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Kiiltiirel Boyutlar,

Kiiltiirel Degerler.

This study theoretically discusses that the impression management (IM) strategies that
employees apply depending on the purpose of performance appraisal (PA) in organizations may
vary in different cultures. The propositions developed are based on Schiitz's four-dimensional
classification of IM strategies and Trompenaars and Hampden-Turner's (1998) seven-
dimensional model of culture. It has been proposed that employees may exhibit more assertive
or defensive IM strategies for administrative PA, and offensive or protective IM strategies for
developmental PA. Moreover, employees in particularistic, diffuse, and synchronous cultures
may apply IM more frequently in the PA process. Employees in individualistic cultures may use
defensive IM tactics for developmental PA, while in communitarian cultures they may resort to
assertive IM. Furthermore, employees can apply offensive and assertive IM for administrative
PA in ascription-oriented cultures, taking responsibility IM tactics in both administrative and
developmental PAs in inner-directed cultures, and justification and excuse tactics in outer-
directed cultures.

Oz

Tarihler:

Gelis 14 Temmuz 2023
Diizeltme Gelisg

21 Eylual 2021

Kabul

25 Eyliil 2023

Bu ¢alismada, i gorenlerin performans degerlendirmesi amacina bagh olarak farkl kiiltiirlerde
basvurabilecekleri izlenim yonetimi stratejilerinin tartisildigi teorik bir ¢ergeve sunulmugtur.
Schiitz'iin dort boyutlu izlenim yénetimi simflandirmasi ve Trompenaars ve Hampden-Turner'in
yedi boyutlu kiiltiir modeli temel alinarak onermeler gelistirilmistir. Calismada, yonetsel amag¢l
performans degerlendirmesi i¢in ¢alisanlarin daha ¢ok iddiact veya savunmaci davramiglar
sergileyebilecegi, gelisimsel amagli performans degerlendirmesi icin ise saldirgan veya
korumact izlenim yonetimi stratejilerine basvurabilecegi onerilmistir. Ayrica, 6zgiin, yaygin ve
eszamanli kiiltiirlere sahip ¢alisanlarin performans degerlendirme siirecinde izlenim yénetimi
stratejilerini daha sik kullanabilecekleri sonucuna varilmigtir. Bireyci kiiltiirlerde, gelisimsel
performans degerlendirmeleri igin ¢alisanlarin savunmact izlenim yénetimi stratejilerine
bagsvurabilecegi, toplumcu kiiltiirlerde ise iddiact izlenim yonetimi taktiklerini benimseyebilecegi
onerilmistiv. Atf kiiltiirlerinde, ydnetsel performans degerlendirmeleri icin ¢alisanlarin
saldwgan ve iddiaci izlenim yénetimi stratejilerini kullanabilecegi belirtilmistir. I¢ yonelimli
kiiltiirlerde ise hem yonetsel hem de geligimsel performans degerlendirmelerinde sorumlulugu
kabul etme davramglarmin daha yaygin oldugu, dig yonelimli kiiltiirlerde ise megrulastirma ve
mazeret bulma davranislarmin daha yaygin oldugu iddia edilmistir.

Dy Og'r. Uyesi, Baskent Universitesi, Sosyal Bilimler Enstitiisti, mkizrak@baskent.edu.tr, Ankara, ORCID: 0000-0003-0053-6043
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1. INTRODUCTION

Performance appraisal (PA) serves as a vital process
within  organizations, facilitating meaningful
interactions between managers and employees
(Farndale & Kelliher, 2013). It is defined as a
structured process for evaluating and assessing an
organization's or individual's efficiency,
effectiveness, and areas for improvement in
achieving business objectives and utilizing available
resources (Naim, 2022). It can serve administrative
functions, such as determining rewards and
promotions, or developmental functions, such as
identifying employees’ training needs (Youngcourt,
Leiva & Jones, 2007). Its significance lies in
evaluating individual and organizational
performance, providing valuable feedback, and
making crucial decisions regarding promotions,
rewards, and development opportunities. It is
closely linked with the organizatioin’s competitive
strategy and its overall performance (Bayo-
Moriones, Galdon-Sanchez &  Martinez-de-
Morentin, 2021). However, the effectiveness of the
PA process is influenced by various factors,
including the intriguing use of impression
management (IM) tactics by employees. Therefore,
this study will explore the impact of employees' use
of IM tactics on the performance appraisal PA
process, aiming to gain a deeper understanding of
how these tactics shape managerial perceptions,
influence decision-making, and ultimately affect the
outcomes of PA within organizations.

IM, the art of consciously or unconsciously shaping
others' perceptions, plays a key role in how
individuals present themselves (Goffman, 1959). It
involves employees' strategies to shape, uphold, or
modify a desired image when interacting with
others (Chawla et al., 2021). IM strategies can be
used to handle failures effectively (Kibler, Mandl,
Farny &  Salmivaara, 2021), repair the
organization’s legitimacy (Perkiss, Bernardi,
Dumay & Haslam, 2021), make a favorable
impression on interviewers during a job interview
(Basch, Melchers, Kurz, Krieger & Miller, 2021),
or by leaders to apologize after their own abusive
behaviors (Shi, Wang & McGinley, 2023). In the
context of PA, employees may resort to IM tactics
to showcase their strengths, influence evaluators'
opinions, and ultimately steer the outcomes of the
evaluation process. While previous research has
explored the impact of IM tactics, such as
ingratiating behaviors and self-promotion, on
performance ratings and evaluators' perceptions
(Gundersen, Tinsley & Terpstra, 1996); Wayne &
Liden, 1995; Zivnuska, Kacmar, Witt, Carlson &
Bratton, 2004), little attention has been given to

their association with the diverse purposes of PA
within organizations.

Moreover, the cultural values and norms prevalent
within an organization significantly shape
employees' IM tactics and the overall effectiveness
of the PA process. Cultural dimensions, such as
individualism-collectivism and power distance,
have been observed to influence preferred IM
tactics across different cultural contexts (Kim &
Lee, 2012; Meydan, Basim & Basar, 2014;
Rebecca, 2012). These cultural variations can
impact how employees present themselves, interact
with evaluators, and navigate the PA process
(Peretz & Fried, 2011; Singh, Mohamed &
Darwish, 2013; Snape, Thompson, Yan & Redman,
1998; Varma, Pichler & Srinivas, 2005). However
these studes lack the link between culture, IM and
PA’s purposes. To bridge this research gap, the
current study aims to explore the relationship
between IM, the purpose of PA, and cultural values
within organizations. The study will delve into the
role of IM tactics in shaping evaluators' perceptions
and influencing the outcomes of the PA process.
Building on previous research, the study proposes a
theoretical model (Figure 1) that considers the
impact of cultural values and the organizational
purpose of PA on employees' IM tactics, ultimately
leading to the development of meaningful
propositions.

This theoretical study makes several contributions
to the field of organizational behavior and PA
management. Firstly, it addresses the gap in the
literature by examining the relationship between
IM, the purpose of PA, and cultural values. While
previous research has primarily focused on the
association between IM tactics and performance
ratings, this study takes a broader perspective by
considering the overarching purpose of PA within
organizations. By exploring how the purpose of
evaluation and cultural values shape employees' IM
tactics, this study offers a comprehensive
understanding of the complex dynamics involved in
the PA process. Secondly, this research adopts a
multilevel analysis approach, linking individual-
level IM behaviors with structural variables such as
the purpose of PA and cultural dimensions
(organization-society). By considering these
different levels, the study provides a more holistic
understanding of how IM and PA interact within
organizational contexts. This multilevel perspective
contributes to  advancing the theoretical
understanding of organizational behavior and PA
management, offering new insights into the
dynamics of subjective processes such as
perception, assumptions, and social interactions.
Additionally, this study has implications for
practitioners and human resource professionals. By
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recognizing the impact of cultural values on
employees' IM tactics in PA, organizations can
design more culturally sensitive and effective PA
systems. The findings shed light on the importance
of aligning the purpose of PA with cultural values
to enhance the fairness and utility of PA practices.
This knowledge can inform the development of PA
management strategies that consider cultural
differences, ultimately promoting a more inclusive
and equitable work environment. Furthermore, this
research provides a fresh perspective for scholars
focusing on international businesses or national
business systems. By highlighting the role of
cultural values and their influence on IM and PA,
this study offers a new lens through which to
analyze cross-cultural dynamics in the workplace. It
underscores the significance of cultural context in
shaping employees' behaviors and attitudes towards
PA, contributing to a deeper understanding of the
interplay between culture, organizational practices,
and employee outcomes. In conclusion, this study
contributes to the literature by examining the
relationship between IM, the purpose of PA, and
cultural values within organizations. Through its
theoretical discussions and proposed model, this

choices, individuals endeavor to manipulate the
perceptions of others, thereby crafting an
impression that aligns with their intended portrayal.
This interactive process underscores the paramount
significance of IM as a potent tool for individuals to
proficiently navigate and exert influence over the
impressions that others form about them, ultimately
shaping the outcomes of their social interactions. In
the organizational context, IM is viewed as a set of
strategies that individuals can employ to influence
their superiors as well as their subordinates. For
instance, leaders may engage in IM to gain support
from their subordinates and establish legitimacy for
their actions and decisions (Gardner & Martinko,
1988). Similarly, when faced with the consequences
of a failed action, leaders may utilize IM by
providing justifications (Caldwell & O'Reilly,
1982). On the other hand, subordinates may resort
to IM tactics when they desire their superiors to
hold positive feelings and thoughts about them.
However, at times, the IM tactics employed by
subordinates may not yield the desired changes in
perception. For example, Gundersen, Tinsley &
Terpstra (1996), in their examination of the impact
of IM tactics on PAs, found that defensive methods,

Cultural Values

Purpose of Impression
Performance » Management
Appraisal Strategies

Figure 1: Theoretical Model

research enhances our understanding of the
complex dynamics involved in the PA process.

2. IMPRESSION MANAGEMENT

IM, also known as self-presentation, refers to the
deliberate actions individuals take to safeguard their
self-image and shape the opinions of others they
value (Wayne & Liden, 1995; Schiitz, 1998). When
people form judgments about others, they activate
cognitive categories stored in their memory to make
judgements about them (Wayne & Ferris, 1990).
Consequently, individuals may employ a diverse
range of IM strategies to influence the cognitive
categories that others hold regarding their persona
(Meydan et al., 2014). Through strategic behavioral

such as apologizing or offering excuses had
negative effects on performance ratings. Thus, IM
in the organizational setting encompasses a range of
strategies that individuals can employ to influence
their superiors and subordinates.

IM behaviors of employees can lead to positive
feelings from their managers, which can indirectly
influence PA ratings (Wayne & Liden, 1995).
Similarly, self-focused IM behaviors have been
found to increase PA ratings (Zivnuska et al.,
2004). Moreover, Wayne & Ferris (1990) state that
IM tactics targeted at managers can create biases in
PA ratings by fostering positive feelings towards
subordinates. Wayne & Kacmer (1991) also
examined the effects of IM strategies such as doing
favors, highlighting qualifications, and conforming
to performance management.
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IM has been extensively discussed in the relevant
literature, both empirically and theoretically, with
different authors proposing various typologies and
concepts. For instance, Jones & Pittman (1982)
conducted a classification study where they
identified five IM tactics: self-promotion,
ingratiation, exemplification, intimidation, and
supplication. Subsequently, these categories were
incorporated into the defensive/aggressive typology
by Tedeschi & Melburg (1984). According to
Wayne & Liden (1995), IM tactics can be
categorized as self-focused, other-focused, and job-
focused. Self-focused IM behaviors involve
creating perceptions of being diligent, collaborative,
and productive. Other-focused tactics aim to make
the superior like the subordinate, often through
excessive praise or acts of kindness. Job-focused
tactics, on the other hand, focus on creating an
impression of high job performance.

Tedeschi & Norman (1985) proposed a
classification of IM behaviors into assertive and
defensive categories, reflecting an individual's
motivation to create impressions (Gundersen et al.,
1996). Building upon this model, Schiitz (1998)
further expanded the categorization of IM tactics
into four groups: assertive, defensive, offensive, and
protective. In this study, the conceptual model
developed by Schiitz (1998) will be employed as it
is believed to provide better alignment with the
context of performance appraisal and yield valuable
insights.

As described in Schiitz’s model, the assertive
tactics, aim to create positive perceptions in the
target individual with the intention of strengthening
identity and self-image (Tedeschi & Norman,
1985). Within the scope of assertive tactics,
ingratiating behavior involves the individual trying
to influence others by exhibiting behaviors that go
beyond the accepted norms of politeness and
societal expectations (Tabak, Basim, Tatar & Cetin,
2010). In a sense, individuals seek to gain
acceptance for their self, identity, and behavior by
establishing emotional connections and eliciting
sympathy from others. Through such efforts,
individuals aim to conceal self-presentations that
they perceive as negative. Exemplification, as an
assertive IM tactic, involves individuals sacrificing
their own interests to project an image of moral
virtue (Jones & Pittman, 1982). By displaying this
behavior, individuals aim to demonstrate to others
that they possess admirable qualities and adhere to
ethical values (Basim & Tatar, 2006). Similar to the
ingratiation tactic, this behavior can be seen as an
attempt to be appreciated by others whom the
individual considers important, overlooking their

negative attributes, and striving to attain respect,
prestige, and status.

Another assertive tactic involves self-promotion,
where individuals frequently highlight their positive
qualities (Jones & Pittman, 1982). By doing so, they
aim to not only earn the respect of others but also
appear deserving of praise (Tabak et al., 2010). This
self-promotion can be seen as a means for
individuals to create positive rumors about
themselves in their social and organizational
environment, leveraging the power and status
acquired to access important  resources.
Additionally, the behavior of power display is also
considered within the realm of assertive tactics.
When engaging in power display, individuals
emphasize the positive and creative outcomes of
power (Schiitz, 1997). As a result, they may be
perceived by others as a threatening individual
(Basim & Tatar, 2006). However, the preference for
presenting oneself as a dangerous employee may
also indicate a desire to be seen as a powerful figure
with strong social capital and influential
connections within the higher echelons of the
organizational hierarchy. This way, individuals
attempt to counter potential criticisms by exerting
social power. Lastly, the behavior of identifying
with a group identity is also examined within
assertive tactics. In this approach, individuals tend
to emphasize their membership in a group to which
they attribute positive qualities, often through
symbolic or verbal means (Schiitz, 1998). By
highlighting themselves as a prototypical member
of the group, they strive to project the positive
image associated with the group onto themselves
(Wills, 1981). This behavior stems from the belief
that their individual identity may not have the same
influence on others, leading them to focus on
creating positive impressions through their group
identity.

The second classification in Schiitz's model pertains
to defensive tactics aimed at reducing others'
negative perceptions (Tedeschi & Norman, 1985).
One of these strategies is denial, where individuals
reject the truth and even question the credibility of
others who present the negative reality, claiming
that the adverse conditions never existed
(Schonbach, 1980). By employing denial,
individuals seek to protect their self-esteem and
distance themselves from the anxieties associated
with facing the harsh realities of their negative
behaviors or low performance outcomes. Another
defensive behavior conceptualized is reframing.
Individuals adopting this behavior acknowledge the
occurrence of an event but advocate for focusing on
its positive aspects rather than dwelling on the
negative aspects and exaggerating the problem
(Schiitz, 1998). This way, they attempt to redirect
attention and perception, shape others' cognitive
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categories, and preempt potential negative
evaluations about themselves in the future.
Dissociation behavior is also considered a defensive
tactic, where individuals accept the occurrence of a
negative event but strive to create an image of
detachment, implying that they were not involved
(Schiitz, 1998). By negatively portraying the
impressions of their peers with whom they compare
themselves, they can influence the comparison to
their advantage.

Another defensive tactic is the use of legitimization,
excuse-making, and acceptance of responsibility.
Through legitimization, individuals acknowledge
the negatives but claim that they were inevitable or
beyond their control (Schonbach, 1980). They even
attempt to create an image where others should feel
grateful instead of angry, as their actions prevented
more significant problems from arising (Schiitz,
1998). Individuals who make excuses generally try
to convince others that the negatives occurred
without their intention or beyond their will
(Tedeschi & Riess, 1981). By employing excuses,
individuals aim to minimize the negative
consequences attributed to their personality (Schiitz,
1997). In contrast, with the acceptance of
responsibility, individuals take full accountability
for the negatives (Schonbach, 1980). They express
regret, seek forgiveness (Tedeschi & Riess, 1981),
and assure that such mistakes will not happen again
(Schiitz, 1997).

The third category in Schiitz's model, which forms
the framework of the current study, consists of
aggressive IM behaviors. Aggressive strategies
involve individuals attempting to establish
dominance over others and create an impression of
superior skills and competence by demeaning them
(Schiitz, 1998). When facing failure, individuals
seek to elevate themselves by making comparisons
with third parties (Wills, 1981). They make
sarcastic and critical judgments about others,
aiming to present themselves as superior and
accomplished (Schiitz, 1998). Another aggressive
IM strategy involves responding to criticism with
criticism, questioning the technical knowledge,
professional background, and power of the critic,
implying their bias or inadequacy (Schiitz, 1997).
Additionally, attempts to change the subject in the
communication  process or  engaging in
uninterrupted speaking without allowing the topic
to be altered are also considered aggressive IM
tactics (Schiitz, 1998).

Finally, the fourth IM tactic involves protective
strategies. In this category, individuals aim to
minimize the likelihood of behaving incorrectly or
facing criticism by reducing their interaction with
others (Schiitz, 1998). They approach self-

presentation cautiously, portraying themselves as
humble or even dependent, seeking help and
support (Arkin, 1981). In social settings, they avoid
speaking or making comments, or conceal their
critical opinions in their remarks, attempting to
create an impression of friendliness and adaptability
(Schlenker & Leary, 1985).

3. PERFORMANCE APPRAISAL AND
PURPOSES OF ITS USE

Performance appraisal (PA) aims to evaluate
employees' behaviors, motivation, skills,
knowledge, and competencies (Youngcourt et al.,
2007). It provides important information for
decisions concerning employees, such as salary
increases, promotions, transfers, and training
programs, while also facilitating the necessary steps
for employee development (Cleveland, Murphy, &
Williams, 1989). Studies focusing on PA have
predominantly addressed psychometric issues,
characteristics of evaluators and ratees, cognitive
processes, rating biases, and appraisal purposes
(Bretz, Milkovich & Read, 1992). The outcomes of
the PA system depend on factors such as the
sources of evaluation data, the methods of scoring
and interpreting, and employee satisfaction with the
evaluation system (Selvarajan & Cloninger, 2012).
In addition to the contextual elements of political
and environmental factors in PA processes, ethical
and organizational justice issues, ratees' reactions to
the evaluation, and individual motivations for
receiving feedback have been examined by
researchers (Fletcher & Perry, 2001). Alongside
these studies, the purpose of the evaluation is also
considered a significant factor influencing the
output of PA (Boswell & Bourdeau, 2000, 2002;
Cleveland et al., 1989; Jawahar & Williams, 1997,
Ostroff, 1993; Youngcourt et al., 2007). For
example, the purposes for which evaluations are
used significantly influence employees'
psychological contract perception (Eyoun, Chen,
Ayoun & Khliefat, 2020), or their work engagement
(Vide, Micacchi, Barbieri & Valotti, 2022)

Organizations typically implement both
administrative (i.e. compensation and benefits) and
developmental (i.e. training and development, or
mentorship and coaching) PA systems (Murphy,
2020). These different purposes influence the
quality, scope, accuracy, and rating processes of the
evaluation (Youngcourt et al., 2007).
Organizational culture and climate also determine
the decisions for which the information obtained
from PA will be used (Cleveland et al., 1989).
While some organizations prioritize developmental
PAs, others may give more importance to
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administrative PAs. However, in most cases,
organizational practitioners emphasize the need to
separate the two evaluation systems to ensure that
employees receive feedback on both their strengths
and weaknesses (Boswell & Boudreau, 2002).

Administrative/judgmental PA is used for salary
adjustments,  promotion  decisions, contract
termination, rewards, and disciplinary actions
(Ostroff, 1993). In other words, it aims to make
comparisons among employees and differentiate
individuals from others in the organization
(Cleveland et al., 1989). The comparison can be
based on predetermined standards or taking into
account the individual's past performance (Boswell
& Boudreau, 2002). The emphasis is more on
organizational development rather than individual
development, with the goal of enhancing overall
effectiveness (Youngcourt et al., 2007).

Prince & Lawler (1986) have reported that
organizations that base their salary system on
performance experience increased organizational
satisfaction among employees with the use of
administrative PA (Prince & Lawler, 1986).
Additionally, studies indicate that employees show
a preference for utilizing administrative PA
primarily for promotion decisions and less for
salary adjustments (Gosselin, Werner & Halle,
1997). Other research suggests that in organizations
where administrative PAs are implemented,
employees engage in more social comparisons
(Zedeck & Cascio, 1982), and the influence of
friendship relationships or political maneuvering on
PAs leads to employees perceiving them as unfair
in terms of distributive justice (Selvarajan &
Cloninger, 2012).

The dimension of social comparison among
individuals within the administrative PA system is a
sensitive context, as indicated by Drenth (1984).
Many cases have shown that employees often
respond negatively to evaluations, engaging in
behaviors such as resistance, aggression, or denial
when receiving feedback (Boswell & Bourdeau,
2000). This is because the administrative PA system
directly impacts outcomes that employees consider
important, including bonuses, promotions, and
salaries, as highlighted by Youngcourt, et al.
(2007). In certain situations, individuals may
exhibit avoidance behavior to protect their self-
esteem, and they may also hold biased beliefs that
do not align with reality (Silverman, Pogson &
Cober, 2005).

As can be observed, the administrative purpose of
performance appraisal (PA) can significantly impact
the interaction and social relationships between the
evaluator and the evaluatee. Thus, subordinates can

manipulate their superiors through IM tactics,
influencing decisions such as promotions and salary
adjustments (Prince & Lawler, 1986). When we
consider administrative PAs as a practice to
compare subordinates and distinguish one employee
from another, it is conceivable that individuals may
employ assertive tactics to highlight their
achievements, create an exemplary employee
image, frequently emphasize their successful
performance, and generate positive rumors within
the organization, positioning themselves as more
important, successful, and diligent than others.
Additionally, in cases where past performance is
taken into account, individuals may attempt to mask
their weaknesses in managerial PAs, thereby
adopting defensive tactics. Consequently, it is
reasonable to expect that individuals may employ
defensive tactics to minimize potential negative
perceptions from evaluators. On the other hand, the
likelihood of individuals adopting aggressive or
protective tactics in administrative PAs seems low.
Engaging in aggressive strategies may negatively
affect the evaluator, which, in turn, may
disadvantage the employee in subsequent high-
stakes decisions such as promotions and salary
adjustments. it can also be expected that employees
may resort to protective tactics in the context of
administrative PA. Nevertheless, such tactics would
deprive evaluators of comparative data, resulting in
evaluators having neither negative nor positive
perceptions of the employee. Based on these
explanations, the first proposition of this study is
developed.

Proposition 1: The likelihood of employees
exhibiting assertive and defensive tactics in
administrative PAs is higher than the likelihood of
exhibiting aggressive and protective tactics.

The developmental purpose of PA aims to assess
employees' strengths and weaknesses, identify their
training needs, provide performance feedback, and
make decisions related to their organizational
positions (Boswell & Bourdeau, 2000). It
emphasizes the importance of fostering an
environment that places a strong emphasis on

learning,  self-regulation,  developing  skills,
experiences, and attitudes that can enhance
employees' effectiveness and empower them

(Boswell & Bourdeau, 2002; Tillema, 2000). The
concept of development, with its future-oriented
and supportive elements, may lead to more positive
reactions from employees towards the use of a
developmental PA system (Milkovich & Boudreau,
1997), and increase their performance (Wang, & Li,
2022). Additionally, research on 360-degree
feedback has shown that employees perceive the
use of a developmental PA system as an indication
that the organization values them and invests in
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their future (Ash, 1994). Moreover, studies indicate
that developmental PA ratings are less influenced
by evaluation biases compared to administrative PA
practices (Zedeck & Cascio, 1982). It also reduces
employees' tendency for social comparisons within
the  organization and limits  evaluators'
manipulability, thereby enhancing the perception of
procedural fairness (Selvarajan & Cloninger, 2012).

Employees' perceptions of PA purposes can lead to
variations in their attitudes and behaviors towards
the evaluator or the organization (Boswell &
Bourdeau, 2000). For instance, a developmental-
focused PA system that highlights employees'
strengths and weaknesses may be perceived by
employees as being used for administrative
purposes, potentially influencing decisions such as
salary increments (Cleveland et al.,, 1989).
Therefore, the PA system is regarded as a system
influenced by the social context, the relationship
between the evaluator and the evaluated, and social-
psychological processes (Ash, 1994).

Considering that developmental PA practices aim to
uncover individuals' strengths and weaknesses, and
when associated with IM tactics, several
implications can be drawn. Many employees
perceive the revelation of their developmental areas
as a threat to their self-esteem or believe that these
weaknesses may be used in administrative PAs. In
such cases, individuals may resort to aggressive IM
tactics, portraying themselves as superior than
others while labeling others as deficient in skills
and competencies. They may assert their technical
knowledge and intellectual prowess, emphasizing
the inadequacies of both the evaluator and other
employees within the organization. Additionally,
individuals may employ protective strategies in the
context of developmental PAs. By acting cautiously
in their relationship with the evaluator, they may
attempt to conceal information that would expose
their weaknesses, thereby preventing the evaluator
from making any judgments regarding their
development. Based on these explanations, the
second proposition of the study is presented as
follows:

Proposition 2: Employees are likely to engage in
aggressive or defensive IM strategies during
developmental PAs.

4. PERFORMANCE
CULTURE

APPRAISAL AND

The influence of national culture on the relationship
between PA practive and IM strategies is an
important aspect to consider. The relationship

between PA and IM can also be discussed within
the context of national culture. The association
between PA and cross-cultural differences started to
be examined in the 1990s, coinciding with the
acceleration of globalization. Contradictory results
obtained from social psychology studies conducted
in different cultures, as well as the research
conducted by Hofstede (1980) and Trompenaars
and Hampden-Turner (1998) on cultural values,
have indicated that PA processes may exhibit
cultural variations (Fletcher & Perry, 2001). For
instance, in individualistic cultures, it is assumed
that performance differences are independent of
situational or group dynamics; instead, they are
believed to stem from individual attributes.
Therefore, evaluations are structured around
individual achievements (Fletcher & Perry, 2001).
In collectivistic cultures, on the other hand,
feedback is given more indirectly and with implicit
expressions due to the avoidance of direct
confrontation (Fletcher & Perry, 2001). Another
study that emphasizes the influence of culture found
that the evaluator's ability to differentiate between
emotions and performance data during PA is
regulated by cultural norms (Varma et al., 2005).

Furthermore, another study exploring the
relationship between cultural values and PA
examined the effects of cultural dimensions

proposed by Hofstede (1980) on PA practices. The
findings suggested that future-oriented cultures tend
to embrace developmental PA systems more than
past-oriented cultures, and individualistic cultures
show less preference for administrative PA systems
compared to collectivistic cultures (Peretz & Fried,
2011). These studies imply that cultural values may
have moderating effects on the relationship between
IM and PA. Therefore, the subsequent section of
this study will attempt to explore the moderating
effects of culture on these two variables after
reviewing the dimensions of Shiitz’s culture model,
which highlight the diverse ways in which different
cultures perceive and interpret the world.

Universalism / Particularism: In Shiitz’s model,
universalistic societies adhere to rules and standards
that establish moral and appropriate conduct
without any exceptions (Trompenaars, 1996).
Within such societies, individuals advocate for the
presence of fundamental rules that are applicable in
all situations (Thorne & Saunders, 2002). They
believe that it is possible to define what is right or
wrong and apply this definition universally
(Trompenaars & Hampden-Turner, 1998). In
societies with a particularistic orientation, however,
the significance of specific and unique
circumstances surpasses that of rules, particularly in
the context of familial and friendship relationships,
where these bonds are considered more important
than abstract rules. These socicties assume that
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rules and principles can be adaptable and flexible
depending on individuals and circumstances
(Trompenaars, 1996). Social conditions give rise to
various exceptions and each social relationship
carries its own set of obligations that hold greater
importance  than  abstract societal norms
(Trompenaars & Hampden-Turner, 1998). For
example, while failure to fulfill obligations outlined
in legal contracts may result in legal actions for
organizations in universalistic societies,
particularistic ~ societies  prioritize  adjusting
contractual arrangements in response to changing
conditions and preserving mutual trust, as these
factors are considered vital (Trompenaars &
Hampden-Turner, 1998).

According to Trompenaars and Hampden-Turner
(1998), universalistic societies view particularistic
societies as untrustworthy due to their tendency to
prioritize the interests of friends or family members
over compliance with rules and regulations.
Conversely, particularistic societies may perceive
universalistic societies as untrustworthy because of
their emphasis on upholding laws at the expense of
interpersonal relationships. Hampden-Turner and
Trompenaars (2000) suggest that universalistic
cultures strive for uniformity and seek to impose
their adopted rules on a global scale, whereas
particularistic cultures value diversity and embrace
contradictions, uniqueness, and context-specific
phenomena. As a result, particularistic cultures may
deviate from universal concepts such as equality
and human rights. When it comes to evaluating
others, Triandis (2000) explains that universalists
rely on universal criteria to assess individuals, while
particularistic societies consider contextual factors
such as age or ethnic background in their
judgments. Therefore, individualistic societies align
with  universalistic ~ tendencies,  prioritizing
adherence to universal rules, while collectivist
cultures are associated with particularistic
approaches that emphasize contextual
considerations. (Triandis, 2000).

Based on the aforementioned explanations, it can be
argued that in universalistic societies, there is a
tendency to question the wvalidity of rules,
principles, and standards governing the official
administrative and developmental PA systems
implemented by organizations. In contrast,
particularistic societies tend to embrace the
perception that performance standards can vary
based on individual attributes, situational factors,
and task outcomes. In these societies, non-
compliance with job responsibilities is often
attributed to external circumstances that have
hindered performance, alongside the individual's
role. Additionally, the importance of trust and
interpersonal relationships in PAs may contribute to

bias, leading employees to exhibit IM tactics more
frequently. Conversely, employees from
universalistic societies may contend that attempting
to influence evaluators' perceptions raises ethical
and moral concerns. Building upon these insights,
the study's third proposition is formulated as
follows:

Proposition 3: In comparison to employees in
universalistic societies, employees in particularistic
societies are more inclined to engage in IM
strategies in the context of PA.

Individualism / Communitarianism: The dimension
of individualism/communitarianism proposed by
Trompenaars and Hampden-Turner aligns with
Hofstede's (1991) cultural values of
individualism/collectivism, as noted by Thorne &
Saunders (2002) and Low & Chapman (2003).
Individualistic societies perceive the enhancement
of communitarian actions as a means to fulfill
individual goals (Trompenaars, 1996). In these
societies, the significance of personal needs
outweighs group interests (Thorne & Saunders,
2002). Consequently, interpersonal dynamics within
organizational contexts are governed by abstract
and legally defined agreements (Trompenaars &
Hampden-Turner, 1998). Collaborative behaviors
are contingent upon serving the individual's own
interests (Trompenaars & Hampden-Turner, 1998).
Notably, individualistic societies prioritize values
such as personal competition, self-assurance,
personal growth, well-being, and the pursuit of
individual freedom for self-fulfillment (Hampden-
Turner & Trompenaars, 2000).

Communitarian cultures, according to Trompenaars
(1996), view the group as a collective purpose and
regard the development of individual competencies
as a means to serve this purpose. In such cultures,
there is a strong emphasis on the interests of the
group, mutual support, a sense of belonging, and
respect for traditions (Thorne & Saunders, 2002).
Trompenaars & Hampden-Turner (1998) note that
conformity to group decisions and consensus is
highly valued, and the success of the group is
attributed to collective actions rather than individual
effort. These societies prioritize values such as
sacrifice, social concern, public service,
cooperation, the preservation of cultural norms,
shared memories and experiences, and social
solidarity (Hampden-Turner & Trompenaars, 2000).

Based on these explanations, it can be postulated
that in individualistic cultures employees are more
likely to take advantage of opportunities for
personal growth, prioritize their own interests and
future career plans over organizational objectives,
and demonstrate a greater willingness to engage in
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learning activities within the organization as a result
of the developmental PA. Consequently, they may
actively seek the identification of their weaknesses
and rely on the evaluator to determine their training
needs. Conversely, in communitarian cultures, the
exposure of an individual's deficiencies may raise
concerns about potential harm to the collective,
leading to exclusion and damage to one's reputation.
In order to avoid leaving a negative impression on
the evaluator, individuals in these cultures may
strategically employ assertive IM tactics, aiming to
create a positive perception of themselves as
diligent, knowledgeable, qualified, and successful
individuals. Therefore,

Proposition 4: In  individualistic — cultures,
employees are likely to exhibit defensive IM tactics
during  developmental ~ PAs,  whereas in
communitarian cultures, employees are likely to
resort to assertive IM tactics.

Affective /  Neutral: Neutral cultures are
characterized by a predominant presence of
individuals who refrain from openly expressing
their thoughts and emotions. In such cultures, the
use of physical contact, body language, or dramatic

facial expressions is mnot socially acceptable
(Trompenaars &  Hampden-Turner, 1998).
Interpersonal  relationships emphasize logical

thinking and rational reasoning, with emotions
being conveyed indirectly (Trompenaars, 1996).
Behaviors such as displaying anger, happiness, or
intense emotions are perceived as unprofessional in
the workplace (Trompenaars & Hampden-Turner,
1998). Decision-making processes in these cultures
strive to minimize the impact of emotional elements
and instead emphasize a rational approach (Brady,
Robertson & Cronin, 2001).

In affective societies, where emotions are highly
valued, interpersonal relationships are significantly
influenced by emotional expression (Trompenaars,
1996). These cultures consider the use of vivid
gestures, physical touch, and dramatic facial
expressions as acceptable forms of communication
(Trompenaars & Hampden-Turner, 1998). In
contrast, individuals from neutral cultures may
perceive affective societies as lacking emotional
restraint, while viewing themselves as more
controlled and rational (Trompenaars, 1996).
Workplaces in affective cultures often embrace
humor and joking as normal behaviors
(Trompenaars &  Hampden-Turner, 1998).
Furthermore, decision-making processes in these
cultures may involve a higher degree of emotional
influence (Brady et al., 2001). Based on these
explanations, it can be inferred that individuals in
neutral cultures are more likely to adopt defensive
IM tactics in developmental or administrative PAs.

Due to the expectation that individuals in neutral
cultures tend to suppress the outward expression of
emotions and thoughts, they may exhibit controlled
behavior, provide limited self-disclosure to avoid
criticism, and approach communication with
caution. Conversely, employees in affective cultures
may openly express their emotions and thoughts
without filtering them, and may even engage in
critical judgments and questioning of the evaluator's
and colleagues' competencies. Consequently,
another proposition can be formulated based on this
research:

Proposition 5: In affective cultures, employees tend
to exhibit aggressive IM tactics, whereas in neutral
cultures, employees tend to adopt defensive IM
tactics in developmental or administrative PAs.

Specificity / Diffuseness: The dimension of
specificity-diffuseness in culture relates to the
cultural tendency of either including or excluding
others in specific areas of our lives and defining the
boundaries of our personality (Trompenaars, 1996).
Cultures characterized by specificity tend to analyze
and distinguish between right and wrong with clear-
cut boundaries, emphasizing the outcome and
breaking down the whole into distinct parts. On the
other hand, cultures characterized by diffuseness
prioritize the quality and security of the whole,
focusing more on the process rather than the
outcome (Hampden-Turner & Trompenaars, 2000).
In  specific  cultures, managers establish
relationships with their employees based solely on
work-related  interactions, maintaining sharp
divisions between personal and professional spheres
(Trompenaars, 1996; Low & Chapman, 2003).
These cultures operate within a single role and
personality framework (Brady et al.,, 2001).
Relationships in specificity-oriented cultures are
more direct and goal-oriented, and principles and
norms exhibit little variation on an individual level
(Trompenaars & Hampden-Turner, 1998).

In diffuse cultures, relationships are permeable,
ambiguous, and based on values that vary
depending on the situation and the individual
(Trompenaars &  Hampden-Turner,  1998).
Individuals operate in multiple roles and personality
dimensions within a single social context, leading to
blurred boundaries between work and personal life
relationships (Brady et al., 2001; Low & Chapman,
2003). For example, in organizations operating
within specific cultures, when a mistake occurs, the
individual responsible for the error is held
accountable. In contrast, in diffuse cultures, the
mistake is seen as the collective responsibility of
the entire team, and the lack of support from the
team is considered the primary cause of the error
(Hampden-Turner & Trompenaars, 2000). Diffuse
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cultures adopt a holistic perspective towards their
surroundings. For instance, in these cultures, the
statement "I didn't like the report you wrote" may
be interpreted as "I don't like you." Conversely, in
specific cultures, there is an understanding that "not
liking the report you wrote" is unrelated to whether
or not the person is liked (Triandis, 2000: 148).
Therefore, in diffuse cultures, the data obtained
from PAs can significantly impact the social
relationship established between employees and
evaluators. Employees may perceive the negative
outcomes of the evaluation as a judgment on their
personality and self-integrity, potentially damaging
the emotional bond they have with their superiors.
The compromised emotional bond can be perceived
as a threat to their interests in work relationships
within the organization. Consequently, it is likely
that employees will frequently resort to IM tactics
to positively influence evaluators' perceptions of
their performance. On the other hand, in specific
cultures, where personal and work relationships are
kept separate, the likelihood of PA information
damaging social bonds is perceived to be low.
Therefore, employees may not feel the need to
intervene in evaluators' decisions. Based on these
explanations, the sixth proposition of the study is
formulated.

Proposition 6: Employees in diffused cultures are
more likely to engage in IM tactics in PA practices
compared to those in specific cultures.

Achievement orientation / Ascription orientation:
Achievement-oriented  cultures  believe  that
individuals who receive recognition for their actions
and are successful should ascend to the higher
levels of the hierarchy (Trompenaars, 1996; Roney,
1997). In these cultures, an individual's status is
directly proportional to their success (Thorne &
Saunders, 2002). Respect is attributed to individuals
based on  their  education, professional
qualifications, and technical knowledge (Low &
Chapman, 2003). For instance, a young and
promising female employee can be elevated to
significant positions in the organizational hierarchy
and gain sufficient respect and status due to her
outstanding  performance  (Trompenaars &
Hampden-Turner, 1998).

In ascription-oriented cultures, hierarchies are
established with the aim of acquiring power and
exerting dominance (Trompenaars, 1996). In these
cultures, status is either ascribed at birth or
determined by an individual's social position
(Thorne & Saunders, 2002). Factors such as age,
work experience, gender, familial reputation, and
social connections serve as justifications for an
individual's status and power (Trompenaars &
Hampden-Turner, 1998; Roney, 1997; Low &

Chapman, 2003). In other words, status is closely
tied to gaining the respect and admiration of others.
For instance, within organizations, a worker's
hierarchical status can be determined by having
loyal subordinates or past demonstrations of
competence (Trompenaars & Hampden-Turner,
1998). The prevalent inclination in ascription-
oriented cultures towards power and status, and the
framing of achievement in terms of advantages
gained outside of performance, may lead employees
in these cultures to exhibit assertive tactics,
particularly in administrative PA practices. Through
IM tactics, individuals may aim to influence
evaluators by creating the perception that they have
relationships with influential figures who hold high
status within the organization, and they may seek to
exert control over promotion or salary decisions.
Furthermore, in  ascription-oriented cultures,
employees may engage in assertive tactics during
administrative PAs, such as presenting themselves
as possessing abundant social capital and
collaborating with high-status groups. On the other
hand, in achievement-oriented cultures, employees
may not feel the need to employ the aforementioned
IM strategies for administrative PAs, as they
assume their performance will be evaluated based
on their behavior and work outcomes within
predetermined standards. Therefore,

Proposition 7: In comparison to achievement-
oriented cultures, employees in ascription-oriented
cultures are likely to exhibit a higher tendency to
display aggressive and assertive IM tactics in
administrative PAs.

Inner direction / outer Direction: In outer-directed
cultures, individuals consider what others will think
of them and perform their actions accordingly
(Trompenaars, 1996). The behavioral motivation
and core values of individuals in these cultures are
externally determined, placing a higher priority on
adapting to the environment (Thorne & Saunders,
2002). Virtue and truth are believed to be inherent
in external elements such as the power of nature,
aesthetic values, and relationships (Hampden-
Turner & Trompenaars, 2000). In contrast, inner-
directed cultures assume that individuals have
control over nature, allowing them to internally
regulate their actions (Trompenaars, 1996).
Individuals are believed to be able to exercise their
will to manage or modify environmental factors
(Thorne & Saunders, 2002). Virtue and truth are
recognized to reside within the individual's inner
self, principles, and actions (Hampden-Turner &
Trompenaars, 2000).

Based on these explanations, in outer-directed
cultures, employees' evaluation of their own
performance outcomes, identification of their
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knowledge and skill gaps, and comparison with
other colleagues within the organization are the
basis for their satisfaction. Therefore, in their
reactions to administrative or developmental PAs,
employees in these cultures are likely to attribute
their performance based on external factors and
attempt to justify their performance by comparing it
to the outcomes of others' actions. In inner-directed
cultures, on the other hand, employees may guide
their behavior based on their internal motivations,
which may lead them to assume a more responsible
attitude in their responses to both administrative and
developmental PAs. They can determine what they
deserve and the areas they need to improve without
feeling the need to compare themselves with others
or attribute responsibility to external factors. Based
on these explanations, the following proposition can
be put forward:

Proposition 8: Within cultures oriented towards
inner direction, it is likely that employees will
demonstrate a tendency to employ defensive IM
tactics by accepting responsibility in  both
administrative and developmental PA processes.
Conversely, in cultures characterized by an outer-
directed orientation, employees are likely to resort
to defensive tactics, such as legitimizing and
making excuses, as part of their IM strategies.

Sequential cultures / Synchronous cultures: In
cultures characterized by sequential orientation,
every action is perceived as a series of events that
occur in a linear and orderly fashion, with each
event having a specific time and place. It is crucial
to execute each step in the appropriate sequence and
at the right time to achieve the desired outcome.
Even in the face of unexpected events, there is a
strong inclination to adhere to the predetermined
plans and avoid deviating from them (Trompenaars
& Hampden-Turner, 1998). Individuals in these
cultures prioritize completing tasks promptly and
avoid postponing them to the future, recognizing
the irrevocable nature of time (Hampden-Turner &
Trompenaars, 2000). They place great importance
on being punctual for appointments and tend to
operate within the framework of their well-
organized plans (Low & Chapman, 2003).

