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ABSTRACT

Purpose- The purposes of this research are twofold: (a) to conduct content analysis of current literature to specify the differences between
business and entrepreneurship education in order to identify competences (learning outcomes) acquired by students; (b) to explore the specifics
of business education in Georgia.

Methodology- Primary data were collected though conducted a semi-structured questionnaire survey among 205 students of 10 Georgian
universities.

Findings- Surveyed students: (1) agree that entrepreneurs play a leading role in modern economy; (2) partly agree that entrepreneurship
environment and opportunities in the country are good and developing oriented; (3) disagree that in observed universities education programs
provide sufficient knowledge, skills and motivation to become entrepreneurs and to start own business.

Conclusion- Georgian universities have to improve academic programs, focusing on entrepreneurship education in order to shift education close
to a new reality. University business incubator is one of the models of effective cooperation between businesses and universities.

Keywords: Entrepreneurship education, entrepreneurial knowledge and skills, learning outcomes, Georgia.
JEL Codes: 125, 126, M20

1.INTRODUCTION

Despite the article was basically completed before the day when the COVID-19 pandemic was declared, the topic became even
more alarming and relevant after. Nowadays business is facing existential, high-velocity disruptions. The world post COVID-19
could look very different than the world before it. Although there is a high degree of uncertainty about the post pandemic period,
it is obvious that all companies will be affected by economic and financial turbulence but small business will suffer the most. Since
2008 crisis, large corporations have demonstrated higher financial sustainability along with inflexibility in adapting to changing
economic conditions. In contract, small business (small and medium enterprises — SMEs) proved their readiness and flexibility to
respond to changing economic climates and new economic situation, despite the lack of financial resources. Across the world,
SMEs demonstrated interactivity and accountability to the local community wants and needs (Moffatt, 2018), and they have
become an important generator of new jobs. Thus, it is reasonable to expect that small businesses will become the engine of
reopening and the following post pandemic recovery of the economies. Keeping in mind this possible scenario, in order to handle
the biggest economic and financial shocks and to restart the national economies, new generation of entrepreneurs and managers
should be brought up. They have to have relevant skills and competences in order to implement vital changes in existing business
models and to adopt them to a new reality — “new normal” or “next normal” (Sneader and Singhal, 2020).
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This is the demand side of the problem to which higher education system has to respond. In Georgia, situation on the labor market
and in the education is rather contradictory and even paradoxical. Specifically,

» there is high demand only for highly educated workers, while highly educated workers are not necessarily highly skilled
(World Bank, 2013);

» given Georgia’s industrial structure, relatively few jobs require higher education; in two largest industries, agriculture and
trade, the demand for higher education graduates is limited,;

» for the country as a whole, overqualification as a direct consequence of overeducation, becomes a specific phenomenon.
Georgia has a large supply of highly educated workers. 31 percent of workers have tertiary education, and this is high, not
only for middle-income countries, but also for high-income European countries where only 9 percent of workers have less
than secondary education (World Bank, 2013, p.18-22).

With such a perspective, in the country further reform of business education should be focused on dual goals:

v’ further improving the quality of higher education to grow truly highly educated professionals, whom the economy needs;
v' equipping young generation with entrepreneurship competences and skills which are essential to become entrepreneurs
and to start own business.

Indeed, entrepreneurial economy cannot be formed without entrepreneurship education (Papiashvili, 2014). In response to the
COVID-19 pandemic challenges, most higher institutions (Hls) are switching to online teaching. There is much to learn from this
new experience of distance education but in the next researches.

The aims of this research are twofold. The first is to conduct content analysis of the current entrepreneurship education literature
and then to shed some new insights to its. The specific research question raises - Is it possible to learn and/or to teach
entrepreneurial skills?

The research pursued second aim is to investigate country-specific highlights. Considering the facts that in Georgia there are little
researches as well as the lack of the country’s related statistics, the examination of the role of Georgian universities in
entrepreneurship and self-employment promotion is considered as an actual issue.

Hypotheses:
Hypothesis 1: Students of the observed Georgian universities believe in the leading role of entrepreneurs in modern economy.

Hypothesis 2: Students of the observed Georgian universities evaluate the entrepreneurship environment and opportunities in
the country as good and developing oriented.

Hypothesis 3: In observed Georgian universities entrepreneurship programs provide sufficient knowledge and skills to become
entrepreneurs and/or to start their own business.

Methods applied in the paper are qualitative in some parts and quantitative in the others. Qualitative analysis is based on empirical
literature review with regards to demand—supply analysis of contemporary labor markets operation. The supply-side perspective
is investigated with quantitative methods, based on the empirical research for which data were collected though conducted a
structured questionnaire survey among the university students in Georgia. The universities targeted for the research are state
(five universities) as well as private (five universities), located in Thilisi, Kutaisi, Telavi, and Gori. Totally, 205 students were
interviewed. SPSS, Excel and PhStat were used for data analysis to test the hypotheses.

Findings: The study results are based on aggregated data analysis. Particular, hypothesis 1 - students believe in the leading role of
entrepreneurs in modern economy- is substantially accepted with high confidence. Hypothesis 2 - students evaluate the
entrepreneurship environment and opportunities in Georgia as good and developing oriented - is accepted only partially. And last,
but not the least, hypothesis 3 - in observed Georgian universities education programs provide to their students’ sufficient
knowledge and skills to become entrepreneurs or to start their own business - cannot be accepted with the relevant confidence.

Limitation of the research is that since it has national scale and limited number of universities under survey, the results cannot be
generalized.

Despite this, the present study makes a number of contributions to the entrepreneurship literatures as well as in future it can help
universities to improve targeted entrepreneurship programs and curriculum, which could help students to start a new business
or to be self-employed.
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The paper is structured as follows. The first section introduces the issue of business education from demand- and supply-side
perspective. The second section reviews the literature to specify entrepreneurship education. The third section determines
students’ competencies (learning outcomes) based on three components entrepreneurship education (knowledge, skills, and
attitudes). The fourth section presents data sources and their collection, while the next, section five analyzes these data. Section
six presents the main findings of the research. The concluding part provides some recommendation for Georgian universities
how to improve academic programs, focusing on entrepreneurship education.

2. LITERATURE REVIEW ON BUSINESS AND ENTREPRENEURSHIP EDUCATION

No doubt, education plays a significant role in shaping an individual’s attitudes, norms and behavior lifelong. The existing literature
usually does not distinguish between business and entrepreneurship education, often using these two terms interchangeably. To
be more precise, one more term - “enterprise education”- is in used in the United Kingdom (Mclarty, et al., 2010). Keeping in
mind the aims of this research, there is sense to be distinguish between business and entrepreneurship education.

Consensus on the definition of business education has been achieved. European Commission (OECD/European Commission, 2015)
and researchers (e.g., Ola, 2017) provide the detail analysis of the literature on the business education definitions. Summing up,
the essential characteristics of business education are as follows:

» it equips students with functional and suitable skills and knowledge (e.g. in accountancy, finance, marketing,
organizational studies, human resource management, economics, etc.),
» it forms attitude and values that would enable them to operate in the business environment.

As for entrepreneurial education, it is defined in two ways — narrow and broad one (European Commission, 2014, p. 41). The
broad approach defines entrepreneurship as “a key competence, which seeks to empower young people and provide them with
the transversal skills for active citizenship, employability and possibly, but not necessarily entrepreneurship and intrapreneurship”
(European Commission, 2016, p.20; Caggino, et al, 2016, p.58-61). Therefore, it is assumed that entrepreneurial education role
and purposes reflect not only the context of work and business, but also the more general context of an individual’s life. Broad
approach conceptualizes entrepreneurship without reference to any specific knowledge, skills, or attitudes.

Narrow understanding of entrepreneurial education emphasizes specific skills and knowledge mandatory for business education.
Additionally, it focuses on encouraging positive attitudes and motivation to entrepreneurship as well as incentives to set up a new
business (Pittaway and Cope, 2007; Gibson, et al, 2011; Herrington, 2008, p.44-46). In other words, it is expected that
entrepreneurial education develops and stimulates entrepreneurial activity by providing to students not only essential knowledge
and skills, but motivation to startup and management new ventures, it also forms incentives to be self-employed.

Differences in definitions are not semantic, they present variety of channels through which entrepreneurship education influences
on learners. Namely, in case of wider understanding of entrepreneurship education, there are four main directions of its impact
on students:

e understanding of financial and business issues,

o desire to further studies at institutions,

e ability to be innovative and creative in all areas of life and society

e self-confidence about their ability to start a business,

e desire to start their own business (European Commission, 2016, p.21).

One should keep in mind, that entrepreneurial education might be addressed not only to business students but students of any
field of study, for example, Purzer S., et al (2016) present extensive overview of existing literature on engineering
entrepreneurship education.

Rhetorical question raises — “Can you teach someone to be the next Henry Ford or Richard Branson? Is business enterprise in your
genes or can it be taught in the classroom?” (BBC News, 2007).

As the literature reveals, it is commonly acknowledged that entrepreneurship knowledge, skills and attitudes can be taught and
developed in the appropriate environment (Packham et. al, 2010; Venkataraman, 1997). However, it would be a mistake to
undervalue business talent or “animal spirit”. Above and beyond, the fact is that a lot of great entrepreneurs had issues with
education. Among those without college degrees are Steve Jobs (Apple founder), Philip Green (retail entrepreneur), Richard
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Branson (Virgin Group founder), for instance. With that, these great entrepreneurs are rather exceptions than rule. Thus, teaching
a typical student entrepreneurial knowledge, skills, and attitude is still an actual issue of education system in any country.

3. TEACHING ENTREPRENEURSHIP BY IMPROVING LEARNING OUTCOMES RECOGNITION

Entrepreneurship education creates competences that can be developed as any other unique competence. As Peter Drucker, who
is a guru in the field of entrepreneurship and management, stated entrepreneurship is not magic, it is not mysterious and it has
nothing to do with genes. Entrepreneurship is a discipline that can be taught and learned (Drucker, 1985).

Education can only contribute to growth and job-creation if learning is focused on corresponding competences (learning
outcomes) to be acquired by students through the learning process, rather than completing on a specific stage, e.g. trainings. For
sure, achievement should be driven by the learning outcomes.

The basis of the European Qualifications Framework and national qualification frameworks has already become the learning
outcome approach, which in the case of entrepreneurship education includes three components - knowledge, skills, and attitudes
(European Commission, 2012). The modern-day problem is its fully practical implementation in teaching and assessment to
increase the quality of educational input to students and labor market.

As the related literature suggested in reference to three components of entrepreneurship education, the entrepreneurship
education competences (learning outcomes) are:

e entrepreneurship knowledge includes the understanding of the way world of work functions, economic literacy, and
knowledge of business organization and processes as an environment in which entrepreneurship is applied (European
Commission, 2012).

e entrepreneurship skills are related to planning, organizing, and managing, risk assessment and managing marketing of
products and services (Kiyani, 2017; Kozlinska, 2012).

e entrepreneurship attitudes include proactivity, critical thinking (European Commission, 2012), and creativity (European
Commission, 2012; Gibb, 2002; Kozlinska, 2012).

Reflecting the beliefs that entrepreneurial knowledge and skills can be learned and refined, the number of entrepreneurship
programs at both two-year and four-year U.S. colleges and universities has been steadily on the rise (Kuratko, 2005). To foster
entrepreneurship education, universities incorporate entrepreneurship in various subjects in their curricula. Based on the best
practices of European and American universities, one can find that module of the basic business courses, which learning outcomes
contribute to the first component of entrepreneurship education, entrepreneurship knowledge, usually includes elements of
accountancy, finance, marketing, organizational studies, human resource management and economics (Szerb, n/d ). In this list the
special role belongs to Business Plan as a separate subject. Indeed, business plan focuses on modeling the practical
implementation of all acquired theoretical knowledge and skills through simulating real business situations and corresponded
required decisions. Business plan is recommended by the U.S. Small Business Administration (SBA) as the start step for the first-
time entrepreneur as a tool that helps to structure, run, and grow new business (www.sba.gov). Business plan finalizes the module
of core business subjects at first Bachelor level of higher education (Mclintyre and Roche, 1999).).

Students need entrepreneurial knowledge to obtain specific skills on how to start and run a business (Mitra and Matlay, 2004).
The following entrepreneurial skills are usually listed as a minimum required:

v’ Technical skills — the ability of an individual to apply specific knowledge, techniques and resources.
v' Communication skills - the ability to satisfy needs of and wants of customers better than anyone else.

v' Managerial skills — the ability to allocate scarce resources and execute tasks such as planning, organizing, leading,
coordinating, controlling, so on.

Leadership skills - the ability of an individual to influence others’ behavior.
Innovative skills — the ability to bring change that create new value.

Pro-activity - the ability to be the first mover when it comes to the introduction of products or services.

D U NI NN

Information seeker and user skills — the ability to mind data, collect and process information on ideas, theory, conjecture,
experience, or philosophy.
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v' Financial skills - the ability to determine the capital requirements and to ensure effective utilization of all financial recourse
(adopted by the authors based on Kotze and Roodt, 2005, p. 19; Kgagara, 2011, p.45-46).

The third crucial component of the proposed concept of entrepreneurship education, entrepreneurship attitudes, suggests an
important role of higher education in fostering and developing entrepreneurial drive and spirit in all students (Carter, et al, 2003;
Florin, et al, 2007). Knowledge and the right skills are often not enough to become entrepreneurs. Students should be motivated
to translate opportunities into successful business ventures. To achieve this goal, higher education institutions (universities,
colleges, business schools, etc.) should actively cooperate with the local community, especially businesses, for which this
partnership will be considered as their corporate social responsibility and long-term investment.

It is a well-known fact that, one of the most effective ways to promote entrepreneurial mindsets and skills is through learning by
doing. An example of effective cooperation between businesses and universities is business incubators (Bls) or university business
incubators (UBIs). Generally, incubators are designed to address market failure because an incubation program main goal is to
produce successful graduates — businesses, that are financially viable and free-standing when they leave the incubator. As the
best practice of UBIs shows, the incubator offers a number of diversified services to new entrepreneurs and established
companies, including sharing offices and other common resources, business plan development; counseling on starting a business;
consulting services related to accounting and bookkeeping, marketing, finance, strategic planning, operating management, site
search, etc.; government contracting; student interns for business projects; collaboration with faculty staffs and students, others.
Even simple, but so important for business, services such as filling documents for registration a firm or sales tax application, or
documents for bank may be provided by UBIs (http://www.iup.edu/page.aspx?id=128618).

Such cooperation between business and university is very important and extremely beneficial for both sides (Factors Determining,
2006; p. 32-35). Being connected to a university allows the UBIs to have access to new ideas, technology and some additional services.
Besides, business gets an access to a high trained workforce and an opportunity to attract potential new tenant companies. Of course,
the overall benefits that UBIs can derive from universities depend on their capacity to absorb technology, institutional support
structures, degree of involvement of the university talent, type of commercial opportunity that exists and the role of the nascent
entrepreneur.

On another side, within the UBI university students are able to work and get experience. As far as UBIs usually focus on newly
started companies running by students or the university graduates, the students become a part of creative and stimulating
environment. UBIs help students to be more interested in entrepreneurship, develop and commercialize their business ideas.
When the students are having a business idea that they would like to develop or discussing how to start own company, the
business incubator is the best place of experienced counseling, no matter what idea is about. Students are able to get free of
charge confidential counseling and guidance. Besides, many universities arrange special lectures and seminars concerning
different issues in the field of entrepreneurship and business development. These lectures are usually delivered by invited guest
speakers who are the experts in the specific fields (Papiashvili and Nasaridze, 2014).

Indeed, all of these makes the incubator concept unique way to combine entrepreneurship education and business practice under
one umbrella.

4.DATA SOURCES AND COLLECTION

The empirical research was conducted though a structured questionnaire survey among the Georgian university students over a
period of five months from February to June of 2019. The universities targeted for the research are state (five universities) as well
as private (five universities), located in Thilisi, Kutaisi, Telavi, and Gori.

The research is representative because the universities were randomly selected from the list of authorized higher institutions
provided by the Ministry of Education, Science, Culture and Sport of Georgia. This was done without any consideration of their
location. Moreover, students of different years of study and different fields have also been randomly chosen.

Totally, 205 students were face-to face interviewed. Total number of responses is 182. There are 23 non- respondents due to their
ineligibility to respond (<50 percent of answers). The total response rate is 88.8 percent that considered as sufficient.

The survey was conducted using a self-completion questionnaire method, whereby questionnaires were handed out to
respondents for self-completion and returned to the researchers immediately. In order to encourage high response, the
guestionnaire was accompanied by a cover letter which assured the respondents of confidentiality. To provide anonymity and
confidentiality, no special identifying information was included.

DOI: 10.17261/Pressacademia.2020.1318 205


http://www.iup.edu/page.aspx?id=128618

Research Journal of Business and Management- RIBM (2020), Vol.7(4). p.201-212 Tatiana, Avtandil, Goderdzi

As the first step, a pilot questionnaire was implemented to 20 students of one private university in order to understand whether
the questionnaire was well developed and understandable to the respondents. Their answers were not included in final results.
The next, the analysis of the pilot questionnaire results was done. And finally, some questions were modified, improved, and
additional questions were added. A modified version of the questionnaire was produced.

This approach required that from the beginning all questions were given in two languages - English and Georgian. In order to
make sure that everyone had the same understanding of the questions, we crosschecked them with psychologists and native-
speakers.

The researchers used academic staff of surveyed universities to distribute the questionnaire.

The structure of the questionnaire addressed the main goals that were given for the research. The questionnaire was divided into
four sections:

Section 1. Personal information including gender, age, level of study, field of study.

Section 2. Basic characteristics of entrepreneurism and the role of entrepreneurs in modern economy.
Section 3. Entrepreneurship environment and opportunities in Georgia

Section 4. Teaching an entrepreneurship in Georgian universities

In order to provide a comprehensive questionnaire assessment, a five-point Likert scale (from fully “Disagree” to “Fully agree”)
self-assessment instrument of entrepreneurial knowledge, skills, and attitudes was chosen.

5. DATA ANALYSIS

Specifically, the respondents were students from 19 to 24 years old. More than a half (57 percent) of respondents were females.
The situation is quite typical for surveys conducted among higher education institution students due to fact that female students
participate more actively in such events (Wisniewska, et al, 2015). Despite the number of state and private universities was equal
(5 and 5, respectively), students of private universities prevailed as respondents. It is worth to note that the education preferences
of Georgian population have been changing. Right after the Soviet Union collapse, following the tradition and recognizing the real
weaknesses of private institutions, most students preferred to study at state universities (Doghonadze and Papiashvili, 2009).
Nowadays several private universities diploma is more prestige due to higher quality of education provided and flexible programs
oriented on the labor market demand (Papiashvili, et al, 2015).

The Table below presents personal information data.

Table 1: Characteristics of Sampling

Responses Number Percentage Number Percentage
Gender Male Female
79 43.41 103 56.59
University Status Public 20 10.99 27 14.83
Private 59 32.42 76 41.76
Freshman 13 7.14 15 8.24
Sophomore 20 10.99 39 21.43
Study level Junior 34 18.68 32 17.58
Senior 10 5.49 12 6.59
Master 2 1.10 5 2.75
Business Administration 18 9.89 20 10.99
Finance and Accounting 22 12.09 21 11.54
Management and Marketing 19 10.44 20 10.99
Field of Study Education 0 0.00 17 9.34
IT 0 0.00 11 6.04
Tourism 17 9.34 0 0.00
Other 3 1.65 14 7.69
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96 percent of the respondents were Bachelor students, and among them most part (67 percent) were Sophomore and Junior
students. Mostly students of business related programs (such as Business Administration, Management, Marketing, Accounting,
etc.) were interviewed (66 percent).

Evaluating the important role of entrepreneurs in modern economy (Table 2), the most part of respondents (98 percent), no
matter gender and study level, agrees that entrepreneurship contributes significantly to the country’s economic growth by
creating new jobs and wealth. At the same time, university status (private or public) as well as field of study had some effect on
their evaluation. Particular, students of private universities evaluate the role of entrepreneurship higher that students of public
universities.

Table 2: Basic Characteristics of Entrepreneurship and the Role of Entrepreneurs in Modern Economy

FA — Fully agree; A — Agree; RA - Rather agree than disagree; RD — Rather disagree than agree; FD — Fully disagree.

Statement Number/% of responses Gender University Study Field of
Feature Status Level Study
m— A A RA | RD | FD 7 P 7 p 7 p 7 P
Entrepreneur rules 14 53 78 17 20 0.87 0.93 9.49 0.004 | 16.67 0.41 41.74 | 0.014
the world economy 7.7% | 29% | 43% | 9.3% | 11%
Not related Related Not related Related
V=0.29 V=0.24
Entrepreneur 2.34 0.51 1.46 0.69 | 1499 | 037 | 3341 | 0015
contributes to the 91 72 15 4 0
country’s economic 50% | 40% 8% 2% 0%
growth Not related Not related Not related Related
=0.25
Entrepreneur 84 72 10 10 6
creates job 46% | 40% | 55% | 5.5% | 3% 7.52 0.11 4.45 0.35 8.10 0.95 38.9 0.028
Related
Not related Not related Not related V=0.23
Entrepreneur 807 | 0089 | 293 | o057 | 2703 | 004 | 300 | 0185
gathers resources to 56 76 27 17 6
create wealth for 31% | 42% | 15% | 9% 3% Not related Not related Related Not related
others V=0.19
Entrepreneur sees 452 | 034 | 11.94 | 0018 | 32.98 | 0007 | 36.27 | 0052
opportunities where 31 44 45 49 13 Related Related
others do not see 17% | 24% | 25% | 27% | 7% Not related V=0.13 V=0.21 Not related
Entrepreneurmeans | 37 | 78 | 43 [ 16 | 8 | 501 [ 028 | 126 | 087 | 1084 | 082 | 3802 | 0.034
to be self-employed 20% | 43% | 24% | 9% | 4% Not related Not related Not related Related
=0.23
Entrepreneur can 3847 | 043 | 1804 | 0001 | 2506 | 069 | 3237 | 019
make someone to be 29 50 54 36 13 Related Not related Not related
self-independent 16% | 27% | 30% | 20% | 7% Not related V=0.31

Note: y? —is chi-square test statistics and p — is test probability value. If p is less than significance level (in our case significance level is 0.05), then
variables are related. If variables are related, then we can calculate the strength of relation using V Cramer’s coefficient that may be viewed as
the association between two variables as a percentage of their maximum possible variation.

It worth to note that the surveyed students clearly realized what entrepreneurship means (at least, it is ability to see opportunities
where others do not). From table above one can see that in most cases students’ responses are not related to their status (Gender,
HEI Status, Study Level and Field of Study). At the same time, responses on questions:

“Entrepreneur contributes to the country’s economic growth”, “Entrepreneur creates job” and “Entrepreneur means to be self-
employed”, are different according to students’ field of study. Responses on statement “Entrepreneur sees opportunities where
others do not see” are different according to university status and study level.
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In the next section, Section 3, students were asked about entrepreneurship environment and opportunities in Georgia (Table 3).
From the Table 3 one can see that students’ opinion on statement “Georgian economy is characterized as entrepreneurial and
innovative economy” is dependent on gender and field of study, responses on statement “Georgia economy has great growth
perspective” are dependent on gender, while responses on statement " In Georgia small business is strongly supported by the
government and society” are dependent on field of study.

Table 3: Entrepreneurship Environment and Opportunities in Georgia

FA — Fully agree; A — Agree; RA - Rather agree than disagree; RD — Rather disagree than agree; FD — Fully disagree.

Statement Number/% of responses Gender University Study Field of
Feature Status Level Study
E—) FA A RA | RD | FD 7 P 7 p 7 p 7 p
Georgian eco- 11.24 0.024 7.38 0.12 15.59 0.48 43.47 0.008
nomy is chara- 19 51 45 45 22
cterized as 10% 28% 25% 25% 12% Related Related
entrepreneurial elate Not related Not related V=0.25
X . V=0.25

and innovative
economy
Georgia economy 13.73 ‘ 0.008 | 7.14 ‘ 0.129 | 16.12 ‘ 0.444 | 33.25 ‘ 0.099
has great growth 39 67 36 26 14
perspective 21% | 37% | 20% | 14% | 8% T/elgtze; Not related Not related Not related
In Georgia small 795 | 009 | 392 | 042 | 1377 ] o062 389 | 0.028
business is 53 39 23 42 25
strongly 29% 21% 13% 23% 14%

Related
supported by the Not related Not related Not related _

V=0.23
government and
society

Note: y? —is chi-square test statistics and p — is test probability value. If p is less than significance level (in our case significance level is 0.05), then
variables are related. If variables are related, then we can calculate the strength of relation using V Cramer’s coefficient that may be viewed as
the association between two variables as a percentage of their maximum possible variation.

In the next section, Section 4, students were asked about the teaching entrepreneurship in Georgian universities (Table 4).

Table 4: Teaching Entrepreneurship in Georgian Universities

FA — Fully agree; A — Agree; RA - Rather agree than disagree; RD — Rather disagree than agree; FD — Fully disagree.

Statement Number of responses Gender University Study Field of
Feature Status Level Study
= ‘ FA A RA RD FD 2 p 7 p 7 p 7 P
Eﬁtrepreneurship 2.01 0.73 2.03 0.73 11.19 0.8 30.8 0.16
promotion at the 30 52 37 30 33
I 1 0, 0, 0, 0, 0,
unlvers!tY effects 16.5% | 29% | 20% | 16.5% | 18% Not related Not related Not related Not related
my decision
Academic program 9.68 ‘ 0.046 | 5.29 ‘ 0.26 | 14.35 ‘ 0.57 | 369 | 0.0044
gives opportunity to 29 60 46 30 17
be well prepared 16% | 33% | 25% | 16.5% | 9.5% Related Related
entrepreneur V=0.23 Not related Not related Vv=0.23
University facilities 6.66 | 015 | 3.45 | 049 | 2632 | 0.049 | 44.88 | 0.006
are supportive for 27 64 42 33 16
my startup 15% | 35% | 23% | 18% 9% | Not related Not related Related Related
'=0.19 V=0.25
3.85 0.43 13.78 | 0.008 | 11.68 0.77 45.16 | 0.0055
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Extracurricular 27 70 26 32 27
activities are the 15% 38% | 14% 18% 15% Related
only activities that Not related V=0.28 Not related Related
makes me think of =0.25
becoming

entrepreneur
I think | will take 58 68 31 15 10 7.12 0.13 5.62 | 0.23 15.91 046 | 27.24 | 0.29
extra training before 32% 37% | 17% 8% 6% Not related Not related Not related
startup Not related

Note: y? —is chi-square test statistics and p —is test probability value. If p is less than significance level (in our case significance level is 0.05), then
variables are related.

If variables are related, then we can calculate the strength of relation using V Cramer’s coefficient that may be viewed as the
association between two variables as a percentage of their maximum possible variation.

As the table depicts, about half of respondents (45.5 percent), agree that entrepreneurship promotion at the university affects
their decision on future career, no matter gender, university status (private or state), field and study level. Meanwhile, female
students and students of not business specialties are not sure that academic programs give them opportunity to be well prepared
entrepreneur. This result completely corresponds to the well-known fact that across many real-world domains, men are engaged
in more risky activities than women do (Harris, Glaser, 2006).

Remarkably, every second student agrees that university facilities may be supportive for their future start up, whereas university
status does not affect students’ opinion. This statement is in line with the issue discussed above about the changing in the attitudes
towards private universities in Georgia. Of course, it takes some time to recognize potential usefulness of university facilities for
students’ start up decision (study level and field of study are related to the issue).

Comparison of the results of positive evaluation of academic programs (49 percent) and extracurricular activities (53 percent)
with the willingness to take extra training (69 percent), creates ground for thought. Particular, on one hand, students recognize
usefulness and effectiveness of academic programs in their preparation to be self-employed; on another, extracurricular activities
are important information channel and factor that motivate students for entrepreneurship. Furthermore, most students are going
to take extra training before start up.

Not surprisingly that extracurricular activities are important channel, which provides information and forms motivation to become
entrepreneur, mostly for non-business students. Besides, as the survey reveals, private universities are more flexible to provide
such activity to their students.

6.FINDINGS
Hypothesis 1: Students believe in the leading role of entrepreneurs in modern economy.

One can see very high rate of responses on evaluating most of questions of the Section 2 (90 percent of responses “Fully agree”
and “Agree” on “Entrepreneur contributes to the country’s economic growth”, 86 percent of responses “Fully agree” and “Agree”
on “Entrepreneur creates job”, 73 percent of responses “Fully agree” and “Agree” on “Entrepreneur gathers resources to create
wealth for others”). In addition, in most cases responses are not related to respondents’ status (Gender, HEI Status, Study Level
and Field of Study). The only note is that percentage of responses “Fully agree” and “Agree” are little bit higher for students from
private universities and higher study level.

High rate of the responses on the concluding questions of the Section 2 (“Entrepreneur means to be self-employed” (63 percent
of respondents “Fully agree” and “Agree”) and “Entrepreneur can make someone to be self-independent” (43 percent of
respondents “Fully agree” and “Agree”), demonstrates that students of observed Georgian universities consider entrepreneurship
not as an abstract theoretical concept but a real career choice. Moreover, the higher study level is, the more practical this way
becomes for them.

Thus, according to above mentioned findings, Hypothesis 1 is substantially accepted with high confidence.

Hypothesis 2: Students evaluate the entrepreneurship environment and opportunities in Georgia as good and developing oriented.
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The most part of the respondents has optimistic expectations on entrepreneurship development in the country. They positively
evaluate Georgian government macroeconomic policy which results in good growth perspective and innovative character of the
economy. Moreover, 50 percent of the respondents are “Fully Agree” and “Agree” that SMEs in Georgia are strongly supported
by the government and society. At the same time, the students are sometimes quit critical (38 percent of responses “Fully Agree”
and “Agree” and 37 percent of responses “Fully Disagree” and “Rather Disagree than Agree” on statement “Georgian economy is
characterized as entrepreneurial and innovative economy”. It should be noted that business students are more optimistic.

Thus, according to above mentioned findings, Hypothesis 2 is accepted only partially.

Hypothesis 3: In observed Georgian universities entrepreneurship programs provide to their students’ sufficient knowledge and
skills to become entrepreneurs or to start their own business.

About half of respondents (45.5 percent), agree that entrepreneurship promotion at the university affects their decision on future
career, no matter gender, university status (private or state), field and study level. In addition, most of students think that they
need some extra learning before starting job (69 percent of responses “Fully Agree” and “Agree” on statement “/ think | will take
extra training before start up”). This is very strong signal for universities in order to continue further improvement of the programs
to make them more close to the market demand.

Thus, according to above mentioned findings, Hypothesis 3 cannot be accepted with the relevant confidence.
7. CONCLUDING REMARKS

Summing up, it is obvious that Georgia universities still have empty room for improvement of academic programs and study
process, focusing on entrepreneurship education, in order to shift education close to real business and a new reality —“new
normal”. More researches are needed to clarify these relationships to find out the most effective forms of cooperation between
entrepreneurial education and business. University business incubator as one of the effective models of such cooperation
between business and university.
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ABSTRACT

Purpose - Social Exchange Theory is one of the most influential concepts in organizational behavior literature. It provides a wide
comprehension upon exchange dynamics both at an interpersonal and organizational level. This study presents and tests a framework that
links the two different forms of employee—organization exchange, namely social exchange and economic exchange with important employee
outcomes— affective commitment, in-role behavior, extra-role behavior and turnover intention.

Methodology — The study was conducted in the province of Istanbul/Turkey, based on convenient sample of 195 participants from private
organizations. Participants were contacted through snowball sampling technique via the researcher’s personal and professional contacts.
For testing the hypotheses of the present study, simple regression and multiple regression analyses were utilized. Data obtained from the
participants were analyzed through SPSS 22.

Findings- . Results indicated that social exchange is positively related with affective commitment, in-role behavior, extra-role behavior and
negatively related with turnover intention. On the other hand, economic exchange was found to be negatively related with affective
commitment and turnover intention while positively related with in-role behavior. Economic exchange did not significantly predict extra-role
behavior. This study has provided partly inconsistent results found in similar studies conducted in the Western work settings.

Conclusion- The findings of the present research in the Turkish work settings seems to draw the attention to a need for further detailed
studies on the specific relationships between social and economic exchange and important employee work outcomes. Theoretical and
practical implications are also discussed.

Keywords: Social-economic exchanges, commitment, extra-in role behavior, turnover
JEL Codes: B30, 031, M14

1.INTRODUCTION

The relationship between employees and the organizations has been the subject of continuous research. Employee-
Organization Relationship (EOR) has often been described as critical for eliciting important employee work attitudes and
behaviors (Coyle-Shapiro & Conway, 2004). Shore et al., (2006) describes the relationship between an employee and the
organization as an exchange relationship and classifies them as social exchanges (relationships based on socio-emotional
aspects and trust) and economic exchanges (relationships based on financial aspects). A foundation of the EOR literature is
that ‘employees develop exchanges for socio-emotional and economic reasons, and that the type of exchange relationship
can predict employee motivation, attitudes and behaviour in relation to the employer’ (Kuvaas & Dysvik, 2009, 3500).

Exchange relationships are not unidirectional but rather reciprocal. Social Exchange Theory (SET), with its emphasis on the
felt obligation to reciprocate, can explain why workers are motivated to contribute on behalf of their organizations
(Walumbwa, et al., 2011). Since the parties present their resources to each other, they expect some of their needs to be met
by the other. Specifically, an employee who is satisfied by what he has received provides more contributions to his
organization in comparison with one who is less satisfied by his gatherings. As a result, these dynamics directly affect
employee and organizational outcomes.
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Numerous studies have been conducted on social and economic exchange and several variables have been shown to be
associated with these two concepts. Research has suggested that social and economic exchanges are distinct and relate
differently to organizational antecedents such as perceived leadership style and organizational culture (Song et al., 2009),
organizational climate (Kuvaas et al., 2008), perceived organizational support (Rhoades & Eisenberger, 2002), and
employment relationship (Wang et al., 2003; Hom et al., 2009) and outcomes such as job satisfaction (Gakovic & Tetrick,
2003), commitment (Hom et al.,, 2009), work effort and organizational citizenship behaviors (Kuvaas et al., 2008),
performance and relative absence and tardiness (Shore et al., 2006). Such studies have produced empirical results consistent
with the predictions of social exchange theory. These studies have found that employees act on the norm of reciprocity and
return favorable organizational treatment with positive attitudes and high levels of performance. Affective commitment,
which refers to the employee’s emotional attachment to the organization, is one of the concepts that can be related with
social and economic exchanges between the employees and the organization. As earlier research mostly focused on
performance in general, this study will also contribute to earlier research by investigating the direct effects of social and
economic exchanges on both perceived in-role and extra-role performance behaviors based on the categorizations of Katz &
Kahn (1966). The differentiation between in-role and extra-role performance behaviors will contribute to our knowledge
about the antecedents of these two aspects of performance. Finally, the (intention to) turnover which is a considerable issue
for all organizations will be investigated in connection with the two antecedents — namely social and economic exchanges
between the employees and the organization.

Shore et al., (2009a) argue that social and economic exchange elements of the employee-organization relationship are
different and that employees in organizations perceive both social and economic exchange elements to exist concurrently
with varying degrees. However, Cropanzano & Mitchell (2005) claimed that most studies have focused on social exchange in
the employee-organization relationship with very little empirical research on economic exchange. They also argued that
“further investigations of how exchange orientation influences organizational relationships is of great importance (p.878)".

Song et al., (2009) explicitly called for more research that examines the role of social exchange relationships in explaining
employee attitudes and behaviors in different cultural settings. Although past research has documented social and economic
exchange and their relationship with employee attitudes and behaviors, little is actually known about whether the
relationships between employee-organization exchanges and employee reactions extend beyond United States-based
samples.

SET has been used as a basis and an analytical lens to explain many organizational attitudes and behaviors such as Leader
Member Exchange (LMX), employee performance, organizational citizenship behavior, trust, perceived organizational-
supervisory support, organizational justice... both in Western societies and in Turkey. However, research on the focus point
of SET namely, social and economic exchanges between employees and the organization appears to be extremely limited in
the Turkish work context. In an effort to address this gap in the literature, we will investigate the two distinct elements of SET
-social and economic exchange- within employee-organization relationship in connection with important work-related
attitudes and behaviors, namely affective commitment, in-role behaviors, extra-role behaviors and intention to turnover.
Following, we will review literature on social and economic exchange and the proposed organizational outcomes.

In the following sections, we will first review work that supports the distinction between social and economic exchanges in
employee-organization relationship, along with related organizational outcomes. The hypotheses of the study will be
formulated upon the theoretical background. Then information on sampling, data collection and measures are given. The
analyses and results are presented in the following sections. Lastly, the findings are discussed and the implications along with
limitations and suggestions for future work are provided.

2. THEORETICAL BACKGROUND
2.1. Social and Economic Exchange in Employee-Organization Relationship

Based on SET (Blau, 1964), exchange relationships have an extensive theoretical background in the relevant literature. Prior
research has used social exchange theory to explain the relationship between LMX and effective work attitudes and behaviors
(e.g. Wayne, Shore, & Liden, 1997). From a more macro perspective, the exchange relationships between employees and
their organizations has also been widely studied (e.g. Shore, et al., 2006).

Employee-organization exchange relationships may be represented by both social employee-organization exchange and
economic employee-organization exchange relationships. In other words, the relationship between employees and their
organizations has both social and economic components. Blau (1964) argues that employees tend to develop exchanges for
socio-emotional (e.g., give and take, being taken care of by the organization), as well as for economic reasons (e.g., pay and
benefits). There are major distinctions between social and economic exchange relationships. The basic distinction is: social
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exchanges generate socio-emotional responses such as gratitude, trust, obligation and so forth, while economic exchange
are based merely on economic transactions (Hackett et al., 2003).

In particular, social exchange can be defined as deliberate actions that are performed by individuals or groups with the
expectation that other party will act in a similar fashion (Blau, 1964; Foa & Foa, 1980). Individuals who receive favors will
have a tendency to reciprocate with resources that are favorable to the other party, and vice versa. In other words, when an
individual does another party a favor, there is an expectation of some future return. However, when the favor will be
reciprocated, and in what form, is often unclear. In other words, social exchanges entail unspecified, rather complex
obligations and thus, depend on mutual trust (Blau, 1964). Since the reciprocation is not guaranteed by a written agreement,
trust is developed through continuous interactions in social exchange relationships, and both parties must prove their
credibility to one another (Cole et al., 2002). Interactions are not all about what parties have received in a short period of
time. In other words, the focus is not merely on the concrete gatherings that each party receives. Instead, both parties try to
develop a long lasting, satisfactory relationship with possible further interactions that might be beneficial for each (Song, et
al., 2009). Besides, as the social exchange is ongoing and based on feelings of obligation, it requires a long-term or open-
ended orientation and investment in the relationship (Blau, 1964).

Studies have shown that social exchange relationship has variety of organizational outcomes. For one thing, social exchange
is correlated with work performance. Individuals who developed a social exchange relationship with their organizations are
shown to have higher work performance (Shore & Tetrick, 1991). In addition, social exchange is associated with higher
organizational citizenship behavior (Gakovic & Tetrick, 2003), implying that individuals who have higher levels of social
exchange perception demonstrate increased organizational citizenship behavior. Apart from these, social exchange is related
with job satisfaction, too. Specifically, individuals who have social exchange relationship with their organizations are more
satisfied with their jobs (Kuvaas et al., 2008).

Economic exchanges, however, are rather impersonal and trust is not a necessity for the relationship to be sustained.
Economic agreements or contracts specify narrowly defined financial obligations and expected actions for the parties (e.g.,
pay for performance). Based on the agreement between interacting parties, some sanctions are identified for the party that
do not obey the agreement or behave opportunistically (Cropanzano & Mitchell, 2005). In economic exchanges, transactions
include relatively short-term and financially-oriented relationships. Interactions are based on the exchange of well-identified
commodities and services (Podsakoff et al., 2000). Both parties focus on merely meeting their responsibilities and increase
their short-term gatherings, as much as possible. For this reason, economic exchange relationships are usually time-bound
and close-ended (Shore et al., 2006).

Relevant literature has also provided significant associations between economic exchange and several organizational
outcomes. Specifically, economic exchange relationship is negatively associated with organization citizenship behavior,
implying that in a purely economic exchange employees are not motivated to make further contribution to their
organizations. Specifically, the more dominant economic exchange is, the less individuals demonstrate citizenship behaviors
in their organizations (Song, et al., 2009; Zhu, 2016). In addition, economic exchange is negatively correlated with work
performance, demonstrating that work performance drops in a purely economic exchange (Kuvaas et al., 2012). Apart from
those variables, economic exchange is closely related with intention to quit. In other words, employees are more willing to
leave their organizations if their economic exchange perception is heightened (Hom et al., 2009).

2.2. Social and Economic Exchange, Work Attitudes and Behaviors

From an organizational perspective, interdependence among the employees as highlighted in Social Exchange Theory
establishes mutual obligations that create a need to reciprocate the resources received from the other party. For instance, in
the typical employment relationship, the organization provide tangible and intangible resources such as compensation in the
form of money and fringe benefits, job security, training as well as care, support or consideration. In return, employees also
provide some resources such as time, expertise, or effort. This interdependency between employees and their organization
gradually creates a sense of commitment and loyalty to the organization (Henderson et al., 2008). A foundation of the
employee-organization relationship is based on the notion that “employees develop exchanges for socio-emotional and
economic reasons, and that the type of exchange relationship can predict employee motivation, attitudes and behaviour in
relation to the employer” (Kuvaas & Dysvik, 2009, 3500).

2.2.1. Affective Commitment

Employee—Organization relationship has been recognized as a social exchange relationship in many studies and organizational
commitment is considered as a behavior developed as social exchange relationship is established (Liu & Deng, 2011).
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Employees who have social exchange relationships with their organizations are more likely to feel obliged to return their
gatherings with more particularistic resources, such as commitment towards their organizations (Song, et al., 2009).

Organizational commitment relates to the strength of one’s identification with and involvement in a particular organization
(Lyons et al., 2006) and is a valuable component of organizational effectiveness. Relevant literature has demonstrated that
organizational commitment represents feelings of involvement, reciprocity and responsibility towards one’s organization.

Drawing on the early works and questioning the appropriateness of the unidimensional constructs on both conceptual and
empirical grounds, Allen & Meyer (1990) proposed a three-dimensional conceptualization of organizational commitment.
Affective commitment is the emotional bonding of an employee towards his/her organization. Normative commitment refers
to the sense of responsibility and obligation to continue employment in the current organization. Continuance commitment
refers to the recognition of the costs associated with leaving the organization and the perception of the lack of job
alternatives. Concerning their three-component model of organizational commitment, Meyer & Allen (1991) claimed that
work experiences have the strongest and most consistent positive relationship with affective commitment. Affective
commitment refers to the employee’s emotional attachment to, identification with, and involvement with the organization
(Allen & Meyer, 1990). Therefore, the present study discusses affective commitment as one of the focus points as it has
been shown that this dimension has a positive effect on permanent work behaviors (Jin et al., 2010).

Individuals who have social exchange relationships with their organizations are likely to have attachment and identification
with their organizations. As affective commitment means a powerful emotional attachment to an organization, it is
regarded as the result of high-quality reciprocity between employees and their organization (Colquitt et al., 2007).
For this reason, social exchange element would motivate them to have more involvement and embeddedness towards the
organization that they are working for. As social exchange emphasizes the socioemotional (e.g., give and take, being taken
care of by the organization) aspects of exchange, we might conclude that it is positively related with affective commitment
which is rooted in the norms of reciprocity. When employees are positively treated by their organization, they develop
positive feelings toward that organization, which leads to high levels of affectve commitment.

Thus, we hypothesize that
H1a: Social exchange is positively related with affective commitment.

In contrast, economic exchange is characterized by a low level of trust and relationship investment (Blau, 1964). Its focus is
on narrow financial obligations (e.g., pay and benefits) without any long-term investments in the employee (e.g., employment
security or career planning). An economic exchange does not emphasize socio-emotional outcomes, but rather includes short-
termed, financially-oriented relationships. In a purely economic exchange relationship, we expect subordinates to be less
psychologically and emotionally involved and consequently, less likely to develop affective commitment towards their
organization.

Thus, we hypothesize that
H1b: Economic exchange is negatively related with affective commitment.
2.2.2. In-Role and Extra-Role Performance Behaviors

This research includes the two aspects of performance- namely in-role performance and extra-role performance behaviors.
Organ (1990) suggested a distinction between in-role (task) performance and extra-role (contextual) performance behaviors
and added that they were both theoretically and practically important because they were determined by different
antecedents.

In-role behaviors were initially described by Katz and Kahn (1966) as those behaviors that are prescribed as being part of
one's job, and are recognized by the organization's formal reward systems. In-role performance includes behaviors required
by explicit job descriptions and refers to the duties and responsibilities one executes as part of his/her job assighments
(Vigoda, 2000). Williams & Anderson (1991) and Goodman & Svyantek (1999) defined in-role behaviors as task performance
that contributes directly to the technical core of the organization, such as working a full 8-hours a day, or completing all
required task assignments.

Extra-role behaviors, however, are rather discretionary behaviors that go beyond existing role expectations. Organ (1988,4)
defined extra-role behavior as “individual behavior that is discretionary, not directly or explicitly recognized by the formal
reward system, and, in the aggregate, promotes the efficient and effective functioning of the organization”.
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When organizations create an environment where employees develop a favourable social exchange relationship based on
trust and socioemotional elements, they would feel obliged to return this favour by investing more time and energy in their
in-role tasks that contribute to the organizational outcomes. This would strengthen their expectation that greater efforts will
be awarded by the organization. It has been shown that employees who experience more positive emotions would perform
better (Fredrickson & Losada, 2005). In a similar study, Orpen (1994) found out that employees who receive organizational
support will put more effort in their work and will perform better than employees who do not have support from their
organizations.

Organ (1990) argued that SET was the best theoretical explanation for employee citizenship behavior. When employees feel
that they have a positive social exchange relationship with the organization, their socio-emotional needs would be fullfilled
and their well-being would be enhanced. Hence, they are more likely to reciprocate favorable organizational treatment with
positive work behaviors and go “above and beyond” the specified task requirements. Higher levels of organizational trust and
investment associated with high-quality social exchange relationships create feelings of employee obligation and well-being,
which, in turn, motivate employees to show behaviors that exceed the formal task requirements. It might be the case that
strong social employee-organization exchange would enhance the employees’ both in- and extra-role work performance
through increased feelings of obligation, well-being and loyalty.

Thus, we hypothesize that
H2a: Social exchange is positively related with in-role behaviors.
H2b: Social exchange is positively related with extra-role behaviors.

Economic exchange with its financial emphasis and well-defined obligations might also encourage employee behavior that
meets organizational expectations for in-role job performance. Even in a rather impersonal economic relationship with their
organization, employees feel obliged to do what the job requires to be paid for their work effort. In response to the perception
of an economic exchange with no long-term orientation and mutual interests, employees would still reciprocate by
acceptable levels of performance but they would be unwilling to contribute much to the organization above and beyond
required task performance. Economic exchanges are likely to be associated with meeting job requirements through
acceptable, rather than superior, levels of performance, suggesting that economic exchange may be less associated than
social exchange with job performance. That is, the financial aspects of exchange serve to encourage behavior that meets,
rather than exceeds, organizational expectations for employee job performance. Shore et al. (2006,846), considering the
contractual nature of economic exchange, did not hypothesize a relationship between economic exchange perception and
contexual performance because it was expected to “... encourage behavior that meets, rather than exceeds, organizational
expectations for employee job performance.” We question this view and argue that with weak psychological engagement
due to the low level of mutual trust and socio-emotional involvement, employees would hesitate to exceed expectations for
extra-role job performance and step forward as organizational citizens.

Thus, we hypothesize that

H3a: Economic exchange is positively related with in-role behaviors.
H3b: Economic exchange is negatively related with extra-role behaviors.
2.2.3. Turnover Intention

Prior research has evidenced that turnover has been a serious issue for all organizations. Lambert & Hogan (2009, 97) claim
that “the level of turnover is an important indicator of the effectiveness and efficiency of an organization”. Turnover intention
has been considered to be the main and immediate predictor of actual turnover. Turnover intention can be defined as “an
individual’s subjective probability that he/she is permanently leaving the employer in the near future and captured the last
in a series of withdrawal cognitions that also included thoughts about quitting and the search for alternative employment
(Tepper, et al., 2009, 157). It has been a major challenge for organizations to retain their workforce as high turnover rates
can be expensive for companies, compromising firm profitability due to continually wasting resources on recruiting, retraining
and re-skilling applicants.

There has been a wide literature on turnover intention as it has connections with various individual and organizational issues.
Employees may voluntarily leave organizations for a variety of reasons, including low satisfaction with their jobs and/or
employers, low organizational commitment, disapproval of organizational justice, limited promotion and growth
opportunities, a better opportunity elsewhere, a low quality of work life etc...
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Thus, the final focus of the present study was to investigate the impact of employee-organization exhange relationship on
turnover intention. Van Knippenberg et al. (2007) state that employees are likely to leave their organizations because they
are dissatisfied with the exchange relationship (e.g., poor organizational support, contract violations, etc.). Macnall et al.,
(2010) claim that individuals with positive emotions about their work experiences have lower turnover intentions. Positive
actions directed at employees by the organization would contribute to the establishment of high-quality, long-term exchange
relationships, compelling employees to repay advantageous treatment received from their employers. More specifically,
emplyees within a strong social exchange relationship based on relational trust and investment with long-term orientation
would have lower intentions to leave the organization.

Thus, we hypothesize that
H4a: Social exchange is negatively related with turnover intention.

Economic exchanges, on the other hand, are associated with “easy exit”’. As economic exchanges are typically based on
lower levels of mutual trust and relationship investment with an emphasis on financial and tangible resources, they involve
rather shaky interactions. Since this type of exchange does not imply a long-term investment or ongoing relationship,
interacting parties focus merely on what they received and they rarely take into consideration who provides the resources.
Either party can terminate the exchange as soon as they find a better alternative that can provide the desired resource (Shore
etal., 2009b). This suggests that when economic exchange is high, employees may display higher levels of turnover intentions.

Thus, we hypothesize that

H4b: Economic exchange is positively related with turnover intention.
3. METHOD

3.1. Sample and Data Collection

The population of this study were white-collar employees who work at the private sector in Istanbul, Turkey. Since it is
impossible to reach all of them, a representative sample was chosen based on convenience sampling. Participants were
contacted through snowball sampling technique via the researcher’s personal and professional contacts. Employees were
sent e-mails and instructed via social media to click on a website link to complete the online research instrument.
Respondents were assured of confidentiality. In order not to limit the study to one industry only, various industries in the
private sector were included in the study. The majority of the respondents were from banking, finance and IT sectors. Survey
data were collected during November-December 2019. Participants were asked to answer questions regarding demographic
information (age, gender, tenure, education), their exchanges with the organization, and questions about their work attitudes
and behaviors. Out of 250, 195 of the employees returned the surveys. Finally, data obtained from the participants were
analyzed through SPSS 22.

3.2. Demographic Characteristics

In terms of demographic findings, 49% of respondents were females, and the remaining 51% were males. The respondents
were relatively young, aged between 22 and 35 years of age. The total tenure of the respondents was 7.2 years and their
current tenure was 5.06 years. The respondents can be argued to be highly educated. 69% of the respondents were holding
bachelor degree and 20% of them have postgraduate degree, and the remaining 11% were high school graduates.

3.3. Measures

Social and Economic Exchange relationship of participants with their organizations was measured using Shore et al. (2006)’s
Social and Economic Exchange Scale (SEES). The items were translated into Turkish by the authors and back translated into
English by experienced professors and checked for consistency with the original. The SEES composed of 17 items measuring
the two sub-dimensions; eight social exchange items (e.g., “My relationship with my organization is based on mutual trust”)
and nine economic exchange items (e.g., “My relationship with my organization is strictly an economic one — | work and they
pay me”).

Affective Commitment was measured by the seven-item affective commitment scale developed by Meyer et al., (1993). A
sample item is, “I would be very happy to spend the rest of my career with this organization”. In-role and extra-role
performance was measured by Goodman & Svyantek’s (1999) sixteen-item scale. The researchers based their instrument on
Smith et al.’s (1983) organizational citizenship behavior measure. This scale covers the two forms of perceived job
performance namely, in-role (task) performance and extra-role (contextual performance). In-role performance behavior was
assessed with nine items, including “You perform well in the overall job by carrying out tasks as expected”. Extra-role
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performance was measured by seven items. The instrument includes extra-role performance behaviors directed towards the
organization and towards the fellow employees. Sample items are, “You willingly attend functions not required by the
organization, but help in its overall image”, and ““You take initiative to orient new employees to the department even though
not part of your job description”. Employees rated their in-role and extra-role performance behaviors based on their self-
rating. The turnover intention was measured by a 3-item scale developed by Cammann, et al., (1979). A sample item is “I
often think of leaving the organization”. The demographic section of the questionnaire asked questions about the
participants’ age, gender, educational level, and organizational tenure. Participants’ gender was dummy coded, 0 for female
and 1 for male. The educational level of the participants was measured in categories: (1) high school, (2) bachelor’s degree,
(3) post-graduate degree. The age and the organizational tenure were measured by open-ended questions.

4. RESULTS

Before testing the hypotheses, we conducted a series of principal component factor analyses using varimax rotation for both
scales separately. The 17-item SEES yielded two factors explaining 63.69% of the total variance. One item that loaded on both
factors (There is a lot of give and take in my relationship with [my organization]) and one item which had a loading less than
.50 (I only want to do more for [my organization] when | see that they will do more for me) was excluded from the analysis.
Thus, the first factor that consisted of seven items was called social exchange and the second factor consisting of eight items
was called economic exchange (Table 1). The Cronbach alpha estimates for the two scales were .85 and .89, respectively.

Table 1: Factor analyses of Social and Economic Exchange Scale

FACTOR 1: Social Exchange (% Var: 31,869) Factor loadings
| don’t mind working hard today - | know | will eventually be rewarded by [my organization] .865
My relationship with [my organization] is based on mutual trust. .817

| try to look out for the best interest of [the organization] because | can rely on my organization to take care of 804
me.

Even though | may not always receive the recognition from [my organization] | deserve, | know my efforts will 799
be rewarded in the future.

[My organization] has made a significant investment in me. 662
The things | do on the job today will benefit my standing in [this organization] in the long run. 628

| worry that all my efforts on behalf of [my organization] will never be rewarded. [R] 589

FACTOR 2: Economic Exchange (% Var: 31,824)

My relationship with [my organization] is impersonal — | have little emotional involvement at work. .896
| do what [my organization] requires, simply because they pay me. .824
My relationship with [my organization] is strictly an economic one - | work and they pay me. .823
| do not care what [my organization] does for me in the long run, only what it does right now. 817
All | really expect from [my organization] is that | be paid for my work effort. 746
The most accurate way to describe my work situation is to say that | give a fair day’s work for a fair day’s pay. .642
My efforts are equal to the amount of pay and benefits | receive. .584
| watch very carefully what | get from [my organization], relative to what | contribute. .560

512

Total variance explained: 63,69
Kaiser—-Meyer—Olkin Measure of Sampling Adequacy: 0.613; df: 78
Bartlett significance value: 0.000; Approx. Chi-Square: 1423.583

The principal component analysis for the 16 item In-role/Extra-role performance scale yielded two factors explaining 67.07%
of the total variance. The Cronbach’s alpha reliability coefficient for the first factor representing In-role performance
behaviors was .93, for the second factor representing Extra-role performance behaviors was .91. Affective commitment and
Turnover intention scales each yielded to a single factor, with Cronbach’s alpha reliability coefficients .92 and .89,
respectively. It seems that all Cronbach’s alpha reliability coefficients are high enough to conclude that the scales are highly
reliable “good” measures.
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Table 2 reports the descriptive statistics, scale reliabilities, and bivariate correlations. In general, the correlations reflect
preliminary answers for the expected relations and provide confidence that the measures functioned properly for the effects
tested in this study.

Table 2: Means, Standard Deviations, Intercorrelations and Alphas for the Variables

Variables M SD 1 2 3 4 5 6
1. Social Exch. 3.71 1.01 (.85)

2. Economic Exch. 3.55 1.23 -.19" (.89)

3. Affective Commit. 3.50 1.18 .54 -.36" (.92)

4. In-role Perf. B. 4.05 1.01 .35™ 27 37 (.93)

5. Extra-role Perf. B. 3.75 1.15 377 -.20" .39 .28™ (.91)

6.Turnover Intention 3.05 1.02 -.44" -.23" -32™ -.28"™ -.15 (.89)

** Significant at p< 0.0l , * Significant at p< 0.05, 2-tailed
Internal consistency alphas are in parenthesis along the diagonal.

The means for the social and economic exchange are above the theoretical midpoint (3.5) of the scales. In fact, employees
express a slightly higher level of social exchange (3.71) with their organization than economic exchange (3.55). Affective
commitment score (3.50) is at the midpoint. The mean score for in-role performance behavior (4.05) is the highest, indicating
most respondents think they are doing good at their job. Extra-role performance behavior (3.75) is also above the avarage.
The lowest score is turnover intention (3.05). It seems that most respondents have low intention to leave their organization.

The significant correlations were generally in the expected directions as predicted in hypotheses. A review of the correlation
matrix indicates that social exchange showed moderate positive significant relationships with affective commitment (r = .54,
p < .01), in-role performance (r = .35, p < .01), extra-role performance (r = .37, p < .01), but it had a negative significant
relationship with turnover intention (r = -.44, p < .01). The economic exchange had low-to-moderate negative significant
relationships with affective commitment (r = -.36, p < .01), extra-role performance (r = -.20, p < .05) and turnover intention
(r=-.23, p <.05), but a positive significant relationship with in-role performance (r = .27, p< .01). The correlations indicated
that especially the existence of social exchange is likely to increase employees’ perceived affective commitment, perceived
in-role performance and extra-role performance, while decreasing their intention to leave the organization.

While the correlations suggest initial support for the hypotheses, multiple regression analyses were performed to evaluate
the relative contribution of each type of exchange relationship to the prediction of affective commitment, in-role
performance, extra-role performance, and turnover intentions (Table 3).

Table 3: Multiple Regression Analysis

Affective In-role Extra-role Turnover
commitment performance performance intention
Social exchange 517 32" .34 -417
Economic exchange -.33" .24 -17 -.20°
Adj. R? 381" .263™" 246 324
F 28.85™ 25.16™ 24.32" 26.11"

*p< .05; **p<.001
Note: We also conducted multiple regression analyses with demographic variables before adding Social exchange and Economic exchange
variables. The pattern of results obtained from these analyses did not differ substantially from that of the results reported here.

Table 3 presents the contributions of social exchange and economic exchange perception on each outcome attitude and
behavior. Regression results support most of the findings from the zero-order correlations. As can be followed, social
exchange and economic exchange perception together explain 38.1 percent of the variance of affective commitment (Adj.R?
=.381, F = 28.85, p <.001). The positive, significant contribution of social exchange to affective commitment (B=.51, p<.001)
indicates that employees’ social exchange perception is an important predictor of affective commitment to the organization.
The beta coefficient for economic exchange was also significant (f= -.33, p<001), indicating a negative impact of economic
exchange on affective commitment. It seems that the higher the employees’ economic exchange perception, the lower their
affective commitment to the organization. Thus, our hypotheses Hla and H1b are supported. Similarly, social exchange and
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economic exchange perception together explain 26.3 percent of the variance of perceived in-role performance (Adj.R? =.263,
F = 25.16, p <.001).

The beta coefficient for social exchange and in-role performance was significant (B=.32, p<.001) indicating a positive
contribution of social exchange perception to in-role performance. The beta coefficient for economic exchange and in-role
performance was also significant (B=.24, p<.001), indicating a positive contribution of economic exchange perception to in-
role performance. Thus, our hypotheses H2a and H3a are also supported. It seems that both social and economic exchange
perceptions make positive contributions to employees’ in-role performance. Again, the variances of extra-role performance
are explained together by social exchange and economic exchange perception (Adj. R2 =.246, F = 24.32, p < .001). However,
the beta coefficients show that the variances of extra-role performance are significantly predicted by only social exchange
perceptions (B =.34, p <.001), whereas economic exchange failed to do so (B =.17, ns). According to the results of correlation
analysis, economic exchange is in a significant and negative relationship with extra-role performance; but when it has been
regressed together with social exchange perception, it appeared to have no significant contribution to extra-role
performance. It seems that social exchange perception is the only variable that can explain the variances of extra-role
performance. Thus while H2b is supported, H3b is rejected.

Finally, results indicate that variances of turnover intention is significantly predicted by both social exchange and economic
exchange perceptions (Adj.R?=.324"", F = 26.11, p <.001). The beta coefficient for social exchange (B=- -.41, p<.001) indicates
a negative relationship between social exchange and turnover intention. Thus, H4a is supported. It seems that as social
exchange perception increases, employees are less willing to quit their jobs. However, the beta coefficient for economic
exchange (B=-.20, p<.05) also indicated a significant negative impact of economic exchange to turnover intention. Contrary
to our hypotheses, H4b is rejected. It seems that higher levels of economic exchange were associated with lower levels of
turnover intention.

All in all, the present data point to social exchange as the type of exchange relationship that more strongly influences
employee attitudes and behaviors.

5. DISCUSSION

In order to shed some light on the issue of emploee-organization exchanges in a culturally different work setting, we mainly
aimed to explore the relative impact of social and economic exchanges on employee work attitudes and behaviors.

We empirically aimed to investigate these relationships by using Social Exchange and Economic Exchange concepts as two
separate constructs rather than two opposite ends of the same continuum. A review of the correlation matrix (Table 1)
indicates that economic exchange is relatively weakly correlated with social exchange (r = -.19 and p < .05). This is an
important contribution as it supports the previous research indicating that social and economic exchange should rather be
conceptualized as two distinct concepts (Shore et al., 2006; Buch et al, 2011).

With regards to the other simple correlations, social exchange showed moderate positive significant relationships with
affective commitment, in-role performance, extra-role performance, but it had a negative significant relationship with
turnover intention. When social and economic exchange are regressed together (Table 3), the results supported the predicted
main effects that social exchange is likely to have on four criteria variables. Not surprisingly, we found that social exchange
perceptions make a significant positive contribution on employees’ affective commitment to the organization, which is
consistent with the results of Walumbwa et al.’s (2011) and Kuvaas et al.’s (2012) research. This means that social exchanges
that include more socio-emotional responses characterized by feelings of gratitude, mutual trust, caring and obligation to
reciprocate positively affect the degree to which employees feel emotionally attached to their organization.

As was previously discussed, social exchange involves emotional reciprocity and a series of interactions between two parties
that generate obligations to each other. In line with findings by Wayne et al. (2002), we found support to conclude that
employees with strong social exchange relationships with their organization are more likely to exhibit behaviors that are
supportive of organizational goals, put more effort in their work and perform better. It seems that in a work setting where
organizations make investments on the employees, trust and take care of them, the employees feel obliged to return this
favor by investing more time and energy in their tasks.

The same link of reasoning can be applied with regard to extra-role performance. Prior research suggest that social exchange
relationships are associated not only with higher levels of in-role job performance but organizational citizenship behaviors as
well (Shore et al., 2006; Kuvaas & Dysvik (2009). Our results also show that high levels of social exchange are associated with
high levels of extra-role behaviours. It seems that a strong social exchange relationship creates employees’ energy to go
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beyond their formal job responsibilities that benefit the organization. Employees are likely to feel the obligation to return
favorable actions with behaviors that include “good deeds” directed towards their peers and the organization.

Performance is a multidimensional and complex construct. The rather low-to-medium yet significant relationships between
social exchange and in-role and extra-role performance can be explained by the fact that performance can be predicted by
factors consisting of a mix of personality traits, job characteristics and sociopsychological environment of the organization.
Among these factors, we focused in the present study only on the social and economic exchanges, two important elements
of the employee-organization relationship.

As to turnover intention, we found that employees who develop social exchange relationship with their organizations are less
willing to quit their current jobs. Prior research (Hom et al., 2009; Cole et al., 2002) also suggest that social exchange with
socioemotional components of mutual obligation and investment with long-term orientation lower employee intentions to
leave the organization. In fact, employees might be afraid of losing their positions in their organizations where they have
emotional attachment. Karagonlar et al., (2015) found that in a Turkish sample social exchange would reduce turnover
intention through work engagement primarily for employees with low self efficacy. Supporting evidence also comes from
the strong predictive validity of affective commitment in relation to turnover intentions and actual turnover (Meyer &
Herscovitch, 2001).

All in all, when employees had stronger social exchanges they demonstrated more positive attitudes and behaviors. More
specifically, in all four cases the relationships between social exchange and the criterion measures were consistent with prior
research, further highlighting the importance and strength of social relationships in the workplace.

As Cropanzano & Mitchell (2005) also claimed, most research has focused on social exchange in the employee-organization
relationship with very little empirical research on economic exchange. Thus, in the study we investigated the relationship
between economic exchange and four criteria variables. In economic exchange, having an emotionally-fulfilling relationship
is not the main priority for interacting parties. From an organizational point of view, employees are rather driven towards
maximizing their material gatherings and view the relationship on a purely economic basis (Podsakoff et al., 2000). To our
expectation, results have revealed a moderately negative correlation between economic exchange and affective
commitment, suggesting that individuals who are dominantly economic exchange-oriented show little, if any, emotional
attachment towards their organizations.

Economic exchanges may not emphasize socio-emotional outcomes but are characterized by the exchange of goods and
services that have values which are separate from their sentimental values for the interacting parties. The emphasis is on
narrow, well-defined contractual obligations; defining what needs to be accomplished and how performance is rewarded
(e.g., pay for performance). To support our expectation, we found a positive relationship between economic exchange and
in-role performance, implying that employees have to show the required performance in order to repay the transactional
obligations in a “quid pro quo” manner. Our findings are partially in alignment with prior research. As Kamdar & Van Dyne
(2007) claim that economic exchanges associated with a narrowing of job roles would encompass only required performance,
Shore et al. (2006) found that, because of its contractual nature, relationships characterized by economic exchanges can be
unrelated to work performance.

