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This paper aims to determine the effect size and direction of the association between hospitality
employees' job satisfaction and turnover intention through a meta-analysis. Relevant studies were
systematically searched in the Web of Science (WoS), EBSCOhost Hospitality & Tourism
Complete, and Google Scholar databases. Ultimately, 32 studies examining the connection
between job satisfaction and turnover intention, with reported correlation coefficients and sample
sizes, were included in the research. The analyses were conducted using the CMA 3.0 program.
To assess publication bias, a funnel plot, Begg & Mazumdar rank correlations, and Classic Fail-
safe N tests were applied. Utilizing a random effects model, the study identified a moderate and
negative association between job satisfaction and turnover intention (r =-0.434, p < 0.005).
Additionally, the moderating role of the sampling region in the relationship between these
variables was confirmed. Based on the findings, practical recommendations are provided for
hospitality managers.

0z

Tarihler:

Gelis 3 Nisan 2024
Diizeltme Gelis

7 Temmuz 2024
Kabul

18 Temmuz 2024

Bu ¢alisma, konaklama ¢alisanlarmin is tatmini ile isten ayrilma niyetleri arasindaki iliskinin etki
biiyiikliigiinii ve yoniinii meta-analiz yontemiyle belirlemeyi amaglamaktadir. Iigili ¢alismalar
Web of Science (WoS), EBSCOhost Hospitality & Tourism Complete ve Google Scholar veri
tabanlarinda sistematik olarak taranmistir. Sonug olarak, is tatmini ile isten ayrilma niyeti
arasindaki iliskiyi korelasyon katsayilart ve o&rneklem sayilaryla inceleyen 32 ¢alisma
arastirmaya dahil edilmigstir. Analizler CMA 3.0 programi kullanilarak gergeklestirilmistir. Yayin
yanliligin incelemek i¢in Huni Grafigi, Begg & Mazumdar siralama korelasyonlar: ve Classic
Fail-safe N testleri uygulanmistir. Rastgele etkiler modelinin benimsendigi bu ¢alismada, is
tatmini ile isten ayrilma niyeti arasinda orta diizeyde, negatif bir iliski tespit edilmistir (r=-0,434,
p<0,005). Ayrica orneklem bolgesinin ilgili degiskenler arasindaki iliski iizerinde diizenleyici
rolii dogrulanmustir. Bulgulara dayanarak, konaklama ydneticilerine yonelik pratik éneriler
sunulmustur.
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1. INTRODUCTION

As one of the fastest-growing industries, tourism and
hospitality provide substantial support to the
country's economic growth (Gom, Lew, Jiony,
Tanakinjal, & Sondoh, 2021). In parallel with this
growth, recruiting and managing resources that
provide a competitive advantage to hospitality
organizations has become increasingly important. In
this context, human resources play a critical role in
influencing the success of the hospitality industry
(Nadiri & Tanova, 2010). However, employee
turnover intention remains a major issue in the
hospitality industry (Ferreira, Martinez, Lamelas, &
Rodrigues, 2017). Factors such as long working
hours, heavy workload, low wages, and seasonality
affect employee turnover in this industry (Abdou,
Khalil, & Elsaied, 2022). High employee turnover
may negatively impact customer satisfaction and,
consequently, damage the organization's reputation
(Kim, 2014). To address this issue, improving
employees' job satisfaction may lead to higher
service quality in hospitality (Kong, Jiang, Chan, &
Zhou, 2018). Therefore, job satisfaction is
considered one of the indicators of success in the
hospitality and tourism industry (Diaz-Carrion,
Navajas-Romero, &  Casas-Rosal,  2020).
Additionally, employees' job satisfaction contributes
to positive performance outcomes by enhancing
organizational commitment, motivation, and extra-
role behaviors (Nadiri & Tanova, 2010).

Numerous studies have explored the relationship
between job satisfaction and turnover intention in the
hospitality and tourism industry (Kim, Leong, &
Lee, 2005; Karatepe, Arasli, & Khan, 2007; Yang,
2008; Koo, Yu, Chua, Lee, & Han, 2020; Nguyen,
Haar, & Smollan, 2020). While some of these studies
found a negative relationship between job
satisfaction and turnover intention (Yang, 2008; Koo
et al., 2020), others have reported a positive
relationship between these variables (Balwa., 2021).
These inconsistencies in the results lead to varied
interpretations of the relationship between the
relevant variables. Additionally, some studies in the
hospitality and tourism literature have examined this
relationship using meta-analysis (Park & Min, 2020;
Erkasap & Ozkan, 2022). However, the moderating
effect of sampling region has not been sufficiently
tested in this literature. Therefore, this research aims
to integrate studies on the connection between job
satisfaction and turnover intention using meta-
analysis and to verify the relationship between these
variables. Additionally, the moderating effect of the
sampling region, which is thought to advance
scholarly insights, on the relationship between job
satisfaction and turnover intention will be examined.
This study is expected to provide a new perspective
for future research by offering more up-to-date and

reliable results regarding the relationship between
these variables. It is also anticipated that the findings
will guide hotel managers in developing effective
employee retention strategies.

2. LITERATURE REVIEW

2.1. Job Satisfaction and Turnover Intention in
Hospitality

Job satisfaction is defined as “a state of mind
encompassing all those feelings determined by the
extent to which the individual perceives her/his job-
related needs as being met” (Evans, 1998, p. 12).
Another definition describes job satisfaction as “how
people feel about their job” (Spector, 1997, p. 2). Job
satisfaction has a substantial effect on the sustainable
growth of organizations (Heimerl, Haid, Benedikt, &
Scholl-Grissemann, 2020). Examining factors such
as job satisfaction is crucial, particularly in the hotel
context where employee and customer interactions
are intense (Phuong & Vinh, 2020). Job satisfaction
motivates employees to perform their expected tasks
and assume additional roles that contribute to
achieving organizational goals (Alananzeh et al.,
2023). On the other hand, several internal and
external  factors influence employees' job
satisfaction. External factors include working
conditions, wages, and supervision, while internal
factors encompass growth and recognition, personal
success, and the nature of the job itself (Zopiatis,
Constanti, & Theocharous, 2014). Meeting
expectations leads to job satisfaction; otherwise,
dissatisfaction may occur (Han & Bi, 2024).
Therefore, it is critical to focus on the fundamental
antecedents of job satisfaction (Lu, Lu, Gursoy, &
Neale, 2016), as job satisfaction is linked to various
factors such as job performance (Chi, Vu, Nguyen,
& Truong, 2023), organizational commitment
(Bashir & Gani, 2020), customer orientation (Park,
Ahn, Han, Back, & An, 2020), customer satisfaction
(Son, Kim, & Kim, 2021), and turnover intention
(Pinnington, Mir, & Ai, 2023).

Turnover intention is defined as “the last in a
sequence of withdrawal cognitions, a set to which
thinking of quitting and intent to search for
alternative employment also belongs” (Tett &
Meyer, 1993, p. 262). The antecedents of turnover
are categorized into three groups: personal factors,
external factors, and work-related factor (Cotton &
Tuttle, 1986). Personal factors include variables such
as age, education, and marital status, while work-
related factors encompass factors such as pay, job
performance, and job satisfaction. External factors
include perceptions of employment and the
unemployment rate. Retaining high-performing
employees is crucial for organizational success, as
high employee turnover incurs both time and
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financial costs (Song & Vardarlier, 2023). Given the
challenges many organizations, particularly in the
tourism industry, face in retaining employees,
managing turnover has become increasingly
important (Duarte & Silva, 2023). The hospitality
industry is characterized by close customer
interaction, low wages, and long working hours
(Diaz-Carrion et al., 2020). Consequently, the
employee turnover rate is critically high in
hospitality and tourism (Xu et al., 2022). Therefore,
turnover can result in direct costs such as training and
hiring new staff, as well as indirect costs such as
decreased motivation, ultimately leading to poor
performance outcomes in the hospitality and tourism
industry (Ferreira et al., 2017). A high turnover rate
also negatively impacts customer service quality in
the hospitality industry (Wen, Zhou, Hu, & Zhang,
2020).

This situation has prompted the hospitality industry
to seek solutions to address turnover intention.
According to Ferreira et al. (2017), reducing the
turnover rate requires developing supportive
working conditions where employees can realize
their potential and skills, and focusing on improving
these conditions. Additionally, regional differences
impact the quality of working life (Ozkan, Elci,
Karabay, Kitapci, & Garip, 2020). Studies have also
demonstrated that working conditions influence
turnover rates in the hospitality industry (Humphrey,
Nahrgang, & Morgeson, 2007; Poulston, 2009;
Abdou et al., 2022). In fact, working conditions vary
between countries (Niedhammer, Sultan-Taieb,
Chastang, Vermeylen, & Parent-Thirion, 2012). It
has been reported that working conditions are
generally better in countries with economic stability,
low unemployment rates, and high unionization rates
compared to other countries (Diaz-Carrion et al.,
2020). Regional differences also affect job
satisfaction (Jones & Sloane, 2009), as working
conditions and job satisfaction are interrelated
(Taheri, Miah, & Kamaruzzaman, 2020; Diaz-
Carriéon et al.,, 2020). According to the existing
literature, enhancing job satisfaction is another
effective strategy for reducing turnover rates (Chen
& Wang, 2019). Employee job satisfaction is
strategically significant for organizations because
satisfied employees contribute to  positive
organizational outcomes, such as improved business
performance (Ahmad & Raja, 2021). Thus, job
satisfaction encourages employees to remain with
the organization by leading to positive work
outcomes, such as higher job performance (Chen &
Wang, 2019). Similarly, research in the hospitality
sector has identified a negative relationship between
job satisfaction and turnover intention (Wang, Xu,
Zhang, & Li, 2020; Koo et al., 2020). Moreover,
Ozkan et al. (2020) found that the region moderates
the relationship between job satisfaction and

turnover intention. Thus, the following hypotheses
are proposed:

Hi: There is a negative association between
employees’ job satisfaction and turnover intention,

H,: Sampling region has a moderating role in the
association between job satisfaction and turnover
intention.

3. METHOD
3.1. Research Design

The meta-analysis method was employed to examine
the relationship between job satisfaction and
turnover intention and to clarify the controversy
about the size and direction of this relationship.
Meta-analysis is defined as the “statistical analysis of
a large collection of analysis results from individual
studies for the purpose of integrating the findings”
(Glass, 1976, p. 3). This method enables the
synthesis of primary empirical findings using various
statistical tests (Borenstein, Hedges, Higgins, &
Rothstein, 2011). In this study, correlation meta-
analysis was utilized, which involves describing the
distributions of correlations from various research
results to assess the relationship or effect between
two variables (Hunter & Schmidt, 2004). The
correlation coefficients were converted to Fisher's z-
scores, and the analysis was conducted using these
transformed values (Borenstein et al., 2011).

3.2. Literature Search

The Web of Science (WoS), EBSCOhost Hospitality
& Tourism Complete, and Google Scholar databases
were searched to identify articles investigating the
association between the relevant variables. The
search employed combinations of keywords related
to job satisfaction (“job satisfaction,” “work
satisfaction,” “occupational satisfaction”), turnover
intention (“turnover,” “intention to quit,” “intention
to leave”), and hospitality and tourism (“tourism,”
“travel,” “hotel,” “hospitality,” “tourist,” “leisure,”
“hospitality management,” “restaurant”). Data
collection was conducted in February 2024, initially
yielding 3,173 articles. An additional search was
conducted by reviewing the references of the
selected studies to ensure no relevant studies were
overlooked. This additional search identified 18
more articles, resulting in a total of 3,191 articles
from both searches. After removing 1,560
duplicates, 1,631 articles were screened based on
their titles and abstracts. Following this stage, 424
articles were assessed for eligibility, with 392 being
excluded for not meeting the criteria. The final
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Figure 1: PRISMA Flow Chart

sample consisted of 32 studies. Details of the process
are presented in Figure 1.

The inclusion criteria determined for this research
are as follows: (1) the study must be empirical
quantitative research measuring the connection
between job satisfaction and turnover intention, (2) it
must report the sample size and correlation
coefficient (r), (3) the study must be conducted
within the context of hospitality, (4) the sample must
include employees rather than those at the
administrative level, (5) the study must be published
in English, and (6) it must be a peer-reviewed journal
article.

3.3. Coding

The coding phase commenced after determining the
studies to be included in the meta-analysis. The data
were transferred to Microsoft Excel, where the
sample size, sample group, publication type, industry
focus, and r value indicating the relationship between
the variables were coded. To ensure coding
reliability, two researchers independently extracted
relevant data from each study. The compatibility
between the coders was then assessed, and any
identified errors were corrected.

3.4. Data Analysis

The effect size and heterogeneity estimates for the
relationship between job satisfaction and turnover
intention were analyzed using the CMA 3.0 software.
Pearson correlation was chosen as the indicator of
effect size. The Fisher Z transformation was applied
to calculate the effect size, which was then converted
back to correlation for interpretation (Borenstein et
al., 2011). Cohen's effect size index was used to
explain the effect sizes. According to the effect size
index (Cohen, 1992), an effect size > 0,50 indicates
a strong relationship, > 0,30 indicates a medium and
> 0,10 indicates a small relationship. The effect size
between the relevant variables is presented in the
forest plot with a 95% confidence interval (Figure 2).
There are two primary approaches to testing
heterogeneity: the fixed-effect model and the
random-effects model (Hunter & Schmidt, 2004).
The fixed-effect model assumes that the true effect is
the same across all studies, while the random-effects
model assumes that effect sizes vary rather than
assuming a single true effect (Borenstein, Hedges, &
Rothstein, 2007). Accordingly, the random-effects
model was employed in this study. To assess
potential publication bias, the funnel plot, Mazumdar
Rank Correlations, Classic Fail-safe N, and Begg's
test were utilized.
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4. FINDINGS

In this section of the study, the results related to
publication bias, effect size, heterogeneity tests, and
moderator effect analyses are presented.

4.1. Publication Bias

Conducting a narrow screening process and not
including research with small effect sizes in the
analysis may cause publication bias (Egger, Smith,
Schneider, & Minder, 1997). To assess it, the Funnel
plot was first examined and given in Figure 2.

As illustrated by the funnel plot, the articles are
predominantly concentrated in the upper part of the
figure, with general effect sizes distributed
approximately symmetrically on both sides of the
graph. To further investigate publication bias,
various methods can be employed. The results of the
Classic Fail-safe N analysis are presented in Table 1.

1119

number of studies, 3,105, is quite substantial, it
suggests that there is no significant publication bias.
Results for Begg’s test and Mazumdar's rank
correlation, which are additional methods for
assessing publication bias, are also presented in
Table 2.

According to the results, a p-value greater than 0.05
indicates that there is no publication bias (Begg &
Mazumdar, 1994). Therefore, no publication bias is
present in this study (p-value = 0.17, p > 0.05).

4.2. Effect Sizes and Heterogeneity Test

The heterogeneity test was employed to examine the
connection between job satisfaction and turnover
intention. Effect sizes between the relevant variables
were calculated using Fisher's Z and subsequently
transformed back into correlations. The effect size
and heterogeneity test results are presented in Table
3.

Funnel Plot of Standard Error by Fisher's Z

0,00

0,05

0,10

Standard Error

0,15

020

20 15 1,0 05

Fisher's Z

00

05 1,0 20

Figure 2: Funnel Plot to Show Publication Bias

Table 1 shows the number of studies required to
achieve a p value >0.05 (Borenstein et al., 2011).
Specifically, 3,105 additional studies are needed for
the p-value to exceed 0.05. Given that the required

As shown in Table 3, the Q value was found to be
1273.031. According to the Chi-Square table, the
expected value for 31 degrees of freedom (df) was
44,985 at the 0.05 confidence level. Since the

Table 1: Classic Fail-Safe N Results

Variables Values
“Z value” -52,70130
“P value” 0,00
“Alpha” 0,05
“Number of observed studies” 32
“Number of missing studies that would 3105

bring p-value to>alpha”
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observed heterogeneity value (1273.031) is greater
than the expected value (44.985), it indicates a
heterogeneous distribution among the studies
included in the analysis (Higgins & Thompson,

Is ve Insan Dergisi 11(2) 115-124

In Figure 3, the black squares represent the effect
size of each study, while the lines adjacent to the
squares indicate the 95% confidence intervals for
these effect sizes. According to Figure 3, there is a

2002). Additionally, the 1? value of 97.565, which moderate negative association between job
exceeds 75%, indicates high heterogeneity satisfaction and turnover intention.
(Borenstein et al., 2011). Therefore, given the high
level of heterogeneity, a random effects model was
used throughout the analyses.
Table 2: Begg and Mazumdar Rank Correlation Results
Variables Values
“Tau” 0,11895
“Z-value for tau” 0,95677
“P-value (one-tailed)” 0,17
Table 3: Effect Size and Heterogeneity Test
Model %95 C.1. Heterogeneity
k ], SE “LOW&I “Upper “QB“ :apn “Iln
limit”  limit”  “df”
Fixed 32 -0,463 0,009 -0,476  -0,450 31 1273,031 0,000 97,565
Random 32 -0,434 0,056 -0,519  -0,340

Notes: k = number of studies; r = correlation; se= 95%CI = critical intervals for the weighed effect size; df =
degrees of freedom; Qg - Q-statistic assessing heterogeneity across groups; I* = degree of heterogeneity within the

category

The average effect size was assessed as -0.434.
According to the criteria proposed by Cohen (1992),
an effect size of 0.1 indicates a small effect, 0.3
indicates a moderate effect, and 0.5 indicates a large
effect. Therefore, the result suggests a moderate and
significant (p < 0.05) association between the
variables. Thus, Hi was accepted. Figure 3 displays
the forest plot of the random effects model.

A moderator variable influences the strength of the
relationship between two variables (Borenstein et al.,
2011). Table 4 presents the results regarding the
moderating effect of the sampling region on the
association between job satisfaction and turnover
intention.

Table 4: Moderator Analysis of the Relationship Between Job Satisfaction and Turnover Intention

Variable  Category k r 95%ClI Qs df p
“Africa” 2 -0,053  (-0,79,0,75)
“America” 4 0516  (-057,-037)
Sampling  « iy~ 19 0443 (0,52, -0,29)
region - wgyrope” 5 0732 (0,66, -0, 58) 3 A
: 66,899
“Middle East” 1  -0079 (0,23, 0,07)
“Oceania” 1 0563  (-0,62,-038)

Notes: k = number of studies; r = correlation; 95%CI = critical intervals for the weighed effect size; Qg = Q-statistic
assessing heterogeneity across groups; df = degrees of freedom
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Study name

Fisher's Standard
z

Grobelna et al., 2016
Duarte & Silva, 2023
Hsiao et al., 2020
Yang, 2008
Jang & George, 2012
Feneiraetal., 2017
Koo et al., 2020
Jung & Yoon, 2017
Nguyen et al., 2020
Kimetal., 2015
Lu & Gursoy, 2016
Bajrami et al., 2021
QObeng et al., 2021
Ann et al., 2023
Uindag et al., 2011 -0,662
Balwa, 2021 0.203
Ariyabuddhiphongs & Maricaf,321
Huang, 2007 -0,438
Park & Gursoy, 2011 -0,618
Kim et al., 2005 -0,400
Yorgun et al., 2009 -0,549
Deri et al., 2022 -0,575
Arici, 2019 -0,420
Wang et al., 2020 -0,802
Choi, 2006 -0,121
Hussain et al., 2003 -0,633
Karatepe, 2009 -0,725
Turgutetal., 2017 -0,532
Chan & James, 2020 0,299
Bufquin et al., 2018 -0,354
Choi etal., 2017 -0,937
Karatepe, 2007 -0.741
-0,465

-0,800
-0,662
-0,258
-0,662
-0,472
-0,796
-0,523
-0,446
-0,563
-0,461
-0,618
-0,678

0,466
-0,079

error

0,053
0,052
0,052
0,049
0,041
0,044
0,057
0,056
0,083
0,048
0,039
0,040
0,046
0,080
0,094
0,071
0,075
0,065
0,037
0,055
0,028
0,070
0,067
0,028
0,052
0,075
0,098
0,073
0,051
0,036
0,056
0,046
0,056

Statistics for each study
Lower Upper

Variance

0,003
0,003
0,003
0,002
0,002
0,002
0,003
0,003
0,007
0,002
0,002
0,002
0,002
0,006
0,009
0,005
0,006
0,004
0,001
0,003
0,001
0,005
0,004
0,001
0,003
0,006
0,010
0,005
0,003
0,001
0,003
0,002
0,003

limit
-0,904
-0,765
-0,360
-0,758
-0,552
-0,882
-0,635
-0,556
-0,725
-0,555
-0,695
-0,756
0,375
-0,237
-0,847
0,063
-0,467
-0,565
-0,690
-0,509
-0,604
-0,711
-0,551
-0,856
-0,222
-0,780
-0,917
-0,675
0,199
-0,424
-1,047
-0,832
-0,575

limit
-0,696
-0,560
-0,155
-0,567
-0,393
-0.711
-0,411
-0,337
-0,401
-0,367
-0,542
-0,599
0,557
0,078
-0,478
0,342
-0,174
-0,311
-0,546
-0,291
-0,495
-0,439
-0,289
-0,748
-0,019
-0,486
-0,533
-0,389
0,398
-0,284
-0,827
-0,651
-0,355

Z-Value p-Value

Fisher's Zand 95% Cl

15,029 0,000 —-
-12,691 0,000 —
4,941 0,000 —
-13,657 0,000 -
11,625 0,000
-18,195 0,000 -
9,119 0,000
7,962 0,000
6,799 0,000
9,618 0,000
-15911 0,000 -
-16,887 0,000 -
10,061 0,000 -
0,986 0,324 ——
7,042 0,000 ——
2,845 0,004 ——
4,301 0,000 —i—
6,743 0,000 —i—
-16,810 0,000 -
7,212 0,000 i
-19,767 0,000 k|
8,272 0,000 —
6,273 0,000 T
-29,006 0,000 =
2326 0,020 —-
8,419 0,000 ——
7,334 0,000 ——
7,296 0,000 ——
5873 0,000 —
9,877 0,000 R
16,689 0,000
-16,056 0,000 -
8,283 0,000 S
1,00 0,50 0,00 0,50 1,00

Favours B

Meta Analysis

Figure 3: Forest Plot

As shown in Table 4, the sampling region influenced
the association between job satisfaction and turnover
intention and served as a moderating role (p < 0.05).
Therefore, H, was accepted. The region with the
largest effect size is Europe.

5. CONCLUSION AND DISCUSSION

The aim of this meta-analysis was to explore the
impact of job satisfaction on turnover intention.
Relevant papers were accessed from three different
databases, and a meta-analysis was conducted with
31 articles. First, publication bias in the evaluated
papers was assessed using the Funnel plot, Begg and
Mazumdar test, and Classic fail-safe N test. No
publication bias was detected in the analysis.

As heterogeneity was observed in the statistical
analyses, the random effects model was employed.
The relationship between the study variables was
significant, with an effect size measured at -0.434,
indicating a medium level of effect (Cohen, 1992).
This result aligns with the findings of the meta-
analysis conducted by Madigan and Kim (2021),
which also reported a significant association with a
medium effect size. Additionally, the results are
consistent with those of Ozkan et al. (2020) and Hur
and Abner (2024), which revealed a significant
relationship between the relevant variables but with
a larger effect size. This finding is also in agreement

with studies examining the connection between
relevant variables in tourism and hospitality
(Yorgun, Yilmaz, & Keser, 2009; Ulndag, Khan, &
Guden, 2011; Grobelna, Sidorkiewicz, & Tokarz-
Kocik, 2016; Ferreira et al., 2017; Jung & Yoon,
2017; Bufquin, DiPietro, Orlowski, & Partlow, 2018;
Koo et al., 2020; Deri, Ragavan, Chireh, Zaazie, &
Niber, 2022).

To understand the reason for the heterogeneity in the
study results included in the analysis, a moderator
analysis was performed. It was determined that the
sampling region had a moderating effect on the
association between job satisfaction and turnover
intention. Similarly, Ozkan et al. (2020) found that
the region moderates the relationship between the
relevant variables. Diaz-Carrion et al. (2020)
concluded that working conditions vary by country
and that even small differences in working
conditions among countries within the same region
can affect job satisfaction.

The findings indicate that the level of job satisfaction
or dissatisfaction among hospitality employees plays
a crucial role in influencing their turnover intention.
Establishing a supportive work environment
characterized by open communication and clear
definition of roles and duties can enhance employee
job satisfaction and thereby reduce turnover rates.
Furthermore, providing opportunities for personal
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development and organizing vocational training
programs can also increase job satisfaction. It is
advisable to address the issue of long working hours
in the tourism and hospitality sector and to adopt
organizational policies and practices that facilitate a
balance between work and family life for employees.

This research has several limitations. First, some
full-text articles pertinent to the study topic could not
be included in the analysis due to inaccessibility.
Second, only articles published in English were
included, while other publication types were
excluded. Third, this study focused on the
moderating role of the sampling region in the
relationship between job satisfaction and turnover
intention. Future research should consider exploring
the moderating effects of additional factors, such as
education level and age.
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ve AMOS 26 programlaryla analiz edilmistir. Arastirma sonucunda ileri gorev bilincinin igsel
giidiilenmeyi pozitif yonde etkiledigi, i¢sel giidiilenmenin de rol performansini pozitif yonde
giiclendirdigi belirlenmistir. Ayrica ileri gorev bilincinin rol performanst iizerindeki etkisinde i¢sel
giidiilenmenin kismi aract role sahip oldugu tespit edilmistir. Aragtirma sonucunda ¢alisanlarda
ileri gorev bilincinin arttirilmasiyla igsel giidiilenme ve rol performansimin gii¢lenebilecegi ve bu
durumun da érgiitlerde etkinligi, verimliligi ve siirdiiriilebilirligi arttirabilecegi séylenebilir.
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It is known that employees who love their jobs will not avoid taking responsibility and will try to
perform the given tasks in the best way and show high performance. It is important to provide
factors that motivate employees to do this. It is thought that the important factor that ensures
increased performance is advanced task consciousness and it is expected that there will be other
motivating elements. In this context, the research aims to determine the mediating role of intrinsic
motivation in the effect of advanced task consciousness on role performance. In line with the
purpose of the research, the research question was determined as “Does intrinsic motivation play
a mediating role in the effect of advanced task consciousness on role performance?” The data
obtained from the survey sample were analyzed using SPSS 24 and AMOS 26 programs. To
answer the research question, the research sample was determined as academic staff (n=484) at
Kirsehir Ahi Evran University. As a result of the research, it was determined that advanced task
consciousness positively affects intrinsic motivation and intrinsic motivation positively strengthens
role performance. In addition, it was determined that intrinsic motivation has a partial mediating
role in the effect of advanced task awareness on role performance. As a result of the research, it
can be said that by increasing advanced task awareness in employees, intrinsic motivation and
role performance can be strengthened and this can increase effectiveness, efficiency, and
sustainability in organizations.
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1. GIRIS

Is hayatinda calisanlar1 zorlamak ve onlar iizerinde
baski kurarak siki  denetim saglamak gibi
durumlarin performansi artiracagr disiiniilse de,
beraberinde getirecegi psikolojik sonuglar itibariyle
calisanlara ciddi zararlar verebilecegi de goz
oniinde  bulundurulmalidir. Bununla birlikte,
mesleklerini seven ve islerini dnemseyen bireyler
icin bu tiir zorlayict yontemler gereksizdir. Gorevi

konusunda yeterli bilince sahip ¢alisanlarin,
kendilerinden beklenilen en 1iyi performansi
gosterecekleri  bilinmektedir. Bu performansin

bireyin i¢sel motivasyon unsurlart olan meslege
olan sevgisi ve ilgisi, i basarmanin verdigi tatmin
diizeyi ve kendini gergeklestirme istegi gibi
faktorlerin etkisi oldugu soylenebilir. Dolayisiyla,
gerekli performansi gosteren bireylerin bilingli
olduklarini ve i¢sel motivasyona sahip olmalarinin
yeterli oldugunu sdylemek miimkiindiir. Bu
kapsamda orgiitlerde calisanlarin  yiiksek
performans gostererek daha verimli ¢alisabilmeleri
icin bilingli olmalar1 ve igsel motivasyonlarinin tam
olmasi gerekliligi aciktir.

Orgiitlerin varliklarim uzun yillar siirdiirebilmeleri
ve etkinlik ile verimliliklerini artirabilmeleri
acisindan ¢alisan performansinin  biiyilk Oneme
sahip oldugu soylenebilir. Calisanlar, kendileri igin
belirlenmis is tamimlar1 ¢ergevesinde hareket
ederken, is tanimlar1 diginda Orgiit amaglarina katki
saglayan davraniglar da sergileyebilmektedir. Bu
davraniglar, orgiite ve Orgiitteki is arkadaslarina
yonelik rol otesi davranislar olarak ifade edilebilir
(Kilikli & Carik¢i, 2019: 832). Olumlu orgiitsel
davranislar, ¢alisanlarin hem gorevleri konusunda

bilingli hem de motive olmus bireylerle
miimkiindiir. Bu yilizden ¢alisanlar, gorevleri
konusunda bilingli hale getirmek ve onlarin
motivasyonlarin1  artirmaya yonelik faaliyetler

yapmak gerekli ve 6nemlidir.

Etkin bir orgiit olusturmak ve bu Orgiitiin
stirdiirtilebilirligini saglamak, ileri gorev bilincine
sahip yoneticiler i¢in kaginilmazdir. Etkin bir 6rgiit
olusturabilmek i¢in oOrgiitlerin, kendilerine verilen
gorevleri basarili sekilde yerine getirebilecek
calisanlara  sahip  olmalar1  gerekmektedir.
Motivasyon giidiisii, bu istegin olusmasini saglayip
mevcut potansiyelin Orgiitsel agidan en verimli
sekilde kullanilmasina ve bireysel ile oOrgiitsel
hedeflere  ulagilmasina  yardimct  olmaktadir
(Erceylan, Oztiirk, Uludag, Uzunbacak &
Akgakanat, 2020: 415). Ciinkii motive, yaptiklar
isten, orgiitlerinden ve liderlerinden memnun olan
calisanlar, rol dis1 yani baglamsal performans
sergileyerek  kendilerine  sunulan  imkanlarin
karsiligin1 6demeye ¢aligacaklardir (Dirik, Eryilmaz
& Giilova, 2017: 4). lleri gorev bilincine sahip

calisanlarin rol i¢i performans, diger bir ifadeyle
gorev performanst konusunda yiiksek ¢abalar
sergileyecekleri sdylenebilir.

Is hayatinda bireysel ihtiyaglarinin karsilanmasini
isteyen calisanlarin performanslart  yiiksek ve
verimlilikleri de siirdiiriilebilir olmalidir (Bayram,
2019: 45). Bu yiizden g¢alisanlarin, motivasyon ve
performanslarmin yiiksek olabilmesi, iglerinden
tatmin olmalar1 ve daha verimli ¢aligabilmeleri i¢in
cesitli zamanlarda farkli motivasyon araclari
kullandiklar1 bilinmektedir. Calisanlarin igsel olarak
motive olmalar1 icin isin niteligi ve kisilik
ozellikleri etkili iken, digsal motivasyon icin odiil,
ticret ve daha farkli imkanlar etkili olmaktadir.
Calisanlarin  motivasyonlarin1 artirmada igsel ve
digsal motivasyon faktorlerinden faydalanmak
yararlidir ¢linkii her is ve durumda, calisanlarin
motivasyon faktorleri degisiklik gosterebilir (Aslan
& Dogan, 2020: 292). i¢sel olarak motive olmus
calisanlar, 6diil ve baskiya gereksinim duymadan,
Ozgiir sekilde ve kendi iradeleriyle verilen isleri
yaparlar (Deci, Vallerand, Pelletier & Ryan, 1991:
328). Ayrica bu ¢aliganlar sadece yaptiklar is veya
eylemlerle mesgul olup orgiitsel faaliyet eylemini

baglatabilmek  amaciyla  kendileri  disindaki
yonlendiricilere, ~6diil ve tehditlere ihtiyag
duymazlar. Igsel motivasyon, is hayatinda

performans ve verimliligi arttirict Snemli bir
faktordiir (Erceylan vd., 2020: 416).

