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Paternalist Liderligin Orgiitsel Kronizm Uzerindeki Roliinii Anlamak:
Gorgiil Bir Arastirma

Konuralp SEZGILI*

0z

Calisma yasaminda belirli kisi ve taraflarin kayirilmasi, toplumsal ve yapisal etkilerinin yani sira
calisanlarin ise, orgiite ve diger kisilere iligkin tutum ve davranislar: iizerinde yikici etkilere sebep
olmaktadr. Bununla ilgili olarak, orgiitlerde islemlerde ve kararlarda arkadaslarn, siyasi ve profesyonel
baglantilarin kayirilmast olarak tarif edilen kronizm, érgiitsel davranig arastirmalarinda merak uyandiran
konulardan biridir. Bu konuda yapilan aragtirmalar, agirlikly olarak orgiitlerde kronizm algisi ile ¢esitli
sonug degiskenlerini iliskilendirirken daha seyrek olarak kiiltiir ve liderlik gibi onciilleri de inceleme
odagina almigtir. Bu ¢abamin bir par¢asi olarak bu ¢alismada, digerlerinden farkli olarak, Tiirkiye'de
baskin bir form olan paternalist liderligin orgiitsel kronizm algisi iizerindeki etkileri incelenmigtir. Calisma
icin kamu ve dzel sektorde ¢alisan 210 kigiden veri toplanmigtir. Kullanilan kavramlarin yapist dogrulayici
faktor analizleri ile test edildikten sonra hiyerarsik regresyon analizleri ile paternalist liderligin orgiitsel
kronizm algisi tizerindeki etkileri gosterilmistir. Bulgular, “is yerinde aile ortami”’nin orgiitsel kronizm
algisini azalttigini gostermektedir. Ote yandan, paternalist liderligin ikili dogasina uygun olarak, “sadakat
beklentisi” ise bu algyr artirmaktadwr. Calismanin bulgulart ilgili yazina basvurarak tartisilmigtir.

Anahtar Kelimeler: Orgiitsel kronizm, Paternalist liderlik, Sadakat beklentisi, Is yerinde aile ortami

Understanding the Role of Paternalistic Leadership on Organizational
Cronyism: An Empirical Study

Abstract

Favoritism in the workplace has negative impacts on employees' behaviors and attitudes toward work, the
organization, and other people, as well as social and structural consequences. In this regard, cronyism,
defined as favoring friends, political and professional connections in organizational activities and
decisions, is an intriguing issue in organizational behavior studies. Studies on this topic focus mostly on
the relationship between the perception of cronyism in organizations and various outcome variables, with
less emphasis on antecedents such as culture and leadership. As part of this effort, this study examined the
impact of paternalistic leadership, which is prevalent in Turkey, on the perception of organizational
cronyism, filling a research gap. Data was collected from 210 employees working in the public and private
sectors. After testing the structure of the concepts with confirmatory factor analysis, hierarchical
regression analyses revealed the impacts of paternalist leadership on the perception of organizational
cronyism. Findings show that creating a "family atmosphere at work™" has a negative influence on the
perception of organizational cronyism. However, in accordance with the dualistic nature of paternalistic
leadership, "loyalty expectation" has a negative impact on this perception. The findings of the study were
discussed using the relevant literature.

Keywords: Organizational cronyism, Paternalistic leadership, Loyalty expectation, Family atmosphere at
work
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Giris

Kronizm, akraba iliskileri, arkadaslik ve ¢esitli sosyal baglara dayali kayirmaci
davraniglarin evrensel olarak yaygin oldugu bir fenomendir (Wated & Sanchez, 2015;
Hudson & Classen, 2017). Farkli disiplinlerde tiretilen arastirmalar, kronizm ve nepotizm
gibi farkl tiirlerdeki kayirmacilifin orgiitlere ve bu orgiitlerde ¢alisan kisilere gesitli
zararlar verdigini gostermektedir (Balliet vd., 2014; Pearce, 2015 Kronizm, isle ilgili
atama, terfi veya operasyon kararlarinda arkadaslik iliskilerinin belirleyici oldugu politika
alaninda ortaya ¢ikan bir kavramdir. Modern orgiitlerin politik arenalar oldugu
diisiiniildiiginde (Drory & Romm, 1990), 6zel sektor orgiitlerinde kronizmin yaygin bir
olgu oldugunu gosteren ¢ok sayida arastirma bulunmaktadir (Begley vd., 2010).
Kronizme iligkin Klasik bir ornek, 1997 Asya krizinde silipheli finansal islemlerle
iliskilendirilen arkadaslik iliskileridir (Khatri vd., 2003). Bununla birlikte, kronizm
sadece Asya'nin kolektivist kiiltiirlerine 6zgii bir fenomen olarak degil, Bat1 diinyasinda
da yaygin bir uygulama ve dnemli bir etik sorun olarak goriilmektedir (Khatri vd., 2006;

Begley vd., 2010; Hudson & Claasen, 2017).

Kronizm orgiitsel yasamda, haksiz ve adil olmayan islemler araciligiyla liyakati
ortadan kaldirarak calisanlar iizerinde olumsuz etkiler birakmaktadir. Bu konuda orgiitsel
davranig alaninda yer alan arastirmalar, kronizm algisinin gesitli sonug degiskenleri
tizerindeki olumsuz etkilerine odaklanmistir. Buna karsi kavramin onciillerine yonelik
tiretilen az sayida caligma, partikiilarizm ve paternalizm gibi (Hudson & Claasen, 2017)
kimi kiiltiirel degerlerle acgik iliskisi sebebiyle (Wated & Sanchez, 2015), orgiitsel
kronizm algisini kiiltiir ve liderlikle iliskilendirilmistir. Yazinda paternalizm halihazirda
kayirmacilik ve nepotizm (Erden & Otken, 2019) gibi olgularla iliskilendirilmisse de
kronizmle iliskisine yonelik baz1 gondermeler disinda arastirmaya rastlanmamaktadir. Bu
caligmanin amaci, bu boslugun giderilmesine katki saglamak iizere, paternalist lider
davraniglar1 ve orgiitlerde kronizm algis1 arasindaki iliskiyi incelemek; paternalist lider
davraniglarinin, ¢alisanlarin orgiitsel kronizm algis1 lizerindeki farkli etkilerini otaya

koymaktir.

Paternalist liderlik bilesenlerinin ¢esitli tutum ve davranislar iizerinde farkli ve
tutarli etkiler yarattigi, farkli kiiltiirel baglamlarda yapilan arastirmalarla gosterilmistir
(Bedi, 2019). Paternalizm kavrami, ikili iligkilerin niteligine odaklanirken giic

mesafesiyle iliskilendirilmektedir ve orglitsel kronizm algisina yonelik 6zgiin bir
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aciklama saglayabilir. Ozellikle Tiirkiye gibi paternalizmin baskim bir kiiltiirel 6zellik
oldugu tilkelerde (Pasa vd., 2001; Aycan, 2006), paternalist liderlik bilesenlerinin
kronizm algis1 lizerindeki etkilerini anlamak ilgi ¢ekicidir ve bu iligki, akademisyenler ve
uygulamacilar i¢in 6nemli ¢ikarimlar saglayabilir. Nihayet s6z konusu edilen, liyakatin
g6z ard1 edilerek yoneticilerle daha yakin iliskilere sahip olan kisilerin haksiz bir sekilde
tercih edilmesidir. Liyakatin ihmal edilmesi ise diger toplumsal etkileri yaninda ¢alisma
yasamda yiiksek isten ayrilma niyeti, is stresi ve adaletsizlik algisiyla sonug¢lanmaktadir
(Arasli & Tiimer, 2008; Asunakutlu & Avci, 2010). Ek olarak bu ¢alisma, liderlik
kuraminda en 6nemli arastirma kisitlarindan biri olarak tanitilan baglam eksikligini
giderici yonde bir girisim olarak da yazina katki saglayabilir (Dinh vd., 2014; Jackson,
2016). Calisma su sekilde organize edilmistir: i1k béliimde kronizmin kavramsal temelleri
aciklanmis; oOrgiitlerde kronizm algis1 baglaminda onerilen bir 6nciil olarak paternalist
liderlige vurgu yapilmis ve paternalist liderlik bilesenleri ile kronizm iliskisine yonelik
hipotezler gelistirilmistir. Ilerleyen iki boliimde arastirma ydntemi ve arastirmanin
ulastig1 temel bulgular agiklanmistir. Sonug¢ boliimiinde bulgularin yazinla iligkisi
tartisilarak gelecekteki arastirmalar ve uygulamalar icin Oneriler sunulmus, kisitlar

degerlendirilmistir.
1. Kavramsal Cerceve
1.1. Orgiitsel Kronizm

Kronizm (cronyism), on yedinci yiizyilda “eski tanidik, samimi arkadas, kafadar”
anlami tasiyan crony kelimesinden tiiretilerek on dokuzuncu yiizyillda “arkadaslik
gelistirmek” anlaminda olumlu bir igerikle kullanilmistir (Online Etymology Dictionary,
t.y.). ilerleyen yiizyilda kronizm, politik kayirmacilik ve yozlasma ile birlikte anilmaya
baslayarak olumsuz bir igerik kazanmistir (Merriam-Webster, t.y.). Giinlimiizde
kronizmin s6zlik anlami “Onemli birinin gerekli beceri ve deneyime sahip bagimsiz
kisiler yerine arkadaslarina is vermesi durumu” (Cambridge, t.y.), “giiclii bir kisinin
(6rnegin bir politikacinin) arkadaslaria is ve bagska iyilikler yapma seklindeki haksiz
uygulamas1” (Merriam-Webster, t.y.) ya da “yetenege bakilmaksizin arkadaslarin 6nemli

pozisyonlara atanmas1” (Online Etymology Dictionary, t.y.) bigcimindedir.

Kronizmin orgiitler acisindan ifade ettigi anlam; kullanimlar1 ve olumsuz
sonuclarinin benzesmeleri itibariyla kayirmacilik ve nepotizm kavramlariyla ic icedir.

Bunlar i¢inde en genis kavramsal icerige sahip olan kayirmacilik (favoritism); istihdam,
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kariyer ve personele iliskin kararlarda aile, arkadas, meslektas veya tanidiklara 6zel
ayricalik saglanmasi olarak tanimlamaktadir (Arasli & Tiimer, 2008). Bu anlamda
kronizm bir kayirmacilik tiirii olarak degerlendirilebilir (Turhan, 2014). Kayirmaciligin
genis kavramsal ¢ergevesine yerlesen bir diger kavram olan nepotizm (nepotism) ise ise
yerlestirme ya da terfi kararlarinda aile baglarina dayali tercih yapilarak digerlerinin
dislanmasi (Bellow, 2003); kimi zaman belli aile liyesinin diger aile iiyelerine tercih
edilmesi gibi durumlarla 6rneklendirilmektedir (Jaskiewicz vd., 2013). Bu iki kavram,
yazinda kronizme kiyasla daha fazla gormiistiir (Khatri vd., 2006; Jones & Stout, 2015).
Yine de tgii siklikla ve yer yer birbirini ikame eder bigimde kullanilmaktadir. Burada
belirleyici olan, yapilan islemde (ise alma, terfi vb.) yoneticilerle daha yakin baglari olan
kisilerin, nitelikleri itibariyla hak edenler pahasina haksiz bigimde tercih edilmesidir
(Akuffo & Kivipold, 2019). Kayirmaciligin genis ve iligkili diger terimleri kapsayan
icerigi ve nepotizmin akraba kayirmaya dayanan spesifik kullanimi yaninda kronizm,
uzun siireli bir gegmise dayanan arkadaglarin kayirilmasima odaklanmasi itibartyla

digerlerinden ayrilmaktadir.

Sosyal iligkinin yOniine gore kronizmin iki farkli bi¢imi tanimlanmistir. Yatay
kronizm es diizeyli is ortaklari, arkadaslar, meslektaslar arasinda gergeklesen ve orgiit ici
oldugu gibi oOrgiitler arasinda da goriilebilen bir “es-dost kayirma” tutumu olarak
goriilebilir (Khatri & Tsang, 2003). Kronizmi ele alan erken donem caligsmalarda yatay
kronizme odaklanilarak ekonomi ve politika kaynakli ¢alkantilarda bu tiir kayirmanin
olumsuz etkilerine dikkat cekilmistir. Ornegin, 1997 Asya krizinde finans
kuruluslarindaki yoneticilerin aile ve arkadaslarina yonelik siipheli ticari iglemleri finanse
etmeleri krizin 6nemli bir kaynagi olarak gosterilmistir (Khatri vd., 2006). Bu ¢ercevede
genis bir perspektifle klientalizm, patronaj vb. siyasi/idari kayirma tiirlerini 6rnekleyen
calismalarin kronizm fenomenine de gondermede bulundugu anlasilabilir (6rn.
Smierciak, 2021). Ozellikle gelismekte olan iilkelerde devlet ve sanayici iliskisini ve bu
iliskideki ayricalikli tercihleri odaga alan ¢ogu calisma belli noktalarda (sosyal ag vb.)
orgiitler aras1 yatay kronizmi &rneklemektedir. Orgiitsel davranis arastirmasi ise dikey
kronizme, diger bir deyisle orgiitsel kronizme odaklanmaktadir. Dikey kronizmde orgiit
icinde ast-iist iliskileri merkeze alinmakta, asagi yonlii himayenin yukar1 yonlii kisisel
sadakatle degisimi aciklamaktadir. Diger bir deyisle Orgiitsel kronizm “astin kisisel
sadakati karsiliginda, performans kriterlerinden ziyade (6r., astin objektif performansi,

yetkinlikleri veya nitelikleri), iist tarafindan asta performans dis1 kriterlere (0r., astin {istle

90



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 5, Sayi/Is.: 2 Yil/Year: 2023, Sayfa/Pages: 87-111

olan iligkisi) dayali olarak iltimas gosterilmesi (0r., terfi, ikramiye, iicret artis1 veya daha
1yi bir gorevlendirme)” bigiminde tanimlanabilir (Khatri & Tsang, 2003: 291). Anlasildig
tizere Orgiitsel kronizmin iligkisel dinamiklerini agiklamak i¢in sosyal miibadele
kuramina ve karsiliklilik normuna gonderme yapilmaktadir. Bu perspektifte, yinelenen
ve karsiliklilik iceren miibadeleler, taraflarin fayda-maliyet algis1i iizerinden
okunabilmekte (Homans, 1961; Blau, 1964); sosyal miibadelelerin potansiyel getiriler
tarafindan yonlendirildigi, taraflarin bu getirilerin ickin dogasini ve bunlar1 baska bir
yerde elde etmenin zorlugunu dikkate aldigi ileri siiriilmektedir (Blau, 1964). Sosyal
miibadelelerde kisi, miibadeledeki diger tarafin belirli olmayan bir siire i¢inde karsilik
verecegine inanir. Bu karsiliklilik beklentisi ve yilikimliliigi, taraflarin baghiligini

aciklayict niteliktedir (Yiriir, 2021).

Orgiitsel kronizme yonelik yazin ¢ogunlukla bu olgunun etkilerini, daha seyrek
olarak énciillerini islemektedir. ilkini inceleyen arastirmalar; genellikle drgiitsel kronizmi
etik ihlallere sebep olan ve orgiitsel etkililigi azaltan bir unsur olarak ele almistir (Jones
& Stout, 2015). Bu arastirmalarda; kronizmin orgiitsel baglilik (Saleem vd., 2018)
performans (Cingdz & Akilli, 2015), ise baglilik (Shaheen vd., 2020), isyerinde dislanma,
isyeri nezaketsizligi, sosyal sermaye (Jawahar vd., 2021), orgiitsel sessizlik, sinisSizm
(Turhan & Erol, 2019; Al vd., 2021), orgiitsel sapma, tiretkenlik karsit1 is davraniglar
(Shaheen vd., 2017), psikolojik s6zlesme ihlali (Akuffo & Kivipdld, 2019) gibi tutum,

davranis ve sonuglar lizerinde etkilerde bulundugu ortaya konmustur.

Orgiitsel kronizmin &nciillerini anlamaya yonelen arastirma tasarimlari ise
oldukgca seyrektir. Bunlar daha ziyade kiiltiir ve liderligin etkisini islemistir?. Ornekler
cogunlukla olumlu liderlik davranislarinin kronizmi negatif yonde (ve tersi) etkiledigi
ortaya koymustur. Bunlardan birinde Riaz (2018) etik liderligin Orgiitsel kronizm
tizerindeki negatif etkisini gostermektedir. Pelletier ve Bligh (2008), calisanlarin,
kurulusun zayif etik liderligi, giiven ihlalleri, zayif etik davranis rol modelligi gibi bir dizi
nedenle iligkili olarak kronizm gibi olumsuz pratiklere isaret etmistir. Bir bagka ¢calismada
Akuffo ve Kivipold (2019) otantik liderligin bazi davranigsal boyutlarinin orgiitsel
kronizmi etkiledigini gdstermektedir. Daha spesifik olarak, kiiltiire duyarli bir kavram

olan orgiitsel kronizm ve kiiltiire 6zgii liderlik modelleri arasindaki iligkileri tespit etmeye

2 Akuffo ve Kivipold (2017) kayirmacilik, nepotizm ve kronizmin onciilii olarak liderligi ele aldiklart
eserlerinde bu konuda 39 galisma tespit etmektedir. Bunlarin ¢ok kiiciik bir kism1 kronizmle iliskili oldugu
gibi bunlardan bir kismi da politika ve dikey kronizmi drneklemektedir.
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calisan arastirma sayist oldukca azdir. Zhang ve Gill (2019), Cin’de yOnetimsel
kayirmaciligi agiklarken baglamsal bir lider-takipg¢i modeli gelistirerek liderlik tarzinin
kronizmle anlamli iligkiler sergiledigini ortaya koymaktadir. Kiiltiir ve kronizm iligkisine
odaklanan arastirmalar iginde Hudson ve Claasen (2017) iki kiiltiirel degere; esitlikgilik
ve partikiilarizme vurgu yaparak toplumlarin bu kiiltiirel degerler bakimindan kronizmin
kendisini ve etkilerini farkli bigimde algilayabilecegini ve tepki gelistirebilecegini ileri
siirmektedir. Ik olarak, esitlik¢i olmayan (inegalitarian) degerler kronizmin esitsizlige
dayali dogasiyla yakindan iliskilidir. Yazarlar bu durumu gii¢ mesafesiyle (Hofstede &
Hofstede, 2001) iligkilendirerek, esitlik¢i olmayan (yiiksek giic mesafesi) kiiltiirel
degerlerin kronizmin tolere edilmesiyle yakindan iligkili oldugunu ileri siirmektedir
(Hudson & Claasen, 2017:104). Ikinci olarak, evrenselci (universalistic) uygulamalarin
aksine belli kisi ve durumlarin esas alindigi bir deger yo6nelimini ifade eden
partikiilarizmden hareketle; sosyal iligkilerin evrenselci deger kiimesindeki kurallarin
merkezi roliinii ikame ettigini, boylece bu oOrgiitlerde kronizmin daha fazla tolere
edilecegini belirtmektedir (Hudson & Claasen, 2017: 111). Khatri ve arkadaslar1 (2006),
baz1 kiiltiirel 6zelliklerin (bireycilik, kolektivizm vb.) kronizm {iizerinde farkli yonde
etkileri oldugunu ileri siirmektedir. Khatri ve arkadaslarina (2006) gore kronizm,
yOneticinin, liglinci tarafin esitlik veya tstiinliik iddias1 pahasina bir sosyal agdaki ortak
iiyelige dayali olarak diger bir taraf lehine gosterdigi ayricalik ve nihayet karsilikli bir
degis tokus islemidir. Bunun bir sosyal miibadele nesnesi olmasi i¢in iki taraf i¢in de
degerli olmas1 gerektiginden ve deger atfedilen seyin de kiiltiirel baglama hassas
olmasindan hareketle Khatri ve Tsang (2003) kronizmi agiklamak i¢in iki kiiltiirel degert;
partikiilarizm ve paternalizmi Onciil olarak degerlendirmistir.  Partikiilarizm
Trompenaars’a gore (1993), kolektivist toplumlarda sik rastlanan, grup iiyeligini uzun
vadeli gorerek iliskiyi odaga alan, bu dogrultuda genel kurallar1 ve sosyal normlar1 g6z
ard1 edebilen bir tutumdur (Khatri & Tsang, 2003). Yazarlara gore “grup i¢1” ve “grup
dis1” ayrimi kolektif bilingten gelmektedir ve bu tip bir tutuma sahip bir yonetici dogal
olarak grup i¢ini 6ncelemekte veya digerleri hilafina kayirmaktadir (Khatri & Tsang,
2003: 292). ikinci olarak paternalizm -yiiksek giic mesafesine sahip kiiltiirlerde-
calisanlarin esitsizlikleri olagan karsilamasiyla karakterize olmaktadir; bu sekilde
yoneticiler ast-tist iliskisi baglaminda kararlarinda mesruiyet kaygisi ¢ekmemektedir
(Khatri & Tsang, 2003). Kolektivist kiiltiirlerde paternalizm, ¢alisanlarin bu tutumunu
aile olma fikriyle bagdastirmaktadir. Khatri ve Tsang (2003), Farh ve Cheng’in (2000) ii¢
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boyutlu (otoriter, iyi niyetli, ahlaki) paternalist lider modelini ele alarak bireysel gii¢
uygulamasina dayali otoriter ve kontrolcii davranis karsisinda ¢alisanlarin uyum ve itaat;
comert ve karsi tarafin iyiligine yonelen davranisi karsisinda sadakat ve baglilikla

karsiliklilik normunun isleyebilecegini 6ngérmektedir.
1.2. Orgiitsel Kronizmin Onciilii Olarak Paternalist Lider Davranmis

Etkili liderligi nelerin olusturduguna dair tutarli bir goriis olmamasinin (Yukl,
2012; Zhu vd., 2019) gerekceleri arasinda baglamsalligin 6ne ¢ikmasi (Porter &
McLaughlin, 2006; Zhu vd., 2019); baglama duyarli liderlik modellerine yonelik ¢agrilar
pesi sira getirmistir (Osborn vd., 2014). Liderlik aragtirmasinin sosyal etkilesimi merkeze
almasi ve kiiltiirel baglam tizerinden okunmasinin da etkisiyle (Mendonca vd., 1999), son
yirmi yilda gelismekte olan {ilkelerin yiikselen performansini yonlendiren liderlik
davraniglarin1 agiklamak {izere gelistirilen yaklasimlardan biri paternalist liderlik
yaklagimidir. Bu yaklasim, Batili 6rneklerinden farkli olarak Asya ve Latin Amerika’da
goriilen liderlik davranislarini anlamaya ¢alisan ve kiiltiirel baglama gonderme yapan bir
akim i¢inde gelismistir (Aycan, 2001, 2006). Paternalist liderlik Ortadogu, Asya ve Latin
Amerika’da yaygin bir liderlik tarzi olarak goriilmektedir (Osland vd., 1999; Aycan vd.,
2000, Cheng vd., 2000; Pasa vd., 2001; Pellegrini & Scandura, 2008; Aycan vd., 2013,
Aktas, 2020). Paternal ya da babacan bir lider figiiriiyle karakterize olan paternalist
liderlik; otorite ve disiplini 6nceleyerek takipgilerin liderin kararlarina uymasimin belli
6l¢iide zorunlu kilindigi, bu liderin ayn1 zamanda takipgilerin refahiyla kisisel olarak
ilgilendigi ve onlar i¢in bir rol model oldugu, liderin yardimsever ve ahlakli bireyler
olarak tanimlandig bir liderlik yaklasimini resmetmektedir (Farh & Cheng, 2000; Bedi,
2019). Goriildiigi tizere bu liderlik yaklasimi bazi ikilikler igermektedir. Aycan (2001:3)
bu durumu, yani yoneticinin “tatli ve sert” algilanmasi karsisinda ¢alisanin “sevgi ve
korku” ikilemi yasamasini, paternalizmin 6rgiit yagsaminda karakterize olma bi¢imi olarak
tanitmis ve bu ikilemin Bati kiiltiiriinde anlasilmasi gii¢ bir olgu oldugunu ileri stirmiistiir

(Aycan, 2001:3).

Yazinda paternalist liderlige iliskin 6ne ¢ikan kavramsallastirmalar bulunmakla
birlikte (6r. Aycan 2001, 2006; Cheng vd., 2000; Wagstaf vd., 2015) ileri siiriilen
fikirlerin ana hatlar1 birgok bakimdan birbirine benzemektedir. Wagstaff ve arkadaslarina
(2015) ait model, yonetici davranislarinda iyi niyetlilik ve otorite-kontrol bakimindan

farkli kombinasyonlar iiretmektedir. Yazarlara gore paternalist lider astlar1 tarafindan
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hem iyi niyetli hem de kontrolcii olarak algilanmalidir. Aksi takdirde, 6rnegin iyi niyet
olmaksizin kontrolcii olarak degerlendirildiklerinde saldirgan olarak algilanirlar. Farh ve
Cheng (2000) ise paternalist liderligi iyi niyetlilik ve otoriteye ek olarak ahlaki biitiinliik
ile birlestiren bir tarz olarak betimlemistir ve bu model uluslararasi yazinin en ¢ok ilgi
gosterdigi modeldir. Tiirkiye’yi de odaga alan Aycan’in ¢aligmalar1 (2001; 2006) daha
kapsayict bir modelde yonetim iligkisindeki taraflarin davranislart ve bunlarin
motivasyonlarini tasnif ederek paternalizmin biitlinlesik bir yap1 icermedigini ve liderlik
tarzinin lider-takipgi iliskisindeki rol beklentilerine -yonetici roliinde iyi niyetli veya
cikarci- bagl oldugunu ileri siirmiistiir (Bedi, 2019). Aycan’in (2001:7) modelinin
davranis motivasyonu bileseni ¢ikarci ve iyi niyetli paternalizm tasnifinden hareket
etmektedir. Iyi niyetli paternalizmde iistiin, astin iyiligi icin ona ilgi ve yakinlk
gostermesi, buna kargi astin saygidan dolayr liste baglilik gdstermesi “iyi niyetli
paternalizm” olarak tanimlanmigtir. Ustiin aymi iyi niyetle ast iizerinde kontrolcii bir
tutum takinmasi ve astin da iiste duydugu saygi ile buna boyun egmesi “otokratik
paternalizm” olarak adlandirilmustir. Ote yandan iistiin, astin iyiligi i¢in degil de kendi
cikarlari i¢in ilgi ve yakinlik géstermesi, astin saygi yerine kendi ¢ikarlariyla ortlistiigi
icin baglilik gostermesi “gikarci paternalizm” olarak adlandirilmistir. Son olarak, iistiin
kendi c¢ikarlar1 dogrultusunda asti kontrol etmesi ve astin da kisisel ¢ikarlarina ters
diismemek ugruna iiste boyun egmesi “otoriter paternalizm” olarak adlandirilmigtir
(Aycan, 2001:7-8). Goriildiigi tizere, paternalist liderlik agiklamasinda sik¢a kullanilan
karsiliklilik, yani lidere yonelik astin paternalizm algis1 ya da bu durumda sergiledigi
davraniglar sosyal miibadele kuramina gondermede bulunur. Diger c¢alismalar da

ekseriyetle bu fikri desteklemektedir.

Cropanzo and Mitchell (2005) sosyal miibadelede destekleyici davranigin iyimser
takipci davranisi ile karsilandigini belirtmektedir. Takipgiler, lideri ilgili ve iyi niyetli
olarak algiladiklarinda ona sadakat ve giivenle karsilik vermekte (Pellegrini & Scandura,
2008) is motivasyonu (Niu et al., 2009) liderden duyulan tatmin (Farh vd., 2006), yaratici
davrams (Wang & Cheng, 2010) ve nihayet performans (Bedi, 2019) artmaktadir. Ote
yandan c¢aligsanlarin lideri yalnizca otoriter (kontrolcii, ddiil-cezaya agirlik veren ve
takipc¢inin refahini 6ncelemeyen) olarak algiladiklar: tabloda davranig sonuglar1 da benzer
sekilde olumsuz gerceklesmektedir (Bedi, 2019). Farh ve arkadaslar1 (2006) kontrolcti
davranig karsisinda takipcilerin lideri baskici olarak algilandiklarin1 ve ona karsi

giivensizlik, diisiik sadakat ve diisiik baglilik gosterme olasilifinin arttigini
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belirtmektedir. Bir¢ok ampirik bulgu liderlik algis1 otorite yoniinde gelistikge ¢alisan
davraniginin bundan olumsuz etkilendigini gostermektedir (Wu & Xu, 2012; Hiller vd.,
2019). Bu durum, biiyiik dl¢lide paternalist liderligin igerdigi ikiliklerle (or. otoriter ve
sefkatli) ilgilidir. Paternalist lider davranisinin olumlu algilanan yonlerinin olumsuz
tutum ve davranislar1 seyreltmesi, olumsuz algilanan yonlerinin ise olumsuz tutum ve
davraniglar1 artirdigi belirtilmektedir (Ertureten vd., 2012). Burada odaklanilmasi
gereken nokta, ele alman modelin hangi yonlerinin olumlu, hangilerini olumsuz
algilandigidir. Ornegin, “sadakat beklentisi” yoneticinin calisanlara zorbalik (Soylu,
2011) ve genel ayrimcilik yapmasi gibi olumsuz davraniglarla iliskilendirilirken (Colella
& Garcia, 2005) “is yerinde aile ortami1” pozitif tutum ve davranislarla iliskilendirilmistir
(Pellegrini vd., 2010; Aycan, 2015). Bir biitiin olarak orgiitsel kronizmin yonetsel islem
veya karara karst olumsuz bir degerlendirme igerdigi dikkate alindigina, paternalist
liderlik bilesenlerinin olumlu algilanan &zelliklerinin kronizm algist tlizerinde negatif,
olumsuz algilanan Ozelliklerinin kronizm iizerinde pozitif yonde etkide bulunmasi
beklenebilir. Diger deyisle; iyi niyetli paternalist liderligin orgiitsel kronizm tiizerinde
negatif yonlii bir, ¢ikarci paternalist liderligin orglitsel kronizm algisi iizerinde pozitif

etkide bulunmasi beklenir. Bu bilgilerden hareketle;

H1. Paternalist liderligin “is yerinde aile ortami1 yaratma”, bireysel iliskiler siirdiirme”, ve
“calisanlarin i dis1 yasamina katilma” boyutlar1 ile orgiitsel kronizm algis1 arasinda

negatif yonlii iliski vardir.

H2. Paternalist liderligin “sadakat beklentisi” ve “statii ve otorite hiyerarsisi” boyutlar

ile orgiitsel kronizm algis1 arasinda pozitif yonlii iligki vardir.
2. Arastirma Yontemi
2.1. Orneklem

Arastirma ve yayin etigine uygun yiiriitiilen bu arastirma, Adana Alparslan Tiirkes
Bilim ve Teknoloji Universitesi Bilimsel Arastirma ve Yaym Etigi Kurulu 2022.10.12
sayilt izniyle ylriitiilmiistiir. Arastirmada katilimcilardan is yerinde yoneticilerin bazi
tutumlarina ilaveten kayirma davraniglarini degerlendirmeleri istenmistir. Uygulama i¢in
yapilan 6n goriismelerde katilimcilarin sorularin igerigi bakimidan endise duyabilecegi
anlagilmistir. Benzer arastirmalarda da bu kaygi not edilmistir (6r. Shaheen vd., 2017).

Bu nedenle katilimcilarin kendilerini rahat hissettikleri bir zaman araliginda soru formunu
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doldurabilmelerini teminen; giivenilir bir tarama olanag1 sunmasi (Lazar & Preece, 1999;
Cobanoglu vd., 2001) ve katilimcilarin anonim veri sayesinde korundugunu hissederek
daha isabetli goriis bildirmesi (Reis & Judd, 2013) gerekgeleriyle web tabanli soru formu
kullanilmistir. Bu, ayni zamanda ortak yontem yanliligini minimize edebilecek
onlemlerden biridir (Podsakoff vd., 2003). Tarama prosediirii s0yle gergeklestirilmistir.
Baslangi¢ olarak, arastirmaci potansiyel katilimcilarla telefon ve e-posta yoluyla iletisim
kurarak ankete katilmaya davet edilmistir. Bu goériismede verinin igerdigi duyarlilik
nedeniyle verilerin saklanmasina iliskin ayrintili agiklama sunularak kisisel korunmaya
iliskin hukuki giivencenin anlatildig1 ayrintili bir onam formunun varligi aktarilmistir.
Gortismede ve soru formunun baslangicinda, giivenlige ilaveten arastirmacilarin
diledikleri anda caligmaya katilmaktan vazgecebilecekleri ve bunun higbir yaptirimi
olmayacag belirtilmistir. Katilimcilarin web tabanli formda onam formunu okumasi ve
katilim1 bu cer¢evede onayladiklarini belirtmeleri ile soru formuna ge¢melerine izin
verilmigtir. Ortak yontem yanliligin1 azaltmak tizere, yukaridaki tedbirlere ilaveten farkl
Olctimler farkli bloklara yerlestirilmis ve ¢calismada daha 6nce dogrulanmis 6l¢liim araglari

kullanilmistir (Podsakoff vd, 2003).

Orneklemede, bu tiir duyarlik arz eden verilerin derlenmesine uygun bir strateji
olarak uygun Ornekleme ile kolayda ulasilabilecek ve bagimsiz degerlendirme
yapabilecek kisilerle Adana ilinde uygulama yiiriitiilmiistiir (Ozen & Giil, 2007). Bu
stratejinin sebep oldugu asir1 homojen Orneklerden kagcinmak amaciyla; 6zel sektor
kuruluslarinda imalat kesiminde ¢alisanlar, kamu kesiminde merkezi kurumlarin tasra
teskilatlarinda ve yerel yonetim kuruluslarinda calisanlar olmak iizere farkli meslek
gruplari iizerinden ilerleme saglanmistir. Bu ger¢evede, kamu ve 6zel sektorde gorev alan,
tam zamanli ¢alisan, kadrolu veya sdzlesmeli 300 kisiye ulasilmis; arastirma davetine 228
kisi katilmistir (%63). Katilimeilarin demografik profilleri incelendiginde; %38’1 kadin,
%62’si erkektir. Bu kisilerin dahil olduklar1 yas gruplar1 incelendiginde; 18-30 yas %22,
31-40 yas %41, 41-50 yas %31, 51 ve lizeri %6°dir. Katilimcilarin mesleki deneyimleri
siire bakimindan; %1414 1-5, %20°s1 6-10, %27’s1 11-15, %40°1 16 ve lizeri seklinde
kaydedilmistir. Ogrenim durumlar1 son mezun olduklar1 egitim kurumlar1 bakimindan
incelendiginde katilimcilarin %10°u ortadgrenim, %10’u 6n lisans, %51°1 lisans, %29’u
yiiksek lisans veya doktora veren programlardan mezundur. Gorev aldiklar1 kurumlarin
niteligi bakimindan %86’s1 kamusal nitelikli kurum ve kuruluslarda, %14°l ise 6zel

sektorde gorev almaktadir.
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2.2. Ol¢cme araclan

Paternalist liderligin 6lglimiinde Aycan’in (2006) 21 madde 5 boyutlu paternalist
liderlik 6lgegi 5°li likert dlgiimii ile kullamlmgtir. Ozgiin dlgekteki 5 faktdrlii yapimin
acikladigi toplam varyansin miktar1 %62.70°dir (o = .85). Faktorlerin agikladig1 varyans
dagilim1 incelendiginde; is yerinde aile ortami (5 madde, %18.42), bireysellesmis iliski
(4 madde %16.30), calisanlarin is dis1 yasamina katilim (4 madde, %10.41), sadakat
beklentisi (3 madde %9.72), statii hiyerarsisi ve otorite (5 madde, %7.85) seklinde
gerceklesmistir.

