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ABSTRACT

In this study, it aims to identify impact of demographic factors on
cyberloafing of academic and administrative staff working in universities.
The research sample formed by Celal Bayar University academic and
administrative staff working in the total of 383. The data were collected by
questionnaire and were analyzed by SPSS 21 software. Cyberloafing
behaviors were measured using the scale developed by Blanchard and
Henle (2008). In the analysis of the relation between demographic factors
and cyberloafing behaviors significant relationships were observed in the
levels of 0.05 and 0.01. According to demographic factors between the
average level of cyberloafing behavior, significant differences 0.05 and
0.01 were observed. In addition, regression analysis of categorical,
demographic factors that affect cyberloafing behavior has been seen in a
positive or negative direction.

CALISANLARIN DEMOGRAFIK OZELLIKLERININ SANAL KAYTARMA

(CYBERLOAFING)

UZERINDEKi  ETKiSi: UNIVERSITE CALISANLARI

UZERINDE AMPIRIK BiR ARASTIRMA

Anahtar Kelimeler
Sanal kaytarma,
demografik ozellikler,
akademik ve idari personel.

JEL Siniflandirmasi
D23,M54,]20,L20

OZET

Bu galismada Universitelerde galisan akademik ve idari personelin sanal
kaytarma davranisi sergilemelerinde demografik faktorlerin etkisini tespit
etmek amaglanmaktadir.  Arastirmanin  6rneklemini  Celal Bayar
Universitesinde gorev yapan toplam 383 akademik ve idari personel
olusturmaktadir. Veriler anket yoéntemi ile toplanmistir ve SPSS 21
programi ile analiz edilmistir. Sanal kaytarma davranislari Blanchard ve
Henle (2008) tarafindan gelistirilen 6lgek kullanilarak olgtilmustar. Yapilan
iliski analizinde demografik faktorler ile sanal kaytarma davraniglari
arasinda 0,05 ve 0,01 duzeylerinde o6nemli iliskiler gorulmustar.
Demografik faktorlere gore sanal kaytarma davranislarinin ortalamalari
arasinda 0,05 ve 0,01 diizeyinde 6nemli farkhlklar gorllmustir. Ayrica
Kategorik Regresyon analizinde demografik faktorlerin sanal kaytarma
davranislarini pozitif veya negatif yonde etkiledikleri gérilmustir.
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1. GIRIS

Gunlmiiz rekabet kosullarinda isletmelerin sirdirulebilir rekabet avantaji elde etmeleri ve
bunu koruyabilmeleri, stiphesiz bilginin elde edilmesi ve uygun sekillerde kullanilmasina
dnemli dlgiide baglidir. Ozellikle teknolojinin bu denli gelistigi bir ddnemde; isletmelerin
amaglarina ulasabilmeleri icin hem insan kaynaklarini hem de teknolojiyi iyi
kullanabilmeleri gerekmektedir. Ancak dogru ve yerinde kullanilmayan teknoloji, zamanin
iyi kullanilamamasina neden olmakta ve calisan performansini disirmekte bu da
dogrudan isletme performansina yansimaktadir.

Teknolojinin gelismesi ve internet kullanimin yayginlasmasi bir takim olumlu etkilerin
yaninda olumsuz etkileri de beraberinde getirmistir. Bilgi ve iletisim teknolojilerinin gerek
gilinlik yasamda, gerekse de ¢alisma yasaminda yogun bir bicimde kullanimi sonucunda
¢alisanlarin isten kaytarmak amaciyla zamanini bosa gecirmek suretiyle kendi amaglari
dogrultusunda interneti yogun bir sekilde kullandiklari gériilmektedir (Ozkalp vd., 2012).

Arastirmacilarin ¢ogu sanal kaytarma davranisinin pek ¢ok zarara sebep oldugu o6zellikle
insan kaynaklarinin ve zamanin etkin kullanilmamasina neden olmasi ve hatta isletmeler
acisindan hukuki bir takim sorunlara yol actigl hususunda hem fikirdirler ve bunu sapkin
orgutsel davranislar arasinda degerlendirmektedirler (Blanchard ve Henle, 2008; Lim ve
Teo, 2005). Ancak bazi arastirmacilar ise sanal kaytarmanin illaki koti sonuglara yol
acmayacagl duslncesini tasimaktadirlar. Bu arastirmacilar, internetin calisanlara stres
atma, yaraticilik, esneklik, arkadaslik, 6grenme ortamini tesvik etmesi, bilgiye ulasmayi
kolaylastirdigi icin isletme verimliligine katki sagladigini ifade etmektedirler (Blanchard ve
Henle, 2008; Seymour ve Nadesan, 2007; Vitak vd., 2011; Kdse vd., 2012).

Gunldmiz yoneticileri sanal kaytarma davranislarinin ciddiyetinin farkindadir. Bu sebeple
ofis calisma saatlerinde internet kullanimini gesitli yontemler kullanarak kisitlamaya
calismaktadirlar. Ornegin bazi isletmelerde internet kullaniminin sadece 6gle yemegi
arasinda aktif hale getirilmesi, bazilarinda ise her bir ¢alisana 6zel kullanici adi ve parola ile
internete erisim izninin verilmesi, ayrica otomatik engelleme ve bireysel engelleme, igcerik
engelleme uygulanan yontemlerden bir kagi olarak karsimiza c¢ikmaktadir.  Ancak
gliniimiizde internete ulagmak igin cep telefonlarinin kullaniimasi durumu da giin gegtikte
artmaktadir. Dolayisiyla konuyu sadece ¢alisanlarin galistiklari kurumun internet erisimini
kullanmalari olarak degil, bireysel agidan internet erisiminin saglanmasi seklinde de
degerlendirmek faydali olacaktir.

Calismanin temel arastirma sorusu sudur: Universitelerde calisan akademik ve idari
personelin sanal kaytarma davranisi sergilemelerinde demografik faktorlerin etkisi var
midir? Bu dogrultuda arastirmanin temel amaci; Manisa ilinde faaliyet gosteren Celal
Bayar Universitesi akademik ve idari personelin demografik 6zellikleri ile sanal kaytarma
davraniglari arasindaki iliskileri tespit etmektir. Bu baglamda Sanal kaytarma davranislari
Blanchard ve Henle (2008) tarafindan gelistirilen 6lgek kullanilarak lgilmustir. Bu dlgek;
onemsiz sanal kaytarma faaliyetleri ve ciddi sanal kaytarma faaliyetleri olmak lizere iki
boyuttan olusmaktadir.

Literatlrde, sanal kaytarma davranisinin nedenlerini inceleyen arastirmalar bulunmaktadir
(Zoghbi vd., 2006; Ahmadi vd., 2011, Blau vd., 2006, Lim, 2002; Zoghbi, 2009; Liberman
vd., 2011; Kaplan ve Ogiit, 2012; Ozkalp vd., 2012; Kaplan ve Cetinkaya, 2013). Ancak,
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calisanlarin demografik 6zellikleri agisindan sanal kaytarma davraniglari arasinda anlamh
farkhhklar olup olmadigini analiz eden sinirli sayida arastirma mevcuttur. Sanal kaytarma
davranisinin olumsuz sonuglari géz o6nine alindiginda, yoneticilerin bu davranislar
engelleyebilmesi isletme amaclarinin gergeklestirilebilmesine o6nemli o6lglide katki
saglayacaktir. Dolayisiyla sanal kaytarma davranisina etki eden faktorleri belirlemek,
bunlarin elimine edilmesini kolaylastirmasi bakimindan énem arz etmektedir. Calisanlarin
demografik ozellikleri ile sanal kaytarma davranisi arasindaki iliskilerin tespit edilmesinin
yazina ve is diinyasina dnemli bir katki saglayacagi diisiiniilmektedir.

2. SANAL KAYTARMA

isyerinde internet erisiminin olmasi 6rgiitler icin sadece bir avantaj olmayip ayni zamanda
orgut islevlerinin gergeklestirilebilmesi icin bir zorunluluk haline gelmistir. Ancak son
arastirmalar, galisanlarin galistiklari kurumlarinda interneti kisisel konular icin kullanmasi
nedeniyle isletmelerin maliyet, zaman ve verimlilik agisindan énemli kayiplara ugradiklarini
ve pek ¢ok olumsuz etkiyi de beraberinde getirdigini gbstermektedir (Rajah ve Lim, 2011;
Reinecke, 2009). Sanal kaytarma davranisi isyeri sapkin davranisinin kavramsallastiriimis
bir taradar (Lim, 2002).

Orgiitlerde is ile ilgili olmayan internet kullanimi igin gesitli tanimlamalar ve yaklasimlar
bulunmaktadir. Yaklasimlardaki bu farkliliklar sonuglarin ¢ok genis bir alana yayilmasi,
terminoloji ve tanimlardaki uyumsuzluklara neden olmaktadir (Weatherbee, 2010; Al-
Shuaibi vd., 2013).

Calisanlarin, calisma saatleri icerisinde sirketlerindeki bilgisayarlarin internet erisimlerini,
isleriyle iliskisi olmadigi halde Web sitelerini kendi kisisel amaclari icin kullanmalari ve
kisisel e-maillerini kontrol etmeleri (gonderme ve almayi kapsamaktadir) yoluyla amaci
disinda yani kotlye kullanmalari seklindeki gonilli olarak gerceklestirdikleri bu tir
davranislar “Sanal Kaytarma (cyberloafing)” olarak adlandiriimaktadir (Lim, 2002). Tipik
sanal kaytarma davranislari; e-mail alisverisini, internette gezinmeyi, online alisverisi,
sosyal ag faaliyetlerini ve mesaj gondermeyi icermektedir. Ayrica sanal zorbalik, yetiskin
eglence sitelerinde gezinme, cinsel icerikli sanal taciz gibi uygun olamayan ve potansiyel
yasadisi aktiviteleri de icinde barindirmaktadir (Piotrowski, 2013).

Prasad vd. (2010) Sanal kaytarma davranisini Lim (2002)’ in tanimini da destekleyecek bir
sekilde; calisanlarin, ofis calisma saatleri icerisinde c¢alstiklari kurumun internet
erisimlerini kullanarak kisisel amaglari igin is ile ilgili olmayan web sitelerinde gezinmeleri
yoluyla gercgeklestirdikleri “calisanlarin gonlli eylemleri” olarak tanimlamaktadirlar.

Sanal kaytarma, sonuglarla iliskili olarak 6rgitlerde ¢ok genis bir kapsama yayilmistir.
Teknoloji gelistikge sanal kaytarma davranisinin yeni tiirleri ortaya ¢ikmaya baslamakta ve
sanal kaytarma faaliyetleri de artmaktadir (Weatherbee, 2010).

Literatirde sanal kaytarma davranisi ile ilgili farkli siniflandirmalar bulunmaktadir. Lim
(2002) sanal kaytarma faaliyetlerini iki grupta incelemistir: web sitesi aktiviteleri (browsing
activities) ve e-posta aktiviteleri (e-mailling activities). Blau vd. (2006) ise sanal kaytarma
faaliyetlerini ¢ grupta degerlendirmeyi uygun goérmdislerdir ve Lim (2002)
siniflandirmasina ek olarak interaktif sanal kaytarma aktivitelerini eklemislerdir. Bir diger
siniflandirma  Mastrangelo vd (2006) tarafindan verimsiz bilgisayar kullanimi
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(nonproductive) ve zarar verici bilgisayar kullanimi (counterproductive) olarak yapilan
ayrim olmaktadir (Mastrangelo, 2006’ dan aktaran: Ozler ve Polat, 2012).

Anandarajan vd.(2004) sanal kaytarma davranisini; zarar verici veya bozucu sanal
kaytarma (Disruptive Cyberloafing) faaliyetleri, yaratici ve bos zamanlari doldurucu sanal
kaytarma (Recreational Cyberloafing) faaliyetleri ve 6gretici sanal kaytarma (Personal
Learning Cyberloafing) faaliyetleri olmak Uzere ticli bir siniflandirma yapmislardir (Ozkalp
vd, 2012).

Robinson ve Bennet (1995) sanal kaytarma faaliyetlerini 6nemli (major) ve OGnemsiz
(mindr) sanal kaytarma davraniglari olmak (zere ikiye ayirmislardir. Benzer sekilde
Blanchard ve Henle (2008) de sanal kaytarma faaliyetlerini; dnemsiz (minér) ve ciddi
(serious) sanal kaytarma faaliyetleri seklinde siniflandirmislardir.

Ozetlemek gerekirse; sanal kaytarma davranisi literatiiriinde baslangicta odaklanilan konu
sanal kaytarma davranisinin siniflandiriimasi olmustur. Literatlirde cok sayida sanal
kaytarma siniflandirmasi géze carpmaktadir. Bunlardan bazilarinda (Blanchard ve Henle’
nin siniflandirmasi, Mastrangelo’ nun siniflandirmasi) sanal kaytarma davranisi genis bir
yelpazede ele alinirken, digerlerinde (Lim’ in iniflandirmasi ve Blau vd.” nin siniflandirmasi)
sanal kaytarma davranisi daha yaygin olarak goriilen kiguk formlari seklinde ele alinmistir
(Askew, 2009).

Bu arastirmada, Blanchard ve Henle’nin (2008) sanal kaytarma siniflandirmasi esas
alinmistir. Bu siniflandirmada sanal kaytarma faaliyetleri; 6nemsiz (minor) ve ciddi
(serious) sanal kaytarma faaliyetleri seklinde iki boyutta incelenmistir. Onemsiz sanal
kaytarma; isle ilgili olmayan e-postalari kontrol etmek, almak ve géndermek, haber ve spor
sitelerini ziyaret etmek, banka ya da finans icerikli web sitelerini ziyaret etmek, internetten
ahisveris yapmak gibi faaliyetleri icerirken, ciddi sanal kaytarma ise; yetiskin odakli siteleri
ziyaret etmek, mizik indirmek, bahis ve kumar sitelerini ziyaret etmek, sohbet odalarina
katilmak, internet tzerinden oyunlara katilmak gibi faaliyetleri icermektedir.

Cogu yenilikler gibi, internet ve buna eslik eden teknolojiler de potansiyel olarak kotiiye ve
kot amach kullanilabilir. isyerinde online ve kablosuz teknoloji kullanimi her yerde ve
zamanda gorilmektedir ve bu durum orgitler icin; verimlilik, finansal kayiplar, moral,
Orgutsel adalet ve sorumluluk agisindan i¢ tehdit unsuru olusturabilmektedir (Piotrowski,
2013). Bu vyuzden c¢alisanlari mesgul eden sanal kaytarma davranislarini anlamak,
calisanlarin is yerinde internet kullanimini etkin bir sekilde yonetebilmek amaciyla 6nemli
olmaktadir (Liberman vd, 2011).

Sanal kaytarma davranislarinin konulari orgitlere bir takim yasal sorumluluklar da
getirmektedir. Calisanlarin lisanssiz yaziimlari da iceren yasal olmayan materyalleri
indirmeleri ya da nefret sdylemleri, e- posta araciligiyla diger calisanlarina diismanca
soylemler iceren ifadeler géndererek mesgul etmeleri veya yanhs (yalan) beyanda
bulunmalari bu sorumluluklar arasinda sayilabilmektedir (Scheuermann ve Langford, 1997’
den aktaran Liberman vd, 2011).

152



Research Journal of Busines&Management-RIBM(2014),Vol.1(3) Cavusoglu, Palamutcuoglu, 2014

3. VERi VE YONTEM

Arastirmanin  amaci sanal kaytarma davranisina demografik 0Ozelliklerin etkilerini
incelemektir. Bu amagla akademik ve idari personelin hangi demografik 6zelliklerine gore
sanal kaytarma davranislari arasinda farkliliklar oldugu incelenmistir. Ayrica kategorik
regresyon analizi ile hangi demografik faktorlerin sanal kaytarma davranisina etkilerinin
oldugu incelenmistir.

Arastirmanin ana kitlesi, Celal Bayar Universitesinin 1.454 akademik personelini ve 1.221
idari personelini kapsamaktadir. Ana kitlenin toplam blyuklGgi 2.675dir. Arastirmacilara
bir kolaylik olmasi bakimindan 0,95 giivenlik diizeyi ve farkli evren biydklikleri icin kabul
edilebilir 6rneklem biytkliklerine iliskin Sekaran, 1992’den aktaran Altunisik vd., 2010,
s.135’nin tablosundan faydalaniimistir. Adi gegen tabloda 2.800 biyiklGgindeki ana kitle
icin yeterli érneklem biyiikligii 338 olarak bulunmustur. Celal Bayar Universitesinin her
birimindeki akademik ve idari personele ulasabilmek hedeflenmistir. Bu amacla gerekli
izinler alinarak hazirlanmis 700 adet anket formu birimlere ulastiriimistir. 700 adet anket
formundan 416 adedi (% 59, 43) geri donmustlr. Geri donen anketlerin 33’0 eksik veriler
nedeniyle degerlendirilememistir. Sonug¢ olarak gecerli olan 383 anket formu SPSS 21
yazilimina kodlanarak girilmistir. Anket, demografik bilgilerin sorgulandigi bir bélimden ve
sanal kaytarma olgeginden olusmaktadir. Sanal kaytarma davranislari Blanchart ve Henle
(2008) tarafindan gelistirilen olgek kullanilarak o6lgUlmustir. Bu olgek; 22 maddeden
olusmaktadir. Blanchart ve Henle (2008)'in ¢alismasinda, 6nemsiz sanal kaytarma
davranislari (9 madde) ve ciddi sanal kaytarma davranislari (8 madde) olmak tizere 2 faktor
ortaya ¢iktigl gorulmustir. Bu calismada olgegin 22 maddeden olusan orijinal hali
kullanilmigtir. Arastirmada kullanilan olgekler 5’li likert tipi Olgeklerdir ve 6lgek yapisi
1=kesinlikle katilmiyorum, 2=katilmiyorum, 3= ne katiiyorum ne de katilmiyorum,
4=katiliyorum, 5=Kesinlikle katiliyorum seklinde diizenlenmistir.

Arastirmada kullanilan olgeklere iliskin guvenilirlik ve gecerlilik analizleri yapiimistir.
Olgeklerin Cronbach a degerlerinin yeterli diizeyde oldugu (0,872) gorilmistir.
Demografik degiskenlerle sanal kaytarma davraniglari arasindaki Spearman sira
korelasyonlari hesaplatilarak iliski analizi yapiimistir. Analizde nonparametrik hipotez
testleri kullanimistir.  Katilimcilarin  demografik 06zelliklerine gore sanal kaytarma
davranislari arasinda anlamli farklilhk olup olmadigini anlamak igin, Kruskal Wallis H testi ve
Mann Whitney U testi uygulanmistir. Demografik degiskenlerin sanal kaytarma
davranislarina etkisini grmek amaciyla kategorik regresyon analizi (Categorical Regression
Analysis - CATREG) uygulanmustir.

4. ARASTIRMANIN HiPOTEZLERI

Arastirmanin temel sorusu “demografik 6zelliklerin sanal kaytarma davranislarina etkisi
var midir?” sorusudur. Bu soruya cevap aramak icin 9 demografik faktoriin sanal kaytarma
davranisina etkisi oldugu yoniindeki 8 alt hipotez kurulmustur. Hipotez 1: Cinsiyet
degiskeni sanal kaytarma davraniglarini etkilemektedir. Hipotez 2: Medeni durum
degiskeni sanal kaytarma davranislarini etkilemektedir. Hipotez 3: Yas degiskeni sanal
kaytarma davranislarini etkilemektedir. Hipotez 4: Egitim dizeyi degiskeni sanal kaytarma
davranislarini etkilemektedir. Hipotez 5: Gorev degiskeni sanal kaytarma davranislarini
etkilemektedir. Hipotez 6: Akademik unvan degiskeni sanal kaytarma davranislarini
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etkilemektedir. Hipotez 7: Goérev yaptigl birim degiskeni sanal kaytarma davranislarini
etkilemektedir. Hipotez 8: Deneyim degiskeni sanal kaytarma davranislarini
etkilemektedir. Hipotez 9: Gelir degiskeni sanal kaytarma davranislarini etkilemektedir.

5. SANAL KAYTARMA OLCEGINE iLiSKiN GECERLILiIK VE GUVENILIRLiK
ANALIZLERI

5.1. Aciklayici Faktor Analizi

Fakt6ér analizine baslamadan 6nce tim maddeler arasindaki korelasyonlar incelenmistir.
Yapilan inceleme sonucunda 16 madde arasinda 0,01 (15 madde) ve 0,05 (1 madde) 6nem
dizeyinde anlamh korelasyon tespit edilmistir. Bu durum faktor yapilari olusabilecegini
gostermistir.

Kaiser-Olkin-Mayer (KMO) orneklem yeterliligi 6lgutiu 0,858'dir. Bu deger 0,5'in Ustliinde
oldugu igin 6rneklemin faktor analizi icin yeterli oldugu degerlendirilmistir. Barlett Testine
gore (Yaklasik x?=2834,593; SD=120; p=0,000) veri seti faktér analizine uygundur.
Aciklayici Faktor Analizinde distik faktor yikleri nedeniyle 6, 14, 15, 18, 19 ve 21 numaral
sorular oOlgekten cikartilmistir. Varimax yontemi ile elde edilen, dondirilmis bilesen
matrisi Tablo 1'de gdsterilmistir.

Tablo 1: Dondiiriilmiis Bilesen Matrisi

Bilesenler
E-Posta Bos Zaman
Zarar Aktiviteleri Bankacilik/Finans/
Maddeler Verici ile ilgili D?Idurl.lc.u./ Alisveris ile ilgili
Ciddi Sanal | Onemsiz E.gle.ndlrlm Onemsiz Sanal
Kaytarma Sanal Ciddi Sanal Kaytarma
Kaytarma
Kaytarma

Sanall3 0,802
Sanall7 0,653
Sanal20 0,870
Sanal22 0,898
Sanall 0,900
Sanal2 0,860
Sanal3 0,636
Sanal7 0,683
Sanal5 0,676
Sanalll 0,791
Sanall2 0,597
Sanall6 0,697
Sanal4 0,687
Sanal8 0,754
Sanal9 0,672
Sanall0 0,607
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Aciklanan
Varyans % 19,864 % 17,440 % 14,884 % 13,795
Cronbach a 0,847 0,831 0,780 0,749

Cikarma Yéntemi: Temel Bilesenler Analizi. Déndiirme Yéntemi: Kaiser Normalizasyonu ile Varimax
Yéntemi. Déndiirme 6 adimda yakinsadi.

Aciklayici faktér analizi sonucunda elde edilen 4 faktor, varyansin % 66,043'ini
aciklayabilmektedir. Faktérlerin Cronbach a degerleri de yeterli gorilmustir. Blanchart ve
Henle (2008)'in ¢alismasinda ciddi sanal kaytarma ve 6nemsiz sanal kaytarma faktorlerinin
ortaya ¢iktig1 gorilmustir. Bizim galismamizda ise 6Gnemsiz sanal kaytarma faktori ve ciddi
sanal kaytarma faktori ikiye ayrilmistir. Bu nedenle faktorler; “Zarar Verici Ciddi Sanal
Kaytarma - ZVCSK” , “Bos Zaman Doldurucu/Eglendirici Ciddi Sanal Kaytarma - BZDCSK ”,
“E-Posta  Aktiviteleri ile ilgili Onemsiz Sanal Kaytarma - EPAOSK” ve
“Bankacilik/Finans/Alisveris ile ilgili Onemsiz Sanal Kaytarma - BFAOSK” olarak
isimlendirilmistir.

5.2. Dogrulayici Fakt6r Analizi

Aciklayici faktér analizinde ortaya ¢ikan faktor yapisinin dogrulanmasi amaciyla IBM AMOS
22 yazilimi ile dogrulayici faktor analizi yapilmistir. Dogrulayici faktor analizinde test edilen
model Sekil 1’de gosterilmistir.

155



Research Journal of Busines&Management-RIBM(2014),Vol.1(3) Cavusoglu, Palamutcuoglu, 2014

Sekil 1: Dogrulayici Faktér Analizinde Test Edilen Model.

Sanal13|

Sanal17|

Sanal20)|

Sanal22|

Sanal1

Sanal2

Sanal3

Sanal?

19993999:

Sanalb

Sanal11

Sanal12|

Sanal 16|

Sanal4

Sanald

BFAOSK

Analiz sonucunda elde edilen uyum indekslerinin degerlendiriimesinde Tezcan, 2008’in
vermis oldugu uyum indeksleri degerlendirme tablosu kullanilmistir. Bu degerler Tablo
2’'de gosterilmistir.

Sanal9

Sanal10

e98t00

Tablo 2: Dogrulayici Faktor Analizinde Uyum indeksleri

iyi Uyum Kabul Edilebilir Uyum
*/sp **/sp <3 */sp <
RMSEA 0<RMSEA<0,05 0,05 <RMSEA£0,10
RMR 0 <RMR< 0.05 0,05<RMR £0,10
SRMR 0 <SRMR< 0.05 0,05<SRMR <£0,10
NFI 0,95< NFI£1 0,90 < NFI < 0,95
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NNFI 0,97 <NNFI<1 0,95 < NNFI <0,97
CFI 0,97<CFlI<1 0,95 < CFl < 0,97
GFI 0,95<GFI<1 0,90 < GFI < 0,95
AGFI 0,90 <AGFI<1 0,85 < AGFI < 0,90

KAYNAK: Tezcan, 2008

Modelin uyum indeksleri sirasiyla x2 = 212,26;SD = 86; XZ/SD = 2,47; RMR=0,083;
SRMR=0,066; RMSEA=0,062; NFI=0,93; NNFI=0,94; CFI=0,95; GFI=0,94 ve AGFI=0,90'dIr.
XZ/SD ve AGFI degerleri iyi uyumu goéstermekte, RMR; SRMR; NFI; NNFI; CFl ve GFI

degerleri ise kabul edilebilir uyumu gostermektedir. Bu durumda onerilen faktor modelinin
dogrulandigini soyleyebiliriz.

5.3. Demografik Bulgular

Demografik 6zelliklerin sanal kaytarma davranislari Gzerindeki etkisini incelemeden 6nce,
arastirmaya katilan Universite g¢alisanlarinin demografik 6zelliklerine gére nasil bir dagihm
gosterdigini incelemek uygun gorilmistir. Bu amagla katilimcilarin  demografik
ozelliklerine iliskin sorulara verdikleri cevaplara, frekans analizi yapilmistir. Yapilan frekans
analizi sonuglari tablo 3’de sunulmustur.
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Tablo 3: Katilimcilarin Demografik Ozelliklerine Gére Dagihimlari.

Degisken Dagilim
Kadin Erkek
Cinsiyet 170 (% 44,4) 213 (% 55,6)
Medeni Evli Bekar
Durum 267 (% 69,7) 116 (% 30,3)
Yas 18-25 26-30 31-35 36-40 41-50 51 ve lizeri
35(%9,1) 81 (% 21,1) 73 (% 19,1) 60 (% 15,7) 98 (% 25,6) 36 (% 9,4)
Egitim ilkdgretim Lise On Lisans Lisans Yiiksek Lisans Doktora
Diizeyi 1(%0,3) 45 (% 11,7) 50 (% 13,1) 132 (% 34,5) 73 (% 19,1) | 82(%21,4)
. Akademik Personel idari Personel
Gorev
170 (% 44,4) 213 (% 55,6)
Prof. | Dog. |Yrd.Dog.| Ogr. Gor. | Ogr. |Okutman Ars. Gor.| Ars. |Uzman
Unvan Memur | Dr. Dr. Dr. Dr. Gor. Dr. Okutman Dr. Gor. Dr. |Uzman| Diger
213 11 10 38 7 37 6 22 6 26 0 1 6
(% 55,6) (% 2,9)(% 2,6)| (%9,9) | (%1,8) |(%9,7)| (%1,6) | (%5,7) | (%1,6) |(%6,8)] (%0) |(%0,3)|(% 1,6)
Meslek
Birim Rektorlik Fakiilte Yiiksekokul Yiiksekokulu Enstitii Diger
87 (% 22,7) 126 (% 32,9) 57 (% 14,9) 71 (% 18,5) 14 (% 3,7) 28 (% 7,3)
Deneyim 0-3Yil 4-7 Yl 8-11 Vil 12-15Yil 16-19 YIl 20 Yil ve lizeri
146 (% 38,1) 68 (% 17,8) 42 (% 11,0) 33 (% 8,6) 40 (% 10,4) | 54 (% 14,1)
3.001 TLve
Gelir Diizeyi 1.499 TL ve Alti 1.500-2.000 TL 2.001-2.500 TL |2.501-3.000 TL lizeri
45 (% 11,7) 89 (% 23,2) 126 (% 32,9) 61(%15,9) | 62 (% 16,2)
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Tablo 3’den de izlenecegi gibi, ankete katilan akademik ve idari personel cinsiyete gore
hemen hemen dengeli bir dagihm (%44,4 kadin; % 55,6 erkek) gostermektedir.
Katihmcilarin yaridan fazlasi (%50, 7) 35 yasin Ustiindedir. Katilimcilarin yaridan fazlasi (%
55,9) 8 yildan az deneyime sahiptir. Katilimcilarin dértte Gglnin (% 75) lisans ve lisans
Ustl egitim aldiklar anlasilmakta olup, idari personel olarak galisan personelin (% 55,6)
daha fazla oldugu gorilmektedir. Arastirmaya katilanlarin ¢ogunlugunu (%32,9) fakilte
calisanlari olustururken, en az katihm (%3,7) enstitiilerden olmustur. Katimcilarin gogu (%
23,2) 1.500-2.000 TL gelir grubunda bulunmaktadir. Gelir diizeyi bakimindan en az lyesi
bulunan grup 1.499 ve alti (% 11,7) gelir grubudur.

5.4. Olgeklere Ait Ortalama, Standart Sapmalar Ve Korelasyon
Katsayilari

Arastirmaya katilanlarin sanal kaytarma davranislarinin ortalama ve standart sapmalari
Tablo 4’de, demografik 6zelliklerle sanal kaytarma davranislari arasindaki korelasyon
katsayilari ise Tablo 5’de gosterilmistir.

Tablo 4: Sanal Kaytarma Davraniglarinin Ortalama ve Standart Sapmalari.

Degisken Ortalama | Standart Sapma
ZVCSK 1,32 0,66
BZDCSK 2,38 1,09
EPAOSK 3,40 1,07
BFAOSK 2,27 1,07
Onemsiz Sanal Kaytarma 2,84 0,92
Ciddi Sanal Kaytarma 1,85 0,75
Sanal Kaytarma 2,34 0,74

Tablo 4’deki “Sanal kaytarma” degeri “Onemsiz sanal kaytarma” ve “ciddi sanal kaytarma”
degerlerinin ortalamasidir. “Onemsiz sanal kaytarma” degeri “E-Posta Aktiviteleri ile ilgili
Onemsiz Sanal Kaytarma” ve “Bankacilik/Finans/Alisveris ile ilgili Onemsiz Sanal Kaytarma”
degerlerinin ortalamasi, “Ciddi Sanal Kaytarma” degeri ise “Zarar Verici Ciddi Sanal
Kaytarma” ve “Bos Zaman Doldurucu/Eglendirici Ciddi Sanal Kaytarma” degerlerinin
ortalamasidir. Tablo 4’de 6nemsiz sanal kaytarmanin orta seviyeye yakin oldugu (2,84),
ciddi sanal kaytarmanin disik seviyede oldugu gorilmustir. Katilimcilar en ¢ok e-posta
aktiviteleri ile ilgili 6nemsiz sanal kaytarma davranisini (3,40) gosterirlerken en az ise zarar
verici sanal kaytarma davranisini (1,32) gostermektedirler.

159



Research Journal of Business & Management-RIBM(2014),Vol.1(3)Cavusoglu, Palamutcuoglu, 2014

Tablo 5: Demografik Ozelliklerle Sanal Kaytarma Davranislari Arasindaki
Korelasyon Katsayilari

' . o Gorev .

Spea:::an s Cinsiyet “I;ij:nT Yas DEungttjlrI:u Gorev Y:ir:it:fl Deneyim D(i;i(:lel;i
ZVCSK 0,115 -0,036 0,010 -0,100 0,078 -0,027 0,040 -0,067
BZDCSK 0,132 | 0,168 | -0,217 | -0,106 | 0,144 | -0,104 | -0,193" | -0,189
EPAOSK -0,056 0,131° | -0,153" 0,065 0,051 0,006 | -0,159" | -0,034
BFAOSK -0,044 0,084 0,171 0,088 0,016 0,110 | -0,154" | -0,037
Onemsiz
Sanal -0,064 0,123° | -0,192" 0,082 0,032 -0,112" | -0,188" | -0,044
Kaytarma
Ciddi Sanal 0,077 | 0124 | 01777 | 0113 | 0142 | 0092 | -0151" | -0,177"
Kaytarma
Sanal o . . o «

0,074 | 0,139 -0,211 0,001 0,085 -0,112 -0,193 -0,114

Kaytarma

*. Korelasyon 0,05 diizeyinde 6nemlidir (2-uglu); **.Korelasyon 0,01 diizeyinde 6nemlidir (2-uglu).

Tablo 5’de cinsiyet ile zarar verici ciddi sanal kaytarma arasinda 0,05 diizeyinde énemli ve
pozitif yonli bir iliski oldugu gorilmektedir. Cinsiyet, yas, deneyim ve gelir ile bos zaman
doldurucu/eglendirici ciddi sanal kaytarma davranisi arasinda 0,01 dizeyinde, egitim
durumu ve goérev yaptigl birim ile bos zaman doldurucu/eglendirici ciddi sanal kaytarma
davranisi arasinda 0,05 diizeyinde 6nemli ve negatif yonli bir iliski gozlenmistir. Gorev ve
gorev yaptigl birim ile bos zaman doldurucu/eglendirici ciddi sanal kaytarma davranisi
arasinda 0,01 diizeyinde 6nemli ve pozitif yonla bir iliski gbzlenmistir. Yas ve deneyim ile e-
posta aktiviteleri ile ilgili 6nemsiz sanal kaytarma davranisi arasinda 0,01 diizeyinde énemli
ve negatif yonli bir iliski, medeni durumla e-posta aktiviteleri ile ilgili nemsiz sanal
kaytarma davranisi arasinda ise 0,05 dizeyinde 6nemli ve negatif yonliu bir iligki
gbzlenmistir. Yas ve deneyim ile bankacilik/finans/alisveris ile ilgili 5nemsiz sanal kaytarma
davranisi arasinda 0,01 dlizeyinde onemli ve negatif yonli bir iliski, birim ile
bankacilik/finans/aligveris ile ilgili 6nemsiz sanal kaytarma davranisi arasinda 0,05
diizeyinde 6nemli ve negatif yonli bir iliski gozlenmistir. Yas ve deneyim ile dGnemsiz sanal
kaytarma arasinda 0,01 diizeyinde énemli ve negatif yonli bir iliski gbzlenirken, 6nemsiz
sanal kaytarma ile medeni durum arasinda pozitif yonll, 6nemsiz sanal kaytarma ile gorev
yaptigl birim arasinda negatif yonli ve 0,05 diizeyinde 6nemli iliskiler gdzlenmistir. Yas,
gorev, deneyim ve gelir diizeyi ile ciddi sanal kaytarma arasinda 0,01 diizeyinde 6nemli,
medeni durum ve birim ile ciddi sanal kaytarma arasinda 0,05 diizeyinde 6nemli iligki
gozlenmistir. Medeni durum ve gorev ile ciddi sanal kaytarma arasindaki iliski pozitif yonla
iken, yas, egitim durumu, deneyim ve gelir diizeyi ile ciddi sanal kaytarma arasindaki iligki
negatif yonlidir. Medeni durum, yas ve deneyim ile sanal kaytarma arasinda 0,01
diizeyinde 6nemli, gérev yaptigi birim ve gelir diizeyi ile sanal kaytarma arasinda ise 0,05
diizeyinde 6nemli iliski gézlenmistir. Medeni durum ile sanal kaytarma arasindaki iliski
pozitif yonlu iken, yas, deneyim, egitim durumu ve gelir dizeyi ile sanal kaytarma
arasindaki iliski negatif yonliddr.
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5.5. Ortalamalar Arasi Farkliliklarin Analizi

Demografik degiskenlerin sanal kaytarma davranislarinin ortalamalarina nasil etki ettigini
gormek amaciyla parametrik olmayan hipotez testleri uygulanmistir. Sanal kaytarma
davranislar Olgegi ile yapilan 6lglimlerin normal dagilima uymadig tespit edildigi icin
parametrik olmayan hipotez testleri tercih edilmistir. Cinsiyet, medeni durum ve gorev
degiskenleri icin Mann Whitney U testi; Yas, egitim dlzeyi, unvan, gorev yaptigl birim,
deneyim ve gelir degiskenleri icin Kruskal Wallis H testi uygulanmistir. Tablo 6’da Mann
Whitney U testine gore anlamli farklilik gériilen sanal kaytarma davranislari gosterilmistir.
Tablo 7’de ise Kruskal Wallis H testine goére anlamh farkhihk goérilen sanal kaytarma
davranislari gosterilmistir.

Tablo 6: Mann Whitney U Testine Gore Anlamli Farklilik Goriilen Sanal Kaytarma
Davraniglari

Demografik Sanal Mann- Wilcoxon P
Degisken Kaytarma Whitney U w Z (2-uglu)
Cinsivet ZVCSK 16065,000 30600,000 | -2,249 0,025
¥ BZDCSK 15334,500 38125,500 | -2,586 0,010
BZDCSK 12238,000 48016,000 | -3,278 0,001
EPAOSK 12942,000 48720,000 | -2,568 0,010
Medeni OnemsizSanal | 5,4, 500 | 48880,500 | -2,396 | 0,017
Kaytarma
Durum Ciddi Sanal
! 13084,500 48862,500 | -2,421 0,015
Kaytarma
Sanal Kaytarma | 12780,000 48558,000 | -2,719 0,007
BZDCSK 15080,500 29615,500 | -2,823 0,005
Gorev Ciddisanal | 15134 500 | 29669,500 | -2,770 | 0,006
Kaytarma

Tablo 6’da cinsiyet degiskenine gére zarar verici ciddi sanal kaytarma (P=0,025) ve bos
zaman doldurucu ciddi sanal kaytarma (P=0,010) davranislarinin ortalamalari arasinda
onemli farklilik goriilmektedir. Medeni durum degiskenine gére bos zaman doldurucu ciddi
sanal kaytarma (P=0,001), e-posta aktiviteleri ile ilgili 6nemsiz sanal kaytarma (P=0,010),
onemsiz sanal kaytarma (P=0,017), ciddi sanal kaytarma (P=0,015) ve sanal kaytarma
(P=0,007) davranislarinin ortalamalari arasinda 6onemli farkliliklar goriilmektedir. Gérev
degiskeni ile bos zaman doldurucu ciddi sanal kaytarma ve ciddi sanal kaytarma
davranislarinin ortalamalari arasinda 6nemli farkliliklar gorilmistdr.

161



Research Journal of Business & Management-RIBM(2014),Vol.1(3)Cavusoglu, Palamutcuoglu, 2014

Tablo 7: Kruskal Wallis H Testine Gore Anlamli Farklilik Goriilen Sanal Kaytarma
Davraniglari

X2

Demografik Degisken Sanal Kaytarma sD P

BZDCSK 21,217 5 0,001

EPAOSK 19,629 5 0,001

Yas _ BFAOSK 21,224 5 0,001

Onemsiz Sanal Kaytarma 28,045 5 0,000

Ciddi Sanal Kaytarma 13,998 5 0,016

Sanal Kaytarma 26,181 5 0,000

BZDCSK 11,415 4 0,022

ors BFAOSK 14,463 4 0,006
Egitim ~ -

Onemsiz Sanal Kaytarma 10,571 4 0,032

Ciddi Sanal Kaytarma 11,506 4 0,021

BZDCSK 19,067 10 0,039

EPAOSK 25,494 10 0,004

Unvan BFAOSK 24,534 10 0,006

Onemsiz Sanal Kaytarma | 36,204 10 0,000

Sanal Kaytarma 35,093 10 0,000

Birim _ EPAOSK 15,949 5 0,007

Onemsiz Sanal Kaytarma 13,279 5 0,021

BZDCSK 15,721 5 0,008

EPAOSK 16,112 5 0,007

Deneyim BFAOSK 15,264 5 0,009

Onemsiz Sanal Kaytarma 21,069 5 0,001

Sanal Kaytarma 18,406 5 0,002

BZDCSK 19,772 4 0,001

BFAOSK 11,098 4 0,025

Gelir Onemsiz Sanal Kaytarma 10,433 4 0,034

Ciddi Sanal Kaytarma 16,761 4 0,002

Sanal Kaytarma 12,523 4 0,014

Tablo 7’de yas degiskenine gore bos zaman doldurucu ciddi sanal kaytarma (P=0,001), e-
posta aktiviteleri ile ilgili 5nemsiz sanal kaytarma (P=0,001), bankacilik/finans/alisveris ile
ilgili 6nemsiz sanal kaytarma (P=0,001), 6nemsiz sanal kaytarma (P=0,000), ciddi sanal
kaytarma (P=0,016) ve sanal kaytarma (P=0,000) davranislarinin ortalamalari arasinda
onemli farkhliklar gérialmistir. Egitim dizeyi degiskenine gore bos zaman doldurucu sanal
kaytarma (P=0,022), bankacilik/finans/alisveris ile ilgili 5nemsiz sanal kaytarma (P=0,006),
O6nemsiz sanal kaytarma (P=0,032) ve ciddi sanal kaytarma (P=0,021) davranislarinin
ortalamalari arasinda onemli farkhliklar goriilmistir. Akademik unvan degiskenine goére
bos zaman doldurucu sanal kaytarma (P=0,039), e-posta aktiviteleri ile ilgili 6Gnemsiz sanal
kaytarma (P=0,004), bankacilik/finans/alisveris ile ilgili 6Gnemsiz sanal kaytarma (P=0,006),
Onemsiz sanal kaytarma (P=0,000) ve sanal kaytarma (P=0,000) davranislarinin
ortalamalari arasinda énemli farkhliklar gérilmistiir. Gorev yaptigi birim degiskenine gére
e-posta aktiviteleri ile ilgili 6nemsiz sanal kaytarma (P=0,007) ve 6nemsiz sanal kaytarma
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(P=0,021) davranislarinin ortalamalari arasinda énemli farkhliklar gortlmistir. Deneyim
degiskeni ile bos zaman doldurucu ciddi sanal kaytarma (P=0,008), e-posta aktiviteleri ile
ilgili 6nemsiz sanal kaytarma (P=0,007), bankacilik/finans/alisveris ile ilgili 6nemsiz sanal
kaytarma (P=0,009), 6nemsiz sanal kaytarma (P=0,001) ve sanal kaytarma (P=0,002)
davranislarinin ortalamalari arasinda 6nemli farkhiliklar gortlmustir. Gelir degiskenine
gbre bos zaman doldurucu ciddi sanal kaytarma (P=0,001), bankacilik/finans/alisveris ile
ilgili 6Gnemsiz sanal kaytarma (P=0,025), 6nemsiz sanal kaytarma (P=0,034), ciddi sanal
kaytarma (P=0,002) ve sanal kaytarma (P=0,014) davranislarinin ortalamalari arasinda
anlamh farkhhklar géralmastdr.

Kadinlarin bankacilik/finans/alisveris ile ilgili 6Gnemsiz sanal kaytarma disindaki tiim sanal
kaytarma davranislarinda erkeklerden daha biiylk ortalamaya sahip oldugu gorilmistir.
Zarar verici sanal kaytarma disindaki tim sanal kaytarma davranislarinda bekarlarin
ortalamasinin daha yiliksek oldugu gorilmistir. 51 ve Uzeri yas grubundaki katiimcilar
zarar verici sanal kaytarma davranisini en fazla gosteren grup iken, diger tim sanal
kaytarma davraniglarini ise en az gosteren grup oldugu gézlenmistir. 36-40 yas grubunun
zarar verici ciddi sanal kaytarma davranisini en az gosteren yas grubu oldugu gorilmastar.
26-30 yas grubunun bos zaman doldurucu ciddi sanal kaytarma davranisini ve ciddi sanal
kaytarma davranisini en fazla gosteren grup oldugu goérilmistiir. Ayrica 31-35 yas
grubunun e-posta aktiviteleri ile ilgili Gnemsiz sanal kaytarma, bankacilik/finans/alisveris
ile ilgili onemsiz sanal kaytarma, 6nemsiz sanal kaytarma ve sanal kaytarma davranislarini
en fazla gosteren grup oldugu gorilmustar.

5.6. Kategorik Regresyon Analizi

Demografik degiskenlerin sanal kaytarma davranislarina etkisini gorebilmek icin kategorik
regresyon analizi uygulanmistir. Demografik degiskenlerin nominal ve sirali 6lceklerle
Olgilmesi nedeniyle kategorik regresyon analizi tercih edilmistir. Kategorik regresyon
analizini uygularken, coklu dogrusal regresyon analizinde modele giren degiskenlerin
secim yontemlerinden “Backward” yodntemi uygulanmistir. Boylece sanal kaytarma
davranislarini en 6nemli diizeyde etkileyen degiskenlerin modelde yer almasi saglanmistir.
Oncelikle ciddi sanal kaytarma davranislarini etkileyen demografik degiskenleri belirlemek
icin yapilan kategorik regresyon analizlerinin sonuglari Tablo 8'de gosterilmistir.
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Tablo 8: Ciddi Sanal Kaytarma Davraniglarini Etkileyen Demografik Degiskenleri
Belirlemek i¢in Yapilan Kategorik Regresyon Analizlerinin Sonuglar

Katsayilar
Bootstrap
« - Bagimsiz (1000)
Bagimli Degisken o S.D. F P
Degisken Beta Std.
Hata'nin
Tahmini
Cinsiyet 0,114 0,053 1 4,600 0,033
ZVCSK Zgﬂltlm \I()uzte\u/l -0,189 0,064 3 8,852 0,000
OrevYapliel | 5091 | 0045 | 5 | 4012 | 0,001
Birim
Yas -0,234 0,048 4 24,179 | 0,000
BZDCSK = Go:{evt _ 0,160 0,061 1 6,782 0,010
orevYaptigl | o108 | 0,046 5 | 5476 | 0,000
Birim
Gorev 0,188 0,063 1 8,814 0,003
GO Yaptig
Ciddi Sanal Kaytarma Or‘;‘i’ri;p ' 0,126 | 0,047 5 | 7311 | 0,000
Deneyim -0,176 0,049 3 12,759 | 0,000

Tablo 8'de cinsiyet ve gorev yaptigi birim degiskenlerinin zarar verici ciddi sanal kaytarma
davranisini pozitif yonde, egitim dizeyinin ise zarar verici ciddi sanal kaytarma davranisini
negatif yonde etkiledigi gorilmustir. Gorev ve gorev yaptigl birim degiskenlerinin bos
zaman doldurucu/eglendirici ciddi sanal kaytarma davranisini pozitif yénde, vyas
degiskeninin ise bos zaman doldurucu/eglendirici sanal kaytarma davranisini negatif yénde
etkiledigi gorilmustiir. Gorev ve gorev yaptigl birim degiskenlerinin ciddi sanal kaytarma
davranisini pozitif yoénde, deneyim degiskeninin ise ciddi sanal kaytarma davranisini
negatif yonde etkiledigi goralmastar.

Onemsiz sanal kaytarma davranislarini etkileyen demografik degiskenleri belirlemek icin
yapilan kategorik regresyon analizlerinin sonuglari Tablo 9’da gosterilmistir.
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Tablo 9: Onemsiz Sanal Kaytarma Davranislarini Etkileyen Demografik
Degiskenleri Belirlemek igin Yapilan Kategorik Regresyon Analizlerinin Sonuglari

Katsayilar
= Bootstrap
. .. Bagimsiz
Bagimli Degisken Degisken Beta (1000) Std. | S.D. F P
Hata'nin
Tahmini
Medeni | 169 | 0,090 2 | 3,556 | 0,030
Durum
Gorev 0,150 0,067 1 4,960 | 0,027
EPAOSK GorevYaptigl | 519 | 0,055 5 |15716| 0,000
Birim
Deneyim -0,251 0,074 4 |11,585| 0,000
Gelir Dlzeyi | 0,145 0,086 3 2,855 | 0,037
Yas -0,232 0,051 3 |20,421 | 0,000
BFAOSK GorevYaptgl | 101 | 0,047 5 | 8952 | 0,000
Birim
Medeni 0,121 0,061 2 3,915 | 0,021
Yas -0,316 0,069 3 |21,202 | 0,000
" . Gorev 0,168 0,067 1 6,337 | 0,012
Onemsiz Sanal Kaytarma Gorov Yaous
VYaPUEl | 9519 | 0,060 5 13,082 | 0,000
Birim
Gelir Dlzeyi | 0,251 0,078 3 |10,411 | 0,000

Tablo 9’da medeni durum, gérev, gorev yaptigl birim ve gelir dizeyi degiskenlerinin e-
posta aktiviteleri ile ilgili 6nemsiz sanal kaytarma davranisini pozitif yonde, deneyim
degiskeninin ise e-posta aktiviteleri ile ilgili 6nemsiz sanal kaytarma davranisini negatif
yonde etkiledigi gorulmistir. Bankacilik/finans/alisveris ile ilgili 6nemsiz sanal kaytarma
davranisini gorev yaptigl birim degiskeninin pozitif yonde, yas degiskeninin ise negatif
yonde etkiledigi gérilmistir. Onemsiz sanal kaytarma davranisini medeni durum, gérev,
gorev yaptigl birim ve gelir diizeyinin pozitif yonde, yasin ise negatif yonde etkiledigi
gorilmustar.

Sanal kaytarma davranislarini etkileyen demografik degiskenleri belirlemek igin yapilan
kategorik regresyon analizlerinin sonuglari Tablo 10’da gosterilmistir.
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Tablo 10: Sanal Kaytarma Davraniglarini Etkileyen Demografik Degiskenleri
Belirlemek i¢in Yapilan Kategorik Regresyon Analizlerinin Sonuglar

Katsayilar
Bagimsiz Degisken Bootstrap (1000) Std. Hata'nin | S.D. F P
Beta .
Tahmini
Yas -0,252 0,065 3 14,991 | 0,000
Gorev Yaptigi Birim | 0,162 0,066 5 | 6,035 | 0,000

Tablo 10’da sanal kaytarma davranislarini yasin negatif yonde, gorev yaptigl birim
degiskeninin ise pozitif yonde etkiledigi goriilmektedir.

Kategorik regresyon analizlerinin sonuglarina gore hipotez 1, hipotez 2, hipotez 3, hipotez
4, hipotez 5, hipotez 7, hipotez 8 ve hipotez 9 kismen kabul edilirken, hipotez 6
reddedilmistir.

6. TARTISMA ve SONUC

Bu calismanin amaci Celal Bayar Universitesi’nde bilgisayar kullanarak islerini yiriiten
akademik ve idari personelin demografik Ozelliklerinin sanal kaytarma davranislarina
etkisini ortaya ¢ikarmaktir. Bu amagla hazirlanan anket formu Celal Bayar Universitesi idari
ve akademik personel olarak cgalisan toplam 383 kisiye uygulanmistir. Glinlimiizde
teknolojide yasanan hizli gelisim bilgisayarlarin isyerlerinde kullanimini yogun bir bicimde
arttirmistir.  Artik bilgisayar, iletisim aglari ve internet kullanimi vazgecilmezlerimiz
arasinda yer almistir. Calisma yasaminin isgorenler Uzerinde olusturdugu stresler ve
monoton yasam bicimi c¢alisanlarin is saatleri icerisinde bazi sosyal aglara katilarak
(Facebook, Twitter vb.) ya da internet Gzerinde oyun oynayarak, mizik indirerek, hatta
bazi yetiskin odakli sitelere girerek vakit gegirmelerine yol agmaktadir. Boylece
isgorenlerin calisma saatlerini bu sekilde amacina uygun olmayan bigcimde gegcirdiklerini
gormekteyiz. GUnlimiizde bilgisayar teknolojilerinin is saatlerinde bu sekilde c¢alisanlar
tarafindan amac disi veya kotliye kullanimi, sirketin kaynaklarinin koétiye kullanimi olarak
degerlendirilip buna sanal kaytarma adi verilmektedir. Bazi arastirmacilar, sanal
kaytarmanin isverenlere zarar verdigini, orglte zararli etkileri oldugunu savunurken, bir
diger grup ise calisanlarin verimliliklerini arttirdigini savunmaktadirlar. Buna gore,
karsimiza farkli sanal kaytarma tipleri ¢ikmaktadir. Bu g¢alismada Blanchard ve Henle
(2008)'In sanal kaytarma olgegi kullanilmistir. Sanal kaytarma davraniglari orijinal
calismadan farkli olarak 4’e ayrilmistir. Sanal kaytarma davraniglari: zarar verici ciddi sanal
kaytarma, bos zaman doldurucu/eglendirici ciddi sanal kaytarma, e-posta aktiviteleri ile
ilgili 6Gnemsiz sanal kaytarma ve bankacilik/finans/aligveris ile ilgili 6nemsiz sanal kaytarma
davraniglaridir.

Yapilan iliski analizinde medeni durum, yas, egitim dizeyi, gorev, gorev yaptigl birim,
deneyim ve gelir diizeyi degiskenleri ile tim sanal kaytarma davranislari arasinda 0,05 ve
0,01 diizeyinde onemli iliskiler oldugu goérilmistiir. Medeni durum, yas, egitim dizeyi,
gorev, gorev yaptigl birim, deneyim ve gelir diizeyi degiskenlerine gore sanal kaytarma
davranislarinin ortalamalari arasinda anlaml farkliliklar gérilmustur.
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Kategorik regresyon analizi sonuglarina gére: Ciddi sanal kaytarma davranislarina cinsiyet,
gorev ve gorev yaptig birim degiskenlerinin pozitif yénde, egitim dlzeyi, yas ve deneyim
degiskenlerinin negatif yonde etki ettikleri; Gnemsiz sanal kaytarma davranislarina medeni
durum, gorev, gorev yaptigl birim ve gelir dizeyi degiskenlerinin pozitif yonde, yas ve
deneyim degiskenlerinin negatif yonde etki ettikleri; Sanal kaytarma davranislarina gérev
yaptigi birim degiskeni pozitif, yas degiskeninin ise negatif yonde etki ettigi goralmdistir.

Bu sonucglar demografik faktorlerin sanal kaytarma davranisi (zerine etkilerine iliskin
kurmus oldugumuz 9 adet hipotezin 8’inin kismen de olsa dogrulandigini géstermistir. Bu
nedenle “demografik 6zelliklerin sanal kaytarma davranislarina etkisi var midir?” sorusuna
kismen de olsa “evet” cevabini vermemiz mimkindir. Egitim dizeyinin, yasin ve
deneyimin sanal kaytarma davranislarina negatif yonde etki etmesi bizce en anlamh
bulgulardir. Cunkl isletme yoneticilerinin sanal kaytarma davranislarini azaltmaya
cabalamasi gereklidir. Yas ve deneyimi yiksek olan personelin sanal kaytarma davranisini
daha az gdstermeleri aslinda dogal sayilabilir. isletmecilerin sanal kaytarma davranislarini
azaltmak amaciyla personelinin egitim dlzeylerini arttirmak yoniinde hareket etmeleri
dogru olacaktir. Personelin egitim dizeylerini arttirmalari yoninde motive edilmesi ve
hizmet ici egitimlerle gelistirilmesi sanal kaytarma davranislarini azaltabilir.