Following the same line of reasoning, we expected that employees whose relationships with the organization are
predominantly based on economic exchanges would not be willing to go “over and beyond” the expected level of
performance. As the simple correlation analysis showed a significant and negative relationship with economic exchange and
extra-role performance, when it has been regressed together with social exchange, it showed a non-significant relationship,
indicating no support for our assumption. It seems that the contractual, narrowly-defined nature of economic exchanges are
not predictive of extra-role performance which is associated with discretionary behaviors. This finding is in alignment with
past research by Shore et al. (2006, 846) who did not hypothesize a relationship between economic exchange perception and
extra-role work performance because it was expected to “.. encourage behavior that meets, rather than exceeds,
organizational expectations for employee job performance.”

Considering the low levels of relationship investment and short-term tit-for-tat exchanges of mostly economic resources, we
assumed that economic exchange will be positively related with turnover intention. To the contrary of our assumptions, our
results revealed that economic exchange is relatively weakly, yet negatively related with turnover intention. It seems that
employees who have developed an economic exchange relationship with their organizations may rationally define the
financial obligations and the exchange of well-defined benefits (e.g., pay for performance) and have no reason not to keep
their status quo. In other words as long as the terms of the economic exchange are fulfilled, employees’ intention to quit
their jobs decreases.
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6. CONCLUSION

In recent years, organizational scholars (e.g. Cropanzano & Mitchell, 2005; Shore, et al., 2009b; Song, et al., 2009) explicitly
called for further research that investigates the role of social exchange relationships in explaining employee attitudes and
behaviors in different cultural settings. As a response to calls for further research, we conducted the present study to
investigate the role of social exchanges within a non-US context. Turkey has a culture that differentiates from other Western
countries such as the United States where most research on SET has been conducted. Thus, we aimed to report empirical
results from a Turkish sample to see if SET and the norm of reciprocity function any similar to what has been reported in
other mostly US-based studies.

First of all, the results of this study brought evidence to the proposition that there are two relatively independent aspects of
exchange in the employee-organization relationship, namely social and economic exchange. It is evident that employees
encounter both kinds of exchanges concurrently with varying degrees. Also, the results suggest that these two forms of
exchange can operate relatively independently, exhibiting differential relations with affective commitment, job performance,
and turnover intention. Thus, it is useful to explicitly measure employees’ social and economic exchange perceptions with
their organizations in order to better understand the nature of exchanges.

In general, the present study generally supported the findings of relevant literature. Most particularly, our pattern of results
also showed that social exchange has stronger and more positive effects than economic exchange. We can conclude that
organizations should consistently seek ways to create a climate with stronger social exchange perceptions among their
employees. They should focus on the socioemotional aspects of their relationship by treating their employees well,
developing mutual trust, and making investment in them. This would create a social organizational climate characterized by
trust, cooperation, and long-term orientation which, in turn, leads to beneficial employee attitudes and behaviors. As the
social exchange literature explicitly posits, the formation of trust develops as the social relationships evolve. Thus,
organizations should train organizational members in interpersonal skills to facilitate the development of high-quality
exchange relationships.

The results of the present study showed that economic exchange has more limited effects, at least in relation to the particular
outcomes studied. Our results on economic exchange perceptions have received mixed support from prior research. The
positive relationship of economic exchange with in-role performance and the negative relationship with turnover intention
contradicts with earlier research by Shore et al., (2009a). However, the present research has been conducted in a culturally
different setting. Our results can also be explained by the economic conditions of Turkey and the high rate of unemployment
among young people. It might be the case that employees do a rational (not necessarily emotional) “cost-benefit” evaluation
of occupational interaction based on maximization of material profits. This might encourage them to do what the job requires
to be paid for their work effort and keep their membership with the organization as long as they are paid for their work effort.

We can bring support to our findings on economic exchange-turnover intention relationship from the continuance
commitment literature, as well. Meyer & Allen (1991) define continuance commitment as an awareness of the costs
associated with leaving the organization. Evolved from Becker’s (1960) side-bet theory, continuance commitment posits that
employees’ association with the organization is based on a calculative assessment of economic benefits gained.
Organizational members maintain membership with their organization because of the positive extrinsic rewards obtained
through the effort-reward bargain as well as the scarcity of alternative employment opportunities elsewhere. Taing et al.,
(2011) made a distinction between positive and negative side of continuance commitment and specified dimensions based
on the perception of “beneficial economic exchanges” versus the perception of “low job alternatives”. They found that
continuance commitment based on economic exchanges was related favorably to work outcomes, such as task performance
and citizenship behaviors, while continuance commitment based on low job alternatives was related unfavorably to such
outcomes. Thus, organizations should foster continuance commitment based on economic exchanges by increasing employee
awareness of the benefits available to them and by providing social support to employees who feel they “have to” remain in
the organization.

Our results suggested that employees pursue the satisfaction of both social and economic needs. As Goodwin et al., (2009,
973) also argued, “The instrumental and social aspects of the relationship appear to exist simultaneously”. However,
economic exchanges have received considerably less attention in the social exchange research literature (Cropanzano &
Mitchell, 2005). Economic exchanges may not involve affect or provide intrinsic motivation, but what is common to both
types of exchanges is reciprocation, that is, the contributor’s expectation of some form of future return (Blau, 1964). Contrary
to more recent research (e.g. Kuvaas & Dysvik, 2009; Song, et al., 2009), our findings support the traditional views which
claim both social and economic exchanges in general motivate productive work behavior (e.g. Rhoades & Eisenberger, 2002).
It might as well be possible that the extrinsic motivation of employees with a strong economic exchange perception could
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produce acceptable levels of performance under certain circumstances or in some cultural contexts. For example, Meyer et
al., (2002) argue that pay satisfaction is positively related to positive work attitudes and behaviour. In a related vein, the “pay-
for-performance” literature suggest that the instrumental performance—outcome relationship influences performance
quantity and increases performance depending on task characteristics (Weibel et al., 2010), which we were not able to control
for in the present study.

In short, our findings reveal that social and economic exchange are both to be emphasized in organizations. As shown in the
present study, economic exchange associated with poor work outcomes (low affective commitment and low extra-role
behavior) highlights the importance of attending to this aspect of employee-organization relationship. On the other hand,
providing employees with “a fair day’s pay for a fair day’s work” may relate positively to employees’ justice perceptions,
forming a baseline which create conditions that will promote social exchange relationships in the workplace.

In short, it should be kept in mind that social and economic exchanges exist side-by-side in organisations. Employees’ main
motives in their associations with organizations may be tied to economic outcomes, however, they are also involved in social
interactions with their peers and superiors. Viewed in this light, organizations need to enhance the emotional or intrinsic
aspects of relationships in economic exchange environments so that both employees and their organizations can pursue
economic and social objectives.

7. LIMITATIONS AND SUGGESTIONS FOR FUTURE WORK

This study includes some limitations. First of all, data were collected by the convenience sampling technique from employees
working in the private sector located in Istanbul, the largest city of Turkey. Thus, we should be cautious in generalizing the
results for all types of organizations, sectors or the overall country. However, in an attempt to make the findings more
generalizable than studies where data were collected from one organization only, we tried to distribute the respondents
across a number of industries and organizations. Yet, due to the limited sample size, future research with larger sample size
is needed before we can draw any firmer conclusions. Another limitation of the study is that we relied exclusively on self-
report measures that often lead to common method bias which is regarded as a source of measurement error. To reduce this
concern to a certain extent, respondents were informed that participation is voluntary and fully anonymous. Besides, it should
be noted that the relationships found in this study are correlational and not causal. The reciprocal nature of the social and
economic exchanges between parties and the cross-sectional design of this study does not permit examination of the causal
linkages; this remains for future research.

There seems to be a number of unaddressed issues in social exchange research related to cultural issues. Culture is a system
of values that affects all human perceptions and behaviors and thus, is expected to influence the underlying principles of
social exchanges. Aydin (2017) in her theoretical work envisages that individuals high in uncertainty avoidance and power
distance would have a low inclination for social exchanges as social exchanges involve uncertainty and risk due to the diffuse,
open-ended obligations. She further proposes that individuals high in collectivism would have a high inclination for social
exchanges. Turkish culture displays a collectivist structure, also measuring high on power distance and high uncertainty
avoiding (Hofstede, 1980). The norm of reciprocity might be universal, however, from a culture-specific perspective additional
research is needed that investigates how individual employees respond to social and economic exchanges with their
employers. For example, for one employee social exchange can be a sign of support from the organization, while for another
employee this type of employment relationship with open-ended obligations and a long-term reciprocity orientation can
involve greater personal risk. Thus, future research on the relationships between social and economic exchanges and work
outcomes should include other potential moderators and mediators. This would help scholars and organizational leaders to
better understand the meaning of exchange relationships across individuals and cultural contexts.

Empirical work should be extended to explore what it means to have social and economic exchanges with one’s organization
across different cultures. Our study seems to give clues to the impact of economic exchanges in contexts where it has more
positive implications than observed in Western studies. In line with this implication, it is important to identify the conditions
under which economic employee-organization relationships would be as effective as the social exchanges. Thus, it may be
interesting to investigate the extent to which the economic aspects can be a part of a high-quality employee-organization
relationship. We also suggest enhancing social and economic exchange scales to include the actual resources provided by the
organization in relation to economic as well as social exchanges.

Despite its limitations, this paper contributes to past research on social exchange theory and employee-organization
relationship by reporting empirical results from a Turkish sample. Our study highlights the value of examining both social and
economic exchange elements of the employee-organization relationship. It also provides support for the proposition that
social exchange theory is applicable within a Turkish context and the norm of reciprocity as cited by social exchange theory
is a key factor in social exchanges. With respect to practical implications, an understanding of the complexity and dynamics
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of exchange perceptions within employee-organization relationship may help organizational leaders better manage
expectations to the benefit of both employees and the organization.
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ABSTRACT

Purpose — The number of retaliation charges filed with the U.S. Equal Employment Opportunity Commission (EEOC) has been increasing
dramatically over last decade. This analysis is grounded on the USA regulations and a merged city and a county local government in the USA.
Organizational analysis was based on the work of Bolman and Deal (2008). This study's aim was to explore the relationships between
organizational behavior and retaliation against employees in the USA and increase attention among scholars for further research as well.
Although retaliation is classified under discrimination it is taken as a special charge.

Methodology—- The recent lawsuit examples demonstrate the apparent costly conflict within the local government, organizational structure
and its systems are reviewed to explore if they are causing negative conflicts in the organization. Bolman and Deal's (2008) strategy is applied
to the studied local government in the USA. To be able to understand the relationships between the local governmental structure and
retaliation problems is deeply analyzed on structural, human resources, political, and symbolic frames. Most of the retaliation cases took
place at the Division of Community Correction. To explore if there are internal contributors’ effects to the problem requirements for a job
application and job descriptions of a correction officer are investigated and compared with other organizations’ job description for the same
position, as well as training requirements.

Findings — This study revealed several problems that the studied local government needs to address to prevent retaliation cases. First of all,
the local government doesn’t have an established culture, and because of that, the employees are not sure how to behave or act when they
face challenges. Although organizational symbols exist to eliminate confusion, ambiguity to provide direction, to secure hope and faith in
organizations, the local government doesn’t have clear symbols. While stories convey values and serve as powerful modes from the tyranny
of facts and logic, the local government’s employees are afraid of speaking out about some issues, and bad stories pass from employees to
employees. In terms of policies, the study discovered that whatever stated officially is not in use. Harassment training is given to new
beginners and never reoffered to current employees. Broken and unclear communication is another finding that might be leading to
organizational problems.

Conclusion — The increasing number of costly retaliation cases in the United States needs more attention to the causes to solve this problem.
Public agencies are funded by taxes paid by households and companies to the government to receive services such as water, roads, education
etc. Public agencies’ high lawsuit settlement payments jeopardize the public’s rights to have services. These problems have some indirect
costs which should be taken into account. Currently, little attention is paid to the subject by scholars, and therefore it needs to be explored
more. The results of the study would apply to many organizations including public and private sector.

Keywords: Strategic management, organizational behavior, organizational and group communication
JEL Codes: MO, M11

1. INTRODUCTION

Problems between stakeholders and organizations are nothing new, but litigations and legal allegations are rapidly increasing.
Search on media sources confirmed that retaliation lawsuits are on the rise in the USA. One of the main concerns is why
organizations are not taking any precious steps to prevent such a costly conflict and facing the same problem over and over
again. As of today, it seems like there is no easy answer to this question. One of the motivations of this study is to analyze
the problem in the case of organizational behavior and connect it to the four frames that Bolman and Deal offered.
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The increasing numbers may have many reasons, one of whitch is reaching available information faster than before.
Moreover, Unsal (2019) states several reasons for rapidly rising employment lawsuits as follows; 1. Increased awareness in
the workplace helps employees to be aware of their rights. 2. Increased coverage in media outlets. 3. The growth in social
media posts, such as videos or pictures, about recorded mistreatment. 4. Employer hysteria towards the allegations. Based
on the EEOC statistics of 2017, retaliation is the most common reason for employee allegations. Companies often act in denial,
assuming that the problem will go away. However, employees can hit back with retaliation charges (Unsal, 2019: 4).

While conflicts in organizations are inevitable, managing conflicts is possible. Organizations should establish a conflict
management system that would fit the structure of the organization. Additionally, organizations should reevaluate their
strategies and make adjustments according to changes such as technological, political, etc. Bolman and Deal (2008) offer four
frames; structural, human resources, political and symbolic frames for interpreting organizational processes. Each of the
frames used for a specific process such as decision making, strategic planning, goal-setting, communication, etc. For example,
in organizational communication, the structural frame interprets the process of transiting fact and information; the human
resources frame interprets the process of exchanging information, needs, and feelings; the political frame interprets the
process of influencing or manipulating others; and the symbolic frame interprets the process of telling stories.

The rest of the paper includes a literature review to explore recent issues and studies related to the subject, definition of
retaliation, analysis of retaliation law in the USA, and methodology followed by organizational analysis based on four frames.
Furthermore, recommendations and conclusions are presented at the end of the paper.

2. LITERATURE REVIEW

As many studies pointed out (Cortina et al., 2001, 2009; Kern and Grandey, 2009; Porath and Pearson, 2013) litigation and
legal allegations damage organizations (Bavika and Bavik, 2015) directly or indirectly and they may even lead to bankruptcy
because of settlements. The retaliation affects organizations negatively such as decreasing organizational effectiveness in the
short run and moral identity symbolization (Zhu et al., 2020). Furthermore, settlements would have destructive effects on
other employees that might increase the employee turnover rate. Basically the retaliation is reaction to managerial
misbehavior (Charness and Levine, 2010). Although number of filed charges may differ, retaliation still takes places in every
country and it is a universal problem. The Ethics Research Center (2016) conducted a study around the world and reported
that observed misconduct alerts management about the need to address violations, versus silence that allows wrongdoing
to continue and grow worse.

Since employees are considered the most valuable asset of organizations, the relationship with employees is vital (Coff, 2002).
Unsal (2019) argues that acting in an employee-friendly manner will reduce organization’s market risk. On the other hand,
failing to manage better working practices would create the potential for significant financial risk (as cited in Porter and
Krammer, 2006). In addition, employee satisfaction is required for better corporate performance (Edmans, 2011). Therefore,
the charges (e.g., relating to benefits, retirement, retaliation, race, sex, disability, age, national origin, religion, color) brought
by employees targeted not only the financial performance of the firm, but also the work environment (Medeiros and
Alcapadipani, 2016) and other practices. It is important to let employees speak about the problems before they become
uncontrollable. According to Kwon and Farndale (2020), employees freely speaking about issues, will positively influence
organizational performance and employee morale (as cited in Kaufman, 2015; Klaas et al. 2012; Mowbray et al, 2015).
Moreover, employees having opportunities to talk about issues will affect their effort and the benefits of managers and
business owners (Nechanska et al. 2020).

Interestingly, a study conducted by the Ethics Resources Center (ERC) in 2010 showed that top managers and employees in
companies with 25-99 employees are less likely to experience retaliation. The highest rates of retaliation are felt by four
particular groups: those in a union, those in firms with more employees and employees with three to five years’ tenure. They
also found that when there is pressure to compromise company standards, policy or the law, employees are also more likely
to experience retaliation. Only 6 percent of reporters who felt no pressure to compromise standards experienced retaliation,
compared to 59 percent of reporters who were under extreme pressure to compromise standards (ERC, 2010: 1). According
to the study, the majority of those respondents who had indicated that they were retaliated against: exclusion by supervisors
or management from work decisions or activities, given the cold shoulder by coworkers, and verbal abuse by a supervisor or
someone else in management. The least common form of retaliation was physical harm to person or property (ERC, 2010: 4).
According to Hennequin (2020) governance methods and the management of internal dysfunctions are a real managerial
challenge.

According to recent studies, the number of retaliation charges filed with the U.S. Equal Employment Opportunity Commission
(EEOC) has been increasing dramatically (Wright, 2011). Some authors argue that the reason for the rise is the Supreme
Court’s (decision in Burlington Northern & Santa Fe Railway Co. V. White) adaptation of a broader definition of retaliation
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while the other authors argued that the economic downturn is the reason for the rise in claims. Employment Practices Liability
Insurance (EPLI) claimed that median compensatory award was $218,000 in their cases in 2010. Other sources indicated that
average cost of wrongful termination is $450,000 to $650,000 to an employer.

2.1. What is Retaliation?

According to Sincoff, Slonaker, and Wendt, (2006) the ancient definition of retaliation or laxation, is an eye for an eye; a tooth
for a tooth. As applied to the workplace, Cortina and Magley (2003: 248) identified two general types of retaliation by
managers:

(1) Negative actions directed at the employee’s job, such as demotion, termination, pay cut, poor evaluation, or denial of
benefits; and (2) Antisocial actions directed at the employee to demonstrate displeasure, such as harassment, name-calling,
ostracism, blame, threats, or the silent treatment.

Although retaliation is a charge that is related to discrimination, it is considered a separate offense. EEOC defines retaliation
as “retaliation occurs when an employer takes a materially adverse action because an applicant or employee asserts rights
protected by the EEO laws. Asserting EEO rights is called "protected activity." “Sometimes there is retaliation before any
"protected activity" occurs. For example, an employment policy itself could be unlawful if it discourages the exercise of EEO
rights” (EEOC, n.d: 4-5).

2.2. Retaliation Laws in the USA

According to the EEOC Section 704 (a) sets forth Title VII's anti-retaliation provision in the following terms: Discrimination for
making charges, testifying, assisting, or participating in enforcement proceedings (EEOC, n.d.)

“It shall be an unlawful employment practice for an employer to discriminate against any of his employees or
applicants for employment, for an employment agency, or joint labor-management committee controlling
apprenticeship or other training or retraining, including on—the-job training programs, to discriminate against any
individual, or for a labor organization to discriminate against any member thereof or applicant for membership,
because he has opposed any practice made an unlawful employment practice by this subchapter, or because he
has made a charge, testified, assisted, or participated in any manner in an investigation, proceeding, or hearing
under this subchapter.”

“An employer must not retaliate against an individual for "participating" in an EEO process. This means that an
employer cannot punish an applicant or employee for filing an EEO complaint, serving as a witness, or participating in any
other way in an EEO matter, even if the underlying discrimination allegation is unsuccessful or untimely” (para.8). Laws not
only prohibit retaliation but also make it unlawful to retaliate against an applicant or employee for the followings;

“complaining or threatening to complain about alleged discrimination against oneself or others;
providing information in an employer's internal investigation of an EEO matter;

refusing to obey an order reasonably believed to be discriminatory;

advising an employer on EEO compliance;

L]

L]

L]

]

e  resisting sexual advances or intervening to protect others;

e  passive resistance (allowing others to express opposition);

® requesting reasonable accommodation for disability or religion;

e  complaining to management about EEO-related compensation disparities; or
]

talking to coworkers to gather information or evidence in support of a potential EEO claim”.

Similarly, retaliation against reporters, such as the silent treatment, verbal harassment, demotions, undesirable assignments
or even violence are also listed as wrongdoings in the global report (ERC, 2016). Apparent retaliation erodes trust and
frequently discourages employees from reporting misconduct, which tolerates immoral behavior to aggravate and spread in
organizations. Although the laws clearly prohibit retaliation in the US, retaliation charges are constantly rising. Below table
exhibits the changes of retaliation charges from FY 2005 to FY 2010. Retaliation charges went up from 30 percent to 36
percent within 5 years average of annual 39 percent of all charges (Table 1).
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Table 1: Historically Filed Charge Statistics FY 2005 Through FY 2010

2005 2006 2007 2008 2009 2010

Number of Charges | 75,43 75,77 82,79 95,40 93,28 99,92
Retaliation | 22,28 | 22,56 | 26,66 | 32,69 | 33,61 | 36,26

Percentage of all charges 30% 30% 32% 34% 36% 36%
Source: The U.S. Equal Employment Opportunity Commission

According to EEOC (2020: 2) the FY 2019 data (Table 1) show that retaliation continued to be the most frequently filed charge
filed with the agency, followed by disability, race and sex. The agency also received 7,514 sexual harassment charges 10.3
percent of all charges. Specifically, the charge numbers show the following breakdowns by bases alleged, in descending order.

Table 2: Filed Charges Statistics 2019

Number of Charges % of all charges filed
Retaliation 39,11 53.8%
Disability 24,238 33.4%
Race 23,976 33,0%
Sex 23,532 32.4%
Age 15,573 21.4 %
National Origin 7,009 9.6 %
Color 3,415 4.7 %
Religion 2,725 3.7%
Equal Pay Act 1,117 1.5%

Source: The U.S. Equal Employment Opportunity Commission

Table 2 represents FY 2019 statistical data retaliation charges filed raised about 54 percent of total charges within 9 years. As
it can be seen, retaliation is still the highest charge among other charges thus immediate solutions must be considered to
numbers possible lowest number percentage.

2.3. Retaliation Claimants

As Sincoff, Slonaker, and Wendt (2006: 447) informed, immediate supervisors were identified by 52% of the retaliation
claimants as the source of the retaliatory actions. The reason is that immediate supervisors are responsible for imposing
discipline, and have day-to-day contact with their subordinates (Sincoff et al, 2006: 447). Being identified as the source of the
retaliation action makes an immediate supervisor position more difficult. On the other hand, knowing that would make
supervisors more careful in their daily tasks especially when they communicate with subordinates.

2.3.1. Retaliations and the Organization

From now on the analyzed organization will be called “Local Government” for protection purposes. It has been established
that the local government has been faced with several lawsuits. The reasons for these lawsuits include allegations of
discrimination, retaliation, sexual harassment, and violations of the State law, as well as the federal Clean Water Act. Since
the focus of this study is allegations of retaliation against the organization only retaliation charges are included.

According to publicly available data, the Local Government has paid 750,000 dollars to settle lawsuits within two years (2010
and 2011). According to the same data, two more Local Government employees filed a lawsuit against Local Government in
2011 for allegations of retaliation. Moreover, a whistleblower gets 575,000-dollar settlement in 2015 because of getting fired
after reporting an abuse. The cost of retaliation might be more or less half a million dollar annually. The effect of retaliation
is not only monetary but also negative media attention, damaged publicimage, decreased moral among employees, unknown
victims may show up, and so forth.
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3. METHODOLOGY

The recent lawsuit examples demonstrate the apparent costly conflict within the local government. First, to determine if the
organization’s basic structure and system are contributing to this negative conflict, the organizational structure is reviewed.
Since most of the retaliation cases took place at the Division of Community Correction there might be internal and external
environmental contributors to this problem. To explore if there are internal contributor effects to the problem job
descriptions of a correction officer is investigated and compared with other organizations’ job description for the same
position, as well as training requirements.

4. ORGANIZATIONAL ANALYSIS

In this paper organizational analysis is based on the work of Bolman and Deal (2008). Applying their study, local government
is analyzed in order of four frames; 1. Structural, 2. Human Resources, 3. Political, and 4. Symbolic. Since problems arise when
structure does not fit a situation, structural frame allows us to review organizational chart, goals, mission, specialized roles,
and formal relationships, division of labor rules, policies, procedures, and hierarchies. The human resources frame underlines
the relationship between people and organization where the political frame puts power and conflict at the center of
organizational decision making. Symbolic frame centers on complexity and ambiguity and emphasizes the idea that symbols
mediate the meaning of work and promote culture (Bolman and Deal (2008). The following list (Table 3) provides information
about how to interpret these four frames.

Table 3: Four Frames Interpretations of Organizational Processes

Process
Strategic Planning Structural: Strategies to set objectives and coordinate resources
Human Resources: Gathering to promote participation
Political: Arenas to air conflicts and realign power
Symbolic: Ritual to signal responsibility, produce symbols, negotiate meanings

Decision Making Structural: Rational sequence to produce right decision
Human Resources: Open process to produce commitment
Political: Opportunity to gain or exercise power
Symbolic: Ritual to confirm values and provide opportunities for bonding

Reorganizing Structural: Realign roles and responsibilities to fit tasks and environment
Human Resources: Maintain balance between human needs and formal roles
Political: Redistribute power and form new coalitions
Symbolic: Maintain image of accountability and responsiveness; negotiate new social order

Evaluating Structural: Way to distribute rewards or penalties and control performance
Human Resources: Process for helping individuals grow and improve
Political: Opportunity to exercise power
Symbolic: Occasion to play roles in shared ritual

Approaching Conflict  Structural: Maintain organizational goals by having authorities resolve conflict
Human Resources: Develop relationships by having individuals confront conflict
Political: Develop power by bargaining, forcing, or manipulating others to win
Symbolic: Develop shared values and use conflict to negotiate meaning

Goal Setting Structural: Keep organization headed in right direction
Human Resources: Keep people involved and communication open
Political: Provide opportunity for individuals and groups to make interests known
Symbolic: Develop symbols and shared values

Communication Structural: Transmit facts and information
Human Resources: Exchange information, needs, and feelings
Political: Influence or manipulate others
Symbolic: Tell Stories
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Meetings Structural: Formal occasions for making decisions
Human Resources: Informal occasions for involvement, sharing feelings
Political: Competitive occasions to win points
Symbolic: Sacred occasions to celebrate and transform the culture

Motivation Structural: Economic incentives
Human Resources: Growth and self-actualization
Political: Coercion, manipulation, and seduction
Symbolic: Symbols and celebration
Source: Reframing Organizations; Artistry, Choice, and Leadership, Bolman and Deal; 2008; Table 15.: 314

4.1. Structural Frame

The Local Government has over 3,000 individuals in various positions including professional, public safety, technical, clerical,
trades work, administrative among others. The Local Government operates under a Mayor-Council form of government. The
Mayor is the chief executive officer and is elected to serve a four-year term. The County Council has fifteen members and is
tasked with establishing budgets, setting policy and levying taxes.

The mission statement of the local government - The mission statement of the local government is as follows. “Working in
partnership with the community to provide a safe and secure environment, excellent customer service, a vibrant organization,
and economic opportunity empowering all to thrive”.

This mission is supported by the following values: leadership; innovativeness, proactive, ethical, visionary, inclusive,
collaborative, fiscal responsibility; accountability and results oriented, understanding; open communication (listening &
feedback) sensitive to the needs of citizens and each other, awareness of current and future needs, continuous improvement;
proactive, well planned, inclusive, and great service; effective, efficient, results oriented, responsive, well trained, equipped,
supported employees.

Policies - The Code of Ordinances and the CAO policies were compared to see if they were in controversy on harassment
issues. When comparing the Code of Ordinances and the COA policy, there is no disagreement between the two. The CAO
Policy and the Procedure for Harassment Complaints also indicates that (Policy #5): Retaliation against an employee for filing
a bona fide complaint under this policy or for assisting in an investigation of a potential violation of this policy is strictly
prohibited and should be reported. Any supervisor or employee who has been found, after appropriate investigation, to have
harassed another employee or to have violated any portion(s) of this policy will be subject to appropriate disciplinary action
up to and including charges being filed for dismissal.

It has been observed that the Policy #5 was issued in 1997, and was revised in 2004 and 2006. The CAO Policy #5, states that,
“to ensure understanding of and compliance with this policy, the Local Government will provide regular, periodic training for
employees about harassment in the work place. Every employee shall receive a copy of this memorandum and a copy shall
be posted on bulletin boards in each division.” Memorandum was not observed on their bulletin boards. Although the CAO’s
policy states that the Local Government would provide regular periodic training about harassment in the workplace but they
provided training only during the new employee orientation and never offered again.

The next document that was examined was the Local Government Employee Handbook. The uniform disciplinary code states
that employees would be disciplined with oral warning, written reprimand, suspension without pay, and dismissal if they
performed the following: Verbal threats or harassing statements: 1. Statements, including written or e-mail statements, that
seriously alarm, annoy, intimidate or harass a person or which could cause reasonable person to suffer mental distress; or 2.
Oral threats to commit any act likely to result substantial damage to property. According to publicly available data, the
employees stated that the organization has a “blind eye” when it comes to harassment in the workplace. Nobody wants
officially complain because we know that nothing would change, and we did not want to be the trouble maker”.

Human resources frame - Management Partners conducted an organizational review for the local government in 2008.
Throughout their review, the sluggish hiring process was universally criticized by management and employees in both focus
groups and the employee survey. The Code of Ordinances and the Revised Statutes direct how some of the HR process flows
(requisition and certification, recruitment, employee qualifications, applications, examinations, eligibility lists and
appointments) and require many different levels of approval. In addition to the Code and RS requirements, policies and
procedures internal to the Division of Human Resources contribute to a culture of control and poor service to departments
who are in fact customers of Human Resources. They recommended that Human Resources must focus on the duties and
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responsibilities it carries out with an attitude of service and helpfulness rather than control to facilitate better relations with
the organization.

Political frame - According to Bolman and Deal (2008: 209) “organizations are coalitions composed of individuals and groups
with enduring differences who live in a world of scarce resources. That puts power and conflict at the center of organizational
decision making “. The authors assert that, managers need to understand and learn how to manage political processes. The
political frame can also help a leader to initiate change.

Symbolic frame - Symbolic frame centers on complexity and ambiguity and emphasizes the idea that symbols mediate the
meaning of work. Organizational symbols are created to eliminate confusion, ambiguity to provide direction and secure hope
and faith. As Bolman and Deal, (2008: 278) emphasized “stories carry values and serve as powerful modes from the tyranny
of facts and logic; they simulate creative alternatives to time-worn choices”. As it is mentioned above, employees believe
that the organization has a blind eye on sexual harassment which can be turned into a bad story. Accordingly, employees may
share bad stories that may direct the employees to stay quiet instead of reporting when they face sexual harassment. All of
it would create a hostile work environment, and the situation may lower employees' morality, motivation, trust, and
organizational citizenship as well.

Culture of the local government - According to Saeed et al. (2010), the organizations do not operate in a social vacuum but
are influenced by the socio-cultural context (as cited in Hofstede, 2001). The organizational culture has also been considered
a form of organizational capital (Camerer & Versalainen, 1998). Organizational culture (OC) consists of behavior, action, and
values that people in an organization should share and follow them. As Balaji et al. (2020) put, an effective organizational
culture can connect its values and standards to its employees. Therefore, everybody in organizations would know how they
should react to a situation, and have faith on that they will be rewarded as long as they genuinely incorporate organizational
beliefs and values (Balaji et al. 2020). It seems like the culture of the local government is diverse, and it has an office of
Diversity and Inclusion. The main goal of this division is to encourage an inclusive workplace culture and make employees feel
respected, their identities valued in the local government. Since organizational culture leads people to behave, act and sets
values, it doesn’t look like the local government has an established culture. Otherwise, people would know how to handle
problems before they turn to a retaliation case.

6. RECOMMENDATIONS

A deep analysis of the subject for the organization revealed that there are possible remedies to prevent retaliation charges.
Since retaliation occurs during reporting to the related authority, organizations should seriously consider finding solutions
before it happens. Especially organizations that spend noteworthy resources to upsurge and hearten employee reporting
openly should also apply strategies to protect against a latent increase in retaliation. After completing the organizational
analysis, the following are recommended in order to prevent retaliation at the local government. The following
recommendations would be applicable to any other organization as well.

6.1. Having a Stand-Alone Retaliation Policy

Currently, retaliation is mentioned within a short paragraph under the CAO harassment policy in the local government. A
short paragraph does not make enough of a strong emphasis on retaliation. Twomey (2011: 62) recommended that employers
should publish the employer's encouragement to employees to notify the employer of perceived violations. The employer
should also publish the name and telephone number of the Chief Human Resources Officer (CHRO) to whom complaints of
discrimination and/or retaliation can be made.

Valenti and Burke (2010: 246) also argued that not only should firms have written anti-retaliation policies, clearly indicating
that any form of retaliatory behaviors towards employees is strictly prohibited, but also an internal retaliation complaint
procedure. Such written policies and procedures, especially when reiterated in training and by top managers, signal to
employees what type of culture the company wants to create and/or maintain; they also are useful for conveying to the
EEOC, or to any judge or jury, that informed and proactive action has been taken in good faith by the firm’s management.

According to Valenti and Burke (2010) it is important that the organization follows its own retaliation policies and procedures
consistently (as cited in Archer and Lanctot 2007: 246), meaning that the policies must be enforced methodically and similarly
across similar situations. Even after several lawsuits, it is also found that local government does not have a retaliation policy.

6.2. Providing Training and Making Clear Communication

The EEOC has concluded that many of the cases could have been prevented if management conducted training, held
managers accountable, and disciplined those who didn’t follow the rules. HR in the local government should establish ongoing
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training programs for all levels of supervisors to ensure that managers understand actions that may be construed as
retaliation and the very real consequences to the employer of retaliatory litigation. Although the local government provides
training on harassment, there is no training offered on retaliation. These types of training must be mandatory for all level of
managers. Valenti and Burke (2010: 246) suggested that the retaliation reporting procedure should engender trust and be
based on the principle of confidentiality and communications. HR oversight should be maintained to ensure an objective,
timely, and professional handling of any internal complaints of retaliation and the complainant should be updated on the
status of the investigation.

As Valenti and Burke (2010) mentioned, any anti-retaliation policy and retaliation complaint procedure should be
communicated periodically in multiple forms to both current and new employees. Sincoff et. al (2006) recommended that as
a consequence, managers should consider two actions: (1) devote sufficient training dollars to immediate supervisors,
training them to recognize, and avoid all forms of discrimination, including the concept of retaliation discrimination; and (2)
separate a discrimination claimant from their supervisor when discrimination is reported that identifies the supervisor as the
source, at least until a full investigation of the allegation is completed.

6.3. Complainant Still Working

In most of the law suits cases, the court favored the employee when an employer displaced the complainant employee to
another supervisor or lighter positions. Twomey (2011: 58) suggested that to eliminate or reduce the potential for retaliation
where the complainant employee continues in employment after filing charges, the CHRO should meet with the complainant.
The CHRO should assure the individual of the employer's commitment to its no-retaliation policy, and to offer continuing
assistance with any problems that may exist or occur in the future. The CHRO should also explore possible protective
accommodations that could be made for the individual such as working under a different supervisor-performance evaluator.

6.4. Documentation of Employment Actions

Keeping employee records of documentation is the foremost responsibility for managers. The documents should be in writing
and include employee’s actions, discussions, performance, incidents, witnessed policy violations, disciplinary actions, positive
contributions, reward and recognition, investigations, failure to accomplish requirements, and more. When it comes to
disciplining of employees, those documents will be the key sources to make decisions about disciplinary action. For example,
when a manager gives a good performance evaluation all the time, then there is no evidence that the employee is performing
poorly. Managers need to know, understand, and identify employees’ reasons for wanting to discipline or terminate an
employee and then follow the firm’s reasonable policies (Archer and Lanctot 2007:61).

6.5. Disciplinary Actions and Improvement Plans

According to Valenti and Burke (2010:248), employees should clearly understand expectations for performance improvement
and the specific workplace behaviors they are expected to demonstrate or modify. In addition, any performance standards
applied to the employee should be appropriate and reasonable. In terms of good practice, managers should create a
performance improvement plan with benchmarks and time frames for expected achievement built-in progress checks can
also be instituted (Archer and Lanctot 2007:57). Still the most challenging situation that employers face is when the employee-
plaintiff is a poor performing employee and files a retaliation claims as a desperate act to maintain job security. As Archer
and Lanctot (2007:53) advice, “Employers must move forward with an eye to mitigating any potential harm from those who
abuse the anti-retaliation statutes, while implementing policies and practices to comply with the spirit of the law and avoid
any cause for the underlying charges in the first place.”

6.6. Training Employees

Employees should be trained on their legal rights in the workplace and be especially knowledgeable about federal and state
statutes that can provide them protections against employer wrongdoings. HR at local government must establish a friendly
policy. HR must ensure that employees should be especially meticulous in following any written internal (complaint or
investigation) procedures that have been outlined by the local government. They should also provide information on how to
obtain resources when they are in need.

6.7. Reviewing Job Description and Requirements

To address an internal contributor of conflict, the job description of a correction officer is investigated and compared with
other organizations. The local government requires completion of high school or GED; or equivalent combination of
experience and training which provides the required knowledge, skills and abilities. However, most of the organizations
require one year of fulltime professional experience in corrections, counseling, education, law enforcement, parole,
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probation, psychology, social work, or related experience. A Bachelor's degree from an accredited college is also required.
Course work in any one of or a combination of the following subject areas is required: Behavioral Sciences; Criminal Sciences;
Secondary or Adult Education; Social Sciences; or related areas. In-house training for correction officers varies from six
months to a year. The local government should improve by providing detailed job description and increas minimal
requirements for correction officer positions.

7. CONCLUSION

Although retaliation is classified under discrimination it is taken as a special charge. The increasing number of retaliation cases
in the United States needs more attention to the causes to solve this problem. Lawsuit settlements for the retaliation against
employees are costly conflicts in which the local governments would spend settlement payments for other services for the
public, such as constructions, air quality, etc. This study aimed to explore the relationships between organizational behavior
and retaliation against employees in the USA and increase attention among scholars for further research as well.

The four frames used that are the structural frame, the human resources frame, the political frame, and the symbolic frame.
The organizational structure includes the mission statement and policies. After reviewing the mission statement, it revealed
that it supports several values such as leadership, proactive, ethical, visionary, inclusive, collaborative, sensitive to the needs
of citizens, etc. Opposite to the mission, policies have conflicts and inconsistent. Reviewing the human resources frame
confirmed the frame itself is not compatible. On the other hand, the political frame is in agreement with the organizational
structure, and it is clear. Furthermore, the local government lacks the organizational culture, which is a main norm to lead
people to behave.

Although this study is based in the USA, retaliation problems are not a unique issue to organizations in the USA. It is an
organizational problem in the world that more research should investigate this issue at the global level. Though retaliation is
among the biggest high-cost and most common problems in workplaces, the subject had insufficient attention. Although
many organizations had retaliation problems and allegations the same organizations are still facing retaliation problems. The
situation raised many questions such as; why those organizations do not take cautious steps to prevent retaliation charges
and why it is still a challenge. Thus, the subject of retaliation should be revisited to come up with solutions preventing
retaliation cases and reduce related costs.

In sum literature review revealed that there is plenty of amount of study focused on the reasons for the retaliation conflicts.
A gap exists in the literature about offering solutions and applications. This study will contribute to the literature on the
implication of techniques that may help retaliation charges to decrease. Thus the results of this study can be useful for
preventing conflicts in every organization. Looking at the problem from this view, managers would gain insight for preventing
retaliation conflicts. Either private or public organizations can apply the results of this study to analyze the root of the conflict.
Though little attention is paid to the subject by scholars, and therefore it needs to be explored more. In terms of future
research, to find out if managers' and supervisors' psychology is causing retaliation problems could be studied.

REFERENCES

Archer, R. M., & Lanctot, S. T. (2007). Are your hands tied? A Practical look at employee claims of retaliation. Employee Relations Law
Journal 33, no. 1 (53-64)

Balaji et al. (2020). Letting go or getting back: How organization culture shapes frontline employee response to customer incivility. Journal
of Business Research 111 (2020) 1-11

Bavika, A., & Bavik, Y. L, (2015). Effect of employee incivility on customer retaliation through psychological contract breach: The
moderating role of moral identity. International Journal of Hospitality Management 50 (2015) 66-76

Bolman, L.G., & Deal, T. E., (2008), Reframing Organizations: Artistry, Choice, and Leadership, 4e, Jossey-Bass.
Camerer, C. & Vepsalainen, A, (1988). The economic efficiency of corporate culture. Strategic Management Journal, 9,115-126.

Charness, G. and Levine, D. I. (2010). When is employee retaliation acceptable at work? Evidence from quasi-experiments. Industrial
Relations, Vol. 49, No. 4, 499-504

Coff, R.W. (2002). Human capital, shared expertise, and the likelihood of impasse in corporate acquisitions. Journal of Management. 28,
107-128.

Cortina, L. M., & Magley, V. J. (2003). Raising voice, risking retaliation: Events following interpersonal mistreatment in the
workplace. Journal of Occupational Health Psychology, 8(4), 247-265. https://doi.org/10.1037/1076-8998.8.4.247

Cortina, L.M., Magley, V.J. (2009). Patterns and profiles of response to incivility in the workplace. Journal of Occupational Health
Psychology. 14 (3), 272-288.

DOI: 10.17261/Pressacademia.2020.1320 236


https://psycnet.apa.org/doi/10.1037/1076-8998.8.4.247

Research Journal of Business and Management — RJBM (2020), Vol.7(4),p.228-238 Suklun

Cortina et al. (2001). Incivility in the workplace: incidence and impact. J. Occup. Health Psychol. 6 (1), 64-80.

Edmans, A. (2011) Does the stock market fully value intangibles? Employee satisfaction and equity prices. Journal of Financial Economics,
101 (2011) 621-640

Ethics Resource Center (2010), Retaliation: The cost to your company and its employees, retrieved from
http://www.ethics.org/files/u5/Retaliation.pdf

Ethics & Compliance Initiative (2016). 2016 measuring risk and promoting workplace integrity Global Business
Ethics Survey. Ethics Research Center (ERC). ISBN 978-0-916152-28-4

Hennequin E., What motivates internal whistleblowing? A typology adapted to the French context, European Management Journal (2020),
doi: https://doi.org/10.1016/ j.em;j.2020.03.005.

Hofstede, G. (2001). Culture's consequences: Comparing values, behaviors, institutions, and organizations across nations. Beverly Hills, CA:
Sage Publications.

Kaufman, B. E. (2015). Theorising determinants of employee voice: an integrative model across disciplines and levels of analysis. Human
Resources Management Journal, Volume 25, Issue 1, p. 19-40 https://doi.org/10.1111/1748-8583.12056

Kern, J.H., Grandey, A.A., 2009. Customer incivility as a social stressor: the role of race and racial identity for service employees. Journal of
Occupational Health Psychology. 14 (1), 46-57.

Klaas, B. S., Olson-Buchanan, J. B., & Ward, A.-K. (2012). The Determinants of Alternative Forms of Workplace Voice: An Integrative
Perspective. Journal of Management, 38(1), 314-345. https://doi.org/10.1177/0149206311423823

Kwon, B. and Farndale, E. (2020), Employee voice viewed through a cross-cultural lens. Human Resource Management Review, Volume 30,
Issue 1, March 2020, 100653

Medeiros, C. R. O. & Alcapadipani R. (2016). In the corporate backstage, the taste of revenge: Misbehaviour and humor as form of
resistance and subversion. Revista de Administragéo. Volume 51, Issue 2, April-June 2016, Pages 123-136.
https://doi.org/10.5700/rausp1229

Mowbray, P. K. et al. (2015). An integrative review of employee voice: identifying a common conceptualization and research agenda.
International Journal of Management Review, Volume 17, Issue 3 p. 382-400. https://doi.org/10.1111/ijmr.12045

Nechanska, E., et al. (2020). Towards an integration of employee voice and silence. Human Resource Management Review, Volume 30,
Issue 1, March 2020, 100674

Open Jurist, retrieved from, http://openjurist.org/407/f3d/755
Porath, C., Pearson, C., (2013). The price of incivility. Harvard Business Review. 91 (1-2), 115-121.

Porter, Michael E., and Mark R. Kramer. "Strategy and Society: The Link between Competitive Advantage and Corporate Social
Responsibility." Harvard Business Review 84, no. 12 (December 2006): 78-92.

Saeed, T., et al. (2010), Knowledge management practices: Role of organizational culture, Annual Conference: Las Vegas, Vol. 17, No. 1,
1027-1036

Sincoff, M. Z., Slonaker, W. M. and Wendt, A. C. (2006), Retaliation: The form of 21st century employment discrimination, Business
Horizons, (pp.443-450).

The hard facts about employment lawsuits, retrieved from http://www.xcelhr.com/blog/Home/entryid/52/The-Facts-about-Employment-
Lawsuits.aspx

Twomey, D. P., (2011), Employee retaliation claims under the Supreme Court’s Burlington, Crawford and Thompson decisions; important
implications for employer, Labor Law Journal, Vol. 62 Issue 2, (pp. 57-66)

Unsal, O. (2019). Employee relations and firm risk: Evidence from court rooms. Research in International Business and Finance. 48 (pp, 1-
16). https://doi.org/10.1016/j.ribaf.2018.11.003

U.S. Equal Employment Opportunity Commission, retrieved from http://www.eeoc.gov/eeoc/statistics/enforcement/charges.cfm

U.S. Equal Employment Opportunity Commission, retrieved from http://www.eeoc.gov/laws/statutes/titlevii.cfm

The U.S. Equal Employment Opportunity Commission (2020). EEOC Releases Fiscal Year. 2019 Enforcement and Litigation Data Press
Release 01-24-2020. Retrieved from https://www.eeoc.gov/newsroom/eeoc-releases-fiscal-year-2019-enforcement-and-litigation-data

The U.S. Equal Employment Opportunity Commission (n.d.). Title VIl of the Civil Rights Act of 1964. Retrieved from
https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964

DOI: 10.17261/Pressacademia.2020.1320 237


http://www.ethics.org/files/u5/Retaliation.pdf
https://doi.org/10.1111/1748-8583.12056
https://doi.org/10.1177/0149206311423823
https://doi.org/10.5700/rausp1229
https://doi.org/10.1111/ijmr.12045
https://www.sciencedirect.com/science/journal/10534822/30/1
https://www.sciencedirect.com/science/journal/10534822/30/1
https://hbr.org/2006/12/strategy-and-society-the-link-between-competitive-advantage-and-corporate-social-responsibility
https://hbr.org/2006/12/strategy-and-society-the-link-between-competitive-advantage-and-corporate-social-responsibility
http://www.xcelhr.com/blog/Home/entryid/52/The-Facts-about-Employment-Lawsuits.aspx
http://www.xcelhr.com/blog/Home/entryid/52/The-Facts-about-Employment-Lawsuits.aspx
http://www.eeoc.gov/eeoc/statistics/enforcement/charges.cfm
http://www.eeoc.gov/laws/statutes/titlevii.cfm
https://www.eeoc.gov/newsroom/eeoc-releases-fiscal-year-2019-enforcement-and-litigation-data
https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964

Research Journal of Business and Management — RJBM (2020), Vol.7(4),p.228-238 Suklun

Valenti, A., and Burke, L., (2010) Post-Burlington: What employers and employees need to know about retaliation, Employee
Responsibilities & Rights Journal, Vol. 22 Issue 3, (pp. 235-251).

Wright, R. G., (2011), Retaliation and the rule of law in today’s workplace, Creighton Law Review, Apr 2011, Vol. 44 Issue 3, (pp. 749-768).

Zhu, L. et al., (2020). Lead the horse to water, but don’t make him drink: The effects of moral identity symbolization on coworker behavior
depend on perceptions of proselytization. Organizational Behavior and Human Decision Processes, 156, 53—-68

DOI: 10.17261/Pressacademia.2020.1320 238



Research Journal of Business and Management YEAR 2020 VOLUME7 ISSUE4
A PHENOMENOLOGICAL STUDY ON ORGANIZATIONAL CONFLICT MANAGEMENT

DOI: 10.17261/Pressacademia.2020.1321
RIBM-V.7-1S5.4-2020(4)-p.239-252

Ahmet Ilhan
Bayburt University, Faculty of Health Sciences, Department of Health Management, Bayburt, Turkey.
ahmetilhandr@gmail.com, ORCID: 0000-0003-2857-800X

Date Received: October 22, 2020 Date Accepted: December 14, 2020

To cite this document

Ilhan, A. (2020). A phenomenological study on organizational conflict management. Research Journal of Business and Management (RJBM),
V.7(4), p239-252.

Permanent link to this document: http://doi.org/10.17261/Pressacademia.2020.1321

Copyright: Published by PressAcademia and limited licensed re-use rights only.

ABSTRACT

Pupose- The aim of this study is developing and evaluating various approaches to effectively diagnose, analyse, manage and control the
conflict in organizations within the context of Pondy’s organizational conflict model.

Methodology- This study used phenomenological design, a qualitative research method. The sample of the research consists of the
employees of a private sector enterprise operating in Gaziantep. The sample consists of 17 employees. The research was carried out between
November and December 2019 with the participation of the employees. Accordingly, in line with the purpose of the research, in the research
question form there are open-ended questions prepared together with demographic questions in order to determine the perception of
organizational conflict.

Findings- The results of the analysis show that Pondy's organizational conflict types that occur most throughout the enterprise are perceived
and felt types of conflict. This situation gives us unilateral (perceived) or mutual (felt) anxiety, hostility, polarization, disappointment between
individuals or groups depending on the nature of the work, jealousy, performance and target differences and priority positioning in the
context of perceived and felt conflicts throughout the enterprise. It shows that emotional reactions are experienced and developed.
Conclusion- As a result of the research, it was determined that with the help of Pondy's organizational conflict model, managers can have
the chance to detect, control and manage the conflicts that occur within the business. At the same time, the findings, if a solution to the
conflicts can be found until the stage of open conflict with the detection of the conflict; It shows that the managers can help them with
future-oriented cooperation, organizational performance and business development at the organizational level and enable them to develop
different solution-oriented strategies.

Keywords: Organizational conflict, Pondy's organizational conflict model, organizational conflict management, phenomenological research
JEL Codes: M10, M12, M19

ORGUTSEL CATISMA YONETIMININ INCELENMESINE YONELIK FENOMENOLOJIK BiR ARASTIRMA

OZET

Amag- Bu calismanin amaci Pondy’nin 6rgltsel catisma modeli baglaminda 6rgltlerde; catismayi etkin bir sekilde teshis etmek, analiz etmek,
yonetmek ve kontrol etmek igin gesitli yaklagimlar gelistirerek degerlendirmelerde bulunmaktir.

Yontem- Bu cgalismada, nitel arastirma yontemlerinden birisi olan fenomenolojik (olgu bilim) arastirma deseni kullanilmistir. Arastirma
drneklemini Gaziantep ilinde &zel sektérde faaliyet gdsteren bir isletmenin isgorenleri olusturmaktadir. Orneklemde 17 isgdren
bulunmaktadir. Arastirma, Kasim ve Aralik 2019 tarihleri arasinda isletmede galisan isgorenlerin katihmi ile gergeklestirilmistir. Buna gore
arastirmanin amaci dogrultusunda arastirma soru formunda; 6rgltsel ¢atisma olgusuna yonelik olarak olusan algiyi tespit edebilmek igin
demografik sorularla birlikte hazirlanan agik uglu sorular yer almaktadir.

Bulgular- Analiz sonuglari ele alinan isletme genelinde en ¢ok meydana gelen Pondy’nin 6rgtitsel catisma tirlerinin algilanan ve hissedilen
gatisma turleri oldugunu gostermektedir. Bu durum bize isletme genelinde, algilanan ve hissedilen gatismalar baglaminda isin niteligi,
kiskanghk, performans ile hedef farkliliklari ve 6ncelik konumlama nedenlerine baglh olarak bireyler veya gruplar arasinda tek tarafli (algilanan)
ya da karsilikh (hissedilen) diizeyde tedirginlik, digmanlik, kutuplasma, hayal kirikligina ugrama bigiminde duygusal tepkilerin gelistirildigini
ve yasandigini gostermektedir.

Sonug- Arastirma sonucunda Pondy’nin orgiitsel catisma modeli yardimiyla yoneticilerin isletmede meydana gelen gatismalari tespit etme,
kontrol etme ve yonetme sansina sahip olabilecekleri belirlenmistir. Ayni zamanda bulgular, gatismalarin tespit edilmesiyle birlikte agik
gatisma asamasina kadar ¢atismalara ¢6zim yolu bulunabildigi takdirde yoneticilere; 6rgiitsel diizeyde gelecege yonelik is birligi, orgutsel
performans ve is gelistirme konularinda yardimci olabilecek ve farkli ¢ozim odakl stratejiler gelistirmelerine imkan saglayabileceklerini
gostermektedir.

Anahtar Kelimeler: Orgiitsel catisma, Pondy’nin érgiitsel catisma modeli, drgiitsel catisma ydnetimi, fenomenolojik arastirma
JEL Kodlari: M10, M12, M19
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1. GiRi$

Catisma, ¢ok eski zamanlardan beri var olan ve disiince sistemimizi etkileyen farkh bilim dallar tarafindan arastirma
konularina dahil edilen bir olgu olarak karsimiza ¢ikmaktadir. ilerleyen dénemlerle birlikte catisma bir fenomen haline gelip
ekonomistler, sosyologlar, tarihgiler, biyologlar ve psikologlar tarafindan farkli arastirmalar baglaminda arastirilip varlig
sorgulanarak agiklanmaya calisilmistir. Orgiit arastirmalarinda gatisma bir fenomen olarak yirminci yiizyilin sonlarina dogru
yapilan bilimsel arastirmalarla giindeme gelmeye baslamistir. Boylece sosyal ve érgitsel baglamda gatisma ile ilgili yapilan
calismalarda yenilenen ve ilgi gdren énemli degisiklikler ortaya konulmustur (Rahim, 2011: 1). Ozellikle bireyler grup halinde
¢alistiklari zaman gatismanin ortaya gikmasi olasi bir sonugtur. Bu bakimdan birgok yonetici, 6rgit icinde zamanlarinin biyiik
bir kismini insanlarla ilgili sorunlardan kaynaklanan ¢atismalari tespit etmek ve ¢oziimlemek i¢in harcamaktadirlar. Dolayisiyla
gatismalarin dogru yoénetilmesi; isglcline dogru enerji dagiliminin saglanmasi, iletisim hatalarinin 6nline gegilmesi ve
firsatlarin degerlendirilmesi gibi 6rglitsel kazanimlarin elde edilmesine yol agmaktadir (Madalina, 2016: 808).

Son donemlerde orgiitsel ¢atisma konusunda genis ve blylyen bir literatir vardir. Catisma kavrami, orgitler igindeki ve
arasindaki ¢atismanin anlasilmasina yonelik gikarimlarla birlikte genel bir sosyal fenomen olarak ele alinmistir (Pondy, 1967:
296). Ozellikle bireyler, gruplar, &rgiitler ve uluslar gibi iki veya daha fazla sosyal varlik hedeflerine ulasma noktasinda
birbirleriyle temas kurdugu zaman insan etkilesiminin dogal bir sonucu olarak insanlar arasinda ¢atismanin ortaya gikmasi
kaginilmazdir. Bu tir varliklar arasinda; iki veya daha fazla kisinin yetersiz tedarik edilen benzer bir kaynagi istediginde
uyumsuz veya tutarsiz hale gelmesi, ortak eylemleriyle ilgili kismen dislayici davranis tercihlerine sahip olmalari veya farkli
tutumlari, degerleri, inanglari ve becerilerinin oldugu iliskiler sonucunda gatismanin ortaya g¢ikmasi séz konusudur (Rahim,
2011: 1). Genellikle gatismalarin bireylerin zihinlerinde olumsuz ve yikici olarak algilanan bir yansimasi vardir. Buna karsilik iyi
yonetilen ¢atismanin olumlu sonuglarini gésteren 6nemli kanitlar ileri strilmektedir. Bu kapsamda ¢atismanin; farkli teorik
bakis agilarini kullanan arastirmacilar tarafindan degeri, orgiitsel ve sosyal yasamin diger merkezi yonlerine katkilari oldugu
ifade edilmistir. Buradan ¢atismanin kendisinin yikici olmadigini ve yapici bir sekilde yonetildiginde sorunlari incelememize,
anlamamiza, ¢oziimler Uretmemize ve iliskileri glglendirmemize yardimci olabilecegi ¢ikarimini yapabiliriz. Dolayisiyla
catismayi anlama, ¢6zme ve yonetme konusunda uygulamaya yonelik eylemlerin gergeklestirilmesi bliylik 6nem tasimaktadir
(Tjosvold, 2006: 87-88).

Orgiitler faaliyetlerinde ¢alisma takimlarini kullanmaya devam ettikleri siirece ¢alisma takimlarinin is yapma bicimlerinin dogal
bir 6zelligi olmasindan dolay! ¢atismalardan kaginilmasi zordur. Catisma, davraniglarin bir sonucu olup insan hayatinin
ayrilmaz bir pargasidir. Dogal olarak etkilesim oldugu zaman g¢atisma vardir. Dolayisiyla ¢atisma; dismanligin, olumsuz
tutumlarin, saldirganhigin, rekabetin ve yanhs anlasilmanin sonucunda meydana gelebilir. Ayni zamanda iki karsit grup
arasinda celigkili tutum ve davraniglari iceren durumlarla da iliskili bir siire¢ olarak degerlendirilebilir (Thakore, 2013: 7).
Bununla birlikte ¢atisma, bazilari igin farkh goriislere sahip insanlara sunulan sirekli bir yasam armagani iken bazilari igin ise
gatisma, her ne pahasina olursa olsun kaginilmasi gereken olumsuz bir durum olarak gériilmektedir. Diger bir ifadeyle ¢catisma
orgltsel diizeyde yonetim gerektiren bir degisken olarak gorilebilir. Ayni zamanda bazen insanlar catismayi kisisel gelisim igin
heyecan verici bir firsat olarak gorebilir ve bu ylizden onu en iyi sekilde kullanmaya galisabilir. Catismayla ilgili bu farkh bakis
acllarinin, istihdam temeli olarak 6rgutsel dizeyde farkh kosulsal durumlar baglaminda kullaniimasi beklenebilir. Dolayisiyla
¢atisma sireci, yoneticinin roll igin 6nemli olup temel diizeyde esas olarak isletme, sosyoloji, psikoloji gibi alanlardan
kaynaklanmaktadir (Omisore ve Abiodun, 2014: 119). Bu baglamda orgiitsel dizeyde gatismayi etkin bir sekilde teshis etmek
ve yonetmek icin farkli ydntemler gelistirmek olduk¢a 6nemlidir. S6z konusu 6nem, ¢atismanin karmasik yapisindan ve biligsel,
psikolojik, fizyolojik ve baglamsal dinamiklerin etkilesiminden kaynaklanmaktadir. Bu bakimdan c¢atismayi anlamak ve
yonetmek baglaminda bireyler ve gruplar arasindaki bir gatismayi azaltmak veya ¢ézmek icin uygun psikolojik ve ekonomik
temellerde 6rgltsel catisma modeli yaklasimi benimsenmelidir (Madalina, 2016: 808).

Bu galismanin amaci orgitsel ¢atisma modeline gére orgitlerde; gatismayi etkin bir sekilde teshis etmek, analiz etmek,
yénetmek ve kontrol etmek icin gesitli yaklagimlar gelistirmeyi saglamaktir. Bu arastirmada orgitsel dizeyde isletmelerde
yasanan c¢atisma diizeyini ve orgit icinde Pondy’nin 6rgltsel ¢atisma modeline gére hangi ¢atisma asamalarinin meydana
geldiginin tespit edilmesi amaglanmaktadir. Bu amacin gergeklestirilmesiyle birlikte yoneticiler, orgiitsel ¢atisma modeli
kapsaminda orgiit icinde meydana gelen g¢atismalarin ortaya ¢ikis nedenlerine bakmaksizin gatismayi analiz edip ¢oziime
yonelik alternatif stratejiler gelistirebilirler. Buna gore galismanin ilk kisminda 6rgiitsel gatisma kavrami ele alinip incelenmeye
galisiimistir. Daha sonra ikinci kisimda orgitsel ¢atisma yonetimi yaklasimi kavramsal diizlemde incelenip yapisi, gelisimi ve
dzellikleri bir biitiin halinde degerlendirmeye tabi tutulmustur. Ugilincii bélimde ise bir drgiitte catismayi tespit etmek,
kontrol altina almak ve yénetmek icin Louis R. Pondy tarafindan gelistirilen ve kullanilan bir ara¢ olan Pondy’nin Orgiitsel
Catisma Modeli incelenmistir. Son olarak sonug ve oneriler kismiyla orgiitlerde meydana gelen g¢atismanin belirlenmesi ve
kullanilan model yardimiyla orgiitsel dizeyde catismanin yonetilmesine yonelik 6ngoriler ve gikarimlarda bulunmaya
calisiimigtir.

2. ORGUTSEL CATISMA KAVRAMI

Catisma, farkl anlamlara sahip olan ¢ok yonla bir kavramdir. Buna gore, ¢atismayi kisilerarasi diismanlik olarak disinmek
oldukga mesru gorinmektedir. Bununla birlikte ¢atismayi iki kisi arasinda bir se¢cim veya tercih konusunda yasanan
anlasmazlik veya anlagmazlik algisi olarak diisinmek de ayni derecede mesrudur. Catisma, s6z konusu bu tiir anlagsmazliklar
¢ozememe olarak veya sadece resmi olarak tanimlanmis cgesitli isler arasindaki uyumsuzluklar olarak ifade edilebilir (Pondy,
1966: 246). Geleneksel olarak, catismanin kit kaynaklar iceren karsit gikarlardan, hedef farkhilasmasindan ve hayal kirikhigindan
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kaynaklandigi dusiintlmektedir. Catismanin, kisilerin hem rekabetgi hem de isbirligi gikarlarina sahip oldugu karma igerikli
iliskilerde ortaya ¢iktigi ileri sirilmektedir. Bununla birlikte rekabetgi unsurlar gatismayi Uretir ve ishirligi yonindeki unsurlar
ise belirli bir anlasmaya varmak igin pazarlik yapmaya tesvik eder. Rubin vd. (1994), catismanin ¢ok genis bir yapiya sahip
oldugunu belirtmis ve g¢atismayi; “algilanan bir ¢ikar ayriligi veya taraflarin mevcut Ozlemlerinin ayni anda
gerceklestirilemeyecegine dair bir inang” anlaminda ifade etmislerdir. Rubin vd. (1994) ile Lewicki vd. (1997), ¢atismayi
tanimlamanin birgok yolu oldugunu ileri sirmiis ve ¢atismayi; “uyumsuz hedefler algilayan ve bu hedeflere ulasmada
birbirlerinin miidahalesini algilayan birbirine bagh insanlarin etkilesimi” bigiminde ifade etmislerdir (Tjosvold, 2006: 88-89).

Sekil 1: Catigma Dongiisii

1 2

Sebepier D ., D) e

3
Geri Bildirim

Kaynak: Wall ve Callister, 1995: 516

Catisma kavramsal olarak uzun zamandir iizerinde tartisilan ve arastirilan bir olgu olarak degerlendiriimektedir. Ozellikle
orgutler, bireyler veya gruplar arasinda ¢atisma, giigli baskilar karsisinda kisinin degerlerine veya inanglarina ters diistiglinde
veya bireyin herhangi bir roldeki farkl talepleri ayni anda karsilanamadiginda ortaya gikmasi mimkindir. Ayni zamanda
bireysel diizeyde gatisma roller arasi catisma bicimine de dénusebilir. Bu durumda, bireyin birden fazla roli isgal etmesi ve
her rolden bazi taleplerin ayni anda karsilanamayacagini gérmesi nedeniyle de c¢atisma ortaya ¢ikabilir. S6z konusu bu
dlzeylerde yasanabilecek her tirli gatismalar Sekil 1’de genel bir diizeyde sunulmaktadir. Buna gore herhangi bir sosyal
sirecte oldugu gibi catismada da sebepler olup ayrica s6z konusu sebeplerin sonuglari ve etkilerinin oldugu temel bir siireg
bulunmaktadir. Donglsel olarak bu etkiler, nedenleri etkilemek igin geri bildirimde bulunur. Boyle bir ¢atisma dongusu bir
baglam icinde gerceklesir ve déngii ¢ok sayida yinelemeden gegmektedir (Wall ve Callister, 1995: 515-516). Diger yandan
gatisma dinamik bir slire¢ olarak kabul edilirse anlasilmasi daha kolay olabilir. Bir orgltte iki veya daha fazla kisi arasinda
meydana gelen ¢atisma iliskisi 6rgltsel diizeyde bir dizi catisma dénemi olarak analiz edilebilir. Ele alinan her ¢atisma bolim,
belirli catisma potansiyelleri ile birlikte karakterize edilen kosullarla baslar. S6z konusu bu durumdailiskinin taraflari, herhangi
bir ¢atisma temelinin farkina varmayabilir ve birbirlerine karsi diismanca bir tutum gelistiremezler. Dolayisiyla gesitli
faktorlere bagli olarak davranislar gesitli diizeylerde ¢atismali ozellikler gosterebilir. Her bdlim veya bireyler arasindaki
etkilesim sonraki bolimlerin seyrini etkileyen bir sonug birakma 6zelligini tasir. Daha sonra tum iliski kosullarin, duygularin,
alginin ve davraniglarin belirli sabit yonleriyle karakterize edilip ortaya gikan bu 6zelliklerin herhangi birindeki egilimlerle
desteklenebilir (Pondy, 1967: 299).

Roloff (1987)’a gore orgltsel ¢atisma, Uyelerin kendi ¢evrelerindeki meslektaslari, diger topluluklarin Gyeleri veya 6rgiitin
hizmetlerini ya da Grinlerini kullanan bagimsiz bireylerle uyumsuz faaliyetlerde bulunduklari durumlarda ortaya gikan bir
sureg olarak ifade edilmektedir. Diger bir ifadeyle gatismayi sosyal varliklar olan bireyler, gruplar ve orgitler arasinda
uyumsuzluk veya anlasmazlik seklinde ortaya ¢ikan bir siireg olarak degerlendirebiliriz. Bu bakimdan gatismayi etkilesimli bir
streg¢ olarak adlandirmak yerinde olacaktir (Rahim, 2002: 207). Bununla birlikte 6rgutsel ¢atisma, herhangi bir kisinin
hedeflerine ulasmasini engellemeyi amaclayan davranislar biitini olarak ifade edilebilir. Dolayisiyla gatisma, hedeflerin
uyumsuzlugunun bir Grind olup karsit davranislardan kaynaklanmaktadir (Thakore, 2013: 8). Butiin bunlarin sonucunda
orgitsel ¢atisma konusunda, bir birey veya grubun kendisi ile baska bir birey veya grup arasindaki ¢ikarlar, inanglar veya
konularla ilgili farkliliklari ve zitliklar algilamasiyla meydana gelen bir siire¢ olarak gorildiigii noktasinda bir ¢ikarimda
bulunmak mimkindir. Buna bagli olarak orglitsel catisma, is ve gorevle ilgili sorunlar veya sosyo-duygusal ve iligki sorunlari
etrafinda algilanan farkliliklar ve muhalefet, is ve gorevle ilgili sorunlara bagh olarak gelisim gosterir. Bu yluzden 6rgutsel
¢atismalar; kaynaklarin dagitimi ve tahsisi ile ilgili anlasmazliklari, yapilmasi veya uyulmasi gereken proseddrler ve politikalarla
ilgili muhalif gorusleri veya 6rgitsel dizeyde gergeklerin farkh kosulsal yargilarini ve yorumlarini igermektedir (De Dreu ve
Beersma, 2005: 106).