Orgiitsel kronizmi dlgmek igin Turhan (2014) tarafindan gelistirilen 6rgiitsel
kronizm algis1 dlgegi kullanilmigtir. 15 maddeli ii¢ boyutlu 6lgekte; “i¢ grup yanlhigr”
astlarla gayri resmi iliskilere dayanan yonetsel yanliligina, “paternal kronizm” sadik
astlarin kayrilmasia, “karsilikli ¢ikar aligverisi” yOnetici ve astlar arasinda karsilikli
cikar beklentisine atifta bulunmaktadir (Turhan, 2014: 305). Ozgiin 6lgekteki 3 faktorlii
yapmin agikladigi varyans miktart %69.77°dir (o = .85). Agiklanan varyansin faktor
dagilimi incelendiginde, ilk faktor olan 6 maddeli i¢c-grup yanliligi %35.21 (o = .90),
ikinci faktor olan 5 maddeli paternal kronizm %22,27 (o = .87), licilincii faktér olan 5

maddeli karsilikli ¢ikar aligverisi %12.28 (o = .74) seklinde gerceklesmistir.
2.3. Analitik strateji

Yazinda ¢esitli kriterler bulunmakla birlikte her bir 6rneklem hacminin yeterligi
konusunda yapilacak degerlendirme veri setinin 6zellikleriyle uyumlu olmalidir. Genel
olarak cok degiskenli istatistiksel teknikler kullanilabilmesi i¢in asgari 200 rakami
onerilmektedir (Tabachnick ve Fidell, 2015). Bu bakimdan 6rneklem hacmi (N>200)
yeterli olarak degerlendirilmistir. ilk olarak verilerin ¢cok degiskenli analitik yontemlere
uygunlugu kontrol edilmistir (Alpar, 2017). Carpiklik ve basiklik i¢in maddelerin test
istatistigi £1.5 araliginda normal dagilim varsayimi saglanmis, u¢ deger incelemesinde z
istatistigi ile tek yonlii 3 gézlem, Mahalanobis uzakligi hesaplanarak ¢cok yonlii 15 gézlem
analizden ¢ikarilmistir. Coklu dogrusallik, tekillik ve baglant1 (r < 0.8, VIF <2.5) gbzden
gecirilerek c¢alismada kullanilan Olceklerin yapisal gegerliginin ve gilivenilirliginin
incelemesine baslanmistir (Tabachnick ve Fidell, 2015). Orneklemin demografik
farkliliklar arz etmesi sebebiyle alternatif faktor yapilarini stnamak igin ilk olarak her iki
Olcege kesfedici aktor analizi uygulanmistir. Ortaya ¢ikan tabloda, dlgeklerin temsil

giiclinli anlamak i¢in alternatif modeller incelenmistir. Dogrulayic1 faktor analizi ile
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modellere dayali olarak degiskenler arasindaki iligkileri incelemek iizere korelasyon
analizleri, son olarak hipotez testleri i¢in hiyerarsik regresyon analizi kullanilmistir.
Testler i¢in regresyon modelinin ilk adiminda kontrol degiskenleri eklenmis, ikinci
adimda paternalist liderlik faktorleri eklenerek ilgili orgiitsel kronizm algisi boyutu
tizerindeki etkileri hesaplanmistir. Hesaplamalarda Jamovi (The Jamovi Project, 2022)

kullanilmistir.
3.Arastirma Bulgulan
3.1. Faktor analizi

Paternalist liderlik icin yliriitiilen kesfedici faktor analizi sonucunda ulasilan 5
faktorli yapida Kaiser-Meyer-Olkin 6lgiisii (KMO=.942) analiz i¢in 6rneklemin yeterli
oldugunu, Bartlett kiiresellik testi ¥ (153) = 3208, p <.001, korelasyon yapisinin faktor
analizi igin uygun oldugunu géstermistir (Tabachnick ve Fidell, 2015). Ozgiin 6lgekten
bazi1 madde farklariyla ayn1 boyutlarda bes faktorlii yapi ile agiklanan varyans %70 olarak
gerceklesmistir. Ozgiin Slcekte yer alan p8 maddesi (Calisanlarla iliskilerinde seving...)
binisiklik, p17 maddesi ise (Disiplin yanlisi ama ayni zamanda...) yetersiz yik degeri
nedeniyle 6l¢ekten ¢ikarilmistir. Faktorlerin agikladiklari varyans miktar1 bakimindan; is
yerinde aile ortami1 %24.18, bireysellesmis iliski %17.22, ¢alisanlarin is dis1 yasamina
katilim %12.91, sadakat beklentisi %7.00, statii hiyerarsisi ve otorite %8.57 olarak
gerceklesmis ve ozgiin Olcege yakin degerler kaydetmistir. Ikinci olarak, orgiitsel
kronizm algis1 6l¢egi i¢in uygulanan kesfedici faktor analizi sonucunda 3 faktorlii yapida
Kaiser-Meyer-Olkin 6l¢iisi (KMO=.965) analiz i¢in 6rneklemin yeterli oldugunu,
Bartlett kiiresellik testi ¥ (91) = 3772, p <.001, korelasyon yapisinin faktdr analizi igin
uygun oldugunu gdstermistir. Ozgiin 6lgekten bazi madde farklariyla ayn1 boyutlarda bes
faktorlii yapi ile agiklanan varyans %81 olarak gerceklesmistir. Ozgiin dlgekte yer alan
k12 maddesi (Kurumumuzda, yonetici-¢alisan iligkileri...) binisiklik sebebiyle dlgekten
cikarilmistir. Faktorlerin agikladiklar1 varyans incelendiginde; i¢ grup yanliligi %39.20,
paternal kronizm %22.60 ve karsilikli ¢ikar aligverisi %19.20 olarak gergeklesmis ve

0zgiin 6lgege yakin degerler kaydetmistir.

Ikinci olarak, paternalist liderlik Slcegi i¢in 6zgiin lcekteki bes faktorlii yapr ve
tek faktorli yapi dogrulayici faktor analizine (DFA) tabi tutulmustur. Tablo 1’de
goriildiigii iizere her iki yap1 da gegerli bulunmamustir. Ugiincii olarak kesfedici faktor

analizinin isaret ettigi 5 faktorlii yap1 test edilmis; bu testte modifikasyon endeksleri
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incelenerek ayrisma gegerligini gliclendirmek i¢in p18’in (Calisanlart i¢in neyin en iyi...)
dlcekten cikarilmasia karar verilmistir. Olgeklerde yer alan maddelerin faktor yiikleri
asgari 0.5 degerini karsilamaktadir. Ikinci olarak yapilarin Cronbach alfa ve AVE
katsayilar1 kontrol edilmistir. I¢ tutarlilik ve birlesme gecerliginin biitiin dlgekler icin
yeterli oldugu (AVE>.50) g6z oniinde bulundurularak ayrigsma gecerliginin kontroliine

ilerlenmistir.

Tablo 1. Olgeklerin Uyum Gostergeleri

RMSEA %90 CI
CFlI TLI SRMR RMSEA Alt Ust
Paternalist liderlik
Ozgiin 5 faktor .896 876 .061 103 .093 113
Tek faktor .857 841 .068 115 106 124
Modifiye 5 faktor .955 942 .033 .079 .066 .092
Orgiitsel kronizm
Ozgiin 3 faktor .959 .950 .027 .093 .079 107
Tek faktor 923 911 .033 124 112 137
Modifiye 3 faktor .989 .985 .018 .058 .036 .079

Orgiitsel kronizm algis1 dncekine benzer tutumla alternatifleriyle incelenmis; bazi
calismalarda ele alindig1 gibi tek faktorli yapt smmanmis ve bu calismada tutarh
bulunmamustir. Ugiincii testte kesfedici faktdr analizinin isaret ettigi 3 faktorlii yap1 ele
alimustir. Testte modifikasyon indeksi yardimiyla ayrigsma gecerligini gliglendirmek i¢in
k6 (Yoneticiyle iligkileri iyi...) ve k7 maddelerinin (Yoneticiye kosulsuz sadakat...)
olgekten cikarilmasma karar verilmigtir. Olgiim modellerinin uyum gdstergeleri
incelendiginde her ikisinin de kabul edilebilir degerler kaydettigi goriilmektedir (Hair vd.,
2014; Yaslioglu, 2017). Calismada kullanilan paternalist liderlik dlgegi ¥* (106) = 245,
CFI=.955, TLI =.942, SRMR = .0333, RMSEA = .0791; &rgiitsel kronizm algis1 y 2 (49)
= 83.5, CFI =.989, TLI = .985, SRMR = .0183, RMSEA = .0579 ile kabul edilebilir

Olclim araclardir.

Tablo 2’de yer alan DFA sonuglar1 paternalist lider davranisinin; is yerinde aile
ortami1 (P1) 6 madde ile (a.=.97, AVE = .84), bireysellesmis iliski (P2) 3 madde (o= .94,
AVE = .85), calisanlarin is dis1 yasamina katilim (P3) 3 madde (o = .91, AVE = .78),
sadakat beklentisi (P4) 2 madde (o = .73, AVE = .58), statii hiyerarsisi ve otorite (P5) 3
madde (o= .81, AVE = .59) ile 6l¢iilebilecegini gostermektedir. Orgiitsel kronizm algist;
i¢ grup yanlihigi (K1) 5 madde (o = .97, AVE = .87), paternal kronizm (K2) 4 madde (a
= .96, AVE = .89), karsilikli ¢ikar aligverisi (K3) 3 madde (a = .90, AVE = .79) ile

Olciilmiistiir.
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Tablo 2. Dogrulayic1 Faktor Analizi
Faktor yiiki Cronbach alfa AVE

Paternalist liderlik olgegi

P1(1)  Calisanlarina karst bir aile tiyesi gibi... .88 97 .84
P1(3)  Isyerinde bir aile ortam... .90

P1(4)  Kendi ¢ocuklariymis gibi... .88

P1(5) Calisanlar: disaridan gelecek elestirilere... .88

P1(6)  Her ¢alisanla birebir iliski kurmaya... .90

P2(7)  Her ¢alisan: sahsen tanimaya... .88 .94 .85
P2(9) Calisanlarinin gelisimini ve... .88

P2(10) Gerektiginde ¢alisanlart adina... .84

P3(11) Calisanlarin is disi sorunlarinda... 91 91 a7
P3(12) Calisanlarin ozel etkinliklerine... .76

P3(13) Calisamin ozel hayatinda bir... .82

PA(15) Calisanlar hakkinda karar verirken... 73 73 .58
PA(16) Calisanlar: degerlendirirken sadakat... .68

P5(19) Isle ilgili konularda ¢alisanlarmn... .66 .81 .59
P5(20) Isle ilgili her faaliyeti kontrol etmek... .61

P5(21) Calisanlarla yakin iliskiler kurmasina... .83

Orgiitsel kronizm algist

K1(1)  Yoneticimiz, kisisel yakinligi olan... .85 97 .87
K1(2)  Kurumumuzda, ¢calisanlar édiillendirilirken... .89

K1(3)  Yéneticimiz, catismalari ¢ozerken... .95

K1(4)  Kurumumuzda, finansal veya... .86

K1(5) Kurumumuzda, kararlar alimirken... 91

K2(8)  Yoneticimiz, verdigi kararlari... 91 .96 .89
K2(9)  Kurumumuzda, personel degerlendirmede... .83

K2(10) Yéneticim, kendisine sadakat... .94

K2(11) Yoneticimiz, kurumumuza baghlik... .96

K3(13) Calisanlar bir konuda yoneticimizi... a7 .90 .79
K3(14) Yoneticimiz, kendi ¢ikarlarina uygun... .89

K3(15) Yoneticimiz, ¢alisanlarla ilgili karar ... .89

Not. N = 210.

P1: Is yerinde aile ortam: yaratma, P2: Bireysellesmis iliski, P3: Calisanlarin is disi yasamlarina
katilim, P4: Sadakat beklentisi, P5: Statii hiyerarsisi ve otorite, K1: I¢ grup yanliligi, K2: Paternal
kronizm, K3: Karsilikli ¢cikar alisverisi.

3.2. Paternalist liderlik ve orgiitsel kronizm iliskisi

Degiskenlere ait betimleyici istatistikler ve korelasyonlar Tablo 3’te yer
almaktadir. 1lk olarak, paternalist liderligin “iyi niyetli” ii¢c boyutu orgiitsel kronizm
algisiyla istatistiksel olarak anlamli ters yonlii iliski sergilemektedir. Sirayla i¢ grup
yanlilig1, paternal kronizm ve karsilikli ¢ikar aligverisi bakimindan is yerinde aile ortami
(r=-33,p<.001; r=-32, p<.001; r =—.26, p <.001), bireysellesmis iligki (r =31, p
<.001; r =-32, p <.001; r =-.25, p <.001), ¢alisanlarin is dis1 yasamlarina katilim (r = —
27, p <.001; r = =29, p <.001; r = —21, p <.001) bu iligkiyi ortaya koymaktadir.
Paternalist liderligin statii hiyerarsisi ve otorite boyutu ise oOrgiitsel kronizmle negatif
yonlii ve zayif iligkiler sergilemektedir. Kronizm bilesenlerine gore sirayla bu iligki (r =

—.15, p <.05; r = —.14, p <.05; r = —.12, p >.05) seklinde gerceklesmistir. Ote yandan
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sadakat beklentisi, orgiitsel kronizm algisinin tiim bilesenleriyle pozitif yonli anlamh
iligkiler sergilemektedir (Sirayla r =.34, p <.001; r =40, p <.001; r =.33, p <.001).
Demografik degiskenler i¢inde 6grenim durumu, paternalist liderligin tiim bilesenleriyle
ters yonli gliclii iliskiler sergilemekte, “paternal kronizm™ ve “karsilikli ¢ikar aligverigi”
ters yonlii zayif iliski sergilemektedir. Orneklemde yas ile arastirma degiskenleri arasinda
negatif yonlii zayif iligkilere rastlanmistir. Cinsiyet bakimindan, kadinlarin bazi
paternalist liderlik boyutlar1 ile tiim boyutlarda orgiitsel kronizm algis1 erkeklere gore
daha diisiik seviyede gerceklesmistir. Deneyim ve sektor farkliligi iki degiskenle ters

yonlii iligki sergileseler de bu iliskilerin biiyiikk cogunlugu istatistiksel olarak anlaml

bulunmamastir.
Tablo 3. Degiskenlere Yo6nelik Istatistikler ve Korelasyonlar
M__ SD 1 2 3 4 5 6 7 8 9 10 11 1
Yas? 221 .85
Deneyim® 292 107 .81
Cinsiyet® 162 .49 -.03 .08
Ogrenim* 299 89 327 297 217
Sektor® 113 34 0L -04 -07 09
P1 358 118 -17° -18" 13  -.36™ .08
P2 363 119 -21" -17° 170 357 04 85"
P3 356 118 -14" -14 13  -35™ 07 .8 .80
P4 338 111 -13 09 197 26" -21" 23" 21" 27"
P5 401 85 18" -18" 07  -34™ -08 69" .64 .66 .23
K1 317 139 -05 -04 170 13 08 33 —31" 27" 34" _15°
K2 289 142 14" —08 18" 16" —13 32" _32™ _20™ 40" -14" 87
K3 266 129 12 10 20" 15" 12 26" -25™ —21" 33" 12 81" .86™
Not. N = 210.

P1: Is yerinde aile ortami, P2: Bireysellesmis iliski, P3: Calisanlarin is disi yasamlarina katihm, P4:
Sadakat beklentisi, P5: Statii hiyerarsisi ve otorite, K1: I¢ grup yanhiligi, K2: Paternal kronizm, K3:
Karsilikli ¢cikar alisverisi.

aYas (1 = 18-30, 2 = 31-40, 3 = 41-50, 4 = 51 ve iizeri). "Deneyim (1 = 1-5, 2 = 6-10, 3= 11-15, 4 = 16
ve iizeri). “Cinsiyet (1 = Erkek, 2 = Kadm). Ogrenim (1 = Ortadgrenim, 2 = Onlisans, 3 = Lisans, 4 =
Yiiksek lisans ve doktora). ®Sektdr (1 = Kamu, 2 = Ozel).

“p < .05, "p < .01, "p <.001.

Paternalist liderlik bilesenlerinin orglitsel kronizm algist tizerinde etkilerini
Olemek i¢in yiiriitiilen hiyerarsik regresyon analizinin sonuglar1 Tablo 4’te sunulmustur.
Modele ilk olarak kontrol degigkenleri ve ikinci adimda paternalist liderlik bilesenleri
eklenmistir. Regresyon modeli i¢ grup yanliligi i¢in varyansin yaklasik %36’sin1 (R2 =
.36, F(8,201) = 14.06, p < .001) tahmin etmektedir. Kontrol degiskenleri varyansin
%4’linii tahmin etmektedir, bunlar i¢inde cinsiyet ve 6grenim diizeyi istatistiksel olarak
negatif ve anlami etkide bulunmustur. Yas, cinsiyet ve 6grenim diizeyinin kontrol edildigi
ikinci model varyansin %32’sini tahmin etmektedir. Burada paternalist liderlik
bilesenlerinde ikisinin i¢ grup yanlilig {izerinde anlaml etkisi bulunmustur. Is yerinde
aile ortam1 i¢ grup yanlihigi iizerinde negatif, sadakat beklentisi ise pozitif etkide

bulunmaktadir. Paternal kronizme yonelik model de birkac¢ farklilikla birlikte benzer
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sonuclar iretmektedir. Olusturulan model paternal kronizm i¢in varyansin %45’ini (R2
= .45, F(8,201) =20.31, p <.001) tahmin etmektedir. Kontrol degiskenlerinin tamami
paternal kronizm iizerinde negatif yonlii anlamli etkiye sahiptir ve varyansin % 6’sin1
tahmin etmektedir. Modele ikinci adimda eklenen paternalist liderlik bilesenleri
varyansin %39’unu tahmin ederek modelin tahmin giiclinli artirmaktadir. Paternalist
liderlik bilesenlerinin ikisi; is yerinde aile ortam1 ve bireysellesmis iliski paternal kronizm
lizerinde negatif yonlii anlaml1 etkide bulunmustur. Oncekiyle benzer bigimde, sadakat
beklentisi ise giiclii bir etki sergileyerek paternal kronizm tizerinde pozitif yonlii etkide
bulunmustur. Son olarak, model, karsilikli ¢ikar aligverisine iliskin varyansin %30’unu
(R2 = .30, F(8,201) =10.86, p < .001) tahmin etmektedir. Modele kontrol degiskenleri
eklendiginde yas ve cinsiyetin negatif yonlii bir etkide bulundugu goriilmektedir. Birinci
adimm varyansin %6’smi1 tahmin etmektedir. Ikinci asamada paternalist liderlik
bilesenleri modele dahil edildiginde karsilikli ¢ikar aligverisindeki varyansin %24 {inii
tahmin ettigi goriilmektedir. Modelde is yerinde aile ortami bagimli degiskeni negatif

yonlii, sadakat beklentisi ise pozitif yonlii etkilemektedir.

Tablo 4. Hiyerarsik Regresyon Analizi

Orgiitsel Kronizm Algisi
K1. I¢ grup yanliligi K2. Paternal kronizm  |K3. Karsilikli ¢ikar aligverisi
5 p degeri 5 p degeri 5 p degeri
Udim 1
Yag? -.03 .67 -12 .04 -.10 12
Cinsiyet” -.13 .03 -14 .01 -17 .01
Ogrenim diizeyi® -.19 .00 -.18 .00 -.16 .02
AR? .04 .06 .06
AF F(3,206) = 2.70" F(3,206) = 4.14™ F(3,206) = 4.31™
Udim 2
P1. Is yerinde aile ortam -.35 .00 -27 .02 -27 .04
P2. Bireysellesmis iligki -.16 A7 -.25 .02 -.20 .10
P3. Calisanlarin ig disi... -11 .34 -.16 .13 -.06 .63
P4. Sadakat beklentisi .38 .00 45 .00 .34 .00
IP5. Statii hiyerarsisi .10 .23 12 12 .07 43
AR? .32 .39 .24
AF F(5,201) = 20.12"" F(5,201) = 28.36™" F(5,201) = 13.98""

Not. N = 210. Adim 1’de kontrol degiskenleri girilmis, Adim 2’de paternalist lider davranis boyutlar
eklenmistir.
Yas (1 = 18-30, 2 = 31-40, 3 = 41-50, 4 = 51 ve iizeri). "Cinsiyet (1 = Erkek, 2 = Kadm). *Ogrenim (1 =
Ortadgrenim, 2 = Onlisans, 3 = Lisans, 4 = Yiiksek lisans ve doktora).
*p < .05, ™p < .01, ™p <.001.

Bir biitlin olarak arastirma bulgularina géz atildiginda, paternalist liderligin
orgiitsel kronizmi her {ic boyutunda pozitif yonde etkiledigi anlasilmaktadir. Ikinci
olarak, pozitif algilandig1 anlasilan 1yi niyetli paternalist lider davranis1 (is yerinde aile

ortami, bireysellesmis iliski, ¢calisanlarin is dis1 yasamlarina katilim) kronizm algisini her
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lic boyutta negatif yonde etkilemektedir. Bu etki, regresyon modelinde her boyutta P1
icin anlamli, paternal kronizm igin ek olarak “bireysellesmis iliski” boyutunda
istatistiksel olarak anlamli sonug tiretmektedir ve Hipotez 1’1 kismen desteklemektedir.
Diger deyisle calisanlar is yerlerini aile ortami olarak gordiiklerinde kronizm algisi
diismektedir. “Statii hiyerarsisi ve otorite” beklenenin aksine kronizm algisindaki
varyansa katki saglayamamustir. Ote yandan “sadakat beklentisi” paternalist liderlik
modelinin kronizm algis1 tizerindeki en etkili bilesenidir ve kronizm algisin1 gii¢li ve
anlamli bi¢cimde artirmaktadir; bu sonu¢ Hipotez 2’yi kismen desteklemektedir.
Demografik degiskenler icinde yas, yalnizca paternal kronizm boyutunda regresyon
modeline anlaml katki saglamaktadir. Yani yasin yiikselmesi paternal kronizm algisini
diisiiriir niteliktedir. Cinsiyet orgiitsel kronizm algis1 iizerinde etkilidir. Orneklemde yer
alana kadinlarin her {i¢ boyutuyla kronizm algis1 erkek katilimcilara oranla diisiiktiir.
Regresyon modelinde en etkili demografik degisken 6grenim diizeyi olmustur. Ogrenim
diizeyinin artig1 Orgiitsel kronizm algisin1 diisiirmektedir. Sonu¢ olarak bu c¢alisma,
paternalist liderlik davraniginin rgiitsel kronizm algisini etkiledigini, 6te yandan i¢erdigi
ikiliklere dayali olarak model bilesenlerinin Orgiitsel kronizm algisi iizerinde farkli

yonlerde etkide bulundugunu gostermektedir.

SONUC

Bu c¢alismada paternalist liderlik orgiitsel kronizm algisinin bir onciilii olarak
incelenmistir. Bulgular, paternalist liderligin ikili dogasinin kronizm iizerinde farkli
yonlerde etkilerde bulundugunu ortaya koymaktadir. Calismada kullanilan kavramsal
yapilar bakimindan; dogrulayici faktor analizleri mindr degisikliklerle paternalist liderlik
ve oOrgiitsel kronizm algis1 6l¢eklerinin gecerli ve giivenilir oldugunu ortaya koymaktadir.
Benzer arastirmalarda da bu tip mindr degisikliklerle 6lgeklerin kullanilabilir oldugu
degerlendirilmektedir (Or. Soylu, 2011). Korelasyon analizleri, iyi niyetli paternalist
liderlik bilesenleri olarak degerlendirilen “is yerinde aile ortam1”, “bireysellesmis iligki”,
ve “calisanlarin 1s dis1 yasamina katilma” boyutlar ile orgiitsel kronizm algisi arasinda
negatif yonli iliski oldugunu gostermistir. Regresyon analizi bunlar i¢inde “is yerinde
aile ortam1”nin 6nemli bir agiklayict oldugunu gostermistir. Ote yandan cikarci
paternalist lider davranis1 olarak degerlendirilebilecek “sadakat beklentisi” ile orgiitsel
kronizm algis1 arasinda gii¢lii pozitif yonlii iliski varken “statii hiyerarsisi ve otorite” ile

zayif negatif yonlii iliski goriilmektedir. Regresyon modeli de bu bulguyu biiyiik 6l¢iide
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desteklemektedir. Bu bulgu benzer arastirmalarda da gosterilmektedir. Soylu’nun (2011)
arastirmasinda paternalist liderlik faktorlerinden “is yerinde aile ortami” ve “sadakat
beklentisi”, is yerinde zorbalik algisi tlizerinde ilki negatif, ikincisi pozitif etkilerde
bulunmustur. “Statii hiyerarsisi ve otorite”nin bu ve diger baz1 ¢aligmalarda beklenen
sonuglar1 tiretmemesi, kullanilan 6lgme araci ve paternalist liderlik modellerine iliskin
genel bir elestiriyi akla getirmektedir. Buna gore mevcut paternalist liderlik modelleri iyi
niyet ve otorite (Hiller vd., 2019) veya iyi niyetli ve ¢gikarci (Soylu, 2011) boyutlarla tam
olarak ortiismemektedir. Hiller ve arkadaslar1 (2019), Aycan’in (2006) paternalist liderlik
modelinin daha ziyade iyi niyetli liderligi 6l¢tiigli ve otoriteye kismi bir vurgu yaptigini
da ileri stirmektedir. Burada belirtmek gerekir ki 6l¢iime iliskin belirtilen ikiligin aksine
bazi arastirmalarda paternalist liderlik boyutlarinin ilgili bagimsiz degiskenler tizerinde
ayn1 yonde tutarl etkilerde bulundugu da gosterilmistir. (6r. Gergek, 2018; Pelenk &
Acaray, 2019; Tekin, 2019). Bu ¢ercevede, Tiirkiye’de yaygin olarak kullanilan Cheng
vd. (2000) ve Aycan (2006) 6l¢iimlerinin yapisal farkliliklart ve etkilerinin arastirilmast,
paternalist liderlik yazinina katki saglayabilir. Ayrica, paternalist liderligin ¢oklu
dogasina odaklanan arastirmalarda “statii hiyerarsisi ve otorite” ile “yOneticiye giiven”
bir arada incelenebilir. Yazinda, paternalist-otoriter lider davranisiyla (Cheng vd., 2000)
ilgili bagimhi degiskenler arasinda yoneticiye glivenin aracilik rolii oynadig:
gosterilmektedir (Otken & Cenkci, 2012; Dedahanov vd., 2022). Bu durumda,
paternalist-otoriter lider davranisi, giic mesafesinden kaynaklanan kabule dayanan giiven
aracilifiyla (Chen vd., 2014) diger bagimli degiskenler iizerinde etkide bulunuyor
olabilir. Gliven konusunun Aycan (2006) 6l¢iimiindeki statii hiyerarsisi ve otoriteyle nasil

iligki sergiledigini gormek 1ilgi ¢ekici olacaktir.

Orgiitsel kronizm algisma iliskin Turhan (2014) &lgeginin arastirmalarda
cogunlukla tek boyutlu kullandig1 goriilmektedir (6r. Shaheen vd., 2017; Ali vd., 2022;
DeClercq vd., 2022; Elibol & Sever, 2022). Bu calismada ii¢ boyutlu yap1 bazi
modifikasyonlarla gegerli ve giivenilir bir 6l¢me araci olarak kullanilmistir. Genel olarak
paternalist lider davraniglarinin 6rgiitsel kronizm f{izerinde ikili etkisi, kronizmin farkli
boyutlarinda benzer yonde gergeklesmistir. Bunlar i¢cinde paternalist liderligin en giiclii
etkide bulundugu boyut, benzer sayiltilara dayanmasi sebebiyle paternal kronizm
olmustur. Paternal kronizm sadik astlarin kayirilmasi anlamina gelmektedir. Sadakat
beklentisi algis1 yiikseldik¢e “sadik astlarin kayrildigi™na iliskin algi yiikselmistir.

Tersine, ig yerine aile ortami ve bireysellesmis iligki algis1 sadakate dayali kayirma
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algisin1 negatif yonde etkilemistir. Orgiitsel kronizmin ikinci boyutu olarak i¢ grup
yanlilig1, i yerinde aile ortami ve sadakat beklentisi tarafindan benzer bicimde
etkilenmektedir. Bununla birlikte, is yerinde aile ortami algisi, en giiclii ters yonlii katkiy1
astlarla gayri resmi iliskilere dayanan yonetsel yanlilig1 ifade eden bu kronizm boyutunda
vermektedir. Diger boyutlarda, yoneticinin ¢alisan1 sahsen tanimasi veya is yasami
disinda 6zel yasamina katilmasi, gayri resmi iliskiye dayali bu yonetsel yanlilik algis
tizerinde etkili olmamustir. Diger bir deyisle, bu degiskenler anlamli ters yonlil iligkilere
sahip olmakla birlikte kronizm algisinda anlamli fark yaratmamaktadir. Oncekine benzer
bicimde, orgiitsel kronizmin diger bir boyutu olan karsilikli ¢ikar aligverisi algisi da is
yerinde aile ortami yaratilmasiyla azalmakta, ancak sadakat beklentisiyle daha giiclii

bicimde artmaktadir.

Arastirmanin diger bir katkis1 ve diger kronizm arastirmalarindan da bir 6lciide
ayrisan nokta, yazinda kullanilagelen cinsiyet, yas gibi kontrol degiskenleri disinda
dgrenim diizeyinin bu arastirmada 6nemli bir agiklayici olarak belirmis olmasidir. I¢ grup
yanliligin1 odaga alan Kolstad ve Wiig (2013) 6grenim diizeyinin pozitif etkisini
gostermis olsa da kronizm yazininda buna rastlanmamaktadir. Bir 6rnekte, Akuffo ve
Kivipold (2019) kronizmde bu iliskiye dikkat ¢ekmekle birlikte istatistiksel olarak 6nemli
bir etki tespit edememistir. Bu calismada 6grenim diizeyi kronizmin her boyutunda
varyans degisimini anlamli bi¢imde agiklamaktadir. Bu durum, egitim diizeyi
yiikseldik¢e kurulan sosyal baglara dayali olarak giiclin artmasiyla birlikte bu kisilerin
esitsizlikten daha fazla yararlanabilme ve miibadelede bulunabilme potansiyeline sahip
olmasindan kaynaklaniyor olabilir (Akuffo & Kivipdld, 2019). Ilerleyen arastirmalarda

0grenim diizeyinin kronizm algisina yonelik kaydedilen bu olas1 etkisi arastirilmalidir.

Sosyal miibadele kuramindan hareketle, ¢alisanlarin Grgiitle ve yoneticiyle olan
miibadele iligkisi sonucu olusabilecek veya degisebilecek tutum ve davraniglarin yine -
sirastyla- orgilit ve yoneticiye yonelecegine iliskin 6nermeler bulunmaktadir (Yiriir,
2019). Ilerleyen c¢alismalarda, bu kuramsal perspektifle orgiitsel kronizm algisiyla
iligkilendirilecek tutum ve davraniglarin orgiite mi yoksa yoneticiye mi yoneldigi 6nemli
bir aragtirma sorusu olabilir. Yine, ilerleyen arastirmalarda sosyal miibadele kurami
acisindan kayirmanin genel semsiyesi altinda kronizm ve nepotizmin farkini gérmek ilgi
cekici olabilir. Kronizmden kaynaklanan arkadasliga dayali miibadele yiikiimliiliigiiniin

aile bagina dayal1 olan kadar gii¢lii olmadig1 ve bu nedenle bu bagin her zaman 6rgiitsel
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yiikiimliiliklerin 6niine gegmeyebilecegi belirtilmektedir (Pearce, 2015). Arash ve
Tiimer (2008), daha ziyade politika kaynakli kayirmaya dayanan arastirmalarinda
nepotizmin olumsuz sonuglariin daha etkili oldugu gostermektedir. Bir biitiin olarak
kayirma tiirlerinin yaygin goriildiigi orgiitsel ortamlarda kronizme 6zgii farkliliklarin
anlasilmasi, iliskili bir¢ok orgiitsel tutum ve davranislarin daha iyi anlasilmasi igin firsat

saglayabilir.

Orgiitsel kronizm uygulamacilar agisindan da énemli ¢ikarimlara konu edilebilir.
Bu alandaki arastirmalar orgiitsel kronizmin gerek calisanlar gerekse -bu olgunun
liyakatle iligkili digsalligi itibariyla- toplumlar agisindan olduk¢a olumsuz bir algi
oldugunu ortaya koymaktadir. Bu nedenle her diizeyde yoneticiler, calisma barigini
korumak i¢in kronizmin 6niine gegecek yapisal ve prosediirel tedbirleri almalidir. Bu
caligmanin 6ne ¢ikan bulgularindan biri, Tirk kiltiirtiyle de iliskili olarak, paternalist
lider davranis1 olarak betimlenen is yerinde aile ortami saglamanin orgiitsel kronizm
algisin1 azalttigi hususudur. Bununla birlikte bu bulgu tek basina yanilticidir; zira ayni
zamanda yOneticinin, performansi bir kenara birakarak sadakate dayali islem yaptigi
yoniinde bir izlenim vermesi, kronizm algisim1 daha gii¢lii bicimde etkileyerek aile

ortaminin sundugu olumlu tabloyu tersine ¢evirmektedir.