In synchronous cultures, there is an intertwined
relationship between the past, present, and future,
where the memories of the past and the plans for the
future shape the actions of the present
(Trompenaars &  Hampden-Turner, 1998).
Consequently, individuals in these cultures exhibit a
tendency to engage in  multiple tasks
simultaneously, as the concept of time allows for
non-linear approaches and deviations from
predefined plans and schedules are considered
acceptable (Trompenaars & Hampden-Turner,

1998). The cyclical nature of events and
opportunities, such as the cycle of life and death or
growth and decay, is acknowledged, emphasizing
the interconnectedness of these phenomena
(Hampden-Turner & Trompenaars, 2000). People in
synchronous cultures are inclined to multitask, and
there is a flexible attitude towards appointment
times, with last-minute changes being regarded as
normal (Low & Chapman, 2003).

In light of the above discussion, it becomes evident
that cultural orientations towards sequential and
synchronous perspectives significantly impact
employees' behavior during PAs. In sequential
cultures, where events are perceived as independent
and follow a linear order, individuals anticipate that
their achievements or failures will be assessed
separately, without considering the present context.
As a result, employees in these cultures are less
likely to employ IM tactics, as they expect their
performance to be evaluated based on objective
criteria and individual merit. On the other hand, in
synchronous cultures, where time is perceived as
interconnected and events are seen as part of an
ongoing cycle, individuals believe that past
experiences and future expectations shape the
present moment. In such cultures, employees may
strategically engage in IM tactics during PAs to
influence evaluators' perceptions of both their past
contributions and future potential. By managing
impressions effectively, employees aim to align
evaluators' judgments with their own understanding
of the cyclical nature of time and the holistic nature
of their performance. Hence, employees in
synchronous cultures are more likely to emphasize
the interdependence of time and showcase their
ability to adapt to changing circumstances. By
strategically employing IM tactics, they seek to
convey their readiness to seize future opportunities
and their commitment to ongoing personal and
professional growth. Considering these factors, we
propose the following:

Proposition 9: Compared to sequential cultures,
employees in synchronous cultures are more
inclined to utilize IM tactics in both administrative
and developmental PAs.

5. CONCLUSION

In a nutshell, this study has provided theoretical
insights into the PA system, the purposes of PA use
in the organization, impression management tactics
utilized by employees, and the impact of national
culture on impression management strategies in the
context of performance appraisal. The purposes of
PA use have already been shown to significantly
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impact employees' perceptions and attitudes within
the organization (Boswell & Boudreau, 2000).
Consequently, the process of PA serves as a social
context where employees seek to influence
evaluators through IM strategies.

Furthermore, in this study cultural values have been
highlighted as important determinants of IM
behaviors in the context of PA (Kim & Lee, 2012;
Meydan et al, 2014; Rebecca, 2012). The
arguments presented in the current study suggest
that employees in specific, diffuse, and synchronous
cultures are more inclined to employ IM strategies
in PA practices. In individualistic cultures,
employees may resort to defensive IM tactics in
developmental PAs, while in communitarian
cultures, assertive IM strategies may be more
prevalent. In  ascription-oriented  cultures,
employees are likely to exhibit aggressive and
assertive IM tactics in administrative PAs, whereas
in inner-directed cultures, employees may
demonstrate a behavior of accepting responsibility
in both administrative and developmental
evaluations. In outer-directed cultures, defensive
tactics such as legitimization and excuses may be
commonly observed. These arguments are in line
with the recent studies showing the effects of
culture (organizational or national) on various
organizational variables (e.g. Gunkel, Schlaegel,
Rossteutscher & Wolff, 2015; Giiner Kibaroglu &
Basim, 2023; Kortsch, Bashenkhaeva & Kauffeld,
2023)

The arguments of this study have important
implications for organizations seeking to improve
their PA practices within diverse cultural contexts.
By recognizing the influence of cultural values on
IM tactics employed by employees, organizations
can adopt strategies to foster a fair and objective
assessment process. Firstly, organizations should
invest in cross-cultural training programs to
increase cultural awareness and sensitivity among
managers and performance evaluators. This training
can help them understand the cultural norms and
expectations of employees from different cultural
backgrounds, enabling them to interpret and
evaluate performance in a culturally appropriate
manner. Secondly, organizations should promote
open communication and transparency in the PA
process. By providing clear guidelines, criteria, and
performance expectations, employees are less likely
to resort to defensive IM tactics. Managers should
encourage a supportive and constructive feedback
culture that allows employees to express their
concerns and aspirations, fostering a more
collaborative and developmental approach to PA.
Thirdly, organizations should consider tailoring
their PA systems to align with cultural values. This
could involve adapting evaluation criteria, methods,

and frequency to suit the cultural preferences for
sequential or synchronous orientations. By taking
cultural nuances into account, organizations can
ensure that PA processes are perceived as fair,
meaningful, and relevant by employees from
different cultural backgrounds. Lastly,
organizations should continually monitor and
evaluate the effectiveness of their PA systems,
considering the feedback and suggestions from
employees. This ongoing assessment can help
identify areas for improvement and enable
organizations to refine their evaluation processes to
better suit the cultural diversity of their workforce.
By implementing these managerial implications,
organizations can foster a culture of fairness,
inclusivity, and continuous improvement in their
PA practices, ultimately enhancing employees'
engagement, job  satisfaction, and overall
organizational performance.

It is important to acknowledge that this study has
several limitations that warrant consideration.
Firstly, the proposed model and propositions are
theoretical in nature and have not been empirically
tested. Therefore, future research should aim to
conduct empirical studies in various cultural and
industrial contexts to validate and further explore
the relationships between PA, IM and -cultural
values. By gathering empirical evidence,
researchers can enhance the robustness and
generalizability of the findings. Secondly, this study
primarily focused on the influence of cultural values
on IM tactics and their implications for PA
processes. However, it is crucial to recognize that
other contextual variables may also play a
significant role in shaping the dynamics between
PA and IM. Organizational culture, for example,
sets the norms, values, and beliefs that shape
employees' behavior and their strategies for IM. The
climate of the organization, including the level of
trust, communication patterns, and power dynamics,
can also impact employees' use of IM tactics during
PA. Moreover, the degree of bureaucratization and
professionalization within an organization can
affect the formalization and structure of PA
systems, as well as employees' perception of
fairness and transparency. Therefore, future studies
should incorporate these contextual factors to gain a
more comprehensive understanding of the complex
relationship between cultural values, IM, and PA
within organizational settings.

Furthermore, individual factors, including
personality traits, age, gender, and years of service,
were not extensively addressed in this study.
Considering the potential influence of these factors
on the identified relationships, future research
should investigate their roles and explore how they
interact with cultural values and IM strategies



Meral Kizrak | 63

within the PA context. Moreover, it is worth
exploring the potential mediating mechanisms that
link cultural values, IM, and performance outcomes.
By examining these underlying processes,
researchers can uncover the mechanisms through
which cultural values influence IM tactics and
subsequently impact PA outcomes. Lastly, this
study focused on the specific topic of PA within the
realm of IM and cultural values. Future research
could expand the scope to explore other facets of
performance management, such as feedback
processes, reward systems, and talent development,
and examine their relationships with cultural values
and IM. Addressing these limitations and pursuing
the suggested avenues for future research will
contribute to a deeper understanding of the
complexities involved in PA practices across
diverse cultural contexts. It will also provide
practical insights for organizations aiming to
develop culturally sensitive and effective
performance management systems.
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this professional group to carry out its activities during working hours, which should continue
to strive for continuous development and learning in order for the human capital of countries to
be qualified. Being an academic can be expressed as a profession with a high workload. In this
context, the effect of the amount of work loaded on academicians on the level of job satisfaction
has been the subject of research. The research population consists of academicians. For the
research, a sample was selected from the research universe according to the simple random
sampling method. The data were collected through the online platform Istarsurvey. The
research hypotheses were tested with structural equation modeling. As a result of the analysis, it
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High workload level reduces job satisfaction. The research hypothesis was accepted, supported
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1. GIRIS

Calisanlarin organizasyonlarda belirlenmis gorev ve
sorumluluklar1 ~ vardir. Bu  goérevlerin  ve
sorumluluklarin bazen is kapsaminda, bazen gecici
olarak, bazen de yonetsel nedenlerden dolay1
genisletilmesi ¢alisanlarin fiziksel ya da zihinsel
olarak daha fazla enerji harcamalarin1 gerektirebilir.
Fazla yiiklenen igler ¢calisanin odaklanmasi gereken
asil igleri aksatabilir. Bu durum siirekli hale
geldiginde Orgiitsel ihtiyaglar1 tam anlamiyla
kargilanamayan calisanin isi hakkindaki duygular
ve diiglinceleri olumsuz ydnde etkilenebilir. Bu
kapsamda bu c¢aligmada is yiikiiniin calisanlarin is
hakkindaki en Onemli tutumlardan biri olan is
doyumu iizerindeki etkisi arastirilmistir.

Toplumun ekonomik, sosyal, Kkiiltiirel, bilimsel,
teknolojik, etik ve entelektiiel gelisiminde
iiniversitelerin iistlendigi goérev onemlidir. Cagin
gerektirdigini gelisim diizeyine ulagabilmek; bilgi
toplumunda {tiniversitelerde nitelikli egitim ogretim
ortaminin olusturulmasi ve kaliteli bir iiretim
stirecinin var olmasina baglanmaktadir (Gengyilmaz
& Zaim, 1999). Egitim sisteminde yer alan bir
birey, en ideal sistemi ¢alisamaz hale getirebilecegi
gibi, en olumsuz kosullar1 igeren bir sistemde
nitelikli iriinler ortaya koyabilmektedir (Ozdemir,
2006; Yidirim, 2007). Yiksek diizeyde orgiitsel
performans elde edebilmek igin sistemde yer alan
calisanlarin iglerine karsi besledikleri duygularin
Onemsenmesi gerektigi diistiniilmektedir.
Calisanlarin isine karst olumlu olarak hissettikleri
bu duygular is doyumunu olusturmaktadir.

Literatiirde calisanlarin is doyumu {izerinde etkisi
olan bircok faktér bulunmaktadir. Is yiikii bu
faktorlerden biridir. Akademisyenlerin is
doyumunun anlagilmasi sayesinde kurumlarin;
akademik  yetenekleri  elinde tutabilmesine,
devamsizligi ve calisan devir oranini
azaltabilmesine ve ayni zamanda en iyi zihinsel
giicii akademik ydone ¢ekmek i¢in mekanizmalar
bulmasina yardimci olacaktir (Mustapha & Ghee,
2013). Calisanlarin normalin istiinde is yiiki
algisma sahip olmalari, onlarm iglerini yaparken
zorlanmalarmma ve stres yasamalarmma neden
olabilmektedir  (Pelenk &  Acaray, 2020).
Calisanlarin is yukiiniin asir1 diizeyde olmasi is
tatmini ile negatif ve anlamli olarak iligkili oldugu
belirtilmektedir (Caliskan & Bekmezci, 2019;
Harputlu, 2014; Kanbur, 2018; Janib, Rasdi, &
Zaremohzzabieh, 2022; Srivalli & Vijayalakshmi,
2015).

Butt ve Lance (2005), dgretmenlerin is ytkd, is
doyumu ve is-yasam dengesi arasindaki iliskiyi,

tim okul isgliciiniin gelecekteki modernizasyonu
baglaminda  arastirmaktadir. Yapilan  bazi
caligmalarda is yilkii, akademisyenlerin is
doyumunu etkileyen en onemli faktdrler arasinda
goriilmektedir (Cetin, Arslan & Biiylikyilmaz,
2021; Eker, Anbar & Kirbiyik, 2007). Is yiikii olan
O0gretim elemanlarinin ig doyumunun diisiik oldugu
(Osifila & Aladetan, 2020); adil is yiikii dagiliminin
ve kurumsal destegin akademisyenlerde daha fazla
memnuniyet saglayabilecegi belirtilmektedir
(Ahmad vd., 2015).

Bilimsel g¢aligmalar yapan, {iniversitelerde egitim
miifredatlar1 hazirlayan, nitelikli insan giiciiniin
yetistirilmesinde onemli rolii bulunan
akademisyenler, lilkenin insan sermayesi agisindan
onemli bir varliktir. Bu hizmetlerden verim
alimabilmesi  i¢cin akademisyen is ylkiiniin
performanslarint olumsuz yonde etkilemeyecek
sekilde diizenlenmesi gerektigi disiiniilmektedir.
Akademisyenlerin egitim dgretim hizmeti vermenin
yaninda kalan zamanlarinda meslekte
yiikselebilmek i¢in bazi caligmalar yapmalar1 da
gerekmektedir. Bunun i¢in kendilerine gereken
caligma alaninin ve stirenin yeterince
saglanamamasi durumunda is yerine karsi olumsuz
duygu ve diislincelerin olusabilecegi muhtemel
gorililmiistiir. Buradan hareketle bu ¢alismada
akademisyenlere yiiklenen isin is doyumunu
etkileme durumu arastirma konusu olmustur.

Ozellikle is vyiikii algis;, cahisanlarin — stres
diizeyindeki artigsa, is verimliliginin diigmesine,
isten uzaklasma hissiyatina hatta bireyin kendisini
yetersiz hissetmesine, duygusal anlamda isten
alman hazzin diigsmesine neden olabilmektedir. Bu
baglamda 6zellikle is yiikiiniin ve sorumluluklarinin
fazla oldugu diisiiniilen akademisyenler i¢in is yiikii
ile i3 doyumu arasindaki iliskinin incelenmesi
onemli goriilmektedir. Akademisyenler iizerine is
yikiiniin i3 doyumu iizerine etkisi uluslararasi
aragtirmalarda yer almaktadir; ancak wulusal
alanyazinda bir ¢alismaya rastlanmamistir. Yapilan
caligmalarda farkli sonuglar yer almaktadir. Bu

sonuglarin tekrar test edilmesinin ve ulusal
alanyazinda  akademik  Orneklem  grubuyla
aragtirmanin  yapilmasinin literatiirdeki bosluga

katki saglayacag diisiiniilmektedir

2. KAVRAMSAL CERCEVE
2.1. is Yiikii

Insan diger canlhilardan farkli olarak hem duygusal
yonii agir basan hem de zihinsel faaliyetleri olan bir
canlidir. Is hayatinin en 6nemli kavramlarindan biri
de bu faaliyetleri kapsayan is yiikiidiir. Is yiiki,
bireyin kurum i¢inde ya da kurum diginda yapmakla
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gorevli oldugu tiim isler ve bireyin ¢aligma zamani
icinde kendisine diisen sorumluluklarin tamamidir
(Qureshi vd., 2013). Is yiiki kavranu farkl
sekillerde smiflandirilmaktadir. Spector & Jex
(1998) is yiikiiniin miktarin1 ve zorlugunu nitel ve
nicel olarak; DiDomenico & Nussbaum (2008) ile
Myrtek ve arkadaslari, (1994) calisma saati boyunca
bir sorunu ¢o6zme, bir konuda fikir sunma gibi
algisal faaliyetleri zihinsel; bedenin galigmasini ise
fiziksel is ytikii olarak iki grupta siniflandirmistir.

Asirt is yikiiniin hem isgorenler hem de orgiit
acisindan olumsuz sonuglart oldugu belirtilmektedir
(Caliskan & Bekmezci, 2019). Asint is yliikiiyle
zorlu kosullarda ¢alismak, sirketlerin bekledigi ve
istedigi olumlu performans ve bagarilardan ziyade
diisik  performans  ve memnuniyetsizlikle
sonuclanabilmektedir (Altaf & Awan, 2011). Bunun
yast sira yliksek is baskisina maruz kalan calisanlar,
disiik  performansla  sonuglanan  kisilerarasi
catismalar yasayabilmektedir (Janib vd., 2022).

Van ve Geurts (2001) arastirmasinda, gereginden
fazla yogun calisan kisilerin tiikenmislik sendromu
yasadigint hatta ruh sagliklarin1 kaybetme sinirina
geldiklerini ifade etmistir. Erdem (2020) caligmasi
sonucunda hemsirelerin tiikenmislik diizeyleri ve ig
yiki ile mesleki 6zdeslesmeleri arasinda negatif
yonlii bir iligki tespit etmistir. Tayfur ve Aslan
(2012) aragtirmasinda, bireyin is hayatindaki asiri is
yiki ile ailede catisma yasadigi dolayisiyla
duygusal tiikenme nedeniyle ise karst duyarsizlagsma
yasadigi sonucuna ulagsmigtir. Kanbur (2018)
calismasinda, bireylerin is yiiki ile is ve yasam
doyumu arasinda negatif; is yiki ile gerginlik
arasinda pozitif iliski oldugu sonucuna ulagmustir.
Literatiirde yer alan arastirmalar gereginden fazla is
yikii olan ¢alisanlarin oOrgiitsel yasamda doyum
saglayamayacagini gostermektedir.

2.2. is Doyumu

Tatmin; bireyin igine, calisma ortamina, karsilagtigi
davranislara ve aldig1 hizmetlere iligkin gosterdigi
olumlu duygusal tepkiler (Kog, Arslantiirk &
Arslan, 2008: 59) seklinde ifade edilmektedir.
Orgiitlerin ~ basarist1  etkileyen en  &nemli
faktorlerden birisi, yapiy1r olusturan bireylerin
icinde bulunduklart 6rgiite karsi besledikleri olumlu
tutum ve memnuniyet algisidir (Ay & Kog, 2014).
Vroom (1964), is tatminini, ¢aliganin i sirasinda
yasadigi  tim  durumlara  yOnelimi  olarak
tanmimlamaktadir. Is memnuniyeti, bir calisanin
yaptigt  isin  beklentilerini  karsilama  veya
karsilamama diizeyi olarak bir bagka tanimla ifade
edilebilir (Spector, 1997). Insanlarm islerinden
memnun olmalar1 ya da isinden memnuniyetsizlik
olarak tanimlanan is doyumu, isin farkli yanlar
hakkinda hissettikleri duygu olarak da ifade

edilmektedir (Ongel & Gerni, 2021: 673; Ozdemir,
2006: 70). Is gorenin is doyum diizeyinin yiiksek
olmasi, calisanin isini keyifle yaptigi ve isi icin
olumlu degerler hissettigi anlamma gelmektedir
(Ak¢adag & Ozdemir, 2005: 172). is doyumu,
¢alisan mutlulugunun ifadesidir (Vieira, 2005: 39).

Is doyumu, calisanlarin islerine karst olan olumlu
ve olumsuz duygularin  birlesimi  olarak
belirtilmektedir. Calisanlarin maddi ve psikolojik
beklentilerinin ne derece karsilandigiyla yakindan
ilgili olan ig doyumu; sorumluluk, basar1 gibi igsel
ozellikler ve ticret, ¢aligma kosullar1 gibi digsal
ozellikler olmak iizere iki boyuttan olusmaktadir
(Cetin vd., 2021). Digsal doyum, c¢alismanin
karsiliginda elde edilen kazanimlara baghdir.
Isletme politikas1 ve yonetimi, denetim sekli,
yonetici, ¢alisma ve yoneticilerle iligkiler, calisma
kosullar1, {iicret gibi isletmenin cevresiyle ilgili
unsurlart  kapsamaktadir. Calisma  esnasinda
hissedilen doyum, ic¢sel doyum olarak ifade
edilmektedir. Bu doyum c¢alisanlarin psikolojik
ihtiyaglariyla ilgili olan; aktivite, bagimsizlik,
cesitlilik, sosyal statii, ahlaki degerler, is giivenligi,
sosyal hizmet, sorumluluk, yetenekleri kullanma,
yetki ve basar1 gibi unsurlar1 kapsamaktadir (Kaya,
2007; Koroglu, 2012; Yesilyurt & Kogak, 2014).

Calisanlarin i3 doyumu, Orgiitsel performansi
etkileyen Onemli faktorler arasinda goriilmektedir.
Is tatmini, calisanlarin isleri hakkinda ne
diisiindiiklerinin ve iste nasil hissettiklerinin 6nemli
bir gostergesidir. Is doyumuna dahil olan faktérlerin
anlagilmasi, calisanlarin motivasyonunu artirmak
icin onemlidir. Is yiikiiniin fazla olmasi da is
doyumunu olumsuz yonde etkileyebilen
faktorlerdendir (Mustapha & Ghee, 2013).

Bireyin isinden memnun olmasi, yaptig1 isten keyif
almasi1 hem isinde olan basarisint hem de
maneviyatini etkiledigi i¢in tiim diinyada i doyumu
lizerine aragtirmalar yapilmaktadir. Bireylerin
orgiitsel adaletinin is doyumlarm etkiledigi tespit
edilmistir  (Yildirim, 2007). Dagdeviren ve
arkadaslar1 (2011) caligmalarinda akademisyenlerin
genel is doyum diizeylerini belirlemis ve kisisel
ozelliklere (gelir, yas, 0grenim durumu, tecriibe
yili)  gdore  degistigi  sonucuna  ulagmustir.
Ogretmenler iizerine yapilan bir calismada
bireylerin is doyum diizeyleri; yas, cinsiyet ve
medeni durum degigkenlerine gore farklilik
gostermektedir (Sahin, 2013). Calisma sistemi ve
mesai slireleri, uzun saatler is basinda olan hastane
calisanlarinin is yasam dengesini ve is doyumunu
etkiledigi, bireyin is doyumu diizeyi ile is yasam
dengesi arasindaki iligkinin pozitif oldugu sonucuna
ulasilmistir (Palabiyik & Is6zen, 2021).
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Topluma fayda saglamak, akademik arastirmalar
yapmak ve bilimi takip etmek, bilim {iireterek
Olimsiiz olmak, yeniliklere karsi duyarli olmak,
akademik baglamda kendini gelistirmek, yeni
nesiller yetistirmek akademik calisanlarin mesleki
doyumunu artirmaktadir (Yilmaz, Celebi &
Cakmak, 2014). Akademisyenlerin is doyumunu
anlamak, kurumlarin akademik yetenekleri elde
tutmasina, devamsizlik ve isgdren devir oranim
disiirmesine ve yeni en iyileri g¢ekmek igin
mekanizmalar bulmasina yardimci olabileceginden
(Mustapha & Zakaria, 2013), bu arastirma
akademisyenler iizerine gerceklestirilmistir.
Degiskenler  arasindaki iliskinin  anlasiimasi
amaciyla literatiirde yer alan arastirmalar
incelenmistir.

2.3. s Yiikii ve is Doyumu Arasindaki iliski

Yeterli is ekipmanina, kaynaklara ve egitim
firsatlarina ve adil bir is yikii dagilimina sahip
olmak gibi organizasyonel faktorler ¢alisanlarin is
doyumunu &nemli odlgiide etkilemektedir. Ote
yandan, calisanlarin bu faktorlere iligkin algilari
diistiikce is doyumu da azalmaktadir (Ellickson &
Logsdon, 2001). Asir1 ig yiikii olan calisanlarin is
doyumlarinin disiik oldugu literatiirde
vurgulanmaktadir (Chou & Robert, 2008; Kanbur,
2018; Keser, 2006; Pelenk & Acaray, 2020; Janib
vd., 2022; Toropova, Myrberg & Johansson, 2021;
Yimaz vd., 2014). Asirt ig yikid algisiin
olusmasina neden olan; ¢ok fazla sorumluluk,
kisinin yetenekleri ile isin nitelikleri arasindaki
uyumsuzluk, roliin ve gorevin zorlayici olmasi,
sorumlulugundan daha fazla is yapma beklentisi
gibi unsurlar ig doyumunu azaltmaktadir (Caligkan
& Bekmezci, 2019; Karsh, Booske & Sainfort,
2005).

Asint ig yiki egitimcilerin is doyumunu olumsuz
etkilemektedir. Ogretmenler yaygin olarak asir1 is
yikiiniin diisikk performansla giiglii bir sekilde
iligkili oldugunu ifade etmislerdir. (Omondi,
2011). Aymi sekilde akademik faaliyetlerde asirt is
yiikiine maruz kalan 6gretim elemanlarinin daha
disiik i3 doyumu yasadiklari ve performans
iizerinde olumsuz bir etkiye neden oldugu sonucuna
ulasilmigtir (Osifila & Aladetan, 2020; Sabagh, Hall
& Saroyan, 2018). Kadin olmak, arastirma gorevlisi
olarak calismak, bilimsel ¢alismalara fazla zaman
ayirmak, gibi degigkenler de ig doyumunu olumsuz
etkilemektedir (Celikkalp, Temel & Bilgig, 2019).

Is ozerkligi, zenginlestirme, yeni buluslar, basari
duygusu, uygun is yiikil ve tazelik hissi, tiniversite
akademisyenlerinin  maksimum is doyumunu
olusturan is unsurlarindan bazilaridir (Sharma &
Jyoti, 2009). Herhangi bir organizasyonla ¢aligmak,
zekice caligmay1 ve isin basarisi i¢in 6nemli olan

seylere  odaklanmayr  gerektirirken, asir1 s
ylikiinden muzdarip olmak, zihnin yokluguna ve
yeni seylerin ortaya konamamasma neden
olmaktadir. Yenilik ve iletisim gibi beceriler,
huzurlu bir zihnin ve kisinin yaptiklarindan
duydugu memnuniyetin sonuclaridir (Altaf &
Awan, 2011).

Is tatminiyle ilgili teoriler literatiirde genellikle
motivasyon  kuramlartyla iligkilendirilmektedir
(Aziri, 2011). Herzberg'in motivasyon teorisine
gore, isyerinde tatmini saglayan faktdrler motive
edici faktorler ve is tatminsizligine neden olan
faktorler hijyen faktorler olarak gruplandirilmistir
(Herzberg, 1966). Verimliligi artirmak icin, tatmin
edici ve tatmin edici olmayan faktorlerin
belirlenmesi gerektigi savunulmaktadir. Asir1 is
yiikii olan ¢alisma kosullarindaki yonetici davranisi
tatminsizlik yaratirken, akademisyenler basari
odaklilik, gelisim ve akademik olarak ilerleme
hedefleri ile motive olabilmektedir. Her kosulda bu
faktorlere odaklanilmasi gerektigi diisliniilmektedir.
Icsel ve dissal motivasyonlarm bir bireyi motive
etmenin en etkili yontemleri oldugu &ne
siriilmiigtiir. Dogru ve etkili bir motivasyon,
bireysel O0z-yeterligi beraberinde getirmektedir ve
bunu orgiitsel verimlilik acisindan is doyumu ve
basar1 takip etmektedir (Sinniah, Mamun, Salleh,
Makhbul & Hayat, 2022). Alanyazin incelemesi
sonucu bu aragtirmada asagidaki hipotezlerin test
edilmesi amag¢lanmustir.

Hi: Is yiikii diizeyinin is doyumu {izerinde
negatif etkisi vardir.

Ha: Zihinsel is yiikiiniin ig¢sel is doyumu
iizerinde negatif yonde anlamli etkisi vardir.

Hs: Zihinsel ig yikiinin digsal is doyumu
iizerinde negatif yonde anlamli etkisi vardir.

Hy: Fiziksel is yiikiiniin ig¢sel is doyumu
iizerinde negatif yonde anlamli etkisi vardir.

Hs: Fiziksel is yiikiiniin digsal is doyumu
iizerinde negatif yonde anlamli etkisi vardir.

3. YONTEM

Bu aragtirmada akademisyenlerin gereginden fazla
is yogunlugu olmasi ya da is hayatinin diger
kosullarindan dogan is yiikiiniin, bireyin isten
beklentilerinin ve memnuniyetinin bir sonucu olan
is doyumu iizerindeki etkisinin arastirilmasi
amaclanmistir. Arastirma kapsaminda belirlenen
orneklemden toplanan veriler 6ncelikle nicel veri
analiz yontemlerinden korelasyon analizi ile
incelenmis sonrasinda yapisal esitlik modellemesi
(YEM) ile test edilmistir. Cok sayida gbzlenen ve
gozlenemeyen degiskenler arasindaki nedensel
iligkilerin test edilebilmesi amaciyla kullanilan bir
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istatistiksel analiz aracit olmasi nedeniyle (Y1ilmaz,
2004) bu yontem kullanilmugtir.

3.1. Arastirmanin Evreni ve Orneklemi

Arastirma  evreni  Tirkiye’de  bir  devlet
liniversitesinde ) calisan akademisyenlerden
olugmaktadir. Universitede 1605°e yakin

akademisyen caligmaktadir. Asagidaki formiile gore
yapilan  hesaplama sonucunda %95 giiven
diizeyinde evren temsil edebilecek Orneklem
biiyiikliigii 313 olarak bulunmustur. Basit tesadiifi
ornekleme yoluyla veriler toplanmuistir.

Formiile iligkin bilgiler asagida verilmistir:

n=Nt2pq/d2 (N-1)+ t2pq (Kilig, 2012:141).

n: Hedef evren dogrultusunda istenen 6rneklem,

N: Hedeflenen evren,

t: Kabul edilebilir hata i¢in t tablo degeri (alfa 0,05
i¢in 1,96 olarak alinmistir)

p: Ilgilenilen olaym ortaya ¢ikma siklig1,

q: Tlgilenilen olayin ortaya ¢gikmama siklig:.

Arastirma i¢in akademisyenlerden online platform
olan Istarsurvey iizerinden veriler toplanmustir.
Aykirt ug¢ degerler analizi yapilarak; 17 veri
anketten ¢ikarilmistir. 313 veri analiz yapilmak i¢in
incelenmistir.

Katilimcilarin %70,3’inii kadin, % 41,2’si 31-37
yas, % 22,01 38-44 vyas, % 21,1’1 24-30 yas,
%15,7’si ise 45 yas ve lizerinde, % 66,81 evli, %
32,3 {iniin ¢aligmas siiresi 4 yil ve alt1, %30,0’1 5-9
yil, % 20,8’ 15 yil ve tizeri, % 16,9’u 10-14 yil,
unvanlarinin %30,4’0 arastirma gorevlisi, %27,5’1
Ogretim gorevlisi, %24,6’sin1 doktor dgretim iiyesi,
%11,5’ini Dog. Dr. ve % 6,1’nin Prof. Dr. oldugu
tespit edilmistir.

3.2. Veri Toplama Araclari

Is Yiikii Algist Olgegi. Peterson ve digerleri (1995)
tarafindan ¢alisanlarm is yiikii diizeyini 6lgmek igin
gelistirilmistir. Olgegin Tiirkge ’ye uyarlamasi
Derya (2008) tarafindan yapilmustir. Olgekte
katilimcilarin verdigi cevaplar 5°1i likert tipindedir.
Olgek toplam 11 maddeden olusmaktadir ve
zihinsel ve fiziksel is yiikii olmak iizere iki boyutlu
bir yapidan olugmaktadir. Alinan puanlarin
yiiksekligi is yiiki algisinin fazla olusu anlamina
gelmektedir.

Acimlayic1 faktdr analizi uygulamasindan Once,
Kaiser-Meyer-Olkin (KMO) testi ile o6rneklem
yeterliligi test edilmistir. Analiz sonucunda KMO
degerinin 0,894 oldugu ve 6rneklem yeterliliginin
faktor analizi yapmak i¢in “iyi derecede yeterli”
oldugu sonucuna ulagilmistir (Altunisik, Coskun,
Bayraktaroglu & Yildirim, 2010: 266). Bartlett
Kiiresellik testinden elde edilen ki kare degerinin
%95 giliven diizeyinde kabul edilebilir oldugu ve
kiiresellik varsayimmin saglandigi goriilmiistiir
(x2(45) =1622,308; p<0,01).

Aragtirma grubunun verdikleri cevaplar
dogrultusunda bireylerin i yiikiini dlgmeyi
hedefleyen ve 11 maddeden olusan Slgme araci,
zihinsel ve fiziksel is yiikii olmak iizere iki boyuttan
olusmaktadir. Olgme aracindaki maddelerin 6lgekte
kalmasi i¢in faktor yiiklerinin yiiksek olmasi
gerekir. Faktor yiik degerlerinin birden ¢ok faktorde
yer alarak binisik olmasi durumunda, iki faktor
yiikii arasindaki deger 0.10°dan az ise o madde
binigiklik gdstermekte ve odlgekten ¢ikarilmasi
gerekmektedir (Cokluk, Sekercioglu &
Biiyiikoztiirk, 2010: 233). Analiz sonucuna gore 4.
madde  binisiklik  gostermis ve  analizden
¢ikarilmigtir. Madde c¢ikarildiktan sonra yinelenen
analiz icin faktor analizi i¢in tim faktor yiik
degerlerinin 0,50’nin {istiinde oldugu (yiiklerinin
0,577-0,873 arasinda oldugu) goriilmiistiir. Yapilan

Tablo 1: Is Yiikii Olgegi igin Agiklayic1 Faktor Analizi

Fiziksel Is Yiikii

Zihinsel Is Yiiki

Boyutu Boyutu

IY10 0,873

iys 0,869

Y3 0,848

iYeé 0,845

iv2 0,650

iy7 0,613

Y1l 0,577

iys 0,770
ivo 0,738
vl 0,714
Giivenilirlik (¢=0,888) 0,900 0,664
Aciklanan Varyans (%) 50,431 13,624

(64,055)
Oz Deger (A) 5,043 1,362

KMO =0,894; y2(45) =1622,308; Bartlett Kiiresellik Testi (p) = 0,000
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analiz sonucunda maddeler toplam 2 faktorli bir
yapt olusturmustur. Faktor yapist ile ilgili olarak
aciklanan varyans oram1 %64,05°tir. Bu oran siir
degerleri %40 ile %60 arasinda olmalidir.
(Biiyiikoztirk, 2007; Tavsancil, 2005). Bu
dogrultuda, her bir faktoriin, ilgili varyansa yaptigt
katkinin yeterli oldugu goriilmektedir. Tablo 1’de
goriildiigii iizere birinci faktor olan “Fiziksel is
Yiikii” toplam varyansin %50,43’iin, ikinci faktor
“Zihinsel Is Yiikii” %13,62’sini agiklamaktadir. Is
yiikii genel Cronbach Alfa katsayisi (0,88) dlcegin
yiiksek derecede giivenilir oldugunu
gostermektedir.  Olgegin  faktorlerine  iliskin
giivenilirlik katsayis1 “Fiziksel Is Yiikii” 0,90 ve
“Zihinsel Is Yiiki” 0,66 olarak bulunmus ve

RMSEA 0,078; GFI 0,921; CFI 0,929; NFI 0,912;
x2 ise 4,680 (p=0,000) degerleri ile kabul edilebilir
diizeyde (Browne & Cudeck, 1993; Meydan ve
Sesen, 2011; Simsek, 2007; Simon vd., 2010)
oldugu sdylenebilmektedir (Tablo 2).

Minnesota Is Doyum Olgegi. is doyumu diizeyini
belirlemek amaciyla, 1967 yilinda Weiss ve
arkadaglar1  tarafindan  gelistirilmigtir.  Baycan
(1985) tarafindan Tiirk¢e ’ye cevrilip, gecerlilik ve
giivenirlilik  ¢alismalar1  yapilmustir.  Olgekte
katilimeilarin verdigi cevaplar 5°1i likert tipindedir.
Olgek 20 maddeden olusmakta ve igsel, digsal
doyumu belirleyici 2 boyutlu yapiyr icermektedir
(Weiss, Dawis, England & Lofquist, 1967: 1-2;

Tablo 2: Is Yiikii Olgegi ikinci Diizey Cok Faktorlii Model DFA Uyum indeksleri

Uyum lyiligi Ol¢iimleri

Arastirma Bulgusu

CMIN/Df
GFI

CFI
RMSEA
NFI

4,680
0,921
0,929
0,078
0,912

Olcegin giivenilir oldugu tespit edilmistir.

Olgme aracinin  yapr gecerliligi icin yapilan
dogrulayic1 faktor analizi sonuglarina gore ilgili
O0lcme aracinin yapisal denklem model sonucu
istatistiksel olarak anlamli bulunmustur (p=0,000).
Olgegi olusturan maddeler ve iki faktoriin Slgme
aracinin yapisi ile iliskili oldugu tespit edilmistir.
Dogrulayict faktor analizi sonuglarma gore is yiikil
6lgeginin uyum iyiligi indekslerine bakildiginda;

Karadag, Basaran & Korkmaz, 2009: 35). Alinan
puanlarin yiiksekligi i3 doyumunun da yiikselmesi
anlamina gelmektedir.

Acimlayic1 faktor analizi uygulamasindan once,
Kaiser-Meyer-Olkin (KMO) orneklem yeterliligi
analiz sonucunda KMO degerinin 0,889 oldugu ve
orneklem yeterliliginin faktor analizi yapmak icin
“iyi derecede yeterli” oldugu sonucuna ulasilmigtir
(Altunmisik  vd., 2010:266). Ayrica Bartlett
Kiiresellik testi sonucuna gore ki kare degerinin

Tablo 3: is Doyumu Olgegi Igin Aciklayici Faktor Analizi

is Doyumu
I¢sel Doyum Dissal
Doyum
D8 0,743
D11 0,649
D4 0,641
D3 0,628
iD14 0,619
iD10 0,598
iD2 0,572
D9 0,545
D20 0,539
D19 0,794
D6 0,781
D5 0,768
D18 0,705
iD12 0,592
Giivenilirlik (¢=0,880) 0,833 0,830
Aciklanan Varyans (%) (51,441) 40,505 10,936
Oz Deger (A) 5,671 1,531

KMO =0,889; x2(91) =1732,302; Bartlett Kiiresellik Testi (p) = 0,000
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anlamli  oldugu ve kiresellik varsayiminin
saglandig1 goriilmiistiir (x2(91) =1732,302; p<0,01).
Arastirma grubunun verdikleri cevaplar
dogrultusunda bireylerin is doyumunu Olgmeyi
hedefleyen ve 20 maddeden olusan 6l¢me araci, iki
boyuttan olusmaktadir. Analiz sonucuna gore 15.
16. ve 17. maddeler binisiklik gdstermis ve
analizden ¢ikarilmigtir. Madde ¢ikarildiktan sonra
yinelenen analiz i¢in faktor analizi i¢in tiim faktor
yiik degerlerinin 0,50’1n {istiinde oldugu (0,539-
0,794) gorilmiigtiir. Yapilan analiz sonucunda
maddeler toplam iki faktorlii bir yap1 olusturmustur.
Bu faktorler toplam varyansin = %51,44’iini
aciklamaktadir. Tablo 3’te goriildiigii lizere birinci
faktor olan “I¢sel Doyum” toplam varyansin
%40,50’sini, ikinci faktor “Digsal Doyum”
%10,93’linii aciklamaktadir. Is doyumu genel
Cronbach alfa katsayis1 (0,880) olgegin yiiksek
derecede giivenilir oldugunu  gostermektedir.
Olgegin faktorlerine iliskin giivenilirlik katsayilari;
“f¢sel Doyum” 0,83; “Dissal Doyum” 0,83 olarak

Meydan & Sesen, 2011; Simsek, 2007; Simon vd.,
2010;) oldugu sonucuna ulagilmistir (Tablo 4).

4. BULGULAR

Aragtirma  kapsaminda degiskenler arasindaki
iligkiyi  tespit edebilmek amaciyla Pearson
korelasyon analizi yapilmistir. Sonuglara gore
akademisyenlerin genel olarak is yiikii algisi ve
boyutlar1 ile i doyumu ve boyutlar1 arasinda
dogrusal, negatif ve anlamli bir iliski oldugu tespit
edilmistir (p<0,01). (Tablo 5).

Olgeklerin birbiri ile dogrusal iliskili oldugu tespit
edildikten sonra arastirma kapsaminda olusturulan
hipotezleri sinayabilmek i¢in Sekil 1°de sunulan
model test edilmistir. Modelin uyum iyiligi
degerleri Tablo 6’da; bagimsiz degiskenin bagimli
degisken {izerine etkisine yonelik bulgular Tablo

Tablo 4: Is Doyum Olgegi ikinci Diizey Cok Faktérlii Model DFA Uyum indeksleri

Uyum lyiligi Olgiimleri

Arastirma Bulgusu

CMIN/Df
GFI

CFI
RMSEA
NFI

3,252
0,902
0,900
0,075
0,864

bulunmus ve &lgegin giivenilir
edilmistir (Tavsancil, 2005: 19).

oldugu tespit

Dogrulayict faktor analizi sonuglarina gore ilgili
Olgme aracinin yapisal model sonucu istatistiksel
olarak anlamli bulunmustur (p=0,000). Olgegi
olusturan maddeler ve iki faktoriin 6lgme aracinin

yapist ile iligkili oldugu tespit edilmistir.
Dogrulayic1 faktor analizi sonuglarina gore is
doyum Olgeginin  uyum iyiligi indekslerine

bakildiginda; RMSEA 0,075; GFI 0,902; CFI 0,900;
NFI 0,864; y2 ise 3,252 (p=0,000) degerleri ile
kabul edilebilir diizeyde (Browne & Cudeck, 1993;

7’de sunulmustur.

Is yiikiiniin is doyumu iizerinde negatif ve anlamli
etkisi vardir hipotezi kabul edilmistir (p<0,05).
Buna gore is yikil arttiginda is doyumunun
azalacag1 goriilmiistiir. Is yiikiiniin is doyumunun
%11’ini agikladig1 tespit edilmistir (R2=0,11).
Model uyum indekslerinin kabul edilebilir diizeyde
oldugu tespit edilmistir (Browne & Cudeck, 1993;
Meydan & Sesen, 2011; Simon vd., 2010; Simsek,
2007).