3. ORGUTSEL CATISMA YONETiMi

Orgiitsel catisma yonetimi, genel olarak &rgiitlerde {izerinde durulmasi gereken &nemli bir gérev olarak kabul edilmistir.
Birgok orgit igin isbirligine ve takim halinde ¢alismaya vurgu yapilmis ve insanlarin farkliliklarin Gstesinden gelebilmeleri
gerektigi ifade edilmistir. Orgiitsel catisma ydnetiminin altinda yatan fikirler 6zellikle karmasik degildir, ancak ¢ogu 6rgiitte
hakim olan kiltirel normlardan farkli bir 6zellik gostermektedir. Dolayisiyla bir 6rgitiin ¢atismayi yonetmeye iliskin yeni bir
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yaklagim gelistirmesi icin bazi 6nemli degisiklikler gerekli olmasi beklenmelidir (Conbere, 2001: 215). Bu bakimdan gatisma
yonetimi, mimkin oldugu silirece gatismay1 onlemek icin gerekli olan planlamayi yapmayi ve hizli ve etkili dnlemler almayi
gerektirmektedir (Madalina, 2016: 809).

Anderson (1990) ve Burton (1987), ¢atisma yonetiminin genis bir uygulama alanina sahip oldugunu ileri sirmuslerdir. Burton
(1987), orgltsel gatisma yonetiminin 6nemli 6zelliginin, statiikonun uyusmazhgl yénetme veya gatismanin tirmanmasini
onleme girisimi oldugunu ifade etmistir. Bu bakimdan orgiitsel diizeyde ¢atisma ¢6ziim{, catismanin nedenini ele almayi veya
ortadan kaldirmayi ifade eder (Thakore, 2013: 11-12). Wall ve Callister (1995)'in orgiitsel ¢atismayi ele alirken orglitsel
gatismanin hem islevsel hem de islevsel olmayan sonuglari oldugunu ileri stiren yaklasimlari olmustur. Bununla birlikte
Eisenhardt, Kahwajy ve Bourgeois (1998), 6rgitsel diizeyde st yonetimde ¢atismanin kaginilmaz oldugunu ve bu durumun
genellikle degerli oldugunu ifade etmislerdir. Ozellikle; esasl, bilissel veya konuya yénelik catisma olarak adlandirilabilecek
uygun eylem vyollarini gevreleyen Ust dizeylerde catismalarin etkili stratejik segimler igin ¢ok 6nemli oldugunu
vurgulamislardir. Bu nedenle, Wall ve Callister (1995)'in orgiitsel gatismanin azaltilmasini veya sona erdirilmesini iceren
gatisma ¢6zUmu alanina yénelik bir egilim gosterdikleri sonucuna ulasabiliriz (Rahim, 2002:208). Diger yandan orgutsel
¢atisma yonetimi, bir 6rglitiin isyerindeki anlagsmazliklara ve zor diizeyde sorunlara yanit vermek igin kullandigi genel bir
yaklasimdir. Orgiitsel ¢atisma yénetim sisteminin tasarlanmasi ve uygulanmasi, genel olarak calisanlarin catismayi
¢o6zmelerine yardimci olacak yapilar olusturmayi ve bu yapilari kullanmasina olanak taniyan iletisim ve egitimi iceren organize
bir degisim surecinin baslangici kabul edilmektedir (Conbere, 2001: 215-216). Bu noktada orgitlerin, ¢atismaya karsi agik
olmalari ve ortaya gikan gatismalarin yoneticilere 6rgltsel sorunlari tespit etmede ve ¢oziime yonelik alternatif uygulamalar
icin kararlar alma konularinda kolaylik sagladigini bilmeleri gerekir (Jones, 2017: 410). Bununla birlikte gagdas nitelikli 6rglitler
icin gerekli olan sey catisma ydnetimidir. Orgiitsel catisma ydénetimi; sadece catismanin énlenmesi, azaltilmasi veya sona
erdirilmesi anlamina gelmez. Ayni zamanda c¢atismanin islevsel bozukluklarini en aza indirmek igin etkili makro dizeyde
stratejiler tasarlamayi ve 6rglitsel 6grenmeyi ve etkinligi artirmak icin catismanin yapici iglevlerini gelistirmeyi amaglamaktadir
(Rahim, 2002: 208).

Orgiitsel catismayi ydnetmenin yollari; nedenleri, kékenleri ve baglamlari kadar cesitli diizeylere sahiptir. Buna gore ¢atisma
yonetiminin amaci, ister ¢catisma halindeki taraflarca Ustlenilsin isterse disaridan bir tarafin miidahalesini iceriyor olsun
¢atisma stirecindeki yikici bilesenleri icerecek sekilde bir gatisma durumunun tiim yapisini etkilemektir. Dolayisiyla etkili
diizeyde bir orglitsel catisma yonetimi, herhangi bir ¢catismanin varligindan kaynaklanan kesintiyi en aza indirmede ve tatmin
edici kabul edilebilir bir ¢6zim saglamada basarili olabilme olasilig yiiksektir (Thakore, 2013: 11-12). Diger bir ifadeyle
orgltsel ¢atismalar dogru, etkin ve sagduyulu bir yonetim anlayisiyla yonetilip kontrol altina alinirsa 6rgiitsel diizeyde
performans ve verimlilik artirilip stire¢ basariyla yuritilmus olur (Demir Uslu, 2018: 123). Tim o6rgltler basit veya karmagik
bir yapiya sahip olsalar da ¢atismayi yonetmek igin ¢esitli mekanizmalara veya prosediirlere sahiptir. S6z konusu bu tir
mekanizma veya prosediir gibi araglarin basarisi ya da etkinligi, catisma davranisini ne dlgiide sinirladiklari ve tatmin edici bir
¢6zlime ulasmaya ne 6lgtide yardimci olduklari ile degerlendirilebilir (Thakore, 2013: 12).

Orgiitlerde ortaya ¢ikan catisma genellikle ydneticileri farkl stratejiler gelistirmeye ve uygulamaya yénlendirmektedir. Bunun
sonucunda gatismayl yonetmek icin orgilitsel diizeyde farkli nitelikte stratejiler uygulanmaktadir. Bu baglamda orgiitsel
gatismalar ¢6ziime yonelik olarak gesitli yollarla birlikte yonetilebilir. 1920'lerin basinda, Follett (1942) catisma ¢6zme
yaklagimlarini; hakimiyet, uzlasma, bitlinlesme, kaginma ve bastirma olarak tanimlamistir. Deutsch (1949) ise isbirligi ya da
rekabeti iceren bir yapi dnermistir. Bununla birlikte ¢atisma stillerini siniflandirmak igin ilk kavramsal sema olusturulmustur.
Blake ve Mouton (1964) tarafindan ¢atismayi ele almanin bes farkli yonetim tarzi tanimlanmis ve sunulmustur: Bunlar;
zorlama, geri gekme, yumusatma, uzlasma ve problem ¢6zme seklinde siralanmaktadir (Montes, Rodriguez ve Serrano, 2012:
7). Bumodel 6rgutsel gatismayi ydonetecek uzmana, bir kisinin énemli konulara ve ¢atismaya dahil olan diger taraf veya taraflar
ile olan iliskisine ne kadar deger verdigine iliskin degerlendirmesine dayali olarak kisinin miizakerede benimseyecegi tarz
tahmin etme imkani vermektedir (Trippe ve Baumoel, 2015: 91). Bu ydnetim tarzlarindan her biri yoneticilerin; statusine,
degerlerine ve dahil olan varliklara baglh olarak uygun tiirden orgitsel ¢atisma yonetimi araglarini nasil ayirt edeceklerini
bilmeleri ve kullanmalari bakimindan 6nem tasimaktadir (Madalina, 2016: 810). Rahim ve Bonoma (1979), ¢atisma tarzlarini
iki temel boyutta farklilastirmis ve ele almistir. Bunlar; kendi gikarini (ilgi dizeyini) diistinme ve bagkalarinin gikarini (ilgi
diizeyini) diisinme boyutlaridir. ilk boyut, bir kisinin kendi cikarini tatmin etmeye calistigi dereceyi (yiiksek veya diisiik)
aciklar. ikinci boyut, bir kisinin baskalarinin gikarini tatmin etmeye calistigi dereceyi (yiiksek veya diisiik) agiklar. Bu boyutlarin,
bireyin gatisma sirasindaki motivasyonel yonelimlerini tasvir ettigi belirtilmektedir. Sekil 2’de iki boyutun birlesimi ile
kisilerarasi ¢atismayi ele alan bes farkl spesifik tarz gosterilmektedir (Rahim, 2002: 216-217).
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Sekil 2: Kisilerarasi Catismayi Ele Alma Tarzlarinin iki Boyutlu Modeli
Kendisi igin Cikar (ilgi) Diizeyi

Yiiksek Diistik
Viiksek Problem C6zme Uyma
Digerleri igin Cikar
Uzlagsma
(Kaygi) Diizeyi
Zorlama Kaginma
Diisiik

Kaynak: Rahim, 2002: 217
Sekil 2’de gosterilen 6rgltsel diizeyde ¢atisma yonetim tarzlari modeline gore;

Problem Coézme: Orgiitsel diizeyde kendisi ve digerleri icin yiiksek cikar (ilgi) boyutu diizeyine sahip bir gatisma ydnetim
tarzidir. Problem ¢6zme tarzi, dogru problemlerin teshis edilmesinde ve tespit edilen bu sorunlara karsi yapilacak midahale
ile iligkilidir. Bu tarzin kullanimi, her iki taraf icin de kabul edilebilir diizeyde etkili bir ¢g6zime ulagsmak igin agiklik, bilgi alisverisi,
alternatifler arama ve farklliklarin incelenmesini igcermektedir. Ayni zamanda problem ¢d6zme c¢atisma tarzinin karmasik
sorunlarla etkili bir sekilde basa ¢ikmak ve yonetmek igin kullanigh bir yapiya sahip oldugunu séylemek miimkiindir (Rahim,
2002: 218).

Uyma: Orgiitsel diizeyde kendisi icin disiik digerleri icin yiiksek ¢ikar (ilgi) boyutu diizeyine sahip bir ¢atisma tarzi olarak
degerlendirilebilir. Buna goére uyma catisma tarzi, farkhihklari azaltmaya ¢alismak ve diger tarafin gikarini tatmin etmek igin
ortakliklart vurgulamakla iliskilidir. Yikimli olan kisi, diger tarafin ¢ikarini tatmin etme konusunda kendi ¢ikarini ihmal
etmektedir (Rahim, 2002: 218-219).

Zorlama: Orgiitsel diizeyde kendisi icin yiiksek digerleri icin diisiik cikar (ilgi) boyutu diizeyine sahip bir tarzdir. Genel olarak
zorlama ¢atisma tarzi, kazan ya da kaybet yonelimi veya kisinin konumunu kazanmaya yoénelik zorlama davranisi ile
tanimlanmistir. Zorlama tarzinda, hakim veya rakip olan bir kisi genellikle hedefini kazanmak icin her seyi yapar ve sonug
olarak diger tarafin ihtiyag ve beklentilerini g6z ardi eder. Bu g¢atisma tarzi, herhangi bir gatismaya dahil olan taraf igin konular
onemli oldugunda veya diger tarafin olumsuz bir karari bu taraf igin zararli olabildiginde kullanimi uygun olarak gorilmektedir
(Rahim, 2002: 220). Diger bir ifadeyle bireyin karsi tarafin istek ve taleplerini géz ardi edip kendi taleplerini ve beklentilerini
on plana gikarmasi zorlama gatisma tarzinin genel gériinimiini ifade etmektedir (Demir Uslu, 2018: 124).

Kaginma: Orgiitsel diizeyde hem kendisi hem de digerleri icin diisiik cikar (ilgi) boyutu diizeyine sahip bir yapi mevcuttur.
Catismayla basa ¢ikma konusu kaginma durumu ile iligskilendirilmistir. Bircok durumda insanlar, herhangi bir olay karsisinda
gergin bir duruma girme korkusuyla veya catismalari yonetme yeteneklerine yeterince glivenmedikleri igin ¢atismadan
kaginma egilimi gostermektedirler. S6z konusu g¢atisma yonetimlerinden biri olan kaginma ydnteminin, gerilimleri azaltmak
veya zaman kazanmak igin klglk ¢atisma durumlariyla ugrasirken ya da ¢atismayi yénetme konumunda olan kisi hiyerarsi
acisindan daha asagi bir konumda oldugunda uygulanmasi daha uygundur. Catismalardan kaginmak; geri ¢ekilme yetenegi,
gerilimlerden kaginma yetenegi ve zaman agisindan planlama duygusu gerektirmektedir (Madalina, 2016: 810).

Uzlasma: Orgiitsel diizeyde kendisinin ve baskalarinin gikarlarini (ilgilerini) orta diizeyde ilgilendiren bir ¢atisma ydnetim
tarzidir. Uzlasma tarzi, her iki tarafin da karsilikh olarak kabul edilebilir bir karar vermek igin bir seyden vazgectigi bir uzlasmayi
icerir. Bu tarz, catisan taraflarin hedefleri birbirini disladiginda veya her iki taraf esit derecede giigli oldugunda ve miuizakere
streglerinde bir gikmaza varildiginda kullanilan yararl bir gatisma yénetim tarzidir (Rahim, 2002:220). Bireyler, sorunu ¢ézme
istegi yeterince yiksek olmadiginda veya zaman sinirlamalari veya yiksek maliyetler iceren baskilar ortaya giktiginda siklikla
uzlagma tarzini kullanirlar. Uzlasma, adalete hitap etme, takas onerisi, kazanglari maksimize etme ve kayiplari en aza indirme
ve hizli, kisa vadeli bir ¢6ziim sunma gibi taktikleri igermektedir (Montes, Rodriguez ve Serrano, 2012: 8).

Bireylerin g¢atismalarini yonetme yontemleri ¢ok farkh dizeylerde olabilir. Arastirma ve kuramsal baglamda, Blake ve
Mouton’un (1964) catisma yonetimi semasinda gelistirilen taksonomi (izerinde ortaya ¢ikan modelinde farkli tarzlar yer
almaktadir. Buna gore bir bireyin hangi stratejiyi benimseyecegi, kendisiyle ilgili diistik veya yliksek ¢ikar (ilgi) dUzeyinin yani
sira baskalarina karsi olan yiksek veya dusik cikar (ilgi) dizeyine baghdir. Dolayisiyla ortaya ¢ikan farkli dizeylerdeki
boyutlarin etkileri farkli dlzeylerde sonuglar ortaya ¢ikarmaktadir. Boylece s6z konusu boyutlarin operasyonel hale
getirilmesinin 0zel yollari gindeme gelebilir. Bu noktada énemli olan bireylerin kendisinin ve digerlerinin ¢ikarlarinin
(ilgilerinin) ve dolayisiyla ¢atisma yonetimi stratejilerinin hem kisiden hem de durumdan kaynaklanmasidir. Bu nedenle,
gatisma yonetimi sadece bir kisilik ozelligi olarak gorilmemeli, kompleks bir yapiya sahip oldugu goéz onilinde
bulundurulmalidir (De Dreu ve Beersma, 2005: 107-108). Diger yandan her bireyin baskin bir ¢atisma tarzi olmasina ragmen,
benimsenen tarz belirli bir duruma gore degisiklik gosterebilir. Bu bakimdan gatisma yaklasiminin herhangi bir ¢atisma tarzinin

DOI: 10.17261/Pressacademia.2020.1321 243



Research Journal of Business and Management- RIBM (2020), Vol.7(4). p.239-252 Ilhan

tercih edilmesi baglaminda duygusal ipuglarina oldukg¢a duyarl oldugu ileri strdlebilir (Montes, Rodriguez ve Serrano, 2012:
9). Bireylerin davranislarinin ayni etkilesim sirasinda siklikla bir ¢atisma tarzindan digerine yonelik olarak degistigine dair
kanitlar ileri slrlilmektedir. Bu nedenle gatisma tarzlarinin ¢ogu igin iliskisel bakimdan hakim olan rehber segenegi
belirlemenin degiskenlik gésteren bir durum olarak gorildiigl ifade edilebilir (Munduate, Ganaza, Peiro ve Euwema, 1999: 7-
8).

4. ORGUTSEL CATISMA MODELI BILESENLERI

Orgiitsel diizeyde yapilan faaliyetler sonucunda alinan kararlarin programlanmasi veya rutin hale gelmesi bigiminde bir érgiit
icindeki catisma yonetimi de bazen programlanir veya kurumsallasma egilimine girebilir. Aslinda, tekrarlayan gatismalarla
basa ¢ikma araglarinin kurumsallastiriimasi, konunun herhangi bir yonden ele alinmasinda énemli yonlerden biri olarak
gorilebilir. Dolayisiyla bir 6rgiitiin basarisi, blyuk 6lglide gesitli gatisma fenomenleriyle basa ¢ikmak igin gelistirilecek uygun
mekanizmalari kurma ve galistirma becerisine baglidir (Pondy, 1967: 299-300). Diger yandan 6rgutsel ¢catisma sistemi modeli
orgutler icinde uyum ve isbirliginin gerceklesmesine yonelik oldugu ifade edilebilir. Elbette orgiitsel diizeyde kimlerin tipik
olarak uyum ve isbirligi cercevesinde tartistigini ve isbirliginin sartlarini tasidigini sorgulayabiliriz. Birgok orgltte, kendi
orgutsel sartlarina gore isbirliginin en gicli destekgisi olarak i¢ grup gorilmektedir. Bu nedenle orglitsel ¢catisma sistemi
modelinde, 6rgltsel diizeyde meydana gelen gatismalarda ¢atismayi yénetmek ve kontrol altina almak igin kullanilan bir
model olarak degerlendirilebilir (Pondy, 1989: 97). Bununla birlikte 6rgiitsel catisma, ayni zamanda 6rgitsel 6grenmeyi de
tesvik eden bir siireg olarak nitelendirilebilir. Dolayisiyla 6rgiitsel diizeyde meydana gelen ¢catismadan deger yaratacak sekilde
yararlanmak ve fonksiyonel olmayan olumsuz etkilerinden kaginmak igin ¢atismanin kontrol altina alinmasi ve yonetilmesi
gerekir. Bu baglamda Pondy (1967), 6rglitsel catismay! tespit etmek, yonetmek ve kontrol etmeye yonelik 6nerilerin yer aldig
bir model gelistirmistir. Bu modelde 6rgitsel ¢catismanin asamalari 6rgiitsel diizeyde incelemis ve ele alinmistir (Jones, 2017:
410). Buna gore orgiitsel catisma modelinde; bir catisma olayinin bes asamasi belirlenmektedir. Bunlar; (1) Ortiik (gizli)
gatisma, (2) Algilanan gatisma, (3) Hissedilen ¢atisma, (4) Agik ¢atisma ve (5) Catisma sonrasi bigiminde tanimlanan orgttsel
gatisma modeli bilesenleridir (Pondy, 1967: 300; Jones, 2017: 410-411). S6z konusu bu asamalarin her birinin tespit edilip
ayrintili olarak ele alinmasi meydana gelen bir ¢atisma olayinin yonetiminde ve kontrol edilmesinde isleyen bir temel
saglayacaktir. Bir ¢atisma olayinin her asamasinda hangi spesifik tepkiler meydana gelir ve neden, bir ¢atisma teorisinde
cevaplanacak temel sorularin neler oldugu belirlenir. Burada sadece bu sorularin sistematik olarak arastirilabilecegi ve
incelenebilecegi bir gergeve gelistirilmistir (Pondy, 1967: 300).

Sekil 3: Orgiitsel Catisma Modeli Bilesenleri

Ortiik (gizli) Catisma

Algilanan Catisma Hissedilen Gatisma

Acik Catisma

|

Catisma Sonrasi

Kaynak: Pondy, 1967: 306
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Orgiitler, kapali bir sistem olmadigindan dolayt icinde bulunduklari ortam isbirligine daha uygun bir hale getirilebilir ve bdylece
orgutlere daha fazla kaynak saglayarak érnegin ortiik catisma kosullari hafifletilebilir. Buna karsilik daha k6t niyetli ve sorunlu
bir ortam beraberinde yeni krizleri ortaya ¢ikarabilir. Dolaysiyla her bir gatisma bolimiiniin gelisimi, 6nceki bolimlerin ve
gevre ortaminin etkilerinin karmasik bir bilesimi tarafindan belirlenir. Bu baglamda 6rgitsel ¢atisma modelinin bilesenleri sekil
3'te 6zetlenmistir (Pondy, 1967: 306).

4.1. Ortiik Catisma

Orgiitsel catisma modelinin ilk asamasi olan értiik catisma asamasinda, dogrudan bir catisma yoktur. Buna karsilik ise 6rgiitiin
is yapma bigimi diger bir ifadeyle isleyisi ekseninde ¢atismanin meydana gelme olasiligi ortik (gizli) olarak bulunmaktadir
(Jones, 2017: 410). Bununla birlikte kuramsal olarak orgltsel gatisma modeli kapsaminda gatismanin altinda yatan nedenler
g temel 6rtik ¢atisma asamasi lizerine yogunlastiriimistir. Bunlar; (1) kit kaynaklar igin rekabet, (2) 6zerklik durtileri ve (3)
alt birim hedeflerinin farklilasmasi olarak ifade edilmektedir. Buna gore rekabet, katilimcilarin toplu kaynak talepleri 6rgitiin
kullanabilecegi kaynaklari astiginda ¢atismanin temelini olusturabilir. Ozerklik diirtiileri, bir tarafin ya da diger tarafin kendi
bolgesi olarak gordugl bazi faaliyetler Gzerinde denetim kurmaya calistigi ya da kendisini bu denetimden izole etmeye galistig|
zaman c¢atismanin temelini olusturabilir. Son olarak hedef farklilasmasi ise bazi ortak faaliyetlerde isbirligi yapmasi gereken
iki tarafin uyumlu eylem konusunda bir fikir birligine varamadigi durumlarda ¢atismanin kaynagi olarak ortik gatisma asamasi
ortaya cikabilir (Pondy, 1967: 300). Bitiin bunlarin sonucunda, 6rgitsel ¢atisma modeli asamalarindan ortik catisma
asamasinda; dogrudan agik bir ¢atismanin olmadigi ancak bir¢ok farkli nedenden dolayl orglitsel dizeyde c¢atisma
potansiyelinin oldugunu sdylemek mimkindur (Jones, 2017: 411).

4.2. Algilanan Gatisma

Pondy’nin 6rgiitsel catisma yonetimi asamalarindan ikincisi algilanan ¢atisma asamasidir. Aslinda 6rgitsel diizeyde algilanan
¢atismanin meydana gelmesi onun kisisellestirildigi anlamini tasimamaktadir. Diger bir ifadeyle taraflardan biri aralarinda
ciddi bir anlasmazlik oldugunun farkinda olabilir. Ancak bu durum s6z konusu tarafi, rahatsiz veya tedirgin etmeyebilir ve yine
s6z konusu tarafin karsi tarafa olan duygusal yakinligi konusunda olumsuz bir etkisi olmayabilir. Bu durum algilanan gatisma
olarak degerlendirilebilir. Bu baglamda bir veya daha fazla tarafin gatismanin ortaya ¢ikmasi konusunda 6rglitsel diizeyde
kosulsal durumlarin farkina varmasi algilanan ¢atisma olarak ifade edilmektedir (Robbins ve Judge, 2013: 459).

Algilanan ¢atisma asamasinda, 6rgltsel diizeyde alt birimler catismanin farkina varir ve catismayi analiz etmek lizere harekete
gecerler. Bununla birlikte algilanan gatisma, s6z konusu gruplarin gatismanin farkina vardiktan sonra ¢atismanin nedenlerine
yonelik tartismalari ile birlikte hiz kazanmaya baslar (Jones, 2017: 411). Orgiitsel diizeyde ¢atisma, bazi durumlarda gizli
gatisma kosullari olmadiginda algilanabilir ve bazi durumlarda da katilimcilardan higbiri catismayi algilamadan bir iliskide gizli
gatisma kosullari s6z konusu olabilir. Bu baglamda gizli bir catisma olmadiginda ¢atismanin algilanmasi durumunda, ¢atisma
anlamsal modeli ile ele alinabilir. Bu durum, gatismanin taraflarinin birbirlerinin ger¢cek konumunu yanhs anlamalarindan
kaynaklandigini gosterebilir. Taraflar arasindaki iletisimin iyilestiriimesiyle bu tir c¢atismalarin ¢ozllebilecegi ileri
surllmektedir. Bu model asamasi, kisilerarasi iligkileri gelistirmeyi amaglayan g¢ok gesitli yonetim tekniklerinin temelini
olusturmaktadir (Pondy, 1967: 301).

4.3. Hissedilen Catisma

Orgiitsel catisma modelinin l¢iincii asamasi hissedilen asamadir. Algilanan ¢atisma ile hissedilen ¢atisma arasinda énemli bir
ayirim vardir. Buna gore A, B ile aralarinda bazi politikalar konusunda ciddi bir anlasmazlik i¢cinde oldugunun farkinda olabilir.
Ancak bu durum A'yi gergin veya endiseli yapmayabilir ve A'nin B'ye olan sevgisini hicbir sekilde etkilemeyebilir. S6z konusu
bu durum algilanan gatisma asamasi olarak ifade edilmektedir (Pondy, 1967: 302). Buna karsilik bireyler A ve B duygusal olarak
karigtiklari olay sonucunda taraflar arasinda tedirginlik, dismanlk ve dis kirikligi oldugunda hissedilen gatisma seviyesine
ulasildigl ortaya ¢ikar (Robbins ve Judge, 2013: 459). Hissedilen gatisma asamasinda, ¢atisma iginde yer alan alt birimler
birbirlerine karsi duygusal tepkiler gelistirirler. Bununla birlikte taraflar, kendi disiincelerini savunup birbirlerine karsi
kapilarini kapatip bize karsi onlar bigciminde kutuplagma yoluna giderler. Catisma arttikca oOrgltsel etkililik geriler ve
baslangigta kiiglik olan sorunu asmak igin ¢aba sarf edilmezse agilmasi zor biylk bir boyuta ulasir (Jones, 2017: 413).

4.4. Acik Catisma

Orgiitsel catisma modeli asamalarindan birisi olan agik ¢atisma, ¢atisma asamalari iginde en bariz olanidir. Bu asama, agik
saldirganliklarin oldugu ve daha az siddet iceren bigcimde niyetlerin ifade edilme egiliminde bulunuldugu bir ¢atisma tiradar.
Ayni zamanda bir rakibin planlarini sabote etmeye veya bloke etmeye yonelik gizli girisimler yer almaktadir (Pondy, 1967:303).
Bu asamada gatisma artik gértndr bir hale gelmistir. Catisan gruplar, kendi niyetlerini uygulamak ve géstermek igin gesitli
ifadeler, eylemler ve tepkilerde bulunurlar (Robbins ve Judge, 2013: 461). Agik ¢atisma asamasinda, bir alt birim diger bir alt
birimin hedeflerini engellemeye yonelik misilleme yapabilir. Dolayisiyla bu asama, ¢atismanin farki sekillerde gorildigi ve
aktif olarak saldirganliklarin yaygin oldugu bir siire¢ bigciminde karsimiza ¢ikmaktadir. Agik gatisma asamasinin meydana
gelmesinden sonra koordinasyon ve isbirliginde aksaklklarin yasanmaya baslamasiyla birlikte 6rgiitsel etkililik zarar gormeye
baslamaktadir (Jones, 2017: 413-415).
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4.5. Catigma Sonrasi

Orgiitsel diizeyde her ¢atisma bdlimii, érgiit Gyeleri arasindaki iliskileri olusturan asamalar dizisinden yalnizca birisidir. Buna
gore ¢atisma gergekten tiim Uyeleri tatmin edecek sekilde ¢6ziime kavusturulursa isbirligine dayali bir iliskinin temeli atilabilir.
Diger yandan Uyeler, daha diizenli bir iliski dirtiisinde daha o6nce algilanmayan ve ilgilenilmeyen gizli ¢atismalara
odaklanabilir. Bununla birlikte eger gatisma sadece bastirilirsa ancak ¢ozllmezse, gizli gatisma kosullari daha da agirlasabilir
ve diizeltilene kadar veya iliski ¢dziilene kadar daha ciddi bir bicimde zararli sonuglari olabilir. iste bu noktada érgiitsel catisma
modeli agamasina gatisma sonrasi denilmektedir (Pondy, 1967: 305). Sonug itibariyle ¢atismanin her asamasi iki tarafi da
etkileyecek ve gelecege yonelik sonuglar liretecek bir 6zellige sahiptir. Bu baglamda ¢atisma agik ¢atisma asamasina gelmeden
¢Ozilebilirse ilerleyen donemlerde orglitsel diizeyde iyi bir is iligkisi gelistirmek miimkiin olabilir. Buna karsilik ise gatisma
ilerleyen asamalara gelmeden ¢6zilemezse gelecege yonelik is iliskileri aksar ve zarara ugrayabilir (Jones, 2017: 415).

5. ARASTIRMA YONTEMI

Bu arastirmada orgitsel diizeyde isletmelerde yasanan ¢atisma diizeyini ve 6rgit icinde Pondy’nin 6rgitsel ¢catisma modeline
gore hangi catisma asamalarinin meydana geldiginin belirlenmesi amaglanmaktadir. Bu amacin gergeklestirilmesiyle birlikte
yoneticiler, orgilitsel gatisma modeli kapsaminda orgiit icinde meydana gelen ¢atismalarin ortaya cikis nedenlerine
bakmaksizin ¢atismayi analiz edip ¢6ziime yonelik stratejiler gelistirebilirler. Buna gore ¢alismanin amaci dogrultusunda nitel
arastirma yontemi kullanilmasina karar verilmis ve arastirma yontemi olarak fenomenoloji (olgu bilim) arastirma deseni
secilmistir. Fenomenoloji (olgu bilim) arastirma deseni, 6ziinde bize yabanci ve uzak olmayan ancak tam olarak butinsel
anlamini kavrayamadigimiz olgulari arastirmayi amaglamaktadir. Ayni zamanda fenomenoloji deseni, daha dnceden farkinda
oldugumuz bir nevi hakkinda fikir sahibi oldugumuz ancak Uzerinde derinlemesine ve detayli olarak bir anlayisa hakim
olamadigimiz olgular lizerine odaklanmakta ve arastirma imkani olusturmaktadir (Yildinm ve Simsek, 2016: 69). Diger bir
ifadeyle yorumlayici diizeyde fenomenolojik analiz, arastirma kapsaminda kisi ya da grup halindeki insanlarin bir fenomene
iliskin yasamis olduklari deneyimin anlamini, yapisini ve sonunda 6ziini anlayip daha agik bir hale getirmeyi amaglamaktadir
(Aydin Goktepe, 2020: 35). Fenomenolojik arastirma deseni; zaman ve diger kaynaklarin sinirlamalari dahilinde bir arastirma
odagi dengesini korumak igin minimum yapi ve maksimum derinlige agik bir ilke vurgusu ile tek ya da c¢oklu vakalara
dayanabilir. Bu tiir arastirmalarda diger nitel arastirmalarda oldugu gibi gorismeler, gozlemler, eylem arastirmalari,
tartismalar, odak grup toplantilari ve metnin analizi gibi bircok yontem kullanilabilir. Arastirma deseninin odak noktasi,
arastirma katihmcisinin goriis ve bakis agilarina gomili olgunun daha derinlemesine anlasilmasidir. Analiz karmasik
oldugundan dolayi veriler kategorilere ayrilarak tartismalarin veya gozlemlerin farkli bolimleri arasinda gesitli baglantilar
kurulabilir (Qutoshi, 2018: 219-220). Temelleri 18. ylizyila dayanan nitel bir arastirma yontemi olan fenomenoloji, “gercek
nedir?” sorusuna cevap arayan, bireysel gercekgiligin katihmci ve arastirmaci tarafindan birlikte olusturuldugu cesitli
Ozelliklere sahip olan bir arastirma yontemidir. Buna gore bireysel evrenin arastiriimasi, fenomenoloji yonteminin temel
konusunu olusturmaktadir. Bununla birlikte fenomenolojik yaklagimin odak noktasi bireysel tecriibelerdir. Ozellikle
arastirmaci katilimcinin kisisel (6znel) tecriibeleri Gizerine yogunlasir. Boylece arastirmalarda bireylerin algilamalari ve olaylara
yiklemis olduklari gesitli anlamlar incelenip ele alinir (Bas ve Akturan, 2017: 85-87). Bu baglamda arastirma kapsami; ozel
sektorde faaliyet gosteren bir isletmede ¢alismakta olan isgdrenlerin orgitsel diizeyde is ortaminda yasamis olduklari
tecriibelere dayanarak ifade ettikleri gorislerini ortaya koymak bigiminde tasarlanmistir. Bu g¢alismada uygulanan
fenomenolojik arastirma sirecinin asamalari dort farkl bicimde gelistirilmistir (Bas ve Akturan, 2017: 91-96; Yildirim ve
Simsek, 2016: 69-72; Aydin Goktepe, 2020: 35).

i. Aragtirma Konusu-Olgularin Tanimlanmasi: Fenomenolojik arastirmada olgunun kendisi arastiriimakta olup bireylere
herhangi bir miidahalede bulunulmamaktadir. Olgularin tanimlanmasi agsamasinda tanimlamalar, katiimcilardan elde edilen
yazili dokiimanlardan gikarim yapilmaktadir (Bas ve Akturan, 2017: 91-94). Bu galismada arastirmaya katilan isgorenlere
arastirmanin konusu kapsaminda is ortaminda yasadiklari, tecriibe ettikleri ya da gozlemledikleri 6rgiltsel gatisma
asamalarina iliskin sorular sorulacagi, sirket ve galisan isimlerinin gizli tutulup agiklanmayacagi konusunda bilgi verilmistir.

ii. Orneklem-Veri Toplama Aracinin Belirlenmesi: Fenomenolojik arastirmalarda arastirma kapsaminda kimin
arastirilacaginin belirlenmesi biyiik dnem tasimaktadir. Ozellikle fenomenolojik arastirmalarda kisisel deneyimler temel
dayanak noktasi oldugundan so6z konusu deneyimleri yasamis veya yasamakta olan kisiler secilmeli ve arastirmanin
orneklemini olusturmalidir (Bas ve Akturan, 2017: 92). Buna gore orgltsel ¢atisma modeli asamalarinin farkliliklarini ortaya
¢ikaracak bicimde bir soru formu hazirlanmigtir. Veri toplama araci olarak belirlenen s6z konusu hazirlanan soru formunda,
katihmcilarin demografik Ozellikleri ile deneyimlerini yansitacak dizeyde bes tane agik uglu soru gelistirilmistir. Sorular
kuramsal diizeyde alanla ilgili literatir taramasina dayal olarak hazirlanmis ve alanlarinda uzman konuyla ilgili
akademisyenlerin ve 6lgme uzmaninin gorisleri alinmistir.

iii. Veri Toplama: Fenomenolojik arastirmada katihmci ve arastirmaci arasindaki iliski yansima niteliklidir. Dolayisiyla
arastirmalarda olguya yonelik gesitli anlamlar gikarabilmek igin bireylerin deneyimlerinden yararlanabilecek diizeyde yazili
dokiman toplanabilir (Bas ve Akturan, 2017: 92-93). Buna gére bu arastirmada 6zel sektorde faaliyet gosteren bir sirkette
¢alismakta olan 22 kisiye soru formu gonderilerek cevaplandirmalari talep edilmistir.

iv. Veri Analizi ve Yorumlama: Fenomenolojik arastirma, veri analizi ile elde edilen anlamlar ve yorumlamalar sonucunda
bireyin tecriibelerini, bilincini, hayata ve olaylara bakis agisini ortaya koyan bir yontemdir. Dolayisiyla buradan katihmcilara
iliskin tecribenin ne olduguna yénelik katiksiz bir kuramsal vizyon elde etmek amaglanmaktadir (Bas ve Akturan, 2017:93-
94). Bu arastirmada soru formunun gonderildigi 22 isgorenden 17 kisinin soru formunu eksiksiz olarak doldurup génderdigi
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tespit edilmistir. Bunun sonucunda soru formunu tam olarak dolduran 17 katihmcinin arastirmaya veri saglayabilecek diizeyde
oldugu belirlenmistir. Verilerin analiz edilmesinde fenomenoloji (olgu bilim) arastirma deseni kullaniimistir. Elde edilen
gorisler calismanin amaci dogrultusunda gatisma tirlerinden birisine uygunlugu bakimindan olumlu veya olumsuz bigiminde
kategorize edilmistir.

5.1. Aragtirmanin Orneklemi

Arastirma o6rneklemini Gaziantep ilinde 6zel sektorde faaliyet gosteren bir isletmenin isgorenleri olusturmaktadir.
Orneklemde 17 isgdéren bulunmaktadir. Arastirma, Kasim-Aralik 2019 tarihleri arasinda isletmede calisan isgdrenlerin
katilmasi ile gergeklestirilmistir. Ticari bilgilerin mahremiyeti, isletmenin ve isgérenlerin talepleri dogrultusunda firma ve
isgoren bilgileri arastirma kapsaminda gizli tutulmustur. Arastirmaya katilan katiimcilara verecekleri bilgilerin gizli kalacagi
soylenmis ve onaylari alinmistir. Buna gore arastirmanin amaci dogrultusunda arastirma soru formunda; 6rgitsel ¢atisma
olgusuna yonelik olarak olusan algiyi tespit edebilmek igin katihmcilarin yas, cinsiyet, medeni durum ve is tecriibelerini iceren
demografik sorulara yer verilmistir. Bununla birlikte yine arastirma soru formunda hazirlanan agik uglu sorular su sekilde yer
almaktadir.

Soru 1: Calistiginiz sirkette; farkh nedenlere bagl olarak is arkadaslarinizla aranizda bir ¢atisma potansiyeli oldugunu
distiniiyor musunuz?

Soru 2: Calistiginiz sirkette; birey veya gruplar arasinda gesitli nedenlere dayanarak yapilan islerde birbirlerini engelleme gibi
durumlarla karsilagtiniz mi?

Soru 3: Calistiginiz sirkette; birim icinde veya disinda is arkadaglarinizla aranizda hissettiginiz bir kutuplagsma veya ¢atisma var
mi?

Soru 4: Calistiginiz sirkette; birim icinde veya disinda is arkadaslarinizla aranizda misilleme, kavga ya da saldirganliklarin oldugu
herhangi bir durum yasadiniz mi?

Soru 5: Calistiginiz sirkette; is arkadaslarinizla aranizda yasadiginiz herhangi bir gatismadan sonra is birligi icinde ¢6ziime
kavusturulan bir durum yasadiniz mi?

5.2. Arastirmanin Gegerliligi ve Giivenirliligi

Nitel arastirmalarda gegerlilik, arastirmacinin arastirdigi olguyu oldugu bigimiyle ve tarafsiz bir sekilde gézlemesi anlamina
gelmektedir (Yildirnm ve Simsek, 2016:269). Dolayisiyla nitel arastirmada gegerlilik, arastirmacinin ele aldigi ve ilgilendigi
konuyu olabildigince tarafsiz ve butlincil bir anlayisla gézlemlemesidir (Creswell, 2013: 250). Arastirma kapsaminda soru
formlari kodlanmistir. Bu kapsamda arastirmanin gegerliligini artirmak icin konuyla ilgili uzman goruslerine basvurulmus,
sorular tek tek incelenmis ve yapilan gériismelerin sonucunda arastirmanin gegerliligi saglanmaya calisilmistir. Glvenirlik ise
nitel arastirmalarda birgok sekilde ele alinmaktadir. Bu baglamda Silverman (2005), giivenirlilige iliskin olarak goris birliginin
olmasi gerektigini ifade etmektedir (Creswell, 2013: 253). Buna goére yapilan nitel arastirmalarda glivenirlik, gorus
birligi/(g6ris birligi +gbris ayrihg) formili ile hesaplanmaktadir. Ayrica arastirma kapsaminda hazirlanan soru formuna
verilen cevaplarin igerik olarak uygunlugu kapsaminda belirtilen goriislerde %80 oraninda birligin saglanmasi glivenilirlik igin
yeterli bir diizey olarak kabul edilmektedir (Aydin Goktepe, 2020: 36). Bu arastirmada, arastirmanin givenirligine yonelik
olarak arastirmaci ve nitel arastirma konusunda deneyimli bir uzman soru formu tizerinde elde edilen soru ve cevaplarailiskin
ayri ayri goruglerini bildirmis ve bunun sonucunda ortaya konan gorislerde %100 goris birligi saglanmistir. Buna goére
arastirma kapsaminda kullanilan soru formunun givenilir oldugu ve miikkemmel bir uyumun ortaya c¢iktigini séylemek
muimkinddr.

6. BULGULAR

Arastirma kapsaminda ¢alismaya dahil edilen katilimcilarin demografik 6zelliklerini tespit etmek amaciyla sorulan demografik
nitelikli sorular ¢ergevesinde gesitli veriler elde edilmistir. Buna gére arastirmaya dahil edilen katilimcilara iliskin demografik
ozellikler tablo 1’de sunulmustur.

Tablo 1: Demografik Sorulara iliskin istatistikler

Frekans Yiizde (%)

o Erkek 13 76.47
Cinsiyet adim 2 3353
25 yas alti 1 5.88

Yas 25-30 arasi 6 35.30
31 Gstl 10 58.82

Evli 14 82.35

Medeni durum Bokar 3 768
Calisma Siiresi 1yildan az 1 5.88
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1-3yil 4 23.53
3 yil st 12 70.59
Degisken Bazinda Toplam 17 100

Tablo 1'de katilimcilarin demografik 6zelliklerine iligkin gdsterilen bulgulara gére arastirmaya katilan isgérenlerin % 76.47’si
erkek, %23.53't ise kadindir. Medeni durumlarina gore incelendiginde katihmcilarin %82.35’i evli, %17.65’i ise bekardir.
Bununla birlikte katiimcilarin yaglarini inceledigimizde; 31 yas ve Ustlinlin %58.82’lik oranla buylik ¢ogunlugu olusturdugu,
isgorenlerin %35.30’nun 25-30 yas araliginda oldugu ve %5.88’in ise 25 yas altinda isgérenlerden olustuklari tespit edilmistir.
Cahisma sureleri bakimindan 3 yil ve lizerinde galisanlarin %70.59’luk oranla biyik ¢cogunlugu olusturdugu tespit edilmistir.
Ayrica 1-3 yil arasinda galisanlarin %23.53 ve 1 yildan az siire galisanlarin ise %5.88 oraninda olduklari belirlenmistir. Bununla
birlikte arastirma soru formunda hazirlanan agik uglu sorulara verilen cevaplar oransal olarak kategorize edilmistir. Buna gore,
arastirmaya dahil edilen katihmcilarin, olusturulan soru formunda yer alan agik uglu sorulara verdikleri cevaplara yonelik
dagilimlarin sirasiyla yiizdesel olarak degerleri sunulmustur.

Soru 1: Calistiginiz sirkette; farkli nedenlere bagl olarak is arkadaslarinizla aranizda bir ¢atisma potansiyeli oldugunu
diistiniiyor musunuz?

Soru 1’e verilen cevaplar kapsaminda; arastirmaya katilan isgorenlerin %58.82si ¢alistigi sirkette farkl nedenlere bagh olarak
is arkadaslariyla aralarinda bir ¢atisma potansiyeli oldugunu dislinlip evet derken, %41.18’i ise boyle bir gatisma potansiyeli
olmadigini diistinlip hayir cevabini vermistir. Buna gore, isgorenler ¢alistiklari sirkette diger isgorenlerle aralarinda bir gatisma
yasama olasiliginin daha yiksek oldugu egilimindedirler. S6z konusu bu durum, isgérenlerin potansiyel gatisma yasamalarinin
diger bir ifadeyle sirket icinde ¢atisma ¢ikma olasiliginin mevcut oldugunu gostermektedir. Bu baglamda ¢atisma olasiliginin
yiksek oldugunu dislinen isgorenlerin; gézlemlerine, deneyimlerine ve 6rgt iklimine bagh olarak gorus bildirdiklerini ifade
edebiliriz. Buna karsilik catisma olasiliginin olmadigini diisiinen isgorenler ise; isminin agiga ¢ikabilecegini dislinerek gercek
gorisiini ifade etmemesi, catisma olasiliginin olmadigini disiinmesi, icinde yasadigi olasi catisma ihtimalini algilayamamasi,
yanlis yorumlamasi ya da uzun dénemde yasanabilecek bir catismayi dngérememesi gibi ¢esitli nedenlere bagh olarak goris
bildirdiklerini sdyleyebiliriz. Elde edilen cevaplarin oransal dagilimlarina bakarak arastirma kapsaminda, dogrudan ¢atismanin
olmadigi ancak isgorenlere, 6rgltiin yapisina ve isleyisine bagli olarak gatisma ihtimalinin yiiksek oldugu diger bir ifadeyle gizli
bir catisma durumunun varhgi belirlenmistir. Bu baglamda; soru 1’den elde edilen bulgular dogrultusunda, Pondy’nin 6rgitsel
¢atisma modeline gore arastirma kapsaminda ele alinan sirket iginde ortiik ¢catisma durumunun yasandigini sdylemek
mUmkanddr.

Soru 2: Calistiginiz sirkette; birey veya gruplar arasinda ¢esitli nedenlere dayanarak yapilan islerde birbirlerini engelleme gibi
durumlarla karsilastiniz mi?

Soru 2’ye verilen cevaplara gore arastirmaya katilan isgoérenlerin; ¢alistiklari sirkette birey veya gruplar arasinda cesitli
nedenlere dayanarak yapilan islerde birbirlerini engelleme gibi durumlarla karsilastiklarini belirten ve evet diyenlerin orani
%70.59 olarak tespit edilmistir. Buna karsilik isgdrenlerden; “hayir”, sirkette yapilan islerde birey veya gruplar arasinda gesitli
nedenlere dayanarak birbirlerini engelleme durumlariyla karsilasmadim diyenlerin %29.41 oraninda olduklar belirlenmistir.
Buna gore katilimcilarin %70.59 gibi ylUksek bir ¢ogunlugu, sirket icinde yapmis ya da yapmayi planladigi bir faaliyetin birim
icindeki gruplar ya da bireysel faktorler tarafindan gesitli nedenlerle dolayli veya dogrudan engellendigini disiinmektedirler.
Diger yandan %29.41 oranindaki isgorenler ise; sirket icinde bulunduklari ya da tasarladiklari faaliyetler konusunda herhangi
bir engelle karsilasmadiklari yoniinde goris bildirmiglerdir. Bu baglamda evet diyenlerin; yasadiklari isin 6zelligine bagli olarak
cesitli aksakliklar yasamasi veya isle ilgili yasanan problemlerden diger grup veya bireyi sorumlu olarak tutmalari nedenlerine
bagli olarak sirket icinde algiladiklari bir ¢catismanin varhg yoniinde goris bildirdiklerini ifade edebiliriz. Buna karsilik hayir
diyenlerin ise herhangi bir isle ilgili yasanan aksaklik durumunun dolayli ya da dogrudan herhangi bir grup veya birey
tarafindan kaynaklandigina yonelik bir ¢atisma durumunu algilamadiklari, ortaya c¢ikan problemlerin isin yapisindan
kaynaklandigini dustiinmeleri ya da var olan sorunu kabul etmek istememeleri gibi faktorler yoniinde gorus bildirdiklerini
soyleyebiliriz. Arastirma kapsaminda elde edilen bulgular dogrultusunda katihmcilarin goérisleri gercevesinde; Pondy’nin
orgltsel catisma modeline gore sirket icinde algilanan gatisma durumunun yasandigini séylemek mimkindar.

Soru 3: Calistiginiz sirkette; birim igcinde veya disinda is arkadaslarinizla aranizda hissettiginiz bir kutuplasma veya ¢atisma var
mi?

Soru 3’e verilen cevaplar dogrultusunda, katilimcilarin %64.71’i calistiklari sirkette birim iginde veya disinda i arkadaslariyla
aralarinda hissettikleri bir kutuplagsma veya ¢atisma oldugunu belirtmis ve evet demislerdir. Buna karsilik galistiklari sirkette
birim iginde veya disinda is arkadaslariyla aralarinda hissettikleri bir kutuplasma veya ¢atisma olmadigini belirtip hayir
diyenlerin orani ise %35.29 olarak belirlenmistir. Buna gore arastirma kapsaminda ele alinan sirket genelinde ¢alisan
isgorenlerin %64.71 oraninda biyik ¢ogunlugunun bir ¢atisma hissettigini ifade edebiliriz. Arastirmaya dahil edilen
isgorenlerin galistiklari kurum iginde hissedilen diizeyde bir gatisma durumunu yasadiklarini ifade etmelerinde gesitli nedenler
ileriye sirmek mimkiindiir. Bu nedenler; sirket icinde galisanlarin genel olarak birbirlerini suglamalari, gruplar halinde
kutuplasmis yapilar olusturmasi, isgorenlerin kendi diistincelerini asiri derecede savunmasi ve diger ¢alisanlara kabul ettirmek
istemesi, 6rgit icinde yasanan herhangi bir olay karsisinda isgorenlerin birbirlerine karsi kolay duygusal tepkiler vermesi
seklinde siralanabilir. Bu bakimdan s6z konusu nedenlere bagh olarak isgorenlerin hissedilen gatisma yoninde gorus
bildirdiklerini ifade edebiliriz. Diger yandan sirket iginde hissedilen yonde bir gatisma yasamadiklari yoninde goéris
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bildirenlerin ise; birlikte galistiklari diger isgorenlere gore kiglk ya da biyiik diizeyde herhangi bir soruna karsi duygusal tepki
vermemesi, gruplar arasinda taraf olmamasi ya da objektif degerlendirmelerde bulunmamasi gibi nedenler ileri sirilebilir.
Bu baglamda arastirma kapsaminda elde edilen bulgular dogrultusunda; ele alinan sirket icinde Pondy’nin 6rgiitsel ¢catisma
modeli agsamalarindan hissedilen ¢atisma durumunun yiiksek diizeyde gorildugiini soyleyebiliriz.

Soru 4: Calistiginiz sirkette; birim igcinde veya disinda is arkadaslarinizla aranizda misilleme, kavga ya da saldirganliklarin
oldugu herhangi bir durum yasadiniz mi?

Soru 4’e verilen cevaplar kapsaminda; arastirmaya katilan isgérenlerin %23.53’(i calistigi sirkette birim icinde veya disinda is
arkadaslariyla arasinda misilleme, kavga ya da saldirganliklarin oldugu bir durum yasadigini belirtmis ve evet demistir. Diger
yandan isgorenlerin %76.47’si ise boyle bir kavga, misilleme ya da saldiri durumu ile karsilasmadigini ifade edip hayir cevabini
vermistir. Elde edilen bu veriler dogrultusunda sirket icinde ¢alisan bireyler arasinda aktif veya pasif bir saldirganlik diizeyinin
diger bir ifadeyle agik diizeyde bir gatisma durumunun olmadigi sonucunu gikarmamiz mimkindir. Bununla birlikte diistik
diizeyde de olsa sirket icinde isgorenlerin birbirlerini engellemeye ve bireysel gikarlarini korumaya yonelik farkh sekillerde
aclk bir catisma durumunun yasandigini séyleyebiliriz. Butlin bunlarin sonucunda arastirma kapsaminda elde edilen bulgular
cercevesinde; Pondy’nin orgilitsel ¢catisma modeline gore sirket iginde agik catisma durumunun diisiik diizeyde yasandigini
soylemek mimkiinddr.

Soru 5: Calistiginiz sirkette; is arkadaslarinizla aranizda yasadiginiz herhangi bir ¢atismadan sonra is birligi icinde ¢éziime
kavusturulan bir durum yasadiniz mi?

Soru 5’e verilen cevaplara gore arastirmaya katilan isgdrenlerin; galistiklari sirkette is arkadaslariyla aralarinda yasadiklar
herhangi bir gatismadan sonra is birligi icinde ¢6zlime kavusturulan bir durumla karsilastiklarini belirtenlerin ve evet diyenlerin
orani %29.41 olarak tespit edilmistir. Buna karsilik isgorenlerden; “hayir”, sirkette is arkadaslarimizla aramizda yasadigimiz
herhangi bir ¢atismadan sonra is birligi icinde ¢6ziime kavusturulan bir durumla karsilasmadim diyenlerin oraninin %35.29
olduklari belirlenmistir. Buna gore katilimcilarin %70.59 oraninda biyik ¢ogunlugunun sirket icinde gatisma sonrasinda
isbirligi iginde ¢ozime yonelik kararlarin alindigi ve uygulamalarin yapildigi yoniinde gorus bildirdiklerini ifade etmek
mimkiindir. Ozellikle ele alinan sirket cercevesinde érgiitsel diizeyde isgérenlerin isbirligi icinde ¢atisma sonrasinda ¢dziim
odakh yaklasimlarla karsilastiklarini soyleyebiliriz. Bu baglamda arastirma kapsaminda elde edilen bulgular dogrultusunda; ele
alinan sirket igcinde Pondy’nin orgltsel ¢atisma modeli asamalarindan g¢atisma sonrasi durumunun yiksek diizeyde
uygulandigini séylemek miimkindar.

7. SONUC

Orgiitsel literatiir incelendiginde, &rgiitlerin bir érgiit olarak meydana gelen catismalara karsi agik ve hazirlikh olmalari,
gatismalari tespit etmeleri, kontrol etmeleri ve sisteme uygun bir sekilde yonetmelerinin dnemli oldugu goérilmektedir. Ayni
zamanda orgutsel diizeyde normatif amaglara bagl olarak taraflar arasinda yasanan g¢atisma asamalarinin dogru bir bicimde
konumlandirilmasinin gerekli oldugu sonucuna ulasabiliriz. Bu gergevede orgiitsel diizeyde belirlenen dogru konular lizerinde
gatisma yonetimine gore dogru temel kurallar altinda hareket etmek gerekmektedir. S6z konusu durum, acik olarak
yoneticilerin islevlerine yénelik uygulanacak bir sistemin asamalarini kabul etmek demektir. Orgiitsel diizeyde meydana
gelebilecek catismalarin ¢ok farkl sekillerde ve 6rgutsel davranis odakli yaklasimlarin temelinde dinamik bir siireg olarak ele
alinmasi gerektigini soylemek miimkiindiir. Bu bakimdan 6rgitsel catisma; kosulsal durumlara, bireysel ve grupsal farkhliklara,
duygusal durumlara ve tepkilere, yapisal isleyise bagli olarak bir biitlin olarak tiim bilesenleri yapisinda bulunduran ¢ok yonli
bir slirectir.

Orgiitsel catisma ele alinirken gatismanin sadece olumlu ya da olumsuz tarafi degil ayni zamanda bireysel ve érgiitsel diizeyde
yapisal isleyis ve islevsel aksakliklarin ortaya gikarilmasi bakimindan dusiiniimeli ve harekete gegilmelidir. Genel olarak
meydana gelen oOrgilitsel ¢atisma, mevcut ¢atismayi azaltmak ya da ortadan kaldirmak igin baski olusturmasina ragmen
stregelen ¢atisma hali devam eder ve kosulsal durumlar gergevesinde yonetici tarafindan bilingli olarak yonetilmeye galisilir.
Bununla birlikte ¢atismanin tespit edilmesi ve yonetilmesi asamasinin 6rgitsel etkililige faydasi ¢atismanin dogasina ve
yoneticinin yonetim felsefesine bagl olarak gelisim gosterir. Ayni zamanda orglitsel diizeyde iletisim kanallarinin agik olmasi
biyik énem tasir. Ozellikle drgiit icindeki Uyeler arasinda meydana gelen catismanin temel belirleyicisinin hedeflerin
farklhilagsmasi oldugu ileri stiriilebilir. Bu noktada orgiitsel ¢catisma modeli baglaminda her bir gatisma tiiri tespit edilip Gyeler
arasindaki isbirligi, rekabet ve degisim yonetimi saglanmalidir.

Bu ¢alismanin amaci dogrultusunda 6rgitsel ¢catisma modeline gore 6rgiitsel dizeyde ¢atismayi etkin bir sekilde tespit etmek,
analiz etmek, yonetmek ve kontrol etmek icin degerlendirmelerde bulunmaya galisiimistir. Arastirma kapsaminda orgiit icinde
yasanan catismalarin diizeyi ve orgiitsel diizeyde Pondy’nin orgilitsel ¢catisma modeline gore hangi ¢atisma asamalarinin
meydana geldigi tespit edilmeye ¢alisiimistir. Bu baglamda yoneticiler, érgitsel ¢atisma modeli kapsaminda 6rgit icinde
meydana gelen gatismalarin ortaya ¢ikis nedenlerine bakmaksizin ¢atismayi analiz ederek nedenler Gzerinde yogunlasarak
¢6zlime yonelik alternatif stratejiler gelistirme yollarina gidebilirler.

Arastirma kapsaminda elde edilen bulgular sonucunda Pondy’nin orgitsel ¢atisma modeli asamalarindan o6rtiik ¢atismanin
incelemeye tabi tutulan isletme iginde goérilme orani %58,82 olarak tespit edilmistir. Buna gore 6rgit iginde ¢alisanlarin bizzat
kendilerinin ya da gdzlemledikleri diger calisanlarin értiik (gizli) bir catisma icinde olduklari belirlenmistir. Ortiik ¢atisma
asamasinda aglk bir ¢catisma hali olmamasina ragmen bireysel veya grupsal dizeyde farkli nedenlere dayanan bir ¢atisma
potansiyeli bulunmaktadir. S6z konusu gatisma agmasinin ortaya ¢ikmasinin nedenlerini; orgitsel isleyise bagh olarak gruplar
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veya bireyler arasinda is yapma farkhliklarinin olmasi, deger yaratma konusunda farkli yéntemsel disiincelere sahip olma ve
kisa ve uzun dénemde Onceliklerin belirlenmesinde ayriliklarin yasanmasi seklinde siralamak mimkanddr.

Bu ¢alismada, incelenen isletmede yapilan arastirma kapsaminda elde edilen bulgular sonucunda Pondy’nin 6rgltsel ¢catisma
modeli asamalarindan algilanan ¢atisma asamasinin gérilme oraninin %70,59 oldugu belirlenmistir. Buna gore arastirma
kapsaminda incelenen isletmede gorilen en ylksek orgitsel catisma modeli asamasinin algilanan ¢atisma asamasi oldugu
tespit edilmistir. Oransal olarak algilanan ¢atisma asamasinin yiiksek olmasi bize isletme icinde bireyler veya gruplar arasinda
taraflardan en az birinin rahatsiz, tedirgin ve duygusal olarak olumsuz bir etkiye sahip oldugunu gostermektedir. Bununla
birlikte isletme igcinde en ¢ok gorilen ¢atisma tiiriinlin algilanan ¢gatisma olmasinin nedenleri; isin mahiyeti, bireylerin is yapma
pratikleri ve kilturel yapilari, kosulsal durumlarin farkina varilmasi ve g¢atismanin nedenlerine yonelik yanlis konumlama
olarak siralamak mimkiindr.

Arastirma kapsaminda elde edilen bulgular sonucunda analiz edilen isletmede Pondy’nin o6rgitsel ¢atisma modeli
asamalarindan hissedilen ¢atisma tirinin goérilme oraninin % 64.71 oldugu tespit edilmistir. Buna gore isletme genelinde
hissedilen g¢atisma turtinln de algilanan gatisma tlru gibi yiksek oranlarda gorildigu belirlenmistir. Bu oranlar, érgutsel
dizeyde bireylerin veya gruplarin aralarinda tedirginlik, dismanlik veya hayal kirikligina ugrama seklinde verdikleri duygusal
tepkilerin algilanan gatisma seviyesinden hissedilen ¢atisma seviyesine yikseldigini gostermektedir. Ayni zamanda oransal
olarak orgiit icinde meydana gelen ¢atisma seviyelerinin algilanandan hissedilen ¢atismaya donisme orani birbirine yakindir.
Elde ettigimiz bu veri bize galisanlarin herhangi bir ¢atisma algiladiklari zaman bunun hissedilen ¢atismaya dontgiiminiin
muhtemel oldugunu géstermektedir.

Bu galismada analiz edilen isletme kapsaminda elde edilen bulgulara gére Pondy’nin orgiitsel ¢atisma modeli asamalarindan
acik gatisma tlrdnin %23.53 oraninda goruldigi belirlenmistir. Bu kapsamda agik ¢atisma tiirtinin isletmede genelinde en
az gorilen gatisma tiirii oldugu tespit edilmistir. S6z konusu bu durum bize, analize dahil edilen 6rgit genelinde lyeler veya
gruplar arasinda aktif saldirganliklarin olmadigini, gérinir diizeyde bir ¢atismanin yasanmadigini ve bireylerin niyetlerini
gostermek icin eylem ya da herhangi bir tepkide bulunmadiklarini géstermektedir. Buradan isletme genelinde meydana gelen
catisma tirlerinin ve dizeylerinin genel olarak aktif bir dizeyde degil pasif dizeyde eylemlere dayanan yapisal bir 6zellik
gosterdigini sonucuna ulasmamiz miumkindlr. Diger bir ifadeyle 6rgit Uyelerinin niyetlerinin eylemlere doénisme
dizeylerinin ve duygusal tepkilerini gdsterme egilimlerinin diisiik diizeyde oldugu goreceli olarak pasif bir nitelik tagidigini
ifade etmemiz mimkiinddr.

Son olarak arastirma sonucunda elde edilen bulgular dogrultusunda ele alinan isletme genelinde Pondy’nin orgitsel ¢atisma
modeli agamalarindan gatisma sonrasi agamasinin %29.41 oraninda goruldugu belirlenmistir. Buna gore isletme genelinde
goriilen gatisma sonrasi asamasinin yaklasik olarak acik ¢atisma asamasi oraninda oldugu tespit edilmistir. Orgiit genelinde
herhangi bir 6rgitsel catisma asamasinin ardindan ¢atisma sonrasi asamaya kadar mevcut ¢atisma ¢6ziime ulastirilamazsa
aclk ¢atisma asamasi dizeyine ulasilir. Agik gatisma asamasindan sonra ¢atisma sonrasi agamada ise orgltsel ve bireysel
dizeyde is iliskilerine, is birligine ve 6rgiit uyumuna zarar verecek sekilde sonuglar meydana gelmesi beklenmektedir. Bununla
birlikte eger orgltte meydana gelen bir gatisma agik ¢atisma asamasina kadar ¢6ziime kavusturulursa o zaman orgutsel
dizeyde is birligi saglanir ve gelecege yonelik is iliskilerinin ve orgiitsel isleyisin 6ni agilir. Catisma sonrasi agsamasinin; orgltsel
ve bireysel diizeyde isbirliginin saglanmasi, is iliskilerinin ve akiginin gelistiriimesi ya da orgitsel isleyisin ve isletmenin
gelecege yonelik planlarinin uygulanmasina yonelik adimlarin uygulanmasina zarar verecek sonuglar lretebilecek bir nitelige
sahip oldugunu séylemek mimkandir.

Orgiitsel diizeyde &rgiitsel gatisma tiirlerinin &rgiit ve Uyelerinin yapilarina bagli olarak degismekle birlikte ortaya gikis
bigimlerinin temel nedenlerini genel olarak siralamak miimkuindir. Bu nedenler: 6rgit yapisi ve isleyisi, isin niteligi, bireysel
hedef farkliliklari ve dncelik konumlama, farkl diizeylerde deger yargilarina, kiiltlire ve bakis agilarina sahip olma bigiminde
siralanabilir. Bununla birlikte performansa bagl verilerin yorumlanmasina yonelik uygulamalar, gruplar veya bireyler arasinda
kiskanglik yasanmasi, formal nitelikli nedenler (ihale yapilmasi, finansal kredi destegi saglanmasi, yapilan islerin likidite
donusu), kaynaklarin dagiliminda dengesizlik yasanmasi, isin dogasi geregi karsilikli ve bagimli is yapma zorunlulugu
¢atismalarin yasanmasinin diger nedenleri olarak siralanabilir. Bu ¢alisma kapsaminda ele alinan isletme genelinde en ¢ok
meydana gelen Pondy’nin 6rgitsel ¢catisma tlrlerinin algilanan ve hissedilen gatisma tirleri oldugu gorilmektedir. Bu durum
bize isletme genelinde, algilanan ve hissedilen ¢atismalar baglaminda isin niteligi, kiskanglik, performans ile hedef farklliklari
ve 6ncelik konumlama nedenlerine bagli olarak bireyler veya gruplar arasinda tek tarafl (algilanan) ya da karsilikli (hissedilen)
diizeyde tedirginlik, dismanhk, kutuplasma, hayal kirikhgina ugrama bigiminde duygusal tepkilerin gelistirildigini ve
yasandigini gostermektedir. Bu baglamda Pondy’nin 6rgiitsel catisma modeli yardimiyla yoneticiler isletmede meydana gelen
gatismalari tespit etme, kontrol etme ve ydnetme sansina sahip olabilirler. Ayni zamanda g¢atismalarin tespit edilmesiyle
birlikte acik catisma asamasina kadar ¢atismalara ¢6ziim yolu bulunabildigi takdirde yoneticilere, 6rgiitsel diizeyde gelecege
yonelik is birligi, 6rgitsel performans ve is gelistirme konularinda yardimci olabilecek ve farkli ¢6ziim odakli stratejiler
gelistirmelerine imkan saglayabilecektir. Bu bakimdan orgiit genelinde meydana gelebilecek her tirli diizeyde ¢atisma agik
gatisma agamasina gelmeden 6nce tespit edilmeli ve daha sonra ¢6ziime kavusturulmalidir. Bu sayede ¢atismanin islevsel ve
dinamik nitelikli 6zelliklerinden yararlanarak orgiitsel ve bireysel diizeyde fayda saglamak mimkin olabilecektir.