Bu bilgiler dogrultusunda aragtirmanin amaci, ileri
gorev bilincinin rol performansi etkisinde igsel
giidillenmenin  aracilik  roliinii  belirlemektir.
Arastirma amaci dogrultusunda, aragtirmanin temel
sorusu “ileri gorev bilincinin rol performansina
etkisinde i¢sel giidiilenme araci rol oynamakta
midir?” seklinde belirlenmistir. Ileri gorev bilinci,
rol performanst ve igsel giidiilenmeye iliskin
literatiir incelendiginde bu ii¢ kavrami biitiinciil
olarak  inceleyen bir arastrma  modeline
rastlanmamistir. Bu ¢aligma orgiitlerin etkinliginin,
verimliliginin ve stirdiiriilebilirliginin
saglanmasinda Onemli bir faktér olan rol
performansimin artirtlmasinda ileri gorev bilinci ve
icsel gilidiilenmenin etkili olabileceginin ortaya
koyarak literatiire katkida bulunmay1
amaglamaktadir. Aragtirma, Kirsehir Ahi Evran
Universitesi akademisyenleri ornekleminde
yapilmustir.  Akademisyenlerin  6rneklem olarak
secilmesinin nedenleri arasinda, 6rnekleme ulasimin
kolay = olmast ve  akademisyenlerin  icsel
gidiilenmelerinin  artirilmasinda  ileri  gdrev
bilincinin ve rol performansimin 6nemli oldugu
diisiincesidir. Diger yandan arastirma 6rnekleminin
bagka meslek gruplarindan da seg¢ilmesi olas1 bir
durumdur.
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2. KAVRAMSAL CERCEVE
2.1. ileri Gorev Bilinci

fleri gorev bilinci, sosyal etkilesimler sonucu ortaya
¢ikan olumlu bir kisilik &zelligidir (Lian, 2018:
1210). Dogustan gelen ve zaman iginde
gelistirilebilen bir 6zellik olarak tanimlanan ileri
gorev bilinci (Ozkara, Tas & Aydmtan, 2020:
2048), calisanin bigimsel rol davranisina iliskin
performansinin beklenenden daha iyi olmasi olarak
ifade edilebilir (Karaca & Ozmen, 2018: 13).

fleri gorev bilincine sahip calisanlar, islerinde
sorumluluk almaktan kaginmayan, islerini sorunsuz
bir gekilde yerine getirmeye 6zen gosteren (Merdan,
2013: 143), azimli, temkinli, titiz, sistemli, dikkatli,
caligkan, tertipli, sorumluluk sahibi kisilerdir
(Barrick & Mount, 1991: 18). Ayrica ileri gorev
bilincine sahip calisanlar, ayrintilara dikkat eden,
giivenilir, kararli, dakik, organize, giiclii ve iradeli
iken; ileri gorev bilincine sahip olmayan c¢alisanlar
ise amagsiz, giivensiz, dikkatsiz, diizensiz, tembel,
rahat, ihmalkar, kararsiz ve zevklerine diiskiin
bireyler olarak ifade edilmektedir (Yiirtir, 2009: 27;
Bruck & Allen, 2003: 460-461).

Ileri gorev bilinci, ¢aliganlarin drgiitte kendilerinden
beklenen rol davramislar1  Gtesinde,  ekstra
davraniglar  sergilemeye  goniilli ~ olmalari
durumudur. leri gérev bilincine sahip calisanlar,
islerini diizglin yapmak adina en ince ayrintiya
kadar titizlik gostermekte, sorumluluklarina dikkat
etmekte, dakik davranmakta, gerektiginden fazla
mesai yapmakta ve dinlenme molalarint yerinde
kullanmaktadirlar (Kelebek, 2022: 35). Ayrica bu
calisanlar, havalar kotii olsa bile islerine zamaninda
gelmekte, yapilan toplantilara diizenli olarak
katilmakta, yeme-igme molalarmi dikkatli kullanip
slireyi uzatmamakta ve yoOneticiler tarafindan takip
edilmeseler bile belirlenmis olan kural, tiiziik ve
prosediirlere uymaya O6zen gosterebilmektedirler
(Elgi & Alpkan, 2006: 149).

2.2. Rol Performansi

Performans, ¢alisanlarin  gorevlerini  yerine
getirebilmeleri acisindan sahip olduklart tutumlar
olup bu tutumlarin orgiit amaglarint

gerceklestirilmesine katki sagladigr belirtilmektedir
(Rotundo & Sackett, 2002: 66). Is performansi ise
calisanlar tarafindan iiretilen, objektif ve sonug
odakli performans Odlgiitleridir (Altinbay, 2021:
673). Is performansi, calisanlarm  &rgiitiin
amaglarina uyumlu hareket etmeleri, yaptiklar1 iste
kaliteye Onem vermeleri ve kisisel yeteneklerini
kullanarak kendilerinden beklenilen rolleri yerine
getirebilmeleri olarak da ifade edilebilir. Is
performansi, rol i¢i performans (gorev performansi)

ve rol dist performans (baglamsal performans)
seklinde iki boyuta ayrilmaktadir (Motowidlo,
Borman & Schmit, 1997: 75; Boz, Duran & Ugurlu,
2021: 347; Altinbay, 2021: 673).

Rol i¢i performans, is taniminda belirtilen ve ticret
kargiliginda yapilan davramglar olarak ifade
edilmektedir (Goodman & Svyantek, 1999: 255).
Baska bir tanimla rol i¢i performans, bir iiriin ya da
hizmet iiretilmesi stirecinde yonetimin
gerceklestirdigi faaliyetlere katki saglayan gorev ve
sorumluluklarin  yerine getirilmesidir (Gengel,
Akcakanat & Ding, 2020: 2021). Rol igi
performans, bir isi diger islerden ayiran, daha ¢ok
isin uzman ve teknik yoniiyle ilgili gorev ve
sorumluluklarin ifa edilmesidir (Jawahar & Carr,
2007: 330; Cam, El¢i & Miiceldili, 2020: 941).

Kargilikli sartlarin yerine getirildigi, igveren ve
calisan arasindaki s6zlesmenin bir pargasi olan rol
ici performans (Aslan & Dogan, 2020: 296),
calisanin Orgiitsel hedef ve amaglara ulasmasini
saglayan yazili gorevler, orgiitiin teknik merkezine
katk: sagladig1 ve gelistirdigi faaliyetler biitiintidiir
(Diaz-Vilela, Rodriguez, Isla-Diaz, Diaz-Cabrera,
Hernandez-Fernaud & Rosales-Sanchez, 2015: 2).

Rol dist performans ise Orgiitiin teknik iglerinin
yapildigi, psikolojik, sosyal ve oOrgiitsel ortama
destek olan, isten ise farklilik gostermeyen bireysel
davraniglardir (Motowidlo vd., 1997: 75; Dirik vd.,
2017: 4). Rol dis1 performans, ¢alisanlarin goérev
tamimlar1 icerisinde yer almadigi halde gorev
performansini etkileyen davraniglaridir (Aslan &
Dogan, 2020: 297; Goodman & Svyantek, 1999:
255). Baska bir ifadeyle rol dis1 performans,
calisanin gorevi olmayan igleri isteyerek yapmasi,
takim caligmasina uyum gostermesi, sozlii veya
yazili orgiitsel kurallara uymasi, orgiitsel hedefleri
benimsemesi, kendini orgiite adamasi ve gorevini
etkin bir bi¢imde yapmasidir (Diaz-Vilela vd.,
2015: 3).

2.3. i¢sel Giidiilenme

Giidiilenme (motivasyon), bireylerin isteklerini
doyumla sonuglanacak bir c¢aligma  ortami
olusturarak harekete gecmeleri igin
etkilenmelerinin, ilgi duymaya baglamalarinin ve
isteklendirilmelerinin ~ saglanmasi  durumlaridir
(Akman & Can, 2019: 13). Gidiilenme, bireyin
secilen goreve karar verdiginde, bir davranisi
gerceklestirip gerceklestirmeyecegi konusunda ne
kadar c¢aba sarf ettigi ve davranisini nasil
diizenledigi ile ilgili bir siiregtir (Ariani, 2013: 27).
Igsel giidiilenme ise, bireyin kendi istegiyle hareket
ederek c¢aligmasini ifade etmektedir (Akbaba &
Aktag, 2005: 23). Baska bir ifadeyle igsel
giidiilenme, bir isi veya faaliyeti yapan bireyin o
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faaliyetten haz duymasi, tatmin olmasi veya
faaliyeti ilgi ¢ekici bulmasidir (Gagne & Deci,
2005: 331).

Icsel giidiilenme, bireysel doyum icin gerekli igsel
meydan okumalar1 ifade ederken, amag ve hedeflere
yonelik basarma ihtiyacindan ve kigisel haz
diirtiisiinden  kaynaklanmaktadir (fyidemirci &
Aydintan, 2018: 135). Ogrenme konusundaki
merak, meslegin sevilmesi, ise olan ilgi ve katilim,
merak, zevk, kisisel meydan okuma ve gelisme
duygusunun etkisi, basarmanin verdigi haz gibi
icsel etmenler icsel gldiilenmede  bireyi
yonlendirmektedir (Korkmaz & Ipekci, 2015: 122;
Ariani, 2013: 28).

Igsel giidiilenme, bireyin bir is ya da eylemi ilging
ve eglenceli olarak tanimlayarak o isi yapmaktan
zevk almasi  anlamma  gelmektedir.  Igsel
gidillenmede yiiriitiilen eylemlerde birey i¢in
eylemin sonucundaki o6diiller ve yapilan baskilar
onemsizdir. Clinkii bu eylemler bireyin hiir iradesi,
icsel arzusu ve goniilli davraniglart sonucu
gelismektedir (Erceylan vd., 2020: 416; Caligkur &
Demirhan, 2013: 56). Birey, yaptig1 faaliyeti dogal
bir doyum elde etme araci olarak algilamaktadir. Bu
nedenle Dbireyin bu faaliyete yonelik igsel
giidiilenmenin artmast i¢in, faaliyetin birey i¢in ilgi
cekici ve eglenceli olmasit 6nemlidir. Calisanin
sosyal, zihinsel ve psikolojik gelisiminde 6nemli bir
yere sahip olan dogal giidiilenme unsurlart olan
merak ve kesfetme duygulari, igsel giidiilenmenin
olugsmasint saglamaktadir. Ayrica bireyin bilgi ve
yetenekleri, yeniliklerle ilgilenmesi, aktiviteleri
Oziimsemesi ve yaraticilik da igsel giidillenmenin
olusumu i¢in etkili unsurlardir (Ryan & Deci, 2000:
56).

3. YONTEM

Bilimsel arastirmada arastrma  probleminin
belirlenmesi, akabinde sistematik aragtirma modeli
olusturularak bu modele yonelik hipotezler
gelistirilmelidir. Bu sistematik siire¢ tarama modeli
olarak adlandirilir (Tutar & Erdem, 2022: 71).
Arastirma ¢ercevesinde genel tarama modeli
stireglerine uyulmus ve iligkisel tarama yontemi ile
desenlenmis nicel arastirma yontemi uygulanmigtr.
Nicel aragtrma yontemi, arastirma evreninden
hipotezler olusturularak istatistiksel ¢ikarsamalar
yapmay1 ve bu ¢ikarsamalarla bulgular elde etmeyi
igerir; bu yontem, arastirma degiskenleri arasindaki
iligkileri  belirleyerek nesnel kuramlarm test
edilmesini amaglar (Tutar & Erdem, 2022: 589). Bu
dogrultuda aragtirmada literatiir  incelenerek
hipotezler olusturulmustur.

3.1. Veri Toplama Araci ve Analiz Yontemleri

Arastirma kapsaminda verilerin elde edilebilmesi
icin ¢evrimigi anket teknigi ile Google Form anket
uygulamasi  kullanilmigtir.  Anket formu dort
asamadan olusmaktadir. Ik boliimde demografik
degiskenlere yonelik 6 soru bulunmaktadir. Ikinci
boliimde, ileri goérev bilincini 6lgmek amaciyla
John, Donahue ve Kentle (1991) tarafindan
gelistirilen, Ozkara’nin (2022) Tiirkceye uyarladig
Biiyiikk Besli Kisilik Envanteri’'nde (Big Five
Inventory-BFI) yer alan 9 ifadeli ‘‘ileri gorev
bilinci’* alt 6lgegi kullanilmustir. Ugiincii béliim ise
rol i¢ci ve rol disi performans Olgeklerini
icermektedir. Rol i¢i performanst 6lgmek i¢in Sigler
ve Pearson’in (2000), Kirkman ve Rosen’den
(1999) uyarladigi ve Celebi ve Cetin’in (2021)
Tiirkgeye ¢evirdigi 4 ifadeli 6lgek kullanilmistir.
Rol dist performansi 6lgmek igin ise Celebi’nin
(2019)  gelistirdigi 10 ifadeli  Olgekten
faydalanilmigtir. Dordiinci  boliimde ise igsel
giidillenme diizeyini 6lgmek amaciyla Tremblay,
Blanchard ve Taylor (2009) tarafindan gelistirilen,
Celebi ve Cetin’in (2021) Tiirkceye uyarladigi 3
ifadeli olcek uygulanmistir. Olgekler 5 dereceli
Likert tipinde degerlendirilmis olup secenekler su
sekildedir: 1= “Kesinlikle Katilmiyorum”, 2=
“Katilmiyorum”, 3= “Ne Katiliyorum Ne
Katilmiyorum”, 4= “Katiliyorum”, 5= “Kesinlikle
Katiliyorum” bigiminde katilimcilara yoneltilmistir.

3.2. Arastirmanin Evreni ve Orneklemi

Calismanin evrenini, universitelerdeki akademik
personeller olusturmaktadir. Evreni olusturan
herkese ulagsma imkanimnin olmamasi, zaman ve
maliyet kisitlari nedeniyle tesadiifi olmayan kolayda
orneklem yontemi uygulanmigtir. Bu yontemde
aragtirmact ulasabildigi kisileri 6rnekleme dahil
ederek veri toplamaya caligir (Tutar & Erdem,
2022: 256). Arastirmanin ulagilabilir evrenini
Kirsehir  Ahi Evran Universitesi’ndeki 1018
akademik personel olusturmaktadir (Sayilarla
Kirsehir Ahi Evran Universitesi, 2024). Calisma
kapsaminda c¢evrimigi anket linki ilgili iiniversitenin
akademik personeline gonderilmis ve 12.09.2023 ile
28.01.2024 tarihleri arasinda 484 kisiden veri
toplanmustir. Anketin geri doniis oran1 % 47,5’tir.
Bu oran, toplanan Orneklem verilerinin evreni
temsil ettigine isaret etmektedir (Tutar & Erdem,
2020: 267).

Arastirma verilerinin toplanmasindan 6nce Kirsehir
Ahi Evran Universitesi Sosyal ve Beseri Bilimler
Bilimsel Arastirma ve Yaymn Etigi Kurulu’'ndan
25.07.2023 tarih ve 2023/07/04 karar numarasiyla
Etik Kurul izni alinmustir.
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3.3. Arastirmanin Modeli ve Hipotezleri

Arastirmaya yol gosterici olmast ve hipotezlerin
olusturulmast amacryla Sekil 1°deki model
kurulmustur.

Literatiir incelendiginde, Barrick, Mount ve Strauss
(1993) caligmalarinda ileri gorev bilinci ile is
performans1 arasinda pozitif yonli bir iliski
belirlemislerdir. Douglas, Frink ve Ferris (2004)
ileri gorev bilinci ile performans arasinda pozitif

/'[I'r;sel Giidiilenme ]\

Hi(+)

H(+)

Ileri Gorev
Bilinci

Hi(+)

Rol
Performansi

Sekil 1: Arastirma Modeli

Calismanin amacina ve dnerilen arastirma modeline
gore olusturulmus hipotezler su sekildedir:

Literatiirde Cardoso, Ferreira ve Abrantes ve Seabra
(2017) c¢alismalarinda ileri gorev bilincinin igsel
giidiilenmeyi (giidiilenme) pozitif yonde etkiledigini
tespit etmislerdir. Basyir ve Ibrahim (2018)
yaptiklar1 ¢aligmada da ileri gorev bilinci ile igsel
giidillenme arasinda pozitif yonli bir iligki
saptamiglardir. Buradan yola c¢ikarak ileri gorev
bilinci ile igsel giidillenme arasindaki etkilesime
yonelik asagidaki hipotez tasarlanmugtir.

Hy: Ileri gorev bilincinin igsel giidiilenme iizerinde
pozitif etkisi vardir.

Literatiir incelendiginde, Aslan ve Dogan (2020)
yaptiklar1 ¢alismada, digsal ve igsel giidiilenme ile

performans  arasindaki  etkilesimleri  kurum
calisanlar1 iizerinde incelemisler ve c¢alisma
sonucunda digsal ve igsel giidiilenmenin,
performansi pozitif yonde etkiledigini

belirlemislerdir. Celebi ve Cetin (2021) yaptiklart
calismada rol i¢i ve rol dig1 performans ile icsel
giidillenme arasinda pozitif yonlii iliskiler tespit
etmislerdir. Degirmenci, Oztirk ve Biiyiikbese

(2022) igsel gidillenmenin hizmet inovasyon
performansini pozitif yonde etkiledigini
belirlemiglerdir. Efe (2021), calisanlarda igsel

giidiilenmenin yiiksek olmasinin i performansini da
arttirdigin1 belirtmektedir. Bu agiklamalardan yola
cikarak igsel giidilenme ile rol performansi
arasindaki etkilesime yonelik asagidaki hipotez
kurgulanmustir.

Hy: Igsel giidiilenmenin rol performansi iizerinde
pozitif etkisi vardir.

yonde bir iligki tespit etmislerdir. Demerouti (2006)
calismasinda igsel giidiilenmenin ileri gorev bilinci
ve rol i¢i performansi pozitif yonde etkiledigini
belirlemistir. Bakker, Demorouti ve Brummelhuis
(2012) calismalarinda gorev performansi ile ileri
gorev bilinci arasinda pozitif yonli bir iliski
belirlemiglerdir. Altintag, Kelecek ve Asct (2013)
caligmalarinda, igsel giidillenmenin  optimal
performans duygu durumunu giiglendirdigini ifade
etmektedir. Bu agiklamalardan yola c¢ikarak ileri
gorev Dbilinci ile rol performanst arasindaki
etkilesime yonelik asagidaki hipotez kurgulanmustir.

Ha: ileri gorev bilincinin rol performansi iizerinde
pozitif etkisi vardir.

H: hipotezinde ileri gorev bilinci i¢sel giidiilenmeyi,
H, hipotezinde de igsel giidillenmenin rol
performansint pozitif yonde etkileyecegi ifade
edilmektedir. Nitekim Gellatly (1996) calismasinda,
ileri gorev bilincinin gorev performansi lizerindeki
etkisinde performans beklentisi ve hedef se¢iminin
aracilik ettigini tespit etmistir. Bajor ve Baltes
(2003) calismasinda ise ileri goérev bilincinin
performansi pozitif yonde etkiledigini ve bu etkide
bazi giidiilenme unsurlarinin kismi aracilik etkisinin
oldugunu saptamiglardir. Cetin ve Agskun (2017)
calismalarinda mesleki 6zyeterliligin is performansi
iizerindeki etkisinde ic¢sel giidiilenmenin aract
etkisinin oldugunu belirlemislerdir. Ayrica Isfahani
ve Mehdad (2021) calismalarinda vicdanlhilik ve
sikinti katsayisi ile gorev performansi arasindaki
iliskide i¢sel ¢alisma motivasyonunun aracilik rolii
oldugunu belirlemiglerdir. Bu baglamda aracilik
etkisine yonelik son hipotez asagidaki gibi
tasarlanmugtir.

Ha: Igsel giidiilenme, ileri gérev bilinci ile rol
performansi arasindaki iligkide araci etkiye sahiptir.
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4. BULGULAR
4.1. Demografik Bulgular

Aragtirmadaki katilimcilarin demografik bilgilerini
iceren Tablo 1°de goriilecegi lizere, katilimcilarin
%43,2’si erkek, %56,8’1 kadindir. Medeni duruma
gore katilimeilarm  %64,9’u  evli, %35,1°1 ise
bekardir. Egitim diizeyine gore katilimcilarin
%18,8’1 lisans mezunu, %34,3’1 yliksek lisans ve
%46,9’u doktora mezunudur. Yas degiskenine gore
katilimcilarin %15,3%i4 18-25 yas, %28,5’1 26-35
yas, %24,2’si 36-45 yas, %20,9’u 46-55 yas ve
%]11,1’1 ise 56 yas ve lizeridir.

performansi olgegindeki 12. ifade ile ileri gorev
bilincini 6l¢egindeki 8. ifadenin faktor yiiklerinin
0,5 degerinden disiik oldugu belirlenmis ve bu
maddeler analiz kapsamindan ¢ikarilmistir. Bu
maddeler ¢ikarildiktan sonra tekrar analiz yapilmis
ve indis degerleri bulunmustur. Daha sonra tek
faktor analizi uygulanmistir. Dogrulayic1 faktor
analizi ile tek sonuglar karsilastirilmigtir (Tablo 2).

Dogrulayict faktdr analizi bulgularinda 3 dlgek
modeline dagitilan arastirma modelinde y2/SD,
RMSEA, NFI, TLI, GFI, CFI uyum deger sonuglar1
aragtirma modelinin iyi uyum gegerliligi sagladigini
gostermektedir. Arastirma modelinin ¥2 degeri

Tablo 1: Katilimeilara Yénelik Demografik Verilerin Dagilim

Degiskenler Sikhk (N) Yiizde Degeri Degiskenler Sikhk Yiizde Degeri
(%) @™ (%)

Cinsiyet Medeni Durum

Kadin 275 56.8 Evli 314 64.9

Erkek 209 43,2 Bekar 170 351

TOPLAM 484 TOPLAM 484

Egitim Durumu Yas

Lisans 91 18.8 18-25 yas aras1 74 153

Yiiksek Lisans 166 34,3  26-35 yag arasi 138 28,5

Doktora 227 46,9 36-45 yas aras1 117 24,2
46-55 yas arasi 101 20,9
56 ve iizeri 54 11,1

TOPLAM 484 TOPLAM 484

Unvan Kidem

Profesor 38 R 1-10 yil 84 17.4

Dogent 37 11,8 11-20 y1l 192 39,7

Dr. Qgr. Uyesi 120 24,8 21-30 yil 143 29.5

Ars. Gor 142 29.3 31-40 yil 47 9.7

Osgr. Gor 127 26.2 41 yil ve iizeri 18 3.7

TOPLAM 484 TOPLAM 484

4.2. Giivenirlik ve Gegerlik

Arastirma gergevesinde kullanilan 6lg¢eklerin yapi
giivenirliginin belirlenebilmesi igin Alpha katsayisi
hesaplanmustir. Ileri gorev bilinci 6lgeginin alfa
degeri 0,97, igsel giidillenme o6lgeginin katsayisi
0,98 ve rol performanst Olgeginin katsayisi 0,82
olarak bulunmustur. Bu sonuglar dlgeklerin
giivenilir oldugunu gdstermektedir. Olgeklerin
gecerliligini  belirlemek i¢in dogrulayici faktor
analizi (DFA) yapilmistir. Analiz sonucunda, rol

anlamli bulunmustur (p<0.01). Ayrica ¥2/SD degeri
3,35 olup degeri 5’in altinda bulunmustur. Bu
sonuglar, arastirma modelinin gegerlik agisindan
uyumlu oldugunu gostermektedir. Modelin uyum
degerleri GFI = 0.879, TLI = 0.960, NFI = 0.951,
RMSEA = 0.070 ve CFI = 0.965 olarak
belirlenmistir. Bu degerler arastirma modelinin
uyumlu oldugunu gostermektedir. Ayrica tek
faktorli model ile ti¢ faktorlii model arasinda
karsilagtirma yapmak amaciyla Ki Kare Testi
uygulanmistir. Bu karsilastirma sonucunda, {i¢

Tablo 2. Model-Veri Uyum Degerleri

X2 AX? SD X%df GFI NFI CFI TLI RMSEA
Tek faktorli model 5723.42 - 19.14 395 487 .595 .569  .194
Arastirma modeli g, 005 490457 244 335 879 951 965 960  .070

p<0.01

*RMSEA (Root mean square error of approximation); 0.08 altinda iyi bir model kabul edilir (Browne ve

Cudeck, 1992)

¥*/SD (Relative Ki-Kare); 1 ile 5 arasinda olalidir (Marsh ve Hocevar, 1985)

GFI (Goodness of fit index); I’e yakin olmasi iyi model olarak kabul edilir (Tanaka ve Huba, 1985)
NFI (Normated fit index); I’e yakin olmasi iyi model olarak kabul edilir (Bentler ve Bonett, 1980)

CFI (Comperative fit index); I’e yakin olmasi iyi model olarak kabul edilir (McDonald ve Marsh, 1990)
TLI (Tucker-Lewis indeksi); e yakin olmasi iyi model olarak kabul edilir (Bentler ve Bonett, 1980)
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faktorlii yapi ile tek faktorlii yapi arasindaki fark
belirlenmis ve arastirma modelinde ortak yontem
sapmasinin olmadigr goriilmiistiir (MacKenzie &
Podsakoff, 2012).

Arastirma modeli ile 6l¢ek boyutlarinin uyumunu
belirlemek amaciyla iki yontem kullanilmistir; bu
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givenirligi  (CR), 0.70’ten  yiiksek  olarak
belirlenmis, ayrica Olgekler arasindaki korelasyon
degerlerinin 0,80°den diigiikk oldugu saptanmustir.
Bu durum, olgme sonuglarmin giivenirligini

sagladigim gostermektedir (Fornell & Larcker,
1981; Herr & Cramer, 1988). Tablo 4 ve Sekil 2’de
6lceklere

iligkin ifadelerin faktér yiikleri ile

87

icsel_guduleme

Sekil 2: Arastirma Modeli DFA Yol Semas1

yontemler yakinsama (convergent validity) ve ayirt
edici 1raksama (discriminant validity) gecerlik
yontemleridir. Fornell ve Larcker (1981)’e gore
yakinsama gegerliliginin  belirlenebilmesi icin
dogrulayic1  faktéor  analizinin  uygulanmasi
gerekmektedir ve bu analiz sonucunda elde edilen
AVE (ortalama agiklanan varyans) degerlerinin
0,5’ten yiiksek olmast beklenir.  Arastirma
modelinin {i¢ boyutunun AVE degerlerinin 0,5
degerinden yliksek oldugu goriilmiistiir (Tablo 3).
Ayirt edici gecerliligin belirlenebilmesi amaciyla,
arastirma Olgeklerinin birbirleriyle olan korelasyon
degerlerinin 0,80 degerinden diisiik olmas1 ve yap1
giivenirliginin  (CR) 0,70°den yiiksek olmasi
gerekmektedir (Kline, 2014). Arastirma dlgeklerinin
iic boyutuna yonelik analiz sonucunda yap1

parametrik t degerleri belirtilmektedir.

Olgek ifadelerine yonelik faktdr yiiklerinin 0,5’ten
yilksek bulunmasi, d&lgegin ilgili kavramlart
Olgiimde yeterli oldugunu gosterir. Bu arastirma
kapsaminda, Ol¢ek ifadelerinin standartlastirilmig
faktor yiklerinin 0,5 degerinden yiiksek oldugu
goriilmektedir. Ayrica, faktor yiiklerinin parametrik
t degerlerinin 8,77 ile 14,97 arasinda degismesi,
aragtirma modelinin  gegerliliginin  saglandigini
gostermektedir (Hair Jnr, Black, Babin & Anderson,
2010).

Table 3: Degiskenlere Ait Ortalama, Standart Sapma ve Korelasyon Degerleri

Ort. SS CR(t) AVE L 2. 3
1. ileri Gérev Bilinci 363 1272 0970 0802 ]

2. icsel Gidiilenme 330 1284 0985 0832 0655 -

3. Rol Performans: 335 1347 0838 0642 0738 0.604%*

Not: Anlamiilik dilzeyi (¢ift-yanlii) *0,05 **50,01 **=0,001
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Tablo 4: Olgek Ifadelerine Iligkin Standartlagtinilmug Faktdr Yikleri ve CR (f) Degerleri
= ; . Standartlastirilmis
Kod Olgek Ifadeleri Faktér Yiilderi CR(t)
IGBI Bir 151 tam (eksiksiz) vaparnm. 0,911 12,379
IGB?  Biraz dikkatsizim. 0,919 12,089
IGB3  Giivenilir bir galigamm. 0,928 11,953
IGB4 Diizensiz olma egilimindeyim. 0,875 13,519
IGBS  Tembellife meyillivim. 0,883 13,323
IGB6  Bir igi bitirmeden birakmam. 0,897 13,142
IGB7  Isleri verimli bir gekilde vaparim. 0,882 13,842
IGBY Dikkatim gok gabuk dagfilir. 0,865 13,830
EP1 Gorevlerimi tam zamamnda tamamlarim. 0935 13,962
RP2 15 hedeflerime fazlastyla ulagim. 0,934 13,988
RP3 Sundligum hlz_m_et kalitesinde  standartlara  fazlasiyla 0,929 14,003
ulaghfimdan eminim.
RP4 BlI _problem giindeme geldifinde en izl sekilde ¢dziim 0872 14,817
Uretirim.
RP3 15 arkadagimin igiyle ilgili sorunu oldugunda duyarsiz kalmam. 0,919 14,189
RP6 15 arkadagimun kigisel bir sorunu oldugunda duvarsiz kalmam. 0,944 13,584
Is arkadasumun ihtivaglan dogrultusunda tatil programimi ve
RP7 galigma giinlerimi degistiririm. 0.501 14,556
RPS Is aIk_adag_urpI_l_gtell-‘hmnndan erken ayrilmas: dorumunda 0913 14,303
kalan isleri bitiririm.
Is arkadasim agr bir kutu veva nesneyi kaldirmada
RP9 zorlandiginda ona yardim ederim. 0.926 14.173
RP10 Is arkadagim mesgul veyva olmadifi zamanlarda telefonlarina 0.845 14.970
bakanm.
RP11 Is a:kadgsu_mp veni beceriler Ggrenmelerinde vardimel olur 0.02 14,84
onunla bilgimi paylasirm.
RP13 is arkadagimi cesaretlendirme ve takdir ifadelerini kullanmrim. 0,911 14.426
Is arkadamimin difer arkadaglar veva vyoneticiler/denetciler
BPH tarafindan kiigiimsendifi durumlarda onu savunurum. 0.501 14,550
IG1 Yeni sevler dfrenmekten cok zevk aldifim igin iimi yaparim. 0,888 10,119
G2 K?I;ﬂ'flﬁt_lg?m ilgi gekici zorluklarla ufragmaktan zevk aldigim 0,559 14,940
igin igimi yaparim.
a3 Zorlu gorevlerde basanli olmaktan zevk aldifim igin isimi 0,909 8.772

yaparum.

/[ I¢sel Giidiilenme ]\

0,655%%*

ileri Gorev

0,604%**

0,600%**

Bilinci

h 4

Sekil 3: Arastirma Modeli Etki Degerleri

Rol Performansi

4.3. Arastirma Hipotezlerinin Test Edilmesi

Arastirma kapsaminda kurgulanan hipotezlerin test
edilebilmesi amaciyla yapisal esitlik modeli analizi
yapilmig olup bulgular Tablo 5°te belirtilmektedir.

Tablo 5 ve Sekil 3’te goriilecegi lizere, aragtirma
bulgularina gore ileri gorev Dbilincinin icsel
giidillenme {iizerinde pozitif yonlii anlamli bir
etkisinin oldugu goriilmektedir (f=0,655, t=11,559,
p<0,001). Bu, Hi hipotezinin desteklendigini

gostermektedir. Arastirmanin  ikinci  hipotezine
gore, igsel giidiilenmenin rol performans: iizerinde
pozitif yonlii anlamli bir etkisinin bulundugu
goriilmektedir (B=0,600, t=12,552, p<0,001). Bu,
H> hipotezinin desteklendigi anlamina gelmektedir.

Arastirmanin {igiincii hipotezinde ise ileri gorev
bilincinin rol performansi {izerinde pozitif yonli
anlamli bir etkisinin oldugu saptanmigtir (f =0,604,
t=10,630, p<0,001). Bu durum, Hs hipotezinin de
desteklendigini gostermektedir.
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Tablo 5: Yapisal Esitlik Modeli Bulgular

Degiskenler B t degeri SH )
Ileri Gérev Bilinci — I¢sel Giidiilenme 655 11,559 102 ek
Icsel Giidiilenme — Rol Performansi 600 12,552 116 Hohok
ileri Gérev Bilinci — Rol Performansi 604 10,630 096 Ak

Not: SH, standart hata; *0,05 **0,01 ***0,001 diizeyinde anlamlidi (¢ifi-yonlii)

Arastirmanin son hipotezi olan i¢sel giidiilenmenin
araci roliine yonelik arastirma bulgular1 Tablo 6’da
belirtilmektedir.

Tablo 6’daki bulgularda goriilecegi iizere, ileri
gorev bilincinin rol performansi etkisinde igsel
giidiilenmenin %39 oraninda araci rol oynadigi
belirlenmistir (8 =0,393; p<0,001). H4 hipotezi
desteklenmistir. Ayn1 zamanda modelin varyansi
agiklama oranmin 0,42 olarak belirlenmesi, kismi
aracilik roliiniin oldugunu gostermektedir. igsel
gidillenmenin  araci  roliiniin  belirlenmesinin
akabinde araci degiskene iliskin Bootstrap analizi
uygulanmigtir. Byrne (2001)’ye gore, arastirma
kapsaminda belirlenen araci roliin dogrulugunu test
etmek icin Bootstrap analizinin uygulanmasi
gerekmektedir. Bootstrap analizi sonucunda eger
arastirma 484 kisi yerine 4840 kisiye ayni Olcek
ifadeleri yonetilmis olsaydi, i¢sel giidiillenmenin
araci rol oynayacagi ve bu etkinin en az %29, en
fazla %48 oraninda bulunacagi belirlenmistir.

ileri gorev bilincinin rol performansi tizerindeki
etkisi  belirlenmeye  caligtlmigtir.  Arastirma
kapsaminda, bu ii¢ olumlu davranigin hem orgiit
yapisini olumlu yonde etkileyecegi, hem de orgiitte
olumlu bir is ortamimin olugsmasina katki
saglayacagi savunulmaktadir.