Sanal kaytarmay: etkileyen faktorlere yonelik calismalar ilkemizde c¢ok azdir. Ozellikle,
cevresel faktorlerin ve Kkisilik faktorlerinin sanal kaytarma Gzerindeki etkilerinin
incelenmesi gelecek agisindan énem tasiyan konulardan ikisini olusturmaktadir. Ulkemiz
acisindan bu konu lizerinde ciddi anlamda yapilacak arastirmalara olan gereksinim giderek
artmaktadir. Orgit kiiltiirii, rgiitsel adalet gibi diger 6rgiitsel davranislarin sanal kaytarma
davranislarina etkilerinin incelenmesi faydali olabilir. Bu konularda yapilacak ¢alismalardan
elde edilecek bulgular sanal kaytarma davranislarinin azaltilmasina yonelik yontem ve
yaklasimlar gelismesini saglayabilir.
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ABSTRACT

The demographic characteristics were evaluated in terms of
leadership styles in this study; modern, charismatic, transactional and
transformational leaderships styles are discussed. Quantitative
research methods were used in this research, data was collected from
the survey technique four and five stars hotels' owners and managers
in Ankara. The collected data was analyzed by SPPS18 data analysis
programme. Each of the leadership style where have been involved
with the avarages close to each other, but have been lower than
average transactional leadership in sampling. It has been concluded
that showed significant difference in leadership style according to the
demographic characteristics. The female participants’ tend to
transactional leadership is lower than male participants’. In addition,
differences in terms of charismatic and transactional leadership have
emerged by age. Charismatic and transformational leadership styles
have been also differences in terms of five years or less year work
experienced. The one of demographic characteristic is education that
the only variable haven’t showed any difference in leadership style.
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OZET

Liderlik tarzlarinin demografik 6zellikler agisindan degerlendirildigi bu
calismada, modern liderlik tarzlarindan karizmatik, islemsel ve
dontisimcl liderlik tarzlari Gzerinde durulmustur. Nicel arastirma
yonteminin kullanildigi bu arastirmada veriler anket teknigi ile
Ankara’daki 4 ve 5 yildiz otel isletmelerinin sahip ve yoneticilerinden
toplanmistir. Elde edilen veriler SPSS 18 programi ile analiz edilmistir.
Liderlik tarzlarinin her birinin 6rneklemde birbirine yakin ortalamalar
ile yer aldigi ancak islemsel liderligin ortalamasinin daha diisiik oldugu
gorilmastur. Arastirmaya katilanlarin demografik ozelliklerine goére
liderlik tarzlarinin anlamh farkhhk gosterdigi sonucuna ulasiimistir.
Kadin katilimcilarin islemsel liderlige egilimi erkek katihmcilardan daha
disuk diizeydedir. Ayrica yas acisindan ise karizmatik liderlik ve
islemsel liderlik agisindan farkhlk ortaya ¢ikmistir.5 yil ve daha az
sureli is deneyimine sahip olanlar agisindan karizmatik ve donustimct
liderlik farkhlk gostermistir. Demografik 6zellikler agisindan liderlik
tarzinin farklihk gostermedigi tek degisken ise egitim olarak ortaya
cikmigtir.

! Bu calisma 13. Ulusal isletmecilik Kongresinde Genisletilmis Ozet Olarak Sunulmustur
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1. GIRIS

Liderlik kavrami,endstri devrimiyle birlikte is diinyasinda gelisen rekabete paralel olarak
onem kazanmistir. Cesitli teorilerle kavramsal igerigi gelistirilen liderlik teorisinde en basta
liderlerin belli bash o&zellikler tasimasi gerektigi savunulmustur (Stogdill, 1948).Bu
yaklasima gore liderleri takipgilerinden ayiran karakteristik 6zelliklere vardir. Bu sebeple,
ilk liderlik calismalari, liderligin sonradan olusamayacagl ancak dogustan geldigi
varsayimina dayanmaktadir. (Lussier ve Achua, 2010; 16)Ozellikler yaklasimi, gercek
yasamda liderleri belirlemede yetersiz kalmistir; clinkii 6zellikler yaklasiminin glcla
yanlarina ragmen bazi zayif yonleri de bulunmaktadir. Bunlardan ilki ve en 6nemlisi
ozellikler yaklasiminin liderlerde bulunan ozelliklerin sinirlarini kesin bir sekilde gizmekte
yetersiz kalmasidir. Gegmis ylzyilda oldukg¢a fazla sayida c¢alisma yapilmis olmasina
ragmen, bu calismalarin bulgulari liderlerde bulunan/ bulunmasi gereken 6zelliklerin
listesini net bir sekilde ifade edememistir. (Northouse, 2010: 26) Ozellikler yaklasimi
yetersiz kalinca liderlerin davranislarina odaklaniimis ve davranisci liderlik teorisi
gelistirilmistir. Bu teori, liderin 6zelliklerinden ¢ok, onun davraniglarinin ve bunlarin
sonuglarinin grup tarafindan kabullenilmesi ve begenilmesiyle ortaya ¢iktigini ve devam
ettigini kabul etmektedir. Kuskusuz, liderin faaliyetlerini etkileyen ve bicimlendiren diger
bazi faktorleri de gbzden uzak tutmamak gerekmektedir. (Eren, 2008: 391-395) Ancak
davranisci teoriler de liderlik ekoliinii cok net ortaya koyamamistir. Cinkl davranislara
atfedilen nedenler kisiden kisiye veya kultirden kiltire farklilik gésterebilmektedir. Bu
farklilik liderlerin sergilemeleri gerektigi nesnel bir davranig bicimi belirlemeyi
zorlagtirmistir. Bu yizden daha sonralari durumsal liderlik yaklasimi kabul gérmeye
baglamistir.Bu yaklasima gore, liderlik, lider ile gesitli galimsa kosullarinin bircok degiskeni
arasindaki karsilikli iliskilerle agiklanabilir (Ozger, 1988: 68). Durumsallik yaklagiminin temel
tezi en iyi liderin, davranis bigimini kosullara, gruba ve kisisel 6zelliklerine uydurabilen lider
oldugudur. Bu nedenle en iyi liderlik tarzindan degil herhangi bir durumda hangi tarzin en
etkin oldugundan soz edilebilir. Ana durumsal degiskenler izleyenlerin ozellikleri, is
cevresinin ozellikleri, izleyenlerin gorevleri ve dis ¢evredir (Daft, 2005: 24).

Tam bunlara karsin, degisimin en 6nemli unsuru oldugu ve bilginin ¢abuk elde edilip ¢gabuk
eskidigi icinde bulundugumuz ¢agda tiim bu geleneksel liderlik yaklagimlari yetersiz kalmig
ve yeni yaklasimlara ihtiya¢ duyulmustur. Bu ihtiyag liderligi kisisel bir yetenek olarak degil
bir streg olarak ele almistir. Daha 6ncelerden degisime ayak uydurmak s6z konusuydu
oysa glnimdiz liderlerinin tek rolii degisimi iyi ve hizlica takip etmek ve bu dogrultuda
insanlari motive etmek olmamali, gliniimz liderlerinin insanlari belirli amag ve vizyonlara
yoneltmek kadar kaginamayacaklari 6nemli bir roli de slregleri yénetebilmek, baska bir
deyisle degisime uyum saglamanin 6tesinde degisime yon vermektir. Bu durum liderlik
kavraminin igerigini genisletmis ve daha karmasik hale getirmistir.

Liderin degisimi etkilemek, degisime ©6nci olmak, slrtismeleri yonetmek, izleyenleri
glclendirmek, grup icin bir sembol ve enerji kaynagi olarak hizmet etmek, izleyenlerin
surekli gelisimini saglamak gibi sorumluluklari vardir. Bu yaklasima gore liderlik komplex ve
¢ok yonli bir kavram olup 6grenilebilir bir 6zelliktir(Grossman ve Veliga, 2005).Bu ¢alisma
kapsaminda modern liderlik tarzlarindan islemsel liderlik, déntisimci liderlik ve karizmatik
liderlik Gzerinde durulacaktir.
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Calismanin takip eden béliimlerinde; sirasiyla konuyla ilgili litaratlir 6zetlenmekte daha
sonra arastirmanin amaci ve yontemi belirtiimektedir. Sonraki bdlimde ise; yapilan
arastirmanin bulgulari paylasiimis ve son bolimde elde edilen bulgular, ilgili litaratir de
dikkate alinarak son degerlendirmeler yapilmis ve gerek arastirma yapilan Alana ve
gerekse bu alanda arastirm ayapmayl duslinen arastirmacilara yonelik O6neriler
sunulmustur.

2. LIDERLIK TARZLARI

Uzerinde en ¢ok calisma yapilan yénetim konularindan biri olan liderlik kavrami her ne
kadar ortak bir tanimi glic olmasina karsin tarihsel gecmisine bakildiginda bir ¢ok teori
gelistirilmistir. Bunlar 6zellikler yaklasimi, davranigsal yaklasim, durumsallik yaklasim ve
modern liderlik yaklasimi olmak (izere doért temel kuramsal zemine dayanmaktadir.
Geleneksel yaklasimlar olarak degerlendirecegimiz ozellikler, davranissal ve durumsallik
yaklasimlari, ginimuzdeki liderlerin davranislarini agiklamakta yetersiz kaldigi icin modern
liderlik tarzlarini olusturan dontsiimci liderlik islemsel liderlik ve karizmatik liderlik
teorileri liderlik yazininda yer almistir. Calismanin bu béliminde modern liderlik tarzlarnin
her biri tGizerinde ayrica durulacaktir.

Karizmatik Liderlik

Karizmatik liderlik her ne kadar diger liderlik tarzlarindan ayirt edilebilir olsa da
karakteristik 6zellikleri, diger liderlik tarzlarina gore daha az somut nitelik tasimaktadir. Bu,
herhangi bir bireyde karizmatik unsurlarin birey bazinda degerlendirilmesinin giig
olmasiyla kaynaklanmaktadir. Clink{, karizma liderin sahip oldugu bir etkileme giict olarak
duslintlecegi gibi, liderde bulunmayan ancak takipgilerinin lidere atfettigi bir etkileme
glicu olarak da degerlendirilmistir (Bell, 2013). Bu ylzden karizmatik liderlik, liderlerin
takipgileriyle birlikte degerlendirildigi bir zemin Uzerinde ele alinmalidir. Karizma ¢ogu
zaman birinin baskasindan algiladigi bir davranis olarak gorilir. Ancak bu alginin
karizmatik liderlerin sahip olduklari ortak birtakim karakteristiklerden ve davranislardan
tamamen bagimsiz oldugunu iddia etmek de oldukga zordur(Konger ve Canungo, 1987)
Ayrica karizmatik liderlik teorisi incelendiginde bu liderligin ortaya ¢ikmasinda bazi
kosullarin gerekliligi degerlendirmesi yapilabilir. Karizmatik liderlerin genellikle kriz
donemlerinde ortaya ¢cikmasi bu degerlendirmeyi gliclendirmektedir.

Tim bunlara karsin, azimsanmayacak sayida c¢alismalarla(House 1977, Burns 1978, Bass
1985, BennisandNanus 1985, TichyandDevanna 1986, BoalandBryson 1988,
CongerandKanungo 1987, KuhnertandLewis 1987, Sashkin 1988)kavramsal cergevesi
olusturulan karizmatik liderlik teorisinde hala takipgilerin amaglarini, hedeflerini ihtiyacg ve
arzularini degistiren ve yeni amaglari benimsemesini saglayan yeteneklerin neler oldugu
sorusuna cevap vermistir.Ancak lidere atfedilen bu yeteneklerinnasil sagladigi konusu ¢ok
net bir ¢6zim bulmamistir. Karizmatik liderlerin sahip olduklari yetenek ve ozellikler,
kendine gliven, vizyon sahibi olmak, olaganilstii davranis, cevresel duyarhlik, kisisel risk
Ustlenmek, degisim gorevlisi olarak hatirlanmak seklinde siralanabilir.(Greenberg ve Boran,
2003:115). Bu calismalar, Karizmatik liderlerin sahip olduklari donistirici etkilerini ele
almis ve Karizmatik liderlerin nasil donustiirdiiklerine degil neleri donistirdiklerine
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odaklanmiglardir. Bu kavramsal c¢erceve incelendiginde ¢ farkh donistirmeden
bahsedebiliriz.

ilk olarak, Burns(1978) ve Bass(1985) karizmatik liderlerin takipgilerin ihtiyaglarini
donisturdiklerini ifade ederek bu liderlerin Maslow’un ihtiyag hiyerarsisinde takipgilerin
ihtiyaclarini daha alt basamaktaki ihtiyaclardan daha (st basamaktaki ihtiyacglara
tasidiklarini iddia etti. ikinci olarak Burns (1978) liderlerin takipcilerin etik degerlerini
donistlirdiglint belirtmistir. Liderlerin takipgilerinin yargilarini daha ilkeli yargilar haline
donistlirerek ahlaki normlarini daha st seviyeye cikardiklarina dikkat ¢cekmistir. Son
olarak House (1977) ve Burns(1978) karizmatik liderlerin takipgilerine takim, orgit veya
daha kapsamli bir amag¢ dogrultusunda kendi bireysel cikarlari agsmalarini saglamakta
basarili olduklarini belirtmis ve bireysel cikarlar 6rgitsel c¢ikarlara doéndstirdiklerini
savunmustur(Shamir ve dig, 1993)

Donisiimcii Liderlik

Aslinda bu liderlik tarzi hizli degisim c¢aginin kaginilmaz bir ciktisi seklinde diistintilmelidir.
Cunki insanlar genellikle bilinenin bilinmeyene tercih etme egilimindedirler. Bu ylizden
yenilige ve degisime karsi ¢ok sicak bakmazlar. Degisimin meydana getirecegi risklerin
sonuglari ile ilgili kendi baslarina asamayacaklari kaygilari vardir. Bu insanlarin degisimin
olumlu sonuglarinin olumsuz sonuglarina oranla daha fazla olabilecegine inandiriimalari,
degisebileceklerine ve degistirebileceklerine glidilenmeleri gerekir. Tam da bu asamada
déniisiimci liderin rolii 6n plana gikmaktadir. insanlarin kaygilarini amaglarini hedeflerini
bireysellikten orglitsellige donistlirecek bir lider ihtiyacini donustirict liderlik teorisi
karsilamaktadir. Donistlrtct liderler takipgilerini yeni oOrgltsel amaclar edinmelerini
saglamakla kalmaz bu amaglara ulasabilecek yeterli diizeyde birikim ve yetenege sahip
olduklari konusunda da takipgilerini ikna ederler.

Kavram olarak dondstimci liderligin ilk ortaya atildigi donemde, Dowton (1978), Burns
(1978) tarafindan, bu kavram ile ilgili olarak yapilan galismalarda, ozellikle irade, 6z-
gliven, vizyon ve ahlaki yucelik gibi karizmatik nitelikler Gzerinde durulmustur. Bass (1985)
bunlara, aile degerleri, glglii anneler, igsel gatismanin yoklugu, rol modelleme (model
olusturma), yetiskinlik deneyimleri, gli¢ kullanimina déniik yaklasimlar, heyecan, hirs ve
idealler gibi cesitli olasiliklari da eklemistir. Genel olarak bakildiginda dénustiriicu
liderligin, karizma, paylasilan bir vizyon olusturma, bireysel ilgi, glicli bir érgut kultira
olusturma, izleyicilerine 6grenme ve gelisim imkani tanima, adanmislik ruhu ve izleyicilere
0z saygl, 6zgliven gibi hisler asilama gibi bir takim karakteristik 6zellikleri var. (Uygug ve
dig, 2000) Bu ozellikler arasinda karizma doénisiimci liderlerin en etkili argimanlarindan
birisidir. Bu ylzden dontisimcu liderlik ile karizmatik liderlik teorileri birbirleriyle oldukca
yakindan iligkilidir. House basta olmak uzereilgili yazinin 6nemli bir bélimi dénusumci
liderlik  teorisinikarizmatik liderlik teorisinin daha genis versiyonu seklinde
degerlendirmistir. Ancak bu iki teoriyi birbirinden farkli géren yaklagimlarda
azimsanmayacak sayidadir.

Karizma donlsimct liderlerin tasimasi gereken kilit 6zelliklerinden birisidir. Clnki
donlisimci liderin izleyicilerini donUstirme istegi ve izleyicilerinden bekledigi yuksek
performans, izleyicilerle arasinda gigli bir duygusal bagin olusmasini gerektirir. Bunun
icinde karizma bir zorunluluktur (Dessler, 2001). Bu durumda karizmatik liderlik ile
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donlisimcu liderlik arasinda bir fark belirtmek zor olsa da mimkindir. Karizmatik lider
takipgilerinin karizmatik dinya goérisiini benimsemelerini ister. Daha ileri gitmelerini
istemez;Donlsimci lider ise takipgilerinin liderlerinin gorisleri de dahil olmak (zere
mevcut gorusleri sorgulamalarini 6grenmelerini ister (Avolio ve Bass, 1985). Bu goérise
gore, karizmatik lider karizmasini kullanarak takipcilerinin kendi amaci dogrultusunda
hareket etmelerini saglar. Donistirici lider ise takipgilerinden kendi fikirleri dahil tim
fikirleri elestirmelerini ortak bir amacin pesinde hareket etmelerini saglar. Yani karizmatik
lider takipcilerini kendisine yonelmelerini beklerken, donistirict lider takipgileriyle
birlikte ortak bir amaca yonelir seklinde bir ayrimdan s6z edilebilir.

islemsel Liderlik

Burns(1978) islemsel liderligi lider ile takipgileri arasinda iliskinin diyalektik oldugunu
savunur. Yani liderin astlarindan beklentileri vardir. Astlar liderin bu memleketlerini
karsiladiklari  dlgiide liderde astlarin beklentilerini karsilayacaktir. islemci liderlik
teorilerinin nerdeyse tamami lider-takipgi iliskisinin emek-tcret, maliyet-fayda gibi bir
takim takaslar dizisinden olustugu goriisii Uzerine kurulmustur. islemsel liderlik
yaklasiminda, liderler izleyicileri 6dil ve ovgl ile motive ederken, uyari ve tehdit gibi
onlemlerle disipline etmektedir. Yine bu yaklasimda bir liderin davranisi baslangi¢ta amag
ve hedeflere ne olglide ulasildigina bagh olarak degisir. Amaca dogru ulasan izleyiciler
odillendirilirken amaglara ulasma durumuna gore de cezalandirilirlar.(Bass, 1999)

islemselliderler, daha gok ge¢misteki olumlu ve yararl gelenegi siirdirmeyitercih ederler.
Calisanlarinin yaratici ve yenilikci yonleri ile ¢cok az ilgilenen islemselliderler, gecmisten
gelen faaliyetleri aynen devam ettirerek daha etkin bir sekilde isyapma ve yaptirma yolunu
secerler. Bu sebeple islemselliderlik durgun ve blylime stratejisi benimsememis
orgutlerde daha etkili olmaktadir.(Eren, 2001)

islemsel liderlik teorilerinin is hayatina yansimasiyla performans degerleme, performansa
bagh Ucretlendirme, gorev tanimlari, is analizi ve is degerleme gibi gliniimiizde de
uygulanan bir ¢ok insan kaynaklari sistemi gelistirilmistir.(Carew ve dig, 2000)

islemsel liderlerin cogunlukla sergiledigi kosullu édiillendirme, istisnalarla yénetim ve tam
serbesti tanima olmak Uzere {i¢ davranis kalibi vardir; Kosullu édillendirme, isgérene,
belirlenen hedeflere ulasmasi durumunda, maddi 6diil veya stati gibi sosyal nitelikli 6dl
verilmektedir. Belirlenen bu hedeflere ulasiimamasi durumunda, eger sebep is gbren
kaynakliysa bu kez motivasyonun &6dil boyutu yerine ceza boyutu yer alir. (Bass,1985,
s.122).

istisnalarla yénetimin iki boyutu vardir, Aktif istisnalara dayali y&netimin uygulandigi
orgutlerde lider, isletmenin belirlenen amag¢ ve standartlarindan veya isletmenin
isleyisinde sapma s6z konusu olmamasi i¢in sorunlari ve firsatlari arastirarak, sorun ortaya
ciktigl zaman isleyisin dizeltilmesinde liderin etkin olarak varligini hissettirmesi anlami
tasimaktadir. Pasif istisnalarla yoénetim anlayisi ise; liderin orgltte varligini orgitsel
amaglara ulasilmadigi takdirde veya isleyiste aksamalar ortaya c¢iktiktan sonra
hissettirmektedir. Pasif istisnalarla yonetim anlayisinda lider sorunlarin ortaya ¢ikmasini
bekler, sorunlarin olusmamasi igin herhangi bir tedbir almaz.(Celep, 2004)
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Tam serbesti taniyan liderler yonetim yetkisine en az ihtiya¢ duyan, izleyicileri kendi
hallerine birakan veher izleyicinin kendisine verilen kaynaklar dahilinde amag, plan ve
programlariniyapmalarina imkan taniyan davranis gosterirler. Bireysel gelisime oldukca
olanak taniyan bu liderlik tarzinda bir otorite boslugu olacagindan bireysel amaglarin
orgutsel amaglarin 6niine gegcmesi ise en dnemli sakincalarin biridir.(Eren, 2001)

3. ARASTIRMANIN AMACI VE YONTEMI

Bu calismanin amaci, modern liderlik tarzlarindan karizmatik, dénisimci ve islemsel
liderlik tarzlarinin Ankara’ da faaliyet goésteren 4 ve 5 yildizli otel isletmelerinin yonetici ve
sahiplerinin demografik 6zellikleri agisindan degerlendirilmesidir. Bu kapsamda hizmet
isletmesi olan otel isletmelerinde 6ne c¢ikan liderlik tarzlarinin belirlenmesi ve bunun
sonucunda arastirma yapilan isletmeler basta olmak Uizere benzer alanda faaliyet gésteren
isletmelere rekabet avantaji elde etmek agisindan hangi liderlik tarzinin daha etkili olacagi
konusunda oOneriler getirilmesi de amaglanmaktadir. Ayrica isletmenin faaliyet siresi ve
statlisii gibi Ozellikleri acgisindan sergilenen liderlik tarzinin farkhlasip farklilasmadigini
belirlemek seklinde alt amacglari da mevcuttur. Calisma sonucunda elde edilecek bulgular
ozellikle turizm alaninda faaliyet sirdlren isletmelerin ise alim sirecinde de
kullanabilecekleri kriterlerin olusturulmasinda da fayda saglayacaktir. lisgiicii temininde
demografik 6zelliklerin liderlik tarzi ile olan iliskileri de gbz 6niine alinabilecektir.

Arastirmada nicel arastirma yéntemi kullanilmistir ve birincil veriler liderlik tarzlarini ve
demografik 6zellikleri belirlemek Gzere anket teknigi ile toplanmistir. Karizmatik liderlik ile
ilgili 6lcek Conger ve Kanungo’ nun karizmatik liderlik 6lgeginden, islemsel liderlik ve
dénistiiriici liderlikle ilgili 6lgek Oztop’ un (2008) deki calismasindan alinarak arastirmada
kullanilacak 6lgek olusturulmustur. Toplanan anketler SPSS programi kullanilarak analiz
edilerek ve arastirma sorularina cevap aranmistir.Ankara’ da yer alan 4 ve 5 yildizl otel
isletmelerinin tamami arastirmaya dahil edilmistir ve érneklemeye gidilmemistir. Toplam
52 otelden yonetici ve sahip olmak lzere 104 kisiye ulasiimaya calisilmis, ancak toplamda
90 kisiye ulasiimistir. Elde edilen anketlerden 19 tanesi diizgiin doldurulmadigi icin analize
dahil edilmemis ve 71 i analize tabi tutulmustur.

4. BULGULAR

Demografik degiskenler ile ilgili frekans degerlerine bakildiginda arastirma kapsaminda
verilerin toplandigl yoneticilerden erkek yonetici sayisi ile kadin yonetici sayisindan
yaklasik 2/3 oranla daha fazla oldugu gorulmektedir.Yas acgisindan genel olarak
yoneticilerin orta yas grubu olarak tanimlayabilecegimiz 25 - 44 yas grubu arasinda
yogunluk gosterdigi soylenebilir.Egitim durumu verilerine gore ise ydneticilerin yarisindan
fazlasinin lisans mezunu oldugu ve yaklasik %10 gibi bir kisminin ise ilkdgretim mezunu
olduklari gorilmektedir.Yoneticilerin deneyim durumlarina bakildiginda 11- 15 il
araliginda deneyimlerinin oldugunu gorilmektedir. Arastirma kapsaminda 45 tane dort
yildizh 26 tane de bes yildizli otel isletmesi yoneticisinden veriler toplanmistir. Bu otel
isletmelerinin faaliyet silreleri incelendigin %35’ inin 16- 25 yil arasinda faaliyet gosterdigi
gorilmektedir.
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Tablo 1: Demografik Degiskenlere iliskin Bulgular

Degiskenler | F(x) | Yizde Degiskenler | F(x) | Yiizde
1. Cinsiyet 5. is Deneyim Siiresi

Erkek 47 66,2 5 ve alti 10 14,1
Kadin 24 33,8 6-10 14 19,7
Toplam 71 100 11-15 23 32,4
2. Yasiniz 16-20 14 19,7
15-24 14 19,7 21-125 8 11,3
25-34 20 28,2 25 ve Usti 2 2,8
35-44 20 28,2 Toplam 71 100
45-54 13 18,3 3. isletme Statiisii

55 ve Usti 4 5,6 4 Yildiz 45 63,4
Toplam 71 100 5 Yildiz 26 36,6
4.Egitim Toplam 71 100
ilkégretim 5 7 6. isletme Faaliyet Siiresi

Orta O6gretim | 2 2,8 5 ve Alti 16 22,5
Lise 16 22,5 6—-15 19 26,8
Lisans 44 62 16-25 25 35,2
Lisans Ustii | 4 5,6 25 ve Ustii 11 15,5
Toplam 71 100 Toplam 71 100

Tablo 2: Liderlik Tarzlarina iliskin Frekans Analizi

iFADELER Katilmiyor Kararsiz Katiliyor
f(x) % fix) | % | flx) | % Ort.
1] Hangi islerin nasil  yapilacagina
yénetici olarak ben karar veririm 22 31 11 15,5 | 38 53,5 | 3,23
2] calisanlarimin is yapma seklini ben
belirlerim 19 26,8 15 21,1 | 37 52,1 | 3,25
3] Belirledigim performans standartlarini
devam ettiririm 16 22,5 15 21,1 | 40 56,3 | 3,34
4] isletmede  vyapilacak isleri  ben
programlarim 13 18,3 10 14,1 | 48 67,6 | 3,49
5] Calisanlari takdir ederek
cesaretlendiririm 7 9,9 18 25,4 | 46 64,8 | 3,55
6] Calisanlarda sayginlik olusturarak
onlari etkilerim 11 15,5 15 21,1 | 45 63,4 | 3,48
7] Calisanlar arasinda karsihkli giiven
iklimi olustururum 9 12,7 27 38 35 49,3 | 3,37
8/ Calisanlarimin kendilerini
gelistirmelerini destekler ve tesvik
ederim 14 19,7 20 19,7 | 37 52,1 | 3,32
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9] Calisanlarimi,  problemlere  farkh
acilardan bakmalari icin tegvik ederim | 13 18,3 18 25,4 | 40 56,3 | 3,38

104 Calisanlarima  acik  bir  vizyon

sunabilecek hayal giiciine sahibim 12 16,9 15 21,1 | 44 62 3,45
11 Degerlerim konusunda net bir tavir
sergileyerek, séyledigimi uygularim 7 9,9 24 33,8 | 40 56,3 | 3,46

12] Bir yonetici olarak iginde bulundugum
takim igin yiiksek derecede kisisel risk

alabilirim 8 11,3 16 22,5 | 47 66,2 | 3,55
13] Kollektif bir gérev bilinci olusturmaya

calisirm 11 15,5 19 26,8 | 41 57,7 | 3,42
14) Orgitsel amaglara ulasmak igin

onemli derecede kisisel

fedakarliklarda bulunabilirim. 7 9,9 14 19,7 | 50 70,4 | 3,61
15] Orgitsel amaglara ulasmak igin yeni

firsatlar olusturmaya calisirm 13 18,3 14 19,7 | 44 62 3,44
16/ icinde bulundugum takimi

heyecanlandiracak fikirler sunarim 11 15,5 19 26,8 | 41 57,7 | 3,42

17/ Statiko ve mevcut durumu
korumaktan ¢ok islerin yapilisinda

farkli yollar ararim 11 15,5 23 32,4 | 37 52,1 | 3,37
18/ Orgiitsel amaglara ulasmak icin
alisilmisin disinda davranabilirim 12 16,9 18 25,4 | 41 57,7 | 341

Liderlik tarzlarina iliskin ifadelere bakildiginda, en dislik ortalamanin “Hangi islerin nasil
yapilacagina yonetici olarak ben karar veririm” ve “Calisanlarimin is yapma seklini ben
belirlerim” ifadeleri oldugu goriilmektedir. ilk ifadeye 22 kisi ikinci ifadeye ise 19 kisi
katilmamaktadir. ilk ifadeye 11 kisi fikrim yok oldugu yéniinde fikir yiiriitmekte ikinci ifade
ise 15 kisi bu secenegi isaretlemistir. En yiiksek katim ise 3,61 ortalama ile “Orgiitsel
amagclara ulasmak icin dnemli derecede kisisel fedakarliklarda bulunabilirim.” Bu ifadeye
%9,9 kisi katilmamis %19,2 kisi fikrim yok % 70,4 gibi biylk bir bolima katildigi yoninde
isaretlemistir. Daha sonra en fazla katiim ise 3,55 oranla “Bir yonetici olarak iginde
bulundugum takim icin yliksek derecede kisisel risk alabilirim” ve “calisanlari takdir ederek
cesaretlendiririm” ifadeleri olmustur. Bu ifadelere ise, yoneticilerin %66s1 katilim
gostermistir.

Tablo 3: Liderlik Tarzlarinin Ortalamalari ve Standart Sapmalari

Degiskenler Ortalama St. sapma
Déniisiimcii Liderlik 3,43 0.429
Karizmatik Liderlik 3,45 0,453
Islemsel Liderlik 3,32 0,689

Genel olarak bakildiginda liderlik tarzlarina ait ortalamalarin birbirine ¢ok yakin, ancak
islemsel liderlik tarzina iliskin ifadelere katiim oraninin daha disik oldugu
gorulmektedir(3,32). Donustimcl liderlik tarzina iliskin ifadelere katilimlarin ortalamasi
3,43 iken karizmatik liderlige iliskin ifadelere katilimlarin ortalamasi 3,45 tir.
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Tablo 4: Demografik Ozellikler Agisindan Farkliliklar

Degisken Fark Anlamlilik Agiklama

Cinsiyet Var 0.048 islemsel Liderlik

Yas Var 0.015 islemsel Liderlik
0.001 Karizmatik Liderlik

Egitim Yok 0.970 -

is Deneyimi Var 0.000 Donlstimci Liderlik
0.005 Karizmatik Liderlik

Farkhliklari belirlemek Uzere yapilan t-testi ve anova testi sonuglarina gore liderlik
tarzlarindan islemsel liderligin cinsiyet agisindan farklik gosterdigi sonucuna ulasiimistir,
ortalama degerlerine bakildiginda ise, kadinlarin ortalamasinin 3,1 erkeklerin
ortalamasinin ise 3,5 oldugu goriilmektedir. Kadinlarin islemsel liderlige egilimi erkeklere
oranla disik oranda kalmaktadir denilebilir. Yas acisindan ise farklilk islemsel liderlik ve
karizmatik liderlik agisindan ortaya ¢ikmistir. Farkhligin nedenine bakildiginda ise scheffe
15-24 vyas arasindaki liderlerin islemsel liderlige ait ortalamalari(2.28) diger vyas
gruplarindakilere (3,2-3,6)oranla daha disik diizeydedir. Karizmatik liderlik agisindan
farkhihgin nedenine baktigimizda ise yine ayni gruplar arasinda anlaml farkliliklarin oldugu
gorilmektedir. 15-24 yas arasindaki kisilerin karizmatik liderlik ortalamasi (3.01)25 yas ve
Ustl (3,4-3,6)kisilerin ortalamasindan daha dislik diizeydedir. Egitim durumu agisindan
liderlik tarzi anlamli bir farklihk gdstermemektedir. is deneyimi acisindan da liderlik tarzlari
farklilik gostermektedir. Bu farkhlik ise donistimci ve karizmatik liderlik tarzlarinda ortaya
cikmistir.

Bu farklilik da her iki liderlik tarzi icinde 5 yil ve alti siirelik is deneyimine sahip olan
kisilerden kaynaklanmaktadir.

5. SONUC

Bu calisma da liderlik tarzlarindan sadece modern liderlik tarzlari ele alinmistir. Literatiire
bakildiginda dontisimci liderligin isminden de anlasilacagi gibi donlsiime ve yenilige
doniik bir lider oldugu gorilmektedir. islemsel liderlerin ise yenilige karsi olumlu olmayan
bir tavir sergiledikleri karizmatik liderlerin ise Ozellikle olumsuz sartlarda degisimi
Ustlendigi yonlinde literatlirde ortak bir goris bulunmaktadir. Arastirmada hemen tiim
liderlik tarzlarinin yiksek ortalama ile ¢iktigi bulgularda ortaya ¢ikmistir. Bu durumdan
arastirma evreninde ki yoneticilerde hemen bitin tarzlarin bulundugu seklinde yorum
yapilabilir. Otel isletmeleri hizmet sektoriinde faaliyet yaptiklari icin bilisim teknolojileri
her ne kadar isletme sireglerine niifuz etse de insan unsuru bu tir isletmelerde asla
dnemini yitirmez. insan unsurunun 6n planda oldugu bir yapida da y®netim unsuru
normalde oldugundan daha kritik bir stire¢c olma 6zelligi gosterir. Bunun nedeni, yonetim
unsurunda basarinin saglanmasi, sadece yoneticilerin yetenekleri, dogru karar ve
politikalariyla iliskili degildir. Bununla birlikte, basarinin saglanmasi, yonetim siirecinin
diger bir odagini olusturan is gorenlerin de yeteneklerine ve kapasitelerine ve bu yetenek
ve kapasitelerini kullanma istekliliklerine dolayisiyla motive dizeyleri gibi bircok etkenle
iliskili bir problemdir. is gérenlerin ise istekleri, ihtiyaclari ve onlari motive edecek araglar
birbirinden farklh oldugundan dolayi, bditin liderlik tarzlarina duruma gore ihtiyag
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duyulabilir. Bu nedenle, bir yonetici duruma goére farkh liderlik davranislar
sergileyebileceginden batin liderlik tarzlarina iliskin ifadelere olumlu yanit vermis
olabilirler.

Arastirma sonucunda liderlik tarlarindan islemsel liderligin kadin katilimcilarda erkek
katihmcilara goére daha disik dizeyde yer almis olmasi kadin katilimcilarin mevcut
uygulamalardan farkhlik gésterecek uygulamalar yapma egilimlerin daha yiiksek oldugunu
gostermektedir. Ayrica yas acisindan da liderlik tarlari egilimi farkhlik gostermektedir, 25
yasinin altindaki katilimcilarin islemsel liderlik ortalamalari daha disik olarak ortaya
¢tkmistir. Bu durum bu grupta yer alanlarin digerlerine gore yenilik¢i davranislarinin ve
degisim arzularinin yiksek oldugunuve 6ncii olma odakli davrandiklarini gostermektedir,
ayrica bu grupta yer alan kisilerin karizmatik liderlik egilimlerinin de digerlerine gore daha
disiik oldugu gorilmistir. Ozellikle toplumumuzdaki yasa olan sayginin bir yansimasi
olarak bu ozelliklerin ilerleyen yaslarda daha etkili olabilecegi durumu bu sonugla
bagdasmistir. Ayrica is deneyimi agisindan da karizmatik ve dontisimci liderlik tarzinin 5
yil ve daha asagi siirelerde is deneyimine sahip olanlarda daha disik dizeyde ortaya
cikmustir. Kisiler ise ilk girdiklerinde belli bir siire deneyim kazanip kendilerini kabul ettirme
odakh hareket ederler. Ayni sekilde yoneticilerde 6nce calisanlara kendi liderliklerini
astlarina kabul ettirme odakli davrandiklarindan sistem Uzerinde degisiklik yapmaktansa
mevcudu koruma ve ondan yararlanma odakli davranis sergilerler.

Bu calisma Ankara ilinde faaliyet gosteren otel isletmelerinin yonetici ve sahipleri
kapsaminda yapilmistir. ileride bu alanda calisma yapmak isteyen arastirmacilara
yoneticilerin liderlik stillerini ¢alisanlar agisindan belirlemeleri ve bu calismanin bulgular
ile kiyaslamalari onerilebilir. Ayrica farkh bolgelerdeki isletmelerden elde edilecek
bulgularinda yine bu c¢alismanin bulgulari ile kiyaslanabilecegi calismalar yapmalari
onerilebilir.
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impression management  tactics, defined as “the process in which people attempt to influence the
perceptions of others”. The sample used in this study consisted of people between
the ages of 20 and 50, who were employed at a private bank in Istanbul (n=110).
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M10, M12 “Performance Scale” and “Impression Management Scale”, all adapted to Turkish
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1. INTRODUCTION

Learned resourcefulness, impression management, and performance are important
factors that affect a person’s work behavior. Defined as a repertoire of behaviors and skills
by which a person self-regulates internal events, learned resourcefulness is meaningful on
an organizational and administrative level as it suggests that negative emotions and
thoughts can be changed and corrected automatically to minimize negative consequences
(Akglin, 2004, 441-448).

The importance of employee performance on an organization’s ability to accomplish its
goals renders factors that affect performance critical. Although there are many variables
that affect performance, the relationship between learned resourcefulness, which helps
one to cope with unwanted situations, and performance provides businesses and
employees with useful information.

Assuming that people with different learned resourcefulness levels will differ in terms of
which impression management tactics they use while shaping their relationships with
other individuals in organizational settings, this study aims to investigate the effects of
learned resourcefulness on performance and to determine if impression management
tactics have any mediating and/or shaping roles on the said effects.

The next section after literature review, study on the model and the method will be
explained. The final part of the study empirical findings will be shared.
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2. LITERATURE SURVEY

Learned Resourcefulness - The concept of success, which is generally defined as the level
reached by the execution of target behavior, can differ between individuals, and factors
that determine or affect the level of success may vary according to the areas in which
individuals perform. Among those factors, an individual’s experiences and acquired skills
stand out. Learned resourcefulness is a concept referring to the effectiveness of an
individual’s coping skills when faced with stressful events in his/her personal or
professional life. Coined by Meichenbaum (1977), the term learned resourcefulness is
used to describe one of the personal factors that help explain human behavior. Defined as
the possession of certain attitudes that help an individual to cope with stressful events
and problems (Cakir, 2009), learned resourcefulness describes how well an individual can
insulate himself/herself from situations that cause stress (Dag, 1991), a value particularly
relevant to contemporary organizations as it highlights an important personal quality.
According to Rosenbaum (1980), skills that fit the description of learned resourcefulness
are learned in an informal fashion at an early age and since individuals vary in their
learning histories, their levels of learned resourcefulness also vary. Individuals with high
levels of learned resourcefulness use problem-solving methods, steer towards positive
thinking, are able to delay gratification if needed (Kennett, 1994) and can deploy problem
solving skills when faced with an ongoing challenge instead of giving up (Rosenbaum, 1985
as cited in Smith, Davids, 1992). Whereas those with lower levels of learned
resourcefulness tend to be prone to surrendering when faced with challenges and
attribute failures to their own incompetence (Kennett, Keefer, 2006).

Performance - Defined as the “level of execution of a task according to pre-determined
conditions or the task-performer’s course of conduct”, the concept of “performance”
(Bingol, 2003) is one of the major areas of investigation for contemporary organizations
due to the fast-pace of change that characterizes the environmental and competitive
conditions in which they operate. In the literature review, numerous studies were found
that investigate the factors contributing to effective performance in organizations, the
variables that cause individual differences in performance, as well as the relationship
between performance variables. It was observed that there has been extensive research
on topics such as self-regulation, life-satisfaction (Kale, 2013), emotional intelligence,
professional satisfaction, organizational citizenship (Girbuz, Yiksel, 2008), and leadership
(Ocal, Karakilig, 2013; Ozdevecioglu, Kanigiir, 2009); however, only a limited number of
studies were conducted on the impact that learned resourcefulness, which is considered
to be a personal factor in explaining human behavior, had on performance.

Impression Management Tactics - Often times, individuals can consciously attempt to
create an impression on others. However, as individuals are not able to always act in a
goal-directed and conscious manner, they can display automatic and habitual impression
management behavior (Basim, Tatar, 2006). As in all social environments, people shape
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their relationship with others through their behaviors in organizational environments.
Impression management constitutes one of the most basic steps in both entering a new
organization and during the process of an individual’s presence in the organization (Demir,
2002). In impression management, it is observed that the tactics used by individuals are
not limited to a certain period of time or a context (Gardner, 1992), that same impression
tactics are not used all the time and that different tactics could be used in different
contexts (Schutz, 1998). The variation in these impression tactics could be due to
differences in personal traits (Sadler et al., 2010), as well as to organizational factors
(Drory, Zaidman, 2007).

3. DATA AND METHODOLOGY

Sampling - One hundred forty-two individuals employed at the Head Office of a private
banking institution in Istanbul were recruited for this study. The participants filled out the
surveys under the researchers’ supervision. During the evaluation process, 32 of the
surveys were excluded from the study due to errors related to filling out the survey, and
the remaining 110 were used for investigation.

Measurement Tools - On the survey form, scales with adjusted reliability values were
used. Cronbach’s alpha values for each dimension were calculated, and the values were
evaluated using the criteria outlined below (Kalayci, 2006, 74).

Cronbach’s Alpha= 1,000-0,800 Excellent Internal Consistency
Cronbach’s Alpha= 0,800-0,600 Good Internal Consistency

Cronbach’s Alpha= 0,600-0,400 Acceptable Internal Consistency
Cronbach’s Alpha= 0,400-0,000 Poor/Unacceptable Internal Consistency

To collect data on the learned resourcefulness variable, The “Learned Resourcefulness
Scale” (Dag, 1991) developed by Rosenbaum (1980) and adapted to Turkish by Siva and
Dag (1991) was used. The scale consisted of 36 statements in a Likert-scale format. Each
individual was able to get anywhere between 36 to 180 points, where higher points
suggested a higher capacity of self-restraint or otherwise stated, a higher rate of the use
of the coping strategies represented in the scale (Dag, 1991).

Table 1: The Reliability/Internal Consistency of Learned Resourcefulness Scale

Number of | Cronbach’s Reliability
Items Alpha
Excellent Int |
Implementation of Planned Behavior 4 0,979 xce.en nterna
Consistency
Excellent Int |
Mood-Management 4 0,862 xce.en nterna
Consistency
Management of Unwanted Thoughts 5 0,855 Excel'lent Internal
Consistency
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Management of Impulses and Excellent Internal
. . 6 0,904 .
Implementation of Planned Behavior Consistency
Self-Sufficiency and Self-support 4 0,861 Excel'lent Internal
Consistency
Pain Management 2 0,868 Excel'lent Internal
Consistency
e Excellent Internal
Delay of Gratification 4 0,875 .
Consistency
Excellent Int I
Seeking Help 3 0,782 xcerient interna
Consistency
. Good Internal
Favorable Interpretation of Events 3 0,952 .
Consistency
Careful Supervising 3 0,804 Excel'lent Internal
Consistency
Flexible Planning 2 0,974 Excel'lent Internal
Consistency
Seeking a Supervisor 4 0,955 ExceI.Ient Internal
Consistency

In the study, the contextual performance scale developed by Smith, Organ and Near
(1983) and the task performance scale developed by Goodman and Svyantek (1999) were
employed (Dogan, 2005). In the scale that consists of 22 statements, 15 of them constitute
statements on contextual performance and the remaining 7 constitute statements on task
performance. The reliability coefficients are .973 and .980 respectively for the contextual
and task performance scales, which demonstrates that they have excellent internal
consistency (Foster, 2002).

Table 2: Performance Scale Reliability/Internal Consistency Analysis Results

Number of Cronbach’s .
Internal Consistency
Statements Alpha
Contextual Excellent Internal
Xt 15 0,973 xee!
Performance Consistency
Task Performance 7 0,980 Excel'lent Internal
Consistency

As for impression management tactics, the “Impression Management Tactics” developed
by Bolino and Turnley (1999) based on the taxonomy of these tactics suggested by Jones
and Pittman (1982), were used. The adaptation of this scale into Turkish was made by
Cantekin (2003).
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Table 3: Reliability/Internal Consistency of the Impression Management Scale

Number of Cronbach’s Internal Consistency
Statements Alpha
. . Excellent Internal
Seeking Pity 8 0,791 .
Consistency
Seeking Sympathy b Excellent Internal
e nesympaty oy 5 0,754 .
Displaying Personal Qualities Consistency
Trying to Act as a Model Excellent Internal
4 0,616 .
Employee Consistency
Seeking Respect through Excellent Internal
3 0,719 .
Forced Means Consistency
. Excellent Internal
Owning up to One’s Work 2 0,740 .
Consistency

Research Model and Hypotheses

The hypotheses of this study investigating the effects of learned resourcefulness on
performance and the mediating role of impression management tactics are as follows:

H1: There is a relationship between acquired resourcefulness of employees and their
performances.

H2: There is a relationship between acquired resourcefulness of employees and their
impression management tactics.

H3: There is a relationship between the impression management tactics of employees and
their performances.

H4: The impression management tactics of employees play a mediatory role in the
relationship between their learned resourcefulness and performance.

Learned

Resourcefulness Performance

Impression
Management
Tactics

Figure 1: Research Model
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4. EMPIRICAL FINDINGS

The findings of the study were analyzed using the SPSS 22 Program. The frequency and the
percentage of the demographic variables are shown in Table 4.

Table 4: Frequencies and Percentages of Demographic Variables

Variables f % Variables f %
Sex Education Level

Female 76 69,1 | Associate Degree | 23 | 20,9
Male 34 30,9 | Bachelor’s Degree | 80 | 72,7

Graduate Degree 7| 64

Age

20-30 31 28,2 | Years of Service

30-40 59 53,6 | 0-5years 45 | 40,9
40-50 20 18,2 | 5-10years 43 | 39,1

10-15 years 22 | 20,0
Marital Status
Married 43 39,1

Single 67 | 60,9

Following the analyses conducted on the relationship between the learned
resourcefulness scale and the performance scale, a positive significant relationship was
found at a low level (21.5 %) between implementing planned behavior on the learned
resourcefulness scale and contextual performance on the performance scale. There were
no other significant relationships between the dimensions of the learned resourcefulness
scale and the performance scale. This finding did not support hypothesis H1lof the study.

Table 5: Relationship between the Dimensions of the Learned Resourcefulness Scale
and the Performance Scale

Contextual Task
Performance Performance
. . r 0,215 0,057
Implementing Planned Behavior
P 0,024* 0,554
r 0,032 -0,043
Mood-Management
p 0,742 0,659
Management of Unwanted Thoughts r 0,039 -0,037
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p 0,684 0,699
Impulse Management and Implementation r 0,088 0,015
of
. p 0,362 0,875
Planned Behavior
- r 0,094 0,02
Self-Sufficiency and Self-Support
p 0,329 0,837
. r 0,116 0,027
Pain-Management
p 0,226 0,781
. r 0,179 0,072
Delay of Gratification
p 0,061 0,457
. r -0,013 -0,068
Seeking Help
p 0,896 0,48
. r 0,017 0,037
Favorable Interpretation of Events
p 0,86 0,701
. r 0,098 -0,03
Careful Supervision
p 0,31 0,752
. . r -0,039 -0,001
Flexible Planning
p 0,686 0,993
. . r -0,024 -0,097
Seeking a Supervisor
p 0,806 0,315

Following the analyses conducted, there was no significant relationship between the
dimensions of the learned resourcefulness scale and the impression management scale.
Therefore, the H2 hypothesis of the study was not supported.

Table 6: Relationship Between the Dimensions of the Learned Resourcefulness Scale
and the Impression Management Scale
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0,045 0,006 0,026 0,047 0,038

Implementing of Planned Behavior/Activities
0,642 095 0,784 0,623 0,692

©

0,104 0,091 0,076 0,104 0,130
0,277 0,343 0,43 0,281 0,177

—

Mood-Management

e

Management of Unwanted Thoughts 0,072 0,057 0,102 0,091 0,115
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p 0,457 0,551 0,291 0,346 0,233
Impulse-Management and Implementation of r 0,129 0,072 0,050 0,104 0,088
Planned Behavior p 0,18 0,453 0,604 0,279 0,363
- r 0,129 0,069 0,037 0,120 0,117
Self-Sufficiency and Self-Support
p 0,180 0,472 0,698 0,211 0,223
) r 0,096 0,034 0,06 0,108 0,086
Pain Management
p 0,318 0,728 0,534 0,261 0,370
o r 0,025 0,011 0,054 0,034 0,005
Delay of Gratification
p 0,792 0,906 0,576 0,726 0,961
. r 0,027 0,003 0,042 0,009 0,028
Seeking Help
p 0,780 0,978 0,666 0,923 0,768
r 0,135 0,145 0,134 0,129 0,167
Favorable Interpretation of events
p 0161 0,13 0,162 0,181 0,082
o r 0,102 0,077 0,106 0,133 0,131
Careful Supervision
p 0,290 0,423 0,272 0,165 0,174
o ) r -0,014 -0,039 0,02 -0,036 -0,069
Flexibility in Planning
p 0881 0,686 0,832 0,707 0,474
r 0,071 0,066 0,092 0,065 0,098
Seeking a Supervisor
p 0461 0,495 0,34 0,498 0,307

Following the analyses conducted, the following relationship between dimensions of the

impression management scale and the performance scale were determined: a weak

negative significant relationship (19%) between seeking pity and contextual performance,

=0.047), a weak negative significant relationship (20.8%) between seeking respect
(p ), 8 8 p ) g resp

through forced means and contextual performance (p=0.029), and a weak negative

relationship(19.7%) between owning up to one’s work and contextual performance

(p=0.039). In addition to these, there was no other significant relationship between the

dimensions of the impression management scale and contextual or task performance.

Therefore, hypothesis H3 was not supported.

Table 7: Relationship Between the Impression Management Scale Scale Dimensions

and the Performance Scale

Contextual Task
Performance Performance
. . r -0,190 -0,136
Seeking Pity
P 0,047* 0,156
Seeking Sympathy By Displaying One’s r -0,112 -0,034
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Qualities p 0,244 0,724
Trying to Act as a Model Empl ' 0176 0133
rying to Act as a Model Employee
yine Py D 0,066 0,167
. r -0,208 -0,18
Seeking Respect through Forced Means
p 0,029* 0,06
. r -0,197 -0,167
Owning up to One’s Work
p 0,039* 0,081

When conducting a mediation test analysis, Baron and Kenny’s three-step rational process
(1986) requires that (1) the independent variable should affect the mediator variable, (2)
the independent variable should affect the independent variable, (3) when the mediator
variable is included, the impact of the independent factor should not decrease. When the
analysis was conducted according to this process, since learned resourcefulness had no
significant effect on performance, the required conditions were not met. Therefore it was
understood that impression management tactics do not play a mediatory role in the
relationship between learned resourcefulness and performance. As a result, hypothesis H4
was not supported.

5. CONCLUSION

In this study, where the effects of learned resourcefulness on performance and the
mediatory role of impression management tactics on these effects were explored in a
group of private bank employees in Istanbul, four hypotheses were suggested and tested.
The analyses conducted revealed that a positive relationship existed between
implementation of planned behavior, a dimension of learned resourcefulness, and
contextual performance (r=0.215, p=0.024). No other relationship was found between the
other dimensions of learned resourcefulness and performance. Therefore, the hypothesis
suggesting a relationship between the learned resourcefulness of the bank employees and
their performances was not supported.

The study, of which the major goal was to investigate the effects of learned
resourcefulness on performance and to determine the role of impression management
tactics on these effects, concluded that there was no mediatory role of the impression
tactics on the relationship between learned resourcefulness and performance, as the
requirements were not met to conduct a mediation test, which required a significant
effect of learned resourcefulness on performance as a pre-requisite. Although in the
literature prior tests on learned resourcefulness were primarily conducted on students,
educators, health-care workers or those who benefit from health-care services, such as
patients, the elderly and disabled individuals, no tests conducted on bank employees were
encountered.
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Although yielding meaningful results, the study did have its limitations, one of which was
the sample population (n=110). The study’s limited number of subjects prevented
generalizations from being made about the results of the study. Another limitation was
the impact of time constraints on the study, which resulted in the sampling having to be
done in the same organization. This limitation required us to analyze the results within a
particularly narrow framework that had to take certain restrictive factors into
consideration, such as the structure of the sampling and the social structure of the
organization of the sampling. In future studies conducted on this subject, larger sample
sizes and greater diversity of businesses would allow for commentary with a wider
perspective.
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ABSTRACT

The purpose of the study is to determine whether gender, personality and
acquaintanceship cause differentiation on attribution, and fundamental attribution error
and the self-serving bias occurs in a given situation. To this end an empirical study has
been conducted. Purposive sampling was used in the study; research was carried out
with the participation of 52 students on a voluntary basis. In the process of selection of
students first a questionnaire was administered in order to identify the type of
personality. Later, pair combinations have been created taking into account personality
types, gender differences and acquaintanceship. The study was carried out with total of
26 groups. It was observed that the fundamental attribution error was occurred and that
people attribute success largely to internal factors. In the case of failure, the analysis
showed that students had self-serving bias; this situation was attributed to the difficulty
of the job. Results of evaluations indicated that factors of personality and
acquaintanceship do not cause any difference on attribution; but gender causes
differences in terms of failure results and attribution factors.

BASARI VE BASARISIZLIK DURUMLARINA ATFETMENIN GORGUL OLARAK
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OZET

Calismanin amaci, cinsiyet, kisilik ve tanigiklik durumunun atfetme Gzerinde farkhlasmaya
neden olup olmadiginin ve temel atfetme hatasi ve kendine hizmet eden ylkleme
yanliliginin gergeklesip gerceklesmediginin tespit edilmesidir. Amacin gergeklestirilmesi
icin gorgul bir ¢alisma yapilmistir. Arastirmada maksath 6rnekleme kullaniimis olup,
gonulluluk esasina bagh olarak katillan toplam 52 6grenci lizerinde yurittlmustar.
Ogrencilerin secilmesi siirecinde dncelikle kisilik tipi tespitine yonelik anket uygulanmistir.
Kisilik tipi, cinsiyet farkhliklari ve tanisikhik durumlar dikkate alinarak daha sonraki siiregte
ikili kombinasyonlar olusturulmus ve toplam 26 grupla calisma gergeklestirilmistir.
Yapilan analizler sonucunda temel atfetme hatasinin yapildigi; kisilerin basariyi daha gok
icsel nedenlere yikledikleri tespit edilmistir. Basarisiz olunan galismaya yonelik analizler
degerlendirildiginde kisilerin kendine hizmet eden yiikleme yanlligina dustikleri; bu
durumu isin gugligine atfettikleri gortlmustir. Degerlendirmeler sonucunda kisilik ve
tanigiklik durumlarinin atfetmede herhangi bir farka neden olmadigi fakat cinsiyetin
basarisizlik sonucu ve atfetme faktorleri agisindan farkliliklara neden oldugu tespit
edilmistir.