Galismanin sinirhhklar, 6rneklem sayisinin azligi ve tek bir sektérde hizmet veren bir 6rgiitiin ele alinmasi olarak gosterilebilir.
Buna karsilik arastirmanin yontemi olarak ¢ok az galismada goriilen ve kullanilan fenomenolojik arastirma yonteminin
kullanilmasinin galismaya bir deger katabilecegi dustiniilmektedir. Ayni zamanda orgiitlerde ¢atismayi tespit etmek, kontrol
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etmek ve yonetmekle ilgili yol gosterici bir nitelige sahip olan Pondy’nin 6rgltsel catisma modeli yaklasiminin kullanilmasinin
isletmelere fayda saglayabilecegi soylenebilir. Glinlimlzde orgiitlerin yonetiminde 6énemli gorilen ve lzerinde stratejiler
gelistirip 6nlemler alinmasi gereken bir kavram olarak degerlendirilen catismanin oGrgitsel catisma modeli yaklagimi
baglaminda temel alinarak kullaniimasi ve analiz edilmesiyle birlikte ¢alismanin literatiire 6zgiin bir katki sunacagl
distniilmektedir.
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ABSTRACT

Purpose- Culture has an important place in working life in societies and every society has its own culture. However, in addition to the upper culture
that every society has, there are subcultures that exist as a result of differences such as different religious beliefs, languages, ethnic origins, and
the region of residence, and this situation leads to differences. It is necessary to examine the regional cultures in the country in order to determine
this difference and to obtain more efficient results.

Method- Questionnaire technique was used within the scope of the study. In the study, the values questionnaire (VSM 2013) developed by
Hofstede was used as the questionnaire form. A 5-point Likert scale was used for questions determining cultural dimensions. As a result of the
studies, 413 surveys in the Black Sea Region and 391 in the Southeastern Anatolia Region were included in the analysis.

Findings- As a result of the investigations, it was determined that there are differences between national (upper) culture and regional (sub)
cultures. Cross-cultural characteristics were identified between the two regions, especially between uncertainty avoidance and long-short term
orientation. In the dimensions of power distance, femininity-masculinity, tolerance-limitation, long-short term orientation, national culture levels
and different cultural characteristics were determined.

Conclusion- As a result of the research, it was determined that the power of upper culture to represent subcultures is insufficient. It would be
wrong to accept the culture of a country or society as correct and complete. In this study, results were obtained to support studies that defend
and determine that general culture will be insufficient to represent subcultures.

Keywords: Culture, cultural differences, working life, Hofstede cultural dimensions, tourism workers.
GEL Codes: M12, M14, L20

ULUSAL KULTUR ILE BOLGESEL KULTURLER ARASINDAKi FARKLILIKLARIN CALISMA HAYATINA
YANSIMASI: TURIZM SEKTORUNE iLiSKIN BiR CALISMA

OzZET

Amag- Toplumlarda kiiltir galisma yasaminda 6nemli bir yer tutmaktadir ve her toplumun kendine has bir kiiltiri vardir. Fakat her toplumun sahip
oldugu ust kilturin yaninda, toplum igerisinde bulunan farkl dini inanglar, diller, etnik kékenler, yasanilan bolge gibi farliliklar neticesinde varligini
surdiirmekte olan alt kilturlerde bulunmaktadir ve bu durum farkliliklara yol agmaktadir. Bu farkliigin belirlenmesi ve daha verimli sonuglarin elde
edilebilmesi icin Ulke iginde bulunan bdlgesel kiltiurlerin de incelenmesi gerekmektedir.

Yéntem- Calisma kapsaminda anket teknigi kullanilmistir. Calismada anket formu olarak Hofstede tarafindan gelistirilen degerler anketinin (VSM
2013) kullanilmigtir. Kalttrel boyutlari belirleyen sorular igin 5'li likert 6lgegi kullanilmistir. Yapilan galismalar neticesinde Karadeniz Bélgesinde
413, Glneydogu Anadolu Bolgesinde ise 391 adet anket analize dahil edilmistir.

Bulgular- incelemeler sonucunda ulusal (iist) kiltiir ile bolgesel (alt) kiiltiirler arasinda farkliliklarin var oldugu belirlenmistir. iki bélge arasinda
ozellikle belirsizlikten kaginma ve uzun-kisa dénem oryantasyonu arasinda zit yonli kaltir 6zellikleri belirlenmistir. Glig mesafesi, disilik-erillik,
hosgori-kisithhk, uzun-kisa donem oryantasyonu boyutlarinda ise ulusal kalttr dizeyleri ile farkh kiltir 6zellikleri belirlenmistir

Sonug- Arastirma sonucunda Ust kiltarin alt kilturleri temsil edebilme giclniin yetersiz oldugu belirlenmistir. Bir tlke veya toplumun sahip
oldugu kiltliri dogru ve eksiksiz olarak kabullenmek hatali olacaktir. Yapilan bu galismada genel kiiltiiriin alt kiltlrleri temsil etmekte yetersiz
olacagini savunan ve belirleyen calismalari destekleyecek sonuglar elde edilmistir.

Anahtar Kelimeler: Kultir, kalttrel farkliliklar, calisma hayati, Hofstede kultiir boyutlari, turizm ¢alisanlari.
JEL Kodlari: M12, M14, L20
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1. GiRi$

Yerylziinde bulunan tiim toplumlarda dogustan elde edilemeyen, toplumun yasama ve sorun ¢6zme bigimlerini, insanlar arasinda
meydana gelen etkilesimi, gelenek ve goreneklerini, dini inang, yeme-igme aliskanliklarini belirleyen, toplumlara 6zgi bir yol
haritasi vardir. Bu yol haritasina kiltr adi verilmektedir (Sahin, 2010, s. 22; Kose ve digerleri, 2001, s. 220). Geert Hofstede ve
Minkov her kiltiiri gi¢ mesafesi, bireysellik-kolektivizm, erillik-disilik, belirsizlikten kaginma derecesi, uzun-kisa dénem
oryantasyonu ve hosgori-kisitlilik’tan olusan 6 boyutun temsil ettigini vurgulamis ve 1980’li yillardan itibaren IBM sirketleri ile
birgcok tlkede bu 6 boyut kapsaminda (ilkelerin ulusal kiiltir boyutlarini belirlemistir.

Hofstede elliden fazla iilke ve yiiz binden fazla anket ile biiyiik cok uluslu sirketlerde (IBM) insanlarin degerleri ve degerler ile ilgili
duygulari hakkinda bir veri tabani olusturmayi basarmistir. Bu ¢alismalar IBM sirketinin yan kuruluslarinda dért yillik ara ile iki kez
yapilmistir. Elde edilen ilk veriler yeterince aciklayici olamamistir. Fakat elde edilen sonuglar analiz odagi kisilerden tlkelere
cevrildiginde daha anlamli bir sonug elde edilmistir. Hofstede ‘ye gore kulttirlerarasi farkhliklar Gzerine yapilan aragtirmalarin zayif
noktalarindan biri toplumsal ve bireysel diizeyde meydana gelen farkhliklardir (Hofstede, 2010, s.5-6). Glrsoy ve Umbreit (2004,
s.59)'e gore literatirde kultir farklilklarina odaklanilmis c¢alismalar arasinda en etkili olanlarin Hofstede tarafindan
gerceklestirilmis olan calismalardir. Geert Hofstede 1980, 1990, 1993, 2001, 2005 ve Minkov 1991 ile yillarinda elli ilkede
genigletilmis ulusal kiiltlir Gzerinde galismalar yapmistir. Fakat her tlkede ulusal kiiltir disinda bolgesel, etnik ve dini farkhliklardan
kaynakli olarak alt kaltirler bulunmaktadir.

Bir toplumda belirli toplumsal kaliplarin igerisinde bulunan ve ortak yoénleri ile birlikte 6nemli farkhhklarin da bulundugu alt
kiltirler bulunduklari bélgedeki veya Ulkedeki genel kiltiirin bazi 6zelliklerini tasirlar. Buna karsin, genel kiltir alt kaltarlerin
toplami olarak distiniilmemektedir. Irk, din, dil ve etnik koken gibi bazi 6zelliklerin etkisi ile olusan ve bu o6zellikler ile birlikte
gelisen alt kiiltiirlerden bahsedilebilir. Sadece genel toplumsal 6zelliklerden degil insanlarin bulunduklari sosyal statii, toplumsal
tabaka gibi kategorize edilen 6zellikler ile de bazi alt kiltiirlerin olustugu gortlmektedir (Sisman, 2014, s.7; Oktay, 1996, 5.99-100;
Erdogan, 1994, 5.122).

Guniimuzde Ulkeler agisindan ekonomik kalkinmanin oncu sektorlerinden biri turizm sektoridir. Turizm sektoriinde yabanci
kiiltirlerden gelen turistlere farkli bir kiltlire sahip calisanlar tarafindan hizmet sunulmasi ile birlikte bir kiltir kaynasmasi
meydana gelmektedir. Meydana gelen bu kultir kaynasmasini en iyi sekilde yonetebilmek sektor gelecegi agisindan énemlidir.

Calisma kapsaminda Hofstede tarafindan belirlenen kiltir boyutlariile Tlrkiye'nin Dogu ve Karadeniz kiltlrlerini temsil eden iki
bélgede bulunan turizm calisanlarinda meydana gelen bolgesel farkhiliklar incelenmistir. Dogu kiltirinG temsilen Gineydogu
Anadolu Bolgesi, Karadeniz kiiltlriini temsilen Karadeniz Bolgesi secilmistir. Bu iki bolgede bulunan turizm galisanlari aragtirmanin
ulagilabilir evrenini olusturmustur. Karadeniz Bélgesinde 413, Glineydogu Anadolu Bolgesinde ise 391 adet anket analiz kapsamina
alinmigtir. Arastirmada veriler her iki bolge igin ayri ayri ele alinmistir. Elde edilen sonuglar karsilagtirmali olarak yorumlanmistir
ve Hofstede tarafindan daha 6nce belirlenen ulusal kiltlr dizeyleri ile karsilastirilarak yorumlanmistir.

Yapilan analizlerde iki bolge arasinda 6zellikle belirsizlikten kaginma ve uzun-kisa donem oryantasyonu arasinda zit yonla kaltar
ozellikleri belirlenmistir. Gli¢ mesafesi, disilik-erillik, hosgori-kisitlilik, uzun-kisa dénem oryantasyonu boyutlarinda ise ulusal
kiltur duzeyleri ile farkli kiltur 6zellikleri belirlenmistir.

2. LITERATUR TARAMASI

Toplumlararasi kaltarel farkhliklarin incelenmesi arastirmacilar igin ¢ok genis bir ¢calisma alani sunmaktadir. Son yillarda ulkeler
arasi farkliliklarin incelenmesi kadar bir Glke igindeki farkl etnik koken, dini motifler, yasanilan bolge gibi etkenlerden kaynakl
olarak ilke kiltirinin belirli bir kapsamda degisip degismedigi arastirma konusu olmaya baslamistir. Ulke ici farklliklar
incelenirken, bolgesel farkhliklar kiltiirel boyutlara gére degisir mi? Bolgesel farkhliklara dikkat edilmeli mi? Bir Gilkedeki bolgesel
farkhhklar Glke genelinden daha mi fazla degerli? tarzinda sorularin cevaplari aranmaya baslanmistir (Kasaa vd., 2014, s.826).

Bir Ulkede kulturel farkhhklarin belirlenmesi amaciyla yapilan ¢alismalar o ulke igcindeki farklliklari temsil etmek igin yetersiz
kalacaktir (Kasa ve digerleri, 2014, s.847). Bu yetersizligin ortadan kaldiriimasi ve daha verimli sonuglarin elde edilebilmesi igin
Ulke iginde bulunan bdlgesel kiltlrlerin de incelenmesi gerekmektedir. Elde edilecek sonuglarin tilke genelinde elde edilen
sonuglar ile karsilastirilarak farkliliklarin daha net belirlenmesi galismalarin gelistirilebilmesi agisindan 6nemli olabilir.

Bir bolgenin kultlrinin arastiriimasi ile elde edilecek sonuglarinda ulusal diizeyde gegerliliginin olmasi zordur. Bunun igin bir
kiltara degil kulturin sahip oldugu boyutlarin incelenmesi ve farkhlklarin boyut diizeyinde ortaya konmasi saghkl olacaktir (Fink
ve Mayrhofer, 2009, s.43-44).
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Bahsedilen bu konuda 2001 Sosyal Bilimler Atif Dizininde Hollandali yazarlar arasinda en g¢ok alinti yapilan ve Avrupali yazarlar
arasinda ise en g¢ok alinti yapilan dokuzuncu olan Hofstede’nin belirledigi 5 boyut ve daha sonra Minkov’un katkisi ile 6’ya ¢ikarilan
kiltar boyutlar literattirde gegerli kabul edilmektedir (Bing, 2004, s.2003-2004). Bahsi gecen kiiltlir boyutlari su sekildedir;

Gli¢ mesafesi; Toplumda var olan yaptirim glcinin ne oranda dagildigini inceleyen kultir boyutudur. Hofstede’ye gére bir
kiltirde glic mesafesi yiksek ise liderler ve biyikler otoriterdir ve otorite sorgulanmaz. Gli¢ dagilimi esit degildir. Fakat disik
gl¢ dagilimina sahip kalturlerde otorite dusliktir, katilimer bir yonetim tarzi benimsenir ve giig her zaman esit dagilmaktadir.
(Hofstede, Hofstede, ve Minkov, 2010: 61). Glic mesafesi sosyal sistemler igerisinde incelendiginde gii¢ kullaniminda meydana
gelen farkhlik ve dagilimdaki esitsizliklerin bireyler tarafindan nasil karsilandigini ifade ederken, yonetim agisindan incelendiginde
ise otoriteyi, liderligi ve karar verme mekanizmalarini ifade etmektedir (Turan ve digerleri, 2005, s.185).

Bir kiiltUrde sistem igerisindeki Gyelerin glic dagilim esitligini ne dlglide kabul ettiklerini ifade eden bu boyutta, Hofstede ylksek
gl¢ mesafesine sahip ulkelerin merkezi bir siyasi glice sahip olma egiliminde oldugunu ve maas, statl gibi konularda buytk
farkhihklar, uzun hiyerarsiler sergilediklerini belirtmistir. Astlar, “patronu” yardimsever bir diktator olarak gorebilir ve isleri
kendilerine anlatildigi gibi yapilmasi beklenir, ebeveynler itaat etmeyi 6gretir ve saygi bekler, 6gretmenler bilgelige sahiptir ve
otomatik olarak saygindir (Marcus ve Gould, 2000, s.35-36).

Dusuk glic mesafeli Ulkelerdeki bireyler, toplumdaki herhangi bir gug esitsizliginin en aza indirilmesi gerektigine inanmaktadir
(Eylon ve Au, 1999, 5.376). Diislik glic mesafesine sahip tlkelerdeki bireyler karar verme asamasinda kendilerine danisan ulasilabilir
yoneticileri tercih ederler. Ayni sekilde bu kilturlerdeki bireyler karar verme asamasinda bulunmadiklari takdirde ise olan
baglhliklari azalir ve disiik performans sergilerler (Sue-Chan ve Ong, 2002, s.1143-1145).

Bireysellik-Kollektiflik; Bir toplumda yasayan bireylerin ne derecede “ben” ve “biz” tavrini gosterdigi ile ilgilenen kiltir boyutudur.
“Ben” yani bireysel distinceye sahip olunan toplumlarda bireyler kendi ve yakin gevresinin gikarlarini korumak igin hareket
etmektedirler. is yasaminda ise kisisel ¢ikarlari drgiit ¢ikarlarindan &nce gelmektedir. Fakat “Biz” yani kolektif diisiince yapisina
sahip toplumlarda bireyler toplumsal gikarlari 6n planda tutar ve bir topluluk halinde yasamaya deger verirler (Hofstede, 1984, s.
83). Bireyci kulturlerde degerler sahista bulunurken, kollektivist kiiltiirlerde ise kimlik birinin ait oldugu sosyal aga dayanmaktadir.
Bireysel kiltiirler daha agik ve kesindir. Toplumcu kulturlerde so6zlu iletisim, daha kapali gizli bir iletisimdir (Wursten ve Fadrhonc,
2012, s.4). Hirshleifer ve Thakor (1992)’de yaptiklari ¢alisma sonucunda yiiksek bireysellik 6zelligi gosteren kulturlerde bireylerin
kendi gikarlari ile iliski kurma ve itibarlarini artirma egiliminde olduklarini ileri sirmektedir (Gleason ve digerleri, 2000, s.186).

Erillik-Disilik; Hofstede 40 farkh tilkede gok uluslu sirketlerin is hedeflerine yonelik olarak yaptigi calismalar ve analizler sonucunda
bir “erillik endeksi” olugturmustur. Hofstede erillik / disilik boyutunun hem ulkeleri hem de bireyleri farklilagtirdigini savunurken
bir bireyin hem erkeksi hem de disil 6zelliklerine sahip olabilecegi gibi, bir Gilkenin kiiltiiriiniin de erkeksi ya da disil oldugunu kabul
etmektedir (Leung ve Moore, 2003, s.2-3).

Degerlerin erkeklik kaliplari (saldirganlik, baskinlk vb.) ve kadinlik kaliplari (sefkat, empati ve duygusal agiklik gibi) ile ne derece
iliskili oldugunu ifade etmektedir. Yuksek erillige sahip kiiltiirlerde bireyler is hayatinda basari, kazang, taninma, ilerleme ve
meydan okuma gibi giic belirtilerine sahip olma egilimindedirler. insanlar daha iddiali ve bireysel ihtiyag-duygulari icin daha az
endise duyarlar. Kadinsi kiltlrlerde yoneticilerin galisanlarla iyi bir iligkisi vardir, is birligi ve istihdam glivenligi son derece
degerlidir. Catismalar gériismelerle ¢6zulUr. Kadinlar ayrica yoneticilerdir. Calisanlar, kendileri ve aileleri icin arzu edilen bolgede
yasamayi severler. Kadinsi kiltirlerin hizmet, danismanlik ve ulasimda avantajlari vardir (Rajh ve digerleri, 2016, s.313).

Belirsizlikten Kaginma; Belirsizlikten kaginan kdiltirler, yapilandiriimamis durumlar karsisinda kati yasalar, kurallar, guvenlik
onlemleri, felsefi ve dini diizlemde mutlak “Hakikat” inanci ile olumsuz ihtimalleri mimkiin olan en aza indirgemeye ¢alisirlar.
“Sadece bir gergek olabilir ve bizde var” inanci hakimdir (Hofstede ve McCrae, 2004, s.62). Belirsizlikten kaginma boyutunun ylksek
oldugu kilturlerde, yasami sekillendirmek igin kurallara ve formaliteye ihtiyag vardir. Yeterlilik, uzmanlara olan inangla sonuglanan
giiclii bir degerdir. Zayif belirsizlikten kaginma kiiltiirlerinde, genel olarak giiglii bir inang vardir. Ustelik zayif belirsizlikten kaginma
kiiltirlerinde, insanlar daha yenilikgi ve girisimci olma egilimindedir. GUgli belirsizlikten kaginma kaltirleri insanlar, zayif bir
belirsizlikten kaginma kdltlrlerindeki insanlara gore geleceklerine daha olumlu bakma egilimlidirler ¢linki bu, tehdit edici bir
dinyayla yuzlesmenin bir yoludur. Benzer sekilde, gidalardaki saflik, ylksek belirsizlikten kaginma kdilturlerinde énemli bir
ihtiyactir (De Mooij ve Hofstede, 2002, s.64).

Kisa-Uzun Dénem Oryantasyonu; Uzun donem oryantasyonu uzun bir zaman diliminden sonra ortaya ¢ikan karar ve eylemlerin
olasi etkilerini dncelik sirasina gore siralama egilimidir (Lumpkin, vd., 2010, s.241). Uzun donem oryantasyonu olan Ulkelerde,
planlama daha uzun bir zaman ufkuna sahiptir. Ornegin uzun dénem oryantasyonu olan sirketler, calisan egitim ve gelisimine
onemli yatirimlar yapmaya isteklidir (Rajh, vd., 2016, s.313). Kisa donem oryantasyonu ise, ge¢misle ilgili ve 6zellikle de gelenege
saygl, kiltlrin korunmasi ve sosyal yukimliliklerin yerine getirilmesiyle ilgili erdemlerin tesvik edilmesi anlamina gelmektedir
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(Seymen ve Akdeniz, 2012, s.205). Bu ylzden bir kiltiirde bulunan insanlarin ge¢misi, bugtinii ve yarini nasil degerlendirdigini
saptamak o kiiltird tanimak agisindan énemli bir unsurdur (Bearden, vd., 2006, s.456).

Hosgéri-Kisithlik; Bu boyut Hofstede’nin 93 tlkedeki degerlerini inceleyen Minkov'un galismalarina dayanarak, mutluluk ve yasam
kontroliine odaklanmaktadir. Bu boyut, bir kisinin mutlulugunu, 6zgirlik duygusunu ve bos zamanin kullanilabilirligini
olgmektedir. Hosgoru, hayattan zevk alan, eglenmek, harcama yapmak, tiketmek ve arkadaslarla mutlu olmak gibi temel ve dogal
insan ozelliklerini nispeten 6zglr bir sekilde aritilmasini saglayan bir toplum anlamina gelmektedir (Al Omoush, vd., 2012, 5.2392).
Boyutun bir diger degiskeni olan kisithlik ise insani hazlarin bastirilarak, siki ve sosyal normlar yoluyla diizenlemesini, sinizm ve
diger olumsuz duygular ile bastiriimasini agiklamaktadir (Sample, 2013, s.364). Hosgora ve kisitlilik boyutu, kisa-uzun dénemli
oryantasyonun az ¢ok tamamlayicisi konumundadir. Bu Boyut diger bes boyutta ele alinmayan yonlere odaklanmaktadir ve
literatirde “mutluluk arastirmasi” olarak bilinmektedir (Hofstede, 2010, s.15).

Gosterise 6nem veren toplumlar, bireylerin kendilerini sevme ve para harcama isteklerine karsi 6zellikle hosgoruladir. Kisith
toplumlar, bu tiir doygunlugun dengelenmesi ve dizenlenmesi gerektigine dair bir inanca sahiptirler. Bu boyut genis ¢apta test
edilmemis olsa da, hosgorili toplumlar daha fazla israf ve savurganliga sahip bir yasam tarzi benimsemektedirler. Bunun aksine,
kisitlanmis toplumlari tanimlayan géze ¢arpan normlar ve ilimli davraniglar ise israfi ve savurganligi minimuma indiren bir yasam
tarzi benimsemektedirler (Disli, vd., 2016, s.421).

Bir ulkede kultirel farkhhklarin belirlenmesi amaciyla yapilan galismalar o ulke igindeki farkliliklari temsil etmek igin yetersiz
kalacaktir (Kasa ve digerleri, 2014, s.847). Bu yetersizligin ortadan kaldirilmasi ve daha verimli sonuglarin elde edilebilmesi igin
Ulke iginde bulunan bdlgesel kiltlrlerin de incelenmesi gerekmektedir. Elde edilecek sonuglarin llke genelinde elde edilen
sonuglar ile karsilastinlarak farkhhklarin daha net belirlenmesi galismalarin gelistirilebilmesi agisindan énemli olabilir.

Kultdr literatlirt incelendiginde, Tlrkiye'de turizm isletmeleri calisanlarinin kiltirel degerleriile ilgili sinirlh gahisma bulunmaktadir.
Bu calismalardan, Ertas (2018), istanbul, Ankara, izmir ve Antalya’da tiim yil faaliyet gdsteren 5 yildizli otel calisanlari {izerinde,
Akdeniz ve Seymen ise (2012) bes yildizli otel ¢alisanlari iizerinde istanbul'da bir ¢alisma gergeklestirmistir. Tlrkiye’de kiltir
literattrtinde, turizm sektori galisanlari arasinda yerel kiiltiire bagli olarak ortaya gikan 6rgitsel davranis farkliliklarinin bolgesel
dizeyde belirlenmesi tizerine herhangi bir galismaya rastlanmamistir.

Akdeniz ve Seymen (2012), tarafindan istanbul’da faaliyet gdsteren bes yildizli iki otelde ¢alisan 142 ¢alisan ile anket galismasi
yapilmistir. Hofstede’'nin Tlrkiye ile ilgili olarak elde ettigi MAS puani 45 iken yapilan galismada 76 olarak belirlenmistir. Calismada
bulunan otellerden A otelinin MAS puani 74, B otelinin MAS puani ise 80 olarak belirlenmistir. Benzer sekilde Hofstede Turkiye ile
ilgili IVR puanini 49 olarak belirlemistir. Fakat ¢alisma kapsaminda Tirkiye IVR puani 70, A oteli puani 73, B oteli puani ise 63 olarak
belirlenmistir. Boyutlar kapsaminda meydana gelen bu artiglar disinda, Hofstede Tirkiye ile ilgili LTO puani 46 iken galismada
Tirkiye LTO puani 40, A oteli puani 37, B oteli puani ise 46 olarak belirlemistir. LTO boyutunda kiiciik distsler goraliirken, UAI
puaninda buyik disusler gorilmustir. Hofstede Tarkiye ile ilgili UAI puani 85 iken ¢alisma kapsaminda Tirkiye UAI puani 40, A
oteli puani 35, B oteli puani ise 46 olarak belirlenmistir.

Ertas (2018), istanbul, Ankara, izmir ve Antalya’da bulunan bes yildizli otellerde yaptigi calisma kapsaminda yénetici pozisyonunda
olmayan 481 katilimciya anket uygulamistir ve 480 adet anketi analize katmistir. Hofstede’nin Tiirkiye ile ilgili olarak elde ettigi PDI
puani yiksek iken ¢alisma sonucunda elde edilen veriler ile elde edilen PDI puaninin disik seviyede oldugu belirlenmistir. LTO
boyutunda ise Hofstede Tirkiye'deki calisanlari kisa doneme odakl olarak belirlerken ¢alismaya katilan otel ¢alisanlarin uzun
déneme odali olduklari belirlenmistir. Elde edilen UAI ve MAS puanlari ise Hofstede’nin elde ettigi sonuglar ile 6rtismektedir.

Kasa ve digerleri (2014), tarafindan Avrupa Ulkelerindeki bolgesel farkliliklari incelemek tzere bir aragtirma yapilmistir. Yapilan
arastirma sonucunda ilkelerin genel farklilik puanlari ile bolgesel farkhilik puanlari arasinda farklar oldugu belirlenmistir. ispanya,
Portekiz, Fransa gibi iilkelerde, bdlgesel farklarin lilke geneli farkliliga gére yiiksek, Finlandiya, isveg, Norveg gibi iilkelerde ise
boélgesel farkhhklarin disiik oldugu belirlenmistir. Almanya’da yapilan ¢alismalar sonucunda Dogu Almanya bolgeleri en disik
bireycilik seviyelerine sahipken, Almanya’nin Giineydogu bolgeleri cok daha yliksek bireycilik seviyelerine sahiptir. Baskente yakin
bolgelerde ise kolektivist yapinin hakim oldugu belirlenmistir. Portekiz’in Algarve ve Alentejo bolgeleri belirsizlikten kaginma
boyutunda diger bolgelere gore asirilik gostermemektedirler. Fakat Algarve ve Alentejo bdlgelerinin gostermis oldugu bu farklilik
komsu siniri olan ispanya ile benzerlikler géstermektedir. Benzer sekilde ispanyanin Cantabria bélgesindeki farkliliklarin komsu
Ulkesi olan Fransa’nin Quest ve Sud-Quest bolgeleri benzerlik gostermektedir.

Rajh ve digerleri (2016), tarafindan Hirvatistan’in bes farkli bolgesinde yapilan bu ¢calismada elde edilen veriler Hirvatistan’in genel
farkhhk puanlar ile karsilastiriimistir. Calisma Hirvatistan’in bes bdlgesinde 1500 katilimci ile gergeklestirilmistir. Kuzey
Hirvatistan’da yiiksek diizeyde LTO davranisi gorillrken, Gliney Hirvatistan’da daha disik LTO davranigi gorilmektedir. Benzer
sekilde Giliney Hirvatistan’da MAS boyutu kapsaminda elde edilen sonuglarin llke ortalamasinin Ustiinde oldugu ve en blyik
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farkhhgin Dogu Hirvatistan bolgesi ile oldugu belirlenmistir. UAI boyutu kapsaminda ise Kuzey Hirvatistan’in tlke ortalamasinin
Gstuinde oldugu ve en buyk farkhhigin Guney Hirvatistan bolgesi ile oldugu belirlenmistir.

Dolan ve digerleri (2004), tarafindan ispanya'nin iki ayri cografi bdlgesinde (Kuzey-Dogu ve Giiney-Bati) isletme &grencileri
arasindaki temel is degerlerini ve yasam degerlerini belirleyerek énemli farkhliklarin olup olmadiginin belirlenmesi amaciyla
¢alisma yapildi. Calismaya 653 6grenci katilmistir. Yapilan bu ¢alisma net olarak bolgesel kiiltur farklarini arastirmadigi icin boyutsal
farkhhklar bulunmamaktadir. Fakat ¢alisma kapsaminda her iki bolgede arastirma degiskenlerinde farkliliklar tespit edilmistir. Bu
degiskenler bolge igerisinde farklihk gostermemektedir. Calisma kapsaminda Enduliisli genglerin Katalan genglere gore dissal ve
icsel is degerlerinde daha yliksek puanlar almislardir.

Turker ve Karadag (2020), tarafindan Tirkiye’de iki farli bolgenin iki farkli sehrinde a turizm galisanlari ile yapilmistir. Calisma
kapsaminda Trabzon ve Sanliurfa sehirlerinde toplam 373 turizm calisani ile anket ¢alismasi yapilmistir. Calisma neticesinde iki
farkli sehirde bireysellik / kollektiflik ve belirsizlikten kaginma boyutlarinda belirgin farkliliklar tespit edilmistir. Ayrica ¢alisma
neticesinde sehirlerden elde edilen sonuglar Geert Hofstede tarafindan Tirkiye’de yapilmis olan genel kiltiir boyutlari ile de
karsilastirilmistir. Yapilan karsilastirma sonucunda hem bolgesel hem de genel kiiltiir arasinda farkliliklar tespit edilmistir.

3. AMAC VE YONTEM

Toplumlarda kiiltiir galisma yasaminda énemli bir yer tutmaktadir. Fakat her toplumun sahip oldugu Ust kiltiiriin yaninda, toplum
icerisinde bulunan farkli dini inanglar, diller, etnik kokenler, yasanilan bélge gibi farliliklar neticesinde varhgini siirdiirmekte olan
alt kiltirlerde bulunmaktadir.

Bir Ulkede kdiltirel farkliliklarin belirlenmesi amaciyla yapilan ¢alismalar o (lke igindeki farkhhklari temsil etmek igin yetersiz
kalacaktir (Kasa ve digerleri, 2014, s.847). Bu yetersizligin ortadan kaldirilmasi ve daha verimli sonuglarin elde edilebilmesi igin
Ulke igcinde bulunan bdlgesel kiltlrlerin de incelenmesi gerekmektedir. Elde edilecek sonuglarin tilke genelinde elde edilen
sonuglar ile karsilastirilarak farkhhklarin daha net belirlenmesi galismalarin gelistirilebilmesi agisindan dnemli olabilir.

Bu arastirma kapsaminda; Hofstede’nin literatiire kazandirmis oldugu degerler anketi kullanilarak Tirkiye’de bulunan alt
kiltiirlere Uye turizm ¢alisanlari arasinda olusan kilturel farkliliklari kiltiire bagh olarak meydana gelen farkhhklarin belirlenmesi
amaclanmistir. Meydana gelen farkliliklarin saptanabilmesi icin Hofstede’nin literatiire kazandirdig kiiltiir boyutlari kullaniimistir.

Yapilan literatlir taramasi sonucunda Ust kiltirlerde meydana gelen farkliliklar Gzerine birgok galisma tespit edilirken
(Hofstede,1984; Hofstede, 2004; Hofstede, 2010; Hofstede, 2010; At-Twaijri ve Al-Muhaiza, 1996; Tavakoli, Keenan, ve Cranjak-
Karanovic, 2003; Naumov ve Puffer, 2000) bir toplumda bulunan alt kiltiirler Gzerinde yapilan ¢alismalarin yabanci literatiirde
(Dolan ve digerleri, 2004; Rajh ve digerleri, 2016; Kasa ve digerleri, 2014) ve yerli literatiirde (Ertas, 2018; Akdeniz ve Seymen,
2012) kisith sayida oldugu tespit edilmistir.

Bu galismanin bolgesel diizeyde yapilmasi alt kiiltiirler hakkinda daha verimli yorum yapabilme imkani sunmaktadir. Ayni zamanda,
alt kaltarler Gzerinde yapilan ¢alismalarin kisith olmasi bu galismanin ileriki donemlerde ayni bélgelerde ve farklh bélgelerde
yapilacak galismalara karsilastirma imkani sunmasindan bakimindan literatiire katki saglayacagi diisinilmektedir. Ayrica, ¢alisma
verilerinin sonuglarinin devlet-yerel yonetimlerin yapacagi turizm planlamalarinda ve 6rgiit yoneticilerinin yapacaklar orgiitsel
planlamalara yardimci olacagi distiniildigiinden uygulamaya da katki saglayacagi diisiintilmektedir.

Calisma kapsaminda veri toplamak amaciyla nicel arastirma yéntemlerinden olan anket teknigi kullaniimistir. Calismada kullanilan
anket formu Hofstede tarafindan gelistirilen degerler anketinin (VSM 2013) Tirkceye uyarlanmig hali kullaniimistir. Anket
formunda kdltlrel boyutlarin belirlenmesi amaciyla 24 ifade bulunmaktadir. Kiltirel boyutlari belirleyen sorular igin 5’li likert
olgegi kullanilmistir. Kullanilan 5’li likert olgegi kapsaminda farkli ifadeler yer almistir;

e 15,16, 17 ve 20 numarali sorularda 1 (Asla) 2 (Nadiren) 3 (Ara Sira) 4 (Genellikle) 5 (Her Zaman) ifadeleri kullanilmistir.

e 18 numarali soruda 1 (Cok Iyi) 2 (lyi) 3 (Orta) 4 (K&tii) 5 (Cok Kéti) ifadeleri kullanilmistir.

e 19 numarah soruda 1 (Cok Gururlu) 2 (Olduk¢a Gururlu) 3 (Biraz Gururlu) 4 (Cok Gurur Duymuyorum) 5 (Hig¢ Gurur
Duymuyorum) ifadeleri kullaniimistir.

e 21,22, 23 ve 24 numarali sorularda da ise 1 (Kesinlikle Katiliyorum) 2 (Katiliyorum) 3 (Kararsizim) 4 (Katilmiyorum) 5
(Kesinlikle Katilmiyorum) ifadeleri kullaniimistir.

e  Geriye kalan 14 soru igin ise 1 (Son Derece Onemli) 2 (Cok Onemli) 3 (Orta Derecede Onemli) 4 (Cok Onemli Degil) 5 (Cok
Az Veya Onemsiz) ifadeleri kullanilmistir.
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Calisma Tirkiye'nin iki farkh cografi bolgesi olan Gilineydogu Anadolu Bdlgesi ve Karadeniz Bolgesinde bulunan turizm
galisanlarinin, Hofstede tarafindan gelistirilen kiltir boyutlari kapsaminda farkliliklarini incelemeyi amaglamaktadir. Calisma
kapsaminda boyutlarin belirlenmesi amaciyla kullanilan ifadeler su sekilde siralanmistir;

e  Kolektivizm ve Bireysellik (IDV): Olgekte bulunan 1, 4, 6 ve 9. sorular ile 8lgiilmiistiir.

e  Giig Mesafesi (PDI): Olgekte bulunan 2, 7, 20 ve 23. sorular ile dl¢ilmustir.

e Erillik ve Disilik (MAS): Olgekte bulunan 3, 5, 8 ve 10. sorular ile dl¢iilmiistiir.

e Belirsizlikten Kaginma Derecesi (UAI): Olgekte bulunan 15, 18, 21 ve 24. sorular ile 8lgiilmustiir.

e  Kisa D8nem ve Uzun Dénem Oryantasyonu (LTO): Olgekte bulunan 13, 14, 19 ve 22. sorular ile 8lglilmistiir.
e Hosgdrii Ve Kisithlik (IVR): Olgekte bulunan 11, 12, 16 ve 17. sorular ile dl¢ilmistr.

Bu galismanin ulasilabilir evreni Turkiye'nin iki farkli bolgesi olan, etnik kdkenler agisindan oldukga zengin Glineydogu Anadolu
Bdlgesi ile Karadeniz Bolgesinde bulunan turizm ¢alisanlandir. Ancak arastirma igin zaman ve imkan kisitindan dolayi 6rnekleme
yontemine basvurulmustur. Glineydogu Anadolu Bolgesinde bulunan 9 sehir ve Karadeniz Bolgesi'nde bulunan 18 sehir arasindan
tesadiifi 6rneklem ydntemi ile Gger sehir belirlenmistir. Ornekleme yéntemine gére Giineydogu Anadolu Bélgesini Diyarbakir,
Mardin ve Sanlurfa temsil ederken Karadeniz Bolgesini Trabzon, Ordu ve Giresun temsil etmektedir. Bu bélgelerde bulunan turizm
calisan sayisi hakkinda kesin istatistiklere ulasmanin miimkiin olmamasindan dolayi Sekaran (2003)"in en st limit olarak 1.000.000
kisilik evreni 384 kisinin temsil edecegi goriisii dogrultusunda hareket edilmistir. Calisma iki farkl bolgede yapilacagindan dolayi
evren sayisi her iki bolge igin ayri ayri ele alinmistir. Calisma kapsaminda belirlenen bélgelerde bulunan belediye ve turizm
bakanhgl belgeli turizm isletmelerine (konaklama isletmeleri, yiyecek-icecek isletmeleri, acenteler) ulasilmis ve anketler
dagitilmistir. Karadeniz Bolgesinde 413, Gilineydogu Anadolu Bolgesinde ise 391 adet kullanilabilir anket analiz kapsamina
alinmigtir.

Cahsmanin ana hipotezi, Kasa ve digerleri (2014, s.847) tarafindan belirtilen “genel kaltlrin alt kiltirleri temsil etme glcinin
yetersiz oldugu” c¢ikarimi Gzerine kurulmustur. Bu kapsamda “Calisma hayatinda Turkiye kiltir boyutlari, bolgesel kiltir
boyutlarini temsil eder mi?” arastirma sorusu hazirlanmistir. Literatlirde benzer sekilde bir tGilkede bulunan alt (bélgesel) kiltirler
ile Ulke kultlrleri arasindaki farklihgi inceleyen ¢alismalarda (Dolan ve digerleri, 2004; Rajh ve digerleri, 2016; Kasa ve digerleri,
2014; Ertas, 2018; Akdeniz ve Seymen, 2012) dikkate alinarak asagidaki hipotezler olusturulmustur.

H1a: Hofstede’'nin Tirkiye'ye yonelik klltlr boyutlar dizeyleri ile Gineydogu Anadolu Bolgesi kiltir boyut dizeyleri arasinda
farkhiliklar vardir.

H1b: Hofstede’nin Tiirkiye'ye yonelik kiltiir boyutlari diizeyleri ile Karadeniz Bolgesi kiiltiir diizeyleri arasinda farkliliklar vardir.

H2: Giineydogu Anadolu Bdlgesi kolektivizm ve bireysellik diizeyi ile Karadeniz Bolgesi kolektivizm ve bireysellik diizeyi arasinda
farkhiliklar vardir.

H3: Gilineydogu Anadolu Bolgesi glic mesafesi diizeyi ile Karadeniz Bolgesi glic mesafesi dlizeyi arasinda farkhhklar vardir.
H4: Gilineydogu Anadolu Bolgesi erillik ve disilik diizeyi ile Karadeniz Bolgesi erillik ve disilik diizeyi arasinda farkliliklar vardir.

H5: Glineydogu Anadolu Bolgesi belirsizlikten kaginma derecesi ile Karadeniz Bolgesi belirsizlikten kaginma derecesi arasinda
farkhhklar vardir.

H6: Glneydogu Anadolu Bolgesi uzun-kisa donem oryantasyonu dizeyi ile Karadeniz Bolgesi uzun-kisa dénem oryantasyonu
duzeyi arasinda farkliliklar vardir.

H7: Giineydogu Anadolu Bolgesi hosgori-kisithhik diizeyi ile Karadeniz Bolgesi hosgori-kisithlik diizeyi arasinda farkliliklar vardir.
4. BULGULAR

Anket verilerinin yorumlanmasi amaciyla istatistiksel verilere basvurulmustur. Bu kapsamda degerler anketi modiiliine uygun
olarak gcalismanin ilerleyebilmesi igin her ifadeye ait istatistiksel ortalamalar alinmistir. Ortalamalarin belirlenmesinden sonra
Geert Hofstede tarafindan gelistirilen matematiksel islem kullanilarak bolgelere ait kiiltiir boyutlar belirlenmistir (bkz, Bolim 4.1).
Elde edilen anket verilerinin istatistiksel analizler igin glivenilir olup olmadiginin belirlenmesi amaciyla ise Guvenirlik Analizi her iki
bolge igin de ayri ayri ele alinmigtir.

Arastirma kapsaminda Gineydogu Anadolu Bolgesinde bulunan katilimcilarin demografik bilgileri su sekildedir;

e Katilimcillarin 137’sinin (%35,0) 25-29 yas araliginda oldugu belirlenmistir ve bu yas araligindaki katiimcilar buyik
¢ogunlugu olusturmaktadir. Sonrasinda ise katilimcilarin 126’si (%32,2) 30-34 yas araliginda oldugu belirlenmistir.
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Katihmcilarin 61’i (%15,6) 21-24 yas araliginda, 46’s1 (%11,8) ise 35-39 yas araligindadir. 50-59 yas araliginda ve 60 yas
tzeri higbir katilimci bulunmazken en distik katilimei orani 4 kisi (%1,0) ile 40-49 yas araligindaki katilimcilara aittir.
Katihmcilarin egitim durumlari incelendiginde, en yiksek katiimin 164 (%41,9) kisinin olusturdugu lise grubudur.
Katihmcilarin 112’si (%28,6) on lisans, 64’0 (%16,4) lisans ve 28’i (%7,2) ilkokul-ortaokul grubunda yer alirken en az
katihm 19 kisi (%4,9) ile lisansistl egitim grubunda olmustur.

Katilimcilarin 245’si (%62,7) erkek katilimcilardan, 135’si (%34,5) ise kadin katihmcilardan olugsmaktadir.

Katilimcilarin medeni durumlari incelendiginde, katilimcilarin 204’iniin (%52,2) bekar, 154’Unin (%39,4) evli oldugu
gorilmektedir.

Katihmcilarin aylk gelir dizeyleri incelendiginde, en yiiksek oranin 131 kisinin (%33,5) olusturdugu 1501-2500 TL arasi
gelir grubu olustururken 122 kisinin (%21,2) olusturdugu 2501-3000 TL arasi gelir grubu ikinci bliyuk grup olmustur.
Katihmcilarin 54’tG (%13,8) 3501-4000 TL, 37’si (%9,5) 40001 TL ve uzeri ayhk gelir grubunu olusturmaktadir. En disiik
katihm ise 21 kisinin (%5,4) olusturdugu 1500 TL ve alti aylik gelir grubu olusturmaktadir.

Glineydogu Anadolu Bolgesi anket ifadelerinin genel ortalamalari Tablo 1’de verilmistir.

Tablo 1: Glineydogu Anadolu Bolgesi Anket Sonuglari

Ortalama Standart

Sapma
Giig mesafesi
isinizle ilgili kararlarda amiriniz tarafindan size danisiimasi 4,26 0,707
Saygi duyabileceginiz bir patrona, yoneticiye sahip olmak 4,07 0,671
Sizin deneyimlerinize gore, astlar Ustleriyle (garson-sef gb.) celismekten ne siklikla korkarlar? 3,86 0,836
Bazi astlarin iki patronu oldugu organizasyon yapisindan ne pahasina olursa olsun kaginmalidir 4,00 0,777
Bireysellik-kolektiflik
istihdam giivenligine sahip olmak 4,06 1,014
Kisisel veya aile yasaminiz igin yeterli zamana sahip olmak 4,23 0,766
Aileniz ve arkadaslariniz tarafindan saygi duyulan bir iste ¢alismak 4,12 0,826
ilgi duydugunuz isi yapmak 4,18 0,873
Erillik-disilik
Mutlu insanlar ile birlikte galismak 4,04 0,98
lyi performansinizin fark edilmesi 4,23 0,838
Hoglanilan bir gevrede yasamak 3,67 0,879
Terfi firsatlarina sahip olmak 3,67 0,874
Belirsizlikten kaginma
Her seyi hesaba katarak sagliginizi bugiinlerde nasil tanimlarsiniz? 3,77 0,758
Kendinizi ne siklikla sinirli ya da huzursuz hissedersiniz? 3,69 0,983
Bir kisi astlarinin is hakkinda getirebilecegi cogu soruya kesin cevaplari olmasa da iyi bir yonetici olabilir. 3,67 0,798
Bir sirketin ya da 6rgutin kurallari gignenmemelidir.( Galisanin bunun sirket gikarlari igin en iyi oldugunu diusundigu
durumlarda bile ) 3,35 0,873
Kisa-uzun donem oryantasyonu
Arkadaslariniza hizmet etmek 3,50 0,822
Tutumluluk ( ihtiyagtan fazlasini harcamamak) 3,62 0,77
Ulkenizin vatandasi olmakta ne kadar mutlusunuz? 3,82 1,089
Sirekli bir gayret, sonuca giden en glivenilir yoldur 3,38 0,977
Hosgorii-kisithlik
Kanaatkarlik: Asiriya kagmamak 3,74 0,842
Eglence icin bos zaman harcamak 3,79 0,731
Diger kisi veya kosullar, gercekten yapmak istediginiz seylerde sizi engeller mi? 3,89 0,807
Mutlu bir kisi misiniz? 3,89 0,784

Karadeniz Boélgesinde bulunan katilimcilara ait demografik bilgiler su sekildedir;

Katilimcilarin 92 kisi (%22,3) ile 25-29 yas arasinda bulunan gruba aittir. En diistik katilimin ise 4 kisi (%1,0) ile 50-59 yas
arasinda bulunan gruba aittir. 30-34 yas arasinda bulunan katilimcilar 83 kisi (%20,1), 21-24 yas arasinda bulunan
katihmcilar 66 kisi (16,0), 35-39 yas araliginda bulunan katilimcilar 33 kisi (%8,0) son olarak 40-49 yas araliginda bulunan
katilimcilar ise 16 kisi (%3,9) kisi ile evreni temsil etmektedirler.
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e  Katilimcilarin egitim durumlari incelendiginde en yiksek katilimin 204 kisi (%49,4) ile Lise mezunlarinin, en disik
katilimin ise 6 kisi (%1,5) ile Lisansistii mezunlari olmustur. On lisans egitimine sahip katihmci grubu 87 kisi (%21,1),
ilkokul-Ortaokul grubunda bulunan katiimcilar 78 kisi (%18,9) son olarak Lisans egitimine sahip grup ise 28 kisidir (%6,8).

e Katilimcilarin 293l (%70,9) erkek, 115’i (%27,8) ise kadinlardan olugsmaktadir.

e  Katilimcilarin medeni durumlari ile ilgili tablo incelendiginde, katiimcilarin 213’lniin (%51,6) bekar, 163’Unin (%39,5)
ise evli oldugu gorilmektedir.

e  Katilimcilarin aylik gelir dlzeyleri incelendiginde, en yiiksek oranin 239 kisinin (%57,9) olusturdugu 1501-2500 TL arasi
gelir grubu olustururken en diisik katihm ise 7 kisinin (%5,4) olusturdugu 4001 TL ve Ustu aylk gelir grubu
olusturmaktadir. 2501-3000 TL arasi gelir grubunda 108 (%26,2) kisi, 1500 TL ve alti gelir grubunda 21 (%5,1) kisi, son
olarak 3501-4000 TL arasi aylik gelire sahip 17 (%4,1) kisi bulunmaktadir.

Karadeniz Bolgesine ait anket ifadelerinin genel ortalamalari Tablo 2’de verilmistir.

Tablo 2: Karadeniz Bolgesi Anket Sonuglar

Ortalama Standart Sapma

Gii¢ mesafesi

isinizle ilgili kararlarda amiriniz tarafindan size danisiimasi 3,75 1,178
Saygi duyabileceginiz bir patrona, yoéneticiye sahip olmak 4,03 0,883
Sizin deneyimlerinize gore, astlar Ustleriyle (garson-sef gb.) celismekten ne siklikla korkarlar? 3,64 1,265
Bazi astlarin iki patronu oldugu organizasyon yapisindan ne pahasina olursa olsun kaginmaldir 3,52 1,106
Bireysellik-kolektiflik

istihdam giivenligine sahip olmak 3,98 1,092
Kisisel veya aile yasaminiz igin yeterli zamana sahip olmak 4,26 1,017
Aileniz ve arkadaslariniz tarafindan saygi duyulan bir iste ¢alismak 3,84 1,135
ilgi duydugunuz isi yapmak 3,68 1,211
Erillik-disilik

Mutlu insanlar ile birlikte galismak 3,81 1,101
lyi performansinizin fark edilmesi 3,91 1,043
Hoglanilan bir gevrede yasamak 3,73 1,197
Terfi firsatlarina sahip olmak 3,60 1,176
Belirsizlikten kaginma

Her seyi hesaba katarak sagliginizi bugtinlerde nasil tanimlarsiniz? 3,86 1,234
Kendinizi ne siklikla sinirli ya da huzursuz hissedersiniz? 3,68 1,053
Bir kisi astlarinin is hakkinda getirebilecegi cogu soruya kesin cevaplari olmasa da iyi bir yonetici olabilir. 3,71 1,118
Bir sirketin ya da orgutin kurallari ¢cignenmemelidir.( Calisanin bunun sirket gikarlari igin en iyi oldugunu

dustindligu durumlarda bile ) 3,64 1,225
Kisa-uzun donem oryantasyonu

Arkadaslariniza hizmet etmek 3,54 1,249
Tutumluluk ( ihtiyagtan fazlasini harcamamak) 3,54 1,238
Ulkenizin vatandasi olmakta ne kadar mutlusunuz? 3,45 1,230
Surekli bir gayret, sonuca giden en givenilir yoldur 3,68 1,097
Hosgorii-kisithlik

Kanaatkarlik: Asiriya kagmamak 3,54 1,186
Eglence icin bos zaman harcamak 3,54 1,206
Diger kisi veya kosullar, gergcekten yapmak istediginiz seylerde sizi engeller mi? 3,47 1,157
Mutlu bir kisi misiniz? 3,35 1,047

Calisma kapsaminda elde edilen anket verilerinin analizlere uygunlugunun belirlenmesi amaciyla Givenirlik analizi yapiimistir.
Analiz sonuglari Tablo 3’te sunulmustur.

Tablo 3: Boyutlara Ait Giivenirlik Analizi Sonuglari

Boyutlar Giineydogu Anadolu Bolgesi Karadeniz Bolgesi
Genel 6lgek ortalamasi 0,783 0,856
Gli¢ mesafesi 0,712 0,836
Kolektivizm-bireysellik 0,682 0,629
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Erillik-disilik 0,637 0,758
Belirsizlikten kaginma 0,641 0,705
Uzun dénem oryantasyonu 0,733 0,698
Hosgori-kisithlik 0,609 0,795

Analizler sonucunda elde edilen Cronbach Alpha degerleri 0,00 < a < 0,40 ise 6lgek guvenilir degildir; 0,40 < a < 0,60 ise 6lgegin
guvenirligi dustktir; 0,60 < a < 0,80 ise 6lgek oldukea gilivenilirdir; 0,80 < a < 1,00 ise Olgek yliksek derecede giivenilir bir dlgektir
(Kalayci, 2017: 405). Dolayisiyla bu bilgiler dogrultusunda, élgeklerin glvenilir oldugu tespit edilmistir.

4.1. Kiltirel Boyutlarin Belirlenmesi

Galismanin bu boliminde elde edilen veriler neticesinde Gilineydogu Anadolu ve Karadeniz Bolgelerine ait kiiltiir boyutlari
belirlenmistir. Daha sonra Hofstede tarafindan belirlenen Tirkiye kaltir boyutlar ile karsilastiriimistir. Hofstede’nin kiltiir
boyutlarini tam olarak belirlemek amaciyla hazirlamis oldugu formiiller kullanilmistir. Formller su sekildedir;

Guli¢ mesafesi (PDI) = 35(m07 - m02) + 25(m20 - m23) + c(pd)

Bireysellik - Kolektiflik (IDV) = 35(m04 - m01) + 35(m09 - m06) + c(ic)

Erillik - Disilik (MAS) = 35(m05 - 03) + 35(m08 - m10) + ¢(mf)

Belirsizlikten Kaginma (UAI) = 35(m18 - m15) + 25(m21 - m24) + c(ua)

Kisa - Uzun Déneme Oryantasyonu (LTO) = 40(m13 - m14) + 25(m19 - m22) + c¢(Is)
Hosgori - Kisithilik (IVR) = 35(m12 - m11) + 40(m17 - m16) + c(ir)

Formilde yer alan “m” ifadesi yaninda bulunan sorunun ortalamasini belirlemektedir. C (Constant-sabit) degeri 0 ile 100 arasinda
pozitif veya negatif bir deger alabilen ve arastirmaya bagli olarak degisebilir (Hofstede ve Minkov, 2013). Calisma kapsaminda C
(Constant-sabit) degeri Akdeniz ve Seymen'in (2012) gcalismasi temel alinarak 50 olarak belirlenmistir. Calisma IBM anketine katilan
Ulke sayilari ve Hofstede’nin daha dnce yaptigi calismalara atifta bulunarak 50 sayisini belirlemistir. Formulde yer alan 25, 35, 40
Hofstede tarafindan belirlenen sabit degerlerdir. Bu kapsamda ankette kullanilan ifadelerin ortalamalari belirlenmistir.

Tablo 4: Gilineydogu Anadolu ve Karadeniz Bélgeleri Kiiltiir Boyutlar

Boyutlar Giineydogu Karadeniz Turkiye
Anadolu Bolgesi Bolgesi Ortalamalari
Glc¢ Mesafesi (PDI) 39 43,2 66
Bireysellik / Kolektiflik (IDV) 34,25 45,8 37
Erillik / Disilik (MAS) 55,25 51,05 45
Belirsizlikten Kaginma (UAI) 44,5 58,05 85
Uzun / Kisa D6neme Yénelme (LTO) 54,75 44,25 46
Heveslilik / Kisithlik (IVR) 56 54,8 49

Glic Mesafesi boyutunda yapilan analizler neticesinde diizeylerin birbirine yakin oldugu goérulmustiir. Glineydogu Anadolu
Bdlgesinde 39 puanlik bir diizey elde edilirken, Karadeniz bolgesinde 43,2 puanlik bir diizey elde edilmistir. Hofstede’nin daha 6nce
yaptigl ulusal puanlama ise 66’dir. Elde edilen diizeyler 1s18inda Gilineydogu Anadolu Bolgesinde bulunan turizm g¢alisanlarinin
Karadeniz Bolgesinde bulunan turizm calisanlarina gore ast-Ust iligkilerinin daha agik oldugu, ¢alisanlar arasi esitsizliklerin
azaltildigi, hiyerarsinin ¢alisanlar arasindaki baglantinin daha kolay kurulmasini sagladigi ve degisimin hayatin bir pargasi oldugunu
duslndikleri ve her bireyin esit haklara sahip oldugunu gostermektedir. Hofstede’nin elde ettigi ulusal diizeyinin aksi yéniinde bir
sonug elde edilmistir. Bunun en 6nemli sebebinin ise donemsel farklar oldugu distintilmektedir.

Kolektivizm-Bireysellik boyutu icin yapilan analizler neticesinde elde edilen sonuglar incelendiginde Gilineydogu Anadolu
Bolgesinde bulunan katilimcilarin 34,25’lik bir diizeye sahip olduklari, Karadeniz Bélgesinde bulunan katilimcilarin ise 45,8'lik bir
diizeye sahip olduklari belirlenmistir. Hofstede’nin yapmis oldugu arastirmalar sonucunda ise Turkiye'nin elde ettigi dizey 37’dir.
Bu sonuglar i1siginda her iki bolgenin de Tirkiye ortalamasi ile ayni sekilde kolektif bir kiltiire sahip olduklari belirlenmistir. Fakat
Karadeniz Bolgesinde bulunan katilimcilar bireysellige yakin bir dizey almiglardir. Bu bilgiler 1siginda Glineydogu Anadolu
Bolgesinde bulunan katilimcilarin is yasamlarinda daha biz odakl ve grup galismalarina yatkin olduklari, grup gikarlarinin 6n planda
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oldugunu, bireysel disinceden uzak olduklarini, toplumsal normlarin ihlalinin utang kaynagi oldugunu diistindikleri ve egitimin
islerini daha iyi yapabilmek igin oldugunu duslndtiklerini géstermektedir.

Erillik-Disilik boyutu kapsaminda yapilan analizler neticesinde her iki bolgenin de eril bir kiltlre sahip oldugu saptanmistir.
Glineydogu Anadolu Bolgesinde bulunan turizm g¢ahlisanlari 55,25’lik bir diizeye sahipken Karadeniz Bolgesinde bulunan turizm
¢ahisanlan 51,05’lik bir diizeye sahiptirler. Hofstede’nin elde ettigi ulusal erillik-disilik diizeyi ise 45’tir. Bu ¢alisma Hofstede’nin
ulusal kiltir hakkinda elde etmis oldugu disil toplum sonucuna zit bir sonug elde etmistir. Elde edilen sonuglar neticesinde
Glineydogu Anadolu Bolgesinde bulunan turizm ¢alisanlarinin Karadeniz bolgesinde bulunan turizm galisanlarina gére daha hirsli
olduklari, is yasaminda giictin 6nemli oldugunu ve sorunlari glic ile ¢ozebilecekleri disliincesine sahip olduklarini. Ayrica galismanin
yasamin bir pargasi oldugunu ve basari elde etmenin insanlari motive edici bir 6zellik oldugunu distindikleri bu yiizden basarih
kisilere hayranlik duyduklarini géstermektedir.

Belirsizlikten kaginma boyutu kapsaminda yapilan analizler neticesinde her iki bolgede zit yonll bir sonuca ulasiimistir. Gineydogu
Anadolu Bolgesinde 44,5’lik puanlik bir dizey ile diistk belirsizlikten kaginma davranisi goruliirken Karadeniz Bolgesinde 58,05'lik
yuksek bir belirsizlikten kaginma dizeyi elde edilmistir. Hofstede’nin elde ettigi ulusal belirsizlikten kaginma dizeyi ise 85'tir.
Calisma kapsaminda yapilan analizlerde iki bolge arasinda en belirgin farkin oldugu boyuttur. Sonuglar i1siginda Glineydogu
Anadolu Bolgesinde turizm ¢alisanlarinin belirsizliklerin hayatin bir pargasi oldugunu kabullendikleri, ¢alisanlarin diisiik strese
sahip olduklari, is degisikliklerinin korkutucu bir sey olmadigini ve risk almaktan gekinmedikleri gérilmektedir. Karadeniz
bolgesinde ise bu durumun zitti yénde bir sonug elde edilmistir.

Kisa-Uzun Dénem Oryantasyonu boyutu ile demografik degiskenler arasinda yapilan analizler sonucunda her iki bolgede zit yonlu
bir sonug elde edilmistir. Gineydogu Anadolu Bélgesinde 54,75’lik puanlik bir diizey ile uzun donem odakli bir davranis gorilirken
Karadeniz Bolgesinde 44,25’lik bir diizey ile kisa donem odakl bir davranis goriilmustir. Hofstede'nin elde ettigi ulusal
belirsizlikten kaginma dizeyi ise 46'dr.

Elde edilen bu bulgular dogrultusunda, kisa donem ve uzun dénem odakli davranis degerlendirildiginde; Glineydogu Anadolu
Bélgesinde bulunan turizm calisanlarinin gelenekselligin degisebilir bir durum oldugunu disiindiikleri ifade edilebilir. is hayatinda
basari elde edebilmenin tek yolunun caba gostermekten gegtigine inandiklari ve hayatlari icin 6nemli olaylarin gelecekte
gerceklesecegine inandiklari igin harcama yerine yatirim yapmaya yoneldikleri ve is hayatinda iyi olmanin kurallara uymaktan
gectigine inandiklari gorilmektedir. Karadeniz Bolgesinde turizm ¢alisanlarindan elde edilen diizey ise Glneydogu Anadolu
Bdlgesinin tersine kisa déneme odaklanan bir calisan profili gizmektedir.

Hosgoru-Kisitlilik boyutu ile ilgili olarak yapilan analizler sonucunda her iki bolgede birbirine cok yakin Hosgori diizeyi elde etmistir.
Hofstede’nin Tirkiye'ye yonelik elde ettigi ulusal Hosgoru-Kisitlilik diizeyi 49’dur ve Tirkiye'nin Kisithiliga yakin oldugunu
gbstermektedir. Glneydogu Anadolu Bélgesi 56 puan, Karadeniz Bolgesi ise 54,8 puanlik diizeyler elde etmistir. Her iki bolge
arasinda diizey farkinin yok denecek kadar az oldugu bu boyut Tirkiye ortalamasinin zitti ydoniinde bir sonug vermistir. Bu boyutta
bahsedilen hoggori insanlarin sosyal yagamlarini ve is yagamlarini icra ederken daha mutlu ve hevesli olduklari yoniindedir. Ayrica
¢alisanlarin maddi gelirden cok manevi hazza 6nem verdikleri, insan odakl galistiklari, kisisel yasam alanlarina sahip giktiklari ve is
yasamlarinda daha hareketli olduklari durumlarda toplumlar hosgoraliidir.

Ayrica verilen karsilastirmali veriler incelendiginde Tirkiye kaltir boyut dlzeyleri ile bolgesel kiltirler arasinda boyutsal diizeyde
benzerlikler ve farkliliklar gorilmektedir. Bu benzerlik ve farkliliklar su sekildedir;

Hofstede’'nin elde ettigi diizeylere gore Tiirkiye'nin Gli¢ mesafesi boyutu igin aldig1 puani 66’dir (geerthofstede.com). Elde edilen
bu puani Turkiye'nin yiksek bir glic mesafesine sahip oldugunu gostermektedir. Fakat bolgelerden elde edilen sonuglarda her iki
bélgenin de disiik giic mesafesine sahip oldugu gériilmistiir. Ozellikle Giineydogu Anadolu Bélgesi diizeyi ile ulusal diizey arasinda
buytk bir fark vardir.

Hofstede’'nin elde ettigi dlizeylere gore Tiirkiye'nin Bireysellik-Kolektivizm boyutu igin aldigi puani 37°dir (geerthofstede.com). Elde
edilen bu puani Turk toplumunun kolektivist bir yapiya sahip oldugunu géstermektedir. Her iki bélgede ulusal kiltlire uygun olarak
kolektivist bir yapiya sahiptir. Fakat Karadeniz Bolgesi ortalamaya yakin bir yerde durmaktadir.

Hofstede’'nin elde ettigi dlizeylere gbre Turkiye'nin Erillik-Disilik boyutu icin aldigi puani 45’tir (geerthofstede.com). Turkiye elde
ettigi bu puani ile orta seviyelerde bir 6zellik tasidigini gdstermistir. Fakat 45 puani ile disil 6zellikler goruldiga anlasiimaktadir.
Fakat her iki bolgede elde edilen sonuglar bélgelerin eril davranislar sergiledigini gostermektedir.

Hofstede’'nin elde ettigi diizeylere gbre Turkiye’nin Belirsizlikten kaginma boyutu igin aldigl puani 85’tir (geerthofstede.com).
Belirsizlikten kaginma boyutunda alinan bu yiiksek puani Tirkiye’nin yasalara ve kurallara olan ihtiyacin yiiksek seviyede oldugu
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anlasilmaktadir. Fakat Guneydogu Anadolu Bélgesinde elde edilen dusik belirsizlikten kaginma davranigi géstermektedir.
Karadeniz Bolgesinde ise ulusal diizeyin altinda olmasinda ragmen ylksek belirsizlikten kaginma davranis gésterilmektedir.

Hofstede’'nin elde ettigi diizeylere Turkiye’nin Uzun Donem Oryantasyonu boyutu igin aldigi puani 46’dir (geerthofstede.com). 46
puanlik Uzun donem oryantasyon puani Tirkiye’nin belirsizlikten kagtigini ve belirsizligi bir tehdit olarak algiladigi anlasiimaktadir.
Karadeniz Bolgesi elde ettigi 44,25'lik diizey ile ulusal kiltiir diizeyini desteklerken Glineydogu Anadolu Bolgesinden elde edilen
54,75'lik diizey ulusal klttriin zitti yéniinde bir sonug géstermistir.

Hofstede’'nin elde ettigi dlizeylere gore Turkiye’nin Hosgori-Kisithilik boyutu igin aldigi puan 49’dur (geerthofstede.com). Elde dilen
49 puanlk puan Tirkiye’'nin ortalama bir seviyede oldugunu fakat kisithliga daha yakin oldugunu géstermektedir. Fakat Karadeniz
Bolgesinden elde edilen 54,8’lik ve Giineydogu Anadolu Bolgesinden elde edilen 56’lik kiltlr dizeyleri ulusal kiltirin aksine
bélgelerin hosgorill bir kiltlr yapisina sahip oldugunu géstermektedir.

5. SONUC TARTISMA VE ONERILER

Diinya lizerinde var olan 200’den fazla iilke ve {ilke sayisindan fazla kiiltiir ¢esidi vardir. Ulkelerin cogunda kuzey-giiney-dogu-bati
bolgeleri arasinda kiltirel dizeyde farkhlklar bulunmaktadir. Bu farkhhklar genellikle tarihsel stregten kaynaklanmaktadir
(Barutgugil, 2011, s.93). Ortaya c¢ikan bu kiltir gesitliliginin bireylerin sosyal ve is yasamlarinda ulasmak istedikleri hedef ve
amaglarini gergeklestirme yolunda gosterdikleri davraniglarin ne derece sinirlandigini da belirlemektedir. Clinki bireyler mensubu
olduklari kaltaran islerligi kapsaminda ortaya gikan sinirlandirmalarin disina gikamaz (Sargut, 2015, 5.93). Kulttiriin bu denli farklilik
gostermesi sosyal yasam kadar is yasamini da etkilemektedir.

