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Yoneticiler Kendileriyle Uyumlu Astlarina Daha nm Adil Davranir?

Nihal YAZICI* Senay YURUR?

Oz

Genellikle calisanlarin algisina odaklanan orgiitsel adalet yaziminda yoneticilerin adil ya da adil olmayan
davramglarimin arka planinda neler oldugu merak uyandirmaya baslamistir. Calisanlarin  adaleteiligkin
kararlardan pasif olarak etkilenmedigini hatta érgiitteki adil ya da adaletsiz davramslar: yonlendirebilecekleri
tartistimaktadir. Yani, ¢alisanlar sahip oldugu kisisel ozellikleriyle ya da profesyonel zellikleriyle yéneticilerin
adil davramslarina yon verebilir. Oyleyse “Calisanlarin hangi ézellikleri yoneticileri daha adil davranmaya
yonlendirir? " sorusu giindeme gelmektedir. Bu sorudan yola ¢ikarak bu ¢alismada, yoneticilerin astlarina karsi
adil ya da adaletsiz davramislar sergilemesinde ast-iist uyumu (person-supervisor fit) algilarmmin nasil bir etkisi
oldugunu anlamak amaglanmistir. Bu dogrultuda, kamu kurumlarinda ve ézel sektorde ¢alisan 542 yéneticiye
cevrim i¢i anket uygulanmistir. Aragtirmanin one ¢ikan bulgularina gére; yoneticiler ast-iist uyumu algiladiklar:
astlarmmin dagitim, prosediir, kisilerarasi ve bilgilendirme ac¢isindan daha adil muamele gérdiiklerini ifade
etmigtir.

Anahtar kelimeler: Ast-Ust Uyumu, Dagitim Adaleti, Prosediir Adaleti, Kisilerarasi Adaleti, Bilgilendirme
Adaleti

Do Managers Treat More Fairly Their Subordinates Who Are Compatible
with Themselves?

Abstract

Organizational justice literature, which generally focuses on employee perceptions, has sparked interest in
what lies behind managers’ fair or unfair behavior. As a result, the argument has been made that
employees are not passive recipients of organizational justice and that they have control over the treatment
they receive as a recipient of organizational justice. In other words, employees can use their personal or
professional characteristics to influence managers’ fairness. Thus, “What characteristics of employees
lead managers to act morve fairly?” the question arises. This study is based on this question, and it aims to
learn how managers’ perceptions of person-supervisor fit influence their fair or unjust treatment of their
employees. An online questionnaire was administered to 542 managers in the public and private sectors in
this direction. Managers stated that subordinates who managers perceive as person-supervisor fit are
treated more fairly in terms of distribution, procedure, interpersonal, and information, according to the
present study’s main findings.

Key words: Person-Supervisor Fit, Distributive Justice, Procedural Justice, Interpersonal Justice,
Informational Justice
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1.Giris

Orgiitsel adalet yazini incelendiginde, yiiriitiilen ¢alismalarin uzun zamandir konuyu
astlarin bakis agisiyla ele aldigi goriilmektedir (6rn., Moorman, 1991; Cohen-Charash &
Spector, 2001; Yazict &Yiiriir 2018; Wang vd., 2022). Oysaki orgiitsel adalet, sadece calisan
algisin1 ifade etmekten daha oOte, ast ve istiin karsilikli etkilesimi sonucunda sekillenen bir
olgudur (Beugre, 1998). Bundan yola ¢ikarak, yoneticilerin 6zellikleri ¢alisanlarin ise yonelik
algi tutum ve davramslarmi etkiliyorsa (Orn, Giirkan &Akay, 2021) hatta arastirmanin
calisma konusu Ozelinde calisanlarin Orgiitsel adalet algilarinin ydneticilerin doniistimcii
liderlik (Xinlu & Vinitwatanakhun, 2021), etik liderlik (Wells & Walker, 2016) veya otantik
liderlik (Kilig, 2020) gibi o6zelliklerinden etkilendigi goriilmektedir. O halde astlarin
ozelliklerinin de yoneticilerin davraniglarini ya da kararlarini etkilemesi beklenebilir. Buna
paralel olarak ilgili yazinda yiiriitiilen c¢alismalarin, yoneticilerin Orgiitsel kaynaklari
dagitirken (dagitim adaleti), orgiitsel kaynaklarin dagitimina iliskin prosediirleri uygularken
(prosediir adaleti) ve astlartyla iletisimlerinde (etkilesim adaleti) calisanlarin kisilik
ozelliklerinden ve/veya ise yonelik Ozelliklerinden nasil etkilendiklerini anlamaya da
odaklandig1 goriilmektedir (Orn, Scott vd.,2007; Seppili vd., 2012; Cornelis vd., 2012; Zhao
vd., 2015; Huang vd., 2017; Zheng vd., 2020). Bu ¢alismalarda astlarin olumlu 6zelliklerinin
ornegin, yetkin olmasinin (Zheng vd., 2020), karizmatik olmasinin (Scott vd., 2007), igbirlik¢i
davranislariin (Seppild vd., 2012; Zhao vd., 2015), aidiyet ihtiyact olmasinin (Cornelis vd.,
2012) yardimsever olmasmin (Zhao vd., 2015) ve diirlist olmasmnin (Zhao vd., 2015)
yoneticilerin adil davraniglar sergilemesine katki sagladigi ifade edilmektedir.Bu
caligmalardan yola ¢ikarak bu arastirmada, yonetici tarafindan algilanan iist-ast uyumunun
yoneticilerin adil davraniglar sergilemesine katki saglayacagi ongoriilmiistiir. Ciinkli uyum,
bireylerin degerler, kisilik, hedef ya da yetenek gibi kendi 6zelliklerini, kurumun ya da bagka
bireylerin degerleri, kisiligi, hedefleri ve 1is talepler1 gibi dis c¢evre unsurlariyla
karsilastirilmasiyla belirlenir (Kristof-Brown, Zimmerman &Johnson 2005). Aslinda dis ¢evre
unsurlarinin kendisiyle ne kadar benzedigini ifade eden uyum (Kristof, 1996), kendi degerleri
ile en cok benzeyene isaret ettigi icin dis c¢evreye karst Orne8in asta ya da Orgiite karsi
hissedilen uyumun yonetici agisindan olumlu bir 6zellik olarak goriilecegi diisiiniilebilir. Bu
durumda tipk: astin karizmatik olmasinin ya da diiriist olmasinin yoneticinin adil davraniglari
tizerinde etkili olmas1 gibi uyumun da yoneticinin adil davraniglar iizerinde etkili olmasi
beklenmektedir. Ilgili yazin astlar agisindan incelendiginde uyumun yiiksek olmasimin ig

tatmini (llkim & Derin, 2018), orgiitsel vatandaslik davranigi (Akbas, 2011) ve duygusal
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baghlik (Yiicel&Cetinkaya, 2016) gibi olumlu sonuglara yol actifi, az olmasinin ise isten
ayrilma niyeti (Sipahi &Kesen, 2016) ve ise yonelik stres (Kilig& Yener, 2015) gibi olumsuz
sonuclara sebep oldugu ifade edilmektedir (Kristof, 1996).

Ote yandan konuyu yine astin bakis agisiyle ele alarak Yazici ve Yiiriir (2019)
tarafindan ylriitiilen calismada astlarin birey-0rgiit uyumu arttik¢a ¢alisanlarin orgiitlerini her
acidan (dagitim, prosediir, kisileraras1 adalet ve bilgilendirme adaletine) adil algiladiklar
sonucuna ulagilmistir. Her ne kadar bu calismada uyum, birey ve orgiit arasindaki uyum
olarak ele alinmis olsa da arastirma sonucu Oziinde uyumun c¢alisanlarin adalet algilarim
etkiledigini ortaya koymustur. Peki, orgiitsel adalet ve uyum arasindaki iliski yonetici bakis
acistyla degerlendirildiginde nasil bir sonu¢ ortaya c¢ikmaktadir? Yoneticiler kendi
degerleriyle uyumlu olduklarin1 diigiindiikleri astlarina daha adil mi davranirlar? Bu sorular
bireylerin tutum ve davraniglarinin, bireyin i¢inde bulundugu ¢evrenin ve bu ¢evrede yer alan
diger bireylerin etkilesiminin bir sonucu oldugunu 6ne siiren birey-orgiit uyumu kuramindan
(Kristof, 1996) ve bir grupla 6zdeslesmeyi ifade eden sosyal kimlik kuramindan (Tajfel,
1974) yola ¢ikarak, bu ¢alismada yonetici tarafindan algilanan ast-iist uyumunun yoéneticilerin

adil davraniglarini nasil etkileyecegi cevaplanmaya ¢aligilacaktir.
1. Literatiir Taramasi

Orgiitsel adalet, ¢alisanlar igin bir davranisa ya da bir karara iliskin kendileri agisindan
dogru ya da etik olduguna inandiklar1 6znel bir degerlendirmeyi ifade ederken yoneticiler i¢in
de bir davranigin ya da kararin kendileri agisindan dogru ya da etik olduguna inandiklar1 6znel
bir degerlendirmeyi ifade etmektedir (Cropanzano vd.,2007; Scott vd., 2007). Orgiitsel adalet
odaklandig1 konular bakimindan farklilik gostermekte ve dagitim adaleti, prosediir adaleti,
kisileraras1 adalet ve bilgilendirme adaleti olarak dort boyuttan olugmaktadir (Greenberg,
1993; Colquitt, 2001). Dagitim adaleti, kaynaklarin dagitimma yonelik yoneticilerin
kararlarin1 ve dolayisiyla da calisanlarin bu kararlara iliskin algisini ifade ederken (Adams,
1964; Cropanzano vd.,2001), prosediir adaleti kaynaklarin dagittiminda uygulanan
prosediirleri ve bu prosediirlere iliskin ¢alisanlarin algisin1 ifade etmektedir (Leventhal, 1980).
Kisileraras: adalet, orgiitsel kararlar1 iletirken c¢alisanlara saygili ve nazik davranilip
davranilmadigini ifade ederken, bilgilendirme adaleti ise isle ilgili bilgilerin calisanla
zamaninda ve dogru bir sekilde paylasilip paylasiimadigimni ifade etmektedir (Greenberg,
1993).

Bu calismanin diger degiskeni olan uyuma gelince, bireyin sahip oldugu degerlerin dis

cevrenin, Ornegin Orgiitin norm ve degerleriyle uyumu ya da benzesmesi olarak
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tamimlanmaktadir (Chatman 1989; Kristof, 1996; Muchinsky & Monohan, 1987). Uyum
caligmalarinda farkli uyum boyutlarinin kullanildigi goériilmektedir (6rn., birey-orgiit uyumu,
Cable & DeRue, 2002; ast-iist uyumu, Astakhova, 2016). Bu dogrultuda birey-orgiit uyumu
bireyin sahip oldugu degerlerin orgiitsel norm ve degerlerle uyumu ya da benzesmesi olarak
tamimlanirken (Chatman 1989; Kristof, 1996; Muchinsky & Monohan, 1987) ast-iist uyumu
ise yonetici ve astin degerlerinin uyumu ya da benzesmesi olarak tanimlanmaktadir

(Astakhova, 2016).

Bu calismayla, degerlerin uyumuna vurgu yapan ast-iist uyumunun orgiitselkurallarin
yoneticiler tarafindan adil ya da adaletsiz uygulanmasina etkisinin arastirildigi bu ¢alismanin
dayandig1 kuramlardan ilki birey-6rgiit uyumu kuramidir (Kristof, 1996). Birey-6rgiit uyumu
kuramina gore bireylerin algi, tutum ve davranislari iginde bulunduklari ¢evreden bagimsiz
degildir, psikolojideki etkilesimci perspektifin bir yansimasi olarak birey neyin dogru neyin
yanlis olduguna karar verirken hem c¢evreden etkilenir hem de icinde bulundugu gevreyi
etkileyebilir (Edwards vd.,1998). Bu etkilesimin sonuglarindan biri olarak bireyler, kendi
degerleriyle uyumlu ¢evrelerde bulunmay1 ister ve bdyle bir ¢evrede daha mutlu ve basarili
olurlar (Kristof, 1996). Kuramdan yola ¢ikarak, yoneticilerin de kendi degerleriyle uyumlu
olan astlarla calistiklarinda daha mutlu ve daha basarili olacaklart ve bunun sonucunda da
astlarina kars1 olumlu tutumlar ya da davranislar gelistirecekleri 6ngoriilebilir. Konuyla ilgili
ulusal ve uluslararas1 c¢aligmalara bakildiginda uyumun artmasimin orgiitsel vatandaslik
davranigi, orgilitsel baglilik ve is tatmini gibi olumlu sonuglar1 oldugunu goériilmektedir (6rn.,
Cable &Judge, 1994; Cable &Judge, 1996; Polatg1 & Cindiloglu, 2013; Yiicel & Cetinkaya,
2016; Kilig &Yener, 2015). Ayrica Meglino ve Ravlin (1998) tarafindan degerlerin
uyumunun bireylerin tutumlarini ve davraniglarini etkiledigi gibi, algilar1 lizerinde de etkisi
oldugu one siiriilmiistiir. Buna paralel olarak, Yazic1 ve Yiiriir, (2019) tarafindan ¢alisanlarin
orgiitleriyle arasindaki deger uyumunun oOrgiitsel adalet algilarimi iizerinde olumlu etkisi
oldugunu sonucuna varilmistir. Bunlardan yola ¢ikarak, astlarina iliskin deger uyumunun
yoneticilerin adalete yonelik davraniglart tizerinde etkisi olacagi oOngoriilmektedir. Bu
kapsamda yonetici odakli Orgiitsel adalet yazininda, ise iliskin 6zelliklerin (6rn., is yiiki,
Sherf vd., 2019), ¢alisan 6zelliklerinin (6rn., kendine giiven, karizma ve popiilerlik, Koopman
vd., 2015; Korsgaard vd., 1998; Scott vd., 2007) ve yoneticinin O6zelliklerinin (empati,
Patient& Skarlicki, 2010; ahlaki zorunluluk, Brebels vd., 2010) yoneticinin davranislari
iizerinde etkisi oldugu sonucuna varildig ifade edilmektedir. Her ne kadar yoneticinin ast-list

uyumu algisinin yoneticinin adalete yonelik davranislarina nasil bir etkisi oldugunu agiklayan
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bir calismaya rastlanmamis olsa da -bilindigi kadariyla- Yyoneticilerin adalete yonelik
davraniglarinin birtakim faktorlerden etkilendigini gosteren bu calismalardan yola c¢ikarak
astlartyla aralarindaki uyumun da yoneticilerin adalete yonelik davraniglarina etkisi olacagi

diistinilmiistiir.

Arastirma sorusunun dayandigi ikinci kuram ise sosyal kimlik kuramudir. (Tajfel,
1974). Kurama gore benzer degerleri paylasmak bir gruba ait olmayr ve hatta o grupla
0zdeslesmeyi beraberinde getirmektedir (Turner, 1987). Kuram, bir grupla 6zdeslesmenin
gruplar arasi karsilastirmayi tetikledigini 6ne siirmektedir. Bu karsilastirma sonucunda birey
kendi gruplarin1 kayirmakta, grup tlyeleriyle is birlikei iliskiler kurmakta ve grup iiyeligini
stirdlirmeyi saglayacak tutumlar veya davranislar gelistirmektedir. Kurama gore birey diger
gruplara ve grup tyelerine kars1 kiigimseme gibi olumsuz davranisglar sergileyebilmektedir
(Tajfel, 1974). Oyleyse yoneticilerin kendi degerleriyle uyumlu gruplara dogru gekilerek bu
gruplarla 6zdeslesmesi muhtemel olacaktir. Daha 6nemlisi, Orgiitsel adaleti tesis eden aktor
olarak yoneticin kendi degerleriyle uyumlu kisi ya da gruplara daha adil davranmaya

caligmast sosyal kimlik kurami (Tajfel, 1974) varsayimlari ¢ercevesinde dngoriilebilir.

Tiim bunlardan yola ¢ikarak olumlu bir 6zellik olarak ast-list uyumunun yoneticilerin
adil davranislarini arttiracagi ongoriilmektedir. Buna goére gelistirilen hipotezler asagida yer
almaktadir.

H1:Yoneticilerin ast-list uyumuna yonelik algilarinin dagitim adaleti lizerinde pozitif
bir etkisi vardir.

H2: Yoéneticilerin ast-iist uyumuna yonelik algilarinin prosediir adaleti lizerinde pozitif
bir etkisi vardir.

H3: Yoneticilerin ast-list uyumuna yonelik algilarinin kisilerarast adalet tizerinde
pozitif bir etkisi vardir.

H4: Yoneticilerin ast-list uyumuna yonelik algilarinin bilgilendirme adaleti tizerinde
pozitif bir etkisi vardir.

2. Arastirmanin Yontemi

Bu arastirma, yoneticilerin Orgiitsel kurallar1 uygularken astlariyla aralarindaki
uyumdan etkilenip etkilenmedigini ve nasil etkilendigini anlamayr amaglamaktadir.
Arastirmanin amacima ulagabilmesi i¢in nicel yontem tercih edilmistir. Veri toplamak
amaciyla olusturulan ¢evrim i¢i anketlerin Tiirkiye’de c¢esitli firmalarda ¢alisan yoneticilere

kolayda 6rneklem yontemiyle ulastirilmistir.
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Yonetici ve calisam1 arasindaki degerlerin uyuma odaklanan bu arastirmada
yoneticilerin astlar1 degerlendirirken onyargili davranmalarinin 6nii gegmek i¢in tedbir almak
istenmistir. Bu yiizden yoOneticiler anketi cevaplarken en son iletisim kurduklar: astlart
diistinerek ifadeleri degerlendirmeleri gerektigi anket formunda belirtilmistir. Bdoylece
yonetici tarafindan en sevilen ya da en sevilmeyen astin degerlendirmelerinin Oniine
gecilecegi umulmaktadir. Ayrica, yoneticinin astlarina yonelik davraniglarini kiyaslayabilmesi
icin birden fazla ast1 olan yoneticilerin arastirmaya dahil edilmesi amaglanmistir. Bu ylizden

sadece bir ast1 olan yoneticiler arastirma kapsaminin diginda birakilmistir.
2.1. Orneklem

Aragtirmanin veri toplama siireci 604 anket ile tamamlanmustir. Veri toplama siireci
tamamlandiktan anketler cevaplama siiresi, verilen cevaplarin tutarliligl ve yoneticilerin ast
sayis1 gibi kriterle gore incelenmistir. Bunun sonunca 3 dakikanin altinda cevaplanan anketler,
bir saatin iistiinde cevaplanan anketler, hep ayni cevabi tekrarlayan anketler ve bir tane asti
oldugunu belirten yoneticilerin anketleri elenmis ve geriye kalan 542 anket ile analiz
yapilmistir.  Bu arastirmanin insanlar iizerinde yiiriitiilmesinden dolay1 Gebze Teknik
Universitesi Insan Arastirmalar1 Etik Kurulundan 2021-13 sayili ve 05.05.2021 tarihli etik
kurul onayr alinmistir. Etik onay kapsaminda katilimcilardan bilgilendirilmis onam formunu

doldurmalari istenmistir.

Arastirmaya dahil olan yoneticilerin demografik 6zelliklerine gelince, katilimecilarin
%70’ inin erkek oldugu ve %30’ unun kadin oldugu gozlemlenmistir. Buna gore arastirmanin
biiyiik cogunlugu erkek yoneticilerden olusmaktadir. Arastirmaya katilan yoneticilerin %2,7’
sinin 18-25 yas grubundan, %30,2’ sinin 26-34 yas grubundan, %43,8” inin 35-44 yas
grubundan ve %18,6° smin 45-54 yas grubundan oldugu tespit edilmistir. Buna gore
arastirmaya dahil olan yoneticilerin biiyiik ¢ogunlugunun 35-44 yas grubundan olugmaktadir.
Yoneticilerin egitim diizeylerine bakildiginda, yoneticilerin %5,4° i lise mezunu, %7,3’ i 6n
lisans mezunu %58’ i lisans mezunu, %25,9° u yiiksek lisans mezunu oldugu ve %3.4’ i
doktora mezunu oldugunu ifade etmistir. Buna gore arastirmaya dahil olan yoneticilerin
biliyiik cogunlugunun lisans mezunu oldugu sodylenebilir. Arastirmaya katilan ydneticilerin
%84,4’ 1 6zel sektorde, %15,6 kamu da gorev yapmaktadir. Diger bir ifadeyle yoneticilerin
biiyiik cogunlugu 6zel sektorde yoneticilik yapmaktadir. Arastirmaya katilan yoneticilerin
%17,2° sinin alt diizey yonetici, %53’ {iniin orta diizey yonetici, %22’ sinin iist diizey
yonetici, %3,2” sinin kurucu ortak ve %3,8’ nin de kurucu oldugu tespit edilmistir. Buna gore

bu arastirmanin biiyiik 6l¢iide orta diizey yonetici katiliminda gergeklestirildigi soylenebilir.
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Ayrica, arastirmaya katilan yoneticiler ortalama 14 yillik yoneticilik tecriibesine sahip
olduklarin1 ve mevcut is yerlerinde kendisine bagli ortalama 38 astlart bulundugunu ifade

etmistir. Katilimeilara iligkin bilgiler Tablo 1’ de yer almaktadir.

Tablo 1. Katilimeilarin Demografik Ozellikleri

Demografik ozellikler Frekans Yiizde
o Kadm 168 30,1
Cinsiyet
Erkek 391 69,9
18-25 15 2,7
26-34 169 30,2
Yas
35-44 245 43,8
45-54 104 18,6
Lise 30 54
On Lisans 41 73
Egitim Lisans 324 58,0
Yiiksek Lisans 145 25,9
Doktora 19 34
Ozel sektor 472 84,4
Sektor
Kamu 87 15,6
Alt diizey yOnetici 96 17,2
Orta diizey yOnetici 301 53,8
Pozisyon  Ust diizey yonetici 123 22,0
Kurucu ortak 18 3,2
Kurucu 21 3,8

2.2. Veri Toplama Araclari

Bu arastirmada kullanilacak anket ii¢ bdliimden olusmaktadir. Birinci boliimde
orgiitsel adalet dlgegi yer alirken ikinci boliimde yoneticilerin, iist-ast uyumuna iliskin 6l¢ek
yer almaktadir. Ugiincii ve son béliimde ise katilimcilarm cinsiyet, yas ve egitim gibi
demografik o6zelliklerine iliskin sorular yer almaktadir. Bu sorulara ek olarak, katilimcilarin
yoneticilik pozisyonlari, astlarinin sayist ve kamu ya da 6zel sektdrde galistyor olmalar1 gibi

da bu boliime eklenmistir.

Ust-ast uyumu 6lgegi: Yoneticilerin astlariyla aralarindaki uyuma yonelik algilarini
olgmek icin, Cable ve DeRue (2002) tarafindan gelistirilen birey-0rgiit uyumu Olgegi
kullanilmigtir.  Birey-6rgiit uyumunu 6lgmek iizere tasarlanan Olgegin Astakhova (2016)
tarafindan kullanilan ¢alisan bakis agisiyla list-ast uyumu olarak kullanildig1 gézlemlenmistir.

Bundan yola cikarak bu ¢aligmada &lgek ifadeleri ydneticiye uyarlanarak kullanilmustir. Ug
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ifade ve tek boyutlu 6l¢ekte ‘Hayatta deger verdigim seyler, astimin deger verdigi seylere ¢ok

benziyor.” gibi ifadeler yer almaktadir.

Orgiitsel adalet dlcegi: Yoneticilerin orgiitsel adalete yonelik davramslarinin dl¢iimii
icin Colquitt (2001) tarafindan gelistirilen dort boyuttan ve yirmi ifadeden orgiitsel adalet
Olcegi kullanilmistir. Aslinda Colquitt (2001) tarafindan gelistirilen orijinal dlgek ¢alisanlarin
orgiitsel adalet algisin1 6lgmek ilizere tasarlanmistir. Fakat orgiitsel adaleti yonetici bakis
acistyla inceleyen yazinda ylriitiilen ¢alismalar incelendiginde Colquitt (2001) tarafindan
gelistirilen dlgekte yer alan ifadelerin yoneticilere uyarlanarak kullanildig: goriilmiistiir. (6.,
Zhao vd. 2015; Scott vd. 2014; Huang vd., 2017). Bu ¢alismalardan yola ¢ikarak Colquitt
(2001) tarafindan gelistirilen Olgegin kullanilmasi uygun bulunmus ve Olgek ifadeleri
yoneticilere gore diizenlenmistir. Olgekte, dagitim adaleti icin ‘Astimin isinden elde ettigi
kazanim performansimin karsiligidir.’, prosediir adaleti i¢cin ‘Prosediirleri uygularken, astim
duygu ve disiincelerini ifade edebilir.’, kisilerarasi adalet i¢in ‘Astima haksiz elestiri
vapmaktan kaginirim.” ve bilgilendirme adaleti icin ‘Astima isle ilgili detaylar: zamaninda
bildiririm.” gibi ifadeler yer almaktadir. Arastirmada kullanilan 6lgeklerde yer alan ifadelere

5°1i likert formatinda yanit istenmistir (1=kesinlikle katilmiyorum, 5=kesinlikle katiliyorum).
2.3. Gegerlilik ve Giivenirlilik

Arastirmanin gegerliligi ve gilivenirligini test etmek i¢in SPSS araciligiyla agiklayici
faktor analizi ve igsel tutarlilik analizi yapilmistir. Aciklayict faktdr analizleri Varimax
rotation kullanilarak, faktor yiikii 0,50’ nin altinda olanlar elenerek analiz yapilmistir (Hair
vd.,2006). Yapilan faktor analizinde KMO (0,909) ve Bartlett kiiresellik derecesinin uygun
araliklarda oldugu ve buna bagli olarak da veri setinin faktor analizi i¢in uygun oldugu

kararina varilmstir.

Aciklanan faktor analizi sonucunda, bes faktorlii yapinin (ast-list uyumu, dagitim
adaleti, prosediir adaleti, kisileraras1 adalet ve bilgilendirme adaleti) elde edildigi
gozlemlenmistir. Ayrica toplam varyansin %78’ ini agiklayabildigi goriilmiistiir. Bu bes
faktorli yapmin yapilarin orijinal 6lgeklerle (ast-list uyumu dlgegi, Cable &DeRue, 2002;
orgilitsel adalet dlgegi, Colquitt, 2001) uygun yapilar sergiledigi gézlemlenmistir. Bununla
birlikte prosediir adaletine iliskin {i¢ ifadenin (PAS5, PA6 ve PA7) farkl faktorlere yiiklenmesi

sebebiyle arastirmanin kapsamindan ¢ikartilmistir.
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Tablo 2. Faktor Analizi ve Giivenirlilik Degerleri

Degiskenler Faktor Yiikleri Cronbach Alfa Katsayilari
Ast-iist uyumu (AUU) 0,93
AUU1 0,932

AUU2 0,931

AUU3 0,909

Dagitim Adaleti (DA) 0,94
DAl 0,909

DA2 0,904

DA3 0,901

DA4 0,872

Prosediir Adaleti (PA) 0,88
PAl 0,831

PA2 0,803

PA3 0,778

PA4 0,757

Kisilerarasi Adalet (KA) 0,85
KAl 0,785

KA2 0,742

KA3 0,699

KA4 0,682

Bilgilendirme Adaleti (BA) 0,93
BA1l 0,843

BA2 0,817

BA3 0,734

BA4 0,695

BA5 0,637

Faktor analizinin ardindan olusan yapimin giivenilirligini test etmek icin olusan
yapilarin Cronbach alfa katsayilar1 hesaplanmigtir. Faktor analizi sonucunda olusan yapilarin
Cronbach’s alpha degerlerinin 0,94-0,85 arasinda oldugu tespit edilmis ve sosyal bilimlerce
kabul edilebilir deger olan 0,70’in iizerinde oldugu sonucuna varilmistir (Hair vd., 2006;
Nunally, 1978). Faktor analizi ve giivenirlilik analizine ydnelik sonuglar Tablo 2’ de yer

almaktadir.
2.4. Ortak Yontem Yanhhg:

Bu c¢alismada yoneticilerin ast-list uyumu algilarin1 ve adalete iliskin davraniglarin
O0lcmek icin 0z bildirime dayali 6lgekler kullanilmistir. Her ne kadar oOrgiitsel davranis
yazininda c¢ogunlukla 6z bildirime dayali 6lgek kullanilsa da Podsakoff vd. (2003) 6z
bildirime dayali Ol¢eklerin ortak yontem yanliligina (common method variance) sebep
oldugunu one siirmektedir. Ortak yontem yanliligin1 6nlemek i¢in bu ¢alismada harman tek
faktor testi (Harman's single factor test) yapilmistir. Yapilan analiz sonucunda en biiyiik
faktoriin varyansinin %40 oldugu tespit edilmistir. Elde edilen degerin sinir olarak kabul
edilen %50’nin altinda olmasi sebebiyle kabul edilebilir diizeyde oldugu ve bu arastirmanin

ortak yontem yanlili§1 sorunu olmadigi sonucuna varilmistir (Harman, 1976; Podsakoff vd.,
2003; Gunkel vd., 2016).
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2.5. Betimleyici istatistikler ve Korelasyon Degerleri

Faktor analizi sonucunda elde edilen bes faktorlii yapinin tanimlayici istatistikleri ve
karsiliklr iligkileri incelenmistir. Yapilan korelasyon analizi sonucunda biitiin degiskenlerin
arasindaki iliskinin anlamli ve kabul edilebilir diizeyde (p<,01) oldugu sonucuna varilmstir.
Ayrica yapilan korelasyon analiziyle birlikte ast-iist uyumunun ortalamasimin 3,32 oldugu,
dagitim adaletinin ortalamasinin 3,75 oldugu, prosediir adaletinin ortalamasinin 4,25 oldugu,
kisileraras1 adaletin ortalamasinin 4,47 oldugu ve bilgilendirme adaletinin ortalamasinin 4,46
oldugu gozlemlenmistir. Degiskenlere iliskin tanimlayict istatistikler ve degiskenler

arasindaki korelasyon degerleri Tablo 3’ te yer almaktadir.

Tablo 3. Betimleyici statistikler ve Korelasyon Degerleri

Ortalama ST 1 2 3 4 5
AUU 3,32 1,00 1
DA 3,75 0,963 ,235™ 1
PA 4,25 0,647 ,239™ ,342™ 1
KA 4,47 0,602 263" 317 ,559™ 1
BA 4,46 0,595 ,200™ ,303™ 577 [ 718™ 1

**np< 0,01, ** p< 0,01
AUU: Ast-iist uyumu, DA: Dagitim adaleti, PA: Prosediir adaleti, KA: Kisilerarasi adalet,
BA: Bilgilendirme adaleti

2.6. Hipotez Testi

Bu aragtirmada yonetici tarafindan algilanan ast-list uyumunun yoneticilerin
davraniglariin adilligine nasil bir etkisi oldugu incelenmek amaciyla olusturulan hipotezlerin
test edilmesi igin dort regresyon analizi yapilmistir. Bu regresyon analizlerinde ydnetici
tarafindan algilanan ast-list uyumu bagimsiz degisken olarak ele alinirken, dagitim adaleti,
prosediir adaleti, kisiler arasi adalet ve bilgilendirme adaleti ise bagimli degisken olarak

kullanilmistir. Regresyon analizlerinin sonucu Tablo 4’ te 6zetlenmistir.

Tablo 4. Ast-iist uyumu ve Orgiitsel adalet arasinda yapilan regresyon analizlerinin 6zeti

Dagitim Adaleti Prosediir Adaleti Kisileraras1 Adalet Bilgilendirme Adaleti
1] T p 1] T p [i] T p B T p
Ast-iist 0,23 5,71 000~ 0,24 581 ,000** 0,26 6,44 ,000~* 0,20 4,81 ,000%**
Uyumu
R? 0,06 0,06 0,07 0,04
Adj.R* 0,05 0,06 0,07 0,04
F 32,6 33,8 41,5 23,2
p ,000 ,000 ,000 ,000
**% n< 0,00

Tablo 4 incelendiginde, ast-iist uyumu ile dagitim adaleti (Beta (3)= 0,24; p<0.001),
prosediir adaleti (= 0,24; p<0.001), kisileraras1 adalet (= 0,26; p<0.001), bilgilendirme
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adaleti 5= 0,20; p<0.001) arasinda pozitif iliski oldugu goriilmektedir. Bunlardan yola ¢ikarak
H1, H2, H3 ve H4 kabul edilmistir.

Ayrica, analiz sonuglarmma gore, ast-list uyumunun Kkisilerarasi adalet iizerindeki
etkisinin, her ne kadar B degerleri birbirlerine yakin olsa da digerlerine kiyasla daha fazla
oldugu sonucuna varilmistir (f =,263). Bunu sirasiyla prosediir adaleti (3=,239), dagitim

adaleti (5=,235) ve bilgilendirme adaleti (3=,200) takip etmektedir.
Sonuc, Tartisma ve Oneriler

Ast-list uyumunun Orgiitsel adaleti tesis eden yoneticilerin adalete iliskin kararlarin
nasil sekillendigini anlamak bu c¢aligmanin temel amacidir. Daha 6nce yapilan pek cok
calismanin aksine bu caligmada konu yoneticilerin bakis agisindan ele alinmaktadir. Ciinkii
orgiit-calisan ya da yoOnetici-calisan gibi en az iki tarafi olan orgiitsel adalet olgusunu anlamak
ve aciklamak icin konuya sadece astlar (¢alisanlar) tarafindan bakmak yetersiz kalmaktadir
(Coyle-Shapiro & Kessler, 2002; Scott vd.,2009). Bundan yola ¢ikarak astiyla arasindaki
degersel uyumun yoneticinin ona karsi davraniglarini ve kararlarimi nasil etkiledigi, nasil

sekillendirdigi bu ¢alismanin yanit aradigt soru olmustur.

Elde edilen sonuglara bakildiginda, yoneticilerin (dagitim adaleti, prosediir adaleti,
kigileraras1 adalet ve bilgilendirme adaleti) astlariyla aralarindaki uyumdan olumlu
etkilendikleri goriilmiistiir. Yani yoOneticilerin, astlar1 arasinda kaynaklar1 dagitmak,
prosediirleri isletmek ya da onlarla iliskilerinde, aralarinda uyum olmasindan etkilendikleri
soylenebilir. Ustelik ast-iist uyumunun orgiitsel adalet iizerindeki etkisinin, adaletin tiim
boyutlar1 iizerinde de anlamli olmasi, ast-list uyumunun Orgiitsel adalet olgusunun

aciklanmasinda 6nemli bir konu oldugunu géstermektedir.

Bu calismayla asta iliskin olumlu o6zelliklerin yoneticilerin adil davraniglarin
arttirdigini one siiren arastirmalara (6rn., Scott vd., 2007; Seppéld vd., 2012; Cornelis vd.,
2012; Zapata vd., 2013; Zhao vd., 2015; Huang vd., 2017; Zheng vd., 2020) katki
saglanmistir. Diger bir ifadeyle olumlu 6zelliklere sahip astlar kadar ydneticisiyle uyumlu
degerlere sahip astlar da daha adil muamele gérmektedirler. Bu sonu¢ ayrica en bastaki
diistinceyi destekler sekilde, adalet olgusunun tek tarafli (astlar tarafindan) incelenmesinin
yetersizligine ve konunun daha iyi anlasilabilmesi i¢in diger taraftan da (yonetici) ele alinmasi
geregine isaret etmesi bakimindan onemli goriilebilir. Taraflarin adalet ya da adaletsizlik

algis1 kendilerinden bagimsiz olarak sekillenmemektedir. Yani yoneticisini adaletsiz algilayan
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Ast-list uyumunun ydneticilerin davranislart {izerinde olumlu etkisinin tespit
edilmesiyle bireylerin kendisiyle benzer degerleri paylasan insanlarla ¢alismaktan memnun
olduklar1 ve bunu devam ettirmek i¢in adalet konusunda daha hassas davranarak caba
harcadiklar1 sonucuna varilmistir. Boylece birey-orgiit uyumu kurami (Kristof, 1996) ve
sosyal kimlik kurami (Tajfel, 1974) yonetici agisindan da dogrulanmistir. Clinkii yoneticiler,
kendilerine benzeyen, kendileriyle ayn1 degerleri paylastiklarim1 diisiindiikleri astlarina her

acidan adil davranmaktadirlar.

Arastirmanin bir diger sonucu ise ast-list uyumun kisileraras1 adalet iizerindeki
etkisinin digerlerine kiyasla goreli olarak daha fazla olmasidir. Yani astiyla algiladigi uyum
yoneticinin kaynak dagitimi ya da prosediirleri uygulayisindan c¢ok, onlarla iligkilerini
etkiledigini sdylemek miimkiindiir. Bu durum, iki kisi arasindaki degerlerin uyumuna vurgu
yapan ast-iist uyumu (Astakhova, 2016) ile direkt olarak iki kisi arasindaki iligkiye ya da
iletisime vurgu yapan kisileraras1 adaletin (Greenberg, 1993) kavramsal olarak yakinlig: ile
aciklanabilir. Sonug olarak bireyler arast uyumun en goriiniir oldugu adalet boyutunun
iletisim boyutu olmas1 da sasirtict degildir. Ancak yine de yoneticilerin uyum yakaladiklar
astlarina iletisimlerinin yani sira, goreli olarak daha diisiik bir etki de olsa prosediir ve dagitim
adaleti acisindan da olumlu/avantajli davrandiklarinin tespit edilmis olmasi onemlidir. Yani
ast ve Ust arasindaki degersel uyum, yoneticilerin o astla iletisiminde oldugu kadar kaynaklari

dagitirken de kararlarini etkiler gortilmektedir.

Aragtirmanin en 6nemli kisitinin, sosyal bilimlerde yapilan arastirmalarin genelinde
oldugu gibi katilimcilarin, arastirma anketini samimi ve diiriist cevaplar vererek yanitladiginin
varsayllmis olmasidir. Ayrica arastirma kapsamindaki yoneticilerden anketi yanitlarken, son
etkilesim kurduklar1 astlarin1 degerlendirmeleri istendigi i¢in katilimeilarin son etkilesim
kurduklar1 astlarimi diisiinerek anketi yanitladiklar1 diisiiniilmiistiir. Buna karsilik en yakin
olduklar1 ya da en son sorun yasadiklari astlarmi diisiinerek yanit vermis olmalari bu
arastirmanin bir diger kisit1 sayilabilir. Yoneticinin adalete yonelik davraniglarinin incelendigi
bu arastirmanin daha etraflica anlasilabilmesi i¢in uyum boyutlarinin (birey-6rgiit uyumu,
birey-is uyumu gibi) etraflica incelenmesi 6nerilmektedir. Bunun yani sira bu ¢alismada daha
once ylriitiilen ¢calismalardan farkli olarak konu, yoneticilerin bakis agisiyla ele alinmis ancak
bu kez de astin algis1 soru isareti olarak kalmistir. Yani arastirma kapsamindaki yoneticilere
bagli calisan astlar da yoneticilerinin davranislar1 konusunda ayni algiya mi1 sahiptir? Bu soru
yanitsiz kalmistir. Dolayisiyla da bundan sonra adalete iliskin tiim taraflarin algilarini birlikte

ele alan calismalarin yapilmasi 6nerilmektedir.
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Destek Bilgisi: Bu ¢alisma, kamu, ticari veya kar amaci giitmeyen kuruluslar gibi herhangi

bir organizasyondan destek almamustir.

Cikar Catismasi: Yazarlar arasinda cikar catigmast bulunmamaktadir.
Etik Onay:: Insan katilimcilart iceren ¢alismalarda gerceklestirilen tiim prosediirler,
kurumsal ve / veya ulusal arastirma komitesinin etik standartlarina ve 1964 Helsinki
deklarasyonuna ve daha sonraki degisikliklerine veya karsilastirilabilir etik standartlara
uygundur.

Bilgilendirilmis Onam Formu: Calismaya katilan tiim bireysel katilimcilardan

bilgilendirilmis onam formu alinmistir.
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Abstract

Employees in business life establish relationships with many people inside or outside the organization and
have a very wide network. These positive relationships happen every day, also depending on their
psychological state. However, these relationships may be negative or interrupted from time to time.
Nomophobia is important in reducing this negativity. This study aims to determine the moderator role of
nomophobia in the effect of psychological contracts on the ability of employees to form a network. The study
sample consists of employees of food manufacturing enterprises in Bolu province (h=357). According to the
research findings, it has been determined that nomophobia does not have a moderating effect on the effect of
the psychological contract on the network ability.

Keywords: Psychological Contract, Networking Ability, Nomophobia.

Psikolojik Sozlesmenin Calisanlarin Iliski Ag1 Kurma Yetenegi Uzerine

Etkisinde Nomofobinin Diizenleyici Rolii

0z

Is hayatinda calisanlar érgiit ici veya orgiit dist bircok kisiyle iliskiler kurmakta ve ¢ok genis bir aga sahip
olmaktadwrlar. Bu iliskilerin olumlu ydnde olmasi ve her gegen giin olmasit psikolojik durumlarina da
baghdir. Ancak bu iligkilerin olumsuz yénde olmasi veya kesintiye ugramasi zaman zaman ortaya ¢ikabilir.
Bu olumsuzlugun azaltilmasinda nomofobi énem tasimaktadir. Bu ¢alismada amag, psikolojik sézlesmenin
calisanlarin iligki ag1 kurma yetenegi iizerine etkisinde nomofobinin diizenleyici roliinii tespit etmektir.
Calismanmin ~ 6rneklemini  Bolu ilindeki gida imalat isletmelerinin  ¢alisanlart  olusturmaktadir
(n=357).Arastirma bulgularina gore, psikolojik sozlesmenin iliski agi kurma yetenegi iizerine etkisinde
nomofobinin diizenleyici ekiye sahip olmadigi tespit edilmistir.
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Introduction

The addiction to mobile phones, which is of great importance in our business and
social life, is increasing day by day. Due to this addiction, individuals establish
relationships and meet new people constantly. The network of relations established is
expanding day by day, both through social media and normal conversations. The expansion
of these relations networks is especially important for organizations. Thanks to the network
of relations established by the employees in the organization, business processes can be
completed faster, and organizations can increase their performance. At this point, trust
between employees and managers is also important. Although this element of trust is
expressed as the psychological climate, it provides the establishment and acceleration of a
network of relations between employees. Therefore, it can be said that the psychological
climate will be effective in establishing the relationship network, and the effect of

nomophobia is important in this effect.

Psychological capital, the first subject of the research, is defined by psychologists
as personality traits that contribute to individual productivity (Gohel, 2012: 35). Luthans et
al. (2007: 542) psychological capital; define it as "the study and practice of positively
oriented human resource strengths and psychological capacities that can be measured,
developed and effectively managed to improve today's working life." The second subject
of the research, the ability to build a network, is the political skill that is defined as the
ability of employees in an organization to understand and influence other employees
effectively and to act in a way that enriches the goals of the organization by benefiting
from their knowledge and experience (Ferris et al., 2005: 127). Those who have developed
the ability to establish a network of relationships can quickly mingle with people they meet
in new environments and form coalitions with them in order to achieve some of their
personal goals (Blass & Ferris, 2007: 7). The last subject of the research, nomophobia, was
developed by shortening the expression No-Mobile-Phone, and this name appeared as
nomophobia. The diagnosis of this disease, which many smartphone users are caught
without realizing, is found in almost everyone (Bhattacharya et al. 2019: 1298). If
nomophobia is reinforced by stress or panic, if one stays away from smartphones, and
occurs in cases of not perceiving the events in the environment and constantly having the
feeling of controlling the mobile device, the patient is still in the first stage (Bragazzi and
Puente, 2014: 156).
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When the literature on the psychological contract, networking and nomophobia is
examined, no study that holistically deals with these three concepts has been found. With
this study, the interactions between these concepts are revealed and it is thought to
contribute to this gap in the literature. This study will also guide the managers of the
organizations and those who will conduct research on these issues in the future. The study
focuses on the psychological contract that can be effective on networking and nomophobia,
which can play a role in increasing this effect. The main problem of the study is that the
psychological climate is a solution to increase the ability to establish a network of
relationships that can be difficult to establish. The study's main purpose is to determine the
interactions between the psychological contract, networking, and nomophobia. Depending
on this purpose, the research question was determined as "does the psychological contract
have a moderator effect on the ability to establish a network of relationships.” The
research was carried out in the sample of Bolu, and it was carried out for the employees of
the food manufacturing sector to understand the importance of the psychological climate. It
increases the network of relations among the employees or customers, which is important

for the organization and raises awareness about the importance of nomophobia.
1. Psychological Contract (Psychological Contract)

Although the concept of the psychological contract was first put forward by Argyris
(1960), it was expressed as a secret and unwritten agreement between two parties. The
psychological contract can also be defined as the individual belief system that a person
develops during the exchange with the organization (Rousseau, 1989:123). Although it
takes place outside the employment contracts, the psychological contract that strengthens
the relationship between the employee and the organization (Cakmak, 2012: 57), can also
be expressed as unwritten expectations based on reciprocity, dynamic and yet unwritten
(Cihangiroglu and Sahin, 2010: 3). Based on these definitions, psychological contract is
the realization of the responsibilities and wishes of the parties to each other without the
need for a written contract between the employee and the manager of the organization.

Transactional contracts express that individuals completely internalize the
organization's value and associate their identity with the organization. In operational
contracts, there are situations in which the individual's identity is based on abilities and
competencies, and individuals are emotionally attached to the organization, at least a little.

While transactional contracts explain the honest relationship between work and wages,
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they focus on the short-term economic exchange or monetary settlement. Therefore, it can
be said that the employee is more interested in wages and personal benefits rather than
being a good organizational citizen. Relational contracts, on the other hand, are the
fulfillment of responsibilities such as gaining skills and career development for the
employees and providing training opportunities for the employer and focusing on long-
term relationships. It involves exchanging monetary and non-monetary benefits such as
loyalty, support, and career between the person and the organization. Although the
responsibility lies with the employer, the employees remain loyal to the organization and
the employer in the face of commitments such as job security, personal and career
development (Rousseau, 1995: 91-92; Millward and Hopkins, 1998: 1531-1532; Grimmer
and Oddy, 2007: 155; Erdem, 2021; 517).

A psychological contract establishes the relationship between the manager and the
employee based on trust, and a more productive working environment is provided,;
otherwise, negative results may occur. In addition to employment contracts that include
mutual written commitments between the employer and the employee, psychological
contracts that contain mutual expectations, although they cannot be expressed verbally,
may not cause problems in the execution of the processes if trust is established (Akmaz
and Erbasi, 2017: 126). However, due to a disagreement in the employment contract and
the possibility of disappointment in the psychological contract, trust in the employer may
be shaken (Faruk et al., 2019: 314). On the other hand, psychological contracts have a
dynamic structure compared to written contracts, as they allow bargaining in the relations
between the parties, and they can gain superiority at this point because psychological
contracts offer flexibility to the parties within certain limits (Cihangiroglu and Sahin, 2010:
3-4).

If the psychological contract works effectively in the organization, positive
thoughts arise from both the employer and the employee. With the psychological contract,
the employee perceives that his performance will be rewarded and that he will achieve his
personal goals and the perception that the employee's motivation will increase and he will
be more effective and productive when the employer fulfills his obligations. Therefore, the

parties are aware of what they should do against each other and act accordingly (Cakmak,
2012: 58). From this point of view, it can be said that the psychological contract is a
situation related to the belief that the employer will fulfill the promises made and that the
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employee may violate the psychological contract when he feels that these promises are not
fulfilled (Callea et al., 2014: 404). Therefore, it may not always be possible to fail to fulfill
the promises and obligations given, and this can be expressed as the concept of violation of

the psychological contract (Biiyiikyilmaz and Cakmak, 2014: 583).

Employees sometimes enter into expectations even if they are not promised, and if
their dreams are not realized, they blame the employer or the organization. The main
reason for this is the lack of communication between the employee and the employer.
Communication between the parties, in other words, what is wanted, what is not wanted,
and expectations are clear or no matter how they are spoken at the beginning of the work,
there will be no unnecessary expectations, and there will be no violations (Tarakct and
Akin, 2017: 1223). Therefore, everything should be stated in detail and acted within this
framework before starting work. Otherwise, disappointment will be inevitable for the

employee and the employer.
2. Networking Ability

The ability to network can be defined as a goal-oriented behavior that focuses on
creating, developing and using interpersonal relationships inside and outside of an
organization (Gibson et al., 2013: 150). In other words, the ability to build a network can
be expressed as the ability of individuals to develop and maintain their relationships with
people who help them in their relationships and careers (Forret and Dougherty, 2004: 420).
Alternatively, it is the behavior towards establishing and maintaining individual and
professional connections to establish a network of relationships, information,
communication, and support systems (Hwang and Francesco, 2004: 139). Based on these
definitions, the ability to build a network is the ability of the individual to work, socialize,
gain a career, benefit, etc. It can be expressed as the individual's developing relationships

and creating connections with people in his business and social life.

Networking has two different perspectives: a focus on power and politics and a
focus on career. The focus on power and politics implies that organizations are political
entities and informal processes affect career life. On the other hand, focusing on a career
argues that creating opportunities inside and outside the organization through networking
is important in achieving a career (Wolff and Kim, 2012: 45). The common point of these
two views includes reaching the goals about careers whether or not individuals are helped

(Forret and Dougherty, 2004:420). On the other hand, networking supports the individual
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in a career and provides friendship and emotional support, expressed as a personal
network, to improve and develop the individual's life in various aspects (Casciaro et al.,
2014: 707).

