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EDITORUN NOTU

Yonetim Bilimleri Dergisi, yilda dért kez Tiirkce ve Ingilizce akademik caligmalari
yayimlayan, bilimsel ve hakemli bir dergidir. 2003 yilindan bu yana yayin hayatina devam eden
ve pek ¢ok uluslararasi indeks tarafindan taranan Dergimiz; ¢alisma ekonomisi ve endiistri
iligkileri, ekonometri, iktisat, isletme, kamu yonetimi, maliye ve uluslararasi iliskiler
alanlarinda, agirlikli olarak 6zgiin aragtirma makaleleri yaymlamaktadir.

Yayin ilkelerimize bagh kalarak hazirladigimiz bu sayimizda, farkli alanlardan ¢ok sayida
calisma degerlendirilmis, hakemlerin ve editor kurulunun degerlendirmeleri sonucu olumlu
rapor alan makaleler yayimlanmistir. 47. sayimizin hazirlanmasinda; basta yazi islerinde
calisan arkadaglarimiz olmak iizere emegi gegen tiim alan editorlerine, hakemlere ve yazarlara
tesekkiir ederiz.

Icten saygilarimizla
Editorler

Prof. Dr. Selguk IPEK

Dr. Ogr. Uyesi Serkan ISIK

EDITOR’S NOTE

Journal of Administrative Sciences is a scientific and peer-reviewed journal that publishes
academic studies in Turkish and English once a quarter. Our Journal, which has been published
since 2003 and scanned by many international indexes; it mainly publishes original research
articles in the fields of labor economics and industrial relations, econometrics, economics,
business administration, public administration, public finance and international relations.

In this issue, which we prepared by adhering to our publishing principles, many studies from
different fields were evaluated, and the articles that received positive reports as a result of the
evaluations of the referees and the editorial board were published. In the preparation of our 47th
issue; we would like to thank all the field editors, referees and authors who contributed,
especially our colleagues working in the editorial business.

Best Regards

Editors

Prof. Dr. Selguk IPEK
Asst. Prof. Dr. Serkan ISIK
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-RESEARCH ARTICLE-

THE EU’S “DEMOCRACY PROMOTION” POLICIES IN UKRAINE AND
GEORGIA: IS IT ANORMATIVE COVER IN FRONT OF THE EU-RUSSIA
TUG-OF-LOVE?"

Tugce YILDIZ?
Abstract

The EU democracy promotion literature mainly focuses either on its ways and tools
in promoting democracy with successes and failures, or on the role of authoritarian
actors with countervailing measures in impeding on the democratization paths of
target states. Yet, a rare of studies examines what the EU actually promotes and with
which underlying motivations. This article suggests that the EU democracy promotion
is not just an outcome of bilateral relations between the EU and target states but an
outcome of interdependent strategic interests of the EU, target country and illiberal
regional power. Thus, it is shaped by not only the EU’s normative ideals and local
needs as it declared but mostly the interrelated clash of interests between different
actors in the region. The main argument of this study is that the EU’s differentiated
democracy promotion agendas in target countries, which are very similar in terms of
their local contexts or in the same region, stems from the presence of illiberal regional
power(s), who has certain actorness in that region. Based upon this argument, this
study explores the EU'’s differentiated democracy promotion agendas in Ukraine and
Georgia and the role of illiberal regional power -here Russia-, who has certain
leverage over these states. By examining the periodical differentiation in the EU s
democracy promotion agendas towards Ukraine and Georgia, it concludes that the
EU has changed its democracy promotion agendas depending on the changes in
bilateral relations between Russia and Ukraine/Georgia.

Keywords: EU Democracy Promotion Policies, Ukraine, Georgia, Russia, Illiberal
Regional Power.

JEL Codes: C12, C80, Fb5.

Bagvuru: 23.02.2022 Kabul: 03.08.2022

" This study is based on the research results of the Ph.D. dissertation titled “The EU's differentiated
democracy promotion policies in Ukraine and Georgia: The effects of Russia as an illiberal regional power”
submitted by the author with the supervision of Assoc. Prof. Dr. Bayram Sinkaya at Ankara Yildirim
Beyazit University in 2021.

1 Research Assistant Dr., Canakkale Onsekiz Mart University, Canakkale, Tiirkiye,
tugceyildiz@comu.edu.tr, ORCID: 0000-0002-4766-0060



Tugge YILDIZ

AB’NIN UKRAYNA VE GURCISTAN’DAKI DEMOKRASI TESVIKI
POLITIKALARI: AB-RUSYA VELAYET SAVASLARI ONUNDEKIi
NORMATIF KILIF M1?2

0z

AB demokrasi tegviki literatiirii, esas olarak, demokrasiyi tesvik etme yollarmin ve
araglarimin bagari ve basarisizliklart ya da hedef devletlerin demokratiklesme
yollarint engellemede otoriter aktorlerin roliine odaklanmaktadir. Ancak, AB'nin
gergekte neyi destekledigini ve altinda yatan motivasyonlari inceleyen ¢ok az sayida
calisma vardwr. Bu makale, AB demokrasi tegviki politikalarinin yalnizca AB ile hedef
devletler arasindaki ikili iligkilerin bir sonucu olmadigini, ayni zamanda AB'nin,
hedef iilkenin ve liberal olmayan bolgesel giiciin birbirine bagimli stratejik
¢tkarlarimin bir sonucu oldugunu ileri siirmektedir. Bu nedenle, demokrasi tesviki
politikalari, sadece AB'nin deklare ettigi gibi normatif idealler ve yerel ihtiyaclar
tarafindan degil, ayni zamanda bolgedeki farkl aktorler arasindaki ¢ikar ¢atismalart
tarafindan da sekillenmektedir. Bu c¢alismanin temel argiimani, AB'nin yerel
baglamlar: agisindan birbirine ¢ok benzeyen ya da ayni bélge icindeki hedefiilkelerde
Sfarklilastirimis demokrasi tegviki politikalarinin, o bélgede belirli bir giice sahip
liberal olmayan bolgesel giiclerin varligindan kaynaklandigidir. Bu argiimana
dayanarak, bu ¢alisma AB'nin Ukrayna ve Giircistan'daki farklilagtiriimis demokrasi
tesviki politikalarint ve bu devletler iizerinde belirli bir etkisi olan liberal olmayan
bolgesel giiciin -Rusya'nin- roliinii arastirryor. AB'nin Ukrayna ve Giircistan'a yonelik
demokrasi  tegviki politikalarimin  donemsel  farklilagmasint  inceleyerek, bu
farklidagmanin, Rusya ile Ukrayna ya da Rusya ile Giircistan arasindaki ikili
iliskilerdeki degisikliklere bagl olarak degistirdigi sonucuna variyor.

Anahtar Kelimeler: AB Demokrasi Tesviki Politikalar:, UKrayna, Giircistan, Rusya,
Liberal Olmayan Bolgesel Giig.

JEL Kodlari: C12, C80, F5.

“Bu caligma Arastirma ve Yayin Etigine uygun olarak hazirlanmustir.”
1. INTRODUCTION

Following the end of the Cold War, the EU has emerged as one of the leading
democracy promoters in the world. While in the very beginning, democracy
promotion has only been achieved through annexation of democracy clauses in
treaties with third parties as conditionality and as a part of its development aid
strategies, the scope of democracy promotion policies has expanded over time.
Indeed, the EU’s institutional transformation due to deepening and widening
processes has also contributed to the expansion of the scope of democracy promotion
policies. Yet, the turning point has been realized immediately after the largest round

2 Genigletilmis Tiirkge Ozet, makalenin sonunda yer almaktadir.
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of enlargement —called as “big-bang enlargement”- in 2004. The successful transition
of the Central and Eastern European countries to democracy/democratic institutions
during their accession process and adoption of the EU acquis communautaire has
increased the EU’s commitment in democracy promotion policies across other
contexts and regions. Yet, at the same time, the need to construct more coherent
regional policy has become turned an imperative and the ensuing EU democracy
promotion policies and tools have been transformed in parallel with the developments
in the EU Neighbourhood Policy (ENP)? in 2003.

On the one side of the coin, commonalities of the partner states in the framework of
ENP such as high degree of instability, their transition path to democracy and less
developed economies, have paved the way for constructing democracy promotion
policies in more comprehensive and institutionalized framework with the aim of
building a “ring of friends”*. By tying political reforms with economic, financial and
trade incentives such as increasing funds, deepening trade relations with several
sectoral support, and visa liberalization, the EU aimed to promote democracy,
respecting human rights and the rule of law in its neighbourhood countries. On another
side, new borders and the neighbourhood have posed new security challenges such as
terrorism, organized crime and illegal trafficking, which limited the EU’s normative
commitment to promote democracy. Thus, the EU must change its democracy
promotion policies in which these security perceptions would be at the center. Since
then, not only normative ideals to export these European values, but also geostrategic
and security considerations have been built into the EU democracy promotion
policies.

In this new context, the EU has declared that it would start to apply “tailor-
made’®democracy promotion agendas towards different countries depending on local
needs and interests of target state. Yet, empirical evidences have revealed that the EU
has applied different democracy promotion policies towards the target countries even
with very similar domestic political, historical and social backgrounds in the same
region. Thus, this research has arisen out of the question: Why does the EU democracy
promotion agendas differ for target countries in the same region with similar domestic
conditions?

8 ENP includes the EU’s Eastern neighbours — Armenia, Azerbaijan, Belarus, Georgia, Moldova and
Ukraine- and Southern neighbours — Algeria, Egypt, Israel, Jordan, Lebanon, Libya, Morocco, Palestinian
Authority, Syria and Tunisia. For further information, please see: "European Neighbourhood Policy
(ENP)". EEAS - European External Action Service - European Commission. Accessed 23 February 2022.
https://eeas.europa.eu/diplomatic-network/european-neighbourhood-policy-enp_en.

“Speech by Dr. Benita Ferrero-Waldner, Commissioner for External Relations and European
Neighbourhood Policy at Press Conference to launch first seven Action Plans under the European
Neighbourhood  Policy, Brussels, 9  December 2004. Accessed 13 June  2021.
https://ec.europa.eu/commission/presscorner/detail/en/SPEECH_04_529

5 “Tailor-made” instruments were first mentioned in Council Conclusions on Democracy Support in the
EU’ s External Relations with this statement: “Locally driven processes can be supported by an appropriate
mix of financial and political instruments tailored to the specific situation of each country.” Brussels, 17
November 20009, available at:
https://www.consilium.europa.eu/uedocs/cms_data/docs/pressdata/en/gena/111250.pdf
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To answer this question, two steps should be taken: first, it is necessary to grasp what
the EU promotes and with which underlying motivations. When examined the studies
in the EU democracy promotion literature, it is clear that studies on the substance of
EU democracy promotion are very rareb, while a bulk of works mainly focuses on
either comparative analysis of democracy promoters’ tools and strategies or the
impact of these policies on the target states’ democratization paths as evaluation of
possible outcomes (Carothers, 1997; Ayers, 2008; Risse, 2009). In a same ling,
recently, some groups of scholars analyze how authoritarian states possess challenges
on democracy promotion efforts and democratization process in the region on which
they have interests and certain presence (Ambrosio, 2009; Babayan, 2015; Tolstrup
2014; Chen and Kinzelbach, 2015; Vanderhill, 2015; Yakouchyk, 2015). Second, the
research should have at least two very similar target countries examined in the same
framework or in region towards which the EU differs its democracy promotion
policies. To reveal the variation among the EU democracy promotion policies, this
study has chosen two country cases from post-Soviet space: Ukraine and Georgia for
following reasons. First, the EU’s approach for democracy promotion toward cases
can be examined into the same framework “Eastern Partnership”’, which determines
the policy framework of relations. The EU has similar instruments -carrots and sticks-
and similar objectives in terms of democracy promotion for these countries. Second,
there is at least one strong illiberal regional power —Russia-, who has certain leverage
over Georgia and Ukraine. Lastly, these cases are so similar in terms of their historical
background, Soviet legacy, domestic conditions and so on.

The following sub-sections first re-examines the conceptual and theoretical
background of EU democracy promotion by specifically focusing on key questions of
what/why the EU promotes. Second, it focuses on Wetzel and Orbie’s model of
embedded liberal democracy as the main conceptual framework chosen for this study
to understand the variation in the substance of EU democracy promotion. Yet, it
discusses some shortcomings, which are to be dealt with the adaptations offered.
Lastly, based on analytical eclectic standpoint, it develops a set of hypotheses, which
are tested throughout this study.

1.1. Literature Review: Re-examining the Conceptual and Theoretical
Underpinnings of EU Democracy Promotion

The principles of human rights and democracy have always been intrinsic values of
European project since the inception of European integration. The EU has always been
keen to promote these so-called “European values” within and outside its borders.
Yet, unlike the concept of human rights identified within the framework of

& Some studies on the substance of EU democracy promotion are: Anne Wetzel, Jan Orbie and Fabienne
Bossuyt, “One of What Kind? Comparative Perspectives on the Substance of EU Democracy Promotion”,
Cambridge Review of International Affairs, Vol.28, No.1, 2015. Vera Axyonova and Fabienne Bossuyt,
“Mapping the Substance of the EU's Civil Society Support in Central Asia: From Neo-liberal to State-led
Civil Society”, Communist and Post-Communist Studies, Vol. 49, No. 3, September 2016.

" The EU has differentiated its policy framework for Eastern partners i.e., Belarus, Ukraine, Moldova,
Georgia, Armenia, and Azerbaijan included in the ENP.



THE EU’S “DEMOCRACY PROMOTION” POLICIES IN UKRAINE AND GEORGIA: IS IT A
NORMATIVE COVER IN FRONT OF THE EU-RUSSIA TUG-OF-LOVE?

international human rights law®, the notion of democracy has remained vague and
ambiguous in the EU context. Indeed, this ambiguity manifests itself even in the
individual member states’ approach for democracy promotion such as while Sweden
gives short and concise definition of democracy identified as a kind of representative
democracy in policy documents, France and Germany present no clear description of
democracy but instead use the notion of governance (European Partnership for
Democracy, 2019:10). These different and inconsistent visions of member states on
democracy and democracy support may impede on the construction of clear and single
definition of democracy at the EU level. That’s why there are different visions on
what the EU promotes abroad as some scholars argue that the EU’s democracy
promotion strategies are technocratic (Youngs and Pishchikova, 2010; Hout, 2010),
others claim that the main thrust for these activities is for the promotion of market
economy (Wetzel and Orbie, 2012:2). In addition, it is suggested that lack of concrete
definition of democracy enables the EU to pursue more flexible democracy promotion
agenda that can be shaped in accordance with the specific circumstances and strategic
interests (Wetzel and Orbie, 2012:3). It seems that the EU has intentionally maintained
the concept of democracy vague. As Kurki (2012:3) argues, the EU recognizes the
multiple models of democracy and does not choose a specific kind, which makes its
democracy promotion policies as “diversity-accommodating and complexity-
appreciating.” Yet, this blurriness in the conceptual framework of democracy
promotion policies is criticized as a challenge to understand what the EU promotes
and to measure how these policies are effective.

As scholars in general have agreed upon that the EU promotes “liberal democracy”
abroad (Carothers, 1997; Ayers, 2008; Risse, 2009; Kurki, 2010), we need to have all-
encompassing definition of liberal democracy, which makes the analysis of EU
democracy promotion policies more structured. One of the most prominent works is
the study of Linz and Stepan (1996) titled as “Toward Consolidated Democracies”.
According to Linz and Stepan (1996), there are three minimal conditions i.e. stateness,
a completed democratic transition and a government that rules democratically, for
new political systems to be considered as consolidated democracy. Following this
study, Wolfgang Merkel (2004) introduced the theoretical framework of “embedded
democracy” by adding new defining features of consolidated liberal democracies -
embedded democracies as he calls- such as electoral regime, civil rights, political
liberties, horizontal accountability and effective power to govern. By adapting the
model of Linz and Stepan (1996) and Merkel (2004), Wetzel and Orbie (2015)
developed a new all-encompassing framework titled “model of embedded liberal
democracy” including five partial regimes: “a democratic electoral regime, political
rights of participation, civil rights, horizontal accountability, and the guarantee that
the effective power to govern lies in the hands of democratically elected
representatives” and four external conditions that shape the environment for enabling
and stabilizing democratic governance: “stateness, state administrative capacity, civil

8 Universal Declaration of Human Rights, which was proclaimed by the UN General Assembly in Paris on
10 December 1948 was a milestone document to set a common standard for all peoples and nations.
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society and socio-economic requisites.” Table 1 below illustrates the main
components of model of embedded liberal democracy.

Table 1. The Concept of Embedded Liberal Democracy

Socio-economic requisites

Civil society

State administrative capacity

Stateness
Civil rights Political rights

— Individual rights of protection of — Freedom of speech, the press,
life, freedom and property association, demonstration, petition

—P ion against ilegiti - Existence of private
arrest, exile, terror, torture or media besides public media
“"”SI'B,?::'"IE"e"hm nto — No politically motivated censorship

— Political parties

— Equal access o Electoral regime
the law and equal Uni 1 inclusi " "
treatment by the | ~ Universal inclusive active suffrage
faw — Universal, passive right to vote

(right to candidacy)

— Horizontal — Absence of
separation of — Correctly organized free and fair tutelary
powers elections powers and

— Independent reserved
authortyicounts, | ~ Elected representatives domains
authorized to — Democratic
execule judicial control over
review of legislative the military
(surveilance of and police
norms) and executive (surveillance
of bureaucracy) activity

Horizontal accountability Effective power to govern
— Monopadly of legitimate physical force/agreement about state territory
— Agreement about the demos and the rules of citizenship

— Usable bur y/f g
— Absence of corruption

— Presence of an active civil society

— Developed y —Pi tion of poverty

— Fair distribution of a) the malerial resources of society and
b) the cognitive resources of society, in particular the means of, and access to, education

Source: (Wetzel and Orbie, 2015:5)

As the main component of embedded liberal democracy, Wetzel and Orbie (2015)
puts electoral regime in the center. Yet, the scholars underline that right to vote is
crucial but there should be other political rights and liberties that make a political
regime liberal democracy such as freedom of speech, press freedom, the right to
association and so on. In addition, civil rights are also considered as crucial in this
framework as it is an important component of the rule of law, that is, to limit the
exercise of the state power, and the equality before the law. Another partial regime is
defined as horizontal accountability, which means that the actions of elected
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authorities are defined constitutionally and checked by autonomous institutions. The
last partial regime is effective power to govern, which implies that elected
representatives are subject to democratic accountability.

Furthermore, there are also external conditions illustrated in the periphery of the
partial regimes that shape the “environment that encompasses, enables, and stabilizes
the democratic regime” (Merkel, 2004:44). The first external factor that enables the
consolidation of democracy is stateness defined as “the ability of the state to pursue
the monopoly of legitimate physical force” and the “monopolistic control in a basic
military, legal and fiscal sense” (Wetzel and Orbie, 2015:7). The second external
condition is state administrative capacity, which implies that capable administration
including the component of good governance. The third one is the presence of civil
society, which is highly critical for democracy consolidation and the effectiveness of
EU’s bottom-up democracy promotion policies. Socio-economic context is another
external condition based on studies emphasizing the relationship between economic
development and the democracy (Ingelhart and Welzel, 2009).

According to the different emphasis on these partial regimes and conditions, Wetzel
and Orbie suggest that the EU has five different options of democracy promotion
agendas. These five options are titled as full agenda, broad agenda, narrow agenda,
shallow agenda, and empty agenda that are illustrated in the Figure 1 Each
conceptualization of agendas signifies that the EU focuses on different components
of embedded liberal democracy in its democracy promotion strategies. Nevertheless,
it should be underlined that, as the scholars did, the terms “narrow” or “shallow” do
not necessarily imply that such EU agendas are worse than the others. Rather, it
implies that EU ignores or does not prefer to focus on partial regimes in democracy
promotion agendas. For example, in some countries where democracy or at least
partial regimes of democracy is advanced such as in Brazil or in Israel, the EU prefers
to follow shallow agenda rather than broad agenda.

Figure 1. EU Democracy Promotion Agendas

Emphasis on
promoetion of partial

regimes of liberal

democracy Full agenda Broad agenda

(Type II) (Type )

Narrow agenda Shallow agenda

(Type il (Type IV)

Empty agenda 0

(Type V) Emphasis on
promotion of

context conditions

Source: (Wetzel and Orbie, 2015:9)

Among these five possible types of democracy promotion agendas, broad agenda
signifies the situation that the EU supports all partial regimes as well as external
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conditions mentioned above. The EU’s democracy promotion agendas toward
countries in its enlargement process are given as examples to this category, as shown
in the EU’s democracy promotion in Turkey and Croatia starting from the 1990s until
2011. Full agenda, on the other hand, indicates the agenda in which the EU promotes
all five partial regimes except the context conditions. The EU’s democracy promotion
in the Eastern enlargement is given as an example of liberal democracy promotion
strategy since most of Central and Eastern countries had the basic criteria of liberal
democracy when the EU had started to engage with them in the framework of
enlargement. (Ridder 2015: 71-84) The third possible type —narrow agenda (Type Il1)-
is “partial liberal democracy promotion” in which the EU focuses on some parts of
partial regimes by neglecting the others, for example ‘electoralism’. The fourth
possible type — shallow agenda (Type IV)- is defined as “external conditions
democracy promotion” or “output oriented” in which the EU pays an attention to the
improvement of external conditions while ignoring the partial regimes. Most of the
studies on different country cases show that the “default substance” of EU democracy
promotion is output oriented. The EU’s democracy promotion in Tunisia and Egypt
is given as an example of this type because the EU has focused on external conditions
such as state administrative capacity and socio-economic development rather than
partial regimes. (Reyneart, 2015:149-161) The last possible type — empty agenda
(Type V)- is when the EU has no democracy promotion activity either for the partial
regimes or for the context conditions. For example, some activities would not be
considered as democracy promotion even though the EU prefers to label those
activities as a part of its democracy promotion agenda. According to Wetzel and Orbie
(2015:2), the EU’s differentiated democracy promotion agenda among target states is
based on four factors: i) the differences in power between EU and a target country; ii)
EU internal institutional factors; iii) differences in the target countries’ domestic
contexts; iv) differences in the inter-organizational field in the third country.

As Wetzel and Orbie’s model of embedded liberal democracy proposes both eclectic
and comprehensive framework to understand and to compare different democracy
promotion agendas, this study chooses to use it as an analytical framework. Yet, this
model has certain limitations, which this study aims to overcome and fill the salient
gap in the EU democracy promotion literature. First of all, scholars using this model
have made a comparative analysis of 22 country cases and they have given a single
title of EU democracy promotion agenda toward these country pairs in that study.
However, there is one critical issue that should not be ignored: the EU democracy
promotion policies differ not only between countries but also within one country at
certain critical time periods (over time). One significant example is the EU’s
differentiated democracy promotion policies towards Tunisia before/after Arab
Spring period. Therefore, by refraining to give a single title to the EU democracy
promotion agenda toward a target state, this study tries to explore the timeframe in
which there have been certain changes in agendas. Second limitation is that these four
factors above that the scholars argue, are not capable enough to explain the substance
of EU democracy promotion agendas towards the country cases with similar power
asymmetries with the EU, similar domestic conditions, or in the same region.
Considering these limitations, this study proposes a new argument and a variable on
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this model. As the EU’s normative practices are tied in a complex way with the
interests of actors within and outside the EU system, the differentiated democracy
promotion agendas are not only dependent on the four factors above but also on the
presence of illiberal regional power. Thus, the main argument of this study is that
illiberal regional powers affect directly/indirectly the substance of EU’s democracy
promotion.

Based on this assumption, this proposes two interrelated hypotheses:

H1: The lower leverage that illiberal regional power has on the target country, the
more the EU uses broader democracy promotion agenda or vice versa the higher
leverage that illiberal regional power has on the target state, the less the EU uses
broader agenda (or more shallow agenda).

Dependency of target state on illiberal regional power may limit the EU’s actorness
or agency. Aid mechanism can be given as an example of similar logic. To what extent
that illiberal regional power’s leverage over target country is high, the EU’s
democracy promotion policies become as shallow. Because the EU tends towards
more shallow democracy promotion policies such as supporting or improving the
external conditions to facilitate the democracy consolidation in that region rather than
implicit political engagements/interventions in domestic politics of target states such
as observing elections.

Related to the first hypothesis, when the bilateral relations with target country and
illiberal regional power deteriorates and turns into the conflicts due to clash of
interests, the EU may benefit from political vacuum in the region since illiberal
regional power becomes opponent now and target state is open and dependent to all
EU incentives and support. Therefore, immediately after the conflicts between target
states and illiberal regional power, the EU uses broader democracy promotion
agendas.

H2: When the relations with target country and illiberal regional power deteriorates
and turns into the conflicts due to clash of interests, the EU uses broader democracy
promotion agenda toward the target state.

2. METHODOLOGY

To test these hypotheses above and to reveal trilateral role of target country, the EU
and the illiberal regional power in shaping the substance of EU democracy promotion
policies, this study has used qualitative research methods yet predominantly focusing
on content analysis as a methodological tool. Content analysis is a method designed
to identify, to interpret meaning from the data collected and to draw realistic
conclusions on it. Three key steps have been determined as a path of analysis. The
first step was to examine critical turning points in the domestic politics of each country
case i.e., Ukraine and Georgia, which have had certain imprints on their
democratization process. The main goal was to find out whether the local conditions
of target states shape the EU democracy promotion agendas. By using Bertelsmann
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Transformation Index (BTI) data, democracy situation of each case was determined
based on the path followed by Wetzel and Orbie (2015). Accordingly, the following
items and questions of BTI surveys have been used to assess the single components
of democracy.

. For ‘electoral regime’, the value of Q2.1,
. For ‘civil rights’, the value of Q3.4,
. For ‘political rights’, the average value of Q2.3 and Q2.4,
. For ‘horizontal accountability’, the average value of Q3.1 and Q3.2,
. For ‘effective power to govern’, the value of Q2.2,
0 For ‘stateness’, the average value of Q1.1 and Q1.2,

0 For ‘state capacity’, the average value of Q1.4 and Q15.3,
0 For “civil society’, the average value of Q5.2 and Q16.4,
0 For ‘socio-economic development’, the value of Q6.1

Based on the results of those questions above in BTI surveys, changes in values of
partial regimes and context conditions over time were gathered. These values are
important not only for the fact that indicates each state’s position in the democracy-
autocracy spectrum, but also for enabling to test the argument whether the EU
democracy promotion agendas is driven by local needs and deficiencies or not.

The second step was to examine bilateral relations of Ukraine and Georgia with
Russia. Here again, the main intention was to analyze how Russia as an illiberal
external actor affected both the internal and external affairs of these countries during
period under analysis. The last step was to analyze the relations of each country case
with the EU by specifically focusing on democracy promotion policies. In that part,
an exhaustive qualitative assessment of the EU’s democracy promotion policy by
focusing on key documents touching one or more parts of democracy promotion was
concluded. Content analysis of key treaties, EU Strategic Papers towards Ukraine and
Georgia since 1990s, Council Resolutions, Council’s and Commission’s Progress
Reports, relevant communications, reports from EP officials, EU official statements
as primary sources have been done with the support of qualitative data analysis
software programme called Nvivo. These documents were categorized yearly and
evaluated according to their focus on each component of embedded liberal
democracy. Firstly, values were assigned regarding the EU’s implementation
activities or declared objectives in those key documents analyzed in terms of each
component of embedded liberal democracy (partial regimes and external conditions)
on a scale ranging from ‘no or very minor attention’ (—), through ‘some’ (+) and
‘focused’ (++), to ‘major’ (+ + +) attention. Then, the general framework indicating
general tendencies over years in the substance of EU democracy promotion toward
one target state was created. These country-specific frameworks facilitate not only to
evaluate the differentiation of the EU democracy promotion toward a country over a
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time span but also to compare two cases and to understand the role of Russia for these
sharp changes in the EU democracy promotion policies.

In addition, news including critical statements of officials from both EU, target
country and Russian side during and post-events (Rose Revolution in Georgia, Orange
Revolution in Ukraine, August 2008 War between Georgia and Russia, Euromaidan
events and so on.) and EU Parliamentary debates were also analyzed. This research
was also supported by all indices such as Freedom House index, World Bank’s
Governance Indicators, BTI (Bertelsmann Transformation Index), the Organisations
for Security and Cooperation in Europe (OSCE), the Council of Europe (CoE) and
other indices used in democracy promotion literature. These indices informed us about
the specific features of domestic context such as socio-economic situation, the degree
of freedom as well as democracy (-non) in each country, the level of stability of
democratic institutions, rule of law and political participation. All these data enabled
to test the main argument of this study that EU follows democracy promotion agenda
depending on not the local needs and political will of the target country but rather the
changing leverage of illiberal regional power over the target country. The following
section discusses the main findings of this qualitative analysis.

3. RESULTS

This section is divided into two parts in which main findings for each country case is
shared.

3.1. The EU- Ukraine Relations: Between Norms-Values and Pragmatic Interests

As one of the EU’s largest and politically one of the most important direct neighbours,
relations with Ukraine have been pursued in a delicate balance. It is safe to assert two
facts on the EU-Ukraine relations: first, relations can be described as a pendulum,
which swings on each side of spectrum based on either norms and values or pragmatic
interests depending on the geopolitical realities; second, since the independence, the
EU- Ukraine relations have been dominated by the EU’s reluctance to offer Ukraine
a membership despite Ukrainian officials’ insistence on being a fully-fledged EU
member albeit varying degree from time to time. These two facts have certain
implications on each time-periods of democratization process in Ukraine. Indeed, both
Ukrainian domestic politics and relations with Russia have certain connection on these
two facts mentioned above. Domestic politics is mainly shaped by regional divisions
of national identification among Ukrainians depending on whether it is from the
Eastern or Western Ukraine and the voting pattern of Ukrainians during parliamentary
and presidential elections. Strikingly, during the political history since independence,
the election turnout in Ukraine symbolized the country divided between east and south
in favor of candidates with pro-Russian leanings and west in favor of liberal and
Western-oriented candidates. Thus, depending mainly on different foreign policy
perception of elected president, Ukraine- Russia relations have been shaped. This has
had implications on the relations with the EU, but more importantly on the EU
democracy promotion agendas.

11
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By conducting content analysis of all EU official documents regarding the democracy
promotion policies toward Ukraine mentioned in methodology section, this study
constitutes the general framework of EU democracy promotion agendas toward
Ukraine between the years 2007-2016, illustrated in Table 2 below.

Table 2. The EU’s Different Democracy Promotion Agendas Toward Ukraine
(2007-2016)
Years | Types of Democracy Promotion Agendas
2007 narrow agenda
2008 shallow agenda
2009 narrow agenda
2010 narrow agenda
2011 narrow agenda
2012 full agenda
2013 full agenda
2014 broad agenda
2015 narrow agenda
2016 narrow agenda
Source: Author compilation.

It is clear from the table that until 2012, the EU has applied narrow democracy
promotion agenda toward Ukraine except the year 2008. It is highly striking that in
2008, the EU has never referred the democracy promotion in all agreements with
Ukraine. Yet, all funding was allocated within the framework of ENPI Annual Action
Programme 2008 with the aim of removing technical barriers to trade between the EU
and Ukraine. What matters for this research is that the EU focused on improving state
administrative capacity but no other components of the liberal embedded democracy
model. The year of 2008 is also critical to grasp the potential impact of Russia on the
EU’s chosen democracy promotion models since Ukraine-Russia relations soured due
to Putin’s accusation that Ukraine supported Georgia through selling weapons during
Russo-Georgian War in August 2008. Tensions between Russia and Ukraine
increased gradually in the beginning of 2009 when Russia cut off all gas flows to
Ukraine due to the failure to reach an agreement on gas sales-purchase price. Yet,
before that, there is another important turning point at which the European
Commission submitted its proposal (COM(2008)823) for an “Eastern Partnership” on
3 December 2008, upon the request of the Extraordinary European Council of 1%
September 2008° to show the EU commitment in enhancing cooperation with its

° «7. The European Council notes with concern the impact which the current crisis is having on the whole
of the region. The European Union considers that it is more necessary than ever to support regional
cooperation and step up its relations with its eastern neighbors, in particular through its neighborhood
policy, the development of the "Black Sea Synergy" initiative and an "Eastern Partnership™ which the
European Council wishes to adopt in March 2009; to this end it invites the Commission to submit proposals
in December 2008.” European Union: The Council of European Union, Extraordinary European Council,
1 September 2008: Presidency Conclusions, Brussels 6" October 2008, available at:
https://www.consilium.europa.eu/ueDocs/cms_Data/docs/pressData/en/ec/102545.pdf
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“Eastern Partners”’® following the conflict in Georgia. This attempt is significant
because deterioration of relations between Russia and “Eastern Partners” has opened
a space for the EU to take an active stance and to implement its policies in the region
smoothly.

Starting from mid-2012, because the need for “differentiated” democracy promotion
approach came to light in the aftermath of Arab Spring, the EU has changed its
democracy promotion model toward Ukraine to the one, which focuses more on the
political rights, rule of law, good governance, and horizontal accountability. Domestic
conditions and defects at this period during Yanukovych presidency of 2010 such as
high level of corruption, declined press freedom, corrupted judicial system may have
an impact in shaping the EU’s democracy promotion policies. Yet, this does not
explain why the EU has changed its democracy promotion agenda considerably from
full agenda for the years 2012-2013 to broad agenda for the year of 2014.

In 2014, the EU has applied “broad democracy promotion agenda” by focusing on
both partial regimes and external conditions of liberal democracy. Public demands for
the EU values i.e., democracy, human rights, rule of law during Euromaidan events
may have triggered the EU to take pro-active stance in this manner.!* However, it is
not easy to directly link the transformation of democracy promotion policies from top-
down to bottom up to the domestic conditions since as indicated above, such
conditions remain more or less similar in these two country cases. Investigating the
role of Russia as an illiberal regional power on the changes in EU’s democracy
promotion models necessitates looking closer to another country case —Georgia-
which has very similar historical processes with similar domestic features such as
Soviet legacy, oligarchic groups, state-business links etc.

3.2 The EU-Georgia Relations: Standing Desire for the EU Membership

Until the end of 1990s, the EU had been reluctant to take an active role in the post-
Soviet region considered as Russia’s periphery as studies show that the EU had
pursued “Russia-first” policy due to special bilateral relations of some member states
with Russia. Over time, the EU faced with the necessity to transform its strategy and
to define a new framework in which the EU differentiated its tools and approaches
towards post-Soviet countries. Among these countries, some has chosen pro-
Western/pro-European foreign policy direction, some others followed pro-Russian
side with historical Soviet legacy. From Georgian side, it is apparent that Georgia has
always been striving to join the European Union since very first day of its
independence. Unlike the Ukrainian case, which indicates changes in foreign policy
direction depending on the incumbents in power, every government and ruling party

10 Armenia, Azerbaijan, Belarus, Georgia, Moldova and Ukraine.

11 For further information on Ukraine crisis and its consequences, please see: Ozcelik, Sezai and Soner
Karagiil (2015). “Ukraine Crisis and Turkey’s Policy toward Crimea”, in Karol Kujawa ve Valery Morkva
(eds.), 2014 Crisis in Ukraine: Perspectives, Reflections, International Reverberations, Poland: Aslan
Press., pp. 43-56.
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in Georgia have declared that integration into the EU -and also Western-oriented
security architecture- would be main priority of the country.

Not only Georgia’s standing pro-European / pro-Western foreign policy direction
since its independence but also its national self-identification as European dated back
12'"-13" centuries, has certain implications on the country’s relations with the EU and
Russia. The EU’s democracy promotion policies have also been shaped in accordance
with these domestic political, social and cultural conditions. Yet, it does not
necessarily mean that these policies have been solely determined according to these
local conditions. This study shows that as in the case of Ukraine, the EU’s democracy
promotion agendas have changed depending on Georgia’s relations with Russia and
changes in Russian leverage over Georgia. Table 3 below indicates the EU’s different
democracy promotion agendas toward Georgia yearly.

Table 3. The EU’s Different Democracy Promotion Agendas Toward Georgia
(2003 and 2016)

Years Types of Democracy Promotion Agendas
2003 shallow agenda
2004 broad agenda
2005 shallow agenda
2006 shallow agenda
2007 shallow agenda
2008 shallow agenda
2009 broad agenda
2010 broad agenda
2011 broad agenda
2012 shallow agenda
2013 narrow agenda
2014 full agenda
2015 full agenda
2016 broad agenda

Source: Author compilation.

As indicated in the table, there are three certain time periods in which the EU has
applied “broad democracy promotion agenda” toward Georgia: in 2004 immediately
after Rose Revolution, between 2009-2011, in 2016 (with increasing focus on partial
regimes of liberal democracy starting from 2014). In the aftermath of Rose Revolution
and with the inclusion of Georgia into the framework of the ENP, the scope of the
EU-Georgia relations has expanded, which in turn increased the EU’s leverage over
Georgian politics. The EU welcomed the non-violent political change after Rose
Revolution even there are some kind of criticisms over whether this revolution is
democratic or not started. At this critical time, the EU aimed to support the
strengthening of democratic institutions to consolidate emerging democratic steps of
Georgia. That’s why it is not surprising that the EU chose all-encompassing
democracy promotion agenda called “broad democracy promotion agenda”.
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The second turning point is the period between 2009-2011, which is emphasized
frequently as the situation of Georgia-Russia relations has affected the EU’s foreign
policies toward Georgia in terms of democracy promotion. Compatible with the
illiberal regional power hypothesis in the analysis, at the time periods when the
relations between Russia and Georgia deteriorated and turned into the conflict, the EU
has found enough space to intervene in Georgia via various democracy promotion
policies and tools. As assumed, security threats coming from Russian aggression in
the aftermath of August 2008 war, pushed the EU to take an active stance to control
its neighbourhood, which was possible through the EU’s normative power. As
indicated in Evaluation Final Report of European Union’s co-operation with Georgia
(2007-2013), the EU responded flexibly and at scale to the needs that arose in the
aftermath of August 2008 War (EU Commission, 2015). It is stated that the EU
adapted broader framework for relations with Georgia and focused much more on
political aspects of the ENP reform agenda related to the EU values, human rights,
conflict resolution and the rule of law along with sector specific cooperation such as
Public Finance Management (PFM), Criminal Justice and Agriculture and Regional
Development (EU Commission, 2015).

The third critical time is between 2014 and 2016, which starts with the Russian
annexation of Crimea and increased concerns over the Russian aggression in the
region. Another critical step taken by Russia is the signing of treaties with both
Abkhazia and South Ossetia in 2014 and 2015 to protect them from “Georgian
aggression”.> The September 2014 agreement on “Alliance and Strategic
Partnership” with Abkhazia and the March 2015 agreement on “Alliance and
Integration” with South Ossetia are important as they provided a comprehensive legal
framework of Russian military assistance and economic integration. As a response to
these attempts, the EU chose the way of integration with Georgia from all aspects.
The EU’s increased leverage over Georgia since 2014 can also be seen in the share of
EU assistance to Georgia in overall aid disbursements. The EU aid to Georgia since
2014 has increased considerably that surpassed the level of USA, which was the
second largest aid donor until that time.

4. DISCUSSION

This study has revealed that the EU has changed its democracy promotion agendas
towards Ukraine and Georgia at certain time periods at which relations between target
countries at stake and Russia has evolved into a positive or negative side. In
accordance with the main hypothesis of this research, the EU has implemented
broader democracy promotion agenda towards target state i.e., Ukraine/Georgia when
Russia as an illiberal regional power has had lower leverage, whereas it adopted
shallow democracy promotion agenda when Russia has had higher leverage over

12 This terminology is used by Russian side. "Russia-Abkhazia Agreement On Alliance And Strategic
Partnership Submitted To State Duma", President Of Russia, accessed 20 December 2020,
http://en.kremlin.ru/catalog/countries/XA/events/47288
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them. Figure 2 below presents the general picture of the evolution of EU democracy
promotion policies at critical turning points towards Ukraine and Georgia from the
EU side with its declared reasons and intentions for these changes. While the lower
side of the figure defines the specific democracy promotion agenda towards Ukraine
and Georgia, the upper side underlines the changes and critical turning points in
relations of Ukraine/Georgia with Russia.

Figure 2. Timeline of EU Democracy Promotion to Ukraine and Georgia (2004-
2016)

2003 Rose 2005-2008 2012 2014- 2016
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Source: Author compilation.

Starting from the introduction of ENP in 2004- coincided with Colour Revolutions
i.e., Rose Revolution in Georgia in 2003 and Orange Revolution in Ukraine in 2004,
this study has tried to analyze the EU democracy promotion policies towards Ukraine
and Georgia until 2016 when bilateral Deep and Comprehensive Free Trade Area
Agreements with the EU was ratified. As Figure 2 illustrated, between 2004 and 2016,
seven critical turning points in which the substance of EU democracy promotion
towards Ukraine/Georgia changed considerably, were propounded.

First turning point happens immediately after ‘Rose Revolution’ in Georgia in 2003,
‘Orange Revolution’ in Ukraine in 2004, when the EU’s interest over the region has
increased due to not only apparent public demands for democracy in those countries
but also the EU’s increased concerns for peace and security and need for taking more
active role in the region.

Second turning point is the period of the years 2005-2008 when Russia applied trade
embargoes on Georgian products for politically motivated reasons since Saakashvili’s
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pro-European foreign policy direction was regarded as threat for Russian interests in
the region. As numbers indicated, share of food products exports in total Georgian
manufactured exports was considerably high, which clearly manifests that any ban
over exports of food products could damage heavily Georgian economy. Indeed, data
showed that Russia had substantial economic and energy leverage over Georgia
during this period.*® Strikingly, in line with the hypothesis of this article, the EU
followed shallow democracy promotion agenda towards Georgia between 2005-2008
by only focusing on the improving context conditions of embedded liberal democracy.
Lack of membership perspective in the framework of relations with Georgia despite
consistent demands of Georgian political elites on this, hindered the EU leverage
against Russian leverage over the country.

Third and fourth critical turning points start with August 2008 War between Georgia
and Russia, which necessitated the EU take a more active role in the region. The EU
officials declared that the EU would offer not only political support to secure a
peaceful solution to the conflict in Georgia, but also economic support for
reconstruction and state-building. Therefore, the conflict between Georgia and Russia
paved the way for the EU to strengthen its presence on the ground through
comprehensive policy program. Indeed, during the post-war period, the EU applied
broad democracy promotion agenda toward Georgia with increased amount of
funding as in line with the hypothesis of this article. For Ukraine, on the other hand,
Russia used its energy leverage over the country between 2006 and 2009 through
increasing gas prices and cutting off the gas supply. In 2008, the relations between
Ukraine and Russia deteriorated due to Russia’s accusation that Ukraine supported
Georgia through selling weapons during Russo-Georgian War in August 2008.
Critically important, in such an environment and time period when Russian leverage
over Ukraine was high, the EU tried to increase its presence in Ukraine through
improving economic and trade relations not through democracy promotion. In that
era, the EU applied shallow democracy promotion agenda toward Ukraine, which also
supports the hypothesis of this study.

The fifth point refers the period when Georgia-Russia relations started to be
normalized following Georgia’s 2012 parliamentary elections, which brought the
Georgian Dream coalition to power. The normalization policy of new government
updated the trade relations with Russia. Indeed, Moscow’s decision to remove trade
ban Georgian products in the late 2012 not only made Russia again as one of the major
trade partners but also renewed and increased Russian leverage over Georgia. In line
with the hypothesis of this research, the EU applied shallow democracy promotion
agenda in Georgia in 2012 when Russian political and economic leverage over
Georgia was significantly high.

The sixth turning point is the period of Ukraine-Russia crisis and the annexation of
Crimea in 2014. As happened in Georgia-Russia war in August 2008, the EU

13 For further data on Russian leverage over Georgia, please see: Transparency International Georgia.
(2020). Georgia’s Economic Dependence On Russia: Trends And Threats. Retrieved from
https://transparency.ge/en/blog/georgias-economic-dependence-russia-trends-and-threats

17


https://transparency.ge/en/blog/georgias-economic-dependence-russia-trends-and-threats

18

Tugge YILDIZ

attempted to increase its presence on ground not only through mediatory efforts to
propose solutions for the crisis but also through huge amount of funding allocated to
Ukraine. Indeed, the EU officials declared that it offered the biggest support package
in the EU history. The crisis between Russia and Ukraine became an impetus for the
EU to speed up the strengthening the political association and economic integration
with Ukraine. As in line with the hypothesis of this research, the EU applied broad
democracy promotion agenda toward Ukraine in 2014 when the relations between
Ukraine and Russia were turned into the conflict.

The last turning point refers the new period of both countries with signing Association
Agreements with DCFTAs. This signifies the beginning of the period not only legal
approximation of countries to EU standards, rules and regulations but also increasing
EU presence in these countries. Through DFTASs, Russia’s place in Ukrainian and
Georgian market has been superseded by EU member states, which is key to decrease
Russian leverage over the countries at stake.

CONCLUSION

This article tries to analyze the EU’s differentiated democracy promotion policies
toward Ukraine and Georgia by specifically concentrating on the role of Russia as an
important illiberal regional power, who has leverage over the region. Strikingly, it
indicated that the substance of EU democracy promotion policies is shaped not only
by bilateral relations between target country and the EU itself but also by the presence
of illiberal regional power(s). To carry this one step further, it is safe to say that the
illiberal regional power(s) have a non-negligible impact on the effectiveness of EU
democracy promotion policies in target states. By sharing the views of Margrietus van
den Berg, rapporteur of European Parliament, that “responsibility for good
governance and effective aid is shared by the donor community and the developing
countries themselves; ‘it takes two to tango’,”** this study revealed that there is one
more player -illiberal regional power-, who shapes the conditions of scene, where
‘tango is played.’

Two conclusions can be drawn from this analysis. First, as a geopolitical motive, it is
clear that the EU has benefited from the political vacuum due to the crises between
Russia and Ukraine or Russia and Georgia and tried to fill this political vacuum via
democracy promotion policies. Since the EU is able to manifest its actorness abroad
through generally two ways i.e. either via economic and trade policies as being the
largest market or model of political reforms and democracy promotion policies with
its soft power, the EU has used both ways to strengthen its presence in these countries.
When Russian leverage over these states decreased due to clash of interests, the EU
chose to strengthen its presence through broader democracy promotion agendas with
increased funding and more meaningful “carrots” for Ukraine and Georgia. Second,

14 EU Parliamentary debates on “Aid effectiveness and corruption in developing countries,” 6 April 2006,
Strasbourg, Margietus van den Berg (European Parliament), available at:
https://www.europarl.europa.eu/sides/getDoc.do?pubRef=-//EP//TEXT+CRE+20060406+ITEM-
005+DOC+XML+V0/EN&language=EN&query=INTERV &detail=4-026
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as a normative motive, the EU implemented democracy promotion policies in order
to prevent the possible damage to the institutions of these countries at the stage of
democratization in the face of Russian aggression, democracy backsliding of these
countries and surely to avoid the negative consequences for the security and stability
in the EU.

One of limitations of this research, which needs to be considered is the difficulty to
put some EU policies and projects under the specific component of embedded liberal
democracy concept while constituting general framework of the substance of EU
democracy promotion within the model of embedded liberal democracy. In other
words, it is not easy to draw boundaries that determine the extent such EU policy
focuses on that specific component unless it is not indicated with emphasis as
determined and declared objective of that EU policy/programme. Thus, this study did
not consider those policies with no/very little focus on democracy promotion.

This study has contributed to existing knowledge in the EU democracy promotion
literature on many levels. First, on the empirical level, it has offered a comprehensive
mapping of the variation in EU democracy promotion agendas to Ukraine and Georgia
yearly/timely. This is significant in terms of revealing the changing of the EU
democracy promotion policies rather than putting one general label for democracy
promotion agenda toward case for the whole period analyzed as done in previous
studies. In other words, it underlines explicitly the fact that the EU’s democracy
promotion policies are not rigid and same over time. Second, it has provided a new
insight into the importance of geopolitics on the substance of the EU’s differentiated
democracy promotion agendas. It has departed from the previous studies, which have
focused only on the agencies of the EU with its member states and the target states in
determining the substance of EU democracy promotion policies. Rather, this study
has improved our understanding on the role of illiberal regional actors on the EU’s
way of conducting its democracy promotion agendas.

AB’NIN UKRAYNA VE GURCISTAN’DAKI DEMOKRASI TESVIiKi
POLITIKALARI: AB-RUSYA VELAYET SAVASLARI ONUNDEKIi
NORMATIF KILIF MI?

