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ABSTRACT

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

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

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

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

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

1.INTRODUCTION

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

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

given Georgia’'s industrial structure, relatively d
trade, the demand for higher education graduates is limited,;

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

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

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

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

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

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

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

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

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

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

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

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

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

2. LITERATURE REVIEW ON BUSINESS AND ENTREPRENEURSHIP EDUCATION

No doubt, education plays a significant role in siltfieng an
usually does not distinguish between business and entrepreneurship education, often using these two terms interchangeably. To

be more precise, one moreterm-“ ent er pr i s &in asel ihtha United Kingdom (Mclarty, et al., 2010). Keeping in

mind the aims of this research, there is sense to be distinguish between business and entrepreneurship education.

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

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

As for entrepreneurial education, it is defined in two ways — narrow and broad one (European Commission, 2014, p. 41). The

broad approach defines entrepreneurship as “a key competence

the transversal skills for active citizenship, employability and possibly, but not necessarily entrepreneurshipandintrapr e neur s hi p
(European Commission, 2016, p.20; Caggino, et al, 2016, p.58-61). Therefore, it is assumed that entrepreneurial education role

and purposes reflect not only the context of worlfe.Beoadd busi
approach conceptualizes entrepreneurship without reference to any specific knowledge, skills, or attitudes.

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

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

e understanding of financial and business issues,

e desire to further studies at institutions,

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

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

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

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

Rhetorical questionraises—* Can you teach someone to be the next Henry Ford

genes or can it be taughtinthe c | a s BBCOlawsNZD07).

As the literature reveals, it is commonly acknowledged that entrepreneurship knowledge, skills and attitudes can be taught and
developed in the appropriate environment (Packham et. al, 2010; Venkataraman, 1997). However, it would be a mistake to
under val ue b uesnimalepsits Abbva dne beyiond,ahe fact is that a lot of great entrepreneurs had issues with
education. Among those without college degrees are Steve Jobs (Apple founder), Philip Green (retail entrepreneur), Richard

DOI: 10.17261/Pressacademia.2020.1318 203


http://www.virgin.com/richard-branson

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

Branson (Virgin Group founder), for instance. With that, these great entrepreneurs are rather exceptions than rule. Thus, teaching
a typical student entrepreneurial knowledge, skills, and attitude is still an actual issue of education system in any country.

3. TEACHING ENTREPRENEURSHIP BY IMPROVING LEARNING OUTCOMES RECOGNITION

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

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

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

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

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

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

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

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

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

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

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

Leadership skills - the ability of an individualtoi nf | uence ot her s’ behavior.
Innovative skills —the ability to bring change that create new value.
Pro-activity - the ability to be the first mover when it comes to the introduction of products or services.

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

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

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

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

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

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

4.DATA SOURCES AND COLLECTION

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

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

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

The survey was conducted using a self-completion questionnaire method, whereby questionnaires were handed out to
respondents for self-completion and returned to the researchers immediately. In order to encourage high response, the
guestionnaire was accompanied by a cover letter which assured the respondents of confidentiality. To provide anonymity and
confidentiality, no special identifying information was included.
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As the first step, a pilot questionnaire was implemented to 20 students of one private university in order to understand whether
the questionnaire was well developed and understandable to the respondents. Their answers were not included in final results.
The next, the analysis of the pilot questionnaire results was done. And finally, some questions were modified, improved, and
additional questions were added. A modified version of the questionnaire was produced.

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

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

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

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

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

Section 4. Teaching an entrepreneurship in Georgian universities

In order to provide a comprehensive questionnaire assessment, a five-point Likert scale (fromf u IDliys a“gr ee” t o
self-assessment instrument of entrepreneurial knowledge, skills, and attitudes was chosen.

5. DATA ANALYSIS

Specifically, the respondents were students from 19 to 24 years old. More than a half (57 percent) of respondents were females.
The situation is quite typical for surveys conducted among higher education institution students due to fact that female students
participate more actively in such events (Wi $ n i ,etuls2R18). Despite the number of state and private universities was equal
(5 and 5, respectively), students of private universities prevailed as respondents. It is worth to note that the education preferences
of Georgian population have been changing. Right after the Soviet Union collapse, following the tradition and recognizing the real
weaknesses of private institutions, most students preferred to study at state universities (Doghonadze and Papiashvili, 2009).
Nowadays several private universities diploma is more prestige due to higher quality of education provided and flexible programs
oriented on the labor market demand (Papiashvili, et al, 2015).

The Table below presents personal information data.

Table 1: Characteristics of Sampling

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

Evaluating the important role of entrepreneurs in modern economy (Table 2), the most part of respondents (98 percent), no
matter gender and study level, agrees that entrepreneurship contributes significantyt o t he country’ s
creating new jobs and wealth. At the same time, university status (private or public) as well as field of study had some effect on
their evaluation. Particular, students of private universities evaluate the role of entrepreneurship higher that students of public
universities.

economi

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

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

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

Note: 2—is chi-square test statistics and p —is test probability value. If p is less than significance level (in our case significance level is 0.05), then

variables are related. I f variables are related, thét enay bewiewedcaa n cal cul
the association between two variables as a percentage of their maximum possible variation.

It worth to note that the surveyed students clearly realized what entrepreneurship means (at least, it is ability to see opportunities
whereothersdonot). Fr om t abl e above one can see that in most cases stud

HEI Status, Study Level and Field of Study). At the same time, responses on questions:

“Entrepreneur contri but es "t ntrédrenear createsujab™t r § Enttepré@etronaaesrto be selfg r o wt h
employed” , are different according to st Emrepretes Sees dpposuhities whdre st udy .
othersdonotsee” ar e different according to university status and st
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In the next section, Section 3, students were asked about entrepreneurship environment and opportunities in Georgia (Table 3).
Fromthe Table3one can see that s t u dGeardias économpid charadtenzed msrentraptergedriel oneé n t
innovative economy” is dependent on gender and Georgidedonomyfhas gréatigtbwth r e S p o n ¢
perspective” ar e ert engander while responses on statement " In Georgia small business is strongly supported by the
government and society” ar e dependent on field of study.

“

Table 3: Entrepreneurship Environment and Opportunities in Georgia

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

Statement Number/% of responses Gender University Study Field of
Feature Status Level Study
—) FA A RA RD FD 2 P 2 p 2 p 2 P
Georgian eco- 11.24 0.024 7.38 0.12 15.59 0.48 43.47 0.008
nomy is chara- 19 51 45 45 22
cterized as 10% 28% 25% 25% 12% Related Related
entrepreneurial elate Not related Not related V=0.25
X . V=0.25

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

Related
supported by the Not related Not related Not related _

V=0.23
government and
society

Note: 2—is chi-square test statistics and p —is test probability value. If p is less than significance level (in our case significance level is 0.05), then
thét enay bewiewedcaa n

variabl es

ar e

rel

ated. |
the association between two variables as a percentage of their maximum possible variation.

f vari

abl

es

ar e

rel ated,

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

Table 4: Teaching Entrepreneurship in Georgian Universities

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

Statement Number of responses Gender University Study Field of
Feature Status Level Study
FA A RA RD FD 2 p 2 p 2 p 2 P
Eﬁtrepreneurship 2.01 0.73 2.03 0.73 11.19 0.8 30.8 0.16
promotion at the 30 52 37 30 33
I 1 0, 0, 0, 0, 0,
unlvers!tY effects 16.5% | 29% | 20% | 16.5% | 18% Not related Not related Not related Not related
my decision
Academic program 9.68 ‘ 0.046 | 5.29 ‘ 0.26 | 14.35 ‘ 0.57 | 369 | 0.0044
gives opportunity to 29 60 46 30 17
be well prepared 16% | 33% | 25% | 16.5% | 9.5% Related Related
entrepreneur Vv=0.23 Not related Not related Vv=0.23
University facilities 6.66 | 015 | 3.45 | 049 | 2632 | 0.049 | 44.88 | 0.006
are supportive for 27 64 42 33 16
my startup 15% | 35% | 23% | 18% 9% | Not related Not related Related Related
=0'19 V=0.25
3.85 0.43 13.78 | 0.008 | 11.68 0.77 45.16 | 0.0055
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Extracurricular 27 70 26 32 27
activities are the 15% 38% | 14% 18% 15% Related
only activities that Not related V=0.28 Not related Related
makes me think of =0.25
becoming

entrepreneur
I think | will take 58 68 31 15 10 7.12 0.13 5.62 | 0.23 15.91 046 | 27.24 | 0.29

ini 0, 0, 0, 0, ()
extra training before 32% 37% | 17% 8% 6% Not related Not related Not related

startup Not related

Note: 2?—is chi-square test statistics and p —is test probability value. If p is less than significance level (in our case significance level is 0.05), then
variables are related.

| f variables are related, then we can c altbaunhapbe dewddhbsehe st r engt h
association between two variables as a percentage of their maximum possible variation.

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

Remarkably, every second student agrees that university facilities may be supportive for their future start up, whereas university
status does not affect isitlinediththtissuediscupdd aboveoaboutthdchangingirstiie attituiglene n t
towards private universities in Georgia. Of course, it takes some time to recognize potential usefulness of university facilities for
st u d stamtupsdécision (study level and field of study are related to the issue).

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

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

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

One can see very high rate of responses on evaluatie@” most o

and “AgEepefepnefieur contributes”to8b6hpecoantrygfsrespoomes Uy Fi
O nEnttepreneur creates job" , 73 percent of r es pon sEeteprehelrgdthbryresoarges teceedte and “ Ag
wealth for others” ) n addi ti on, in most cases responses are not related
and Field of Stwudy). The only note is that percenttdrgne of r es|

private universities and higher study level.

High rate of theresponseson t he concl udi ng q @&mrepferieud megns to e self-dmployed’e c(t 6 D np €r € nt
of respondents “ Ful | yEntrapgeneer &dn makensdmeoheAtq be asedf-independentd (43 percent (
respondents “Fully agree” and “Agree” ), demon sitrepaetearshipt hat st L
not as an abstract theoretical concept but a real career choice. Moreover, the higher study level is, the more practical this way

becomes for them.

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

Hypothesis 2: Students evaluate the entrepreneurship environment and opportunities in Georgia as good and developing oriented.
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The most part of the respondents has optimistic expectations on entrepreneurship development in the country. They positively
evaluate Georgian government macroeconomic policy which results in good growth perspective and innovative character of the

economy.Mor eover , 50 percent of the respondents atomglystippotddl y Agr ee
by the government and society. At the same time, the students are sometimes quit critical (38 percent o f responses “Fully
andgt ee37pexentof responses “Fully Disagr ee” admedeegifhadnomryis Di sagr e
characterized as entrepreneurial and innovative economy” . It should be noted that business s

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

Hypothesis 3: In observed Georgian universities entrepreneurship programs provide to their s t u d suffidierst knowledge and
skills to become entrepreneurs or to start their own business.

About half of respondents (45.5 percent), agree that entrepreneurship promotion at the university affects their decision on future

career, no matter gender, university status (private or state), field and study level. In addition, most of students think that they

need some extra learning before starting job (69 percent of responses® Ful | 'y AAQgreed’t adme ninkl wil thke

extra training beforestartup” ) . Thi s is very st r ona@ntisuefgtherimprovemnentofitheprogemss i t i es i
to make them more close to the market demand.

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

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

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

Methodology — The study was conducted in the province of Istanbul/Turkey, based on convenient sample of 195 participants from private
organizations.Par t i ci pants were contacted through snowball sampl:i
For testing the hypotheses of the present study, simple regression and multiple regression analyses were utilized. Data obtained from the
participants were analyzed through SPSS 22.

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

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

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

1.INTRODUCTION

The relationship between employees and the organizations has been the subject of continuous research. Employee-
Organization Relationship (EOR) has often been described as critical for eliciting important employee work attitudes and
behaviors (Coyle-Shapiro & Conway, 2004). Shore et al., (2006) describes the relationship between an employee and the
organization as an exchange relationship and classifies them as social exchanges (relationships based on socio-emotional
aspects and trust) and economic exchanges (relationships based on financial aspects). A foundation of the EOR literature is
that *‘ empl oylamwes fordaeia-enbtional ane ecanomic reasons, and that the type of exchange relationship

can predict employee motivation, attitudes and behavi

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

Shore et al., (2009a) argue that social and economic exchange elements of the employee-organization relationship are
different and that employees in organizations perceive both social and economic exchange elements to exist concurrently
with varying degrees. However, Cropanzano & Mitchell (2005) claimed that most studies have focused on social exchange in
the employee-organization relationship with very little empirical research on economic exchange. They also argued that
“further investigations o forghnoation@rxelhatnigen ofrii psantiags i ofn

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

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

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

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

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

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

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

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

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

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

2.2. Social and Economic Exchange, Work Attitudes and Behaviors

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

2.2.1. Affective Commitment

Employee—Organization relationship has been recognized as a social exchange relationship in many studies and organizational
commitment is considered as a behavior developed as social exchange relationship is established (Liu & Deng, 2011).

DOI: 10.17261/Pressacademia.2020.1319 215

on

t hat

(Kuvaas & Dysvik, 2009, 3500).



Research Journal of Business and Management —RJBM (2020), Vol.7(4),p.213-227 Ozaralli

Employees who have social exchange relationships with their organizations are more likely to feel obliged to return their
gatherings with more particularistic resources, such as commitment towards their organizations (Song, et al., 2009).

Organi zational commi t ment relates to the strengtiatoomf one’ s
(Lyons et al., 2006) and is a valuable component of organizational effectiveness. Relevant literature has demonstrated that
organi zational commi t ment represents feel i ngsrgamizitionn nvol vemer

Drawing on the early works and questioning the appropriateness of the unidimensional constructs on both conceptual and

empirical grounds, Allen & Meyer (1990) proposed a three-dimensional conceptualization of organizational commitment.

Affective commitment is the emotional bonding of an employee towards his/her organization. Normative commitment refers

to the sense of responsibility and obligation to continue employment in the current organization. Continuance commitment

refers to the recognition of the costs associated with leaving the organization and the perception of the lack of job

alternatives. Concerning their three-component model of organizational commitment, Meyer & Allen (1991) claimed that

work experiences have the strongest and most consistent positive relationship with affective commitment. Affective

commi t ment refers to the employee’s emotional attachment t
(Allen & Meyer, 1990). Therefore, the present study discusses affective commitment as one of the focus points as it has

been shown that this dimension has a positive effect on permanent work behaviors (Jin et al., 2010).

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

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

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

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

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

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

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

Organ (1990) argued that SET was the best theoretical explanation for employee citizenship behavior. When employees feel

that they have a positive social exchange relationship with the organization, their socio-emotional needs would be fullfilled

and their well-being would be enhanced. Hence, they are more likely to reciprocate favorable organizational treatment with

positive workabelvaviands bayod ngld ‘t he Hgherdetels df organtkatidnal tsuktand e qu i r e me
investment associated with high-quality social exchange relationships create feelings of employee obligation and well-being,

which, in turn, motivate employees to show behaviors that exceed the formal task requirements. It might be the case that

strong social employee-organization exchangewo ul d enhance t heandertp-tole woekgpaformabhcet h i n
through increased feelings of obligation, well-being and loyalty.