While networking is a characteristic of employees and employers, employees have
to participate in this relationship network of organizations while maintaining networks
between businesses and organizations (Fryczynska et al., 2015: 27). The aim here is for
networkers to develop their network connections to reach a wide range of resources,
regardless of the information, physical, material resources and time, without being
connected to official channels (Albourini et al., 2020: 2523).

It reveals six types of network behaviors: establishing a network of relationships,
establishing internal connections, maintaining internal contacts, using internal relations,
establishing external connections, maintaining external contacts, and using external
relations (Wolff and Kim, 2012: 45-46). Thanks to these established relationship networks,
communication and relations within and outside the organization will bring positive
results. Therefore, the networks that the organization members will establish both with
each other and with those outside the organization will help the organization reach its goals
and make it stronger. It can be said that enriching the relationship networks established for
this is important for the individual and the organization.

3. Nomophobia

Due to the increase in smartphone use and excessive and uncontrolled use of the
internet, phone addiction has increased, and this situation is called nomophobia. Although
the word nomophobia comes from the combination of the English words "No Mobile
Phone Phobia," that is, the word nomophobia, it is expressed as the involuntary fear of
being deprived of a mobile phone, not being able to reach mobile devices, not being able to
communicate using mobile devices (Giiler and Veysikarani, 2019: 76). Nomophobia can
also be defined as the discomfort, anxiety, nervousness and sadness caused by staying
away from the use of mobile phones and computers in the digital and virtual world
(Bragazzi and Puente, 2014: 156). Alternatively, nomophobia is when individuals are
dependent on accessing information and communicating with their relatives while dealing
with their daily routines, such as paying bills and placing orders in their daily lives

(Sarioglu, 2019: 915). Based on these explanations, nomophobia can be expressed as the
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anxiety of breaking the networks created by communication tools such as an individual's
mobile phone or smartphone.

In the form of fear of losing the connection with a mobile phone or virtual
communication device (Ak and Yildirim, 2018: 12). Although nomophobia means being
addicted or addicted to mobile phones, it is included in the scope of phobias and is
expressed as physical and mental conditions caused by unwarranted fears (Erdem et al.,
2016: 924). In nomophobic cases, signs and symptoms such as anxiety, respiratory distress,
tremor, sweating, excitement, disorientation, and heart palpitations are observed
(Bhattacharya et al., 2019: 1298). It can be said that individuals who follow mobile
technology closely are under the influence of nomophobia. These signs and symptoms are
seen because they stay away from smartphones, which negatively affects the individual's
life and activities (Yorulmaz, 2018: 2990).

As a result of nomophobia, which can be seen in most smartphone users, there are
situations such as difficulty perceiving the events in the environment and the desire to
control the mobile device constantly. With the increase in smartphone usage and incoming
notifications, the happiness of the individual increases, but stress and panic are experienced
with the feeling that something will happen at any moment, and this situation will
deteriorate in a moment. Therefore, users need to know how long they use smartphones,
use them consciously, keep themselves under control, and limit themselves (Polat, 2017:
168).

4. Method
4.1. Data Collection Tool and Analysis Methods

An online questionnaire (questionnaire form) was used to collect data in the study.
The questionnaire consists of four parts. In the first part, seven questions, including
demographic characteristics related to age, gender, marital status, education level, monthly
income level, total experience in business life, and the level of reaching goals, are
included. In the second part, Raja et al. (2004) developed a scale consisting of 18
statements. In the third part, a scale consisting of 44 statements developed by Wolff and
Moser (2006) was used to measure the ability to establish a network. In the fourth part of
the questionnaire, the scale developed by Yildirim and Correia (2015) was used to measure
nomophobia, and this scale consists of 20 statements. A 5-point Likert scale was used for

the answers of the participants to each item in these scales, and the scores were 1=
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"Strongly Disagree," 2= "Disagree," 3= "Neither Agree nor Disagree," 4= "Agree," 5=
"Strongly Agree" is in the form.

Within the scope of the research, the Ethics Committee Permission, dated
23.12.2021, numbered E-51450103-050.01.04-00000382938 and decision number
2021/9/24, was obtained from the Social and Human Sciences Scientific Research and

Publication Ethics Committee of Kirsehir Ahi Evran University.
4.2. Sample of the Research

The universe of the study consists of the employees of the enterprises in the food
manufacturing sector. The convenience sampling method, one of the non-random sampling
methods, was used due to the lack of access to everyone who made up the universe, the
difficult conditions due to the pandemic, and the cost and time constraints. The
convenience sampling method is sampling in which some individuals are in the immediate
environment, easy to reach, available and willing to participate in the research voluntarily
(Erkus, 2017: 138). The study sample consists of the employees of the enterprises in the
food manufacturing sector in the province of Bolu. Within the scope of the study, printed
questionnaires (survey) were hand-delivered to 500 employees in food businesses and data

was collected from 357 people. The return rate of the survey is 71.4%.
4.3. Research Model and Hypotheses

The following model was established to guide the research and to form hypotheses.

Nomophobia \

¢ Networking
Psychological Ability
Contract —>

Figure 1. Research Model
The hypotheses formed according to the purpose of the study and the proposed

research model are as follows:

There is no study in the literature examining the effect of psychological contracts
on the ability to build a network. However, the psychological contract, which means that
the relations between the employee and the manager are based on trust, can positively
affect establishing the relationship network between the employees in the organization.
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From this point of view, the following hypothesis was designed for the relationship
between the ability to establish a psychological contract relationship network.

H1: Psychological contract has a positive effect on the ability to network.

When the literature is examined, it is not possible to find a sufficient level of study
dealing with the relationship between nomophobia and the ability to build a network.
Bilkay (2020) found in his study that there is a positive relationship between nomophobia
and the ability to build a network. Nomophobia that is, staying away from the mobile
phone and disconnecting from the internet, can increase the ability of individuals to
establish a network. Based on these explanations, the following hypothesis was designed

for the relationship between nomophobia and the ability to build a network.
H2: Nomophobia has a positive effect on the ability to network.

When the literature is examined, no study has found that nomophobia has a
moderating effect on the relationship between psychological contract and the ability to
build a network. However, in the H1 hypothesis, it was assumed that the psychological
contract positively affected the networking ability, and in the H2 hypothesis, it was
assumed that nomophobia positively affected the networking ability. In this context,
nomophobia may play a moderator role in the relationship between the psychological
contract and the ability to build a network. In this context, the following hypothesis was

formed.

H3: Nomophobia has a moderating effect on the relationship between the

psychological contract and the ability to build a network.
5. Results

Demographic information such as gender, marital status, education level, age,

working time and monthly income of the participants in the study are explained in Table 1.
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Tablo 1. Demographic Findings

Gender Frequency (n) Percentage (%) Marital Status  Frequency (n) Percentage (%)
Female 138 38,7 Single 131 36,7
Male 219 61,3 Maried 226 63,3
Level of education Frequency (n) Percentage (%) Age Frequency (n) Percentage (%)
Elemantery ducation 89 24,9 18-25 13 3,6
Associate degree 138 38,7 26-30 64 18,2
Licence 126 35,3 31-35 53 14,8
Graduate 4 1,1 36-40 137 38,4
Operation time Frequency (n) Percentage (%) 41-45 71 19,9
1-3 years 46 12,9 46-above 18 5,0
4-7 years 155 43,4 Monthly Income Frequency (n) Percentage (%0)
8-10 years 116 32,5 2000-5000 56 15,7
10 years-over 40 11,2 5001-10000 242 67,8
10000-above 59 16,5

As shown in Table 1, 61.3% of the participants are men and 63.3% are married.
When the education level is examined, it is seen that 38.7% of them are associate degree
graduates. Looking at the age distribution, 38.4% of the participants are in the 36-40 age
range. In the working time, it is observed that 43.4% of them work in the range of 4-7
years and when their monthly income is examined, it is observed that 67.8% of them have
an income of 5001-10000 TL.

Table 2. Cronbach Alpha Values for Research Scales

Scales Measuring Range Number of Cronbach o
Expressions
Psychological Contract 5-point Likert 18 0,871
Networking Ability 5-point Likert 44 0,914
Nomophobia 5-point Likert 20 0,892

Within the scope of the research, first of all, the reliability analyzes of the scales
were made and are shown in Table 2. Cronbach a=0.871 for the psychological contract
scale, Cronbach 0=0.914 for the networking ability scale, and Cronbach 0=0.892 for the
nomophobia scale were obtained. These values show that the reliability of the scales is at a
high level (Yildiz and Uzunsakal, 2018: 19; Tutar and Erdem, 2020: 328).Confirmatory
factor analysis (CFA) was applied to the measurement model to determine the validity of
the psychological contract, networking ability and nomophobia scales in the study model,

and it is as described in Table 3.

As seen in Table 3, the standardized factor loads of the scale items vary between
0.523 and 0.962. These loads are above 0.50, indicating that the criterion has been met
(Hair et al., 2006). As a result of confirmatory factor analysis, the 9th, 10th, 11th, 12th,
13th, 14th, 15th, 16th, 17th and 18th statements of the psychological contract scale; 1, 2, 3,

136



Journal of Organizational Behavior Review (JOBReview)

Cilt/Vol.: 4, Sayi/Is.: 2 Yil/Year: 2022, Sayfa/Pages: 127-141

4,5,6,7,8,9,10, 11, 12, 13, 14, 15, 16, 17, 18, 19, 20, 21, 22, 23, 31, 32, 33, 34, 35, 36,
37, 38, 39, 40, 41, 42, 43 and 44, Items 1, 2, 3, 4, 12, 13, 14, 15, 16, 17, 18, 19, 20 of the

nomophobia scale were excluded from the analysis because their factor loads were low.

Table 3. CFA Results of the Measurement Model

Scale Number of Std. Factor ot
Expressions Yiikleri Degerleri CR AVE
PC1 724 *
PC2 ,523 30,813
PC3 722 32,850
Psychological PC4 141 29803 go7 552
Contract PC5 ,688 21,673
PC6 773 16,588
pPC7 ,632 13,624
pPC8 ,530 *
NA24 ,901 9,314
NA25 ,942 12,546
NA26 ,962 13,163
Networking Ability ~ NA27 1932 12,235 .946 719
NA28 ,817 13,295
NA29 ,703 11,034
NA30 ,617 8,497
N5 573 10,709
N6 ,615 11,551
N7 ,720 13,766
Nomophobia N8 ,759 14,625 .891 544
N9 871 16,926
N10 ,808 20,219
N11 71 *

y2/df=2.028; GFI=0.909; CFI=0.961; NFI=0.926; TLI=0.955; RMSEA= 0.54

* Indicates that it is fixed to 1. *** p<.001

As can be seen in Table 3, according to the confirmatory factor analysis results, it is
seen that x2/sd=2.028, GFI1=0.909, CFI=0.961 NFI=0.926, TLI=0.955, RMSEA=0.54.
These findings show that the goodness of fit values of the scales are at the level of good fit.
In addition, it is observed that the factor loads of the expressions related to the variables
are above 0.50, the CR values are above 0.70, and the AVE values are above 0.50. Thus, it
can be said that convergent validity is provided for the scales. In addition, it is seen that the
AVE (OAV) values for all the variables in the measurement model are above the desired
minimum level of 0.50. Since the squares of the correlations between the variables were

lower than the variables' OAV values, the scales' discriminant validity was also ensured

(Kline, 2015).
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Table 4 below contains the results of the correlation analysis showing the

relationship between individual innovation, entrepreneurial intention and self-confidence.

Table 4. Correlation Coefficients Between Variables and Descriptive Statistics

Variables X St Deviation 1 2 3
1. Psychological Contract 3,16 0,98 1,00

2. Networking Ability 2,75 1,26 -0,132« 1,00

3. Nomophobia 4,24 0,78 0,234** -0,097 1,00

*p<0.05, **p<0.01
According to Table 4, there is a negative relationship (r= - 0.132; p<0.05) between

the psychological contract and the ability to build a network; It is observed that there is a
positive relationship between psychological contract and nomophobia (r= 0.234; p<0.01).
No relationship was found between the ability to build a network and nomophobia.

In order to determine the moderator role of nomophobia in the effect of
psychological contract on networking ability, modulatory effect analysis was conducted
using Model-1 in the Process Macro extension developed by Hayes (2013). The results of
the analysis are shown in Table 5.

Table 5. The Regulatory Role of Nomophobia in the Effect of Psychological Contract on Employees'’
Networking Ability

Degiskenler B Stgrr‘f:rrd t Sig.(p) | LLCI uLCl

Fixed 2.7504 0,0686 40,1116 0,000 2,6156 2,8853
Psychological Contract - 0,1470 0,0684 -2,1498 0,032 -,2815 -,0125
Nomophobia -0,0778 0,0768 -1,0130 0,311 -,2288 ,0732
Psychological Contract x -0,0217 | 00742 02925 0770 |  -1242 1675
Nomophobia
Model Summary R R? F p

0,1493 0,0223 2,6829 0,0466
R? increased as a result of AR? F Sd p
interaction 0.0002 0,0855 352 0,7701

As seen in Table 5, the psychological contract has a positive and significant effect

on the ability to build a network (B=2.75, t=40.11, p<0.05). In this context, it is possible to
say that the H1 hypothesis is accepted. According to the study's second hypothesis, no
effect was observed between nomophobia and the ability to build a network (= - 0.07, t= -
1.01, p>0.05). Based on this result, the H2 hypothesis is rejected. Psychological contract x
nomophobia interaction value (f=-0.021, t= 0.29, p>0.05) was found to be insignificant.
Changing the LLCI and ULCI values between negative and positive shows that it is

meaningless. Therefore, in the third hypothesis of the study, it is possible to say that
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nomophobia does not have a moderating effect on the relationship between psychological
contract and the ability to build a network. Based on this result, the H3 hypothesis is also

rejected.
CONCLUSION AND DISCUSSION

This study was conducted for the employees of the enterprises in the food
manufacturing sector in Bolu province. When the demographic findings of the participants
are evaluated, it is observed that the majority of them are men and are married. In addition,
it is seen that the majority of them are associate degree graduates, they are between the
ages of 36 and 40, they have worked for 4 and 7 years in their current job, and they have a

moderate monthly income.

As a result of the analyses of the research model and hypotheses, it has been
determined that the psychological contract positively affects the ability to build a network.
According to this finding, as the psychological contract increases, the ability to establish a
network will also increase. Therefore, increasing the psychological contract based on trust
will be beneficial in facilitating the establishment of a network of relations between
employees. Since there are not enough studies on this dual relationship in the literature,

this result in the study is a contribution.

The study's second hypothesis assumed that nomophobia would positively affect
the ability to build a network. Bilkay (2020) found a positive relationship between
nomophobia and the ability to establish a relationship network. As a result of the study's
analyses, it was determined that nomophobia was not associated with the ability to
establish a network. Although this finding contributes to the literature, conducting other
studies examining this dual relationship would be useful.

According to the regulatory effect result, it was determined that nomophobia did
not have a regulatory effect on the effect of psychological climate on the ability to
establish a network of relationships. Although the psychological climate increases the
ability to network, it is observed that nomophobia does not increase this effect. Although
this finding does not confirm the hypothesis, it contributes to the literature. Increasing

studies on this interaction would be beneficial.

The study has limitations such as being carried out during the pandemic period, the
intensity of the employees, indifference and not caring enough. Future studies will be

useful to conduct quantitative studies in different sectors, which investigate the
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psychological climate, ability to establish a network and relationships with nomophobia. In
addition, employees need to focus on efforts to reduce nomophobia. In addition, studies
should be conducted to investigate the effect of communication training to improve the

ability to build a network.
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Tiirkiye’deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarim
Degerlendirme Olgegi: Gelistirme ve Uygulama Cahsmasi

Tilda SAYDI?

oz

Yabanci dil 6gretmenlerinin kendileri hakkindaki dilsel giiven algilari, verdikleri egitimin niteligi ve
yetistirdikleri 6grencilerin akademik altyapilari iizerinde belirleyicidir. Tiirkiye'de ana dili Tiirkce olan
yabanci dil 6gretmenlerinin dilsel giivenleri hakkindaki algilari ne diizeyde olumludur? Arastirmanin amact,
“dilsel giiven algis1” soyut kavramini élgebilmek icin, Tiirkiye deki Yabanci Dil Ogretmenlerinin Dilsel
Giiven Algilarini Degerlendirme Olgegini gelistirmeye ve uygulamaya odakhdir. Arastrmada, 6lcegin
olusum siireciyle, gegerli ve giivenilir bir 6l¢ek haline gelmesi icin ge¢tigi asamalar anlatilmaktadr.
Aragtirmanmin evreni Tiirkiye 'deki yabanci dil dgretmenleridir; drneklemi 300 dgretmenden olugmustur.
Betimsel bir ¢calisma olan arastirma, genel tarama modelinde yiiriitiilmiistiir. 15 maddelik 5°li Likert tipi iki
boyutlu dlgegin birinci boyutunun gegerli ve giivenilir yapida oldugu saptanmistir. Alti degiskenli ikinci
boyuttan ulagilan sosyodemografik bilgiler ANOVA ve t testeriyle incelenmistir. Bulgulara gore, tiim él¢egin
Cronbach alpha giivenirlik katsayist 0,877 dir. Sonuglar, Tiirkiye deki yabanci dil égretmenlerinin dilsel
gliven algisinin olumluluk agisindan orta diizeyde oldugunu géstermektedir. En yiiksek olumlu algi ders
uygulamalarinda gereken bilgi alaninda iken, en diisiik algi sozIlii becerileri gerektiren mesleki, toplumsal-
ekinsel ve aracuik boyutlart alanindadwr. Olumlu algiyi sarsict basat etmen, ogretmenlerin 6grencilik
yillarinda kendilerini akademik basart agisisndan yetersiz olarak gormeleridir. Ilk-ortaégretim ve Yabanct
Diller Yiiksekokulu ogretmenleri arasinda, dilsel giiven algisi en yiiksek olanlar Yiiksekokul ogretim
gorevlileriyle, her kademeden ikinci yabanci dil bilen 6gretmenlerdir.

Anahtar Kelimeler: Tiirkiye, Yabanci Dil, Yabanct Dil Ogretmeni, Dilsel Giiven, Olgek Gelistirme

Turkish Foreign Language Teachers’ Linguistic Security Perceptions’
Evaluation Scale: A study of Development and Implementation

Abstract

Foreign language teachers’ linguistic security perceptions determine education quality; shape students
trained. Do foreign language teachers whose mother tongue is Turkish in Turkiye have positive perception
about their linguistic security? This research focuses on developing-implementing a scale to measure the
abstract concept “linguistic security perception” by describing development process and stages followed to
become a valid and reliable scale. The universe is foreign language teachers in Turkey; sample consisted of
300 teachers. It is found out that linguistic security perception is moderately positive. Highest perception
concerns knowledge required for course applications; lowest perception concerns verbal skills (professional,
sociocultural, mediational interaction). Most important factor undermining positive perception is that
teachers do not describe their academic achievements when they were students, as very successful. Foreign
Languages School instructors and others speaking a second foreign language, are with higher positive
perception. This research is a descriptive study in general survey model. Data provided by two-dimensional
questionnaire is analysed by using statistical program for social sciences. First dimension is a valid and
reliable 5-point Likert-type scale consisting of 15 items. Information set of second dimension concerns six
sociodemographic variables examined with ANOVA and t tests. The correlation coefficient of the whole scale
is .87.
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Giris

Yabanci dil bilen, ¢cagdas ve rasyonel bilgiye aracisiz ulasabilen nitelikli insan giicii
ihtiyacinin karsilanmasi, okullarda nitelikli egitim-0gretim verebilen 6gretmenlere sahip
egitim-ogretim kurumlarina baglidir. Farkli sektorlerde gorev alacak, 6zgliveni yliksek,
donanimli bireylerin yetismesinde yabanci dil 6gretmenlerinin rolii biiyiiktiir. Yabanci dili
sevdirmek, 6grenmeyi zevkli ve siirekli kilmak, kiiltiirleraras1 ve elestirel bakis agisi
gelistirmek, iletisim becerisi yiiksek ve kisisel gelisime dnem veren bireyler yetistirmek
yabanci dil 6gretmeninin yetileri arasindadir. Bu baglamda, okul yasantisi boyunca zorunlu
veya se¢meli yabanci dil dersini almis, uygulamalari severek yapmis ve cesitli diizeylerde
yabanct dil 6grenmis olan bir bireyin farkli dilsel ve kiiltiirel ortamlara girmeyi
gerektirecek islerde gosterecegi uyum ve basarim (performans) yiiksek olacaktir. Bilimsel
arastirmalar, yabanci dil bilen bireylerin is yasaminda daha basarili olduklarina,
Ozglivenlerinin yiiksek olduguna, dogru bilgiye daha hizli ulastiklarina ve 6grenme
meraklarinin devam ettigine vurgu yapmaktadir. Bu konuda, degisen teknolojiyi takip
edebilmenin ve istenen bilgiye ulasmanin araglarindan birisi ve de en énemlisi yabanci dil

olarak goriilmektedir (Cigerci, 2011: 2) seklinde goriis bildirilmektedir.

[k ve ortadgretim kademelerine yabanci dil 6gretmenleri iiniversitelerin Egitim
Fakiiltelerinde, Enstitiiler biinyesinde ise yiiksek lisans ve doktora programlariyla
yiiksekogretime yabanci dil alaninda nitelikli 6gretim elemani yetistirilmektedir. Ayrica,
Fen Edebiyat Fakiiltelerinin filoloji, yabanci diller, dil ve edebiyat, kiiltiir ve geviri
boliimleri mezunlart pedagojik formasyon programlarina katilarak egitbilimsel
yetisimlerini tamamlamak kaydiyla yabanci dil 6gretmenligi yapabilmektedir. Lisans
diizeyindeki akademik altyapi gesitliligi g6z oniine alindiginda, meslegi icra etmekte olan
yabanci dil 6gretmenlerinin kendileri hakkindaki dilsel giiven algilarinin belirlenmesi,
Ogretmenin dilsel giiveninin egitim-6gretimin niteligini belirleme giicii yoniiyle, ilging hale

gelmektedir.

Ulusal alanyazinda, genelde 6gretmenlerin ve 6gretmen adaylarinin, 6zelde yabanci
dil 6gretmenlerinin ve 6gretmen adaylarinin mesleki 6zyeterliligi konusunda yapilmis
calismalar bulunmaktadir (Ars, 2019; Isigiizel & Aktas, 2014; Tabancali & Celik, 2013;
Esen, 2012; Cuhadar & Yiicel, 2010). Bununla ilgili ayiric1 nitelik olarak, Tiirkiye’deki

yabanci dil 6gretmenlerinin dilsel giiven algisina 6zgii ¢alisma sayisi oldukca diisiiktiir. Bu
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konuda, Gazi Universitesinde hazirlanan bir yiiksek lisans tezi (Daftari, 2016) ve Giiney
Kore’de ¢alisan Tiirk ve Koreli Ingilizce 6gretmenlerinin dilsel giiveni iizerine yapilan bir
arastirma (Lee; Schutz & Van Vlack, 2019) mevcuttur. Uluslararasi alanyazindaki
caligmalar daha ¢ok yabanci dil 6grencilerinin, yabanci dil 6gretmeni adaylarimin veya
vatandaslarin dilsel gilivenine odaklidir. Bunun yaninda, Kolombiyali (Rincon Resptro,
2020); Yunan (Roussi, 2009); Asyali (Daftari & Tavil, 2017); Taylandli (Jantri &
Phusawisot, 2021); Finlandiyali (Vesterinen, 2016) ve Hintli (Vasumathi Badrinathan,

2020) yabanci dil 6gretmenlerinin dilsel giivenleri {izerine arastirmalar yapilmaistir.
1. Kavramsal ve Kuramsal Cerceve

Uluslararasi alanyazinda, dilsel giivenle ilgili kavram 6zgiin olarak, dilsel glivenden
ziyade, dilsel gilivensizlik (ing. linguistic insecurity; fr. insécurité linguistique) seklinde
anilmaktadir. Dilsel giivensizlik kavraminin onciilleri ele alindiginda, kavramin, modern
toplumbilimin kurucusu Amerikali dilbilimci Labov’un (Labov, 1966, 1969) 1960’l
yillardaki toplumsal dilbilim c¢alismalarina dayandigi goriilmektedir. Labov (1966)
calismasinda, New York sehrinde yasayan, farkli toplumsal katmanlardaki insanlarin
Ingilizce telaffuzunda meydana gelen degisimler iizerinde arastirma yaparken, Ingilizce
kullanicilarindan bazilarinin /r/ fonemini telaffuz etme sekilleri hakkindaki 06z
degerlendirmeleri ile, gercekte /r/ fonemini telaffuz etme sekilleri arasindaki tutarsizliklik

nedeniyle, sozkonusu kullanicilarda olusan dilsel glivensizligi ele almistir.

Ayni1 kavrami ele alan Calvet (1993: 50)? ise, farkli toplumsal nedenlerle konusma
seklinden dolay1 elestirilmedigi durumda, konusmacinin dilsel gilivene sahip oldugunu;
aksine, konugmacimin kendi konusma seklini degersiz bulup daha dogru ve prestijli bir
modelin oldugunu diistinmesinin, dilsel giivensizlige isaret ettiini belirtmektedir.
Calvet’ye (1998:27)% gore, U¢ c¢esit dilsel gilivensizlik vardir: resmi glivensizlik,
konusmacinin kendi konusma seklini bireysel kabul edip dilsel kurallara uymadiginm
diistindiigi durumdur. Kimlik bildirimini agiga ¢ikaran dilsel giivensizlik, konusmacinin,
ait oldugu toplumda gegerli olan konugsma bi¢imine tam olarak uyarak konusmadigi
durumdur. Toplumsal konumla ilgili dilsel gilivensizlikte ise, konusmaciin kullandigi

cesitli konusma sekilleri, toplumda hi¢ yer bulmaz.

2 Ozgiin alint1: « On parle de sécurité linguistique lorsque, pour des raisons sociales variées, les locuteurs ne se sentent
pas mis en question dans leur fagon de parler, lorsqu’ils considérent leur norme comme la norme. A I’inverse, il y a
insécurité linguistique lorsque les locuteurs considérent leur fagon de parler comme peu valorisante et ont en téte un autre
modele, plus prestigieux, mais qu’ils ne pratiquent pas ».

3 Ozgiin tipoloji : insécurité statutaire; insécurité identitaire; insécurité formelle.
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Dilsel giivensizligi bir kavram olarak, dilsel giivensizlik terimini kullanmadan
aciklayan Bourdieu’ye (1982: 99)* gore, bir dilde iletisim kurmak, o dilin iiriinlerinin
sergilendigi ekonomik bir pazara benzer; konugsmacinin konusmasi, kendini ifade sekli,
ortaya c¢ikan {iriindiir ve bu iirliniin belli bir degeri vardir. Muhataplar bu iiriinii
degerlendirirler. Kisacasi, konusmacinin dili kullanmadaki ustali§i, ne o6l¢iide iletisim
saglayabilecegini belirler; konugmaci iletisimsel niyeti dogrultusunda iletisim kurmadaki
amacina, hem dilsel hem toplumsal bir basar1 olarak kismen veya tam olarak ulasabilir.
Ayni1 zamanda, konugmacilarin toplumsal kimlikleri ve konumlar1 da dile hakimiyette rol
oynar. Bununla birlikte, konugsmacinin cinsiyeti, yasi, dini, ekonomik ve kiiltiirel degerleri
konusmayr yonetmeye ve konusmaya hakimiyete etki eden faktorlerdir. Bourdieu
(1982:14)° bunu, « miikemmel iletisim saglayan dilsel degis tokuslar, aym1 zamanda,
konusmacilar veya ilgili konusmaci gruplar1 arasindaki giic dengesinin gerceklestirildigi
sembolik gili¢ iliskileridir » seklinde ifade etmektedir. Toplumun iist katmanlarindaki
fertlerin konugma sekilleri toplumda gecerli ve daha degerli sayilirken, alt
katmanlardakilerin konusma sekilleri anlasilabilir olmalar1 bir yana, digerleri kadar gecerli
kabul edilmez. Ornegin, gerek konusma gerek yazi dilinde, bir toplumun resmi ana dilini
temsil eden dil, iilkelerin baskentlerinde konusulan, basin yayin organlarinin benimsedigi,
yoresel sivelerden armmus, dilbilgisi kurallarina uygun olarak kullanilan, egitimle ve
yasam ortamiyla pekistirilerek edinilmesi saglanan dildir. Dili, bu 6zellikleri yansitarak
kullanma becerisine tam olarak sahip olmayan insanlarda dilsel giivensizlik hissine daha
cok rastlanmaktadir. Bu anlamda, dilsel giiven veya giivensizlik ile egitim arasindaki
baglantiy1 ortaya koyan Francard’a (1997: 172)° gore, kisinin egitimli olmasi, kendi
yoresel Ozelliklerini tasiyan konusma sekliyle, diizgiin kullanilan ve dilbigisel gegerliligi
olan dil arasindaki farkin bilincine varmasini saglar. Bu farkindalik, kiside dilsel giliven

veya glivensizlik hissi yaratabilmektedir.

Bu dogrultuda, yapilan c¢alismalar, dil mekanizmasiyla toplum mekanizmasi
arasinda bagint1 bulunduguna isaret etmektedir. Buna gore, dil, toplumsal davranis bigimi

olarak, toplumsal siireglerin ipuglarini yansitmaktadir. Toplumsal islevler ve zamanla

4 Ozgiin alint1 : « il y a marché linguistique toutes les fois que quelqu'un produit un discours a l'intention de récepteurs

capables de I'évaluer, de l'apprécier, et de lui donner un prix ».

5 Ozgiin alint1: « [...] les rapports de communication par excellence que sont les échanges linguistiques sont aussi des

rapports de pouvoir symbolique ou s'actualisent les rapports de force entre les locuteurs ou leurs groupes respectifs ».

6 Ozgiin alint1 : « [...] leur scolarité leur a permis de prendre la mesure du fossé qui sépare la 1égitimité des usages

linguistiques attestes dans leur communauté — et qu’ils pratiquent sans se 1’avouer — et celle du « bon usage » véhiculé

par I’institution scolaire. Par I’école, ils sont devenus porte-parole d’un ostracisme qui les frappe eux-mémes ». 1 4 5
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olusan toplumsal degisimler dil gelisimi ile ilintilidir. Dil, ¢ok gii¢lii bir sekilde, toplumsal
davranig bicimi olarak algilanmaktadir (...) ve dilbilim c¢alismalarinin temel sonuglari
toplumbilimin gelismesiyle, toplumsal islevlerle ve degisimlerle uyumludur (Labov, 1976:
176)’. Toplumda, dili nerede, nasil, ne amagla ve hangi degisim igeren durumlar
baglaminda kullandigimiz da kimlik ve kimlik sunum stratejileriyle yakindan ilgilidir
(Biiyiikkantarcioglu, 2006: 68). Bu baglamda, yabanci dil 6grenmek kisinin kimligine yeni
bir Ozellik katar; kisi bu niteligi ile yeni toplumsal, ekinsel ve mesleki ufuklara agilir.
Ayrica, dil 6grenme herhangi bir dersi 6grenmekten farklidir; dil bireyin kimliginin bir
pargasidir ve kimligin 6ne ¢iktig1 sosyal iliskilerde kullanilir (Atay, 2004: 100). Genellikle,
toplumsal-ekonomik diizeyi diistilkge, insanlarin dilsel giivensizligi de artar. Toplum
icerisinde, insanlarin kullandiklar1 dille ilgili keskin algilar1 ve arayislar1 vardir; soyle ki,
toplum kesimleri dil yeterliligi ile kabul gdérme arayisi i¢indedir; baz1 dil kullanim sekilleri
kisinin alt toplum aidiyetine isaret eder; ancak toplumdaki konumun yiikselmesi i¢in, dile
hakimiyet (dilsel yeterlilik edinimi) arayis1 devam eder (Francard, 1997: 172). Buna
karsilik, dilsel giiven duyma durumu, konusmacinin, itiraza meydan vermeyecek sekilde
kendi konusma bi¢iminden kusku duymadigi durumdur, yani kisi kendi dil standardini
toplumda gecerli olan dil standardi olarak goriir (Calvet, 1993: 51)°.

Dilsel giivensizligin gostergeleri arasinda, kisinin diizensiz sesbilgisel (fonolojik)
ve dilbilgisel kaliplar kullanmasi ve asir1 sekilde tekrarlayan kendini diizeltme egilimi
bulunur (Labov, 1972: 208)¥. Géstergeler arasinda, kisinin kendine olan giivenini
kaybetmesine neden olacak sekilde istikrarsizlasmasi (Bourdieu, 1982: 38), kendi
konusma seklini degersiz gorme, hatta sessiz kalmay1 tercih etme (Gadet, 2003: 60)!2 ve
)13

olumsuz &zdegerlendirme yapma egilimi (Castillo, 2020: 60)*® siralanmaktadir. Ug yildan

az bir siire zarfinda veya ¢ok uzun siiredir kendi ana dili disinda bir dili kullanmak zorunda

7 Ozgiin alint1 : « Dés lors que 1’on congoit sérieusement le langage comme étant une forme de comportement social, il
est évident que tout progres théorique dans I’analyse des mécanismes du changement linguistique contribue directement a
la connaissance générale de 1’évolution sociale. [...] Par 1a, les principaux résultats de la linguistique, qui ont pu
apparaitre lointains et non pertinents a bien des sociologues, peuvent se révéler finalement compatibles avec 1’évolution
actuelle de la sociologie, et utiles a la compréhension des fonctions et des transformations sociales ».

8 Ozgiin alint1 : « La manifestation d’une quéte de légitimité linguistique, vécue par un grand groupe social dominé, qui a
une perception aiguisée tout a la fois des formes linguistiques qui attestent sa minorisation et des formes linguistiques a
acquérir pour progresser dans la hiérarchie sociale ».

9 Ozgiin alint1 : « La sécurité linguistique est le cas ou le locuteur ne doute pas de sa maniére de parler, parce que
personne ne peut la contester, donc pour lui la norme qu’il utilise elle est la norme 1égitime dans la société ».

10 Ozgiin alint1: « (...) show irregular phonologic and grammatical patterns, with a great deal of hypercorrection ».

1 Ozgiin alint1 : « (...) déstabiliser le locuteur au point de lui faire perdre confiance en lui ».

12 Ozgiin alint1 : « Les locuteurs en insécurité dévalorisent leur propre facon de parler, ou vont jusqu’a préférer se taire ».
13 Ozgiin alint1 : « Les locuteurs des langues indigénes sont parfois méprisés : pas uniquement par les autres, car cette
dévalorisation correspond plutdt a une autoévaluation négative ».
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olan ve dilsel giivensizlik hissettiklerini beyan eden bireyleri konu alan bir arastirmaya
gore, dilsel giivensizlik duygusunu yasayan insanlarda, utanma, alaya maruz kalma,
anlasilmama, giiliing olma, kiigiik diisme endisesi hakimdir (Biichl¢, 2011: 16-18)'*. Bu
gostergeler, gogle, egitim ve kiiltiirle, isle, meslek yasamiyla ilgili veya toplumsal-ekinsel
nedenlerle olsun, yabanci dil kullanicilarinda dilsel gilivensizlik olarak ¢esitli diizeylerde
ortaya c¢ikabilmektedir. Bu bakis agisiyla, konu yabanci dil 6gretmenligi olunca,
O0gretmenlerin yabanci dile hakimiyetleri, sahip olduklar1 bilgi, beceri ve birikimleri dilsel
giivenlerini yapilandirmaktadir. Ogretmenin dilsel giiveni, verdigi egitimi ve yetistirdigi
ogrencileri etkilemektedir. Ogrenciyi etkileyen etmenler arasinda, dgretmenin yetersiz
kalmasina ve kendini gelistirmemesine (Ozer & Korkmaz, 2016: 71), 6grenciye ve derse
yonelik yapici olmayan yaklasimina (Ozer & Korkmaz, 2016: 71), alana yonelik
hakimiyetine (Ozer & Korkmaz, 2016: 61) ve yetkinligine (Ozer & Korkmaz, 2016: 62)
dikkat ¢ekilmekte, bunlarin 6grencinin basarisini ve dil 6grenmeye egilimini etkileyecegi
ifade edilmektedir. Anadili Ingilizce olan ve olmayan, Ingilizceyi yabanci dil olarak
Ogreten dgretmenlerin dilsel glivenine odakli bir arastirmada, yerli 6gretmenlerin kendi dil
diizeyleri ve Kkiiltiirleraras1 etkilesim konusundaki birikimleri ag¢isindan hissettikleri
yetersizlik seklinde bir eksiksik hissedebilecekleri belirtilmistir (Tatar, 2010: 53).
Ingilizce’yi Tiirkiye’de sinif ortaminda 6grenmis ve sdzel becerilerini yeterince gelistirme
olanag bulamamus yerli 6gretmenler smifta Ingilizce’yi akici bigimde kullanma, Ingilizce
deyim ve terimleri dogru bigimde kullanma, kiiltiirel 6gelerin 6gretilmesi gibi konularda
giiven eksikligi yasayabilirler. Bu da onlarin yabanci 6gretmenler karsisinda kendilerini

yetersiz olarak algilamalarina neden olmaktadir (Tatar, 2010: 53).

Yeterli veya yetersiz hissetmek, beraberinde giliven duyma veya giivensizlik
Ozalgisin1 getirmektedir. Bu baginti nedeniyle, dilsel giiven/giivensizlik kavramlarinin
yanisira, ozyeterlilik kavramina da deginilmesi yararli olacaktir. Zira, 6zyeterliligi olan
bireyler olas1 tehditler veya stres etmenleriyle basa ¢ikarken bunlarin iizerinde belli bir
6zdenetim uygulayabilme giivenine sahiptir (Lecomte, 2004:61)*°. Bu giivenli bakis agisi,
basarimin artmasini saglarken, ruhsal gerilime ve ¢okiintiiye kars1 savunmasizigi azaltir.

Yeterlik beklentisi, kisinin sonuc¢lart meydana getirmek icin gereken davranisi basarili bir

14 Ozgiin almntilar : « j’ai honte » ; « j’ai peur qu’on se moque de moi » ; « j’ai pas confiance en moi » ; « ils rigolent, te
bloquent » ; « j’ai peur que les gens rigolent » ; « j’arrive pas a parler bien ».

15 Ozgiin alint1: « Elles [les personnes qui croient fortement en leurs possibilités] abordent les menaces ou les stresseurs
potentiels avec la confiance qu’elles peuvent exercer un certain contrdle sur eux. Cette perspective efficace améliore les

performances, réduit le stress et diminue la vulnérabilité a la dépression ».
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sekilde yerine getirebilecegine olan inancidir (Bandura, 1977: 193)%%. Diger bir deyisle,
belli baglamsal durumlarda eylemlerini yapip yapamayacagina veya ne kadarim
yapabilecegine dair bireyin kendi kapasitesine (sigasina) olan gilivenidir. Belli konu ve
baglamlarda Ozyeterliligine inanan bireylerde olusan igsel giivenlik algisi, birbiriyle
etkilesim halindeki dort bilesene dayanmaktadir. Bunlar, basarim sonuglart (cabalarin
hedeflenen sona ermesiyle elde edilen basarilar sayesinde duyulan doygunluk), dolayl
deneyimler (baskalarinin olumlu deneyimlerine sahit olup onlar1 rol-model olarak 6rnek
almak), sozel ikna (yapilan is, kazanilan basar1 nedeniyle bagkalari tarafindan sozlii olarak
tebrik edilme, takdir gérme, deger verilme, 6viilme) ve psikolojik doniit - veya duygusal
durum - (basarmin giidiilemesi ve isteklendirmesi, basarisizligin gerilim yaratmasi,
yildirmast  gibi  kiside gelisen duygusal durumlar) (Bandura, 1982: 399)olarak
adlandirilmigtir. Bu dort temel giiven kaynaginin, kiside degisiklik saglama giicliyle en
etkili olani1, basarim sonuglaridir (Bandura, 2004: 42-45)%8,

Alan yetkinligi kapsaminda yabanci dil 6gretmeninin mesleki bir yeterlilik olarak
dilsel giiveni kisisel algi temelinde ele alindiginda, bireyin kendi yasadiklarindan yola
cikarak kendi duygularinin rehberliginde gelistirdigi bir durum 6zdegerlendirmesidir.
Kisinin dilsel yetkinliginin ig¢sel yargisi, bireyin nasil hissettigini, ne diisiindiigiinii,
isteklendirme durumunun nasil etkilendigini ve nasil davrandigini belirler. Yiiksek bir
dilsel giiven, yeterlilik inancini, mesleki giriskenligi, basarty1l, mesleki ve kisisel doyumu
artirir. Ozyeterlilik inanci yiiksek olan &gretmenlerin, dgretim uygulamalarinda farkli
ogretim yontemleri kullanmaya, kullandiklar1 Ogretim yoOntemlerini gelistirmek icin
arastirma yapmaya, Ogrenci merkezli Ogretim stratejileri kullanmaya ve yaptiklar
uygulamalarda arag-gere¢ kullanmaya egilimli olduklar1 saptanmistir (Giirol vd, 2010:
1396). Dilsel giivensizlik hisseden yabanci dil 6gretmenleri ise, kendilerine kars1 bir tehdit
olarak gordiikleri yeni, zor ve uzun siireli isleri yapmaktan kacinirlar; ¢aba gdstermezler;
kendi rizalar ile veya zorunlu olarak bir takim islerde gorev aldiklar1 zaman, isteksizlik ve
vazgecme egilimi sergilerler. Koyulan belli hedeflerin olmayisi veya hedefler ile
gerceklestirilenler arasinda bosluk  bulunmasi, bireyin amaglarini  azaltmasina,

6zmemnuniyetinin diigmesine, oOrgiitsel basariminin giderek koétiilesmesine neden olur

16 Ozgiin alint1: « An efficacy expectation is the conviction that one can successfully execute the behavior required to
produce the outcomes ».

17 Ozgiin terimler: Performance outcomes; vicarious experiences; verbal persuasion, psychologic feedback.

182004 yilinda, Sciences Humaines dergisiyle yaptig1 sdyleside, bagsarim sonuglarini agiklarken, gegmis yillarda yaptigi
arastirmalara dayanarak Albert Bandura su agiklamayi yapar: « “nous faisions alors I’hypothése que 1’expérience de
maitrise était le principal outil de changement personnel ».
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(Bandura & Locke, 2003: 91)'°. Yeni bilgi ve beceriler 6grenme sirasinda olusabilecek
yetersizlik korkusu giincel bilimsel gelismeleri ve mesleki uygulamalar1 izlemeye karsi
olumsuz tutuma yol agar. Eger bir insanin 6z yeterlik inanci1 zayifsa, yaptig1 ise korku ve
kisitlamalarla yaklasir ve ilerleme asamasinda en ufak bir engelle karsilastiginda {imidi
kirilir ve kendini basarisizliga mahkim eder. Sonu¢ olarak 6z yeterliligin, basariyi
dogrudan etkileyen en basat itici gli¢ oldugu sdylenebilir (Akpinar Dellal & Akin, 2006:
24).

Bu dogrultuda, bu ¢alismanin amaci, Tirkiye’deki anadili Tiirk¢e olan yabanci dil
Ogretmenlerinin bireysel olarak kendileri hakkindaki dilsel giliven algilarin1 6lgmeye
yonelik Tiirkiye deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarint Degerlendirme
Olgegini  gelistirmek ve uygulamasimi gergeklestirmektir. Elde edilen verilerin
¢oziimlenmesinin ardindan Tirkiye’deki yabanci dil 6gretmenlerinin dilsel giliven

algilarinin ne diizeyde oldugunun belirlenmesi amaglanmustir.

1.1.  Yabana Dil Ogretmeni ve Dilsel Giiven

Yabanci dil 6gretmenleri icin, yeterli bir dilsel giiven duygusunun ayni zamanda
mesleki 6zyeterlilik inancim da beraberinde getirecegi asikardir. Ogretmenlerin bu yéndeki
duygular1 ne kadar olumluysa, gelistirecekleri 6gretmenlik becerisi de 6grenciler igin etkili
bir dgrenme ortamimna zemin hazirlayacaktir. Ogretenlerin mesleki etkinlikleriyle ilgili
yiikiimliiliikleri yerine getirme konusundaki ve karsilastiklart yeni durumlarla etkili bir
bicimde basedebilmedeki yeteneklerine olan inanglari, okuldaki Ogrenci basarilarinda,
ogrencileri isteklendirmelerinde ve saglikli ¢calisma ortam1 yaratmada etkili bir anahtar rol
oynamaktadir (Barni vd., 2019: 1)%°. Bu ¢ercevede, yabanci dil 6gretmeninin dilsel giiveni,
model olusturma yoniiyle, 6grencilerinin bu dala olan ilgisini ve bu daldaki basarisini
yapilandiran bir 6zellik olacaktir. Arastirmalar, 6gretmenin, dilsel giivenine bagli olarak,
profesyonel Ozyeterlilik inancinin, siif i¢i yaptirdigi uygulamalarda, cagdas Ogretim
yontemlerini kullanmada, etik ve bilimsel 6lgme-degerlendirme sistemlerini benimsemede,
smif yonetiminde ve 6gretme hevesinin kaliciliginda belirleyici oldugunu gostermistir.
Yiiksek oOzyeterlilik algilar1 oldugu saptanan yabanci dil 6gretmenlerinin zorlayici

ogrencilerle ders igerigini basarili sekilde isleyebildikleri, idari sorunlar1 daha yaratici

19 Ozgiin alint1: “Under factually equivalent discrepancy feedback framed as goal shortfalls, perceived self-efficacy
plummets, selfset goals decrease, self-satisfaction declines, and organizational performance progressively deteriorates”.
20 Ozgiin alint1: « Teachers’ self-efficacy, namely teachers’ beliefs in their ability to effectively handle the tasks,
obligations, and challenges related to their professional activity, plays a key role in influencing important academic
outcomes (e.g. students’ achievement and motivation and well-being in the working environment ».
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cozlimlerle sonuca baglayabildikleri, yeni durumlarda ne yapmalar1 gerektigini daha iyi
bildikleri ve 6z tasarilarin1 gerceklestirerek hedeflerine ulasmada daha bagarili olduklarini
saptanmustir (Arig, 2019: 80). Aym sekilde, 6zyeterligi yiiksek olan 6gretmenler, derslerde
zamani daha etkili kullanma, farkli 6gretim stratejilerine bagvurma, 6grencilerine rehberlik
etme, 6grencilerinin olumlu davranislarini destekleme ve 6gretimle ilgili sorularina yerinde
miidahale edebilme gibi niteliklere sahiptir (Tertemiz & Agildere, 2015: 254).
Alanyazinda, yabanci dil 6gretmenlerinin sinif i¢i uygulamalar esnasinda bile yabanci dile
basvurmayabildiklerine dair bulgular mevcuttur. Ornegin, Cin’de Cinli Ingilizce
Ogretmenleriyle yapilan bir arastirmada, &gretmenlerin, zaman kaybi kaygisiyla, ders
anlatirken Ingilizce’ye hi¢ basvurmadiklari veya nadiren Ingilizce konustuklari
belirlenmistir (Cuet, 2011: 98)?*. Ulkemizde, yabanci dil sinifinda ana dili kullanimina
yonelik olarak yapilan bir caligmada ise, Ogrenciler tarafindan, sinifta ana dilin
kullanilmasinin istenmesinin nedeni, ana dili kullaniminin, duygusal siizgeci [the affective
fitler] diigiirmesinin yani sira, anlama gii¢liigiinden dogan kaygi sonucu derse olan ilginin
yitmesinin ve Ogrencinin dersten kopmasimnin Onlenmesi olarak agiklanmistir (Simsek,
2010: 8). Bu konuda, yabanci dil sinifinda, yabanci dilden bagka dilin konusulmamasinin
gerektigi; biraz yabanci dil biraz ana dilinin yeri geldik¢e konusulmasi gerektigi veya
dersin agirlikli olarak ana diliyle anlatilmasi gerektigi yoniinde c¢ok c¢esitli goriisler
mevcuttur. Savli & Kalafat (2014: 1381), yabanci dil smifinda ana dilinin kullanimi
konusundaki 6gretmen goriislerinin, ana dilin hem kullanilmas1 hem de kullanilmamasi
gerektigi yoniinde oldugunun; bu konudaki arastirmalarla, belli oranda ana dili
kullaniminin, &gretmenin dersi anlatmasim1  kolaylastirdigini, derste kendini rahat
hissetmesini sagladigini; ayn1 zamanda 6grencinin konuyu kolay anlamasini saglamada ana
dilin yardimci oldugunun saptandiginin altin1 ¢izmisler; bdylece, yabanci dil derslerinde
karsilikli etkilesim ve iletisimin saglanmis oldugunun gézlemlendigini belirtmislerdir. Ana
dili o6grettigi yabanci dil olmayan ve kendini yetersiz hisseden Ogretmenin, G68renci
karsisinda hata yapmaktan korktugu icin de yabanci dil derslerini ana dilinde isledigi
belirlenmis, bu durumun da, 6gretmenin dilsel gelisimini korelttigi saptanmistir (Savli &
Kalafat, 2014: 1382). Boylesi durumlar, 6gretmenin dilsel giliven algisinda diislis
yaratmaya neden olabilecektir. Oysa, giiven algis1 ylikseldikge, yabanci dil derslerinden

alinacak basarimin da yiikselebilecegi goz onlinde bulundurulmalidir. Buradan hareketle,

21 Ozgiin alint1: « Les enseignants chinois interviewés par les étudiants affirment, pour la plupart, qu’ils ne parlent jamais
anglais dans leur classe, certains recourent parfois a 1’anglais, mais seulement pour traduire un mot ou expliciter un point
de grammaire difficile a expliquer en chinois, afin de ne pas perdre de temps ».