Kaltir Gzerine yapilan galismalarda davraniglar énemli bir yer almaktadir. Cinkl davraniglar kiltlr ¢ergevesinde olusan ve
davraniglarin yorumlanmasinda yardimci olabilen bir unsurdur (Sargut, 2015, s.93). Klltir ve kiltirel farkhliklar, 6rgitsel hedeflere
ulasmada ¢ok 6nemlidir. Bu nedenle, isletme yoneticileri hem kendi llkelerinde hem de diger tlkelerde farkl kiltirler ve etnik
kokenlerden gelen is gliclinin hassasiyetleri, degerleri ve davranislarini anlamaya 6zen gosterirler (Goktas Kulualp ve Kalem,
2019:1971). Bu ¢alisma Geert Hofstede tarafindan literatiire kazandiriimis olan degerler anketi kullanilarak turizm galisanlarinin
da bolgesel olarak meydana gelen farkliliklarin belirlenmesi amaglanmistir. Geert Hofstede tarafindan gelistirilen 2013 Degerler
Anket Modulu) kullanilarak dlkeler arasindaki kiiltiir farkhiliklarinin incelenmesini amaglayan arastirmalar literatlrde genis yer
almaktadir. Fakat VSM 2013 kullanilarak bir tlkede bulunan farkh alt kiltirlerin incelenmesine yonelik ¢alismalar yabanci
literatlirde sinirli sayida (Kasa ve digerleri, 2014; Rajh ve digerleri, 2016; Dolan ve digerleri, 2004) bulunurken yerli literatiirde
cografi bolge diizeyinde alt kiiltiirlere yonelik bir calismaya rastlanilmamistir. Bundan dolayi ¢alismanin gerek yerli gerek yabanci
literatlire bu agisindan katki saglayacagi disintlmektedir.

Bireylerin hem sosyal yasamlarinda hem is yasamlarinda aldiklari kararlarda, davranis bigimlerinde, sorun ¢ézme yontemlerinde
sahip olduklar kiiltliriin etkisi yliksektir. Bundan dolayi bir tlkede bulunan galisanlarin kiltur dizeylerinin belirlenmesi yapilacak
planlama ve stratejiler agisindan 6nemli olacaktir. Fakat birden fazla etnik grubun, farkl dinlerin, dillerin bulundugu toplumlarda
kiltar duizeylerinin bolgesel olarak belirlenmesi daha saglikli planlamalarin yapilmasina olanak saglayacaktir.

Tirkiye cografi konumu ve tarihinin birden fazla medeniyete ev sahipligi yapmasindan dolayi birden fazla etnik kékeni iginde
barindirmaktadir. Kasaa ve digerlerine (2014, s.847) gore bir ulkede kiilttrel farkliliklarin belirlenmesi amaciyla yapilan galismalar
o llke igindeki farkliliklari temsil etmek igin yetersiz kalacaktir. Tlrkiye nin sahip oldugu bu zenginlikten dolay1 Hofstede’nin yapmig
oldugu llke kiltir diizeylerinde meydana gelecek farkliliklarin belirlenmesi 6nem arz etmektedir. Calisma neticesinde elde edilen
sonuglar Tiirkiye’de bulunan tiim bolgeler igin kesin bir karsilayici olmamakla beraber Hofstede tarafindan daha énce elde edilen
ulusal dizeyler ile kismi bazda karsilastirmaya ve iki bolge arasindaki farkliliklarin karsilastiriimasinda yorum yapilabilmesine
olanak saglamaktadir.

Calisma kapsaminda kullanilan 6lgek Hofstede tarafindan belirlenen ve givenirliligi yiksek olan VSM 2013 kullanilmigtir.
Analizlerde 6lgegin ¢alisma kapsamindaki givenirliliginin belirlenmesi icin Cronbach Alpha katsayilari her iki bolge icin ayri ayr
olarak hesaplanmistir. Gineydogu Anadolu bolgesinde Cronbach Alpha sayisi (0,783); Karadeniz Bélgesinde ise (0,856) olarak
bulunmustur.

Bu arastirma, Glneydogu Anadolu ve Karadeniz bdlgesi turizm sektorl ¢alisanlari arasinda tim boyutlarda; glic mesafesi,
bireysellik/kollektiflik, erillik/disilik, belirsizlikten kaginma, uzun déneme y6nelme, heveslilik/kisithlik boyutlarinda farkhliklar
oldugunu ortaya koymaktadir. Ayni sekilde elde edilen bolgesel kiiltiirel diizeyler ile Tirkiye'nin kiltir dizeyleri arasinda da
farkhihklar saptanmistir.

Akdeniz ve Seymen (2012) tarafindan istanbul’da faaliyet gdsteren bes yildizli iki otel calisanlari (izerinde yapilan arastirma
sonuglari olarak erillik-disilik boyutunda, belirsizlikten kaginma ve heveslilik- kisithlik boyutlarinda Tirkiye ortalamalar ile
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farkhlklar tespit edilmesi agisindan bu ¢alismanin sonuglari ile benzerlik géstermektedir. Kasa ve digerleri (2014) tarafindan
yapilan ¢alismada Almanya’nin dogu ve glneydogu bdlgelerinde bireysellik boyutunda, Portekiz bdlgelerinde belirsizlikten
kaginma boyutlarinda ulusal kilttr ile farkliliklar tespit edilmistir. Rajh ve digerleri (2016) Hirvatistan’da yaptiklari galismada kuzey
ve gliney bolgeleri arasinda uzun dénemli oryantasyonda farkhliklar tespit edilmistir. Ayrica giiney ve dogu bélgelerinde erillik-
disilik boyutunun ulusal kiltiirtn tersi yonde bir sonug elde edilmistir. Belirsizlikten kaginma boyutunda ise giiney bolgelerinde
farliliklar tespit edilmistir.

Yukarida anlatilan galismalar ve Kasa ve digerleri (2014) tarafindan Avrupa ulkelerinde yapilan ¢alisma sonucunda literatilre
eklenen “bir Ulkede kiiltiirel farkliliklarin belirlenmesi amaciyla yapilan galismalar o ulke igindeki farkhhklari temsil etmek igin
yetersiz kalacaktir” ¢ikarimi g6z 6niine alindiginda bu ¢alisma hem ¢ikarimi hem bélgesel farkliliklarin incelendigi diger galismalari
desteklemektedir.

Her arastirmada oldugu gibi bu ¢alismanin arastirmasinda da bazi kisitlar bulunmaktadir. Oncelikle ¢alismanin Tiirkiye’nin yedi
bolgesinden ikisinde yapilmis olmasi, sadece belirli bir sektorde bulunan ¢alisanlara uygulanmasi ve galismanin sadece kiiltirel
boyut farkliliklarina odaklanmasi kisitlarini olusturmaktadir.

Cahsmanin uygulamaya saglayacagi katkilar oldugu gibi literatiire de katkilar sunmaktadir. Calismanin uygulamaya yapacagi
katkilar se sekilde ifade edilebilir;

Calisma kapsaminda elde ettigimiz sonuglarin bélgesel kalkinma planlamalarinin dnemli bir yere sahip olan turizm sektériini
dogrudan etkileyebilecek gligtedir. Son yillarda deniz-kum-giines algisinin degismesi ile birlikte ortaya gikan kiiltiir ve doga turizmi
icin uygun olan iki bélgenin de elde edilen sonuglar ile birlikte gerekli ydnetsel degisikliklere basvurmalari faydali olacaktir. Ozellikle
Turkiye'nin hazirladig 2023 turizm stratejileri kapsaminda bu bélgelerde bulunan turizm koridorlarindaki tesislerde sonuglarin
degerlendirilmesi stratejilerin siirdurilebilirligine katki saglayacaktir. Farkli ilkelerden gelen ve farkli kiiltiirlere sahip olan turistler
ile girilen etkilesimlerin kiltlrel diizeyde analizinin saglanmasinin sektér kalitesini ylikseltecegi dustinilmektedir.

Cahisan-musteri iliskisi en Gst safhada olan sektorlerden biri olan turizm sektériinde 6nemli bir paydas olan c¢alisanlarin olasi
davraniglarinin 6nceden 6ngorilebilmesine katki saglayacagi dislinilmektedir. Bu ongoriler neticesinde calisanlara verilmesi
gereken oryantasyon egitimlerin planlanmasi mimkiin olacaktir. Bu iki bolge igin seyahat sirketlerinin olasi planlamalarina
yardimci olabilecegi duslinilmektedir. Hazirlanacak olan planlamalarda bu bélgelerdeki galisan kiltiirlerine yakin dlkelere
yapilacak pazarlamalar ve benzer kilturlerin karsilasmasi olumlu sonuglara yol agabilir. Turizm isletmelerinde bulunan
y6neticilerinin ¢alisma sonuglarini incelemesi ile birlikte var olan yonetim tekniklerini degistirme veya gelistirme disincelerine
yardimci olacagi duslinilmektedir.

Bu calisma sonuglariile devlet yonetimi ve yerel yonetimler tarafindan yapilacak turizm politikalarinin daha dogru sekillendirilmesi
saglanabilir. Bolgesel gelismislik farkliliklarinin dnlenmesi igin atilacak adimlarda farkindalik olusturabilir.

Calismanin literatlire yapacagi katkilar ise su sekilde ifade edilebilir;

Bu calisma Karadeniz Bélgesi ve Giineydogu Anadolu Bélgesinde yapiimistir. ileride yapilacak galismalarin Tiirkiye’nin diger
bolgelerinde yapilarak kiyaslamali sonuglar ortaya konmasi 6nerilmektedir. Ayrica galismanin Tirkiye’de bulunan sadece 2 bélgede
yapilmasi ¢alisma igin en buyik kisittir. Benzer galismalarin Tirkiye'nin 7 bolgesinde belirli donemsel periyotlar ile yapilarak
karsilagtirilmasi turizm sektoriniin gelistirilmesi igin 6nemli olacaktir.

Demografik bilgiler incelendigi zaman 0zellikle egitim dizeylerinin iyi olmasi elde edilen gelirlerin yikselmesi aradaki farkin
nedenlerini olusturdugu dusiniimektedir. Bundan dolayi ¢alismalarin g¢alisan profillerinin olusturulmasi icin dénemsel olarak
tekrarlanmasi ve karsilastirilmasi énerilmektedir. Kalttrel farkliliklarin énemine vurgu yapilmistir. Calisma hayatinda orgtlerin
basaristigin, kilturel gesitliligin tek tipe indirgenmesi gereken bir zorunluluk/engel degil, gesitliligin getirdigi zenginligin kullanilarak
galisma ortaminin sinerji olusturulmasi agisindan 6nemli oldugu dislinilmektedir. Bu galismanin, Glke kiltirGnin, tam olarak
bélgesel kulturleri temsil edebilme giliclinin olmadigini gdstermesi agisindan gelecekte yapilacak ¢alismalara yol gosterici olmasi
ongorilmektedir.

Gelecekte belirli ¢galisma guruplarinda bolgesel kiltir farkhliklarini incelemeye odaklanacak arastirmalarda, oncelikle ¢alisma
guruplarinda o bolge halkindan bireylerin bulunup bulunmadigi tespit edilmelidir. Clnkd, farkli kiltirden gelen galisanlarin
olusturdugu ¢alisma gurubunun kiltirt tGzerinde bolge kilttrindn etkisinin incelenmesi gerekmektedir. Bu durumda konunun
bolgesel farkliliklarin incelenmesinde ¢alisma gurubu kiltiri ya da bolgesel kiltir degil “meslek kiltird” seklinde incelenmesi
¢alisma hayatinda kultdr literatiiriine katki saglamasi agisindan etkili olacaktir. Yine, ileride yapilacak galismalar igin kiltirel boyut
farkhhklarini etkileyen demografik 6zelliklerin daha iyi irdelenmesi, farkhliklarin calisan ve yerel halk boyutlarinda yapilarak gerek
ayri ayri gerekse karsilastirmali olarak incelenmesi, sektorel diizeyde farkliliklarin belirlenmeye ¢alisilmasi 6nerilmektedir.
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Ek 1: Anket Formu

BOLUM A Lutfen cahistiginiz kurumu diisiinerek agagidaki ifadelere ne derece katildiginizi belirtiniz. ‘
. § = E g o= E % o
Lutfen varsa, su anki isinizi g6z ardi ederek ideal bir is diisiiniin. Ideal bir is secerken, sizin s E 2 o 2 = E
. . . . .. . [~ 0 L 0 9 2 )
icin asagidaki konular ne kadar 6nemli olurdu. c:S ~ o8 29 c
S ] 89 35 %O
wv (%4 = o (o))
1. | Kisisel veya aile yagaminiz igin yeterli zamana sahip olmak (1) (2) (3) | (4) (5)
2. | Saygi duyabileceginiz bir patrona, yéneticiye sahip olmak. (1) (2) (3) | (4) (5)
3, | lyi performansinizin fark edilmesi (1) (2) (3) | (4) (5)
4. | Istihdam giivenligine sahip olmak (1) (2) (3) | (4) (5)
5. | Mutluinsanlarile birlikte ¢alismak (1) (2) (3) | (4) (5)
6. | ilgi duydugunuz isi yapmak (1) (2) [(3)] (4) ]| (5)
7. | lsinizle ilgili kararlarda amiriniz tarafindan size danisiimasi (1) (2) (3) | (4) (5)
8. | Hoslanilan bir cevrede yagamak (1) (2) | (3) ] (4) | (5)
9. | Aileniz ve arkadaslariniz tarafindan saygi duyulan bir iste ¢alismak (1) (2) (3) | (4) (5)
10. | Terfifirsatlarina sahip olmak (1) (2) | (3)] (4) | (5)
8 £ | 3 £ | &
0 = £ &g E o .3
" . . s " . 5 E g < 25 =2 g
Ozel hayatinizda, asagidakilerden her biri sizin igin ne kadar 6nemli? og :0 3 o9 & a
£:0 < <d 9 x5
- o
2 (54 = s (&)
11. | Eglence icin bos zaman harcamak (1) (2) [ (3)](4)| (5)
12 | Kanaatkarlk: Agiriya kagmamak
(1) (2) | (3) ] (4) | (5)
13. | Arkadaslariniza hizmet etmek (1) (2) (3) | (4) (5)
14. | Tutumluluk ( ihtiyagtan fazlasini harcamamak) (1) (2) (3) | (4) (5)
[ c
= | E| 8| E| ¢
2 T el 2| R
2 < g %
15. | Kendinizi ne siklikla sinirli ya da huzursuz hissedersiniz? (1) (2) (3) | (4) (5)
16. | Mutlu bir kisi misiniz? (1) (2) | (3) ] (4)] (5)
17. | Diger kisi veya kosullar, gercekten yapmak istediginiz seylerde sizi engeller mi? (1) (2) (3) | (4) (5)
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_ 3
= © > 0
x = £ | B 2
& o x é
18. | Her seyi hesaba katarak sagliginizi bugtinlerde nasil tanimlarsiniz? (1) (2) (3) | (4) (5)
=]
s E 3 . £ S
E S | 5| 5d 5¢
‘:', (G) > 2 3 3 >
© (G] O 3 o3
g & < § E
~ e s o § &5
S 2 | 5| %3 T3
[}
19 | Ulkenizin vatandasi olmakta ne kadar mutlusunuz? (1) (2) (3) | (4) (5)
) f=
P s |52 E
2 T | s | 2| %
z < 3 E
Sizin deneyimlerinize goére, astlar Ustleriyle (garson-sef gb.) celismekten ne siklikla
20. > 8 vie farson-sel g0 ¢els (1) | (2) | (3)[(a)] (5)
korkarlar?
o E € £ g ] g
=~ g S| s | s
Asagidaki ifadelerin her birine ne odlglide katiliyor veya katilmiyorsunuz? € S> i>’ g E < E
§3 | 5 | 8|z | &3
2| 2 | = & &
Bir kisi astlarinin is hakkinda getirebilecegi cogu soruya kesin cevaplari olmasa da iyi bir
21, | Sristastanninis = PG 2 i (1) | (2) | (3)] (4) ]| (5)
yonetici olabilir.
22. | Strekli bir gayret, sonuca giden en giivenilir yoldur (1) (2) | (3) ] (4) | (5)
Bazi astlarin iki patronu oldugu organizasyon yapisindan ne pahasina olursa olsun
2. P B organizasyon yap P (1) | (2) |[(3) | (4)] (5)
kaginmalidir
Bir sirketin ya da 6rgtittin kurallari gignenmemelidir.( Calisanin bunun sirket gikarlari
24. icin en iyi oldugunu diistindiigl durumlarda bile ) (1) (2) (3) | (4) (5)

BOLUM B Demografik Bilgiler

Yasadiginiz bolge ( ) Glineydogu Anadolu ( ) Karadeniz
Cinsiyetiniz ( ) Kadin () Erkek
3 Yasiniz ( )20yasvealti ( )20-24 ()25-29 ()30-34 ( )35-39
: ( )40-49 ( )50-59 ()60 yas ve iizeri
Kag yil resmi okul egitimi (veya esdegeri) tamamladiniz (ilkokuldan baslayarak)?
4. () Egitim yok () ilkokul-Ortaokul () Lise () Onlisans
( )Lisans () Lisansustu
5. | Medeni Durum () Evli ( ) Bekar
6 Aylik Gelir ( )1500 TL ve alti ( ) 1501-2000 TL arasi ( )2001-2500 TL arasi
’ () 2501-3000 TL arasi () 3001- 3500 TL arasl ( )3501 TL ve Uzeri
Ucretli bir isiniz oldu mu ya da yaptiysaniz, bu ne tiir bir isti?
)Ucretli isim yok (tam zamanli 6grencileri igerir)
)Vasifsiz veya yari vasifl isci
2 )Genel olarak egitilmis ofis ¢alisani veya sekreter

JAkademik olarak egitilmis profesyonel veya esdegeri (ancak bir insan yoneticisi degil)
)Bir veya daha fazla alt yoneticinin yoneticisi (yonetici olmayanlar)

(
(
(
( )Mesleki egitim almis zanaatkar, teknisyen, bilisimci, hemsire, sanatgi veya esdegeri
(
(
( )Bir veya daha fazla yoneticinin yoneticisi

Katihminiz icin tegekkiirler...
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ABSTRACT

Purpose- The purpose of this study is to analyze the risk perception of university students by the use of eye-tracking technique and reveal the
relation between risk perception, financial literacy and financial behavior.

Methodology- In order to measure risk perception, financial literacy financial behavior and demographics of participants four different
guestionnaires were offered. To measure risk perception, participants were asked to make a choice between safe money and lottery game. While
the participants were answering the questions, their eye movements were recorded via an eye-tracking device. The data was analyzed by Chi
square test, Fisher’s test, Sign Test and Mann-Whitney U test.

Findings- The risk perception is not subject to change although switch to safe money option has been observed at early stages of games when
the amount of safe money is increasing. There is a difference in gaze time under different scenarios and risk attitudes. No relation has found
between eye movements, financial literacy and behavior.

Conclusion- The amount of safe money has an effect on participants’ choice on the lottery/safe money option; in spade of the finding on
differences in fixation time under different scenarios and risk attitudes, no relation could be documented between eye movements, financial
perception, financial behavior and financial literacy.

Keywords: Risk perception, financial literacy, financial behaviour, eye-tracking, decision making
JEL Codes: D81, D83, C91

RiSK ALGISI VE GOZ-TAKiBi: UNIVERSITE OGRENCILERi UZERINDE BiR ARASTIRMA

OzZET

Amag- Bu ¢alismanin amaci goz-takip teknigi ile Gniversite 6grencilerinin risk algilarini analiz ederek, risk algisi, finansal okur-yazarlik ve finansal
davranis arasindaki iliskiyi ortaya koymaktir.

Yontem — Katilimcilarin risk algisi, finansal okur-yazarlik, finansal davranis ve demografik 6zelliklerinin 6lgmek tzere 4 farkh anket uygulanmistir.
Risk algisini 6lgmek igin katilimcilarin garanti para ile sans oyunu arasinda tercih yapmalari istenmistir. Katimcilar sorulara cevap verirlerken, goz
hareketleri gz takip cihaziyla kayit altina alinmistir. Elde edilen veri Ki kare testi, Fisher’s testi, isaret testi ve Mann-Whitney U testi ile analiz
edilmistir.

Bulgular- Risk algisinin degismemesine ragmen garanti para segenegine oyunun daha erken asamada gegis oldugu tespit edilmistir. Farkh
senaryolar ve risk algilarinda segeneklere bakma surelerinde farkhliklar bulunmustur. Risk algisi, finansal okur-yazarlk ve finansal davranig
arasinda iligki tespit edilememistir.

Sonug- Garanti para miktarinin katimcilarin oyun/garanti para tercihlerini etkiledigi; katilicilarin kimi senaryolar ve risk tutumlari altinda segenege
bakma sureleri degismekle beraber géz hareketleri ile katilimci finansal okur-yazarlik, finansal tutum ve finansal davranis arasinda anlamli bir iligki
olmadigi sonucuna ulagiimistir.

Anahtar Kelimeler: Risk algisi, finansal okur-yazarlik, finansal davranis, géz takibi, karar verme
JEL Kodlari: D81, D83, C91
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1. GiRi$

insanlar ne ister? Ne istedigimize nasil karar veririz? Bu kararlar ne kadar siirede alinir? Bu sorularin hepsinin “zamana bagli, biraz
surer” gibi cevaplari olmaktadir. Norobilim aslinda bu ve benzeri sorularin hi¢ de disinuldigiu gibi uzun sirelerde
cevaplanmadigini, aksine saniyenin ylzde besinde veya daha az slirede beyinde olusan kimyasal reaksiyonlar sonucunda cevabin
verildigini ortaya koymaktadir.

Risk tasiyan durumlarda karar vermek de herhangi bir karar gibi kimyasal reaksiyonlar sonuncunda olmaktadir. Ancak, her bireyin
verdigi karar, karsilasilan olay ayni bile olsa farkh olabilmektedir. Dolayisiyla soru: Temel karar alma mekanizmalari ayni bile olsa
acaba insanlarin risk alma davranislari neden farklilik géstermektedir? Ornegin %50 kazanma olasiliginin oldugu bir oyunda
bireyler oyun oynamayi mi yoksa kendilerine sunulacak garanti parayr mi tercih ederler? Garanti para miktari veya kazanma
olasihigil, sunulan oyundaki parasal buytklik insanlarin kararlarini etkiler mi? Finansal bilgi dliizeyi ve demografik yapi, karar verme
de etkili midir?

Bu ve benzeri sorulara kesin yanitlar vermek ise gerek beynin karmasik isleyisi nedeniyle gerekse de kisisel farkhliklar nedeniyle
miUmkin olamamaktadir. Ancak, hala kara bir kutu olmasina ragmen, teknolojik ilerlemeler, beynin belirli bolgelerinin belirli
davraniglari sergilemek veya kararlar vermek igin milisaniyelerde islemler yaptigini gostermektedir. Beyin tarafindan
gerceklestirilen islemlerin disaridan anlasilmasi ¢gogunlukla imkansiz olmakla beraber, gene teknolojik gelismeler sayesinde, goz
ve goz bebegi hareketlerinin veya gz bebegi odaklanmasinin bireylerin karar verme sireglerini yansittigi disiinilmektedir.

Bu calismanin 2 temel amaci bulunmaktadir. ilk olarak farkli durumlar altinda bireylerin karar verme asamasinda g6z
hareketlerinin takip edilmesi ve parasal buyiklikler degistig§inde goz reaksiyonlarinin farklilasip farkhlasmadiginin tespit
edilmesidir. ikinci olarak ise bireylerin finansal okuryazarlik diizeyleri ve demografik yapilarinin risk algisinda farklilik yaratip
yaratmadigi veya iliskili olup olmadiginin belirlenmesidir.

Cahsmanin ikinci boliminde konuya iliskin literatir incelenecek; liglincl bolimiinde uygulanan metot anlatilacak; dordinci
bolimiinde bulgular sunulacaktir. Son béliimde ise bulgular degerlendirilecektir.

2. iLGILi LITERATUR

Bireyin karar verme sureglerini ve bu sliregleri agiklamaya galisan teorileri ekonomi, psikoloji hatta tip gibi farkh disiplinler altinda
incelemek mimkindur. Bireylerin karar verme siregleri, risk altinda karar verme, karar vermeyi etkileyen bireysel-cevresel-
toplumsal unsurlar ve benzeri arastirma konulari hem psikoloji hem de ekonomi bilimleri altinda incelenmektedir. Son yillarda ise
karar vermenin biyolojik stregleri tip alani altinda incelenmektedir. Bu baglamda konuya iliskin literatir oldukca genistir. Bu
bolim altinda, literatiire girmis olan gesitli eserlerden, bu ¢alismanin amaglarina uygun olarak risk alma davranislarini (riske
duyarlilik) inceleyen galismalara yer verilecektir.

Bu ¢alisma kapsaminda degerlendirilebilecek literatiir incelendiginde bazi arastirmacilarin risk algisinin 6grenilen ve gevresel
sartlardan etkilendigini ifade ettigi, bazi arastirmacilarin ise risk algisinin biyolojik faktorler ile agiklanabilecegine yonelik
galismalar yaptiklari goriilmektedir. Risk konusunda yapilan ¢alismalarda bireylerin davranislarini 6lgmek igin gesitli teknikler
kullaniimaktadir. Bu teknikler arasinda Likert 6lgegini kullanarak bireylerin belirli durumlarda kendilerini nasil 6zdeslestirdikleri,
basit piyangolar kullanilarak ne kadar risk alabilecekleri ve laboratuvar deneyleri sayilabilir. Olgiim tekniklerinin beraber
kullanilarak veya test tekrar test kullanilarak cevaplayicilarin glvenilirligi veya 6l¢ciim aracinin gavenilirligi test edilmektedir.

Riske duyarlihigi (aversion) 6lgmek igin kullanilan yaklagimlari yatirim portfoy( (investment portfolio) , piyango (veya oyun) tercihi
(lottery choice) ve fiyatlama (pricing task) olarak siniflandirmak mimkindur. Yatinm portféyu ve piyango tercihi yaklasimlarinda
katihmcilarin tekli veya ¢oklu yatirim (piyango) alternatifleri arasindan tercihler yapmalari beklenirken, fiyatlama yaklasiminda
teklif edilen bir yatinnm veya piyangoya katilimcilarin ne kadar 6demek isteyecekleri arastiriimaktadir (Holt & Laury, 2014).

Bu galismanin konusu kapsaminda degerlendirilebilecek arastirmalardan Dohmen, vd. (2010) tarafindan Almanya’da yasayan 17
yas ve Ustli 1012 bireyin evinde gorismeler yapilmis; 500 birey indirimli deney, 452 birey ise piyango oyununa katilmislardir.
Deneylerde ve piyango oyununda biligsel becerileri yliksek olan katilimcilarin daha fazla risk alma egiliminde oldugu ve daha fazla
sabir gosterdiklerini bulmuslardir. Diger bir calismada, Dohmen, vd. (2011) 450 katihimci ile anket yontemini kullanarak genel risk
algisi ve araba kullanma, finansal konular, spor ve eglence, saglik ve kariyer alanlarindaki (bes alt bashk) risk algisini 6lgmuslerdir.
Kadinlarin bitin alt baghklarda daha az risk aldiklarini bulmuslardir. Genel olarak bireyler orta noktada yigilirken, gok kiguk bir
kismi hig risk almayanlardan ve en (st diizeyde risk alanlardan olugsmaktadir. Bireylerin demografik 6zelliklerine gére yas, cinsiyet,
boy ve aile gegmisi incelendiginde ise yaslilarin ve kadinlarin daha dusiik risk diizeyini tercih ettikleri gortlmustir. Ailenin egitim
durumunun risk alma tutumunu pozitif etkiledigini ve uzun boylu bireylerin erkeklerde de kadinlarda da daha fazla risk alma
egiliminde oldugunu gostermistir. Calismanin ikinci kisminda %50 kazanma ihtimali olan bir oyun katilimi ve garanti para
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secenekleri katiimcilara sorulmustur. Beklenen degerin altinda garanti parayi tercih edenler riskten kaginan (%78), beklenen
degerde garanti parayi alanlar risk dogal (%13) ve beklenen degerin Ustiinde oyunu tercih edenler ise risk seven (%9) olarak
siniflanmistir. Bu kategorizasyon ile ankette verilen cevaplarla risk algisinin paralel oldugunu tespit etmislerdir.

Benzer bir galismada, Lonnqvist, vd. (2015) Bes Faktorli Kisilik anketi yapilan 945 6grenciden 232’si laboratuvar deneylerine tabi
tutulmus ve grubun risk diizeyleri belirlenmeye ¢alisilmistir. Deneyler esnasinda ilk olarak Berg vd (1995) tarafindan 6nerilen
glvenoyunu oynatilmig, sonrasinda Holt ve Laury (2002) tarafindan énerilen piyango oyunu oynatilmis ve son olarak katihmcilarin
risk tutumlari Dohmen vd (2011) tarafindan onerilen sorular kullanilarak olgtlmistiir. Bir yil sonra toplam 44 katiimci tekrar
deneylere katilmalari igin davet edilmistir. Calismanin sonucunda iki deneydeki risk tutumlarinin korelasyonunun olmadigi, soru
sorarak elde edilen risk tutumu ile bireysel glivenme tutumunun test tekrar test guvenilirliginin yiiksek oldugunu, ancak piyango
oyununda bunun gergeklesmedigini, bes faktorlu kisilik envanteri ile risk sorularindan elde edilen sonuglarin korelasyonunun
oldugunun fakat piyango oyununda bunun olmadigini bulmuslardir. Sonug olarak Berg vd (1995) ile Dohmen vd (2011) 6nerdigi
risk algisi 6lgciim tekniklerinin paralel sonuglar verdigini ancak piyango deneyinde paralel sonuglar elde edilemedigini gdstermistir.
Farkli yaklagimlarin bir arada kullanildigi diger bir galismada, Crosetto ve Filippin (2016) doért farkli deney ve iki farkli anket
kullanarak risk algisini 6lgmeye ¢alismiglardir. Calismaya 350 lisans 6grencisi katiimig ve 12 deney yapilmistir. Her bir 6grenci bir
adet deneye katilmig ve deneyler baglamadan &nce anket sorularini ve demografik degiskenleri cevaplamiglardir. Dort deneydeki
erkek ve kadinlarin risk algilari karsilastirilmis ve farkli sonuglar bulunmustur. iki deneyde erkekler kadinlardan daha fazla risk
alirken, diger iki deneyde erkekler ile kadinlar arasinda fark bulunamamistir. Anket sorularina verilen cevaplarin korelasyon analizi
ile benzer oldugu bulunmustur. Benzer ¢alismalardan, Deck vd (2013) dort deney ve anket iceren ¢alismalarina agirlig lisans
ogrencilerinden olusan 203 kisi katilmistir. Calismada anket sorulari ile deneylerin paralel sonuglar verip vermedigi arastiriimistir.
Deneyler ile anket sonuglarinin paralel sonuglar vermedigini bulmuslardir. Anket cevaplarindan finansal risk konusu ile deneylerin
arasinda yapilan regresyon sonucunda cevaplarin paralellik gosterdigini ancak diger alt basliklarda yeterince agiklayici olmadigini
ifade etmislerdir.

Kimi galismalar ise katilimcilarin biyolojik farkhliklarinin risk alma davranislarindaki etkilerini incelemiglerdir. Bu galismalardan
Dreber vd. (2010) brig turnuvasina katilmis olan oyuncular ile oyun oynarken risk alip almadiklarini incelediginde risk alma
davranisinin kadin ve erkeklerde farkli olmadigini bulmuslardir. Katihmcilarin DNA 6rnekleri toplanmis ve genleri incelenmistir.
Bulgular dopamin geni olan D4 ile risk alma duygusunun pozitif iliskili oldugunu gostermistir. Daha sonra katihmcilarin risk
algilarini anket yontemi ile tespit edilmeye calisilmistir. Ayrica, katihmcilara yatirrm oyunu oynatilmistir. Kadin ve erkeklerin
yatirim ortalama degerleri karsilastirilmis ve kadinlarin daha az miktarda para yatirdiklari bulunmustur. Katilimcilarin Dopamin
geni kromozom sayilari ile regresyon analizi yapilmis ve sonuglar gen sayisinin ekonomik risk alma tzerinde etkili oldugunu
gbstermistir. Hormonlarin risk alma davranisindaki etkisinin incelendigi diger bir ¢alismada Oran ve Akyatan (2012) lniversite
Ogrencisi katilimcilarin 6ncelikle risk alma davraniglar (yatinnm, hisse senedi, kariyer ve maceraperestlik alanlarinda) anket
yontemiyle 6l¢lilmis, devaminda ise sabah ve 6gleden sonra alinan 6rneklerle katilimcilarin hormon seviyeleri analiz edilmistir.
Her ne kadar farklh risk alma alanlari igin farkl sonuglara ulasilsa da, kortizol ve testestoron hormonlarinin erkeklerde risk alma
davranigini daha ¢ok etkiledigi bulunmustur. Ayrica, hormonlar ile risk alma davranisi arasindaki iliskinin 6gleden sonralari daha
glclu oldugu tespit edilmistir. Biyolojik farkhlklarin risk alma davranigi tizerindeki etkilerinin incelendigi diger bir ¢alismada,
Dreber ve Hoffman (2007) isaret parmaginin ve ylzik parmaginin uzunluklarinin orani ile risk alma arasinda iliskiyi
arastirmiglardir. Biyolojik olarak isaret parmagi ile yuiziik parmaginin orani éstrojen ile pozitif, testosteron ile negatif iliskili oldugu
varsayimindan yola ¢ikilan ¢alismada, 146 6grenciye yaklasik 250$ verilerek yatirim yapmalari istenmistir. Yapilan yatirimin basarih
olma ihtimali %50 olarak ifade edilmis ve basarili olmasi durumunda yatirilan miktarin 2,5 kati kazanilacagi diger durumda ise
yatirilan para sifirlanacag bilgisi verilmistir. Kadinlarin yatirm miktarinin erkeklere gére daha az miktarda oldugu ve kadinlarin
erkeklere gére daha az risk aldiklarini bulunmustur; ancak, ylzik parmagi ile isaret parmagi oraninin risk algisi tizerinde anlamh
bir etkisinin olmadigini tespit etmislerdir.

Sarin ve Wieland (2016) yaptiklari ¢alismada kadinlar ile erkeklerin riskten kaginma davraniglarinin belirsizlik altinda nasil
oldugunu ve farklilik olup olmadigini arastirmislardir. Olasiligi belli olan oyunlarda kadinlarin erkeklere gore daha fazla riskten
kagindigini gésteren birgok ¢alismanin oldugu, ayni durumun belirsizlik altinda olup olmadigini arastirmislardir. 106 katihmci ile
cevirimigi gerceklestirilen galismada 101 katiimcinin cevaplarn degerlendirilmistir. Katilimcilara farkli kazanma olasiligi olan
oyunlar (fiyatlama oyunu) sunulmus ve katilimcilarin demografik 6zellikleri sorularak cevaplar toplanmistir. Regresyon analizleri
sonucunda erkeklerin kadinlara gére oyun almak igin 6dedikleri paranin 2,2 kati oldugunu tespit edilmistir. Arastirmacilar Altin
Kire ve Amerikan Ulusal Futbol Ligi'ni kimin kazanacagi ile ilgili katihmcilarin bireysel olasiliklarinin devreye girdigi ikinci bir
¢alisma yapmiglardir. 185 kisinin katildigi ikinci ¢alismada belirsizlik ortami bulunmaktadir ve katilimcilar kimin kazanacagini kendi
tecriibelerine gore belirlemektedirler. Yapilan testlerde belirsizlik olan durumlarda bireylerin belirledikleri olasiliklar Gzerinden
kadinlar ve erkekler arasinda riskten kaginmada fark olmadigi tespit edilmistir. Cocuklar ve gengler Gizerine ylrutilen galismada
Sutter vd (2013) yaslari 10 ile 18 arasinda degisen 661 ¢ocuk ve geng ile deney yaparak risk algilarini 6lgmuslerdir. Bulgular,
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demografik degiskenler ile yapilan regresyon analizinde kizlarin erkeklerden daha fazla riskten kagindigini ve yasin etkili olmadigini
bulmuslardir. Belirsizlik durumunda ise cinsiyet ve yas degiskenlerinin farklilik yaratmadigini tespit etmislerdir. ileri tarihli
odemelerde miktar arttikga ileri tarihli 6demelerin segcildigi bulunmus; bu da gocuklarin sabirli oldugu ve riskten kaginanlarda
sabirli olma davranisinin daha fazla oldugunu tespit etmislerdir. Risk ve belirsizlik kavramlari cergevesinde yapilan uluslararasi bir
calismada Vieider vd., (2015) 30 tilkede 2939 bireyin katilimi ile farkl boyutlarti ile risk ve belirsizlik iligkisini 6lglilmeye galisiimistir.
44 farkh piyango oyunu oynattirilmistir, bu oyunlar kazanma veya kaybetme mantiginin disinda bireyin farkh alanlarda (spor,
saglik veya sosyal alanlar gibi) kendini degerlendirme sorularini da icermektedir. ilk olarak oyunlar ile bireylerin risk ve belirsizlik
altinda karar vermeleri istenmistir. Sonraki sekiz oyunda belirsizlik altinda oyun ya da garanti paray tercih etmesi istenmistir.
Sonraki 13 oyun ise belirli bir olasilik altinda kaybetmeme mantigi tizerine kurulmustur. Kalan son dokuz oyun ise belirsizlik altinda
ayni sekilde oynatilmistir. Anket kullanilarak bireylerin kendilerini degerlendirmeleri istenmis ayrica demografik bilgileri
toplanmistir. Ulkelerin makroekonomik gostergeleri ile risk ve belirsizlik altinda karar verme mekanizmalari anlasilmaya
calisilmistir. Bulgular ingiltere hari¢ (arastirmaci drneklemeden kaynaklanabilecegini diisiinmekte) bati lkelerinin riskten
kagindigini Etiyopya, Peru ve Nikaragura gibi ulkelerin ise riski sevdiklerini ifade etmektedir. Olasiligin az oldugu yerlerde daha
riskli davranis gosterilirken, olasilik arttikga riskten kaginmanin arttigini gézlemlemislerdir. Anket sorularindan elde edilen finansal
risk degerlendirmesi ile oyunlarin sonucunda verilen kararlarin pozitif iligkili oldugunu tespit etmislerdir. Kisi basina milli gelir ile
risk algisi arasinda gugla bir iliski tespit edilmistir. Kisi basi geliri duslik olan Ulkelerde belirsizligin daha belirleyici oldugunu
bulmuslardir. Batih tlkelerin riskten kagindigina dair bulgu Harrison vd. (2007) tarafindan da Danimarka 6rneginde teyit edilmistir.
Bu ¢alismada Holt and Laury (2002) tarafindan 6nerilen deneyi kullanarak Danimarka’llarin risk algisini 6lgmuslerdir. Calismada
Danimarka halkini temsil edebilecek 19 ile 75 yas arasindaki 253 kisi rastgele secilmistir. ilk olarak calismaya katilanlarin
demografik 6zelliklerini, ikinci asamada dort adet risk kaginma goérevini, liglincl asamada alti adet indirimli gorevi ve son asamada
ise finansal piyasalar ile ilgili bilgileri, gelecekteki ekonomik durumlarini belirtecekleri anket ¢alismasi yapilmistir. Calismanin
sonucunda ortalama bir Danimarkal’nin riskten kaginma davranisi sergiledigini bulmuglardir. 40-50 yas grubundaki
Danimarkali’larin diger yas gruplarindakilere gore daha fazla riski sevdiklerini bulmuslardir. Egitim durumu ile risk algisi arasinda
pozitif iliski oldugunu ancak risk algisinin cinsiyete gére degismedigini tespit etmislerdir.

Bireylerin karar verme asamasin vicutlarinda gesitli kimyasal ve fiziksel reaksiyonlar gerceklestigi, fiziksel reaksiyonlarin blyik
bir kisminin ise goz hareketleri seklinde ortaya ¢iktig1 gozlemlenebilmektedir. Goz hareketleri ile karar verme arasindaki iliski
birgok ¢alismanin konusu olmustur. Davranigsal nérobilimin (behavioral neuroscience) karar slrecinde beynin alternatiflere
degerler atadigini ve bu degerler Gzerinden karar verdigi hususunda birlestigini ifade eden Krajbich, vd. (2010), g6z odaklanmasi
ile karar verme arasinda iliski oldugu ve gorsel odaklanma ile deger tabanl karar verme arasinda neden sonug iliskisi olabilecegi
yoéninde bulgulara ulasmiglardir. Franco-Watkins ve Johnson (2011) goérsel dikkat ve gz hareketlerinin ortustigiinin kabull
halinde dikkatteki degisimin goz hareketlerinin degisimi ile tespit edilebilecegini ileri siirmislerdir. Literatiirde bu konuya iliskin
oldukea fazla galisma bulunmakta olup, bu kisimda arastirma alanimiz igine giren ¢alismalara yer verilecektir; ancak alandaki
galismalarin gelisimi Orquin ve Mueller Loose, (2013) tarafindan hazirlanan derleme niteligindeki ¢alismadan takip edilebilir.

Riskli durumlarda karar verme siireglerinin goz hareketleri incelenerek arastirildigi ¢alismalardan, Glockner ve Herbold (2011) 18
Bonn Universite dgrencisiyle yirittiikleri calismada 6grencilerden farkl olasiliklarda kazanma (kaybetme) sansi veren tercihler
yapmalarini talep etmislerdir. Ogrencilerin karar verme siireclerindeki gbz hareketleri kayit altina alinmistir. Bulgular miktarlar ve
olasiliklarin yakin oldugu oyunlarda karar verme sirelerinin uzun oldugu, katilimcilarin her bir bilgi alanina ortalama 4 kere
odaklandiklari, odaklanma siirelerinin kisa oldugu, bilgi alanlarina odaklanma siirelerinin farkli oldugunu gostermistir. Cogunlugu
Ogrenci olan 24 kisi lizerinde yurittilen diger bir calismada Fiedler ve Glockner (2012) katilimcilara farkh sekilde yapilandiriimis
50’ser soru (oyun) sormuslardir. Bulgular beklenen degerin farkinin yiikseldigi durumlarda, katilimcilarin oyun oynama egiliminin
yukseldigini; oyunlar arasi beklenen deger farkinin azaldigi durumlarda katilimcilarin karar verme siirelerinin uzadigi ve goz
odaklanma sayilarinin arttigi, katilimcilarin éncelikle olasiliklara odaklandiklarini géstermistir. Benzer bir ¢alismada, Stewart, vd.
(2016) 48 universite katilimcisinin dahil oldugu ¢alismada g6z hareketleri ile karar verme arasindaki iliskiyi incelemislerdir.
Katilimcilarin géz hareketleri kayit altina alinirken, gesitli olasiliklarda kazanma (kaybetme) sansi taniyan oyunlar arasinda tercih
yapmalari istenmistir. Calismanin bulgulari katilimcilarin olasiliklar ve miktara ayni diizeyde odaklandiklarini, ancak segim yapma
asamasinda odaklanmanin daha fazla oldugunu ve en ¢ok odaklandiklari segenegi tercih ettiklerini gdstermistir.

Gorsel dikkatin birey kararlarinda ve duygusal tecriibenin sekillendirilmesinde etkili oldugu varsayimindan hareketle Bault, vd.
(2016), 20 yetiskin katimciyla pismanlik ve piyango oyunu kararlari arasindaki iliskiyi gbz-takip cihazi kullanarak tespit etmeye
¢ahsmiglardir. Katihmcilara ayni anda sunulan 2 farkli piyango segeneginden tercih yapmalari talep edilen ¢alismada oyunun
tamamlanmasini takiben katilimcilara 15 Euro 6deme yapilmistir. Calismanin bulgulari g6z odaklanmasinin (fixation) tercih edilen
oyuna dogru kaydigi (bais oldugu), katilimcilarin oyun olasiliklari ve para miktarlarina odaklandiklari, 6zellikle de olumsuz sonuglar
aldiklarinda tercih edilmeyen oyunun getirisine odaklandiklari bulunmustur.
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3. VERIi VE YONTEM

Katilimcilardan Windows 10 isletim sisteminde iMotions(c) programi kullanilarak hazirlanan ve 1280x1024 ¢6ztindrlikte bir ekran
Uzerinde kendilerine yoneltilen sorulari cevaplandirmalari istenmistir. Katilimcilarin bilgisayar ekranindan 60 cm uzaga oturmalari
saglanmis ve her katilimcinin anket sorularini cevaplamaya baslamasi 6ncesinde dokuz noktali kalibrasyon yontemi kullanilarak
g6z takip cihazinin ayarlamasi yapilmistir. Ayarlama islemi bittikten sonra katiimcilar anket sorularini cevaplamaya baslamislardir.
Katilimcilarin sorulari cevaplama siiresince géz bebegi hareketleri EyeTribe isimli arag (g6z takip cihazi) ile kaydedilmistir.

Katihmcilara yoneltilen anket dort farkh boliimden olusmaktadir. Birinci bolimde yoneltilen sorularin amaci katihmcilarin “Risk
Algisi”ni 6lgmektir. Risk algisi 6lglim{ igin U senaryo olusturulmustur. Senaryolarin hepsinde katilimcilarin bir miktar garanti para
ile %50 ihtimalle garanti paranin daha tizerinde bir miktar para kazanma sansi (sans oyunu) arasinda tercih yapmalari istenmistir.
Katihmcinin sans oyunu oynamayi tercih etmesi ve oyunu kaybetmesi durumunda ise herhangi bir garanti para 6demesi
olmayacaktir. S6z konusu Ug senaryoda temel isleyis ayni olmakla beraber, katilimcilara teklif edilen garanti para ve sans oyunu
sonrasi kazanma olasiligi olan para miktarlari degismektedir. Birinci senaryoda katilimcilara %50 ihtimalle 300 TL kazanma sansi
veren bir oyun (kazanmalari durumunda 300 TL, kaybetmeleri durumunda ise 0 TL) ile sirasiyla 8 farkh garanti para arasinda tercih
yapmalari istenmistir. Ornegin, birinci senaryonun ilk asamasinda katilimciya hic garanti para teklif edilmemis (garanti para OTL)
ve %50 ihtimalle 300 TL kazanma sansi veren oyunu oynama hususundaki karari sorulmustur. ikinci asamada ise katilimciya 30 TL
garanti para veya %50 ihtimalle 300 TL kazanma sansi veren oyunu oynama hususundaki karari sorulmustur. Dolayisliyla, ilk veya
ikinci asamada katilimci sans oyunu oynamayi tercih edebilir (kazanirsa 300 TL alir, kaybederse 0 TL alacaktir) veya hi¢ oyun
oynamadan 30 TL'yi (ikinci asamada) tercih edebilir. ikinci senaryoda yukarida anilan parasal degerler 10 ile, {i¢iincii senaryoda
ise 100 ile ¢arpilarak katilimcilarin, yine, garanti para ile %50 ihtimal ile garanti paranin daha tzerinde bir miktar para kazanma
sansi arasindaki tercihleri sorulmustur. Olusturulan senaryolar kapsaminda katilimcilara 6nerilen garanti para ve sans oyunu
sonrasl kazanabilecekleri para miktarlari Tablo 1’de gosterilmektedir.

Tablo 1: Garanti Para ve $Sans Oyunu Beklenen Getiri

Asama Teklif Edilen Garanti %50 ihtimalle Kazanilabilecek Sans Oyununun Tercih Edilmesi
Para Miktari (TL) Para Miktari (TL) Durumunda Beklenen Getiri (TL)
0
30
60
100
130
150
170
200
0
300
600
1.000
1.300
1.500
1.700
2.000
0
3.000
6.000
10.000
13.000
15.000
17.000
20.000

Senaryo 1 300 150

Senaryo 2 3.000 1.500

Senaryo 3 30.000 15.000

O INON[DRIWINIRP|IONOUPRAWINIRIOINOUO|DIWIN|EP

Tablo 1'de gosterildigi Gizere her bir senaryoda katilimcilara 8 farkli tutarda garanti para (her bir senaryo 8 asama) teklif edilmistir.
Boylelikle, farkh miktarlardaki garanti para teklifleri karsisinda verdikleri kararlar dogrultusunda katihmcilarin risk alma
davraniglari analiz edilmeye galisiimistir. Farkli senaryolarda garanti para ve sans oyunu sonucu kazanilabilecek para miktarlarinin
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degistirilmesi de katilimcilarin kararlarinin teklif edilen para miktari ile degisip degismedigini ortaya koyacaktir. Katilimcilar
verdikleri kararlar dogrultusunda 3 grup altinda siniflandiriimistir. Bir katihmcinin bir senaryo altinda 0. ila 5. asama arasinda sans
oyunu oynamak yerine garanti parayi tercih etmesi, ilgili katihmcinin risk almayi sevmeyen bir risk algisina sahip oldugu seklinde
yorumlanmistir. Clinkli 0’dan 5. asamaya kadar olan asamalarda (5. asama dahil) teklif edilen garanti para miktari, sans oyununun
beklenen getirisinden dlslktir. Diger taraftan, 7. ve 8. asamalara kadar sans oyununu oynamayi tercih eden katilimcilar ise risk
seven olarak siniflandiriimiglardir. Bunun sebebi ise 6. asamadan sonra sans oyununun beklenen getirisinin teklif edilen garanti
para miktarinin altinda olmasidir. 6. asamada teklif edilen garanti para miktari ile sans oyunun beklenen getirisi esittir, dolaysiyla
6. asamada sans oyunu oynamayi tercih etmeyen katihmcilar risk dogal olarak siniflandiriimistir. Tablo 2’de katilimcilarin risk
algisinin siniflandirilma kriterini 6zetlemektedir.

Tablo 2: Risk Algisi Siniflamasi

Sans Oyunu Oynamama Karari Verilme Katilimci Siniflamasi
Asamasinda
Beklenen Getiri > Garanti Para Risk Sevmeyen
Eger Beklenen Getiri = Garanti Para Risk Dogal
Beklenen Getiri < Garanti Para Risk Seven

Bu bolimiin basinda da deginildigi gibi katiimcilara 4 kisimdan olusan bir anket yoneltilmistir. Anketin birinci bolimu yukarida
anlatildigi Gzere katilimcinin risk algisini tespit etmeye yoneliktir. Anketin ikinci bolimi ise katihmcilarin, finansal okur-yazarlik
seviyelerinin tespit edilmesi igin OECD INFE (2011) tarafindan onerilen, 7 sorudan olusan enflasyon, basit ve bilesik faiz gibi
sorulardan olusmaktadir. Katilimcilarin bu bélimde verdikleri her dogru cevap “1”, her yanlis cevap ise “0” olacak sekilde
puanlanmis ve puanlar toplanarak katilimcilarin finansal okur-yazarlik puanlari hesaplanmistir.

Anketin Uglinct boliminde Atkinson ve Messy (2012) tarafindan 6nerilen 8 sorudan olusan besli Likert 6lgegi kullanilarak
katilimcilarin finansal davranis ve finansal tutum puanlari hesaplanmistir. Katilimcilarin anket sorularina verdikleri cevaplardan
“hig katilmiyorum” cevabi “1”, “cok katilyorum” cevabi ise “5” olacak sekilde kodlanmis ve ortamalasi alinarak finansal tutum ve
davranis puani hesaplanmistir.

Ankette yer alan dordiincii ve ayni zamanda son bélimde ise katihmcilarin demografik degiskenler cinsiyet, yas, sinif ve aylik gelir
bilgileri toplanmistir.

4. BULGULAR

Cahsmaya 41 oOgrenci katilmig, bunlar arasindan 39 6grencinin verileri gegerli oldugundan analizler 39 6grenci Uzerinden
yapilmistir. Calismaya katilan 6grencilerin 21’i (%54) kadin 18'i (%46) erkektir. Calismaya katilan 6grenciler; 28 tanesi 2 ile 4 sinif
Ogrencilerinden, 9 tanesi yiksek lisans 6grencilerinden ve 2 tanesi doktora egitimi yapan 6grencilerden olugmaktadir. Calismaya
katilan 6grencilerin yas araligi 19 ile 38 arasinda degismektedir. Ogrencilerin gelir durumlari %10,3 (4 kisi) 500 TL den az geliri
olan, %28,3 (11 kisi) 501 ile 1.000 TL arasinda, %46,2 (18 kisi) 1.001 ile 3.000 TL arasinda ve %15,4 (6 kisi) 3.000 TL den fazla olarak
degismektedir.

Senaryolara gore 6grencilerin risk algisinin frekans dagihmi Tablo3 ‘de verilmistir. Tablodan da anlasilacagi gibi senaryolardaki
garanti para miktari arttik¢a katilimcilarin risk almama egilimi artmaktadir. Birinci senaryoda katilimcilarin sadece %28,2 risk
almamayi tercih ederken, ikinci senaryo da bu oran %56,4’e ¢ikmis, Gglincli senaryoda ise bu oran %61,5 olmustur.

Tablo 3: Ogrencilerin Senaryolara Gore Risk Algisi

Senaryo 1 Senaryo 2 Senaryo 3
Risk Almayan 11 %28,2 22  %56,4 24  %61,5
Risk Dogal 15  %38,5 10 %25,6 12 %30,8
Risk Seven 13 %233 7 %17,9 3 %7,7
TOPLAM 39 %90 39 %99 39 %100

Katilimcilarin cinsiyet ve senaryolar igin risk algilari capraz tablolar kullanilarak incelenmis ve Tablo 3’deki sonuglar elde edilmistir.
Senaryo 1 ve senaryo 2 kapsaminda risk almayan veya risk seven kadinlarin sayisi, erkeklerin sayisindan fazladir. Ayni iki senaryoda
risk dogal olarak tanimlanan erkeklerin sayisi ise kadinlarin sayisindan fazladir. Senaryo 3 de ise bu durum tersine donmekte, risk
almayan veya risk seven erkeklerin sayisi, kadinlarin sayisindan, risk dogal kadin sayisi ise erkek sayisindan fazladir.
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Tablo 4: Ogrencilerin Senaryolara ve Cinsiyetlerine Gére Risk Algisi

Senaryo 1 Senaryo 2 Senaryo 3
Kadin Erkek Kadin Erkek Kadin Erkek
Risk Almayan 6 (%54,6) 5 (%45,5) 13 (%59,1) 9 (%40,9) 11 (%45,8) 13 (%54,2)
Risk Dogal 7 (%46,7) 8 (%53,3) 3 (%30) 7 (%70) 9 (%75) 3 (%25)

Risk Seven 8(%61,5) 5 (%38,5) 5(%71,4)  2(%28,6)  1(%33,3)  2(%66,7)

Senaryolar arasinda 6dul farkhiliginin, katihmcilarin risk algisini degistirip degistirmedigini anlamak igin Ki kare bagimsizlik testi
yapilmistir. Ki kare bagimsizlik sinamasinda beklenen degerlerin 5’den kiiglik olmasi durumunda Fisher’s Testi sonuglarina
bakilmasi istatistiksel olarak dogru olacagindan, Fisher’s Testi, test istatistigi olarak kullaniimistir. Tablo 5’de senaryolarin Ki kare
bagimsizligi test istatistikleri ve p degerleri verilmistir. Katiimcilarin risk algisinin senaryolardan bagimsiz oldugu hipotezi
reddedilememistir. Dolayisiyla, katilimcilarin risk algisi, senaryolardan etkilenmemekte ve sans oyunundaki 6dil miktari
degisirken katihmcilarin risk algisi degismemektedir.

Tablo 5: Senaryolarin Bagimsizlik Testi Sonuglar
Fisher’s test istatistigi p-degeri

Senaryo 1 -Senaryo 2 7,349 0,111
Senaryo 1 -Senaryo 3 2,085 0,844
Senaryo 2 -Senaryo 3 4,825 0,278

Katihmcilarin sans oyunu ile garanti para arasinda tercihlerindeki degisikliklerin parasal o6dil miktarindan etkilenip
etkilenmediginin tespiti icin bagimli érneklerde parametrik olmayan isaret (Sign Test) testi yapilmistir. Katiimcilarin her bir
oyunda tercihlerinin medyan degerleri karsilagstirmasi yapilmis ve test istatistikleri ile p degerleri Tablo 6’da verilmistir.

Tablo 6: Senaryolara Gére Yapilan Tercihlerin Karsilastiriimasi

isaret Testi Z degeri  p-degeri

Senaryo 2 Oyun — Senaryo 1 Oyun -2,514 0,012
Senaryo 3 Oyun — Senaryo 2 Oyun -3,482 0,000
Senaryo 3 Oyun — Senaryo 1 Oyun -2,739 0,006
Senaryo 2 Garanti Para — Senaryo 1 Garanti Para -2,157 0,031
Senaryo 3 Garanti Para — Senaryo 2 Garanti Para -2,835 0,005
Senaryo 3 Garanti Para — Senaryo 1 Garanti Para -2,547 0,014

Katihmcilarin her bir oyunda 8 agsamada garanti para ya da oyun arasinda tercih yapmasi istenmisti. Katiimcilara ii¢ senaryoda
garanti para miktari arttirilarak teklifte bulunulmus ve oyun ile garanti para arasinda se¢im yapmalari istenmistir. Her bir katilimci
icin oyunda yaptig garanti paraya ge¢me siralari arasinda fark olup olmadigi isaret sira testi ile karsilagtiriimistir.

Tablo 6’daki bulgular katilimcilarin garanti para miktarinin artmasi durumunda sans oyunu oynamaktan daha erken
vazgegtiklerini, diger bir ifade ile garanti parayi almaya daha erken karar verdiklerini istatistiksel olarak gostermektedir. Tablo 5
ve Tablo 6’daki sonuglar karsilastirildiginda katilimcilarin risk algisinin senaryoya gore farklilasmadigi ancak sans oyunu ile garanti
para arasinda yapacaklari tercihlerde daha erken bir asamada garanti parayi tercih ettiklerini gostermektedir.

Katilimcilarin risk kategorileri ile ekrandaki seceneklere bakma sireleri, finansal okuryazarliklari, finansal tutumlari ve finansal
davraniglari Mann-Whitney U Testi ile karsilastinlmistir. Asagida, sadece anlamli farkhlik olanlar gruplarin test istatsitkleri ve p
degerleri verilmistir.

Senaryo 1 igin Risk Almayan ve Risk Dogal bireylerin Senaryo 1 igin oyunu sonlandirdiklari segenege bakma sirelerinin Risk
Almayan bireylerde daha fazla oldugu bulunmustur. Senaryo 1 icin Risk Seven ve Risk Dogal bireylerin Senaryo 1 igin oyunu
sonlandirdiklari segenege bakma siirelerinin Risk Seven bireylerde daha fazla oldugu bulunmustur. Senaryo 2 icin Risk Almayan
ve Risk Seven bireylerin Senaryo 2 igin garanti para segenegine bakma sirelerinin Risk Almayan bireylerde daha fazla oldugu
bulunmustur.
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Tablo 7: Bakma Siireleri

Kategori N Sira Ortalamasi  Mann-Whitney U z p-degeri

Senaryo 1 Oyun Sonlandirma Risk Almayan 10 14,80 700 3957 0.000
Seceneginde Goziin Bekleme Siiresi  Risk Dogal 10 6,20 ’ ’ ’
Senaryo 1 Oyun Sonlandirma Risk Dogal 10 6,80 13,000 5403 0016
Segeneginde Goziin Bekleme Siiresi  Risk Seven 8 12,88 ! ! !
Senaryo 2 Garanti Para Risk Almayan 18 11,44

. - . 1,00 -2,145 0,021
seceneginde Goziin Bekleme Siiresi  Rick Seven 2 2,00

Kadin ve erkek katilimcilarin finansal tutum, finansal davranis ve finansal okuryazarlik puanlari Mann-Whitney U Testi ile
karsilastinlmistir. Erkeklerin kadinlara gore finansal okuryazarliklarinin daha fazla oldugu tespit edilmis. Finansal tutum ve finansal
davraniglarda bir farklihk olmadigi tespit edilmistir. Benzer karsilastirma senaryolar bazinda her bir kategorideki bireylerin finansal
tutum, finansal davranis ve finansal okuryazarlik puanlari iginde yapilmis ancak farklilik olmadigi tespit edilmistir.

Tablo 8: Finansal Okur-Yazarlk

Kategori N Sira Ortalamasi  Mann-Whitney U Z p-degeri
. Kadin 21 15,69
Finansal Okuryazarlik puani Erkek 18 2503 98,50 -2,658 0,010

5. SONUC

Herhangi bir konuda karar verirken, konuya iliskin bilgilerin nasil islendigi, karar asamasinda gesitli hesaplamalarin yapilip
yapilmadigl, risk ve belirsizlik durumlarinda karar siirecinin nasil sekillendigi, karar verme sirecglerindeki demografik, fiziksel ve
biyolojik faktorlerin neler oldugu ve yanit bekleyen daha bir¢ok soru uzun yillardir arastirmacilari mesgul etmektedir. Teknolojik
gelismeler, hala bir kara kutu olan karar verme siireglerinin anlasiimasinda ise az da olsa arastirmacilara isik tutar niteliktedir.

Bu galismada bir grup lniversite 6grencisinin risk altinda karar verme davranislari goz takip cihazi ve anket yontemi kullanilarak
incelenmistir. Bulgular kadinlarin erkeklere nazaran daha az risk almay: tercih ettiklerini, farkli senaryolar altinda katilimcilarin
risk algilarinin degismedigi ancak garanti para miktari arttikca oyunun erken asamalarinda garanti para tercihi yaptiklarini
gostermistir. Goz takip cihazi ile yapilan incelemelerde katilimcilarin risk kategorileri ile ekrandaki segeneklere bakma stireleri,
finansal okuryazarliklari, finansal tutumlari ve finansal davraniglari karsilastiriimigtir. Bulgular farkli risk algisina sahip katimcilarin
tercih ettikleri oyuna bakma ve garanti para secenegine bakma sirelerinin farkli oldugunu goéstermistir. Senaryolar bazinda her
bir kategorideki bireylerin finansal tutum, finansal davranis ve finansal okuryazarlik puanlari ikili karsilastirmaya tabi tutulmus ve
farkhhk olmadigi tespit edilmistir.
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ABSTRACT

Purpose- The focus of this paper was on role of strategic flexibility in the actualization of organizational resilience of women entrepreneurs’ in
Africa during the COVID-19 pandemic.

Methodology- In this study, the content bothered primarily on the experiences of women entrepreneurs within Africa — their constraints,
challenges and set-backs as well as their opportunities and resilience in this COVID-19 crisis period. Scenarios were drawn from three key nations
in Africa — (a) South-Africa, (b) Sudan, and (c) Nigeria. These three offered detailed evidence of the contextual factors and values that shape
women entrepreneurs’ actions and tendencies within their various societies and communities.

Findings- Supportive evidence also showed that the strengthening of networks, relationships with stakeholders and the emphasis on information
technology advanced the organizations options and provided women entrepreneurs with various advantages in terms of information access,
funding, support (social and financial) and knowledge sharing.

Conclusion- On the basis of this observation, it was affirmed that strategic flexibility is essential for the actualization of organizational resilience.
Its change driven value for learning and relationships are imperative for the survival and success of women entrepreneurs in Africa.

Keywords: Strategic flexibility, women entrepreneurs, organizational resilience, Africa, COVID-19
JEL Codes: L26, E32, E02

1. INTRODUCTION

The recent COVID 19 pandemic, has not only revealed the unpredictable nature of the business environment, but has also
demonstrated that change is indeed inevitable. This noted inevitability of change; particularly that which impacts on the economic
activities of societies; is such that places a premium on organizational resilience. To survive and remain competitive, organizations
are expected to be able to cope during turbulent times and to be consistent in their service offerings (Dartey-Baah, 2015;
Linnenluecke.2015). This requires the structuring of organizational features that effectively support innovation, development and
adaptability; all of which are hinged on the organization’s capacity for strategic flexibility during change events (Asikhia, 2020).
Studies suggest that the key to sustained operations and business continuity during periods of turmoil lies in the development of
options advanced prior to such periods; as well as the organizations ability to identify and latch on to existing as well as emerging
opportunities during such periods of turmoil (Shokouhi & Ghafari, 2015; Wei, Yi & Guo, 2014; Asikhia, 2020). This observed
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imperative of strategic flexibility is more so important for women entrepreneurs in Africa, given its implications for the resilience
and continuity of their business ventures.

The concept of entrepreneurship builds on venture creation through creativity and innovation (Nieman & Nieuwenhuizen, 2014;
Balhara & Singh, 2015). Most importantly, the entrepreneur is considered as one who is able to capture market opportunities
based on the newness or uniqueness of their ideas and their capacity to sell such ideas. Within Africa, there has been a noted
spike in entrepreneurship activities which according to studies (Nieman & Nieuwenhuizen, 2014; Manerkar, 2015; Matsoso & Iwu,
2015) is driven by the reported challenges of employment, poverty and emerging markets due to the increase in population and
changing demography. While the challenges of entrepreneurship in Africa are commonly experienced by all groups and category
of persons involved in such related activities, Nxopo and Iwu (2015) argued that women entrepreneurs are most susceptible and
vulnerable during times of change. According to Nxopo and Iwu (2015), context-based militating obstacles with regards to culture,
norms, inequality and poor access to education are some of the factors which negatively influence the outcomes of women
entrepreneurial actions. Nxopo and lwu (2015) and Deborah, Wilhelmina, Oyelana and lbrahim (2015) also observed that while in
the Western world women entrepreneurs are more confident and engage in ventures such as hotel management, health, ICT and
tourism services, the scenario in Africa is different as existing societal frameworks often emphasized on supportive family roles —
thus most women are engaged in subsistence forms of entrepreneurship such as chicken farming, crafts, sewing and soap-making.