Arastirma bulgulari, ileri gorev bilincinin rol
performansimi giiclendirdigi ayn1 zamanda igsel

giidiilenmeyi olumlu yonde etkiledigini
gostermektedir. Bununla birlikte arastirma sonuglari
icsel giidiilenmenin rol performansini

giiclendirdigini gostermektedir. Buna ek olarak ileri
gorev bilincinin rol performansina etkisinde icsel
giidillenmenin gizil degisken olarak belirlenmesi,
bu degiskenin kismi araci islev gordiigiinii ortaya
koymaktadir. Bu bulgulara gore, ileri gorev
bilincine  sahip  bireylerin  orgiite  yoOnelik
faaliyetlerinde daha sorumluluk sahibi olduklar1 ve
bu dogrultuda rol performanslarimin da giiglendigi
seklinde yorum yapilabilir. Ileri gdrev bilinci
yiiksek olan bireylerin igsel giidiilenmelerinin de

Tablo 6. Yapisal Esitlik Modeli Bulgular

tesel Giidil Toplam  Dogrudan  Arac Alt Ust s
gsel Ltidilentie Etki Etki Etki Sir Sinur R oug
Ileri Gérev Bilinei — Icsel
e ' 0.655 i ] i - i
Giidiilenme
Ileri Gérev Bilinci — Rol Aract Etk_J vat
Performansi 0,604 0,211 0,393 0,291 0,489 ¥ (kismi)
TVE: %42.8
Icsel Giidiilenme — Rol
0,600 - - - - - -

Performansi

Not: SH, standart hata; *0,05 **0,01 ***0,001 diizevinde anlamlidw (¢ift-yonlii)

5. SONUC VE TARTISMA

fleri gérev bilincinin rol performansina etkisinde
i¢sel giidiilenmenin “araci” roliiniin akademisyenler
ornekleminde  incelendigi  bu  arastirmada,
calisanlarin ileri gorev bilinglerinin artmasiyla “rol
performans’”nin da artacagi OngOriilmiistiir. Bu
baglamda, is ortaminda igsel gilidiilenmenin rolii ile

yiikselecegi ve bu bireylerde rol performansinin
artacag soylenebilir. Bu sayede orgiitte ¢alisanlarin
daha yiiksek performans gostermelerinin Oniiniin
acilacag seklinde yorumlar yapilabilir.

Arastirma sonuglari, ileri gorev bilinci ve igsel
giidiilenmenin, orgiitsel baglilik, is tatmini, drgiitsel
vatandaglik, Orgiitsel giiven ve benzeri diger
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orgiitsel psikolojiye iliskin psikolojik algilarin,
calisanlarin mesleklerine ve oOrgiitlerine yonelik
tutum ve davraniglarini olumlu yonde etkiledigini
(Akgiindiiz & Cakici, 2015; Akbas, 2011; Polatc1 &
Cindiloglu, 2013; Salihoglu, 2013; Dugan, 2021;
Torbergsen, Utvaer & Haugan, 2023; Li, Hew &
Du, 2024) gostermesi agisindan énemlidir.

Literatiirde ileri gorev bilinci, i¢sel glidiilenme ve
rol  performanst  gibi  konularda  yapilan
aragtirmalarda, bu degiskenlerin olumlu orgiitsel
davraniglar oldugu yoniinde bir uzlaginin oldugu
goriilmektedir. Bu kapsamda birinci hipotezde ileri
gorev bilincinin igsel giidillenme iizerinde pozitif
yonlii etkisi bulunmustur (p<0,001). Broockman
(2013),  Amerika’daki siyahi  politikacilar
ornekleminde yaptigi arastirmada politikacilarin
ileri gorev bilincine sahip olmalariyla siyahi olarak
diglanmalarina ragmen igsel glidiilenme algilarinin
yiikseldigini  belirlemistir. Cardoso vd. (2017),
Portekizli  6grenciler 6rnekleminde  yaptiklari
arastirmada, ileri gorev bilincinin i¢sel motivasyonu
giiclendirdigini ve igsel motivasyonla birlikte
O0grenmenin ve verilen gorevleri yerine getirmenin
daha kolaylastigini belirlemislerdir. Arastirmanin
ikinci  hipotezinde, ig¢sel giidiilenmenin rol
performansi  iizerinde pozitif yonli  etkisi
belirlenmistir (p<0,001). Celebi ve Cetin (2021)
akademisyenler ornekleminde yaptiklart
aragtirmada, i¢sel giidiilenmenin akademisyenlerin
performanslarint  giiglendirdigini  belirlemislerdir.
Diindar, Ozutku ve  Taspmar  (2007),
Afyonkarahisar’daki bir termal otel c¢aliganlart
ornekleminde yaptiklari arastirma sonuglari igsel ve
digsal motivasyon araglarinin  kullanilmasinin
calisan motivasyonunu arttirdigini gostermektedir.
Arastirmanin  i¢lincii  hipotezinde, ileri gorev
bilincinin rol performansi iizerinde pozitif yonli
etkisi belirlenmistir (p<0,001). Barrick vd. (1993),
satis temsilcilerine yonelik yaptiklari arastirmada,
ileri  gorev  bilincinin  rol  performansini
giiclendirdigini belirlemislerdir. Demerouti (2006),
Ozel sektor oOrnekleminde yaptiklari arastirmada,
ileri gorev bilinci ile rol performansi arasinda
pozitif yonlii bir etkilesimin oldugunu belirlemistir.
Arastirmanin son hipotezinde, ileri gérev bilincinin
rol performansina etkisinde igsel giidiilenmenin

kismi araci etkilerinin oldugu belirlenmistir
(p<0.05). Bu bulguyu literatiirde
degerlendirebilecek  herhangi bir arastirmaya

rastlanilmamigtir. Biitiin bu bulgular, arastirma
sonuglarinin literatiirle ortiistiiglini gostermektedir.

Bu arastirma, ileri gorev  bilincinin  rol
performansina etkisinde igsel giidiilenmenin araci
etkisinin olup olmadigimi incelemekle sirlidir.
Arastirma, Kirsehir Ahi Evran Universitesi’nde
gorev yapan akademisyenler 6rneklemiyle sinirlt bir
aragtirmadir. Arastirma verilerinin tek bir {iniversite

calisanlarindan ve tek bir meslek grubuna
(akademisyenlere) dayanmasi, arastirmanin
simrliligidir.  Ayrica aragtirmada sadece nicel

aragtirma yonteminin kullanilmasi da arastirmanin
sinirhiliklart arasinda yer almaktadir. Bu dogrultuda,
aragtirma bulgularmma gore sunulabilecek teorik
Oneriler olarak, arastirma orgiitsel davranisin diger
olumlu  degiskenleriyle farkli  6rneklemlerde
tekrarlanabilir. Ayrica, arastirmada ayni zamanda
icsel gilidiilenmenin araci roliine ydnelik modelde,
icsel giidiilenmenin diizenleyici degisken olarak
islev gorlip gormedigi arastirilabilir. Arastirma
konusunun daha iyi anlasilmasi i¢in nitel ve karma
yontem  arastirmalartyla  farkli  Orneklemlerle
tekrarlanmasi onerilebilir.

Diger yandan, elde edilen bulgulara goére pratik
Oneriler olarak isletmelerde calisanlarin ileri goérev
bilincini, rol performansini ve igsel giidiilenmeyi
arttirabilmek i¢in kanun koyucularin politikalar
gelistirmeleri gerekmektedir. Ayrica, sivil toplum
kuruluslarinin 6rgiit ¢alisanlarini desteklemeleri ve
sendikalarin ¢alisanlarin haklarin1 savunmalar1 da
gereklidir. Bunlara ek olarak, {iniversitelerin ve
ozellikle igletme fakiiltelerinin hem 6grencilere hem
de is insanlarma arastirma konularinin 6nemini
vurgulayan egitici faaliyetler, seminerler ve
sempozyumlar vermeleri yerinde olacaktir.

ETiK BEYANATI

Destek Bilgisi: Bu calisma, kamu, ticari veya kar
amaci glitmeyen kuruluslar gibi herhangi bir
organizasyondan destek almamustir.

Yazar Katki Beyani: 1. Yazarin katki oran1 %50,
2. Yazarm katki orani ise %50°dir.

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

Etik Onay:: Insan katilimeilar iceren galismalarda
gerceklestirilen tiim prosediirler, kurumsal ve / veya
ulusal aragtirma komitesinin etik standartlarina ve
1964 Helsinki deklarasyonuna ve daha sonraki
degisikliklerine  veya  karsilagtirilabilir  etik
standartlara  uygundur.  Arastirma  verilerinin
toplanmasindan  6nce  Kirsehir Ahi  Evran
Universitesi Sosyal ve Beseri Bilimler Bilimsel
Arastirma ve Yaym Etigi Kurulu’ndan 25.07.2023
tarih ve 2023/07/04 karar numarastyla Etik Kurul
izni alinmistir.

Bilgilendirilmis Onam Formu: Calismaya katilan
tiim bireysel katilimcilardan bilgilendirilmis onam
formu alinmustir.
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cyberloafing behaviors. It was also revealed that supervisor’s abusive behaviors predict greater
levels of perceived stress among employees. However, the experience of stress did not play a
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Son yillarda internet kullamminmin artan yayginlhigi, arastirmacilar arasinda sanal kaytarma
davranmislarina olan ilginin artmasina neden olmugstur. Genel olarak, igyerinde sanal kaytarma,
calisanlarin interneti kisisel amaclar igin goniillii olarak kullanmalar: olarak tanimlanmaktadir.
Gegmis arastirmalar bunun bireysel ve kurumsal sonuglarla baglantisini géstermistir. Bu ¢alisma
ozellikle istismarct liderligin ve algilanan stresin ¢alisanlar arasinda sanal kaytarma
davramislari iizerindeki etkilerini incelemektedir. Ayrica algilanan stresin bu iliskiye aracilik edip
etmedigini de arastirmaktadir. Orneklem, cesitli sektorlerde ¢alisan 265 ¢alisandan
olusmaktadir. Katilimcilar, isyerinde istismarct liderlik, algilanan stres ve sanal kaytarma
davranmislarint degerlendiren maddeleri ¢evrimici anket yoluyla doldurmuslardr. Arastirmanin
sonuglari, istismarci liderligin, ¢alisanlarin stres diizeylerini ve sanal kaytarma davranislarini
porzitif yonde yordadigini gostermistir. Ancak, algilanan stres, istismarct liderlik ve sanal
kaytarma arasindaki iliskide araci bir rol oynamamistir. Bu ¢alisma, istismarct liderlik
davramslarimin ¢alisanlar tarafindan algilanan stres ve is yerindeki iiretkenlik karsiti davraniglar
lizerindeki etkilerinin daha iyi anlasilmasina katkida bulunmaktadir. Ayrica, isyerinde kétii
muameleyle basa ¢ikmak icin dneriler sunulmaktadir.
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1. INTRODUCTION

With the advances in technology and availability of
digital devices, the misuse of the Internet has become
prevalent among employees at the workplace. A
previous report, for instance, has revealed that
employees spend 60-80% of their time at work on
non-work-related online activities (Kim, Chung, &
Oh, 2016). Accordingly, cyberloafing referring to
“employees' voluntary use of the Internet for
nonwork-related purposes at work” (Lim, 2002,
p.677) has received much attention from scholars.
This concept, in general, involves a wide range of
behaviors such as receiving, checking, and sending
personal emails, visiting news, sport and
entertainment  sites, online shopping, gaming,
gambling, and downloading music (Lim, 2002,
Vitak, Crouse, & LaRose, 2011). Cyberloafing
behaviors have been classified as nonproductive and
counterproductive computer use (Mastrangelo,
Everton, & Jolton, 2006), and also categorized as
minor and serious behaviors (Blanchard & Henle,
2008). With the increased popularity of online
communication  opportunities,  scholars  have
extended the content of cyberloafing behaviors by
adding web-based activities such as downloading
applications, chatting, and posting comments on
social networking sites (Akbulut, Dursun, Dénmez,
& Sahin, 2016). This study examines the
organizational and individual predictors of
cyberloafing behaviors at work by addressing its
recent conceptualization (Akbulut et al., 2016).

Numerous studies have been conducted on the
antecedents, consequences, and regulation of
cyberloafing at workplace (see Lim & Teo, 2024;
Mercado, Giordano, & Dilchert, 2017; Metin Orta &
Glingor, 2018; Simsek & Simsek, 2019 for a review).
Considering  its  consequences,  researchers
emphasize both the beneficial and detrimental effects
of cyberloafing on individuals and organizations
(Simsek & Simsek, 2019). For instance, they
underlie the positive effects of cyberloafing on
individuals’ creativity, learning, affectivity, coping
with stress, and performance (Anandarajan &
Simmers, 2005; Andel, Kessler, Pindek, Kleinman,
& Spector, 2019; Bhattacharjee & Sarkar, 2023;
Blanchard ve Henle, 2008; Lim & Chen, 2012; Ince
& Giil, 2011). Further, they stress increased learning
opportunities and capacities, innovative behaviors,
organizational  citizenship  behaviors,  work
engagement, and productivity among employees
(Derin & Gokge, 2016; Keklik, Kilig, Yildiz, &
Yildiz, 2015; Oriicii & Yildiz, 2014; Rajah & Lim,
2011; RuningSawitria, 2012; Syrek, Kiihnel, Vahle-
Hinz, & De Bloom, 2018).

Despite these positive outcomes, cyberloafing is
considered a “doubled-edged sword” (Lim, 2002)

that has dark sides as well. In particular, it is argued
that cyberloafing leads to depletion of employees’
mental and physical energy, interferes with their
productivity, workplace harmony and violates the
security of the organizations (Aghaz & Sheikh, 2016;
Blanchard & Henle, 2008; Glassman, Prosch, &
Shao, 2014; Lim, 2002; Oriicii & Y1ldiz, 2014; Ozler
& Polat, 2012; Page, 2015; Rajah & Lim, 2011;
Ugrin, Pearson, & Odom, 2007; Vitak et al., 2011;
Yildiz, Yildiz, & Ates, 2015; Yildiz & Yildiz, 2015).
Besides, empirical studies have shown that the
effects of cyberloafing vary depending on the type
(Lim & Chen, 2012) and the purpose of the behavior
(Ozkalp & Yildiz, 2018). For instance, browsing
activities were related to positive affect and emailing
activities were related to negative affect among
employees (Lim & Chen, 2012). In addition,
cyberloafing behaviors engaged for personal
development purposes were negatively associated
with work stress while those behaviors engaged for
deviant purposes were positively correlated among
employees (Ozkalp & Yildiz, 2018). Studies indicate
mixed findings regarding the consequences of
cyberloafing behaviors in workplace.

Considerable research has also addressed the
individual (i.e. Kaplan & Cetinkaya, 2014; Oriicii &
Yildiz, 2014; Unal & Tekdemir, 2015) and
organizational precursors (i.e. Agarwal & Avey,
2020; Kaplan & Ogiit, 2012) of employees’
cyberloafing behaviors. In specific, it was argued
that deprivation of perceived justice in organizations
and neutralization might facilitate cyberloafing
behaviors at workplace (Lim, 2002). For instance,
when organizations do not meet the expectations of
employees (salary, bonus, seniority, fringe benefits,
etc.) or when employees perceive unfair treatment at
work, it leads them to engage in more cyberloafing
behaviors (Agarwal & Avey, 2020; Lim, 2002). It
was also proposed that the depletion of self-control
resources increases the likelihood of individuals to
engage in cyberloafing (Wagner, Barnes, Lim, &
Ferris, 2012). According to the study, it was
proposed that workplace deviant behaviors may be
related to the quality of the relationship with the
immediate supervisor (Agarwal, 2019; Mayer,
Kuenzi, Greenbaum, Bardes, & Salvador, 2009), in
specific, abusive behaviors of the leaders. Previous
research has shown that abusive supervision leads to
many workplace problems and harmful situations for
employees and organizations (Agarwal & Avey,
2020; Tepper, 2000; Wang et al., 2019). For instance,
it was demonstrated that abusive behaviors of leaders
negatively affect employees' psychological capital
(the positive psychological state including hope,
efficacy, resilience, and optimism), well-being and
health (Agarwal & Avey, 2020; Martinko, Harvey,
Brees, & Mackey, 2013; Raza, Ahmed, Zubair, &
Moueed, 2019). In addition, unfavorable supervision



Bahtiyar Duran & irem Metin Orta 140

is linked to lower commitment, lower job and life
satisfaction, greater work-family conflicts, and
psychological distress (Tepper, 2000). There has
been a discernible decline in employees'
commitment to organizations due to emotional
exhaustion caused by abusive supervision (Lim,
Koay, & Chong, 2020). Past research has also
revealed that supervisors’ abusive behaviors
(Agarwal & Avey, 2020) and passive, aggressive,
and assertive communication styles (Agarwal, 2019)
lead to lower levels of psychological capital which in
turn, is linked to more cyberloafing behaviors among
employees.

Grounded on the Conservation of Resources (COR)
theory (Hobfoll, 1989), the current study examines
the role of perceived stress in explaining the effect of
abusive supervision on employees’ cyberloafing
behaviors. COR theory posits that employees strive
to obtain, maintain, and invest appropriate resources
to accomplish their tasks at the workplace (Hobfoll,
1989). Events and behaviors at work influence
employees’ resources and behaviors. Depending on
the leaders’ behaviors, employees’ existing
resources may be either replenished or drained
(Hobfoll, 1989). Accordingly, we propose that
abusive supervision will increase the experience of
stress among employees due to the depletion of
resources, which in turn will lead to more
engagement in cyberloafing behaviors. Previous
study has shown higher levels of emotional strain
and psychological distress among subordinates who
are highly exposed to abusive supervisory behaviors
(Pradhan & Jena, 2018; Tepper, 2000). Researchers
have also demonstrated links between the experience
of work stress and cyberloafing behaviors (Andel et
al., 2019; Koay, Soh, & Chew, 2017). Accordingly,
this study aims to contribute to the extant literature
by examining the effects of organizational (i.e.
leadership behaviors) and individual processes (i.e.
perceived stress) on cyberloafing behaviors in
workplace. Furthermore, it aims to investigate the
above-mentioned relationships in Tirkiye, a non-
Western cultural context with a relatively high-
power distance (Hofstede, 1980). Examining the
impact of negative leadership behaviors in this
cultural context is of critical importance since the
frequency of abusive supervision is greater in
cultures where social institutions have unequal
power distributions (Agarwal & Avey, 2020).
Finally, this study will provide practical insights to
organizations to address workplace deviance among
leaders and misuse of the Internet among employees.

2. THEORETICAL FRAMEWORK AND
HYPOTHESIS DEVELOPMENT

2.1. Abusive Supervision and Cyberloafing
Behaviors

Abusive supervision is defined as “the employees’
perception of the extent to which their superiors
engage in non-physical, verbal or non-verbal hostile
behaviors in organizations” (Tepper, 2000, p. 178).
These behaviors can be classified as wearisome,
narcissistic, insincere, and tyrannical leader
behaviors (Basar, Sigr1, & Basim, 2016, p. 70), and
they can be exemplified by public ridicule, invasion
of privacy, rudeness, and inappropriately assigning
blame (Tepper, Duffy, Henle, & Lambert, 2006, p.
101). Research on the antecedents of abusive
leadership behaviors has shown that past life events
and the situations that individuals are exposed to are
influential in the formation of abusive supervisory
behaviors (Tepper et al., 2006). For instance,
supervisors who experience higher levels of stress in
both their professional and private lives exhibit more
abusive Dbehaviors towards their subordinates
(Kiewitz et al., 2012). In another study, it was
revealed that supervisors with low leader-member
exchange (LMX) relationships and high conflict with
their colleagues exhibited more abusive behaviors
(Harris, Harvey, & Kacmar, 2011). Furthermore,
managers and team leaders who experienced abusive
behavior by their leaders were also more likely to
exhibit abusive behaviors towards their subordinates
(Mawritz, Mayer, Hoobler, Wayne, & Marinova,
2012). Considerable research has been conducted on
the effects of abusive supervision (Agarwal & Avey,
2020; Limet al., 2020; Martinko et al., 2013; Tepper,
2000). The research overall demonstrates that
abusive supervision has negative outcomes for the
employees' psychological well-being. Tepper (2000)
stated in his research that abusive supervision
decreases the subordinates' sense of self-worth, job
and life  satisfaction, and  organizational
commitment. It also increases subordinates’
psychological distress, anger, and their experiences
of work-family conflicts. Furthermore, abusive
supervision may prevent good sleep and employees
may feel exhausted during working hours (Mirowsky
& Ross, 1989).

Managers might use their authority for their gain,
discouraging the employee and unfairly manage
organizational policies (Ashforth, 1997). Previous
studies have shown that abusive supervision
negatively affects perceived justice in organizations
(Tepper, 2000) and employee performance (Aryee,
Sun, Chen, & Debrah, 2008). Indeed, the justice
perceptions of the subordinates significantly affect
their attitudes and reactions toward the organization.
According to Bies and Moag (1986), subordinates
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who are exposed to acts of disrespect, dishonesty and
insensitivity to personal needs resulting from abusive
supervision experience interactional injustice.
Injustices experienced by employees at work may
cause employees to generate anger and retaliate
against  organizations  (Greenberg, 1990).
Accordingly, it has been observed that injustices
arising from abusive supervision lead to decreased
job and life satisfaction, voluntary turnover
intention, less commitment to the organization, and
less positive attitude towards organizations (Tepper,
2000). Prior work has also demonstrated that abusive
supervision negatively affects employees’ attitudes
toward work, organizational citizenship behaviors,
individual performance, innovative thinking, work
efficiency, creativity, organizational commitment,
and turnover rate (Kish-Gephart, Harrison, &
Trevino, 2010; Lim et al., 2020; Liu, Zhang, Liao,
Hao, & Mao, 2016; Martinko et al., 2013; Tepper,
2000; Wang et al., 2019). Research shows that
abusive supervisory behaviors influence the success
and survival of organizations through decreasing
subordinates’ positive attitudes towards
organizations, job satisfaction, and contextual
performance.

Considering the effect of a leader’s abusive
behaviors on employee behavior, this study has
addressed cyberloafing behaviors, which is
traditionally considered as a form of workplace
deviance (Lim, 2002). According to the research,
American workers engage in cyberloafing activities
to the tune of 61% (Lim & Chen, 2012). In general,
cyberloafing behaviors decrease employees’
productivity, and performance at work (Wu, Mei,
Liu, & Ugrin, 2020). For instance, when they engage
in cyberloafing, they need additional time to return
to work (Lim & Chen, 2012). This situation results
in more waste of time. It has also adverse effects on
organizations such as long-term poor performance,
problems on organizational structure, work, and
reputation, money lost due to legal problems, and
damage to organizational reliability (Hadlington &
Parsons, 2017; Lim, 2002; Mercado et al., 2017).
According to research, when employees engage in
cyberloafing behaviors two hours a day, it costs
organizations up to 85 billion dollars per year
(Zakrzewski, 2016). Given this, it is of interest to
researchers and practitioners to understand what
factors prevent employees from using their working
hours efficiently and fulfilling their job demands
(Lim, 2002).

Considerable research was conducted on the
predictors of cyberloafing behaviors among
employees (Askew et al., 2014; Liberman, Seidman,
McKenna, & Buffardi, 2011). Research has shown
that employees’ negative attitudes toward their work
significantly increase the possibility of engaging in

counterproductive  work  behaviors such as
cyberloafing (Bennett & Robinson, 2003). When
workers are subjected to injustice and unfairness in
organizations, they experience negative emotions
such as anger and dissatisfaction and are inclined to
retaliate against the organization (Lim, 2002). It has
been observed that after being exposed to threatening
and unfair behaviors by organizations, employees
tend to respond to the organizations by engaging in
cyberloafing behaviors, and in this way, they try to
provide justice by themselves (Blau, Yang, & Kory,
2006). It was also found that workers are more likely
to cyberloaf when they believe that their work does
not significantly benefit the organization when they
are bored at work, or when they have little interest in
their work activities (D’ Abate, 2005). Moreover, the
importance of the tasks assigned to employees in
organizations has an impact on their behaviors
(Katsikea, Theodosiou, Perdikis, & Kehagias, 2011).
If the tasks assigned to employees are insignificant
and their impact on the organization is minimal, the
employees may feel worthless, and their motivation
may decrease. As it is, employees might spend more
time on non-work activities. Leaders’ abusive
behaviors may also cause employees to engage in
cyberloafing behaviors since they are considered as
unfair treatment. These negative behaviors reduce
the motivation, commitment, and performance of the
employees, and cause them to retaliate against the
organizations by committing deviant behaviors such
as cyberloafing (Lian, Lance Ferris, & Brown,
2012). Supporting this, previous research has
demonstrated that subordinates exposed to negative
leader behaviors were more prone to cyberloafing
behaviors (Agarwal, 2019; Agarwal & Avey, 2020;
Koay et al., 2022). Based on the research, we propose
that employees who are subjected to abusive
supervision will engage in more cyberloafing
behaviors at work. Thus, we expect that:

Hi: There is a positive relationship between abusive
supervision and cyberloafing at work.

2.2. Abusive Supervision and Perceived Stress

This study focuses on the role of perceived stress in
the relationship between abusive supervision and
cyberloafing behaviors. Scholars define stress as
“the body’s reaction to external stimuli or the wear
rate of the body” (Selye, 1976). Considerable
research shows that stress negatively impacts both
physical and mental health (Cohen, Janicki-Deverts,
& Miller, 2007). For instance, previous studies have
shown that perceived stress, the extent to which
people perceive the situations/events they encounter
as stressful (Cohen, Kamarck, & Mermelstein,
1983), is related to shorter telomere length (Epel,
2012). In general, long telomeres are associated with
healthier and longer lifespans, while short telomeres
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are associated with poorer health and higher
mortality because telomere length is regarded by
researchers as a gauge of cellular aging (Parks et al.,
2009). It has been found that telomere length is
shortened in situations involving negative emotions,
such as exposure to stress and abusive behaviors
(Humphreys et al., 2012). Considering the negative
effects of stress on individuals’ well-being, scholars
have also discovered a positive link between
perceived stress and depression (Stansfeld & Candy,
2006), anxiety (Theorell et al., 2015), and sleep
problems (Linton et al., 2015). Physically and
mentally negative situations experienced by
employees who are exposed to stressful situations
such as excessive workload and abusive supervision
for a long time prevent employees from coping with
stressful  situation. For this reason, physical
weariness, poor quality sleep, exhaustion, burnout,
fatigue, low motivation, and physical and mental
complaints can be observed among those employees
(Herr et al., 2018).

Empirical research has shown a connection between
abusive supervision and psychological distress. It
has been observed that abusive behaviors that
subordinates are exposed to in the workplace by their
supervisors cause an increase in perceived stress,
psychological distress, and emotional exhaustion
(Akram, Li, & Akram, 2019; Pradhan & Jena, 2018;
Tepper, 2000). According to studies, being
constantly exposed to abusive supervision has
significant adverse effects on subordinates’
performance due to an increase in their stress and
emotional exhaustion levels (Akram et al., 2019;
Aryee et al., 2008; Pradhan & Jena, 2018). In other
words, abusive supervision negatively and
significantly affects the contextual performance of
employees through psychological distress (Martinko
et al., 2013). When the correlation between abusive
supervision and psychological distress is examined,
it has been observed that subordinates exposed to
abusive supervision for a long time display many
negative consequences both in their professional and
private lives.

Perceived stress levels of employees are affected by
distress, serious problems, and the number of
personal resources they have (Cohen et al., 1983).
The abusive behaviors of the superiors in some cases
pose a threat to the resources of the subordinates, and
sometimes superiors consume their resources. When
the resources that employees value and need to live
their lives more successfully and happily, are under
threat or are rapidly depleted, this causes an increase
in the stress levels of employees (Hobfoll, 1989).
The conservation of resources theory may explain
how abusive supervision increases the perceived
stress levels of employees. According to COR
theory, individuals should have the things (material

and non-material values) they care about, maintain
their existence, and strive to acquire new things
(Hobfoll, 1989). The resources that individuals have
may be reduced for various reasons and come to an
end. Because of decreasing resources, individuals
must use fewer resources (time, motivation, energy,
etc.) to meet their job demands. Thus, an increase in
the stress levels of individuals can be observed
(Higgins, Duxbury, & Irving, 1992). More
importantly, individuals may devote time and energy
from their private lives to complete the tasks that
were not completed due to insufficient resources. In
this case, further increases are observed in
individuals’ stress and burnout levels (Bakker,
Demerouti, Boer, & Schaufeli, 2003). Abusive
supervision is one of the leading factors that cause
employees to be in a distressed situation, to worry,
and to burn out. The leaders’ abusive behaviors such
as reminding past mistakes, publicly criticizing, and
ridicule of the employee, showing disrespect,
devaluing, rudeness, invasion of privacy or
inappropriately assigning blame (Tepper et al., 2006)
may lead to the draining of personal resources and
more stress among employees (Agarwal & Avey,
2020).

In addition, the inability of employees to receive
support from their superiors further negatively
affects employees’ resources (Pradhan & Jena,
2018). Thus, workplace stress is not only a response
to the loss of employee resources but also a response
to an inability to get new resources (Hobfoll, 1989).
Accordingly, considerable research has shown that
subordinates who are constantly exposed to abusive
supervision experience more distress (Tepper, 2000),
and emotional exhaustion (Akram et al., 2019; Aryee
et al., 2008, Breaux, Perrewe, Hall, Frink, &
Hochwarter, 2008; Pradhan & Jena, 2018), burnout
(Martinko et al.,, 2013), insomnia (Rafferty,
Restubog, & Jimmieson, 2010), poor psychological
health, and less life satisfaction (Bowling & Michel,
2011). Thus, based on the arguments of COR theory,
we propose that employees who are subjected to
abusive supervision will perceive more stress. Thus,
we expect that:

Hy: There is a positive relationship between abusive
supervision and perceived stress.

2.3. The Mediating Role of Perceived Stress

Some researchers propose the experience of stress as
an important predictor of cyberloafing behaviors
(Andel et al., 2019; Bhattacharjee & Sarkar, 2023;
Henle & Blanchard, 2008; Koay et al., 2017; Pindek,
Krajcevska, & Spector, 2018; Prakash & Kaur,
2018). They argue that cyberloafing may serve as
one way to cope with work stress. According to the
Transactional Model of Stress (Lazarus & Folkman,
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1984), when individuals view any event as harmful
or threatening, they appraise it as a negative stressor.
Especially, the pressures, constraints, or stresses that
employees experience due to organizational or job-
related factors are called role stressors. Studies
indicate that the stresses that workers experience
affect them both mentally and physically in a
negative way. For instance, these employees exhibit
behaviors such as leaving the job, showing poor job
performance, or engaging in cyberloafing behaviors
as a non-work activity (Hang-Yue, Foley, & Loi,
2005). Role ambiguity, excessive workload, and role
conflict are examined under the concept of role
stressors. One of the most crucial elements
influencing the thoughts and behaviors of workers
about the organization and work is the roles of
employees in the organization. The troubles and
stresses experienced by employees due to their roles
may cause them to be more interested in non-work
activities within the organization. When employee’s
roles in the organization and their expectations based
on these roles are unclear and not known well, this
leads to role ambiguity (Rizzo, House, & Lirtzman,
1970). It may also result from the weak
communication between the subordinates and the
superior, and the insufficient training of the
employee (Prakash & Kaur, 2018). It is argued that
employees are more prone to cyberloafing because
of their ambiguous roles (Blanchard & Henle, 2008;
Henle & Blanchard, 2008).

Another stressor that negatively affects employees
mentally and physically is excessive workload
(Rizzo et al., 1970). If the time and resources
required to fulfill the requirements of a task are not
sufficient, excessive workload occurs for the
employees. Employees lose more resources due to
excessive workload, and those employees may
attend to non-work activities either to protect their
existing resources or obtain new resources (Hang-
Yue et al., 2005). For this reason, excessive
workload might cause employees to engage in more
cyberloafing behaviors at work (Blanchard & Henle,
2008; Korzynski & Protsiuk, 2024; RuningSawitria,
2012). Finally, role conflict is proposed as another
stressor (Rizzo et al., 1970) that leads to more
cyberloafing behaviors at work (Blanchard & Henle,
2008; Henle & Blanchard, 2008; Prakash & Kaur,
2018; RuningSawitria, 2012). Grounded on the
Transactional Model of Stress (Lazarus & Folkman,
1984), cyberloafing is proposed as another form of
emotion-focused coping strategy as it allows
employees to psychologically detach from the
negative effects of workplace stressors (Andel et al.,
2019; Henle & Blanchard, 2008). In a related vein,
previous studies link employees’ cyberloafing
behaviors with stressful work conditions (Andel et
al., 2019; Bhattacharjee & Sarkar, 2023; Henle &
Blanchard, 2008; Koay et al., 2017; Pindek et al.,

2018). Thus, we propose that employees who
perceive stress will engage in more cyberloafing
behaviors at work.

Ha: There is a positive relationship between
perceived stress and cyberloafing at work.

In this study, it is particularly proposed that the
relationship between abusive supervision and
cyberloafing will be mediated by perceived stress.
As stated previously, cyberloafing behaviors
engaged by employees during working hours pose a
threat to both organizations and employees since it
negatively affects work efficiency, productivity,
performance, and efficient use of time (Liberman et
al.,, 2011). However, despite these negative
outcomes, the desire of subordinates who are
exposed to abusive supervision to ensure justice,
regain, and protect their resources in the face of
injustices motivates them to engage in cyberloafing
(Agarwal & Avey, 2020) because employees are
more inclined to try to obtain new resources by
attending to non-work activities due to the work
stress. Employees try to cope with work stress
through cyberloafing (Koay et al., 2017) to prevent
emotional exhaustion and potential loss of resources
(Lim et al., 2020).