Calismanin 6nemli bir kisit1 segilen 6rnekleme stratejisinden kaynaklanmaktadir.
Katilimcilarin  tespitinde homojenlikten kacinilmaya calisildiysa da tim uygun
orneklemelerde oldugu gibi bulgular evreni temsil etmeyebilir. Yine, ¢alismada beyaz
yakali calisanlar bulunmaktadir. Ilerleyen arastirmalarda mavi yakali calisanlari
kapsayacak Ikinci olarak, yukarida yazina géndermeyle belirtildigi gibi, tercih edilen
paternalist liderlik ve Orgiitsel kronizm 6lgekleri kapsayict olmayabilir. Bununla birlikte,
calismanin paternalist liderlik ve oOrglitsel kronizm algis1 arasindaki iligkinin

anlagilmasina ve bazi ¢ikarimlar yapilmasina katki sagladigi degerlendirilmektedir.

Destek bilgisi: Bu calisma, kamu, ticari veya kar amaci giitmeyen kuruluslar gibi
herhangi bir organizasyondan destek almamaistir

Cikar Catismasi: Bu ¢alismada herhangi bir ¢ikar catismasi bulunmamaktadir.

Etik Onay:: Insan katilimcilari igeren calismalarda gerceklestirilen tiim prosediirler,
kurumsal ve / veya ulusal arastirma komitesinin etik standartlarina ve 1964 Helsinki
deklarasyonuna ve daha sonraki degisikliklerine veya karsilastirilabilir etik standartlara
uygundur.

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

106



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 5, Sayi/Is.: 2 Yil/Year: 2023, Sayfa/Pages: 87-111

Kaynak¢a

Aktas, H. (2020). Paternalist liderlik. S. Polat¢i. (Ed.) Kuramsal temelleriyle érgiitsel davranis élgekleri
rehberi. (ss. 610-634). Ankara: Nobel.

Akuffo, I.N. and Kivipdld, K. (2017), “Leadership behaviour in the context of nepotism, cronyism, and
favouritism: a review of the literature”. S. Morison. (Ed.), Leadership for improvement
perceptions, influences and gender differences (ss. 255-282), Nova Publishers.

Akuffo, I. N., & Kivipold, K. (2019). Influence of leaders’ authentic competences on nepotism-favoritism
and cronyism. Management Research Review, 43(4), 369-386. http://doi.org/10.1108/MRR-02-
2019-0078

Ali, S., Shahzad, F., Hussain, I., Yongjian, P., Khan, M. M., & Igbal, Z. (2022). The outcomes of
organizational cronyism: A social exchange theory perspective. Frontiers in Psychology, 13,
805262-805262. https://doi.org/10.3389/fpsyg.2022.805262

Alpar, R. (2017). Uygulamali ¢ok degiskenli istatistiksel yontemler. Ankara: Detay

Arasli, H., & Tiimer, M. (2008). Nepotism, favoritism and cronyism: A study of their effects on job stress
and job satisfaction in the banking industry of north cyprus. Social Behavior and Personality: An
International Journal, 36(9), 1237-1250. https://doi.org/10.2224/sbp.2008.36.9.1237

Asunakutlu, T., & Avct, U. (2010). Aile isletmelerinde nepotizm algist ve is tatmini iliskisi iizerine bir
arastirma. Stileyman Demirel Universitesi Iktisadi ve Idari Bilimler Fakiiltesi Dergisi, 15(2), 93-
109.

Aycan, Z., Kanungo, R., Mendonca, M., Yu, K., Deller, J., Stahl, G., & Kurshid, A. (2000). Impact of
culture on human resource management practices: A 10-country comparison. Applied
psychology, 49(1), 192-221. https://doi.org/10.1111/1464-0597.00010

Aycan, Z. (2001). Human resource management in turkey - Current issues and future
challenges. International Journal of Manpower, 22(3), 252-260.
https://doi.org/10.1108/01437720110398347

Aycan, Z. (2006) Paternalism: towards conceptual refinement and operationalization. K.S. Yang, K. K.
Hwang ve Kim, U. (Eds.) Scientific Advances in Indigenous Psychologies: Empirical,
Philosophical and Cultural Contributions. (ss. 445-466), Cambridge University Press.
https://doi.org/10.1007/0-387-28662-4 20

Aycan, Z. (2015). Paternalistic leadership. C. Cooper (Ed.), Encyclopedia of Management, Wiley & Sons.

Aycan, Z., Schyns, B., Sun, J. M., Felfe, J., & Saher, N. (2013). Convergence and divergence of paternalistic
leadership: A cross-cultural investigation of prototypes. Journal of International Business
Studies, 44, 962-969. https://doi.org/10.1057/jibs.2013.48

Balliet, D., Wu, J.,, & De Dreu, C. K. (2014). Ingroup favoritism in cooperation: a meta-
analysis. Psychological bulletin, 140(6), 1556. https://psycnet.apa.org/doi/10.1037/a0037737

Bedi, A. (2019). A meta-analytic review of paternalistic leadership. Applied Psychology, 69(3), 960-1008.
https://doi.org/10.1111/apps.12186

Begley, T., Khatri, N., & Tsang, E. (2010). Networks and cronyism: A social exchange analysis. Asia
Pacific Journal of Management, 27(2), 281-297. https://doi.org/10.1007/s10490-009-9137-4

Bellow, A. (2003). In praise of nepotism: A natural history. Doubleday.

Blau, P. M. (1964). Exchange and power in social life. Wiley.

Chen, X. P., Eberly, M. B., Chiang, T. J., Farh, J. L., & Cheng, B. S. (2014). Affective trust in chinese
leaders: Linking paternalistic leadership to employee performance. Journal of management, 40(3),
796-819. doi: 10.1177/0149206311410604

Cheng, B.S., Chou, L.F., & Farh, J.L. (2000). A triad model of paternalistic leadership: The constructs and
measurement. Indigenous Psychological Research in Chinese Societies, 14, 3-64.
https://doi.org/10.1177/0149206311410604

Cingoz, A., & Akilli, H. S. (2015). a study on examining the relationship among cronyism, self reported
job performance and organizational trust. WEI International Academic Conference Proceedings.

107


http://doi.org/10.1108/MRR-02-2019-0078
http://doi.org/10.1108/MRR-02-2019-0078
https://doi.org/10.3389%2Ffpsyg.2022.805262
https://doi.org/10.2224/sbp.2008.36.9.1237
https://doi.org/10.1111/1464-0597.00010
https://doi.org/10.1108/01437720110398347
https://doi.org/10.1007/0-387-28662-4_20
https://doi.org/10.1057/jibs.2013.48
https://psycnet.apa.org/doi/10.1037/a0037737
https://doi.org/10.1111/apps.12186
https://doi.org/10.1007/s10490-009-9137-4
https://doi.org/10.1177/0149206311410604
https://doi.org/10.1177/0149206311410604

K. SEZGILI

(ss. 7-11), Viyana, Avusturya. http://www.westeastinstitute.com/wp-
content/uploads/2015/04/Ayse-and-Serkan.pdf

Cobanoglu, C., Moreo, P. J., & Warde, B. (2001). A comparison of mail, fax and web-based survey
methods. International journal of market research, 43(4), 1-15.
https://doi.org/10.1177/147078530104300401

Colella, A., Garcia, F., Reidel, L., & Triana, M. (2005, August). Paternalism: Hidden discrimination.
In meeting of the Academy of Management, Honolulu, Hawaii, Amerika Birlesik Devletleri.

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. Journal of
management, 31(6), 874-900. https://doi.org/10.1177/0149206305279602

De Clercq, D., Fatima, T., & Jahanzeb, S. (2022). Cronies, procrastinators, and leaders: A conservation of
resources perspective on employees’ responses to organizational cronyism. European Journal of
Work and Organizational Psychology, 31(1), 77-88.
https://doi.org/10.1080/1359432X.2021.1928076

Dedahanov, A. T., Fayzullaev, A. K. U., Abdurazzakov, O. S., Rakhmonov, D. A., & Zakirova, O. (2022).
Paternalistic Leadership Styles and Employee Voice: The Roles of Trust in Supervisors and Self-
Efficacy. Sustainability, 14(19), 12805. https://doi.org/10.3390/su141912805

Dinh, J. E., Lord, R. G., Gardner, W. L., Meuser, J. D., Liden, R. C., & Hu, J. (2014). Leadership theory
and research in the new millennium: Current theoretical trends and changing perspectives. The
Leadership Quarterly, 25(1), 36—62. https://doi.org/10.1016/j.leaqua.2013.11.005

Elibol, G., & Sever, E. (2022). Qrgiitsel. kronizmin isten ayrllma niyeti iizerindeki etkisinde, ise
yabancilasmanin araci rolii. lktisat Isletme ve Uluslararasi lliskiler Dergisi, 1(1), 18-38.

Erden, P., & Otken, A. B. (2019). The dark side of paternalistic leadership: Employee discrimination and
nepotism. European Research Studies, 22(2), 154-181.

Ertureten, A., Cemalcilar, Z., & Aycan, Z. (2013). The relationship of downward mobbing with leadership
style and organizational attitudes. Journal of Business Ethics, 116(1), 205-216.
https://doi.org/10.1007/s10551-012-1468-2

Farh, L. J., & Cheng, B. S. (2000). A cultural analysis of paternalistic leadership in chinese organizations.
J. T. Li, A. S. Tsui ve E. Weldon (Ed.), Management and organizations in the chinese context (ss.
84-127), Palgrave Macmillan. https://doi.org/10.1057/9780230511590 5

Farh, J.L., Cheng, B.S., Chou, L.F., & Chu, X.P. (2006). Authority and benevolence: Employees’ responses
to paternalistic leadership in China. Tsui, A. S., Y. Bian ve L. Cheng (Ed.) China’s domestic
private firms: Multidisciplinary perspectives on management and performance (ss. 230-260).
Sharpe. https://doi.org/10.4324/9781315705804

Gergek, M. (2018). Yoneticilerin babacan (paternalist) liderlik davraniglarinin psikolojik sdzlesme
baglamindaki beklentileri {izerindeki etkilerine yonelik bir ¢alisma. Eskisehir Osmangazi
Universitesi Iktisadi ve Idari Bilimler Dergisi, 13(2), 101-118.
https://doi.org/10.17153/oguiibf.390533

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2014). Pearson new international
edition. Multivariate data analysis, seventh edition. Pearson.

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant validity in
variance-based structural equation modeling. Journal of the academy of marketing science, 43(1),
115-135. https://doi.org/10.1007/s11747-014-0403-8

Hofstede, G. H., & Hofstede, G. (2001). Culture's consequences: Comparing values, behaviors, institutions
and organizations across nations. Sage.

Homans, G. C. (1961). Social behavior: Its elementary forms. New York: Harcourt, Brace & World.

Hudson, S. ve Claasen, C. (2017). Nepotism and cronyism as a cultural phenomenon?. M. S. ABlinder ve
S. Hudson (Ed.). The handbook of business and corruption (ss. 95-118). Emerald.
https://doi.org/10.1108/978-1-78635-445-720161006

Jackson, T. (2016). Paternalistic leadership: The missing link in cross-cultural leadership
studies?. International ~ Journal of  Cross  Cultural Management, 16(1), 3-7.
https://doi.org/10.1177/1470595816637701

103


http://www.westeastinstitute.com/wp-content/uploads/2015/04/Ayse-and-Serkan.pdf
http://www.westeastinstitute.com/wp-content/uploads/2015/04/Ayse-and-Serkan.pdf
https://doi.org/10.1177/147078530104300401
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1080/1359432X.2021.1928076
https://doi.org/10.3390/su141912805
https://doi.org/10.1016/j.leaqua.2013.11.005
https://doi.org/10.1007/s10551-012-1468-2
https://doi.org/10.1057/9780230511590_5
https://doi.org/10.4324/9781315705804
https://doi.org/10.17153/oguiibf.390533
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1108/978-1-78635-445-720161006
https://doi.org/10.1177/1470595816637701

Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 5, Sayi/Is.: 2 Yil/Year: 2023, Sayfa/Pages: 87-111

Jaskiewicz, P., Uhlenbruck, K., Balkin, D. B., & Reay, T. (2013). Is nepotism good or bad? Types of
nepotism and implications for knowledge management. Family Business Review, 26(2), 121-139.
https://doi.org/10.1177/0894486512470841

Jawahar, 1. M., Bilal, A. R., Fatima, T., & Mohammed, Z. J. (2021). Does organizational cronyism
undermine social capital? Testing the mediating role of workplace ostracism and the moderating
role  of workplace incivility. Career Development International, 26(5), 657-677.
https://doi.org/10.1108/CDI-09-2020-0228

Jones, R.G., & Stout, T. (2015). Policing nepotism and cronyism without losing the value of social
connection. Industrial and Organizational Psychology, 8(1), 2-12.
https://doi.org/10.1017/i0p.2014.3

Keles, H. N., Ozkan, T. K., & Bezirci, M. (2011). A study on the effects of nepotism, favoritism and
cronyism on organizational trust in the auditing process in family businesses in
Turkey. International Business & Economics Research Journal (IBER), 10(9), 9-16.
https://doi.org/10.19030/iber.v10i9.5622

Khatri, N., & Tsang, E. W. (2003). Antecedents and consequences of cronyism in organizations. Journal
of Business Ethics, 43(4), 289-303. https://doi.org/10.1023/A:1023081629529

Khatri, N., Tsang, E. W., & Begley, T. M. (2006). Cronyism: a cross-cultural analysis. Journal of
International Business Studies, 37(1), 61-75. https://doi.org/10.1057/palgrave.jibs.8400171

Kolstad, I., & Wiig, A. (2013). Does an educated mind take the broader view? A field experiment on in-
group favouritism among microcredit clients. The Journal of Socio-Economics, 45, 10-17.
https://doi.org/10.1016/j.socec.2013.02.021

Lazar, J., & Preece, J. (1999). Designing and implementing web-based surveys. The Journal of Computer
Information Systems, 39(4), 63-67.

Mendonca, M., Kanungo, R. N., & Aycan, Z. (1999). Culture: The forgotten factor in human resource
management. Vision, 3(2), 1-7. https://doi.org/10.1177/097226299900300202

Merriam-Webster. (t.y.). Favoritism. iginde Merriam-Webster.com thesaurus. Erisim tarihi Agustos 26,
2022, erisim adres https://www.merriam-webster.com/thesaurus/favoritism.

Merriam-Webster. (t.y.). Cronyism. Icinde Merriam-Webster.com thesaurus. Erisim tarihi Agustos 26,
2022, erisim adresi https://www.merriam-webster.com/thesaurus/cronyism.

Niu, C. P., Wang, A. C., & Cheng, B. S. (2009). Effectiveness of a moral and benevolent leader: Probing
the interactions of the dimensions of paternalistic leadership. Asian Journal of Social
Psychology, 12(1), 32-39. https://doi.org/10.1111/].1467-839X.2008.01267.x

Online Etymology Dictionary. (t.y.). Cronyism. i¢inde Etymonline.com. Erisim tarihi Agustos 26, 2022,
erisim adresi https://www.etymonline.com/cronyism.

Osborn, R. N., Uhl-Bien, M., & Milosevic, I. (2014). The context and leadership. D. V. Day (Ed.), The
Oxford handbook of leadership and organizations (ss. 589-612), Oxford University Press.
https://doi.org/10.1093/0xfordhb/9780199755615.001.0001

Osland, J. S., De Franco, S., & Osland, A. (1999). Organizational implications of latin american culture:
Lessons for the expatriate manager. Journal of Management Inquiry, 8(2), 219-234.
https://doi.org/10.1177/105649269982018

Otken, A. B., & Cenkci, T. (2012). The impact of paternalistic leadership on ethical climate: The
moderating role of trust in leader. Journal of Business Ethics, 108, 525-536.
https://doi.org/10.1007/s10551-011-1108-2

Ozen, Y"..& Gil, A. (2007). Sosyal ve egitim bilimleri arastirmalarinda evren-drneklem sorunu. Atatiirk
Universitesi Kazim Karabekir Egitim Fakiiltesi Dergisi, (15), 394-422.

Pasa, S., H. Kabasakal and M. Bodur. (2001). Society, organisations, and leadership in turkey, Applied
Psychology: An International Review 50(4), 559-589. https://doi.org/10.1111/1464-0597.00073

Pellegrini, E. K., & Scandura, T. A. (2008). Paternalistic leadership: A review and agenda for future
research. Journal of Management, 34(3), 566-593. https://doi.org/10.1177/0149206308316063

109


https://doi.org/10.1177/0894486512470841
https://doi.org/10.1108/CDI-09-2020-0228
https://doi.org/10.1017/iop.2014.3
https://doi.org/10.19030/iber.v10i9.5622
https://doi.org/10.1023/A:1023081629529
https://doi.org/10.1057/palgrave.jibs.8400171
https://doi.org/10.1016/j.socec.2013.02.021
https://doi.org/10.1177/097226299900300202
https://www.merriam-webster.com/thesaurus/favoritism
https://www.merriam-webster.com/thesaurus/cronyism
https://doi.org/10.1111/j.1467-839X.2008.01267.x
https://www.etymonline.com/cronyism
https://doi.org/10.1093/oxfordhb/9780199755615.001.0001
https://doi.org/10.1177/105649269982018
https://doi.org/10.1007/s10551-011-1108-2
https://doi.org/10.1111/1464-0597.00073
https://doi.org/10.1177/0149206308316063

K. SEZGILI

Pellegrini, E. K., Scandura, T. A., & Jayaraman, V. (2010). Cross-cultural generalizability of paternalistic
leadership: An expansion of leader-member exchange theory. Group & Organization
Management, 35(4), 391-420. https://doi.org/10.1177/1059601110378456

Pelletier, K. L., & Bligh, M. C. (2008). The aftermath of organizational corruption: Employee attributions
and emotional reactions. Journal of Business Ethics, 80, 823-844. https://doi.org/10.1007/s10551-
007-9471-8

Pelenk, S. E., & Acaray, A. (2019). Paternalist liderligin iiretkenlik karsiti is davranist ve orgiitsel
vatandashik  davramglar1  lizerine etkisi. Electronic  Turkish  Studies, 14(5). 184-189.
https://doi.org/10.29228/TurkishStudies.23015

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common Method Biases in
Behavioral Research: A Critical Review of the Literature and Recommended Remedies. Journal
of Applied Psychology, 88(5), 879-903.

Porter, L. W., & McLaughlin, G. B. (2006). Leadership and the organizational context: Like the weather?
The Leadership Quarterly, 17(6), 559-557. http://dx.doi.org/10.1016/j.leaqua.2006.10.002

Reis, Harry T. & Judd, C. M. (2013). Conducting research on the internet. H. T. Reis ve C. Judd. (Ed.)
Handbook of Research Methods in Social and Personality Psychology. (ss. 443-470), Cambridge
University Press.

Riaz, A. (2018). Impact of ethical leadership on organizational cronyism through mediating role of ethical
culture and moderating role of leader member exchange. Pakistan Journal of Commerce and
Social Sciences, 12(3), 831-850.

Saleem, M. A, Yaseen, A., & Zahra, S. (2018). Predictors of organizational commitment in public sector
hospitals of Pakistan -A moderated mediation study. Journal of Health Management, 20(2), 206-
225. https://doi.org/10.1177/0972063418763656

Shaheen, S., Bashir, S., & Khan, A. K. (2017). Examining organizational cronyism as an antecedent of
workplace deviance in public sector organizations. Public Personnel Management, 46(3), 308-
323. https://doi.org/10.1177/0091026017716655

Shaheen, S., Zulfigar, S., Saleem, S., & Shehazadi, G. (2020). Does organizational cronyism lead to lower
employee performance? Examining the mediating role of employee engagement and moderating
role of islamic work ethics. Frontiers in Psychology, 11, 579560.
https://doi.org/10.3389/fpsyg.2020.579560

Smierciak, S. (2021). Cronyism and Elite Capture in Egypt: From Businessmen Cabinet to Military Inc.
Routledge. https://doi.org/10.4324/9781003185345

Soylu, S. (2011). Creating a family or loyalty-based framework: The effects of paternalistic leadership on
workplace bullying. Journal of Business Ethics, 99(2), 217-231. https://doi.org/10.1007/s10551-
010-0651-6

Tabachnick, B. G. & Fidell, L. S. (2015). Cok degiskenli istatistikierin kullanim:. Nobel Yaymevi, Ankara.

Tekin, E. (2019). Paternalist liderligin is tatmini ve ¢alisan performansina etkisi izerine bir arastirma. Third
Sector Social Economic Review, 54(1), 178-204. https://doi.org/10.15659/3.sektor-sosyal-
ekonomi.19.03.1087

Trompenaars, F. (1993). Riding the Waves of Culture: Understanding Diversity in Global Business. New
York: Irwin.

Turhan, M. (2014). Organizational cronyism: A scale development and validation from the perspective of
teachers. Journal of business ethics, 123, 295-308. https://doi.org/10.1007/s10551-013-1839-3

Turhan, M., & Erol, Y. C. (2019). Ogretme{l goriiglerine gore egitim Orgiitlerinde kronizm, sessizlik ve
sinizm arasindaki iliski. Hacettepe Universitesi Egitim Fakiiltesi Dergisi, 35(4), 874-886.

The jamovi project (2022). Jamovi. (Version 2.3) [Computer Software]. Retrieved from
https://www.jamovi.org.

Wagstaff, M. F., Collela, A., Triana, M. D. C., Smith, A. N., & Watkins, M. B. (2015). Subordinates’
perceptions of supervisor paternalism: a scale development. Journal of Managerial
Psychology, 30(6), 659-674. https://doi.org/10.1108/JMP-10-2012-0287

110


https://doi.org/10.1177/1059601110378456
https://doi.org/10.1007/s10551-007-9471-8
https://doi.org/10.1007/s10551-007-9471-8
https://doi.org/10.29228/TurkishStudies.23015
http://dx.doi.org/10.1016/j.leaqua.2006.10.002
https://doi.org/10.1177/0972063418763656
https://doi.org/10.1177/0091026017716655
https://doi.org/10.3389/fpsyg.2020.579560
https://doi.org/10.4324/9781003185345
https://doi.org/10.1007/s10551-010-0651-6
https://doi.org/10.1007/s10551-010-0651-6
https://doi.org/10.15659/3.sektor-sosyal-ekonomi.19.03.1087
https://doi.org/10.15659/3.sektor-sosyal-ekonomi.19.03.1087
https://doi.org/10.1007/s10551-013-1839-3
https://www.jamovi.org/
https://doi.org/10.1108/JMP-10-2012-0287

Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 5, Sayi/Is.: 2 Yil/Year: 2023, Sayfa/Pages: 87-111

Wang, A. C., & Cheng, B. S. (2010). When does benevolent leadership lead to creativity? The moderating
role of creative role identity and job autonomy. Journal of Organizational Behavior, 31(1), 106-
121. https://doi.org/10.1002/job.634

Wated, G., & Sanchez, J. I. (2015). Managerial tolerance of nepotism: The effects of individualism—
collectivism in a Latin American context. Journal of Business Ethics, 130, 45-57.
https://doi.org/10.1007/s10551-014-2195-7

Wu, M., & Xu, E. (2012). Paternalistic leadership: from here to where?. X. Huang ve M. Bond. (Ed.).
Handbook of Chinese Organizational Behavior: Integrating Theory, Research and Practice (s.
449-466), Elgar. https://doi.org/10.4337/9780857933409.00032

Yaslioglu, M. M. (2017). Sosyal bilimlerde faktor analizi ve gecerlilik: Kesfedici ve dogrulayici faktor
analizlerinin kullanilmas1. Istanbul Universitesi Isletme Fakiiltesi Dergisi, 46, 74-85.

Yukl, G. (2012). Effective leadership behavior: What we know and what questions need more
attention. Academy of Management Perspectives, 26(4), 66-85.
https://doi.org/10.5465/amp.2012.0088

Yiiriir, S. (2021) Sosyal miibadele kurami. I¢inde: S. Yiiriir (Eds.) Orgiitsel davrams kuramlar: (ss.245-
280).

Zhu, J., Song, L. J., Zhu, J., & Johnson, R. E. (2019). Visualizing the landscape and evolution of leadership
research. The Leadership Quarterly, 30(2), 215-232. https://doi.org/10.1016/].leaqua.2018.06.003

Etik Beyani: Bu ¢alismanin tiim siireclerinde etik kurallara uyuldugunu yazar beyan
eder. Bu calismada Adana Alparslan Tiirkes Bilim ve Teknoloji Universitesi Bilimsel
Arastirma ve Yayin Etigi Kurulundan 2021 tarih ve 10.12 sayili karar ile gerekli izinler

alinmistir.

111


https://doi.org/10.1002/job.634
https://doi.org/10.1007/s10551-014-2195-7
https://doi.org/10.4337/9780857933409.00032
https://doi.org/10.5465/amp.2012.0088
https://doi.org/10.1016/j.leaqua.2018.06.003

Journal of Organizational Behavior Review Cilt'Vol.: 5, Sayv/Is.:2
(JOB Review) Yil/Year: 2023, Sayfa/Pages:112-147
Basvuru Tarihi: 14.06.2023

Kabul Tarihi: 04.07.2023

Arastirma Makalesi/Research Article

Uzun Formundan Kisa Formlarina Ol¢ek Revizyonu:
Pozitif Liderlik Olcegi Uygulamas
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Oz

Bu ¢alisma Pozitif Liderlik Olgegini (PLO) kisa formlarina revize etmek iizere arastrma ve
incelemeler icermektedir. Calismanin 6zgiin katkisindan biri; Tiirkce literatiirde yeni gelistirilmis
olan PLO’niin kullanima daha uygun hale getirilerek arastirmacilara fayda saglamasiyken, bir
diger -belki de daha dnemli- katkisi;, uzun form digegin kisa form dlgege revizyon siirecini -
asamalarini, degerlendirme boyutlarini, analizlerini- detayli bicimde bir ornek iizerinde ortaya
koymus olmasidir. Yapilan degerlendirmeler baglaminda ¢alismanin ekinde de sunuldugu iizere 6
boyutlu 12 maddelik (PLO-12-Kisa) form éncelikli olarak onerilmektedir. Ancak boyutlu yapt
kullanmayacak arastirmacilarin da 6 maddeli tek boyutlu yapyr kullanabilecekleri ¢esitli
incelemeler 1siginda ifade edilebilmektedir.

Anahtar Kelimeler: Pozitif Liderlik Ol¢egi, Olcek Kisaltma, Iyi Olus, Konaklama Isletmeleri.

Scale Revision from Long Form to Short Forms:
Positive Leadership Scale Implementation

Abstract

This study includes research and reviews to revise the shorter forms of the Positive Leadership
Scale (PLS). One of the original contributions of the study; While the newly developed PLS in the
Turkish literature has benefited researchers by making it more suitable for use, another -perhaps
more important-contribution; The fact is that the revision process of the long form scale to the short
form scale - its stages, evaluation dimensions, analyzes - has been revealed on an example in detail.
In the context of the evaluations made, a 6-dimensional, 12-item (PLS-12-Short) form is primarily
recommended, as presented in the annex of the study. However, it can be expressed in the light of
various studies that researchers who will not use dimensional structure can also use 6-item one-
dimensional structure.

Keywords: Positive Leadership Scale, Scale Shortening, Well-Being, Accommodation
Establishments.
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Giris

Modern oOrgiitlerde gerek giiven, adalet, is ahlaki, ¢alismadaki anlam ve
degerler gibi konularin 6n plana ¢ikmasi (George, 2003; Bindlish vd., 2012),
gerekse ideal liderlik modelinin, lider ile takipgileri ve ayni zamanda durumsal
kosullarin bir arada degerlendirilmesiyle miimkiin olabileceginin anlasilmasiyla
birlikte yeni liderlik modelleri ortaya ¢ikmistir (Alparslan ve Eksili, 2016). Bu
modellerden birisi olan pozitif liderlik (PL), liderin takipgileri ile kurdugu pozitif
iletisim ve pozitif iliskilerle olusan pozitif ortamlarda takipgilerinin iyi olusunu
arttirmaya odaklanmaktadir. Bu liderlik modeli pozitif orgiitsel psikoloji, pozitif
orgiitsel davranis ve pozitif orgiit okulu alanindan beslenmistir (Cameron, 2013).
Pozitif orgiitsel psikoloji (Gillham ve Seligman, 1999; Seligman, 2012; Cameron
vd., 2003) bireyleri hosgorii, fedakarlik, sorumluluk, erdemli davranis ve is ahlaki
gibi iyi vatandashiga yonlendiren pozitif 6znel deneyimler ve pozitif kisisel
ozellikler ile ilgilidir (Donaldson ve Ko, 2010). Anlamlilik, dayaniklilik, stikran ve
minnet gibi durumlart ve bu durumlarla iliskili sonuglar1 analiz eden (Cameron vd.,
2009) Pozitif orgiit okulu ise, Orgiitlerin ve orgiit lyelerinin digerkamlik ve
digerlerine katki gibi motivasyonlarini, yeteneklerini, siiregler ve ydntemler
kapsaminda inceler (Bernstein, 2003 Cameron vd., 2009). Pozitif orgiit okulu
“lyilik” kavramina vurgu yaparak, insanlik halini en iyi temsil eden durumu ve
insanlik halinin en iyi agiklanabilece§i yaklasimi kesfetmek istemesiyle diger
geleneksel oOrglitsel ¢alismalardan ayrilir (Cameron vd., 2009). Pozitif liderlik

modelinin temel dayanagini olusturan da bu bakis agisidir.

Calisanlarin psikolojik ve duygusal 1yi olusunun yaninda potansiyellerinin
ortaya cikarilmasina odaklanan PL, takipcilerinin pozitif duygularini arttiran, giiclii
yonlere odaklanan, is yerinde pozitif iletisime onem veren dolayisiyla pozitif
ortamlar yaratan, pozitif tutumlar iizerine yogunlasan (Mumford ve Yitzhak, 2014)

erdemli liderlere atifta bulunur (Kelloway ve Barling, 2010; Cameron, 2013;
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Wegner, 2016). “Pozitif” kavrami, iyimser davranmak ve olumlu duygular
olusturmaktan Ote c¢alisanin gii¢lii yonlerini kesfetmeyi ve g¢alisanin yaptigi isi
anlamli kilarak olumlu duygular1 basarmin oOnciilii konumuna getirmeyi ifade
etmektedir (Eksili ve Alparslan, 2022). Pozitif lider, sadece takipgilerinin
davraniglarini etkilemez, bunun yaninda takipgilerine ilham vererek onlar1 harekete
gecirir. Bunu yaparken adalet erdemini sergileyerek gorev ve sorumluluklar: adil
bir sekilde dagitir (Wegner, 2016). PL, liderler ve takipgileri arasinda saglam bir
giiven iligkisi (Mishra and Mishra, 2012) ve calisanlar arasinda seffaf bir adalet
(Mayer, 2012) anlayis1 lizerine insa edilmistir. Pozitif lider orgiitsel pozitiflik
stirecinde Orglit kiiltiirti, orglitsel yap1, orgiit stratejisi ve ¢alisanlar gibi degerlerin
olumlu yonde gelisiminde etkilidir (Zbierowski ve Gora, 2014). Calisanlarin pozitif
duygularinin disavurumu pozitif liderlik davranislar1 sergileyen yoneticilerle

mimkin olmaktadir.

Takipgileri motive etmek, onlarin yeteneklerini gelistirmek ve ortaya
koymalarini saglamak, calisanlara gliven ortami sunmak, takim ¢alismasini tesvik
edecek etkili iletisimi gergeklestirmek, takipgilerin amaglariyla orgiitsel amaglari
biitiinlestirerek hedeflere ulagmaya tesvik etmek, takipcilerin bilgilerini ve
becerilerini gelistirmek liderligin islevlerindendir (Middleton, 2002; Hogan ve
Kaiser, 2005; Wegner, 2016). Pozitif liderlik yaklagimlariningalisanin iyi olusuyla
anlamli ve olumlu iliskisi bulunmaktadir (Alimo-Metcalfe vd., 2008; Arnold vd.,
2007; Luthans vd., 2013; Nielsen vd., 2008; Skakon vd., 2010).

Konaklama sektoriinde miisteri ile galisan etkilesimi yogundur (Buila vd.,
2019). Bu durumda calisanin duygu ve davranislart isletme performansinda
etkilidir. Ancak bu sektorde yonetsel sorunlar, iletisim eksiklikleri, caligandan
beklenen duygusal tepkiler, asir1 is yiikii ve zor miisteriler gibi kosullar sebebiyle
tilkenmiglik ve mutsuzluk orani yiiksektir (Kim vd., 2007). Konaklama sektoriinde

calisanlarin duygu ve davramiglarimi etkiledigi i¢in basar1 biiyiik Olgiide
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yoneticilerin davranislarina baghdir (Terglav vd., 2016; Avolio vd., 2004). Pozitif
liderlik de c¢alisan davranmisini olumlu yonde etkileme giicline sahip bir liderlik

modelidir.

Pozitif liderligi olgmek icin ilk Olgek Cameron (2013) tarafindan
gelistirilmistir. Liderin kendine uyguladigi 24 ifadeden olugmaktadir. Kelloway vd.
(2013)’nin calisanin PL algisim oOlgtiigli 5 ifadeli 6lgek isyerinde g¢alisanin iyi
olusunu arttiran, liderin ¢alisanlar1 neselendirme, takdir etme, calisanlara tesekkiir
etme, iltifat etme ve onlara yardim etme davraniglart ile pozitif liderligi
Olgmektedir. Eksili ve Alparslan (2021)’in gelistirdikleri modelde, pozitif liderlik
Olgegini 30 ifade 6 boyuttan olusmaktadir. Bu ¢aligmanin ilk amaci 30 ifadeli
PLO’niin uzun 8lgek formundan kisa dlgek formuna revizyonu ile kullanima daha
uygun hale getirilmesidir. Ikinci ve hatta daha énemli amac1 ise, arastirmacilarin
ozellikle veri toplama siirecinde 6nemli zorluk nedenlerinden biri olan uzun form
Olcegin, kisa form dlgege revizyon siirecini agamalar halinde sistematik ve anlasilir
bigcimde arastirmacilara sunmaktir. Ozellikle psikoloji ve davranis bilimleri
alanlarinda analiz birimi insandir. Insanin da tutuma, duygulara ve davranislara
dayal1 6l¢timlerinin soyutluklardan operasyonel diizeye inmesi i¢in somut ifadelere
indirgenmis 6l¢eklere ihtiya¢ vardir. Ancak insan ¢ok degiskenli bir yapiya sahip
oldugu i¢in, bir konu iizerine arastirma yapan arastirmacinin sadece ilgili konuyu
Olclimlemesi veya basit diizeyde onciil veya cikti tek bir degisken ile konuyu
aciklama c¢abas1 giderek daha da yetersiz goriilmektedir. Bunun bir sebebi ¢ok
degiskenli analiz bilgisinin artis1 ve ¢ok degiskenli istatistiki analiz yapan
yazilimlara artan erisimken, aslinda en Onemli sebebi; insan gibi karmasik bir
yaptya sahip varligin ¢ok degiskenli yapisi igerisindeki iligki oriintiilerinin ortaya
cikarilma gayretidir. Bu ylizden insanin birgok farkli psiko-sosyal degiskenini

O0lcmeye ihtiya¢ vardir. Ancak bu alandaki arastirma ve arastirmacilarin artisi,
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aragtirmalara katilan katilimcilarda da anket-6l¢ek yorgunlugunun artisini

beraberinde getirmistir.