1. GIRIS

Bu caligma, Soguk Savas'in sona ermesiyle birlikte baslayan ve 2004 teki en biiyiik
genisleme dalgasinin etkisiyle degisim ve doniisiim geciren AB demokrasi tesviki
politikalarim1 Ukrayna ve Giircistan Ornekleri lizerinden incelemektedir. “Biiyiik
patlama genislemesi” olarak degerlendirilen bu dénemin sonrasinda, AB’nin yeni
siirlarmin istikrarsizhigin ve ¢atismalarin hakim oldugu sorunlu bdlgeye ¢ekilmesi,
normatif hedeflerle kurulan demokrasi tesviki politikalarinin merkezine giivenligi
alacak bir diizenlemeye ihtiyac1 ortaya ¢ikarmis ve akabinde AB, hedef'iilkelerin yerel
ihtiyaglarina ve ¢ikarlarma bagli olarak “lilkeye 6zel” (tailor-made) demokrasi
gelistirme politikalarint uygulamaya baslayacagini ilan etmistir. Ancak ampirik
kanitlar, AB'nin ayn1 bolgede ve ¢cok benzer ic siyasi, tarihi ve sosyal ge¢mislere sahip
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olan hedef iilkelere bile farkli demokrasi tesviki politikalar1 uyguladigini ortaya
koymustur. Dolayisiyla, bu makale su sorudan yola ¢ikarak ortaya ¢ikmistir: AB'in
demokrasi tegviki politikalari, ayni bolgede ve benzer i¢ kosullara sahip hedef tilkeler
icin neden farklilik gostermektedir?

2. YONTEM

Avrupa Birligi’nin farklilagsan demokrasi tegviki politikalarini anlamak, agiklamak ve
kiyaslayabilmek i¢in genis kapsamli ve eklektik bir yaklasim ortaya koyan modellere
ihtiya¢ vardir. Bu c¢aligma, bu modeller arasindan, Wetzel ve Orbie’nin (2015)
“yerlesik liberal demokrasi” modelini segmis ve modelin kendi igindeki eksikliklerini
yeni argiiman ve degiskenlerle desteklemistir. Model baslica, AB’nin sahip oldugu 5
farkli demokrasi tesviki politikasindan bahsetmekte ve bunlari a) tam (full) ajanda b)
genis (broad) ajanda, c) dar (narrow) ajanda d) s1g (shallow) ajanda ve e) bos (empty)
ajanda olarak tanimlamaktadir. AB’nin “yerlesik liberal demokrasi” kavraminda
siralanan farkli 6gelere (partial regimes and context conditions) yaptig1 vurgulara ve
atfettigi oneme gore bu 5 farkli politika programindan birini segtigini 6ne siirmektedir.
Bu secim yapilirken, hedef iilke ile AB arasindaki gii¢ asimetrisi, AB’nin kendi i¢
kurumsal siireci, hedef iilkelerin yerel baglamlarindaki farkliliklar ve iilkedeki
demokrasi tesviki politikalar: yiiriiten tiglincii aktorlerin varligr gibi faktérlerin etkili
oldugunu savunurlar.

Ancak modelin eksik kaldig1 iki temel husus bulunmaktadir. Bunlardan ilki,
aragtirmacilar sdz konusu iilke karsilastirmalarint yaparken arastirdiklar: yillar: genel
bir biitlin olarak ele alip AB’nin o iilkelere yonelik demokrasi tesviki politikalarimi tek
bir baslik altinda toplamislardir. Burada 6zellikle dikkat edilmesi gereken bir husus
vardir ki; AB’nin demokrasi tegviki politikalar1 sadece iilkeler arasinda degil, tek bir
tilke igerisinde belirli donemler arasinda da degisiklik gostermektedir. Buna en giizel
ornek, Arap Bahar1 dncesi ve sonrast donemde Tunus’a yonelik yiiriitiilen demokrasi
tesviki politikalarinda degisim/ doniisiimdiir. Tkincisi ise, bu modelin, iilkeler arasi
karsilagtirma yapildiginda, bahsettikleri faktorlerin esitligi durumunda, yani ig¢
faktorleri tamamen benzerlik gosteren iki hedef iilkeye uygulanan farkli demokrasi
tesviki politikalarini agiklamaya yeterli olmadigin1 géstermektedir.

Tiim bu eksiklikleri ve literatiirdeki farkli teorik yaklasimlar g6z Oniinde
bulundurularak, bu c¢aligma yeni bir argiiman ileri siirmektedir. AB’nin demokrasi
tesviki politikalar1 sadece hedef iilke ve AB’nin karsilikli ¢ikarlar1 baglaminda degil,
aynt zamanda bolgedeki liberal olmayan bolgesel giiciin etkisiyle agiklanabilir
varsayimindan hareketle birbiriyle iliskili iki hipotez ortaya koymaktadir. Bunlardan
ilki;

HI: Liberal olmayan bélgesel giiciin o hedef iilke iizerindeki etkisi/niifuzu ne kadar
yiiksek ve fazlaysa, AB'nin o hedef iilkeye yonelik uyguladigi demokrasi tesviki
politikalar: o kadar sigdwr (shallow agenda).
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Bunun olasi nedeni olarak, hedef iilkenin illiberal bolgesel giice olan bagimliligi,
AB’nin o iilkedeki aktorliigiinii (actorness) kisitlar. Buna yardim mekanizmalari da
ornek verilebilir. O bolge iizerinde liberal olmayan bir giiciin varlig1 aslinda AB’nin
politik manevra kabiliyetini kisitladig1 i¢in bolgesel giiciin etkisi ne kadar fazlaysa
AB’nin uyguladig1r demokrasi tesviki politikalar1 sig bir goriiniim alir. Clinkii AB
siyasi miidahalelerden ziyade, demokrasinin olusumunu ve yerlesmesini
kolaylastiracak dis faktorlerin vurgulandigi —6rnegin; sivil toplum orgiitlerinin
desteklenmesi gibi- politikalara yonelir.

Bununla ilintili olarak, hedef iilke ile bahsedilen liberal olmayan bdlgesel gii¢
arasindaki iliski catisma boyutuna doniisecek kadar gerildiginde ve kotiilestigi
donemlerde ise AB mevcut durumdan yararlanarak bolgedeki varligini niifuzunu
arttirmaya yonelik politikalarinin kapsamini da genisletir. Ciinkii bu donemlerde
liberal olmayan bolgesel gii¢ artik rakip konumundadir ve hedef iilke AB’nin verecegi
tiim tesviklere agiktir. Ikinci hipotez ise;

H?2: Hedefiilke ile liberal olmayan giiciin arasindaki iliskinin kotiilestigi ve ¢catismaya
dondiigii donemlerde, AB mevcut durumdan yararlanarak daha genis kapsamli
(broad) demokrasi tesviki politikalary izledigi beklenmektedir.

AB'nin demokrasi tesvik politikalar1 arasindaki farkliligin nedenlerini ortaya
¢ikarmak ve yukarda bahsedilen hipotezleri test etmek igin bu ¢alisma, post-Sovyet
cografyadan iki lilke 6rnegi segmistir: Ukrayna ve Gtircistan. Bu iilkelerin se¢iminde
iic temel neden bulunmaktadir. ilk olarak, AB'nin bu iilkelere yonelik demokrasi
tesviki  politikalar1  ayn1  ¢ercevede -“Dogu  Ortakligi’”  gergevesinde-
incelenebilmektedir. Diger bir deyisle, AB’nin demokrasi tesviki politikalarinda hem
Ukrayna hem de Giircistan igin ayni tesviklere -havuc¢ ve sopalara- araglara ve
hedeflere sahip oldugunu sdyleyebiliriz. ikincisi, Giircistan ve Ukrayna iizerinde
belirli bir etkisi olan en az bir giiglii liberal olmayan bélgesel gli¢ —Rusya— vardir. Son
olarak, her iki tilkede gerek tarihsel gegmisleri gerekse yerel durumlar ile oldukg¢a
benzerlik gostermektedir ki bu farklilasmanin yerel sebeplerden olmadigini ancak
liberal olmayan bolgesel giiciin etkisinin test edebilecegini saglamistir.

AB’nin bu iki tilkeye yonelik uyguladigi demokrasi tesviki politikalar1 igerik analizi
yontemiyle ve nitel veri analiz yazilimi destegiyle incelenmistir. Burada s6z konusu
olan veriler, temel anlasma metinleri, AB Stratejik Belgeleri, Konsey Kararlari,
Konsey ve Komisyon ilerleme Raporlari, ilgili yazismalar, AP yetkililerinden gelen
raporlar, AB resmi agiklamalar1 gibi birincil kaynaklardan toplanmaistir.

3. BULGULAR

Genel olarak, yerlesik liberal demokrasi modeli ¢ergevesinde AB demokrasi tesviki
politikalar1, Ukrayna ve Giircistan’in Rusya iliskilerinin olumlu ya da olumsuz yonde
gelistigi kritik donemlerde degisime ugramistir. 2004 ve 2016 yillar1 arasini kapsayan
bu ¢alisma Ukrayna/Giircistan'a yonelik AB demokrasi tesviki politikalarinin 6nemli

Olciide degistigi yedi kritik doniim noktasini ortaya koymustur.
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4. TARTISMA

Bu yedi kritik doniim noktasi, yukarida one siiriilen hipotezlerin dogrulugunu
destekler niteliktedir. Bunlardan ilki liberal olmayan bdlgesel giiciin hedef iilke
iizerindeki etkisinin azaldig1 donemlerde AB’nin daha kapsamli demokrasi tesviki
politikalar1 izler hipotezi dogrulanmistir. Ikinci olarak, liberal olmayan bolgesel giic
yani Rusya ile Ukrayna/Giircistan arasindaki iliskilerin bozuldugu ¢atismaya ve hatta
savaga dondiigii donemlerde AB mevcut catisma durumuna bazen arabuluculuk
rolityle miidahale etmesinin yani sira hedef iilke ile hem siyasi hem de ekonomik
entegrasyonu gelistirecek adimlar attigin1 ve ¢ok daha kapsamli demokrasi tesviki
politikalar1 izledigini sdéylemek miimkiindiir. Son olarak, AB’nin Giircistan ve
Ukrayna’ya yonelik yiiriittiigli demokrasi tesviki politikalarindaki farklilagsma,
Rusya’nin her ki iilke lizerinde farkli niifuza (leverage) sahip olmasina baglanabilir.

SONUC

Bu c¢alisma, AB'nin Ukrayna ve Giircistan'a yonelik farklilastirilmis demokrasi
gelistirme politikalar1 iizerinde liberal olmayan 6nemli bir bolgesel giic olarak
Rusya’nin etkisini analiz etmeye ¢alismaktadir. Carpict bir sekilde, AB demokrasi
tesviki politikalarinin 6ziiniin sadece hedef i{ilke ile AB arasindaki ikili iliskiler
tarafindan degil, ayn1 zamanda liberal olmayan bolgesel giiglerin varligi tarafindan da
sekillendigi ortaya konulmustur.
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Giiniimiizde kiiresel ve teknolojik degisimler nedeniyle is bicimleri ve is yapma sekilleri degisim
gostermektedir. Calisanlarin bu degisimlere olan tutumlar: igverenler agisindan énem arz
etmektedir. Is yasamimin geldigi noktada, ¢alisan ebeveynlerin artmasiyla ézel yasam ile is
yasami arasindaki dengenin onemi de artmaktadw. Caliganlarin ig-yasam dengelerini
kurabilmeleri yasamlarini kolaylagtirmaktadir. Orgiitlerin calisanlarin is yasam dengesini
korumak icin kullandiklart uygulamalardan biri esnek ¢alisma uygulamalar: olarak karsimiza
¢ctkmaktadir. Calisanlarm algilari, ihtiyaglar: ve beklentileri cercevesinde esnek calismaya
yonelik tutumlar degisiklik gostermektedir. Bu g¢alismamin amaci, calisanlarin is yasam
dengesi ve esnek ¢calisma uygulamalarina yonelik tutumlarinin motivasyon diizeylerine etkisini
arastirmaktiv. Bu kapsamda Ankara Biiyiiksehir Belediyesi ve bagh kurulusu EGO Genel
Miidiirliigiiniin merkez birimlerinde ¢alisan 543 kisiye anket uygulanmistir. Arastirmada
verilerin analizinde IBM SPSS Statistics 25 programindan faydalanilmistir. Ankette kullanilan
verilerin giivenilirlikleri test edilmis, faktor analizi yapilmigtir. Bagimsiz ve bagiml degiskenler
arasidaki iliskinin variigin tespit etmek amaciyla korelasyon analizi; etkilesimi dl¢mek
amacwyla regresyon analizi yapumistir. Arastirmada degiskenler ve demografik degiskenler
arasindaki farkliligin incelenmesi icin Anova ve T testleri uygulanmistir. Arastirmada esnek
calisma diizenlemelerine karsi tutum degiskeninin is yasam dengesi, is sorumlulugu ve diger
calisan tutumlari alt boyutlar: ile motivasyon degiskeninin i¢sel motivasyon ve dissal
motivasyon boyutlari arasinda anlamly farklhiliklar tespit edilmistir. Demografik degisken
analizlerinin sonuglarina gére de esnek ¢alismaya yonelik tutum ¢alisanlarin mezuniyet
diizeyleri, yaslari, ¢calisma siireleri, sahip olduklart ¢ocuk sayilar, ailelerine yeterli zaman
aywip ayiramadiklarina dair diisiincelerine gore farklilik géstermektedir. Motivasyon diizeyleri
ise ¢aliganlarin mezuniyet diizeyleri, calisma siireleri, ailelerine zaman ayirabildiklerine dair
diigtinceleri, istihdam sekilleri, ise baslama ve bitis saatlerini belirleyebilme, is yeri disinda
calisabilme haklarina gore farklilk gostermektedir.
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THE EFFECTS OF FLEXIBLE WORKING PRACTICES ON EMPLOYEES'
MOTIVATION DURING THE PANDEMIC PERIOD: THE SAMPLE OF
ANKARA METROPOLITAN MUNICIPALITY EMPLOYEES*

Abstract

Today, the ways of doing business are changing due to global and technological
changes. Employees' attitudes towards these changes are important for employers. At
the point of business life; With the increase in working parents, the importance of the
balance between private life and work life is also increasing. The ability of employees
to establish a work-life balance makes their lives easier. One of the practices used by
organizations to maintain work-life balance is flexible working practices. Employees'
attitudes towards flexible working may differ. The aim of this study is to investigate
the effects of employees' attitudes towards work-life balance and flexible working
practices on their motivation levels. In this context, a questionnaire was applied to
543 people working in the central units of Ankara Metropolitan Municipality and its
subsidiary EGO General Directorate. IBM SPSS Statistics 25 program was used in
the analysis of the data. The reliability of the data was tested and factor analysis was
performed. Correlation analysis to determine the existence of the relationship
between independent and dependent variables; Regression analysis was performed to
measure the interaction. Anova and T-tests were applied to examine the difference
between variables and demographic variables. In the research, between work-life
balance and motivation; Significant differences were found between the attitudes
towards flexible working arrangements, work-life balance, job responsibility and
other employee attitudes, and between the sub-dimensions of motivation. According
to the results of demographic variable analysis, the attitude towards flexible working
differs according to graduation level, age, working time, number of children they have
and whether they can spare enough time for their families. Motivation levels, on the
other hand, differ according to graduation level, working hours, ability to spare time
for their families, working styles, ability to determine starting and ending times, and
working styles. the right to work outside the workplace.

Keywords: Flexible Working, Work-Life Balance, Intrinsic Motivation, Extrinsic
Motivation, COVID’19

JEL Codes: D22, D23, J24, M12, 015

“Bu ¢alisma Arastirma ve Yayin Etigine uygun olarak hazirlanmistir.”

4 The Extended English Summary is located the end of the Article
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1. GIRiS

Giliniimiiz is diinyasinda ig-yagam dengesi ¢alisanin en fazla yakindiklar1 konularin
basinda gelmektedir. Tiirkiye’de 6zel sektor calisanlar1 daha fazla sikayetgi olsa da
kamu c¢alisanlar1 da artik daha fazla is yiikii, yiiksek performans beklentisi gibi
nedenlerle zamanlarinin bilyiik bir boliimiinii is yerlerinde gecirmektedirler. Tiim
diinyada salgina doniisen COVID’19 siireci, herkesi evden g¢alismaya yoneltmistir.
Hiikkiimetler farkli periyotlarda tiim vatandaslarin evden c¢ikmalarmi dahi
yasaklamigtir. Ayrica pek ¢ok kurum ve ¢aliganlar uzaktan calisma konusunda
hazirliksiz ~ yakalanmiglardir. Dolayisiyla is-yasam  dengesinin  saglanmast
zorlagsmistir. Acaba esnek ¢alismanin uygulaniyor olmasi ¢alisanlarin motivasyonunu
arttirmis midir? Calisanlarin esnek c¢aligma diizenlemelerine yaklasimlari nedir?
Pandemi siireci is yagam dengesini zorlastirmig midir? Bu ve benzer sorunlar {izerine
diigiinmenin Orgiitlerde hem karar vericilerin hem de calisanlarin islerini
kolaylagtiracagi diistiniilmektedir.

Son yillarda teknolojideki meydana gelen hizli degisim ¢alisanlarin uyum saglamasini
zaman zaman zorlastirmaktadir. Ustelik bir de COVID’19 salgminin yasanmast;
performansindan 6diin vermek istemeyen oOrgiitlerin is yasam dengesinin tiim
sorumlulugunu ¢alisanlarin tistiine yiiklemelerine neden olmustur (Austin-Egole vd.,
2020: 50). Pandemi’nin en 6nemli etkilerinden bir digeri, neredeyse tabu olarak
goriilen mesai algis1 ya da “calisgmanin sadece is yerinde olacagi” algisinin 2020
baharinda kirilmast olmusgtur (Rubin, 2020: 1). Bu zorunlu kirllma hiikiimetleri ve
isletmeleri koklii kararlara zorlamaktadir. {s ile 6zel yasam arasindaki kismen berrak
olan ¢izgiler gittikge bulanik hal almistir. Bir yandan ¢alisanlarin kisisel yasam ve is
yagsami arasinda denge kurmalar1 zorlasirken; diger yandan orgiitlerin bu sorunun
¢ozlimiine yonelik destekleyici yeni uygulamalar ve insan kaynaklari stratejileri
gelistirme ihtiyaglar1 dogmustur. Yeni uygulamalarla ¢alisanlarin motivasyonunun, is
verimi ve devammin arttigi ileri siiriilmektedir (Korkmaz ve Erdogan, 2014: 541-
542). Teknolojide yasanan gelismelerin yaninda, ¢alisma hayatinda insana verilen
degerin artmasiyla is-yasam dengesine etki eden faktorlerin 6nemi de artmistir (EKinci
ve Sabanci, 2021: 151). Calisma ortaminda hareketlilik, istikrarsiz is ortaminin
kuruluslar iizerinde olumsuz etkilere neden olmasi; c¢alisanlarin islerine karst
tutumlarinda meydana gelen doniisim gibi hi¢ bitmeyen bir degisim siireci
yagsanmaktadir (Sheppard, 2016: 25). Diizensiz calisma saatleri, rol c¢atismasi ve
belirsizligi, is yiikii ve vardiyali ¢alisma is ortaminda goriilen fiziksel etmenler;
¢aliganlarin sosyal yasam igin yeterli zaman ayiramamasi ve calisan sagliginin
bozulmasina neden olan is-yasam dengesizligi gibi ¢ok sayida faktor ¢alisan {izerinde
olumsuz etkiye neden olmaktadir (Korkmaz ve Erdogan, 2014: 541). Is-yasam
dengesine etki eden faktorler ise kisilerin sahip oldugu 6zellikler (egitim, cinsiyet ve
kariyer planlama) ve orgiitte stratejilerinden kaynaklanan (rol ¢catigmasi ve belirsizligi,
yonetime katilma ve sorumluluk, yonetim stili, is glivenligi, ¢alisma kosullari, is
yikii) faktorler seklinde incelenmektedir (Ekinci ve Sabanci, 2021: 154).
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Is yasami calisanlarin zamanlarinin énemli bir kismini harcadig1 vakit dilimi olarak
bu zamanin ¢alisanlarca istekli ve dengeli sekilde gegirilmesi, ortaya konan gabanin
kalitesine de 6nemli 6lgiide etki etmektedir (Kilig ve Keklik, 2012: 148). Bireysel ve
is ortaminda son yillarda yasanan asir1 rekabet ortami ekonomik, kiiltiirel ve sosyal
yapilarda kokli degisiklikleri beraberinde getirmistir. Diger yandan bireysel ve
oOrgiitsel bazi sorunlar1 da tetiklemistir. Bu durum ¢alisanlarin is ve yasam arasinda
denge kuramamasi sorununa neden olmaktadir (Korkmaz ve Erdogan, 2014: 544).

Orgiit yoneticileri genellikle is-yasam dengesini saglayabilmek, catisma ve stresi
yonetebilmek, ¢alisan refahini artirmak, kurum i¢i devamsizligi ve personel devir
oranlarni azaltmak igin esnek calisma uygulamalarina yonelmektedirler. Ancak
Pandemi déneminde kamu ¢alisanlarina yonelik bir arastirma sonuglar1 géstermistir
ki (Palumbo, 2020); c¢alisanlar agisindan her zaman olumlu sonuglarla
karsilagilmayabilmektedir. Esnek c¢alisma / evden ¢alisma bazen is yiikiini
artirabilecegi gibi ig-yasam dengesini bozup, 6zellikle is tutkunu kimselerde stres ve
tiilkenmeye de yol acabilmektedir. Ise yonelik motivasyonu azaltabilmektedir. Ciinkii
yeni stirecte ¢calisanlarin saglikla ilgili kaygi ve korkular1 artmistir (Erdirengelebi vd.,
2022: 271). S6z konusu degisimlerin is ve isyerlerine iliskin olumsuzluklar1 da
tetiklemis olabilir. Diger yandan orgiitler ¢alisanlar1 motive etmek i¢in farkli 6diil
stratejileri gelistirmekle birlikte calisanlarin motivasyonuna etki eden faktorleri
belirlemek i¢in siirekli arastirmalar yapmakta, programlar gelistirmektedirler. Yapilan
aragtirmalar c¢alisan motivasyonu iizerinde is-yasam dengesinin de dnemli bir yere
sahip oldugunu gostermektedir. Calisanlarin 6zel ve is yasaminda kendini
gelistirebilmeleri i¢in ihtiyag duyulan zamana sahip olabilmeleri; becerilerini,
verimliliklerini ve is-yasam Kkalitelerini arttirarak ~ orgtleri pozitif yonde
etkilemektedir.

Calisanlarin ig-yasam dengesi dostu adi1 altinda gerceklestirilen uygulamalardan olan
esnek calisma diizenlemelerinin; ¢alisanlarin kendi ¢alisma saatleri, isyeri diizenleri,
caligma sekillerinde s6z sahibi olabilmelerine, zamanlarm1 daha verimli
kullanabilmelerine olanak sagladigi varsayilmaktadir. Bu sayede ¢alisanlarin is rolleri
ile 0zel hayatlarindaki rolleri arasindaki catigmalar Onlenebilmekte, ¢alisanlarin
sagligi, motivasyonu, performans ve verimliligi (Avci ve Yavuz, 2020, s.39) olumlu
yonde etkilenebilmektedir. Dolayisiyla ¢alisanlarin  is  yasam dengelerinin
motivasyonlarina etkisi olabilecegi, bu etkide is-yasam dostu esnek c¢aligma
diizenlemelerinin motivasyonu olumlu yonde etkileyecegi diigiiniilmektedir.

Calismamizin ilerleyen kisimlarinda alana iliskin literatiir ¢ergevesinde esnek ¢aligma
diizenlemelerinin  olas1 sonuglar1 ortaya konulmaktadir. Esnek calismanin
motivasyonla iliskisine dikkat ¢ekilmekte ve pandemi siirecinde kamu ¢alisanlarinin
konuya iliskin tutumlar1 irdelenmektedir. Kamu kurumu olan Ankara Biiylisehir
Belediyesi ¢aliganlarina yonelik gorgiil arastirmadan elde edilen bulgular analiz
edilmektedir.
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1.1. Literatiir Taramasi
1.1.1. Esnek Calisma Diizenlemeleri

Giliniimiizde isletmelerin varliklarini siirdiirebilmeleri i¢in kiiresellesme, teknolojik
degisimler, ekonomideki dalgalanmalar, i¢ ve dis piyasalardaki rekabet artiglari,
yonetim alanindaki degisimler, is giiciinde meydana gelen degisimler, ig gorenin 6zel
yasamina dair algisindaki degisiklikler ve devletlerin degisen rolleri gibi degisim ve
gelismelere uyum saglamalari gerekmektedir. Bahsi gecen gelismeler calisma
hayatinda istthdam yapilarinda, tiretim sekillerinde, siirelerinde ve iiretim yerlerinde
degisimleri zorunlu kilmaktadir. Is diinyasinda tiim taraflarin cikarlarmi gdzeten
orgiitsel yapilar ortaya ¢ikmaktadir (Pettinger, 2002: 6). Klasik istihdam ve iiretim
sekillerinden uzaklasilarak ¢aligma hayatinda esneklikler saglanmaktadir (Dogrul ve
Tekeli, 2010: 13; Avci ve Yavuz, 2020: 39). Esneklik uygulamalari, 1970’ lerden beri
Amerika Birlesik Devletleri (ABD) basta olmak iizere batida farkli adlarla kargimiza
cikmaktadir.  2000’li yillara gelindiginde &zellikle Ingiltere’de is-yasam dengesi;
Avrupa Birligi iilkelerinde aile dostu politikalar kapsaminda; calisan iyi olusunu,
verimliligi, is tatminini artirmak i¢in hayata gecirilmistir (Kelliher ve Menezes, 2019:
12-13). Nitelikli eleman temini saglanirken, istthdam kolayligi ve is giici
piyasalarinda cinsiyet esitligi amaclanmaktadir. Esneklik, ¢evik isgiiciine gegis icin
bir asama olarak goriilmektedir (Cannon ve Elford, 2017). Isverenler verimliligi,
¢alisan memnuniyeti ve motivasyonunu artirmak i¢in esneklik diizenlemeleri
yapmaktadirlar (Williams, 2005: 7). Boylece devamsizlik ve personel devir
oranlarinin azalacags; orgiit itibarinin artacagi varsayilmaktadir.

Esnek ¢alisma, uzaktan calisma, sanal ofisler, sanal ¢alisma, sikistirllmis saatler,
alternatif ofis, alternatif ¢alisma stilleri, kademeli saatler, uzun araliklarla galisma,
alternatif igyeri, yar1 zamanlh ¢alisma, sanal isyeri, tele-calisma, ev-ofis uygulamalari
gibi agirlikli olarak “isin isgilere tasindigi” ¢alisma modellerini tanimlamak igin
kullanilmaktadir (Shipside, 2002: 7). Bu esneklik uygulamalari hem calisanlara hem
de igverenlere yardimct olmaktadir ¢linkii artik ¢calisma hayatindaki {iretim kalitesi ve
igverenlerin memnuniyeti gibi faktorler yeterli olmamaktadir. Bu yiizden dikkat
edilmesi gereken diger noktanin calisanlarm Is yasam dengeleri (IYD) oldugu
savunulmaktadir. isyerinde esnek ¢alisma diizenlemeleri bu dengenin saglanmasi icin
gerekli goriilmektedir (Dogrul ve Tekeli, 2010: 13). Esneklik uygulamalari ¢aliganlara
calisma yeri, sekilleri ve siiresi konularinda daha fazla 6zgiirlik ve kontrol
saglamaktadir (Mullins, 2007: 282).

Esnek caligsma diizenlemeleri, genel olarak, isin nerede, ne zaman, ne kadar ve nasil
yiriitiilecegi konusunda ¢aliganlarin bir miktar etkisinin oldugu herhangi bir ¢alisma
diizenlemesi olarak tanimlanmaktadir (Borgkvist, 2022: 231). Esnek g¢aligma, isin
yapisina ve niteligine gore hem mekan kullanimi hem de ¢alisma zamanlar1 agisindan,
toplu is s6zlesmeleri ve is hukuku diizenlemesi veya calisanlara yonelik igverenin
istegi cergevesinde farkl sekillerde diizenlenebilen esnek veya standart disi imkanlar
olarak tanimlanmaktadir (Dogan vd., 2015: 377).
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Calisanlar, esnek calisma uygulamalar1 kapsaminda, isverenle belirlemis olduklari
sozlesme ve protokole uygun olarak c¢alisma sartlarimi degisiklik gosteren
ihtiyaglarina gore diizenleyebilme hakkina sahip olduklari agik bir sistem igerisinde
calismaktadirlar. Ozetle, isci ve isveren karsilikl karar ¢ergevesinde, ¢alisma diizenini
var olan seklinden farkli olarak belirleyebilmektedir. Esnek c¢alisma modelleri
ekonomik ve teknolojik gelismeler ile ortaya ¢ikan gereksinimleri karsilarken, diger
yandan is yasam destegine de katki saglayabilmektedir (Dede ve Tiirkmen, 2019:
2021-2022).

Iscilerin calisma siiresi, yiikiimliiliikleri ve gorevleri, yasalar ve ydnetmeliklerle
belirlenmektedir. Yasalara gore, bir calisan haftalik 45 saatlik ¢alisma siiresini
doldurmakta zorunludur (4857 Is Kanunu, 63. Madde). Caligma hayatinda gegici is
iliskisi ve uzaktan galismay1 kapsayan giivenceli esneklik maddesi, 4857 Is Kanunu
7. madde Kanun No. 6715 ile degistirilerek 06.06.2016 tarihinde kabul edilmistir.
Kanunda, is hayati ile aile hayatinin uyumu esas alinmakta, dogum izni kullanmayz,
yar1 zamanli ¢aliganlar1 gercek bir is glivencesi altina alinmasi saglanmakta, kayit dist
olarak evlerde calisilan isler ile mevsimlik isler isttihdam ve sigortali glivencesi olan
islere doniismektedir (Koruca ve Bosgelmez, 2018: 33).

1970°1i yillardan bu yana diinyada hizla popiiler olan esnek ¢alisma, 6zel sektorle
birlikte kamu sektoriinde de uygulama alani bulan bir c¢aligma sekli haline
gelmektedir. Giiniimiizde, istatistiklere gére Avrupa’da ¢alisanlarin ¢ogunlugu (her 4
calisandan 3°i) belirli esnek calisma uygulamalarindan faydalanabilmektedir. Fakat
bu istatistik oranlari bolgelere gore farklilik gosterebilmektedir, 6rnegin oran
Yunanistan’da %50 iken, Hollanda ve Iskandinav iilkelerinde %90’lara kadar
¢ikabilmektedir (Avci ve Yavuz, 2020: 39). Esnek c¢alisma diizenlemelerinin en
yaygin Ornekleri arasinda esnek calisma saatleri sikistirilmis ¢aligma haftasi, yari
zamanli ve uzaktan ¢alisma bulunmaktadir (Yadav ve Sharma, 2021: 3).

Esnek Caliyma Saatleri

Esnek zamanli c¢alisma uygulamasi genellikle, igverenlerin belirledigi bir zaman
diliminde ¢alisanlarmn isyerlerinde bulunmalari sart1 sakli olarak ne zaman is gelip ne
zaman isten ayrilabileceklerine caligsanlarin karar verebildigi calisma seklini ifade
etmektedir (Avcit ve Yavuz, 2020: 41). Esnek ¢alisma saatleri saglayan kurumlar,
calisanlarin i aile dengesini kurmasinda yardimci olmaktadir, bu sayede ¢alisanin
moral ve motivasyonu artmakta kendini igine daha ait hissetmekte ve igyeri igin
verimli hale gelmektedir. Konuyla alakali yapilan arastirmalar gostermektedir ki
esnek ¢aligma saati uygulamalarinin orgiitlere maliyetinden ¢ok yarar1 vardir ve orgiit
icinde bu uygulamalara dair destekleyici bir kiiltiiriin olusmast biiyilk énem arz
etmektedir (Er Ulker, 2018: 41).

Kismu Siireli (Part Time) Calisma

4857 sayil is kanunu geregince, ¢aliganin normal haftalik ¢aligma siiresinin, tam
sureli diger ¢alisanlara gore daha az siire veya oranda ¢alisma sekli kismu stireli
caligma (part-time ¢aligma) olarak tanimlanmaktadir. Isyerinde tam siireli ¢calisanlarin

32



PANDEMI DONEMINDE ESNEK CALISMA UYGULAMALARININ CALISANLARIN
MOTIVASYONLARINA ETKIiLERI: ANKARA BUYUKSEHIR BELEDIYESI CALISANLARI
ORNEGI

2/3’1 kadar calisan kisi kismi siireli ¢aligma yapmis sayilmaktadir (Kérdeve ve
Aydintan, 2016: 33). Bu uygulamayla igveren, isgiici maliyetlerinden kazang
saglamaktadir (Ozgelik vd., 2018: 80). Calisanlar icin ise, calisma siirelerinin tam
zamanli ¢alisanlara gore daha kisa olmasi nedeniyle, kendilerine daha fazla zaman
kalmasina; bu da sosyal hayata dahil olmalarina, toplumdaki yerlerini bulmalarina,
ailelerine, giinliik islerine daha fazla zaman ayirmalarma olanak saglamaktadir
(Ceylan, 2011: 18).

Stkstirilmig Calisma Haftasi

Yogunlastirilirmis veya sikistirilmis ¢aligma haftast temelde giinliik c¢alisma
stirelerinin kanuni giinliik ¢alisma siirelerine gore asilarak, zorunlu haftalik ¢aligma
stiresinin 3-4 giin gibi daha az giine sikistirilmasi ve kalan giinlerin tatil veya izin gilinii
olarak kullanilmasi uygulamasina dayanmaktadir (Avcl ve Yavuz, 2020: 41). Bu
diizenlemelerin cogunlugu, 6zellikle 24 saat hizmet veren is yerlerinin, isin kesintisiz
olarak devam etmesi adia uyguladiklari politikalar arasinda yer almaktadir. Ayrica
bu uygulama ile isverenler, yerlesim alanlarindan uzakta olan isletmeler igin
devamsizhi1 en aza indirmeyi de amaglamaktadir (Ozgelik vd. 2018: 82). Calisanlar
acisindan ise, haftanin belli giinleri ise gitmek zorunlulugu olmayan calisanlar, kalan
giinlerini kesintisiz kullanabilmektedir. Diger yandan ise, ¢alisanlarin haftanin normal
sartlar altinda calismalar1 gereken giiniinii daha kisa bir zamana sigdirmak i¢in uzun
saatler ¢aligmalar1 yorgunluk, stres ve uykusuzluk gibi sorunlar dogurabilmektedir (Er
Ulker, 2018: 42).

Is Paylagim

Is paylasimi, tam giinde bitirilecek bir isin birkac ¢alisanin bir arada hareket ederek
giiniin belirli zamanlarinda yapilmasi ve bu is i¢in belirlenen ticretin ve sosyal haklarin
caliganlar arasinda paylasilmasim esas alan uygulamay: ifade etmektedir (Ceylan,
2011: 20). Is paylasimi sagladig1 esit sartlar sayesinde, ¢alisanin motivasyon ve
verimliligini arttirmaktadir. Ayrica tam siireli iglerle karsilastirildiginda is paylasimi,
deneyimli ve nitelikli ¢alisanlarin ¢aligtirilmasit nedeniyle daha enerjik ve yaratict
olmalarma da olanak saglamaktadir (Er Ulker 2018: 43).

Bu uygulama, ¢alisan devrini, olusabilecek devamsizligi ve ge¢ kalmalar1 6nleyen,
yapilan ise daha 6zenli davranmay1 gerektiren Ozelliklere sahip olmakla beraber,
calisanlar arasinda dayanigmay1 ve ig boliimiinii arttiran, nitelikli olmasina ragmen
tam giin calisamayan is gorenlerin calismasina imkan saglayan bir diizenlemedir. Is
paylasimi sayesinde orgiitler nitelikli oldugu halde tam giin ¢alisamayan ¢alisanlari
istthdam etme firsat1 bulmaktadir (Ceylan, 2011: 21).

Calisma Yerinde Esneklik

Uzaktan calisma (evden ¢aligma), ILO (International Labour Organization) nun
tanimina gore, bir Orgiit, igveren ya da arac1 igin ¢alisanin segtigi bir yerde, ¢ogunlukla
kendi ikametinde, igveren veya aracinin denetimi olmaksizin, karsilikli s6zlesme
geregince bir malin {iretilmesi veya malin saglanmasi olarak tanimlanmaktadir
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(Kordeve ve Aydintan, 2016: 32). Bir diger deyisle, ¢alisma yerinde esneklik
calisanlarin teknolojik araglar destegiyle yerine yapmalar1 gereken isi, is yeri
disindaki lokasyonlarda yapabilmesine olanak saglayan uygulamalar ifade
etmektedir. Evden ¢alisma sayesinde ¢aliganlar tam giinliik bir igi kendi hayat tarzlar1
ile uyumlu olacak sekilde yerine getirebilmektedirler. Bu diizenlemelerin is yerinden
uzakta iggoren calisanin denetlenmesi ve kontrolii olmamasi nedeniyle, isti ile
iletisimi ve olasi problemlerin ¢6ziilmesi gibi konularda sorun yaganabilmesi gibi
olumsuz taraflari var iken; ¢aligma diizeninin sagladig1 esneklik sayesinde kisilerin ig
yasam dengelerini daha kolay kurabilmeleri, zaman tasarrufu elde edebilmeleri gibi
olumlu taraflar1 da bulunmaktadir. Bununla birlikte isverenler de ¢alisanlar i¢in isyeri
ayarlama noktasinda tasarruf saglamakta ve is yerine gelemeyen nitelikli elemanlarla
calisma firsat1 yakalayabilmektedir (Ozgelik vd., 2018: 83).

Son otuz yilda bilgi ve iletisim teknolojilerindeki (BIT) ilerleme; kismen daha ucuz,
daha kullanici dostu bilgisayarlar ve genis bant internet araciligiyla daha iyi baglanti
nedeniyle is yeri disinda gorevlerin yerine getirilmesini olduk¢a kolaylastirmaktadir.
Bu tiir gelismeler sayesinde, evden calisma daha genis bir gorev yelpazesi igin
miimkiin hale gelmekte ve isverenin bu tiir diizenlemeleri saglamak i¢in katlandiklar1
maliyetler azalmaktadir. COVID’19 pandemisinden énce, ABD, Iskandinav ve Orta
Avrupa iilkeleri gibi bir¢cok gelismis ekonomide evden c¢aligma uygulamalari,
ozellikle yoneticiler gibi belirli ¢alisan gruplart arasinda biiyiik 6lgiide gelisme
saglamistir (Arntz vd. 2022: 2). COVID’19 pandemisinin getirmis oldugu sartlar ile
bundan sonra da degisimi hizlanan bu uygulamalarin geliserek miimkiin olan her
¢alisan grubunu kapsamasi beklenmektedir kanist yanlis olmayacaktir.

1.1.2. Motivasyon Kavrami

Motivasyon kelimesinin kokeni, Latince "movere" kelimesine dayanmaktadir ve
hareket etmek, hareketlendirme, bir sey yapmak icin harekete gegmek anlaminda
kullanilmaktadir (Khan ve Igbal, 2013:20; Nguyen, 2017: 10; Alan, 2006: 18).
Motivasyon bireysel ihtiyaglarin tatmininden dogan bireyin icinden gelen bir
diirtiidiir. Bireyi olumsuz ya da olumlu birtakim davraniglarda bulunmaya iter. Bazi
bireysel isteklere ulasmasi sonucunda memnuniyet hissi saglayan itici bir giictiir
(Kilig ve Keklik, 2012: 149). Motivasyonun literatiirde 140’tan fazla tanimi
bulunmaktadir. Orgiitsel agidan motivasyon: Calisanlari, yonetimin belirledigi
hedeflere yonelmeye iten ihtiyaglar ve arzular (Khan ve Igbal, 2013: 2-3; Aliasah vd.,
2020: 6), bireyin orgiit i¢indeki davraniginin yoniinii, sebat diizeyini ve harcadigi
cabanin seviyesini belirleyen psikolojik giigler (Nguyen, 2017: 11), calisanlarin
gorevlerini cosku ve istekle yerine getirmelerini saglayan biitiin diizenlemeler
(Bagdogan, 2015: 50) olarak tanimlayabiliriz. Bir bagka tanima gdre motivasyon,
insanin iginden gelen ve c¢evresel faktorlerden de etkilenerek insan davranisini
tetikleyerek onun gesitli sekillerde davranmasini saglayan giigler ya da giidiilerdir
(Gullu vd., 2018: 127). Motivasyon, calisanlarin ihtiyag ve beklentileri,
performanslari, davranislari, hedefleri hakkinda bilgi veren durumlar1 kapsamaktadir.
Motivasyon, ¢aliganin islerini yapabilmesi i¢in ihtiya¢ duydugu enerjinin ve ¢abanin
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ortaya ¢ikarilmasi; ¢alisanin gorevini beklenen nicelikte ve nitelikte yerine getirmesi
icin etkilenmesi siirecini ifade etmektedir (Aslan ve Dogan, 2020: 292).

Is motivasyonu: Isle ilgili davrams1 baslatmak, seklini, yoniinii, yogunlugunu ve
stiresini belirlemek igin bireyin hem iginde hem de digindan kaynakl bir dizi enerjik
gii¢ olarak tammlanmaktadir (Skudiene ve Auruskeviciene, 2012: 53; Schermerhorn,
2014: 314; Khalid ve Rathore, 2018: 98). Calisanlarin taahhiit ettikleri amaglara
ulagmak icin ayrilan kisisel kaynaklari ve hedefe yonelik diisiinceleri, ¢abalari ve
davraniglar1 diizenleyen psikolojik siiregler bulunmaktadir. Bunlar1 inceleyen ve
zaman iginde enerji saglayan, davranigsa yon veren ve siirdiiren gii¢, is motivasyonu
olarak tanmimlanmaktadir (Hawke, 2019: 10). Bu calismada orgiitler agisindan
motivasyonu (Robbins ve Judge, 2017: 247); caliganin 6rgiitsel amaglara ulagmak i¢in
gosterdigi cabanmn siirekliligi, yonii ve yogunlugundan olusan siiregler seklinde
tamimlayabiliriz.

Motivasyon Kuramlari

Motive olmak, bir sey yapmak icin harekete gegmek demektir. Bir amaca yonelik
giidillenmis veya harekete gegirilmis biri motive edilmis demektir (Ryan ve Deci,
2000: 54). Bilim insanlar1 bireyi harekete gegiren diirtiilerin neler oldugunu arastirmis
ve cesitli yaklasgimlar ileri siirmiislerdir. Orgiit davranis1 ve ydnetim literatiiriinde
motivasyona iligskin birden fazla yaklasim bulunmaktadir. Motivasyon kuramlari
genellikle kapsam ve siire¢ kuramlar1 olmak tizere iki guruba ayrilmaktadir. Burada
ayrintilarina fazla girilmeden kisaca hatirlatma yapilacaktir. Kapsam kuramlari
davranmigi harekete geciren ya da bireyi motive eden seyi tanimlamak igin
kullanilmaktadir. En bilinenleri arasinda; Herzberg'in ¢ift faktoér, Maslow'un ihtiyag
hiyerarsisi, McClelland'n basart ihtiyact ve Alderfer’in ERG yaklagimlar1 yer
almaktadir (Eren, 2012: 511-547; Jones ve George, 2019: 299-309; Kogel, 2020: 640).
Shermerhorn’a goére (2014: 315) ist diizey ihtiyag olan kendini gergeklestirme
ihtiyaci: Yaratici ve zorlu is kosullari, kararlara katilim, is esnekligi ve 6zerklikle
saglanabilmektedir. Kapsam kuramlar1 kigileri giidiileyen etmenleri arastirirken;
davranig tizerindeki etkileri ve isleyisiyle fazla ilgilenmezler. Oysa siire¢ kuramlari,
¢aliganlarm neden motive olduklarimi agiklamanin Gtesinde bireysel farkliliklarin
etkisine dikkat gekerler (Eren, 2012: 532). “Belirli davranislar1 gosteren bireyin ayni
davranig1 tekrarlamasi ya da tekrarlamamasi nasil saglanir?” sorusuna cevap ararlar
(Unur ve Akdag, 2010: 125). Calisanin diisiince ve kararlarinin motivasyona etkisini
aragtirirlar. Siire¢ teorileri arasinda; Adams'in esitlik kurami, VVroom'un beklenti
kurami, Skinner''n edimsel kosullandirma ve Locke’un ama¢ kuramlart
sayilabilmektedir (Asan, 2001: 226-236; Oktosatrio, 2018: 5-7; Khan ve Igbal, 2013:
21; Garipagaoglu-Ugur, 2020: 19).

Is motivasyonu ile ilgili en ¢ok iizerinde durulan kuramlardan birisi, kendi kaderini
tayin kuramidir (self-determination theory - SDT). SDT, digsal sosyal ve kiiltiirel
beklentileri tanimlarken, zihinsel enerjimizi bitiinlesik bir benlik duygusunu
gerceklestirmeye yogunlastirmaya yonelik igsel egilimimizi vurgulamakla
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iliskilendirilir. Igsel, dissal motivasyon bigimleri arasinda ayrim yapmaktadir.
Caliganlar igsel motivasyona sahip oldugunda isle ilgili faaliyetlere baslarlar ¢iinkii
bu faaliyetler dogasi geregi onlara zevkli ve tatmin edici gelmektedir, ¢aliganlar digsal
motivasyona sahip olduklarinda ise is ile ilgili faaliyetlere para ve/veya statii gibi
aracsal bir nedenden dolay1 baglamaktadirlar (Kotera, 2017: 233). Bu baglamda,
orgiitte calisan motivasyonuyla ilgili olarak, ¢alisanin parasal ve sosyal yarar saglama
¢abasiyla bireysel amaglari igin ¢alisip i¢sel yonden motive olabilecegi goriisii
ve/veya digsal giicler tarafindan motive edildigi goriisiine dayanan iki 6nemli kavram
icsel ve digsal motivasyon seklinde ifade edilmektedir (Kilic ve Keklik, 2012: 149).
Icsel ve digsal motivasyon birlikte calisanin toplam motivasyonunu belirlemektedir
(Colquitt vd., 2019: 167). Disgsal olanlar gérevin basarili olmasinin gostergesi olarak
terfi, ikramiye ve Ovgii biciminde bireyin disindaki degiskenler tarafindan
belirlenmektedir. Bir ise ilgi duyma veya keyif alma gibi kisinin isi yaparken duydugu
basar1 arzusu ise igsel agidan ¢alisani giidiilemektedir.

SDT ait olma, ozerklik ve yetkinlik ihtiyaglarinin insan deneyimi icin temel
olusturdugunu savunmaktadir (Leiter ve Maslach, 2017: 370). Calisanlarin
motivasyonu, dogalar1 geregi ve kuramsal a¢idan farkliliklar gosterebilmektedir ancak
baz1 ortak dzellikler tasimaktadir. Ornegin, motivasyonun igsel veya dissal (digsal)
faktorlerden kaynaklanabilecegi kabul edilmektedir. Yapilan caligmalar dissal
motivasyon araglarindan ziyade bireyin kendi (igsel) motivasyon araglarinin daha
etkili oldugunu gostermektedir (Nguyen, 2017: 26-27).

I¢sel ve Dissal Motivasyon

Motivasyon, genel olarak bireyin hareketlerinde i¢ ve dis gidiilerden kaynakl
eylemler olarak ayrilmaktadir. Bu ayrimi ilk olarak yapan olarak Frederick I.
Herzberg (1968), hijyen faktorler (dissal, sinifi gegme gibi) ve motivatorler (igsel,
ogrenme gibi) seklinde ifade etmistir. Digsal faktorler g¢alisan1 motive etmezken,
eksiklikleri motivasyonu diisiirebilir (Guillen, 2021: 7). Benzer sekilde igsel
faktorlerin yoklugu motivasyonu diisiiriirken varlig1 motivasyonu artirmaktadir. Icsel
motivasyon, bireyin kendi inisiyatifi altinda, kendi seg¢imlerine dayanarak harekete
gecmesi olarak tanimlanmaktadir. Dis talepler veya c¢esitli pekistiregler mevcut olsa
dahi bunlar igsel motivasyon sahibi bireyler i¢in belirgin olmamaktadir. SDT’ye gore,
igsel motivasyonun temelinde, temel psikolojik ihtiyaglardan biri olan &zerklik
ihtiyact bulunmaktadir. Bireyler kendi eylemlerinin baglaticisi oldugunu hissetme,
kendi davranigini i¢sel olarak diizenleme egilimindedirler (Salikhova vd. 2019: 42).
Omegin 6grenciler dersi gegmek gibi digsal bir motivasyon yerine; dersle ilgili,
heveslilerse, dikkatlerini ¢eken, zorlayici, ilging ve onlarin varligina deger bir sinif
ortam1 olduguna inaniyorlarsa motivasyonlar1 artacaktir.