The psychological resources of employees who are
exposed to abusive supervision for a long time are
depleted and therefore negative emotions and
situations occur (Wang et al., 2019). Supervisors’
abusive behaviors cause an increase in emotional
exhaustion and psychological distress (Akram et al.,
2019; Pradhan & Jena, 2018; Tepper, 2000). As
abusive supervision has harmful effects on the
resources of workers gained within the organization,
it becomes difficult for them to protect their existing
resources and gain new ones (Hobman, Restubog,
Bordia, & Tang, 2008). Accordingly, employees
may engage in non-work activities to protect their
resources and regain their lost resources (Agarwal &
Avey, 2020; RuningSawitria, 2012). Drawing upon
the premises of COR Theory (Hobfoll, 1989) and
past research showing the link between the
experience of stress and cyberloafing (Koay et al.,
2017), we expect that:

Has: Perceived stress has a mediating role in the
relationship between abusive supervision and
cyberloafing at work.

3. METHOD

3.1. Participants and Procedure

The study sample consisted of 265 employees

working in various sectors mainly from Ankara,
Kocaeli, Istanbul, and Bursa. Among the
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participants, 77.7% of them were male (N = 206)
while the 22.3% were female (N= 59). The
participants’ ages ranged from 18 to 67, with an
average age of 38.1 years. In addition, 56.6% of the
respondents were university graduates, and 10.2%
were postgraduate/PhD graduates, 26% were high
school graduates and 7.2% were primary school
graduates. Furthermore, 54.3% of the participants
were working in the public sector, and the most
common sector was the service sector (50.2%)
followed by machinery/metal/automotive (12.5%),
education (7.9%), construction/energy (6.4%),
chemistry/petrochemistry (6%), information
technologies (5.7%), and other sectors (11.3%). In
addition, 23.8% of the respondents were working in
managerial and 76.2% were working in non-
managerial positions. Concerning digital devices,
78.5% of the participants had access to a
laptop/desktop and 67.5% had access to a
smartphone at work. Among Internet applications,
33.2% of the participants use Facebook, 21.1% use
Twitter, 48.7% use Google+, 36.2% use Instagram,
37.7% use YouTube, 11.3% use LinkedIn and 73.2%
of them use WhatsApp. Considering the average
daily time spent on Internet-based technologies, it
was shown that 11% of the participants spent less
than 1 hour, 26.4% spent 1-2 hours, 23.0% spent 2-3
hours, 17.0% spent 3-4 hours, 8.3% spent 4-5 hours
and 14.3% spent more than 5 hours on average per
day. The sample was selected using the convenience
sampling method, and the data were collected
through an online questionnaire created via Google
Forms. The link was distributed to the participants
via social networking sites. Before starting the data
collection, ethical approval was gathered from the
university’s ethics committee. Then, the participants
were informed about the research before filling out
the questionnaire which consists of items that assess
abusive supervision, perceived stress, cyberloafing,
and demographic information.

3.2. Measures
3.2.1. Abusive supervision

Participants’ perceptions of abusive supervision
were assessed by using the Abusive Supervision
Scale developed by Tepper (2000). It was adapted
into Turkish by Ulbegi, Ozgen, & Ozgen, (2014). It
is a one-dimensional scale consisting of 15 questions
such as “My supervisor ridicules me” and “My
supervisor tells me my thoughts or feelings are
stupid”. Scale items are scored on a 5-point scale (1:
Never does this behavior, 3: Does this behavior
sometimes/occasionally, 5: Always does this
behavior). High scores obtained from the scale mean
that individuals have high abusive supervision
perceptions. Confirmatory factor analysis was
conducted for the Abusive Supervision Scale using

the AMOS program, and fit indexes were reviewed.
Two items (“My supervisor does not allow me to
interact with my coworkers” and “My supervisor
tells me I’'m incompetent”) were removed. As a
result of modifications, most of the fit indexes
reached an adequate level (X2/df= 3; GFI=.90; CFI=
.87; RMSEA=.09). The Cronbach’s alpha was .85 in
the current study.

3.2.2. Perceived stress

Participants’ perceptions of stress were assessed
by using the Perceived Stress Scale developed by
Cohen et al. (1983). The scale was adapted into
Turkish by Celik-Oriicii and Demir (2009). It has ten
items and two sub-dimensions. The perceived
helplessness subscale has six items (i.e. “In the last
month, how often have you felt nervous and
stressed?”). and the perceived self-efficacy subscale
has four items (i.e. “In the last month, how often have
you been able to control irritations in your life?”).
The scale items are scored on a 5-point scale (1:
Never, 3: Sometimes, 5: Very often) with high scores
indicating greater levels of perceived stress among
individuals. Confirmatory factor analysis was
conducted for the Perceived Stress Scale using the
AMOS program, and fit indexes were reviewed. One
item (“In the last month, how often have you felt that
things were going your way?”’) was removed. As a
result of modifications, most of the fit indexes
reached an adequate level (X2/df= 3.5; GFI= .94;
CFI=.95; RMSEA=.09). The Cronbach’s alpha was
.86 for the total scale, .89 for the perceived
helplessness subscale, and .84 for the perceived self-
efficacy subscale. In this study, the composite score
of the scale was used.

3.2.3. Cyberloafing behaviors

Participants’ cyberloafing tendencies were assessed
by using the Cyberloafing Scale developed by
Akbulut et al. (2016). It consists of 30 items and 5
sub-dimensions. These dimensions are sharing (9
items; i.e. “I check my friends’ posts™), shopping (7
items; “I shop online”), real-time updating (5 items;
ie. “I comment on trending topics”), accessing
online content (5 items; i. e. “I watch videos online”),
and gaming/gambling (4 items; i.e. “I play online
games”). The scale items are scored on a 5-point
scale (1: Never, 3: Sometimes, 5: Always). High
scores obtained from the scale indicate that
individuals engage in more cyberloafing behaviors.
The scale yielded good psychometric properties in
the previous studies among Turkish samples
(Akbulut et al., 2016; 2017). In the current study, a
second-order confirmatory factor analysis was
conducted for the Cyberloafing Scale using the
AMOS program, and fit indexes were reviewed. One
item (“I visit auction sites”’) was removed. As a result
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of modifications, most of the fit indexes reached an
adequate level (X2/df= 2.6; GFI= .78; CFl= .88;
RMSEA=.07). The Cronbach’s alpha was .94 for the
total scale, .91 for the sharing subscale, .83 for the
shopping subscale, .91 for the real-time updating
subscale, .85 for the accessing online content
subscale, and .80 for the gaming/gambling subscale.
To test the study hypotheses, the composite score of
the scale was used.

3.2.4. Demographic information

The participants were asked to respond to
demographic questions including age, gender,
education level, the sector, and position they work in
the institution. In addition, past studies have shown
that cyberloafing behaviors were related to the time
spent on the Internet and mobile technologies
(Baturay & Toker, 2015). Thus, in the current study,
the participants responded to items that assess time
spent daily on the Internet or mobile technologies,
and it was added to the model as a control variable.

4. FINDINGS
4.1. Preliminary Analysis

First, the responses were checked whether there were
any missing data. It was found that there was no
missing data. Second, the descriptive statistics, and
the extreme values were checked, and the mean and
the standard deviations of each scale score were
compared (see Table 1). The means were larger than
the standard deviations. To identify any outliers, the
“Z” scores of each scale item were evaluated.
According to the data obtained, there was no outlier
as the Z scores were between -3.29 and +3.29.
Furthermore, regression analysis was performed to
detect multivariate outliers, and Mahalanobis values
were examined. As a result, all values were below
the critical value. The skewness and kurtosis values
were examined as they provide information about
whether the data is normally distributed. According
to the results of the analysis, since the skewness and

kurtosis values were in the range of -1.5 and +1.5,
the data were normally distributed (Tabachnick &
Fidell, 2019).

Since the data for all measures were obtained from
the same source, we conducted Harman’s test to
examine common method variance (Podsakoff et al.,
2003). The results of an exploratory factor analysis
showed twelve factors, with the variance extracted
by the first factor being 19.5%. This indicates that
there is no general factor, and it is unlikely that
common method bias affects the results. As shown
in the Table 1, the Cronbach’s alpha internal
consistency scores were found to be .85 for the
Abusive Supervision Scale, .86 for the Perceived
Stress Scale and .94 for the Cyberloafing Scale.

Before testing the study hypotheses, correlation
analysis was performed to examine the relationships
between the variables. As shown in Table 2, abusive
supervision was significantly and positively
correlated with perceived stress (r= .20, p<.01), and
cyberloafing (r= .14, p<.05). However, perceived
stress and cyberloafing were not significantly
correlated (r=.10, p =.11).

4.2. Hypothesis Testing

To test the study hypotheses, the data were analyzed
using Hayes’s (2022) Process Macro Model 4. Using
the bootstrap technique that allows the relationships
to be tested in much larger samples, the relationships
are tested at 95% confidence intervals. In the model,
abusive supervision was the independent variable,
cyberloafing was the dependent variable, perceived
stress was the mediating variable, and finally, the
time spent on the Internet or mobile technology was
the control variable. A bootstrap-based regression
analysis testing was done to see whether perceived
stress acts as a mediator in the relationship between
perceived abusive supervision and cyberloafing
tendencies among employees at the workplace.
When the paths between the variables were
examined, a direct relationship was identified

Table 1: Descriptive Statistics and Cronbach’s Alpha Coefficients

WVariable Mean S.D. Min. Max. <3
Abusive 1.36 40 1 2.69 .85
Supervision

Perceived Stress DB .78 1 4.56 .86
Perceived 2.46 .90 1 S .89
Helplessness

Perceived 2.84 1.05 1 s .84
Self-efficacy

Cyberloafing 2.06 .66 I 4.03 .94
Sharing 2.42 .83 1. S .91
Shopping i dn .84 5 B 5 .83
Updating 1.60 .85 1 5 .91
Accessing 2D .96 : 8 s .85
Gaming 1.41 .64 1 4.50 .80
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Table 2: Pearson Correlation Coefficients (IN =265)

Variable 1 2 3 4 5

6

7 8 9

1. Age 1 - 19%* 65%* 75 .03

2. Time spent on the 1 < 22¥% -.16% -.03

Internet or mobile tech.

3. Total .80**
position
4. Total
sector

tenure in this 1 .01

tenure in this 1 .05

5.Abusive Supervision 1
6.Perceived Stress
7.Perceived Helplessness

8. Perceived Self-
efficacy

9. Cyberloafing
10. Sharing

11. Shopping
12. Updating
13. Accessing

14. Gaming

-.05

.06

-.08

-.07

20%*

-.08 .03 - 18%* -.13%

.10 -.05 A b 22*% 8%

=11 .00 -.14* -.08 -.08

-.09 -.00 -.12*

25%* -.02 14® .02 16% 16%% 19%*

S0 GOrY .08 16* .07 -.05

1 A0 .09 .07 .04 -.01

.07 .05 .08 -.08

1 .86%* B3H* 68%F R 61*

1 60** 42 65N SO

1, AgHF .68%* A40%*

1 46%% 35%%

1 54%*

Note. ** Correlation is significant at the 0.01 level, * Correlation is significant at the 0.05 level

between abusive supervision and cyberloafing (B=
14, t= 2.25, 95% CI [.03, .41]). Thus, Hi was
supported.  Furthermore, abusive supervision
predicts perceived stress in a positive and significant
way (= .20, t= 3.3, 95% CI [.16, .62]), supporting
H.. Even though the total effect of abusive
supervision on cyberloafing was significant (f= .15,
t= 2.5, 95% CI [.05,.43]), perceived stress did not
significantly predict cyberloafing (= .07, t= 1.1,
95% CI [-.04,.16]). Thus, Hs was not supported.
Furthermore, the indirect effect of abusive
supervision on cyberloafing through perceived stress
was not significant (§=.01, SE(B)=.01, %95 CI [-.01,
.05]), and therefore, Hs was not supported. The
results overall show that perceived stress does not act
as a mediator in the relationship between
cyberloafing and abusive supervision.

stress, and cyberloafing behaviors among employees
in the workplace. Furthermore, this study
investigated whether the experience of stress plays a
mediating role in the relationship between abusive
supervision and employees’ cyberloafing behaviors.
The findings revealed that abusive supervision
positively predicts the cyberloafing behavior of
employees at work. This finding is in line with the
previous research that shows the impact of
leadership behaviors on employees’ attitudes and
behaviors (Agarwal, 2019; Agarwal & Avey, 2020;
Akram et al., 2019; Bhattacharjee & Sarkar, 2023;
Koay et al., 2022; Pradhan & Jena, 2016). Scholars
have shown that abusive supervision is associated
with lower job performance, low productivity, work-
family conflicts, psychological distress, and negative
affect among employees (Bhattacharjee & Sarkar,
2023; Pradhan & Jena, 2016, 2018).

PS
f=.15,p<.05
AS > C
f=.14,p<.05

Note: AS: Abusive supervision score, PS: Perceived stress score,

C: Cyberloafing score. All effects are standardized regression coefficients.

Figure 1: The Relationships among Abusive Supervision, Perceived Stress and Cyberloafing

5. DISCUSSION
5.1. Discussion of the Findings

The purpose of this study was to examine the
relationships among abusive supervision, perceived

Current study demonstrates that abusive supervision
positively predicts employees’ perceived stress
levels. This finding is consistent with the previous
research. For instance, prior studies have shown that
perceptions of injustice and abuse caused by
managers lead to more emotional exhaustion and
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psychological distress in subordinates (Akram et al.,
2019; Aryee, Chen, Sun, & Debrah, 2007; Pradhan
& Jena, 2018; Zellars, Tepper, & Duffy, 2002). In
addition, negative interactions between employees
and supervisors may cause serious reductions in the
physical and psychological well-being of employees
(Grandey, Kern, & Frone, 2007; Richman, Flaherty,
Rospenda, & Christensen, 1992). Increasing in the
level of abusive supervision produced more negative
thoughts toward work, life, and organizations and
increased job burnout, perceived stress, and the
turnover rate (Martinko et al., 2013; Tepper, 2000).
In another study examining the connection between
abusive supervision and perceived stress, workers
who were exposed to abusive supervision faced
harmful psychological situations such as anxiety and
depression (Martinko et al., 2013). Similarly, a
previous study examining the impact of abusive
supervision on family life has also shown that
abusive behaviors have a significant and positive
relationship  with unwanted family conflicts
(Carlson, Ferguson, Perrewe, & Whitten, 2011).

Subordinates experience interactional injustice when
their managers do not show respect, honesty, and
sensitivity to their personal needs (Tepper, 2000).
Consistent with the premises of COR Theory
(Hobfoll, 1989), it may be argued that abusive
supervision negatively affects the resources that
employees gain within the organization, making it
difficult for them to protect their existing resources
and gain new ones. Accordingly, employees may
engage in cyberloafing to protect their resources and
regain their lost resources. The COR theory assumes
that subordinates who lose resources must both
conserve existing resources and find new resources
to regain their motivation and emotional control. In
this case, they may engage in cyberloafing to
maintain their motivation and gain emotional control
(Agarwal & Avey, 2020).

On the other hand, the findings of the study revealed
that perceived stress did not predict cyberloafing
behaviors at work. Thus, the anticipated relationship
between perceived stress and cyberloafing, and the
mediating role of perceived stress in abusive
supervision and cyberloafing relationship were not
supported. These findings are inconsistent with the
previous studies demonstrating more cyberloafing
behaviors among employees with high levels of
perceived stress (Andel et al., 2019; Koay et al.,
2017; RuningSawitri, 2012). For instance, a previous
study (Koay et al., 2017) has demonstrated that job
stress partially mediates the relationship between
employees’ private demands and cyberloafing. In
addition, a recent study has shown that work-related
negative affect mediate the relationship between
abusive supervision and cyberloafing among Indian
workers of the IT sector (Bhattacharjee & Sarkar,

2023). However, in the current study, only a direct
(but not an indirect) relationship was found between
supervisors’ abusive behaviors and cyberloafing
behaviors.

5.2. Limitations and Avenues for Future Research

This study has some limitations. First, the study
design was correlational. Thus, an inference about
causality of the relationships between the variables
could not be drawn. Future studies using longitudinal
design may allow a better understanding of the
temporal relationships among the variables, and
draw causal implications for these relationships.
Second, the data were collected using a self-report
method; thus, common method bias was a concern
(Podsakoff, MacKenzie, Lee, & Podsakoff, 2003).
However, Harman’s test indicated that there was no
general factor. Besides, there is a possibility of social
desirability bias as employees report their own
cyberloafing behaviors (Fisher, 1993; Akbulut,
Donmez, & Dursun, 2017). Future research may
investigate these relations by using multiple methods
(i.e., observational method) and multiple sources
(i.e. ratings from supervisors or colleagues). Finally,
the data were obtained using the convenience
sampling method, which may restrict the
representativeness of the population. In future
studies, the socioeconomic structure of the country
of study, community values, commitment to cultural
values (e.g. moral disengagement, negative
reciprocity; Koay et al., 2022), and cultural
dimensions such as power distance (Agarwal &
Avey, 2020) may be investigated as potential
moderators and/or mediators to better comprehend
the relationship between abusive supervision and
cyberloafing. Employees may remain silent in
response to workplace mistreatment in more
hierarchical, collectivistic, and high power-distance
cultures (Agarwal & Avey, 2020; Imran, Fatima,
Sarwar, & Igbal, 2021). Besides, the responses of
employees working in different occupational classes
(i.e. blue-collar vs white-collar) might vary (Metin
Camgéz, Bayhan-Karapinar, Tayfur-Ekmekgi,
Metin-Orta, & Ozbilgin, 2023). Thus, future research
may examine the impact of power distance and
occupational classes in these relationships by
ensuring the participation of employees from
different countries and occupational classes.

5.3. Practical Implications and Conclusion

This study demonstrates the impact of abusive
supervision on employees’ perceived stress levels
and cyberloafing behaviors, and thus, provides
important practical implications for managers and
organizations in terms of dealing with workplace
mistreatment. The supervisors’ abusive behaviors
can be an obstacle to the innovative thinking of
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subordinates (Wang et al., 2019). In a workplace
dominated by abusive supervision, subordinates
experience emotional exhaustion and psychological
distress while participating and producing less
(Akram, Li, & Akram, 2019; Pradhan & Jena, 2018;
Tepper, 2000). Therefore, managing abusive
supervisory behaviors at work is highly crucial for
the psychological well-being, and productivity of the
employees as well as the organization. Accordingly,
necessary steps might be taken by the organization
such as providing regular training on effective
leadership (Wang et al., 2019), and informing
supervisors about its adverse consequences
(Agarwal & Awad, 2020). In addition, human
resources departments might consider implementing
rules or policies that punish abusive behaviors or do
not award leaders with hostile behaviors (Agarwal &
Avey, 2020; Wang et al., 2019). These interventions
would not only promote leaders’ positive behaviors
but also decrease the experience of stress and
engagement in cyberloafing among employees.
Besides, with the development of technology, it is
not possible to reduce the use of digital devices and
Internet access, as they are indispensable parts of
daily life. Instead, improving the working
environment and training employees on the effects of
the misuse of the Internet might reduce the time loss
caused by cyberloafing at work.

In conclusion, this study contributes to the limited
but growing body of literature (i.e. Agarwal & Away,
2020) on the effects of abusive supervision on
cyberloafing behaviors at work. Further, it provides
suggestions for managing leaders’ misbehaviors to
mitigate their adverse effects at the workplace. The
mechanisms that explain the impact of workplace
discrimination, ostracism, incivility, and bullying on
counterproductive workplace behaviors might also
be addressed in future studies.
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1. INTRODUCTION

The purpose of this study is to contribute to theory
and practice by examining the influence between
employees' social factors (SFs) and leadership
preferences (LPs) in terms of cultural theory. This
study is especially important in terms of leader-
employee fit. In this study, SFs consist of the
individual's family, close environment and school
environment. It is undeniable that these SFs are of
great importance in the behavior of the individual.
Therefore, individuals will expect from the leader in
the organization the habitual and learned behaviors
they have acquired from the environment they have
grown up in (Ozen, 1996).

Unlike the culture-leadership studies in the related
literature, this research focuses on the SFs of
individuals. It examines SFs at two extreme points
such as authoritarian and democratic dimensions.
While authoritarian creates an overly oppressive
environmental model, democracy creates a loving,
respectful and understanding environmental model.
The environment in which individuals grow up is
evaluated at these two extreme points (Kagit¢ibasi,
2006). Therefore, it is expected that this research will
fill an important gap by focusing on the social
dimension that the existing literature does not focus
on, such as what the -cultural tendencies of
individuals growing up in an authoritarian or
democratic environment will be and how it will
affect their leadership preferences.

Kagitcibasi (2006)’s dimensions of authoritarian and
democratic (emotional interaction) are considered to
investigate individuals' SFs (family, close
environment, education). As a result, the study
examines the influence of individualism and
collectivism cultural tendencies, selected from
Hofstede (2001)’s societal culture dimensions, on
LPs in organizations and the guiding effect of
organizational culture. Thus, this study aims to
explain the impact of SFs such as family, close
environment, and education on an individual's
personality and how this effect, associated with
social and organizational culture, influences LPs.

This study examines the mediating role of
individualism and collectivist cultural tendencies in
the impact of SFs on LPs. It is acknowledged in
various studies that individuals' individualistic and
collectivist tendencies influence LPs (House, Hanges
& Javidan, 2004; Lewis, 1996; Aycan, 2001; Aycan
& Pasa, 2003; Aycan & Kanungo, 2000). Aycan &
Kanungo (2000) indicate that paternalistic beliefs are
common in Turkish culture. Similar results have
been found by Sargut (1996) and Wasti & Erdil
(2007). Additionally, Pasa, Kabasakal & Bodur
(2001) concluded in their study that there is a

significant relationship between paternalistic beliefs
and collectivism. However, this study aims to
contribute to the literature by focusing on the impact
of individuals' SFs on their cultural tendencies and
LPs.

Nisanci (2012) suggests that organizational culture
bears traces of national culture, and models of
organizational culture such as hierarchy, clan,
market, adhocracy reflect manifestations of elements
from national culture into organizations. House et al.
(2004) in the GLOBE study also found undeniable
effects of national culture on organizational culture.
For instance, Yeloglu (2011), proposes that as
individuals in Turkish society exhibit more
collectivist ~ cultural  tendencies,  adhocratic
organizational structures increase.

Our study is theoretically based on cultural theory.
The object examined by the cultural approach is not
the behavior itself, but the values, beliefs and
assumptions that generally direct individuals or
organizations to this behavior. In this approach, the
organization is considered not only as an
organizational structure, but also as a cultural entity
that creates common meanings by interacting with
the social structure it is in and is affected by the
meanings. These common meanings (for example,
values) behind organizational behavior are tried to be
explained in the context of not only the
organizational environment of the organization but
also the social culture surrounding it. Its focus on the
values behind organizational behavior and its
consideration of the organizational and social
environmental in its explanation make the cultural
approach deeper and more comprehensive than
approaches whose roots are based on rationality
(ilhan, 2006). In line with these arguments, we
examine the relationship between individuals'
interaction with SFs and LPs in organizations in
Turkish firms.

It is believed that besides its theoretical contribution,
this study will also benefit practitioners. This study
suggests that practitioners or business leaders can
contribute to achieving leadership and employee
alignment in their organizations by evaluating
individuals' SFs, especially within the context of
family and close relationships, and understanding
that not every individual develops with the same
behavioral patterns (authoritarian or democratic
behaviors). They may also consider that individuals
can possess different personality traits and expect
similar behavior from their workplace leaders.
Therefore, this awareness could potentially enhance
leadership and employee harmony within the
organization.
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This study is structured as follows: It begins with the
theoretical framework and hypotheses development.
Then, the methodology is explained, and then the
main findings are presented and discussed. Finally,
the study identifies limitations that affected the
execution of this study and has subsequently
generated several recommendations for future
studies.

2. THEORETICAL FRAMEWORK AND
HYPOTHESES DEVELOPMENT

In this study we focused on what and how the SFs of
individuals will affect their LPs. We tried to explain
this relationship with the mediating effect of
individualism and collectivism dimensions (see
Figure 1 for the theoretical model).

H1

Social Factors

Individualism and
Collectivism

| 156

stand out with their competitive, hedonistic and
egocentric aspects. Collectivist individuals, on the
other hand, focus on the group they belong to rather
than themselves and prioritize socialization, mutual
relations and solidarity (Triandis, 1995). Over time,
researchers have increasingly emphasized that
cultural groups as a whole and individuals within
cultures embrace both individualism and
collectivism (Lansford, Susannah, Suha, Dario,
Marc & et al., 2021). For example, an analysis of the
evolution of individualism and collectivism in Japan
over time found that while Japanese culture has
become more individualistic over time, individuals
continue to adopt many attitudes and behaviors
characteristic of collectivism (Ogihara, 2017).
However, some of this shift in perspectives is likely
to be the result of real social changes over time-
related to changing gender roles, urbanization,
globalization, the use of technology, and other
factors (Kagitgibasi, 2006).

Control variables

Sector, company size
and biological factors

Leadership

preferences

Organizational
Culture

Figure 1: Theoretical Model

2.1. The Effects of Social Factors on
Individualism and  Collectivism  Cultural
Dimensions

Individualistic individuals develop their self by
focusing on themselves and stand out with their
competitive, hedonistic, and self-centered aspects.
Collectivist individuals, on the other hand, focus on
the group they belong to rather than themselves and
prioritize socialization, mutual relationships, and
solidarity (Triandis, 1995). Hofstede (1980)’s study
focused solely on the individualistic and collectivist
tendencies of societies. Individualistic individuals
develop their selves by focusing on themselves and

In the study, SFs consist of the individual's family,
close environment and school environment. The
most important SFs is the family. Kagit¢cibasi (2006)
suggests that family structure can be analyzed in two
basic dimensions: authoritarian and democratic. For
example, in authoritarian family structures, when
authority is exercised over the child in the form of
restriction, pressure, excessive discipline and
physical punishment, the child is likely to develop a
personality that is generally dependent on external
control, lacks autonomy, avoids change, is resistant
to criticism, and is overly obedient to life and self. In
democratic family structures where there is no
excessive discipline and restriction, the child is likely
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to develop a personality characterized by internal
control and individuality. They become capable of
autonomous behavior, are not averse to change and
innovation, display optimism, are open to criticism,
and do not submit to authority under all
circumstances. The teacher-student relationship, like
the parent-child relationship, involves authority
dynamics. It is believed that children, especially in
the early stages of the educational process, may
develop personality traits similar to those of their
family's authoritarian or egalitarian structure when
encountering authoritarian or egalitarian teachers
(Ozen, 1996).

Hi: The SFs affect an individual’s cultural tendencies
at individualism and collectivism cultural
dimensions.

Hia: As the individual’s authoritarian attitude
increases, individual’s collectivism tendency will
increase.

Hip: As the individual’s authoritarian attitude
increases, individual’s individualism tendency will
increase.

2.2. The Effects of Individualism and Collectivism
Cultural Dimensions on the Leadership
Preferences

In organizational settings, guiding employees is
critical for groups and organizations to effectively
fulfill their responsibilities, with leadership playing
a crucial role (Kirca & Basim, 2024). Lewis (1996)
asserts that it is not possible to separate leadership
from culture due to the different values and beliefs of
cultures. The GLOBE study (House et al., 2004), one
of the most important leadership and culture studies,
has revealed that countries are clustered based on
cultural similarities. In the study, it was found that
attitudes toward leadership styles can vary from
culture to culture. Leaders should make choices
regarding leadership models in different cultural
contexts, considering the cultural characteristics of
the individuals they will lead and their LPs (Yesil,
2013).

In our study, three different leadership styles have
been preferred. Firstly, paternalistic leadership is the
most suitable leadership style for Turkish culture and
is commonly observed in organizations. Aycan &
Kanungo (2000) found that Turkish employees
expect their managers and leaders to be paternalistic.

The findings indicate that in the Turkish cultural
context, leaders who protect the interests of
employees, share their problems and joys, are
participative, open, interested in non-work-related
issues, value professional development, and create a

family-like atmosphere in the organization are
preferred. As Aycan (2006) pointed out, paternalistic
leaders strengthen loyalty between themselves and
their employees through an emotional bond.
Therefore, individuals who desire such a leader are
likely to have a collectivist orientation. Indeed,
individuals with a collectivist cultural orientation
demonstrate strong attachment and obedient
behavior to their group. Thus, it is expected that an
individual's collectivist orientation influences their
preference for paternalistic leaders (Hofstede, 2001).
Secondly, the literature reports that the democratic
behavior of leaders helps leaders to implement their
plans, motivate coworkers, and utilize better
managerial ideas in organizations (Nedelko &
Potocan, 2021). Democratic leaders also given
opportunities to demonstrate and enhance their
creativity, supported by their leader. With these
attributes, democratic leadership resembles the
democratic structure of the family where an
individual was raised. Lastly, servant leadership, on
the other hand, prioritizes the needs of followers. It
is an approach where leaders sacrifice their own
interests to understand and satisfy the needs of their
followers, relying on direct communication
(Greenleaf, 2002). Servant leaders create a social
context that prioritizes the growth and success of
their followers, facilitating personal development for
each follower (Liden, Wayne, Liao & Meuser, 2014).
By supporting the personal growth of their followers,
servant leaders focus on benefiting them through
empathy, listening, understanding, and showing
compassion even in times of mistakes. They provide
opportunities and empowerment to reveal their
followers' talents, set challenging goals that they can
surpass, and take any risks necessary to support their
personal development (Ozgir & Ozel, 2021).
Individuals with individualistic tendencies, who
prioritize their own interests and personal
development over the group, are expected to have a
high preference for leaders who exhibit such
behavior patterns.

H.: Both individualism and collectivism cultural
dimensions  affects  individuals’  leadership
preferences.

Hza: As individuals' levels of collectivist cultural
tendencies increase, their preference for paternalistic
leadership also increases.

Has: As individuals' levels of individualistic cultural
tendencies increase, their preferences for democratic
leadership and servant leadership also increase.
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2.3. The Effects of Social
Leadership Preferences

Factors on the

Parents' attitudes are shaped by a range of
sociodemographic factors, both at the cultural level
and at the individual level. For example, at the
cultural level, some countries emphasize a
democratic approach to parenting that encompasses
children's rights in the family and society at large
(Sorbring, Gurdal & Rothenberg, 2021), while other
countries emphasize more authoritarian parenting
attitudes in the context of hierarchical parent-child
relationships (Osman, Randell, Mohamed &
Sorbring, 2021). In authoritarian family structures
where authority is used in negative ways such as
restriction, coercion, excessive discipline and
physical punishment, the child usually develops a
personality that is dependent on external control,
lacks autonomy, avoids change, is resistant to
criticism, has difficulty loving himself/herself and
life, and is overly obedient to authority (Kagit¢ibast,
2006).

It is believed that individuals with high dependency

within groups will also expect authoritarian behavior
from the leader they will work with in the future. We
believe that the authoritarian behaviors encountered
in paternalistic leadership will influence individuals'
preferences for paternalistic leadership. Another
dimension of family structure is the level of
democracy between parents and children. In this
dimension, feelings such as compassion, love, and
protection can be expressed. However, in cases of
extreme behavior, family structures can lead to
emotional dependency, and as a result, the child may
not be very cooperative and may develop a
personality inclined towards individualism and
autonomy (Kagitgibasi, 2006). We believe that the
democratic behaviors encountered in democratic
leadership will influence individuals' preferences for
democratic leadership. And finally, the attitudes of
individuals' school and close environment are also
important. As for the close environment, individuals'
neighborhood friends, neighbors, and close relatives
can be considered.

As for the school environment, especially teachers,
play a significant role in shaping individuals'
personalities and cultural development. Especially in
the early stages of education, it is thought that
children encountering authoritarian or democratic
teachers may develop different personality traits, like
those in their family structures (Ozen, 1996).
Democratically raised individuals learn to make
decisions freely about their future from their
teachers. With the guidance and service of their
families and teachers, individuals aim to reach the
best conditions. However, the need for supportive
and relational behaviors from leaders can vary

according to individuals' cultural values. Therefore,
employees may need guidance from their leaders in
their work (Aktas & Sargut, 2011). Thus, we believe
that the individual's SFs will influence their
preference for servant leadership.

Has: The SFs affect the individual’LPs.

Hsa: As the SFs exhibit more authoritarian behaviors,
individuals' preferences for paternalistic leadership
increase.

Hap: As the SFs demonstrate more democratic
behaviors, individuals' preferences for democratic
leadership and servant leadership increase.

2.4. The Mediating Effects of Individualism and
Collectivism Cultural Dimensions

Considering the importance of leadership, the
adaptation behaviors and autonomy demands of
individuals living in society vary within the
framework of cultural values. It is believed that
cultural values influence individuals' levels of social
interaction and need for social support (Hofstede,
1980). The social environmental in which an
individual is raised is also stated to be highly
influential in the formation of cultural values. The
societal behavior patterns, which are reflections of
the cultural values of the parents who raise the
individual, greatly affect the individual's personality
traits. While some parents have a democratic
behavior pattern, others exhibit authoritarian
behavior. Individuals raised with these behavior
patterns also seek the cultural values they are
accustomed to in the organizations they will work
for. Therefore, the need for supportive and sincere
behavior from leaders will vary according to
individuals' cultural values (Aktas & Sargut, 2011).