Birden c¢ok olgegi-faktorii-degiskeni arastirma-model kapsamina alan
arastirmacinin caligmasina veri bulmasi giderek zorlagsmaktadir. Zaman kisit1 ve
ilgisizlik nedeniyle ulasilan katilimcilarin da soru-madde formlarini tamamlamadan
yarida birakmalari s6z konusudur (Smith vd., 2000). Ayrica onlarca soruyu-
maddeyi goren katilimcinin maddeleri anlamaya ve 6zenle cevaplamaya verdigi
zihinsel emek giderek diismektedir. Boylece hem eksik hem de kalitesiz-6zensiz
veri tehdidi artmistir. Bunun yaninda giiniimiizde verilerin online platformlarda
hazirlanarak link halinde katilimcilarin e-postalarina veya cep telefonlarina
ulagtirilmast giderek yaygin durum halini almaktadir. Katilimecinin yiiz yiize
olmadigi, bu yiizden de herhangi bir arastirmaci otoritesi algilamadigi durumlar bu
eksik-kalitesiz veri tehdidini giiglendirici bir etki olusturmaktadir. Bu sebeplerden
dolay1 gorece yiiksek sayida madde ile 6lciilen olgularin daha az sayida madde ile
Olcimlenip 6l¢iimlenemeyecedi lizerine arastirmalar ve incelemeler hatta
uygulamalar giderek artmaktadir (Abdel ve Ahmed, 2006, Brailovaskaia ve
Margraf, 2020; Stanton vd., 2000; Stanton vd., 2002). Bu ¢alismalarda psikoloji
alaninda var olan Olgeklerin daha kisa formlarina ¢evrimi ile alakali incelenmesi
gereken unsurlar ve isletilmesi gereken siire¢ de anlatilmistir (Stanton vd., 2000;
Stanton vd., 2002). Calismanin amaglar1 dogrultusunda, PL literatiirii tanitilacak,
uzun formdan kisa forma revizyon ihtiyaci ve prosediir hakkinda detayli bilgi

verilecek, Aragtirma 1 ve Arastirma 2 olmak {izere analizler gerceklestirilecektir.
Kavramsal Cerceve
Pozitif Liderlik

Pozitif lider takipgilerinin olumlu duygular yasamasini saglayarak onlarin

duygusal 1yi olus diizeylerinin artmasina neden olur. Yalnizca karizmatik, kibar,
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hizmetkar veya giivenilir olmak pozitif liderligi ifade etmek i¢in yeterli degildir. Bu
davraniglarinin yaninda takipgilerini ve orgiitleri pozitif enerji iireten stratejilerle
beslemektedir (Cameron, 2013). Pozitif ortam, pozitif iletisim, pozitif iliskiler ve
pozitif anlam olmak tizeredort bileseninden olusan bu stratejiler Dbir
aradauygulanarak etkili olabilmektedir (Cameron, 2012). Eksili ve Alparslan (2021)
tarafindan kiiltiirel baglam dikkate alinarak yapilan arastirma sonuglarina gore ise
takipgilerinin duygusal iyi olusunu arttiran davramiglardan olusan pozitif liderlik
bilesenleri; yonetsel yetkinlik, geri bildirim, bireysel ilgi, personel giiclendirme,

adalet ve insani davranis boyutlarindan olusmaktadir.

Yonetsel yetkinlik (Rifkin vd., 1999; Hogan ve Warrenfeltz, 2003); isleri
yapmak icin yeni yoOntemler gelistirmek, konular hakkinda diisiinerek tiim
yonleriyle ele almak, farklt beceriler gelistirerek yeni alanlarda uzmanlasmak ve
takipgilerine rehberlik etmek gibi tanimlayici 6zellikleri bulunan bilgelik erdemine
atifta bulunur. Bilge liderler giinliik hayatta pratiklikleri ve is yapma bi¢imleriyle
on plana ¢ikarlar. Bu yiizden takipgilerinin motivasyonunu yiikseltmede ve onlari
daha iyiye yoneltmede giicliidiirler. Sorumluluk sahibi, alaninda uzman, planli ve
¢Oziim treten yoneticilik davranislart uzun yillardir ortaya koyulan liderlik
becerilerindendir. Ancak Eksili ve Alparslan (2021) tarafindan yapilan ¢aligma ile
yOneticinin bilgili, ¢dziim iireten, planli, sorumluluk sahibi, diislinceli ve giivenilir

olmasinin ¢alisanlarin duygusal 1yi olusunu arttirdig1 tespit edilmistir.

Geribildirim, calisanlar1 basarilari nedeniyle takdir etme, katkilarindan
dolayr onlara tesekkiir etme ve onlar1 yapict elestirilerle uyarmay: igermektedir
(Cameron, 2013). Pozitif liderler, iyi ¢calismayan eylemleri, bunlarin ortaya ¢ikan
etkilerini ve daha etkili olmanin yollarini belirleyerek destekleyici bir sekilde yapici
geri bildirim saglayabilir (Landsberg, 2003). Liderin geri bildirimi takipg¢ilerinin

olumlu benlik yapisin1 gili¢lendirir, motivasyonunun siirdiiriilebilirligini saglar ve
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ise bagliliklarint arttirir (Kelloway vd., 2013; Luthans vd., 2008). Pozitif geri
bildirim ile ¢alisanin 6z-yeterlilik, iyimserlik, umut ve psikolojik dayaniklilig: artar,
yasadig1 pozitif deneyimler sayesinde iyi olusu artar ve pozitif iletisimi gelisir
(Luthans vd., 2007; Fredrickson, 2001). Pozitif iletisimi kullanan liderler,
digerlerinin takima ve organizasyonel sonuglara yaptig1 katkiya deger verir ve bu,
olumlu anlamin uygulanmasim destekler. insanlar algilar1 araciligiyla isten anlam

cikarirlar (Rosso, Dekas ve Wrzesniewski, 2010).

Calisanin ihtiyaclarint 6nemseme, calisana samimi davranma ve deger
verme olarak ortaya ¢ikan bireysel ilgi samimiyet, dayanisma, dayaniklilik, istikrar
ve gliven ortami yaratarak pozitif liderligin orgiit igindeki iliskilerinin temelini
olusturur (Lis, 2015; Cameron, 2012). Pozitif liderlik modelinde, liderin takipgileri
ile gliclii pozitif iligkiler kurmasi ve bu iliskiler araciligiyla takipgilerine deger
verdigini hissettirmesi gerekir. Takipgileriyle teknik bazli siiregleri yonetmek ve is
iligkileri kurmakla kalmaz ayni zamanda sosyal bir mesai de gecirerek pozitif
iligkileri giiclendirir (Alparslan vd., 2019). Calisanlarina bireysel ilgi gosteren,
sefkatli ve affedici davranan yoneticiler ¢alisanlarinin pozitif disavurumlarini daha
yogun bi¢cimde yasamalarina yardimci olurlar (Cameron vd., 2011). Boylece
calisanin duygusal 1y1 olusu ve orgiitsel bagliliginin yaninda aldig: cesaretle birlikte
o0grenme ve deneme arzusu da artmaktadir. Liderin bireysel ilgisi; ¢alisana deger

verme, ihtiyaclarini 6nemseme ve samimi davranma seklinde ortaya ¢cikmaktadir.

Personel giiclendirme yaklasimi, digerlerinin kendilerine yardim etmelerine
yardimc1 olma, eksikliklerden ziyade giiglii yonlere odaklanma ve bunlarla basa
cikma gibi ortak degerleri igeren bir liderlik davranisidir (Rothstein, 1995; Harari,
1994). Calisanin kararlarina saygi duyan ve dnem veren, calisanina inisiyatif ve
firsat veren, giivenen liderler takipgilerinin giiclii yonlerini aciga ¢ikarirlar (Clifton

ve Harter, 2003; Cameron, 2013). Giiclii yonlerini kullanma firsati bulan
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calisanlarin digerlerlerine gore islerini alt1 kat daha fazla sahiplendikleri ve iyi olus

seviyelerinin li¢ kat daha fazla oldugu tespit edilmistir (Rath ve Harter, 2010).

Isyerinde calisanin iyi olusunu adalet boyutu kapsamindaki adil, seffaf ve
diiriist liderler biiyiik 6lgiide etkilemektedir (Le vd., 2016; Alparslan vd., 2019).
Ayrica ¢alisanin algiladigr adalet davranisi isten ayrilma niyeti, orgiitsel baglilik ve
lidere olan giiven gibi Orgiitsel ciktilar1 da etkiler ki giiven pozitif orgiitsel
davranigta yer alan onemli kavramlardan biridir (Luthans, 2002; He vd., 2014).
Ciinki lider ile takipgiler arasindaki iligkinin temeli, giiven ortamina ve g¢aliganlar
arasindaki adalete dayanir (Mayer, 2012; Mishra ve Mishra, 2012). Calisanlarin
giiven duydugu liderler psikolojik agidan gii¢liidiirler (Luthans, 2002). Liderin
adaletli davraniglar1 orgiitte olumlu sosyal iliskileri ve ekip olma becerisini tesvik

eder (Seligman, 2002; Peterson ve Seligman, 2004).

Insanlik erdemini temsil eden giiler yiizliiliik, dikkate alma, olumlu iletisim
yetenegi son bilesen olan insana deger veren davranis boyutundadir. Calisanin
duygusal iyi olusunu olumlu yo6nde etkilemede oldukg¢a gii¢lii davranislardir
(Alparslan vd., 2017). Orgiitte calisanlarla pozitif etkilesim saglayan, sosyal zekas1
yiikksek ve 1yi yiirekli liderler calisanlara kibar davranarak, sevgi ve saygilarini
gostererek insana deger veren davraniglar sergilerler. (Seligman, 2002; Caldwell ve
Dixon, 2010). Sevgiye dayanan samimi iliskiler gelistiren liderler ¢alisanlarin iyi
olusunu arttirmanin yaninda, onlarin giivenini kazandig1 kalici ortamlar yaratirlar
(Kouzes ve Posner, 2003; Caldwell ve Dixon, 2010). iliski odakli liderlik
davraniglarinin ~ pozitif oOrgiitsel sonuglar dogurdugu yapilan ¢aligmalarla

kanitlanmistir (Yukl, 2012; Zaccaro vd., 2001).
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Yontem
Arastirmada Kullanilan Olgekler

Pozitif liderlik Ol¢egi: Eksili ve Alparslan (2021) tarafindan gelistirilen
Olcek, 30 ifadeden olusmaktadir. Yonetsel yetkinlik, geribildirim, bireysel ilgi,
personel giiclendirme, adalet ve insana deger veren davranig olmak lizere alti

boyuttan olusan Slgegin giivenilirlik katsayisi (o) 0,97 olarak bulunmustur.

Is yerinde duygusal iyi olus 6lgegi: Diinya Saglik Orgiitii (DSO) Avrupa
Ofisi tarafindan olusturulan WHO-5 (Topp vd., 2015: 167) 6lgeginin Tiirkge’ye
uyarlamasimi Alparslan (2016) yapmistir. Glivenilirlik katsayisini (o) 0,83 olarak

bulmustur.

Rol 6&tesi davranis Olgegi: Ackfeldt ve Wong (2006)’un gelistirdigi ti¢
boyutlu oOlgegin, 7 ifadeden olusan rol 6tesi davraniglar boyutu kullanilmistir.
Olgegin uyarlama calismasini Yesiltas vd. (2013) yapmustir. Olgegin giivenilirlik

katsayis1 0,63 olarak dl¢iilmiistiir.

Bu calisma (28.07.2022 tarihli ve 414823 sayili Akdeniz Universitesi
Rektorligii Sosyal ve Beseri Bilimler Bilimsel Arastirma ve Yaymn Etigi Kurulu
Onay Belgesi ile) bilimsel arastirma ve yayin etigi kurallarina uygun olarak

hazirlanmastir.

Prosediir

Stanton vd., (2002)’nin 6nerdigi 6l¢ek revizyonu, 3 farkli bakis agisin1 da
beraber barindirmaktadir. Bunlar; yargiya dayali degerlendirmeler, ig¢sel niteliklere
dayali degerlendirmeler ve digsal niteliklere dayali degerlendirmelerdir. Yargiya
dayali degerlendirmeler; uzun form Jlgeklerden kisa form Olgege-Olgeklere
gecerken hangi maddelerin kalacagina karar verme noktasinda istatistigin otesinde;
ilgili konunun teorik kapsamina gore arastirmacinin, arastirmact disinda alandaki

uzman aragtirmacilarin ve gerekirse konu alani icerisindeki drneklemin yargi ve

120



A. M. ALPARSLAN & N. EKSILI

goriislerini dikkate almayi ifade eder. Igsel niteliklere dayali degerlendirmeler; uzun
form 0Ol¢egin psikometrik oOzellikleri ile kisa form-kisa formlar igin segilen
maddeler ile olusturulan yeni 6l¢eklerin 6zelliklerinin uzun form ile karsilastirmali
olarak incelemesini ifade eder. Digsal niteliklere dayali degerlendirmeler ise esas
Olcekteki madde veya 6lcek degiskenleri ile Olgek ile iligkili olmasi beklenen (teori
ve literatiir baglaminda) diger degiskenler arasindaki iliskileri degerlendirmeyi
ifade eder. Uzun form 6l¢egin ve kisaltilmis yeni d6lgegin nomolojik agdaki diger
degiskenlerle iligkilerinin benzer olmas1 (iliskilerin arasinda anlamli farkliligin
olmamasi) beklenir. Asagidaki Tablo 1°de bu prosediir ve incelenmesi gereken

hususlar yer almaktadir.

Bununla birlikte ilgili revizyon siirecinde tek bir veri ile kalmayip en az 2
arastirmanin Onerildigi unutulmamalidir. Yapilan uygulamalarda tek bir arastirma-
veri lizerinde ¢aligip kisa form Olgekler iireten uygulamalar oldugu goriilmektedir.
Ancak Onerilen birden fazla arastirma-veri iizerinde inceleme yapmaktir. Bunun
sebebi kisa form yapinin uzun form yapidan bagimsiz olarak uygulandiginda uygun
istatistikler {tiretip Uretmedigini gorebilmektir. Ayrica katilimcilarm uzun form
yapilarla kisa form yapilara kars1 6zenlerinin farkli olabilecegi diisiiniildiigiinde,

kisaltilan formun ayri-bagimsiz bir arastirma ile tekrar teyit edilme ihtiyacidir.

Tablo 1. Olgek Revizyonu Degerlendirme Alanlart

Degerlendirme | Olcek-Madde Kalitesi Olcek-Madde Kalitesine Karar Verme

Tiiri Kriterleri Detaylar:
Yazarlarin (Teorik- -Hangi maddelerin ilgili oldugu boyutu temsil
Yargiya Dayali) ettigine dair uzmanhga dayanarak karar verme
Degerlendirmeleri (goriintim gegerliligi)

Yargiya Dayah . -Alan uzmanlarindan goriis alma, her bir

Nitelikler Uzman (Teorik-Yargiya maddenin 6znel kalitesini 5 puanlik bir 6lgekte

Dayalr) Goriisti derecelendirilmesi (kapsam gegerliligi

Orneklemin (Pratige Dair) [-Olgegin uygulanabilecegi bir drneklemden
Gortsleri gOriis alma

121



Journal of Organizational Behavior Review (JOBReview)
Cilt/Vol.: 5, Sayv/Is.: 2 Yil/Year: 2023, Sayfa/Pages: 112-147

Degisken Istatistikleri

- Her bir boyuttaki her bir madde i¢in ortalama,
varyans, ¢arpiklik ve basiklik degeri

-Her bir boyutta yer alan en yiiksek faktor
ylikiine sahip maddelerin se¢ilmesi -

Eaktgr .Ana}m Boyutun karakteristik maddesini segip,
Istatistikleri . ..
digerlerinin bu maddeye regresyon katsayilarinin
i¢ Niteliklere incelenmesi
Dayal
Degerlendi 1 .
egerlendirmeler : - - Diizeltigmis madde toplam korelasyonu
I¢ Tutarliligin S
Maksimizasyonu -Cronbachalph_a- B}ﬂesﬂ( giivenilirlik
(Compositereliability-CR)
Orijinal Olggk ve -iki 6lgekten alian toplam puanlarin yiiksek
Kisaltilmig Olgegin diizeyde iliskili olmasi, kisa formun uzun form
Mliskisi boyutlari ile iligkili olmasi
Oneiil Degiskenlerle ?Nor.n(.)l(.)J ik agdap onC}ll degiskenlerin se¢imi ve
e iligkisinin test edilmesi, uzun form-kisa
Korelasyon ve Iliskilerin P L
Karsilastiriimast formlarin dnciil degigkenler ile iligkilerinin
Dis Niteliklere karsilastirilmasi (demografik degiskenler dahil)
Dayah
Degerlendirmeler . ]
Sonug Degiskenleriyle

Korelasyon ve iliskilerin
Karsilagtirilmasi (Fisher r
to z doniistimil)

-Nomolojik agdan sonug¢ degiskenlerin se¢imi,
iliskilerin test edilmesi, uzun form-kisa formlarin
cikt1 degiskenleri ile iligkilerinin karsilagtirilmasi

Kaynak: Stanton vd., 2002; Salas-Vallina ve Alegre, 2018; Matthews vd., 2010; Schaufeli vd., 2017;
Rozgonjuk vd., 2016; Richins, 2004.

Olgegi kisaltma prosediirii kapsammda 3 farkli degerlendirme tiiriiniin

arasinda Onerilen net bir Oncelik siralamasinin oldugunu sdylemek veya sirali

asamalar belirtmek zordur. Tiim hususlara biitiinciil bakmak gerekmektedir.

Bununla birlikte Stanton vd. (2002) dissal niteliklerin kismen daha Onemli

oldugunu belirtmistir. Bu siireci isleten 6rnek ¢alismalar incelendiginde tek bir

ideal siirecin izlenmedigi goriilecektir. Ornegin Salas-Vallina ve Alegre (2018)’in

yaptig1 bir 6l¢ek kisaltma ¢aligmasinda 6nce uzman goriisleri ile madde se¢imi yer

almaktadir. Sonrasinda bu maddelere gore dissal nitelikler (madde regresyon

analizleri), sonra icsel nitelikler (i¢sel tutarlilik istatistikleri, uzun-kisa form
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kargilastirmasi) incelenmistir. Yaptiklart ikinci bir arastirma da ise once igsel
nitelikler incelenmis (DFA ve igsel tutarlilik istatistikleri), sonrasinda digsal
niteliklere dair nomolojik ag analizi yapilmistir. Matthews vd. (2010)’da yaptiklar1
calismada da 2 arastirma yapilmustir. Ik arastirmada uzman goriislere gore
maddeler secilmis, sonrasinda sirasyila igsel nitelikler ve digsal nitelikler
degerlendirilmistir. Ikinci arastirmada ise ilk arastirmadan bagimsiz gegerlilik ve
giivenilirlik analizleri yapilmistir. Schaufeli vd. (2017)’nin yaptig1 ¢alismada tek bir
arastirma yapilmis ve siirece yine yargiya dayali madde se¢imi ile baslanmistir.
Bunlardan farkli olarak Rozgonjuk vd. (2016) siirece uzun form iizerinde yaptigi
DFA ile baslayip, faktor yiikii diisiik maddeleri elemistir. Akabinde uzman grubun
yargilarina gore madde se¢imi yaparak devam etmistir. Richins (2004) de yaptig
ilk arastirmada uzun form Olcegin tanimlayici istatistiklerini, faktor analizi
bulgularin1 ve giivenilirlik analizi bulgularini inceleyerek siireci bagslatmigtir.
Sonrasinda digsal madde kalitesi degerlendirmeleri yapip uzman goriise sonra

sunmustur.

Goriildiigii iizere tek bir ideal siire¢ islememistir. Pozitif Liderlik Olgeginin
(PLO-30-Uzun) kisa formlarim gelistirmeyi amaglayan bu c¢alismada izlenen siireg
sirali olmaktan ziyade birgok inceleme kriterini beraber ele alan bir yaklagim
izlenmistir. Bulgular kisminda iki farkli arastirma verilerinin incelendigi prosediir

detayli bigimde agiklanmastir.
Bulgular
Arastirma 1

Calisma kapsaminda énce PLO-30-Uzun’un gelistirildigi siiregteki son
arastirmanin verileri degerlendirilmeye alinmistir. Veriler; uygun 6rneklem yontemi
ile 5 yildizli otel isletmelerinde calisan 390 is gorenden yiiz yiize anketler ile

toplanmistir. Katilimeilarin %61°1 erkektir. Yas ortalamasi 31 olan 6rneklemin
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sadece %3’1 50 yas ve lizeri konumdadir. Goriildiigl iizere kismen geng niifus (y
kusagi) agirliktadir. Ayni zamanda katilimceilarin %47’°sinin medeni durumu evlidir.
Bu orneklem iizerinde Eksili ve Alparslan (2021) tarafindan gelistirilen 30
maddeden 6 boyuttan olusan “Pozitif Liderlik Olcegi (PLO-30-Uzun)” 6’1 likert
derecelendirilmesi (1-Kesinlikle katilmiyorum, 6-Kesinlikle Katiliyorum ve diger
Olcekler 1- Hicbir zaman, 6- Her zaman) ile uygulanmistir. Katilimcilara ayrica yas,
cinsiyet, medeni durum, isletmedeki ve sektordeki c¢alisma siiresi de sorulmustur.
Ilgili veriler iizerinde olgek revizyon siirecinin adimlar1 asagidaki gibi

yuritilmistir.

Yargiya Dayah Degerlendirmeler

Oncelikle maddelerin teorik ve operasyonel kapsami dogrultusunda
degerlendirilmesi yapilmistir. Bu degerlendirme 3 farkli kesim tarafindan
yapilmistir. Teorik degerlendirmeler; ilgili dlgegi gelistiren arastirmacilar (f=2),
isyerinde  mutluluk alaninda c¢alisan akademisyenler (f=7) tarafindan
gergeklestirilirken, operasyonel diizlemde hangi maddelerin pratikte daha fazla
yasandigi-daha iyi anlasildigina dair degerlendirmeler ise 6rneklemi temsil eden
kisiler (f=10) tarafindan gercgeklestirilmistir. Degerlendirmeler sonunda olusan
“yargtya dayali madde indeksi” ile 6lgekte-boyutlarda kalmasi gereken maddelerin
kalitesi -boyutlar iginde goreli olarak- siniflandirilmistir (disiik-orta-yiiksek).
Degerlendiriciler her bir boyutta kalmas: gereken 3 maddeyi secerek, maddeler
arasinda Oncelik-yiiksek kalite sirasina gore 1(en iyi-karakteristik madde)-3
arasinda puanlandirmislardir. Maddelerin puanlama sayilari ve ortalama puanlari
dikkate alinarak her bir maddenin goreli olarak kendi boyutundaki kalitesi
derecelendirilmistir. Ornegin 5 maddeli geribildirim boyutundaki “ydneticim bana
tesekkiir eder” maddesi 10 is gorenden 9’u, 7 uzman akademisyenden 5’1 ve 2
aragtirmacinin 2’si tarafindan 1-3 arasinda puanlamaya layik goriilmistiir. Bu

madde uzman ve aragtirmacilar tarafindan ortalama 1,5 puan ortalamasina, is
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gorenler tarafindan 2 puan ortalamasina sahiptir. Tiim boyutlardaki tiim maddeler
bunun gibi bir indeks ile boyut diizeyinde goreli olarak diisiik-orta-yiiksek diye
derecelendirilmistir. Tiim boyutlarda madde sayisinin en az yaris1 kadar madde (3
maddenin asagisina inmeyecek sekilde) yliksek kalite olarak etiketlenmistir (8

maddeli boyutta 4 madde, 5 maddeli boyutta 3 madde, 4 maddeli boyutta 3 madde).

I¢sel Niteliklere Dayah Degerlendirmeler

Bu asamada uzun form oOl¢egin madde istatistiklerinin, giivenilirlik ve
yapisal gecerlilik istatistiklerinin degerlendirilmesi ile madde kalitesinin (tipki
yargisal degerlendirmelerde oldugu gibi) boyutlar nezdinde ve maddeler arasi
goreli olarak diisiik-orta-yiiksek olarak etiketlenmesi siirecine gegilmistir.
Sonrasinda da kisa formlar icin se¢ilen maddelerin madde istatistiklerinin,
giivenilirliklerinin ve yapisal gecerlilik istatistiklerinin incelenerek uzum form
istatistikleri ile karsilastirmas1 yapilmistir. Oncelikle maddelerin standart sapmalar1
ve carpiklik basiklik degerleri incelenerek standart sapmasi ve g¢arpiklik basiklik
degerleri boyutlar bazinda diger maddelere gore gorece biiyiik olanlar diisiik kalite,
diger maddeler ise istatistiklerine gore orta ve yliksek kalite olarak etiketlenmistir.
Sonrasinda boyutlar bazinda madde toplam korelasyon degerleri incelenerek benzer
etiketleme siirecine devam edilmistir. Son olarak da tiim dlgek {izerinde boyutlar
baglaminda dogrulayici faktor analizi gerceklestirilmis ve faktor yiiklerine gore

yine diisiik-orta-yiiksek maddeler etiketlenmistir.

Arastirma 1 verileri iizerinde yapilan degerlendirmeler sonucu elde edilen 3
kisa formun ig¢sel ve digsal niteliklere dayali olarak bulgular biitiinciil bir gozle ele
alinmustir. Oncesinde kisa formlar1 da boyutlu olarak korunan PLO-18 ve PLO-12
Olceklerinin boyutlar nezdinde giivenilirlikleri ve dogrulayici faktor analizleri ile

yapisal gecerlilikleri incelenmistir. Bununla birlikte boyut ortalamalar1 ve standart
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Tablo 2. Uzun ve Kisa Form Olgekler I¢sel Nitelik Degerlendirmeleri

Pozitif Liderlik: Boyutlar PLO-30-Uzun | PLO-18-Kisa | PLO-12-Kisa

Ort{SS.| a |Ort|SS.| a |Ort|SS.| a
Yonetsel Yetkinlik 4,8210,96(0,9314,84(1,01|0,84|4,81(1,05]0,77
Geribildirim 4,58(1,05(0,88]4,68(1,070,81|4,65(1,14]0,79
Bireysel ilgi 4,6311,06(09 (46311 (0,87 (4,62(1,15(0,84
Personel Giiclendirme 47 |101(0,88(4,7 |11,0710,85|4,73(1,080,76
Adalet 4,56(1,23(0,9214,58(1,2310,9 |4,58(1,25]0,83
Insani Davranis 49611,0510,8914,9611,05(0,88(4,96 (1,11 (0,85

PLO-30-Uzun DFA; X2/df:979/387 TLI:0,93 GF1:0,94 RMSEA:0,063
PLO-18-Kisa DFA; X2/df:264/119 TLI:0,96 GF1:0,97 RMSEA:0,056
PLO-12-Kisa DFA; X2/df:93,6/39 TLI:0,97 GF1:0,98 RMSEA:0,06

Tablo 2’deki bulgular incelendiginde PLO-30-Uzun formun igsel niteliklere
dayali degerlendirme kriterleri ile madde elemesi yapilarak daha kisa formlara
indirgenen Olcek yapilarmin kriterleri arasinda onemli diizeyde benzerliklerin
oldugu goriilmektedir. Uzun ve kisa formlarin ortalamalar1 arasinda yapilan
eslestirilmis 6rneklem t testi bulgular1 da ortalamalar arasinda anlamli farkliligin
olmadigin1 gostermektedir (p>0,1). Bununla birlikte madde sayisinin azalmasi ile
beklenen giivenilirlik katsayisinin da azalmasi beklenen bir durumdur. Ancak
goriildiigii tizere 2 maddeli boyut yapilarinda dahi gilivenilirlik katsayilar yeterli
seviye kalmistir. Yine yapilan dogrulayici faktor analizlerinde ayn1 modifikasyon
Onerileri (2 hata birlestirmesi) ile benzer uyum istatistiklerine ulasilmistir. Bu
bulgular baglaminda igsel nitelikler acisindan PLO-18-Kisa ve PLO-12-Kisa

formlar 6nemli 6l¢iide uzun form ile benzer istatistikleri liretmistir.
Dissal Niteliklere Dayal Degerlendirmeler

Uzun form oOlgekten, kisa form Olceklere madde secimi yaparken dikkat
edilmesi gereken (hatta Standonvd (2002)’ye gore kismen daha énemli olan) diger
bir husus; maddelerin dl¢cegin nomolojik agindaki (teorik olarak iligkili ¢ikmasi

gereken) diger degiskenler ile iliskilerinin varliginin-kuvvetinin incelenmesi
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stirecidir. Bu baglamda arastirmada; pozitif liderligin teorik olarak ¢ikti
degiskenleri olan isyerinde duygusal iyi olus (IDIO) ve rol 6tesi davranislar (ROD)
da &l¢iimlenmistir. PLO-30-Uzun’un tiim maddelerinin ilgili iki dl¢egin ortalama
degiskenleri ile iliskisi korelasyon analizi ile incelenmistir. Yine boyutlar
kapsaminda ve diger maddelere gore goreli olarak IDIO ve ROD ile en yiiksek
iliskili maddeler ytiksek kalite olarak etiketlenmis, digerleri ise orta ve diisiik kalite
olarak degerlendirilmistir. Baz1 maddeler nomolojik agindaki degiskenlerle iliskili
¢ikmazken, bazi maddeler zayif da olsa anlamli iligki gostermistir. Anlamli iliskiye
sahip olmayanlar veya ¢ok zayif iliskiye sahip olan maddeler zayif kalite olarak

etiketlenmistir.

Demografik degiskenler ve pozitif liderligin nomolojik agindaki sonug
degiskenleri ve demografik degiskenlerin uzun formdaki boyutlarla ve kisa
formlarla iligkileri karsilastirmali olarak incelenmistir. Bulgular Tablo 3’te

sunularak yorumlanmustir.

Tablo 3. Uzun ve Kisa Form Olgekler Dissal Nitelik Degerlendirmeleri

e PLO-30-Uzun
Pozitif Liderlik: Boyutlar — =
Yas(r) [C(p)| IDIO ROD
Yonetsel Yetkinlik -0,185*** 1 0,953 | 0,416*** | 0,190***
Geribildirim -0,115* 0,869 [ 0,395*** | 0,197***
Bireysel ilgi -0,139** (0,589 | 0,438*** | 0,285***
Personel Gii¢lendirme -0,056 0,307 | 0,440*** | 0,290***
Adalet -0,140** (0,432 | 0,491*** [ 0,248***
Insani Davranig -0,202** 10,426 | 0,349*** | 0,281***
S PLO-18-Kisa
Pozitif Liderlik: Boyutlar — =
Yas(r) [C(p)| IDIO ROD
Yonetsel Yetkinlik -0,169*** | 0,638 | 0,490*** | 0,313***
Geribildirim -0,115* | 0,73 | 0,509*** | 0,323***
Bireysel ilgi -0,117* 0,553 |0,499*** [ 0,263***
Personel Gii¢lendirme -0,067 0,549 |0,441*** | 0,359***
Adalet -0,152** (0,432 | 0,459*** [ 0,262***
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insani Davranis -0,202** | 0,426 | 0,448*** | 0,328%*
ey . PLO-12-Kisa
Pozitif Liderlik: Boyutlar — =
Yas(r) [C(p)| IDIO ROD

Yonetsel Yetkinlik -0,164** | 0,547 | 0,423*** | 0,214***
Geribildirim -0,136** | 0,648 | 0,357*** | 0,202***
Bireysel ilgi -0,127* | 0,57 [ 0,421*%** | 0,270***
Personel Gii¢lendirme -0,063 ]0,573]0,419*** | 0,281***
Adalet -0,132** | 0,684 | 0,498*** | 0,255***
insani Davranis -0,198** | 0,782 | 0,353*** | 0,273***

# C (p): Cinsiyete gore yapilan bagimsizlik 6rneklem t testinin anlamhlik degeri, IDIO: Isyerinde Duygusal Iyi
Olus, ROD: Rol Otesi Davranis

Uzun ve kisa form pozitif liderlik 6lgeklerinin hem demografik degiskenler
(yas-cinsiyet) ile hem de nomolojik aglarindaki sonug degiskenleri (IDIO-ROD) ile
iliskilerinin incelendigi analizler gerceklestirilmistir. Oncelikle yas degiskenin
orijinal uzun form olgekteki boyut skorlar1 ile korelasyon analizleri
gerceklestirilmistir. Goriildiigi tizere 18 maddelik ve 12 maddelik kisa formlarin
yas degiskeni ile iligkisi benzerlik gostermektedir. Bir baska demografik degisken
olan cinsiyet degiskenine gore boyutlar arasinda anlamli farkin olup olmadigi
orijinal 6l¢ek dahil 3 6lgekte de incelenmistir. Tiim formlarda cinsiyet degiskeni
boyut ortalamalarini farklilagtirmamistir. Demografik degiskenlerin yaninda, pozitif
liderlik ile iliski olmasi beklenen IDIO ve ROD degiskenlerinin pozitif liderlik
Ol¢eginin boyutlar ile iliskisi incelenmistir. Kisaltilan her iki formda da pozitif
liderlik boyutlarinin ¢ikti degiskenler ile iligkileri olduk¢a yakin diizeyde

goriilmiistir.

Olgeklerin kisaltilmasi siirecinde boyutlarin  korunmasi Snemsenmistir.
Ancak arastirmalarinda pozitif liderligi tek boyutlu olarak kullanmay: tercih
edebilecek aragtirmacilar i¢in de her bir boyuttan tek (en karakteristik) maddenin
yer aldigt 6 maddelik tek boyutlu Olcegin de istatistikleri incelenmistir.

Goriilmiistiir ki 6 maddeden olusan PLO-6-Kisa formun giivenilirlik katsayist
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0,879’dur. Yapilan DFA sonucu uyum istatistikleri de x2/df:19,3/9, TLI:0,98,
CFIL:99, RMSEA:0,054 seklindedir. Tiim maddelerin faktor yiikii 0,63 degerinin

ustinde bulunmaktadir.

Ayrica

madde

toplam  korelasyon

istatistiklerine

bakildiginda hi¢cbir maddenin korelasyon deger, 0,4 ’ten asag1 degildir. Bu baglamda

PLO-6-Kisa formun da kullamilabilirligi durumu sz konusudur. Bununla birlikte

Tablo 4’te orijinal uzun form 6l¢egin ortalama puanlari ile kisaltilmis 3 kisa formun

ortalama puanlar arasindaki korelasyon analizleri de incelenmistir.