Zihinsel ig yiikiiniin is doyumu {izerinde negatif ve

Tablo 5: Korelasyon Degerleri

Degiskenler 1 2 3 4 5 6
1Is Yiki =

2.Zihinsel Is

Yiki _ 0,718** -

3.Fiziksel Is

Yiki 0,960*%*  0,508%** -

4.Is Doyum -0,273%**%  _(0,359%* 0,186%* -

5.1q:sel Doyum -0,240**  -0,343%* -0,152** (,924** -

6.Digsal

Doyum -0,250%*  -0,293*%* -0,187** (,858** 0,596** -

r=pearson korelasyon analizi, **p<.01
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Sekil 1: Yapisal Esitlik Modeli

Tablo 6: Modele liskin Uyum indeksleri

Uyum lyiligi Olgiimleri

Arastirma Bulgusu

CMIN/Df
GFI

CFI
RMSEA
NFI

2,659
0,852
0,881
0,073
0,823

(Kaynak: Browne ve Cudeck, 1993; Simsek, 2007; Simon vd., 2010; Meydan ve Sesen, 2011)

Tablo 7: Yol Analizi Sonuglari

Model
Bagimh degisken Bagimsiz Degisken Standart p aciklama
giicii
Is Doyum  <--- Is Yiikii -0,336 0,000 0,11

anlaml etkisi vardir (p<0,05). Buna gore zihinsel is
yikii  artiginda i3 doyumunun  azalacagi
goriilmiistiir. Zihinsel is yiikiiniin icsel ve dissal
doyum iizerinde negatif ve anlamli etkisinin oldugu
bulunmustur (p<0,05). Fiziksel is yikiiniin is
doyumu igsel doyum boyutu iizerinde anlamli bir
etkisi yoktur; ancak fiziksel i yikiiniin dissal

doyum {iizerinde negatif yonde anlamli etkisinin
oldugu tespit edilmistir.
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Tablo 8: Is Yiikii Algis1 Boyutlarinin is Doyumu Boyutlar1 Uzerindeki Etkisi

Bagimh degisken Bagimsiz Degisken Tahmin p

Is Doyum <---  Zihinsel Is Yiikii -0,477 0,000
Is Doyum <---  Fiziksel Is Yiikii -0,152 0,084
icsel Doyum <---  Zihinsel s Yiikii -0,795 0,000
Dissal Doyum <---  Zihinsel s Yiikii -0,926 0,000
Igsel Doyum <---  Fiziksel Is Yiikii -0,120 0,070
Digsal Doyum <---  Fiziksel Is Yiikii -0,157 0,015

5. SONUC VE TARTISMA

Ogrencilerin  yetistirilmesine yardimci olan ve
calismalariyla  bilimsel  kaynaklar  olusturan
akademisyenlerin is doyumu 6nemli goériilmektedir.
Ulkelerin beseri kaynagma onemli o6lgiide etkisi
olan akademisyenlerin mesleklerinde yasayacagi
memnuniyetsizlik, toplum i¢in olumsuz sonuglara
neden olabilir. Bu caligmada akademisyenlerin is
doyumu {izerinde yogun is yiikiiniin negatif yonde
etkisinin belirlenmesi amaglanmigtir.  Arastirma
sonucuna gore ig yikiinlin artmasi is doyumunu
azaltmaktadir. Zihinsel is yiikiinlin i doyumunun
icsel ve dissal doyum boyutlar1 iizerinde negatif
yonde etkisinin istatistiksel olarak anlamli oldugu
yeterli olarak kanitlanmistir. Aragtirmada belirlenen
Hi, H> ve Hs hipotezleri kabul edilmistir. Zihinsel is
yiikii arttiginda igsel ve digsal doyumunun azalacagi
anlasilmaktadir. Is yiikii fazla olan calisanlarm is
doyumlarinin diisiik oldugu sonucu literatiirde yer
alan arastirmalarla paralellik gostermektedir (Chou
& Robert, 2008; Kanbur, 2018; Pelenk & Acaray,
2020; Keser, 2006; Toropova vd., 2021; Janib vd.,
2022; Yilmaz vd., 2014; Karsh vd., 2005; Caliskan
& Bekmezci, 2019). Endonezya'daki devlet
iiniversitesi 6gretim gorevlileri lizerine yapilan bir
calismada is tatmininin, kesintiye ugrama ve zaman
baskist gibi is yiki unsurlartyla iligkili oldugu
sonucuna ulasilmigtir (Jermsittiparsert,
Petchchedchoo, Kumsuprom & Panmanee, 2021).

Bu arastirma sonuglarinin literatiirde yer alan bazi
calismalarla paralel olmadigi da goriilmiistiir.
Universite personeli ve dgretim elemanlart iizerine
yapilan bir arastirmada is yiikiiniin i tatmini
iizerinde anlamli bir etkisi olmadifi sonucuna
ulagilmistir. Ancak &gretim elemanlarinin genel
olarak personele gore daha agir is yiikii ve daha
diistik is tatmini oldugu belirtilmistir (Zamanian,
Roshan  Sarvestani, Sedaghati, Ghatmiri &
Kouhnavard, 2016).

Fiziksel i yiikiinin igsel is doyumu boyutu

izerinde etkisi bulunamamistir. H4 hipotezi
reddedilmigtir. Bu sonucun akademisyenlerin is
yiikiiniin fiziksel agirlikli olmamasindan

kaynaklandig1 diisiiniilmektedir. Fiziksel is ylikiiniin
digsal is doyumu boyutu iizerinde negatif yonde
anlamli etkisi istatistiksel olarak tespit edilmistir.
HS5 hipotezi kabul edilmistir. Bu durum bedenen
daha fazla calistigini ve yoruldugunu diisiinen
akademisyenin maddi kaynaklar1 ve ¢alisma
kosullarini igeren digsal doyum unsurlartyla ilgili
beklentisinin  olmasi ve karsilanamamasi ile
agiklanabilir.

Yiiksekogretim kurumunda tesis, is arkadaglar1 ve
calisma ortamu ile iliskiler, iicret, terfi ve adil is
yikii gibi gesitli is doyumu belirleyicileri vardir. Bu
faktorlerden is yiikii, is doyumunun O6nemli bir
yordayicist olarak agiklanmaktadir. Is yiikii artik
sadece Ogretime ayrilan saatler degil, ayn1 zamanda
arastirma ve diger akademik taahhiitler i¢in ayrilan
siireyi de icermektedir. (Porter & Umbach, 2000;
Aggarwal & Medury, 2012; Zhou & Volkwein,
2004). Akademik personelin is yiikleri ve is
doyumu iizerine yapilan bir arastirmada ankete
katilanlar; maaslari, yiikselme sanslart ve iyi is i¢in
aldiklar1 takdir gibi islerinden elde edilen dissal
odiillerden daha az tatmin olurken; esneklik,
sorumluluk miktar1 ve islerinde gesitlilik gibi ic¢sel
yonlerden daha yiiksek diizeyde is doyumuna sahip
oldugu bulunmustur. (Houston, Meyer & Paewai,
2006). Aym sekilde bir bagka arastirmada
akademisyenler maas, is yiikii ve firsatlar gibi digsal
faktorlerden ¢ok entelektiiel zorluk, o6grencilerle
etkilesim, 6zerklik ve esneklik gibi igsel faktorlerle
motive olabildigi belirtilmektedir (Bellamy, Morley
& Watty, 2003).

Literatiirde akademisyenlerin islerini
sevmemelerine neden olan en biiyiik faktoriin,
fazlaca verilen yonetim gorevleri ve diger is yiikleri
gibi dissal faktorlerle ilgili oldugu belirtilmektedir
(Look, 2013). Akademisyenlerin smif i¢i 0gretme
ve Ogrenme gorevleri, arastirma, yayin, hibe,
egitim, denetim, gozetleme, idari gorevler ve sosyal
taahhiitler seklinde bir¢ok is yiikleri vardir (Arora,
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2020). Yiksek 1is yiiki, fakiiltenin iicret ve
kaynaklarla ilgili memnuniyetini azaltmaktadir
(Zhou & Volkwein, 2004). Sonug olarak ig yiiki
nedeniyle, Ogretim iiyeleri islerine olan ilgilerini
kaybetmekte ve akademik caligmalar1 daha az ilgi
cekici bulmaktadirlar (Chong, Falahat & Lee,
2019). Artan ¢aligma saatlerinin, azalan kaynaklarin
ve is taleplerinin akademisyenlerin i¢sel ve dissal
doyumunu azalttigi belirtilmektedir (Mgaiwa,
2021).

Kisiler arasi iligkinin etkisinin i¢sel, digsal ve genel
is doyumu agisindan 6nemli oldugu ve is doyumu
icin en giiglii agiklayict degiskenlerden biri oldugu
(Waskiewicz, 1999); orgiitsel sosyallesmenin is
doyumunu etkiledigi (Wang, Lin & Yang, 2011)
belirtilmektedir.  Lider-iiye  iligkisi  ve s
arkadaglarinin etkilesimi daha iyi oldugunda, is
doyumu diizeyi daha yiiksek olacaktir (Mustapha &
Zakaria 2013). Akademisyenlerin is doyumlarimin
artirilmasina  yonelik olarak  yOnetim, Orgiit
iiyelerinin motivasyon kaynaklarini arastirabilir ve
gelistirilebilir. Ders verme ig yiikii, aragtirma is
yiikii ve caligma saatleri planlamasi organizasyon
iiyelerinin ihtiyaglari bazinda 6zenle yapilabilir
(Durnali & Ayyildiz, 2019). Akademisyenlerin
rektorliik diizeyinde liderleriyle daha sik bir araya
gelmesi  saglanarak motivasyonlar1 artirilabilir.
Sosyal paylagimlarin  saglanmasina  yonelik,
ergonomik tasarimli alanlar olusturularak is
doyumu saglayacak sekilde diizenlenmesi arastirma
kapsaminda onerilebilir. Is tatmini ile is yiikiiniin
iligkili olmamasi sosyo-ekonomik kosullardaki
farkliliktan  kaynaklanabilecegi  belirtilmektedir
(Jermsittiparsert vd., 2021). Akademisyenlerin
sosyo-ckonomik diizeyleri ve bu arastirmanin
degiskenleri arasindaki iligkinin ayrica incelenmesi
Onerilmektedir.

Calisan baglhiligini ve gelecek vaat eden bir
kurumsal performansi artirmanin yolu olarak makul
bir doyum elde etmek icin Ogretim tiyesinin is
yiikiiniin dikkate alinmas1 gerekir. Ulkelerin beseri
sermayesine Onemli Olglide katma degeri olan
akademisyenlerin is yiikii planlamas1 yapilmasi is
doyumunu artirabilir. Universiteler arast
karsilagtirmalar ~ yapilarak is  yiikii  haritas
cikartilabilir. Akademisyenler mesailerini kampiis
alanlarinin diginda ¢aligarak da devam ettirebildigi
icin is yiiklerinin degerlendirilebilecegi bir online
uygulama gelistirilebilir. Bu ¢alismanin sadece bir
iiniversitedeki akademisyenler iizerine yapilmasi
aragtirmanin ~ kisitidir.  Farkli  {iniversitelerdeki
orneklem gruplariyla arastirma tekrar yapilabilir.

ETIiK BEYANATI

Destek Bilgisi: Bu ¢alisma, kamu, ticari veya kar
amact giltmeyen kuruluslar gibi herhangi bir
organizasyondan destek almamuistir.

Cikar Catismasi: Tim yazarlar adina, sorumlu
yazar ¢ikar ¢atigmasi bulunmadigini belirtir.

Etik Onay:: Insan katilimcilari iceren calismalarda
gerceklestirilen tiim prosediirler, kurumsal ve / veya
ulusal aragtirma komitesinin etik standartlarina ve
1964 Helsinki deklarasyonuna ve daha sonraki
degisikliklerine  veya  karsilagtirilabilir  etik
standartlara uygundur. Bu arastirma icin Hasan
Kalyoncu Universitesi Sosyal ve Beseri Bilimler
Etik Kurulu’'ndan 07.11.2022 tarih ve 2022-42
sayili karar numaras1 ile Etik Kurul Onayi
alinmustir.

Bilgilendirilmis Onam Formu: Calismaya katilan
tim bireysel katilimcilardan bilgilendirilmis onam
formu alinmustir.
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1. INTRODUCTION

One of the goals of businesses is to increase
performance in their operational processes.
Especially the economic climate of the last few
years shows that lean, simple, and multinational
businesses focus on both individual and
organizational results. These businesses aimed to be
successful in variables such as job satisfaction and
career, along with performance. In this process, an
environment has been created in which it is
necessary for employees to craft their work in order
to achieve success. In this context, job crafting is
expressed as an individual's crafting their job
according to competencies (Tims, Bakker & Derks,
2012). Job crafting can have many preceding
variables. However, these are the proactive
personalities that include the predictive structure. A
proactive personality is among the important
variables that can keep up with fast and changing
environments (Giiner Kibaroglu & Basim, 2023).
This personality structure aims to think on the basis
of the predictive approach, whatever the
circumstances. This approach enables individuals to
be more creative in their work, increasing both
crafting and self-esteem.

Proactive personality structure increases the
possibility of understanding and predicting the
behaviors of individuals and improving their
abilities. Thanks to this personality structure, it is
seen that people can change their environment and
provide the ability to be predictive in interaction.
This structure has a proficient disposition to act
proactively. This competence is the state of being
able to take personal initiative, responsibility and
being effective in role width (Crant, 2000; Seibert,
Crant & Kraimer, 1999). In this framework, the
proactive personality structure has taken its place in
the field of organizational behavior because it is in
the predictive structure initiated by proactive
behaviors (Bateman & Crant, 1993). There are
different personality structures that affect the
proactive personality formed within the scope of the
employees' being in a structure that is compatible
with the organization and focused on change, where
they can act quickly. One of them is organization-
based self-esteem. Organization-based self-esteem
is expressed as the degree to which an employee
believes in the organization according to their own
values, competence, and perceptions as a member
of the organization (Gardner, Dyne & Pierce, 2004;
Pierce, Gardner, Cummings & Dunham, 1989:
625). In other words, organization-based self-
esteem expresses the competence and perceptions
of the individual on the basis of the needs of the
organization rather than their own self-respect.

Therefore, organization-based self-esteem can play
an effective role between proactive personality and
job crafting. In addition, organization-based self-
esteem is a concept that reflects employees' sense of
belonging to the organization and is an important
factor affecting proactive personality traits. When
individuals feel that they belong to the organization,
they tend to contribute more to the organization.

Moreover, organization-based self-esteem can
increase self-efficacy beliefs and strengthen
leadership abilities. Therefore, organizations’

efforts to develop a sense of belonging to the
organization in employees are important to
encourage proactive behaviors.

The main purpose of this study is to reveal how
effective the proactive personality is on job crafting
and how and in which direction the organization-
based self-esteem affects this effect. Because the
extent to which employees' proactive personality
levels adapt the organization in which they work
and, can affect the level of crafting their jobs. In
this context, the results of the study reveal the effect
of the predictive behaviors of individuals on the
design of jobs and the importance of self-esteem,
which exists on the basis of the organization's
needs, apart from the individual's self-esteem.

2.THEORETICAL
HYPOTHESES

FRAMEWORK AND

2.1. Job Crafting

Job design theory has been an important step in the
emergence of new concepts, arguing that employees
should develop the job for themselves. According to
this theory, employees can craft their own jobs
according to their abilities and competencies. In this
framework, the researchers realized that with the
prominence of individual differences, employees
are an important factor in the design of the job. For
this reason, it has been seen that job crafting can be
explained within the scope of job design theory. Job
crafting is expressed as overcoming challenges,
seeking new resources, and crafting business
demands within available resources (Bruning &
Campion, 2018; Bunocore, Gennaro, Russo &
Salvatore, 2020; Tims et al., 2012). Job crafting
refers to the ability of employees to tailor their jobs
based on job resources and job demands according
to their own preferences and competencies (Leana,
Appelbaum & Shevchuk, 2009). This concept
represents crafting that can change the levels of
contribution that support personal development,
such as reducing the impact of work demands and
work-related costs, and work resources to achieve
work-related goals (Bell & Njoli, 2016; Demerouti,
Soyer, Vakola & Xanthopoulou, 2020; Mikikangas,
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2018; Shin, Hur & Kim, 2018; Petrou &
Xanthopoulou, 2021; Tims et al., 2012; Wong,
Skerlavaj & Cerne, 2016; Wrzesniewski & Dutton,
2001). Although the concept of job crafting is
basically defined as an individual skill, the fact that
the ability to demonstrate this skill is determined by
the culture and structure of the organization is
important. In particular, the internal dynamics and
framework of the organization should also be taken
into account when going beyond the skill of job
crafting. In this framework, this study goes beyond
the individual dimension of job crafting ability and
considers the organizational influences and
constraints in a way to leave more room for future
research.Job crafting is emphasized as the crafting
of the employee on their job. It is also based on the
theory of resource-based behavior. Resource-Based
Theory of behavior is the ability to positively
develop the capacity and potential of the employee
with the orientation to internal factors. Therefore,
job crafting is the formatting of resources and
demands in the job in the most appropriate way to
increase performance (Bakker, Demerouti &
Verbeke, 2004; Boyd et al., 2010; Cetin, 2019; Lee
& Eissenstat, 2018; Vegchel, Jonge & Landsbergis,
2005). In addition, job crafting can also be
explained by Self-Regulation Theory. Within the
scope of this theory, it is pointed out that job
crafting can improve the jobs of self-controlled
individuals (Gardner et al., 2004). Self-Regulation
Theory, drawing wupon control theory, offers
valuable insights into understanding human
behavior. According to this theory, individuals are
expected to engage in self-regulation processes to
effectively manage and control their work. They are
encouraged to renew their self-control resources
and employ creative strategies tailored to their
specific work context (De Stobbeleir, Ashford &
Buyens, 2011; Kiihnel, Bledow & Feuerhahn,
2016). Recent research has linked this theory to
various factors including career development, job
choices, personality traits, and self-identity
(Johnson, Lanaj & Barnes, 2014; Nicholson & De
Waal-Andrews, 2005). However, this study argues
that Self-Regulation Theory forms the theoretical
foundation for the concept of job crafting, with a
particular focus on innovation and creativity
(Wallace & Chein, 2006).

Job crafting involves behaviors that aim to enhance
the work experience by increasing job resources,
reducing hindering job demands, and seeking out
challenging job demands (Bruning & Campion,
2019; Costantini, Demerouti, Ceschi & Sartori,
2019; Demerouti, Bakker & Halbesleben, 2015;
Tims, Bakker & Derks, 2014; Wingerden, Derks &
Bakker, 2017). In this framework, the four sub-
dimensions of job crafting based on job resources
and job demands can have many antecedent

variables. One of the antecedents, which is
considered important for them, is the proactive
personality.

2.2.The Concept of Proactive Personality

The personality structure of individuals is seen as a
modeled  system  structure  within  human
functioning. In this system, there are many
characteristics of the personality as cognitive,
emotional and behavioral. One of them, which is
based on the predictive approach, is the proactive
personality. A proactive personality is expressed as
an initiative that includes long-term focus, goal-
directed behavior, and self-starting behavior
consistent with organizational goals (Pervin, 1996;
Ohly, Sonnentag & Franziska, 2006; Thompson,
2005). The proactive personality, which can have a
positive disposition towards change, is an effective
personality structure for businesses and employees
in multicultural contexts (Berg, Wrzesniewski &
Dutton, 2010; Li, Jin & Chen, 2020; Petrou &
Xanthopoulou, 2021). For this reason, this
personality type can show a determined structure in
influencing environmental change.

Often, the terms proactive and passive to describe
the general behavior of individuals. The term
proactive is meant for people who identify
opportunities and act accordingly. The term is used
for people who can show initiative, act quickly, and
persist until meaningful change occurs. In this
context, being proactive is being able to identify
opportunities in a predictive process and act in line
with initiative. This being proactive is the state of
being extroverted and dynamic. The passive term is
structures that cannot anticipate opportunities.
These structures are passive and unresponsive.
These structures can also be described as reactive.
The basic philosophy in this personality structure is
to accept the existing conditions without
questioning instead of changing them. Reactive
structure, which is expressed as the opposite of
proactive  personality, is a creative and
unpredictable structure. In this context, a proactive
personality can increase efficiency and productivity
through foresight and accurate and fast decision-
making (Crant, 2000; Li et al, 2020; NG &
Feldman, 2013; Seibert et al., 1999). Therefore, the
proactive personality is more inclined towards
change in the same direction and with a clear
orientation. In this context, this tendency can
contribute to the prediction of proactive behavior of
individuals. In this case, the proactive personality
focused on the future and change has high
competence in crafting and choosing the
environments. This personality structure can direct
them to develop business demands by producing
and applying new ideas. The personality structure in
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question has the ability to use its conditions at the
optimum level. In this context, the proactive
personality has a structure that can tend to change
the scope of their own work and/or act creatively. In
this way, employees can craft the jobs in the
organization (Berg et al., 2010; Li et al., 2020;
Parker, Williams & Turner, 2006; Zeijen, Peeters &
Hakanen, 2018). Therefore, a proactive personality
can have an impact on job crafting. In this
framework, the first hypothesis of the study was
formed:

H;: Proactive personality has an impact on job
crafting.

The proactive personality focuses on seeking
opportunities within communities. However, this
personality structure is seen as a motivation-
oriented individual difference variable (Bertolino,
Truxillo & Franco, 2011). In this context, one of the

factors affecting the personality structure in
question is organization-based self-esteem.
2.3.  Organization-Based  Self-Esteem as

Mediator and Moderator Variable

Individuals need self-esteem to the extent that they
can meet the needs of the organization they are in,
along with their own self-respect. From this
perspective, organization-based self-esteem, which
differs from individual self-respect, expresses the
employees' own competencies and thoughts in line
with the needs of the organization (Gardner et al.,
2004). Self-Regulation Theory provides a clearer
understanding of this distinction. This theory
focuses on employees' self-regulation within the
context of organizational needs. It explores how
employees' attitudes and behaviors toward their
work are influenced by their own sense of self. The
theory emphasizes the importance of maintaining
self-control and aligning one's behavior with
personal goals (Carver & Scheier, 1982; Kanfer &

H;
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Karoly, 1972). In relation to job crafting,
individuals with high organizational-based self-
esteem are more likely to positively contribute to
the organization and invest in their work. On the
other hand, individuals with low self-esteem tend to
display more reactive attitudes and behaviors
(Gardner & Pierce, 1998; Pierce, Gardner, Dunham
& Cummings, 2017). As a result, self-esteem plays
a crucial role in crafting emotional and behavioral
responses (Zhang, Kang, Jiang & Niu, 2022). In
such circumstances, it is thought that organization-
based self-esteem may have a mediating effect on
the effect of a proactive personality on job crafting.
Considering this information, the second hypothesis
of the study was formed as follows:

H: Organization-based self-esteem has a mediating
role in the effect of proactive personality on job
crafting.

Organization-based self-esteem fosters a sense of
trust and confidence in the organization, making it
relevant to the concept of Behavioral Plasticity
Theory. This theory examines how external factors
influence an individual's attitudes and behaviors. It
seeks to understand the extent to which individuals'
cognitive, affective, and behavioral indicators, such
as job satisfaction, organizational commitment, job
identification, and turnover intention, are influenced
by their alignment with the organization. In this
context, organization-based self-esteem plays a
significant role in crafting individuals' perceptions
and responses within the organization, as it
contributes to their overall sense of harmony and
connection with the organizational environment.
Therefore, organization-based self-esteem appears
to be associated with proactive personality and job
crafting (Brockner, 1988; Gardner et al., 2004;
Pierce et al., 1989; Saks & Ashforth, 2000). In this
relationship, organization-based self-esteem may
have predictive power between proactive
personality and job crafting (Liao, 2013). In this

Proactive
Personality

Organization-
based Self-

Job Crafting

Hi

v

Figure 1: Research Model
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context, while the job crafting of individuals with
low proactive personalities is expected to decrease,
the direction and strength of the effect may change
with the organization-based self-esteem taking a
moderator role between these two variables. Based
on this information, the H3 hypothesis of the study
was formed:

H;:  Organization-based  self-esteem  has a
moderating role in the effect of proactive
personality on job crafting.

The hypotheses created in light of the literature
review are shown in the model of the research (see
Figure 1).

3. RESEARCH METHODOLOGY
3.1. Sample

A quantitative research method was used in this
study, and the convenience sampling method was
selected. Research data were obtained from two
different sources in two different time periods. The
first practice covers the dates of June 2021-
September 2021. In the first phase of the study, a
total of 655 participants were reached. These data
were collected from the doctoral thesis stage, in
which the study was first conducted (Giiner
Kibaroglu, 2022; Giiner Kibaroglu & Basim, 2023).
The second practice was implemented between
December 2021 and March 2022. In this context, a
total of 412 people were reached in the second
phase. In order to collect data in both practices, the
questionnaire method, face-to-face and online, and
the participants were reached with the convenience
sampling method.

The universe of the research was determined as
active workers. As an individual ability and skill,
job crafting is an important quality that can be
assessed independently of the context. Job crafting
is based on how an individual organizes tasks, plans
workflow, and manages resources. This skill is
closely related to an individual's original thinking,
problem-solving ability, and ability to optimize
work processes. It is possible to argue that job
crafting, which refers to the ability to organize work
in line with an individual's skills and experience,
regardless of the context, is valid and valuable in
different sectors and organizations. For example,
the effect of job crafting can be seen in different
contexts such as an engineer's job crafting in
technical projects, a manager's organizing
teamwork or a sales specialist's managing customer
relations. Thus, beyond the ability to independently
demonstrate these core skills at the individual level,
the sample selection in this study shows that job

crafting is a valuable and valid skill in a wide range
of possible organizations and work domains. In this
framework, the universe is infinite. Ozdamar (2003)
emphasized that if the universe is infinite, the
number of samples will be sufficient when the
sample is equal to and/or larger than 384.
Therefore, the sample size of the study is sufficient.

The sample of the study consists of working
participants in private and public companies. A total
of 1067 data are obtained within the scope of the
study. The first practice participants 57% are female
and 43% male. 5.3% of these participants are
primary/secondary school graduates, 17.7% are
high school graduates, 11.4% are associate degree
graduates, 50.5% are undergraduate and 15.1% are
postgraduate graduates. Moreover, 51% are private,
and 49% work in the public sector. The second
practice participants 52.1% are female and 47.9%
male. 6.1% of these participants are
primary/secondary school graduates, 22.3% are
high school graduates, 11.9% are associate degree
graduates, 43.5% are undergraduate and 16.2% are
postgraduate graduates, 56% of them are private
and 44% are working in the public sector.

The analyzes of the data collected within the scope
of the study were carried out in Smart PLS and
SPSS programs. In this context, validity and
reliability analyzes of the scales, effect coefficients,
predictive power of the variables, and mediator and
moderator effect analyzes were made in the Smart
PLS program. In addition, the frequency analysis
and relations (correlation) of the data used in the
study were examined in the SPSS package program.

3.2. Measurement Instruments

Job Crafting Scale: The job crafting scale was used
to measure the level of employees crafting their
jobs by Tims et al. (2012) were developed and
translated into Turkish by Cetin, Giiner Kibaroglu,
and Basim (2021). The scale, which consists of 4
factors and 21 items, is evaluated in a 5-point Likert
format. The scale adapted to Turkish was found to
be, the average variance explained (AVE) values
were 0.542, the combined reliability (CR) values
were 0.857 and Cronbach's Alpha was 0.863, and
validity results were ¥2/df=2.852, RMSEA = 0.055,
CFI=0.925, TLI= 0.913.

Proactive Personality Scale: In this study, Seibert
et al. (1999) were developed and translated into
Turkish by Giiner Kibaroglu (2022) was used. The
single-factor and 10-item scale is evaluated in a 5-
point Likert format. The scale adapted to Turkish
was found to be explained (AVE) values were
0.500, the combined reliability (CR) values were
0.860 and Cronbach's Alpha was 0.900, and validity
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results were y2/df =3.006, RMSEA=.068, CFI=
977, TLI=.954.

Organization-Based Self-Esteem Scale: Pierce et al.
(1989) were developed and translated into Turkish
by Giiner Kibaroglu (2022), and the organization-
based self-esteem scale was used. The scale in
question consists of a single factor and 10 items,
and a 5-point Likert scale was applied for the scale.
The scale adapted to Turkish was found to be AVE
values were 0.550, CR values were 0.900,
Cronbach's Alpha value was 0.902, and validity
results were y2/df =2.855, RMSEA=0.053, CFI=
0.989, TLI=0.977.

4. RESULTS

For the validity and reliability analyzes of the scales
used in the study, both practices were tested using
the Smart PLS program. In all the processes of the
tests, it was claimed by Fornell & Larcker (1981);
A Cronbach's Alpha (CA) value of 70% and/or
higher, factor loadings of each item equal to or
higher than 40%, the average variance extracted

residual value less than 0.08 (SRMR<0.08), exact
model fit (d_ULS and, d_G) correlation coefficients
of the model and experimental correlation
coefficients being insignificant (p>0.05), normed fit
index more than or equal to 90% (NFI=0.90) was
examined (Hair, Hult, Ringle & Sarstedt, 2017;
Ringle, Wende & Becker, 2015).

Analyzes were made using the Smart PLS program
as the first and second practices. Table 1 shows the
scales in the first practice without deleting the item
and the values after the item is removed. In this
context, it was seen that Cronbach's Alpha values,
factor loads, composite reliability, data A reliability
coefficient, and variance inflation factor of the
scales were acceptable. However, it was observed
that the average variance extracted (AVE) was
below 50% for the items of increasing the
challenging job demands, which are the
infrastructure of the proactive personality and job
crafting scale, and the model good fit values
(SRMR and NFI) were below the acceptable values.
In this context, item “PP3” was removed from the
proactive personality scale, and item “ICJR2” was
removed without increasing the challenging job
demands.

Table 1: First Practice Measurement Model Results

Variables N=655
Factor CA CR AVE rho_ A SRMR d-ULS d_G NFI
Loadings
JC ISJR .551-717 807 817 575 1.108- .824 .069 411 259 903
2.465 (p>0.05) (p>0.05)
DHJD .492-614 710 707 .527 1.068- 710
1.734
ISOJR  .519-.627 738 731 553 1.650- 734
2.489
ICJD  .603-772 722 782 494 1.112- 788
1.968
ICJD .647-.891 773 786 510 1.232- 793
2.001
PP PP 374- 814 870 .865 483  1.319-
3.014
IRPP .589-795 876 .868 .504 1.373- 871
2612
OBSE .610-806 903 901 578  1.146- 905
2.455

N= Sample, JC: Job Crafting, PP: Proactive Personality, OBSE: Organization-based Self-esteem, ISIR: Increasing structural job resources,

DHJD: Decreasing Hindering Job Demands, ISOJR: Increasing social job resources, ICJD: Increasing challenging job demands, IR: Items

removed, CA: Cronbach's Alpha, CR:Composite Reliability, AVE: average variance extracted, VIF: Variance Inflation Factor, rho_A: Data
Consistency Coefficient, SRMR: Standardized root mean square residual,, d-ULS ve, d-G: Exact Model Fit, NF: Normed Fit Index.

(AVE) equal to or higher than 50% (AVE =0.50) ),
the composite reliability (CR) value is equal to or
higher than 70% (CR =0.70), the variance inflation
factor is less than 5 (VIF<5), the data A reliability
coefficient is more than or equal to 70%
(rho_A=0.70), Standardized root mean square

As can be seen in Table 1, it was seen that the
values obtained as a result of removing one item
from the scales from the proactive personality scale
and increasing the challenging job demands from
the scales provided the model's goodness-of-fit
values. In other words, it is seen that internal
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consistency, discriminant validity, and goodness of
model fit values are at acceptable levels for each
scale. In the second practice, the values of the scales
without deleting the item and after removing the
item for the proactive personality scale are shown in
Table 2. In this context, it was observed that the
average variance extracted (AVE) was not at an
acceptable level as in the first practice. In this
context, it was observed that the AVE value
increased to an acceptable level when the items
“PP3”, and “PP5” from the proactive personality
scale and “I2” items were removed from the scale
without increasing social work resources. In the
second practice, it was not necessary to remove
items from other scales, except for increasing
proactive personality and social work resources.
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According to this analysis, it was observed that the
square root of the AVE values met the condition of
being greater than the correlation values between
the factors. According to these values, it was
observed that the variables were well differentiated
within themselves, with the square root of AVE
being greater than the correlation values in the
relations between the variables. In addition, when
the relationship values between the factors are
examined, it shows that there is a significant and
similar relationship between the variables in both
practices.

For the analysis of the hypotheses created within
the scope of the study, the coefficients of
determination (R?) were examined. In addition to
these, the effect size (F?) and predictive relevance

Table 2: Second Practice Measurement Model Results

Variables N=412
Factor CA CR AVE VIF rho_A SRMR d-ULS d_G NFI
Loadings
JC ISJR .726-.813  .859 .858 601  1.553- .869 .075 .389 1172 .969
2.031 (p>0.05 (p>0.05
DHID 476-.632 710 706 507 1493- 712
2476
ISOJR .567-782 787 731 473 1.349- 714
2.134
IR .625-790 712 783 .507 1.349- 790
ISOJR 2.134
ICJD .567- T73 783 551 1.316- .786
748 2.095
PP PP A407- .861 867 492 1.174- 859
613 2.036
IR PP 511-.752 860 867 .509 1.174-  .859
2.036
OBSE .593- .891  .889 573 1.373- 894
7984 2.503

In addition to these analyzes, the cross-load values
for the first and second practices were examined in
order to reveal the discriminant validity values of
the scales. It was observed that there were no
overlapping items in the cross-loading ranges of the
scales in question (Fornell & Larcker, 1981; Hair,
Black, Babin, Anderson & Tatham, 2006; Hair,
Hult, Ringle & Sarstedt, 2017; Henseler, Ringle &
Sarstedt, 2015).

In order to test the hypotheses created within the
scope of the study, first of all, the correlation
between the variables and the criterion validity of
the divergence was examined (see Table 3).

As seen in Table 3, the discriminant validity
between factors was analyzed by comparing the
square root of the AVE of each factor for the
correlations between the factors of the first and
second practices (Fornell & Larcker, 1981).

(Q?) values were analyzed (Hair et al., 2017). The
values obtained as a result of this analysis are
shown in Table 4.

Looking at the R? values obtained from the first
practice (N=655) in the study model, it is seen that
PP explains ISJR by 74%, DHJD by 32%, ISOJR
by 34%, ICID by 61% and OBSE by 39%. When
the R2 values obtained from the second practice of
the study (N=412) are examined, it is seen that PK
explains ISJR by 62%, DHID by 31%, ISOJR by
21%, ICID by 49%, and OBSE by 39%. It is weak
if the effect size value (F?) is equal to or above
0.020; More than or equal to 0.050 is moderate; A
value equal to or above 0.350 indicates a high
correlation (Chen, 2007; Hair et al., 2017; Ringle et
al., 2015). Considering the first practice results of
the study, it was seen that PP had a high effect size
on ISJR, weak on DHJD, medium on ISOJR, and
high on ICJD and OBSE. Looking at the results of
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Table 3: Correlations Between Variables, Dissociation and Criterion Validity

Variables 1) 2) 3 4) (5) ©6)

N=655 Job Crafting ISJR (.775) 340%* 326%*  528**  649%*  (29**

DHJD (.712) .335%%  330%% 354k 30RE*

ISOJR (.687)  .572%%  420%*%  259%*

ICJD (.742)  .383%%  619%*

Proactive Personality (.709) 465%*

Organization-based (.760)
Self-esteem

N=412 Job Crafting ISJR (.758) 652%% O55%% 6 74%%  528%%  G54%*

DHID (.725) 691*%  569*FF  427%*  536%*

ISOJR (.743)  561%%  408**%  523%*

ICJD (.714)  .622%%  T19%*

Proactive Personality (.713) .680**

Organization-based Self- (.756)

esteem

*ip< 0.01, Values written in parentheses indicate the value of NAVE.

the second practice of the study, it was observed
that PP had a medium effect size on ISJR, medium
on DHJD, medium on ISOJR, and high on ICJD
and OBSE. In addition, the predictive relevancies
were examined in the study (Q?). In this context, in
the first practice of the study, it was observed that
all variables had predictive power, while in the
second practice, it was observed that other
variables, except proactive personality, had
predictive power (Hair et al., 2017).

In order to investigate the mediation effect within
the scope of the study, firstly, the OBSE variable
was removed from the model and analyzed. Then,
the removed OBSE variable was added to the model
and analyzed again (Table 5).

As seen in Table 5, in the first practice of the study,
PP was compared to DHJD ($=0.503; p<0.05); to
ISOJR (B=0.586; p<0.01); It was observed that it
had an effect on ISJR (=0.779; p<0.01 and ICJD
(B=0.784; p<0.01). In the second practice results of
the study PP had an effect on DHJD ($=0.483;
p<0.01). 0.05), on ISOJR (p=0.468; p<0.01), on
ISJR (B=0.696; p<0.01 and on ICJD (B=0.696;
p<0.01). This finding of the study shows that
hypothesis number 1 is supported.

The OBSE variable, which was removed from the
model for the 2nd hypothesis of the study, was
added to the model again as a mediating effect. In
this context, the method developed by Zhao, Lynch
& Chen (2010) were taken into consideration as a

Table 4: Research Model Coefficients

Variables R? F? Q?
ISJR  DHJD I0SJR ICJD PP OBSE
N=655 Job ISJR 745 324
Crafting DHJD 322, .095
ISOJR 341 104
ICJD .613 225
Proactive Personality 540 .072 310 .926 650 162
Organization-based 394 550  .006 011 .0210
Self-esteem
N=412 Job ISJR .620 341
Crafting DHJD 310 091
ISOJR 216 .089
ICJD 491 183
Proactive Personality 245 .160 152 435 .645
Organization-Based 392, 371 121 .024 111 A5F

Self-esteem
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Table 5: Research Model Effect Coefficients

N Model

B Se T p Di Ti

655 OBSE-> DHID
OBSE-> ISOJR
OBSE-> ISIR
OBSE-> ICJD
PP-> DHID
PP-> ISOIR
PP-> ISIR
PP-> ICID
PP-> OBSE> ISOIR
PP-> OBSE-> ISIR
PP-> OBSE-> DHID
PP-> OBSE-> ICID
412 PP-> OBSE
OBSE-> DHJD
OBSE-> ISOJR
OBSE-> ISIR
OBSE-> ICID
PP-> DHID
PP-> ISOIR
PP-> ISJR
PP-> ICID
PP-> OBSE-> ISOJR
PP-> OBSE-> ISIR
PP-> OBSE-> DHJD
PP-> OBSE-> ICID

342 063 5452 .000
306 .060 2.082 .035

478 050 9.679 .000
219 .057 1.365 .016

503 .047 10.643  .000 500
586 .037 15.716  .000 584
J79 .029  27.095  .000 778
784 .030  25.973  .000 783

303 .038  5.080 .036  .203
301 033 9.132 .000 .302
216 .043  5.048 .000 .216
112 .036  1.364 016 .213
.629  .037 16.866 .000
356 .063 5.634 .000
135 .061 1.544 .086
477 .049  9.896 .000
140 .061 2.349 .019

483 048 10.053 .000 483
468 .042 10996 .000 464
696 .033 21.115 .000 .693
696 .038 18.111 .000 .692

122 .039  1.541 089 321
300 .034  8.880 .000 .301
224 043 5.159 .000 .222
087 .037 2412 .016 .389

Se: Standard error; Di: Indirect Impact; Ti: Total Impact

mediating effect method in this study, and the VAF
value was calculated for each mediating effect:

V AF655= 0.203/ (0.203+0.500); 0.302/
(0.302+0.584); 0.216/ (0.216+0.778);  0.213/
(0.213+0.783)

=0.288; =0.340; =0.217, =0.213
=%?28.,8; = %34, =%21,7; =%21,3
VAF,6s5 = Partial Mediation

VAFu = 0321/ (0.321+0.483);  0.301/
(0.301+0.464); 0.222/ (0.222+0.693);  0.389/
(0.389+0.692)

=0.399; =0.393; =0.242; =0.359
=%?39,9; =%?39,3; =%24,2; = %359

VAF 412 = Partial Mediation

VAF = (Indirect Impact) / (Indirect Impact + Total
Impact) (VAF>80% Full Mediation;
20%<VAF <80% Partial Mediation<20% No
Mediation Impact).

Considering the above VAF values, the results of
the first and second practices show that

organization-based
mediator role.

self-esteem plays a partial

For the analysis of the H; hypothesis created within
the scope of the study, the moderator effect between
the variables was examined. In other words, the
moderating effect of organization-based self-esteem
on the effect of proactive personality on job crafting
was analyzed. During the analysis of the moderator
effect, interaction terms (Moderator Organization-
based Self-Esteem) were added to the model in both
practices. The findings obtained as a result of the
analysis are shown in.

As can be seen in Table 6, in line with the effects of
the moderator variable, the organizational-based
self-esteem variable; It was determined that the
moderator role was significant (p<0.01) in the
relationship between the proactive personality
variable and the job crafting variable.

The findings obtained as a result of all analyzes of
the study are shown in Figure 2.
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Table 6: Moderator Impact Results

Sample Model (0] ] Se T P

N=655 Moderator: Organization-based Self-esteem-> .085 .087 033 2602 .011
Decreasing Hindering Job Demand
Moderator: Organization-based Self-esteem -> -.100 -.100 026 3.982 .000
Increasing structural job resources
Moderator: Organization-based Self-esteem -> 013 014 .028 0424 .049
Increasing social job resources
Moderator: Organization-based Self-esteem -> -010 .008 .027 0361 .025
Increasing challenging job demands

N=412 Moderator: Organization-based Self-esteem-> =123 -123 .028 4.456 .000
Increasing structural job resources
Moderator: Organization-based Self-esteem -> 083 086 .031 2.650 .008
Decreasing Hindering Job Demand
Moderator: Organization-based Self-esteem -> -004 -.002 .032 0.110 .012
Increasing social job resources
Moderator: Organization-based Self-esteem -> -014 -.013 .032 0446 .046

Increasing challenging job demands

Organizatior
based Self-

R00sT @
0.000

Y Moderation:
Increasing OBSE
Structural Job
Sicdo Resources
@ s @

0.000

Moderation:
OBSE
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Figure 2: Analysis Results of the Research (Smart PLS)
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5. DISCUSSION AND CONCLUSION
5.1. Key Findings

This study was conducted to reveal the job crafting
effect of proactive personality on the basis of a
predictive perspective and the role of organization-
based self-esteem in this effect. In this context, the
study was carried out in two different time periods.
According to the findings of the study, proactive
personality affects job crafting in the same
direction. In other words, the fact that the individual
is in a predictive structure has shown that the
individual can craft their own work more according
to their own abilities and competencies. To put it
more clearly, proactive personality has the same
effect on job crafting. That is, as an individual's
proactive personality rises, job crafting increases in
the same direction. This finding is supported in
parallel by the literature (Demerouti & Peeters,
2018; Kickul & Gundry, 2002; Li et al., 2020;
Parker & Sprigg, 1999; Plomp, Tims, Khapova,
Jansen & Bakker, 2016; Zhang, Lu & Li, 2018).

In addition, the findings of the study revealed that
organization-based self-esteem can play a role both
as a partial mediator and as a moderator variable in
the effect of proactive personality on job crafting. In
other words, organizational-based self-esteem has a
partial mediating effect on the effect of proactive
personality on job crafting. No study has been
found that directly supports this result of the study
by the article. However, Chan, Huang, Snape &
Lam (2012) indirectly argue that organizational-
based self-esteem has a mediating effect between
job crafting and personality structures. In addition,
Giiner Kibaroglu (2022) revealed the mediating
effect of organization-based self-esteem on the
effect of organizational culture on job crafting in
the context of firmness and flexibility. Moreover,
the aforementioned study indirectly supports the
findings of this study. Also, organization-based
self-esteem has the power to predict between
proactive personality and job crafting. Again, no
study has been found in the literature that directly
supports this finding of the study. However, Zhang
et al. (2022) showed that high organization-based
self-esteem in individuals is effective in crafting
and making things better, even if the personality
structure is weak. This finding of the study can fill
the gap in the literature. More precisely, when
organization-based self-esteem is added between
proactive personality and job crafting, the effect
between these two variables may increase and the
direction of the effect may change. In other words,
organization-based self-esteem can be both a
moderating and a mediating factor between
proactive personality and job crafting.