Collectivities derive their existence from a sense of
obligation and longitudinal commitment that binds
individuals to ingroups of similarly connected
others. The identity of an ontological collectivist is
entirely linked to membership. If membership is lost,
so is the sense of personal integrity and social
stability derived from the collectivity. Groups,
organizations, neighborhoods and communities are
the basic building blocks of the social world. For
ontological collectivists, collectivities are primary
entities and individuals are secondary and partial
entities  (Wagner, 2023). In contrast, in
individualistic cultures that foster an environment of
individualism, uniqueness, well-defined
interpersonal boundaries and self-sufficiency,
individuals tend to view themselves as discrete
subjects acting independently of others and develop
an independent self-concept (Oyserman, 2011).
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Based on the understanding that individuals with
individualistic tendencies have higher motivations
for self-realization, a need for autonomy, and a
necessity for self-regulation (Triandis & Suh, 2002),
it is reasonable to anticipate that individualistic
employees would require less direction and planning
from their leaders regarding their tasks.
Consequently, interventions by leaders might be
perceived as unwelcome by employees. Therefore,
we believe that individualistic employees would be
more inclined to prefer a servant and democratic
leader. The internal group ties specific to
collectivists are stronger compared to individualists
(Triandis & Suh, 2002). Therefore, for collectivists,
the social support from group members is more
important in coping with difficult situations
compared to individualists. It is believed that the
need for the elements of social support provided by
relational leadership will be less for individualistic
individuals, who are emotionally distant from
groups. On the other hand, for collectivists who have
a high sense of loyalty and act together, the need for
friendship and support-based relational leadership
will be higher. Therefore, we believe that the
likelihood of collectivist employees preferring a
paternalistic leader is higher.

Hs:  Individualism and collectivism cultural
dimensions play a mediating role between the SFs
and leadership preferences.

2.5. The Moderating Effects of the Organizational
Culture on the Relationship Between Social
Factors and Leadership Preferences

Organizations must prioritize their organizational
culture to ensure operational stability and
effectiveness. In this context, organizational culture
refers to the shared beliefs and values that shape the
mindset and attitudes of employees within the
institution. Acting as a driving force, organizational
culture promotes both individual effort and
collaboration, while fostering a shared understanding
of the organization's goals and the means by which
they are to be achieved (Narayana, 2017).
Considering that organizational culture influences
the behavior of the individuals it encompasses (Kdse,
Tetik & Ercan, 2001), it is likely that individuals are
influenced by the culture of the organization in
which they spend a portion of their time. Therefore,
we propose the assumption that the LPs of an
individual, who has existed within an authoritarian
or democratic SF, may shift under the influence of
the organizational culture they are part of.

We included three different organizational cultures
in this study. Firstly, clan culture creates a climate
like a family environment. In this culture,
organizations act not only as economic units but also

as family units. Therefore, concepts such as
teamwork, harmony, job rotation, and participation
in management are more effective. In this culture,
individuals' opinions on how to do their jobs better
are respected, and opportunities are provided for
them to develop themselves (Cameron & Quinn,
2006). In this type of organization, leaders are
expected to adopt a paternalistic approach, and
organizational leaders are seen to take on roles such
as mentor, guide, and even parental figure. We
believed it would be important to include
paternalistic leaders in clan culture due to their
collectivist values.

Second, market culture is characterized by goal
orientation, control and stability in organizational
settings. The common goal of this type of culture is
to compete and win; a competitive and result-
oriented mentality prevails among individuals
(Cameron & Quinn, 2006). Therefore, it can be
assumed that in a market culture everyone should
pursue their own self-interest. We chose to prioritize
market culture because of its competitive structure,
which we believe reflects individualistic values.

Finally, agile culture is addressed. Strode, Huff &
Tretiakov (2009) emphasize that for agility to exist
as a method in organizations, certain requirements
must be met. Among these requirements are the
importance of learning and feedback,
communication within the organization involving
collaborative competition and being trust-building,
the significance of teamwork, the organization
supporting flexibility, participation, and social
interaction, empowering individuals in the work
environment, and the presence of collaborative
leaders. We chose to prioritize agile culture due to its
recent popularity and its flexible, participatory, and
collaborative characteristics, which we believe
reflect both individualistic and collectivist traits.
Three different types of organizational culture are
believed to moderate the relationship between
individuals' SFs and LPs.

Hs: The organizational culture has a moderating
effect the relationship between the SFs and
leadership preferences.

Hsa: The clan culture has a moderating effect the
relationship between the authoritarian behaviors of
SFs and paternalist LPs.

Hsp: The market culture has a moderating effect the
relationship between democracy behaviors of SFs
and democratic LPs.

Hs: The agile organizational culture has a
moderating effect the relationship between
democracy behaviors of SFs and democratic LPs.
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2.6. The Moderating Effects of the Organizational

Culture on the Relationship  Between
individualism/Collectivism and  Leadership
Preferences

In individualistic societies, individuals'

characteristics such as autonomy, self-confidence,
and the ability to make their own decisions are
prominent (Wagner, 2023). Therefore, the likelihood
of leadership behaviors carrying paternalistic
features is low. Consequently, we expect that
employees' preferences for paternalistic leadership
will be low. On the other hand, in collectivist
societies, where group consciousness, taking
responsibility for others, mutual commitment,
hierarchy, and vertical relationships are emphasized,
it is thought that leadership behaviors are more likely
to carry sacrificial, paternalistic, and protective
features (Wagner, 2023). Therefore, we expect that
employees' preferences for paternalistic leadership
will be high while their preference for democratic
leadership will be low.

We expect the organization culture types
(clan/market/agile) to regulate these relationships.
Similarities can be identified between the clan-type
organizational culture, characterized by the
prominent "we" feeling and protective behaviors
emphasizing the family concept, and paternalistic
leadership. Therefore, the reflection of paternalism
in organizations suggests that the relationship
between leaders and employees is akin to a parent-
child relationship (Caliskan, 2015). Market culture,
on the other hand, focuses on winning employees by
nurturing a spirit of competition and success. In such
organizations, individuals adopt a results-oriented
approach and aim for success in their endeavors. In
market culture, everyone receives rewards based on
their individual contributions (Ouchi, 1981).
Therefore, we expect that individualistic individuals
may thrive in such organizations and may prefer a
democratic leader. In agile culture, there are
characteristics such as valuing learning and
feedback, fostering open and collaborative
communication within the organization, valuing
teamwork, promoting a flexible, participatory, and
socially interactive environment, empowering
individuals in the workspace, and having
collaborative leaders (Strode et al., 2009). Thus, we
anticipate that individualistic individuals may also
thrive in such organizations and may prefer a
democratic leader.

He: The organizational culture has a moderating
effect the relationship between the individualism and
collectivism cultural tendencies and the leadership
preferences

Hea: The clan culture has a moderating effect the
relationship between collectivism and paternalistic
LPs.

Hen: The market culture has a moderating effect the
relationship  between the individualism and
democratic LPs.

Hec: The agile culture has a moderating effect the
relationship  between the individualism and
democratic LPs.

3. METHOD
3.1. Sample and Procedure

The sample of our study consists of production
enterprises operating in Istanbul Organized
Industrial Zones. In our study, we found it
appropriate to use the random sampling method since
the selected individuals were equal in terms of their
characteristics and there was no need for any
clustering. The questionnaires were obtained from
242 companies selected by random sampling. We
used 5-likert scale and some open-ended questions.
Open-ended questions and demographic information
were asked to learn more about the SFs of the
participants. Since this study is limited to
manufacturing enterprises in the Organized
Industrial Zone in Istanbul, it can be said that the
sample selected reflects the representativeness of the
study population. Some researchers have
emphasized that the minimum sample size may vary
according to the number of items in the study.
According to Cattell (1978), the minimum sample
size should be around 3 to 6 times the total number
of items, while according to Hair, Black, Babin &
Anderson (2010), it should be at least 5 times this
number. Therefore, considering the number of items
(31) in our study, it can be said that the sample has
the power to represent the universe with 242
individuals. Ethics committee document has been
submitted. Turnitin report is also uploaded.

3.2. Construct Measures

The questionnaire consists of a total of 67 items. It
includes Ozen’s (1996) Public Administration
Culture scale, Wasti & Erdil's (2007) INDCOL scale,
Nas & Dogan's (2020) paternalistic leadership scale,
Liden et al.’s (2014) servant leadership scale,
Yicel’s (2007) organizational culture scale, and
Cosar's (2020) digital and agile culture scale. The
factor loadings of the scale items must exceed 0.50
to meet the measurement requirement (Hair, Hult,
Ringle & Sarstedt, 2014). In the study, items with
factor loadings below 0.50 were removed. The 10th
question related to the democratic leadership
variable, the 8th and 3rd questions related to the
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authoritarian variable, and the 7th and 6th questions
related to the democratic variable were excluded. As
the AVE value for the individualism dimension was
found to be below 0.50, nine items were removed
from the scale to increase the AVE value. Factor
loadings, Cronbach’s Alpha coefficient, CR
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coefficient, and AVE values for variables and
dimensions are presented in Table 1. It is observed
that the Cronbach's Alpha reliability coefficients for
the dimensions of authoritarian, individualism, and
collectivism are low (see Table 1). One possible
reason for these low reliability coefficients could be

Table 1: Reliability and Validity Analyses Results

Variables and Factor a*(Cronbach CR** AVE***
components load Alpha)
SFs
authoritarian _ 4 0,736 0,668 0,836 0,722
authoritarian _ 5 0,922
Democratic_ 1 0.829 0,827 0.920 0,852
Democratic_ 2 0.833
Individualism and collectivism
Individualism_ 5 0,825 0,493 0,798 0,663
Individualism 7 0,804
Collectivizm_ 12 0.886 0,524 0,801 0,670
Collectivizm_ 13 0,748
LPs
DL_3 0.834 0,716 0,840 0,637
DL_4 0,720
DL_11 0.834
SL_ 1 0.814 0,820 0,881 0,650
SL_2 0.858
SL_6 0,735
SL_7 0,813
PL. 5 0.782 0,729 0,846 0,646
PL_38 0,828
PL..9) 0,800
ocC
CC_1 0.859 0,884 0,920 0,741
CC_2 0.868
CC_3 0.847
CC_4 0.870
MC_5 0.829 0,889 0,918 0,692
MC_6 0.859
MC_7 0.822
MC_ 8 0.864
MC_ 9 0,783
AC_10 0.852 0,809 0,875 0,637
AC_11 0,681
AC_12 0.856
AC_13 0.792

Note: *PL: Paternalistic leadership, DL: Democratic leadership, SL: Servant leadership, CC:Clan
Culture, MC: Market culture, AC: Agile culture

Table 2: Result of Inter-Item Correlation Analysis

1 2 3 4 5 6
SFs_ authoritarian _ correlation 1
4 coefficient
SFs_ authoritarian _  correlation 4917 1
5 coefficient
Individualism_ 5 correlation ,065 .144° 1
coefficient
Individualism_ 7 correlation -,102 -,027 2997 1
coefficient
Collectivizm _ 12 correlation J164” 2437 204" 149 1
coefficient
Collectivizm_ 13 correlation 1537 250" 1537 165" 384" 1
coefficient

**Correlation is significant at the 0.01 level
*Correlation is significant at the 0.05 level
*SFs: Social Factors
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the limited number of items each factor has. Indeed,
it is known that Cronbach's Alpha is sensitive to the

Table 3: Forne
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In the research model, VIF values need to be
calculated for linear analysis. As stated by Hair et al.

11-Larcker Criterion

Individualism DL Democratic SL cC Collectivizm PL MC Authoritarian AC
Individualism
0.814
DL
0.484 0.797
Democratic
0.313 0.362 0.923
SL
0.489 0.798 0.398 0.806
CcC
0.247 0.334 0.337 0434 0.861
Collectivizm
0.242 0.435 0.303 0.487 0.255 0.819
PL
0.209 0.365 0.235 0432 0.356 0.445 0.806
MC
0.280 0.368 0.281 0418 0.763 0.233 0.224 0.832
Authoritarian
0.061 0.055 0.075 0.088 0.050 0.293 0.231 0.064 0.850
AC
0.256 0.313 0.307 0.421 0.654 0.380 0.298 0.683 0.207 0.798

* PL: Paternalistic leadership, DL: Democratic leadership, SL: Servant leadership, CC: Clan Culture, MC: Market culture, AC: Agile culture

Table 4: Heterotrait-Monotrait (HTMT) Ratio

INDCOL LPs oC social factors OC x SFs OC x INDCOL
INDCOL
LPs 0.941
oC 0.551  0.534
SFs 0.777  0.538 0435
OC x SFs 0.280  0.277  0.203 0.234
OC x INDCOL 0475 0.323  0.292 0.195 0.566

Note: INDCOL: Individualism and Collectivism, SFs: Social Factors, LPs: Leadership

Preferences, OC: Organizational Culture

number of items in the scale and increases as the
number of items increases (Sencan, 2005). However,
in the literature, for factors composed of only two
items, it has been suggested that instead of
Cronbach's Alpha, a more appropriate approach
would be to evaluate the significance of the
correlation coefficient between the items (Demir,
Okan & Bostan, 2015). It shows that the correlation
analysis of the items yielded significant results (see
Table 2).

Our constructs' validity and reliability were assessed
using confirmatory factor analysis (Fornell &
Larcker, 1981). The Fornell-Larcker criterion and
Heterotrait-Monotrait (HTMT) ratios for
discriminant validity were found to be at an
acceptable level (See Table 3 and Table 4).

(2014), it is desirable for the VIF values of variables
to be below 5. In the study, it was found that the VIF
values were below 5. When examining the R2 values,
it is observed that SFs explain 25.6% of cultural
tendency, and cultural tendency explains 46.9% of
the LPs related to SFs. Regarding the f2 values, SFs
(f2 = 0.344) have a moderate effect on cultural
tendency; cultural tendency (f2 = 0.409) has a high
effect on LPs, and SFs (f2 = 0.073) have a low effect
on LPs (see Table 5). Additionally, it is noted that the

Q2 values of each hypothesis are greater than 0,
indicating that each hypothesis has sufficient
predictive power (Peng & Lai, 2012 ranges are
accepted).

Table S: Research Model's R2, 2, Q2, and VIF Analysis Results

2 2 2

Hypothesis  Paths R” 1 Q* VIF
H1 SFs => Individualism and collectivism 0,198 0,247 0,067 1,011
H2 Individualism and collectivism => LP 0,353 1,446
0,509 0,220
H3 SF=>LPs 0,015 1,334
* SFs: Social Factors, LPs: Leadership Preferences
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3.3. Descriptive Statistics

It shows that 36.8 % of the participants are female
and 63.2 % are male (see Table 3). The majority of
the sample is between the ages of 25-34 with a rate
of 44.2 %. The education level of the individuals
participating in the study was 41.7% high school
graduate, while 22.3 % had a bachelor's degree (see

Table 6). See Table 7 for data on the participants'
working life.

3.4. Hypothesis Testing and Results
PLS-SEM was used to test the hypotheses in the

study. PLS-SEM method has advantages over other
methods in discovering latent structures, determining

Table 6: Demographic and Social Information of The Participants

Variable Frequency Percentage
Female 89 368
Gandat Male 153 632
Total 242 100,0
17-24 24 29
25-34 107 442
2 35-44 68 28,1
45-54 43 178
Total 242 100,0
Primary education 37 153
High school 101 41,7
Associate degree 33 13,6
Educational background
Bachelor degree 54 293
Master’s degree 16 6,6
Doctor’s degree 1 04
Total 242 1000
Primary education 157 64.9
High school 50 20,7
Mother’s education level
Bachelor degree 29 120
Master’s degree 4 1,7
Doctor’s degree 2 038
Total 242 100,0
Primary education 133 55,0
High school 65 269
Father’s education level P — 3o a0
Master’s degree 3 1,2
Doctor’s degree 5 2,1
Total 242 100,0
Low 63 26,0
Medium 127 525
Family income High 52 215
Total 242 100.0
Table 7: Information on Participants' Working Lives
Variable Frequency Percentage
Small 58 21,9
Medium-sized 12 5,0
Company size Large 11 45
Total 76 31.4
Less than 1 67 27,7
1-3 86 35,5
4-6 43 17,8
‘Working hours (year)
7-9 15 6,2
More than 10 31 12,8

Total

242 100,0
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complex relationships between variables, and
working with small sample sizes. Therefore, PLS-
SEM method has been preferred to effectively
address complex research problems (Bagol, 2018).

According to the path analysis results, some
hypotheses are supported while others are not
supported. See Table 8 for path analysis results for
the hypotheses. See also Table 9 for the effect of
control variables on other variables.

been supported. The H; hypothesis, which addresses
the impact of cultural tendencies on LPs, has also
been found significant. The H2, hypothesis, which
concerns the effect of collectivist cultural tendencies
on paternalistic LPs, has been found significant.
Similarly, the Ha, hypothesis regarding the effect of
individualist cultural tendencies on democratic LPs
has been found significant. The Hs hypothesis
regarding the impact of SFs on LPs was supported.

Table 8: The Path Analysis Results

The Hsa hypothesis

regarding the

Hypothesis P T P
values  statistic values Results
values

SF => Individualism and Collectivism (H1) 0,513 8,994 0,000 Supported
Authoritarian => collectivism (H;a) 0,270 4,672 0,000 Supported
Democratic => Individualism (H;b) 0,313 4,379 0,000 Supported
Individualism and collectivism => LPs (H») 0,462 5,759 0,000 Supported
Collectivism => PL (H»a) 0,368 5,506 0,000 Supported
Individualism => DL (Hab) 0,306 4,079 0,000 Supported
SF=> Leadership (Hs) 0,172 2,570 0,010 Supported
Authoritarian => PL (Hza) 0,130 2,126 0,034 Supported
Democratic => DL (Hzb) 0,126 2,148 0,032 Supported
SF => Individualism and collectivism 0,237 4,102 0,000 Supported
=>Leadership (Hs)
OC * SF => Leadership (Hs) 0,036 0,562 0,574 Unsupported
CC * authoritarian => PL (Hsa) 0,079 0,806 0,420 Unsupported
MC * Democratic => DL (Hsb) 0,084 0,840 0,399 Unsupported
AC * Democratic => DL (Hsc) 0,042 0,453 0,651 Unsupported
OC * Individualism and collectivism => 0,059 1,002 0,317 Unsupported
Leadership (Hs)
CC* Collectivism => PL (Hga) 0,145 1,071 0,284 Unsupported
MC * Individualism => DL (Heb) 0,230 1,586 0,113 Unsupported
AC * Individualism => DL (Hgc) 0,044 0,397 0,691 Unsupported

impact of

* SFs: Social Factors, LPs: Leadership Preferences, OC: Organizational Culture, PL:

Table 9: The Effect of Control Variables on other Variables

Control Variables
Control variables => Individualism
Control variables =>Collectivism
Control variables => PL
Control variables => DL

Control variables => SL

B values
0,019
0,027
0,098
0,025
0,000

Based on the results, the Hy hypothesis regarding the
impact of SFs on cultural tendencies has been
supported.  Additionally, the Hi, hypothesis
regarding the effect of authoritarian on collectivist
tendencies and the Hi, hypothesis regarding the
effect of democracy on individualist tendencies have

authoritarian on paternalistic LPs and the Hasp
hypothesis regarding the impact of democracy on
democratic LPs were also supported. Therefore,
individualism and collectivist cultural tendencies
mediate the effect of SFs on individuals' LPs. The Ha
hypothesis regarding the mediating effect of cultural
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tendencies on the influence of SFs on LPs has been
supported. However, the Hs hypothesis and its sub-
hypotheses regarding the moderating effect of
organizational culture on the influence of SFs on LPs
have not been supported. Additionally, the H6
hypothesis and its sub-hypotheses regarding the
moderating effect of organizational culture on the
influence of cultural tendencies on LPs have not been
supported.

4. CONCLUSION, LIMITATIONS AND
SUGGESTIONS FOR FUTURE RESEARCH

The purpose of this study is to contribute to theory
and practice by examining the effect between
employees' SFs and LPs. Also, the effect of
individualism and collectivism tendencies and
organizational culture on this effect were also
examined.

In the light of the findings, it was concluded that
individuals' SFs have an impact on both
individualistic and collectivistic tendencies and on
LPs. According to Bandura's (1971) social learning
theory, individuals can learn behaviors by observing,
modeling, imitating, identifying and internalizing
others. Children who grow up in families where
authoritarian behaviors are dominant develop the
belief that their feelings and thoughts are valuable
only when they are approved by the authority and
form an externally controlled personality
(Cuceloglu, 2019). Our study supports this theory
and view and individuals transfer the behavior
patterns they learn from their SFs to their cultural
tendencies and LPs. In our study, it was also
concluded that individualistic and collectivist
tendencies directly positively affect leadership
preferences. This result supports other studies in the
literature (Aycan, 2001; House et al., 2004; Demirel
& Kigman; 2014; Saylik, 2017; Yiiksel & Durna,
2019; Ozkan, 2020). As a result of the study, the LPs
of individualistic individuals with democratic was
democratic leadership, while the LPs of collectivist
individuals with authoritarian was paternalistic
leadership. In his study, Kagit¢ibast (2006)
emphasized that individuals living in a society may
have both individualistic tendencies and collectivist
tendencies, but only one tendency may be more
dominant. This study also has results that support
Kagitgibasi.

In our study, it was hypothesized that organizational
culture could play a moderating role in the
relationship  between individualism-collectivism
tendencies and LPs. The literature appeared to
support our argument (House et al., 2004; Eginli &
Cakir, 2011; Ay, 2014; Ozkoc & Katlav, 2015).
Furthermore, Nisancit (2012) noted that national
culture is a key factor in shaping the unique cultural

characteristics of organizations. Consequently, many
features of organizational culture are expected to
align with national culture. However, interestingly,
contrary to these arguments, organizational culture
did not exhibit a moderating effect in our study. Also,
we concluded that clan, market, and agile cultures
didn’t have a moderating effect on the impact of
individualism and collectivism on leadership
preference. Furthermore, SFs didn’t exhibit a
regulatory effect on LPs. There could be two
different reasons for this. First, as Aslan, Yal¢in,
Sarp & Ulutas (2017) suggested, SFs, particularly
interactions with children, can influence the type of
leadership individuals prefer in adulthood.
Paternalistic interactions between parents and
children, where decisions are made autocratically by
parents, can lead individuals to prefer such
leadership structures as adults. Consequently, the
effect of organizational culture weakens, and
individuals tend to align themselves with the
behavioral patterns they expect. The second reason
may be the small sample size or the insufficient
representativeness  of  the  dimensions  of
organizational culture in our study.

Unlike major culture and leadership studies such as
those by Hofstede (2001), House et al. (2004), and
Aycan & Pasa (2003), this study focuses on
individuals' SFs (authoritarian and democratic). This
topic has not been previously studied, thus
addressing a gap in the literature on culture and
leadership.

In addition to its theoretical contributions, the
research is expected to offer practical benefits.
Managerial approaches that do not take into account
the cultural values individuals hold are unlikely to
succeed. Therefore, rather than attempting to
integrate management and organizational theories
developed for societies with different cultural
structures into businesses within our own social
context, it is necessary to develop models that are
compatible with our own cultural framework. In
societies where paternalistic and authoritarian values
are dominant, managers should avoid adopting a
task-oriented approach with employees and instead
approach them as if they were family members.
Although organizations may be situated within the
same society, they can be influenced by different
internal and external factors to varying degrees,
which will also affect the adoption of this leadership
style. Therefore, when implementing paternalistic
leadership, managers need to carefully evaluate both
the organization and its environment, as well as
consider the individual characteristics of their
employees.

One of the main limitations of this study is that the
sample is restricted to manufacturing companies
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operating in the Istanbul Organized Industrial Zone,
and the study reached a limited number of
individuals. Therefore, we believe that studies
conducted with a larger sample and/or in different
sectors would contribute to the literature with
different findings. It is suggested that future studies
conduct intercultural comparisons based on gender,
attachment styles, and family approaches toward
children.

ETHICS DECLARATIONS

Funding: This research received no external
funding.

Author Contribution Declaration: 1st author's
contribution rate is %50, 2nd author's contribution
rate is %50

Conflict of interest: The author states that there is
no conflict of interest.

Ethical Approval: All procedures performed in
studies involving human participants conform to the
ethical standards of the institutional and/or national
research committee and the 1964 Helsinki
declaration and its subsequent amendments or
comparable ethical standards.

For this research, Karadeniz Technical University
Ethics Committee Approval was obtained from the
Scientific Research Ethics Committee with decision
number: E-90783813-199-6470 and date
21.02.2022.

Informed Consent: Informed consent form was
obtained from all individual participants who
participated in the study.

REFERENCES

Aktas M., & Sargut, S. (2011). Izleyicilerin kiiltiirel
degerlerine gore liderlige duyulan gereksinme nasil
farklilasir? Kuramsal bir cergeve. Amme Idaresi
Dergisi, 44(4), 145-163.

Aslan, S., Yal¢mn, H., Sarp, N., & Ulutas, D. A. (2017).
Anne-baba davraniglarinin ve sosyal cevrelerinin
liderlere etkileri. Uskiidar Universitesi Sosyal Bilimler
Dergisi, (4), 91-138.

Ay, A.D. (2014). Ulusal kultar, érgat kaltird, érgitsel
politika algist ve sendika iiyesi olma egilimi iligkisi.
(Yayinlanmamis Doktora Tezi). Balikesir
Universitesi, Sosyal Bilimler Enstitiisii, Balikesir.

Aycan, Z. & Kanungo, R., N. (2000). Toplumsal kiltiirin
kurumsal kiiltiir ve insan kaynaklart uwygulamalar
Uzerine etkileri. (ed.: Zeynep Aycan). Akademisyenler
ve profesyoneller bakis agisiyla Tiirkiye’de yonetim,
liderlik ve insan kaynaklar1 uygulamalari, Ankara:
Tiirk Psikologlar Dernegi Yayinlart.

Aycan, Z. (2001). Paternalizm: Yonetim ve liderlik
anlayigma iliskin ¢ gorgil c¢aligma. YOnetim
Arastirmalari Dergisi, 1-19.

Aycan, Z. (2006). Paternalism: Towards conceptual
refinement and operationalization. Kim, In U., Yang,
K.-S. & Hwang, K.-K. (Eds.), Indigenous and cultural
psychology: Understanding people in context.
Springer Science + Business Media.

Aycan, Z., & Fikret-Pasa, S. (2003). Career choices, job
selection criteria, and leadership preferences in a
transitional nation: The case of Turkey. Journal of
Career Development, 30, 129-144.

Bandura, A. (1977). Social learning theory. Englewood
Cliffs.

Basol, O. (2018). OECD iilkelerinde yasam tatmini iizerine
bir degerlendirme. ISGUC The Journal of Industrial
Relations and Human Resources, 71-86.

Cameron, K. S., & Quinn, R. E. (2006). Diagnosing and
changing organizational culture: Based on the
competing values framework. San Francisco: Jossey-
Bass.

Cattell, R. B. (1978). The Scientific Use of Factor Analysis
in Behavioral and Life Sciences. Plenum, New York:
Springer.

Cosar, B. (2020). Dijital ve Cevik Orgiit Kiiltiirii Olgeginin
Gelistirilmesi. In 5. International EMI
Entrepreneurship and Social Sciences Congress
Proceedings e-book.

Ciiceloglu, D. (2019). Icimizdeki Cocuk, 48. Baski,
[stanbul: Remzi Kitabevi.

Caligkan, N. (2015). Ulusal kaltiirin 6rgit kulturia ve
paternalist  liderlik  algist  iizerindeki  etkisi
(Yaymlanmamis Yiiksek Lisans Tezi). Nevsehir Haci



167 | Is ve Insan Dergisi 11(2) 154-168

Bektas Veli Universitesi, Sosyal Bilimler Enstitiisii,
Nevsehir.

Demir, H., Okan, T., & Bostan, S. (2015). Yonetici aday1
hekimleri hangi giidii motive eder? Basarma ve gii¢
ihtiyaclari ile mesleki performans iliskisi {izerine bir

arastirma. Yonetim ve Ekonomi Arastirmalar: Dergisi.
13 (3), 215-241.

Demirel, H. G., & Kisman Z. A. (2014). Kiiltiirler arasi
liderlik. Journal of Turkish Studies, 9(5), 689-705.

Eginli, A. T., & Cakir, S. Y. (2011). Toplum kiiltiiriiniin
kurum kiiltiirline yansimasi. Sosyal ve Beseri Bilimler
Dergisi, 3(2), 37-50.

Nas, T. I., & Dogan, A. (2020). Z kusagindaki bireylerin
kisilik Ozelliklerinin paternalist liderlik algilarina
etkisinde Orgut kiltarinin dizenleyici
rolii. Kastamonu Universitesi Iktisadi ve Idari Bilimler
Fakultesi Dergisi, 22(2), 30-60.

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

Greenleaf, R. K. (2002). Servant leadership: A journey
into the nature of legitimate power and greatness.
Paulist press.

Hair, J. F. J., Black, W. C., Babin, B. J., & Anderson, R. E.
(2010). Multivariate Data Analysis. Seventh Edition
Prentice Hall.

Hair, J., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2014).
A primer on partial least squares structural equation

modeling  (PLS-SEM).  SAGE  Publications,
Incorporated. 587-632.
Hofstede, G. (1980). Culture and

organizations. International studies of management &
organization, 10(4), 15-41.

Hofstede, G. (2001). Culture’s consequences comparing
values, behaviors, institutions, and organizations
across nations. 2nd Ed., Sage Publications, Thousand
Oaks, London, New Delphi.

House, R. J., Hanges, P. J., & Javidan, M. (2004). Culture,
leadership and organizations: The globe study of 62
societies. Thousand Oaks, CA: Sage.

ilhan, T. (2006). Tiirkiye’de faaliyette bulunan uluslararasi
ortak  girisimlerde  Orgiitsel  degerlerin  ve
uygulamalarin toplumsal temelleri (Yayinlanmamis
Doktora Tezi). Karadeniz Teknik Universitesi, Sosyal
Bilimler Enstitiisti, Trabzon.

Kagitgibasi, C. (2006). Yeni insan ve insanlar. Istanbul:
Evrim Yaynlari.

Kaya, A. (2020). The impact of leadership styles on
groupthink: ~ The case of turkish teachers
(Yaymlanmamis Doktora Tezi). The University of
Texas at Dallas, USA.

Kirca, B., & Basim, H. N. (2024). Lider Uye Etkilesiminin
Is Tatminine Etkisinde Psikolojik Sermaye ve Kontrol
Odagmin Rolii. [y ve Insan Dergisi, 11(1), 11-26.

Kose, S., Tetik, S., & Ercan, C. (2001). Orgiit kultiruni
olusturan faktorler. Yonetim ve Ekonomi Dergisi, 8(1),
219-242.

Lansford, J. E., Zietz, S., Al-Hassan, S. M., Bacchini, D.,
Bornstein, M. H., Chang, L., ... & Alampay, L. P.
(2021). Culture and social change in mothers’ and
fathers’ individualism, collectivism and parenting
attitudes. Social Sciences, 10(12), 459.

Lewis Richard, D. (1996). When cultures
collide. Managing successfully across cultures,
London.

Liden, R. C., Wayne, S. J., Liao, C., & Meuser, J. D.
(2014). Servant leadership and serving culture:
Influence on individual and unit
performance. Academy of management journal, 57(5),
1434-1452.

Narayana, A. (2017). A critical review of organizational
culture on employee performance. American Journal
of Engineering and Technology Management, 2(5),
72-76.

Nedelko, Z., & Potocan, V. (2021). Sustainability of
organizations: The contribution of personal values to
democratic leadership behavior focused on the
sustainability of organizations. Sustainability, 13(8),
4207.

Nisanci, Z. N. (2012). Toplumsal kiiltiir-6rgut Kulturi
iliskisi ve yonetim {izerine yansimalari. Batman
Universitesi Yasam Bilimleri Dergisi, 1(1), 1279-
1293.

Ogihara, Y. (2017). Temporal changes in individualism
and their ramification in Japan: Rising individualism
and conflicts with persisting collectivism. Frontiers in
Psychology, 8, 695.

Osman, F., Randell, E., Mohamed, A., & Sorbring, E.
(2021). Dialectical processes in parent-child
relationships ~ among  Somali  families in
Sweden. Journal of Child and Family Studies, 30,
1752-1762.

Ouchi, W. G. (1981). Theory Z: How American business
can meet the Japanese challenge.

Oyserman, D. (2011). Culture as situated cognition:
Cultural mindsets, cultural fluency, and meaning
making. European review of social psychology, 22(1),
164-214.

Ozen, S. (1996). Biirokratik kiiltiir 1: Yonetsel degerlerin
toplumsal temelleri. Tirkiye ve Orta Dogu Amme
Idaresi Enstitiisii.

Ozgiir, S. & Ozel, M. Y. (2021). Hizmetkar liderlik,
Istanbul: Hiimanist Yaymcilik.



Edibe Ozbay & Tiilay Ihan Nas | 168

Ozkan, A. (2020). Uluslararas1 askeri orgiitlerdeki kiiltiirel
farkliliklarin liderlik tizerindeki etkileri. Uluslararas:
Beseri Bilimler ve Egitim Dergisi, 6(13), 207-240.

Ozkog, A. G. & Katlav O. E. (2015). Konaklama
isletmelerinde orgiit kiiltiiriinii etkileyen ulusal kiiltiir
boyutlarmin  belirlenmesi. Cukurova Universitesi
Sosyal Bilimler Enstitiisti Dergisi, 24(1), 115-130.