Igsel motivasyon 6ziinde kisinin kendi iyiligi i¢in gerceklestirdigi davranisi ifade
etmektedir. Motivasyonun kaynagi davranis1 gerceklestirmekten olusmaktadir.
Caligmalar yoneticilerin gogunun igsel olarak motive oldugunu gostermektedir (Jones
ve George, 2019: 297). Isletmeleri rekabette avantaj saglanmasi, hedeflere ulasilmasi
sonucu elde edecekleri bagar1 duygusu gibi faktorler giidiilemektedir. Dahasi, zor ve
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ilging isler onlarin beceri ve yeteneklerini sergilemelerini olanakli kildigindan; igsel
diirtiilerini daha fazla artirabilmektedir. i¢sel motivasyonda, isin kendisi ¢alisani
motive ederken digsal motivasyonda cevre calisan1t motive etmektedir (Gullu vd.,
2018: 127-128). Caliganin ig¢sel motivasyonu, isin kendisini yapmaktan duyulan
memnuniyeti ifade eder (Nwagbara ve Akanji, 2012: 42). Digsal motivasyon ise
calisan1 daha iyi performans sergilemeye iten dis faktorlerden kaynaklanir.

Digsal motivasyon, bireyin harekete gegmesinin kendisinin disindaki nedenlerden
kaynaklanmaktadir. Belirlenen amaglara ulasmak icin dis kosullarin baskis1 ve/veya
zorlamasiyla bireyin harekete gegme mecburiyetini ifade eder (Salikhova vd. 2019:
42). Is yerinde dissal motivasyon; terfi, hizmet sozlesmesi, ¢alisma kosullari,
giivenlik, maas ve yan haklar gibi “maddi” ddiillerle ilgilidir. igsel motivasyon ise
kisinin yetenegini kullanma ve gelisme firsati, sorumluluk alma, meydan okuma,
basarma duygusu, takdir edilme, taninma, itibar kazanma gibi “psikolojik” ddiillerle
ilgilidir (Brooks, 2006: 60; Mullins, 2007: 251).

Digsal motivasyonun kaynagini davranigin kendisi degil sonuglar olusturur (Jones ve
George, 2019: 297). Digsal olarak motive edilmis davraniglara 6rnek olarak: Sattig
ara¢ basma komisyon alan satig elemanini, gelecegini giivence altina alan sigorta
diizenegine sahip bir memuru, kazandig1 davalarla yiiksek gelir ve statiiyle motive
olan avukatin durumunu verebiliriz. Bu ve benzer durumlarda insanlar maddi veya
sosyal Odiiller elde etmek yahut cezadan kaginmak igin davranis sergilerler. Digsal
motivasyon, terfi, ikramiye, takdir, is tesviki gibi ¢alisanin ¢evresinden gelen
ddiillerden motive olmayi ifade etmektedir (Gullu vd., 2018: 128). Dissal motivasyon,
¢aliganin yaptig1 ¢alismanin kendisinden baska bazi sonuglar (6rnegin, 6diil) elde
etme arzusundan kaynaklanmaktadir (Khan ve Igbal, 2013: 31). Digsal motivasyon,
dis odiiller, yarigmalar, cezalar ve diger faydalar gibi dig faktorler tarafindan
saglanmaktadir ve arzu edilen sonuglarin elde edildigini ve faaliyetlerin derecesini
gostermektedir (Nguyen, 2017: 12-13). Digsal motivasyon bireysel ¢ikarlar, is
motivasyonu ve arzu edilen sonuglar tarafindan yonlendirilen davraniglar arasindaki
iligkiyi ele almaktadir.

Dissal motivasyon ¢alisanlar iste tutmak, orgiite cekmek, terfiye tesvik etmek igin
gerekli goriilmektedir. Yapilan 6demeler, promosyonlar gibi ¢alisanlara verilen
odiillerle iliskilendirilmektedir (Aliasah vd., 2020: 7). Igsel motivasyonla
desteklendiginde daha olumlu ve kalici etkiler gosterebilecegi disiiniilmektedir
(Garipagaoglu-Ugur, 2020: 11; Ersar1 ve Naktiyok, 2012: 83). Digsal motivasyon,
davranigtan ayri olan parasal diiller gibi aragsal degerlerle olugturulmaktadir. (Khan
ve Igbal, 2013: 3). Kamu ¢alisanlar1 agsindan (Oktosatrio, 2018: 8) dzetlenecek olursa
digsal motivasyon araclari: Calisma kosullari, is sagligl ve glivenliginin temini, maas
ve diger odiiller, ¢alisma arkadaslar1 basta olmak {izere diger paydaslarla iligkiler
seklinde say1lmaktadir. Igsel motivasyon araglari ise is yerinden/isten tatmin duygusu,
basarma hissi, ise duyulan ilgi ve yiiklenen anlam olarak sayilmaktadir. igsel ve digsal
motivasyon hakkinda farkli gériisler olmakla birlikte ¢alisan memnuniyeti, is takdiri,
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terfi ve yiikselme, stres, ceza ve taninma, is giivenligi, ddiiller, ¢aligma ortami gibi
birgok igsel ve digsal faktore bagli olarak her ikisinin de ¢aliganlarin motivasyonunda
¢ok dnemli rolleri bulunmaktadir (Khan ve Igbal, 2013: 3).

Calisan motivasyonu belirli islerden, bireysel farkliliklardan, ¢alisma ortaminin gesitli
yonlerinden giiclii sekilde etkilenmektedir. Motivasyon, calisanin igine ve igyerindeki
belirli gorevlere karsi cesitli diizeylerde ortaya ¢ikmaktadir (Hawke, 2019: 13).
Yapilan calismalar, i¢sel motivasyon faktorlerinin calisanlar1 digsal motivasyon
faktorlerinden daha fazla motive ettigi goriilmektedir (Khan ve Igbal, 2013: 30-31).
Is-yasam dengesi galisanlarin yasadig1 deneyimlerin hassas bir kismini olusturmakta
ve is performansi digsal 6diillerden daha ¢ok i¢sel motivasyondan etkilenmektedir
(Ciufo, 2021: 4). Insanlar icsel olarak motive eden sey kisiyi hareket etmeye iten
davranis ve ¢iktidan elde edilen zevk, tatmin, ilgi, basari ve anlamlilik duygusu
olmaktadir (Oktosatrio, 2018: 4; Ersar1 ve Naktiyok, 2012: 83). I¢sel motivasyon, is
seciminde dikkate alinan bir etken olarak degerlendirilmektedir. Bu agidan
bakildiginda kamu ¢aliganlarinin toplum i¢in fayda saglayan bir pozisyonda galismay1
tercih ettikleri igin Gzel sektore gore maas gibi digsal faktorlerden daha az motive
olduklar1 sdylenebilmektedir. Calisanin i¢sel motivasyon ve performans seviyesinin
yiiksek olmas1 is memnuniyeti ve orgiitsel sadakat ile sonuclanmaktadir. igsel olarak
motive olan biri yaptig1 isi ondan saglayabilecegi 6diil i¢in degil isin zorlugu ve
sagladig1 haz i¢in yapmaktadir (Rani ve Desiana, 2019: 396).

Kisinin sorumluluk duygusu, basar1 giidiisii, deneyimlerinden elde ettigi kazanimlar,
amaglar ve rekabet i¢sel motivasyonla iligkilendirilmekte ve kisinin kendisi tarafindan
olusturuldugu ileri siiriilmektedir (Garipagaoglu-Ugur, 2020: 11-12). Icsel
motivasyonu etkileyen baglamsal faktorleri (psikolojik ihtiyaglarin, is i¢eriginin ve is
sektoriiniin ¢evresel destegi) tanimlamak, i¢sel motivasyon ve is-yasam dengesi
arasinda iliskiyi anlamay1 kolaylastirmaktadir. Diger yandan belli bir hedefe
yonelmek, para i¢in ¢alismak, yaklasan bir sinava hazirlanmak i¢in kitap okumak vb.
bir ¢alisani digsal olarak motive edilebilecek bazi davraniglarin; i¢sel motivasyonu
azaltabilecegi g6z ardi edilmemelidir (Khan ve Igbal, 2013: 31).

2. YONTEM

2.1. Arastirmanin Onemi

Sektdr ayirimi gozetilmeksizin tiim kurumlarinda g¢alisanlarin motivasyonu ve is
basaris1 dnem arzetmektedir. Yiiksek motivasyonlu personel isini sahiplenerek daha
verimli ¢aligmaktadir. Bu nedenle orgiitler ¢alisan1 motive etmek, performansini
arttirmak ve is yasam dengesi kurabilmesine yardimci olmak amaclariyla gesitli
yollara bagvurmaktadirlar. Son yillarda teknolojideki hizli degisim ve ozellike
COVID’19 pandemi déneminde ¢alisan performansimi arttirict bir faktdr olarak
goriilen esnek calisma uygulamalarinda biiyiik artis olmustur. Esnek c¢alisma,
¢alisanin 6zel yasamina daha fazla zaman ayirarak ig yasam dengesinin kurulmasinda
belirleyici olabilmektedir. Tiirkiye’de soz konusu dénemde bu alanda yapilan ilk
calismalardan biridir. Calisma 0zellikle COVID’19 doéneminde esnek calisma
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uygulayan bir kamu kurumunda yapilmasi ve ¢aligan motivasyonunu, “kamu hizmeti”
acisindan ele almasi yonleriyle literature katk: saglayacaktir.

2.2. Arastirma Modeli ve Hipotezlerin Gelistirilmesi

Gilintimiizde is aile yasam dengesi orgiitler, calisanlar, akademisyenler ve medya icin
ilgi odag1 olmaktadir. Kadm istthdaminin artmasi, ebeveynlerin aile yasamindaki
rollerinin artmasi gibi faktorler is aile yagam dengelerini degistirmektedir. Bunun
farkinda olan orgiitler rekabet edilebilirligini ve verimi arttirmak amacryla bazi
uygulamalar gelistirmek durumunda kalmaktadirlar. Esnek ¢alisma diizenlemelerinin
¢aligan olumlu tutum ve iyi oluslar1 sayesinde performansi artiracagi beklenmektedir.
Olumlu sonuglarmin aksine esnek ¢aligmanin, olumsuz sonuglarma iligkin
aragtirmalar da bulunmaktadir (Kelliher ve Menezes; 2019: 29-30). Hatta
akademisyenler ve yazilimcilar gibi islerinde daha fazla kontrole sahip calisanlarin,
daha ¢ok ¢aligtiklar1 gibi bir paradokstan s6z edilmektedir (Chung, 2022: 1).
Motivasyonu artan ¢aliganlar daha fazla saat calisabilmekte ancak motive olan
calisanlar her zaman basarili olamayabilmektedir bu sebeple egitim, yetenek ve
becerilerle desteklenmeleri gerekmektedir (Walston ve Johnson, 2022: 140).
Olusturulan model bu ¢ergevede degerlendirilmelidir. Literatiirde, yaklasik elli yildir
galisilan ancak pratikte son yillarda popiilerlik kazanan esnek ¢alisma bu uygulamalar
arasinda yer almakta ve galisanlarin rol ¢atigmasi yasamasini azaltmayi, motivasyon
ve mutluluklarini arttirmay1 hedeflemektedir. Bu arastirmanin amaci, herhangi bir
Onyargi sahibi olmadan; ¢alisanlarin esnek c¢alisma uygulamalarina yonelik
tutumlarinin - motivasyonlarint  etkileyip etkilemedigini (etkiliyorsa yoniinii)
saptamaktir. Bu dogrultuda kurulan arastirma modeli agagida yer almaktadir.

Sekil 1. Arastirmanin Modeli

Esnek Calismaya
Yonelik Tutum

Motivasyon

e (| H:
% Is-Yasam Dengesi *Icsel Motvasyon

. ]
* Is Sorumlulugu

= Diger Calisanlarin

Tutumlary

% Dissal Motivasyon

Aragtirmanin konusunu esnek ¢alismaya yonelik tutumun motivasyona etkisi
olusturmaktadir. Bu kapsamda temel hipotez ‘Caligsanlarin esnek caligmaya yonelik
tutumlarinin motivasyona etkisi bulunmaktadir’ seklindedir. Bu ¢ercevede modele
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gore bagimsiz ve bagimli degiskenlerin alt boyutlar1 arasindaki iligkinin test edilmesi
amaciyla hipotezler olusturulmustur.

Hi: Esnek ¢alisma yonelik tutum ile ¢alisanlarin motivasyonu arasinda anlaml iligki
vardir.

Hi: Is yasam dengesi, icsel motivasyonu etkilemektedir.

Hy: Is sorumlulugu, igsel motivasyonu etkilemektedir.

Hs: Diger ¢alisanlarin tutumlari igsel motivasyonu etkilemektedir.

Hg: Is yasam dengesi, digsal motivasyonu etkilemektedir.

Hs: Is sorumlulugu, dissal motivasyonu etkilemektedir.

He: Diger ¢aligsanlarin tutumlari, digsal motivasyonu etkilemektedir.

2.3. Veri Toplama Araci

Caligsanlarin esnek calisma uygulamalarina yonelik tutumlarinin motivasyonlarina
etkisinin belirlenmesi amaciyla yapilan aragtirmada veriler anket teknigiyle elde
edilmistir. Kullanilan anket 3 boliimden olusmaktadir, bunlar; katilimcilarin
demografik 6zellikleri ve ¢alisma diizenleri ile ilgili sorular, esnek ¢alismaya yonelik
tutum dlgegi ve motivasyon dlgegidir. Bu boliimlerden esnek calismaya yonelik tutum
ve motivasyon 6lgek boliimleri 5°1i likert 6lgegi teknigiyle olusmaktadir.

Anketin ilk boliimii katilimcilarin esnek c¢alisma diizenlemelerine ve demografik
bilgilerine dair sorular bulunmaktadir. Esnek ¢aligmaya yonelik tutum 6lcegi, Albion
(2004)’un c¢alismasindaki orijinal Olgege ulasilmig, Tirkce’ye c¢evrilerek
kullanilmstir. Olgek; is yasam dengesi, is sorumlulugu ve diger calisanlarin tutumlar
olmak iizere 3 boyuttan ve 12 ifadeden olusmaktadir.

Motivasyon 0lgegi, Mottaz (1985)'m “motivasyon &lgegi”, Sener (2021)’in
¢aligmasindaki sekliyle kullanilmistir. Olgek; i¢sel ve digsal motivasyon olmak iizere
iki boyut ve 24 ifadeden olugmaktadir.

2.4. Evren ve Orneklem

Arastirma kapsaminda kamu c¢alisanlari aragtirmanin evrenini olusturmaktadir.
Arastirmanin drneklemini Ankara Biiyiiksehir Belediyesi ve bagl kurulusu EGO
Genel Midiirliigiiniin merkez birimlerinde ¢alisan personelleri olusturmaktadir.
Katilimeilar olasilikli olmayan tekniklerden kolayda drnekleme teknigiyle segilmis,
anket formlar1 merkez birimlerinde online ve yiiz yiize olarak uygulanmstir.

2.5. Kullamilan Veri Analiz Teknikleri

Aragtirmada katilimcilardan 130°u ¢evrimici, 413’°si yiiz yilize olmak {iizere 543
kullanilabilir anket formu elde edilmistir. Yapilan u¢ deger analizi sonucu 1 anket
aragtirma kapsamindan ¢ikarilmigtir. Kalan 542 anket verisine giivenilirlik ve faktor
analizleri uygulanmistir. Degiskenler arasindaki iligkinin varligi ve yoOniiniin tespit
edilmesi amaciyla korelasyon ve regresyon analizleri yapilmistir. Verilerin analizi
icin IBM SPSS Statistics 25 kullanilmistir.
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3. BULGULAR
3.1. Katihmeilarin Demografik Ozellikleri
Tablo 1. Demografik Degiskenler Frekans Analizi
Degisken Frek"’zﬂ; Yiizde (%)
i 188 34,7
Cinsiyet
Erkek 354 65,3
IIk6gretim 31 57
Lise 94 17,3
Mezuniyet Duzeyl (")nlisans 98 18,1
Lisans 247 45,6
Lisansiistii 72 13,3
18-25 34 6,3
26-33 155 28,6
Yas 34-41 180 33,2
42-49 92 17,0
50 ve iizeri 81 14,9
= 378 69,7
Medeni Durum K
Bekar 163 30,1
1-5 193 35,7
6-10 109 20,2
Toplam Calisma 11-15 123 22,8
Siiresi
16-20 18 3,3
21 ve iizeri 97 18,0
Yok 224 41,3
1 119 22,0
Cocuk Sayist 2 147 27,1
3 33 6,1
4 ve iizeri 19 3,5
Evet 245 45,2
Aileye Zaman Ayirma Hayir 71 131
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Kismen 226 41,7
Tam giin calisma 474 87,5
Vardiyah calisma 64 11,8
Calisma Sekli E:l:;;rtll;ne 3 ,6
;(;lsl;lma siireli 1 2
Memur 312 57,6
. Sozlesmeli 104 19,2
Istihdam Sekli Sirket calisam 121 22,3
Gegici isci 5 9

Arastirmaya katilim saglayan calisanlarin 354’ erkek caliganlar ve 188’i kadin
calisanlardan olusmaktadir. Katilimcilarin  yaklagik %70°1 evli ¢aliganlardan
olugmaktadir. Frekans dagilimi tablosunda goriildiigii tizere katilimcilarin %45,6’s1
¢ogunluk ile lisans mezuniyet diizeyindedir ve %35,7 oran ile 193 katilime1 1-5 yil
arasi ¢alisma siiresine sahiptir. Katilimcilarin %87,5 oran ile biiyiik ¢ogunlugu tam
glin calisma seklinde ¢aligmaktadir ve %57,6’sinin  istihdam sekli memur
kategorisinde yer almaktadir.

Katilimcilara yonlendirilen ‘esnek c¢aligmadan faydalandiniz mi?’ ifadesine ise,
%83’iniin faydalandigi %17’sinin ise faydalanmadigi goriilmektedir. Bunlarla
birlikte ¢alisma diizenlerine iligkin sorulan diger sorulardan galisanlarin ise baglama
ve bitis saatlerine karar verebilmelerine iliskin soruya katilimcilarin %10’u
belirleyebildigini, yaklagik %60’1 belirlemek istedigini ancak belirleyemedigini,
%30’u ise belirlemek istemediklerini ifade etmistir. Katilimeilarin ‘Haftanin belirli
giinleri ya da her giinii isyeri disindan calisabiliyor musunuz?’ sorusuna %9’u
calismadigini, %50’si ¢aligmayi istedigi halde calisamadigini, %42’si ise ¢alismak
istemediklerini ifade etmislerdir. Arastirmaya katilan ¢alisanlarin unvan dagilimlar
ise %23 ile cogunlugun memur ve %19’u ise sirket personelinden olustugu
goriilmektedir.

3.2. Giivenilirlik ve Faktor Analizine iliskin Bulgular

Esnek calismaya yonelik tutum ve motivasyon degiskenlerine ait veriler 6lgeklerin
yapi1 gegerliliginin saglanmasi1 amaciyla agiklayici faktor analizine tabi tutulmus ve
varimaks dondiirme teknigi uygulanmistir. Temel Dbilesenler analizinde
gerceklestirilen Kaiser-Meyer-Olkin (KMO) testleri ve Barlett testlerine iliskin
bulgular ile lgeklerin genel i¢ tutarlilik katsayilar1 (Cronbach’s Alpha degerleri)
Tablo 2.’de verilmektedir. KMO degerleri 6rneklemin faktor analizi i¢in yeterli
oldugunu; Barlett testi sonuglar1 ise verilerin normal dagilima sahip oldugunu
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gostermektedir. Analiz sonucunda anketi olusturan 6l¢eklerin giivenilir olduklari
sonucuna varilmistir.

Tablo 2. Olgeklerin KMO, Barlett ve Giivenilirlik Test Degerleri

Genel I¢
Olcekler KMO Barlett Barlett Tutarlihk
¢ Degerleri Degerleri Anlamhhik Cronbach’s
Alpha
Esnek Calismaya
Yénelik Tutum ,768 2062,085 ,000 ,733
Motivasyon ,881 3059,917 ,000 ,862

Esnek galigmaya yonelik tutum 6lgegine varimaks dondiirme kullanilarak uygulanan
aciklayic1 faktor analizi sonucunda 6z degeri 1°den biiyiik U¢ farkli boyut elde
edilmistir. Analizde anlamca olumsuz olan 2,3,4,9,10,11,12. maddeler tersten
kodlanarak analize dahil edilmistir. Birinci boyuta ‘is yasam dengesi’ denilmis ve
faktor yiikii 0,50 nin altinda kalan 1 soru 6l¢ek kapsamindan ¢ikarilmistir. Elde edilen
ikinci boyuta ‘is sorumlulugu’ denilmis olup faktor yiiklerinin 0,50 nin altinda kalan
ifade yer almamaktadir. Uciincii faktére ‘diger calisanlarin tutumu’ denilmis olup
0,50’nin altinda kalan ifade yer almamaktadir. Albion (2004)’iin ¢caligmasinda oldugu
gibi dordiincii boyut olan ‘maliyetler’ boyutu ifadelerinin faktdr yiikleri 0,50 nin
altinda kalan 2 ifade c¢ikarilarak boyut 6lgcek kapsamindan cikarilmigtir. Analiz
sonucunda s6z konusu ii¢ boyut, toplam varyansin %73, 756’sim1 agiklamaktadir.
Boyutlarin agikladig1 varyans oranlari sirasiyla; is yasam dengesi boyutu 33,101, is
sorumlulugu boyutu 18,501 ve diger c¢alisanlarin tutumu boyutu 22,154’tiir. So6z
konusu boyutlarin ifadeleri ve faktor yiikleri Tablo 3.’te goriilmektedir.

Tablo 3. Esnek calismaya yonelik tutum 6lcegi dondiiriilmiis faktor yiikleri

. Iy i Diger
Ifadeler Yasam § Calisan
. Sorum.
Dengesi Tutumlar

5. Daha esnek saatlerde ¢alismak ailevi
sorumluluklarimi yerine getirebilmem igin
gereklidir. ,823

6. Esnek ¢alisma diizenlemeleri ig disindaki 15
ilgi ve sorumluluklarimi yerine getirebilmem
icin gereklidir. ,893

7. Esnek ¢calisma diizenlemeleri ig yiikii ve
sorumluluklardaki degiskenligi yonetebilmem

icin gereklidir. ,890
8. Esnek ¢alisma diizenlemeleri igyerinde isime
daha iyi konsantre olmami saglar. ,802
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3. Esnek ¢alisma segenekleri igyeri ile irtibatimi
kaybetme hissi yarattigi igin bana uymaz.

11. Esnek ¢calisma diizenlemelerini kullanan
insanlar is rollerine genellikle daha az bagh
olurlar.

12. Esnek ¢alisma diizenlemelerini kullanan
insanlar personel toplantilari, egitim seanslar
vb. gibi onemli olaylart kagurirlar.

9. Isyerindeki yoneticiler esnek ¢alisma
diizenlemelerinden yararlanan insanlara
olumsuz tepki gdsterirler.

10. Isyerindeki calisanlarin esnek ¢alisma
diizenlemelerinden yararlanan insanlara
olumsuz tepki gosterirler.

,751

,803

,811

,913

,881

Aciklanan Varyans

33,101 1

8,501 22,154

Motivasyon Gl¢egine varimaks dondiirme kullanilarak uygulanan agiklayici faktor
analizi sonucunda 6z degeri 1°den biiyiik iki farkli boyut elde edilmistir. Birinci boyut
‘i¢csel motivasyon’ denilmistir ve boyuta ait 9 ifadenin de 0,50’nin iizerinde oldugu
tespit edilmistir. Tkinci boyuta ‘dissal motivasyon’ denilmis, faktdr yiikii 0,50’nin
altinda kalan 10 ifade analiz kapsamindan ¢ikarilmis olup 5 ifadeden olusmaktadir.
Analiz sonucunda s6z konusu iki boyut; ig¢sel motivasyon boyutunun agikladigi
varyans orani 31,777 ve digsal motivasyon boyutunun agikladig: varyans orani 21,620
olmak tizere iki boyut toplam varyansin %53,397’sini agiklamaktadir. Motivasyon
Olceginin ifade ve faktor yiikleri Tablo 4.’te goriilmektedir.

Tablo 4. Motivasyon él¢eginin dondiiriilmiis faktor yiikleri

Ifadeler

I¢sel Dugsal
Motivasyon Motivasyon

1. Yaptigim iste basarilyyim.

. Yaptigim isle ilgili sorumluluga sahibim.

3. Calisma arkadaslarim ¢alismalarimdan dolay:
beni takdir ederler.

4. Yaptigim isin yapilmaya deger bir is olduguna
inantyorum.

5. Isimi tam anlamiyla yapabilecek yetkiye sahip
olduguma inanryorum.

6. Yaptigim isin saygin olduguna inantyorum.

7. Kendimi kurumun énemli bir ¢alisant olarak
goriiyorum.

N

8. Yaptigim isle ilgili bir konuda karar verme hakkina

sahibim.

9. Yéneticilerim ¢calismalarimdan dolayt her zaman

beni takdir ederler.
16. Calismakta oldugum kurumun ileride su anki
durumundan daha iyi olacagina inanyorum.
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18. Kariyer basamaklart herkes i¢in ayni kosullara 713
sahiptir. !

19. Yoneticilerim ¢alisma arkadaslarimla veya
miisterilerle olan anlasmaziiklarimi cozmede ,648
yardimct olurlar.

20. Kurumumda elde ettigim deneyim ve basarilara 666
karsilik ¢esitli odiiller verilir. !

21. Yéneticiler tiim ¢aliganlara ayni davraniriar, 791
personel kayirmazlar. '

Aciklanan Varyans 31,777 21,620

Faktor analizi sonucunda esnek ¢alismaya yonelik tutum ve motivasyon 6lceklerinin
teoriye uygun bir yapiy1 6l¢tiigii ve yapi gegerliligine sahip oldugu ifade edilebilir.

3.3. Korelasyon Analizine iliskin Bulgular

Arastirmaya katilim saglayan calisanlarin esnek caligmaya yonelik tutumlarinin
motivasyon diizeylerindeki etkisinin belirlenmesi amaciyla yapilan arastirmada,
esnek caligmaya yonelik tutum degiskenin boyutlari is yasam dengesi, i sorumlulugu
ve diger ¢aliganlarin tutumlari ile motivasyon degiskeninin i¢sel motivasyon ve digsal
motivasyon boyutlari arasindaki iliskilerin belirlenmesi amaciyla korelasyon analizi
yapilmigtir.

3

Korelasyon analizi sonucunda hesaplanan korelasyon kat sayist ‘v’ ile
gosterilmektedir ve -1 ile +1 arasi degerler almaktadir. Katsaymin +1 olmasi iki
degisken arasinda miikemmel bir dogrusal iliskinin oldugu; -1 olmasi iki degisken
arasinda mikemmel bir dogrusal ancak ters yonlii bir iliskinin oldugunu
gostermektedir (Coskun vd. 2019: 260). Korelasyon katsayisinin 0 ile +0.3/-0.3
arasida deger almas1 zayif iliski, +0.3/-0.3 ile +0.7/-0.7 arasinda olmasi orta iliski ve
+0.7/-0.7 ile +1/-1 arasinda bir deger almasi ise gigli iliski seklinde
yorumlanmaktadir (Glirbiiz, 2019: 28). Arastirma kapsaminda degiskenlerin
korelasyon katsayilarina iligskin bulgular Tablo 6.’da goriilmektedir.

Tablo 6. Korelasyon Matrisi Ozet Tablosu

Aritmetik  Standart
. Boyutlar Ortalama  Sapma . 2 3 4
1. Is yasam 3,57 975
dengesi ’ ’
2. Diger ¢alisan 296 103 - 169™
tutumlart ' ’ ’
3. I:§ sorumlulugu 3,14 967 2967 2157
4. Ig’se_l 3,91 715 ,044 -025  -150™
motivasyon
5. Digsal 3,00 884 -064 175" -109" ,399™
mOtlvasyon

Pearson korelasyon analizi / katsayisi, ** p<0,01, *p<0.05
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Korelasyon matrisi analizi tablosuna gdre, is yasam dengesi boyutu ile i¢sel ve dissal
motivasyon boyutlart arasinda anlamli iligki bulunmamaktadir. Esnek c¢aligmaya
yonelik tutum degiskeninin diger calisan tutumlari boyutu ile igsel motivasyon
arasinda anlamli iliski saptanamamistir; digsal motivasyon boyutu ile zayif diizeyde
anlamli ve pozitif yonli bir iliski s6z konusudur (r=0, 175, p<0,01). Esnek ¢alismaya
yonelik tutum degiskeninin is sorumlulugu boyutu igsel motivasyon arasinda zayif
diizeyde anlamli ve negatif yonlii bir iliski vardir (r = - 0,150, p<0,01), digsal
motivasyon ile arasinda ise zayif diizeyde anlamli ve negatif yonli bir iliski
bulunmaktadir (r = - 0, 109, p< 0,05).

Yorumlanacak olursa; is yasam dengesi boyutu ile igsel ve digsal motivasyon arasinda
iligki bulunmamakta, ¢alisanlarin diger c¢alisanlarin esnek c¢alisma uygulamalarina
iligkin tutumlarindan etkilenmesinin artmasi digsal motivasyonlarinit arttirmaktadir.
Diger yandan calisanlarin is sorumlulugu tutumlarindaki artis, i¢sel ve dissal
motivasyonlarini azaltmaktadir.

3.4. Regresyon Analizi Sonuglari

Arastirmanin analizine boyutlar arasindaki iliskinin nasil meydana geldigi ve
degiskenler arasindaki iligkinin nasil olustugunun saptanmasi amaciyla regresyon
analizi yapilmustir.

Tablo 7. Esnek calismaya yonelik tutumun i¢sel motivasyona etkisini inceleyen
regresyon analizi

Standartlagtirdmamus Katsayilar Standartlastirilmis
Katsaylar
Standart
Model Degisken p Hata p t Sig
1 (Sabit) 4,013 ,163 24,691 ,000
Is Yasam Dengesi 077 ,034 105 2,282 ,023
Is Sorumlulugu -,139 ,034 -,188 -4,055 ,000
Diger Calisan ,023 ,031 ,033 127 ,468
Tutumlari
R?=,032 Diizeltilmis R? =,026 F=5,894 Sig.=,001

Bagimli Degisken: I¢sel Motivasyon

Tablo 7.’de esnek c¢aligmaya yonelik tutumlarimin i¢gsel motivasyona olan etkisini
belirlemek amaciyla yapilan regresyon analizi sonuglar1 yer almaktadir. Modele gore
esnek ¢alismaya yonelik tutumun is yasam dengesi boyutunda meydana gelen bir
birimlik artisin igsel motivasyon tizerinde 0,077 birim artisa neden oldugu
goriilmektedir (B= ,077, p<0.050). Erisilen bulgulara goére Hi hipotezi kabul
edilmistir.

Esnek caligmaya yonelik tutumun is sorumlulugu boyutunun igsel motivasyona
etkisinin negatif yonlii oldugu goriilmektedir. Is sorumlulugunda meydana gelen bir
birimlik artisin i¢sel motivasyonu iizerinde -,139 birim azalmaya neden oldugu
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goriilmektedir (B= -,139, p<0.001). Bu bulgulara gére H» hipotezi kabul edilmistir.
Esnek c¢aligmaya yonelik tutumun diger ¢alisan tutumlart boyutunun igsel
motivasyona etkisinin olmadig1 goriilmektedir (f=,023, p>0.001). Bu bulgulara gore
Hs hipotezi kabul edilmemistir. Beta katsayilar1 ve t degerleri incelendiginde esnek
calismanin i¢sel motivasyonun anlamli bir yordayicisi oldugu sdylenebilir. Erigilen
bulgulara gore i¢sel motivasyondaki degisimin %31 is yasam dengesi, is sorumlulugu
ve diger calisanlarin tutumlarma bagli olmaktadir (R?=,032, F=5,894, p=0,001).

Tablo 8. Esnek calismaya yonelik tutumun digsal motivasyona etkisini inceleyen
regresyon analizi

Standartlagtirilmamug Katsayilar Standartlagtirilmis Katsayilar
Standart
Model  Degisken Jii Hata Jii t Sig.
1 (Sabit) 2,866 ,199 14,420 ,000
is Yasam Dengesi ,017 ,041 ,019 421 674
Is Sorumlulugu -,146 ,042 -,160 -3,494 ,001
Diger Calisan ,181 ,038 212 4,785 ,000
Tutumlari
R?=,053 Diizeltilmis R? =,048 F=10,078 Sig.=,000

Bagimli Degisken: Dissal Motivasyon

Tablo 8.’e gore esnek ¢alisma diizenlemelerine iligkin tutumlarin is yasam dengesi
boyutunun digsal motivasyon iizerinde anlamli bir etkisinin olmadig1 goriilmektedir
(B=,017, p>0.001). Bu bulgulara gére Hs hipotezi reddedilmistir. Modele gore is
sorumlulugu boyutunun digsal motivasyon tizerindeki etkisinin negatif yonde oldugu
goriilmektedir. Is sorumlulugundaki bir birimlik artisgin digsal motivasyonun -,146
birim azaliga neden oldugu goriilmiistiir (= -,146, p<0.001). Bu bulgulara gore Hs
hipotezi kabul edilmistir. Son olarak diger ¢alisanlarin tutumlariin dissal motivasyon
iizerinde pozitif yonlii bir etkisinin oldugu goriilmektedir; diger ¢aligsanlarin esnek
calismaya yonelik tutumlarindaki bir birimlik artigin digsal motivasyonlarinda ,181
birimlik artiga neden oldugu goriilmektedir (f=,181, p<0.001). Bu bulgulara gére He
hipotezi kabul edilmistir.

Demografik faktorlere gore esnek c¢alisma diizenlemelerine yonelik tutum ile
motivasyon diizeylerinin farklilagip farklilasmadigina yonelik elde edilen bulgular su
sekildedir.

Calisanlarin mezuniyet diizeyleri ile esnek ¢aligmaya yonelik tutumun is sorumlulugu
boyutu arasinda anlamli bir farklilik olup olmadigma dair One-Way Anova testi
uygulanmistir. Analiz sonucuna gore is sorumlulugu diizeyleri ilkdgretim mezuniyet
diizeyine sahip ¢alisanlarin lisans ve lisansiistii mezuniyet diizeyine sahip ¢alisanlara
gore farklilik gostermektedir (p<0,50).
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Calisanlarin esnek caligmaya yonelik tutumlarmin yas ile farklilik gostermektedir
(p<0,50). Calisanlarin is yasam dengesi diizeyleri 18-25 yas araligindaki ¢alisanlar ile
42-29 yas araligr ve 50 yas ve iizeri calisanlar arasinda; 26-33 yas araligindaki
calisanlar ile 42-49 yas aralig1 ve 50 yas ve iizeri calisanlar arasinda; 34-41 yas
araligindaki calisanlar ile 42-49 yas araligi ve 50 yas ve tizeri ¢alisanlar arasinda
farklilik gostermektedir. Is sorumluluk diizeyleri de 18-25, 26-33 ve 34-41 yas
araligindaki calisanlar ile 50 yas ve izerindeki calisanlar arasinda farklilik
gostermektedir.

Calisanlarin esnek ¢aligmaya yonelik tutumlar ile ¢alisma siireleri arasinda farklilik
gostermektedir (p<0,50). Is yasam dengesi diizeyleri 1-5 yil, 6-10 yil ve 11-15 yil
araliginda ¢alisanlar ile 21 ve iizeri yildir ¢alisanlar arasinda farklilik gostermektedir.
Is sorumlulugu diizeylerine gére ise, 1-5 y1l ve 6-10 yil araliginda calisanlar ile 21 ve
iizeri yildir ¢aligsanlar arasinda; 6-10 yildir ¢alisanlar ile 11-15 yildir ¢alisanlar
arasinda farklilik goriilmektedir.

Calisanlarin esnek calismaya yonelik tutumlari ile sahip olduklari cocuk sayisina gore
farklilik oldugu goriilmektedir (p<0,50). Calisanlarin is yasam denge diizeylerinin
¢ocuk sahibi olmayan ¢alisanlar ile 2 ve 3 ¢ocuk sahibi olan ¢aligsanlara gore farklilik
gosterdigi gortilmektedir.

Calisanlarin esnek ¢alismaya yonelik tutumun is yagam dengesi boyutu diizeyleri ile
ailelerine yeterli zaman ayirabildiklerine dair tutumlar1 farklihik gostermektedir
(p<0,50). Anova testi sonuglarna goére ailesine zaman ayirabildigini diigiinen
calisanlar ile kismen ayirabildigini ve ayiramadigini diisiinen calisanlarin is yagam
dengelerine dair tutumlari farklilik géstermektedir.

Calisanlarin esnek ¢alismaya yonelik tutumlari, ¢alisanlarin islerine baglama ve bitis
saatlerini belirleyip belirleyemedikleri durumuna gore farklilik gostermektedir
(p<0,50). Calisanlarin is yasam diizeyleri ise baslama ve bitis saatlerini
belirleyebildikleri ile isteyip belirleyemedikleri ve belirlemek istemedikleri
diigiinceleri arasinda farklilik gostermektedir. Diger c¢alisanlarin tutumlari da
calisanlarin  ise baslama ve bitis saatlerini Dbelirleyebildikleri ile isteyip
belirleyemedikleri durum arasinda farklilik gostermektedir. Is sorumluluk diizeyleri
arasinda ¢alisanlarin ise baslama ve bitis saatlerini belirlemek istemeyen ¢alisanlar ve
belirlemek isteyip belirleyemeyen calisanlar arasinda farklilik gostermektedir.

Demografik faktorlere goére motivasyon diizeylerinin farklilagip farklilagsmadigina
yonelik elde edilen bulgular su sekildedir.

Calisanlarin motivasyon diizeyleri ile mezuniyet diizeyleri arasinda Anova testi
bulgulara gore farklilik goriilmektedir (p<0,50). Tukey testi ve ortalama degerlere
bakildiginda g¢alisanlarin igsel motivasyon diizeyleri ilkdgretim mezuniyet diizeyine
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sahip calisanlar ile 6nlisans, lisans ve lisansiistii mezuniyet diizeyine sahip c¢alisanlar
arasinda farklilik gostermektedir. Caliganlarin digsal motivasyon diizeyleri ilkogretim
mezuniyet diizeyine sahip ¢aliganlar ile lise, 6nlisans, lisans ve lisansiistli mezuniyet
diizeyine sahip calisanlar arasinda farklilik gostermektedir.

Caligsanlarin motivasyon diizeyleri ile ¢aligma siireleri arasindaki farklilik Anova
testinde anlamli bulunmustur (p<0,50). Calisanlarin digsal motivasyon diizeyleri 1-5
yil araliginda ¢alisan ile 11-15 yil araliginda ¢alisanlara gore farklilik géstermektedir.

Anova testi sonuglarina gore ¢alisanlarin motivasyon diizeyleri ile ailelerine zaman
ayrabildiklerine dair dislinceleri arasinda farklilk goriilmektedir (p<0,50).
Calisanlarin digsal motivasyon diizeyleri ailesine zaman ayirabildigini diislinen
caligsanlar ile yeterli zaman ayiramadigini diisiinen ¢alisanlara gore farklilik
gostermektedir.

Anova testi sonuglarina gore ¢alisanlarin motivasyon diizeyleri ile istihdam sekilleri
arasinda farklihk goriilmektedir (p<0,50). Calisanlarin hem ig¢sel motivasyon hem
dissal motivasyon diizeyleri memur ve so6zlesmeli personel olmasina gore
farklilagmaktadir.

Calisanlarin motivasyon diizeyleri ile ise baslama ve bitig saatlerini belirleyebilme/
belirleyemem durumlarina gore farklilik gostermektedir (p<0,50). Tukey testi ve
ortalama degerlere gore c¢alisanlarin hem ig¢sel motivasyon hem digsal motivasyon
diizeyleri, ¢alisanlarmm ise baslama ve bitis siiresini belirlemek isteyen ancak
belirleyemeyen ile belirlemek istemeyen ¢alisanlar arasinda farklilik gostermektedir.

Calisanlarin  motivasyon diizeyleri ile belirli giinlerde is yeri disinda calisip
calisgamama durumu arasinda farklilik gostermektedir (p<0,50). Anova testi
sonuglarina gore ¢aliganlarin i¢sel motivasyon diizeyleri, ¢calisanlarin haftanin belirli
glin veya saatlerinde is yeri disinda calisabilenler ile ¢aligmak isteyen ancak
¢alisamayanlar arasinda farklilik gostermektedir. Calisanlarin dissal motivasyon
diizeyleri, ¢aliganlarin haftanin belirli giin veya saatlerinde is yeri disinda ¢alismak
isteyenler ancak caligamayanlar ile c¢alismak istemeyenler arasinda farklilik
gostermektedir.

4. TARTISMA

Pandemi siirecinde uzaktan calisma pek ¢ok iilkede oldugu gibi Tiirkiye’de de
zorunluluk haline gelmistir. Kamu otoritesi COVID’19 siirecinin baglamasiyla
birlikte kamu caligsanlarina yonelik; idari izinli sayilma, esnek caligma saatleri
uygulanmasi, uzaktan calisma vb. esnek c¢aligma uygulamalarin1 genelgelerle
yiiriirliige koymustur. Kamu ¢alisanlar igin koktenci degisimler anlamina gelen bu
uygulamalarin  oncelikli amaci, halk sagligint koruyarak salgin hastaligin
yayilmasinin dniine gegmektir.
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Is diinyasinin bir parcasi oldugu giiniimiiziin sosyo-politik yapilar1 icerisinde kamu
kuruluslar1 galiganlar1 toplum igin 6nemli hizmetler saglarlar. Kamu hizmetinin
saglanmasi sadece toplumun refah ve esenligini degil 6zel sektdr firmalarini ve sivil
toplum kuruluslarini da yakindan ilgilendirmektedir. Yillardir serbest giyinme,
uzaktan ¢aligma gibi farkl tiirleri 6zel sektor tarafindan uygulanan esnek ¢aligma
sekillerinin; biiylik oranda Pandemi gibi bir zorunlulugun dayatmasiyla Tiirkiye’de
kamu kuruluslarinda pratige doniistligii sdylenebilir. Bunun en iyi 6rnegini, egitim
kurumlarmin ¢ogunun COVID’19 sayesinde, uzaktan egitim gercegiyle yiizlesmesi
olugturur. Ana smifindan {niversiteye varincaya kadar tiim egitim kurumlari
teknolojinin farkina varip uzaktan egitim c¢oziimlerine odaklanmak zorunda
kalmislardir. Bu durum ister istemez akla su sorular1 getirmektedir. Yeni kosullarda
egitimde, daha genel anlamda hizmet sektoriinde istenen kalite, motivasyon vb.
saglanabilmis midir? Ayni sekilde kamu hizmeti yiiriiten belediyelerde calisanlar
“yeni normal” denilen durumda motive olabildiler mi? Esnek ¢aligma onlarin is ve
yasam dengesi, sorumluluklari ve is arkadaglarina bakiglarinda farklilik olustu mu?

Yapilan aragtirmalar gostermistir ki ¢aligma ortami, i$ motivasyonu ve ig-yasam
dengesi; calisanlarin is performansini etkileyen onemli faktorlerdir (Thamrin ve
Riyanto, 2020: 40). Calisanlarin is ile ilgili faaliyete baglamalar1 ve siirdiirmelerini
biiyiik 6lgiide giidiilenmelerine baghdir. Motivasyon bireyin kendini gelistirmesi,
potansiyelini ve yeteneklerini ortaya ¢ikarmasi i¢in ilham kaynag olabilir. Orgiitsel
acidan ise daha fazla yaraticiliga, degisime kolay bir sekilde uyum saglamaya, ¢alisan
tatminine ve isyerinde olumlu tutumlara onciilikk edebilir. Boylece isletmeler yiiksek
performans sergilerken ¢alisanlarin memnuniyetine katkida bulunur. Yiiksek diizeyde
motive olmus bir isgiicii stratejik bir varlik olarak degerlendirilmekte ve rekabet
avantaj1 olarak goriilmektedir (Kotera vd. 2017: 233). Diisiik motivasyon ise saglik
sorunlar1 ve mesleki stres gibi igletmelerin katlanmak istemedigi durum ve maliyetlere
neden olmaktadir. Bu nedenlerle galisanlarin motivasyonunun yiiksek olmasi hem is
yasam dengelerini hem de sagliklarini olumlu yonde etkileyecektir.

Pamungkas ve meslektaglarinin (2022: 9363) Brezilya’da 98 is¢i iizerinde yaptiklari
¢alismada, esnek g¢aligma diizenlemelerinin ¢alisanlarin %82.2’sinin motivasyon
diizeylerini arttirdigi gériilmektedir. Kore’de yapilan bir diger aragtirmanm (Ko ve
Kim, 2018) bulgularina gore kariyer avantajlarini kacirma endisesi, ¢aliganlarin
tutumlar1 gibi digsal motivasyon faktorlerinin esnek ¢alisma diizenleme niyetini
etkiledigi goriilmektedir. Ozellikle erkek calisan egemen bir toplum kiiltiirii olan
Kore’de erkek caliganlarin digsal motivasyonlari (kariyer endisesi vs.) esnek ¢aligma
diizenlemelerine olan tutumlari kadin ¢alisanlara gore farklilagsmaktadir (Ko ve Kim,
2018: 1454). Endonezya’da Y kusagindan yoneticilere yonelik bir arastirmada
(Setiyani vd., 2019) ise esnek caligma saatleri ile ¢alisan motivasyonu arasinda
anlamli iligkiler tespit edilmistir. Ayrica esnek calisma saatleri ile ¢alisan bagliligi
arasinda calisan motivasyonunun aracilik rolii istlendigi goriilmiistiir. Caligma
ortami, calisgan motivasyonu ve g¢alisan bagliligim1 etkilemektedir. Bu ve benzer
sonuglara gore, esnek caligmaya yonelik tutum galisanlarin motivasyon diizeyini
etkilemektedir. Calismamizda da Ankara Biiyiiksehir Belediyesi ¢alisanlarinin esnek
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calisma diizenlemelerine olan tutumlarinin motivasyon diizeylerini etkiledigi
goriilmektedir.

Giiniimiizde esnek caligma uygulamalari hem kamu hem de 6zel sektor tarafindan
¢alisanlarin motivasyonunu arttirici bir faktor olarak yaygin sekilde kullanilmaktadir.
Yapilan aragtirmalar bu c¢aligmanin sonuglarina paralellik gostermektedir. Esnek
calisma saatleri uygulamalarmin g¢alisanlara daha fazla zaman kazandirmasi ile is
yasam dengesi kurmalarina yardimer oldugu dillendirilmektedir. Caligan motivasyonu
iizerinde 6nemli bir etkiye sahip oldugunu vurgulanmaktadir (Ahmad vd., 2013: 8;
Yildirim ve Tengilimoglu, 2022:8). Calisan verimliliginin arttig1, hatta esnek ¢aligma
uygulamasi olmayan orgiitlerde calisanlarin esnek ¢alismaya olumlu yaklastig: ifade
edilmektedir (Taner ve Geniz, 2018:18). Esnek c¢alisma uygulamalar1 saglikl bir is
ortami acisindan gerekli fakat yeterli olmadigi; olumsuzlar azaltacak cesitli tedbirlere
ihtiya¢ oldugu ileri siiriilmektedir (Kulparlak N., 2016:26).

COVID’19 gibi olaganiistii bir donemin yasanmasi is yapma sekillerinde zorunlu
degisikliklere yol agmustir. Orgiitler uzaktan ¢aligma, esnek ¢alisma diizenlemeleri
gibi birtakim degisikliklere bagvurmustur. S6z konusu uygulamalarin hem olumlu
hem de olumsuz sonuglar1 olabilmektedir. Tuna ve Tiirkmendag’in (2020: 3246)
yaptiklar1 ¢alisma sonuglarma gore, Covid-19 doneminde yapilan diizenlemelerin
calisanlarin motivasyonlarini iki yonlii etkilemektedir. Esnek ¢alisma diizenlemeleri
is ortammnin degismesi, bilgi teknolojileri altyapisi ihtiyaci meydana gelmesi,
paydaglarin da uzaktan ¢alismaya hazir olup olmamasi, ¢alisma zamaninin esnemesi
ve Uzamasi, toplantilarin gergeklestirilmesinin ¢ocuklu evlerde zor olmasi, amirlerin
farkli davraniglar gostermesi, is yiikiiniin artmasi ve igyeri disiplininin bozulmasi gibi
faktorler olumsuzluklara neden olabilmektedir. Diger yandan zaman ve kaynak
tasarrufu saglamasi, ¢alisanlarin ev ile ilgilenebilmesi, evde 6zerklik saglanmasi,
saglikli ortam ve rahat ¢alisma kosulari saglanmasindan dolayr olumlu sonuglar
dogurabilmektedir.