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

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

Thus, we hypothesize that

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

Prior research has evidenced that turnover has been a serious issue for all organizations. Lambert & Hogan (2009, 97) claim

that “the |l evel of turnover is an i mportant i ndinteniidnor of th
has been considered to be the main and immediate predictorofa c t u a | turnover. Turnover intent
individual’'s subjective probability that he/she is per mane|

in a series of withdrawal cognitions that also included thoughts about quitting and the search for alternative employment
(Tepper, et al., 2009, 157). It has been a major challenge for organizations to retain their workforce as high turnover rates
can be expensive for companies, compromising firm profitability due to continually wasting resources on recruiting, retraining
and re-skilling applicants.

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

Thus, we hypothesize that

H4a: Social exchange is negatively related with turnover intention.

Economic exchanges, on the other hand, are associated

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

Thus, we hypothesize that
H4b: Economic exchange is positively related with turnover intention.

3. METHOD

3.1. Sample and Data Collection

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

3.2. Demographic Characteristics

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

3.3. Measures

Social and Economic Exchange relationship of participants

Social and Economic Exchange Scale (SEES). The items were translated into Turkish by the authors and back translated into
English by experienced professors and checked for consistency with the original. The SEES composed of 17 items measuring
thetwosub-d i mensi ons; eight social exchange items (e.g.,

and nine economicexchange items (e.g., “My relationshi plwerkandtheyny

pay me”)

Affective Commitment was measured by the seven-item affective commitment scale developed by Meyer et al., (1993). A

sample itemeiwveryl hawpplyhdtb spend the r eshroledndextn-role ar
performance was measured by Gtenosdalmahe resarciins yasedtheieikstrusmentod 9 9

Smith et al ., " s (19 Behavioomegs@en Thiz scdlei coverathe two ifornis ofeparcived job
performance namely, in-role (task) performance and extra-role (contextual performance). In-role performance behavior was

s personal and professiona

t h

\
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>

assessed with nine items, ivrec labdi ngob' ‘bYo uc aprerryfi onrgroleowet | 1t aisrk
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performance was measured by seven items. The instrument includes extra-role performance behaviors directed towards the

organi zation and towards the f el | ojwatterd fupctioosyha eeguired yahmp | e it e
organization, but help in its overall i mage’ ', andh® ' You ta
not part of your job de s ¢goteind éxiraeadbe perforriante Helawors based on théir@etf- t hei r i
rating. The turnover intention was measuredbya3-i t em scal e developed by Cammann, et
often think of | e a@heidemggraphitl sectioa of gthee muegtiantaire caskéd .questions about the

participants’ age, gender, educational |l evel, and organi zat
and 1 for male. The educational l evel of the partiecipants

(3) post-graduate degree. The age and the organizational tenure were measured by open-ended questions.
4. RESULTS

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

Table 1: Factor analyses of Social and Economic Exchange Scale

FACTOR 1: Social Exchange (% Var: 31,869) Factor loadings
| don’t mi n ddaywikrmok liwil gventuadiyrbelrewarded by [my organization] .865
My relationship with [my organization] is based on mutual trust. .817

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

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

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

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

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

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

512

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

The principal component analysis for the 16 item In-role/Extra-role performance scale yielded two factors explaining 67.07%

oft he total vari ance. The Cronbach’'s al pha -rolegerfoabntel i ty coe
behaviors was .93, for the second factor representing Extra-role performance behaviors was .91. Affective commitment and

Turnover intention scales each yielded to a single factor, with C
respectivel y. It seems that all/l Cronbach’ s alpha hieliabil it
reliable “good” measures
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Table 2 reports the descriptive statistics, scale reliabilities, and bivariate correlations. In general, the correlations reflect
preliminary answers for the expected relations and provide confidence that the measures functioned properly for the effects
tested in this study.

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

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

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

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

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

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

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

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

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

The significant correlations were generally in the expected directions as predicted in hypotheses. A review of the correlation

matrix indicates that social exchange showed moderate positive significant relationships with affective commitment (r = .54,

p < .01), in-role performance (r = .35, p < .01), extra-role performance (r = .37, p < .01), but it had a negative significant

relationship with turnover intention (r = -.44, p < .01). The economic exchange had low-to-moderate negative significant

relationships with affective commitment (r = -.36, p < .01), extra-role performance (r = -.20, p < .05) and turnover intention

(r=-.23, p <.05), but a positive significant relationship with in-role performance (r = .27, p< .01). The correlations indicated

that especially the existence of social exc hnem@eceveds | ikely
in-role performance and extra-role performance, while decreasing their intention to leave the organization.

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

Table 3: Multiple Regression Analysis

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

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

Table 3 presents the contributions of social exchange and economic exchange perception on each outcome attitude and

behavior. Regression results support most of the findings from the zero-order correlations. As can be followed, social
exchangeandeconomi ¢ exchange perception together explain 38.1 perc
=.381, F = 28.85, p <.001). The positive, significant contribution of social exchangetoa f f ect i ve ¢ o muao0l) ment ( B:
indicates that empl oy eiseaimpostahtriedictor ofeaffective eomrgittnenpt@theorgapidatioro n
The beta coefficient for ec o8 mdot),indicathdaanegdive impaat of ecanorsicc s
exchangeonaf f ecti ve commit ment . I't seems that the higher t
affective commitment to the organization. Thus, our hypotheses Hla and H1b are supported. Similarly, social exchange and

igni f
he em
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economic exchange perception together explain 26.3 percent of the variance of perceivedin-r ol e per f or mance ( Adj

F=25.16, p <.001).

The beta coefficient for social exchange and in-role performance was s i gni f i ¢ a0®l) infi@tmg a3pdsitive p

contribution of social exchange perception to in-role performance. The beta coefficient for economic exchange and in-role
performancewas al s o s i g RrR.00f)indicatinga positivd3centribu@od of ecqhomic exchange perception to in-
role performance. Thus, our hypotheses H2a and H3a are also supported. It seems that both social and economic exchange

perceptions make positi vreleperforménceiAgrin, the variarges df extraeois pekfanyaece s ’ i n

are explained together by social exchange and economic exchange perception (Adj. R2 = . 24 6, F = 24. 32, p <
the beta coefficients show that the variances of extra-role performance are significantly predicted by only social exchange
perceptions (B = .34, p < .001), wh eAccerdingto thecesuttsofrorreationx c han g e

analysis, economic exchange is in a significant and negative relationship with extra-role performance; but when it has been
regressed together with social exchange perception, it appeared to have no significant contribution to extra-role
performance. It seems that social exchange perception is the only variable that can explain the variances of extra-role
performance. Thus while H2b is supported, H3b is rejected.

Finally, results indicate that variances of turnover intention is significantly predicted by both social exchange and economic

exchange per c.eptrA=26nksp<(0@)dTher2bet a coeffi ci endt,pdfO@lyindisatesci al exc

a negative relationship between social exchange and turnover intention. Thus, H4a is supported. It seems that as social
exchange perception increases, employees are less willing to quit their jobs. However, the beta coefficient for economic
e X ¢ h a n-@® p<.05Batso indicated a significant negative impact of economic exchange to turnover intention. Contrary
to our hypotheses, H4b is rejected. It seems that higher levels of economic exchange were associated with lower levels of
turnover intention.

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

5. DISCUSSION

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

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

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

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

The same link of reasoning can be applied with regard to extra-role performance. Prior research suggest that social exchange
relationships are associated not only with higher levels of in-role job performance but organizational citizenship behaviors as
well (Shore et al., 2006; Kuvaas & Dysvik (2009). Our results also show that high levels of social exchange are associated with

\'
S

e

comm
(2012)

high levels of extra-role behaviours. | t seems that a strong soci al exchange relz¢
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beyond their formal job responsibilities that benefit the organization. Employees are likely to feel the obligation to return
favorable actions with behaviors that include “good deeds”

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

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

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

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

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

Following the same line of reasoning, we expected that employees whose relationships with the organization are

predominantly based on economic exchanges wo u | d not be willing to go "“over and
performance. As the simple correlation analysis showed a significant and negative relationship with economic exchange and

extra-role performance, when it has been regressed together with social exchange, it showed a non-significant relationship,

indicating no support for our assumption. It seems that the contractual, narrowly-defined nature of economic exchanges are

not predictive of extra-role performance which is associated with discretionary behaviors. This finding is in alignment with

past research by Shore et al. (2006, 846) who did not hypothesize a relationship between economic exchange perception and

extrasr ol e work performance because it was expected to “ .. er
organi zational expectations for employee job performance.”

Considering the low levels of relationship investment and short-term tit-for-tat exchanges of mostly economic resources, we

assumed that economic exchange will be positively related with turnover intention. To the contrary of our assumptions, our

results revealed that economic exchange is relatively weakly, yet negatively related with turnover intention. It seems that

employees who have developed an economic exchange relationship with their organizations may rationally define the

financial obligations and the exchange of well-defined benefits (e.g., pay for performance) and have no reason not to keep

their status quo. In other words as |l ong as the terms of t
their jobs decreases.
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6. CONCLUSION

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

First of all, the results of this study brought evidence to the proposition that there are two relatively independent aspects of

exchange in the employee-organization relationship, namely social and economic exchange. It is evident that employees

encounter both kinds of exchanges concurrently with varying degrees. Also, the results suggest that these two forms of

exchange can operate relatively independently, exhibiting differential relations with affective commitment, job performance,

and turnover intention. Thus, it is useful to explicitly measuree mp |l oy ee s’ soci al and economic e
their organizations in order to better understand the nature of exchanges.

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

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

We can bring support to our findings on economic exchange-turnover intention relationship from the continuance

commitment literature, as well. Meyer & Allen (1991) define continuance commitment as an awareness of the costs
associated with I eaving the or ghktnheazyacbntinoance commitmdntpasitthdt r om B e ¢ k
e mp | oy waatoh withsthe organization is based on a calculative assessment of economic benefits gained.

Organizational members maintain membership with their organization because of the positive extrinsic rewards obtained

through the effort-reward bargain as well as the scarcity of alternative employment opportunities elsewhere. Taing et al.,

(2011) made a distinction between positive and negative side of continuance commitment and specified dimensions based

on the perceptdcoomnoonfi c“ beexncehfaincgieasl” ver sus the perception of
continuance commitment based on economic exchanges was related favorably to work outcomes, such as task performance

and citizenship behaviors, while continuance commitment based on low job alternatives was related unfavorably to such

outcomes. Thus, organizations should foster continuance commitment based on economic exchanges by increasing employee

awareness of the benefits available to them and by providing socialsupport t o0 empl oyees who f eel they
the organization.

Our results suggested that employees pursue the satisfaction of both social and economic needs. As Goodwin et al., (2009,
973) al so argued, “The instriuomesthalp apopeapnpcitadl eaxs pectss maf
economic exchanges have received considerably less attention in the social exchange research literature (Cropanzano &
Mitchell, 2005). Economic exchanges may not involve affect or provide intrinsic motivation, but what is common to both
types of exchanges is reciprocation, thatis,t he contri butor’'s expectation of some for
to more recent research (e.g. Kuvaas & Dysvik, 2009; Song, et al., 2009), our findings support the traditional views which
claim both social and economic exchanges in general motivate productive work behavior (e.g. Rhoades & Eisenberger, 2002).
It might as well be possible that the extrinsic motivation of employees with a strong economic exchange perception could
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produce acceptable levels of performance under certain circumstances or in some cultural contexts. For example, Meyer et

al.,, (2002) argue that pay satisfaction is positively related to positive work attitudes and behaviour. In a related vein, the “pay
forper f or mance” l'iterature sugg e-sutcomé felatibnship Mmfeiences rpaformanacme nt a | p ¢
quantity and increases performance depending on task characteristics (Weibel et al., 2010), which we were not able to control

for in the present study.

In short, our findings reveal that social and economic exchange are both to be emphasized in organizations. As shown in the

present study, economic exchange associated with poor work outcomes (low affective commitment and low extra-role

behavior) highlights the importance of attending to this aspect of employee-organization relationship. On the other hand,
providing employees with “a fair day's pay for a fair day’
forming a baseline which create conditions that will promote social exchange relationships in the workplace.

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

economic and social objectives.
7. LIMITATIONS AND SUGGESTIONS FOR FUTURE WORK

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

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

Empirical work should be extended to explore what it means
across different cultures. Our study seems to give clues to the impact of economic exchanges in contexts where it has more

positive implications than observed in Western studies. In line with this implication, it is important to identify the conditions

under which economic employee-organization relationships would be as effective as the social exchanges. Thus, it may be

interesting to investigate the extent to which the economic aspects can be a part of a high-quality employee-organization

relationship. We also suggest enhancing social and economic exchange scales to include the actual resources provided by the

organization in relation to economic as well as social exchanges.

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

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

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

Findings — This study revealed several problems that the studied local government needs to address to prevent retaliation cases. First of all,

thelocalgovernment doesn’'t have an established culture, and because of th
face challenges. Although organizational symbols exist to eliminate confusion, ambiguity to provide direction, to secure hope and faith in

organizations, the |l ocal government doesn’t have cl| etetyrabnymbol s. WrF
of facts and Il ogic, the 1l ocal government ' s empl pasyfeod esmplayeeeto af r ai d o f

employees. In terms of policies, the study discovered that whatever stated officially is not in use. Harassment training is given to new

beginners and never reoffered to current employees. Broken and unclear communication is another finding that might be leading to

organizational problems.

Conclusion —The increasing number of costly retaliation cases in the United States needs more attention to the causes to solve this problem.

Public agencies are funded by taxes paid by households and companies to the government to receive services such as water, roads, education

etc. Publicagencies hi gh | awsuit settl ement payments jeopardize the public’s
costs which should be taken into account. Currently, little attention is paid to the subject by scholars, and therefore it needs to be explored

more. The results of the study would apply to many organizations including public and private sector.

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

1. INTRODUCTION

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

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

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

2. LITERATURE REVIEW

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

Since employees are considered the most valuable asset of organizations, the relationship with employees is vital (Coff, 2002).

Unsal (2019) argues that acting in an employee-f r i endl y manner wi | | reduce organi

failing to manage better working practices would create the potential for significant financial risk (as cited in Porter and
Krammer, 2006). In addition, employee satisfaction is required for better corporate performance (Edmans, 2011). Therefore,
the charges (e.g., relating to benefits, retirement, retaliation, race, sex, disability, age, national origin, religion, color) brought
by employees targeted not only the financial performance of the firm, but also the work environment (Medeiros and
Alcapadipani, 2016) and other practices. It is important to let employees speak about the problems before they become
uncontrollable. According to Kwon and Farndale (2020), employees freely speaking about issues, will positively influence
organizational performance and employee morale (as cited in Kaufman, 2015; Klaas et al. 2012; Mowbray et al, 2015).
Moreover, employees having opportunities to talk about issues will affect their effort and the benefits of managers and
business owners (Nechanska et al. 2020).

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

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

2.1. What is Retaliation?

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

(1) Negative actions dir ect eigh taaniinatibnhpay c, maor exalyatod, 'orsdenipl ofb ,

benefits; and (2) Antisocial actions directed at the employee to demonstrate displeasure, such as harassment, name-calling,
ostracism, blame, threats, or the silent treatment.

