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In this study, the relationship between the perception of teamwork and the perception of
ostracism of the instructors working in the foreign language preparatory programs was
examined. Relational survey method was used in the research. Team Perception Scale and
Organizational Ostracism Scale were used to collect data. First, the reliability study of two
scales at the higher education level was conducted with a group of 36 people with pre-test
and post-test application. Then, both scales were applied to 215 participants who
volunteered to participate in the research. The reliability of the scales was measured with
the Cronbach-alpha Test, normality tests were performed with the Kolmogorov-Smirnov
Test, and the non-parametric Spearman correlation coefficient was used since the scale
mean scores did not show a normal distribution. As a result of the research, it was
determined that the teamwork perception levels of the instructors were high and the
organizational ostracism perception levels were low. It has been concluded that there is a
negative and significant relationship between the teamwork perceptions of the instructors
and their levels of organizational ostracism. It can be said that as the teamwork perception
of the instructors increases, the level of organizational ostracism may decrease.
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Bu arastirmada, yabana dil hazirlik programinda gorev yapan 6gretim elemanlarinin takim
calismast algisi ile dislanmuslik algis1 diizeyleri arasindaki iliski incelenmistir. Arastirmanin
drneklemi, Istanbul ilindeki 4 devlet ve 7 vakif iiniversitesinin yabana dil hazirhik
programlarinda gorev yapmakta olan gretim elemanlarindan olusmaktadir. Arastirmada
nicel arastirma yontemlerinden iligkisel tarama modeli kullanilmustir. Veri toplamada,
Takim Algisi Olgegi ve Orgiitsel Diglanma Olgegi kullamilmustir. {1k olarak katilimcilardan
36 kisilik bir gruba 6n test ve son test uygulamasi ile iki dlgegin yiiksekdgretim diizeyinde
giivenirlik calismasi yapilmistir. Ardindan arastirmaya katilmaya goniilli olan 215
katimeciya her iki olgek uygulanmustir. Elde edilen verilerin analizinde, olgeklerin
giivenilirlikleri Cronbach Alfa Testi ile dl¢lilm{istiir, normallik testleri Kolmogorov-Smirnov
Testi ile yapilmistir, 6lgek ortalama puanlart normal bir dagilim gostermedigi icin non-
parametrik Spearman Korelasyon Katsayisi kullamilmistir. Aragtirma sonucunda, dgretim
elemanlarmin takim calismasi algis1 diizeylerinin yiiksek, Orgiitsel diglanma algisi
diizeylerinin ise diisiik oldugu tespit edilmistir. Ogretim elemanlarinin takim galismast
algilari ile 6rgiitsel dislanma algisi diizeyleri arasinda negatif yonlii anlamh bir iligki oldugu
sonucuna ulagilmistir. Elde edilen bulgulara dayanarak, ogretim elemanlarimin takim
calismast algis: yiikseldikge, Orgiitsel dislanma diizeyinde diisiis olabilecegi sdylenebilir.
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1. Giris

Atalarimiz avlanmak, ailelerini biiytitmek ve topluluklarini
savunabilmek gibi ortak bir amag icin ilk kez bir araya
gelmis ve takim calismasi yapmaya baglamislardir.
Insanlik tarihi, biiyiik oOl¢iide, kesfetmek, basarmak ve
fethetmek icin takimlar halinde birlikte ¢alisan insanlarin
hikayelerinden olusmaktadir. On dokuzuncu yiizyilin
sonlarinda ve yirminci yiizyilin baglarinda gelisen biiyiik
orgiitlerdeki modern ¢alisma kavrami, biiyiik oranda
bireysel islerin bir toplami olarak organize edilmistir
(Kozlowski ve Ilgen, 2006, s. 77).

Yirmi birinci yilizyilda diinya hizla degismektedir,
orgiitlerin yapis1 da bu degisime ayak uydurabilmek igin
daha dinamik olmak durumundadir. Caligsanlar artik daha
hizli karar vermeleri gereken durumlarla siklikla karsi
karsiya kalmaktadirlar. Orgiitler eskisi kadar kat1 bir yap1
ve yOnetim anlayisi yerine daha esnek bir anlayis: tercih
etmektedirler. Bu esnek anlayis da sorunlara daha hizli
¢ozlim tiretebilmek igin bireysel calismak yerine takim

olarak ¢alismak daha etkili olabilmektedir.

Takim tercih eden gesitli
prensiplerden yola c¢ikilarak bu takimlarin bir araya
getirildikleri tespit edilmistir. Takim calismasiyla birlikte
orgiitlerde  calisanlarin duygusu artmakta,
calisanlar daha yiiksek kaliteli iiriinler vermektedirler.
Daha da onemlisi, takimlar, ¢alisanlarin hakimiyetinde
daha esnek orgiitler yaratilmasina yardimeci olmaktadirlar.
Yonetim diistiniirlerinin ¢ogu, Orgiitsel islevlerin takim
diizeyinde yiiriitiilmesi ve basarmnin takim basarisi olarak
goriilmesi gerektigini diistinmektedirler (Simsek vd., 2015,

s. 229).

caligmasini orgiitlerde

tatmin

Siradan bir calisma grubunun performansi, iiyelerin tek
baslarina, bireysel yaptiklar: eylemlerin bir sonucudur. Bir
takimin performans: ise hem bireysel hem de karsilikli
sorumluluk gerektirmektedir. Takim, birbirinin zayif
oldugu ya da sahip olmadig1 yetenegi tamamlayan ve bu
gercevede birbirine karst sorumlu olan kisilerden olusan
topluluktur. Takimi olusturan bireyler ortak amaca
ulasmak igin gosterecekleri ¢abalarda
sorumlu olarak calisirlar (Katzenbach ve Smith, 2005).
Takimlarda katilip,
yetkilendirilmektedir. calisanlar,

birbirlerinden

tim iyeler karara
Yetkilendirme ile
tizerinde ¢alistiklar1 isler ile ilgili ortak sorumluluk ve ortak
karar verme hakkini elde etmektedirler (Dyer, 1995; Eppler,

2000; akt. Ertiirk, 2007, ss. 51-54).

Takim, bir grup insanin bir araya gelmesiyle bir anda
gerceklesmemektedir, bir siire¢ gerektirmektedir. Simsek
ve digerleri (2015, ss. 238-241) takimlarin meydana
geldikten sonra olgunlasmalar1 igin birka¢ asamadan
gecmekte oldugunu belirtmektedirler. Bu sebeple yeni
olusan bir takim ile artik olgunluk asamasina ulasmis bir
takim arasinda birtakim farkliliklar bulunmaktadir. lk
olarak; takimdaki birbirini
gerekmektedir, takimdaki roller ve takim ici kurallar tespit
edilmelidir, takimin gorevi tanimlanmali ve buna bagh

bireylerin tanimast

olarak is boliimii gerceklestirilmelidir. Bu sekilde takimin
iiyeleri kendilerini takima ait hissedebilirler. Takim
tiyelerinin birbirini tan1y1p, giiven duymaya basladig1 evre
kurulus evresidir, ardindan takimin misyonu ve iiyelerin
pozisyonlar ile ilgili tartismalar yasanabilen karisiklik ve
karmasa evresi gelmektedir, bu evreyi takim yapisinin
sekillenip, {iyelerin birbirini kabullendigi bicimlenme
evresi takip etmektedir, bir sonraki evre olan basarma
evresinde ise takim {iyeleri sorunlara konumlarma uygun
¢oziimler {ireterek, takimin amagclarimni gergeklestirmesini
saglamaktadirlar ve son olarak takimin dagilma evresi
belirli bir siire ve amag igin bir araya gelmis takimlarin
varliklarmin son buldugu noktadir.

Her gegen giin pek c¢ok farkli orgiitte takimlarin
olusturuldugunu ve takim ¢alismalarmin uygulanmakta
oldugunu gormekteyiz. Olusturulan bu takimlar 6rgiitlerin
karsilastiklar1 karisik problemleri, ortak amag i¢in bir arada
calismanin yarattigi sinerji sayesinde daha kolaylikla
¢ozebilmektedirler. ~ Okullarin  fonksiyonlarimm1 =~ ve
toplumdaki egitim disindaki Orgiitlerle aralarindaki
etkilesimin seviyesinin ne kadar yiiksek oldugu goz
bulunduruldugunda calismalarinin
gerceklestirdigi igin  kullanish
oldugunu soyleyebiliriz. Etkili takim ¢alismasi igin de etkili
takim liderligi bir zorunluluk halindedir (Hosgoriir, 2020,
ss. 736-737).

oOniinde takim

okullarin faaliyetler

Okullarin yapilar1 takim ¢alismalari igin uygundur ayrica
takim calismasi okullar i¢in ¢ok 6nem tagimaktadir. Bu
sebeple okul yoneticileri bu durumun 6nemini kavrayarak
takimlar1 etkili caligstirabilmelidirler. Okullarda ilk 6nce
takim ¢alismasina miisait kiiltiirel alt yapi sekillendirilmeli
ardindan takim c¢alismast baglatilmalidir. Bu kiiltiirel
yapida her seyden once orgiit igindeki iletisimin akici
olmasi gerekmektedir, kararlarda ¢alisanlarm fikirlerinin
alinmasi, farkli goriislere saygi duyulmasi, giivenli bir
orgiitsel iklimin olusturulmasi hayati 6nem tasimaktadir.
Okullarda yapilan takim ¢alismalarina drnek olarak; gesitli
komisyonlar, baz1 6zel giin ve kutlama programlari, sinif
i¢i (egitim-0gretim) ¢alismalar1 ve sene basinda planlama
yapilirken kurulan takimlar verilebilir (Demirci vd., 2006,
ss. 166-167).

Cetin ve Yaman'in (2004, ss. 49-52) ilkogretim okullarinda
gbrev yapan yonetici ve &gretmenlerin takim calismasi
hakkinda goriislerini belirlemek amaciyla yaptiklar
calismalarinda hem Ogretmenler hem de yoneticiler
agisindan takim calismasia hazir bulunusluk diizeyinde
sorun goriilmiistiir. S6z konusu arastirmada, takim
calismasini engelleyen faktorler olarak; yonetim ve
Ogretmenlerin ortak bir vizyona ve ihtiyag duyduklarn
yetkiye sahip olmamalari, islerini sahiplenmemeleri,
Ogretmenlerdeki giidiilenme eksikligi ve diisiik is doyumu
tespit edilmistir. Ayrica ogretmenler takimlara goniillii
olarak degil gorevlendirme ile atanmalari, tiim takim
iiyelerine  atfedilecek bir odiillendirme
olmamasi, takim c¢alismalarinda siireklilik olmamasini da
takim oniindeki  engeller  olarak

sisteminin

caligmasinin
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nitelendirmislerdir. Aragtirmanin sonucunda, motivasyon
eksikligi ve diistik is doyumu gibi olumsuz psikolojik
durumlari ¢6ziime kavusturabilmek i¢in takim ¢alismast ile
ilgili egitimler wverilip, okullarda takim calismasi
uygulamalarmin yayginlastirilmasini énerilmektedir.

Tekin (2007, ss. 46-47), okullardaki takim g¢alismalarinda
etkili  bir cgalismasi  ve rol biitinligl
goriilememesinin sebebinin zayif yonetim ve bilgisizlik
oldugunu belirtmektedir. Tlkégretim okullarinda yapilmig
olan soz konusu arastirma sonucunda, yonetici ve

takim

Ogretmenler  arasindaki zayifliginin - ve
yOneticilerin parcasi
gormemelerinin takim calismalarini olumsuz etkiledigi
ortaya c¢ikmustir. Oysaki arastirmada takim ruhunun

orgiitte yayilmasiin galisanlarin bir biitiin olarak hareket

iletisimin

kendini takimin bir olarak

etmesinde ve Orgiitiin basarisinda biiyiik pay1 oldugunun
alt1 ¢izilmektedir.

Ogretmenlerin diger Ogretmenlerle is birligi icinde ve
koordineli ¢alismas: 6gretmenlerin profesyonel gelisimi ve
daha etkili bir 6gretim gergeklestirebilmeleri agisindan ¢ok
onem tasimaktadir. Yilmaz ve Akgiin'iin (2019, s. 1155)
ilkokul  ve Ogretmenleri ile yaptiklar
arastirmalarinin ilkokul &gretmenlerinin
orgiitsel dislanma ve oOrgiitsel uyum seviyeleri arasinda
negatif yonlii, orta diizeyde ve istatistiksel olarak anlaml
bir iliski oldugu belirlenmistir. Orgiitsel uyumun
takimlarin islevlerinden birisi oldugu diisiiniildiigiinde;
okullarda 6gretmenlerin takim olduklarini diistinmeleri,
takim c¢alismalarina yonelik algilari,
biitiiniin parcast olarak hissetmeleri orgiitiin geneline
olumlu olarak yayilacak davranigslara sebebiyet
verebilecegi gibi, dislanmiglik algilarmmin azalmasina da
katk: saglayabilir. Ciinkii takim ¢alismasi algisiyla birlikte
distise gecebilecek olumsuz duygulardan biri de
dislanmadir.

ortaokul
sonucunda,

kendilerini bir

Dislanma bazen sadece emin olamadigimiz bir histir, bazen
de Dbelirgin sekilde pargasi oldugumuz takimdan
Farkli gsekillerde ve farkli siddet
diizeylerinde dislanmaya maruz kalabilmekteyiz. Ancak
ne bicimde ve hangi siddette olursa olsun dislanan
bireylerin {izerinde hem duygusal hem de fiziksel olumsuz
etkiler yaratmaktadir. Diglanma sebebiyle bazen o kadar

soyutlanmaktir.

gliclii duygusal sorunlar yasamaktayiz ki hissettigimiz
gerginlik, stres, tiziintii bizde fiziksel olarak da aciya sebep
olmaktadir.