150



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 4, Sayi/Is.: 2 Yil/Year: 2022, Sayfa/Pages: 142-180

Tiirkiye’deki ana dili Tiirk¢e olan yabanci dil 6gretmenlerinin dilsel gliven algilariin
Ol¢iilmesine yonelik gegerli ve giivenilir bir 6lgme aracinin gelistirilmesinin yararli olacagi
ve dilsel giiven algisinin Ol¢iilebilmesiyle, yabanci dil 6gretmenlerinin gelisimlerine katki

saglayacak araglarin ortaya ¢ikmasinin kolaylastirilabilinecegi diistiniilmiistiir.
2. Arastirmanin Yontemi

Bu aragtirma deneysel bir aragtirma degildir. Arastirmanin verileri Eyliil 2018 —
Ocak 2019 tarihleri arasinda Tiirkiye’nin 13 farkli ilinde gérev yapan ve rastlantisal olarak
secilip anonimlestirilen yabanci dil 6gretmenlerinden elde edilmistir. Bu nedenle etik
kurulu raporu istenmemistir.??Arastirma herhangi bir kurum nezdinde yiiriitiilmemistir.
Soru formunda, formu doldurup elektronik posta ile geri gonderenlerin goniilli katilim
onami vermis olacaklari, agiklama kisminda koyu renkle yazilmistir.

2.1. Arastirmanin Modeli ve Yontemi

Cok sayida elemandan olusan bir evrende, evren hakkinda genel bir yargiya varmak
amaciyla evrenin timii ya da ondan alinacak bir grup 6rnek ya da orneklem iizerinde
yapilan tarama diizenlemeleri (Karasar, 2012:79) seklinde tanimlanan ve betimleyici bir
arastirma yontemi olan genel tarama modelinde yiiriitiilen bu arastirmadaki evren
Tirkiye’deki ana dili Tiirk¢e olan yabanci dil 6gretmenleridir. Cok sayidaki degisken
arasindaki iligkiler saptandigindan, iligkisel tarama yontemine bagvurularak, agimlayici
yontemle sonuglara varilmustir. Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven
Algilarim Degerlendirme Olgegi adindaki dl¢iim aracini gelistirme ¢alismasinin agsamalari
sirastyla soyledir: Oncelikle arastirmanin evreni ve Orneklemi saptanmis, veri toplama
araclan belirlenmis, 6lgme aracinda yer alacak maddeler olusturulmustur. Daha sonra,
6l¢gme aracinin birinci boyutu icin gegerlilik ve giivenilirlik ¢aligmasi yapilmistir. Bunu
takiben, ikinci boyutta yer alan sosyodemografik soru setinden elde edilen veriler
incelenmigstir. Birinci boyuttan elde edilen bulgular, 6gretmenlerin dilsel gliven algilar
hakkindaki 6zdegerlendirmelerini ortaya cikarirken, ikinci boyuttaki bulgularla, birinci
boyuttan elde edilen bulgularin, sosyodemografik degiskenlere gore farklilik gosterme

durumlart ANOVA ve t testleriyle incelenmistir.

222020 yil1 ve sonrasinda yiiriitiilen galigmalar igin etik kurul raporu istenmektedir.
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2.2. Arastirmanin Evreni ve Orneklemi

Arastirmanin evrenini Tirkiye’deki ilkogretim, ortadgretim ve yiiksekokul
diizeyinde egitim veren Devlet veya 0zel egitim kurumlarinda gorev yapan yabanci dil
Ogreticileri olusturmaktadir. Tim kademelerdeki ogreticiler icin genelleyeci olarak
“dgretmen” ifadesi kullanilmistir. Orneklem, Tiirkiyenin 13 kentinde (Adana, Ankara,
Antalya, Aydin, Bursa, Diyarbakir, Eskisehir, Istanbul, izmir, Kirikkale, Konya, Rize ve
Sakarya) yabanci dil 6gretmeni (Almanca, Arapg¢a, Fransizca, Ingilizce, italyanca, Rusca)
olarak gorev yapan ve Olgegi doldururak geri gonderen 300 ogreticiden olusmustur.
Ogreticilere rastlantisal segimle Milli Egitim Bakanhiginin (meb.gov.tr; meb.k12.tr
uzantill) ve Yiiksekokul (.edu.tr uzantili) kurumsal Internet sitelerinin yaymladig
Ogretmen/6gretim gorevlisi kisisel elektronik posta bilgileri lizerinden ulasilmis, bes ay
zarfinda elde edilen doniitlerden 300’4 uygulamaya alimistir. Sosyodemografik
degiskenlerin frekans ve ylizde dagilimlari, ¢alismanin ikinci boyut siireci: Katilimci
Profilinin Sosyodemografik Dagilimi1 ve Degiskenler adli bolimiinde yer alan Tablo 9’da
Tablo 1 katilmcilarin sosyodemografik bilgileriyle maddeleri

verilmistir. ilgili

icermektedir.

Tablo 1. Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgegi Soru
Formu Ikinci Boyutta Yer Alan Demokrafik Bilgilerle Ilgili Maddeler

1.Cinsiyetiniz kadin Erkek

2.Mesleki deneyim yiliniz 1-5-yil 6-10 y1l 11-20 y1l 20 yil ve listii

3.Lisans alaniniz Ogretmnelik | Bati dilleri ve | Filoloji Ceviri
edebiyatlari

4 Egitim verdiginiz kademe | {lkégretim Ortadgretim / Lise Yiiksekokul

5.Calistiginiz egitim | Devlet Ozel

kurumu

6.1kinci ybanci dil bilgisis Var Yok

2.3. Veri Toplama Araclar

Verileri toplamak i¢in hazirlanan ve 6lgme araci haline getirilen soru formu iki
boyuttan olugsmustur. Birinci boyutta yer alan maddeler olusturulmadan 6nce, yabanci dil
egitim-ogretimi, yabanct dil Ogretmenligi ve yabanct dil Ogretmenlerinin dilsel
giiven/glivensizligi ve 6zyeterliligiyle ilgili dlgiitler, ulusal ve uluslararasi alanyazinda bu
konuda yayimlanmis olan bilimsel aragtirmalar, makaleler, lisansiistii tezler incelenmistir.
Ardindan, Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarimi
Degerlendirme Olgegi gelistirilerek giivenilirlik ve gegerlilik calismalar1 yapilmustir.
Ornekleme sunulan dlcekten elde edilen nitel veriler sayisal olarak kodlanarak, ¢oziimleme
amacl sosyal bilimler icin istatistik programina aktarilmustir. ikinci boyut soru formunda

ise, katilimeilarin sosyodemografik bilgileriyle ilgili alt1 degisken yer almistir.
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2.4. Birinci Boyut Gelisim Siireci: Maddelerin Olusturulmasi

Olgekte kullamlmak {izere arastirmaci tarafindan  gelistirilip, yalinlik,
anlagilabilirlik ve tutarlilik agisindan on uzman goriisiine sunularak madde bazinda onay
alan 25 maddelik bir madde havuzu olusturulmustur. Alanyazin arastirmasinin 1s1ginda,
Olcekte yer almasi uygun goriilen maddeler huni (entennoir) teknigi ¢ergevesinde, yabanci
dil 6gretmenlerinin meslek yasamlariyla ilgili algilarini ele alan genel sorulardan baslayip
Ozele dogru yol alarak olusturulmustur. Buradaki amag, katilimciya giiven vermek,
sorularin dizilis mantigii izlemesine yardimeci olmak, sorulara alismasi ve giivenilir
yanitlar vermesi i¢in ona zaman taniyarak verilerin kolayca ve mantikli bir sekilde elde
edilmesini saglamaktir. Huni tekniginde, maddelerin siralanmasindaki olgiitler arasinda,
hassas sorulardan baslamamak, yanitlanmasi kolay sorulara oOl¢egin basinda Oncelik
vermek, genel sorularin 6zele dogru akmasini saglamak, gerekirse araya gecis maddesi
eklemek, katilimcida akil karisikligina yol agmamak, genel sorularin 6zel sorulardan dnce

gelmesini saglamak bulunmaktadir (Lahlou vd., 1991: 55)%,

Madde says1, gegerlilik calismalar1 sonucunda 15 maddeye diisiiriilmiistiir. Icerik
benzerligi (1, 2, 7, 8, 21, 22, 23) ve 6znellik (9, 24, 25) igeren maddeler elenmistir.
Nitekim, bu maddelerden ii¢ilinlin (1, 2, 7) semantik ac¢idan tekrar niteligi tasidig1 ve diger
ki maddenin igeriginde (8, 9) 6zetlendigi goriilmiistiir. Elenen 8. maddenin ise 4., 5. ve 19.
maddeler ile agimlanmis oldugu; yine elenen 21. ,22., ve 23. madde igeriklerinin 4. madde
iceriginde ele alinmis oldugu ortaya ¢ikmistir. Elenen 9., 24. ve 25. muhtemel 6znel
yorumlara neden oldugu anlasilan ve bu nedenle ayirdediciliginin zayif oldugu saptanan

maddelerin veri toplamaya katkis1 olmadig: belirlenmistir.

2 Ozgiin alintilar :

« Ne pas commencer par des questions “délicates” ».

« Les questions “délicates”, elles, seront amenées par des questions plus faciles ».

«(...) quelques textes de transition peuvent étre utiles pour détendre le répondant ».

« Les questions d’ordre général précéderont les questions particuliéres ».

«(...) quelques textes de transition peuvent étre utiles pour détendre le répondant ».

« Ils (textes de transition) évitent au répondant d’étre parfois déboussolé par la succession de questions sans liens
évidents entre elles ».
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Tablo 2. Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Igegine ait

Ydnerge, Onam ve Maddeler

Degerli Meslektasimiz, x|l ®"|=|=|®
Bu olgek, devlet kurumlarinda/ozel kurumlarda (ilk/orta/lise/yiiksekokul) | & | 2 % 2 | 2
calisan yabanci dil ogretmenlerinin kendileriyle ilgili edindikleri dilsel giiven | = | < e | 3 E
algisini 6lgmek amacin giitmektedir. Olgekte meslegi icra ederken yaptiginiz ? 5 z bS] i
i¢sel  ozdegerlendirme, ozelestiri,  egitim-ogretim  esnasindaki  kisisel | 7 = = § 2
durusunuz, meslektaslarinizla olan sosyal etkilesiminiz hakkinda sorular yer | E S g
almaktadir. Calisma, yabanct dil égretmenlerinin dilsel 6zgiiven algilarinin | 5 = ‘g
bicimlenmesindeki etmenleri arastirmaktadir. Sonuglar, bilimsel bir § 3 =
aragtirmaya hizmet ederek ogretmenlerimizin ve egitim-égretimin geligimini =
saglayacak yollart bulmaya hizmet edecektir. Yanitinizin bulundugu secenegi
yuvarlak igine aliniz veya renklendiriniz. Kimlik ve iletisim bilgileri, kurum
adr gibi kisisel bilgilerinizi kesinlikle yazmaymiz. Formu doldurup geri
gondermekle  arastrmaya  katnhm  icin  goniillii  onam  vermig
bulunmaktasiniz. Ayirdiginiz zaman ve sorulari nesnellikle yanitlayarak
vermis oldugunuz destek icin tesekkiir ederiz.
+-Yabanerdil- 6gretmeni-olmayristeyerek kendim-sectim. (elenen madde) 5 |4 |3 2 1
2 Meslegimi-severek-yapryorum. (elenen madde) 5 |4 |3 2 1
3. Yabanci dile olan ilgim ve aragtirma merakim devam ediyor. 5 4 3 2 1
4.Yabanci dil seviyemi meslegimi layikiyla yapmak i¢in yeterli buluyorum. 5 4 3 2 1
5. (")grettigim yabanci dilin kiiltiirii hakkinda etraflica bilgim vardir. 5 4 3 2 1
6.0gretmen olmadan once akademlk basarisi yuksek b1r llsans ogrencmydlm 5 4 3 2 1
ckéGretim ATHA it i- (elenen 5 4 3 2 1
8. ¥ontemkitabmi-en-verimli-olacak sekilde kullanmay+-biliyvorum. (elenen 5 (4 |3 2 1
QJPufkge%keﬁustmd-a—ak&delmlea}t—yapfm—yeteﬂw (elenen madde) 5 4 3 2 1
10. Ogrettlglm kelimelerin telaffuzundan eminim. 5 4 3 2 1
11.0grettigim yabanci dilin imlasim ¢ok iyi bilirim. 5 4 3 2 1
12.Yabanci dildeki her dil diizeyinden yazili metinleri biiyiik dl¢tide 5 4 3 2 1
sorunsuz/yardimsiz anlarim.
13.Diisilincelerimi yabanci dilde yazili olarak sorunsuz ve yardimsiz ifade 5 4 3 2 1
edebilirim.
14. Yabanc1 dili kullanarak zorlanmadan ders anlatabilirim. 5 4 3 2 1
15. Ders materyali olmayan s6zIii metinleri ve konusmalari sorunsuz ve 5 4 3 2 1
yardimsiz anlarim.
16. Firsatin1 buldugumda, Tiirkgeden yabanci dile, yabanci dilden Tiirkgeye, 5 4 3 2 1
karmasik sayilabilecek ciimleleri ¢evirmekle ugrasirim.
17. Yabanci dili konusurken veya yazarken kelime bulmakta zorlanmadaki 5 4 3 2 1
gelisimimi takip ederim.
18.Konusurken ciimlelerin sonunu zorlanmadan getirme konusunda 5 4 3 2 1
geligimimi takip ederim.
19.0grenciler icin dzgiin ders materyali arastirip hazirlarim. 5 4 3 2 1
20.Ders esnasinda yabanci dilde soru sormalari igin 6grencileri 5 |4 |3 2 1
yireklendiririm.
21. De.ts#emken%%w—he&aman—yeteﬂmssedenm (elenen madde) 5 |4 |3 2 1
. wm. (elenenmadde) |5 |4 |3 2 1
ai- (elenen madde) 5 |4 |3 2 1
elh &% il-ederim 5 |4 |3 2 1
(elenen madde)
25 . Yabanermeslektaslarnmla-Hetisim-lcorop-meslekd 5 4 3 2 1

gelismelerden/uysulamalardanhaberdar-olurum. (elenen madde)

Soru formunun her iki boyutunda, ad, soyad, kurum bilgisi, telefon numarasi ve adres

olmak tizere, kimlik ve iletisim bilgilerinin kesinlikle bulunmamasi

gerektigi

belirtilmistir. Boylelikle katilimcilar anonimlestirilmistir. Tablo 2, yanitlayicilara sunulan
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onam nitelegindeki yonergeyi, puanlamayr ve elde edilmis olan veri setine dayanarak
gecerlilik ¢alismalar1 sonucunda ortaya ¢ikan gegerli onbes madde ile elenen on maddenin
listesini gostermektedir.

3. Bulgular ve yorumlar: Birinci Boyut
3.1. Gegerlilik Calismasi

Yap1 gegerliligi calismasi ile, aragtirmaya konu edilen soyut olgunun gelistirilen 6lgek
araciligiyla, dogru olarak ne Olg¢lide Olciilebilecegi ortaya ¢ikarilmistir. Bu amagla
basvurulan faktér analizi dort asamadan olusmustur. (1) Verilerin faktdr analizine
uygunlugu incelenmistir (KMO ve Barlett testleri); (2) faktorler elde edilmistir; (3)
gerektiginde faktorlerin dondiiriilmesi saglanmistir; (4) faktorler adlandirilmistir. Veri
toplulugunun faktér analizine uygunlugunu ortaya c¢ikarmak amaciyla uygulanan Kaiser
Meyer Olkin (KMO) 6rneklem yeterliligi testi ve Barlett kiiresellik testi sonucunda, KMO
degerinin 0,50’nin iizerinde olmast (KMO=0,897) ve Barlett testinin 0,05 Onem
derecesinde anlamli olmasi (X2 barlett test (105)=1524,422, p=0,000) nedeniyle, veri seti
faktor analizine uygun olarak kabul edilmistir. Yapilan islemler sirasiyla asagida

acgiklanmustir.
Madde Analizi

Maddelerdeki ifadelerin, 6ncelikle madde analizine tabi tutularak, herbirinin, genel
olgek puamyla iliskisine, diger bir deyisle, madde-toplam korelasyonuna ve ayirdedicilik
giiclerine bakilmistir. Yapilan KMO analizinden sonra, dlgekte yer alan tiim madde
grubunun 6l¢lim sisteminin analizinde (MSA), MSA degerleri 6lgiilerek her bir maddenin
ayr1 ayri faktor analizine uygunlugu test edilmistir. Bu asamada, 6l¢ekteki iki maddenin
degerlerinin 0,50’nin altinda bulunmasi nedeniyle, bu maddeler analizden ¢ikartilarak
analiz tekrarlanmistir. Temel bilesenler yontemi ile Varimax dondiirme yontemi
kullanilarak maddeler tekrar analiz edildiginde, 6zdegerleri bir (1) ve iizerinde olan alt1 (6)
faktor elde edilmistir. Faktor analizleri sonucunda, {ii¢ faktoriin 0,70 degerinin altinda
oldugu goriilmiis, bu faktorleri olusturan maddeler de ¢ikartilarak son faktor analizi
yapilmistir. Buna gore, korelasyon katsayilarinin 0,430 ile 0.728 arasinda degismekte
oldugu ve maddelerin korelasyon katsayisinin 0.001 diizeyinde anlamli oldugu
gorildiiglinden, madde temelinde ayirdedicilik islemlerine gecilmistir. Tablo 3 madde

toplam korelasyonlar1 analizini kapsamaktadir.
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Tablo 3. Madde toplam korelasyonlar1 analizi
N |Ortalama| ss r p
s3  [300 | 4,093 |7347 430 ,000
s4 300 | 4,197 |6779 |548 ,000
s5 300 | 3,713 |7614 614 ,000
s6 [300 | 3,897 |7356 |582 ,000
s7 300 | 4,217 |7907 |518 ,000
s8 300 | 4,460 |6135 570 ,000
s9 (300 | 4,317 |6145 |627 ,000
s10 (300 | 4,157 |5944 |728 ,000
s11 [300 | 3,813 |6531 620 ,000
s12 [300 | 3,873 |6573 |688 ,000
513 [300 | 3,803 |7209 |675 ,000
s14 (300 | 4,073 |[6450 |,653 ,000
515 [300 | 3,957 |7046 |648 ,000
516 (300 | 3,957 |7371 | 637 ,000
s17 (300 | 3,757 |[8245 | 569 ,000
518 [300 | 3,587 |7100 430 ,000
519 [300 | 4,083 |6515 |548 ,000
520 300 | 3,747 |7053 614 ,000

Tablo 3, madde analizleri i¢in yapilan madde toplam korelasyon katsayilarini
gostermektedir. Analiz sonucunda 15 maddenin tamaminin korelasyon katsayist 0,001
diizeyinde anlamli oldugu tespit edilmis ve korelasyon katsayilarinin da 0,430 ile 0,728
arasinda degistigi gOriilmiistiir. Ardindan, madde bazinda ayirt edicilik islemlerine

gecilmistir.
Madde Ayirdediciligi

Madde ayirdediciligi, testin alt ve tist ¢eyreklerindeki (%27°lik) kisilerin aldiklar
puanlarin birbirleriyle iliskisiz grup t testi ile karsilastirilmasi ile elde edilen puanlardir.
Burada, o maddeye verilen yanitin alt ve {ist gruplar arasinda farklilasip farklilasmadigina,
dolayisiyla ayirt etme giiclinli, diger bir deyisle 6lgme birimi olarak niteligini ortaya
koymak amaclanmistir. Bulunan indeksin 0’a yaklagmasi durumunda, ilgili maddenin alt
ve list grubu ayirt ediciligi diisiik, 1’e yaklagmasi durumunda ise maddenin alt ve {ist grubu
ayirt ediciligi yiiksektir bigiminde yorum yapilabilir (Hasangebi ve arkadaglari, 2020: 226).
Bu baglamda, faktor toplam puanlarina goére belirlenmis {ist %27 ve alt %27’lik gruplarin
aritmetik ortalamalar1 arasinda anlamli bir fark olup olmadigini belirleyen bagimsiz grup t-

testiyle elde edilen bulgulara bakilmistir.

156



Journal of Organizational Behavior Review (JOBReview)

Cilt/Vol.: 4, Sayi/Is.: 2 Yil/Year: 2022, Sayfa/Pages: 142-180

Tablo 4. Madde ayirdedicilik analizleri

Alt iist [N Mean SS t sd p
%27
3 altgeyrek (81 3,778 ,6325 |-7,069(160 |,000
> Ustceyrek 81 4,481 |6346
81 3,741 ,5869 |
4 altceyrek 11'043160 ,000
ustceyrek {81 4,667 4743
81 3,198 ,6004 |
o5 altceyrek 12'530160 ,000
ustceyrek {81 4,383 ,6035
81 3,395 5848 |
6 altceyrek 11'330160 ,000
ustceyrek {81 4,481 ,6346
<10 altgeyrek (81 3,790 ,5856 |-8,348(160 |,000
ustceyrek {81 4,506 ,5031
81 3,358 5317 |
11 altceyrek 10'242160 ,000
ustceyrek {81 4,259 ,5869
81 3,383 5824 |
12 altceyrek 11'353160 ,000
ustceyrek {81 4,383 ,5378
81 3,136 5185 |
13 altceyrek 14’501160 ,000
ustceyrek {81 4,395 ,5848
81 3,605 ,6058 |
14 altceyrek 10’391160 ,000
ustceyrek {81 4,580 ,5887
81 3,296 5349 |-
s15 altceyrek 14,334160 ,000
ustceyrek {81 4,519 ,5503
81 3,284 5965 |
16 altceyrek 14,865160 ,000
ustceyrek {81 4,568 ,4985
81 3,062 7474 |
17 altceyrek 12,473160 ,000
ustceyrek {81 4,395 ,6058
81 3,074 4944 |
18 altceyrek 12'739160 ,000
ustceyrek 81 4,198 ,6209
81 3,506 5031 |
19 altceyrek 12'751160 ,000
ustceyrek 81 4,580 ,5671
20 altgeyrek (81 3,247 ,6620 |9,313[160 |,000
ustceyrek {81 4,222 ,6708

Elde edilen bulgularin, 15 maddenin tiimiiniin iist ve alt puan gruplarina gore .001

diizeyinde anlamli bir farklilik oldugunu goéstermesi neticesinde, tiim maddelerin ayirt

edici giiciiniin oldugu sdylenebilir.
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Ac¢imlayic1 Faktor Analizi

Gegerlilik caligmasi kapsaminda yapilan agimlayici faktor analizi sonuglarina Tablo

5’de yer verilmistir.

Tablo 5. Faktor analizi sonug tablosu

Faktor agirliklart Faktor aciklayicilii ((%)

s19 ,766
516 ,705

F1 518 ,673 20,767
s20 ,646
s17 ,621
s11 ,710
513 ,705

F2 512 ,700 19,809
s10 ,667
s15 ,598
sl4 575
s4 ,796

F3 s3 ,769 14,630
S5 ,677
s6 ,542

Toplam Faktor agiklayiciligi: 55,207
Kaiser Mayer Olkin 6lgek gegerliligi: 0,897
Barlett Kiiresellik Testi Ki kare: 1524, 422
sd: 105

p degeri: 0,000

Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarint Degerlendirme
Olgeginin alt boyutlarin1 tespit etmek amaciyla faktdr analizi yapilmistir. Ellde edilen
verilerin faktor analizine uygunlugunu tespit edebilmek amaciyla Kaiser Meyer Olkin
(KMO) orneklem yeterliligi testi ve Barlett kiiresellik testi uygulanmis, KMO degeri
0,50’nin iizerinde oldugu ve Barlett testi de 0,05 dnem derecesinde anlamli oldugundan
veri seti faktor analizine uygun bulunmustur (KMO= 0,897, XZparlett test (105)= 1524,422 ,
p= 0,000). Yapilan KMO analizinden sonra tiim soru grubunun MSA degerleri dl¢iilerek
her bir sorunun faktor analizine uygunlugu test edilmistir. Bu asamada iki sorunun
degerlerinin 0, 50’nin altinda bulunmas1 nedeniyle bu sorular analizden ¢ikartilarak analiz
tekrarlanmistir. Temel bilesenler ve yontemi ve Varimaks dondiirme yontemi kullanilarak
sorular analiz edilmistir. Faktor 6zdegerleri 1 ve iizerinde olan 6 faktor elde edilmistir.
Yapilan giivenilirlik analizleri sonucunda ii¢ faktoriin 0, 70 giivenilirlik diizeyinin altinda
olmasi nedeniyle bu faktorleri olusturan sorular analizden ¢ikartilarak son faktdr analizi
yapilmistir. Bu faktor analizi sonucunda 15 maddeden olusan {i¢ faktor elde edilmistir.
Faktor analizi sonucunda ortaya c¢ikan ii¢ boyut, igerdikleri maddeler gbéz Oniinde
bulundurularak adlandirilmistir. Yapilan analizler sonucunda birinci faktoriin faktor

yiikleri 0,766 ile 0,621; ikinci faktoriin faktor yiikleri 0,710 ile 0,575; tiglincii faktSriin
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faktor yiikleri ise 0,796 ile 0,542 arasinda degistigi goriilmektedir.Tablo 6 faktor analizi

sonuclarini igermektedir.

Tablo 6. Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarim degerlendirme Olgeginin Faktor
Analizi Sonuglari

Fakaor Alpilar Fakanr Falanr
smafiam- afrhiklan | agikda-
drmas yecilin
8
FI Ozatk 12 [ TaE
Yetiler EZrenciler igin dzgdn ders materyali arzginp bazrlanm. (Gatkiliszal)
Eigizal 14 | 703
merak, atin boldngumda, Tirkreden yabenc: dile, yabancs dilden Tihrkgeve
ilgiwe sik sayilzbilecek cimleleri cevirmekle wiragmm. (Gsthilizsel)
motivas- 12 673 20,767
yon onogurken cimlelsrin sonaen zorfdammadan getime konusunda
eiduleri oeligimimi fakip ederim (Uathilizel)
ilz plugam 20 | 646
fisthilizzel erz espazinda yzbancs dilde sorn sormalan igin GErencileri
vetiler nmeklendiririm. (Sosyoafakiif)
17 1621

[abancy dili konogurken veya yazarken kalime bolmalkta zorlanmaktald

oeligimimi fakip ederim (Uhiligzzl)
FZ Temel 11 [TI0

Yetiler IJErettiEim yabance dilin mlazum ok iyi bilirm.
Mezleki "Yambh tretmm ve akudufuen kavrama)

veterlilize 13 | 703

isaret uyincelerimi yabanc dilde yazh olarak sorunsz ve yardmsz ifade

eden ilirim. {Yamh dretim)

dzellikler 12 700 16,209

[Tabamcy dildeki ker dil dizeyindsn vamh metinleri Wik dlgids
sorumsuz Fardumarr ankanm. (Okudu o kavrama)

10 647
0 Erettigim kelimelerin telaffurundan emimin {20213 dretim ve
szl kavrama)
15 | 398
ers materyali olmayan sozhi metmler ve koouzmalan sorunsuz ve
rardimz1z anlanm.(34zh k2vrama)
14 1573
{abanc dili kullanarak zorlanmadan ders anlatzbilinm. (Sozhd dretim})
B3 4 L
Ozdeger- | [Yabamc dil ssviyemi mesleimi lavikyla yapmak ipin veterli buhwyorug
lendirme 3 740
inanglan [abhancy dile olan ilgim ve aragtrma merakum devam ediyor.
Tgzel k] LE77 14,630
dzdegar- Erettifis vabancr dilin kil hakknda etrafhea bilgim vardis.
lendirme- f | 342
ler, Zretmen olmadan dnce akademik bagan= yviksek bir lisans
dzyarglar | [igrercisiydim.
dzelegtiri-

ler

Birbirleriyle korelasyonlu degiskenlerin saptanarak birer grup altinda toplanmasi,
degisken sayisini dolayistyla faktor sayisini azaltmayr saglamakta, boylece boyut sayisini
kalabalik olmaktan kurtarmaktadir. Bu sekilde, anlasilabilir ve yalin 6zetleyici bir tablo
haline getirilen degiskenlerin yorumlanmasi miimkiin kilmmustir. Ug faktér grubundan,
birinci faktér grubunda (F1) toplanan maddelerin igerikleri incelendiginde, kisisel merak,
ilgi ve isteklendirme (motivasyon) giidiileriyle ortaya cikan iistbiligsel yetiler oldugu
saptanmistir. Bu nedenle, birinci faktor grubu (F1) o6zerk (otonom) yetiler olarak
adlandirilmustir. Ikinci faktdr grubunu (F2) olusturan maddelerde, yabanci dil bilgisine
dayali dil kullanim becerilerine isaret eden yazlili ve sozlii kavrama (alimlama yetileri) ile

yazili ve sozlii tiretim (liretim yetileri) seklinde dort temel yetinin barindig goriildiiglinden,
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sozkonusu grup temel yetiler olarak adlandirilmistir. Diller igin Avrupa Ortak Basvuru
Metni: Ogrenme, Ogretme ve Degerlendirme tamamlayici cildinde de belirtildigi gibi,
yabanci dilde alimla yetisi sozlii kavramaya ve okudugunu kavramaya; iiretim yetisi ise,
sOzlii iiretim ve yazili liretime dayanmaktadir (Avrupa Konseyi, 2020: 27 ve Milli Egitim
Bakanligi, 2021: 27). Uciincii faktdr grubu (F3) altindaki maddeler, kisinin kendisini
degerlendirmesi, igsel yargilar ve goriisler ile ilgili oldugundan, bu grup 6zdegerlendirme
inanglar1 olarak adlandirilmistir. Yapisal gecgerliligin boylelikle kesinlesmesinin ardindan,

giivenilirlik ¢calismasina gecilmistir.
3.2.Giivenilirlik Calismasi

Giivenilirligi denetlemek i¢in, Oncelikle, elde edilen yap1 gegerliligini dogrulama
yoluna gidilmistir. Bunun igin, i¢ tutarlilik test edilmistir. Olgegin, tiim dlgek ve her bir alt

boyut i¢in i¢ tutarlilik katsayilarina Tablo 7°de yer verilmistir.

Tablo 7. Tiirkiye’'deki yabanct dil ogretmenlerinin dil giiven algilarini degerlendirme dlgeginin ve alt
gruplarinin i¢ tutarlilik katsayilari

Faktorler | Cronbach alpa | Madde sayisi
Tiim dlgek 0,877 15
Faktor 1 0,791 5
Faktor 2 0,819 6
Faktor 3 0,728 4

Olgegin Cronbach alpha giivenirlik katsayis1 0,877°dir. Katsayilar, birinci faktor
i¢cin 0,791; ikinci faktor i¢in 0,819; tiglincii faktor icin 0,728 seklindedir. Cronbach's alpha
katsayisi i¢in kabul edilebilir minimum deger 0.70'dir; bu degerin alt1 kullanilan 6lgegin i¢
tutarlili@inin diistikliigiine isaret eder. Beklenen maksimum deger ise 0.90'dir; bu degerin
listii fazlalik veya tekrarlama olarak kabul edilir (Oviedo&Campo-Arias, 2005: 577)%,
Buna gore, oOl¢egin tamamimin ve alt faktorlerinin yeterli giivenilirlikte oldugu
goriilmektedir. Faktorler arasinda anlamli bir iliski bulunup bulunmadigini belirlemek i¢in
Pearson Carpim Moment Korelasyon analizine basvurulmustur. Tablo 8 faktdrler arasi

iligkileri saptayan Pearson ¢arpim korelasyon analizi sonuglarini géstermektedir.

Tablo 8. Faktorler arasi iliskileri saptayan Pearson ¢arpim korelasyon analizi sonuglari

N Mean SS STOP F1 F2 F3
Stop | 300 | 3,9138 | ,42655 |1 ,861** | B67** | 732**
sfl 300 | 3,8260 | ,53730 | ,861** |1 ,633*%* | **
sf2 300 | 3,9461 | ,48093 | ,867** | ,633** |1 ,461**
sf3 300 | 3,9750 | ,54038 | ,732** | 461** | ,446** | A446>*
1

24 Ozgiin alnti: El valor minimo aceptable para el coeficiente alfa de Cronbach es 0,70; por debajo de ese valor la
consistencia interna de la escala utilizada es baja. Por su parte, el valor maximo esperado es 0,90; por encima de este
valor se considera que hay redundancia o duplicacion.
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Yapilan analizler sayesinde, tim faktorler arasinda pozitif yonde anlamli bir iligki
oldugu belirlenmistir. Dolayisiyla, iic kiimede toplanan soru maddelerinin tiimii dilsel
giiveni 6lgcmede giivenle kullanilabilir niteliktedir. Bu iliskiler, en yiiksek F1 alt boyutu ile
toplam Ol¢ek arasinda (r=0,861, p<0,01) iken, en diisiik korelasyonun F1 ile F2 (r=0,446,
p<0,001) arasinda oldugu goze carpmaktadir. Buradan da, 6zerk yetilerin geliskenlik
durumunun, toplam dilsel giiven algis1 {izerinde etkili oldugu gercegi karsimiza
cikmaktadir. Diger yandan, 6zerk yetilerin geliskenlik durumu ile, 6gretmenlerin sahip
olduklar1 kuramsal bilgiye dayanan giivenleri arasinda diisiik bir iliski bulunmaktadir.
Ozerk yetilerin yeterince gelismemis olmasi, genel dilsel giiven algisinda diisiise neden
olurken, verilen dersle ilgili kuramsal alan bilgisi agisindan giiven diisiisiine biiyiik oranda
neden olmayabilmektedir.

Ozetle, yapilan analizlerle sekillenmis olan Tiirkiye'deki Yabanct Dil
Ogretmenlerinin Dilsel Giiven Algilarim Degerlendirme Olgegi adli lgiim aracinin birinci
boyutunun, {i¢ alt boyutta toplanan, on bes maddeden olusan, 5°li likert yapida, gegerli ve

giivenilir bir 6l¢ek oldugu belirlenmistir.

4. ikinci Boyut Gelisim Siireci: Katihme1 Profilinin Sosyodemografik Dagilim

ve Degiskenler

Olgegin birinci boyutunun sagladig: dilsel Tiirkiye’deki yabanci dil dgretmenlerinin
giiven algis1 bulgularinin, ikinci boyuttaki demografik profile gore nasil dagildigina, ikinci
boyut soru formundan saglanan verilerin incelenmesiyle ulasilmistir. Katilimcilarin
sosyodemografik profili Tablo 9°da yer almaktadir.

Demografik verilerin islendigi bu soru formu, katilimcilara ait altt degiskenden
olusmaktadir. Demografik degiskenleri igeren maddelerin Olge§in sonunda yer almasi,
dogrudan kisilerin hedef alinmadigina vurgu yaparak, yanitlayanlar {izerinde rahatlatic

etki birakmaktadir. Tablo 8’de demografik veri dagilimu bilgileri sunulmustur.
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Tablo 9. Sosyodemografik Degiskenlerin Frekans ve Yiizde Dagilimlari

Degiskenler f %
D1 Cinsiyet Kadin 198 66,0
Erkek 102 34,0
Total 300 100,0

D2 Mesleki deneyim 1-5y1l 68 22,7
yili 6-10 y1l 86 28,7
11-20 yil 85 28,3
21+ 61 20,3
Total 300 100,0
D3 Lisans alani ogretmenlik 186 62,0
bat1 dilleri 58 19,3
filoloji 32 10,7

dilbilim 20 6,7

geviri 4 1,3
Total 300 100,0

D4 Egitim verilen ilkogretim 27 9,0
kademe ortadgretim 51 17,0
lise 42 14,0
universite 180 60,0
Total 300 100,0
D5 Caligtigimiz kurum devlet 189 63,0
6zel 111 37,0
Total 300 100,0
ID6 ikinci yabanci dil var 151 50,3
[bilgisi yok 149 49,7
Total 300 100,0

Tablo 9’a gore, 300 katilimcidan olusan 6rneklemin, 198 kadin (% 66), 102 erkek
(% 34) o6gretmenden olustugu goriilmektedir. Mesleki deneyim yil1 %22,7 oraninda 1-5 y1l
arasi; %28,7 oraninda 6-10 yil arast; %28,3 oraninda 11-20 yil arast; %20,3 oraninda 20
yildan fazla olarak degismektedir. Egitim Fakiiltesinden yabanci dil 6gretmeni olarak
mezun olan katilimci sayis1 186; Fen Edebiyat Fakiiltesi Bati Dilleri ve Edebiyatlari
boliimiinden mezun olanlarin sayist 58; aym fakiiltenin filoloji bdliimiinden mezun
olanlarin sayist 32; dilbilim bolimii mezunlarinin sayis1 20; ¢eviribilim (miitercim
terclimanlik) bolimii mezunlarinin sayis1 dort (4) olarak belirlenmistir. Bunlardan, 27
O0gretmen ilkogretim, 51 6gretmen ortadgretim, 42 d6gretmen lise kademesinde 6gretmenlik
yapmakta olup kalan 180 katilimec1 Yabanci Diller Yiiksekokullarinda 6gretim gorevlisi
pozisyonundadir. 189 &gretmen devlet okulunda, 111 Ogretmen ozel okulda gorev
yapmaktadir. 151 6gretmen ikinci bir yabanci dil bilirken, 149 6gretmen, 6gretmenligini

yaptig1 yabanci dil disinda baska bir yabanci dil bilmemektedir.
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4. Bulgular ve yorumlar: ikinci Boyut

Olgegin ikinci boyutunda, demografik acidan bircok degisken gruplari arasinda
anlaml iligkiler olup olmadigini, anlamli iligki varsa hangi yonde oldugunu saptayabilmek
amaciyla ANOVA testi ve t testi kullanmilmistir. Bdoylelikle, demografik veri setinde
bulunan alti degiskeninin (cinsiyet, mesleki deneyim yili, lisans alani, e§itim verilen
kademe, egitim kurumunun Devlet veya 6zel sektdr kurumu olmasi, ikinci bir yabanci dil
bilme) her biri igin, Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarimi
Degerlendirme Olgeginin tiim dlgek puanlar ile birinci olarak dzerk yetiler, ikinci olarak
temel yetiler ve tglincli olarak 6zdegerlendirme inanglar1 faktorleri boyutlarinda ortaya
cikan dilsel gliven algisinin farklilasma durumlarina bakilabilmistir.

5.1. Cinsiyet Degiskeni

Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme
Olgeginin toplam &lgek puanlart (t(298)=-1,526, p=0,128) ve alt grup puanlar1 agisindan
cinsiyet degiskeninin, yabanct dil 6gretmenlerinin dilsel giiven algilarinda farklilagmaya
neden olmadigi saptanmustir (tf1(298)=-1,260, p=0,209; tf2(298)=-1,608, p=0,109;
tf3(298)=-0,800, p=0,424). Tablo 10°da cinsiyet degiskenine gore, toplam oSlcek ile dzerk
yetiler (F1), temel yetiler (F2) ve 0Ozdegerlendirme inanglar1 (F3) alt boyutlarinin

farklilasmasina iliskin bagimsiz grup t testi analiz sonuglar1 yer almaktadir.

Tablo: 10. Cinsiyet (dl) degiskenine gore, Tiirkiye’deki yabanci dil Ogretmenlerinin dilsel giiven
Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgegi ile dzerk yetiler
(F1), temel yetiler (F2), 6zdegerlendirme inanglar1 (F3) alt boyutarinda farklilagmasina iliskin bagimsiz grup
t test sonuglari

[d1 N Mean ss t sd p

t 1,0 198|  3,8869 44728| -1526| 298| 128
P 20 102|  3,9660 37977

L0 198|  3,7980 55955 | -1,260| 298| 209
2,0 102|  3,8804 48930

w10 198| 39141 48952| -1,608| 298| 109
2,0 102|  4,0082 45981

o L0 198|  3,9571 54615| -800| 298| 424
S 2,0 102]  4,0098 52995

Tablo 10’da goriildiigli gibi, cinsiyet degiskeni toplam dlgek puanlari ve alt grup
puanlar1 agisindan farklilasmaya sebep olmamaktadir.

Meslek iiyelerinin dilsel gilivenlerinin olusumunda cinsiyetin bir rolii olmadig,
dilsel glivenin daha ziyade akademik alt yapx, ilgi, bilgi ve beceri gelistirmeye bagl oldugu
diistiniilmektedir. Arastirmalarda, cinsiyet degiskeni ayrintisi, dogrudan yabanci dil

Ogretmenlerinin  giiven algistyla fazlaca iligkilendirilmemistir. Meslek alanindaki
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ozyeterlilik algisinin ve kaygi diizeyinin giiven algis1 lizerinde etkili olabilecegi dikkate
alindiginda, 6lgiinlii (standart) olmayan sonuglara rastlanmaktadir. Aktas ve Isigiizel
(2014: 33), erken yasta yabanci dil ogretimi ile 6zyeterlilik alg1 diizeyi arasinda kadin
yabanci dil 6gretmenlerinin lehine anlamli bir iligski oldugu sonucuna varirken, Aris (2019:
73) cinsiyet degiskenine gore yabanci dil O6gretmenlerinin Ozyeterlilik algilarindaki
farkliliklara bakildiginda, erkek yabanci dil Ogretmenlerinin kadin yabanci dil
Ogretmenlerine kiyasla anlamli derecede daha yiiksek genel 6gretmenlik algilara sahip
oldugu sonucu elde etmistir. Buna karsilik, Atmaca (2013: 73), kaygi diizeyinde kadin ve
erkek yabanci dil 6gretmenleri arasinda anlamli bir fark olmadigini kaydetmistir.

5.2. Mesleki Deneyim yili Degiskeni

Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarimi Degerlendirme
Olgeginin tiimiiniin puanlart ve alt grup puanlari acgisindan, mesleki deneyim yili
degiskeninin, yabanci dil 6gretmenlerinin dilsel giiven algilarinda herhangi bir farklilik
olusturmadigi saptanmistir. (Fstop = 1,207, p= 0,308; Fsfl = 1,671, p= 0,173; Fsf2 =
0,806, p= 0,491; Fsf3 = 0,639, p= 0,590). Tablo 13’de mesleki deneyim yil1 degiskenine
gore, toplam Olcek ile 6zerk yetiler (F1), temel yetiler (F2) ve 6zdegerlendirme inanglari
(F3) alt boyutlarinin farklilasmasina iliskin bagimsiz grup t testi analiz sonuclar1 yer
almaktadir.

Tablo 11. Meskeli deneyim yili (d2) degiskenine gore Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel
Giiven Algilarint Degerlendirme Olgegi tim dlgek ve ozerk yetiler (F1), temel yetiler (F2), 6zdegerlendirme
inanglart (F3) alt boyutarinda farklilagmasina iligkin bagimsiz grup t test sonuglari

Sum of Squares df Mean Square F Sig.

Between Groups ,657 3 ,219 1,207 ,308
stop Within Groups 53,744 296 ,182

Total 54,401 299

Between Groups 1,438 3 479 1,671 173
sfl Within Groups 84,879 296 ,287

Total 86,317 299

Between Groups ,560 3 ,187 ,806 491
sf2 Within Groups 68,596 296 ,232

Total 69,157 299

Between Groups ,562 3 ,187 ,639 ,590
sf3 Within Groups 86,750 296 ,293

Total 87,313 299

Tablo 11 incelendiginde, mesleki deneyim yili degiskeninin tiim 6lgekte ve 6zerk
yetiler (F1), temel yetiler (F2), 6zdegerlendirme inancglar1 (F3) boyutlarinda bir farklilik
olusturmadig tespit edilmistir (Fstop = 1,207, p= 0,308; Fsfl = 1,671, p= 0,173; Fsf2 =
0,806, p= 0,491; Fsf3 = 0,639, p=0,590).
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Bilgi ve beceri diizeyinin meslegi yaptikca artacagi, bunun paralelinde dilsel
giivenin de gelisecegi diisiiniildiiglinde, beklentinin aksine, meslekteki deneyim yilinin
dilsel giiven olusumuna etkisi olmadig1 ortaya ¢ikmistir.. Benzer dogrultuda, calisma (hatta
tahsil) yillartyla birlikte, bilgi edinimi ve toplumsal konumun sagladigi avantajla, dilsel
Ozgiivensizligin azalmasi beklenirken, tam tersine artabilmesi bile sdzkonusu
olabilmektedir (Desabrais, 2010: 60 ve Francard, 1997)%. Bu durum, altyap: saglamligina,
ilgi ve meraga gonderme yapmaktadir. Akademik altyapis1 giiclii, dilsel gliven icinde
meslege baglayan genc Ogretmenler yillar i¢inde bu giiveni korurken, orta veya az
yeterlilikte meslege baslayanlarin dilsel giivenleri, yillar icinde gelisme gostermeyip duruk
(statik) kalmaktadir. Bu konuda, Tiirk¢eyi yabanci dil olarak Ogretenlerin 6z yeterlik
algilarinin 6gretmenlerin yaslarina gére anlamh diizeyde farklilasmadigi (Sengiil, 2018:
545); hatta Ingilizce 6gretmenlerin deneyim yillar1 arttikca Ozyeterlilik duygusunun
azaldig1r (Esen, 2012: 87) yoniinde bulgulara rastlanmaktadir. Buradan da, akademik
altyap1 yap1 eksikligi ile stirekli ve mesleki gelisim noksanliginin giiven gelistirmede her

yasta devreye giren olumsuz rolii ortaya ¢ikmaktadir.
5.3. Lisans Alam Degiskeni

Lisans alan1 degiskeninin (d3), Tiirkiye’deki Yabanci Dil Ogretmenlerinin Dilsel
Giiven Algilarin1 Degerlendirme Olgeginin tiimiinde ve birinci alt boyut (F1) 6zerk yetiler;
ikinci alt boyut (F2) temel yetiler ve ii¢lincii alt boyut (F3) 6zdegerlendirme inanglar1 alt
gruplarinda, farklilagmaya neden olmadigi saptanmistir (Fstop = 1,380, p= 0,241; Fsfl =
2,011, p=0,093; Fsf2 = 0,672, p= 0,612; Fsf3 = 0,980, p= 0,419). Tablo 12’de, lisans alan1
degiskeninin, Tiirkiye’deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarmi
Degerlendirme Olgeginin tiimiinde ve birinci alt boyut (F1) 6zerk yetiler; ikinci alt boyut
(F2) temel yetiler ve tgiincii alt boyut (F3) 6zdegerlendirme inanglari alt gruplarinda
olusturdugu farkliliklar ANOVA testi ile incelenerek, bunlara iliskin sonuglara yer
verilmistir.

Tablo 12’de goriildiigii tizere, lisans alan1 degiskeninin Tiirkiye’deki Yabanci Dil
Ogretmenlerinin Dilsel Giiven Algilarin1 Degerlendirme Olgeginin tiimiinde ve birinci alt
boyut (F1) ozerk yetiler; ikinci alt boyut (F2) temel yetiler, iiclincii alt boyut (F3)
0zdegerlendirme inanglar1 alt gruplarinda farklilagmaya neden olmadigi sonucuna

ulasilmistir.

2 (Ozgiin alit1 : « 11 est important de noter que I’insécurité linguistique s’amplifie avec le nombre d’années d’études a
temps plein, alors qu’on pourrait s’attendre a ce qu’elle s’amenuise, entre autres, en raison de 1’acquisition de
connaissances et de la possibilité de progresser dans la hiérarchie sociale » (Francard, 1997).
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Tablo 12. Lisans alami degiskenine gore, Tiirkiye'deki yabanci dil ogretmenlerinin dilsel giiven
algisitmidegerlendirme dlgegi toplam dlgek ve 6zerk yetiler (F1), temel yetiler (F2), 6zdegerlendirme inanglari
(F3) alt boyutarinda farklilagmasina iligkin ANOVA testi sonuglari

Sum of Squares df Mean Square F Sig.

Between Groups ,999 4 ,250 1,380 ,241
stop Within Groups 53,402 295 ,181

Total 54,401 299

Between Groups 2,291 4 ,573 2,011 ,093
sfl Within Groups 84,026 295 ,285

Total 86,317 299

Between Groups ,624 4 ,156 ,672 ,612
sf2 Within Groups 68,532 295 ,232

Total 69,157 299

Between Groups 1,145 4 ,286 ,980 ,419
sf3 Within Groups 86,167 295 ,292

Total 87,313 299

Lisans boliimii olarak, mezuniyet alanmmin Egitim Fakiiltesi Yabanci Diller
Ogretmenligi olmasi degiskeninin, ogretmenlerin dilsel giiven algilarinda farklilik
olusturmadig1 saptanmustir. Bu bulgu, mezun olduklar: fakiilte tiirii degiskeniyle, Ingilizce
ogretmenlerinin kendilerini yeterli bulmadaki algilar1 arasinda anlamli bir fark olmadig:
bulgusuyla (Yildirim, 2019: 65) ortiismektedir. Bu da, yabanci dille ilgili olan hangi
Fakiilteden ve boliimden mezun olurlarsa olsunlar, mezunlarin oldukc¢a ayrisik (heterojen)
yapida olmalarima ragmen, giiven algisinin lisans alani degiskenine gore farklilik arz
etmedigini ortaya koymaktadir.. Baska bir deyisle, mezuniyet sirasinda ve meslege
baslarken sahip olduklar1 yabanci dil diizeylerinin belli diizeyde 6l¢iinlii olmadig1 anlasilsa
da, bu durum, her ne kadar meslek bilgileri zaman icerisinde kaginilmaz olarak gelisse de,
Ogretmenlerin  alan  bilgilerinin  dilsel  giivensizlige  altyapt  olusturdugunu
diistindiirmektedir.