Pasa, S. F., Kabasakal, H., & Bodur, M. (2001). Society,
organisations, and leadership in Turkey. Applied
Psychology, 50(4), 559-589.

Peng, D. X., & Lai, F. (2012). Using partial least squares
in operations management research: A practical
guideline and summary of past research. Journal of
operations management, 30(6), 467-480.

Sargut, A. S. (1996). Kiiltirlerarast farklilagsma ve
yénetim. Ankara: Verso Yaymncilik

Saylik, A. (2017). Okul mudirlerinin paternalist
(babacan) liderlik davramislar ile Hofstede 'nin kiiltiir
boyutlar: arasmmdaki iliski (Yaymlanmamig Doktora
Tezi). Ankara Universitesi, Egitim Bilimleri Enstitiisii,
Ankara.

Sorbring, E., Gurdal, S., & Rothenberg, W. A. (2021). Four
domains of parenting in Sweden. In Parenting across
cultures from childhood to adolescence (pp. 152-171).
Routledge.

Strode, D. E., Huff, S. L., & Tretiakov, A. (2009). The
impact of organizational culture on agile method use.
In 2009 42nd Hawaii International Conference on
System Sciences (pp. 1-9). IEEE.

encan, . . osyal ve davranigsal olgumierde
S H. (2005). Sosyal d I olgiimlerd
guvenilirlik ve gecerlilik. Ankara: Seckin Yayinlari

Triandis, H. C. (1995). Individualism and collectivism.
Bogazi¢i University Library, Westview Press, San
Francisco, Oxford.

Triandis, H. C., & Suh, E. M. (2002). Cultural influences
on personality. Annual review of psychology, 53(1),
133-160.

Wagner, J. A. (2023). Significance of the
ontological/utilitarian distinction among measures of
individualism and collectivism.  Psychological
Reports, 126(6), 3150-3166.

Wasti, S. A.,, & Eser Erdil, S. (2007). Bireycilik ve
toplulukguluk degerlerinin Slgiilmesi: Benlik kurgusu
ve INDCOL élgeklerinin Tirkce gegerlemesi. Yonetim
Arastirmalar: Dergisi, 7, 39-66.

Yeloglu, H. O. (2011). Turk toplumsal kaltiiruntn érgut
yapilarina olan etkilerinin belirlenmesine yonelik bir
calisma. Ordu Universitesi Sosyal Bilimler Enstitiisii
Sosyal Bilimler Arastirmalar: Dergisi, 2(4), 153-170.

Yesil, S. (2013). Kiiltiir ve kiiltiirel farkliliklar: Liderlik
agisindan teorik bir degerlendirme. Elektronik Sosyal
Bilimler Dergisi, 12 (44).

Yiicel, I. (2007). Ogrenen érgiitler ve orgiit kiiltiirii: Bir
uygulama (Yaymlanmamig Doktora Tezi). Atatiirk
Universitesi, Sosyal Bilimler Enstitiisti, Erzurum.

Yiksel, Y., & Durna, T. (2019). Ulusal kiltlirin iletisim,
liderlik, performans ve motivasyona etkisi e Yyonetim
modellerinin Kiltirler aras1 uygulanabilirligi. etisim
Calismalart Dergisi, 5(2), 75-100.



Is ve Insan Dergisi | The Journal of Human and Work
Yil | Year: Ekim | October 2024
Cilt-Say1 | Volume-Issue: 11(2)

ss | pp: 169-178

doi: 10.18394/iid.1512205

e-ISSN 2148-967X

http://dergipark.org.tr/iid/

Arastirma Makalesi

Ruminasyon ve is Erteleme Davramisinin (Prokrastinasyon) Orgiitsel

Atalet Uzerindeki Etkilerinin incelenmesi

Investigation of the Effects of Rumination and Procrastination on Organisational

Inertia

Mehmet Ali Canbolat?

MAKALE BILGISI

0z

Anahtar Kelimeler:
Ruminasyon, Is Erteleme
Davranisi, Prokrastinasyon,
Orgiitsel Atalet, YEM.

Tarihler :

Gelis 8 Temmuz 2024
Diizeltme Gelis

21 Agustos 2024
Kabul 16 Eyliil 2024

ARTICLE INFO

Stirekli giincellenen muhasebe ve vergi mevzuatlari, miikelleflerden gelen talepler ya da veri
girigleri gibi dikkat gerektiren isler neticesinde, muhasebe meslek mensuplarinin giinliik
yasantilar da goz oniinde bulundurularak ruminasyon ve is ertelemeye yatkin bir sektorde
calistiklart soylenebilir. Aragtirmanin amaci muhasebe meslek mensuplarinda ruminasyon ve i
ertelemenin orgiitsel atalete olasi etkilerinin tespit edilmesidir. Nicel arastirma deseninde
tasarlanan arastirma 396 muhasebe meslek mensubu ile yiiriitiilmiistiir. Korelasyon analizi
bulgularina gore, olgek ve alt boyutlarin birbirleri ile istatistiksel olarak anlaml, pozitif yonde
ve orta diizeyde iliskili olduklar saptanmistir. Bu iliskiler orgiitsel atalet ile alt boyutlart arasinda
yiiksek diizeyde tespit edilmistir. Ileri analizlerde ise hipotez testleri i¢in gerceklestirilen yapisal
model analizi bulgularina gore ruminasyon ve is ertelemenin orgiitsel atalet iizerinde pozitif
yonde bir etkisinin oldugu tespit edilmistir.

ABSTRACT

Keywords:

Rumination, Work
Procrastination Behaviour,
Procrastination,

Organizational Inertia, SEM.

Article history:

Received 8 July 2024
Received in Revised Form
21 August 2024

Accepted

16 September 2024

Considering the daily lives of accounting professionals, it can be said that they work in a sector
that is prone to rumination and procrastination as a result of jobs that require attention such as
constantly updated accounting and tax legislation, requests from taxpayers or data entry. The aim
of the study is to determine the possible effects of rumination and job procrastination on
organisational inertia in accounting professionals. The research designed in quantitative
research design was conducted with 396 accounting professionals. According to the correlation
analysis findings, the scale and sub-dimensions were found to be statistically significant,
positively and moderately related to each other. These relationships were found at a high level
between organisational inertia and its sub-dimensions. In further analyses, according to the
findings of the structural model analysis conducted for hypothesis testing, it was determined that
rumination and job procrastination have a positive effect on organisational inertia.

& Dog. Dr., Karamanoglu Mehmetbey Universitesi, Sosyal Bilimler Meslek Yiiksekokulu, Yonetim ve Organizasyon Béliimii, Karaman,
mcanbolat@kmu.edu.tr, ORCID: 0000-0003-1235-9013

Anf/Cite as: Canbolat, M. A. (2024). Ruminasyon ve is erteleme davranmsinin (prokrastinasyon) érgiitsel atalet iizerindeki etkilerinin
incelenmesi. Is ve Insan Dergisi, 11(2), 169-178. https://doi.org/10.18394/iid.1512205


http://dergipark.org.tr/iid/
mailto:mcanbolat@kmu.edu.tr

170 | Is ve Insan Dergisi 11(2) 169-178

1. GIRIS

Isle ilgili ruminasyon, kisinin ise iliskin bir konu
lizerinde tekrar tekrar diigiinmesi ve bu konuyu
zihninden  ¢ikaramamasidir  (Yilmaz, 2023).
Ruminatif davraniglar kiginin giinliik aktivitelerine
etki ederek birtakim sorunlart da beraberinde
getirebilir. Bu sorunlardan bir tanesi ise is erteleme
davranist olarak degerlendirilebilir. Ruminatif
diistince is ertelemeye odaklandiginda bu durum hem
stkinti diizeyini hem de ertelemeyi daha da
artirmaktadir (Sirois, 2023). Is erteleme davranisi
tarih boyunca insanligin ortak bir sorunu olmasina
ragmen (Wilson & Nguyen, 2012), insanlar
genellikle erteleme davraniginin ciddiyeti konusunda
ilgisiz olduklarindan erteleme, Onemsiz olarak
goriilen bir konu olarak kalmistir (Kara, 2021). Baz1
durumlarda kasitli olarak islerin son ana birakilmasi
-aktif erteleme baglaminda- zamanin etkin kullanimi1
ve is baskisinin olusturdugu motivasyon ile daha
basarili sonuglar da ortaya koyabilmektedir
(Aydemir, 2018).

Ote yandan is diinyasinda bir drgiitiin biiyiimesi ve
yasamini devam ettirebilmesinin en temel itici giicii,
degisimlere ayak uydurmasi ve bu degisimlere olan
katilmuidir (Tiirkan & Esmer, 2019). Zira rekabet
ortamindaki oyuncular, teknoloji ya da tiiketici
tercihleri  gibi  pazar  dinamikleri  siirekli
degistiginden bir Orgiitin mevcut prosediirleri,
yatirimlart ya da tutumlarini siirdiirmeye ¢aligmast
son derece zararl bir etkiye neden olabilmektedir
(AlKayid, Selem, Shehata, & Tan, 2022).
Degisimlere ayak uyduramayan Orgiitler ataletin
yikic1 etkileri ile karsilasabilmektedir. Orgiitlerin
kiiresel rekabet ve hizli dijital doniigiimle karst
karsiya  kaldigt  VUCA  (volatility/oynaklik,
uncertainty/belirsizlik, complexity/karmagiklik,
ambiguity/belirsizlik) doneminde oOrgiitsel atalet
giderek daha 6nemli hale gelmektedir. Orgiitsel
ataletin zamaninda kirilamamasi ise Orgiitlerin
gelisimi ve hayatta kalmasi acisindan Onemli
zorluklara  neden olmakta, doniisiimlerini,
inovasyonlarmi ve calisanlarin kariyer gelisimlerini
etkilemektedir (Petry, 2018; Dong, 2023). Buradan
hareketle arastirmanin amaci etkilesim igerisinde
oldugu Ongorillen ruminasyon ve is erteleme
davraniginin orgiitsel atalete olan olasi etkilerinin
tespit edilmeye calisilmasidir. Literatiirde boyle bir
arastirma modeli ile karsilasilmamasi, arastirmanin
Ozgilin yoniinii ortaya koymaktadir. Arastirmada ilk
olarak kavramsal cerceve ele alinmis daha sonra

aragtirma  hipotezleri  gelistirilerek istatistiksel
analizlere yer verilmistir. Son olarak elde edilen
bulgular neticesinde sonu¢ ve  Onerilerde
bulunulmustur.

2. KAVRAMSAL CERCEVE
2.1. Ruminasyon

Latince “zihinde doniip durmak” ya da “gevis
getirmek” anlamina gelen “ruminare” kelimesinden
tireyen ruminasyon kavrami, kimi zaman kisinin
yaptigi bir hataya iligkin, kimi zaman da olumsuz bir
yasam olay1 lizerinde ya da yasanmis bir sorunla
ilgili uzun uzun, derinlemesine ve tekrar tekrar
diisiinme durumunu ifade etmek icin
kullanilmaktadir ~ (Yilmaz, 2023). 1ilk olarak
1960’larda psikoloji alaninda incelenmeye baslanan
ruminasyon (Can & Aydin, 2022), derin diislincelere
dalan kigilerin herhangi bir eyleme ge¢meden
sorunlarina ve bu konudaki duygularina takilip
kalmalar1  durumudur. Ruminasyon genellikle
olumsuz kigisel kaygilar ve/veya olumsuz bir ruh
halinin nedenleri, sonuglar1 ve anlamlar1 hakkinda
tekrarlayan diisiinme seklinde tanimlanabilir (Nolen-
Hoeksema, Wisco & Lyubomirsky, 2008; Whitmer
& Gotlib, 2013). Ruminasyon kisinin kendisi,
duygulari, kisisel kaygilar1 ve iiziicii deneyimleri
hakkinda tekrarlayan ve uzun siireli olarak olumsuz
diistinmesidir (Watkins & Roberts, 2020). Sosyal
acidan kaygilt bireyler ruminasyona daha ¢ok
yatkindir (Hu, Mao & Kim, 2023). Is ile ilgili
ruminasyon ise kiginin ige iligkin bir konu tizerinde
tekrar tekrar disiinmesi ve bu konuyu zihninden
cikaramamasidir. Isle alakali konular iizerinde
diisiinmek; hayal kirikligi, huzursuzluk ya da
duygusal yorgunluk hissi gibi negatif duygularla
sonuglandiginda kisiler ruminasyon
yasayabilmektedir (Yilmaz, 2023; Wu, Cao & Du,
2024). Ayrica ruminasyon ve depresyonun birbiri ile
iliski kavramlar oldugu sdylenebilir (Treynor,
Gonzalez & Nolen-Hoeksema, 2003; Thomsen,
20006). Ek olarak yiiksek ruminasyona sahip kisilerde
sosyal kaygi ve akilli telefon bagimlilig
faktorlerinin is ¢atismasina zemin hazirladigi iddia
edilmektedir (Sun, Cai & Nie, 2023).

2.2. is Erteleme

Latince kokenli “procrastinate” eyleminden tiiretilen
i erteleme (prokrastinasyon), mevcut durumda
yapilmas1 gereken bir i ya da faaliyetin
geciktirilmesi, agirdan alinmasi, sonraya birakilmasi
ya da baska bir zamana otelenmesidir (Kanten,
Esirgemez, Aydmn Hasekioglu, & Kegeli, 2018;
Kaplan, 2018). Is erteleme davranisi, yapilmasi
gereken belli bir isi yapmaktan kaginmak ya da
geciktirmek anlamina gelmektedir (Kaplan & Ucak,
2017). Bu davranis biligsel, duyugsal ve davranigsal
olmak iizere li¢ boyuttan olugmaktadir (Kaplan &
Goker, 2020). Davranis boyutu, oOzellikle bir
faaliyetin gerceklestirilmesinden kaginmak ya da
faaliyetin geciktirilmesi ile iliskili bir durumdur
(Cigeklioglu, 2023). Is erteleme aym1 zamanda
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kisinin davranislarini mesru kilmaya calistigi bir
aligkanlik olarak da degerlendirilmektedir (Kara,
2021). Is erteleme ile stratejik olarak gecikme birbiri
ile karistirilmamasi gereken kavramlardir. Gereksiz,
mantiksiz hatta zararli olan is ertelemede olasi
olumsuz sonuglarin farkinda olunmazken, stratejik
gecikmede olasi  sonuglar iizerine planlama
yapilmaktadir (Klingsieck, 2013). Is erteleme
davranisi, gorevlerin tamamlanmasinin
geciktirilmesi anlamma gelen (1) davranigsal
erteleme ve belirli bir zaman dilimi iginde karar
vermenin geciktirilmesi ve (2) kararsal erteleme
olarak ikiye ayrilmaktadir (Mann, 2016). Is erteleme
literatiirde is stresi, performans, zaman yOnetimi,
mitkemmeliyetgilik, kisilik, korku, tembellik ya da
kontrol odagi gibi baglamlarda ele almman bir
kavramdir (Sadykova, 2016).

2.3. Orgiitsel Atalet

“Atalet” terimi, “aylak ve tembel” anlamina gelen
Latince “iners” kelimesinden gelmektedir. Fizik
terimi bakimindan Newton da ataleti “her nesne,
disaridan bir kuvvet tarafindan etkilenmedigi siirece
hareketsiz veya diizgiin hareket halinde kalir”
seklinde tanimlamaktadir. Sosyologlar, fizikteki bu
atalet tanimini organizasyon yapisinin
degistirilmesindeki zorlugu ifade edebilmek igin bir
“metafor” olarak kullanmaktadirlar (Huang, Lai,
Lin, & Chen, 2013). Orgiitsel atalet ise Srgiitlerin
stirekli degigsen ihtiyaglari1 karsilayamaz hale
gelmeleri ve bu konuda eylemsiz kalmalar1 durumu
ya da bu duruma ¢ok ge¢ tepki vermeleri seklinde
ifade edilmektedir (Larsen & Lomi, 2002). Diger bir
ifade ile mevcut durumun korunmasi; rekabet
istiinliiglinii kaybetmek, basarisiz olmak ya da
varligint  devam  ettirememe  gibi  sonuglar
iiretebilmektedir (Organli, Bekmezci, & Firat, 2020).
Orgiitsel ataletin birgok nedeni olabilmekle birlikte
en sik rastlanilanlari; geleneklere asir1 baglilik,
degisime tepki, basarinin ve asir1 Ozgiivenin
yaniltma etkisi, 0grenme dongiisiiniin kesintiye
ugramasit ve Orgiitiin ilerleyen yas1 seklinde
stralanabilir (Tiirkan & Esmer, 2019). Orgiitsel atalet
Ozellikle oOrgiitin yast ve biyiikligiine gore
degisiklik gostermektedir. Keza yasla birlikte
monotonluk da artmaktadir. Bu artig beraberinde
degisime kars1 direncin artmasina neden olmaktadir.
Sonug olarak, orgiitiin prensiplerinde degisiklik
olasiligi yasla birlikte azalmaktadir (Kelly &
Amburgey, 1991). Orgiitlerin en temel kaynag1 insan
sermayesi oldugundan, bu sermayenin Orgiitsel
ataletin ortaya ¢ikmasinda en 6nemli etken oldugu
soylenebilir (Cetin, 2023). Bu durumu bir hastalik
olarak ele alirsak, zamanla bireysel atalet orgiitsel
atalete donisebilmektedir. Nitekim, bir Orgiitte
ataletin gii¢lii olmasi ¢aliganlarin biligsel siireglerine
de etki etmektedir (Feng, Li, & Xiong, 2024). Ciinki,
Orgiitsel atalet zamanla yabancilagmaya ve isten

ayrilma  egiliminin  artmasma da  zemin

hazirlamaktadir (Tiirkan & Esmer, 2019).
3. ARASTIRMA HiPOTEZLERi VE MODELI

Literatiirde ruminasyon ve is ertelemenin orgiitsel
atalet iizerindeki etkisini inceleyen bir aragtirma ile
karsilagilmamigtir.  Aynt  zamanda  arastirma
degiskenlerini birlikte aciklayan bir kuramla da
karsilagilmamigtir. Tekil bazda incelendiginde
ruminasyonu agiklamak ic¢in yararlanilan en temel
kuramlardan bir tanesinin Tepki Bi¢imleri Kurami
oldugu gorilmiigtir. Kuram, Nolen-Hoeksema
(1987) tarafindan ileri siirilmiistiir. Kurama gore
ruminasyon, kisinin ig¢inde bulundugu depresif
durumun sebep ve sonuglarmi siirekli sekilde
diistinmesi olarak agiklanmaktadir. Ayrica kuram
ruminasyonu, kisilik o6zellikleri olarak da ele
almaktadir (Can & Aydm, 2022). Is erteleme
kavramimi agiklamakta kullanilan en yaygin
kuramlardan bir tanesi ise Ellis (1957, 1962)
tarafindan gelistirilen Akilci Duygusal Davranigel
Kuramdir (Rational Emotive Behaviour Theory).
Kurama gore kisinin karsilasmis oldugu durumlar
akla yatkin degilse s6z konusu durumlart erteleme
egilimi baskinlik kazanmaktadir (Baltaci, 2017).
Ancak akla yatmamasi nedeni ile islerin erteleniyor
olmasi tek bagina kabul edilebilir bir durum degildir.
Bu nedenle Zeigarnik’in Ozellikler Kuram temelli
Zeigarnik Etkisi Kurami (1938) daha ¢ok 6n plana
cikabilir. Buna gore Zeigarnik (1938) ertelemenin
kisisel bir se¢im oldugunu ileri siirmektedir. Bu etki,
kisinin basarabilecegi isleri ertelemesi ile gelecekte
hatirlayarak bu islere yeniden donmesi olarak
tanimlanmakta ve is yiikii ya da acil isler nedeniyle
belirli iglerin ertelenmesi durumunu da igermektedir
(Baltaci, 2017). Son olarak orgiitsel ataletin
aciklanmasina yardimci olan kuramlardan bir digeri
de kurumsal kuramdir. DiMaggio ve Powell (1983)
kurumsal kuram dogrultusunda orgiitlerde sosyo-
kiiltiirel baski, normatif beklentiler ve degisimi
zorlastirici yapilar sebebiyle atalet olusabilecegini
ileri stirmektedir.

Gerek ruminasyon ve is ertelemenin orgiitsel atalet
tizerindeki olast etkilerini test eden bir arastirma ile
karsilagilmamasi gerekse degiskenleri agiklamada
ortak bir kuramdan yararlanilamamasi, aragtirmanin
Ozglin yoniinii ortaya koyabilir. Buradan hareketle
ileri siiriilen hipotezler asagidaki gibidir:

Hi: Ruminasyon, orglitsel ataleti pozitif yonde
etkiler.

Hy: s erteleme, orgiitsel ataleti pozitif yonde etkiler.
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Ruminasyon

is Erteleme

Orgiitsel Atalet

Sekil 1. Aragtirma Modeli
4. YONTEM

Nicel desende tasarlanan aragtirmanin evrenini
Konya ilinde goérev yapan muhasebe meslek
mensuplart  olusturmaktadir.  Konya  Serbest
Muhasebeci Mali Miisavirler Odasma kayith 183
serbest muhasebeci ve 2362 serbest muhasebeci mali
miisavir (SMMM) bulunmaktadir. Konya il
merkezinde Karatay’da 339, Meram’da 218 ve
Selcuklu’da 1514 olmak {izere toplam 2071 SMMM
faaliyet gostermektedir. Ayn1 zamanda her SMMM
faaliyetlerini en az bir ¢alisan ile yiiriitmektedir. Bu
calisanlar SMMM stajyerleri, SMMM staj baglama
sinavina hazirlananlar ya da SMMM belgesi
olmadan uzun siire muhasebe meslegini icra
edenlerden olusmaktadir. Dolayisi ile arastirmanin
evrenini 2071 SMMM ve 2071 muhasebe personeli
olarak {izere 4142 muhasebe meslek mensubu
olugturmaktadir. Basit tesadiifi 6rneklem yontemi ve
Cochran (1977)’1n bu sayidaki evreni temsil etmesi
bakimindan 6nerdigi en az 384 katilimcr araciligr ile
gecerli anket verisine ulasilmasi hedeflenmistir.
Ayrica katilimcilarin - dahil  oldugu, arastirma
kapsamindaki tiim caligmalar, kurumsal ve ulusal
arastirma komitesinin etik standartlarma, 1964
Helsinki Bildirgesi’ne ve daha sonraki degisiklikleri
ile karsilastirilabilir etik standartlara uygundur. Veri
toplama siireci Mayis-Haziran 2024 déneminde
arastirmaci tarafindan yiiz yiize olarak yiiratilmiis
olup 396 gegerli veriye ulasilmistir.

Arastirmada  verilerin  toplanmasi i¢in  anket
formundan yararlanilmistir. Anket formu dort
boliimden olusmaktadir. ilk boliimde demografik
ozelliklerin tespit edilmeye ¢alisildigi 6 soru

bulunmaktadir. Ikinci bélimde Ruminatif Diisiince
Bicimi Olgegi, iigiincii béliimde Erteleme Olgegi ve
son bolimde ise Orgiitsel Atalet 6lgegi
kullanilmusgtir.

Ruminatif Diisiince Bigimi Olgegi, 20 madde ve tek
boyut olarak Brinker ve Dozois (2009) tarafindan
gelistirilmis olup Tirkge gecerlik ve giivenirlik
caligsmasi Karatepe (2010) tarafindan
gerceklestirilmistir.

Erteleme olcegi, Tuckman (1991) tarafindan 16
madde olarak gelistirilmistir. Olgegin Tiirkce
gecerlik ve giivenilirligi ise Ozer, Sackes ve
Tuckman (2013) tarafindan 14 madde ve tek boyut
olarak saglanmustir. Olcegin 4 maddesi ters kodlu
ifadelerden olusmaktadir.

Orgiitsel Atalet dlcegi ise Godkin ve Allcorn (2008)
tarafindan gelistirilmis olup Tiirk¢e gecerlik ve
giivenirlik ¢aligsmasi Organli ve arkadaslart (2020)
tarafindan gerceklestirilmistir. Olgek 3 boyut ve 13
maddeden olusmaktadir. Olgekler 1-kesinlikle
katilmiyorum’dan 5-kesinlikle katiliyorum’a besli
Likert tipinde kullanilmistir.

5. BULGULAR

Bu kisimda IBM SPSS yaziliminda sirasi ile frekans
analizleri, normallik testi, giivenirlik analizi ve
korelasyon analizi uygulanmistir. Daha sonra
hipotezlerin smanmasi i¢in IBM SPSS Amos
araciligi ile Ol¢im modeli test edilmis, ardindan
ortiik modelli yapisal model sinanmustir.

5.1. Temel istatistikler

Ileri analizlere gecilmeden once ilk olarak elde
edilen verilerin frekans dagilimlari incelenmistir.
Olgek maddelerinden alinan puanlar 1-5 araliginda
bir degere sahiptir. Frekans analizinden elde edilen
bulgularn yer aldigi Tablo 1°de goriilecegi tizere,
katilimeilarin  %41,2°si kadin, %58,8’i erkektir.
Medeni duruma gére katilimcilarm %57,1°i bekar,

Tablo 1. Frekans Analizi Bulgular1 (N=396)

Degisken Frekans Yo Degisken Frekans Yo
Cinsiyet Medeni Hal
Kadin 163 41,2 Bekar 226 57.1
Erkek 233 58,8 Evli 170 429
Yas Mesleki Deneyim (Yil)
18-25 86 21,7 0-5 145 36,6
26-30 100 25,3 6-10 79 19.9
31-38 117 29,5 11-15 73 18.4
39-45 58 14,6 16-20 49 12,4
46 ve lizeri 35 8.8 21 ve iizeri 50 12,6
Egitim Diizeyi Unvan
Lise 65 16,4 SMMM 198 50,0
Onlisans 64 16,2 Meslek 198 50,0
Elemam
Lisans 226 57,1

Lisansiistii 41 10,4
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%42,1’i ise evlidir. Egitim diizeyine gore
katiimcilarin - %16,4’4 lise, %16,2’si Onlisans,
%357,1’1 lisans ve 9%10,4’i lisansiistii diizeyde
mezundur. Yas degiskenine goére katilimeilarin
%21,7°si 18-25 yas, %25,3’1 26-30 yas, %29,5’i 31-
38 yas, %14,6’s1 39-45 yas ve %8,8’1 ise 46 ve iizeri
yastadir.

Tablo 2 incelendiginde o&lgeklerin  ¢arpiklik
(skewness) ve basiklik (kurtosis) degerlerinin +2
deger aralifinda oldugu gorilmistiir. Bu durumda
verilerin normal dagildigi kabul edilmistir (George
& Mallery, 2019).

Tablo 2. Normallik Testi Bulgular: (N=396)

Ruminasyon Is Erteleme Orgiitsel
Atalet
Carpikhik -,563 ,193 -,408
Basiklik -, 189 -,349 -,107

Bu asamadan sonra dlgek ve alt boyutlar arasinda
olasi iligki ve iligkilerin yonii ve kuvveti i¢in
korelasyon analizine gegilmistir. Bulgular Tablo
3’deki gibidir.

Tablo 3 incelendiginde ilk olarak olgek ve alt
boyutlarda, katilimecilarin ruminasyon erteleme ve
orgiitsel  ataleti orta diizeyde algiladiklari
goriilmektedir. Ayrica dlgeklerin Cronbach’s Alpha
katsayilar1 incelendiginde degerlerin  giivenilir
diizeyde oldugu tespit edilmistir. Bu durumda elde
edilen verilerin giivenilir oldugu kabul edilmistir.
Korelasyon analizi sonuglarina gére de 6lgek ve alt
boyutlarin birbirleri ile istatistiksel olarak anlamli,
pozitif yonde ve orta diizeyde iliskili olduklart
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saptanmustir. Bu iliski dogas1 geregi orgiitsel atalet
ile alt boyutlar1 arasinda yiiksek diizeydedir.

Olgeklerin yap1 gegerliliginin sinanmast igin hipotez
testleri 6ncesinde her bir dlgege dogrulayict faktor
analizi (DFA) uygulanmistir. DFA sonucunda ¢ok
sayida uyum iyiligi indeksi ortaya ¢ikmakla birlikte
Giirbiiz (2021) N>250 érneklem i¢in X2, X?/df, CFlI,
SRMR ve RMSEA degerlerinin kontrol edilmesini
onermektedir. Uygulanan analiz sonucunda elde
edilen bulgular Tablo 4’teki gibidir.

Tablo 4’e gore dlgeklerin uyum 1iyiligi degerlerinin
iyi ve kabul edilebilir degerler arasinda oldugu
goriilmistiir. Ayrica is erteleme 6lgeginin 10, 12 ve
14. maddeleri ¢ok diisiik faktor yiikiine sahip
oldugundan analizden c¢ikarilmistir. Elde edilen
bulgular dogrultusunda 6lgeklerin yap1 gegerliliginin
saglandigi kabul edilmistir.

5.3. Hipotezlerin Sinanmasi

Hipotezlerin sinanmasi i¢in IBM SPSS Amos
yazilimi araciligt ile yapisal model analizinden
yararlanilacaktir. Coklu regresyon teknigi ile calisan
yapisal esitlik modeli temelli yapisal model ve yol
analizleri, birden ¢ok degisken arasindaki dogrudan,
dolayli ve diizenleyici iliskilerin  smandig1
modellerdir. Birden ¢ok teknigi olan bu modellerin
en giivenilir sonuglar iireten teknigi, dogrulayici
faktér analizi de igermesinden Otliri Ortiik
degiskenlerle yiiriitiilen yapisal model analizleridir.
Diger bir ifade ile ortiik degiskenlerle yiiriitillen
modelde oOncelikle o6lglim modeli sinanacak,
ardindan yapisal model dogrulanmaya c¢aligilacaktir
(Giirbliz, 2021: 99).

Tablo 3. Korelasyon Analizi Bulgular1 (N=396)

Ortalama  Std. Sp. 1 2 3 4 5 6
1-Ruminasyon 3,373 8583  (,937) 515" 631" 516" 533" 521
2-Erteleme 2,842 , 7946 (,827) ,554™ 477" 437" 4737
3-Orgiitsel Atalet 3,237 , 7586 (,866) ,827"" 848" 816"
4-icgorii Ataleti 3,099 ,8560 (,646) 576 5437
5-Eylem Ataleti 3,486 8846 (,794) ,489™
6-Psikolojik Atalet 3,063 1,0052 (,812)

** Korelasyon 0.01 diizeyinde anlamlidir. Parantez igerisindeki degerler Cronbach’s Alpha katsayilaridir.

Tablo 4. Olgekler DFA Modeli Uyum Indeksleri

indeks Ruminasyon is Erteleme  Orgiitsel Atalet Iyi Kabul Edilebilir
Olgegi Olgegi Olgegi Uyum Uyum Degerleri
Degerleri

X? p>0,05 p>0,05 p>0,05 p>0,05 p>0,05
Xdf 37 3,5 34 <3 3< (XHdf)<5
RMSEA ,08 ,08 0,7 <,05 <,08
SRMR ,064 ,043 061 <,05 <,08
CF1 ,903 ,957 928 >,95 >.90

Not: X*/df = Ki kare / serbestlik derecesi, RMSEA = Yaklasik Hatalarin Ortalama Karekokii, SRMR = Standartlastiriinig
Ortalama Hatalarm Karekdkii, CFI = Karsilagtirmali Uyum Indeksi. Referans Degerler: Giirbiiz (2021: 38)
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Hipotezler yapisal model analizi araciligi ile
smanacagindan ilk olarak Ol¢iim modeli test
edilmistir. Ol¢iim modeline gore tim maddelerin
anlamli (p<.05) oldugu ve model uyum iyiligi
indeksleri incelendiginde CMIN/df (2,97), CFI (.83),
SRMR (.072) ve RMSEA (.068) degerlerinin iyi-
kabul edilebilir diizey araliklarinda oldugu tespit
edilmistir (Giirbiiz, 2021). Bu bilgiler dogrultusunda
6l¢iim modelinin dogrulandig sdylenebilir.

Hipotezlerin sinanmasi ic¢in gerceklestirilen ortiik
degiskenli yapisal modelin sinanmasi sonucunda
Sekil 2’deki diyagram elde edilmistir.

A

b |
|
=

Ruminasyon

by |
Al
W)

61

1 by b

by by |
|

41

N

Nelal-iol

1E1 25
65

N) (V) (N) (W) (W)
i
W)

Is Erteleme

1EQ

N)(N)(N)(N

eq45

Orgutsel Atalet

yuriitiilmiistiir. Frekans analizi bulgularina gore
katilimcilarin ¢ogunlugu erkek, bekar, 31-38 yas
araliginda, 0-5 yil arasinda mesleki deneyime sahip
ve lisans mezunudur. Korelasyon analizi sonuglarina
gore ise Olcek ve alt boyutlarin birbirleri ile
istatistiksel olarak anlamli, pozitif yonde ve orta
diizeyde iliskili olduklar1 saptanmustir. Bu iligkiler
oOrgiitsel atalet ile alt boyutlar1 arasinda yiiksek
diizeyde tespit edilmistir. Liu, Zhang ve Xie (2023),
Constantin, English ve Mazmanian (2018) ve Gort,
Marcusson-Clavertz  ve  Kuehner (2021) de
ruminasyon ve erteleme arasinda pozitif yonde bir
iligskinin varligini tespit etmistir. Aragtirma sonuglari
bu bulguyu desteklemektedir. Nitekim ruminasyon

53

Iegora 1
Ataleti

1,00

53 40

1,00 Eylem :
Ataleti 49

1,00

62
50
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Sekil 2. Yapisal Modele Ait Standardize Yol Diyagrami

Buna gore tespit edilen uyum iyiligi indeksleri
[CMIN/df (2.58), CFlI (.85), SRMR (.072) ve
RMSEA (.063)] dogrultusunda yapisal model analizi
bulgulari, ruminasyonun orgiitsel atalet tizerindeki
etkisinin pozitif yonlii ve anlamli oldugunu (f = .61;
p<.05) ortaya koymaktadir. Bu durumda
arastirmanmin  Hy hipotezi desteklenmistir. Aym
zamanda is ertelemenin de Orgiitsel atalet {izerinde
pozitif yonlii anlamli bir etkisinin oldugu (f = .25;
p<.05) gorilmiistiir. Boylelikle aragtirmanin H»
hipotezi de desteklenmistir.