SONUC

Calismamizda 6rneklem deseninden elde ettigimiz veriler gdstermektedir ki genel
olarak esnek caligma uygulamalari ile motivasyon arasinda anlamli iliskiler s6z
konusudur. Siralayacak olursak:

= Diger calisanlarin esnek c¢aligmaya iligkin tutumlariyla is yasam dengesi
arasinda, zayif da olsa ters yonlii anlamli bir iligki vardir.

= Aym sekilde is yasam dengesi ile is sorumlulugu arasinda anlamli iliski
bulunmustur.

= Diger calisanlarin esnek c¢aligmaya iliskin tutumu ile ¢alisanlarin is
sorumluluklar arasindaki iligki anlamlidir.

= Diger calisanlarin esnek ¢aligmaya iligkin tutumlari digsal motivasyonla
anlamli bir iliskiye sahiptir.
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= Esnek caligma dolayisiyla is sorumlulugu i¢ ve dis motivasyonla ters yonlii
anlamli bir iliskiye sahiptir.

*  Pandemi siirecinde, i¢sel ve digsal motivasyon arasinda pozitif yonlii anlaml
bir iligki s6z konusudur.

= Esnek ¢alismanin boyutlart olan is yasam dengesi ve is sorumlulugu; icsel
motivasyonu anlamli bi¢gimde etkilemektedir. Ayrica is sorumlulugu igsel
motivasyonu olumsuz yonde etkilemektedir. Bu noktada 6zellikle 6rnekleme
dahil olan calisanlarin esnek calisma kosullar1 dolayisiyla sorumluluklari
konusunda kafa karisiklig1 yasadiklart soylenebilir.

= Esnek ¢alismanin alt boyutlar1 olan is sorumlulugu ve diger ¢alisanlarin
tutumlart; digsal motivasyonu anlamli bicimde -etkilemektedir. Digsal
motivasyonun da is sorumlulugundan olumsuz yonde etkilendigi
goriilmiistiir. Bir baska deyisle, tipki i¢sel motivasyonda oldugu gibi is
sorumlulugu arttik¢a digsal motivasyonda azalma olmaktadir.

Diger yandan esnek caligmanin is yasam dengesi boyutu ile motivasyonun alt
boyutlar1 arasinda anlamli bir iligki bulunamamistir. Ancak burada isi eve tagima ve
“yagam1 ihmal etme” durumlari {izerinde arastirmacilarin 6zellikle yogunlagsmasini
onerebiliriz.

Elde edilen sonuglardan hareketle yonetici ve c¢alisanlarin esnek c¢alisma
uygulamalarmi tekrardan gozden gecirmelerinde fayda vardir. Ozellikle Pandemi
stireci gibi olaganiistii donemleri gozeterek esnek ¢alisma uygulamalarina hazirliklt
olmalidirlar. Hazirlikli olmayan isletmelerin uzaktan ¢alisma diizenlemelerini dogru
yonetemedigi, bunun da ¢aliganlarin is motivasyonlarina yansidiklart goriilmektedir.
Is yasam dengesi gozetilirken diger yandan galisanlarin yeni kosullara iliskin
sorumluluklarmin neler olacagi net olmalidir. Aksi halde ¢alisanlar evden ¢alisma gibi
uygulamalar1 teknolojik alt yap1 maliyetleri basta olmak tizere bazi nedenlerle
“kiilfet” olarak gorebilirler ya da uyum saglayamayarak motivasyon sorunu
yasayabilirler. Sadece birkag ¢alisanin hazirlikli olmasi da sorun yaratabilir. Tiim
caliganlarin bu ve benzer durumlara hazirlikli olmasi ve bilingli hareket etmesi
ozellikle dis motivasyon agisindan yararli goriilmektedir. Yeterli altyapisi olmayan ya
da calisanlarina uygun esnek calisma diizenlemelerini saglayamayan oOrgiitlerde
calisanlarin motivasyonu olumsuz etkilenebilir. Pandemi benzeri doénemleri
zorlamalariyla esneklik uygulamalarina ge¢mek istenmeyen sonuglar dogurabilir.
Calisma iligkileri acisindan fiziksel sartlarin uygun oldugu durumlarda, c¢alisanlar
uzaktan ¢alismayi tercih edebilir, is-yasam dengelerini saglayabilirler. Diger yandan
evinde ya da ¢alistig1 ortamda kendini rahat hissedemeyen ya da fiziksel zorluklar
nedeniyle ¢aligmaya adapte olamayan ¢alisanlar is-aile gatismasi dahi yasayabilirler.
Calisan igine yabancilasirken Orgiitsel baglilik, aidiyet, tatmin, verimlilik ve
dolayisiyla performans diisebilir. Yonetici ve ¢alisanlar, Pandemi doneminde “saglik
acisindan” esnek ¢aligma uygulamalarina olumlu yaklassalar bile uzun vadede bu tiir
diizenlemelere sicak bakmayabilirler.

Caliganlarin motivasyonuna etki eden faktorler birgok aragtirma ve akademik
¢alismanin konusu olmustur. Bu ¢aligma sonuglarina gore iilkelere, bolgelere, hatta
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orgiitten orgiite farklilik gostermekle birlikte esnek ¢aligma uygulamalarinin ¢alisan
motivasyonu iizerinde 6nemli bir etkiye sahip oldugu ortaya konulmustur.

Arastirmanin Kisitlari: Calismamiz COVID’ 19 doneminde esnek calisma uygulayan
bir kamu kurumunda yapilmasi ve esnek calismadan faydalanan ¢alisanlar {izerinde
bir arasgtirma yapilmasi nedeniyle giincel ve 6nemli bir arastirmadir. Diger yandan
galisma Ornekleminin kamu ¢aliganlarindan olusmasi bir kisit olarak goriilebilir.
Tiirkiye’ de kamu kurum kuruluslarinda ¢alisanlarin is yerinde ve yiiz yiize is yapmast
yaygin kabul goren bir uygulamadir. Kamuda bir zorunluluk olarak evden ¢alismaya
gecilmesi; gergek algmin olusmasi agisindan erken sayilabilir. Arastirmanin
¢evrimigi, uzaktan g¢alisma yoOntemleri ve altyapilar1 daha gelismis 6zel sektor
kuruluslarinda uygulanmasi 6nerilebilir. Ek olarak ¢alismanin demografik bulgularina
gdre motivasyon ve esnek calisma tercihleri degismektedir. Ozellikle yas ve cinsiyete
dayal1 daha genis kapsamli bir arastirma yapilabilir.

Tesekkiir: Yazarlar ¢alismanmn uygulama kisminda arastirmamiza destek veren
Ankara Biiyiiksehir Belediyesi yetkililerine ve arastirmaya katilan belediye
calisanlarina tesekkiirii bor¢ bilirler.

THE EFFECTS OF FLEXIBLE WORKING PRACTICES ON EMPLOYEES'
MOTIVATION DURING THE PANDEMIC PERIOD: ANKARA
METROPOLITAN MUNICIPALITY EMPLOYEES CASE
EXTENDED SUMMARY

1. INTRODUCTION

The ability of employees to establish a balance between work and life and its effects
on employee motivation are becoming increasingly important for both employees and
businesses. Globalization, beyond the rapid developments in technology, the
COVID'19 epidemic, which emerged in 2019 and affected the whole world, has
rendered employee motivation and work-life balance questioned. Flexible working
practices, especially working from home, have been applied as a way out of the crisis
in both the public and private sectors. Flexible working is seen as a compulsory
practice as well as being an alternative to increase employee motivation.

Conceptual Framework

Flexible working arrangements are generally defined as any working arrangement in
which workers have some influence over where, when, how much, and how work will
be carried out (Borgkvist, 2022: 231). Flexible working can be defined as flexible or
non-standard opportunities that can be arranged in different ways within the
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framework of the employer's request, as well as through collective bargaining
agreements and labor law regulations (Dogan et al., 2015: 377). Depending on the
nature and quality of the work, it may differ in terms of both space usage and working
times.

Motivation is defined as a concept related to the impulses that trigger human behavior,
the forces that make him/her behave in various ways (motives), and the environmental
factors that activate these forces (Gullu et al., 2018: 127). In the studies conducted, it
is seen that motivation is divided into two types: intrinsic and extrinsic motivation.
Although there are different opinions about intrinsic and extrinsic motivation, both
are claimed to have a very important role in motivating employees, depending on
many intrinsic and extrinsic factors such as employee satisfaction, job recognition,
promotion and growth, stress, punishment and recognition, job security, rewards, and
working environment (Khan & Igbal, 2013: 3).

2. METHODOLOGY

In this study, the data were obtained by the survey method in order to determine the
effect of employees' attitudes towards flexible working practices on their motivation.
The questionnaire used consists of 3 parts: questions about the demographic
characteristics and work patterns of the participants, the attitude scale towards flexible
working, and the motivation scale. A 5-point Likert-type scale was used in the attitude
scale towards flexible working and the motivation scale. In this context, the main
hypothesis is: "The attitudes of the employees towards flexible working have an effect
on motivation." Within the framework of the developed model, hypotheses were
created to test the relationship between the sub-dimensions of the independent and
dependent variables. The sample of the research consists of public personnel working
in the central units of Ankara Metropolitan Municipality and its subsidiary EGO
General Directorate. Participants were selected by convenience sampling using non-
probability technigques. Questionnaire forms were applied both online and face-to-face
in the central units. In the study, 543 usable questionnaires were obtained, 130 of
which were online and 413 of them face-to-face. As a result of the extreme value
analysis, one questionnaire was excluded from the scope of the research.

3. RESULTS

In the study, significant differences were found between the sub-dimensions of work-
life balance, work responsibility, and other employee attitudes of the variable of
attitude towards flexible working arrangements and the dimensions of intrinsic
motivation and extrinsic motivation.

According to the regression analysis examining the effect of flexible working attitude
on intrinsic motivation, since the work-life balance sub-dimension had a positive and
significant effect on extrinsic motivation, the H; hypothesis and the H, hypothesis
were accepted, since the work-life balance sub-dimension had a negative and
significant effect on intrinsic motivation. The Hs hypothesis was rejected as it was
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seen that the other employee attitude sub-dimension did not have a significant effect
on intrinsic motivation. According to the regression analysis examining the effect of
flexible working attitudes on extrinsic motivation, the H4 hypothesis was rejected as
it was seen that the work-life balance sub-dimension did not have a significant effect
on extrinsic motivation. However, since the job responsibility dimension has a
negative effect on extrinsic motivation, and since it was seen that the Hs hypothesis
and the attitudes of other employees have a positive effect on extrinsic motivation, the
Hs hypothesis was accepted.

4. DISCUSSION

Studies show that the working environment, work motivation, and work-life balance
are among the factors that affect the work performance of the employees in a business
(Thamrin & Riyanto, 2020: 40). Organizations that are aware of this have to develop
some practices in order to increase their competitiveness and efficiency. While
organizations develop different reward strategies to motivate employees, they
constantly conduct research and develop programs to determine the factors affecting
employee motivation. A highly motivated workforce is considered a strategic asset
and seen as a competitive advantage (Kotera et al., 2017: 233). Low motivation leads
to situations and costs that businesses do not want to bear, such as health problems
and occupational stress. For these reasons, the high motivation of the employees will
affect both their work-life balance and their health positively.

CONCLUSION

In recent years, the extreme competitive environment in the individual and business
environments has resulted in radical changes in economic, cultural, and social
structures. On the other hand, it also triggered some individual and organizational
problems. This situation causes the problem of employees not being able to find a
balance between work and life (Korkmaz & Erdogan, 2014: 544). Organizational
managers generally tend toward flexible working practices in order to maintain work-
life balance, manage conflict and stress, increase employee well-being, and reduce
absenteeism and staff turnover rates. In the literature, flexible working practices,
which have gained popularity in recent years, aim to reduce the role conflicts of
employees and increase their motivation and happiness.

The data we obtained from the sample design in our study shows that there are
generally significant relationships between flexible working practices and motivation.
While internal motivation was positively affected by employees' attitudes towards
work-life balance, no relationship was found between it and external motivation.
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EFQM miikemmellik modeli giiniimiizde orgiitlerin iistiin performans hedeflerine
erigsmesini saglayacak en iyi stratejik araglarindan biri olarak kabul edilebilir. EFQM
Miikemmellik modeli ayni zamanda orgiitlerin siirdiiriilebilir bir yenilik anlayist ile
uzun vadede miisteriler, ¢alisanlar, tedarikgiler ve toplum gibi tiim paydaglarinin
giderek artan ve ¢egitlenen beklentilerine cevap verebilmesinde dnemli bir yol
gosterici rol oynamaktadwr. Bu ¢alismanin temel amaci, EFOM miikemmellik
modelini benimseyerek uygulayan drgiitlerde, modelin bagimsiz degiskeni olan girdi
kriterlerinin (liderlik, ¢alisanlar, strateji, isbirlikleri ve kaynaklar ile siiregler,
triinler ve hizmetler) bagimli degiskenleri olan kurumsal ve yenilesim
performanslarima olan olasi etkisini test edebilmektir. Aym zamanda orgiitlerde
bilin¢li stratejik ¢cabalarla olusturulan kalite odakli kurum kiiltiiriiniin EFQM modeli
girdi kriterlerinin yenilesim performansi ve kurumsal performansa olan etkisinde
diizenleyici bir role sahip olabilecegi dngoriilmektedir. Calisma kapsaminda
Tiirkiye 'de ozel sektorde faaliyet gosteren orta ve biiyiik olgekli isletmelerde farkl
pozisyonel diizeylerde gorev yapmakta olan 402 ézel sektor yoneticisi ile anket
calismast gerceklestirilmigtir. Elde edilen bulgulara gére, EFOM miikemmellik
modeli girdi kriterlerinin yenilesim performansi ve kurumsal performans iizerinde
pozitif yonlii etkisinin varligi tespit edilmigtir. Kurum kiiltiirii degiskenin ise bu etkide
diizenleyici roliiniin varligi kabul edilmistir. Alan yazin incelendiginde, EFQM
miikemmellik modeli girdi kriterlerinin yenilesim performanst ve kurumsal
performansa etkisi ile kurum kiiltiiriiniin bu etkide diizenleyici roliinii inceleyen
biitiinlesik bir modele rastlanmamuistir. Bu yoniiyle arastirmanin bilimsel literatiire ve
yonetimsel gelismelere anlamli katki saglayabilecegi diisiiniilmektedir.
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EFOM MUKEMMELLIK MODELI GIRDI KRITERLERININ YENILESIM PERFORMANSI VE
KURUMSAL PERFORMANSA ETKISI ILE KURUM KULTURUNUN DUZENLEYICI ROLU
UZERINE BIR ARASTIRMA

A RESEARCH ON THE EFFECT OF THE EFQM EXCELLENCE MODEL
ENABLERS ON INNOVATION PERFORMANCE AND CORPORATE
PERFORMANCE WITH MODERATOR ROLE OF ORGANIZATIONAL

CULTURE?®

Abstract

Today, the EFQM excellence model can accepted as one of the best strategic tools for
organizations to reach the high-performance goals. The EFQM excellence model also
plays an important role in helping organizations respond to the ever-increasing and
diversifying expectations of all stakeholders such as customers, employees, suppliers
and society in the long run, with a sustainable innovation approach. The main purpose
of this study is testing the probable impact of the enablers (leadership, employees,
strategy, collaborations and resources, processes, products and services) which are
the independent variables of the model on the organizational and innovation
performances which are the dependent variables, in organizations that adopt and
implement the EFQM excellence model. At the same time, it is foreseen that quality-
oriented organizational culture created with conscious strategic efforts in
organizations can have a moderator role in EFQM excellence model enablers on the
innovation performance and organizational performance. Within the scope of the
study, survey was conducted with 402 private sector managers working at different
positional levels in medium and large-scale enterprises operating in the private sector
in Turkey. According to the findings, it has been determined that the EFQM excellence
model enablers have a positive effect on innovation performance and corporate
performance. The organizational culture variable has been accepted to have a
moderator role in this effect. When the literature is examined, no integrated model
has been found that research the effect of the EFQM excellence model enablers on
innovation performance and corporate performance, as well as the role of
organizational culture in this effect. In this respect, it can be thought that the research
can make a significant contribution to the scientific literature and managerial
developments.

Keywords: EFQM Model, Corporate Performance, Innovation Performance,
Organizational Culture.

JEL Codes: L25, M14, O31.

“Bu ¢aligma Arastirma ve Yayin Etigine uygun olarak hazirlanmistir.”

3 The Extended English Summary is located the end of the Article
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1. GiRiS

Her orgiitiin, artan pazar zorluklariyla karsi karstya oldugunu bilmesi ve bu zorluklara
nasil yanit verebilecegini degerlendirmesi gereklidir. Orgiitlerin performanslarini
arttirmasinin ve kiyasiya rekabette 6ne gecmesinin yol gdsterici en iyi araglarindan
biri stratejik kalite yonetim modellerini benimsemeleri ve uygulamaya gec¢irmeleridir.
Bu anlamda stratejik kalite yonetim modelleri, hem drgiitlerin kendilerini gelistirmesi
icin etkili bir ara¢ niteligi tasimakta, hem de milkemmellige giden yolda orgiitlerin
faaliyetlerinin kapsamli bir sekilde incelenmesi ve gelecekte uygulanacak stratejilerin
belirlenmesi igin bir 6zdegerlendirme metodolojisi sunmaktadir. Orgiitler
0zdegerlendirme yapmakla dis ¢evredeki firsatlar1 yakalamayi, kaynaklarinin dogru
kullanimin1 ve iretken is uygulamalari gelistirebilmeyi kolaylastirmis olacaklardir.
Avrupa Kalite Yonetimi Vakfi (EFQM) tarafindan gelistirilen bir stratejik kalite
yonetim modeli olan EFQM miikemmellik modeli, drgiitlerde yenilegimi tesvik eden
ve performans Slgiitlerini belirleyen, ayni zamanda uzun vadeli basariy1 teminat altina
alan toplam kalite odakl1 bir yonetim yaklagimidir (Edgeman ve Jonker, 2000: 30).
EFQM miikemmellik modelini basit bir kontrol listesi veya kural koyucu bir
mekanizma olarak diisinmek dogru degildir. Bu model orgiitlere ilerlemek ve
gelismek adina ortak bir dil sunmaktadir. Calvo-Mora vd.’ne (2015) gore, modelin
onerdigi kriterler, belirli bir orgiitiin stratejik kalite yonetiminde miikemmellige
ulasmast i¢in izledigi ilerleme derecesinin kritik gostergelerini temsil etmektedir. Bu
modelin orgiitlerde uygulanmasi neticesinde hedeflerin verimliligi, siireglerin
iyilestirilmesi ve diger orgiitlerle karsilastirma avantaji elde edilmesi saglanmis
olacaktir.

Dinamik ve rekabetgi is piyasasinda 6nde kalmak ve miikemmellik yolunda devam
etmek isteyen oOrgilitler performanslarini artirirken ayni zamanda siirdiiriilebilir bir
yenilik anlayisi ile paydaslarina deger yaratacak ¢oziimler sunmalidir. Bilgi ¢aginda
orgiitler yenilesim kavraminin, yeni {rlinler, hizmetler veya c¢o6ziimler
gelistirilmesinden daha fazla anlam igerdigini kabul etmelidir. Bu durum, orgiit
icerisinde siirekli bir yeni fikir akigi yaratmayi, yeni trendler veya degisen pazar
kosullarina hizla yanit verebilmeyi saglayacaktir (EFQM, 2012: 6). EFQM
miikemmellik modeli, orgiitlerin yenilesimle ilgili faaliyetlerini yerine getirirken,
toplam kalite yonetimi ilkelerini ve tekniklerini uygulayarak miisteri ihtiyaglarina
gore kendini gelistirmesine, yeni firsatlarin ortaya ¢ikmasima, deger yaratmayan
faaliyetlerin en aza indirgenmesine ve bilgi paylasimina destek olacaktir. EFQM
miitkemmellik modeli, bugiiniin eylemini yarinin vizyonuyla birlestirmeyi miimkiin
kilan uzun ve kisa vadeli kalite stratejilerinin gelistirilmesini saglayarak kurumsal
performansi ve yenilesim performansini arttirict bir rol oynamaktadir.

Orgiitlerde ~ miikemmellik ~ yoluyla  gelistirilen ~kurumsal ve yenilesim
performanslarimin kalite odakli bir kurum kiiltiirii ile desteklenmesi sonucunda uzun
vadeli basarili sonuglarin elde edilmesi kolaylasacaktir. Ciinkii bir 6rgiitte bilingli bir
sekilde insa edilen kalite odakli bir kurum kiiltiiriiniin, iretkenligi artirmak ve
miilkemmellige dogru ilerlemek i¢in en gerekli mekanizmalardan biri oldugu ifade
edilebilir. Kalite odakli kurum kiiltiirii aym1 zamanda, orgiitlerde iletisimin
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artirtlmasina, degisen ¢evre ile uyum saglanmasina, kurumsal misyon ve vizyon
anlayisinin gelistirilmesine ve degisim g¢abalarina karsi direncin azalmasina olanak
saglayabilecektir.

Bu aragtirmanin bagladigi y1l itibariyla gecerli olan EFQM 2013 versiyonu ve bu
versiyonda yer alan modelin girdi kriterleri ele alinmistir. Modelin ele alinan 2013
versiyonunda kurum kiiltiirii  de@iskeni standart girdi kriterleri arasinda yer
almamaktadir. Oysa, EFQM modelinin gelistirilen en son 2020 versiyonunda kurum
kiiltiirti degiskeni 6nemli bir yenilik olarak sunularak modele dahil edilmistir. Boylece
aragtirmanin biitiinlesik modeli bir yandan EFQM 2013 modelinin eksikligini
ongorerek tamamlarken, Ote yandan yeni modele dahil edilen kurum kiiltira
degiskeninin artan Onemini ve gerekliligini de vurgulamaktadir. Bu g¢alisma
kapsaminda elde edilen bulgularin yeni modeli test edecek arastirmacilara ve farkl
sektorlerde yeni modeli benimseyecek ve uygulayacak orgiitlerde goérev yapan
yoneticilere teori ve uygulama yoniinden fayda saglayacagi diisiiniilmektedir.

1.1. Toplam Kalite Yonetimi (TKY) ve Diinyadaki Ulusal Kalite Modelleri

Toplam Kalite Yonetimi (TKY) nin 6ziinii 6rgiitsel anlamda performansinin siirekli
olarak iyilestirilmesi olusturur. Bir orgiitte performansin siirekli iyilestirilmesi i¢in o
orgiitte yapilan igler ve siiregler konusunda mutlak bilgi sahibi olunmasi, diizenli
performans 6l¢iimii yapilmasi ve bu dl¢limler vasitasiyla var olan ve ulagilmak istenen
basarilar hakkinda geri bildirim alinmasi gerekir (Kanji, 1994: 106). TKY, orgiitlerin
istedikleri hedeflere ulagmak i¢in kullanmalar1 gereken etkili bir aragtir ve tedarikgiler
ile miisterileri kapsayacak sekilde geriye ve ileriye dogru uzanan, tiim Orgiitsel
birimleri ve ¢alisanlar1 kapsayan bir sistem yaklagimini ifade eder (Ali ve Shastri,
2010: 9-10). Kanji ve Yui (1997), TKY ni, “siirekli iyilestirme yoluyla paydas
memnuniyetini ilke edinmis bir orgiitiin kiiltiirii” olarak tanimlamiglardir. TKY'nin
Oziinde miisteri ve paydaslarin memnuniyeti vardir ve yapilan galismalarda bu
memnuniyet unsuru egemendir. Pham‘a gére (2020) TKY temelde ii¢ basit esitligi
icerir: Toplam, herkesin katilimi; kalite, paydas gereksinimlerinin dogru bir sekilde
kargilanmasi ve yonetim de toplam kalite i¢in kosullarin saglanmasi anlamina gelir.

Giiniimiizde TKY uygulamalarimin yayginlastirilmasi i¢in gelistirilmis pek ¢ok kalite
odiili bulunmaktadir. Bu kalite ddiillerinin temelini TKY anlayisini benimsemis
modeller olusturur ve diger TKY modelleri gibi belirli sinirlama ve kriterlere sahiptir
(Ghobadian and Woo, 1996: 11). Bu odiillere bagvuranlarmn degerlendirilmesi
amaciyla  olusturulan  kapsamli  kriterler,  Orglitlere = performanslarim
degerlendirebilecekleri ve izleyebilecekleri tutarli bir standartlar seti saglar (Bohoris,
1995: 31). Diinyada, “Avrupa Kalite Odiilii (EFOM)” ile birlikte gegerliligi ve basarisi
kanitlanmus diger kalite odiilleri incelendiginde, “Deming Odiilii” ve “Malcolm
Balridge Ulusal Kalite Odiilii> olmak iizere ii¢ temel o6diiliin gdze garptigi
goriilmektedir. Bu odiiller orgiitlerin rekabet giiciiniin ortaya konmasi agisindan
biiyiik dnem tasirlar (Tan, 2002: 165). Her ii¢ 6diil de, piyasanin gerektirdikleri ile
uyumlu, miisteri ve paydaslarin ihtiyaclarini géz dniinde tutan ayn1 zamanda da rgiite
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ait tim stirecleri diizenleyerek stirdiiriilebilir deger yaratacak bir dizi yontem ve arag
sunar (Corredor ve Goni, 2010: 530).

1.1.1. EFQM Miikemmellik Modeli ve Miikemmellik Odiilii Siireci

EFQM  miikemmellik modeli, orgiitlerin tamaminda TKY yaklagiminin
uygulanmasim  gerektiren bir felsefeye dayanmaktadir. Oz degerlendirme ve
puanlama siiregleri ile girdi ve sonug kriterlerinin tiim seviyelerde ve tiim faaliyetlerde
uygulanmasinin énemini vurgulamaktadir (Dale, 2003: 299). EFQM miikemmellik
modeli, yalnizca tanimlanan hedeflere ulagsmak i¢in degil, ayn1 zamanda, iyi yonetim
yaklagimlariin uygulanmasiyla siirekli iyilestirme yoluyla uzun vadeli basarilar i¢in
de kullanilir (Araujo ve Sampaio, 2014: 431). EFQM miikemmellik modeli; sahip
oldugu biitiinsel bakis acis1 ile rgiit icinde uygulanan bu yonetimsel tekniklerin bir
biitiin seklinde ve birbirlerini tamamlayici olarak nasil uygulanabilecegi konusunda
orgiitlere destek olur (www.kalder.org). Modelin mantigi, mitkemmel sonuglarin elde
edilmesinin dogrudan liderlik kapasitesi, strateji, ¢alisanlar, ortaklar, kaynaklar ve
stirecler araciligtyla oldugu gergegine dayanmaktadir. Jahanshahi vd. (2012), EFQM
miikemmellik modelinin &rgiitler igin uzun vadeli basarinin giivencesini saglayan bir
yaklagim oldugunu ve orgiitiin kendi kendini degerlendirmesi yoluyla, firsatlar, yeni
kaynaklar ve iiretken is uygulamalar: yaratabilecegini bildirmistir.

EFQM miikemmellik modeli, basit bir kontrol listesinden daha fazlasini ifade etmekte
ve Orgiitlerin hangi sektdrde oldugu ve hangi isi yaptiklarindan bagimsiz olarak
kendilerine has degerlendirme kriterleri sunmaktadir. Bu kriterler orgiitlerin hem
disarda hem de icerde gerceklestirmis olduklart eylemleri daha net ifade eden ortak
bir dil sunmaktadir (Altamony, 2017: 903). Toplamda 9 kritere sahip EFQM
miitkemmellik modelinin besini “girdi” kriterleri, doérdiini ise “sonug” kriterleri
olusturur. Girdi kriterleri bir orgiitiin faaliyetlerini ve bu faaliyetleri nasil
gergeklestirdigini  agiklarken, sonu¢ kriterleri ise elde edilen sonuglara
odaklanmaktadir. Girdiler ve sonuglar birbirine baghdir. Sonuglar girdilerin bir
triiniidir ve girdiler de sonuglardan ortaya ¢ikan geribildirimler ile beslenerek daha
iyi hale gelmektedir. Her kriter modelde detayli sekilde anlatilmig olup, kriterlerin
daha net anlagilmasi i¢in birtakim alt kriterle desteklenmistir (Kalder, 2013: 11).

Sekil 1. EFQM Miikemmellik Modeli Kriterleri

Girdiler _ Sonuglar
L Calisanlar |ud o 'Callsanlarla
Ilgili Sonuglar
T Siiregler, 1
Liderlik (= Strateji = Urinler L Misterilerle L0 s
ve Ilgili Sonuglar Sonuglari
I Hizmetler i
Isbirlikleri ve L Toplumla
Kaynaklar ilgili Sonuglar

Ogrenme, Yaraticilik ve Yenilesim
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EFQM miikemmellik 6diilii’ niin amacit 6zel, kamu veya kéar amacit glitmeyen rol
model olabilecek orgiitlerin belirlenmesidir. Bu orgiitler, belirlemis olduklart
stratejilerini eyleme doniistiirme ve performanslarin siirekli iyilestirme konusunda en
bagarili gegmise sahip milkemmel oOrgiitler olarak kabul edilmektedirler. EFQM
miikemmellik 6diilii programi, en agir ve kapsamli degerlendirme siireglerinden birine
sahiptir. Orgiitleri degerlendirmek icin, deneyimli, 06zel olarak egitilmis
yoneticilerden olusan 5 ila 7 kisilik bir ekip, sahada yaptiklar1 ¢alismalarla modeli
uygulayan Orgiitlerin yOnetim sistemini gozden gecirirler ve model kapsaminda
yapilan ¢aligmalarin ne kadar etkili oldugunu analiz ederler (EFQM, 2016: 2). Yapilan
degerlendirmeler neticesinde saha ekipleri tarafindan olusturulan geribildirim raporu
ilgili jiiri tarafindan detayl bir bigimde incelenir ve gerekli sartlart saglayan orgiitlere
yillik olarak diizenlenen kalite kongresi sonucunda odiilleri teslim edilmektedir
(Kalder, 2018: 23).

1.2. Yenilesim Performansi ve Ol¢iimii

Yenilesim kavrami en genis anlamiyla, “bilginin ekonomik ve toplumsal faydaya
doniistiirtilmesi” olarak ifade edilebilir (Elgi, 2006: 2). OECD ve Eurostat (2005),
yenilesimi, drgiitlerde yeni olan veya 6nemli 6l¢iide iyilestirilmis herhangi bir {iriiniin,
hizmetin, siirecin, pazarlama tekniginin veya yeni bir oOrgiitsel yoOntemin
gerceklestirilmesi olarak tanimlamistir. Stevenson ve Kaafarani’ ye gore (2012: 40)
yenilesim, dogasi geregi, halihazirda miimkiin olan bir seyi iyilestirmek ya da
gelistirmek amacini  giider. Yenilesim kelimesi genel olarak yenilik ile
bagdastirilmaya caligilsa da yapilan her yenilik yenilesim ad1 altinda ifade edilemez.
Yeniliklerin yenilesim olarak adlandirilmasi igin ekonomik ve sosyal anlamda bir
katma deger yaratmasi gerekmektedir. Ayrica bir yeniligin Orgiitlerde fark
yaratabilmesi i¢in, her seferinde ayni sekilde isleyebilmesi ve belli bir sisteme
kavusmus olmas1 gerekir (Altun, 2008: 135). Yenilik miisteri ihtiyaglarini var olandan
daha iist seviyede karsiladigi ya da miisterilere daha yeni 6zellikler sundugu anlamda
yenilesim 6zelligi tagir (Uzkurt, 2010: 37).

Yenilesim performanst ise, “érgiitlerde yenilesim girdilerini ¢iktilara doniistiirme
yetenegi ve dolayisiyla yenilesim kapasitesini ve ¢abasini pazar uygulamasina
doniistiirme yetenegi” olarak ifade edilir (Zizlavsky, 2016: 818). Karabulut’a gore
(2016: 185) hem yenilesimin ortaya ¢ikarilmasi hem de uygulanmasi ayri birer basari
gostergesidir. Yenilesimin ortaya ¢ikarilmasi ve uygulanmasi birlikte ele alindiginda
yenilik anlaminda bir sinerji yaratabilir. Diger bir deyisle, yenilesim performansi,
yeniligin amag ve hedeflerine uyacak stratejiler gelistirme ve yenilik ile ilgili yapilan
her tiirlii uygulama ve calismanin bu amag¢ ve hedefler igin gelistirilmis stratejileri
destekleme derecesi olarak ifade edilebilir. Stahl ve Steger’e gore (1977) yenilesim
performansinin Olgiilebilmesi i¢in somut ¢iktilara ihtiya¢ vardir ve bu ¢iktilar
oOlciilebilir olacak sekilde tanimlanmalidir. Faaliyete gegirilmeyen ¢abalar (6r. fikir ve
diistinceler) ¢ikt1 listesine dahil edilmemelidir. Yenilesime ait ¢iktilar su sekilde
tanimlanabilir: (a) yeni veya gelistirilmis siirecler, liriinler veya teknikler; (b) patentler
ve patent basvurulari; (¢) yaymlanmig teknik makale ve kitaplar; (d) yaymlanmamig
teknik raporlar, el yazmalart ve sozIlii sunumlar ve (e) teklif talepleri (sdzlesmeye
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dayali gaba i¢in). Prajogo ve Ahmed ise (2006), 6rgiitlerde yenilesim performansinin
Ol¢iilmesini dort temel kritere baglar. Bu kriterler, yenilesimlerin sayisi, yenilesim
hiz1, yenilesimin seviyesi (teknolojik yoniin yenilik ya da yeniligi) ve pazarda ilk olma
durumudur.

1.3. Kurum Kiiltiirii

Kiltir kelimesinin, genellikle insan aktivitesine atifta bulunarak, yagamak,
yetistirmek veya onurlandirmak anlamina gelen Latince “colere” kokiinden geldigi
kabul edilmektedir. Merriam-Webster online dictionary kiiltiir’d, “bir kurumu veya
kurulusu nitelendiren, paylasilan tutumlar, degerler, hedefler ve uygulamalar
biitiinti” olarak tanmimlamaktadir (www.merriam-webster.com). Antropologlar ise
kiiltiirti, deneyimleri siniflandiran, bunlar1 eserler ve davranislarla sembolik olarak
kodlayan ve iletisim kuran evrensel insani yetenek olarak tanimlamiglardir (Kimball,
2005: 3). Schein’a gore (2004) kiiltiir, bir toplulugun gegmis deneyimlerinin bir
uzantisi olarak karsisina gelen durumlarla yiizlesme ve bu durumlardan ders ¢ikarma
cabalaridir. Dolayistyla kiiltiir ile bir toplulugun yaptig: islere anlam yiiklenmesi o
toplulugun gegmisinde aldig1 kararlarin bir sonucudur.

Kurum kiiltiirli ise, “bir drgiitiin is yapis bigimini tamimlayan karmagsik degerler,
varsayimlar ve inanglar biitiiniinden meydana gelir” (Tourish ve Pinnington, 2002:
148). Her orgiitiin onu benzersiz kilan ve kendine has olan deger kaliplari, rutinleri,
sembolleri ve kullanilan ortak dili gibi basar1 kaliplart vardir. Bu kaliplar o drgiitiin
kurum kiiltiiriinii ifade eder (Cameron ve Quinn, 2006: 17). Kurum kiiltiirii, bir orgiit
icinde tam olarak seslendirilmese de islerin yapilis bigimini diizenleyici bir unsur
gorevi goriir. Orgiit icinde kabul goren veya reddedilen isleri tanimlayarak Orgiit
tiyelerinin davraniglarini ve tutumlarini buna uygun olarak yeniden sekillendirecek
sosyal bir ortam olusturur (Groysbrg ve Dig, 2018: 4). Van den Berg ve Wilderom
(2004: 571) kurum kiiltirind, “kurumsal birimlerin i¢indeki, kurumsal ¢alisma
yontemlerine ait algilarin diger kurumsal birimlerden farklilik gésterebilmesidir”
seklinde tammlamistir. Simpson ve Cacioppe (2001) ise kurum kiiltiiriiniin, orgiitiin
tiyelerine kimlik duygusu saglama, biiyiik bir topluluga bagli olma duygusu, diger
orgiit ve topluluklar arasinda fark yaratma gibi bir dizi igleve hizmet eden ve orgiitii
bir arada tutan sosyal bir yapistirict oldugunu bildirmistir.

1.4. Kurumsal Performans ve Ol¢iimii

Kurumsal performans, “bir orgiitiin hedeflerinin belirlendigi ilk asamadan bu
hedeflere ulasmasi icin gerekli gérevierin tasarlanmasi ve uygulanmasina kadar
gergeklestirmis oldugu tiim orgiitsel islev ve faaliyetlerle iliskilidir” (Thorpe ve
Holloway, 2008: 25). Antony ve Bhattacharyya’ya goére (2010) kurumsal performans,
orgiitlerin ne kadar iyi yonetildiginin ve miisteriler ile diger paydaglara sagladigi
degerin Olgiisiinii ifade eder. Porter (1996), iistiin performans gosteren orgiitleri
rakiplerinden ayiran seyin taklit edilmesi zor faaliyetler, iiriin veya hizmetlerde
yaratilan avantaj ve bu avantaji siirdiirme yetenegi oldugunu savunmus ve kurumsal
anlamda performansi, “benzer faaliyetleri rakiplerinin gerceklestirdiginden daha iyi
yapmak” seklinde tanimlamigtir.
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Vitale vd.’ne gore (1994) kurumsal performansin 6l¢timii, 6rgiitlerin kritik girdi, ¢ikt1
ve stireg degiskenlerini bir araya getiren ve vurgulayan bir yonetim aracidir. Her seyi
O0lgmeye c¢aligmaz, sadece yonetimsel anlamda karar vermek i¢in 6nemli olan
unsurlari 6lger. Dolayisiyla, performans 6lglimlerinin ¢iktisi, kararlari sekillendirerek
ve faaliyetleri yonlendirerek bir oOrgiitin gelecegini etkiler. Performans ol¢iim
sistemlerinin dogru sekilde tasarlanip uygulanmasi ortak hedeflere ulagsmak ve yapilan
cabalarin karsiliginin almmasi adina oOrgiit iiyelerini tek bir noktaya odaklarken,
calisanlarin  bireysel ve ekip olarak performanslarinin  diizenli olarak
degerlendirilmesi ve bunlarin 6diillendirilmesi uzun vadede siirdiiriilebilir performans
basarisinin temel taslarini olusturur (Kanji ve Sa, 2003: 274). Cook vd. ne gore (1995)
performans 6l¢iimii ilerlemenin dilidir ve bir orgiitiin nerede oldugu ve daha da
onemlisi nereye gittigi hakkinda bilgi saglar. Bu nedenle, performans 6l¢iimii, bir
orgiitiin belirlenen hedeflere dogru istikrarl bir sekilde ilerlemesine rehberlik edebilir
ve eksiklikleri veya durgunluklari belirleyebilir. Ayni zamanda bir orgiitiin
faaliyetlerinin ve basarilarinin net bir resmini sunarak yonetim ve karar alma kalitesini
iyilestirir.

2. YONTEM

2.1. Arastirmanin Amaci ve Arastirma Modeli

Bu aragtirmanin temel amaci, EFQM miikemmellik modelinde yer alan girdi
kriterlerinin bir biitiin olarak orgiitleri ama¢ ve hedefleri dogrultusunda daha ileri
tasiyabilmek adina yenilesim performanslari ve kurumsal performanslari iizerindeki
etkisinin ortaya konmasi ve kurum kiiltiiriiniin bu iliskide diizenleyici roliiniin tespit
edilmesidir. Arastirma kapsaminda Tiirkiye’de 6zel sektdrde faaliyet gosteren orta ve
biiylik 6lgekli isletmelerde yapilan anket galismasi ile farkli pozisyonlarda calisan
yoneticilere toplam 1500 adet anket gonderilmis ve cevaplandirilan anketlerden 402
adedi gecerli olarak kabul edilmistir.

Anketin uygulanabilmesi i¢in Hali¢ Universitesi Girisimsel Olmayan Klinik
Arastirmalar Etik Kurulu’ndan izin belgesi alinmis olup belge numarasi 132°dir.
Arastirmanin bagimli degiskenlerini yenilesim performansi ve kurumsal performans
olustururken; bagimsiz degiskenini EFQM miikemmellik modeli girdi kriterleri
(liderlik, ¢alisanlar, strateji, isbirlikleri ve kaynaklar ile siiregler, tiriinler ve hizmetler)
olusturmaktadir. Arastirmanin diizenleyici degiskeni ise kurum kiltiirtidiir.
Arastirmanin teorik modeline Sekil.2’de yer verilmistir:
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Sekil 2. Arastirma Modeli

(H1)
(H4) Yenilesim Performansi
(Bagimli Degisken)
( EFQM Miikemmellik Kurum Kiiltiirii
Modeill Girdi Kf}terlerl (Diizenleyici Degisken) (H3)
(Bagimsiz Degisken) o Katilim
o Liderlik o ik
e Calisanlar My.u Kurumsal Performans
L] 9 .
o Strateji isyon (Bagimli Degisken)
Isbirlikleri
‘ K,Ya;;;kfgrve Miigteri Perspektifi
. P I¢sel Siireg Perspektifi
o Siiregler, Uriinler (H5) Orenme ve Geligme

ve Hizmetler Perspektifi
~— Finansal Perspektif

(H2)

Arastirmanin bagimli ve bagimsiz degiskenlerinin birbirleriyle olan muhtemel
iliskileri ile diizenleyici degiskenin etkisinin test edilmesi igin 5 adet hipotez
olusturmus olup, hipotezlere asagida yer verilmistir:

H1: EFQM miikemmellik modeli girdi kriterlerinin yenilesim performansi iizerinde
pozitif yonlii bir etkisi vardir.

H2: EFQM miikemmellik modeli girdi kriterlerinin kurumsal performans iizerinde
pozitif yonlii bir etkisi vardir.

H3: Yenilesim performansinin kurumsal performans iizerinde pozitif yonli bir etkisi
vardir.

H4: EFQM mikemmellik modeli girdi kriterlerinin yenilesim performansina
etkisinde kurum kiiltlirliniin diizenleyici rolii vardir.

H5: EFQM miikemmellik modeli girdi kriterlerinin kurumsal performansa etkisinde
kurum kiiltiiriiniin diizenleyici rolii vardir.

2.2. Arastirmanin Evreni ve Orneklemi

Bu arastirmanin evrenini 6zel sektorde faaliyet gosteren orta ve biiyiik 6lcekli
isletmeler olusturmaktadir. Ancak zaman ve maliyet kisitlar1 nedeni ile arastirmanin
evreninin tamamina ulagsmanin miimkiin olmamasindan dolayi, aragtirma evrenini
temsil etme yetenegi olan drneklem alimmistir. Arastirma 6rneklem biiyiikliigliniin
belirlenmesinde, Yazicioglu ve Erdogan (2004: 49-50) tarafindan hazirlanmis
orneklem biiyiikliigii tablosundan yararlanilmig ve %95 giivenilirlikte sonuglara
ulasabilmek i¢in asgari 384 Ornekleme ulasilmas1 gerektigi belirlenmistir. Bu
dogrultuda, arastirma kapsaminda elde edilen, Ol¢iilemeyen biiyiikliikteki evreni
temsil eden 402 adet gecerli anket sayisinin yeterli olacag diistinilmiistiir.
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2.3. Arastirmada Kullanilan Veri Toplama Araglari

Arastirma kapsaminda kullanilan veriler anket yontemi vasitasiyla toplanmis olup,
anket formunda katilimcilarin ifadelere katilim diizeyleri 5°1i Likert tipi 6lgek ile
belirlenmistir. (1=Kesinlikle Katilmiyorum, 2=Katilmiyorum, 3= Kararsizim,
4=Katiliyorum, 5=Kesinlikle Katiliyorum). Arastirmada kullanilan anket formu 5
béliimden olusmaktadir. Tlk béliimde demografik bilgileri elde etmek amaciyla anketi
dolduran katilimcilarin cinsiyet, yas, egitim diizeyi, sektdrdeki ve isletmedeki tecriibe
stiresi ile ¢aligtiklar1 igletmenin yasini, ortalama g¢alisan sayisini, faaliyet gosterdigi
sektor alan1 vb. Ogrenmeye yonelik sorular sorulmus olup; diger boliimlerde
katilimcilarin aragtirma degiskenlerine iligkin algilarmi 6lgmeye ¢alisan “EFQM
mitkemmellik modeli girdi kriterleri Slgegi”, “yenilesim performanst 6lgegi”,
“kurumsal performans 6l¢egi” ve “kurum kiiltiirii 6l¢egi” olmak {izere 4 adet Slgege
iliskin sorular kullamlmistir. Anket toplamda 73 adet sorudan olusmakta olup,
aragtirma kapsaminda kullanilan 6lgeklerin kisa tanimlarina agagida yer verilmistir:

2.3.1. EFOM Miikemmellik Modeli Girdi Kriterleri Ol¢egi

EFQM miikemmellik modeli girdi kriterleri 6lgegi i¢in, Avrupa Kalite Yonetim Vakfi
(EFQM) tarafindan isletmeleri, degisimi yonetme ve performanslarini iyilestirme
konusunda destekleyen ve diinya ¢apinda bir ydnetim ¢ergevesi sunan modelinin 2013
versiyonu kullanilmistir. Modelin orijinal versiyonu KALDER tarafindan Tiirk¢eye
cevrilmistir. Model, girdi ve sonug kriterlerini igermekte olup, dlgek igin modelin,
"Liderlik", "Strateji", "Calisanlar", "Is birlikleri ve Kaynaklar" ve "Siirecler, Uriinler
ve Hizmetler" olmak iizere 5 boyuttan ve 24 maddeden olusan “girdi kriterleri” 5°1i
Likert tutum 6lgegi ile 6l¢tilmiistiir.

2.3.2. Yenilesim Performanst Olgegi

Yenilesim performansinin Sl¢iilmesi i¢in Alpkan vd. (2005) tarafindan Tiirk¢eye
cevrilen ve yeniden derlenen dlgek kullamlmustir. Olgek, isletmelerin yenilikgilik
egilimlerinin Sl¢iilmesine uygun ifadeler igeren, gegerlilik ve giivenilirlikleri daha
onceki caligmalarda onaylanmis sorulardan olusmaktadir. Olgek tek boyutta alti
sorudan olugmakta olup, dlgekte yer alan sorular Antoncic ve Hisrich (2001) ve
Calantone vd.’nin (2002) ¢aligmalarindan alinmistir.

2.3.3. Kurum Kiiltiirii Olcegi

Arastirma anketinde kurumsal kiiltiirii 6l¢gmek amaciyla, kurum kiiltiirii literatiiriinde
onemli ¢aligmalar1 olan Denison ve Mishra (1995) tarafindan hazirlanan gegerlilik ve
glivenilirligi kanitlanmig, 36 maddelik kurum kiiltiirii 6lgeginin  kullanilmasi
planlanmigtir. Ancak soru sayisinin fazla olmasi ve anketin uzunlugunun artarak
cevaplanma olasiligmmin diismesi nedeniyle aynmi Olgegin  kisaltilmig seklinin
kullanilmasma karar verilmistir. Bu sebepten, Denison ve Mishra’ nin (1995),
Dasgupta ve Gupta (2019) tarafindan kisaltilan 8 maddelik kurum kiiltiirii 6lgegi
kullanilmistir. Olgek, Denison ve Mishra (1995) tarafindan hazirlanan orijinal
olgekteki gibi 4 boyuttan (katilim, tutarlilik, uyum, misyon) olugmaktadir.
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2.3.4. Kurumsal Performans Olgegi

Arastirmada kullanilan kurumsal performans 6lgegi, Kaplan ve Norton'un (1996)
yapmig oldugu orijinal ¢aligmada yer alan Dengelenmis Basar1 Karnesi (Balanced
Score Card) baz alinarak Blackmon (2008) tarafindan gelistirilmis bir 6lgektir. Olgek,
Dengelenmis Basar1 Karnesi ¢ergevesinde olusturulan her bir perspektiften
igletmelerin genel kurumsal performanslarint 6lgmek igin tasarlanmistir. Buna gore
olgek bu perspektifleri belirten, "Miisteri Perspektifi", "Igsel Siirecler Perspektifi",
"Calisan Ogrenme ve Gelisme Perspektifi" ve "Finansal Perspektif' olmak iizere 4
boyuttan ve toplamda 35 maddeden olugmaktadir.