Although retaliation is a charge that is related to discrimination, it is considered a separate offense. EEOC defines retaliation
as “

"protected activity" occurs. For example, an employment policy itself could be unlawful if it discourages the exercise of EEO
rights” GBEEOC, n.d: 4

2.2. Retaliation Laws in the USA

Accordingtothe EEOC Secti on 704 ( ardtaliasion previsidn in thd fdllowihg térrhs:eDischiminbtiorsfor a n t i

making charges, testifying, assisting, or participating in enforcement proceedings (EEOC, n.d.)

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

“An employer must not retaliate agai nsThismeansthatahi vi dual

employer cannot punish an applicant or employee for filing an EEO complaint, serving as a witness, or participating in any

retaliation occurs when an employer takes a mater:i
protected by the EEO laws. As serting EEO rights is called "protected

ot her way in an EEO matter, even if the underal)ylawamgpt di scr i m

only prohibit retaliation but also make it unlawful to retaliate against an applicant or employee for the followings;

“
L]

e providing information in an employer's internal investigation of an EEO matter;

* refusing to obey an order reasonably believed to be discriminatory;

®  advising an employer on EEO compliance;

*  resisting sexual advances or intervening to protect others;

*  passive resistance (allowing others to express opposition);

*  requesting reasonable accommodation for disability or religion;

*  complaining to management about EEO-related compensation disparities; or

¢ talking to coworkers to gather information or evidence in support of a potenti a | EEO cl ai m”.

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

2005 2006 2007 2008 2009 2010

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

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

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

Table 2: Filed Charges Statistics 2019

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

Source: The U.S. Equal Employment Opportunity Commission

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

2.3. Retaliation Claimants

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

2.3.1. Retaliations and the Organization

From now on the analyzed organization wil/ be called “Loca
that the local government has been faced with several lawsuits. The reasons for these lawsuits include allegations of

discrimination, retaliation, sexual harassment, and violations of the State law, as well as the federal Clean Water Act. Since

the focus of this study is allegations of retaliation against the organization only retaliation charges are included.

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

The recent lawsuit examples demonstrate the apparent costly conflict within the local government. First, to determine if the

organi zation’'s basic structure and system are contdibuting
Since most of the retaliation cases took place at the Division of Community Correction there might be internal and external

environmental contributors to this problem. To explore if there are internal contributor effects to the problem job
descriptions of a correctiono f f i cer is investigated and compared with othe
position, as well as training requirements.

4. ORGANIZATIONAL ANALYSIS

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

Table 3: Four Frames Interpretations of Organizational Processes

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

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

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

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

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

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

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

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

4.1. Structural Frame

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

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

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

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

It has been observed that the Policy #5 was issued in 1997, and was revised in 2004 and 2006. The CAO Policy #5, states that,

“to ensure understanding of and compliance with this policy
employees about harassment in the work place. Every employee shall receive a copy of this memorandum and a copy shall

be posted on bulletin boards in each division. Memorandum was not observed on their bulletin boards. Al t hough t he CAO
policy states that the Local Government would provide regular periodic training about harassment in the workplace but they

provided training only during the new employee orientation and never offered again.

The next document that was examined was the Local Government Employee Handbook. The uniform disciplinary code states
that employees would be disciplined with oral warning, written reprimand, suspension without pay, and dismissal if they
performed the following: Verbal threats or harassing statements: 1. Statements, including written or e-mail statements, that
seriously alarm, annoy, intimidate or harass a person or which could cause reasonable person to suffer mental distress; or 2.
Oral threats to commit any act likely to result substantial damage to property. According to publicly available data, the
employees statedt hat the organization has a “blind eye” when it
officially complain because we know that nothing would change,and we di d not want to be the

0
- O

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

DOI: 10.17261/Pressacademia.2020.1320 233



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

responsibilities it carries out with an attitude of service and helpfulness rather than control to facilitate better relations with
the organization.

Political frame-Ac cor di ng t o Bol man aatichsaf eoalitionscoth@ofeBof indiRidu@snd graupsg a ni z

with enduring differences who live in a world of scarce resources. That puts power and conflict at the center of organizational

decision making “. The aut ho rdsandé&smshewtd martade potitical processes. The r s

political frame can also help a leader to initiate change.

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

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

zed

val ues, it doesn’t | 0 oak esthblislkee culturh. Othelwise; medple \goald’keow hom eorhdndleh a s

problems before they turn to a retaliation case.
6. RECOMMENDATIONS

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

6.1. Having a Stand-Alone Retaliation Policy

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

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

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

6.2. Providing Training and Making Clear Communication

The EEOC has concluded that many of the cases could have been prevented if management conducted training, held

oact

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

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

6.3. Complainant Still Working

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

6.4. Documentation of Employment Actions

Keeping employee records of documentation is the foremost responsibility for managers. The documents should be in writing
and include empl oy @eefdrrsance mddens, wisnessedpolisy cialaBoss;disciplidary actions, positive
contributions, reward and recognition, investigations, failure to accomplish requirements, and more. When it comes to
disciplining of employees, those documents will be the key sources to make decisions about disciplinary action. For example,
when a manager gives a good performance evaluation all the time, then there is no evidence that the employee is performing
poorl y. Managers need to know, under stand, and id
empl oyee and then follow the firm s reasonable poli

6.5. Disciplinary Actions and Improvement Plans

According to Valenti and Burke (2010:248), employees should clearly understand expectations for performance improvement
and the specific workplace behaviors they are expected to demonstrate or modify. In addition, any performance standards
applied to the employee should be appropriate and reasonable. In terms of good practice, managers should create a
performance improvement plan with benchmarks and time frames for expected achievement built-in progress checks can
also be instituted (Archer and Lanctot 2007:57). Still the most challenging situation that employers face is when the employee-
plaintiff is a poor performing employee and files a retaliation claims as a desperate act to maintain job security. As Archer

andlanctot( 2007:53) advice, “Employers must move forward
abuse the anti-retaliation statutes, while implementing policies and practices to comply with the spirit of the law and avoid
any cause fortheunder | yi ng charges in the first place.”

6.6. Training Employees

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

6.7. Reviewing Job Description and Requirements

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

7. CONCLUSION

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

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

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

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

Pupose- The aim of this study is developing and evaluating various approaches to effectively diagnose, analyse, manage and control the
conflict in organizations within the context of P 0 n dosgdnisational conflict model.

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

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

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

ORGUTSEL CATI SMA YONETI MIi NI N i NCELENMESIiI NE YONEL

OZET

AmaBu c¢al 1 s nPeomidnd ragiatcs e | ¢cati sma model i baglaminda o6rgitlerde; c¢at
yénet mek ve kontrol etmek i¢in ¢cesitli yaklasimlar gelistirerek de
YontBum ¢al,nsimmeeda ar ast | r masi ojgndf netneoomheenraoi Inodjeink b(iol gu bilim) arastirma
6rnekl emini Gaziantep ilinde 6zel sektodrde faaliyet gomsteren bi
bulunmaktadir. ArabtkimbgdKaarmsveda isletmede ¢alisan isgobérenler
arastirmanin amac!]| dogrultusunda arastirma soru formumkk, igrigqutse
demografik sorularla birlikteh az 1 r 1l anan &ge@rk avgnaktsanul ar

Bulgular-rAnal i z sonugcl ar ele alinan isletme genelinde en c¢okn meydana
cati1 sma t dugldesrtierarnedku gui r . Bu deruml i tenasg|l eeméigerdiird c¢cati sma
ki skang¢l i1 k, performans ile hedef farklili1klari1 veebntetakl kofamgam
ya da karsil i1kl i(mliiskeddliegmanidikzeyket aplda s ma, hayal krrirkl 1 dgrna
ve yasandi gini gostermektedir.

SonhAcasti rmaPesopdycoindadrgutsel cati1 gymal mbchede wyeydamaptitae gdneticsl
kontrol etmeve y dnet me sansina sahi Ayol abiadpeaedlat esimabatinl eempsti redil me:
catisma asamasina kadamabatds hal armr&dgitésnelyp okida dyudeargel ecege yodne
performans ve is gelistirme kcoonzulilna ra dhadkal 1y asetdreantcenjei dieark agheelsiaskt!iarena B i

gostermektedir.

Anahtar Kelimeler: Or g it selPomacy 1 sima, 6r glitsel ¢atisma modeli, o6rgitsel c¢ati sma
JELK 0 d | MG, M12, M19
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1. GIi RIS

Cat i1 sma, ¢cok eski zamanl ardan beri var olan ve duslince si
konuld&ridlal en bir olgu ol ddakllkges mopamiemimakbibbadi @ ko men h
ekonomistler , sosyol ogl ar, tarihcgil er, biyologlar ve psikologlar
sorgul anarak ac¢i klanmaya c¢al i1 st | mi st yirminckrigziyt: |arna sstolinrlnaarlianra
yap! |l anarbagtiimsnedl arl a giundeme gel meye baslamistir. Boyl ece
cal 1 smal arvdigigpeeinl émeml it adyead i ksa nkul li nkadketru@a g IRlaihkilne bireyl er g
cal i sti ktagmaztaanpa ¢lak mas i Buolbaaskbinbdcaonks g dmet iici , O6rgidt i c¢cinc
bir kismini insanlarla ilgili sorunlardan kayn®doll aryars i gdtar s
cati smal ar 1 n diosggluc Uyné merrojdirmiedsai §;1 | 1 imi enti ins isna §h atnanlasn i, n1 n 6 ni
firrsatlarin degerlendiril mesiyagli bac riMadgliiag 2816rB08)k azan1 ml ar 1 n el
Son donerngletrsdeel 6¢cati sma konusunda geni s ve biueyriyieegni nbdierk il ivte
arasindaki cati smanin anlasilmasina yodénelik c¢irkaritmlarla bi
296). Ozel likle bireyler, grupl ar, 6rgiatler ve ul ogtasi gdai i
birbirleriyle temas kurdugu zaman insan etkilesiminin doga
kacini Bmazdirr .varl 1 kl ar arasinda; i ki veya daha fazla kigsi
uyumsuz veya tutarsiz hale gelmesi, ortak eylemlerlityle ilg
tutuml ar 1, degerleri, inanclari ve begaerillkenmisni s 6@l kwhw siuld
2011:1) . Geatl §m&alarcgcn bireylerin zihinlerinde olumsuz ve yIKk
yénetilen c¢catismanin olumlu sonug¢larini gdésteren oO6nemli k a
bak 1's mlgulllaanan arastirmacilar tarafindan degeri, o6rgitsel \
i fade edil mistir. Buradan g¢atismanin kendisinin yrkici olm
anlama mi z a, ¢co6zUimler Uretmemize ve iliskileri guclendir memi :
catismayil anlama, ¢08zme ve ydnetme konusunda uygul amaya yor
(Tjosvold, 2006: 87-88).

Orgutler faaliyetlerinde calisma takimlarinit kul |doonjradya dev
bir oazlemhd sitigndan dol ay cat i smabhar dlavr Racshalrmaasnikaysatnunciurg
ayrazl mbir Pagaebsivokiarr.akim ol dugu Damary 1 s aydigsmgaantl a ggohenr,. ol u

tutuml ar 1 n, saldirgankrgmani nekabetun dAyenme yahahmag idgee llgedbui pl k a r
arasinda ceé¢idavigrerehamur ulml abila sar ed i gk@hakark 20d3e7d.er | endi r

Bununla birlikte c¢cati sma, bazi | ar icin farkli gbniseél S| er e s
cati sma, her ne pahasina olursa olsun kacini |l masi gereken o
0rgiutselyocdhézeyndger ek bi ae a ltirghdyrnd ¢ gibsdeesadladrc at 1 smay1 ki sisel g
heyecan verici bir firsat ol arak gorebilir ve barbikmden oni
a ¢ 1 | ,astihdam temeliolarak 6 r gt self adkzey kewsul sal durumlar baglaminda ki
cat I sihhaeci, yoneticinitemebl| idelsktagsy deel carreankl ii sd leugbialanlarca sy ol o i

kaynak | a n ma(®ntisarelve Abiodun, 2014:119).Bu ba gl amda Or gluteteki ilziery dee kgialtd & mag
ve yonef mgldinitegrailearst i r mek ol dukca @raemimadkar madwehk papsel §ne
psikolojik, fizyolojik ve bialgégammiahdaen nlk é8juk dbed kagnantpeektetkypid 1 anl amak
yonet mek baglaminda bireyler ve gruplar arasi ndkadomik bi r c¢at
temel |l erde oO6rgitsel c¢at 1 s madaiim,@@s:808).y akl as 1 mi beni msenmel i di

Bu c¢cal 1 smé@amgint saarlacg at | sbmag Unhd; cad ldigtmaiymg 6 kee r s e k ianald etmek, e s hi s et
yonet mek ve ikggratsriall ie tgradkié bssargmeagBakgairra.st 1 r mada o6rgitsel duz

yasanan c¢catisma dizeyini ve Orghut icinde Pondy’ '  nim 6rgitse
g el ditedpit mdilmesia mac¢cl anmaktadi r . Besamael migei e lel eggDtniertiilecm | er
kapsaminda ©6rghut icinde meydana gelen c¢ati smalarin ortaya
y 6 n elfernakifs t r at ej i | erBugneal igsdtrier echail l1isgriaens enl i d &t kg mani knadvar @ami el e
calir st I mistir. Daha sonra ikinci ki simda o6rgutsel cat i1 sma
6zellikleri bir bidatidn halinde degerliernddrgnetytee t@dt 1 ¢ mawil mt
kontrol altina almak ve yodnetmek i¢in Louis R. Pondy taraf
Cati sma Model i incelenmistirdorgdnl et de a kesgndaanmign gbed | & mr & ceant meers
kullanil an model yardir myla ©6rgiutsel dizeyde c¢ati smanin vy

calir st I mistir.
2. ORGUTSEL CATI SMA KAVRAMI

Cat 1 s ma, farkl anl amkav aaBuwrha pa donl e@ma gio kk iydknll dit ariak 1 dd & § mens
ol duk¢ca mesruBgduoidhame lbti ediiikk.t ekigadt 1asrmaasylinda birysggmann veya
anlasmazli1 k veya anlasmazl i1k al g1 £a1 glmar, a lsbéut Utkiiorm mesrul adsemaazylni

c6zememe olarak veya sadece r esmi ol ar ak fifaderedilehilirépondy) S cesi t
1966:246).Gel eneksel ol arak, c¢catismanin krkl kbhgpemeRbandagogevenhkgn
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kaynakl andi g1 diosunidl mektedir. Cati smanin, kisilerin hem r
il i skil erdiel eorrit asytar Uglinketk tdekabiert.¢c i Bwmuwruliad alrii schaivietsiengary i1y 6 nindeki
isebeliribi r anl asmaya varmak i¢in pazarli k yapmaypapeyai Eakidgr
ol dugunu b elaitn tsfmag g tvileanan bir ¢l kar ayrilergninewpgnitamact
gerceklestiril emeyecedgi ne atamirslbeirrdiirn albRulM iaknilvadmd n(d1aa®49)a di, |
tani mlamanin bir¢gok yolu oldugunu il eri surmis ve ¢ati1 sma
birbi rl erinin midahalesini algilayan birbirine bag#9). insanl al
Sekil 1: Cati1 sma Doéngdisi
1 2

socper D ..., ) e

3
Geri Bildirim

Kaynak: Wall ve Callister, 1995: 516

Cat | gamansal olarakuzun z d@amendintrdevebanttsrh ban bir olgu olarak deg
6rguatler, bireyl er vgelycal (g rbuspsigkakrd igatrdasn ndgea) e¢ral berrgiimaer ivrea t er s
veya bireyin herhangibi r r ol deleiri f aiyhkhh aatnafasediklagrisgnida ort ayAgn¢ 1 Emasn d md n
bireysel d Uralleeyrd earcaast 1l sgreat 1 s maBbi dumumdadebdbeyisebbl rden f az
her rolden bazi tal epl ergdr nedurive daodtl kma soft bapamaga&adi hir
duzeylerde yasanabilecek her turl 0 c¢at 1 s mal eshang Bresdsyall 1" de ¢
sirecte ol dugusebgpleboil ucpa tailysrmacdaa sddaz k o n etkileri rsierb e@ll ceu g in tsemaillc | =
b ul un matkétnagdin sre. | ol areadle nber et leit lkikinmdebellour By hegéi vt c¢cati sma do
baglam icinde gekc¢eslalye diar yv en e d @mugvél Galgstergl895: 518-%16).eDd igrer y andan

cat | gamkbidr sidre¢ ol arak kabul edBitdrrgslist vi@ey ana dialhma diazd ah &ilgo

meydanagelengcat 1 sma il i skbsr digitsal i dinaeyddBleeni adoriltmgagarkesh abndd lUinel , e
belirli c¢at i shiniktelparn altse ryied ¢ eea d iSliddzre kkoonsuuslul | dbrigl kad enfi dinsed dagr, .i her har
bir caememanin far ki na v ar ndalysanbabit dcuatm gveel i it Detmeegrd engl kacgces
faktetrre badhvr a¢eagsdatidreytar degmal | 6zellikler bgoetyérebialriars.i nie

et ki sesi amki b 6il niiml eetrki inl esyeeyr b i r s cahasopratbl m akbmgag Kizaerl 1l,n ,§gi iy g wa
algirnin ve davr amhierliaylien koeerlaktla biszaghz e d ilyliokp eor hapnwer bakgh b
desteklenebilir (Pondy, 1967: 299).

