellent working environment and working
climate provide social support to the employees and create common goals in the work



environment (Battistelli & Mariani, 2011). At the same time, the right work environment helps
employees to combat stress in the work environment.

Green working climate refers to companies designing their work environments
according to environmentalist approaches and organizing social relations between employees
(Norton et al.,, 2012; Norton et al.,, 2014). The green climate is establishing a business
environment that helps companies organize their work environments by adopting
environmental policies and achieving sustainable goals (Chou, 2014). Psychologically, a green
climate is a relationship between people based on employees' perceptions of environmental
policies and regulations created by companies (Dumont et al., 2016). Socially, a green climate
is a system that helps employees create the perception that they are environmentally friendly
and regulates the relationships between people (Tian et al., 2020). The main goal of creating a
green climate in companies and institutions' work environments is to address socially accepted
beliefs, attitudes and needs with an environmentalist perspective and increase the
acceptability levels of employees (Norton et al., 2015). Besides, companies affect collective
work actions by placing the environmentalist perspective in the business environment. Thus,
companies create social benefits in creating individuals who take climate changes into account
and care about protecting the environment (Kuo and Lin, 2020).

1.3. Green Performance

Handling port operation practices with an environmentalist perspective,
directly and indirectly, affect the operational performance of ports. It is necessary to
determine the green performance success levels to determine the adoption and
application levels of green practices. Zsidisin and Siferd (2001) explain the green
performance results of the green initiatives companies have made on the internal and
external natural environment. Olsthoorn et al. (2001) explain green performance as the
degree of harmony and interaction between the firm and the environment. Wagner et
al. (2004) express green performance as the balance level of companies and
environmental interests.

Green performance shows the success of companies in protecting and making
the environment sustainable. Green criteria are expected to be determined in order to
make this success measurable. Autry et al. (2013) explained the criteria to be taken into
account in determining the green performance levels of ports. These criteria are
gathered under five main criteria: air pollution management, noise, and aesthetic
pollution management, solid waste pollution management, liquid waste pollution,
and protection of marine biology. Ge et al. (2016) determined the variables for green
performance criteria. These are explained as reducing noise and odor emissions,
reducing air emissions, reduction of waste emissions, reducing substantial waste
amounts, reusing water, energy, and non-renewable resources, and reducing severe
accident risks. However, to determine the companies' green performance, the criteria
suitable for the fields of activity of the companies should be determined. Qualitative
and quantitative measurements are made based on financial and non-financial data to
measure ports’ performance levels. Li et al. (2017) accept green performance
quantitative indicators as waste efficiency, water efficiency, carbon efficiency, energy
efficiency and green reputation. On the other hand, Kuo and Lin (2020) determined

5



port performance levels by measuring green performance in ports based on both
financial and non-financial conditions.

2. Research Method
2.1. Purpose, Scope and Limitations of the Research

The research aims to determine green operations practices on green
performance in green ports and determine the mediating role of green operations in
the relationship between green operations practices and green performance. For this
purpose, employees working in procurement and port operations activities of green
ports were included in the sample. In this context, the survey application created
within research scope was sent to green ports between October and December 2020.
Following the completion of the survey applications, a total of 203 survey results were
reached. Among the obtained questionnaires, 18 questionnaires were not appropriate
and the data of 5 questionnaires were excluded from the research application due to
the extreme points and statistical analyzes were made on a total of 180 data.

Within the research scope, it is assumed that the sampling area adequately
represents the main population, the scales are suitable for this research, the
participants answered the expressions in the questionnaire sincerely, and the statistical
methods used are suitable for the research. It also has constraints on research time,
scales used, number of participants, and cost.

2.2. Research Model and Hypotheses

Our research model created within this research's scope to examine the
relationships between green operation practices, green climate, and green
performance in green ports is presented in Figure-1. According to our research model,
the effect of green operations practices on green performance in green ports and the
mediating role of green climate in the effect of green operations practices on green
performance are discussed.

Green
Climate

Strategic Green Green
Operation
Sratl Performance
Applications

Figure 1. Research Model

Lun (2011) explains a positive relationship between supply chain partners and
cooperation within the scope of green management practices. It also explains the
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positive relationship between environmentally friendly operations and internal
management support practices and firm performance. Wong et al. (2012), in their
study on 122 manufacturing companies, found that supplier environmental
management ability did not have an intermediary effect on the effect of product
management on financial performance (return on assets, return on equity, net earnings
and earnings per share). However, it was found to have an intermediary effect
between product management and reducing the environmental pollution. The same
study concluded that the supplier’s environmental management ability has an
intermediary effect on financial performance and the reduction of environmental
pollution in process management. Munim et al. (2020) determined the green port
management criteria in the problem of port selection suitable for green port
management. These criteria are determined as internal environmental management,
sustainable port operations, environmentally friendly pricing, green technology and
supply chain cooperation. Chawla et al. (2020) state that green operation practices'
green management approach can be improved, and green operation practices can be
developed in a long-term sustainable manner. It also emphasizes carbon emission
reduction, quality improvement, efficient energy use, waste management,
environmental protection, distance minimization and cost optimization as criteria that
affect green operations management. Based on the data obtained from 268 samples,
Kuo and Lin (2020) concluded that green operation practices significantly affect green
performance in the relationship between green operation practices and green
performance at container terminals. Considering the relationship between green
operation practices and green performance in the literature, the first hypothesis of our
study is as follows: Hi: Green operations practices have a significant positive effect on green
performance.

In their study in the Kaohsiung green port in Taiwan, Tsai et al. (2017)
determined that the green climate variable is divided into green port policies, green
communication, green education and green motivation. In the same study, they
concluded that green climate dimensions are statistically significant positively on
green behavior. Norton et al. (2014) aimed to identify the mediating role of the green
working climate in the impact of environmental policies on environmental behavior in
a sample of 168 employees. Considering the findings obtained, it is seen that the green
climate area has an intermediary role in the implementation of green policies and
obtaining green behavior outputs. In the study of Dahiya (2020) conducted on 183
employees, it was determined that the green working climate has an intermediary role
in the relationship between the perception of organizational sustainability policies and
proactive green employees' green behavior. Suganthi (2019) concluded that green
practices mediate the relationship between companies' corporate social responsibility
success levels and firm performance. When considered within the scope of green
operations practices of green human resources management, Dumont et al. (2017)
examined the effect of psychological green climate on employees' in-role green
behavior and non-role green behavior. Considering the obtained results, it was seen



that the psychological green climate did not have a mediating effect on green behavior
performance in-role. However, the psychological green climate has been shown to
affect non-role green behavior. In his study on 327 manufacturing companies, Wang
(2019) examined green organizational culture's effect on green performance.
Considering the study's findings, it is seen that green organizational culture has a
statistically significant positive effect on green performance and provides a
competitive advantage to companies. According to the studies in the literature, it has
been evaluated that green climate will have a mediating role in the effect of green
operation practices on green performance, and our second hypothesis of the research
was formed as follows: Hz: Green climate has a mediating effect on the relationship between
green operations practices and green performance.

2.3. Research Scales

Statements regarding the scale of green operation practices have been taken by Chuang
(2014), Autry et al. (2013), Jabbour et al. (2016) and Perramon et al. (2014) and the scale was
developed by Kua and Lin (2020). The scale of green operation practices consists of 3
dimensions and a total of 10 statements. These dimensions are green policy (4 statements),
green operation (3 statements) and pollution abatement (3 statements).

Statements regarding the scale of green culture have been taken by Albrecht et al.
(2018), Datta and Singh (2018) and the scale was developed by Kua and Lin (2020). The green
climate scale consists of one dimension and 7 statements in total.

Statements regarding the scale of green performance have been taken by Jabbour et al.
(2016), Autry et al. (2013), Perramon et al. (2014) and Yang (2018) and the scale was developed
by Kua and Lin (2020). The green performance scale consists of 2 dimensions and a total of 10
statements. These dimensions are non-financial performance (6 statements) and financial
performance (4 statements). Besides, the 5-point Likert scale ("1" strongly disagree, "2"
disagree, "3" undecided, "4" agree, "5" strongly agree) has been implemented. Statistical
analysis of the data was carried out using IBM SPSS Statistics 20 package program.

3. Findings and Discussion
3.1. Demographic Findings

The frequency table of the demographic characteristics of the research participants is
presented in Table 1. When Table 1 is examined, approximately 90% of the participants are
men and 10% are women. This explains that the male population is more dominant than the
female population in green ports. Approximately 80% of the participants are married and 20%
are single employees according to their marital status. This statistic indicates that the people
working in green ports are mostly married. Looking at the participants' age, approximately
80% of the participants are in the highest age group (26-41). When looking at the education
levels, approximately 80% of the participants have undergraduate and postgraduate
education, while approximately 20% have a pre-graduate education degree.



Table 1. Frequency Table of Demographic Features

Gender Number % Marital status Number %
Woman 20 11,1 Married 143 79,4
Man 160 88,9 Single 37 20,6
Total 180 100 Total 180 100
Age Number % Education Number %
Status
18-25 13 7,2 High school 10 5,6
26-33 40 22,2 Associate degree 27 15,0
34-41 84 46,7 Undergraduate 127 70,6
42-49 32 17,8 Postgraduate 16 8,9
50 + 11 6,1
Total 180 100 Total 180 100

3.2. Validity and Reliability Analysis of the Scales

Results of Kaiser Meyer Olkin (KMO) and Bartlett Tests for strategic green
operation practices, green climate and green performance measurements are
presented in Table 2. It is seen that the Kaiser Meyer Olkin Sampling Adequacy Test
of all scales is above 70% and Bartlett Sphericity Test significance levels are lower than

p<0.5.

Table 3 presents the Kolmogorov-Smirnov normality test results of the scales.
According to the Kolmogorov-Smirnov normality test, the green climate scale (p>0.05)
is seen to have a normal distribution. Green performance scale (p<0.05) and scale for
strategic green operation practices (p<0.05) do not have normal distribution according
to the Kolmogorov-Smirnov normality test. However, when the kurtosis and skewness
values of the scales were examined, it was seen that all values were between -1 and +1
(Hair et al., 2013). According to this position, all of our scales show normal distribution.

Table 2. Kaiser Meyer Olkin (KMO) and Bartlett Tests Results of the Scales

SGOP GC GP

Kaiser Meyer Olkin Sampling 87 796 700
Adequacy Test

Approximate Chi- 587.296 160.715 290.714
Bartlett square
Sphericity Degrees of
Test Freedom (df) o 21 o

P .000 .000 .000
SGOP: Strategic Green Operation Practices, GC: Green Climate, GP: Green Performance




Table 3. Kolmogorov-Smirnov Normality Test Results

Scales N Av. SD Test Value P
SGOP Scale 180 4.18 .34 1.773 .004
GC Scale 185 4.00 .34 1.577 165
GP Scale 185 4.01 31 1.116 .014

Reliability analysis results of the scales are presented in Table 4. When the a
values of the scales are examined, it is seen that all values are close to .70 and above.
This shows that the internal consistency levels of strategic green operation practices,
green climate and green performance scales are at acceptable levels.

Table 4. Reliability Analysis Results

Scales Items Cronbach’s Alfa (x)
SGOP Scale 10 .830
GC Scale 7 .671
GP Scale 10 .679

3.4. Test Analysis of Hypotheses

Simple regression and multiple regression analysis were applied to test the
hypotheses formed within the research scope. Regression analysis findings are
presented in Table 6. When Table 6 is examined, it is seen that a total of two model
applications were made in the study.

Table 6. Regression Analysis Results

Model and DV v R | AdjR® | Beta | S.E. F P
Conditions

Model 1 GP | scor | .64 070 240 | 066 | 13336 | .000
Cond1| GP | sGOP | 264 070 240 | 066 | 13336 | .000
Model | Cond-2 | GC [ sGOP | 179 027 182 | 075 | 5911 | 016
> [Cond3 | GP GC 276 071 248 | 065 | 14.658 | .000
SGOP 202 | 065 002
Cond4 | GP o 352 124 o | 12486 oo

Model 1: A simple regression analysis was performed within the model's scope
to determine the effect of strategic green operation practices on green performance.
According to the results of simple regression analysis, green operation practices have
a statistically positive effect on green performance (F (1,178) = 13.336, p <0.01). The
equation for Model 1 is GP = 3.006 + 0.240 GOP. Besides, it is understood that the SGOP
independent variable explains the GP dependent variable by 7% (R2 = .070). This
tinding supports our H1 hypothesis.
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To talk about the existence of a mediating effect between variables, an approach
known as the Barron and Kenny method and based on the realization of a total of 4
conditions is used (Burmaoglu et al., 2013). The first condition is that the independent
variable should significantly affect the dependent variable. The second condition is
that the independent variable should significantly affect the mediator variable. The
third condition should significantly affect the mediating variable on the dependent
variable. In the fourth condition, both the mediator and the independent variable on
the dependent variable should be examined with multiple regression and the
independent variable should not have a significant effect on the dependent variable.

Model 2: The mediating effect of green climate in strategic green operation
practices on green performance was performed by multiple regression analysis.
According to the results of multiple regression analysis, the statistically significant
effect of green operation practices on green performance continues, but the effect level
is decreasing (F (2,177) = 12.486, p <0.05). This explains that the green climate variable
has a partial mediating effect between green operations practices and green performance.
The equation for Model 2 is GP =2.318 + 0.202 SGOP + 0.212 GC. It is also understood
that the SGOP variable and GC variable explain the GP variable by 12.4% (R2 = .124).
Thus, our H2 hypothesis is supported.

Conclusion and Recommendations

To fulfill TSE green port certificate requirements, port infrastructures must be
established under environmental standards. However, the arrangement of the
infrastructure is not enough to gain a green port feature. In addition to infrastructure,
operational activities are expected to be brought into line with green standards.
Strategic green operation practices play an essential role in the realization of these
standards. Green climate helps strategic green operation practices. The main goal is
also to increase green performance levels.

In this study, ports with green port certificates were selected as the sample area
and the relationship between green supply chain practices and green performance was
examined by Model 1 and the mediating role of green climate in this relationship was
examined by Model 2. When we look at the findings of Model 1, it was seen that
strategic green operation practices positively affect green performance. This finding
we have obtained overlaps with the study's findings conducted by Kuo and Lin (2020).
Chawla et al. (2020), the criteria for implementing long-term sustainable port policies
at strategic level are determined as carbon emission reduction, quality improvement,
efficient energy use, waste management, environmental protection, distance
minimization, and cost optimization. When comparisons are made based on these
criteria with our Model 1 finding of the research, the increase of strategic green
operation practices in port activities supports green performance by fulfilling the
criteria. Model 2 of the research determined that green climate partially mediates
between strategic green operation practices and green performance. Implementing a
green working climate, a part of the green human resources management approach
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motivates port employees and helps them adopt strategic green operation practices.
Dumont et al. (2017) obtained the finding that green climate has an intermediary role
in employees who act by adopting an environmentalist perspective in the relationship
between green human resources management and green behavior. This finding
supports the finding that we obtained within the scope of our research.

Finally, it can be said that strategic green operations practices and green climate
play an active role in green performance in green ports. In this framework, it can be
said that port managers should make regulations and practices that adopt the
environmental practices of employees in order to achieve environmental practices. It
is also recommended that port employees adopt environmentalist practices and carry
out their activities accordingly. In general, it is recommended to establish a green
working environment in ports and adopt environmentalist approaches in all activities
to execute sustainable port operation practices successfully. The total contribution of
these applications in increasing environmental performance should be taken into
consideration.
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direction. At this point, it is important to understand the view of Islamists Research Article
towards nationalism and national identity, which we can say that Islam

remained on the periphery of the new regime rather than Islam in the

ideology of the modern state. In this study, it has been tried to compile the

contributions and criticisms of nationalism and national identity in the views

of early Islamic thinkers. It was concluded that the perception of the other,

the place of the Turks in the history of Islam and the religious sensitivities of

the society gave legitimacy to the new republic by the Islamist thinkers.