5.2. Practical Implications

The findings of the study both provide suggestions
for future studies for academicians and also contain
information as a recommendation for practitioners.
It is recommended that this study, which was
carried out by the longitudinal and quantitative
methods of academicians, should be repeated in line
with the qualitative method in future studies. As for
practitioners, the effect of proactive state such as
self-development, being in a constructive change,
coping with negativities, always looking for the
better, identifying opportunities in advance, on job
crafting should not be ignored. In addition, it should
be taken into account that the individual's high
organizational-based self-esteem will have a
positive effect on this process. These results can
evaluate that, especially by the human resources
units, the proactiveness of the people and the high
organizational-based self-esteem will craft the jobs
better. This process points to a proactive personality
and high organization-based self-esteem structure
from the individual to the highest unit of the entire
organization. In addition, it should not be
overlooked that today's employees will play an
active role in determining a sustainable change and
future as one of the important building blocks of a
proactive personality, especially in the foresight and
self-improving  personality structure of the
employees.

5.3. Limitations and Future Research Directions

All the results obtained in the study should be taken
into account during the general practice phase due
to the limited data collected. In addition, the
association of some error variances and the fact that
some linearity values were close to acceptable
limits should be considered in the evaluation of the
results.
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1. GIRIS

Kisinin olumsuz sonuglara direnme veya yiiksek
diizeyde olumsuz durumlardan sonra dayaniklilik
gosterme konusundaki dikkate deger yetenekleri,
onemli bir ¢alisma alani haline gelmistir (Denckla
vd., 2020). Ozellikle is ortanunda karsilasilan
giiclikler (belirsizlikler, isin zorlugu, c¢alisma
arkadast desteginin olmayist vb.), engeller ve
gerginlikler ¢alisanlarin psikolojik olarak olumsuz
etkilenmeleri ile sonuglanmaktadir. Olumsuz olarak
yasanan bu siiregler calisanin duygusal olarak
tilkenmesine ve duyarsizlagmasina neden
olmaktadir (Green, Walkey & Taylor, 1991). Ayni
zamanda tlikenmislik kisinin biligsel-duygusal ve
cevresel sistemini olusturan dengenin dis etkenler
tarafindan bozulmasima yol agmaktadir (Lazarus &
Folkman, 1984; Demerouti, Bakker, Nachreiner &
Schaufeli, 2001). Olumsuz durumlarda ortaya ¢ikan
bu dis etkenlerin, Ornegin belirli bir zamanda
performans kapasitelerine bagli olarak c¢alisanin
mevcut bas etme yeteneklerinin kapasitesini,
biligsel ve c¢evresel sistemin dengesini veya bir
esenlik durumunu (iyi olusu) olumlu ya da olumsuz
etkilemesi beklenmektedir (Demerouti vd., 2001).

Calisanlarin  olumsuz durumlarla basa c¢ikma
miicadelesinde daha iyi performans gostermesi ve
zorluklar sonucunda eski haline donebilmesine
iliskin algilar1 psikolojik dayamiklilik kavraminin
roliinii ortaya cikarmaktadir. Onceki calismalar,
psikolojik dayamikliligin 6znel iyi olus iizerinde
onemli bir etkiye sahip olabilecegini gdstermektedir
(Doyle vd., 2015, Liu vd., 2013, Satict 2016).
Psikolojik dayaniklilik ve 6znel iyi olus arasindaki
iligki literatiirde is talepleri-kaynaklar1 modeli
kapsaminda incelenmektedir (Demerouti vd., 2001).
Modelde is talepleri, isin siirekli fiziksel veya
zihinsel caba gerektiren ve bu nedenle belirli
fizyolojik ve psikolojik maliyetlerle (6rn. bitkinlik)
iligkilendirilen ise ait fiziksel, sosyal ya da orgiitsel
yonleri agiklamaktadir. Is kaynaklarinin korunmast
ise bu etkileri azaltan ve ¢alisanin basarili sonuglar
elde etmesini saglayan olanaklar1 ve kazanimlari
belirtmektedir (Hobfoll, 1989; Demerouti vd.,
2001). Ayrica calisanin benligine duydugu sayginin
boyutu yasanan olumsuzluklarin  iistesinden
gelmesinde etkili olabilmektedir. Coziilen her sorun
veya olumsuz durumun, c¢alisanin refahim
artirabilecegi ve dolayisiyla 6znel iyi olma haline
olumlu katki yapabilecegi beklenmektedir. Bu
cergevede arastirmada psikolojik dayamiklilik ile
Oznel iyi olus arasindaki iligki ve bu siirecte benlik
saygisinin  rolii is talepleri-kaynaklar1 modeli
kapsaminda tartigilarak literatiire katki saglanmasi
amaglanmistir.

2. KAVRAMSAL
HiPOTEZLER

CERCEVE VE

2.1. Psikolojik Dayamkhihik

Dayaniklilik  kelimesi (resilience), Latince bir
kelime olan resilire fiilinden gelmekte (Fletcher &
Sarkar, 2013) ve Oxford sozliigiinde sok, yaralanma
vb. hos olmayan bir olaydan sonra kisilerin veya

nesnelerin  hizla iyilesme  yetenegi  olarak
tanimlanmaktadir. Ulusal literatiirde resilience
kelimesinin Tiirkce karsiligi olarak saglamlik

(Dogan, 2015; Akfirat & Ozsoy, 2021) ve
dayaniklilik (Basim & Cetin, 2011; Akdogan &
Yal¢gm, 2018) kelimesinin sik¢a kullanildig:
goriilmektedir. Saglamlik daha ¢ok nesneler icin
zarar gormemis veya bozulmamis anlamlarinda
kullanilmaktadir (TDK, 2023). Kisinin duygusal
olarak yasadigi durumlarin sonucunda olumsuz
etkilerin siirmesi, kisinin benliginden bu duygular1
atamamasi ve olusturdugu ruhsal tahribat
neticesinde eski tam haline veya saglamlik haline
donememe durumu vardir. Ayrica dayaniklilik ile
arasgtirilan ve yasanan bilylik captaki olumsuz
durumlarda kullanilan kisinin “dayanma” giiclinii
zorlayan ya da asan durum olarak nitelendirilen
travma kavramina bakildiginda, “kisinin gerektigi
gibi bir tepki gosteremedigi, lizerinde durdugu
halde ¢6ziime kavusturamadigi, dolayistyla bilincin
disma ittigi yasanti ve sarsintr” (Vikipedi. 2023)
olarak tanimlandigi goriilmektedir. Bu g¢ercevede
kisinin olumsuzluklara kars1 direnmesi, yikilmamasi
ve metanet i¢inde durmasinin dayaniklilikla ifade
edilmesi daha yerinde bir kullanim olacaktir.

Dayaniklilik ile ilgili ilk c¢aligmalar, bireylerin
zorluklardan kurtulmalarinda etkili olan faktorlere
ya da oOzelliklere odaklanmigtir. Tusaie ve Dyer
(2004) tarafindan bu faktorler icsel ve gevresel
olarak ikiye ayrilmaktadir. Tanmimlanan igsel
faktorler, biligsel faktorleri ve belirli yetkinlikleri
icermektedir. Biligsel faktorler arasinda iyimserlik,
zekd, vyaraticilik, mizah ve varolugsal anlam
saglayan bir inang sistemi, tutarli bir yasam anlatisi
ve kiginin benzersizliginin takdir edilmesi yer
almaktadir.  Dayamikliliga  katkida  bulunan
yetkinlikler, ¢ok g¢esitli basa ¢ikma stratejileri,
egitim yetenekleri, sosyal becerileri ve ortalama
seviyenin iizerinde hafizay1 icermektedir
Dayaniklilig1 etkileyen cevresel faktorler, algilanan
sosyal destegi ya da baglilik duygusunu ve yasam
olaylarmi igermektedir (Tusaie & Dyer, 2004).

Psikolojik dayaniklilik kisinin belirsizlik, engel,
zorluk ve birgok olumsuz durumla kargilastiginda,
bunlarin istesinden gelme ve basarili olma
yetenegi/kapasitesi  olarak ifade edilmektedir
(Luthans, Avey, Avolio, Norman & Combs, 2006;
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Lee & Cranford, 2008). Psikolojik dayaniklilik
tehdit, trajedi, travma, ileri seviyede saglik
problemleri, ailesel ve iliskisel sikintilar, isyeri ve
parasal sorunlar vb. Onemli stres kaynaklarina
(Tusaie & Dyer, 2004) ve yasamin zorluklarina
karg1 basari ya da uyum saglama siireci (Hunter,
2001), olarak tanimlanmaktadir.

Orgiitsel davranis alaninda psikolojik dayaniklilik
kisinin olumsuzluktan, g¢atigmadan, belirsizlikten,
basarisizliktan, gelismeden ve artan sorumluluktan
dolay1 sendelemesi ve tekrar kendini toparlamak
icin gerek duydugu kisisel pozitif psikolojik
kapasite olarak goriilmektedir (Luthans, 2002).
Psikolojik dayamiklilik kisinin c¢alisma ortaminda
onemli Olglide yasamis oldugu strese veya sikintiya
ragmen kendini toparlamasini, basarilt bir sekilde
basa c¢ikmasini saglayan yeteneklerini ve stirekli
devam eden bir adaptasyon siirecini ifade
etmektedir (Tusaie & Dyer, 2004). Bu kapsamda
psikolojik dayamiklilik esneklik, direng, strese
uyum, strese ragmen normal g¢alisma yetenegi ve
onceki mevcut kapasitesine geri donmeyi ifade
etmektedir.

2.2. Oznel iyi Olus

Oznel iyi olus kavram, optimal psikolojik isleyis ve
deneyim anlamina gelmektedir. Bu, yalnizca giinliik
kisileraras1 sorgulamalarin (6rn. "Nasilsin?") degil,
aynt zamanda bilimsel incelemelerin de odak
noktasidir (Ryan & Deci, 2001). Oznel iyi olus,
biligsel yargilar, duygusal tepkiler ve Kkisinin
yasamini olumlu bir sekilde degerlendirmesi ile
ilgilidir. Bundan dolay1 6znel iyi olus, mutluluk,
tatmin, moral, olumlu duygu (Diener, 2000) ve
kisinin kapasitesini tam olarak kullanmasi (Ryff &
Singer, 2008) gibi ¢ok g¢esitli terimleri kullanan
caligmalari kapsamaktadir. Oznel iyi olusla ilgili ilk
calismalar kavramin mutluluk ile iliskisine
odaklanmistir. Shin ve Johnson (1978), mutlulugu
bir kisinin yasam kalitesini kendi Dbelirledigi
kriterlere gore genel bir degerlendirmesi olarak
gormektedir (Shin & Johnson, 1978). Diener ve
Lucas (1999) 6znel iyi olusu mutluluk terimiyle
esitleyerek daha fazla olumlu duyguya sahip olma
ile daha az olumsuz duyguyu igerme ve dolayisiyla
daha fazla yasam doyumu bi¢iminde
tanimlamaktadir (Diener & Lucas, 1999).

Luthans 6znel iyi olusu mutluluktan daha kapsamli
bir kavram olarak kabul ederek, kisinin yasamina
iliskin duygusal (ruh halleri ve duygular) ve bilissel
degerlendirmelerini yani yasam doyumlarini
icerdigini soylemektedir (Luthans, 2002). Olumlu
ve olumsuz olabilen bu degerlendirmeler; yasam
doyumu, ilgi ve bagllik, yasama karsi duyulan
seving ve {zintii gibi duyussal tepkiler ve is,
iligkiler, saglik, eglence, anlam ve amag ile diger

onemli alanlarla ilgili yargilarnn ve duygular
icermektedir. Bununla birlikte, bir kisinin yasam
deneyimi i¢inde meydana geldigi i¢in iyi olus hali

subjektif bir durum olmakla birlikte, kisinin
disavurumlarinda, sozlii ve sozli olmayan
davraniglarinda ve eylemlerinde izlemek

miimkiindiir (Diener & Ryan, 2009).

Ryan ve Deci (2001) 6znel iyi olus lizerine yapilan
aragtirmalart iki goriis agisindan degerlendirerek
ozetlemistir: Bunlardan ilki hedonizm (hazc1 bakis
acis1) olarak adlandirilmakta (Kahneman, Diener &
Schwarz, 1999) ve 1iyi olusun zevk veya
mutluluktan olustugu goriigiinii  yansitmaktadir.
Oznel iyi olusa hedonizm agisindan bakildiginda,
mutluluk, acidan ka¢inma ve yasam doyumuna
odaklandig1 goriilmektedir (Fava & Tomba, 2009).
Ikinci gbriiste ise 6znel iyi olusun mutluluktan daha
fazlasin icerdigini savunan 6demonizm
(eudaimonism) bakig agist vardir. Bu bakis acist
kendini gergeklestirmeye odaklanmakta ve iyi olusu
bir kisinin tam olarak islev gérme derecesi (Ryff,
1989) veya kendini gergeklestirme ve zindelik gibi
saglik degiskenleri ile iligkilendirmektedir (Ryan &
Deci, 2001). Kisinin potansiyelinin
gerceklestirilmesi  icin  kisinin gergek dogasini
yerine getirmesi ya da gerceklestirmesine vurgu
yapmaktadir (Waterman, 1993).

Is ortaminda &znel iyi olus genellikle stresin
yoklugu ve negatif bir bakis agisinin olmamasi
olarak kavramsallastirilmaktadir (Viitala,
Tanskanen & Séntti, 2015). Bir calisan isinden
memnunsa ve sik sik olumlu duygular (6rn. sevk,
baglilik ve memnuniyet) ve seyrek olarak olumsuz
duygular (6rn. izgiin, sikilmis veya gergin
hissetmek) yasiyorsa, yiiksek bir 6znel iyi olusa
sahip oldugu tahmin edilmektedir (Taheri, Jami
Pour & Asarian, 2019).

2.3. Benlik Saygisi

Kisilerin kendileri hakkinda sahip olduklar1 inanglar
ve degerlendirmeler, kim olduklarmi ve ne
yapabileceklerini belirlemektedir (Burns, 1982).
Kisilerin ~ kendileri  hakkindaki  diisiince ve
duygularmi benlik kavrami ve benlik saygisi olarak
etiketledikleri  goriilmektedir (Mann, Hosman,
Schaalma & De Vries, 2004). Benlik saygisi,
kisinin kendi degerine iliskin 6znel olumlu
degerlendirmelerini ele almaktadir (Orth & Robins,
2014). Benlik saygisi, asir1 6z saygit ve kendini
biiyiitmenin aksine, kendini kabul etme ve kendine
saygl duyma duygularimi icermektedir (Ackerman
vd., 2011). Benlik saygisi, benlik kavraminin
degerlendirici ve duygusal boyutudur ve 6z saygi,
0z degerlendirme ve 6z deger ile esdeger kabul
edilmektedir (Harter, 1999).
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Kisinin kendisi hakkindaki genel degerlendirmesini
iceren, (Gecas, 1982; Rosenberg, Schooler,
Schoenbach & Rosenberg, 1995; Rosenberg, 2017)
benlik saygisi yetkinlik ve deger olmak iizere iki
farkli boyutta literatiirde tartigilmaktadir (Gecas,
1982; Gecas & Schwalbe, 1983; Cast & Burke,
2002): Yetkinlik boyutu (yeterlilige dayali benlik
saygisi), kisinin kendisini ne Ol¢iide yetenekli ve
yeterli gordiigiine isaret etmektedir. Deger boyutu
(degere dayal1 benlik saygisi) ise kisinin kendisini
degerli bir kisi olarak hissetme derecesini ifade
etmektedir.

Benlik saygis1 kisinin, yasamin farkli rollerinde ve
alanlarinda kendisine verdigi puanlara dayali
olarak, kisinin olumlu veya olumsuz degerine
iliskin genel degerlendirmesini ifade etmektedir
(Rogers, 1981; Markus & Nurius, 1986; Mann vd.,
2004). Yiiksek benlik saygist kisinin bagarilarina ya
da yeterliligine atifta bulunurken, diisiik benlik
saygisi, kisinin eksikliklerine igaret edebilmektedir
(Baumeister, Campbell, Krueger & Vohs, 2003).

Calisma ortaminda kiginin kendisini yetenekli,
o6nemli ve degerli olarak gérmesi ve buna ne dlglide
inandig1 ile goriisleri, benlik saygisinin orgiitsel
baglamda arastirilmasimna neden olmustur (Pierce,
Gardner, Cummings & Dunham, 1989). Pierce ve
arkadaglar1 (1989) orgiitlerde benlik saygisini
calisanin Orgiitiin bir {iyesi olarak yetenekli, 6nemli
ve degerli olduguna inanma derecesi olarak
tammlamustir (Gardner & Pierce, 1998). Orgiitlerde
benlik saygisinin  ¢alisanlarin  motivasyonunu,
tutumlarmi ve igle ilgili davraniglarini etkiledigine
dair literatiirde ¢alismalar bulunmaktadir (Brockner,
1988; Korman, 1970; Korman, 1976; Akt: Pierce &
Gardner 2004).

2.4. Arastirma Hipotezleri

Psikolojik  dayamiklilik  siirecinde,  stresorler,
zorluklar, hayal kirikliklar1 veya olumsuz durumlar
tarafindan  sekteye ugratilma deneyimi ve
sonrasinda, bu aksama sayesinde giiglenmek igin
kisinin kisisel yeteneklerini ve giiglii yanlarim
degerlendirmesi vardir (Ifeagwazi, Chukwuorji &
Zacchaeus, 2015). Oznel iyi olus ise bilissel-
davranig teorisi ile iligkilendirildiginde bilissel

doniisiimiin ~ genellikle  olumsuz  kosullarda
adaptasyonu  ifade ettigi ve  dolayisiyla
dayanikliligin =~ bir  gdstergesi oldugu ifade

edilmektedir (Tebes, Irish, Puglisi & Perkins,
2004). Psikolojik dayaniklilik her ne kadar stresli
durumlarin bir sonucu olarak one siiriilse de yasam
stirecindeki deneyimlere biligsel-davranigsal bir
tepki verme durumunu yansittigi i¢in dayamiklilik
psikolojik iyi olusa dahil edilmektedir (Ifeagwazi
vd., 2015). Bu nedenle psikolojik dayanikliligin,
kisinin yasamin zorluklar1 karsisinda refahin

stirdiirme, iyilestirme veya iyilestirme kapasitesi
(Ryff, 1989), olarak tanimlanmasi onu iyi olus ile
iligkilendirmektedir. Pozitif psikolojide, 6znel iyi
olus, dayamikliliga iliskin nitelikler arasinda
(Diener, 2000) yer almaktadir. Psikolojik
dayaniklilik ve 6znel iyi olusla ilgili arastirmalar iki
kavramin  birbiri  ile  baglantili  oldugunu
aciklamaktadir (Tebes vd., 2004; Gutman, Brown,
Akerman & Obolenskaya, 2010; Ifeagwazi vd.,
2015; Akdogan & Yalgin, 2018). Buradan hareketle
kisinin belirsizlik, engel ve stresli olaylarla
kargilastiginda bunlarin iistesinden gelmesi ve
onceki mevcut iyi haline hizli bir sekilde
donebilmesi beklenmektedir. Psikolojik
dayanikliligin, kisinin daha fazla kontrol algisiyla
kendini ifade edebilmesini ve zorluklarin iistesinden
gelebilmesiyle birlikte kisinin daha iyi olmasini

etkilemesi miimkiin olabilir. Bu kapsamda
psikolojik dayanikliligmin kisinin iyi olma halini
etkileyip  etkilemedigi  asagidaki  hipotezle
arastirilacaktir.

Hi: Psikolojik dayaniklilik 6znel iyi olusu pozitif
yonde etkilemektedir.

Son zamanlarda yapilan arastirma, 6znel iyi olusun
yiiksek benlik saygisiyla anlamli bir sekilde iliskili
oldugunu ve benlik saygisinin hem zihinsel iyi olma
hem de mutlulukta 6nemli farkliliklar1 paylastigini
gostermigtir (Zimmerman, 2000). Benlik saygisinin,
mutlulugun en baskin ve gii¢lii yordayicisi oldugu
bagka bir aragtirmada iddia edilmistir (Furnham &
Cheng, 2000). Disiik benlik  saygisinin
uyumsuzluga yol agtigi, yiiksek benlik saygisinin
ise 6znel iyi olusa katkida bulundugu goriilmektedir
(Glick & Zigler, 1992). Buradan yola ¢ikarak
kisinin duygusal, fiziksel, bilissel, ruhsal olarak
kendini degerlendirdigi benlik saygisi, 6znel iyi
olusu olumlu etkileyebilir. Bu kapsamda asagidaki
hipotez gelistirilmistir.

Hz: Benlik saygist 6znel iyi olusu pozitif yonde
etkilemektedir.

Psikolojik dayanikliligin hem 6znel iyi olusla hem

de benlik saygist ile iligkili oldugu Kamya
(2000)’nin yapmis oldugu caligmada
desteklenmistir. Benlik saygisl, hayatin

zorluklariyla basa ¢ikma ve kiginin bagina gelenleri
kontrol etme yetenekleriyle birlikte iligskilendirilmis
ve literatiirde arastirilmistir (Bandura, 1977,
Bowlby, 1980; Rutter, 1992; Harter, 1999).
Buradan hareketle psikolojik dayanikliligin 6znel
iyi olus ile iligkisinde benlik saygisinin roliiniin
aragtirilmast amaciyla asagidaki hipotez
gelistirilmisgtir.
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Hs: Psikolojik dayamiklilik ve 6znel iyi olus
arasindaki iliskide benlik saygist aracilik roli
oynamaktadir.

Ozetle, bu arastirmada psikolojik dayamklilik ile
calisanlarin  6znel iyi olusu arasindaki iliskiyi

3.2. Olgiim Araglar

Psikolojik Dayamiklilik Olgegi. Arastirmaya katilan
calisanlarin psikolojik dayaniklilik diizeyi Smith ve
arkadaglar1  (2008) tarafindan gelistirilen ve
Tirkgeye uyarlamast Dogan (2015) tarafindan

etkilemede benlik saygisi icin araci bir rol yapilan  psikolojik  dayanmiklilik  oOlgegi  ile
onerilmektedir (Sekil 1). olciilmiistiir. Olcek alti madde ve tek boyuttan
Psikolojik Oznel
Dayaniklilhik Iyi Olus
Benlik
Saygist
Sekil 1: Arastirmanin Model
3. YONTEM olusmaktadir. Olgegin degerlendirilmesinde 5’li
Likert tipi puanlama cetveli kullanilmistir. Olgegin
3.1. Katihmeilar giivenilirlik katsayisi .783 (Cronbach Alfa) olarak
bulunmustur.
Arastirmanin  anakiitlesini Konya’da faaliyet

gosteren Ozel bir sirket ¢aliganlari olugturmaktadir.
Sirket calisan sayisinin 320 kisi oldugu ilgililerce
sOylenmis ve ana kiitlenin tamamina ulasmak
amactyla 320 anket formu dagitilmistir. Dagitilan
anket formlarinda eksikler ve geri donislerde
yasanan  aksakliklar  nedeniyle 236  anket
degerlendirmeye alinmigtir. 236 anket verisinin ana
kiitlenin temsili i¢cin Bartlett, Kortlik ve Higgins
(2001)’in yapmis oldugu hesaplamaya gore yeterli
oldugu (175’ten biiyiik olmal1) goriilmektedir

Katilimeilarin %39’u kadin (n = 92) %61°1 ise
erkektir (n = 144). Katilimcilarin %60.02°si evli (n
= 142), %30.01°1 bekar (n = 71), %6.8’1 boganmis
(n=16) ve %0.8’1 esi vefat etmis (n = 2) %2.1°1 ise
medeni durum belirtmemistir (n = 5).

Oznel Iyi Olus Olgegi. Oznel iyi olus olgegi
Andrews ve  Withey (1976) tarafindan
gelistirilmigtir. Cesitli yiiz ifadelerinin bulundugu
Olgek kisilerin  6znel iyi olus diizeylerinin
olgiilmesinde kullamlan gorsel bir dlgektir. Olgek
yliz ifadeleri ¢ok mutlu ve ¢ok mutsuz olmak iizere
iki kutuplu bicimde ve farkli yedi yliz ifadesinden
olusmaktadir. Yiiz ifadeleri bu arastirmada
emojilerden secilmis ve Sekil 2’de gosterilmistir.
Olgegin degerlendirilmesinde yedili Likert tipinde
degisen puanlama yapilarak ortalama degerin 5.30
(S =1.66) oldugu goriilmiistiir.

Benlik Saygist Olgegi. Benlik saygist diizeyini
O0lgmek amactyla Rosenberg (1965) tarafindan
gelistirilen ve Cuhadaroglu (1986) tarafindan

Bir¢ok duygiunvu ifade eden asagidaki yiiz ifadelerinden hangisi sizin genel
duygularimzi veya durumunuzu yansitmaktadr?

® ©

®

(I R D

© EO

O] O | O

Cok Biraz

mutsuz mutsuz

Mutsuz Notr

Biraz mutlu Mutlu Cok mutlu

Sekil 2: Oznel Iyi Olus Olgegi

Kaynak: Andrews & Withey (1976) dan uyarlanmustir.
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Tiirkceye  uyarlanan  benlik  saygis1  Olgegi
kullamlmistir.  Olgegin degerlendirilmesinde 5°li
Likert tipi puanlama cetveli kullanilmistir. On
madde ve tek boyuttan olugan 6lgegin giivenilirlik
katsayis1 .855 (Cronbach Alfa) olarak tespit
edilmistir.

3.3. istatistiksel Analiz

Arastirma kapsaminda katilimcilardan toplanan
veriler SPSS 24.0 ve AMOS 24.0 paket programlari
kullanilarak analiz edilmistir. Aragtirma verisi ile
6lgek yapisinin uygunlugu ve dlgeklerin gecerliligi
icin AMOS 24.0 paket programi ve en yiksek
olabilirlik  (maximum  likelihood)  yontemi
kullanilarak dogrulayict faktdr analizi yapilmistir.
Analiz sonuglart i¢in uyum indeksleri ve ilgili kabul
edilebilir degerler (y2/df; iyi uyum icin 3 ten kiigiik
olmal, CFIiyi uyum icin .90’dan biiyiik olmali,
TLIL:iyi uyum igin .90 dan biiyiik olmali ve RMSEA,
iyi uyum icin .08’den kiigiik olmaly) referans
almmistir (Hu & Bentler, 1999).

Arastirmanin degiskenleri arasindaki ikili iligkileri
degerlendirmek  i¢in  korelasyon  katsayilar
(Pearson) hesaplanmustir. Aragtirmadaki
degiskenlerin betimleyici istatistikleri kapsaminda
ortalamalar1 ve  standart sapma  degerleri
hesaplanmigtir. Hipotezleri test etmek amaciyla
yapisal esitlik modeli her hipotez igin ayr1 ayri
olusturulmustur. Tiim modellerin yorumlanmasinda
dogrulayic1 faktér analizinde kullanilan uyum
indeks ve degerleri referans alinmistir. Son olarak
aracilik etkilerini ortaya ¢ikarmak i¢in Monte Carlo
teknigiyle 2000 onyiikleme 6rneklemi olusturulmusg
(onyiikleme giiven aralig1r %95 olarak alinmistir) ve
modelde dolayli etkilerin anlamlilig1 test edilmistir
(Preacher & Hayes, 2008).

4. BULGULAR

Arastirmada kullanilan 6lgeklerin yap1 gecerligini
test etmek i¢in dogrulayict faktér analizi
yapilmistir. Psikolojik dayaniklilik dl¢eginin Slgiim
degerlerinin kabul edilebilir sinirlar (Hu & Bentler,

1999) disinda kalmasi nedeniyle (x2 =83.142,
y2/df= 9.238, RMSEA=.187, TLI=.778, CFI=.867),
hata varyanst eslestirmesi (4 ile 6 madde)
yapilmugtir. Psikolojik dayaniklilik 6l¢eginin tekrar
yapilan dogrulayic1 faktdr analizi sonucunda ise
olusan yeni degerlerin kabul edilebilir sinirlar
icinde kaldig1 tespit edilmistir (y2 =19.275, x2/df=
2.409, RMSEA=.077, TLI=.962, CFI=.980).
Benlik saygis1 6lgegi i¢in yapilan DFA sonuglarinda
elde edilen olgiim degerleri kabul edilen sinirlar
disinda kalmustir (32 =578.985, y2/df= 16.542,
RMSEA=.257, TLI=.529, CFI=.634). Amos paket
programinin tavsiye ettigi iyilestirme degerlerine
bakilmig ve birbirleriyle korelasyonu yiiksek ¢ikan
ve benzer sekilde algilandigi goriilen maddeler
(1,2,5 ile 6. Madde) analizden c¢ikarilmustir.
Maddeler cikartildiktan sonra yapilan dogrulayici
faktor analizinde elde edilen degerlerinin kabul
edilebilir degerler icinde kaldig1 goriilmiistiir (2
=14.672, y2/df= 1.834, RMSEA=.060, TLI=.979,
CFI1=.989).

Aragtirmada kullanilan degiskenlere ait ortalama
skorlar ve standart sapmalar Tablo 1’e aktarilmustir.
Psikolojik dayaniklilik (Ort.=3.40, SS=.72), 6znel
iyi olus (Ort.=5.31, SS=1.66) ve benlik saygisi
(Ort.=3.83, SS=.88) degiskenlerinin skor
ortalamalar1 ortalama degerden yiiksek oldugu
gorililmiistiir. Arastirmada kullanilan degiskenlerin
aralarindaki iliskileri tespit etmek icin korelasyon
analizi yapilmistir. Bununla birlikte tiim degiskenler
arasinda zayif ve orta seviyede iliskiler
bulunmustur. Psikolojik dayaniklilik ile &znel iyi
olus (r=,30, p <,01), ve benlik saygisi (r =,34, p <
,01) degiskeni arasinda pozitif yonde zayif iliski
bulunmustur. Oznel iyi olus degiskeni ile benlik
saygist degiskeni (r = ,55, p < ,01) arasinda ayni
yonde ve orta diizeyde iligkili bulunmustur. Ayrica
cinsiyet ve medeni durum degiskenlerinin, diger
degiskenlerle anlamli iliskileri tespit edilememistir.

Arastirmanin hipotezlerini test etmek ic¢in kurulan
yapisal esitlik modelleri Tablo 2’de gosterilmistir.
Aragtirmanin ilk hipotezinin test edilmesi amaciyla
olusturulan ilk modelde psikolojik dayaniklilik ve
demografik degiskenler (cinsiyet ve medeni durum)
bagimsiz degisken, 6znel iyi olus bagimli degisken

Tablo 1: Arastirma Degiskenlerinin Ortalamalari, Standart Sapmalar1 ve
Aralarmdaki Iliskiler

ort. SS (1) 2) 3 “)
1. Cinsiyet 1.39 49 1

2. Medeni Durum 1.78 .60 .104 1

3. Psikolojik Dayaniklihik  3.40 72 .033  .000 1

4. Oznel Tyi Olus 531 1.66 .021 -.053 .302%%* 1

5. Benlik Saygisi 3.83 88  -.049 .022 .339%% 549%*

#% p <.01, * p <.05
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olarak yapilandirilmustir. Tkinci hipotez igin kurulan
modelde benlik saygis1 ve demografik degiskenler
bagimsiz degisken, Oznel iyi olus ise bagimh
degisken olarak yapilandirilmigtir. Ugiincii hipotez
icin kurulan {i¢iinci modelde aracilik roli
aragtirilmistir.  Aracilik  testi  i¢in  psikolojik
dayaniklilik ve demografik degiskenler (cinsiyet ve
medeni durum) bagimsiz degisken benlik saygisi
araci degisken, 6znel iyi olus ise bagimli degisken
olarak yapilandirilmistir. Tablo 2 incelendiginde
tim modellerin kabul edilir uyum degerleri

Tablo 2: Arastirmanin Modelleri ile Uyum Degerleri

Model y2df  CFI TLI  RMSEA
Model 1 1.555 978 966 049
Model 2 2427 954 928 078
Model 3 2.090 934 914 068

araliginda oldugu goriilmektedir.

Arastirmanin ilk modelinin test edilmesi sonucunda
elde edilen sonug, psikolojik dayanikliligin 6znel iyi
olusa etkisinin oldugudur (£ = .34 p< .001). Bu
bulgu psikolojik dayaniklilik arttikga Oznel iyi
olugun arttigin1 gostermistir. Bdylece aragtirmanin
ilk hipotezi dogrulanmistir. Kurulan ikinci modelde
aragtirmanin  ikinci  hipotezi test edilmis ve
dogrudan 6znel iyi olus iizerinde benlik saygisinin
(f = .57 p< .001) etkili oldugu bulgusuna
ulasilmigtir. Bu sonug benlik saygist arttik¢a 6znel
iyi olusun arttigini gostermis ve aragtirmanin ikinci
hipotezi dogrulanmustir.

Son modelde aragtirmanin {igiincii hipotezi (H3)
icin benlik saygisinin 6znel iyi olus tizerindeki
dolayli etkilerin anlamli oldugu goriilmistiir (a x
b=.13, p<.001, GA [.059:21]). Bu bulgu benlik
saygisinin psikolojik dayaniklilik ile 6znel iyi olus
arasindaki iliskide kismi bir aracilik rolii oldugunu
gostermis ve son hipotezde dogrulanmistir. Tim
degiskenlerin birlikte analize dahil edildigi son

5. SONUC VE TARTISMA

Bu arastirmada psikolojik dayanikliliginin 6znel iyi
olusa etkisinde benlik saygisinin rolii arastirilmistir.
Arastirmada elde edilen ilk bulgu psikolojik
dayanikliliginin iyi olma halini etkiledigidir. Bu
etkide benlik saygisinin oynadigi olumlu rol
arastirmanin diger bulgusudur.

Arastirmadan elde edilen bulgulardan ¢ikan sonug,
kisinin olumsuz ve zor durumlardan ¢abuk kurtulma
yeteneginin olumlu duygularini besledigi, daha az
olumsuz duygulandig1 ve stresi ve can sikintisini
azaltarak O6znel iyi olma halini etkiledigidir. Bu
etkide kisinin biligssel degerlendirmelerinin etkisi
biiyliktiir. Psikolojik dayaniklilik kisinin zihinsel
sorunlarinin iistesinden gelme ve sonrasinda iyi
olma ile iligkilidir. Bu durum is talepleri kaynaklar
ile kaynaklarin korunmasi teorisinin bulgular1 ile
desteklenmektedir (Demerouti vd., 2001; Bakker &
Demerouti, 2007). Caligma ortaminda is talepleri ve
kaynaklari, calisanlarin degisen durumlara iligkin
bilingsel algilarindan etkilenebilmektedir.
Caligsanlarin psikolojik olarak zorlanmalari, maruz
kaldiklar1 talepler ile sahip olduklar1 kaynaklar
arasindaki dengenin bozulmasindan etkilenmektedir
(Bakker & Demerouti, 2007). Bu nedenle zor
durumlarin tistesinden gelmede olumlu duygulari
kullanan ve bilingsel algilarin1 iyi yOneten
calisanlarin daha dayanikli olmasi beklenmektedir.

Yiiksek is baskisi, rol belirsizligi ve duygusal
istekler gibi is taleplerinin uyku problemlerine,
bitkinlige ve genel saglik durumunun bozulmasina
yol actigr goriilmektedir (Lee & Ashforth, 1996;
Demerouti vd., 2001; Doi, 2005; Bakker &
Demerouti, 2007). Buna karsilik performans geri
bildirimi, sosyal destek ve Ozerklik gibi is
kaynaklari, is ile ilgili 6grenme, ise baglilik ve
orgiitsel bagliliga yol acan motivasyonel bir siireci

rr}f)delfle _elde  edilen sonuglar  Tablo 3’te  (oijemekte ve cahisanlarin zorluklar kargisinda
gosterilmistir. dayanikliligin1 artirmaktadir (Demerouti vd., 2001;
Bakker & Demerouti, 2007).
Tablo 3: Aracilik Analizi Sonuglar:
. %95 Giiven
anda. Aralig
Etki B Hata et
Alt Ust
Dogrudan Etkiler
Psikolojik dayaniklilik>Oznel iyi olus 21 .05 .09 31
Psikolojik dayamklihik>Benlik saygisi 25 .07 11 39
Benlik saygisi>Oznel iyi olus 52 .05 41 .61

Dolaylt Etki

Psikolojik dayaniklilik>Benlik saygisi>Oznel iyi olus a3 .04 .05 21
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Aynm1 zamanda literatiirde yiiksek is talepleri ile
diisik is kontroliiniin birlesiminin  psikolojik
zorlanmanin ve iyi olmamanin Onemli bir
yordayicist oldugunu gosteren ampirik kanitlar da
vardir (Karasek, 1979; Schnall vd., 1994; Akt;
Bakker & Demerouti, 2007). Ayrica kaynaklarin
korunmasi teorisi c¢alisanin kisisel kaynaklar
yiksek oranda  kullanabilmesinin  psikolojik
dayanikliligini artirdigini ve sonug olarak g¢alisanin
psikolojik iyi olusunu yiikselttigini iddia etmektedir
(Hobfoll, 1989). Bu goriise gore, bireysel dzellikler
refah1 etkileyebilecek ana ig¢sel kaynaklardan
biriyken, aynt zamanda ¢evresel kosullar da siklikla
bu icsel kaynaklar1 tehdit etmekte ve strese yol
agmaktadir (Giiler & Cetin, 2019). Oznel iyi olus,
calisanin isteki talepleri karsilama becerisinde
kendini gosteren 6znel bir deneyimi gostermektedir
(Viitala vd., 2015). Bu deneyimde sorunlar ve
zorluklar karsisinda ¢alisanin psikolojik
dayaniklilik seviyesi dnemlidir. Sonugta psikolojik
dayaniklilik  seviyelerinin  arttirilmast  stres
faktorlerine daha kolay yanit verebilme becerilerini
geligtirerek  c¢alisanlarin  igyerinde mutlulugunu
arttirabilmekte veya iyi olusu yiikseltebilmektedir.
Arastrma sonucunda elde edilen bu bulgu
literatiirde yer alan ¢aligmalarin (Akdogan &
Yal¢in, 2018; Biyiikyilmaz & Acar, 2022)
bulgulari ile desteklenmektedir.

Calisanlarin mutluluk durumlarin1 veya o6znel iyi
olma durumlarin1 belirleyen olanlar1 duygusal
olarak nasil yorumladiklar1 ve biligsel olarak nasil
isledikleridir.  Calisanin  daha fazla olumlu
duygusunun olmasi, daha az olumsuz duygu
yasamasina ve dolayisiyla daha fazla iyi olmasina
neden olabilmektedir. Bu siiregte yiiksek benlik
saygisina sahip olan c¢alisanlarim, benlik saygisi
diisik olan kisilere kiyasla, olumsuz durumlara
karg1 daha dayanikli oldugu, stresi yonetebildikleri
goriilmekte ve bu durumlarin 6znel iyi olusu olumlu
yonde etkiledigi goriilmektedir (Lo, 2002; Smith &
Dust, 2006). Birlikte ele alindiginda elde edilen bu
bulgular psikolojik dayanikliligin 6znel iyi olusa
etkisinde benlik saygisinin roliiniin  belirleyici
oldugunu gostermektedir.

Sonu¢  olarak  ¢aliganlarm i  ortaminda
kargilagtiklar1  olumsuz  durumlarin iistesinden
gelebilme yeteneklerinin  kapasitesi hem benlik
saygilarini kaybetmemek agisindan hem de isini
yaparken mutlu olmalar1 ag¢isindan Onem arz
etmektedir. Burada yoneticilerin c¢alisanlar igin
olumlu bir ig ortamu saglamalari, c¢alisanlarin iyi
olma halini pozitif yonde -etkileyebilecegi ve
boylelikle psikolojik dayamiklilik diizeylerinin
korunmasina katki sunacagi beklenmektedir. Ayrica
yoneticilerin ¢alisanlarina egitimlerle ve biinyesinde
bulunduracag: psikologlarla verecekleri destekler,
olumlu tutum ile davraniglarin geligmesine ve

boylece orgiitsel ¢iktilarin
olacag diisiiniilmektedir.

iyilesmesine neden

Arastirmada elde edilen tiim sonuglarin yani sira
arastirmanin bazi sinirhiliklart da bulunmaktadir Tlk
olarak  kesitsel c¢alisma tasarimi, arastirma
modelinde nedensel iligkilerin yorumlanmasini
sinirlamaktadir. Elde edilen bulgularin gelecekteki
boylamsal ve farkli c¢aligmalarla desteklenmesi
gerekmektedir. Ikincisi, arastirmamn katilime1
sayist sinirlidir. Gelecekte yapilacak arastirmalarda,
onerilen iliskileri bilylik drneklemlerle incelemeleri
onerilmektedir.

ETIiK BEYANATI

Destek Bilgisi: Bu ¢alisma, kamu, ticari veya kar
amact giitmeyen kuruluslar gibi herhangi bir
organizasyondan destek almamuistir.
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1. GIRIS

Is yerleri calisanlarin gérev ve sorumluluklarim
yerine getirmesi gereken yerler olmakla beraber,
kendilerini gelistirme, ispatlama ve kaliteli yasam
stirmelerini saglayan ortamlardir (Sadykova, 2016).
Islerin 6nceden belirlenmis kurallar cergevesinde
gerceklestirilmesi, Orgiitlin amaglarinin
gerceklesmesine,  etkinligin = ve  verimliligin
artmasina katkida bulunacaktir (Baltaci, 2017).
Fakat glinlimiiz i3 yasaminin en Onemli
sorunlarindan birisi, ¢alisanlarin normatif kurallara
uymamalarinin  sonucunda, verimsiz olduklar
diistincesidir. Bu disiincenin temel dayanagi ise,
calisanlarda erteleme (prokrastinasyon) davranisi
egilimlerinin olmasidir (Paksoy, Bozkurt & Kumral,
2019). Neredeyse herkesin gilinlik yasaminda
sergiledigi ortak bir davranis olan erteleme
(Aydemir, 2018), kisinin kararin1 dnceden aldig1 bir
isi yapabilme kapasitesine sahip olmasina ragmen,
herhangi bir gerek¢eye dayandirmadan son giine
kadar veya ileri bir tarihe birakma davranisi olarak
ifade edilmektedir (Grecco, 1984). Yaygin bir
davranig olan erteleme, diizeyi ve etki alaninin
genisligine bagl olarak calisanlarda basit sonuclara
neden olabilecegi gibi (Demir, 2017) is stresinde de
onemli sonuclar dogurabilmektedir (Sadykova,
2016).