Subsequently, Malhan (2015) opined, that despite the observed context-based challenges of women entrepreneurs in Africa,
reports account for a good number of growth in recent years in women entrepreneurship in sectors ranging from the oil and gas,
to the cosmetic industry. Yet still a lot is required in building and strengthening women’s resolve and confidence in
entrepreneurship. This is true, especially given the COVID 19 pandemic experience and its negative impact on businesses.
Linnenluecke (2015) argued that one of underlying features of successful entrepreneurship is its resilience; which not only ensures
the survival of the business but also enhances the confidence of the entrepreneur. Burnard and Bhamra (2015) noted that
resilience in business is hinged primarily on the knowledgeability of the context and the development of functional robustness.
These according to Burnard and Bhamra (2015) are imperative for effectively aligning and matching product or service offerings
with the shifts or dynamics of the context of the entrepreneur. Change as earlier noted is inevitable, but as studies Hock and Clau
(2016) have revealed, the strategic flexibility of businesses such as reflected in the development of strategic choices and
alternatives, resource control and application and business network development, are such that provide the entrepreneur with a
pool of opportunities, options and avenues for new markets, increased servicing options as well as adaptive mechanisms which
in turn enhance the resilience of businesses.

Studies (Liliane & Peter, 2015; Balhara & Singh, 2015) suggest that women entrepreneurs are key to growing the productivity and
unlocking the potentials of most African economies and it is for this reason that a review of recent literatures reporting on resilient
strategies adopted by these gender category of entrepreneurs during the pandemic (COVID-19) was conducted to understand
both the impact and the key successful business approaches adopted by these women for the survival of their businesses. By
studying these effective resilience business models, this study will address the current gap in knowledge in this area, thus
advancing scholarly knowledge on the role of women entrepreneurs in buffering the negative effects of unexpected events such
as COVID -19. It would also become useful for failing entrepreneurs in adopting more effective strategic approaches to resisting
adverse crisis events and securing the future of their businesses.

The rest of this article will follow this sequence. Firstly, a review of literature on Female entrepreneurs in Africa will be made, then
the concept of strategic flexibility and the concept of organizational resilience will be explored. Next, a detailed review of women
entrepreneurs in Africa and their response to Covid-19 pandemic will follow, case studies of the scenario in South-Africa, the
scenario in Sudan, and the scenario in Nigeria comes next, we draw upon some conclusions and lastly make recommendations for
strategies going forward.

2. WOMEN ENTREPRENEURS IN AFRICA

The concept of entrepreneurship is quite wide but primarily denotes the calculated effort in establishing new ventures through
the creation of value aimed at generating profit (Nieman & Nieuwenhuizen, 2014). All entrepreneurial activities are purposeful.
Ideally, entrepreneurial actions are often based on market or social gaps, with the aim of advancing solutions to such gaps in a
manner that yields benefit through its capacity to addresses particular market problems or satisfaction gaps (Gallindoa & Mendez,
2014). This way, one could describe entrepreneurship as anchored on the opportunities inherent within the context of the
entrepreneur — hence, the context defines what is tenable, acceptable and appropriate. Within African societies and peoples, one
finds that factors such as tradition, culture and religion play significant roles in the moulding of relationships, and social realities.
This according to Nwagbara (2012) is premised on the high level of superstition and historical values that bind and define the
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various ethnic groups within African societies. One of such is the paternalistic value and consideration of men over women. Apart
from the limitations in terms of choice constraints and subservience this has placed on the African woman, there is also the issue
of inequality in terms of access to education and other opportunities (Nxopo & lwu, 2015; Malhan & Ishita, 2015)). These factors
have for centuries shaped the life world of women in Africa to a considerable extent, impact on their entrepreneurial tendencies
and behaviour.

Entrepreneurial actions have over the years served as a basis for poverty alleviation, employment and also as a means for
improving one’s social status (especially given the title of CEOQ, Director etc) (Baumol, 2014; Galindoa & Mendez, 2014). While the
motivation for entrepreneurship varies, Matsoso and lwu (2016) observed that for African women within the context of Africa, it
is more of a survival action rather than some self-actualization process. An understanding of the entrepreneurial behaviour of
African women as earlier noted is hinged on knowledge about their context. So also their choices of entrepreneurial ventures are
defined on the basis of their predefined roles within the context of their families, culture groups and society as a whole. Yet still,
studies have identified the emergence of global markets as necessitating cultural dilutions which so far have advanced both
positive and negative outcomes for most African nations (Gupta, 2020; Desppande, Kibe & Kaaria, 2020). One of such positive
outcome is women’s increased awareness, support and recognition as viable and productive resources of their nations (Liliane &
Peter, 2015). This growing recognition and advocacy for women has spurred on changes in their welfare and development and so
far, has also contributed immensely to their confidence and increased tendency for entrepreneurial behaviour, not only as a
means for supporting their families, but as a way of establishing their identities and enhancing their status as significant actors
within their societies.

Figure 1: Top Ranking African Countries with Percentage Population of Women in Entrepreneurship
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The distribution (figure 1) for the African countries with the highest number of women entrepreneurs reveals Uganda as having
the highest number of female owned businesses. Interestingly, this also applies on a global scale which ranked these five African
countries as having the highest percentage of women entrepreneurs as at 2019 (Mastercard, 2019). The distribution also
demonstrates a growing recognition and tolerance for women in business and as viable human resources in the growth of
economies. However, despite these positive ratings, in most other African countries, policies and regulatory frameworks yet
hinder women’s entrepreneurial growth potentials (AFAWA, 2000). Entrepreneurship researchers have identified various
environmental factors, which some have tagged external factors. Principal among the factors identified are influences of firms,
influences of markets (Thorntorn, 1999); public policies (Dobbin & Dowd, 1997); regulations and policies (Baumol, 1990) and
physical infrastructure (Agboli & Ukaegbu, 2006). Female entrepreneurs in Nigeria face environment challenges such as: lack of
micro finance factors, marginalization, self-confidence, poor access to micro credit revolving schemes, poor investment
opportunities in developing women micro small and medium scale business and rigid and male dominated market conditions
(Hammawa and Hashim, 2016).
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Hammawa and Hashim (2016) also suggest that though women start their business at a micro and informal level, they will require
markets to sustain and grow their businesses. Finding these markets for female entrepreneurs may arguably be daunting
considering their status as mothers. They will rather restrict their market close to their homes in order to combine their domestic
responsibilities with their productive entrepreneurial engagements making access to market a challenging one. In the Report by
GEM 2017, women entrepreneurship survey, Wholesale/retail trade accounts for about 60% of female entrepreneurial activity
across the 6 geographical zones considered in this survey. Across the entire population sample, female entrepreneurs are 16%
more likely than men to be starting wholesale/ retail businesses. Adversely, Women entrepreneurs are less likely to be present in
the information and communications technology (ICT) sector as fewer than 2% are starting ICT businesses. Female entrepreneurs
dominate this business sector compared to men at all development levels as women are two and one-fourth times more likely
than men to be starting in this sector.

To keep pace with the ongoing transformation of the business world, women are in constant need of the necessary training and
qualification, and the quality of formal or informal bodies interested in training businesswomen in Africa is important; for instance
in Sudan, training programmes for these businesswomen must include courses in planning, marketing skills, time management,
etiquette, and protocol. But with the spread of the COVID-19 pandemic throughout the world, many businesswomen in Africa
have found it more difficult than before to access this training even from afar. From this position, it is therefore evident that to
survive and grow their businesses, it is important that these women must focus on developing their options and by that improving
on their strategic flexibility. Not only would this offer them a range of options and alternatives during crisis periods such as
expressed by the COVID-19 pandemic, but it would increase their chances of survival and business continuity.

3. THE CONCEPT OF STRATEGIC FLEXIBILITY

The concept of strategic flexibility builds on the features or attributes of the organization that allow for its effective adapting of
resources and processes to match the imperatives of its environment so as to achieve long-term goals. In other words, while the
organization’s goals may be stable, its behaviour and attributes may change from time to time, basically in line with the
fluctuations and dynamics of its environment (Cingoz & Akodgan, 2013; Wei, et al, 2014). Strategic flexibility differs from concepts
such as adaptation in the sense that while adaptation reflects the capacity for aligned individual and organizational actions with
the changes or development within their context, strategic flexibility captures the alternatives and availing pool of options open
to the organization as a result of its relationships, competencies and technology. Kamasaka, Yavuzb, Karaguillec and Agcad (2016)
opined that strategic flexibility derives from the organization’s relationship with and management of its stakeholders, its access
to funds or finance when required, its level of embeddedness, its capabilities in terms of skills and knowledge and also its structural
form and decision-making processes (lbrahimpour-Azbari, Nopasand-Asil, Saravani, 2015). It is as such a pervading factor as it
integrates all other functions, processes and levels of the organization in a systematic manner (Doroudi & Babaei, 2016; Supeno,
Sudharma, Aisiah & Laksmana, 2015; Shokouhi & Ghafari, 2015).

4. THE CONCEPT OF ORGANIZATIONAL RESILIENCE

The resilience of organizations according to studies (Pasteur, 2011; Eketu, 2015; Ahiauzu & Jaja, 2015) is relative. The survival of
organizations from this perspective is linked to the suitability of its policies and behaviour in addressing the demands and
development of its market. While there appears to be congruence in the adoption of measurement factors such as situation
awareness, adaptability, agility, robustness etc. by most researchers (Wright, Kiparoglou, Williams & Hilton, 2012; Linnenluecke,
2015), however, these only are patterned towards the unique experiences of organizations within their particular environment or
contexts. Eketu (2015) opined that organizational resilience is also a deliberate process and requires conscious effort and planning
on the part of the business owner or the leader of the organization is ensuring considerable flow between organizational functions
and the upheavals of its environment. The development of organizational resilience is such that is also premised on the learning
capability of the organization and the reconfiguration of organizational forms when necessary (Valikangas, George & Romme,
2012). According to Wright et al (2012), entrepreneurs that have the capacity to tie their functions to the trends and gaps in their
markets have a higher tendency for survival — this involves substantial expressions of innovativeness in their development of
services to suit evident satisfaction gaps. However, innovativeness is distinct from resilience, because one could be innovative and
yet fail in their pace with change.

It is also imperative to note that while organisational resilience has in recent times gained recognition; its conceptualisation is still
in its infancy (Duchek, 2019). Hence, there are no clear rule-book of what it means in practical terms and how it is implemented.
This lack of clarity on how to conceptualise organisational resilient approaches to buffering unexpected events informed Duchek’s
(2019) process-based study which identified three successive resilience stages; anticipation, coping and resilience. However, given
how sudden the coronavirus outbreak was, and its potential threat to the survival of businesses, it is safe to wonder if these
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women entrepreneurial businesses had before time anticipated an event such as this, and developed a resilience capacity to
enable them adequately respond to, and if their remedial approaches reflect Duchek’s (2019) three resilience stages. However,
many studies assert that organisational resilience in itself is a defensive approach to resisting adversity and ensuring organisations
thrive in the face of it (Duchek, 2019).

5. WOMEN ENTREPRENEURS IN AFRICA AND RESPONSE TO THE COVID-19 PANDEMIC

Strategic flexibility facilitates the cushioning of effects which otherwise, may have been devastating for the organization. This is
because it advances options and alternatives which enable the organization’s switch and adoption of approaches which ensure
its survival and continuity. Ozili (2020) argued that the onslaught of the COVID-19 pandemic is such that primarily cripple’s
businesses on a physical plane and by that, traditional forms of exchanges which involves the physical interaction between buyers
and sellers. However, its impact on other key industries such as transportation, tourism and manufacturing may also have
overlapping effects on other industries — for one, the closure of borders was noted to impact severely on the cost of raw materials
and food items within most African countries (Akanni & Gabriel, 2020; Ohia, Bakarey & Ahmad, 2020). One of the most affected
was the tourism industry with most hotels shut down following government instructions in line with controlling the spread of the
virus. In view of these factors, three cases scenarios are presented herein, in line with the experiences of women entrepreneurs
and the COVID-19 pandemic in Africa. These include case scenarios in South Africa, Sudan and Nigeria.

6. THE SCENARIO IN SOUTH-AFRICA

In the current stage of the Covid-19 pandemic’s evolution and South Africa’s contagion path, the country faces difficult policy
choices. The only tool currently available to mitigate the demographic effects of Covid-19 is some form of lockdown of households
and non-essential producers to reduce contagion through breaking existing social and economic forms of contact. Such measures
impose a severe negative shock on the economy, with immediate loss of economic activity followed by medium-term and long-
term economic effects. Policy makers must balance the positive health effects of a lockdown against the economic costs. To fight
the spread of Covid-19, President Ramaphosa declared a National State of Disaster with countermeasures on 15 March, and then
a three-week lockdown (national stay at home order) on March 23 rd, but effective 27 March 2020. These measures are likely to
buy South Africa time to develop and then implement a long-run response to Covid-19. The three-week lockdown will impose
immediate economic costs, but the pandemic is certain to impose significant human and economic costs well into the future. In
South Africa, according to a policy briefing Afawa, (2020) Whole Sale/Retail sector had a large decline in operations (30-60%). This
is the sector where mostly female entrepreneurs operate in (GEM, 2017)

7. THE SCENARIO IN SUDAN

Many Sudanese businesswomen have difficulty obtaining the right Internet connection due to the high cost and weak
communication networks in Sudan. They also lack the necessary equipment and knowledge to deal with computers, due to the
lack of education in this field and the lack of sufficient time to do so, because most businesswomen in Sudan have other tasks
related to raising children and performing other domestic duties that are required by religious and social obligations. Also, many
husbands exercise male authority and prevent their wives from working, and thus they devote themselves to housework and
childcare. It is also difficult to activate the role of businesswomen in internal and external exhibitions, conferences, or festivals
and to participate in many of them directly now in light of the outbreak of the COVID-19 pandemic (Welsh, Memili, Kaziak,
&Ahmed, 2013).

Ninety-three percent of ready-made garment factories, for example, are owned by Sudanese women (according to the Sudanese
Ministry of Trade and Industry), and there are women who work in fields previously inaccessible to women and have succeeded
in them, such as in the field of raising non-pet animals like lions and tigers, the field of manufacturing honey bees, and the field of
scrap iron and steel trade in industrial areas. However, there are no real figures or studies on the extent of these businesswomen's
influence on the Sudanese national economy. Only one study has been conducted on female entrepreneurs in North Sudan, which
was more than two decades ago. Pitamber (1999) found that most female entrepreneurs in Sudan are 20—49 years of age and are
married with four tofive children. The vast majority (90%) lack computer skills. The majority of these entrepreneurs had at least a
high school degree, 97% started their businesses themselves, and their businesses are primarily beauty salons, food and cookies,
and hand crafts. Three percent had permanent locations in shopping centres and buildings outside the home (Welsh et al., 2013).

Likewise, laws and social and religious norms basically limit women's work, and women are sometimes beaten and humiliated by
police officers and law guards. They also face bullying and sexual harassment because of their practice of professions outside the
scope of what is known in society. Therefore, there is an urgent need for decision-makers in Sudan to know more about this
important segment of society, the extent of its contribution to the national economy, and how to support it and protect its human
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and civil rights, especially during the COVID-19 pandemic so that all challenges can be overcome, and the problems facing the
work of Sudanese businesswomen, which did not come as an opponent over the man, but for his participation to confront the
economic conditions that have become burdensome for families and for integration and the formation of an addition to the
Sudanese family. It appears that the major problem is the one that women workers in marginal professions face, whether in selling
tea and food or domestic workers, especially since most of them are displaced from war and conflict areas and went to work for
compelling reasons, including the absence of the breadwinner, until they face daily persecution by means of the authorities
confiscate their tools, unfair trials with fines, and prosecute them with social stigma (Said & Enslin, 2020).

Sudanese women working in the productive business sector have many roles and gradations in their levels, and there are a number
of interfaces that support them to move up the ladder of development in this field. One of these interfaces is the Sudanese Centre
for the Development of Businesswomen, which is the first of its kind in Sudan as a specialized centre to empower women
economically and develop women leaders, inclusive decision-makers, and innovative opportunities. The council was established
in October 2009 and has helped many women develop their businesses, contributed socially, and participated internally and
externally on behalf of Sudan in many activities. On 25August 2017, Sudan launched the Union of Businesswomen in the countries
of the COMESA group, which represents the common regional market for eastern and southern Africa (Alhaj, 2011).

Currently, Sudanese businesswomen are not aware of their rights, especially in marginal areas, especially since Sudan passed a
law years ago aimed at protecting working women, not chasing them or imposing fees on them, and even exempting them from
taxes. The same law stipulates the formation of a body whose mission is to provide the necessary funding for women to be able
to start their own businesses. From this standpoint, businesswomen in Sudan face three main challenges: mastering work,
removing the mental image of Sudanese women, and providing financing for projects.

8. THE SCENARIO IN NIGERIA

In the case of Nigeria, Alozie, Ideh and Ifelunini (2020) observed that MSME’s account for about 96% of businesses and provide
54% of employment and labour utilization and contributed around half of the GDP. Empirical studies show that larger proportion
of the SME’s in the country is ill-equipped to handle a pandemic crisis of this magnitude, therefore the government should focus
its intervention programmes and stimulus packages to MSMEs and agric-entrepreneurs for survival and continuity. According to
(NBS, 2017) unemployment rate was 23.1% and underemployment rose to 16.6%, with over 20 million Nigerians currently
unemployed in 2017 pre-COVID 19 periods. With the looming crisis that will arise from the pandemic, this figure will increase
significantly. The government of Nigeria has expressed concerns that about 39.4 million Nigerians may lose their jobs as a result
of the COVID-19 outbreak before the end year 2020 (Olaniyi M., lloani F., and Usman S.U, 2020).

Figure 2: Percentage Distribution for Sources of Women Entrepreneur Capital in Nigeria

Other
sources
1%

Loan
2%\
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The distribution (Figure 2) for the percentage distribution for the sources of women entrepreneur capital in Nigeria, reveals that
a dominant number of these women draw their capital from their personal savings and reserves (76%). The least source (others)
captures other categories not reflected in assessment but with loans amounting to only 2% and family members amounting to
21%. The figure demonstrates a high level of self-reliance possibly as a result of poor access to other forms of support. However,
this places a serious burden on these women and suggests either an absence of policies and frameworks within the country which
supports and funds such ventures or the poor implementation and monitoring of such policies and frameworks.

Understanding the strategic efforts of women entrepreneurs has become important because women are more likely to be found
in service industries or informal sectors that have been hit the hardest during the pandemic, and they are more likely than men
to be self-employed entrepreneurs (Grandy, et al., 2020). Implying that their business is their source of livelihood, hence every
effort would be made for the survival of their income pool. Additionally, as the transition to remote services in these times is
considered critical for the survival of small businesses, it is predicted that it would pose a unique barrier to more women than
men, especially as they are less likely to be in technology-oriented sectors (Grandy, et al., 2020). Therefore, suggesting that where
women are not tech-savvy, a threat to their business is imminent.

However, despite these traditional gender limitations, there is evidence showing that women have often shown to be capable of
thriving against business challenges (Manolova, et al., 2020), and as such COVID-19 threats to their business may be “just another
day at work” for these women. According to Cesaroni et al (2015), women entrepreneurs are more prone to adopting a more
defensive approach to survival in the face of challenges compared to men’s offensive approach. Grandy et al. (2020) argues that
their defensive approach to crisis is as a result of women being more adversely impacted by economic downturns and natural
disasters. The adverse impact of a crisis on women have been previously argued in a qualitative research conducted in 17
developing countries on how people coped with the food, fuel and financial crisis between 2008-2011 (Heltberg, et al., 2013).
Findings from Heltberg et al.’s (2013) study highlighted the gender differences in the impact and coping responses to the crisis,
with women often acting as shock-absorbers.

However, evidence suggests that while some businesses are successful in responding to, and surviving these unexpected events,
others are not, despite being under similar circumstances (Fiksel, et al., 2015). Research on entrepreneurial resilience during
challenges has previously been conducted to understand what drives entrepreneurial decisions during challenging times. Findings
from one of such studies highlighted three main strategies entrepreneurs adopted in order to build the self-efficacy and resilience
of businesses against adversity (Bullough & Renko, 2013); 1. Engage in business development training, 2. Seek out networking
events, special lectures and mentoring opportunities, and 3. Be active in their entrepreneurial pursuits, practice business acumen
and seek feedback from those who can be objective, critical and encouraging.

Apart from the networks and ties availed through healthy stakeholders’ relationships and support from customers, most African
women have also been observed to shift focus in terms of marketing strategies with a growing percentage of these women now
relying on social media platforms (e.g. FaceBook, WhatsApp, YouTube, LinkedIn etc) for the development and maintenance of
their customer base (IFC, 2020; Gupta, 2020; Empower Women, 2020). Holmes, Peterman, Sammon, Cabot and Alfers (2020) in
their study noted that access to information was a vital factor which is maximized by most business women during the COVID-19
pandemic, some of such opportunities and access to funding such are as availed by the Women’s Entrepreneur Finance Initiative
(WE-FI) and the European Bank for Reconstruction and Development (EBRD), have helped ameliorate the challenges and set-backs
posed by the COVID-19 pandemic. With the WE-FI announcing $43.3 million funding allocation for women-led businesses and
female entrepreneurs across the world; over 65% of these allocations are targeted at women entrepreneurs in developing
countries affected by conflict and ravaged by the COVID-19 pandemic (WE-FI, 2020).

In the same vein, report (WE-FI, 2020; UN Women, 2020; Investing in Women, 2020) shows that the EBRD was allocated $7.63
million for advancing women program aimed at leveraging the competitiveness and growth of women entrepreneurs within some
African nations such as Morocco and Egypt. Similar efforts are also observed on the parts of other banks such as the Inter-American
Development Bank, and the Islamic Development Bank. These efforts have contributed towards strengthening the resilience of
women entrepreneurs in Africa and by providing a base for them to thrive during the COVID-19 pandemic. Similarly, across
countries such as Nigeria, Cameroun and Senegal, studies (Adegboye, Adekunle & Gayawan, 2020; Jacob, Abigeal & Lydia, 2020;
Ozili, 2020) suggest a high level of dependence on women collaborative efforts, associations and joint support. In Nigeria, these
associations offer reprieve and access to funding for their active members and in a way serve to indemnify their members against
the shock and adverse effect of the COVID-19 pandemic on their businesses. Dominant amongst these associations are the
Association of Nigerian Women Business Network (ANWBN), the Nigerian Association of Women Entrepreneurs (NAWE) and the
Women Entrepreneurs Association of Nigerian (WEAN). These associations offer a network of women entrepreneurs which as
reported, play key roles in buffering the impact of the COVID-19 pandemic on their members.
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One finds that the development of strategic flexibility through networks is critical and essential to women’s entrepreneur
resilience. Not only does it offer a framework for resource sharing, it also allows for knowledge transfer and learning. Within such
a period as occasioned by the COVID-19, there is the imperative for women cooperation and support mechanisms that encourage
successful business model adoption and application (Holmes et al, 2020). One of the noted advantages of women entrepreneur
associations is that it creates partners from otherwise would-be competitors and that way allows for interdependence and
collaborative growth for all members. This way, members are privy to knowledge from more successful and resilient members
within their associations. Apart from the support from family members and personal savings, the observed pooling of resources
by these associations, and their coordination of members actions, regulation of prices and information transfer, create a dynamic
process which effectively bridges entrepreneurial actions with the features of the environment and thus enhances resilience
outcomes.

9. CONCLUSION

The COVID19 pandemic no doubt, as discussed, has impacted negatively and adversely on businesses, and given the vulnerability
of women entrepreneurs, especially those in Africa, concerns about their resilience and survival during the period was the main
focus and interest of this paper. As revealed in the case scenarios, women entrepreneurs in Africa are face with a multitude of
challenges and militating factors which stem primarily from the ideologies and historical tenets that have come to shape and
define their communities and societies. While recent changes necessitated by globalization have increased business opportunities
and encouraged the growth in women entrepreneurs in Africa, the current surge of the COVID-19 has yet again brought to bear,
the imperatives of women entrepreneur resilience through improved levels of strategic flexibility. Key amongst these as discussed,
are the noted advantages of networks and women entrepreneur associations, healthy stakeholders’ relationships and increased
utility of information technology and online business platforms during the COVID-19 pandemic. It is on this basis affirmed that
strategic flexibility is critical to the success and survival of women-owned businesses in Africa. Its focus on building and
strengthening relationships presents these women entrepreneurs with a range and pool of options and support systems that
facilitate increased access to information, funding, social as well as economic support and capacity development.

10. RECOMMENDATIONS

In view of the observed imperative of strategic flexibility for improved levels of organizational resilience of women entrepreneurs
in Africa, the following recommendations are put forward:

i More effort is required on the part of government authorities and key stakeholders in the development and support of
women entrepreneur through the availing of loans, training programs and partnerships with women entrepreneur as a
way of encouraging and motivating them towards entrepreneurship and at the same time equipping them with the
required tools for coping and dealing with crisis situations within their environment.

ii. It is important that women entrepreneurs take advantage of the benefits and positioning that accrues from their
membership of business networks which a clear purpose of offering them social and financial support. At the same time,
such associations should allow for collaboration and through that knowledge sharing in which smaller or novice
entrepreneurs can learn and adopt the effective practices or entrepreneurs’ modules utilized by their more experienced
and successful counterparts.

iii. Education is vital to the development of confidence and esteem in the African girl child. Through education, comes
exposure and as such the increased tendency for financial independence, self-efficacy and self-reliance — key factors
necessary for successful women entrepreneurs. It is therefore recommended that more efforts be channelled towards
educating and developing the girl child within Africa and by that offering them the required levels of competence and
confidence for contributing meaningfully to the economies of their nations, especially those of Africa.
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ABSTRACT

Purpose- In this study, it is aimed to reveal the perception about social stigmatization in the epidemic process and the evaluations of healthcare professionals
on this issue.

Methodology- In order to evaluate the social stigma perception of healthcare professionals, a measurement tool specific to this study was created. The
research was carried out through the questionnaire form created electronically, reaching a total of 151 participants. The data obtained were evaluated by
qualitative and quantitative methods. In the evaluation of quantitative data, IBM SPSS 24.0 package program was used, and qualitative data were evaluated
with the themes created by the phenomenological method.

Findings- In addition to the professional reputation dimension, there is a medium and positive relationship between the sub-dimensions of the scale.
Another finding obtained in the scope of the research is that healthcare professionals experience 51.2% social stigma. T-test results show that there is no
difference in scale total score and sub-dimensions according to gender and marital status, while ANOVA Test results show that there is no difference in the
same variables according to age and educational status (p> 0.05). In comparisons made between occupational groups, it was observed that technician and
technician groups showed negative differences compared to nurses (p <0.05). As a result of qualitative evaluations, it has been observed that healthcare
professionals mostly avoid people from themselves and the injustices in their salary payment processes as negative situations.

Conclusion- It is important to work on raising social awareness about the reasons and negative consequences of social stigmatization. It is thought that
studies should be conducted to improve the sense of self in healthcare professionals in order to decrease the perception of social stigmatization, which has
a very negative impact in the long term. Reducing negative emotions and thoughts in healthcare professionals, who are the main actors in maintaining the
quality of service during the provision of health services, is an important issue that should not be ignored outside the epidemic process.

Keywords: COVID-19, pandemic, healthcare workers, social stigma.
JEL Codes: 112, 114, 118

COVID-19 SALGINI SURECINDE SAGLIK CALISANLARININ YASADIGI OLUMSUZ DURUMLARIN VE SOSYAL
DAMGALANMA ALGISININ DEGERLENDIRILMESi

OZET

Amag- Bu galismada saglik ¢alisanlarinin salgin siuirecinde sosyal damgalanmayla ilgili algisini ve salgin sureciyle ilgili degerlendirmelerini ortaya koymak
amagclanmistir.

Yontem- Saglik calisanlarinin sosyal damgalanma algisini degerlendirmek amaciyla bu galismaya 6zgl bir 6lgme araci olusturulmustur. Arastirma elektronik
ortamda olusturulan anket formu araciigiyla gergeklestirilmis, toplamda 151 katilimciya ulasiimistir. Elde edilen veriler nitel ve nicel yontemlerle
degerlendirilmistir. Nicel verilerin degerlendiriimesinde IBM SPSS 24.0 paket programi kullaniimis, nitel veriler ise fenomenolojik yéntemle olusturulan
temalarla degerlendirilmistir.

Bulgular- Olgegin alt boyutlari arasinda mesleki sayginlik boyutu disinda genel olarak orta diizeyde ve olumlu yénde iliski bulunmaktadir. Arastirma
kapsaminda elde edilen diger bulgu, saglik calisanlarinin % 51,2 oranda sosyal damgalanma yasadigi yoniindedir. Yapilan T-testi sonuglari 6lgek toplam puani
ve alt boyutlarinda cinsiyete ve medeni duruma gore farkhlik bulunmadigini, ANOVA Testi sonuglari da ayni degiskenlerde yas gruplarina ve egitim durumuna
gore farklilasma olmadigini géstermektedir (p>0.05). Meslek gruplari arasinda yapilan karsilastirmalarda teknisyen ve teknikerlerin iginde yer aldigi grubun,
hemsirelere gére olumsuz yonde farklilastigi gorilmustir (p<0.05). Nitel degerlendirmeler sonucunda saglik galisanlarinin en gok insanlarin kendilerinden
uzak durmasi ve kendilerine yapilan maas 6deme sureglerindeki adaletsizlikleri olumsuz durumlar olarak nitelendirdigi gortlmustr.

Sonug- Sosyal damgalanmanin ortaya ¢ikma nedenleri ve olumsuz sonuglari konusunda toplumsal bilincin artirilmasi yoniinde ¢alismalar yapilmasi 6nemlidir.
Uzun dénemde oldukga fazla olumsuz etkisi olan sosyal damgalanma algisinin azaltilmasi icin saghk calisanlarinda benlik duygusunu gelistirecek calismalar
yapilmasi gerektigi diisintlmektedir. Saglik hizmetlerinin sunulmasi siirecinde hizmet kalitesinin strdurilebilmesi noktasinda ana aktor olan saglk
¢alisanlarinda olumsuz duygu ve dustincelerin azaltilmasi, salgin sureci disinda da g6z ardi edilmemesi gereken 6nemli bir konudur.

Anahtar Kelimeler: COVID-19, pandemi, saglik galisanlari, sosyal damgalanma.
JEL Kodlari: 112, 114, 118
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1. GiRIS

ilk vakanin 2019 yilinin Aralik ayinda Cin'in Wuhan kentinde gériilmesiyle baslayan ve diinyay etkisi altina alan COVID-19 Salgini,
bugiine kadar yaygin etkisi en fazla olan ve etkilerinin uzun bir dénem boyunca sirecegi 6ngoérilen bir salgin olarak
degerlendirilmektedir (Liu et al., 2020). Salginin neden oldugu bu yaygin etki, hastaligin tedavisi ve/veya yasanan kayiplarla sinirh
olmadigi igin salgin siirecinde ruh saghginin korunmasi gerektigi ve ayrica ruh saghiginin korunmasinin fizyolojik stiregleri de olumlu
yonde etkileyecegine vurgu yapilmaktadir. Salgin sidrecinin yonetilmesinde toplumun ruh saghginin korunmasi da oldukga
onemlidir (Aslan, 2020). Salgin dolayisiyla basta ruh sagligi ve hastaliklari olmak Uzere butin poliklinik hizmetlerine erismin
azalmasi ve salgin nedeniyle yasanan korku ve endise dolayisyla yeni ruhsal hastaliklarin ortaya giktigi ve saglik calisanlari da dahil
olmak lizere toplumda intihara egilimin arttigi da belirtilmektedir (Hocaoglu ve Erdogan, 2020). Bu noktada bulasici hastaliklarin
ve salginin neden oldugu, toplumsal ruh sagligini bozan durumlar arasinda sosyal damgalanma da yer almaktadir. Sosyal
damgalanma ortaya ¢ikardigi olumsuz sonuglar da pek ¢ok yontyle degerlendirilmesi gereken bir konudur. Basta sosyal izolasyon
olmak Uzere bu olumsuz sonuglarin azaltiimasi noktasinda 6énlem alinmasinin, sosyal damgalanmanin yasandigi biitin alanlarda
gecerli olmasi gerekmektedir.

Sosyal damgalanma, gesitli nedenlerle toplum iginde bazi gruplarin dislanmasiyla ortaya ¢ikan bir durumdur. Bu durum dil, din, irk,
engellilik gibi nedenlere bagl olarak ortaya c¢iktigi gibi hastaliklar dolayisiyla da ortaya gikabilmektedir. Salgin siirecinde ve
sonrasinda yasanan ve olumsuz sonuglarin ortaya ¢ikmasina neden olan sosyal damgalanma, hastalik gegiren bireyler ve saglik
¢alisanlari agisindan 6nemli bir risk faktori olarak degerlendirilmelidir. Bu baglamda saglik galisanlarinin ruhsal olarak daha gugli
olmasi gereken salgin slrecinde yasadiklari olumsuzluklarin degerlendirilmesinin, slire¢ yonetiminde izlenmesi gereken yollar
acisindan katki saglayacagina inanilmaktadir.

Sosyal damgalanmanin aslinda psikolojik siddet olarak degerlendirilmesi gereken bir konu oldugu disiinilmektedir. Clinki ortaya
¢ikardigi sonuglar dolayisiyla kisiyi yanhzlasmaya itmekte ve zor durumlarla basa ¢ikma gticlinii azaltmaktadir. Ancak kisinin sosyal
damgalanmadan ne kadar zarar gord(igii konusunda, iginde bulundugu durum ve konum, kiltlrel faktorler ve damgalanmayi nasil
degerledirdigi 6nemli olmaktadir. Bu baglamda damgalanmaya maruz kalan grup igin neyin en 6nemli oldugunun tespit edilmesi
ve bu dogrultuda dnlemler alinmasi gerekmektedir (Kohrt ve ark., 2020). Ornegin damgalanmaya maruz kalan grup agirlikli olarak
ailesinin komsulari tarafindan maruz kaldigi damgalanmadan rahatsizlik duyuyorsa oncelikle damgalanmaya maruz kalan
bireylerin yakin cevrelerindeki komsularla temasa gecilmesi ve davranislarinin ortaya c¢ikardigi sonuglar konusunda
bilinglendirilmesi 6nemli hale gelmektedir. Dolayisiyla sadece sosyal damgalanmanin tespit edilmesi degil, kisiyi en ¢ok hangi
yonuyle etkiledigi ve sosyal damgalanmanin en 6nemli sayilabilecek kaynaginin tespit edilmesi de 6nemlidir.

Bu ¢alismada saglik calisanlarinin COVID-19 Salgini silirecinde yasadigl sosyal damgalanma riskinin, yasadiklari diger
olumsuzluklarla birlikte degerlendirilmesi amaglanmistir. Calisma icin yapilan literatiir incelemesi ilk bolimi olusturmakta ve
konunun kavramsal boyutu ile daha énce konuyla ilgili yapilan ¢alismalar icermekte olup, arastirma kapsaminda kullanilan
yéntemlerin ve veriye ulagsma ydntemlerinin agiklandigi bolim ise bir sonraki ¢alisma bdlimini olusturmaktadir. Arastirma
bulgularinin sunuldugu, sonuglarin degerlendirildigi ve tartisildigi bolimler bu galismanin devaminda ve diger basliklar altinda ele
alinmigtir.

2. LITERATUR iNCELEMESi

Sosyal damgalanmanin ortaya ¢ikmasina ve damgalanan kisilerin ortaya koydugu tepkilere neden olan cesitli faktorler
bulunmaktadir. Bu faktorler; farkli inang sistemleri, kiltirler, alt kiltirler, sosyal kapasite, kimlik ve aile yapisi olabilmektedir
(Doganavsargil-Baysal, 2013). Sosyal damgalanma, damgalanmaya konu olan karakteristik unsuru temel alan bir gruplasma
olusturmaktadir. Ornegin; hasta olanlar ve olmayanlar seklinde ortaya ¢ikan bu kesin ayirim, “biz” ve “onlar” anlayisini ortaya
¢ikarmaktadir. Biz duygusu gliclendikge 6teki ile ilgili gligstizliik ve iktidarsizlik duygusu yaratiimaktadir. Cogunluk olarak “biz” ve
azinlik olarak “onlar” algisi yaratan sosyal damgalanma, topluma yonelik zararl davraniglarin ortaya gikmasiyla sonuglanmaktadir.
Hastaliga bagli damgalanmanin olusturdugu olumsuz etki, artan bilgi ve tibbi teknolojiyle bile kolayca kaldirilamamaktadir
(Williams ve Gonzalez 2011). Damgalanmanin igsellestiriimesiyle birlikte olusan olumsuz kalip yargilar, damgalanan kisilerin
kendileri igin de gegerli gergekler haline gelmekte ve kiside utang gibi olumsuz duygulara neden olmaktadir (Doganavsargil-Baysal,
2013; Cam ve Cuhadar, 2011). Sosyal damgalanma, damgalanan kisilerin ¢alisma arkadaslari ve komsulari gibi yakin gevresinde
bulunan kisilerden uzaklagmasiyla sonuglanabilmektedir. Kisinin kendisini topluma ait hissetmemesine varan sonuglari olan sosyal
damgalanma, ortaya ¢ikardigi olumsuz sonuglardan dolayi Gnemsenmesi gereken bir durumdur (Cam ve Cuhadar, 2011; Ertem,
2020). Diinya Saglik Orgiitii tarafindan da konunun nemi dile getirilmis ve saglik calisanlarinin sosyal damgalanma kaygisi yasama
olasiigina dikkat gekilmistir. Ayni nedenle COVID-19 siiphesi olan ya da tedavi alan/almis kisilerin “COVID-19 vakalar”,
“kurbanlar”, “COVID-19 Aileleri” seklinde ifade edilmemesi gerektigi de ifade edilmistir (www.who.int). Turk Psikiyatri Dernegi de
saglik ¢alisanlarinin sosyal damgalanma riskiyle karsi karsiya olduguna dikkat ¢ekerek saglik ¢alisanlarini risk gruplari arasinda
degerlendirmistir (www.psikiyatri.org.tr).
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Sosyal damgalanmanin ortaya gikardigl olumsuz sonuglarin algilanan sosyal destekle neredeyse tersi yonde oldugunu séylemek
mimkiindir. Hatta algilanan sosyal destegin genel saglik durumu ile olumlu yénde iliskili oldugu yoniinde de literatirde kanitlar
bulunmaktadir (Liu ve ark., 2020). Bu baglamda salgin siirecinin yonetiminde psikolojik, psiko-sosyal ve tibbi saglik miidahalelerinin
bir arada hayata gecirilmesi oldukga 6nemlidir. Bu amagla damgalanmadan kaynaklanan kaygiyi ve depresyonu hafifletmek igin
destek sistemlerinin olusturulmasi dnerilmektedir (Adom ve ark., 2020). Ozellikle sosyal damgalanmaya neden olan faktérlerin
azaltilmasi noktasinda yapilacak planlamalar ve verilmesi gereken kararlarda kdltirel stireglerin goz ardi edilmemesi biliylik 5nem
tagimaktadir (Bruns ve ark., 2020). Bu baglamda yapilacak galismalarin toplumsal degerler tzerine insa edilmesinin daha etkili
sonuglarin ortaya ¢ikmasini saglayacagi disiiniilmektedir. Ornegin; toplumumuzda dayanisma konusundaki mevcut degerlerin
Ustline insa edilecek, hastalarin ve saglk galisanlarinin yasadigi sosyal damgalanma konulu ¢alismalarin kitle iletisim araglari ve
ozellikle de sosyal medya araciligiyla yayginlastiriimasinin etkili olacagi distiniimektedir.

Sosyal damgalanmanin en zararh sekli olarak tanimlanan hastalik dolayisiyla damgalanma, bazen tedavi siirecindeki bir bariyer
haline gelmekte, yarattigi olumsuz psikolojik etki dolayisiyla tibbi tedavi ile birlikte dikkate alinma zorunlulugu ortaya ¢ikmaktadir.
Hatta bazi durumlarda sosyal damgalanma korkusu tedavi talebinde bulunmamaya bile neden olmaktadir (Brooks ve ark., 2020;
Verma ve ark., 2004; Maunder ve ark., 2003; Williams ve Gonzalez 2011). Sosyal damgalanma kaygisiyla enfekte kisilerin hastaneye
basvurmamasi gibi nedenlerden dolayi, salginin kontrol altina alinmasi siirecinde bu durumun bir risk olusturabilecegi de g6z
éniinde bulundurulmalidir (Sotgiu ve ark., 2020). Sosyal damgalanmanin nedenleri hastaligi gecirme ihtimaliyle sinirli degildir.
Ornegin COVID-19 Salgini’nin bagka ilkelerde yasamini siirdiirmekte olan Asya kékenli kisilere yénelik irkgi yaklasimlarin ortaya
¢ikmasina neden oldugu da bilinmektedir. Baska Ullkelerde yasayan Asya kokenli insanlarin da bu siirecte damgalanma yasadigi;
toplu tasima araglarina alinmadiklari, alisveris yapmaya gittikleri yerlerde kabul edilmedikleri, isletmesi olanlarin isletmelerine
musterilerinin artik gelmedigi ve hatta isletmelerinin yakilmasi noktasinda duyduklari kaygidan dolayi isletmelerini kapattiklari
yéninde kanitlar bulunmaktadir (Adom ve ark., 2020). Bu sonucun ortaya ¢ikmasina neden olan durumlardan birisi de hastalk
etkeninin COVID-19 yerine ‘Cin VirlGs(’ gibi isimlerle anilmasidir. Dolayisiyla sosyal damgalanmanin séylem ve medyayla olan
iliskisinin goz ardi edilmemesi gerekmektedir (Budhwani ve Sun, 2020).

Sosyal damgalanma genellikle egitim seviyesinin duisiik olmasi ile paralel bir sekilde ortaya ¢ikmakta ve maaalesef bazen egitimli
olunmasina ragmen akilci olmayan bir sekilde siirmektedir (Williams ve Gonzalez 2011; Sotgiu ve ark., 2020; Singh ve Subedi
2020). Saglik calisanlari arasinda bile gorulebilmekte ve hastalik dolayisiyla sosyal damgalanma riski tasiyan hastalari topluma karsi
korumak noktasinda da sorumlulugu olan saglk calisanlari agisindan daha zorlayici bir hale gelmektedir (Cam ve Cuhadar, 2011;
Doganavsargil-Baysal, 2013; Brooks ve ark., 2020). Bu nedenle saglik galisanlarindan salgin siirecinde karantinaya alinan veya
enfekte olanlarin ise basladiktan sonraki siiregte yoneticileri tarafindan galisma arkadaslari ile olan iliskileri agisindan izlenmesi,
olasi psikolojik sorunlarin 6nlenmesi agisindan 6nemlidir (Brooks ve ark., 2020). Giinkl sosyal damgalanma ruhsal dayanikhiligin ve
yasam kalitesini azalmasi ile zayif benlik duygusuyla iliskilendirildig§inden damgalanmaya maruz kalan kisilerin korunmasi ve
gozetilmesi gerekmektedir (Doganavsargil-Baysal, 2013).

Uzun saatler boyunca ¢alismak zorunda kalan saglik galisanlari igin hastaliktan korunmayi saglayacak énlemlerin alinmasi, konuyla
ilgili egitimlerin verilmesi ve ¢alisanlar i¢in koruyucu ekipmanlarin saglanmasi da son derece 6nemlidir (Zhang ve ark., 2020). Ancak
salgin siirecinde biyik risklerle karsi karsiya kalan saglik ¢alisanlari igin sosyal damgalanma da 6nemli bir risk faktéri olarak
degerlendirilmelidir. Bu nedenle saglk ¢alisanlarinin siireg iginde gordiigu ruhsal zararin azaltilmasi igin ayrica desteklenmesi
gerekmektedir (Chua ve ark., 2004). Salgin stirecinde sosyal damgalanma yasayan saglik calisanlarinin kendilerini daha yorgun ve
tikenmis hissettikleri ve isleriyle ilgili memnuniyetlerinin azaldigl yéniinde literatiirde kanitlar bulunmaktadir (Ramaci ve ark.,
2020). Saglk gahsanlarinin yasadigi sosyal damgalanmanin ortaya ¢ikardigi olumsuz etkinin mevcut salgin stirecinin yonetiminde
de etkili olabilecegi belirtiimektedir (Singh ve Subedi 2020). Bu baglamda sosyal damgalanmanin neden oldugu olumsuz sonuglarin
da, tipki salginin ortaya ¢ikardigi olumsuz sonuglar gibi kisa ve uzun sireli olacagi sylenebilir. Bu nedenle salgin sonrasi slrecgte
oldugu gibi gelecekte yasanacak olasi salginlarin ya da diger toplum saglhigi krizlerinin de bu olumsuz etkiyi katlayarak artiracagi
unutulmamaldir. Boyle olasiliklar s6z konusu oldugunda saglik g¢alisanlarinin 6zgecilik tutumunu sirdirebilmesi noktasinda
glgclendirilmesinin 6nemli oldugu unutulmamalidir (Chua ve ark., 2004).

Sadece salgin slreglerinde degil, saglk hizmetlerinin normal isleyis iginde stirdirilmesi konusunda da saglik galisanlarinin gerekli
motivasyona sahip olmasi gerekmektedir. Bu baglamda saglk calisanlarinin glglendirilmesi yéniinde ¢alismalar yapilmasi ve
motivasyonlarina olumsuz yonde etki edecek unsurlarin saptanmasinin anlamh olacagi distincesiyle gerceklestirilen bu galismanin
literatiire katki saglayacagina inanilmaktadir.

3. VERIi VE YONTEM

Arastirma, istanbul Yeni Yiizyil Universitesi Etik Kurulu’ndan alinan 2020/06-467 No'lu karar ile elektronik soru formu araciligiyla
gerceklestirilmistir. Toplamda 151 katilimciya ulasiimis ve sonraki slirecte veri analize hazir hale getirilmistir. Arastirmada yer alan
ifadeler arasindaki ters ifadeler dénistiiriilmistiir. Katilimcilarin ifadeleri 5’li Likert Olgegi ile ‘5-Kesinlikle dogru, 1-Kesinlikle yanls’
araliginda yanitlamalari istenmistir. Anket formundan elde edilen veri, IBM SPSS 24.0 paket programi ile analiz edilmistir. Yapilan
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analizler, tanimlayici istatistiklerin yani sira agiklayici faktér analizleri, korelasyon analizleri ile t-Testi, Kruskal-Wallis ve varyans
analizidir (ANOVA). Parametrik ve parametrik olmayan testlerin segiminde degiskenler igin yapilan normallik testlerinde basikhk
ve carpiklik degerlerine gore karar verilmistir. Calismamizda faktor analizi sonucunda olusan boyutlarin ifadelerle uygunlugu
degerlendirilmis ve mantiksal tutarllik cergevesinde adlandirilarak kullanilmistir. Literatirde saghk calisanlarinin salgin siirecinde
sosyal damgalanma yasadigina dikkat ¢eken bilgilere ulasiimis, ancak sosyal damgalanmayi degerlendirmek lizere olusturulmus
bir 6lgege rastlanmamistir. Bu nedenle arastirma igin sosyal damgalanmayi degerlendirmek tzere literatiir bilgisi 1siginda 20 adet
ifade olusturulmustur. Faktor analizi sonucunda elde edilen dért boyutun mantiksal gergeveye uygun oldugu gérilmiustir. Faktor
analizi siirecinde bir ifade degerlendirme disinda birakilmis olup 19 ifadenin dért faktér altinda toplandigi gérilmistir. Olgegin
toplam glivenilirlik degeri 0,86 olup, sosyal damgalanma, mesleki sayginlik, dislanma ve damgalanmaya sahit olma boyutlari igin
guvenilirlik degerleri sirasiyla; 0,91; 0,89; 0,74 ve 0,75 seklindedir (Cronbach alfa). Arastirmada kullanilan bitin ifadeler analiz
sonucunda elde edilen degerlerle birlikte ilgili tablolarda sunulmustur. Katilimcilara sorulan agik uglu iki sorunun degerlendirilmesi
surecinde ise fenomenolojik yontemden faydalaniimistir. ‘Salgin sirecinde saghk c¢alisani olmaniz dolayisiyla karsilastiginiz
olumsuz durumlardan 6rnek verebilir misiniz?’ Sorusuna 59 katilimci yanit vermis olup, ‘Bu konuda belirtmek istediginiz baska bir
konu var midir?’ sorusuna verilen yanit sayisi ise 37 olmustur.

Fenomenolojik yéntem sosyal bilimler alaninda yontemi olarak kullanilmasi 6nerilen bir nitel arastirma seklidir (Kus, 2007).
Edmund Husserl (1859-1938), fenomenolojik yaklasimin 6nclisti olarak kabul edilmektedir (Grbich, 2007; Bernard, 2013; Giler ve
ark., 2013). Bir bilgi felsefesi olan fenomenoloji, positivizmde oldugu gibi gézleme dayanmaktadir. Ancak, fenomenolojide
gozlenen unsurlar fenomenlerdir. Fenomenolojinin positivizmden ayrilan en 6nemli yonli ise 6ze yoénelik olmasidir.
Fenomenolojistler igin kelimeler sayilardan daha 6ndedir. Algi ve ifade araciligiyla arastirmaci gergege ulagsmaya calisir (Bernard,
2013). Fenomenoloji’de 6nemli olan 6zln yapi icinde anlagilmasidir (Grbich, 2007). Bu nedenle arastirma sonucunda elde edilen
nitel veriler, arastirmacinin 6znel yargisindan arindirilarak ve pek ¢ok kez farkli zaman dilimlerinde gézden gegirilerek anlama bagh
kalmak kosuluyla temalar altinda kategorize edilir. Katilimcilarin herhangi bir yonlendirme ve sinirlandirmaya tabi olmadan
yanitladiklari sorularin iginde one ¢ikan temalarin degerlendirilmesi, problemin kaynagina ulasmak ve katilimcilarin dile getirdigi
konularin 6nem sirasina gore siralanmasi noktasinda oldukga yol gostericidir. Arastiriimasi gereken konunun katilimcilarin
gozlinden degerlendirilmesini ve onlar icin dnemli sayilabilecek degiskenleri ortaya koymasi agisindan énemli ip uglari sunan nitel
arastirmalardan birisi olan fenomenolojik yaklasimin, sosyal bilimler alaninda yapilan arastirmalarda kullanilmasinin gercege
ulasmak noktasinda 6nemli ve anlaml bir katki sagladigina inanilmaktadir.

4. BULGULAR

Arastirmada yer alan katilimcilarin demografik verileri Tablo 1’de gosterilmektedir. Katiimcilarin agirlikh olarak 26-35 yas
araliginda oldugu gorilmektedir. Katiimcilarin % 72’si kadin olup, % 67,5’i evlidir. Egitim durumu agisindan degerlendirildiginde
katilimcilarin agirlikli olarak % 63,6 oraninda lisans mezunlarindan olustugu gériilmektedir.

Tablo 1: Demografik Degiskenler
N % N % N %
Yas Medeni Durum Meslek
18-25 yas 10 6,6 Evli 102 | 67,5 Doktor 12 7,7
26-35 yas 49 32,5 Bekar 49 32,5 Hemsire 75 48,4
36-45 yas 75 49,7 Egitim Durumu Teknisyen/Tekniker 55 35,5
>45 yas 17 11,3 Lise/On lisans 40 26,5 Diger* 9 5,8
Cinsiyet Lisans 96 63,6
Kadin 109 72,2 Yiksek Lisans/Doktora 15 9,9
Erkek 42 27,8
* Temizlik/Glvenlik/Veri Giris Calisani, Fizyoterapist

Arastirma igin olusturulan dlgekte yer alan ifadeler, 6zdegeri 1’den biiyiik olan dért faktdr altinda toplanmistir. ifadelerin faktér
yiikleri 0,50’nin Ustiindedir. Bu faktorler; altinda yer alan ifadeler, faktér yiikleriyle birlikte Tablo 2’de sunulmustur. Olcegin
aciklayiciligi toplamda % 66,7 olup, faktérlerin ve 6lgegin toplam glivenilirlik degerlerinin de oldukga uygun oldugu gorilmektedir
(Tablo 2).
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Tablo 2: Sosyal Damgalanma Algisi Olgegi
S -
S5 | 5| S 8 =
S S lifadeler L2 |22 s | £
£ 3128 | B 35
>00 o B £t wn
= LSRG |68
14 |Cevremdeki insanlarin saglik ¢alisani olmamdan dolayi benden kagtigini hissettim. 0,80
g 18 Saglik calisani olmak, bu siiregte cevremdeki insanlarin tutum ve davranislari agisindan | 0,76
£ benim igin zorlayiciydi.
E'b 16 |insanlarin saglik calisanlarina karsi asiri tedbirli olmasi beni oldukga rahatsiz etti. 0,76 5 68
§ 15 Saglik ¢alisani oldugum igin insanlar enfekte olmak korkusuyla bana ve aileme karsi 0,75 32,0 (091 (0'99)
a makul sinirlari agan bir mesafe koydular. ’
©
g 10 [Saghk ¢alisani oldugumu 6grenen insanlarin benden uzak durmaya galistigini hissettim. 0,73
17 Cevremde enfekte birisinin bulunmasi benim de ayni olumsuz tepkileri sergilememe 0,69
neden olurdu.
7 [Salgin siirecinde insanlar bana karsi her zaman oldugundan daha duyarli bir yaklasim 0,87
sergiledi.
4 Toplumun salgin siirecindeki saglik ¢alisanlari ile ilgili olumlu yaklagimi meslegim 0,85
*3_‘ konusunda gurur duymami sagladi.
= 8 L . I .. . . o 0,82
;>° Salgin siirecinde hissettiklerimin meslegime olan baghhgimi arttirdigini diistiniyorum.
© 2,33
.:'_" 3 Salgin siirecinde saglik ¢alisani olmak benim olumlu duygular hissetmemi sagladi. 0,78 22,9 1089 (0,87)
[T} -
° 5 |Insanlarin saglik calisanlariyla ilgili olumlu yaklasimiyla ilgili samimi oldugunu 0,76
= distinliyorum.
2 [Komsularimdan genel olarak olumlu bir yaklasim gérdiim. 0,67
6 [Salgin slrecinde saglik calisani olmam dolayisiyla gesitli jestlerle (ikramlar veya 0,67
ayricaliklar, gibi) karsilastim.
12 [Saglik galisani oldugum igin bazi hizmetlerden faydalanamadim. 0,76
© 11 Saglik calisani oldugum igin bazi hizmetlerden gecikmeli bir sekilde faydalanabildim. 0,73
g 0,59 6,1 0,74 2,48
'7_';, 9 |Yasadigim yerde market aligverisi yaparken saticinin benden kagindigini hissettim. o ’ ’ (0,85)
a
13 Saglk calisani olmam dolayisiyla bazi Griinleri ve hizmetleri almak noktasinda daha 0,53
6zenli davranildigini hissettim.
£ | 20 Hasta oldugu icin damgal digini sdyleyen hastalar old 0,77
Bs asta oldugu icin damgalanma yasadigini séyleyen hastalar oldu. 317
80 )
g"fi 5,7 0,75 (1,15)
s 19 (Cevremde hastaligi dolayisiyla sosyal agidan olumsuzluklar yasayanlara sahit oldum. 0,71
2,56
Toplam= 66,7 0,86 (0,63)
KMO=<| 0,841
Bartlett Kiiresellik Testi
Ki Kare=[1713,041
Sd={ 171
pi<0,001

*.Bu boyutta yer alan ifadelerin tamami ters ifade olup analiz 6ncesi déniistiirilmistiir.
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Tablo:3 Demografik Degiskenlerle Arastirma Degiskenleri Arasindaki Korelasyonlar

Medeni | Sosyal Olgegi Sosyal Mesleki Damgalanmaya
Yas Cinsiyet | Durum | Toplam Puan | Damgalanma | Sayginhk Sahit Olma
Sosyal Olgegi Toplam -0,013 | 0,116 0,014
Puan
-0,028 0,047 0,028 0,833™"
Sosyal Damgalanma
0,010 0,117 -0,037 0,564""" 0,111
Mesleki Sayginhk
-0,020 | 0,083 0,019 0,695 0,633 0,040
Diglanma
Damgalanmaya $ahit 0,005 0,052 0,069 0,555*** 0,540*** -0,042 0,414***
Olma

***p<0.001 (Pearson Correlation Testi uygulanmistir.)

Boyutlar arasi iliskiler degerlendirildiginde 6lgegin toplam puani ile boyutlarin olusturdugu korelasyonun genel olarak orta ve
yuksek diizeyde oldugu gorilmektedir. Ancak mesleki sayginlik boyutunun diger boyutlarla korelasyon gostermedigi
gorilmektedir. Bu durum diger boyutlarda yer alan ifadelerin tamaminin damgalanmayla dogrudan iliskilendirilebilecek
ifadelerden olusmasiyla ilintili olabilir.

Tablo 4: Arastirma Degiskenlerine Verilen Yanitlarin Gruplara Gore Ortalama Degerleri

Sosyal Sosyal Mesleki
D lanma D | S hik* Dislanma Damgalanmaya
amga amgalanma ayginh $ Sahit Olma
Toplam Puan
18-25 2,74 2,97 257 2,58 3,50
26-35 2,47 2,54 275 2,46 3,00
Yas
36-45 2,62 2,77 2,62 2,50 3,24
>45 2,45 2,45 2,72 2,41 3,12
Kadin 2,51 2,65 273 2,44 3,13
Cinsiyet 7
Erkek 2,68 2,75 ’ 2,60 3,26
Bekar 2,55 2,64 2,62 2,46 3,05
Medeni Durum )
Evli 2,57 2,69 ’ 2,49 3,22
Lise/Onlisans 2,55 2,63 2,65 2,44 3,28
o ) 2,69
Egitim Durumu Lisans 2,56 2,71 2,49 3,13
. ] 2,58
Yiiksek Lisans/ Doktora 2,57 2,58 2,57 3,10
Doktor 3,61 3,86 3,69 3,48 2,83
Hemsire 3,86 3,94 420 3,69 2,73
Meslek - -
Teknisyen/Tekniker 353 3,70 3,84 316 268
iSark*
Diger 3,72 3,61 413 3,47 3,11

*Ters ifadelerin yer aldigi mesleki sayginlik boyutundaki puanlar dénistirilmeden kullaniimistir (1-Kesinlikle yanhs; 5-Kesinlikle dogru).
**Temizlik/Guvenlik/Veri Giris Calisani,Fizyoterapist

Yapilan T-testi sonuglari, cinsiyete ve medeni duruma goére farklihk bulunmadigini, ANOVA Testi sonuglari da yas gruplarina ve
egitim durumuna gore farkllasma olmadigini gbstermektedir (p>0.05). Ancak ayni degiskenlerin meslek gruplarina goére
farkhlastigr yoniinde bulgular elde edilmistir. Sosyal damgalanma algisi toplam puaninda (t= 12,69; p=0.005) ve mesleki sayginhk
(t=12,08; p=0.007) ile dislanma (t= 12,08; p=0.007) alt boyutlarinda teknisyen ve teknikerlerin icinde yer aldigi grubun hemsirelere
gore olumsuz yonde farklilagtigi gériilmistir. Sosyal damgalanma algisi toplam puaninda goriilen farklilasma; 0,33 ortalama farkla
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(t=27,31; SH=7,76; p=0,003), mesleki sayginlik boyutunda 0,36 ortalama farkla (t=25,47; SH=7,74; p=0,006) ve dislanma boyutunda
ise 0,53 ortalama farkla (t=31,3; SH=7,71; p<0,001) farklilasmakta olup, bu farklilagsma bitin degiskenlerde olumsuz yondedir
(Kruskal-Wallis Testi). Teknisyen/teknikerlerin hemsirelere gore daha disik dizeyde sosyal damgalanma algisina sahip olmasi,
hastayla dogrudan temas etme olasiliklarinin daha dusiik olmasi ile agiklanabilir. Hemsirelerin dogrudan bakim hizmeti vermekle
ilgili sorumlulugu, cevrelerinin verecegi tepkiyi de artiracagi icin teknisyen/teknikerlerin icinde bulundugu gruba gére daha fazla
sosyal damgalanma yasamis olabileceklerini dislindirmektedir.

‘Salgin siirecinde saglik ¢alisani olmaniz dolayisiyla karsilastiginiz olumsuz durumlardan 6rnek verebilir misiniz?” Sorusuna 59
katihmci yanit vermistir. Bir katilimci olumsuzluk yasamak konusunda goriis belirtmemis ve arkadaslarinin kendisini arayarak
destek verdigini belirtmistir. Baska bir katilimci ise yine olumsuzluk yoniinde bir goris belirtmemis ve belediyenin licretsiz ulasim
destegi sagladigini ifade etmistir.

Katilimcilarin yasadiklari olumsuz durumlar konusundaki ifadeleri tematik olarak degerlendirildiginde, insanlarin kendilerinden
uzak durmalarinin en fazla dile getirilen tema oldugu ve sekiz katilimci tarafindan belirtildigi goriilmektedir. ‘Almadigimiz halde
yuksek ticret aldigimizin distinilmesi/dile getirilmesi’ temasi ise ikinci sirada yer almis ve Ug¢ katilimci tarafindan dile getirilmistir.
Ugiincii sirada yer alan tema ise hastaligin bulasma kaygisi olup iki katilimci tarafindan ifade edilmistir. Saghk ¢alisanlarinin bu
strecgte yasadigl durumlar ve duygulari konusundaki ifadeleri ise su sekilde olup her bir ifade sadece bir kisi tarafindan dile
getirilmistir (Tablo 5).

Tablo 5: Katilimcilarin Yasadiklari Olumsuz Durumlar Konusundaki ifadeleri*
e Hastaligin bulagmasi kaygisi

insanlarin aldigimiz tedbirleri abarttigimi diisiinmesi
o insanlarin bana hastaymisim/vebaliymisim gibi davranmasi o insanlarin meslegimi 6grendikleri anda benden uzaklasmasi

insanlarin Gizerimize dezenfektan sikmasi

e insanlarin bizi mikrop gibi gérmeleri

Acil serviste maske kullanimi konusunda surekli egitim .

vermek zorunda kalmak, hasta yakinlarinin sordugu sorulara
strekli cevap vermek zorunda kalmak, ayni tansiyon aletini
kullandigimiz konusunda elestirilmek.

Ailemi ziyaret edememek

Apartman yoneticisinin dairemin 6nin ilaglatmasi

Az hasta geldigini gelip géren hasta yakinlarinin rahatiniz ¢ok
iyi az hasta geliyor bos oturuyorsunuz demeleri

Bankada sira beklerken disari gikarilmak

Cocuklarimin yalniz kalmasi

Cocuklarin beni sokakta goriince 'Kovit geliyor kagin' demesi
Cok fazla soruya yanit vermek zorunda kalmak

Ekipmalarin yetersizliginin kurum yoneticilerine mal edilmes
En 6nde savagsmak

Enfeksiyonun kaynagi bizmisiz gibi davraniimasi

Evde saglik hizmeti vermek igin gittigimizde insanlarin bizi
evlerine almamasi

Hasta yakinlarinin kotii davraniglar

Hastalar tarafindan tehdit edilmek

insanlardan uzak olmak zorunda kalmak

is cikisinda otobiis sofériiniin formali bir arkadasimizi ok sert ve
kaba bir dille otobiisten indirmeye ¢alismasi ve bagirmasi
is ylikiiniin artmasi

o ise gitmemek icin rapor almak isteyenlerle tartismak

e Kargo sirketlerinin hastaneye teslimat yapmamasi

Komsum tarafindan hastalik getirmememle ilgili uyariimak

e Komsumun binanin giris kapisina dokunmamami séylemesi

Komsumun zilime basmamasi

Mesafeli olmaya dikkat ettigim halde insanlarin daha fazla
uzaklagmayi tercih etmesi
Mobbing

Moral bozuklugu

Oldukga korunakli giyinip, o kiyafetler icinde zor nefes alabilmek.

Salgin stireci farketmeksizin insanlarin tutumlari

e Tedirgin bakiglar

Toplu tagima kullanirken insanlarin benden uzaklagmasi

Toplu tagimayi Ucretsiz kullanmamizin gevremdekiler tarafindan
dile getirilmesi
o Ulasim slirecinde hissettigim kaygilar

e Uzun siire koruyucu ekipman sikintisi yaganmasi

*ifadeler alfabetik siraya gore verilmistir.

Alinan yanitlar arasinda (ifade bolinemedigi igin asagida tamamina yer verilen) deneyimli bir hemsirenin ayni soru karsiligindaki
paylasimi ise su sekildedir:

‘lIk zamanlar koruyucu ekipman sikintisi yasadik. Salginin basindaydik siirekli saglik¢i 6liim haberleri geliyordu. Ekipmanimiz
yetersizdi bu bizi cok geriyor ve korkutuyordu. Sosyal medya eylemleri sorunu ¢6zdii. Ekipman sikintimiz kalmadi. Isi riskli olmasa
da tiim kamu c¢alisanlari aralikli ¢alisti. Saglhk ¢ahsanlari elektif hasta kabuliinii durdurduktan sonra bile neredeyse mesai
tamamladi. Bazi saglik meslek gruplari kendilerini koruyacak 6nlemleri artirip diger meslek gruplarini hastayla daha fazla temas
etmeye zorladilar. Hastalarin bir kismi saglik ¢alisanlarina hizmetgisi gibi davrandi. Covid servisinde yatan hastalarin Sigara ¢ay
kahve gibi keyfi istekleri konusunda ciddi sikintilar yasadik. Pozitif hastalar maske takmak odadan ¢ikmamak konusunda ciddi
direng gésterdiler. Ramazan erzagimi alamadim sizin yiiziiniizden bana erzak borglusunuz diyenler bile oldu. Ben hastalik kapip
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¢ocuklarimi hasta babami enfekte eder miyim? Benim yiiziimden onlara bisey olursa hayatima devam edebilir miyim? diye endise
duyarken onlarin bu davranislari beni hem (izdii hem éfkelendirdi.’

‘Bu konuda belirtmek istediginiz baska bir konu var midir?’ sorusuna verilen yanit sayisi ise 37’dir. ‘Salgin siirecinde yapilan
odemlerde adil davranilmamasi’ temasi sekiz katilimci tarafindan dile getirilen tema olarak ilk sirada yer almistir. ‘Saglk
¢alisanlarinin olaganistii cabasinin takdir edilmesi gerektigi’ ve ‘insanlarin kurallara yeterince uymamasl’ ise ikinci sirada yer alan
temalar olup Uger katilimci tarafindan ifade edilmistir. ‘Durumun yeterince ciddiye alinmamasi’, ‘daha fazla motivasyona ihtiyag
duydugumuz bu siregte tam tersinin yasaniyor olmasi’ ve ‘saglik ¢alisanlarinin 6zlik haklarinin iyilestirilmesi gerektigi’ tGglncl
sirada yer alan temalar olup, ikiser katilimci tarafindan dile getirilmistir. Diger katilimcilarin verdigi yanitlar ise su sekilde olup her
ifade bir kisi tarafindan dile getirilmistir (Tablo 6).