Roloff (1987 g o ®e git s el ¢ ia kendisgne@lerindékiymeelsd re k t a ¢ logrl wu,l Guykel IGesme y a2 6 r gt Gn
hizmetleriniyadar dnl er i ni kul |l ananuz afjaanisii ye tbli egredyd ebr u leu udywkmisar i d
surec¢ ol arak iDiagdeer ebdicrib mefgebybahilresaor | 1 k1l ar ol an bireyl er, gl
uyumsuzlukveyaa n | a s ma z lorkt asyedkil ¢i 1 nigdldemdeecd eorllaernadki r e b i | i r iezt.k i Bhie shiankli md a
sire¢ ol arak adl an dRehimmzode: 207 Bu mumr!l ao | Ricalkit kre o6r git sel cat
hedefl erine ulasmasini engel |l emeyi amac¢cl ayan davrani sl ar k
uyumswrlbmugbir Grdnd ol up kar s t(Thattorey2013:r8). B U talii wdnal na r ki any nsackn uacnuma
O0r gugastell s ma kbaonru shuinrdeay, veya grubun kendi si ile baska bir bi
konul arl a nil gveéei zfal kkbkydanalgdlealb ign | athag@dy bdhdairgikk noktasinda bi
bul unmak mimkdndur . Buna bagli1 ol arak orduygledalgauva simai, s kis
etrafligndlaanaanvd amiuhal ekéwisl giisl ivesogdrndwlrea bagl i ol arak gelii
cat i skremymakl ar 1 n dagilltgimhii yeafathmaglil inbhga 1 gereken prosedir |
ilgili mu h aaldir fg Ud & re ligselddcra &\ vbasyis iyl asragh iklea rytor uml ar | (DeiDreive er me kt ec
Beersma, 2005: 106).

3. ORGUTSEL CATI SMA YONETI Mi

Orgiutsel cati sma yodéneti mi, genel ol arak O6rgutlerde Uzerind
Bir¢cok orghut icin isbirligine ve takim halinde c¢ali1i smaya
gerekftade edil mi stir. Orgiitsel cati sma ydnetiminin altinda
hadkolman kultdrel nor mlardan farkl: bir 6zell ikl ipyénkbirer mekt ec
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yakl algii gnt igreme s i icikl dbazgedalkimil i o(@mds 01:REBKB € nmeak i Mdan c¢cat 1 s
yéneti mi, mimkidn ol dugu sirece c¢ati smay.l 6nl emek ic¢cin gere
gerektirmektedir (Madalina, 2016: 809).

Anderson (1990) ve Burton (1987), c¢atisma yonetiminin geni g
(1987), 6rgiatsel catisma yoénetiminin &édneml:. 6zellitginin, <
6nl eme giriisfiandie oeltBui gdotéikrg hntt aalc ad i zsenade 6 zUmi, c¢cati $smanin ned
ortadan kal di (Thalone,2013: f1-a2). evall @edCellister (1995)'in 6 r gut s e | cat 16srngaiytis ed | e @
catngmaem islevsel hewnugdéaisl evVsdeluoumayeani suren yakl asi
Eisenhardt, Kahwajy ve Bourgeois (1998),6 r g Ut selisd U zyeéyckd i mde c¢cat i1 $ mabwdunumdoac !t ni1 | ma
genel |l i kl e dfeajdeer | @t noil sdl uegrudniur . Ozelli klgeat 1 essnas loil ,ar ikl iasgdd ealn dv
uygun eyl emvrydlelyemi nistgcedizeykelde stlaeart gmnakarsienpkm 6 neml i

vur gul aru rederder Wall ve Callister (1995)'in 6 r g U¢g astells mani n azalti |l masi ni veya
catisma coOozmydmiel akarmima egi |l i m g6 s(Rabim 200k2D8e Di s ndmmidanall as a
cati sma yonetimi, amilmsinaglt kharayeei tdoekidizeyde sorunl ara
yakl asi mdir. Orgitsel catisma yo6netim sisteminin tasarlar
cbzmelerine yardi mci ol ac &llyammaasn nal wd tanrarka yt 1a nv e alnu i Y aepgiil
birdedi sim sidreci ni n b a $Cbnaereg200t: 215-X&.Bwl ne kit lard e adteidgsimal year i knar s |

ol malari1 ve ortaya ¢1 kanet astsgtatmddavrer ng dyzolinneet i yctdinl eelriek Oarlgtier n a
icin kararlar alma konul ari nda k ol0@aB/u nwkn Isaa ghiardliigkrropi tcda & dreesl e
i cger ekl i olan sey c¢ati sma yidsadece¢ ani d$ man iOm gdinlseh megsit, saaaly
erdiril mesi A1y Ina mizream aggEitaanesizino ziuskl lewk | ar 1 ni en aza indirmek

stratejil efrgadgred mmayii we et ki nl yapiisaretvilremmai ka macgi enh ntaakt t 1 asdmreayni
(Rahim, 2002: 208).

Or gdilt scat i1 smay1 wynweémdemnmennivie Wdakjdaaind rair i1 kadar c¢esiatthismhizeyl
ydénetiminin amaci ,tasaflrarcaa 1 §mal emmilli hnidrr kinstdahsaéesdigiari dan
cati sma surecindeki yi kici bi |l emguenn |telrm yiagpe rs®aéi la yegkakki yl | edneeek li i
dizeyde bgiart 16srngal hydteniitci artit,s mani n varl i1 i ndan kayntatkih anan ke:
edicik abul edilebilir biol agBizlime saljdTskoladiHs: Nyaskkds dketri rbi r i f ade
6rgut sel cati1 smal ar dogrunlaykisnyve yvyageuiyuilip komt rydlneal m
performans ve swiareicmlbialsiak 1 a/riRamiryshiy20]8: G2B).miign dlrwargi t ewv elya kar mas
bir yapolsalsarhiga c¢ati smay.l ylbaared me&y a cpno$&dgi rkllodnruesiak dmii z tn

mekani zma veyar poheesyaadabestigi bl i gi, cati sma davrani sini ne 061
¢cO6bzime ulasmaya ne 0ldelce | waflhdkorenzois:az).lldu k!l ar 1 i1l e
Orgutdretradyea ¢1 kan c¢catisma genellikle yoéneticileri farkli1 st

sonucunda ¢ at 1 smayi y6net mek ic¢in o6rgiutsel dizBeuy diea §flraagrikdl 8 e bni t e |
cat I smalzaime ofatekned g ykltarlaibirlikte y 6 net i1 920 'Ilierr.iFsllettf184g)icrada s ma ¢ 6z me
yakl ash@akami wet as ma, brig Gwné elsanet 1 kg 1 @l ar ak t akmiirndliagn syta rd a
rekabetiyamgiler@merbrmirst icra.t | Bumau rsltradlibriemaikinkitced nn i fl lka kavr amsal S
Bl ake ve MoutoncdtlOHerd w it ma tarkinyiheegt a rmz 1 t ang umh @ln mBugat; wre:

zorl ama, geri c¢ekme, yumusakiandez bk §Momds, Bodrimuaezvd Saridro,@002: ¢ 6 z me
7).Bumodeld r gt sey1 ¢yad netmmbierk kéipsemamhian konul ara ve c¢cati smaya dahil

ile olan iliskisine mWegkatdanddeme skiinsa rnd ang anniez aokl ear seidken 1bh e ni m:
tahmin etme i mk @ermektedir (Trippe ve Baumoel, 2015: 91).Buyd net i m t ar zl ari1 ndan her biri !
degerlerine ve dahil olan varl i klara bagl ol arak wuygun ti
bil meleri ve kuldélnemma lagiMadalksg 2@1d:810nRleami m ve Bonoma (1979), ¢a
i ki t emel boyutta farkIl il asti(rimgi vdbiigderyenea lymi sbtaisiiga | Bau n Ina m;
duzedilgilhpme boyutlaridir. il k boyuwt,cabdiirstkiggi ndier elcerydi (gl
aci klar. iTkinci boyut, bir kisinin baskdlatikhphiacckkari nButh

bireyin catisma syobasl ndakr i beirtinckaecdis ekielt t2'gde i kiile boyutun
kisi | erarasi1 ¢aefsa sgsHilyt 1a rezl eg daslt g8ahiin, RooRe 262870 | r

DOI: 10.17261/Pressacademia.2020.1321 242



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

Sekil 2: Kisileraras| BogutluMpdelay1 El e Al ma Tar zl at
Kendisi ic¢cin Cikar (ilgi) Diuzeyi
Yuksek Dusuk
Yiksefrobl em Uyma
Digerleri ic¢im rRkar
Uzl ag
(Kaygr) Duzeli
Zorlama Kac¢ci1 nma
Dis ik
Kaynak: Rahim, 2002: 217

Sekil 2'de goésterilen 6rgutsel dizeyde cati sma yodénetim tar:
Probl emOC@iimase |k ednidziesyideve di Jerl eri icin yuksek g¢rkar (ilg
tarzidir. Problem ¢6zme tarzi, dogru problemlerin teshis e
ile iliskilidir. Bu tarzin &Kiuzddeaddkai mii, bher cidkil mealuadsfar @m@ilsni i,d e
alternatifler arama ve farkl 1 | 1 kl ar1 n incel enmesini icermektedir. Ayni zan
sorunlarlaetkilibi r s eki | dwee byadme tcmekkmaikci n kul |l ani sl bir yaprya sah
2002: 218).
Uma:Or giit sel dizeyde kendisi ic¢in diusuk digerleri ic¢cin yuks
degerlendirilebilir. Buna gdére uyma c¢atisma tarzii,¢cifrmr kl 11
ortakl ikl ar: vurgulamakla iliskilidir. Yukidml U oaoHman ki si,
etmektedir (Rahim, 2002: 218-219).
Zorlama:Or giit sel diuzeyde kendisi ic¢in yukseak dc&iagdrpl eriir itcairre dd ir:
zorl ama c¢atisma tarzi, kazan ya da kaybet yonel i mi veya
tanimlanmistirhakoenyamaakiap zolhama, bir ki si g e n g/lalpiak | ev eh esdoenfL
ol arak diger tarafin ihtiya¢ ve beklentidélwiilmn tg@rzafaridgi re dle
6nemli ol dugunda veya diger tarafin olumsubplhBirakkgoaiibil meikt t
(Rahim, 2002: 220).Di ger bir i fadeyle bireyin karsi tarafin istek ve

6n pl ana ¢ lkgcart maanegaasbgrol r ainmalifaté etniiektedir (Demir Uslu, 2018: 124).

Kaci ©maiit s e | hendkiieznedyidsei hem de digerl eri icin duasuk c¢ci1 kar (i
Cati smayla basa ¢i1 kma konusu kaci nmansadas,hembhanbe birsbkilbhgnt
gergin bir duruma girme korkusuyla veya c¢atismamadanyodnet
kacinma egil i miSogd skipemrungesikmaetdii mil erri.nden bi r igeribnled axaltrhkale ¢ 1 N ma vy
veya zaman kazanmak ic¢cin kicilk c¢catisma durumlarityla ugrasi
aclsindan daha asaguydulrarknesuwumddiamnd dQadtungmeelrar dark i K amel nynea ke,
geriimler den kac¢i1 nma Yy et dampiagjamaduygusugerektiamektedirgMadaling, 2016: 810).

Uzl aPmagit sel dizeyde kendisinin ve baskalarinin c¢cirkarlarin
tarzidir. Uizkiastmar afarmerida hlkear si1 1 1kl 1 ol arak kabul edil ebil]i
icerir. Bu tarz, c¢atisan taraflarin hedefl eri bi rkbré r i ni di
sirecl erkmdadlbyemudd ani | an yar ar | 1 (Rahim;2002:220).Bg ma& yy @met ismrtuamuz i
i stegi yeterince yiuksek ol madi ginda veya zaman sinarlamal al
uzl as maultaanrizrilnarr . Uzl asma, adalete hitap etme, takas Oneris
ve hizl 1, kiiims & uwnanthe Igii bbd i rt a@kanhzeskRbdeguet ve Sercaroy2012:R)t e d i r

Bireylerin c¢cati smealrar i¢gnok yfoanrektime dylidznetyelnrelr de ol abi | i r . Ar as
Mouton’ un (1964) c¢atisma yodneti mi semasinda gelistirilen t

al makBanWargdre bir bireyi@ghanigénditsiayle¢ iyl gibleini dsglkecveya
sira bak&ragiarohan yiuksek veya diusiuk c¢1 kar (il gi) idizeyine

boyutlarin etkileri farkl 1 ddiirz.eyBéaea [deo asuosuu ¢ @y u tolratrayna ogpiek
getiril mesinin o6zel y ol | amemli olgniibireylerimk e rgceil £ibniln r ve Bdi qherkit erdia
(ilgilerinin) ve dolayisiyla ¢at 1 srmamdyadnn ek a ym 8ksledanamaesjiidiierr.i
cat i1 sma y 6 @aetbiimi ksiasdikarka k 6 zgedlrliilgme mel i , kompl eks bir yap!l
bul undu r(DelDmavé Beetlsma, 2005: 107-108).Di ger yandan her bireyin baskin bir
benimsenent ar z bel i rl i bir dur umab agkécraed edgengai syi akkl|iaks 1gndisntienr ehbeirlhiarn. g
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tercih edil mesi baglam ndaidoydugal il pu¢cl adrdbebi duk¢cé& Mduy.
9.Bireylerin davranislarinin ayni etkilyépiemi Hegdatmda ne dlal
kanititllearri sur 0l mekgeatdii g ma Btug uredidggindneinl i gk i s el balkecmdagi haki
belirlemenind e § i s k e n | bir dururg dlasak gedrrednl d 0 § U  i(Muaddate, Gendza, Peieolve Eliwientia, 1999: 7-

8).