5.4. Egitim Verilen Kademe Degiskeni

Egtim verilen kademe degiskenine (d4) gore, Tiirkiye'deki Yabanci Dil
Osretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgeginin tiimiinde ve birinci alt
boyut (F1) ozerk yetiler; ikinci alt boyut (F2) temel yetiler ve liciincli alt boyut (F3)
0zdegerlendirme inanglar1 alt gruplarinda, yabanci dil O6gretmenlerinin dilsel giliven
algilarinda, yapilan ANOVA testi sonucunda farklilik saptanmistir (FSTOP=18,381,
p=0,000; Ff1=11,286, p=0,000; Ff2=14,188, p=0,000; Ff3=11,151, p=0,000). Farkliligin

yoniinii saptamak i¢in Scheffe analizleri yapilmistir.
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Tablo 13. Egitim verilen kademe degiskenine gore, Tiirkiye 'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven
Algilarini Degerlendirme Olgeginin tiimiinde ve birinci alt boyut (F1) dzerk yetiler; ikinci alt boyut (F2)
temel yetiler ve tgiincii alt boyut (F3) 6zdegerlendirme inanglar1 alt gruplarindaki farklilasmaya iliskin
ANOVA testi sonuglari

Sum of Squares df Mean Square F Sig.

Between Groups 8,543 3 2,848 18,381 ,000
stop Within Groups 45,858 296 ,155

Total 54,401 299

Between Groups 8,860 3 2,953 11,286 ,000
sfl Within Groups 77,458 296 ,262

Total 86,317 299

Between Groups 8,694 3 2,898 14,188 ,000
sf2 Within Groups 60,462 296 ,204

Total 69,157 299

Between Groups 8,866 3 2,955 11,151 ,000
sf3 Within Groups 78,447 296 ,265

Total 87,313 299

Farkliligin hangi egitim kademlerinde oldugunu belirlemek icin yapilan scheffe
analizlerinin sonuglari, Tiirkiye’deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarin
Degerlendirme Olgeginin toplami bazinda ve birinci alt boyut (F1) 6zerk yetiler; ikinci alt
boyut (F2) temel yetiler, iiclincii alt boyut (F3) 6zdegerlendirme inanglari alt boyutlarinda
saptanan farklilagmanin yoniinii ; ilkdgretim kademesinde (1 degiskeni) egitim verme
degiskeni ile iiniversite hazirlik sinifinda (Yabanci Diller Yiiksekokulunda) (4 degiskeni)
egitim verme degiskenleri arasinda Yiiksekokul kademesinde egitim verme lehine; orta
kademede (2 degiskeni) egitim verme degiskeni ile Yabanci Diller Yiiksekokulu
kademesinde (4 degiskeni) egitim verme degiskenleri arasinda Yiiksekokulda egitim verme
degiskeni lehine; lisede (3 degiskeni) egitim verme degiskeni ile Yabanci Diller
Yiiksekokulu kademesinde (4 degiskeni) egitim verme degiskeni arasinda ise, yine
Yiiksekokul lehine bir farklilik oldugunu ortaya koymustur. Buna gore, diger kademelere
gore, Yabanci Diller Yiiksekokullarinda gorev yapan Ogretmenlerin (0gretim gorevlileri)
dilsel gliven algilar1 diger kademelerde calisan meslektaslarina gore daha yliksektir.

Sonuglar Tablo 14’de verilmistir.
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Tablo 14. Egitim verilen kademe degiskenine gore, Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven
Algilarint Degerlendirme Olgeginin toplam1 bazinda ve birinci alt boyut (F1) dzerk yetiler; ikinci alt boyut (F2)

temel yetiler, {igiincii alt boyut (F3) 6zdegerlendirme inanglari alt boyutlarinda saptanan schefe analizleri sonuglari

Dependent Variable (Dd4 (J)d4 | Mean Difference| Std. Error Sig.
(1-)
2,0 -,09557 ,09368 ;791
1,0 3,0 -,12928 ,09709 621
4,0 - 42457 ,08123 ,000*
1,0 ,09557 ,09368 ;791
2,0 3,0 -,03371 ,08201 ,982
Stop 4,0 -,32900" ,06244 ,000
1,0 12928 ,09709 621
3,0 2,0 ,03371 ,08201 ,982
4,0 -,29529" ,06745 ,000
1,0 42457" ,08123 ,000
4,0 2,0 ,32900" 06244 ,000
3,0 29529" ,06745 ,000
2,0 -,24314 12175 265
1,0 3,0 -,16667 12618 628
4,0 -,49111* ,10557 ,000
1,0 24314 12175 265
2,0 3,0 07647 ,10659 916
" 4,0 -,24797" 08115 027
st 1,0 16667| 12618 628
3,0 2,0 -,07647 ,10659 916
4,0 -,32444" ,08766 ,004
1,0 491117 110557 1000
4,0 2,0 24797 08115 027
3,0 32444" ,08766 ,004
2,0 -,00835 10757 1,000
1,0 3,0 -,11596 11148 781
4,0 -,38488" ,09327 ,001
1,0 ,00835 10757 1,000
2,0 3,0 -,10761 09417 728
2 4,0 -,37653" ,07169 ,000
1,0 11596 11148 781
3,0 2,0 ,10761 09417 728
4,0 -,26892" 07745 ,008
1,0 ,38488" 00327 001
4,0 2,0 ,37653" ,07169 ,000
3,0 ,26892" 07745 ,008
2,0 -,04194 12252 1990
1,0 3,0 -,10251 ,12699 884
4,0 -,40093" 10625 ,003
1,0 ,04194 12252 ,990
2,0 3,0 -,06057 10727 ,956
3 4,0 -,35899" ,08166 ,000
1,0 ,10251 12699 884
3,0 2,0 ,06057 10727 ,956
4,0 -,29841" ,08822 ,010
1,0 ,40093" ,10625 ,003
4,0 2,0 ,35899" ,08166 ,000
3,0 ,29841" ,08822 010
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Yiiksekokulda gorev yapan 6gretim gorevlilerinin dilsel giiven algilarinin daha
yiiksek olmasi, lisans mezuniyet notu ortalamalarinin belli oranda yiiksek olmasi, dil
diizeylerinin belirlenmesi i¢in ulusal ve/veya uluslararasi dil sinavlarindan gegmeleri,
alanlarinda lisansiistii akademik caligma yapmalari, Akademik Personel ve Lisansiistii
Egitim Giris Sinavindan ve sozlii miilakatlardan basarili olma suretiyle, 6zenle segilerek
meslege atilmalari, sayilan Olgiitlerin yerine getirilmesinin yiiksek diizeyde o6zverili bir
calismayr ve nitelikli bir akademik altyapiy1, saglam bir alan ve yoOntem bilgisini
gerektirmesi etmenleriyle agiklanabilir. Aragtirmanin kuramsal ger¢evesinde de agiklandigi
gibi, giiven insast 6nceden ve zaman igerisinde kazanilan basarilar ile ilintilidir. S6zkonusu
giiven algisi, Yiiksekokulda 6gretim gorevlisi olabilme 6l¢iitlerini tasimanin akademik ve
toplumsal ¢evrede yarattig1 takdirle pekismektedir. Devlet ve Vakif Universitelerine ait iki
Yabanct Diller Yiiksekokulunun Ogretim gorevlililerini karsilagtirarak yapilan bir
arastirmada, mesleki gelisimden zevk alma ve mesleki gelisimi 0nemsemeye yonelik
tutumlarin genel olarak olumlu oldugu saptanmistir (Baykal, 2019: 76). Burada,
gelisimden keyif alma, gelisimi Onemseme ibareleri, acik bir sekilde stbiligsel
yaklasimlarin geliskinligine vurgu yapmaktadir. Dilsel giivenin altyap1 temelinde saglam
olmasinin bunu kolaylastirdig1 gergegi her iki yonde de gegerlidir. Ogretmeninin dilsel
bilgi ve beceri dagarcigiin ortak ortam enerjisiyle artmasi ve beraberinde gelisen bilissel

doygunluk, bir tepke (refleks) olarak kisinin i¢ diinyasinda dilsel giiveni olumlamaktadir.
5.5. Egitim Kurumunun Devlet Kurumu veya Ozel Kurum Olmasi Degiskeni

Calisilan egitim kurumunun Devlet kurumu veya 6zel sektdr kurumu olmasi
degiskeninin (d5), Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarim
Degerlendirme Olgeginin tiimiinde ve birinci alt boyut (F1) ézerk yetiler; ikinci alt boyut
(F2) temel yetiler, ticiincii alt boyut (F3) 6zdegerlendirme inanglar alt gruplarinda, yabanci
dil 6gretmenlerinin dilsel giiven algilarinda yarattig1 farklilasmayi incelemek igin bagimsiz
grup t testleri yapilmistir. Calisilan egitim kurumunun Devlet kurumu veya 6zel sektor
kurumu olmasi degiskeninin hicbir boyutta farkliliga yol agmadigi saptanmistir (tstop
(297) =-0,134, p=,893; t sf1(297)= 0,405, p= 0,686; tsf2 (297)=-1,454, p=0,147; tsf3(297)
= 1,037, p= 0,300). Tablo 15°de, egitim kurumunun Devlet kurumu veya 6zel kurum
olmas1 degiskenine gore, Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven

Algilarini Degerlendirme Olgeginin tiimiinde ve birinci alt boyut (F1) dzerk yetiler; ikinci
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alt boyut (F2) temel yetiler, ii¢iincii alt boyut (F3) 6zdegerlendirme inanglar tlizerindeki

farklilagmasina iligkin, yapilan bagimsiz grup t testleri analizlerine yer verilmistir.

Tablo 15. Egitim Kurumunun Devlet Kurumu veya Ozel Kurum Olmas1 Degiskeni gore, Tiirkiye deki
Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgeginin tiimiinde ve birinci alt boyut
(F1) ozerk yetiler; ikinci alt boyut (F2) temel yetiler, iigiincii alt boyut (F3) 6zdegerlendirme inanglar1 alt

gruplarinda, farklilagmaya iliskin bagimsiz grup t testi sonuglari

d5 N Mean Std. Deviation df p
1,0 189 3,9125 ,42205

stop
2,0 110 3,9194 43647 -,134 297 ,893
1,0 189 3,8370 ,52441

sf1 2,0 110 3,8109 ,56167 ,405 297 ,686
1,0 189 3,9162 ,46688

sf2 2,0 110 4,0000 ,50330 -1,454 297 ,147
1,0 189 4,0013 ,52370 1,037 297 ,300

e 2,0 110 3,9341 ,56835

Tablo 15’¢ gore, egitim kurumunun Devlet kurumu veya 6zel kurum olmasi
degiskeninin, Tiirkiye'deki Yabanci Dil Ogretmenlerinin Dilsel Giiven Algilarini
Degerlendirme Olgeginin tiimiinde ve birinci alt boyut (F1) ézerk yetiler; ikinci alt boyut
(F2) temel yetiler, iiclincti alt boyut (F3) 6zdegerlendirme inanglar1 alt gruplarinda
herhangi bir farklilik yaratmadigi saptanmustir ( tstop (297) =-0,134 ,p=,893; t sr1(297)=
0,405, p= 0,686; tsr2 (297)=-1,454, p=0,147; ts+3(297) = 1,037, p= 0,300).

Devlet kurumlarinda ve 6zel kurumlarda ¢alisan yabanci dil 6gretmenlerinin dilsel
giiven algilarinin birbirlerine kiyasla daha yiiksek veya daha diisiikk olmadig: saptanmustir.
Yabanci dil 6gretmenlerinin okullarda ise alinmasi icin gerekli temel kriterler incelenirse,
bunlarin, 6gretmenlik lisans diplomasi, mezuniyet Fen Edebiyat/Edebiyat Fakiiltesinden
ise lisans diplomasina ek olarak stajin1 ve egitimbilimsel yetisimini tamamlamis olmak,
Kamu Personeli Se¢me Sinavinda ve Yabanci Dil Bilgisi Seviye Tespit Sinavinda yeterli
puani almis olmak ve belli durumlarda deneyim yili diizeyi oldugu ortaya c¢ikmaktadir.
Ayrica, 6zel kurumlar yabanci dil 6gretmenlerini ise alirken, yurtdis1 deneyimini, yabanci
dilde konusmay1, dogru ve aslina uygun telaffuzu, sohbet etme yetisini 6lcme amaciyla,
sOzlii miilakatlar gergeklestirmenin yaninda, kaynak dil Tiirkceden hedef dile dogru
yapacaklar1 g¢evirilerin degerlendirilmesiyle adaylar1 siayabilirler. Gortildiigii gibi, temel
nitelikler devlet kurumlarinda ve 6zel kurumlarda ayni iken, 6gretmenlere sunulan mesleki
gelisim olanaklar1 degisebilmektedir. Burada, kurumlarin 6gretmenlere sundugu dilsel

giiveni gelistirmeye dayali akademik ve toplumsal etkinlikler ve olanaklar 6nem
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kazanmaktadir. Ancak, bunlardan verimli bir sekilde yararlanmak, akademik gelisimini
lisansiistii calismayla ilerletmek ve 6zgelisimini siirekli kilmak kiginin kendi sec¢imidir.
Okul yillarinda bagarili bir 6grenci olmak; ekinsel, sanatsal ve entelektiiel etkinliklerle
yabanci dili biitlinlesik kilmak ve arastirma merakini canli tutmak gibi iistbiligsel yetiler ile
goniilli kiiltiir elgisi olmak gibi toplumsal-duyussal giriskenlik, yabanci dilin adeta bir
derin ugras1 gibi kisinin yasaminda yer almasini saglar. Boylelikle siirekli gelisen dile
yatkinlik, aracilik yetenegi (bir metne aracilik etmek, kavramlara aracilik etmek, iletisime
aracilik etmek, ¢evrimigi iletisime aracilik etmek)?® (Avrupa Konseyi, 2020 : 89 ve 95) ve
biligsel hareketliligin, dilsel gliven insasinda rol oynadigi diisiiniilebilir. Bu dogrultuda,
calistigt kurumun Devlet kurumu veya o6zel kurum olma durumunun, yabanci dil
Ogretmenin dilsel giliveni iizerindeki etkisine dair arastirma kayitlarina rastlanamamakla
birlikte, giiven algisinin, is yasami basladiktan sonra, deneyim, bilimsel ¢alisma, akademik

bicimlenim ile gelisebilecegi ancak sifirdan kurulamayacagi unutulmamalidir.
5.6. ikinci Bir Yabanci Dil Bilme Degiskeni

Ikinci bir yabanci dil bilme degiskeninin (d6), Tiirkiye'deki Yabanci Dil
Ogretmenlerinin Dilsel Giiven Algilarim Degerlendirme Olgegi toplam 6lgek puanlart
acisindan, anlamli bir farkliliga neden oldugu goriilmekedir (t(298)= 3,099, p=0,002).
Farklilik ikinci yabanci dil biliyor olma degiskeni lehinedir (Xvarort= 3,98; Xyokort=
3,83). Tablo 16°da, ikinci bir yabanci dil bilme degiskenine gore, Tiirkiye 'deki Yabanci Dil
Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgegi tim dlgek ile birinci alt
boyut (F1) 6zerk yetiler; ikinci alt boyut (F2) temel yetiler, liglincii alt boyut (F3)
0zdegerlendirme inanclar1 agisindan farklilasmaya iligkin, yapilan bagimsiz grup t testi

analizlerinin sonuglaria yer verilmistir.

Tablo 16 degerlendirilidiginde, ikinci bir yabanci dil bilme degiskinine gore,
toplam oOl¢ek puanlart acisindan anlamli bir farklhilik bulunmaktadir (t(298)=3,099,
p=0,002). Farkliligin ikinci yabanci dil biliyor olma degiskeni lehine oldugu goriilmektedir
( X1ot= 3,98; Xoor= 3,83). Ikinci yabanc dil biliyor olma degiskeninin, 6zerk yetiler (F1)
alt boyutunda ise herhangi bir farkliliga sebep olmadigi ortaya ¢cikmistir ( t(298)= 1,872,
p=0,062). Temel yetiler (F2) alt boyutunda ise, ikinci yabanci dil bilme degiskeninin

26 Diller igin Avrupa Ortak Basvuru Metni (Avrupa Konseyi, 2020: 36), yabanc1 dilde geleneksel dort beceri modelininin
(dinleme, konusma, okuma, yazma) giderek yetersiz kaldiginin altin1 ¢izmektedir. Teknoloji ve iletisim ¢esitliliginin hizla
gelistigi cagimizda, yabanci dil becerilerinin etkilesime dayanan, gercek hayattaki dil kullanimina daha yakin olmasi
gerektiginin alti ¢izilmektedir. Bu anlamda, dil etkinlikleri dort iletisim bigimi altinda sunulur: alimlama, iiretim,
etkilesim ve aracilik; araciligin (Avrupa Konseyi, 2020: 89, 95) yabanci dil yetileri arasinda yer edindigi goriilmektedir.
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farklilagma olusturdugu goriilmektedir ( t(298)= 3,077, p=0,002). Farkliligin ikinci yabanci
dil biliyor olma lehine oldugu goriilmektedir ( Xiort =4,03, Xoort =3,86). Ikinci yabanci dil
bilme degiskeninin 6zdegerlendirme inanglar1 (F3) alt boyutunda farkliliga neden oldugu
goriilmektedir (t(298)= 2,705, p=0,007). Ozdegerlendirme inanglar1 alt boyutundan yer
alan farkliligin ikinci yabanci dil biliyor olma lehine oldugu saptanmistir (Xfs1ort =4,05,
Xtzzort =3,89).

Tablo 16. ikinci Bir Yabanci Dil Bilme Degiskeni degiskenine gére, Tiirkiye 'deki Yabanci Dil
Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgegi Ve birinci alt boyut (F1) zerk yetiler; ikinci
alt boyut (F2) temel yetiler, tiglincii alt boyut (F3) 6zdegerlendirme inanglar alt gruplarindaki farklilasmaya
iliskin bagimsiz grup t testi

| d6 N Mean | Std. Deviation t df p
t 1.0 51| 39885 21360
P50 149 38380 42746 3,099 208 002
a1 L0 51| 3,8834 52782 1872 208 062
2.0 149|  3,7678 54230
w10 51|  4,0298 26471 3.077 208 002
2.0 149| 38613 48375
o L0 51| 4,0579 56084 2,705 208 007
2.0 149  3,8909 50698

Bulgular degerlendirildiginde, yabanci dil 6gretmenlerin 6zerk yetileri ile ikinci
yabanci dil bilme arasinda farklilik olugmadigi saptanmistir. Ancak, ikinci yabanci dil
bilme 6zelliginin, temel yetiler alt boyutunun iizerinde farklilagma olusturdugu (t(298)=
3,077, p=0,002) ve bu farkliligin ikinci yabanci dil biliyor olma degigkeni lehine oldugu
goriilmektedir (Xvarort =4,03, Xyokort =3,86). Bu baginti, ikinci yabanci dil bilen yabanci
dil Ogretmenlerinin temel dil donamimlari agisindan daha geliskin olduklarini
diistindiirmektedir. Ayn1 sekilde, sdozkonusu degiskeninin 6zdegerlendirme inanglar1 alt
boyutunun {izerinde de farkliliga neden olarak (t(298)= 2,705, p=0,007), bu farkliligin
ikinci bir yabanci dil biliyor olma degiskeni lehine oldugu saptanmistir (Xf31ort =4,05,
Xf32ort =3,89). Yani, ikinci yabanci dil bilen yabanci dil 6gretmenlerinin 6zdegerlendirme

inanglari, ikinci yabanci dil bilmeyenlere gére daha olumludur.

Birden fazla yabanci dili kullanabilme becerisi, karsilagtirma yapma, diller arasi
baglanti kurma, akilda tutma gibi biligsel yetileri gelistirmekte olup, kisiyi yabanci dile
yakin tutarak dili kullanma sikligimi arttirdigindan, dilsel giiven diizeyini de
yiikseltmektedir. Ulusal alanyazindaki bilimsel calismalar ise, daha cok yabanci dil

Ogretmenlerinin egitimini verdikleri yabanci dili odaga almaktadir.

Bulgulardan hareketle, 0Olgegin ikinci boyutundaki demografik verilerin

coziimlenmesi, yabanci dil Ogretmenlerinin dilsel gliven algilarimin Yabanci Diller
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Yiiksekokulu 6gretim gorevlilerinde diger kademelerde gorev yapan Ogretmenlere gore
daha yiiksek oldugunu; egitimini verdigi dil haricinde ikinci bir yabanci dil daha bilen
Ogretmenlerin de, tek yabanci dile hakim Ogretmenlere kiyasla daha yiiksek dilsel giiven

algisina sahip olduklarini gostermistir.
6. Sonuglar ve Tartisma
6.1. Ol¢ek gelistirme: Birinci Boyutla Tlgili Sonuclar

Aragtirmasonuclarina gore, tim Olcegin korelasyon katsayist .87 dir. Gegerlilik
caligmalar1 sonuglaria gore, verilerin faktor analizine uygunlugunu gosteren Kaiser Meyer
Olkin (KMO) o6rneklem yeterliligi testi sonucu KMO degeri 0,897’dir. Barlett kiiresellik
testi Ki-kare degeri 1524,422°dir. Toplam faktor agiklayiciligr 55,207°dir. Sonuglar, veri
setinin faktor analizine uygun oldugunu gostermistir. Maddeler diizeyinde yapilan
ayirdedicilik analizinde, tim maddelerin .001 diizeyinde anlamli farklilik arzetmesiyle
ayirdedicilik giicii ortaya ¢ikmustir. Olgegin faktor smiflandiriimasi saglikli bir sekilde
gerceklestirilerek, daha 6z ve kompakt hale getirilmesi saglanmis, iletisimselligi
arttirllmistir. Bu dogrultuda, toplam on bes maddeden olusan ii¢ faktor kiimesi, icerdikleri
maddelerin isaret ettikleri anlamsal 6zelliklere gore, sirasiyla 6zerk yetiler, temel yetiler ve

0zdegerlendirme inanglar1 olarak adlandirilmastir.

Giivenilirlik ¢aligmasi kapsaminda,tiim 6l¢ek 15 madde icin toplam i¢ tutarlilik
diizeyi 0,877°dir. Alt gruplarin i¢ tutarhilik diizeyleri, birinci faktor grubu i¢in 0,791, ikinci
grup i¢in 0,819, iiclincii grup i¢in 0,728’dir. Tiim faktorlerin Cronbach alpha degeri 0,70’in
tizerinde oldugu i¢in, 6lgegin tamami ve alt faktorlerin yeterli giivenilirlikte oldugu sonucu
ortaya cikmistir. Faktorler arasi korelasyonlar1 belirleyen Pearson c¢arpim Moment
korelasyonu analizi sonuglarina gore, tiim faktorler arasinda pozitif yonde anlamli bir iligki
vardir. En yiiksek korelasyon F1 alt boyutu ile toplam 6l¢ek arasindadir (r=0,861, p>0,01).
En diisiik korelasyon F1 ve F2 arasindadir (r=0,446, p<0,001). F1 ile F3 arasindaki iliski
r=0,461, p<0,001 diizeyinde olup, F2 ile F3 arasindaki iligki r=0,633, p<0,001

diizeyindedir.

Yapilan analizlerin 1s18inda  hazirlanmis olan  Tiirkiye 'deki  Yabanci  Dil
Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgegi birinci boyutunun, ii¢ alt
grupta toplanan 15 maddeden olusan 5’li Likert yapida gecgerli ve gilivenilir bir 6lgek

oldugu sonucu ortaya ¢ikmaistir.
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6.2. Ol¢cek uygulama: Birinci Boyuta Iliskin Sonuclar

Olgegin birinci boyutundan elde edilen bulgulara gére, yiiksek, orta ve diisiik
diizeyde olumlu puan alan maddeler bulunmaktadir. Sonuglara gore, “yabanci dil seviyemi
meslegimi yapmak icin yeterli buluyorum” (madde 4) ifadesi en yiiksek degerde olumlu
puan alirken, en diisiik puan alan ifade ise, “0gretmen olmadan 6nce akademik basarisi
yiiksek bir lisans 6grencisiydim” (madde 6) ifadesi olmustur. Varilan sonuglar Tablo 17°de

dilsel giiven acisindan yorumlanip 6zetlenmistir.

Tablo 17. Tiirkiye'deki Yabanct Dil Ogretmenlerinin Dilsel Giiven Algilarini Degerlendirme Olgegine gore
Yabanci Dil Ogretmenlerinin Dilsel Giiven Algis1 Diizeyi ve Dagilimi Sonug Tablosu

Dilsel Ozerk yetiler Temel yetiler Ozdegerlendirme Olumlu
giiven inanglart degerler
algisi
Ogrenciler icin dzgiin ders Oldukg¢a
materyali arastirip yiiksek
hazirlarim. (lstbiligsel)
Firsatin1 buldugumda, Orta
Tiirkgeden yabanci dile, derecede
yabanci dilden Tiirkgeye, yiiksek

karmasgik sayilabilecek
climleleri ¢evirmekle
ugrasirim. (listbiligsel)

Konusurken ciimlelerin Orta
sonunu zorlanmadan derecede
getirme konusunda yiiksek
gelisimimi takip ederim.
) (Ustbilssel)
Ustbiligsel | Ders esnasinda yabanci Diisiik
konular dilde soru sormalari icin derecede
ogrencileri yiiksek
yiireklendiririm.
(Sosyoafektif)
Yabanci dili konusurken Diisiik
veya yazarken kelime derecede
bulmakta zorlanmadaki yiiksek
gelisimimi takip ederim.
(Ustbilissel)
Ogrettigim yabanci dilin Oldukga
imlasint ¢ok iyi bilirim. yiiksek
(Yazili anlatim)
Diigiincelerimi yabanci Oldukg¢a
dilde yazili olarak yiiksek

sorunsuz ve yardimsiz
ifade edebilirim.
(Yazili anlatim)

Yabanci dildeki her dil Orta
diizeyinden yazili derecede
metinleri biiyiik 6l¢lide yiiksek
sorunsuz/yardimsiz
anlarim.
(Yazili anlama)

Biligsel konular Ogrettigim kelimelerin Diisiik
telaffuzundan eminim. derecede
(Sozli iiretim) yiiksek
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Ders materyali olmayan Diisiik
s6zIli metinleri ve derecede
konusmalart sorunsuz ve yiiksek

yardimsiz anlarim.
(S6zIi anlama)

Yabanci dili kullanarak Diisiik
zorlanmadan ders derecede
anlatabilirim. (Sozli yiiksek
iiretim)

Yabanci dil seviyemi | Cok
meslegimi layikiyla yiiksek
yapmak i¢in yeterli
Duyussal-Toplumsal konular buluyorum
Yabanci dile olan Oldukga
ilgim ve arastirma yiiksek
merakim devam
ediyor.
Ogrettigim yabanci Orta
dilin kiiltiirii hakkinda | derecede

etraflica bilgim yiiksek
vardir.

Ogretmen olmadan Diisiik
once akademik derecede

basarisi yiliksek bir yiiksek
lisans 6grencisiydim.

Sonuglar 6zetlendiginde, yabanci dili goniillii olarak 6zel yasamin ekinsel ve
toplumsal alanlarina dahil etmek, ilerletmek i¢in firsat kollamak, igsel istekle arastirmaya
devam etmek gibi Ustbiligsel yaklagimlarla gelisen 6zerk yetilerin gelisimiyle sekillenen
giiven agisindan, ogretmenlerin dilsel giiven algisinin orta diizey sinirinda oldugu ortaya
cikmistir. Bu konuda, 6gretmenlere ders dist zaman dilimlerinde, kurumsal diizenlemelerle
her yil diizenli olarak mesleki yurtdisi deneyimi yasatmak, ekinsel ve profesyonel
yiizyilize/cevrimici etkinlikler sunmak, Tirkce ve yabanci dilde katilacaklar1 bazi
egitbilimsel yetisimleri mesai saatine yedirerek planlamak, onlarin yabanci dilin giincel
durumuyla edimsel (pragmatik) ve mesleki a¢idan daha ¢ok ilgilenmelerini saglayabilir.
Buna karsilik, biligsel konularda, 6gretmenlik yaparken sahip olunan alan bilgisine
dayanan dilsel giliven algisinin, 6zerk yetilere dayananlara kiyasla, daha yiiksek oldugu
sonucu elde edilmistir. Degiskenligi, temel dil becerileri diizeyine yayildigi i¢in, bu
becerilere ait giiven algis1 ortalama olarak yine orta diizeydedir. Burada en yiiksek olumlu
giiven algisi, temel dil yetilerden yazili anlatim ve yazili metinleri anlama becerileri
boyutundadir. En diisiik sonuclar ise, sozlii tiretim (konusma) ve sozlii liretimleri anlama
becerilerinde ortaya c¢ikmistir. Bu durum, 6gretmenlerin dilsel giiven algi diizeylerinin
gelismesi icin, yabanci dille, sinif disinda da biitiinlesmeleri gerektiginin altini ¢izmektedir.
Son olarak, duyussal-toplumsal konular1 igeren oOzdegerlendirme inanglarina gore,

ogretmenlerin dilsel giiven algilari, sayillan diger iki gruba goére daha yiiksektir.
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Ogretmenler genel olarak, mesleklerini yapabilmeleri igin gerekli dilsel giivene sahip
olduklarin1 diistinmektedir. Ayrica, 6gretmenlerin, egitimini verdikleri dile kars1 ilgileri
devam etmektedir. Ancak, dilin kuramsal altyapisinin yaninda, ekinsel baglamda
gelistirdikleri bilgi diizeyine 6gretmenler fazla giivenmemektedirler. Bu yetersizlik algisi,
Ogretmenlerin sinif i¢i uygulamalarda kullandiklar: duragan bir kuramsal bilgi havuzu igine
haspolduklarina isaret edebilir. Oysa dil ve kiiltiir birlikte ele alinmas1 gereken ayrilmaz bir
biitlindiir ve dilin, toplumsal-kiiltiirel devinimlerden, dilbilgisi kurallarina varana kadar her
sekilde etkilenip stirekli yenilendigi bilinen bir gercektir. Ayrica, Ozdegerlendirme
inanclarina gore, liniversitedeki 6grencilik zamanlarindaki akademik basarilarinin diisiik

oldugunu diistinmeleri, 6gretmenlerin dilsel giiven algisina olumsuz olarak yansimaktadir.

Sonu¢ olarak, smf i¢i ders uygulamalarda dilsel giliven algis1 belli Olgiide
mevcuttur nitekim yazili dilin {iretilmesi, anlagilmasi ve g¢evrilmesiyle ilgili yetilerdeki
giiven algilariin yiiksek ve orta diizeyin altina diismemesi bunu desteklemektedir. Mesleki
merakin devam ediyor olmasini 0zglin ders materyali hazirlama konusundaki olumlu
yaklagim dogrulamaktadir. Bunun yaninda, giiven sarsict etmenlerin basinda, telaffuz
bilgisi eksikligi gelmektedir. Bununla ilgili olarak, ders esnasinda 6grencileri yabanci dilde
soru sormaya yoOnlendirmeye karsi olan kayitsizlik da, dgretmenlerin kendi giivensizlik
habitiislerinden dolay1 gelistirdikleri bir davranmis sekli olabilir. Nitekim, yabanci dil
kullanirken giivensizlik algisi i¢inde bulunan bireyler (kullanicilar), baskalariyla o dilde
iletisim halinde olmay1 saglayamama, kars1 tarafin kullanicinin iletisim ¢abasini karsiliksiz
birakmas: ve takdir etmemesi gibi nedenlerle, kendi kendilerini olumsuz yonde
yargilayabilir, adeta olumsuzca damgalayabilir ve bu damgalama siire¢leri hiisrana yol
acarak, kisinin kendi kendine o dilde konusma c¢abasin1i ve o dile kars1 aidiyet
gelistirmesini engeller (Bretegnier, 2020: paragraf 43)?. Giiven sarsic1 diger bir etmen,
kelime bilgisi yeterliliginde orta diizeyde giiven algis1 gelistirilmis olunmasidir. Bu durum,
ders uygulamalar1 disinda, dinleme/duyma/okuma/aracilik etkinliklerinde kisitli kalindigini
diisiindiirmektedir. Genel gecer ciimleler disinda yabanci dili kullanarak ders anlatmay1
tercith etme durumuna olumlu yaklasimin diisilk olmasi (en azindan ders siiresinin
yarisinda) bu dilde s6zlii ifade pratiginin eksikligine vurgu yapabilmektedir. Son olarak,
lisans mezuniyeti not ortalamasinin yiliksek olmayip gecer diizeyde olmasi, 6gretmenlerin

yerlesik dilsel giiven algilarinin olumlu yonde gelismesinin 6niinii kesen 6nemli bir sarsici

27 Ozgiin alit: “ (...) ces processus de stigmatisation générent de la frustration, peuvent induire de I’auto-odi et de
I’insécurité linguistique venant inhiber I’appropriation, la prise de parole en langue d’insertion, mais aussi freiner
I’affiliation sociale ™.
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etmendir. Bu durum, yabanci dil 6gretmeni adaylarimin, tiniversite yillarindaki ders bagar1

diizeylerinin daha yiiksek olmas1 gerektigine dikkat cekmektedir.
6.3. Ol¢ek Gelistirme ve Uygulama: ikinci Boyutla ilgili Sonuclar

Ogretmenlerin demografik bilgilerinin yer aldig1 6lgegin ikinci boyutunda,
ANOVA testi ve t-testiyle Olglimleri yapilan alti degiskenden dort degiskenin (cinsiyet,
mesleki deneyim yili, mezun olunan lisans alani1 ve galisilan egitim kurumunun devlet
kurumu veya 6zel kurum olusu) dilsel giiven algis1 lizerinde farklilik olusturmadigi
saptanmistir. Bunun yaninda, Yabanci Diller Yiiksekokulunda gorev yapan ogretim
gorevlilerinin dilsel giiveni diger kademelerdeki 6gretmenlere gore daha yiiksektir. Ayni
sekilde, 6gretmenligini yaptiklart yabanci dil haricinde bir yabanci dil daha bilen farkli
kademelerdeki Ogretmenlerde de dilsel gliven algisi, ikinci yabanci dil bilmeyenlere

kiyasla daha yiiksektir.
6.4. Sonuclar ve Oneriler

Yapilan arastirma, Tirkiye’de yabanci dil dgretmenlerinin dilsel giiven algisinin
orta diizeyde oldugunu ortaya koymustur. Bulgulara gore, giiven veya giivensizlik
olusumunda, 6grencilik donemlerindeki (burada, erken donem) akademik basar1 ¢izgisinin
ve goriilen takdirin rolii biiylik dl¢iide belirleyicidir. Dilsel giiveni sarsan konusma ve
telaffuz bilgisi eksikligi i¢cin, Ogretmen adaylarina, sozlii anlatim derslerinde tek tek
alistirma yaptirmanin, zaman kisiti ve bireysel farkliliklar agilarindan ¢ok zor oldugu
diisiiniildiiglinde, canli veya ¢evrimi¢i dinleme etkinliklerine yonelik tekniklerin tim dil
edinim dersleriyle biitiinlestirilmesi, sinif dis1 dinlemeye dayali yazili ve s6zlii raporlama
Odevleri verilmesi; kelime bilgisinin arttirilmasi ve ilgili sozlii performans sinavlarinin
yapilmas1 diisliniilebilir. Yazili anlatim dersinin ayn1 zamanda s6zlii anlatim olarak da

degerlendirilecek sekilde hibrit teknikle sunulmasi bunlara eklenebilir.

Kiiltiirel donanimla ilgili eksiklikten kaynakli giivensizligi gidermek i¢in, yurtdisi
Ogrenci degisim ve 6gretmen aday1 veya 6gretmen degisim programlarinin finansmaninin
desteklenmesi; 0gretmen adaylarina, ayda bir kez gibi zaman araliklariyla, 6gretmeni
olunacak yabanci dilin konusuldugu ve kiiltiiriiniin yasadig: iilkeler hakkinda, giincel
olaylardan derlenen uygun gorsellerin ilgili dilde dinletilerek izlenmesinin saglanmasi
yararli olabilecek etkinlikler arasindadir. Bu gibi etkinlikler, bir yandan ogretmen
adaylarin1 toplumsal-duyussal anlamda biraraya getirerek ortak art1 gii¢ (sinerji) yaratirken,

diger yandan alan gorgiisiinii arttirict yoniiyle egitici-ogretici olabilecektir.
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Yabanct dil Ogretmenligi alani, gesitli bilgi ve becerilerin ayn1 anda biraya
gelmesini gerektiren karmasik ve devingen ¢ok ydnlii bir bilim dalidir. Bilgi ve becerilerin
tiimline eksiksiz sahip olmak olanaksizdir; bundan 6tiirii belli bir hosgdrii paymin
bulunmas: kagmilmazdir. Onemli olan, iiniversiteden mezun olurken, Ogretmen
adaylarinin, yeterli diizeyde dilsel altyapiyla mezun olmalarinin saglanmasinin 6diin
verilmeden &ncelenmesi ve ozgelisim bilinciyle yetistirilmeleridir. Ogretmen adayi,
akademik bilgi donaniminin yanina, 6zégrenimli (otodidakt) bir yapiyr eklemezse,
edinimler sadece okuldaki kuramsal bilgilerle smnirli  kalacaktir. Yabanci dil
Ogretmenlerinin, bilimsel arastirmalar 1s18inda siirekli sekillenen bilgi dagarcigini ve
Ogretim yontemlerini 6grencilerinin yas ve dil 6grenim amaglarina gore izlemeleri, bunlari
kullanmaya alistiklar1 yontemlerle harmanlamalari, 6gretme izlemlerinde siirer durumcu
(statlikocu) olmayarak kendilerini giincellemeleri dilsel giiven algilarinin yiikselmesine
olumlu katki saglayacaktir Gelisimin meslek yasami boyunca devam ettigi géz Oniine
alindiginda, 6gretenlere yonelik olarak, cesitli diizeylerde giiven algisina sahip olundugu
saptanan alanlarda, ayr1 ayri, giiven algisinin olumlu yonde gelismesi igin yapilabilecek
etkinliklerin, verilebilecek desteklerin neler olabilecegi hakkinda; ayrica Ogretenlerin,
dilsel gliven algisin1 arttirmaya ydnelik beklentilerinin neler oldugunu saptama konusunda
yapilacak farkli arastirmalar bu konuda ilerleme saglamada yararli olacaktir.
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Abstract

The purpose of this study was to investigate the problems faced by the transgenders in the society, while applying
for the jobs and faced discrimination on the bases of sexual identity for which they are being neglected in the
overall society and are not accepted as well. The primary data was gathered by distributing questionnaires
among transgenders. The sample size used for this study is 150 employees that are currently working in WASA
(Water and Sewerage Authority) it is an organization in Pakistan. SPSS software was used to analyze data for
multiple linear regression analysis and reliability analysis. The results were contingent by usual principles of
statistics. Based on the results the hypotheses conducted were accepted. The findings recommended that the
society has a notion developed within them or inherited on the bases of which transgenders have always been
neglected and treated as minorities. They cannot get the job that they deserve even though having same education
as others. Thus, the laws and rules are developed in order to provide them the jobs, so that they can earn bread
for their families in order to feed them.
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Transseksiieller icin Esitsiz Istihdam Firsatlari:
Pakistan Calisanlari Uzerine Gorgiil Bir Arastirma
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Bu ¢alismanin amaci transseksiiellerin toplumda kabul gormedikleri islere basvururken karsilastiklar: ve cinsel
kimlik temelinde ayrimciliga maruz kaldiklarinda yasadiklar: sorunlart incelemektir. Birincil veriler,
transseksiieller arasinda anketler dagitilarak toplannustir. Bu ¢alisma icin kullanilan érneklem Pakistan'daki bir
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Introduction

The proficient experiences of individuals whose gender identity differs from what is
predicted based on their sex at birth, gender identities operationalized as
‘transgender’(Dowers, White, Kingsley, & Swenson, 2019). Transgenders are also referred to
as third sex (Jiloha, 2019).In Pakistan, there are generally transgenders by birth. There might
be a negligibleratio of transgenders by choice, but they endure under the curtain because it is
considered as taboo(Khan, 2021). In Pakistan, transgenders are assumed to be indigent
community living a life of melancholy and powerlessness (Khan, 2021). A lot of research that
is being conducted on employment shows the gender inequality amongst women and men that
reinforces a binary conception of gender. Even foreign countries such as United States “Equal
Employment Opportunity Commission” (EEOC) consist of the options that include the male
and female option of gender and no other option, significance that the EEOC cannot classify
who are transgender and that transgender people are not acknowledged and counted. Through,
it can be seen that how transgender are being acknowledged in the world wide concept.
Amongst the results for occupation, there are various categories of Hijras existing which
includes “transgender men, transgender women, or non-binary transgender people”. Thus
transgender are profoundly understudied group that are been neglected and treated as minority
in every profession. “The National Transgender Discrimination Survey”, which was
accompanied by the “National Center for Transgender Equality and the National Gay and
Lesbian Task Force” in 2008. The study allowed the respondents to disclose their gender
within the given column that either they are men, women or third gender or if they are not
amongst any of these then they can write of their own choice.

After the responses were being collected there were most of the responses that include
the third gender option amongst the other options(Grant, Mottet, & Tanis, 2011) and some
unique responses(Harrison, Grant, & Herman, 2012). Then the survey asked for the birth that
was assigned to them at the birth. Currently, there appears the case of suicide of Leelah Alcorn
who was a transgender as he was transitioned from male to female. The discrimination in
employment of transgenders can be seen in terms of refusal to offer the same terms of
employment, conditions of work, opportunities for training and promotion or transfer as other

employees with the same qualification and experience or skills working in the similar
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circumstances. The retirement or being made to resign by the employer is also enforced on

them in some cases.

In our society, transgenders are discriminated a lot as they are being harassed and
bullied by a lot of people in the workplace. They faced a lot of problems because it’s been
known from the heritage that they are not normal and people don’t consider them good
because, when they don’t get the proper education, job and treatment, they opted the prostitute
profession or start dancing in weddings to make bread and butter for them and their families
and when they opted such fields people make different judgments about them and call them
with different names such as “Hijras”. This tradition has been evolved from the past and is
being transferred in nations after nations. They have been given the minor jobs and their
wages alsodiffer from other employees because they are being discriminated because of their

sexual identity.
Unequal Job Opportunities for Transgender in Global Context

The Williams Institute finds that gay and bisexual men earn 10 percent to 32 percent
less than similarly qualified heterosexual men. This is true even when controlling for

education, race, occupation and years of work experience.

Williams’ findings for lesbian and bisexual women however are less clear. According
to Williams’ analysis, lesbian and bisexual women earn the same or sometimes more than
heterosexual women. But that’s not to say that lesbian workers do not experience gaps in pay.
Research indicates that lesbian workers still earn less than both heterosexual and gay
men(CAP, 2012).

Looking at three of the studies that formed the basis of Williams’ meta-analysis:

. In 2001, Allegretto and his colleagues suggest that gay men in partnered same-sex

couples earn 15.6 percent less than heterosexual married men (Allegretto & Arthur, 2001).

. In 2003, Badgett found that gay and bisexual men earned between 11 percent and 27
percent less than their heterosexual counterparts, while finding no statistical difference for

leshian and bisexual women (Badgett & Folbre, 2003).
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. In 2007, Black and his colleagues, in their research indicates that gay men earned 14
to 16 percent less than their heterosexual counterparts, while lesbian women actually earned
20 to 34 percent more (Black, Sanders, & Taylor, 2007).

Unequal Job Opportunities for Transgender in Pakistani Context

In a socially diverse environment, where everyone is facing differences of many sorts
like socio-economic, opinion, gender, ethnic and religious. These differences make the core
structure of our society and especially in Pakistan when it comes to “Hijras” people used to
make fun of them and discriminate them in every field either it comes to their education or
employment. Pakistani transgender women are ordinarily found at the entertainment market or
dancing at wedding parties. Moreover, it is also seen that in Pakistan it’s complicated and
disturbing when talking about the rights of transgenders as they technically enjoy better rights
than in many places around the world, but in practice they face violence and stigma. Even, so
they are worlds ahead of Pakistan gay men, who are outlawed, brutalized and even murdered
with no resource of protection, because here there are no as such rights that are given to them

that they can raise voice for themselves or to take help from someone else(Azhar, 2013).
Literature Review
Discrimination

Discrimination is one of the major reasons that cause distress among the individuals
working in an organization. The employees within the organization cause intrapersonal
distress, as they come to know that the peer with whom they are working are neither men nor
women. It can also cause conflict sometimes as transgender are always discriminated and their
opinion doesn’t consider of any worth. Through the findings it’s been found that this
discrimination could be eliminated by engaging more in practices that could allow the
individuals to have a positive attitude and perception for transgender and eliminate the
negativity by having work uniforms that what sort of clothes to wear so that the distress could
be eliminated. Activists are the one that bring about social change, so they can exchange
blows for transgender right and can have specific workplace organizations to execute

nondiscrimination and transgender-affirmative policies(UKEssays, 2021).
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They can engage with the non-governmental organizations (NGOs) and other medical
insurance or medical companies to provide them these facilities(Brewster, Velez, Mennicke, &
Tebbe, 2014). The intrapersonal and interpersonal negativity that transgender face can also be
eliminated by having the legal rights for them in working place, so that the discrimination and
harassment they face could be stooped and they should work without having any distress as
this could lead to conflict. The training of employees about gender transitions can benefit a lot
the organization to remain open, flexible and non-judgmental, so they can work smoothly with
the coordination amongst each other. The findings that have been founded showed that how
the transgender are called with different names, property destruction just to discriminate them
in the workplace (Budge, Adelson, & Howard, 2013). The other finding reported that they had
enlarged levels of unease, unhappiness, anxiety and interpersonal difficulties as of observed

gender discrimination (Dispenz, Watson, Chung, & Brack, 2012).
Non-Discrimination Policies

Understanding employee’s right and protecting them gives them motivation and
courage to put forward their views and let them participate and contribute for the organization.
Organizational non-discrimination policies functioned to guarantee that they could create their
own decisions that were informed by any possible significance. The applicants suggested that

individuals selecting to arise in workplaces through uncertain anti-discrimination guidelines.

The transgender through these policies could be able to achieve the desired goals and
may be able to get better employment, as the society has always discriminated them on the
bases of their identity. By setting specific quotas for them and providing healthy environment
may lessen the stress that they get usually in work place (Sawyer, Thoroughgood, & Webster,
2016).

The more the rights they would be given and treated as same as other employees would
let them do their best. Study shows that 26% of transgender lost their jobs due to prejudice,
50% of them were being harassed on their job tenure, 20% were being unaccepted by their
families and the most above them were the trans students that accounts for 78% were being
abused (M, Mottet, Tanis, Herman, Harrison, & Keisling, 2010). The above discussion

concludes the following hypothesis.
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H1: Non-discrimination policies effect on discrimination based on gender inequality.
Unequal Treatment

The initials LGBT (lesbian, gay, bisexual, and transgender) are in common expression
both within and without the academy as shorthand to refer generally to lesbian, gay, bisexual,
and transgender people as a group(Taragua, 2020). The lesbian, gay, bisexual, and transgender
(LGBT) always face discrimination in work place as there are no laws that can protect their
rights. According to literature, it is concluded that transgenders are discriminated by
employers because they have the high risk of mental problems and HIV, which lead to suicide
attempts (Borm & Baert, 2018). This negative attitude leads them to have mental and physical
health issues. When peer came to know about their identity they started misbehaving with
them and treat them unequally. Through this the outcome of the organization and the overall
environment is also affected. The unequal treatment is kind of rooted in beliefs of transgender.
Another factor of discrimination that could be seen and say as unequal treatment is wage gap,
other employees working in an organization used to get always higher pay and when it comes
to homosexual group, they are always being paid less because of gender identity. The study
showed that the transgender gets 10% to 30% of the pay, though was equally qualified as other
men or women working in an organization due to sexual orientation (Badgett, Lau, Sears, &
Ho, 2007). The organizations should ensure identical treatment of heterosexual and non-
heterosexual employees within an organization by protecting the transgender from the
discrimination factor in employment practices. Taking such actions, study has proposed that
sexual orientation in anti-discrimination reports and policies was directly proportional to the
satisfaction of job and commitment among trans workers(Day & Schoenrade, 2000). The
organization should provide prospects for transgender to specify their sexual identity on
unknown engagement surveys, forming remunerations for Transgender personnel and their
families and initiating diversity creativities such as lesbian, gay, bisexual, and transgender
(LGBT) employee resource groups, diversity assemblies or mentorship agendas in order to
promote the equality in overall organizations and society, so that the community that is being
ignored should started considering them and should be given the rights that they deserve.The

above literature can help to develop the second hypothesis.

H2: Unequal treatment effect on discrimination based on gender inequality.
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Informal Employment

When the economy is unprotected or unregulated by the state, it is known as informal.
In Asia, there are about two third of the women that are informal wage workers. By sex they
are male, but their appearances seem to be like women and are known as transwomen,
transpeople or transgender. They are economically exploited as informal workers and are also
culturally vulnerable because of their gender identity; because of this they are treated
unequally and are discriminated as well (Briones, 2011). When talking about the informal
employment the transwomen works as beauticians, sellers and peddlers and consist of very
low wages(Lasco, 2017). They agreed to work on lower wages because they don’t have any
stable, secure and long-term jobs due to their less education and gender identity(Woodward &
Winter, 2007). The transgender workers way of living depicts their tendency and
opportunities available to them that make a lot of complications for transwomen workers in
South and East Asia to make their living style better(Winter & King, 2011).