Tablo 4. Uzun ve Kisa Form Ortalama Olgek Puanlari iliskisi

PLO-30-Uzun * PLO-18-Kisa

PLO-30-Uzun * PLO-12 Kisa

PLO-30-Uzun * PLO-6 Kisa

0,988***

0,980***

0,958***

Tablo 4’ten de goriildiigii tizere kisaltilan formlar ile orijinal form arasindaki

ortalama puanlar arasindaki korelasyon degerleri oldukca yiiksek durumdadir.

Ancak bu bulgu ile de yetinilmemis, dissal niteliklere gore degerlendirme yaklagimi

gereginde her bir formun sonug¢ degiskenleri ile korelasyonlari arasinda anlamli

farkliligin olup olmadiginin goériilmesi adina Fisher Z testi yapilmistir.

Tablo 5. Uzun ve Kisa Form Ortalama Olgek Puanlar1 Uzerinden Nomolojik Ag iliskileri-Fisher’z

korelasyon

Doniistimii
Nomolojik Ag Degiskeni | PLO-30-Uzun | PLO-18-Kisa z p
IDIO 0,491%** 0,485*** 0,874 0,191
Nomolojik Ag Degiskeni | PLO-30-Uzun | PLO-12-Kisa z p
IDIO 0,491%** 0,485*** 0,677 0,249
Nomolojik Ag Degiskeni | PLO-30-Uzun | PLO-6-Kisa z p
IDIO 0,491*** 0,475*** 10,1224 | 0,107
Nomolojik Ag Degiskeni | PLO-30-Uzun | PLO-18-Kisa z p
ROD 0,277*** 0,288*** 1,457 0,073
Nomolojik Ag Degiskeni | PLO-30-Uzun | PLO-12-Kisa z p
ROD 0,277*** 0,292*** 1,54 0,062
Nomolojik Ag Degiskeni | PLO-30-Uzun | PLO-6-Kisa z p
ROD 0,277*** 0,284*** | -0,495 0,310

Fisher Z doniistimii; degiskenlerin birbirleri 1ile iliskileri arasindaki

degerlerinin

anlamli

olarak

farklilasip

farklilasmadiklarini
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incelemektedir. Tablo 5’teki bulgularin yorumlanmasi gerekirse; érnegin PLO-30-
Uzun ile IDIO arasindaki korelasyon degeri 0,491 (p<0,001)’dir. PLO-18-Uzun ile
IDIO arasindaki korelasyon degeri ise 0,485 (p<0,001)’dir. Bu iki korelasyon
degeri arasinda Fisher Z doniisiimiine goére anlamli bir fark bulunmamaktadir
(z:0,874 0:0,191). Z degerleri +-1,96 arasinda yer aldigin anlamli farkin olmadigi
sOylenebilir. Bu baglamda Tablo incelendiginde uzun form ile tiim kisa formlarin
sonu¢ degiskenleri ile korelasyonlar1 arasinda anlamli fark gézlemlenmemistir.
Boylece tiim formlarin hem igsel hem digsal niteliklere gore degerlendirildiginde

orijinal form Ol¢ege oldukea yakin istatistikler iirettigi sdylenebilir.

Revize edilen kisa formlarla birlikte pozitif liderligin tek bir maddeli 6l¢iime
indirgenip indirgenemeyecegi incelenmistir. Literatiir incelendiginde uzun form
Olceklerden tek maddeli (singleitemmeasure) dlgeklere revizyonlarin oldugu, bu tek
maddeli Ol¢timlerin psikometrik 6zellikleri ile uzun form o6lgeklerin 6zelliklerinin
kiyaslanarak degerlendirmeler yapildigi goriilmektedir. Teorik olarak tartismaya
acik olan bu husus ile alakali bu ¢alisma da tek boyut 6 maddeli yap: lizerinde bir
inceleme yapmustir. Incelenen psikometrik bulgulara gére faktor yiikii ve madde
toplam korelasyon degeri en yiiksek madde adalet boyutunun karakteristik maddesi
olan “Ydneticim adaletli davranir” maddesi olmustur. Bu maddenin diger uzun ve
kisa dlgek ortalama puanlart ile iligkisi incelendiginde Pearson korelasyon degerleri
asagidaki Tablo 6’da sunulmustur. Bu maddenin adalet boyutunu temsil etmesi,
isyerinde mutlu eden yoneticinin adil yonetici olmasi gerekliligini ortaya
koymustur. Bu teorik tartisma sonug¢ ve tartisma kismina birakilmistir. Ancak bir
arastirma verisi ile “tek madde ile pozitif liderlik Olglimii yapilabilir” iddiasi
miimkiin degildir. Bununla beraber sunu da ifade etmek gerekirki; ilgili madde ile
Olcek ortalama puanlarinin iliski katsayilar1 6nemli diizeyde yiiksek goriinmektedir.

Yapilacak olan Arastirma 2’deki bu durum incelenecektir.
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Tablo 6. Tek Maddeli Form ileDiger Formlarn iliski Analizi

Ol¢ek Formlari 1.(r)
1. Yoneticim adaletli davranir. -

2. PLO-30-Uzun ,809%**
3. PLO-18-Kisa ,831***
4. PLO-12-Kisa ,834%**
5. PLO-6-Kisa 847 ***

Degerlendirmelere Gore Madde Se¢cimi

Yargiya dayali, i¢ ve dis niteliklere dayali olarak toplamda 7 kriter (yargiya
dayali madde indeksi, standart sapma, carpiklik-basiklik, madde toplam
korelasyonu, faktér yiikii, IDIO-madde korelasyonlari, ROD-madde korelasyonlart)
baglaminda 30 maddenin diisiik-orta-yiiksek olarak etiketlenmesi tamamlandiktan
sonra arastirmacilar tarafindan biitiinclil olarak bir degerlendirilme yapildiktan
sonra her boyuttan, boyutun en az yarist kadar maddenin se¢imi tamamlanmistir. 8
maddeli yonetsel yetkinlik boyutunda 4, 5 maddeli geribildirim boyutunda 3, 5
maddeli bireysel ilgi boyutunda 3, 5 maddeli personel gili¢glendirme boyutunda 3, 4
maddeli adalet boyutunda 3 madde secilmis, 3 maddeli insani davraniglar
boyutundan madde ¢ikarilmamistir. Madde sayisi fazla oldugu i¢in 4 maddesi
secilen yonetsel yetkinlik boyutunda da 3 maddeye diisebilirligin testi i¢cin maddeler
aras1 regresyon analizi yapilmistir. Bunun i¢in ilgili boyutun maddeleri iginde
kriterler baglaminda (6zellikle arastirmaci ve uzman goriisleri oncelikli dikkate
alinarak) boyutun en karakteristik (boyutu teorik olarak temsil eden olmazsa olmaz)
maddesi tespit edilmistir. Bulgulara gére bu maddeler diger madde istatistikleri
baglaminda da yiiksek kalite maddeler olarak gdzlenmistir. Secilen “yOneticim
1simi yapmam i¢in gerekli imkan ve kosullar1 saglar” maddesi bagimli degisken,
diger se¢ilen 3 madde bagimsiz degisken yapilarak regresyon analizi
gerceklestirilmistir. Karakteristik maddeyi en fazla yordayan madde secilmis ve
karakteristik madde ile toplanmistir. Bu toplam, yeniden bagimli degisken yapilmis

ve toplami en fazla yordayan madde se¢imi yapilmistir. Buna gore karakteristik
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madde diginda en fazla yordayiciliga sahip olan 2 maddeden sonra diger maddede
aciklanan diizeltilmis varyans (Adjusted R2) diisme egilimi gostermistir. Bu
noktada durulmus ve boylece yonetsel yetkinlik boyutundaki 8 maddeden 3 madde

secimi tamamlanmustir.

Olgek revizyonlarinda boyutlu yapilarin korunmasi, teorik olarak daha
detayli ve agiklayict olabilmek adina olduk¢a 6nemlidir. Bu yiizden 6ncelikle her
boyuttan en az 3 maddenin bulundugu PLO-18-Kisa formun gegerliligi ve
giivenilirligi incelenmistir. Ancak literatiirde -giivenilirligi ve gegerliligi saglandigi
miiddetce- her boyutun 2 madde ile de temsil edilebilecegine dair bilgiler
dogrultusunda -boyutlu yapryr koruyarak- PLO-12-Kisa formu igin her boyuttan
I’er madde daha elenmistir. Bu eleme siirecinde daha 6nceki degerlendirmeye esas
tim unsurlar dikkate alinmis, kriterlere gore gorece daha diisiik kalite maddeler
elenmis ve sonrasinda gegerlilik ve giivenilirlik analizleri ile 12 maddeli yap1 teyit
edilmistir. Son olarak pozitif liderlik degiskenini tek boyut olarak arastirma
modellerinde kullanmay1 tercih edebilecek aragtirmacilar i¢in her bir boyuttaki
karakteristik maddenin kaldigi PLO-6-Kisa formun da 6lgek istatistikleri

incelenmistir.
Arastirma 2

Kisalmig yeni Olgek formlarinin uzun form o6lgek kapsaminin disinda,
yeniden (aym1 sektorde) farkli bir Ornekleme uygulanarak bagimsiz bigimde
gecerlilikleri ve gilivenilirlikleri incelenmistir. Boylece kisa formlarin bir baska
arastirma ile saglamasi yapilmis olacaktir. Arastirmaya 212 konaklama sektorii
calisanm1 katilmistir. Eksik ve hatali doldurulmus 18 veri analiz dis1 birakilmustir.
Yas ortalamasi1 31,4 olan katilimcilarin %60°1 erkek, %401 kadin calisandir.
Aragtirma 1°de gerceklestirilen prosediirlerden igsel ve dissal niteliklere dayali

degerlendirmeler bu veriler iizerinde de gerceklestirilmistir. 6 boyutlu 18 maddeli
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Pozitif Liderlik yapisinin, ayrica 6 boyutlu 12 maddelik ve tek boyut 6 maddelik
yap1 uzun formundan ve uzun formunun verilerinden bagimsiz olarak incelenmistir.
Aragtirmanin bulgulari, arastirma 1’in bulgularina kiyasla daha 6zet olarak asagida

aciklanmistir.

Icsel Niteliklere Dayah Degerlendirmeler

Oncelikle 18 maddeli 6 boyutlu yap1 (PLO-18-Kisa) iizerinde dogrulayici
faktor analizi gerceklestirilmistir. Analizin bulgularina goére tiim maddeler ilgili
faktorlerine anlamli olarak katki saglamakta ve faktor yiikleri de 0,723-0,955
arasindadir. Uyum iyiligi degerleri; x2/df:339/118, CFI:0,95, TLI: 0,93,
RMSEA:0,093 seklindedir. Boyutlarin igsel tutarlilik katsayilar1 0,87-0,94 arasinda
yer almaktadir. 12 maddelik 6 boyutlu yapmin (PLO-12-Kisa) ise faktdr yiikleri
0,777 ile 0,960 arasindadir. Uyum iyiligi degerleri ise; x2/df:105/39, CFI:0,97, TLI:
0,96, RMSEA:0,089’dur. Faktorlerin 2 maddeye inmesine ragmen igsel tutarlilik
katsayilar1 0,81 ile 0,92 arasindadir. Her bir boyuttan en karakteristik maddenin
se¢imi ile olugturulan PLO-6-Kisa 6lgeginin de dogrulayici faktdr analizleri (faktor
yikleri: 0,74-0,84, x2/df:25,3/9, CFI:0,98, TLI: 0,96, RMSEA:0,092, Cronbacha::
0,91) dl¢egin tek boyutlu hali ile de kullanilabilir oldugunu gostermektedir.

Dissal Niteliklere Dayal Degerlendirmeler

Yapilan yeni arastirmada pozitif liderlik boyutlar ile teorik olarak iligkili
olan/olmasi1 beklenen IDIO ve ROD o&lgegi tekrar kullamilmustir. Gegerlilik ve
giivenilirlik analizleri yapildiktan sonra Glgek ortalamalari alinmis ve uygulanan
PLO-18-Kisa 6lgeginin boyutlar: ile korelasyon analizi gerceklestirilmistir. Ilk
arastirmada PLO-30-Uzun formun boyutlari ile IDIO ve ROD arasindaki iliskilere

benzer (anlamlilik, yon, kuvvet agisindan) iliskiler elde edilmistir. PLO-30-Uzun
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formun uygulandig1 Arastirma 1’de pozitif liderlik boyutlar ile igyerinde duygusal

iyi olus arasindaki Pearson Korelasyon iligki katsayilar1 Tablo 7°de sunulmustur.

Tablo 7. Arastirma 1 — Arastirma 2 Uzun ve Kisa Form Olgekler Dissal Nitelik Degerlendirmeleri

PLO-30-Uzun

Pozitif Liderlik: Boyutlar : Afrastlrma 1

IDIO ROD
Yonetsel Yetkinlik 0,416*** | 0,190***
Geribildirim 0,395*** | 0,197***
Bireysel Ilgi 0,438*** | 0,285***
Personel Giiglendirme 0,440*%** | 0,290***
Adalet 0,491*** | 0,248***
Insani Davranis 0,349*** | 0,281***

PLO-18-Kisa

Pozitif Liderlik: Boyutlar : érastlrma?

IDIO ROD
Yonetsel Yetkinlik 0,490*** | 0,313***
Geribildirim 0,509*** | 0,323***
Bireysel ilgi 0,499*** | 0,263***
Personel Giiglendirme 0,441*** | 0,359***
Adalet 0,459*** | 0,262***
Insani Davranis 0,448*** | 0,328***

PLO-12-Kisa

Pozitif Liderlik: Boyutlar _Aragtirma 2

IDIO ROD
Yonetsel Yetkinlik 0,487*** | 0,306***
Geribildirim 0,492*** | 0,316***
Bireysel Ilgi 0,511*** | 0,265***
Personel Giiglendirme 0,424*** | 0,325***
Adalet 0,460*** | 0,283***
Insani Davranis 0,429*** | 0,314***

Aragtirma 2 baglamindaki verilerin PLO-18-Kisa, PLO-12-Kisa ve PLO-6-
Kisa puanlar1 arasindaki iligkiler incelendiginde 6lgek ortalamalarinin birbirleri ile

0,97-0,99 anlaml ve pozitif iliskiler igerisinde oldugu goriilmiistiir. Yapilan Fisher
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Arastirma 1 verileri lizerinde yapilan; tek madde ile 6l¢iim tartigmasi bu veri
tizerinde de incelemeye deger goriilmiistiir. 212 veri lizerinde 18, 12 ve 6 maddelik
formlarin 6l¢ek ortalama puanlart ile “Yoneticim adaletli davranir” sorusuna
verilen cevaplarin korelasyonlari incelenmistir. Bulgular Tablo 8’de sunulmustur.
Bulgulardan da goriildiigii tizere diger formlar ile tek maddenin korelasyonu
0,87’nin tizerindedir. Arastirma 1’in verileri ile kiyaslandiginda diger formlar ile
ilgili madde arasindaki iliski daha da yiikselmistir. Ayrica ilgili tek maddenin
isyerinde duygusal iyi olus ile iliskisi 0,438, rol Otesi davraniglar ile iligkisi
0,249°dur. Bu bulgular da Tablo 7 incelendiginde tek maddenin digsal nitelik
degerlendirmeleri baglaminda da kayda deger oldugunu gostermektedir. Bu durum
algilanan pozitif liderligin, ilgili 6rneklem baglaminda algilanan adaletle ne denli

kuvvetli iliskide oldugunu gostermektedir.

Tablo 8. Arastirma 1 —Tek Maddeli Form ileDiger Formlarin iliski Analizi

Olcek Formlar 1.(r)
1. Yoneticim adaletli davranir.

3. PLO-18-Kisa ,874%**
4. PLO-12-Kisa ,878%**
5. PLO-6-Kisa ,865***

Sonu¢

Bu calismada Eksili ve Alparslan (2021) tarafindan gelistirilen 30 ifadeli
Pozitif Liderlik Olgeginin PLO-18, PLO-12 ve PLO-6 olmak iizere kisa
versiyonlart gelistirilmis ve yeni bir arastirma ile de dogrulanmistir. Caligmada
uzun form 6l¢egin kisa forma doniistiiriilmesi amaciyla izlenmesi gereken prosediir
acik bir bicimde detaylar1 ile sunulmus ve sonrasinda Arastirma 1 ve Arastirma 2
olmak iizere iki farkli Orneklem {izerine yapilan analizlere ve incelemelere yer
verilmistir. Arastirma 1 kapsaminda PLO-30-Uzun’un gelistirildigi siirecteki son

aragtirmanin  verileri  (n=390) kullanilmistir. Oncelikle yargiya dayal
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degerlendirmeler yapilmis, hangi maddelerin kalacagina karar verme noktasinda
arastirmacinin, alandaki uzman arastirmacilarin ve 6rneklemin yargi ve goriislerine
bagvurulmustur. Bu dogrultuda tiim boyutlardaki tim maddeler indeks ile boyut
diizeyinde goreli olarak diisiik-orta-yiiksek olarak derecelendirilmistir. Tim
boyutlarda madde sayisinin en az yarist kadar madde (3 maddenin asagisina
inmeyecek sekilde) yiiksek kalite olarak etiketlenmistir. ikinci asamada, igsel
niteliklere dayali degerlendirmeler yapilmis, kisa form-kisa formlar i¢in segilen
maddeler ile olusturulan yeni Olgeklerin madde istatistikleri, gilivenilirlikleri ve
yapisal gecerlilik istatistikleri uzun form ile karsilastirmali olarak incelemistir.
Uciincii asamada dissal niteliklere dayali degerlendirmeler yapilmus, esas dlgekteki
madde veya Olgek degiskenleri ile Olcek ile iliskili olmasi beklenen isyerinde
duygusal iyi olus ve rol Otesi davramis arasindaki iliskiler degerlendirilmistir.
Arastirma 1 sonucunda ii¢ farkli kisa form 6lgegin gecerliligi ve giivenilirligi ortaya

koyulmustur.

Ayn1 sektorde farkli bir arastirma (Arastirma 2, N=212) yapilarak, veriler
lizerinde Arastirma 1’de gerceklestirilen prosediirlerden icsel ve digsal niteliklere
dayali degerlendirmeler yapilmustir. Igsel niteliklere dayal1 analiz kapsaminda PLO-
18 Kisa form, PLO-12 Kisa form ve PLO-6 Kisa form dlgeklerine uygulanan DFA
sonucunda tiim maddelerin ilgili faktorlerine anlamli olarak katki sagladigi ve
uyum iyiligi degerlerinin kabul edilir sinirlar i¢inde oldugu goriilmiistiir. Dissal
niteliklere dayali degerlendirmelerde, Arastrma 1°de PLO-30-Uzun formun
boyutlar ile duygusal iyi olus ve rol 6tesi davranislar arasindaki iliskilere benzer
(anlamlilik, yon, kuvvet acisindan) iligskiler Arastirma 2’de de elde edilmistir.
Arastirma 1 verileri {lizerinde yapilan; tek madde ile Ol¢lim tartigmast bu veri
iizerinde de incelenmistir. PLO-18, PLO-12 ve PLO-6 maddelik formlarin &lgek
ortalama puanlar ile “Yoneticim adaletli davranir” sorusuna verilen cevaplarin

korelasyonlar1 incelenmistir. Bu formlar ile tek maddenin korelasyonu 0,87 nin
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tizerindedir. Arastirma 1’in verileri ile kiyaslandiginda diger formlar ile ilgili “tek
madde” arasindaki iliski daha da yiiksek bulunmustur. Ayrica ilgili tek maddenin
isyerinde duygusal iyi olus ile iliskisi 0,438, rol Otesi davranislar ile iliskisi
0,249’dur. Bu bulgular da tek maddenin digsal nitelik degerlendirmeleri baglaminda
kayda deger oldugunu gostermektedir. Boylece ekte PLO-18, PLO-12, PLO-6 ve
PLO-Tek Madde yapilariim uzun form yapi ile benzer lgiim degerlerini verdigini
soylenebilir. Son durumda PLO-18’de alt1 boyut ve her boyutta ii¢ madde
bulunmaktadir. PLO-12’de de boyut yapis1 bozulmamus, alt1 boyut ve her boyutta
iki madde bulunmaktadir. PLO-6’da ise lgegin boyut yapisi ortadan kalkmis tek
boyutlu PLO olusmustur.

Pozitif Liderlik 6l¢eginin kisa formlarinin giiglii olup olmadigy, literatiirde
diger kisaltilan formlarin izledigi siire¢, yaptiklart arastirmalar ve inceledikleri
kriterler agisindan incelenmistir. Revizyon siirecini olduk¢a detayli gergeklestiren
Salas-Vallina ve Alegre (2018) madde analizlerini; giivenilirlik ve faktor analizleri
diizeyinde gergeklestirmistir. Ancak bu calisma; Salas-Vallina ve Alegre (2018)
caligmasindaki tiim asamalar1 gergeklestirmekle birlikte maddelerin ¢arpiklik
basiklik degerleri ve standart hatalarini da dikkate almistir. Bir baska 6rnek ¢alisma
olan Russell vd. (2004); carpiklik basiklik degerleri, standart hatalar, ortalamalar ve
madde toplam korelasyonlarina bakmakla birlikte, digsal kriterlere dayali
degerlendirmede farkli arastirmalardaki korelasyonlar arasi anlamli farklilig
sinamamistir. Bagka bir 6l¢ek kisaltma caligmasi kisa form Onerilerini tek arastirma
ile ortaya koyarken (Rozgonjuk vd., 2016), pozitif liderlik kisa formlar1 ayni
sektorde 2 farkli veri ilizerinde tiim siireci tekrarlamistir. Matthews vd. (2010)
yaptig1 ilk arastirmada detayli inceleme yapmisken, yaptigi ikinci ¢alismada sadece
gegerlik ve giivenilirlik analizlerini yapmis, digsal kriter degerlendirmelerine dair

bir incelemede bulunmamustir.
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Literatiirde PL calisanlarin duygusal iyi olusunu arttiran, potansiyellerinin
ortaya c¢ikarilmasina odaklanan, is yerinde pozitif iletisime 6nem veren dolayisiyla
pozitif ortamlar yaratan liderler olarak tamimlanmaktadir. Bu tarz, calisanin
duygusal iyi olusunu arttiran lider davraniglarin1 barindirmaktadir. Bu baglamda
PLO-6’nin maddeleri, dogrudan bu liderin 6zelliklerini barmdiriyor denebilir
(“Yoneticim isimi yapmam i¢in gerekli imkan ve kosullari saglar.” “Yoneticim
yaptigim islerin sonucunu bana iletir.” ‘Yoneticim benim ihtiyaglarimi dnemser.’
‘Yoneticim bana yetki ve sorumluluk verir.” ‘Yoneticim adaletli davranir.’
“Yoneticim selam verir.”). Arastirma sonucu gostermistir ki calisanlarin isini
yaparken onlara saglanan imkan ve kosullar calisanlarin igyerinde duygusal iyi
olusunu arttirmada 6nemli konulardan biridir. Yoneticinin g¢alisana geribildirim
vermesi ve bunu da pozitif iletisim sergileyerek gerceklestirmesi (Winska, 2013)
pozitif ortamlar olusturmak icgin gereklidir. Yoneticinin c¢alisanin bireysel
ihtiyaclarii Onemsemesi pozitif sosyal iliskiler kurulmasinda (Alparslan vd.,
2019), calisana yetki ve sorumluluk vermesi c¢alisanin yeteneklerini ortaya
cikarmakla birlikte 6zglivenin ve duygusal iyi olusunun artmasina (Diener, 2009)
olanak saglamaktadir. Son olarak yoneticinin ¢alisana adaletli davranmasi c¢alisanin
yOneticisine  giivenini  arttirarak  Orgilitsel ~ bagliligi  olumlu  etkileyen

davraniglardandir (Gilirbiiz ve Mert, 2009).

Tartismaya agik olmakla birlikte her iki 6rneklem grubuyla yapilan analizler
sonucunda bu altt maddeli 6l¢ek icinde tek bir madde tiim oOlceklerle yiiksek
korelasyon gostermistir. ‘Yoneticim adaletli davranir.” ifadesiyle PL o6lgekleri
arasindaki yiiksek iliski dikkat cekicidir. Bu durum ¢alisanin is yerindeki
mutlulugunu olumlu etkileyen PL’yi dlgmek i¢in tek bir ifade kullanilabilir mi?
sorusunu akla getirmektedir. Literatiirde Orgiitsel adalet algisinin igyerinde
mutlulugu olumlu ve anlamli etkiledigini ortaya koyan bir¢ok ¢alisma mevcuttur

(Forghani vd., 2013; Jandaghi vd., 2012; Moliner vd., 2008; Singh, 2005).
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Yoneticinin adaletli olmasi ile c¢alisan mutlulugu {izerine yapilan caligmalarda
adaletli ve diiriist liderlerin bu davraniglarinin ¢alisanin mutlulugunu olumlu y6nde
etkiledigi tespit edilmistir (Van Knippenberg ve De Cremer, 2008; Kiersch ve
Byrne, 2015). Tam tersi durumda da adaletsizligi algillayan c¢alisanlar,
algilamayanlara gore daha fazla depresif semptom bildirmislerdir (Ybema ve Van
den Bos, 2010). Adalet, bireyin onuruna saygi duyuldugunu gostermesi bakimimdan
0z-deger duygusuna katkida bulunur (Tyler ve Lind, 1992; Colak ve Erdost,
2004).Calisanlarin pozitif orgiitsel davranig sergilemelerine (Farh vd., 1990) ve iyi
olusg diizelerinin artmasina sebep olur (Le vd., 2016). Adalet toplumlar baglaminda
da mutlulugun temel belirleyicilerindendir. Birlesmis Milletler Siirdiiriileblir
Kalkinma Coziimleri Agi’nin yayimladigi sekizinci Diinya Mutluluk Raporu’nda
(Helliwell, 2020) Diinya’nin en mutlu on iilkesinden yedi tanesi AB iiyesidir. AB
tilkelerinde ulusal yasam memnuniyeti ile sosyal adalet indeksi arasindaki iliskiyi
inceleyen calismada (DiMartino ve Prilleltensky, 2020) sosyal adaletin yasam
doyumu ile yiiksek diizeyde iligkisi tespit edilmistir.

PLO kisa 6lgeklerin psikometrik ve nomolojik ag degiskenleri 6zelliklerine
iliskin olarak karsilasilan bulgular genel olarak ¢ok tatmin edici olsa da bazi
potansiyel simirlamalar vardir. Oncelikle, veriler 6z-bildirim anketi kullanilarak
toplanmustir. Bu nedenle, bilinen ortak 6nyargilar mevcut olabilir. Ikinci olarak,
orneklem, Antalya’da ulasilan konaklama isletmeleri ¢alisanlarindan olusmaktadir,
tiim konaklama isletmesi c¢alisanlarini temsil etmeyebilir. Bu nedenle, daha farkl

bolgelerden daha genis 6rneklemler kullanan arastirmalar gereklidir.

Bu calisma uzun form dSlgeklerin kisa forma doniistiiriilmesi prosediiriiniin
Tiirk¢e yazinda en ayrintili ve 6rnekli halini igermektedir. Bu agidan aragtirmacilar
icin degerli bir prosediir makalesi hiikmiindedir. Tek bir kisa formun degil, farkl

formlarin da ayni ¢aligma ile &nerilebildigini ortaya koymaktadir. Ornek olarak
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PLO-30 ii¢ farkli versiyonda kisaltilmistir. Bunun yaninda PL 6l¢iimii igin tek bir

madde kullanilabilir mi sorusu da tartismaya acgilmistir. Zira literatiirde ¢okca

sayida Olgegin tek maddeli formlar: tiretilmis durumdadir (Abdel ve Ahmed, 2006;

Brailovaskaia ve Margraf, 2020). Bu baglamda ¢alismanin arastirmacilara ve

uygulayicilara makul formlar Onermesi nedeniyle, pratikte Onemli faydalar

saglayacag diistiniilmektedir.

Ekler:
PLO-18-Kisa Form
BOYUT S'I\IFE)A MADDE
1 | Yoneticim isimi yapmam i¢in gerekli imkan ve kosullar1 saglar.
Yonetsel Yetkinlik | 2 | Yoneticim isin olurunu diiglinerek davranis sergiler.
3 | Yoneticim sorumluluk sahibidir.
4 | Yoneticim yaptigim islerin sonucunu bana iletir.
Geribildirim 5 | Yoneticim yapilan ige ve verilen emege saygi duyar.
6 | Yoneticim bana tesekkiir eder.
7 | Yoneticim benim ihtiyaclarimi 6nemser.
Bireysel ilgi 8 | Yoneticim bana deger verir.
9 | Yoneticim bana karsi samimi davranir.
10 | Yoneticim bana yetki ve sorumluluk verir.
Personel 11 | Yoneticim kararlarima 6nem verir.
Giiglendirme 12 Yoneticim gerektiginde inisiyatif kullanmam i¢in bana izin
Verir.
13 | Yoneticim adaletli davranir.
Adalet 14 | Yoneticim galisanlar1 kayirmaz.
15 | Yoneticim hakkimi savunur.
. 3 16 | Yoneticim selam verir.
\]I:rtgl%];fiirls 17 | Yoneticim halimi hatirimi sorar.
18 | Yoneticim giiler yiizliidiir.
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PLO-12-Kisa Form

SIRA
BOYUT NO MADDE
. L 1 | Yoneticim isimi yapmam i¢in gerekli imkan ve kosullar1 saglar.
Yonetsel Yetkinlik ——— — -
2 | Yoneticim isin olurunu diisiinerek davranis sergiler.
L 3 | Yoneticim yapti§im islerin sonucunu bana iletir.
Geribildirim - : . -
4 | Yoneticim yapilan ige ve verilen emege saygi duyar.
. . 5 Yoneticim benim ihtiyaglarimi dnemser.
Bireysel Ilgi —— -
6 | Yoneticim bana deger verir.
Personel 7 | Yoneticim bana yetki ve sorumluluk verir.
Gii¢lendirme 8 | Yoneticim kararlarima 6nem verir.
9 | Yoneticim adaletli davranir.
Adalet ——
10 | Yoneticim galiganlar1 kayirmaz.
insana Deger 11 | Yoneticim selam verir.
Veren Davranis 12 | Yoneticim halimi hatirimi sorar.
PLO-6-Kisa Form
SIRA
NO MADDE
1 Yoneticim isimi yapmam i¢in gerekli imkan ve kosullart saglar.
2 Yoneticim yaptigim islerin sonucunu bana iletir.
3 Yoneticim benim ihtiyaglarimi dnemser.
4 Yoneticim bana yetki ve sorumluluk verir.
5 Yoneticim adaletli davranir.
6 Yoneticim selam verir.

PLO-Tek Madde

1 Yoneticim adaletli davranir.
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Abstract

This research explores the influence of personal qualities, management skills, and opportunity recognition
skills on venture performance in family-owned businesses. The study adopts a deductive approach, formulating
hypotheses based on existing literature to investigate the relationship between entrepreneurial competencies
and business performance. Using a combination of qualitative and quantitative methods, data is collected
through semi-structured telephone interviews with family business owners. The collected data is analyzed using
descriptive statistics, Pearson correlation coefficient analysis, and regression analysis to examine associations
and predictive relationships among the identified competencies. The findings reveal that family business
owners exhibit risk-taking tendencies and optimism, with perseverance as a major strength but facing
challenges related to decision-making and delegation. Limited emphasis on research and development and
market research is observed. The analysis indicates a strong positive association between opportunity
recognition skills and managerial skills. Regression analysis confirms significant associations between
opportunity recognition skills, managerial skills, and sales growth. However, managerial skills demonstrate
an inverse relationship with sales growth.
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Aile Isletmelerinde Basarinin Anahtari: Kisisel Niteliklerin, Yonetim
Becerilerinin ve Firsat Farkindaliginin Incelenmesi

0z

Bu arastirma, kisisel niteliklerin, yonetim becerilerinin ve firsatlar: tanima becerilerinin aile isletmelerinde
girisim performanst tizerindeki etkisini incelemektedir. Calisma, girisimcilik yetkinlikleri ile ig performansi
arasindaki iliskiyi aragtirmak i¢in mevcut [literatiire dayanarak hipotezler olusturan bir yaklasim
benimsemektedir. Nitel ve nicel yontemlerin bir kombinasyonunu kullanarak, veriler aile isletmelerinin
sahipleriyle yapilan yari yapuandrilmis telefon goriismeleri araciligiyla toplanmigtir. Toplanan veriler,
tamimlanan yetkinlikler arasindaki iliskileri ve tahmin edici iligkileri incelemek icin tamimlayici istatistikler,
Pearson korelasyon katsayist analizi ve regresyon analizi kullanmilarak analiz edilmektedir. Bulgular, aile
isletmelerinin sahiplerinin risk alma egilimlerini ve iyimserliklerini sergiledigini, miicadeleci bir ozellik olarak
azimlerinin oldugunu, ancak karar verme ve gorev devretme ile ilgili zorluklarla karsilastiklarint ortaya
koymaktadwr. Avastirmada, arastirma ve gelistirme ve pazar arastirmasina yonelik sinirli bir vurgu oldugu
goriilmektedir. Analiz, firsatlart tanima becerileri ile yonetim becerileri arasinda gii¢lii bir pozitif iliski
oldugunu gostermektedir. Regresyon analizi, firsatlar: tanima becerileri, yonetim becerileri ve satis biiytimesi
arasinda anlaml iliskilerin oldugunu teyit etmektedir. Bununla birlikte, yonetim becerileri satis biiyiimesi ile
ters bir iliski sergilemektedir.

Anahtar Kelimeler: Aile isletmeleri, Kisisel nitelikler, Yonetim becerileri
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Introduction

Family businesses encompass a network interwoven by the traits of multiple small-
scale enterprises, bound together by familial ties or generations linked by consanguinity or
legal relationships. The crux of such organizational conduct is the preservation of the initial
mission and the adherence to fundamental objectives (Sharma, Chrisman, & Chua, 1997).
This inherent distinctiveness posits that family businesses possess traits that set them apart
from non-family enterprises, compelling family members to pursue divergent goals in their
pursuit of strategic objectives. While the argument can be made that family ownership
engenders intricacies within the business realm, it remains irrefutable that family businesses
possess unparalleled and inimitable resources, including accumulated capital and human
resources, endowing them with competitive advantages. Moreover, empirical evidence
proffered by Miller et al. (2007) demonstrates that enterprises devoid of family ties may
experience growth and profitability, albeit at a differential pace compared to family
businesses. Numerous contributing factors underpin the sustained success of family
businesses, prominently featuring the profound engagement of family interests in the
enterprise. Owners of family businesses commit substantial investments to their companies,
as these enterprises serve as sources of family income, security, pride, present and future
career prospects for family members, and bastions of family reputation within the
community. Against this backdrop, this research aims to discern the role played by personal
qualities, management skills, and opportunity recognition capabilities of family business

owners in influencing venture performance.