4 . ORGUTSEL CATI SMA MODEL BI LESENLERI
Orgiutsel diuzeyde spyampicluamnd af @md i inpet kear ar | ar | nbipgcriofmirmadng raqima s |

icindeki catisma yoOnet i mi de bazen programlanir veya kurun
basa ¢i1 kma araclaritnin kurumsallastiri | masi, konunun her he
goedl I ir. Dol ayitsiyla bir o6rgutidn basarisi, biuyuk o6l cude ¢
mekani zmal ari1 kurma ve c¢al i $299-300nBi § ec efyraggidtasae Ib acjd ti1dsi ma ( sPiosntc
6r gilitcliemrde uyum ve isbirliginin gerceklesmesine ytibkel ik ol

olarak uyumevwee\vtsaitmidgtgig: ni ve aissBinglging iaryiami §art kar Bnair ¢col
6rguasel asi glhii g@ionmrien en gic¢cl U destekcg¢gi si dlr grig steil gma r siips tgedm
modelinde, 6r gt selmed/idaeyadegel dagatas mamal g¥net mek ve kormitrol al t

model olarak d e § e rrilebdin(Rbmndy, 1989:97). Bununl a birl i kte o6érgitsel cati sma, ay
tesvik eden bir sire¢ olarak nitelendirilebilir. Delayisiyl
yararlanmak ve fonksiyonelolmay an ol umsuz etkilerinden kacinmak i¢in c¢ati1 s

gerekir. Bu bagl amda Paespidetmel Vi ®6&tympe i ngtit sl ecameygmagvpnel i k 0
bir modeltrBumddélded i ysma Is ¢ at 1 $ ndarng Unt saesliamiaid zaeeyhdees av e n nm013:t 1 r (Jon

410.Buna go6re orgutsel catisma model inde; brilar, ( L)at Ostmiak o qiyz
¢cat i1 sma, (2) Algirlanan c¢cati1 s ma, (3) Hissedilen c¢catl sma, (4
cati sma model i bi | 80§;éonek, 20t7i 4d0i4t1). § P20 nldy n u sl 6Eubiriginsteapi adili r 1 n

ayrintil ol arak ele alinmasi meydana gel ensbeytenelabi s ma o
sagl ayBicmktati sma olayirnin her asamasinda hangi spesi fik t
cevapl anacak temel sor ul aBurna dme | seard ecled ubguu sboerluilrareiartvegi st e mat

incelenekereeegi gkirstis) mistir (Pondy, 1967:
Sekil 3: Orgiutsel Cati sma Model i Bil esen

Ortiuk (giz

Al g1l anan Hi ssedil e

Acl k Cat

|

Cati1 sma S

Kaynak: Pondy, 1967: 306
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Orgiklagrl 1 bir si st emnademeado dnaldail dakhaybub bir Gale getrilebilirveb 6 y | e c e
6rgudbbkaefazla kaynak saglayar ak 0rBueti rddaiha dkko kesartmusyreat |kio s u
bir ortam beraberinde yeni krizlerior t aya ¢ 1 ka&n alfialbihrr. c¢chhaliasma bdél tminidn gelisi

cevre ortaminin etkilerinin Barmagh &a&mdar o6 bgl ebsielhe scearlr egrina ngoea
3te O6zetl enmisBae)r (Pondy, 1967:

4.1. Ortiuk Cati1 sma

Orgiutsel g¢atisma modelinin ilk asamasi olan 6rtik c¢cati sma a
is yapma bic¢i mi di ger bir ifadeyle isleyigsi alk tenmarkdedg at |
(Jones, 2017: 410). Bununla birliktek ur a ms a | ol arak o6rgutsel cati sma model i kaps
¢ temel 6rtuk c¢catisma asamas] Gzerine yogunlasti3) | mistir.
alt birim hedef IrakifaderdilmektediaB ki a re&mea et , okat i1 | 1 mci1 Bagiohidnopl u

kullanabilecegi kaynak!| aurgt warsabigliinrd.a b@zae ri kadnaakhdt idaiiremtéini ed rkie,in d o
bol gesi ol ar ak eg6 ridzied i nbdaez 1d efnaeatliiny ektulr maya c¢ali1sti1 g1 ya da |
zaman ¢ at itsemmeeniinni GS8bosoblurmabkl hededzif aokt ak acmalkiyeétsleerde i sb
i ki tarafin uyumfukeyl bmr k bugruusnel nadradrab intceadtiigsimadn 1t n kaynagi ol a
ortaya ¢i1 kabi300).rBi¢Roandow,nl 8967n: sonucunda, 6rgiat sel ¢cati1 sma
asamasi nda; dogrudan aci k bimrmcght fam&nun neldradieq@ danhay

potansiyelinin oldugunu s#y.0 emek mimkindiar (Jones, 2017:

4. 2. Algilanan Cat1 sma

Pondy’  nin 6rgitsel c¢atisma ydénetimi asamal arindanal §i hanan
catismanin meydana gel mesi onun Rigersebiestiandbgl gi tanhéamna
ciddi bir anlasmazl i k oldugunun farkinda ol abil iwyineAncak bu

s06z konusu tarafin karsi tarafa olan duBgudatumabklglliégnahko
ol arak degerbegdamdaebilitwayBwdgha! § ma hoawsunded it gytas e¢ll kadnaz e y d
kosul sal faukumlaawviam mas1 al g1 | an a(Robbirsteluggen201304b9pr ak i fade edi

Al g1l anan ¢ati sma asamasinda, ©O6rgiutsel dizeyde alt birimler
gecerl er. Baul ngui ntlaan akpinral, i kstéez clad n i gsna ng mu g laa guam a svnamd Ink thamrd enad rE
yoneli k tartismalar. ile birliWtgiuthsel khzpmgndglagdrisd ar urlla

cat iksomaul | ar1 ol madbgeznddun k@t & badradbadng ehtiicgbemaryit al gir | amadan b
cati smaskeons udabilaBu bagl amdabgr c¢ati1 sma oillmandmas in ddau rgwrmarsdrea,n

anlamsal modeliileeleal 1 nabi | i ¢at Bumadmuinnbrtrabriarfllearritnni n  giesr ¢caerkl aknoanl uam ul nnud
kaynakl andi girTar aggd sareraerbadiindaki i tatri sg anti ins miay ialr e ¢t i ¢ 6 4 lmee
sur il meBkut emadel kasamaesar asi iliskileri g e | inglerinin temeelnii amacl a

ol ust ur (Roady, 19a7d301).
4. 3. Hi ssedil en Cati1 sma

Orgiutsel ¢at 1 s maas amwadsell ihniisns Aldcgll necalin dlehal gsastiel dsi maerna sgiart d as nan e ml i

aylr 1 m vBaurndal AgBd 1 € arbaalzair 1pnodlai t i kal ar konwsenodéddoaigddiunbifar&nina
Ancak bu durum A" y tinveygendis el i yapmayalmi IBi'ryevel an etiemegebils. SOz khkioogbhbu se
bu durum algi Il anan c¢at I S méondysldpma03).B umlaa tbellesAve Baddygusaloldraik| me k t e d i
kari sti kl ar ol ay sonucdigmavadairda fK iarri kalriagsit nadlad utgeudnidrag i mil s ke

ul as i1 | di § I(Robbirrs tedugge, 20¢3t 468.Hi ssedi |l en ¢ at 1 $ ma deayea alanalishirimler a , cat i s
birbirlerine karsi duygusal tepkiler gelistirirler. Bunun|
kapit |l ari1 ni kapati p bize karsi onl ar bi ¢ci mi ndlie gerkeuteup !l as ma
basl ang1 ¢ tse rkuinguii ka sartaskn i ¢in ¢caba sarf edil mezse asi |l masi zo
4. 4. Aci k Cati1 sma

Orgiutsel cati sma model.i asamal ari ndan birliamn) dilran B &s gmd
saldirganl ikl aritn ol dug uniyeteéni d aldae @i ¢ imedledudd o eniceart e bsibn@il radia U
Ayni zamanda bir rakibin planlarini sabote etmeye v,eya bl ok
Bu asamada c¢ati sma artC&t ig9a rkendimiyegelinduygdlamdk @ e g gribelnit @it m r¢cesi t | i
ifadeler, eylemler ve tepkilerde bulunurlar (Robbins ve Judge, 2013:461).A¢ 1 k ¢at 1 sma asamasi nda, bir

birimin hedefl erini engel | emeya yaGeaatiai,kmam isn | § @miel dadtaibli & é |
aktif ol arak saldirganbi &i &kiramdsa yay g1 Atcll Gkmdcadstasdshrnirer meyda@ a
gel mesinden sonra koordinasyon ve isbiotgaisde qgbéabymbil kk azze
b as | a mé@odkes, 20d7t 4103-415).
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4. 5. Cati sma Sonrasi

Orgutsel diuzeyde her c¢catisma boél uomia, o6rgut Udyel erBunaar asi nd:
gOrag sgna gercektan mi hme@edled&mig e k a vidsght iurrluilluirnsea ldiaylkailni n t e mel
Di ger Vpekeam diuzenli birdahaskinceuml gsimdenayan ve ilgile
odaklanabilir. Bununla birliktee § er ¢at 1 sma sedkcedbabmezsé)rgazhn c¢cati sma ko
ve diuzeltilene kadar veya il arksiargudczl lalren eo |kaabdialri gdaathias teei dbdui 1
model i acsatmassman as oektedia(Bondy, tO67n305). Bonu¢ i ti bariyle ¢atismanin h
etkileyecek ve gelecege yodneli k sonuglar dudretecek bir o6zell
cozulebilirse ilerleyen donegkebidei Omgkt mémkdiazeydbiiiyi. bB

ilerleyen asamal ara gel medenercit zaik seamme zvsee (JzgasyRéercéasgueg ryadynaehd ii Iki ri
5. ARASTI RMA YONTEMI

Bu arastirmada o6rgutsel idsime ydiez d ysil reit med ed rdgel ty aiscainradne ¢cRaandy
gbre hangi ¢ati smegedganalndrn rbied imd yBhamasmmhcamagkagméakeadiril
ydnetidbciglies el cati smadmgidte!l i ¢cikragges a me y d aortaya ¢giek 1esn  ngead @ nslnearl ic
bakmaksi zin ¢cati smaylr analiz edBpngdgdme gédhesgmansnhramad¢ile
arastirmauly@mtidmasknaakasbamnmar ythiag akef enomenol oj i (ol gu
seci Im@mpdmenol oj i (olgu bilim) arastirma deseni, 6zunde bi
anlamini kavrayamadi!i g1t mi z ol gulari enakojrmdgsemampactdamakdac
ol dugumuz bir nevi h a k k1 nidzae rfdiekdiern | e aneish ine ova@u demwazy | an wd ka r
olama d 1 golnguzl ar UGzerine odakl anmakt a( Yiel durraisnm 0& é9)alPii gnekr@lohi @0 u
i fadeyl e dylarefgndhemoglojikanaliz,ar ast 1 r ma k ap sgmamhan di an dkeiksihir fenoreerechd ar 1 n

iliskin yasami s ohduk@dymsenuredayd niartniaamaidaakia Ipe g entaikrt may ir a ma

(Aydi n Gokssgpenomd®rd®loji k arastirma deseni; zaman ve diger |
odagi dengesini korumak ic¢cinemagikhumiyaplilykae edvamag@als|/mu mv alkeat
dayanabilir. Bu tadr arastirmal arda didger nitel arastirmal
tarti smal ar, odak grup toplantilari ve metnin anali zi gi bl
arastinma Kannh goérids ve baki s acilarirna godomiuld ol gunun

ol dugundan dol ay! veriler kategorilere ayrilarak tartismal
kurulabilir (Qutoshi, 2018: 219-220). Te me | | er i 18. yizyrla dayanan nitel bir ara
nedir?nhasaecrewvwap arayan, bireysel gercekciligin kecaetstiltiimc \
6zelliklere sahi pemidil Bitnna i g 6 raer alsitn eynaely 6eadr eni n arastiri | ma
konusunu ol uBprunarbmarkltiakdtier . f enomenol oji k yakl asi ®zrel loidlake no
arastirmact katitl i1 mcirnigoguail sl r ( 6aB dagrldeac tehei er redylgletclayeinani  all zgeirli an

yikl emi s ol damlerli aciel e@s pt leil eaml 1 r85-87). B uB albsa gvl ea mAdkat uarraans,t 12rOmla7 :k
sektodorde faaliyet gobster enr ebnilrerii gd (et ewefbtees @ d¢taal misnndaak t yaa soa nains
tecriubelere dayanar ak i fade ettikleri Bar Ugsdleirssmad ao ru yagyal
fenomenolojik arastirma silrecinin aw Akmad, 20t7191-9&;r t Y f lad ikrl 1 m bv
Simseke-7201Aydi n &Bktepe, 2020:

i.Arastir m@l Kwlhairsiun Tranomemoloji e mast 1 r mada ol gunun kendi si ar as
her hangi bir midahabDedal bBul onubmamhkbhmdsr. asamasinda tani mi
y azdiolkitmanl ardan ¢i1 karim yapi191&dkt alBius ngd Ba s a rvaes tAkrt nua yaan , k a2t01
arastirmanin konusu kapsaminda i s ortaminda yasadi kl ar,
asamalarina iliskin sorular sorulacag! ,omuskrda viei Ilcail 1 wsami li

i. Or nekVieerm Topl ama Ar a cFlemmionme Be@ll o jril ke n naersais:t 1 r mal ar da aras:
arastmnnmélaicale nmesi biuyik o6nem tasimaktadir. Ozellikle fen
dayanak nokt asi ol dugundan soOowmekanysasameheygi mlbamis tky s@md mirn s
6rnekl emi ni ol ust ur mad2iBduinra (gBdarse voer gAikitsuerla ng,at20slnva: model i as
¢l karacaksbobigi mdembiVarzi ri aplmama 1 ar ac oH az 1arkl dnred n rd cernwe nf osre
kati Il 1tmcilarin demografik o6zellikleri ile deneyimlerini y é
kur amsal dizeyldet eabttitatalgmhsl na dayal ol ar ak hazirl an
akademi syenlerin ve 6l ¢me uzmaninin goéridsleri alinmistir.

ili. Veri Toplama: Fenomenol oj i katairlaismmair mada arastir maci arasi ndaki i
arast i rohaglugraday 6nel i k c¢cesitli a tehegimidriralen yatanlakalkkiléecek d iz mg e i gam 1 bi
dokiman toplanabil ia93) Reas gwe eAlkbtuuraana,stadInia:da o6zel sekt or de
cal i1 smakta ol an 22 kicsivyae | samrdu rfroarl mu 1g & mad eerpi leedridkmi st i r .

iv. Veri Analizi ve Yorumlama: Fenomenol oj i k ar ast 1 r malamlarweyorumlamalaasbnucanda i | e el d
bireyin tecridbelerini, bilincini, hayata ve olayla@aa baki1 s
iliskin tecribenin ne oldugdguna ydénelik kati1 ks z201®93r kur ams
94).)Bu arastirmada simig@gif @2munpsgwredmdeear 17 kisinin soru formu
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t espi t Buduhsbnotungatsaruformunutamolarakdolduranl 7 kat 1 Il 1 mcinin arastirmaya Vel
oo dugu belVearlielneamiisn ianal iz edil mesinde fenomenol oji (ol gu

gobridasler c¢calismanin amaci dogdgrultusunda c¢ati sma turl erinder
kategorizeedil mi st i r .