“Bu calisma 13. Ulusal isletmecilik Kongresi'nde sunulmustur.
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1. GIRIS

insanlar, tiim yasamlari boyunca bir seyleri gerceklestirmeye cabalamaktadirlar. Ancak
tim c¢abalar her zaman basariyla sonuglanmamaktadir. Elde edilen basari ya da
basarisizliklara iliskin deneyimler ve gozlemler, bir dongl halinde bireyin hem kendisine
hem de c¢evresindekilere iliskin algilamasini etkilemeye devam etmekte, sonraki
davranislarina, motivasyonuna ve ¢abasina sekil vermektedir (Schoeneman ve Curry, 1990;
Mori, vd. 2010). Kisiler, kendileri ile birlikte cevrelerindeki kisilerin davranislarini da
anlamaya calismaktadirlar. Bu degerlendirmelere gore tutum olustururlar ve gelecekteki
davranislarini bunlara gore sekillendirmeye calisirlar. Bu silrecte kisilerin basarilarinin ve
basarisizliklarinin nedensel kaynaklari, kisi ile ilgili yapilan yargilamalara baglidir. Bu siireg
insanlarin oldugu her alani ve bu alanlarda gerceklesen tum iliskileri etkilemektedir.
iliskiler (6rnegin, isyerlerinde isgbren-isgdren, isgdéren-ydnetici, okullarda 6grenci-
ogretmen iliskileri gibi) kisilerin davranislarinin goézlenmesi ve bunlara iliskin genel
kanaatlerin olusmasi sonucu sekillenmekte ve davranisa yonelik referans noktalar
olusmaktadir. Bu noktada kompleks bir yapiya sahip olan ve lzerinde bir¢ok faktorin
etkisinin oldugu atfetme siireci islemeye baslar. Sireci etkileyen faktorlerden bazilar;
kisilerin sahip oldugu kisilik tipi, tanisikhik durumu ve cinsiyet farkliliklaridir. Kisilerin bu (g
degiskene bagh olarak davranislarin nedenlerini agiklamakta kullandigi atfetmenin yapisal
ozelliklerini anlamak, atfetme sirecini ve sonuglarini anlamada yol gosterici olacaktir.

2. LITERATUR
2.1. Atfetme Kurami

Her bireyin basari ve basarisizlik durumunu agiklamak igin kullandigi neden farkh
olabilmektedir. Bireylerin "nicin" seklinde sorgulamalari ve farkli durumlar icin farkh
nedenleri kullanmalari atfetme kuraminin gelistirilmesini saglamistir. Atfetme kurami ilk
kez Heider’'in "Kisilerarasi iliskilerin Psikolojisi" kitabinda yer almis ve insanlarin naif
psikolojisi degerlendirmesi ile kuramin temelleri atilmistir (Fatemi ve Asghari, 2012).
Atfetme kurami ¢ogunlukla, algilanan insanlarin kendi basarilari ve basarisizliklari ile ilgili
aciklama egilimlerini degerlendirmektedir (Fatemi, vd., 2012). Bernard Weiner, kisilerin
basari ya da basarisizliklarini atfettikleri faktorleri inceleyerek atfetme kuraminda 6nemli
bir rol oynamistir (Fatemi ve Asghari, 2012). Weiner (2010), bireylerin basariya nedenler
yuklerken Gg¢ performans boyutunu géz 6niine aldigini savunmustur. Bunlar; odak noktasi,
kalicihk ve kontrol edilebilirlik. Odak noktasi, nedenin bireyle alakali ya da bireyin disindaki
seylerden kaynaklaniyor olmasi ile ilgilidir (Willner ve Smith, 2008). Kalicihk boyutu,
nedenin zaman iginde istikrarli ve sabit olmasi veya degisken ve istikrarsiz olmasini
belirtmektedir. Bu durumda yetenek sabitken, ¢aba zaman igerisinde degisen bir durum
olarak gorilir. Son olarak kontrol edilebilirlik ise, kisinin neden Uzerinde ne kadar
kontroliiniin oldugunu ifade etmektedir (Mori, vd., 2010; Gobel, 2011).

Bu modele gore bireyler, dncelikle bir kisinin basarili olup olmadigini degerlendirir ve buna
gore olumlu ya da olumsuz duygu hissederler. Daha sonra performansa bir neden yiklerler
ve bu yikleme tarzi gelecekteki davranislari etkileyecek duygularin olusmasina neden olur
(Hogg ve Vaughan, 2006). Weiner’a gore kisiler basari veya basarisizhgl degerlendirirken
dort faktor kullanirlar: yetenek, ¢caba, sans ve isin gliclik derecesi (Asan ve Aydin, 2006).
Genellikle 6grenciler ve 6gretmenlerin basari ya da basarisizliga nedensellik yiklemeleri
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konusunda yapilan arastirmalarda, benzer etmenlerin (digerlerine ek olarak baskalarinin
etkisi, ilgiler, gbrev ve o anki ruh hali gibi) degerlendirmeye alindigi goérilmektedir
(Weiner, 1985). Ornegin, Struthers vd. (2001) yaptiklar galismada yetenek ve caba
boyutunu kullanmislardir. Frieze (1976) 6grenciler Uzerinde yaptigl calismada baskin
atfetme kriterleri olarak g¢aba, yetenek, sans ve diger kisileri kullanmistir. Burger vd.,’nin
(1982) yaptiklari calismada ise yetenek, o anki ¢aba, dikkat ve istikrarli caba kullanilmistir.

Atfetme konusunda derinlemesine analizler sonucunda genel olarak insanlarin digerleriyle
ilgili durumlarin nedenlerine kisisel ya da igsel atiflarda bulunduklari, kendileriyle ilgili
durumlarin nedenlerine ise durumsal ya da dissal atiflarda bulunma egilimi gosterdikleri
tespit edilmistir (Keaveney, 2008). Spesifik olarak kisi kendi basarisini, yiksek yetenek ve
cok calismaya yuklerken, hatay ise diisik yetenek ve tecriibe eksikligine atfetmektedir
(Weiner, 1985). Walster (1966) yaptigi calismada kendini koruma atfetmelerinden
bahsetmis ve kisilerin hatali olaylarda kendi sorumluluklarinin etkisini en az seviyede
gosterme ya da bunu inkar etme egilimi gosterdiklerini savunmustur. Bu durum literatiirde
kendine hizmet eden yukleme yanlihg (self-serving attributional bias) olarak ifade
edilmektedir (Barrowclough ve Hooley, 2003). Gézlemcinin davranisin nedenini daha ¢ok
kisi ozelliklerine yuklemesi literatiirde temel atfetme hatasi (fundamental attribution
error) olarak ifade edilmektedir (Robbins, 2000). Konuya iliskin bir ¢alismada isyerinde
genellikle disiik performans gosterildigi durumlarda, g¢alisanlarin bunu dissal nedenlere
atfettigi, liderin ise bu davranisi galisanlara dair igsel nedenlere atfettigi tespit edilmistir
(Green ve Mitchell 1979; Jones ve Nisbett, 1971).

2.2. Kisilik

Bircok farkli olgunun etkisiyle gelisen kisiligin ¢oziimlenmesi oldukc¢a zordur. Ancak en ¢ok
kullanilan kisilik tanimlamasi, Gordon Allport tarafindan yapilmistir. Bu tanimlamaya goére
kisilik, “Cevresine uyum saglarken kendisine has diizenlemeleri belirleyen psikolojik ve
fiziksel sistemlerin sahibi olan bireyin icindeki dinamik organizasyondur” (Robbins ve
Judge, 2012). Daha dolaysiz ve basit bir tanimlamayla kisilik, “Bireyin belirgin, degismeyen
ve tutarl olan o&zelliklerinin timidir” (Ozkalp ve Kirel, 2005). Kisiligin analizi icin
gelistirilmis calismalara yonelik alan taramalari yapildiginda farkli kisilik siniflamalarinin (S.
Freud’un Kisilik Kurami, E. Berne’nin Kisilik Kurami, C. Jung’un Kisilik Kurami, K. Horney’in
Kisilik Kurami, A. Adler’in Kisilik Kurami, M. Friedman ve R.H. Roseman’in A ve B Kisilik
Tipleri gibi) olusturuldugu goriilmektedir (Tokat, vd., 2013).

A tipi davranis kaliplarinin kokeni Friedman ve Rosenman’in 1950’lerde gergeklestirdikleri
gozlemler sonucunda yaptiklari davranis tanimlamalarina dayanmaktadir (Sutil, vd., 1998).
Zamana karsl yarismak, basari yonelimli olmak, hizli cahismak ve hizli konusmak, ayni anda
birkag isi birden yapmak, sabirsiz ve 6fkeli olmak, beklemeye tahammiil edememek ve bu
nedenle karsisindakinin soézinli kesmeye egilimli olmak gibi tipik ozellikler A tipi
davranislari olusturmaktadir (Batigin ve Sahin, 2006). Daha 6nce yapilan ¢alismalar A tipi
davranislar ile performans endeksleri arasinda pozitif bir iliski oldugunu ortaya
koymuslardir ~ (Bluen, vd., 1990). Performansin  Ongoérilmesi  bakimindan
degerlendirildiginde A tipleri igin, ¢ok daha az zamanda nicelik olarak ¢ok daha fazlayi
basarma tutkusunun, daha yiliksek performans ve daha biiylk kariyer basarisi ile
sonuglanacagina inanilmaktadir (Barling ve Charbonneau, 1992).
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A tipi kisiligin tam karsiti B tipi kisiliktir. B tipi kisilikler, gittikce artan sayida seyleri elde
etme arzusu tarafindan nadiren acele davranmaya yonlendirilebilirler, rahattirlar ve
kaygisizdirlar. Durumlari ve isleri oldugu gibi kabul ederler, bunlar icin savasmazlar. Zaman
baskisina karsi rahattirlar ve dolayisiyla stresle ilgili daha az sorunla karsi karsiya kalirlar
(Mahajan ve Rastogi, 2011).

A tipi ve B tipi kisilikler performans ve basari konusunda karsilastirildiginda, A tipi
kisiliklerin daha iyi performans gosterdigi ve tepeye dogru hizli bir sekilde hareket etigi
acik olarak ortaya g¢ikmaktadir (Mahajan ve Rastogi, 2011). Bu bulgulari dogrular nitelikte
lwata vd. (1992) A tipi kisiliklerin, mesleki basari icin en 6nemli kosullardan biri oldugunu
ortaya koymuslardir. isten tatmin boyutu ile ilgili karsilastirma yapildiginda Hanif ve Sultan
(2011), A tipi kisiliklerin dissal kontrol odagina, B tipi kisiliklerin ise i¢csel kontrol odagina
sahip olduklarini ve bu nedenle B tipi kisiliklerin yaptiklari isten A tipi kisiliklere gére daha
fazla tatmin olduklarini bulgulamislardir. Fatemi vd. (2012), 6grenicilerin kisilik 6zellikleri
ile ingilizceyi 6grenmede gerceklestirdikleri atfetmeler arasinda bir iliski olup olmadigini
arastirmislar ve bazi kisilik faktorlerinin (Bes Faktér Envanterini kullanmislardir) kisilerin
basari ya da basarisizliklarina yonelik gergeklestirdikleri atfetmeler igin iyi birer 6ngoriici
olduklarini ortaya koymuslardir.

Bazi calismalar 6zellikle basarisizlik durumunda A tipi kisiliklerin B tipine gore kendini daha
¢ok suglamaya yonelik oldugunu ortaya koymuslardir. Diger arastirmalar, A tipinin
performansa yonelik konularda kendine hizmet eden sekilde atfetmelerde bulunduklarini
tespit etmisledir (Strube, 1988). Musante vd. (1984), Jenkins Activity Survey'de tanimlanan
A ve B tipi kisiliklerin basariya karsi atfetmelerinde farkliik olmadigini, fakat A tipinin
basarisizliklarda, B tipinin yaptigindan daha fazla i¢sel nedenlere durumu atfettigini tespit
etmislerdir. Bu farklihgin nedeni ise A tipinin basarisizliklar yetenek eksikligine atfetme
yoneliminin olmasidir. Strube (1988) yaptigl ¢alismada nedensellik boyutlari yaklasimini
kullanmis ve A tipinin B tipine gore daha c¢ok kendine hizmet eden atfetmelerde
bulunduklarini tespit etmistir.

2.3. Cinsiyet

Cinsiyet degiskeninin atfetmeyi karmasik bir yoldan etkiledigi savunulmaktadir. Bu konuda
yapilan bazi ¢alismalar, kadinlarin erkeklere gore daha ¢ok dissal nedenlere (sans ve isin
zorlugu) atifta bulundugunu ortaya koymustur (Basow ve Medcalf, 1988). Mori de (2013)
benzer sonuglara ulasmis, Asyali kadinlarin basarilarini dissal nedenlere atfetme egilimi
gosterdiklerini tespit etmistir. D’Amicco vd. (1995) yaptiklari calismada kadinlarin, aldiklari
yiuksek notlarin sansla iliskili oldugunu dustndiklerini, ancak erkeklerin sansa
atfetmelerinin performansla negatif iliskili oldugunu tespit etmislerdir. Beyer (1998),
kadinlarin daha cok calisma ve dikkat etmeyi vurguladigi zamanlarda, erkeklerin basarili
olduklarinda kadinlardan daha c¢ok vyeteneklere atifta bulunduklarini, basarisizlik
durumunu ise calismamaya ve duslik ilgiye atfettiklerini, kadinlarin ise hatalari yetenek
eksikligine atfettiklerini tespit etmistir. Mori (2013), basarisiz sonuglarla karsi karsiya
kalindiginda erkeklerin i¢csel nedenleri kadinlardan daha az sugladiklarini tespit etmistir.
Boyle davranmalarinin temel nedeninin ise kendi 6z benliklerini koruma igglidisi
oldugunu savunmustur.
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Ancak yapilan bazi galismalarda kadinlarin basarisizliklarini igsel nedenlere atfettikleri
tespit edilmistir. Ornegin Erkut (1983) akademik performansta cinsiyet farkliligina bagl
olarak atfetmede farklilik olusup olusmadigini ortaya koymak igin yurtttigi calismada
kadinlarin daha ¢ok ¢abaya, erkeklerin ise daha ¢ok yeteneklere atifta bulundugunu tespit
etmistir. Parsons vd. de (1982), 6grencilerin matematik dersinde basari ve basarisizliklarini
atfetmede kiz 6grencilerin basarilarini erkeklere gore daha ¢cok degisken i¢sel nedenlere,
basarisizliklarini ise degismez icsel faktorlere atfettiklerini tespit etmislerdir. LaNoue ve
Curtis (1985), karisik cinsiyet, ayni cinsiyet ve tek bir durumu analiz etmeye yoénelik bir
calisma gergeklestirmislerdir. Cabaya yonelik atif olmaksizin, karisik cinsiyetlerin oldugu
gruptaki kadinlarin erkeklere gore daha dusik beklentilere sahip olduklari, daha k&t
performans gosterdikleri, kendilerini daha az édillendirdikleri ve disik performanslarini
erkeklere gore daha ¢ok yetenek eksiligine atfettikleri tespit edilmistir. Tekil durumlarda
ise cinsiyetler arasinda herhangi bir farkhlik tespit edilememistir.

Yapilan literatlir taramasi sonucu atfetme konusunda cinsiyet ve kisilik degiskenlerini
dikkate alarak basari ve basarisizligin analizini yapan ¢alisma sayisinin olduk¢a az oldugu,
bununla birlikte yapilan galismalarda bireylerin kendilerini basarili veya basarisiz bulduklari
alanlari degerlendirirken daha ok ikincil verilerden (sinav notlari, vs.) faydalanildigi tespit
edilmistir. Ancak kisilerin bagil olarak basari veya basarisizliklari yerine, gercek durumlarda
tek sonucun (basarili/basarisiz) hem bireyin kendi kendini degerlendirmesi, hem de
ortaklasa yapilan islerde bu durumlari nasil degerlendirdigi ve bu sonuglari agiklamada
hangi nedenleri kullandigi, sonug olarak kisilik, tanigiklik durumu ve cinsiyet de g6z 6niinde
bulundurularak nasil bir atfetmenin gergeklestiginin bilinmesi birgok alanda (6gretme
sureci, esglidiimleme siireci gibi) 6Gnem tasimaktadir.

3. YONTEM

Bircok degiskenin atfetme farkliliklarina neden oldugu distunilmektedir. Bu galismada
cinsiyet, kisilik ve tanisikhk durumu faktorlerinin atfetme (izerinde farklilasmaya neden
olup olmadiginin ve temel atfetme hatasi ve kendine hizmet eden yikleme yanliliginin
gerceklesip gerceklesmediginin tespit edilmesi amaclanmaktadir. Amacin
gerceklestirilmesi icin gorgll bir calisma yapilmistir. Arastirmanin ana hipotezleri sdyledir:

1. Hy: Temel atfetme hatasi yapilmamaktadir.

2. Hy: Kendine hizmet eden yikleme yanliligi yapilmamaktadir.
3. Hg: Tanisikhk durumuna gore atfetmede farklilik yoktur.

4. Hy: Kisilik tiplerine gore atfetmede farkhilk yoktur.

5. Ho: Cinsiyete gore atfetmede farklilik yoktur.

Arastirmada kullanilan veri toplama yontemleri ankettir. Arastirmanin gerceklestirilmesi
strecinde oncelikle her bir bireyin kolay ve zor gorevleri bireysel olarak yapmasi istenmis
ve sonrasinda kendi basari ve basarisizlik durumunu degerlendirmesi saglanmistir. Sonraki
surecte ikili gruplar halinde bireylerin kolay ve zor olan gorevleri yerine getirmeleri
istenmistir. Stre¢ sonrasinda her bir 6grencinin partnerlerini ve kendilerini basar ve
basarisizlik sonuglarina gore degerlendirmeleri istenmistir. Elde edilen veriler SPSS 20
programi ile analiz edilmistir.
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3.1. Orneklem

Arastirmada maksatli 6érnekleme kullaniimis olup, gondlltlik esasina bagl olarak katilan
toplam 52 6grenci lzerinde yiritilmiistiir. Ogrencilerin segilmesi siirecinde 6ncelikle
kisilik tipi tespitine yonelik anket uygulanmistir. Kisilik tipi, cinsiyet farkliliklari ve tanisiklik
durumlari dikkate alinarak Tablo 1'de goriildGga gibi ikili kombinasyonlar olusturulmus ve
toplam 26 grupla calisma gergeklestirilmistir.

Tablo 1: Kombinasyon Cizelgesi

Cinsiyet ve Tanisiklik Durumlari
Kadin-Kadin-Tanisik Kadin-Kadin-Tanisik Degil
Kadin-Erkek-Tanisik Kadin-Erkek-Tanisik Degil
Erkek-Erkek-Tanisik Erkek-Erkek-Tanisik Degil
Kadin-Kadin-Tanisik Kadin-Kadin-Tanisik Degil
Kadin-Erkek-Tanisik Kadin-Erkek-Tanisik Degil
Erkek-Erkek-Tanisik Erkek-Erkek-Tanisik Degil
Gruptaki bir bireyin A tipi, Kadin-Kadin-Tanisik Kadin-Kadin-Tanisik Degil
digerinin ise B tipi kisilige sahip Kadin-Erkek-Tanisik Kadin-Erkek-Tanisik Degil
oldugu grup Erkek-Erkek-Tanisik Erkek-Erkek-Tanisik Degil

Gruptaki her bireyin A tipi kisilige
sahip oldugu grup

Gruptaki her bireyin B tipi kisilige
sahip oldugu grup

3.2. Olgme Araglari

Kisilik Olgegi. Kisilik tipinin dlciilmesine yonelik olarak Batigiin ve Sahin (2006) tarafindan
Rathus ve Nevid’in bireylerin A Tipi veya B Tipi kisilik 6zeliklerine sahip olup olmadiklarini
ortaya ¢ikarmak icin hazirladiklar soru listesinden esinlenerek gelistirilen anket formu
kullanilmigtir. Kisilerin glinlik yasamlarindaki davranislarina iliskin ifadelerin oldugu 25
maddeden olusan &lgekte, dért boyut bulunmaktadir: 1. ise verilen énem (12 ifade), 2.
Sosyal etkinliklerden uzaklasma (4 ifade), 3. Hiza verilen 6nem (6 ifade) ve 4. Zamanlamaya
verilen 6nem (3 ifade). Bireylere verilen ifadelerin kendilerini ne derecede tanimladigi
sorulmakta ve her bir maddede %0 (Hicbir zaman), %25 (Nadiren), %50 (Bazen), %75 (Sik
sik), %100 (Her zaman) segeneklerinden birini isaretlemeleri istenmektedir. Segenekler 1—
S5arasi puanlanmakta ve her maddenin puaninin toplanmasiyla toplam puan elde
edilmektedir. Olgekten elde edilen en diisiik puan 25, en yiiksek puan 125tir. 75 (st
puanlar bireylerin A Tipi kisilik 6zelliklerinin yogunlugunu gostermektedir.

Basari ve Basarisizlik Olgekleri. Basari ve basarisizliklarin dlciilmesinde zihin oyunlarina
yonelik kolay ve yiksek zorluklardaki calismalar kullanilmistir. Sonug, basarih ya da
basarisiz olarak degerlendirilmistir.

Atfetme Olgegi. Atfetmeye yonelik sonuglarin tespiti icin Russell (1982) tarafindan
gelistirilmis olan "Nedensel Boyut Olgegi" kullanilmistir. Olcek, nedensellik odagina yonelik
3 ifade, kontrol edilebilirlige yonelik 3 ifade, kalicilik boyutuna yonelik olarak 3 ifade olmak

Uzere toplam 9 ifadeden olusmaktadir.
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4. BULGULAR

Calismaya katilanlarin %50'si kadin, %50'si erkektir. Katilimcilarin %57,7'sinin A tipi kisilige,
%42,3'linlin de B tipi kisilige sahip oldugu tespit edilmistir. Katihmcilarin %55,8'i birbirlerini
tanidiklarini, %44,2'si ise birbirlerini tanimadiklarini ifade etmislerdir.

4.1. Kisilerin Kendi Basari ve Basarisizliklarina iliskin Atfetmelerine Yonelik Analizler

Tablo 2: Basariya Yonelik Atfetme Faktorlerinin Analizi

Grup Calismasi Bireysel Calisma
Frekans Ortalama Standart Frekans Ortalama Standart
Sapma Sapma
Sonug¢l 52 1,0962 ,29768 Sonug¢3 52 1,3846 ,49125
Caba 39 ,7500 ,43724 Caba 17 ,3269 ,47367
Sans 3 ,0577 ,23544 Sans 9 ,1731 ,38200
Yetenek 23 ,4423 ,50151 Yetenek 19 ,3654 ,48624
isin giicliigii 17,3269 ,47367 isin giicliigii 17,3269 ,47367

Tablo 2 incelendiginde, kisilerin grup olarak yaptiklari ¢calismalarda, bireysel ¢alismalara
gore biraz daha fazla kendilerini basarili bulduklarini ifade ettikleri, ancak yapilan analiz
sonucunda bu sonuglar arasinda anlamh bir fark bulunmadig tespit edilmistir. Kisilerin
basaril oldugu grup calismalarinda basarinin daha ¢ok c¢abadan kaynaklandigi ifade
edilirken, bireysel ¢calismalarda daha ¢ok yetenek faktéri 6n plana gikmistir. Basari ile ilgili
en az atifta bulunulan faktor, sans faktoéri olmustur.

Tablo 3: Grup ve Bireysel Basarilara Yonelik Atfetme Boyutlarinin Analizi

Paired Differences t df Sl(gz
- -
Mean Std. Std. 95% Confidence tailed)
Error Interval of the
Deviation Mean Difference
Lower Upper
1 i(;sel -3 i(;sel -,93590 2,44329 ,33882 -1,61611 -,25568 -2,762 51 ,008

1 Degisken-3Degisken  ,46154  2,67658 ,37117  -28363 1,20670 1,243 51 219
1Kontrol -3 Kontrol ~ -46795  1,77891 ,24669  -96320  ,02730 -1,897 51 ,064

Kisilerin basarilarina yonelik atfetme boyutlari Tablo 3’te verilmis olup, veriler analiz
edildiginde bireylerin grup icindeyken gerceklestirdikleri atfetmeler ile bireysel ¢alismalari
sonucu yaptiklari atiflar arasinda nedensellik odagl baglaminda anlamh bir fark oldugu
(,008<,05), diger boyutlar konusunda herhangi bir farklilik olmadigi tespit edilmistir. Kisiler,
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grup icinde c¢ahlstiklarinda basarilarinin daha ¢ok i¢sel nedenlerden kaynaklandigini ifade
etmislerdir.

Tablo 4: Basarisizliga Yonelik Atfetme Faktorlerinin Analizi

Grup Galismasi Bireysel Caligma
Frekans Ortalama Standart Frekans Ortalama Standart
Sapma Sapma
Sonug 52 1,5385 ,50338 Sonug 52 1,5962 ,49545
Caba 26 ,5000 1,0384 Caba 17 ,3269 ,47367
Sans 13 ,2500 ,65305  [Sans 8 ,1538 ,36432
Yetenek 19 ,3654 ,79283  |Yetenek 13 ,2500 ,43724
isin glicliigii 32,6154 ,79592  lisin glicliigii 23,4423 ,50151

Yapilabilirlik seviyesi ¢ok zor olan ikinci ve dérdincl gorevlerde katilimcilar basarisiz
olmuslardir. Tablo 4 incelendiginde, bireysel calismada katilimcilarin grup ¢alismasina gore
kendilerini biraz daha yilksek diizeyde basarisiz bulduklari gérilmektedir. Basarisizhigin
temel nedeni, her iki calismada da isin gigligine atfedilmistir. En az atifta bulunulan
nedenin ise sans oldugu tespit edilmistir.

Tablo 2 ve Tablo 4 birlikte degerlendirildiginde temel atfetme hatasinin yapildigi; kisilerin
basariyl daha ¢ok icsel nedenlere ylikledikleri goriilmektedir. Basarisiz olunan c¢alismaya
yonelik analizler degerlendirildiginde kisilerin kendine hizmet eden yiikleme yanlligina
dustikleri; basariyl daha ¢ok cabaya atfederken, basarisizligi ise isin glicligline atfettikleri
goriilmektedir. Bu durumda “1.Hy: Temel atfetme hatasi yapilmamaktadir” ve
“2.Hg:Kendine hizmet eden yikleme yanliligi yapiimamaktadir” desteklenmemistir.

Tablo 5: Grup ve Bireysel Bagarilara Yonelik Atfetme Boyutlarinin Analizi

Paired Differences t df  Sig. (2-
0, 1 .
Mean Std. Std. Error  95% Confidence tailed)
Mean Interval of the
Deviation Difference

Lower Upper

2 igsel - 4 igsel -,09615  2,04560 ,28367  -,66565 ,47334 -339 51 ,736
2 Degisken-4Degisken  -,09615  2,59741 ,36020  -,81928 ,62697 -267 51 ,791
2 Kontrol - 4 Kontrol ,08974  1,72274 ,23890  -,38987 ,56936 ,376 51 ,709

Tablo 5 incelendiginde, kisilerin basarisizliklarina yonelik atfetme boyutlari analizinde
bireylerin grup icindeyken gerceklestirdikleri atfetmeler ile bireysel galismalari sonucu
yaptiklari atiflar arasinda anlamli bir fark olmadigi tespit edilmistir. Basarisizlik durumuna
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yonelik nedenlerin disik diizeyde i¢sel nedenlerden kaynaklandigi, disiik diizeyde kontrol
edilebilir ve degisken oldugu ifade edilmistir.

4.2. Kisilerin Digerlerinin Basari ve Basarisizliklarina iliskin Atfetmelerine Yonelik
Analizler

Tablo 6: Digerlerinin Basari ve Basarisizliklarina iliskin Atfetme Faktorlerine Yonelik

Analizler
Sonug: Basarili Sonug: Basarisiz

Frekans Ort. Standart Frekans Ort. Standart

Sapma Sapma

Sonug 52 1,0577  ,23544 |[Sonug 52 1,4423 ,50151
Caba 36 ,6923 ,46604 [Caba 22 ,4231 ,49887
Sans 1 ,0192 ,13868 [Sans 7 ,1346 ,34464
Yetenek 24 ,4615 ,50338 [Yetenek 15 ,2885 ,45747
isin giicliigii 24 ,4615 50338 |isin giicliigii 24 ,4615 50338

Tablo 6'daki veriler incelendiginde, kisilerin digerlerinin basarilarini ¢abalamalarina
bagladiklari, basarisizliklarina iliskin konuda isin glclik derecesinin énemli rol oynadigini
disundukleri tespit edilmistir. Hem basari hem de basarisizlik durumunda sans faktoriiniin
oldukca diistik etkiye sahip oldugu ortaya ¢ikmistir.

Tablo 7: Digerlerinin Basari ve Basarisizligina Yonelik Atfetme Boyutlarinin Analizi

Paired Differences t df  Sig.
0, H 2-
Mean std. Std. 95% Confidence ( :
Error Interval of the taile
Deviation Mean Difference d)
Lower Upper
1 igsel - 2 igsel -,79487 2,73376 ,37910 -1,55596 -,03379 -2,097 51 ,041

1 Degisken-2 Degisken ,55769  2,46343 34162  -12813 1,24352 1,633 51 ,109
1Kontrol -2 Kontrol ~ -01282  1,92332 ,26672  -54828  ,52264  -,048 51 ,962

Kisilerin digerlerinin basari ve basarisizliklarina yonelik kullandiklari atfetme boyutlari
Tablo 7'de gosterilmektedir. Veriler analiz edildiginde basarili ve basarisiz olunan
durumlarda nedenin igsellige yuklenmesinde anlamli bir fark oldugu (,041<,05); basarinin
daha ¢ok igsel nedenlere atfedildigi tespit edilmistir. Diger boyutlarda anlamli bir fark
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tespit edilememis; nedenlerin distik dizeyde degisken ve kontrol edilebilir oldugu
bulunmustur.

Tablo 8: Tanidiklhik Durumuna Goére Digerlerinin Basari ve Basarisizliklarina Yonelik
Gergeklestirilen Atfetmeler Arasindaki Farkin Tespitine Yonelik Analiz

Sonug: Basarili

Sonug: Basarisiz

isin isin
Sonu¢ Caba  Sans VYetenek giglugl | Sonu¢ Caba  Sans Yetenek glglUgi
Mann-
. 299,00 257,50 322,00 317,50 265,50 | 277,00 314,50 331,00 298,00 265,50
Whitney U
w"w’“’" 575,00 533,50 598,00 593,50 541,50 | 553,00 590,50 607,00 733,00 541,50
z 1,574 -1,751 -891 -341 -1,451| -1,210 -409 -078 -833 -1,451
Asymp.Sig. 110 080 373,733 47| 226 683 938  ,405 147
(2-tailed)

Tablo 8'de tanidiklik durumuna goére sonuglar ve atfetme faktoérleri arasindaki farkliliklara
yonelik bulgular yer almaktadir. Bu sonuglara gore gruplar arasinda anlaml bir fark

bulunamamustir.

desteklenmistir.

Dolayisiyla “3. Hy Tanisiklik durumuna gére atfetmede farklilik yoktur”

Tablo 9: Kisilige Gore Digerlerinin Bagari ve Bagarisizliklarina Yonelik Gergeklestirilen
Atfetmeler Arasindaki Farkin Tespitine Yonelik Analiz

Sonug: Basarili

Sonug: Basarisiz

isin isin
Sonu¢ Caba Sans VYetenek glgligli | Sonug¢ Caba  Sans Yetenek glgligu
Mann- 5,700 317,00 311,00 311,00 309,00 | 323,00 312,00 303,00 313,00 309,00
Whitney U
x"coxon 580,00 782,00 776,00 564,00 774,00 | 788,00 777,00 768,00 778,00 774,00
z 109 -321 -871 -409 -479 | -151 -390 -846 -401  -479
Asymp.
Sig. 913 ,748 7384 683 632 | ,880 ,697 398  ,688  ,632
(2-tailed)

Tablo 9 incelendiginde kisilik farkhliklarina bagh olarak sonuglar ve atfetme faktorleri
arasinda anlamli bir fark bulunamadigi goriilmektedir. Bu nedenle “4. H, Kisilik tiplerine
gore atfetmede farklihk yoktur” desteklenmistir.
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Tablo 10: Cinsiyete Gore Digerlerinin Basari ve Basarisizliklarina Yoénelik Gergeklestirilen
Atfetmeler Arasindaki Farkin Tespitine Yonelik Analiz

Sonug: Basarili Sonug: Basarisiz
isin isin
Sonu¢ Caba Sans Yetenek glgligiu| Sonu¢ Caba  Sans Yetenek glglugu

Mar_m- 299,00 338,00 325,00 312,00 234,00 195,00 312,00 299,00 299,00 234,00
Whitney U

Wilcoxon

W 650,00 689,00 676,00 663,00 585,00| 546,00 663,00 650,00 650,00 585,00
z -1,767 ,000 -1,000 -551 -2,204| -3,042 -556 -1,207 -,909 -2,204
Asymp.

Sig. (2- ,077 1,000 ,317 ,582 ,028 ,002 ,578 ,227 ,363 ,028
tailed)

Tablo 10 incelendiginde cinsiyet farkliliklarina baglh olarak basarisiz ¢alismalarin
sonuglarina yonelik degerlendirmede anlamli bir fark (,0002<,05) tespit edilmistir. Atfetme
faktorleri degerlendirildiginde basari ve basarisizlik durumlarinda sadece isin gigligiine
atfetme konusunda cinsiyete gére anlamli bir fark (,028<,05) oldugu bulunmustur. Bu
durumda “5. Hq Cinsiyete gore atfetmede farkhlik yoktur” kismen desteklenmemistir.

5. SONUC VE ONERILER

Calismanin yiritilmesi strecinde katihmcilar aktif rol alarak deneyim yasadiklari igin
duygularin aninda degerlendirilmesi miimkin olmus ve duygu soniimiiniin etkisi calismaya
yansimamistir. Calisma sonucunda bireylerin kendi basari ve basarisizliklari ile ilgili
degerlendirmeleri ile grup icinde kendi basari ve basarisizliklarina ve partnerinin basari ve
basarisizliklarina yiiklenen nedenleri karsilastirma firsati olusmustur. Boylece tek tarafli bir
degerlendirmenin sinirliliklari bir nebze de olsa bertaraf edilmistir. Basarili olunan calisma
incelendiginde, bunun kolay derecede oldugu dolayisiyla tamamen bireysel yeteneklere
bagh olmadigi séylenebilir. Yapilan analizler sonucunda temel atfetme hatasinin yapildigi
dogrulanmis, kisilerin basariyi daha ¢ok i¢sel nedenlere yikledikleri tespit edilmistir.
Basarisiz olunan calismaya yoénelik analizler degerlendirildiginde kisilerin kendine hizmet
eden yilkleme yanlihgina dustlikleri; basariyi daha ¢ok cabaya atfederken, basarisizligl ise
isin glicligline atfettikleri goriilmustir. Bu durum literatiirde de ifade edildigi gibi gelecege
yonelik basarma umudunun temsilcisi olarak rol oynamasindan dolayi sik¢a rastlanan bir
durumdur.

Calismada kisilik, cinsiyet ve tanisikhik durumlari da degerlendirildigi icin atfetme
olgusunun detayli analizi yapilabilmistir. Sonug¢ olarak kisilik ve tanisiklik durumlarinin
herhangi bir farka neden olmadig, cinsiyetin belli noktalarda farkhhklara neden oldugu
tespit edilmistir.

Yapilan c¢alisma, grup dinamiklerini anlama ve bireylerin kendi ve birbirlerinin
davranislarini aciklamada kullandigi argiimanlari gérme firsati saglanmistir. is diinyasina
ve tim bu sonuglarla birlikte arastirmada kullanilan yontemsel farkhlikla da o6rgitsel
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davranis literatirine katki saglanmaya calisiimistir. Bundan sonraki ¢alismalarda atfetme
olgusunun farkli baglamlarda ve farkliilgi gruplarinda arastirilmasi faydali olabilecektir.
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ABSTRACT

In today’s world, the rapid and dinamic changes have an important influence
on organizations as in economical and technological ways. In this process
human factor, which has physical and psychological situations, has become
an important issue in modern management perspective. Therefore,
organizations have taken their members’ needs to the more front. Thus, in
this study we aimed to identify the leisure behaviors’ effect, which have
thought to be an important social support factor, on task and contextual
performance. For this aim, a survey was conducted to 254 full time white
collar employee in Kayseri industry. It was found parallel to the established
hypotheses that leisure behaviors have siginificant positive effects on task
and contextual performance.

ISYERLERINDE DINLENME ZAMANI DAVRANISLARININ
(LEISURE BEHAVIORS) CALISANLARIN GOREV VE BAGLAMSAL
PERFORMANSLARI UZERINDEKI ETKiSi*
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performans,

gorev performansi,

baglamsal performans,
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OzET

GUnumizde yasanan hizh ve dinamik degisim hareketleri bir¢ok alanda
oldugu gibi orgitsel faaliyetleri de dnemli dlglide etkilemis, modern yénetim
teknikleriyle birlikte de bu degisim igerisinde fiziksel ve ruhsal yonden 6nemli
bilesenler igeren insan faktori ve onun 6nemi daha da 6n plana ¢ikmistir. Bu
kapsamda orgiitlerde birgok sosyal ve psikolojik destek unsurlari vasitasiyla
¢alisanini daha degerli bir konumda ele almaya baslamistir. Bu g¢alismada,
bireye 6nemli bir sosyal destek unsuru olan dinlenme zamani davranislarinin
(leisure behaviors) bireyin gorev ve baglamsal performansi tzerindeki etkisi
belirlenmeye c¢alisilmistir. Bu amaca yonelik Kayseri Organize Sanayi
Bolgesi’'nde faaliyet gosteren isletmelerde tam zamanl ¢alisan 254 gonull
beyaz yakali personel ile anket yéntemi kullanilarak bir arastirma yapilmistir.
Sonuglar kurulan hipotezler gergevesinde, bireyin is digindaki bos zaman
davranislarinin bireyin goérev ve baglamsal performansi tzerinde pozitif bir
etkide bulundugunu destekler nitelikte bulunmustur.

* Bu galisma 13. isletmecilik Kongresindeki bildirinin genisletilmis halidir.
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1. GIRIS

Kiresel capta yasanan hizli degisimler ve teknolojik yenilikler, bilginin 6nemini daha da 6n
plana gikarmistir. Bu donemde Uretim ve hizmet sektoériinde klasik donemdeki beden
glicinin agir bastigl ve insanin makine gibi algilandigi (Quchi, 1989) bir anlayis, yerini
bilgiye dayali yaklasimlar ¢ercevesinde inovatif davranislarin 6zendirildigi bir bakis agisina
dogru yonelmistir. Clnkl, isletmelerde artik sirdirilebilir blylimenin salt verimlilik
Otesinde bilgiye dayali insan ve yonetim anlayisi ile var olacagini daha ¢ok idrak etmeye
baslamislardir.

Bilgi yonetimi, orglitsel deger yaratma ve etkililik saglamak icin, 6rgiit ici hakim olunan
bilginin kademeli olarak artirilmasini ifade etmektedir (Scarbrough, 2003). Literatiirde,
bilgi yonetim kapasitesine sahip olan firmalarin, efektif olmayan yontem ve uygulamalari
azaltma, degisime daha hizli ayak uydurma, yaratici ve inovatif dusinceleri gelistirme
yoninde daha basarili oldugu vurgulanmaktadir (Gold vd., 2001; Scarbrough, 2003). Son
yillarda bilgi yonetimi kapsaminda, bilgiye dayali yaklasim ve uygulamalarin 6nem
kazanmasina paralel olarak, insan kaynaklarinin yénetimi daha degerli bir hale gelmis ve
bu yonde de firmalarin dinamik rekabet ortamlarinda yeni bilgi yaratma yetisine sahip
insan kaynagini elinde bulundurmasi ile rekabet GstinlUgi saglamada 6nemli kazanimlar
saglanacagi 6ngorilmistir (Damanpour, 1991). Bu nedenle sahip olunan insan kaynaginin
performansindan maksimum dlizeyde verim elde etmeleri, organizasyonlarin
surdirdlebilir  bir bliyume elde etmesinde o©Onemli kazanimlar olusturacagi
degerlendirilmektedir.

Bircok firma icin strdirilebilir rekabet avantajini saglamak icin artik geleneksel yol olan
Olcek ekonomisi, patent korumasi, sermaye girisi ve rekabet denetlemesi gibi kavramlar
artik geride kalmistir. Yeni paradigmada, yeni bir rekabetgi avantaj kaynagina olan ihtiyag
artmis ve insan kaynagi, bir organizasyonunun performansi agisindan daha énemli bir
faktor haline gelmistir. Globallesme ve beraberindeki siirekli degisim talebi ile inovasyon,
uyarlanabilirlik, hiz ve is alaninin 6nemli 6zellikleri, zihinsel sermaye ve soyut degerlerin
stratejik 6nemi surekli olarak artmaktadir (Pfeffer, 1994; 1998). Bu degerler ¢ogunlukla
firmalarin bilango sayfalarinda gériinmezken, bu sermayenin ana kaynagl olan insan
unsuru da arka planda yer almaktadir (Itami, 1987).

GlnlUmuzde yasanan bu dinamik degisimler gcercevesinde bilgiye dayali calisan bireylerin
orgutte devamliliklari, aidiyetleri ve islerini daha anlamh bulmalarinda, isyerlerinde gesitli
zaman dilimlerinde olusturulan dinlenme molalari ve bu aralarda sergilenen davranislar
bireylerin fiziksel ve ruhsal agidan daha saglikli olmalarinda 6nemli bir girdi saglamaktadir.
insanlarin érgiitlerine olan bagliligl, bireyin 6zel bir organizasyona ilgisi ve 6zdeslesmesini
ifade etmektedir (Meyer ve Allen, 1991). Bu bagllik, organizasyon tarafindan destekleyici
politikalar ve uygulamalar yoluyla ortaya ¢ikarilabilmekte ve bu uygulamalar ile calisanlar
tarafindan, organizasyonlarinin kendilerinin iyi duygular hissetmelerini 6nemsediklerini
algilamasi saglanmaktadir (Eisenberger vd, 1986).

Psikolojik sozlesme teorisi, calisan ve organizasyonlari arasinda degisim anlasmasinin
dogasi geregi, calisanlarin birtakim inanislarinin oldugunu énermektedir (Rousseau, 1989).
Bu sozlesmelerin igerigi; resmi s6zlesmelerde belirlenmesi ¢ok glic olan bilgi ve yetenek
gelisimi, isgdrenin motivasyonu, sef ve isvereni ile arasindaki iliski, orgilitte uygulanmasi ve
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uyulmasi gereken etik kurallar ve desteklenmesi gereken kisiler vb. gibi iliskilerin
tanimlanmasi ve uygulanmasi konularina dayanmaktadir (Patrick, 2008). Bu nedenle
psikolojik s6zlesmeler isgoren davranislarini anlamada, isgérenin motivasyonundan iste
kalma arzusunun nedenlerini anlamaya kadar anahtar bir rol tasiyabilmektedir.

Calisanlar, organizasyondan beklentilerini karsilamayan negatif yonde bir dengesizlik
algiladiginda organizasyona karsi dlstk bir baghhga (Robinson ve Morrison, 1995;
Rousseau ve Parks, 1993), dusik is tatminine (Robinson ve Morrison, 1995; Turnley ve
Feldman, 2000) ve yliksek kinlenmeye (Robinson ve Morrison, 1995) yol agan cesitli
davranislar sergilemektedir. Diger taraftan, benzeri beklentilerin karsilanmasi ile kendi
gorevlerinde ve ekstra rollerinde daha yiiksek performans saglanmaktadir (Turnley vd.,
2003). Bu nedenle orgitlerdeki dinlenme davranislarinin da birey performansinda énemli
kazanimlar saglayacagi diistiiniilmektedir.

Calisma amaci dogrultusunda bu c¢alismada oOncelikle takip eden boélimde literatir
arastirmasi  yapilmis ve ilgili literatlire paralel olarak da c¢alismanin hipotezleri
olusturulmustur. Metodoloji béliminde, hipotezleri test etmek icin kullanilan 6rneklem
ve yontem verilerek elde edilen sonuglar sunulmustur. Son bélimde ise galismanin
sonuglarinin 6zeti, calismanin kisitlari, Gsttnlikleri ve zayifliklari verilerek, gelecek
calismalar igin gesitli dnerilerde bulunulmustur.

2. LITERATUR ARASTIRMASI

Dinlenme Zamani Davranislari (Leisure Behaviors)

Orgiitler, belirli amaglar pesinde kosan yiiksek diizeyde rasyonel yapilardir ve burada
kararlar faydayr maksimize etme ilkesine dayali olarak alinmaktadir. Bunun da 6tesinde,
kararlari alan bireylerin, acik ve genel bir amag ile gerekli 6ngoriiye sahip olduklar da
duslnlirse, 6rgltin buglinii ve gelecegi agisindan dogru tercihleri ve sonuglari ortaya
koyabilecekleri varsayillmaktadir (Robbins, 1990). Bu kapsamda orgutler varliklarini
strdirebilmek i¢in uygun bir 6rgit kiltliri benimseyerek c¢alisanlarini 6rgiitiine daha bagli,
motivasyonu yiliksek ve onlardan bireysel agidan en yiksek ciktiyi elde etmeyi
amaclamaktadirlar.

Orgiit kiiltiirl, isletmenin galisma bigimi, licret ve maas yénetim bigimi, calisanlarina olan
tavirlarina kadar birgok olguyu icermektedir. Peter ve Waterman’ a gére orgit kilturd,
baskin ve paylasilan degerlerden olusan, ¢alisanlara sembolik anlamlarla yansiyan, 6érgit
icindeki hikayeler, inanglar, sloganlar ve masallardan meydana gelmis bir yapi olup temel
bilesenleri olan ve orgiit calisanlarinin bilmesi gerekenler 6rgiitsel semboller, davranislar,
inanglar, degerler ve varsayimlar olarak ifade edilmektedir (Brown vd., 2005). Orgiitsel
etkinligin  ve degisimin  basarilmasinda, o6rgitin  misyon ve stratejilerinin
gerceklestirilmesinde 6nemli bir arag olan kiiltir sayesinde orgutler stratejik hedeflerinin
gerceklestirilmesinde degisime direng gésteren etmenleri dahi ortadan kaldirmak igin ¢ok
onemli bir role sahiptir (Ataman, 2002). Bu nedenle insana dayali yaklasimlar ¢ergevesinde
olusturulacak uygun bir g¢alisma ortami calisanlardan maksimum verim elde etmede
olumlu bir girdi saglayacaktir.
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Orgiitlere ait dnemli bir diizenleyici olan ve 6rgiitiin hakim kiltiiriinde de bir girdi olarak
degerlendirilebilecek olan érgiitlerde diizenlenen dinlenme aralaridir. insanlarin fiziksel ve
psikolojik acidan denge saglamalarinda 6nemli bir etken olan dinlenme aralarinda
gerceklestirilen davranislar (leisure behaviors), bireylerin mesai saatleri disinda yaptiklari is
disi davranislar olarak tanimlanmaktadir (Griffin ve McKenna, 1998; Tisnley vd., 1993). Bazi
bireyler bos zamanlarinda dinlenme amacgl c¢esitli aktiviteler yapmaktadir. Bunlar
bireylerin ilgi, zevk ve dinlenme algilarima gére farklilik gostermektedir. Tinsley ve Tinsley
(1986) dinlenme davranislarinin bireysel olarak cok fazla farkliliklar gostermesine ragmen,
bireyin tatmin duygularina temel teskil eden en énemli unsur olduklarini vurgulamaktadir.
Bireyler, kisisel olarak kendilerini tatmin edecek dinlenme davranislari ve bu yonde
yapilacak aktivitelerde baglamsal (contextual) ve rolleri icabi degisik sekillerde
uygulamalar yapmaktadir (Iso-Aholo, 1980).

Dinlenme zamanlari genellikle orgutler agisindan ekonomik olarak verimli olmayan ve
bireyin sahsina miinhasir davranislar olarak bilinmektedir (Larson ve Richard, 1994). Fakat
uygulamada kullanilan bu tir dinlenme molalari ve bu zamanlarda gerceklestirilen birey
davranislari hem psikolojik hem de fiziksel olarak galisan bireylere 6nemli oranda etkide
bulunmaktadir. Dinlenme davranislarinin bireye sagladig psikolojik faydalar birgok
arastirmaci tarafindan ele alinmistir (Driver, 1991; Tinsley ve Tinsley, 1986; Tinsley vd.,
1993). Bu calismalarda dinlenme davranislarinin pozitif zihinsel ve fiziksel saglik,
yukseltilmis iyi olma (well-being) hali, 6z-saygi, mutluluk ve sosyal iliskiler Gzerinde olumlu
etkiler sagladigi vurgulanmistir. Tinsley vd. (1993) bu tir faydalarin bireyle direk ilgisini
ortaya koymustur. Farkh bir ifadeyle, bireyin dinlenme davranislari, onun sahip oldugu
zihinsel (yuksek konsantrasyon, miicadele, kontrol) ve duygusal (6zgirlik hissi,
memnuniyet, rekabet) 6zellikleri ile hem aile, hem de is yasaminda etkili olmaktadir (Ellis
ve Rademacher, 1987; Swanson, 1992).

Dinlenme davranislarinin bazi formlari (tirleri), bireyin yasaminda temel bir yer teskil
etmekte ve onun tim aktivitelerine yén vermektedir (Kelly ve Kelly, 1994). Ancak,
sosyoloji alaninda dahi ¢ok az galismada is ve dinlenme iliskisine yer verilmistir. (Kelly,
1983; Zuzanek ve Mannell, 1983; Tinsley ve Tinsley, 1986; Mannel vd, 1988; Munson ve
Savickas, 1998). Bu calismalarda da yapilan is ile dinlenme tecriibeleri ve dinlenme
ozellikleri arasinda pozitif yonli iliskiler oldugu vurgulanmistir.

Birey Performansi

Genel olarak ifade etmek gerekirse performans, istenilen bir ¢iktiyr elde etmek igin
gosterilen c¢abalari vurgulamaktadir. Bu bakimdan performans ¢ok boyutlu farkli
unsurlardan olusan, davranislara deger bicen 6zellikler tasimaktadir (McCloy vd, 1994,
Motowildo vd, 1997). Literatirde genel olarak bireye donik iki tir performanstan soz
edilmektedir. Bunlardan ilki olan gérev performansinda bir gérevi basarabilmek igin gerekli
teknik bilgi ve beceri vurgulanmaktadir (VanScotter, 2000). Baglamsal performans
bilesenleri ise daha ¢ok orgltiin psikolojik ve sosyal gevresi ile ilgilidir (Borman vd, 1995;
Borman ve Motowidlo 1997).

Gorev performansinin 6ncelikle 6ncilleri yetenek, deneyim ve is sorumluklarinin 6zlini
olusturan davranislar olarak belirtiimektedir (Motowidlo ve VanScotter, 1994). Gorev
performansi dort bicimde baglamsal performanstan ayrilmaktadir. Birincisi, gorev
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performansi organizasyona teknik olarak katki saglarken baglamsal performansin
organizasyona katkisi sosyal ve psikolojiktir. ikinci olarak gérev performansi ayni
organizasyonda farkh isler agisindan degisiklikler gosterirken, baglamsal performans
dlgiitleri biitlin isler icin hemen hemen aynidir. Ugiincii olarak gérev performansi daha gok
Ucret odakh iken baglamsal performans davranissal rollere doniktiir. Son olarak gorev
performansinda en oOnemli insan eylemleri bilgi, beceri, yetenek iken baglamsal
performans istidat ve istence gore ortaya ¢ikmaktadir (Goodman ve Svyantek 1999).

Son vyillarda kisisel yetkinligi degerlendirme siirecinin kullanilarak bireylerin 6znel
sureglerini dizenlemesine iliskin goérislerde 6nemli bir artis oldugu gozlenmektedir.
Bireylerin kendi kendilerini motive etmelerinin temelinde amag¢ belirleme ve bireyin
davranisini kendisinin degerlendirme siireci yatmaktadir (Motowidlo ve VanScotter, 1994).
Bu kapsamda da, bireyin gorev ve baglamsal performansinda isyerindeki dinlenme
aktivitelerinin etkili olacagi degerlendirilmektedir.

Literatlr incelendiginde dinlenme davranislarinin; yasam tatmini (Griffin ve McKenna,
1998), motivasyon (lwasaki ve Mannell, 1999), mesleki bagllik (Munson ve Widmer,
1997), sadaket ve baglilik (Gahwiler ve Havitz, 1998), stres (Zuzanek vd., 1998), pozitif iyi
olma, fiziksel saglk ve bireyin 6z-saygisi (Munson ve Savickas, 1998) ile iliskili oldugu
vurgulanmaktadir. Ancak, yapilan incelemelerde bu tir davranislar ile performans
arasindaki iliskinin 6zellikle Tirkge literatiirde hig¢ arastiriimadigi gézlenmistir. Bu nedenle
mevcut ¢alismada, isyerinde bos zaman/dinlenme davranislarinin (leisure behavior) 6rgit
Uyelerinin gorev ve baglamsal performanslari Gzerindeki etkisini arastirmak amacglanmistir
(Sekil-1).

Calisma amaci dogrultusunda ilgili literatlir incelemeleri neticesinde asagidaki hipotezler
olusturulmustur.

Hipotez 1: Dinlenme zamani davranislari (leisure behaviors) bireyin baglamsal
performansi Gizerinde pozitif bir etkiye sahiptir.

Hipotez 2: Dinlenme zamani davranislari (leisure behaviors) bireyin goérev
performansi lizerinde pozitif bir etkiye sahiptir.

Bireyin Gorev Performansi

v

H1: +

Dinlenme Zamani Davranislari <
(Leisure Behaviors)

H2:

Nl Bireyin Baglamsal Performansi

Sekil-1: isyerinde Dinlenme Zamani Davranislari (Leisure Behaviors) ile
Bireyin Gorev ve Baglamsal Performansi Arasindaki iliski

3. YONTEM
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Arastirmanin Amaci - Modern yonetim teknikleri sonucunda ortaya ¢ikan degisim ile
birlikte fiziksel ve ruhsal agidan 6nemli bilesenler iceren insan faktoéri ve insanin 6nemi
daha da 6n plana gelmistir. Bu kapsamda o6rgitler de artik birgok sosyal ve psikolojik
destek uygulamalari araciligiyla calisanlarini daha degerli bir konumda degerlendirmeye
baslamistir. Bu kapsamda mevcut ¢alismamizin amaci; bireye énemli bir sosyal destek
unsuru olan dinlenme zamanlarindaki davranislarin (leisure behaviors) bireyin gérev ve
baglamsal performansi Uzerindeki etkisi ortaya koymaktir.

Orneklem - Arastirma kolayda drnekleme yéntemi ile belirlenmis Kayseri Organize Sanayi
Bolgesi'nde faaliyet gosteren ve dinlenme aralari veren isletmelerde tam zamanl c¢alisan
254 gonilli beyaz yakal katilimci ile anket yontemi kullanilarak gergeklestirilmistir.
Katihmcilarin %33,3’u (86) kadin, %66,6’s1 (168) erkektir. Katihmcilarin yas ortalamasi
32,8'dir. Katihmcilarin %77,2'i (196) evli, %22,8’i (58) bekardir. Katilimcilarin % 58,3’l
onlisans veya lisans mezunudur.