Family Business

Within the realm of business, the family enterprise emerges as a distinct
organizational paradigm wherein family ownership or control exerts a significant sway over
the decision-making processes (Upton, Teal, & Felan, 2002, p. 72). As a focal point of
inquiry, family firms are characterized by the predominant ownership and operation vested
in specific families or interconnected kinship groups, with leadership responsibilities
extending beyond the confines of immediate family members. The trajectory of such
enterprises hinges on the interplay between the family and the organization, intertwined with
the seamless orchestration of succession planning to ensure enduring prosperity across

familial generations (Colli, 2003).
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Fundamental to family businesses, as outlined by Kreiser et al. (2006), are two
defining attributes: (1) an operational milieu primarily governed by a specific family or
consortium of families, and (2) a steadfast aspiration to maintain long-term control over the
organization. Building upon this framework, Casson (1999) further delineates typical traits
associated with family businesses, encompassing the predilection for modest to moderate
scales of operation, eschewing stock market financing, a reliance on organic growth through
reinvestment of profits, a dependency on short-term credit facilities from banking
institutions, and a proclivity for internal management succession planning. At the heart of
the matter, Ward (1988) underscores the inseparability of the family and the family business,
wherein the well-being of the former intricately intertwines with the fortunes of the latter.
Consequently, the imperative of ensuring the uninterrupted progression of the enterprise
looms large during times of succession planning (Rose, 1993). Relative to their non-familial
counterparts, family businesses oftentimes exhibit restrained growth rates and grapple with
conventional business challenges, necessitating tailored strategies, including conflict
management (lbrahim, Soufani, & Lam, 2003). Moreover, family businesses embody a
distinct organizational ethos and priorities that reflect the cherished aspirations and values
of the family, transcending conventional business tenets (Peters, 2005). While the
unwavering commitment of family ownership instills dynamism within these enterprises,
discernible advantages such as distinctive management styles, long-term perspectives,
insulation from external influences, cultural preservation, and streamlined bureaucratic
structures emerge. Nevertheless, formidable challenges persist, encompassing financing
quandaries, limited avenues for expansion, autocratic managerial tendencies, potential
nepotism, conservative decision-making proclivities, succession predicaments, and familial
disputes (Kreiser et al., 2006). By delving into these intricate dimensions, this research
endeavor seeks to enrich the scholarly dialogue on family businesses and equip stakeholders

with invaluable insights to navigate the labyrinthine path towards sustained prosperity.
Entrepreneurial Competencies

The study of entrepreneurial competencies is rooted in a thorough examination of
competency and competence literature, specifically within the context of entrepreneurship.

The definitions and interpretations of key terms such as "entrepreneur,"” "entrepreneurship,"

and "entrepreneurial” continue to be subjects of ongoing and vibrant debate within scholarly

circles. Consequently, it is imperative to approach the concept of entrepreneurship with
careful deliberation, particularly regarding its association with the establishment and
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management of novel ventures and small-scale enterprises, which distinguishes true
entrepreneurial endeavors from mere owner-manager roles and conventional small

businesses.

Gibb (1996) posits that entrepreneurship revolves around the inception and
administration of fresh ventures and small businesses, thereby emphasizing the distinct
nature of entrepreneurial competencies. It is important to recognize that not all owner-
managers can be regarded as entrepreneurs, and not every small business embodies
entrepreneurial characteristics. The conceptual framework of entrepreneurial competencies
revolves around individuals, colloquially referred to as entrepreneurs, who initiate or
revolutionize companies, leveraging their resource management skills and capitalizing on
emerging opportunities (Bird, 1995). Bird (1995) aligns with existing scholarship on
managerial competence, underscoring the significance of differentiating between
competencies that drive exceptional performance and those that serve as minimum or

baseline standards.

Building upon this foundation, Bird (1995) suggests that the competencies essential
for launching a new enterprise or strategically planning its trajectory can be considered
baseline competencies, whereas highly accomplished entrepreneurs surpass these
foundational attributes, thereby propelling their businesses to unprecedented levels of
growth and prosperity. Bird (1995) advocates for the inclusion of various fundamental
characteristics within entrepreneurial competencies, including specialized knowledge,
motivational factors, personal traits, self-perception, social roles, and abilities, all of which
contribute to the establishment, resilience, and expansion of entrepreneurial initiatives.
However, it is important to acknowledge the inherent variability of competencies among
entrepreneurs, as they may not possess all requisite skills in all circumstances, representing
a notable limitation in Bird's (1995) analysis. Empirical investigations conducted by Man,
Lau, and Chan (2002) shed further light on the relationship between entrepreneurial
competencies and the performance of small and medium-sized enterprises (SMEs). Their
research identifies six distinct domains of entrepreneurial competencies: opportunity
recognition, relationship building, conceptualization, organizational adeptness, strategic
acumen, and unwavering commitment. By employing a combination of interviews with
successful owner/managers in Hong Kong and a comprehensive survey of randomly selected

owner/managers from the local services industry, Man, Lau, and Chan (2002) demonstrate
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the pivotal role of these competencies in influencing the overall performance and outcomes
of SMEs.

The measurement of entrepreneurial competencies constitutes a vital aspect of both
practical applications and scholarly investigations. The establishment of a rigorous
framework for understanding these competencies relies heavily on their accurate and reliable
measurement. Furthermore, the ability to assess competencies before and after specific
actions enables targeted individual development strategies, tailored to the enhancement of
requisite skills.

Numerous approaches to competency measurement have emerged, grounded in
theoretical predictions and assumptions. Chandler and Jansen (1992) conducted a survey
involving a sample of 134 organizations in Utah, employing well-constructed questionnaires
to gauge the competencies necessary for technical, entrepreneurial, and managerial roles.
This comprehensive inquiry not only facilitated self-evaluation but also yielded compelling
evidence validating the reliability of these measurement instruments. Notably, the findings
challenge the conventional notion that the length of an individual's tenure as an
owner/manager or the number of ventures established directly correlates with

entrepreneurial performance.

Conversely, successful entrepreneurs attribute their accomplishments to their
exceptional ability to identify and seize opportunities, as discerned from the survey results.
The respondents strongly emphasize that their motivation to establish and lead a thriving
organization significantly contributes to their success. Chandler and Jansen (1992) contend
that although experience per se may not be directly linked to entrepreneurial proficiency, it
likely plays a pivotal role in the creation of high-performing enterprises. Moreover, the study
underscores that successful founders exhibit a self-perceived high level of managerial

performance and possess advanced interpersonal and organizational skills.

Chandler and Jansen (1992) further posit that competencies associated with
managerial roles are profoundly influenced by accumulated managerial experience,
educational background, and business acumen. In addition, the study illuminates that owners
of highly successful organizations accord great importance to technical skills. Consequently,
respondents demonstrated not only exceptional expertise within their respective operational
domains but also a nuanced understanding of the specific procedures and tools indispensable
for delivering superior products and services. The insightful findings from Chandler and
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Jansen's (1992) study substantiate the notion that accomplished founders of organizations
characterized by remarkable earnings and substantial growth manifest competencies
encompassing a synergy of technical, managerial, and entrepreneurial skills. Furthermore,
the study underscores the invaluable role played by a combination of education, business
acumen, and managerial experience in fostering entrepreneurial success among individuals

occupying leadership positions.
Relationship between Entrepreneurial Competencies and Business Performance

The interplay between entrepreneurial competencies and organizational performance
has emerged as a significant focus of both scholarly inquiry and practical application. This
research endeavor stems from the recognition of the pivotal role these competencies play in
driving organizational growth, performance, and, ultimately, economic development.
Performance measurement research has made profound contributions to the realms of
organization theory and strategic management. In the context of organization theory, the
assessment of organizational effectiveness has evolved through three fundamental
approaches. The goal-based approach emphasizes evaluating organizations based on
internally set goals (Etzioni, 1964). These perspectives are harmoniously integrated through
strategic research, as expounded by Venkatraman and Ramanujam (1986). Financial
performance, representing the primary approach, assumes a central position in assessing
organizational effectiveness. Nonetheless, it falls short of providing a comprehensive
understanding of the multifaceted dimensions of effectiveness (Chakravarthy, 1986). In
addition to financial indicators, performance measures related to operations, such as market
share and product quality, assume significance as they underpin enhanced financial
performance (Hofer and Sandberg, 1987). The final approach transcends performance

measurements to encompass the interests of diverse stakeholders (Zammuto, 1984).

Venkatraman and Ramanujam (1986) propose a holistic framework that classifies
performance measures, providing a structured overview of the current state of research in
this domain. This comprehensive two-dimensional framework delves into financial and
operational measures as its primary aspect, and primary versus secondary data sources as its
secondary aspect. The performance dimensions it encompasses include growth, efficiency,
size, profit, market share, leverage, and success/failure. Building upon this framework,
Murphy, Trailer, and Hill (1996) undertook an empirical investigation examining
performance measures within the context of small businesses and new ventures. Their study

involved a sample of 1,798 organizations with 500 or fewer employees, drawn from the
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compact disclosure database. Employing exploratory and confirmatory factor analyses, they
analyzed two distinct subsamples comprising 995 and 803 organizations, respectively. The
findings revealed a myriad of correlations, both positive and negative, among performance
measures, such as return on equity, debt to equity, and return on assets. Furthermore, the
confirmatory analysis underscored the substantial impact of diverse financial and operational
measures, including current ratio, quick ratio, return on investment, net income, earnings per
share, sales, and number of employees, on the performance of small businesses and new
ventures. It is noteworthy that studies focusing on small and medium-sized enterprises
(SMEs) and entrepreneurship highlight the influential role of behavioral characteristics,
psychological attributes, demographic factors, as well as technical expertise and skill

knowledge on performance outcomes.

Prominent scholars such as Bird (1995) and Chandler and Jansen (1992) emphasize
three distinct areas where competencies exert a profound impact on performance. First,
entrepreneurs endowed with a diverse range of competencies are better positioned to exploit
prevailing opportunities. Based on this the first hypothesis of this study is set as: there exists
a positive relationship between the personal qualities, managerial skills, and opportunity

recognition skills of family business owners.

Second, venture strategy is intricately intertwined with management competencies.
Moreover, resource-based theorists argue that entrepreneurs’ competencies, as well as their
individual abilities, assume the mantle of invaluable resources within organizations
(Mitchelmore and Rowley, 2010). Bird (1995) posits that the very essence of competency
lies in the quality of an entrepreneur's actions, which, in turn, directly influences venture
outcomes. Based on this the second hypothesis of this study is set as: venture performance
is positively associated with the personal qualities and managerial skills of family business

owners.

In a similar vein, Chandler and Jansen (1992) delineate three pivotal roles of
founders' competencies: technical functional role, traditional entrepreneurial skills, and
managerial roles. Their study provides compelling evidence linking venture performance to
founders' self-assessment of competencies. Furthermore, the competencies exhibited by
SMEs are intricately tied to the entrepreneurial stage of the firm's lifecycle, wherein it
transitions from an entrepreneurial management approach to a professionally managed one

(Churchill and Lewis, 1983). During this pivotal juncture, shifts in competencies occur not
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only at the individual level but also permeate the organizational level. Hofer and Charan
(1984) contend that organizations transitioning from entrepreneurial management to
professional management must possess substantial managerial skills including opportunity
recognition skills and undergo rigorous managerial training (Mitchelmore and Rowley,
2010) which all jointly effect the organisational performance. However, opportunity
recognition skills is most influential one among others. Based on this the third hypothesis of
this study is set as: a positive relationship exists between the opportunity recognition skills

of family business owners and venture performance.

Another study conducted by Sambasivan, Abul, and Yusop (2009) examined the
influence of entrepreneurs' opportunity recognition skills, personal qualities, and
management skills on venture performance. Specifically, they explored the mediating role
of opportunity recognition skills in connecting qualities-skills with three performance
measures: profits, sales growth, and sales volume. This empirical investigation was
conducted in Malaysia, drawing upon a random sample of 1,275 SMEs obtained from the
Small-Scale Industries Development Corporation (SMIDEC) publication. By employing a
comprehensive framework encompassing venture performance, qualities-skills, and
opportunity recognition skills, the study shed light on the intricate dynamics underlying
venture success. Based on this the final hypothesis of this study is set as: opportunity
recognition skills of family business owners act as a mediating factor between the qualities
and skills (personal qualities and management skills) of family business owners and venture

performance.

In summary, comprehending the intricate relationship between entrepreneurial
competencies and organizational performance necessitates a comprehensive examination of
diverse dimensions and factors. Through the integration of performance measurement
frameworks and empirical studies, researchers can gain deeper insights into the intricate
interplay between competencies, venture strategy, and organizational success. Such
investigations hold immense promise in advancing our understanding of the critical role
entrepreneurial competencies play in shaping the performance landscape of organizations.
Sambasivan, Abul, and Yusop (2009) devised a questionnaire that revealed the mediating
role of opportunity recognition skills in influencing venture performance. Their findings
indicated that opportunity recognition skills served as a genuine mediator in the relationship

between venture performance and personal qualities. Furthermore, the relationship between
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venture performance and management skills was mediated by prior knowledge, while the

relationship between venture performance and personal qualities was mediated by alertness.
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Figure 1: Sambasivan, Abul and Yusop’s (2009) Framework
Methodology

A deductive approach was employed in this study to test the relationship between
entrepreneurial skills and the performance of selected family businesses, based on the
framework developed by Sambasivan, Abul, and Yusop (2009). The hypotheses were
derived from the existing literature, and the aim was to examine whether these hypotheses
hold true.

Regarding  the data  collection method, this  study  utilized
interrogation/communication techniques by directly engaging with family business owners.
In terms of time dimension, the study can be classified as cross-sectional since the data was
collected once within a specific timeframe, from 03/06/2019 to 03/08/2019.

A combination of qualitative and quantitative methods was employed to explore the
impact of family business owners' competencies on their businesses' performance. Hindle
and Yencken (2004) suggest that qualitative methods, such as in-depth interviews, are
valuable for examining process and behavioral perspectives of management competencies.
Such an approach provides insights into competencies from a process-oriented perspective
that may not be revealed through traditional quantitative methods.

Adhering to the recommended methodology, this study employed a semi-structured
interview technique. This approach allowed for the collection of quantifiable information
through predefined questions based on the work of Sambasivan, Abul, and Yusop (2009).
Likert scale responses ranging from strongly disagree to strongly agree were used.

Additionally, open-ended questions were included to explore other competencies that
contributed to the success of family business owners.
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The interview questionnaire consisted of four parts. Part 1 focused on gathering
participant profiles, including gender, age, education, and experience in the business. It also
captured information about the business, such as industry, the interviewee's position, the
establishment year of the business, and the number of employees. Furthermore, this section
addressed the venture's performance, including sales growth, profit stability, motivation for

starting the business, and the financing used in establishing it.

Part 2 comprised three questions aimed at determining the personal qualities of the
interviewees. Participants were asked to describe themselves as entrepreneurs and identify
their strengths and weaknesses in terms of personal qualities. This section also presented six
statements in which interviewees were asked to rate themselves based on specific personal

quality variables, as explained in the subsequent section.

Parts 3 and 4 mirrored Part 2 but focused on managerial and opportunity recognition
skills, respectively. These sections included two open-ended questions each, prompting
respondents to describe their skills in these areas. Similar to Part 2, six statements were
provided in each section, where interviewees were asked to rate themselves according to the
variables developed to measure managerial and opportunity recognition skills. The
interviews were conducted via phone calls due to the busy schedules of the participants.
Each interview lasted approximately 30 minutes. A total of 35 interviews were conducted

for this study.
Hypotheses and Variables Employed to Test Hypotheses

The primary objective of this research endeavor is to examine the influence of
personal qualities, management skills, and opportunity recognition skills possessed by
family business owners on venture performance. This article presents the hypotheses
formulated to explore the relationships between these variables and the methodology used
to assess them. Additionally, the dimensions of personal qualities, management skills, and
opportunity recognition skills are defined based on the framework proposed by Sambasivan,

Abul, and Yusop (2009). The following hypotheses have been formulated:

HO: There is no relationship between the personal qualities, managerial skills, and

opportunity recognition skills of family business owners.

H1: There exists a positive relationship between the personal qualities, managerial skills,

and opportunity recognition skills of family business owners.
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HO: There is no relationship between venture performance and the personal qualities and

managerial skills of family business owners.

H2: Venture performance is positively associated with the personal qualities and managerial

skills of family business owners.

HO: There is no relationship between the opportunity recognition skills of family business

owners and venture performance.

H3: A positive relationship exists between the opportunity recognition skills of family

business owners and venture performance.

HO: Opportunity recognition skills of family business owners do not act as a mediating factor
between the qualities and skills (personal qualities and management skills) of family

business owners and venture performance.

H4: Opportunity recognition skills of family business owners act as a mediating factor
between the qualities and skills (personal qualities and management skills) of family

business owners and venture performance.

The dimensions of personal qualities, management skills, and opportunity
recognition skills are based on the framework proposed by Sambasivan, Abul, and Yusop
(2009). Personal qualities encompass six dimensions: "energetic, optimistic, goal-oriented,
innovativeness, self-motivation, and risk-taking attitude." Similarly, management skills are
classified into six dimensions, including "active involvement in product/service
management, leadership with delegation skills, proactive engagement in productivity
improvement measures, active pursuit of market development, efforts towards expanding
the customer base, and accurate identification of strategic approaches.” Furthermore,
opportunity recognition skills are divided into six dimensions: "market research, customer
interactions, planning and performance reviews, detection of industry changes, adaptability
to changing circumstances, and experience in dealing with unexpected challenges." To
assess the aforementioned skills, a five-point Likert scale ranging from "strongly disagree"
to "strongly agree” was utilized, following the approach employed by Sambasivan, Abul,
and Yusop (2009). The same scaling methodology was adopted in this study. Venture
performance was measured using three performance measures developed by Sambasivan,
Abul, and Yusop (2009): "sales growth over the past five years™ and "profit stability over
the past five years." The response categories used for structuring the answers to these

questions were consistent with those utilized by Sambasivan, Abul, and Yusop (2009). For
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sales growth, the categories included 0% and below, 0-1%, 1-2%, 2-5%, and above 5%,"
while for profit stability, the categories consisted of "experienced negative profit for more
than 3 years, experienced negative profit for 3 years, experienced negative profit for 2 years,
experienced negative profit for 1 year, and experienced positive profit for 5 years."
Convenience sampling, a non-probability sampling approach commonly referred to as
accidental sampling, was employed for this study. The units of investigation were selected
based on the researcher's convenience. This research investigates the influence of personal
qualities, management skills, and opportunity recognition skills of family business owners
on venture performance. The hypotheses formulated aim to establish relationships between
these variables. The measurement of skills and venture performance is based on a Likert
scale, following the methodology proposed by Sambasivan, Abul, and Yusop (2009). The
findings of this study contribute to the understanding of the factors that impact venture

performance in family businesses.
Method for Analysis

For the analysis of the data gathered through interviews, two statistical techniques
were employed. The first technique involved the use of descriptive statistics to provide a
frequency distribution of the obtained responses. These statistical measures were utilized to
present the empirical findings. To test the research hypotheses, the second technique
employed the Pearson correlation coefficient followed by regression analysis. The Pearson
correlation coefficient is a widely used statistical method for examining associations among
variables, specifically venture performance, personal qualities, management skills, and
opportunity recognition skills. This analytical approach enables the assessment of both the
strength and direction of these relationships (Saunders, Lewis, and Thornhill, 2007). It is
important to note, however, that the Pearson correlation coefficient does not establish
causality between the dependent variable, venture performance, and the independent
variables, namely personal qualities, management skills, and opportunity recognition skills.
To explore causality, regression analyses were conducted. The regression coefficient and its
associated p-value were examined to determine the influence of the independent variables.
Due to the challenge of including all six dimensions of each competency for every
participant, composite scores were computed by averaging the six dimensions. Subsequent

tests were then conducted based on these composite scores.
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Data Analysis
Profile of Interviewees

Table 1: Profile of the Interviewees

Characteristic Percentage| Characteristic Percentage
Gender Education
Male 100% Higher Secondary Education 17%
Technical/Vocational 33%
Age 20-29 32% Bachelor Degree 33%
30-39 17% Post-graduate Degree 17%
40-49 17%| Years of Experience
50-59 17% | in Business Less than 5 Years 17%
60 and Over 17% 5-10 Years 66%
More than 10 Years 17%

The table presented above reveals that all the participants in the study are male, with
a majority falling within the 20-29 age range. Furthermore, the participants possess a

university degree and exhibit 5-10 years of experience in the business sector.

Profile of the Participated Businesses

In this study, a comprehensive analysis was conducted on a diverse range of
companies in the business sector. The findings reveal several key trends and characteristics
among the participants. The majority of these companies have established themselves in the
industry, with an impressive track record of 7-9 years of operation. Additionally, a
substantial number of the participating companies are small-scale enterprises, employing

fewer than 50 individuals.

One notable highlight is the remarkable sales growth observed in a significant
proportion of the companies included in the study, surpassing an impressive 5%.
Furthermore, a substantial majority of these companies have consistently demonstrated
positive profit performance over the past five years, showcasing their resilience and

adaptability in the market.

The study also examined the motivations of business owners, shedding light on their
entrepreneurial journeys. For a significant majority of owners, the driving force behind
venturing into entrepreneurship was the identification of lucrative market opportunities. On

the other hand, a smaller proportion of participants entered the business world with the

objective of maximizing available resources, showcasing a different perspective and
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approach. Moreover, an intriguing finding emerged regarding the funding of these
enterprises. It was discovered that a conspicuous majority of business owners had allocated
funds for their ventures through personal savings, underscoring their commitment and

personal investment in the success of their businesses.
Personal Qualities
Self — Description of Interviewed Entrepreneurs

In this section of the study, participants were asked to provide a self-description as
entrepreneurs, highlighting their strengths and weaknesses. The findings reveal a range of
notable strengths among the owners. Firstly, there is a demonstrated propensity for
calculation, showcasing their ability to make informed decisions based on careful analysis.
Additionally, many owners exhibit a combination of risk aversion and cautious optimism,
striking a balance between prudence and embracing opportunities. Perseverance, an
unwavering commitment to achieving their goals, is also a prominent strength observed

among the participants.

Furthermore, the study identifies a diligent work ethic, motivation, and patience as
key attributes of the participating owners. Many of them are willing to invest long hours in
the office and sacrifice their rest and leisure time, displaying their dedication and drive.
Moreover, an optimistic mindset prevails among the majority of owners, as they believe that

even in challenging situations, there is always an opportunity for a positive outcome.

In terms of goal orientation, all the participating owners are driven by a strong desire
to achieve specific objectives in their personal and professional lives. This ambition serves
as a guiding force for their entrepreneurial endeavors. Additionally, a significant number of
owners display an innovative mindset, acknowledging that mistakes can pave the way for
valuable innovations and improvements. Self-motivation is another characteristic observed
among the majority of participants. They consistently find ways to keep themselves
motivated and driven, even in the face of obstacles and setbacks. Lastly, a noteworthy trait
among the participating owners is their willingness to take risks and embrace new and
unconventional situations. This inclination toward risk-taking demonstrates their openness

to exploration and their ability to navigate uncharted territories.
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Management Skills
Self — Description of Interviewed Entrepreneurs

In this section of the study, owners were invited to describe their management styles
and identify their respective strengths and weaknesses. The findings shed light on a range of
notable strengths exhibited by these entrepreneurs in their management approaches. Firstly,
many owners display a strong, results-led orientation, emphasizing their commitment to
achieving positive outcomes. They adopt a supportive yet critical stance, providing guidance
and feedback to their employees while maintaining a focus on delivering results.

Moreover, the participating owners demonstrate a comprehensive understanding of
all aspects of their businesses. This broad knowledge base enables them to make informed
decisions and navigate various challenges effectively. Additionally, they establish
themselves as supportive and influential figures within their organizations, fostering a

positive work environment and nurturing productive relationships with their employees.

The study also reveals that many owners prioritize support and interaction with their
workers. They engage in close supervision of employees, ensuring that tasks are carried out
with precision and attention to detail. Furthermore, these owners are recognized for their
trustworthiness, fostering an environment of reliability and dependability. Their
approachability and openness encourage effective communication and collaboration

throughout the organization.

On the other hand, the study highlights certain weaknesses reported by the owners.
Some individuals tend to engage in micromanagement, excessively involving themselves in
every aspect of the business, potentially hindering the autonomy and growth of their
employees. Conversely, a few owners express a need to strike a balance by adopting a more
authoritative approach, providing clearer direction and accountability within their teams.

Another weakness identified among some owners is the challenge of delegating work
effectively. They may struggle with relinquishing control and entrusting tasks to others,
potentially leading to an overwhelming workload for themselves. Furthermore, a tendency
to become emotional in certain situations is reported as a weakness, as it can impact decision-
making and overall team dynamics. Lastly, some owners mention the potential challenge of
adapting to new technologies or modern business practices due to their age or resistance to

change. This highlights the importance of remaining open to innovation and continuously
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Active in Product/Service Management

The study investigates the perspectives of participating owners on various aspects
related to product/service management and its significance within their organizations. The
findings reveal a diverse range of opinions among the owners, highlighting the nuanced

nature of their viewpoints.

While some owners firmly believe that product/service management is one of the
most important activities within their organizations, others express disagreement or
uncertainty regarding its level of importance. This variation in perspectives reflects the

diverse range of business contexts and priorities among the participants.

Moreover, the study uncovers that a portion of the participating owners are not
actively involved in product and service management, while an equal number of owners are
actively engaged in these activities. This discrepancy may be attributed to different business

models, industry dynamics, or individual preferences.

Another noteworthy finding is that a majority of the participating owners do not
delegate product and service management tasks to their employees. This suggests a tendency
to retain control over these critical aspects of their businesses, potentially limiting the

development of their employees' skills and growth opportunities.

Furthermore, a substantial majority of owners recognize the significance of labor
productivity in effective business management. This acknowledgment emphasizes the
importance of optimizing employee performance and efficiency in achieving overall

organizational success.

In terms of market expansion, a significant majority of owners exhibit a natural
inclination towards implementing specific strategies aimed at expanding their customer
base. However, the responses to this inquiry demonstrate a mixed pattern, with some owners
actively undertaking measures to broaden their customer base, while others refrain from
doing so. Interestingly, a subset of owners displays a natural inclination towards assuming
an active role in expanding their customer base. Additionally, a significant majority of the
participating owners utilize financial outcomes as a key metric for evaluating the
effectiveness of their strategic decision-making. The financial results serve as a critical
determinant in assessing whether their chosen strategies have yielded favorable outcomes or

not.
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Opportunity Recognition Skills
Self — Description of Family Business Owners

In this section of the study, participants were invited to describe their perceptions and
strategies for identifying business opportunities. The responses obtained provide valuable
insights into the approaches employed by owners in recognizing and capitalizing on potential

prospects.

One key strategy highlighted by owners is their ability to promptly seize
opportunities. They demonstrate agility and a proactive mindset in identifying and acting
upon favorable circumstances as they arise. Additionally, the acquisition of new customers
IS seen as a vital avenue for uncovering opportunities, indicating a focus on expanding their

customer base to drive growth.

Research and development activities are also emphasized by some owners as a means
of identifying opportunities. They engage in innovative practices and invest resources in
exploring new ideas and technologies that can lead to promising business prospects.
Furthermore, some owners capitalize on existing opportunities without actively seeking new

ones, maximizing the potential of their current operations.

Strategic timing of investments is another approach employed by owners to identify
advantageous opportunities. They carefully assess market trends and economic conditions,
making strategic decisions to allocate resources at the most opportune moments.
Additionally, adopting a contrarian approach is highlighted, indicating a willingness to

explore unconventional paths and identify prospects that may be overlooked by others.

Market research emerges as an area of variation among owners. It is evident that a
significant majority of owners do not prioritize conducting market research as a primary
means of identifying potential opportunities. However, a substantial majority of owners
engage in strategic planning activities aimed at vigilantly monitoring and identifying
emerging business opportunities, suggesting a proactive and forward-thinking mindset.

Customer interactions are highly valued by a significant majority of owners,
emphasizing the importance of direct engagement with customers. They prioritize meeting

with customers, seeking feedback, and understanding their needs to uncover potential

opportunities for improvement and growth.
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Furthermore, owners demonstrate a keen awareness of the potential impact of rapid
technological advancements on their business operations. They acknowledge the need to stay
informed and adapt to technological changes to remain competitive in the evolving
landscape. The study also reveals that a significant majority of owners believe their
organizational structure possesses the necessary flexibility to effectively accommodate and
respond to dynamic changes. They demonstrate confidence in their ability to navigate and
adapt to unanticipated transformations within the industry, reflecting their adaptive capacity
and resilience.

Analysis
Pearson Correlation Coefficients

In order to conduct a rigorous analysis, it was imperative to ascertain the presence of
associations among the variables employed in this study. To achieve this, Pearson correlation
coefficients were computed and subsequently presented in the matrix displayed below.

Table 2: Correlation Matrix

SGRWTH | STBPROF | PERSQUA | MANSKLL | OPPRECSKLL
SGRWTH 1
STBPROF -0.29449 1
PERSQUA -0.54233 -0.04563 1
MANSKLL -0.37226 0.020607 0.010626 1
OPPRECSKLL 0.27735 -0.08168 -0.19554 | 0.744466273 1

The table depicted above presents the computed correlation coefficients for the
variables examined in this study, including sales growth (SGRWTH), stability of profits
(STBPROF), personal qualities (PERSQUA), managerial skills (MANSKLL), and
opportunity recognition skills (OPPRECSKLL). Notably, the results indicate that, apart from
OPPRECSKLL, all other variables demonstrate a negative correlation with SGRWTH. The
association between OPPRECSKLL and SGRWTH is characterized by weak strength
(r=0.27735). Similarly, the relationships between SGRWTH and STBPROF, PERSQUA,
and MANSKLL exhibit weak correlations (r=-0.29449, r=-0.54233, r=-0.37226), albeit
stronger than the association between OPPRECSKLL and SGRWTH. Analyzing the
connections between STBPROF and PERSQUA, MANSKLL, and OPPRECSKLL reveals
a weak negative correlation for PERSQUA and OPPRECSKLL (r=-0.04563, r=-0.08168),
while the association between MANSKLL and STBPROF displays a very weak positive
correlation (r=0.020607).
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Of particular interest is the noteworthy finding of a robust positive association
between OPPRECSKLL and MANSKLL (r=0.744466273). This observation suggests a
parallel increase in opportunity recognition skills and managerial skills, and vice versa. To

ascertain the significance of these findings, regression analyses were employed.
The regression analyses in this study are grounded in several assumptions:

« A positive relationship exists between the personal qualities, managerial skills, and

opportunity recognition skills of family business owners.

* Venture performance demonstrates a positive association with the personal qualities

and managerial skills of family business owners.

« A positive relationship is present between the opportunity recognition skills of

family business owners and venture performance.

» The opportunity recognition skills of family business owners act as a mediating
factor between the qualities-skills (personal qualities and managerial skills) of family

business owners and venture performance.

To examine the validity of these assumptions, a total of nine regression analyses were
conducted. The summarized outcomes of these regression analyses are provided below:

Table 3: Summary of Regression Analyses

Dependent Rsqu | Sig.
Variable Independent Variable are F Coefficient P Value
SGRWTH PERSQUA 0.294 | 0.266 -0.882 0.266
MANSKLL 0.139 | 0.467 -0.219 0.467
OPPRECSKLL 0.077 | 0.595 0.231 0.595
OPPRECSKLL, PERSQUA, 0.91552, -051176, 0.0744, 0.27705,
MANSKLL 0.918 | 0.120 -069833 0.06264
OPPRECSKL 0.61808,
L PERSQUA, MANSKLL 0.596 | 0.257 | 0.397865, 0.52743 0.134885
0.002
STBPROF PERSQUA 08 | 0.931 -0.352941 0.931
0.000 | 0.969
MANSKLL 42 0 0.05758 0.9690
0.006 | 0.877
OPPRECSKLL 67 7 -0.3230 0.87775
OPPRECSKLL, PERSQUA, | 0.030 | 0.994 -1.0402, -0.7685, | 0.83254, 0.9043,
MANSKLL 4 67 0.6076 0.8582

This article presents the findings of a regression analysis conducted to explore the
relationships between opportunity recognition skills, personal qualities, managerial skills,

and venture performance in family businesses. The study aimed to provide insights into the
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factors influencing sales growth and to examine the potential mediating effect of opportunity
recognition skills on the relationship between managerial skills and venture performance.
The summary of the regression results reveals that only one model yielded statistically
significant findings. In this model, sales growth was regressed against opportunity
recognition skills, personal qualities, and managerial skills. The results indicate that the
variables included in this model account for 91% of the variation in sales growth. The
coefficients and p-values demonstrate a significant positive association between opportunity
recognition skills and sales growth, suggesting that an increase in opportunity recognition
skills leads to a corresponding increase in sales growth. Conversely, managerial skills exhibit
an inverse relationship with sales growth, indicating that an increase in managerial skills is
associated with a decline in sales growth. The findings of the regression analysis provide
insights into the hypotheses formulated in the study. The first two hypotheses, which posited
significant positive associations between the independent variables and sales growth, were
rejected as the analyses did not yield statistically significant results. However, the final
hypothesis proposed that opportunity recognition skills mediate the relationship between
managerial skills and venture performance. This hypothesis is supported by evidence
demonstrating that the negative impact of managerial skills on performance is mediated by
the presence of opportunity recognition skills. The occurrence of sales growth can be
attributed to the mediating role played by opportunity recognition skills. The conclusions
drawn from the regression results contribute to the understanding of the complex
relationships within family businesses. Although the initial hypotheses were not supported
by the data, the identification of a mediating effect highlights the importance of opportunity
recognition skills in mitigating the adverse impact of managerial skills on business
performance. These findings have practical implications for fostering the success and growth
of family enterprises. Further research is encouraged to explore additional factors and
dimensions that may influence venture performance in family businesses. The regression
analysis conducted in this study provides insights into the factors influencing venture
performance in family businesses. The findings reveal the significant role of opportunity
recognition skills in driving sales growth and highlight the mediating effect of these skills
on the relationship between managerial skills and venture performance. These results
contribute to the existing literature and offer practical implications for enhancing the success
and growth of family enterprises. Further research is warranted to expand our understanding

of the complex dynamics within family businesses and explore additional dimensions of
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Table 4: Hypotheses

1 | Ho: There is no relationship between the personal qualities, managerial skills, and | Accepted

opportunity recognition skills of family business owners.