Tablo 6: Katilimcilarin Yasadiklari Siiregle ilgili Degerlendirmeleri

o Almadigimiz halde yuksek tcret aldigimizin distinilmesi/dile getirilmesi e Maasa performans yansimasi degil, sabit 6deme getirilmesi
e Bazi yoneticilerin olumsuz tutumu Malzeme konusunda sikinti yasanmamasi
e Bu siiregte en 6nde savasiyor olmak Ozel sektoriin saglik calisanlarina deger vermemesi
e Cevremdeki kisilerden ve bazi sivil toplum kuruluglarindan destek Saglik calisani olarak gurur duyulmasi gerektigi
goérmenin olumlu duygular olusturmasi o Saglik ¢alisanlarinin degerinin anlasiimasi
e Evde zaman gegirme firsatimin olmasi o Saglik ¢alisanlarinin 6zlik haklarinin iyilestirilmesi gerektigi
e Hastalik gegiren kisilere karsi komsularinin duygusuz/duyarsiz yaklagimi e Siirecin iyi yénetilmemesi
e iyi olmayi segmenin her zaman énemli oldugu Tageron galisanlarin diger memurlardan farkinin bu siiregte daha
eKomsulari tarafindan istenmeyen saglik ¢alisanlari olmasindan tziinta belirgin hale gelmesi
duyma Yonetimin baskisi ve mesleki hiyerarsinin fazlasiyla hissettirilmesi

* [fadeler alfabetik siraya gére verilmistir.

Konuyla ilgili geng bir yogun bakim galisaninin ifadesi ise su sekildedir: ‘Bu siirecte COVID yogun bakimda ¢alisan hemsire ve
personeller ¢ok yiprandi onlarin motivasyonunu arttirmak adina ne ek ddeme yapildi ne de esnek ¢alisma kosullari saglandi. Eger
orada ¢alisan kisilere onca koruyucu énleme karsi yine de viriis bulasiyorsa demek ki bu kisilerin bagisiklik sistemleri psikolojik
olarak yipranmalara ve yogun viriis yiikiine karsi koyamiyor. Su zorlu siiregte bu kadar canla basla ¢alisan insanlara gérev farki
g6zetmeden ek bir 6deme olusturulmasi kisileri hi¢ olmazsa motivasyon yéniinden iyilestirecektir. Ben sadece bir ay covid yogun
bakimda destek ekip olarak gidip ¢alismis ve daha sonrasinda PCR testi pozitif ¢itkmis bir ¢alisan olarak buraya bunlari yazmak
istedim ¢alismaniz igin tesekkiirler .

Ayni soruyla ilgili deneyimli bir hemsirenin paylasimi ise su sekildeydi: ‘Pandemi siireci saghk ¢alisanlarinin alanda yasadigi
sorunlari dile getirdikleri bunun iizerinden 6rgiitlenip taleplerini gerek yazili ve gérsel basinda gerek sosyal medyada gériiniir hale
getirebildikleri bir stire¢ oldu. Saglik alaninin yiiksek riskli bir is alani oldugunu anlatmakta ¢ok zorlaniyorduk. Bu siirecte hakliligimiz
ortaya ¢ikti. Artik sagir sultan bile biliyor.”

5. TARTISMA VE SONUC

Sosyal damgalanma etnik kdken, irk, hastalik veya baska bir nedene bagli olarak ortaya ¢ikabilen ve olumsuz sonuglarin ortaya
¢tkmasina neden olan bir durumdur. Toplumun sahip oldugu kiltirel degerlerle yapilanan sosyal damgalanma tirleri arasinda,
daha zarar verici oldugu kabul edilen damgalanma tiruniin insanlarin kendilerini fiziksel ve ruhsal agidan daha korunaksiz hissetigi
hastalik stirecinde damgalanmadir. Bu damgalanma tiirii salgin siireciyle sinirli olmayip, AIDS ve clizzam gibi hastaliklar dolayisiyla
damgalanma, siiregen bir problem olarak toplumsal yasanti icinde yer almaya devam etmektedir (Adom ve ark., 2020; Bruns ve
ark., 2020). Bu calisma kapsaminda saglik ¢alisanlarinin salgin siirecinde karsi karsiya oldugu sosyal damgalanma riskinin
degerlendirilmesi amaglanmistir. Saglk hizmetlerinin sunulmasi siirecinde ana aktoér olan saglik ¢alisanlarinin 6zellikle salgin
surecinde ruhsal olarak desteklenmesi gerekmektedir. Bu baglamda salgin siirecinde saglik ¢alisanlari sosyal damgalanma riskinin
yiksek oldugu bir grup olarak degerlendirilmeli ve salgin sirecinin yonetilmesinde bu durum goéz oniinde bulundurularak
planlamalar yapilmasi gerektigi distinilmektedir.

Bu arastirmada elde edilen bulgularin genel olarak literatiirle uyumlu oldugu gériilmektedir. Ornegin sosyal damgalanma algisinin
demografik degiskenlere gore farkhlasmadigi, bu arastirmada elde edilen bulgular arasindadir. Agikel ve Pakyiiz (2015) tarafindan
yapilan galismada hastalarin damgalanma algisinin cinsiyet ve medeni duruma gore farkhlasmadigi gosterilmistir. Yalginay’'in
(2015) kanser hastalari ile gergeklestirdigi calismada da damgalanma algisinin cinsiyete gore farklilagsmadigi goralmustir. Ancak
ayni galismanin sonuglari, egitim durumunun ayrimcilik anlayisi ile olumsuz yonde ve dusik diizeyde iliskili oldugunu
gostermektedir. Eski hikUmlilerle gergeklestirilen baska bir ¢alismanin sonuglari da damgalanma algisinin yas ve egitim
durumundan etkilenmedigini ortaya koymaktadir (Arslanoglu-Cetin, 2016). Demirkiran (2019)’'in ¢alismasi da cinsiyete, egitim
durumuna ve medeni duruma gore igsellestiriimis damgalanma algisinin farklilasmadigini gostermektedir. Karslioglu'nun (2018)
galismasi ise hastaliklari dolayisiyla erkeklerin daha fazla damgalanma kaygisi duydugunu gostermektedir. Konuyla ilgili yapilan

DOI: 10.17261/Pressacademia.2020.1325 295



Research Journal of Business and Management- RIBM (2020), Vol.7(4). p.288-298 Bana

galismalar arasinda Karslioglu’nun (2018) ¢alismasi disindaki gcalismalar ile bu galismada elde edilen bulgularin genel olarak uyumlu
oldugu gorilmektedir.

Bu arastirmada, saglik galisanlarinin % 51,2 oranda sosyal damgalanma yasadigi yoninde bir kanit elde edilmistir (Likert 6lgegi ile
degerlendirme 2,56/5). Hawryluck ve arkadaslari (2004) tarafindan SARS Salgini stirecinde gergeklestirilen ¢alismada da sosyal
damgalanma konusunda 6nemli kanitlara ulasiimistir. Bu siiregte karantinaya alinan kisilerin % 51’i insanlarin kendilerinden
kagtigini, % 29’u sosyal organizasyonlara davet edilmedigini, % 7’si arkadaslari tarafindan aranmadigini ve % 7’si ailelerinin de
kendilerinden dolayi bu toplantilara davet edilmedigini belirtmektedir. Degerlendirme kapsaminda ele alinan degiskenler ve
katihmcilar iki arastirmada da farklidir. Bu konuda farkli arastirmalara ihtiya¢ duyuluyor olmakla birlikte, bu arastirma kapsaminda
elde edilen sonucun daha olumlu oldugunu séylemek mimkindir. Bu farkhlagsma; kullanilan dlgeklerin, arastirmalarin yapildig
kiiltiirlerin ve salginin boyutu gibi degiskenlerle birlikte degerlendirilmelidir. Ulkemizdeki dayanisma anlayisinin daha biiyiik
Olgekte bir salgin yasanmasina ragmen nispeten daha dusik dizeyde bir damgalanma algisi yasandigi seklinde yorumlanabilir.
Ancak mevcut arastirmalar sinirli oldugundan konuyla ilgili daha fazla lilke 6rnegiyle karsilastirma yapilabilmesi, daha net
sonuglarin ortaya konmasini saglayacaktir. Ayrica salgin ornegi ve olgegi ile saglik ¢alisanlarinin arastirmaya konu olmasindan
dolayi, daha once literatlrde benzer ¢alismalarin oldukga az olmasi bu konuda karsilastirma yapmak noktasinda bir kisitlilik olarak
degerlendirilebilir.

Mesleki sayginhigin damgalanma algisi ile iliskili olmamasi da bu ¢alismada elde edilen ilging bulgulardan biridir. Ancak literatiirde
benlik saygisinin, sosyal damgalanma algisini azaltacagi yoniinde kanitlar bulunmaktadir (Agikel ve Pakyiiz, 2015; Yakar, 2019). Bu
baglamda uzun donemde oldukga fazla olumsuz etkisi olan sosyal damgalanma algisinin azaltilmasi igin saglik galisanlariyla benlik
duygusunu giiclendirecek calismalar yapilmasi gerektigi diisiiniilmektedir. Ornegin saglik calisanlarinin kendilerini ruhsal agidan
glcll hissetmelerini saglayacak egitimler planlanmasi gerekmektedir. Ayrica toplumsal damgalanmanin ortaya ¢ikma nedenleri ve
olumsuz sonuglari konusunda toplumsal bilincin artirilmasi yoniinde ¢alismalar yapilmasi da 6nemlidir. Yanlis bilginin yayilmasinin
onlenmesi ve sosyal damgalanmanin azaltilmasi icin medyanin ve kitle iletisim araglarinin rolii de unutulmamahdir (Hopman ve
ark., 2020; Bruns ve ark., 2020). Ozellikle kitle iletisim araclari ve sosyal medya araciliglyla empati duygusunu gelistirmeye yénelik,
yenilikgi, yaratici ve garpici gorsel ve isitsel galismalarin yapilmasinin toplumsal bilincin saglanmasi noktasinda fayda saglayacagina
inaniimaktadir (Logie ve Turan, 2020).

Katihmcilara yoneltilen agik uglu sorulara verilen yanitlar degerlendirildiginde insanlarin kendilerinden uzak durmalarinin ve ‘salgin
surecinde yapilan 6demelerde adil davraniimamasi’ temalarinin en fazla dile getirilen temalar oldugu gérilmektedir. Arastirma
kapsaminda bu sirecgte saglik calisanlarinin pek ¢ok olumsuz durumla karsilastigi yoniinde bulgulara da ulasiimistir. Gana’da saghk
galisanlarinin salgin siirecinde yasadigi olumsuzluklari degerlendiren bir nitel calismada da bu galismada elde edilen sonuglarla
bazi benzerlikler oldugu gorilmektedir. Adom ve arakadaslari (2020) tarafindan gergeklestirilen calismada saglik galisanlari;
evlerinin insanlar tarafindan COVID-19 bulasmis bir ev olarak nitelendirildigini, magaza sahiplerinin kendilerine ve aile lyelerine
satis yapmak istemediklerini, alisveris karsihginda 6deyecekleri paranin hastalik etkeni tasidigini iddia ettiklerini, toplu tasima
araglarin alinmadiklarini ve yasadiklari bu olumsuzluklarin etkisinin hayal kiriklig1 ve Gziinti seklinde hala devam ettigini
belirtmektedir.

Bitiin saglik calisanlarinin bu siirecte sisteme ve yoneticilerine giiven duymasi, ¢alisanlarla iletisim kanallarinin agik tutulmasi ve
ruhsal agidan desteklenmesi, saglik hizmetlerinde kalitenin stirdirilmesi agisindan 6nemlidir (Badrfam ve ark., 2020). Yasanan bu
tir olumsuzluklarin salgin sireci sonrasi igin de dnemli bir risk faktori olabilecegi g6z 6niinde bulundurulmalidir. Stacy Adams’in
‘Esitlik Yaklasimi’'na gore galisanlar esit ve adil bir galisma ortaminda daha verimli bir sekilde ¢alismaktadir. Aksi durumda ise
verimliligi diisen g¢alisanlar, ¢ahstiklari kurumu sabote etmeye varan olumsuz bazi davranislar sergileyebilmektedir (Kogel, 2013).
Bu nedenle saglik calisanlarinin galistigi kurum (kamu veya 6zel) fark etmeksizin 6zlik haklarinda iyilestirme yapilmasi 6nemlidir.

Calismada elde edilen bulgular dogrultusunda, saglik hizmetlerinin sunulmasi siirecinde hizmet kalitesinin strdirulebilmesi
noktasinda ana aktor olan saglik ¢alisanlari igin sosyal damgalanma nedeniyle yasanabilecek olumsuz duygu ve duslincelerin
azaltilmasi yoniinde énlemler alinmasi dnerilmektedir. Bu dogrultuda saglik calisanlarinin benlik duygusunun ve toplumun biling
dlzeyinin artirilmasi yoninde calismalar yapilmalidir. Ayrica saglik ¢alisanlarinin yoneticileri ve Saglik Bakanligi ile acik iletisim
streglerinin yapilandiriimasinin gerektigi gorilmektedir. Salgin slreci disinda da zorlayici galisma kosullarinda hizmet sunmakta
olan saglik ¢alisanlarinin 6zlik haklarinin iyilestirilmesine, adalet ve esitlik anlayisinin yerlesmesine yénelik ¢alismalar yapilmasinin
onemli ve saglik hizmetlerinde kalitenin sirdirilebilmesi agisindan gerekli oldugu distiniiimektedir. Salgin slirecinden sonra
ortaya cikabilecek travma sonrasi stres bozuklugu konusunda saglik galisanlarinin izlenmesi gerektigi ve 6zellikle hastalik gegiren
galisanlarin ¢calismaya basladiktan sonra damgalanma riskiyle karsi karsiya olabilecegi saglk yoneticilerinin bu slrecte goz ardi
etmemesi gereken hususlardir.
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ABSTRACT

Purpose- Operational performance is critical to competitive advantage, market share and financial performance of organisations. These benefits
of operational performance translate to the socioeconomic growth and development of nations. Despite the relevance of this construct, there is
paucity of validated scales on it in the airlines’ sector. This study, therefore, conceptualized, dimensionalized and validated the operational
performance construct in the civil aviation sector.

Methodology- | exhumed 49 items from the vast literature on operational performance in several sectors, including the airline industry. | contacted
managers in the aviation sector and experts in the field to confirm face and content validity. | then engaged an initial sample of 213 workers in
the 18 Nigerian domestic airlines and subjected the proposed items to Exploratory Factor Analysis (using IBM SPSS version 27). Furthermore, |
enlisted another sample of 201 respondents and used the second set of data to conduct a Confirmatory Factor Analysis (using IBM SPSS Amos
version 26).

Findings — The initial 49 items passed the test of face and content validity. Exploratory Factor Analysis resulted in the extraction of 29 items from

the initial 49 items, representing five principal components (quality, cost, responsiveness, innovation and safety). Upon Confirmatory Factor
Analysis, the final 29-item instrument passed the tests of validity and reliability. The proposed overall measurement model had a good fit with the
sample data.
Conclusion- Based on the findings, the study emphasized the need for managers in the airline sector to be aware that the twenty nine observable
indicators validated in this study can be deployed to improve their organisations’ operational performance via quality, cost, responsiveness,
innovation and safety. The paper reveals some methodological limitations and suggested that structural models on the nexus between operational
performance and other variables, such as organizational culture and environmental turbulence, be developed and tested in diverse settings.

Keywords: Aviation industry, confirmatory factor analysis, exploratory factor analysis, operational performance.
JEL Codes: C52, L80, L93, M10

1. INTRODUCTION

Operational performance has continued to attract the attention of managers and industry watchers. There is convergence of
opinion in scholarly literature that operational performance is the bedrock of quality practices and the overall performance of
organisations (Salem, 2003; Sharma & Modgil, 2020), which is anchored on reduction of cost, waste and order time, efficiency in
production, service delivery, cycle time, environmental responsibility and regulatory compliance (Heizer, Render, Munson &
Sachan, 2017).

Moreover, operational performance is a key promoter of competitive advantage (Narasimhan & Das, 2001; Schroeder, Shah &
Xiaosong-Peng, 2011). Furthermore, Operational performance is important to firms as it reflects improvement in experiential
quality in terms of waiting time (Ko, Mai, Shan & Zhang, 2019) and flexibility of service delivery (Kaynak, 2008), leading to increased
revenue and profits for companies (Zhang & Xia, 2013).
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Specifically, in the aviation sector, operational performance correlates with safety, innovation (Ward, Duray, Leong & Sum, 1995;
McCardle, Rousseau & Krumwiede, 2019), user satisfaction, passenger loyalty (Peng, 2009; Kumar, Batista, & Maull, 2011), market
share and the financial performance of the airport, airlines and service providers (Tsikriktsis, 2007).

It is a common notion in performance measurement literature that what cannot be measured cannot be improved (Kaplan &
Norton, 1996; Tzanakakis, 2013; Lingard, Wakefield & Blismas, 2013). Thus, organisations that wish to improve their operational
performance need to first of all measure it accurately. According to Melnyk, Stewart and Swink (2004), metrics and performance
measurement are essential in converting an organization’s vision or mission into reality.

The importance of operational performance to the overall health and effectiveness of organisations has necessitated researchers
to come up with various metrics. Despite the prevalence of these metrics, operations managers barely understand them because
most of them do not have uniform number or types of measures and are “often poorly articulated” (Melnyk et al, 2004).

Curiously, while the numerous metrics for operational performance have been used especially for supply chains and logistics (e.g.
Lyu, Chen & Huo, 2019), information technology (Cdmara, Fuentes & Marin, 2015) and the pharmaceutical (e.g. Sharma & Modgil,
2020) and manufacturing sectors (e.g. Baird, Hu & Reeve, 2011; Chavez, Gimenez, Fynes, Wiengarten & Yu, 2013; Onofrei, Prester,
Fynes, Humphreys & Wiengarten, 2019), there appears to be none that simultaneously measures how efficiently airlines, in
particular, improve quality, reduce cost and ensure on-time service delivery, while being flexible and innovative within a culture
that promotes safety and environmental sustainability.

Given the dynamic and unpredictable nature of the aviation industry, laced with bottle neck competition, demands for
environmental responsibility and the increasing adoption of innovative techniques and processes, it has become more important
than ever to develop a metric on how airlines can assess the extent of improvement in their day-to-day operations. Although most
of the previous studies in diverse industry settings have used operational performance as a reflective construct of variables such
as cost, quality, delivery and flexibility, | proposed that it is a composite of quality, cost, responsiveness (on-time delivery and
service flexibility), innovation and safety/environment.

| therefore conducted a comprehensive study in the Nigerian aviation industry to unambiguously define and facilitate an
understanding of the operational performance construct, coupled with the development of a robust instrument that measures
the facets of the construct. | ensured that there was congruence between the conceptual definition and actual measurement
(Schwab 1980) of the operational performance construct. To achieve this aim, the rest of this paper assumes the following
trajectory:

Firstly, | embarked on a comprehensive review of related literature pertaining to the concept of operational performance and its
measures. Secondly, | interviewed scholars, organisational experts and managers in the aviation industry on the nature and level
of manifestation of operational performance in the sector. Thirdly, after diligent review of the extant literature and inputs from
researchers, managers and industry icons, | developed a theorizing model that captured operational performance as a composite
of quality, cost, responsiveness (service timeliness and flexibility), innovation and safety/environment.

Following the above, | constructed an instrument (questionnaire) on operational performance, anchored on a 5-point Likert’s
scale. The proposed measures of operational performance, with their accompanying indicators, were again subjected to rigorous
scrutiny of experts to ascertain face and content validity. In addition, | conducted an Exploratory Factor Analysis (EFA), using an
initial sample, to explore the underlying factor structure and have a parsimonious conceptual understanding of the operational
performance construct. A second sample of respondents was enlisted for Confirmatory Factor Analysis (CFA) of the instrument:
to examine the factor structure revealed by the EFA and to confirm it through reliability, validity and model fitness statistics. The
use of two independent studies for EFA and CFA was based on the recommendation of Gerbing and Hamilton (1996). | deployed
the International Business Machines Corporation’s Statistical Package for Social Sciences (IBM SPSS) version 27 and the Analysis
of Moment Structures statistical module (IBM SPSS Amos) version 26 to conduct the analyses.

This study marks a watershed in extending the literature on operational performance in the aviation sector. The paper also
furnishes a deeper understanding and insight on the critical elements that strike a favourable chord for the enhancement of
airlines’ operational performance.

The rest of the paper gives details of literature review on the concept of operational performance and its measures. Following
this, the paper provides a detailed list of the items generated from the extant rich literature on operational performance, across
various industry settings, and tailored to suit the civil aviation sector. Furthermore, the paper substantiated the factorability of
the study construct through the factor reduction approach known as Exploratory Factor Analysis, and established the reliability,
validity (via Confirmatory Factor Analysis) and goodness of fit of the instrument and the associated model. The final parts of the
paper are discussion, implications, limitations and suggestions for future research directions.
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2. OPERATIONAL PERFORMANCE

A firm’s operational performance (OP) is a measure of its efficiency in utilizing resources, and to innovatively create quality goods
and services in a timely, responsive and safe manner without significant harm to the environment. According to Heizer et al.
(2008), OP is ability of an organization in reducing costs, order-time, lead-time, thereby improving the overall effectiveness and
distribution capacity of the organization. Similarly, Amarjit, Manjeet, Neil and Harvinder (2016) opine that operational
performance is an aggregate measure of how efficiently a firm utilizes its resources in its core operations to generate revenues
and profits in the long-run. The principle of operational performance lays great emphasis on innovation, quality, timely
product/service delivery, maximum conservation of resources, environmental responsibility and regulatory compliance (O’Brien,
2009; Prajogo, Chowdhury, Yeung & Cheng, 2012).

Furthermore, operational performance can also be viewed as the extent to which an organisation implements its operations
strategy, towards contributing to the superordinate goals. Moreover, Schroeder et al. (2011) submits that operational
performance signifies the degree of realization of the competitive priorities set by managers. | define operational performance as
the extent to which an organization improves quality, reduces cost and ensures on-time service delivery, while being flexible and
innovative within a culture that promotes safety and environmental sustainability.

Organizations stand to harvest several benefits whenever they increase their operational performance. These benefits include
higher levels of market share (Tsikriktsis, 2007), user satisfaction, passenger loyalty (Kumar et al, 2011) and competitive advantage
(Schroeder et al., 2011). Other outcomes are: improvement in experiential quality in terms of waiting time (Ko et al, 2019),
flexibility of service delivery (Kaynak, 2008), safety, innovation and environmental sustainability (McCardle et al, 2019), leading to
increased revenue and profits for companies (Zhang & Xia, 2013).

Due to these numerous benefits mentioned above, firms have deployed various practices to increase operational performance.
Such practices include effective supply chain management, green production (Prajogo, Tang & Lai, 2014), lean manufacturing
(Petkova & Dam, 2014) and Total Quality Management (Vanichchinchai & Igel, 2011).

3. MEASURES OF OPERATIONAL PERFORMANCE

There are no commonly agreed measures of operational performance (Bayraktar, Demirbag, Lenny Koh & Tatoglu, 2009).
Although the most rampant latent indicators of operational performance are cost, quality, delivery and flexibility (Hallgren &
Olhager, 2000; Pagell & Krause, 2002; Melnyk et al., 2004), there are several other measures advanced by researchers. Various
scholars have used various measures of OP based on the industry type, research philosophy and the phenomena being
investigated.

For instance, some studies (e.g. Flynn, Huo & Zhao, 2010; Devaraj, Krajewski, Wei, 2007; Lyu, Chen, Huo, 2018; Sharma, 2020)
used operational performance as a single construct with non-uniform multiple indicators. Other studies (e.g. Cdmara et al, 2015)
dimensionalized operational performance into operational flexibility and delivery performance. Moreover, operational
performance has also been bifurcated into quality management and inventory management (Baird, et al, 2011; Saleh, Sweis &
Mahmoud, 2018).

Furthermore, operational performance has been measured as a composite of cost, quality, delivery and flexibility (Cua, McKone
& Schroeder, 2001; Onofrei et al, 2019). Nabass and Abdallah (2018) used the above measures, with each having multiple indictors.
Pagell & Krause (2002) extended the measures of operational performance to unit price of manufacturing, total cost, product
quality, delivery speed, delivery dependability, flexibility, and speed of new product introductions.

Similarly, Jabbour, Jabbour, Govindan, Teixeira & Freitas (2013) deployed cost, quality, flexibility, delivery, new product
development, and time-to-market for new products as measures of operational performance, while Nawanir, Teong & Othman
(2013) used quality, inventory minimization, delivery, productivity and cost, with each measure having single item.

In addition, Abdallah, Phan & Matsui (2016) dimensionalised operational performance as cost, quality, delivery, flexibility and
innovativeness - using single indicators for each latent variable. More recently, McCardle et al (2019) demarcated operational
performance into exploitative capabilities (comprising cost, quality, and delivery) and explorative capabilities (innovation, and
environmental and safety practices).

Following the above, | propose that operational performance is a composite of quality, cost, responsiveness (on-time delivery and
service flexibility), innovation and safety.
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3.1. Quality

Quality is the degree to which a product conforms to user expectation (Barnes, 2008). Quality can also be viewed as a measure of
the amount of desirable attributes in a product. The quality of intangible product is measured in terms of services quality.
According to Parasuraman, Zeithaml and Berry (1985), service quality is the perceived difference between customer expectations
and service performance. | define quality as a measure of the extent of durability, reliability, functionality, superiority and overall
excellence of a product or service which leads to favourable user experience. Higher quality leads to higher user satisfaction, loyalty,
market share and revenues.

In the context of the aviation industry, quality is seen as a combination of physical and intangible attributes of the airlines and
their staff that offer flights experiences in line with customer’s expectation. For Lovelock and Weinburg (1993), all things being
equal, quality is the most critical element of that passengers respond to. Thus, the provision of quality services is the greatest
preoccupation of managers in the airline industry (Wells & Wensveen, 2004). The organisational benefits of delivering superior
quality include improved brand positioning, passenger retention/ loyalty, market share and profitability - resulting in competitive
advantage and organisational success (Whiteley, 1991; Berry & Parasurman, 1994).

Parasuraman, Zeithaml and Berry (1988) dimensionalized service quality into tangibles, reliability, responsiveness, assurance and
empathy. Notwithstanding the popularity of these dimensions, they do not have universal application (Rosen & Karwan, 1994)
and only a few of scholars (e.g. Sultan and Simpson, 2000; Change & Yeh, 2002) have adopted them in the civil aviation sector. In
most of these studies, reliability was found to be the most critical indicator of service quality (Clifford, Cunningham & Moomkyu,
1994).

The service quality construct gained traction in the airline industry through the works of Gourdin (1998) who decomposed it into
price, safety, and timeliness. Before then, Mersha and Adlakha (1992) had advanced readiness to correct errors, task aptitude,
courteousness, responsiveness, and tolerance as attributes of service quality. Other indicators of service quality proposed by
scholars who studied airlines are: timeliness, food and beverage quality, seat comfort, advocate price, safety, baggage movement,
check-in (ground) process and on-board (in-flight) services, aircraft type or brand, overbooking and customer complaints (see
Elliot & Roach, 1993; Ostrowski, O’Brien & Gordon, 1993; Truitt & Haynes, 1994; Chen & Chang, 2005).

Literature concerning the airline industry suggests that quality is reflected in: (1) up-to-date aircraft and in-flight facility, (2)
comfortable in-flight seats, (3) convenience of scheduling flights, (4) good meal, (5) interesting in-flight entertainment services,
(6) neatness of staff, (7) willingness of employees to help passengers, (8) courtesy and politeness of employees and availability of
non-stop flight (Park, Robertson & Wu, 2006). Quality is also observed by (9) newness of the aircraft, (10) comfort due to functional
air conditioners (Saha & Theingi, 2009), (11) cleanliness and pleasantness of in-flight facilities (Ahn & Lee, 2011; Chen, Tseng &
Lin, 2011), (12) baggage handling capacity and (13) reliability of scheduled flights (Tiernan, Rhoades, Waguespack Jr, 2008).

3.2. Cost

Bowersox, Closs and Cooper (2009) submit that operational cost is the total amount incurred to carry out a specific operation. |
define cost as a measure of the naira value of the resources used to produce goods or deliver services; the required payment to
manufacture a product or create utility. Cost elements differ based on the industry. Total cost could include holding cost, ordering
cost, direct labor cost, inspection costs, administrative and handling costs. One of the principal goals of organisations is to minimize
cost in order to maximize profit. Thus, firms deploy cost reduction strategies that emphasize reduction of inventories, elimination
of non-value added activities and maximization of resource utilization.

According to Belobaba, Odoni and Barnhart (2015), the major operating cost elements in the airline sector are fuel cost, direct
labor cost, depreciation cost, service cost, maintenance cost, and airport charges and handling costs. With regard to ranking, jet
fuel and labour costs account for the highest percentage of airlines’ operational costs (O’Connor, 2001; Berrittella, La Franca &
Zito, 2009). Fuel cost is influenced by age of aircraft, fuel efficiency of the carrier’s fleet, aircraft weight, distance taxied or flown,
wind condition and cruise altitude (Doganis, 2010), while labour cost is mainly a function of the salaries of the flight crew, cabin
crew and maintenance employees. Maintenance cost include machine equipment purchase costs, quality inspection costs and
hangar costs, whereas passenger service cost consists of cost of meals, beverages and cabin crew supplies. Lastly, travel agents’
commissions fall under reservations and sales costs (Eller & Moreira, 2014).

Moreover, as the airlines grapple with intense competition and environmental volatilities, various innovative cost control
measures are implemented to ensure their survival and improve their overall performance. One of such response is the emergence
of low cost airlines (Atalik & Ozel, 2007), which provide competitive low-cost flights and services for their customers without
compromising safety and quality. Specifically, low-cost airlines deploy low-cost strategy by operating high-density seating
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arrangement, single or at most two types of aircrafts, point-to-point network, short-distance flights, no in-flight meals or free
beverages (no-frills), low-level of automation, and direct ticketless sales (Seristé & Vepsdldinen, 1997). These airlines are not
interested in using service quality to achieve competitive advantage. Rather, they lower their costs to provide competitive fares
for various market segments (Graham & Vowels, 2006).

Following the above, Chang & Shao (2011) advocated five policy thrusts to control costs in airlines, namely: fuel cost minimization
policy, staff productivity improvement policy, simplification of in-flight operations, reduction of aircraft maintenance cost, and
lean operating procedure. Moreover, airlines implement low-cost strategy by (1) reducing dead weight of aircrafts, (2) replacing
old aircrafts, (3) ensuring fuel saving, (4) minimizing taxi-out times, (5) adjusting en route flight plans and using alternate airports,
(6) allocating reasonable flight hours for cabin crew and discouraging over-time hours, (7) sharing maintenance resources with
other airlines, (8) building an effective supply chain network, (9) accelerating direct ticket sales, and (10) encouraging ticketless
check-ins and bar code boarding passes (Chang & Shao, 2011).

3.3. Responsiveness (on-time delivery and service flexibility)

The concept of responsiveness suggests that organisations face the twin challenges of on-time delivery and flexibility. A responsive
firm is that which provides a service in a timely and flexible manner. | define responsiveness as a firm’s ability to deliver products
or services to its customers in a timely manner, and swiftly reconfigure or adjust resources to respond to changing customers’
preferences and emergencies.

Service organizations endeavour to reduce the time between when a customer makes a demand or places an order and when
they receive them (Slack, Chambers & Johnston, 2007). | define on-time delivery as a form of timeliness that measures the ability
of a firm to meet or respond to user demand within a commonly agreed timeframe. In the context of the aviation industry, on-
time delivery is the promptness with which airlines respond to customers’ demands when they make bookings, the time they
spend at the airport on preflight activities and the flight time. Timeliness of operations is important as it reduces turnaround time
and the overall stress on the customers, thereby leading to higher levels of passenger satisfaction (Namukasa, 2013). Moreover,
Vlachos and Lin (2014) provided empirical evidence that complaints about flight delays and punctuality inhibit passenger loyalty.
Some strategies firms adopt to deliver prompt services are: accurate demand forecasting and simulation, efficient coordination
of work processes, changing the layout of facilities and optimizing transportation algorithms.

In addition to the need for on-time delivery in a competitive and dynamic environment, organisations are faced with the challenge
of flexibility. According to Rosenzweig, Tubiello, Goldberg, Mills and Bloomfield (2002), flexibility is the ability of a firm to
seamlessly reconfigure and reallocate resources in a highly competitive environment to meet the constant fluctuations in demand
“volume, product mix, and schedules” (p.441). Flexible firms briskly react to changes in time, cost and customer’s value with
minimum penalty. | define flexibility as a swift adaptation process triggered by rapid fluctuations in demand in terms of product
or service specification, volume, price, place and timely delivery. This may involve changing the features of a product or procedures
of a service to match the prevailing requirements. Flexibility helps organizations to optimize on operational costs and time, and
find new ways to respond rapidly to the ever-changing market and customer needs thus giving the business a competitive edge.

Specifically, the airline sector often faces disturbances such as technical breakdowns, missing passengers, striking workers,
airspace congestion or poor weather conditions, which cause delays and further delays, due to interdependencies between
various aircraft or crews. Schedule disruptions such as flight cancellation can arise from these disturbances. Moreover, changing
customer and regulatory requirements present airlines with the option of reconfiguring their strategies, structures, processes and
resources. Thus, how well airlines adjust operations or swap resources to suit the changing business contexts, while maintaining
total system functioning, will determine their level of competitiveness and overall performance (Nair, Fernandez& Segura, 2011).

In order to overcome these challenges, airlines deploy flexible strategy by reducing or increasing fleet size, increasing delay
tolerance or carrying out low-cost recovery activities (lonescua & Kliewera, 2011). Flexible scheduling involves swapping of
resources such as aircraft or crew, rerouting of passengers, adjusting departure time or cancelling flights, or using reserve or
standby resources, until all resources for operation are available.

A granular look at theory reveals that airlines are responsive when: (1) ground handling services are executed promptly and
appropriately, (2) in-flight services are delivered promptly, (3) there is no delay in passenger, crew and luggage check-ins, (4)
airline has on-time departure and arrival, (5) staff quickly and effectively handle complaints, (6) ticketing is quick, easy and user
friendly, (7) Information of flight status is updated promptly using several channels, (8) passengers can choose the seats they
prefer, (9) resources are easily swapped, rescheduled or reallocated during severe disruptions or emergencies (see Keating,
Rugimbana & Quazi, 2003; Chen, 2008; Oyewole, Sankaran & Choudhury, 2008; Tiernan, Rhoades, Waguespack Jr, 2008; Ahn &
Lee, 2011; Chou, Liu, Huang, Yih, & Han 2011; lonescua & Kliewera, 2011; Lau, Kwek & Tan, 2011;Wyman, 2012).
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3.4. Innovation

Innovation is viewed as the successful introduction of new or improved management ideas, processes, methods, patents,
practices, technologies, products and services into an organisation. Narvekar and Jain (1996) declare that innovation is the process
of generating a fresh idea and using it to create valuable business outcomes. For Hurley and Hult (1998), innovation is the
“willingness of the members of an organization to consider the adoption” of new management techniques or initiatives (p. 44). |
define innovation as a process that involves the introduction of a new idea, process, technique, managerial practice, product or
service; or the modification and improvement of these, geared towards optimizing the performance indices of an organization.
The newness of these elements depends on the perception of an individual or firm that introduces the innovation (Damanpour,
1992). Thus, that which is classified as innovation in one firm may not be seen as innovation by another firm.

A distillation of the innovation literature reveals that an organization is said to be innovative if it: (1) frequently introduces new
ideas to its services than competitors (2) goes ahead of its competitors in the introduction of new product or service offerings
(Heracleous&Wirtz, 2014), (3) adopts the latest technology ahead of its competitors, (4) constantly improves its business
processes, (5) often develops new management approaches, (6) constantly encourages “idea employees” to develop novel
solutions to problems and (7) improvises on new methods and processes when conventional methods cannot solve problems
(Wang & Ahmed, 2004).

Business organisations continue to embrace innovation because it is vehicle for knowledge creation, sustainable growth,
competitive advantage and survival (Coakes & Smith, 2007; Al-kalouti, Kumar, Kumar, Garza-Reyes, Upadhyay & Zwiegelaar,
2020). Moreover, firms that continuously innovate are more equipped to cope with market turbulence and uncertainty (De
Medeiros, Ribeiro, & Cortimiglia, 2014). Also, innovation enables firms to penetrate new markets and increases customer
satisfaction (Jaskyte, 2011; Sledzik, 2013), which promotes higher market share and profit levels (Gaynor, Bradner, lansiti, & Kung,
2001).

Airlines achieve competitive edge and sustainable growth not only through offering quality service or deploying low-cost strategy.
Long-term survival, competitive differentiation and growth are dividends of innovation. Thus, airlines deeply realize the need to
launch new fleets and services, enter profitable markets, and deploy new business models in order to have a fit with the ever
changing business environment and to meet stakeholders’ expectations (Dasgupta & Gupta, 2009).

Following the above, innovative airlines introduce new business models and advanced experiential services that continuously
exceed customers’ expectations. High investment in point-to-point flights, adoption of management rotation system, use of
youngest fleets (Heracleous & Wirtz, 2014), purchase of large volumes of particular aircraft to obtain huge discount, and new
reward management methods are some of the business model innovations in the industry. Moreover, innovation in advanced
experiential services include the use of the latest on-board entertainment systems, allowing business and first class passengers to
order dishes of their choice and eat before embarking on flight, provision of flat-bed seats, having the roomiest business class
seats and provision of in-flight massaging services and suites for business meetings, coupled with limousine or bike pickup.

Furthermore, airlines also embark on technological innovations by purchasing next generation aircrafts in order to reduce fuel
costs. They also use innovative applications such as self-check-in kiosks or mobile phone barcode solutions to enhance process
stability and service quality. More to that, innovative airlines deploy state-of-the-art IT solutions such as wireless networks,
integrated computer reservation systems, databases and host systems to coordinate activities along the value chain.

3.5. Safety

Safety is a condition whereby individuals, communities and natural environment are protected from danger, hazard or risk. Atkins
(1991) view safety as: (1) “the quality of not being dangerous” (p. 169), (2) “the condition of not being in danger” (p. 169) and the
condition of “a place where you are safe from a particular danger” (p. 171). Thus, a person or place is safe when there is a very
low possibility of harm or damage, measured against specified thresholds and standards. It is a state of inoculation from hazards
attributable to natural forces or random human errors. The above notion on safety relates only to the absence or presence of
acceptable level of danger, but does not address safety as a perceptual phenomenon. To this end, Maurice, Lavoie, Laflamme,
Svanstrom, Romer and Anderson (2001) define safety as “a state in which hazards and conditions leading to physical, psychological
or material harm are controlled in order to preserve the health and well-being of individuals and the community” (p.238). | define
safety as a non-significant probability of occurrence of physical injury, physiological impairment, psychological harm, material
damage, or environmental hazard in a workplace or community. Thus, Safety could also be viewed as freedom from any event
that negatively affects the health and well-being of individuals and the community, or causes significant reduction of the quality
of the environment. Safety as a process involves all activities carried out by organizations to ensure that physical injury,
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physiological impairment, psychological harm, material damage, or environmental hazard in a workplace or community are
avoided, or do not exceed acceptable levels.

Airline safety is a fundamental component of operational performance, and improvement in safety record contributes to
passenger loyalty, stakeholder satisfaction the overall success of airlines (Chen & Chen, 2012; Hussain, Al Nasser & Hussain, 2015).
Safety in airlines addresses two major areas, namely: (1) freedom from unacceptable injury, damage, accidents or crash, and (2)
protection of the environment (Hudson, 1997). Thus, airline operators are not only concerned with the safety of their employees
and passengers, but also how their operations affect the safety of the environment and the immediate host community. Safety
issues of concern range from accidents, injuries and plane crashes to emission of noise, industrial wastes and greenhouse gases
(McManners, 2016).

In order to ensure safety, airline managers carry out the following activities: (1) stop unsafe operations, (2) comprehensively
investigate accidents to identify both immediate and remote causes for the prevention of future occurrences, (3) provide sufficient
safety training and retraining for employees, (4) strictly observe accident preventive measures, (5) promptly rectify any fault, (6)
frequently embark on safety audit (Zohar, 1980; Edkins & Coakes, 2007), (7) adopt environmentally friendly technologies, (8)
purchase aircrafts that are fuel efficient and have low total carbon emissions, (9) dispose old aircrafts that have high noise levels,
(10) encourage tree planting to mitigate the impact of our operations on the environment, and (11) uses waste treatment plant
to protect the environment from toxic waste (Alemayehu & Brocke, 2010).

4. SCALE DEVELOPMENT AND EXPLORATORY FACTOR ANALYSIS

| followed the recommendations of Hurley, Scandura, Schriesheim, Brannick, Seers, Vandenberg and Williams (1997), and
Anderson and Gerbing (1988) on the development of scales. | embarked on an exhaustive literature search to exhume the
associated measures of operational performance. | generated 49 items that reflect the proposed facets of operational
performance. These items were conceptually factored into the five facets of operational performance, namely: quality, cost,
responsiveness, innovation and safety.

| approached 10 managers in the aviation sector as well as five psychometricians, in the area of performance analytics, who
modified some of the items in order to keep them simple, appropriate and meaningful (Kimberlin & Winterstein, 2008). Both
managers and experts agreed that the 49 items adequately and sufficiently reflect the operational performance construct and its
proposed dimensions.

Table 1 shows the proposed dimensions, their operational definitions and the generated items with corresponding sources.

Table 1: The Operational Performance Construct and its Proposed Dimensions and Items

Construct: Operational performance
Definition: The extent to which an organization improves quality, reduces cost and ensures on-time service delivery, while being
flexible and innovative within a culture that promotes safety and environmental sustainability.

of a product or
service which leads
to favourable user
experience.

QUAs: Our airline provides interesting in-flight
entertainment.

QUAg. Our members of staff are neat.

QUA;: Employees are willing to help passengers.
QUAg: Employees are courteous and polite.

QUAG.: Our aircrafts are always new.

QUA0: Air conditioners are functional and provide
comfort.

QUA;1: The in-flight facilities of our aircrafts are clean
and pleasant.

Dimension Operational Items Generated Sources
Definition

Quality A measure of the QUA;: We have up-to-date aircrafts and in-flight Park, Robertson and
extent of durability, | facility. Wu (2006)
reliability, QUA;: We provide comfortable in-flight seats. Tiernan, Rhoades, and
functionality, QUA;3: The way we schedule our flights is convenient Waguespack Jr (2008).
superiority and to passengers. Saha and Theingi
overall excellence QUA,: We serve good meal. (2009)

Ahn and Lee (2011)
Chen, Tseng and Lin
(2011)
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QUA12: We handle baggage without getting missing,
damaged or delayed.

Cost

The naira value of
the resources used
to produce goods
or deliver services;
the required
payment to
manufacture a
product or create
utility.

COS;: Dead weight of our aircrafts is substantially
reduced.

COS,: We always replace old aircrafts.

COS3: We observe fuel saving measures.

COS4: We minimizing taxi-out times.

COSs: We adjust en route flight plans and using
alternate airports

COSe: We allocate reasonable flight hours for cabin
crew and discourage over-time hours.

COSy: Maintenance resources are shared with other
airlines.

COSg: We have an effective supply chain network.
COSq: Our airline sells tickets directly to passengers.
COS10: We encourage ticketless check-ins and bar code
boarding passes.

Chang and Shao
(2011).

Responsiveness

A firm’s ability to
deliver products or
services to its
customersin a
timely manner, and
swiftly reconfigure
or adjust resources
to respond to
changing
customers’
preferences and
emergencies.

RES;: Our ground handling services are executed
promptly and appropriately.

RES;: Our in-flight services are delivered promptly.

RESs: There is no delay in passenger, crew and luggage
check-ins

RES,4: Our arrivals and departures are always on-time.

RESs: Our staff members quickly and effectively handle
complaints.

RESe: Ticketing is quick, easy and user friendly.

RES7: Information on flight status is updated promptly
using several channels.

RESs: Passengers can choose the seats they prefer.

RESq: Resources are easily swapped, rescheduled or
reallocated during severe disruptions or emergencies.

Keating, Rugimbana
and Quazi (2003)

Chen (2008)

Oyewole, Sankaran
and Choudhury (2008)

Tiernan, Rhoades and
Waguespack Jr (2008)

Ahn and Lee (2011)
Chou et al. (2011)

lonescua and Kliewera
(2011)

Lau, Kwek and Tan
(2011)

Wyman (2012)

Innovation

A process that
involves the
introduction of a
new idea, process,
technique,
managerial
practice, product or
service; or the
modification and
improvement of
these, geared
towards optimizing
the performance
indices of an
organization.

INN1: We frequently introduce new ideas to our
services than competitors.

INN3: our airline is ahead of its competitors in the
introduction of new product or service offerings. INN3:
We adopt the latest technology ahead of our
competitors.

INN4: We constantly improve our business processes.

INNs: We often develop new management
approaches.

INNg: Our managers constantly encourage “idea
employees” to develop novel solutions to problems.

INN7: We improvise on new methods and processes
when conventional methods cannot solve problems.

Wang and Ahmed
(2004). Heracleous
and Wirtz (2014).
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Safety

A non-significant
probability of
occurrence of
physical injury,
physiological
impairment,
psychological harm,

SAF;: We stop operations once we perceive danger.

SAF,: We conduct comprehensive investigation
whenever accidents occur, in order to prevent future
occurrences.

SAF3: Employees are sufficiently trained and retrained
in the area of safety.

Zohar (1980)

Edkins and Coakes
(2007)

Alemayehu and Brocke

(2010)

material damage,

or environmental SAF4: We strictly observe accident preventive

hazard in a measures.
workplace or SAFs: We promptly rectify any fault.
community.

SAF: Safety audit is frequently carried out.

SAF7: The technologies we adopt do not harm the
environment.

SAFg: the aircrafts our company purchases are fuel
efficient and have low total carbon emissions. SAFs:
We dispose old aircrafts that have high noise levels.

SAF10: We encourage tree planting to mitigate the
impact of our operations on the environment.

SAF1;: We often use waste treatment plants to protect
the environment from toxic waste.

NOTE: QUA=QUALITY, COS= COST, RES = RESPONSIVENESS, INN = INNOVATION, SAF = SAFETY

4.1. Exploratory Factor Analysis (Study 1)

The proposed items were anchored on a 5-point Likert’s scale and administered as an instrument to employees (including
managers, supervisors, pilots, flight attendants, and check-in staff) in the civil aviation sector, covering Port Harcourt, Owerri,
Calabar, Lagos, Abuja and kano. | deployed the key informant approach (Kumar, Stern & Anderson, 1993) to have a snowball
sample of 308 employees from 18 domestic airlines. This sample size is presumed acceptable since it exceeds the required size of
at least 200 observations to conduct a reasonable EFA, so far as the inter-item correlations are strong (MacCallum, Widaman,
Zhang, & Hong, 1999).

In order to increase response rate, | utilized various sources, such as personal emails, survey monkey to administer the
guestionnaire. Moreover, | made several telephone calls and used gifts as well as little monetary offer to catalyze the response
rate (Singer & Groves& Corning, 1999; Yu, Alper, Nguyen, Brackbill, Turner, Walker, Maslow &Zweig, 2017).

After 10 weeks, | retrieved 221 responses. Out of the 221 copies of the questionnaire retrieved, with a response rate of 71.8%, 8
copies were discarded due to missing responses. A case-wise deletion method (Malhotra, 1999) was used in analyzing missing
responses in which only cases with complete records were included in order to maintain consistency. Thus, a total of 213 cases
were finally used for the analysis. Table 2 shows the demographic characteristics of the final sample.

Table 2: Demographic Characteristics of the Sample (N = 213)

Variable Description Percent
Gender Male 68.3%
Female 31.7%

Age (Years) Age bracket Percent
<26 6.6%
26-35 26.4%
36-45 45.3%
>45 21.7%
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Job Tenure (Years) Tenure Bracket Percent
<5 31.6%
5-10 37.9%
11-15 19.4%
16-20 6.3%
>20 4.8%

Table 2 reveals that that out of the total of final sample of 213 respondents, 68.3% were males, whereas 31.7% were females.
Hence, the number of males is more than twice that of females in the airline sector in Nigeria. Moreover, 45.3% fall within the
age bracket of 36-45 years, whereas 26.4% are between 26-35 years, 21.7% are above 45, and 6.6% are below 26 years in age.
Hence, more than three-fifths of the employees are within the age bracket of 26-45 years, with about three-fifths progressing
towards retirement age. The mean age is 37.9 years (SD = 2.83). Table 2 also reveals that 37.9% of the respondents have worked
in the sector between 5-10 years, followed by 31.6% who have worked less than 5 years. Also, 19.4% have worked between 11-
15 years, 6.3% for 16-20 years and 4.8% have been working in the sector for more than 20 years. Hence, more than one-thirds of
employees have worked between 5-10 years followed by a little less than one-thirds who have worked less than 5 years.
Moreover, the mean total duration of work experience was 9.01 years (SD = 4.11). The preponderance of employees who have
worked for not more than 10 years is traceable to the recent massive employment in the sector.

Next is the result on Principal Component Analysis (PCA). Several scholars (e.g. Fabrigar, Wegener, Maccallum & Strahan, 1999;
Osborne &Costello, 2009) agree that the PCA as an appropriate method in implementing the EFA because “results produced by
factor analysis and PCA are quite similar and is often negligible in terms of interpretation” (Maskey, Feih & Nguyen, 2018, p. 92).
Specifically, the PCA was used because the analysis involves finding the smallest number of factors that will account for the
correlations among the measured variables - that is, how and to what extent items were correlated to a battery of underlying
unobserved variables (Byrne, 1998; Yong & Pearce, 2013).

Thus, Exploratory Factor Analysis was conducted on 49 items of Operational Performance using the PCA with varimax rotation to
ascertain unidimensionality. During the EFA, several indicators were deleted because they either had poor factor loadings less
than the recommended 0.50 threshold under their respective latent variables or cross-loaded more than 0.4 on multiple factors
(Field, 2013). In the case of quality, QUA;, QUAs, QUA,, QUA;0 and QUA;1; were deleted. Also, COS;, COS;, COS,4, COSs, RES;, RES,,
RESs, RESe, INNg, INN7, SAF1, SAF,, SAFs, SAFs and SAF; were suppressed because they loaded below 0.5, and as such are practically
irrelevant or redundant (Hair, Black, Babin & Anderson, 2013).

Furthermore, by way of data inspection (Howard, 2016), outputs regarding KMO (Kaiser-Mayer-0Olkin) Measure of Sampling
Adequacy, Bartlet’s Test of Sphericity, Eigen values and Cronbach’s alpha were observed, together with the variances explained
by the respective factors.

The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy is an index (ranging from 0-1) that “indicates whether the
correlations between variables can be explained by the other variables in the dataset” (Sarstedt & Mooi, 2014, p. 242). KMO
thresholds below 0.50 are unacceptable, whereas values between 0.50-0.59, 0.60-0.69, 0.70-0.79, 0.80—0.89 and 0.90 and above
are miserable, mediocre, middling, meritorious and marvelous, respectively (Kaiser, 1974; Malhotra & Dash, 2007).

The Bartlett’s test of sphericity was used to test the null hypothesis that all non-diagonal elements in a correlation matrix are zero
in the population. A statistically significant (p<0.5) Bartlett’s test of sphericity at 95% confidence level indicates that sufficient
correlations exist among the variables to proceed with factor analysis (Hair.Jr., Black, Babin, Anderson &Tatham, 2006).

Another index used in EFA is the Kaiser criterion (Kaiser, 1960, 1970) of eigenvalues. According to Osborne & Banjanovic (2016),an
eigenvalue is “a representation of the aggregated item-level variance associated with a factor” (p.13). The eigenvalue for a given
component measures the variance in all the variables which are included in that component, where the default cut off eigenvalue
is mainly set at 1.0. Hence, if a factor has a low eigenvalue (< 1.0), then it is contributing little to the explanation of variances in
the variables and may be ignored as redundant with more important factors (Fabrigar& Wegener, 2012).

The most popular estimate of internal consistency of observables in an instrument is the Cronbach’s alpha (Cronbach, 1951;
Cronbach & Shavelson, 2004). It is a measure of the extent to which survey items correlate with each other. Statistically, a is an
estimate of “the proportion of variance that is systematic or consistent in a set of survey responses” (Vaske, Beaman & Sponarski,
2016, p. 3). An alpha between 0.65 - 0.80 is often considered substantial for an instrument used in social or management research
(Spector, 1992; Vaske,2008). The results of the EFA for the OP dimensions are presented in Table 3.
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Table 3: Results of EFA for OP Factors (N = 213)

Factors
Latent Variables and their Indicators 1 2 3 a4 5
Quality
QUA_s: Our aircrafts are always new 0.823
QUA_,: We provide comfortable in-flight seats. 0.811
QUA_1,: We handle baggage without getting missing, damaged or delayed 0.803
QUA_7: Employees are willing to help passengers. 0.792
QUA_s: Our airline provides interesting in-flight entertainment. 0.777
QUA_g: Employees are courteous and polite. 0.764
QUA _¢: Our members of staff are neat. 0.761
Cost
COS_3: We observe fuel saving measures. 0.841
COS_7: Maintenance resources are shared with other airlines. 0.833
COS_s: We have an effective supply chain network. 0.830
COS_o: Our airline sells tickets directly to passengers. 0.800
COS_10: We encourage ticketless check-ins and bar code boarding passes. 0.779
COS_g: We allocate responsible flight hours for cabin crew and discourage 0.768
over-time hours
Responsiveness
RES_4: Our arrivals and departures are always on-time. 0.862
RES_g: Resources are easily swapped, rescheduled or reallocated during 0.832
severe disruptions or emergencies.
RES_7: Information on flight status is updated promptly using several 0.820
channels.
RES_s: Our staff members quickly and effectively handle complaints. 0.798
RES_s: Passengers can choose the seats they prefer. 0.774
Innovation
INN_,: Our airline is ahead of its competitors in the introduction of new 0.828
product or service offerings.
INN_3: We adopt the latest technology ahead of our competitors. 0.823
INN_1: We frequently introduce new ideas to our services than competitors. 0.782
INN_4: We constantly improve our business processes. 0.763
INN_s: We often develop new management approaches. 0.761
Safety
SAF_4: We strictly observe accident preventive measures. 0.871
SAF_3: Employees are sufficiently trained and retrained in the area of safety. 0.868
SAF_g: We dispose old aircrafts that have high noise levels. 0.862
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SAF_10: We encourage tree planting to mitigate the impact of our operations 0.802
on the environment.

SAF_;1: We often use waste treatment plants to protect the environment 0.789
from toxic waste.

SAF_g: the aircrafts our company purchases are fuel efficient and have low 0.782

total carbon emissions.

NOTE: KMO (Kaiser-Mayer-Olkin) Measure of Sampling Adequacy: Quality = 0.881, Cost = 0.794, Responsiveness = 0.827 ,
Innovation = 0.660, Safety = 0.757 , Total KMO = 0.837; Eigenvalues: Quality = 6.774, Cost = 5.838 , Responsiveness = 5.101,
Innovation = 5.706 , Safety = 14.901 , Total Eigenvalue = 6.227; Explained Variance (%): Quality = 37.731, Cost = 13.846 ,
Responsiveness = 12.131, Innovation = 10.444 , Safety = 14.752, Total Explained Variance (%) = 88.904; Cronbach’s Alpha:
Quality = 0.786, Cost = 0.822, Responsiveness = 0.739, Innovation = 0.771, Safety = 0.838 , Total Alpha = 0.775; Bartlet’s Test
of Sphericity: Approx. Chi-Square = 945.137, df= 267, Sig. 0.000.

Source: IBM SPSS Output

Table 3 reveals that the KMO values for the factors range from mediocre (0.660 for Innovation) to meritorious (0.881 for quality),
with meritorious total KMO of 0.837. Moreover, Bartlett’s test values are adequate (Chi-Square = 945.137, df= 267, Sig. 0.000 <
0.001) at 95% confidence level, meaning that the correlations between the variables are significantly different from zero.
Moreover, the quality factor had largest share of explained variance (37.731) with an eigenvalue of 6.774, whereas innovation
factor had smallest share of explained variance (10.444) with an eigenvalue of 5.706. Overall, all factors had eigenvalues higher
than one and explained88.904%total variance of the final 29 items. These outputs indicate that factor analysis has statistical
appropriateness and utility for these statement items. Also, the alpha values are acceptable as they range from 0.739 to 0.838,
with a total alpha of 0.775. Thus, all the blocks are considered homogenous and the items are consistently reasonable in explaining
the variances within the model. Next is the descriptive statistics of the operational performance items with the corresponding r
and  R? values of the measures, as shown in table 4.

Table 4: Descriptive Statistics and Item Total Correlations (N = 213)

Construct Indicators Mean SD Item-Total Correlations R R?
Operational Performance
Quality QUA o 4.003 0.521 0.341 0.471
QUA_, 3.828 0.663 0.432 0.403
QUA_1, 3.115 0.550 0.411 0.322
QUA 5 4.672 0.703 0.392 0.496 0.398
QUA s 3.332 0.514 0.407 0.374
QUA 3 3.963 0.508 0.333 0.411
QUA_6 4.471 0.671 0.327 0.472
Cost COS_; 4.032 0.555 0.421 0.338
COS_y 3.827 0.649 0.397 0.484
COS_3 3.168 0.563 0.400 0.379 0.345
COS_o 3.902 0.715 0.431 0.414
COS_1o 4,111 0.694 0.399 0.385
COS_¢ 3.621 0.590 0.384 0.300
Responsiveness RES_4 3.352 0.730 0.429 0.363
RES_o 3.020 0.582 0.337 0.491
RES-7 3.622 0.518 0.345 0.328 0.328
RES_s 4.149 0.606 0.402 0.367
RES_s 3.720 0.595 0.388 0.396
Innovation INN_, 4.119 0.648 0.348 0.301
INN_3 3.013 0.555 0.442 0.412
INN_; 4.588 0.617 0.333 0.402 0.312
INN_4 3.906 0.546 0.386 0.337
INN_s 3.825 0.713 0.448 0.388
Safety SAF_4 3.094 0.561 0.305 0.402
SAF_3 4.444 0.693 0.404 0.351
SAF o 3.668 0.597 0.413 0.465 0.330
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SAF_10 3.811 0.706 0.386 0.399
SAF_11 4.503 0.574 0.408 0.374
SAF_g 3.773 0.622 0.396 0.386

Source: IBM SPSS v 27 Output

Table 4 reported the mean, standard deviation and correlations of the items, with the coefficient of determination of the principal
components. The output shows that all the statement items manifest highly in the sector [(M = 3.013, SD= 0.555) to (M = 4.672,
SD= 0.703)]. Moreover, the item total correlations among the observables and their corresponding underlying factors are
satisfactory (> 0.3), thus providing additional proof for internal consistency (Polit & Beck, 2009). Also, the r values of the items
(ranging from 0.300 to 0.496) and the R-Squared values of the principal components (ranging from 0.312 to 0.398) signify that the
final items have predictive acceptance and the model fits the exploratory data (Henseler, Ringle & Sinkovics, 2009).

4.2. Confirmatory Factor Analysis (Study 2)

Study 2 involves the collection of data from a second sample of 201 employees in Nigerian airlines. This sample is reasonable
based on the 1:10 rule of sample size for CFA, espoused by Hair et al (2013). By calculation, a minimum of 20 items x 10 = 200
data points are needed for the study. Hence, 201 data points would be considered adequate sample size to run the CFA and draw
inferences.

The measurement model for operational performance has 5 latent variables, namely: Quality, Cost, Responsiveness, Innovation
and Safety, with observable variables of 7,6,5,5 and 6, respectively — these making a total of 29 measurable indicators.

A granular check on the retrieved copies of the 201 copies of the questionnaire reveals that there were no missing data. We then
conducted normality checks on the data using IBM SPSS version 27, to ensure that the data meet the basic assumptions of
conducting CFA. We found that skewness and kurtosis of the individual variables were below 2.00 and 7.00, respectively (Chou &
Bentler, 1995). Moreover, there was no fundamental problem of outliers.

I then exported the data to IBM SPSS Amos version 26 to examine the factor loadings and compute validity and reliability statistics.
4.3. Convergent Validity and Reliability

A factor loading above 0.70 suggests that an indicator exhibits a satisfactory level of reliability. Moreover, an indicator is reliable
when its squared loading scores at least 50% variance (Hulland, 1999). Also, for a latent variable to be adequately explained by its
indicators, the average of the squared loadings of its indicators (Average Variance Extracted) should be at least 50% (Hair, Black
& Babin, 2010). The theoretical name for Average Variance Extracted (AVE) is Convergent Validity, also called communality or
Dillon— Goldstein coefficient (Tenenhaus, Esposito Vinzi, Chatelin, & Lauro, 2005). It is an estimate that determines the average
quantity of variances in indicators that explain the underlying factor (Fornell & Larcker, 1981; Taylor & Hunter, 2003). Thus, a
latent variable is said to be free from problem of convergent validity when its Average Variance Extracted (AVE) is not less than
0.5.

Furthermore, reliability of the latent variables is assessed via composite reliability and Cronbach’s alpha scores. Composite
reliability is a measure of homogeneity, which signifies the proportion of the total composite variance that serves as an estimation
of the true-score variance of each latent variable (Wang & Stanley, 1970). The Cronbach’s alpha (denoted by a) is the popular
measure of an instrument’s internal consistency or reliability (Cronbach,1951). It is an estimate of “the proportion of variance
that is systematic or consistent in a set of survey responses” (Vaske, Beaman & Sponarski, 2016, p. 3). As a rule, a set of latent
variables is said to be consistent in explaining the variances that constitute them if composite reliability and alpha values are not
less than 0.7 (Nunnally & Bernstein, 1994).

Table 5 shows the factor loadings with Average Variance Extracted and the reliability estimates of the latent variables.
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Table 5: Average Variance Extracted and the Reliability Estimates of LVs

Constructs Indicators Convergent Validity Internal Consistency Reliability
Loadings Indicator AVE Composite Cronbach’s

Reliability Reliability Alpha
>0.70 >0.50 >0.50 >0.70 0.70-0.90
0.712 0.507
0.709 0.503
0.836 0.699
0.776 0.602 0.573 0.877 0.876
0.825 0.681
0.715 0.511
0.711 0.506
0.864 0.747
0.717 0.514
0.790 0.624
0.812 0.659 0.607 0.779 0.777
0.722 0.521
0.759 0.576
0.709 0.503
0.824 0.679
0.883 0.779 0.621 0.878 0.876
0.718 0.516
0.791 0.626
0.898 0.806
0.793 0.629
0.708 0.501 0.644 0.793 0.790
0.824 0.679
0.777 0.604
0.742 0.551
0.769 0.591
0.837 0.701 0.616 0.840 0.837
0.888 0.789
0.709 0.503
0.747 0.558

Source: IBM SPSS Amos v26 output, 2020

Table 5 indicates that all factors loaded above the recommended threshold of 0.7, with the lowest being 0.708 (INN_1) and the
highest being 0.898 (INN_2). Also, squared loadings were above 50%, with the lowest being 50.1% (INN_1) and the highest being
80.6% (INN_2). For these reasons, the model has achieved item reliability.

Moreover, AVEs outputs of the dimensions surpassed the recommended threshold of 50%, with the lowest being 57.3% (Quality)
and the highest being 64.4% (Innovation). Thus, the variables have achieved convergent validity.

Furthermore, the output indicates that values of composite reliability exceeded the recommended threshold of 0.7, with the
lowest being 0.779 (Cost) and the highest being 0.878 (Responsiveness). Also, reliability figures are above the Nunnalian cut-off
value of 0.7, with the lowest being 0.777 (Cost) and the highest being 0.876 (Responsiveness). Consequently, the results verify
that the extracted variables are consistent in explaining the variances that constitute them.
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4.4. Discriminant Validity

Analysis on discriminant (divergent) validity reveals the degree to which a cluster of indicators differs from other clusters, even if
all the clusters are related to a parent construct. Put in another way, a block of indicators is said to discriminate itself from other
blocks within the model if it shares more variance with its own block of indicators than with another latent variable representing
a different block of indicators. Statistically, a latent variable does not have discriminant validity problem if the square root of its
AVE exceeds its correlation with all other latent variables (Fornell & Larcker, 1981; Chin, 1998). In addition, both Maximum Shared
Variance (MSV) and Average Shared Variance (ASV) of a latent variable should be less than its AVE for discriminant validity to be
achieved.

Table 6 shows the output for mean, standard deviation and discriminant validity of the latent variables.

Table 6: Descriptive Statistics of Latent Variables and Test of Discriminant Validity

Latent Mean SD AVE MSV ASV QUA COos RES INN SAF
Variables

QUA 3.919 0.582 0.573 0.275 0.294 0.757

Cos 3.767 0.711 0.607 0.352 0.361 0.301 0.779

RES 3.581 0.639 0.621 0.322 0.333 0.398 0.312 0.788

INN 3.901 0.557 0.644 0.371 0.369 0.410 | 0.446 0.364 0.803

SAF 3.883 0.596 0.616 0.298 0.301 0.383 | 0.402 0.388 0.390 0.785

Note: SD = Standard Deviation, AVE = Average Variance Extracted, MSV: maximum shared variance; ASV: average
shared variance, QUA = Quality, COS = Cost, RES = Responsiveness, INN = Innovation, SAF = Safety. The off-diagonal
values are the correlations between latent variables, while the diagonal values (in bold)denote the square roots
of AVEs.

Source: IBM SPSS Amos v26 output, 2020.

Table 6 indicates that all the dimensions are well correlated, with the lowest correlation existing between Cost and Quality (r =
0.301), while Innovation - Cost has the highest correlation (r = 0.446). This confirms that the latent variables measure a single
construct. Furthermore, all the diagonal figures (square roots of the Average Variances Extracted) are higher than 0.7; and are far
greater than the off-diagonal figures (correlations between the constructs). This means that although the latent variables tend to
measure a single construct they are sufficiently distinct from one another. Moreover, all values of MSV and ASV are lower than
their corresponding AVEs. Therefore, the proposed dimensions of Operational Performance have no discriminant validity problem.