Is yasamindaki yogun rekabet ortami ve orgiit igi
faktorler caliganlarin {istesinden gelmesi gereken
zorluklarin sayisim arttirmaktadir. Is gérenlerin is
kaynakli beklentileri karsilayamamasi fizyolojik ve
psikolojik acidan gerilmelerine neden
olabilmektedir. Bu gerilimin olumsuz psikolojik
sorunlarindan biri de hi¢ siiphesiz is stresidir
(Cigek, 2020; Yenihan, Oner & Ciftyildiz, 2014).
Calisanlar ile c¢evresi arasinda meydana gelen
etkilesimin bir sonucu olarak ortaya ¢ikan gerilim
olarak ifade edilen is stresi (French & Caplan,
1970), yonetici desteginin yeterli diizeyde olmamasi
durumunda da ortaya ¢ikabilmektedir (Rees,
Mitchell, Evans & Hardy, 2010). Calisanlarim
destekleyen, zor anlarinda yanlarinda olan,
gelisimlerini  saglayabilen  (Tokmak, 2019),
performanslarint takdir eden, basarilari ile gurur
duyan ve c¢aligma sartlarini imkan dahilinde
kolaylastiran orgiitler (Goktepe, 2017), duygusal bir
varlik olan insanin (Baslar & Aydin Goktepe, 2021)
isiyle ve orgiitiiyle olan uyumunu arttirabilecektir.
Yonetici destegi olarak kavramsallagtirilan bu
destek, is gorenin yoneticisinin isiyle ilgili
algiladigr veya duygusal olarak hissettigi destek
olarak tanmimlanmaktadir (Ng &Sorensen, 2008).
Yoneticisinden destek gdoren bir ¢alisanda,
motivasyon, performans ve 1is tatmini (Cicek,
Turkmenoglu & Ozbilgin, 2021; Dawley, Andrews

& Bucklew, 2008) gibi birgok olumlu duygu ve
durumlar ortaya ¢ikabilmekte ve bu duygu ve
durumlarmm i stresini  de azaltacagi ifade
edilmektedir (Yang vd., 2015).

Is erteleme davramsinin farkl sektorlerde artan bir
bicimde incelenmesi bu kavraminin Orgiitler
acisindan Onemli oldugunu ve bu alanda yeni
calismalar yapilmasi gerektigini gostermektedir
(Kahyaoglu & Arikan, 2021). Uzunca bir donemdir
aragtirmalara konu olan stres kavrami da (Rojas
&Kleiner, 2000) tipki erteleme davramigi kadar
onemini siirdiirmektedir. Yapilan birgok aragtirma
stresin Oonemine deginmekle birlikte ¢alisanlar
iizerindeki etkilerini de Olgmeye c¢aligsmaktadir
(Bhagat, Steverson & Segovis, 2007). Is erteleme
(Aydemir, 2018; Effert &Ferrari, 1989; Ellis &
Knaus, 1977; Ferrari, 1991; Kara, 2021; Lay, 1986;
Steel, Brothen & Wambach, 2001), is stresi
(Beheshtifar, Hoseinifar & Moghadam, 2011;
Schuler, 1980; Tokay Taggm, Karapunar &
Karakaya; 2020) ve yonetici destegi (Babin &
Boles, 1996; Baslar & Aydin Goktepe, 2021;
Bhanthumnavin, 2000; Dawley, Andrews &
Bucklew, 2008; Ger¢ek & Elmas Atay, 2021)
kavramlarin1 ayr1 ayr1 ele alan g¢aligmalara alan
yazininda rastlanilmakla birlikte, tiim bu kavramlari
bir arada ele alan ¢alismaya rastlanilamamistir. Bu
yoniiyle c¢alismanin 6zglin bir yaninin oldugu
diigiiniilmektedir. Ayrica ig stresinin Onciillerinde
olabilecegi diisiiniilen erteleme kavraminin yonetici
destegiyle birlikte ele alinmig olmasi bakimindan bu
calismanin Orgiitsel davranis alan yazinina katki
saglayacag diisliniilmektedir.

2. KAVRAMSAL CERCEVE
2.1. is Erteleme

Orgiitlerin temel amaglarim gerceklestirebilmeleri
mevcut kaynaklarimi etkin ve verimli bir bigimde
kullanmasina baghdir (Kaplan, 2018) ve modern
yonetim anlayiglar1 bu kavramlarn etkileyen
erteleme konusu iizerinde durmaktadir (Lay, 1986).
Toplumsal yasamda bireylerin farkli nedenlerden
dolay1 oncelikleri degisebilmektedir (Akhtar &
Faisal Malik, 2016). Bu oncelikler hayatin diger
alanlarinda oldugu gibi is yasaminda da etkisini
gostermekte ve calisanlarmn erteleme gibi bazi
davraniglar sergilemesine neden olabilmektedir

(Berk, Altumisik Eskiler & Sarikaya, 2021).
Erteleme davramisinin  belirlenmesine  doniik
calismalar  incelendiginde  davranmisin  kisilik

ozelliklerinden kaynaklandigi yoniinde goriislere
rastlanirken (Ferrari & Pychyl, 2000), icinde
yasanilan toplumdan, aileden ve g¢evreden kaynakl
ortaya ¢ikan ve Ogrenmeye bagli sekillenen bir
durum oldugu goriislerine de rastlanmakta (Berk
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vd., 2021) ve farkli bi¢imlerde gerceklestigi
goriilmektedir (Uzun & Demir, 2015). Bunlardan
ilki orgiitsel davranig alan yazininda yogun olarak
calisma konusu olan ve akademik gorevlerin
zamaninda yapilmamasimi ifade etmek ig¢in
kullanilan akademik ertelemedir (Solomon &
Rothblum, 1984). Catisma durumunda veya farkli
secenekler arasindan se¢im yapma zorunlulugu gibi
karar vermeyi gerektiren durumlarda ortaya g¢ikan
karar vermeyi erteleme (Effert & Ferrari, 1989;
Ellis & Knaus, 1977), giinliik yapilmasi gereken
islerin programlanmasinda ya da islerin zamaninda
yapilmasinda gii¢lik ¢ekildigi durumlarda ortaya
cikan rutin iglerde erteleme (Lay, 1986) ve hem
karar verme hem de yapilmas: gereken isleri
ertelemeyi iceren kompulsif erteleme davranislar
olarak bir ayirim yapilmaktadir (Ferrari, 1991).
Milgram, Batori & Mowrer (1993) ise, bu tiir
erteleme davraniglarina ilaveten hayati 6neme sahip
olan evlilik ve meslek secimi gibi bazi kararlarin
almmasinin ertelenmesini ise norotik erteleme
olarak siiflandirmustir.

Calisma kapsaminda ele alinan is erteleme; is
yasaminda bireylerin Onceliklerini degistirmesiyle
kendisine  verilmis olan iglerin zamaninda
bitirilmemesi, ileri bir zamana birakilmasi ya da
geciktirilmesi seklinde ortaya ¢ikan (Demir, 2017),
bireylerin davramiglarini mesrulastirma g¢abasidir
(Beheshtifar vd., 2011). Erteleme kavramiyla ilgili
yapilan arastirmalarda bu kavramin davranissal,
biligsel ve duygusal olmak {izere ii¢ bilesenden
olustugu goriilmektedir (Solomon & Rothblum,
1984) ve bu davranigi anlayabilmek iginde ¢esitli
kuramlardan yararlanilmistir. Davranigsal ve
duygusal Dbileseni agiklamak i¢in bagvurulan
duygusal ve davramigsal kurama gore erteleme;
bireyin normatif kurallar ¢ercevesinde iistlendigi
isler ile bag kuramamasi, isini akla yatkin
bulmamasidir (Sirois & Tosti, 2012). Davranissal
bilesende, yapilmasi gereken islere baslanilmasi,
yiiriitiilmesi veya tamamlanmasi lizerine
odaklanilmaktadir  (Ferrari, 1992). Davranigsal
ertelemede ise, birey yapmasi gereken islerden
kaginarak daha keyifli gordiigi diger islere
yonelmekte (Beck, Koons & Milgrim, 2000) ve bu
durum da bitirilmesi gereken islerin gereginden
fazla zaman almasina neden olmaktadir (Rothblum,
Solomon &  Murakami, 1986). Erteleme
davranisinin - duygusal  bileseninde  olumsuz
diisiincelere odaklanilmaktadir (Tuckman, 1991).
Isten kacinma, basarisizik korkusu, belirsizlik,
kararsizlik, kaygi, endise, otoriteye isyan, basarmin
getirilerinden c¢ekinme (Solomon & Rothblum,
1984; Zarick & Stonebraker, 2009), yapilacak isin
beraberinde yeni yiikleri getirecegi diisiincesi ve
isle ilgili yetkin olmadigini diisiinme gibi duygular,
ertelemeye neden olabilmektedir (Dryden, 2000).
Ertelemenin bilissel bileseni ise, belirli igleri yapma

veya yapmama konusunda karar alma siireglerine
odaklanmaktadir (Hampton, 2005). Bireyler bu
konudan olumsuz Dbicimde etkilenebilmelerine
ragmen erteleme davramigi gostermekte (Karas &
Spada, 2009) ve bu erteleme igini planli, amagl ve
kasith bir bi¢imde gerceklestirmektedir (Gafni &
Geri, 2010). Genel olarak erteleme davranisi igsel,
durumsal ve gorevsel nedenlerden
kaynaklanmaktadir.  Kigilik  6zellikleri  igsel
faktorleri, isin yapilmasin etkileyen is yeri kosullar1
ve hastalik benzeri elde olmayan sebepler, durumsal
faktorleri olusturmaktadir. Bireylerin islerinde
basarisiz olmalar1 ile son teslim tarihi olmayan
islerin varlig1 da gorevlerden kaynaklanan faktorler
olarak siralanabilir (Gupta, Hershey & Gaur, 2012).
Birgok nedenden  kaynaklanabilen erteleme
davranis1  kisilerin  performansi, iyilik hali,
psikolojisi ve saglig1 iizerinde etkili olabilmekle
birlikte (Steel, Brothen & Wambach, 2001), strese
de neden olabilmektedir (Hofer, Kuhnle, Kilian &
Fries 2012).

2.2. is Stresi

Insanlik kadar eski olmakla birlikte (Stranks, 2005),
1930’Iu yillarda ilk olarak kavramsallagtiran stres;
“insan bedeninin dis kaynakli uyaricilara karsi
verdigi tepki” (Selye, 1974) olarak tanimlanmustir.
Diger bazi tamimlamalar da ise, “bir durum veya
eylemin bireyde olusturdugu psikolojik veya
fiziksel zorlanma hali “(Steers, 1981), “bireyin
diisiince stireglerinde, duygularinda ya da fiziki
sartlarinda, gevresiyle bag edebilme giiciinii tehdit
eden gerilme durumu” (Davis, 1988), “bireyin
¢evresindeki bilinen ile az bilinen durumlar
karsisinda ikileme sebep olan bedenin gerginlik
hali” gibi durumlar1 agiklamaya g¢alisan bilimsel bir
bakis agisidir (Olpin & Hesson, 2013). Calisanlarin
giinlik yasamlarinda en fazla strese maruz
kaldiklar1 yer ¢alisma hayat1 veya diger bir ifadeyle
is yerleridir (Saltik & Kizilirmak, 2020). Bu sebeple
is yasaminda da Onemi anlagilan stres (Dewe,
O’Diriscoll, & Cooper, 2010), orgiitsel stres veya is
stresi olarak adlandirilmaktadir (Schuler, 1980).

Is stresi, is gorenlerin duygu, diisiince, davrams,
performans ve diger kigilerle olan iligkilerini
etkileyen, hem fiziki hem de psikolojik yapilarinin
bozulmasina neden olabilen bir kavramdir (Tokay
Tacgm vd., 2020). Is stresi, isle ilgili taleplerin
zorluklarin ve tehditlerin ¢alisanlarda meydana
getirdigi gerilim hali (Ganster & Rosen, 2013) veya
caliganlarin igyerinde islevsiz davranmasina sebep
olabilen psikolojik bir durum (Stranks, 2005) olarak
aciklanmaktadir. Is stresi yaygin olarak gériilen bir
durum olsa da kendiliginden ortaya ¢ikan bir durum
degildir (Kdse, 2013). Giinliikk yasamda oldugu gibi
caligma ortaminda da strese sebep olan potansiyel
tehditler stres kaynaklar1 olarak ifade edilmektedir.
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Is stresi, kisisel, cevresel ve orgiitsel olmak iizere iig
boyutta incelenmektedir (Kumar & Jain, 2012).
Kisisel faktorler, calisanin deneyimleri ve bu
deneyimlerin  sebep  olabilecegi = muhtemel
degisimlerdir. Kisinin bireysel 6zelliklerine gore de
farklilik gosterebilir (Robbins & Judge, 2013).

Bireyin  dilisiince aleminde kendi  kendine
olusturdugu kuruntular bu kapsamda
degerlendirilmektedir (Erdogan, 1999). Cevresel

faktorler, bireyin i¢ veya dis dengesini bozabilen
yavag ya da hizli fiziksel degisimleri ifade
etmektedir. Orgiitsel faktdrler ise, kisinin orgiit
icinde calisma aninda yasayabilecegi
olumsuzluklardir (Robbins & Judge, 2013).
Orgiitsel faktorler, fiziksel ve yonetsel olmak iizere
iki kisma ayrilmaktadir (Arrington, 2008). Havasiz,
giirtiltiilii, asir1 sicak ya da soguk ve yeterli diizeyde
aydimlanmayan c¢alisma ortami, c¢alisma alaninin
isin yapilmast i¢in uygun olmamasi ve isle ilgili
ara¢ gereglerin yetersiz veya ilgisiz olmasi fiziksel
stres faktorleri olarak sayilabilir (Arrington, 2008;
Erdogan, 1999). Strese sebep olan oOrgiitsel
faktorler; yanlig licret politikasi, orgiitsel kararlara
katilamama (Arrington, 2008), orgiit ici iliskiler,
kariyer gelisim imkanlar1 (Parker & DeCotiis,
1983), rol catismasi, rol belirsizligi (Hellriegel,
Slocum & Woodman, 1986), orgiit i¢cinde siirekli
olarak degisen planlar (Ganster, 2008), orgiitlerin
kiigiilme stratejileri (Dollard & Winefield, 2002),
strekli bir gekilde gelisen teknolojiye uydurma
gayreti (Kendall, Murphy, O’Neill & Bursnall,
2000), baskici ydnetim uygulamalari, performans
degerlendirme kriterleri (Dunnette, 1998), orgiit
yapist ve iklimi, mobbing, is yerindeki sosyal
destek eksikligi, eglence ve tatil imkanlarinin azligy,
isle ilgili taleplerin g¢alisanin  yeteneklerinin
tizerinde olmasi (Powell & Enright, 1990), otonomi,
is giivenligi uygulamalar1 (Vijayan, 2017), uzun
calisma saatleri ve asir1 is ylki (Wang, Zheng, Hu,
& Zheng, 2014) olarak siralanabilir. Ayrica
calisanin zamanmi etkili yonetememesi de bir
orgiitsel stres kaynagi olarak goriilmektedir (Goktas
Kulualp & Demir, 2022). Kisinin zamani iyi
yonetebilmek  i¢in  ama¢  ve  hedeflerini
belirlemesiyle birlikte kendisine verilen gorevleri
zamaninda Dbitirmesi gerekmektedir (Baltas ve
Baltas, 2016). Kendisine verilen gorevleri
zamaninda yerine getirmeyen calisanin bu davranisi
belirli bir sistematigi olan bir aligkanlik ya da
stregelen bir davramis kalibidir. Hemen her isi
Oteleyen ve bunu bir aligkanlik haline getiren is
gorenlerdeki bu ertelemeci davranig (Milgram &
Toubiana, 1999), performans kayiplar1 basta
olmakla iizere bazi psikolojik sorunlara da neden
olabilmektedir (Lazarus, 2006). Bu bilgilerden
hareketle olusturulan hipotez su sekildedir;

H;: Iy erteleme davramsi is stresini pozitif yonde
etkilemektedir.

2.3. Yonetici Destegi

Orgiitsel amagclar dogrultusunda otorite yetkisini
elinde bulunduran yoneticiler (Bayat, 2005)
kendilerine verilen bir takim roller kapsaminda
cesitli davranmiglar sergileyerek yonetim siirecine
yon vermektedirler (Bektas, 2022). Bu siireg
igerisinde i gorenler orgiitlerine olan katkilarindan
dolay1 orgiitiin  kendileriyle ilgili memnuniyet
derecelerini  Onemsedikleri  gibi  yoneticilerin
memnuniyet derecelerini de Onemsemektedirler
(Shanock & Eisenberger, 2006). Hatta is gorenler,
yoneticileri orgiitiin en 6nemli temsilcileri olarak
gordiiklerinden yoneticilerin kendilerine karst olan
tutum ve davraniglarini orgiitiin tutum ve davranist
olarak algilamakta (Rhoades, Eisenberger, &
Armeli, 2001), orgiitsel destegin olusmasini
yonetici destegine baglamaktadirlar (Eisenberger,
Huntington, Hutchison & Sowa, 1986). Yonetici
destegi kavrami; yOneticinin  yardim  etmek
maksadiyla arkadagca davranip g¢alisanlarla sosyal
ve duygusal agidan ilgilenme (Pearce, Branyiczki &
Bakacsi, 1994), orgiite yaptiklar1 katkilardan &tiirii
deger verme ve Onemsemedir (Pohl & Galletta,
2017). Ayrica, islerini yiiriitebilmeleri igin
kolaylastirict ve yardimci olma (Matthews, Bulger
& Barnes-Farrell, 2010), ¢alisanlara destek olup ilgi
gostererek amaglaria ulagmalari i¢in
cesaretlendirme ve motive etmeye bagli (Babin &
Boles, 1996) olusan alg1 (Burke, Borucki & Hurley,
1992) ve yoneticiye duyulan inang (Kottke &
Sharafinski, 1988) olarak ifade edilmektedir.

Yonetici desteginin tiirleriyle ilgili alan yazininda
farkli yaklasimlar bulunmaktadir (Rooney &
Gottlieb, 2007). Genel olarak yonetici desteginin
bilgisel, finansal ve duygusal destek tiirlerinden
olustugu ifade edilmektedir (Bhanthumnavin,
2000). Bilgisel yonetici destegi odiil, ceza,
rehberlik, degerlendirme gibi araglarin kullanimryla
calisanin bilgi, beceri ve etkinligini arttiracak olan
isin igerigi ile ilgili destek unsurlarini icermektedir
(Altas, 2022; Bhanthumnavin, 2000). Finansal
yonetici destegi, is gorenlerin emeklerinin karsiligi
olarak maddi agidan desteklenmesini ve katkilari
mukabilinde &diillendirilmelerini  kapsamaktadir
(Kraimer & Wayne, 2004). Finansal yonetici
destegi ise caliganin insanca bir hayat siirmesini
temin edecek bir maas ve prim uygulamalar: olarak
da ifade edilebilir. Maddesel yonetici destegi olarak
ta smiflandirilan finansal yonetici destegi, maddi
destegin yaninda zaman, maddi kaynak, yardim ve
ihtiya¢ hissedilen hizmetlerin saglanmasint da
icermektedir (Bhanthumnavin, 2000).

Yonetici desteginin olugmasi yonetici ile ¢alisan
arasinda  olumlu iligkilerinin  kurulmast ile
baslamaktadir.  (Nikandrou, Papalexandris &
Bourantas, 2000). Destegin mahiyeti ne olursa
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olsun ¢alisan agisindan 6nemlidir. Bireyin herhangi
bir bicimde desteklendigini diisiinmesi kendisini
daha iyi ve gilivende oldugunu hissetmesini saglar
(Giray & Sahin, 2012). Orgiit i¢inde calisanin
desteklenmesi hem bireysel hem de orgiitsel agidan
onemli sonuglar dogurabilmektedir (Gercek &
Elmas Atay, 2021). Yonetici destegi kavrami
orgiitsel agidan bir¢ok degiskenle iligkilendirilebilir
(Ginay, 2013). Calisanlarin  davraniglarini
mesrulagtirmaya calistiklart bir davranig tiiri olan
ve orgiitler tizerinde birgok etkisi bulunan erteleme
davranis1 (Beheshtifar vd., 2011) yonetici destegiyle
ilgilidir. Ciinkii erteleme davranigi yapilan isin
kalitesini bozan, ¢alisanin performansinm diisiiren ve
zaman kaybima neden olan bir eylemdir (Kanten,
2016). Calisgan erteleme davramigini bir nedene
baglasa bile siirekli olarak bir bahane one
stirmektedir (Sirois, 2007; Tice & Baumeister,
1997). Siirekli bir hal almasi ise, ¢alisanlarda 6fke
ve huzursuzluk gibi c¢alisanin ¢evresini de olumsuz
etkileyecek  davranmiglar  sergilemesine  neden
olabilmekte (Strongman & Burt, 2000), is yasam
dengesini etkileyebilmektedir (Kara, 2021). Genel
olarak ifade etmek gerekirse erteleme davranis
calisanlarda bireysel olumsuzluklara neden oldugu
gibi oOrgiitsel bazi olumsuzluklara da neden
olabilmektedir (Elvers, Mengenci, Tasdoven &
Garayev, 2003). Orgiit icinde bircok olumsuzluga
neden olan erteleme davramisinin @ Orgiitiin
amagclarina ulasmasi i¢in 6nemli bir konumda olan

yoneticilerin  desteklerini  kesmelerine  veya
azaltmalarina sebep olabilecektir. Tim bu
bilgilerden hareketle olusturulan hipotez su
sekildedir;

H>: Is erteleme davranisi yénetici destegini negatif
yénde etkilemektedir.

Calisanlara isleriyle ilgili konularda yardimci
olmak, sorun yasayanlara karst hos gorili
davranmak, sorunlarin ¢oziimiine katki sunmak, iyi
ve dogru yapilan isleri desteklemek, caliganlarin
dertlerini ve sorunlarini dinlemek iyi yOneticilerin
Ozellikleri arasinda siralanmaktadir (Wicks, 2006).

Calisanlarin ~ oOrgiite  katki  sunacak firsatlari
gozetmesi ise, yoneticilerin kendilerine yeni
kaynaklar sunmasina ve refahlarin1 arttiracak

uygulamalar1 hayata gegirmesine, kisaca ¢alisanin
maddi manevi desteklenmesine baglidir (Zhang,
Liao, Yan & Guo, 2014). Yonetici destegi diger
destek tiirlerine gore Orgiitlere zarar veren ve bu
nedenle olugmasi istenmeyen stres gibi olumsuz is
ciktilar1 tiizerinde daha etkin bir role sahiptir
(Goktepe, 2017). Is diinyasinin her gegen giin artan
karmasiklig1 calisma kosullarini zorlagtirmakta ve
calisanlarin daha fazla strese maruz kalmalarina
sebep olmaktadir (Barut¢u, Mengiiloglu & Sirma,
2020). Bu zorlu sartlarda yoneticiden alinacak
destek calisanlar1 olumlu bir sekilde etkileyerek,
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islerine verdikleri degerin ve sunduklari emegin
artmasini  saglamakla beraber, psikolojik duygu
durumlarmin  da  diizelmesine dogrudan etki
edecektir (Baglar ve Aydin Goktepe, 2021; Lloyd,
King & Chenoweth, 2002). Yonetici destegine
sahip olduguna inanan calisanlarda is nedeniyle
olusan stresin etkisi azalabilmektedir (Tas ve
Ozkara, 2020).

H;: Yonetici destegi is stresini negatif yonde
etkilemektedir.

Is erteleme davramisi, calisanlar iizerinde birgok
olumsuzluklara neden olabilen bir davranis tiiriidiir.
Bu davranisin stirekliligi ise, c¢aliganlarda stres
diizeyinin  artmasmna  neden  olabilmektedir
(Strongman & Burt, 2000). {s yerinden kaynaklanan
strese karst ig gorenleri koruyan orgiitsel kaynak
olarak da goriilen yonetici destegi (Oztiirk Anabal
& Arikan, 2019), ne denli etkili ise calisanlarin
memnuniyet diizeyi o seviyede artacagindan, is
stresi ve stresin sebep olacagi olumsuzluklarin
etkilerinin de o derece azalacag: sdylenebilir (Yang
vd., 2015). Yonetici destegi ile is stresi arasindaki
iliskiye doniik yapilan ¢alismalarda; Viswesvaran,
Sanchez ve Fisher (1999) yonetici desteginin
performans artist ile birlikte is stresini, Carlson ve
Perrewé (1999) is yiki ve 1is stresi algisini,
Halbesleben (2006) ise, is stresini azalttigim tespit
etmistir. Tas ve Ozkara (2020) ise, yonetici
desteginin ¢aliganlarin is stresini anlamli ve negatif
bir sekilde etkiledigi sonucuna ulagmistir. Is
erteleme davraniginin da bir¢ok olumsuz neticesi
olmakla birlikte Hofer vd. (2012), bu davranis
tiiriiniin strese neden oldugunu ortaya koymuslardir.

Tim bu c¢aligmalar stresin bircok sebebinin
oldugunu ve azalmasmma etki eden Onemli
kaynaklardan birinin yonetici destegi oldugu

gercegini ortaya koymaktadir. Tim verilerden
hareketle olusturulan hipotezler su sekildedir;

Hy: Yonetici destegi is erteleme davranisi ile is
stresi arasindaki iligkiye aracilik etmektedir.

3. YONTEM

Bu arastirmanin amaci, is ertelemenin is stresine
etkisini ve bu iligkide yoOnetici desteginin araci
roliinii tespit etmektir. Calismaya baglamadan evvel
Malatya  Turgut Ozal Universitesi ~ETIK
komisyonundan 28/07/2023 tarih ve E-35841939-
050-166594 say1 ile etik kurul onay belgesi
alinmistir.  Arastirmanin  banka calisanlar1 ile
yapilmasi  disiiniildiiglinden amagli  6rneklem
metodu tercih edilmis ve TRB2 bolgesi olarak
adlandirilan Mus, Bitlis, Van ve Hakkari illerindeki
kamu ve 6zel banka calisanlariyla yiiz yiize anket
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teknigi  kullamilarak  veriler elde edilmeye
calistlmistir. Ankete katilimin goniilliilik esasina
bagli oldugu bilgisi paylasildiktan sonra, 332 kisi
calismaya gOniilli olarak katilim saglamistir.
Katilimeilarin  verdikleri cevaplar incelendiginde
bazi formlarim eksik ve hatali oldugu anlasilmis bu
sebeple 14 form c¢alisma kapsami disinda
brrakilmistir. 318 katilimcidan elde edilen veriler
is1ginda veriler  analize tabi  tutulmustur.
Katilimeilarla ilgili demografik veriler Tablo 1 de
verilmistir.
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aciklanmasinda iyi sonuglar veren yeni nesil bir
analiz teknigidir (Weston & Gore, 2006). Ayrica
YEM yaklasgimi modeldeki aracilik rollerinin
analizinde birinci nesil regresyon yaklasimlarina
kiyasla daha basarili sonuglar verebilmektedir
(Tacobucci, Saldanha & Deng, vd., 2007). Bu
sebeplerden Otiirli veri analizinde YEM yaklasimi
izlenmis ve arastirma modeli Sekil 1°de verilmistir.

Tablo 1: Demografik Veriler

F %

Cinsiyet Erkek 254 79.9
Kadin 64 20.1

Toplam Cahsma Siiresi 1 Yildan Az 8 2.5
1-5 Y1l 74 233

6-10 Y1l 109 34.3

11-15 66 20.8

16 ve Ustii 61 19.2

Yas 18-25 16 5.0
26-30 161 50.6

31-40 119 37.4

41-45 18 5.7

46 ve Ustii 4 1.3

Egitim flkokul 1.3
Lise 8 2.5

On Lisans 13 4.1

Lisans 242 76.1

Lisans Ustii 51 16.0

Toplam 318 100.0

Calisma kapsaminda elde edilen demografik
verilere gore, katilimcilarin biiylik ¢ogunlugunu
(%79.9) erkekler olusturmaktadir. Toplam calisma
siiresinin en yiiksek oldugu frekans 109 kisiyle 6-10
yil arasinda gergeklesmistir. %50.6’lik en yiiksek
oranla katilimcilarin yaslar1 26-30 araligindadir.
Katilimeilarin en yiiksek egitim orani ise, %76.1 ile
Lisans olarak tespit edilmistir.

Arastirmada anket teknigiyle elde edilen veriler
nicel arastrma ydntemi benimsenerek analiz
edilmistir. Aragtirma bir nedensel karsilagtirma
arastirmasidir. Ayrica veriler toplanis itibariyle
kesitsel arastirma yoOntemi tiirlindedir (Wang &
Cheng, 2020). Elde edilen verilerin analizi i¢in
ikinci nesil istatistiki analiz teknigi olan yapisal
esitlik modellemesi (YEM) yaklagimi
benimsenmistir. ' YEM, insan davranislariin
incelendigi sosyal disiplinlerdeki teorik modellerin

3.1. Olgiim Araglar

Is Erteleme Olgegi: Tuckman (1991) tarafindan
gelistirilen i erteleme Olgcegi 16 ifadeden
olusmaktadir ve a= .86 olarak olciilmiistiir. Ozer,
Sackes &  Tuckman  (2013) tarafindan
Tirkgelestirilen olgekte gerekli kosulu saglamayan
2 ifade ¢alisma disinda birakilmis ve 14 ifadeli bir
olcek olusturulmustur. 1= Kesinlikle katilmiyorum
ve 4= Kesinlikle katiliyorum seklinde dortlii Likert
Olcegine gore belirlenen ve o= .90 olarak ol¢iilen
olgegin ornek sorular1 “Onemli olsalar bile, isleri
bitirmeyi gereksiz yere ertelerim”,” Bir seyi
yapmamak ic¢in bahane bulmayir basaririm” ve
“Bugiinlin isini yarina birakmak benim tarzim
degildir” seklindedir. Calismada elde edilen o= .92
olarak tespit edilmistir.
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is Stresi Olgegi: Rizzo, House & Lirtzman (1970)
tarafindan olusturulan is stresi olgegi 5 ifadeden
olugmaktadir. Orijinal o6l¢egin o= .88 olarak
Olciilmistiir. 1= Kesinlikle katilmiyorum ve 5=
Kesinlikle katiliyorum seklinde besli Likert tipine
gore belirlenen Olcek tarafimizdan
Tiirkcelestirilmistir. Olgek ifadeleri “Biiyiik bir
gerilim altinda calistyorum”, “Isimin bir sonucu
olarak  kendimi  huzursuz ~ veya  gergin
hissediyorum”, Farkli bir isim olsaydi, sagligim
muhtemelen daha iyi olurdu”,” Isimle ilgili sorunlar
beni geceleri uyutmuyor” ve “Siklikla zihnimi
mesgul edecek sekilde eve is getiririm” geklindedir.
Tirkgelestirilen olcege iliskin o= .88 olarak tespit
edilmistir.

Yonetici Destegi Olcegi: Giray & Sahin'in (2012)
farkli arastirmacilardan istifade ederek
gelistirdikleri yonetici destegi Olgegi tek boyut ve
11 maddeden olugmaktadir ve o= .94 olarak tespit
edilmistir. 1= Kesinlikle katilmiyorum ve 5=
Kesinlikle katiliyorum seklinde besli Likert tipine
gore belirlenen Olgekte O6rnek sorular “Yoneticim
bilmeden bir hata yaptigimda beni kurumdaki diger
kisilere kargi savunur”, “Yoneticim goriiglerimi
dikkate alir” ve “Yoneticim performansimi nasil

kurulmasini, ardindan yap1 gegerliligi ve giivenirligi
test edilen verilerin yapisal modelle analiz
edilmesinin uygun olacagint belirtmistir. Bu
caligmada iki basamakli yaklagim belirlenmistir ve
ilk olarak 6l¢iim modeli kurulmustur. Ol¢iim modeli
kurulmadan Once ise, verilerin normal dagilim
gosterip gostermedigi test edilmistir. Bu amagla
ifadelerin garpiklik ve basiklik degerleri kontrol
edilmigtir.  Yapilan incelemede tim  Olgek
maddelerinin alan yazininda kabiil goren -1,5 ile 1,5
degerleri arasmnda dagilim gosterdigi tespit
edilmistir. Buradan hareketle verilerin normal
dagilim gosterdigine kanaat getirilmigtir
(Tabachnick, Fidell & Ullman, 2019).

AMOS 26 programi ile maximum likelihood
modunda o6l¢iim modeli kurulmustur. Fornell &
Larcker (1981) ol¢lim modelin dogrulanmasi
gereken kriterlerden bahsetmistir. Buna gore 6l¢iim
modelindeki ifadelerin faktor yiiklerinin .50 siirini
asmasi gereckmektedir. Daha sonra uyusum
gegerliligi kriteri i¢in varyans tahmin degerlerinin
(AVE) .50  degerinden  yiiksek  olmasi
beklenmektedir. Giivenilirlik i¢inse, degiskenlerden
elde edilen kompozit giivenilirlik (CR) degerinin
.60’tan ve Cronbach’s a degerlerinin .70’ten yliksek
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Sekil 1. Arastirma Modeli

gelistirecegim konusunda bana yol gosterir”
seklindedir. Calismada elde edilen o= .94 olarak
tespit edilmistir.

3.2. Ol¢iim Modeli

Bu Aragtirma kapsaminda banka c¢alisanlarindan
toplanan verilerin analizinde, yapisal esitlik
modellemesi yaklagimi benimsenmistir. Anderson
& Gerbing (1988) YEM analizinde iki basamakli
yaklastmin  kullanilmasinin =~ uygun  olacagini
savunmugstur. Bu baglamda oncelikle verilerin
analize uygunlugunu test etmek i¢in 6l¢lim modeli

olmast  gerekmektedir. Son olarak ayrigim
gegerliligi  icin  AVE  degerinin  karekdkiiniin
degiskenler arasindaki korelasyon katsayilarindan
bliylik olmasi gerekmektedir. Bu kriterleri test
etmek i¢in kurulan 6l¢lim modelinin uyum iyiligi
degerleri su sekildedir: CMIN = 1295,855; df =
659; y2/df = 1,966; RMSEA = .055; NFI = .881;
TLI = .869; CFI = .878; SRMR = .074. Bu
degerlerin kabul edilebilir sinirlar igerisinde oldugu
belirlenmistir (Hu ve Bentler, 1999). Modelden elde
edilen diger sonuglar Tablo 2’de verilmistir.
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Tablo 2: Olgiim Modeli Analizi Sonugclar

Olcekler Maddeler Faktor AVE CR Alpha
Yiikii
is Erteleme iE1 551 519 937 .928
IE2 .605
iE3 746
IE4 607
IE5 .895
IE6 541
IE7 .682
IE8 707
IE9 .851
IE10 741
[El1 757
IE12 712
[E13 .847
[E14 739
Yonetici YD1 679 .559 933 941
Destegi YD2 783
YD3 750
YD4 .789
YD5 .594
YD6 .698
YD7 .803
YDS§ 785
YD9 .823
YDI0 682
YDI11 .810
Is Stresi IS1 651 .596 .880 .886
is2 779
is3 .838
is4 767
iss 811

Tablo 2’den de anlasilacag iizere 6l¢lim modelinin
tim maddelerinin faktor ytikleri .50 esigini, AVE
degerleri .50 esigini, CR degerleri .60 esigini,
Cronbach alpha degerleri ise .70 esigini agsmaktadir.
Bu nedenle 6l¢iim modelinin Fornell & Larcker
(1981) kriterlerini sagladig1 tespit edilmistir.
Degiskenler arasindaki korelasyon ve tanimlayici
istatistikler Tablo 3’ te verilmistir.

Tablo 3’ten de anlasilacagi iizere degiskenlerin
AVE degerlerinin  karekokii, olgeklerin  kendi
aralarindaki korelasyon degerlerini agmaktadir. Bu
durumda degiskenler arasi ayrisim gegerliligi
kriterleri de karsilanmaktadir (Fornell & Larcker
1981). Boylece degiskenlerin  gegerlilik ve
giivenilirlik agisindan herhangi bir sorun teskil
etmedigi sonucuna ulagilmistir. Bu dogrultuda
hipotez testlerine gegilmistir.

Tablo 3: Tanimlayici Istatistikler

Ortalama Btandang 1 2 3
Sapma
1.Yonetici 3.845 .894 (.748)
Destegi
2.1s 2.064 544 -.27 5%k (.721)
Erteleme
3. Is Stresi 2.890 .994 -.140* A4 (.772)

*%%p<,001; *p<.05; Parantez ici Degerler = VAVE




Inan Kaynak & Berat Cigek

3.3. Yapisal Model

Ik basamakta yap1 gecerlili§i test edilen bu
caligmanin ikinci adiminda yapisal esitlik analizleri
basamagma gecilmigtir. Bu baglamda AMOS 26
programu ile aragtirma modeline (Sekil 1) uygun bir
yapisal model kurulmustur. Kurulan modelin
oncelikle uyum iyiligi indeksleri incelenmistir. Elde
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biylikligi 2000 olarak, giiven araligi ise % 95
olarak hesaplanmigstir. Elde edilen sonuglar Tablo
5’te verilmistir.

Arastirmada kurulan Hy hipotezi yonetici desteginin
is erteleme ile is stresi arasindaki iligkiye aracilik
edecegini Ongérmekteydi. Bu durumu test icin
kurulan modelin sonuglar1 Tablo 5’te paylagilmistir.

edilen sonuglara gore, kurulan yapisal modelin Sonuglardan da anlasilacagr iizere, bootstrap
kabul edilebilir uyum degerlerine (Hu & Bentler, yontemiyle elde edilen dolayli etki degeri
Tablo 4: Etki Analizi Sonuglari
: Standart Kritik

Hipotez P Hata Oran Anlamhhk

Is Erteleme = Is Stresi 464 135 5.342 0.000

Is Erteleme = Ydnetici -.275 114 -4.086 0.000

Destegi

Yonetici Destegi = s -.087 .059 -1.348 0.048

Stresi

1999) sahip oldugu tespit edilmistir: CMIN =
811.879; df = 374; ¥2/df = 2.171; RMSEA = .061;
NFI = .900; TLI = .870; CFI = .880; SRMR = .079.
Modelde ¢ikan dogrudan etki sonuclart Tablo 4’te
paylasilmistir.

Hipotez testi sonuglarina gore ig ertelemenin is
stresi (B = .464; p<.001) iizerinde pozitif yonlii ve
anlamli;; yonetici destegi iizerinde (B =-.275;
p<.001) negatif yonlii ve anlamli bir etkiye sahip
oldugu belirlenmistir. Yonetici desteginin ise, is
stresi (B =-.087; p<.05) iizerinde negatif yonlii ve
anlamli bir etkiye sahip oldugu goriilmiistiir.

anlamlidir. Ayrica Baron ve Kenny’nin (1986)
onerdigi adimlarda ydnetici desteginin modele
girdigi durumda is erteleme ile is stresi arasindaki
iliskinin  glictinlin  azaldigi  belirlenmistir. Bu
sonuglar bir arada degerlendirildiginde yonetici
destegi is erteleme ile is stresi arasindaki iligskiye
aracilik ettigi sonucuna ulagilmigtir. Buna gore “H:
Yonetici destegi is erteleme davranisi ile is stresi
arasindaki iligkiye aracilik etmektedir” hipotezi
desteklenmistir.

Tablo 5: Araci Etki Analizi Sonuglar

Hipotez Toplam p Dogrudan ) Dolayh p Aracilik
Etki Degeri Etki Degeri Etki  Degeri Durumu
Ha: Is Erteleme = .
Yonetici  Destegi .380 .001 464 .001  -.084 .049
. . Aracilik
- Is Stresi

Aragtirmanin  bu bulgular1 ile “H;: Is erteleme
davranigi is stresini pozitif yonde etkilemektedir”,
“H,: Is erteleme davranis1 ydnetici destegini negatif
yonde etkilemektedir ve “Hsz: Yonetici destegi is
stresini negatif yonde etkilemektedir” hipotezleri
desteklenmistir.

Arastirmanin araci degiskenlerinin roliini tespit
etmek i¢in Baron & Kenny’nin (1986) oOnerdigi
adimlar izlenmistir. Ayrica dolayli etki giiciini
tespit etmek i¢in Mallinckrodt, Abraham, Wei &
Russell, (2006) tarafindan Onerilen bootstrapping

yontemi  kullamilmigtir.  Bu  yontem  Kkitle
parametresine iligkin giiven araligt olusturarak
dolayli  etki  hesaplamasi  yapabilmektedir.

Analizlerde bootstrap kitle parametresi orneklem

5. TARTISMA VE SONUC

Bu calisma ile is erteleme ve is stresi kavramlari
incelenmistir.  Oncelikli olarak is erteleme
davranisinin ig stresine olan etkisi incelenmistir.
Sadykova (2016) erteleme davraniginin is stresine
neden olacagin ileri siirmils, Strongman ve Burt
(2000) ise ertelemenin stresi arttiracagim iddia
etmistir. Caligma kapsaminda elde edilen ilk sonug,
alan yazininda ileri siirtildigii gibi is erteleme
davraniginin is stresini pozitif yonde etkiledigi yani
arttirdigr sonucudur. Caliganlar1 destekleyen, yol
gosteren, Odilllendiren ve yanlis davranislar
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kargisinda cezalandirma yerine arkadasgca davranip
calisanlar1 olumsuz tutumlar sergilemesinin Oniine
gecen  yoneticiler  Orgiitler  acisindan  ¢ok
onemlidirler (Kara & Kaya, 2020). Fakat orgiitler
bir amac¢ ic¢in vardir ve bu amaglara ulasma
konusunda ydneticiler birinci derecede sorumluluk
sahibi olan kisilerdir. Bu nedenle orgiitsel ¢iktilar
acisindan bir¢ok olumsuzluga sebep olan erteleme
davraniginin  yonetici  destegini  ne  ydnde
etkiledigine donik yapilan analiz sonucunda,
erteleme davraniginin yonetici destegini negatif
yonde etkiledigi tespit edilmistir. Yani erteleme
davranis1 yonetici desteginde azalmaya neden
olmaktadir. Her sart ve kosulda c¢alisanin
desteklenmesi onemlidir. Fakat erteleme
davramiginin ~ kroniklesmesi yani Omiir boyu
iyilesemeyip kalict hale gelmesi durumunda
yonetici desteginin azalmasi beklenen bir durum
olarak  karsimiza c¢ikmaktadir. Is erteleme
davraniginin yonetici destegini azalttigi ile ilgili
elde edilen bu sonug¢ alan yazininda karsilagtirma
yapilacak baskaca bir sonu¢ bulunamadigi igin
degerli goriilmektedir.