Ferris ve digerleri 2008'de Journal of Applied
Psychology'de “When Silence Is Not Golden: Measuring
Ostracism in the Workplace” adli makalesinde,
“Workplace Ostracism” (@rgﬁtsel Diglanma) kavramini
resmi olarak ortaya koymus ve ileride bu konuda yapilacak
aragtirmalara temel olusturan bir orgiitsel dislanma 6lgegi
gelistirmistir. Bu sekilde orgiitsel dislanma yeni bir calisma
alani haline gelmistir (Liu ve Xia, 2016, s. 197).

Orgﬁtlerin basarili  sayilabilmesi i¢in hedeflerine
ulasabilmesi gerekmektedir. Ancak bir yandan rekabet

ortammin getirdigi baski diger yandan zorbalik, érgiitsel
catisma, Orgiitsel sessizlik, sinizm ve orgiitsel diglanma gibi
calisanlar arasinda problem yaratan orgiitsel davranislar
tiretkenligi de engelleyerek Orgiitlerin  hedeflerine
ulagsmasin1 zorlastirmaktadir. Orgiitsel diglanma ihmal,
terk etme veya yoksun birakma seklinde uygulanan hem
orgiite hem de ¢alisanlara zarar veren sorunlu bir orgiitsel
davranigtir (Tutar vd., 2021, s. 332).

Orgiitsel dislanma tek bir nedenden olusabilecegi gibi pek
cok nedenin birlesmesiyle de olusabilmektedir. Orgiitsel
dislanmanin gore birey
{izerindeki etki derecesi de degisecektir. Orgiitsel diglanma
baz1 aragtirmacilar tarafindan igsel ve digsal nedenler
boyutlariyla incelenirken (Banki, 2012, ss. 7-8), bazilari
tarafindan amacgli ve amagsiz nedenler boyutlariyla
incelenmistir (Robinson vd., 2013, ss. 209-210). Ayrica
bireysel farkliliklar agisindan kisilik faktorleri de orgiitsel
dislanmay1 etkilemektedir (Kamali ve Kiral, 2023, s. 182;
Kaya vd., 2017, ss. 24-25).

nedenlerine diglanmanin

Banki (2012, ss. 7-8), orgiitsel dislanmanin i¢sel nedenlerini
bireyin iginde bulundugu grubun kabul etmedigi bigimde
davranma, toplumsal ya da orgiitsel deger ve normlara
aykir1 davranma gibi bireyin kendisinin gostermis oldugu
davranislarla agiklamaktadir. Digsal nedenleri ise, bireyin
algiladigr dislanmanin kaynag: grup dinamikleri, 6rgiit ici
formal ya da informal yapi ve toplumsal kiiltiir gibi digsal
faktorlerle agiklamaktadir.

Robinson ve digerleri (2013, ss. 209-210) dislanmanmn
orgiite bagh nedenlerini amagli dislanma ve amagsiz
dislanma boyutlariyla incelemistir. Amaclh dislanmayzi, bir
¢alisanin diger bir ¢alisanla farkinda olarak sosyal bir iligki
kurmamas1 olarak tanimlarken, amagsiz digslanmay: ise
bireylerin bir baskasini sosyal olarak diglamaya hizmet

eden davraniglarda bulunduklarinin farkinda
olmadiklarinda  ortaya  ¢ikan  davrarus  olarak
tanimlamaktadirlar.

Sosyal diglanmanin dogasimi ve sonuglarini inceleyen
aragtirmalar, bu tiir davranislarin ¢ok yonlii oldugunu ve
amagclanan hedefler iizerinde zararli etkileri oldugunu
gostermektedir. Calisanin drgiitteki konumunun tizerinde
olumsuz bir etkisi oldugunu belirtmektedirler (Hitlan vd.,
2006, s. 217). Orgiitsel diglanmanin sonucunda calisanda
motivasyon diisiikliigii ve performans diisiikliigii olusur
ve biiyiik olasilikla ¢alisan orgiitten ayrilir (Kogel, 2020, s.
471).

Howard ve digerleri (2019, s. 13) orgiitsel dislanma ile
iligkili onciillerin ve sonuglarin kapsamli bir incelemesini
ve meta-analizini yapmuslardir. Sonuglar dislanmanin
iyilik hali, duygular ve benlik algilar1 izerinde olumsuz bir
etkisi oldugunu da pekistirmistir. Dislanmay1 yasayanlar
duygusal olarak daha kotii hissederler. Dislanma, ayni
zamanda, muhtemelen refah, duygular ve benlik algilar1
iizerindeki olumsuz etkileri nedeniyle, orgiitsel algilar
kotiilestirip, isten ayrilmayi tesvik etmektedir. Bu sonuglar,

544
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dislanmanin neden daha kot performansla
sonuclandigina dair ¢ikarimlar saglamaktadir.

Dislanmaya maruz kalan bireylerde ortaya ¢ikan temel
psikolojik sonuglarin (stres, depresyon, 6z-saygi sorunu,
saldirganlik) oOrgiitte yansimasina iligskin gesitli ampirik
¢alismalar yiiriitiilmiistiir. Buna gore orgiitsel dislanmanin
is tatmini ve ise baglilik (Ferris, 2008), is performansi: (Wu
vd., 2011), sapkin davranislar, orgiitsel baghlik (Sommer
vd., 2001) ve orgiitsel vatandaslik davramsi (Liu ve Xia,
2016) gibi kritik degiskenleri olumsuz etkiledigi tespit
edilmistir. Bu bakimdan mevcut ampirik bulgular 6rgiitsel
dislanmanin ¢alisanlarin ise yonelik tutum ve is ¢iktilarmi
olumsuz etkiledigini gostermektedir. Nitekim diglanmaya
maruz kalmis bireyin gosterdigi temel psikolojik tepkiler
distiniildiigiinde, orgiitsel baglamda meydana gelen
dislanmanin bu diizeyde sonuglanmasi beklenen bir
durumdur (Tutar vd., 2018, ss. 183-184).

Orgiitsel dislanma ile kisilik arasindaki iliskiyi inceleyen
¢alismalarda agirlikli olarak 6n plana ¢ikan kisilik 6zelligi,
uyumluluktur. Arastirmalarda uyumluluk ile dislanma
arasinda negatif iliski tespit edilmistir (Hitlan ve Noel,
2009, ss. 495-496).

Diglanma konusu gesitli calismalarda farkli kavramlar
icerisinde adindan s6z edilen bir konu olmakla birlikte,
ozellikle oOrgiit ve yonetim alaninda tizerinde en ¢ok
Diglanma konusunda
yapilan arastirmalarin 6nemli bir kisminda iletisim ve
stresin yarattig1
igyerinde veya ¢ok cesitli sosyal durumlarda bagkalariyla
etkili bir sekilde iletisim kuramamak stresli olabilir ve hem
takim ici hem de takimlar arasi iliskiler i¢in 6nemli sonuglar
dogurabilir (Dotan-Eliaz vd., 2009, s. 364; Hitlan vd., 2016,
s. 422).

durulan konulardan birisidir.

dislanma durumlar1 ele alinmgtir.

Agir is yiikii, uzun calisma saatleri gibi Orgiitsel stres
faktorleriyle basa ¢ikmak icin ¢abalayan calisanlarin
kasitsiz diglamaya neden olma yiiksektir.
Calisanin degerleri ile orgiitiin degerleri arasinda uyum

ihtimali

olusmadiginda, orgiit igin zararli davranislar meydana
gelebilmektedir. Benzer sekilde, bir ¢alisan kendini orgiite
ait hissetmediginde stres, kaygi ve depresyona neden
olabilecek davraniglar gosterebilir ve bu davranislarda
performansinit olumsuz yodnde etkileyebilir (Baumeister
vd., 2005; Robinson vd., 2013, s. 213; akt. Donmez, 2018, ss.
43-44). Calisanlar arasindaki uyum problemi, ¢alisanlar
yalnizlastirabilmekte ve bunun sonucunda ¢alisanlar tek
baglarma kalabilmektedir. Takim ¢alismalar1 sayesinde
¢alisanlarin daima birbirleri ile iletisim icerisinde olmasi
amaglanmaktadir. Orgiitsel dislanmay1 6nlemek amaciyla
igsyerlerinde takim ¢alismalarina daha fazla yer verilmesi
faydali olacaktir (Davis ve Johnson, 2015; akt. Artar vd.,
2019, ss. 1428-1429).

Takimin bir pargasi olmak bireylerin kendini degerli
hissetmesini, énemsendigini diisiinmesini saglamaktadir
ve olusan olumlu duygularin neticesinde moral artisi
yasanmakta ve motivasyon yiikselmektedir. Diger taraftan

stres ve giivensizlik azalirken, baglilik ve ise doniikliik
artmaktadir. Takimda uyuma ise ¢ok calisma neticesinde
ulasilabilmektedir (Ertiirk, 2007, ss. 66-71).

Yetersiz  toplumsal destek de stres
kaynaklarindandir. Orgiitteki
davrandigr ve takim calismasinin olmadigi, ¢alisanlarin
birbirine yardim etmek yerine {istiin gelmeye ¢alistig1, bazi

calisanlara iltimas gegilen ve calisanlarin birbirleriyle yarig

orgilitlerdeki
calisanlarin  bireysel

iginde oldugu orgiitlerde stresten uzak durmak miimkiin
olmamaktadir. Yeterli toplumsal destegin bulunmadig:
orgiitlerde her daim bir miicadele bulunmaktadir ve bu
sebeple calisanlar ise odaklanmakta zorlanmaktadirlar.
Yakin iligkiler, iletisim, statii, taninma ve desteklenmenin
oldugu orgiitlerde ise calisanlar yalniz hissetmemekte ve
stresten kaginmaktadir (Altan, 2018, s. 142).

Orgiitsel stresin azaltilmasi igin ydneticiler, galisanlar
arasinda takim c¢aligmalarini desteklemeli ve takima
bagliligin saglanmasini tesvik etmelidirler (Pehlivan, 1991,
s. 800). Chungin (2018) arastirmasinda orgiitsel dislanma
ile stres arasinda pozitif yonlii bir iliskinin varlig1 tespit
edilmistir (Akt. Abasli, 2018, s. 79). Altan (2018, s. 148),
orgiitsel stresin neden oldugu en ¢ok goriilen sorunlardan
birisinin mesleki yabancilasma oldugunu belirtmektedir.
Abash (2018, s. 33), 0gretmen goriislerine dayali olarak
yaptigi arastirmasinda kendi gelistirdigi “Ogretmen
Diglanma Olgegi” ile “Ilkogretim Okulu Ogretmenlerinin
Ise Yabancilasma Olgegi"
orta diizeylerde anlamli bir iliskinin oldugunu tespit

arasinda pozitif yonlii, diisiik ve

etmistir. S6z konusu arastirmanin sonuglarma gore,
orgiitsel dislanma ve mesleki yabancilasma arasinda
baglant1 oldugu goriilmektedir; orgiitsel stres mesleki
yabancilasma da orgiitsel
dislanmaya sebebiyet verebilmektedir.

yabancilasmaya, mesleki

Yoneticilerin orglitsel dislanmanin 6niine ge¢mek ve
gerceklesmesi durumunda olumsuz etkilerini en aza
indirgemek i¢in almasi gereken 6nlemler bulunmaktadir.
Alinmasi gereken onlemler arasinda galisanlar arasindaki
iliskilerin tesvik edilmesi, takim c¢alismalarina Onem
verilmesi, yontemlerin tekrardan belirlenmesi, gorevlerin
tekrar tanimlanmasi ve bu yolla takim c¢alismasinin
kolaylastirilmasi, takim olusturmak i¢in daha fazla ¢aba
sarf edilmesi ve neticesinde saglikli bir orgiit iklimi
yaratilabilmesi 6ne ¢ikmaktadir. Calisanlar, birbirlerine
bagimhi olduklarmi anladik¢a, digslanma ihtimali de
azalmaktadir (Esmer vd., 2018, s. 95; Wu vd., 2010; Yan vd.,
2014; akt. Donmez, 2018, ss. 50-52; Yildirim ve Akin, 2018,
s. 443).

Bir ¢alisan kendini Orgiite ait hissetmiyor ise sosyal destege
ihtiyag duymaktadir. Eger sosyal ortama ait olma duygusu
yliksek ise c¢alisanlar kargilikli etkilesim igerisinde
olacaktir. Sosyal destek ile orgiitsel dislanma arasindaki
iliski negatif yonliidiir. Calisanlarin sosyal destek algilar:
arttikca orgiitsel diglanma alg1 diizeyleri azalmaktadir. Bu
nedenle orgiitlerin sosyal destek igerikli calismalara ve
diizenlemelere yer vermeleri gerekmektedir (Halis ve
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Demirel, 2016, ss. 320-331). Erdemli ve Kurum (2021, s. 363)
Blaunun sosyal takas kuramini gz Oniine alarak
okullardaki diglanmay1 azaltmanin bir yolunun da
Ogretmenlere karsilikli kazang saglayacak is birligi
gerektiren gorevler vermek oldugunu belirtmektedirler. Bu
yolla 6gretmenler sosyal agidan etkilesim icine girerek
birbirleri ile ilgili olumlu izlenim edinebilir.