Giris
Modernlesme siireci kaginilmaz olarak toplumu kolektif bir amag etrafinda

toplayacak ideolojileri giindeme getirmektedir. Tiirkiye’de bu anlamda ortaya ¢ikmis iki
ciddi akim goriiliir; Islamcilik ve Tiirkgiiliik.

Her iki ideoloji de ¢ok uluslu bir imparatorlukta kimlik birligini ve aidiyet
duygusunu tesis etmek {izere ortaya cikmugtir. Islamciligin ¢ikis noktasi Osmanli
Tanzimat'inin kiiltiirel kimlikte yarattig1 tahribata karsi, Islami degerleri yeniden Osmanl
toplumuna getirmekti (Mardin, 1997: 91). Islamcilik, kiiltiirel birlik ¢agrisinin temeli olarak
vatandaglarn Miisliiman kimligini o6n plana aliyor ve ayrilikgi hareketlerle sarsilan
imparatorlugu Islam bayrag altinda toparlamaya calistyordu.

Ote yandan ulus insa siireci, din merkezli politikadan kopusu ve tiim sekiiler
(diinyevi) ¢agrisimlariyla halk egemenligini ve demokrasiyi siyasetin merkezine getiren bir
yap1 arz eder (Durgun, 2014: 47). Bu bakimdan Islamciligin toplumsal alana Islam’1 egemen
kilma projesi Kemalizm’le biiyiik ol¢lide sakatlanmigtir. Erken cumhuriyet doneminde geri
olan her seyle 6zdeslestirilen Islam, kamusal alandan hizla cekilip gizli tarikat faaliyetlerine
ve ev ritliellerine saklanmak zorunda kalmistir (Demirer, 2012:285). Ancak Kemalizm’in
Islam’1 tamamen “bagibos” biraktig1 sdylenemez. Diyanet Isleri Bagkanligi eliyle devletin
resmi dini goriisiinii ihdas etme yoluna gittigi bilinmektedir. Bu baglamda bir devlet
Islam’inin ingas1 yine bizzat devlet eliyle gerceklesmistir.

Devletin Islam’1 bu bicimde kontrol altina almasin yaninda, Islamailar icinde de
devletin sekiiler Tiirk¢ii goriisleri paralelinde Tiirk Miislimanhigr kavraminin islendigi
goriiliir. Ozellikle 1940’lardan itibaren devletin de Islam’a karsi tavri yumusamus,
konjonktiirel nedenlerle toplumsal politikalarinda Islam’a daha ¢ok yaslanmistir. Bu noktada
Kemalizm’in mesruiyet tabanini genisletmek amaciyla Islam’1 bir ram ettirme mekanizmasi
olarak kullandig1 sdylenebilir. Islamcilarin da bu ram ettirme siirecine bazi figiirleriyle
entegre olduklari ve ulusculuk politikasinin Islami tamamlayani olduklari goriisii bu
calismanin temel iddias1 olacaktir.

Calismada ilk boliimde Tiirk milli kimliginin insa siirecine iliskin temel goriislere yer
verildikten sonra ikinci boliimde erken dénem Islamcilarmin Tiirkgiiliik ve Tiirk kimligi
lizerine goriisleri 6zetlenmistir.

1. Tiirk Milli Kimliginin Analizi Uzerine Denemeler

Cumbhuriyetin  kurulusu, Tiirk wulus devletinin kurulusu anlamina gelmesi
baglaminda 6nemlidir. Kurulan devletin, halk: yeni bir amag etrafinda birlestirmesi ve bu
amaca kutsi bir anlam atfetmesi de bu stratejinin bir diger kanadin1 olusturmaktadir.
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Milliyetci diisiince bu noktada devreye girmis ve Tiirkiye'nin devletini yeniden insa etme
miicadelesini Tiirklerin 1rki iistiinliiklerine dayali bir révans dykiisiine baglamistir. Ozellikle
1930-1940 yillar1 arasinda gegen 10 yillik donem, dini biiyiik ol¢iide yok sayan, milliyetgiligi
din yerine ikame etmeye ¢alisan bir goriis egemen olmustur (Atalay, 2018:79). Bu 6ykiide
Tiirk, brakisefal irkindan gelen {iistiin bir milletti, ancak yiizyillardir igine boguldugu
birtakim doktrinlerle tokezlemis, ilerleme yolundan sapmistir. Bugilin cumhuriyetin
kurulmasiyla muasir medeniyeti yeniden yakalama {ilkiisiinii kesfetmis ve onun da 6tesine
gecme hedefiyle yeniden terakki yollarina diismiistii.

Bu Oykiideki “muasir medeniyetleri yakalamak” wumdesi, bir bigimde o
medeniyetlerin seviyesinin gerisinde kalindigini kabul etmek anlamini tagir. Burada geg
kallnan medeniyetleri yakalamanin altindaki diisiince, milliyetgilik diistincesinin geg
gelisimidir. Zira Osmanli’'nin son dénemlerine kadar Tiirk milliyetciligi giiclenmis degildi.

Avrupa milliyet¢i akimlarla calkalanirken Osmanli, toprak biitiinliigiinti korumak
adma milliyetcilikten daha kapsayici doktrinler tiretmeye calist. Zira Turkgilik hem
¢okuluslu hem ¢ok dinli bir imparatorlukta bu kategorilerden birini tercih etmek ve azinliga
diismek anlamina geliyordu. Islam, imparatorlukta farkli etnik unsurlar iizerine biiyiik
Olctide kusaticiydr ve Tiirk olan kitle bile kendini Miisliiman olarak tanimlamay1 tercih
ediyordu (Akgam, 2002:54). Ayrica Tiirkler, hem Osmanli icinde hem de Avrupa’da prestiji
pek de iyi olmayan bir kitleydi. Osmanlinin 6zellikle yaylak-kislak yasayan Tiirkmen
obalarina yonelik Kkiigiiltiicti bakis agis1 ile Avrupanmin “Barbar Tiirkler” soylemi
birlestiginde Osmanli kendini Islam medeniyeti olarak lanse etmeyi daha kullanigh
buluyordu. Ote yandan diinya genelinde toplumlarin kendini ulusal kimlikleriyle lanse
etmeleri i¢in daha uzun bir zaman beklenmesi gerekiyordu.

Tiirk milliyetgiligi fikri anlamda gelisebilmek icin s6z konusu kapsayic1 doktrinlerin
¢okiistinii beklemek zorunda kaldi. Osmanliciligin dini, islamahgm da etnik boliinmelerle
hiisrana ugradig bir anda geriye sadece Tiirkgiiliik kalmisti. Cumhuriyet de s6z konusu
hiisranin yarattig1 6fkeyle Avrupa’ya doniik rovang egiliminin golgesinde kuruldu.

Bu baglamda Tiirkiye Cumhuriyetinin kurulus yillar1 Islam’in “ayak bag1”
gortildiigii ve ilerlemenin yolu olarak sekiiler Tiirkgiiliigiin segildigi yillar1 oldu. Kemalizm,
Tiirkgiltigii tarihsel bir temele oturtmak igin biiyiik ¢aba sarf etti. Zira yeni kiiltiir ve kimlik
Tiirk’tin Orta Asya’dan miras aldig: bir kiiltiir ve kimlik olacakti. Osmanli bu kimligin icinde
bir duraklama ya da bir fetret devri olarak kaldi. Bu kapsamda Tiirk Tarih Tezi, Tiirklerin
ebedi vatan1 olan Anadolunun Orta Asya gocleriyle gelen Hititler tarafindan
Tiirklestirildigini anlatmaya baslad1 (Copeaux, 2006:50). Biitiin uygarlik tarihinin kaynag:
olarak Orta Asya’dan gog eden hatta varilan son noktada, Tiirkler diinyada su anda bulunan
pek ¢ok milletin atas1 olarak ilan edildi.

Ozetle, Tiirk milliyetciliginin temelinde iki biiyiik algi yatiyordu. Bunlardan biri ige
yonelik diger disa yonelik gelismis algiydi. Ige yénelik algi, Tiirklerin kendilerini Miisliiman
kabul etmeleri dolayisiyla tarihteki biiyiik basarilarmin Tiirk’iin degil Islam’in basarist
olarak gec¢mesinden duyulan hayal kirikligiydi. Disa yonelik olan ise Avrupalilarin 16.
Yiizyilldan baslayarak aldiklari agir askeri yenilgilerin de etkisiyle Tiirkleri barbar kabul
etmesi ve geri kalmaya mahkim addetmesinin yarattig1 6tkeydi (Sahin ve Tiiredi, 2018:198).
Bu iki alg1 Tiirk milli kimliginin kurulmasmda temel motivasyon olmustur. Nitekim yeni
cumhuriyetin kiiltiirel ve egitsel metinlerinde bu algilara yonelik vurgular acik olarak
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okunabilir. Islam Ansiklopedisi'nin Atatiirk’e iliskin baghginda verilen metin buna 6rnek
gosterilebilir:

Tiirklerin Islamlig1 kabul etmesinin neticesi olarak, yaptiklar1 biiyiik isler kendi adlarina
kaydedilmemisti (...) Son zamanlara kadar diinya, genel olarak, Tiirkii sar1 irka bagl,
Garplilara nispetle daha geri bir insan tipi olarak taniyordu. Tiirklerin yalniz asker ve yikici
olduklari, medeni kabiliyet ve istidattan mahrum bulunduklari, hi¢bir medeni eser
yaratmaktan baska bircok medeniyetleri de yok ettikleri, ilmi hakikat kisvesine
biiriindiiriilerek, ileri siiriilmekte idi. (Igdemir vd., 1946:788)

Yapilan bu tespite gore uygulanacak politika belliydi. Tiirk’iin zaferlerini “haksiz
yere sahiplenen” Islam, hizla toplumsal alandan gekilecek, Tiirk’iin has kiiltiirii ve kimligi
kendini her alanda yayginlastiracakti. Alintilanan boliimden bu politikanin antropolojik bir
boyutu da olacag: ortaya cikar. Tiirklerin sar1 irka mensup olmadiklar: ve dolayisiyla “geri
bir insan tipi” olmadiklar1 ilmi metotlarla ispat edilecekti.

S6z konusu ispat ¢abalarmin, irk¢ilik ve antropolojinin birbirine karistif1 son derece
politik bir tarih yaziminin baglamasina neden olmustur. Bu tarih yazimi Tiirk tarihinde
Osmanl ve Islam’1 atlayarak, onu bir tiir fetret olarak yorumlayarak Tiirkleri Orta Asya’dan
baslayarak diinyanin kurucu irk1 ve Tiirk kiiltiiriinti de diinyanin ilk medeni kiiltiirti haline
getirdi. Ancak s6z konusu tarih anlatimi 1940’larin basina kadar hakim kalsa da o6zellikle
Miisliiman kesimden ciddi tepki aldi. Toplumsal hayattan Islam’mn silinmesi basta olmak
tizere cumhuriyet Oncesi tarihin Osmanli’y1 es gecerek anlatilmasi muhafazakarlarin
cumhuriyet eliti tizerinde ciddi bir tepki biriktirmesine sebep oldu.

Ayni donemde hem tek parti rejiminin sonlarma dogru hem de Demokrat Parti
iktidariyla baglayan cok partili demokraside Islam’a karst daha miisamahakar bir politika
izlenmeye baslandi. S6z konusu dénem elitinin Islam’a kars1 bakisin1 anlamak bakimindan
CHP’li Ismail Hakki Baltacioglu'nun sozleri dikkat gekicidir:

Dinsiz degiliz, dine kars: ilgisiz de degiliz. Dinliyiz, Miisliimaniz. Miisliiman olan bu nice
insanlardan ayrimimiz sudur: hangi dinden olursa olsun hi¢ kimsenin dinine karismayiz. Bu
alanda laikiz. Kur'an'm ana dilimize yanhs bozuk olarak degil, dosdogru diizgiin olarak
cevrilmesini istiyoruz (...) Bir Tiirk-Islam ilahiyatinin kurulmasin istiyoruz. (Baltacioglu’'ndan
akt. Ulken, 1992:453)

Bu miisamahanin karsiliginda Islam belli 6lciilerde Kemalizm’le iliski icine sokmak
talebi de s6z konusudur. 1940’lara kadar gelistirilen Tirklik ile Islam’1 birlestirerek
kurulmast istenen “Tiirk-Islam ilahiyati” bunun gostergesidir. Bdylece Kemalizm’in
toplumsal kabulii ve ulus devlet aidiyeti giiclenecektir.

S0z konusu siireglerin birbirinden onar yilik dilimlerle ayrilamayacagi agiktir.
Cumbhuriyet kuruldugu ilk andan itibaren Islam’1 kendi kontrolii altinda tutmaya caligmis
ozellikle 1930'lu ve 1940'l1 yillarda daha kati bir laiklik politikasi izleyerek Islam’1 toplumsal
alandan tiimiiyle silmekle ugrasmistir. Ancak bunun toplumda yarattif1 infial ve
uluslararasi bazi gerekgelerle Islam’la yeniden eklektik bir uzlagsmaya gitmis ve Kemalizm’in
yayginlasmasi baglaminda toplumsal kabulii son derece giiclii olan Islam’1 kullanmaya karar
vermistir.

Tirk milli kimligi olarak nitelendirdigimiz Tiirk ve Siinni Miisliiman kimligin
giiclenmesi de s6z konusu uzlasmanin sonucunda ortaya c¢ikmustir. Islamcilar belli
bicimlerde cumhuriyetin reformlarina eklemlenerek Tiirk-Miisliiman kimligine megsruiyet
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kazandirmistir. Tiirk olmay1r Miisliiman olmaya denkleyen bu kimlik, sonucta kendinden
olmayan tiim unsurlar1 diismanlastirmis ve bugiine kadar devam eden kronik rejim
problemlerinin baslangici olmustur.

2. Tiirk Milliyetciligi ve Islamcilar

Serif Mardin, Tiirkiye’de Islam’m dirilisine bakarken, Islam ile milliyetcilik
arasindaki Ortiismeyi dikkate almak gerektigini savunur (Mardin, 2011:81). Mardin’in
Islam'in dirilisiyle vurguladigi hususun Islam’in toplumsal ve siyasal alana geri doniisii
oldugunu anlamak zor degildir. Bu noktada Islam ile Tiirkgiiliik arasindaki “drtiismenin”
Islam’in “dirilisine” sundugu katkiyr anlamak igin Islamcilarin milliyetgilik konusundaki
yaklasimlarina bakmak gerekir.

Oncelikle belirtmek gerekir ki, Islamcilar arasinda milliyetgilige bakista tek yonlii bir
tavrin oldugunu sdylemek zordur. Ancak metinlere bakildiginda Islam iginde milliyetgiligin
belli sartlar altinda anlamli oldugunu savunanlar, Islam ile milliyetciligi biiyiik olgiide
ozdeslestirenler ve milliyetcilige siddetle kars: ¢ikip Islam’1 tek kimlik olarak alanlar olmak
tizere li¢ gruba ayirmak miimkiindiir. Bu c¢alismada ilk iki gruba dahil edilebilecek
entelektiiellerin goriisleriyle tgiinciilerin elegtirileri ve bu elegtirilere verilen cevaplar
derlenmeye calisiimaktadir.

Yine Mardin’e gore Miisliiman Tiirkliik fikrinin izlerine, Atatiirk’iin sylemlerinde de
rastlamak miimkiindiir (2011:81). Niyazi Berkes, bu konuda Mardin’in de Otesine gegerek
Atatiirk’iin Islam’a dair politikasinin sdylem diizeyinden &te diisiinsel bir tabani oldugunu
savunur. Ona gore Atatiirk Islam’in bir akil dini olduguna ve analitik olarak anlagilmasi
gerektigine inanmaktadir. Bu nedenle de Islam’in Tiirklerce anlagilir kilinmasi devlet
politikas1 olarak belirlenmistir (Berkes, 2002:542). Atatiirk’iin bu cabasi, Tiirkleri Islam’la
bulusturmak bunu yaparken de Islam’a Tiirk gibi yaklasarak ona kendi kiiltiiriinii
eklemlemek amacin tasidigini gostermektedir. Bu amagla ulasilacak bir diger sonug da,
ortalama bireye hitap eden Islam’in Tiirklestirilmesiyle, s6z konusu bireylerde Tiirk
kimliginin ve vatandaslik bilincinin gelistirilmesiydi.