Their less education makes a lot of difficulties for them that when they come towards
established areas for getting the jobs.To begin with, they cannot get the proper jobs and
additionally, they have limited hospital care and access to education(Armas, 2007). This kind
of attitude makes them helpless and hopeless and due to this their risky behaviors emerged
such as consumption of alcohol, drug addiction and prostitution (Winter & King, 2011). After
suffering a lot if they get the employment somewhere they are being discriminated and barring
from reimbursement and opportunities and are also entitled with different names (Hollerbach,
Khan, & Khan, 2014). The job that they get is so casual for the owners that their employment
is undocumented as there is no documentation of the transactions between the employer and
the worker. They do not have any identification cards as other workers do have, they don’t
even get social benefits such as health insurance or sick leave, though they are being working
in that organization for more than one year and when they get sick they do not even get pay
for that day because they are being discriminated and treated differently as compared to other

employees.

The notion that has been attached to them makes their life complicated as there is
something wrong with the transgender, so they cannot do anything right. The informal

employment is not just that it is not regulated by the state it is that, its terms and conditions are
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agreed upon and maintained in informal relations as worker-employer relation is informal and
economic, but once the trust is gained it becomes personal. Transgenders notion brings a lot of
taboos in our society that the employer doesn’t even talk properly to them and treat them as

they are not from this world. The above debate concludes the following hypothesis:
Haz: Informal employment effect on discrimination based on gender inequality.
Cultural Norms

Inadequate amount of equivalence laws that are being established and workplace
policies has been developed within the situation of growing economies to protect omitted
sexual minorities and to gain control based on sexual orientation diversity in the place of
work. The laws or regulations are not precise to protect the rights of transgender according to
which they are being discriminated, which have been developed within the Turkish legal
system(Nurhan, 2009). Career opportunities for transgender employees have become
extremely competitive with other employees working as they are not being accepted culturally
by the society, the progress for them cannot be seen especially in the environment where
modifications in sexual orientation is not accepted (Gedro, 2009). The violence based on
gender identity not only affects women and girls at every stage of lives leaving them more
susceptible to domestic, sexual and other forms of violence. There is little harmony that men,
boys and other neglected groups such as Transgenders are also affected by gender based
violence. The gaps of anti-discrimination laws for sexual orientation or gender identity are
clearly missing, due to this the transgender facing the fear and intolerance in environment
around them not only affect the quality of their life but also disturb them mentally and affect

their economic circumstances.

Culturally transgenders are considered to be in a society where they cannot be treated
as same as normal people because the perception that has been created for them from the past
generations has set a limit in a society for them. The trends in the past shows that they are the
odd ones and for them there is no place in the society. But the studies are also revealing that
now few people are working for their welfare and are fighting for their rights, so the effect of
discrimination should be eliminated from the mind of other people and they can comfortably

work in the environment with their co-workers and should not be differentiated amongst each
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other based on their gender identity (Gupta, 2009). The above argument concludes the
following hypothesis:

Ha: Cultural norms effect on discrimination based on gender inequality.

Figure 1: Theoretical Framework

Non-Discrimination Policies

Unequal Treatment \

\

Informal Employment —

Cultural Norms /

Discrimination

Methodology

The type of research used for this study is quantitative approach as it involves the large
number of sample instead of focusing on an individual. Quantitative approach allows
researchers to test specific hypotheses. Depending on research findings, hypotheses are either

supported or rejected.

There were different tools used to gathered quantitative data. This study was carried
out using primary data as it is wholly based on questionnaire; questionnaire was designed
based on all the variables which include dependent variable (Discrimination) and independent
variables (Non-Discrimination Policies, Unequal Treatment, Informal Employment and

Cultural Norms).

The population for this study is the employees that are working in WASA (Water and
Sewerage Authority) currently, as there is quota specified for them there through which they
are appointed. The sample size of 150 employees are been selected and questionnaire was
distributed amongst them in order to know their opinions.

The different statistical techniques were used in order to test the relationships of
variables. The statistical tool used for this study was SPSS. SPSS was used in order to test the

relationship between variables, regression analysis and reliability analysis etc. By this we can
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prove the hypotheses. Moreover, p-value and Cronbach alpha is used in order to interpret
hypotheses and to check the reliability of the data respectively.

ResultsandAnalysis

The results were derived by analyzing the data in SPSS software. Multiple linear
regression equation model has been used to test the hypotheses that is been proposed in
thisstudy and reliability analysis is used to check the reliability of the data by using Cronbach

alpha. The p-value is used to test the hypotheses, whether it is supported or rejected.
Demographics

Data was collected from 150 transgenders that were currently working in WASA
(Water and Sewerage Authority) according to the specified quota allotted for them. Majority
of the respondents, 29% had monthly income above than 30,000 and almost 44% of them have
high school education whereas only 28% are graduates. Moreover, 21% of them are within the

age bracket of 25-30 years.
Reliability analysis

Reliability processes the stability of consequences when the purpose of the research is
measured repeatedly. The reliability of data related to latent variables and operational
constructs was measured using Cronbach’s alpha methodology(Lee, Chaudhry, & Tekleab,
2014). Cronbach’s alpha is a directory of reliability linked with the disparity accounted for by
the true score of underlying construct, whereas construct is hypothetical variable that is
measured in it.The acceptable level of Cronbach’s alpha in social sciences is 0.70 or above.
The overall Cronbach alpha was 0.913for this study. On the other hand all the variables of this
study have Cronbach’s alpha greater than 0.70, which indicates that data for this study is

reliable as shown in Table 1 below.

Table 1: Reliability Analysis of Discrimination Scale

Variable Names Cronbach’s Alpha No of Items
Discrimination 176 4
Non-Discrimination Policies .700 3
Unequal Treatment .829 4
Informal Employment 171 4
Cultural Norms 174 4
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Multiple Linear Regression Equation Model

Discrimination= 0.892 + .108 non-discrimination policies +.241 unequal treatment +.127

informal employment +.165 cultural norms

D=0.892+.108NDP +.241UT +.1271E +.165CN

Table 2. Coefficients @

Model Unstandardized Standardized
Coefficients Coefficients .
Std t Sig.
Beta ) Beta

Error
(Constant) .892 213 4.186 .000
Non-Discrimination 108 106 098 1.011 | 313
Policies
Unequal Treatment 241 110 270 2.186 .030
Informal Employment 127 151 118 .845 .399
Cultural Norms .165 118 .138 1.396 .165

a. Dependent Variable: Discrimination

The multiple linear regression analysis carried out to determine the effect of the
dependent variable (discrimination) on independent variables (non-discrimination policies,
unequal treatment, informal employment and cultural norms). The results obtained from
multiple regression are shown in Table 2. From the results, it is concluded that discrimination
had a positive effect of .098 on non-discrimination policies, .270 on unequal treatment, .118

on informal employment and .138 on cultural norms.

The unstandardized coefficients identify how much the dependent variable varies with
an independent variable, when all other independent variables are held constant(Laerd
Statistics, 2018). The unstandardized coefficient, for non-discrimination policies is equal to
0.108 (see Coefficients Table 2). This means that for every one unit increase in non-
discrimination policies, there is anincrease in discrimination of 0.165. Similar is the case with
other independent variables such as every one unit increase in unequal treatment, informal
employment and cultural norms, there is an increase in discrimination of .241, .127 and .165

respectively.
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In order to test the statistically proposed hypotheses ofthis study, multiple regression
was run to investigate the relationship of independent variables (non-discrimination policies,
unequal treatment, informal employment and cultural norms) on dependent variable
(discrimination). The p-value with **** shows that the hypothesis is perfectly significant. Or
in other words; if the p-value is greater than 0.05, it means result is not statistically significant
hence, null hypothesis is supportedand alternate hypothesis is rejected and if less than 0.05, it
indicates that result is statistically significant and hence null hypothesis is rejected whereas
alternate hypothesis is supported. So, for this study the p-value for one variable that is unequal
treatment is perfectly significant(Diamond & Butterworth, 2008), whereas other hypotheses
statements of independent variables such as Cultural Norms and Informal Employment is
significant as there p-value is less than 0.05 (Grant et al 2011; Mitchell & Howarth 2009)
which helps in supporting of the alternate hypothesis. Only one hypothesis is being rejected
that is of Non-Discrimination policies, as its p-value is above 0.05 so, for that the null
hypothesis is supportedand that there is no significant relationship between Non-
Discrimination policies and Discrimination(Grant et al 2011; Hartzell et al 2009; Lombardi et

al 2001).The p-values are shown in Table 3below:

Table 3: P-Values

Variable Names P- value Result
Non-Discrimination policies —> Discrimination 0.155 Rejected
Unequal Treatment —  Discrimination 0.000 Supported
Informal Employment — Discrimination 0.047 Supported
Cultural Norms — Discrimination 0.045 Supported

Conclusion

A quantitative study demonstrates the relationship between the different variables, that
either the relationship in between them is significant or insignificant. The relationship between
the discrimination and non-discrimination policies is not significant as the p value is greater
than 0.05 and is supported by previous studies as well where the policies are prohibiting the
discrimination factor based on the sexual identity. They are not being employed due to other
factors, such as they are not qualified or don’t possess skills (Grant et al 2011; Hartzell et al
2009; Lombardi et al 2001). Transgenders are measured as a vast majority group that has an

important inferences for labor as they are being discriminated by whole of the society in terms
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of everything, either it is related to job or education but policies are being made and
limitations are being imposed in the organizations on the basis of which they are not being

discriminated now so far (Day & Greene, 2008).

There are majority of states that enacted the laws which prohibit the discrimination
based on the gender identity (National LGBTQ Task Force, 2014). Federal agencies and
courts have been increasingly likely to expand non-discrimination laws to protect transgender

people (Flores, Herman, & Mallory, 2015).

Unequal treatment and discrimination is perfectly significant and is being supported by
the previous researches, where many gays and transgenders are employees that work in public
sector and are always worried about their jobs as they have a fear that they might lose their job
due to their sexual identity. Where they should be evaluated based on their qualification, skills
in job for which they are been selected, they are being evaluated on their identity and because
of it they are being not treated equally as other employees (Diamond & Butterworth, 2008).
They are being discriminated on such a high level that their confidence for searching good
jobs has dropped down as they are been associated with the stigma of being unequally treated

everywhere.

Other than that there is also a significant relationship between other variables as well
and one of them is between informal employment and discrimination as the p-value is 0.047.
Based on their sexual identity transgender community as a whole are being treated like they
doesn’t belong to this society or they as a whole are something that shouldn’t exist.
Transgender people constantly face structural prejudice and discrimination in all sectors of
society for not fitting into dominant gender discourses and because of that they have to do
informal employment, though they have same qualification as other people do have(Grant J.
M., Mottet, Tanis, Harrison, Herman, & Keisling, 2011)(Mitchell & Howarth, 2009). The
barriers for employees especially for LGTB has been enforced that their voice has been
dominated that they in particular may remain silent for fear of mistreatment or discrimination,

resulting in ‘unheard’ and ‘missing’ voices (Bell, Ozbilgin, Beauregard, & Siirgevil, 2011).

Moreover, there is a significant relationship between cultural norms and

discrimination, is being supported by the past studies, where negative encounters such as
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“various forms ofbullying, harassment, and violence due to their sexual identities” are
experienced (Robertson, Cooper, Sarkar, & Curran, 2015). In the process of revealing their
actual gender and individualities, they encounter “devastating consequences”, such as pressure
from peers, non-supporting families, and negative attitude of community (Chutter, 2007).
They as a community are not being accepted by the society as they are being considered
inferior and are not treated equally as other people. In all professions and everywhere they are
not given equal rights or treated equally for which the stigma is associated with them that they
are mostly prostitutes and are not considered good. Either there is elder or younger both
mistreated them because this ritual is been passed from the past and is still carry on
forward.Due to low population and gender variants they undergo several discrimination and
abuse from all the sectors which led to various social and economic factors like low literacy
rate, low income and social stigmata which in turn effect the life of them (Loh, Calleja, &
Restubog, 2011).

Managerial Implications

The results from this study gives us the insight that the discrimination amongst the
transgenders should be lessen to the extent that they can have right to speak and can live
freely. It can be implemented through non-governmental organizations (NGOs) and other
government institutions, which can work to promote their rights and can allocate specific
quotas for them as well in different professions, through which they can get the proper
education and jobs according to their skills and qualification and should be treated equally
amongst every society, so that this awareness can be spread amongst the people as well, so
that they are not treated different from them.They also belong to their society and have equal
rights to live, work, earn and support their families. Through the support of the institutions, the
rights of the transgenders can be protected and the stigma associated to them can be removed.
Once the proper steps would be taken for them by the government the discrimination factor
would be eliminated on its own, because they are like normal people and they do not harm

others as people treat them as an inferior society.
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Tiirkiye Cumhuriyeti Saghk Bakani’nin Covid-19 Doénemine Iligkin
Twitter Mesajlarinin Calisan Motivasyonu Baglaminda incelenmesi:
LDA Temelli Konu Modelleme Yaklasim
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0z

Sosyal medyanin iletisimdeki giicii, Covid-19’un beraberinde getirdigi yeni diinya ile daha énemli hale
gelmigtir. Bu aragtirmanin temel amact, pandemi doneminde Tiirkiye Cumhuriyeti Saglik Bakani tarafindan
paylasilan tweetleri ¢alisan motivasyonu baglaminda incelemektir. Bu kapsamda Python kiitiiphaneleri
kullanilarak Gizli Dirichlet Aywrimi (LDA) temelli olasiliksal bir model olusturulmast alt bir amag olarak
belirlenmistir. Analizler 3371 tweet ile baslamis ve konu baglaminda 482 tweet ile siirdiiriilmiigtiir. Ulagilan
sonuglar, saghk ¢alisanlaryla ilgili olarak paylasilan tweetlerin ilgili konunun oramina gére sirasiyla;
“bilgilendirme”, “asi ile miicadele ve orneklik”, “siddet”, “fedakdrlik ve giiven’ve “haklar ve ézel giinler”
seklinde bes konuda kiimelendigini gostermektedir. Paylasim anlaminda son iki sirada olan “fedakdriik ve
giiven” ve “haklar ve ézel giinler” konulari, en ¢ok begeni ve retweet edilmeortalamasina sahip ikinci ve
tictincti konu olarak goriilmektedir. Bu kapsamda agiklanan sonuglar,modelin yerel konusma dilinde
yaymmlanmig ilgili metinlerin yayimcisinin goriislerini 6zetleyen kelimelere indirgenebilecegini veizleyiciler
tizerinde olusturdugu tepkinin, duygusal olarak goriilmesini miimkiin kildigini; bununla birliktepaylasilan
mesajlarin motivasyonel anlamda okuyuculara verdigi mesaji tam olarak yansitamadigini géstermigtir.

Anahtar Kelimeler:Covid-19, Calisan Motivasyonu, Dogal Dil Isleme, Gizli Dirichlet Ayirimi, Konu
Modelleme

An Investigation in the Context of Employee Motivation About the Twitter
Messages belonging to the Minister of Health of the Republic of Tiirkiye
Regarding the Covid-19 Period: LDA-Based Topic Modelling Approach

Abstract

The power of social media in communication has become more important with the new world brought about
by Covid-19. The main purpose of this research is to examine the tweets shared by the Minister of Health of
the Republic of Tiirkiyeduring the pandemic period in the context of employee motivation. For this, creating
a probabilistic model based on Latent Dirichlet Allocation (LDA) using Python libraries has been
determined as a sub-goal. The analyzes started with 3371 tweets, and continued with 482 tweets in the
context of the subject. The results show that the tweets shared about healthcare professionals are clustered in
five topics. According to the ratio of the relevant topics, these are; “information”, “struggle against
vaccination and exemplary”, “violence”, “self sacrifice and trust” and “rights and special days”. “Self
sacrifice and trust" and "rights and special days" are in the last two places in sharing rates. Nevertheless,
these two topics are the second and third topics with the most likes and retweets on average. According to
the results, the model can be reduced to words that summarize the views of the possessor of the relevant texts
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published in the local spoken language and make it possible to see the reaction it creates on the
audience/reader emotionally. However, the model cannot fully reflect the motivational message that the
shared messages give to the readers.

Key Words:Covid-19, Employee Motivation, Natural Language Processing, Latent Dirichlet Allocation,
Topic Modelling

Giris

Insan kaynaginin &rgiitler agisindan degeri ile bu kaynaktan etkin ve verimli sekilde
yararlanmak i¢in motivasyonun énemi bilinen bir gergekliktir. Orgiitlerin en biiyiik girdisi
insanlarla (Katz, 1964: 131) kurulacak saglikli, yerinde ve zamaninda iletisimin, gii¢lii bir
motivasyon agisindan tasidigi onem (Zwijze-Koning & de Jong, 2007: 274) de tartisma
gbtiirmez bir realitedir. Bu gercgekliklere iliskin yeni araclar, yeni kanallar, yeni sdylemler
gelistirmek ve bunlari en iyi sekilde kullanmak ise yeni diinya konjonktiiriinde orgiitleri
digerlerinden ayiran 6nemli gii¢lerden biri olabilecektir. Bu g¢ercevede on plana ¢ikan
unsurlardan birinin sosyal medya kanallar1 iizerinden kurulan iletisim ve bu baglamda

paydaslara doniik motivasyon siirecleri ile bilgi paylasimlari oldugu goriilmektedir.

Kriz donemleri, yukarida deginilen konular1 daha karmasiklastiran ve bu nedenle
iletisim ve motivasyon siire¢lerinin saglikli yiiriitilmesini daha 6nemli kilan zamanlar
olarak degerlendirilebilir. Bu diisiinceyi destekleyen caligmalar bulunmakla birlikte (6rn.
Stoller, 2020:2) son yillarda yasanan yalnizca Covid-19 pandemisi 6rneginde dahi ¢alisan
motivasyonunu hedefleyen iletisim yaklasimlarimin kriz donemlerindeki Oneminin
dogrulandigi soylenebilir. Covid-19 doneminin beraberinde getirdigi devletlerin ve devlet
kurumlarinin daha fazla 6n plana ¢ikmaya (Karakas, 2020; Duran, 2020) baslamasi
durumu, bahsedilen iletisim ve motivasyon siireglerine verilmesi gereken Onemi, basta
saglik kurumlar1 gibi kritik rol iistlenenler olmak {izere, devlet kurumlar1 ve yoneticileri
acisindan daha da elzem kilmustir. Saglikla ilgili krizlerin saglik, ekonomi, ulusal ve
uluslararasi giivenlik {izerinde biiyiik olumsuz etkilere neden olabilecegi gergegi (Qiu vd.,

2016: 1), konunun 6neminin anlasilmasi agisindan ehemmiyet tasimaktadir.

Krizlerle miicadele etme agisindan oOrgiitlerin ve devletlerin elini giiclendiren
araglardan biri sosyal medyadir. Analiz platformu Sprinklr verilerine gore, Covid-19’un
Diinya Saglik Orgiitii tarafindan pandemi olarak ilan edildigi 11 Mart 2020 tarihinde sosyal
medyada kavramdan bahsedilme sayis1 19 milyonu ge¢mistir (Nanath & Joy, 2021: 1). Bu
bliyiik giiciiyle donem donem pandemi gibi krizler sirasinda iletisim agisindan yeni

zorluklar yaratabilse de sosyal medya (Tirkkonen & Luoma-aho, 2011:172) ve sosyal
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medyanin One ¢ikan bilesenlerinden biri olan Twitter, 6nemli bilgi yayilim potansiyeli
nedeniyle dikkatleri {izerine ¢gekmistir (6rn. Mutanga & Abayomi, 2022; Liu & Liu, 2021;
Ahmed vd. 2020 ; Sutton vd., 2020; Park vd., 2020). Bu 6zelliginin yani1 sira Twitter
verilerinin, arastirmacilarin ulagsmakta giicliik cekecekleri veya geleneksel yontemlerle
ulagsmanin ¢ok pahali ve zaman alici olacagi durumlarda bazi sorulara yanit bulmaya
yardimci alma potansiyeli (Savage, 2011: 20) platformun aragtirmacilar nezdindeki

cekiciligini korumasini saglamaktadir.

Sonug olarak; bir ¢alisan1 motive etmek siirecinde ihtiyaclarin (Maslow, 1943: 374
ve 1954) ve ihtiyaclar1 6grenme agisindan iletisimin 6nemi (Sullivan, 1988: 105), bir
yoneticinin ¢aliganina doniik sdylemlerinin motivasyonu etkiledigine doniik Motive Edici
Dil Teorisi (Sullivan, 1988: 104; Mayfield vd., 1998: 236) ve son olarak sosyal medyanin
ilisgki ve iletisimin giicii agisindan bazen yiiz ylize iletisimi asan tatmin edici giicli
(Walther, 2008: 117) bir arada disiliniildiigiinde, bakan seviyesinde bir hiikiimet
yetkilisinin/yoneticisinin sosyal medya {izerinden yiiriittiigli iletisimin bakanliga bagh

calisanlarin motivasyonlarini etkilemesi beklenmektedir.

Yukarida acgiklanan bilgi ve teoriler iizerine insa edilen bu ¢alismanin temel amaci,
Mart 2020 ve Mart 2022 (Tiirkiye'de pandemi siireci) donemini kapsayan iki yil igerisinde
Tiirkiye Cumbhuriyeti Saglik Bakani Dr. Fahrettin KOCA tarafindan paylasilan twitter
mesajlarim1 (tweetleri) ¢alisan motivasyonu baglaminda incelemektir. Bu amaca ulasmak
icin bahsedilen tweetleri kiimelemek maksadiyla Python kiitliphaneleri kullanilarak Gizli
Dirichlet Ayirimi (LDA) temelli olasiliksal bir model olusturulmasi alt bir amag¢ olarak
belirlenmistir. Bu amaglara ulasmak igin ilgili tweetler Dogal Dil Isleme (NLP)
tekniklerinden faydalanarak islendikten sonra sirasiyla, alan uzmanlan tarafindan saglik
calisanlarinin motivasyonlarina yonelik kullanilan dil bakimindan etiketlenmis, LDA konu
modelleme teknigi ile kiimelere ayrigtirllmis ve saglik calisanlari iizerinde olusan gizli
etkileri incelenmistir. Nasil ki Covid-19 pandemisinde ortaya ¢ikan durumu ele almak i¢in
rehberlik edici ve perspektif belirleyici olarak 6nceki krizlere bakilabildiyse (Khalil vd.,
2020: 385) bundan sonraki krizler icin de iyi bir kriz yonetimi i¢in bugiinkii tecriibelerden
ders alinmasi gerekecektir. Bu gilinlerde giindeme gelen maymun ¢igegi salgini ve yeniden
tirmaniga gecen Covid 19 vakalar krizlerden ders ¢ikarmak ve her an yenilerine hazir

olmak gerektigini gostermektedir. Zor zamanlarda krizden once kurulacak iletisimin

Onemine vurgu yapan arastirma sonuglar1 (6rn. Tirkkonen & Luoma-aho, 2011:172) s6z
konusu diisiinceyi destekler bir igeriktedir. Bu baglamda ¢alismanin, yasanan Covid-19
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pandemisinde en temel rol iistlenen saglik g¢alisanlarina doniik motivasyon siireclerinin
tespiti ve sunacagi gelecege doniik mesajlar acisindan 6nemli oldugu diisiiniilmektedir.
Aragtirma siirecinin LDA temelli konu modelleme yaklagimi ile yiiriitilmesi ve bu
anlamda ¢ok disiplinli bir yaklagima sahip olmasinin ¢alismay1 giiclii kildig1 sdylenebilir.
Bu dogrultuda c¢aligmanin arastirma konusu ve yoOntemi acisindan tasidigr O6zgiinliik

yoniiyle gerek literatiire gerekse uygulayicilara katki saglamas1 amaglanmaktadir.
1. Kavramsal Cerceve
1.1. Motivasyon ve Motivasyon Tiirleri

Motivasyon kelimesi bazi kaynaklara gore Ingilizce ve Fransizca motive (Eren,
1998: 398), baz1 kaynaklara gore ise Latince moverekelimesinde gelmektedir (Can vd.,
2015: 103). Tiirkgede isteklendirme, giidiileme (https://sozluk.gov.tr/) olarak kullanilan
kavram, bireyin bir hedefe ulasmak i¢in gdsterdigi cabanin yogunlugunu, yoniini ve

stirekliligini hesaba katan siire¢ler olarak tanimlanmaktadir (Robbins & Judge, 2012: 129).

Motivasyon, Herzberg ve arkadaglart (1957) tarafindan iki Dboyutta
siiflandirilmistir.Bunlardan ilki olan i¢sel motivasyon, insanlari belirli bir sekilde
davranma veya belirli bir yonde hareket etme yoniinde etkileyen ve kendi kendine
olusturulan faktorleri icermektedir. Bu faktorler arasinda sorumluluk (isin 6nemli oldugunu
hissetme ve kisinin kendi kaynaklar1 tizerinde kontrol sahibi olma), 6zerklik (hareket etme
Ozgilirliigii), beceri ve yetenekleri kullanma ve gelistirme, ilging ve zorlu isler ile ilerleme
firsatlar1 yer almaktadir. Diger motivasyon boyutu olan digsal motivasyon ise insanlara
onlar1 motive etmek i¢in ne yapildigiyla/sunulduguyla ilgili faktorleri icermektedir. Bu
kapsamda; artan {icret, 0vgii veya terfi gibi odiiller ile disiplin cezast veya elestiri gibi

cezalar O6rnek olarak verilmektedir (Armstrong, 2006: 254).
1.2. Motivasyon Teorileri

Motivasyon teorileri Kapsam Teorileri ve Siire¢ Teorileri seklinde iki ana baglikta
toplanmaktadir. Bunlar kisaca su sekilde aciklanabilir (Kogel, 2015: 733, 740; Can vd.,
2015: 108,114; Robbins & Judge, 2012: 130; Armstrong, 2006: 254, 258):

Kapsam Teorileri: Igsel faktorlere agirlik veren bu teoriler motivasyonun temel
olarak ihtiyaglar1 karsilamak icin harekete gecmekle ilgili oldugunu belirtmekte ve
davranig1 etkileyen temel ihtiyaclart tanimlamaktadir.Kapsam Teorileri; Maslow’un

Ihtiyaclar Hiyerarsisi Teorisi, Alderfer’in ERG Teorisi, Herzberg’in iki Etmen Kurami ve
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McClelland’n Thtiyaglar Teorisi olarak ele alinmaktadir.Cesitli elestirilere ve eksikliklere
ragmen bu teoriler motivasyon teorilerinintemelini temsil etmekte ve birgok yonetici

tarafindan farkli boyutlarda halen kullanilmaktadir.

Stire¢ Teorileri: Dissal faktorlere agirlik veren motivasyon teorilerdir. Bu teoriler;
Bekleyis Teorisi, Amag¢ Belirleme Teorisi, Esitlik Teorisi seklinde siralanmaktadir.Stireg
teorilerinde vurgu, temel ihtiyaglar kadar motivasyonu etkileyen psikolojik siiregler veya
giicler iizerindedir. Insanlarin galisma ortamlarna iliskin algilar1 ve bunu yorumlama ve

anlama bigimleriyle ilgilendigi i¢in Biligsel Teoriler olarak da bilinmektedir.

Aciklanan teorilerin ortaya cikardigr bilgiler 1s1ginda calisan motivasyonunun
saglanmasi icin bazi araglar kullanilmaktadir. Bunlar; ekonomik (gelir artisi, prim vb.),
psiko-sosyal (Oneri sistemi, statii kazandirma, 6zel yasama saygi, psikolojik gilivence
vb.)ve orgiitsel-yonetsel (yiikselme olanaklari, ¢ekici/ yapilmaya deger is verme, kisisel
giic kazandirma, kararlara katilma olanagi, iletisimvb.) araclar seklinde siralanmaktadir

(Altintas, 2020: 220-222; Eren, 1998: 413-420).

Motivasyon teorileri ve araclari detayli olarak agiklanmamis olup, arastirmanin
ilerleyen kisimlarinda, ulasilan verilerin ortaya ¢ikardigi sonuglarisiginda ve bu sonuglarla

iligkilendirilen teori ve araglar cer¢evesindedegerlendirmeler yapilmaistir.
1.3. Motivasyonel Dil Teorisi

Motivasyonel Dil Teorisi,bir yoneticinin astlarina doniik séylemlerinin c¢alisan
motivasyonunu etkiledigivarsayimina dayanmaktadir (Sullivan, 1988: 104).Bu diisiinceden
hareketle,yonetici konugsmasinda olusturulacak bilingli farkliliklarin, ¢alisanlarin istenen
orgiitsel ve kisisel hedeflere ulasmalarina yardimc1 olmak i¢in motivasyonel bir arag olarak

kullanilabilecegibelirtilmektedir (Mayfield vd., 1998: 236).

Bilginin (belirsizligi azaltan mesaj icerigi) motivasyon siirecinde g¢ok Onemli
olduguna inanilmaktadir. Bir yoneticinin, calisganini motive etmek amaciyla mevcut
motivasyon teorilerini incelediginde, duruma ve calisana bagl olarak amacinin caliganla
ihtiyaglarin1  6grenmek i¢in iletisim kurmak ve ¢alisana bu ihtiyaglarin  nasil
karsilanabilecegini anlatmak olacag: ileri siirilmektedir (Sullivan, 1988: 105).Teori,
stratejik lider iletisiminin performans, isten ayrilma, devamsizlik, sadakat ve is tatmini
dahil olmak fizere kritik c¢alisan sonuglartyla dogrudan baglantili olabilecegini

onermektedir (Mayfield & Mayfield, 2009: 458).
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Motivasyonel Dil Teorisine gore yoneticilerin kullandigi dil ¢ tlirde
smiflandirilmaktadir. Bunlardan ilki olan yoén verici (etkisel) dil, yonetimin sdylemleri,
belirsizligi azaltarak c¢alisan performansini artirdiginda gerceklesmektedir. Hedef
belirleme, hedeflere gore yonetim ve performans geri bildirimi gibi uygulamalarla
somutlagmaktadir. Yoneticiler, endiselerini ve insani hislerini galisanlarla paylastiginda
empatik (deyimsel)bir dil ortaya ¢ikmaktadir. Bir liderin, iyi yapilmis bir is i¢in bir ¢alisana
iltifat etmesi veya bir astinin kisisel hayal kirikliklarini teselli etme ¢abasi empatik dil
kullaniminin 6rnekleridir. Son olarak bir yonetici, orgiitiin benzersiz kiiltliriinii olusturan
sembolleri aciklayip yorumladiginda, anlam olusturucu dil kullanmaktadir. Bu tiir iletisim
genellikle dolaylidir ve hikayeler ve/veya metaforlar araciliiyla paylasilir. Ornegin, bir
yOneticinin Orgiitsel bir basar1 Oykiisiinii ¢alisanlarina anlatmasi veya orglite sadakatle
bagliligin kiiltiir acisindan Onemini agiklamasi bu tiirde bir dil kullanimidir. Bu dil,
orgiitsel yonelim ve degisim zamanlarinda birincil kanal olma potansiyeline sahiptir.

(Mayfield & Mayfield, 2009: 459;Sullivan, 1988: 105).
2. Arastirma
2.1. Arastirma Sorusu ve Hipotezleri

Yukarida motivasyon konusuna doéniik olarak yapilan tiim agiklamalar ¢er¢evesinde

calismada asagida yer alan iki arastirma sorusuna yanit aranacaktir:

Au: Saglik Bakaninin saglik ¢aliganlarina doniik mesaj iceren tweetleri bulunmakta

mudir?

A2: Saglik Bakaninin saglik calisanlarina iliskin tweetleri, motivasyonel anlamda

nasil bir igerige sahiptir?

Aragtirmanin giris kisminda kisaca agiklanan sosyal medya, giiniimiizde taraflar
i¢in duygu, diisiince ve tepkilerini hizlica yansitmak amaciyla kullanilan 6nemli bir iletigim
kanali haline gelmistir. Yansitilan diisiincelerin platform araglar1 vasitasiyla (retweet, like)
defalarca tekrarlanmasi hizli bir kamuoyu olusmasini saglayabilmektedir. Bu dogrultuda
LDAmodelleri kullanilarak olusturulan kiimeleme analizi, tweet iletilerinin (goriislerin)
Ozet fikrini ve kamuoyu tepkisini gosterebilmektedir. Bu 6zelligi nedeniyle yukarida
siralanan sorulara yanit aramak amaciyla LDA modelleri kullanilmistir. Olasiliksal temelli
olan LDA kiimeleme modeli, denetimsiz bir 6grenme teknigidir. Bu modelin uzmanlarca

ortaya ¢ikarilamayan gizli desenleri kesfetme imk&ni sunmasinin yani sira, gorisleri
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gercekten uzak kiimeler iginde 6beklemesi gibi istenmeyen sonuglar iiretmesi de miimkiin

olabilmektedir. Bu baglamda calisma asagidaki hipotezlere odaklanmaktadir:

Hi: Sosyal medya iletileri, mesaj sahibinin bir konu hakkinda bakis agisina 1s1k

tutmaktadir.

H2: Denetimsiz 6grenme modeli LDA, paylasilan mesajlarin motivasyonel anlamda

sahip oldugu icerigin kesfedilmesinde basarili bir konu kiimeleme tiretmektedir.

Hs: Sosyal medya, iletilerin izleyiciler lizerinde olusturdugu tepkinin, duygusal

olarak goriilmesini miimkiin kilmaktadir.
3. Yontem
3.1. LDA Konu Modelleme

Konu modelleme, sozel icerikli belgeleri (sayisal veriler iizerindeki kiimelemeye
benzer bir sekilde) denetimsiz olarak smiflandirmaya yarayan bir yontemdir (Kherwa vd.,
2020). Belgeler yalnizca bir konu hakkinda fikir vermek zorunda olmayip; bir ya da birden
¢ok konunun pargasi olabilmektedir. Bir belgenin ig¢erdigi konular kiimeleri agisindan
degerlendirildiginde, bulanik kiimelemeyi yansitan bir yap1 gosterebilmektedir. Bulanik
kiimeleme, her veri noktasinin birden fazla kiimeye dahil olabilmesi durumu olarak
tanimlanabilmektedir. Belgenin bir¢ok konu hakkinda ayni anda bilgi igerebilmesi,
belgenin kiimelendirilmesinde hangi konu kiimesi altinda toplanacagi hususunda bir
problemi ortaya c¢ikarmaktadir. Bu problemi c¢ozebilen en popiiler konu modelleme
yontemlerinden biri Gizli Dirichlet Ayirimi’dir (LDA). LDA’in amaci, belge igindeki
kelimelere dayanarak belgenin konusunu kesfetmektir. LDA nin kesif prensibinin temelini,
belgelerin kelimelerden olusmasi ve her bir konunun kendine 6zgii bir kelime sozliigiine

sahip olmasi olusturmaktadir.

NLP alaninda 6nemli bir denetimsiz algoritma olan (Liu, 2020) Gizli Dirichlet
Ayirimi (LDA), bir belgeyi yazan kisinin aklinda belirli konular oldugu hipotezine
dayanmaktadir (Krestel vd., 2009). Bir konu hakkinda belge hazirlamak, konu hakkinda
havuzdan belirli bir olasilikla kelime segmek anlamina gelmektedir. Hazirlanan belge daha
sonra farkli konularin bir karigimi olarak temsil edilebilmektedir. Belgenin yazari tek bir
kisi oldugunda, bu konular kisinin bir belgeye bakis agisin1 ve kendisine ait 6zel kelime

dagarcigin1 yansitmaktadir.
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Sekil 1:LDA Siire¢ Ozeti

n
DE[1,d]
Veri seti
© e z w B
KeE[l, k]

NE(l, n] |

LDA algoritmas: su sekilde o6zetlenebilmektedir: © belgesindeki her bir kelime

onceden belirtilmis, model sahibi tarafindansegilebilen® adet konudan birine rastgele
atanmaktadir. Daha sonra her kelime i¢in asagidaki hesaplama adimlan

gerceklestirilmektedir.

1.p&ld) : D pelgesindeki t' konusuna atanan kelimelerin orani hesaplanmaktadir.
Bu hesaplama, bir ¥ konusuna dahil olan kag¢ kelime oldugunu bildirmektedir. D
belgesinden gelen kelimelerin gogunlugu © konusuna ait olmasi durumunda, “islem

yapilan W kelimesinin t ’ye ait olmas1 olasidir” sonucuna ulasilmaktadir.

2. p6vIt) - Belgelerin W kelimesini icerdigi icin ¥ konusuna atanma oranini ifade

etmektedir. Bu hesaplamanin hedefi, W kelimesi nedeniyle * konusu altinda kag¢ belge
oldugunu tespit etmektir. LDA, bir belgeyi konularin bir karisimi olarak temsil etmektedir.

Benzer sekilde konular da kelimelerin bir karisimindan olusmaktadir. Bir kelimenin bir
konuda olma olasilig1 yiiksekse, ¥ kelimesini igeren tiim belgeler ¢ konusu ile daha giiglii
bir sekilde iliskilendirilmektedir. Benzer bir yaklasimla, W kelimesinin ¥ konusunda
olma olasiigi cok yiiksek degilse, belgenin ¥ konusunda olma olasiign ¢ok diisiik
olmaktadir. Buna neden olan durum,” belgesindeki kelimelerin geri kalanimin baska bir
konuya ait olma olasiliginin yiiksek olmasidir.

Blei ve arkadaglar1 (2003), belgenin konu modelinin olasiliksal dagilimini, Dirichlet
dagilimina uygun bir & rastgele degisken kullanarak Snermistir. Griffiths ve Steyvers

(2004), Dirichlet dagilimina bir B parametresi ekleyerek LDA'nin tam bir model olmasini
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saglamistir. LDA yapisal parametreleri ve veri seti Sekil 1’de temsil edilmektedir. @ ,
belge basmma konu dagilimini; B | konu basma kelime dagilimim1  kontrol eden
parametrelerdir. | killiyattaki belgeler toplamudir. & | belgedeki kelime sayisi, W bir

belgedeki kelimeyi temsil ederken;Z , bir kelimeye atanan gizli konuyu, € ise konu

dagilimini temsil etmektedir.

loownlu
per(D) = Exp (Z—hagp(u ])

d T
Eri:i" o

Bu arastirmada Blei ve arkadaslarinin(2003) orijinal calismasinda Onerdigi

hesaplama yontemine gore en uygun K degeri secilmistir. Hesaplama yontemi Esitlik 1'de

gosterilmektedir. £€7+ bir U belgesindeki konularigin belirsizlik derecesini ifade
etmektedir. Derece degeri modelin kiimeleme etkisi ile ters orantilidir. Bu deger ne kadar

kiiclik olursa modelin kiimeleme basarisi artmaktadir.
3.2. Deneysel Calisma Yontemi

Deneysel calisma siirecinde ilk olarak gerekli veri Python kiitliphaneleri (twint,
gensim) kullanilarak Twitter web sitesinden kaydedilmekte ve hedeflenen veri seti
olusturulmaktadir. Veri seti, kullanimindan 6nce NLP teknikleri ile temizlenmektedir. Bu
asamada, link, sembol ve durak kelimeleri kaldirilmaktadir. Temizlenen veri seti agik
kaynak kodlu Tiirkge NLP kiitiiphanesi Zemberek (Akin & Akin, 2007) yardim ile
normalize edilmekte ve kelime vektorii olusturulmaktadir. Tiim veri seti igerdigi anlam
baglaminda uzmanlarca taranmakta ve c¢alisanlar ile iliskisi bakimindan tweet veri seti

sadelestirilmektedir.

Bu siire¢ izlenerek, 3371 tweetten olusan ana veri seti igerisinden inceleme

konusuyla iliskili olanve 482 tweet barindiran yeni bir alt veri seti ortaya ¢ikarilmistir ve

modelin egitiminde bu yeni veri seti kullanilmistir. Béylece yeterli £ kiime sayisi
bulunmus ve LDA modeli uygun parametreler elde edilinceye kadar yeniden
tekrarlanmistir. Kiimeler uzman tarafindan analiz edilerek tweetler ¢alisan ve konu ile

iligkileri baglaminda incelenmistir. Amaglanan mimari Sekil 2’de sunulmustur.
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Sekil 2: Amaglanan Modelin Mimarisi

On Eyleme Modeli (NLP)
\eri seti temideme

Tweet } 0 (sembol, Enk) ve durak
kehimelenma kaldirma

| Normalizasyon (Kbkeen x S
Kehime Vektorieri
| kurtarma, kilklegtieme)
Dejerdendunue
Modiila

Tweet Enketleme Modits || Kameteme Modtlt (LDA)
- |

Kimeleme Modialh
1 {Uzmun)

3.3.Bulgular

Bu calismada, yaygin olarak kullanilan twitter sosyal medya sitesinde, 1 Mart 2020
00:00 ile 31 Mart 2022 23:59 arasinda Tiirkiye Cumhuriyeti Saghk Bakani tarafindan
olusturulmus 3371 adet tweet kullanilmistir. Konunun uzmanlar tarafindan tiim tweetler
icerikleri itibariyle el yordami ile incelenmistir. Bu tweetlerin 482 tanesi, saglik
calisanlarinin ¢alisma motivasyonuna “etki edebilir” olarak isaretlenmis olup;daha sonra
LDA modelinin egitiminde kullanilmistir. Konu bilgilerini ¢ikarmak i¢in Python3.10.5 ve

Gensim LDA kiitiiphanelerinden faydalanilmistir. Tweetler twint isimli Python
kiitiiphanesi yardimiyla toplanmustir. LDA konu modellemede & , konu sayisi énemli bir
parametredir. Belirsizlik oran1 &£ = > olarak belirlenmis ve ¢alismada kullanilmistir. LDA

modeli i¢in en uygun deger £ =3 sayisi elde edildikten sonra, Saglik Bakami tarafindan
belirtilen tweetler konu altinda toplanmustir. Ilgili konular igin temsil giicii yiiksek tweet
terimleri Tablo 1'de gosterilmektedir. Biiylikliik,482 tweet icinde ilgili konunun oranin

temsil etmektedir.
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Tablo 1: LDA Tarafindan Uretilen Konular ve Onemli Kelimeler

LDA Uzmanlar ~ Terim1 Terim2 Terim3 Terim4 Terim 5 Biiyiikliik
Konu Tarafindan
Numarast  Atanan Etiket

1 Bilgilendirme Saglik  Miicadele Toplanti Ekip Degerlendirme  32.2%
2 Astile miicadele Miicadele  Tedbir Tespit Salgin Hayat 22.2%
ve orneklik

3 Siddet Gorev Siddet Olay Ceza Gozalti 19.8%

4 Fedakarlik ve Hizmet  Tesekkiir  Personel Destek Saygi 15.7%
glven

5 Haklar ve 6zel  Arkadas Biitge Mektup Meslek Aile 10.1%
giinler

Uzmanlar tarafindan LDA ile iiretilen konu, dahil olan terimler ve terimlerin
sikliklar1 (baskinlik oranlari)) bakimindan incelenmistir ve bu konular sirasi ile
calisanlarinin  motivasyonlarina yonelik kullanilan dil bakimindan;*bilgilendirme”
(¢alisanlara doniik bilgilendirme toplantilari ve ziyaretler), “asi ile miicadele ve 6rneklik”
(pandemi ile verilen miicadelede ¢alisanlarin fedakarliklar1 ve 6rnek davranislar), “siddet”
(saglik calisanlarina karsi islenen siddet davranislari), “fedakarlik ve giiven” (galisanlarin
stirecteki fedakarliklar1 ve hak ettikleri giiven) ve ‘“haklar ve 06zel gilinler” (saglik
calisanlarina doniik haklar ve 0Ozel giinler) olarak etiketlenmistir. Tablo 2’de LDA
kiimelerinin homojenlik oranlar1 gosterilmektedir. Saglik Bakani tarafindan olusturulan
tweetlerde haklar ve 6zel giinler etiketine sahip tweetler LDA tarafindan iiretilen 6zet

terimler tarafindan en 1yi ifade edilen kiime olarak ortaya ¢ikmustir.

Tablo 2: LDA Tarafindan Uretilen Konulara Verilen Uzman Konu Etiketlemeleri ve Tweetlerin
Dagilimindaki Basari

LDA Konu Uzmanlar Konuya Dahil Uzmanlarca Dogruluk Yiizdesi
Numarasi Tarafindan Atanan  Tweet Sayis1 Anlamlh Bulunan
Etiket Tweet Sayisi
1 Bilgilendirme 118 24 20.3%
2 Ast ile miicadele ve 46 11 23.9%
orneklik
3 Siddet 88 32 36.3%
4 Fedakarlik ve giiven 147 55 37.4%
5 Haklar ve 6zel 83 72 86.7%
giinler
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Tweetlerin sosyal medya kullanicilart ile etkilesimleri hakkinda istatiksel bilgiler
Tablo 3’de verilmektedir. Veri setinde bulunan tweetler i¢in Saglik Bakani Fahrettin
KOCA, sosyal medya kullanicilarindan 427.494 cevap almis olup; bu tweetler 751.580 kez
retweet edilmistir. Retweet twitter platformunda bir iletinin kullanici tarafindan kendi
sayfasinda yeniden paylasilmasi olarak tanimlanmaktadir. Tespit edilen 482 tweet
kullanicilardan toplam 8 milyon 983.543 kez begeni almistir. Tiim tweetler icin cevap
verilme, retweet edilme ve begenilme ortalamasi sirasiyla, 887, 1559 ve 18.638 olarak

tespit edilmistir.

Tablo 3: LDA Tarafindan Uretilen Konularin Kullame1 Etkilesimleri Bakimindan Istatiksel Verileri

LDA Konu Uzmanlar Ortalama Ortalama Retweet Ortalama
Numarasi Tarafindan Atanan Cevaplanma Sayis1  Edilme Sayisi Begenilme Sayisi
Etiket
1 Bilgilendirme 1073 2567 28794
2 Asi ile miicadele ve 1281 1076 13912
orneklik
3 Siddet 828 1144 14925
4 Fedakarlik ve giiven 632 1317 16219
5 Haklar ve 6zel 919 1266 15041
giinler

Etkilesim alan tweetler incelendiginde her konu kiimesine ait en ¢ok begenilen
tweetler Tablo 4’de gosterilmistir. Tiim tweetler dikkate alindiginda 341 bin 568 begeni ile
“SAAT 21.00 ALKISI ICIN SAG OL TURKIYE! Sehir sehir, ev ev ¢agrimiza uydun.
Ozverili saglk calisanlarimiza alkisinla giic verdin. Yarn, ertesi giin aym saatte
minnettarhgimizin sesi tekrar duyulsun! UST USTE UC GUN ALKISLAYALIM!”

Tweete en ¢ok begenilen tweet olarak tespit edilmistir.
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Tablo 4: LDA Tarafindan Uretilen Konular i¢inde En Cok Begeni Alan Tweet Bilgileri

LDA LDA Tarafindan Etiketlenen Uzmanlar Tarafindan Etiketlenen
Konu Seni Seni
T Begenilme o . Begenilme
Numarasi En Cok Begeni Alan Tweet Sayist En Cok Begeni Alan Tweet Sayisi
« - = “COVID-19 vakalarinin en ¢ok goriildiigii
TS}I{\I?Iglzill 'ggh?rLgier ECT S;Ag n? IL a Istanbul i¢in il Saglik Miidiirliigii
o+ DCIIT AT, GV OV gagrimiz yetkilileri, kamu ve iiniversite hastaneleri
uydun. Ozverili saglik ¢alisanlarimiza bashekimleri ile video konferans
1 alkisinla gii¢ verdin. Yarin, ertesi giin 341568 L | 72210
a tte minnettarlis ! tokr gergeklestirdik. Hastalarin durumuyla,
Yy Saatic mINACHAriSImIzIn ses) texrat yogun bakim ve servislerin doluluk
duyulsun! UST USTE UC GUN . S
ALKISLAYALIM!” oranini, tedavi E{:;oll;cl)lilin ve ihtiyaglart
“Tedbirlere gosterdigimiz dzen
“UMKE Personeli Eda: Birazdan disar1 miﬁﬁ;ﬂﬁtgﬁ;ﬁﬁﬁé IHZ fg?&lr;k]é%t
¢ikacagiz seninle, annen bizi bekliyor. .2
2 , 88720 davranislariniz da yeni vaka sayilarini 85803
(13 '7
UM[litTt \sll/?tl{c:f/?k%%%L ?IQAK azaltacak. Saglik ordumuza ve saglik
ps-//L Y sistemimizin giiciine giivenin. Tedbiri
elden birakmaym.”
. e “Saglikta Siddetin Onlenmesi Yasas1
]?usra fizimizla telefondzi gorustum. Teklifi, Yiice Meclisimizde grubu olan
Saglik caliganlarimizin ve tiim kadinlarin .. e bakat ile eiind
haklarinin sonuna kadar yaninda tum partilerin mutabakati ile gundeme
- o . alinip, yasalagti. Saglik calisanlarini
3 oldugumuzu herkes bilsin. Asure bizim 157784 idd k Snelik. bugiine dek 100367
birlik, paylagma ve dayanisma siddetten korumaya yonelik, bugune de
L o en kapsamli yasanin ¢ikmasinda katkisi
semboliimiizdiir. Bu gelenegi yasatan olan tiim vekillerimize tesekkiir
herkese sonsuz tesekkiirler. ediyorum.”
“Cemil Hocamizi Persembe giini “SAAT 21.00 ALKISI iCIN SAG OL
e.l.)? diyete ugurladik. Yolunu izleyecek TURKIYE! Sehir sehir, ev ev ¢agrimiza
ogrencﬂerl' ve b ilimsel gahsma}_a Flyla uydun. Ozverili sagllk,g:allsanlarlmlza
4 yasaZ?;iﬁ;ls?;fa(;l;nmez?;;ii%lgim ve 161334  alkisinla gii¢ verdin. Yarin, ertesi giin ayni 341568
Has tznemizin ismi artik Prof D.r saatte minnettarligimizin sesi tekrar
. a . Dr. - . %
CEMIL TASCIOGLU SEHIR duwli‘EK%SLTAgiTLEIﬁ,C,, GUN
HASTANESI. Hep iyilikle anilsin.” ’
“Saglikta Siddetin Onlenmesi Yasas1 “SAGLIK CALISANLARIMIZIN
Teklifi, Yiice Meclisimizde grubu olan MADDI KOSULLARINI daha iyi hale
tiim partilerin mutabakati ile giindeme getirmek i¢in harekete gectik.
5 aliip, yasalasti. Saglik calisanlarini 100367 Cumhurbagkanimiza ve Maliye 74163
siddetten korumaya yonelik, bugiine dek Bakanimiza bu konudaki hassasiyetleri
en kapsamli yasanin ¢ikmasinda katkisi igin tesekkiir ediyorum. BIR ONEMLI
olan tiim vekillerimize tesekkiir GELISME DAHA: 32.000 saglik
ediyorum.” profesyonelini ige aliyoruz.”