Orgﬁt icerisinde ¢alisanlarin birbiriyle konusma ihtiyaci,
duygusal ve mesleki agidan birbirinden destek gorme
giderilebilmektedir.
Takimlarda, eksiklerini
tamamlayabiliyor, birbirlerine destek olabiliyorlar bu
sebeple dislanma bir agidan bu destegi gorememek, sosyal
destekten uzak kalmak anlamina gelmektedir. Takim
calismas: sosyal destegi de sagladig: i¢in diglanma algisini

ihtiyact ~ takim  calismas1 ile

takim iyeleri birbirlerinin

diistirebilir.

Dislanan kisilerin, iletisimi azaltip, sosyal etkinliklerden
uzaklastiklarinda ve takimin bir {iiyesi olmadiklarini
algiladiklarinda orgiite olan katkilar1 da azalacaktir. Eger
bu durum siirerse, calisanin performansinin diismesine
sebep verebilir. Son dénemlerde artan takim galismasi,
¢alisanlarin is arkadaslari ile daha yogun sosyal etkilesim
ve iletisimde olma ihtiyaglarina isaret etmektedir (Kumral,
2017, ss. 42-43). Orgﬁtlerde calisanlar arasinda olumlu
bireysel iliskilerin yer aldig1 bir sosyal ortam bulunmasi
¢ok onemlidir. Boylelikle birbirleri arasindaki benzerlik ve
farkliliklar1 fark edebilirler. Orgiit kiiltiirti daimi iletisimi
tesvik etmelidir (Chung ve Yang, 2017, s. 18).

Orgiitlerde ve bu baglamda okullarda iletisimsizlik ya da
sosyal acidan yalnizliga care olabilecek en etkili yonetsel
uygulamalardan birinin takim calismas1 oldugu, daha
onceki satirlarda belirtilmistir. Takim ¢alismasimin yiiksek
olmast ¢alisanlarin is birligi iginde ¢alismasina katki
sagladig1, kararlar birlikte vermelerine imkan yarattigi,
kendilerini sagladigi, ise
baghliklarin1 artirdify, aidiyet hissi yarattigy, iletisim
kurmalarini  sagladigy,

onemli  hissetmelerini
stresi azalttig1, sosyal destek
sagladig1, motivasyonlarini ve performanslarini yiikselttigi
icin Orgiitteki bireylerin kendilerini grubun disinda
gormelerini engelleyecek, dolayisiyla dislanma algilarm
Biitin  bu  faktorler gbz  oniinde
bulunduruldugunda c¢alisanlarin diglanma algilarinin

azaltacaktir.

diizeyini azaltabilmede takim ¢alismasinin 6rgiit agisindan
ne kadar 6nem tasidig1 ortaya ctkmaktadir. Ancak yapilan
alan taramasinda, takim galismasi ve dislanmaya y&nelik
iilkemizde cesitli c¢alismalarin  yapildigi goriilmekle
birlikte, universite diizeyinde
¢alismalarinin 6gretim elemanlarinin dislanma diizeylerine
etkisi {izerinde yapilan bir aragtirmaya rastlanmamuistir.

ozellikle takim

Halbuki; insanlar bir takim igerisinde, is birligi iginde olup
calisirlarsa birbirlerini daha iyi anlarlar, hi¢ kimse
yonetimin ilgisi disinda kalmaz, hep birlikte ¢alistiklar1 igin
de aymn Calisanlarin  Orgiitsel
diglanma algilarini azaltabilmek igin yoneticilerin takim
calismasma ©nem vermesi gerekmektedir. Kaya ve

muameleyi goriirler.

digerleri (2017, s. 25) orgiitlerin verimli olabilmek,
hedeflerini gerceklestirmek i¢in en 6nemli kaynaklar: olan
insan glicliniin etkili calismasma ihtiyag duydugunu
belirtmektedirler. Bunun i¢in de ¢alisanlar is arkadaslariyla
saygl cergevesinde, iligkiler ~ kurabilmek,
sosyallesebilmek duymaktadirlar.  Calistig
ortamda huzursuz olan, grubun iginden dislandigim
hisseden bir calisganin bir siire sonra performans: da
diismeye baslayacaktir. Bu durum da orgiitiin hedeflerini
gergeklestirmesini engelleyecektir (O'Reilly ve Robinson,
2009, ss. 1-7).

olumlu
ihtiyac

Orgiitsel diglanmay1 egitim orgiitlerinde, drgiitiin en hayati
pargasi Egitim
orgiitlerindeki dislanma problemiyle ilgili literatiirde
yeterli sayida arastirmaya rastlanamamuistir. Bu iizerinde

olan Ogretmenler de yasamaktadir.

caligilmast gereken bir konudur. Ogretim elemanlar1 da
glin icerisinde fazla is yiikii, yonetimin beklentileri,
ogrencilerin davranigsal sorunlar1 gibi pek ¢ok problemle
basa ¢ikmak ic¢in miicadele verirken, sosyallesmek ve
duygusal destek alabilmek igin meslektaslarina ihtiyag
duymaktadirlar. Ancak diglandiklar: zaman bu destegi de
kaybetmekte ve bulunduklar1 Orgiitten uzaklasmak
istemektedirler. Yoneticilerin bunu da g6z oOniinde
bulundurarak dislanma problemine ¢6ziim {iretmesi ve
olumlu bir orgiit kiltiirii  yesertmeye calismasi
gerekmektedir (Kamali ve Kiral, 2023, ss. 182-184).

Yukaridaki agitklamalar goz oniinde bulunduruldugunda,
bu arastirma, takim caligmalar: ile kendini bir biitiiniin
parcast gibi hissetmeye baslamasi beklenen ogretim
elemanlarinin takim galismasi algilarinin 6rgiitsel dislanma
algis1 diizeylerinde
tespitinin literatiirde bu alanda var olan ¢alisma eksigini
gidermesi agisindan 6nem tasimaktadir. Ayrica takim algisi
orgiitsel dislanma diizeylerinde azalma sagliyor ise bunun
yoneticiler tarafindan bilinmesi ¢ok 6nem tasimaktadir.
Boylece yoneticiler orgiitlerde takim g¢alismalarma daha
fazla agirhik verip, daha etkili calismalar yapilmasina

diisiis yaratip yaratmayacaginin

oOncelik verebilirler.

Ozetle Ogretim elemanlarinin takim calismas: algilar ile
dislanmiglik algilar1 arasinda bir iligkinin olup olmadigini
ortaya citkarmak bu arastirmanin temel problemi olarak
belirlenmistir.

Arastirmanin tniversite  hazirlik
programlarinda gorev yapan 6gretim elemanlarmin takim
calismasi algilari ile diglanmislik algilar: arasindaki iliskiyi
belirlemektir. Bunun i¢in arastirmada asagidaki sorulara

cevap aranml@tlr:

genel  amaci

1. Ogretim elemanlarinin takim galigmasi algisi ne
diizeydedir?

2. Ogretim elemanlarinin dislanmishik algisi ne
diizeydedir?

3. Ogretim elemanlarinin takim calismasi algilari ile
diglanmisglik algis1 diizeyleri arasinda anlamli bir
iligki bulunmakta midir?
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2. Yontem
2.1. Desen

Bu arastirma, yabanci dil hazirlik programinda gorev
yapan Ogretim elemanlarinin takim calismas: algisi ile
dislanmiglik  algis1  diizeyleri iligkinin
incelenmesini amacglamaktadir. yontem
olarak nicel arastirma yontemlerinden iliskisel tarama
modeli benimsenmistir.

arasindaki
Aragtirmada

2.2. Orneklem

Istanbul’daki devlet ve vakaf
tiniversitelerinin hazirhk programlarinda calisan &gretim
elemanlar1 olusturmaktadir. Aragtirmanin orneklemi ise
amacsal ornekleme ile tespit edilmistir. Arastirmacinin
evren hakkindaki bilgisine dayanarak, arastirmanimn amaci
dogrultusunda evrenin tipik bir 6rnegini olusturdugunu

Aragtirmanin evrenini

distindigii alt gruplar segilmistir. Bu ¢alismada 6grenci
niifusu en fazla olan 4 devlet iiniversitesi ve arastirmaya
katilmaya goniillii olan 7 vakif {iniversitesi evren ve
sayida alabilmek igin segilmistir.
Arastirmanin 6rneklemini, Istanbul ilinde bulunan 4 devlet

orneklemi yeterli
uiniversitesi ile 7 vakif {iniversitesinin hazirlik programinda
gorev yapmakta olan 6gretim elemanlar1 olusturmustur.
Bunlar, 6grenci niifusu en kalabalik olan okullardan
secilmistir.

Ogrenci sayilar1 Universite izleme ve Degerlendirme Genel
Raporu-2021 (2022, s. 129) ve Vakif Yiiksekogretim
Kurumlar1 Raporu (2021, ss. 155-164) ile tespit edilmistir.
Universitelerin resmi internet sitelerinde verilen bilgiye
gore toplamda 506 Ogretim elemani oldugu tespit
edilmistir. Bu sayinin bir boliimii yabanct uyruklu 6gretim
elemanlarindan olustugu icin onlara Tiirkge bir Olgek
uygulamak miimkiin olmamuistir. birlikte
dahil  olan Ogretim
elemanlarmin bir kismi aragtirmaya katilmaya goniilli
olmamuiglardir.
tiniversitesinden 215 kisilik gontllii bir gruba olgekler
uygulanarak veri toplanmuistir.

Bununla
ornekleme tiniversitelerdeki

Bunun sonucunda 4 devlet ve 7 vakif

2.3. Islem

Veri toplama siireci, Universite Etik Kurulunun 13.04.2022
tarihinde verdigi onayla iiniversitelerin yonetimleri ile
goriisiilmesinin ardindan Nisan 2022 - Haziran 2022
tarihleri arasinda gergeklestirilmistir. Toplanan verilerin
bir kism1 bazi {iniversitelerde halen online egitim devam
ettigi yabancr  dil  hazirhik
programlarinda c¢alismakta olan Ogretim elemanlarina
Google online form ile ulasilarak elde edilmis, bir kism1 da
aragtirmaci tarafindan oSlgeklerin 6gretim elemanlarina
elden dagitilip toplanmas: suretiyle elde edilmistir.

icin,  iniversitelerin

2.3.1. Etik bildirim

Yapilan bu ¢alismada “Yiiksekogretim Kurumlar: Bilimsel
Aragtirma ve Yayin Etigi Yonergesi” kapsaminda uyulmasi
belirtilen tiim kurallara uyulmustur. Yonergenin ikinci
boliimii olan “Bilimsel Arastirma ve Yayin Etigine Aykir1

Eylemler” bashgi altinda belirtilen eylemlerden higbiri
gerceklestirilmemistir. Istanbul Okan Universitesi Etik
Kurulu, 13.04.2022, Toplanti sayist 153, Karar 19.

2.4. Veri Toplama Araclar
2.4.1. Takim Algis1 Olgegi

Takim Algis1 Olgegi (TAO) Atilgan ve digerleri (2010, s. 38)
tarafindan gelistirilen “baglilik ve is birligi”, “etkilesim ve
dayanisma”, “gelisme ve is doyumu” olarak adlandirilan
ti¢ alt boyut ile takim algisina dair ifadeleri iceren 32
maddeli 51i likert tipi bir dlgektir. TAO'niin, dogrulayici
faktor analizine gore tek bir takim algis1 genel yapisina
iliskin alt boyutlardan olustugu belirtilmektedir. Takim
algis1 genel yapis: {izerinde en g¢ok etkiyi .85 degeri ile
Gelisme ve Is doyumu alt boyutu olusturmaktadir. Takim
algis1 genel yapist {izerinde diger iki alt dlgegin etkileri ise
sirastyla; Baglilik ve Is birligi alt boyutu igin .78 ve
Etkilesim ve Dayanisma alt boyutu i¢in .53'tiir. Bu sekilde
kurulan ve test edilen hiyerarsik yapi, 6lgegin faktoriyel
gecerligi  oldugunu  gostermektedir. TAO'niin 32
maddesinin, genel takim algis1 yap1 tizerindeki faktor
yiliklerinin .24 ile .64 arasinda oldugu goriilmektedir.
Yapilan ikinci sirali DFA sonucu, TAO'niin 32 maddesi alt
boyutlarin yanu sira tek bir genel takim algis1 yapisini da
Olcebilecegini gostermektedir. Birlesik Olgegin (TA)
Cronbach Alpha giivenirligi .92, alt dlgeklerin ise sirasiyla;
.92 (BI), .81 (ED) ve .82 (GI) olarak bulunmustur. McDonald
Omega katsayilari birlesik 6l¢ek (TA) icin; .96 ve alt 6lgekler
igin sirastyla; .92 (BI), .82 (ED) ve .85 (GI) olarak
bulunmustur. Hesaplanan Cronbach Alpha ve McDonald
Omega giivenirlik katsayilarinin yeterli diizeyde oldugu
sonucuna varilmigtir.

2.4.2. Orgiitsel Diglanma Olgegi

Orgiitsel dislanma ile ilgili verileri toplamak igin Ferris ve
digerleri (2008) tarafindan gelistirilen 13 maddeden olusan
“Workplace Ostrasicm Scale”in (Isyerinde Diglanma
Olgegi), Caliskan ve Pekkan (2020) tarafindan Tiirkgeye
gecerlilik ve gilivenirligi yapilarak 10 madde olarak
uyarlanan 571i Likert tipi “Orgiitsel Dislanma Olgegi”
kullanilmigtir.  Caligkan ve Pekkan (2020, ss. 56-59)
Orgiitsel Diglanma Olgeginin yapisal gegerliligini tespit
etmek amaciyla Kesfedici Faktér Analizi ve Dogrulayici
Faktor Kesfedici  faktor
analizinden elde edilen bulgular, 6z degeri 1’den biiyiik
olan ve Ferris ve digerleri (2008) tarafindan elde edilmis
olan tek faktorlii yapi ile uyumlu bir yapr ortaya
koymaktadir. Tiirk toplumunda farkli iki sektorde
dogrulugunu tespit etmek tizere uygulanan Dogrulayici
Faktor Analizinin sonucu ile dlgegin tek faktorlii yapisinin
her iki oOrneklem i¢in de dogrulandig:
ulagilmigtir. Olgek giivenirlikleri sonucunda ise Cronbach
Alpha katsayisi, birinci 6rneklem grubu igin .94; ikinci
orneklem grubu icin .93 olarak bulunmus ve kabul
edilebilir diizeyde giivenilir oldugu sonucuna varilmistir.