Islamcilar icinde Tiirk kimligine iligkin tartismalar oldugu gibi milliyetgiler iginde de
[slam'in Tiirk kimligindeki ya da milliyetci diisiincedeki yerine dair tahliller olmustur.
Islamalarin  milliyetcilik konusuna agirlikli olarak egilmeleri, 1914 yilinda Babanzade
Ahmed Naim’in “Islam’da dava-y1 kavmiyet” baslikli makalesiyle baglar (Kara, 1987, XLV).
Bu siirecin bu tarihlerden itibaren dergi yayinlarinda hizlandigr goriiliir. Kisacasi
1910’lardan bugiine Tiirkiye’de milliyetcilik ve Islam arasinda siddeti donemlere gore azalip
¢ogalan ancak kesintiye ugramayan entelektiiel ve sosyolojik bir yakinlasma s6z konusudur.

Bu noktadan itibaren tarihsel siirecte Tiirkliige iliskin algimin insasin1 anlamak adma
kronolojik bigcimde Islamai entelektiiellerin gortislerinin kisa derlemesine gegilecektir.

2.1. Ahmet Agaoglu

Ahmet Agaoglu aslen bir Tiirkgiidiir. Ancak Babanzade Ahmed Naim’in “Islam’da
dava-y1 kavmiyet” makalesine cevaben yazdigi “Islam’da dava-y1 Milliyet” makalesi
Tiirkliik ve Islam arasindaki bagm bir Tiirkgii tarafindan nasil kuruldugunu agiklamasi
bakimimda énemlidir.

Ayrica Babanzade Ahmet Naim'’in Tiirkgiilere yonelik elestirisi de Tiirk-Islam bagma
gondermeler icerir. Naim soz konusu makalede Tiirkliigiin kurtulusunun da Islam’dan
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gectigini, bu nedenle Tiirkciilerin de Tiirkliikk yerine Islam’a sarilmakla milliyetlerini
kurtarabileceklerini savunur.

Ahmet Agaoglunun buna cevabi Islam siyasetine yonelik bir elestiriden gelir.
Agaoglu ozetle, Islam’in Arap hakimiyetinde oldugu dénemde Araplar tarafindan birligin
araci olarak kullamildigini, Araplarin da bu birlik karsiliginda Islam’in hamisi olduklarin:
aktarir. Buradan hareketle Tiirklerin de Islam’in lideri olarak benzer bir iligkiye girmelerinde
bir mahzur olmadigimi savunur. Agaoglu bu noktada Naim’in argiimanini Tiirkgiiliik
{izerinden yineleyerek Islam ne kadar yayilirsa Tiirkliik de o kadar yayilip gii¢c kazanacaktir
sonucuna ulagir (Kara, 1987:459).

2.2. Said Halim Pasa

Said Halim Pasa, ittihat ve Terakki'de {ist diizey y®neticilik yapmis ve 1913-917
tarihleri arasinda Osmanl Sadrazamlig1 yapmustir. Sebiliirresad dergisindeki Islamlasmak
bashikli yazisinda Osmanli Tiirklerinin maddi ve manevi dstiinliikler tasidigim
savunmustur. Ona gore Miisliimanlig1 kabul eden milletler arasinda Islam’mn esaslarmi en iyi
anlayan ve en giizel uygulayan Tiirkler olmus, bu sayede Tiirkler de Islam’a oteki
milletlerden daha fazla hizmet edebilmislerdir (Kara, 1987:122).

Said Halim Pagamin Islam toplumunu milletlere ayirarak, islam’a hizmet etme
baglaminda bir hiyerarsi kurmasi dikkat cekicidir. Bu hiyerarside maddi ve manevi
tistinliiklere haiz oldugunu disiindiigii Tirkleri iistiin tutan bir goriis savunmasi da
Tiirkliik ve Islam’1 hem birbirinden ayiran hem de birlestiren bir tablo cizmektedir.

Ayrica Tirklerin hiikiim stirdiikleri memleketlerde azinlikta olduklarmi bu yiizden
iginde yasadiklar1 yerde var olan diger irklarin ve bilhassa Iran ve Arap topluluklarmin
etkisi altinda kalarak Miisliimanliktan uzaklastiklarini ve geri kaldiklarin1 savunur. Bu geri
kalmighga ¢oziim olarak Islam’mn 6z ahlakina ve bilgisine dénmekte arayacaklarma batinin
ahlakinin pesinde kostuklar: igin de Tiirkleri elestirir. Bu kadar sert bir tonda yiikselmese de
benzer bir elestiri cumhuriyet elitinden Semseddin Giinaltay’da da mevcuttur.

Said Halim Pagsa’nin Islam beynelmilelciligi olarak ifade ettigi kavram da ilgi
cekicidir. Burada Said Halim, “iyi bir Miisliiman Islam milletleri arasindaki dayanigsmaya
onem verdigi ol¢tide iyi bir Tiirk’tiir (Kara, 1987:128)” diyerek milliyetin sartini milletler tistii
bir dini dayanismaya baglamistir.

2.3. ismail Hakki izmirli

Ismail Hakki Izmirli, hayati boyunca hocalikla mesgul olmus ve felsefe ve Islam
alanlarinda calismistir. Izmirlinin  Tiirk Mislimanhgr {izerine net bir gorisi
bulunmamaktadir. Ancak Tiirkge ibadete iliskin goriisleri bakimindan incelenmeye degerdir.
Izmirli Atatiirk donemindeki Tiirkce ezan ve ibadet uygulamalarini hadisler ve
mii¢tehidlerin yorumlar1 yoluyla olumlamaya calismistir. Bu baglamda Atatiirk’tin Tiirk-
Islam’ina paralel bir goriis ortaya attig1 sdylenebilir.

[zmirli Islam1 akil dini olarak ele almis ve bu baglamda Kur’an'in lafiz degil lafzin
ifade ettigi mana oldugunu savunmustur. Kur’an'in lafzin manasi oldugu ortaya konuldugu
takdirde namaz dahil her ibadette herhangi bir dille kiraatin caiz oldugu hiikmiine varilr.
Nitekim Izmirli de bu konuda namazda Tanr1'y1 anmak ve Kur’an’1 okumak ve cuma giinii
hutbe irat etmek i¢in Arapcadan baska bir dinin kullanilabilecegini ifade etmistir (Kara,
1997:197-198).
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2.4. Said Nursi (Bediiizzaman)

Said Nursi'nin goriigleri (salt milliyetcilik iizerine olmayip, biitiin bir Islam
yorumlayisi) kendisinden sonra boliimlenen talebeleriyle bugiin Tiirkiye’de Islami
hareketleri biiyiik Olclide etkilemis olmasi bakimindan biiyiik 6nem tasimaktadir. Nursi,
Islam ile milliyetcilik hususunda diger Islamcilardan daha farkli bir tarihsel yorumla
meseleyi Osmanli devlet geleneginin yiiceltilmesi tizerinden ele alir (Mardin, 2011:81). Bu
bakimdan Nursi'nin Tiirkgiiliik {izerine goriigleri hiyerarsik olarak Islam’m iistiinliigiinii
kabul etmekle smirhdir.

Nursi’ye gore dini gayret duygusu (hamiyet-i diniye), Tiirk ve Arap milletleri igcinde
tamamen karigmig ve Islam milliyeti ad1 altinda Arap’la Tiirkii ayrilmaz bir hale getirmistir.
Milliyetgilik fikrini nefsani duygularin bir sonucu oldugu igin dislamakla beraber
milliyetciligi iki kisma ayirarak eklektik bir tavir benimsemistir. Burada olumsuz anlamda
milliyetgilik, diger milletleri yikmay1 vazife bilen zararli bir duygudur. Bugiinkii
terminolojiyle fasizmdir. Olumlu anlamda milliyetgilik ise menfaatli bir kuvvet temin eder.
O kuvvet, Islam kardesligini pekistirici bir ara¢ haline gelir. Bu noktada milliyetgilik
Islamiyet'e hizmet ettigi 6lciide onu korudugu dlgiide anlamlidir. Zira Islam hazinedir,
milliyetgilik ise o hazinenin korundugu saklandigi kale ve zirhtir. Milliyetgiligi Islam’m
yerine ikame etmek hazinelerden vazgecip, o kalenin taglarma sarilmakla es degerdir (Kara,
1997: 498-500).

Nursi'nin bu metaforuyla ¢ok benzer bir metaforu milliyetgi Alpaslan Tiirkes de
kullanmustir. “Islam ruhumuz Tiirkliikk bedenimizdir, ruhsuz beden cesettir” soziindeki
mecaz ile kale-hazine metaforu arasindaki benzerlik de dikkat cekicidir. Islam’mn cansiz
olana mana katmasi, bir amag¢ vermesi baglaminda Nursi'nin goriisleriyle Tiirkes’in benzer
mantik ytiriittiikleri soylenebilir.

Said Nursi ayrica Tiirkliigii Miisliimanlikla esitler. Tiirk milleti Islamiyet i¢inde en
kalabalik toplumdur ve diinyanin her yerindeki Tiirkler Miisliimandir. Miisliiman olmayan
Tiirkler, artik Tiirk de degildirler. Ayrica Tiirkliik Islam’la birlesmistir ve ondan ayrilamaz
(Kara, 1997:502).

Tiirkliik ve Islam’1 birlestirirken Said Halim Pasa ve Babanzade Ahmed Naim ile
benzer bicimde Tiirkliigii Islam’a dahil eden Said Nursi, Tiirkl{igiin ancak Islam ile miimkiin
olacagini savunur. Ancak bunu yaparken onlardan demografik bakis agisinda ayrilir ve
Tiirklerin Islam toplumu icinde azinlikta degil tam tersine cogunlukta oldugunu savunur.
Ancak ona gore kimligin igsellestirilmesi bir azinlik-cogunluk meselesi degil, Islam’in
bizatihi iistiin doktrin olmast meselesidir. Islam iistiin oldugu igin Islam1 koruyan bir ve ona
mensup olan bir Tiirk gercek Tiirk olarak kalacaktir. Bu noktada yine Said Halim’in “Islam
Beynelmilelciligi” diistincesiyle paraleldir.

2.5. Semsettin Giinaltay

Semseddin Giinaltay tek parti doneminde bagbakanlik ve Tiirk Tarih Kurumu
bagkanlig1 yapmustir. Ayrica 27 Mayis darbesi sonras1 Milli Birlik Komitesi'nin olusturdugu
Kurucu Meclis'te gorev almis ve 1961’de CHP’den senator olmustur. Bu anlamda uzun stire
aktif siyasetin icinde yer aldig1 e cumhuriyetin kiiltiir politikalarinda etkili oldugu
sOylenebilir.
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Semseddin Giinaltay; Islamiyet'in ar1 halini yagsamak gerektigine inanir. Ona gore
Islam'in esaslar1 herkesin anlayacagi kadar sade ve ulvidir (Giinaltay, 1997:50). Islam'm ar1
haliyle isaret edilen, peygamber dénemi inancidir. Giinaltay, bu dénem sonrasinda Islam'm
hizla hurafelerle doldugunu savunur. Islam’m orijinalliginin Islam cografyasmin
genislemesiyle tanigilan yeni kiiltiirler dini yozlastirmistir. Ayrica tarikatlar de dini sadece
ibadete indirgeyerek insanlar1 sosyal hayattan alikoymaktadir. Oysa insan i¢timai (sosyal)
bir varlik olarak, ¢alismali ve {iretmelidir. Ancak ¢alismakla bu diinya saadetini saglamis
olur. Buglinkii Miisliimanlar, kendilerini atalete vererek her seyi Allah'tan bekler
olmuslardir (Giinaltay, 1998:78).

Giinaltay Tiirklerin tarihi {izerine de arastirmalar yapmistir. Tiirklerin kiiltiirlerini
detayli bicimde inceleyen Giinaltay, Tiirklerin seciyesine en uygun inanigin Islam
olabilecegine hitkmeder. Bozkirda hareketli bir hayat yasayan Tiirkler, bu hayatin sartlarina
uyum saglayarak dirayetli, ¢aligkan bir toplum olmuslardir. Bozkirin zor sartlarinda
dirayetini koruyabilmek icin de ulvi bir inanca sahiptirler. islam'm sahlanig1 da Tiirklerin bu
dirayetli karakteri ve askeri yetenekleri sayesinde miimkiin olmustur.

Tirklerin bozkir tipi yasantisi, sadeligi kagmilmaz bir gereklilik olarak onlara
dayatmistir. Onlar da bu sadeligi kiiltiirlerinin merkezine koydular. Giinaltay, s6z konusu
sadelikle Islam’in peygamber dénemindeki sadeligi arasinda bir analoji kurar ve Tiirk
Miisliiman’1 sade yasamay1 seven kisidir der. Tiirklerin diinyadaki miicadelesi Islam ile bir
anlam kazanmistir. Ornegin Giinaltay, Malazgirt Zaferini de bir Tiirk-Islam zaferi olarak
nitelendirir. Bu zaferle Anadolu kapilariin salt Tiirkliige degil Tiirk Islam'ma da acgildiginm
vurgular. Malazgirt savas: Miisliiman Tiirk'tin Hiristiyan ruhuna tistinliigtinii gosterdigi bir
alan olarak anlatilir (Giinaltay, 2003:155).

Semseddin Giinaltay’in goriigleri, onciillerinden bir adim daha 6ne ¢ikarak Tiirkliik
ile Miisliimanlik arasinda kiiltiirel bir analoji kurar. Tiirk’iin Islam’a kurdugu bag: tarihsel
anlatiyla daha da giiclendiren bu analoji, Tiirk kimligiyle Miisliiman kimligini daha da
biitiinlestirmis olmasi bakimindan énemlidir.

2.5. Egref Edip

Esref Edip 6zellikle ¢ok partili hayata gegis déneminde ciddi yaymlar yaparak Islamet
goriislerini ortaya koymustur. Laiklige bagli gdriinmekle birlikte Islami bir toplumsal
yapimin olusmasi gerektigini savundu. Tiirk Ocaklar’'nin yeniden agilisina iliskin yazdig:
yazisinda Tiirk Ocaklari’'nin, Miisliiman Tiirkgiiliige dayandig: Olciide basarili olacagini,
bunun milli kimligi korurken Tiirkleri soysuzlagsmaktan kurtaracagimi iddia etmistir.
Tiirklerin  milli kimligini Islam’da gdrmesinin yaminda Tiirkgiiligii selefleri gibi
Miisliimanlikla esitlemistir. Bu baglamda erken cumhuriyet devrine gonderme yaparak hem
dinsiz hem Tiirk¢ii olmanin tezat tegkil ettigini savunur (Kara, 1994: 46). Din duygusunu
Tiirkciiliigiin dayandigy kuvvetlerin bagi olarak goriir.

Islam’1 bu denli Tiirkgiiliigiin icine dahil etmekle birlikte laiklige iliskin goriisleri,
laikligin siyasi bir mesele oldugu yoniindedir. Yine Tiirk Ocaklari’na iliskin tahlilinde
laikligin idareye doniik siyasi bir mesele oldugunu vurgular ve Tiirk ocaklari siyasetle
mesgul olmadigindan laiklikle iligkisi olmadigini savunur (Kara, 1994:47).

Islamailarin tegkilatlanmasi hususundaki goriiglerini ifade ederken de milletleri
sayarken Hristiyanlar, Yahudiler, Rumlar ve Ermenilerin her tiir teskilatlanmasmin
saglandigini ifade edip Miisliiman Tiirklerin bu haktan mahrum edildigini ifade etmektedir.
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Burada kavram olarak sadece Miisliimanlig1 ya da sadece Tiirkliigii kullanmak yerine ikisini
birlestirmesi bu iki kimligin ancak birbirlerini tamamlayabileceklerini ifade ettiginin
gostergesi sayilabilir.