Ha: There exists a positive relationship between the personal qualities, managerial skills, | Rejected

and opportunity recognition skills of family business owners.

2 | Ho: There is no relationship between the personal qualities, managerial skills, and | Accepted

opportunity recognition skills of family business owners.

Ha: Venture performance is positively associated with the personal qualities and managerial | Rejected

skills of family business owners.

3 | Ho: Ho: There is no relationship between the personal qualities, managerial skills, and | Rejected

opportunity recognition skills of family business owners.

Hs: A positive relationship exists between the opportunity recognition skills of family | Accepted

business owners and venture performance.

4 | Ho: Ho: There is no relationship between the personal qualities, managerial skills, and | Rejected

opportunity recognition skills of family business owners.

Ha4: Opportunity recognition skills of family business owners act as a mediating factor | Accepted
between the qualities and skills (personal qualities and management skills) of family
business owners and venture performance.

Conclusion
Summary of the Research

The primary objective of this research was to examine the influence of personal
qualities, management skills, and opportunity recognition skills possessed by family
business owners on venture performance. To achieve this objective, a deductive approach
was adopted, whereby hypotheses were formulated based on the existing literature to
investigate the relationship between entrepreneurial skills and business performance. The
research design employed an exploratory method, allowing for the testing of hypotheses
while also exploring new dimensions that had not been previously investigated. This
approach provided flexibility in the investigation process by utilizing both qualitative and

guantitative techniques.

Data collection in this study was conducted through direct interrogation and
communication with family business owners, employing a semi-structured telephone
interview method. The study adopted a cross-sectional approach, collecting data at a single

point in time without longitudinal follow-up. Convenience sampling, a non-probability
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sampling method, was utilized, enabling the selection of participants based on the

convenience of the researcher.

The analysis of the collected interview data involved two distinct statistical analyses.
Descriptive statistics were employed to demonstrate the frequency distribution of responses
and present the findings. To test the research hypotheses, Pearson correlation coefficient
analysis was initially conducted, followed by regression analysis. These statistical analyses
aimed to determine the associations and predictive relationships between the identified
competencies, namely personal qualities, managerial skills, and opportunity recognition
skills.

Practical Implications

The findings of this study revealed that family business owners exhibited a
propensity for risk-taking and optimism, considering their major strengths as perseverance
while identifying involvement in too many businesses as a significant weakness.
Furthermore, the owners recognized their management style as directive and autocratic,
facing challenges related to emotional decision-making and a lack of trust in delegating
tasks. The study also revealed a limited emphasis on opportunities identified through
research and development or market research, as only a small number of owners reported

utilizing such methods for recognizing opportunities.

Likewise, it was observed that family business owners demonstrated limited
engagement in product/service management and customer base improvement. The Pearson
correlation coefficients indicated a strong positive association between opportunity
recognition skills and managerial skills (r=0.744466273). This suggests that an increase in
opportunity recognition skills is likely to correspond with an increase in managerial skills,
and vice versa. Regression analysis results indicated significant associations between
opportunity recognition skills, managerial skills, and sales growth at a 10% confidence level.
Specifically, opportunity recognition skills displayed a direct positive relationship with sales
growth, indicating that an increase in opportunity recognition skills leads to a corresponding
increase in sales growth. Conversely, managerial skills exhibited an inverse relationship,
indicating that an increase in managerial skills may result in a decline in sales growth. In this
context it can be said that training and development are important for the managers in order
for them to improve their skills and positively effect the organisational performance.

However, this is rather difficult for family businesses which are not operating professionally.

In fact this is considered as one of the most important barriers in front of the development
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of family businesses. It is because, they mostly managed by the family members and the
decisions are taken mostly based on the views of the older generation or the father of the
family. This is clearly negatively effecting the performance of the organisation.

Theoretical Contribution

Many studies found a positive relationship between managerial skills and opportunity
recognition skills and positive relationship between managerial skills and organisational
outcomes (i.e.: Sambasivan, Abul, and Yusop, 2009). However, in this study, no significant
relationship was found between managerial skills and opportunity recognition skills. In
addition, it was found that managerial skills are negatively affecting the organisational
outcomes. Therefore, it can be said that in a family business’ perspective the literature works
differently due to the nature of the family businesses. This is an important finding that
supports the argument regarding the differences of family firms compared to other
businesses.

Limitations

Despite the rigorous approach employed, this study has several limitations. One
limitation pertains to the small number of participants, as only 35 interviews were conducted
due to the challenges of accessing busy business owners. Additionally, the sampling method
and use of telephone interviews introduce further limitations, as the sample may not be fully
representative of the target population, and the inability to observe body language during
telephone interviews may restrict the depth of understanding. Time constraints also affected
the study's scope, suggesting that more extensive research would yield further insights.
Future studies are recommended to employ a scientifically rigorous sampling method with
broader geographical coverage to obtain a more comprehensive understanding of family

business owner behavior.
Further Research Recommendation

In addition to the aforementioned findings and implications, several avenues for
further investigation emerge from this research: Firstly, longitudinal studies could be
conducted to examine the dynamic nature of personal qualities, management skills,
opportunity recognition skills, and venture performance in family businesses over an
extended period. Such studies would provide valuable insights into the causal relationships

and long-term effects of these factors.
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Furthermore, comparative analyses across diverse industries and geographical
locations would enable researchers to discern the contextual influences on the relationship
between personal qualities, management skills, opportunity recognition skills, and venture
performance within family businesses. This approach would allow for a comprehensive
exploration of the distinct challenges and opportunities encountered by family-owned
enterprises in different settings. By pursuing these research directions, scholars can deepen
their insights into the intricate interplay between personal qualities, management skills,
opportunity recognition skills, and venture performance within the realm of family-owned
businesses. These investigations hold great potential for informing both academic
knowledge and practical strategies to foster the success and sustainability of family

enterprises.
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Enhancing Supply Chain Integration (SCI) with Company (Crew)
Resource Management (CRM): A Conceptual Framework Proposition

Yasemin ULKER?

Abstract

To employ company resources more effectively and efficiently, organizations must implement supply chain
integration (SCI). A well-integrated supply chain is vital for both good customer service and business success.
Companies require crew resource training to enhance crew performance and safety as well as to manage
errors, particularly those in the aerospace and medical industries. CRM; encompasses a range of skills,
knowledge, and dispositions like teamwork, leadership, communication, situational awareness, and problem-
solving. A new conceptual framework and suggestions for future work with supply chain integration and crew
resource management are presented as part of this study's main goal. This study attempts to present two
significant original values: crew resource management was first applied mostly in the aviation industry. There
aren't many studies in the literature that apply CRM to enterprises, and none that try to incorporate CRM into
the supply chain. On the other hand, firms struggle with internal and external coordination, and team
management is one of the most essential components to meet this issue. Better team coordination and an
understanding of team member competencies will lead to improved organizational performance. Alternative
theories are used for supply chain integration but the most vital feature of CRM that makes it different and
important from other theories is its behavioral tendency.

Keywords: Supply Chain Integration, Crew Resource Management, Firm Performance, Conceptual
Framework

Sirket (Ekip) Kaynak Yonetimi (EKY) Ile Tedarik Zinciri Entegrasyonunun

Giiclendirilmesi: Kavramsal Bir Cerceve Onerisi
0z

Tedarik zinciri entegrasyonu (TZE), isletmelerin kaynaklarini verimli ve etkili bir sekilde kullanabilmeleri i¢in
onem arz etmektedir. Isletme basarisi ve saghkli bir miisteri hizmetleri, iyi entegre edilmis bir tedarik zinciri
gerektirir. Ozellikle havacilik ve tip alamindakiler; ekip performansimi ivilestirmek, giivenligi arttirmak ve
hatalari yonetmek icin ekip kaynak yonetimi egitimine ihtiya¢ duymaktadr. EKY; iletisim, durumsal
farkindalik, liderlik, problem ¢ozme, karar verme ve ekip ¢alismasi gibi ¢esitli bilgi, yetenek ve tutumlari
icermektedir. Bu arastirmanin temel amaci, tedarik zinciri entegrasyonu ve ekip kaynak yonetimi ile yapilacak
calismalar igin yeni bir kavramsal ¢erceve sunmaktir. Bu ¢alisma, iki yonden literatiire katki saglamayt
amaglamaktadir: Ekip kaynak yénetimi agwlikli olarak havaciik alaminda kullaniimaktadir. EKY' yi
isletmelere uygulayan ¢ok az ¢alisma bulunmakla birlikte, literatiirde EKY' yi tedarik zincirine entegre etmeyi
amaclayan hichir ¢alismaya rastlanmamistir. Ote yandan, sirketler, kendi firmalari icinde i¢ ve dis
koordinasyonla miicadele etmektedir ve ekip yonetimi bu zorlugu agsmak icin en onemli unsurlardan biridir.
Ekip iiyelerinin yetkinliklerini anlayarak aralarmmdaki koordinasyonu gelistirmek, daha iyi bir sirket
performansiyla sonu¢lanacaktir. Tedarik zinciri entegrasyonu igin alternatif teoriler kullanilmaktadwr, ancak
EKY' yi diger teorilerden farkli ve onemli kilan en hayati ozelligi davranissal egilimidir.

Anahtar Kelimeler: Tedarik Zinciri Entegrasyonu, Ekip Kaynak Yonetimi, Firma Performansi, Kavramsal
Cergeve
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1. Introduction

Studies have reported that 70% of human-induced plane crashes are caused by a lack
of team coordination and communication rather than technical inadequacy (Lautman &
Gallimore, 1987; Cetingiig, 2016, p.410; Aktas & Tekarslan, 2013). This has increased the
need for a training program aimed at reducing accidents and improving safety. Crew
Resource Management (CRM) is a training model that aims to minimize human errors and

increase team effectiveness in its simplest definition.

The concept of CRM is a training model first designed for pilots in 1980 under
cockpit resource management (Helmreich and Merritt, 2017). Over time, it was thought that
this training program could be applied to increase the communication between the pilots and
the entire flight crew and that this would be beneficial. Many studies have shown that CRM
training is beneficial and that training affects team spirit in a good way. With this success, it
was thought that this training could be applied wherever the team is. Although it is not known
how it will be applied initially, it has been seen that this education can be an education
method and a lifestyle, paradigm, and awareness method. Communication, leadership,
situational awaraness, stress management, etc. are indispensable for a team. It is undeniable
that it is among the elements. It was thought that this training model, which proved to be
beneficial first in the cockpit and then to all airline employees, could be applied in other
industries as well. For this reason, this education model has started to be implemented in the

maritime, health, railway, petroleum, and finally automotive industries.

Originally known as "cockpit resource management,” the idea later evolved into
"team resource management” and is now known as "company resource management."”
Within this notion, management functions ranging from human resources to information
technologies are assessed, and it is argued that each of them has a duty to manage a process
effectively. When choosing team members, training them by the demands of the task,
developing the process between them, and managing the operation and flow, the concept of
team resource management can serve as an application guide for enterprises (Ordun, 2021,
p.73,74).

On the other hand, the purpose of the supply chain is to integrate each chain's
activities to create good quality and services for the customer. A supply chain is a broader
concept than the company itself because there is no single company. Collaborating with
other companies and boosting competitive advantage. Businesses should take a
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comprehensive approach to everything they do, from raw materials to customers. To acquire

a holistic perspective, each chain must integrate with the others.

When the studies on the concepts of supply chain integration and supply chain
performance are examined, integration models have been tried to be developed and
performance measures have been created in these studies. This study contends that by
approaching supply chain integration from a different angle, integration may be made even
stronger with good team management. The CRM model, which started out being employed
in the aviation industry before spreading to other fields, has been recommended as a

successful team model.

In the literature, several supply chain integration factors have been noted. Some of
the most frequently mentioned aspects of supply chain integration include the following:
internal integration, external integration, information integration, process integration and
relationship integration. However, most of the studies approached supply chain integration
internally and externally. While internal integration specifies the communication, and
relationship between inter-departmental members, external integration covers both supplier
and customer integration. In this study, the focus of supply chain integration is also external
and internal integration. Communication, coordination, and effective leadership are listed by
Basnet (2013) as the components of internal integration; CRM is made up of six sub-
components (communication, situational awareness, leadership, problem-solving, decision-
making, and teamwork). As can be seen, supply chain integration components and CRM
components work well together. Additionally, CRM elements create a more thorough
foundation. The literature describes a variety of supply chain integration strategies. Most of
these are methods of strategic management. CRM was chosen mostly because it is behavior-
based and delivers a variety of components all at once. Additionally, the teamwork of the
CRM sub-components—is essential for integration. What makes this study special is that
the authors’ best knowledge of CRM has never been applied to supply chain integration in
the manufacturing sector. Although there is no qualitative or quantitative application in this
study, it lays the groundwork for many future research areas with the proposed conceptual

framework.

This study (aims to) starts by giving information about CRM terminology (crew
resource management), CRM training, and CRM applications in different fields. Later on,

supply chain management, supply chain integration, and connection between CRM will be
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discussed. Then, the conceptual framework will be shared. Lastly, the possible outcome of

the result will be considered in the discussion and conclusion part.

2. Literature Review

2. 1. Crew Resource Management (CRM)

Aviation literature describes CRM as the optimal use of people and technology in
possibly achieving top-notch safety levels (Northwest Airlines, 2005). CRM could be
observed as a methodical training and behavioural change model which, through the use of
pertinent and accessible resources, potentially reduces human error (Helmreich et al., 2010).
CRM has always been focused on the attitude, behavior, and performance of individual
pilots. The goal was to get rid of the "wrong stuff” pilot. A good CRM captain is one that
promotes an environment in which crew members feel free to express themselves, ask
questions, and challenge when required. The ultimate aim is not on eliminating the hierarchy
but to enhance performance. This is achieved through increasing support for and
guaranteeing the importance of all crew and to as well assert individual rights and
responsibilities to be confident and speak up if anyone recognises a problem (Wakeman &
Langham, 2018).

This method was built for performance optimisation to reduce the impact of lapses
caused by humans through the utilisation of available resources (which include methods,
technology, and people) in problem solving (Marshall, 2010). Detailing this, Marshall (2010)
had three key pillars upon which he centred description of the program and these are outlined

in the following. Marshall observed that a system is indicated by:

1. classifying the crew as a single body and not as a distinctive individual regarded as
a common training entity;

2. concentrating on how safety could be affected by the attitudes and behaviours of the
crew;

3. applying a technique of effective and pragmatic training, contingent on cooperation
and shared learning;

4. involving leadership methodologies, work competencies and management of a team;

5. advocating the formation of participatory work groups, conserving power and order

6. giving individuals and groups the chance to scrutinize their respective

accomplishments and accordingly recommend paths of progress.
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CRM is in fact an education and training program across the globe in management
expertise and competencies, grounded in evidence, as well as fashioned to advance quality
of information sharing, prudent choices and agreement between team members in crucial
circumstances (Salas et al., 2001 ; Shuffler et al., 2011). Originating from aviation, CRM
focuses on several key process skills including; situation consciousness, information sharing
skills, collaboration, task appropriation, and making of informed decision (U.S. FAA, 2004).
The list of key processes and competencies differs among organisations and airlines in
particular, however, all are fixated on definition of optimum social communication of crew
members harmoniously working amidst an ever changing environment (Alavosius et al.,
2017). The Operational Naval Instruction 1542.7C recognises the seven critical CRM skills
as:

e Informed decisions — the capability of using rational and proper judgment to decide
with recourse to facts available

e Assertiveness or Firmness — readiness to engage and take a stance until persuaded by
evidence that better alternatives are available

e Mission inquiry — the capacity to come up with contingency plans (both interim and
longer), and to integrate, designate, and supervise crew and resources of the flight

e Communication — the apparent and precise exchange of information, directions, and
the like and giving valuable response

e Leadership —the competence to give direction and harmonise various pilot activities
and that of the crew and to inspire them to work collectively as a unit

e Changeability — the skill to amend a general plan when there are alterations in
circumstances or there is different information

e Situational consciousness — the wherewithal to discern a particular setting at a point
in time, envision its present meaning, and envisage its future prospects.

2.1.1. Crew Resource Management Training

In the early 1980s, a variety of CRM courses began to appear. The earliest training
concentrated on input elements, particularly in the domains of knowledge and attitudes. A
focus on organizational difficulties and flight crew group processes, including reinforcement
of effective process behavior, was not apparent in early efforts. Many early CRM courses
were met with strong opposition from crew members, who expressed misgivings about the

training's motivation and potential effects (Kanki et al., 2019).
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The course objectives are: (Salas et al., 2001)

e Toincrease crew awareness and knowledge of human variables that can lead to safety
or production-related issues.

e To acquire nontechnical abilities and attitudes that, when put into practice, can help
prevent or lessen the effects of an accident or incident caused by human or technical
errors.

e Incorporate CRM knowledge, abilities, and attitudes into daily work activities.

Presently, CRM programs encompass diverse courses that focus on key approaches
depended on an outline consisting of three significant sections of work: leadership
(administration, working environment and team management), Command (guidance,
information sharing procedures and informed decisions), and resource management
(overseeing resources, various tasks, and inquiry into circumstances). Preparatory CRM
courses, undertaken by various airlines and government (via the air force section of the
Armed Forces), mainly last minimum of two days but doesn’t go beyond five. The courses
are mostly run by pilots and psychotherapists who together develop them. Mode of teaching
covers live exercises, discourse, case studies, in-character acting, and animated videos (Flin
et al., 2002), amongst others. In as much as there exist no widely accepted approaches to
develop the various courses, (Salas et al., 1999), they generally consider subjects such as
direction, situational consciousness, information sharing, teamwork, informed decisions and

personal weaknesses (Flin & Martin, 2001).
2.1.2. CRM in Different Fields

CRM should be aptly adapted not only to different fields of work but also to
distinctive organizational cultures and operating environments (Boehm-Davis et al., 2001).
Industries within the high-risk bracket have adapted. Research in CRM has broadly aimed
at a particular element, and many of these studies are from the perspective of psychology.
Focusing on three industries considered high-risk (viz medicine, aviation, and nuclear
power), research relating to CRM’s components have been reviewed below. This is to

demonstrate the dissemination of CRM across HROs.
2.1.2.1. Oil

In accordance with the Industry of Oil and Gas Producers (IOGP, 2014a), a

significant modification in advancement within the functional safety and efficacy of teams
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engaged in well operations (that is, the complete scope of drilling, finishings, maintenance,
and mediations) could be accomplished via efficiently developing and applying skills that
are not technical, referred to as Crew Resource Management (CRM). Crew heads should not
only be managing the technical sections (mainly engineering) of oil field operations (Flin et
al., 2001) but also intertwine actions of team members under the expertise and competence
of crew members that vary in respect of demands of the work. CRM could be deemed as a
string of behavioural happenings where crew members and the head adequately use
accessilble resources to (1) design work procedures, (2) apprise everyone on tasks/positions,
(3) keep an eye on the procedures , (4) uncover and note discrepancies from the course of
action, (5) disseminate corrections from the top down, (6) alter the required actions, (7) grant
interviews at key moments (at substantial change or conclusion of work), and (8) try to make

perfect the human-machine interplay (Alavosius et al., 2017).
2.1.2.2. Medicine

CRM was initially taken up by anaesthesiologists in medicine and labeled
Anaesthesia Crisis Resource Management (ACRM). The main objective of ACRM was to
introduce Crew Resource Management into medicine and instruct anaesthesiologists in
handling critical scenarios while working on teams from multidisciplinary backgrounds. To
train Anaesthesia Crisis Resource Management make use of high-fidelity simulators. Unlike
in aviation where there is just one person and an instructor, in ACRM, there are large
simulated operating rooms capable of accommodating many teams including nurses,
physicians, and technicians alike (Howard et al., 1992). Although the significant application
of ACRM in medicine is over the years cannot be overlooked, there are no empirical studies
demonstrating the impact of ACRM on patient care (Zeltser & Nash, 2010).

Team Strategies and Tools to Enhance Performance and Patient Safety
(TeamSTEPPS) could be singled out as the contemporary utilization of CRM assumptions
and methods in medicine. The main focus of TeamSTEPPS is instructing four essential
competencies (namely shared support, situation control, leadership, and communication) to
boost the overall safety and care of patients by professionals working within a progressive
environment (Epps & Levin, 2015).

2.1.2.3. Nuclear Power
The incorporation of CRM into the nuclear industry was fundamental to integrating

technological dispensations, human and process by perfecting adept behaviour within these
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systems. Hamilton et al., (2013) posited a methodical approach to human elements and safety
including the unification of engineering data as well as human error data. Appraisal methods
within the nuclear industry include the examination of tasks to ascertain critical behaviours,

analysis of an operator’s expertise, and prudent allotment of resources.
2.2. Supply Chain Integration (SCI)

“All value-creating activities work together to offer the highest level of client value,”
in well-conducted supply chains.” (Pagell, 2004, p. 460). Although there are many different
definitions of the supply chain process in the literature, the common point of all is that an
ideal supply chain should cover all actions before production (production planning and
control process) and after production (distribution and logistics process) (Beamon, 1998:

282). Hill (2000) uses four phases to describe the creation and evolution of supply chains:

e The integration of the phases within the internal supply chain,

e From procurement to final goods production, and the forging of collaboration
between the steps

e Coordinating activity planning and execution across the supply chain

¢ Organizing operations among companies

According to Swanson et al. (2018), one way to explain the identity of a discipline is
to describe major issues specific to that area. Their research about SCM by topics indicated
that the focus of SCM research is as follows; relationships and collaboration, purchasing and
supply management, strategy, customer service strategy, inventory and sustainability
(Swanson et al., 2018. Integration is the planning and organization of material and
information flows; coordination is the expression of the forward and backward flow of
information and forward material flow in logistics processes (Romano, 2003: 121). One of
the most significant concepts in today's supply chain management is "integration,” which
entails the cooperation, commitment, coordination, communication, and information
exchange of various stakeholders in order to reach mutually acceptable outcomes
(Narasimhan and Kim, 2002; Flynn et al., 2010; Fawcett, S. E., & Magnan, G. M. (2002);
Basnet, C. (2013); Zhang et al., 2015). In today's competitive business world, supply chain
integration is one of the most widely accepted corporate techniques for improving
performance. (Narasimhan and Das, 2001: 593). According to studies, companies must first
accomplish internal integration before applying supply chain management (Gimenez and

Ventura, 2003; Stevens, 1989).
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Mostly the concept of supply chain integration has been examined as two main
components: internal and external integration. While internal integration focuses on the
relationship between the firm's own internal units, the concept of external integration

includes both customers and suppliers.

Supply chain integration literature has mainly concentrated on the relationship
between integration and firm performance. Some of the previous research are demonstrated
in Table 1. As it can be seen in the table, most of the studies focused on internal and external

integration together.

Table 1: The Selected Literature of Supply Chain Integration and Performance

The Authors & Years Only Il |Only El |1l and EI LI LCSCI |FP OP LP
Ellinger et al. (2000)
+ +
Narasimhan & Kim (2002)
+ +
Fawcett & Magnan (2002)
Stank et al. (2001)
+ + +
Droge et al. (2004) + 4
Gimenez & Ventura (2005)
+ +
Cousin and Menguc (2006)
+ +
Chen et al. (2007) + +
Flynn et al. (2010) + + +
Prajogo & Olhager (2012) + N
Basnet (2013) +
Lee et al. (2016) + +
Liu et al. (2020) + +
Tarigan et al. (2021) + +
Tian et al. (2021) + +
+ +
Zhu et al. (2022) +
I1: internal integration; El: external integration (customer and supplier integration); LI: logistics integration;
LCSCI: low carbon supply chain integration; FP: firm performance; OP: operational performance; LP: logistics
performance
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2.2.1. The Approaches to Supply Chain Integration
There are numerous methods for integrating the supply chain, some of which include:

Resource-Based View (RBV) Approach: This strategy focuses on enhancing and
utilizing the resources and skills of all the supply chain partners to gain a competitive edge.
The RBV strategy emphasizes the value of creating lasting relationships with suppliers,
sharing knowledge and resources, and working together towards shared goals (Solesvik,
2018).

Transaction Cost Economics (TCE): According to the TCE strategy, supply chain
integration can lower the transaction costs involved in buying and selling goods and services.
The strategy emphasizes minimizing transaction costs by increasing transaction volume,
decreasing transaction complexity, and decreasing transaction number (Carlson and Bitsch,
2019).

Agency Theory Approach: Concentrates on coordinating the interactions between
various supply chain partners in order to align their incentives and goals. The agency theory
method places a strong emphasis on building trust, keeping track of performance, and
creating incentives to make sure that each partner contributes to the supply chain's overall
objectives (Butt, 2016).

Institutional Theory Approach: Supply chain integration is seen as a reaction to
institutional factors like legal obligations, customer expectations, and social standards in the
institutional theory approach. To maintain compliance and legitimacy, the supply chain must

be in line with the larger institutional context (Zhang and Dhaliwal, 2009).

The contingency approach stresses that there is no one-size-fits-all remedy for SCI
and that the ideal course of action will vary on the particular circumstances. This method
stresses how critical it is to assess the situation and modify the SCI strategy to fit the
organization's unique requirements, taking into account elements like the organization's size,

the industry, and the surrounding competitive climate (Flynn et al., 2010).

The configuration approach highlights the significance of matching the supply
chain's structure to the organizational strategic goals, such as cost cutting, product
innovation, or customer response. As part of the configuration method, each participant in

the supply chain must have a clear awareness of their roles and responsibilities. Additionally,
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tools and processes must be created to encourage collaboration, coordination, and

communication between the partners (Flynn et al., 2010).
2.2.2. The Importance of Team Management in SCI

A team could concentrate on the following to discuss how CRM relates to the
strength of supply chain integration:

Communication: Both CRM and SCI require effective communication. Every
stakeholder must communicate clearly and promptly in order for supply chains to be well-
integrated. Teams can boost internal communication using CRM concepts, which can lead
to better collaboration with supply chain stakeholders outside the group.

Collaboration is essential to a well-integrated supply chain, and this includes
suppliers, manufacturers, distributors, and customers. In order to effectively collaborate
throughout the supply chain and work together to solve problems and make decisions, teams

must first cultivate cooperation within their own teams.

Making decisions: Using CRM principles, teams assess all available possibilities and
establish priorities according to feedback from all team members. Parallel to this, integrated
supply chains make an effort to take into account the interests and requirements of all
stakeholders when making choices. Teams can acquire the knowledge and dispositions

required for efficient supply chain decision-making.

Continuous Improvement: Teams continually assess their performance by
recognizing areas for enhancement using CRM principles. On the other side, supply chains
look for ways to optimize processes, cut costs, and boost customer satisfaction in order to
continuously improve. Teams develop an environment of continuous improvement within

their teams in an effort to integrate the supply chain effectively.

In conclusion, by implementing CRM principles within their teams, teams can

develop the knowledge and attitudes necessary for successful supply chain integration.
3. The Relationship Between CRM and SCI

Enhancing collaboration, communication, and decision-making in demanding
environments like the aviation or healthcare industries is the aim of crew resource
management (CRM). CRM seeks to improve safety and effectiveness by making sure that

everyone on a team is working together effectively.

183



Y. ULKER

Supply chain integration necessitates the coordination and cooperation of all parties

involved in the supply chain, from raw material suppliers to final consumers. By combining

these numerous supply chain elements, businesses can save costs, increase efficiency, and

increase customer satisfaction.

So how do these two concepts relate to how well firms perform? Here are some

potential benefits of each:

Table 2: Potential Benefits of CRM and SCI

Crew Resource Management

Supply Chain Integration

Improved cooperation and communication can
lower mistakes and increase safety, which can lower
costs related to accidents or rework.

Reduced lead times and inventory levels can save
costs and increase efficiency. This is accomplished
through improving coordination and
collaboration.

Better decision-making can result in more effective
resource management, which can boost output and
profitability.

By identifying and fixing any bottlenecks or
inefficiencies in the supply chain, businesses can
increase production and profitability.

Team morale can improve with more mutual trust
and respect, which can result in higher employee
retention and lower turnover costs.

Customer satisfaction can be raised by better
matching supply chain activities to customer needs.
This can increase sales and profitability.

Authors’ best knowledge no study was found that adopt CRM model in SCI in the
manufacturing sector. However, the author believes it would be beneficial to look into SCI
process from a different perspective than CRM. As briefly explained in the literature part,
CRM is a training model to decrease the error occurred by a human in which teams are the
main focus. CRM is a valuable tool wherever the team is. Since CRM and SCI have common
dimensions, CRM compassed a wider tool for integration. In previous studies, some of the
strategic management approaches have been applied to SCI which is briefly explained above.
Such as; Contingency and Configuration approaches (Flynn et al., 2010); Transaction cost
economics theory (Dekkers et al., 2020); Resource-based view (Ganbold et al., 2021; Wong
etal., 2017); Institutional theory (Yang et al., 2020). Relational view (Abdallah et al., 2017);
Information processing theory (Flynn et al., 2016); Social Exchange Theory (Singh and
Power, 2014); Social Network Perspective (Liu et al., 2020); organizational capability (Huo,
2012) were also examined while assessing supply chain integration. One of the main
differences between CRM and these approaches is the focus of CRM which is behavior-
based.

4. Research Proposition
In previous studies, SCI has been found positive impact on organization performance
and logistics performance (Flynn et al. (2010); Huo (2012); Stank et al. (2001); Ellinger et
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al., (2000)). In parallel with the literature, this study predicts that SCI will positively affect
firm and logistics performance. It is thought that CRM will strengthen the relationship

between SCI and firm/logistics performance.

Situational  Team dershjp  Pyoblem Degi
Awaraness olvil

CREW
RESOURCE

MANAGEMENT
I"'-. Firm Performance
/ SUPPLY \

CHAIN
INTEGRATION
Internal External

Integration Integration Logistics Performance

on Communication

Figure 1: Conceptual Framework

It is advised to gather data (survey) from unit chiefs, middle, or senior managers
working in the operation, supply chain, quality, or production departments of manufacturing
companies in order to test the conceptual framework shown in Figure 1. The data should
then be analyzed using structural equation modeling. Using Smart-pls software in addition

to Amos will be more useful to measure the moderating variable.
5. Discussion and Conclusion

The starting point of CRM education model was to increase communication between
pilots in order to prevent human-induced plane crashes. Over time, this training model has
been applied to many different industries, and its effectiveness and efficiency have been
proven in many different areas. The number of incidents and the general level of safety of
air medical programs may both be significantly reduced and increased by employing
effective crew resource management (CRM) (Fisher et al., 2000). For patients who needed
to be transferred to the intensive care unit, enhanced collaboration and performance were the
consequence of targeted crew resource management training for the team leader (Siems et
al., 2017). The most basic purpose is to minimize the errors caused by not being an effective
team and try to be a perfect team. Considering the companies' supply chain, there are many

actors ranging from the suppliers to the customers. To manage this network very well, a
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strong communication network should be established until each ring is integrated into
another ring. By incorporating CRM practices into supply chain operations, companies may
be better able to optimize the use of available resources, improve communication and

collaboration among supply chain partners, and make more effective decisions.

This study offers the positive effect of supply chain integration on performance with
the CRM model. In this research, which focuses on both internal and external supply chain
integration, it is thought that a more integrated supply chain can be possible with an effective
team management model. We believe CRM will also accelerate the level of integration and

will bring a new perspective to the integration by adding new dimensions.

The fact that this work has not yet been tested is its most significant limitation. This
study, which is simply suggested here, can be improved by incorporating it into several
sectors. Although CRM principles can be very effective in enhancing team dynamics and
facilitating supply chain integration, it's vital to remember that they might not be enough to
ensure optimal performance on their own. The effectiveness of a supply chain integration
endeavor can also be influenced by other elements, including the standard of technology and
equipment, the accessibility of resources, and the overall business strategy.

This proposed conceptual framework can be used both for qualitative and
quantitative research. Since such a study has not been conducted before, it would be more
beneficial to apply a qualitative study first. Then, the implementation of a quantitative study
would be more appropriate. The variables of CRM vary according to the application area,
that’s why CRM variables can be adapted according to the Company Resource Management,
adding new items if needed, and developing Company Resource Management scale. While
creating scale, not only crew resource but also alternative team management models can be
used. Before creating the scale, it can be discussed which items of the CRM should be
addressed by conducting a focus group study with experts from academia or industry (both
CRM and SC experts). By proceeding consistent with the literature, frequently tested sub-
factors of each variable can be eliminated. After all, the proposed conceptual framework can
be tested in different industries starting with manufacturing companies, the logistics sector

and many other areas.

Overall, the suggested framework seems to be an appealing field for additional study

and application. A more effective team can be built by integrating CRM principles into
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Sessiz Istifa: Sonun Baslangici mi Yeniden Dirilis mi?
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“Sessiz Istifa” son donemde orgiitsel davrams disiplininde popiilaritesi artan en énemli kavramlar arasinda
yerini almaktadir. Sessiz istifa kavrami isten ayrilma anlamina gelmeyip, is yerinde daha az sorumluluk alma
ve isi aksatmadan asgari diizeyde performans gosterme siireci olarak tamimlanmaktadir. Yani ¢alisanlarin
islerine olan baghliklarini géstermek icin kisisel zamanlarini, sagliklarini ve mutluluklarini feda etmelerinin
beklendigi “kosusturmaca kiiltiiriine ” karst sessiz bir manifesto olarak nitelendirilebilir. Bu ¢aligmanin amaci,
sessiz istifa kavraminin ortaya ¢ikis hikdyesini temellendirmek, olasi etkileri bakimindan ¢alisanlar ve érgiitler
acgisindan sebep olacagr sonuglart ele almaktir. Bununla birlikte pandemi sonrasi is hayatinda yasanan
paradigma degisimi iizerine derinlemesine diisiinmeyi tegvik etmek ve ileride yasanabilecek bu tiirdeki érgiitsel
calkantilarin énlenebilmesi icin dneriler sunmaktir. Kavram, sosyal medya iizerinde parlamis ve ¢ogunlukla
dijital medyada irdelenmistir. Akademik diizlemde ise ¢alisanlarin sessiz istifa siireci ile ilgili biligsel, duyussal
ya da davramissal boyutta ampirik bir ¢alismaya rastlanmamustir. Dolayisiyla bu arastirma, kavrama iliskin
strlt sayidaki  kaynaklarin incelendigi biitiinciil bir degerlendirme yapilmaya c¢alisilan betimsel bir
calismadir. Sessiz istifa siirecinin kuramsal temellerinin agiklandigi ¢alismalarin artmast ve deneysel
calismalarla desteklenmesi ile akademik olarak kabul gérmesi kolaylasacaktir. Yapilan bu ¢alismanin da
ileride yiiriitiilecek olan aragtirmalar icin kaynak niteligi tasiyacagi ve orgiitlerin iist yonetimlerine karsi,
calisanlarin sessiz ¢ighklarimin duyulmasini saglayacak bir arag olabilecegi diisiiniilmektedir.