Analizi uygulamiglardir.

sonucuna
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Olceklerin yliksekogretim  seviyesinde  gilivenirlik
diizeyleri daha once test edilmedigi icin 36 6gretim elemani
ile 6n test ve son test galigmasi yapilmistir. Olgeklerin
glvenilirlikleri Cronbach Alfa Testi ile Olglilmiistiir.
Cronbach Alfa Testi'ne gore (Alpar, 2020, s. 582); .80- 1,00

ise gelistirilen test/6lgek yiiksek giivenirlige sahiptir, .60-
.79 ise gelistirilen test/6l¢ek oldukga giivenilirdir, .40- .59
ise gelistirilen testin/dlgegin giivenirligi diisiiktiir, .00- .39
ise gelistirilen test/6l¢ek giivenilir degildir.

Tablo 1.

On test ve son test olarak 36 53retim elemanina uygulanan dlgeklerin gitvenirlik diizeyleri
B Cronbach Alfa
Olgek Madde Sayis1 —

On Test Son Test

Takim Algisi Olgegi 32 .93 .94
Takim Algisi Olgegi Baglilik ve Is Birligi Alt Boyutu 14 89 91
Takim Algsi Olgegi Etkilesim ve Dayanisma Alt Boyutu 8 .85 .85
Takim Algisi Olgegi Gelisme ve Is Doyumu Alt Boyutu 10 91 92
Orgiitsel Diglanma Olgegi 10 .88 .89

Tablo 1 incelendiginde; &lgeklerin 6n test ve son test
yliksek  diizeyde

glvenirlik  diizeylerinin
goriilmektedir.

oldugu

Takim Algist Olgeginin, alt boyutlarmin ve Orgiitsel
Diglanma Olgeginin 215 kisilik veri seti i¢in giivenilirlik
analizleri sonucunda iki 6l¢ek ve takim algis dlgeginin alt
boyutlar yiiksek diizeyde giivenilir bulunmustur. Takim
Algist Olgeginin Cronbach Alfa sonucunun .94 olmasi,
olgegin diizeyde glvenilir  oldugunu
gostermektedir. Cronbach Alfa katsayisinin “Baglilik ve Is
Birligi” alt boyutunda .90, “Etkilesim ve Dayanisma” alt
boyutunda .87, “Gelisme ve is Doyumu” alt boyutunda .89
olmasi, olgegin tiim alt boyutlarda yiiksek diizeyde
giivenilir oldugunu gostermektedir. Orgiitsel Diglanma
Olgeginin Cronbach Alfa sonucunun .96 olmasi, dlgegin
yliksek diizeyde giivenilir oldugunu gostermektedir.

yiiksek

2.5. Veri Analizi

Her iki olcek de 51i likert tipi lgekler olup; Takim Algisi
C)lgegi puanlar1 “1 = Asla”, “2 = Nadiren”, “3 = Bazen”, “4 =
Genellikle”, ve “5 = Daima” seklinde ve C)rgﬁtsel Diglanma
Olgegi puanlart “1 = Hi¢ Katilmiyorum”, “2

Katilmiyorum”, “3 = Az Katiliyorum”, “4 = Katiliyorum”,

ve “5=Tamamen Katiliyorum” seklindedir.

tim verilerin SPSS 22.0 paket programi ile analiz islemi
yapimistir. Eksik deger bulunmamaktadir. Dogrulayic
faktor analizi sonuglarina gore RMSEA= Root Mean Square
Error of Approximation degerinin .10’dan kiigiik, NFI=
Normed Fit Index degerinin .90’dan biiyiik, GFI= Goodness
of Fit Index degerinin .90’dan biiyiik, AGFI= Adjusted
Goodness of Fit Index degerinin .85’ten biiyiik, CFI =
Comparative Fit Index degerinin .95'ten biiyiik olmasi
gerekmektedir. Bu baglamda Takim Algisi Olgegi (Atilgan
vd., 2010) ve Orgﬁtsel Diglanma Olgegi uyarlama ¢alismasi
(Caligkan ve Pekkan, 2020) kapsaminda yapilan
dogrulayic1 faktér analizi sonuglarina gore indekslerin
tiimiiniin referans kosullarini saglamasi dolayisiyla takim
algist  orgiitsel Olgeginin  gegerliligi
saglanmaktadir. Veriler analiz edilirken giivenirlik analizi,
betimsel istatistikler ve verilerin normallik varsayiminin
parametrik  testler; saglanmadiginda
parametrik olmayan testler uygulanmistir. %95 giiven
diizeyi %5 hata pay1 ile sonuglarda istatistiksel olarak
anlamlilik p <.05 alinmustir.

diglanma

saglandiginda

3. Bulgular

Aragtirmanin ilk sorusu “Ogretim elemanlarinin takim
calismasi algismnin ne diizeyde oldugudur”. Arastirmaya
katilan &gretim elemanlarmin Takim Algisi Olgegine

Sonuglarin  giivenilir ve gecerli olmasi sebebiyle verdikleri cevaplarin aritmetik ortalamalari Tablo 2’'de
katihmalardan kisisel bilgiler istenmemistir. Toplanan  sunulmustur.
Tablo 2.
Katilimcilarin Takim Algist Olcegi'ne verdikleri cevaplarin aritmetik ortalamalart
Olgek X ss
Takim Algisi Olgegi 3.92 49
Takim Algisi Olgegi Baghilik ve Is Birligi Alt Boyutu 4.04 47
Takim Algisi Olgegi Etkilesim ve Dayanisma Alt Boyutu 3.80 .65
Takim Algisi Olgegi Gelisme ve Is Doyumu Alt Boyutu 3.83 .62

Tablo 2'de de goriilecegi gibi; katilimcilarin verdikleri
cevaplardan Takim Algis1 Olgeginin aritmetik ortalamasi

3,92 olarak bulunmustur. Yine Takim Algis1 Olgeginin
boyutlar: itibariyle bakildiginda; &gretim elemanlarinin
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vy

takim algisinin “baglilik ve is birligi” boyutunda en yiiksek
diizeyde ( :4.04) oldugu, bunu ikinci sirada “gelisme ve is
doyumu” ( :3.83) boyutunun izledigi, en son sirada ise
“etkilesim ve dayanisma” ( :3.80) boyutunun yer aldigi
goriilmektedir. Bu bulgular, 6gretim elemanlarmin takim
calismast algisi diizeyinin Olgegin tamaminda ve alt
boyutlarinda yiiksek oldugunu gostermektedir.

Arastirmanin  ikinci  sorusu ”Ogretim elemanlarmin
digslanmiglik  algismmn  ne  diizeyde oldugudur”.
Aragtirmaya katilan Ogretim elemanlarimin Orgﬁtsel
Olgegine verdikleri
ortalamalar1 Tablo 3’te sunulmustur.

Diglanma cevaplarin  aritmetik

Tablo 3.
Katilimcilarin Orgiitsel Dislanma Olgegi'ne verdikleri
cevaplarin aritmetik ortalamalar

Olcek X ss
Orgiitsel Diglanma Olgegi 1.26 47
Tablo 4.

Orgﬁtsel Diglanma Olgeginin aritmetik ortalamas1 1,26
olarak bulunmustur. Bu bulgu, orgiitsel dislanma algisi
diizeyinin diisiik oldugunu gostermektedir.

Arastirmanin tiglincii sorusu ise ”Ogretim elemanlarinin
takim galismasi algilar1 ile dislanmishk algisi diizeyleri
arasinda anlamli bir iliskinin var olup olmadig”
yoniindedir. Takim Algisi ve Orgiitsel Diglanma
Olgeklerinin her ikisinin ve Takim Algist olgegi alt

boyutlarmin normal dagilima uyum gostermemesi
sebebiyle; Olgekler arasindaki iliskinin = varligmin
incelenmesi icin Pearson Korelasyon Katsayisinin

parametrik olmayan karsilif1 olan Spearman Korelasyon
Katsayis1  kullamilmistir.  Korelasyon — Katsayisinin
Nitelendirilmesi (Alpar, 2020, s. 444); .00 — .19 ise Hi@ki Yok
ya da Onemsenmeyecek Diizeyde Diisiik Iliski Var, .20-.39
ise Zayif (Diisiik Diizeyde) Iligki Var, .40-.69 ise Orta
Diizeyde Iliski Var, .70-.89 ise Kuvvetli (Yiiksek Diizeyde)
Migki Var, .90-1,00 Cok Kuvvetli Diizeyde Iliski Var.

Takim Algist ve Orgiitsel Dislanma Olgekleri arasindaki iliski katsayist

Orgiitsel Diglanma Olgegi

Korelasyon Katsay1st -29
Takim Algst Olgegi Sig. 007
N 215
Korelasyon Katsayist -29
Takim Algisi Olgegi Baglilik ve I birligi Alt Boyutu Sig. -00%
N 215
Speraman Rho
Korelasyon Katsay1s1 -27
Mo Sig. .00*
Takim Algis1 Olgegi Etkilesim ve Dayanisma Alt Boyutu
N 215
Korelasyon Katsay1s1 =22
Takim Algisi Olgegi Gelisme ve Is Doyumu Alt Boyutu Sig. .00*
N 215

Tablo 4 incelendiginde; Takim Algisi ile Orgiitsel Dislanma
arasinda %29,9'luk; Takim Algis1 Baglilik ve i@ birligi Alt
Boyutu ile Orgﬁtsel Diglanma arasinda %29,9'luk; Takim
Algis1 Etkilesim ve Dayanisma Alt Boyutu ile Orgiitsel
Diglanma arasinda %27,0'lik ve Takim Algis1 Gelisme ve s
Doyumu Alt Boyutu ile Orgiitsel Dislanma arasinda
%22,4'liik negatif yonlii diisiik diizeyli anlamli bir iliski
oldugu goriilmektedir (Sig.=.00 < p =.05).

4. Tartisma

Bu arastirmada, yabanci dil hazirlik programlarinda goérev
yapmakta olan o6gretim elemanlarinin takim ¢alismasi
algilar1 ile dislanmislik algilari arasinda bir iliski olup
olmadig1 Istanbul ili igerisindeki 4 devlet ve 7 vakif
tiniversitesinde arastirilmistir. Bulgular, yabanca dil
hazirhik programlarinda gorev yapmakta olan &gretim

elemanlarmin takim g¢alismasi algilarmin tiim boyutlarda
yiiksek oldugunu gostermistir. Orgiitsel dislanma algt
diizeylerinin ise diisitk oldugunu gostermistir. Ayni
zamanda Ogretim elemanlariin takim ¢alismasi algilari ile
orgiitsel dislanmislik algilar1 arasinda negatif yonli diisiik
diizeyde anlamli bir iligki oldugunu gostermistir. Ogretim
elemanlarmnin takim ¢alismasi algilari yiikseldikge 6rgiitsel
dislanma algilarinda bir diisiis yasandig: goriilmektedir.

Yilmaz ve Akgiin (2019, s. 1155) arastirmalarinda takimin
fonksiyonlarindan birisi olan &rgiitsel uyum ile dislanma
arasinda negatif yonlii, orta diizeyde anlamli bir iliski
oldugu sonucuna ulagmislardir. Hitlan ve Noel de (2009, ss.
495-496) benzer sekilde uyumluluk ve dislanma iliskisi
iizerine yapilan arastirmalarda uyumluluk ile dislanma
arasinda negatif iligki tespit edildigini belirtmektedir.
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Takim Algisi Olgegi’nin, Ogretim elemanlarimin birbiriyle
uyum ic¢inde calisip calismadigini test etmeye yonelik
maddeler de igeren ilk boyutu olan “Bagllik ve Is Birligi”
boyutunda da 6gretim elemanlariin algilarinin yiiksek
oldugu arastirma bulgularinda goriilmektedir. Ogretim
elemanlarmin gorevlerini yerine getirirken ellerinden
gelenin en iyisini yapip, Ozveride bulunmalarmin ve
birbirlerine yardimci olmalarmin birbirleriyle daha yiiksek
bir uyum iginde ¢alismalarini sagladigi ve orgiitsel uyumu
artirdig goriilmektedir. Olgegin bu boyutu ile de dislanma
Olgegi arasinda negatif yonlii anlamh bir iliski olmasi
orgiitsel uyum artisinin dislanmay1 azalttigr goriisii ile
ortiigmektedir.