2.6. Nurettin Topcu

Nurettin Topgu kimi kaynaklarda Islamci, kimilerinde ise Tiirkgii olarak ifade
edilmektedir. Topcunun cumhuriyet milliyetciligi karsisinda, Anadolu gerceginden
hareketle milliyetgiligi yeniden idealize ettigini sOyleyen kaynaklar da mevcuttur
(Glindogan, 2000:91). Bu karmasanin Topgu'nun goriislerinin o denli i¢ ige ge¢misliginin bir
ispat1 oldugu soylenebilir.

Topgu'nun Tiirk kiiltiirii iizerine goriigleri Tiirk kiiltiiriiniin, Islam ve Tiirk tarihinin
bir sentezinden olustugu {izerine kurgulamir. Her toplumun kiiltiiriintin kendine 06zgii
oldugunu soyleyen Topgu, Tirk kiiltirinin de kendine ozgiliigiinii Anadolu
topraklarindaki Tiirkliik ve Islamiyet'in karismasindan aldigimi ileri siirer. Ona gore milli
kiiltiir Tiirk irkmnin, tarihinin mayastyla yogrulmali ve Islam’in ruhuyla doldurularak can
kazanmalidir (Kara, 1994:145). Islam’dan ruh ve Tiirk tarihinden hayat almayan Tiirk
kiltiirii olamaz. Tirk kiiltiirtinti sahsiyetli kilan iste bu iki kimligin tarih i¢inde birbiri i¢ine
gecmisligidir.

Sonucg

Bu calismada Islamcilar icinde Tiirkgii goriislerin ne dlciide kabul edildigi ve bunun
Islamcilik diistincesiyle bagdastirilma bicimleri anlasilmaya ¢alisilmistir. Tirk milli
kimliginin bir Islamci-Tiirkgii birlikteliginin iiriinii oldugu diisiiniildiigiinde Islamcilarm bu
koalisyona sundugu katkilarm anlagilmasi 6nemini halen korumaktadir.

Bu calismada gortislerine yer verilen Islamcilar, paydaslar1 i¢inde yOnetim elitini
etkileme imkanma sahip bulunanlar ve fikirleriyle giintimiiz toplumunu etkileyen
figiirlerdir. Kronolojik olarak bu goriislere bakildiginda Islamcilik icinde Tiirk kimliginin
varligimi yillar icinde daha da artirdigr anlagilmaktadir.

Tiirklerin Islam’in bayragini tagtyan énemli bir millet oldugu tiim figiirlerin iizerinde
uzlagtig1 bir goriistiir. Burada Tiirklik ve Islam arasinda maddilik-manevilik ayrimi
{izerinden gelisen metaforlarla anlatimin giiglendirildigi goriiliir. Islam’in Tiirklerin ruhu,
Tiirklerin yasam amaci ideolojisi olduguna dair vurgular, Tiirkliigiin de Islam’1
yayginlastiran, koruyup gozeten silahli giicti olmakligiyla kesisir.

Bu tarihsel anlatinin tamamlayicisi, kisinin ne kadar iyi Miisliiman olursa o kadar iyi
bir Tiirk; ne kadar iyi bir Tiirk olursa o kadar iyi bir Miisliiman olacag: iddiasidir. Boylece
Tiirk kimligi Islam’a endekslenmistir.

Bu noktada “hangi Islam?” sorusuna ulus devletin kurguladig1 Siinni Islam’mn tercih
edildigi yanitin1 vermek gerekir. Kemalizm'in 0Ozellikle 1940’lardan itibaren yeni bir
konsolidasyon siirecine girdigi ve bu siirecte halk Islam’mi daha etkin kullandig
bilinmektedir. Bu noktada Kemalizm’in Tiirk¢ii soylemi ve Tiirk Tarih Tezi'ne eklemlenmis
bir Islami anlatim, Kemalizm'’in 1rkg1 terminolojisini temize cekerken toplumsal kabuliinii de
ylikseltmistir.

Bu calismada goriislerine yer verilen Islamcilar, cikis noktasi itibariyle toplum
hayatini Islami kaidelere gore diizenleme amacini tasirken, siire¢ iginde Tiirk tarihini
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Islam’la bulusturup Tiirkleri Islam iginde hiyerarsik iist noktasina getiren entelektiieller
haline gelmiglerdir. Bu durum Kemalizm'in Tiirk¢ii anlatiminin Islam araciliiyla etki alanini
genislettigini gostermektedir.

[slamalarin bu kimligin {iretiminde yer aldigi, diisiinsel ve aksiyoner destek
sagladiklar1 goriislerinden ¢ikarilabilecek bir sonuctur. Bu baglamda goriislerine deginilen
Islamcilarin Kemalizm’le miicadele eder bir tutum iginde olmalari paradoksal bir durum
olarak ifade edilebilir. Bu paradoksun temelinde de ulus devletin kurulusunda Islam’m
devlet tekelinde yorumlanmasinin yattig1 sdylenebilir.
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The perception of job insecurity may cause various organizational problems,
although it causes the employees to work inefficiently in the organization,
decrease their motivation and decrease their performance, especially in
business life. On the other hand, it is thought that employees' self-efficacy
perceptions and quality of work-life will reduce the perception of job
insecurity and enable employees to work in harmony in the organization.
This study's main purpose is to determine whether job insecurity, which is a
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relationship between job self-efficacy and job quality of life perceptions. In
the study, the question "Does job insecurity affect the relationship between
self-efficacy and quality of work-life" is tried to be answered. According to
the quantitative research method, the research was designed and designed
according to the general survey model's relational survey model. According
to the simple random sampling technique for the academicians of a
foundation university operating in Ankara, the research data were collected.
In analyzing the data, descriptive analysis and difference and relationship
tests were performed using AMOS and SPSS programs. According to the
findings obtained from the research data analysis, self-efficacy has a positive
effect on the quality of work-life, while job insecurity has a negative effect on
the quality of work-life. It was also determined that job insecurity plays a
regulatory role in the relationship between perception of self-efficacy and
quality of work-life. As a result, it is seen that self-efficacy and the perception
of the quality of work-life as positive perceptions strengthen employees'
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determined that the increased perception of job insecurity also weakens the
employees' positive perceptions.
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CALISANLARIN OZ YETERLILIK ALGILARININ IS YASAM
KALITELERINE ETKiSINDE iS GUVENCESIZLiGi ALGILARININ
DUZENLEYiCI ROLU: VAKIF UNIVERSITESI ORNEGI

Oz

Is glivencesizligi algisi, 6zellikle is yasaminda galiganlarin 6rgiitte verimsiz
calismalarina, motivasyonlarinin ~ diismesine  ve  performanslarinin
azalmasina neden olmakla birlikte orgiitte cesitli sorunlara yol agabilecektir.
Diger yandan calisanlarin 6z yeterlilik algilar1 ile is yasam kaliteleri is
glivencesizlik algisin1 azaltarak calisanlarin Orgiitte uyumlu bir bigimde
calismalarini saglayacagr diistiniilmektedir. Bu arastirmanin temel amaa is
0z yeterlilik ve is yasam kalitesi algilar1 arasindaki iliskide olumsuz orgiitsel
alg1 olan is giivencesizlik algisinin diizenleyici bir islev goriip gormedigini
belirlemektir. Arastirmada “0z yeterlilik ile is yasam kalitesi iliskisinde is
glivencesizligi araci bir etkiye sahip midir” sorusu cevaplandiriimaya
calisilmistir. Arastirma nicel arastirma yOntemine gore tasarlanarak, genel
tarama modelinden iliskisel tarama modeline gore desenlenmistir. Arastirma
verileri Ankara ilinde faaliyet gosteren bir vakif {iniversiteleri
akademisyenlerine yoOnelik basit tesadiifi Ornekleme teknigine gore
toplanmustir. Verilerin analizinde AMOS ve SPSS programlar1 kullanilarak
betimsel analizler ile fark ve iligki testleri yapilmistir. Arastirma verilerinin
analizinde elde edilen bulgulara gore 0z yeterliligin is yasam kalitesi
tizerinde pozitif etkisi bulunurken, is giivencesizliginin is yasam kalitesi
lizerinde negatif yonlii etkisi bulunmustur. Buna ek olarak is
glivencesizliginin 6z yeterlilik algis1 ile is yasam kalitesi algis1 arasmdaki
iliskide diizenleyici rol oynadig: belirlenmistir. Sonug olarak 6z yeterlilik ile
is yasam kalitesi algisi olumlu algilamalar olarak ¢alisanlarin orgiitte olumlu
davramslarini giiclendirdigi gortilmektedir. Diger yandan is giivencesizlik
algisinin  artmas1 da calisanlarin  olumlu algillamalarimi  zayiflattig:
belirlenmistir.

Introduction

Anahtar Sozciikler

Oz yeterlilik

Is yasam kalitesi
Is glivencesizligi
Diizenleyici rol

Makale Hakkinda

Aragtirma Makalesi

As stated in Maslow's hierarchy of needs, it is known that people must work in

certain jobs in order to meet their needs, although people are in efforts to meet their needs
first. Besides, working in organizations with certain job security will enable them to work
efficiently and with high organizational performance. On the other hand, employees who are
at risk of losing their jobs will not be able to work efficiently in the organization; they will be
uneasy and will be able to display negative organizational behaviors. In this context, job
security can be shown among the important issues in today's business life. In particular, the
negativities experienced during the Covid-19 pandemic process, economic problems are seen
worldwide, changes in social life, downsizing in organizations, and flexible working caused
by employees working from home, combined with job insecurity, can cause negative

concerns among employees.

Job insecurity is defined as the fact that employees in organizations are under threat
to their continuity in their work, and the continuity of their work cannot be maintained
(Erlinghagen, 2008: 183). In studies conducted in the literature, employees with job insecurity
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will exhibit negative behaviors towards the organization and the job (Fletcher et al., 2008;
Ng, 2017). On the other hand, it is thought that the concern for job insecurity will decrease
with the high self-efficacy of the employees and the high quality of work-life perception. In
this context, the concept of self-efficacy is examined as the second variable in the research.
Self-efficacy is defined as individuals' belief in their ability to establish control over the
demanded difficult tasks and practices (Luszczynska et al., 2005: 82). Employees with self-
efficacy will reduce their perceptions of job insecurity, and on the other hand, the quality of
work-life of employees will increase.

In the researches on job insecurity, it is emphasized in the literature (Greenhalgh and
Rosenblatt, 1984; Witte, 1999; Chirumbolo and Hellgren, 2003; De Witte, 2005; Cheng and
Chan, 2008; Murphy et al., 2013; Ouyang et al., 2015; Chen et al., 2018; Nam, 2019; Ariani,
2020; Darvishmotevali & Ali, 2020; Wilson et al., 2020; Chen & Eyoun, 2021; Prado-Gasco et
al., 2021) that this perception generally causes negative situations in the organization. In this
context, job insecurity, self-efficacy, and quality of work-life are discussed in the research.
The study's main problem is that employees who lack job security will not be able to work
efficiently in the organization, and this situation will negatively affect the performance of the
employees. This situation causes destructive and deviant behaviors, and this situation
negatively affects organizations every day. In this context, the research's main purpose is; to
analyze the interactions of job insecurity, self-efficacy perception, and quality of work-life.
The research question was determined as "Does job insecurity affect the relationship between
self-efficacy and quality of work-life?". The application of the research was made in the
education sector. In a study conducted with a sample of academicians from a foundation
university in Ankara, the factors affecting the job insecurity perceptions of academicians
working at the university were measured. The study was conducted for foundation
university academics because academics working at foundation universities may feel anxiety
about their future jobs and that these people may experience job insecurity.

1. Conceptual Framework And Hypotheses
1.1. Self Efficacy

In the literature, the concept of self-efficacy, which Psychologist Albert Bandura first
introduced in 1977 within the scope of the theory of "Cognitive Behavior Change," is defined
as the belief in individuals' ability to control their practices with difficult tasks (Luszczynska
et al., 2005). Self-efficacy is the belief of an individual in his / her capacity to organize and
implement the behavioral patterns required to manage possible situations (Bandura, 1986:
75). Here, Bandura defines an individual's capacity to successfully carry out the necessary
actions and activities to show performance or reach a certain performance self-efficacy
(Bandura et al., 1999). On the other hand, individuals with a high perception of self-efficacy
tend to resist difficulties more by fulfilling their duties with more enthusiasm, and their
success and motivation are high (Margolis and McCabe, 2003: 311). In other words, self-
efficacy is defined as an individual's positive judgment against his / her ability in achieving
success and at the point of work result (Zimmerman, 1995). In this context, self-efficacy is not
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the individual's ability to a certain subject; it means trusting their resources on that issue
(Yildirim and ilhan, 2010: 2).

Studies on self-efficacy in the literature (Stajkovic & Luthans, 1998; Mau, 2000; Fred &
Suzanne, 2002; Jones & Riazi, 2011; Oneren & Ciftgi, 2013; Devarajooh & Chinna, 2017;
Hatlevik et al., 2018; Marsh et al., 2019; Shiau et al., 2020; Peura et al., 2021) that individuals
with high self-efficacy perceptions experience less physical and psychological anxiety about
their work, their motivation is high, their work performance increases, and a more
productive organizational environment in terms of management. Problem-solving and
decision-making behaviors can be more effective. However, the successful or unsuccessful
experiences of individuals shape the general self-efficacy perceptions of individuals (Chen et
al., 2004), and some factors shape individuals' self-efficacy perceptions (Lee, 2005):

1. The person's positive or negative experiences,

2. The people around him / her experiences,

3. Suggestions and warnings from the family and environment,
4. The psychological state of the individual (Bandura, 1986).

Besides these factors, individuals can develop their self-efficacy through direct
experience, observation of other people, or listening to others' comments. On the other hand,
individuals with low self-efficacy perceptions avoid the duties assigned to them in the
organization, hesitate to take responsibility, or ignore the problems that occur in the
organization (Cramm et al., 2013).

1.2. Quality of Work-Life

The concept of Quality of work-life was first introduced in the literature at a
conference held in New York in 1972. It turned into concrete coordination aimed at mutual
information exchange of organizations and researchers to establish the International Business
Quality Council in 1973 (Martel and Dupuis, 2006). The quality of work-life is defined as all
efforts to provide employees with job security, rewards, and opportunities for career
development and encourage the continuation of this working environment (Almarshad,
2015: 142). According to Yiicel and Erkut (2003), Quality of work-life is defined as the effect
of work on employees' and employees' participation in their decision-making and problem-
solving processes. It defines the quality of work-life as subjective thoughts and perceptions
that make working conditions and work environment psychologically and physically
desirable by employees (Maleki and Hasanmoradji, 2017: 979).

On the other hand, quality of work-life is defined as a management philosophy that
focuses on employees' material and spiritual needs (Oge, 2001). Quality of work-life refers to
the level of satisfaction, motivation, participation, and work commitment individuals
experience in business life. It can also be expressed as the degree to which the personnel
employed by a company meet their personal needs (Srivastava and Kanpur, 2014: 54). At this
point, quality of work-life is important in ensuring that employees are productive and
efficient (Rastogi et al., 2018).

Quality of work-life means finding ways to improve the quality of life and achieve
better performance (Moen & Yu, 2000). Quality of work-life practices that improve work-life
enables employees to improve their personal lives while performing their duties (Elizur &
Shye, 1990). It is a program that includes ways to improve the quality of life by creating
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better performance in Quality of work-life. In the formation of the quality of business life,
elements such as job restructuring, participation in the job, conflict resolution, appreciation,
working environment, career development and communication should be realized.
Harmony in managing humanitarian relations between superiors and subordinates among
employees is important for organizations (Nadler & Lawler, 1983; Saraji & Dargahi, 2006;
Dehghan Nayeri et al., 2011).