Anahtar Kelimeler: Sessiz fstifa, Orgiitsel Sessizlik, Tiikenmislik, Biiyiik fstifa, Karanlik Liderlik.
Quiet Quitting: Is Beginning of the End or Reborn?

Abstract

The concept of quiet quitting does not mean leaving the job, but is defined as the process of taking less
responsibility in the workplace and performing at the minimum level without interrupting the work. In other
words, it can be described as a silent manifesto against the “hustle culture” where employees are expected to
sacrifice their personal time, health and happiness to demonstrate their commitment to their work. The aim of
this study is to ground the story of the emergence of the concept of quiet quitting, and to discuss its possible
effects in terms of employees and organizations. In addition, it is to encourage reflection on the paradigm shift
in business life after the pandemic and to offer suggestions for preventing different organizational crises that
may occur in the future. At the academic level, the quiet quitting status of the employees has not been the
subject of an empirical study in cognitive, affective or behavioral dimensions. Therefore, this study is a
descriptive study that tries to make a holistic evaluation in which the limited number of resources related to
the concept are examined. It is thought that this study will be a source for future research and can be a tool
that will enable the silent cries of the employees to be heard against the senior management of the
organizations.

Keywords: Quiet Quitting, Organizational Silence, Burnout, Great Resignation, Dark Leadership.
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1. Giris

Alanyazinda yoneticiler ile calisanlar arasindaki iliskileri ele alan arastirmalar,
orgiitsel davranis disiplinindeki calismalarin énemli bir kismin1 olusturmaktadir. Ozellikle
liderlik konusundaki 6nciil ¢aligmalar, liderin olumlu yonlerine ve pozitif sonu¢lar doguran
¢iktilara odaklanan bir anlayisla ¢alisilmistir. Ancak zamanla liderlik temali arastirmalarda
liderin olumsuz yonlerini de ortaya koyan calismalar yapilmistir. Liderlik davranisinda
negatif yonlerin On plana ¢iktig1 durumlar ve koti lider tipolojilerine kronolojik olarak
bakildiginda kiiciik tiranlik, istismarci yonetim, kotii liderlik, yikici liderlik ve toksik liderlik
gibi anlayislarla agiklanmaya calisildigi goriilmektedir (Basar, Sigr1 ve Basim, 2016). Bu
anlayislarin biitiinii tek bir potada degerlendirilerek “liderligin karanlik yiizii” olarak
alanyazinda yer edinmistir (Conger, 1990). Baskici, yikici ve demotive eden ydnetim
biciminin etkileri ¢alisanlart dogrudan etkilemektedir. Calisanlarin karsilastiklar1 problemler
de orgiitsel baglamda farkli sonuglara yol agmaktadir. Is yerinde yasanan olumsuz durum,
tutum ve davramslar 6rgiitsel davranig alaninda gesitli yonlerden incelenmektedir. Orgiitsel
sinizm (Dean ve Brandes, 1998), orgiitsel muhalefet (Graham, 1983; Kassing, 1998),
orgiitsel sessizlik (Morrison ve Milliken, 2000) gibi bir dizi kavram ¢alisanlarin duygularini
ve tutumlarmi agiklamakta kullanilmig ve farkli derinlikleri olan kavramlar olarak
alanyazina kazandirilmistir. Son dénemde ise bu kavramlarin arasinda parlayan yeni bir aday

goriilmektedir: Sessiz istifa.

Bu c¢aligmanin amaci, sessiz istifa kavraminin ortaya ¢ikis hikayesini
temellendirmek, olasi etkileri bakimindan calisanlar ve orgilitler acisindan sebep olacagi
sonuclar1 ele almaktir. Bununla birlikte pandemi sonrasi is hayatinda yasanan paradigma
degisimi ilizerine derinlemesine diisiinmeyi tesvik etmek ve ileride yasanabilecek farkli
orgiitsel krizlerin dnlenebilmesi i¢in Oneriler sunmaktir. Kavram, sosyal medya iizerinde
parlamis ve ¢cogunlukla dijital medyada irdelenmistir. Akademik diizlemde ise ¢alisanlarin
sessiz istifa siireci ile ilgili bilissel, duyussal ya da davranigsal boyutta ampirik bir ¢calismaya
rastlanmamistir. Dolayisiyla bu ¢aligmanin, kavrama iligkin sinirli sayidaki kaynaklarin
incelendigi biitiinciil bir degerlendirme yapilmaya caligilan betimsel bir ¢aligma olarak
alanyazindaki boslugu dolduracak kaynak niteligi tasimasi hedeflenmektedir. Sessiz istifa
stirecinin kuramsal temellerinin aciklandigi caligmalarin artmasi ve deneysel calismalarla
desteklenmesi ile akademik olarak kabul gérmesi kolaylagacaktir. Yapilan bu ¢alismanin da

ileride yiiriitiilecek olan arastirmalar icin fayda saglayabilecegi ve oOrglitlerin iist
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yonetimlerine karsi, calisanlarin sessiz ¢igliklarinin duyulmasini saglayacak bir arag

olabilecegi diisiiniilmektedir.
2. Yazin incelemesi

Sessiz istifa (Quiet Quitting) kavrami, aslinda ilk olarak 2009 yilinda Texas’ta
diizenlenen A&M Ekonomi Sempozyumunda ekonomist Mark Boldger tarafindan
tiiretilmistir. Calisanlarin yogun is tempolar1 yiiziinden is yasam dengelerini kurmakta
zorlanmalar1 ve tiikenmislige varacak noktaya getiren is yiiklerini elestirmek amaciyla
kullanilan bu kavram, 2020 yilinda COVID-19 pandemisiyle yeniden giindeme gelmistir.
Pandeminin is hayatinda yarattig1 etkiler ekonomik sikintilar dogurmus ve 6zellikle 2021
yilinda ABD ekonomisini derinden etkileyen biiyiik bir ¢alkantiya sebep olmustur. Isten
cikarmalarin arttig1 bu donemde, islerine devam eden calisanlarin tasidigi saglik endisesi ve
is performansi beklentisinin artmasi, kitlesel bir istifa hareketini tetiklemistir (Formica ve
Sfodera, 2022). 2021 yilinin sonunda Amerikada 47 milyondan fazla ¢alisan goniillii olarak
isini birakmistir (Fuller ve Kerr, 2022). Calisanlarin kitlesel ¢apta ve goniillii olarak
islerinden ayrildiklar1 bu kaos hali Anthony Klotz tarafindan “Biiyiik Istifa” (Big Quiet)
olarak adlandirilmistir (Kuzior ve digerleri, 2022). Ancak son ¢are olan istifadan Once
alternatif bir ¢oziim arayisi dile getirilmistir. Devam eden boliimde fiili istifanin bir
alternatifi ya da calisanlarin seslerini duyurmak i¢in kullandigr farkli bir girisim olarak
“Sessiz Istifa” konusu, kavramsal olarak incelenecek, sebep-sonug iliskisi igerisinde

tartisilarak ¢6zlim onerileri sunulmaya calisilacaktir.
2.1.  Sessiz Manifesto

Aslinda sessiz istifa kavraminin temel 6zellikleri, gegmis yillarda farkli adlarla dile
getirilen gesitli olgularla ortak yonlere sahiptir. Ornegin Kahn’m (1990) heniiz milenyum
cagma girmeden ve is yasamindaki karmasanin gliniimiizdeki kadar yogun olmadigi
donemlerde isten ayrilma ile ilgili ¢alismalar1 bulunmaktadir. Yazarin dile getirdigi isten
ayrilma, ¢alisanlarin kendilerini duygusal ve fiziksel olarak koruma i¢giidiisiiyle is yerindeki
rollerinden ayrildiklarini ifade etmektedir. Yine ¢alisanin ¢aligma ortamu ile kendisi arasinda
psikolojik ve fiziksel mesafe koyma girisimi de geri c¢ekilme davranisi olarak
adlandirilmistir (Rosse ve Hulin, 1985). Bu girisim, is-yasam dengesini korumak ve
olusabilecek sorunlarla basa ¢ikma stratejisi olarak ifade edilmistir (Jo ve Lee, 2022). Bu
kavramlardan anlasildig1 lizere sessiz istifa, ge¢mis yillarda farkli isimler ve farkli

boyutlarda oOrgiitsel davranig ¢alismalarinda yer yer kendini gostermis bir olgu olarak
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nitelendirilebilir. Daha yakin zamanlarda kavram orgiitsel sessizlik adiyla da varligini
gostermistir. Cakan (2022), orgiitsel sessizlik {lizerine yapilan c¢alismalarda, calisanlarin
orgilit i¢indeki faaliyetleri onaylamadigi durumlarda istifa etmek yerine, iste kalmaya devam
ederek yonetimsel stireglere sessiz kaldiklari pasif bir ¢alisan haline doniisebildigini ifade

etmektedir.

2022 yilinin Temmuz ayinda New York’da yasayan yazilimci ve miizisyen Zaid
Khan, Tiktok adl1 bir sosyal medya mecrasinda ““sessiz istifa” kavramini kullanarak paylasim
yapmis ve milyonlarca insanin dikkatini ¢ekip destekledigi bir akimin Onciisii olmustur.
Kavrami popiilerlestiren yaymci Zaid Khan’in s6z konusu videodaki (Tiktok, 2022) su
sOzleri olusan bu durumu dogrular niteliktedir: “Sessiz istifa, isinizi birakmak anlamina
gelmiyor. Sadece isinizin hayatinizi ele gecirmesine engel olmak anlamina geliyor. Isiniz

hayatiniz degil! Degeriniz tirettiklerinizle tanimlanamaz!”

“Sessiz istifa” kavrami isten ayrilma anlamima gelmeyip, is yerinde daha az
sorumluluk alma ve isi aksatmadan asgari diizeyde performans gosterme siireci olarak
tanimlanmaktadir (Yildiz ve Ozmenekse, 2022). Teschner (2022), sessiz istifaya gecen
bireyleri cesareti kirilmis ve psikolojik olarak islerinden kopmus calisanlar olarak
tanimlamaktadir. Aydin ve Azizoglu'nun (2022) sessiz istifa kavraminin kuramsal temelini
olusturmaya yardimci olan ¢ok yonlii bir bakis acisiyla ele aldiklar1 g¢aligmasinda,
calisanlarin bozulan is-yasam dengesini yeniden diizeltmek ve iyilik hallerini korumak i¢in
sessiz istifa durumuna gectiklerini ifade etmektedir. Valura (2022) sirketinin raporunda ise,
1§ yerinde mutsuz fakat maddi imkansizliklar sebebiyle isini terk edemeyen ya da is bulma
siireci ve yeni ise adaptasyonun yasatacagi zorluklari goze alamayan calisanlarin, isin
gerektirdigi Ol¢lide minimum performans gostererek igverenlerini bir tiir cezalandirma
davranig1 gosterdikleri belirtilmektedir. Yani Starling’in (2022) belirttigi gibi sessiz istifa,
calisanlarin islerine olan bagliliklarin1 gdstermek i¢in kisisel zamanlarini, saghklarini ve

mutluluklarmi feda etmelerinin beklendigi “kosusturmaca kiiltiirtine” kars1 itici bir giigtiir.
2.2.  Sessiz istifaya Giden Yol ve Olasi Sonuclari

Bir tiir bagkaldir1 olan bu akimin sorumlusunun bas siiphelisinin pandemi oldugu
ifade edilebilir. Uzun yillar boyunca rutin bir is-yasam dongiisii icinde hayatlarina devam
eden insanlarin, mesai saatlerinin farklilagmasi, alisilmis is yapma big¢imlerinin degismesi
ve buna benzer pandeminin getirdigi degisimler, is ile is dis1 saatlerin i¢ ige gecmesine, bir

anlamda bulaniklagmasina yol agmistir. Bu durum fizyolojik, psikolojik vb. farkli boyutlarda

193



K. CALISKAN

sorunlarin ortaya ¢ikmasina sebep olmustur. Ozellikle istihdamdaki daralmanin mevcut
calisanlar iizerindeki is yiikiinii artirmasi ve bunun yol actig1 tiikkenmislik (Irfan, 2022),
kisilerin “Sessiz Istifa” kavrammin arkasinda kalabaliklastig1 bir siirecin olgunlasmasina

zemin hazirlamistir.

Pandemi donemi sartlar1 geregi evden ¢alisma sistemine gecen pek cok sektordeki
calisanlarin, ilk baslarda is yeri rutininin digina ¢ikip ev ortaminin rahathigiyla ¢alismaya
baslamalarint olumlu karsiladigi ifade edilmektedir (Ipsen ve digerleri., 2021). Fakat
ilerleyen siirecte aslinda evin is yerinden farkli olmas1 gerektigi ve is-yasam dengesinin daha
iyi anlagilmasiyla evden calisma sistemi artik olumsuz durumlarla anilmaya baglanmistir
(Baumann ve Sander, 2021; Vyas ve Butakhieo, 2021). Oyle ki giiniin her saati bir anlamda
mesai kapsamina girmistir. Bu da bir siire sonra meslegin kisinin hayatin1 ele gegirdigi
hissini olusturmaya baslamistir. Isverenlerin galisanlarla mesai saatleri disinda is ile ilgili
iletisime geg¢meleri ve gorev vermeleri, iletisim cihazlarint siirekli agik ve erigilebilir
konumda bulundurmalarini istemeleri, hafta sonlar1 acil durumlar bahane gosterilerek is
toplantilarina hazir olmalarini beklemeleri, 6zellikle beyaz yakalilarin 6zel yasamlar1 dahi
kontrol altina almmis insansi robotlar olarak goriilmelerine yol agmustir. Is-yasam
dengesinin bozuldugu bu durum is diinyas1 ve saglikli toplumlar i¢in siirdiiriilmesi miimkiin

olmayan bir krizi ortaya ¢ikarmistir (Youthall, 2022).

Pandemi sonrast ABD’de baslayan “Biiyiik Istifa” hareketinin en yaygin nedenleri
arasinda; performansin farkina varilmamasi, saygisizlik hissetme, toksik ¢alisma kiiltiirt, is
tatmininde azalma ve isin anlamlilig1 yitirmesi gibi sebepler yatmaktadir (De Smet ve
digerleri, 2022; Parker ve Horowitz, 2022). Sessiz istifanin baslica itici giicleri arasinda ise;
amacl ile calisanin amaci arasindaki baglanti eksikligi yer almaktadir (Gallup, 2022).
Gorildigi tizere her iki durumda da (biiyiik istifa ve sessiz istifa), calisanlarin
memnuniyetsizliginin ihtiyaglar, degerler ve amaglar olmak {izere ii¢ ortak 6zellik etrafinda
dondiigii aciktir. Zenger ve Folkman (2022) da biiyiik istifa ve sessiz istifanin, deger
verilmeme ve takdir edilmeme hissinin bir sonucu olarak ortaya ¢iktigini bildirmektedir.
Mahand ve Caldwell’e (2023) gore kariyer gelisimi desteginin olmamasi, ¢alisanlara deger
verilmemesi, calisanlarla olan iletisim kopuklugu, calisanlara isle ilgili gereksiz ve sik
uyarim yapilmasi, Orgiitsel giivenin azalmasi gibi unsurlar sessiz istifanin ortaya ¢ikma

sebepleri arasindadir.
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Bu bilgiler 15181nda sessizce istifa etmeye karar veren ¢alisanlarin asagida verilen

yaygin ortak sebepleri tasidiklar ifade edilebilir:
o Calisanlarin kendilerine 6nem verilmedigini diisiinmesi ve degersiz hissetmeleri

. Calisanlarin sahip oldugu potansiyelin agiga ¢ikarilmasini saglayacak yonetimsel

destegin olmamasi ve kisitlanma hissi

o Yoneticilerin adil ve tutarli bir yonetim anlayisi benimsememesinden kaynakli

idareye olan gilivenin yitirilmesi

. Is yerinde acik ve seffaf bir iletisim mekanizmasinin kurulamamasi ve siiphenin
olusmasi
o Bireysel yetkinlige uygun bir pozisyonda ¢aligilmamasi

Klotz ve Bolino (2022) sessiz istifa durumuna gegmis ¢alisanlarda goriilen yaygin ve
ortak belirtileri ise su sekilde somutlastirmistir: toplantilara ge¢ kalmak ya da katilmamalk,
mesai saatlerini kisaltan bir dongii olusturmak (gec gelip erken ayrilma gibi), grup
caligmalarina ve ortak fikirlerin konugsuldugu toplu goriismelere daha az katki vermek,
idareciler ve galigma arkadaglariyla iletisim kopuklugu, motivasyon eksikligi, verimliligin

diismesi vb.

Amerika’da ¢alisanlarin is verimliligi ile 1lgili konularda 20 y1l1 agkin siiredir ¢calisma
yapan Gallup organizasyonu, sonuclarin hi¢ de i¢ acici olmadigimi dile getirmekte ve
calisanlarmn iglerine bagliigmim %32 seviyelerine kadar distiigiinii ortaya koymaktadir.
2022 yilinin Haziran aymda yapilan ve 15.000’den fazla katilimcinin yer aldigr arastirmanin
sonuglaria gore, "sessizce istifa edenler" ABD isgiiciiniin en az %50'sini olusturmaktadir.
Tedarik zinciri sorunlari, salgin sebebiyle istthdam dinamikleri gibi faktorlerin, sessizce
isten ayrilanlarin sayisini tetikledigi belirtilmektedir (Gallup, 2022). Bir baska arastirma
sirketi Axios/Generation Lab’in raporuna gore (Pandey, 2022), 18-29 yas araliginda olan ve
kismen Z kusagi olarak adlandirilan kitlenin sessiz istifa durumuna gecen calisanlar arasinda
onemli bir sayiy1 olusturdugu ifade edilmektedir. Arastirmaya katilan genglerin %82’si
minimum performansla calismak istediklerini ve kariyer hedeflerine odaklanmanin
yasamdaki diger konular arasinda dnemli yeri olmadigini belirtmislerdir. Onem siralarma
bakildiginda ise aile ve arkadaslartyla vakit gegirmek, saglikla ve hobileriyle ilgilenmek gibi
konulara daha ¢ok 6nem verdikleri raporlanmistir. Yikilmaz’in da (2022) ifade ettigi lizere

raporlar, istthdamda pay1 giderek artan geng kitlenin konvansiyonel calisma disiplinine
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uyum gostermedigini ortaya koymaktadir. Valura (2022) sirketinin hazirladigi sessiz istifa
isimli raporda da gelecegin is yerlerinin igverene gore degil calisanlara gore tasarlanmasi
gerektigi ifade edilmektedir. Siiphesiz temel diizeydeki insan ihtiyaglari, cinsiyet, milliyet,
yas veya din farkliliklarina bakilmaksizin her insan i¢in aynidir. Ayrica, insan ihtiyaglar
teorisi, bireylerin ihtiyaclarimi karsilayabildiklerinde, bir refah durumuna ulasip bunu
stirdiirdiiklerini 6ne siirmektedir (Diener ve Lucas, 2000). Basit bir ifadeyle, giiclii bir
aidiyete sahip ve verimli bir ¢alisan elde edilmek isteniyorsa, ¢alisanlarin ihtiyaglari

karsilanmalidir.

Kavram her ne kadar ABD merkezli bir akim gibi goriinse ve akademik alanyazinda
heniiz detaylandirilmamis olsa da kiiresel boyutta is hayatinda yogun bir ilgi gordiigini
ifade etmek miimkiindiir. Tiirkiye’de de is hayatinda varlig1 bilinen fakat dile getirmekte
zorlanilan bir durum gibi goriinmektedir. Nitekim Youthall’mm (2022) Tirkiye'de geng
calisanlar iizerinde yaptigi calismanin raporunda, genglerin diisiik maaslar, kariyer
olanaklar1 ve is yasam dengesizligi nedeniyle sessiz istifa siirecinde olduklar1 ifade
edilmektedir. 18-50 yas araliginda olan 1002 kisinin katildig1 (%57,3 kadin, %41,6 erkek)
calismada, son donemde beyaz yakalilar arasinda artan sessiz istifanin yayginlasmasinda en
bliylik nedenlerin diisiik maas, kariyer gelisiminin kisitli olmasi ve ig-yasam dengesindeki
diizensizlik oldugu saptanmistir. Bu acidan bireylerin saglikli ve dengeli bir yasam

stirmelerinin mesleki kazanimlardan daha 6nemli oldugu bir gergektir (Afrahi ve digerleri.,

2021).

Sessiz istifanin bireyde yasattigi duygular ve mesleki baglilikla ilgili etkileriyle
birlikte orgiite yansiyacak maliyetler de gbéz ardi edilmemelidir. Bireyin isine olan
baglhiliginin azalmasi ve 6zveriden yoksun bir bi¢imde yalnizca igin gerektirdigi Ol¢iide
performans sergilemesi Orgiitiin gelisimi agisindan gligsiiz kalmasina sebep olabilir.
Ozellikle yaratic1 ve yenilikgi fikirlerin deger buldugu sektorlerde bireylerin pasif galisan
olarak mesailerini ge¢irmesi kurumsal anlamda ciddi bir tehdit olarak goriilebilir. Valura’nin
(2022) arastirma raporu ayrica, sessiz istifayr yonetmenin gergek istifayr yonetmekten ¢ok

daha karmasik ve zor oldugu ve diger ekip iiyelerinin is yiikiinii artirdigin1 vurgulamaktadir.

Bir bagka olumsuz sonug ise bulasicilik etkisi olabilir. Lyra Health sirketinde isgiicii
doniisimii direktorii olarak c¢alisan Joe Grasso tarafindan Washington Post gazetesine
verilen bir roportajda (Telford, 2022), bir galisanin sessiz istifa duygusunun diger ¢alisanlari

da olumsuz etkileyebilecegi ve bu bulasicilik etkisinin zamanla tiim is ortamina hakim
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Gelinen noktada yoneticilerin her emrine biat edilen ve kars1 fikrin dile getirilmesinin
isten ¢ikarilma korkusuyla bastirildigi bir diizenin stirdiiriilmesi miimkiin gériinmemektedir.
Bu a¢idan bakildiginda asir1 ¢alisma ve iskolik tutumun artik kabullenilecek ve takdir
gosterilecek bir durum olmadigi anlasilabilir. Ancak sessiz istifanin bazi alanlarda karsilik
bulamayabilecegi de unutulmamalidir. Ornegin 2022 yilinda Amerika Birlesik Devletlerinde
siireli yayin yapan Ordu Diren¢ Grubu isimli bir biiltenin Ekim ay1 sayisinda sessiz istifa
kavrami ele alinmistir. Burada ABD ordusunda ¢alismanin zorluklar1 dile getirilirken; uzun
gorev giinleri, askerlerin ailelerinden ve arkadaslarindan uzun siire uzak kalmalar1 vb zorlu
kosullarin askerlerin siklikla yasadiklari tilkenmiglik sendromunun temel nedeni olmadigi
dile getirilmistir. Askeri disiplin ¢ercevesinde liderligin 6nemine vurgu yapilmis ve emir-
komuta zinciri igerisinde zehirli liderligin iiretkenligi ve morali her seyden daha g¢ok
etkiledigi belirtilmistir (Parrish, 2022). Ilgili makaleye gore, askeri baglamda sessiz istifa
konusunun énemi ¢ok daha ciddi sorunlarin tetikleyicisi olabilir. Oyle ki sivil islerde, iyi
yonetilemeyen siiregler sonunda ulasilan titkenmislik noktasinda yavasca durulup is birakma
karar1 verilebilir. Oysa askerlerin bdyle bir segenegi olmamaktadir. "Sessiz istifa", bir
calisanin isine ayirdigi zaman, ¢aba ve baglilik diizeyini azaltma uygulamasiyken, bir
askerin giinliik rutin islerinde sessiz istifa durumunda bulunmasi, kritik bir adimin yanlis
atilmasina ve nihayetinde gilivenlik tehdidi olusturabilecek bir vakaya doniisebilir.
Goriildiigii lizere yogun is hayatinin stresiyle miicadele etmekte zorlanan, is-yasam
dengesinin ayarlamakta giicliikk ¢eken ya da kariyer amacglarindan ayrilan kisilerin vardigi
noktada hissettigi tilkenmislik duygusu, bazi durumlarda kagis kapisini bile bir tercih
olmaktan ¢ikarabilmektedir. Calismanin biitliniin aksi yoniinde bir bilgi olmasina karsin bu
paragraf, kavramin ilerleyen siireclerde kuramsal temellerinin ag¢iklanmasinda tiim
yonleriyle ele alinmasi gerektigini ve yiizeysel bir sekilde is yiikiiniin artmas1 sonucu ortaya

cikan bir tepki olarak gecistirilmemesi gerektigini onemle gostermektedir.
3. Sonug¢ ve Oneriler

Tiim bu bilgiler 15181nda pandemi sebebiyle degisen calisma kosullari, ¢alisanlarin
degersiz hissettigi is ortami, kiiresel ¢aptaki ekonomik kriz, Z kusaginin istihdamdaki
paymin artmasi vb. sebeplerle yeni bir kavram olarak ortaya ¢ikan sessiz istifa, goz ardi
edilmeyecek bir durum olarak hem ¢alisanlara hem de isverenlere onemli bir mesaj
vermektedir. Ge¢mis yillarda farkli isimlerle ve farkli ¢alisma ortamlarinin (baglamlarin)

etkisiyle cesitli isimlerle ortaya ¢ikan bu fenomen bugiin “sessiz istifa” adiyla yeniden sahne
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almistir. Is yerinde deger gérmeme ve ¢esitli sebeplerle olusmus tiikenmislik sendromuyla
bas edemeyip sessiz istifa siirecine gegen ¢alisanlarin sayisinin artmasi ve bu bireylerin
yasadig1 fiziksel, psikolojik ve sosyal bunalimlar, istihdam havuzundan damla damla
eksilmelerin Gtesinde, toplumsal refahi da bozabilecek sonuglar dogurabilir. Bireysel,
kurumsal ve hatta kiiresel Olcekte sagliklt bir ekonomik isleyigin siirdiiriilmesi i¢in bu
durumla miicadele edilmesi 6nem arz etmektedir. Miicadelenin anahtar elemanlarindan biri
ise siiphesiz yoneticiler/liderlerdir. Calisanlarin1 destekleyen, motive eden, sinerji yaratmay1
basarabilen, bilgi ve tecriibesiyle ekip iiyelerini ikna edebilen etkili liderler, sessiz istifanin

ontline gegmede dnemli bir faktdr olarak gosterilebilir.

Orgiitsel diizeyde alinacak dnlemler arasinda yéneticilerin ¢alisanlarini destekleyici
uygulamalar kullanip, Orgiitsel bagliliklarin1 artiracak destegi sunmalar1  gerektigi
sOylenebilir. Ayrica giivene dayali bir yonetsel siire¢ izlemek, ast-iist iliskisi arasinda seffaf
bir iletisim mekanizmasi gelistirmek ¢alisanlarin aidiyetlerini gliglendirerek sessiz istifadan

kaginmalarini saglayabilir.

Calisanlar acisindan bakildiginda; bireylerin yasamlarini anlamlandirdigi nedenler
lizerinden yeniden baglanti kurmalari, ama¢ duygusunu canlandirmada 6nemli bir rol
oynayabilir. Ozii itibariyle insanin anlam arayisinda belli amagclara baglanmasi gerceklikten
kopmalarii engelleyebilir ve saglikli bir is-yasam dengesi kurmalarinda etkili olabilir.
Ornegin saghkli yasam Kkiiltiiriiniin (Wellness) kiiltiiriiniin yaygilasmasiyla, bireylerin
calisma saatleri disinda kalan siirelerde stresten uzaklasabilecekleri ve eglenebilecekleri
(rekreasyonel) etkinliklere yonelmeleri, sosyallesebilecekleri ortamlarda daha sik zaman
gecirerek ve psikolojik olarak kendilerini rahatlattigini hissettigi bos zaman aktiviteleri

edinmeleri sessiz istifa siirecine girmemelerine yardime1 olabilir.

Ote yandan unutulmamahdir ki calismak, yalnizca para kazanma amacl bir arag
olarak goriilmemelidir. Insanlarin giinliik faaliyetleri arasinda yer alan ve sistemli bir mesai
planlamasina sahip bir is hayati, bireyin sosyallesmesi, kendini gergceklestirmesi ve diizenli
bir yasam siirebilmesi gibi fonksiyonlar1 da tasimaktadir. Dolayisiyla asiriliklarin her
konuda oldugu gibi bu baglamda da her iki ucta negatif sonuglar dogurdugu agikca

gorilmektedir.

Tipk1 pandemi doneminde ev ici egzersiz ve spor aliskanliklar1 konulu ¢aligmalarda
patlama yasanmasi gibi sessiz istifa kavrami da aragtirmacilar tarafindan son dénemde

calisilmaya baslanan popiiler bir konu olarak kargimiza ¢ikmaktadir. Fakat sessiz istifa
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kavraminin dayandirildigi temellerin kabul gdérmesi ve konuyu derinlemesine inceleyen
akademik ¢alismalarin artmasi i¢in zamana ihtiya¢ duyuldugu bir gercektir. Simdiye kadar
genellikle kavramin biligim, reklamcilik, turizm, lojistik gibi sektorlerdeki beyaz yakali
calisanlar agisindan ele alindigr goriilmektedir. Ancak unutulmamalidir ki temel egitim
kurumlart ve akademik oOrgiitlerde de sessiz istifa kavrami goz ardi edilmeyecek bir
tehlikenin tohumlarini tastyor olabilir. Ileride yapilacak ¢alismalar igin egitim kurumlarinda
calisan akademik ve idari personelleri ele alan bir perspektif diisiiniilebilir. Ote yandan
Tiirkiye’de asgari ticretli ¢alisan sayisinin toplam isttihdamdaki yerinin hatir1 sayilir diizeyde
yiiksek olmasi, sessiz istifay tetikleyen bir faktor olan diisiik ve tatmin edici olmayan maas

unsurunun gii¢lii bir yordayicisi olabilir.

Destek Bilgisi: Bu c¢alisma, kamu, ticari veya kar amaci giitmeyen kuruluslar gibi

herhangi bir organizasyondan destek almamustir.

Etik Onay1: Bu ¢alisma, kapsami geregi etik kurul onay1 gerektirmemektedir.
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EXTENDED ABSTRACT
Purpose

The aim of this study is to ground the story of the emergence of the concept of quiet quitting,
and to discuss its possible effects in terms of employees and organizations. In addition, it is
to encourage reflection on the paradigm shift in business life after the pandemic and to offer
suggestions for preventing different organizational crises that may occur in the future. It is
thought that this study will be a source for future research and can be a tool that will enable

the silent cries of the employees to be heard against the top management of the organizations.
Design and Methodology

This study has a qualitative character and is a descriptive research carried out in order to
provide a conceptual integrity about the situation of quiet quitting, which has been talked
about extensively in the business world recently and whose effects have begun to be
observed. As of the date of the study, almost all the studies in which the keyword "quiet
quitting” was used were examined, since there were very few studies in the literature on the
concept. In addition, it has been tried to compile the content produced on the concept of
quiet quitting in the digital media. Due to the nature of the study, informed consent or ethics

committee approval was not required.
Findings

Quiet quitting is a reaction against the “hustle culture” where employees are expected to
sacrifice their personal time, health and happiness to demonstrate their commitment to their
jobs (Starling, 2022). Employees who are unhappy at work but cannot leave their jobs due
to financial difficulties or cannot afford the difficulties of finding a job and adapting to a
new job, show a kind of punishment behavior by showing minimum performance to the
extent required by the job (Valura, 2022). This situation, which is called “Quiet quitting”,
does not mean leaving the job, but is defined as the process of taking less responsibility in
the workplace and performing at a minimum level without disrupting the work (Y1ldiz and
Ozmenekse, 2022).

With the transition to the remote working order caused by the pandemic, employers' contact
with employees after working hours and their desire to keep communication devices open
and accessible at all times have caused the private life and working hours of employees to

be intertwined. In addition, the organization of business meetings on weekends has led to
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the feeling that even the private lives of white collar workers are under control and their
work-life balance is deteriorated (Youthall, 2022).

Klotz and Bolino (2022) exemplified the symptoms seen in employees who went into quiet
quitting as follows: being late and not attending meetings, coming to work late, leaving early,
making less contribution to group work, lack of communication with managers and
colleagues, lack of motivation, decreased productivity. etc. In a study of more than 15,000
participants, conducted by the Gallup organization in the USA in June 2022, it was noticed

that those who "quiet quitters™ constitute at least 50% of the US workforce.

In the light of all this information, the quiet quitting situation that emerged as a kind of
reaction by the employees gives an important message to the employers. Against this
situation, it can be said that managers should use supportive practices for their employees
and provide support that will increase their organizational commitment. In addition,
following a trust-based managerial process and developing a transparent communication
mechanism between the subordinate-superior relationships can strengthen the belonging of

the employees and help them avoid quiet quitting.
Research Limitations

Since the concept of “Quiet Quitting” shone on social media and mostly examined in digital
media, it was not the subject of a cognitive, affective or behavioral study of the quiet quitting
status of employees in the academic level. Therefore, in this study, a limited number of
sources of the concept were brought together and the results of the experimental studies
could not be mentioned.

Implications (Theoretical, Practical and Social)

It is important to make an effort for this situation in order to maintain a healthy commercial
and economic functioning on an individual, institutional and even global scale. Undoubtedly,
one of the key elements of the struggle is the managers/leaders. Effective leaders who
support their employees, motivate them, create synergy, and convince their team members
with their knowledge and experience can be shown as an important factor in preventing quiet
quitting. It can be said that among the measures to be taken at the organizational level,
managers should use supportive practices for their employees and offer support that will
increase their organizational commitment. In addition, following a trust-based managerial

process and developing a transparent and trust-based communication mechanism between
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the subordinate-superior relationships can strengthen the belonging of employees and enable
them to avoid quiet quitting. In terms of employees; reconnecting individuals through the
reasons for which they make sense of their lives, can play an important role in reviving the
sense of purpose. In essence, people's attachment to certain goals in their search for meaning
can prevent them from breaking away from reality and can be effective in establishing a
healthy work-life balance.

Originality/Value

This study deals with the concept of "Quiet Quitting", which expresses the reaction of the
employees against the organizations they are affiliated with due to the changing working
conditions after the COVID-19 pandemic, which affected the whole world as of 2020. Since
the concept of quiet quitting shines on social media and is mostly discussed in digital media,
it has not been the subject of an empirical study on the cognitive, affective or behavioral
dimension of the quiet quitting situation of academic employees. Therefore, in this study, a
limited number of sources related to the concept are brought together and a holistic
evaluation is tried to be made and it is aimed to contribute to the development of the

theoretical foundations of the concept.
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