Yapilan arastirmalarda, ayn1 zamanda oOrgiitlerde yasanan
iletisim  sorununun  dislanmaya neden  oldugu
goriilmektedir (Dotan-Eliaz vd., 2009, s. 364; Hitlan vd.,
2016, s. 422). Takim calismalari sayesinde ¢alisanlarin
daima
amaglanmaktadir. Orgiitsel dislanmay1 énlemek amactyla
daha c¢ok yapilmast
onerilmektedir (Davis ve Johnson, 2015; akt. Artar vd.,
2019, ss. 1428-1429). Ertiirk (2007, ss. 66-71) takimin bir
pargast oldugunu diisiindiigiinde, kisinin kendini degerli
hissettigini, baghliginin arttigini ve olumsuz duygularinin
azaldigmi belirtmektedir. Arastirmamizin bulgularinda,
O0gretim iletisiminin ~ giiglii  oldugu
goriilmektedir. Ogretim elemanlar1 birbirlerine sorunlarmi
anlatabildiklerini, kendi
¢ozebildiklerini, birbirlerinden bilgi saklamadiklarin ifade
etmektedirler.
gordiigiimiiz tizere, takim algisinin bu 6zelliklerinin de
dislanmay1 azalttigini sdyleyebiliriz.

birbirleri ile iletisim icerisinde olmasi

isyerlerinde takim calismasi

elemanlarinin

anlagmazliklari aralarinda

Arastirmamizin  bulgularinda da

Halis ve Demirel (2016, ss. 320-331) sosyal destek ile
orgiitsel diglanma arasindaki iliskinin negatif yonlii
sosyal destek
dislanma alg1 diizeyleri
(2021, s. 363)
Ogretmenlerin sosyal agidan etkilesim igine girerek
ilgili  olumlu edinebilecegini
belirtmektedir. Takim Algis1 Olgeginin ikinci alt boyutu
olan ‘Etkilesim ve Dayanisma’ boyutundaki alg1 diizeyleri
ile dislanma &lgegi arasinda negatif yonlii anlamli bir iligki

oldugunu Dbelirtmektedir.
algilar1  arttikca orgiitsel
azalmaktadir. Erdemli ve

Calisanlarin
Kurum

birbirleri ile izlenim

olmast bize bu boyutta da takim algis1 yiikseldikge
diglanma  algisin  diismekte  oldugu
vermektedir. Ogretim elemanlar1 birbirlerini destekleyip,
birbirlerinin ©6zel hayatlarina saygili davranip, kisisel
duygularini is hayatlarina karistirmayip, birbirlerine karsi
diiriist davrandiklar: siirece takim calismasi algilarinda
yiikselis oldugunu ve bu yiikselisin dislanma algilarinda
diisiis yarattigini soyleyebiliriz.

sonucunu

Chung’in (2018) aragtirmasinda orgiitsel dislanma ile stres
arasinda pozitif yonlii bir iligskinin varlig: tespit edilmistir
(Akt. Abasl, 2018, s. 79). Pehlivan (1991, s. 800) orgiitsel
stresin azaltilmasi i¢in yoneticilerin calisanlar arasinda
takim c¢alismasini ve takima bagliligi desteklemelerini
onermektedir. Pek ¢ok arastirmaci da benzer sekilde

orgiitsel dislanmay1 6nlemek icin takim calismasinin tesvik
edilmesinin 6neminin altint ¢izmektedir. Calisanlar,
birbirlerine bagmli olduklarmi anladik¢a, dislanma
ihtimali de azalmaktadir (Wu vd., 2010; Yan vd., 2014; akt.
Donmez, 2018, ss. 50-52; Esmer vd., 2018, s. 95; Yildirim ve
Ak, 2018, s. 443). Altan (2018, ss. 142-148) takim
¢alismasinin oldugu ve g¢alisanlarin birbirini destekledigi
Orgiitlerde stres ve diglanmanin azalmakta oldugunu
belirtirken orgiitsel stresin neden oldugu en g¢ok goriilen
sorunlardan birisinin mesleki yabancilasma oldugunun
altim1  ¢izmektedir. Abasli (2018, s. 33),
goriislerine dayali olarak yaptigi arastirmasinda kendi
gelistirdigi “Ogretmen Diglanma Olgegi” ile “Ilkégretim
Okulu Ogretmenlerinin Ise Yabancilasma Olgegi" arasinda
pozitif yonlii, diisiik ve orta diizeylerde anlamli bir

Ogretmen

iliskinin oldugunu tespit etmistir. Biitiin bu arastirmalar
takim galismasi algisinin artismin Orgiitsel diglanmanin
azalmasi suretiyle
aragtirmamizin bulgularini desteklemektedirler. Kendini
bir takimin, bir biitiiniin pargasi olarak hisseden bireylerin

agisindan  Onemini  gostermek

ihtiyag duyduklar1 sosyal destege erisebilmeleri, takim
arkadaslariyla iletisim kurabilmeleri, aralarinda bir bag
olusmast ve stres oranlarnin bunlara bagli olarak disiip
daha olumlu duygular hissetmeleri sonucunda dislanma
algillarinda diislis yasanacaktir. Orgﬁtsel
algisinda meydana gelecek olan diisiis ise performanslarimi
artirarak her orgiitiin nihai hedefi olan yiiksek verimlilige
daha kolay ulagsmalarmi saglayacaktir.

dislanma

Arastirmaya katilanlara olgeklerle birlikte verilen goniillii
katihlm onay formunda katilanlarin isminin ve kisisel
bilgilerinin yazilmasinin istenmesi sebebiyle &6gretim
elemanlarmin aragtirmaya katiim gosterme konusunda
tereddiit edip, isteksizlik gosterdigi gozlemlenmistir.
Takim algisi dlgeginde calistiklar: kurumun yénetimini de
kapsayan maddeler olmasi sebebiyle katilimcilarin 6zgtirce
olasiliklar1
Dislanma da ¢ok hassas bir konu oldugu i¢in 6zellikle elden

cevap verememis olma bulunmaktadir.
toplanan formlarda katilimcilarin verdikleri cevaplarin
daha olumlu yonde oldugu diisiintilmektedir. Kisisel
bilgilerin verilmesinin katilimcilarin kendilerini 6zgiir
hissedip, yansiz cevap verebilmesini ve arastirmaya
olumsuz yonde etkiledigi

katilma oranlarini

gozlemlenmistir.

Aragtirmadan elde edilen sonuglara dayanarak takim
calismasinin Orgilitlerde, 6zellikle iiniversitelerde daha da
yaygin  bir sekilde faydali olacagi
goriilmektedir. Universite yonetimleri takim calismalarina
daha fazla yer ayirirlarsa dislanma gibi olumsuz &rgiitsel
davranislarda diisiis meydana gelebilir. Meydana gelecek
bu diislis sayesinde iiniversite adina daha verimli
calismalar gergeklestirilebilir. Gelecekteki arastirmalarda,
daha yiiksek oranda katilim saglanmas: adma O0lgek
formlarinda isim, iletisim adresi gibi kisisel bilgiler
istenmeyebilir. Yeni yapilacak arastirmalar igin nitel
arastirma yontemi kullanilabilecegi gibi ayrica bu
aragtirmada ele alman orgiitsel kavramlar is doyumu,

yapilmasinin
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motivasyon, bagllik, tiikkenmiglik vb. daha farkli érgiitsel
kavramlarla  karsilagtirmali olarak  arastirilabilir.
Aragtirmanin alandaki arastirma eksikligini gidermeye
katkisiin ~ yaninda birtakim smirhiliklar: da
bulunmaktadir. Aragtirma, Istanbul’daki 4 devlet ve 7 vakif
iiniversitesinde goérev yapmakta olan 215 &gretim
elemanini kapsamaktadir ancak YOK istatistiklerine gore
Tiirkiye'de 129'u devlet, 74t vakif ve 4t vakif meslek
yliksekokulu olmak tizere 207 yiiksekogretim kurumunda,
38 bin 562 dgretim elemani bulunmaktadir. Ulkenin farkl
bolgelerindeki tiniversitelerde de bu ve benzeri alanlarda

arastirmalar yapilmasi literatiirii cok daha
zenginlestirecektir.
Yazar Katkilar1 : Calismanin giris, yontem, bulgular

ve tartisma boliimleri birinci yazar tarafindan, diizenlemesi
ikinci yazar tarafindan yapilmustir.

Finansman : Bu ¢alismada finansal bir destek
alinmamugtir.
Cikar Catismasi : Bu calismada yazarlar arasinda

veya herhangi bir kurum ya da kurulusla herhangi bir ¢ikar
catigsmasi bulunmamaktadir.

Veri Erisilebilirligi : Arastirmanin verilerine erismek
i¢in sorumlu yazar ile iletisime gegilmesi gerekmektedir.



P. Pakyiiz ve A. 1. Giimiiseli

Ahi Evran Universitesi Kirsehir Egitim Fakiiltesi Dergisi Cilt 26, Say1 2, 2025

Kaynakca

Abasly, K. (2018). Orgiitsel dislanma, ise yabancilasma ve rgiitsel
sinizm iligkisine yonelik 6¢retmen goriigleri [Doktora Tezi,
Hacettepe Universitesi]. Ulusal Tez Merkezi.

Alpar, R. (2020). Uygulamali istatistik ve gecerlik-giivenirlik. Detay
Yayinailik.

Altan, S. (2018). Orgiitsel yapiya bagh stres kaynaklar ve orgiitsel
stresin neden oldugu baglica sorunlar. Stratejik ve Sosyal
Aragtirmalar Dergisi, 2(3), 137-158.

Artar, M., Adigiizel, Z. ve Erdil, O. (2019). Orgiitlerde yoneticiye
duyulan giivenin, psikolojik sézlesme ihlali, orgiitsel
diglanma ve ig tatmini arasindaki iligkilerin incelenmesi.
Isletme Arastirmalart Dergisi, 11(3), 1417-1432.

Atilgan, H., Demirtas, H., Aksu, M. ve Silman, F. (2010).
[lksgretim okul yoneticilerine yonelik takim algisi Slgegi
gelistirme calismasi. Ege Eitim Dergisi, 11(2), 20-44.

Banki, S. (2012). How much or how many? Partial ostracism and its
consequences [Doctoral dissertation]. University of
Toronto.
https://utoronto.scholaris.ca/server/api/core/bitstreams/eQ
823b7f-d139-4e2f-alda-€957c8c6b313/content

Chung, Y. W., & Yang, ]J. Y. (2017). The mediating effects of
organization based self-esteem for the relationship
between workplace ostracism and workplace behaviors.
Baltic Journal Of Management, 12(2), 1-26.

Caliskan, A. ve Pekkan, N. U. (2020). Orgﬁtsel diglanma: Bir 6lgek
uyarlama cahismasi. Uluslararas Iktisadi ve Idari Bilimler
Dergisi, 6(1), 51-60. https://doi.org/10.29131/uiibd.736413

Cetin, M. ve Yaman, E. (2004). Kaliteli okulda etkin y6netim
anlayisinin bir gostergesi: Takim ¢alismalari. Marmara
Universitesi Atatiirk Egitim Fakiiltesi Egitim Bilimleri
Dergisi, 19(19), 43-54.

Demirci, M. K., Develiogly, K., Ozler, H. ve Ozenli, S. (2006).
Orgiitsel kiiltiir ve takim galigmasi uygulamalari
arasindaki iliski: Ampirik bir calisma. Eskisehir Osmangazi
Universitesi Sosyal Bilimler Dergisi, 7(2), 151-169.

Dotan-Eliaz, O., Sommer, K. L., & Rubin, Y. S. (2009).
Multilingual groups: Effects of linguistic ostracism on felt
rejection and anger, coworker attraction, perceived team
potency, and creative performance. Basic and Applied
Social Psychology, 31(4), 363-375.

Dénmez, H. (2018). Tekirdag da gorev yapan 6gretmenlerin orgiitsel
dislanma diizeyi [Yiksek Lisans Tezi, Trakya Universitesi].
Ulusal Tez Merkezi.

Erdemli, O. ve Kurum, G. (2021). Okul y0neticisi ve
Ogretmenlerin goziinden okulda diglanma: Nedenleri ve
sonuglar1. Hacettepe Universitesi Egitim Fakiiltesi Dergisi,
36(2), 350-368.

Erttirk, G. (2007). Takim liderligi ve bunun takim motivasyonuna etkisi
[Yiiksek Lisans Tezi, istanbul Ticaret Universitesi]. Ulusal
Tez Merkezi.

Esmer, Y., Saylan, O. ve Yiiksel, M. (2018). Orgﬁtsel dislanma:
Kavramsal bir arastirma. G. S. Ozeren ve M. S. Giines
(Eds.), Siddet ve sosyal zorlanmalar (ss. 87-99) icinde.
Hegem Yaynlar:.

Halis, M. ve Demirel, Y. (2016). Sosyal destegin orgiitsel
soyutlama (Dislanma) {izerine etkisi. Kastamonu
Universitesi iktisadi ve Idari Bilimler Fakiiltesi Dergisi, Ocak
(11), 318-335.

Hitlan, R. T., Cliffton, R. S., & Desoto, M. C. (2006). Perceived
exclusion in the workplace: The moderating effects of
gender on work- related attitudes and psychological
health. North American Journal Of Psychology, 8(2), 217-235.

Hitlan, R. T., & Noel, J. (2009). The influence of workplace
exclusion and personality on counterproductive work
behaviours: An interactionist perspective. European
Journal of Work and Organizational Psychology, 18(4), 477—
502.

Hitlan, R. T., Zarate, M.A, Kelly, K. M., & Catherine DeSoto, M.
(2016). Linguistic ostracism causes prejudice: Support for
a serial mediation effect. The Journal of Social Psychology,
156(4), 422-436.
https://doi.org/10.1080/00224545.2015.1119668

Hosgoriir, T. (2020). Takim liderligi. K. Yilmaz (Ed.), Liderlik:
Kuram-arastirma-uygulama (ss.721-739) iginde. Pegem
Akademi Yaymcilik.