Giinliik hayatta stresten uzak durmak neredeyse
imkansizdir (Emhan & Cayir, 2010). Bu sebeple
yonetici desteginin strese olan etkisinin bilinmesi
onemli goriilmektedir. Zira yonetici is yasaminda
bir stresor olarak karsimiza ¢ikabilmektedir
(Speegle, 2013). Bir stresor olabilen yonetici
desteginin is stresini ne yonde etkileyecegi
arastirma kapsaminda cevap aranan sorulardan biri
olmustur. Bu kapsamda yapilan analiz sonucunda
yonetici desteginin is stresini negatif yonde
etkiledigi diger bir ifadeyle azalttigi sonucuna
ulagilmigtir. Yonetici desteginin caligsanlarin stres
diizeyleri ile ilgili etkisini aragtiran (Carlson &
Perrewé, 1999; Halbesleben, 2006; Tas & Ozkara,
2020) calismalar, yonetici desteginin is stresini
azalttigr sonucuna ulasmustir. Calisma sonucunda
elde edilen yonetici destegi is stresini negatif yonde

etkiler sonucu alan yazmindaki sonuglarla
ortiismektedir.

Erteleme davranist kisisel ozelliklerden
kaynaklanabildigi gibi ¢evresel baz1 etkenler

sonucunda da ortaya cikabilmektedir (Balkis &
Duru, 2016). Yalnizca bir tek uyarani olmayan is
erteleme  davranisi orgiitlerin  ¢aliganlarda
olugsmasint arzu etmedigi davranig tiirlerinden biri
olarak kabul edilmektedir. Bu davraniglarin
azaltilmast veya ortadan kaldirilmasinda ise her
kademedeki yoneticiler sorumlu olmaktadirlar.
Yonetici destegi olarak kavramsallagtirilan bu
destek tiirii calisanlarca algilanan diger destek
tirlerinden daha agirlikli bir role sahiptir (Goktepe,
2017). Yonetici desteginin is erteleme ile is stresi
arasindaki iligkide bir roliiniin olup olmadig: ile
ilgili analizler neticesinde kismi bir aracilik roli

tespit edilmistir. Yani yonetici destegi kismen de
olsa is erteleme davranisinin is stresi tizerindeki
etkisini azaltmaktadir denilebilir.

Calisma kapsaminda bazi Oneriler sunulabilir.
Oncelikle orgiit icinde erteleme davranisinin
sebepleri ve sonuglar1 arastirilarak, kaynak orgiitsel
ise bu sebepleri ortadan kaldirict tedbirler
alinmalidir. Eger ertelemeye neden olan davranis
calisgan kaynakli ise c¢alisanin bu davranisa
yonelmesinin  kok sebebi gerekli goriigmeler
yapilarak  O6grenilmeli ve sorunun ortadan
kaldirilmasina calisilmalidir. Bu sayede erteleme
davranisinin  sebep oldugu is stresi azaltilmig
olunabilir. Ayrica yonetici desteginin Onemine
binaen erteleme davranis1 gosteren calisanlara
destek oncelikli olarak azaltilmak yerine arttirilmali
ve boylece is erteleme davranisinin azaltilmasi ya
da ortadan kaldirilmasi saglanabilir. Her ¢aligmanin
oldugu gibi bu c¢alismanin da bazt kisitlari
bulunmaktadir.  Oncelikle erteleme  davranist
sergileyen bireylerin bu davranis1 yapmiyormus gibi
sorulara objektif cevaplamamis olmasi ile yonetici
destegi olmasa bile c¢alismanin yoneticilerce
yapildig1 diisiincesinden hareketle varmis gibi
cevaplamis olmalar1 ihtimali ¢aligmanin en 6nemli
kisit1 olarak goriilmektedir. Ayrica ¢aligma belli bir
bolge de ve belli sayida kisi ile gerceklestirilmistir.
Bu nedenle sonuclarin genellestirilmesi miimkiin
goriilmemektedir. Katilimcilarin kendilerini daha
rahat ifade edebilecekleri ve daha genis katilimli,
erteleme davramisinin etkilendigi degiskenlerin ele
alindig1 yeni arastirmalarin yapilmasi
onerilmektedir.

ETIiK BEYANATI

Destek Bilgisi: Bu ¢alisma, kamu, ticari veya kar
amact gilitmeyen kuruluslar gibi herhangi bir
organizasyondan destek almamuistir.

Cikar Catismasi: Tim yazarlar adina, sorumlu
yazar ¢ikar ¢atigmasi olmadigini belirtir.

Etik Onay:: Insan katilimeilar1 geren calismalarda
gerceklestirilen tiim prosediirler, kurumsal ve / veya
ulusal arasgtirma komitesinin etik standartlarina ve
1964 Helsinki deklarasyonuna ve daha sonraki
degisikliklerine  veya  karsilagtirilabilir  etik
standartlara uygundur. Bu arastirma i¢in Malatya
Turgut Ozal Universitesi ETIK komisyonundan
28/07/2023 tarih ve E-35841939-050-166594 say1
ile etik kurul onay belgesi alinmistir.

Bilgilendirilmis Onam Formu: Calismaya katilan
tiim bireysel katilimcilardan bilgilendirilmis onam
formu alinmustir.
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Civility plays a key role in the formation of human relationships. When the subject is considered
in the context of organizations, it is seen that civility has an important place in the functioning
of the organization. The polite behaviors experienced or observed by the employees in their
relations with their managers spread to the whole organization and also spread to the rude and
rude behaviors. This situation can disrupt the working order of the organization and damage the
employee-organization relationship. From this point of view, in this study, the mediating role of
psychological contract violation and moral disengagement in the effect of manager’s incivility
on organizational citizenship behavior was examined. The research was conducted on 509
public institution employees in the provinces of Konya, Karaman, Yozgat, and Nigde. The data
were analyzed with the Structural Equation Model. Findings show that manager incivility
affects organizational citizenship behavior through psychological contract violation and moral
disengagement.
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1. GIRIS

Calisanin, gorev tanimimin diginda kalan, calistigt
orgiit icin Ozverili olma bilinciyle yaptig1 tim
vatandaslik davraniglarinin orgilitiin
ilerleyebilmesinde 6nemli bir yere sahip oldugu
aciktir. Orgiite fayda saglayan bu tiir davranislarin
devam ettirilebilmesi Orgiit yonetiminin gereken
altyaptyr olusturmasi ile miimkiin olmaktadir.
Kademe gozetmeksizin tiim calisanlari igine alan
saygl ve nezaketin orgiit kiiltiirii haline getirilmesi
vatandaslik davraniginin artarak devam
ettirilmesinde biiyilk rol oynamaktadir. Ancak
giinimilizde cesitli nedenlerle (rekabet, teknolojik
degisimler, demografik yap1 degisiklikleri vb.)
orgiitlerde nazik davranig kaliplarinin azalabilecegi
ongoriilmektedir. Sayginin yerini alan nezaketsizlik
orgiitiin tiimiiyle olumsuz etkilenmesine neden
olabilmektedir. Ozellikle ydnetici nezaketsizliginin
orgiitlerde biiyiikk sorunlari beraberinde getirmesi
olasidir.

Buradan  hareketle bu ¢alismada, ydnetici
nezaketsizliginin Orgiitsel vatandaslik davranisina
etkisinin incelenmesi amaclanmistir. Arastirma

kapsaminda psikolojik sozlesme ihlali ve ahlaki
¢Ozlilmenin bu etki {lizerindeki aracilik etkisi
belirlenmeye c¢aligilmistir.

2. KAVRAMSAL CERCEVE

2.1. Yonetici Nezaketsizligi

Is yeri nezaketsizligini literatire kazandiran
Andersson ve Pearson (1999: 457) kavrami “iy
yerinde karsiikl saygt ve normlarin ihlal edilmesi
ile yapilan, hedefe zarar verme niyetinin belirsiz
oldugu, diisiik yogunluklu sapkin davranislar”
olarak  tammlamiglardir  ve nezaketsizligi
“karakteristik olarak kaba ve saygisiz” davraniglar
olarak nitelendirmiglerdir. Nezaketsizlik, genel
olarak, nezaketsizligi  yapan kiskirtici(lar),
nezaketsizlige maruz kalan hedef(ler) ve olaya sahit
olan ya da duyan gozlemci(ler)’in taraf oldugu

etkilesimli bir olay olarak goriilmektedir (Karanfil,
2019:5).

Pearson, Andersson ve Wegner (2001: 1398) is yeri
nezaketsizliginin diisiik yogunluk, norm ihlali ve
belirsiz niyet olmak {izere li¢ 6zelliginin oldugunu
belirtmislerdir. Bu 6zellikler nezaketsizligi, diger
kot davranmiglar formlar1 ile arasindaki farki
yansitmaktadir. Diisiik yogunluk, eylemin fiziksel
bir miidahaleden c¢ok sozel, pasif ve dolayh
oldugunu anlatmaktadir (Pearson & Porath, 2005:
8). Belirsiz niyet, nezaketsizlige taraf olanlarin

(kiskirtici, hedef ve gozlemleyen) kiskirticinin
niyetinin ne oldugu konusunda net bit ¢ikarim
yapamadigl durumlari ifade etmektedir (Cortina &
Magley, 2009: 273). Son olarak farklilik
gostermesine karsin her orgiitte bulunan normlarin
ihlal edilmesinin orgiitiin siirdiiriilebilirligi i¢in
tehlike olusturdugudur (Trent & Allen, 2019: 71).
Bu ¢ 6zellik nezaketsizligi olagan karsilanmasina
neden olmakta ve sonuglarinin buna maruz kalanlar
acisinda son derece yogun ve bunaltici oldugu
gozden kacabilmektedir (Akella & Lewis, 2019:

55). Bu olagan goriinim  normallestikce
nezaketsizlik, is yerlerinde daha fazla kasith
saldirgan eylemlerin baslangig noktasi

olabilmektedir (Pearson, Andersson & Porath,
2000: 123).

Andersson ve Pearson (1999: 458) nezaketsizligi
daha saldirgan davramig formlarina doniisme
potansiyeli oldugunu ve bir sarmal halinde
artabilecegini belirtmislerdir. Sarmal, kigkirticinin
yaptig1 nezaketsiz davramisin hedef tarafindan
algilamas1 ve kendisine yapilan nezaketsizlige
kargilik vermesi ile ortaya c¢ikmaktadir. Hedef,
devam eden bu sarmal igerisinde eger kendisine
yonelik nezaketsiz davranisi  kimligine veya
itibarina yonelik bir saldir1 olarak algilarsa sarmal
kirilma noktasina (tipping point) ulasmakta hedef
0¢ alma duygusuyla karsilik verebilmektedir. Bu
durum sarmalin hizli bir sekilde yukar1 tirmanarak
daha biiyiik olumsuzluklar1 beraberinde getirmesine
neden olmaktadir (Andersson & Pearson, 1999:
462; Baron & Neuman, 1996: 170).

Is yerlerinde nezaketsizlige pek ¢ok faktdr (
cinsiyet, kisilik, yoneticiler, informal 6rgiit yapisi
vb.) neden olabilmektedir. Her bir faktoriin hedef
iizerindeki etkisi farkli olmakla ile birlikte 6zellikle
yonetici kaynakli nezaketsizligin hedef iizerinde
cok daha fazla yikici etkisi olabilecegi yapilan
calismalarda goriilmektedir (Martinez & Eisenberg,
2019: 100; Hershcovis & Barling, 2010; Itzkovich,
2014; Jungert & Holm, 2021).

Caligmalar yonetici nezaketsizliginin performansin
azalmasi, calisma diizeninin bozulmasi, Orgiit
kiiltiiriniin yikic1 hale gelmesi vb. orgiitii etkileyen
sonuglarin ve c¢aliganlarda stresin artmasi, ise
baghligin azalmasi, giivenin azalmasi ve Orgiit
normlarina uymayan davraniglarda artma gibi
sonuglar1 olabilecegini gostermektedir. Konu ile
ilgili yapilmis c¢alismalar, kaba ve saygisiz
davraniglarin, ¢aliganlarin orgiitle aralarindaki bagi
giderek azaltabilecegini, psikolojik sozlesmelerinin
ihlal edildigi algisin1 ortaya cikarabilecegini ve
sonu¢ olarak calisganin Orgiite karsi gelistirmis
oldugu vatandaglik hissinin kaybolmasina neden
olabilecegini gostermektedir (Dhanani & Wolcott,
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2018; Jelavic, Aleksic & Braje, 2021; Pearson &
Porath, 2005; Samosh, 2019).

2.2. Orgiitsel Vatandashk Davrams

Cagdas orgiitlerde, artan kiiresel rekabet, kiiclilme
girisimleri ve miisteri hizmetlerine daha fazla 6nem
verilmesi gibi mevcut egilimler, gérev ve teknik
yeterliligin Gtesine gecen, bunun yerine gorevlerin
yerine getirilmesi i¢in kritik katalizor gorevi goren
orgiitsel, sosyal, psikolojik baglami destekleyen ve
vatandashik  performanst  olarak  adlandirilan
davraniglarin 6nemi artmistir (Borman, 2004: 238).

Katz (1964: 132) orgiitlerdeki resmi sistemlerin
(planlama vb.) beklenmedik degigimleri
ongoremeyecegini ve dolayistyla dogru tahmin
edemeyebilecegini, her zaman yenilik¢i ve spontane
olan bir dizi eyleme ihtiya¢ duyulabilecegini,
sadece belirlenmis davranig planlarma bagli bir
orgiitin ¢ok kirilgan bir sosyal sistem oldugunu
ifade etmistir. Bunun Oniine ge¢mek i¢in Katz,
orgiitlerde etkinligin artirilmasina yonelik olarak
calisanlarda bulunmast gereken davraniglart {i¢
kategoride toplamistir. Bireyler bir orgiite girmeye
ve orada kalmaya tesvik edilmeli, kendilerine
verilen rol gerekliliklerini gilivenilir bir sekilde
yerine getirmeli ve rol gerekliliklerinin Gtesine
gecen yenilik¢i ve kendiliginden faaliyetlerde
bulunmalidirlar. Smith, Organ ve Near (1983) son
kategoriyi “Orgiitsel Vatandashik Davranis1 (OVD)”
olarak adlandirmis ve 1980°li yillarin baglarinda ilk
defa kullanilmistir (Konovsky & Pugh, 1994).

Organ (1988) OVD’yi “Resmi odiil  sistemi
tarafindan dogrudan veya agik¢a tanminmayan ve
toplamda érgiitiin etkin isleyisini tegvik eden, istege
bagli  olan  bireysel  davranis.”  seklinde
tanimlamigtir (Podsakoff, MacKenzie, Paine &
Bachrach, 2000: 513). OVD’nin  sosyal
mekanizmalarin ¢aligmasina destek oldugu ve ani
gelisen durumlara karst esneklik kazandirdig: icin
orgilitlerde  Oonemli bir yere sahip oldugu
belirtilmektedir (Smith vd., 1983: 654)

OVD’nin alt boyutlarma iliskin ¢calismay: Smith vd.
(1983)  gergeklestirmis  ve  digergamlik  ve
genellestirilmis uyum olmak tizere iki alt boyut
altinda toplandigini ortaya koymuslardir (Hoffman,
Blair, Meriac & Woehr, 2007: 555). Caligma 1988
yilinda Organ tarafindan  genisletilmis ve
digergamlik, vicdanlilik, nezaket, sivil erdem ve
centilmenlik olmak iizere OVD’yi bes alt boyutta
toplamistir (LePine, Erez & Johnson, 2002: 53).
Yapilan bazi calismalarda ise OVD iki boyut
(OVD-0 ve OVD-1) veya tek boyut altinda
toplandig1 goriilmektedir (Coleman & Borman,
2000; Meydan & Sesen, 2011; Williams &
Anderson, 1991).

Digergamlik (Ozgecilik), baska bir kisinin refahini
artirma motivasyonudur (Batson & Powell, 2003).
Is arkadaslarina ve iistlerine bire bir destegi ifade
etmektedir (Chahal & Mehta, 2010: 26; Organ,
2017). Vicedanliik/Diiviistliik, diirtli  kontroliinii
saglayabilmek i¢in, sosyal olarak Ongoriilen
normlar1 takip etme, hedefe yonelik olma, plan
yapma ve hazz1 erteleyebilme egilimi olarak
tanimlanmaktadir (Roberts, Jackson, V.Fayard,
Edmonds & Meints, 2009). Nezaket, orgiit i¢inde
yapilacak olan isler neticesinde kimsenin bundan
olumsuz etkilenmemesi i¢in onceden
bilgilendirilmesini anlatmaktadir. (Konovsky &
Organ, 1996: 255; Morrison, 1994: 1550).
Centilmenlik, Organ (1990) tarafindan “kaginilmaz
rahatsizliklara ve isin dayatmalarma sikayet
etmeden tahammiil etme istekliligi” olarak
tanimlamistir (Podsakoff vd., 2000: 517). Sivil
Erdem, Orgitin timiine gosterilen biiyiik ilgiyi
temsil etmektedir (Podsakoff vd., 2000: 525).

Podsakoff vd. (2000) yapmus olduklar1 ¢aligmada
OVD’nin  orgiitiin~ yonetimsel ~ karar  alma
stireglerindeki potansiyel etkilerini incelemis ve
orgiit icerisindeki kargilikli yardimi ve destegin
OVD ile gelistirebilecegini ifade etmislerdir. Bunu
yant sira, performans degerleme safhasinda da
OVD’nin 6ncii rol oynayabilecegini belirtmislerdir.
Podsakoff ve MacKenzie (1997) de OVD’nin
orgiitsel performans iizerindeki potansiyel etkilerini
incelemisler ve Orgiitin tiimiinde olusabilecek
nezaket dongiisliniin, yardimlagsmanin, ¢dzim
odakli yaklagim tarzinin orgiit ve calisanlar igin
olumlu sonuglar1 olabilecegini belirtmislerdir. Her
iki calisma birlikte incelendiginde OVD’nin
orgiitlerde karsilikli saygi ve nazik davranisin ne
kadar oOnemli oldugu eksikliginin ise Orgiit
performansin1 olumsuz etkileyecegi sonucu ortaya
¢ikmaktadir.

2.3. Psikolojik Sozlesme Thlali

Psikolojik s6zlesme, orgiit ve ¢alisanin bir is iligkisi
i¢in bir araya gelmesi ile ortaya ¢ikan bir siire¢ olup
calisanin oOrgiit ile is iliskisinden kaynaklanan
degisimi her iki tarafin da kabul ettigi inancini
yansitmaktadir. (Robinson & Rousseau, 1994: 246).
Psikolojik sdzlesmelerde karsilikliliga ulasmak
istihdam  iligkilerinde  altin  kural  olarak
goriilmektedir (Rousseau, 2004).

Sosyal degisim teorisi karsilikliliga dayali bir dizi
degis tokus sonucunda iliskilerin nasil gelistigini
aciklamakta ve psikolojik sozlesmelerin temelini
olusturmaktadir (Gouldner, 1960). Teori, insanlarin,
karsiliklilik  esasinin ~ bulundugu  ekonomik
degisimlerin yaninda bazi sosyal yiikiimliiliiklerin
de degis tokus ettigini 6ne siirmektedir (Johnson &
O’leary-Kelly, 2003: 627). Bu degisimler dengeli
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bir sekilde devam ettigi siirece kaliteli iliskilerin
devam edecegini 6ngdérmektedir (Cropanzano &
Mitchell, 2005; Koksal, 2012). Cogunlukla
yoneticinin ¢alisana olumlu veya olumsuz bir
davraniglariyla  degisim  siireci  baslamaktadir.
Calisan, oOrgiitsel destek, adil olma vb. olumlu
davranislara olumlu, kaba, istismarcit vb. olumsuz
davraniglara olumsuz karsilik  vermekte ve
boylelikle iliski ortaya cikmaktadir (Cropanzano,
Anthony, Daniels & Hall, 2017: 2).

Rousseau (1998: 667) temelde sozlesmelerin
islemsel ve iligskisel olarak Dbigimlendigini
belirtmistir. Islemsel sézlesmeler, taraflarm kisa
vadeli parasal anlagmalardir. Burada sinirli ve kisa
streli calisma so6z konusudur. Dar gorevler
mevcuttur. Calisanlar orgiit vatandasi gibi hareket
etmekten cok kendi faydalari icin g¢aligmaktadir
(Grimmer & Oddy, 2007; Rousseau, 2004; Turnley
& Feldman, 1998). Iliskisel sizlesmeler ise salt
parasal konulardan ziyade destek, sadakat vb.
sosyo-duygusal faktorlerin degisimine
dayanmaktadir. Islemsel sézlesmelerin  aksine
burada vatandaslik davranisi, katilim, baghlik gibi
unsurlar 6n plandadir (DelCampo, 2007: 45;
Grimmer & Oddy, 2007; Turnley & Feldman, 1998:
72).

Giiven,  psikolojik  sozlesmelerin  temelini
olusturmaktadir (Rousseau, 1989: 128). Orgiitte
yasanan degisimler c¢alisanlarin  gliven ve

bagimliligin azalmasina ve psikolojik s6zlesmelerin
tek tarafli ihlal edildigini diistinmelerinin Oniinii
acabilmektedir (Herriot, Manning & Kidd, 1997;
Lucero & Allen, 1994; Robinson, Kraatz &
Rousseau, 1994). Psikolojik s6zlesme ihlalleri,
orgiit yoneticilerinin sdziinden donmesi (bir
calisana verdigi bir sozii bilerek yerine getirmemesi
veya yapmak istememesi) ve uyumsuzluk
gostermesi (bir caliganin verilen bir sozle ilgili
algilarinin, s6zii yerine getirmekle gorevli yonetici
tarafindan algilandig1 sekilden farkli olmasi) ile
gergeklesebilmektedir (Morrison & Robinson,
1997: 233). Bu tir anlagmazliklara sozlerin
karmagikligi, taraflarin farkli biligsel ¢ergeveleri,
iletisimsizlik vb. etkenlerin neden olabilecegi
distiniilmektedir (Pavlou & Gefen, 2005: 375).

Sozlesmeler sartlar1  yerine  getirilmediginde
bozulmus olurlar. Psikolojik bir s6zlesmede ihlal,
orgiitlerin, calisanin  katkisina,  yiikiimliligi
¢ercevesinde yanit verememesinden
kaynaklanmaktadir. Psikolojik sozlesme ihlaline
iligkin yapilan caligmalar incelendiginde, ihlalin,
orgilitsel baglhiligin ve is doyumunun diismesi, isten
ayrilma niyetinde artig ve is performansinda diisme
vb. olumsuz sonuglarimin oldugunu gdstermektedir.
(Bal, Chiaburu & Jansen, 2010; Knights &
Kennedy, 2005; Salin & Notelaers, 2018: 5).

2.4. Ahlaki Coziilme

Ahlak, gerek bireysel gerek toplumsal olarak biiyiik
bir 6neme sahip olmanin yani sira insanlar igin
standartlarin  igsellestirilmesi, kendi  kendini
yonetme, stireklilik ve ama¢ duygusuna ulagmanin
vazgegilmez bir unsurudur. (Bandura, 1991).
Insanlar, gelisimlerinin  erken asamalarinda,
sosyallesme siireci igerisinde ahlaki davranisla ilgili
kendi kendine yaptirimlarin temel dayanaklar1 ve
rehberleri olarak goriilen ahlaki standartlari
igsellestirmektedirler (Bandura, 1999: 193). Ahlaki
standartlar, egitim yoluyla, kisinin davranislart
neticesinde ortaya c¢ikan sosyal tepkiler ile ve
baskalari tarafindan bi¢imlendirilen 0z
degerlendirme standartlar1 tarafindan
belirlenmektedir (a.g.m). Ortaya ¢ikan standartlar
insanlarin  davramiglarini  diizenlemesinde  yol
gostermektedir (Bandura, Barbaranelli, Caprara &
Pastorelli, 1996: 364).

Insanlar, kendilerini tatmin eden veya degerli
hissettiren eylemlerde bulunurlar. insanlik dis1 bir
sekilde davranmak yerine kendi kendilerini
etkileyerek i¢ standartlarina uygun bir sekilde
davraniglar sergilemek isterler (Bandura, 2002: 102;
White, Bandura & Bero, 2009: 42). Sosyal biligsel
teori ahlaki failligi, Oz-yeterlilik, kendi kendini
etkileme ve duygusal 0z-degerlendirme olarak
adlandirilan ¢ alt islev araciligiyla isleyen bir 6z
diizenleme sistemine dayandirmaktadir (Bandura
vd., 1996). Ancak sistem etkin  olarak
kullanilmadiginda ahlaki ¢oziilmeyi etkinlestiren
mekanizmalar devreye girmektedir (Bandura, 1990:
27).

Ahlaki ¢o6ziilme, haksiz, sapkin ve antisosyal
davranigin, kisiyi gerceklestirmekten caydiracagi
diigiiniilen  olumsuz  niteliklerden  ayristiracak
sekilde psikolojik olarak degistirdigi sosyal-biligsel
siregleri ifade etmektedir (Fida vd., 2015). Bir
bagka tanmima gore ahlaki ¢dziilme, Kkisinin igsel
ahlaki standartlariyla iliskisini keserek, rahatsizlik
hissetmeden, etik olmayan davraniglarda
bulunmasini saglayan biligsel yeniden yapilandirma
sireci olarak tamimlanmaktadir (Newman, Le,
North-Samardzic & Cohen, 2020).

Sonu¢ olarak ahlaki ¢6zilme ile insanlar,
eylemlerinin  etik igeriklerini ve anlamlarim
kiigiimseyen sekillerde yeniden cerceveleyen

biligsel mekanizmalar1 kullanmay1 aligkanlik haline
getirmekte ve bdylece sosyal biligsel teorinin
bireysel ahlaki yonetmeyi Onerdigi 6z diizenleme
araclarini askiya almaktadirlar (Moore, 2008: 129).
Bandura (1990) ahlaki ¢oziilme mekanizmalarini
dort ana baghk altinda topladigi sekiz farkli
mekanizma ile agiklamaktadir. Tablo 1°de ahlaki
¢0ziilme mekanizmalarina yer verilmistir.
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Tablo 1: Ahlaki Coziilme Mekanizmalar

Zararh Davramisin | Kisisel Sonuclar Goz Kurbani Su¢lama
Yeniden Sorumlulugu Ardi Etme veya | ve Insanhiktan
Yapilandirilmasi Ortme Carpitma Cikartma
1-Ahlaki 4- Sorumlulugun | 6- Sonuglari 7- Insanliktan
Gerekgelendirme Yer Degistirmesi | G0z Ardi Etme | Cikartma

2- Ortiilii Etiketleme | 5- Sorumlulugun

% Avantajl Dagitilmast

Karsilastirma

veya Garpitma | o Sug Atfetme

Kaynak: Bandura, 1999°dan uyarlanmigtir.

Zararli Davramisin  Yeniden Yapiulandirilmasi,
davraniglarin ahlaki olarak c¢esitli mekanizmalarla
rasyonalize edildigi durumlar1  anlatmaktadir
(Newman vd., 2020). Ahlaki gerekgelendirme,
davranmigin  kendisinin biligsel olarak yeniden
yapilandiriimast ile agiga cikmaktadir. Insanlar,
once  davramist  kendi  iglerinde  yeniden
degerlendirerek kisisel ve sosyal olarak ahlaki bir
amaca hizmet ediyormus gibi gostermekte daha
sonra bu davranisi uygulamaktadirlar (Bandura,
1999: 194). Ortiilii ~ etiketleme, bir eylemin
ciddiyetinin en aza indirilerek daha az sert bir dil
kullanma stireci olarak tanimlanmaktadir
(Kirshenbaumvd., 2021). Avantajli karsilastirma,
zararli davranigin zararsiz hale getirilmesinde veya
Oonemsiz gibi gosterilmesinde ortaya c¢ikmaktadir
(Bandura, Caprara & Zsolnai, 2000: 58).

Kisisel Sorumlulugu Ortme, bireyin eylemlerinin
neden oldugu zararda bireyin roliinii en aza
indirmeyi amaglamaktadir (Moore, 2008: 130).
Sorumlulugun yer degistirmesi, davranig ve etkileri
arasindaki baglantinin  belirsizlestirilerek  veya
bozularak ahlaki baglantinin kesilmesi olarak
tanimlanmaktadir (Barsky, 2011: 63). Sorumlulugun
dagitilmasi, eylem ve sonuglart arasindaki baglanti,
kusurlu davranisin sorumlulugunun dagitilmasiyla
zayiflamakta ve kendi kendine yaptirim giiclinii
azaltmasini aciklamaktadir.

Sonucglarimi Goz Ardi Etme veya Carpitma,
insanlarin  ¢esitli nedenlerle diger insanlari
etkileyecek zararli faaliyetlerde bulunduklarinda,
neden olduklar: zararla yiizlesmekten kagindiklarin
veya bunu en aza indirdiklerini anlatmaktadir.
Ortaya ¢ikan zarar g6z ardi edildigi siirece kisinin
0z elestiri yapmasina gerek olmayacaktir (Bandura,
1999).

Kurbami Suclama ve Insanliktan Cikartma, diger
bagliklardan farkli olarak burada, davranisi zararsiz
gostermekten ¢ok, davranisin sonuclarini gizleyerek
yeniden degerlendirilme siireci vardir (Moore,
2008: 130; Newman vd., 2020). Insanliktan
¢ctkarma, zararli davramigin  sahibi  kigilerin

davranistan etkilenen kisileri insan dist  ve
dolayisiyla ahlaki yiikiimliilik veya sempatiye sahip
olmayan varliklar olarak algilamalari sonucunda
eylemlerini gerceklestirdiklerini ifade etmektedir
(Rai, Valdesolo & Grahamc, 2017: 8511; Sustersic,
2015). Sug atfetme, failin kendisini kurban olarak
gormesi ve zararli davramiginin kendilerine karsi
yapilan kasitli davraniglarin sonucu oldugunu iddia
etmesi siirecidir (Bandura, 1990: 41). Kisi burada
kendisini kurban gdrmenin yaminda yaptigi
davranislarda da hakli gérmektedir (Bandura vd.,
2000: 59).

Bandura (1990) ahlaki ¢6ziilme mekanizmalarinin
birkacinin  bir araya gelmesinin ilave etki
saglamaktan ziyade birbirini giliglendirdigini ve
ahlaki ¢oziilmenin giinliikk hayatin aktif bir oyuncu
oldugunu belirtmistir (Bandura, 2002: 114). Yapilan
caligmalar, adaletsizlik, sagliksiz etik iklim, Orgiit
politikalar1 vb. ozellikle orgiit diizeyinde ortaya

¢tkan  olumsuzluklarin  ahlaki ¢Oziilmenin
olusmasinda biliyik etken oldugunu ortaya
¢ikarmigtir  (Bandura, 2002; Detert, 2008;

Hiekkataipale & Lamsa, 2017; Huang, Wellman,
Ashford, Lee & Wang, 2016; Newman vd., 2020;
Tillman, Gonzalez, Whitman, Crawford & Hood,
2018). Ahlaki ¢o6ziilmenin sonuglarini inceleyen
calismalara bakildiginda ise iiretkenlik karsitr is
davranisi, sosyal aylaklik, isten ayrilma niyeti, etik
olmayan liderlik davranisi gibi olumsuz durumlari
artirarak performans: etkiledigi gibi, ayn1 zamanda,
orgiitsel vatandaglik davranis1 gibi toplum yanlist
davraniglarin  azalmasina da neden olabildigi
goriilmektedir (Alnuaimi, JR. & Maruping, 2010;
Baron, Zhao & Miao, 2015; Christian & Ellis, 2014;
Newman vd., 2020; Nguyen, 2015).

3. ARASTIRMANIN YONTEMIi

Arastirmada verilerin analizi nicel arastirma
yontemi ile gerceklestirilmistir. Verilerin
toplanmasinda  yiiz  ylize anket yOntemi
kullanilmugtir.  Tiirkiye’de goérev yapan kamu
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kurumu calisanlart arastirmanin evrenini
olusturmaktadir. Tiim kamu calisanlarina ulasmak
miimkiin olmamasi nedeniyle kolayda orneklem
yontemi kullanilarak Konya Ovasi Projesi (KOP)
Bolgesinde yer alan illerde (Karaman, Nigde,
Yozgat, Konya, Nevsehir, Kirikkale, Kirsehir ve
Aksaray) gorev yapan kamu kurumu c¢aliganlar
oreklem olarak secilmigtir. KOP Bolgesinde
bulunan tiim il valiliklerinden aragtirma igin izin
istenmis ancak Karaman, Nigde, Yozgat ve Konya
illerinden olumlu yanit alinmistir. Veri toplama
islemi sonucunda 509 adet anket formunun
degerlendirmeye uygun oldugu tespit edilmistir.
Cumhurbaskanligi Iletisim Merkezine (CIMER)
arastirmada yer alan illerde gdrev yapan kamu
kurumu ¢alisaninin sayisit sorulmus ancak “4982
sayih  Bilgi Edinme Kanunun 7. maddesi
kapsaminda ozel c¢alisma gerektiginden cevap
verilememektedir” cevabi sonucunda net bir sayiya
ulagilamamustir.

3.1. Arastirmanin Hipotezleri ve Modeli

Aragtrma  modeli  kapsaminda
hipotezler asagida yer almaktadir.

olusturulan

Hi: Yonetici nezaketsizliginin OVD iizerinde ters
yonde etkisi vardir.

H2: Yonetici nezaketsizliginin OVD iizerindeki
etkisinde psikolojik sozlesme ihlalinin aracilik
etkisi vardir.

Hza: Yonetici nezaketsizliginin sosyal OVD
iizerindeki etkisinde psikolojik sdzlesme ihlalinin

aracilik etkisi vardir.

H2p:  Yonetici nezaketsizliginin  kurumsal
OVD iizerindeki etkisinde psikolojik sozlesme
ihlalinin aracilik etkisi vardir.

Hs: Yonetici nezaketsizliginin OVD {izerindeki
etkisinde ahlaki ¢6ziilmenin aracilik etkisi vardir.

Hsa: Yonetici nezaketsizliginin sosyal OVD
iizerindeki etkisinde ahlaki ¢oziilmenin aracilik
etkisi vardir.

Hsb:  Yonetici
OVD iizerindeki
aracilik etkisi vardir

nezaketsizliginin  kurumsal
etkisinde ahlaki ¢oziilmenin

Ha: Yonetici nezaketsizliginin OVD {izerindeki
etkisinde psikolojik sozlesme ihlali ve ahlaki
¢Oziilmenin sirali aracilik etkisi vardir.

Hua: Yonetici nezaketsizliginin sosyal OVD
iizerindeki etkisinde psikolojik sdzlesme ihlali ve
ahlaki ¢oziilmenin sirali aracilik etkisi vardir.

Hap:  Yonetici nezaketsizliginin  kurumsal
OVD iizerindeki etkisinde psikolojik sdzlesme ihlali
ve ahlaki ¢6ziilmenin sirali aracilik etkisi vardir.

Sekil 1 aragtirma modelinin sirali aracilik veya seri
¢oklu aract model olarak  belirlendigini
gostermektedir. Bu tip modellerde paralel olarak
calisan aracilarin bagimsiz degiskenden etkilenecek
sekilde modellenmesi ve sirayla bagimli degiskeni
etkilemeleri s6z konusudur (Hayes, 2018: 565).
Siral1 aracilikta, bagimsiz degisken bagimh
degiskeni ii¢ dolayli ve bir dogrudan olmak {iizere
dort farkli yoldan etkilemektedir (Hayes, 2018).
Yonetici nezaketsizliginin  Orgiitsel vatandaslik

Psikolojik
Sézlesme
ihlali

Yonetici

Sosyal OVD

\ 4

Nezaketsizligi

Kurumda Calisma Yih _—7

&
Kurumsal OVD

Sekil 1: Arastirmanin Modeli
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davranisini dogrudan etkiledigi yol (Hi), yonetici
nezaketsizliginin, yalmzca psikolojik sozlesme
ihlali tizerinden (H2), yalnizca ahlaki c¢oziilme
iizerinden (H3) ve serideki hem psikolojik sdzlesme
ihlali hem de ahlaki ¢oziilme iizerinden (Ha)
orglitsel vatandaghik davranigini dolayli olarak
etkiledigi seklindedir.

3.2. Veri Toplama Araclan

Yonetici  Nezaketsizligi Olgegi: Y 6netici
nezaketsizligini O6l¢mek amaciyla Cortina ve
Magley (2001) tarafindan gelistirilmis i yeri
nezaketsizligi oOlcegi (Workplace Incivilty WIS)
kullanilmistir. Olgek yedi maddeden olusmakta ve
1= Hicbir Zaman, 5= Her zaman gore yayilan 5’li
Likert tipindedir. Olgek, nezaketsizligi meslektas ve
yonetici olarak iki farkli diizeyde olg¢ebilmektedir.
Arastirmada  yOnetici  nezaketsizligi  boyutu
kullanilmusgtir.

Psikolojik Sozlesme Ihlali Olgegi: Psikolojik
sozlesme ihlalini Olgmek igin, Robinson ve
Rousseau (1994) tarafindan gelistirilen Slgek
kullanilmistir. Dokuz maddeden olusan &lgek, tek
boyutta psikolojik sézlesme ihlalini 6l¢gmektedir. 1=
Kesinlikle Katilmiyorum’dan, 5=  Tamamen
Katiliyorum’a dogru 5°1i Likert tipi olcek olarak
hazirlanmaistir.

Ahlaki Céziilme Olgegi: Ahlaki ¢oziilmeyi 6lgmek
icin Moore, Detert, Trevino, Baker ve Mayer (2012)
tarafindan gelistirilen 6l¢ek kullanilmistir. Sekiz
maddeden olusan dl¢ek ahlaki ¢oziilmeyi tek boyutta
Olemektedir. 1=  Kesinlikle Katilmiyorum....5=
Tamamen Katiliyorum’a dogru giden 5°1i Likert tipi
Olcek olarak hazirlanmistir.

Orgiitsel Vatandashk Davranisi Olcegi: Orgiitsel
vatandaghik davranigini 6lgmek i¢in Organ (1988)
tarafindan gelistirilen ve Basim ve Sesen (2015)
tarafindan Tiirk¢eye uyarlanan 6lgek kullanilmustir.
Olgek bes alt boyut (digergamlik, vicdanlilik,
nezaket, centilmenlik ve sivil erdem) ve 19
maddeden olusmaktadir. 1= Kesinlikle Katilmiyorum’dan
5= Tamamen Katiliyorum’a dogru giden 5°1i Likert
tipi dlgek olarak hazirlanmustir.

Olceklerin

3.3. Arastirmada  Kullamlan

Gegerliligi

Arastirmada 06lgeklerin yap1 gegerliligini belirlemek
icin Dogrulayic1 Faktor Analizi (DFA) yapilmistir.
DFA’da amag eldeki verinin, daha once kesfedilmis
ve farkli calismalarda kullanilmig olan yapiya uyup
uymadigin1 ortaya koymaktir (Basim & Sesen,
2006: 57). Olgeklerin faktor yapilar1 incelendiginde
yonetici nezaketsizliginin, faktor analizi sonucunda
olusan tek boyutun faktdr yiiklerinin .52 ile .90

arasinda  degistigi  goriilmektedir.  Psikolojik
sozlesme  ihlali  Olgeginin  faktdor  yapisi
incelendiginde, faktor analizi sonucunda olusan tek
boyutun faktor yiiklerinin .55 ile .92 arasinda
degistigi goriilmektedir. Ahlaki ¢oziilme olgeginin
faktor yapisina bakildiginda, faktér analizi
sonucunda olusan tek boyutun faktor yiiklerinin .42
ile .76 arasinda degistigi goriilmektedir. Elde edilen
veriler adi gecen li¢ Olgegin de Ongdriilen tek
faktorlii yapisiyla uyustugunu gostermektedir.

OVD blgegi igin elde edilen verilerin orijinal yaptya
uyup uymadigim tespit edebilmek i¢in Dogrulayici
Faktor Analizi (DFA) yapilmistir (Meydan &
Sesen, 2011). Analiz sonucunda uygun degerlerin
elde edilememesi nedeniyle Kesfedici Faktor
Analizi (KFA) yapilmistir. Analiz sonucu Kaiser-
Meyer-Olkin 6rneklem yeterlilik degerinin .94
oldugu ve oOrneklem biiyiikliigiiniin faktér analizi
icin  p=.000 diizeyinde yeterli oldugu
gostermektedir.

19 madde ve 5 alt boyuttan olusan OVD &lcegi
yapilan faktdr analizi sonucunda iki faktor (sosyal
OVD ve kurumsal OVD) altinda toplanmustir. 1. ve
18. madde iki faktére de girmedigi icin
cikartilmigtir. Faktor analizi sonucunda ortaya ¢ikan
iki faktorlii yapidan ilkinin ¢alisanin  diger
calisanlarla, digerinin ise Orgilit ile arasindaki
iligkisini diizenleyen davraniglar olarak ayrildigi
tespit edilmistir. Bu sonu¢ Williams ve Anderson
(1991)’m OVD’yi OVDO ve OVDI olarak iki
faktor altinda topladiklar1 c¢alisma ile benzerlik
gostermektedir.  Faktorlerin  toplam  varyansin
%359.96’sin1  karsiladigl, birinci faktoriin %49.63,
ikinci faktoriin ise %10.33 oraninda toplam
varyansi agikladigi tespit edilmistir.

OVD 6lgeginin faktdr yapisi incelendiginde, faktor
analizi sonucunda olusan sosyal OVD igin faktor
yiiklerinin .72 ile .90 ve kurumsal OVD igin faktor
yiklerinin .55 ile .77 arasinda degistigi
goriilmektedir. Bu sonu¢ arastirmada elde edilen
verilerin Orgiitsel vatandaglik davranigi Glgeginin
ongoriilen iki faktorli  yapisiyla uyustugunu
gostermektedir.

Yapisal esitlik modeli testleri, arastirma igin
toplanan veriler ile test etmeye c¢alisilan model
arasindaki uyumu ortaya c¢ikarmaya dair uyum
indeksleri sunmaktadir. Olgeklere yeterli uyum
iyiliklerine ulagmasi i¢in modifikasyon islemi
uygulanmistir.  Olgeklerin - uyum  indeksleri
degerlerine bakildiginda, yonetici nezaketsizligi
6lgeginin ¥2/DF = 4,42.93, TLI = .97, CFI = .98 ve
RMSEA = .08, psikolojik s6zlesme ihlali 6lgeginin
¥2/DF = 4,48, AGFI = .91 TLI = .96, CFI = .98 ve
RMSEA = .08, ahlaki ¢6ziilme 6lg¢eginin y2/DF =
4,05, AGFI = .92, TLI = .91, CFI =.94 ve RMSEA
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=.07, OVD 6lgeginin ¥2/DF = 3,87, AGFI =.86, TLI
=.92, CFI =93 ve RMSEA =.07 ile yapisal olarak
gegcerli oldugu gortlmektedir.