2.4. Verilerin Analizi

Calismanin verilerini analiz etmek igin, SPSS 23 ve AMOS 23 istatistik paket
programlarindan faydalanilmigtir. SPSS programi yardimiyla o6nce verilerin
tanimlayict analizleri ve demografik sorulara iliskin frekans dagilimlar1 analizleri
tamamlanmis, daha sonra Glgekler icin giivenilirlik analizi yapilmistir. SPSS’ te
yapilan giivenirlilik analizinden sonra, 6lgekler i¢in agimlayici faktoér analizi ve
AMOS programi yoluyla yine 6lgekler i¢in dogrulayici faktor analizi yapilmistir. Son
olarak arastirmanin amacina yonelik olarak gelistirilmis olan hipotezlerin test
edilmesi i¢in SPSS’ te korelasyon ve regresyon analizleri uygulanmistir. Ayrica
aragtirma modeline iliskin degiskenlerin demografik degiskenlere gore farklilasip
farklilasmadig1 varyans analizi ile test edilmistir.

3. BULGULAR

3.1. Demografik Degiskenlere iliskin Bulgular

Arastirma anketinin gonderildigi isletmelerden katilanlarin %18’i bayan, %82’si
erkektir. Katilimeilarin yas ortalamalarma bakildiginda, %4,73’{iniin 1955-1959
yillart aras1 dogumlu, %8,96’simnin 1960-1964 yillar1 aras1 dogumlu, %13,43’{inlin
1965-1969 yillar1 arasi dogumlu, %18,66’sinin 1970-1974 yillart aras1 dogumlu,
%19,40’1n1n 1975-1979 yillar1 aras1 dogumlu, %14,93 liniin 1980-1984 yillar1 arasi
dogumlu, %16,17’sinin 1985-1989 yillar1 aras1 dogumlu ve %3,73’iintin 1990-1994
yillar1 arasi dogumlu oldugu goriilmektedir. Katilimeilarin egitim durumlarina goére
dagiliminda egitim seviyesinin yiiksek oldugu gorilmektedir. Katilimcilarin
%75,12’si lisans mezunu iken, %24,88’1 kariyerini bir ileri boyuta tastyarak egitimine
devam etmis ve lisansiistii egitim yapmistir. Isletmedeki konumlarmna bakildiginda
katilimcilarin, %62,75 ile gogunlugunu orta diizey yoneticiler olustururken, %21,25’1
ust diizey yonetici ve %16’s1 ise alt diizey yoOnetici statiisiindedir. Katilimcilar,
bulunduklar1 bu pozisyonlarda ortalama 6 y1l gérev aldiklar goriiliirken; halihazirda
calismis olduklari isletmelerinde ise ortalama 9 yil gorev aldiklart goriilmektedir.
Ayrica arastirmaya dahil olan katilimcilarin toplam is hayat: tecriibeleri ise ortalama
19 yildir. Katilimeilarin ¢aligmis olduklart sirketlerin %70’inden fazlast 11 yil ve
istiinde faaliyet gosterirken, isletmelerin yaklasik %55°1 250 ve fistii calisant
biinyesinde barindiran biiyiik olgekli isletmeler, %45°i ise 50 ila 249 calisani
biinyesinde barindiran orta 6lgekli isletmelerdir.
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3.2. Giivenilirlik Analizine iliskin Bulgular

Arastirmaya konu olan 4 adet 6l¢ege iliskin i¢ tutarlilik 6l¢timii “Cronbach Alfa (a)”
giivenilirlik katsayisi ile incelenmistir. Hesaplanan Cronbach Alfa giivenilirlik
katsayilarina asagidaki tabloda yer verilmistir. Alfa (o)) katsayisi O ile 1 arasinda deger
almaktadir. Tutar ve Erdem’e (2020: 484) gore Alfa (o) katsayisinin kabul edilebilir
degerleri degismekle birlikte su araliklarda olmasi beklenir: 0.81 ile 1.00 aras1 6l¢ek
“yiiksek giivenilirlige sahip”, 0.61 ile 0.80 arasi Slgek “orta diizey giivenilirlige
sahip”, 0.41 ile 0.60 aras1 dlgek “diisiik giivenilirlige sahip”, 0.00 ile 0.40 aras1 6l¢ek
ise “gilivenilir olmayan” Slgektir.

Tablo 1. Olgeklere iliskin Giivenirlilik Testi Sonuglar

) Giivenilirlik
Olgek Adi Katsayis1 Giivenilirlik Diizeyi
(Cronbach Alfa)
EFQM Miikemmellik Modeli .. T
Girdi Kriterleri Olcegi 0,986 Yiiksek Guvenilirlik
Yenilesim Performansi Olgegi 0,945 Yiiksek Giivenilirlik
Kurumsal Performans Olgegi 0,952 Yiiksek Guvenilirlik
AR Orta Diizey

Kurum Kiiltiirii Olgegi 0,661 Giivenilirlik

Tablo 1.’deki giivenilirlik testi sonuglar1 kapsaminda, EFQM miikemmellik modeli
girdi kriterleri 6l¢egi, kurumsal performans Slgegi ve yenilesim performansi dlgegi ne
ait Cronbach alfa katsayilarmin 0.81°den biiyiikk oldugu ve yiiksek giivenilirlikte
oldugu; kurum kiiltiiri 6l¢eginin ise 0.61°den biiyiik oldugu ve bu nedenle kabul
edilebilir siirlarda oldugu sdylenebilir.

3.3. Aamlayic1 Faktor Analizine iliskin Bulgular

Arastirmada kullanilan 4 Olgegin faktor yiiklerinin belirlenmesi i¢in yapilan
acimlayici faktor analizi neticesinde elde edilen sonuglara Tablo 2.’de yer verilmistir:
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Tablo 2. Olgeklere iliskin A¢imlayic1 Faktor Analizi Sonuclar

) Agiklanan | KMO Bartlett Madde Faktor
Olgekler Varyans | Orneklem | Kiiresellik Faktorler Sayist Yiik
(%) Yeterliligi Testi Arah@
Liderlik 4 .56 - .73
EFQM o
Miikemmellik 12 (402) = étrlate”l g ‘Zg - ‘ZS
Modeli Girdi | 86,56 0972 | 11437.936, [ sanal o
Kriterleri p<.005 Iss.l.alrhlklenﬂv'(.: Il(aynaklar 4 .54 - .67
A s tregler, Uriinler ve
Olgegi Hizmetler 4 60 - 80
Yenilesim x2 (402) =
Performansi 78,84 0,920 2220.756, | Yenilesim Performansi 6 .86 - .92
Olgegi p<.005
Miisteri Perspektifi 6 .72 - .86
Kurumsal x2 (402) = | Igsel Siiregler Perspektifi 13 .59 - .82
Performans 69,21 0,925 13390.252, | Calisan Ogrenme ve 7 54.- 88
Olgegi p<.005 | Geligsme Perspektifi ) '
Finansal Perspektif 5 .64 -.78
Katilim 2 .86 - .88
Kurum 12 (402) = ryparliiik 2 |.9-9
Kiltiiri Oleegi | 2074 0,602 2?)%166%25, Uyum 2 |.93-.94
) Misyon 2 .94 - .96

Tablo 2.’deki sonuglar incelendiginde analize konu olan tiim olgeklerin &rneklem
yeterlilik sayisint belirten KMO degerlerinin yiiksek oldugu ve faktor analizi igin
yeterli oldugu goriilmiistiir. Aynt zamanda Bartlett kiiresellik testlerinin anlamli
olmasi ifadeler arasindaki korelasyon degerlerinin faktor analizine uygun oldugunu
gostermektedir. Faktor analizi 6zdegerlerinin (eigenvalues) 1’den yiiksek olmasi ile
faktorlerin olusmasi saglanmistir.

EFQM miikemmellik modeli girdi kriterleri 6lgegi i¢in elde edilen bes faktorlii yapiya
ait tic madde, faktor yiiklerinin 0,5 altinda olmasi dolayisiyla dlgekten ¢ikarilmis ve
yine bes faktorlii toplam 21 maddelik yapi1 elde edilmistir. Olusturulan yeni yapiya ait
faktorler toplam varyansin %86,56’si1 agiklamistir. Yenilesim performanst 6lgegi
icin ise tek faktorlii 6 maddelik yapi elde edilmis olup yapiya ait faktorlerin toplam
varyansin %78,84’iinii acikladigi goriilmiistiir. Kurumsal performans 6lgegi icin
yapilan analizde 6nce alt1 faktorlii yapi elde edilmis olup, daha sonra 6lgekte yer alan
iki maddenin 6ngoriilenden yeni bir faktér olusturdugu ve bir maddenin de faktor
yikiiniin 0,5 altinda olmas1 dolayisiyla 6lgekten ¢ikarilmasiyla toplam 31 maddelik
dort faktorlii yeni yapi elde edilmistir. Olusturulan yeni yapiya ait faktorler toplam
varyansin %69,21%ini agiklamistir. Son olarak Kurum Kiiltiirii Olgegi icin dort
faktorlii ve 8 maddelik yapi elde edilmis olup yapiya ait faktorler toplam varyansin
%90,74’{inii agiklamstir. Olgekler ait detayli faktor yiiklerine Tablo 3., Tablo 4.,
Tablo 5 ve Tablo 6.’da yer verilmistir.
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Tablo 3. EFQM Miikemmellik Modeli Girdi Kriterleri Olcegine iliskin
Ac¢imlayic1 Faktor Analizi Sonuclar

Faktor Yiikleri

Madde
No.

Maddeler

Liderlik

Strateji

Calisanlar

isbirlikleri
ve
Kaynaklar

Siiregler,
Uriinler
ve
Hizmetler

LD3

Kurumumuzda liderler dig
paydaslarla iligkileri yiiriitiir.

0,728

LD2

Kurumumuzda liderler
kurulusun yonetim sistemi ve
performansina iliskin
iyilestirmeleri tanimlar, izler,
gbzden gegirir ve yonlendirir.

0,667

LD1

Kurumumuzda liderler
kurulusun misyon, vizyon,
degerler ve etik kurallarini
olusturur ve davranislariyla
ornek olur.

0,624

LD4

Kurumumuzda liderler
mitkemmellik kiltirini
kurulusun ¢alisanlariyla
saglamlastirir.

0,560

ST9

Kurumumuzda strateji ve
stratejiyi destekleyen politikalar
duyurulur, uygulanir ve izlenir.

0,720

PE10

Kurumumuzda ¢aliganlara iliskin
planlar kurulusun stratejisini
destekler.

0,687

ST8

Kurumumuzda strateji ve
stratejiyi destekleyen politikalar
olusturulur, gézden gegirilir ve
giincellenir.

0,675

ST7

Kurumumuzda strateji, i¢
performans ve yeteneklerin
anlagilmasini temel alir.

0,576

PE13

Kurumumuzda ¢aliganlar
kurulugun tiimiinde etkili iletisim
kurar.

0,694

PE14

Kurumumuzda g¢aliganlar takdir
edilir, taninir ve gozetilir.

0,692

PE12

Kurumumuzda ¢alisanlarin yon
birligi ve katilimi saglanir,
calisanlar yetkelendirilir.

0,653

PE11

Kurumumuzda ¢aliganlarin bilgi
birikimleri ve yetenekleri
geligtirilir.

0,602

PR15

Kurumumuzda isbirligi yapilan
kuruluslar ve tedarikgiler
stirdiiriilebilir yarar saglama
dogrultusunda yonetilir.

0,598
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Tablo 3. (devam) EFQM Miikemmellik Modeli Girdi Kriterleri Olgegine iliskin
Acimlayici Faktor Analizi Sonuclar:

PR17

Kurumumuzda binalar, donanim, malzemeler
ve dogal kaynaklar siirdiiriilebilir bir bigimde
yonetilir.

0,669

PR18

Kurumumuzda teknoloji, stratejinin yasama
gecirilmesini destekleyecek bigimde yonetilir.

0,661

PR19

Kurumumuzda bilgi ve bilgi birikimi; etkili
kararlar verilebilmesine destek olacak ve
kurumsal yetenekleri gelistirecek bigimde
yonetilir.

0,563

PR16

Kurumumuzda finansal kaynaklar
stirdiiriilebilir basarty1 giivence altina alacak
bicimde yonetilir.

0,541

Kurumumuzda iirlin ve hizmetler etkili bir

PPS22 bigimde tanitilir ve pazarlanir. 0,798
PPS23 Kurumumuz.(.ia {iriin ve hizmetler tretilir, 0725
sunulur ve yonetilir.
PPS24 Kur"urp}lmuzda miisteri iliskileri yonetilir ve 0716
gelistirilir.
PPS21 Kummumquia lirlin ve hizmetler muste'rll'ere' 0,590
en uygun degeri yaratmak amaciyla gelistirilir.
Tablo 4. Yenilesim Performansi Olgegine iliskin Acimlayicr Faktor Analizi
Sonuclari
Madde No. Maddeler Faktor
Yiikii
iNO1 Kurumumuz islerin yiiriitiilmesinde siirekli olarak yeni yontemler 0,876
arayigindadir.
INO2 Kurumumuz yeni iiriin ve hizmet gelistirme konusuna ¢ok dnem verir. 0,924
iNOo3 Kurumumuz isleri daha iyi yapabilmek igin yeni yollar arar. 0,905
; Kurumumuz yeni {iriin ve hizmet gelistirebilmek i¢in yeterli dl¢lide
INO4 harcama yapar. 0,869
INOS5 Kurumumuz siklikla yeni fikirleri hayata gecirmeye calisir. 0,895
iNO6 Kgrumgmuz her zaman en son teknolojilere yatirim yapma ¢abast 0,856
igindedir.
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Tablo 5. Kurumsal Performans Olgegine iliskin A¢imlayicn Faktor Analizi

Sonuglart
Faktor Yiikleri
. icsel Ogrenme .
Msgde Maddeler Pg:{:séig fi Siirecler | ve Gelisme Pilgagii: f
' p Perspektifi | Perspektifi P

CP7 Kurumumuzda miisterilerimizin sayisi 0,864
artmaktadr.
Kurumumuzda tedarikgilerimizin

cP3 beklentilerini siirekli karsiliyoruz. 0,863
Kurumumuzda sundugumuz iiriin ve

CP6 hizmetlerin tiirti artmaktadir. 0.822
Kurumumuzda sundugumuz iiriin ve

CcP4 hizmetlerin kalitesi artmaktadir. 0,820
Kurumumuzda sundugumuz iiriin ve

CcPS hizmetlerin sayisi artmaktadir. 0,798
Kurumumuzda sundugumuz iiriin ve

cr8 hizmetlere olan talep artmaktadir. 0.721

P14 K__urumu.mgz.da"kallt.e ko‘ntr'o'l 0,826
stireclerimizi siirekli gelistiriyoruz.

p1g | Kurumumuzda hizmet Kalitesi 0,807
stireclerimizi siirekli iyilestiriyoruz.

pp17 | Kurumumuzda infin Kalitesi 0,801
stireclerimizi siirekli iyilestiriyoruz.

P15 I<..urumu.ml.JzFIa..h|zn‘1et kgll_te_5| 0,796
stireclerimizi siirekli gelistiriyoruz.

P13 K_urun_lumuzd_a _etkln bir kalite yonetim 0,785
sistemine sahibiz.

1P20 Kl'lrumumuzun yonetim politikasi 0,761
misyonumuza ulagmay1 kolaylastirir.

CP11 Kurumumuzun beklentilerini siirekli 0734
karsiliyoruz.
Kurumumuzda miisterilerimizin

CP9 | ihtiyaglarini 6grenmek i¢in ¢aligmalar 0,732
yapiyoruz.
Kurumumuzda tedarikgilerimizin ne

CP10 | bekledigini 6grenmek i¢in ¢aligmalar 0,723
gegiyoruz.

P12 K}lrun_ﬁuml}zt_ig planlama siireglerimizi 0,716
stirekli gelistiriyoruz.

P16 Kururrl.ljlmuzda g_el_lstmlmls politika ve 0,708
prosediirlere sahibiz.
Kurumumuzda misyonumuz stratejik

IP19 planlamamiza temel teskil etmektedir. 0,701

Cp2 Kurumumuzda sermayedarlarimizin 0,585

beklentilerini siirekli karsiltyoruz.
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Tablo 5. (devam) Kurumsal Performans Olgegine iliskin Acimlayicr Faktor
Analizi Sonuclar1

Genellikle isimle ilgili bilgilere kolaylikla
ulasabilirim.
LGP21 Isim dogrudan 6rgiitsel misyonumuzu
gerceklestirmeye yoneliktir.
Isimde kendimi her zaman basarili
hissederim.
Isimde performans hedeflerimi
gerceklestirmeye yonelik dogru karar
alabilmek i¢in yeterli bilgi ve donanima
sahibim.
LGP28 Per_fom_lans hedeflerimi agik ve net olarak 0,629
belirlerim.

LGP22 | isim tatmin edicidir. 0,549
Kurumumuz isimde basarili olmam igin
LGP29 | ihtiyag duydugum her tiirlii egitimi almama 0,538
olanak saglar.
Kurumumuzda iirlin ve hizmetlerimizi
FP33 | gelistirmek i¢in yeterli mali kaynagimiz 0,784
mevcuttur.
Kurumumuzun finansal kuruluslardan kredi

- e . 0,761
alabilme giicii yiiksektir.
Kurumumuzda giderlerimizin seviyesini
diisiik tutabiliyoruz.
Kurumumuzda maliyetlerimizi etkili bir
sekilde kontrol altina alabiliyoruz.
Kurumumuzda finansal kaynaklarimizin
FP34 | birimlerimize dagilimi en uygun sekilde 0,639
yapilmaktadir.

LGP26 0,880

0,857

LGP25 0,751

LGP27 0,718

FP32

FP31 0,708

FP30 0,664

Tablo 6. Kurum Kiiltiirii Olcegine iliskin A¢imlayic1 Faktor Analizi Sonuclar

Faktor Yiikleri

&/Ioadde Maddeler Misyon | Tutarhhik | Uyum | Katihm
Kurumumuz uzun vadede temel hedeflerine

Mi7 ulagmasini saglayacak amaglara ve yon birligine 0,958
sahiptir.

: Kurumumuzu sekillendirecek ve ileriye tasiyacak

MI8 ortak bir vizyon bulunmaktadir. 0,945

co3 Kurumumuzun} faallyeF amaclan konusunda ortak bir 0,962
bakis agis1 benimsenmistir.

co4 Kurumumuzda ¢aligma yontemleri net ve 0,951
ongoriilebilirdir.

AD6 Kurumumuz her konuda duyarli ve degisime agiktir. 0,942
Kurumumuz miisterilerin talep ve ihtiyaglari her

AD5 zaman dikkate alinir ve yapilan galigmalara yon 0,935
Verir.
Kurumumuzda farkl boliimler arasinda igbirligi ve

IN2 S 0,876
dayanigma her zaman tegvik edilir.

IN1 Kurumumuzdfi caliganlar kendilerini etkileyen 0,864
kararlarda aktif rol oynarlar.
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3.4. Dogrulayic1 Faktor Analizine iliskin Bulgular

Olgeklerin birinci diizey faktoriyel yapisi, AMOS programi kullanilarak test
edilmistir. Besli Likert 06lg¢eginde, toplanan 402 adet verinin normal dagilim
gostermesi nedeniyle maximum likelihood hesaplama yontemi kullanilarak
kovaryans matrisleri olusturulmustur. Olceklere iliskin birinci diizey dogrulayici
faktor analizi neticesinde elde edilen uyum iyiligi degerlerine Tablo 7.’de yer
verilmistir:

Tablo 7. Olgeklere iliskin Dogrulayici Faktér Analizi Sonuglari

EFQM
Uvaunluk iyi Kabul | Miikemmellik | Yenilesim Kurumsal Kurum
ég‘: iitii Uyum | Edilebilir | Modeli Girdi | Performansi | Performans Kiiltiirii
¢ Degeri Deger Kriterleri Olcegi Olcegi Olcegi
Olgegi
p p<0.5 (%95 giiven 0,000 0,000 0,000 0,000
aralig1 i¢in)
8{';’;% 3 | 3</df<s 343 1,63 3,50 0,86
RMSEA <005 | <0,08 0,078 0,039 0,079 0,046
CFI > 0,95 >0,90 0,966 0,999 0,926 1,000
NF >095 | >0,90 0,053 0,997 0,900 0,995
TLI > 0,95 >0,90 0,955 0,996 0,913 1,002
GFI > 0,95 > 0,90 0,885 0,995 0,933 0,993

Tablo 7.’deki dogrulayic1 faktér analizi sonuglarina gore, yenilesim performansi
Olcegi i¢in elde edilen uyum 1iyiligi degerleri (p<0,5; ¥2/df= 1,63; RMSEA= 0,039;
CFI1=0,999; NFI=0,997; TLI=0,996; GFI= 0,995) ile kurum kiiltiirii 6lgegi i¢in elde
edilen uyum 1iyiligi degerlerinin (p<0,5; x2/df= 0,86; RMSEA= 0,046; CFI= 1,000;
NFI= 0,995; TLI= 1,002; GFI= 0,993) en iyi uyum degerlerini ortaya koydugu
goriilmiistiir. EFQM miikemmellik modeli girdi kriterleri dlgegi i¢in elde edilen uyum
iyiligi degerleri (p<0,5; x2/df= 3,43; RMSEA= 0,078; CFI=0,966; NFI=0,953; TLI=
0,955; GFI= 0,885) ile kurumsal performans dl¢egi i¢in elde edilen uyum iyiligi
degerlerinin (p<0,5; y2/df= 3,50; RMSEA= 0,079; CFI= 0,926; NFI= 0,900; TLI=
0,913; GFI= 0,933) ise kabul edilebilir sinirlar igerisinde oldugu goriilmiistiir. Bu
sonug tiim Olceklerin arastirmadan elde edilen veriler ile uyumlu ve kabul edilebilir
oldugunu gostermektedir. Olgeklere iliskin hazirlanan yol semalar1 Sekil 3., Sekil 4.,
Sekil 5. ve Sekil 6.’da gosterilmistir.
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Sekil 3. EFQM Miikemmellik Modeli Girdi Kriterleri Olcegi DFA Yol Semasi
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(p<0,5; y2/df= 3,43; RMSEA= 0,078; CFl= 0,966; NFI= 0,953; TLI=
0,955; GFl= 0,885)

Sekil 4. Yenilesim Performansi Olcegi DFA Yol Semasi

INOS

INO4

INo3

INO2

iNO1

(p<0,5; 42/df=1,626; RMSEA= 0,039; CFI=0,999; NFI=0,997; TLI= 0,996;
GFI1=0,995)
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Sekil 5. Kurumsal Performans Olgegi DFA Yol Semasi

(p<0,5; y2/df= 3,496; RMSEA= 0,079; CFl= 0,926; NFI= 0,900; TLI= 0,913;
GFI=0,833)
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Sekil 6. Kurum Kiiltiirii Olcegi DFA Yol Semasi

(p<0,5; x2/df= 0,863; RMSEA= 0,046; CFl=1,000; NFI= 0,995; TLI=1,002;
GFI=0,993)

3.5. Korelasyon Analizine iliskin Bulgular

Arastirmaya konu olan 4 adet 6lgegin birbirleri arasinda anlamli bir iligski var olup
olmadig1 basit korelasyon analizi ile test edilmistir. Olgeklere iliskin yapilan
korelasyon analizleri neticesinde %99 giiven araliginda Tablo 8.’de yer alan sonuglar
elde edilmistir:

Tablo 8. Korelasyon Analizi Sonuclar:

. Std.
Degiskenler Ort. sapma 1 2 3 4
1. EFQM Miikemmellik
Modeli Girdi Kriterleri 3,96 973 1
Olgegi
%.Yervl}leym Performansi 3.94 924 702% 1
Olgegi
3. Kurum Kiiltiiri C)lqegi 3,60 438 538** A464** 1
4. Kurumsal Performans 4,04 611 514% | Bea*x | 515w* 1
Olgegi
** p<0.01

Pearson korelasyon katsayilariin oldugu Tablo 8.de EFQM miikemmellik modeli
girdi kriterleri ile kurumsal performans arasinda %99 giiven araliginda anlamli, pozitif
yonde ve orta dereceli bir iliski oldugu (r(402)=.514, p<0.01), EFQM miikemmellik
modeli girdi kriterleri ile yenilesim performans: arasinda %99 giiven araliginda
anlamli, pozitif yonde ve orta dereceli bir iligki oldugu (r(402)=.702, p<0.01), EFQM
mitkemmellik modeli girdi kriterleri ile kurum kiiltiirii arasinda %99 giiven araliginda
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anlamli, pozitif yonde ve orta dereceli bir iligki oldugu (r(402)=.538, p<0.01), kurum
kiiltiirti ile kurumsal performans arasinda %99 giiven araliginda anlamli, pozitif yonde
ve orta dereceli bir iligki oldugu (r(402)=.515, p< 0.01), kurum kiiltiirii ile yenilegim
performansi arasinda %99 giiven araliginda anlamli, pozitif yonde ve orta dereceli bir
iliski oldugu (r(402)= .464, p< 0.01) ve yenilesim performans: ile kurumsal
performans arasinda %99 giiven araliginda anlamli, pozitif yonde ve orta dereceli bir
iliski oldugu (r(402)= 0.564, p< 0.01) tespit edilmistir.

3.6. Regresyon Analizi ve Hipotez Testlerine fliskin Bulgular

Aragtirmaya konu olan bagimli ve bagimsiz degiskenlere iliskin 6l¢eklerin birbirleri
iizerindeki etkisini gérmek i¢in olusturulan 3 adet hipotez basit dogrusal regresyon
analizi ile test edilmis olup, analiz sonuglar1 Tablo 9.’da belirtilmistir:

Tablo 9. Regresyon Analizi Sonuclari

Hip. P B B Basit Dogrusal

No Hipotez adh F (<0.05) | (constant) | (reg.) R Il?)ignrlflsgr%? Sonug

EFQM
mitkemmellik
modeli girdi
kriterlerinin
yenilesim YP=

performanst 387,670 | 0,000 1,305 0,702 | 0,491 1.305+0.702*EFQM Kabul
iizerinde

pozitif yonli
bir etkisi
vardir.

H1

EFQM
miikemmellik
modeli girdi
kriterlerinin
kurumsal KP=
H2 performans 143,464 | 0,000 2,760 0,514 | 0,262 2.760+0.514*EFQM Kabul
lizerinde

pozitif yonli
bir etkisi

vardir.

Yenilesim
performansinin
kurumsal
performans KP=

{izerinde 1861388 0,000 2,568 0,564 0,316 2 568+0 564*YP Kabul
pozitif yonli

bir etkisi
vardir.

H3

Tablo 9.”daki regresyon analizi sonuglarina gore: EFQM miikemmellik modeli girdi
kriterlerinin yenilesim performans: lizerindeki etkisi istatistiksel olarak anlamlidir
F(1,402)= 387.670, p<0.05) ve degiskenlere yonelik basit dogrusal regresyon
denklemi “YP= 1.305+0.702*EFQM” seklindedir. Analiz sonucunda diizeltilmis R?
degeri 0.491 olarak belirlenmistir. Bu sonug, yenilesim performansindaki %49,1°lik
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varyansin EFQM miikemmellik modeli girdi kriterleri algisina bagli oldugunu
gostermektedir. Ek olarak EFQM miikemmellik modeli girdi kriterlerindeki bir
birimlik degisimin yenilesim performansi algisin1 070 birim arttiracagi sylenebilir.
Analiz sonuglarma gore H1 hipotezi kabul edilmektedir. Yine EFQM miikemmellik
modeli girdi kriterlerinin kurumsal performans iizerindeki etkisinin de istatistiksel
olarak anlamli oldugu goriilmektedir (F(1,402)= 143.464, p<0.05) ve degiskenlere
yonelik basit dogrusal regresyon denklemi “KP= 2.760+0.514*EFQM” seklindedir.
Analiz sonucunda diizeltilmis R? degeri 0.262 olarak belirlenmistir. Bu sonug,
kurumsal performanstaki %26,2’lik varyansin EFQM miikemmellik modeli girdi
kriterleri algisina bagli oldugunu gostermektedir ve EFQM miikemmellik modeli girdi
kriterlerindeki bir birimlik degisimin kurumsal performans algisint 051 birim
arttiracagi soylenebilir. Analiz sonuglarina gore H2 hipotezi kabul edilmektedir. Son
olarak yenilesim performansinin kurumsal performansa etkisi istatistiksel olarak
anlamlidir (F(1,402)= 186.388, p<0.05) ve degiskenlere yonelik basit dogrusal
regresyon denklemi “KP=2.568+0.564* YP” seklindedir. Diizeltilmis R? degeri 0.316
olarak belirlenmis olup, bu sonug, kurumsal performanstaki %31,6’likk varyansin
yenilesim performansi algisina bagli oldugunu gostermektedir. Ayrica yenilesim
performansindaki bir birimlik degisimin kurumsal performans algisint 056 birim
arttiracagi sdylenebilir. Analiz sonuglarina gére H3 hipotezi kabul edilmektedir.

3.7. Diizenleyici Degisken Analizine iliskin Bulgular

Arastirma modelinin diizenleyici degiskeni olan kurum kiiltiiriiniin bagimli ve
bagimsiz degigkenler arasindaki diizenleyici etkisini goérebilmek ve kurulan
hipotezleri test etmek icin SPSS programinda hiyerarsik regresyon analizi
kullanilmistir. Bunun i¢in dncelikle bagimsiz degisken ve diizenleyici degiskene
iliskin veriler standardize edilmistir. Daha sonra standardize edilmis bagimsiz
degisken ve diizenleyici degiskene iliskin verilerin ¢arpilmasiyla etkilesimsel terim
olusturulmustur. Yapilan hiyerarsik regresyon analizinin birinci adiminda standardize
edilmis bagimsiz degisken ve diizenleyici degiskene iliskin veriler regresyon analizine
sokulmus, ikinci adimda ise etkilesimsel terim regresyon analizine dahil edilmistir.
Diizenleyicilik etkisinin test edilmesi i¢in yapilan hiyerarsik regresyon analizine
iliskin sonuglara Tablo 10. ve Tablo 11.’de yer verilmistir.
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Tablo 10. EFQM Miikemmellik Modeli Girdi Kriterlerinin Yenilesim
Performansina Etkisinde Kurum Kiiltiiriiniin Diizenleyici Roliine iliskin
Hiyerarsik Regresyon Analizi

Degiskenler 1. Model 2. Model
Bagimh Degisken: Yenilesim Performansi B |S.H. t B S.H. t
Zscore (EFQM) 59** | 0.4 115190 | .61** | 0.4 | 15.443
Zscore (Kurum Kiiltiirii) JA1** ) 0.4 | 2.895 J10** | 0.4 | 2.623
Etkilesim Terimi (EFQM*KK) A1** 1 0.3 | 2.389
R .709 714
R? .503 510
Diiz. R? .500 .506
AR2 .007
F Degeri 201.603 137.891

**p<0.05

EFQM miikemmellik modeli girdi kriterlerinin yenilesim performansina etkisinde
kurum kiiltiiriniin diizenleyici roliine ait hiyerarsik regresyon analizi incelendiginde
modelin her iki adimmin da istatistiksel olarak anlamli oldugu goriilmektedir.
Etkilesimsel terimin bulunmadigi birinci model (F(2,401)= 201,603, p<0,005) ve
etkilesimsel terimin yer aldigi ikinci model (F(3,401)= 137,891, p<0,005) istatistiksel
olarak anlamlidir. Bu durum EFQM miikemmellik modeli girdi kriterlerinin yenilesim
performansima etkisinde kurum kiltiriiniin ~ diizenleyici iligskisi oldugunu
gostermektedir. Ayrica diizenleyici etki test edilirken Aiken ve West (1991), R¥’de
meydana gelen degisimlerin tek bagina yeterli olamayacagini; aradaki etkilesimin
detayli bir bigimde belirlenebilmesi i¢in diizenleyici degiskene ait diisiik ve yiiksek
diizeydeki regresyon egrilerinin g¢izilerek yapilacak egim testi (Slope test) ile
incelenmesi gerektigini savunmaktadir. Sekil 7.’de gosterilen egim testi, kurum
kiltirt  algismin giiclendikce EFQM  miikemmellik modeli girdi kriterlerinin
yenilesim performansina etkisinin giiclendigini, tam tersi sekilde kurum kiltiiri
algisinin zayifladikca EFQM miikemmellik modeli girdi kriterlerinin yenilesim
performansina etkisinin zayifladigini ortaya koymaktadir. Analiz sonuglarina gére H4
hipotezi kabul edilmektedir.
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Sekil 7. EFQM Miikemmellik Modeli Girdi Kriterlerinin Yenilesim
Performansina Etkisinde Kurum Kiiltiiriiniin Diizenleyici Roliine Iliskin Egim
Grafigi
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Tablo 11. EFQM Miikemmellik Modeli Girdi Kriterlerinin Kurumsal
Performansa Etkisinde Kurum Kiiltiiriiniin Diizenleyici Roliine iligkin
Hiyerarsik Regresyon Analizi

Degiskenler 1. Model 2. Model
Bagimh Degisken: Kurumsal Performans B |S.H. t B S.H. t

Zscore (EFQM) .20**] 0.3 [6.919 .23** [ 0.3 | 7.910
Zscore (Kurum Kiiltiirii) 21**]1 0.3 [6.995| .19** [ 0.3 | 6.601
Etkilesim Terimi (EFQM*KK) J11** 1 0.2 | 4.673

R .587 .615

R? .344 .378

Diiz. R? .341 .374

AR2 .033

F Degeri 104.797 80.792

**n<0.05

Benzer sekilde EFQM miikemmellik modeli girdi kriterlerinin kurumsal performansa
etkisinde kurum kiiltiiriiniin diizenleyici roliine ait hiyerarsik regresyon analizi
incelendiginde modelin her iki adimmin da istatistiksel olarak anlamli oldugu
goriilmektedir. Etkilesimsel terimin bulunmadigi birinci model (F(2,401)= 104,797,
p<0,005) ve etkilesimsel terimin yer aldig1 ikinci model (F(3,401)= 80,792, p<0,005)




EFOM MUKEMMELLIK MODELI GIRDI KRITERLERININ YENILESIM PERFORMANSI VE
KURUMSAL PERFORMANSA ETKISI ILE KURUM KULTURUNUN DUZENLEYICI ROLU
UZERINE BIR ARASTIRMA

istatistiksel olarak anlamlidir. Bu durum EFQM miikemmellik modeli girdi
kriterlerinin kurumsal performansa etkisinde kurum kiiltiiriiniin diizenleyici iligkisi
oldugunu gostermektedir. Sekil 8.’de gosterilen Aiken ve West’in (1991) o6nerdigi
egim testi sonucu kurum kiiltiirii algisinin gii¢lendikge EFQM miikemmellik modeli
girdi kriterlerinin kurumsal performansa etkisinin gii¢lendigini tam tersi sekilde
kurum kiiltiirii algisinin zayifladikga EFQM mitkemmellik modeli girdi kriterlerinin
kurumsal performanssa etkisinin zayifladigini ortaya koymaktadir. Analiz sonuglarina
gore H5 hipotezi kabul edilmektedir.

Sekil 8. EFQM Miikemmellik Modeli Girdi Kriterlerinin Kurumsal
Performansa Etkisinde Kurum Kiiltiiriiniin Diizenleyici Roliine Iliskin Egim
Grafigi
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Tablo 12. Hipotez Durumlar:
Hipotez Ad1 Sonug¢
H1: EFQM miikemmellik modeli girdi kriterlerinin yenilesim performansi
L n Kabul
iizerinde pozitif yonlii bir etkisi vardir.
H2: EFQM miikemmellik modeli girdi kriterlerinin kurumsal performans
L n Kabul
iizerinde pozitif yonlii bir etkisi vardir.
H3: Yenilesim performansinin kurumsal performans iizerinde pozitif yonlii bir Kabul
etkisi vardir.
H4: EFQM miikemmellik modeli girdi kriterlerinin yenilesim performansina Kabul
etkisinde kurum kiiltiiriiniin diizenleyici rolii vardir.
H5: EFQM miikemmellik modeli girdi kriterlerinin kurumsal performansa
. e P Kabul
etkisinde kurum kiiltiiriiniin diizenleyici rolii vardir.
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3.9. Farkhlik Analizine Iliskin Bulgular

Arastirmaya konu olan bagimli, bagimsiz ve diizenleyici degiskenler ile demografik
degiskenler arasinda anlamli bigimde bir farklilik olup olmadig1 varyans analizi ile
test edilmis olup; yapilan varyans analizinde farkli olan gruplarin belirlenmesi igin
¢oklu karsilastirma testi olan Tukey testi uygulanmistir. Analiz sonuglarina asagida
yer verilmistir.

Yoneticilerin mevcut pozisyonlarinda caligma stireleri ile kurum kiiltiiriine iliskin
algilar1 arasinda anlamli bir farklilik oldugu goriilmektedir (F (3,398) = 5,056,
p<0,05). Yapilan Tukey testi sonuglarina gore mevcut pozisyonunda 10-14 yil arasi
calisan yoneticiler ile mevcut pozisyonlarinda 9 yil ve daha asagida calisan
yoneticilerin kurum kiiltiiriine iliskin pozitif algilar1 anlamli farklilik géstermektedir.

Yoneticilerin toplam ¢alisma yasamui siireleri ile EFQM miikemmellik modeli girdi
kriterlerine iligkin algilar1 arasinda anlamli bir farklilik oldugu goriilmektedir (F
(8,393)=2,601, p<0,05). Yapilan Tukey testi sonuglarina gére toplam galisma yasami
stireleri 15-19 yil arasi olan yoneticiler ile toplam ¢alisma yasami siireleri 10-14 yil
arasi olan yoneticilerin EFQM miikemmellik modeli girdi kriterlerine iliskin pozitif
algilart anlaml farklilik gostermektedir.

Yoneticilerin toplam c¢aligma yasami siireleri ile kurum kiiltiirine iligkin algilari
arasinda anlamli bir farklilik oldugu goriilmektedir (F (8,393) = 10,247, p<0,05).
Belirlenen farkliliklarin hangi gruplardan kaynaklandiginin bulunmasi i¢in ¢oklu
kargilagtirma testi olan Tukey testi uygulanmistir. Buna goére toplam caligma yagami
stireleri 40 y1l ve istii olan yoneticiler ile toplam ¢alisma yasamu siireleri 40 yilin
altinda olan yoneticilerin kurum kiiltiiriine iligkin pozitif algilart anlaml farklilik
gostermektedir.

Yoneticilerin ¢aligmis olduklari isletmelerin yasi ile EFQM miikemmellik modeli
girdi kriterlerine iligkin algilar1 arasinda anlamli bir farklilik oldugu gériilmektedir (F
(2,399) = 5,279, p<0,05). Belirlenen farkliliklarin hangi gruplardan kaynaklandiginin
bulunmasi igin ¢oklu karsilagtirma testi olan Tukey testi uygulanmistir. Buna gore
isletme yast 1-10 yil arasi olan isletmelerde ¢aligan yoneticiler ile isletme yasi 10
yildan daha fazla olan igletmelerde ¢alisan yoneticilerin EFQM miikemmellik modeli
girdi kriterlerine iliskin pozitif algilar1 anlamli farklilik gostermektedir.

Yoneticilerin ¢alismis olduklari igletmelerin yasi ile kurumsal performansa iliskin
algilar1 arasinda anlamli bir farklilik oldugu goériilmektedir (F (2,399) = 6,001,
p<0,05). Belirlenen farkliliklarin hangi gruplardan kaynaklandiginin bulunmasi i¢in
¢oklu karsilagtirma testi olan Tukey testi uygulanmistir. Buna gore isletme yas1 1-10
yil arasi olan isletmelerde calisan yoneticiler ile igletme yas1 11-20 yil arasi olan
isletmelerde ¢alisan yoneticilerin kurumsal performansa iliskin pozitif algilari anlaml
farklilik gostermektedir.
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Yoneticilerin ¢alismis olduklari isletmelerin yast ile yenilesim performansina iliskin
algilar1 arasinda anlamli bir farklilik oldugu gériilmektedir (F (2,399) = 5,850,
p<0,05). Belirlenen farkliliklarin hangi gruplardan kaynaklandiginin bulunmasi igin
¢oklu karsilagtirma testi olan Tukey testi uygulanmistir. Buna gore igletme yas1 1-10
yil aras1 olan isletmelerde galisan yoneticiler ile isletme yas1 10 yildan daha fazla olan
isletmelerde calisan yoneticilerin yenilesim performansina iliskin pozitif algilar
anlamli farklilik géstermektedir.

Yoneticilerin yast ile EFQM miikemmellik modeli girdi kriterlerine iliskin algilari
arasinda anlamli bir farklilik oldugu goriilmektedir (F (7,394) = 2,667, p<0,05).
Belirlenen farkliliklarin hangi gruplardan kaynaklandiginm bulunmasi i¢in ¢oklu
karsilagtirma testi olan Tukey testi uygulanmistir. Buna gore 1960 — 1964 yillart
arasinda dogan yoneticiler ile 1980-1984 yillar1 arasinda dogan yoneticilerin EFQM
miikemmellik modeli girdi kriterlerine iligkin algilart anlamli farklilik géstermektedir.
Benzer sekilde 1975 — 1979 yillar arasinda dogan yoneticiler ile 1980-1984 yillart
arasinda dogan yoneticilerin de EFQM miikemmellik modeli girdi kriterlerine iliskin
pozitif algilar1 anlaml farklilik gdstermektedir.

4. TARTISMA

Bu c¢alisgma, EFQM milkemmellik modeli girdi kriterlerinin (liderlik, calisanlar,
strateji, isbirlikleri ve kaynaklar ile siiregler, iriinler ve hizmetler) yenilesim
performansi ve kurumsal performans tizerindeki destekleyici etkilerinin test edilmesi
ve bu iliskide kurum kiiltiiriiniin diizenleyici roliiniin ortaya cikarilmasi amaciyla
gerceklestirilmigtir.

Yapilan arastirmada, EFQM miikkemmellik modeli girdi kriterlerinin yenilesim
performansi tizerinde pozitif yonlii etkisinin var oldugu kabul edilmistir. Arastirma bu
etkinin orgiitlerde degisim ve yenilesimin baglatilmasi igin itici bir gii¢ ve aym
zamanda yaraticih@r ve yeni fikirleri tetikleyen bir unsur olarak algilanmasi
gerektigini ispat etmektedir. Bu sebeple EFQM mikemmellik modeli girdi
kriterlerinde Onerilen ilkeleri benimseyerek potansiyel yenilik alanlari belirleyen,
sundugu yenilik¢i Uriin ve hizmetlerle paydaslarinin beklentilerine cevap verebilen
orgiitlerin boylelikle yenilesim performanslarini arttirabilecegini ifade edebiliriz. Bu
sonug, literatiirde yer alan ve benzer iligkiyi test eden ¢aligmalarin sonuglari ile de
ortiismektedir. Ornegin, Para-Gonzalez vd. (2022), EFQM miikemmellik modelinin,
bir orgiitte radikal yenilikler gelistirmesinin yani sira siirekli iyilestirmeye dayali
kiiciik ve dnemli degisimler meydana getirmesi ile de dogrudan iliskili oldugunu
savunmugstur. Ayni zamanda, grenme ve yaraticilik gibi EFQM mitkemmellik modeli
ile 6zdeslesen degerlerin ¢alisanlara orgiit i¢inde yenilesim faaliyetlerinin artirilmasi
acisindan igbirlik¢i davranmiglar saglayacagini ifade etmistir. Benzer sekilde
Kafetzopoulos ve Gotzamani (2019) yapmis olduklarnt c¢alisma ile EFQM
miitkemmellik modeli girdi kriterlerinin etkin bir sekilde ve 6zellikle bir biitiin olarak
uygulanmasinin iriin, siire¢, organizasyonel ve pazarlama gibi yenilesim tiirlerini
gelistirdigini bulmuslardir.
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Benzer sekilde bu ¢aligmada yapilan aragtirmada EFQM miikemmellik modeli girdi
kriterlerinin kurumsal performans iizerinde etkisinin de pozitif yonlii oldugu kabul
edilmistir. Bu sonu¢ EFQM miikemmellik modeli girdi kriterlerini benimseyerek
hedef odakli stratejiler olusturan ve bu stratejileri hayata gegirmek i¢in amaglar ve
planlar belirleyen orgiitlerin kurumsal performanslarini nemli 6l¢iide artirabilecegini
gostermektedir. EFQM miikemmellik modeli girdi kriterlerinin kurumsal performans
tizerindeki etkisini anlatan literatiirdeki benzer ¢alismalar da bu arastirmay1 destekler
niteliktedir. Ornegin, Bou-Llusar vd. (2005) calismalarinda, EFQM miikemmellik
modelinin yapis1 geregi, girdi kriterlerinin Orgiitiin performans sonuclarini
iyilestirmek i¢in gdz Oniinde bulundurmasi gereken alanlar1 ve miikemmellige
ulasilmasi i¢in dikkate alinmasi gereken sonug gostergelerini belirledigini ve
dolayisiyla girdi kriterlerinde dengeli ve biitiinsel bir yaklasimin uygulanmasinin girdi
ve sonug kriterleri arasindaki iliskinin en iist diizeye ¢ikmasina izin vererek EFQM
miikemmellik modelinden azami seviyede fayda elde edilmesine imkan saglayacagini
bildirmislerdir.

Kurum kultiirii degiskeninin ise bu iliskide diizenleyici roliiniin oldugu tespit
edilmistir. Glinliimiizde kurum kiiltiiriiniin orgiitlere yon gosterici roliiniin varlig
giderek daha ¢ok anlagilmaktadir. Kurum kiiltiirii insana 6zgli manevi degerlerin ve
inang¢larm birlestirici roliinii de temsil etmektedir. Soyut bilgi varliklarinin sermaye
olarak deger kazandi8 bilgi ¢aginda kurum kiiltiirii ayn1 zamanda yapisal sermayenin
onemli bir bilesenidir. Kurum kiiltiiriiniin bilingli ¢abalarla olusturulmasinda EFQM
modelinde s6zii edilen her seviyede liderlik tarzinin ve tiim ¢alisanlarin igbirligi ve
gliven ortaminda paylasilan vizyona katkisinin 6nemi yadsimnamaz. Dolayisiyla
EFQM modelinde 6nemli bir yere sahip olan liderlik ve g¢alisanlara yonelik girdi
kriterleri ile kurum kiiltiirii arasinda gii¢lii bir bag bulunmaktadir. Orgiitlerin
yenilesim ve kurumsal performanslarini EFQM modeli girdi kriterleri vasitasiyla
desteklemede kurum kiiltliriiniin  yarattigi  kaldirag etkisinden faydalanmak
strdiiriilebilir rekabet giiclinii arttirarak olduk¢a onemli bir fark yaratacaktir. Bu
sonug, yapilan arastirmaya 6zglinlik kazandiran ve alan yazina katki saglayici bir
nitelik icermektedir. Ancak kurum kiiltiirliniin bu iligkideki diizenleyici roliinii test
eden biitiinlesik bir modele rastlanmamakla birlikte, EFQM miikemmellik modelinin
2020 versiyonunda kurum kiiltiiriiniin 6nemi, ii¢ ana unsurdan biri olan y6n unsuruna
baglhh “Kurum Kiltlirii ve Liderlik” alt unsuru olarak modele dahil edilerek
vurgulanmustir.

Ayni zamanda, EFQM miikemmellik modeli girdi kriterlerinin demografik bazi
degiskenlere gore farklilagip farklilasmadigina yonelik analizler gergeklestirilmistir.
Bu analizler sonucunda; yoneticilerin toplam calisma yasami sireleri, ¢alismis
olduklar1 isletmelerin yas1 ve yoneticilerin yas1 degiskenleri agisindan anlamli bir
farklilasma oldugu goriilmistiir. 15-19 yil aras1 ¢alisma yasami olan yoneticilerin
EFQM miikemmellik modeli girdi kriterlerine yonelik pozitif algisinin 10-14 y1l aras1
caligma yasami olan yoneticilere gore daha yiiksek oldugu tespit edilmistir. Bu durum,
calisma yasam siiresi yiiksek olan calisanlarin daha bilingli bir sekilde modeli
benimsedikleri ve uygulamaya gegirebildikleri seklinde yorumlanabilir. Calisilan
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igletmelerin yasi degiskeni agisindan bakildiginda, 10 yildan daha geng isletmelerde
calisan yoneticilerin EFQM miikemmellik modeli girdi kriterlerine yonelik pozitif
algisinin 10 yildan daha eski isletmelerde galiganlara gore daha yiiksek oldugu tespit
edilmistir. Bu durum isletme yasinin azalmasi ile birlikte ¢aliganlarin modele yonelik
benimsenme ve uygulamaya gecirme diizeyinin yilikselme egilimine girdigini
gostermektedir. Yoneticilerin yasi degiskeni acisindan bakildiginda ise, 1960 — 1964
yillar1 arasinda dogan yoneticiler ile 1975 — 1979 yillar1 arasinda dogan yoneticilerin
EFQM miikemmellik modeli girdi kriterlerine iligkin pozitif algilarinin 1980-1984
yillar1 arasinda dogan yoneticilere kiyasla yliksek oldugu goriilmiistiir. Bu durum, ¢ok
yaslt ya da ¢ok gen¢ olmayan orta yas kusagi denebilecek yoneticilerin modeli daha
kolaylikla benimseyebildikleri ve uygulamaya gecirebildiklerini diisiindiirmektedir.
Geng kusak denebilecek olan yoéneticilerin ise modeli benimseme ve uygulamaya
gecirmeye yonelik belirsizlik yasadiklar1 diisiintlebilir. Bu durum, daha ileri
yaslardaki yoneticilerin yenilikleri benimsemede degisime karsi direng gelistirdikleri,
¢ok geng yoneticilerin ise tecriibe diizeyleri nedeniyle yeterince 6ziimsemede problem
yasadiklar1 seklinde yorumlanabilir.