Howard, M. C., Cogswell, J. E., & Smith, M. B. (2019). The
antecedents and outcomes of workplace ostracism: A
meta-analysis. Journal of Applied Psychology. Advance online
publication, 105(6), 577-596.
http://dx.doi.org/10.1037/apl0000453

Kamaly, S. ve Kiral, B. (2023). Egitim orgiitlerinde diglanma.
Manas Sosyal Aragtirmalar Dergisi, 12(1), 172-186.
https://doi.org/10.33206/mjss.1170906

Katzenbach, J. R. & Smith, D. K. (2005). The discipline of teams.
Harvard Business Review, 83(7), 162-171.

Kaya, C., Ataman, G., & Yener Aydin, B. (2017). Workplace
ostracism and work engagement: The moderating role of
neuroticism. International Journal of Business and
Management, 5(2), 17-28.

Kocel, T. (2020). Isletme yoneticiligi. Beta Basim.

Kozlowski, S. W. ] & Ilgen, D.R. (2006). Enhancing the
effectiveness of work groups and teams. Psychological
Science in the Public Interest, 7(3), 77-124.

Kumral, T. (2017). [syeri nezaketsizligi ve orgiitsel sessizlik iliskisinde
orgiitsel dislanmanin araci rolii [Yiiksek Lisans Tezi,
Marmara Universitesi]. Ulusal Tez Merkezi.

Liu, H., & Xia, H. (2016). Workplace ostracism: A review and
directions for future research. Journal of Human Resource
and Sustainability Studies, (3), 197-201.

O'Reilly, J., & Robinson, S. L. (2009). The negative impact of
ostracism on thwarted belongingness and workplace
contributions. Academy of Management Proceedings,
2009(1), 1-7.

Pehlivan, 1. (1991). Orgiitsel stres kaynaklar1 ve verimlilik. Ankara
Universitesi Egitim Bilimleri Fakiiltesi Dergisi, 24(2), 791-
802.

Robinson S. L., O'Reilly J., & Wang W. (2013). Invisible at work:
An integrated model of workplace ostracism. Journal of
Management, 39(1), 203-231.

552


https://utoronto.scholaris.ca/server/api/core/bitstreams/e0823b7f-d139-4e2f-a1da-e957c8c6b313/content
https://utoronto.scholaris.ca/server/api/core/bitstreams/e0823b7f-d139-4e2f-a1da-e957c8c6b313/content
https://doi.org/10.1080/00224545.2015.1119668
http://dx.doi.org/10.1037/apl0000453
https://doi.org/10.33206/mjss.1170906

P. Pakyiiz ve A. 1. Giimiiseli

Ahi Evran Universitesi Kirsehir Egitim Fakiiltesi Dergisi Cilt 26, Say1 2, 2025

imsek, M., Celik, A. ve Akgemci, T. (2015). Davranis bilimlerine
8
giris ve orgiitlerde davranis. Egitim Yayinevi.

Tekin, D. (2007). [lkogretim okullarinda yoneticilerin takim kurma ve
yonetebilme yeterligi (Sakarya ili Ornegi) [Yiiksek Lisans
Tezi, Sakarya Universitesi]. Ulusal Tez Merkezi.

Tutar, H., Bagpinar, N., & Giiler, S. (2021). A Phenomenological
study on the antecedents and consequences of
organizational ostracism. Journal of Qualitative Research in
Education, 28, 331- 350. htpps://d0i:10.14689/enad.28.14

Yiiksek Ogretim Kurulu. (2022). Universite izleme ve degerlendirme
genel raporu- 2021. Yiiksek Ogretim Kurulu.
https://www.yok.gov.tr/Documents/Yayinlar/Yayinlarimi
z/2022/universite-izleme-ve-degerlendirme-genel-raporu-

2021.pdf

Yiiksek Ogretim Kurulu. (2021). Vakif yiiksekogretim kurumlar:
raporu. Yiiksek Ogretim Kurulu.
https://www.yok.gov.tr/Documents/Yayinlar/Yayinlarimi
z/2021/vakif-yuksekogretim-kurumlari-raporu-2021.pdf

Yildirim, E. ve Akin, M. (2018). Orgiitlerde dislanma, sinizm ve
pozitif-negatif duygusallik arasindaki iliskiler: Pozitif ve
negatif duygusalligin aracilik rolii. Uluslararas: Yonetim
Iktisat ve Isletme Dergisi, 14(2), 427-449.

Yilmaz, O. ve Akgiin, N. (2019). llkokul ve ortaokul
Ogretmenlerinin orgiitsel diglanma ve orgiitsel uyum
algilar1 arasmndaki iligki. Bolu Abant Izzet Baysal
Universitesi Egitim Fakiiltesi Dergisi, 19(3), 1147-1159.


htpps://doi:10.14689/enad.28.14
https://www.yok.gov.tr/Documents/Yayinlar/Yayinlarimiz/2022/universite-izleme-ve-degerlendirme-genel-raporu-2021.pdf
https://www.yok.gov.tr/Documents/Yayinlar/Yayinlarimiz/2022/universite-izleme-ve-degerlendirme-genel-raporu-2021.pdf
https://www.yok.gov.tr/Documents/Yayinlar/Yayinlarimiz/2022/universite-izleme-ve-degerlendirme-genel-raporu-2021.pdf
https://www.yok.gov.tr/Documents/Yayinlar/Yayinlarimiz/2021/vakif-yuksekogretim-kurumlari-raporu-2021.pdf
https://www.yok.gov.tr/Documents/Yayinlar/Yayinlarimiz/2021/vakif-yuksekogretim-kurumlari-raporu-2021.pdf

Ahi Evran University Journal of Kirsehir Education Faculty Volume 26, Issue 2, 2025

N

KEFAD

ISSN: 2147 - 1037

Ahi Evran University Journal of Kirsehir Education Faculty

http://kefad.ahievran.edu.tr

ENGLISH VERSION

1. Introduction

Our ancestors first came together and started to work as a
team for the common goal of hunting, raising their families,
and defending their communities. Human history is largely
made up of stories of people working together in teams to
explore, achieve, and conquer. The modern concept of
work in large organizations, which developed in the late
nineteenth and early twentieth centuries, is largely
organized as a collection of individual jobs (Kozlowski &
Ilgen, 2006, p. 77).

The world is changing rapidly in the twenty-first century,
and the structure of organizations has to be more dynamic
in order to keep up with this change. Employees are now
often faced with situations where they need to make
quicker decisions. Organizations prefer a more flexible
approach instead of a rigid structure and management
approach as before. In this flexible approach, it can be more
effective to work as a team instead of working individually
in order to produce faster solutions to problems.

It has been determined that these teams are brought
together based on various principles in organizations that
prefer teamwork. With teamwork, the satisfaction of
employees in organizations increases and they provide
higher quality products. More importantly, teams help
more flexible dominated by
employees. Most of the management thinkers think that
organizational functions should be carried out at the team
level and that success should be seen as team success
(Simsek et al., 2015, p. 229).

create organizations

The performance of an ordinary working group is the result
of the individual actions of the members. The performance
of a team requires both individual and mutual
responsibility. A team is a community of people who
complement each other's weak or lacking abilities and are
responsible to each other in this context. Individuals who
make up the team work responsibly to each other in their
efforts to achieve the common goal (Katzenbach & Smith,
2005, p. 3). All members of the teams participate in the
decision and are authorized. With authorization,
employees gain the right to joint responsibility and

decision-making regarding the work they do (Dyer, 1995;
Eppler, 2000; as cited in Ertiirk, 2007, pp. 51- 54).

A team does not happen all at once with the gathering of a
group of people, it requires a process. Simsek et al. (2015,
pp- 238-241) state that teams go through several stages to
mature after they are formed. For this reason, there are
some differences between a newly formed team and a team
that has now reached the maturity stage. First; the
individuals in the team should know each other, the roles
in the team and the rules within the team should be
determined, the task of the team should be defined and
accordingly the division of labor should be carried out. In
this way, the members of the team can feel like they belong
to the team. The phase in which team members get to know
and trust each other is the establishment phase, followed by
the confusion and chaos phase where there can be
discussions about the mission of the team and the positions
of the members, this phase is followed by the formation
phase where the team structure is shaped and the members
accept each other. The members of the team provide
solutions to the problems according to their positions and
enable the team to realize its goals, and finally, the
disintegration phase of the team is the point where the
existence of the teams that have come together for a certain
time and purpose comes to an end.

With each passing day, we see that teams are formed in
many different organizations and teamwork is being
implemented. These teams are able to solve the complex
problems faced by the organizations more easily thanks to
the synergy created by working together for a common
purpose. Considering the functions of the schools and the
high level of interaction between them and the non-
educational organizations in the society, we can say that
teamwork is useful for the activities carried out by the
schools. Effective team leadership is also a necessity for
effective teamwork (Hosgoriir, 2020, pp. 736-737).

The structures of the schools are suitable for team work,
and teamwork is very important for schools. For this
reason, school administrators should understand the
importance of this situation and be able to work teams
effectively. First of all, the cultural infrastructure suitable
for teamwork should be shaped in schools, and then
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teamwork should be started. In this cultural structure, first
of all, the communication within the organization must be
fluent, it is vital to take the opinions of the employees in
decisions, to respect different opinions, and to create a safe
organizational climate. As an example of team work in
schools; various commissions, some special days and
celebration programs, in-class (educational) studies and
teams formed at the beginning of the year while planning
can be given (Demirci et al., 2006, pp. 166-167).

In the study of Cetin and Yaman (2004, pp. 49-52) to
determine the opinions of the administrators and teachers
working in primary schools about teamwork, a problem
was observed in the level of readiness for teamwork in
terms of both teachers and administrators. In this study, as
factors preventing teamwork; It has been determined that
management and teachers do not have a common vision
and the authority they need, do not own their jobs, lack of
motivation and low job satisfaction in teachers. In addition,
teachers described the assignment to teams by assignment,
not voluntarily, the absence of a rewarding system to be
attributed to all team members, and the lack of continuity
in teamwork as obstacles to teamwork. As a result of the
research, it is recommended that teamwork training be
provided and teamwork practices be disseminated in
schools in order to resolve negative psychological
situations such as lack of motivation and low job
satisfaction.

Tekin (2007, pp. 46-67) states that the reason why effective
teamwork and role integrity cannot be seen in teamwork in
schools is poor management and ignorance. As a result of
the research conducted in primary schools, it was revealed
that the poor communication between the administrators
and the teachers and the fact that the administrators did not
see themselves as a part of the team negatively affected the
teamwork. However, the research underlines that the
spread of team spirit in the organization has a great role in
the movement of the employees as a whole and the success
of the organization.

Collaboration and coordinated work of teachers with other
teachers is very important for teachers' professional
development and for a more effective teaching. As a result
of the research conducted by Yilmaz and Akgiin (2019, p.
1155) with primary and secondary school teachers, it was
determined that there is a negative, moderate and
statistically ~ significant
organizational exclusion and organizational adjustment
levels of primary school teachers. Considering that
organizational harmony is one of the functions of teams; In
schools, teachers' thinking that they are a team, their
perception of teamwork, their feeling as a part of a whole
may cause behaviors that will spread positively throughout
the organization, and may also contribute to the reduction
of the perception of exclusion. Because one of the negative
emotions that can decrease with the perception of

relationship ~ between the

teamwork is ostracism.

Sometimes it's just a feeling we're unsure of, sometimes it's
a distinct isolation from the team we're a part of. We can be
exposed to ostracism in different ways and at different
levels of severity. However, it creates both emotional and
physical negative effects on individuals who are excluded
in any form and in any severity. Due to exclusion, we
sometimes experience such strong emotional problems that
the tension, stress and sadness we feel cause us physical
pain as well.

Ferris et al. published an article called "When Silence Is Not
Golden: Measuring Ostracism in the Workplace" in the
Journal of Applied Psychology in 2008. In this article, they
formally introduced the concept of "Workplace Ostracism”
and developed an organizational ostracism scale that forms
the basis for future research on this subject. In this way,
organizational ostracism has become a new field of study
(Liu & Xia, 2016, p. 197).

In order for organizations to be considered successful, they
must achieve their goals. However, on the one hand, the
pressure brought by the competitive environment, on the
other hand, organizational behaviors such as bullying,
organizational conflict, organizational silence, cynicism
and organizational ostracism that create problems among
employees also prevent productivity and make it difficult
for organizations to reach their goals. Organizational
ostracism is a problematic organizational behavior that
harms both the organization and the employees, which is
applied in the form of neglect, abandonment or deprivation
(Tutar et al., 2021, p. 332).

Organizational ostracism can occur due to a single reason,
or it can occur due to the combination of many reasons.
Depending on the reasons for organizational ostracism, the
degree of impact of ostracism on the individual will also
change. While organizational ostracism has been examined
by some researchers in terms of internal and external
reasons (Banki, 2012, pp. 7-8), it has been examined by
others in terms of purposeful and purposeless reasons
(Robinson et al., 2013, pp. 209-210). In addition, personality
factors also affect organizational ostracism in terms of
individual differences (Kamali & Kiral, 2023, p. 182; Kaya
etal., 2017, pp. 24-25).

Banki (2012, pp. 7-8) explains the internal causes of
organizational ostracism by the behaviors that the
individual shows himself, such as behaving in a way that is
not accepted by the group he is in, and acting contrary to
social or organizational values and norms. External
reasons, on the other hand, are explained by external
factors such as the source of ostracism perceived by the
individual, group dynamics, formal or informal structure
within the organization, and social culture.

Robinson et al. (2013, pp. 209-210) examined the
organizational causes of ostracism in terms of purposeful
ostracism and purposeless ostracism. While they define
purposeful ostracism as an employee's conscious failure to
establish a social relationship with another employee, they
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define purposeless ostracism as a behavior that occurs
when individuals are not aware that they are engaging in
behaviors that serve to socially exclude another.