Olgekler - Dinlenme davranislarinin 8lgiimii igin literatiirde siklikla kullanilan ve Raymore
vd. (1999) tarafindan gelistirilen Leisure Behavior Scale (LBS) dlcegi kullaniimistir. Olcek 12
adet ifadeden olusmakta olup, sikhk ifade eden 5’li Likert tip olgege gore gruplandiriimistir.
Olgekte 1= “Higcbir Zaman”, 5= “Her Zaman” ifade etmektedir. Olgegin tamamina iliskin
Cronbach’s Alpha Katsayisi ,936 olarak hesaplanmistir.

Gorev performansi ve baglamsal performansin 6l¢limi icin Goodman ve Svyantek’in
(1999) tarafindan gelistirilen ve Booth-Butterfield ve Booth-Butterfield (1991) tarafindan
kullanilan bir 6lgek kullaniimistir. Olgekte 25 adet ifade bulunmakta olup, bireylerin
performanslarini 6lgmeye yonelik cesitli ifadeler yer almaktadir. 5°li Likert tip 6lcege gore
gruplandinlmistir. Olcekte 1= “Kesinlikle Katiliyorum”, 5= “Kesinlikle Katilmiyorum” ifade
etmektedir. Baglamsal performansa iliskin ifadelere iliskin Cronbach’s Alpha Katsayisi ,873
ve gorev performansina iliskin ifadelere iliskin Cronbach’s Alpha Katsayisi ,850 olarak
hesaplanmistir.

4. BULGULAR

Bos zaman davranislari ile gérev performansi ve baglamsal performans olceklerine iliskin
ortalama, standart sapma ve varyans degerleri ile bu 6lcekler arasindaki korelasyonlar
Tablo 1'de verilmistir.

Tablo 1: Olgeklere iliskin Ortalama, Standart Sapma ve Varyans Degerleri ile
Olgekler Arasi Korelasyonlar

Korelasyon Katsayilari

Ort. SS 1 2 3
1. Bos Zaman Davranislari 3.23 .530 -
2. Gorev Performansi 3.33 477 247" -
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*x *x

3. Baglamsal Performans 3.51 571 311 492 -

Olgekler icerisinde yer alan ifadelere verilen cevaplarin ortalama degerlerine bakildiginda
en kiglk degeri 3.23 ile bos zaman davranislari 6lgcegi, en biyik degeri de 3.51 ile
baglamsal performans 6lgegi almistir. Gérev performansi oOlgeginde yer alan ifadelerin
ortalamalari ise 3.33 olarak hesaplanmistir. Ortalama merkez egilim 6l¢lisi olan standart
sapmaya ve standart sapmanin karesi olan varyansa bakildiginda ise en biyilik standart
sapma degerini ss= .571 ile baglamsal performans olgeginde yer alan ifadeler ve buna bagh
olarak en bilyiik varyans degerini .326 ile baglamsal performans 6lceginde yer alan ifadeler
almistir.

Korelasyon analizi sonuglarina bakildiginda ise bos zaman davranislar ile gorev
performansi (r= .247**) ve baglamsal performans arasinda (r= .311**) %1 anlamlilik
dizeyinde pozitif iliskiler tespit edilmistir.

Calisma kapsaminda bos zaman davranislarinin gorev performansi ve baglamsal
performans (zerinde etkileri olup olmadigini ve aralarinda bir iliski varsa bu iliskinin
yoniinl tespit edebilmek amaciyla regresyon analizinden faydalaniimistir. Regresyon
analizi sonucunda elde edilen bulgular Tablo 2’de sunulmustur.

Tablo 2: Regresyon Analizi Sonuglar

2

Degiskenler Beta t Sig. R R F Sig.F  Sonug

1. Regresyon Modeli

Sabit 2424 13.742 .000

Bos Zaman Davranislari .280 5.199 .000

311 .097 27.035 .000° Kabul

Regresv°n Modeli Y(Gb’rev Performansi) =2.424+.280 (Dinlenme Zaman Davranislari)

2. Regresyon Modeli

Sabit 2.651 12.324 .000

Dinlenme Davraniglari .267 4.054 .000

247 .061 16.432 .000° Kabul

Regresyon Modeli Y(Baélamsal Performans) = 2.651+ .267 (Dinlenme Zaman Davraniglari)
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Tablo 2’de regresyon analizi sonuglari ve hipotezlerin degerlendirmelerine iliskin sonuglar
verilmistir. ilk olarak regresyon analizinde kurulan iki modelin de istatistiksel olarak
gecerlilikleri ve anlamliliklari test edilmistir. Modellerin anlamliliklarina iliskin sonuglarina
bakildiginda, F degerleri 1. model igin 27.035 ve 2. model igin 16.432 oldugu
goriilmektedir. Anlamhilik degerleri olan p degerlerinin her iki model icin p<.05 oldugu
goriilmektedir. Ayrica iki model icin bagimsiz degiskenler ile bagimh degisken arasindaki
iliskileri gosteren regresyon katsayilari olan R ve bagimsiz degiskenlerin bagimli
degiskenler tzerindeki degisimini agiklayan R2 degerlerine bakilmistir. 1. model i¢in R
degeri .311 ve R2 degeri .097, 2. model igin R degeri .247 ve R2 degeri .061 olarak
hesaplanmistir.

Diger taraftan, arastirma hipotezlerinin testine iliskin sonuglara bakildiginda, iki modeldeki
bagimsiz degiskenlerle bagimli degiskenler arasindaki iliski dlizeyini gosteren beta
katsayilarinin da anlamli oldugu go6zlenmistir. Bu durumda H1 ve H2 hipotezlerinin
desteklendigini ifade etmek mimkinddr.

5. SONUC VE TARTISMA

Gunldmiizde yasanan hizlh degisimlere paralel olarak orgitler, bilgiye dayali yaklasimlar
cercevesinde bilgi donanimh personeli orgiitlerine cekmeye calismaktadir. Bu yonde de
hem bilgi kazanimlarini hem de bilgi uygulamalarini; hem ise alma hem de egitim,
motivasyon vs. orgiitiin diger insan kaynaklari yénetim fonksiyonlarinda yayginlastirmaya
caba sarf etmektedirler. Bu arada bireylerin is disindaki bos zamanlarinda yaptiklari
dinlendirici etkinlikler veya davranislar isyerindeki diger tutum ve davranislarini
etkileyebilmektedir. Bu calismada is yerine zinde, dinlenmis, zihinsel olarak rahatlamis, sarj
olmus bir sekilde gelen bireylerin performanslarinin artacagl 6ngortlmustir. Calisma
sonuglart kurulan hipotezlere paralel bir sekilde bos zaman davranislarinin goérev
performansini ve baglamsal performansi pozitif olarak etkiledigini ortaya koymustur.

Bireylerin is zamanlari ve mesai saatleri disinda yapacaklari bos zaman aktiviteleri,
hobilerle ugrasmak, yuriyls yapmak, cesitli sosyal kurslara katilmak, sportif aktiviteler
yapmalarinin onlarin is yerinde fiziksel ve ruhsal yonden aha saglikli olmalarina katkida
bulunacagl ve sonucta da is performanslarinin artacagl degerlendiriimektedir. Bu
kapsamda yaptigimiz calisma sonuglari da mevcut hipotezlerimizi destekler nitelikte
bulunmus ve orgutlerdeki dinlenme zamanlari ve bu zamanlarda ¢alisanlarin sergiledikleri
davranislar onlarin hem baglamsal hem de gorev performanslarini olumlu yonde
etkilemektedir.

Bu calismanin cesitli agilardan Ustin yonlerinin oldugunu ifade etmek muimkinddr.
Oncelikle mevcut calismada 6zellikle sosyoloji calismalarinda kiiltiir, etnisite ve cinsiyet
yoninden siklikla ele alinan dinlenme zaman davranislarinin (leisure behaviors), 6rgitsel
davranis kapsaminda orgiit Uyelerinin baglamsal ve goérev performanslarina etkisi
bakimindan ilk kez bir arastirma olarak arastiriimasinin hem dinlenme davranislarina
yonelik literatire hem de orgilitsel davranis alanina 6nemli kazanimlar sagladigi
degerlendiriimektedir. Ayrica, orgiitsel kiltiir ve yoneticiler agisindan da dinlenmelerin
onemini ortaya koymasi agisindan da ¢alismanin uygulayicilara énemli fikirler saglayacagi

211



Research Journal of Business&Management-RIBM(2014),Vol.1(4)Demirtas,Ozdeveci,Bayram,2014

degerlendirilmektedir. ilave olarak da Tiirkge literatiire yonelik deneysel uygulamalar ile
yeni bir kazanim saglamasinin, c¢alismanin 6nemli Ustinltkleri arasinda oldugu
disunulmektedir. Ancak, her sosyal arastirmada oldugu gibi 6rneklem ve veri toplamada
yasanan sikintilar nedeniyle belirli bir bélgeden segilen 6rneklem grubu galismanin kisitini
olusturmakta olup, diger calismalar agisindan bu bulgularin yeni 6rneklemler ve
degiskenler (6rn. 6rgutsel aidiyet, isle butlinlesme, duygu dizenleme kabiliyeti vs.) ile test
etmeleri onerilmektedir. Ayrica, dinlenme davranislarina yonelik Tirkce bir calismaya
rastlanmamasi da diger calismalarda kavramsal ve kuramsal calismalara ilave ihtiyac
oldugunu ortaya koymaktadir.
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Keywords ABSTRACT

Organization structures, Today, managing creativity is an obligation for contemporary companies
administration forms, for preventing their competitive position. Creativity management, as a
creativity management. technic of human resource management demands continuous, integrated

and systematic applications The purpose of this study is to uncover the
relationship between administration forms, creativity management and
organization structures. In this context, a questionnaire was conducted on
60 employees who work in a local channel in Ankara. The data obtained

JEL Classification were analyzed by using SPSS 15.0 software. Creativity on the size of the

L20, D21, D23 bottom of the organizational structure of relations in the analysis for
determining the degree of complexity with the degree of formality of the
organization's positive relationship was found to be of medium strength.
The greater the degree of complexity increases formality that have been
identified.

ORGUT YAPILARI VE BOYUTLARININ YARATICILIK YONETiMi ACISINDAN
DEGERLENDIRILMESi

Anahtar Kelimeler OzZET

Orgiit yapilari, Glnumizde vyaraticihk bitin o6rgitlerin  6nemli bir kaynagl olarak
y6netim bigimleri, gorilmekte ve oOrgltlerin rekabetgi konumlarini  koruyabilmeleri igin
yaraticilik yonetimi. yaraticilhgr yonetmeleri ve benimsemeleri 6nem arz etmektedir. Bu

arastirmanin amaci da, oOrglt yapilarinin alt boyutlari ve ydnetim

bigimlerinin yaraticiik yonetimi agisindan degerlendirmesinin yapilp,

aralarindaki iliskilerin ortaya c¢ikarilmasidir. Bu kapsamda Ankara’da

JEL siniflandirmasi faaliyet gosteren yerel bir televizyon kanalinda galisan 60 is géren tzerinde

L20, D21, D23 arastirma yapilmistir. Calisma sonucu elde edilen veriler SPSS 15.0 istatistik
paket programi araciligyla analiz edilmistir. Yaraticihgin 6rgut yapisinin alt
boyutlariyla ilgili iliskilerin saptanmasina yoénelik yapilan analizlerde
orgutun bigimsellik derecesi ile karmasiklik derecesi arasinda pozitif yonlu
orta kuvvette bir iliski oldugu saptanmistir. Bigimsellik derecesi arttik¢a
karmasiklik derecesinin de arttigi tespit edilmistir.
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1. GIRIS

Degisimin hizli olarak yasandigl gliniimiiz rekabet ortaminda orgitlerin varliklarini devam
ettirebilmelerinin tek yolu farklihk yaratarak rekabetin gerisinde kalmamalaridir.
Orgiitlerin degisime ayak uydurabilmesi ancak is gérenlerin katkisiyla gerceklesebilecektir.
Bu nedenle orgitin farkindalk yaratabilecek, yeni fikirler Uretebilecek calisanlara
gereksinimi vardir. Calisanlarin bu yaratici fikirleri Gretebilmesi icin 6rgilitiin uygun ortami
saglamasi ve bu faaliyetlerin yonetim tarafindan desteklenmesi gerekmektedir. Orgiit
yapisl, calisan yaraticiligini etkileyen dnemli degiskenlerden biridir. is gdrenlerin yaratic
duslince veya ¢0z(iim yaratabilmesi icin dncelikli olarak calisiimis olan konu, is veya sorunla
alakali az da olsa bilgisinin olmasi gerekmektedir. Bilgi sadece teknik ve mesleki olarak
degil, ayni zamanda farkli distince ve bakis agisina da sahip olmay! icermektedir. Bu
sebeple de, ¢ok yonlu bilgi akisinin ve bilgi paylasim ortaminin saglandigi, farkl
diisuncelerin desteklendigi bir yapi olusturulmasi ana kosullardandir. Bu gergevede yapilan
bu calisma ile orgut vyapilarinin alt boyutlarinin vyaraticillik yoénetimi acgisindan
degerlendirmesinin yapilarak, aralarindaki iliskilerin ortaya ¢ikariimasi amaglanmaktadir.

2. ARASTIRMANIN KAVRAMSAL GERGEVESI

2.1.Yaraticihik Kavrami ve Kapsami

Yaraticilik kavrami Latince bir kelime olan “creativitot” kelimesinden tliremistir. Daha dnce
yapitimamis, dislinilmemis ya da yeni bir olguyu veya dislinceyi ortaya koyan kisiye
yaratici denir. Bir seyin yaratilmis olmasi igin gevreye ve kisiye yeni olmasi gerekir. Yeni ise;
heniiz mevcut olmayan, varliginin ne oldugu bilinmeyen, bir bilimin ¢alisma konusu olan
seydir. Temelde vyaraticihga iliskin ilk tanimlarin bir ¢ogu yaratici slire¢ Uzerinde
odaklanmaktadir. Yaraticiligi bir sorun ¢ézme sireci olarak tanimlayan Torrance’a (1968)
gore yaraticilik, sorunlara, eksikliklere, uyumsuzluklara karsi duyarli olma; ¢6ziim yollari
arama, tahmin veya eksikliklerle ilgili hipotezler gelistirerek, sinama, sonucu ifade etme ve
ortaya koyma sirecini ifade etmektedir. Mevcut durumda var olmayan yeni fikir ve
gorisleri tasavvur edebilme ozelligidir. Akil, hafizalara kaydedilen tecriibe, duygu ve
gorislerin hammaddelerini bir araya getirerek onlarla yepyeni fikirler gorisler Uretir.
Yaraticilik 6zelligi sayesinde akil, daha dnce var olmayan seyleri diistinip ortaya cikarabilir.
iste bu 6zelligi sayesinde insanoglu sanat, bilim, is hayati ve devaml olarak degisen
killtirinde dnemli gelismeler yapmada basarili olabilmektedir (Sungur, 1997). Orgiitiin
yaratici kimligi olmasi orgitler icin son derece dnemlidir, ¢linkl yaratici kimlik, bir Griin
gelistiriimesinde veya herhangi bir pazarin yapisinda 6nemli etki yapacak teknolojik
gelismeyi tetikleyecektir. Orgitlerin yaratici kimliginin olmasi; yeni driin gelistirme,
rekabet UstlnlGgl ve bliyime agisindan stratejik 6nem tasimaktadir (Samen, 2008).
Orgiitsel vyaraticilik ise, organizasyonun sahip oldugu calisanlarin yaraticiliklarinin bir
toplamidir. Ancak bireysel yaraticilik, kisilerin sahip oldugu 6zelliklerin bir fonksiyonu
oldugu kadar iginde bulunulan organizasyonun sahip oldugu ozelliklerinin de bir
fonksiyonudur. Bu nedenle, orglitsel yaraticiigin olusmasi ve gelistirilmesi, orgiitiin sahip
oldugu uyeleri yaratici kilacak bazi diizenlemelere gitmesiyle miimkiindiir (Cekmecelioglu,
2002:561). Bu baglamda, yaraticilik bazi kisisel 6zelliklere sahip olmayi gerektirdigi kadar,
icinde bulunulan gevresel 6zelliklerden de etkilenecektir.

215



Research Journal of Business &Management - RJIBM (2014), Vol.1(3) Iraz & Gok, 2014

2.2. Orgiitsel Yaraticilik

Orgiitlerde ydnetsel goérevlerin yeniden organize edilerek basari ile ydnetilme siireci
orgitsel yaraticilik yonetimi olarak ifade edilmektedir. Orgiitsel yaraticiliktan
bahsedebilmek i¢in, orgit calisanlarinda; kultirel alt yapi, hirs, cesaret, kararli olma,
hosgori, hir ve butincil disinme, gelecekle ilgili vizyonel bakis, davranis ve tutum
batunlugu gerekmektedir (Marsap, 1999:51). Bir organizasyon yapisinin nasil kurulmasi
gerektigi ile ilgili cesitli teori ve yaklasimlar gelistirilmistir. Bu teori ve yaklasimlar,
organizasyon vyapilarini ve davranislarini anlamaya, aciklamaya ve organizasyondaki
herhangi bir degisikligin diger organizasyon unsurlarini nasil etkiledigini kestirmeye
yarayan modellerdir (Kogel, 2005: 27).

2.3. Orgiit Yapisi ve Yaraticilik Yonetimi

Orgiit yapisi, organizasyonel bircok dinamigin de belirleyicisi olarak, ¢alisan yaraticiligini
etkileyen onemli degiskenlerden biridir. Bireyin yaratici fikir ya da ¢éziimler tretebilmesi
icin oncelikle Gzerinde ¢alisilan konuya, ise ya da soruna iliskin belli diizeyde de olsa bilgi
sahibi olmasi gereklidir. Bilgi boyutu sadece mesleki, teknik bilgiyi degil, ayni zamanda
cesitli diisiince ve bakis acilarindan haberdar olmayi da icermektedir. Bu nedenle, her tirli
ve her yonliu bilgi akisinin oldugu, bilgi paylasiminin yasandigi, fikirlerde cesitliligin
desteklendigi acik iletisim yapisi temel kosullardan biridir. Motivasyon boyutu ise, yaratici
yetenegin bir deger olarak algilandigi, bireylere yaraticiliklarini kullanma beklentisinin ve
firsatinin sunuldugu, yaratici caba ve trlinlerin degerlendirildigi, 6dullendirildigi, is birligi
ve destek temeline dayali kosul ve ortamlari icermektedir (Ozger, 1996).

Son vyillarda yapilan ¢alismalarda merkezilik, bicimsellik ve karmasiklik 6rgitsel yapinin
temel boyutlari olarak kabul edilmektedir. Merkezilesme Orgiit icerisinde giiciin dagihmi
ve bu dagihm cergevesinde oOrglt yapisi ile ilgili bilgi veren 6nemli bir belirleyicidir.
Merkezilesme derecesi, organizasyonda kararlarin hangi kademedeki galisanlar tarafindan
verildigini gosterir Merkezi yapi iletisim bozukluguna yol agarak bilginin, karar verme
bicimiyle de motivasyonu bozmakta bu durumda isgorenlerin yaraticiliklarini ortaya
koymalarini zorlastirmaktadir. Orgiitsel yaraticiliga merkezilik derecesi dusiik olan
orgutlerin ulasabilecegi gorusi savunmaktadir (Steiner, 1986). Bigcimsellesme ile, is
gorenlerin yonlendiriime ve denetlenmeleri icin kullaniimakta olan siiregler ifade
edilmektedir. Bicimsel yapidaki kurallarin fazlaligi, 6zgiir hareket etme ve karar vermeyi
engelledigi icin 6rglt Uyelerinin yaratici ¢abalarini ortadan kaldirmaktadir. Karmasiklik ta
ise; bolimler olusturma ile isi boélimlendirmenin gorevler ve bolimler arasinda
olusturdugu farkliliklarla alakalidir. Yapilan arastirmalar karmasikhgin ve esnekligin orgiit
icerinde yaratici davranislarin ortaya ¢ikmasini kolaylastirdigini ortaya koymaktadir.

3. ARASTIRMANIN METODOLOJiSi

3.1. Arastirmanin Kapsami ve Yontemi

Arastirma Ankara’da faaliyet gOsteren yerel bir televizyon kanalinda calisan personel
Uzerinde yapilmistir. 80 adet anket televizyon kanalina ulastirilmistir. Gonderilen
anketlerin 60 tanesi kullanilabilir sekilde geri dénmdstiir. Orgiitsel yapiyi 3 temel boyutta
incelenmis, bu boyutlarin vyaraticilikla iliskisi arastirilmistir. Orgiitsel yapi sorulari:
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merkezilik, bigcimsellik ve karmasiklik derecelerinin 6lgiilmesine ydnelik Robbins’in 1983
yilinda gelistirdigi 6lgege gére degerlendirilmistir. Orgiit yapisina iliskin kullanilan 8lgek
toplam 25 sorudan olusmaktadir. 10 soru orgiitiin merkezilik derecesi ile ilgili sorulardan, 7
soru oOrgitin bicimsellik derecesiyle ilgili sorulardan, 8 soruda orgitiin karmasiklk
derecesi ile ilgili sorulardan olusmaktadir. Arastirmada kullanicilarin degerlendirilmesine
ulasmak amaciyla anket yontemi kullaniimistir.

Yaraticilikla ilgili degiskenleri 6lgmede kullanilan 6l¢cek Fedai Karacavus’un doktora tezinde
kullanmustir. 21 ifadeden olusan sorular besli likert olarak hazirlanmistir. Verilerin analizi
SPSS 15.0 programi ile yapilmistir. Calismada anlamhlik dizeyi (a) 0,05 kabul edilmistir.
Analizler sonucu elde edilen p degeri 0,05 anlamhlik diizeyi ile karsilastirilmis ve karar
verilmistir.

Olcek puanlarinin normallik testi yapilmis ve Orgiitiin Merkezilik Derecesi ile Yaraticilik
dlceklerinin normal dagilima uydugu; Orgiitiin Bicimsellik Derecesi ile Orgiitiin Karmasikhk
Derecesinin normal dagilima uymadigi belirlenmistir. Bunun neticesinde 0lgeklerin
birbirleri ile iliskilerinin var olma durumlarina Pearson Korelasyon Katsayisi ve Spearman
Korelasyon Katsayisi hesaplanarak bakilmistir.

iki gruplu degiskenlerin (cinsiyet, yas) 6lcek puani agisindan fark gdsterip gdstermeme
durumu igin t testi ve Mann-Whitney U testi uygulanmistir. Ug gruplu degiskenlerin
(calisma siresi) olgek puani agisindan fark gosterip géstermeme durumu igin One-Way
ANOVA ve Kruskal-Wallis H Testi uygulanmustir.

3.2. Arastirmanin Bulgulari ve Degerlendirmesi

3.2.1. Demografik bulgular

Arastirmaya katilanlarin %46,7 sinin kadin, %53,3 Gnin erkek oldugu gorilmektedir. Yas
dagihmina bakildiginda 25-35 yas araliginda calisanlarin %63,3 , 36 ve Ustlinin %63,3 U
olusturdugu anlasiimistir. Lisans mezunlarinin %93,3, yuksek lisans mezunlarinin ise 6,7
oldugu belirlenmistir. Calisma siirelerinde ise 0-5 yil arasi galisanlar %16,7, 5-10 yil arasi
¢alisanlar %48,3 10 yildan fazla ¢alisanlar ise arastirma grubunun %35 ini olusturmaktadir.

Tablo 1:Frekans Tablosu

N %
Kadin 28 46,7
Cinsiyet Erkek 32 53,3
Toplam 60 100,0
25-35 yas 38 63,3
Yag 36 ve Usti 22 36,7
Toplam 60 100,0
Lisans 56 93,3
Egitim Yiiksek Lisans 4 6,7
Doktora 0 0,0
Toplam 60 100,0
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0-5 yil 10 16,7
5-10 yil 29 48,3
| L
Calisma Siiresi 10 yildan fazla 21 35,0
Toplam 60 100,0

3.2.2. Orgiit Yapilariyla Yaraticilik Arasindaki iliskiye Yonelik Analizler

Tablo 2: Degiskenler Arasindaki Korelasyon Katsayisi

Orgiitiin Orgiitiin Orgiitiin
Merkezilik Bigimsellik Karmagiklik

Derecesi Derecesi Derecesi Yaraticilik
Orgiitiin Merkezilik | " 0,074 0,196 0,044
i p - 0,575 0,134 0,738

Derecesi

n 60 60 60
L - S| ,580* ,651%*
g;e:::; Bicimsellik 0 ] 0,000 51000

n 60 60
Orgiitiin Karmasgikhk r ,642*
Derecesi P - 0,000

n 60

r
Yaraticihik P )

n
*p<0,05

Orgiitiin merkezilik derecesi ile bicimsellik derecesi arasinda anlamli bir iliski yoktur
(p>0,05).

Orgiitiin merkezilik derecesi ile karmasiklik derecesi arasinda anlamli bir iliski yoktur.
Orgiitiin merkezilik derecesi ile yaraticilik arasinda anlaml bir iliski yoktur.

Orgiitiin bicimsellik derecesi ile karmasiklik derecesi arasinda pozitif yonli orta kuvvette
bir iliski vardir. Bicimsellik derecesi arttikca karmasiklik derecesi de artmaktadir. Ayrica bu
iliski istatistiksel olarak da anlamhdir.

Orgiitiin bicimsellik derecesi ile yaraticilik arasinda pozitif yonli orta kuvvette bir iliski
vardir. Bigimsellik derecesi arttikga yaraticilik da artmaktadir. Ayrica bu iliski istatistiksel
olarak da anlamlidir.

Orgiitiin karmasiklik derecesi ile yaraticilik arasinda pozitif yonlii orta kuvvette bir iliski
vardir. Karmasiklik derecesi artik¢a yaraticilik da artmaktadir.
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Tablo 3: Cinsiyet

Cinsiyet Mann-Whitney U Testi
n Ortalama ss Sira Ort. U p
Orgiitiin Merkezilik Kadin 28 29,86 3,56 27,98
Derecesi Erkek 32 30,88 3,53 32,70 377,500 0,292

Cinsiyet Mann-Whitney U Testi
n Ortalama ss Sira Ort. U p
Orgiitiin Bicimsellik Kadin 28 22,29 3,59 34,39
Derecesi Erkek 32 20,38 3,16 27,09 339,000 0,103
Cinsiyet t Testi
n Ortalama ss t p
Orgiitiin Karmasikhk  Kadin 28 20,86 7,72
Derecesi Erkek 32 19,28 6,58 0,854 0,397
Cinsiyet t Testi
n Ortalama ss t p
Kadin 28 47,46 6,61
Yaraticilik Erkek 32 46,47 5,76 0,623 0,535

Kadin galisanlar ile erkek galisanlar arasinda 6rglitlin merkezilik derecesi agisindan anlamli
fark bulunmamaktadir (p>0,05). istatistiksel olarak anlamli olmamakla birlikte erkek
calisanlarin merkezilik derecesi daha yiksektir. Kadin calisanlar ile erkek calisanlar
arasinda 6rgiitiin bicimsellik galismasi agisindan anlamli fark bulunmamaktadir. istatistiksel
olarak anlamli olmamakla birlikte kadin galisanlarin bigcimsellik derecesi daha yuksektir.
Kadin ¢alisanlar ile erkek ¢alisanlar arasinda 6rglitiin karmasiklik derecesi agisindan anlamli
fark bulunmamaktadir. istatistiksel olarak anlamli olmamakla birlikte kadin calisanlarin
karmasiklik derecesi daha yiiksektir. Kadin ¢alisanlar ile erkek g¢alisanlar arasinda yaraticilik
agisindan anlamli fark bulunmamaktadir. istatistiksel olarak anlamli olmamakla birlikte
kadin galisanlarin yaraticilik becerileri daha yuksektir.
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Tablo 4: Yag
Yas t Testi
n Ortalama ss t p
Orgiitiin Merkezilik 2> >>Yas 38 3103 351
Derecesi 36ve 22 3,43 1,833 0,072
st 29,32 !
Yas Mann-Whitney U Testi
n Ortalama ss Sira Ort. U p
" 25-35
Orgiitiin a 38 2132 3,26 32,11
Bigimsellik ‘3’ 6§Ve ' 357,000 0,345
D .
erecesi fistii 22 2118 3,90 27,73
Yas t Testi
n Ortalama ss t p
. 25-35yas 38 21,5 6,53
gﬁ:ﬁ:ﬁ rermastic 36 ve 22 7,51 2,189 0,033
Usta 17,45 !
*p<0,05
Yas t Testi
n Ortalama ss t p
25-35yas 38 47,61 5,25
Yaraticilik 36 ve 1,020 0,315
Usta 22 45,77 7,42

Farkli yas grubundan calisanlar arasinda 6rglitiin bicimsellik derecesi acisindan anlamli fark
bulunmamaktadir. istatistiksel olarak anlamli olmamakla birlikte 25-35 yas arasindaki
calisanlarin bigimsellik derecesi daha yuksektir. Farkli yas grubundan galisanlar arasinda
érgitiin merkezilik derecesi agisindan anlamli fark bulunmamaktadir. istatistiksel olarak
anlamh olmamakla birlikte 25-35 yas arasindaki ¢alisanlarin merkezilik derecesi daha
ylksektir. Farkli yas grubundan c¢alisanlar arasinda 6rgitin karmasiklik derecesi agisindan
anlamh fark bulunmaktadir. 25-35 yas arasindaki calisanlarin karmasiklik derecesi
istatistiksel olarak anlamh diizeyde daha vyiksektir. Farkh yas grubundan calisanlar
arasinda yaraticihk agisindan anlamli fark bulunmamaktadir. istatistiksel olarak anlamli
olmamakla birlikte 25-35 yas arasindaki galisanlarin yaraticilik becerileri daha yiksektir.
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Tablo 5:Egitim Durumu

Egitim
n Ortalama ss
Lisans 56 30,36 3,64
Orgiitiin Merkezilik Derecesi Yuksek Lisans 4 31 2,16
Doktora 0 . .
Lisans 56 21,29 3,55
Orgiitiin Bicimsellik Derecesi Yiiksek Lisans 4 21 2,58
Doktora 0 . .
Lisans 56 19,98 7,17
Orgiitiin Karmasiklik Derecesi Yiiksek Lisans 4 20,5 7,33
Doktora 0 . .
Lisans 56 47,14 6,27
Yaraticihik Yiksek Lisans 4 44 2,94
Doktora 0

Lisans Usti

mezunu gozlem birimi yetersizliginden dolayl egitim durumlari arasinda karsilastirma
analizi yaptlamamustir.

Tablo 5: Calisma Siiresi

Calisma Siresi Kruskal-Wallis H Testi
n Ortalama ss Sira Ort.  KiKare p
L 0-5 yil 10 30,3 4,79 31,10
Orgutin 5-10 yil 29 30,66 3,59 31,38
Merkezi!ik 10 yildan ! ! ! 0,244 0,885
Derecesi fazla 21 30,1 2,93 29,00

Farkh g¢alisma sliresine sahip calisanlar arasinda 6rgitiin merkezilik derecesi agisindan
anlamli fark bulunmamaktadir. istatistiksel olarak anlamh olmamakla birlikte 5-10 il
arasinda galisma siiresi olan cgalisanlarin merkezilik derecesi en ylksektir. Farkli ¢calisma
slresine sahip calisanlar arasinda orgitin bicimsellik derecesi agisindan anlamh fark
bulunmamaktadir. istatistiksel olarak anlamli olmamakla birlikte 0-5 yil arasinda calisma
suresi olan calisanlarin bicimsellik derecesi en yiksektir. Farkli calisma siresine sahip
calisanlar arasinda orgiitiin karmasiklik derecesi agisindan anlamli fark bulunmamaktadir.
istatistiksel olarak anlamli olmamakla birlikte 0-5 yil arasinda calisma siiresi olan
calisanlarin karmasiklik derecesi en yiksektir. Farkli galisma silresine sahip calisanlar
arasinda yaraticihk agisindan anlamli fark bulunmamaktadir. istatistiksel olarak anlamli
olmamakla birlikte 5-10 yil arasinda ¢alisma siresi olan ¢alisanlarin yaraticilik becerisi en
yuksektir.
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Calisma Siresi Kruskal-Wallis H Testi
n Ortalama SsS Sira Ort. Ki Kare p
0-5yil 10 21,9 2,23 36,20
Orgiitiin 5-10yil 29 21,45 2,89 31,12
Bicimsellik 10 2,017 0,365
Derecesi yildan 21 4,60 26,93
fazla 20,71
Calisma Siresi Kruskal-Wallis H Testi
n Ortalama SS Sira Ort. Ki Kare p
0-5yil 10 20,7 4,27 33,30
Orgiitiin 5-10yil 29 20,66 7,23 31,90
Karmagikhk 10 1,183 0,554
Derecesi yildan 21 8,10 27,24
fazla 18,81
Calisma Suresi ANOVA
n Ortalama ss F p
0-5yil 10 47,2 4,52
5-10yil 29 47,34 6,36
Yaraticilik 10 0,204 0,816
yildan 21 6,68
fazla 46,24

4. SONUG

Yaraticihigin orgit yapisinin alt boyutlariyla ilgili iliskilerin saptanmasina yonelik yapilan
analizlerde 6rgltin bicimsellik derecesi ile karmasiklik derecesi arasinda pozitif yonli orta
kuvvette bir iliski oldugu saptanmistir. Bicimsellik derecesi arttik¢a karmasiklik derecesinin
de arttig) tespit edilmistir. Orgiitiin bigimsellik derecesi ile yaraticilik arasinda pozitif yonlii
orta kuvvette bir iliski vardir. Bicimsellik derecesi arttikga yaraticilik da artmaktadir.
Orgiitiin karmasiklik derecesi ile yaraticilik arasinda pozitif yénli orta kuvvette bir iliski
vardir. Karmasiklik derecesi artikga yaraticilik da artmaktadir. Bu gercevede yapilan bu
caisma ile oOrgit vyapilarinin  alt  boyutlarinin  yaraticihk  yonetimi  agisindan
degerlendirmesinin yapilarak, aralarindaki iliskilerin ortaya cikarilmasi orgiitlere fayda
saglayabilecektir. Daha 6nce yapilan calismalarda bu kavramlarin bir arada ayni ¢calismada
farkh sekillerde ele alindigi gérilerek, calismanin yapilmasinin alana faydal olabilecegi
disundlmistar.
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ABSTRACT

Graduate theses, doctoral dissertations and theses in proficiency in arts are
academic studies that provide a systematic, useful and sharable content by the aim
of providing a solution for an emerging theme, subject or a problem with defined
methods, techniques, parameters, performance criteria and time period. Theses
study that is a systematic and organized efforts for exploring a specific problem
that has to be solved, makes the researcher acquire and improve his/her skills of
doing original research and academic writing. Regardless of the scale of the
research, in a thesis, motivations, methodology, findings, discussion on the
interactions of findings with other research and the conclusion must be explained.
In this context, the aim of this study is to categorize the graduate theses on
Quantitative Methods discipline in Turkey within a period and hence to provide a
reference to scholars/students who are currently or planning to be working on
Quantitative Methods by emphasizing the critical points that have to be considered
while defining the subject and scope of the theses, and orienting them to research
topics with high originality. The paper is organized in three sections. After the
literature on the definition, types, aims and importance of graduate education is
presented, in the second section the preparation phases, essentials of a thesis
study, and errors to be avoided are emphasized. In research section, 190 graduate
theses/dissertations on Quantitative Methods discipline that are completed in
Turkish universities with Quantitative Methods Departments/Units between 2000
— 2012 (downloaded from the official web site of Higher Education Council of
Turkey) are analyzed and categorized for their subject, scope, discipline, application
field and data source. In the conclusion section, findings are discussed.

SAYISAL YONTEMLER BiLiM DALINDA YAPILAN YUKSEK LiSANS /
DOKTORA TEZLERi UZERINE BiR ARASTIRMA

Anahtar Kelimeler
Sayisal Yontemler,
Yiiksek Lisans Tezi,
Doktora Tezi, Bilimsel
Arastirma, istatistik

JEL Siniflandirmasi
C10, Y10

OZET

Yiksek Lisans, Doktora ve Sanatta Yeterlilik tezi; yeni bir konu veya soruna ¢6ziim
saglamak amaciyla, yontemi, modeli, parametreleri, performans kriterleri ve siresi
belirli sistematik, yaralanabilir ve paylasilabilir igerikteki akademik ¢alismalardir.
Arastirmacilya 6zgin arastirma ile akademik yazi yazma becerisini kazandirmak ve
gelistirmek i¢in hazirlanan tezler; ¢éztimine ihtiya¢ duyulan spesifik bir problemin
sistematik ve organize bir sekilde arastirma gayretidir. Bir aragstirmanin boyutu ne
olursa olsun, arastirmanin yapilis gerekgeleri, yapils bigimi, bulgulari, bulgularin
baska calismalarla baglantilari ve ne anlama geldigi konusunun aydinlatiimasi
gerekir.  Calismanin temel amaci Sayisal Yontemler Bilim Dalinda belirlenen tarih
araliginda tamamlanan lisansusti  tezleri belirlenen  kategorilere  gore
dizenlemektir. Calisma, ayni zamanda s6z konusu bilim dalinda 6grenim géren veya
gormeyi disunen kisilere tez konusunu belirlerken dikkat edilmesi gereken énemli
noktalarin altini gizmek ve tekrar edilen bir ¢alisma yapmak yerine daha orijinal
¢alismalara yonelmesine yardimci olabilecek bir referans kaynak olmayr da
hedeflemistir. Belirlenen amag dogrultusunda calisma tg bélimde tamamlanmigstir.

224


mailto:hakany68@marmara.edu.tr
mailto:bulenterdem111@hotmail.com

Research Journal of Business & Management - RIBM (2014), Vol.1(3) Yildirim & Erdem, 2014

CGalismanin giris bolimunde literatir taramasi yapilarak lisanststu egitimin tanimi,
cesitleri, amaci ve 6nemi ortaya konmustur. ikinci bdlimde; lisansistii egitiminin
bitirme projesi olarak da kabul edilen tez galismasinin hazirlama strecindeki
asamalarn, iyi bir tez calismasi yapilirken nelere dikkat edilmesi gerektigi ve
yapilmamasi gereken hatalar Uzerinde durulmustur. Galismanin arastirma
bolimiinde, 2000 — 2012 yillari arasinda Sayisal Yontemler Ana Bilim Dali veya Bilim
Dali olan Universitelerde tiretilen 190 adet Yiiksek Lisans / Doktora tezi Yiiksek
Ogretim Kurumunun Resmi internet sitesinden indirilerek incelenmistir. Bu
incelemede s6z konusu Ana Bilim Dali veya Bilim Dali altinda uretilen tezlerin konu,
kapsam, disiplin, uygulama sahasi ve veri kaynagi bakimindan siniflandiriimasi
yapilmigtir. Sonug boliminde ise elde edilen bulgular tartigiimistir.

1. GIRIS

Thesis sozcligli, eski Yunancada tithenai (yerlestirmek, koymak) fiilinden tireyerek,
Universitede derece almak amaciyla yazilan proje anlaminda kullaniimistir. (S6énmez, 2008)
Tez kavrami Uzerine gelistirilen diger bazi tanimlar soyledir: Bilim adaminin bir konu
hakkindaki arastirmasi sonucu yazdigi yazidir. (Fidan, 2006) Yiksek Lisans, Doktora ve
sanatta yeterlilik tezi; belirlenmis yeni bir konu, sorun veya siirece iliskin yeni durumla
iliskili cozim saglama amaciyla, yéntemi (metodolojisi), modeli, parametreleri, performans
kriterleri ve siresi belirli bir akademik ¢alisma siirecini gerceklestirmeye donik sistematik,
yaralanabilir ve paylasilabilir icerikteki akademik calismalardir. (19 Mayis Universitesi,
2009) Arastirmacinin somut bir konu hakkinda yaptigi, kuramsal altyapisi olan sistematik
ve yansiz bir arastirma sonucu elde ettigi bulgulari derledigi yayin bilimsel bir eserdir.
(Gurak, 2013)

Hazirlanan bir tezde, 6grencinin 6zglin arastirmasini sunmasi beklenmektedir. Bunun
amacl, O6grencinin 06zglin arastirma yapabilme yetenegini kazanmis oldugunu
gorebilmektir. Ozetle ifade edilecek olursak tez; tartismaya, iddiaya dayanarak bir éneri,
fikir ileri sirmektir. Yiiksek lisans tezi, bir bitirme projesi ya da programla ile ilgili bir
konuda yapilan kapsamli arastirma olarak da tanimlanir. (Day, 2003) Doktora ise; ileri
diizey arastirma becerilerinin kazanilmasini hedefleyen bir egitim sirecidir. Hedef problem
dogrultusunda planlama, gelistirme, uygulama, izleme ve degerlendirme faaliyetlerinin
gergeklestiriimesinde profesyonellik kazandiran bir siregtir. (Sakiz, 2012) Tezin amaci;
adayin 0zglin arastirma yapma yetenegini kazandigini gostermektir. Bu nedenle uygun bir
tez, ayni amaci giiden bir bilimsel makale gibi olmalidir. Bilimsel makaleden farkh olarak
tez, birden fazla konuyu ve bazi konulara da birden fazla yaklasimi anlatabilir. Tez,
Ogrencinin teziyle ilgili arastirmada elde ettigi verilerin timiinii veya blylk bir kismini
sunabilir. Bunun igin tez, genellikle bilimsel makaleden daha genis ve daha uzun olabilir.
Genel olarak bir tez, tarama/degerlendirme makalesi tarzinda yazilmalidir. Amaci, sizi
dereceye gétiiren calismayi degerlendirmektir. Ozgiin verileriniz (daha énce yayimlanmis
veya yayimlanmamis) bitin gerekli deneysel ayrintilarla desteklenmis olarak tezin igine
girmelidir. Birka¢ bolimin her biri, aslinda arastirma makalesi (Giris, Malzeme ve
Yontemler, Sonuglar, Tartisma) cizgisinde tasarlanabilir. Bununla beraber genelde, pargalar
monografi olarak yazilan tarama/degerlendirme makalesindeki gibi birbirine uymalidir.
(Day, 2003) Tez vermede gidilen bir baska temel amag ise 6grenciyi akademik yazi yazma
becerisini kazandirmak ve gelistirmektir. Ogrenciye bir sorunu analiz etme, sorunla ilgili
teorileri 6grenme, bircok kaynaktan bilgi toplama, toplanan bilgileri analiz etme ve
sentezleme tekniklerini kazandirmaktir. Tez hazirlamanin temel amaglarindan biri de ikna
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edici, iyi disintlmis ve soruyu sinayan bir calisma hazirlamaktir. Gerekli kaynaklari
kullanma ve gosterme becerilerini kazandirmaktir. (Fidan, 2006)

Arastirma; ¢6zlimiine ihtiya¢ duyulan spesifik bir problemin sistematik ve organize bir
sekilde arastirma gayreti olarak tanimlanabilir. (Sekeran, 1992) Arastirma bir soruna
¢O6zum bulmak icin gerekli verilerin (bilgi) planh ve sistematik bir bicimde toplanmasi,
siniflandiriimasi, ¢oziimlenmesi (analiz), agciklanmasi ve yorumlanmasi stirecidir. Bu sunus
bilimsel akil yiiritme sekline uygun olarak asamali bir siireci kapsar. (islamoglu, 2003)
Arastirmada; arastirmanin yapilmasina neden gerek duyuldu, arastirma ile neyin
hedeflendigi ve baska arastirmacilarin konu ile ilgili yaptiklari ¢calismalarin sonuglari acgik ve
net olarak belirtilmelidir. (Onat, 2013) Bilimsel arastirma tezini diger makalelerden ayiran
en 6nemli Ozelliklerinden biri “genel” ve “soyut” bir derleme, 6zet veya goris bildirisi
olmamasidir. Tez sadece baskalarinin ifade ettigi “alintilardan” olusamaz. Bir tez mutlaka
Ozgln gorlsleri, elestirileri ve yorumlarini da icermelidir. (Gurak, 2013) Bir arastirmayi
onemli kilan temel 6l¢iit, sorunun ¢ézimune getirdigi katki kadar, bilim evrenine yaptigi/
yapacagi katki da olmalidir. (Ural & Kilig, 2005) Nitekim tezin 6nemi arastirmaci agisindan
tezin tasidigi degerin ortaya konulmasidir.

Calismanin ikinci bolima olan literatiir kisminda, lisansisti egitiminin bitirme safhasi olan
tez calismasinin hazirlama siirecindeki asamalari, iyi bir tez galismasi yapilirken nelere
dikkat edilmesi gerektigi ve yapilmamasi gereken hatalar tzerinde durulmustur. Uglinci
bolimi olan arastirma kisminda, 2000 — 2012 yillari arasinda Sayisal Yontemler Ana Bilim
Dali veya Bilim Dal olan Universitelerde iretilen 190 adet Yiiksek Lisans / Doktora tezi
Yitksek Ogretim Kurumunun Resmi internet sitesinden indirilerek incelenmistir. Bu
incelemede s6z konusu Ana Bilim Dali veya Bilim Dali altinda Uretilen tezlerin konu,
kapsam, disiplin, uygulama sahasi ve veri kaynagi bakimindan siniflandiriimasi yapilmistir.
Sonug boliminde ise elde edilen bulgular tartigiimistir.

2. LITERATUR CALISMASI

Tez hazirlama siirecinde, arastirmanin saglkh bir sekilde sonlandirilabilmesi ve iyi bir tez
calismasi elde edebilmesi icin her asamasina dikkat edilmesi gerekmektedir. Tez; agiklayici
bilgiler veren 6n kisim, tezin ana govdesini olusturan metin kismi, kaynakc¢a ve tezi
tamamlayan diger unsurlarin yer aldigi son kisim olmak Uzere U¢ kisimdan olusur.
(http://www.dicle.edu.tr) Bir arastirmanin boyutu ne olursa olsun (bir teblig, makale,
yuksek lisans veya doktora tezi), okuyucunun arastirmanin yapilis gerekgeleri, yapils
bicimi, bulgulari, bulgularin baska calismalarla baglantilari ve ne anlama geldikleri
konusunda aydinlatiimasi gerekir. Bu bilgiler genellikle 6zet halinde arastirmanin amag,
onem kapsami da dair olmak (zere “Giris” kisminda verilirler. (Altunisik, 2007)
Arastirmalar hangi amag¢ ve hangi alanda yapilirsa yapilsin bitln arastirmalar belirli bir
plan dahilinde olmasi gerekir. Arastirmanin planlanmasi, arastirmanin bastan sona kadar
olan faaliyetlerin asamali olarak birbirini izleyen bir siireci, dolayisiyla arastirma siireci,
yapilan arastirmanin tim faaliyetlerinin asama asama planlamasini ifade eder. Bir konuyu
sistematik olarak inceleyen calismalar bilimsel arastirmalardir. Bu ifade de yer alan
“sistematik” ifadesi, arastirmanin belirli bir dizen, tertip ve yontem izlenerek yapilmasi
durumunu ifade etmektedir. O halde bilimsel bir arastirma ayni zamanda sistematik bir
¢alismadir. (Arslan, 2012)
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Sekil 1 ve Sekil 2 her ikisi de birlikte incelendiginde bir anlamda yukaridaki paragrafin 6zeti
olarak da degerlendirilebilinir.

Sekil 1: Bilimsel Aragtirma Siireci (Bailey, 1987)

Literati Arastimma Kaynaklann
iteratiir . . — '
. * Problenumn Okunmasi ve \
aramas i =
Aramast Belirlenmesi Ozetlenmesi
A o iy _—
Arastimma ve
Anahz
Yontemlenmn
_:.I-_’.'}rlrﬂif‘. Belirlenmesi
Strecinn ve —
Bulgulannin i} _B.llg‘tllﬂnn -+ Ven
Rapor Y orumlanmas) Toplanmas: | o~
wa Analiz
Edilmesi ve Analiz

Sekil 2: Aragtirmanin Blok Semasi (Sekeran,1992)

Teorik Cergevenin
Problem Alanin Olusturmasi ve
Teshis Edilmesi Miski Aglarinin

Kurulmasi l

Kavramlarin

Kusursuz

Olusturulmasi
Arastirma veya Operasyonel
Uygulamali Tanimlar

Aragtirma

Veri
Analizi

Verilerin
Yorumu

Aragtirma
Plan1 Dizayn

Veri
Toplama

Arastirma sirecindeki belli basli bazi asamalar soyle belirtilebilir: (Seyidoglu, 2003) Konuyu
Se¢me, Konuyu Sinirlandirma, Tez Climlesi Olusturma, Arastirmanin Metodunu Belirleme,
Gegici Plan Hazirlama, Gegici Kaynakga Olusturma, Veri Toplama, Okuma ve Not Alma,
Metnin Yazilmasi. Sirecteki en 6nemli hususlardan birisi sonuca saglikh bir sekilde
ulasabilmek icin arastirmanin hipotezini net olarak ortaya koymaktir. Asagidaki sekilde
Zikmund, bilimsel arastirmayi sematik olarak 6zetlemistir. (Zikmund, 2012)
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Sekil 3: Zikmund Bilimsel Arastirma Ozeti

Onceki Bilgi Gozlem

Hipotez

\4

Hipotez Testi
(Gozlem veya
Deneysel)

v

Sonug, Karar
(Yeni Bilgi )

Arastirma sirecinde dogru sorulari sormak 6nemlidir. Birgok disiplinde eldeki kanitlari ve
teoriyi kullanmak en gugcli hipotezi ortaya atmak icin 6nemlidir. Bu da en ¢ok hipotez
Uretme slrecinden dogmaktadir. “Hipotez, arastirma sorusuna dayali bir cevaptir.” (Miller,
2010) Arastirmaya uygun bir metodun belirlenmesi, bircok faktére bagh olmakla birlikte,
oncelikle arastirma amacg veya amaglarinin acik bir sekilde ifade edilmis olmasina baghdir.
Bu nedenle, iyi bir arastirma kurgusunda arastirmacidan beklenen, belirsizliklerden
arindiriimis, blinyesinde genellemeler barindirmayan arastirma amaglari
belirleyebilmektir. (http://sbe.marmara.edu.tr/dosya/Tezyazimkilavuzu.pdf)

iyi bir tezde genel kabul gérmiis dikkat edilmesi gereken bazi temel noktalari sdyle
siralayabiliriz:

e  Sececegimiz konunun 6zglin olmasi,

e  Baskasi tarafindan aynen yapilmamis olmasi,

e Konu bilindik bile olsa, daha 6nce incelenmemis ve bir baska agidan konuyu
inceliyor olmasi gerekmektedir.

Secilen konuda ozellikle yeterli kaynak bulunabilir olmalidir.
(http://www.cse.unsw.edu.au/~tw/thesis2.ppt) Mutlaka iyi yazilmis ve kabul edilmis
tezleri 6rnek almak gerekir. Hakemli dergilerde yayimlanan makaleleri inceleyerek,
tezlerde orada kullanilan dile benzer bir dil kullanmaya 6zen gosterilmelidir. Once tezin
plani yapilmalidir. Gegici bir icindekiler dizelgesi olusturup yazili bir arastirma Onerisi
hazirlanmalidir. Okunan makalelerin ve kitaplarin tezle ilgili bélimlerinden ya dogrudan
alintilar (sayfa numaralariyla birlikte) ya da 6zet alintilari mutlaka not edilerek sirekli
yazilmalidir. Tezde hangi sorunun yanitlanacagl ya da hangi sorunu ¢ézmeye calisilacagi
net bir bicimde ortaya koyulmalidir. Mutlaka "Yazim Kilavuzu" kullaniimahdir. Her
arastirmanin bir tezi olmalidir. Tez arastirilmak (izere belirlenen soruna verilen bir 6n yanit
veya ona karsi onerilen bir ilk ¢6ziim niteligindedir. lyi bir tez okuyucuda merak
uyandirmali ve ilgilenenler tarafindan s6z konusu galismayl okumak igin vakit ayirmaya
deger bulunmalidir. O nedenle de tez climlesi olabildigince saglam ve ilgi ¢ekici nitelikte
olmalidir. Yalnizca bilinen seyleri tekrar eden, siradan zayif ve ilgi uyandirmayan tez
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cimlelerinden kaginmak gerekir. (Seyidoglu, 2003) Yazim kisminda gereksiz climlelere ya
da farkli cimlelerle kurulmus ayni paragraflara yer vermekten kaginilmahdir. (Karpuz,
2009) Segilen arastirmada konu adi kisa ve 6z olmalidir. Bilim dinyasina bir yenilik
getirmek, yeni yorumlamalarda bulunmak on planda tutulmalidir.
(http://kutuphane.ege.edu.tr)

Bir tezde yapilmamasi gereken bazi temel hususlari da soyle siralayabiliriz: (Génl, 2012),
(Wolfe, 2013)

e Arastirma odak noktasinin tam olarak belirtiimemesi.

e  Yapilan ¢alismanin dneminin tam olarak belirtiimemesi.

e Arastirma sorularina ¢6ziim bulabilmek adina segilen yéntemin neden segilmis
oldugunun agikga belirtiimemesi veya savunulmamasi.

e Arastirmanin literatlirdeki diger arastirmalarla iligkilerinin ve farkinin
belirtiimemis olmasi.

e Bolumlerde yeterince detay ve agiklamanin verilmemis olmasi.

e Arastirmanin alana katkilarinin belirtilmemesi.

e Uygulayicilar ve arastirmacilara yonelik uygulama ve onerilerin gelistirilmemis
olmasi.

e Son okumalarin yapilmamis, hatalarin dizeltilmemis olmasi (eksik kelime, eksik
atif, anlam kaybi olan ciimle, baslik diizeninde, tablo ve sekillerde hatalar vb.)

Ayrica bir tezin 200 sayfalik bir kitap olmasi gerektigi gercegi yansitmamaktadir. Incelenen
bircok 200 sayfalik tez sadece 50 sayfalik iyi bir bilimsel calismadan fazlasini igermez diger
150 sayfa ise bir takim ayrintilarin sisirilerek anlatiimasindan ibarettir. (Day, 2003)

3. METODOLOJi VE ARASTIRMA

Sayisal Yontemler Bilim Dali adi altinda 2000 — 2012 yillari arasinda iretilerek YOK Resmi
internet sitesinde mevcut 190 lisansisti tez ¢alismasi temin edilerek incelenmis yapilan
calismalar tablo seklinde sunulmustur. Tablo 1)’ de doktora ve yliksek lisans tezlerinin
tamaminin Universitelere gore dagilimi gosterilmistir. Tablo 2)’ de doktora tezlerinin Tablo
3)'de ise yliksek lisans tezlerinin Universitelere gore dagilimi ayri ayri gosterilmistir.
Zonguldak Karaelmas Universitesi 11 Nisan 2012 tarihinde Resmi Gazetede yayimlanan
“Yilksek Ogretim Kurumlari Teskilati Kanunu’nda yapilan degisiklikle” Biilent Ecevit
Universitesi olarak degistirilmistir.
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Tablo 1: 2000 — 2012 Yillari Arasinda Lisansiistii Calismalarinin Universitelere
Gore Dagilimi

oniversite/ (g (2 (g |z (s (s|s|s|8|ls|s|lz| o &
YILLAR RIRIRIRIRIR|[R| K| K| | | R & §'
Akdeniz Univ. 2 2 4
Anadolu Univ. 1 4 1 2 2 1 11
Ankara Universitesi 1 1 2
Atatiirk Universitesi 2 4 3 2 1 12
Cumhuriyet Univ. 1 1 3 2 2 5 2 1 17
Cukurova Univ. 2 1 4
Dokuz Eyliil Univ. 1 1
Gazi Universitesi 1 2 3
Gaziosmanpasa Un. 1 1 1 3
Gaziantep Univ. 1 1
Gebze Yk. Tekn. En. 1 1
Hacettepe Univ. 1 1
iTO 1 1
istanbul Univ. 1 11418 10 2 4 11 6 10 6 63
Marmara Univ. 1 1 6 7 9 15 10 1 50
Mugla Universitesi 1 1
Pamukkale Univ. 3 1 1 1 2 8
S. Demirel Univ. 1 1 2
Uludag Universitesi 1 1 2
Yildiz Teknik Univ. 1 1 2
Biilent Ecevit Univ. 1 1
TOPLAM 211 1 1(9)]8| 11 18 25 36 39 27 12 190

Tablo 1 incelendiginde, 6zellikle 2009 ve 2010 yillarinda en fazla tezin Uretildigi, 2000’li
yillarin baslarinda ise en az tezin Uretildigi géze ¢arpmaktadir. 2000 — 2003 yillari arasinda
uretilen tezlerin toplam Uretilen tiim tezlere orani sadece %2’dir. istanbul ve Marmara
Universitesi toplam (rettikleri 113 tez ile tim Uretilen tezlerin %59’unu olusturmaktadir.
Yedi Universite (Biilent Ecevit Universitesi, Mugla Universitesi, Gaziantep Universitesi,
Gebze Yiiksek Teknolojileri Enstitiisti, Hacettepe Universitesi, istanbul Teknik Universitesi,

Dokuz Eyliil Universitesi) sadece bir lisansiistii tez tGretmislerdir.