1.3. Job Insecurity Perception

Job security is expressed as the protection of the right to work. The basis of job
security is not precisely to prevent the right to work at the point of converting his/her labor
into wages to provide for his/her family and his livelihood (Cabral et al., 2020; Falatah et al.,
2021). In other words, job security is defined as preventing the employee from being fired by
the manager or employer without a just cause (Jung et al.,, 2021). In this context, the
expression of the rights arising from the service contract between the employee and the
employer ensures the employees' work order is job security (Optur, 2005: 3). On the other
hand, the opposite word for job security is known as unemployment in the literature.

Although there is a common belief that the antonym of job security is unemployment,
unemployment is seen as the most fundamental problem of the labor market, job insecurity
also negatively affects the organization's employees as much as unemployment (Ulgen, 2012:
237). Job insecurity was first put forward in the literature by Greenhalgh and Rosenblatt
(1984: 438). According to the author, job insecurity has been defined as "the perception of
threat and concerns about losing one's job." Job insecurity is also defined as "the lack of
control in ensuring the continuity of the job in a threatened job situation" (Hui and Lee, 2000:
216). Employees who are insecure about the future face uncertainty about losing or losing
their jobs (Witte, 1999). Uncertainty is defined as "not knowing whether an event will occur
or not." In case of uncertainty, the person does not know whether he will continue his job
and whether his position at work will be needed in the future (De Witte, 2005: 157). Folkman
and Lazarus (1984) discussed job insecurity within the framework of "coping with stress" as
losing a job creates a stressful situation. The concept of coping with job loss stress is defined
as an individual's clear reactions to stressful conditions at work and efforts to minimize these
reactions. According to this approach, job insecurity is considered a source of stress and
reduces the person's sense of control.

The perception of job insecurity will increase when they think that the employees'
threats in the organization may harm them (Urbanaviciaté et al., 2015). Employees who have
a high perception of job insecurity decline in their motivation at work, decreasing
performance. It is also said that these individuals tend to make wrong decisions in both their
social and business life (Cheng & Chan, 2008). However, in the literature (Chirumbolo &
Hellgren, 2003; Sora et al., 2009; Murphy et al., 2013; Ouyang et al., 2015; Wilson et al., 2020;
Aguiar-Quintana et al., 2021; Jung et al., 2021). It is stated that it decreases the productivity of
both organizations and employees by negatively affecting its employees.

2. Method

In scientific research, a research model and hypotheses should be developed
systematically to determine the events and phenomena in the universe, and the hypotheses
that have been constructed should be tested with a scientific research method (Tutar and
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Erdem, 2020: 71). In this framework, the research's scientific method as a systematic process
has been determined as quantitative research.

Scientific research design serves as a guide to answer the research question
determined within the research scope and test the determined hypotheses (Tutar and Erdem,
2020: 77). In this framework, research patterned towards the relational scanning model,
based on the general scanning model, has been designed. Research models and hypotheses
were tested by quantitative research method, by subjecting the obtained data to analysis, and
this analysis was carried out by following a systematic process.

2.1. Research Sample

The universe of the study consists of academicians of foundation universities
operating in Ankara. In the study, a single foundation university was selected as the sample
due to time, financial constraints, and the COVID-19 pandemic. Accordingly, the university
has a total of 672 academic staff members. 422 usable questionnaires were obtained by
random sampling method from the university. The reason for choosing the random
sampling method in the research is that the participants representing a part of the universe
can be selected with an equal chance of being selected (Tutar and Erdem, 2020: 246).
According to the number of questionnaires that can be analyzed, the surveys' return rate is
62.9%. According to this ratio, it is seen that the power of the sample to represent the
universe is sufficient (Bas, 2003: 43). Research data were collected between 10.09.2020 and
27.11.2020.

2.2. Data Collection Tool

The self-efficacy scale, which is the first scale of the research, was developed by
Schwarzer and Jerusalem (1995). The scale consisting of 10 items was translated into Turkish
by Yesilay (2010). The second scale of the study was Ashford et al. (1989); Hellgren et al.
(1999); It was designed by Witte (1999) to measure job insecurity and was translated into
Turkish by Seker (2011). This scale consists of 9 statements. The last scale of the study, the
Quality of work-life scale, was developed by Chen and Farh (2000) and adapted to Turkish
by Karasakaloglu (2016). This scale consists of 12 questions.

2.3. Research Model and Hypotheses

Within the research scope, the research model regarding self-efficacy variables,
Quality of work-life, and job insecurity is shown in Figure 1.

Figure 1: Research Model

Job
Insecurity
H2 (-)
H3
_ Quality of
Self Efficacy AL (%) Work-Life
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According to the research model in Figure 1, work is structured as the quality of life
(dependent variable), job insecurity (moderator variable), and self-efficacy (independent
variable). In line with the research model, the following hypotheses have been developed;

H1: Self-efficacy positively affects the quality of work-life.
H2: The perception of job insecurity negatively affects the quality of work-life.

H3: The perception of job insecurity has a moderator role in the relationship between
self-efficacy and quality of work-life.

2.4. Validity and Reliability

Within the scope of the research, firstly, reliability analyzes of the scales were made. a
= 0.911 for the self-efficacy scale, a = 0.844 for the Quality of work-life scale, and o = 0.874 for
the job insecurity scale. According to these results, it is seen that the scales are reliable.

Confirmatory factor analysis (CFA) was applied to the measurement model to
determine the reliability and validity of the self-efficacy scale, Quality of work-life, and job
insecurity scales (Figure 2).

Figure 2: Confirmatory Factor Analysis Diagram for the Model
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Model's Goodness of Fit Values: x2/DF=1,892; GFI= .87 NFI=.92 CFI=.96 TLI=.95 RMSEA=.052

As a result of the confirmatory factor analysis, the 1st question of the Quality of work-
life scale was excluded from the analysis due to the low standardized factor load.
Subsequently, the model was tested again. A comparison was then made between the
research and single-factor models by applying a single-factor model. The values obtained are
shown in Table 1.
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Table 1: Model-Data Fit Values

X2 AX2 DF XYDF GFI NFI CFI  TLI  RMSEA
Single-Factor .9 o, ; 434 1414 251 393 408 366 106
Model
Research
Model 73795 5401.05 390 1.89 876 926 963  .959 052
p<0.01

* RMSEA (Root mean square error of approximation); It is considered a good model below 0.08
(Browne & Cudeck, 1993)

X2/ DF (Relative Chi-Square); It should be between 1 and 5 (Marsh & Hocevar, 1985).

GFI (Goodness of fit index); If it is close to 1, it is considered a good model (Tanaka & Huba, 1985).
NFI (Normated fit index); If it is close to |, it is considered a good model (Bentler & Bonett, 1980).

CFI (Comparative fit index); If it is close to L it is considered a good model (McDonald & Marsh,
1990).

TLI (Tucker-Lewis index); If it is close to ], it is considered a good model (Bentler and Bonett, 1980).

According to the confirmatory factor analysis result in Table 1, the research data were
tested by distributing them to 3 measurement models. Good fit validity measures are shown
with the results obtained with the fit indexes of RMSEA, GFI, NFI, CFI, TLI, and x2 / DF for
the model. According to the 3-factor model in Table 1, the value of 2 was determined to be
significant (p <0.01). Besides, it is seen that the model is compatible in terms of validity since
the x2 / DF value (1,892) is below 5. Since the fit indices of the research models are GFI =
0.876, NFI = 0.926, CFI = 0.963, TLI = 0.959 and RMSEA = 0.052, it is seen that the model is
compatible. Besides, in the same table (Table 1), Chi-Square Test was applied to x2 values in
order to determine the significant difference between the single-factor model and the three-
factor model of the research, and a significant difference was determined between the two
values. According to these results, it is seen that there is no common method deviation in the
study (MacKenzie & Podsakoff, 2012).

Table 2: Average, Standard Deviation and Correlation Values of the Variables

Mean SS CR(t) AVE 1 2 3
Quality of Work-Life 4,22 0,773 0,946 0,613 -
Job Insecurity 2,02 0,868 0,952 0,691 -0,349** -
Self-Efficacy 3,89 0,981 0,972 0,775 0,226  -0,148** -

Note: SE, standard error; * 0.05 ** 0.01 *** Significant at 0.001 level (bi-directional)

To determine whether the variables provide compatibility and measurement with the
research model, convergent validity and discriminant validity techniques were used. Hair et
al. (2006), the fact that the factor loadings of the scale items are higher than 0.5 in a study
shows that the research model meets the measurement criteria. In this context, the
standardized factor loads of the items belonging to the research expression scales are above
0.5. Besides, the t values at the parametric valuation point of the factor loads vary between
10.53 and 19.47 (Figure 2). According to these values, the research model is meaningful (Hair
et al., 2006).

The fact that the average explained variance (AVE) value in the research model's
analysis is higher than 0.5 is shown as proof of convergent validity (Fornell & Larcker, 1981).
In this context, it is seen that the AVE values of all three scales are higher than 0.5. For
discriminant validity, the correlation values between the research scales should be less than
0.80 (Kline, 2014). According to Table 2, the structure reliability (CR) obtained from the
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relevant scales is expressed as proof of the reliability of the measurement results if both
reliability levels are higher than 0.70 (Fornell & Larcker, 1981; Hair et al., 2006). According to
the Pearson Correlation analysis in Table 2, it is seen that there is a negative relationship
between Quality of work-life and job insecurity (r = -. 349, p <.001). There is a positive
relationship between Quality of work-life and self-efficacy (r = .226, p <.001). There is a
negative relationship between job insecurity and self-efficacy (r = -. 148, p <.001). When the
correlation values are examined, it is understood that there are significant relationships between
variables.

3. Results
3.1. Demographic Findings
The study participants' demographic information such as gender, education level,

age, and seniority are explained in Table 3.

Table 3: Distribution of Demographic Data Regarding the People Participating in the Study

Variables Frequency Percent Variables Frequency  Percent
(N) Value (%) (N) Value (%)

Gender Marital status

Female 155 36,7 The married 221 52,3

Male 267 63,3 Single 201 47,7

Education Age

Status 100 23,7 18-30 102 24,2

License 203 48,1 31-40 147 34,8

Master 119 28,2 41-50 104 24,7

Doctorate 51+ 69 16,3

In Table 3, 36.7% of the participants are women, and 63.3% are men. The participants'
marital status determined that 52.3% were married and 47.7% were single. When the
distribution according to education level is examined, it is seen that 23.7% of the participants
are at undergraduate degree, 48.1% of them are at master degree, and 28.2% of them are at
doctoral degree. According to the age range, 24.2% of the participants are between 18-30,
34.8% 31-40, 24.7% 41-50, and 16.3% 51 and over.

3.2. Testing Research Hypotheses

In order to test the research hypotheses, the structural equation model was applied to
the research data. Table 4 and Figure 3 show the moderator effect's results resulting from the
structural equation model analysis.

Table 4: Supported and Unsupported Hypotheses According to the Structural Equation Model

Independent Variables Dependent Variables i t SE )

Gender Quality of Work-Life ~ .011 324 .068 746
Age Quality of Work-Life  .007 202 .039  .840
Education Quality of Work-Life  -.030 -907 .058 .365
Marital Status Quality of Work-Life ~ .003 086 .078 .931
Job Insecurity Quality of Work-Life  -.076  -2.319 .039 .020
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Self Efficacy Quality of Work-Life 568  17.228 .029  ***

Moderate Effect
(Job Insecurity * Self Efficacy)  Quality of Work-Life 564 17115  .022  ***
Note: SE, standard error; * 0.05 ** 0.01 *** Significant at 0.001 level (bi-directional)

Figure 3: Structural Equation Model
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The structural equation model was used to test the predicted research hypotheses.
According to Table 4 and Figure 3, self-efficacy has a positive and significant effect on the
perception of quality of work-life (3 = .586, p <0.001). The H1 hypothesis is supported. As
another finding, it was seen that job insecurity positively affects the perception of quality of
work life (B = -. 076, p = 0.02 <0.05). The H2 hypothesis is supported. In addition,
demographic data were tested as a control variable. The results obtained were determined by
gender (3 = 0.011, p = 0.746> 0.05), education (3 = -0.030, p = 0.365> 0.05), age (3 = 0.007, p =
0.840> 0.05) and marital status variables (3 = 0.003). , p = 0.931> 0.05) was not found
statistically significant.

At the point of determining the relay of the moderator variable; the moderator role of
job insecurity perception in the relationship between self-efficacy and quality of work-life
was tested. As a result of the analysis, it was determined whether it had an effect or not with
the hypotheses established. In the research model in which the moderator effect of job
insecurity was measured, the result of this effect was reached (3 = 0.564, R? = 64,7, p <0.001).
It is seen that the ratio of the independent variables in the model to explain the quality of
work-life is 64.70% (Table 4). According to Figure 4, job insecurity has a mediator variable
role in the relationship between self-efficacy and work-life quality. Thus, the H3 hypothesis
is supported. In order to express the moderator effect, a regression curves plot was created
(Figure 4).
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Figure 4: Moderator analysis regression curves
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Due to figure 4, job insecurity, if the employee feels insufficient in self-assurance and
the employee's self-efficacy perception is low, the quality of work-life will be seen at a
normal level. If the self-efficacy perception is high, the quality of work-life remains constant.
In other words, in employees' feelings of job insecurity, the quality of work-life remains
constant or decreases slightly, but remains close, with employees' high self-efficacy.
However, if the employees' perception of job insecurity is high, the quality of work-life will
also change directly to self-efficacy perception if the employee does not feel safe. On the
other hand, regardless of self-efficacy level, low job insecurity does not make little change in
work-life quality. In other words, if there is no change in the level of self-efficacy, low job
insecurity does not cause any change in the quality of work life.

4. Conclusion and Discussion

This study examines the role of the "mediator" variable in the relationship between
job insecurity, self-efficacy, and quality of work-life. It is understood that negative and
unfavorable organizational conditions cause employees' perceptions of "job insecurity" also
weaken their self-efficacy perceptions. Besides, it has been determined that self-efficacy
perception strengthens the "quality of work-life" individuals' networks. On the other hand,
job insecurity has been observed to have a moderator role as it plays a debilitating role in the
relationship between self-efficacy perception and quality of work life. According to the
findings of the research, it can be interpreted that negative organizational behaviors
negatively affect the functioning of organizations and the motivation and hopes of the
employees since it shows that the conditions that cause job insecurity inevitably reduce the
perceptions of the quality of work-life of the employees, and job insecurity also weakens the
self-efficacy perception. The research results are important in terms of negative perceptions
of organizational psychology such as job insecurity, organizational exclusion, organizational
silence, and negative effects. On the other hand, positive perceptions such as self-efficacy
and quality of work-life, which are among the positive psychological perceptions of the
employees and which are the positive issues of this study, strengthen the positive feelings of
employees such as organizational commitment, job satisfaction, organizational citizenship,

39



and negative organizational psychological perceptions such as job insecurity, which are also
seen in the results of this study, It can cause them to exhibit negative behaviors.

The research scope determined that self-efficacy positively affects the quality of work-
life (B = .586, p <0.001). Mensah and Lebbaeus (2013) found in their research on service,
finance, and educational institutions that there is a positive relationship between the
participants' self-efficacy perceptions and their quality of work-life. Long et al. (2021), in their
research conducted in rural areas of China, determined that the participants' self-efficacy
perceptions strengthened their perceptions of quality of work life. Findings in the literature
and research findings overlap. In another finding within the study's scope, the negative
effect of job insecurity on work-life quality was determined (f = -. 076, p = 0.02 <0.05).
Although there is no research to compare this finding in the literature, there are studies on
positive organizational behavior issues where job insecurity affects positive organizational
behavior and positive organizational psychology and also positively affects job insecurity
(Lee et al., 2018; Nam, 2019; Darvishmotevali & Ali, 2020. ; Karatepe et al., 2020; Alserhan et
al,, 2021; Chen and Eyoun, 2021; Prado-Gascé et al., 2021). In the last finding of the study, job
insecurity plays a moderator role in the relationship between perception of self-efficacy and
job quality of life (p <0.001). No study has been found in the literature to compare this
finding. On the other hand, there are many studies (Chen et al., 2018; Girgin, 2019; Ariani,
2020) where job insecurity plays a moderator role. It was determined that the findings in the
literature and the findings obtained within the scope of the research generally overlapped.