Studies examining the nature and consequences of social
exclusion show that such behavior is multifaceted and has
detrimental effects on intended goals. They state that it has
a negative effect on the position of the employee in the
organization (Hitlan et al., 2006, p. 217). As a result of
organizational ostracism,
performance occur in the employee and most likely the
employee leaves the organization (Kogel, 2020, p. 471).

low motivation and low

Howard et al. (2019, p. 13) conducted a comprehensive
review and meta-analysis of the antecedents and
consequences associated with organizational ostracism.
The results also reinforced that ostracism has a negative
impact on well-being, emotions, and self-perceptions.
Those who experience ostracism feel worse emotionally.
Ostracism also worsens organizational perceptions and
encourages turnover, possibly due to its negative effects on
well-being, emotions, and self-perceptions. These results
provide implications for why ostracism results in worse
performance.

Various empirical studies have been conducted on the
reflection of the basic psychological consequences (stress,
depression, self-esteem problems, aggression) that occur in
individuals who are exposed to ostracism in the
organization. According to this, it was determined that
organizational ostracism has a negative effect on critical
variables in terms of job satisfaction and job commitment
(Ferris, 2008), job performance (Wu et al.,, 2011), deviant
behaviors, organizational commitment (Sommer et al.,
2001), and organizational citizenship behavior (Liu and Xia,
2016). In this respect, current empirical findings show that
organizational ostracism negatively affects employees'
attitudes towards work and job outcomes. As a matter of
fact, considering the basic psychological reactions of the
individual who has been exposed to ostracism, it is
expected that the that
organizational context will result at this level (Tutar et al.,
2018, pp. 183-184).

ostracism occurs in the

The personality trait that comes to the fore in studies
examining the relationship between organizational
ostracism and personality is compatibility. Studies have
found a negative correlation between conformity and

ostracism (Hitlan & Noel, 2009, pp. 495-496).

Although ostracism is a subject that is mentioned in
different concepts in various studies, it is one of the most
emphasized subjects especially in the field of organization
and management. A significant part of the research on
ostracism has focused on communication and ostracism
caused by stress. Not being able to communicate effectively
with others in the workplace or in a wide variety of social
situations can be stressful and can have important
consequences for relationships both within and between

teams (Dotan-Eliaz et al., 2009, p. 364; Hitlan et al., 2016, p.
422).

Employees struggling to cope with organizational stressors
such as heavy workload and long working hours are more
likely to cause unintentional ostracism. When there is no
harmony between the values of the employee and the
values of the organization, harmful behaviors may occur
for the organization. Similarly, when an employee does not
feel that he/she belongs to the organization, he/she may
exhibit behaviors that may cause stress, anxiety and
depression, and these behaviors may negatively affect
his/her performance (Robinson et al, 2013, p. 213;
Baumeister et al., 2005; as cited in Dénmez, 2018, pp. 43-44).
The harmony problem among the employees can isolate the
employees and as a result, the employees can be left alone.
Thanks to team work, it is aimed that the employees are
always in communication with each other. In order to
prevent organizational ostracism, it would be beneficial to
include more team work in the workplace (Davis &
Johnson, 2015; as cited in Artar et al., 2019, pp. 1428-1429).

Being a part of the team makes individuals feel valuable
and important, and as a result of positive emotions, morale
increases and motivation increases. On the other hand,
while stress and insecurity decrease, commitment and
work orientation increase. Harmony in the team can be
achieved as a result of hard work (Ertiirk, 2007, pp. 66-71).

Inadequate social support is also a source of stress in
organizations. It is not possible to stay away from stress in
organizations where employees in the organization act
individually and there is no teamwork, employees try to
prevail instead of helping each other, some employees are
favored and employees are in competition with each other.
There is always a struggle in organizations where there is
not enough social support, and for this reason, employees
have difficulty in focusing on their work. In organizations
with close relationships, status,
recognition and support, employees do not feel lonely and
avoid stress (Altan, 2018, p. 142).

communication,

In order to reduce organizational stress, managers should
support teamwork among employees and encourage team
commitment (Aydin, 1980, p. 800). In the research of Chung
(2018), it was determined that there is a positive
relationship between organizational ostracism and stress
(as cited in Abasly, 2018, p. 79). Altan (2018, p. 148) states
that one of the most common problems caused by
organizational stress is professional alienation. Abash
(2018, p. 33), in her research based on teachers' opinions,
determined that there is a positive, low and medium level
significant relationship between the “Teacher Ostracism
Scale” she developed and the “Primary School Teachers'
Work Alienation Scale”. There appears to be a connection
between organizational
alienation. Organizational stress can cause professional
alienation, and professional
organizational ostracism.

ostracism and professional

alienation can cause
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There are measures that managers should take to prevent
organizational ostracism and to minimize its negative
effects if it occurs. Among the measures to be taken,
encouraging relations employees, giving
importance to teamwork, redefining the methods,
redefining the tasks and facilitating teamwork in this way,
making more efforts to form a team and creating a healthy
organizational climate come to the fore. As employees
realize that they are dependent on each other, the
possibility of ostracism decreases (Wu et al., 2010; Yan et
al.,, 2014; as cited in Dénmez, 2018, pp. 50-52; Esmer et al.,
2018, p. 95; Yildirim & Akin, 2018, p. 443).

between

If an employee does not feel that he/she belongs to the
organization, he/she needs social support. If the sense of
belonging to the social environment is high, employees will
interact with each other. The relationship between social
support and organizational ostracism is negative. As
employees' perceptions of social support increase, their
levels of organizational ostracism decrease. For this reason,
organizations should include social support activities and
regulations (Halis & Demirel, 2016, pp. 320- 331).
Considering Blau's social exchange theory, Erdemli and
Kurum (2021, p. 363) state that one of the ways to reduce
ostracism in schools is to assign teachers tasks that require
mutually beneficial cooperation. In this way, teachers can
interact socially and gain a positive impression of each
other.

The need for employees to talk to each other in the
organization, and the need for emotional and professional
support from each other can be met through teamwork. In
teams, team members can make up for each other's
deficiencies and support each other, and ostracism means
not being able to see this support and staying away from
social support. Teamwork can reduce the perception of
ostracism as it also provides social support.

When excluded people reduce communication, stay away
from social activities and perceive that they are not a
member of the team, their contribution to the organization
will decrease. If this situation continues, it can cause the
employee's performance to decrease. Increasing teamwork
in recent times indicates the need for employees to have
more intense social interaction and communication with
their colleagues (Kumral, 2017, pp. 42-43). It is very
important to have a social environment in which positive
individual relations take place among employees in
organizations. In this way, they can notice the similarities
and differences between each other. Organizational culture
should encourage constant communication (Chung &
Yang, 2017, p. 18).

It has been stated in the previous lines that one of the most
effective managerial practices that can be a remedy for
miscommunication or social loneliness in organizations
and in schools in this context is teamwork. Since the high
level of teamwork contributes to the cooperation of the
employees, enables them to make decisions together,

makes them feel important, increases their commitment to
the work, creates a sense of belonging, enables them to
communicate, reduces stress, provides social support, and
as it increases their motivation and performance, it will
prevent individuals in the organization from seeing
themselves outside the group, thus reducing their
perception of ostracism. Considering all these factors, it
becomes clear how important teamwork is for the
organization in reducing the level of ostracism perceptions
of employees. However, despite the fact that various
studies have been carried out in our country on teamwork
and ostracism, no research has been found on the effect of
teamwork on the ostracism levels of instructors, especially
at university level.

If people work in a team, in cooperation, they understand
each other better, no one is left out of the management's
attention, and they are treated the same because they all
work together. In order to reduce employees' perceptions
of organizational ostracism, managers should attach
importance to teamwork. Kaya et al. (2017, p. 25) state that
organizations need the effective work of manpower, which
is their most important resource, in order to be productive
and achieve their goals. For this, employees need to be able
to establish positive relations and socialize with their
colleagues respect. The
performance of an employee who is uneasy in his work
environment and feels ostracized from the group will start
to decline after a while. This will prevent the organization
from achieving its goals (O’Reilly & Robinson, 2009, pp. 1-
7).

within the framework of

Organizational ostracism is experienced by teachers, who
are the most vital parts of the organization, in educational
organizations. There is not enough research in the literature
about the ostracism problem in educational organizations.
This is an issue that needs to be worked on. Instructors also
struggle to cope with many problems such as excessive
workload, management expectations, and behavioral
problems of students during the day. They need colleagues
to socialize and receive emotional support. However, when
they are ostracized, they lose this support and want to
move away from the organization they are in. By taking this
into account, managers need to find solutions to the
problem of ostracism and try to cultivate a positive
organizational culture (Kamal1 & Kiral, 2023, pp. 182-184).

Considering the explanations above, this research is
important in terms of eliminating the lack of work in this
field in the literature to determine whether the teamwork
perceptions of the instructors, who are expected to start to
feel like a part of a whole, will cause a decrease in the levels
of organizational ostracism. In addition, if team perception
reduces the levels of organizational ostracism, it is very
important for managers to know this. Thus, organizations
can give more weight to team work and prioritize more
effective work.
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In summary, revealing whether there is a relationship
between the teamwork perceptions of the instructors and
their perceptions of ostracism has been determined as the
main problem of this research.

The general purpose of the research is to determine the
relationship between the perceptions of teamwork and
perceptions of exclusion of instructors working in
university preparatory programs. In this context, answers
to the following questions were sought in the study:

1. What is the level of teamwork perception of the
instructors?

2.  What is the level of ostracism perception of the
instructors?

3. Is there a significant relationship between the
teamwork perceptions of the instructors and the
ostracism perception levels?

2. Method
2.1. Design

This research aims to examine the relationship between the
perception of teamwork and the perception of ostracism of
language
preparatory program. As a method in the research, the
relational survey model, one of the quantitative research
methods, was adopted.

the instructors working in the foreign

2.2. Sample

While the universe of the research consists of instructors
working in the preparatory programs of state and
foundation universities in Istanbul, the sample of the study
was determined by purposive sampling. Based on the
researcher's knowledge of the universe, subgroups that she
thought constituted a typical example of the universe were
selected for the purpose of the research. In this study, 4 state
universities with the largest student population and 7
foundation universities that volunteered to participate in
the research were selected in order to obtain a sufficient
number of universe and sample. The sample of the study
consisted of instructors working in the preparatory
programs of 4 state universities and 7 foundation
universities in Istanbul. These were selected from the
schools with the largest student population.

The number of students has been determined by the
University Monitoring and Evaluation General Report
(2021, p. 129) and the Foundation Higher Education
Institutions Report (2021, pp. 155-164). According to the
information given on the official websites of the
universities, it has been determined that there are 506
instructors in total. Since a part of this number consists of
foreign instructors, it was not possible to apply a Turkish
scale to them. However, some of the instructors at the
universities included in the sample did not volunteer to
participate in the research. As a result, data were collected
by applying scales to a volunteer group of 215 people from
4 state and 7 foundation universities.

2.3. Procedure

The data collection process was carried out between April
2022 and June 2022, following consultation with the
university administrations with the approval of the
University Ethics Board on 13.04.2022. Some of the
collected data were obtained by contacting the instructors
working in the foreign language preparatory programs of
the universities with the Google online form, since online
education still continues in some universities, and some of
them were obtained by the researcher by hand-delivering
and collecting of the scales.

2.3.1. Ethical disclosure

In this study, all rules specified in the "Higher Education
Institutions Scientific Research and Publication Ethics
Directive" were followed. None of the actions specified in
the second section of the directive, "Actions Contrary to
Scientific Research and Publication Ethics", were carried
out. Istanbul Okan University Ethics Board, 13.04.2022,
Meeting number 153, Decision 19.

2.4. Data Collection Tools
2.4.1. Team Perception Scale

Team Perception Scale (TPS) is a 32-item 5-point Likert-
type scale that includes statements about team perception.
It was developed by Atilgan et al. (2010, p. 38). It has three
sub-dimensions called "commitment and cooperation”,

solidarity”, "development and job
is stated that TPS consists of sub-
dimensions related to the general structure of a single team
perception according to confirmatory factor analysis. The
“development and job satisfaction” sub-dimension, with a
value of .85, had the most impact on the overall structure of
team perception. The effects of the other two sub-
dimensions on the general structure of team perception are
respectively; It is .78 for the “commitment and cooperation”
sub-dimension and .53 for the “interaction and solidarity”
sub-dimension. The hierarchical structure established and
tested in this way shows that the scale has factorial validity.
It is seen that the factor loads of 32 items of TPS on the
general team perception structure are between .24 and .64.
The second-order CFA result shows that 32 items of TPS
can measure a single general team perception structure as
well as sub-dimensions. The Cronbach Alpha reliability of
the combined scale (TP) was .92, and the subscales were
respectively; .92 (CC), .81 (IS) and .82 (DJ]) were found.
McDonald Omega coefficients for the combined scale (TP);
.96 and for the subscales, respectively; It was found to be
.92 (CC), .82 (IS), and .85 (DJ). It was concluded that the
calculated Cronbach Alpha and McDonald Omega
reliability coefficients were sufficient.