1:Bilgilendirme, 2:As1 ile miicadele ve 6rneklik, 3:Siddet, 4:Fedakarlik ve giiven, 5:Haklar ve 6zel giinler

Tablolarda yer alan tiim sayisal veriler Twitter sosyal medya sitesinin Tiirkiye saati
ile 7 Temmuz 2022 22:00 itibariyle goriintiisii dikkate alinarak sunulmaktadir. Sosyal

medya gonderilerinde NLP siirecleri sonrasinda dominant terimlerin ortaya ¢ikmasi igin
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Sekil 3: Veri Seti i¢indeki Kelimelerin Baskinhk

Gosterimi

hemsire

sayil

istanbul

hast

teyHu'

~tedbir

gérev

4. Sonuc ve Oneriler

Orgiitlerin basaris1 agisindan insan kaynagmin, bu kaynaktan elde edilecek
performans i¢in motivasyonun ve motivasyon agisindan da iletisimin Snemi
bilinmektedir.Insanlar, kelimelerin olusturdugu bir yap1 olan ciimleler araciligiyla iletisim
kurmakta ve duygu, diisiince ve fikirlerini muhataplariyla paylasmaktadirlar. Dolayisiyla
her climle igerdigi kelimelerin temsil ettigi anlam diinyasi temelinde bir mesaj
tasimaktadir. Zaman gectik¢e kendini diinyada daha fazla gostermeye baslayan krizler ve
iletisimi farkli boyutlara tasiyan sosyal medyanin varligi ise bahsedilen gercekligi ve
iletilen mesajlar1 daha 6nemli hale getirmektedir. Bu dneminden dolay: ¢alismanin amaci,
Covid-19 pandemisi doneminde Tiirkiye agisindan kritik bir gérev yiiriitenT.C. Saglik
Bakani1 Dr. Fahrettin KOCA’nin paylastigi twitter mesajlarininsaglik calisanlar1 agisindan
motivasyonel anlamda neler igerdigini analiz etmektir. Bugilin kullanilan yapay zeka
araglar1 sayesinde insan tarafindan kurulan ciimleleri olusturan kelimelere odaklanilarak
s0z konusu cilimleler ile verilmek istenen mesajlar ve iletilen mesajlar1 temsil eden odak
kelimeler
kesfedilebilmektedir. Bu c¢alismada bahsedilen ama¢ dogrultusunda veri bilimi
uygulamalarindan birisi olan dogal dil isleme tekniklerinden LDA Konu Modellemesi
kullanilmis ve saglik bakanimnin, saglik ¢alisanlarina doniik mesajileten tweetleri olup

olmadigi, varsa bu tweetlerin motivasyonel anlamda nasil bir icerige sahip oldugu
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Ulasilan sonuglar, Saglik Bakani tarafindan 1 Mart 2020 ile 31 Mart 2022 tarihleri
arasinda atilan 3371 tweetin 482 tanesinin saglik calisanlartyla ilgili oldugunu ortaya
koymaktadir. Tiim tweetlerin % 14’line denk gelen bu sayinin, kriz doneminde c¢aligsanlarla
iletisimin ve calisan motivasyonunun daha onemli hale geldigi yoniindeki arastirma
sonuglar1 (6rn. Stoller, 2020:2) ve Tiirkiye’de pandemi kosullarinda saglik calisanlarinin

yasadig1 sikintilar diigtiniildiigiinde sayisal anlamda az oldugu degerlendirilmektedir.

Arastirma kapsaminda kurulan LDA tabanli modelin sonuglari, saglik calisanlariyla
ilgili olarak paylasilan tweetlerin bes konu basliginda kiimelendigini gdéstermektedir. Bu
konular, tweetler i¢inde ilgili konunun oranina gore sirasiyla; “bilgilendirme” (%32,2), “as1
ile miicadele ve orneklik” (% 22.2), “siddet” (% 19.8), “fedakarlik ve giiven” (% 15.7) ve
“haklar ve 6zel giinler” (% 10.1) seklinde siralanmaktadir.

En c¢ok paylasim yapilan konu,calisanlara doniik bilgilendirme toplantilar ve
ziyaretleri iceren baglamiyla “bilgilendirme” olmustur. Bu konu kapsaminda; saglik,
miicadele, toplant;, ekip ve degerlendirme kelimeleri 6n plana ¢ikmustir. Igerigini
yogunluklu olarak saglik bakaninin il saglik midiirleri basta olmak iizere illerdeki
yoneticilerle video konferans ve ziyaretler cergevesinde gergeklestirdigi toplantilarin
olusturdugu ve pandemi siirecinin beraberinde getirdigi dogal bir sonug¢ olarak
degerlendirilen bu tweetler,bilhassa illerdeki iist diizey saglik yoneticilerininmotivasyonlari
agisindan degerli goriilmektedir. Ozellikle &rgiitsel-yonetsel bir motivasyon araci olarak
kararlara katilma ve psiko-sosyal bir motivasyon araci olarak oneri sisteminin (¢alisanlarin
diisiincelerini ve Onerilerini agik¢a ifade edebilmesini saglayan yontem) (Altintas, 2020:
221, 222) kullanimina imkéan verdigi Olciide bu toplantilarin ve bunlar1 konu alan tweet
paylasimlarinin pozitif sonuglar yaratacagi diistiniilmektedir. Ayrica bu tarz bir iletisimin
list yoneticilerde yarattif1 etki {lizerinden genel olarak c¢alisanlara da pozitif etki
yapabilecegi soylenebilir. Bununla birlikte toplantilara iliskin aciklamalarintiim saglik
caligsanlar tizerinde etki yaratamayacagi, konuyla ilgili tiim ¢alisanlarin muhatap alinarak
yapildig1 daha genis Olgekli tweetlerin daha yaygin etkiler yapabilecegi ve bu etkinin
sonraki silireclerde degerlendirilebilecegi diisliniilmekte ve bu kapsamda bir iletisim

Onerilmektedir.

Pandemi ile verilen miicadelede calisanlarin yogun ¢aba ve 6rnek davranislarinin
icerigini olusturdugu “as1 ile miicadele ve Orneklik” konulu tweetler, Saglik Bakani

tarafindan en ¢ok paylasim yapilan ikinci konu olmustur. Bu konunun 6n plana ¢ikan
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kelimeleri; miicadele, tedbir, tespit, salgin ve hayat seklindedir. Yine donemin kosullar
nedeniyle yogun paylasim yapilmasi anlasilabilir bir durum olarak degerlendirilen bu
konunun, riskli oldugu kadar yipratici olan as1 uygulamalarinin biiyiik zorluk ve
fedakarliklarla yapildigr donemde,pandemiyi bitirme noktasindaki amag birlikteligi ve bu
amacin gerceklestirilmesinde saglik calisanlarinin roliiniin  6nemine yapilan vurgu
tizerinden bir motivasyona kap1 aralamis olabilecegi degerlendirilmektedir. Bu teweetlerde
cogunlukla pandemiyle miicadelede toplumsal birliktelige ve vatandaslara diisen
sorumluluklara vurgu yapilmis, sonrasinda saglik ¢alisanlarini yiiceltici ifadeler (saglik
ordumuz, kap1 kapi dolasip emek verme vb.) kullanilmistir. Bu kapsamda paylasimlarin,
direkt olarak saglik ¢alisanlart muhatap alinarak ve takdir edilerek yapilmasinin c¢alisan
motivasyonu ac¢isindan daha etkili olacagi ve benzer siirecler yasanmasi durumunda bunun

bir Oneri olarak degerlendirilebilecegi diisiiniilmektedir.

LDA tabanlt modelin sonug¢larinin analizlerinde ortaya ¢ikan bir digerkonu kiimesi,
saglik calisanlarina doniik olarak gergeklestirilen siddet davraniglarini igermekte; bu
kapsamda gorev, siddet, olay, ceza ve gozalt1 kelimeleri 6n plana ¢ikmaktadir. Tweetler
icinde yaklasik % 20°lik bir kism1 kapsayan bu konu, son dénemde de yasanan ve aci
sonuglara neden olan siddet olaylarinin oniine gecilememesiyle birlikte diisiiniildiigiinde
tizerinde hem sosyal medya anlaminda hem de fiili anlamda aksiyon almanin daha fazla
gerektigi bir konu olarak degerlendirilmektedir. Ozellikle bazi ihtiyaglarm karsilanacagi
taahhiit edilerekmotivasyon saglanmaya c¢alisilan siireclerde, yaratilan beklentiler
karsilanmadiginda motivasyonun daha da diisece8i beklenmektedir. Saglikla ilgili siddet
olaylarinin uzun siire giindemde kalmas1 ve yapilan gesitli kanuni diizenlemelere ve ceza
artirimlarma ragmen siddetin devam ediyor olmasi, motivasyonel anlamda negatif etki
yaratacak bir durum olarak degerlendirilmektedir. Giivenlik ihtiyacinin Maslow’un (1943)
ithtiyaclar hiyerarsisinde en alt basamaklardaki ihtiyaglardan birioldugu diisiiniildiigiinde
konunun  ¢0zlimlenmesinin  ¢alisan ~ motivasyonu  acisindan  elzem  oldugu
diistiniilmektedir.Diger taraftan pandemi doneminde vatandaslarin siirekli artig gosteren bir
belirsizlik psikolojisi yasadiklar1 gozlemlenmistir. Bunun bir sonucu olan toplumsal
gerginlik saglik calisanlarinin daha fazla siddete ugrama ihtimalini beraberinde getirmistir.
Bu itibarla saglik calisanlarinin kendilerine yonelen siddet karsisinda daha fazla yasal
giivenceye sahip olmalarini saglamaya yonelik iletisimin, kriz yonetimi ve motivasyon

noktasinda pozitif sonuglari oldugu sdylenebilir.
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Saglik ¢alisanlarimin  pandemi donemindeki biiyiikk fedakarliklariile siirecin
basariyla yiiriitiilmesine doniikolarak duyulan giivene vurgu (fedakarlik ve giiven),
incelenen teweetlerde 6n plana ¢ikan dordiincli konudur. Bu c¢ergevede LDA tabanh
modelin analizi sonucunda 6n plana ¢ikan kelimeler; hizmet, tesekkiir, personel, destek ve
sayg1 olmustur. Ust bir hiyerarsik ihtiya¢ olan deger ihtiyacinin karsilanmasina doniik
olarak prestij saglama, basarili hissettirme ve itibar kazandirma gibi psiko-sosyal
motivasyon araglarinin kullanildig1 bir konu olarak bu bagliginmotivasyonel anlamda etki
diizeyinin oldukga yiiksek oldugu diisiiniilmektedir. Konu bu anlamda degerli goriilmekle
birlikte, kriz donemlerinde ¢alisanlarin yasadigi sikintilarin hafifletilmesi noktasinda daha
fazla basvurulabilecek bir teweet igerigi olduguve fedakarliklarla birlikte ortaya ¢ikan
beklentilerin karsilanmasinin,motivasyonun siirdiirtilebilirligi agisindan o6nemli oldugu

diistiniilmektedir.

Saglik calisanlarina doniik haklar ve 6zel giinlerin icerigini sekillendirdigi besinci
konuda, calisanlariniicret gibi 6zlilk haklar1 basta olmak iizere, siddete iliskin yasal
koruma, malpraktis davalarina iligskin diizenlemeler ile tip bayrami, eczacilar giinii gibi
mesleklere 6zel giinlerin kutlanmas1 yer almaktadir. Bu konudaki paylasimlar
motivasyonel anlamda degerli olmakla birlikte, en temel ihtiyaglardan ve motivasyonel
faktorlerdenolan iicret gibi hususlarin pandemi gibi donemlerde ¢6ziimlenmis olmasi
gerektigi ve hiyerarsik anlamda daha {ist ihtiyaglar giderilerek motivasyonel etkinin
saglanmaya caligilmasi gerektigi diisiiniilmektedir. Bununla birlikte analizler sonucunda bu
konuda 6n plana cikan kelimelerin; arkadas, biitge, mektup, meslek ve aile oldugu
diisiiniildiigtinde konunun maddi boyutun disinda psiko-sosyal baglama biiriindiiriildigi ve

daha anlamli kilinmaya calisildig: diistiniilmektedir.

Yukarida aciklanan bes konuya genel olarak bakildiginda son iki konunun her
durumda pandemi doneminde daha fazla yer kaplamasi gerektigi degerlendirilmektedir.
Ayrica ihtiyaglar hiyerarsisinde en {list basamakta yer alan kendini ger¢eklestirmeye doniik
motivasyonel siireclerin isletilmesi gerektigi diger bir acidan degerlendirilmekte ve
konunun st diizey ¢iktilara doniik etkileri diigiiniilerek uygulayicilara Onerilmektedir.
LDA tabanli model tarafindan iiretilen kiime konularin kullanici etkilesimleri bakimindan
istatiksel verileri incelendiginde en biiyiik begeni ve retweet edilme ortalamalarina
“bilgilendirme” konusunun sahip oldugu goriilmektedir. Bu sonucun, hem konunun sayisal
anlamda biiyiikliigiinden (% 32,2) hem de toplum nezdinde de ilgilenilen en temel

konulardan olmasindan kaynaklandig1 diisiiniilmektedir. Bu konu disinda en biiyiikbegeni
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ve retweet edilme ortalamalarina sirasiyla “fedakarlik ve giiven” ile “haklar ve 06zel
giinler”’konular1 sahiptir. Bu rakamlar, konularin sayisal anlamda en diistik biiyiikliiklere
sahip olduklar1 da diisiiniildiiglinde (sirasiyla %15,7 ve %10,1) oldukca anlamlidir. Daha
acik bir ifadeyle paylasim anlaminda en az degere sahip iki konu, en ¢ok begeni ve retweet
edilme ortalamasina sahip ikinci ve {iglincii konu olarak goriilmektedir. Bu sonug,
“fedakarlik ve giiven” ile “haklar ve 6zel giinler” konusunda bir talebin var olduguna ve

paragrafin baginda belirtilen onerilerin desteklendigine isaret olarak yorumlanmaktadir.

Yukarida agiklanan tiim bu sonuglar 1s18inda bu arastirma, LDA tabanl olasiliksal
modelin, yerel konusma dilinde yayimlanmis ilgili metinlerin, yayimcisinin goriislerini
Ozetleyen kelimelere indirgenebilecegini gdstermistir. Bu sayede mesajda iletilen konunun
ana fikrine 151k tutulmus ve paylasilan iletilerin c¢alisanlar (kamuoyu) {izerinde etki
gosterebilecegi kavramlar kesfedilebilmistir. Ancak uzmanlarin el yordami ile verdikleri
etiketler ve modelin kesfettigi agirlikli kavramlarin farklilik gosterdigi goriilmiistiir. Bu
nedenle, bu olasiliksal modelin, mevcut veri seti biiylikligiiyle paylasilan mesajlarin
motivasyonel anlamda sahip oldugu igerigin kesfedilmesinde basarili bir konu kiimeleme
iiretmekte olduguyoniindeki goriis icin yeterli kanit elde edilememistir. Bu sonucun, tweet
verilerindeki karakter sinirlamasi nedeniyle mesajlarin konu geciskenligindeki net
sinirlarin ortadan kalkmasindan ve ana fikri temsil eden kiimeyi bulaniklastirmasindan
kaynaklandig1 diistiniilmektedir. Bu diisiince, LDA olasiliksal modelinin, bir belgenin
birden ¢ok konuya sahip olabilecegi ve bir konunun birden ¢ok kelime ile temsil
edilebilecegi yoniindeki yaklasimi ile uyusmaktadir. Bununla birlikte, daha sonra yapilacak
caligmalar icin veri seti kaynaklarinda sosyal medya verilerinin yani sira, makaleler,
haberler ya da basin biiltenleri gibi farkli veri kaynaklarmin da veri setine dahil
edilmesinin ulagilmak istenen dogru kiimelemenin ortaya ¢ikmasi agisindan yararl olacagi
diistiniilmektedir. Sosyal medya verilerinde, begenilme, cevaplanma ya da retweet edilme
gibi sayilarin nicel olarak elde edilebilmesi, ilgili tweetlerin kamuoyu {izerindeki
tepkilerini alabilmeyi saglamaktadir. Bu yaklasim sosyal medya iletilerinin izleyiciler
tizerinde olusturdugu tepkinin, duygusal olarak goriilmesini miimkiin kilmaktadir.

Bahsedilen durum, bu ¢alisma acisindan da gecerlilik gostermistir.
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Destek Bilgisi: Bu ¢alisma kapsaminda herhangi bir organizasyondan destek alinmamustir.

Cikar Catismasi: Sorumlu yazar (tim yazarlar adina), calismaya iliskin bir ¢ikar

catismasi olmadigini beyan etmektedir.

Etik Onay1: Bu calisma, kullanilan veriler itibariyle etik kurul onay1 gerektirmemektedir.
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Abstract

In today's world, considering the many developments in the environment, every aspect of life is witnessing
rapid changes. Different institutions focus on the best strategies that can enable their activities to achieve the
goal. It is clear that organizations can achieve their goals with leaders who can increase the overall
performance of employees as a result of their individual efforts. This idea constitutes the main aim of our
research. This study aims to learn the effect of leadership styles on job performance and job satisfaction. The
universe of the present study consists of all academic and administrative managers in the institutions of
Duhok Polytechnic University, Irag. In the study, scales used in the relevant literature and tested for validity
and reliability were used as data collection tools. Survey data were analyzed using various statistical
techniques. The results of the analysis were interpreted that managers who develop leadership and role-
playing behaviors can improve their employees' motivation, abilities and perceptions, as well as increase
their job satisfaction by leading to an increase in their job performance. At the end of the study, suggestions
were made for managers and future studies.

Keywords: Leadership, Leadership Behavior, Job Performance, Job Satisfaction, Demographic Factors

Liderlik Davramisinin Iy Performansi ve Is Doyumuna Etkisi: Irak Kamu
Kurumlari Ornegi

0z

Giintimiiz diinyasinda, ¢evredeki bir¢ok gelisme goz oniine alindiginda, yasamin her alaminda hizli
degisimlere tanik olmaktadwr. Farklt kurumlar, faaliyetlerinin hedefe ulasmasini saglayabilecek en iyi
stratejilere odaklanmaktadirlar. Orgiitlerin  hedeflerine ulasabilmesi, c¢alisanlarin bireysel ¢abalarinin
sonucu olan genel performanslarini arttirabilecek liderlerle gerceklesebilecegi agiktir. Bu diisiince
arastirmamizin temel amacint olusturmaktadir. Bu ¢alisma, liderlik tarzlarimin is performansi ve is tatmini
tizerindeki etkisini oOgrenilmesini amacglamaktadr. Mevcut ¢alismanin evreni, Irak, Duhok Politeknik
Universitesinin kurumlarindaki tiim akademik ve idari yéneticilerden olusmaktadir. Calismada veri toplama
araci olarak ilgili literatiirde kullanilan ve gegerliligi ve giivenirligi test edilmis dlgekler kullaniimustir. Anket
verileri ¢esitli istatistiksel teknikler kullanilarak analiz edilmistir. Elde edilen analiz sonuc¢lari, liderlik ve rol
yapma davranmiglarin gelistiren yoneticilerin, caliganlarimin motivasyonunu, yeteneklerini ve algilarini
gelistirebilecegi gibi onlarin iy performansinda bir artisa yol agarak is tatminlerini artiracagr yoniinde
yorumlanmigtir. Calisma sonunda yoneticiler ve gelecek ¢alismalar igin onerilerde bulunulmugtur.
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1.Introduction

In organizational life, there are constant developments in the internal and external
environment. These developments bring about changes with very different and devastating
consequences. Therefore, it is important for organizations to survive this process with the
least damage and to take advantage of the opportunities that arise. That's why they need
executive leaders who can transform, encourage, and take initiative in their employees.
The result of the studies on this subject, as in this research, is the relationship between the
leader and his subordinates and the factors affecting the behaviors and patterns followed in
the management of the group. The main question of this research is, which leadership style
or behavior is focused on in directing the subordinates to achieve the organization's
purpose, as the leader follows or the subordinates perceive? When the studies on this
subject in the relevant literature are examined, it is seen that the main focus is on this
aspect of the relationship between the Leader and his subordinates. In other words, it is
stated that there are large gaps between the senior management and subordinate relations,
which are struggling to improve themselves in some departments. For example, Likert
states that productivity and performance reflect positively on increasing satisfaction levels
and therefore it is necessary to know the appropriate behavior to be followed, but he also
states that the leadership maintains the spirit of responsibility within the group and is
aimed at achieving common goals (Ahmed, 2015:18).The universe of the research consists
of all academic and administrative managers in the Iragi Duhok Polytechnic University
institutions. The full count method, which aims to reach the entire population, was used
and no sample was taken. There are two main reasons why the population of the study was
chosen from Iraq for the application part. Firstly, it is aimed that there are few studies on
the subject in this region, and secondly, it is aimed to contribute to the relevant literature
by revealing the reflections of leadership behavior in different cultures. In the research, the
scales used in the literature and tested for validity and reliability were used as data
collection tools. Survey data were analyzed using various statistical techniques. When the
results of the analysis are interpreted, it has been evaluated that the managers who develop
leadership and role-playing behaviors can improve the motivation, abilities and perceptions
of their employees, as well as lead to an increase in their job performance and increase the
job satisfaction of the employees. At the end of the study, suggestions were made for

organizational managers and future studies.
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2.Conceptual Framework
2.1.Leadership Behavior and Leadership Styles

Behavior in the language is according to what was mentioned in the (tongue of the Arabs).
And behavior in psychology is the overall response that a living organism displays to a
confident attitude towards it (Jagham, 2015:34). Efficient leadership that keeps pace with
developments is a significant factor in the success of any organization in the shadow. In
these conditions, the progress of any institution’s performance level depends on having the
competencies and experiences at the leadership level. A successful leader depends on some
of the essential characteristics that a leader must have, which are the basis of leadership
competence, including the characteristic of perception and expectations, where the leader
must realize that he focuses on one goal and must strive for victory because he the road to
successful leadership, as the leadership potential lies in an increasing number of people and
Is waiting for the opportunity to emerge. The colleges of administration and business, and
through special training (Coaching) and practice, can teach individuals to become better
off than they are, where this institution can play A role in the graduation of potential
leaders who, in turn, can ensure the creation of an organizational climate in their
organization that nurtures and nurtures entrepreneurship and leadership potential (Magda,
1977). The influence exercised by the leader on his subordinates is the basis upon which
the leadership is based, and the power of the leader on his associates varies according to
the methods used in administration and its patterns. The pattern refers to the general
framework that distinguishes the individual from others in physical formation and
interpretation. The individual to follow a specific pattern such as mood, physical and
psychological patterns, and perhaps the last type is the most acceptable in terms of the
relationship between psychological formation and types of behavior. In all cases, the
leader's characteristics as individual work to determine the orders he issues to subordinates
and must focus on the leader's essential function in achieving homogeneity. And the
compatibility between the needs and desires of the members of his group(Ali, 19955:112-
222). Because of the different leadership styles and the diversity of classifications
identified by researchers and writers regarding defining the concept of leadership style and
differing opinions about the idea of leadership style, several studies have tried to
distinguish between those styles, so it was necessary to define a standard or a division of
styles, as researchers studied the source of authority types, including The three sources of

power which prevail in rural, tribal or (traditional) societies. What is based on obedience
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and loyalty, where this type of leader is seen as the ideal person who does not make
mistakes, he is an inspiring person or (attractive), Or what focuses his attention on the rule
and implementation of laws and regulations and expects from his subordinates the same

behavior and is called (the rational pattern).
2.1.1. Democratic Leadership Style

It is a pattern that depends on the participation of subordinates and encourages discussion
in some tasks so that the leader who makes the decision raises the dialogue between the
workers before implementing it. If he does not find approval from them, he re-examines
his decision again and adjusts it (Hammam, 2017:41-47).

2.1.2. Free Leadership Style

It is called divisive, unguided, or chaotic leadership. Free leadership is concerned with
giving subordinates freedom in performing their duties and giving more room to
subordinates to demonstrate their capabilities and prove themselves in the performance of
their duties and practices their activities, generates confidence in them in making decisions.

They deem it appropriate to accomplish work (Al-Sharif., 2004: 77-79).
2.1.3. Autocratic leadership style

The autocratic style is considered a leadership-based style. The word autocrat is originally
a Latin word (Autocrat), it means that all human resources in the organization are subject
to the orders and influence of the authority of the leader, who is unique in his decisions and
policies without the participation of his subordinates, so the leader's view of his
subordinates is based on his view of the human resource as a productive unit. The leader
controls it and changes its behavior and motivates it financially to work. Studies refer to
multiple behaviors of the autocratic style, including (authoritarian behavior), where the
leader uses his powers as a threat to accomplish the work without concern for human

relations in his dealings with his subordinates.
2.2.Job Satisfaction

Priorities of employees related to their work can vary. For that reason, employees in
different positions can achieve other satisfactions from a specific situation. Job satisfaction
is a balance created from the salary and people individuals get happy from working
together(Mansur, 2011).
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2.3.Job Performance

The human resource has received significant interest from many specialists in various
fields according to foundations and criteria of varying importance in terms of its
relationship with the human resource. Their personality, their motives and their
encouragement is the way to increase production. We find those who considered the
human element one of the most critical resources that should be invested in, adapting to the
rest of the other assets if their motives are identified and then directed towards a specific
behavior. It aims to excel in performance (Hamdi, 2013:32). It was also referred to as the
degree of achievement and completion of the tasks that make up the individual's job. It
reflects how it is achieved or satisfies the individual with the requirements of the job. Tre
is a difference between performance and effort that refers to the energy exerted, while

performance is measured based on results (Halabiya, 2013:36-37).
3.Method of The Research
3.1.Purpose and Importance of The Research*

The study's design reflects how the researcher follows to plan to execute his study to get
the most valid findings. Therefore the research design is fundamental due to its
determination of the success and failure of the research. The research design decision will
also give the researcher a detailed guide to executing the investigation by relating the art
and the scientific ways to prepare the study. This study aims to test its hypotheses, which
deal with a correlation that checks the relationship between the three variables of the
research. It also tries the impact of leadership behavior on both job performance and job
satisfaction with their dimensions at the colleges and institutions Polytechnic of Duhok
University in Iraq. Besides that, the research design contains testing the differences in
variables of the study according to the characteristics of the individual of the sample.
Moreover, all the hypotheses will be measured by both quantitative and qualitative

indicators.
3.2. Data Collection and Data Analysis

For this research, primary data were collected by a printed questionnaire. The

questionnaires were distributed among all academic and managerial leaders at colleges and

*29.04.2021 Date and 01-21 Decision Number: Tokat Gaziosmanpasa University Social and Human
Sciences Ethics Committee Decision
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institutions of Duhok Polytechnic University. For this study, a total of (200) questionnaires
were distributed; 118 valid questionnaires for analysis. Cronbach's alpha was used to
measure the reliability and credibility of the variables of the study. Their data is tested to
follow parametric or non-parametric analysis. Descriptive statistics include percentages,
frequencies, means and standard deviation. Hierarchical cluster analysis was used to test
the model of the study. Multiple correlation analysis was used to examine the relationship

between study variables and their dimensions using the Pearson method.

In our study, linear regression analysis using enter and stepwise methods was used to
analyze the expected effect of the independent variable on the dependent variable. In order
to analyze the differences in the study variables according to the demographic
characteristics of the sample, the means were compared using the independent two-sample
T-test and one-way ANOVA methods.

3.3.Model and Hypotheses of The Research.

The framework of this study will be limited to three main variables, leadership behavior
which represents the independent variable, while job performance, and job satisfaction
which means the dependent variables. Figure (1) shows the model of the study and explain

the relations between the three variables and their dimensions:

- Empowerment
- Working Condition

- Team Work
- Democratic Style

- Autocratic Style
- Free Style

Figure 1: The Model of The Study

Depending on the model of the study, the researcher adopted three main null hypotheses to

test the relations between the variables of the study, and they are:

Hi: Leadership behavior significantly correlates with job performance and job satisfaction
at level (0.05).
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H2: Leadership behavior significantly impacts job performance and job satisfaction at level
(0.05).

Hs: There are differences between leadership behavior, job performance, and job

satisfaction according to the sample demographic characteristics at level (0.05).
3.4. The Instrument of The Study

The main instrument of the study is the questionnaire that the individuals of the sample
will complete without any intervention from the researcher. In this study, the questionnaire
was used to collect data from the field side, enabling the researcher to carry out the
required analyses, test the study hypotheses, and present and discuss the results. The
questionnaire is designed to explore the relationship between leadership behavior and job
performance and job satisfaction in the colleges of Duhok Polytechnic University in
Duhok.

4.Analysis And Findings
4.1. Questionnaire Distribution

The population consists of (98) individuals as academic members like deans and their
assistants and the heads of scientific department who represent the educational leaders in
(18) colleges and institutions. Also, the (119) individuals represent the managerial leaders
in this population. So, the whole population was (217) individuals. The researcher
distributes (200) copies of the questionnaire, which represent (74.9%) of the people, and
just (120) forms were returned, (2) of them were not valid for the analysis, according to
that the final sample of the study was (118) sample with a percentage of (54.4%) from the
population of the study. Table 1 shows the sample and the questionnaire distribution.

Table 1:Questionnaire Distribution

Distributed Collected Valid
Sec. Colleges and Institutions Questionnaire | Questionnaire N
Questionnaire
No. No. N
1 | Duhok Polytechnic University 30 22 22
2 | Duhok Technical Institute 30 13 13
3 | Akre Technical Institute 30 20 20
4 | Technical College of Health 10 6 6
Shekhan
5 | Shekhan Technical Institute 20 13 13
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6 | Amedi Technical Institute 30 20 20
Technical College of Engineering 20 7 5
g | Technical College of Petroleum 10 ) )
and Minerals-Zakho
9 | Zakho Technical Institute 20 11 11
Total 200 120 118
Final sample 118

4.2. Demographic Characteristics of the Sample

The results in the table 2 describe the demographic characteristics of respondents or the
individuals of the sample: The frequency of the male in the simple were (79), and they
represent about (66.9%) of the sample size, while the percentage of females was (33.1%)
with the frequency of (39) from the size of the sample (118).The results indicate that the
highest percentage of this characteristic was (51.7%) of individuals with an age of (30 less
than 40 years), while the lowest rate was (5.9%) at the age class (50 years and more), this
indicates that most leaders in the polytechnic university were at the middle of their age,
while the rest of the sample individuals is divided between these two percentages.
According to this characteristic, the percentage of married reach (77.1%) from the sample
size with the frequency of (99), on the side the frequency of the single was (27), and they
represent (23.9%) from the sample. The results show that (48.3%) of the sample have a
bachelor’s degree, also (26.3%) with technical diploma degree, (14.4%) hold a master’s
degree, (6.7%) with secondary school and less, and the rest of the sample (3.4%) with the
Ph.D. degree. The sample according to job title was distributed into (48.3%) academic
leadership and (51.7%) managerial leadership.The results of scientific title show that
(27.1%) from the academic and managerial leaders with an assistant lecturer title, (19.5%)
with a lecturer title, (9.4%) with an associate professor, and (4.2%) with a professor title,
while (39.8%) of the sample without scientific label and they all represent the managerial
leaders. The results in the table (4-9) indicate that the leaders with (1 less than ten years).
Service represents (55.1%) from the sample size, then came the leaders with service year
(10 less than 20 years) after that with the percentage of (38.1%), while the lowest rate was

the class of service (20 years and more) representing (6.8%) from the sample size.
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Table 2: The Demographic Characteristics of the Sample

Variable Class Frequency Percent
Gender Male 79 66.9
Female 39 33.1
20 less than 30 18 15.3
Age 30 less than 40 61 51.7
40 less than 50 32 27.1
50 and more 7 5.9
Marital status The married 91 77.1
Single 27 22.9
PhD 4 3.4
Master 17 144
Level of education Bachelors 57 483
Diploma 31 26.3
Secondary School and less 9 7.6
Job Title Academic staff 57 48.3
Employee staff 61 51.7
Assistant lecturer 32 27.1
Lecturer 23 19.5
Scientific Title Associate Professor 11 9.4
Professor 5 4.2
Without Sc. Title 47 39.8
One less than 10 65 55.1
Service years Ten less than 20 45 38.1
20 and more 8 6.8
Total 118 100.0

When examined in terms of demographic characteristics; While men represent
approximately (66.9%) of the sample size, the percentage of women (33.1%). When the
participants are evaluated in terms of age distribution, it shows that the highest percentage
of this feature (51.7%) is under the age of 30, and the lowest percentage is in the age group
(50 years and above) (5.9%). The remainder of the sample is split between these two
percentages, showing that most leaders in the polytechnic college are in their mid-years.
According to marital status, the proportion of married people (77%) and singles (23.9%)
are among the sample size. According to the education characteristics, the sample (48.3%)
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has a bachelor's degree, also (26.3%) has a technical diploma, (14.4%) has a master's
degree, (6.7%) is a secondary school and below. indicates that they have an education
degree, and the rest are high school graduates. The rate of those who have a doctorate
degree is (3.4%). According to job title, the sample is distributed as academic staff (48.3%)
and administrative staff (51.7%). Scientific title results show that academic and
administrative leaders (27.1%) have the title of lecturer, (19.5%) lecturer, (9.4%) associate
professor and (4.2%) professor. (39.8%) represent administrative staff without scientific
label. When analyzed according to the working hours in the table, the sample size is
represented by the ratio of those who work less than 10 years (55.1%), while the ratio of
those who have less than 20 years of service (38.1%) and the ratio of those who have the

lowest service class (20 years and above) (%6.8).
4.3. Testing the Model of the Study

To test the model study, there are few ways to achieve. In our research, we depend on the
Hierarchal Cluster Analysis which is a classified analysis to verify that the theoretical
model design by the researcher can accomplish the objectives of the study in exploring the
relations and effects between the variables of the study, and to achieve this purpose the

results of cluster analysis indicate the following.

4.3.1. Leadership Behavior Variable: To ensure that the three chosen dimensions in our
model belong to the leadership behavior variable, the following steps confirm that:It
appears from the cluster analysis results in the table 3 that the matrix of distance in
characteristics between the leadership behavior variable and its dimensions was similar in
its upper and lower diagonals. Thus, the results of this matrix indicate that the distances or
convergences between the dimensions of this variable were reasonable, demonstrating the
strength of homogeneity between those dimensions and the variable to which they belong.
As the values mentioned in the table show that the closer the value of the relationship
between the variables to the one is actual, this indicates the intensity of the homogeneity in
the characteristics between this variable and its measured dimensions. It is noticed that all
the values in the matrix indicate a state of uniformity in the elements, ranging in their
levels between medium and high. Compared to the traditional value of homogeneity of (1)
one, the highest value of uniformity was recorded between leadership behavior and free

leadership, with a homogeneity value of (0.941), and the lowest value of homogeneity
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Table 3: Distance Matrix for the Leadership Variable & Its Dimensions

Case Democratic Autocratic Free Leadership
Democratic 1 0.101 0.347 0.515
Autocratic 0.101 1 0.811 0.840
Free 0.347 0.811 1 0.941
Leadership 0.515 0.840 0.941 1

2.ndfigure shows the clustering tree for the leadership behavior variable and its three
dimensions, from which it is evident that there is acceptable homogeneity at the level of
the dimensions of this variable due to the existence of spacing between the periods of
meeting the dimensions with each other. According to the scale, whose period ranges
between (zero and 25) and is divided into classes of (5) length, we can attribute this to a
substantial homogeneity between the leadership behavior variable and the dimensions of
free leadership and autocratic leadership. At the same time, we see moderate homogeneity
between the leadership behavior variable and the dimension of democratic leadership. Still,
despite this case, all dimensions of the leadership behavior variable have converging
features, confirms the desired homogeneity in characteristics between the leadership

behavior variable and its dimensions.

4.3.2. Job Performance Variable: To ensure that the three chosen dimensions in our
model belong to the job performance variable, the following steps confirm that:It appears
from the cluster analysis results in the table 4that the matrix of distance in characteristics
between the job performance variable and its dimensions was similar in its upper and lower
diagonals. Thus, the results of this matrix indicate that the distances or convergences
between the dimensions of this variable were promising, demonstrating the strength of
homogeneity between those dimensions and the variable to which they belong. As the
values mentioned in the table show that the closer the value of the relationship between the
variables to the one is actual, this indicates the intensity of the homogeneity in the
characteristics between this variable and its measured dimensions. It is noticed that all the
values in the matrix indicate a state of uniformity in the elements, ranging in their levels
between medium and high. Compared to the traditional value of homogeneity of (1) one,
the highest value of uniformity was recorded between job performance andcapabilities,
with a homogeneity value of (0.863), and the lowest value of homogeneity between job

performance and motivation with a value of (0.685).
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Figure 2: The Cluster Tree for Leadership Behavior & Its Dimensios
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Table 4: Distance Matrix for the Job Performance Variable & Its Dimensions

Case Motivation | Capabilities | Role Perception Job Performance
Motivation 1 0.334 0.399 0.685
Capabilities 0.334 1 0.637 0.863
Role Perception 0.399 0.637 1 0.841
Job Performance 0.685 0.863 0.841 1

Figure 3The Cluster Tree for Job Performance & Its Dimensions
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3.nd figure shows the clustering tree for the job performance variable and its three
dimensions, from which it IS evident that there is acceptable homogeneity at the level of the
dimensions of this variable due to the existence of spacing between the periods of meeting
the dimensions with each other and according to the scale whose period ranges between
(zero and 25) and divided into classes of (5) length, we can attribute this to the existence of
a substantial homogeneity between the job performance variable and the dimensions of
capabilities, role perception, and motivation, this mean that all dimensions of the job
performance variable have converging features, confirms the desired homogeneity in

characteristics between the job performance variable and its dimensions.

4.3.3. Job Satisfaction Variable: To ensure that the three chosen dimensions in our model
belong to the job Satisfaction variable, the following steps confirm that:It appears from the
cluster analysis results in the table 5 that the matrix of distance in characteristics between
the job satisfaction variable and its dimensions was similar in its upper and lower
diagonals. Thus, the results of this matrix indicate that the distances or convergences
between the dimensions of this variable were reasonable, demonstrating the strength of
homogeneity between those dimensions and the variable to which they belong. As the
values mentioned in the table show that the closer the value of the relationship between the
variables to the one is actual, this indicates the intensity of the homogeneity in the
characteristics between this variable and its measured dimensions. It is noticed that all the
values in the matrix indicate a state of uniformity in the elements, ranging in their levels
between medium and high. Compared to the traditional value of homogeneity of (1) one,
the highest value of uniformity was recorded between job satisfaction and capabilities,
with a homogeneity value of (0.860), and the lowest value of homogeneity between job

performance and motivation with a value of (0.745).

Table 5: Distance Matrix for the Job Satisfaction Variable & Its Dimensions

Case Empowerment | Working Condition Teamwork Job Satisfaction
Empowerment 1 0.443 0.329 0.745
Working Condition 0.443 1 0.660 0.860
Teamwork 0.329 0.660 1 0.816
Job Satisfaction 0.745 0.860 0.816 1
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4.nd figureshows the clustering tree for the job satisfaction variable and its three
dimensions, from which it is evident that there is acceptable homogeneity at the level of
the dimensions of this variable due to the existence of spacing between the periods of
meeting the dimensions with each other. According to the scale whose period ranges
between (zero and 25) and is divided into classes of (5) length, we can attribute this to the
existence of a substantial homogeneity between the job satisfaction variable and the
dimensions of working conditions, teamwork, and empowerment, this means that all
dimensions of the job satisfaction variable have converging features, confirms the desired

homogeneity in characteristics between the job satisfaction variable and its dimensions.
Figure 4The Cluster Tree for Job Satisfaction & Its Dimensions
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4.4. Testing the Hypothesis of the Study

To test the hypothesis of the study and discuss the results, the researcher depends on
statistical measurements by using statistical packages for social sciences (SPSS V.25), as

following:

4.4.1. Hypothesis One: The researcher conducts the correlations between the study
variables and their dimensions by using multi correlation coefficient according to personal
methods. The results indicate the following:The table 6 shows the results of the analysis of
the correlation between leadership behavior and job performance and their dimensions as
following:The relationship between the variable of leadership behavior and job

performance was positive and significant according to the correlation coefficient (0.677),
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at the considerable level of (0.01). The relationship between the variable of leadership
behavior and the dimensions of job performance represented by motivation, capabilities,
and role perception was positive and significant according to the correlation coefficient
(0.610), (0.502). And (0.603) respectively at the considerable level of (0.01). The
relationship between the dimensions of leadership behavior and the variable of job
performance represented by democratic, accessible, and autocratic was positive and
significant according to the correlation coefficient (0.639), (0.559). And (0.502)
respectively at the considerable level of (0.01). The highest score of relationship was
between the dimension of democratic leadership behavior and the extent of motivation
which reached (0.618) at the significant level (0.01). The lowest score of relationship was
between the dimension of autocratic leadership behavior and the extent of motivation
which reached (0.308) at the significant level (0.01).

Table 6: Correlation between Leadership behavior & Job Performance

Variables Role
Motivation Capabilities Job Performance
& Dimensions Perception
Democratic .618** 444%* .602** .639**
Free 535** A58** 521** .590**
Autocratic .308** .528** .359** 502**
Leadership Behavior .610** .502** .603** B77**
¥ p<0.01

The table 6 shows the results of the analysis of the correlation between leadership
behavior and job satisfaction and their dimensions as following: The relationship between
the variable of leadership behavior and job satisfaction was positive and significant
according to the correlation coefficient (0.699), at the considerable level of (0.01). The
relationship between the variable of leadership behavior and the dimensions of job
satisfaction represented by empowerment, work conditions, and teamwork was positive
and significant according to the correlation coefficient (0.555), (0.538). And (0.607)
respectively at the considerable level of (0.01). The relationship between the dimensions of
leadership behavior and the variable of job satisfaction represented by democratic,
accessible, and autocratic was positive and significant according to the correlation

coefficient (0.599), (0.664). The highest score of relationship was between the dimension
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of free leadership behavior and the dimension of teamwork which reached (0.726) at the
significant level (0.01). The lowest score of relationship was between the dimension of
autocratic leadership behavior and the extent of empowerment which reached (0.374) at
the significant level (0.01).

Table 7:Correlation between Leadership Behavior & Job Satisfaction

Variables & Dimensions | Empowerment | Work Conditions | Team Work |Job satisfaction
Democratic 561** .526** 480** 599+
Free .631** .626** 126** .664**
Autocratic 374** 527 * 474 490**
Leadership Behavior 555** .538** .607** .699**

** p< 0.01

To answer the fourth question mentioned in the methodology of this study, the results in
tables 7 show that there are relations between leadership behavior and job performance and
job satisfaction. The connection between leadership behavior and job satisfaction was more
significant than the relationship between leadership behavior and job performance. This
conclusion depends on the correlation coefficient between those variables. According to
the correlation results, we can approve the correlation hypothesis and accept it, which
refers to that (leadership behavior has a significant correlation with job performance and

job satisfaction at level 0.05).

4.4.2. Hypothesis Two: To test the impact hypothesis and discuss their results, the
researcher relies on the regression coefficient using multi & straightforward regression
methods. The result for this test shows the following:The results of the regression analysis
between the leadership behavior and the job performance and their dimensions shows the
following: The table 8 shows that the variable of leadership behavior has a significant
impact on the variable of job performance according to (F) value that is (57.936), this
value was more important than the value of (F) tabulated (3.923) with the degree of
freedom were (1, 116). Also, the result of the significant value was (0.000), which is less
than the default level of this study (0.05). According to the development of (R2), which
reached (0.458), it’s evident that the variable of leadership behavior explains (45.8%) of
the change that happened in the variable of job performance, and (54.2%).
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Table 8: Regression Between Leadership Behavior and Job Performance

Job Performance (Dependent Variable)

Model Degree of _
Beta R? Calculated F Tabulated F | Sig.
Freedom
Constant 1.439
Leadership e . 0.458 57.936 1,116 3.923 0.000
(Independent Variable) '

N = 118; p < 0.05

The table 9 shows that the dimensions of leadership behavior represented by democratic,
accessible, and autocratic behavior have a significant impact on the variable of job
performance according to (t) values that are (6.683), (5.305), and (1.751) respectively these
values were more significant than the value of (T) tabulated (1.658) with the degree of
freedom were (114). Also, the result of the significant values was (0.000), (0.006), and
(0.041), respectively, which are less than the default level of this study (0.05). According
to the result of (R2), which reached (0.475), it’s evident that the three dimensions of
leadership behavior together explains (47.5%) of the change that happened in the variable
of job performance and (52.5%).

Table 9:Regression between Dimensions of Leadership Behavior and Job Performance

Bilerefiams Job Performance (Dependent Variable)
Constant B: R? T Sig.
Demaocratic 0.823 6.683 0.000
Free 1.209 0.803 0.475 5.305 0.006
Autocratic 0.250 1.751 0.041

N = 118; p< 0.05; Tabulated t (114) = 1.658

The results of the regression analysis between the leadership behavior and the job
satisfaction and their dimensions shows the following: 10.nd the table shows that the
variable of leadership behavior has a significant impact on the variable of job satisfaction
according to (F) value that is (38.416), this value was more important than the value of (F)
tabulated (3.923) with the degree of freedom were (1, 116). Also, the result of the
significant value was (0.000), which is less than the default level of this study (0.05).
According to the development of (R2), which reached (0.489), it’s evident that the variable
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of leadership behavior explains (48.9%) of the change that happened in the variable of job
satisfaction, and (51.1%).

Table 10:Regression between Leadership Behavior and Job Satisfaction

Job Satisfaction (Dependent Variable)
Model Calculated | Degree of | Tabulated _
Beta R? Sig.
F Freedom F
Constant 1.716
1,116

Leadership e 60 0.489 38.416 3.923 0.000
(Independent Variable) '

N =118; p <0.05

The table 11shows that the dimensions of leadership behavior represented by democratic,
accessible, and autocratic behavior have a significant impact on the variable of job
satisfaction according to (t) values that are (2.413), (2.857), and (1.923) respectively these
values were more significant than the value of (T) tabulated (1.658) with the degree of
freedom were (114). Also, the result of the significant values was (0.017), (0.005), and
(0.043), respectively, which are less than the default level of this study (0.05). According
to the result of (R2), which reached (0.482), it’s evident that the three dimensions of
leadership behavior together explains (48.2%) of the change that happened in the variable
of job satisfaction, and (51.8%).

Table 11:Regression between Dimensions of Leadership Behavior and Job Satisfaction

Dimensions Job Satisfaction (Dependent Variable)
Constant B: R? T Sig.
Democratic 0.234 2.413 0.017
Free 1.262 0.181 0.482 1.923 0.039
Autocratic 0.474 2.857 0.005

N = 118; p=< 0.05; Tabulated t (114) = 1.658

To answer the fifth question mentioned in the methodology of this study, the results in
tables shows that there is an impact on leadership behavior on both job performance and
job satisfaction. The effect of leadership behavior on job satisfaction was more significant
than leadership behavior on job performance. This conclusion depends on the regression

coefficient (R?) between those variables. According to the impact results, we can approve
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the impact hypothesis and accept it, which refers to that (leadership behavior has a

significant impact on job performance and satisfaction at level (0.05).

4.4.3. Hypothesis Three: To test the differences hypothesis and discuss their results, the
researcher relies on the compare means by using independent two-sample T-test & one-

way ANOVA methods. The result for this test shows the following:

Differences According to Gender: To test the differences according to gender toward
how they deal with the three variables of the study in their activities, we depend on the
(Independent two-sample t-test) method, the results in the table 12 shows that there are no
significant differences between male and female classes toward dealing with leadership
behavior, job performance, and job satisfaction. This conclusion came from the values of
the calculated (t) for each variable which amounted to (0.402), (0.028), and (1.078),
respectively. These values are less than the tabulated value of (T), which amounting to
(1.658) at a degree of freedom (116). These results were approved by the values of
calculated (sig.) for those variables, (0.689), (0.977), and (0.069), respectively, which are
greater than the default significance for the study (0.05).

Table 12: The Differences According to Gender

Variables Mean tvalue | Degreeof | Tab. T Sig.
Freedom

. . Male (79) 3.693

Leadership Behavior 0.402 0.689
Female (39) 3.662
Male (79) 3.868

Job Performance 0.028 116 1.658 0.977
Female (39) 3.870
Male (79) 4.011

Job satisfaction 1.078 0.069
Female (39) 3.850

N =118

Differences According to Age: To test the differences according to age toward how they
deal with the three variables of the study in their activities, we depend on the (One Way
ANOVA) method, the results in the table 13 shows that there are no significant differences
between age classes toward dealing with leadership behavior, job performance, and job
satisfaction. This conclusion is based on the values of the calculated (F) for each variable
which amounted to (1.179), (0.514), and (0.392), respectively. These values are less than
the tabulated value of (F), which amounting to (2.449) at a degree of freedom (4, 113).