This research is limited to examining whether the perception of job insecurity has a
moderator function in the relationship between self-efficacy and quality of work-life. The
research is a quantitative study limited to academicians working at a foundation university
in Ankara. The research can be repeated in different samples with other variables such as
organizational cynicism, organizational support, organizational trust, survivor’s syndrome,
organizational belonging, and organizational citizenship. The research can also examine
whether the perception of job insecurity acts as a mediator variable in the relationship
established. It can be repeated with different samples with qualitative or mixed-method
research to understand the research subject better.
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Oz

Kisi-orgiit uyumu Orgiitler icin 6nemli bir konu haline geldiginden dolay1
son zamanlarda bircok galismada kullamilan bir kavramdir. Orgiitlerde
bireylerin sergiledikleri davranislar1 anlamlandirmaya calisan kisi-orgiit
uyumu, aragtirmacilar tarafindan dikkatle incelenen bir konudur. Orgiitlerde
goriilen olumlu ya da olumsuz davranislara neyin ve hangi faktorlerin sebep
oldugu merak konusudur. Kisi-6rgiit uyumu, bu merak: gidererek orgiitlere
devamliliklar1 ve etkinlikleri i¢in yardimci olmaktadir. Giiniimiizde artan
rekabet ile birlikte Orgiitlerin hayatta kalmasi ve rekabet edebilmesi i¢in iyi
bir is gliciine sahip olmas1 gerekmektedir. Buradan anlasilacag: lizere kisi-
orgiit uyumu, oOrgiitlerin devamliliklar1 agisindan birbirlerini tamamlayan
argtimanlardir. Kisi orgiit uyumuna iliskin yapilan g¢alismalar, bireylerin
degerleri ile orgiitiin degerleri arasinda bir iliski oldugunu ve bu uyumun is
tatmini, performans ve oOrgiite baglilik gibi onemli bilesenleri etkiledigini
ortaya koymustur. Bu calismada, literatiirde yapilan diger calismalardan elde
edilen sonuglar 1s1ginda yani kisi-6rgiit uyumu yiiksek olan calisanlarin
orgiite aidiyetlerinin yiiksek oldugu ve is giicliniin kisi-rgiit uyumuyla ne
derece iligkili oldugunun ortaya konmasi amaglanmaistir.

Orgiitlerde calisanlarin rol ve rol dtesi davranislar1 nem arz etmektedir. Her
orgiitiin kisiler gibi kendine 6zgii davranislari ve bir kiiltiirti bulunmaktadir.
Bu sebeple orgiit ve Orgiit icerisindeki kisilerin daha iyi iletisim
saglayabilmesi igin kisi drgiit uyumu son derece onemlidir. Calismada farkl
sektorlerde calisan 253 kisiye, 2019 yihi igerisinde tarafimizca hazirlanan
sorular kullanilarak anket yapilmistir. Veriler, olusturulan anket
formlarindan elde edilmistir. Elde edilen veriler ile kisi-6rgiit uyumunun rol
ve rol Otesi davramislara etkisi incelenmistir. Bu baglamda 253 c¢alisana 21
sorudan olusan anket yapilarak 253 adet veri seti elde edilmistir. Bu verilerin
analiz edilmesinde SPSS programi kullanilmistir. Kisi 6rgiit uyumunun rol
ve rol Otesi davranislara etkisinin 6l¢iilmesinde faktor analizi, regresyon ve
korelasyon analizi gibi istatistiki yontemlerden yararlanmilmistir. Yapilan
analizlerde, kisi Orgiit uyumunun rol davranislara etkisinin pozitif yonlii ve
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¢ok az oldugu goriiliirken, rol 6tesi davraniglara etkisinin pozitif yonlii ve az
oldugu goriilmiistiir. Sonug itibariyle, kisi Orgiit uyumunun rol oOtesi
davraniglar tizerinde rol davraniglar tizerindeki etkisinden daha fazla etkisi
bulunmakla birlikte rol 6tesi ve rol davranislar tizerinde giiglii bir etkisi
gozlemlenmemistir.

AN APPLICATION ON THE EFFECTS OF PERSON-
ORGANIZATION HARMONY ON ROLE AND BEYOND ROLE

BEHAVIORS

Abstract

Since person-organization harmony has become an important issue for
organizations, it is the subject of many studies. It is a matter of curiosity
about what and which factors cause positive or negative behaviors seen in
organizations. In addition, the person-organization harmony, which tries to
make sense of the behavior of individuals in organizations, is an issue that is
carefully examined by researchers in this field. Today, with the increasing
competition, organizations need to have a good work force to survive and
compete. As it can be understood from here, person-organization harmony is
the arguments that complement each other in terms of continuity of
organizations. Studies on personal organizational harmony have revealed
that there is a close relationship between the values of individuals and the
values of the organization, and this harmony affects important components
such as job satisfaction, performance and organizational commitment. In the
light of the results obtained from other studies, in parallel with the high level
of belonging to the organization of the employees with high personal-
organization harmony, the work force, which affects the profitability,
efficiency and productivity levels of the organization, is closely related to the
person-organization harmony, and the employees are examined. Most of the
work force in organizations is derived from human resources. For this
reason, the role and beyond-role behaviors of employees in organizations are
very important. Every organization has its own unique culture like
individuals. Personal organizational harmony is extremely important for the
organization and the people in the organization to communicate better. In
this study, the effect of personal organizational harmony on role and beyond
role behaviors was examined. In this context, 253 data were obtained by
conducting a survey consisting of 21 questions to 253 employees. SPSS
program was used to analyze these data. Methods such as factor analysis,
regression and correlation tests were used to measure the effect of individual
organizational harmony on role and beyond role behaviors. In the analyzes
conducted, it was observed that while the effect of personal organizational
harmony on role behaviors was positive and very little, it was observed that
its effect on beyond-role behaviors was positive and less.
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Glintimiizde Orgiitlerin hedeflerine ulasabilmesi, rekabet edebilmesi ve yasamlarina
devam edebilmesi icin insan kaynaklarina gereksinim duyulmaktadir. Orgiitleri amaglarma
ulastirabilecek ve hayatta kalmalarmi saglayacak faktorlerin basinda insan kaynag:
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gelmektedir. Genel olarak oOrgiitte en fazla isi yapan ve kullanilan makine, techizat vb. gibi
gerecleri de kullanan insandir. Kisacasi; Orgiitii yoneten de, oOrgiitii ayakta tutmak icin
calisanlar da insanlardir. Bundan dolayr insan kaynagi olmadiginda bir orgiitten
bahsetmekte miimkiin olmayacaktir. Ayrica giiniimiizde artan miisteri taleplerine yanit
verecek olan yine insan kaynaklaridir. Bir Orgiit, miisteri isteklerini karsilayamaz ise o
sirketin fazla yasama sans1 ve rekabet edebilme giicli yoktur. Bundan dolay:1 orgiitlerin
calisanlarina 6nem vermeleri gerekmektedir.

Kisi-Orgiit uyumu, isletmelerde ise alim siirecinde insan kaynaklarini etkileyen bir
konudur. Ciinkii is arayanlar kendi kisilik ozelliklerine yakin ve uyumlu olan oOrgiitleri
calismak icin tercih etmektedirler. Orgiitte calisanlarm uyumlu olmast iyi bir gosterge iken
birbirleriyle uyusmazliklar: da bir o kadar tehlikeli ve istenmeyen bir durumdur. Nitekim bu
durum Orgiitiin etkinlik ile verimliliginin azalmasina neden olacaktir. Bu nedenle
calisanlarin Orgiite karsit ve birbirlerine karsi tutum ve davraniglari son derece Gnemli
olmakla birlikte bunlara azami dikkat edilmesi gerekmektedir. Calisanlarin yonetici ve is
arkadaslari ile fikirlerini paylagmalari, orgiitlerin stirekli gelismesi ve rekabet avantaji igin
onemli bir husustur. Diger taraftan, orgiitlerin basarisi i¢in, ¢alisanlarin isleri ile uyumlar:
olduk¢a onemli iken, son yillarda ¢alisanlarin Orgiitleri ile uyumlu olmalarinin da olumlu
sonuglar1 ortaya ¢ikmistir. Bu baglamda kisiler oOrgiitte kendi diisiince ve fikirlerini
paylasabilir, aktif bir sekilde rol alabilirse orgiite olan bagliliklar: artabilir. Bu durumda da
orgiitten ayrilma ihtimalleri azalir. Kisilerin Orgiite olan baghligi arttikca is tatmini ve
basarilar: artabilir. Bunun sonucunda kisiler kendilerine uygun olan isi yaptiklarinda daha
mutlu ve basarili olacaklardir. Kisilerin basarili olmasi dogal olarak oOrgiitiinde basarili
olmasini saglayacaktir. Zaten bir orgiitiin hedeflerine ulasmasi ¢alisanlarinin performansina
ve Orglitle uyumuna baghdir (Almagik & Mehtap, 2015).

Insanlar calismak istedikleri orgiitleri segerken is tanimlarimna, orgiitiin kendilerine
olan uyumlarina bakarak calismaya baslarlar. Calismaya basladiklar1 oOrgiit ile uyum
sagladiklarinda ve islerini begendikleri takdirde daha fazla emek harcayarak o orgiitte
kalmay1 tercih ederler. Birey-0rgiit uyumu, rekabetci is diinyasinda son derece gerekli olan
esnek ve baghlig1 yiiksek isgliciinii saglama ve elde tutmanin bir anahtari olarak
gortilmektedir. Kisi-orgiit uyumu ne kadar yiiksek olursa orgiitten ayrilma ihtimali de daha
az olacaktir. Bunun nedenleri kisinin o orgiitte kendini rahat hissederek etkin bir sekilde
gorev almasi olabilir. Orgﬁtsel baghlik arttik¢a calisanlarin orgiitte kalmaya devam etmesi,
rol ve rol 6tesi olumlu davraniglarinda artis gozlenmesi s6z konusu olabilir (Chatman, 1989).

Orgiit calisanlar1  birgok olay sebebiyle farkli tutum ve davramslar
sergileyebilmektedir. Calisanlarin sorumluluklar: kapsaminda is tanimi nedeniyle yaptiklar:
rol davranislar1 ve sorumluluklar1 kapsaminda olmayan sadece kendileri yapmak istedikleri
icin yaptiklar1 rol 6tesi davranislarda bulunabilmektedirler. Bu davraniglar tizerinde 6rgiitiin
calisan tizerindeki etkisi veya calisanlarin birbirlerine davranislarmin etkisinin olmamasi
miimkiin degildir. Bireyin isini yerine getirirken elde ettigi mutluluk ve hosnutluk duygusu
is tatminine sebep olmaktadir. Ahlaki degerler, aktivite, yetki ve basari, bagimsizlik,
yeteneklerini kullanabilme, cesitlilik, is giivenligi, sorumluluk, sosyal statii, sosyal hizmet,
yaraticilik, yonetici — insan iligkileri, isletme politikalari, ticret, ilerleme ve takdir edilme
bireyin is tatmin diizeyini etkileyen i¢sel ve dissal degiskenlerden bazilaridir (Bagci, 2018).

Is yerlerinde, ¢alisma ortamui ve kisisel 6zelliklere bagh olarak ¢alisanlarin birbirinden
cok farkli davranislar sergileyebildikleri goriilmektedir. Bu davraniglarin biiyiik bir kismi
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gorev tanimlariyla iligkili bi¢cimsel rol davramslari olarak gercgeklestirilirken; bir kism1 da
calisanin dogrudan dogruya gorevleriyle ilgili olmayan ve is tanimlarinda yer almayan rol
oOtesi is davranislar1 olarak kendini gostermektedir. Buna gore kisiler orgiitlerine gore
davraniglarini belirleyebilmektedir. Calisma ortamlar1 ¢alisanlarin davramislarinda iyi veya
kotii olarak etki etmektedir. Calisma ortamindan memnun olan kisiler rol davranislarin
yerine getirerek rol Otesi davramislarda sergileyebilmektedir. Rol Otesi davramnislar is
taniminda yer almayan kimi zaman orgiit icin yararli kimi zamanda Orgiit igin zararl
olabilecek davranislar olabilir (Judge, 1996, s. 294).

Bu agiklamalardan hareketle, orgiit ¢alisan uyumu 6nem arz etmektedir. Yapilan bu
calismada, galisanlarin orgiite baghliklar: konusunda rol ve rol 6tesi davranislar tizerindeki
etkinin incelenmesine yonelik bir calisma yapilmas1 amaglanmustir.

1. Orgiit

Orgiitler, bir varhik olarak insanlar tarafindan sonradan olusturulan yapilardir. Bir
orgiit ortaminda bir araya gelen insanlar, oncelikle icinde yasadiklar1 biiyiik toplumun ve
toplumsal kiiltiiriin, bu toplum ve kiiltiir i¢inde yer alan gesitli alt gruplarin ve kiiltiirlerin
iyelerini olustururlar. Dolayisiyla bu insanlar, herhangi bir orgiit olustururken ya da bir
orgiite liye olarak girerken iginde yetistikleri toplum ve kiiltiirlerin baz1 o6zelliklerini ve
degerlerini de birlikte oraya tasirlar. Su halde ulusal ve bolgesel kiiltiirlerin durumuna bagl
olarak bir orgiit icinde de farkh alt kiiltiirlerin gelismesi dogaldir (Acilar, 2009).

Orgiit insanlarin gereksinimlerini gidermek igin, insan ve madde kaynaklart
diizenine iligkin, siirekli olarak gelisen ve yenilesen organik bir sistemdir. Bu sistemde, orgiit
amaclariyla yoneten ve yonetilenlerin amag ve ihtiyaclarmin karsilanarak dengelenmesi soz
konusudur. Orgﬁtler belirli amaglara ulasmak tizere kurulmus toplumsal sistemlerdir.
Orgﬁtﬁn amaglari, kagit tizerinde saptanmis bigimsel amaclar olabilecegi gibi, uygulamada
orgtit iyelerinin kendi aralarinda gelistirip kabul ettikleri dogal amaglar da olabilir (Giiglii,
2003). Orgﬁtler, amaglarin gergeklestirdikleri siirece varliklarma siirdiiriirler.

Orgiitler, cevremizde her alani1 kapsayan varhigini siirdiirmeye calisan birer canli
varlik gibi belirli amaglari olan yiiksek derecede kurumsallagsmis ya da kurumsallasma stireci
icinde olan yapilar olarak varliklarmi stirdiirmeye ¢alismaktadir (Durgun, 2006). Bir orgiitiin
var olabilmesi igin ii¢ temel 6ge zorunludur. Bunlar:

a. Birbirleriyle iletisimde bulunabilecek bireyler,
b. Amacin gergeklestirilmesine katkida bulunma istegi,
c. Gergeklestirilmesi gereken ortak amagtir.

Buradan hareketle, bir orgiitiin temel bilesenlerinin bireyler, isteklilik, genel ve ortak
bir amag oldugu goriilmektedir (Karcioglu, 2001).