"interaction and
satisfaction". It

2.4.2. Organizational Ostracism Scale

The "Workplace Ostracism Scale", which consists of 13
items developed by Ferris et al. (2008) was translated into
Turkish by Caliskan and Pekkan (2020). This 5-point Likert-
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type “Organizational Ostracism Scale” was used to collect
data on organizational ostracism,and it has 10 items.
Caligskan and Pekkan (2020, pp. 56-59) applied Exploratory
Factor Analysis and Confirmatory Factor Analysis to
determine the structural validity of the Organizational
Ostracism Scale. Findings obtained from exploratory factor
analysis, reveal a structure compatible with the one-factor
structure obtained by Ferris et al. (2008) and with an
eigenvalue greater than 1. With the result of the
Confirmatory Factor Analysis applied to determine the
accuracy in two different sectors in Turkish society, it was
concluded that the single-factor structure of the scale was
confirmed for both samples. As a result of scale reliability,
Cronbach Alpha coefficient was ,94 for the first sample

group; It was found to be ,93 for the second sample group
and it was concluded that it was reliable at an acceptable
level.

Since the reliability levels of the scales at the higher
education level were not tested before, pre-test and post-
test studies were conducted with 36 instructors. The
reliability of the scales was measured with the Cronbach-
alpha Test. According to Cronbach's alpha Test (Alpar,
2020, p. 582); If it is .80- 1.00, the developed test/scale has
high reliability, if it is .60-.79 the developed test/scale is
highly reliable, if it is .40- .59 the reliability of the developed
test/scale is low, if it is .00- .39, the developed test/scale is
not reliable.

Table 1.
Reliability levels of the scales applied to 36 instructors as pre-test and post-test
Cronbach
Scale i\tleu;r;ber of Alpha
Pre Test ~ Post Test

Team Perception Scale 32 .93 94
Team Perception Scale Commitment and Cooperation Sub-Dimension 14 .89 91
Team Perception Scale Interaction and Solidarity Sub-Dimension 8 .85 .85
Team Perception Scale Development and Job Satisfaction Sub-Dimension 10 91 92
Organizational Ostracism Scale 10 .88 .89

When Table 1 is examined; It is seen that the pre-test and
post-test reliability levels of the scales are high.

As aresult of the reliability analyses for the 215-person data
set of the Team Perception Scale, its sub-dimensions, and
the Organizational Ostracism Scale, the two scales and the
sub-dimensions of the Team Perception Scale were found
to be highly reliable. The Cronbach Alpha result of the
Team Perception Scale is .94, indicating that the scale is
highly reliable. The Cronbach Alpha coefficient was .90 in
the "Commitment and Cooperation" sub-dimension, .87 in
the "Interaction and Solidarity" sub-dimension, and .89 in
the "Development and Job Satisfaction" sub-dimension,
which indicates that the scale is highly reliable in all sub-
dimensions. The Cronbach Alpha
Organizational Ostracism Scale was .96, indicating that the
scale was highly reliable.

result of the

2.5. Data Analysis

Both scales are 5-point Likert-type scales; Team Perception
Scale scores as “1 = Never”, “2 = Rarely”, “3 = Sometimes”,
“4 = Usually”, and “5 = Always” and Organizational
“1 = Never Agree”, “2 =
Disagree”, “3 = Slightly Agree”, “4 = Agree”, and “5 =
Totally Agree”.

Ostracism Scale scores as

Since the results were reliable and valid, no personal
information was requested from the participants. All
collected data were analyzed with an SPSS 22.0 package

statistics program. There are no missing values. According
to the results of the confirmatory factor analysis conducted,
the RMSEA = Root Mean Square Error of Approximation
value should be less than .10, the NFI = Normed Fit Index
value should be greater than .90, the GFI = Goodness of Fit
Index value should be greater than .90, the AGFI = Adjusted
Goodness of Fit Index value should be greater than .85, and
the CFI = Comparative Fit Index value should be greater
than .95. In this context, according to the results of the
confirmatory factor analysis conducted within the scope of
the Team Perception Scale (Atilgan et al.,, 2010) and the
Organizational Exclusion Scale adaptation study (Caliskan
& DPekkan, 2020), the validity of the organizational
exclusion scale is ensured since all of the indexes meet the
reference conditions. While analyzing the data, reliability
analysis, descriptive statistics and parametric tests when
the normality assumption of the data is provided; non-
parametric tests were applied. Statistically significant p <
.05 was taken in the results with a 95% confidence level and
a 5% margin of error.

3. Results

The first question of the research is "What is the level of
teamwork perception of the instructors?". The arithmetic
averages of the answers given to the Team Perception Scale
of the instructors participating in the research are presented
in Table 2.
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Table 2.

Arithmetic averages of participants’ responses to the Team Perception Scale

Scale X sd
Team Perception Scale 3.92 49
Team Perception Scale Commitment and Cooperation Sub-Dimension 4.04 47
Team Perception Scale Interaction and Solidarity Sub-Dimension 3.80 .65
Team Perception Scale Development and Job Satisfaction Sub-Dimension 3.83 .62

As can be seen in Table 2; The arithmetic mean of the Team
Perception Scale from the answers given by the participants
was found as 3.92. Again, in terms of the dimensions of the
Team Perception Scale; The team perception of the
instructors is at the highest level (x:4.04) in the dimension
of "commitment and cooperation”, followed by
"development and job satisfaction” (x :3.83), in the second
place, and "interaction and solidarity” (x: 3.80) dimension
is seen. These findings show that the level of teamwork
perception of the instructors is high in the whole scale and

in its sub-dimensions.

The second question of the research is "What is the level of
the ostracism perception of the instructors?". The arithmetic
averages of the answers given to the Organizational
Ostracism Scale of the faculty members participating in the
research are presented in Table 3.

Table 3.
Arithmetic averages of responses of participants to the
Organizational Ostracism Scale

Scale X sd
1.26 47

Organizational Ostracism Scale

The arithmetic mean of the Organizational Ostracism Scale
was found to be 1.26. This finding shows that the level of
perception of organizational ostracism is low.

The third question of the research is "whether there is a
significant relationship between the teamwork perceptions

of the instructors and the perception of ostracism". Since
both the Team Perception and Organizational Ostracism
scales and the Team Perception scale sub-dimensions do
not conform to the normal distribution; Spearman
Correlation Coefficient, which is the non-parametric
equivalent of the Pearson Correlation Coefficient, was used
to examine the existence of the relationship between the
scales. Characterization of Correlation Coefficient (Alpar,
2020, p. 444); If it is .00 — .19 there is No Relationship or
Negligible Low Relationship, .20-.39 Weak (Low Level)
Relationship, .40-.69 Moderate Relationship, if it is .70-.89
there is a Strong (High Level) Relationship, .90-1.00 there is
a Very Strong Relationship.

When Table 4 is examined; It is seen that there is a negative
low level significant relationship of 29.9% between Team
Perception and Organizational Ostracism; 29.9% between
Team Perception, “Commitment and Cooperation” Sub-
Dimension and Organizational Ostracism; 27.0% between
Sub-
Dimension and Organizational Ostracism, and 22.4%
between Team Perception, “Development and Job
Satisfaction” Sub-Dimension  and
Ostracism (Sig.= .00 < p = .05).

Team Perception, “Interaction and Solidarity”

Organizational

560



P. Pakyiiz and A. I. Giimiiseli

Ahi Evran University Journal of Kirsehir Education Faculty Volume 26, Issue 2, 2025

Table 4.

Correlation coefficient between Team Perception and Organizational Ostracism Scales

Team Perception Scale

Team Perception Scale Commitment and
Cooperation Sub-Dimension

Spearman Rho

Team Perception Scale Interaction and
Solidarity Sub-Dimension

Team Perception Scale Development and Job
Satisfaction Sub-Dimension

Organizational
Ostracism Scale
Correlation Coefficient -29
Sig. 00
N 215
Correlation Coefficient -29
Sig. 00
N 215
Correlation Coefficient =27
Sig. .00*
N 215
Correlation Coefficient -22
Sig. 00
N 215

4. Discussion

In this study, it was investigated whether there is a
relationship between the teamwork perceptions of the
instructors working in the foreign language preparatory
programs and the perceptions of ostracism in 4 state and 7
foundation universities in Istanbul. The findings showed
that the teamwork perceptions of the instructors working
in the foreign language preparatory programs were high in
all dimensions. It showed that organizational ostracism
perception levels were low. At the same time, it has been
shown that there is a negative and low-level significant
relationship between the teamwork perceptions of the
and their perceptions
ostracism. As the teamwork perceptions of the instructors
increase, it is seen that there is a decrease in the perceptions
of organizational ostracism.

instructors of organizational

Yilmaz and Akgiin (2019, p. 1155) concluded in their
research that there is a negative, moderately significant
relationship between organizational cohesion, which is one
of the functions of the team, and ostracism. Similarly,
Hitlan and Noel state that in studies on the relationship
between compatibility ostracism, a negative
relationship was found between compatibility and
ostracism (2009, pp. 495-496). It is seen in the research
findings that the perceptions of the instructors are high in
the 'Commitment and Cooperation' dimension, which is
the first dimension of the Team Perception Scale, which
also includes items to test whether the instructors work in
harmony with each other. It is seen that the instructors do

and

their best, make self-sacrifice and help each other while
fulfilling their duties, enabling them to work in a higher
harmony with each other and increasing organizational
cohesion. The fact that there is a negative significant
relationship between this dimension of the scale and the
ostracism scale coincides with the view that an increase in
organizational compliance reduces ostracism.

Studies show that the communication problem in
organizations also causes ostracism (Dotan-Eliaz et al.,
2009, p. 364; Hitlan et al.,, 2016, p. 422). Thanks to team
work, it is aimed that the employees are always in
communication with each other. In order to prevent
organizational ostracism, it is recommended to do more
team work in workplaces (Davis & Johnson, 2015; as cited
in Artar et al., 2019, pp. 1428-1429). Ertiirk (2007, pp. 66-71)
states that when he thinks he is a part of the team, he feels
valuable, his commitment increases and his negative
emotions decrease. In the findings of our research, it is seen
that the communication of the instructors is strong. They
state that they can tell each other about their problems,
resolve disagreements among themselves, and do not hide
information from each other. As we can see in the findings
of our research, we can say that these characteristics of team
perception also reduce ostracism.

Halis and Demirel (2016, pp. 320-331) states that the
relationship between social support and organizational
ostracism is negative. As employees' perceptions of social
support increase, their levels of organizational ostracism
decrease. Erdemli and Kurum (2021, p. 363) states that
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teachers can have a positive impression of each other by
interacting socially. The fact that there is a negative and
significant relationship between the perception levels in the
'Interaction and Solidarity' dimension, which is the second
sub-dimension of the Team Perception Scale, and the
ostracism scale gives us the result that the perception of
ostracism decreases as the perception of the team increases
in this dimension. We can say that as long as the instructors
support each other, treat each other's private lives with
respect, do not mix their personal feelings with their
business life, and act honestly towards each other, there is
an increase in the perception of teamwork and this increase
creates a decrease in the perceptions of ostracism.

In the research of Chung (2018), it was determined that
there is a positive relationship between organizational
ostracism and stress (as cited in Abasli, 2018, p. 79). Aydin
(1980, p. 800) suggests that
organizational stress, managers should support teamwork
among employees and support team commitment. Many
researchers

in order to reduce

underline the

prevent
ostracism. As employees realize that they are dependent on
each other, the possibility of ostracism decreases (Wu et al.,
2010; Yan et al., 2014; as cited in Dénmez, 2018, pp. 50-52;
Esmer et al., 2018, p. 95; Yildirim and Akin, 2018, p. 443).
Altan (2018, pp. 142-148) states that in organizations where
teamwork and employees support each other, the stress
and ostracism rate decreases. He underlines that one of the
most common problems caused by organizational stress is
professional alienation. In his research based on teachers'
opinions, Abasli (2018, p. 33) determined that there is a
positive, low and medium level significant relationship
between the “Teacher Ostracism Scale” she developed and
the “Primary School Teachers' Work Alienation Scale”. All
these studies support the findings of our research by
showing the importance of increasing the perception of
teamwork in terms of decreasing organizational ostracism.

likewise importance  of

encouraging teamwork to organizational

Perceptions of ostracism will decrease as individuals who
feel themselves as part of a team or a whole can access the
social support they need, communicate with their
teammates, create a bond between them, and feel more
positive emotions by decreasing their
perception  of
organizational ostracism will increase their performance
and enable them to reach the ultimate goal of every
organization, which is high productivity, more easily.

stress rates

accordingly. The decrease in the

It was observed that the instructors were hesitant and
reluctant to participate in the research due to the request to
write the names and personal information of the
participants in the voluntary participation consent form
given to the participants with the scales. There is a
possibility that the participants could not answer freely, as
there are items in the team perception scale that also
include the management of the institution they work for.
Since ostracism is also a very sensitive issue, it is thought
that the answers given by the participants are more

positive, especially in the forms collected by hand. It has
been observed that giving personal information negatively
affects the participants' ability to feel free and respond
impartially, and their participation in the research.

Based on the results obtained from the research, it is seen
that it would be beneficial to promote teamwork in
organizations, especially in universities. If university
administrations allocate more space to teamwork, negative
organizational behaviors such as ostracism may decrease.
Thanks to this decrease, more efficient work can be carried
out on behalf of the university. In future studies, personal
information such as name and contact address may not be
requested in scale forms in order to ensure higher
participation. Qualitative research methods can be used for
new studies, and the organizational concepts discussed in
this study can be investigated comparatively with different
organizational concepts such as job satisfaction,
motivation, commitment, burnout, etc. The research has
some limitations as well as contributing to the elimination
of the lack of research in the field. The research includes 215
instructors working at 4 state and 7 foundation universities
in Istanbul, but according to the Council of Higher
Education statistics, there are 38 thousand 562 instructors
in 207 higher education institutions in Turkey. 129 of these
institutions are state universities, 74 are foundation
universities and 4 are foundation vocational schools. The
research includes instructors working at state and
foundation universities in Istanbul. Conducting research in
this field at universities in different parts of the country will
enrich the literature much more.
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