These results were approved by the values of calculated (sig.) for those variables, (0.324),
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(0.725), and (0.814), respectively, which are greater than the default significance for the
study (0.05).

Table 13:The Differences According to Age

. Degree of )
Variables F value Tab. F Sig.
Freedom
Leadership Behavior 1.179 4,113 0.324
Job Performance 0.514 2.449 0.725
Job Satisfaction 0.392 0.814

N =118

Differences According to Marital Status: To test the differences according to marital
status toward how they deal with the three variables of the study in their activities, we
depend on the (Independent two-sample t-test) method, the results in the table 14 shows
that there are no significant differences between married and single classes toward dealing
with leadership behavior, job performance, and job satisfaction. This conclusion came
from the values of the calculated (t) for each variable which amounted to (0.695), (1.541),
and (0.854), respectively. These values are less than the tabulated value of (T), which
amounting to (1.658) at a degree of freedom (116). These results were approved by the
values of calculated (sig.) for those variables, (0.489), (0.126), and (0.395), respectively,
which are greater than the default significance for the study (0.05).

Table 14: The Differences According to Marital Status

. Degree of i
Variables Mean t value Tab. T Sig.
Freedom

Leadership Behavior Married (91) 3.697 0.695 0.489
Single (27) 3.635
Marri 1 .904

Job Performance ?med (91) 3.90 1.541 116 1658 0.126
Single (27) 3.749
. ; Married (91) 3.979

0.854 0.395

Job satisfaction Single 27) 3837

N =118

Differences According to Level of Education: To test the differences according to the
level of education toward how they deal with the three variables of the study in their
activities, we depend on the (One Way ANOVA) method, the results in the table 15 shows
that there are no significant differences between the level of education classes toward

dealing with leadership behavior, job performance, and job satisfaction. This conclusion is
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based on the values of the calculated (F) for each variable which amounted to (0.374),
(0.137), and (0.658), respectively. These values are less than the tabulated value of (F),
which amounting to (2.449) at a degree of freedom (4, 113). These results were approved
by the values of calculated (sig.) for those variables, (0.827), (0.968), and (0.622),
respectively, which are greater than the default significance for the study (0.05).

Table 15: The Differences According to Level of Education

Variables F value Degree of Tab. F Sig.
Freedom
Leadership Behavior 0.374 0.827
Job Performance 0.137 4,113 2.449 0.968
Job Satisfaction 0.658 0.622

N =118

Differences According to Job Title: To test the differences according to job title toward
how they deal with the three variables of the study in their activities, we depend on the
(Independent two-sample t-test) method, the results in the table 16 shows that there are no
significant differences between academic staff and managerial staff classes toward dealing
with leadership behavior, job performance, and job satisfaction. This conclusion came
from the values of the calculated (t) for each variable which amounted to (0.294), (0.392),
and (0.475), respectively. These values are less than the tabulated value of (T), which
amounting to (1.658) at a degree of freedom (116). These results were approved by the
values of calculated (sig.) for those variables, (0.770), (0.696), and (0.636), respectively,
which are greater than the default significance for the study (0.05).

Table 16: The Differences According to Job Title

. Degree of )
Variables Mean t value Tab. T Sig.
Freedom
Leadership Academic (57) 3.694
) 0.294 0.770
Behavior Managerial (61) | 3.672

Academic (57) 3.886
Job Performance 0.392 116 1.658 0.696

Managerial (61) 3.853

Academic (57) 3.981
Job satisfaction 0.475 0.636
Managerial (61) 3.937

N =118
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Differences According to Scientific Title: To test the differences according to scientific
title toward how they deal with the three variables of the study in their activities, we
depend on the (One Way ANOVA) method, the results in the table 17 shows that there are
no significant differences between scientific title classes toward dealing with leadership
behavior, job performance, and job satisfaction. This conclusion is based on the values of
the calculated (F) for each variable which amounted to (1.921), (0.961), and (0.706),
respectively. These values are less than the tabulated value of (F), which amounting to
(2.684) at a degree of freedom (3, 114). These results were approved by the values of
calculated (sig.) for those variables, (0.135), (0.417), and (0.552), respectively, which are
greater than the default significance for the study (0.05).

Table 17: The Differences According toScientific Title

. Degree of )
Variables F value Tab. F Sig.
Freedom
Leadership Behavior 1.921 0.135
Job Performance 0.961 3114 2.684 0.417
Job Satisfaction 0.706 0.552
N =118

Differences According to Service Years: To test the differences according to service years
toward how they deal with the three variables of the study in their activities, we depend on the
(One Way ANOVA) method, the results in the table 18 shows that there are no significant
differences between service years’ classes toward dealing with leadership behavior, job
performance, and job satisfaction. This conclusion is based on the values of the calculated (F)
for each variable which amounted to (0.394), (0.513), and (0.319), respectively. These values
are less than the tabulated value of (F), which amounting to (3.075) at a degree of freedom (2,
115). These results were approved by the values of calculated (sig.) for those variables,
(0.675), (0.533), and (0.271), respectively, which are greater than the default significance for
the study (0.05).

Table 18: The Differences According to Service Years

. Degree of .
Variables F value Tab. F Sig.
Freedom
Leadership Behavior 0.394 0.675
Job Performance 0.513 2,115 3.075 0.533
Job Satisfaction 0.319 0.271
N =118
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To answer the sixth question mentioned in the methodology of this study, the results in
tables from 12 to 18 shows that there are no differences between the sample in dealing with
leadership behavior, job performance, and job satisfaction according to their demographic
characteristics, this conclusion depends on the values of (F), (t), and (sig.) between those
variables. According to the differences results, we can reject the differences hypothesis,
which states that (There are differences between leadership behavior, job performance, and
job satisfaction according to the sample demographic characteristics at level 0.05), and
accept the alternative, which refers to that (There are no differences between leadership
behavior, job performance, and job satisfaction according to the sample demographic
characteristics at level 0.05).

CONCLUSION

The hypotheses of the research were tested and the following results were obtained. The
relationship between the leadership behavior variable and the job performance variable is
positive, and the correlation is an indicator of the number (0.677) at a significant level
(0.01). The relationship between the leadership behavior variable and the job performance
dimensions represented in motivation, ability and role awareness is positive according to
the correlation coefficient. The results also show that the relationship between leadership
behavior and job satisfaction is greater than the relationship between leadership behavior
and job performance, this result depends on the correlation coefficient between these
variables. According to the correlation results, he can confirm and accept the correlation
hypothesis, which indicates this (leadership behavior has a significant 0.05 level
correlation with job performance and job satisfaction). The leadership behavior variable
has a significant effect on the job performance variable, and the change in the job
performance variable (45.8%) of the leadership behavior variable explains the change in
the job performance variable (54.2%). It is seen that the leadership behavior variable has a
significant effect on the job satisfaction variable and the leadership behavior variable
explains the change in the job satisfaction variable (48.9%) and (51.1%). According to the
results of the difference, we can reject the difference hypothesis saying (There are
differences at a significance level of 0.05 between leadership behavior, job performance
and job satisfaction according to the sample demographics) and accept the alternative that
expresses the difference. (There is no difference between leadership behavior, job
performance and job satisfaction according to sample demographics at 0.05 significance

level). As in other studies, there were some limitations affecting this study. Among them,
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the results of this research include academic and administrative studies in Iraq and Duhok
Polytechnic University. Different results can be obtained in studies to be conducted in
different institutions of the same country and it is not possible to generalize. Another
limitation is that the participants may have different perceptions and incomplete
information while answering the question items in the questionnaire. Therefore, in order to
eliminate this situation, the participants should be provided with information about the
subject in future studies and it should be ensured that they fill in the questions about how
to fill the questionnaire correctly and completely. The last limitation is that this research
has a cross-sectional feature. This may have caused the participants to evaluate them
according to their mood when they filled out the questionnaire, as well as the situation they
were in, and not giving due importance in the answering process. In order to overcome the
negativities that may arise in this way, its re-applicability to the same sample group at
different times should also be considered. Despite all these limitations, it is thought that the

study will make an important contribution to the related literature.
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Does Fear of Covid-19 Effect Presenteeism?
A Research in the Context of Perception of Job Insecurity
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Abstract

There has caused a significant increase in the perception of job insecurity in the labor market, especially due to
the COVID-19 pandemic. Increasing precarization, self-employment or working from home practices has become
the new normal with the catalyst effect of the pandemic. In this period, when employers are experiencing
financial difficulties, especially under pandemic conditions, the behavior of presenteeism (so-called presence at
work) has become widespread in workplaces due to the increased possibility of economic and employment losses
for employees. This research aims to test the relationship between participants’ fears of COVID-19 and
presenteeism behavior and the mediating role of job insecurity in this assumed relationship. For this purpose, the
questionnaire containing the research scales and research questions prepared by the authors using the
guantitative research method was delivered electronically to the participants working in the private sector.
Research analyzes were carried out with 471 data collected using the convenience sampling method. According
to the research findings, the fear of COVID-19 directly and indirectly affects the behavior of presenteeism.
Despite the predictive relationships between the variables, it was seen that qualitative job insecurity did not have
any statistical interaction with COVID-19 and presenteeism behavior.

Keywords: Perception of Job Insecurity, Presenteeism, Fear of COVID-19

Covid-19 Korkusu Presenteizmi Etkiler mi?
Is Giivencesizligi Algist Baglaminda Bir Arastirma

(04

COVID-19 pandemisi, is giicii piyasasinda siiregelen is giivencesizligi algisini per¢inlemistir. Son donemlerde
artan prekarizasyon, serbest calisma veya evden ¢alisma uygulamalart pandeminin katalizor etkisiyle yeni
normal olmugtur. Isverenlerin ozellikle pandemi sartlarinda finansal zorluk yasadigi bu donemde, ¢alisanlarin
ekonomik ve istihdam kaywplar: yasama ihtimalinin artmasi nedeniyle isyerlerinde presenteizm (iste sozde var
olma) davranisi yayginlasmistir. Bu kapsamda arastirma, katilimcilarin COVID-19 korkular: ile presenteizm
davramisi arasindaki iliskiyi ve varsayilan bu iliskide is giivencesizliginin aracilik rvoliinii simamay
amaglamaktadir. Bu amag dogrultusunda nicel arastirma yontemi kullanilarak arastirma élgekleri ve yazarlarin
hazirladigr arastirma sorularini iceren anket, katilimcilara elektronik ortamda ulastirilmistiv. Arastirma
analizleri, kolayda oérneklem yéntemi kullanilarak toplanan 471 veri ile gergeklestivilmistiv. Arastirma
bulgularina gére COVID-19 korkusu presenteizm davramsini dogrudan ve dolayli olarak etkilemektedir.
Degiskenler arasindaki yordayict iliskilere ragmen nitel ig giivencesizliginin COVID-19 ve presentezim davranisi
ile istatistiksel agidan herhangi bir etkilesim igerisinde olmadigr goriilmiistiir.
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1. Introduction

Growing evidence has reported that perceived job insecurity may negatively impact
employees' health (Ferrie et al., 2005; Cottini & Ghinetti, 2017; Kim & Kim, 2017). When
examined from a theoretical point of view, it is seen that the concept of job insecurity is
handled in two dimensions: quantitative and qualitative. Quantitative job insecurity relates to
an employee’s general concern about future employment (Vander Elst et al., 2014). Qualitative
job insecurity is defined as the threat/perception of losing some important variables that affect
continuity in the workplace, such as the deterioration of working and financial conditions and
the decreasing opportunities in terms of career (Witte, 1999). In recent years, the concept of
presenteeism has emerged as an essential organizational phenomenon. Presenteeism,
emphasized by individual and organizational effects, has become a crucial concept due to
increased employees and decreased organizational productivity. Presenteeism is defined as
employees being physically there but working less than full productivity owing to disease or
other health conditions (Turpin et al., 2004). With accumulated evidence that not being able to
exist at work today can pose more significant risks than absenteeism, few organizations
measure the loss of productivity associated with people who are at workplace but
underperform owing to disease (Garrow, 2016). Hansen and Andersen (2008) found that
presenteeism reduced productivity from job insecurity by 16%. The COVID-19 pandemic has
had profound psychological effects on all individuals worldwide. In addition to the deep
traumas caused by losses, fear is also a psychological aspect of the COVID-19 pandemic that
has had a negative impact on people (Pakpour & Griffiths, 2020). Glindogan (2021) found that
psychological resilience would negatively indicate COVID-19 fear. Fear of Covid-19 can
increase the intention to leave while reducing job satisfaction. However, this situation turns
into a positive trend through social and organizational support(Labrague & de Los Santos,
2020).

Similarly, doctors with severe COVID-19 fears faced a number of avoidance
movements and panic concerns, significantly due to both the transmission of the disease and
the perception of losing their job (Malik et al., 2021). Frone (2018) states that even employees
who remain in employment during periods of economic downturn may experience job
insecurity because of low wages and irregular working hours, poor physical and mental health,

long-term leave and difficult conditions. Khan and his colleagues (2021) found that when
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employees' fear of COVID-19 is high, it will significantly impact job insecurity perceived to
fear of economic crisis (Khan et al., 2021). Similarly, among the 797 people who resided in
the U.S. and became unemployed between April 6-12, 2020, it is significantly associated with
job insecurity and economic fears owing to the COVID-19 pandemic (Wilson et al., 2020).
Based on the relevant literature, this research investigates the relationship and interaction of
job insecurity and COVID-19 fear with presenteeism behavior in qualitative and quantitative.

2. Literature Review

2.1. Presenteeism

The concept of presenteeism is derived from employees being at work but not fully
productive. Presenteeism is also "the antithesis of absenteeism™ (Smith, 1970; Prater and
Smith, 2011). There are many definitions of presenteeism made by different people.

The concept of presenteeism, which is defined as the (non-existence) state, is compared
with the concept of absenteeism, which is generally expressed as not being at work in terms of
the negativities it creates in the organization. Presenteeism, a groundbreaking concept in the
literature on organizational behavior, refers to the result of productivity losses and lack of total
capacity when employees underperform for physical and psychological reasons when they
come to work (Burton et al., 1999; Burton et al., 2004; Sanderson et al., 2007; Ferreira &
Martinez, 2012). Medstat and Cornell University's Health and Productivity Research Institute
estimate that the hidden cost of so-called work presence for businesses as lost productivity is
approximately U.S. $255 per employee per year (Goetzel et al., 2004).

Many different qualitative and quantitative studies identify the factors that "drive"
presenteeism. The differences in these studies are that they set out from the hypothesis that
certain elements will be necessary. Garrow (2016), in his research, dealt with two groups
organizational factors (culture, politics, job design) and individual factors (influencing) 'being
at work' decisions. Hansen and Andersen (2008) stated that the influence of organizational
factors has slightly more explanatory power than individual factors.

Baker-McClearn and his colleagues (2010) state that the threat posed by the
reinstatement of sick pay in terms of organizational factors, the triggering of policies implying
disciplinary punishment, and the threat in reinstatement interviews, however supportive it may
not be, it is actually seen as punitive, fuels Presenteeism. McKevitt and his colleagues (1997)
also state that absenteeism of employees increases in terms of individual factors when it is

seen. They think that it will eventually affect their employment. Even if they are sick or likely
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to transmit, there is no case of not coming to work due to some individual factors (McKevitt et
al., 1997).

Pelletier et al. (2004) state that there is a direct connection among the number of risk
factors owned by a person and the risks they may face in the workplace. Whether in social life
or in the organizational environment, the greater the risk factor of an individual, the less
productive he is, especially in the organizational context.At the same time, presenteeism is
considered a risky behavior for employees themselves. While it can effectively solve minor
diseases, delaying sick leave may lead to more severe conditions. The research conducted by
Aronsson and his colleagues (2000) on 3801 Swedish workers found that employees
experience musculoskeletal pain, fatigue, and depression because they went to work two or
more times the previous year, even though they thought they should take sick leave (Aronsson
et al., 2000).

Roe (2003) states that presenteeism can negatively affect organizations in two different
ways. First, it is likely that those who come to the organization in a sick state will only spend
more time or effort and achieve a similar degree of efficiency as similar colleagues who are
not sick, but there will be decreases in their individual performance due to this efficiency
effort. Another, mass performance declines can also occur because non-sick employees can be
infected from sick colleagues as they will be dealing with helping their sick colleagues. Niven
and Ciborowska (2015) consider the tendency of presenteeism that emerges in organizations
as a disturbing situation since people consider it more challenging to get rid of the disease and
can develop complications or pass their diseases on to others (Niven &Ciborowska, 2015). On
the other hand, it has been determined that the dismissal of employees who were physically or
psychologically disturbed in the workplace increases their productivity during their days of
existence at work (Sanderson et al., 2007).

From an employee's point of view, presenteeism, productivity, quality of work
environment, and the deterioration of medical conditions are important elements to give rise to
impressions of ineffectiveness in that organization (John, 2019). The presenteeism level is also
higher when there is no possibility to replace it when the degree of interchangeability is low,
and the necessary work accumulates until the patient returns (Aronsson, 2000).

However, presenteeism is also associated with business pressure and perception of

commitment to their work. In other words, if absence due to illness is a less appropriate
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option, employees will apply to work, preferring to be there rather than not come to work
(Miraglia &Johns, 2016).

Presenteeism is the risk of professional transmission created by the majority of
employees who are infected with acute respiratory syndrome coronavirus, which is rapidly
contagious today, by continuing to work, although some of them are symptomatic.Existing in
this type of work can be a common problem for the labor sector.

Since diseases circulate in workplaces and educational environments, the inability to
exist at work can even contribute to epidemics (Webster et al., 2019).

The epidemic can exacerbate the presenteeism in the workplace, as it can lead to
situations of fear and panic with the control measures implemented. In cases of outbreaks of
respiratory contagiousillness such as COVID 19 and MERS, it is inevitable that there are
reports among nurses that their continuity in the organization is an important factor in making
decisions. For example, the detection that the Ebola outbreak in West Africa has give rise
tonegative effects such as fear, terror between nurses on the front lines is likely to cause
employees to think about their own safety first according to their working life (Kollie et al.,
2017).

In order to understand the impact on those who are engaged in medical intervention as
part of the fight against COVID-19 and those who work under similar challenging conditions,
and to assess the impact of the personnel working in the operations unit on mental health when
they do not have sufficient safety equipment to protect themselves; Healthcare workers have
been found to be at risk of presenteeism related to infectious diseases with severe acute
respiratory infection such as COVID 19 (Simms et al., 2020). Similarly, Oh and colleagues
(2017) found that during the MERS outbreak in South Korea, nurses' stress was strongly
associated with low work intentions within the organization.

The general public strongly accepts problems with presenteeism: a representative
survey by Canada Life Group found that 82% of employees in the United Kingdom reported
getting sick due to a colleague who works in the same organization who encountered the
disease.

In his research, Grigore (2020) observed that 71% of the participants experienced the
stress of being infected at work and the fear of infecting their families (63%) due to the
workplace. In the current state of research, unemployment is inevitable because the

organization does not provide the necessary protective, preventive and anti-transmission
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equipment for its employees, especially those who are in the focus of production, and the
senior management does not control this situation as much as it should.

Although the respiratory viral disease is quite common in winter, information about the
inability of employees to come to work and not be available at work in a viral disease
(COVID-19), which is characterized as a global epidemic and has a high infectious feature,
remains limited.

The scarcity of studies in this area necessitated research on the situation ofprivate
sector employees' in the field;From this point, it ishypothesized as:

Hi: Fear of COVID-19 has a statistically positive effect on presenteeism.

2.2. Workplace Insecurity Perception

Over the past decade, organizations have been implementing strategies such as
downsizing, restructuring, and merging to survive in an increasingly competitive environment.
Ashford and his colleagues (1989) found that the greater the number of expected
organizational changes to a competitive environment in an organization, the greater the
perceived job insecurity. This perceived job insecurity would reduce trust and organizational
commitment to the organization to the extent that it would. This situation may cause the
employee to perform more to maintain their current job and cause the employee to seek
different jobs due to the possibility of losing their job (Ashford et al., 1989; Lim, 1996).

When we look at the descriptions of job insecurity in the literature; The employee feels
powerless to achieve desired continuity in a work environment (Greenhalgh and Rosenblatt,
1984) and "a latent threat perception to continuity in their existing job" (Heaney et al., 1994).
Job insecurity is most common among employees who do not have permanent employment
contracts (Kinnunen &Nitti, 1994; Hesselink & van Vuuren, 1999). Therewithal, job
insecurity is higher in men than in women (Janssens et al., 2016; Kim et al., 2020; Cheng et
al., 2005).

When the variables in which job insecurity is most frequently investigated are
examined, it is seen that psychological well-being levels decrease in all kinds of indicators and
that work stress is one of them (Klandermans et al., 2010). Likewise, studies show that job
insecurity negatively affects various organizational situations and psychological moods
(Roskies & Louis-Guerin, 1990; Hellgren et al., 1999; Dekker & Schaufeli, 1995; Sverke et
al., 2004).
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The problem of not being present at work is one of the main consequences of job
insecurity.Job factors such as job insecurity, downsizing, or staff shortages should be more
associated with the issue of presence at work (Caverley et al., 2007). The intercourse among
perceived job insecurity and the problem of existence at work has been found in many studies
in the literature that are statistically significant (Charkhabi, 2018; Mokhtar et al., 2019;
Sharkawi et al., 2020; Schmidt & Pfortner, 2020; Mohtar et al., 2020). Similarly, Janssens and
his colleagues (2016) found that workers who perceived job insecurity had a significantly
higher risk of being in work than those who did not perceive job insecurity.

In their study of 19,720 full-time wage workers in South Korea, Kim et al. (2020)
found that job insecurity is related with the inability to exist in the workplace.Similarly,
Etyemez and Aslan (2018) found that job insecurity positively affects presenteeism (the
problem of not being presenteeism) due to its research on people working in both 4 and 5 star
hotels and boutique hotels in Nevsehir province.The results show that employees with job
insecurity are more inclined to workplacein spite of feeling bad about securing their jobs.
Therefore, job insecurity can be implied as pressure to continue work, even when it is not
good. From this point, it is hypothesized as:

H.: Job insecurity has a statistically positive effect on presenteeism.

The COVID-19 pandemic has a negative effect on individuals in economic and social
terms, besides the loss of many various resources that organizations have.Therefore, the
financial difficulties experienced by employers during the pandemic increase the likelihood
that employees will face job insecurity (Meyer et al., 2021). Hansen and Andersen (2008)
point out that job insecurity maycause an increased frequency of a behavior by employees due
to fear of losing their jobs. From this point, it is hypothesized as:

Has: Fear of COVID-19 has a statistically positive effect on job insecurity.

In a study on the impact of COVID-19 on working in a workplace, it was found that
21.1% of employees felt fear of losing their job and 51.9% thought that it would negatively
affect their ability to find new jobs when faced with the possibility of losing their job (Baert et
al., 2020).Employees who are fearing or thinking about losing their job are likely to face many
more negative outcomes, such as depression, anxiety, and emotional exhaustion (Kessler et al.,
1988: 73), Piccoli and De Witte (2015) state that there is a positive impact on the relation

among employees' feeling of job insecurity and emotional exhaustion.
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Since employees who contract COVID-19 think that they will face fear of facing many
negative outcomes, such as job loss, this can be considered as COVID-19 fear, potentially
causing economic uncertainty and job loss in employees. In such negative situations, the
perceptions of job insecurity in employees will intensify even more (Chen & Eyoun, 2021).

In addition, since especially private sector employees are likely to leave their jobs and
experience job losses, it is evaluated that the perception of fear of COVID-19 will trigger the
perception of job insecurity as it will pose a potential threat to both financial and working life
continuity.In such a case, employees may need to make more efforts to maintain their existing
status in the organization and even to avoid loss of position. These efforts of employees can
cause them to experience negative emotions, both psychologically and behaviorally, and
further trigger their absence from being present at work. Given the relationship between
COVID-19 fear and presenteeism, it is likely to suppose that fear of COVID-19 has an indirect
impact on the presenteeism of private sector employees, who are particularly likely to
experience employment losses through job insecurity.Thus, the mediating role of the
perception of job insecurity in the impact of Covid 19 fear on presenteeism is assumed as
follows:

Hs: Job insecurity plays mediating role in the effect of fear of COVID-19 on
presenteeism.

3. Method

In this section, we will talk about the sample, the universe, the sample, the data
collection tools, and the analysis and findings used to test the proposed theoretical model
shown in Figure 1.

3.1.Ethical Approval

Ethical approval of the research was obtained with the decision of Siileyman Demirel
University Social and Human Sciences Research and Publication Ethics Committee
(14.10.2021-112/3).

3.2. Purpose and Model of the Study

In the light of the information obtained from the literature reviews, this study aims to
measure the relation among the fear of COVID-19 and presenteeism and determine the

mediating role of job insecurity in this assumed relationship. The research model established
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Figure 1. Research Model

Job Insecurity

Fear of COVID-19 - - Presentecism

As seen in Figure 1, job insecurity in the research model established on the mediating
effect has been confirmed by its two-factor structure as qualitative and quantitative job
insecurity and the major scale. According to the model, fear of COVID-19 predicts the
phenomenon of presenteeism, which is the expression of inefficiency. At the same time, job
insecurity has mediating effect in this assumed relation among the two variants. In other
words, the total impact expressed by the coefficient ¢ between the fear of COVID-19 and
presenteeism will turn into an indirect effect, which occurs as a partial or complete
intermediary through a.b, with the inclusion of job insecurity in the model. The coefficient c' is
the expression of the direct effect claimed to exist in the mediating model.

Structural equation modeling, including measurement errors, was used instead of
Baron and Kenny's (1986) four-stage regression model, expressed as the traditional approach
for mediating tests. In Baron and Kenny's method, whether the indirect effect is statistically
significant is determined by the Sobel test (Sobel, 1982), which is claimed to be a strict and
low-reliability test (MacKinnon et al., 2004). In addition, in this method, it is possible to reject
each hypothesis regarding a, b, and ¢ paths when they are true (a: Type I error) or to be
accepted when they are wrong (B: Type II error) (Hayes, 2018). One of the essential
advantages of the structural equation model, which is preferred today over the traditional
method, is the bootstrap confidence interval instead of the Sobel test. The bootstrap technique
(Preacher and Hayes, 2008a, 2008b; Hayes, 2018), in which stronger and more valid results
are produced than the Sobel test, is based on the creation of a new set of observations,

different from each other, as a consequence of repeating the observations in the original data
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set (Efron, 1987). Therefore, using the bootstrap technique, more reliable results can be
obtained by correcting the bias and skewness in the distribution.

3.3. Population and Sample

The research population consists of private-sector employees with widespread job
insecurity. According to the data, by 2020, 28 million people will be employed in Turkey.
While nearly 5 million are public employees, 23 million are employed in the private sector.
The concern of job loss is greater in the private sector, which lacks public security than the
public (TUIK, 2021). Another factor is considered in selecting the population in terms of
proportional representation.

The sample size is the minimum amount of data found by including the incidence of
the investigated event, the sampling error related to it, and the theoretical value found in the t-
table according to a certain level of significance. There are various opinions about the
minimum sample size that should be determined to generalize the research results.
Considering the views on the number of subjects; Comrey and Lee (1992) advocate a sample
size of 50 "very poor,"” 100 "poor,” 200 "moderate,” 300 "good," 500 "very good," 1000
"excellent," while Gorsuch (1983) and Kline (1994) states that at least 100 subjects should be
studied. Another view on the sample size is that the most appropriate method should be
calculated according to the data-item ratio. According to this view of proportional
computation, Cattell (1978) points out that the collected data-item ratio should be 3/1 to 6/1,
while Ewerit (1975) points out that data should be collected at a minimum ratio of 10/1. In this
direction, Alpar (2013) stated in his study that the data-item ratio could be between 5/1 and
10/1. A widely accepted approach in recent years is the process of determining the sample size
related to the power (1-B) and effect size (3, delta) that occur with the consideration of Type |
(o) and Type II (B) errors. In this context, the minimum sample size calculated based on a 5%
error level and 95% confidence level in the research is 385. To increase the generalizability of
the research results, it was tried to collect more data than the minimum sample size. 536
participants, mainly from the service sector, were reached in this context.

To collect the research data, the convenience sampling method, which aims to obtain
the maximum amount of data by considering time and cost savings, was used, and the
questionnaires were filled online between June and September 2021 due to COVID-19

restrictions.
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3.4. Data Collection Tools

This research consists of three scales and a data collection tool by preparing an
information form. In order to reach as much data as possible, online technique was used to
collect data, taking into account the difficulties experienced in reaching employees during the
pandemic period. Of the 652 questionnaires distributed, 536 were collected because some
respondents refused to fill them out. As a result of the elimination of outliers based on the
calculation of the square Mahalanobis distance with the forms containing missing data, a total
of 471 complete forms were reached (72% response rate).

Responses to the research scales were rated on a 5-point Likert scale (from 1-Strongly
Disagree to 5-Totally Agree). The validity and reliability of the scales were carried out with
Statistical Package for the Social Sciences (SPSS 23.0) and Analysis of Moment Structures
(AMOS 26.0) statistical package programs. Before factor analysis, research scales were
evaluated using descriptive statistics based on questions. The skewness and kurtosis values
within the £2 limits, generally accepted in the literature, show that the data set exhibits a
normal distribution (George & Mallery, 2010). The item distribution statistics with mean
values between 1.64 and 4.29 range from -1,588 to 1,729. These statistics show that the
research scales exhibited normal distribution before the factor analysis.

Job Insecurity Scale: The scale developed by Hellgren, Sverke, and Isaksson (1999:
195) was used to measure employees' perception of job insecurity. It consists of 2 dimensions
and seven qualitative job insecurity (4 statements) and quantitative job insecurity (3
statements). At the same time, four statements of qualitative job insecurity were coded in
reverse. Seker (2011: 90) finds the internal consistency coefficients of job insecurity subscales
(Cronbach Alpha); the qualitative job insecurity subscale was 0.67; the quantitative job
insecurity subscale was calculated as 0.82. This study calculated quantitative job insecurity as
0.78 and qualitative job insecurity as 0.80. Goodness of fit indexes obtained from first-order
confirmatory factor analysis ¥2=987.023 p=0.000; x2/sd=2.922; RMSEA=0.078; CFI=0.91;
GF1=0.90; SRMR=0.03 (Browne & Cudeck, 1993; Marsh & Hocevar, 1985; Tanaka & Huba,
1985; Bentler & Bonett, 1980; McDonald & Marsh, 1990) shows that the proposed two-factor
model is compatible with the data and at an acceptable level.

Presenteeism Scale: The scale developed by Koopman et al. (2002: 20) was used to
measure employees' ostensible presence at work. It consists of 6 statements and one

dimension. Baysal's (2012: 73) 5-point Likert-type scale calculated the internal consistency
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coefficient (Cronbach Alpha) as 0.87. In this study, the scale's reliability coefficient
(Cronbach's Alpha) was calculated as 0.81. Goodness of fit indexes obtained from first-order
confirmatory factor analysis ¥2=1890,023 p=0,000; x2/sd=2,522; RMSEA=0.088; CFI=0.91;
GF1=0.89; SRMR=0.04 shows that the proposed single-factor model is compatible with the
data and at an acceptable level.

COVID-19 Fear Scale: The scale developed by Ahorsu et al. (2020) was used to
measure the fear of COVID-19. It consists of 7 statements and one dimension. The 5-point
Likert-type scale by Ahorsu et al. (2020) has acceptable internal consistency and retest
reliability (a=.82 and ICC=.72). In this study, the scale's reliability coefficient (Cronbach's
Alpha) was calculated as 0.88. The goodness of fit indexes obtained from first-order
confirmatory factor analysis ¥2=2430.023 p=0.000; x2/sd=3.122; RMSEA=0.077; CFI=0.94;
GF1=0.95; SRMR=0.03 shows that the proposed single-factor model is compatible with the
data and at an acceptable level.

Finally, convergent validity tests were conducted for data collection tools with a
maximum two-factor structure. Mean Explained Variance (AVE) and Composite Reliability
(CR) coefficients were calculated. AVE statistics are expected to be 0.40 and above (Hair et
al., 2017) and CR statistics to be 0.70 and above, which will be higher than AVE statistics
(Fornell & Larcker, 1981). The calculated convergent validity coefficients are presented

below.
Table 1. CR and AVE Statistics for Scales

Fear of COVID-19

Number of Items AVE CR
7 0,50 0,87
Presenteeism

Number of Items AVE CR
6 0,41 0,71

Job Insecurity
Factors Number of Items AVE CR
Qualitative 4 0,57 0,83
Quantitative 3 0,59 0,81

3.5. Analysis and Findings
In this part, following the validity and reliability analyses for the data model fit, the

hypotheses established within the framework of the research model were tested. In this
context, correlation analyses between the variables were made, and then the simple and

mediating effects were tested with the help of the structural regression model.
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Table 2. Correlation Coefficients Between Variables

Scale Mean S.S. 1 2 3 3a
1.Fear of COVID-19 2.72 0,95 1
2. Presenteeism 3,74 0,78 ,303"
3. Job Insecurity 3,12 0,70 ,188™ 298"
3a.Qualitative 2,75 0,99 -041" -112° 7317
3b.Quantitative 3,61 1,12 323" 566" 584" -127"

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

The relations between the variables are examined.

It is observed that there are correlations among fear of COVID-19 and presenteeism at
the level r: 0.303 (p<0.01), job insecurity, r: 0.188 (p<0.01); qualitative job insecurity, r: -
0.041 (p<0.01); quantitative job insecurity, r: 0.323 (p<0.01); between presenteeism and job
insecurity at the level 0.298 (p<0.01); qualitative job insecurity, r: -0. 112 (p<0.01);
quantitative job insecurity, r: 0.566 (p<0.01); between job insecurity and qualitative job
insecurity at the level r: 0.731 (p<0.01); quantitative job insecurity, r: 0.584 (p<0.01); between
qualitative job insecurity and quantitative job insecurity at the level r: -0.127 (p<0.01).

The structural equation model tested the research hypotheses established to determine
the simple and mediating effect following the correlation analysis. The interaction structure

presented with the research model is shown in the figure below.

Figure 2. Regression Coefficients for the Research Model

O
\\; ~ '\A‘,,.

A — x
Qualitative \

/

N
{ Quantitative

. e
N S

|
|
L]
I
1
!
! =
|
|
|
i
i
|

Fear of H: 0.198*

COVID-19 Presenteeism

He 0216*

*p<0,001

254



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 4, Sayi/Is.. 2 Yil/Year: 2022, Sayfa/Pages: 242-265

Before the mediating analysis, the total effect of fear of COVID-19, defined as the
exogenous Vvariable on the endogenous variable, presenteeism, was examined. In structural
equation models, the recalculated standardized estimates with the relationships among the
variables should not show a high deviation (0.05 or less) from the standardized estimates in
the measurement model. In order to fulfill this condition, the p-value of the research
hypotheses should be less than 0.05. In addition, the hypotheses were tested using the
bootstrap confidence interval, and in this context, the 95% confidence interval was taken as a
basis with 5000 resamples. Accordingly, fear of COVID-19 may predict presenteeism
statistically significant and positive. Despite the significant predictive effect with a beta
coefficient of 0.198, only 13% of the variance in presenteeism can be explained by fear of
COVID-19. Goodness of fit indexes of model are ¥2=871.129 p=0.000; ¥2/sd=2.615;
RMSEA=0.073; CFI=0.90; GFI=0.89; SRMR=0.03. Accordingly, the hypothesis "H1: Fear of
COVID-19 has a statistically positive effect on presenteeism™ was supported. Since the total
effect of the independent (external) variable on the dependent (endogenous) variable is also a
prerequisite for the mediation model, the result found in the study shows that this condition is
fulfilled.

The study's second hypothesis was established on the relationship between fear of
COVID-19 and job insecurity. According to the results of the hypothesis tested with the
structural equation model, the fear of COVID-19 affects job insecurity (B: 0.481; p<0.01; R?:
0.232) and quantitative job insecurity (B: 0.482; p<0.01; R?: 0. 232) is statistically significant
and positive but did not affect the qualitative job insecurity (B: -0.067; p=0.74; R?: 0.004).
Goodness of fit indexes of model are ¥2=788.017 p=0.000; %2/sd=2.899; RMSEA=0.075;
CFI=0.89; GFI=0.90; SRMR=0.03. Accordingly, the hypothesis "H>: Fear of COVID-19 has a
statistically positive effect on job insecurity” was partly supported.

Another hypothesis tested with the structural equation model is the relationship
between job insecurity and presenteeism. The results of the analysis show that job insecurity
and its sub-dimensions affect the presenteeism statistically with the B: 0.448 (p<0.01; RZ:
0.285) for job insecurity; (B: -0.154; p<0.01; R?: 0.058) for qualitative job insecurity and (B:
0,424; p<0.01; R% 0. 272) for quantitative job insecurity. Accordingly, "Hs: Job insecurity has

a statistically positive effect on presenteeism" was supported.
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Finally, the mediating role of job insecurity in the relationship between fear of
COVID-19 and Presenteeism was examined within the framework of the research model. The
mediation effect model was tested using the bootstrap confidence interval and the p-value, as
in other hypothesis tests. In this context, a 95% confidence interval was taken as a basis with
5000 resamples. Structural equation model statistics in which the job insecurity scale is used

with its single-factor structure are presented in the table below.

Table 3. Mediating Model Established for Hypothesis 4

Job Insecurity Presenteeism
Structural Model B/Std.Reg.Coef. SE B/Std.Reg.Coef. SE
Fear of COVID-19 (path c) 0,198* 0,101
R? 0,126
Fear of COVID-19 (path a) 0,481* 0,147
R? 0,232
Fear of COVID-19 (path ¢’) -0,017 0,105
Job Insecurity (path b) 0,448* 0,051
R? 0,285
Indirect Effect 0,216*
. Lower Bounds 0,253
Bootstrap Confidence Upper Bounds 0.736

*p<0,001

The results obtained from the analysis show that when all variables are included in the
model, the direct effect (c') on the dependent variable loses its significance (B: -0.017), and the
fear of COVID-19 indirectly affects the presenteeism through job insecurity (B: 0.216).
Bootstrap confidence interval values between 0.253 lower bound and 0.736 upper bounds
indicate the significance of the mediating effect model. The increase in the coefficient of
determination of the model (R% 0.126->0.285) is another factor confirming the existence of
the mediating effect. Accordingly, the hypothesis "Ha: Job insecurity plays mediating role in
the effect of fear of COVID-19 on presenteeism™ was supported.

In order to support the mediation hypothesis, a mediation effect analysis was carried
out for the qualitative sub-dimension of the job insecurity scale. Research statistics regarding

the structural equation model are presented in the table below.
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Table 4. Mediating Model Established with Qualitative Job Insecurity

Qualitative Job Insecurity Presenteeism
Structural Model B/Std.Reg.Coef. SE B/Std.Reg.Coef. SE
Fear of COVID-19 (path c) 0,198* 0,101
R? 0,126
Fear of COVID-19 (path a) -0,067 0,098
R? 0,004
Fear of COVID-19 (path ¢’) 0,188* 0,100
Qualitative Job Insecurity (path b) -0,154* 0,051
R? 0,058
Indirect Effect 0,010
. Lower Bounds -0,010
Bootstrap Confidence Upper Bounds 0,073

*p<0,001

The results obtained from the analysis show that the direct effect (c¢') of the
independent variable on the dependent variable continues significantly (B: 0.188) when all
factors are included in the model. It also shows that the qualitative job insecurity factor does
not have a mediating role in the effect of fear of COVID-19 on Presentecism (f: 0.010).
Bootstrap confidence interval values between -0.010 lower bound and 0.073 upper bounds
indicate that the mediating effect model has lost significance. The increase in the coefficient of
determination of the model (R?: 0.126->0.058) is not sufficient for the presence of a mediating
effect.

Finally, within the framework of the research model, a mediating effect analysis was
conducted for the quantitative sub-dimension of the job insecurity scale. Research statistics

regarding the structural equation model are presented in the table below.
Table 5. Mediating Model Established with Quantitative Job Insecurity

Quantitative Job Insecurity Presenteeism
Structural Model B/Std.Reg.Coef. SE B/Std.Reg.Coef. SE
Fear of COVID-19 (path c) 0,198* 0,101
R? 0,126
Fear of COVID-19 (path a) 0,482* 0,148
R? 0,232
Fear of COVID-19 (path ¢’) -0,006 0,106
Quantitative Job Insecurity (path b) 0,424* 0,051
R? 0,272
Indirect Effect 0,204*
Bootstrap Confidence Lower Bounds 0,246
Upper Bounds 0,675

*p<0,001
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The results obtained from the analysis show that when all factors are included in the
model, the direct impact (c') on the dependent variable in the context of quantitative job
insecurity loses its significance (: -0.006). Fear of COVID-19 indirectly affects presenteeism
through quantitative job insecurity (B: 0.204). Bootstrap confidence interval values between
0.246 lower bound and 0.675 upper bounds indicate the significance of the mediating effect
model. The increase in the coefficient of determination of the model (R% 0.126->0.272) is
another factor confirming the existence of the mediating effect.

All hypothesis results obtained within the framework of the research model are

presented in the summary table below.
Table 6. Statistics on Research Hypothesis Results

Hypotheses St d.Rel; Coef. SE Bocl)Jtthrap %?_E’BCI Result
HiFear of COVID-19 - Presenteeism 0,198* 0,101 0,052 0,490 Accept
HzFear of COVID-19 - Job Insecurity 0,481* 0,147 0,258 0,762 Accept
HsJob Insecurity—> Presenteeism 0,448* 0,061 0,382 0,570  Accept
HsFear of COVID-19 - Job Insecurity >Presenteeism 0,216* 0,054 0,253 0,736 Accept

*p<0,001

According to the table, it is seen that all the research hypotheses are supported. The
positive interactions indicated by the B coefficients were interpreted using the p values and the
bootstrap confidence interval method.

4., Results And Discussion

In this study, the effect of fear of COVID-19 on presenteeism and the mediating role of
job insecurity in this interaction were examined. For this purpose, questions were asked to the
participants by using the fear of COVID-19, presenteeism, and job insecurity scale to
represent the variables related to the research model. The research was conducted in the
private sector where job insecurity is high. The collected data were analyzed using SPSS 23.0
and AMOS 26.0 statistical package programs. Research findings revealed that fear of COVID-
19 has a positive effect on presenteeism, and that job insecurity has a partial mediating role in
this interaction. In addition, within the scope of the research model, it is seen that the fear of
COVID-19 has a positive effect on job insecurity, and job insecurity has a positive effect on
presenteeism. Job insecurity was evaluated with two sub-factors, quantitative and qualitative,

and these sub-factors supported the results obtained from the main scale.
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COVID-19 has left a deep impact on business life in Turkey as well as all over the
world. Working life has changed and remote working has become widespread. It has been
seen that the remote working process, which seems to be an advantage at first, brings with it a
kind of irregularity. The disease caused shrinkage in business life and businesses tried to stand
instead of profitability. Businesses that earn less compared to the past have had to follow
downsizing policies to survive. Except for the health sector, all other sectors have revised their
structures and operations. While there was no problem for those working in the public sector,
some new risks such as presenteeism emerged for the employees of the private sector.

COVID-19, which almost everyone is caught at least once, is a disease that requires
compulsory rest, and this has to be reported by official institutions. There have been many
private-sector employees who could not go to work because they caught COVID-19 during the
pandemic period. However, bosses or managers of the organizations argue that this situation
hinders the work and slows down production. They attributed the decrease in jobs to the low
performance of employees who are sick and who cannot come to work. Employees, on the
other hand, had to hide their illnesses to cope with this situation, and they risked the lives of
others by continuing their work despite being sick. The already existing fear of unemployment
has caused labor relations to continue in an unhealthier way with the emergence of COVID-19
(Hadjisolomou et al., 2021). The situation of being absent from work due to COVID-19 has
increased rapidly all over the world, and this situation has often been triggered by job
insecurity. In fact, in the study titled “COVID-19: Possible Effects on Employees and Work-
Life” published by Deloitte (2020), it is stated that the demotivation virus can spread even
faster than the coronavirus if the anxiety experienced by the employees in the sectors where
the risk of contamination is high, and this turns into panic. In this context, it is seen that the
fear of COVID-19 has some psychological consequences as well as physical consequences.
Employees' hiding their situations will lead to problems related to both personal and business
life. As a consequence of the fear of COVID-19, firstly job insecurity, then motivational
decline, and finally, problems in productivity will occur. Employees who do not feel
comfortable cannot contribute to production. In this context, it has been determined that the
fear of COVID-19, which is the independent variable of the research, has a low effect on the

dependent variable, presenteeism. However, it is seen that only 13% of the change in
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presenteeism behavior is explained by the fear of COVID-19. This result shows that the
dependent variable can be explained by different variables other than the fear of COVID-19.

Another question from the research concerns the effect of fear of COVID-19 on job
insecurity. The concept of job insecurity, which can also be explained as the fear of losing
one's job, has been handled in two ways, quantitative and qualitative. Qualitative job
insecurity, which has a direct impact on employment relationships such as wage growth,
career opportunities and working conditions (Sverke and Hellgren, 2002; Niesen et al., 2018)
supports the holistic relationship between key variables, while quantitative job insecurity
related to the future in your existing job (Hellgren et al., 1999) same result was not obtained.
Accordingly, it can be said that the perceived threat to work attendance produced by COVID-
19 is high. It is possible to say that this threat may occur with the internal elements of the
business, but it does not pose a problem for possible job loss in the future. Because
quantitative job insecurity is an important factor that triggers fear of job loss in the future.
Similar results are also observed in the impact of job insecurity and its sub-dimensions on
presenteeism. Quantitative job insecurity remained low in effect size, as in the previous
results, but continued to affect presenteeism.

The research has some limitations. The fact that the data were collected in a limited
time, with a convenience sampling technique, and only within the private sector limits the
generalizability of the results. Cross-sectional data may reflect respondents’ biases. Employees
may have avoided expressing their true thoughts due to the pressure of the pandemic period
conditions in which the data were collected.

References

Ahorsu, D. K., Lin, C.-Y., Imani, V., Saffari, M., Griffiths, M. D., & Pakpour, A. H. (2020). The fear of COVID-
19 scale: Development and initial validation. International Journal of Mental Health and Addiction, 1-9,
d0i:10.1007/s11469-020-00270-8.

Alpar, C. R. (2013). Uygulamali ¢ok degiskenli istatistiksel yontemler. (4. Baski). Ankara: Detay Yayincilik.

Aronsson, G., Gustafsson, K., & Dallner, M. (2000). Sick but yet at work. An empirical study of sickness
presenteeism. Journal of Epidemiology and Community Health, 54(7), 502-509.

Ashford, S. J., Lee, C., & Bobko, P. (1989). Content, cause, and consequences of job insecurity: A theory-based
measure and substantive test. Academy of Management Journal, 32(4), 803-829.

Baert, S., Lippens, L., Moens, E., Sterkens, P., & Weytjens, J. (2020). How do we think the COVID-19 crisis will
affect our careers (if Any Remain)? 1ZA Discussion Paper No. 13164.

Baker-McClearn, D., Greasley, K., Dale, J., & Griffith, F. (2010). Absence management and presenteeism: The
pressures on employees to attend work and the impact of attendance on performance. Human Resource

Management Journal, 20(3), 311-328.



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 4, Sayi/Is.. 2 Yil/Year: 2022, Sayfa/Pages: 242-265

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social psychological
research: Conceptual, strategic and statistical considerations. Journal of Personality and Social
Psychology, 51, 1173-1182.

Baysal, I. A. (2012). Presenteeism (iste varolmama sorunu) ile orgiitsel baghlik arasindaki iligki: Adnan
Menderes Universitesi akademik personeli iizerinde bir uygulama. Aydm.

Bentler, P. M., & Bonett, D. G. (1980). Significance tests and goodness of fit in the analysis of covariance
structures. Psychological Bulletin, 88(3), 588-606.

Browne, M. W., & Cudeck, R. (1993). Alternative ways of assessing model fit. In K. A. Bollen and J. S. Long
(Eds.), Testing structural equation models (pp. 136-162). Newbury Park, CA: Sage.

Burton, W. N., Conti, D. J., Chen, C, Schultz, A. B., & Edington, D. W. (1999). The role of health risk factors
and disease on worker productivity. Journal of Occupational and Environmental Medicine, 41, 769-777.

Burton, W. N., Pransky, G., Conti, D. J., Chen, C. Y., & Edington, D. W. (2004). The association of medical
conditions and presenteeism. Journal of Occupational and Environmental Medicine, 46 (Supplement),
38-45.

Canada Life Group. (2022). Presenteeism: A ticking workplace timebomb?http://archive.is/bmkh5. Retrieved:
30.05.2021.

Cattell, R. B. (1978). The scientific use of factor analysis. New York: Plenum.

Caverley, N., Cunningham, J. B., & MacGregor, J. N. (2007). Sickness presenteeism, sickness absenteeism, and
health following restructuring in a public service organization. Journal of Management Studies, 44(2),
304-319.

Charkhabi, M. (2018). Do cognitive appraisals moderate the link between qualitative job insecurity and
psychological-behavioral well-being? International Journal of Workplace Health Management, 11(6),
424-441.

Chen, H., & Eyoun, K. (2021). Do mindfulness and perceived organizational support work? Fear of COVID-19
on restaurant frontline employees’ job insecurity and emotional exhaustion. International Journal of
Hospitality Management, 94, 1-10.