Arastirma modelinde diizenleyici role sahip olan kurum kiiltiirii degiskeninin de,
yoneticilerin toplam caligma yasamu siireleri, mevcut pozisyonda c¢alisma yasami
stireleri ve yoneticilerin yasi degiskenleri agisindan anlamli bir bigimde farklilastigi
goriilmiistiir. Toplam ¢aligma yasamu siireleri degiskeni agisindan bakildiginda, 40 y1l
ve Ustli ¢caligma yasami olan yoneticilerin kurum kiiltiiriinii benimsemeye yonelik
algilarinin 40 yilin altinda ¢aligma yasami1 olan yoneticilere gore ¢ok daha yiiksek
oldugu ortaya konmustur. Bu durum, calisanlarin toplam g¢aligma yasami siiresi ile
kurum kiiltiiriinii benimseme diizeyleri arasinda anlamli pozitif bir iligkinin varligini
gostermektedir. Yoneticilerin mevcut pozisyonda galisma siireleri degiskeni agisindan
bakildiginda, 10 yildan daha az siiredir mevcut goérevini siirdirmekte olan
yoneticilerin kurum kiiltiiriinii benimseme algilarinin 10 ile 14 yil aras1 mevcut
gorevini siirdiirmekte olan yoneticilere gore daha diisiik oldugu tespit edilmistir.
Mevcut pozisyonda ¢alisma siiresi arttikga kurum kiiltiiriniin benimsenme diizeyinin
arttiginin dogrulanmakta oldugu sdylenebilir.

Arastirmanin  bagimli degiskenleri olan yenilesim ve kurumsal performans
degiskenleri ise sadece yoneticilerin ¢alismis olduklari isletmelerin yas1 degiskeni
acisindan anlamli bir bigimde farklilagmaktadir. Buna gore isletme yas1 10 y1l ve daha
geng olan isletmelerde calisan yoneticilerin kurumsal performansa katki saglamaya
iligkin pozitif algilarinin 11 ile 20 y1l aras1 olan isletmelerde ¢alisan yoneticilere gore
yiiksek oldugu goriilmiistiir. Isletmelerin yasam siiresinin arttik¢a olgunlasma sonrasi
kurumsal performanslarinin diigme egiliminde olabilecegi ifade edilebilir. Bu durum,
yasam siiresi uzun igletmelerin kurumsal performanslarini artiracak yeni yontem ve
uygulamalara kargi daha muhafazakar davranabilecegini, biiylime ve gelisme
firsatlarm1  geng isletmelere kiyasla yeterince fark edemeyebileceklerini
diisiindiirmektedir. Benzer sekilde isletme yasi 10 yildan daha az olan isletmelerde
calisan yoneticilerin yenilesim performansina katki saglamaya iliskin pozitif
algilarinin ise 10 yildan daha ileri yasta olan isletmelerde galisan yoneticilere gore
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yiksek oldugu goriilmiistir. Bu durum, yasam evresinin baglangicinda olan
isletmelerin pazarin gerektirdigi yeni kosulara adapte olma ve yenilesimci iirlin ve
hizmetler gelistirme konusunda yasca daha olgun isletmelere gore daha aktif ve
dinamik rol alabilecegini gostermektedir.

SONUC

Yapilan bu arastirma sonucunda EFQM miikemmellik modeli girdi kriterlerinin
yenilesim performansi ve kurumsal performans {izerinde istatistiksel olarak pozitif
yonlii etkisinin oldugu bulunmus, kurum kiiltirii degiskeninin ise bu iliskide
diizenleyici roliiniin oldugu gorilmiistiir.

Orgiitlerde liderlik, ¢alisanlar, strateji, isbirlikleri ve kaynaklar ile siirecler, iiriinler ve
hizmetler olarak ele alinan EFQM miikemmellik modeli girdi kriterlerinin yenilesim
faaliyetlerini destekleyici etki saglayacagi ve yenilesim faaliyetleri i¢in basari
standartlarini tanimlayabilecegi sdylenebilir. EFQM miikemmellik modeli 6rgiitlerde
degisim ve yenilesimin baglatilabilmesi ve siirdiiriilebilmesi i¢in yol gdsterici bir
kilavuz olarak kullanilabilir. Bu sekilde, Orgiitlerin yenilesim yoluyla is
miilkemmelligine ulagmalar1 temin edilebilecektir. EFQM miikemmellik modeli girdi
kriterlerini tanimlayan ilkelerin benimsenmesinin, orgiit i¢inde siirekli iyilestirme
kiiltiirtinii tegvik ederken, ayn1 zamanda paydas memnuniyetini arttirici yeni iiriin ve
hizmetlerin {iretilmesine de onciiliikk edebilecegi ifade edilebilir. Ayrica, degisime ve
yeniliklere kolay adapte olunmasina, orgiit i¢inde yaratici fikirlerin desteklenmesine
ve kaynaklarin yenilesimi destekleyici yonde kullanilmasina olanak saglayacagi
diisiintilebilir.

Benzer sekilde, orgiitlerde EFQM miikemmellik modeli girdi kriterlerinin biitiinciil
bir yaklagim kapsaminda benimsenerek ele alinmasinin, kurumsal performanslarini
artirmak i¢in uygun stratejiyi se¢cme ve hedeflerini netlestirme konusunda 6nemli bir
dayanak teskil edecegi ifade edilebilir. EFQM miikemmellik modelinden, orgiitlerin
i¢ ve dis paydaslarint memnun etmek ve uzun vadede performanslarini artirmak igin
uyguladigi siirekli iyilestirmeye yonelik bir 6zdegerlendirme yaklasimi olarak da
faydalanilmas1 olduk¢a 6nem tasiyacaktir. Boylece, orgiitlerin stratejik, yonetsel ve
operasyonel siireclerini analiz ederek yaptiklar ile elde ettikleri sonucglar arasinda
iliski kurmalar1 saglanacaktir. EFQM girdi kriterleri vasitastyla orgiitlerde {iistiin
performans sonuglarina ulasilabilecegi ve rakiplerine gore dnemli 6l¢iide avantaj elde
edilebilecegi sdylenebilir.

EFQM miikemmellik modeli girdi kriterlerinin yenilesim performansi ve kurumsal
performansa olan etkisinde diizenleyici bir role sahip oldugu kabul edilen kurum
kiiltiiriiniin, Orgiitin  misterilerine ve diger paydaslarina en yiiksek degeri
yaratabilmek i¢in onlarin talep ve ihtiyaglarinin géz dniine alinarak bilingli bir sekilde
olusturulmas1 gerektigi vurgulanabilir. Bu sozii edilen miikemmellik kiiltiiriini
benimseyen Orgiitlerin stratejik kalite yonetimi baglaminda yon birligine sahip olarak
orgiitiin tiimiinde etkili iletisim kurma ve yonetme becerilerini de giiclendirebilecegi
ongoriilebilir. Kalite odakli olarak bilingli ¢abalarla olusturulan kurum kiiltiiriinde
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bireysel ve kurumsal amaglarin Uyumlastirilmasinin gelecege yonelik katma deger
tiretmesi beklenmelidir. Modelde mitkemmel olarak tanimlanan liderlerin 6rgiitiin
gelecegini sekillendirecek ve ileriye tasiyacak misyon ve vizyonu orgiit icerisinde
benimseterek ve paylasarak kurum kiiltiiriinii de miikemmel hale getirmeye
caligmalar1 beklenmelidir. Kurum kiiltiiriinden kaynaklanan bilgi birikimi ile
calisanlarin sahip oldugu ortak deger ve inanglarin gelecek hedefleriyle entegre
edilmesi, 6rgiitiin hem yenilesim hem de kurumsal performansini gelistirmeye yonelik
bir ivme kazandiracaktur.

Yapilan bu calismanin sonuglarina dayanarak orgiit yoneticileri ve gelecekteki
arastirmacilar i¢in bir takim 6neriler sunulabilir:

o Oncelikle orgiit yoneticilerinin EFQM miikemmellik modeli girdi
kriterlerinin yenilesim performansi ve kurumsal performansi artirmaya
yonelik onemli rolii hakkinda yeterli bilince ulasmasi olduk¢a Onem
tagimaktadir. Ayrica, Orgiit yoneticilerinin kalite odakli kurum kiiltiiriini
olugturmada liderlik roliinii iistlenmesi ve bu kiiltiiriin Orgiit iginde
benimsenmesinin saglanmast yoniinde bilingli ¢abalar gostermesinin
modelin uygulanabilirligini ve basarisin1 arttiracagi  géz Oniinde
bulundurulmalidir.

o  Orgiit yoneticileri tarafindan EFQM miikemmellik modelinin &rgiitlerin
stirdiiriilebilir rekabet avantaji elde edebilmesinde yenilesim performansi ve
kurumsal performans ile olan yakin iligkisinin anlasilmasi ve bu dogrultudaki
¢abalarin hizlandirilmas1 ayrica 6nem tagimaktadir. Bu sayede modelin
uygulamadaki basaris1 da yiiksek olabilecektir.

e  Yenirevize edilen EFQM 2020 modelinin arastirmamizda kullanilan EFQM
2013 modelinden farkli olarak degisen ve degismeyen yonlerinin ele
alinmasimin ve Ozellikle degisen yonlerine Oncelik tanmarak arastirma
konusu yapilmasinin hem uygulama hem de arastirmaya 6nemli katkilar
saglayabilecegi ifade edilebilir.

o  Gelecekteki aragtirmacilar, yeni revize edilen EFQM 2020 modelinin bu
aragtirmada kullanilan EFQM 2013 modelinden farkli olan ydnlerinin
bilincinde olarak farkli sektor ve kiiltiirlerde daha genis Orneklemlerde
aragtirma ve analizler yapabilirler. Modele yeni degiskenler dahil edebilirler.
Boylece yeni modelin ihtiyag duydugu arasgtirma eksikligini hizla
kapatabilirler.
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A RESEARCH ON THE EFFECT OF THE EFQM EXCELLENCE MODEL
ENABLERS ON INNOVATION PERFORMANCE AND CORPORATE
PERFORMANCE WITH MODERATOR ROLE OF ORGANIZATIONAL
CULTURE

1. INTRODUCTION

The main objective of organizations in a changing and developing world is to achieve
superior performance-oriented excellence in the products and services they offer.
Organizations needed to adopt some strategic quality management models as a guide
to achieve excellence focused on superior performance. The focus of this study is the
EFQM European Excellence Model, which is the most accepted in Europe and other
countries. Organizations will have the chance to improve both their corporate
performance and their innovation performance by transforming the enablers into
results in the model with an effective management approach. In addition, it is thought
that organizational culture, which affects attitudes and behaviors towards quality in
organizations and allows the organization to learn continuously from past experiences
will play an important role in the implementation of the EFQM Excellence Model in
organizations. In this study, it is aimed to test the moderator role of organizational
culture in the effect of EFQM Excellence Model enablers (leadership, people,
strategy, partnerships and resources with processes, products and services) on
innovation performance and corporate performance.

2. METHODOLOGY

In this study, field research was conducted with lower, middle and senior level
managers working in medium and large-scale enterprises operating in the private
sector in Turkey. In measuring research variables; EFQM Excellence Model Enablers
Scale with 5 dimensions (leadership, people, strategy, partnerships and resources with
processes, products and services) and 24 items, Innovation Performance Scale with
one dimension and 6 items, Organizational Culture Scale with 4 dimensions
(participation, consistency, cohesion and mission) and 8 items and lastly Corporate
Performance Scale with 4 dimensions (customer perspective, internal processes
perspective, employee, learning and development perspective and financial
perspective) and 35 items was used. In the research, a questionnaire formed from the
relevant scales and demographic variables was used. The survey form of the research
was applied online to the managers working in medium and large-scale enterprises
operating in the private sector in Turkey. 402 valid questionnaires were obtained. The
data obtained from the questionnaires were analyzed with SPSS 23.0 and AMOS 23.0
statistical package programs. In order to test the research hypotheses, exploratory and
confirmatory factor analyses were applied first. Afterwards, correlation, regression
and moderator analyzes were applied for the relationships between the variables of
the study.
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UZERINE BIR ARASTIRMA

3. RESULTS

Firstly, reliability analysis was applied to the scales of the research. Cronbach's alpha
coefficients of the EFQM excellence model enablers scale, corporate performance
scale and innovation performance scale were found to be greater than 0.81. Therefore,
it can be said that the related scales have high reliability. It can be said that the
reliability level of the organizational culture scale is greater than 0.61 and it is
therefore within acceptable limits. The results of confirmatory factor analysis also
show that all scale data are at compatible and acceptable levels. The significance of
the relationship between the scales used in the research was tested with Pearson
correlation analysis. It was found that there was a significant and positive relationship
between all scales at the 99 percent confidence level.

The hypotheses showing the effect of the independent variable of the research on the
dependent variables were also tested by regression analysis. The effect of EFQM
excellence model enablers on innovation performance (F(1,402)= 387.670, p<0.05)
and the effect of EFQM excellence model enablers on organizational performance
(F(1,402)= 143.464, p<0.05) were found to be statistically significant. It has been
found that the organizational culture in the research model has moderator role.

4. DISCUSSION

This study was conducted in order to determine the impact of EFQM excellence
enablers on innovation performance and corporate performance, as well as the
moderator role of organizational culture in this relationship. For the basic framework
of the study, firstly, a literature review was conducted. Then a field study was started
to collect the data of the research. With the analysis of the data obtained in the research
to test the hypotheses, the relations between the variables and the differences
according to the demographic variables were determined. It has been found that the
EFQM excellence model enablers have a statistically significant positive effect on
innovation performance and corporate performance. This result is also in parallel with
the results of similar studies in the literature. It has been observed that the
organizational culture variable has moderator role in this relationship. This result
brings originality to the research and provides a scientific contribution to the literature.
At the same time, in the 2020 version of the EFQM excellence model, the importance
of organizational culture is emphasized under the title of "Organizational Culture and
Leadership".

In the analyses related to the demographic variables of the research, it was determined
that experienced and middle-aged managers working in young and dynamic
enterprises were able to adopt and implement EFQM excellence model enablers more
consciously. It can be assumed that the younger generation of managers have
relatively difficulty assimilating and applying this model and have a tendency to
develop resistance to change. Similarly, it is observed that the perceptions of
experienced managers about creating a quality-oriented organizational culture are
significantly higher than those of less experienced managers. This situation can be
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interpreted as the fact that the ownership and commitment of young and less
experienced managers in business life is not at an adequate level.

CONCLUSION

According to the results obtained from the research, organizations that adopt the
EFQM excellence model enablers holistically and integratedly can increase their
corporate performance and innovation performance and gain a significant sustainable
competitive advantage over their competitors through the moderator role of quality-
oriented organizational culture. It is seen that organizations that adopt and implement
the integrated research model can create a quality-oriented culture where stakeholder
relations are effectively managed in order to create the highest added value for their
customers and other stakeholders. Thus, it becomes very important for managers to
put forward conscious efforts in the formation of a quality-oriented organizational
culture.
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ORGUTSEL BAGLILIK VE iS PERFORMANSI ARASINDAKIi ILISKIDE
KURUMSAL SOSYAL SORUMLULUK ALGISININ ARACI ROLU*

0z

Bu ¢alismanin amact kurumsal sosyal sorumluluk algisinin orgiitsel baglilik ve is
performanst arasindaki iliskide aracilik etkisinin Nijerya bankacilik sektorii
baglaminda ortaya konmasidir. Calismanin gérgiil materyali Nijerya’'nin Sokoto
eyaletindeki ticari bankacilik sektorii ¢alisanlarindan elde edilen 208 gegerli anketten
gelistirilmigtir. Elde edilen veriler ve gelistirilen hipotezler aracilik etkisi ve ¢oklu
regresyon yontemiyle analiz edilmigtiv. Bulgular kurumsal sosyal sorumluluk
algisinin orgiitsel baghlik ve is performanst arasindaki iliskideki aracilik etkisini
desteklememektedir. Fakat sonu¢lar ¢alisan odakli Kurumsal sosyal sorumluluk
faaliyetlerinin orgiitsel baghhk iizerinde olumlu etkisi oldugunu, sosyal ve sosyal
olmayan taraflara, miisterilere ve devlete yonelik sosyal sorumluluk faaliyetlerinin ise
orgiitsel baghlik iizerinde etkisi olmadigini gostermistir.

Anahtar Kelimeler: Kurumsal sosyal sorumluluk, Orgiitsel baghlik, Is performanst,
Bankacilik sektorii, Nijerya.

JEL Kodlari: M10, M19, O15

1

“Bu ¢alisma Arastirma ve Yayin Etigine uygun olarak hazirlanmigtir.’
1. INTRODUCTION

Becoming a socially responsible business has always been an exciting topic for
academic researchers and businesses globally (Kunda et al., 2019). The historical
roots of the concept of corporate social responsibility (CSR) date back to the 1950s.
Howard R. Bowen’s book, Responsibilities of the Businessmen (1953/2013) is
considered one of the first thematic contributions to the field of CSR, which makes
Carroll (1999: 270) name Howard R. Bowen the "father" of the field of social
responsibility. The research on CSR started as a controversial debate regarding the
responsibilities of business entities in society which led to a major empirical study on
how these responsibilities impact organization’s financial performance and
profitability (Carroll,1991). Three streams of thought have shaped the way how we
perceive CSR today. Milton Friedman, Archie B. Carroll, and Peter F. Drucker are
known to be the figures representing each stream of thought. Friedman strongly
recommends that businesses should not be involved in CSR (Friedman, 1970),
whereas Carroll sees CSR as a way to balance businesses' commitment to their societal
context (Carroll, 1999). Peter F. Drucker, on the other hand, provides a pragmatist
view of CSR, suggesting businesses be involved in CSR activities when there is a
business opportunity on the horizon (Drucker, 1984). Today, Archie B. Carroll’s
interpretation of the CSR phenomenon seems to have the upper hand, when The

* Genisletilmis Tiirkge Ozet, makalenin sonunda yer almaktadir.
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Business Roundtable’s revision of the purpose of the corporation is recalled (Business
Roundtable, 2022). Accordingly, increased competition in today's business world had
made organizations look for ways that can help them sustain competitive advantage.
As a result, CSR has received significant attention from organizations and is seen as
a top-notch organizational policy.

CSR can be defined as "the attempt by companies to meet the economic, legal, ethical,
and philanthropic demands of a given society at a particular point in time (Crane and
Matten, 2016: 50)". CSR is about doing and surpassing what needs to be done
responsibly as a business entity (Carroll, 1991). Unlike before, the contemporary
importance of CSR is not only associated with achieving economic gains, but several
organizations have now regarded CSR as an avenue to consider social concerns
relevant to their surroundings (Farmaki, 2019). In the same way, the concept of CSR
entails not only a contribution to the community in terms of social and environmental
issues but also to an organization’s workforce. Organizations have understood the
benefits of integrating CSR practices in their managerial policies; it allows them to
participate in philanthropy, giving back to their organizational environment while
achieving their commercial interest (Ho, 2013).

A noteworthy body of studies underscore the positive relationship of CSR on the
financial bottom-line of organizations (i.e., Cho.,2019; Hirigoyen and Poulain-Rehm,
2015; Islam et al., 2012).

Additionally, CSR is usually investigated at the organizational and/or field level (i.e.,
macro), as opposed to the individuals and/or group level (i.e., micro). According to
Aguinis and Glavas (2012) research about CSR is extremely focused on mostly single
level of thought (i.e., macro-level) as this level accounts for almost 95% of the 181
papers reported in the 17 publications. For this reason, they argued that a multilevel
and interdisciplinary study is needed in which the large and varied research that exists
can be combined and synthesized consistently and comprehensively.

Business organizations in Nigeria have embraced the concept of CSR, with almost all
organizations attempting to involve in CSR undertakings to the greatest extent
possible. However, the main motive behind their CSR activities is doubtful
(Ademosu, 2008). Several studies have previously been conducted concerning CSR
in Nigeria (Enahoro et al., 2013; Osemene, 2012; Irefin and Mechanic, 2014).
However, research that generally investigates or examine the overall CSR perception
relating to organizational commitment, job performance, or the impact that CSR has
on employee remains limited (Adeleke, 2014). The purpose of this study is to extend
the body of understanding regarding the role of CSR perception on the relationship
between organizational commitment (OC) and job performance (JP), in addition to
examining how CSR impacts employee JP and OC from a developing country
perspective.
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1.1. Relevant Literature and Hypothesis
1. 1. 1. The mediating role of CSR perception on the relationship between OC and JP

Since the emergence of the CSR concept, scholars have consistently investigated the
fundamental concerns regarding CSR and its relationship with OC and JP. Scholars
like Mensah, Agyapong, and Nuertey (2017); Hofman and Newman (2014) support
the approach, which regards CSR as a component of business strategy that has a direct
relationship with OC and JP, while other scholars like Subair (2018) believe that CSR
perceptions have nothing to do with neither OC nor JP. Instead, CSR is a scheme that
mainly leads to the waste resources that will harm business organizations in the long
run. Any use of organizations’ funds for not-for-profit purposes lowers the value for
its stakeholders (Mari¢ et al., 2021). Likewise, Friedman (2007) argues that an
organization and its managers only responsibility is to maximize its earnings. Unlike
Friedman, Olivia (2017) argues that the overall CSR perception of the employees
helps improve their OC and increase current employees’ JP.

Because these two schools of thought are diametrically opposing, numerous
researchers have scrutinized the role of CSR in the relationship between OC and JP.
There are studies on how OC affects JP, but we do not know how this relationship is
mediated by CSR perception, especially in the emerging country context. For
instance, Mohammad (2016) surveyed 266 Saudi Arabian bank employees, but the
study did not confirm a significant mediating role of CSR perception of OC and JP.
However, Youn et al. (2018) indicated a mediating role for CSR perception on the
relationship between OC and JP. Additionally, in an investigation into the mediating
role of CSR perception on OC, Oh et al. (2021) found that CSR perception mediates
OC. However, there was no direct relationship with JP. On the contrary, some studies
also confirmed a negative or neutral relationship between theses variables. For
example, in an investigation into the mediating role of CSR perception on OC, Mari¢
et al. (2021) found that CSR perception mediates OC. However, there was no direct
relationship with job performance. As a result, examining the mediating role of CSR
perception on the relationship between OC and JP is still plausible. Therefore, the
following hypothesis is proposed:

H1: CSR perception mediates the relationship between OC and JP.

1. 1. 2. Effect of CSR perception on OC

There is a considerable amount of literature about how CSR affects employees’ OC.
According to Imran Ali et al. (2010), several studies suggested that CSR enhances
employee commitment to the organization because CSR initiatives consist of
programs aimed at the well-being of employees and their families. Dawkins (2005)
stated that CSR attracts inspired potential employees and increases current employee
commitment.

O’Reilly (1989: 93) published a paper in which he described the OC as "an
individual’s identification with and involvement in a focal organization", in other
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words, it is the strength of the psychological bond between the employee and the
organization (Slack, Orife and Anderson, 2010: 422). According to Gupta (2014),
employees are essential components contributing to corporate growth. Without a
certain amount of commitment and effort from employees, no organization will thrive.
As a result, organizations often try to satisfy their employees to gain their
commitment. Brammer et al. (2007) maintain that CSR concepts increase employees’
OC. Gond et al. (2010) tried to unearth the relationship between CSR perceptions and
OC by associating the concepts with social exchange theory. A substantial number of
empirical research indicated positive relationship between CSR perceptions and OC
(Moskowitz, 1972; Turban and Greening, 1997; Schmidt and Freeman, 2002; Tuzcu,
2014; Santoso, 2014).

A recent study by Franco and Suguna (2017) analyzed the multifaceted effect of CSR
on corporate commitment. Their study revealed a significant effect of CSR on OC.
Also, Imran Ali et al. (2010) research used an exploratory method; primary data was
gathered from 371 professionals employed in various sectors in Pakistan. Their
findings revealed a significant positive relationship between CSR and OC. Therefore,
hypotheses stated below were formulated:

H2a: CSR perception towards social and non-social stakeholders will have a positive
impact on OC.

H2b: CSR perception toward employees will have a positive impact on OC.

H2c: CSR perception toward the customer will have a positive impact on OC.

H2d: CSR perception toward government will have a positive impact on OC.

1. 1. .3. Effect of CSR perception on employee JP

Today, one of the primary concerns of organizations is how to hire and retain
competent employees. This concern has allowed organizations to emphasize ways to
improve employee JP. Despite the number of significant resources that organizations
have allocated to improve employee JP, there are only a handful of reports of
consistent success in organizations. Williams and Anderson (1991: 606)
operationalized employee JP as "the fundamental responsibility an employee is
recruited to do in return for payment". It relates to how employees act concerning the
formal roles, duties, and obligations outlined in their job description.

Sonnentag et al. (2008) claim that considerable scholarly research attention has been
given to the idea and the scope of JP over the last two decades. Sun and Yu (2015)
studied the relationship between employee performance, employee cost, and CSR. A
positive relationship between CSR and employee performance was detected. Sun and
Yu (2015) concluded that the more socially responsible the organization, the better
the productivity. Alegbeleye and Ige (2020) studied the effect of CSR perception on
the performance of employees at food and beverage organizations in Nigeria; the
study shows the extent of internal CSR for the performance of employees in food and
beverage organizations is relevant. Chaudhary (2020) examined the impact of CSR
perceptions on employee performance; data was gathered from 187 selected Indian
business executives, and the findings of the research show a significant effect of the
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CSR perception of employees in both their work performance and the participation in
organizational citizenship behavior (OCB). Therefore, the hypotheses stated below
were developed:

H3a: CSR perception towards social and non-social stakeholders will have a positive
impact on JP.

H3b: CSR perception towards employees will have a positive impact on JP.

H3c: CSR perception towards the customer will have a positive impact on JP.

H3d: CSR perception towards government will have a positive impact on JP.

Figure 1. Model of the Study

Mediating Variable
CSR Perception
(CSR towards society and
environment)

(CSR towards employees)
(CSR towards Customers)
(CSR towards government)

Independent Variable Dependent Variable
Organizational Commitment Job Performance
(Affective Commitment) (Task Performance)
(Normative Commitment) > (Contextual performance)
(Continuance Commitment) (Counterproductive work
behavior)

2. METHODOLOGY

2. 1. Sample and Data Collection

The present study's target population was employees of reputable organizations with
a considerable amount of advanced CSR policies and procedures in place. The
population consists of branches of commercial banks in the Sokoto state of Nigeria.
A sample of 300 questionnaires was distributed. 208 questionnaires were valid for
analysis. The questionnaire has three parts; the first part explains the purpose of the
study, describes researcher’s profile, and provides directions on how to fill out the
questionnaires, as well as explains how the anonymity of the participants will be
protected. The respondents were ensured that no personal information would be
requested from them, and their names would not be disclosed within the study’s final
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report. The second part of the questionnaire contains the demographic factors that
describe information about the respondents, and the last part consists of the
instruments adapted to measure the research variables. Ethical clearance was sought
and gathered for the questionnaire from Anadolu University’s Social Sciences and
Humanities Scientific Research and Publication Ethics Committee on 07.06.2021 with

the protocol number 72085.

Table 1. Participant Demographic Details

Frequency Percent (%0)
Female 85 40.9
Gender Male 123 50.1
18-25 18 8.7
Ade 26-35 127 61.1
g 36-45 54 26.0
46 and above 9 4.3
Nationality Nigerian 207 99.5
Other Nationality Non-Nigerian 1 0.5
Primary School 5 2.4
Secondary school 16 7.7
Education level Vocational school 13 6.3
Bachelor’s degree 142 68.3
Master’s degree 32 154
Table 2. Participants’ Tenure Information
Frequency | Percent (%)
1-5 96 46.2
6-10 59 284
Job tenure 11-15 31 14.9
(Years) 16-20 17 8.2
21-25 4 1.9
26 and above 1 0.5
1-5 108 51.9
6-10 59 28.4
Organizational tenure | 11-15 28 135
(Years) 16-20 8 3.8
21-25 4 1.9
26 and above 1 0.5
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2. 2. Scales

All the measurement instruments (i.e., the scales) in this research have previously
been adopted and used by previous studies. A rigorous analysis of relevant literature
was conducted to determine accurate measuring scales. The research questionnaire
contains a total number of 57 items. The questionnaire was made up of three parts. A
17-item CSR perception scale developed by Turker (2009a) was employed in the first
part. Turker’s (2009a) CSR perception scale comprises four subscales measuring CSR
toward social and non-social stakeholders, CSR toward employees, CSR toward the
customers, and CSR toward the government. Each subscale has eight, five, three, and
two items, respectively. Employee OC was measured with the items used in Allen and
Meyer (1991). This instrument contains three sections, the first relates to affective
commitment, the second is concerned with the continuance commitment of
employees, and the last consists of normative commitment of overall organizational
commitment. A 27-item scale developed by Koopmans et al. (2014) was employed
for measuring JP. The scale has 7-items associated with task performance, a 12-item
contextual performance scale, and 8-item counterproductive work behavior scale. All
the items had a three-month recall timeframe (Koopmans et al., 2014).

3. RESULTS

3. 1. Reliability and Validity Tests

Before distribution, the relevant adopted questionnaire was subjected to a series of
inspections to confirm how consistent, valid, and reliable it was. The well-known
Cronbach Alpha criterion was used to conduct the reliability test. Cronbach Alpha is
the most appropriate tool for studies that employ relevant questionnaires as a data
collection instrument (Bonett and Wright, 2015).

Table 3 shows reliability analyses for the CSR perception scale and its subscales. The
Cronbach’s Alpha coefficient calculated as 0.85, 0.98, 0.75, and 0.78 for CSR toward
social and non-social stakeholders, CSR toward the employees, CSR toward the
customers, and CSR toward government, respectively. Overall Cronbach’s Alpha is
calculated as 0.824
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Table 3. CSR Perception Scale Reliability and Validity

Factor Variance | Cronbach
V&D loading | (%) Alpha
Factor 1: CSR toward social and non-social 47.11 0.85
CSR SNS 6 0.765
CSR_SNS 1 0.876
CSR _SNS 3 0.765
CSR SNS 4 0.675
CSR SNS5 0.823
CSR SNS 2 0.765
Factor 2: CSR toward employees 10.16 0.98
CSR EMP 1 0.794
CSR_EMP 6 0.621
CSR EMP 3 0.853
CSR EMP 5 0.876
CSR_EMP 4 0.665
CSR_EMP 2 0.875
Factor 3: CSR toward customers 12.67 0.75
CSR CUS 2 0.569
CSR CUS 3 0.878
CSR_CUS 1 0.87
Factor 4: CSR toward government 12.67 0.78
CSR GOV1 0.896
CSR GOV 2 0.787
Overall Cronbach’s Indicator for CSR
perception: 0.824
Note: V&D=Variable and Dimensions; CSR Corporate Social Responsibility; SNS=Society
and Non-Social; EMP=Employee; CUS= Customer; GOV=Government

Table 4 indicates the reliability analysis of OC scale and its subscales, with Cronbach
Alpha coefficients ranging from 0.79, 0.81, and 0.75 for affective, normative, and
continuance commitment, respectively. From the results of the analysis, the overall
Cronbach Alpha coefficient is calculated as 0.945.
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Table 4. Organizational Commitment Scale Reliability and Validity

Factor Variance | Cronbach
V&b loading | (%) Alpha
Factor 1: AFF_CMT 32.612 0.79
AFF CMT 4 0.576
AFF _CMT7 0.876
AFF CMT 1 0.512
AFF _CMT 2 0.685
AFF CMT 3 0.513
AFF CMT 8 0.511
AFF _CMT5 0.767
AFF _CMT 6 0.654
Factor 2: NOR _CMT 49.78 0.81
NOR CMT7 0.593
NOR CMT5 0.627
NOR _CMT 6 0.453
NOR CMT 2 0.636
NOR CMT 8 0.554
NOR CMT 3 0.475
NOR CMT 4 0.545
NOR _CMT 1 0.785
Factor 3: CTN _CMT 78.34 0.75
CTN _CMT?2 0.593
CTN CMT 1 0.668
CTN CMT 3 0.576
CTN_CMT 4 0.836
CTN_CMT 6 0.416
CTN_CMT 7 0.543
CTN CMT 5 0.788
CTN _CMT 8 0.765
Overall Cronbach’s Indicator for
organizational Commitment: 0.945
Note: V&D=Variable & Dimensions; AFF _CMT =Affective Commitment; NOR _CMT
=Normative Commitment; EMP=Employee; CTN _CMT = Continuance Commitment

To test the reliability of the job performance scale with 27 items about job
performance, Cronbach Alpha analysis was applied. As seen in Table 5, the results

indicated that the Cronbach coefficient for the total scale was 0.742.

Based on the coefficient observed from the analysis the scale is found to be reliable.
Reliability analysis revealed the alpha value for task performance was (0.74) and
(0.61) for contextual performance, (0.86) for counterproductive work behavior. This
analysis validated the questionnaire's ability to assess what it intended to examine or

the attribute to be analyzed.
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Table 5. Job Performance Scale Reliability and Validity

V&D ::actpr Variance (%) | Cronbach Alpha
oading

Factor 1: TSK _PRF 58.44 0.74

TSK PRF 4 0.721

TSK _PRF7 0.558

TSK _PRF1 0.569

TSK _PRF 2 0.764

TSK PRF 3 0.628

TSK PRF 6 0.765

TSK _PRF5 0.765

Factor 2: CTX PRF 26.6 0.61

CTX PRF9 0.628

CTX PRF5 0.597

CTX PRF1 0.584

CTX _PRF6 0.590

CTX PRF2 0.590

CTX PRF8 0.556

CTX PRF3 0.593

CTX PRF 10 0.626

CTX PRF12 0.623

CTX PRF 4 0.823

CTX PRF 7 0.596

CTX PRF12 0.594

Factor 3: CTD WB 94.27 0.86

CTD WB1 0.877

CTD WB?2 0.867

CTD WB3 0.860

CTD WB4 0.885

CTD WB5 0.879

CTD _WB6 0.860

CTD WB7 0.875

CTD WBS38 0.870

Overall Cronbach’s Indicator for

Job performance: 0.742

3. 2. Means, Standard Deviations, and Spearman’s Correlation

From the Table 6, it can be observed that while all dimensions of CSR perception
have a statistically significant and positive correlation with JP (r=0.371, 0.335, 0.228,
0.227 respectively and p < 0.01 for all variables), only CSR towards social and non-
social stakeholders and employee have statistically significant correlation with OC
albeit the four categories of CSR have a positive correlation with OC (r = 0.249, 0.281,
0.096 and 0.051 respectively with p < 0.01 for CSR towards social and non-social
stakeholders and employee).
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Table 6. Means, Standard Deviations, and Spearman’s Order Rank Correlation
Coefficients among the Variables

Variables Mean | SD 1 2 3 4 5 6
1.CSR_SNS 3902 | 1.06 | 1

2.CSR_EMP | 3.79 0.82 | 0.674** | 1

3.CSR_CUS | 4.21 0.80 | 0.575** | 0.522** | 1
4.CSR_GOV | 4.52 1.69 | 0.402** | 0.334** | 0.576** | 1
5.0C 3.40 0.86 | 0.249** | 0.281** | 0.096 0.051 1
6. JP 3.62 0.82 | 0.371** | 0.335** | 0.228** | 0.227** | 0.257** | 1
Note. CSR= Corporate social responsibility; SNS=social and non-social stakeholders;
EMP=employee; CUS= customer; GOV=government; OC= Organizational Commitment;
JP=Job performance

3. 3. Hypothesis Testing

Because the correlation analysis reported in Table 6 is only a measure of linear
associations among the variables and does not describe cause and effect relationships,
it is essential to support the same with multiple regression analysis of the impacts of
the various CSR perceptions on the two variables (i.e., OC and JP). This enables us to
test the two broad hypotheses of whether the CSR perceptions taken as a set positively
affect OC and employee JP. It will also enable us to test the individual significance of
the impact of the various CSR perceptions on OC and employee JP.

H1 proposed that CSR perception mediates the relationship between OC and JP. A
series of regression analyses were carried out to test the hypotheses. Baron and Kenny
(1986) suggest the mediation regression analysis to examine the relationship between
independent and dependent variables. Before conducting the bivariate and multiple
regression that serves as an input into the mediation model, three conditions must be
established to determine the mediating effect (Pierce, 2013).

e The independent variable (OC) predicts the dependent variable (JP).
e The independent variable (OC) predicts the mediator (CSR perceptions).
e The mediator (CSR perceptions) predicts the (JP).

Since the p-value from the Sobel test is (.18), we concluded that CSR perception does
not mediate the relationship between OC and employee JP. In other words, the result
of the regression indicates that there is no evidence of mediation. The summary of
mediating analysis results is presented in Table 7 below.

Table 7. Sobel Test

Input Test statistic Std. Error p-value
a | .263 Sobel test: 1.96048316 0.02396246 0.18799394
b |.166 Aronian test: 1.91874823 0.02448367 0.18465016
Sa | .067 Goodman test: | 1.96506553 0.02342966 0.18449560
Sp | .075

H2 proposed that CSR perceptions will have a positive effect on OC. The multiple
regression results of the effect of CSR perceptions on OC are reported in Table 8.
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From the Table, the F — statistic of the model measuring the impact of the various
CSR perceptions taken as a set on OC is 3.769 with a p-value of 0.000, which is well
below the 1% significance level. This leads to rejecting the null hypothesis that CSR
perceptions exert no influence on OC. Regarding individual significance, corporate
responsibility towards social and non-social stakeholders, customers, and the
government is found to have a statistically insignificant effect on organizational
commitment since their p-values are even greater than the 10% significance level. On
the other hand, corporate responsibility toward employees is found to exert a
statistically significant effect on organizational commitment as the p-value is less than
the 1% significance level. Although the R-square of the model is low (about 0.07),
indicating that just 7% of the variation in OC can be explained by the various CSR
perceptions together, the overall significance of the model indicates that CSR
perceptions are critical factors that could influence OC.

Table 8. Multiple Regression Analysis of the Effect of CSR perceptions on
Organizational Commitment

Variable B SE B t Sig.(p)
Constant 2.377*** | 0.346 6.871 0.000
CSR towards SNS | 0.027 0.068 0.033 0.392 0.695
CSR towards EMP | 0.273*** | 0.090 0.261 3.039 0.003
CSR towards CUS | -0.050 0.096 -0.046 -0.521 0.603
CSR towards GOV | 0.021 0.037 0.041 0.555 0.580

F value= 3.769 (p = 0.000), R?= 0.071, Adj. R?=0.052

Note: * p <.0.1;** p < 0.05; *** p < .01; CSR= Corporate social responsibility; SNS=social
and non-social stakeholders; EMP=employee; CUS= customer; GOV=government; OFC=
Organizational Commitment

H3 proposed that CSR perceptions have a positive effect on JP. Table 9 reports the
multiple regression results of the impact of the various CSR perceptions on JP. From
the Table, the F-statistics of the test for the overall significance of the model is 5.704
with an associated p-value of 0.000, which leads to the rejection of the null hypothesis.
The effect of corporate responsibility towards social and non-social stakeholders and
government through positive are not statistically significant in influencing employee
performance in the model since their p-values are well above the 10% level of
significance. On the other hand, corporate responsibility towards employees and
customers is found to have a positive and statistically significant effect on JP, at least
at the 10% significance level.
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Table 9. Multiple Regression Analysis of the effect of CSR perceptions on Job
Performance

Variable B SE B t Sig.(p)
Constant 2.116*** | 0.331 6.390 0.000
CSR towards SNS | 0.057 0.064 0.073 0.882 0.379
CSR towards EMP | 0.173* 0.088 0.168 1.972 0.050
CSR towards CUS 0.162* 0.090 0.158 1.798 0.074
CSR towards GOV | -0.015 0.035 -0.031 -0.431 0.667

F value= 5.704 ( p=0.000), R?= 0.105, Adj. R?>= 0.087

Note: * p <.0.1;** p < 0.05; *** p <.01; CSR= Corporate social responsibility; SNS=social
and non-social stakeholders; EMP=employee; CUS= customer; GOV=government; JP=Job
Performance

4. DISCUSSION

Contrary to expectations, a significant mediating effect on the role of CSR perception
on the relationship between OC and JP was not detected. There may be several
explanations for the result. It shows that employees in these organizations believe that
CSR perceptions affect their behavior to a certain degree. However, CSR perception
does not significantly mediate the relationship between OC and JP.

Likewise, similar results were also found in the studies conducted by Closon et al.
(2015) and Latif et al. (2020). The present research proposed hypothesis H1 was not
confirmed. Another possible explanation for this result is that employees choose to
conduct their JP responsibly to fulfill their sense of obligation toward a job or perhaps
an interpersonal relationship which has possibly nothing to do with the employee OC.
The research result is not coherent with the findings of Kim et al. (2018) and Oh et al.
(2021).

Additionally, Table 8 reports the results of the correlation analysis. CSR toward social
and non-social stakeholders positively affects commercial bank employees’ OC.
However, the relationship is statistically insignificant. A possible explanation for this
might be based on how the employees view the social and non-social CSR activities
conducted by their employer. The Nigerian bank employees believe most
organizations engaging in this type of social activities are commercially motivated.

However, CSR activities toward employees positively affect organizational
commitment, and the relationship is significant at a 1% level. This result is coherent
with the finding of Turker (2009b), who studied the influence of CSR on the OC of
employees in Turkey and found a significant link between CSR to social and non-
social stakeholders, CSR to employees on OC. Our result also supported the Khan et
al. (2018) study that highlighted the CSR perception of bank employees toward OC
in Pakistan; the study found that CSR practices toward employees have a significant
relationship with OC. Additionally, Weerasekara and Ajward's (2020) findings in Sri
Lanka indicated a significant positive relationship between CSR perceptions and
employee OC in Sri Lanka. Similarly, Sun and Yu (2015) found a significant
relationship between CSR and OC. This result may be justified by the fact that the
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research sample predominantly compromises reputable commercial banks known for
conducting CSR activities in their organizations. Reputable Nigerian banks are
believed to implement managerial policies favorable to the internal stakeholders. For
example, launching training programs that help the employees to acquire new
competent skills relevant to their career growth and development, placing a high
priority on the employee wants such as giving them free access to the organization’s
gym or having a meal discount in bank’s cafeteria, emphasizing on employee needs
which include the provision of health insurance which covers a considerable amount
of employee’s medication cost, the presence of the conducive and friendly working
environment. For instance, the employees of Nigerian banks are motivated to interact
with coworkers throughout the board in an accessible and long-lasting manner to
execute tasks. These organizational policies can influence the OC of an employee. As
a result, it can be suggested that strong CSR toward internal stakeholders will lead to
leads stronger OC and goal attainment. However, in contradiction to Turker's (2009b)
findings, where CSR toward customers indicates a significant association with OC,
CSR practices aimed toward customers by the Nigerian banks were found to have no
relationship with employees’ OC. Adequately, the results of the study have shown
that there is no significant relationship between CSR toward government and OC.

Furthermore, the research was to study the effect of CSR perception on employee JP.
CSR perception towards social and non-social stakeholders was proposed to impact
employee job performance positively. The result of the study’s finding backed up the
above assumption by indicating a positive relationship between the variables. These
results reflect those of Liu and Qin (2018), who, based on data from Chinese
employees, also found a relationship between CSR perception and employee JP. CSR
perception toward employees was reported to have a significant positive relationship
with employee performance. The findings align with the study expectation because
internal CSR activities usually showcase an excellent concern for the employee's
expectations and welfare (de Roeck et al., 2014). According to Saks (2016), showing
a sense of gratitude and concern by the employer toward employees’ expectations and
interests, as expressed according to CSR practices aimed at the employees, improves
the overall concept of organizational support and causes the employees to return the
favor by displaying a higher and effective work performance. Similarly, CSR
activities conducted toward customers have significantly affected employee job
performance. This study supports evidence from previous observations (e.g.,
Chaudhary, 2020; Shuli and Suwandee, 2017).

These results further support the conclusions of Imran Ali et al. (2010). Their
empirical study indicated a significant relationship between CSR perception and
employee JP in the developing country of Pakistan. As a result, this study argued that
when bank employees from Nigeria perceive that their organizations are acting
socially responsible both internally and externally, such as implementing fair and
flexible policies to the employees and providing complete and accurate information
about its services to its customers are more likely to improve their working
performance and commitment. Sun and Yu's (2015) study supported our argument,
which implied that employees in socially responsible organizations perform their job
duties more effectively than their counterparts whose work is less socially responsible.
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Greenwashing is a contemporary phenomenon that tends to depreciate the true
meaning of CSR. Organizations that try to convey the image of being socially
responsible while attempting highly controversial practices are becoming widespread
(Carroll et al., 2018: 49). One unanticipated finding was that CSR perception toward
the government negatively affects employees’ JP; this is contrary to the result of
Chaudhary (2020), where CSR aimed toward the government indicated a significant
positive relationship with employees’ JP. Interestingly, the result is fascinating to such
a degree by indicating that CSR practices aimed toward the government that is related
to legal issues, such as regular tax payment by the organization and abiding by the
legal regulation in conducting operations, do not necessarily motivate an employee of
a Nigerian bank to increase his or her job performance. It is difficult to explain this
result, but it might be related to the legal misconduct that Nigerian commercial banks
are accused of. Several events of business scandals and deep corruption have been
witnessed in the Nigerian banking sector, which might prompt the employees to feel
that their organizations do not adhere to ethical duties adequately. Additionally,
several Nigerian commercial banks are associated with practicing substandard
corporate governance and dishonest operational practices, such as the unnecessary
deduction of money from the bank customers in the name of bank charges. The banks’
customers have shown a significant concern about this. However, the management of
the commercial banks we sampled indicated that all the charges are occurring based
on the direction of the Nigerian central banks, which regulate and ensure that the
banks carry out their duties within the confines of the law. Finally, there was an
expectation that employees might react to CSR aimed toward various stakeholders in
the same and consistent manner. Consequently, the results show that employees
distinguish the four aspects of CSR oriented toward various internal and external
stakeholders, which categorically demonstrated a significant positive or negative
relationship with employee JP and OC.

CONCLUSION

The present study provides several practical implications for CSR activities in
organizations. It has scrutinized the mediating role of CSR perception on the
relationship between OC and JP, in addition to examining the effect of CSR
perceptions on employee JP and OC, especially in the case of the employees working
in the Nigerian banking sector, which has been overlooked in prior research. When
organizations begin to emphasize CSR activities, the employees usually perceive the
activities to be honest and responsible corporate actions. Thus, increasing employee
self-esteem in the organization. As a result, it is highly critical for organizations to
emphasize CSR activities because it demonstrates a great sense of corporate
responsibility that can increase employee OC and JP. Therefore, CSR activities can
improve the organization’s public image, enticing prospective employees while
maintaining present employees’ satisfaction. Organizations in developing countries
are losing significant competitive advantages due to the lack of research on
employees’ CSR practices. Employees are pivotal to an organization’s growth.
Previous research has shown that employees who exhibit a more dedicated
organizational commitment and job performance can help businesses operate more
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efficiently and deliver better services; the deliverance of quality services in the
banking sectors of developing countries is much needed. Organizations in developing
countries are losing significant competitive advantages due to the lack of research on
employees’ CSR practices. Employees are pivotal to an organization’s growth.
Previous research has shown that employees who exhibit a more dedicated OC and JP
can help businesses operate more efficiently and deliver better services; the
deliverance of quality services in the banking sectors of developing countries is much
needed. Therefore, it is of utmost importance for managers to understand better how
to implement and incorporate CSR actions into their corporate strategies.
Additionally, these results offer a paramount administrative drive for the execution of
CSR activities in the banking sectors of developing nations by encouraging
organizational managers to acknowledge the benefits associated with CSR practices.