4. BULGULAR

Katilimcilarin cinsiyet, yas, kurumda ¢alisma yili ve
toplam ¢alisma y1l1 gibi demografik bilgilerinin elde
edildigi bulgulara iliskin istatistiki sonuglara gore
katiimcilarin -~ %36,9’unun  (188) kadmn, %
61,9’unun (315) ise erkek, %35,4{iniin (180) 31-40
yas, %28,3’iniin (144) yas araliginda oldugu
gorilmektedir. Katilimcilarin ka¢ yildir su anda
calistiklar1 kurumda gorev yaptiklar1 sorusuna
calisanlarin = %23,6’sinin  (120) 6-10 yildir, %
31,4’lniin (160) 21 yil ve fiizeri siiredir cevabini

verdigi goriilmektedir. Toplam mesleki
tecriibelerinin ise %27,9’unun (142) 6-10 yil ve
%19,’inin  (97) 21 wve fzeri yil oldugu
goriilmektedir.

Verilerin normalligini test i¢in yapilan ¢arpiklik ve
basiklik degerleri uygulamada yaygin olarak
kullanilmakta ancak bu degerlerin hangi aralikta
olmasina dair bir fikir birligi bulunmamaktadir
(Orcan, 2020: 256). Kim (2013: 53) orneklem
biyiikliigiine gore c¢arpiklik ve basiklik degerleri
farklilik gosterebilecegini ve Orneklem biytikligi
300°den biiyiikse carpiklik degerinin 2, basiklik
degerinin ise 7 olmasinin normal dagilim i¢in uygun
olduguna isaret etmektedir. Kline’da (2016: 77)
YEM analizinde c¢arpiklik degerinin 3’ten kiigtik,
basiklik degerinin 10’dan kiigiik olmasinin verilerin

normal dagilim sinirlart icerisinde
degerlendirebilecegini belirtmektedir.
Yapilan analiz  sonucuna  gore  Olgeklerin

carpiklik/basiklik degerleri, yonetici nezaketsizligi
i¢in 2,68/7,85, psikolojik sdzlesme ihlali i¢in 0,53/-
0;54, ahlaki ¢oziilme i¢in 1,59/3,27, sosyal OVD
icin -2,32/7,52 ve kurumsal OVD icin -1,13/2,88
oldugu goriilmektedir. Aragtirma degiskenlerinin
carpiklik ve basiklik degerleri SPSS programi ile
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hesaplanmig yukaridaki goriislerden yola ¢ikilarak
arastirma verisinin normal dagildig1 goriilmiistiir.

Buna ek olarak degiskenlerin CR (birlesik
giivenilirlik)  degerleri, yonetici nezaketsizligi
Olceginin .91, psikolojik sodzlesme ihlalinin .93,
ahlaki ¢oziilmenin .78, sosyal OVD’nin .92 ve
kurumsal OVD’nin .88 oldugu goriilmektedir. CR
degerleri 6lceklerin giivenilir olarak
degerlendirilebilecegine igaret etmektedir (Malhotra
& Dash, 2011).

Degiskenler arasinda ikili iliskiler olup olmadigini
O0lcmek amaciyla korelasyon analizi yapilmistir.
Analizde kurumda caligma yili kontrol degiskeni
olarak  kullanilmigtir. Kurumda ¢alisma yili
degiskeninin yonetici nezaketsizligi ile arasinda (r=-
.09, p<.05) ters yonde, sosyal OVD (r=.11, p<.01)
ve kurumsal OVD ( r=.18, p<.01) ile arasinda aym
yonde anlamli bir iligki mevcuttur.

Yonetici nezaketsizliginin araci degiskenler ile
iliskisine bakildiginda psikolojik s6zlesme ihlali ile
(r =37, p< .01) ve ahlaki ¢oziilme ile (r =.11, p<
.01) aynm1 yonde bir iligkinin oldugu goriilmektedir.
Kurumsal OVD arasinda (r=-.12, p<.01) ters bir
iliski goriiliirken, sosyal OVD ile arasinda bir iliski
bulunamamigtir. Psikolojik sozlesme ihlali ile
ahlaki ¢ozlilme arasinda (r = .22, p<.01) ayn1 yonde
bir iligki oldugu goriilmektedir. Psikolojik s6zlesme
ihlali ve OVD’nin boyutlar1 arasindaki iliski
incelendiginde kurumsal OVD (r = -.20, p<.01) ile
ters yonde anlamli bir iliskinin oldugu ancak diger
boyut olan sosyal OVD ile istatistiksel olarak
anlamli bir iliskisinin olmadig1 goriilmektedir.
Ahlaki ¢dziillme ve OVD’nin boyutlar1 arasindaki
iliskiye bakildiginda, ahlaki ¢6ziilme ile kurumsal
OVD’nin (r = -.20, p<.01) ters yonde bir iliski
icerisinde oldugu, diger boyut olan sosyal OVD ile
de benzer sekilde (r =-.21, p<.01) ters yonlii bir
iliskisi oldugu goriilmektedir. Son olarak sosyal
OVD ve kurumsal OVD arasinda (1=.83, p<.01)
ayn1 yonde anlaml bir iligki oldugu goriilmektedir.

Tablo 2: Degiskenler Aras: Korelasyonlar

1 2 3 4 5 6
1. Kurumda Cahsma Yih 1
2. Yonetici Nezaketsizligi -,09" 1
3. Psikolojik Sbzlesme ihlali |-0,01 37" 1
4. Ahlaki Coziilme -0,02 A1 22 1
5. Sosyal OVD A1 -0,07  -0,06 -217" 1
6. Kurumsal OVD ,187 127 =20 20" 83" 1

*p<.05, **p<.01, n=509.
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Degiskenler  arasindaki ~ nedensel iligkileri
gorebilmek amaciyla AMOS 24  programi
kullanilarak yapisal esitlik modeli (YEM) analizi
yaptlmistir. Genel olarak YEM, degiskenler
arasindaki dogrudan veya dolayli ¢oklu iliskilerin
ya da ardigik dolayl iligkilerin tek bir model
icerisinde test edilebilmesine olanak saglamaktadir
(Meydan & Sesen, 2011). Nedensel model igin
hesaplanan uyum indeks degerleri (y 2 = 1578,61
DF = 791, y 2/DF = 1,99, RMSEA = .04, CFI =
.94, GFI = .87 ve AGFI = .85) modelin veri ile
desteklendigini gostermistir. Orgiitteki istihdamin
uzunlugu olarak tamimlanan kurumda ¢alisma yili,
(S. Wang, Beatty & Liu, 2012: 75) korelasyon
analizi sonucunda OVD’nin her iki alt boyutu ile

iligkili oldugu goriilmesi sonucunda kontrol
degiskeni olarak modele dahil edilmistir.

YEM analizinde incelenen dogrudan etkilere
yonelik elde edilen sonuglara gore ydnetici

nezaketsizliginin psikolojik sozlesme ihlali (B =.60,
p<01, YD %95 GA [0.45, 0.79]) aym yonde
anlaml etkisinin oldugu; ahlaki ¢dziilme iizerinde

1133

faktorlii bir yapiya sahip oldugu goriilmiistiir.
Analizler bu iki ayr1 bagimli degiskene gore
yapilnistir. Yonetici nezaketsizliginin sosyal OVD
(B=-.05, p<.01, YD %95 GA [-0.17, 0.04]) ve
kurumsal OVD (B=-.02, p<.01, YD %95 GA [-
0.17, 0.9]) tizerinde anlamli etkisinin olmadig1
goriilmektedir. Bu sonuca gore Hia ve Hmn
hipotezlerinin desteklenmedigi goriillmektedir.

Psikolojik sbzlesme ihlalinin ahlaki ¢6ziilme
iizerindeki ayn1 yonde etkisinin (B=.17, p<.01, YD
%95 GA [0.09, 0.26]) oldugu goriilmektedir.
Psikolojik sézlesme ihlalinin sosyal OVD iizerinde
anlaml bir etkisinin (B=.03, p<.01, YD %95 GA [-
0.04, 0.12]) olmadigi ancak kurumsal OVD
iizerindeki ters yonde etkisinin (B=.14, p<.01, YD
%95 GA [-0.22, -0.06]) oldugu goriilmiistiir.
Ahlaki ¢bziilmenin OVD’nin alt boyutlar1 olan
sosyal OVD (B=-27, p<.05, YD %95 GA [-0.45, -
0.11]) ve kurumsal OVD (B=-.16, p<.01, YD %95
GA [-0.32, -0.01]) tizerinde ters yonde etkisinin
oldugu goriilmektedir.

YEM analizinde dogrudan etkilerin yani sira dolayli

Tablo 3: Yapisal Esitlik Modeli Analizi Tahmin Degerleri

incelenen Yol

YD %95 GA

B S.H. B Alt Smr  Ust Simir
Psikolojik P Y Onetici
Sozlesme fhlali Nezaketsizligi 0.60*%**  0.08  0.40 0.45 0.79
- Psikolojik
Ablald Coziilme < ol oomelhlali  0.17*** 004 024  0.09 0.26
. Yonetici
Ahlaki Cozlilme <--- Nezaketsizligi 0.04 0.06 004 -0.06 0.16
- Y Onetici
Sosyal OVD <= Nezaketsizligi 005 006 005 -0.17 0.04
= Psikolojik
SORRLOVD %= ‘o teerne Thiail 003 004 004  -0.04 0.12
Sosyal OVD S Ahlaki Qoziilme  -0.27%#%  0.06  -0.25  -0.45 -0.11
- Kurumda Calisma
REYEOED e 0.04%% 002 010  0.01 0.07
% Yonetici
Kummsal OV 6= e ko hasiign 002 005 002  -02 0.09
) Psikolojik
Kurumsal OVD < oy lesme thlali ~ -0.14%*%* 004 020 -021 | -0.06
Kurumsal OVD < Apjaki Céziilme 0.16% 005 -0.16  -0.32 -0.01
- Kurumda Calisma
EymmsEl OVD == oy, 0.08%%* 002 020  0.04 0.11

B = Standardize edilmemis regresyon katsayisi, p = Standardize edilmis regresyon katsayisi, S.H.= Standart hata,
n=509 (5.000 Bootstrap 6rneklemi), YD %95 GA =Yanlilig: Diizeltilmis % 95 Giiven Araligi (BC 95% CI), *p<

.05, #p<.01, #*p<.001

ise (B=.04, p<.0l, YD %95 GA [-0.06, 0.16])
anlaml etkisinin olmadig1 goriilmektedir.

Aragtirmanin basinda OVD degiskeni tek faktor
olarak ele alinmis ancak yapilan faktdr analizinde
OVD’nin sosyal OVD ve kurumsal OVD olarak iki

etkilerin ~ anlamliligini  incelemek igin, etki
degerlerinin anlamliligt 5000 yeniden oOrnekleme
(Bootstrap) ve yanliligr diizeltilmis (%95) giiven
aralig1 (YD %95 GA) yontemiyle degerlendirilmistir
(Preacher & Hayes, 2008). Analizde katilimcilarin
kurumda c¢alisma yillarinin bagimli degiskenler
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iizerindeki etkisi kontrol edilmistir. Buna gore,
kurumda c¢alisma yilmin sosyal OVD (B=.04,
p<.01) ve kurumsal OVD (B=.08, p<.001) iizerinde
ayni yonde etkisinin oldugu tespit edilmistir.

reddedilmistir. Yonetici nezaketsizliginin psikolojik
sozlesme ihlali ve ahlaki ¢6ziilmenin sirali aracilik
etkisi (B=-.02, p<.01, -.05<YD %95 GA<-.01)
iizerinden kurumsal OVD’yi etkiledigi yon iindedir.

Bu sonu¢ Hab hipotezinin kabul edildigini
Tablo 4’te psikolojik sozlesme ihlali ve ahlaki gostermektedir.
¢Oziilmenin aracilik roliinii incelemek amaciyla
Tablo 4: Aracilik (Dolayh Etki) Analizi Sonuglar
YD %95“GA
Dolayh Etkiler Alt Ust
B S.H. Smr Smr
- Y 6n. Nezktsz.—Psik. Soz. Thlali—Sosyal OVD .03 .03 -08 |.02
3
IE Yon. Nezktsz.—Ahlaki C6z.—Sosyal OVD -.01 .02 -05 |.01
? Yon. Nezktsz.?Psik. Soz. Thlali—Ahlaki
9| Coz.—Sosyal OVD -.03%* ,01 -.06 |-.01
= . G =
% Yon. Nezktsz.—Psik. Soz. lhlali—Kurumsal OVD c e .03 -18 | -.06
=
E Yon. Nezktsz.—Ahlaki Céz.—Kurumsal OVD -.01 .01 -04 | .01
=}
1
Z | Yon. Nezktsz.—Psik. Soz. ihlali—Ahlaki
Coz.—Kurumsal OVD -.02%* .01 -.05  -.01

B = Standardize edilmemis regresyon katsayisi, S.H.= Standart hata, n=509 (5.000 Bootstrap érneklemi), YD
%95 GA =Yanlilig Dizeltilmis % 95 Giiven Aralhigi (BC 95% CI), *p< .05, **p<.01

dolayl etkilere yonelik AMOS24 paket programi
ile yapilan YEM analizi sonuglar1 yer almaktadir.
Tablo 4 incelendiginde aracilik etkilerinin giiven
aralig degerlerine bakildiginda, yonetici
nezaketsizliginin  psikolojik  sozlesme  ihlali
tizerinden sosyal OVD’yi etkilemedigi (B= -.03,
p<.01, YD %95 GA [-.08, .02]) ayn1 sekilde ahlaki
¢oziilme iizerinden de sosyal OVD’yi etkilemedigi

(B=-.01, p<.01, YD%95GA [-.05, .01])
goriilmektedir. Bu sonuglar Hza ve Haa
hipotezlerinin  reddedildigini  gostermektedir.
Sirali aracilik etkisi incelendiginde, yOnetici

nezaketsizliginin sosyal OVD iizerindeki etkisinde
psikolojik sozlesme ihlali ve ahlaki ¢oziilmenin
anlamli sirali aracilik etkisinin (B=-.03, p<.01, YD
%95 GA [-.06, -.01]) oldugunu gdstermektedir. Bu

sonug Haa hipotezinin desteklendiZini
gostermektedir.
Yonetici  nezaketsizliginin ~ kurumsal ~ODV

iizerindeki etkisinde psikolojik sozlesme ihlali ve
ahlaki ¢Oziilmenin etkilerini gosteren Tablo 4’e
gore yonetici nezaketsizligi psikolojik sozlesme
ihlali (B=-.011, p<.01, YD %95 GA [-.18, -.06])
iizerinden kurumsal OVD’yi etkiledigini ve Hap
hipotezinin kabul edildigini gostermektedir.
Ahlaki ¢ozlilmenin ise (B=-.01, p<.01, YD %95 GA
[-.04, .01]) yonetici nezaketsizliginin kurumsal
OVD iizerindeki etkisinde anlamli bir etkisi
olmadig1 goriilmektedir. Hsb hipotezi bu sonucla

5. SONUC VE TARTISMA

Bu calismada yoOnetici nezaketsizliginin oOrgiitsel
vatandashik  davramis1  iizerindeki  etkisinde
psikolojik sozlesme ihlali ve ahlaki ¢oziilmenin
aracilik rolii incelenmistir. Arastirma, Konya,
Karaman, Nigde ve Yozgat illerinde gorev yapan
509 kamu c¢alisami iizerinde gergeklestirilmistir.
Bulgular, nezaketsizligin  OVD’yi  dogrudan
etkilemedigi, ancak psikolojik sozlesme ihlali ve
ahlaki ¢6ziilme iizerinden dolayl olarak etkiledigi
yoniindedir.

Bulgular, yonetici nezaketsizliginin psikolojik
sozlesme ihlali iizerinden OVD’yi belirli 6lciide
etkiledigi yoOniindedir. Bu sonu¢ c¢alisanlarin
nezaketsizlige maruz kaldiklarinda orgiitiin yararina
olan davranislardan kendilerini geri ¢ektigini ancak
caligma arkadaslarina karsi herhangi bir olumsuz
tavir sergilemedikleri ve nezaketsiz eylemlerde
bulunan yoneticilerinin niyetini anlamaya ¢aligmak
icin ¢okca ¢aba ve zaman harcadiklari igin
performans ve motivasyonlarinda diisiis yasadigi
seklinde yorumlanabilir. Pearson ve Porath’in
(2005) orgiitlerde nezaketsizligin hedefi olanlarin
kigkirticinin - statii  olarak iistte yer aldigini
algiladiginda, kisa siireli olarak, orgiit aleyhine
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davranislarda bulunabildigi sonucu ile paralellik
gostermektedir. Bu sonug¢ nezaketsizligin OVD
iizerindeki etkisini inceleyen diger calismalarla da
benzerlik gostermektedir (Liu, Zhou & Che, 2019;
Pearson vd., 2000).

Ortaya ¢ikan bir bagka bulgu ise yonetici
nezaketsizliginin sosyal ve kurumsal OVD’yi ahlaki
¢ozlilme iizerinden anlamli bigimde etkilemedigi
yoniindedir. Bu bulgu, orgiit kurallarina uymak,
yapilan degisikliklere ayak uydurmak, diger
calisanlar yardimci olmak, c¢atismalardan uzak
durmak ve orgiitiin gelisip ilerlemesi igin her tiirli
etkinlik igerisinde yer almak gibi vatandaslik
davraniglarin1 ~ sergileyen c¢alisanlarin  yukarida
belirtilen siireg sonucunda OVD sergilemekten
kacinmadiklar1 ve i¢ ahlaki standartlarina uymayan
davranislari benimsemedikleri seklinde
yorumlanabilir.

Son bulgu, yonetici nezaketsizliginin OVD’nin tiim
boyutlarint  (sosyal ve kurumsal) psikolojik
sozlesme ihlali ve ahlaki ¢dziilmenin sirali araciligt
yoluyla anlamli sekilde etkiledigidir. Sonug,
Andersson ve Pearson (1999) tarafindan ortaya
koyulan nezaketsizlik kavramini ve nezaketsizligin
bir sarmala doniigserek Orgiitlerde nasil  bir
bozulmaya neden oldugunu gostermesi bakiminda
onemlidir. Yonetici kaynakli ortay ¢ikan nezaketsiz
davranig, ¢alisan tarafindan algilanmasi ve karsilik
vermesi ile bir sarmala doniisiiyor ve Orgiit ve
calisan arasinda var olan psikolojik sdzlesmenin
ihlal edildigini gostermektedir. Bununla birlikte
orgiitiin genelinde ahlaki bir ¢6ziilmeyi ortaya
cikartan ciddi bir sorun ortaya c¢ikmaktadir.
Nezaketsizlik neticesinde ortaya ¢ikan sonug,
calisanlarin gorev tanmimlari diginda kalan orgiite
katk1 saglama amaciyla yaptiklar1  goniilli
davraniglardan (diger c¢alisanlara yardimci olma,
¢Oziim odakl1 olma, kural ve prosediirlere uyma vb.)
vazgecmesine neden olmaktadir. Nihai durum ise
calisan orgiit iliskisinin bozuldugu, 6rgiitiin ¢calisma
diizenin aksadig1 ve her iki tarafin performansinda
diislisiin ortaya ¢iktig1 sagliksiz bir ortama neden
olabilmektedir.

Arastirma sonuglari orgiitlerde yoneticilerin kaba ve
saygisiz davraniglarinin  konunun muhatabr tiim
taraflar igin yikici sonuglar dogurabilecegini
gostermektedir. Ozellikle yoneticilerin tiim rgiitii
kapsayacak sekilde bazi onlemler almalar1 bu tip
sonuglardan kaginmak ic¢in Onemlidir. YOnetim
kademesinin Orgiitte ortaya c¢ikan nezaketsizlige
tolerans gosterilmeyecegi konusunda fikir birliginin
olmasi, kullandiklar1 dil ve davranislarda saygiy1 6n
planda tutmalari olast olumsuzluklarin &niine
gegmede Onemli yer tutmaktadir. Bunun yani sira,
gerek yeni baslayan gerek mevcut calisanlara ve
yonetim kademesine nezaketsizligin ne oldugunun

ve neden kaginilmasi gerektiginin anlatildig
toplantilar ~ diizenlenmesi  konunun daha iyi
anlagilmasini saglayacaktir. Calisan orgiit iligkisinin
dinamik yapis1 dikkate alinarak psikolojik
sozlesmelerin siirekli g6z oOnlinde bulundurulmasi
ve gerekli goriildiigiinde yeniden olusturulmasi
yanlis anlasilmalarin oniine ge¢mek icin dikkate
alinmasi gereken bir diger konudur.

OVD’nin, bes alt boyut yerine, sosyal OVD ve
kurumsal OVD olmak iizere iki alt boyutta analiz
edilmesi  arastirmayr  diger  arastirmalardan
ayirmaktadir. Is yeri nezaketsizligi dlgeginin
meslektas nezaketsizligi ve ydnetici nezaketsizligi

olarak ayr1 ayr Olgiilebilmesi ile yoOnetici
nezaketsizligi  Olcegi  verilerinin  tek  basina
kullanilmast  yazinda yonetici nezaketsizligin

nedenleri ve sonuglarinin ortaya konmasi agisindan
Onem arz etmektedir.

Calismanin yazina katkilarinin  yaninda bazi
smirliliklart da  mevcuttur.  Aragtirmanin - kamu
kurumlarinda yapilmasi bir siirliliktir. Bir diger
smirhlik ise tek zamanlt veri toplanmasidir.
Caligmanin sadece yonetici nezaketsizligini 6l¢mesi
ve katilimcilarin algisini1 6lgmesi bir diger sinirlilik
olarak goriilmektedir. Dogrulayici faktdr analizi
esnasinda Ol¢eklerde bazi  maddelerin  faktor
yiklerinin birlestirilmesi yontemsel bir siirlilik
olarak karsimiza cikmaktadir. Arastirmanin KOP
bolgesindeki illerde yapilmast diger smurlilig
olusturmaktadir.

Aragtirma konular1 olan ydnetici nezaketsizligi,
psikolojik sozlesme ihlali, ahlaki ¢6ziilme ve
orgiitsel vatandaglik davranisi arasindaki iliskiyi
inceleyen smirli sayida c¢alismanin olmasi bu
konularin ulusal yazinda daha fazla incelenmesini
gerektirmektedir. Sadece yoOnetici nezaketsizligi
degil ayn1 zamanda meslektas nezaketsizliginin de
incelenmesinin  konunun daha kapsamli ele
almmasima katki saglayacagi disiiniilmektedir.
Kamu sektoriiniin yaninda 6zel sektor ¢alisanlarmin
ve yoneticilerinin de bu konulardaki algilarinin
Olgiilmesi ile elde edilecek sonuglar yazina katki
saglayacaktir.

ETIiK BEYANATI
Destek Bilgisi: Bu ¢alisma, kamu, ticari veya kar
amact gilitmeyen kuruluslar gibi herhangi bir

organizasyondan destek almamuistir.

Cikar Catismasi: Tim yazarlar adina, sorumlu
yazar ¢ikar ¢atigmasi olmadigini belirtir.

Etik Onay:: Insan katilimcilari iceren calismalarda
gerceklestirilen tiim prosediirler, kurumsal ve / veya
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ulusal arastirma komitesinin etik standartlarina ve
1964 Helsinki deklarasyonuna ve daha sonraki
degisikliklerine  veya  karsilastirilabilir  etik
standartlara uygundur. Bu arastirma icin Nigde
Omer  Halisdemir  Universitesi Bilimsel
Arastirmalar Etik Kurulu’ndan 02.07.2021 tarih ve
11 sayilh karar numarasi ile Etik Kurul Onayi
almmuistir.

Bilgilendirilmis Onam Formu: Caligmaya Katilan
tiim bireysel katilimcilardan bilgilendirilmis onam
formu alinmustir.
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Bu arastirmamin amaci, Tiirkiye’'de kamu iiniversitelerde gérev yapan akademisyenlerin
psikolojik giivenligin ve akademik tiikenmisligin ise angaje olma iizerine etkilerini ortaya
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ise, ise angaje olmanin anlamly bir yordayicisi degildir.
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1. INTRODUCTION

The study aims to reveal the effects of
psychological safety and academic burnout of
academics working in Turkiye on work
engagement. Since there is no study in the academic
literature in the context of Turkiye in which the
effects of psychological safety and academic
burnout on work engagement are measured at the
same time, this situation is important as it creates an
element of priority and originality to the study.

Since higher education has a primary role in
developing the knowledge economy of the nation,
the knowledge indicators of any country show the
development of a society (Boggs, 2003; Pouris &
Inglesi-Lotz, 2014; Tchamyou, 2017). The
performance of employees in higher education
institutions is of unique importance for a country's
knowledge economy, which is still not given
enough attention by actors for the survival of the
quality and research of those institutions
(Carayannis & Campbell, 2021). The performance
of employees in higher education institutions has a
crucial role in fuelling a country's knowledge
economy. Quality education and research are
essential components of a thriving knowledge
economy. However, the attention given to this issue
is not sufficient to ensure the sustainability of the
quality and research outputs of these institutions,
potentially affecting the long-term growth and
competitiveness of a country's knowledge economy.

Psychological safety is a concept that significantly
affects employees' work performance and
productivity as well as ensuring healthier working
conditions and job security (Newman, Donohue &
Eva, 2017; Frazier, Fainshmidt, Klinger, Pezeshkan
& Vracheva, 2017). Academic burnout is
characterized by emotional exhaustion, cynicism,
and a reduced sense of accomplishment (Lee et al.
2010; Lin & Huang, 2014). Psychological safety
and academic burnout are two concepts that have
significant effects on engagement at work,
especially on work engagement. Psychological
safety, defined as a shared belief that it is safe to
take interpersonal risks within a group, has a
positive effect on work engagement (Yasar Ugurlu
& Ayas, 2016; Dramanu, Milledzi & Asamani,
2020). On the other hand, academic burnout, which
is characterized by emotional exhaustion,
depersonalization, and reduced personal
accomplishment, has been shown to hurt work
engagement (Pehlivanoglu & Civelek, 2019; Kuok,
2022). Therefore, it is important to understand the
interaction between these two concepts to promote a
positive and productive working environment.
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Academic burnout is a common problem in today's
education system and can have serious
consequences for academics (Grayson & Alvarez,
2008; Skaalvik & Skaalvik, 2009). Academic
burnout can lead to feelings of exhaustion,
cynicism, and decreased motivation and may cause
academics to disengage from their jobs (Bakker,
Demerouti & Verbeke, 2004; David, 2010).
However, research has shown that psychological
safety can help reduce the effects of burnout and
encourage a greater commitment to work (Idris &
Dollard, 2011; Mansour & Tremblay, 2019).
Psychological safety creates an atmosphere where
individuals feel comfortable taking risks and being
vulnerable without fear of being judged or criticized
(Carmeli, Brueller & Dutton, 2009). The concepts
of psychological safety and academic burnout are
both related to an individual's sense of emotional
and mental well-being and have a significant impact
on employees' productivity and commitment to their
jobs (Obrenovic, Jianguo, Khudaykulov & Khan,
2020). In this context and in light of the above
information, the main purpose of this study is to
reveal the effects of psychological safety and
academic burnout of academics working in public
universities in Turkiye on work engagement.

2. THEORETICAL FRAMEWORK
2.1. Psychological Safety

Psychological safety is the extent to which
individuals feel secure in their ability to manage
change (Schein & Bennis, 1965). Kahn
conceptualized  psychological safety as an
individual's perception of whether he/she is
comfortable with asserting  and  using
himself/herself  without fear of  negative
consequences for his/her image, status, or career,
and argued that people are more likely to feel
psychologically safe when they have trusting and
supportive interpersonal relationships with their
colleagues (Kahn, 1990). Providing a
psychologically safe work environment is one way
to overcome threats to individual and organizational
learning (Edmondson, 1999). For example, in a
longitudinal study conducted by Google's People
Analytics Unit, psychological safety was identified
as the number one characteristic of successful high-
performing teams (Bergmann & Schaeppi, 2016).

In line with the interest of today's organizations
towards learning and innovation, psychological
safety is gaining importance both theoretically and
practically. Psychological safety, which necessarily
accompanies uncertainty and change, reduces the
risk between individuals. Psychological safety
defines the factors that contribute to interpersonal
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structure (Edmondson & Lei, 2014; Edmondson,
Higgins, Singer & Weiner, 2016).

Organizations are made up of people from different
cultures, ideologies, and backgrounds. Groups of
people with these differences have been shown to
develop more creative solutions to problems
(Wanless, 2016; Edmondson, 2018; Clark, 2020;
Hunt, Bailey, Lennox, Crofts & Vincent, 2021).
Psychological safety is the feeling of comfort of
individuals in the field of education. People who are
fully committed to the educational process feel
better and even put everything they have and
everything they have achieved (Khudyakova,
Klepach, Yu, Valeeva & Arpentyeva, 2021). In
universities, the lack of psychological safety has
serious consequences. When academics are
uncomfortable talking about ineffective and
inefficient changes and initiatives, the institution
cannot avoid failure. In this situation, the
organization loses the opportunity to use the
strengths of all its talents, as academics cannot fully
devote themselves to education and training
(Tyumaseva et al. 2022). Psychological safety does
not mean that everyone is good all the time, but that
people accept conflict and speak up knowing that
the group supports them and they support the group
(Petrosyants, Gridyaeva, Valeeva & Arpentyeva,
2022).

Incorporating psychological safety into
organizational culture can have a positive impact on
employee engagement, creativity, and overall
performance. However, it's important to note that
achieving and maintaining psychological safety
requires deliberate efforts from leadership, clear
communication, and consistent modeling of
respectful behavior. As organizations continue to
evolve and face new challenges, the concept of
psychological safety will likely remain a key
consideration in fostering innovation, collaboration,
and adaptability.

2.2. Academic Burnout

For the first time, burnout was defined by Herbert
Freudenberger as "a state of exhaustion that occurs
in the internal resources of the individual as a result
of failure, wear and tear, reduction of energy and
strength or unsatisfied demands" (Freudenberger,
1974: 159). Maslach & Jackson (1981)
conceptualized burnout as a syndrome characterized
by emotional exhaustion, depersonalization, and
lack of a sense of personal accomplishment.

Academician is one of the professions where face-
to-face communication and interaction with people
is intense. It is emphasized that academicians are a
professional group facing the phenomenon of

burnout both as a result of their intensive
communication with students and due to the intense
pressures and obstacles in publishing and being
successful (Melendez & Guzman, 1983). In this
context, academic burnout refers to the chronic
stress that occurs in students due to course load,
exam anxiety, and other psychological factors
(Shih, 2012). Addressing burnout in academia
requires a multifaceted approach, including
implementing support systems, promoting work-life
balance, providing resources for stress management,
and fostering a culture of open communication
about mental health. Recognizing the challenges
that both academicians and students face is an
important step in creating a healthier and more
sustainable academic environment.

Academic  burnout consists of emotional
exhaustion, administrative support, academic
performance and workload dimensions (Tiimkaya,
2000). Emotional exhaustion is an individual's
feeling of emotional exhaustion and lack of energy.
Administrative support is the individual's evaluation
of the level of support and respect provided to
him/her by the institution or organisation where
he/she works. Academic performance dimension is
how effective the individual is in academic or
educational tasks and how confident he/she is in
this regard. Workload dimension is the amount and
difficulty of tasks in the field in which the
individual works or receives education (Salmela-
Aro, Kiuru, Leskinen & Nurmi, 2009). Academic
burnout has become a common problem in the
modern student community, affecting both mental
and physical health. This can lead to decreased
productivity and poor academic performance, as
well as a negative impact on general well-being.
When psychological safety is lacking in educational
settings, it can exacerbate feelings of burnout and
create a cycle of stress and anxiety. To reduce the
negative effects of burnout and promote academic
achievement, educational institutions must prioritize
the mental health of their students and promote an
environment of inclusion and psychological safety
(Cicek Saglam, 2011). When employees experience
burnout, they may disengage from their jobs and
colleagues and even start looking for other job
opportunities. Therefore, it is crucial for employers
to be aware of the signs of burnout and take steps to
prevent it from occurring in the workplace (Maslach
& Leiter, 2016). Employers need to recognize the
signs of burnout and take proactive measures to
prevent it. This involves creating a supportive work
environment, addressing workload concerns, and
offering resources for managing stress.

Academic burnout is a phenomenon that
particularly  affects students in  high-stress
environments such as a university or graduate
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school (Ozhan & Yiiksel, 2021). It is characterized
by emotional exhaustion, decreased sense of
personal accomplishment, and depersonalization.
Burnout can have serious consequences for
students, such as low grades, decreased motivation,
and even dropping out of school altogether
(Pehlivanoglu & Civelek, 2019). Universities can
implement strategies to combat burnout and
promote psychological safety in academic settings,
such as providing mental health resources, reducing
workload, and promoting a healthy work-life
balance (Gabriel & Aguinis, 2022). It's worth
noting that addressing burnout is not solely the
responsibility of universities. Students themselves
need to develop self-awareness, effective study
habits, and stress management skills.

Academic burnout is a common problem in many
workplaces and can significantly affect employees'
productivity and mental health. Research has shown
that when individuals experience burnout, they are
more likely to disengage from their work and
experience a decline in performance (Edu-Valsania,
Laguia & Moriano, 2022). This is especially true in
academic settings where high levels of stress and
pressure can lead to feelings of exhaustion and
cynicism. To combat academic burnout and
promote a positive work environment, employers
can implement policies and practices that prioritize
employee  well-being, such as providing
opportunities for mental health support and
promoting a culture of work-life balance (Emerson,
Hair & Smith, 2023). Academic burnout is a
complex issue that requires a multifaceted
approach. Employers play a crucial role in
preventing and mitigating burnout by implementing
policies and practices that prioritize employee well-
being and promote a healthy work environment.

2.3. Work Engagement

Work engagement is the employee's willingness to
achieve the goals of the organization and to make a
great effort with a sustainable workload (Robinson,
Perryman & Hayday, 2004). Engagement can also
be expressed as the opposite of burnout. Unlike
employees suffering from burnout, engaged
employees are ineffective connections with their
work activities and are more energetic in the work
environment. Engaged employees see themselves as
individuals who can fulfill the requirements of the
job (Schaufeli, 2015). Being engaged at work is
based on being energetic, participating in
organizational work, and productivity. Engagement
is the state of mind of being positive about a certain
phenomenon. It is the attitudes developed by
employees who cognitively evaluate themselves as
a whole with their work, aim to develop sincere
relationships with their colleagues, and parallel with
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the activities of the organization (Maslach & Leiter,
2008). Work engagement is a multifaceted construct
that involves psychological, emotional, and
behavioral aspects. Organizations that promote and
support employee engagement tend to experience
benefits such as higher performance, reduced
turnover, and increased job satisfaction.

Work engagement is an important aspect of
promoting employee well-being and combating
burnout and refers to the extent to which an
individual is invested in and enthusiastic about
his/her job (Schaufeli, Salanova, Gonzalez-Roma &
Bakker, 2002). When employees are engaged in
their work, they are motivated, productive, and less
likely to experience burnout symptoms. Managers
can encourage engagement by providing a positive
and supportive work environment, offering
opportunities for autonomy and skill development,
and recognizing and rewarding employees'
contributions. By  prioritizing  engagement,
employers can not only improve employee well-
being but also increase productivity and overall job
satisfaction (Bakker, Albrecht & Leiter, 2011).
Prioritizing work engagement is indeed a win-win
situation for both employees and employers,
contributing to a healthier work environment,
improved performance, and sustained organizational
success.

Vigor is the first sub-dimension of work
engagement and refers to how energetic and lively a
person feels about his/her work. Vitality emerges as
a result of a passionate approach to work.
Dedication is the second sub-dimension of work
engagement and refers to how committed a person
feels to his/her job. Dedication reflects a situation in
which a person is emotionally attached to his/her
job and attaches great importance to it. Absorption
is the third sub-dimension of work engagement.
Absorption reflects a situation in which the person
focuses on the tasks at work, loses himself/herself
to the difficulties of the job and enjoys doing the
job (Schaufeli, Bakker & Salanova, 2006).

Work engagement is an important component of
avoiding academic burnout. It is a feeling of being
energized and dedicated to job responsibilities that
enable individuals to maintain their focus and
productivity (Schaufeli & Bakker, 2004). To
improve work engagement, employers and
organizations can provide opportunities for skill
development and allow employees and students to
take on tasks that challenge them. Furthermore,
fostering a culture of appreciation and positive
feedback can go a long way in increasing work
engagement and preventing burnout (Bakker &
Demerouti, 2008). Organizations and educational
institutions should continuously assess and adjust
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their strategies based on feedback and evolving
needs to ensure a sustainable and healthy
environment for their employees and students.

Work engagement is a potential solution to combat
academic burnout and promote a healthy work
environment. When employees are engaged in their
work, they are more likely to feel a sense of purpose
and motivation, leading to increased productivity
and overall job satisfaction (Bakker, Demerouti &
Sanz-Vergel, 2014). To promote work engagement,
employers can provide opportunities for skill
development and growth, recognize and reward
employee achievements, and encourage open
communication and collaboration among team
members. By prioritizing work engagement,
employers can create a positive work environment
that supports employee well-being and academic
success (Kim & Jung, 2022). By implementing
strategies such as skill development, recognition,
and collaboration, employers can create an
environment that promotes both employee well-
being and academic success.

Work engagement is a critical factor in combating
burnout and promoting well-being among both
employees and students. By developing a sense of
purpose and connecting with their work, individuals
can increase their motivation and job satisfaction
and ultimately reduce the risk of burnout (Schaufel,
Taris & van Rhenen, 2008). Encouraging
employees to take breaks and engage in self-care
activities can also help prevent workplace fatigue
and cynicism. By prioritizing engagement and
employee well-being, organizations can create a
positive and productive work environment (Yang &
Chen, 2023). In summary, -cultivating work
engagement and employee/student well-being is a
proactive  approach that organizations and
educational institutions can take to promote mental
health, prevent burnout, and create a more
productive and harmonious environment.

In addition to addressing burnout, ensuring work
engagement is also critical to fostering a positive
work environment. Work engagement refers to an
employee's dedication and enthusiasm for their job
and has been shown to increase productivity,
creativity, and job satisfaction (Bakker &

Oerlemans, 2016). Employers can increase
engagement by providing employees with
professional development opportunities,

recognizing and rewarding good work, and
encouraging open communication and collaboration
among colleagues. By prioritizing both employee
well-being and engagement, employers can create a
supportive and productive workplace culture that
benefits everyone involved (Kim & Jung, 2022). By
prioritizing both well-being and engagement,

employers create a holistic approach to cultivating a
positive workplace culture. When employees feel
supported, challenged, and recognized, they are
more likely to contribute their best efforts and
creativity to their roles. This, in turn, benefits the
organization as a whole by fostering innovation,
reducing turnover, and enhancing overall
performance.

3. RELATIONSHIP BETWEEN VARIABLES
AND FORMULATION OF HYPOTHESES

3.1. The Relationship between Psychological
Safety and Work Engagement

Creating a safe working environment for employees
is important for their commitment to work.
However, beyond physical safety measures,
psychological safety is equally important (Yuangin,
2020). When employees feel psychologically safe,
they are more likely to speak up, share ideas, and
take calculated risks without fear of being punished.
This level of safety also increases trust within teams
and between employees and management (Plouffe
et al. 2023). In the workplace, employees want to
feel connected and committed to their work, and
this can be achieved through psychological safety.
This concept means creating a working
environment where employees feel comfortable
expressing their thoughts, feelings, and ideas
without fear of reprisal or judgment. This not only
leads to increased job satisfaction but also to
increased job performance (Lateef, 2020).

Psychological safety at the workplace is an
important factor contributing to work engagement
(Kark & Carmeli, 2009). According to recent
research, employees who feel psychologically
secure in their workplaces tend to show better job
performance and are more committed to their jobs.
This can be achieved through building trust among
co-workers, open communication channels, and
providing employees with the resources they need
to complete their work (Men, Qin & Jin, 2021). In
this way, psychological safety can positively affect
not only individual employee performance but also
the overall productivity of an organization (Osborne
& Hammoud, 2017). Based on the above
information, the following hypothesis was formed
for the research.

Hypotheses 0: Psychological safety has a
significant effect on work engagement.

3.2. The Relationship between Academic

Burnout and Work Engagement
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In today's fast-paced world, individuals are often
expected to do more with fewer resources. The
pressures of personal and professional life can lead
to great stress and even burnout (Robinson et al.
2023). For those working in the academic sector,
the stress created by teaching, publishing, and
administrative demands leads to academic burnout
(Carroll et al. 2022). Understanding the relationship
between academic burnout and work engagement
helps to determine prevention and intervention
strategies (Bakker et al. 2014). Academic burnout
and work engagement are two terms that are
becoming increasingly important in today's society.
Many people, especially those in high-stress jobs,
experience symptoms of burnout, leading to
decreased productivity, job dissatisfaction, and
other negative consequences (Bosmnan, Rothmann
& Buitendach, 2005). On the other hand, work
engagement is the opposite of burnout and is
characterized by enthusiasm, motivation, and a
sense of purpose in one's work (Appel-
Meulenbroek, vander Voordt, Aussems, Arentze &
Le Blanc, 2020). According to the information
stated above, the following hypothesis was formed
for the research.

Hypotheses 1: Academic burnout has a
significant effect on work engagement.

3.3. Method

The population of the study is Turkiye. One state
university from each region of Turkiye was selected
for the sample. The study was conducted on 424
academics working in these regions selected for the
sample. Academics were selected according to
convenience sampling method. The sensitivity of
the estimation is 0.05. The data collection tool is the
questionnaires created over the link and delivered
by the authors. The application method of data
collection tools is the online method. A five-point
Likert-type scale was used to measure the research
variables. The data collected from 424
academicians were analyzed with SPSS software.

Since the "distance education" system was switched
to the "distance education” system due to the great
earthquake that took place in the 2023/February
period covering 11 provinces and since physical
access to all academic units throughout the country
would be very difficult and costly, face-to-face
communication was used in filling out the
questionnaires, as well as WhatsApp groups formed
by academics and universities within themselves.
For this reason, the questionnaire was both
physically printed and its electronic form was
prepared via "google survey". To use the survey
questions related to the collection of data, firstly,
"Ethics Committee Permission" dated 16.05.2023

and numbered 2023/167 was obtained from Afyon
Kocatepe University Ethics Committee.

The psychological safety scale developed by
Edmondson (1999) and adapted into Turkish by
Biilbiil, Isiacik & Aytag, (2022) was used in the
study. Psychological safety scale consists of seven
items and one dimension.

The academic burnout scale, which was based on
the studies of Maslach & Jackson, (1981) and
Seidman & Zager, (1986-87) and adapted into
Turkish by Tiimkaya (2000), was used in the study.
The academic burnout scale consists of 39 items
and four dimensions (emotional exhaustion,
administrative support, academic performance and
workload).

In the study, the work engagement scale adapted
into Turkish by Kdose (2015) was used. The work
engagement scale consists of 17 items and two
dimensions.

All scales used in the study were authorized by the
authors.