6. SONUC

Ruminasyon ve ig ertelemenin orgiitsel atalete olasi
etkilerinin sinandig1 arastirma, 396 katilimci ile

zihinde tekrarlanan diisiinceler baglaminda kisiyi
oyalayici ya da engelleyici bir faktdr olarak
goriilebilir. Kisinin zihni yerine sadece bedeni is
ortaminda oldugundan, bu durumun orgiitsel ataleti
artirdig1 beklenen bir sonug olarak kabul edilebilir.

Yapisal model analizi bulgularina goére ilk olarak
ruminasyonun orgiitsel atalet lizerinde pozitif yonde
bir etkisinin oldugu tespit edilmistir. Diger bir ifade
ile katilimcilarin ruminasyon algisi arttikga orgiitsel
atalet algilar1 da artmaktadir. Bu durumda Hj
hipotezi kabul edilmistir. Analiz bulgularina gore is
ertelemenin de orgiitsel atalet iizerinde pozitif yonlii
bir etkisinin oldugu saptanmistir. Boylelikle H»
hipotezi de kabul edilmistir. Literatiirde bu
bulgularin  tartigilabilecegi bir arastirma ile
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kargilagilmadigindan sonuglar mukayese
edilememistir. Bu yonii ile arastrmanin 06zgiin
oldugu soylenebilir. Ancak Dikili (2023), zaman
tuzaklarinin Orgiitsel atalet {izerinde pozitif yonli
etkisinin oldugunu bulgulamistir. Ruminasyon ve is
erteleme de zaman tuzagi kapsaminda ele
almabileceginden arastirma bulgularinin  kisitl
literatiirii destekledigi sdylenebilir.

Strekli giincellenen muhasebe ve vergi mevzuatlari,
miikelleflerden gelen talepler, veri girisleri ya da
beyannamelerin takibi gibi dikkat gerektiren isler
neticesinde muhasebe meslek mensuplarinin giinliik
yasantilart da goéz Oniinde  bulundurularak
ruminasyon ve ig ertelemeye yatkin bir sektorde
calistiklart soylenebilir. Nitekim muhasebe meslek
mensuplarinin ruminasyon ve i erteleme algilart
orta diizeyde tespit edilmistir. Bir mobilyact
zihninde planladig: isi bagtan sona sirali bir sekilde
yiiriitebilirken, muhasebe meslek mensuplarinin
isleri planladigi sira ile yiiriitebilmesi, yapilacak
islerin  dinamizmi  geregi  pek  miimkiin
goriinmemektedir. Islerin arasina, dnem derecegine
gore, stirekli farkli isler girebilmektedir. Elbette bu
durum is ertelemenin kisiden kaynaklanan sebepleri
arasinda degerlendirilmemelidir. Zira isin dinamik
yapist is ertelemeyi tetiklemektedir. Ancak nedensiz
yere iglerin erteleniyor olmasi ciddi bir sorundur.
Fakat isin niteligi geregi siirekli yarim birakilan igler
muhasebe meslek mensuplarinda is motivasyonu
kaybma neden olabilmektedir. Benzer sekilde
ruminasyonun da zihinde tekrarlanan diisiinceler
oldugu g6z oOniinde bulunduruldugunda, yine isin
niteligi bu hususta tetikleyici bir unsur olabilir.

Sonu¢ olarak ruminasyon ve 1is ertelemenin
muhasebe meslek mensuplarinda oOrgiitsel atalete
pozitif yonde etki ettigi tespit edilmistir. Orgiitsel
ataletin olumsuz sonuglari ise orgiitlerin goz ardi
etmemesi gereken bir husustur. O halde orgiitsel
ataletin Onciilleri kabul edilebilecek ruminasyon ve
i ertelemenin Onlenmesi, Orgiitsel ataletin
onlenmesine de katki saglayabilecektir. Bu durumda
Ozellikle fiziksel aktiviteler, zihin-beden temelli
uygulamalar, dikkatin bagka yone ¢ekilmesi, sanatsal
ve yaratict faaliyetler, sosyallesme ve uyumak,
yalniz kalmak ya da kendine zaman ayirmak gibi
stres yonetimine yonelik etkinliklerden (Akman &
Yildirim, 2020) yararlanilmasi ruminasyon ve is
ertelemenin azalmasinda yarar saglayabilir. Ayrica
ruminasyon ve is ertelemenin dnlenmesinde zaman
yonetiminden yararlanilabilir. Muhasebe meslek
mensuplari zaman ydnetimi konusunda kendilerini
gelistirebilmeleri i¢in ilgili egitim programlarindan
yararlanabilirler. Nitekim 6zellikle is ertelemenin en
onemli sebeplerinden bir tanesi kisinin zaman
yonetimi konusunda yetersiz olmadir (Baltaci,
2017). Ayrica literatiirdeki kisith  arastirma
bulgulari, bu degiskenlerin geri planda kaldiginin bir

gostergesi olabilir. Oysaki yikici etkileri olabilen
oOrgiitsel ataletin daha iyi anlasilabilmesine yonelik
aragtirmalara daha ¢ok ihtiya¢ vardir. Son olarak,
aragtirma modelinin farkli sektorlerde test edilmesi
ve ruminasyon ile is ertelemenin klinik boyutlarina
odaklanan disiplinleraras: arastirmalarin literatiire
kazandirilmasi dnerisinde bulunulabilir.

ETiK BEYANATI

Destek Bilgisi: Bu calisma, kamu, ticari veya kar
amact gltmeyen kuruluglar gibi herhangi bir
organizasyondan destek almamustir.

Etik Onay:: Insan katilimcilar igeren 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.  Arastirma  verilerinin
toplanmasindan Once Karamanoglu Mehmetbey
Universitesi Sosyal ve Beseri Bilimler Bilimsel
Arastirma ve Yaym Etigi Kurulu’'ndan 22.04.2024
tarih ve 06-2024/141 karar numarasiyla Etik Kurul
izni alinmistir.

Bilgilendirilmis Onam Formu: Caligmaya katilan
tim bireysel katilimcilardan bilgilendirilmis onam
formu alinmistir.
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1. GIRIS

Isletmelerin hizla gelisen dijital cagda firsatlari
algilamasi ve ele gegirmesi i¢in dinamik olmasi ve
dinamik  yetenekleri biinyesinde barmdirmasi
gerekmektedir (Teece, Pisano, & Shuen, 1997).
Dinamik yetenekler, isletmelerin is modellerini yeni
dijital firsatlarla entegre etmeleri ve iretilen
degerleri yakalamalar1 agisindan kritik Oneme
sahiptir (Heubeck, 2023). Giiniimiizde dijital
teknoloji, isletmelerin iiretim, satis ve dagitim
kanallarini hizla doniigiime ugratmustir  (Nasiri,
Ukko, Saunila, & Rantala, 2020). Isletmeler
iiriinlerini ve hizmetlerini internet araciligiyla, sosyal
medya platformlar1 ve uygulama magazalari yoluyla
miisterilerine sunma firsat1 yakalamiglardir (Nylén &
Holmstrom, 2015). Bu dijital doniigiim, dinamik
yetenekleri olumlu yonde etkilemistir (Nguyen,
Pham, & Freeman, 2023). Dinamik yetenekler,
isletmelerin hizla degisen pazar ortamlarina uyum
saglamasi ve gelismesi i¢in hayati 6neme sahiptir
(Teece et al, 1997). Dijital uzmanhiga sahip
yoneticiler, siirekli yenilenmeyi yonetmek ve daha
donanimlt  hale gelmek i¢in biiyiik caba
gostermektedir (Sousa-Zomer, Neely, & Martinez,
2020). Dinamik yetenekler, rekabet, pazardan pay
alma, oOrgiitsel ihtiyaglar ve {irlin inovasyonu gibi
isletmelerin  hayati damarlarimin  beslenmesini
saglamaktadir (Jiang, Mavondo, & Zhao, 2020).
Ayrica agik inovasyonu destekleyen dinamik
yetenekler, i¢ ve dis durumsal faktorlerle yakindan
iliskilidir (Wu, & Gao, 2022). Giiglii dinamik
yetenekler, isletmelerin firsatlart etkili bir sekilde
yakalayabilmesi i¢in i¢ ve dis kaynaklarm
kullanilmasini saglar (Jiang vd., 2020). isletmeler
insan kaynaklari, ig birligi, teknoloji ve inovasyon
alanlarinda dinamik yeteneklerini artirma yoluna
gitmektedir. Dinamik yeteneklere yapilan yatirim
daha rekabetgi ve yenilik¢i bir is ortamina yol
acmaktadir (Albats, Podmetina, & Vanhaverbeke,
2023). Algilama, yakalama ve yeniden yapilandirma
stireglerini kapsayan dinamik yetenekler, isletme
amag¢ ve hedeflerine ulagma faaliyetlerinde 6nemli
bir aractir. Isletmeler hizla degisen pazar kosullarina
uyum saglamak ve yeni firsatlar1 yakalamak igin bu
dinamik yetenekleri aktif olarak gelistirmek ve
beslemek i¢in ¢aligmalar yapmaktadir (Teece, 2018).

Dinamik yetenekler, isletmelerin yenilik¢i ve
miisteri odakli ig modelleri olusturmasina yardimct
olmaktadir (Soluk, Miroshnychenko,
Kammerlander, & De Massis, 2021). Teece vd.
(1997) dinamik yetenekleri, isletmenin degisen pazar
ortamlarina hizla entegre olma ve uyum saglama
yetenegi olarak tanimlamigtir. Dinamik yetenekleri
stirdiirmek i¢in kurumsal yenilenme, veri analizi,
dijital uzmanliga sahip yoneticiler ve siirekli
yenilenmeyi yonetmek gerekmektedir (Mikalef,
Krogstie, Pappas, & Pavlou, 2020; Sousa-Zomer vd.,

2020). isletmeler, dis firsatlar1 algilamak ve ele

gecirmek icin dinamik yeteneklerini
gelistirmektedirler. Yoneticiler dinamik
yeteneklerini yenilik¢i yeteneklerle

birlestirmektedirler (Chatterjee, Chaudhuri, Vrontis,
& Giovando, 2023). Isletmelere 6nemli katkilar
saglayan dinamik yetenekler yaklasimi, rekabet
avantaji saglamak ve oOrgiitlerin performanslarini
artirmak agisindan 6nemli bir unsurdur.

Dinamik yetenekler dlgcek uyarlama calismasinda,
orgiitsel yeteneklere yeni bir anlayis getiren dinamik
yetenekler kavrami ayrintili bir sekilde ele alinmustir.
Calisma, isletmelerin rekabet iistiinliigii kazanmalar1
ve bu distiinligii siirdiirebilmeleri sorunsalinda
dinamik yeteneklerin 6nemi iizerinde durmaktadir.

Bu dogrultuda c¢alismada Wilden vd. (2013)
tarafindan  gelistirilen = Dinamik  Yetenekler
Olgegi’'nin Tiirkceye uyarlamasimin  yapilmast,
gecerlilik ve giivenirlik analizlerinin

gerceklestirilmesi ve literatiirdeki bu eksikligin
giderilmesi amaglanmigtir. Dinamik Yetenekler
6lgeginin Tiirkceye uyarlama caligmasinda izlenen
sire¢c asagidaki boliimlerde ayrintili  olarak
sunulmustur.

2. DINAMIK YETENEKLER

Dinamik yetenekler 90’11 yillarin ortalarinda ortaya
¢ikan bir kavramdir (Teece & Pisano, 1994).
Dinamik yetenekler kavram olarak, yonetim ve
organizasyon literatiiriinde ilk olarak Teece, Pisano
& Shuen’in 1997 yilinda yayinladiklart "Dinamik
Yetenekler ve Stratejik Yonetim" adli makaleleri ile
ortaya ¢cikmistir. Bu ¢alismada dinamik yetenekler,
isletmenin {irlin yelpazesinde yenilik yapmak,
miisteri istek/ihtiyaglarina zamaninda ve hizli cevap
vermek, isletmenin yeteneklerinin etkili sekilde
yonetilmesi ve uygulamaya konulmasma iligkin
yonetim yetenegi olarak ifade edilmistir (Teece &
Pisano, 1994). Isletmelerin mevcut dinamik
yeteneklerinin farkina varmalar1 ve gelistirmeleri,
giincel teknolojiyi takip ederek bagka dinamik
yetenekler elde etmeleri, degisken ¢evre sartlarinda
isletmelerin giiglenmesini saglamaktadir.

Kaynak temelli yaklasim, dinamik yeteneklerin
temelini olusturmaktadir. Kaynak temelli yaklagima
gore isletmelerin ihtiyag¢ duydugu tiretim kaynaklar1
fiziksel ~ kaynaklar, insan  kaynaklari  ve
organizasyonel kaynaklar olarak ifade edilmektedir.
Bu kaynaklarin en iyi sekilde degerlendirilmesi,
isletmenin siirdiiriilebilirligi ve rekabet avantaj1 elde
etmesinin temelini olusturmaktadir (Barney, 1991;
Peteraf, 1993). Kaynak temelli yaklasim, isletmenin
elinde bulundurdugu kaynaklarin yonetilmesi ve
gelistirilmesi i¢in dinamik yeteneklere ihtiyag
oldugunu ifade etmektedir. Teece vd. (1997),
dinamik yetenekler yaklasiminin, igletmelerin
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degisken cevre kosullarini yeterince izlememeleri ve
mevcut kaynaklara odaklanmalar1 nedeni ile
dogdugunu ifade etmislerdir. Dinamik yetenekler
yaklagimi, kaynak temelli yaklagimin tersine
cevresel degisimin Orgiit {izerindeki roliine dikkat
¢ekmektedir. Dinamik yetenekler, isletmelerin
kaynaklarimi ¢evredeki degisimler yoniinde yeniden
yapilandirabilme kapasiteleri olarak
tanimlanmaktadir (Ambrosini & Bowman, 2009).

Dinamik yeteneklerin siradan yeteneklerden farkli
olarak cevredeki yenilik ve degisimi yakalama gibi
stireclerle ilgili olarak stratejik planlama kapsaminda
degerlendirilmesi gerekmektedir. Bu baglamda
isletmelerin dinamik yeteneklerinin gelistirilmesi,
ist diizey yeteneklerin gelistirilmesi anlamina
gelmektedir (Teece vd., 1997). Dinamik yetenekler
kavrami, siirekli degisim ve belirsizlik i¢inde olan
cevrelerde igletmelerin yetkinliklerini algilama, ele
gecirme ve yeniden yapilandirma yetenegi olarak
tanimlanmaktadir (Teece, Peteraf, & Leih, 2016).
Isletmeler, ¢evredeki tehdit ve firsatlar
degerlendirmeleri ve ihtiyaglarimi karsilamalari igin
dinamik yeteneklere ihtiyag duymaktadirlar (Teece,
2007). Dinamik yetenekler, sektdrde degisim
yaratmak icin kaynaklar1 elde etme/elden ¢ikarma
veya birlestirme/yeniden yapilandirma gibi isletme
stirecleri olarak ele alinmistir (Eisenhardt & Martin,
2000). Dinamik yetenekler, orgiitlerin amag¢ ve
hedeflerine ulasabilmeleri ig¢in kendi mevcut
kaynaklarini ve is siireclerini yeniden yapilandirma
yetenekleridir (Zahra, Sapienza, & Davidsson,
2006). Bu nedenle dinamik yetenekler, isletme
fonksiyonlariin her biriyle yakindan iligkili bir
kavramdir.

Teece (2007) yapmis oldugu g¢alismada dinamik
yetenekler siirecini algilama, ele gegirme ve yeniden
yapilandirma olarak ii¢ siirecte ele almistir. Pavlou &
El Sawy (2011) dort yapili dinamik yetenekler
modeli gelistirmistir. Bu modele gore dinamik
yetenekler sezme, Ogrenme, koordinasyon ve
biitiinlesme siire¢lerinden olugmaktadir. Wang & Li
(2013) ise gelistirmis oldugu dinamik yetenekler
modelinde dort boyuttan sdz etmistir. Bu boyutlar,
firsatlar1 algilama, kaynaklar1 elde etme, orgiitsel
O0grenme ve bitiinlesmedir. Teece, dinamik
yeteneklerin, algilama/sensing, ele gecirme/seizing
ve yeniden yapilandirma/reconfiguration olarak ¢
siirecten olustugunu ifade etmistir (Teece, 2007,
Teece vd., 2016). Dinamik yetenekler konulu
caligmalarda en ¢ok kullanilan algilama, ele ge¢irme
ve yeniden yapilandirma siiregleri, asagidaki
boliimlerde ayrintili olarak ele alinmustir.

2.1. Algilama

Latince Algilama, bir igletmenin teknolojideki ve dis
cevredeki degisimlerin hizli ve etkili bir sekilde

farkina varmasi olarak tanimlanabilir. Yeni firsatlari
hissetme, algilama, sezme yetenegi, yogun bir
aragtirma ve degerlendirme iglevi gerektirir (Teece,
2007). Isletmeler baska isletmelerle kiyaslama
yaparak, onlarin aragtirmalarii = gdzlemleyerek
sektordeki yeni trendleri ve yeni firsatlar
sezebilirler. Algilama siirecinde isletme yoneticileri
ve diger c¢alisanlar giincel bilgi edinmek amaciyla
meslek odalarina, konferanslara, fuar ve sergilere
katilirlar (Danneels, 2011). Yoneticiler c¢evredeki
bilgilere erisim saglayarak yeni digsal/i¢sel bilgiler
ve firsatlar yaratabilirler (Teece, & Leih, 2016).
Isletmelerin iiniversiteler ve arastirma kurumlari ile
olan ig birligi faaliyetleri, onlarin teknolojik yenilik
yapma, yeni iirlin ve hizmet gelistirme ihtiyacini
onemli  o6lclide  hizlandirmaktadir.  Ozellikle
isletmelerin aragtirma ve gelistirme departmanina
yaptiklar1 yatirim, isletmede yeniligi tesvik eden en
onemli unsurlardan biridir (Zhou, Yan, & Sun,
2022). Isletmelerin, cevredeki firsatlari algilama, bu
firsatlar1 degerlendirme, isletmeye entegre etme ve
gerekli teknolojiyi kullanma konusunda hazirlikli
olmalar1 gerekmektedir (Teece, 2007). Algilama
siirecinde isletme yonetici ve calisanlari, fuar,
kongre ve dernek faaliyetlerine katilarak sektoriin
icinde yer almaktadir. Bdylece miisteri ihtiyaglar1 ve
miisteri yenilikleri takip edilmekte, sektordeki
yenilikgi uygulamalar gozlenmekte ve c¢evre
hakkinda bilgi toplanmaktadir (Wilden vd., 2013).

2.2. Ele Gegirme

Latince Ele gegirme, bir igletmenin edindigi bilgiyi
isletme siire¢lerinde kullanmasi ve ¢evredeki
firsatlara hizla yanit verme kapasitesidir (Jantunen,
Ellonen, & Johansson, 2012). Isletmelerin dis ¢evre
kosullarinda izledigi bir degisimi algilamasi ve bu
degisimi ele gecirip/d6grenip isletmeye getirmesi
dinamik yeteneklere sahip olmasini
gerektirmektedir. isletme algilama yetenegi ile dissal
bilgiye ulasarak ve stratejik esneklik ozelligi
gostererek, isletme siireclerinde bu yetenegi
kullanabilir (Zahra vd., 2006). Ele ge¢irme kavramu,
bir firsatt algiladiktan sonra bu firsattan fayda
saglamak i¢in isletme kaynaklarmin organize
edilmesi siirecinin ydnetilmesidir. Isletme igin yeni
bir firsat algilandiginda, bu firsata yonelik yeni
uriinler, siirecler veya hizmetler ile harekete
gecilmelidir. Bunun i¢in igletmenin arastirma ve
gelistirme c¢alismalarina yatirrm yapmasi uygun
olacaktir. Isletmenin dis c¢evredeki firsatlari
degerlendirmesi, teknolojik yeteneklerini
gelistirmesi ve firsatlar olgunlastiginda gerekli
teknolojik  yatirimlart  yapmas:  gerekmektedir
(Teece, 2007). Ele geg¢irme siirecinde algilanan
bilgiler  degerlendirilerek  gerekli  yatirimlar
yapilmakta, sektdrdeki en iyi uygulamalar
benimsenmektedir. Miisteri ve c¢alisanlarin geri
doniisleri degerlendirilerek isletmedeki eksiklikler
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giderilmekte ~ ve  gerekiyorsa  uygulamalar
degistirilmektedir (Wilden vd., 2013).

2.3. Yeniden Yapilandirma

Yeniden yapilandirma, isletmenin i¢ ve dis

degisimlere yonelik yeteneklerin ve kaynaklarin
uyarlanmasi/donistiiriilmesi olarak ifade edilebilir
(Teece, 2007). Algilama ve ele gegirme siireclerinde
elde edilen yeniliklerin isletme i¢in kullanilmasi,
uzun bir siireci kapsayabilir. Yeniden yapilandirma,
elde edilen yeni yeteneklerle isletmenin yeniden
sekillendirilmesi, mevcut tiriinlerin iyilestirilmesi ve
mevcut  siireglerde  degisiklikler  yapilmasidir
(Gimiisliioglu &  Acur, 2016). Yeniden
yapilandirma yetenegi, yeni yetencklere gore
belirlenen  stratejilerin - uygulanmasi, isletme
varliklarinin, iretim kaynaklarinin ve mevcut
yapilarin diizenlenmesidir. Bu siiregte isletmeye
dahil edilen yeni yetenekler isletmenin dinamik
yetenegi olarak kalici hale gelmektedir. Yeniden
yapilandirma siirecinde, algilanan bilgi ve elde
edilen yenilikler dogrultusunda, yeni yonetim ve
pazarlama yOntem/stratejileri uygulanmaktadir.
Isletme hedef ve amagclarina ulasmak amaciyla yeni
ve degistirilmis yollar kullanilarak i stirecleri
yenilenmektedir (Wilden vd., 2013). Isletmelerin
giniimiiz degisken ve calkantili g¢evre sartlarina
uyum saglayabilmesi igin faaliyetlerini hizlandirarak
elde ettigi yenilikleri ve yetenekleri, isletme
stireglerine dahil etmeleri gerekmektedir.

3. YONTEM

Dinamik Yetenekler Olcek Uyarlama ¢aligmasinin
uygulama siirecinde iki grup ile calistlmistir.
Arastirmada katilimcilarin  belirlenmesi amaciyla
rastlantisal Orneklem metodu secilmis ve anket
yontemi uygulanmistir. Olgegin gegerliligi icin iki
ayrt ¢alisma grubundan veri toplanmustir. Birinci
calisma grubu saglik sektoriinde galigsan 174 kisiden
olugmaktadir. Arastirmada acimlayici faktor analizi,
dinamik yetenekler dlceginin orijinalinde yer alan 12
madde dahilinde yapilmigtir. Faktor analizi
sonuglarina gore, orijinal Olgekten farkli olarak
Tiirk¢e uyarlamasinda 3 yerine 2 alt boyut oldugu
tespit edilmistir. 8. Madde binisik madde oldugu i¢in
cikarilmigtir. Birinci ¢aligma grubundan toplanan
verilerin analizinde KMO Bartlett testi ile
dogrulayic1  faktdor analizi  yapilmistir. Bu
uygulamada, en iyi uyum degerlerinin iki boyutlu
yap! tarafindan saglandig1 ortaya cikarilmistir. Tkinci
caligma grubu, liretim sektoriinde ¢alisan 227 kisiden
olusmaktadir. Ikinci calisma grubundan elde edilen
verilerin analizinde KMO Bartlett testi ile
dogrulayici  faktér analizi  yapilmistir. Bu
uygulamada da en iyi uyum degerlerinin iki boyutlu
yapi tarafindan saglandigi ortaya ¢ikarilmustir.

3.1. Olgegin Tiirkceye Ceviri Siireci

Tiirk¢e ¢evirisi yapilan Dinamik Yetenekler
Olgegi’nin (Wilden vd., 2013) ceviri siirecinde
Brislin, Lonner, & Thorndike (1973)’nin gelistirmis
olduklart bes asamadan olusan o6l¢ek uyarlama
modelinden yararlanilmigtir. Bu bes asama; ilk
¢evirinin yapilmasi, bu g¢evirinin degerlendirilmesi,
geri ceviri yapilmast, geri ¢evirinin
degerlendirilmesi ve  uzman  kontroliinden
olusmaktadir. Dinamik Yetenekler Olcegi’nin
Tiirkge ¢evirisi, Ingiliz Dili ve Edebiyati
boéliimiinden iki akademisyen tarafindan yapilmistir.
Olgegin Tiirkce cevirisi, yonetim ve organizasyon
alaninda uzman iki akademisyen tarafindan
incelenmistir. Bu incelemede; sorularin anlagilirlig
gozden gecirilmis, kiiltiirel uygunluguna bakilmis ve
100 tizerinden puanlandirilmigtir. Tablo 1’de A ve B
olarak kodlanan Ingiliz Dili ve Edebiyati 6gretim
elemanlarinin yapmis oldugu Tiirk¢e ¢evirinin alan
uzmanlar1 tarafindan degerlendirilmesi sonucu,
6l¢ek maddelerinin aldig1 puanlar gériilmektedir.

Tablo 1. Tiirk¢eye Cevrilen Olgek
Maddelerine Verilen Puanlar
Madde A B

No. Cevirisi Cevirisi

1 100 100

2 96 98
3 100 100
4 98 100
5 97 o8
6 100 100
7 o8 100
8 o8 o8
° 97 98
10 100 100
11 100 100
12 96 97
Degerlendirme sonucunda elde edilen puanlar

dikkate alinarak, A ve B Ingiliz Dili ve Edebiyati
Ogretim elemanlar1 tarafindan Tiirkge cevirilerini
revize edilmis ve gerekli diizeltmeler yapilmustir.
Elde edilen Tiirkce dlcegin, yeniden Ingilizce’ye
cevrisi, iiniversitede calisan iki Ingiliz Dili ve
Edebiyati akademisyeni tarafindan yapilmgstir.
Yeniden Ingilizceye ¢evrilen 6lgek, farkhi iki
yonetim ve organizasyon alan uzmanlari tarafindan
tekrar degerlendirilmis, 100 iizerinden
puanlandirilmis ve 6zgiin haliyle karsilagtirilmistir.
Tablo 2’de C ve D olarak kodlanan ingiliz Dili ve
Edebiyati  6gretim  elemanlarinin  Tiirkgeden
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Ingilizceye yaptiklar1 gevirinin dlgek maddelerinin
aldig1 puanlar goriilmektedir.

Tablo 2. Tiirkgeden Ingilizceye Yapilan Ceviride
Olcek Maddelerine Verilen Puanlar

Madde C D
No. Cevirisi  Cevirisi
1 100 100
2 100 100
3 100 100
4 99 100
5 100 98
6 100 100
7 98 100
8 100 98
9 98 98
10 100 100
11 100 100
12 100 100
Uzman degerlendirmeleri sonrasinda, Olcegin

basarili bir sekilde dilden aktarimi yapilmistir.
Olgegin Ingilizce gevirisine verilen ortalama puanin
A ic¢in 98,3 ve B i¢in 99,08 oldugu goriilmiistiir.
Tiirkgeye cevrilen 6lcegin Ingilizceye geri cevirisine
verilen ortalama puanin C igin 99,58 ve D i¢in 99,5
oldugu goriilmiistiir. Olcegin ¢evirisine ve geri
cevirisine verilen puanlarm 98,3 ve iizeri oldugu
goriilmektedir. Tiirkge ¢evirisinin kolay anlasilabilir
ve kolay uygulanabilir olmast i¢in 6lgek, Yonetim ve
Organizasyon konusunda iki uzman tarafindan tekrar
gozden gecirilmistir. Uzman goriisleri dikkate
almarak olgegin 4. maddesinde yer alan “economic
information” kavrami, daha iyi anlagilmasi amaciyla
“ekonomik bilgi (veri)” olarak cevrilmistir. Olgegin
7. maddesinde yer alan “We respond to defects
pointed out by employees.” ifadesi “Calisanlarin
bildirdigi eksiklikleri gidermeye ¢alisiriz.” seklinde

“Yeniden Yapilandirma” boyutundaki maddeleri
yanitlarken dikkate alinmasi istenilen “2004 ve 2008
yillar1 arasinda asagidaki faaliyetleri ne siklikla
gerceklestirdiniz?” sorusu, Ol¢egin belirli yillar ile
sinirlandirilmadan her dénemde kullanilabilmesi i¢in
Tirkege gevirisine dahil edilmemistir.

Dinamik Yetenekler Olgegi’nin bes asamadan
olusan Tiirkceye ceviri siireci sonucunda, 6lgegin
cevirisinin ~ bu  haliyle mevcut ¢alismada
kullanilmasina karar verilmistir (Brislin vd., 1973).
Tablo 3’te ceviri siireci sonucu elde edilen iig¢
boyutlu “Dinamik Yetenekler Olgegi”nin Tiirkce
¢evirisi sunulmustur.

3.2. Dinamik Yetenekler Olcegi Uyarlama Siireci

Wilden vd., (2013) tarafindan gelistirilen Dinamik
Yetenekler Olgegi, “Algilama”, “Ele Gegirme” ve
“Yeniden Yapilandirma” olarak ii¢ alt boyuttan ve 12
maddeden olusmaktadir. Olgegin alt boyutlaridan
“Algilama” boyutu 1, 2, 3, 4 numarali maddelerle,
“Ele Gegirme” boyutu 5, 6, 7, 8 numaralt maddelerle
ve “Yeniden Yapilandirma” boyutu 9, 10, 11, 12
numarali maddelerle dl¢tilmektedir. Orijinal dlgekte
oldugu gibi katihmcilarin &lgek  maddelerini
degerlendirirken 1 ile 5 arasinda (Hig¢ katilmiyorum-
Kesinlikle katiltyorum) bir degeri isaretlemeleri
istenmistir. “Likert tipi derecelendirme” ad1 verilen
bu teknik, bireyin algilarinin, disiincelerinin ve
tutumlarmin, yiiksek giivenirlik ve gegerlikte 6lgiim
yapilmasint  saglamaktadir  (Tavsancil, 2014;
Tekindal, 2009). Olcekte “Miisterilerimize ¢oziim
bulmak i¢in yatirim yapariz.” ve “Sektoriimiizdeki
en iyi uygulamalari benimseriz.” gibi ifadeler yer
almaktadir. Olgegin yiiksek puanlar ifade etmesi her
bir alt boyuta dair degerlendirmenin yiiksek
oldugunu belirtmektedir.

Tirkee ¢evirisi  yapilmistir.  Orijinal  Olgekte
Tablo 3. Dinamik Yetenekler Olgegi’nin Tiirkge Cevirisi
Olgek Madde  Olcek Maddeleri
Boyutlan No.
1 Calisanlar, mesleki dernek faaliyetlerine katilirlar.
2 Hedef pazar segmentlerini, degisen miisteri ihtiyaclarini ve miisteri
yeniliklerini belirlemek i¢in yerlesik siiregleri kullaninz.
Algilama 3 Sektoriimiizdeki en 1yi uygulamalarn gozlemleriz.
4 Faaliyetlerimiz ve operasyonel gevremiz hakkinda ekonomik bilgi
(veri) toplariz.
5 Miisterilerimize ¢dziim bulmak i¢in yatirim yapariz.
6 Sektoriimiizdeki en iyi uygulamalan benimseriz.
Ele Ge¢irme 7 Calisanlarin bildirdigi eksiklikleri gidermeye galisiriz.
8 Miisteri geri bildirimleri bize degisiklik yapmamiz gereken sebepleri
sundugunda uygulamalarimizi degistiririz.
9 Yeni tiir yonetim yontemleri uygulariz.
10 Yeni veya Onemli Olglide degistirilmis pazarlama yontem veya
Yeniden stratejilerini uygulanz.
Yapilandirma 11 Is siireclerini 6nemli dl¢iide yenileriz.
12 Hedeflerimize ve amaglarimiza ulasmanin yeni veya biiyiik 6lciide

degistirilmis yollarini uygulariz.
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Olgegin “Algilama”, “Ele Gegirme” ve “Yeniden
Yapilandirma” alt boyutlarindan olusan orijinal {i¢
faktorlii  yapilanmasinin  Tiirk¢e uyarlamasinda
yapilan analizler sonucunda, iki faktorlii bir yapi
gosterdigi belirlenmistir. Bu iki boyut, “Algilama
Ele Gegirme” ve “Yeniden Yapilandirma” olarak
adlandirilmistir. Orijinal 6lgekte bulunan 8. Madde
binisik madde oldugu igin Olgekten cikarilmistir.
Olgegin gecerliligi icin iki ayr1 galisma grubundan
veri toplanmustir. Birinci ¢aligma grubu, saglik
sektoriinde ¢aligan 174 kisiden olugmaktadir. Birinci
calisma grubundan toplanan verilerin analizinde
KMO Bartlett testi ile dogrulayict faktor analizi
yaptlmistir. Bu uygulamada, en iyi uyum
degerlerinin iki boyutlu yap1 tarafindan saglandigi
ortaya ¢ikarilmustir. ikinci ¢alisma grubu, iiretim
sektoriinde galisan karma bir gruptur ve 227 kisiden
olusmaktadir. Ikinci calisma grubundan elde edilen
verilerin analizinde KMO Bartlett testi ile
dogrulayici faktor analizi yapilmistir. Daha sonra her
iki calisma  grubunun analiz sonuglari
karsilastirlmistir.  Olgegin  giivenirlik analizleri
sonucunda Dinamik Yetenekler 6l¢eginin tiimii igin
Cronbach’s Alpha katsayis1 ,90; “Algilama Ele
Gegirme” alt boyutunun ,87 ve “Yeniden
Yapilandirma”  alt  boyutunun  ,83  olarak
hesaplanmistir. Bu sonuglar dogrultusunda, Dinamik
Yetenekler 6lgeginin biitiin sektorlerde
kullanilabilecek bir 6l¢iim aract ozelligi tasidigi
sonucuna varilmistir (Luthans, Youssef, & Avolio,
2007).