11.  Orgiit Kiiltiirii

Orgiit kiiltiirii, yoneticilerin icinde bulunduklari ortami nasil gordiiklerini ve
buradaki degisimlere nasil karsilik verdiklerini belirleyen inanglar biitiintidiir. Her bireyin
kendine 0zgii bir kisiligi oldugu gibi, her orgiitiin de kendine has onu diger orgiitlerden
ayiran bir kisiligi mevcuttur. Orgiitiin farkli karakteristik 6zellikleri bu kiiltiirii belirgin kilar
ve onu digerlerinden ayirir. Bu karakteristik Ozellikler Orgiitiin iiretkenligini ve Orgiit
icerisindeki ¢alisanlarin moralini etkiler (L.Kristof, 1996, s. 4).
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Orgiit kiiltiirli, bir érgiitiin i¢indeki insanlarin davraniglarim yoénlendiren normlar,
davraniglar, degerler, inanglar ve aliskanliklar sistemidir. Orgiit kiiltiirii orgiitteki
calisanlarin nasil davranmasi gerektigini, diisiincelerini etkiler ve orgiit kiiltiiriiniin olustugu
orgiitlerde calisanlar nasil davranmas: gerektigini bildiklerinden dolayr orgiit kiiltiirtinii
olusturmak i¢in zaman harcanmaz. C)rgﬁt kiltiirti, amaglarin gergeklestirilebilmesi igin tiim
calisanlarin kabiliyet ve kapasitelerini bir nokta tizerine ¢cekmekte; her personelin ayr1 ayr
hedeflerin gerceklestirilmesi icin degil, ekip halinde ve yalmizca en 6nemli olan konuya
odakl1 hale gelmesini ifade etmektedir (Kili¢ & Yener, 2015, s. 59).

Orgiit kiiltiiriiniin yararlar1 asagida belirtilmistir.

a. Calisanlarin belirli standartlari, normlar1 ve degerleri anlamalarmna ve
beklenen basariya ulasma konusunda daha kararli ve daha tutarli olmalarina yardimer olur.

b. Orgiit kiiltiirli, yeni ydneticilerin bilgi ve beceri kazanmalarina yardima
olarak yetisme ve gelismelerine olumlu katkida bulunur.

C. Orgﬁt kiltiirti, orgiit ici haberlesme ve bireyler arasi iligkilerde personel
arasinda birliktelik saglar, biz duygusunu ve takim ruhunu gelistirir (Giiglii, 2003)

1.2. Kisi-Orgiit Uyumu

Kisi-orgiit uyumu, herhangi bir kisi ile calistif§i ortam arasinda, birbirlerinin
ozellikleri tam olarak eslestiginde meydana gelen uyum olarak tanimlanmistir. Bir baska
tanima gore ise kisi-Orglit uyumu, Orgiitiin deger ve normlar1 ile orgiit ¢alisanlarinin
degerleri arasinda olusan uyumdur. Orgiitsel ortam insanlar tarafindan olusturulur ve kisi-
orgiit uyumu dinamik ve esnek bir nitelige sahiptir. Ciinkii insanlar orgiit ortamim
degistirebildikleri gibi yeni ortama da uyum saglama konusunda iradeye sahiptirler. Bu
uyumun merkezinde bireysel ve orgiitsel degerler arasindaki uygunluk yer almaktadir
(Chatman, 1989, s. 342). Nitekim bu konuda yapilan arastirmalar gostermektedir ki kisilerin
degerleri ile ¢alistiklar1 orgiitiin degerleri arasindaki uyum; is tatmini, performans, aidiyet ve
isi birakma gibi faktorleri etkilemektedir.

Kisi-orgiit uyumu, iki prensip cergevesinde sekillenmektedir. Bu prensiplerden ilkine
gore, insan davranigi kisinin ve ¢evrenin bir iglevidir. Digerine gore ise kisi ve ¢evre uyumu
icinde olmalidir. Bu prensiplerin sonucunda bu uyum gerceklesir. Bu baglamda kisi ve orgiit
arasindaki uyum kisinin isini severek yapmasina, orgiit icinde daha mutlu olmasma katki
saglar. Orgiit iginde mutlu olan kisi érgiitii sevmeye baslar. Boylelikle orgiit de devamliligimi
sirdiirmek igin ona verilen gorev ve sorumluluklar: elinden geldigince en iyi sekilde
yapmaya calisabilir. Yani sadece bireyin cok calismasi veya sadece orgiitiin bireye iyi
davranmast ile birey-orgiit uyumu saglanmis olmaz. Birey orgiit uyumunun saglanmasi igin
hem bireyin hem de oOrgiitiin karsilikli ihtiya¢ ve beklentilerinin karsilanmas: zaruridir
(Akbas, 2011, s. 57). Kisinin ve orgiitiin karsilikli olarak beklentileri ile bu beklentilerin
karsilanmasi arasindaki iliski son derece dnemlidir. Kisi-orgiit uyumu yliksek oldugunda
calisanlar oOrgiit icinde daha aktif bir sekilde rol alabilirler. Bu durum hem Oorgiitiin
amaclarma katki saglayabilir hem de kisilerin performanslar1 daha iyi gozlenebilir (Ulutas,
2011, s. 15).Aksi halde kisilerin orgiite aidiyeti s6z konusu olmadig1 gibi 6rgiitiin amaglarin
gerceklestirip basarili olmasi miimkiin olmayacaktir. Kisiler kiiltiirlerine yakin olarak
gordiikleri orgiitleri segme egilimindedir. Boylelikle ¢alistiklar1 orgiitlerde kendi kiiltiirlerine
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yakin kisiler ile ¢alisacaklardir. Bundan dolay: calistiklar1 orgiite ve Orgiit igindeki diger
kisilere uyum saglamalar1 daha kolay olacaktir. Orgiitiin kiiltiiriine uyum saglayamayan
kisiler genelde orgiitten ayrilmaktadir. Ciinkii orglitte ¢alisan kisilerin ¢ogu orgiit ile uyumlu
olduklarindan dolay1 kisi hem orgiit hem de orgiitteki diger calisanlar ile uyusma
saglayamayacaktir. Arastirmalar Amerika Birlesik Devletleri'nde is gorenlerin %75’inin en az
bir kere isyerinden bir sey caldigmi ortaya koymaktadir. Yine arastirma verilerine gore
Amerika’da yoneticilerin %20’si isyerinde siddet yasadiklarmi, %33’ ise isyerinde siddet
igerikli tehdit aldiklarini belirtmiglerdir. Iste bu &rnekler kisi-orgiit uyumunun hem orgiitler
hem de is gorenler agisindan ¢ok 6nemli oldugunu gostermektedir (Polatci, Ozgalik, &
Cindiloglu, 2014, s. 2).

1.2.1 Kisi-Orgiit Uyumun Alt Boyutlart

Kisi-orgiit uyumu, dort farkl alt boyutta tanimlanip incelenmektedir. Bunlar; ilave
(supplementary) uyum, biitiinleyici (compelementry) uyum, ihtiyac-arz (needs-supplies)
uyumu ve son olarak talep-yetenek (demands-abilities) uyumudur (Bayramlik, Bayik, &
Gliney, 2015).

[lave uyum, kisi ve orgiitiin ozelliklerinin benzesmesi ve uyumudur. Daha genis
anlamda ise kisinin sahip oldugu kisilik Ozellikleri, degerleri, hedefleri ve tutumlar ile
orgiitiin kiiltiirti, degerleri, iklimi, hedefleri ve normlarmin benzerligidir.

Biitlinleyici uyum, kisinin Orgiitteki bir boslugu doldurmas: veya orgiite ilave bir
katk: yapmas1 ya da daha genis bir bakis agisiyla kisi ve orgiitlerin bir digerinin mevcut
olmayan 06zellikleri baglaminda karsilikli ilave katki saglamasidur.

Thtiyag-arz uyumu, kisinin ihtiyaglarinin 6rgiit tarafindan karsilanmast durumunda
olusan uyumdur.

Talep-yetenek uyumu, kisilerin sahip olduklar: yeteneklerin orgiitiin ihtiyaclarim
karsilamasi durumudur.

Kisi-0rgiit uyumunun Ol¢iimiine iliskin olarak farkli uyum siniflandirmalarmnimn
oldugu goriilmektedir. Bunlar; objektif uyum, siibjektif uyum ve algilanan uyum olmak
uzere ¢ sekilde ol¢itilmektedir.

Objektif uyum, kisi ve orgiit ile ilgili ayr1 ayr bilgiler toplamayr miiteakip bu
bilgilerin karsilagtirilarak uyumun derecesine bakilmasidur.

Siibjektif uyum, kisilerin diger orgiit iiyeleri ve oOrgiitiin biitiinti ile uyumlu olup
olmadiklarinin dogrudan kendilerine sorulmasi yoluyla elde edilen uyum bilgisidir.

Algilanan uyum ise kisinin kendisini ve algiladiklar1 Orgiitsel o&zellikleri
tanimlamalarin1 gerektirmektedir. Siibjektif ve algilanan uyum kavramsal olarak aym

olmasma ragmen oOlgiim olarak algilanan uyum anketler araciig: ile Olciilmekte, siibjektif
uyum ise 6z-degerlendirme sorulari ile dlgiilmektedir (Bayramlik, Bayik, & Giiney, 2015, s. 7)

1.2.2 Kisi-Orgiit Uyumunun Bilesenleri

Kisi-orgiit uyumunun bilesenleri; degerlerin uyumu, hedeflerin uyumu, kiiltiir
uyumu, ¢evre uyumu ve kisilik uyumudur. Bu uyum tiirleri asagida agiklanmistir.
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1.2.2.1 Degerlerin uyumu

Degerler bireysel analiz diizeyinde calisan davranisina iligkin temel onciiler olarak,
orgiit kiltiiri diizeyinde ise nispeten anlamli ve Olgiilebilir wunsurlar olarak
kavramsallastirilmistir. Degerler; yenilik¢i, detay odakli veya iligkiye odakli olmak gibi
kisisel ve grup gorevleri yerine getirmenin yollarin1 yansitmaktadir. Yapilmamasi gerekenler
seklindeki sinirlayici setten ziyade, devam eden faaliyetleri yonlendiren standartlar gibi etki
etmektedir. I basarisim siirdiirebilmek, bir drgiitii, miisteri taleplerini ve piyasa kosullarimi
yonlendirmek ve motive etmek igin net bir gsekilde ifade edilmis temel degerler seti
gereklidir. Onemli bir degerler kiimesi ile hedeflere odaklanmak; bir rgiitiin stratejik
hedeflerini, miisteriler ve calisanlar arasindaki iligkileri, imajini, pazarlar, {irtinler ve
hizmetlerini yiikseltmeye yardimci olabilmektedir (Ozkan, Tolga, & Akyiiz, 2019).

1.2.2.2 Hedeflerin uyumu

Hedefler, bir organizasyonun programli ve Orgiitsel olarak ne yapmaya calistigini
tanimlayan cikt1 ifadesidir ve ana faaliyetlerinin yansimasidir. Bu baglamda hedefler
orgiitler i¢in onemlidir. Hedeflere ulasmak icin ise orgiitsel hedeflerin ¢alisanlarin kisisel
hedefleri ile uyum icinde olmasi 6nem arz etmektedir.

1.2.2.3 Kiiltiir ile uyum

Bizi stirekli gevreleyen, bagkalariyla olan etkilesimlerimizle olusturulan ve stirekli
yasallastirilan dinamik bir olgu olmasmin yaninda davranigi smirlayan ve rehberlik eden bir
dizi yapilar, kurallar ve normlardir. Bu anlamda kiiltiir, ortak yaklagim ve ¢oziim tarzlarin
belirleyen fonksiyonel bir davramns etkenidir (Altintas, 2006).

1.2.2.4 Cevre ile uyum

Kisi-cevre uyumu, kisilerin is, orgiit, grup veya meslek gibi kendilerinin iginde
bulundugu cevre ile aralarinda olusan uygunluk ya da benzerligin derecesidir.

1.2.2.5 Kisiligin uyumu

Birey-orgiit uyumunu kavramsallagtirmaya yonelik yapilan calismalar, oOrgiitiin
cevre-kiiltiir yapisinin bireyin kisilik 6zellikleri ile Ortiismesi gerektigini ifade etmektedir.
Dolayisiyla adaylarin kisilik ozelliklerinin orgiit iklimine yatkinligina, bireyin is se¢imi ve
orgtitiin bireyleri ise alim siireclerinde kesinlikle dikkat edilmelidir. Ayni zamanda kisilik,
orgiit icinde istlenilecek olan roller ile de ¢ok iliskilidir. Bireylerin orgiitte iistlendikleri
rollerin ve gorevlerin kisilikleri ile uyumlu olmasi, bireylerin ise yaklagimini etkilemesinin
yaninda dogrudan birey-6rgiit uyumunu da desteklemektedir (Demirel & Ozginar, 2009).

2. Rol Davranislar

Rol davranisi, ¢alisma yasaminda gerekli olan teknik bir durumdur. Diger bir
ifadeyle rol davranisi yonetim igin kabul edilen davraniglardir. Rol davranis, orgiitlerdeki
bicimsel sistemler, politikalar, kurallar ile etkin tiretim tekniklerinin uygulanmasidir. Bu
anlamda, rol davranigi bir iste yonetim tarafindan belirlenen gereksinimlerdir (Acar, 2006).
Rol davranislari, ¢alisanin orgiit icinde iizerine diisen gorevi yapmasi igin gostermesi
gereken davranislardir. Bu davranislar, ¢alisanin uymak zorunda oldugu bicimsel olarak
tanimlanmis gorevleridir. Orgiitlerde calisanlarin rol davramuslarni yerine getirmesini
saglamak igin bicimsel &diil ve ceza sistemlerinden yararlanilir (Tiirker, 2006). Is gdrenler
yerine getirmeleri gereken davramislarda basarili olmazlarsa oOrgiitiin verecegi odiilleri
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alamayacaklardir ve belki de islerini kaybedeceklerdir (Acar, 2006). Rol davranislar1 daha
cok digsal 6diil ve cezaya baglidir. Genel olarak rol davranislar: icin gerekli olan motivasyon
rol Otesi davranislarindan daha fazladir. Bagka bir ifade ile rol davraniglari ¢alisanin is tanimi
iginde yer alan, ¢alisanin isini yaparken gostermesi gereken davraniglardir (Tiirker, 2006, s.
11).

2.1. Rol Otesi Davranislar

Rol 6tesi davranisi, rol davranis tanimina uygun olan ve rol gereklerinin dtesinde ya
da tizerindeki, orgiite faydasi olan davranislari igeren faaliyetlerdir (Acar, 2006, s. 3).

Rol Otesi davraniglari is gerekleri disinda, galisanin genellikle, Orgiitiin pozitif tavrina
karsilik vermek giidiisiiyle gostermeyi istedigi, goniillii davraniglardir (Tiirker, 2006, s. 10).
Bu teoriye gore rol Otesi davranig odiillendirmenin haricinde gerceklesmekte iken, rol
davranig1 ise bicimsel odiillendirmeye dayali olarak meydana gelmektedir. Rol Otesi
davraniglar orgiit igerisinde bulunan yurttashk duygularindan kaynaklanmaktadir (Acar,
2006, s. 3-4).

Rol Gtesi davranis, ¢alisanlarin yaratici ve i¢ten davramislar: olarak ifade edilir. Rol
Otesi davraniglar Orgiitsel etkinligi arttiran ve kolaylagtiran bigimsel olmayan ortak
eylemleri, goniillii davraniglar: ve yardimseverligi icermektedir. Rol 6tesi davranisina ornek
olarak, yeni katilan calisanlarin ise alistirllmasi, bu calisanlara yardim edilmesi ve
miisterilere dost¢a davranilmasi gibi davranislar gosterilebilir. Bu nedenle bu tiir davramisglar
“gorev lstlenme” olarak da adlandirilabilir. Gorev {iistlenme, Orgiitsel degisimin etkisi
altindaki ¢alisanlarin islerinde, islerinin bir boliimiinde ya da isin nasil yapilacag ile ilgili
olarak koyduklar1 yapict ve goniillii ¢abalarini igermektedir. Benzer sekilde rol otesi
davraniginin diger bir sekli de kendiliginden olusan davraniglardir. Rol 6tesi davraniginin bu
formu kendiliginden olusan degisim odaklilik ve amaghlik olarak da degerlendirilmektedir.
Rol otesi davraniglar: olumlu ve goniilliilitk esasina dayanan davranislar: igerir. Rol otesi
davraniglar, yerine getirilmemesi durumunda herhangi bir cezai yaptirimin giindeme
gelmedigi davranislardir. Rol Otesi davranislari is yerine sosyalizasyon, yenilik ve degisim
getirmektedir. Kisacas1 rol otesi davramislarin performans degerlendirmelerini aydinlattig
ve calisan katilimmi arttirdigina inanilmaktadir. Rol otesi davranismin kisisel temelini,
bireylerin enerjilerini Orgiitsel faaliyetlere goniillii olarak yoneltmesi ve goniilliiliik
dogrultusunda orgiitsel gelisimi destekleyici, nceden planlanmayan, koruyucu ve orgiitiin
imajin arttirici faaliyetlerde bulunmasi olusturmaktadir (Acar, 2006, s. 4).