Cheng, Y., Chen, C. W., Chen, C. J., & Chiang, T. (2005). Job insecurity and its association with health among
employees in the Taiwanese general population. Social Science & Medicine, 61(1), 41-52.

Comrey, A. L., & Lee, H. B. (1992). (2nd ed.). Lawrence Erlbaum Associates, Inc.

Cottini, E., & Ghinetti, P. (2017). Employment insecurity and employees’ health in Denmark. Health Economics,
27(2), 426-439.

Dekker, S. W. A., & Schaufeli, W. B. (1995). The effects of job insecurity on psychological health and
withdrawal: A longitudinal study. Australian Psychologist, 30(1), 57-63.

Deloitte (2020). COVID-19: Calisanlara ve c¢alisma hayatina olasi etkileri. https://www?2.deloitte.com/
Retrieved: 25.05.2021.

De Witte, H. (1999). Job insecurity and psychological well-being: Review of the literature and exploration of
some unresolved issues. European Journal of Work and Organizational Psychology, 8(2), 155-177.

Efron, B. (1987). Better bootstrap confidence intervals. Journal of the American Statistical Association, 82, 171-
185.

201


http://archive.is/bmkh5
https://www2.deloitte.com/

T. ONEY, I. ERYILMAZ & H. SIMSEK

Etyemez, S., & Aslan, Z. (2018). s giivencesizliginin iste var olamama sorununa etkisinde siirekli kayginin
aracilik rolii: Konaklama igletmelerinde bir arastirma. Uluslararasi Sosyal Arastrmalar Dergisi, 11(57),
1009-1021.

Everitt, B. S. (1975). Multivariate analysis: The need for data, and other problems. British Journal of Psychiatry,
126, 237-240.

Ferreira, A. |, & Martinez, L. F. (2012). Presenteeism and burnout among teachers in public and private
Portuguese elementary schools. The International Journal of Human Resource Management, 23(20),
4380-4390.

Ferrie, J. E., Shipley, M. J., Newman, K., Stansfeld, S. A., & Marmot, M. (2005). Self-reported job insecurity and
health in the Whitehall 11 study: Potential explanations of the relationship. Social Science & Medicine,
60(7), 1593-1602.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable variables and
measurement error. Journal of Marketing Research, 18(1), 39-50.

Frone, M. R. (2018). What happened to the employed during the Great Recession? A U.S. population study of the
net change in employee insecurity, health, and organizational commitment. Journal of Vocational
Behavior, 107, 246-260.

Garrow, V. (2016). Presenteeism: A review of current thinking. Institute for Employment Studies, Report no 507,
Brighton, United Kingdom.

George D., & Mallery P. (2003). SPSS for windows step by step: A simple guide and reference. 11.0 Update (4th
ed.). Boston: Allyn and Bacon.

Goetzel, R. Z., Long, S. R., Ozminkowski, R. J., Hawkins, K., Wang, S., & Lynch, W. (2004). Health, absence,
disability, and presenteeism cost estimates of certain physical and mental health conditions affecting
U.S. employers. Journal of Occupational and Environmental Medicine, 46(4), 398-412.

Gorsuch, R. L. (1983). Factor analysis. (2nd ed.). Hillsdale, NJ: Lawrence Erlbaum Associates, Inc.

Greenhalgh, L., & Rosenblatt, Z. (1984). Job insecurity: Toward conceptual clarity. Academy of Management
Review, 9, 438-448.

Grigore, O. M. (2020). Factors contributing to work-related absenteeism during the COVID-19 pandemic.
Management Dynamics in the Knowledge Economy, 8(4), 401-418.

Gundogan, S. (2021). The mediator role of the fear of COVID-19 in the relationship between psychological
resilience and life satisfaction. Current Psychology: A Journal for Diverse Perspectives on Diverse
Psychological Issues. Advance online publication. https://doi.org/10.1007/s12144-021-01525-w.

Hadjisolomou, A., Mitsakis, F., & Gary, S. (2021). Too scared to go Sick: Precarious academic work and
‘presenteeism culture’ in the UK higher education sector during the Covid-19 Pandemic. Work,
Employment and Society, 36(3), 569-579.

Hansen, C. D., & Andersen, J. H. (2008). Going ill to work — What personal circumstances, attitudes, and work-
related factors are associated with sickness presenteeism? Social Science & Medicine, 67(6), 956-964.

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least Squares Structural
Equation Modeling (PLS-SEM). 2nd Edition, Sage Publications Inc., Thousand Oaks, CA.

Hayes, A. F. (2018). Introduction to mediation, moderation, and conditional process analysis: A regression-
based approach (methodology in the social sciences) (2nd ed.). New York, NY: The Guilford Press.

Heaney, C. A, Israel, B. A., & House, J. S. (1994). Chronic job insecurity among automobile workers: Effects on
job satisfaction and health. Social Science & Medicine, 38, 1431-1437.



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 4, Sayi/Is.. 2 Yil/Year: 2022, Sayfa/Pages: 242-265

Hellgren, J., Sverke, M., & Isaksson, K. (1999). A two-dimensional approach to job insecurity: Consequences for
employee attitudes and well-being. European Journal of Work and Organization Psychology, 8(2), 179-
195.

Hesselink, D. J. K., & van Vuuren, T. (1999). Job flexibility and job insecurity: The dutch case. European
Journal of Work and Organizational Psychology, 8(2), 273-293.

Janssens, H., Braeckman, L., De Clercq, B., De Bacquer, D., & Clays, E. (2016). The relation between indicators
of low employment quality and attendance behavior in countries of the European Union. Journal of
Public Health, 39(4), 127-133.

Johns, G. (2009). Presenteeism in the workplace: A review and research agenda. Journal of Organizational
Behavior, 31(4), 519-542.

Khan, K. 1., Niazi, A., Nasir, A., Hussain, M., & Khan, M. I. (2021). The effect of COVID-19 on the hospitality
Industry: The implication for open innovation. Journal of Open Innovation: Technology, Market, and
Complexity, 7(1), 1-17.

Kim, J. H., Yoon, J., Bahk, J., & Kim, S. S. (2020). Job insecurity is associated with presenteeism, but not with
absenteeism: A study of 19 720 full-time waged workers in South Korea. Journal of Occupational
Health, 62(1), 1-11.

Kim, Y., & Kim, S. S. (2017). Job insecurity and depression among automobile sales workers: A longitudinal
study in South Korea. American Journal of Industrial Medicine, 61(2), 140-147.

Kinnunen, U., & Natti, J. (1994). Job insecurity in Finland: Antecedents and consequences. European Work and
Organizational Psychologist, 4(3), 297-321.

Klandermans, B., Hesselink, J. K., & van Vuuren, T. (2010). Employment status and job insecurity: On the
subjective appraisal of an objective status. Economic and Industrial Democracy, 31(4), 557-577.

Kline, P. (1994). An easy guide to factor analysis. New York: Routledge.

Kollie, E. S., Winslow, B. J., Pothier, P., & Gaede, D. (2017). Deciding to work during Ebola outbreak: The
voices and experiences of nurses and midwives in Liberia. International Journal of Africa Nursing
Sciences, 7, 75-81.

Koopman, C., Pelletier, K. R., Murray, J., Sharda, C., Berger, M., Turpin, R., Hackleman, P., Gibson, P., Holmes,
D., & Bendel, T. (2002). Stanford presenteeism scale: Health status and employee productivity. Journal
of Occupational and Environmental Medicine, 44, 14-20.

Labrague, L. J., & de Los Santos, J. (2021). Fear of COVID-19, psychological distress, work satisfaction and
turnover intention among frontline nurses. Journal of Nursing Management, 29(3), 395-403.

Lim, V. K. G. (1996). Job insecurity and its outcomes: Moderating effects of work-based and nonwork-based
social support. Human Relations, 49(2), 171-194.

Malik, S., Ullah, I., Irfan, M., Ahorsu, D. K., Lin, C. Y., Pakpour, A. H., Griffiths, M. D., Rehman, I. U., &
Minhas, R. (2021). Fear of COVID-19 and workplace phobia among Pakistani doctors: A survey study.
BMC Public Health, 21(1), 1-9.

Marsh, H. W., & Hocevar, D. (1985). Application of confirmatory factor analysis to the study of self-concept:
First- and higher order factor models and their invariance across groups. Psychological Bulletin, 97(3),
562-582.

McDonald, R. P., & Marsh, H. W. (1990). Choosing a multivariate model: Noncentrality and goodness of fit.
Psychological Bulletin, 107(2), 247-255.

203



T. ONEY, I. ERYILMAZ & H. SIMSEK

McKevitt, C., Morgan, M., Dundas, R., & Holland, W. W. (1997). Sickness absence and “working through”
illness: A comparison of two professional groups. Journal of Public Health, 19(3), 295-300.

Meyer, B., Zill, A., Dilba, D., Gerlach, R., & Schumann, S. (2021). Employee psychological well - being during
the COVID - 19 pandemic in Germany: A longitudinal study of demands, resources, and exhaustion.
International Journal of Psychology, 56(4), 532-550.

Miraglia, M., & Johns, G. (2016). Going to work ill: A meta-analysis of the correlates of presenteeism and a
dual-path model. Journal of Occupational Health Psychology, 21(3), 261-283.

Mokhtar, D. M., Zainal, M. S., & Adnan, M. H. A. (2019). Potential factors of presenteeism: Job demands, work
engagement & job insecurity. International Journal of Academic Research in Progressive Education
and Development, 8(4), 900-911.

Niesen, W., Hootogem, A. V., Handaja, Y., Battistelli, A., & Witte, H. D. (2018). Quantitative and qualitative job
insecurity and idea generation: The mediating role of psychological contract breach. Scandinavian
Journal of Work and Organizational Psychology, 3(1): 3, 114

Niven, K., & Ciborowska, N. (2015). The hidden dangers of attending work while unwell: A survey study of
presenteeism among pharmacists. International Journal of Stress Management, 22(2), 207-221.

Oh, N., Hong, N., Ryu, D H., Bae, S.G., Kam, S., & Kim, K.Y. (2017). Exploring nursing intention, stress, and
professionalism in response to infectious disease emergencies: The experience of local public hospital
nurses during the 2015 MERS outbreak in South Korea. Asian Nursing Research,11(3), 230-236.

Pakpour, A. H., & Griffiths, M. D. (2020). The fear of COVID-19 and its role in preventive behaviors. Journal of
Concurrent Disorders, 2(1), 58-63.

Pelletier, B., Boles, M., & Lynch, W. (2004). Change in health risks and work productivity over time. Journal of
Occupational and Environmental Medicine, 46, 746-754.

Piccoli, B., & De Witte, H. (2015). “Job insecurity and emotional exhaustion: testing psychological contract
breach versus distributive injustice as indicators of lack of reciprocity,” Work and Stress, 29(3), 246-
263.

Profiroiu, A. G., Sabie, O. M., Briscariu, R., & Nastaca, C. C. (2021). Work motivation and satisfaction of civil
servants from romania's senate. Management Research and Practice, 13(4), 17-25.

Prater, T., & Smith, K. (2011). Underlying factors are contributing to presenteeism and absenteeism. Journal of
Business & Economics Research, 9(6), 1-14.

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for assessing and comparing
indirect effects in multiple mediator models. Behavior Research Methods,40, 879-891.

Roe, R. (2003). “Gezondheid en prestaties” (“Health and performance”), in Schaufeli, W.B., Bakker, A.B. and
De Jonge, J. (Eds), De Psychologie van Arbeid en Gezondheid (Psychology of Work and Health), Bohn
Stafleu Van Loghum, Houten/Mechelen, 375-388.

Roskies, E., & Louis-Guerin, C. (1990). Job insecurity in managers: Antecedents and consequences. Journal of
Organizational Behavior, 11, 345-359.

Sanderson, K., Tilse, E., Nicholson, J., Oldenburg, B., & Graves, N. (2007). Which presenteeism measures are
more sensitive to depression and anxiety? Journal of Affective Disorders, 101(1-3), 65-74.

Schmidt, K., & Pfortner, T.K. (2020). Job insecurity, sickness presenteeism and the moderating effect of
workplace health promotion. Journal of Occupational and Environmental Medicine, 62(11), 937-942.

264



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 4, Sayi/Is.. 2 Yil/Year: 2022, Sayfa/Pages: 242-265

Sharkawi, S., Suhaimi, M., & Razali, M. Z. (2020). Ascertaining the effects of job insecurity, job demand and
health issues towards presenteeism: Case of a Malaysian government-linked company. International
Conference on Business, Commerce and Management Studies, 1(1), 7-15.

Simms, A., Fear, N. T., & Greenberg, N. (2020). The impact of having inadequate safety equipment on mental
health. Occupational Medicine, 70(4), 278-281.

Smithy, D. J. (1970). Absenteeism and “presenteeism” in industry. Archives Of Environmental Health. An
International Journal, 21(5), 670-677.

Sobel, M. E. (1982) Asymptotic confidence intervals for indirect effects in structural equation models.
Sociological Methodology, 13, 290-321.

Sverke, M., & Hellgren, J. (2002). The nature of job insecurity: Understanding employment uncertainty on the
brink of a new millennium. Applied Psychology. An International Review, 57(1), 23-42.

Sverke, M., Hellgren, J., Naswall, K., Chirumbolo, A., De Witte, H., & Goslinga, S. (2004). Job insecurity and
union membership. European unions in the wake of flexible production. Brussels: P. I. E. - Peter Lang.

Seker, S. (2011). Calisanlarda is giivencesizligi ve tiikenmiglik iligkisi: Tibbi tanmitim sorumlularina yénelik bir
alan arastirmasi. Yaymmlanmamis Yiiksek Lisans Tezi. Dokuz Eyliil Universitesi Sosyal Bilimler
Enstitiisi, [zmir.

Tanaka, J. S., & Huba, G. J. (1985). A fit index for covariance structure models under arbitrary GLS estimation.
British Journal of Mathematical and Statistical Psychology, 38(2), 197-201.

TUIK (2021). Istatistik veri portali. https://data.tuik.gov.tr/. Retrieved: 13.11.2021.

Turpin, R. S., Ozminkowski, R. J., Sharda, C. E., Collins, J. J., Berger, M. L., Billotti, G. M., Baase, C. M.,
Olson, M. J., & Nicholson, S. (2004). Reliability and validity of the Stanford presenteeism scale.
Journal of Occupational and Environmental Medicine, 46(11), 1123-1133.

Vander Elst, T., De Witte, H., & De Cuyper, N. (2014). The job insecurity scale: A psychometric evaluation
across five European countries. European Journal of Work and Organizational Psychology, 23(3), 364-
380.

Webster, R. K., Liu, R., Karimullina, K., Hall, 1., Amlét, R., & Rubin, G. J. (2019). A systematic review of
infectious illness Presenteeism: prevalence, reasons and risk factors. BMC Public Health, 19(1).
d0i:10.1186/s12889-019-7138-x.

Wilson, J. M., Lee, J., Fitzgerald, H. N., Oosterhoff, B., Sevi, B., & Shook, N. J. (2020). Job insecurity and
financial concern during the COVID-19 pandemic are associated with worse mental health. Journal of
Occupational & Environmental Medicine, 62(9), 686-691.

205


https://data.tuik.gov.tr/

Journal of Organizational Behavior Review Cilt/Vol.: 4, Sayv/Is.:2
(JOB Review) Yil/Year: 2022, Sayfa/Pages: 266-280
Basvuru Tarihi: 30.06.2022

Kabul Tarihi: 27.07.2022

Arastirma Makalesi/Research Article

Ise Tutulma ve isten Ayrilma Niyeti Arasinda Insana Yakisir Isin
Diizenleyici Rolii: Belediye Cahsanlar1 Uzerine Bir Arastirma

Suzan URGAN! Murat AK?2

(04

Bu arastrmamin amaci ige tutulma ve isten ayrilma niyetinin insana yakiswr iy algisi ile iliskisini insana
yakisir isin diizenleyici etkisi ile ortaya ¢ikarabilmektir. Arastirmada farkl statiiler ve iy cesitliligi ile
istihdam saglayan bir drgiit 6rnegi olmasiyla kamu tiizel kisisi olarak bir belediyenin ¢alisanlart érneklem
olarak alinmustir. Insana yakisir is kavrami saygin is olarak da ele alinan bir kavramdir. Asgaride her
orgiitiin ¢alisanina sunmast éngoriilen kavramin ise tutulma ve isten ayrilma niyeti ile iligkisi onem arz
etmektedir. Bu amacgla basit tesadiifi érnekleme yontemi ile 320 ¢alisandan veriler toplanmistir. Elde edilen
veriler SPSS paket programimin 21. versiyonu ile analiz edilmistir. Belediye calisanlarmmin ise tutulma ve
isten ayrilma niyetleri ile insana yakisir is algilar: arasindaki iligkiyi belirleyebilmek icin korelasyon analizi
yapilmistir. Insana yakisir isin ise tutulma ve isten ayrilma niyetindeki diizenleyici etkisi de coklu regresyon
analizi ile test edilmistir. Yapilan analiz sonucunda ise tutulma ve insana yakisir is arasinda orta diizeyde
porzitifiliski, isten ayrilma niyeti ile insana yakigir is arasinda zayif diizeyde negatif iliski ortaya ¢ikarilmistir.
Ayrica insana yakisir isin ise tutulma ve isten ayrilma niyeti arasinda diizenleyici etkisi oldugu sonucuna
ulasimigtir.

Anahtar Kelimeler: Insana Yakisir Is, Saygin Is, Ise Tutulma, Isten Ayrilma Niyeti, Belediye Calisanlart

Regulatory Role of Decent Work between Tenacity and Intention to Leave
Work: A Study on Municipal Employees

Abstract

The aim of this study is to reveal the relationship between tenacity and intention to leave work and the
perception of decent work through moderator effect of decent work. In the study, the employees of a
municipality as a public legal entity were taken as a sample, as it is an example of an organization that
provides work with different statuses and job diversity. The concept of decent work is a concept that is also
considered as a respectable job. At a minimum, the relationship between the concept that each organization
is expected to present to its employees and tenacity and intention to leave work. For this purpose, data were
collected from 320 employees with simple random sampling method. The obtained data were analyzed using
the 21% version of the SPSS package program. Correlation analysis was conducted in order to determine the
relationship between tenacity and intention to leave work and the perception of decent work for the
municipal employees through moderator effect of decent work, and the regulatory effect of decent work on
tenacity and intention to leave work was tested by multiple regression analysis. As a result of the analysis, a
moderate positive relationship between tenacity and decent work and a weak negative one between intention
to leave work decent work were found. In addition, it was concluded for decent work to have a moderating
effect between tenacity and intention to leave work.

Keywords: Decent Work, Respectable Job, Tenacity, Intention to Leave Work, Municipal Employees
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S. URGAN & M. AK

1. Giris

Giliniimiizde islerin degisen dogasi bireyin c¢alisma ortaminin durumuyla ilgili
olarak bircok faktdriin énemini ortaya koymaktadir. isletme igin en &nemli faktdr olan
calisganin igi ile 1ilgili algllamis oldugu tiim unsurlar o isletmeye avantajlar
kazandirmaktadir. Isletme igin ortaya ¢ikan bu avantajlar ayn1 zamanda birey igin olumlu

bir etkilesim ortaya ¢ikarmaktadir.

Bireyler calistiklart islere kisisel benlikleriyle adanabilmektedir (Kahn, 1990: 694).
Ise adanma ise tutulma kavramiyla ayn1 anlamda kullanilmaktadir (Bilginoglu ve Yozgat,
2019, s. 2864). Ise tutulma, dogrudan, aktif, bilissel ve duygusal bir enerji ile ¢ok boyutlu
motivasyonel bir yapi ile ger¢eklesmektedir (Rich vd., 2010: 619). Motivasyonel olarak
gerceklesen tutulma orgiit i¢in birgok olumlu ¢iktiya yol agmaktadir (Sharma, 2019: 222).
Tutulmanin tersi bir kavram olan isten ayrilma niyeti ¢alisanin, ¢alisanin is kosullarindaki
memnun olmadig1 durumlarla ilgili olarak aldig: bir karar olmaktadir (Seyrek & inal, 2017:
64). Baska bir is alternatifi aramaya yonelik talep olarak degerlendirilebilmektedir (Islam
& Alan, 2014: 143). Isten ayrilma niyetinde baslica bireyden ve orgiitten kaynaklanan
cesitli nedenler bulunmaktadir (Mobley, 1982: 113). Kahn (1990) bireylerin ¢alisma
kosullarma 1iligskin algilarinin ve kendi bireysel o6zelliklerinin baglami ile isleriyle ilgili
rollerinde sorgulamalar yapmalarma dikkati ¢ekmektedir (Rich vd., 2010: 620). Bu
sorgulamada ortak olan unsur bireyin Orgiitii ile ilgili algilamis oldugu insana yakisir is
algisidir. Insana yakisir is asgaride calisan bir bireyin uygun calisma kosullarinda
caligabilme hakkina karsilik gelen bir kavramdir (Burchell vd., 2014: 463). Bu asgari
sartlar is firsatlari, calisma 6zgiirliigi, adil is ve adil davranig gérme, giivenlik ve sayginlik
ortak paydalarinda birlesmektedir (Anker vd., 2003: 151). Yine bu sartlar, calisma yasami
kalitesiyle 1lgili olarak c¢alisanlarin sadece bedensel degil, zihinsel ve psikolojik
ihtiyaglarimi da igermektedir ki yapilan isle ilgili dogrudan ya da dolayli bir¢ok faktorle
iliskilendirilmektedir (Isigigok, 2018: 303). Bu baglamda Uluslararas1 Calisma Orgiitii
(ILO) tarafindan evrensel hedef olarak belirlenen insana yakisir isin baska bir ifade ile is
sayginhginm (Ogal & Cigek, 2021; Bredan Bruchell, 2014; Biiyiikgoze-Kavas & Autin,
2019; Ghai, 2003; Isigicok, 2018; Yildirimalp & Islamoglu, 2014; Bayrak, 2018) ise
tutulmada ve isten ayrilma niyetinde 6dnemli bir unsur olarak ortaya ¢iktig1 goriilmektedir.

Buradan hareketle konuyla ilgili birebir yapilan bir ¢alismaya rastlanmamis olmasiyla
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2. Kavramsal Cerceve

Arastirmanin kavramsal g¢ercevesinde ise tutulma, isten ayrilma niyeti ve insana

yakisir ig kavramlari ele alinmaktadir.
2.1. Ise Tutulma

Mclintosh & Turnbull (2005) ingilizce engagement kavramini ise tutkunluk ve
tilkketme anlamiyla bir seyi ya da kimseyi rehin tutma ya da s6z verme olarak
anlamlandirmistir (Cankir, 2016: 766). Ise tutkunluk ise tutulma, ise angaje olma anlamryla
isle ilgili istek duyma, kendini ise adama ve isine yogunlagma olarak degerlendirilmektedir
(Bilginoglu & Yozgat, 2019: 2864). Bireyin isine gii¢lii bir sekilde dahil olmasi, 6nem
vermesi, cosku, ilham, gurur ve meydan okuma duygu yasanmasini ifade etmektedir
(Schaufeli vd., 2006: 702). Ise tutulma kavrami1 Kahn (1990) tarafindan ortaya ¢ikarilmistir
(Giiler, Cetin & Basim, 2019: 190). Kavram is rolii performansiyla iliskilendirilmekte,
bireylerin ¢alisirken kisisel benlikleriyle ortaya ¢ikardiklar1 davranislarla fiziksel, biligsel
ve duygusal olarak islere adanma gergeklestirilmektedir (Kahn, 1990: 694). Maslah &
Leiter (1997) ise tutulmayr tikenmislik, sinizm ve mesleki yetersizlik olarak {i¢
tiikenmislik boyutunun dogrudan zitt1 olarak kabul edilen enerji, katilim ve yeterlilik ile
karakterize etmektedir. Isine tutkun bireyler enerjik, isleriyle etkili bir sekilde baglant:
kurma becerisine sahip olarak islerinin gerektirdigi durumlarda zorluklarin iistesinden
gelebilme giliciine sahiptir. Buradan hareketle ise tutulma, enerjik olma, kendini ise
adama ve kendini igine kaptirma alt unsurlarindan olugmaktadir (Schaufer vd., 2002: 73).
Canlilik, enerjik olma ile karakterize olarak calisirken yiiksek diizeyde enerji ve
dayaniklilik anlamina gelmektedir. Adanmislik, kisinin isine giiclii bir sekilde dahil
olmasi, isine dnem vermesi ve cosku duygusu yasamasi ile ifade edilmektedir. Kendini
isine kaptirmasi ise bireyin mutlu bir sekilde kendini ise vermesi olarak yer almaktadir

(Bakker vd., 2012: 555).

Ise tutulma ile yapilan c¢alismalar giincel olarak ele alindifinda; is memnuniyeti
(Reissova & Papay, 2021, is performansi (Satata, 2021; Abdullahi vd., 2021), uzaktan
calisma (Blumberga & Lapkovska, 2021; Amano vd., 2021; Mehta, 2021), onciilleri ve
sonuglar1 (Khusanova vd., 2021), orgiitsel kimlik ve is tatmini (Celebi, 2021) ve orgiitsel

giic kaynaklarinin (Uzun & Kose, 2021) ele alindigi ¢alismalar mevcuttur.
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2.2. Isten Ayrilma Niyeti

Ingilizce “intent to leave” ve “intent to quit” olarak ifade edilen ve Tiirk¢e’ye “isten
ayrilma niyeti” olarak cevrilen kavram gelir getiren bir isin birakilarak bagka bir orgiite
gitme arzusu olarak ifade edilmektedir (Dirik, 2019: 146). Meyer (1993) isten ayrilma
niyeti kavramini bir is alternatifi aramaya yonelik bilingli talep olarak tanimlamaktadir
(Islam & Alam, 2014: 143). Mobley (1977) isten ayrilma niyetinin ¢alisanlarin ise karsi
olumsuz tutumlar1 ve islerini kendi arzular ile birakma kararliligiyla ortaya ¢iktigin1 6ne
stirmektedir. Bu amagla bilingli olarak iginden ayrilmak i¢in tutum ve davranig sergileme
olarak konu ifade edilmektedir (Aydemir & Aydogan, 2019: 1628). isten ayrilma niyetinde
yeni is arayiglari bir siire¢ dahilinde gerceklestirilmektedir. Bu siireg isten ayrilma niyetinin
isgdren devir oraniyla da agiklanmaktadir (Dalmus, 2019: 1405). Isgiicii devir oraninin
azalmasimi Orgiitsel baglilikla ele alan Mowday ve arkadaglar1 (1982) orgiitsel baglilig
diisiik bireylerin 6rgiitten ayrilma isteklerinin daha fazla olduguna isaret etmektedir (Oriicii
& Ozavsaroglu; 2013: 339). Isgdren devir oran ile iliskilendirilmis isten ayrilma niyetinde
bazi pozitif ve negatif bireysel ve organizasyonel nedenler bulunmaktadir (Mobley, 1982:
113). isten ayrilma niyetiyle ilgili bireysel faktorler bireylerin demografik 6zellikleri ile
psikolojik, sosyolojik ve ¢evresel faktorler baglaminda ele alinmaktadir (Erer, 2021: 241).
Ayni sekilde calisanlarin isten ayrilma niyetini gergeklestirmeleri Orgiit i¢in olumlu ve

olumsuz sonuglar dogurmaktadir (Giiler & Magrap, 2018: 494).

Isten ayrilma niyetinin kuramsal temellerinde; Beklenti Kurami, Beseri Sermaye
Kuramu, Esitlik Kurami, Kaynak Temelli Yaklasimlar, Herzberg’in Cift Faktor Kuram, Ise
Gomiilmiisliik Kurami, Sosyal Miibadele Kurami ve Orgiitsel Denge Kurami gibi kuramlar

yer almaktadir (Dirik, 2019: 133).

Isten ayrilma niyeti ile yapilan calismalar ele alindiginda; rol ¢atismasi (Awan vd.,
2021), yash hasta bakim calisanlar1 (Chen vd., 2021), orgiit i¢i ve Orgiit dis1 faktorler
(Aguirre, 2021), mesleki baglilik (Yanginlar ve Bal, 2021), is memnuniyeti ve Orgiitsel
baghlik (Brata & Wibawa, 2021), liderlik ve psikolojik iyi olus (Simard &
Parent-Lamarche, 2022), is anlamlilig1 ve is stresi (Yildirim vd., 2021), tikenmislik ve
mobing (Alkis & Yagel, 2021), is giivencesizligi ve yasam doyumu (Eryesil, 2021) ve
orgiitsel sessizlik (Pekersen vd., 2022) baglamli ¢alismalar dikkati gekmektedir.
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2.3. Insana Yakasir Is

Uluslararast Calisma Orgiitii (ILO)’ ne gére insana yakisir is “saygin is”, insan
onuruna yakisir ig”, “dlizglin is” kavramlariyla ayn1 anlamda ele alinmis ve ilk kez 87.
Uluslararas1 Caligma Konferansi’nda kavramdan bahsedilmistir (Isigicok, 2018: 304; Ghai,
2003: 113). 1999 yilindaki ILO Konferans1 Raporu’nda temel ilke ve haklar, kadinlar ve
erkekler i¢in daha fazla isttihdam ve gelir firsatlarinin yaratilmasi baglaminda insana
yakigir is kavrami ele alinmistir (ILO, 1999: 13). Rapor istihdam, sosyal koruma, is¢i
haklar1 ve sosyal diyalog cergevesinde her tiirlii isttihdami kapsamaktadir. Sadece kayitl
ekonomideki calisanlar i¢in degil, bir diizen i¢inde calisamayan is¢iler, kendi hesabina
calisanlar veya evde calisanlar bu kapsamda degerlendirilmektedir. Calisanlarin yeterli
firsatlara, yeterli licrete, is giivenligine ve saglikli ¢calisma kosullarina, sosyal giivenlige ve
stirekli bir gelir glivenligine sahip olarak calisabilme prensibi 6nem arz etmektedir (Ghai,
2003: 213). Bununla beraber Uluslararast Calisma Orgiitii, tarafindan hedef olarak
belirlenen ve temel gergevesi olusturulan insana yakisir is kavrami, genel anlamiyla
calisanlarin asgaride olmasi1 gereken 1is kosullarina sendikalar ve diger katilim

mekanizmalari araciligiyla kendilerini ifade etme haklarina sahip olmalarina isaret eden bir

kavramdir (Is18igok, 2005: 3; Isigigok, 2018: 304).

Uluslararas1 Caligma Orgiitii (ILO) insana yakisir is terimini ayn1 zamanda “iiretken
is” olarak da ifade etmektedir. Insana yakisir is kavramu ile ilgili olarak son 20 yilda baz1
standartlar konularak c¢alismalar yapiliyor olsa da {lkelerin konuyu tesvik eden
uygulamalar1 hayata gegirmekte basarili olduklar1 sdylenememektedir (Biiyiikgoze-Kavas
& Autin, 2019: 64).

Insana yakisir is kavramu literatiire yeni kazandirilmis bir kavramdir ve kavramla
birebir iligkili yapilan ¢alismalar bulunmamaktadir. Bununla beraber kavramla iliskili
olarak refah diizeyi (Green, 2021), is memnuniyeti (Mcliveen vd., 2021), kariyer ve is
olanaklar1 (Ogal & Cigek, 2021) ve mesleki baglilik (Siiriicii & Maslakc1, 2018) konulari
ile ortak ¢ikarim yapilabilmektedir.

3. Yontem

Arastirma igin Ondokuz Mayis Universitesi Sosyal ve Beseri Bilimler Etik

Kurulu’nun 27.05.2022 tarih ve 495 karar sayisi ile izin alinmistir. Arastirmanin yontem
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boliimiinde hipotezler, model, evren ve 6rneklem, veri toplama araglar1 ve Olgeklerle ilgili

aciklamalara yer verilmistir.
3.1. Arastirmanin Hipotezleri

Arastirmada literatiirde yapilan c¢alismalar baglaminda olusturulan hipotezler

asagida verilmektedir.

Hi: Calisanlarin ise tutulmalar ile algiladiklar1 insana yakisir is arasinda pozitif

iligki vardir.

H2: Calisanlarin isten ayrilma niyetleri ile algiladiklari insana yakisir is arasinda

negatif iliski vardir.

Hs: Calisanlarin isten ayrilma niyetlerinin igse tutulmaya etkisinde algiladiklar

insana yakisir igin diizenleyici rolii vardir.
3.2. Arastirmanin Modeli

Bu aragtirma ile katilimcilarin insana yakisir ig algilarinin ise tutulma ve isten
ayrilma niyetleri arasinda diizenleyici (moderatdr) etkiye sahip olup olmadigi ortaya
konulmaya calisilmistir. Diizenleyici degisken, bagimli degisken ile bagimsiz degisken
arasindaki iliskinin yoniinii ve siddetini etkileyebilen degiskendir (Giirbiiz & Sahin, 2014:
294). Bu nedenle arastirma nicel aragtirma yontemlerinden iligkisel tarama modeli ile
tasarlanmustir. Iliskisel tarama modeli, iki veya daha fazla degiskenin bir degisim
icerisinde olup olmama durumunu ve bunun derecesini ortaya koymayr amaglayan bir

modeldir (Karasar, 2010: 83).

Sekil 1: Arastirmanin Yapisal Modeli

Insana Yakisir Is
(M)

Ise Tutulma 1 ‘( Isten Ayrilma Niyeti

(X) J 'L (Y)

3.3. Evren ve Orneklem

Calismanin evrenini bir kamu tiizel kisiligine sahip belediye calisanlar

olusturmaktadir. TIlgili belediyenin yaklasik 848 c¢alisan1 bulunmaktadir (Karaman
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Belediyesi, 2022). Giirbiiz & Sahin (2014: 132), 1000 kisilik bir evren biiyiikliigiinii temsil
eden Orneklem sayisini 0,95 giivenirlilik diizeyinde, 0,05 6rnekleme hatasi igin (p=0,5 ve
q=0,5) 278 olarak belirtmistir. Dolayisiyla bu ¢alismadaki 6érneklem sayis1 olan 320 evreni
temsil edecek biiyiikliiktedir.

3.4. Veri Toplama Araci

Arastirmada belediye ¢alisanlarinin insana yakisir is algisini, isten ayrilma niyeti
ve ise tutulma diizeylerini belirlemede gecerlilikleri ve giivenilirlikleri test edilmis 6lglim

araclari se¢ilmistir.

Arastirmada kullamlan Ise Tutulma Olgegi’nin ¢ok kisa versiyonu olan UWES-3
6lgegi, Schaufeli vd. tarafindan 2002 yilinda gelistirilen 17 maddeli 6l¢egin yine Schaufeli
vd. (2017) tarafindan 3 maddeye indirgenmis halidir. 3 maddeli 6lgegin gegerlilik ve
giivenilirlik ¢alismas1 Giiler vd. (2019) tarafindan yapilmis ve Olgegin Cronbach Alfa
degeri arastirmacilar tarafindan 0,85 olarak bulgulanmistir. Bu c¢alismada Olgegin

giivenirligi 0,858 olarak bulgulanmistir.

Arastirmada kullanilan 8 maddeli tek boyutlu Isten Ayrilma Niyeti Olgegi, Reychav
ve Weisberg (2009) tarafindan gelistirilmistir. Aslantas (2019) tarafindan 6lgek uzman
goriigleri cercevesinde 8 madde olarak revize edilmistir (Aslantag, 2016). Aslantas (2016)
tarafindan 6l¢egin Cronbach Alfa degeri 0,895 olarak bulgulanmistir. Bu ¢alismada 6lgegin

giivenirligi 0,892 olarak bulgulanmistir

Arastirmada kullanilan Insana Yakisir Is Olgegi ise Duffy vd. (2017) tarafindan
gelistirilmigtir. Tirkge’ye Biliyiikgoze-Kavas & Autin (2019) tarafindan uyarlanan, 15
madde ve 5 alt boyuttan olusan Olcegin giivenirligi 0,80 olarak bulgulanmistir. Bu

caligmada Olcegin giivenirligi 0,860 olarak bulgulanmistir.
3.5. Verilerin Analizi

Arastirma verileri anket yontemiyle internet iizerinden elde edilmistir. Toplanan

veriler SPSS 21.0 programi ile analiz edilmistir

Calismanm ilk bolimiinde kullanilacak analiz  yonteminin (parametrik-
nonparametrik) tespiti i¢in normallik analizi yapilmistir. Normallik analizine gore, insana
yakisir is 6l¢eginin carpiklik degeri (-0,170), basiklik degeri (-0,800), isten ayrilma niyeti
Ol¢eginin carpiklik degeri (0,686), basiklik degeri (-0,746) ve ise tutulma Olgeginin
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carpiklik degeri (-0,734), basiklik degeri (-0,451) olarak belirlenmistir. Sonuglar -1 ve +1

arasinda yer aldigi igin verilerin normal dagildig: varsayilmistir (Ak, 2010: 73).

Arastirmada katilimcilarin algilamig olduklart insana yakisir is ile ise tutulma ve
isten ayrilma niyetleri arasindaki iligki Pearson korelasyon analizi ile ¢alismanin ikinci
boliimiinde yorumlanmustir. Korelasyon katsayisi, kuvvetli (-) -1 <r <-0.7, orta (-) -0.7 <r
< -0.3, zayif (-) -0,3 <r <0, zayif (+) 0 <r<0.3, orta (+) 0.3 <r < 0.7 ve kuvvetli (+) 0.7 <
r < 1 olarak degerlendirilmektedir (Glirbiiz & Sahin, 2014: 264).

Arastirma kapsaminda isten ayrilma niyeti ile ise tutulma arasindaki iligkide insana
yakisir is algisinin diizenleyici etkisini test etmek i¢in ¢oklu regresyon analizi yapilmistir.
Diizenleyici etki ¢coklu regresyon modelleri ile belirlenebilmektedir (Burmaoglu vd., 2013:
16). Diizenleyici etkiyi ifade eden diizenleyici degisken bagimsiz degiskenin bagiml
degisken ile hangi durumlarda iligkili oldugunu iliskili oldugunu belirlemektedir (Giirbiiz
& Sahin, 2014: 294). Diizenleyici modelin test edilebilmesi i¢in bagimsiz degisken ve
diizenleyici degisken standardize edilir. Daha sonra standardize edilmis bagimsiz degisken
ve diizenleyici degiskenin ¢arpilmasiyla etkilesimsel terim elde edilmektedir. Standardize
edilmis bagimsiz degisken, diizenleyici degisken ve etkilesimsel terim ile regresyon analizi

yapilmaktadir (Glirbiiz & Sahin, 2014: 296).
4. Bulgular

Arastirmanin bu bélimiinde katilimcilarin verdikleri cevaplar dogrultusunda,
demografik bulgular ile belirlenen ise tutulma ve isten ayrilma niyeti ile insana yakisir is
iliskisi ve isten ayrilma niyeti ile ise tutulma arasinda insana yakisir isin diizenleyici

etkisini gosteren tablolar ve yorumlari yer almaktadir.
4.1. Katihmeilarin Demografik Ozellikleri

Arastirmaya katilan belediye ¢alisanlarmim demografik 6zellikleri Tablo 1°de verilmistir.
Arastirmaya katilan belediye c¢alisanlarmin 204°i (% 63,7) erkek, 116’s1 (% 36,3) kadindur.
Katilimeilarin %52,5%ini olusturan 168 kisi 36-45 yas araliginda bulunurken, 117’si (% 36,6)
lisans diizeyinde egitime sahiptir. Yine ¢alisanlarm 203{iniin (% 63,4) evli, 117’sinin (% 36,6)
ise bekar oldugu goriilmektedir.
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Tablo 1: Demografik Bulgular

Degisken Kategori Frekans (%)
Cinsiyet Erkek 204 63,7
Kadin 116 36,3

26-35 72 22,5

yas 36-45 168 52,5
46-55 43 13,4

56 ve listil 37 11,6

[k Ogretim 21 6,6

Lise 50 15,6

Egitim Onlisans 75 23,4
Lisans 117 36,6

Lisansiisti 57 17,8

. Bekar 117 36,6
Medeni Durum Evli 203 63.4

4.2. Ise Tutulma ve Isten Ayrilma Niyetinin insana Yakisir s fle Tliskisi

Belediye calisanlarinin ise tutulma ve isten ayrilma niyetlerinin insana yakisir is
algilamalariyla iligkisini belirlemek icin Pearson korelasyon analizi
Korelasyon analizi sonuglart Tablo 2’de verilmistir.

yapilmustir.

Tablo 2: Ise Tutulma ve Isten Ayrilma Niyeti ile Insana Yakisir Ise Yonelik Korelasyon Analizi

insana Yakisir is istelll\l%z{illma ise Tutulma

Pearson Correlation 1 -0,250™ 0,446™
insana Yakasir is Sig. (2-tailed) 0,000 0,000

N 320 320 320

Pearson Correlation -0,250™ 1 -0,481™
Isten Ayrilma Niyeti [Sig. (2-tailed) 0,000 0,000

N 320 320 320

Pearson Correlation 0,446™ -0,481™ 1
ise Tutulma Sig. (2-tailed) 0,000 0,000

N 320 320 320
**_ Correlation is significant at the 0.01 level (2-tailed).

Elde edilen sonuglara gore belediye ¢alisanlarinin ise tutulma ve insana yakisir is
algilar1 arasinda orta diizeyde anlamli bir iliski vardir (r=0,446; p<0,01). Isten ayrilma
niyetleri ile insana yakisir is algilar1 arasinda diisiik diizeyde negatif anlamli bir iligki

bulunmaktadir (r=-0,250; p<0,01).
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4.3. Insana Yakisir isin ise Tutulma ve Isten Ayrilma Niyeti Arasinda

Diizenleyici Rolii

Insana yakisir isin ise tutulma ve isten ayrilma niyeti arasindaki diizenleyici rolii
icin c¢oklu regresyon analizi yapilmistir. Analiz Oncesinde degiskenlere ait tanimlayici

bulgular Tablo 3’de ¢oklu regresyon model katsayilar1 Tablo 4’de verilmistir.

Tablo 3: Degiskenlere iliskin Tanimlayici Bulgular

Degiskenler Ort. S.S
1. isten Ayrilma Niyeti 2,4480 1,22989
2. insana Yaksir is 3,5833 0,78550
3. Ise Tutulma 4,4927 1,32572

Tablo 4: Coklu Regresyon Model Katsayilar1 (N= 320)

Model B S.H. Beta T Sig.
(Constant) 4,530 0,063 72,379 0,000
1 Zscore(ia) -0,543 0,063 -0,409 -0,664 0,000
Zscore(iy) 0,506 0,066 0,382 7,700 0,000
Moderat6r 0,151 0,073 0,102 2,062 0,040

Bagiml Degisken: Ise tutulma
Not: R?70,35; Diiz. R?>= 0,34; F=57.620, p<0,001

Coklu regresyon analizi sonuglari istatistiksel olarak anlamhidir [F=5,620,
p<0,001]. Diizeltilmis R? degeri 0.34’tiir. Bu ise tutulmadaki %34’liikk varyansin isten
ayrilma niyeti, insana yakisir is algis1 ve moderator (etkilesimsel terim) tarafindan
aciklandigin1 gostermektedir. Tablodaki beta katsayilar1 incelendiginde, tim bagimsiz
degiskenler regresyon modeline sokuldugunda, tiim bagimsiz degiskenlerin; isten ayrilma
(B=-0,4, p<0,01), insana yakisir is (B= 0,38, p<0,01) ve moderatoriin (B=0,1, p<0,05)
anlamli katkis1 vardir. Buradan hareketle isten ayrilma niyetinin ise tutulmaya etkisinde
insana yakisir isin artiric1 Ve azaltict etkisi oldugu sonucuna ulasilarak diizenleyici etkisi

bulgulanmastir.
5. Sonug¢ ve Oneriler

Bu arastirma ile ise tutulma ve isten ayrilma niyeti ile algilanan insana yakisir is
iligkisi ii¢ hipotezle ortaya c¢ikarilmaya c¢alisilmig, buradan hareketle belediye

calisanlarindan veriler toplanmistir.

Hipotezlerden ilki belediye calisanlarinin ise tutulmalari ile hissetmis olduklari

insana yakisir is algilar1 arasinda pozitif iligkinin bulunduguna dair olusturulan hipotezdi.
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Yapilan analiz ile ise tutulma ile insana yakisir is algilar1 arasinda pozitif anlamli iligki
ortaya cikarildi. Literatiirde arastirma degiskenlerinin hepsinin ele alindigi ¢alismalarin
olmayisindan dolay1 birbirine yakin kavramlarla ele alinmis calismalarla sonuglar
degerlendirilmistir. Buradan hareketle elde edilen ilk sonug ile ge¢mis ¢aligsmalarin (Green,
2021; Mcliveen vd., 2021; Resissova & Papay, 2021; Ogal & Cigek, 2021; Khusanova vd.,
2021; Siiricii & Maslake1, 2018; Celebi, 2021) sonuglari ile benzer sonuglara ulasildigi

goriilmektedir.

Arastirmada ikinci hipotez ¢alisanlarin isten ayrilma niyetleri ile algiladiklar
insana yakisir is arasinda negatif iliski bulunduguna dair olusturulmus olan hipotez idi.
Analiz sonucunda belediye calisanlarinin isten ayrilma niyetleri ile algiladiklar1 insana
yakisir is arasinda negatif anlamli iligki ortaya ¢ikarildi. Bu sonugla literatiirde bulunan
geemis ¢alismalarin (Yildirim vd., 2021; Eryesil, 2021; Brata & Wibawa, 2021; Aguirre,
2021; Yanginlar & Bal, 2021) sonuglariyla benzer sonuglara ulasilmistir.

Arastirmanin son hipotezi calisanlarin isten ayrilma niyetlerinin ise tutulmaya
etkisinde algiladiklar1 insana yakisir isin diizenleyici roliiniin olduguna iligskin hipotezdi.
Yapilan analiz sonucunda insana yakisir is algisinin isten ayrilma niyeti ile ise tutulma
arasinda moderator rol iistlendigi sonucuna ulagildi. Arastirma modelinde belirtildigi gibi
arastirma degiskenlerinin literatiir kapsaminda birebir alindig1 ¢aligmalara rastlanmamakla
birlikte degiskenlerin biriyle veya bir kagiyla birlikte ele alinmis, kavramlarla ortak
paydada bulusulmus c¢alismalarla sonuglar degerlendirilmistir. Buradan hareketle elde
edilen bu sonug ile bir boliimiinde diizenleyici etki ve aracilik etkisi arastirilmis olan
geemis caligmalarin (Aguirre, 2018; Awan vd., 2021; Brata & Wibawa, 2021; Eryesil,
2021; Simard & Parent-Lamarche, 2021; Yildirim vd., 2021; Celebi, 2021 ve Khusanova

vd., 2021) sonuglariyla benzer sonuclara ulasildig: goriilmektedir.

Elde edilen sonuglarla insana yakisir isin ¢alisanlar agisindan islerine karsi tutum
almalarinda 6nemli bir faktor oldugu goriilmiistiir. Etkilesimsel terim olarak insana yakisir
is kavraminin ise tutulmadaki pozitif etkisi ve isten ayrilma niyeti ile ilgili anlamli negatif
katkisi, bireyin isine tutulmasinda etkili oldugu ve isten ayrilma niyetini azalttig1 sonucunu
gostermektedir. Sonuglar baska bir acidan da ele alindiginda birey isi ile ilgili gerekli
sayginlik algisin1 elde edememisse isten ayrilma niyeti belirecektir ve isine tutulmanin
gerceklesmeme durumu olusabilecektir. Biitlin bu sonuglar konunun tiim sektorlerde

degerlendirilmesi gereken bir unsur oldugunu gostermektedir. Calisanlarin islerine
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tutulmalart igin gerekli kosullarin yerine getirilmesi 6nem arz etmektedir. Ayni sekilde
isten ayrilma niyetlerinin ger¢eklesmemesi durumu da insana yakisir is baglamda ele

alinmalidir.

Arastirmada evren ve drneklemin secimi kisit olarak kabul edilebilmektedir. Insana
yakisir is kavramini daha iyi ifade edebilecek meslekler, maden iscileri ve gece islerinde
calisanlar gibi fiziksel imkanlar agisindan diger islere gore daha zorlayici sartlar altinda
calisanlarda aragtirmanin sonuglarinin daha 6nemli olacagi diisiiniilebilir. Baska bir a¢idan
bakildiginda fiziksel sartlar yerine psikolojik baskilarin yer aldigi, rekabetin daha fazla
oldugu prestijli is olanaklar1 i¢in yarisilan isleri yapanlar agisindan da orneklem tercihi

Onem arz edecektir.

Bu calismanin sonuglar1 itibariyle tiim sektdrler bazinda Oneriler sunulabilir.
Burada calisanlarin islerine tutulmalarinda ve isten ayrilmalarinda algiladiklari insana
yakisir is diizeyinin ne kadar énemli bir unsur oldugu goriilmektedir. Bireylerin belirli
kurallar cercevesinde prosediirel isleri yerine getirmeleri elbette Onemlidir. Bununla
beraber algiladiklar1 sayginlik hissinin sonuglarinin ne kadar onemli oldugu sayisal
verilerle somut bir gsekilde ortaya ¢ikarilmigtir. Tiim isletmelerde, isletme yoneticilerinin ve
isletme sahiplerinin en Onemli iiretim faktorii olan emek faktoriinii bu baglamda

degerlendirmeleri 6nerilmektedir.

Arastirma kapsaminda farkli evren ve orneklemler kullanilarak, farkli analiz
yontemleri kullanilarak, bagimli, bagimsiz ve diizenleyici degiskenlerin insana yakisir is
cercevesinde farkli kavramlarla ele alinmasi ile yapilacak c¢aligmalar literatiire katki

saglayacaktir.
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