This study has made an essential contribution to the CSR literature and confirms
previous findings that add to our understanding of CSR. However, several limitations
need to be scrutinized by further studies. Firstly, the study data were gathered from
organizations in northern Nigeria, specifically Sokoto state. Although the research
sample can necessarily reflect Nigeria’s banking sector, it is critical to know that these
findings may not be generalizable to the commercial banking sectors of other parts of
the world. Furthermore, the analysis of the study does not go beyond commercial
banking sectors. As a result, future research should further develop and confirm these
initial findings by testing our research hypothesis in different countries and
considering various industries to validate our findings’ general applicability. For
instance, the mediating role of CSR perception on the relationship between OC and
JP could be examined in other service industries and within other developing country
contexts.
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ORGUTSEL BAGLILIK VE iS PERFORMANSI ARASINDAKIi ILISKIDE
KURUMSAL SOSYAL SORUMLULUK ALGISININ ARACI ROLU

1. GIRIS

Kurumsal sosyal sorumluluk kavrami olduke¢a uzun siiredir gerek akademik gerekse
de uygulamaci gevrelerce ilgi duyulan bir kavram olarak dikkat ¢ekmektedir. KSS
kapsaminda yiiriitiilen arastirmalar orgiitlerin, &zellikle de isletmelerin, ekonomik
amaglarinin  6tesinde de amaglar1  olmasi  gerektigi  diislincesi  lizerinde
yogunlagmaktadir. Bu durum kurumsal sosyal sorumlulugun orgiitlerin finansal
performansimi  ve karlihgmi nasil etkiledigine iliskin aragtirma ¢abalariin
giiclenmesine neden olmustur. Giiniimiiz is diinyasinda artan rekabet, Orgiitleri
rekabet dstiinliklerini siirdiirmelerini olanakli kilan yollar aramaya yoneltmistir.
Sonugcta, kurumsal sosyal sorumluluk genel kabul goren 6rgiitsel bir politika olarak
degerlendirilmeye baslanmigtir. Kurumsal sosyal sorumlulukla iliskili konular farkli
alanlarda uzun zamandir calisilmaktadir. Fakat kurumsal sosyal sorumlugun ig
paydaslar tarafindan nasil algilandigi oldukca kisith sayida arastirmaci tarafindan
calistlmistir. Bu calismada kurumsal sosyal sorumluluk algisinin 6rgiitsel baglilik ve
is performans: arasindaki iliskide aracilik etkisi Nijerya bankacilik sektdriinde
aragtirma konusu yapilmaktadir. Bu ¢aligmanin amaci kurumsal sosyal sorumluluk
algismin orgiitsel baglilik ve is performans: arasindaki iligkide aracilik etkisinin
Nijerya bankacilik sektorii baglaminda ortaya konmasidir.

2. YONTEM

Bu calismanin hedef kitlesi, gelismis kurumsal sosyal sorumluluk politikalar1 ve
uygulamalar1 oldugu diigiintilen, kurumsal itibar diizeyi yiiksek Orgiitlerin
¢aliganlaridir. Buradan hareketle ¢alismanin evrenini Nijerya'nin Sokoto eyaletindeki
ticari bankalarin subeleri olusturmaktadir. 300 ¢alisandan olusan bir hedef kitleden
anket araciligiyla veri elde edilmeye ¢alisilmistir. Siire¢ sonunda 208 anket formunun
analiz i¢in gecerli oldugu saptanmistir. Arastirma kapsaminda kullanilan anket formu
ii¢ boliimden olusmaktadir. flk boliim arastrmanin amacimni, arastirmact hakkinda
bilgileri, anketlerin nasil doldurulmasi gerektigine iligkin yonergeleri ve katilimcilara
gonillic katihm ile bilgilendirilmis onam konusunda aydinlatan agiklamalari
icermektedir. Anket formunun ikinci ikinci bolimii, katilimeilar hakkindaki
demografik bilgilerin soruldugu boliimdiir. Son boliimde ise aragtirma degiskenlerini
Olgmek igin uyarlanmis Olgeklerden olusmaktadir. Calismanin anket formu igin
Anadolu Universitesi Sosyal Bilimler ve Beseri Bilimler Bilimsel Arastirma ve Yayin
Etigi Kurulu'ndan 07.06.2021 tarihinde 72085 protokol numarast ile etik kurul izni
alinmustir. Bu aragtirmadaki tiim 6l¢ekler daha 6nce 6nceki galigmalarda uyarlanarak
kullanilmustir. Gegerli ve giivenilir 6lgeklerin belirlenebilmesi igin ilgili alanyazin
detayli bir sekilde taranmistir. Elde edilen veriler aracilik etkisi ve ¢oklu regresyon
yontemiyle analiz edilmistir.
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3. BULGULAR

Bulgular kurumsal sosyal sorumluluk algisinin orgiitsel baglilik ve is performansi
arasindaki iliskideki aracilik etkisini desteklememektedir. Fakat elde edilen bulgular
calisanlara yonelik kurumsal sosyal sorumluluk faaliyetlerinin orgiitsel baglilik
iizerinde olumlu etkisi oldugunu, sosyal ve sosyal olmayan taraflara, miisterilere ve
devlete yonelik sosyal sorumluluk faaliyetlerinin ise orgiitsel baglilik tizerinde etkisi
olmadigin1 géstermistir.

4. TARTISMA

Beklentilerin aksine, bu arastirma orgiitsel baglilik ve is performans: arasindaki
iliskide kurumsal sosyal sorumluluk algisinin anlamli bir aracilik etkisi bulunmadigint
gostermistir. Bununla birlikte, katilimcilarin kurumsal sosyal sorumluluk algilarinin
orgiit icindeki davranislarini belirli bir dereceye kadar etkiledigine inandiklari
goriilmektedir. Her ne kadar calisma gecerli bir 6rneklem iizerinde yiiriitiilmiis olsa
da, gelecekteki ¢aligmalarda farkli sektor ve iilke karsilagtirmalariin bu ¢alismanin
sonuglarini daha anlaml kilacag: diisiiniilmektedir.

SONUC

Calismanin sonug bdliimiinde orgiit yoneticileri ve i¢ paydaslar agisindan uygulamaya
doniik ciktilar ve gelecekte bankacilik sektoriinde orgiit gelistirme faaliyetlerine
iliskin 6neriler sunulmaktadir. Bu ¢alisma, orgiitlerdeki kurumsal sosyal sorumluluk
faaliyetleri icin uygulamaya doniik cesitli ¢ikarimlar sunmaktadir. Orgiitlerin
kurumsal sorumluluk faaliyetleri ¢alisanlarca genellikle diiriist ve yapilmasi gereken
kurumsal faaliyetler olarak algiladiklar diisiiniilmektedir. Beklenti ¢alisanlarin orgiite
iligkin tutumlarinin olumlu y6nde gelisecegi yoniindedir. Bu durumun ¢alisanlarin
orgiitsel bagliligini ve is performansini artiracagt ongdriilmektedir. Kurumsal sosyal
sorumluluk faaliyetleri orgiitteki calisanlari olumlu olarak etkilemenin yaninda,
potansiyel ¢alisanlar i¢in de olumlu bir motivasyon kaynagi olarak gériilmektedir. Bu
durumun gelismis iilkeler i¢in gerecli oldugu kadar gelismekte olan iilkeler i¢in de
gecerli oldugu varsayilmaktadir. Bu ¢alismada elde edilen bulgular bu durumun her
zaman gecerli olamayabilecegini gostermistir. Kurumsal sosyal sorumluluk
faaliyetlerinin anlami iilkelerin gelismislik diizeyiyle iligkili olarak degisebilir. Bu
durumda orgiitler kendi baglamlarina uygun iletisim stratejileri gelistirmeli ve
yaptiklar1 kurumsal sosyal sorumluluk faaliyetlerini iginde bulunduklar1 kosullarda
anlamli kilacak girisimlerde bulunmalidir.
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-ARASTIRMA MAKALESI-

EGIiTiM KURUMLARINDA PSiKOLOJiK SERMAYENIN iS TATMININE
ETKISi: i$"TE MUTLULUGUN ARACILIK ROLU

Umut UYAN! & Azmi YALCIN? & Adil IBIN®
0z

Egitim kurumlar: dogas: geregi ¢alisanlarin yiiksek diizeyde stres ve tiikenmislige
maruz kaldiklar: ¢alisma ortamlart olarak bilinmektedir. Pozitif psikoloji yaklagimina
atifta bulunan bu ¢alismanin amact bu tiirden érgiitlerde bireylerin sahip olduklart
psikolojik sermaye ile is doyum diizeyleri arasmdaki iliskiyi incelemektir. Daha
biitiinciil bir bakis acist ortaya koymak adinda bahsedilen iliskide is’te mutlulugun
aracilik etkisi de test edilmistir. Arastirmanin verileri Adana ilinde faaliyet gosteren
ozel bir egitim kurumunda istihdam edilen 240 ¢alisandan yapilandirilmis anketler
yvoluyla toplanmustir. Bulgular hem psikolojik sermayenin hem de is 'te mutlulugun is
tatminini olumlu etkiledigini ortaya koymaktadwr. Ayrica psikolojik sermayenin is
tatmini iizerine etkisini kismi de olsa is’te mutluluk iizerinden gerceklestirdigi
SONucuna vardmistir. Arastrmamn stresli bir ¢alisma ortamina sahip egitim
kurumlarinda pozitif psikoloji varsaymmlarini biitiinciil bir sekilde yeniden test etmesi
noktasinda yazina katki sunmasi beklenmektedir. Elde edilen bulgularin ayrica egitim
sektoriinde insan kaynaklari faaliyetlerinin  ydnetilmesine rehberlik etmesi
beklenmektedir.
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EGITIM KURUMLARINDA PSIKOLOJIK SERMAYENIN IS TATMININE ETKISI: IS'TE
MUTLULUGUN ARACILIK ROLU

THE EFFECT OF PSYCHOLOGICAL CAPITAL ON JOB SATISFACTION
IN EDUCATIONAL INSTITUTIONS: THE MEDIATING ROLE OF
HAPPINESS AT WORK

Abstract

Educational institutions are commonly accepted as the working environments where
employees are exposed to high levels of stress and burnout due to their nature. By
referring to the positive psychology perspective, the study investigates the role of
psychological capital on job satisfaction in such organizations. The mediating effect
of workplace happiness in the mentioned relationship was also tested to provide a
more holistic perspective. The data of the research were collected through structured
questionnaires from 240 employees working in a private educational institution
operating in Adana province. Findings reveal that both psychological capital and
happiness at work positively affect job satisfaction. In addition, it has been concluded
that the effect of psychological capital on job satisfaction, although partially, is
through happiness at work. The study is expected to contribute to the body of
knowledge by reassessing the positive psychological assumptions in educational
institutions whose workers are exposed to excessive stress. The findings are also
expected to guide the management of human resources activities in this sector.

Keywords: Positive Psychology, Psychological Capital, Job Satisfaction, Workplace
Happiness, Educational Institutions.

JEL Codes: M1, M12, D23.
“Bu ¢aligma Arastirma ve Yayin Etigine uygun olarak hazirlanmistir.”
1. GIRIS

Calisanlarin is tatminini etkiledigi varsayilan bir¢ok bireysel ve oOrgiitsel faktor
endiistriyel psikoloji ¢alismalarinda uzunca bir siiredir incelenmektedir. Zira
arastirmalar oOrgiitlerin hedeflerini gergeklestirmek icin ihtiya¢ duyduklar bireysel
performansin isten aliman doyum ile dogrudan ilintili oldugunu ortaya koymaktadir
(Al-Ahmadi, 2009: 40; Khan vd., 2012: 2702; Wagner, 2017: 95; Bin, 2015: 7; Platis,
Reklitis ve Zimeras, 2015: 480). Bu minvalde gergeklestirilen ¢aligmalarin temel
varsayimmi bireylerin psikolojik iyi olus diizeylerinin yiliksek olmasinin bireyin
etkinligini arttiracagidir. Pozitif psikoloji yaklasimmm Orgiit ¢alismalarina
entegrasyonu ile birlikte aragtirmacilarin ilgisi bireylerin sahip olduklar1 psikolojik
sermayenin i§ tatmini iizerindeki etkisine kaymistir (Abbas vd., 2014; Luthans vd.,
2007; Jung ve Yoon, 2015; Tang, Shao & Chen, 2019). Ancak ¢alisanlarin tutum ve
davranislarint orgiitsel baglam ve kosullardan bagimsiz degerlendirmek rasyonel
olmayan sonuclara ulagsmamiza neden olacaktir.
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Bu anlamda mevcut c¢alisma ¢aliganlarin sahip olduklar1 psikolojik sermaye
diizeylerinin i tatmini tizerindeki etkisini i yeri mutlulugu lizerinden incelemektedir.
Orgiitsel davranisi hem bireysel hem de 6rgiitsel unsurlari katarak agiklamaya calisan
bu arastirma biitiinciil bir bakig acist sunmasi bakimindan literatiire katki saglamasi
beklenmektedir. Ayrica arastirmanin insanlarla etkilesimin oldukg¢a yogun oldugu ve
dolayisiyla stres diizeyinin iist seviyede oldugu egitim kurumlarinda (Johnson vd.,
2005: 179; Newberry ve Allsop, 2017: 8) gergeklestiriliyor olmasi arastirmanin
bulgularin1 daha ilging hale getirmektedir. Elde edilen bulgularin egitim sektdriinde
insan kaynaklar: faaliyetlerinin daha etkin yonetilmesi siirecine de katki saglamasi
muhtemeldir. Zira bu c¢alismanin amaglarindan bir tanesi de ihtiya¢ duyulan insan
kaynaginin temini siirecini ilgilendiren bireysel faktorlerden biri olan psikolojik
sermeyenin bu sektor 6zelinde ne derece 6nemli oldugu ortaya ¢ikarilmasidir.
Psikolojik sermaye, is’te mutluluk ile is tatmini iliskilerinin incelendigi kavramsal
¢ergevenin sunulmasinin ardindan arastirma bulgular1 egitim sektdriine 6zgii kosullar
degerlendirilerek yorumlanacaktir.

1.1. Kavramsal Cerceve

Kurumlarin siirdiiriilebilir rekabet avantaji elde etmelerinin ancak sahip olduklari
insan kaynaginin gelistirilmesi ile miimkiin olabilecegine dair bilimsel kanitlar
artmaktadir (Luthans ve Youssef, 2004: 1). Bu anlamda calisanlarin islerinden ne
derece tatmin olduklari ve tatmin diizeylerini etkileyen faktorlerin ne oldugu
aragtirmalara siklikla konu olmaktadir. Robbins ve Judge (2011: 80) is tatmini
kavramini ¢alisanlarin islerine yonelik olumlu ve/veya olumsuz duygularin biitiinii
olarak tanimlamiglardir. Landy ve Conte (2019: 349) ise kavrami ige veya is ile ilgili
deneyimlere yonelik olumlu duygu ve tutumlar olarak tanimlamistir. Bu tanimlamalar
20. yiizyilin ikinci yarisindan itibaren neoklasik yonetim anlayisiyla filizlenen ve
¢aligan motivasyonunu anlamaya yonelik ¢abalar ilham alinarak yapilmistir. Zira bu
ve takip eden donemde yapilan ¢alismalar i¢csel motivasyon ve is tatmini arasinda
gliclii bir bag olabilecegine isaret etmektedir (Furnham, Eracleou & Chamorro-
Premuzic, 2009: 774; Andersen ve Kjeldsen, 2013: 266; Pancasila, Haryono &
Sulistyo, 2020: 387).

Orgiitsel davranis alanmin en ¢ok tartisilan konular1 olan motivasyon ve is tatminini
olumsuzluklarin ortadan kaldirilmas1 yerine psikolojik iyi olus diizeyiyle
(Buckingham ve Vosburgh, 2001: 17; Seligman, 2002: 4) agiklamaya calisan pozitif
psikoloji okulu onceki nesil oOrgiitsel davranig arastirmalarindan farklilagmistir
(Luthans, 2002: 695). Bu diistince okulu bireysel diizeyde psikolojik sermayenin
(PsyCap), orgiitsel diizeyde ise pozitif orglitsel davranisin (POB) gelistirilmesi ile
birlikte olumlu bir c¢aligma ortamimin yaratilmasinin miimkiin olabilecegini
vurgulamaktadir. Temelde insan kaynaginin gii¢lendirilmesini hedefleyen bu
yaklagim bireysel performansin gelistirilmesi noktasinda orgiitsel davranig alanindaki
caligmalara konu olmustur.

Ancak Lewis (2011: 79) basarili organizasyonlarin sadece kurumsal performansi en
iist diizeye ¢ikarmakla yetinmeyip, ayn1 zamanda ¢alisanlarin is deneyimlerini ve iyi
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olug diizeylerini de gelistirdiklerini vurgulamistir. Caligsanlarin pozitif is deneyimi
yasamalar1 ve bu olumlu deneyimlerin gerek tutum ve davranig gerekse de performans
¢iktilarina doniigmesi noktasinda Luthans ve Youssef (2004) pozitif psikolojik
sermaye konseptini olusturmuslardir. Boylece bireylerin sahip olduklar1 psikolojik
kapasite dlgiilebilir, yonetilebilir ve performans acisindan gelistirilebilir bir boyuta
taginmustir. Arastirmacilar tarafindan olusturulan yapi dort ayirt edici bileseni kapsar:
umut, iyimserlik, dayaniklilik ve 6z yeterlilik. Umut kavrami hedeflere ulagsmak i¢in
kararli olma (irade) ve engeller karsisinda alternatif yollar tasarlama yeteneginin bir
araya gelmesiyle olusan olumlu bir motivasyon durumu olarak tanimlanmaktadir
(Snyder, Irving, & Anderson, 1991: 287). Diger taraftan, iyimserlik, simdi ve
gelecekte basarilt olunacagma yonelik olumlu duygulanimi ifade etmektedir (Avey
vd., 2009: 681). Psikolojik dayaniklilik ise basarisizlik gibi olumsuz durumlarda
kendini degerlendirme ve bu olumsuz durumdan geri donebilmeye yonelik zihinsel
kapasite olarak tanimlanmistir (Luthans, 2002: 702). Pozitif psikolojik sermayenin
son bileseni olan 6z yeterlilik kavrami ise zorlu gorevlerde basarili olmak i¢in belirli
bir giiven derecesine sahip olmayi ifade etmektedir. (Nelson ve Cooper, 2007: 10).

Pozitif psikoloji varsayimlarint Olgiilebilir hale getiren bu iist yapinin ortaya
¢ikmasiyla birlikte aragtirmacilar bu yapinin orgiitsel baglilik (Youssef ve Luthans,
2007; Etebarian, Tavakoli & Abzari, 2012), orgiitsel vatandaslik (Avey, Wernsing &
Luthans, 2008; Yang ve Chao, 2016) ve orgiitsel sinizm (Avey, Luthans & Youssef,
2010; Shrestha ve Jena, 2021) gibi davranig ve tutumlar iizerindeki etkilerini
incelemislerdir. Bazi arastirmacilar ise yapinin performans ¢iktilarina odaklanmus, is
performansini dolayli ya da dogrudan etkiledigi varsayilan is tatminini ¢alismalarina
konu etmislerdir (Kim vd., 2019; Badran ve Youssef-Morgan, 2015; Jung ve Yoon,
2015; Bergheim vd., 2015; Karatepe ve Karadas, 2015; Amunkete ve Rothmann,
2015). Bahsedilen aragtirmalarin genelinde pozitif psikolojik sermayenin is tatminini
olumlu etkiledigi raporlanmistir.

Psikolojik sermayenin bir dizi 6rgiitsel faktor ile is tatmini iligskisinde aracilik roliintin
incelendigi calismada Kim ve ark. (2019: 119) bahsedilen iliskide psikolojik
sermayenin olumlu ydnde aracilik ettigi sonucuna varmiglardir. Benzer sekilde
Amunkete ve Rothmann (2015: 277) otantik liderlik ile is tatmini arasinda psikolojik
sermayenin aracilik rolii oldugunu ortaya koymuslardir. Psikolojik sermaye ile is
tatmini arasinda dogrudan iligki inceleyen g¢aligsmalar (Abbas vd., 2014; Badran ve
Youssef-Morgan, 2015; Ali ve Ali, 2014; Hua, 2020; Kaplan ve Bickes, 2013; Kwok
vd., 2015) degiskenler arasinda pozitif iliski raporlamislardir. Jung ve Yoon (2015:
1135) ise yaptiklar1 ¢alismada psikolojik sermayenin iki alt boyutunun (umut &
iyimserlik) is tatmini ile iligkisinin pozitif oldugunu diger iki alt boyutunun ise
bahsedilen degiskenle iligkili olmadigini tespit etmislerdir.

Pozitif psikolojik sermayeye sahip bireylerin olumsuz bir ortamin negatif etkilerini
hafifleterek miicadeleyi iistlenme kapasitesine sahip olmasi bu bulgular1 agiklar
niteliktedir (Nolzen, 2018: 253). Ancak bireysel iyi olus diizeyinin tek basina is
tatminini yeterli derecede agiklayamayabilecegi sOylenebilir. Zira sistem yaklasimi
orgiitleri siirecler, faaliyetler ve ¢evrenin etkilesimden olusan bir yapi olarak
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gormektedir (Robbins ve Judge, 2009: 496). Bu bakis agisindan hareketle calisan
tutum ve davranislar1 orgiitsel unsurlardan bagimsiz olarak degerlendirilemez. Is
tatminini inceleyen arastirmalar ¢ogunlukla hem bireysel hem de orgiitsel faktorleri
birlikte inceleme yoluna gitmislerdir (Abderhalden, Baker & Gordon, 2021; Brunetto
vd., 2016; Kim ve Jogaratnam, 2010).

Bu aragtirmada orgiitsel davranisin kurumsal bir belirleyicisi olarak incelenen ve
“calisanlarin arzu edilen, tatmin edici is deneyimlerine sahip olduklarina dair inang ve
duygular” (Basinska ve Rozkwitalska, 2020: 551) olarak ifade edilebilen is’te
mutluluk kavrami biligsel ve duygusal unsurlar1 igeren ¢ok boyutlu bir yap1 olarak
karsimiza ¢ikmaktadir. Yapinimn biligsel boyutu bireylerin islerinin g¢esitli yonlerini
dikkate alarak genel ve degerlendirici yargilara ulagsmasini ifade ederken (Weiss,
2002: 180); is baglamina yonelik farkli uyarilma diizeyindeki olumlu ve olumsuz
duygular biitiinii olarak ifade edilebilir (Basinska ve Rozkwitalska, 2020: 551).
Orgiitsel diizeydeki deneyimlere odaklanan is’te mutluluk kavraminin bireyin is
ortamina/cevresine yonelik algi ve duygularmin tespit edilmesi noktasinda kullaniglh
bir yap1 oldugu sdylenebilir. Bu agidan yapi, is tatmini, Orgiitsel baglilik, ise
adanmiglik ve destekleyici/destekleyici olmayan deneyimler gibi orgiitsel tutum ve
davranislarla iliskilendirilmistir (Singh ve Aggarwal, 2018).

Pryce-Jones (2011: 9) is tatmini {izerine yapilan arastirmalarin biiyiik bir kisminin
temelde ii¢ bilesene odaklandiklarini ifade etmistir; calisanin kendisi, c¢alisma
kosullar1 ve c¢alisma c¢evresi. Ancak bu bilesenler ¢ogunlukla ayri ayr ele
alimmiglardir. Biitiinciil bir bakis agis1 sunmay1 amaglayan bu calisma ise oncelikle
pozitif psikolojinin varsayimlarina atifta bulunarak bireysel unsurlardan psikolojik
sermayenin i tatmini {izerine etkisini incelemektedir. Bu baglamda &ne siiriilen ilk
hipotez:

H1: Psikolojik sermaye ve ig tatmini arasinda anlamli pozitif bir iligki vardr.

Arastirmanin amagclart dogrultusunda is tatmini ile iliskilendirilen bir diger degisken
ise is’te mutluluktur. {s ile ilgili olumlu ve olumsuz deneyimlere odaklanan yapimin is
tatmini ile ilgili orgiitsel diizeyde fikir sunmasi beklenmektedir. Onceki ¢alismalar
ig’te mutlulugun calisanlarin baglilik ve adanmislik diizeylerini arttirdigindan is
doyumlart tizerinde pozitif bir etkiye sahip oldugunu ortaya koymuslardir (Joo ve Lee,
2017: 215; Siu, Cheung & Lui, 2015: 376-377; Coomber ve Barriball, 2007: 301).
Bahsedilen iki degisken arasindaki iliskiyi inceleyen hipotez:

H2: Is 'te mutluluk ve is tatmini arasinda anlamli pozitif bir iliski vardir.

Onceki ¢alismalar is tatminin birer tahmin edici oldugu diisiiniilen bu iki degiskenin
de (psikolojik sermaye ve is’te mutluluk) birbiriyle iligkili olabilecegini ortaya
koymuglardir (Kawalya vd., 2019: 9-10). Kun ve Gadanecz (2019:194) egitim
sektoriinde gergeklestirdikleri caligmada calisanlarin psikolojik sermaye diizeyleri ile
ig’te mutluluk diizeyi arasinda pozitif ve anlamli bir iligki tespit etmislerdir. Bu agidan
bu ¢aligmada test edilecek bir diger hipotez:
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Ha3: Psikolojik sermaye ve is te mutluluk arasinda anlamli pozitif bir iliski vardir.

Orgiitsel tutum ve davranislari sistem yaklasimina atifta bulunarak agiklamaya calisan
bu arastirma son olarak psikolojik sermaye ve is tatmini iliskisinde is’te mutlulugun
aracilik roliine odaklanmistir. Bu agidan arastirmanin temel varsayiminin bireysel
diizeyde iyi olus diizeyinin is tatminine etkisini is yerindeki olumlu deneyimler
iizerinden gerceklestiriyor olmasidir. Diger bir ifade ile 6znel iyi olus diizeyinin is
tatmini lizerindeki pozitif etkisinin siirli olabilecegi; bu etkinin ig yeri mutluluguyla
desteklendiginde daha da anlamli hale gelebilecegi 6n goriilmektedir. Arastirmada
test edilecek son hipotez:

H4: Psikolojik sermaye ve is tatmini arasindaki iliskide ig’te mutlulugun aracilik
etkisi vardur.

2. YONTEM

Mevcut caligma teorik bir dnermeyi test etmesi nedeniyle tiimdengelim yaklagimini
benimseyen bir arastirma olarak nitelendirilebilir (Mills ve Gay, 2019: 87). Onerilen
degiskenler arasindaki neden-sonug iligkilerini test etmesi bakimindan ise agiklayict
niteliktedir. Agiklayic1 bir ¢aligma yiiriitmek, degiskenler arasindaki neden-sonug
iliskilerin kesfi yoluyla belirli bir fenomenin ardindaki mantig1 aramay1 gerektirir
(Saunders ve Lewis, 2012: 113). Bu arastirmada ise egitim kurumlari ¢aliganlarinin is
tatminini diizeyi ile iligkili bir tanesi bireysel (psikolojik sermaye), bir digeri orgiitsel
(isyeri mutlulugu) olmak iizere iki farkli degisken incelenmektedir.

Arastirmanin ana evrenini egitim sektorii ¢alisanlarinin olusturdugunu sdylemekle
birlikte, modelde yer alan hipotezlerin test edilebilmesi i¢in Adana ilinde faaliyetlerini
yiriiten 6zel bir egitim kurumu calisanlarina anketler uygulanmigstir. Katilimeilar
olasilikli drnekleme yontemlerinden biri olan basit rassal drnekleme ydntemiyle
belirlenmistir. Anketler katilimcilara kendi ¢alisma ortamlarinda yiiz yiize
uygulanmistir. Yaklasik 500 ¢alisani olan egitim kurumunda toplam 300 anket formu
dagitilmig, bunlardan 258’inden geri doniis saglanabilmistir (katithm orani %86).
Anket formlar1 detayl bir sekilde incelenmis, 18 anket formunun ¢ogunlugunun ya da
tamaminin bos olmasi nedeniyle analizden c¢ikarilmistir. Boylece arastirmanin
analizleri toplam 240 gézlem iizerinden yiiriitilmustiir. Katilimcilarin %76.3 (n=183)
kadmlar, %23.7’sini (n= 57) ise erkekler olusturmaktadir. Yas araliklari
incelendiginde ise biiyiik bir cogunlugunun (%82.1) 25-50 yas araliginda oldugunu
soylemek miimkiindiir. Katilimcilarin  toplam ¢alisma  siireleri  degiskenlik
gostermekle birlikte, mevcut kurumdaki ¢aligma siireleri biiyiik ¢cogunlukla (%77.5)
1-10 yil araligindadir. Son olarak aragtirmaya katilanlarin %44.6’sm1 brans
ogretmenleri, %15’ini okul Oncesi 6gretmenleri ve %10.4’lini sinif 6gretmenleri
olusturmaktadir.

Arastirmada kullanilan Ol¢lim araglarmin tamami daha Onceki c¢alismalarda
gelistirilen ve Tiirk¢eye uyarlamasi yapilmis enstriimanlardir. Psikolojik sermayeyi
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Olecmek tizere tasarlanan, 24 ifade ve dort boyuttan (umut, iyimserlik, 6z yeterlilik ve
dayaniklilik) olugsan yapi Luthans vd. (2007) tarafindan gelistirilmis; 6l¢lim aract
Cetin ve Basim (2012) tarafindan Tiirkgeye uyarlanmistir. Is’te mutluluk 6lgegi ise
Singh ve Aggarwal (2018) tarafindan gelistirilmis; Sever, Ozdemir & Acar (2020)
tarafindan orijinal dilden uyarlanmistir. Son olarak, 1951 yilinda Brayfield ve Rothe
(1951) tarafindan gelistirilen ve 18 maddeden olusan ig tatmini &lgeginin, Judge vd.
(1998) tarafindan 5 maddeden olusan kisa formu gelistirilmistir. Is tatmini 6lceginin
kisa formunun Tiirk¢e uyarlamasi ise Keser ve Bilir (2019) tarafindan yapilmistir.
Yanutlar, 1-kesinlikle katilmiyorum ile 5-kesinlikle katiliyorum arasinda degisen 5'li
Likert tipi dlcekler vasitastyla toplanmigtir. Kullanilan 6l¢iim araglarinin i¢ tutarlilik
diizeylerine iliskin bilgiler asagida yer alan Tablo 2 de 6zetlenmistir.

Tablo 2. Ol¢iim Araclarimn i¢ Tutarlihk Diizeyleri

Olgek Madde Sayist Cronbach's Alpha
Psikolojik Sermaye Cetin ve Basim (2012) 24 .843
Is 'te Mutluluk Sever, Ozdemir ve Acar (2020) 12 .854
Is Tatmini Keser ve Bilir (2019) 5 .807
3. BULGULAR

Arastirmaya konu degiskenler arasindaki iliskiler SPSS 24 ve Process v4.0 paket
programlar1 kullanilarak incelenmeye caligilmistir. Analizin ilk asamasinda g¢ok
degiskenli istatistiksel analizlerin varsayimlari olan normallik, ¢oklu dogrusal
baglanti ve es varyanslilik testleri yapilmis, bu testler sonucunda herhangi bir ihlale
rastlanmadigindan analizlere baslanmistir. Oncelikle kullanilan &lgiim araglarmin
gecerlilikleri kesfedici faktor analizi (KFA) yapilarak gergeklestirilmistir. Temel
bilesenler analizi araciligiyla gergeklestirilen analiz sonucunda 6z degeri 1°den biiyiik
olan toplam 9 bilesen ortaya ¢ikmis, bu bilesenler toplam varyansin %65.062’sini
aciklamaktadir. KMO = .873 ve Barlett kiiresellik testi .05 diizeyinde anlamli
bulundugundan toplanan verilerin  faktor analizi yapmak icin yeterli oldugu
sOylenebilir. Ortak yiiklerin (communalities) .507 ile .791 arasinda degistigi
gdzlemlenmis; faktor yiikii .40 olup .30 capraz yiike sahip tek bir madde tespit edilmis
(PD®6); analizlere bu ifade ¢ikartilarak devam edilmistir. Ortaya ¢ikan bilesenlerin
faktor yiiklerine iliskin bilgiler Tablo 3 de 6zetlenmistir.

Tablo 3. Olciim Araclarimin Kesfedici Faktor Analizi Sonuclar

Psikolojik Sermaye

1Y1* 754
1Y12 702
1Y3* 407
1Y4 .591
1Y5 .563
1Y6 .540
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PD1 731

PD2 727

PD3* .659

PD4 .645

PD5 .625

PD6 331

Ul .821

U2 748

U3 .649

U4 .639

U5 .583

U6 455

ovY1l .756
0oY2 744
0oY3 .730
ovY4 715
oY5 .694
0Y6 .667

Is’te Mutluluk

IM1 .889

IM2 .855

IM3 .780

ISD1* .814

1SD2* 771

ISD3* 743

DOD1 .885

DOD2 .876

DOD3 .786

DOOD1* .836
DOOD2* .784
DOOD3* .769

Is Tatmini

T1 .855

T2 .831

T3* 779

T4 732

T5* .627

% isareti ile gosterilen ifadeler ters kodlanmistir.

Déndiirme yontemi olarak Varimax kullanilmis, 14 dondiirme gergeklestirilmistir.

1Y: Iyimserlik, PD: Psikolojik Dayaniklilik, U: Umut, OY: Oz Yeterlilik, IM: I¢sel Motivasyon, 1SD:
Isten Sogutan Duygular, DOD: Destekleyici Orgiitsel Deneyimler, DOOD: Destekleyici Olmayan
Orgiitsel Deneyimler, T: Tatmin

Olgiim araglarinin gegerlilik ve giivenirliklerin test edilmesinin ardindan degiskeler

arasindaki iligkiler incelenmistir. Bahse konu degiskenler arasindaki korelasyon

degerlerini 6zetleyen Tablo 4 asagida sunulmustur. Tablodan da goriilecegi iizere test

edilen degiskenler arasindaki tiim iliskiler p= .01 diizeyinde anlamli bulunmustur.
[liski katsayilar1 incelendigince ise psikolojik sermaye ve is’te mutluluk degiskenleri
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arasinda (r=.592); psikolojik sermaye ve is tatmini arasinda (r= .603) ve son olarak
ig’te mutluluk ve is tatmini arasinda (r=.703) pozitif iliskiler tespit edilmistir.

Tablo 4. Test Edilen Degiskenler Arasindaki Korelasyon Degerleri

Psikolojik sermaye Iste Mutluluk Is Tatmini
Psikolojik sermaye 1
Is 'te Mutluluk 592" 1
Is Tatmini .603™ .703™ 1

** P<0.01

Arastirmaya konu aracilik modeli yanlilik diizeltmeli giiven araliklar1 (bias-corrected
bootstraping) yontemine dayanan Hayes’in Process makrosu kullanarak SPSS ile test
edilmistir (Hayes, 2013: 105-113). Bahsedilen iligki Model 4 kullanilarak test
edilmistir. Sekil 1 test edilen aracilik modeline iliskin bilgileri 6zetlemektedir.
Gorildigii iizere hem psikolojik sermaye (B1=.602) hem de is’te mutluluk (B1=.533)
is tatmini iizerinde pozitif ve dogrudan etkiye sahiptir. Benzer sekilde psikolojik
sermayenin (B1= .592) is’te mutluluk iizerinde pozitif ve anlaml bir etkisi oldugu
goriilmektedir. Test edilen aracilik iliskisi agisindan bakildiginda ise anlamlilik
diizeyleri degismemekle (p< .01) birlikte psikolojik sermayenin ig tatmini tizerindeki
dolayli etkisinin (Bl1= .286) toplam etkisinden (B1= .602) daha diisikk oldugu
gozlemlenmistir. Anlamlilik diizeylerinin degismemekle birlikte dolayli etkinin
diismesi degiskenler arasinda kismi aracilik iliskisinin olduguna isaret etmektedir.
Bahsedilen aracilik iliskisinin anlamli olup olmadig: ise alt ve {ist sinir giiven
araliklar1 incelenerek tespit edilmeye ¢alistlmistir. Alt sinir (LLCI) ve iist sinir (ULCI)
giiven araliklarmin ‘0’ degeri icermemesi test edilen iliskilerin anlamli olduklarini
ortaya koymaktadir (Hayes, 2013: 121). Tablo 5 aracilik iligskisine yonelik dogrudan,
dolayli ve toplam etkiler ile birlikte bu iliskilere ait giiven araliklarin1 da
Ozetlemektedir.

Sekil 1. Aracilik Testi

iste Mutluluk

N

4
g

B
Z
il

., J:-"J)

Psikolojik is Tatmini
Sermaye — ¢'=.602(286) »
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Tablo 5. Aracilik Testi: Toplam, Direkt ve Dolayh Etkiler
Psikolojik Sermayenin Is Tatmini Uzerindeki Toplam Etkisi

p1 SE p LLCI ULCI

.6027 . 0857 .0000 .8300 1.1677
Psikolojik Sermayenin Is Tatmini Uzerindeki Direkt Etkisi

p1 SE p LLCI ULCI

.2868 .0898 .0000 .2984 .6521
Psikolojik Sermayenin Is Tatmini Uzerindeki Dolayl Etkisi

p1 SE p LLCI ULCI

.3159 1124 .0000 .3511 .7830

Tablodan da goriilecegi iizere psikolojik sermayenin is tatmini {izerindeki etkisini
kismi olarak is’te mutluluk (B1=.286) lizerinden gergeklestirildigi gdzlemlenmistir.
Kismi aracilik iliskisinin anlamlilig1 alt ve iist sinir giiven diizeyleri (LLCI: .298;
ULCI: .652) incelenerek teyit edilmistir. Bu durumda arastirmada ileri siiriilen tiim
hipotezler kabul edilmistir.

4. TARTISMA

Bu ¢alisma egitim sektorii galisanlarinin is tatmin diizeylerinin psikolojik sermaye ve
is’te mutluluk gibi unsurlar tarafindan ne derece sekillendirilebilecegini test etmek
iizere tasarlanmustir. {lk olarak, arastirma bulgular1 bahsedilen sektorde calisan
bireylerin psikolojik sermaye diizeylerinin is tatminini olumlu yonde etkiledigi
sonucuna ulagilmigtir. Bu bulgu psikolojik sermayenin is tatmininin bir tahmin edicisi
oldugunu raporlayan ¢alismalar1 dogrular niteliktedir (Pack vd., 2015: 9; Luthans vd.,
2005: 1; Kimvd., 2019: 120; Badran ve Youssef-Morgan, 2015: 361-362; Kaplan vd.,
2012: 26-27; Bergheim vd., 2015: 33-34; Idris ve Manganaro, 2017: 251). Psikolojik
sermayenin ¢aliganlarin olumsuzluklarin iistesinden gelerek zorlu hedeflere ulasmaya
aracilik etmesi ve bunu yaparken bireyin kendi hedefleri ve eylemleri iizerinde kontrol
hissi saglamasi bu bulguyu agiklar niteliktedir. Psikolojik sermayenin g¢alisanlara
isleri ile ilgili pozitif degerlendirme yapma imkan1 sagliyor olmasi ve dolayisiyla
onlarin motivasyonlarini arttirmasi (Badran ve Youssef-Morgan, 2015: 358) bu
bulguyu agiklayan bir diger olas1 agiklamadir.

Arastirma bulgular1 ayrica psikolojik sermayenin is’te mutlulugu artirdigini ortaya
koymaktadir. Bu bulgu Kun ve Gadanecz’in (2019: 193-194) egitim sektdriinde
gerceklestirdikleri ¢alisma bulgulariyla ortigmektedir. Kaliteli egitim sunulmasinin
ancak ¢alisanlarin iyi olus diizeyi ve is yeri mutlulugu ile miimkiin olabilecegini ileri
siiren arastirmacilar, psikolojik sermayenin 6zellikle umut ve iyimserlik boyutlarinin
is’te mutlulugu artirdig1 sonucuna ulagmiglardir. Zira bu iki boyut ¢alisanlara gergekci
hedefler koyma, bu hedeflerin pesinden gitme ve yakalama noktasinda bagar1 hissini
artirmaktadir.
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onemli bulgu olarak karsimiza ¢ikmaktadir. Igsel motivasyon ve orgiitsel destek
algisma odaklanan yap1 Onceki caligmalarda da is tatmini ile pozitif iliskili
bulunmustur (Abraham, 2015: 6; Judge ve Ilies, 2004: 661). Gavin ve Mason (2004:
381) isin kendisinin bireyleri tek basina mutlu edemeyecegini, ancak bireyin is
yerinde mutsuz olmasi durumunda gergekten mutlu olamayacagini ileri stirmislerdir.
Ayrica Boehm ve Lyubomirsky (2008: 103-104) pozitif iligkiler, is birligi ve orgiitsel
destek vasitasiyla olusturulan pozitif bir ¢aligma ortaminin ¢alisanlarin igsel
motivasyonlarint ve dolayisiyla tatmin diizeylerini iyilestirebilecegini de
belirtmislerdir.

Son olarak, arastirmada ortaya ¢ikan en dnemli bulgulardan biri psikolojik sermayenin
is tatmini iizerine etkisini, kismi de olsa, ig’te mutluluk iizerinden gergeklestiriyor
olmasidir. Bu sonug egitim sektorii ¢alisanlarinin ig tatmininin tek bagina bireysel iyi
olus diizeyi ile agiklanamayacagi; bahsedilen etkinin ise yonelik olumlu deneyimler
vasitasiyla daha da belirgin hale geldigini ortaya koymaktadir. Bir bagka ifade ile
¢aliganlarin i tatmininin tam olarak anlagilmasi ancak bu iki kavramin ayni anda adres
gosterilmesi ile miimkiin olabilmektedir (Siu, Cheung & Lui, 2015: 367). Bu agidan
is tatminin hem bireysel hem de orgiitsel unsurlarla ilintili oldugu anlagilmaktadir.

Arastirmanin mevcut yazina teorik diizeyde bir dizi katki sunmasi beklenmektedir.
Bunlardan ilki, ig tatminin hem bireysel hem de orgiitsel diizeyde pozitif deneyimler
vasitasiyla iyilestirilebilecegidir. Bu agidan her ne kadar psikolojik sermaye
calisanlarin i¢sel motivasyonunu yiikseltiyor olsa da, is tatmini noktasinda orgiitsel
diizeyde pozitif deneyimler vasitasiyla desteklenmesi gerekmektedir. Ayrica bazi
aragtirmacilar (Snyder ve Lopez, 2001: 68) kiiltiirel farkliliklara atifta bulunarak 6znel
iyi olus ve onun varsayimlarmin sadece bati kiiltiiriine yonelik olabilecegi
diisiincesiyle temkinli yaklagmislardir. Bu bakis agisini destekler sekilde bati diginda
yapilan aragtirmalarin ¢ogunlugu ‘stres yonetimi’ gibi olumsuz durumlarin ortadan
kaldirilmasina yonelik ¢aligmalar ortaya koymuslardir. Ancak bulgular ¢6ziim-temelli
pozitif psikoloji varsayimlarinin bati kiiltiirii disinda da gecerli olabilecegine yonelik
onemli kanitlar ortaya koymaktadir.

SONUC

Calismanin bulgularindan hareketle, egitim sektoriinde insan kaynaklari faaliyetlerine
yonelik bir dizi énemli ¢ikarimlarda bulunulabilir. Is tatmininin performansin en
gliclii davranigsal tahmin edicisi oldugu diistiniildiigiinde (Judge vd., 2001: 387),
personel temini noktasinda potansiyel adaylarin psikolojik sermaye diizeylerinin
belirlenmesi se¢im siireglerinin daha etkin isletilmesine imkan verecektir. Egitim
kurumu ¢alisanlarinin sektoriin dogasi geregi yiiksek diizeyde strese maruz kaldiklar
diisiiniildiigiinde, psikolojik sermayenin bireylere bu tirden olumsuzluklarin
iistesinden gelme imkan1 saglayabilecegi sdylenebilir. Dahasi Tiirkiye gibi topluluk
olmay1 onceleyen kiiltiirlerde bireysel diizeydeki pozitifligin tiim ¢aligma ortamina
yayllmasina ve tiim c¢alisanlar icin pozitif bir atmosferin yaratilmasina katki
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saglayabilir. Pozitif bir c¢aligma atmosferin yaratilmasinin ise genel Orgiit
performansini iyilestirecegini sdylemek yerinde bir tespit olacaktir.

Mevcut arastirma ¢esitli kisitlar1 barindirmaktadir. Ancak bu kisitlar ilerde yapilacak
¢aligmalar i¢in rehberlik etme niteligi tasimaktadirlar. Bunlardan ilki ve en 6nemlisi
aragtirma verilerinin tek bir egitim kurumundan toplanmis olmasidir. Bu durum
arastirma bulgularinin genellenebilirligini tehdit etmektedir. Bu agidan ileri dénemde
gerceklestirilecek c¢aligmalarin ¢ok sayida ve farkli yapida egitim kurumunu
incelemesi sonuglarin genellenebilirligini artiracaktir. Bir diger dnemli kisit ise bahse
konu degiskenler arasinda ters iligkinin olabileceginin g6z ardi edilmis olmasidir. Bu
acidan ileri ¢alismalarin incelenen degiskenler arasinda ters iliskileri arastirmasi (is
tatmininin i§ yeri mutlulugu iizerindeki etkisi) olduke¢a ilgin¢ olacaktir. Arastirma
bulgularinin sadece nicel veriye dayandirilmasi ise metodolojik agidan bir kisit olarak
karsimiza c¢ikmaktadir. Zira pozitif psikoloji varsayimlarini test etmek iizere
tasarlanmig Olglim araglari nispeten yeni olup, bu araglarin i¢ tutarlilik diizeyleri
hakkinda daha fazla calismaya ihtiyag duyulmaktadir. fleri ¢alismalarin, karma
yontem olarak da bilinen, nicel ve nitel verinin birlikte kullanilmasini gerektiren bir
metodolojiyi benimsemesi elde edilen bulgularin daha giivenilir olmasma katki
saglayacaktir.

THE EFFECT OF PSYCHOLOGICAL CAPITAL ON JOB SATISFACTION
IN EDUCATIONAL INSTITUTIONS: THE MEDIATING ROLE OF
HAPPINESS AT WORK

1. INTRODUCTION

Numerous individual and organizational factors that are assumed to affect workers'
job satisfaction have been discussed for a long while in industrial psychology studies.
With the integration of the positive psychology approach into organizational studies,
researchers' attention has shifted to the effect of individuals' psychological capital on
job satisfaction (Abbas et al., 2014; Luthans et al., 2007; Jung and Yoon, 2015; Tang,
Shao & Chen, 2019). However, evaluating the attitudes and behaviors of the
employees independently of the organizational context and conditions will lead to
irrational results.

In this sense, the current study examines the effect of psychological capital levels of
workers on job satisfaction through workplace happiness. This research, which tries
to explain organizational behavior by debating both individual and organizational
elements, is expected to contribute to the literature in terms of presenting a holistic
perspective. In addition, the fact that the research is carried out in educational
institutions where interaction with people is quite intense and therefore the stress level
is high makes the findings of the research more interesting. The findings will likely
contribute to the more effective management of human resources activities in
educational institutions.
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2. METHODS

The current study can be considered as a deductive one as it tests a theoretical
proposition. The study is explanatory in terms of testing the cause-effect relationships
between the proposed variables. Conducting an explanatory study requires exploring
the logic behind a particular phenomenon through the disclosure of cause-effect
relationships between variables (Saunders and Lewis, 2012: 113). In this study, two
different variables, one individual (psychological capital) and the other organizational
(workplace happiness), related to the level of job satisfaction of the employees of
educational institutions are examined.

The data for his study was collected through structured questionnaires from workers
of a private education institution operating in Adana province. Participants were
selected through the simple random sampling method. Questionnaires were conducted
through face-to-face meetings in the participants' own working environments. A total
of 300 questionnaires were distributed in the institution, which has approximately 500
employees, and 258 of them were returned (participation rate 86%). The questionnaire
forms were examined in detail; eighteen of them were excluded from the analysis
because they were left mostly blank. Thus, the analysis of the research was carried out
on a total of 240 observations.

3. RESULTS

First, the results suggest that the level of psychological capital positively affects
workers' job satisfaction in educational institutions. Research findings also reveal that
psychological capital increases happiness at work. The fact that happiness at work
improves employee satisfaction is another important finding in the research. Finally,
one of the most important findings of the research is that psychological capital exerts
its effect on job satisfaction, although partially, through happiness at work.

4. DISCUSSION

This study is designed to test to what extent the job satisfaction levels of workers
employed in educational institutions can be affected by factors such as psychological
capital and happiness at work. The results revealed that the level of psychological
capital positively affects workers' job satisfaction in such institutions. This finding
confirms the studies reporting that psychological capital is a predictor of job
satisfaction (Paek et al., 2015; Luthans et al., 2005; Kim et al., 2019; Badran and
Youssef-Morgan, 2015; Bergheim et al. , 2015; Idris and Manganaro, 2017). The fact
that psychological capital mediates the achievement of challenging goals by
overcoming the negativities of the employees and while doing this, the individual's
feeling of control over their own goals and actions explains this finding.