3.Uygulama
3.1. Uygulamanin Amag¢ ve Kapsami

Uygulamada amag; giiniimiizde 6énemli bir yere sahip olan kisi-orgiit uyumunun rol
ve rol Otesi davraniglara olan etkisinin belirlenmesidir.

Rol davranislar kisilerin sorumlu olduklari, is tanimlarinda yer alan davranislardir.
Rol 6tesi davraniglar kisilerin sorumlu olmadiklari, is tanimlarinda yer almayan tamamen
kendi kendileri istedikleri igin yaptiklar1 Orgiitteki davranislar olabilir. Bu davranislar
olumlu veya olumsuz olabilir. Rol ve rol otesi olumlu davranislar Orgiit hedeflerini
gerceklestirmeye, performansini arttirmaya ve rekabet giictinii arttirmaya yardimci olabilir.
Ciinkii bu tiir hedefler ancak ¢alisanlarin davranis ve performansiyla miimkiindyir.
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Bu calismada kisi-Orgiit uyumunun rol ve rol 6tesi davranislara etkisi Olciilmek
istenmektedir. Bunun nedeni ise hem kisi-6rgiit uyumu hem de rol ve rol 6tesi davranslar
orgtitii birgok bakimdan etkileyen en 6nemli unsurlardandir. Bu ¢alismada kullanilacak olan
verilerin ¢ok farkli sektorlerde ve Orgiit yapilarinda istihdam edilen ve farkli egitim
seviyelerinde bulunan kisiler ile anket yonteminden yararlanilarak yapilmasi calismanin
sahip oldugu niteliklerdendir.

Calismanin Sinirlari

e Arastirma hali hazirda ¢alisan kisiler ile sinirlidir.
e Calisma kisi-Orgiit uyumu rol ve rol Otesi davrarmislar anketindeki Olgekler ile
sinirhidir.

Calismanin Varsayimlari

e (Calisan kisiler tarafindan anket sorulari i¢tenlikle cevaplanmustir.
e Toplanan veriler gercegi yansitmaktadir.

Bu calismada, kisi-orgiit uyumunun rol ve rol 6tesi davranislara etkisi anketinden
elde edilen 253 calisana ait verinin SPSS programinda analizinin yapilmas: ve kisi-Orgiit
uyumunun rol ve rol otesi davraniglara etkisinin tespit edilmesi hedeflenmistir. Arastirma
kapsaminda almman 6rneklemde toplam 253 adet anket formundan elde edilen veriler, SPSS
programu kullanilarak ¢alismanin amaglar1 ve hipotezler dogrultusunda cgesitli istatistiksel
analizlere tabi tutulmustur. Yapilan calismada degiskenler arasinda iligki olup olmadigmi
belirlemek; iligki var ise bu iligkinin yoniinii ve siddetini saptamak ile bagimli degiskenin
bagimsiz degiskenler ile iligkisini ortaya koymak igin korelasyon analizi yapilmis, birbiriyle
iligkili ¢ok sayida degiskeni bir araya getirerek daha az sayida degisken bulmak igin faktor
analizi yapilmis ve korelasyon analizi sonucunda belirledigimiz degiskenler arasi iligkilerin
niteligini agtklamak amaciyla regresyon analizi yapilmistir.

3.2. Faktor Analizi

Faktor analizi, birbiri ile iligkili ¢ok sayida degiskeni bir araya getirerek daha az sayida yeni
degiskenler bulmay1 amaglayan ¢ok degiskenli bir istatistiktir. Faktor analizi, degiskenler
arasinda birbiri ile iligkili olanlar1 bir kategoriye toplayarak, daha az sayida degisken elde
ederek ve degisken sayisim1 azaltarak analizi gorsellestirme ve yorumlama kolaylhig:
saglamaktadir. Faktor analizinin ¢ok farkli kullanim alanlar1 bulunmaktadir. Faktor analizi,
testlerin ve Olgeklerin gelistirilmesi ve degerlendirilmesi ile ugrasan arastirmacilar tarafindan
yogun bir bicimde kullanilmaktadir. Olgek gelistiren arastirmacilar, cok sayida olgek
maddesi ve sorusu ile ise baslarlar ve faktor analizi tekniklerini kullanarak, daha az sayida,
tutarli alt Olgekler olusturacak bicimde Olgek maddelerini kategorize eder ve azaltirlar.
(Biiytikoztiirk, 2002).

Tablo 1. Faktor Analizi

KMO and Bartlett’s Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. ,761
Bartlett’s Test of Approx. Chi-Square 2763,725
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Sphericity

df

210

Sig

,000

Tablo 1'de KMO ve Bartlett testi sonuglar1 yer almaktadir. KMO degeri 0.60'in iizerinde
olmasi gerekmektedir. Yapti§imiz calismada 0.76 ¢ikmistir. Sig. degeri istatistiki olarak
anlamli gtkmigtir. Bu deger faktor analizi yapilmasmnm uygun oldugunu gostermektedir.
(Biiytikoztiirk, 2002). Tablo 2’de faktor analizi sonuglar1 gosterilmektedir.

Tablo 2. Faktor Analizi Sonuglar

Faktorl: Kisi-Orgiit Uyumu (Varyansin agiklama giicii= %25,7) Faktor
yiikii
Kisisel degerlerim kurumumun degerleri ve kiiltiiriiyle eslesiyor. 0,638
Hayatta deger verdigim seyler, kurumumun deger verdigi seylere ¢ok benzer. | 0,727
Kurumumun kiiltiiriiniin baz1 yonleri kisisel degerlerimi desteklemiyor. 0,429
Calistigim kurum c¢alisanlarina iyi davraniyor. 0,700
Sik sik kendimi sirketimin yonetim uygulamalariyla aynu fikirde buluyorum. 0,706
Kurumumun degerleri, hayatta deger verdigim seylere tam olarak uyuyor. 0,830
Kurumumun kiiltiirii inanglarima iyi uyum saghiyor. 0,836
Kurumumda yer alan ilkelerin ¢oguna katiliyorum. 0,835
Faktor 2: Rol Otesi Davranislar (Varyansin agiklama giicii= %18,1) Faktor
yiikii
Ise katilimim normalin tizerindedir. 0,488
Isimin tiim gereksinimlerini yerine getiriyorum. 0,580
Isle ilgili tiim gorevlerde uzmanlik gosteriyorum. 0,664
Isimde genellikle bana verilen gérevden daha fazlasin {istlenebilirim. 0,777
Isimin tiim alanlarim yetkinlik ile yerine getirilmesinde uzmanim. 0,857
Genelde isimi beklendigi gibi gorevleri gerceklestiriyorum. 0,670
Faktor 3: Rol Davraniglar (Varyansin agiklama giicii= %?7,5) Faktor
yiikii
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Ise gelemeyen arkadaslarima yardim ederim 0,602

Arkadaslarimin islerine mani olmamaya ¢alisirim 0,655

Ise gelemedigim de 6nceden haber veriyorum 0,672

Ik faktor sekiz ifadeyle tanimlanmistir ve kisi 6rgiit uyumunu simgeler; ikinci faktdr altt
ifadeyle tanimlanmistir ve rol Otesi davramislari simgeler; tiglincii faktor tii¢ ifadeyle
tanimlanmustir ve rol davranislari simgelemektedir. Bu faktorlerin varyans agiklama oranlari
ise sirasiyla % 25, %18 ve %7 olarak gergeklesmistir.

3.3.Korelasyon Analizi

Korelasyon analizi, iki degisken arasinda iliski olup olmadigmni, eger varsa bu
iliskinin ne yonde ve ne derecede oldugunu belirlemek igin kullanilan bir istatistiksel
yontemdir. Kisacasi bu analiz yontemi, degiskenler arasindaki iliskiyi agiklamaya yardimci
olmaktadir. Bir degiskenin iki ya da daha ¢ok degisken ile olan iligkisi ¢oklu korelasyon; bu
degiskenlerden birinin sabit tutularak diger degiskenler ile olan iligkisi ise kismi korelasyon
ile hesaplanir. Korelasyon analizi i¢in Pearson ve Spearman testleri kullanilmaktadir.
Verilerin normal dagilim gosterdigi durumlarda Pearson, verilerin normal dagilmadig:
durumlarda ise Spearman korelasyon katsayis1 uygulanmaktadir (Newbold, 2005, s. 488-
489).

Korelasyon katsayisi r ile gosterilmekte ve “’r”” -1 ile +1 arasinda degerler almaktadir.
Buna gore r degeri;

e 0,90ile 1 arasinda oldugunda ¢ok kuvvetli,

e 0,70 ile 0.89 arasinda oldugunda kuvvetli,

e 0,50 ile 0.69 arasinda oldugunda orta,

e 0,30 ile 0.49 arasinda oldugunda diistik bir iliski oldugu,

¢ 0 oldugunda iliski olmadig;,

e +1 oldugunda ayni yonlii tam dogrusal bir iliski oldugunu,

e -1 oldugunda ise ters yonlii tam dogrusal bir iliski oldugunu gostermektedir.

Degiskenler arasinda pozitif bir iliski olmasi, bir degisken degerinin artmasi
durumunda diger bir degiskeninde degerinin artacagin1 veya bir degisken degerinin
azalmas1 durumunda diger bir degiskeninde degerinin azalacagini ifade etmektedir. Yani
ayn1 yonlii dogru orantinin varligr sz konusudur. Degiskenler arasinda negatif iliski olmast
durumunda ise degiskenlerden birine ait degerin artmasi durumunda diger degiskene ait
degerin azalacagini ifade etmektedir. Yani ters yonlii ters orantinin varligi s6z konusudur.
Bu ¢alisma normal dagilim gosterdiginden Pearson testi kullanilmistir (Akin, 2008).

Tablo 3. Korelasyon

Correlations

Rol Rol 6tesi Kisi-Orgiit
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Rol Pearson Correlation 1 ,357" ,090

Sig. (2- tailed) ,000 ,151

N 253 253 253

Rol 6tesi  Pearson Correlation ,357" 1 ,185"

Sig. (2- tailed) ,000 ,003

N 253 253 253

Ki§i—0rgﬁt Pearson Correlation ,090 ,185™ 1
Sig. (2- tailed) ,151 ,003

N 253 253 253

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

Tablo 3’de goriildiigii gibi rol davramsi ve rol otesi davranis arasinda pozitif yonlii,
zayif seviye bir korelasyon (r= 0,357) vardir. Yani rol davranislar ile rol otesi davranislar
arasinda ayni yonlii ve zayif bir iliski s6z konusu oldugunda rol davraniglardaki artis rol
otesi davraniglar1 da arttirmakla beraber ¢ok giiglii bir etkisinin oldugu soylenemez. Rol 6tesi
davranis ve kisi orgiit uyumu arasinda da pozitif yonlii, zayif seviyede bir korelasyon vardir.
Rol davrans ve kisi 6rgiit uyumu arasinda pozitif yonlii, cok zayif seviyede bir iliski vardar.

3.4.Regresyon Analizi

Regresyon analizi, aralarinda iliski olan iki ya da daha fazla degiskenden birinin
bagimli degisken, digerlerinin bagimsiz degiskenler olarak ayrimu ile aralarindaki iliskinin
matematiksel bir esitlik ile agiklanmas stirecidir (Newbold, 2005).

Bu arastirmada birden fazla degisken oldugu i¢in ¢oklu regresyon analizi kullanilmistir.
Ho : Kisi 6rgiit uyumunun rol ve rol 6tesi davranislara etkisi yoktur.

H: : Kisi orgiit uyumunun rol ve rol 6tesi davranislara etkisi vardir.

Tablo 4. Regresyon Tablosu

Model Summary

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 ,1872 ,035 ,027 ,52624

a. Predictors: (Constant), rolotesi, rol
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R Square degeri 0,035 ctkmistir ancak ¢oklu regresyon oldugu icin Adjusted R Square degeri
dikkate alinmalidir. Bu deger 0,027 olarak hesaplanmistir. Yani iki bagimsiz degisken (rol
otesi davranig ve rol davraris), bagimli degiskendeki (kisi 6rgiit uyumu) degisimin %2.7’sini
agiklayabilmektedir. Yani; kisi orgiit uyumu degiskenindeki degisimlerin % 2.7’si rol ve rol
Otesi davranislar tarafindan aciklanmaktadir. Buna gore bu ¢alismadaki bagimsiz
degiskenler, bagimli degiskenin varyansinin %?2.7 sini etkilemektedir.

Tablo 5. Regresyon katsayilar1

Coefficients?
Model Unstandardized | Standa 95,0 % Correlations Collinearity
Coefficients rdized Confidence Statistics
Coeffi Interval for B
cients
B Std. Beta t Sig. Lower | Upper | Zero- Partial | Part | Tolerance VIF
Error Bound | Bound | order
1 (Constant) | 2,456 ,336 7,318 ,000 | 1,795 3,117
Rol ,029 ,068 ,028 ,420 ,675 | -,105 ,163 ,090 ,027 ,026 | ,872 1,146
Rol Gtesi 214 ,081 ,175 2,631 ,009 | ,054 ,373 ,185 164 ,163 | ,872 1,146

Tablo 5de Regresyon modelinin katsayilar1 ve anlamlilik degerleri yer almaktadur.
Rol Otesi davramisin regresyon modeli katsayisi 0,214 olarak hesaplanmistir. T testi
sonucunda anlamlilik derecesi 0,009 olarak hesaplanmistir. Sig. degeri 0,05 ten kiigiik oldugu
i¢in %5 anlamlilik derecesinde anlamli oldugu goriilmektedir. (Newbold, 2005)

Sonug

Glintimiizde oOrgiitlerin hayatta kalmalar1 ve diger orgiitler ile rekabet edebilmeleri
i¢in kisi orgiit uyumu 6nemli bir konu haline gelmistir. Kisi 6rgiit uyumu ile ilgili yapilan
calismada; kisi Orgiit uyumunun rol Otesi davramislar tizerinde rol davranislar {izerindeki
etkisinden daha fazla etkisi bulunmak ile birlikte rol Gtesi ve rol davranislar tizerinde giiclii
bir etkisinin gézlemlenmedigi sonucuna ulasilmistir. Bu konu ile ilgili yapilacak olan farkl
calismalarda veri sayilarinin arttirilmasi veya veri kapsamlarinin daha dar tutulmas: daha
degisik sonuglarin ortaya ¢ikmasini saglayacaktir. Is hayati agisindan bakildiginda drgiitlerin
ise alim stireglerinde orgiite katilacak ¢alisanlar ile 6rgiit uyumuna dikkat etmesi az da olsa
rol otesi davranisi ve rol davranis: etkileyebilir. Rol otesi davranis, kisinin tamamen kendi
istegi ile yapmis oldugu davranislar oldugundan orgiit icin 6nemli bir yere sahiptir. Rol
davraniglar kisinin yapmak ile sorumlu oldugu davranislar olmak ile birlikte orgiitiin
performansi, hayatta kalmasi ve rekabet edebilmesi i¢in 6nemli bir yere sahiptir. Bunlar goz
oniine alindiginda kisi -Orgiit uyumunun rol 6tesi davraniglar ve rol davranislar {izerindeki
etkisi az da olsa bir¢ok orgiit i¢in 6nemli olabilir. Bundan dolay: Orgiitlerin is¢i istthdam
ederken ise alimlarda kisi -Orgiit uyumunu goz 6niinde bulundurmalar:1 gerekmektedir.
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