5.1. Arastirmanin Ornekl emi

Arastirma ornekI|l emini Gaziantep ilinde o6zel sektdorde faa
Ornekl emde buTunmghktadir. -AAabhsk 1 2@d9 Kasiml er i arasinda i g
kati | masi il e Tgemg e k Iba d tgii rl ielrming tmarh.r emi yet i, isletmenin ve
isgbren bilgilemdaagiazlt iArwmgt klamageurk.at 1 |l an katil i1 mcilara v
sdyl enmi s ve oBwuanyal agrdir ealarnamitsitrimmanit n amac.| dog

o &
ol gusuna yo6neli kpoltaradlebol mgknigligl kattés mci | a
demografi k sorulara yer veril mistihaz Bralgaunkanac¢b
al maktadir.

yas, Cin:

ultusunda al
In
rkbpkukayi na

r
r
u

Sorul:Cal i1 sti1 girniz sirkette; farkl nedenl ere bagl: ol arak i
disunidyor musunuz?

Soru2:Cal 1 sti1 grniz sirkette; birey veya gruplar arllanegbnda c¢cesi:
durumlarla karsilastiniz mi?

Soru3:Cal 1 sti1 girniz sirkette; birim i¢inde veya disinda is arkeé
mi ?

Sorua:Cal 1 sti1 giniz sirkette; birianigdadmi sehybhethes) kdagasyar da
herhangi bir durum yasadiniz mi?

Soru5:Cal 1 sti1 giniz sirkette; is arkadaslarinizla aranizda Yyas;s
kavustudwd am Yyagsadini z mi?

5.2. Arastirmanin Gecerliligi ve Guvenirlili gi

Nitel arastirmal arda gecerlilik, anagtafseegkbdé&ée masasant admg
gelmektedir (Y1 I diri1m ve DBobomagksi ploda6nkéek, aangstrmmdal megeel el al
konuyu ol abildigince tadoalfemkze mesibdiitr250)cAOn & sotiialpteen toadyd 3:1 a ¢
formlar Bwkdpsamdamr st n r mani n gec¢er | iilgiliugzinmain agrétridrsnaeks iingei nb aksc
sorul ar tekved ekapinlcaen eqdm s mel er i nil is@inucadldan rcaiwae g a lina gkn n ns1g
nitel ar digtolkr maelkar de ®BU eb adSivenmath&k t 2005 ). , | i g & igiorishbg& | i §i n

ol mas| gifade eetnekiedjri (Creswell, 2013: 253). Buna gdére yapilan nitel arastir
birligi/ (gdérius birlidgi +g6brids ayri1l1g1) for mgluformudae hesapl
verilen cevaplarin icerik olarak uygunlugu kapsamimda bel i
yeterli bir duzey ol arak kaBa.Buear lageé katreadid a r (mayny énm egGidketne p d
ol arak arastirmaci ve nitel arastirma konusunda deneyi mli b
ayr.i ayr.i goéridsl erini bildirmis ve bunun sonucunda ortaya
arastirma kapsaminda kullanilan soru formunun glivenilir o]
mimkiandur .
6. BULGULAR
Arastirma kapsaminda c¢alismaya dahil edilen katil irmcilarin
niteli kI sorul ar c¢cercevesinde ¢esi teldii | vwer iklagn | elmte | @dial mil
6zellikler tablo 1'de sunul mustur.
Tablol1:Demografi k Sorulara iliskin istatistikler
Frekans Yuzde (9

Erkek 13 76.47
Cinsiyet Kadin 7 2353

25 yas al ti 1 5.88
Yas 25-30 ar asi 6 35.30

31 ustd 10 58.82

Evli 14 82.35
Medeni durum BeKar 3 1765
Calisma Sirl yildan az 1 5.88
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1-3 yil 4 23.53

3 y|| Ust 12 70.59

Degi sken Baz 17 100
Tablo 1"de katilimcilarin demografik d6zelliklerinesiiliskin
er kek, %23. 5Meldeins e diuadmhédrnna goére incelendiginde katil 11
Bununl @ birlikte katil i mcilarin yaslarini inceledi gimizde; 3
i sgoébrenl eri n30 %3s 3a&r anluing12nrbda ol dugu ve %5.88'in ise 25 yas
Cal 1ssimee | er i baki mindan 3 yi1l ve UGUzerinde c¢alisanlarin %70.

Ayr 1rt3cay1ll arasinda c¢calisanlarin %23.53 ve 1 yi1 | dBamnlaaz siur e
birliktear ast 1 rma soru formunda hazirlanan a¢i k u¢lu sorulara ve

ar ast 1 déaneidlal en katil 1 mcilari1n, olusturulan soru formunda Vy«
dagrirlrmlarin sirasityla yltuzdesel olarak degerleri sunul mustt
Soru1: Cal 1 sti1 gi1rniz sirkette; farkl nedenl ere bagl: ol arak i
didsidniyor musunuz?

Soru 1’ e vé&nriplsamirdceabaanalyar kat 1| an ciasigdsrtenglie rsiim k%b & .e8 X sasr kK |
is arkadaslariyla aralarinda bir ¢%4l .39l ippbddtyd res ibyi el i¢c adli durpal
ol madi girni dusiUinipBhhawn gécevabsgdoreat mrstciat 1 stiikrl agrat issimak et
yasama olasili1ginin daha yiksek ,obdogenégrinmpagdadai ygeltnc@d
diger bir ifadeyle sirket ic¢cinde ¢catisma ¢i1 kma olasnl i1 g1 ni
yiksek ol dugunu disunen isgérenlerin; go6ézlemlerine, deneyil
edebiliizBuna karsil 1k ¢atisma ol asi fiirsgminninn oa ¢magda gg ink a bdill selicneegni r
goridsianid ifaedel gmamemeas, | 1 g1 rnigcn nalemadis@idnig 1 diod larsme gia,t 1 s ma
yanli1s yorumlamasi ya da uzun doénemde yasanabilecek bir ¢a:
bildirdiki er i ni s&ytbeyebilenieevaplarin oransal dagil i mlarina bal

ol madi g1 ancak i sgdtreenlisdrag, s6 meiatriark ywagnsimma i ht eylmgiei i ni n yal
bir c¢ati sma dwerlimdreumiwarolriug Buedagehddal gsl ar dogrul tusund:
catisma modeline gdére araeti ringa nidap sbarmiinkd a¢ aetlies mal 1dnuarnu mgin
mimkdnddr .

Soru2:Cal 1 sti1 girn1z sirkette; birey veya gruplar arasinda ¢cesi
durumlarla karsitlastiniz mi?

Soru 2’ ye plareegirlee narcaesvtar r maya katilan isgdérenlerin; cal 1 st
nedenl ere dayanarak yapilan islerde birbirlerini engel | eme
%70.59 ol arakBuraphkdar €dlillmiisggdrenl erden; “hayir”, sirkette
nedenl ere dayanarak birbirlerini engell eme durumlariyla kal

Buna g®orli kci liabii ny 97 De 15,8k igrk e¢o g wgrn InWdeu yapmi s yanbrdm yapmay.l

i ¢ i rpdiptakya dabireyself ak ttoad &@ffri ndan ¢esivdyia ndeadiliimdeardli en i d dlisgyilnimekt ed
Di ger yandan %29.41 oranindaki isgbébrenler ise; sirket ic¢ini
bir engelle karsil asmadi kl ar 1 ewtdipedlaridyea g&dd lsg| i | dii ¢ iban sd ze Idli ir
cesitli aksakl 1kl ar yasamasi veya isle il gtuithha | sdengdedna an pr obl
bagl i sbrkhReakicinde algiladi kg@aris bbhirl dian d isloBaem ann kaaarydl 1aldek & d
diyenlerinise her hangi bir i sl e il gidoil awyasgs anaan dak sdadkd ri kd adu rhuerruhnaunng

tarafindan kaynaklkamnmgditgismea ylumellmuktway al gnlkamadprkd plaegpmise rnidm
kaynak!|dingdd gmenlier i ya da var ol an Ssorkunpw hléeadelisebmeéekli i dt klr
syl eyAbasirima kapsaminda el de edilen bulgular dogrul t usu
6rgutsel c¢atisma modeline g6ére sirket ic¢cinde algilanan c¢at.

Soru3:Cal 1 st1 g1 ni1 z seiyrak edtitse ;n dbai riism airckianddaes Ilvar 1 n1 ey a @ataing ma av ar
mi ?

Soru 3'e verilen cevaplar dogrultusunda, kat i I 1 mcritlyalra n %6 -
aralarinda hitaembai kkegnani chitr skmatopdugunu belirtmis ve evet
birim i¢inde veya disinda is arkadaslariyla aralarinda hi
di yenl eisd %3529 olamak beli r | enBiugsai gdre arastirma kapsaminda el e a
isgébrenlerin %64.71 oraninda buayik ¢ oguArlaggtuinrumayhkai rdacatl 1 s
isgorenlerin calisti klarm: claun wma aiguarduekudmausisreid i il feand & letemalee b
il eriye siur mek mungkilrnkdeitr .i ¢cBun dree dgeanlliesra;nl ar i1 n genel ol ar ak
kutupl asmi s yapigloarendleud tnu rkgandii , ddelirselicnecded esraavnunmasi1 ve di ger
istemesi, 6 r g Ut icinde yasanan her hangi bir olay karsisinda isg¢
seklinde siralanabilir. Bu bakignddraenn | 642 nk din ss e dgnderdirsn Icart e S

bildirdiklerini ifade edebiliriz. Di g er gankan ic¢cinde hissedilen yoénde bir cat
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bildirenlerin ise; birlikKtgcékcaglar gia1 blan@ik oilge s diesudnéar &ralrern e |

ver memesi , gruplar arasinda taraf ol mamas.] ya da objektif

Bu baglamda arastirma kapsaminda el de edidy’'nnibrul &rud (atrs edlo §q e
model i asamal arindan hissedilen ¢atisma durumunun yuksek di
Soru4:Cal 1 st1giniz sirkette; birim i¢cinde veya disinda is ar
ol dugu herhangi bir durum yasadini z mi?

Soru 4" e verilen cevaplar kapsaminda; drea dtirrimay & i knater Iveery ai
arkadaslariryla arasinda misill eme, kavga ya da saldirganl |
yandan isgdérenlerin %76. 47" si ise boyl el himi kiavgde endisp | hay

ver meElgeediirl.en bu wverislierrk edto g rcuilntdues ugnad aveyagasif bbi irr esyall edri ragraansl 11 rkd ad
di ger bir ifadeyl e ac¢1 koldniazdelygdie sboinru ccuantur scBraknadronraammbzin unni Nkt Uen c

dizeyde de ol sa sirket icinde isgdrenlerin birbirleerini en
acl k bir g¢catisma durumBhdudnybadsahdrgnnsosdy leepdidnbugidasit z r ma Kk
cercevesinde; Pondy'  nin 6rgidtsel cati sma modeline goére sir
soéyl emek mumkiunddr .

Soru5:Cal 1 sti1 dirn1z sirkette; is arkadas!l arianiizd abiarrlaingiz diag iyrads
kavusturulan bir durum yasadiniz mi?

Soru 5"e verilen cevaplara go6ére arastirmawaakati hda yagade
herhangi bir c¢atismadan sonra is birligi ileinveaedyeneriml me kavu
orani oA2®0r.adkl t esbBuna eldaglgmidsntikerriden; “hayirr”, sirketitze is ar
herhangi bir ¢catismadan sonra is birligi i ciomda%3mni me kav
ol dukl ari1 Behar bénmi gWisNalrianmc inldaar 1bnily G &1 clogtunl ggodencati sma
i sbi midiegic dizgiime ry éamalni kalk aarda § 1 ve uygul amal airifadaetnyelept | d1 g1
mi mk G nCizilerl.] i kl e el e alinan sirket cercevesinde oOrgitsel diz
odakl 1 yakslidsaismliakrllaar tknar s6yl eyebiliriz. Bu baglamda arast.
al it nan sirket i cinde Pondy ' nin 6rgutsel cati sma model i a
uygulandi grni séyl emek miumkiandar.

7 . SONUC

Orgitsel | it er,atdirrgbitt ceedlregnidti gd Inadrea k  nae ykdaarnsalr geaed iekn weat h g miai
¢ at 1 s ma letaneleri, konteolseteldri ve sisteme uygunbirs e k y B d et medlneermiInii nol duguAyogar 01 mek
zamanda Orgmhbsenatdiizeydel ara bagli ol arak taraflar arasind
konuml andgerkekkhbsi ol dugu sonucuna ul asabil dofrzru Boneabkaceuede
cati sma yoneddmui nkeuermpé Il e r altinda hareket et malgc 1 gerod lamalkkt e
yonetiicsilleevrlienr i mgu lyaddmaddk bir sistemin &g a@gidlsail magidhz le 3y ol & | e
gelebil ecek ¢atismalarin ¢cok farkli1 sekillerde ve 0o6rgitsel d
alirnmasi gerektigini sdéylemek miumkindiar. Bu baki mdan o6rguts
duygusal durumlara ve tepkilere, yapisal isleyise bagli ol ara

bir starec¢tir.

Orgugastells ma edeirmimnsadckemne col umlu ya da biuegsel tépdadn giegel
yaplisaleyis ve islevsel aksakl i1 klarin ortaya ¢i1 kari1 |l masi b
meydana gelen 6 r g U¢ &tellpentat,c at 1 s mayly aadal tomaakadan kal dirmak i¢in bas
sir egalt ehgideesamed er ve kosul sal yYamatml air tcanmr g fendmdedtm diEmelyien ¢gclail 10
Bununla birlikte c¢catismanin tegpitsekdieltmesi | vge ybapdastsmegi

yéneticinin yonetim felsefesine bagli olarak gelisim godst el
biyiuk o6né®&mellaisklre o6rgut i cindeki Uynellne rt eamea s | meadlai rrheeyyd acnias i
farklilasmasi ol dugu il eati1 sinalimebdiel i rclaa B isatie kifdiatd hedir I§ilpr s ey
arasindaki i dkeigri lsii gni \y 6mekabmét svag |l anmal 1 dir .