Tablo 2: 2000 — 2012 Yillari Arasinda Doktora Galismalarinin Universiteler Gore Dagilimi

oniversite/ |2l z g |alg|als|(slalele|g|g]| s
YILLAR RIRI[R|R|R|R|R|R|LK]|LKX|R|R|R §
Akdeniz Univ. 211 3
Anadolu Univ. 2 2 4
Atatiirk Univ. 31111168
Cumhuriyet Univ. | 1 1 1 1 1 5
Cukurova Univ. 1 1
istanbul Univ. 121331 |2]6|4]6]3]31
iTO 1 1
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Marmara Univ. 111 2
S. Demirel Univ.

Uludag Univ. 1 1
TOPLAM 1|0 1 1 3 3 3 4 6 |14 | 6 9 4 | 55

Tablo 2 incelendiginde, istanbul Universitesi tirettigi 31 doktora tezi ile doktora tezlerinin
%56’sini Uretmistir. istanbul Universitesi bu tezlerin %60’ 1in1 2009 ve sonrasinda (iretmistir.
2001 yilinda doktora tezi hi¢ Uretilmezken sadece 2009 yilinda 14 adet tez Uretilerek
toplam uretilen doktora tezlerinin %25’i bu yil tamamlanmistir. 2000 yilinda ilk doktora
tezini Ureten Cumhuriyet Universitesi 2005 yilina kadar 3 adet, son 8 yilda ise sadece 2
doktora tezi Uireterek toplam 5 doktora tezi ile %9’luk bir katki yapmistir. Yiksek Lisans
tezleri genel tablosunda 48 adet tez ile en fazla teze sahip Marmara Universitesinin sadece
2 adet doktora tezi ile alana katki yapmasi daikkat c¢ekici bir husus olarak
degerlendirilebilinir.

Tablo 3: 2000 — 2012 Yillari Arasinda Yiiksek Lisans Calismalarinin Universiteler
Gore Dagilimi

ONIVESITE / slg|ala|s|als|s|els|s|a|y| s
YILLAR Q|R|[R|R|R2|R|2[R|R[=%]|R(8(8 5
Akdeniz Universitesi 1 1
Anadolu Universitesi 1 211 2 1] 7
Ankara Universitesi 111 2
Atatiirk Universitesi 2 1] 2 6
Cumhuriyet Universitesi 2 112 4 1] 12
Cukurova Universitesi 112 3
Dokuz Eyliil Universitesi 1 1
Gazi Universitesi 1 2 3
Gaziosmanpasa Universitesi 1 1 1 3
Gaziantep Universitesi 1 1
Gebze Yiik. Teknolojileri Ens. 1 1
Hacettepe Universitesi 1 1
istanbul Universitesi 1 25| 711]2|5]2]|24 32
Marmara Universitesi 1 1 6 6 | 8 15|10 1 | 48
Mugla Universitesi 1 1
Pamukkale Universitesi 3(1]1f1]2]|8
Siileyman Demirel Univ. 1 1
Uludag Universitesi 1 1
Yildiz Teknik Universitesi 1 1 2
Biilent Ecevit Universitesi 1 1
TOPLAM 1 1 0 0 6 5 8 11411922133 |18| 8 |135

Tablo 3 incelendiginde, istanbul ve Marmara Universitesi 80 adet yiiksek lisans tezi ile
toplam yiiksek lisans tezlerinin %59’unu Uretmistir. 2002 ve 2003 yillarinda yiksek lisans
tezi hi¢ tretilmezken 2000 ile 2007 yillari arasinda Uretilen 21 tez ise toplam Uretilen
tezlerin sadece %15’ini olusturmaktadir. 2007 — 2011 yillarinda Gretilen 106 tez toplam
uretilen tezlerin %78'ini olusturmustur. 2000 yilinda ilk yiiksek lisans tezini lireten istanbul
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Universitesi toplamda 32 adet yiiksek lisans tezi Uretmis ve yiiksek lisans tezlerinin
%23’linli olusturmustur. Marmara Universitesi 48 adet tez ile en fazla tez iireten Uiniversite
olarak dikkat cekmektedir.

Tablo 4: 2000 — 2012 Yillari Arasinda Yiiksek Lisans Caligmalarinin Disiplinlere

Gore Dagilimi

Disiplin Yil | Adet Universite
2005 | 2 |[istanbul Universitesi
2006 | 1 |[istanbul Universitesi
Bilisim 2007 2 Cukurova Ye Gazi Universitesi
2010 1 Marmara Universitesi
2011 | 1 | Atatiirk Universitesi
2012 1 Cumbhuriyet Universitesi
2000 | 1 |[istanbul Universitesi
2005 | 1 |[istanbul Universitesi
2007 | 3 |listanbul ve Marmara(2) Universitesi
Finansman ve Risk | 2008 6 | Anadolu(1), istanbul(1), Marmara(3), Pamukkale(1) Univ.
Olgimii 2009 | 5 |Ankara(1), Marmara(3) ve Mugla(1) Universitesi
2010 5 | Anadolu(1) ve Marmara(4) Universitesi
2011 5 Marmara Universitesi
2012 | 1 |istanbul Universitesi
2005 | 1 |[istanbul Universitesi
2006 | 1 |[istanbul Universitesi
. 2007 1 Marmara Universitesi
Fuzzy Matematigi ve 2008 | 1 | Pamukkale Universitesi
Uygulamalari - — —
2009 2 Gaziosmanpagsa ve Marmara Universitesi
2010 2 Marmara Universitesi
2011 2 Marmara Universitesi
2004 4 | Cumhuriyet(1), Cukurova(2) ve Marmara(1) Universitesi
2006 2 Atatiirk ve Marmara Universitesi
2007 2 Marmara Universitesi
2008 | 5 | Atatiirk(1), Gaziantep(1), istanbul(1) ve Marmara(2) Univ.
istatistik Uygulamalari 2009 3 Cumhuriyet, Gebze Yiiksek Teknoloji ve Marmara Univ.
Cumhuriyet(1), Hacettepe(1), istanbul(2), Marmara(8) ve
2010 | 14 Lo o
Pamukkale(2) Universitesi
2011 4 Atatiirk, Cumhuriyet, Cukurova ve Marmara Universitesi
2012 1 Marmara Universitesi
2006 | 1 |[istanbul Universitesi
2007 | 1 | Atatiirk Universitesi
Kalite 2008 | 1 Pamukka!e Universitesi _
2009 5 Akdeniz, Istanbul(2), Stileyman Demirel ve Uludag Univ.
2010 3 Dokuz Eyliil ve Marmara(2) Universitesi
2012 1 Marmara Universitesi
2001 | 1 | Anadolu Universitesi
Uretim Yénetimi ve 2004 | 1 |[istanbul Universitesi
Pazarlama 2007 1 | Atatiirk Universitesi
2008 1 Marmara Universitesi
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2009 | 1 | Pamukkale Universitesi
2005 | 1 |[istanbul Universitesi
2006 | 2 |[istanbul Universitesi
2007 2 | Anadolu ve Marmara Universitesi
Veri Madenciligi ve 2008 3 Biilent Ecevit, Gaziosmanpasa ve istanbul Universitesi
Uygulamalari 2009 | 3 | Atatiirk ve istanbul(2) Universitesi
2010 3 Anadolu, Atatiirk ve Cumhuriyet Universitesi
2011 | 1 |[istanbul Universitesi
2012 | 1 |istanbul Universitesi
2004 | 1 |istanbul Universitesi
2006 | 1 |[istanbul Universitesi
2007 2 | Anadolu ve Cumhuriyet Universitesi
Yoneylem Arastirmasi ve | 2008 2 Cumbhuriyet ve Cukurova Universitesi
Matematiksel Modelleme | 2009 3 istanbul, Marmara ve Yildiz Teknik Universitesi
2010 5 | Cumhuriyet, Gazi(2), Gaziosmanpasa ve Marmara Univ.
2011 | 5 | Cumhuriyet(2), istanbul(2) ve Pamukkale Universitesi
2012 | 3 | Anadoluy, istanbul ve Pamukkale Universitesi

Tablo 4 incelendiginde, 35 adet tezin istatistik tekniklerin uygulamalari Gzerine uUretildigi
gbze carpmaktadir. Bu da genel tezlerin %25’ini olusturmaktadir. Bu tezlerin yarisi 2010 ve
sonras! Uretilmistir. Marmara Universitesi’nde iretilen yiiksek lisans tezlerinin %60’ (48
tezin 29 ‘u) istatistik uygulamalar, Finansman ve Risk Olg¢iimi disiplininde (retildigi
goriilmektedir. istanbul Universitesinde (retilen 32 vyiiksek lisans tezinden Veri
Madenciligi disiplini ile Uretilen 8 tez %25’lik bir dilimi kapsamaktadir. Fuzzy Matematigi ve
Uygulamalari disipliniyle ilgili Giretilen yiksek lisans tezlerine bakildiginda bu tezlerin genel
olarak 2005 yilindan sonra Uretildigi ve iiretilen tezlerin %70’inin Marmara Universitesinde
yapildigi gorilmektedir. Kalite disiplini ile ilgili 12 adet yiksek lisans tezinin 8’inin farkh
Universitede Gretilmesi dikkat ¢ekmektedir. Bununla birlikte Yoneylem & Matematiksel
Modelleme disiplini ile ilgili tezler 9 farkli {niversitede, Istatistik uygulamalari ile ilgili
Uretilen tezler ise 10 farkh tniversitede yapilmistir.

Tablo 5: 2000 — 2012 Yillari Arasinda Doktora Calismalarinin Disiplinlere Gore Dagilimi

Disiplin Yil | Adet Universite
2004 1 | istanbul Universitesi
Finansman ve Risk Olcimi 2009 3 ?stanbul Qniversitesi
2010 1 Istanbul Universitesi
2011 | 4 |istanbul(2), istanbul Teknik ve Uludag Univ.
Fuzzy Matematigi ve Uygulamalari | 2007 1 istanbul Universitesi
2005 2 | istanbul Universitesi
2007 1 | Anadolu Universitesi
istatistik Uygulamalari 2008 1 _|istanbul Univeﬂrsite.si —
2009 5 Anadolu, Atatirk, Istanbul ve Marmara(2) Univ.
2010 1 Cumbhuriyet Universitesi
2011 2 | Atatiirk ve istanbul Universitesi
2000 1 Cumhuriyet Universitesi
Kalite 2003 1 ?stanbul l?niversitesi
2004 1 Istanbul Universitesi
2007 1 | Anadolu Universitesi
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2010 1 | istanbul Universitesi
| 2002 1 Cumbhuriyet Universitesi
Pazarlama 2012 | 1 | Ataturk Universitesi
2006 1 | istanbul Universitesi
2007 1 Cumbhuriyet Universitesi
2008 2 Akdeniz ve Marmara Universitesi
Veri Madenciligi ve Uygulamalari | 2009 2 Akdeniz ve Atatiirk Universitesi
2010 | 2 | istanbul Universitesi
2011 1 | istanbul Universitesi
2012 1 | istanbul Universitesi
2004 1 Cumbhuriyet Universitesi
2005 1 | istanbul Universitesi
2006 | 2 |istanbul Universitesi
Yoneylem Arastirmasi ve 2008 3 Akdeniz, istanbul ve Siilleyman Demirel Univ.
matematiksel Modelleme 2009 4 Atatiirk, Cukurova ve istanbul(2) Universitesi
2010 1 | Atatirk Universitesi
2011 2 | istanbul Universitesi
2012 2 | istanbul Universitesi

Tablo 5 incelendiginde, 2000 yilinda Uretilen ilk doktora tezini Kalite disiplininde Ureten
Cumhuriyet Universitesi diger tiim tezlerini de farkli disiplinlerde (Kalite, Pazarlama,
Yoneylem Arastirmasi & Matematiksel Modelleme, Veri Madenciligi Uygulamalari ve
istatistik ) yapmistir. Doktora tezlerinin %56’sini tireten istanbul Universitesi, bu tezlerin
%50’sini Yéneylem Arastirmasi & Matematiksel Modelleme ve istatistik Uygulamalari
disiplininde gerceklestirmistir. Yoneylem & Matematiksel Modelleme ve istatistik
Uygulamalari disiplini ile Uretilen tezler genel olarak (iretilen doktora tezlerin yarisini
olusturmaktadir. Fuzzy ve Finansman disiplini ile Uretilen doktora tezlerinin tamami
istanbul Universitesinde Uretilmistir. Veri Madenciligi ve istatistik Uygulamalari disiplini ile
Uretilen doktora tezleri 5 farkli Universitede (Uretilirken, Yoneylem Arastirmasi &
Matematiksel Modelleme disiplini ile Uretilen doktora tezleri ise 6 farkl (iniversitede
uretilmistir. Marmara Universitesinde ise Istatistik Uygulamalari ve Veri Madenciligi
disiplini Gizerine olmak lizere sadece 2 doktora tezi Gretmistir.

Tablo 4 ve Tablo5’in 6zeti seklinde Tablo 6) incelendiginde ise lisansiisti tezlerinin yaklasik
%25’inin istatistik Uygulamalari disiplini ile ilgili olduklari gériiliir. Bu disiplini yaklasik %20
ile Ydneylem Arastirmasi & Matematiksel Modelleme ve Finansman & Risk Olciimii takip
etmektedir. En az ilgi alani olan disiplin ise yaklasik tezlerin %4’iinii kapsayan Uretim
Yonetimi ve Pazarlama olarak goze carpmaktadir. Fuzzy matematigi ve Uygulamalari
alaninda sadece bir doktora tezi, Bilisim alaninda ise heniiz herhangi bir doktora tezinin
yazilmadigi da ilging bir ayrinti olarak gbze ¢arpmaktadir.
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Tablo 6: 2000 — 2012 Yillari Arasinda Yapilan Lisansiistii Tezlerindeki Disiplinlerin
istatistiksel Dagilimi

Disiplin Yiiksek Lisans Doktora Toplam
Bilisim 8 - 8

Finansman ve Risk Olgiimii 27 9 36
Fuzzy Matematigi ve Uygulamalari 10 1 11
istatistik 35 12 47
Kalite 12 5 17
Uretim Yénetimi ve Pazarlama 5 2 7

Veri Madenciligi Uygulamalari 16 10 26
Yoneylem Arastirmasi & Matematiksel Modelleme 22 16 38
Toplam 135 55 190

Tablo 7: 2000 - 2012 Yillari Arasinda Yapilan Lisansiistii Calismalarindaki Veri Kaynagi ve
Uygulama Sahalarinin istatistiksel Dagilimi

Doktora Yiiksek Lisans Toplam
Uygulama Sahasi Birincil ikincil Birincil ikincil Birincil | ikincil

Veri Veri Veri Veri Veri Veri
Bankacilik Sektori 2 7 3 9 5 16
Egitim Kurumlari 1 3 8 8 9 11
iletisim Sektdri - 3 2 6 2 9
Enerji Sektori - 3 4 7 4 10
iMKB / Borsa istanbul - 8 2 9 2 17
Saglik Sektori 1 3 1 11 2 14
Otomotiv Sektori 3 3 1 5 4 8
Ulastirma ve Lojistik Sektori 1 4 7 10 8 14
Uretim Sektérii 1 2 9 12 10 14
insaat Sektori - - 3 2 3 2
Diger - 10 2 14 2 24
Toplam 9 46 42 93 51 139

Tablo 7 incelendiginde, tezlerin %73’G ikincil veri kullanilmigtir. Bu oran yiksek lisans
tezleri igin yaklasik %70 iken doktora tezlerinde %83 olarak gdze ¢arpmaktadir. Uygulama
sahasi olarak en az ilgi alani insaat sektorl olmustur. Bankacilik, egitim, borsa, ulastirma ve
Uretim sektériinde yapilan uygulama oranlari neredeyse esit (yaklasik %10 — 11)
dagilmistir. Tezlerdeki veri kaynaginin ¢ogunlukla ikincil veri kaynaklarindan segilmis
olmasinin en biylk nedenlerinden bir kagl, isletmelerin kendi 6zel verilerine ulasimin
oldukga zor olmasi ve bu tir bir veri paylasimi kiltiriinin heniiz Glkemizde yerlesmemis
olmasi olarak goriilebilir.
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Tablo 8: Sayisal Yontemler Bilim Dalinda Uretilen Tezlerin Danisman Unvanina Gore
Dagilimi Tablosu

Unvan Yilksek Lisans | Doktora Genel
Profesor Doktor 52 43 95
Dogent Doktor 37 7 44
Yardimci1 Dogent Doktor 45 4 49
Cift Danigman (Prof. Dr — Dog. Dr.) - 1 1
Cift Danisman (Dog. Dr.—Yrd. Dog. Dr.) 1 - 1

Toplam 135 55 190

Tablo 8 incelendiginde, Uretilen tim tezlerin yarisinin danismani profesordiir. Doktora
tezlerinin %78’inin danismani profesoérken yiksek lisans tezlerinde ise bu oran %38 olarak
tespit edilmistir. Yuksek lisans ve doktora tezlerinde sadece birer tanesinin danismani
cifttir. Yardimci dogent wunvanina sahip danismanlarin dogent unvanina sahip
danismanlardan daha fazla tez Uretimine katki saglamalar dikkat ¢eken bir baska nokta
olarak goze carpmaktadir.

Tablo 9: Sayisal Yontemler Bilim Dalinda Lisansiistii Derslerin Universitelere Gore
Dagilimi Tablosu

Arastirma Yoneylem Finans )
Urﬁj«reilsei:eller Y/iisnterrmleri istatistik Arast}rmam Kalite Nlla::k/ MatYeenrliliéi Bilisim | Toplam
eminer Modelleme Olgiimii

Anadolu Univ. 2 4 4 1 2 13
Dokuz Eyliil Univ. 2 1 3 3 3 1 13
Si?\i‘?sma”pasa 2 1 2 3 4 12
Gazi Universitesi 2 2 5 1 10
Hacettepe Univ. 2 1 3 3 1 10
istanbul Univ. 2 3 2 1 1 9
Marmara Univ. 1 3 1 4 1 10
Mugla Universitesi 1 2 8 2 13
Pamukkale Univ. 2 3 4 2 1 2 14
S. Demirel Univ. 2 2 3 2 2 1 12
Uludag Universitesi 1 1 2 1 1 1 7

Toplam 19 21 25 9 25 16 8 123

Son olarak Tablo 9 incelenirken yiiksek lisans ve doktora dersleri ortak olarak ele
alinmistir. Universitelerdeki dersler 7 farkl tiirde siniflanmis ve iiniversitelerin ders sayilari
bu siniflanmaya goére tabloya koyulmustur. Seminer ya da proje o6devi bitin
Universitelerdeki ders programlarinda mevcuttur. Sayisal Yontemler Bilim Dalinda
lisansiistl derslerin Universitelere gdére dagilimi tablosu incelendiginde istatistik,
Matematiksel Modelleme, Veri Madenciligi, Finans matematigi / Risk Olciimi ve Kalite
dersleri Gniversiteler tarafindan en cok tercih edilen dersler olarak gbéze carpmaktadir.
Pamukkale Universitesi ders sayisi diger iniversitelere gdre en fazla olan tniversitedir.

236




Research Journal of Business & Management - RIBM (2014), Vol.1(3) Yildirim & Erdem, 2014

Gaziosmanpasa ve Dokuz Eyliil Universitelerinde Veri Madenciligi / Kalite dersleri kendi
programlarinin yarisini olusturmaktadir. Siileyman Demirel Universitesi ders programi
siniflandirilan 9 farkli dersi de icermektedir. Mugla Universitesi ders programinda ise
Finans Matematigi tiirii dersler agirlik kazanmaktadir. incelenen lisansiistii tezlerin biiyiik
bir kismini Ureten Marmara ve istanbul Universitelerinde ders programlarinin Finans
matematigi ve Risk ol¢iimi hari¢ birbirine benzer yapida olmasi ilging bir ayrinti olarak
degerlendirilebilir.

4. SONUG

Sayisal Yontemler Bilim Dalinda yliksek lisans ve doktora egitimi alacaklar icin referans bir
calisma olmasi amaciyla 2000-2012 yillari arasinda YOK Resmi internet sitesinden indirilen
190 lisansUsti tez galismasi temin edilerek incelenmis ve gesitli analizler yapilmistir. Dikkat
cekici bazi sonuglar asagida siralanmistir. (Tabii ki burada dikkate alinmasi gereken en
onemli faktorlerden birisi de s6z konusu (niversitelerin Sayisal Yontemler Bilim Dalindaki
gorevli 6gretim Uyeleri sayisidir. Bu calisma da bu faktérle ilgili herhangi bir veri
kullanilmamustir. ileri ki calismalarda daha saglikli sonuglarin alinabilmesi icin bu faktériin
dikkate alinmasi yerinde olacaktir.)

e istanbul Universitesi ve Marmara Universitesi'nin urettikleri toplam 113 tezin
Uretilen tum tezlerin %59’unu olusturmaktadir.

e istanbul Universitesi tarafindan hazirlanan 31 doktora tezi tiim doktora tezlerinin
%56’sin1 olusturmaktadir.

e 2007-2011 yillarinda Uretilen 106 lisansisti tezin toplam Uretilen tezlerin %78’ini
olusturmaktadir.

e Marmara Universitesi'nin 48 adet tez ile en fazla yiiksek lisans tezi Ureten
Universite olmasina karsilik sadece 2 doktora tezi Gretmistir.

e 35 adet lisansistii tez Istatistik uygulamalari ile ilgili olup tezlerin %25'ini
olusturmaktadir.

e statistik uygulamalar (izerine iretilen tezlerin yarisinin 2010 ve sonrasi
tamamlanmistir.

e Marmara Universitesi’nde iiretilen Yiiksek Lisans tezlerinin %60’ (48 tezin 29’u)
istatistik Uygulamalari ve Finansman — Risk Olciimii disiplininde yapilmistir.

e Ydneylem Arastirmasi & Matematiksel Modelleme ve istatistik uygulamalari
Disiplini ile ilgili Gretilen doktora tezleri genel olarak Uretilen doktora tezlerinin
yarisini olusturmaktadir.

o Tezlerin %73’Unun ikincil veri kullanilarak Gretilmis, bu oranin yiksek lisans igin
%75, doktora igin ise %83 oldugu belirlenmistir.

e Lisanistl tezlerde kullanilan verilerin % 82'si ikincil veri kaynagi olarak elde
edilmigtir.

e incelenen lisansistii tezlerin biylk bir kismini tireten Marmara Universitesi ve
istanbul Universitesi'nin ders programlarinin birbirine benzer yapida oldugu
gorilmustdr.
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e Doktora tezlerinin %78’inin, ylksek lisans tezlerinde ise %38’inin danismaninin
profesor oldugu belirlenmistir.

e Lisansiiti ders programlarinda; Istatistik, Matematiksel Modelleme, Veri
Madenciligi ve Kalite derslerinin Universiteler tarafindan en ¢ok tercih edilen
dersler oldugu goze carpmaktadir.

Bu ¢alismanin; 2000 — 2012 yillari arasinda Tiirkiye'deki Universitelerin Sayisal Yontemler
Bilim Dallarinda hangi derslerin verildigi konusunda ve akademik galismalarda énemli bir
¢iktiyr olusturan tezlerin genel yapisi hakkinda 6zet bilgiler vererek yeni galismalara isik
tutacagl distnilmektedir. Calisma, ayni zamanda akademik kariyerine Sayisal Yontemler
Bilim Dalinda devam eden veya etmeyi dislinen kisilerin, tez galismalarina baslamadan
once hangi tlr konularin 6n plana c¢iktigini gérmelerini de saglayacaktir. Boylece benzer
konular secildiginde, kendi tezlerinin ne gibi farkhliklar tasidigini vurgulayip, sectikleri tez
konularinin 6nemini saglikh bir sekilde ortaya koyarak daha 6zgilin bir ¢calisma yapmalarina
da yardimci olabilir. Yine akademik kariyerine bu alanda devam eden akademisyenler igin,
“Nicel Karar Yontemleri” altinda Yiksekdgretim Kurulunda dogentlik alani olarak
tanimlanmis ve oldukga genis bir yelpazede yeralan bu alanin gergevesinin daha net olarak
tanimlanmasinda fonksiyonel olabilir. Ayrica ¢calismanin benzerlerinin Universitelerin diger
Ana Bilim / Bilim Dallarinda da yapilmasi bu alanlarda faaliyet gosteren arastirmacilar
acisindan da faydali olabilir.
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Keywords ABSTRACT
Corporate social Today , with the increase of consumer consciousness features of products and the
responsibility, services they sought have considerably changed. The purchase preferences of
corporate social customers, which they have never thought of previously, have gained significance
responsibility projects, about how much companies have been aware of their social responsibilities and
500 largest what they have concerning their responsibilities. In this period, when competition
manufacturing firms, has increased considerably, it is clear that acting for the benefit of a society to
correspondence create distinctiveness through corporate social responsibility consciousness, shall
analysis. obviously provide companies with the opportunity for advantageous competition.
In this study, which aims to make the evaluation of the corporate social
responsibility projects, which are carried out within the scope of sustainability and
transparency, of “The Largest 500 companies of 2011 in Turkey”, published by
istanbul Chamber of Industry, it is determined that while the first 500 companies,
which are active in the field of training have the most corporate social responsibility
projects, but the energy sector has the fewest, while some of these companies
carry out their corporate social responsibility operations through foundations,
M14, L60, C19 majority of them carry out their activities without the need for foundations,
majority of these companies have not signed the United Nations Global Compact
Agreement, and it is hard to access to their activity reports in their web-site, only a
few stated that they compliance with the Corporate Governance Principles. In spite
of the fact that the number of establishments operating in the computer and
electronic sectors is small but they are rather sensitive in corporate social
responsibility. Another find of this study is that none of the coke and refined
petroleum product producers is sensitive to corporate social responsibility
operations.

JEL Classification

TURKIYE’DEKi iLK 500 iMALAT FIRMASININ YURUTTUGU SOSYAL
SORUMLULUK PROJELERi KONUSUNDA BiR ARASTIRMA

Anahtar Kelimeler OzZET

Kurumsal sosyal Glinimuzde tiiketicilerin bilinglenmesiyle tiriin ya da hizmette aradiklari 6zellikler
sorumluluk, de degismistir. Tuketicilerin dnceden aklinin ucundan gegmeyen, isletmelerin sosyal
kurumsal sosyal sorumluluklarinin ne kadar farkinda olduklari ve bu sorumluluklarindan dolayi neler
sorumluluk projeleri, yaptiklari satin alma tercihlerinde 6nem kazanmistir. Rekabetin arttig bu dénemde
500 blyuk imalat sirketi,  farkindalik yaratmak amaciyla kurumsal sosyal sorumluluk bilinciyle toplum
uygunluk analizi. yararina hareket etmenin isletmelere rekabet avantaji saglayacagi agiktir.

istanbul Sanayi Odasi tarafindan yayinlanan “2011 Tiirkiye’nin En Biyiik 500 imalat
Sirketi” nin strdirdlebilirlik ve seffaflik kapsaminda yurittigd kurumsal sosyal
sorumluluk projelerini degerlendirmeyi amaglayan bu ¢alismada; Turkiye'nin ilk 500
sirketinin en ¢ok egitim alaninda en az ise enerji alaninda kurumsal sosyal
M14, L60, C19 sorumluluk projesinin oldugu, sirketlerin bir kisminin kurumsal sosyal sorumluluk

¢alismalarini vakiflar araciligiyla yirttirken ¢ogunun vakiflara ihtiyag duymaksizin

JEL Siniflandirmasi
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yurittiga, sirketlerin  biyik ¢ogunlugunun Kiiresel ilkeler Sézlesmesi’ni
imzalamadigl ve web sitelerinde faaliyet raporlarinin kolay ulagilabilir olmadigi, ¢ok
az firmanin Kurumsal Yénetim ilkelerine uyumlarini beyan ettikleri sonucuna
ulagilmistir. Bilgisayar ve elektronik sektoriinde faaliyette bulunan sirketlerin az
sayida olmasina ragmen kurumsal sosyal sorumluluk konusunda oldukg¢a duyarl
olduklari, kok kdmiiri ve rafine edilmis petrol driinleri imalati ile ugrasan firmalarin
higbir kurumsal sosyal sorumluluk faaliyetine duyarli olmadiklari galismanin diger
bir bulgusudur.

1. GiRiS

Bugiin iyi bir kurum olabilmek sosyal sorumluluk bilincinde olmaya bagldir. Sirketler
cevrelerini nasil etkilediklerini saptamali ve Ulkenin hem sosyal hem ekonomik gelisimine
katkida bulunacak projeler gelistirmeli ve sosyal sorumluluga énem vermelidir. Sirketler
yapacaklari sosyal sorumluluk projeleriyle ayni zamanda paydaslariyla da baglarini
glclendirecektir. Toplumsal gelisme ve degismelerle sosyal sorumluluk bilinci bugiin
giderek artmaktadir ve 6nemi daha iyi anlasilmaya baslamstir.

Sosyal sorumluluk, bir isletmenin kaynaklarini toplum yararina kullanmasidir (Stahl ve
Grigsby,1997). Davis ve Blomstrom (1971)’'a goére, sosyal sorumluluk; karar verme
strecinde kisisel-kurumsal karar ve faaliyetlerin tim sosyal sistem (zerinde yaratacagi
etkileri degerlendirme zorunlulugudur. Kurumsal Sosyal Sorumluluk (KSS), isletmelerin
toplumun deger yargilarina ve normlarina uygun bir sekilde hareket ederek, her seyden
once karsiliginda dogrudan bir fayda beklemeksizin gonilli olarak faaliyette bulunmasidir
(Ozlipek, 2004). KSS, isletmelerin davranislarini topluma zararli faaliyetler agisindan
sinirlayan ve insan yasaminin iyilestirilmesi icin katkida bulunmaya zorlayan, toplum yarari
icin tarafsiz bir sorumluluk hissidir (Thomas, 1967). KSS, isletmeyi etkileyen yasal,
teknolojik ve ekonomik gliclerin yaninda sosyal sistem faktérlerinin de 6nceden tahmin
edilmesi ve uyum saglanmasi sirecidir (Stark,1993). Sosyal sorumluluk uygulamalari refah
ve sagligin yani sira psikolojik ve duygusal ihtiyaglarla da ilgilenir (Kotler ve Lee, 2006).
Genel kabul gérmiis ii¢c adet KSS kavramindan bahsedilmektedir. ilki, “oyunun kurallari
icinde, acik ve 6zgir bir rekabet ortaminda kari arttirmaya yonelik faaliyetleri stirdiirmek”.
ikincisi, “yéneticilerin isletme i¢ ve dis musterilerine karsi sorumluluklari”’, son olarak da
“yoneticinin, cevrede olup biten degisiklikleri tahmin ederek, problemlerden kaginma,
orgltsel amaclari toplumun amaclari ile birlestirme, isletmenin ve toplumun karsilikh
menfaatlerini koruma ve gelistirme sorumlulugudur”. Ayrica istekli olarak gergeklestirilen
okul, yurt, kiitiphane agma gibi faaliyetler de isletmelerin sosyal sorumluluklarindandir
(Arikan, 1995).

Kurumsal sosyal sorumlulugun kapsami hakkinda net bir sey sdylenememektedir. Clinki
KSS’nin kapsami; sosyal,ekonomik,politik gibi bircok faktérden etkilenerek degismistir.
Gecgmisten bugiine incelendiginde dnceden tek amaglari karlarini maksimize etmek olan
sirketlerin, buglin ise sadece amaglari kar olan kuruluslar olmaktan 6te birer sosyal varhk
gibi davranip ekonomik sorumluluklarinin yaninda sosyal sorumluluklarinin da olmasi
kaginilmazdir. Bu arastirmanin amaci, Tarkiye'nin ilk 500 biytk imalat firmasinin
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yUrattigu KSS projelerini arastirmak, yapilan projeler hakkinda bitiinsel bir degerlendirme
yapmak ve Tirkiye’de konu ile ilgili farkindaligin artmasina yardimci olmaktir.

2. LITERATUR ARASTIRMASI
2.1. Sosyal Sorumluluk Alanindaki Uluslararasi Standartlar

Sosyal sorumlulukla ilgili bircok Ulkede uluslararasi diizenlemeler yapilmistir. Bu
prensipler, diizenleme ve standartlardan bazilari Caux Prensipleri, SA 8000, Birlesmis
Milletler Kiresel Sozlesmesi, FTSEAGOOD Endeksi, Kiiresel Kurumsal Vatandaslik Bildirgesi,
AA1000 Standardi, Kiresel Raporlama Girisimidir. Bu bolimde s6z konusu standartlar
kisaca gozden gegirilecektir.

Caux ilkeleri, Caux Yuvarlak Masa (Caux Round Table) adi verilen bir girisim tarafindan
gelistirilmistir ve tim paydaslarin toplumsal sorumluluga katkida bulunmasini éneren bir
genel kurumsal sosyal sorumluluk girisimidir.

SA 8000 Standardi 1997 yilinda Ekonomik Oncelikler Konseyi’nin bir alt kurulusu olan
Ekonomik Oncelikler Konseyi Akreditasyon Makami’nin himayesinde, isci sendikalari, insan
haklari ve cocuk haklari 6rgitleri, akademisyenler ve isverenlerin bulundugu bir grup
organizasyon tarafindan, temel haklarinin garanti altina alinmasi amaciyla isletmeler icin
gelistirilmistir.

Birlesmis Milletler Kiiresel ilkeler Sézlesmesi (Global Compact), Birlesmis Milletler Genel
Sekreteri Kofi Annan tarafindan ilk olarak 31 Ocak 1999 tarihinde Diinya Ekonomik
Forumu’nda yaptigl konusma sirasinda dnerilmis ve 26 Temmuz 2000 tarihinde Birlesmis
Milletler merkezinde baslatilmistir (Argiiden, 2012). Kiiresel ilkeler Sézlesmesi’nin 10 ilkesi
insan haklari, is¢i haklari, cevre ve yolsuzlukla micadele alaninda evrensel olarak kabul
gormis beyannamelerden alinmis olup, kiresel ilkeler s6zlesmesi sirketlerden bu ilkeleri
kavramalarini, desteklemelerini ve uygulamalarini beklemektedir
(http://www.mtso.org.tr/jtr/index.php?option=com _content&view=article&id=1350:bm-
kueresel-lkeler-soezlemesi&catid=53:haberler&Itemid=50).

Kiiresel ilkeler Sézlesmesi’ ni imzalamanin tek zorunlulugu her sene kurumun bu ilkeler
cercevesinde yaptiklarini kamuoyuna acik bir rapor ile duyurmasidir. Bu gerekliligi yerine
getirmeyenler igin ise tek bir yaptirim vardir, o da listeden c¢ikarilmaktir. Cok basit gdziiken
ve etkinligi distk goziken bir yaklasim olmasina ragmen, imzalayan sirketlerin bu ilkeler
cercevesindeki faaliyetlerini disiplin altina almalarina, élgmelerine, her sene kendilerini
gelistirecek yeni hedefler belirlemelerine ve kamuoyunun 0Oniine sunmalari nedeniyle
aykiri olabilecek davranislardan daha biylk bir dikkatle kacinmalarina neden olmaktadir.
Bu nedenle Kiiresel ilkeler Sézlesmesi diinyadaki en yaygin gonilli sorumluluk projesi
haline gelmektedir (Argliden, 2012).

FTSE4AGOOD Endeks FTSE, Financial Times Gazetesi ve Londra Borsasi isbirligi ile 1995

yilinda kurulmus bir organizasyondur ve sosyal sorumluluk sahibi sirketlerde yatirimlari
kolaylastiracak birtakim kiyaslamalar ve ticari endeksler icermektedir (Korkmaz, 2009).
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2.2. Tiirkiye’ De Kurumsal Sosyal Sorumluluk

Politik, finansal, kiltlrel ve egitim gibi sosyal yapilar arasinda zaman iginde gerceklesen
etkilesim KSS’ nin ortaya cikmasinda ve (lkelerin kendine has KSS niteliklerinin
belirlenmesinde 6nemli rol oynamistir (Matten ve Moon, 2008). Dolayisiyla, Tiirkiye'nin de
KSS anlayisi ve 6zellikleri kendine 6zglidur.

Turk insani ve isletmeleri aslinda KSS kavramina yabanci degildir. Sivil toplum kuruluslari
ve meslek oda ve birlikleri 6nemli bir birikime sahiptir ve sosyal ac¢idan sorumlu
davranislarin yerine getirilmesinde biylk bir miras devretmislerdir. Osmanli Devleti
doéneminde yizyillar boyunca ilk sivil toplum kurulusu unsuru oldugu dusinilen vakiflar ile
mesleki bir 6rgit bicimi olan ahilik teskilati, toplumda sosyal agidan sorumlu davranislarin
gelistiriimesini saglamistir (Ers6z, 2007). Sermaye piyasalarimizin 1989’da uluslararasi
piyasalara agilmasiyla birlikte, uluslararasi piyasalarla entegrasyonu saglama amaci ile
Sermaye Piyasasi Kurulu, 2003 yilinda Kurumsal Yénetim ilkeleri’ni yayinlamistir. OECD’nin
1999 yilinda yayinladigi Kurumsal Yénetim ilkelerini baz alan bu ilkeler, OECD’nin 2004 yili
diizenlemelerini icerecek sekilde 2005 yilinda yapilan son diizeltmelerle mevcut seklini
almistir. Bu ilkeler dogrultusunda KSS faaliyetlerine iliskin agiklama yapma prensibi ilk defa
Tirk is dunyasinin kural ve diizenlemeleri arasina girmistir (Ertuna ve Tikel, 2009).
Kurumsal Yonetim ilkelerinin uygulanmasi istege baghdir ve “uy ya da agikla” yaklasimina
dayanmaktadir. Sirketler ilkelerle uyum saglayamiyorsa nedenlerini agiklamak zorundadir
(Altintas, vd., 2007).

Capital dergisi tarafindan 2005 yilindan bu yana sosyal sorumluluk liderleri
belirlenmektedir. Bu belirlenen liderler incelendiginde holdinglerin baskin bir durumda
oldugu dikkati cekmektedir. Bu durum holdinglerin toplumdaki giiclerinin gbstergesidir.
Cogu Turk sirketi sosyal sorumlulugu sponsorluk ve halkla iliskiler faaliyeti ile bir tutmakta,
ancak sirketlerin KSS anlayiginda “ileriye dogru olumlu bir gelisme egilimi” oldugu da
gozlenmektedir. Toplumun is diinyasindan egitim, saglk, cevre ve aile i¢i siddet
konularinda destek ve c¢aba beklediginin farkina varan pek ¢ok sirket glinimiizde bu
alanlarda etkin ¢oziimler sunan calismalar yuritmektedir. KSS bilincinin yukselmekte
oldugunun bir gostergesi, her sene artan sayida sirketin Birlesmis Milletler (BM) Kiiresel
ilkeler Sézlesmesi’'ni imzalayip, bunun geregi olan raporlamalari kamuya agik bir sekilde
yayinlamasidir. Rapor tarihi itibariyle s6zlesmeyi imzalayan toplam 111 Turk sirketi vardir.
Medya kuruluslari da gerek sorumlu sirketlerin olumlu ¢alismalarina yayin organlarinda yer
vererek gerekse birebir kendileri, sirket olarak c¢alismalar yiriterek KSS'ye destek
vermekte; medyanin bu olumlu g¢abalar da KSS konusunda biling ve kalite seviyesini
artirmaktadir (Ozturan, 2009). Tiirkiye’de KSS uygulamalarina iliskin yasal bir belge olarak
degerlendirilebilecek tek belge “Kurumsal Yonetim ilkeleri”dir (G&cenoglu ve Onan,
2008).

3. ARASTIRMANIN YONTEMI

Bu arastirmanin amaci, Turkiye’nin ilk 500 blylk imalat firmasinin yirittGgi KSS
projelerini arastirmak, yapilan projeler hakkinda bitinsel bir degerlendirme yapmak ve
Turkiye’de konu ile ilgili farkindaligin artmasina yardimci olmaktir. Arastirma, 1SO 2011’
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deki ilk 500 imalat sirketin timiniU kapsamaktadir. Calismada ilk 500 sirketin secilmesinin
nedeni bu firmalarin Gretimden satis, satis hasilati, yaratilan katma deger, ihracat, varliklar
toplami, 6zkaynak tutari, donem Kkari, istihdam gibi kriterlere gore belirlenmesidir. Bu
kriterlere gore secilen ve Tilrkiye'nin ilk 500 imalat sirketi olma tGnvanina sahip sirketlerin
kurumsal sosyal sorumluluk projeleri yliritmesi ve konuya 6nem vermesi beklenmektedir.

Bu arastirmayi yaparken, sirketlerin kendi web sitelerinden ve amaci Tirkiye'de
gerceklestirilen KSS projelerinin bilinirligini artirarak, projelerin daha fazla kisiye
ulasmasina ve konu hakkindaki farkindaligin artmasina katkida bulunmak olan
www.kurumsalsosyal.com adli web sitesinden, Kurumsal Sosyal Sorumluluk Dernegi web
sitesinden, KSS magazin, KSS Tirkiye Endeksi, Tirkiye Kurumsal Sosyal Sorumluluk
Degerlendirme Raporlari, Sivil Toplum Endeksi Projelerinden (STEP) ve glincel birgok yerli
ve yabanci yayindan yararlaniimistir.

Arastirmada 6ncelikle, istanbul Sanayi Odasi (ISO) tarafindan yayinlanan”2011 Tirkiye’nin
En Biyik ilk 500 imalat Sirketi” nin kendi web sitelerinden, KSS adi altinda siireklilik
iceren projeleri, bu projelerin hangi alanlarda oldugu, sirketlerin faaliyet alanlari, kurumsal
birer vatandas olma yolunda bu sirketlerin kaginin seffaflik ilkesi dogrultusunda finansal
raporlarini yayinladiklari ve kurumsal yonetim ilkelerini benimsedigini belirten beyaninin
olup olmadigi tek tek incelenmistir. KSS, klasik anlamdaki hayirseverlikten farkhdir. Klasik
anlamdaki hayirseverlik sorunlara kisa vadeli ¢c6ziimler bulmakta, ancak egitim, yoksulluk,
saglik vs. gibi basa cikilmasi zor sorunlara uzun vadede ¢6zim bulamamaktadir. KSS’de,
seffaflik ve sireklilik esastir. Bundan yola cikarak, veri toplanirken seffaflik ve streklilik
temalari arastirmanin varsayimi olarak ele ainmistir. Diger bir ifadeyle, firmalar tarafindan
yuriatilen ancak siirekli olmayan projeler bu arastirma kapsami disinda birakilmistir.

4. BULGULAR

Frekans Dagilimlarina iliskin Bulgular

Turkiye'nin En Bilylk 500 Sirketinin faaliyet alanlarinin dagilimi incelendiginde, besyiiz
firmadan 89’unun gida Uriunleri imalati, 72’sinin diger imalatlar, 66’sinin metal Urinleri
imalati, 62’sinin yapi, 42’sinin titin Grlnleri imalati, 28’inin temel eczacilik Grinleri
imalati, 24’inln tasit imalati, 24’inlin enerji, 21’inin kok komiiri ve rafine edilmis petrol
Urlnleri imalati, 15’inin bilgisayar, elektronik ve optik Grlinlerin imalati, 9’unun kimyasallar
ve kimyasal Urinlerin imalati, 8'inin tekstil Grinleri imalati, 8'inin agag, agag Urlinleri ve
mantar Urinleri imalati, 8'inin icecek Grlnleri imalati, 6’sinin kagit ve kagit Grlnleri imalati
yaptigi goérulmuistlr. Ayrica bu 500 firmadan 18’i ismini belirtmek istemedigi icin
faaliyetleri de belli degildir. Genel olarak degerlendirildiginde, 500 firmanin buyik
¢ogunlugunun gida Grlnleri imalati yaptigl, en az sayida kagit ve kagit Grlnleri imalati
yapan firma oldugu, 18’inin ise faaliyetlerinin belli olmadigi gérilmistir.

Arastirma kapsamindaki 500 firmanin %96.4 ile biyik bir ¢ogunlugu kurumsal sosyal
sorumluluklarinin bilincinde olduklarini ifade ederken, %3.6’s1 ise boyle bir ifadeye yer bile
vermemistir. Firmalarin yurittigu veya tamamladigi KSS projelerinin alanlara gore daglimi
Tablo 1’de verilmistir. En fazla KSS projesinin egitim alaninda yapildigi ve bunu gevrecilik
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projelerinin izledigi goriilmektedir. Hicbir siniflandirmaya girmeyen projelere bagislar da
dahildir.

Calismada bazi firmalarin vakiflar kurdugu, bu vakiflara 6denek ayirip bu vakiflar
aracihgiyla firmalarin KSS faaliyetlerinde bulundugu gorilmistir. Bundan yola cikarak
firmalarin ylzde kacginin vakiflar araciligiyla KSS faaliyetinde bulundugu incelendiginde
firmalarin sadece %2.4’ iiniin kurduklari vakiflar vasitasiyla KSS projelerini siirdlirmekte
oldugu ortaya ¢ikmustir. Firmalarin %2.8’i Birlesmis Milletler Kiiresel ilkeler Sézlesmesini
imzalayarak 10 KSS ilkesini takip etme s6zl vermistir, %97.2’si ise bu sodzlesmeyi
imzalamamistir.  Firmalarin %14’G web sitelerinde yillik faaliyet raporlarina yer verip
faaliyetlerini paydaslariyla paylasirken, paydaslariyla iletisimin en énemli kaynaklarindan
olan web sitelerinde %86 ’si faaliyet raporlarina yer vermemistir.

Tablo1: Alanlara Gore KSS Dagilimi

KSS Projelerinin uygulandigi alan KSS Projesi
Var Yok

Egitim 16.8 83.2
Kultir —sanat 3.8 96.2
Cevre 9.0 91.0
Tarih 2.0 98.0
Saglik 6.4 93.6
Enerji 0.8 99.2
Diger 10.4 89.6

Firmalarin kurumsal varlklarini siirdirmek icin kurumsal yonetimi benimsemeleri ve
ilkelerine uymalari ¢ok oOnemlidir. Calismamizdaki firmalarin %8.2’si web sitesinde
kurumsal yonetim ilkelerine uydugunu beyan ederken %91.8'i bildirmemistir. Bu da
firmalarin seffaflik, adillik, hesap verebilirlik, sorumluluk gibi ilkeleri temel alan kurumsal
yonetim konusundaki yetersizligi géstermektedir.

Arastirmamizdaki 500 firmadan %15’inin 1-3 KSS faaliyet sayisi bulunurken, %6.2’ sinin 4-6
KSS faaliyeti, %2.4’Unln 7-10 KSS faaliyeti, %1.4’Gnin 10’dan fazla KSS faaliyeti
bulunmaktadir. 500 firmadan %75’inin ise KSS faaliyeti yoktur.

Basit Uygunluk Analizine iligkin Bulgular

Firmanin faaliyet alani ile egitim konusunda KSS projesine sahip olma durumu arasindaki
iliskiyi incelemek amaciyla yapilan basit uygunluk analizi sonucunda birinci ve ikinci
boyutlarin varyansin sirasiyla %59.9 ve %40.1'ini acikladigi gortlmistir. Sekil 1
incelendiginde;
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Sekil 1: Faaliyet Alani ve Egitim Alanindaki Proje Sayisi Arasindaki iliskinin

Grafiksel Gosterimi

© Egitim faalivet sayisi

@ Firma kodu

1.0 bir faaliyet var
=]
B yap!
. enerji L ]
05 Tastimalati  ® faaliyeti beli olme]
[ Gida drinleri imalat .
Temel eczacilk Grin =
Adac adac Orinleri v g fgallyet s
0,09 TGtin Gronleri imala®
Kimyasallarn ve kim Ka.ﬂ we kagr arinl .
. g g Diger imalatiar
o ®  Teksti Grinleri ima
g- -0,54 Kok kémird ve rafine
IZI°:I X Metal Griinleri imala
Igecek Grinleri imal
[ ]
1,09
== 2 faaliyet var
L ]
15 Elilgisa:arlarln,EIek
20 T T T T T
20 RN 1.0 05 00 0s 10
Boyut1
e Tasit imalati, enerji, yapi sektoriinde faaliyet gosteren firmalarin sadece birer adet
egitimle ilgili KSS projesinin bulundugu,
e  Gida Urlnleri imalati, eczacilik, agag Urinleri, titln Griinleri ve tekstil Griinleri imalati
alaninda faaliyet gosteren firmalarin egitimle ilgili bir KSS projesinin bulunmadig,
[ )

icecek Urinleri, bilgisayar ve elektronik sektoriinde faaliyette bulunan firmalarin

egitime iliskin 2 veya daha fazla KSS projesi yurittigu, soylenebilir.

Faaliyet alanlarina gore firmalarin kiltlr-sanatla ilgili yaptiklari projelerin sayisi Sekil 2’de
goriilmektedir. icecek Uriinleri imalatinda faaliyet gdsteren firmalarin kiltiir-sanat
alaninda ikiden fazla KSS projelerinin bulundugu, yapi, eneriji, titin Grinleri imalati, metal
Urlnleri imalati, diger imalatlar, tasit imalati, gida Grtnleri imalati, kok komiri ve rafine
edilmis petrol Grlnleri imalati, tekstil Grlnleri imalati, aga¢ ve agac¢ Urlnleri imalati
faaliyetinde bulunan firmalarin kiltiir-sanat alaninda hi¢ KSS projelerinin bulunmadigi

aciktir.
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Sekil 2: Faaliyet Alani ve Kiiltiir-Sanat Alanindaki Proje Sayisi Arasindaki iliskinin
Grafiksel Gosterimi

4 @ Firma kodu
@ Kltir-Sanat faaliyet sayisi

Kagt ve kagt drinl
= S i ylekstil Grinleri ima
praag agac urunfl:;li\;e’(i belii olmao Qvapg{ok k&miiri ?re_ rafine
Gida Griinleri imalst g@hjc faaliyet yok =g =0 ¥ iarnn Siek
Metal Griinleri imalag  ©Totn drinleri imala Igecek drinleri ima
Diger imalatlarg, enerji e o
Tast imalat ® == 2 faaliyet var

Boyut 2

o

1

-2
bir faaliyet var
.

=3 I | T T T T

Firma Kodu ve Saglk Alanindaki KSS Projelerine iliskin Uygunluk
Analizinin Bulgular

Saglik alanindaki KSS projeleri konusunda Sekil 3’ten;

e  Agac ve agac Urinleri Grlnleri imalati, kagit ve kagit Grlnleri imalatinda faaliyet
gosteren firmalarin saghk alaninda 2’den fazla KSS projesinin bulundugu,

e Bilgisayar, elektronik ve optik Uriinler imalati, temel eczacilik Grilinleri imalati,
icecek Urlnleri alaninda faaliyet gosteren firmalarin saghk alaninda 1 adet KSS
projesinin bulundugu,

e Yapi, enerji, diger imalatlar, gida Urinleri imalati, tasit imalati, titin Grdnleri
imalati, tekstil Grinleri imalati, kok komiirii ve rafine edilmis petrol Urlnleri
imalati, kimyasal madde imalati faaliyetinde bulunan firmalarin saglik alaninda
hic KSS projelerinin bulunmadigi soylenebilir.
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Sekil 3: Faaliyet Alani ve Saglik Alanindaki Proje Sayisi Arasindaki iliskinin

Grafiksel Gosterimi

1

@ Firma kocu

Adag adag Urinleri v
[ ]
Kagt ve kagt Grinl
= 2 faaliyet var
]

Boyut 2

-29

3

[ ]
Kok kBmird ve rafine

Kimyasallann ve kimfaaliyeti belli olmaj
Tekstil Grinleriimag
Tittiin Grinleri imala® Diger imalatlar
yapl. ]
hic; faaliyet yoi @ ®eneri
Metal Grinleri imala®
Gida Grnleri imalate
Tast imalat
igecek drinleri imal
Temel eczacilik drin =
Bilgisayarlarin Elek

hir faaliyet var
L[]

-4 T T

® saglik faalivet sayisi

Boyut 1

Coklu Uygunluk Analizine iliskin Bulgular

Bu bolimde, arastirmaya ait U¢ degisken arasindaki iliskiler ¢oklu uygunluk analizi
sonuglari ile irdelenmekte ve sonuglari yorumlanmaktadir. Firma kodu (Firmanin faaliyet
alani), faaliyet raporunun olup olmamasi ve yiratttgu toplam KSS sayisi arasindaki iliskiyi
incelemek amaciyla yapilan ¢oklu uygunluk analizi sonuglarina goére 6zdegerler A, = 1.65

(varyansi agiklama orani %55) ve A,=1.40 (varyansi agiklama orani % 43)

olarak

bulunmustur. Bu durumda gercek grafik ile elde edilen iki boyutlu grafik arasindaki
uyumun ¢ok iyi oldugu soylenebilir (Filiz ve Cemrek, 2007).
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Sekil 4: Faaliyet Alani, Toplam KSS Sayisi ve Faaliyet Raporunun Varligina Gore
Sirketlerin Durumu
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Sekil 4’den;

. Kagit ve kagit Grinleri imalati yapan firmalarin, yapi firmalarinin, enerji firmalarinin,
kimyasal Urin Greten firmalarin genellikle 1-3 arasinda KSS faaliyeti ylrittigi ve
faaliyet raporlarinin bulundugu,

. Bilgisayar ve elektronik alaninda faaliyet gosteren firmalarin en fazla KSS projesi

ylriten firmalar oldugu,

. Titln Granleri imalati yapan firmalari, gida Gretimi firmalari ile agag ve agag Grlnleri
imalati yapan firmalarin 4-6 ve 7-10 arasi KSS projesine sahip oldugu ve faaliyet
raporlarinin bulunmadigi,

[ )

ilgilenmedikleri, goriilmektedir.

Sekil 5’den asagidaki sonuglar gikartilabilir:

Kok kémiri ve tekstil Griinleri imalatiyla ugrasan firmalarin KSS projeleri ile pek

Bilgisayar, elektronik firmalari ile icecek imalati yapan firmalar 10’dan daha fazla KSS

projesi yapmislardir ve kiiresel ilkeler sdzlesmesini imzalamislardir.