3.3. Arastirmada Kullanilan Analiz Yontemleri
3.3.1. A¢imlayic1 faktor analizi

Olgek uyarlama ¢alismasinda kullanilan 6lgegin yap1
gecerligini saptamak icin agimlayict faktor analizi
yaptlmigtir.  Arastirma  katilimcilarmin ~ Glgek
maddelerini iyi bir derecede ayirt edebilmeleri igin,
6lgek maddelerinin toplam korelasyon degerleri ve
faktor yiik degerlerinin %30 ve daha yiiksek olmasi
gerekmektedir  (Biiyiikoztiirk, 2007). Verilerin
carpiklik ve basiklik katsayilarmin hesaplanmasi
yoluyla normallik diizeylerine bakilmigtir. Bu
dogrultuda ¢oklu normallik testleri
gerceklestirilmigtir. Verilerin ¢arpiklik ve basiklik
degerlerinin +2 araliginda yer almasinin, normal
dagilim gosterdiginin anlasilmasi igin yeterli oldugu
diisiniilmektedir (George & Mallery, 2010).
Arastirmada kullanilan 6rneklemlerin faktor analizi
icin KMO ve Bartlett testinden yararlanilmistir.
Aragtirmada kullanilan 6rneklem biiyiikligiiniin test
edilmesi amaciyla KMO katsayis1 hesaplanmus,
normal dagilim gosterip gostermedigi Bartlett testi
uygulanarak arastirilmistir. Faktor analizi yapilip
yapilmayacagina ise Barlett testi sonucu
degerlendirilerek karar verilmistir. Uygulanan analiz
teknikleri sonucu elde edilen KMO degerinin “50”
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ve daha yiiksek, Bartlett testi sonucunun istatistiksel
olarak anlamli olmasi gerekmektedir (Jeong, 2004:
70). Arastirmada faktor yiik degerlerine faktor
analizi ile bakilmistir. Bu analiz degerleri
incelenerek Tiirkgeye uyarlanan Olgegin faktor
yapisina ve madde sayisina karar verilmistir.

3.3.2. Giivenirlik analizi

Dinamik yetenekler olgeginin giivenirlik diizeyi
Cronbach’s Alpha katsayisi ile test edilmistir.
Cronbach’s Alpha katsayis1 ,00 < o < 1,00 arasinda
bir deger almaktadir. Giivenirlik derecesi acisindan
deger araliklart su sekildedir: ,00 < a < 40
giivenilir degil; 40 < a <,60 giivenirligi diisiik; 60
< o <,80 oldukga giivenilir; 80 < o < 1,00 yiiksek
derecede giivenilir (Nunnally, 1967). Ayrica AVE ve
CR degerlerine bakilmustir.

3.3.3. Dogrulayici faktor analizi (DFA)

Dogrulayict Faktér Analizi'nde (DFA) modelin
yeterli olup olmadigini belirlemek i¢in bazi uyum
indeksleri arastirilir. DFA, arastirmanin kuramsal
modelinin elde edilen ger¢ek veriler ile farklilik
gosterip gostermedigini tespit etmek ve aralarindaki
giiclii ve zayif yonleri saptamak amaciyla yapilir. Bu
analiz sonuglarma gore Olgeklerin toplami ve
Olgeklere ait boyutlar incelendiginde, hepsinin
normal dagilim gosterdigi saptanmistir. Mevcut
calismada, elde edilen verilerin analizinde SPSS 24.0
programi, DFA i¢cin AMOS kullanilmistir. Analiz
sonuglar1 %95 giiven diizeyinde ele alinmistir. Tablo
4’te DFA’da kullanilacak uyum indeksleri, kabul
edilebilir degerleri ve indekslerin o6zellikleri yer
almaktadir.

Tablo 4. Uyum indeksleri

Degerlendirme  Uyum Aciklama Deger Araliklan
Gaostergesi indeksleri
Cikarimsal 13/ sd N>200 oldugunda ki-kare serbestlik 2 <y*/sd<3: Kabul
uyum indeksi derecesinin kullamlmas: edilebilir uyum

gerekmektedir. 0 <y/sd < 2: Iyi uyum
Alternatif RMSEA Uyum indeksleri arasinda en 00 < RMSEA < .05: lyi
uyum indeksi popiiler olamt RMSEA'dir uyum

05 <RMSEA <.08:

Kabul edilebilir uyum
0<SRMR<0.05: lyi uyum
0.05<SRMR<0.10: Kabul

SRMR Gozlenen ve tahmin edilen
kovaryanslar arasindaki

standartlastinlmg fark: ifade edilebilir uyum
etmektedir.
Artimh uyum  CFI En fazla kullamlan indekslerden 0.95<CFI<1.00 : lyi uyum
indeksi biridir. Onerilen modeli bog 0.90<CFI<0.95: Kabul
modelle kargilagtirma manti ile edilebilir uyum
onlemler arasinda higbir iligki
olmadigim varsayar
NNFI(TLI)  Sifir model ve arastirmacinin 0.95 <NNFI(TLI) £ 1.0:
modelini, serbestlik derecesini lyi uyum
katarak negatif yanhhg diizeltmeye  0.90 <NNFI(TLI) < .95
calisir. Kabul edilebilir uyum
Tammlayicr AGF1 Omeklem biiyikligiyle 0.90 < AGFI < 1.00: Iyi

Uyum indeksi diizenlenmis GFI uyum indeksidir ~ uyum
ve omeklem biiyiik oldugunda bu 85 < AGF1 < 0.90: Kabul
indeks kullanihr. edilebilir uyum

Kaynakga: Sakalli ve Arikan, 2024.
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4. BULGULAR
4.1. Katihmeilara iliskin Demografik Bulgular

Tablo 5°te birinci g¢aliyma grubu olan saghk
sektoriinden elde edilen 117 katilimcinin verilerinin
demografik analiz sonuglart yer almaktadir.

Tablo 5’teki analiz sonucglarina goére arastirmaya
katilan birinci ¢alisma grubu olan saglik sektorii
calisanlarinin demografik ozellikleri su sekilde
Ozetlenmistir: Katilimcilarin = %52,9’unun  kadin,
%46’s11n evli oldugu bulgulanmistir. Egitim diizeyi
acisindan, katilimeilarin %37.9'u 6n lisans mezunu
olup, bu grup en yiiksek orami temsil etmektedir.
Kurumlarindaki ¢alisma siirelerine gore, %46’s1 1-5
yil arasinda c¢alismaktadir, bu da deneyimli bir
calisan profiline isaret etmektedir. Toplam is
deneyiminde ise %39,1°1 4-10 y1l arasinda deneyime
sahiptir. Tablo 6°da ikinci ¢aligma grubu olan tiretim
sektoriinden elde edilen 228 katilimcinin verilerinin
demografik analiz sonuglar1 yer almaktadir.

Tablo 6’da goriildiigii gibi aragtirmaya katilan ikinci
calisma grubu olan iiretim sektdrii ¢alisanlarinin
demografik o6zellikleri su sekilde Ozetlenmistir:
Katilimcilarin %61,2°sinin kadin ve %75,3 linlin
evli oldugu tespit edilmistir. Egitim diizeyi
agisindan, katilimcilarin %52°si 6n lisans mezunu
olup, bu grup en yiiksek orani temsil etmektedir.
Kurumlarindaki ¢alisma siirelerine goére, %48,5°1 1-
5 yil arasinda g¢aligmaktadir. Bu da deneyimli bir
calisan profiline isaret etmektedir. Toplam is
deneyiminde ise %50,2’si 0-3 y1l arasinda deneyime
sahiptir.

4.2. Katihmeilara iliskin A¢iklayic: Bulgular

Dinamik yetenekler 6lgek uyarlama c¢aligmasinin
katilimeilart  olan saglik ve dretim sektorii
calisanlarinin  verilerinin  analizi sonucu, bazi
aciklayicr istatistiki bulgulara ulasilmistir. Tablo
7’de katilimcilara ait acgiklayicr istatistiki bulgular
sunulmustur.

Tablo 7 incelendiginde, arastirma katilimcilarinin
dinamik yetenekler Olgegi ve alt boyutlarindan
ortalamadan (Ort.=3) yiiksek degerler aldiklar
goriilmektedir. Katilimcilara ait  ortalamalarin
birbirine yakin ve gorece olarak Algilama, Ele

Tablo 5. Birinci Calisma Grubunun (Saglik Sektorii)
Demografik Analiz Sonuglart

Degiskenler Gruplar Frekans %
(N=174)
Cinsiyet Kadin 92 52,9
Erkek 82 47,1
Medeni Durum  Bekar 80 46,0
Evli 94 54,0
Ogrenim Lise 30 17,2
Durumu On lisans 66 37,9
Lisans 51 29,3
Lisansiistii 27 15,5
Kurumunuzdaki 1 yildan az 47 27,0
Calisma Siiresi ~ 1-5 yil arasi 80 46,0
6-10 yil aras1 29 16,7
10 yil ve tizeri 18 10,3
Toplam Iy 0-3yilarast 52 29,9
Deneyimi 4-10 yil arast 68 39,1
11-20 yil arast 44 25,3
21 yil velizeri 10 5,7

Tablo 6. Ikinci Calisma Grubunun (Uretim Sektorii)
Demografik Analiz Sonuglan

Degiskenler Gruplar Frekans %
(N=174)
Cinsiyet Kadin 139 61,2
Erkek 88 38,8
Medeni Durum  Bekar 56 247
Evli 171 753
Ogrenim Lise 69 304
Durumu On lisans 118 52,0
Lisans 40 176
Kurumunuzdaki 1 yildan az 84 370
Cahsma Siiresi ~ 1-Sylarast 110 85
6-10 yil arast 24 10,6
10 yil ve iizeri 9 40
Toplam s 0-3ylarast 114 50,2
Deneyimi 4-10yll arast 71 313
11-20 yil arast 34 15,0
2l yil veiizeri 8 3,5

Tablo 7. Katilimcilara Ait Agiklayici Istatistiki Bulgular

N  Minimum Maximum Ortalama SS

Algilama Ele Ge¢irme 401 1,29
Yeniden Yapilandirma 401 1,00
Toplam Olgek 401 1,36

5,00 3,6006 1173
5,00 3,6266 ,80799
5,00 3,6101 ,71931
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Gecirme ve Yeniden Yapilandirma egilimlerinin
yiiksek oldugu sdylenebilir.

4.3. Acimlayici Faktor Analizi (AFA)

Oncelikle dlgegin Tiirkge gegerliliginin saglanmasi
icin her maddenin normal dagilima sahip olup
olmadigina bakilmis, normal dagildig1 tespit
edilmistir. A¢imlayic1 faktor analizinde ilk olarak
orneklemin analiz igin yeterli olup olmadigina
bakilmistir. Bu amagla KMO degerine bakilmistir ve
KMO sonucu 0,92 olarak saptanmistir. Boylece
orneklemin miikemmel oldugu bulgulanmistir.
KMO degerinin  0,50’den  yiiksek  ¢ikmast
gerekmektedir (Tavsancil, 2014). Analiz sonuglari
bu sart1 saglamaktadir. Daha sonra Bartlett's Test of
Sphericity testine bakilmustir. Sonug p<0,05 olarak
tespit edilmistir. Bu test istatistiksel olarak anlamli
(p<0,05) ise bu durumda veri setindeki degiskenler
arasinda yeterli diizeyde korelasyon oldugu ve faktor
analizine uygun oldugu sdylenebilir (Karasar, 2008).

Olgegin Tiirkce formu toplam 401 calisana (n1=174,
n2=227) uygulanmistir. Arastirmada orijinal 6lgekte
bulunan 12 madde i¢in faktdr analizi yapilmustir.
Acimlayici ve daha sonra dogrulayici faktdr analizi
yapilmistir. Once Tiirkce gecerliligine uygun olup
olmadigint kontrol etmek icin Agimlayict Faktor
analizi yapilmigtir. Burada bulunan maddelerin
aralarindaki korelasyona bakilarak 6lgegin Tiirkge
uyarlamasinin  en dogru sekilde yapilmasi
saglanmistir. Daha sonra bulunan maddeler
iizerinden DFA yapilmistir. Daha sonra Cronbach’s
Alpha, AVE ve CR degerleri bulunarak her agidan

giivenirliligi ve gecerliligi saglanmigtir. Faktor
analizi sonuglari, orijinal dlgegin iic boyutlu faktor
yapisinin yeterh uyum degerlerini saglamadigini
gostermistir. Olgegin Tiirkge uyarlamasinda 2
faktorlii yap: tespit edilmistir.

Bu dogrultuda 6l¢ek maddelerinin faktor yiikleri
nedeniyle 8. madde binisik madde oldugu igin
Olcekten cikarilmistir (Simsek, 2007). Daha sonra
analiz sonucglar1 tekrar incelenmistir. Analiz
sonuglari, 6lgegin 11 maddelik haliyle yeterli uyum
degerlerine ulastigimi saptanustir. Olgegin ortaya
cikarilan iki faktorld ve 11 maddeli yapisinin, toplam
varyansin %60’ 11 agikladig1 goriilmiistiir. Cikarilan
8. maddeden sonra yapilan agimlayici faktor analizi
sonuglar1 Tablo 8’de verilmistir.

Tablo 8 incelendiginde Pattern Matrix'ine gore iki
ana alt boyut belirlenmistir (Biiyiikoztirk, 2010).
Faktor analizi, ¢ok sayida maddeyi belirli faktorler
altinda toplamaktir (Karasar, 2008). Birinci alt
boyut;  “Algilama  Ele  Gegirme”  olarak
isimlendirilmistir ve bu alt boyut 1, 2, 3,4, 5,6 ve 7.
maddeleri kapsamaktadir. ikinci alt boyut, “Yeniden
Yapilandirma” olarak isimlendirilmistir ve bu alt
boyut da 8, 9, 10 ve 11. maddeleri kapsamaktadir.
Her iki alt boyut da organizasyonlarin c¢aligan,
operasyonel siiregler ve yenilik¢i  degisim
kapasitelerini degerlendirmeye olanak tanimaktadir.
“Algilama Ele Gegirme” alt boyutu, bir
organizasyonun calisan ve operasyonel odaklilik
diizeyini 6lgmektedir. Birinci alt boyut ¢alisanlarin
katilimi, miisteri odakli siiregler, en iyi
uygulamalarin benimsenmesi ve operasyonel veri

Tablo 8. Binisik Maddeler Cikarildiktan Sonraki AFA Sonucu

Olgek Maddeleri Algilama & Yeniden
Ele gecirme Yapilandirma

M1. Calisanlar, mesleki kuruluslarin (Meslek Odalari vs.) 74

faaliyetlerine katilirlar.

M2. Hedef pazar segmentlerini, degisen misteri ihtiyaglarini ve ,83

musteri yeniliklerini belirlemek igin yerlesik suregleri kullaniriz.

M3. Sektérimuzdeki en iyi uygulamalan gozlemleriz. ,80

M4, Faaliyetlerimiz ve operasyonel gevremiz hakkinda ekonomik AT

bilgi (veri) toplariz.

M5. Miisterilerimize ¢6zim bulmak igin yatinm yapariz. ,54

MB6. Sektoriimizdeki en iyi uygulamalan benimseriz. ,65

M7. Calisanlann bildirdigi eksiklikleri gidermeye calisiriz. ,56

M8. Yeni tiir yonetim yontemleri uygulariz. ,87

MO. Yeni veya dnemli 6lglide degistirilmis pazarlama yontem ve ,79

stratejilerini uygulariz.

M10. is siireclerini dnemli élciide yenileriz. ,80

M11. Hedeflerimize ve amaglarimiza ulasmanin yeni veya blyik ,66

Ol¢lide degistirilmis yollarini uygulariz.
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toplama yeteneklerini kapsamaktadir. “Yeniden
Yapilandirma” ikinci alt boyutu bir organizasyonun
yenilik ve stratejik degisim kapasitesini 6l¢gmektedir.
Bu alt boyut, yenilik¢i ydnetim ydntemlerinin
uygulanmasi, pazarlama  stratejileri ve s
stireglerindeki onemli degisiklikleri kapsamaktadir.

4.4. Korelasyon Analizi

Tablo 9’da maddeler arasi korelasyon analizi
sonuglarina yer verilmistir. Tablo 9’a gore dlgegin
icerisindeki her maddenin birbiriyle korelasyon
icerisinde oldugu tespit edilmistir. Ayrica bu
korelasyonun ne ¢ok fazla ne de ¢ok diigiik olmast
istenmektedir. Tablo 9°da goriildigi gibi orta
boyutta bir korelasyon bulunarak &lgegin oldukga
giivenilir oldugu saglanmis bulunmaktadir.
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olmasi, AVE degerinin ortalama yapinin gosterge
varyansinin yaridan fazlasim agikladigini ifade
etmektedir (Hair, Hult, Ringle, & Sarstedt , 2017;
Hair, Risher, Sarstedt, & Ringle, 2019; Henseler vd.,
2016).

Tablo 10°da Dinamik Yetenekler Olgegi’nin ve alt
boyutlarinin giivenirlik analizi degerleri verilmistir.
Olgegin i¢ tutarlilig i¢in hesaplanan, dlgegin ve iki
alt boyutun Cronbach’s Alpha giivenirlik katsayisi
degerleri Tablo 10°da verilmistir. Analiz sonuglarina
gore, Dinamik Yetenekler Olgegi’nin Cronbach’s
Alpha degeri ,90; Algillama Ele Gegirme alt
boyutunun ,87 ve Yeniden Yapilandirma alt
boyutunun ,83 oldugu goériilmektedir. Bu sonuglar,
Olgegin ve alt boyutlarmin yiiksek gilivenirlikte
oldugunu ortaya koymaktadir (Uzunsakal & Yildiz,
2018).

Tablo 9. Maddeler Aras1 Korelasyon Analizi

MI M2 M5 M6 M7 M8 M9 MI0 Mil M3 M4
Korelasyon M1 1,000
M2 ,536* 1,000
M5 ,267* ,358* 1,000
M6  ,349% 422*% 612* 1,000
M7 ,380% ,429*% 506* ,576*% 1,000
M8 ,313* 320% 309* ,424* 387* 1,000
M9 [334% 367* 401* 478* 428* ,588* 1,000
MI10 ,319* 364* 411* ,503* ,531* ,556* ,591* 1,000
M11 ,365% ,362* ,384* ,397* 443*% 469* ,489* ,578* 1,000
M3  ,406* ,510* ,520* ,514* ,529% 339* 440* ,428* ,449* 1,000
M4 457* 511* ,423% 547* 522% 339% 426* ,438* ,392* ,604* 1,000

*. Sig.(1-tailed) =,000; a. Determinant = ,007

Tablo 10. Dinamik Yetenekler Olgegi’nin ve Alt Boyutlarinin
Giivenirlik Analizi Degerleri

ﬁlgek ve Boyutlar Maddeler Cronbach Alfa Katsayisi
Algilama Ele Gegirme 7 ,87
Yeniden Yapilandirma 4 ,83
Dinamik Yetenekler Olgegi 11 ,90

4.5, i¢ Tutarhk Giivenirligi

Olgegin i¢ tutarhilik giivenirligi, Cronbach’s Alpha
degeri sonucuna gore tespit edilmektedir. Olgegin
hesaplanan AVE degeri yakinsak gegerlik, CR
degeri ise bilesik giivenirlik degerlerini ifade
etmektedir. Cronbach’s Alpha gosterge yapilari
karsiliklt korelasyonlara dayali giivenirlik tahmini
saglarken, CR degerleri gizil yapinin tutarliligini
ifade eder. Arastirmalarda genel olarak AVE degeri
(AVE> 0.50) 0.50'den biiyiikk ve CR degeri
(0,70<CR< 0,95) 0,70 ile 0,95 arasindaki degerlerde
olmasi arzu edilen bir durumu gosterir (Aburumman,
Omar, Shhail, & Aldoghan, 2023; Henseler, Hubona,
& Ray, 2016). AVE degerinin ise 0.50’den biiyiik

Yapilan analizler sonucu elde edilen AVE degeri
0,66 ve CR degeri 0,84 olarak hesaplanmistir. AVE
degeri 0,50'den bityiiktiir. Bu bulgu AVE degerinin
ortalama yapimin gosterge varyansimin yaridan
fazlasim acikladigini ifade etmektedir. CR degeri
(0,70<0,84< 0,95) 0,70 ile 0,95 arasinda bir degere
sahiptir (Aburumman vd., 2023; Henseler vd., 2016).
Bu ¢aligmada elde edilen sonuglar incelendiginde, i¢
tutarliliga iliskin giivenirlik degerlerinin ve AVE
degerlerinin literatiirde kabul edilen sinirlar
icerisinde olduklar1 goézlemlenmektedir. Analiz
sonuglarina gore yakinsak gegerlik (AVE) ve birlesik
giivenirlik (CR) degerleri, 6l¢egin giivenilir oldugu
gostermektedir.
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4.6. Dogrulayic1 Faktor Analizi (DFA)

Dinamik Yetenekler Olcek uyarlama ¢alismasinda,
DFA’nin dogrulugunu arttirmak amaciyla iki farkli
calisma grubu ile aragtirma yapilmistir (Tavsancil,
2014). Birinci caligma grubu, saglik sektori
calisanlar1 ve ikinci ¢alisma grubu, tiretim sektorii
calisanlaridir. Tki grupta da Tiirkce gecerliligi test
edilmigtir.

4.6.1. Birinci calisma grubu, saghk sektorii DFA
sonuclar

Birinci ¢aligma grubu olarak, 174 katilimcidan elde
edilen verilere DFA uygulanmistir. Sekil 1°de saghk
sektorii  ¢aliganlarinin - DFA  sonuglarina  yer
verilmistir. Once Tiirkge gegerliligine uygun olup
olmadigint kontrol etmek igin agimlayict faktor
analizi yapilmigtir. Burada bulunan maddelerin
aralarindaki korelasyona bakilarak, 6lgegin Tiirkge
uyarlamasimnin en dogru bir sekilde yapilmasi
saglanilmistir. Daha sonra bulunan maddeler
iizerinden DFA yapilmistir ve ardindan Cronbach’s
Alpha degeri bulunarak her agidan giivenirligi ve
gecerliligi saglanmustir.

DFA’da faktor yik degerlerinin 0,30’un altinda
olmamas tercih edilmektedir. Buna gore Sekil 1°e
bakildiginda, faktér yiik degerlerinin 0,48- 0,81
arasinda yer aldigi anlasilmaktadir. Modelin uyum
iyiligi degerleri incelendiginde (x2/sd: 1,56 iyi
uyum; SRMR: 0,46 iyi uyum; AGFI: 0,90 iyi uyum;
CFI: ,98 iyi uyum; RMSEA: ,56 kabul edilebilir
uyum; TLI: ,97 iyi uyum) elde edilen degerlerin iyi
uyum gosterdigi tespit edilmistir (p<0,01). Olgegin
Tiirkge uyarlamasi, saglik sektorii caliganlarinda
basarili bulunmustur.

Sekil 1. Birinci Caliyma Grubu Saglik Sektorii Calisanlarinin DFA Sonuglari

4.6.2. ikinci calisma grubu, iiretim sektorii
calisanlar1 DFA sonuclari

Ikinci calisma grubu olarak iiretim sektoriinden 227
katilimcidan elde edilen verilere DFA uygulanmustir.
Sekil 2’de iretim sektori calisanlarimin  DFA
sonuglarina yer verilmistir.

Sekilde yer alan faktor yiiklerine bakildiginda, 0,56-
0,80 arasinda degistigi goriilmektedir ve hepsi kabul
edilebilir yiiklerdir. Modelin uyum iyiligi degerleri
incelendiginde (x2/sd: 2,14 kabul edilebilir uyum;
SRMR: 0,42 iyi uyum; AGFI: 0,89 kabul edilebilir
uyum; CFI: ,96 iyi uyum; RMSEA: ,71 kabul
edilebilir uyum; TLI: ,94 kabul edilebilir uyum) elde
edilen degerlerin kabul edilebilir uyum gosterdigi
tespit  edilmistir  (p<0,01).  Olgegin  Tiirkge
uyarlamasi, {iretim sektorii ¢aliganlarinda basarili
bulunmustur.

m1

m2

m3

Algilama
Ele_gecirme

m4

mb

m6

77
m7

m8

m9

Yeniden
yapllandirma

m10

m11

TTTT 7777777

Sekil 2. Uretim Sektorii Calisanlarin DFA Sonuglari
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Dinamik  Yetenekler — Olgegi'nin  Tiirkceye
uyarlanmasi i¢in yapilan tiim analizler sonucunda
olusan nihai dlgek, iki alt boyuttan ve 11 maddeden
olusmaktadir. Olgegin Tiirkge uyarlamasi, Tablo
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olan saglik sektorii ve ikinci ¢aligma grubu olan
tretim sektorii katilimeilarmin analiz sonuglarinin
genel olarak yiiksek seviyelerde oldugu ortaya
¢ikmistir. Bu acgidan “Algilama Ele Gegirme” ve

11°da sunulmustur. “Yeniden yapilandirma”  boyutlarinin  analiz
sonuglarinin  yilksek  olmasi;  katilimcilarin
Tablo 11. Dinamik Yetenekler Olgegi Tiirkge Uyarlamasi
Olcek Madde Olgek Maddeleri
Boyutlari No.
1 Calisanlar, mesleki dernek faaliyetlerine katilirlar.
2 Hedef pazar segmentlerini, degisen miisteri ihtiyaglarini ve
miigteri yeniliklerini belirlemek i¢in yerlesik siiregleri kullaniriz.
Algilama 3 Sektoriimiizdeki en iyi uygulamalari gézlemleriz.
Ele Gegirme 4 Faaliyetlerimiz ve operasyonel ¢evremiz hakkinda ekonomik
bilgi (veri) toplariz.
5 Miisterilerimize ¢oziim bulmak i¢in yatirim yapariz.
6 Sektoriimiizdeki en iyi uygulamalari benimseriz.
7 Calisanlarin bildirdigi eksiklikleri gidermeye caligiriz.
8 Yeni tiir yonetim yontemleri uygulariz.
9 Yeni veya onemli ol¢iide degistirilmis pazarlama yontem veya
Yeniden stratejilerini uygulariz.

Yapilandirma 10

Is siireglerini 6nemli dlciide yenileriz.

11 Hedeflerimize ve amaglarimiza ulagmanin yeni veya biiyiik

Olctide degistirilmis yollarim uygulariz.

5. SONUC VE TARTISMA

Dinamik Yetenekler Olcek uyarlama calismasinda,
yazinda yeni bir kavram olan “Dinamik Yetenekler”
kavraminin agiklanmasina odaklanilmigs ve bu
yapimin Slglilmesinde kullanilan bir dlgegin ulusal
yazina kazandirilmas: i¢in giivenirlik ve gecerlilik
analizleri yapilmstir.

Olgegin gecerliginin test edilmesi igin yapi
gecerligine bakilmistir. Yapilan dogrulayic1 faktor
analizleri sonucunda, {i¢ faktorlii yapimin uyum
indekslerinin kabul edilebilir degerlerden diisiik
ciktigr gorilmigtiir. Tiirkce uyarlamasinda iki
faktorlii yap1 benimsenmis ve Olgek alt boyutlari,
“Algilama  Ele  Gegirme” ve  “Yeniden
Yapilandirma”  olarak  adlandirilmistir.  Olgek
maddelerinden faktor yiikii diisiik olan “Ele
Gegirme”  boyutundaki 8. madde o6lgekten
¢ikarilmigtir. Bu maddenin “Ele Gegirme” boyutuna
katki yapmamasi, Ol¢cek boyutlarindan o6zellikle
“Algilama” ve “Ele Gec¢irme” boyutlarinin bazi
noktalarda benzerlik géstermesinin bir sonucu olarak
degerlendirilmektedir.

Yapilan analizler sonucunda, dinamik yetenekler
Olgeginin giivenirlik ve gegerlilik degerlerinin kabul
edilebilir diizeylerde oldugu saptanmistir. Dinamik
yetenekler Olceginin Tiirkgeye uyarlama
calismasinda  katilimcilara  iligkin  agiklayict
istatistikler incelendiginde; birinci ¢alisma grubu

orgiitlerinin degisim ve doniisiime agik ve esnek bir
yapida olduklarini ifade etmektedir. Bunun yani sira,
hizla degisen diinyada orgiitlerin teknolojik ve dijital
yeniliklere uyum saglamak, hizli, ¢evik ve dinamik
olmak gibi zorunluluklart bulunmaktadir.

Dinamik Yetenekler 6l¢eginin ve alt boyutlarinin i¢
tutarliligina iliskin elde edilen Cronbach’s Alpha
degerlerinin kabul edilebilir sinirlar iginde oldugu
gdzlemlenmistir. Olgegin  giivenirlik analizleri
sonucunda Dinamik Yetenekler 6l¢eginin timii igin
Cronbach’s Alpha katsayist ,90; “Algilama Ele

Gegirme” alt boyutu i¢in ,87 ve “Yeniden
Yapilandirma” alt boyutu i¢in ,83 olarak
hesaplanmigtir. Bu sonuclar, 06l¢egin ve alt

boyutlarinin yiiksek derecede giivenilir oldugunu
gostermektedir (Tavsancil, 2014).

Bu o6lgegin aragtirmalarda kullanilacak olmast,
giderek artan dinamik yetenekler yaklasimi bakis
acisinin  6n plana c¢iktigl isletmelerin dinamik
yeteneklerinin  tespit edilmesini  saglayacaktir.
Dinamik yeteneklerini gelistirilen ve etkin bir
sekilde kullanan isletmelerde, rekabet {istiinliigli ve
yenilikgi  kiiltirin =~ gelismesi  s6z  konusu
olabilecektir. Ayrica cevrede gelisen degisimlerin
algilanmas1 ve ele gecirilmesi, yonetsel kararlarin

alinmasinda kolaylik saglayacaktir. Tiirk¢eye
uyarlanan Dinamik Yetenekler o6l¢eginin diger
orgiitsel alanlarda yapilacak gelecekteki

arastirmalara katki saglayabilecegi diisliniilmektedir.
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Calismada dinamik yetenekler dlgeginin Tiirkceye
uyarlanmasi calismasinda elde edilen gegerlilik ve
giivenirlik  bulgulari, arastirmanin  ytiriitildigi
katilimcilar ¢ergevesinde sinirlilik  tagimaktadir.
Olgegin nicel ve nitel olarak farklilagmus
orneklemlerde kullanilmasi, gegerlilik ve giivenirlik
konusunda daha gii¢lii ve genellenebilir bulgulara
ulagilabilme siirecinde Onem arz etmektedir.
Dinamik yetenekler degiskeni ile oOrgiitsel onem
tagtyan diger degiskenlerin birlikte kullanildigt
calismalar yapilabilir. Ornegin; orgiitsel direnc,
orgiitsel degigim, Orgiitsel inovasyon, degisime
direng vb. Onemli degiskenler kullanilarak
arastirmalar yapilabilir ve arastirma sonuglari
birbiriyle karsilagtirilabilir.

ETiK BEYANATI

Destek Bilgisi: Bu calisma, kamu, ticari veya kar
amact giltmeyen kuruluglar gibi herhangi bir
organizasyondan destek almamistir.

Etik Onay:: insan katilimcilar: iceren calismalarda
gerceklestirilen tiim prosediirler, kurumsal ve / veya
ulusal arastirma komitesinin etik standartlarina ve
1964 Helsinki deklarasyonuna ve daha sonraki
degisikliklerine ~ veya  karsilastirilabilir  etik
standartlara uygundur. Bu ¢alisma igin Istanbul
Aydin Universitesi Sosyal ve Beseri Bilimler Etik
Komisyonu karart ile 2024/24 say1 ve 24.04.2024
tarihli, Etik Kurul Onay1 alinmistir.

Bilgilendirilmis Onam Formu: Calismaya katilan
tiim bireysel katilimcilardan bilgilendirilmis onam
formu alimmugtir.
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