Bu ¢ al 1 s ndeonftosundadmragcia s ef mag model i ne gaéarte sinayiit eteshitieunékbe y deg e ki
analiz et mek, yonetdmegke rviee rkdbinrtmeoll e red eanfebka & tcrn mang @k ggpik a mich thal et
yasanan!| grditiz gmig 6t sel Pdolnzdeyydnei n o6r gt sel cati sma modeline g
meydanatgepdt giedi | miuyea gt ayhdochgertlinciislteirrr,. 6r gitsel cati sma mod
meydana gelen c¢at i1 smal arkinta kesntzayya ca@itk isgnarye d emladriizneedber ek r

cbzume yonel skrateprhatigelistirme yollarina gidebilirler.
Arastirma kapsaminda el de edilen bulgular sonucunda Pondy’'n
incelemeye tabi tutulan isletme i¢cBudca gdmriel e gatamnici wa&, 82
kendilerininy a da g6zl eml edi kIl er i di ger c¢alisanlar | @rtoidk G&at(igg md i
asamasinda acit k bir c¢atisma hali.i ol mamasina ragmen bireyse
potansiyeli bulunmaktadi r . S6z konusu c¢at i1 mmeadedlegsimmasgilt sebritalaycse&mhadgl
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veya bireyler arasainmda®l iudggyeap myaa rfaa rnkél nklenkslgalrnid @ stiaclkl erg sa
ki sa ve uzun ednbairenmdsmdeépcel i kl ari1n yasanmasit seklinde siralz¢
Bu c¢al,isen@aldeanen i sl etmede yapilan asagtucumdak®psesdminda é6F dé
model i asamal arindan al g1 |l amiami ng a%41 G ,ma9 aclaBhuatsar ndodarl agrodr dial gniers |
kapsaminda incel enen i06srlgeittsseedngdalgadsralinhaesni neinn yailkgsielkanan ¢at 1 s
tespit @damhsnalstaolrarak al gil anan ¢catisma asamasinin yuksek o
taraflardan en az bduwyignusnalr achlaarsakz ,oltuvemdsiuwzgimi rveet ki ye sahi
birlikte égledskmegdrcihnar cati sma nhiun dmdéicheiafd gmd minyaet ic,athisrmay lo
pratikl eri ve kOl tudarel yaptlari, kosul sal durumlarin farki
ol arak si1ralamak miumkidandior .

Arastir ma kapsaminda el de edil en bul gul ar sonucunda anal
asamal arindan hissedilen c¢atisma t dr 0n UBwu ngd rgudlrnee iosrlaentinmel ng e
hi ssedi | en c¢daet 1aslmgar |tatnratinn tgnat 1 sma t Uur 4 gi bi Buyothkas érkg tarsen |l ar d
dizeyde bireylerin veya gruplarin aral ar 1 ndwerdikleedbygusay i nl i k,
tepkilerin algekandenchissmdi bemi cati sma seviyesine yiuksel
olarak6r git i ¢cinde meydana gele@eanchitssemai sevigal esmaya admgi$ ma
El de ettigimiz burtlamgi bbizre gatl n somanlhalsgsrelddadieknl acrait 1 zscamaayma d ¢
muht emel ol dugunu go6stermektedir.

Bu c¢calismada analiz edilen isletme Okagpistasmllnda telsdrea erbidledn |
aci k catirsma tidridnidn %23.53 oraninda go6ridaldugda belirl enmis:
az goriulen cati sma tS86¢2a loddwg bizehngizd drtedd drigiinidsgteinre.l i nde Uyel
gruplar arasinda aktif sal ddier ghainrl | &a& tar 3 ma robirayleiy aiygteernnima d 1g@ir riin
gbstermek i tqdrhangibiyt emephki da bul un maBdurkaldaarn nis |lgpidaegegpmenket! @ chidr .
catisma tidrlerinin ve dizeylerinin agylneml erl e r d&iycaret!nl fiykp irs
gobsterdi gini s ommiunckuiinnad G w . a sDmagneirz bi r ifadeyle oOrghut dyeler
dizeryilnin ve duygusal tepkilerini gobsterme egilimlerinin di
ifade etmemiz mimkiandur .

Son ol arak arastirma sonucunalae edldien @&mdi ilFedmedbmédng ged rEdegriagdmd ena |
model i as amdll srmaa gsaomar®saesatiom ani nda gor 01 Buia ipElreer he ngne e li ir n
gor iglagn s ma s onryakil asgsgadgmakd igmadrk s ma asamas.| o rGrng intd ag eon edluigrud e
herhangi bir 6 r g lc¢t astelthssm@aama s 1 ni1 n ardi ndan c¢arevcgtinat sgmaasbdbzamamayaskan
acl k catidinaewnismehgslkagialtnrs.maonansamasat ngdma sodorng latssie | a svaemaldiar e
dizeyde is ilis@aigeri meguverticekga bkat d8i 8 e ngelmdsi beklenmektadid Bunuala

birliktee g e r 0rgutte meydanatgeslman alsiamascanasrkadac! lc@ggines klavus
dizeydiegii ssdlrdanir ve gelecedge yonel iClt issommal a ssik i & seg fhéns enh 1vre;
ve bireyseld U z eiygllenir hi §agl asmadii skileriniyandavegaksaslvrei dlsg it gnmemii mi
gel ecggdgnel ik planlarinin uygul amemasirna ey &erceblecdsomdiicrhlat e luir e
sahipol dugunu soéyl emek miumkinddiar.

Orgitsel dizeyde Orguts@eyelcartitrginra yapilleariimnan agliit olear ak
bicimlerinin telmbehrakdent al BBniedegemdmmgiindyapt si ve isleyisi,
hedeff ar kIl 11 1 kl ar ve O6ncelik konuml ama, farkhipdalzmyg | leir ¢ie mide
s alanabilir. Bununla birliktep er f or mansa bagli1 verilerin yorumlanmasina yodne
k1 sk&ncglasanmas| ,nedéhlerr( ménlal ai tyalpi k Imias 1 , finansa$l &«rmiedi | idleisd ie
donidgsikaynaklarin dagilrminda dengesizlik yasanmasi, i sin
cati smal as 1 mi gneesdeemnae r i ol 8mualg ad ursanlaa rkatpislaimmm.nda el e al 1 nan

meydana gelen Pondy nin 6rgitsetbtatatmamadidtlUelter oduidrmgal got at
bize isl etadegagleavel hndesedi |l eni catniedmdli ar kb & dlhamplenfda apd&d fi dn

ve Oncelik konuml amadimeddrlrewvieryea lgadlpll acl amal i nda tek tar af
duzeyde tedirginlik, dismanl 1 k, kutupl as ma, hayahe kiri kil
yasanglo gttenn m2Wk tkealgIramda gRidmsckey ' giat i ma model i nyegandgelent yl a y dn
cati smal ar tespit et me, kontrolAyat mzamangdéanetame smahar na

birlikte ac¢i k ¢ataitgmandadaamywd albtuddiart akdi rde ydmleecedeer e,
yonelik is birligi,s @redgitsdelr mpekfooumams nda yar di mc ol abi
gel i stir meladgrlianyea biimke&re kt i r. Bu dmaka mddre bd rl gicte kg ehree | itnidd Umea
cati sma asamasina gel meden O6nce tespit seadyiddreelciaguieswnaatianveo
dinami k nitely&darbamradd ak!| ér gindeal malemibmk leny scell a bditlzeecyedket ifra.y o

Cali smankhasipni dtrnkekl em sayisinin azligr ve tek bir sektdrd
Buna karsili k arastirmanin yodnt emi ol ar akar g pky dvam@iegna In1 s ma d
kullani Il masinin ¢calismaya bir degdger katabilecegi duasdanul me
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etmek ve yodnetmekl éirl gitiel ygkei gatdf gtibsaln €andsma model i
i srhekere faydas a § | ay asboiyll eecr@agiitimiie . 6 r gut |l er i n gdrniwleed miizrede ndee mltir at
gelistirip ©gedekenmdierr kadwrmnamasol arcak 1 d enggairthseerbd i ¢ a y efoma s immid e | i
6zgun
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ABSTRACT

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

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

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

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

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

ULUSAL KULTUR I LE BOLGESEL KULTNRLCEARL | 8 KA S | HNADYAXKTI
YANSIMAS: TURI ZM SEKTORUNE |1 LI SKI'N BI'R CALI $SMA

OZET

AmaToplumlarda kdaltdar c¢al i1 sma yas ami rkdean déinneemlhia sb ibri ry ekri |ttulitrniia kvtaarddiirr .v
ol dugu Ust kdoltdridn yaninda, toplum ic¢cerisinde buhdum&khaframleli ceisnin die
stirdiurmekte ol an addvekiblu Udrulreurnd ef abruklluinBuakkitar Bl ybl gagmh&t adi enmesi ve
edil ebil mesi icin Ul ke i¢cinde bulunan b6l gesel kualturlerin de incele
Yont-€ml 1 sma kapsami mda | amlksda 3 ankeefdnuioldrakHe i 6t ede tarafindan gelistirilen
2013) kullanit I mistir. Kal tdarel boyutl ¥api bahi claéyemasaruhati cesnn8eé
413, GinepHogBoAhAgedinde ise 391 adet anket analize dahil edi |l mistir.
Bulgular-incel emel er sonucunda ulusal (lUst) kaltar ile boilkhgiesedbl gal a) akih
6zellikle belirsikkgadi dd6remkacyambaveomnrzuarasinda zi1t yonl-érilikkdl tar 6z
hosgkdirsit t |-kl 9 & ,d@arem oryantasyonu boyutlarinda ise ulusal kol tor duoz
SonA¢c amd 1sonucunda Ust kdltdridn alytetkeirlstiizr oelrd u gtue nbseilli rel deenbmilsniei rg G cBii
ol dugu kultiurid dogru ve eksiksiz olarak kabul |l enmeKkiletmekte getensiz ol acakt |
olacagini savunan ve belirleyen c¢alismalari destekleyecek sonucl ar e

AnahtarKelimeler: K i | ki kt Gr el far k| Hdfstedek @Frt Ggcabogmal bayatturizm calisanl ar
JELKod | aWr12, M14, 120

DOI: 10.17261/Pressacademia.2020.1322 253


mailto:dkaradag2181@gmail.com
mailto:halimegoktas@karabuk.edu.tr
http://doi.org/10.17261/Pressacademia.2020.1322

Research Journal of Business and Management- RJBM (2020), Vol.7(4). p.253-267 Karadag, Kulualp

1. GIRIS

Yerytuzinde bulunan tim toplumlarda dogustan el de edil emeyen,
meydana gelen etkilesi mi, gel-eomé& ak) glbariniek!l &mii mi , bdaliinil dyne
haritas 1 vardir. Bu yol haritasina ksié¢tie didgewle@&derHofedtiOve dj r s ( S
Mi nkov her kol tdar 0 -kplékgvizmmerililadfiessiil,i kb i rbeeylsierlsliizki i-kt sa Héangemma
oryant asyonki sviet lhiolsigkd'rttan ol usan 6 boyutun temsil ettigini v
bircok U0l kede bu 6 boyut kapsaminda Ul kelerin ulusal kal tar |
Hof stede el |l i deinnder|faadll & eanlkety izl e bliyuk c¢ok uluslu sirket!]l
duygul ari1 hakkinda bir veri tabani olusturmay!1 balgi@ikemi st i r . |
yaplt |l m gtditenEIl HkE veriler yeterince ac¢i klayici ol amami stir.
cevrildiginde daha anlamli bir sonug¢ el de edil mi sltairri.n Hoafysitfe
noktalar r ndan biri topl umsal ve biaegsel (daiaitdesmgd @0 &mhpelken |
s.59) " e goér e l'iteratuarde kal tar farklil 1kl ari1na odakl ani I m
ger ¢ceikllmisg i ol an c¢al i1 smal ardir. Geer't Hof stede 1980, 1990, 1
geni sletilmis ulusal kuFdakiat Ulzer ildleedea |l ulsummdlark iylatpimn sdngi.nda
kaynakl 1 olarak alt kaltdrl er bulunmaktadir.

Bir toplumda belirli topl umsal kal i1 plarin ic¢cerisinde bulunari
kdaltdrler bulundukl ar bol gedeki veya Ul kedeki gentiell ekiht Gr @
topl ami olarak disunidl memektedir. Ir k, di n, di | ilewdriket ni k k 0 k
gelisen alt kulturlerden bahsedilebilir. Sadece geumsal topl um
tabaka gibi kategorize edilen 06zel | i(kSiesrmainl,®©k2yabohs®d2d00;7al t Kk U1 t
Erdogan, 1994, s. 122).

Guinimizde Ol kel er acisindan ekonomi k kalkinmanin 6ncid sekt o1
kdltidrl erden gelen turistlere farkl  imasiir iklud tliirrel iskathe pbicral k
meydana gel mektedir. Meydana gelen bu kiultudr kaynasmasini en
Cali sma kapsaminda Hofstede tarafindanabademni znlkal kidké&ri mioyt
bol gede bulunan turizm c¢alisanlarinda meydana gelen b6l gesel
Anadolu Bo6lgesi, Karadeniz kiulturunio temahnleorKamadahi gaBbhoge
ulasilabilir evrenini olusturmustur. Karadeniz BOl gensi nde 41:
alrnmistir. Arastirmada veriler hernuicdiarb &lage 1il @isnt 1 ayrail 1 ayorl ia
ve Hofstede tarafindan daha o6énce belirlenen ulusal kal tdar duo:
Yapi lan analizlerde iki b6l ge arkasian dda néare lolriylalina dibseyointus iy D Inil K
6zellikleri belirl eamibtikki sbigde&kinmixa fddmia,m oirgyialntlkasyonu boyu
kdltidr duzeyl eri ile farkli kaltdar o6zellikleri belirl enmisti:i

2LLTERATUR TARAMASI

Toplumlararas 1 kul tarel farkl i1l 1kl arirn incelenmesi arastirmacit !l ar i
arasi| farkli1l 1kl aritn incel enmesi kadar bir 0l ke ikcaiynndaekklit f ar
oo arak 0Ol ke kdOltdardnidn belirli bir kapsamda degisip degi s me
incelenirken, bol gesel farklil i klar kdaltdarel boykt | hebhggdre
farkl il 1 klar Gl ke genelinden daha mi fazla degerl ik tarzinda
Bir Ul kede kultdarel farkli1l 1 klaritn belirlenmesi aemdsic | Yyl a vy aj
kalacaktir (Kasa ve digerleri, 2014, s. 847) . Bu weseér siczini gi
il ke i¢inde bulunan b6l gesel kualtdrlerin de incel enmesi ger
sonug¢lar ile karsilastirilarak farklil i1 klarin draha net belir|
Bir boélgenin kdaltdridnidn arastiri |l mas] ile elde edilbecek sont
kdaltdrd degil kaltdaridn sahip oldugu boyutlarin i nktell re n(meisnk v

ve Mayrhofer, 2009, s.43-44).
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Bahsedilen bu konuda 2001 Sosyal Bilimler At f Di zilawi nde Hol
arasinda ise en c¢cok alint1 yapirlanddb&uganca biakhotwWlbliat edeknt
kdaltdr boyutlari1 |iteratidrde g2Qed4)i Babsi egd¢émekiledir K&y at
Giuc¢ mesalfoepsliumda var ol an yaptiri m ngidkiilntiinr nkeo yourtaundduar . d aHjoi fl sdt |
kil tirde giuc¢c mesafesi yiuksek ise liderler ve buyuklgidkotorit
glic¢c dagil i1 mina sahip kidltidrlerde oteonriirt eveduUguickthier, ZXKarmand | engil
(Hofstede, Hofstede, ve Minkov, 2010: 61). Gl ¢ mesaf esi sosyal sisteml er icerisinde i
gelen farklil 1k ve dagi |l 1 mdaki esiadei 2ldiekkemi nylBineeyimemact an &
ise otoriteyi, |l iderligi ve karar verme mekanizmal ar i1 ni i fadi
Bir kultidrde sistem icerisindeki Gyel erim bguicb odyautitla,m Heosfisttl e«
gu¢c mesafesine sahip Ul kelerin merkezi bir siyasi giuce sahi
farkl il 1kl ar, uzun hiyerarsiler sergiledirkl eranak bgdiebimlist i
kendilerine anlati |l di g1 gibi yapi |l masi bekl enir, etbeveynl er
otomati k olarak saygind3)yr (Marcus ve Gould, 2000, s.35