Yapi, tasit, titln Grinleri imalati, eczacilik, metal Urinleri imalati yapan firmalar 1-3

KSS projesi grubundadir ve kiresel ilkeler s6zlesmesini imzalamamislardir.
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Sekil 5: Faaliyet Alani, Toplam KSS Sayisi ve Kiiresel ilkeler S6zlesmesine Gore
Sirketlerin Durumu
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e  Agac ve agag Urlinleri, gida GrUnleri imalati, eczacilik sektoriinde faaliyet gdsteren
firmalar 4-6 veya 7-10 KSS faaliyeti yapmaktadirlar ancak kiiresel ilkeler
sozlesmesini imzalamamislardir.

o Kok kdmdirl dreten ve tekstil Grinleri Ureten firmalar bitliin gruplasmalarin
disinda kalmislardir.

5. SONUC

isletmeler yapmis olduklari kurumsal sosyal sorumluluk uygulamalariyla toplumu
disunduklerini, dnemsediklerini, ekonomik hedefleri disinda amaglarinin da oldugunu
gdstermektedirler. Bu calisma, istanbul Sanayi Odasi tarafindan yayinlanan “2011
Tirkiye’nin En Biiyiik 500 imalat Sirketi”’ raporunda belirtilen 500 firmanin siirdiiriilebilirlik
ve seffaflik kapsaminda yirittighd kurumsal sosyal sorumluluk projeleri icin bir
degerlendirme yapmayi amaclamaktadir.

Arastirma bulgularindan, ISO tarafindan 2011’de Tirkiye’nin En Blyilk 500 sirketi olarak
ilan edilen sirketlerin kurumsal sosyal sorumluluk konusundaki projelerinde iyi 6rnekler
oldugu gorilmistlr. Ancak sirketlerin ¢cogunlugunun bazi projeler yiritmelerine ragmen
surdirulebilirlik 6zelligi tasimamasi nedeniyle bu projelerin kurumsal sosyal sorumluluk
calismasi kapsaminda degerlendirilemeyecegi séylenebilir.
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Yapilan analizler sonucunda, Tirkiye’nin ilk 500 imalat sirketinin beklenenin aksine,
kurumsal sosyal sorumluluk alanindaki uygulamalarda son derece yetersiz kaldigi, kisa
vadeli, surdirilebilirligi olmayan bazi projeler yaptigl, ancak henliz kurumsal sosyal
sorumluluk bilincinin yerlesmedigi séylenebilir. Firmalarin %96.4’U misyon ve vizyonlarinda
“toplumsal sosyal sorumluluklarimizin bilincindeyiz veya kurumsal bir vatandas olmanin
bilincindeyiz” ifadesine yer verdikleri halde uygulamada bu s6zlii goz ardi ettikleri
goriilmektedir. Cok az sayida sirketin Kiiresel ilkeler S6zlesmesini imzaladigi ve yine ¢ok az
sirketin Sermaye Piyasasi Kurulu tarafindan yayinlanan Kurumsal Yénetim ilkeleri’ni
benimsedigi, bu sirketlerin bilgisayar ve elektronik alaninda faaliyet gosteren firmalar ile
icecek sektoriinde faaliyet gosteren firmalar oldugu arastirmanin énemli bir bulgusudur.
Keza bu sektordeki firmalar en fazla kurumsal sosyal sorumluluk projesine sahip
firmalardir. Kok komirl imalati ve tekstil Grinleri imalati alaninda faaliyet gosteren
sirketlerin ise kurumsal sosyal sorumluluk projelerinin olmadigi bulgusu ise oldukca
ilginctir.

Kurumlar birbirinden bagimsiz, birtakim projeler yapmaktadirlar. Ancak bu projelerin
kurumsal sosyal sorumluluk projesi olarak nitelendirilebilmesi icin bu projelerin seffaf ve
surdirulebilir olmasi gerekmektedir. Yapilan kurumsal sosyal sorumluluk projeleri ise
birkaci hari¢ kamuoyu tarafindan bilinmemektedir ve henliz ¢cok yetersiz bir diizeydedir.
Tirkiye'nin bes yiiz blylk sirketi bile uluslararasi standartlarda ¢ok az projeye sahiptir.
Kurumsal sosyal sorumluluk konusundaki farkindaligi arttirmak igin bu alandaki mevcut
kurumlarin ve basarili uygulamalarin desteklenmesi gerekmektedir. Hatta yeni kurumlar
olusturmak ve projeleri tek merkezden yiriitmek fayda saglayacaktir.
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Keywords ABSTRACT

Distributive justice, The purpose of this study is to identify the impact of employees’ perception of
procedural justice, organizational justice on their organizational identification. Blue-collar employees
interactional justice, working in the ship building industry in Turkey are selected as the main target of
organizational this study. Of the 2000 questionnaires distributed, total of 464 were returned and
identification. analyzed. The results indicate that distributive justice and interactional justice have

o . direct positive influence on organizational identification. On the other hand, the
JEL Classification results also yield that prosedural justice has no meaningful influence on
M12, D23, D63 organizational identification.

ORGUTSEL ADALET ALGILARININ ORGUTSEL OZDESLESME UZERiINDEKI
ETKILERI

Anahtar Kelimeler  OZET

Dagitimsal adalet, Bu ¢alismanin amaci, orgitsel calisanlarin orgitsel adalet algilarinin orgitsel
prosediirel adalet, ozdeglesmesini ne sekilde etkiledigini ortaya koymaktir. Arastirmada Tirkiye'de
etkilesimsel adalet, gemi insa sektorindeki mavi yakal c¢alisanlar hedef kitle olarak secilmis, dagitilan
orgltsel 6zdeslesme. 2000 anketten 464 adedi geri alinarak analiz edilmistir. Calismanin sonucunda,

“dagitimsal adalet algisi” ve “etkilesimsel adalet algisi”nin orglitsel 6zdeslesmeyi
JEL Siniflandirmasi pozitif yonde etkiledigi bulunmustur. Bunun aksine, “prosedirel adalet algisi”nin ise
orgutsel 6zdeslesme (Uzerinde istatistiksel olarak anlamli bir etkisinin olmadig
M12, D23, D63 y $'es g
ortaya konulmustur.

1. GiRiS

Bilgi teknolojilerinin 6rgitlerin kiiresellesmesini oldukca hizlandirdigl glinlimiziin, belirsiz,
karmasik ve slrekli degisip gelisen is dinyasinda, 6rgitler var olabilmek icin sadece
teknolojiye degil, daha da 6nemlisi bu o6rgltlerin olusmasini saglayan insanlara yani
calisanlarina baglidir. Bu nedenle, tim o6rgitler, kendilerine sadik, baghhg! yiiksek, her
zaman gondllh olarak orgit cikarlari dogrultusunda hareket edecek insanlarla ¢alismak
arzusu ve arayisindadir.

Calistiklari  orgltte paylasilan ortak inanglari, tutumlari, degerleri ve amaglari tam
anlamiyla benimseyerek, oOrgitleriyle kendilerini  6zdeslestiren, yani o6rgiltsel
O0zdeslesmeleri yiksek olan ¢alisanlarin, 6rglite gonulll olarak her tirli destegi verecegi,
Orgutl cesitli platformlarda savunacagi ve 6rgiitiin amaglarina ulasmasi i¢in elinden gelen
cabayl gosterecegi degerlendirilmektedir. Tim bu davranislar da dolayl olarak,
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Uretkenligin ve verimliligin artmasini, maliyetlerin diismesini, daha yliksek seviyede
koordinasyon ve isbirligini, orgitiin ¢evredeki degismelere daha kolay adapte olmasini,
yani genel anlamda oOrgiitiin performansinin her alanda ylikselmesini saglayacak ortami
hazirlayacaktir.

Orgiitsel davranis alaninda yapilmis olan calismalar, &rgiitsel 6zdeslesmenin bircok
orgitsel ve davranissal kavram ve sireclerle etkilesim icerisinde oldugunu gostermektedir
(Orn., Dutton ve digerleri, 1994; Roueche ve Roueche, 1996; lyer ve digerleri, 1997;
Wiesenfeld ve digerleri, 1999; Van Knippenberg ve Van Schie, 2000; Miller ve digerleri,
2000; Bamber ve lyer, 2000; Brickson, 2000; Scott ve Lane, 2000; Pratt, 1998; Pratt ve
Foreman, 2000; Tyler ve Blader, 2001; Bartel, 2001; Polzer, 2002; Brown ve Starkey, 2000).
Bu calismada da, ¢alisanlarin orgiitsel adalet algilarinin, orglitsel 6zdeslesme Uzerindeki
etkilerini gostermek amacglanmistir.

2. ORGUTSEL OZDESLESME

Son vyillarda o&rgiitsel davranis literatiiriinde, “Orgiitsel Ozdeslesme (Organizational
Identification)”nin, kisinin kendisi ile calistig1 6rgit arasindaki bagi olusturmada temel rol
oynadigi konusunda bir fikir birligi olusmaya baslamistir (Ashforth ve Mael, 1989; Dutton
ve digerleri, 1994).

Orgiitlerin merkezi, kalici ve farkli karakteristikleri {izerinde calisanlarin sahip oldugu
paylasilan inang¢ ve tutumlar olarak tanimlanabilecek 6rgiitsel kimlik (Albert ve Whetten,
1985; Ashforth ve Mael, 1989; Mael ve Tetrick, 1992; Dutton ve Dukerich, 1991), 6rgutteki
¢alisanlar birarada tutan kritik faktorlerden biri olarak kabul edilmektedir (Wiesenfeld ve
digerleri, 1999). Dolayisiyla, paylasilan o6rgutsel kimligin olusmasini saglayan orgitsel
O0zdeslesme, calisanlarin 6rglitle olan sosyal ve psikolojik baglarini gostermektedir
(Wiesenfeld ve digerleri, 1999). Simon, orglitsel 6zdeslesmeyi, bireyin 6rgutsel amaglari
kendi amaglarinin yerine koymasi ve onlari benimsemesi sireci olarak tanimlamistir
(Simon, 1947). Orgiitsel 6zdeslesme, ayni zamanda calisilan 6rgiitle “bir olma” veya “bir
bltin olma” algisini temsil eder (Ashforth ve Mael, 1989: 21).

Dutton ve meslekdaslari tarafindan ortaya konulan yaklasimda ise, 6rglitsel 6zdeslesme,
bireyin orgitld tanimladigini disindGgii kavramlarla kendini ne kadar tanimladiginin bir
derecesidir (Dutton ve digerleri, 1994). Baska bir deyisle orglitsel 6zdeslesme, kisinin
kendisini tanimladigi kavramlarla orgiiti tanimladigi kavramlar arasindaki benzerligin
derecesidir.

3. ORGUTSEL ADALET ALGILARININ ORGUTSEL OZDESLESME iLE iLiSKisSi

Calisanlarin tutum ve davranislarini etkileyen ve yénlendiren en énemli faktérlerden olan
orgutsel adalet algilari ile, en az ayni derecede dneme sahip olan orgiitsel 6zdeslesme
arasindaki iliski son dénemlerde arastirmacilarin ilgisini ¢cekmektedir. Orgiitsel adalet
algilarinin alt boyutlarinin ¢alisanlarin orgitsel 6zdeslesmesi ile pozitif iliskisi oldugu cesitli
arastirmalarda ortaya konulmustur (Orn., McFarlin ve Sweeney, 1992; Sweeney ve
McFarlin, 1993). Bazi calismalarda dagitimsal adalet algisinin o6rglitsel 6zdeslesme
Uizerindeki etkisinin daha kuvvetli oldugu (Orn., Lowe ve Vodanovich, 1995), diger baz

254



Research Journal of Business & Management - RIBM (2014), Vol.1(3) Aksoy & Erturk, 2014

calismalarda da prosediirel adalet ile 6rgiitsel 6zdeslesme arasinda daha kuvvetli bir iliski
oldugu éne siiriilmistir (Orn., Masterson ve digerleri, 2000).

Brewer ve Kramer (1986), 6rgit icerisindeki gorevlerin ve odillerin ¢alisanlar arasinda adil
olarak dagitildigini disiinen, yani dagitimsal adalet algilari yiiksek olan, bunun yaninda bu
dagitima karar verilmesi esnasinda izlenilen siireclerin de yeterince adil olduguna inanan,
yani prosedirel adalet algilari kuvvetli olan ¢alisanlarin orgiitsel 6zdeslesmelerinin de
ylksek oldugunu belirtmislerdir.

Farh ve meslekdaslari (1997), Tayvanl iscileri konu aldiklar calismalarinda, calisanlarin
hem prosediirel hem de dagitimsal adalet algilarinin, orgiitsel 6zdeslesme diizeyini
dogrudan etkiledigini gostermislerdir. Moorman ve meslekdaslari (1993) da, olumlu
yondeki prosediirel ve dagitimsal adalet algilarinin, ¢alisanlarin orgitsel 6zdeslesmesini
pozitif yonde etkiledigini belirtmislerdir. Witt (1993) tarafindan bir askeri egitim
merkezinin calisanlar lzerinde yapilan arastirmada da, gérev dagitimina yonelik adalet
algilari ile orgitsel baghlik ve calisanlarin orgilitsel 6zdeslesmesi arasinda pozitif bir iligki
oldugunu ortaya konulmustur.

Masterson ve meslekdaslari (2000), calisanlarin olumlu 6rgitsel adalet algilarinin, érgiitsel
baghlik ve 6zdeslesme ile birlikte ise ve orglite yonelik olumlu davranislari ve duygulari
arttirici yonde etki olusturduklarini ifade etmislerdir. Huo ve meslekdaslari (2000)
tarafindan  gergeklestirilen bir baska c¢alismada da, calisanlarin  y6netimin
uygulamalarindaki adaletle ilgili algilari ve bunun sonucundaki olumlu degerlendirmeleri
ile 6rglitsel 6zdeslesmeleri arasinda pozitif yonde kuvvetli bir iliski oldugu gosterilmistir.

Sonug olarak, calisanlar tarafindan orgiit icerisindeki gérev ve 6dil dagitiminin, isleyen
sureglerin ve karsilikh etkilesimin adil oldugunun algilanmasi, c¢alisanlarin orgitsel
O0zdeslesmelerini artirict yonde etki yapmaktadir. Bu kapsamda test edilecek olan
hipotezler su sekildedir.

Hipotez 1: Dagitimsal adalet algisi 6rglitsel 6zdeslesmeyi pozitif yonde etkilemektedir.
Hipotez 2: Prosediirel adalet algisi 6rglitsel 6zdeslesmeyi pozitif yonde etkilemektedir.

Hipotez 3: Etkilesimsel adalet algisi 6rglitsel 6zdeslesmeyi pozitif yonde etkilemektedir.

4. ARASTIRMA METODOLOJISI

4.1. Veri Toplama Prosediirii ve Orneklemin Ozellikleri

Bu calismanin érneklem kiitlesini, gemi insa sektoériinde tam giin gcalisan ve mavi yakalilar
olarak da nitelendirilen is¢i personel olusturmustur. Dagitilan 2000 anketten 496’si
cevaplandiriimis olarak geri alinmis ve %24.8'lik bir geri donls orani elde edilmistir. Elde
edilen anketlerin 464 adedi kullanilabilir bulunmus ve 6ngorilen hipotezleri test etmek
Uzere analize tabi tutulmustur.

Arastirmaya katilanlardan demografik bilgiler haricinde herhangi bir kisisel bilgi
toplanmamistir. Analize tabi tutulan anketleri cevaplayanlarin yaslari 21 ila 54 arasinda
degismekte olup yas ortalamalari 38.18'dir. %98’i erkek olan bu ¢alisanlarin ortalama
kidem siresi 14.65 yil olarak tespit edilmistir. Calisanlarin %81’inin egitim seviyesi en az
lise mezunu diizeyindedir.
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4.2. Degiskenlere iligkin Kullanilan Olgekler

Bu calismada kullanilan degiskenlerin timi, 1-Kesinlikle Katilmiyorum ve 5-Kesinlikle
Katilyorum arasindaki 5’li Likert tipinde hazirlanan 6lgeklerle olgtilmstr.

Orgiitsel adalet algilarinin 6lgiilmesi maksadiyla Moorman (1991) tarafindan gelistirilen 20
soruluk 6lcek kullanilmistir. Dagitimsal adalet algis;, “is yikimin adil oldugunu
dustiniyorum” ve “Aldigim Uicretin adil oldugunu disliniiyorum” gibi ifadelerden olusan 5
soruluk olgek ile, prosedirel adalet algisi “Yoneticim kararlarini alirken dogru ve eksiksiz
bilgi toplar” ve “Yoneticim kararlarini tarafsiz bicimde alir” gibi ifadelerden olusan 6 soruluk
Olgek ile, etkilesimsel adalet algisi ise “Yoneticim galisan olarak sahip oldugum haklara saygi
gosterir” ve “Yoneticim bana dirust bicimde davranir” gibi ifadelerden olusan 9 soruluk
Olgek ile dl¢lilmistar.

Orgiitsel 6zdeslesmenin 6lgiilmesi icin ise, Cheney (1982) tarafindan gelistirilen ve Miller
ve meslekdaslari (2000) tarafindan revize edilen 12 soruluk 6lgek kullaniimistir. Bu 6élgek,
“Benim kisisel degerlerim ile kurumumun degerleri arasinda olduk¢a fazla benzerlikler
buluyorum” ve “Kurumumu, galisanlarinin ¢ogunun aidiyet duygusu hissettigi blyuk bir
aile olarak tanimlarim” gibi ifadeleri kapsamaktadir.

4.3. Faktor Analizleri, i¢sel Giivenilirlikler ve Degiskenler Arasi
Korelasyonlar

Degiskenlere iliskin faktor yapisini ortaya c¢ikarmak icin yapilan kesifsel faktér analizi
sonucu literatir ile paralellik gbsteren bulgular elde edilmistir.

Varimax donuslimli kesifsel faktor analizlerinin bulgularina gore orglitsel 6zdeslesmeyi
dlcen ifadeler %64.8’lik acgiklanan varyans ile tek bir faktér olusturmustur. Orgiitsel
Ozdeslesme Olceginin icsel glvenilirlik katsayisi (Cronbach’s Alpha Reliability Coefficient)
ise 0.92 olarak hesaplanmistir. Orgiitsel 6zdeslesme dlcegine iliskin faktor yiikleri Tablo
1’deki gibidir.
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Tablo 1: Orgiitsel Ozdeslesme Olgegine iliskin Faktor Yiikleri

Faktorler Faktor Yiikleri

Orgiitsel Ozdesleme (00)

Bu kurumun bir ¢alisani olmaktan gurur duyuyorum. 0.82

Kurumumdan arkadaslarima bahsederken, calisilacak mikemmel bir
yer olarak bahsederim.

0.68
Bu kurumun gelecegini gercekten 6nemsiyorum. 075
Bu kurumun c¢alisilacak bir yer oldugu hakkinda sicak duygulara 081
sahibim. '
L . . . . 0.76
Kariyerimin geri kalanini bu kurumda gegirmeye istekliyim.
Bu kurumun ortaya cikardigi seyler, kendini adamis insanlarin neler
basarabilecegine 6rnektir. 0.59
Kurumumu, calisanlarinin ¢ogunun aidiyet duygusu hissettigi buyilk 0.58
bir aile olarak tanimlarim.
Baska bir yerden ziyade bu kurumda calismayi sectigim icin cok 0.72
memnunum. '
e . 0.80
Kurumumun beni 6nemsedigini hissediyorum.
S S T 0.75
Bu kurumun toplumdaki imajinin beni iyi temsil ettigine inaniyorum.
0.76
Kendimi kurumum ile kolaylikla 6zdeslestiriyorum.
Benim kisisel degerlerim ile kurumumun degerleri arasinda oldukga
fazla benzerlikler buluyorum. 0.75
Toplam Agiklanan Varyans (%) 64.80

Orgiitsel adalet algilarini dlgen 20 sorunun faktdr analizi sonucunda, dagitimsal adalet
algisi Olgcegi %15.95’lik varyans ile tek faktor, prosediirel adalet algisi Olcegi %23.08’lik
varyans ile tek faktor ve etkilesimsel adalet algisi Olgegi ise %28.49’luk agiklanan varyans
ile tek faktoér yapisini olusturmustur. Agiklanan toplam varyans %67.52 olup, dagitimsal,
prosedirel ve etkilesimsel adalet algisi 6lceklerinin igsel glvenilirlik katsayilari sirasiyla
0.83, 0.92 ve 0.94 olarak tespit edilmistir.

Yapilan korelasyon analizlerine gore de degiskenler arasinda istatistiksel olarak anlamh
iliskiler tespit edilmistir. Orgiitsel 6zdeslesme (00), dagitimsal adalet algisi (DA),
prosedirel adalet algisi (PA) ve etkilesimsel adalet algisi (EA) degiskenlerine ydnelik

257



Research Journal of Business & Management - RIBM (2014), Vol.1(3) Aksoy & Erturk, 2014

tanimlayici istatistikler, degiskenler arasi korelasyonlar ve igsel givenilirlik katsayilari da
Tablo 2’de gosterilmistir.

Tablo 2: Degiskenlere iliskin Tanimlayici istatistikler Ve Korelasyon Katsayilari

Degiskenler Ort. St.Sap. 00 DA PA EA
00 4.04 .29 .92° - - -
DA 3.21 .26 .35 .83° - -
PA 3.22 14 28 A2** .92° -
EA 3.41 12 32 .36%* T1x* .94°
p<0.01 igin **

a

Degiskenin i¢sel guvenilirlik katsayisi (Cronbach’s Alpha Reliability Coefficient)

4.4. Ongoriilen Hipotezlerin Testi

Bu calismada o©ne sirilen hipotezleri test etmek Uzere bir regresyon modeli
olusturulmustur. Kurulan model prosedirel, dagitimsal ve etkilesimsel adalet algilarinin
orgutsel 6zdeslesme Uzerindeki etkilerini (H1, H2, H3) incelemek Uzere gelistirilmistir.

Dagitimsal, prosediirel ve etkilesimsel adalet algilarinin orgitsel 6zdeslesme Uzerindeki
etkilerini test etmek Uzere kurulan modele iliskin veriler Tablo 3’'te gosterilmistir. Bu
modelde orgutsel 6zdeslesme bagimli degisken, dagitimsal adalet algisi, prosediirel adalet
algisi ve etkilesimsel adalet algisi bagimsiz degiskenler olarak ele alinmislardir.

Tablo 3: Adalet Algilarinin Orgiitsel Ozdeslesme Uzerindeki Etkisi

Orgiitsel Ozdeslesme
(Bagimli Degisken)

Bagimsiz Degiskenler B T
Dagitimsal Adalet Algisi 0.269 5.723**
Prosediirel Adalet Algisi 0.042 0.560
Etkilesimsel Adalet Algisi 0.259 3.609**
F 30.251**

R’ 0.165

Duizeltilmis R’ 0.159

p<0.01 igin **
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Yapilan regresyon analizleri neticesinde modelin istatistiksel olarak anlamh oldugu
(F=30.251, p<0.001) gorualmektedir. Analiz sonuglarina gore dagitimsal adalet algisi
(B=0.269, p<0.01) ve etkilesimsel adalet algisinin (3=0.259, p<0.01) 6rgiitsel 6zdeslesme
Gzerinde pozitif yonde etkili olduklari bulunmustur. Prosediirel adalet algisinin ise orgiitsel
Ozdeslesme Uzerinde sifira yakin dizeyde pozitif bir etkisinin oldugu ($=0.042), ancak
Tablo 2’de de gorildigi lizere aralarinda pozitif bir korelasyon olmasina ragmen,
dagitimsal ve etkilesimsel adalet algilari ile birlikte ele alindiginda prosedirel adalet algisi
ile orgutsel 6zdeslesme arasindaki bu iliskinin 0.01 ve 0.05 diizeylerinde istatistiksel olarak
anlamh olmadig1 gérilmektedir (T=0.560). (0.05 anlamlilik diizeyi igin Ttablo= 1.645, 0.01
anlamlilik diizeyi icin Ttablo= 2.326’dir). Ozellikle etkilesimsel adalet algisi ve prosediirel
adalet algisi arasindaki korelasyon katsayisinin 0.71 olmasi nedeniyle, etkilesimsel adalet
algisinin, prosediirel adalet algisinin 6rgiitsel 6zdeslesme lzerindeki etkisini gblgelendirmis
olabilecegi degerlendirilmektedir. Bu kapsamda Hipotez 1 ve 3 desteklenmis, Hipotez 2
desteklenmemistir.

5. DEGERLENDIiRME

Yapilan arastirmanin sonucunda ilk olarak, érgitsel adalet algilarinin alt boyutlarindan
dagitimsal adalet algisi ve etkilesimsel adalet algisinin, 6rglitsel 6zdeslesme Uzerinde
istatistiksel olarak anlamli pozitif bir etkisinin oldugu bulunmustur. Diger bir deyisle,
calisanlar orgut icerisindeki gorevlerin ve o6dillerin tlim c¢alisanlar arasinda adil olarak
dagitildigini dusiindiikleri (dagitimsal adalet algisi) ve resmi prosediirlerin ve sireglerin
uygulanmasi ve/veya Kkararlarin kendilerine bildirilmesi esnasinda maruz kaldiklari
davranisin kalitesi ve adaletini ylksek bulduklarinda (etkilesimsel adalet algisi) orgitsel
O0zdeslesme diizeylerinde de artis olacagi tespit edilmistir. Bu sonug, literatlirdeki birgok
calismanin sonuglari ile paralellik tasimaktadir (Orn.; Brewer ve Kramer, 1986; Witt, 1993;
Huo ve digerleri, 2000; Farh ve digerleri, 1997; Masterson ve digerleri, 2000).

ikinci olarak, prosediirel adalet algisinin érgiitsel 6zdeslesme {izerinde istatistiksel olarak
anlaml pozitif bir etkisinin olmadigi tespit edilmistir. Yani, calisanlarin kendilerini ve
Orgltiin ortaya koydugu Uriin ve hizmetleri etkileyen kararlarin verildigi siire¢ ve
mekanizmalarin isleyisi hakkindaki adalet algilarinin (prosedirel adalet algisi), 6rgitsel
O0zdeslesme Uzerinde etkisinin olmadigi tespit edilmistir. Bu sonug, literatiirde daha 6nce
yapilmis bazi arastirmalarin sonuglariyla cakismamaktadir (Orn.; Brewer ve Kramer, 1986;
Farh ve digerleri, 1997; Masterson ve digerleri, 2000).

Ozet olarak, yoneticiler tarafindan kararlarin alinmasinda izlenen ydntemler, kararlarin
alinma sireci ve karar alma mekanizmalarinda adil olmanin, isgilerin o6rgitsel
O0zdeslesmeleri Gzerinde anlamh bir etki yapmadigi bulunmustur. Dolayisiyla, iscilerin
kendilerini dolayli olarak etkiledigini bildikleri ancak somut olarak izleyemedikleri faktorlerin
orgltsel ozdeslesmeleri Uzerinde anlamli bir etkisinin olmadigi degerlendirilmektedir.
Bunun bir baska nedeninin ise, gemi insa sekt6ri gibi oldukg¢a profesyonel olarak is yapilan
bir alanda, is yapma proseddrleri ve siireglerinin oldukga agik ve net olarak tanimlanmis
olmasi nedeniyle prosediirel adalet boyutunda bir varyans meydana gelmedigi ve bunun da
orgutsel 6zdeslesme (izerinde etkili olmadigi degerlendirilmektedir.
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6. SONUC

Gunimizde insan, isletmelerin en 6nemli varligi durumuna gelmistir. Siirekli gelisen
teknoloji ve artan rekabet insan kaynaginin en etkin sekilde kullanilmasini gerekli
kilmaktadir. Artik isletmelerde yaratici, kisisel gelisime agik, kuruma bagh, kurumu
sahiplenen ve ona karsi yiksek aidiyet hisseden galisanlara ihtiyag gittikge artmaktadir.

Arastirmalar galisanlarla kurumlar arasinda sosyal ve psikolojik bir bag olusturan o6rgiitsel
O0zdeslesmenin, kurumlarin basarili olmasi icin oldukga kritik olan bazi inang, tutum ve
davranislari gostermeleri yoniinde calisanlari motive eden bir etken oldugunu ortaya
koymustur. Ayni zamanda arastirmalara gore, yiksek seviyede 6rgiitsel 6zdeslesme sahibi
olan galisanlarin, galistiklari kurumlarin amaglarini kendi amaglari olarak benimsedikleri ve
kurumlarina karsi sadik ve itaatkar sekilde hareket ettiklerini ortaya koymustur. Benzer
sekilde, 6zdeslesmenin calisanlarin is performansina ve dolayisiyla sirketlerin etkinlik ve
verimliligine de olduk¢a fazla sekilde katki yaptigi da bulunmustur (Orn., Dutton ve
digerleri, 1994).

Bu ¢alismadan elde edilen neticeler 1s18inda, yoneticiler tarafindan dikkat edilmesi gereken
hususlar ise su sekilde belirlenmistir. ilk olarak, kurum icerisinde yapilacak
gorevlendirmelerin, is dagitiminin ve is yiaki paylasiminin tiim galisanlar tarafindan adil
olarak algilanmasini saglayacak diizenlemeler getirilmelidir. Buna paralel olarak, yoneticiler
tarafindan kurum igerisindeki sorumluluklar da uygun ve adil bir sekilde paylastiriimaldir.

Kurum igerisinde tesvik amaciyla kullanilan licretlendirme gibi maddi 6dillerin ve bunun
yaninda silt verme, ayin c¢alisanini segme gibi maddi olmayan o&ddllerin tim c¢alisanlar
arasinda adil olarak dagitilmasi ve herkesin hak ettigi sekilde bu tegviklerden faydalanmasi
saglanmalidir. Ayrica, tum personele siklikla ve sozlii ve/veya yazilh olarak tesekkir
edilmeli, calisanlarin ¢abalarinin takdir edilecegini bildikleri bir ortam yaratilmahdir.

Sonug olarak, isletmelerde liderler ve yoneticiler, dncelikle galisanlarini tanimayi, anlamayi
ve onlar kuruma kazandirmaylr amag edinmelidirler. Boylece calisanlarin islerinden
memnun olmasi ve aidiyet duygularinin artmasi sayesinde kurumlarin amag ve hedeflerine
ulasmasi kolaylasacaktir. Dolayisiyla yoneticilerin basta gelen gorevleri, ¢alisanlari motive
ederek aidiyet, baghlik, is tatmini duygularinin artmasini saglamak, isyerinde her konuda
sorunlarin ¢6zimlne yonelik faaliyetlerde bulunarak is yerini insan igin uygun bir ¢alisma
ortami haline getirmektir.
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ABSTRACT

The importance of human is becoming more apparent in today’s competitive
environment. Considering the effects of technology on work and organizations,
significant factor for human-oriented issues is to have employees congruent with group.
Focusing on fit as a tool for keeping this desired employee profile has become research
topic for a while in human resource management. In the light of developing technology,
increasing of technology-based organizations cause project-based work and working
groups that are commonly occurred in these organizations increase in number. Besides
person-organization fit, the result of employee’s fit/misfit with the group gain
importance for organizations. One of the effects caused by fit/misfit is employees’
perception about their supervisors. The effects of value congruence of personal values
with organizational values and group values, demographic similarity with group members
and employee perception about job execution attitude similarity with group
members/supervisor on supervisor satisfaction are investigated in this research. 293
employees are selected at technology based organizations. Congruence is considered as
similarity between components and measured via absolute difference. According to
findings, person-organization value congruence, person-group value congruence,
perceptual similarity with group in terms of age, and perceptual job attitude similarity
with supervisor influence supervisor satisfaction, positively. Contrary to expectations,
being different with group members in terms of job tenure explains the variance in
supervisor satisfaction, positively. The findings highlight complementary fit concerning
job tenure for the group apart from supplemantary fit.
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1. INTRODUCTION

Intellectual capital gain importance in today’s environment. Awareness of demographic,
dispositional and socio-cultural differentiations that employees face is a critical
phenomenon for managers so as to utilize differentiations and minimize their adverse
effects (George and Chattopadhyay, 2002; Erdogan et. al, 2004). Depending on
technological development, the nature of jobs in technology-based organizations
highlights group working. Therefore, the antecedents of fit between group and intellectual
capital that is a critical input for groups are paid attention, beside to fit with organization.
The project-type works commonly executed in technology based organizations highlight
the role of project leader in the structure that leader organize. The employees’
perception about leader can depend on values congruence with organization and group,
demographic similarity fit with working group members, and similarity of job execution
attitude with group members/leader.

Person-environment fit is defined as congruence and correspondence degree between
individual and environmental variables (Muchinsky and Monahan, 1987; Sekiguchi, 2004).
Depending on concepts defined for environmental factors, several fit categorizations are
developed (Kristof, 1996;Yang et al.,, 2008), and then person-environment fit is
investigated in the light of environment dimension considered. Fit is examined with the
concept of supplementary fit/complementary fit in the literature. Supplementary fit
involves employees sharing similar attributes among their group members, whereas
complementary fit is concerned with providing the skills and abilities that are not widely
shared by other group members (Muchinsky and Monahan, 1987; Werbel and DeMarie,
2005)

Supplementary fit occurs when individual has the same features as other employees in
work environment (Muchinsky and Monahan, 1987, Werbel and DeMarie, 2005).
Complementary fit occurs when individual’s features constitute the environment or
complement a component that is missing in work environment (Muchinsky and Monahan,
1987 Werbel and DeMarie, 2005). Therefore, complementary fit depends on determining
human resource inadequacy in a working group and diagnosing necessary human resource
features to develop (Edwards & Cooper, 1990; Werbel & Johnson, 2001).

2. LITERATURE SURVEY

2.1. Values Congruence

Formally, values can be defined as serious and deeply held normative principles which
guide a person’s beliefs, attitude and behavior (Lawson, 1989). Rokeach (1973) defined
the value concept as “an enduring belief that a specific mode of conduct or end-state of
existence is personally or socially preferable to an opposite or converse mode of conduct
or end-state of existence”. Values are beliefs, have motivational constructs, transcend
specific actions and situations, guide selection or evaluation of actions, policies; people
and events and are ordered in their importance (Swhwartz 1994, 2005a, 2006; Allport
1961; Feather, 1995; Inglehart, 1997; Kohn, 1969; Kluckhohn, 1951; Morris, 1956 and
Rokeach, 1973). Types of values include ethical/moral values, doctrinal/ideological
(religious, political) values, social values, and aesthetic values. Values can be looked upon
as being hierarchical in nature, leading to the idea of a value system. A set of rank ordered
values is called a value system. Values are heavily intertwined and therefore looking at a
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person's values separately and independently of one another cannot meaningfully explain
attitudes and behaviors. Value systems tend to form early in life and are very stable.
Major longitudinal studies of values have in general showed their remarkable stability
(Rokeach and Ball-Rokeach, 1989; Krishan, 2008); however, people’s motivation and
consciousness are contingent and hence people re-order their values and this makes it
dynamic and this enables an individual to align his/her values to the organizational values.
Change in value system requires rearrangement of the relative importance given to
various values (Krishnan, 2008).The stable yet dynamic nature of values makes them
foundation of behavior and identity (Dose, 1999; Meglino & Ravlin, 1998). They have
substantial influence on behavioral responses (Locke, 1976; Rockeach, 1973; Postman,
Bruner & McGinnies, 1948; Williams, 1979; Epstein, 1979) and dictate socially desirable
conduct (Kabanoff, Waldersee, & Cohen, 1995, p. 1076) by creating compulsion to
conform to the social values (Kluckhohn, 1951; Krishan, 2008)

Value in organizational level is determined by most of organization employees who are
aware of organizational support for creating value (Chatman, 1989). Organizational value
is defined as criterion for employees’ evaluation about events, activities, and individuals
desirably or undesirably. Organizational values form subjective and internal side of
culture. It indicates solving way seen as acceptable and convenient for organizational
issues. Organizational values reflect general aims and standards for an organization.
Organization makes employees’ individual values fit with organizational values and enable
individual to complement or supplement with organization. It affects individual behaviour
in this way. Organization causes employees to want to imitate the behaviours which serve
reaching aims. Organization rewards the employees behaving parallel to organizational
aims, whereas it punishes the behaviours contrary to organizational aims and values.
Therefore, the possibility of fulfilling individual values increase when employees adopt
organizational values and behave in accordance with these values (Eren, 2000).

According to supplementary fit aspect, value congruence is fit between individual values
and values in prevailing in organization. Congruence between personal values and
organizational values is also called as person-culture fit (Kristof, 1996).

Organizational working groups (i.e. geographical sub-units) have unique norms and values
different from organizations in which there are (Schein, 1992; Werbel and Johnson, 2001).
Therefore, fit between person and sub-units will be different from person-organization fit
(Kristof, 1996). The effects of local culture and frequent communication among the
employees working in the same location mean for person-group value congruence more
than person-organization congruence (Metzler, 2005).

Sub-cultures in the organization are affected by hierarchical levels and
functional/departmental structure (Rousseau, 1990). These differences cause to consider
a new approach by researchers to evaluate person-organization fit regardless of
consistency among perceived organizational values. The necessity becomes more
important due to increment in the number of sub-cultures depending on differentiations
in the workplace (Warren, 1996; Verquer, 2002). The groups share common values. The
value dimension of person-group fit is congruence between personal values and values
prevailing in the group or shared by group members.

2.2.Relational Demography

Pfeffer (1983) stated that demographic similarity with group affects organization related
outputs such as creativity, performance, and managerial success. According to Pfeffer, to
investigate synchronous demographic features such as age, gender and education level
have more valuable effects instead of individual effects (O’Reilly et al, 1989; Surgevil,
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2008). Therefore, the term relational demography is introduced. Relational demography
posits regular interaction among employees due to their positions in groups. Comparing
demographic similarity among group members can explain attitude and behaviors of
employees. That is to say, the demographic characteristics affecting work outputs are
appeared (Tsui and O’Reilly, 1989). Lots of demography researchers focused on variables
of age and tenure for investigating effect on turnover. However, when analyzing the
effects of demography, all characteristics should be considered, together. Demographic
profile for the group is made, afterwards (Tsui and O’Reilly, 1989; Surgevil, 2008).
Perceptual similarity is a fit type that can be investigated in relational demography. Self
categorization process describe group attractiveness in the light of psychological group
emerged via perceptual similarity/differentiation with group members. These features can
be related vocational and functional categories, as well (Surgevil, 2008).The employees
different from counterparts attribute psychological meanings to these differentiations
(Turner et al, 1989; Riordan, 2000). Williams and O’Reilly (1989) highlighted adverse
effects of differentiations on team process depending on the degree of feeling about
similarity/dissimilarity with group members. Attraction among people due to similarity of
attitudes and experiences (Byrne, 1971) strengthen communication among employees
(Roberts and O’Reilly, 1979; Surgevil, 2008). When group members have common
attitudes regarding job execution, it is strongly possible to collaborate. Otherwise, conflict
occurs (Molleman and Slomp, 2006). Therefore, similarity of employees attitudes
regarding job execution with those of coworkers/supervisors can be research in this study.

Three dimensions of congruence (value, actual demographic similarity and perceptual
attitude similarity) cause desired positive outputs in accordance with similarity-attraction
theory and social categorization theory. Similarity/attraction theory (Byrne, 1971) posits
that people like and are attracted to others who are similar, rather than dissimilar, to
themselves. Before explaining self categorization theory, it is useful to mention about the
term social identity. A social identity is the portion of an individual's self-concept derived
from perceived membership in a relevant social group (Tajfel and Turner 1979). Social
identity theory is best described as a theory that predicts certain intergroup behaviors on
the basis of perceived group status differences, the perceived legitimacy and stability of
those status differences, and the perceived ability to move from one group to another.
Self-categorization process describes the circumstances under which a person will
perceive collections of people (including themselves) as a group, as well as the
consequences of perceiving people in group terms. Although the theory is often
introduced as an explanation of psychological group formation, it is more accurately
thought of as general analysis of the functioning of categorization processes in social
perception and interaction that speaks to issues of individual identity as much as group
phenomena. Social categorization theory was in part developed to address questions that
arose in response to social identity theory about the mechanistic underpinnings of social
identification. Peopledivided the world into “them” and “us” based through a process of
social categorization. This is known as in-group (us) and out-group (them). Social identity
theory states that the in-group will discriminate against the out-group to enhance their
self-image. According to these propositions, the employee who is fit with organization,
group and leader in terms of values, demographic similarity and perceptual attitudinal
features will carry out social categorization with his or her organization and group.
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2.3. The Effect of Value Congruence and Relational Demography on
Supervisor Satisfaction

Group members’ job satisfaction, commitment to organizational and group, and group
performance can be directly linked to supervisor in a project organization inasmuch as a
project leader coordinates group members carrying out roles depending on functional
competencies in project. The level of task interdependency for works executed is high in
technology-based organizations. Task interdependency requires effective interaction
among members in light of their functional roles. Similar working values, norms,
personality traits and demographic similarity for effective communication with other
employees can be associated with successful project organization leader. Therefore; it can
be obviously expressed that value congruence between person and organization, value
congruence, demographic similarity and similarity of job execution attitude between
person and group are antecedents of supervisor satisfaction.

Findings of meta-analysis conducted by Kristof-Brown (2005) demonstrated middle level
relationship between person-organization fit and supervisor satisfaction. Supervisor
satisfaction has also significant relationship with person-group fit.

The research conducted by Fagenson-Eland et al. (2005) may be referred as a proof of the
effect of relational demography on satisfaction from supervisor. The researchers
investigated the effects of demographic differentiations between mentor and followers on
fit in terms of developmental support and perception of communication frequency. They
found that there was significant fit between mentor’s perception and follower’s
perception regarding developmental support and communication frequency. The more
the difference between mentor and followers is in terms of organizational tenure and
age, the less the fit between perception is.

In the light of theoretical knowledge explained and previous research findings, the
hypotheses below can be proposed for this research:

H1 : Similarity between personal values and values prevailing in group affects supervisor
satisfaction, positively.

H2 : Similarity between personal values and organizational values affects supervisor
satisfaction, positively.

H3 : Actual and perceptual demographic similarity with group members and perceptual
similairty of job execution attitude with group members and leader affect supervisor
satisfaction, positively.

3. DATA AND METHODOLOGY
3.1. Sample

Sampling is selected from the pool of technology-based organizations. Technology and
information-systems units of banks, software companies, production firms including high-
tech R&D department, communication and GSM operators are the types of firms in which
the research is carried out. 293 employees participate in this research.
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3.2. Method and Scales

Supplementary fit is evaluated for the dimensions of value congruence and demographic
similarity with group members. Values are determined for three times: personal values,
values prevailing in group, and organizational values. Value congruence is measured via
absolute difference between personal values and group values/organizational values as
other fit researches (i.e. Enz, 1998; Gineser, 2007; Cicek, 2013). Demographic similarity
with group members is measured by means of absolute difference between individual
features and members features determined via calculating relational demography scor.
The more the difference is, the less the supplementary fit is. Job execution similarity is
evaluated via employee perception. Perceptual demographic similarity and similarity of
job execution attitude are evaluated by means of employee evaluation.

Values: Short version (40 items) of Organizational Culture Profile originally developed by
O’Reillt et. al (1991) is utilized for determining values. Cable and Judge (1996) tested
reliability and validity of 40-item scale. Seven dimensions of values are innovation,
stability, respect for people, outcome orientation, attention to detail, team orientation,
and aggressiveness. ltems are evaluated via 5-degree Likert scale.

Actual demographic similarity (relational demography): Demographic similarity with
group members is evaluated in terms of age, gender, marital status, education level,
organizational tenure, and job tenure. Total six items are asked, and each of them is
designed for one demographic characteristic. Euclid distance method is utilized for
measuring. D score is calculated for each demographic characteristics. In this technique;

S;: score of investigated demographic feature for individual
S;: scores of the same feature for other group members
n: number of group member

D score presenting Euclid distance is shown in formula 1:

D= 13 (s, -s,)

Nz

(1)

(Wagner et. al., 1984). (Tsui et. al., 1992)

The higher the value of D score for demographic feature is, the more the differentiation of
individual from other group members is.

D score gets increased value by starting from point “0” for variables such as age,
organizational tenure and education level-in years measured via continuous numerical
scale depending on variability of demographic feature. D score can be calculated for
variables such as gender, race and educational level measured via nominal scale in that 1
is for individual’s feature and 0 is for other members who are different for the same
demographic feature. Each level is pointed through increasing number for demographic
data measured via ordinal scale that has more than one-type of value. In this way, D score
is higher for the categories that are not close to each other. (Tsui and O’Reilly, 1989).
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D score gets values between 0 and 1 for these features evaluated via categorical
measurement. Values closed to 1 mean differentiation degree is high in group for this
demographic feature (O’Reilly et. al., 1989, Tsui and O’Reilly, 1989, Tsui et. al, 1992,
Riordan, 1995); however, the value can never reach “1” (Tsui et. al, 1992).

Perceptual demographic similarity with group members (relational demography):
Similarity of gender, age, marital status, education level and organizational tenure with
group members is measured through individual perception. Total 5 items for each
demographic feature are designed.

Job execution similarity with members/group leader (relational demography):
Perception of job execution similarity with group members and group leader is evaluated
by means of 2 items.

Satisfaction from leader: 4 items sub-scale of Spector Job Satisfaction Survey (1985), 1
item of MLQ 5X (Multifactor Leadership Questionnaire) developed and revised by Bass
and Avalio (1980, 1995) and 1 item of Satisfaction from Supervisor Scale developed by
Scarpello and Vandenberg’in (1987) are utilized for measuring satisfaction from team
leader. Spector (1985) reported internal reliability as 0.82 for sub-scale of satisfaction
from supervisor. The reliability value of original scale developed by Scarpello and
Vandenberg’in (1987) is around 0,95-0,96. Internal reliability value of MLQ has reported
between 0,74 and 0,91 in several researches (Bass ve Avolio, 1995). Items are evaluated
via 5-degree Likert scale

4. EMPIRICAL FINDINGS

4.1. Reliability and Validity of Scales

Difference between personal values and group values:Before calculating differences,
internal reliability is calculated for personal values and group values, separately. Cronbach
alpha values are 0.854 and 0.925 for these scales, respectively. Exploratory factor analysis
is carried out for difference scores. Dimensions and internal reliability are shown at Table
1. (Kaiser-Meyer-Olkin: 0.90;Bartlett’s Test of Sphericity: 0.00)

Table 1: Exploratory Factor Analysis for Person Values-Group Values

§ [tems Factor Eigenvalue Explained Sub-scale
Q Loads variance (%) reliability
w
12. people oriented 0.621
13. fairness 0.657
14.tolerance 0.813
1 15. informality 0.641 7.289 13.271 0.821
17.supportive 0.611
20. being reflective 0.551
29.developing friends at work 0.481
24.0opportunites  for  professional 0.510
growth
2 25.high pay for good performance 0.796 2.235 9.870 0.773
26. security of employment 0.776

27.offers praise for good performance 0.747
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1. adaptability 0.770
3.being innovative 0.598

1.657 8.570 0.192
3 6.autonomy (R) -0.530
8. Being analytical 0.580
28.confronting conflict directly 0.575
31.working long hours (R) -0.671

1.254 8.490 0.227
4 37.result oriented 0.467
40. being highly organized 0.576
2.stability 0.591

5 7.rule oriented 0.792 1.201 8.381 0.627
9.attentian to detail 0.622
18.being aggressive 0.758
21. achievement oriented 0.499

6 35.having a good reputation 0.593 1.113 8.148 0.660
39.being competitive 0.719

Total 56.73 0.889

The 6™ item in the 3" factor and the 31" in the 4™ factor decreased the reliability of sub-
scales. Therefore, these items are deleted from sub-scales. Internal reliability increased to
0.726 for 3™ dimension, to 0.657 for 4™ dimension. The dimensions are named
considering the content of items loaded and adhering original sub-scale names as much as
possible. 1-respect for people 2-development and attention to rewards 3- innovativeness
4-result oriented 5- detail oriented and stability 6- competitiveness.

Difference between personal values and organizational values: Before calculating
differences, internal reliability is calculated for organizational values as 0,941. Exploratory
factor analysis is carried out for difference scores. Dimensions and internal reliability are
shown at Table 2. (Kaiser-Meyer-Olkin: 0.922;Bartlett’s Test of Sphericity: 0.00)

Table 2: Exploratory Factor Analysis for Person Values-Organizational Values

‘g Items Factor Loads Eigenvalue Ex‘plamed Sub-scale reliability
& variance (%)
10. team oriented 0,567
11.Sharing information freely 0,579
12. people oriented 0,618
13. fairness 0,680
14. tolerance 0,749
! 16. being calm (R) - 0,445 8,664 17,313 0,808
17. supportive 0,617
20. being reflective 0,559
38. having a clear guiding philosophy 0,591
40. being highly organized 0,531
24.opportunities  for rofessional
growptr; P 0,580
25. high pay for good performance 0,773
2 26. security of employment 0,685 1,857 11,997 0,807
27. offers raise  for ood
performance P ¢ 0,737
28. confronting conflict directly 0,509
18. being aggressive 0,660
3 21. achievement oriented 0,500 1,358 9,214 0,667
39. being competitive 0,797
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1. adaptability 0,773
4 3. being innovative 0,732 1,258 9,005 0,735
5. risk taking 0,681
22.taking individual responsibility 0,792
5 23.having high expectations for 1,029 8,130 0,864
performance 0,810
7. rule oriented 0,843
6 32. not being constrained by many 0,566 1,008 5,034 -0,344
rules !
Total 60,693 0,903

The sixth factor is deleted from the scale due to unacceptable internal reliability value
(<0,65). The dimensions are named considering the content of items loaded and adhering
original sub-scale names as much as possible. 1-respect for people-result oriented-stability
2-development and attention to rewards 3- competitiveness 4- innovativeness 5-
initiative.

Satisfaction from team leader: 6 items are loaded to one dimension as expected.
Explained variance of this scale is 66,11 % and cronbach alpha is 0.889. (Kaiser-Meyer-
Olkin: 0.903;Bartlett’s Test of Sphericity: 0.00)

4.2.The Effects of Fit Components on Satisfaction from Supervisor

The effects of fit components (independent variables) on the variability in supervisor
satisfaction (dependent variable) are diagnosed via multiple linear regression analysis at
SPSS program. Prerequisite assumptions before regression analysis are confirmed:
Autocorrelation (Durbin-Watson: 1,5-2,5), multicollineratity (VIF <10; Tolerance >0,20; Cl
<30). Utilizing stepwise regression technique, independent variables that do not
demonstrate significant effect are eliminated. In this way, artificial increment in (Rz) is
blocked. Significant effects are shown Table 3.

Table 3: The Effects of Fit Components on Supervisor Satisfaction

Dependent variable Supervisor satisfaction

Independent variables Standard Beta T P
Similarity of job execution attitude with leader 0,461 7,468 0,00
Person-group value difference (respect for people) -0,233 -3,759 0,00
Person-organization value difference (innovatiness) -0,154 -2,483 0,014
Demographic difference with group (job tenure) 0,153 2,462 0,015
Perceptual demographic similarity with group (age) 0,128 2,065 0,040
R%: 0,412 Adj. R%: 0,394
F:22,693 Significance value : 0,00

According to analysis results, similarity of job execution attitude with leader, the
dimension of respect for people (person-group value congruence), the dimension of
innovativeness (person-organization value congruence), demographic difference with
group members in terms of job tenure, and perceptual demographic similarity with group
in terms of age explain 39,4% of variance in supervisor satisfaction. Similarity of job
execution attitude with leader has the most significant effect on supervisor satisfaction,
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positively. The least meaningful effect stems from perceptual demographic similarity by
group (age) on supervisory satisfaction, relatively. Differences in values by organization
and group of individuals affect supervisor satisfaction, as expected, negatively. Contrary to
expectations, the increment in differences in terms of job tenure among group members
enhances supervisor satisfaction.According to findings, Hypotheses H; H, and Hj are
partially accepted.

5. CONCLUSIONS

Factors related to working environment mostly stem from manager. Meaningful job
presenting increment opportunities that increase the level of satisfaction and
commitment for employees, fair salary, comfortable working environment, training and
development opportunities, and respect for people are usually under control of manager
(Dogan and Kiling, 2007). Previous research demonstrates that even if the level of
motivation resource such as salary is not sufficient for employees, the level of job
satisfaction will be high due to supervisor and company management style (Erdil et
al.,2004; Erkutlu,2008). Therefore, it can be expressed that the responsible of emerging
group cohesiveness among members is group leader (Stanley, 2001). It is an expected
result that possessing similar values, efficient level of communication among members
and developing relations cause the level of supervisor satisfaction to increase. Employees
cognitively organize their own values using the knowledge that organization presents for
internalization of values in the process of value congruence (O’Reilly and Chatman, 1986).
Managers take active role in this process by stating desirable values obviously, forcing
values via reward and awareness, demonstrating value-consistent behaviors (Kouzes and
Posner, 1995; O’Reilly and Chatman, 1986; Ostroff et. al, 2005). Therefore; the significant
effect of person-group value congruence and person-organization value congruence on
supervisor satisfaction emerges as expected, positively.

In this research, the dimension of respect for people (person-group value congruence) has
significant effect. It is appreciated that leader develops the group culture in which respect
for people prevails. Sampling in technology-based organizations consists of qualified work-
force such as computer engineers and electronics engineers in this research. Value of
respect for people should gain importance for employees’ intention to remain in group in
technology-based organizations where turnover rate is high. The person who develops this
type of group culture is seen as leader. The most significant component of person-
organization value congruence occurs with the dimension of innovationess. Due to the
fact that speed of information changing is increasingly high, innovativeness should be the
main value of organization. Selecting an employee having this type of value and retaining
in organization are linked to achievement of project leader.

Another remarkable point related to value congruence is collective climate created via
sharing values. Collective climates are created by people who have similar working values,
aims, and needs or in the same/interactive working group (Schenider and Reicher, 1983).
Young and Parker (1999) reported collective climate was related to employees working in
interactive groups.

Strong organizational cultures and sharing perceptions by members in working group
make environments that have meaningful effects on employees’ reactions regarding
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working conditions (Kozlowski and Klein, 2000; Pfeffer and Salanuk, 1978; Kristof-Brown
et. al,, 2005). For this reason, it can be expressed that congruence of individual values with
group values and organizational values means sharing of dominated values, in turn
emerging collective climate. The role of organizational leaders in creating collective
climate is significant. Kozlowski and Doherty (1989) demonstrated that the interaction
between leader and subordinates has meaningful effect on perception of climate (Gil, et.
al, 2005). In this way, collective climates can be created through value congruence with
group and organization depending on leader.

Individual’s congruence with group and organization in terms of values, demographic
similarity with group members, and attitude similarity of job execution with group
members and leader are linked to supervisor satisfaction. In this research, perceptual age
similarity with group members for individuals affect his/her satisfaction from leader,
positively. Harrison et. al (2002) showed that actual differentiations in group are related to
perceptions. Group differentiations perceived by members is meaningfully associated with
group’s social integration (Cunnigham, 2007). Therefore, remarkable role of leader for
emerging social integration in group influences satisfaction from leader due to
demographic similarities. Employees are mostly young men in technology-based
organizations. Comfortable communication in working environment is attributed the
success of project leader forming group with these members.

According to research findings, if the employees perceive themselves as similar with
project leader, the level of satisfaction from leader increases. Similar job execution
attitude with supervisor develop communication and relations between supervisor and
employees. Employees will identify with their supervisors regarding job execution
attitude. However, attitude similarity of job execution with group members does not have
significant effect on satisfaction from leader. Another supportive finding for this result is
that differing in job tenure for employee among group members enhance the level of
satisfaction from leader. Job description for each employee in project is determined, and
each group member takes active role depending on his/her own functional competency.
For this reason, there are a few employees who execute the same work as other members
in the project. Employees are appointed to job in which they gain functional expertise
depending on their job tenure by project leader. Therefore, the fact that project leader
organizes and coordinates project operations in the light of different job tenures of
employees in group is appreciated by individuals.