4. FINDINGS
4.1.Distribution of Demographic Characteristics

When Table 1 is analysed, it is seen that 236 of the
participants are female with a rate of 55.7%, 188 of
the participants are male with a rate of 44.3%,
49.5% of the participants are in the 36-45 age range,
and the least number of participants is over 56 years
old with a rate of 8.5%. It is seen that the majority
of the participants are married with a rate of 75,5%
and the remaining 24,5% are married. It is seen that
36,3% of the participants are Asst. Prof. Dr. with
the highest rate of 36,3% and lecturer with the
lowest rate of 5,7%. It is understood that the
research fields of the participants are social sciences
with 85.8%, science with 8.5% and health sciences
with 5.7%. Regarding the working period in the
institution, it is seen that the participants have been
working between 11-15 years with a rate of 28.8%
and the least with a rate of 4.2%.

4.2 .Explanatory Factor Analysis

In Table 2, exploratory factor analysis was applied
to test the construct validity of the scales. Kaiser-
Meyer-Olkin (KMO) coefficient and Bartlett's test
of sphericity were used to examine the suitability of
the data for factor analysis.
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Table 1: Distribution of Demographic Characteristics

Count Column N %
Gender Female 236 55,7%
Male 188 44,3%
Age 26-35 88 20,8%
36-45 210 49,5%
46-55 0] 21,2%
56 + 36 8,5%
Marital Married 320 75,5%
Status Single 104 24.5%
Education Status Undergraduate 2 0,5%
Postgraduate 90 21,2%
Doctorate 332 78.3%
Academic Research
Title Assist. o4 Skt
Lecturer 118 27,8%
Asst. Prof. Dr. 154 36,3%
Associate Prof. 88 20,8%
Professor 40 9,4%
Field of Study Social Sciences 364 85,8%
Sciences 36 8,5%
Health Sciences 24 5,7%
Length of Work 1-5 years 58 13,7%
6-10 years 104 24.5%
11-15 years 122 28,8%
16-20 years 54 12,7%
21-25 years 40 9.,4%
26-30 years 28 6,6%
31 + 18 4,2%

As seen in Table 2, the Kaiser-Meyer-Olkin values
of the psychological safety scale were calculated as
0.930, the KMO value of the academic burnout
scale as 0.897, and the KMO value of the work
engagement scale as 0.912. Since the KMO values
are above 0.60, it can be accepted that the data
obtained from the sample is sufficient. The fact that

the p-value is less than 0.05 in Bartlett's test result
shows that the relationship between the items of the
scales is suitable for factor analysis.

As in the original psychological safety scale, a
single factor is reached. According to Table 2, the
single factor explains 72.46% of the total variance.

Table 2: Kaiser-Meyer-Olkin and Bartlett's Sphericity Test Results

Kaiser-Meyer-Olkin | Bartlett’s Test of Sphericity | Variance
Variables (KMO) x2 sd p %
PRychilagical 0.930 227446 | 21 0.000 72,46
Safety
ACHHEmES 0,897 084,69 | 741 | 0,000 66,34
Burnout
Werk 0.912 4536,54 | 136 | 0.000 64,01
Engagement
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The original academic burnout scale consists of four
factors: emotional weakness, managerial support,
academic performance, and workload. In line with
the results of the analysis of the data collected in the
study, eight factors were reached in total, not four
factors as in the original scale. This finding is
thought to be due to the responses of the sample to
the scale items. According to Table 2, eight factors
explain 66.34% of the total variance.

According to the analysis of the data, the original
scale of work engagement consists of two factors:
job view and job attendance. As a result of the
analysis of the data, not two factors as in the
original scale, but three factors in total were
reached. This finding is thought to be due to the
responses of the sample to the scale items.
According to Table 2, three factors explain 64.01%
of the total variance.

For the exploratory factor analysis, the tables
showing the factor loadings of each item in the
three scales are shown below.

Table 3: Communalities

Table 4: Communalities

Initial | Extraction
PS1 1,000 679
PS2 1,000 ,734
PS3 1,000 7205
PS4 1,000 787
PS5 1,000 728
PS6 1.000 726
PS7 1,000 ,713

Table 5: Communalities

Initial | Extraction
WE1 1,000 ,548
WE2 1,000 ,562
WE3 1,000 ,569
WE4 1,000 745
WES 1,000 ,755
WE6 1,000 ,561
WE7 1,000 ,666
WES 1,000 DT
WE9 1,000 ,724
WE10 | 1,000 ,600
WEI11 1,000 ,660
WE12 1,000 ,606
WE13 | 1,000 ,650
WE14 1,000 ,748
WE15 | 1,000 ,598
WEI16 1,000 ,589
WE17 1,000 ,745

Initial Extraction

AB1 1,000 ,668

AB2 1,000 ,623

AB4 1,000 ,687

ABS 1,000 ,620

AB7 1,000 516

ABS 1,000 711

AB9 1,000 817
AB11 1,000 ,655
AB12 1,000 762
AB13 1,000 ,578
AB14 1,000 ,639
AB15 1,000 742
AB16 1,000 ,745
AB17 1,000 ,743
AB18 1,000 ,501
AB19 1,000 ,690
AB20 1,000 726
AB21 1,000 ,666
AB22 1,000 ,609
AB23 1,000 506
AB24 1,000 ,690
AB25 1,000 513
AB26 1,000 ,694
AB27 1,000 677
AB28 1,000 ,600
AB31 1,000 ,631
AB33 1,000 20D
AB34 1,000 ,694
AB35 1,000 ,641
AB36 1,000 ,664
AB37 1,000 ,521
AB38 1,000 , 746
AB39 1,000 723

4.3. Reliability and Normality Analysis Results

To determine the reliability of the scales,
Cronbach's Alpha coefficients should be analyzed.
Table 6 below shows how many items the scales
consist of, Cronbach's alpha coefficients, the mean
responses to the scales, and standard deviations.

When the reliability analysis of the academic
burnout scale was performed, firstly, it was seen
that the Cronbach alpha coefficient was 0.553, and
since this number was lower than 0.70, the scale
items with low reliability were identified, which
would increase the Cronbach alpha coefficient. Out
of 39 items on the academic burnout scale, items
numbered 3, 6, 10, 29, 30, and 32 were removed
from the scale, and analyses were continued with 33
items. Thus, the reliability coefficient of the
academic burnout scale was determined as 0.713.
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Table 6: Reliability and Normality Analysis Results

Number Cronbach Mean Standart | Min.-Max.
of Ttems Alpha Deviation
Prychikuglesl g 0,936 2,86 1,031 1-5
Safety
Academic Burnout 33 0,713 3,11 0,364 1-5
Work Engagement 5 0,928 3,9 0,629 1-5

As can be seen in Table 6, the reliability coefficient
of the psychological safety scale was found to be
0.936 and the scale of work engagement was found
to be 0.928. It is seen that the internal consistency
values of the items in these scales are higher than
the generally accepted value of 0.70.

Before conducting correlation analyses, it is
necessary to determine whether the data meet the

5. RELATIONSHIP BETWEEN VAIRABLES

The results of the correlation analysis performed to
determine the relationships between variables and
the direction and severity of these relationships are
given in Table 8.

Table 7: Normality Test Results

Kolmogorov-Smirnov Shapiro-Wilk Skewness | Kurtosis
Statistic | df | Sig. |Statistic| df | Sig. | Statistic | Statistic
Psychological
0,066 426 |0,000| 0,977 |426/0,000| 0,070 -0,557
Safety
Academic
0,063 426 |0,000| 0,987 |426|0,000| 0,277 -0,138
Burnout
Wvark 0,077 426 |0,000| 0,974 |[426/0,000| -0,452 0,118
Engagement
normality assumption. For this purpose, the When Table 8 is analyzed, it is seen that there is a

collected data were subjected to normality tests.

In deciding whether to wuse parametric or
nonparametric tests for the analysis, for sample
sizes larger than 300, the absolute values of
skewness and kurtosis are considered without
considering z values (Ozkan & Salepcioglu, 2022).
According to Lorcu (2015), Skewness and Kurtosis
values should be between +1 and -1.

Since the p values were less than 0.05 in
Kolmogorov-Smirnov and Shapiro-Wilk normality
tests, skewness and kurtosis values were examined.
When Table 7 is analyzed, the skewness and
kurtosis values of psychological safety, academic
burnout, and work engagement scales are between
+1 and -1. When the graphs are analyzed, it can be
stated that a normal distribution is observed and the
determined figures are confirmed. Thus, it was
decided to use parametric tests for all three scales.

low positive relationship between psychological
safety and work engagement scores (r=0,197;
p<0,05). There is a low negative relationship
between psychological safety and academic burnout
(r=-0,240; p<0,05). There was no significant
relationship between academic burnout and work
engagement variables (p>0.05).

6. REGRESSION ANALYSIS

The study aims to examine whether psychological
safety and academic burnout affect work
engagement. Multiple linear regression analysis was
performed to predict work engagement according to
psychological safety and academic burnout. The
results of the regression analysis are given in Table
9.
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Table 8: Analysing the Relationships Between Scales

Variables N r P
Psychological Safety
424 0,197%* 0,000
Work Engagement
Psychological Safety
424 -0,240%** 0,000
Academic Burnout
Academic Burnout
424 -0,085 0,079
Work Engagement
*##:p<0,01 r: Pearson Correlation Coefficient
Relationship Relationship
£ Level Direction
r= - negative
400 Nare relationship
0,01 — 0,29 Low N i
g ’ relationship
0,30 — 0,69 Medium
0,70 — 0,99 High
i Perfect
Source: (Ozkan, 2021).
According to the results of the analyses, education. This is particularly true for public

psychological safety is a significant predictor of
work engagement (F(2, 421)= 9.925, p<0.05).
However, academic burnout is not a significant
predictor of work engagement (p>0.05). Therefore,
both wvariables do not affect work engagement
separately, only psychological safety has a
significant effect on work engagement. The
predictive level of psychological safety on work
engagement is Beta=0.196. The psychological
safety variable explains 4.5% of the variance in
work engagement (R2 = 0.045). According to the
results of the analysis, the equation predicting work
engagement can be expressed as follows:

Work engagement = 3,828 + (0,117 * Psychological
safety)

universities in Turkiye, where factors such as
increased workload, lack of resources, and limited
career opportunities can contribute to feelings of
frustration, burnout, and turnover among academic
staff. Academic burnout can have a significant
impact on commitment to work as well as lead to
decreased productivity and job satisfaction. In light
of these challenges, it is important to explore
potential solutions that can help improve the
psychological safety of academic staff and promote
a more positive workplace environment. To
increase  employee engagement in  public
universities in Turkiye, it is important to focus on
creating a workplace culture that promotes
psychological safety and supports individuals to
avoid academic burnout.

Table 9: Multiple Linear Regression Analysis Results

B Std Error | Beta t Sig. R R? F Sig.
Psychological | 1,2 | 0020 | 0196 | 3.993 | 0,000
Safety
0,212 | 0,045 | 9,925 | 0,000
Acadedic 0,080 | 0,083 | -0047 |-0.963| 0336
Burnout

7. CONCLUSION AND DISCUSSION

In recent years, the issue of academic burnout has
become increasingly prevalent in the field of higher

As a result of the research, it is seen that there is a
low positive relationship between psychological
safety and job commitment scores. The finding of a
low positive relationship between psychological
safety and work engagement scores indicates that
there is a relationship between employees'



Ayse Meri¢ Yazict & Mehmet Mecek | 151

emotional commitment and their trust in their jobs.
This finding suggests that work engagement is
influenced by many factors and psychological
safety is only one factor. The low positive
relationship means that an increase in psychological
safety can contribute to an increase in work
engagement, but this effect is not very significant.
Therefore, managers and organizations that want to
increase employees' job engagement at workplaces
should not only deal with psychological safety, but
also with other factors that increase job satisfaction.
The combination of these factors can help
employees to reach a higher level of work
engagement. It is understood that there is a low
negative relationship between psychological safety
and academic burnout. The low negative
relationship between psychological safety and
academic burnout may involve many factors that
can make employees' work or learning experiences
more positive and healthy. This finding emphasises
the importance of promoting emotional support and
safety to create a healthier and more satisfying
environment in work or learning spaces. It was
determined that there was no significant
relationship between academic burnout and work
engagement variables. The low  negative
relationship between psychological safety and
academic burnout shows that these two concepts are
inversely proportional to each other. This
relationship between the two concepts indicates that
as psychological safety increases, academic burnout
decreases. This finding may represent a way to
increase students' academic achievement and
emotional well-being by meeting their emotional
and psychological needs in educational settings.
Based on research, psychological safety refers to
the existence of an environment in which
individuals can express themselves, express their
thoughts, take risks, and accept their mistakes. In
such an environment, students may gain more
motivation, perceive their learning experience in a
positive way, which may reduce academic burnout.
Especially when students feel supported by their
teachers or educational institutions, they tend to
experience less burnout. According to the
regression analysis results, psychological safety is a
significant predictor of work engagement. However,
academic burnout is not a significant predictor of
work engagement. These findings help us
understand the effects of the relationships between
psychological safety and academic burnout on work
engagement. The findings suggest that work
engagement is related to psychological safety, but
not a similar relationship with academic burnout.
This may indicate that it is important for
organizations to promote psychological safety in
order to increase their employees' work
engagement. The fact that academic burnout does
not significantly predict work engagement suggests

that academic burnout is a more common problem,
especially for those working in the education sector,
and may have a negative impact on employees'
work engagement.

The relationship between psychological safety and
academic burnout is an understudied area.
However, some research suggests that increased
feelings of psychological safety may reduce
academic burnout. This may mean that if employees
feel psychological safety in their workplaces,
academic burnout may decrease. When the findings
of our study are compared with the findings of other
studies, a study conducted by Luthans, Youssef &
Avolio (2007) found that psychological safety has a
positive  relationship  with increased work
engagement. The participants stated that an increase
in psychological safety creates a greater sense of
commitment at work. The "Burnout Syndrome"
model developed by Maslach and Leiter (2008)
suggests a negative relationship between academic
burnout and work engagement. According to this
model, increased feelings of burnout negatively
affect feelings of commitment to work. The study
also shows that psychological safety has a positive
effect on work engagement. This result is consistent
with other studies in the literature (Edmondson,
1999). Psychological safety can encourage
employees to be more committed to their jobs
because it can reduce fears about expressing
themselves and contributing.

When compared with other studies in the literature,
these results provide an important contribution to
the literature. In particular, these findings are
important in terms of understanding the level of
work engagement of employees in public
universities in Turkiye. However, there are some
limitations regarding the generalisability of these
results. For example, this study was conducted only
in public universities in Turkiye and different
results may be obtained in other sectors or
countries.

In conclusion, this article shows that psychological
safety has a positive effect on work engagement and
academic burnout is not a significant predictor in
this context. These results emphasise the
importance of making efforts to increase
psychological safety in the workplace. The study
also contributes to the literature on psychological
safety, which has the potential to have a positive
impact on work engagement and employees'
emotional well-being.

Future Research

Based on the research findings, there are several
recommendations to address the issue of



152 Is ve Insan Dergisi 10(2) 141-156

psychological safety and academic burnout among
academics in public universities in Turkiye. First,
institutions should recognize the importance of
creating a work environment that supports
psychological safety by encouraging open
communication and providing support to
employees. Secondly, interventions such as stress
management and work-life balance programs
should be implemented to help academics prevent
burnout. Furthermore, providing opportunities for
professional development and career progression
can increase job satisfaction and reduce the risk of
burnout. In addition, the relationship between
psychological safety and academic burnout needs to
be further explored, as this may help to distinguish
which factors contribute more to reduced
engagement. Interventions designed to enhance
psychological safety and prevent burnout should be
explored, with a particular focus on culture-specific
approaches given the unique context of public
universities in Turkiye. Finally, longitudinal studies
following the impact of these interventions may
provide insights into their effectiveness and
sustainability in increasing work engagement
among academics.
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1. INTRODUCTION

The important effects of  organizational
identification on organizations have made this
construct one of the core concepts in the
organizational behavior literature, and heavy
research has been carried out to understand the
antecedents and consequences of this term. Strong
identification motivates employees to display
behaviors that benefit the organization (Bartels,
Vuuren & Ouwerkerk, 2019). A high level of
identification results in a high level of job
satisfaction and a low level of absenteeism and
intention to leave (Bartels et al., 2019). Because of
the positive effects of organizational identification,
organizations want their employees to identify with
the organization.

Organizational  identification refers to a
psychological bond between the individual and the
organization (Karanika-Murray, Duncan, Pontes &
Griffiths, 2015). Several factors contribute to the
identification of employees in the organization, one
of which is workplace friendship. Employees may
inevitably need to interact with each other within
the organization. Workplace friendship creates
interpersonal relationships between employees
(Guohao, Pervaiz & Qi, 2021). Especially with the
increase in teamwork in organizations, workplace
friendships have become an issue that organizations
give priority to (Zarankin & Kunkel, 2019).
Teamwork requires interpersonal relationships and
interactions between team members (Zarankin &
Kunkel, 2019). The more team members have good
relationships with each other, the more the
productivity of the team will improve.

Employees can establish relationships with their
colleagues as a requirement of their job in the
organization, or they can voluntarily establish
relationships with their colleagues for reasons such
as personal closeness, feeling emotional bonds, or
having common interests and values. While some of
the relationships between people in the workplace
turn into friendships, some of these relationships are
only based on work. Social psychology explains
how and why employees form close relationships
with only some of their friends (Potgieter, Ferreira
& Coetzee, 2019). Due to the critical role of
workplace friendship on the attitudes and behaviors
of employees, the effects of workplace friendship in
organizational life are significant (Kanten, Pazarcik,
Kanten, Durmaz, 2020). With workplace friendship,
an emotional tie is formed between people
(McGuire, 2007) and this situation enables the
parties to have positive feelings towards each other.
In that case, it can be stated that emotions have an

important place in the existence of workplace
friendship. Affects are a crucial mechanism in
organizational behavior as they influence the way
people think and how they think (Forgas & George,
2001). Positive emotions will trigger favorable
thoughts towards an organization and coworkers
(Mostafa, 2017). Therefore, workplace friendship
contributes to the emergence of positive emotions,
these feelings enable the person to perceive the
organization more favorably (Mostafa, 2017), and
thus organizational identification processes will
emerge. Consistent with these statements, the
mediator effect of positive affectivity between
organizational identification and  workplace
friendship was investigated in the present study.
When the organizational behavior literature is
examined, there is a limited number of studies
examining the relationship between organizational
identification and workplace friendship and no
study examining the mediator role of positive
affectivity in the relationship between these two
variables. In this context, it is aimed to contribute to
the literature by examining the mediator effect of
positive affectivity on the relationship between
these variables based on the broaden-built theory.
Moreover, this study contributes to the literature in
the sense of showing how important friendship
relationships are in organizations and that the
positive  emotions  created by friendship
relationships  contribute not only to the
psychological well-being of individuals but also to
the  organization by  providing  positive
organizational outcomes such as organizational
identification.

2. LITERATURE REVIEW
2.1. Organizational Identification

Organizational identification is a psychological
construction that firmly connects the organization
and its employees (Vijayakumar & Padma, 2014).
Organizational identification takes its theoretical
basis from Social Identity Theory. Social identity
theory, which handles organizational identification
as a shared identity brings a new and strong
framework for understanding organizational
identification (Ashforth & Meal, 1989). The theory
developed by Tajfel (1978) is of great importance in
the field of social psychology. Social identity theory
deals with group processes (Hogg, Hardie &
Reynolds, 1995) and intergroup relations in a
psychological dimension (Haslam, Reicher &
Katherine, 2012), and shows why individuals
behave in a certain way (Van Dick, Grojean, Christ
&Wieseke, 2006). From the perspective of this
theory, groups are important structures that provide
social identity to the group members (Tyler &
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Blader,2003), shape their behaviors (Hekman,
Bigley, Steensma & Hereford, 2009) and self-
perceptions (Tropp & Wright, 2016). Put
differently, a social group can be defined as two or
more individuals having the same social identity or
self-definition (Abrams & Hogg, 1990), and
describing themselves with a certain social category
(Stets & Burke, 2000). The social identity is defined
as the perception of belonging to a particular group
(Richter, Van Dick & West, 2004).

Through the lens of social identity theory, the more
individuals define themselves as a part of an
organization, the more their behavior is governed
by the organizational/group membership (Van Dick,
Wagner, Stellmacher, Christ & Tissington, 2005).
Consistent with this line of thinking, the perception
of belonging to a particular group/organization
(Pratt, 1998) or internalization of social identity
(Ashforth & Mael, 1989) reveals identification
processes (Pratt, 1998). In other words, the strength
of adherence to social identity will determine the
level of organizational identification.

Social identity theory offers a theoretical
explanation for wunderstanding organizational
identification and its many antecedents (Broch,
Lurati, Zamparini & Mariconda, 2018). The
association of social identity theory with
organizational identification is based on the study of
Ashforth and Mael (1989). The theory emphasizes
that organizational identification is a cognitive
process (Broch et al., 2018). Organizational
identification can be defined as compliance between
individual attributes and organizational attributes
(Wan-Huggins, Riordan & Griffeth, 1998), the
match between personal and organizational goals
and values (Brown, 1969), the cognitive link
between self-concept and perceived organizational
identity (Dutton, Dukerich & Harquail, 1994).
Organizational identification boosts the solidarity
between the self and the organization (Ahmad,
Ishaq & Raza, 2023).

Organizational identification offering a sense of
belonging to an organization enables individuals to
understand who they are (Ashforth & Mael, 1989).
The match between the self-concept and
organizational attributes will increase
organizational  identification = which  directs
individuals’ way of feeling, acting, or behaving
(Dutton et al., 1994). Then, identified individuals
feel themselves as part of the organization (Dutton
et al, 1994). When individuals associate
themselves with a particular group and identify
themselves with this category, identification takes
place (Van dick et al., 2006).

2.2. Workplace Friendship

Friendship can be defined as individuals spending
time together, the quality of interaction between
individuals, or the benefits individuals derive from
each other (Zarankin & Kunkel, 2019). Friendship,
which is a socio-emotional need, affects the
attitudes and behaviors of individuals in their social
and organizational lives (Song, 2006). Workplace
friendship is an informal (Alparslan, Cicek &
Soydemir, 2015) and mutual relationship between
individuals in the organization (Wright, 1978).
Workplace friendship which refers to psychological
proximity among employees (Huang, 2016) creates
interpersonal bonds among employees (Sias et al.,
2008). It is crucial to differentiate work-based
relationships and workplace friendships. Work-
based relationships are formally defined, and these
relationships are developed to achieve work goals
(Dietz & Fasbender, 2022). Conversely, friendship
in the workplace is formed voluntarily between
employees (Pillemer & Rothbard, 2018).

Friendship in the workplace triggers many positive
organizational  outcomes including  person-
organization fit (Alparslan et al., 2015), work
engagement (Sahinbas & Erigiig, 2019), job
performance (Ulugay & Zengin, 2020), and
perceived job significance (Mao, Hsieh & Chen,
2012). Conversely, workplace friendship decreases
the intention to leave (Biiyiikyllmaz & Biger, 2008)
and absenteeism (Berman, West & Richter, 2002).

Employees in the workplace can interact with each
other constantly, but not every relationship between
individuals turns into friendship. In other words,
workplace friendship involves more than just being
friendly or mutually acquainted (Berman et
al.,2002). For such friendship, there must be trust,
liking, shared interests, values, experiences, and
proximity (Berman et al., 2002). Furthermore, being
close to each other or interacting frequently can
contribute to the formation of workplace friendships
by allowing them to get to know each other better.

Frequent interactions of individuals in the
organization and similarities such as age, gender,
and education increase the likelihood of friendships
in the workplace (Lee, 2005). Close relationships
that increase trust, commitment, and the sharing of
information between employees (Huang, 2016), and
the sharing of social feelings/thoughts will be
effective in bringing employees closer to each other
and acting in the same direction (Alparaslan et al.,
2015).

2.3. Positive Affectivity
Affects are an important phenomenon that shapes

the attitudes and behaviors of individuals in
personal and organizational life. Affect refers to
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specific emotions or more general moods (Rego,
Sousa, Marques & Cunha, 2012b). Lee & Allen
(2002) define affect as a broad and generic concept
that includes both emotion and mood. Affects may
be regarded as a term that covers a broad range of
experiences that individuals have, such as feeling
states, which are momentary moods and emotions,
and feeling more stable traits (Barsade & Gibson,
2007). Mood may be influenced by personality
traits and situational factors, such as work-related
and non-work-related events, affective reactions
within one’s group, group size, proximity and
dispositional characteristics of group members,
leader mood, and (Brief & Weiss, 2002) reactions
to organizational punishments and rewards.

In the field of positive psychology, it is seen that
researchers’ focus is on positive emotions rather
than negative emotions in organizations (Wu,
Zhang, Pirbhulal, Mukhopadhyay & Zhang, 2015).
An individual's positive affectivity tends to reflect
how enthusiastic, active, and alert they feel
(Watson, Clark & Tellegen, 1988). High positive
affectivity is characterized by a state of high energy,
complete concentration, and joyful interaction
(Watson et al., 1988). Moreover, it indicates
people's overall tendency to feel a state of positive
affectivity as well as their tendency to interpret
environmental cues such as leadership styles in
positive ways such as energetically, or cheerfully
(Gilmore, Hu, Tetrick, & Zaccaro, 2013).

On the other hand, negative affectivity is a
subjective discomfort and unfavorable engagement
that encompasses a wide range of adverse mood
states such as rage, disdain, disgust, guilt, fear, and
anxiousness (Watson et al., 1988). Negative affect
is a broad dimension of sadness and discontent.
Fear, anger, sadness, guilt, contempt, and disgust
are examples of wunpleasant emotional states
associated with high negative affect (Watson &
Clark, 1992). Its appearance in assessments of
experienced emotion suggests that these distinct
negative effects co-occur extensively within and
across people. Similarly, the overall positive affect
dimension reveals significant co-occurrences
among positive mood states; in other words,
someone who feels cheerful will also feel engaged,
eager, confident, and attentive (Watson & Clark,
1992). Positive emotions extend the individual's
attentional and behavioral repertoire, which in turn
builds social, intellectual, and physical resources,
whereas negative emotions narrow attention and
action repertoire (Folkman & Moskowitz, 2000).

In an organizational life, employees may experience
both positive and negative effects. Positive
emotions can promote favorable organizational

outcomes, whereas negative emotions can cause
unfavorable organizational outcomes.

3. HYPOTHESES DEVELOPMENT

3.1. Workplace Friendship and Organizational
Identification

Friendship in the workplace promotes support and
sociability and such a friendly atmosphere in the
organization leads to positive organizational
outcomes (Morrison & Nolan, 2007), one of which
may be organizational identification. In the light of
Kram and Isabella's (1985) definition of workplace
friendship, workplace friendship allows employees
to share information, encourage emotional
commitment, and help each other in the workplace,
and this is called organizational identification
(Kelman, 2006). Interpersonal relationships based
on workplace friendship between employees
provide mutual support, commitment, shared
interest (Berman et al., 2002), emotional support
(Sias, Heath, Perry & Silva, 2004), socioemotional
goals (Pillemers & Rothbard, 2018), emotional ties
(McGuire, 2007), and trust (Burch, 2018).
Moreover,  workplace  friendship  facilitates
information sharing among individuals and this
creates a positive working environment in the
organization (Abugre, 2007), which will positively
affect organizational identification. Employees'
high level of support to each other in the
organization increases job satisfaction and in turn
provides organizational identification (Ting & Ho,
2017). While workplace friendship creates a
perception of social support in people, it improves
people's feelings of trust toward their colleagues
and ultimately the organizations they work for.
Positive and supportive relationships at work can be
regarded as a positive resource (Simbula,
Margheritti & Avanzi, 2023), and such a positive
atmosphere in the organization will provide an
identification with the organization.

Employees' commitment to the organization and
their emotional bond can be strengthened through
workplace friendship, which improves employees’
sense of belonging and increases their commitment
to the company (Potgieter, Ferreira & Coetzee,
2019). Then, workplace friendship will connect the
employees to the organization more, which can be
accepted as an indicator of organizational
identification. Therefore, it can be concluded that
close interpersonal relationships in an organization
are positive influences organizational identification
(Jones & Volpe, 2011). In line with these
explanations, recent studies reveal that workplace
friendship positively influences organizational
identification (Ting & Ho, 2017; Jones & Volpe,
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2011). Depending on these statements, the

following hypothesis is proposed:

Hypothesis 1: There is a significant and positive
association between workplace friendship and
organizational identification.

3.2. The Mediating Role of Positive Affectivity in
Between Workplace Relationships and
Organizational Identification

Affects are related to assisting coworkers,
defending the company by offering helpful
recommendations, having favorable judgments, and
spreading compassion (George & Brief, 1992).
When everything is going well, individuals may
broaden their resources and friendships; they can
extend their repertoire of skills for future use, or
they can relax to refuel their energies after exerting
significant effort (Lyubomirsky, King & Diener,
2005). According to the broad-and-build theory,
positive emotions broaden people's sense of self to
include others, and expanding self-boundaries
results in seeing close others as part of the self
(Waugh & Fredrickson, 2006). This in turn may
generate feelings of self-other overlap and
"oneness" over time (Waugh & Fredrickson, 2006).
The feelings of self-other overlap may foster a deep
appreciation of others and cause the relationship to
grow closer (Waugh & Fredrickson, 2006).

Positive emotions broaden cognition, promote more
inclusive social categorization, foster feelings of
oneness (Waugh & Fredrickson, 2006), cause

Furthermore, drawing upon the broaden-and-build
theory, positive emotions extend individuals’ sense
of self to include others and lead the relationship to
grow closer (Waugh & Fredrickson, 2006).

On the other hand, employees' positive affect
facilitates an optimistic worldview (Hill, Matta &
Mitchell, 2021) and causes them to perceive their
organization favorably, which in turn results in
organizational identification. It is assumed that
workplace friendship allows individuals to spend
more time with each other, and to get to know each
other better, and thus more positive feelings arise
between the parties. In parallel with the statements
above, it is inferred that positive affectivity may be
a mediator in the association between workplace
friendship and organizational identification. Given
the above, the following direct and mediating
hypotheses are developed:

Hypothesis 2: There is a significant relationship
between workplace friendship and positive
affectivity.

Hypothesis 3: There is a significant relationship
between positive affectivity and organizational
identification.

Hypothesis 4: Positive affectivity will mediate the
association between workplace friendship and
organizational identification.

The conceptual framework of the study is shown in
Figure 1.

Positive
Affectivity
Ha (+) Hs (+)
Ha
Workplace | Organizational
Friendship H (+) " Identification
Figure 1: Theoretical Model
upward spirals toward increased psychological
health and well-being (Galanakis, Galanopoulou &
Stalikas, 2011), and encourage social bonds and 4. METHODOLOGY

interpersonal connections within the organization
(Rego, Sousa, Marques & Cunha, 2012a).
Individuals with a high positive affect view things
from a good perspective and are thus more likely to
feel favorable toward their company (Mostafa,
2017). Positive emotions enhance social bonds,
interpersonal connections (Rego et al., 2012a), and
feelings of oneness (Waugh & Fredrickson, 2006).

4.1. Sample

In this study, an electronic questionnaire was sent to
individuals working in different sectors such as
education, health care, and information technologies
by wusing a convenience sampling method.
Individuals voluntarily participated in an online
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electronic questionnaire which was sent via e-mail.
A total of 205 (49% response rate) out of 419
individuals completed the survey. Of the 205
participants (mean [M]age=40.57 years; standard
deviation [SD]=9.94; range=22  to 73;
organizational tenure M= 10.39 years, SD= 9.11;
range= 1 to 35), 63.4% (n=130) was female and
36.6% (n=75) was male. Of the total number,
34.1% had a bachelor’s degree (n=70), 34.1 % a
master’s degree (n=70), and 31.8% a PhD degree
(n=65).

4.2. Data Collection

An electronic questionnaire was sent to participants
to gather the data for the study. The purpose of the
study was stated to the participants and the data
were collected voluntarily. The questionnaire
comprises the items of positive affectivity,
workplace friendship, and organizational
identification. Demographic information such as
age, gender, educational status, and organizational
tenure were included in the questionnaire for a
better understanding of the demographics of the
participants.

4.3. Measures

Organizational identification scale. A six-item
scale developed by Mael & Ashforth (1992) was
used to measure organizational identification in the
study. The scale was translated into Turkish by Tak
& Aydemir (2004). The sample item of the scale is
“I am very interested in what others think about my

(2000) was used in the study. One of the items was
reverse-scored. The sample item includes “Being
able to see my coworkers is one reason why I look
forward to my job”. Participants were asked to
select, on a five-point Likert scale, their degree of
agreement or disagreement with the items (1 =
strongly disagree, 5 = strongly agree). High scores
from the scale indicated a high tendency for
building workplace friendship (M= 3.95, SD=.77).
The internal reliability measured by Cronbach’s
alpha was found .90. The model fit indices which
are shown in Table 2 shows that the scale has a
good fit (CMIN/df: 1.33, CFI: .989, TLI: 0.985,
RMSEA: .041).

Positive affectivity scale. The 20-item PANAS scale
developed by Watson, Clark & Tellegen (1988) was
used to measure positive affectivity. The scale
consists of 10 positive affect items such as
“inspired” and “proud” and 10 negative affect items
such as “nervous” and “ashamed”. On a 5-point
scale (1—very slightly or not at all; 2—a little; 3—
moderately; 4—quite a bit; 5—extremely), the
extent to which each of the 10 items for positive
affectivity represented how participants felt over the
past month was asked. High scores from the scale
represented high levels of positive effects felt over
the past months (M=3.70, SD=.61). The reliability
measured by Cronbach’s alpha was .89. The model
fit indices of positive affectivity which are shown in
Table 2 shows that the scale has a good and
acceptable fit (CMIN/df: 1.85, CFI: .974, TLI: .96,
RMSEA: .065).

Table 2: Confirmatory Factor Analysis Results of the Constructs

Construct y2/df CFI TLI RMSEA
Organizational Identification 1.85 98 97 .06
Workplace Friendship 1.33 98 98 .04
Positive Affectivity 1.85 97 .96 .06

Notes. CFIl: Comparative fit index; TLI: Tucker-Lewis index; RMSEA: Root mean square error of approximation

organization”. The extent to which the participants
agreed to the items on the scale was inquired on a 5-
point Likert-type scale ranging from 1 (Strongly
Disagree) to 5 (Strongly Agree). High scores
presented  high  levels of  organizational
identification (M= 3.51, SD=.91). The internal
consistency measured by Cronbach’s alpha was
found .87. The model fit indices which are shown in
Table 2 show that the scale has a good fit
(CMIN/df: 1.85, CFI: .987, TLI: 0.976, RMSEA:
.06).

Workplace friendship scale. A twelve-item scale
originally developed by Nielsen, Jex & Adams

4.4. Common Method Bias

Data collection based on the self-report of the
participants through questionnaires, interviews, and
surveys is the most widely used method in social
sciences (Kline, Sulsky & Rever-Moriyama, 2000).
We gathered the data through questionnaires based
on the responses of the participants. As both
dependent and independent variables are included
in a single survey, participants’ responses may
cause a bias in examining the anticipated effect of
one construct in another construct (Tehseen,
Ramayah & Sajilan, 2017), and cause social
desirability in choosing survey items (Kline et al.,
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2000). Respondents’ social desirability may be a
source of common method variance and it may
result in high correlation between dependent and
independent variables (Theseen et al., 2017).
Considering that the answers given by the
participants may affect the results of empirical
studies and that these answers may cause bias, it is
seen that the issue of common method variance has
been given importance in recent empirical studies in
the field of organization and psychology (Jakobsen
& Jensen, 2015).

Different techniques namely preventive, detective,
and corrective provide to understand the common
method bias problems in the empirical studies.
Preventive techniques, also named procedural
remedies by Podsakoff, MacKenzie, Lee &
Podsakoff, (2003) are used in the design of surveys
to decrease or prevent the occurrence of the
common method bias (Aguirre-Urreta & Hu, 2019).
We first used the proximal separation approach by
altering the sequence of items in the questionnaire
as a preventative technique. In other words, we

Reynaud, Yasin & Bhatti, 2018), which showed that
common method bias did not exist in this study.
Depending on the common method analyses’ result,
we made further analyses to check the mediator
effect of positive affectivity between workplace
friendship and organizational identification.

4.5. Descriptive Statistics

Means, standard deviations, and correlations among
measured variables are indicated in Table 1. The
relationships among variables of the model were
supported by correlational analyses. Correlation
results showed a positive correlation between
workplace friendship and organizational
identification (r=.426; p<.01), and positive
affectivity (r=.332; p<.01). Positive affectivity is
positively correlated with organizational
identification (r=.334; p<.01). Participants had a
high level of organizational identification (Mean=
3.81; SD= .77), workplace friendship (Mean= 3.95;
SD= .91), and positive affectivity (Mean= 3.71;
SD=.61).

Table 1: Means, Standard Deviations, and Correlations of Constructs

Variables Mean SD 1 2 3
Organizational Identification 3.81 AT (.87)

Workplace Friendship 3.95 91 426%* .9)

Positive Affectivity 3.71 .61 3345k B32%% (.89)

**p<.01, * Cronbach’s alpha for each scale is shown in parentheses on the diagonal

applied physical distances between predictor and
criterion variables. Detective techniques, the most
widely used Harman's single factor test, provide
information for the likelihood of common method
bias in the data (Aguirre-Urreta & Hu, 2019). We
applied Harman’s single factor test, as a detective
technique, in which all variables are inserted into an
exploratory factor analysis to determine whether
variance in the data is mostly loaded into a single
factor (Change, Witteloostuijn & Eden, 2010). The
result of 23,43% (threshold value of < .50)
revealed that a single factor does not account for
most of the covariance between variables. Finally,
corrective techniques are applied as a series of
statistical analyses to wunderstand corrective
estimates of the relationships among variables
(Aguirre-Urreta et al., 2019). At this point, we
analyzed the common latent factor (CLF) in the
Amos program.

After putting CLF into the structural model, we
checked the differences between standardized
regression weights for all items with and without
CLF. The differences between them were less than
the threshold value of .2 (Serrano Archimi,

4.6. Hypotheses Testing

To test the hypotheses of the study, hierarchical
regression analyses were performed. Hierarchical
regression analysis results show that in the first
step, workplace friendship positively predicted
(B=.41, p<.01) organizational identification, and in
the second step, workplace friendship had a positive
and significant effect (B= 26, p<.01) on positive
affectivity. In the third step, a significant and
positive influence of positivity affectivity on
organizational identification was revealed. The final
step indicated the mediation role of positive
affectivity between workplace friendship and
organizational identification (f=.31, p<.01). When
positive affectivity was inserted into the model, the
value of workplace friendship on organizational
identification decreased from p=.20 (p<.4l) to
B=.08 (p<.01). In other words, with the inclusion of
positive affectivity into the model, some of the
relationship between workplace friendship and
organizational identification was explained by
positive affectivity. This result shows that positive
affectivity has a partial mediating role in the
relationship between workplace friendship and
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organizational identification. Hierarchical analysis
results are displayed in Table 3.

Moreover, the mediator effect of positive affectivity
between workplace friendship and organizational
identification was examined. The findings

Table 3: Hierarchical Regression Analysis Results

95% Bootstrap CI

S.E. B
Lower Limit Upper Limit

L, Wionkplicsdiendsiipiand 07 41 26 57
organizational identification
2. Wprkplace fri‘endship and 05 26 16 37
positive affectivity
3 Pos-1t1v§ affe-ctlvn.y an(! 09 31 12 51
organizational identification
4. Workplace friendship, positive
affectivity, and organizational .06 .08 .02 .16

identification

5. DISCUSSION AND IMPLICATIONS

The purpose of the study was to investigate the
mediator effect of positive affectivity in the
association between workplace friendship and
organizational identification. The anticipated
positive relationship between workplace friendship
and organizational identification was supported,
which means that workplace friendship increases
organizational identification. This finding is in line
with the study of Ting & Ho (2017). On the other
hand, Ahmad et al. (2023) found that workplace

friendship  negatively effects organizational
identification. ~ Thus, the first hypothesis was
supported.

Another finding of this study showed that

workplace friendship positively influences positive
affectivity. Hence, hypothesis 2 was supported.
Although positive affect is a key element of
workplace friendship (Zarankin ve Kunkel, 2019),
to our knowledge, none of the studies empirically
examined the relationship between these two
variables. Similar to the result of this study, Kim &
Oh (2023) revealed that occupying a central
position in the workplace friendship causes positive
affects. Therefore, this study contributes to the
literature by revealing the relationship between
them. Furthermore, positive affects facilitate an
optimistic view of the organization (Hill et al.,
2021), and this situation contributes to
organizational identification. Consistent with this
notion, the finding of this study showed that
positive affectivity positively influences
organizational identification.

demonstrated that positive affectivity partially
mediates the association between workplace
friendship and organizational identification.
Therefore, Hypothesis 4 was supported.

The main contribution of the current study is
indicating the mediation role of positive affectivity
in the relationship between organizational
identification and workplace friendship. This result
shows that friendship in the workplace is a crucial
variable in enhancing positive affectivity.
Moreover, the findings revealed that workplace
friendship is a predictor of both positive affectivity
and  organizational  identification.  Positive
affectivity is an antecedent of organizational
identification.

The findings of this study will guide the managers.
Considering that organizational identification has
fruitful benefits for organizations, managers can
create a positive atmosphere within the organization
that will allow employees to socialize and interact
with each other. Accordingly, the social activities to
be held within the organization will enable the
employees to get to know each other better by
providing interaction between the employees. In
time, interpersonal relationships that begin
ordinarily can turn into workplace friendships as
employees  discover their similarities and
commonalities. Positive workplace friendships will
lead to the emergence of positive emotions so that
organizational identification processes will emerge.
Employees who identify with the organization at a
high level will exert a high for the benefit of the
organization.

This study also has some suggestions for future
studies. Just as workplace friendships benefit both
individuals and organizations, it also has



Esra Ciar

detrimental  effects on  individuals and
organizations. In this vein, examining the dark side
effects of workplace friendship on organizational
identification will contribute to the organizational
behavior literature. Furthermore, interpersonal
relationships and workplace friendships are much
more essential in collectivist cultures than in
individualistic cultures (Rhee, Yang & Yoo, 2013).
Carrying out the same study in individualistic
culture may reveal different results. Finally, the
mediator effect of negative affectivity in the
relationship between organizational identification
and workplace friendship can be examined in future
studies.

Although this study contributes to the
organizational behavior literature in many ways, it
also has some potential limitations. Firstly, the data
was gathered at one point in time. Collecting data in
different time series and conducting a longitudinal
study will make the results attained from the data
more reliable and reveal the causal relationships
between variables. Secondly, as the data was
gathered based on the self-report of the participants,
it may cause social desirability. Even though, as
stated above, preventive, detective, and corrective
techniques were applied to minimize the possibility
of the common method bias problem, this problem
was not eliminated from the study.
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