Following Oxford and Burry-stock’s (1995) scale, the model also suggests that all the proposed dimensions manifest highly in the
aviation, with the lowest preponderance recorded for responsiveness (M = 3.581, SD = 0.639) while quality has the highest
manifestation (M = 3.919, SD = 0.582) in the sector.

4.5. Model Fit Evaluation

Hair et al. (2013) recommended that model fit evaluation should report the following: (i) the Chi-Square Minimum Discrepancy
(CMIN or x?), degrees of freedom (df) and p-value (ii) an absolute fit index - e.g., Root Mean Square Error of Approximation
(RMSEA) or Standardized Root Mean Square Residual (SRMR) (iii) goodness of fit (GOF) index (e.g., CFl or TLI). Based on this
recommendation, we examined CMIN/df, CFI, TLI, RMSEA and SRMR coupled with a report on p-value.

The table 7 shows the goodness of fit statistics for the overall measurement model.

Table 7: Summary of Overall Model Fit

Fit x2/(df) CFI TLI RMSEA SRMR
Indices
Scores 226.746 (96) 0.982 0.945 0.063 0.699

Decision Criteria: y?/(df)< 5 (Acceptable), < 3 (Excellent); CFI >0.9 (Acceptable),>0.95 (Excellent); TLI >0.9
(Acceptable), >0.95 (Excellent). RMSEA <0.07 (Good); <0.05 (Excellent) - Hair et al (2013); residual
(SRMR) < .08. (Good) — (Schreiber, Nora, Stage, Barlow & Jamie, 2006).

p=0.0003

Source: IBM SPSS Amos v 26 output
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Table 7 shows that the overall model has a y? = 226.746, df = 96, )(2/(df) =2.362 with p <0.001. Additionally, CFI=0.982, TLI=0.945,
RMSEA=0.063 and SRMR = 0.699. This confirms that model exhibits acceptable goodness-of-fit to the sample data. Hence, the
proposed components with their accompanying indicators can be practically used as subjective measures of the operational
performance construct in the aviation sector. Figure 1is the output of the measurement model via the IBM SPSS Amos v 26
software.
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5. DISCUSSION AND IMPLICATION OF THE STUDY

The operational performance construct developed and validated in this paper is a milestone contribution to the performance
measurement literature of the civil aviation sector.

In this study, after exploratory factor analytic treatment, the retained items were subjected to confirmatory factor analysis
whereby they converged in clusters on five sub-constructs. Although the latent variables reflect a larger construct by virtue of the
appreciable correlations among them, such correlation values were lower than 0.7. Furthermore, the AVEs of each block of
indicators far exceeded the correlation between it and other blocks. This satisfied condition for discriminant validity.

Following the above, it means that employees of the airlines perceived enough difference between Quality, Cost, Responsiveness,
Innovation and Safety to qualify them as distinct sub-constructs. Moreover, the Operational Performance model had a good fit
with the sample data, based on the overall evaluation of five model fit indices. Therefore, scholars are at liberty to utilize any or
a combination of the five dimensions independently.

A major contribution of this study to the literature on operational performance is the inclusion of safety as one of the dimensions.
Although quantity, cost, responsiveness and innovation have been documented as dimensions of operational performance (e.g.
Jabbour et al., 2013; Nawanir et al., 2013; Abdallah et al., 2016), past studies have largely downplayed the relevance of safety,
especially as it concerns the protection of the environment in the day-to-day operations of airlines. It appears only McCardle et al
(2019) included “environmental and safety practices” as dimensions of operational performance in “manufacturing supply chains”
(p. 8). Thus, the specified measurement model validated in this study appears to be more holistic in capturing the facets of airlines’
operational performance, using perceptual metrics (Ketokivi & Schroeder, 2004) in this age of growing agitation for a safe planet.

Furthermore, this study extends the literature on performance management by providing further illumination to the operational
performance construct, while offering more nuanced definitions of the concepts that underpin the phenomenon of interest.

That being said, this study holds practical implication for managers and policy makers who are desirous of addressing performance
issues in their organisations. Managers should be aware that the twenty-nine observable indicators validated in this study can be
deployed to improve their organisations’ operational performance via quality, cost, responsiveness, innovation and safety (see
table 3).

6. LIMITATIONS AND DIRECTIONS FOR FUTURE STUDIES

The basic limitations of the study emanate from its aim and the methodology. These limitations provide a gateway for future
research.

Firstly, the initial list of items that were generated may not be exhaustive. For instance, some authors (e.g. Baird et al, 2011)
included inventory management items as part of operational performance, but this study did not include them because | felt they
are mainly meant for the manufacturing sector (e.g. Saleh et al, 2018). Although, the validated items are relatively robust, future
studies should generate inventory management items that reflect the cost dimension of operational performance, and modify
them to suit the aviation sector.

Secondly, none of the validated statement items was coded in reverse form. Future research should consider negatively wording
some of the statement items to mitigate response set bias (Chyung, Barkin & Shamsy, 2018). In addition, future studies should
conduct analysis to ascertain the presence or otherwise of common method variance (Podsakoff, MacKenzie, Lee & Podsakoff,
2003).

Thirdly, Gerbing and Anderson (1988) submit that scales which have been developed and validated should be further retested
and replicated using robust methodological approaches. This airlines’ operational performance scale appears to be the first, hence
future research should add more indicators and retest it in diverse cultures and countries for factorability and validity.

Finally, because the aim of this study is to validate the proposed measurement of operational performance, no structural analysis
was conducted on the construct and possible correlates. Thus, researchers can deploy the developed and validated scale in other
hypothesized models. For instance, future studies may investigate the nexus between operational performance and other
constructs such as corporate culture, in the presence of environmental turbulence.
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ABSTRACT

Purpose - This study aims to explore the associations between knowledge management practices and innovation capability in R&D centers that
operate in Eastern Marmara Region, using an empirical research.

Methodology — Data were gathered using a web-based questionnaire from the senior managers of R&D centers located and operating in Eastern
Marmara Region. Total population sampling method was utilized and 120 managers were contacted. From those contacted, a total of 32 managers
participated in our study. In order to test our hypotheses, multiple hierarchical regression analysis was used.

Findings- Findings of our analyses have shown that knowledge acquisition has a significant positive relationship with learning capability,
production capability, marketing capability, and strategic planning capability. Moreover, results have also revealed a significant positive
association between knowledge storing & sharing and production capability, as well as between knowledge transformation and both marketing
capability and organization capability.

Conclusion- We conclude that knowledge management is significantly and positively associated with innovation capability of R&D centers.
Specifically, knowledge acquisition and sharing have significant impact on learning, production, marketing and strategic planning components of
innovation capability.

Keywords: Knowledge management, innovation capability, R&D centers, innovation, Eastern Marmara Region
JEL Codes: 031, 032, 034

BiLGi YONETiIMINiN INOVASYON YETENEGI iLE iLiSKiSINiN INCELENMESi: DOGU MARMARA
BOLGESINDEKI AR-GE MERKEZLERINDE BiR UYGULAMA

OZET

Amag — Bu galismanin amaci, Dogu Marmara bolgesinde faaliyet gosteren Ar-Ge merkezlerinde, bilgi yonetimi uygulamalari ile inovasyon yetenegi
arasindaki ilskinin, uygulamali bir aragtirma ile incelenmesidir.

Yontem — Calismada kullanilan veriler, web-tabanl bir anket kullanilarak, Dogu Marmara bolgesinde yer alan ve bu bélgede faaliyet gésteren Ar-
Ge merkezlerinin ydneticilerinden toplanmistir. Orneklem yéntemi olarak tam sayim yéntemi kullanilmis ve bélgede bulunan 120 Ar-Ge merkezi
yoneticisi ile iletisime gegilmistir. irtibat kurulan yoneticilerden sadece 32 yénetici ¢alismaya dahil olmus ve veri saglamistir. Elde edilen verilerin
analiz edilmesi igin ¢oklu hiyerarsik regresyon analizi kullaniimistir.

Bulgular- Analizlerin neticesinde, bilginin elde edilmesi boyutunun, 6grenme yetenegi, Uretim yetenegi, pazarlama yetenegi ve stratejik planlama
yetenegi ile anlaml pozitif iliskisinin oldugu bulunmustur. Ayrica, sonuglar, bilginin saklanmasi ve paylasiimasinin tretim yetenegi ile bilginin
donusturilmesinin ise hem pazarlama hem de organizasyon yetenegi ile anlamli ve pozitif iliskisinin oldugunu ortaya koymustur.

Sonug- Bu ¢alismada, bilgi yonetiminin Ar-Ge merkezlerinin inovasyon yetenegi ile olumlu ve anlamli bir iliskisinin oldugu ortaya konulmustur.
Ozellikle bilginin elde edilmesi ve paylasilmasinin, inovasyon yeteneginin égrenme, liretim, pazarlama ve stratejik planlama boyutlari agisindan
onemli oldugu sonucuna variimigtir.

Anahtar Kelimler: Bilgi yonetimi, inovasyon yetenegi, Ar-Ge merkezleri, inovasyon, Dogu Marmara Bolgesi

JEL Kodlari: 031, 032, 034

* Bu makale, Prof. Dr. Alper Ertiirk’iin danismanliginda, Selvi Giilyaz tarafindan yazilan “Bilgi Yénetiminin inovasyon Yetenegi ile iliskisinin
incelenmesi: Dogu Marmara Bolgesindeki Ar-Ge Merkezlerinde Bir Uygulama” baslikli yiiksek lisans tezinden iretilmistir.
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1. GiRi$

GUnumuzin hizla degisen piyasa sartlarinda ve yiksek rekabet kosullarinda hayatta kalmaya c¢alisan isletmeler suirekli olarak
yenilik arayisina girmekte ve pazarda daha fazla tutunmak igin farklilik olusturmayi bir strateji olarak belirlemektedirler. Bu strateji
icerisinde inovasyon yetenegi dnemli bir rol oynamaktadir. inovasyon yetenekleri sayesinde, firmalar siireg ve triinlerinde yenilikgi
uygulamalar ortaya koyabilmekte ve bu sayede Ogrenmeye acik ve dinamik bir yapida basarilarini sirdirme sansi
yakalamaktadirlar (Calantone vd. 2002).

Firmalarin etkinligi va basarisi Gizerinde bu denli etkisi olan inovasyon yetenegini elde etmek ve gelistirmek icin 6nemli kurumlarin
basinda ise Ar-Ge (Arastirma-Gelistirme) merkezleri gelmektedir. Ar-Ge merkezleri, organizasyonlarda teknolojik bilgi tiretmek,
Urinde ve Uretim sireglerinde yenilik yapmak, Grlin kalitesi ve standardinin yiikseltilmesini saglamak, verimliligin artirilmasi ve
Uretim maliyetlerinin diistirtilmesini mimkin kilmak amaciyla, tasarim, Griin ve siregleri arastirmak ve gelistirmek tizerine faaliyet
gostermektedirler. Bu gercevede, Ar-Ge merkezleri sagladiklari inovasyon yetenegi ile firmalarin ulusal ve uluslararasi pazarlarda
surdirilebilir rekabetgilik elde etmesine biyik katki saglamaktadir.

Dolayisiyla, hemen her alanda ve sektorde faaliyet gosteren isletmeler, boylesine 6nemli bir yetenegi elde etmek ve kullanabilmek
amaciyla Ar-Ge merkezleri kurma yoluna gitmektedirler. Firmalar adina kurulan Ar-Ge merkezleri sagladiklari teknolojik
hizmetlerle, farkl ve yeni olani tretebilmek i¢in, daha da 6nemlisi inovasyon yeteneginin kullanilabilmesinde tetikleyici bir faktor
olarak gorilmektedir (Colombo & Garrone, 1996).

Ar-Ge merkezleri, 6zellikle firmalarin inovasyon yeteneklerinin arttiriimasinda ve etkin kullanilmasinda bu denli 6nemli olmasina
ragmen, llkemizde bolgesel anlamda Ar-Ge merkezlerinin galismalarina ve inovasyon yeteneklerinin arttirilmasina yonelik
akademik arastirmalarin sinirl kaldigi gériilmektedir. Biz bu ¢alismamizda, bu agigl kapatabilmek ve bilgi yonetimi ile inovasyon
yetenegi arasindaki iliskiyi uygulamali bir galismayla pekistirmek adina, Dogu Marmara bdlgesinde faaliyet gostermekte olan Ar-
Ge merkezlerini konu aldik ve bu merkezlerin inovasyon yeteneklerinin gelistirilmesinde bilgi yénetiminin etkisinin ne olabilecegi
konusunu arastirdik.

Dogu Marmara Bolgesinin ulagim aglarinin genis yelpazede yer almasi, Diizce, Bolu, Sakarya, Kocaeli ve Yalova bdolgelerinin bilim,
sanayi, teknoloji, teknopark, Universitelerin bilimsel arastirmalara destek olmasi, degisim, gelisim, kalkinma ve biiylimenin
ekonomide etkili olmasi, bu bélgede Ar-Ge merkezlerinin yayginlasmaya baslamasinda etkili olmaktadir. Tiirkiye ihracatgilar
Meclisi tarafindan her yil agiklanan “Tarkiye’nin ilk 1000 ihracatgisi” listesinde hem sayi hem de siralamalarda yer alan sirketlerin
bircogunun Dogu Marmara bolgesinde yer alan sirketler olmasi da, bu bolgenin kalkinma ve stirdirilebilirlik anlaminda dlkemizin
lokomotifi konumunda oldugunun bir baska gostergesi olarak ortaya ¢ikmaktadir. Bu nedenle, yaptigimiz bu ¢alismada, hem
sanayii hem de ticaret anlaminda énemi ve etkisi giderek artan bu bolgeyi ele alarak, bélgenin 6nemini daha da pekistirecek olan,
inovasyon yeteneginin artmasini saglayacak Ar-Ge merkezlerinin bolgedeki etkinliginin belirlenmesine fayda saglayacak bir konuyu
arastirdik. Giniimuzde 6zellikle de bilgi ve iletisim teknolojilerinin de gelismesi ve yayginlasmasiyla birlikte, veri ve bilgi her alanda
hizli bir sekilde artmaya devam etmektedir. Onemli olan konu ise, bu veri ve bilginin dogru ve giivenilir bir sekilde kullaniimasidir.
Tum bu amaglar ¢ergevesinde, arastirmamizda spesifik olarak, Dogu Marmara bolgesinde faaliyet gostermekte olan Ar-Ge
merkezleri 6zelinde, bilgi yonetiminin inovasyon yetenegi ile iliskisi ortaya konulmaya galisiimistir.

Bu calismada, dncelikle yapilan literatiir taramasi gergevesinde, inovasyon, inovasyon yetenegi ve bilgi yonetiminin tanimlari
yapilacak, daha sonra bilgi yonetimi ve inovasyon yetenegi arasindaki iliskiyi destekleyen c¢alismalar ve teoriler 6zetlenecektir.
Daha sonra g¢alismada izlenen metodoloji 6zetlenerek, toplanan verilerin analiz edilmesinden elde edilen bulgular tablolarla
desteklenerek 6zetlenecektir. Calismanin son boélimiinde, elde edilen sonuglar ve degerlendirmeler ile, gelecekte yapilacak
galismalar igin 6nerilen hususlar yer alacaktir.

2. iINOVASYON

inovasyon tanimi igin Elgi (2007); “inovasyon” kelimesinin “Latince” oldugunu agiklamakta ve “inovasyon” kelimesinin kéklerinin
“innovatus” sozciiklerinden zamanla meydana geldigini ifade etmektedir. Ayni zamanda inovasyon igin “Toplumsal, kiltiirel ve
idari ortamda yeni yéntemlerin kullaniimaya baslanmasi” seklinde ifade ederek tanimlamistir (Elgi, 2007). inovasyon tanimi birgok
kaynakta farkli sekilde agiklanmaya calisilsa dahi tam olarak bir karsiliginin olmadigi sonucuna varilmaktadir. Her ne kadar
inovasyon tanimi zor olsa bile inovasyon; yeni ve yenilik anlamini tagiyan, ilk ve daha énce olmamis bir Gretimin gerceklestirilmesi
olarak tanimlanabilmektedir (Tidd vd., 2005).

Sanayilesmenin baslamasi diinya genelinde kiiresellesmenin hizli bir sekilde hissedilmesine sebep olmustur. Sanayilesmeyle
birlikte teknoloji de hizl bir bigcimde geliserek ithalat, ihracat, ticaret, pazarlama-satis alanlarinda rekabet ortamini olusmustur.
Yogun rekabet ortaminin hizlanmasi da, Uretim alaninda gesitliligi gerekli kilmis ve hep daha yeni olanin arayisina baslanmistir.
Yeni olan sadece Uretim demek degil, farkl Gretimi tetikleyecek olan farkli diistince sistemini ve inovasyonun gelismesinde 6ncilik
olusturan fikirleri de kapsamaktadir. Ticaretin gelismesine inovasyonun yogun rekabet ortaminda giin gectikce degeri anlasiimis
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ve gittikce 6Gnemi artmaya devam etmektedir. Kurum ya da kuruluslar rekabet ortaminda pazarda bliyiimek igin inovasyonu araci
olarak gormislerdir. Daha iyi ve daha kaliteli Grlnler pazara sunarak piyasadan daha yiiksek kar elde etmenin planlarini
arastirmislardir (Maravelakis vd., 2006). Firmalar farkh stratejiler uygulayarak rakipleri arasinda farkhhk olusturabilmek igin
inovasyondan yararlanmaya baslamislardir. inovasyonun hemen her alana uygulanabilir olmasi da bu farki olusturmakta éncelik
elde etmesini saglamistir (Vila & Kuster, 2007).

inovasyonun {izerine odaklanan firmalar gesitli planlamalar yaparak hem inovasyonu gelistirmeye odaklanmis hem de yatirim
yaptiklari arastirma merkezlerine yonelerek yeni inovasyon modelleri olusturmaya galismislardir (Ishak vd., 2013). Bu yoniyle
inovasyon, sadece bir yaklasim olmaktan ¢ikmis, bir yénetim fonksiyonu haline gelmistir. Firmalarin yonetim kademelerinde,
lojistik tedarik, Uretim, pazarlama, satis, insan kaynaklari, finans, muhasebe, bilgi teknolojisi gibi hemen her alanda
uygulanabilmekte ve tiim alanlarda verimliligi arttirmaktadir (Rosenbusch vd., 2011).

inovasyonun, firmalar tizerindeki etkisi firmanin kiigiikligiine ve bilyiikliigiine gore de degismekle birlikte, tiim isletmeler tizerinde
olumlu katkisi bulunmaktadir. Kiguk firmalarin hedef kitlesi belirli bolgedeki insanlari kapsarken biyik firmalar genis alanlarda
faaliyet gostermektedir. Faaliyet gosterdikleri bolgelerde uzun vadede piyasada tutunmasi igin firmanin yasi, biyukligi, hedef
kitlesi, tolumun kulturel yapisi da etkili olmaktadir. Firmalar igin bu 6zellikler inovasyonun uygulama alanlarini da etkilemektedir.
inovasyonu kullanan firmalar bu 6zellikleri dikkatli uygulayarak verim alabilmektedir (Rosenbusch vd., 2011).

3. BiLGi YONETiIMI

Bilgi kavrami, bilgi yonetiminin uygulanmasinda gerekli olan degerlerin, fikirlerin anlamlandirilarak bilgi yonetiminin
gerceklestirilmesinde araci olan kisinin deneyimleri olarak tanimlanmaktadir (Rubenstein-Montano vd., 2001). Bilgi, insanlarin
edindigi ve kullandigi verileri ifade edebilmesidir (Grant, 1996). Bilgi, problemlerin ¢6zlilmesinde etkili olan araglarin ayni zamanda
da kaynaklarla ifade edilebilmesi olarak tanimlanmaktadir (Gupta vd., 2000). Bilgi yonetimi ise, ama¢ ve hedeflerini
gerceklestirebilmeleri amaciyla, gereken donanim ve verilerin degerlendirilerek uygulama asamasina gegebilmek igin tiim gerekli
alt yapinin hazirlanmasi, ihtiya¢ duyulan verilerin elde edilerek kontrol mekanizmasinin kurularak bu siirecin takibi, baska bir
ifadeye gore ise, devamliliginin surdirilmesi “yuritilmesi”, biciminde agiklanabilmektedir (Lee & Suh, 2003). Bilgi yonetimi,
bilgilerin islenmesinde organize olabilmeyi gerekli kilan, glgli iletisim baglarinin kurulmasi, insan kaynaklarinin temin edilmesi,
finansal ihtiyaglarin belirlenmesi, belirlenen bu ihtiyaglarin temin edilerek kullanilabilir hale gelmesinde etkin olan sireglerin
surdirilebilmesi olarak da tanimlanabilmektedir (Fugate vd., 2009).

Bilgi yonetimi, firma yoneticileri, calisanlar ve musteriler arasinda istek ve beklentilerin degerlendirilmesini, elde edilen bilginin
kullanilarak farkh boyutlara dénistiirilmesini, ayni zamanda elde edilen verilerin firma agisindan faydali olmasi igin paylasiimasini
gerekli kilan yapinin olusturulmasi, yonetilmesi ve yiratilmesi de saglamaktadir (Gupta vd., 2000). Bilgi yonetimi kapsaminda
isletmeler gerceklestirmek istedikleri uzun vadeli hedefler dogrultusunda, stratejik olarak hedeflenen uzun ve kisa vadeli planlar
dahillinde firmanin faaliyetlerini sirdirilebilir kilmasi igin de 6nemli bir altyapi ve imkan saglamaktadir (Biloslavo vd., 2018).

Firmalarin inovasyon yetenekleri, yukarida agiklandigi izere, ekonomik biyiime ve gelismeye yonelik itici glicii olusturmaktadir.
Firmalarin bu éncemli glicu kullanabilmeleri igin gerekli olan en 6nemli kaynak ise bilgi ve bu bilginin etkin yonetilmesidir. Bunu
gerceklestiremeyen firmalarin yenilikgi olmaya galismalarina ve yenilik yeteneklerini kapasiteleri dahilinde kullanmalarina ragmen,
inovasyon yeteneklerinin performanslarina istenen diizeyde etkisinin olmadig tespit edilmistir (Korkmaz vd., 2009).

Firmalarin yeni bilgiyi yakalamasi, degerlendirmesi ve dogru kullanabilmesi inovasyon yeteneginin gelismesini saglamistir.
Firmalarin yenilik yapma istekleri mevcut bilgiyi kullanmalarini ve yeni bilgiyi elde etmek igin yeteneklerini kullanmalarini gerekli
kilmaktadir. Ar-Ge yetenegi, dogru bilgiyi elde etmeyi ve bu bilgiyi dogru sekilde kullanmayi hedefleyen firmalar igin cok dnemli
bir arag¢ ve altyapi sunmaktadir. Narasimhan vd. (2006)'ne gore, Ar-Ge yetenegini kullanan firmalarin inovasyon yetenekleri ve
dolayh olarak “karlilik” oranlarinda artis oldugu tespit edilmis ve ayrica karlilik oranlarinin “teknolojik degisim” hiziyla iligkisinin
oldugu vurgulanmistir.

4. BiLGi YONETIMi VE INOVASYON YETENEGI

Bilgi yonetimi, inovasyon yetenegi ve isletmenin finansal ve finansal olmayan basarisi arasindaki iliski bircok ¢alismada ele alinmig
ve farkl sekillerde ortaya konulmustur. Bu galismalar, bilgi yonetiminin ve siireglerinin dogru tasarlandigi ve etkin kullanildiginda,
inovasyon yeteneginin daha etkili hale getirilmesi igin firsatlar sundugunu, bu yetenegin de isletmelerin basarisina dogrudan ve
kuvvetli bir etki yaptigini agik sekilde ortaya koymaktadir.

Lane vd. (2006), bilginin yonetimi stirecinin, 6zellikle de bilginin donistirilmesi stirecinin etkin ve dogru isletilmesi gerektigi, bu
strecin zaman basta olmak Uzere birgok anlamda farkhlk yarattigi, ¢alisanlarin motivasyonuna dahi olumlu veya olumsuz etki
yaptigl, bu nedenle de organizasyonel basarinin saglanmasi igin “6zenli, titiz ve sorgulayici” olunmasi gerektigine dikkat
cekmektedir. Boylece yapilacak ¢alismalarin “gegerli ve kullanish” olabilecegi konusuna vurgu yapmislardir. Todorova ve Durisin
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(2007) ise, bilgi yonetimi alt boyutlarindan bilginin korunmasi ve isletme igerisinde etkin paylasiimasinin inovasyon yonetimi alt
boyutlarindan 6grenme ve Ar-Ge yetenegi Uzerindeki etkilerine dikkat ¢ekmis, rekabetin ylksek oldugu pazarlarda Ar-Ge
yeteneginin firma performansini olumlu yonde etkiledigini géstermislerdir. Bu sireg igerisinde, bilginin korunmasinin ise elde
edilecek olan verilerin farkhlasmasini sagladigi béylece fimanin pazarda degerinin artmasina katkida bulundugu gosterilmistir
(Todorova & Durisin, 2007).

Zahra ve George (2002)’a gore, bilginin uygulanabilir olmasi, firmalarda gliven ortaminin olusmasina ve bdylece siiregleri olumsuz
etkilemeden yeni bilgiler edinerek 6grenme yeteneginin gelistiriimesine katki saglamaktadir. Flatten vd. (2011) gore ise, kaynak
tahsisi yeteneginin saglanmasi firmalarda bilginin elde edilmesini ve firmanin daha ileri diizeyde basari gostermesi adina firmayi
bir adim ileri tagiyarak firmanin blylimesi ve gelismesine katkida bulunmaktadir. Kostopoulos vd. (2011)’e gore ise, firmalar kaynak
tahsisi yetenegi ile yeni veriler elde ederek bilgiyi donlistirmekte ve kapasitelerini genisleterek Uretim yeteneklerini
gelistirmektedirler. Kaynak tahsis yetenegi inovasyonun deger kazanmasini ve boéylece finansal degerlerin artmasina avantaj
olusturmaktadir.

Wang ve Han (2011)’a gore, bilginin uygulanabilir olmasinin, inovasyon yeteneginin performansini dogrudan arttirdigini
gostermektedir. Teknolojinin de yardimiyla bilgiyi etkin bir sekilde isleyen ve kullanan firmalarin, kaynak tahsis yeteneginden
Uretim yeteneklerine kadar inovasyon yeteneklerinde énemli bir artis meydana gelmektedir. Camison ve Fores (2010)’a gore,
kiiresel rekabet ortaminda firmalarin rekabet etme glicliniin artmasi ve bu rekabetgiliklerinin strdurulebilir olmasi, bilgi yonetimi
ve inovasyon yeteneklerini dogru ve etkin kullanilmasi ile dogru orantilidir. Nemanich vd. (2010)’e gore ise, bilgi yonetimi,
yetenekli is gliclinlin ortaya ¢ikmasina da katkida bulunmakta, boylece ekonomik faydaya déniismesine firsat sunmaktadir.

Hsu ve Fang (2009)'a gore, Uretim yeteneginin uygulanabilir bilgi sunmasi, strekli yeniligi artirmakta ve fayda olusturmaktadir.
Boylece yeni Uriin gelistirme stratejileri tesvik edilerek, pazarda firmalarin rekabetgiliklerinin stirdlrdlebilirligine katki saglanmis
olmaktadir. Calismalar ayrica, inovasyon yeteneginin firmalara pazara farkli giris yollari agtigini, farkli pazarlama yontemleri
kullanilmasina firsat verdigini, boylece mevcut rakiplere karsi yeni firmalarin pazarda tutunmasini saglamaya yonelik avantaj
olusturdugunu ortaya koymaktadir (Jansen vd., 2005; Narasimhan vd., 2006).

Knockaert vd. (2014)’e gore, bilgi yonetiminden ve teknoloji destekli inovasyon yeteneginden etkin bir sekilde faydalanmak,
uygulanabilir sonuglar ortaya sunulmasina ve dolayli olarak firma kapasitesinin artmasina neden olmaktadir. inovasyon
yeteneginin 6nemli alt boyutlarindan olan organizasyon yetenegi, inovasyon igin gerekli olan slregte bilgi edinimini kolaylastirarak,
firmalarin stratejik planlarinin gergeklestiriimesine katki saglamaktadir (Li, 2011). Hervas-Oliver vd. (2011) tarafindan
gerceklestirilen bir baska calismada da, organizasyon yeteneginin misteri beklentilerini karsilamak adina uygun fiyat avantajlari
saglayan Urinlerin piyasa siiriilmesine ve pazarlanmasina katki sagladigi, boylece pazardaki beklentileri karsilayabilecek inovasyon
modelleri olusturulmasinin mimkin oldugu o6ne surilmektedir. Rothaermel ve Alexandre (2009) gére de, organizasyon
yeteneginin kullanilarak bilginin dogru alanlarda etkin olarak kullaniimasi, misteri ve firma belirsizliklerini ortadan kaldirmaktadir.
Lau ve Lo (2015)’e gore, bilgi edinimi stirecinin dogru isletiimesiyle, stratejik planlama yetenegi gelistiriimekte, bu da satis ve
pazarlama stratejilerine dogrudan katki saglamaktadir. Nemanich vd. (2010)’e gore ise, stratejik planlama yetenegi ile tretim
teknolojisinin iyilestirilmesi dogrudan iligkilidir. Ayrica yeni pazar payini artirmak, kritik kaynaklardan 6nemli bilgiyi elde ederek
donistiirmek ve boylece stratejik planlama yetenegini artirmakla mimkiin olabilmektedir. Bu stratejik plnlama yetenegi,
firmalarin pazarda buylyerek rakiplerine karsi rekabetci konumunu saglamlastirmasina yardimci olmaktadir.

Yam vd. (2011)’ne gore, stratejik planlama yetenegi ile firmalar finansal ve finansal olmayan performanslarini artirabilmektedirler.
Mevcut kaynaklari dogru kullanip ve yeni kaynaklar Uretip kullanarak, pazarda zaman ve maliyet agisindan Ustinlik saglayip
karlliklarini artirabilmektedirler. Xia ve Roper (2008)’ e gore ise, stratejik planlama yetenegi ile Grlin kalitesi artirilmakta ve misteri
istekleri kaliteli bir bigcimde karsilanmaktadir. Kalite stratejik planlama yetenegi kullanan firmalarda 6n plana gikmaktadir.

TUum bu arastirmalarin i1siginda, bilgi yonetiminin ve bilgi yonetimi alt boyutlarinin, firmalarin inovasyon yeteneklerine olumlu ve
anlaml katki yaptigi 6ne siirllebilir. Biz de yaptigimiz uygulamali galismayla, bu iliskiyi ampirik olarak gostermeye c¢alistik.

5. ARASTIRMANIN YONTEMI

Bu arastirmanin veri toplama slreci Dogu Marmara Bolgesini kapsamaktadir. Arastirma kapsami firmalarin Ar-Ge Merkezleri
olmaktadir. Bu arastirma igin soru formunu dolduracak firmalari belirlemek ve iletisim kurmak amaciyla, T.C. Bilim Sanayi ve
Teknoloji Bakanhgi'na bagh Ar-Ge Merkezleri veri tabanindan faydalanilarak Dogu Marmara Bolgesinde faaliyet gosteren Ar-Ge
merkezlerinin listesine ulasiimistir. Ulasilan Ar-Ge Merkezleri yoneticilerine arastirmamiza katilim igin davetiye gonderilmistir.

Veri toplam sireci 17 Temmuz-21 Ekim 2018 tarihleri arasinda gergeklesmistir. Veri toplam sireci Dogu Marmara Bélgesindeki
120 Ar-Ge merkezi belirlenerek listenmistir. Veri toplama yénteminin segilmesinde e-mail tercih edilmis ve kullaniimigtir.
Arastirmaya katihm tamamen gonlilliilik esasina gore gergeklestirilmis olup, katihmcilar veya firmalarla ilgili olarak herhangi bir
actk kimlik bilgisi istenmemis, calisma anonim olarak gergeklestirilmistir. Calismada elde edilecek verilerin sadece bu ¢alisma
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kapsaminda kullanilacagi ve herhangi Gglncl kisi veya kurumlarla paylasiilmayacagina dair katilimcilara taahhit verilmistir.
Arastirma Orneklemi igin Dogu Marmara Bdlgesi'ndeki Ar-Ge Merkezlerine gonderilen e-mailler, soru formunu dolduracak olan
firmalarin Ar-Ge Merkezi yoneticilerinin kendi e-mail adresine gonderilmistir. Bunun haricinde tek tek firmalar gezilip anket
yapilmistir. Arastirma sireci 21 Ekim tarihinde sonlandirilmistir. Tim bu galismalar sonucunda toplamda 32 yo6neticiden veri
toplanmis ve analize dahil edilmistir.

Arastirma kapsaminda gegerlilik ve glivenilirligi literattirde kanitlanmis 6lgekler kullaniimistir. Veri elde edilen yoneticilerden,
kurumlariyla ilgili olarak, isletmenin faaliyet gosterdigi sektor, galisan personel sayisi, sermaye, ciro, bitge vb. 6zellikleri tasiyan
bilgiler alinmistir. Arastirmada bilgi yonetimini 6lgmek Uzere Lau ve Lo (2015) tarafindan gelistirilen 13 sorudan olusan olgek
kullaniimistir. inovasyon yénetimini 6lgmek igin ise Yam ve arkadaslari (Yam vd., 2011) tarafindan gelistirilen 24 soruluk 6lgek
kullanilmistir.

Ana kiitlede anketin uygulanmasi igin uygun gorilen kisiler; ist dlizey yoneticiler olarak segilmistir. Boyle bir se¢imin yapilma
nedeni ise, Ust dizey yonetici kademesinde olan kisilerin kurumlariyla ilgili yeterli diizeyde bilgiye sahip olmalaridir. Boylece Ar-
Ge Merkezleriyle ilgili en dogru verilere ulagilmasi amag edinilmistir.

6. BULGULAR

Arastirmada elde edilen verilerin analiz edilmesinde SPSS (Statistical Package For Social Sciences) 23.0 istatistiksel paket programi
kullanilarak analiz edilmistir. Verilerin analizi esnasinda, arastirmada kullanilan dlgeklerin gegerligini test etmek igin Agiklayici
Faktér Analizi kullanilmistir. Olgegin gilivenirligi, Cronbach’s Alpha katsayisi ile degerlendirilmistir. Bilgi Yénetimi siireglerinin
inovasyon Yeteneginin alt boyutlari ile olan iliskisini sinamak icin Korelasyon Analizi tercih edilmistir. Son olarak, arastirma
hipotezlerinin test edilmesinde Regresyon Analizi kullaniimistir. Genel glivenirlik saglamak ve glivenirligin alt boyutlarin giivenirligi
icin Alpha katsayisi hesaplanmistir. Sonuglar %95 giliven araliginda, anlamliik p<0,05 diizeyinde ¢ift yonli olarak
degerlendirilmistir.

6.1. Faktor Analizi Bulgulari (Bilgi Yonetimi Boyutlari)

KMO testi sonucu 1’e ne kadar yakinsa 6rneklem o denli yeterli demektir. Genellikle kabul edilen sinir bu degerin 0.5’ten buyuk
olmasidir. Calismamizin 6rneklemi igin, Tabo 1’de gorildugu Uzere Bilgi Yonetimi boyutlari agisindan elde edilen deger 0.83
oldugundan, érneklemin faktor analizi igin yeterli oldugu sonucuna varilabilir.

Tablo: 1: Bilgi Yonetimi Boyutlari KMO Bartlett Testi

Bilgi Yonetimi KMO ve Bartlett Testi

Kaiser-Meyer-Olkin Olgegi Orneklem Yeterliligi Testi Katsayisi 0.83
Ki-kare degeri 281.80
Bartlett Kuresellik Testi df 78
Sig. 0.00

Bilgi yonetimi kavraminin boyutlarini test etmek lizere kesifsel faktor analizi uygulanmis ve elde edilen faktor yikleri Tablo 2’de
sunulmustur. Bulgulara gore, verilerin literatiirdeki faktoér yapisina uygun oldugu sonucuna varilmistir. Faktor yiklerinin her biri
0,5'in Gzerinde oldugu goérilmektedir. Bilgi yonetimi boyutlarinin ortalamalarina bakildiginda, geri donis saglayan 32 Ar-Ge
Merkezinde bilgi yonetimi boyutlarinin hepsinin 4’e yakin oldugu goérilmektedir. Cronbach’s Alpha 6lgeginin glvenirlik kat
sayisinin literatiirde kabul edilen 0,70’in tGzerinde oldugu gorilmektedir.

Tablo 2: Faktor Yiikleri

Boyutlar Faktor Yukleri

ACQK1 0.71

ACQK2 0.88

ACQK3 0.64

ACQK4 0.56

ASSK1 0.71

ASSK2 0.79

TRK1 0.55

TRK2 0.64

TRK3 0.65

EXPK1 0.81
EXPK2 0.80
EXPK3 0.66
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EXPK4 0.82
Ortalama 3.76 3.92 3.87 3.84
St.Sap 0.95 0.06 0.10 0.14
Cr.Alpha 0.74 0.81 0.82 0.81

ACQK: Bilginin Elde Edilmesi, ASSK: Bilginin Dondstlrilmesi, TRK: Bilginin Korunmasi ve Paylasiimasi
EXPK: Bilginin Uygulanmasi

6.2. Faktor Analizi Bulgulan (inovasyon Yetenegi Boyutlari)

Orneklemimiz igin inovasyon yetenegi boyutlari agisindan elde edilen KMO degeri Tablo 3’de gériildiigii lizere 0.54 bulunmus ve
orneklemin faktor analizi igin yeterli oldugu sonucuna varilmistir.

Tablo 3: inovasyon Yetenegi Boyutlari KMO Bartlett Testi

inovasyon Yetenegi KMO ve Bartlett Testi

Kaiser-Meyer-Olkin Olgegi Orneklem Yeterliligi Testi Katsayisi 0.54
Ki-kare degeri 697.22

Bartlett Kuresellik Testi df 276
Sig. 0.00

inovasyon yetenegi kavraminin boyutlarini test etmek lzere kesifsel faktér analizi uygulanmis ve elde edilen faktér yiikleri Tablo
4’de sunulmustur. Bulgulara gore, verilerin literatiirdeki faktdr yapisina bilyiik oranda uygun oldugu gériilmiis, ancak Ogrenme ve
Ar-Ge yetenegi boyutlari bir boyut altinda birlesmistir. inovasyon yeteneginin diger boyutlari kendi aralarinda ayrilmistir. Faktér
yuklerinin her ikisi disinda tamaminin 0,5’in tzerinde oldugu gorilmektedir. Faktor yikleri 0,47 ve 0,49 olan sorularin igerigi
nedeniyle analizden cikarildiklarinda ilgili faktérlerin anlaminda ve kayip olabilecegi duslintldiginden tutulmalarina karar
verilmistir. inovasyon yetenegi boyutlarinin ortalamalarina bakildiginda, geri dénis saglayan 32 Ar-Ge Merkezinde boyutlarinin
tamaminin 4’e yakin oldugu gorilmektedir. Boyutlara iliskin Cronbach’s Alpha guvenirlik kat sayilarinin literatiirde kabul edilen
0,70’in tzerinde oldugu goérilmektedir.

Tablo 4: Faktor Yiikleri

Boyutlar Faktor Yukleri

(0)%1 0.79

(0) 7 0.85

AGY1 0.78

AGY2 0.81

AGY3 0.80

KTY1 0.80

KTY2 0.83

KTY3 0.68

KTY4 0.65

Ovy1 0.69

oy2 0.47

uy3 0.54

PY1 0.67

PY2 0.64

PY3 0.49

PY4 0.70

oY1 0.81
oy2 0.80

0oy3 0.82
SP1 0.62

SP2 0.86
SP3 0.56
SP4 0.54
SP5 0.71
Ortalama 3.73 3.68 3.92 3.81 3.89 3.82
St.Sap. 0.05 0.22 0.07 0.14 0.18 0.16
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Cr.Alpha 0.93 0.77 0.79 0.71 0.86 0.77
OY: Ogrenme Yetenegi, AGY: Ar-Ge Yetenegi, KTY: Kaynak Tahsis Yetenegi, UY: Uretim Yetenegi, PY: Pazarlama Yetenegi
QOY: Organizasyon Yetenegi, SP: Stratejik Planlama Yetenegi

6.3. Korelasyon Analizi Bulgulari

Asagidaki Tablo 5’de, Bilgi Yonetiminin alt boyutlari ile inovasyon Yeteneginin alt boyutlari arasindaki korelasyon analizi sonuglari
sunulmustur.

Tablo 5: Degiskenlere Ait Korelasyon Tablosu

Og_Ar_Yet Kay_Yet Ur_Yet Paz_Yet Or_Yet St_Yet

Pearson Correlation ,630%* ,622%* ,804%** ,805%* J777%* ,774%*
g sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000
<

N 32 32 32 32 32 32

Pearson Correlation ,484%* ,595%* ,618%* ,814%* ,685%* ,671%*
§ Sig. (2-tailed) ,005 ,000 ,000 ,000 ,000 ,000
<

N 32 32 32 32 32 32

Pearson Correlation ,525%* ,617%* ,783%* ,713%* ,813** ,760**
X sig. (2-tailed) ,002 ,000 ,000 ,000 ,000 ,000
(==

N 32 32 32 32 32 32

Pearson Correlation ,585%* ,644%* ,829%* ,793** ,858%* ,824%*
E Sig. (2-tailed) ,000 ,000 ,000 ,000 ,000 ,000
&

N 32 32 32 32 32 32

Tablo 5’e bakildiginda, bilginin edinilmesi degiskeninin (ACQK), tiim inovasyon yetenegi alt boyutlari ile pozitif ve istatistiksel
olarak anlamli korelasyona sahip oldugu, bunlardan Uretim Yetenegi (r=.804, p<.00) ve Pazarlama Yetenegi (r=.805, p<.00) ile en
yuksek iliskiye sahip oldugu gorilmektedir. Bilginin Donustirilmesi degiskeni (ASSK) de benzer sekilde tiim inovasyon yetenegi
alt boyutlari ile pozitif ve istatistiksel olarak anlamli korelasyona sahiptir. Bunlarin arasinda ise en kuvvetli olarak Pazarlama
Yetenegi ile (r=.814, p<.00) glgll ve pozitif bir iligkisi mevcuttur.

Bilginin Korunmasi ve Paylasiimasi degiskeni (TRK) de, tim inovasyon yetenegi alt boyutlari ile istatistiksel olarak anlamli ve
pozitif bir iliskiye sahip olmakla birlikte, en belirgin olarak Organizasyon Yetenegi ile (r=.813, p<.00) kuvvetli bir iligkisi oldugu
gorilmektedir. Bilginin Uygulanmasi degiskeni (EXPK) ise benzer sekilde tiim inovasyon yetenegi alt boyutlari ile istatistiksel
olarak anlamli ve pozitif bir iliskiye sahip olup, en kuvvetli iliskisinin Organizasyon Yetenegi ile (r=.858, p<.00) oldugu
gozlemlenmektedir.

5.4. Regresyon Analizi Bulgulari

Calismamizda, bilgi yonetimi boyutlarinin inovasyon yetenegi boyutlari Gizerindeki etkilerinin belirlenmesi amaciyla, regresyon
analizi gergeklestirilmistir. Her bir inovasyon yetenegi boyutunun ayri ayri bagimli degisken olarak alindig regresyon analizleri
asagidaki tablolarda sunulmustur. Asagidaki Tablo 6’da, Bilgi Yonetimi alt boyutlarinin Ogrenme ve Ar-Ge yetenegi iizerindeki
etkileri incelenmistir.
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Tablo 6: Bilgi Yonetimi Siiregleri ile Ogrenme ve Ar-Ge Yetenegi Regresyon Sonuglari

Modeller AF'nin p Std.
R2 AR2 degeri B Hata t p Tol VIF
Model 1 407 407 1006
Sabit 1047 1907 051,959
ACQK_ort 1728 438 1,662 ,108 256 3,901
ASSK_ort 119 1296 404 689 ,405 2,467
TRK ort 1066 406 162,872 ,199 5,037
EXPK_ort 1059 1609 097 924 ,097 10,318
Model 2 407,000 924
Sabit 1026 865 030 976
ACQK_ort 1750 363 2,065 ,048 359 2,786
ASSK_ort 1133 1253 5527 603 533 1,878
TRK ort 1094 1284 330,744 393 2,542

Bagimli Degisken: OY_AGY_ort
Analizden gikarilan degisken: EXPK_ort

Tablo 6’da verilen regresyon analizi sonuglarina gore, Bilgi Yénetimi alt boyutlari ile Ogrenme ve Ar-Ge Yetenegi arasindaki
regresyon modeli anlamlidir (R-Kare = .407; AF p =.006). Ancak modele ait degiskenlere iliskin katsayilar ve bunlarin anlamlilik
degerlerine bakildiginda, higbir katsayinin anlamli olmadigi, ayrica EXPK_ort degiskenine ait VIF degerinin 10’un lzerinde oldugu
(10,318) gorulmektedir. Bu durum, bagimsiz degiskenler arasinda multicollinearity oldugunu géstermektedir. Model 2'de ise bu
duruma sebep olan degisken (EXPK_ort) modelden atilmistir. Yapilan analiz sonucunda Bilgi Yonetimi Alt Boyutlari ile Ogrenme ve
Ar-Ge Yetenegi arasindaki regresyon iliskisi anlamli olup atilan degiskenin neden oldugu R-Kare degisimi anlamsizdir. Diger bir
ifade ile EXPK_ort degiskenin modelden ¢ikarilmasi, modelin agiklama giiciini etkilememistir. Regresyon analizi sonuglarina gore
H1a kabul edilmis (t=2,065, p=.048), H1b, Hlc ve H1d hipotezleri reddedilmistir (sirasiyla t=.527, p=.603; t=.330, p=.744; t=.097,
p=.924).

Tablo 7'de Bilgi Yonetimi alt boyutlari ile Pazarlama Yetenegi arasindaki regresyon iligkisi sonuglari sunulmustur. Verilen regresyon
analizi sonuglarina gore, Bilgi Yonetimi alt boyutlari ile Pazarlama Yetenegi arasindaki iligkiyi gosteren model anlamlidir (R-Kare =
.796; AF p =.000). Ancak modele ait degiskenlere iliskin katsayilar ve bunlarin anlamhlk degerlerine bakildiginda, ACQK_ort ve
ASSK_ort degiskenlerine ait katsayilarin anlami oldugu, diger katsayilarin anlamli olmadigi, ayrica EXPK_ort degiskenine ait VIF
degerinin 10’un Uzerinde oldugu (10,318) gorulmektedir. Bu durum, bagimsiz degiskenler arasinda multicollinearity oldugunu
gostermektedir. Model 2’de ise multicollinearity durumuna sebep olan degisken (EXPK_ort) modelden atilmistir. Yapilan analiz
sonucunda Bilgi Yonetimi Alt Boyutlari ile Pazarlama Yetenegi arasindaki regresyon iliskisi anlamli olup atilan degiskenin neden
oldugu R-Kare degisimi anlamsizdir. Diger bir ifade ile EXPK_ort degiskenin modelden cikarilmasi, modelin agiklama giclini
etkilememistir. Regresyon analizi sonuglarina gére H4a ve H4b hipotezleri kabul edilmis (sirasiyla t=2,855, p=.008; t=.4,078,
p=.000), H4c ve H4d hipotezleri reddedilmistir (sirasiyla t=.756, p=.456; t=.097, p=.548).
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Tablo 7: Bilgi Yonetimi Siiregleri ve Pazarlama Yetenegi Regresyon Sonuglari

Modeller R2  OR2 A:e';'e"rip B ::‘:a t p Tol  VIF
Model 1 79 796,000
Sabit 131 372 351 728
ACQK _ort 487 180 2,711 012 256 3,901
ASSK_ort 462 121 3815 001 ,405 2,467
TRK ort 160 167  ,959 346 ,199 5037
EXPK_ort 152 250  -608 548 097 10,318
Model 2 152 250 608
Sabit 184 357 516 610 184
ACQK_ort 428 150 2,855 ,008 ,359 2,786
ASSK_ort 426 105 4078 000 533 1,878
TRK ort 089 117 756 456 393 2,542

Bagimli Degisken: PY_ort
Analizden gikarilan degisken: EXPK_ort

Asagidaki Tablo 8'de verilen regresyon analizi sonuglarina gore, Bilgi Yonetimi Alt Boyutlari ile Organizasyon Yetenegi arasindaki
regresyon modeli anlamhdir (R-Kare = .796; AF p =.000). Ancak modelde, higbir katsayinin anlamli olmadigi, ayrica EXPK_ort
degiskenine ait VIF degerinin 10’un Uzerinde oldugu (10,318) goérilmektedir. Bu durum, bagimsiz degiskenler arasinda
multicollinearity oldugunu gostermektedir. Model 2’de (EXPK_ort) modelden atiimistir. Yapilan analiz sonucunda Bilgi Yonetimi
Alt Boyutlari ile Organizasyon Yetenegi arasindaki regresyon iliskisi anlamli olup atilan degiskenin neden oldugu R-Kare degisimi
anlamsizdir. Diger bir ifade ile EXPK_ort degiskenin modelden gikarilmasi, modelin agiklama glciinl etkilememistir. Regresyon
analizi sonuglarina gore H5b kabul edilmis (t=.3,080, p=.005), H5a, H5c ve H5d hipotezleri reddedilmistir (sirasiyla t=1,596, p=.122;
t=.756, p=.456; t=.097, p=.193).

Asagidaki Tablo 9’da verilen regresyon analizi sonuglarina gore, Bilgi Yonetimi Alt Boyutlari ile Stratejik Planlama yetenegi
arasindaki regresyon modeli anlamlidir (R-Kare = .704; AF p=.000). Ancak modeldeki higbir katsayinin anlamli olmadigi, ayrica
EXPK_ort degiskenine ait VIF degerinin 10’un Uzerinde oldugu (10,318) gorlilmektedir. Bu durum, bagimsiz degiskenler arasinda
multicollinearity oldugunu géstermektedir. Model 2’de ise (EXPK_ort) modelden atiimistir. Yapilan analiz sonucunda Bilgi Yonetimi
Alt Boyutlari ile Stratejik Planlama Yetenegi arasindaki regresyon iliskisi anlamli olup atilan degiskenin neden oldugu R-Kare
degisimi anlamsizdir. Diger bir ifade ile EXPK_ort degiskenin modelden g¢ikarilmasi, modelin agiklama guclini etkilememistir.
Regresyon analizi sonuglarina gére H6a hipotezi kabul edilmis (sirasiyla t=2,094, p=.045; t=.2,076, p=.147), H6b, H6C ve H6d
hipotezleri reddedilmistir (sirasiyla t=.1,481, p=.150; t=.2,076, p=.147; t=.197, p=.279).

Tablo 8: Bilgi Yonetimi Siiregleri ve Organizasyon Yetenegi Regresyon Sonuglari

Modeller AF'nin p Std.

R2 AR2 degeri B Hata t p Tol VIF
Model 1 ;759,759 ,000
Sabit -,487 ,544 -,895 ,379
ACQK_ort ,205 ,263 ,782 ,441 ,256 3,901
ASSK_ort ,135 ,177 ,759 ,454 ,405 2,467
TRK_ort ,311 ,244 1,278 ,212 ,199 5,037
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EXPK_ort ,488 ,365 1,336 ,193 ,097 10,318
Model 2 ,743  -,016 ,193

Sabit -,660 ,536 -1,231 ,229 -,660

ACQK_ort ,250 ,157 1,596 ,122 ,533 1,878

ASSK_ort ,541 ,176 3,080 ,005 ,393 2,542

TRK_ort ,089 ,117 ,756 ,456 ,393 2,542

Bagimli Degisken: OY_ort
Analizden gikarilan degisken: EXPK_ort

Tablo 9: Bilgi Yonetimi Siiregleri ve Stratejik Planlama Yetenegi Regresyon Sonuglari

Modeller R2 AR2 AF'r:inP B Std. t D Tol VIF
degeri Hata
Model 1 ,704 ,704 ,000
Sabit ,680 ,437 1,555 ,132
ACQK_ort ,250 ,211 1,186 ,246 ,256 3,901
ASSK_ort ,108 ,142 ,757 ,456 ,405 2,467
TRK_ort ,138 ,196 ,703 ,488 ,199 5,037
EXPK_ort ,324 ,293 1,105 ,279 ,197 10,318
Model 2 ,691 -,013 ,279
Sabit ,565 426 1,325 ,196 ,565
ACQK_ort ,375 ,179 2,094 ,045 ,359 2,786
ASSK_ort ,185 ,125 1,481 ,150 ,533 1,878
TRK_ort ,290 ,140 2,076 ,147 ,393 2,542

Bagimli Degisken: SP_ort
Analizden ¢ikarilan degisken: EXPK_ort

Gergeklestirilen regresyon analiz sonuglarina gore elde edilen bulgulara iliskin olarak, ortaya konulan hipotezlerin kabul ve red
durumlarini 6zetleyen Tablo 10 asagida sunulmustur.

Tablo 10: Arastirma Hipotezleri'nin Kabul ve Ret Durumlari

Hipotez Agiklama Durum

Hla Bilginin edinilmesi siirecinin isletmenin Ogrenme ve Ar-Ge Yetenegi iizerinde olumlu bir ~ Kabul
etkisi vardir.

H1lb Bilginin dénistiirilmesi siirecinin isletmenin Ogrenme ve Ar-Ge Yetenegi lizerinde Red
olumlu bir etkisi vardir.

Hlc Bilginin korunmasi ve paylasiimasi siirecinin isletmenin Ogrenme ve Ar-Ge Yetenegi Red

lizerinde olumlu bir etkisi vardir.
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H1d Bilginin uygulanmasi siirecinin isletmenin Ogrenme ve Ar-Ge Yetenegi iizerinde olumlu Red
bir etkisi vardir.

H2a Bilginin edinilmesi stirecinin isletmenin Kaynak Tahsisi Yetenegi tizerinde olumlu bir Red
etkisi vardir.

H2b Bilginin donustirilmesi siirecinin isletmenin Kaynak Tahsisi Yetenegi tizerinde olumlu Red
bir etkisi vardir.

H2c Bilginin korunmasi ve paylasiimasi stirecinin isletmenin Kaynak Tahsisi Yetenegi Red
lizerinde olumlu bir etkisi vardir.

H2d Bilginin uygulanmasi siirecinin isletmenin Kaynak Tahsisi Yetenegi izerinde olumlu bir Red
etkisi vardir.

H3a Bilginin edinilmesi siirecinin isletmenin Uretim Yetenegi izerinde olumlu bir etkisi Kabul
vardir.

H3b Bilginin donistiiriilmesi siirecinin isletmenin Uretim Yetenegi izerinde olumlu bir etkisi Red
vardir.

H3c Bilginin korunmasi ve paylasiimasi siirecinin isletmenin Uretim Yetenegi lizerinde Kabul
olumlu bir etkisi vardir.

H3d Bilginin uygulanmasi siirecinin isletmenin Uretim Yetenegi iizerinde olumlu bir etkisi Red
vardir.

H4a Bilginin edinilmesi siirecinin isletmenin Pazarlama Yetenegi lizerinde olumlu bir etkisi Kabul
vardir.

Hab Bilginin donustirulmesi siirecinin isletmenin Pazarlama Yetenegi Gizerinde olumlu bir Kabul
etkisi vardir.

Hac Bilginin korunmasi ve paylasiimasi siirecinin isletmenin Pazarlama Yetenegi Uzerinde Red
olumlu bir etkisi vardir.

Had Bilginin uygulanmasi siirecinin isletmenin Pazarlama Yetenegi lizerinde olumlu bir etkisi Red
vardir.

H5a Bilginin edinilmesi stirecinin isletmenin Organizasyon Yetenegi lizerinde olumlu bir etkisi Red
vardir.

H5b Bilginin doniistirulmesi surecinin isletmenin Organizasyon Yetenegi Uizerinde olumlu bir ~ Kabul
etkisi vardir.

H5c Bilginin Korunmasi Ve Paylasilmasi siirecinin isletmenin organizasyon yetenegi Gzerinde  Red
olumlu bir etkisi vardir.

H5d Bilginin Uygulanmasi slirecinin isletmenin organizasyon yetenegi Gizerinde olumlu bir Red
etkisi vardir.

H6a Bilginin Edinilmesi slirecinin isletmenin stratejik planlama yetenegi tizerinde olumlu bir Kabul
etkisi vardir.

7. SONUC VE ONERILER

Bu arastirma kapsaminda yapilan uygulamali ¢alismayla, Dogu Marmara Bolgesindeki Ar-Ge Merkezleri ele alinarak, Bilgi Yonetimi
ve inovasyon Yetenegi kavramlari arasindaki iliski ampirik olarak incelenmistir. Ar-Ge Merkezleri, inovasyonun olusturulmasinda
fikrin faaliyete gegcmesi ve isletmelerin inovasyon yeteneklerini gelistirebilmelerine, ayni zamanda da arastirilan ve toplanan
bilgilerin kullanilabilmesine firsatlar sunan, teknoloji kullanimina ve ekonomik yatirima dayanan merkezler olarak ortaya ¢ikmakta,
lke ekonomisine yon veren ve sanayi faaliyetlerini destekleyen kilit bir rol oynamaktadirlar (Tripsas vd., 1995).

Bilgi yonetimi, isletmelerin elde ettikleri verileri pratik ve hizli olarak kullanabilmelerini saglayan, degisen cevre sartlarina
zorlanmadan odaklanilmasinda 6nemli rol oynayan, karar alma sireglerini kolaylastiran, sirdirilebilir bir rekabetgilik elde
edilmesinde, organizasyonel yapinin iyilestirilmesi ve faaliyetlerin kontroliiniin saglanmasinda etkisi olan ¢ok énemli bir slreg
olarak karsimiza ¢cikmaktadir. Bilgi yonetimi, teknolojinin kullaniimasini, finansal degerlerin belirlenmesini, rakip isletmelerle olan
rekabet gliclini kontrol etmeyi, yetenekli ve bilgili ve donanimli, deneyimli, bilginin islevsel olarak ylrutilmesi ve sirdirilmesine
destek olan bir slregtir (Alavi ve Leidner, 2001). Bu baglamda, 6zellikle bilgiyi en 6nemli kaynak olarak ele alan Ar-Ge
merkezlerinde, bilginin yonetilmesine iliskin boyutlarin, bu merkezlerin inovasyon olusturma ve yonetme yetenekleri lizerinde ne
gibi bir etkisinin oldugu, 6nemli bir soru ve arastirma alani olarak ortaya ¢ikmaktadir.

Ar-Ge Merkezlerinin organizasyonlarin ve sektérlerin gelismesinde oynadiklari rolde bilgi yonetiminin etkili oldugu ve bilginin etkin
ve verimli kullanilmasinin ise inovasyon yeteneginin ortaya ¢ikarilmasinda ve yonetilmesinde avantajlar olusturdugu, literatlirde
gerceklestirilmis calismalara da dayanarak 6ne siiriilmis ve ¢alisma kapsaminda ele alinmistir. Calismamizin ana hatlarindan biri
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olan inovasyon yetenegi ise; inovasyon gergevesinde hareket eden yenilikgiligi kapsayan; yenilik kapsami gergevesinde farkli olan,
yeniden olusturulan degerler, donlstlrtlen Urinler ve slreglerin ilerlemesinde etkili olan teknik ve metotlar olarak
genellenebilmektedir (Ertirk, 2012).

Bu ¢alisma, {lkemizin gelisme, kalkinma ve biiyiimesinde ¢ok &nemli bir rol oynayan, TUBITAK ve bircok Teknopark dahil olmak
lUzere sanayi ve teknoloji kuruluglarina ve firmalarina ev sahipligi yapan Dogu Marmara Bolgesinde (TR42) faaliyet gosteren Ar-Ge
Merkezleri'nde gergeklestirilmis, bu merkezlerde bilgi yonetiminin inovasyon yetenegi ile olan iligkisi arastirilmistir. Bu arastirma
kapsaminda, Bilgi yonetimi; Bilginin Elde Edilmesi, Bilginin Donistiiriimesi, Bilginin Korunmasi ve Paylasilmasi, Bilginin
Uygulanmasi olmak izere dért boyutta ele alinmistir. inovasyon yetenegiise, Ogrenme Yetenegi ve Ar-Ge Yetenegi, Kaynak Tahsis
Yetenegi, Uretim Yetenegi, Pazarlama Yetenegi, Organizasyon Yetenegi, Stratejik Planlama Yetenegi olarak alti boyutta
tanimlanmigtir.

Bu arastirmanin uygulama kisminda nicel arastirma yéntemleri benimsenmis, bu nedenle bilgi yonetimi ve inovasyon yetenegi
boyutlari, literatiirde tespit edilen, gegerlilik ve glivenilirlikleri birgok arastirma ile kanitlanmis olgekler kullanilarak olgtlmstir.
Arastirmanin evreni olarak ise, Dogu Marmara Bolgesi'nde faaliyet gosteren tiim Ar-Ge Merkezleri olarak belirlenmis, orneklem
ise tam sayin yontemiyle tim Ar-Ge merkezlerini kapsamistir. Stireg igerisinde tiim merkezlerin yoneticileri ile iletisim kurulmasina
ragmen, ¢alismaya 32 merkezin yoneticileri katilmis ve bilgi saglamiglardir.

Calismada elde edilen veriler Gizerinde yapilan analizler neticesinde su sonuglar elde edilmistir:

e  Bilgi yonetiminin alt boyutlarindan olan bilginin edinilmesinin, Ar-Ge Merkezlerinin inovasyon yetenegi alt boyutlarini
en fazla etkiledigi goriilmektedir. inovasyon yetenegi, siirec olarak bilgiye dayali olarak yiiriitiilen ve ydnetilen bir
suregtir. Bu baglamda, elde edilen bilginin kalitesi, erisilebilirligi, glivenilirligi, dogrulugu ve glincelligi, 6zellikle yeni bir
alanda arastirma ve gelistirme gibi bilgi yogun bir faaliyet yiriitmekte olan bu merkezlerin tim sireglerini etkilemesi
kacginilmazdir. Bilgi yonetiminin diger asamalarinin basarisi da, bilginin edinilmesi asamasinin ne derece basarili olacagina
baghdir. Benzer sekilde, inovasyon yeteneginin boyutlarinin etkinligi de, kullanilacak bilginin ne derece dogru ve etkin
sekilde toplanmasina bagh olacaktir. Bilginin edinilmesi asamasinin, 6zellikle Ar-Ge merkezlerinin inovasyon yetenegi
Uzerinde en fazla etkiye sahip alan olarak ortaya g¢ikmasi, bilgi yonetiminin ve inovasyon yeteneginin diger tim
sureglerinin de temelini olusturan bu asamanin 6nemini bir kez daha gostermektedir.

e Analiz sonuglarina gore, bilgi ydonetiminin alt boyutlarindan olan bilginin korunmasi ve paylasilmasi Ar-Ge Merkezlerinin
inovasyon yetenegi alt boyutlarindan sadece lretim yetenegini olumlu etkiledigi diger yetenekler tizerinde herhangi bir
olumlu etkisi gérilmemektedir. Bilginin paylasiimasi, teorik anlamda inovasyon yeteneginin tim alt boyutlarini etkileyen
bir agamadir. Ancak, bu ¢alismada ele alinan inovasyon boyutlarindan tiretim yeteneginin temelinde, bilginin paylasilarak
Gretim asamalarina aktarilmasi yer almaktadir. Bu anlamda, bilginin paylasiimasi boyutunun en fazla oranda lretim
yetenegini anlamli bir sekilde etkilemesi, Ar-Ge merkezleri Gretim asamasinda bilginin paylasiimasinin kritik rolini
vurgulayan bir sonug olmustur.

e Analiz sonuglarina gore, bilgi ydnetim surecinin higbir alt boyutunun kaynak tahsis yetenegi Gizerinde anlamli ve olumlu
bir etkisi olmadigi tespit edilmistir. Kaynak tahsis yetenegi, bu ¢alismada “bilginin islenmesi icin firmalarin teminini
gerceklestirdigi bilgi, hammadde, teknoloji finansal degerlerle ve is glici gibi donanimin temin edilmesidir” olarak
tanimlanmaktadir. Bu tanimda da goriilecegi gibi, bu yetenek ayni zamanda bilgi yonetimi strecinin baslangicindan 6nce
yapilmasi gereken donanimin temin edilmesi asamasini icermektedir. Bu cercevede, orneklemde yer alan Ar-Ge
merkezleriigin, kaynak tahsisi bilgi yonetimi stireglerinin baslangicindan dnce gergeklestirilen bir boyut olarak algilandigi,
ve bu nedenle bdyle bir sonucun ortaya ¢ikmis olabilecegi degerlendirilmektedir.

CGalismamizin her ne kadar amacina ulastigl ve Ar-Ge merkezleri agisindan 6nemli sonuglar ortaya koydugu disiinilse de, ¢alisma
surecinde karsilasilan kisitlarin vurgulanmasi gerekmektedir. Bu baglamda 6ne ¢ikan hususlar ve bunlara iliskin 6neriler ise su
sekilde siralanabilir:

e  Bu calismada sadece, daha 6nce ifade edilen 6neminden ve Ulke ekonomisi Gizerindeki roliinden dolayi Dogu Marmara
bélgesi tizerinde durulmus, zaman ve maliyet yetersizliginden dolayl arastirma alani genisletilememistir. Bu galisma
kapsaminda yer alan hipotezler sadece Dogu Marmara Bolgesindeki Ar-Ge Merkezlerinde degil Tirkiye'deki bitlin Ar-
Ge Merkezleri ele alinarak gergeklestirildiginde, daha anlamli sonuglarin elde edilebilecegi ve ¢alismanin bulgularinin
genigletilebilecegi degerlendirilmektedir.

e Arastirma alani sadece firmalarin Ar-Ge Merkezlerini kapsamaktadir. Teknoparklar ve Universitelerin Ar-Ge
Merkezlerinnin de bu arastirma dahil edilmesi, sonuglarin gegerliligini artiracaktir.

DOI: 10.17261/Pressacademia.2020.1327 333



Research Journal of Business and Management- RJBM (2020), Vol.7(4). p.322-335 Gulyaz, Erturk

e  Calismada her ne kadar bilgi yonetiminin inovasyon yetenegi lzerindeki muhtemel etkisi incelense de, gelecekte
yapilacak c¢alismalarda bu iliski tGzerinde etkisi olabilecek araci ve diizenleyici degiskenlere de yer verilerek, daha
kapsamli ve bltuncil modeller kullanilabilir.
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