Research findings also reveal that psychological capital increases happiness at work.

This finding is in line with Kun and Gadanecz's (2019) study conducted in the
education sector. The researchers, who claim that providing quality education can

138



EGITIM KURUMLARINDA PSIKOLOJIK SERMAYENIN IS TATMININE ETKISI: IS'TE
MUTLULUGUN ARACILIK ROLU

only be possible with the well-being of the employees and workplace happiness,
concluded that the dimensions of psychological capital, especially hope and optimism,
increase happiness at work.

The fact that happiness at work improves employee satisfaction is another important
finding in the research. The construct that focuses on intrinsic motivation and
perception of organizational support has also been found to be positively related to
job satisfaction in previous studies (Abraham, 2015; Judge and llies, 2004).

Eventually, one of the most key findings of the research is that psychological capital
exerts its effect on job satisfaction, although partially, through happiness at work. The
result suggests that understanding workers’ job satisfaction is only possible by
addressing both individual and organizational factors at once.

CONCLUSION

The study addressed the job satisfaction of workers employed in educational
institutions by examining both individual (psychological capital) and organizational
(workplace happiness) factors. Based on the findings, a number of inferences can be
made regarding human resources activities in the education sector. Considering that
the workers of such institutions are exposed to high levels of stress, it can be claimed
that psychological capital can provide individuals with the opportunity to overcome
such negativities. Moreover, in cultures that prioritize being a community, it can
contribute to the spread of positivity at the individual level to the entire work
environment and create a positive atmosphere for all employees. Creating a positive
working atmosphere is, on the other hand, most likely to lead to an improvement in
overall organizational performance.

The current research has several limitations. However, these constraints serve as a
guide for future studies. The first and most important of these is that the research data
were collected from a single educational institution. This situation threatens the
generalizability of the research findings. In this respect, examining a large number of
different educational institutions in future studies will increase the generalizability of
the results. Another important limitation is that it has been ignored that there may be
an inverse relationship between the variables in question. In this respect, it would be
very interesting for further studies to investigate inverse relationships among the
variables examined (e.g. the effect of job satisfaction on workplace happiness).
Finally, adopting a methodology using both quantitative and qualitative data together
will contribute to more reliable findings in further studies.
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INVESTIGATION OF THE EFFECT OF PERSONAL VALUES AND PERSONAL TRAITS AS
MEDIATOR VARIABLES ON JOB SATISFACTION AND SALES PERFORMANCE

IS TATMINI VE SATIS PERFORMANSINA, KiSISEL DEGERLERIN VE
ARACI DEGISKEN OLARAK KiSiSEL OZELLIKLERIN ETKIiSININ
ARASTIRILMASI*

0z

Kisisel degerler ozellikleri etkilemektedir, insanlar degerleriyle tutarli bir sekilde
davranmaya ¢alisirlar. Degerler, igyeri davranigi dahil davranisin itici gii¢leridir.
Kisisel degerler ile davranissal sonuglar arasindaki iliski, yonetim alaninda birkag
ampirik ¢alisma ile sumirlt kalmistir. Ayrica genel olarak i degerlerinin performansa
etkisi arastirllmistir. Ancak kigisel degerlerin performansa ve ig tatminine olan etkisi
diigtiniildiigiinde bu konunun c¢alistimasimin ne kadar énemli oldugu meydana
¢ctkmaktadir. Literatiirde ig tatmininin onciillerinin belirlenmesi iizerine ¢ok sayida
calisma yapilmis olmasina ragmen Bes Biiyiik kisiligin is tatmini ile iligkisi ¢cok daha
az incelenmigstir. Oysaki kisilik ozelliklerinin is performansint ve is tatmini
ongordiigiinii, segcim ve elde tutma amaglari icin yaygin kullanildiklar:
gozlenmektedir. Is tatmini diizeyini belirlemede calisamin kisiligi kaginilmazdir.
Ayrica is tatmini diizeyini bir faktor olarak kisilik aracihgiyla élgmek, Orgiitsel
Davranisi tasavvur etmenin yeni bir yoniidiir. Is tatmini ve satig performansi,
calisann kisiligine ve kisisel degerlerine gore farklilik gostermektedir. Bu ¢alismanin
amaci, degerlerin kisilik, is tatmini, performans arasindaki direkt ve dolayli iliskileri
incelemektedir. Iliskiler Deger Algi Teorisi ¢ercevesinde incelenmigstir. PLS yontemi
ile gerceklestirilen analizde kisilik ve degerler formatif (bigimlendirici), is tatmini ile
satig performansi ise reflektif olarak ol¢iilmiistiir. Kisilik ozelliklerinin kisisel
degerler ile iy tatmini arasindaki iliskive aracilik etkisinin olmadigi, kisilik
ozelliklerinin kisisel degerler ile satis performansi arasindaki iliskiye aracilik etkisi
oldugu bulunmustur. Calismanin teorik katkisi; kisilik ozelliklerinin araci roliinii
incelemekte ve degerlerin satis performansi ve is tatmini tizerindeki etkileri hakkinda
daha ayrintili bilgi vermektedir. Pratik katkisi,; kisilik ozellikleri ve degerlerinin
performans iizerindeki etkisini goz oniinde bulundurarak, aday ise alirken nihai
karart vermeden dnce kisilik ozelliklerini ve degerlerini belirlemeye yénelik fikirler
sunar

Anahtar Kelimeler: Kisisel Degerler, Kigsilik Ozellikleri, Is Tatmini, Satis
Performansi, PLS Yapisal Esitlik.

JEL Kodlari: M30, J28, D46.

“Bu ¢aligma Arastirma ve Yayin Etigine uygun olarak hazirlanmistir.”

* Genisletilmis Tiirkge Ozet, makalenin sonunda yer almaktadur.
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1. INTRODUCTION

The success of an organization depends on the human resources to assist all other
assets. Sales performance and job satisfaction are important factors that affect the
success of any business. The employee's personality is inevitable in determining job
satisfaction (Therasa & Vijayabanu, 2015:143). Personality traits and job satisfaction
has a relationship (Furnham and Zacherl, 1986:455; Organ and Lingl, 1995:341,;
Tokar and Subich, 1997:485; Nikolaou and Robertson, 2001:164; Judge et al.,
2002:530), and performance may be higher according to personality traits. The
selection of a salesperson with these characteristics is more effective than long-term
training. Personal characteristics are essential even if some aspects of the sales job are
learned over time (Loveland et al., 2015:235). Personal values affect sales
performance (Herjanto and Franklin, 2019:106; Swenson and Herche, 1994:285) and
are significant predictors of job satisfaction (Ismail et al., 2019:5).

Values and personality affect decision-making, motivation, attitude, interpersonal
relationships, behavior, and performance (Parks & Guay, 2012:150). Personal values
influence traits; people try to behave in a way that is consistent with their values.
Values are ideals or opinion and thus serve as guidelines for self regulation (Roccas
et al., 2002:789). Values can work outside of awareness so people can act on their
values even if they don’t consciously think about them; the essential things in one's
life are expressed through values. Each person has a multitude of values to varying
degrees. One possible reason for the question “Why do people act according to their
values?” is that one needs to be consistent between one's beliefs (values) and actions.
Another is that consistency between value and action is rewarding, helping people get
their wants. Values are the drivers of behavior, including workplace behavior
(Schwartz, 1994:21). Most of our time is spent in a work environment where work
values are fundamental and remarkable (Kumar et al., 2012:12). For this reason, most
studies on job satisfaction have focused on job values rather than personal values.
However, the importance of the effect of personal values on job satisfaction has been
emphasized, and the need for additional studies has been expressed (Ismail et al.,
2019:3). In addition, considering the effect of values on behavior, it has been stated
that more studies are needed to scrutinize the relationship between personal values
and performance (Parks et al., 2015:24). In this context, the current study focused on
personal values rather than job values. Aim of the study is to reveal the affects of the
mediating role of personality traits on the relationship between personal values, job
satisfaction, and sales performance. Research hypotheses and models were formed by
considering literature, and the findings obtained from the research method and data
analysis were shown. In the conclusion part of the study, findings of the study are
compared with the literature, evaluated both theoretically and practically, and
suggestions were presented.
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1.1. The Affect of Personality and Traits Personal Values on Job Satisfaction

Factors affecting job satisfaction; include the job itself, pay, promaotion, relations with
co-workers, manager's attitude and leadership abilities, social benefits, policies, and
personal factors. Personal factors also play an essential role in job satisfaction. The
most fundamental is one's values; People will enjoy work commensurate with their
values or will want to follow them. Value Perception Theory is vital in explaining the
relationship between personal values and job satisfaction. Locke (1976: 1297) argue
that individuals' values predict what satisfies them at work. According to Locke's
Value Perception Theory, job satisfaction can be modelled with the following
formula:

S=(Vc-P) X Vi
Or
Job Satisfaction = (Desired-Have)xImportance

The importance that a person attaches to value dramatically affects the result found.
Values important to the individual play a critical role in shaping job satisfaction.
Values that a person has can affect not only job satisfaction but also leave of
employment and performance (Harrison, Newman, & Roth, 2006:306).

Personal values; are learned beliefs about structure or preferred behavior patterns
(Schwartz, 1994:21). Although personal values are seen as a dynamic (relatively
permanent but changeable under certain conditions) construct, they do not vary much
due to people's need for consistency between their values and actions (Rokeach,
1973:13). Consistency of values and actions helps people to get what they want (Bardi
& Schwartz, 2003:1208). Schwartz's theory of value has concerned interest in the
literature because it includes ten broad values related to the individuals’ motivation
level (Yahyagil, 2015:2). These values are as follows; achievement, benevolence,
conformity, hedonism, security, self direction, stimulation, tradition universalism
(Schwartz, 1994:21).

Personality traits predict employees’ satisfaction and job performance (Judge et al.,
2002:531) and are widely used for selection and retention (Loveland, 2015:234), but
traits' impact on satisfaction still needs to be adequately studied. (Gelade et al.,
2006:544). The employee job satisfaction is different from according to personality.
An employer learns the personality and values of the employee, and knowing how to
motivate those leads to high motivation and job satisfaction (Therasa and Vijayabanu,
2014: 143). The Five Factor Personality Model is the most generally used taxonomy
in the definition of personality traits. These are openness to experience,
conscientiousness, agreeableness, extraversion, and emotional stability. The five-
factor personality traits define extraversion as having a high energy level; these people
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like to be active and busy. Excitement and arousal are very attractive to them, and
they often experience intense feelings of happiness and joy (Costa & McCrae, 1992:
345). Extraversion experience a high level of satisfaction at work (Judge et al., 1997:
746), while introverts generally experience less satisfaction for these reasons
(Neubert, 2004: 5). High job satisfaction leads to positive performance (MKkoji &
Sikalieh, 2012: 185) and a lower probability of turnover (Maertz & Campion, 2004:
567).

Individuals with the agreeable personality trait focus on helping and cooperating with
others (Graziano & Eisenberg, 1997: 796; John & Srivastava, 1999: 104). Attributes
related to agreeableness — courtesy, tolerance, thoughtfulness — lay the groundwork
for accomplished relations with coworkers. The optimistic view of the salesperson
towards his/her environment will increase job satisfaction (Organ & Lingl 1995: 341)
and performance (Mahlamaki et al., 2014: 5) and will also cause him/her to have the
motivation to continue working (Allen & Meyer, 1991: 62).

People with the trait of openness have innovation and creativity. The creative
individual can involuntarily increase his productivity in unique and innovative ways.
There is a relationship between creativity and performance (Mkoji & Sikalieh,
2012:188). However, they may not be as easily satisfied with job satisfaction as those
with other personality traits; the most important reason is that individuals with high
creativity and imagination cannot realize themselves in "normal” working conditions
(Nikolaou & Robertson, 2001:165).

Conscientiousness is the most consistent and main predictor of the relationship
between job types and job results (Barrick & Mount, 1991: 4; Hogan et al., 2003:105).
For example, meta-analyses on predicting job performance have found that
conscientiousness, one of the personality dimensions, plays a critical role in predicting
job performance (Barrick et al., 2001: 11; Hurtz & Donovan, 2000: 871) and job
satisfaction. People with this feature will probably have higher job satisfaction and
performance due to being more responsible and planned at work.

The absence of neuroticism — that is, emotional stability — allows for predicting
workplace outcomes (Klinger & Mallon 2015: 822). For sales and managerial jobs,
the emotional stability feature has been found to have stable validity (Hurtz &
Donovan, 2000: 871). There are differences in employees' job satisfaction levels with
different personality traits and personal values.

1.2. The Relationship Between Personal Values and Personality Traits

Values and traits are ways of summarizing past trends and predicting future events.
Both can predict the choice of behavior situations in general. Gorsuch and Cattell
(1977) conclude that “values are strictly based on temperament, abilities, and
dispositions.” Therefore, values and traits can be considered as similar structures
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(Dolinger et al., 1996: 24). However, although there are consistent, theoretically
expected relationships between them, the structures are different (Parks and Guay,
2009: 676). Values are about what we believe we should do; personality is about what
we are inclined to do. Personality traits and values affect each other reciprocally.
However, since values have a learned structure, the values given priority differ over
time and are repeated in this process, causing changes in personality traits (Leduc et
al., 2015: 10).

1.3. The Affect of Personal Values and Personality Traits on Sales Performance

The relationship between personality and job performance is a trendy research topic
in work psychology for a long time. However, recently researches suggest that the
prognostic validity of personality is uncertain in previous studies due to the lack of a
common personality framework to regulate traits used as predictors (Barrick &
Mount, 1991: 11; Ones et al., 1994: 149). This problem was solved with the Five
Factor Personality Model. The model is appropriate in different theoretical
frameworks, using different tools, in different cultures, and, most importantly, for
personnel selection. The relationship between personal values with behavioral
outcomes may have been empirically investigated but has received much less interest
in the management field (Finegan, 2000: 150; Kumar et al., 2012: 22). Considering
the influential role of personal values in determining attitudes and behaviors, it
becomes clear how important it is to study this topic. Therefore, this article focuses
on personal values.

2. METHODOLOGY

2.1. Purpose and Research Model

The aim of the article is to examine the relationship between personality and personal
values, job satisfaction, and sales performance. The research hypotheses developed
from the literature review are as follows;

H 1: Personality traits have a mediating affect on personal values and sales
performance.

H 2: Personality traits have a mediating affect on personal values and job satisfaction.
H 3: Personality traits have a positive affect on job satisfaction.

H 4: Personality traits have a positive affect on sales performance.

H 5: Personal values have a positive affect on personality traits

H 6: Personal values have a positive affect on job satisfaction.

H 7: Personal values have a positive affect on sales performance.
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Figure 1. Research Model
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2.2. Sample and Scales

One hundred fifty salespeople in the fast moving consumer goods sector participated
in the research, and the participants were invited to work with a random sampling
method. Survey data were collected between 1-15 October 2022, of the participants,
4% are female, and 96% are male salespeople. Of the salesperson experiences of the
participants, 54% have ten years or more, 17% have 7-9 years of experience, 16%
have 4-6 years of experience, and 13% have 1-3 years of experience.

Four scales/constructs were used in the study. These scales are the Five-Factor
Personality Traits Scale, The Short Schwartz's Value Survey (SSVS), the Job
Satisfaction Scale, and the Sales Performance Scale, respectively. The Five Factor
Personality Traits Scale was evaluated with ten items from the five-factor personality
scale created by Rammstedt and John (2007: 210). Since it was intended to measure
the emotional instability (imbalance) dimension in the original scale, questions in this
dimension were reversing coded, unlike the original scale. The short Schwartz value
scale is an abbreviated version of the Schwartz VValue Scale containing 57 value items
representing ten different values in terms of motivation. A study by Lindeman &
Verkasalo (2005: 175) investigated it as an alternative to the original 57 item Schwartz
value scale. It was highly correlated with the data obtained with the Schwartz value
scale and the portrait value scale, which had consistency and reliability over time. The
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10 item Short Schwartz Value Scale has good internal consistency and temporal
stability. Brayfield and Rothe (1951) developed it, of which a 5 item short form was
created by Judge and Klinger (2008: 397), and the short form of the Job Satisfaction
Scale was adapted into Turkish by Keser and Bilir (2019: 229). Its internal consistency
reliability (Cronbach alpha = 0.85) was high. Sujan et al. (1994: 39) reported the
salesperson's self-reported performance evaluation and measured it with five items
used in their study.

2.3. Method and Measurement Model

Analyzes were performed with SPSS 22 and SmartPLS 3.3 statistical software
programs. SmartPLS program; is widely used in various disciplines, including
accounting, strategic management, supply chain management, tourism, and marketing
(Sarstedt et al., 2017: 2). The reason for choosing the SmartPLS program is that it
mainly prioritizes direct predictive analysis, does not seek a normal distribution
condition, allows single or two-item indicators to be included in the model, and, most
importantly, allows for formative measurement, as well as enables the examination of
data by evaluating many different configurations (Rigdon et al., 2017: 6). Among the
constructs used in the research, personality traits and personal values were considered
formative, while sales performance and job satisfaction were considered reflective
variables. Recent studies have observed that personality is measured formatively
(Myszkowski et al., 2019: 363). Similarly, values are handled formatively (Hau &
Thuy, 2012: 137; Thien et al., 2014: 3327). In the literature, job satisfaction is
considered reflectively (Bashir & Gani, 2020: 525; Maria et al., 2020: 1), and sales
performance is considered reflectively too(Ohiomah et al., 2019: 163; Djakasaputra
etal., 2021: 305).

3. RESULTS

Analyzes were carried out in two stages. In the first stage, the research model was
used as the measurement model, and reliability and validity analyzes of the variables
in the model were made. The research model, whose reliability and validity were
ensured, was used as a structural model in the second stage and included in the related
analysis. Relationship analysis was carried out using the "Bootstrapping" resampling
technique.

Factor loads are over 0.50, Cronbach's Alpha and Composite Reliability (CR) values
are over 0.70, and the AVE value is over 0.50 (Hair et al., 2014: 102), rho A" should
be above 0.70.
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Table 1. Reliability and Validity

Average
Cronbach's rho A Composite | Variance
Alpha - Reliability | Extracted
(AVE)
Personality
Traits 1,000
Personal
Values 1Ly
seles 0,818 0849  |0,874 0,585
Performance
Job 0,741 0783  |0,838 0,568
Satisfaction

Factor weights cannot be negative in the Reflective or Formative model. The fact that
the factor weights are positive is the first criterion in determining the importance of
the indicator, especially for formative structures (Hair et al., 2017: 34). Questions with
negative factor weight were removed from the model (T2, V7, S3). Since sales
performance and job satisfaction indicators are reflective, the value of all the
indicators whose factor loads were examined was higher than 0.50. Three values are
used to test discriminant validity. First, the cross-loading criterion was examined.
According to the cross-loading criterion, the factor load in the variable to which an
indicator is related should be higher than the other variables. In the measurement
model, the factor load of the variable to which the indicator is related was higher than
the others.

Table 2. Fornell-Larcker

Personality | Personal | Sales Job
Traits Values Performance | Satisfaction

Personality

Traits

Personal

Values Lisl

SEles 0,521 0,530 0,765

Performance

Job

; . 0,342 0,275 0,219 0,754
Satisfaction

HTMT (the monotrait-heteromethod correlations) expresses the ratio of the
correlations of the indicators belonging to the same variable to the geometric mean.

HTMT should be below 0.90 (Henseler et al., 2015: 120). In the measurement model,
the HTMT value was found to be 0.283. For the linearity of the indicators, each
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indicator's tolerance (VIF) value should be below 5 (Hair et al., 2014: 125). While
"Inner VIF" value is checked in reflective models, "Outer VIF" value is checked in
formative models (Ramayah et al., 2018: 32). In the model, Outer VIF values are
between 1.06-2.51, and Inner VIF values are between 1.00-1.46. Therefore, there is

no linearity problem.

3.1. Structural Equation Modeling

Since all variables met the reliability and validity criteria in measurement model
analyses, the research model was evaluated with structural equation modeling and
path analysis to test the hypotheses. The number of sampling was calculated as 5000.

Before evaluating the structural relationships, blindfolding (Q?), coefficient of

determination (R?), and effect size (f2) were examined to explain the significance of

the findings obtained from the regression results.

Table 3. Blindfolding (Q?) & Coefficient of determination (R?)

Q? (=1-SSE/SSO) R?
Personality Traits 0,046 0,315
Personal Values
Sales Performance 0,185 0,354
Job Satisfaction 0,057 0,127

R?, 2 and Q2 values show that the model's estimates are within acceptable limits.
t greater than > 1.96, p should be less than <0.05. According to the analysis results,
H1, H3, H4, H5, H7 were accepted, and H2, H6 were rejected.
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Table 4. Structural Equation Modeling

Hypothesis| Relationship Std. g Std. | t-value |P value| £? Result
Error
H1 Values -—>Traits> 0,183 0,076 2,41 0,01 - Accepted
Sales Performance
H2 Values = Traits > | 0,154 0,086 1,79 | 0,07 - Rejected

Job Satisfaction

H3 Traits > Job| 0,274 0,139 1,97 0,04 |0,059 Accepted
Satisfaction

H4 Traits - Sales| 0,326 0,118 2,76 0,00 |0,113| Accepted
Performance

H5 Values - Traits 0,561 0,074 7,60 | 0,00 |0,460| Accepted

H6 Values > Job| 0,122 0,122 0,99 | 0,33 |0,012| Rejected
Satisfaction

H7 Values—>Sales 0,347 0,101 3,41 0,00 |0,127| Accepted
Performance
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Fig. 2. PLS Result
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Personality traits positively and significantly affect sales performance and job
satisfaction. In this context, H3 and H4 were accepted. Similarly, values positively
and significantly affected personality traits and sales performance. H5 and H7
hypotheses were accepted. Values were not found to significantly affect job
satisfaction as they were greater than p<0.05. H6 was not accepted. The mediation
effect of personality traits between values and job satisfaction was investigated, and
no significant effect was found. H2 was not accepted. The mediating effect of
personality traits between values and sales performance was investigated. The
analysis found a significant effect. H1 was accepted. In mediator variable effect
analysis, VAF=0.35. A partial mediation effect is mentioned if the VAF (Variance
Accounted For) value is 0.20-0.80 (Hair et al., 2014: 224). It has been found that
personality traits have a partial mediation effect between values and sales
performance.

4. DISCUSSION

This study has theoretical and practical contributions to the literature on job
satisfaction, sales performance, personality traits, and personal values. Theoretical
contribution; this study examines the mediating role of personality traits and provides
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more detailed information about the effects of values on sales performance and job
satisfaction. Personnel selection and evaluation remain crucial issues throughout the
life of any organization, large or small. Based on the five-factor personality traits and
personal values, choosing the right person is practical, cheap, and correct (Vinchur et
al., 1998: 593). The practical contribution of this study is; considering the impact of
personality traits and values on performance, it proposes ideas for determining
personality traits and values before making the final decision when hiring a candidate.

CONCLUSION

This article examines the relationships between personal values, personality traits, job
satisfaction, and sales performance within the structural equation model and the
framework of Value Perception Theory and using the Five Factor Personality Traits
Scale, The Short Schwartz's Value Survey (SSVS), The Job Satisfaction Scale, The
Sales Performance Scale. A positive relationship exists among personality traits
(extraversion, agreeableness, openness to experience, conscientiousness, and
emotional stability), sales performance, and job satisfaction. Employees with
extroverted personalities use positive thoughts as a stimulant, and in this context, they
have higher job satisfaction and performance (Therasa & Vijayabanu, 2015: 142).
Extraversion, conscientiousness, and emotional stability are significant predictors of
job satisfaction (Judge et al., 2002: 530), it is also stated that extraversion makes the
most contribution in predicting job satisfaction (Tokar & Subich, 1997: 482).
Agreeableness has high validity in jobs were helping others, cooperation, and
interpersonal interaction is essential (Barrick et al., 2001: 9), especially in work
relations, with a significant relationship with the capacity to be satisfied at work
(Organ & Lingl, 1995: 339). Experienced individuals are creative. They can use these
features to design new sales techniques or adapt them to a broader customer base and
thus be successful in sales (Furnham and Fudge, 2008: 11). People with openness to
experience are probably to have these values required in contemporary work
environments, such as following changes in the workplace positively, thinking
creatively in dynamic ways, and being open to new alternatives. In a rapidly changing
or uncertain work environment, it will be precious to have an open-minded
perspective and tolerance for the uncertainty that is not overwhelmed by tradition or
norms of social conformity (Burke & Witt, 2002: 713). A positive relationship was
found between openness to experience and job satisfaction (Judge et al., 2002: 530).
Conscientious individuals make more efforts to fulfill their goals (Parks & Guay,
2012: 149). Thanks to the attitudes of conscientious employees toward fulfilling their
obligations, salespeople probably set and stick to sales targets (Barrick et al., 2001:
9). In meta-analyses, it is observed that conscientiousness is associated with sales
performance as well as extraversion (Goldberg, 1992: 26). Conscientiousness
exhibited the strongest correlation after extraversion (Judge et al., 2002: 530). People
with emotional balance often feel calmer, more relaxed, secure, and satisfied in
stressful or difficult situations. They are more easily satisfied not only in their
workplace but also in their life in general. A negative relationship was found between
neuroticism and job satisfaction and a positive relationship with emotional stability
(Nikolaou & Robertson, 2001: 161). There is a positive relationship between the value
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of conformity (Klinger & Mallon, 2015: 821), achievement and excitement
orientation (Swenson et al., 1994: 283), achievement and self-direction value
(Dubinsky et al., 1997: 195), and sales performance. No relationship between the
values of achievement, conformity, hedonism, power, security, self-direction,
stimulation, tradition, universalism, and job satisfaction.

The results of the analysis are consistent with the literature. The study, in which
personal values are analyzed in the context of the workplace and personality traits are
examined as a mediating variable, is aimed to contribute theoretically and practically
to the literature.

iS TATMINi VE SATIS PERFORMANSINA, KiSiSEL DEGERLERIN VE
ARACI DEGISKEN OLARAK KiSiSEL OZELLIKLERIN ETKIiSiNIN
ARASTIRILMASI

1.GIRIS

Bir organizasyonun basarisi diger tiim varliklara yardimci olacak insan giiciine
baglidir. Calisgan memnuniyeti ve performansi herhangi bir igletmenin bagarisinda
hayati bir rol oynar. Calisanin kisiligi, is tatmini diizeyini belirlemede kagimilmazdir
(Therasa ve Vijayabanu, 2015: 143). Kisilik 6zellikleri ile ig tatmini (Furnham ve
Zacherl 1986: 455; Organ ve Lingl, 1995: 345; Tokar ve Subich 1997: 485; Nikolaou
ve Robertson, 2001: 164; Judge vd., 2002: 530) arasinda iligki oldugu, kisilik
ozelliklerine gore performansin farkli oldugu 6ne siiriilmektedir. Kisisel degerlerin
satig performanst etkiledigi (Herjanto ve Franklin 2019: 106), ve i tatmininin 6nemli
yordayicilari oldugu ifade edilmistir (Ismail vd., 2019: 5).

Degerler, isyeri davranigt dahil (Schwartz, 1994: 21) davranisin itici gii¢leridir.
Zamanimizin ¢ok biiyiik bir kisminin, ¢aligma degerlerinin 6zellikle 6nemli ve dikkat
¢ekici oldugu bir ¢alisma ortaminda geg¢irildigini gézlemlemektedir (Kumar vd.,
2012: 12). Bu sebeple alandaki is tatmini ile ilgili ¢aligmalarla ilgili olarak,
caligmalarin ¢ogu kisisel degerlerden ¢ok is degerlerine odaklanmigtir. Ancak son
yapilan calismalarda kigisel degerlerin ig tatmini {izerindeki etkisinin Snemi
vurgulanmis ve ek galigmalarin yapilmasi gerekliligi ifade edilmistir (Ismail vd.,
2019: 3). Bu baglamda mevcut ¢alismada is degerlerinden ziyade kisisel degerlere
odaklanilmigtir. Bu ¢aligmada kisilik 6zelliklerinin, kisisel degerler, satis performansi
ve 1s tatmini arasindaki iliskide aracilik roliiniin etkilerini ortaya koymak
amaglanmistir.

2. YONTEM

Analizler SPSS 22 ve SmartPLS 3.3 istatistiki yazilim programlar1 ile
gerceklestirilmistir. Arastirmada kullanilan yapilardan kisilik 6zellikleri ve kisisel
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degerler formatif, satig performansi ve ig tatmini ise reflektif degisken olarak ele
almmistir. Son donemde literatiirde gergeklestirilen ¢aligmalarda kisiligin formatif
olarak 6l¢iimledigi gozlenmektedir (Yu vd., 2017: 1472; Hajhoseiny v.d., 2019: 451;
Myszkowski vd., 2019: 363). Benzer sekilde degerler de formatif olarak ele
alimmaktadir (Hau & Thuy, 2012: 137; Thien vd., 2014: 3327; Tehseen v.d., 2017:
38). Literatiirde is tatmini reflektif olarak (Bashir & Gani, 2020: 525; Maria vd., 2020:
1) satig performansi da reflektif olarak ele alinmistir (Ohiomah vd., 2019: 163;
Djakasaputra vd., 2021: 305).

3. BULGULAR

Kisilik ozellikleri satis performansi iizerinde pozitif ve anlamli etkiye sahiptir.
Degerlerin kisilik 6zellikleri ve satis performansi iizerinde pozitif ve anlamli etkisi
bulunmustur. Degerlerin is tatmini iizerinde anlamli bir etkisi bulunamamustir.
Degerler ile satig performansi arasinda kisilik 6zelliklerinin aracilik etkisi oldugu
bulunmustur. Kisilik 6zeliklerin aracilik etkisine yonelik diger analizde ise degerler
ozelligi ile ig tatmini arasindaki aracilik etkisi bulunamamugtir. Araci degisken etki
analizinde VAF=0,35 degerindedir. VAF degeri 0,20-0,80 arasinda ise kismi aracilik
etkisinden s6z edilir (Hair vd., 2014: 224). Kisilik ozeliklerin, degerler ile satis
performansi arasinda kismi aracilik etkisi oldugu bulunmustur.

4. TARTISMA

Bu ¢alismanin is tatmini, satig performansi, kisilik 6zellikleri ve kisisel degerler ile
ilgili literatiire teorik ve pratik katkilari vardir. Teorik katkisi; yapilan ¢aligma kisilik
ozelliginin araci roliinii inceleyerek degerlerin satis performansi ve is tatmini
tizerindeki etkileri hakkinda daha ayrintili bilgi sunmaktadir. Personel se¢imi ve
degerlendirmesi, kiigiik veya biiylik her organizasyonun émrii boyunca ¢ok 6nemli bir
konu olmaya devam etmektedir. Sirketler sadece bos pozisyonlarim1 doldurmak igin
uygun insanlart segmek i¢in milyonlarca yatirnm yapmakla kalmaz, aynt zamanda
goriigmeci olarak gdrev yapan mevcut c¢alisanlarinin degerli calisma saatlerini de
harcarlar (Nikolaou ve Robertson, 2001: 161). Bes faktor kisilik 6zellikleri ve kisisel
degerlerin tespit edilerek dogru kisinin se¢iminin saglanmasi yararli, ucuz ve dogru
bir yoldur( Vinchur vd., 1998: 593). Buna istinaden bu g¢alismanin pratik katkisi;
kisilik 6zellikleri ve degerlerin performans iizerindeki etkisi goz oniine alindiginda,
adayin ise alinmadan 6nce kisilik 6zelliklerinin ve degerlerinin 6lgiilmesi i¢in dneriler
sunmaktadir.

SONUC

Bu makale, kisisel degerler, kisilik ozellikleri, is tatmini ve satis performansi
arasindaki iliskileri, Bes Faktor Kisilik Ozellikleri Olgegi, Kisa Schwartz Deger
Olgegi (The Short Schwartz’s Value Survey-SSVS), Is Tatmini Olgegi ve Satis
Performans Olgegi kullanilarak, Deger Alg1 Teorisi cercevesinde, yapisal esitlik
modeli kullanarak agiklamaktadir. Kisilik 6zelliklerinden disa doniikliik, uyumluluk,
deneyime agiklik, 6zdenetim ve duygusal denge ile satis performansi ve is tatmini
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arasinda pozitif iliski oldugu bulunmugtur. Uyum degeri (Klinger ve Mallon, 2015:
821) basar1 ve heyecan odaklilik (Swenson vd., 1994: 283) basar1 ve 6zyonelim degeri
(Dubinsky vd., 1997: 195) ile satis performansi arasinda olumlu ve anlamli bir iliski
bulunmustur. Kisisel degerlerden; Basari, Uyma, Hedonizm, Gii¢, Giivenlik, Oz-
yonelim, Uyarilim, Gelenek, Evrenselcilik degerleri ile is tatmini arasinda iligki
bulunamamastir.

Yapilan analizlerin sonucundaki bulgular literatiir ile uyumludur. Kisisel degerleri is
yeri baglaminda analiz edililerek, kisilik 6zelliklerin araci degisken olarak incelendigi
calismada, literatiire teorik ve pratik katki saglamak hedeflenmistir.
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YAZARLAR ICiN BILGi NOTU

**k*

Yonetim Bilimleri Dergisi hakemli, bilimsel bir dergidir. Yayn politikasi ve kurallari,
editorler ile yazi ve danigma kurulu tarafindan tespit edilmektedir. Yonetim Bilimleri
Dergisi; temelde ekonomi, isletme, kamu ydnetimi ve siyaset bilimi, uluslararasi
iligkiler, ¢alisma ekonomisi ve endiistri iligkileri, maliye, ekonometri ve benzeri
alanlara odaklanmustir. Dergide, s6z konusu alanlarda hazirlanmis Tiirkge ve Ingilizce
makaleler yayinlanmaktadir. Dergiye gonderilen calismalarin orijinal ve mevcut
literatiire katkida bulunmasi beklenmektedir. Dergiye gonderilen yazilarin teslim
aninda higbir dergide yayinlanmamis olmasi ve/veya hicbir yaym organi tarafindan
basilmak iizere inceleme asamasinda olmamasi gerekmektedir. Bu konudaki tim
sorumluluk yazarlara aittir. Yazarlar calismalarin1 gonderdikleri andan itibaren
eserleri ile ilgili tim yayin haklarini Yoénetim Bilimleri Dergisi’ne devretmis ve
Yonetim Bilimleri Dergisi’nin kurallarini kabul etmis sayilirlar.

Teslim Siireci ve Sekli

Makale gonderimi Dergipark iizerinden yapilmaktadir. Dergipark sistemine yiiklenen
makalelerin iizerinde isim bilgisi olmamalidir. Zira sisteme kayitli kullanicilarin
bilgileri sistemde mevcuttur. Makale ile birlikte 250-300 kelimeden olusan 6zet ve
yazarlar hakkinda 5-6 satirdan olusan bilgi notu da (Tiirkge ve Ingilizce olarak)
dergiye gonderilmelidir. Bu notta mezun olunan okullar, bagh bulunulan kurum,
unvan, caligma alanlar1 gibi bilgiler yer alabilir. Yonetim Bilimleri Dergisi
uluslararasi bilimsel ve bagimsiz indeks ve abstract kuruluglarinca da taranmaktadir.
Bu nedenle gonderilen 6zetler ¢ok 6nemlidir. Ayrica ¢alismanin konusu ile ilgili en
fazla 5 adet anahtar kelime de eklenmelidir.

Calismanin Uzunlugu

Makaleler kural olarak 4.000 kelimeden az, 8000 kelimeden fazla olmamalidir
(kaynakga ve dipnotlar hari¢). Makalenin yazildigi dile gore degisen Genisletilmis
Ozet'ler ise en az 600 en fazla 1000 sdzciikten olusmalidir.

Stil ve Diizeltmeler

Yazarlar calismalarint Yonetim Bilimleri Dergisi kurallarina gore hazirlamak
zorundadirlar. Editorlerden ya da hakemlerden gerekli diizeltmeleri yapmalarmi
beklenmemelidir. Gerekli diizeltmeler belirlendikten sonra yazarlarin en geg iki hafta
icinde makalelerin diizeltilmis halini Dergipark {iizerinden sisteme yiiklemeleri
gerekmektedir.. Sayfa yapisi 16 cm - 23,7 cm olgiisiinde olmalidir. Sayfa kenar
bosluklari: {ist ve alt 2,5 cm, sol ve sag 2 cm olmalidir Makale baslig1 biitiin harfleri
biiylik, koyu (bold) harflerle, Times New Roman, 10 punto, tek satir aralikli, dncesi
ve sonrasi 0 nk ve sayfaya ortalanarak yazilmalidir.

Bashklar ve Alt-Bashklar

Makaledeki ana basliklarin tamamu biiyiik harflerle, Times New Roman yazi karakteri
kullanilarak 10 punto, tek satir araliginda, 6ncesi ve sonrasi 10 nk ve iki yana yaslh
olarak yazilmalidir. Alt bagliklar ise sadece ilk harfi biiyiik, Times New Roman yazi
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karakteri kullanilarak 10 punto, tek satir araliginda, oncesi ve sonrasi 6 nk ve iki yana
yasl olarak yazilmahdir. Ugiincii bir alt bashk kullanilmas: halinde ise 10 punto,
italik, normal (koyu degil), oncesi ve sonrast 6 nk, iki yana yasli ve basliktaki
kelimelerin sadece ilk harfi biiylik olmalidir. Basliklardan 6nce ya da sonra bosluk
birakilmamalidir.

Calismanin belirtilen kurallara uygun olmasi yayin siirecini hizlandiracaktir. Bu
nedenle ¢alisma gonderilmeden Once mutlaka YBD kurallarina uygun hale
getirilmelidir. Calismalar IMRAD kurallarina uygun sekilde bagliklandirilmali ve bir
kapak dosyasi1 hazirlanmalidir.

Metin i¢i Atif

YBD APA (6) stilini benimsemektedir. Bu nedenle atiflar parantez i¢inde (Soyadi,
Yil: Sayfa Numarasi) seklinde yapilmalidir. Metin i¢inde verilen kaynaklar makalenin
sonunda kaynakg¢ada agik¢a yazilmalidir. Kaynakea listesinde kaynaklar, yazarlarin
soyadlarina gore alfabetik olarak dizilmelidir. Soyadin bag harfi biiyiik, ismin sadece
bas harfi yazilmaldir.

Kaynakcada referans gosterimi icin:

Kitap:

Tek Yazarl Kitap

Yazar Soyadi, A. (Basim Yil). Kitabin Ad (Italik), Sehir: Yayinevi.

Aladag, M. (2010). 21.Yiizyilda Pazarlama Teknikleri, Ankara: Ankara Universitesi
Yayinlar1.

Cok Yazarli Kitap
Tuna, P., Kalin, A., Gergek, C. ve Giines, S. (2000). Oyun Teorisi, Bursa: Ekin
Yayinlar1.

Editorlii Kitap:

Tek Editérlii Kitap:

Editér Soyads, A. (Ed.). (Y1l). Kitabin Adi (Italik). Sehir: Yaymevi.

Kutlu, M. (Ed.). (2008). Osmanli Divan Siirleri Uzerine Metinler. Istanbul: Yonetim
Yayinlari.

Iki Yazarh Editorlii Kitap:
Mutlu, C. ve Saglik, D. (Ed.). (2012). Giincel Gelismeler Isiginda Liderlik. Ankara:
Eski Yayinevi.

Kitapta Bir Boliim:

Yazar Soyadi, A. ve Yazar Soyadi, A. (Yil), Boliimiin Bashig1. Editdriin A. Soyadi
(Ed.), Kitabin Ad: (Italik) iginde, (s. sayfa aralig1). Yaym Yeri: Yaym Evi.

Suna, P. ve Giines, S. (2019). Uluslararas: iliskiler Perspektifinde Tiirkiye. A. Kalin
(Ed.), Kiiresel Ekonomi iginde, (s.248-298). Ankara: Nobel Yaynlar1.
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Makalelerde:

Tek Yazarli Makalelerde:

Yazar Soyadi, Adi. (Basim Yil1). Makale Adi. Dergi Ad: (ltalik), Cilt (Say1), Sayfa
Aralig1.

Alm, J. (1996). What is an Optimal Tax System?. National Tax Journal, 49 (1), 117-
133.

Iki Yazarli Makalelerde:

Yazar Soyadi, Adi. ve Yazar Soyadi, Adi. (Basim Yili). Makale Adi. Dergi Adi
(Italik), Cilt (Say1), Sayfa Aralig1.

Desouza, K. C. ve Flanery, T. H. (2013). Designing, Planning, and Managing
Resilient Cities: A Conceptual Framework. Cities, 35, 89-99.

Kongre ve Sempozyum Bildiriler

Adil, O., Giinay, T. ve Giizel, B. (2008). Ogretmen Adaylarinin Ogrenciye Yonelik
Tutumlan: ile Ogrenci Basarisi. V. Ulusal Egitim Bilimleri Kongresi, 3-5 Haziran
2008, Canakkale Onsekiz Mart Universitesi, Canakkale. 115-120.

Elektronik Kaynaklar

MEB (2008). Karsilastirmali Egitim Programlari. Fen Lisesi Ogretim Programi (S.
209-239) Erisim: 12 Agustos 2008,
http://dogm.meb.gov.tr/iwww/ogretimprogramlari/icerik/14

Degerlendirme Siireci

Dergi ve yaymn sireci ile ilgili tim yazigmalar Dergipark sistemi {izerinden
yiriitiilmektedir. Yaymlanmak {izere gonderilen tiim ¢alismalar 6n incelemeye tabi
tutulur ve inceleme, editorler ve bagimsiz hakemler tarafindan gergeklestirilir.
Gonderilen galismalar ilk olarak editorlerin incelemesinden gecer. Bu asamada ilk
olarak ¢alismanin dergi kurallarina uygunlugu incelenir. Ardindan makale alaninda
uzman en az iki hakeme gonderilir. Calismanin yayimlanabilmesi i¢in en az iki
hakemden ‘yaymnlanabilir’ raporu almasi gerekmektedir. Editérler ve hakemler
incelemelerinde temelde su {i¢ kritere gore hareket ederler:

1) Anlatim Kalitesi: Yazim stili, anlatimda akicilik, dilin dogru kullanimi, yazinin
planlamasi ve yapisi,

2) Kaynaklarin Dogru Kullanimi: Dipnotlar ile yaz1 arasindaki uyum, dipnotlardaki
bilgilerin dogru ve eksiksiz olmasi, kaynaklarim yeterliligi, niteligi,

3) Bilimsel Kalite: Caligmanin bilim diinyasina katkisi, orijinalligi, yazarin iddialarin
savunmadaki yeterliligi, yazinin derinligi ve kalitesi.

Hakemlerin raporlar1 dogrultusunda gonderilen makale ya yayinlanir ya diizeltilmek
ve daha sonra yayimlanmak iizere yazara geri gonderilir ya da reddedilir. Her durumda
yazar Dergipark iizerinden bilgilendirilir; ¢aligmanin hangi asamada oldugu yine
Dergipark {izerinden izlenebilmektedir. Diizeltilmis metin, gerekli gorildigii
durumlarda, degisiklikleri isteyen hakemlerce tekrar incelenebilir. Hakemlerden
'vaymlanabilir' onayi alinmasina karsin Yonetim Bilimleri Dergisi editorleri
yazarlardan bazi teknik diizeltmeler talep edebilirler. Ayrica hakem raporlar gizlidir
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ve dergi arsivlerinde 5 yil siire ile saklanir. Yonetim Bilimleri Dergisi’nde
yayinlanmak iizere gonderilen yazilarin yazarlari kendilerine telif 6denmeyecegini
bastan kabul ederler.

Iletisim Bilgileri

Yonetim Bilimleri Dergisi (YBD), Canakkale Onsekiz Mart Universitesi, Biga
Iktisadi ve Idari Bilimler Fakiiltesi, Y&netim Bilimleri Dergisi Yazi Isleri Editorliigii,
17200, Agakoy, Biga, Canakkale. Tel: 0 286 335 87 38 E-posta: ybd@comu.edu.tr
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NOTES FOR THE CONTRIBUTORS

**k*

Journal of Administrative Sciences focuses on scholarly articles on labor economics
and industrial relations, econometrics, economics, business administration, public
administration, public finance and international relationsin general from all over the
world. The journal encourages interdisciplinary studies. Manuscripts submitted to
Journal of Administrative Sciences should be original and should not be under
consideration by another publication at the time of submission.

Acrticles submitted for consideration of publication are subject to peer review. The
editorial board and editors takes consideration whether submitted manuscript follows
the rules of scientific writing. The appropriate articles are then sent to two referees
known for their academic reputation in their respective areas. For the articles to be
published, at least two ‘accepted’ reports from the referees are required.

The Editors and referees use three-step guidelines in assessing submissions:

1) Literary quality: Writing style, usage of the language, organisation (paragraphing,
syntax, flow etc.)

2) Use of references. Referencing, sources, relationships of the footnotes to the text.
3) Scholarship quality: Depth of research, quality; contribution, originality of the
contribution (new and creative thought) and plausibility of the author’s argument.

Questions regarding the status of submissions should be directed to the co-editors by
e-mail at ybd@comu.edu.tr.. The author could be asked for technical corrections by
editors after the final draft of the article.

Submission

Manuscripts should be single spaced throughout (including all quotations and
footnotes) on single sides of A4 paper... Full names of the author(s) should be given,
an address for correspondence, and where possible a contact telephone number, fax
number and e-mail address. Authors should pay particular attention to the accuracy
and correct presentation of references.

Besides the manuscript a brief cv of the author should also be attached to the e-mail
so that a registry is formed. JAS uses American Psychology Association System

Length
Acrticles as a rule should not exceed 8.000 words and should not be less than 4.000
words, not including footnotes and references.

Style and Proofs

Authors are responsible for ensuring that their manuscripts conform to the JAS style.
Editors will not undertake retyping of manuscripts before publication. The main text
should be written using Times New Roman font, 10 points, single line spacing, 0 nk
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before and after and justified on both sides. There should be 1 line space between
paragraphs. All of the main headings should be written in capital letters, using Times
New Roman font, 10 points, single line spacing, 10 nk before and after and justified
on both sides. Sub-headings should be written with only the first letter capitalized,
using Times New Roman font, 10 points, single line spacing, 6 nk before and after,
and justified. If a third subtitle is used, it should be 10 points, italic, normal (not bold),
6 nk before and after, justified and only the first letter of the words in the heading
should be capitalized. No spaces should be left before or after the headings.

Footnotes
Books

One author: )
Aladag, M. (2010). 21.Yiizyilda Pazarlama Teknikleri, Ankara: Ankara Universitesi
Yaymlari.

Two authors: '
Acer, Y ve Kaya, 1. (2009). Uluslararasi Hukuk, Temel Ders Kitab1, Ankara: USAK
Publications.

Three authors:
Tuna, P., Kalin, A., Gergek, C. ve Giines, S. (2000). Oyun Teorisi, Bursa: Ekin
Yayinlari.

Part of a Book:

Groundwater-Smith, S. (2007). As Rain is to Fields, so Good Teachers are to Students.
S. Knipe (Ed.), Middle Years Schooling: Reframing Adolescence (151-170. ss.).
Frenchs Forest, N.S.W: Pearson Education Australia.

Avrticles:
Alm, J. (1996). What is an Optimal Tax System?. National Tax Journal, 49 (1), 117-
133.

Paper Presented at a Conference or Meeting:

Yegin, Mehmet. (2009). A New Schematic Model to Understand Formation of Public
Opposition on Foreign Policy Issues, Midwest Political Science Association 67th
Annual National Conference, Chicago, USA, p. 9.

Web Sources:

MEB (2008). Karsilastirmali Egitim Programlari. Fen Lisesi Ogretim Programu (S.
209-239) Accessed: 12 Agustos 2008,
http://dogm.meb.gov.triwww/ogretimprogramlari/icerik/14
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Biography

Current and recent academic and professional affiliations and recent major
publications for the Notes on Contributors should be supplied with the articles. It
should not exceed 100-word.

Abstract
A concise abstract not exceeding 250-300 words in length is required.

Contact Information

For more information about the journal feel free to contact with the editors. JAS /
YBD, Canakkale Onsekiz Mart Universitesi, Biga iktisadi ve Idari Bilimler Fakiiltesi,
Prof. Dr. Ramazan Aydin Yerleskesi, Agakdy, Biga, Canakkale, TURKIYE.

Phone: +90 (286) 335 8738 Fax: +90(286) 3358736

Web: http://ybd.comu.edu.tr / E-mail: ybd@comu.edu.tr
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