6. MANAGERIAL IMPLICATIONS AND FURTHER STUDY SUGGESTIONS

The effect of fit dimensions is considered for function of personnel selection/recruitment
and retain employees in human resource management.

Traditional job analysis is not enough to select an employee for group-oriented work
environments. Traditional job analysis is utilized for determining the level of knowledge,
skill, and ability so as to execute job. This type of analysis is carried out at individual level,
it ignores analysis at group level for group-oriented works in personnel selection process.
Therefore, evaluating person-job fit, person-group fit, and person-organization fit
synchronously is a robust approach in personnel selection process (Barber,1998). In this
way, the relative importance of perception about person-job fit, person-group fit, and
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person-organization fit can be evaluated in job choice (Carless, 2005).When turnover is an
substantial issue, it is essential that managers consider measurement of person-
organization fit and person-group fit simultaneously in personnel selection battery.

Employees’ proactive role in organizations is becoming more apparent in today’s
competitive environment. When individuals have the same values hierarchy as group and
organization, they do not have difficulty in proactive initiatives. The employees know what
value should be sacrificed for the sake of desirable values (Erdogan and Baurer, 2005).

The effect of value congruence in strong/weak cultures is considerable factor for human
resource management. Acceptance or rejection of individual behavior is prominent in
strong cultures. Individuals in the organization having strong cultures have similar
perception about organization (group)’s operations and the tool/way of pursuit goals
(DelCampo, 2006). There is agreement about values among employees. Diagnosing
cultural values is more difficult for individuals in weak cultures, and they have opportunity
to shape cultural values. For this viewpoint, turnover rate is lower. Consistent with these
views, Ashfort (1987) stated that the organizations (groups) having strong culture enhance
culture. The researcher investigated the moderators of power of culture on the
relationship between person-organization fit and turnover. Strong cultures react for
values harder than weak cultures. Therefore, management should consider power of
culture in the organization in addition to value congruence.

Another point regarding value congruence to consider, the adverse effect of person-
organization fit in high level. Literature for person-organization fit points out adverse
potential results of person-organization fit in very high level and remarks incompetency
for adaptation to environment and decrease in organizational innovation (Meglino and
Ravlin, 1998; Schneider, 1987; Erdogan and Bauer, 2005). Homogeneity of working values
that employees adopt causes homogeneity for interpreting organizational events and for
reacting. This situation blocks organizational performance in case adaptation to change
and innovativeness need (Meglino and Ravlin, 1998; Schneider,1987, Erdogan et. al, 2004).
Walsh (1987) asserted that fit in high level trigger organizational saturation. Accordingly,
managers are faced with necessity to balance adverse effects of differentiations for
blocking and useful effects of these differences for utilizing (Tsui et. al, 1992; Sirgevil,
2008).

Diagnosing moderators of the relationship congruence-satisfaction from leader is
questionable research field to minimize the effects of misfit and to utilize the different
viewpoints stemming from heterogeneity of working values and demographic features
(Erdogan, et. al, 2004). Kristof-Brown et al. (2005) suggested that moderator variables
such as dispositional/individual and environmental characteristics and mediation variables
having the same importance as moderator variable should be diagnosed.

Some researchers propose that the density of interactive communication and collective
structure relations can diminish depending on increasing in the number of group
members (Whitman, et, al., 2010). Therefore, the number of employees in group can be
added to research model as moderator variable for diagnosing effects of unit size in
further study.
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Another moderator variable for considering in fit research can be time. Harrison et. al
(1998) investigated the effect of surface-level (demography) differences and deep-level
(attitudinal) differences on group social integration. Researchers reported that the time
group members work together reduce the effect of surface-level differences and enhance
the effect of deep-level differences in case group members have opportunities to
participate in interactions.

Group identity can moderate occurring conflict depending on the effect of value and
demographic dissimilarities on interactions among individuals. Group identity enables
individuals who are different from each other to behave regarding group norms. In that
way, acceptability of individuals in group strengthens (Hobman and Bordia, 2006) and
unfavorable effects of differences diminish (Surgevil, 2008). The effect of group identity
can be considered for value differences that closely direct interactions among individuals,
but do not have significant effect on satisfaction in this research. Group identity also
regulate the association of dissimilarities (age, gender, race) with task conflict and
association of dissimilarities (gender and vocational) with relationship conflict (Hobman
and Bordia, 2006). Participants’ perception about group identity can be questioned for
insignificant relational demography variables in this research as further study.
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ABSTRACT

In Turkey and most other countries, there are many of organizations that
have both social and economic objectives. These organizations may include
non-profit organizations, co-operatives, social enterprises, other for profit
with environmental and social obligations, and public sector organizations.
At the same time the countries around the world became collectively dealing
with environmental crises by formulating and enacting rules and regulations
to sustain the environment. This paper involves a cross-cultural comparison
of the effect of national culture values on corporate environmental
disclosure (CED) within the annual reports of sample consist of about 655
large companies from 20 countries based on Gray’s (1988) classification
methodology of cultural areas. We focus on the 2012 environmental
disclosures within six industries are automobiles, chemicals, foods, metals
and mining, oil and gas, and pulp and paper. In this paper we utilized the
content analysis technique which is a research method for making replicable
and valid inferences from data to operationalize the voluntary environmental
disclosure variables. The findings indicate that two of Hofstede’s national
culture dimensions are linked to a higher degree of corporate environmental
disclosure. In particular, a nation’s high degree of individualism and long-
term orientation were both related to high level of corporate environmental
disclosure. While one of Hofstede’s national culture dimensions is linked to a
low degree of corporate environmental disclosure. The nation’s high degree
of power distance was related to low degree of corporate environmental
disclosure. The control variables (regions, industries and firm size) were
significantly related to corporate environmental disclosure.

1. INTRODUCTION

The environmental accounting and reporting can be considered one of the modern topics
that have entered to the attention of companies and in business sector, it indicates
environmental cost account of any economical businesses of the country or on one region
or on the whole world, this concept has been generated in accounting thought as a result
of the perception of the business organizations that its role must not be productive, and
trying to gain profit only, but that there is a responsibility and social and environmental
goals that should be obligated by the industrial companies towards the society and the
environment. Over the past few years researches in the field of environmental accounting
dominate the social accounting literature, and the predominant is represented by national
practices or regulations on environmental accounting. Internationally, there are several
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nations that are leaders in social and environmental reporting practices. For example,
Scandinavian countries and the Netherlands have mandatory corporate environmental
performance reporting requirements. In the US, companies have to submit emissions data
to the Environment Protection Authority, which is made publicly available. The US
Securities and Exchange Commission, Canada’s Securities Commission and the UK
Companies Act require the disclosure of social and environmental information that affects
current or future financial performance. The influences of culture are pervasive and
underlie nation’s institutional arrangements; all organizations exist within cultural
contexts. Gray (1988) hypothesized that cultural values influence a country’s accounting
system and disclosure practices.

As a result, examining societal values or culture would be helpful in identifying countries
that would have different perceptions of a company’s stakeholders and their influences on
a corporation’s environmental disclosure practices. Therefore, the purpose of this paper
is to investigate whether corporate environmental disclosure levels relate to national
culture values depending upon Hofstede’s individualism, masculinity, power distance,
uncertainty avoidance, and long term-orientation dimensions. In summary, this study
applies Hofstede’s cultural value theory to investigate cultural effects on Corporate
Environmental Disclosure practices. The remainder of this paper covers the literature
review, and then the research methodology and data analysis are presented and
discussed, while the last part discusses the findings and resulting conclusions.

2. LITERATURE REVIEW

The literature review sheds light on the variety of studies examining the effect of cultural
orientation in various accounting disciplines. The results of most empirical studies
contribute to supporting the accounting literatures related to environmental disclosure
forms, the effects of the national cultural variations on financial reporting generally, and
documenting the association between the national cultural orientation and the
organizations’ attitudes toward voluntary environmental disclosure, and managers’
decision-making with regard to environment protections activities. Many studies try to
investigate the factors affecting corporate environmental disclosures (e.g. Bewley and Li
(2000), Liu and Anbumozhi (2009), Sun et al. (2010) ,Zhongfu et al. (2011), De Villiers and
Van Staden (2012), and Bowrin (2013). In this context, Bewley and Li (2000) examine
factors associated with the environmental disclosures in Canada from a voluntary
disclosure theory perspective. The authors measure environmental disclosures by 188
Canadian manufacturing firms in their 1993 annual reports using the Wiseman index. The
study finds that firms with more news media coverage of their environmental exposure,
higher pollution propensity, and more political exposure are more likely to disclose
general environmental information, suggesting a negative association between
environmental disclosures and environmental performance. Liu and Anbumozhi (2009)
identify the determinant factors affecting the disclosure level of corporate environmental
information on the basis of stakeholder theory, and give an empirical observation on
Chinese listed companies. They find that the Environmental Information Disclosure (EID)
strategy of Chinese listed companies is oriented to fill up the government’s environmental
concerns and the corporate EID effort is significantly associated with its environmental
sensitivity and its size. While the role of other stakeholders, like shareholders and
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creditors in effecting the EID still weak. Sun et al. (2010) examine the association between
corporate environmental disclosure (CED) and earnings management (EM) and the impact
of corporate governance (CG) mechanisms on that association. They use performance-
matched discretionary accrual (DA) as a measure of EM for a sample of 245 UK non-
financial firms for the financial year ended on March 2007. Three different theoretical
frameworks are used to identify the expected association between CER and EM. These
include: signaling, agency and stakeholder-legitimacy theories. They find no significant
statistical association between various measures of DA and environmental disclosure. At
the same context, Zhongfu et al. (2011) find that environmental information disclosure
has a positive effect on economic performance, as is shown that enterprises which
sufficiently disclose their environmental information have better economic performance.
Bowrin (2013) finds that the level of SED in the Caribbean was relatively and the amount
of SED was positively related to firm size, industry affiliation, foreign influence and
organizational culture. Other studies emphasized on the relation between environmental
performance and corporate environmental disclosure (e.g. Hughes et al. (2001), Patten
(2002), Al-Tuwaijri et al. (2004), Clarkson et al (2007), Cho et al. (2010), and latridis
(2013)), most of these studies found a positive relation between environmental
performance and corporate environmental disclosure.

As discussed above, the environmental disclosure has affected by internal and external
consequences; however, these studies contain implicit indication that there is a
differences in the extent to which the companies disclose their environmental
information, these difference can be attributed to the social, legal, or cultural differences
among countries. The impact of national culture on corporate disclosure has received
more attention in the last two decades, the national culture and financial reporting was
one of the most important topics in accounting literature. In this regard, several studies
have explained the impact of cultural environments on accounting systems and financial
Reporting (e.g., Gray, 1988; Guthrie and Parker, 1990; Jaggi and low, 2000; Hope et al,
2008). Gray (1988) applies Hofstede’s cultural value dimensions to national accounting
systems and practices presumed to reflect degrees of professionalism, uniformity,
conservatism, and secrecy. Gray’s framework proposes that cultures’ societal values shape
the values of accounting-related professions (Gray, 1988). As such, accountants’ values
influence their judgments and decisions regarding financial reporting systems, information
disclosure and similar issues, which in turn influence national accounting systems.
Accordingly, Gray (1988) classified financial reporting based on Hofstede’s national culture
dimensions. Even though the Gray’s classification has received more attention in
accounting literature, his attention still emphasize on the financial reporting rather than
social and environmental reporting practices.

However, several studies have attempted to investigate the country effect by adopting a
comparative framework in examining environmental disclosure issues. These studies
emphasize generally on the corporate social disclosure (CSD) and suggest that CSD varies
across countries but few of the studies have attempted to explain the underlying reasons
for the observed variations in CSD.

In this context, Buhr & Freedman (2001) explore the role of cultural and institutional
factors in motivating production of mandatory and voluntary disclosure by comparing
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environmental disclosure produced by Canadian and US companies. They show that
Canadian culture and institutional infrastructure is more conducive to the production of
environmental disclosure than US counterparts. They indicate that the collectivistic nature
of Canadian society has led to the production of a greater level of voluntary
environmental disclosure. Mathews and Reynolds (2001), test a possible classification of
CSD based on Hofstede’s dimensions, applying Gray’s (1988) classification methodology of
financial reporting. This classification is also based on Hofstede’s work. They show that
differences in CSD levels between Nordic countries and the US relate to Hofstede’s (1983)
dimensions. Newson and Deegan (2002) explore the social disclosure policies of large
Australian, Singaporean, and South Korean multinational corporations. They indicate that
country of origin and industry of operation appears to significantly influence the social
disclosure practices. Van der Laan Smith et al. (2005), study CSD in combination with three
of Hofstede’s dimensions: masculinity (MAS), power distance (PDI) and individualism
(IDV). Application of the latter two dimensions was based on Gannon (2001), who
combines PDI and IDV in a classification schedule for generic types of cultures. Van der
Laan Smith et al. (2005) construct a prediction model for country of origin, with CSD as
predictor to explain the differences in CSD between Norway/Denmark and the US
companies.

Simnett et al. (2009) study determinants of assurance of sustainability reports. They focus
on company, industry and country-related factors. The only country-related factor they
apply is the distinction between stakeholder and shareholder orientation, for which the
proxy legal system is used. They conclude that this orientation partly determines choices
made on assurance of sustainability reports. Vachon (2010) suggests that two of
Hofstede’s national culture dimensions are linked to a higher degree of sustainable
practices by corporations. In particular, a nation’s high degree of individualism and
uncertainty avoidance were both related to green corporatism, environmental innovation,
fair labor practices and corporate social involvement. Orij (2010) investigates whether
corporate social disclosure levels relate to national cultures. The sample consisted of 600
large companies from 22 countries. Cultural measures were applied: a measure for
secrecy, as proposed by Hope et al. and a constructed measure for generic types of
cultures (Gannon, 2001); both derived from Hofstede’s national culture dimensions. The
results state that corporate social disclosure levels are likely to be influenced by national
cultures.

Unlike most prior researches, this research applies Hofstede’s cultural value theory to
investigate cultural effects on environmental disclosure practices only, applying Gray’s
(1988) classification. Therefore, our analysis will include the annual reports of 655
companies from 20 countries within 10 cultural areas (See appendix 1). The study will
contributes to a greater understanding of observed variations in CED among countries. To
achieve this goal the paper proposes that the national cultural values of the societies play
an important role in corporate environmental disclosure decision. The research for
cultural values that have an influence on corporate environmental disclosure (CED) can be
achieved by hypothesizing that there are theoretically reasonable differences in levels of
CED among corporations with different scores for particular national culture measures. A
separate hypothesis is generated for each of cultural value measures tested, which
according to Hofstede (1988) include; Power Distance (PDI), Individualism (IDV),
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Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO).
Therefore, this research hypothesizes that there is a negative relationship between Power
Distance (PDI), Masculinity (MAS), and Uncertainty Avoidance (UAI) and the level of
corporate environmental disclosure (CED) on one hand, on the other hand the research
also hypothesizes that there is a positive relationship between Individualism (IDV), and
Long-Term Orientation (LTO) and the level of corporate environmental disclosure (CED).
Hence, the following hypotheses are developed for the correlation study:

1.

Large versus Small Power Distance: Power Distance is the extent to which less
powerful members of a society accept and expect that power is distributed unequally
(Hofstede, 2001). The people in large power distance countries accept a hierarchical
order in which everybody has a place which needs no further justification. On the
other hand, in lower power distance countries the people strive for power equalization
and demand justification for power inequalities. When power distance is large,
managers are expected to retain and not disclose information to preserve power
inequalities, leading to more secrecy. Therefore the Power distance is assumed-to-be-
related, positively to secrecy, as a low level of information to secondary stakeholders
of the corporation helps to preserve the level of power relations. Then, it is
hypothesized that:

H1: There is a negative relationship between Power Distance (PDI) as a national cultural
value and the level of corporate environmental disclosure

2.

Individualism versus Collectivism: The second dimension is individualism (IDV), which
refers to the extent to which the individual expects personal freedom versus the
acceptance of responsibility to family, tribal, or national groups (i.e., collectivism). Gray
(1988) notes that secrecy is consistent with a preference for collectivism, as opposed
to individualism, and the individualistic societies are expected to be less secretive than
collectivist societies, where people share the common beliefs and possibly information
and require extensive disclosure relative to collectivist societies. Analysis by Van der
Laan Smith et al. (2005) indicates that a high score on IDV can relate to both a
stakeholder and shareholder orientation of society. Then, a negative relation is
proposed between secrecy and individualism. In other words, a positive correlation
between individualism and the extent of transparency is expected. Accordingly, it is
hypothesized that:

H2: There is a positive relationship between Individualism (IDV) as a national cultural value
and the level of corporate environmental disclosure.

3.

Masculinity versus Femininity: Masculinity stands for a preference in society for
achievement, heroism, assertiveness, and material success. Its opposite, Femininity
stands for a preference for relationships, modesty, caring for the weak, and the quality
of life. Gray (1988) hypothesizes that MAS is less likely to be related to secrecy with
financial disclosures, although he argues that transparency is more likely in the case of
an orientation on “quality of life”. More caring societies (i.e. feminine societies) will
tend to be more open especially for socially related information. On the other hand,
Jaggi and Low (2000), and Hope (2003) determine a negative relation between
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masculinity and financial disclosure. In addition, Orij (2010) finds that the Masculinity
is negatively related to Corporate Social Disclosure levels (CSD), which supports the
results of Van der Laan Smith et al. (2005). Consequently, the third hypothesis is:

H3: There is a negative relationship between Masculinity (MAS) as a national cultural value
and the level of corporate environmental disclosure.

4. Strong versus Weak Uncertainty Avoidance: Uncertainty Avoidance is the extent to
which society avoids risk and creates security by emphasizing technology and
buildings, laws and rules, and religion. Weak uncertainty avoidance societies maintain
a more relaxed atmosphere in which practice counts more than principles and
deviance is more easily tolerated. Gray (1988) indicates that a preference for secrecy is
consistent with strong uncertainty avoidance following from a need to restrict
information disclosures so as to avoid conflict and competition and to preserve
security. Therefore, the Uncertainty Avoidance is assumed-to-be-related positively to
secrecy, as secrecy is helpful in preserving security. This leads to fourth hypothesis:

H4: There is a negative relationship between Uncertainty Avoidance (UAI) as a national
cultural value and the level of corporate environmental disclosure

5. Long-term versus Short-term Orientation: A fifth dimension, long-term orientation
(LTO), was added in 1987 by Hofstede (2001). The LTO dimension refers to a forward-
looking perspective rather than an historical perspective. Such a future orientation is
related to thrift and perseverance. The opposite - short-term - orientation means a
focus on social status, being fixed in the present and past. Bradley et al. (1999) state
that long-term orientation of society is related to a stakeholder or social perspective.
Hence, long-term orientation is likely to be consistent with transparency, and
consequently, CED is likely to be positively related to LTO. It is therefore hypothesized
that:

H5: There is a positive relationship between Long-Term Orientation (LTO) as a national
cultural value and the level of corporate environmental disclosure

6. The hypotheses for the multiple regression models are similar to the correlation study.
That is, this research study hypothesizes that there is a relationship between level
Power Distance, Individualism, Masculinity, Uncertainty Avoidance, and Long-Term
Orientation and the level of corporate environmental disclosure. For the multiple
regression models, the control variables are regions, industries, and firm size. Due to
the cultural differences, Regions are expected to have an impact on the relationship
between the above cultural values and the level of corporate environmental
disclosure. As for Industries, they are expected to have an impact on the relationship
between those cultural values and the level of corporate environmental disclosure,
because the companies that work in more environmental sensitive industries are likely
to disclose more environmental information than the companies that work in less
sensitive industries. Finally, the firm size is expected to have an impact on the
relationship between level Power Distance, Individualism, Masculinity, Uncertainty
Avoidance, and Long-Term Orientation and the level of corporate environmental
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disclosure, since larger companies are probably to have better resources to engage in
environment protection activities than the small companies. Hence, the following
hypotheses are developed for the multiple regression models:

H6: There is a relationship between Power Distance (PDI), Individualism (IDV), Masculinity
(MAS), Uncertainty Avoidance (UAIl), and Long-Term Orientation (LTO) and the level of
corporate environmental disclosure (CED).

H6a:There is a relationship between Power Distance (PDI), Individualism (IDV), Masculinity
(MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the level of
corporate environmental disclosure (CED) after controlling regions.

Héb: There is a relationship between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the
level of corporate environmental disclosure (CED) after controlling industries.

Héc: There is a relationship between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the
level of corporate environmental disclosure (CED) after controlling firm size.

3. METHODOLOGY AND DATA

The content analysis method was adopted in this research because it allows corporate
environmental disclosure to be systematically classified and compared; which is useful for
determining trends and extent of disclosures. Furthermore, this method is one of the most
systematic, objective and quantitative methods of data analysis technique employed in
other prior research studies involving corporate environmental disclosures practices
(Wiseman, 1982; Deegan and Rankin, 1996; Patten, 2002; Cormier and Magnan 2003; and
Al-Tuwaijri et al. 2004). It is also one of the most common or dominant research technique
used to study, measure and analyze corporate environmental disclosure in corporate
annual reports. The environmental disclosure index comprises 40 items measuring
environmental disclosure level, where the items are grouped into six categories
(Expenditures and risk, Laws and regulation, Pollution abatement, Sustainable
development, Land remediation, and Environmental management). The rating is based on
a scores ranged from one to three, three points are awarded for an item described in
quantitative or qualitative monetary or quantitative terms, two non-quantitative
disclosure, and one for an items discussed in general. (See appendix 2)

As stated earlier, the research objective of this study is to investigate the relationship
among Hofstede’s cultural dimensions and level of Corporate Environmental Disclosure
CED. To investigate the relationship, this study conducts a correlation study where the
Power Distance (PDI), Individualism (IDV), Masculinity (MAS), Uncertainty Avoidance (UAI),
and Long-Term Orientation (LTO) are each correlated to Corporate Environmental
Disclosure (CED). The reason for investigating the cultural dimensions as separating
variables into five components is to gain an understanding of the relationship of each
component with Corporate Environmental Disclosure (CED) and then to investigate the
relationship between cultural dimensions as whole with the level of Corporate
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Environmental Disclosure (CED). This procedure is implemented for examining the validity
of Hofstede theory related to social and cultural values in different area.

In addition to the correlation study, this research study develops multiple regression
models to investigate the relationships between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and
level of Corporate Environmental Disclosure CED. This is to determine the R-square values.
For the multiple regression models, the control variables used are regions, industries, and
firm size. Regions are included as a control variable. The reason to include them is to
confirm the results of the correlation study, that is, regions may have a significant impact
on the relationships between national cultural dimensions and level of Corporate
Environmental Disclosure CED.

In this paper four multiple regression equations are used. The first equation is used when
no control variable is introduced. The second equation is used when the control variable
for regions is introduced in the analysis. The third equation is used when the control
variable for industries is introduced. The fourth equation is used when the control variable
for firm size is introduced.

The first equation, when no control variable is introduced, takes the following form:
Y=o+ B1X1 + B2X2 + B3X3 + B4X4 + B5X5 + €

where:
Y = the dependent variable: environmental disclosure value (EDV).
o = a constant
B1.. B5 = regression coefficients for independent variables x1 to x5 respectively.
X1 .. X5 = the independent variables Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), or Long-Term Orientation (LTO)
respectively.
€ =error term

The second equation, when the control variable for regions is introduced, is as follows:
Y=o+ B1X1 + B2X2 + B3X3 + B4X4 + B5X5 + B6X6 + €

where:
Y = the dependent variable: environmental disclosure value (EDV).
o =a constant
B1 .. B5 = regression coefficients for independent variables x1 to x5 respectively.
B6 = regression coefficient for control variable x6.
X1 .. X5 = the independent variables Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), or Long-Term Orientation (LTO)
respectively.
X6 = the control variable for regions.
€ =error term
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The third equation, when the control variable for industries is introduced, is as follows:
Y=o+ B1X1 + B2X2 + B3X3 + B4X4 + B5X5 + B7X7+ €

where:
Y = the dependent variable: environmental disclosure value (EDV).
o = a constant
B1 .. B5 =regression coefficients for independent variables x1 to x5 respectively.
B7 = regression coefficient for control variable x7.
X1 .. X5 = the independent variables Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), or Long-Term Orientation (LTO)
respectively.
X7 = the control variable for industries.
€ = error term

The fourth equation, when the control variable for firm size is introduced, is as follows:
Y=o+ B1X1 + B2X2 + B3X3 + B4X4 +B5X5 + B8X8 + €

where:
Y = the dependent variable: environmental disclosure value (EDV).
o =a constant
B1.. B5 = regression coefficients for independent variables x1 to x5 respectively.
B8 = regression coefficient for control variable x8.
x1 .. x5 = the independent variables Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), or Long-Term Orientation (LTO)
respectively.
X8 = the control variable for firm size.
€ =error term

Table 1 shows the mean, standard deviation, minimum and maximum of the
environmental information disclosed by companies in different regions. The table shows
that, by regions, the mean for the environmental information scores disclosed by
companies in Anglo countries is 38.20 and the standard deviation is 22.59. The table also
shows that, by industries, the mean for the environmental information scores disclosed by
companies in Asian Colonial countries is 9.81 and the standard deviation is 10.36. At the
same time, the other regions range from Nordic (31.64) to Near Eastern (12.98).

Therefore, the different means between regions suggest that the value of environmental
information disclosed by companies between regions may be significantly different.
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Table 1: Statistics of Environmental Disclosure Scorers by Regions

African Asian German Less Less More More Near
Anglo . . Developed | Developed | Developed | Developed Nordic
Colonial ic . N . N Eastern
Asian Latin Asian Latin
Valid 15 222 64 55 94 9 59 48 45 44
N
Missing 207 0 158 167 128 213 163 174 177 178
Mean 29.200 38.203 9.813 27.618 20.787 34.111 24.441 29.000 12.978 31.636
Std. Deviation 21.874 22.592 10.355 18.333 15.773 23.273 14.128 21.141 11.377 18.651
Minimum 1.00 1.00 1.00 1.00 1.00 3.00 1.00 1.00 1.00 1.00
Maximum 79.00 120.00 56.00 86.00 65.00 64.00 58.00 79.00 44.00 74.00

Industries are also included as a control variable because previous studies have shown
that they can affect the level of Corporate Environmental Disclosure (CED) and there are
specific environmentally sensitive industries. In this research, we investigate six industries
are Automobiles, Chemicals, Foods, Metals and Mining, Oil and Gas, and Pulp and Paper.

Table 2 shows the mean, standard deviation, minimum and maximum of the
environmental information disclosed by companies work in 10 industries. The table shows
than, the mean for the environmental information scores disclosed by Oil and Gas industry
companies is 32.96 and the standard deviation is 21.87. The table also shows that, the
mean for the environmental information scores disclosed by Food industry companies is
19.57 and the standard deviation is 12.94.

Table 2: Statistics of Environmental Disclosure Scorers by Industries

A bill Chemical: Food Metal and mining Oil and Gas Pulp and paper

Valid 63 125 106 156 138 67
N

Missing 93 31 50 0 18 89
Mean 23.3651 27.3360 19.5660 31.9615 32.9565 24.4776
Std. Deviation 15.41606 23.75138 12.93870 22.79216 21.86951 18.36198
Minimum 1.00 1.00 1.00 1.00 1.00 1.00
Maximum 60.00 109.00 71.00 120.00 99.00 67.00
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Prior research studies have included size as a control variable too because larger
companies have better resources to engage in Environmental activities compared to
smaller companies (Monteiro and Aibar-Guzman, 2010; Cho et al. 2012; Suttipun and
Stanton, 2012; and Bowrin, 2013). Therefore, the firm size is included as a control variable
in this study. In an attempt to provide answers to the hypotheses highlighted in this
paper, this section therefore presents both the results of correlation study and multiple
regression study.

The results of hypotheses 1 to 5 are below (The Pearson correlation is used to test
hypotheses 1 and 4 because the assumption of normality in the Pearson correlation has
been met for these two hypotheses).

Hypothesis 1 / Pearson Correlation
HO: There is no relationship between the level of Power Distance and Corporate
Environmental Disclosure.

Table 3. Results of Hypothesis 1

Correlations

EDV2 PDI
Pearson Correlation 1 -656
EDV2  Sig. (2-tailed) .002
N 20 20
Pearson Correlation -656 1
PDI Sig. (2-tailed) .002
N 20 20

**_ Correlation is significant at the 0.01 level (2-tailed).

Given that p < .05 which means that the null hypothesis is rejected. Consequently, the
alternative hypothesis H1 is supported, which states that there is a relationship the level
of Power Distance and Corporate Environmental Disclosure, r (20) =-.656, p < .05.

Hypothesis 2/ Spearman Correlation
HO: There is no relationship between the level of Individualism and Corporate
Environmental Disclosure.

Table 4. Results of Hypothesis 2

Correlations

EDV2 IDV
Correlation Coefficient 1.000 696"
Spearman's rho EDV2
Sig. (2-tailed) . .001
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N 20 20

Correlation Coefficient 696" 1.000
IDV Sig. (2-tailed) .001

N 20 20

**_ Correlation is significant at the 0.01 level (2-tailed).

Given that p < .05 which means that the null hypothesis is rejected. Consequently, the
alternative hypothesis H1 is supported, which states that there is a relationship the level
of Individualism and Corporate Environmental Disclosure, r (20) = .696, p < .05.

Hypothesis 3/ Spearman Correlation
HO: There is no relationship between the level of Masculinity and Corporate
Environmental Disclosure.

Table 5. Results of Hypothesis 3

Correlations

EDV2 MAS
Correlation Coefficient 1.000 -.230
EDV2  Sig. (2-tailed) . .330
N 20 20
Spearman's rho
Correlation Coefficient -.230 1.000
MAS Sig. (2-tailed) .330
N 20 20

Given that p > .05 which means that the null hypothesis is accepted. Consequently, the
alternative hypothesis H1 is not supported, which states that there is a relationship the
level of Masculinity and Corporate Environmental Disclosure, r (20) = -.230, p > .05.

Hypothesis 4/ Pearson Correlation
HO: There is no relationship between the level of Uncertainty Avoidance and Corporate
Environmental Disclosure.

Table 6. Results of Hypothesis 4

Correlations

EDV2 UAI
Pearson Correlation 1 111

EDV2
Sig. (2-tailed) .641
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N 20 20

Pearson Correlation 111 1
UAI Sig. (2-tailed) .641

N 20 20

Hypothesis 5/ Spearman Correlation
HO: There is no relationship between the level of Long-Term Orientation and Corporate
Environmental Disclosure.

Table 7: Results of Hypothesis 5
Correlations

EDV2 LTO
Correlation Coefficient 1.000 662"
EDV2  Sig. (2-tailed) .003
N 18 18
Spearman's rho ”
Correlation Coefficient -.662 1.000
LTO Sig. (2-tailed) .003
N 18 18

**_ Correlation is significant at the 0.01 level (2-tailed).

Given that p < .05 which means that the null hypothesis is rejected. Consequently, the
alternative hypothesis H1 is supported, which states that there is a relationship between
the level of Long-Term Orientation and Corporate Environmental Disclosure, r (10) = -.662,
p <.05.

Results of Hypothesis 6
The results of hypothesis 6 are shown in Table 8 and Table 9 below:

Table 8: Model Summary of Hypothesis 6
Model Summaryb

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .755° .570 .390 8.34330

a. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV

b. Dependent Variable: EDV2

291



Research Journal of Business &Management - RJIBM (2014), Vol.1(3) Once & Almagtome, 2014

Table 9: ANOVA of Hypothesis 6

ANOVA’
Model Sum of Squares df Mean Square F Sig.
Regression 1105.116 5 221.023 3.175 .047°
1 Residual 835.328 12 69.611
Total 1940.444 17

a. Dependent Variable: EDV2
b. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV

Hypothesis 6 / Multiple Regression Model

HO: There is no relationship between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the
level of corporate environmental disclosure (CED).

Given that p < .05, H1 is supported, which states that there is a relationship between the
Power Distance (PDI), Individualism (IDV), Masculinity (MAS), Uncertainty Avoidance (UAI),
and Long-Term Orientation (LTO) and the level of corporate environmental disclosure
(CED), F(5,12) = 3.175, p < .05.

Results of Hypothesis 6a
The results of hypothesis 6a are shown in Table 10 and Table 11 below:

Table 10: Model Summary of Hypothesis 6a

Model Summary*

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .755° 570 390 8.34330
2 838" .702 .539 7.25485

a. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV
b. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV, Region
c. Dependent Variable: EDV2

Table 11: ANOVA of Hypothesis 6a

ANOVA’
Model Sum of Squares df Mean Square F Sig.
Regression 1105.116 5 221.023 3.175 .047°
1 Residual 835.328 12 69.611
Total 1940.444 17
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2

Regression
Residual

Total

1361.483
578.961
1940.444

6
11
17

226.914
52.633

4.311

.018°

a. Dependent Variable: EDV2
b. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV
c. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV, Region

Hypothesis 6a / Multiple Regression Model
HO: There is no relationship between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the

level of corporate environmental disclosure (CED) after controlling regions

Given that p < .05, H1 is supported, which states that there is a relationship between the
Power Distance (PDI), Individualism (IDV), Masculinity (MAS), Uncertainty Avoidance (UAI),
and Long-Term Orientation (LTO) and the level of corporate environmental disclosure
(CED) after controlling regions, F(6,11) = 4.311, p < .05.

Results of Hypothesis 6b

The results of hypothesis 6b are shown in Table 12 and Table 13 below:

Table 12: Model Summary of Hypothesis 6b

Model Summary*
Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .755° .570 .390 8.34330
2 819° .671 491 7.62034

a. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV
b. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV, Industry
c. Dependent Variable: EDV2

Table 13: ANOVA of Hypothesis 6b
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Regression 1105.116 5 221.023 3.175 .047°
1 Residual 835.328 12 69.611
Total 1940.444 17
2 Regression 1301.679 6 216.946 3.736 .028°
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Residual

Total

638.766
1940.444

11
17

58.070

a. Dependent Variable: EDV2
b. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV
c. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV, Industry

Hypothesis 6b / Multiple Regression Model
HO: There is no relationship between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the
level of corporate environmental disclosure (CED) after controlling industries.

Given that p < .05, H1 is supported, which states that there is a relationship between the
Power Distance (PDI), Individualism (IDV), Masculinity (MAS), Uncertainty Avoidance (UAI),
and Long-Term Orientation (LTO) and the level of corporate environmental disclosure
(CED) after controlling industries, F(6,11) = 3.736, p < .05.

Results of Hypothesis 6¢
The results of hypothesis 6¢ are shown in Table 14 to Table 15 below:

Table 14: Model Summary of Hypothesis 6¢

Model Summary*
Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .755° .570 .390 8.34330
2 893" 797 686 5.98546

a. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV
b. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV, FirmSize
c. Dependent Variable: EDV2

Table 15: ANOVA of Hypothesis 6¢
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Model Sum of Squares df Mean Square F Sig.
Regression 1105.116 5 221.023 3.175 .047°
1 Residual 835.328 12 69.611
Total 1940.444 17
Regression 1546.362 6 257.727 7.194 .003°
? Residual 394.083 11 35.826
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| Total | 1940.444 17 |

a. Dependent Variable: EDV2
b. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV
c. Predictors: (Constant), LTO, UAI, MAS, PDI, IDV, Firm Size

Hypothesis 6¢ / Multiple Regression Model

HO: There is no relationship between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the
level of corporate environmental disclosure (CED) after controlling firm size.

Given that p < .05, H1 is supported, which states that there is a relationship between the
Power Distance (PDI), Individualism (IDV), Masculinity (MAS), Uncertainty Avoidance (UAl),
and Long-Term Orientation (LTO) and the level of corporate environmental disclosure
(CED) after controlling firm size, F(6,11) = 7.194, p < .05.

The summary of the Pearson correlation results for hypothesis 1 as depicted in Table 3
shows clearly that the level of Power Distance (PDI) is negatively correlated with the
extent of corporate environmental disclosure and it is significant (sig. 0.001). These results
indicate therefore that there is significant relationship between the level of Power
Distance and Corporate Environmental Disclosure. This finding is consistent with Vachon
(2010) who found a negative relationship. Vachon (2010) found that the higher level of
power distance in a country is associated with a lower degree of sustainable development
practices. A possible explanation for this finding is that, societies with high power distance
usually present a higher degree of acceptance of poor working conditions and polluted
environment. Accordingly, the society’s pressure on companies to disclose environmental
disclosure would be lower than the pressure in societies with lower power distance. In the
same context, the power distance was negatively linked to a country’s environmental
performance as measured by the Environmental Sustainability Index developed by the
World Economic Forum (Husted, 2005; Park et al., 2007). Therefore, the higher power
distance has a negative impact on the tendency of society to achieve and disclose the
environmental protection activities generally.

The summary of the result on the Spearman correlation coefficient for Hypothesis 2 as
depicted in Table 4 reveals that there is a significant positive relationship between the
level of Individualism and Corporate Environmental Disclosure at 0.1% level of significance
with a two—tailed test. This result thus implies that firms in countries with high degree of
Individualism would be willing to disclose more environmental information than those in
countries lower degree of individualism. This finding is consistent with Vachon (2010) who
found a negative relationship between individualism and environmental innovation. He
indicates that the higher level of individualism in a country (as opposed to collectivism) is
associated with a higher degree of sustainable development practices by corporations in
that country. In contrast, Van der Laan Smith et al. (2005) and Orij (2010) indicated that
there is no relationship between Generic types of cultures (as a combination of the
national culture dimensions individualism and power distance) and corporate social
disclosure. However, our results is related to environmental disclosure rather than social
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disclosure, consequently, this mean that the companies are more likely to disclose
environmental information when they work in countries with high degree of individualism.
An explanation for this outcome is that due to the individualistic societies are expected to
be less secretive than collectivist societies, where people share the common beliefs and
possibly information and require extensive disclosure relative to collectivist societies, the
companies in those societies would face higher social pressure to disclose environmental
information compared to other companies. Table 3 shows the results of Spearman
Correlation for hypothesis 3; these results indicate that there is no relationship between
the level of Masculinity and Corporate Environmental Disclosure. This finding is not
consistent with Orij (2010) who found that the Masculinity is negatively related to
Corporate Social Disclosure levels (CSD), that is, the companies in countries with higher
level of masculinity tend to disclose less social information than those in countries with
lower level of masculinity.

The summary of the Pearson correlation result for hypothesis 4 as depicted in Table 6
shows that there is no relationship between the level of Uncertainty Avoidance and
Corporate Environmental Disclosure. However, this finding is not consistent with Vachon
(2010) who found a negative relationship. Vachon (2010) found the higher level of
uncertainty avoidance in a country is associated with a lower degree of sustainable
development practices by corporations in that country. Finally, the summary of the result
on the Spearman correlation coefficient for Hypothesis 5 as depicted in Table 7 shows that
the level of Long-Term Orientation LTO is positively correlated with Corporate
Environmental Disclosure and it is significant (sig. 0.001). These results indicate that there
is negative relationship between the level of Long-Term Orientation and Corporate
Environmental Disclosure. However, the theoretically predicted relationship between
long-term orientation and Corporate Environmental Disclosure is not confirmed, when
assuming that long-term orientation is correlated positively with Corporate Environmental
Disclosure.

A possible explanation of this finding is, that the sample of this research study includes
many eastern countries which countries which have high long-term orientation values. For
example, China and Singapore have the highest values of (118), and (96) respectively
whereas more developed countries such as the United States , the United Kingdom,
Canada, Sweden, and Spain have significantly low values of 29 , 25, 23, 20, and 19
respectively. Evidently, the more companies in developed countries are likely to disclose
more environmental information than that those in eastern or less developed countries. In
other words, the companies in some developed countries would reasonably be expected
to have made strategic decisions to support the environmental reporting practices due to
the higher social pressure and sustainability reporting guidelines and regulations required
in these countries. This situation could lead to unexpected results for long-term
orientation which consequently explain the reason of the negative correlation resulted.

The multiple regression analysis performed on data set from 20 countries indicates clearly
the following empirical findings as presented in Table 8 to Table 15. The results of
hypothesis 6 as depicted in Table 8 and Table 8 show that there is a relationship between
the Power Distance (PDI), Individualism (IDV), Masculinity (MAS), Uncertainty Avoidance
(UAI), and Long-Term Orientation (LTO) and the level of corporate environmental
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disclosure (CED). It is noted that the results here are consistent with the results of
hypotheses 1 to 5 that show that there is significant relationship between the corporate
environmental disclosure (CED) as independent variable and Power Distance (PDI),
Individualism (IDV), and Long-Term Orientation (LTO). Therefore, it is logical to find a
significant joint relationship between the cultural dimension as whole and the
independent variable (CED). This outcome suggests that the cultural factors play an
important role in environmental reporting process and consequently would influence the
quality and magnitude of environmental information disclosed by companies in different
cultures. To examine the effect of control variables (Regions, Industries, and Firm size)
hypotheses 6a, 6b, and 6c are constructed to show the results of multiple regression
models related to these variables.

Coming back to the results of hypotheses 6a to 6¢, when the control variable of Regions is
introduced, the results of hypothesis 6a (as depicted in Table 10 and Table 11) show that
there is a significant relationship between Power Distance (PDI), Individualism (IDV),
Masculinity (MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the
level of corporate environmental disclosure (CED) after controlling regions. This is
expected as the results of the One- Way ANOVA which show that there is a significant
difference in the corporate environmental disclosure level between the Regions. The One-
Way ANOVA suggests that the companies in different cultural areas disclose
environmental information at different levels. The possible reason for these results is that
the companies operating in more developed countries may face more strict environmental
reporting regulations that other companies operating in less developed countries, in
addition to the increasing concern being given by companies in some societies to improve
the environmental disclosure.

Similarly, when the control variable of industries is introduced, there is a significant effect.
The results of hypothesis 6b (as depicted in Table 12 and Table 13) show that there is a
significant relationship between Power Distance (PDI), Individualism (IDV), Masculinity
(MAS), Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the level of
corporate environmental disclosure (CED) after controlling industries. This suggests that,
when the control variable of industries is introduced, the differences in the mean
corporate environmental disclosure level of companies between the industries become
more important than Power Distance variable, Individualism variable, Masculinity variable,
Uncertainty Avoidance variable, and Long-Term Orientation variable. The results are
consistent with results of Deegan and Gordon (1996) who found that companies operating
in more environmentally-sensitive industries disclose more environmental performance
information compared to companies operating in less environmentally-sensitive
industries. The reason for companies operating in more environmentally-sensitive
industries to disclose more is because they want to legitimize their existence.

Finally, when the control variable of firm size is introduced, there is a significant effect.
The results of hypothesis 6¢ (as depicted in Table 14 and Table 15) show that there is a
relationship between Power Distance (PDI), Individualism (IDV), Masculinity (MAS),
Uncertainty Avoidance (UAI), and Long-Term Orientation (LTO) and the level of corporate
environmental disclosure (CED) after controlling firm size. This suggests that, when the
control variable of firm size is introduced, the differences in the mean corporate
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environmental disclosure level of companies between the companies with different sizes
become more important the Power Distance variable, Individualism variable, Masculinity
variable, Uncertainty Avoidance variable, and Long-Term Orientation variable. The results
are consistent with Liu and Anbumozhi (2009), Monteiro and Aibar-Guzman (2010), and
Suttipun and Stanton (2012) who found that the firm size is positively related to the extent
of environmental disclosure. This implies that companies with higher firm size level
disclose lesser environmental information than companies with lower firm size level.
Therefore, the corporate environmental disclosure of companies with different firm size
cannot be compared effectively. The result also indicates that firm’s size proxied by total
assets (TA) play a very significant role in corporate environmental disclosure. The
explanation for this result is that the larger or bigger the size of a firms, the more ability to
invest their resources into corporate environmental technologies and management that is
environmentally friendly since they tend to be more concerned with the company’s
corporate environmental reputation and corporate image while at the same time being
visible to external stakeholders who demand higher corporate social environmental
performance.

4. CONCLUSION

This paper provides an examination of the environmental disclosure levels of companies
that is conducted by evaluating all the audited annual reports of companies in the English
language which were prepared in 2012 and which were available on the companies’
websites as of 31st Dec, 2012. Altogether, 655 corporate annual reports were collected.
The control variables are regions, industries and firm size, the firm size alone is included
because large companies are more likely to voluntarily disclose environmental information
due to visibility and political exposure (Cowen et al. 1987; Patten 1992; Hackston and
Milne 1996; Bewley and Li 2000; Patten 2002; Cormier and Magnan 2003). The purpose of
this paper is to investigate whether corporate environmental disclosure levels relate to
national culture values based upon Hofstede’s individualism, masculinity, power distance,
uncertainty avoidance, and long term-orientation dimensions. Our findings based on a
content analysis of 2012 annual reports for 655 companies from 20 countries (Australia,
Brazil, Canada, China, France, Germany, Hong Kong, India, Iraq, Japan, Malaysia,
Netherlands, Portugal, Singapore, Spain, Sweden, Switzerland, turkey, UK, and USA) in 6
industries are automobiles, chemicals, food, metal and mining, oil and gas, and pulp and
paper. The objective of selecting these countries in this study was the identification of
countries whose cultures would have differing views of a company’s stakeholders and
which are differ in their level of transparency orientation.

The findings suggest that three of Hofstede’s Cultural dimensions are related to corporate
environmental disclosure CED. In particular, a nation’s high degree of individualism and
Long-Term Orientation were both related to high degree of corporate environmental
Disclosure, while a nation’s high degree of Power Distance is related to low degree of CED.
This result implies that firms in countries with high degree of Individualism would be
willing to disclose more environmental information than those in countries lower degree
of individualism. The findings also show that the level of Long-Term Orientation LTO is
negatively correlated with Corporate Environmental Disclosure. The national culture
dimension of long-term orientation stands for the long term perspective and it is likely to
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be similar to management long term decision perspective. In fact, the long-term
orientation dimension is expected to be similar to Chinese Confucian values and may lead
to encourage management to disclose the information related to environment as part of
long term planning of environmental protection activities. The negative relationship
between power distance and corporate environmental disclosure reflects the close
relationship between secrecy and power distance that suggests that high power distance
societies are likely to be characterized by the restriction of information to preserve power
inequalities.

Similarly, the control variables (regions, industries, and firm size) were significantly related
to corporate environmental disclosure CED. The results suggest that the levels of
corporate environmental disclosure between companies working in different countries,
different industries, or with different sizes are not comparable. Moreover, when the
control variables of regions, industries, or firm size is introduced, the differences in the
mean corporate environmental disclosure level of companies between the regions,
industries, or different firm sizes become more important than Power Distance variable,
Individualism variable, Masculinity variable, Uncertainty Avoidance variable, and Long-
Term Orientation variable. Our results give an explanation for the relationship between
corporate environmental disclosure and national cultures, and will lead to support the
stakeholders to understand the observed international differences in CED. These results
can be useful to the managers of multinational corporations, because the preparing of
annual report in different societies require considering the national cultures and the social
orientation of countries in relation to the level of environmental information disclosures
to stakeholders.
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Appendix 1: Sample Companies by Countries and Sectors

. . Metal Oil and Pulp and
No Country Automobile Chemicals Food qn.d Gas Paper total
mining

1 | Australia 1 4 18 14 1 38

2 | Brazil 2 1 3 5 6 4 21

3 | Canada 1 3 4 14 36 1 59
4 | China 6 1 4 3 1 15

5 France 3 1 3 1 4 3 15

6 Germany 11 12 3 7 4 1 38

7 Honk Kong 8 10 2 1 21

8 | India 10 20 5 15 5 7 62

9 | Iraq 7 3 7 3 20
10 | Japan 12 20 12 7 4 6 61
11 | Malaysia 2 3 5 5 5 8 28
12 Netherlands 1 6 11 2 1 21
13 | Portugal 1 3 1 1 3 9
14 Singapore 2 17 2 9 6 5 41
15 | Spain 1 1 1 2 3 8
16 | Sweden 1 2 4 9 6 4 26
17 | Switzerland 2 7 3 3 1 2 18
18 | Turkey 3 6 7 9 2 2 29
19 UK 1 3 4 15 9 1 33
20 | USA 6 14 22 17 28 5 92

63 125 106 156 138 67 655
Appendix 2: Content Analysis Index
Monetary or | Described General Not
No Items Quantitative | Specifically Available
(3) (2) (1) (0)
Expenditures and risks

1 | Investments

2 | Operation costs

3 | Future investments
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4 Future operating costs

5 Financing for investments

6 | Environmental debts

7 | Risks provisions

8 | Risks litigations

9 Provision for future
expenditures
Laws and regulations
conformity

10 Litigations, actual and
potential

11 | Fines

12 | Orders to conform

13 | Corrective actions

14 | |ncidents

15 Future legislation and
regulations
Pollution abatement

16 | Emission of pollutants

17 | Discharges

18 | waste management

19 Installation and process
controls

20 Compliance status of
facilities

21 | Noise and odors

22 Energy consumption
/conservation
Sustainable development

23 Natural resource
conservation

24 | Recycling

25

Life cycle information
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Land remediation and
contamination

26 | sites

27 | Efforts of remediation

)8 Potential liability-
remediation

29 | Implicit liability

30 Spills (humber, nature,
efforts of reduction)
Environmental
management
Environmental policies or

31 | company concern for the
environment

37 Environmental
management system

33 | Environmental auditing

34 | Goals and targets

35 | Awards
Department, group,

36 | service affected to the
Environment

37 | 1S0 14000
Involvement of the firm to

38 | the development of
environmental standards
Involvement to

39 environmental
organizations (industry
committees, etc)
Joint projects with other

40 | firms on environmental

management
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Keywords ABSTRACT

Conflict, demographic,  The study seeks to examine the influence of demographic factors on conflict in
hospitals, Ghana, Ghana government hospitals. It adopted the quantitative approach which involves
government. the use of questionnaires and interviews coupled with statistical analysis to assess

the effect of demographic factors (age, educational level, gender and number of
years on the job of employees) and conflict occurrences at the workplace. The use
of purposive and convenience sampling techniques were adopted to get a sample
of 123 employees and 10 heads or deputy heads of human resource of the ten

JEL Classification regional hospitals in Ghana. The study found out that there is association between

J52, M12, M54 these demographic factors and conflict occurrences at these hospitals with 95%
confidence level. It therefore recommends to management of these hospitals and
other policy makers to pay much attention to these factors when formulating
policies so that they meet the expectation of different categories of employees at
the workplace.

1. INTRODUCTION

Workplace conflict is a universal organizational phenomenon because it is inevitable
aspect of modern life. For any organization to perform well to achieve its objectives,
different teams and individuals of different age, sex, gender and marital status must work
together and create relationships across organizational lines and groups. In the flow of
work and information, individuals, groups and departments depend on each other for
information sharing, assistance or coordinated action. For example, in the hospital
environment, doctors will depend on nurses, lab technicians, x-ray attendants and
pharmacists to collate the needed and relevant information to assist their patients in the
recovery process. Without the help of the personnel mentioned above, the work of the
medical doctor will be very difficult especially if there are disagreements among them.

In the same way, the pharmacist will depend on the medical doctor in the area of
prescriptions. Such interdependence may either foster cooperation or conflict. The
hospital environment is a mixture of different categories of people with different
background in terms of age, gender, education, religion, beliefs and tribe and as
mentioned by Collier (2006) such differences are potential causes of conflict in
organizations. Again, the hospital is the only working environment where its customers
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patronized its service when they have health related problems and it can range from a
simple disease to a complicated health condition hence makes the hospital a conflict
prone workplace.

As people with different backgrounds, age, gender, sex, values, needs and personalities
interact with each other, conflicts are bound to develop. Moreover where one party does
not have a sound mind then the probability that the person will not reason up with the
other party is high and hence disagreement is likely to occur. Taking the second largest
government hospital (Komfo Anokye Teaching Hospital) as an example, according to the
first half year report of the Ministry of Health for 2012, a total of 150,430 patients visited
the Outpatient Department (OPD) whilst 199,176 also visited the OPD of the teaching
hospital in 2011. These patients come to the OPD with varying degrees of health related
disease and complications. Added to this, the government hospitals is one of the public
institutions that absorbs a large number of employees in the public sector and these
employees apart from the fact that they are different in terms of their values and needs
are also demographically different in terms of sex, educational level, income level, marital
status, occupation and religion.

As already indicated, it appears these differences in demographic factors together with
the fact that the hospital is the only institution whose services are patronized when
people have health related problems makes the hospital environment a place where
conflict can easily occur. In support of this, the literature from American College of
Physician Executives’ (2009) indicated that 98% of those surveyed had witnessed an
incident of disruptive behavior between nurses and physicians.

In another study by Anderson and D’Antonio (2005), about 50% of physician’s time is
spent on conflict. This according to the writers stem from the fact that the hospital is
among the few organizations that normally does not segment or target specific customers.
Demographically, all people of different age, sex, marital status, religion and occupation
are expected to patronize in the services of these hospitals. Now the question one may
ask is that, looking at the fact that these demographic factors are not homogenous and as
such there are differences in age, gender, religion and marital status, is it prudent for
health professionals to spend most of their time taking into consideration differences in
these factors when dealing with patients and their fellow colleagues since their thinking,
reasoning, perception, values and needs are not the same? In answering such a question,
Studdert et al (2010) are of the view that the uniqueness of the hospital environment
demands that health professionals are tolerant in all situations and in the worse case
when conflict occurs as a result of differences in reasoning, perception and thinking, they
needed to be dealt with in a swift manner in order to avoid loss of human lives. Whilst we
may agree with the writers, it is also true that one need to really examine what brings
these differences in reasoning, perception and thinking and its effect on conflict
occurrences.

In light of this, the researchers decided to go into this research to look at the effect of
these demographic factors on conflict occurrences in government hospitals in Ghana since
though many research had been done on conflict and its occurrences, there is little on
isolating these demographic factors and their consequences on conflict occurrence.
Second in terms of Ghanaian context, literature available to the researchers indicates that
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proper attention has not been given in terms of research on conflict situations in
government hospitals. It is the believe of the researchers that going into this research by
focusing on this area will help bridge the gap in terms of knowing the effect of
demographic factors on conflict and its occurrence in Ghana government hospitals.

2. LITERATURE SURVEY

Over the years the term conflict has been branded to many people as an awful conduct of
parties who engaged in an argument which is normally generated from differences in
ideas, beliefs and values. It was tagged as a disturbing force (Walton, 1969), hence most
scholars advocated for its eradication. By the year 1980, researchers such as Tjosvold
(1991), began to rethink about the constructive and solidarity consequence of conflict.
Thus, though conflict act as a negative force operating against successful completion of
group common goals, it may also lead to positive effects depending on the nature of the
conflict (Obasan, 2011).

From the literature of Henry (2009), organizational conflict is regarded as the friction that
occurs when the goals, interests or values of different individuals or groups are
incompatible with those of other individuals or groups in an organization and where they
may block or frustrate each other in an attempt to achieve their objectives. Other writers
such as Meek, Heit and Page (2005), Hart (2000) and Reece and Brandt (1996) adding their
voices to what is meant by conflict share a similar view that it is a state of opposition,
disagreement or incompatibility between two or more people or groups of people which is
sometimes characterized by physical violence or assault. Their views on conflict actually
points to the fact that it is not always that parties tend to be physical or violent towards
each other that one can actually says there is conflict. In some instances as can be found
in the comments by Lambert and Myers (1999) and Hocker and Wilmot (1995), conflict
can be latent and the other party may not even be aware that there is a conflict. In the
case of health care environment, a patient may be in conflict with a physician without the
physician been aware that the patient is in conflict with him since it is believed that
conflict is cognitive rather than behavioral state.

Conflict is inevitable hence needs a strategic approach in terms of its resolution so that the
end result can be functional rather than dysfunctional. Whilst it tends to be inevitable,
from the literature of Rahim (2001), departments, units and sections competing with
limited resources is one of the most common sources of conflict in organizations. Looking
at the literature given by the writer, the researchers of this study based on their own
observation see it as one of the major causes of conflict in Ghana government hospitals
where patient frustrations due to congestions and pressure on health equipment generate
frequent quarrels and disagreements among them and staff based on the time taken for
health care professionals to deliver a service. To Tseveendorj (2008), the causes of conflict
are not only limited to scarce resources but people’s perception and culture also breeds
conflict. Culture and perception is very instrumental human make up that is very hard to
transform. Instances where team mates working on the same task have diverse cultures
and values, their perception on how to achieve the task vary because each one’s decision
will be influenced by his values or beliefs. From the literature of Henkin and Cistone
(2000), demographic factors such as religion, educational level, gender and age have high
influence on perception and as such makes people think differently. Looking at the
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writers assertion on the fact that age, religion, educational level and gender play
important role in influencing perception, one can deduce from the comment made by
Tseveendorj (2008) and counter argue that the root cause of conflict as a result of
differences in reasoning, believe and thinking is not perception but differences in
demographic factors (age, religion, gender and educational level) since the latter
(demographic factors) has high influence on the former (perception).

As organization comprises of people from different backgrounds and conflicts are bound
to occur, it is necessary for managers and supervisors to acquire skills that will enable
them manage conflicts when they occur since according to Watson and Hoffman (1996)
supported by Dana (2001), managers most of the time spend about 42% of their time
dealing with conflict related matters. Reynolds and Kalish (2002) share a similar view with
the writer since to them; managers nowadays spend at least 25% of their time resolving
workplace conflicts. Looking at the comments regarding the percentage of manager’s
time devoted to resolving workplace conflicts, it presupposes that organizations need to
pay much attention to how they can benefit from conflict situation when they occur by
ensuring that it tends out to be functional one. In ensuring that the outcome of conflict is
functional, it is necessary for managers to also ensure that they adopt the right approach
in terms of its management. In the view of Gatlin et al (2012), an early intervention by
investigating disputes and complaints when they are raised, identifying root causes of
problems in addition to symptoms, and sharing this information to create change can
facilitate a smooth resolution of the conflict. In talking about the various approaches to
handling conflicts, Johnson and Johnson (2000) and Bercovitch and Kadayifci-Orellana
(2009) recommends mediation as the best approach to be adopted by managers in
resolving conflicts. Despite their recommendation, they were quick to add that if the
mediator is inexperienced, the end result of the conflict will not be beneficial.

Based on our literature specifically on demographic factors and its influence on conflict,
one can set the following hypotheses to check if there is any association between conflict
occurrence and demographic factors:

Ho: Conflict occurrence is independent on differences in age at the workplace

H;: Conflict occurrence is associated with differences in age at the workplace at 5% level
of significance.

Ho: Conflict occurrence is independent on differences in gender at the workplace

Hi: Conflict occurrence is associated with differences in gender at the workplace at 5%
level of significance.

Ho: Conflict occurrence is independent on differences in educational level at the
workplace

H,:  Conflict occurrence is associated with differences in educational level at the
workplace at 5% level of significance.

Ho: Conflict occurrence is independent on differences in employees’ number of years at
the workplace
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Hi:  Conflict occurrence is associated with differences in employees’ number of years at
the workplace at 5% level of significance.

3. DATA AND METHODOLOGY

The study seeks to assess the effect of demographic factors on conflict situations in Ghana
government hospitals. In achieving this objective, the study adopted a quantitative
approach and the target population was all the government hospitals in Ghana. Since
dealing with all the government hospitals was difficult because of resource constraint, the
researchers adopted a non probability sampling which convenience sampling was used to
sample the government hospitals to be used for the study. In doing this, the ten regional
government hospitals namely Komfo Anokye Teaching Hosptial (Kumasi - Ashanti), Effia
Nkwanta Regional Hospital (Takoradi - Western), Regional Hospital (Koforidua - Eastern),
Central Regional Hospital (Cape Coast - Central), Tamale Regional Hospital (Tamale -
Northern), Regional Hospital (Sunyani — Brong Ahafo), Regional Hospital (Bolgatanga —
Upper East), Regional Hospital (Wa- Upper West), Regional Hospital (Ho —Volta) and Ridge
Regional Hospital (Ridge — Greater Accra) were conveniently selected from the rest of
government hospitals in Ghana. The choice of this non probability sampling was based on
the researchers’ easy access to information from these hospitals.

In getting respondents for the study, the researchers used quota sampling were 10 health
workers were selected from each of the regional hospitals except Komfo Anokye Teaching
Hospital, Kumasi where 13 workers were selected because of proximity and availability of
workers to participate in the study. In all 123 workers excluding heads and deputy heads
of human resource section of the various hospitals were sampled for the study and they
comprise of 20 doctors, 20 nurses and midwives, 21 security, 20 pharmacists, 20 lab
technicians and 22 administration workers. For the researchers to get this sample, both
purposive and convenience sampling was adopted. The researchers adopted purposive
sampling to include heads and deputy heads of human resources whilst convenience
sampling was adopted to get doctors, nurses and midwives, security, pharmacists, lab
technicians and administration workers in the study. The choice of purposive sampling
was to ensure that heads and deputy heads of human resource of the various hospitals
were included in the study since they deal with issues pertaining to conflict situations in
their workplaces. Again, in almost all organizational setup, conflict and its management is
part of the job description of human resource professionals and as such including them in
the study helped the researchers to obtain vital information for the study. There were 10
heads or deputy heads, 1 from each of the regional government hospitals that was
selected for the study.

Looking at convenience sampling, its choice to get the rest of the workers into the study
was based on those who were willing and ready to participate in the study.

In getting data for the study, the researchers used questionnaires and interview. The
questionnaires were directed to the sampled workers (doctors, nurses and midwives, lab
technicians, pharmacists, security and administration) whilst interview was for heads or
deputy heads of the various government hospitals. In a situation where the head of
human resource was not available, the deputy head was interviewed to solicit the needed
information.
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With regard to the use of questionnaires, the researchers adopted the likert scale type
(strongly disagree to strongly agree) to assess the effect of demographic factors on
conflict situations in those government hospitals. Based on the information obtained
from the questionnaire, the researchers looked at the effect of these two variables
(demographic factors and conflict) by calculating Spearman Correlation Coefficient of the
variables.

Chi square test statistic (XZ) was also used to test if the two variables are independent.

In pre-testing the questionnaire in order to ensure that it is accurate in capturing the
intended information, the researchers selected Manyhia hospital in the Ashanti Region of
Ghana to pilot the questionnaire in terms of its effectiveness in helping to gather the
necessary information. In doing this, a small sample of 20 workers from the hospital was
conveniently sampled and questionnaires were distributed to them. From the responses
obtained, it helped the researchers to reconstruct some of the questions which the
respondents were finding it difficult to answer. This exercise enabled the researchers to
get a well refined questionnaire which was finally used for the study.

The interview that was employed to solicit information from heads or deputy heads
(human resource) of the various government hospitals centered mainly on the techniques
adopted to deal with conflicts when they arise. The results of these statistical analyses
together with the responses from these heads or deputy heads of human resource of
these government hospitals helped the researchers to achieve objective of the study.

4. EMPIRICAL FINDINGS

The main objective underlying the study is to assess the effect of demographic factors on
conflict situations in Ghana government hospitals. In achieving objective of the study, the
researchers employed a number of tools such analyzing the questionnaires provided by
the respondents as well as the interviews conducted with the heads or deputy heads of
human resource of the various government hospitals. In knowing the background
characteristics of the respondents, data retrieved from the questionnaire of 123
respondents provided the following information:

Table 1: Demographic Characteristics of Respondents

Variables Category Frequency (N) Percentage (%)
Gender Male 79 64.2
Female 44 35.8
Age Below 25 19 15.4
25-34 40 32,5
35-44 45 36.6
45-54 17 13.8
55+ 2 1.6
Educational Qualification High School 7 5.7
HND 27 22.0
1st degree 36 29.3
Master’s degree 38 30.9
PhD 6 4.9
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Other 9 7.3
Years on the job Less than 6 40 325
6-10 47 38.2
11-15 17 13.8
16-20 12 9.8
20+ 7 5.7

N=123

The above information helped the researchers to have a general overview of the
demographic factors which were to be used to assess how they influence conflict
occurrences at these government hospitals. The data as can be captured in the above
table shows high percentage of males (64.2%), more people with Masters Degree (30.9%),
a large number of people who had worked in these government hospitals between 6 to 10
years (38.2%) and greater number of people falling within the age range of 35-44 (36.6%).

In assessing how these demographic factors influence conflict situations in government
hospitals, cross tabulation involving the variables of demographic factors and conflict was
done to assess if there is any association between them. This also involves calculating chi
square to test the association between the two variables as well as determining if the
results were significant at P<0.05. Based on the response of the respondents with regard
to yes or no whether they had been involved in conflict and its pattern with the
demographic factors, the following results were produced.

Table 2: Cross tabulation of Demographics and Involvement in Conflicts

Encountered
conflict
Variables Yes No )(2 P<0.05
Number of years Lessthan6 60.5% 39.5% 10.311 0.036
worked 6-10 83.3%  16.7%
11-15 83.3% 16.7%
16-20 84.6% 15.4%
20+ 100.0% 0%
Gender Male 58.5% 41.5%  4.519 0.021
Female 72.7% 27.3%
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Age gg:gg 722%  27.8% 8257 0023
20.29 65.7%  34.3%
50+ 62.4% 37.6%
52.9% 47.1%
0, ()
Educational High Sch. 100.0% 0% 9.295 0.018
Qualification HND 91.5% 8.5%
1st degree  86.1% 13.9%
('iagsrt:; ° 342%  65.8%
PhD 33.3% 66.7%
Other 55.6% 44.4%

N=123; p<0.05

From Table 2, number of years worked at government hospitals showed some significant
positive association with conflict involvement, whiles educational qualification indicated a
negative association. At p<0.036, the long the employees work at these government
hospitals, the more likely they are in encountering conflicts. About 60.5% of the
employees with less than 6 years at these hospitals were involved in one conflict or the
other whiles about 83.3% each of those of 6-10 and 11-15 years encountered conflicts.
This have risen to 84.6% and 100% as the number of years employees serve at these
hospitals increase at 16-20 and over 20 years respectively. Females were found to be
significantly more likely to encounter or engage in conflicts than their male counterparts
(Male =58.5%; Female = 72.7%; )(2 = 4.519; p<0.021). Educational qualification on the
other hand had shown some inverse association with engagement in conflicts. The high
the employees are educated, the least likely they are to engage in conflicts. From Table 2,
all the high school certificate holders had engaged in some conflict. The trend decreases
as educational qualification increases with about 33.3% of PhD holders involved in conflict
whereas 91.5%, 86.1% and 34.2% of workers involved in conflicts been HND, 1% degree
and Masters’ degree holders respectively ()(2:9.295, p<0.018). Looking at age and its
influence on conflict occurrence at these hospitals, the results show an inverse
relationship in that as people grow up they tend to avoid conflict by been tolerant with
others (Age 50+: 52.9%) whilst people at the youth stage (Age 20-29; 30-39: 72.2% and
65.7%) tend to involve themselves more in conflicts.

From this one can deduce that the education attained by people at the workplace play
important role in helping to reduce conflicts. This can be attributed to the fact that as
people rises through the academic ladder, they tend to appreciate differences in
individuals and also respect the views of other people although those views may not be in
line with theirs. The inverse relationship between age and conflict occurrences at
government hospitals can also be linked to the fact that as people grow up, they tend to
bring their experiences to bear with the situations which they currently face and as such
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ensures that they do not engage in activities that will be to the disadvantage of other
parties that will generate into conflict. This means that many young people especially
those at the youthful stage who have no such experiences are likely to engage in conflict
with others.

Talking about gender and its association with conflict occurrences at the workplace, one
can take a clue from the literature provided by Wilson (2011) that women engage in more
conflict than men because of the fact that women have higher copper levels and lower
zinc levels than men, see the truth about life around them better than men, are
considered as delicate creatures and lastly have their anger more often hidden as
compared to men. This means that one need to take these biological factors into
consideration when dealing with women since they trigger women to engage in conflicts.
The last demographic factor which is number of years and its positive association with
conflicts can also be linked to the fact that the longer people stay at a particular place the
more likely they will do something that will not be in agreement with others. In contrast,
people who have not stayed or worked with these government hospitals for a longer
period of time are likely to be careful when dealing with their colleagues, peers and
subordinates especially during their probation period and as such avoids engaging in
activities that will generate into conflicts with others.

Turning attention to the analysis of chi square test statistic of the demographic variables
and its association with conflict occurrence at these government hospitals, we need to
reject Ho and accept the alternative hypothesis that there is association between the
number of years employees worked in these government hospitals and their involvement
in conflicts since the calculated test statistic (X2 ©10.311) was more than the critical value
of 9.488 at 4 degrees of freedom for alpha 0.05. The chi square test statistic for gender
and its association with conflict occurrence showed X’ = 4.519 and this makes us to reject
Ho and accept H; that conflict occurrence at these government hospitals has association
with gender balance of workers since the calculated test statistic was more than the
critical value of 3.841 at 1 degree of freedom for alpha 0.05. For the chi square test
statistic of age and educational level and its influence on conflict occurrence, at 3 and 5
degrees of freedom respectively, the calculated test statistic of X* = 8.257 for age was
more than the critical value of 7.815 whiles X* = 9.295 for educational level was less than
the critical value of 11.070 for alpha 0.05. This makes the researchers to reject Ho for age
and its independency on conflict occurrence at Ghana government hospitals and therefore
accept the alternative hypothesis that there is association between the two variables.
Lastly, we accept Ho and reject the alternative hypothesis by affirming that the two
variables which is educational level and conflict occurrence at these government hospitals
are independent

Since conflict originates and also exists in various forms, the researchers used Spearman
Correlation Matrix to assess how demographic factors (age, educational level, gender and
number of years on the job) influence the origination of conflicts in Ghana government
hospitals. In doing this, the following results were produced.
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Table 3: Spearman’s Correlation Matrix of Information on Conflict Situations
and Demographic Data

1 2 3 4 5 6 7 8 9 10 11 12

1 NYK 1.893 .695° -.075 .322° -.041 -.019 -.104 -.013 .033° .032° -.150
2 N 1 .670° -.010 .320° -.031 -.032 -.176 -.013 .055" -.070 -.158
3 Age 1 .095 .251% -.066 -.070 .112 -.027 -.123 .148° .268°
4  Gender 1 .119 .159 -.086 .206° -.018 .108 .102 .039
5 ED.Q 1 -.089 -.020 -.067 -.052 .183" -.102 .141°
6 NFRC 1 .146 .197° .332° .237° .206° .120
7 PNCO 1 -.039 .435° .013 .126 .112
8 FMDS 1 .387° .270° .400° .036
9 PA 1 .339° .436° .045
10 FFR 1 .401° .096
11 STN 1 .243°
12 PRCE 1

N=123; 1=strongly disagree; 2=disagree; 3=Neutral; 4=agree; 5=strongly agree; p<0.05; a=
p<0.01 (sig. at 2-tailed); b=p<0.05 (sig. at 2-tailed)

NYK Number of years FMDS Feel marginalized and do not trust the
system
YJ Years on the job PA People are apathetic (don't care about
others)
ED.Q Educational qualification FFR Fight to ensure the right thing is done
NFRC Have no faith in managers  STN See things to be normal even if not what
to resolve the conflict is expected
PNCO People don't notice when PRCE  People recognises conflict early and
conflicts occur resolve them prior to escalation

The results indicate that the longer employees work with these government hospitals, the
more likely they are in fighting with others for the right thing to be done even if
management and other authorities of these hospitals see nothing wrong with it (r=0.033;
p<0.05). Older employees are more likely to see things as normal even if it does not
conform to their expectations (r=0.148, p<0.01). Again, these workers who are old are
able to recognize conflicts early and resolve them before they escalate (r=0.268; p<0.01).
Looking at female employees, the results show that they feel they have been marginalized
since most of the top positions are dominated by men (r=0.206; p<0.05). Further analysis
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also shows that employees educational level positively associates with their early
recognition of conflicts and try to resolve them rather than allowing the conflict to reach
an advanced stage with r=0.141 at p<0.01. Lastly with r=0.183; p<0.05, people with higher
qualifications from their experience and education understand situations and prefer
dialogue in coming into a compromise rather than engaging in conflict with others.

Apart from looking at the demographic factors and its influence on conflict, there was the
need to also look at the conflict management techniques adopted by these government
hospitals. The interviews conducted with the 10 heads or deputy heads of human
resource of the government hospitals indicated that all the hospitals (100%) follow a well
documented procedure for resolving conflicts at the workplace. To these respondents,
the procedure for resolving conflict was adopted by both management and employees of
these hospitals through a collective bargaining agreement by the two parties. Looking at
this, the researchers see it as a system adopted by the hospitals to boost employees’
confidence for them to report disagreements with their colleagues, subordinates and
superiors so that they are resolved to the satisfaction of both parties. Again, having this
system in place creates the avenue for both parties to explain why they are in
disagreement so that compromise could be reached without prolonging the conflict.

5. CONCLUSION

The study assesses demographic factors and its influence on conflict in Ghana government
hospitals. Data collected through questionnaires and interviews as well as the statistical
analysis shows that demographic factors (age, educational level, gender and number of
years on the job) have influence on conflict and its occurrence in Ghana government
hospitals. This means that as most conflicts are perceived to be dysfunctional, there is a
need for managers of these hospitals to take these factors into consideration when
coming out with policies since differences in interpretation of these policies may come as
a result of differences in these demographic factors. Again, employee differences in
reasoning and thinking are potential triggers of conflict and the former comes as a result
of differences in age, sex, educational levels and years of experience on the job among
group of employees doing the same work or in a particular organization. Last, the kind of
leadership style managers of these government hospitals adopt in managing their people
should take cognizance of these factors since older people, people with higher level of
education and had also served in these hospitals for a longer period of time feel peeved
when they are not considered when a decision is taken.

6. SUGGESTIONS TO POLICY MAKERS

Managers manage people with different age, educational level, gender and experience on
the job and their behavior tends to be different as a result of differences in these
demographic factors. It is therefore suggested that managers acting in the capacity as
policy formulators need to assign weight to these demographic factors before these
policies are formulated if they are to be embraced by these people. The differences in
existence of these demographic factors among people at the workplace means that even
if policies are well acceptable to employees, inter conflict among individuals at the
workplace is not avoidable. On this note, it is suggested that policy makers also need to
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pay much attention to ensuring that a well documented policy on addressing conflict is
made known to all their employees and their involvement in the preparation of such
policy is crucial if it is to be acceptable to them.
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1. INTRODUCTION

Over the last decade and a half, the world has witnessed the phenomenal rise of the
Nigerian multinational enterprises (MNEs) in various sectors. MNE in this context is
viewed as one that has operating subsidiaries, branches, or affiliates located in foreign
countries. It also includes firms in service activities such as consulting, accounting,
construction, legal, advertising, entertainment, banking, telecommunications, and lodging
(Eiteman et al., 2010). MNEs have global outreach and many of them are owned by a
mixture of domestic and foreign shareholders. Many indigenous Nigerian companies have
developed beyond expectations and having captured large shares of the Nigerian home
markets, decided to tap into global markets with increased competitive. They have
expanded into other parts of sub-Saharan Africa including and stretches into Europe,
North America, Asia and the Middle East. Instead of waiting to receive foreign direct
investment (FDI) from the western nations as is usually the norm, Nigerian companies are
on the move, spreading their tentacles into other Afican countries countries and the world
over, a hitherto reserved place for the European and American companies. Most of the
FDIs by Nigerian companies have been in the financial services sector, for example First
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Bank of Nigeria Ltd has opened offices in South Africa, the Democratic Republic of Congo
as well as in London, Paris, Beijing and Abu Dhabi (First Bank of Nigeria Plc 2011). GTBank
has offices in Cote d’lvoire, Gambia, Ghana, Liberia, Sierra Leone, and the United Kingdom,
while United Bank of Africa (UBA) has offices in 19 other countries namely Ghana, Benin,
Cote d’lvoire, Burkina Faso, Cameroun, Gabon, Guinea, Kenya, Liberia, Mozambique,
Senegal, Tanzania, Uganda, Zambia, Chad, Congo DR, Congo Brazzaville, the United
Kingdom and the United States. Other companies with foreign offices include Zenith Bank
Plc, Access Bank Plc, Diamond Bank Plc, and Industrial and General Insurance (IGl) with
offices in Rwanda and Uganda (Asiedu, 2006). In the oil and gas sector Oando Plc, an
integrated energy group has operations across West Africa in Ghana, Togo, Liberia, and
licenses for oil exploration from Turkey and Zambia. The company is building sub-Saharan
Africa’s largest gas pipeline network and with its foray into power business, the company
is poised to contribute several captive power plants to the Nigerian and sub- regional
markets (Oando Annual Report & Accounts 2012). There is also the Sahara Group with
offices in Nigeria, Cote d’lvoire, United Arab Emirates, Switzerland, Singapore, Brazil and
the Isle of Man. In the telecommunications sector, Globacom Limited operates in the
Republic of Benin and Ghana, and has also acquired licenses to operate in Cote d’lvoire. It
has a reputation as one of the fastest growing mobile service providers in the world and
aims to be recognized as the biggest and best mobile network in Africa (Anyanwu, 2012).

2. REVIEW OF RELATED LITERATURE

Foreign direct investment (FDI) is a key element in this rapidly evolving international
economic integration, also referred to as globalization. According to the Organization for
Economic Co-operation and Development (2008) FDI provides a means for creating direct,
stable and long-lasting links between economies. Under the right policy environment, it
can serve as an important vehicle for local enterprise development, and it may also help
improve the competitive position of both the recipient (“host”) and the investing
(“home”) economy. In particular, FDI encourages the transfer of technology and know-
how between economies, as is the case with China, India, Phillipines, etc. It also provides
an opportunity for the host economy to promote its products more widely in international
markets. FDI, in addition to its positive effect on the development of international trade, is
an important source of capital for a range of host and home economies. The significant
growth in the level of FDI in recent decades, and its international pervasiveness, reflect
both an increase in the size and number of individual FDI transactions, as well as the
growing diversification of enterprises across economies and industrial sectors. Large
multinational enterprises (MNE) are traditionally the dominant players in such cross-
border FDI transactions. This development has coincided with an increased propensity for
MNEs to participate in foreign trade. In recent years, it is believed that small and medium-
size enterprises have also become increasingly involved in FDI (OECD 2008).

2.1 Overview of Foreign Direct Investment

Foreign Direct Investment (FDI) according to World Economic Report (2007, p.245) is
defined as an investment involving a long-term relationship and reflecting a lasting
interest and control by a resident entity in one economy (foreign direct investor or parent
enterprise) in an enterprise resident in an economy other than that of the foreign direct
investor (FDI enterprise or affiliate enterprise or foreign affiliate). FDI implies that the
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investor exerts a significant degree of influence on the management of the enterprise
resident in the other economy or economies. Such investment involves both the initial
transaction between the two entities and all subsequent transactions between them and
among foreign affiliates; both incorporated and unincorporated (Grant 2010). FDI may be
undertaken by individuals as well as business entities. Flows of FDI comprise capital
provided (either directly or through other related enterprises) by a foreign direct investor
to an enterprise, or capital received from an investing enterprise by a foreign direct
investor. FDI has three components: equity capital, reinvested earnings and intra-
company loans (UNCTAD 2012, p.245).

In a different premise, Morisset, (2000) argues that FDI is a type of investment that
involves the injection of foreign funds into an enterprise that operates in a different
country of origin from the investor. Investors are granted management and voting rights if
the level of ownership is greater than or equal to 10% of ordinary shares. Shares
ownership amounting to less than the stated amount is termed portfolio investment and
is not considered as FDI. This does not include foreign investments in stock markets.
Instead FDI refers more specifically to the investment of foreign assets into domestic
goods and services. Sachs and Sievers (1998) contend that FDIs are generally favoured
over equity investment, which tend to flow out of an economy at the first sign of trouble,
which leaves countries more susceptible to shocks in their money markets. FDIs can be
classified as inward FDI or outward FDI depending on the direction of the flow of money.
Inward FDI occurs when foreign capital is invested in local resources while outward FDI is
also referred to as ““direct investment abroad”” (UNCTAD 2007).

Foreign investments create opportunity for improving the firm’s cash flow and enhance
shareholders wealth. Hence, it is the responsibility of the firm’s management to develop
strategies, which involve the penetration of foreign markets, which will yield the highest
rate of return or return on investment (ROI). FDI occurs when a firm invests directly in
facilities to produce and or market a product in a foreign country. FDI can be done in two
main categories; the first is Greenfield investment in the form of the establishment of a
new operation in a foreign country (Loungani and Assaf 2001, p 5). Secondly, FDI can occur
by acquiring or merging with an existing firm in a foreign country. FDI can act as a
powerful catalyst for economic change, although the option is expensive because a firm
must bear the costs of establishing production facilities in a foreign country or acquiring a
foreign enterprise (Hill, 2009). FDI is also risky because of the problems associated with
doing business in a different culture where the “rules of the game” may be different from
that of the investor’s country. If the venture fails, the money invested will be lost and
there is always the risk of expropriation. Hence investment decisions by the firms are
expected to improve productivity and respond to changes in the competitive
environment. Foreign investment also offers technology transfer, management of know-
how and access to foreign markets.

2.2. Factors influencing FDI

Why do companies go abroad?

The “eclectic paradigm” attributed to Dunning (1977, 1993) provides a theoretical
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framework that groups micro and macro level determinants in order to analyze why and
where multinational companies (MNCs) invest abroad. It states that firms invest abroad to
look for three types of advantages: Ownership (O), Location (L), and Internalization (I)
advantages; hence it is called the OLI framework. The ownership-specific advantages (of
property rights/patents, expertise and other intangible assets) allow a firm to compete
with others in the markets it serves regardless of the disadvantages of being foreign
because it is able to have access to, and exploit and export natural resources and
resource-based products that are available to it. These advantages may arise from the
firm’s ability to coordinate complementary activities such as manufacturing and
distribution, and the ability to exploit differences between countries. The location
advantages are those that make the chosen foreign country a more attractive site (such as
labor advantages, natural resources, trade barriers that restrict imports, gains in trade
costs and strategic advantages through intangible assets) for FDI than the others, hence
the reason for the FDI is to supply the domestic market of the recipient country through
an affiliate (horizontal FDI). The location advantages may arise from differences in country
natural endowments, government regulations, transport costs, macroeconomic stability,
and cultural factors. Internalization advantages arise from exploiting imperfections in
external markets, including reduction of uncertainty and transaction costs in order to
generate knowledge more efficiently as well as the reduction of state-generated
imperfections such as tariffs, foreign exchange controls, and subsidies (Campos and
Kinoshita 2003). In this case, the delocalization of all or a portion of the production
process (e.g. production of components/parts and/or different locations) leads to low
costs benefits (vertical FDI).

Following on these, Dunning (1993) identified four categories of motives for FDI:

- Resource seeking (to access raw materials, labor force, and physical
infrastructure resources). Companies extracting oil (in Nigeria), gold (in Ghana)
and diamond (in Botswana) belong to this category.

- Market seeking (horizontal strategy to access the host-country’s domestic
markets) which aims to access new markets that are attractive as a result of their
size and/or growth.

- Efficiency seeking (vertical strategy which aims to take advantage of lower labor
costs, especially in developing countries), the skills of the labour force, and the
quality and efficiency of infrastructure, and

- Strategic-asset seeking (to access research and development, innovation, and
advanced technology) (Campos and Kinoshita 2003).

Anyanwu, (2012) stressed that too often, potential investors shy away from Africa because
of the negative perception of the continent. This conceals the complex diversity of
economic performance and the existence of investment opportunities in individual
countries within the continent. Indeed, some African countries have been able to attract
FDI based on their macroeconomic policy frameworks and the stable governments in
place, while others have not (Ajayi, 2006, p 2). A number of reasons have been identified
for firms investing across national boundaries. Though it is difficult in many countries to
isolate the different motives, as one motive may overlap into another, the major motives
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often identified that have particular relevance to Africa are the first three listed above.
Policy and non-policy factors have also been identified as drivers of FDI (Asiedu, 2006).
Policy factors include openness, product-market regulation, labor market arrangements,
corporate tax rates, direct FDI restrictions, trade barriers, and infrastructure. Non-policy
factors include market size of the host country (often measured by the GDP),
distance/transport costs, factor proportions (or factor endowments) and political and
economic stability (Basu and Srivinisan 2002).

2.3 The Push and Pull Factors of FDI

Fernandez-Arias and Montiel (1996) and Gottschalk (2001) present a two-factor
classification of the factors that influence FDI flows: as “push” (those that are external to
the recipients of FDI — relating to cyclical and structural conditions, irreversibility and
herding) or “pull” factors, those internal to them such as economic, socio-political and
structural conditions, including uncertainty). A similar classification emerged from the
works of Ikiara, (2003) who see these factors as:

e those on the “supply-side” (e.g., skilled labor, research and development, and
infrastructure)

e those on the “demand-side” (host country economic and social variables or pull
factors, including interest rates, tax and tariff levels, market size and potential,
wage rates, income distribution, human capital, cost differentials, exchange
rates, fiscal policies, trade policies, physical and cultural distance, among others
(Morisset, 2000); and

e “institutional factors” (e.g., culture, intellectual property rights, transaction costs,
political risk, corruption, and bureaucracy).

2.4 The Roles of FDI

In recent times, developing countries see the role of foreign direct investment as crucial to
their development. FDI is regarded as an engine of growth as it provides much needed
capital for investment, increases competition in the host country industries, and aids local
firms to become more productive by adopting more efficient technology or by investing in
human and/or physical capital (Anyanwu, 2012). Foreign direct investment contributes to
growth in a substantial manner because it is more stable than other forms of capital flows.

2.5 The Benefits of FDI

The benefits of FDI include serving as a source of capital, generating employment,
facilitating access to foreign markets, and generating both technological and efficiency
spillovers to local firms. It is expected that by providing access to foreign markets,
transferring technology and generally building capacity in the host country firms, FDI will
inevitably improve the integration of the host country into the global economy and foster
growth (Hill, 2009 pp 45-56). As a result of the potential role of foreign direct investment
in accelerating growth and economic transformation, many developing countries in
general, and Africa in particular; seek such investments to accelerate their development
efforts. Promoting and attracting FDI has therefore become a major component of
development strategies for developing countries. In the case of Africa, the role of FDI as a
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source of capital has become increasingly important not only because of the belief that it
can help to bridge the savings—investment gap but also because it can assist in the
attainment of Millennium Development Goal targets (UNCTAD 2010). Given the region’s
low income and domestic savings level, its resource requirements and its limited ability to
raise funds domestically, the bulk of its finance for the future will have to come from
abroad, mostly in the form of FDI.

Thus a number of African countries have put various measures in place — apart from
improving their investment environment — which they hope will attract foreign direct
investment to their economies. Some of these, according to Anyanwu, (2012) are
incentives (sometimes called “sweeteners”) to ensure that resources are directed to areas
and sectors where they are badly needed to deal with the issues of employment
generation and poverty elimination. Indeed, in some cases, there is the risk of “racing to
the bottom” as countries compete for FDI. It is not crystal clear whether FDI is being
attracted into industries and sectors that have the greatest multiplier effect in terms of
promoting sustained growth and indirectly alleviating poverty. It is not often also realized
that in order to fully benefit from spillover effects of FDI, there is a minimum threshold of
absorptive capacity that a country must have. Right policies therefore do matter in order
to benefit from this aspect of globalization (Ajayi, 2006). For some analysts, the capacity of
Africa to attract FDI is determined principally by its natural resources and the size of its
local markets. Using Nigeria and Angola as examples, the two countries have been able to
attract FDI because of their oil endowments, the unconducive nature of their political
systems notwithstanding. In general, however, these two factors are inadequate to
explain FDI flows. FDI flows reflect not only the policy and political environment in host
countries, but other factors as will be shown later (Anyanwu, 2012).

2.6 Influences of multinational companies on a host country
Benefits for a local country;

e Creating new jobs opportunities

e Improving living standards for people

e  Creating competition for domestic businesses and causing them to improve
efficiency

e Bringing new technology

e Bringing new management ideas and styles

e Improving the balance of international payments if exporting.

Problems for a local country;

¢ Resulting in some local firms to close plants or cut down employees

e Affecting the balance of payments if the multinational company imports huge
amount of components from other countries

e Causing difficulties in government control because of the strong power of the
business.

e Causing environmental problems to the local country

3. FDI and the Globalization Process
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FDI, as an element of the rapid globalization process has made rapid increases in the last
few decades. Global inward FDI flows rose from US$54.1 billion in 1980, reaching
US$207.7 billion in 1990 to a peak of USS$1,401.5 billion in 2000. A fall ensued from 2001
such that by 2003 it had dipped to USS$565.7 billion before peaking again at US$2100
billion in 2007 (UNCTAD 2012). Estimates for 2009 put the fall to US$1114.2 billion
consequent upon the financial and economic crisis (Figure 1 - UNCTAD, 2010a). After
almost ten years of growth, FDI inflows to Africa fell from a peak of US$72 billion in 2008
to $59 billion in 2009 — a 19 percent decline compared to 2008 — due to the financial and
economic crisis (UNCTAD, 2010b). As noted above and as Figure 1 shows, Africa has never
been a major recipient of FDI flows and lags behind other regions of the world. By 1990,
Africa’s share was a meagre 1.37 percent compared to Asia’s 10.92 percent and by 2012
while Africa’s share was just 3.70 percent, Asia received a whopping 30.11 percent (see
Figure 2). And as shown in Figure 3, FDI inflows to Africa represent a low percentage of the
global total, just as they also represent a low percentage of its GDP and gross capital
formation (UNCTAD, 2013).

Figure 1: Trend in FDI inflows (% of GDP) to Developing Regions, 1970 - 2012
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Fig 2: Trend in % Share of FDI inflows to Developing Regions, 1970-2012
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Figure 3: Recent Trend in FDI Inflows to Africa as % of GDP, Gross Fixed Capital Formation
and World Total
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The FDI that goes into Africa is concentrated in a few countries, with the five biggest

recipients in year 2011 - Nigeria, South Africa, Ghana, Congo and Algeria- pocketing a
significant proportion.
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Figure 4: Africa-Top Five Recipients of FDI Inflows, 2010 and 2011 (Billions of US dollars)
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According to the World Investment Report (2012), FDI inflows to Africa as a whole
declined for the third successive year, to $42.7 billion. However, the decline in FDI inflows
to the continent in 2011 was caused largely by the fall in North Africa; in particular,
inflows to Egypt and Libya, which had been major recipients of FDI, came to a halt owing
to their protracted political instability. In contrast, inflows to sub-Saharan Africa recovered
from $29 billion in 2010 to $37 billion in 2011, a level comparable with the peak in 2008
(UNCTAD 2013). A rebound of FDI to South Africa accentuated the recovery. The
continuing rise in commodity prices and a relatively positive economic outlook for sub-
Saharan Africa are among the factors contributing to the turnaround. In addition to
traditional patterns of FDI to the extractive industries, the emergence of a middle class is
fostering the growth of FDI in services such as banking, retail and telecommunications, as
witnessed by an increase in the share of FDI to services in 2011 (OECD (2013). The overall
fall in FDI to Africa was due principally to a reduction in flows from developed countries,
leaving developing countries to increase their share in inward FDI to the continent (from
45 per cent in 2010 to 53 per cent in 2011 in greenfield investment projects) (OECD
(2013).

The effects of globalization on businesses

e  Globalization has a great deal of influence on many businesses throughout the
world.

e The impact may be stronger on some businesses, especially large businesses, but
weaker on others.

e There are a number of effects of globalization on businesses.
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¢ Some provide opportunities while others may provide threats to businesses

Table 1: The Effects of Globalization on Businesses

Increasing competition More and more foreign businesses have entered local markets
so the competition has been intensified

Meeting consumer Consumers have choices for products and services. They can

needs in more effective buy the best products for the best prices.

ways

Being able to enjoy Businesses can enjoy as large scale of production in the whole

economies of scale world. Their production costs can thus be reduced

Affecting the choice of Businesses can choose the most favorable place for

location production or business operation. The production of Motorola
company in China can reduce the production costs of labor
and eliminate the tariff restrictions of exports

Increasing mergers or Businesses have more partners worldwide. They can join

joint-development together to produce goods and services or to penetrate

opportunities in the foreign markets

world market

Source: OECD (2008)

3.1. FDI Trends in Africa

The last two decades has witnessed significant increases in the flow of foreign direct
investment to the developing countries of the world. However, statistics shows that the
inflow has been uneven. In spite of policy initiatives in a number of African countries and
the significant improvements in the factors governing FDI — including but not limited to
economic reform, democratization, privatization, enduring peace and stability — FDI
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inflows to Africa still lag behind those of other regions of the world (UNCTADSTAT 2013).
The expected surge of FDI inflow into the continent has not occurred. Many explanations
have been provided for Africa’s small share in the global FDI flows. The myriad of
explanations varies from bias against Africa because of its risks, inappropriate
environment, political instability, and so on, to the adoption of inappropriate policies or
indeed that Africa is simply different, so that the factors that attract FDI to other countries
simply do not work for Africa (Asiedu, 2006).

3.2. Sectorial Allocation of FDI in Africa

The structure of FDI worldwide has in general shifted towards services. In the early 1970s
the sector accounted for only one-quarter of the world FDI stock; in 1990 this share was
less than one-half and by 2002, it has risen to about 60% (UNCTAD, 2010: 15). Africa
continues to attract FDI into sectors where competitive advantages outweigh the
continent’s negative factors. These include minerals, timber, coffee, and oil. Contrary to
common perception, the concentration of FDI in Africa is no longer restricted to mineral
resources. Even in the oil exporting countries, services and manufacturing are becoming
key sectors for FDI. Recently, FDI has been diversifying into other sectors — in particular
manufacturing and services. In 1992, 30% of FDI stock in Nigeria was in the primary sector,
50% in manufacturing and 20% in services. Similarly in 1995, 48% of FDI inflows into Egypt
were in services, 47% in manufacturing and only 4% in the primary sector. Over time,
Mauritius has also been able to attract FDI into the manufacturing sector, mainly in
textiles and electronics. Morocco’s FDI receipts have risen fivefold in the past decade,
most of it in manufacturing and services. In terms of the sources of FDI, Germany’s FDI has
increasingly been going into the manufacturing sector, while more than 60% of the British
FDI stock is in manufacturing and services (Ajayi, 2006, p.14). Also, the FDI from the
United States of America has been in manufacturing, mainly in food and primary and
fabricated metals (UNCTAD, 1999a). The share of US FDI stock in Africa that is in the
primary sector dropped from 79% in 1986 to 53% in 1996 (lkiara, 2003). A survey of
multinational corporations in 2000 indicated that the sectors with the greatest potential
to attract FDI in Africa are tourism, natural resources industries and industries for which
the domestic market is important. As has happened in many African countries in recent
times, telecommunication is in this category. This has assumed great importance with the
privatization of telephone companies in many countries and the emergence of the global
system of communication (GSM) in many African countries (Ajayi, 2006).

4. REVIEW OF SELECTED CASES

This section provides a brief overview of the three organizations chosen for this study.
These are from the financial services sector; the oil and gas sector; and the manufacturing
sector.

4.1. First Bank Plc

First Bank Plc is one of the top five banks in Nigeria established over five decades ago. It is
a premier bank in West Africa and one of the leading financial services solutions providers
in Nigeria. With its headquarters in Lagos, Nigeria, it has international presence in the
United Kingdom; France; South Africa; China; United Arab Emirate and Democratic
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Republic of Congo. The Group’s vision is to be Sub-Saharan Africa’s leading financial
services group. In November 2013, First Bank Plc, announced the acquisition of a
European-based commercial bank’s West African Assets which included their subsidiaries
in Ghana, Sierra Leone, Guinea and Gambia thereby acquiring existing banking relations in
four new markets. Furthermore, First Bank Plc comprises several subsidiaries spanning
asset management, investment banking, capital markets, insurance, microfinance, private
equity, mortgage and pension fund custodian services — making it one of the most
diversified financial conglomerates on the African continent (Adaramola 2013).

4.2. Oando Plc

Oando Qil Plc is one of the largest integrated energy solutions group in Sub-Saharan Africa
with a primary and secondary listing on the Nigerian Stock Exchange and Johannesburg
Stock Exchange Limited respectively. Their operations are currently focused on West
Africa in Ghana and Togo, and include upstream, midstream and downstream activities
from exploration and production through distribution to marketing and supply (Oando
Annual Report & Accounts 2012).

4.3. Dangote Plc

Dangote Plc is a fully integrated manufacturing company and has projects and operations
in Nigeria and 14 other African countries (Dangote Plc 2013). Dagote has three
manufacturing plants in Nigeria with a fourth line currently in the pipeline. It is one of the
biggest quoted companies in West Africa and the only Nigerian company on the Forbes
Global 2000 Companies. In addition the company has six terminals in Nigeria, as well as
other manufacturing plants in South Africa, Senegal, Zambia, Tanzania, Ethiopia, Republic
of Congo and Gabon. All the plants except that of South Africa, where the company
invested 64%, are Greenfield Projects. In addition, the Group has set up clinker grinding
and packing plants in Douala, Cameroon; Delmas, South Africa and Menegesha, Ethiopia.
The company has also established bulk cement and packaging terminals in two locations,
Accra and Takoradi in Ghana; Liberia, Monrovia; Freetown, Sierra —Leone; and Abidjan,
Cote D’lvoire.

5. MAJOR DETERMINANTS OF FDI

There is no unanimously accepted single factor that determines the flow of investment.
Various literatures are replete with information on the full range of factors that are likely
to induce the flow of foreign direct investment anywhere. It is often claimed that those
factors that are favourable to domestic investments are also likely to drive foreign direct
investment. These are the various factors that propel the flow of FDI into a given
geographical location, for instance, a country or a region. In making decisions to invest
abroad, firms are influenced by a wide group of economic, political, geographic, social and
cultural issues (Asiedu 2002; Campos and Kinoshita 2003; Anyanwu, 2012). It is important
to note that while the list of factors is fairly long, not all determinants are equally
important to every investor in every location at all times. It is also true that some
determinants may be more important to a given investor at a given time than to another
investor. While it is difficult to determine the exact quantity and quality of FDI
determinants that should be present in a location for it to attract a given level of inflows, it
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is nevertheless clear that a critical minimum of these determinants must be present
before FDI inflows begin to occur (Anyanwu, 2012). One would rationally expect that
investors would choose a location in accordance with the profitability of that location. The
profitability of investment would be expected to be affected by specific factors, however,
including country characteristics as well as the types of investment motives. As Campos
and Kinoshita (2003) have pointed out, market-seeking investors, for example, will be
attracted to a country that has a large but fast growing market, while resource-seeking
investors will search for a country with abundant natural resources.

The factors influencing the flow of FDI thus range from the size of markets to the quality
of labour, infrastructure and institutions, to the availability of resources (Ajayi 2006 p. 17).
These and others are discussed below:

¢ A number of studies emphasize the importance of the size of the market and growth in
attracting FDI. Market size and growth have proved to be the most prominent
determinants of FDI, particularly for those FDI flows that are market seeking. In
countries with large markets, the stock of FDI is expected to be large since market
size is a measure of market demand in the country. This is particularly true when
the host country allows the exploitation of economies of scale for import-
substituting investment (Anyanwu, 2012).

¢ The costs as well as the skills of labour are identified as the major attractions for FDI.
The cost of labour is important in location considerations, especially when
investment is export oriented (Sachs and Sievers 1998). Lower labour cost
reduces the cost of production, all other factors remaining unchanged.
Sometimes, the availability of cheap labour justifies the relocation of a part of the
production process in foreign countries. Recent studies, however, have shown
that with FDI moving towards technologically intensive activities, low cost
unskilled labour is not in vogue. Rather, there is demand for qualified human
capital (Campos and Kinoshita 2003). Thus, the investing firm is also concerned
about the quality of the labour force. It is generally believed that highly educated
personnel are able to learn and adopt new technology faster, and the cost of
retraining is also less. As a result of the need for high quality labour, investors are
most likely to target countries where the government maintains a liberal policy
on the employment of expatriate staff. This is to enable investors to bring in
foreigners to their operation in order to bridge the gap in the skill of local
personnel wherever it exists.

e That the availability of good infrastructure as crucial for attracting FDI is well
documented in the literature, regardless of the type of FDI. It is often stated that
good infrastructure increases the productivity of investment and therefore
stimulates FDI flows (Asiedu, 2002). A study by Wheeler and Mody (1992) found
infrastructure to be very important and dominant for developing countries. In
talking about infrastructure, it should be noted that this is not limited to roads
alone, but includes telecommunications. Availability and efficiency of telephones,
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for example, is necessary to facilitate communication between the host and
home countries. In addition to physical infrastructure, financial infrastructure is
important for FDI inflow. A well-developed financial market is known from
available evidence to enable a country to tap the full benefits of FDI. Campos and
Kinoshita (2003), using cross-section data, find that poorly developed financial
infrastructure can adversely affect an economy’s ability to take advantage of the
potential benefits of FDI.

e Country risk is very important to FDI. Several studies have found FDI in developing
countries to be affected negatively by economic and political uncertainty. There
is abundant evidence to show the negative relationship between FDI and political
and economic stability. A study on foreign owned firms in Africa by Sachs and
Sievers (1998) conclude that the greatest concern is political and macroeconomic
stability, while Campos and Kinoshita (2003) find that countries that are less risky
attract more FDI. Perception of risk in Africa is still very high and continues to
hinder foreign direct investment.

e Openness of an economy is also known to foster the inflows of FDI. The more open an
economy is, the more likely it is that it would follow appropriate trade and
exchange rate regimes and the more it would attract FDI.

¢ The institutional environment is an important factor because it directly affects business
operations. In this category is a wide array of factors that can promote or deter
investment. The first of these is the existence of corruption and bribery.
Corruption deters the inflow of FDI because it is an additional cost and because
wherever it exists, it creates uncertainty, which inhibits the flow of FDI (Anyanwu,
2012). The second is the level of bureaucracy involved in establishing a business
in a country. Complex and time-consuming procedures deter investment. The
third institutional factor is the existence of incentives in the form of fiscal and
financial attractions. This last factor is only useful to the extent that other
favourable factors are already in place. Fourth, there is also the institution of the
judiciary, which is key to protecting property rights and law enforcement
regulations. A frequent measure of this is the rule of law, which is a composite of
three indicators (Campos and Kinoshita, 2003): sound political institutions and a
strong court system; fairness of the judicial system; and the substance of the law
itself. It is expected that countries with better legal infrastructure will be able to
attract more FDI. Related here is the enforceability of contracts: The lack of
enforceability in many African countries raises risk of capital loss and hinders FDI.

e The availability of natural resources is a critical factor in attracting FDI. This is
particularly so in Africa where a large share of FDI has been in countries with
abundant natural resources. In some cases, the abundance of natural resources
has been combined with a large domestic market. African countries that have
been able to attract most FDI have been those with natural and mineral
resources as well as large domestic markets. Traditionally about 60% of Africa’s
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FDI is allocated to oil and natural resources (UNCTAD, 1999a/b). The Africa region
possesses not only large reserves of oil, gold, diamonds and copper, but also
more than half of the world’s cobalt and manganese, one-third of bauxite, and
more than 80% of chromium and platinum. A number of countries, including
Angola, Nigeria, Cote d’lvoire, Botswana and Namibia, have been host to FDI
because of this advantage.

e Foreign investors may be attracted to countries with an existing concentration of other
foreign investors. In this case, the investment decision by others is seen as a good
signal of favorable conditions. The term “agglomeration economies” is often
applied to this situation (Campos and Kinoshita, 2003). The clustering of investors
leads to positive externalities. Three types of such externalities have been
identified in the literature. The first is that technological spillovers can be shared
among foreign investors. Second, they can draw on a shared pool of skilled labor
and specialized input suppliers. Third, users and suppliers of inputs cluster near
each other because of the greater demand for a good and the supply of inputs,
which is provided by the large market.

¢ Return on investment is another major determinant of FDI flows. In general, FDI will go
to countries that pay a higher return on capital. For developing countries, testing
the rate of return on capital is difficult because most developing countries do not
have a well- functioning capital market (Asiedu, 2002).

¢ Macroeconomic and other policies also play a role. Macroeconomic policy errors
resulting in exchange rate misalignment and the lack of convertible currencies
constrain FDI flows. In cases where policies are not sustainable, FDI flows are
hindered. A look at Africa reveals compelling evidence that FDI may have been
attracted by one or more of the following four categories of considerations (Ajayi,
2006)

¢ Investment that is intensive in natural resources: Given the abundance of natural
resources in Africa, a large share — almost 40% — has been in the primary sector.
For a number of countries, including Angola, Botswana, Namibia and Nigeria, the
oil and mineral sectors have been targeted.

¢ Investment driven by “specific” locational advantages: During the apartheid era, a
number of investors wishing to capture the large market in South Africa located
in Lesotho and Swaziland. These countries therefore at that time benefited from
inflows of FDI (Eiteman, et al., 2010).

¢ Investment driven by host country policies that actively target foreign investment: A
few countries have tailored their policies to target foreign direct investment by
ensuring political and economic stability. Such policies provided specific tax
incentives and created export-processing zones. These countries include
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Mauritius and Seychelles.

¢ Investment in response to recent economic and structural reforms: A few countries that
were shunned by investors in the past are now the darlings of investors in
response to the far-reaching economic and structural reforms. Uganda and
Mozambique, whose economic reforms have been fairly successful, have
attracted FDI inflows.

Eiteman, et al., (2010) argue that while market size is relatively unimportant in explaining
FDI flows to Africa, economic growth is an important determinant. They find that a
depreciation of the real effective exchange rate, an increase in a country’s openness to
trade and the expansionary effects of fiscal balance have positive impacts on FDI. It is also
shown that an improvement in removing restrictions and providing good conditions for
private initiative have important bearings on FDI inflows, while the number of political
upheavals has a negative bearing. Terms of trade shocks and the level of schooling are
found to have little impact on FDI into Africa. Incidents of war and African regional
integration arrangements are found to have limited impacts on FDI flows.

Two recent studies also concentrate on Africa. The first, by Elbadawi and Mwega (1997),
which is limited to South Africa, analyses how government policy (mainly deficit and taxes)
affects FDI. The second is by Asiedu (2002) who by using cross-section data on 71
developing countries, attempts to answer the following set of questions: What factors
drive FDI to developing countries? Are these factors equally relevant for FDI to SSA? Why
has SSA attracted so little FDI? Why has SSA been relatively unsuccessful in attracting FDI
despite policy reform? Is Africa different? The analysis is focused on only three main
variables — the return on investment, availability of infrastructure and openness to trade —
and does not take into account natural resource availability, which is an important
determinant of FDI to Africa. Asiedu concludes that:

e Countries in SSA have on average received less FDI than countries in other
regions by virtue of their geographical location.

e Both higher return on investment and better infrastructure have positive impact
on FDI to non-SSA countries, but no impact on FDI to SSA.

e Openness to trade promotes FDI to SSA and non-SSA countries. The marginal
benefit from increased openness is less for SSA, suggesting that trade
liberalization will generate more FDI to non-SSA countries than SSA countries.

Her results imply that Africa is different and that factors attracting FDI to other regions
may not be equally applicable in Africa. This implies that the success stories in other places
cannot in some cases be replicated in Africa. Three policy implications arise from the
results of the empirical work.

e  African countries need to liberalize their trade regime in order to enhance FDI

flows. The full benefit of trade liberalization is only achievable if investors
perceive the reform is not only credible but irreversible.
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e Policies that have worked in other countries cannot be blindly replicated in
Africa, since these policies may have different impacts on Africa.

e Africa is overly perceived as risky. Consequently, countries in the region receive
less FDI by virtue of their geographical location. To dispel the myth, there is need
to disseminate information about the continent.

In another study, Asiedu (2003) used panel data on 22 African countries for the period
1984-2000 to examine empirically the impact of several variables including natural
resource endowment, macroeconomic instability, FDI regulatory framework, corruption,
effectiveness of the legal system and political instability on FDI flows. The paper debunks
the notion that FDI in Africa is solely driven by natural resource availability and concludes
that natural resource endowment, large markets, good infrastructure and an efficient
legal framework promote FDI, while macroeconomic instability, corruption, political
instability and investment restrictions deter investment flows. These results imply that
African governments can play major roles in promoting FDI to the region through
appropriate policy framework. In the short and medium term, government can increase
their FDI by streamlining their investment regulation framework, implementing policies
that promote macroeconomic stability and improving infrastructure. In the long run, more
FDI can be achieved by curbing corruption, developing a more efficient legal framework
and reducing political instability (Asiedu, 2003).

Morisset (2000) focuses exclusively on Africa and controls for natural resource availability.
He identified which African countries have been able to attract FDI by improving their
business climate. Evidences from these countries shows that proactive policies and
reoriented governments can generate FDI interest. He makes the point that by
implementing policy reforms, African countries can also be successful in attracting FDI that
is not based on natural resources or aimed at the local market, but rather on regional and
global markets. Over the period 1990-1997, using panel data for 29 countries, he finds
that GDP growth rate and trade openness have been positively and significantly correlated
with the investment climate in Africa. On the other hand, the illiteracy rate, the number of
telephone lines per capita and the share of the urban population (a measure of
agglomeration) are major determinants in the business climate for FDI in the region.
Political and financial risk as measured by the International Country Risk Guide (ICRG) and
the International Investors ratings did not appear significant in his regression.

6. CONCLUSIONS AND RECOMENDATIONS

This study has shown that the Nigerian multinational corporation is taking its pride of
place in different markets around the world and in SSA in particular. Nigeria’s expansion in
the region has seen it assume a more dominant economic role. The recent rebasing of the
economy which saw Nigeria emerge as the biggest market in Africa lends credence to this.
As Nigerian MNEs continue to expand and invest in other markets, several factors will
positively influence their FDI decisions:

e  Political and economic stability - the governments of SSA countries must take up
the responsibility of implementing policies that ensure political and economic
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stability. An improvement in this area will certainly attract more investors from
Nigeria.

e African countries can successfully attract FDI that is not based on natural
resources or market size by improving their business climate, using GDP growth
rate and trade openness.

e In the area of Information and Technology it is recommended that governments
invest in infrastructure and hardware to attract more Nigerian investors.
Strategies must be employed to fully utilize the transfer of technologies, together
with the transfer of production, processing and management technology. The
best way to achieve these is through selected and quality FDI. The sale of licenses
to new players will form the base for investment in the ICT sector.

e The governments should create the enabling institutional environment — this
includes giving incentives like tax holidays, reducing the bureaucracy associated
with starting a new business, a functioning judiciary and addressing the issues of
bribery and corruption.

e Appropriate legislation must be put in place for proper adjudication.

e The government monetary policy should focus on containing or reducing inflation
and interest rates.

e The fiscal policy framework should be strengthened. There is the realization that
the privatization of state owned enterprises should be carried out so as to be able
to attract MNEs and hence enhance capacity and credibility to the regional
investment and business services strategy of the government. This would no
doubt attract foreign investors to participate in the process of privatization.
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