Disuk guc¢ mesafyeller ,ultkoedlewnddeskkii bherehangi bir giuc¢ esitsizligi
(Eylon ve Au, 1999, s.376). Diusiuk giuc¢ mesafesine saddlirp 0l kel e
yoneticileri ntiersceikhi | @ceerbluerk GlAyir |l er deki bireyler karar verr
bagl il 1 klari1 azal 1 r v e-ChdnivesOiigk200p, .1 43-01n5nans sergi l erl er (Sue
Bireysellik-Kollektiflik;, Bi r toplumda yasayand lier éypliaerinave der gdosderdbgi i
“Ben” yani bireysel dusiunceye sahip olunan toplumlarda bire
et mektedirler. is yasaminda dince Igied ime&lt edi kar IFarkiatd r®itz” ¢ iylaa
sahip toplumlarda bireyler toplumsal ¢i1 karlari1 o6n pdsanda tut
83).Bireyci kiulturl erde degiestl ektilsatnlseéemdbul s@auk kmhni k kloil 1 iekit m va
Bireysel kualtdrler daha ac¢i k ve kesindir. Topl umdadrhokci!| t Gr | er
2012, s.4). Hirshl eikflearr 1ve aThaskmar s@@huTA)n'ddhe yywekptelk bireysel i
kendi cir karlari1 ile iliski kurma ve itibarlarini,s®6.t1 rma egil
ErillikDi sHbf & t edel WOdéaca@ki uliusl u sirketlerin is hedeflerine yon
bir “erillik endeksi” olusturmustur. Hofstede er ivindrkerk / di si
bir bireyin hem erkeks i hem de disil 6zelliklerine sahip olabilecedgi gibi
etmektedir (Leung ve Moore, 2003, s.2-3).

Degerlerin erkeklik kaliplari (sal dir eandluiykg,u stad s kaigni kil ki kv bg.i )b i
iliskili ol dugunu iifade etmektedir. Yiksek erilligeesahip k
meydan okuma gi bi guc¢c belirtilerine e ahtiimpeydelagiehjairy ani qidre dd a
endi se duyarlar. Kadi nsi kil tidrlerde yodoneticileridereceal 1 sanl
degerlidir. Catismalar gor s mel egdrel ard,z itk dirdi IKeardit nMearaialyel erai
yasamayl!l severl er. Kadinsi kuoltdarlerin hizmet, danismanl 1 k v
Bel irsizliktBeni Kagehmiten kac¢inamunklidrt kdamresg, siynadpa | leatdn r y B mal
o6nl emleri, felsefi ve dini duzl emde mutl ak “Hakikat” inanci
Sadece bir gercek olabilir ve 200zd6e).Bwedri 't siimedn kit emé kiamgd inrma( Ha
ol dugu kultidrlerde, yasami sekillendirmek ic¢in kumadllamanve f
gicl i bir dederdir. Zayi1f bekloraiakigtiehukbhicrnmaaké@!| varder i nd
kaltdrlerinde, insanl ar daha yenilikcgi ve girisimcif oblima eg
belirsizlikten kaci nmagekllelctetkrlleerriinned eckda h a neslanrhlau ab agkdme egi | i m
diunyayla yilzlesmenin bir yoludur . Benzer sekil de, grdal arda
i ht i YeMpdijverHofstede, 2002, 5.64).

Ki-8zarDdnem Or y adeztuans ydodbnnue;m or yantasyonu uzun bir zaman dil i min
ol asi etkilerini 6ncelik sirasina go6ére siralama egiéimidir (
planlama dahauzunbi r zaman wuf kuna sahiptir. Ornedin uzun doénem oryan
6nemli yatiri mlar yapmaya isteklidir (Rajh, vd., 8D&#fege. 313
saygl , k wIntmiarsiin vieo sosyal yUukidml ol gkl erin yerine getirilmesiy
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(Seymen ve Akdeniz, 2012,s.205).Bu yldzden bir kidltdrde bulunan insanlari n geg
saptamaktankimbkimagr st ndan O0nemli bir unsurdur (Bearden, vd.,
Hosglirdifrt Bul bhyut Hofstede’'nin 93 lUt&akldekhal degeral éayanarakel e
kontrol Gne odakl anmaktadir. B u boyut, bir kisinin mutl ul ug
6l cmektedir. Hosgo6ri, hayattan zevk alan,utd @l od mak, gh &r c d mane)
insan o6zelliklerini ni speten 6zgur bir sekilde ari1.2392) masi1 ni1 ¢
Boyutun bir diger degi skeni olan kisotimiarkyobeyliasdizemhleina
di ger olumsuz duyagaol lramdlet abdaisrt 1 f$Sdmmalse n1 2013, ug.udbd)d.nelhd $go
oryantasyonun az ¢ok tamamlayici si konymongadlrer eBodBkiahma
l'iteratidrde “ mutakhiihmelkediaHofatsde, 2010/m.a5%. 1 " ol ar

Gébsterise Onem veren toplumlar, bireylerin kendil eriini S eV me
topl uml aro,y ghunl tu@un dengel enmesi ve dizenlenmesi gerektigine
edi |l memis olsa da, hosgoéridl o toplumlar daha fazla iseaf ve s
ki sitl anamis ttaompilmimdyan gdze c¢arpan normlar ve 111 ml1 davrani ¢
tarzi beni msemektedirler (Disli, vd., 2016, s. 421).

Bir Ul kede kul tdarel farkl 111kl ari1 n bedrikllielninkelsar 1a ntaecmsyilla eytan
kalacaktir (Kasa ve digerleri, 2014, s.847). Bu yestierisgiiznl i §i
il ke ic¢cinde bulunan boél gesel kil tiOarkesbnudleariinrcellelnenegengleir
sonug¢lar ile karsitlastirilarak farklil i1 klaritn daha net belir]l
Kaltdr literatiurid incelendiginde, dag&ilyeridei lteriilzgn liis| =it mer le
Bu calismalardan, Ertas (2018), istanbul, Ankara,zerihdemir ve A
Akdeniz ve Seymen ise (2012)stmensbuy I ldé1 dDliir «tad i senal 1gea rclekr e
|l iteratidridnde, turizm sektdérid calisanlari1 arasi ndadlyegeedl kil
diuzeyde belirlenmesi Uzemame shemrhangi bir c¢alismaya rastl an

Akdeniz ve Seymen (2012), tarafindan istanbul’ da fsamasilyet gbo
yapt I mstir. Hofstede’'nin Turkiye ile ilgilirbémamiagtiet deCeaelkt §
bulunan otellerden A otelinin MAS puani 74, B otelielée n MAS pi
il gili I VR puaninit 49 olarak belirlemistiir.73FalBatotedlil pma nk a j
belirl enmistir. Boyutl ar kapsaminda meydana gelen bw arti sl a
Tudrkiye LTO puani 40, A oteli puani 37,2 BRugudé&l diugugheri gér 4¢€
puaninda biuyuk duositusler goérdal muostur. Hof stede Tidrkiye ile il
ot el puani 35, B oteli puani ise 46 ol arak belirlenmistir.

Ertas (2018), istanbul, Ankara, izmir ve Antalya’ cdaunddul unan
ol mayan 481 katil i mciya anket wuygulamistir ve 480etatdiedi aPRlet i
puani yuksek iken c¢calisma sonucunda el de edilen verioler ile
boyutunda ise Hofstede Turkiye’  deki calisanl ari1 &nisma Wdwre me
doneme odali1 ol duklari1 belirlenmistir. Elde edilenrUAIl ve MA.
Kasa ve digerleri (2014) , tarafindan Avrupa U0l kiegterrindé&pi Iba
arastirma sonucunda Ul kelerin genel farklil 1k puanliarpaniylag b
Portekiz, Fransa gibi ul kel er de, bol gesel , fAokVvac) gi B kél et
bol gesel farkl il 1 klarin disiuk ol dugu belirlenmistir. Al manya
bireycilik seviyelerine sahipken, Al manya’nnel ns a(iinpetyidro. g uB absokl egne
bol gel erde ise kolektivist yapinin h&dkim ol dugu benlmarl enmi st
boyutunda di ger bodlgelere goére asirili k gg@&sdteemmimekdledli §ud ebu
komsu siniri olan ispanya ile benzerlikler géstermekuedir. B
il kesi ol an Fr a@Quwes tn 16 IQueslser ivebeSmuzder | i k géstermektedir.

Rajh ve(203e)y, erarafi ndan Hirvatistan’' i1 n bes farkli1 boélgesind
farkl 111k puanl ar il e karsitlastiril mistir. Cal i smewy Hirvati
Hirvani ssa yuksek dizeyde LTO davrani si gérul ur ken, Guney Hir
sekilde Guney Hirvatistan’da MAS boyutu kapsaminda el de edil
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far k!l I 1wWyatni sDioarnu bHalrge s ile oldugu belirlenmistir. UAI boyu
istiunde ol dugu ve en biayuk farkli1l1girn Giney Hirvatistan bodl
Dol an ve digerleri (2001, d@gradfiin dibodd uj eweBmad éa ) d K uszl dek ime 6 gr e
arasindaki t emel is degerlerini ve yasam degerl eri nd belirl
cal i1 sma yapildi . Calismaybhu66é68l 6§maennetkatatmksborge¥api kil t
farkl il 1 klar bulunmamaktadir. Fakat c¢ali1i sma kapsamirBda her i
dedgi skenler bolgermemeksedde. f@akl simakkgpsami nda Endul sl 0 g
icsel is degdgerlerinde daha yidksek puanlar almislardir.

Tidrker ve Kaamdbgnda2®2TlWir kiye' de i ki farl bollgensitn ri. kiCafl arsk
kapsaminda Trabzon ve Sanliurfa sehirlerinde toplamiki373 turi
f ar k| 1 bireysellik i/ koltkleiflik ve belirsiziktenk a ¢ 1 nma boelwilr@gi nndar k!l 11 1kl ar tespit
neticesinde sehirlerden elde edilen sonucglar Geert Hof stede
karsilastiri Il mistir. Yapi |l an kgaernselll asitlitrima asroansu cnudrad & ahreknh 1 B & 1k
3.AMAC VE YONTEM

Toplumlarda kioltdr c¢cali sma yasaminda 6éneml. bir yer tutmakt ac

icerisinde bulunan fadokeénl @iniyanpamillam, 6 bdl gé egi biethakl kI 1 kIl
alt koaltoarlerde bulunmaktadir.

Bir Ul kede kultidrel farklilrklarirn belirlenmesi aetedsic | Yyl a y aj
kal ad Xlatsiar ve di gerl eri, 2014, s.847). Bu yetersizIligin ortac
il ke i ¢inde bulunan b6l gesel kualtdrlerin de incelenmesi ger
sonukéakarsilastirilarak farkli1l 1 klarin daha net belirl enmesi
Bu arastirma kapsaminda; Hof stede’nin |literatire kazandir mi
kil tidrleiramiug&®l tswanl ari1 arasinda olusan kialtdarel farkl il i1kl ar
amacl anmi stir. Meydana gelen farklil i1 klarin saptananbigsitmers.i i
Yapi |l an l'iteratdar taramas.| sonucunda UuUst kultdrl erde meydar
(Hofstede,1984; Hofstede, 2004; Hofstede, 2010; Hofstede, 2010; At-Twaijri ve Al-Muhaiza, 1996; Tavakoli, Keenan, ve Cranjak-
Karanovic, 20 0 3 ; Naumov ve Puffer, 2000) bir toplumda bulunan al't k
(Dol an ve digerleri, 2004 ; Rajh ve digerleri, 201 gmen,Kasa ve
2012)Y 1rksaytt da ol dugu tespit edilmisgstir.
Bu cali smanin bdédlgesel dizeyde yapilmasi alt kdaltduarler hakkin
al t kaltarl er Gzerinde yapitlan calismayrar i bolkgeshedde ovenakar k
yaptlacak c¢alismalara karsilastirma imkani sunmasindcdan baki m
verilerinin syoenruegll ayroimetni ndeewrlient yapacaowneurictimepl anhamapacal
planl amal ara yardi mci olacagl diosinidldiugiunden uygul amaya da |
Cali sma kapsaminda veri toplamak amaciyla nicel ar ansitliarnma yor
anket formu Hofstede tarafindan gelistirilen degerler anket
formunda kultdrel boyutlarin belirlenmesi amac!1 yl ake4 i fade
6l cegi k Klull d rainli rhiagnt 15r .1 i l'ikert ol cedgi kapsaminda farkl: i fad
15,16,17ve20numar al 1 sorul arda 1 (Asla) 2 (Nadiren) 3 (Ara Sir
18 numaral i1 soyiuda3 1( @rCtok) i4 i (K&t ()i 5 (Cok Koétu) ifadeler
19 numar al i soruda 1 (Cok Gururlu) 2 (Ol dukgca Gururl u)
Duymuyorum) ifadel eri kullani I mistir.
21, 22, 23 ve 2dbisenif M@&rsalnl i kdreulKatdd i1 yorum) 2 (Katiliyor.t
(Kesinlikle Kati I myorum) ifadeleri kullani I mistir.
Geriye kalan 14 soru ic¢cin ise 1 (Son Derece Onemli) 2 (Cc
Az VeegasOz) ifadeleri kullani |l mistir.,
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Cali sma Tiarkiye’nin iKki farkl cografi b6l gesi ol an Guneyd
calirsanlarinin, Hof stede tarafindan gel i staimai¢cll ama&laid Atima. boy
kapsaminda boyutlarin belirlenmesi amaciyla kullanilan ifade!

Kol ektivizm ve Bireysellik (I1DV): Olcekte bulunan 1, 4,
Gi¢ Mesafesi (PDI): Ologaltag bdleumdrg 62 mi%k,t 12Q ve 23. s

Erillik ve Disilik (MAS): Olcg¢cekte bulunan 3, 5, 8 ve 10.
Belirsizlikten Ka¢i nma Derecesi (UAI'): Olcgcekte bulunan 1
Kisa Dénem ve Uzun Donend Wrwmanmnt alsd,onlud ,( LITO)ve A X.ekscerul ar
Hosgori Ve Kisittlilik (I'VR): Olc¢cekte bulunan 11, 12, 16

Bu c¢alirsmanin ulasilabilir evreni Tirkiye' nin idboiguf &amlaldo! bhol
Bol gesi ile Karadeni z BO6I| gfersdankd ea rbaug tuinramma tiugriinz nz agnad n svaen | iamk &r
yéntemine basvurul mustur. Gineydogu Anadolu Bol gaesasndeddm| un:
tesadufi 6rnekl gemhiyfnbelmi r Ii ¢ emmitsteirr . Ornekl eme yoéntemine gor
Mardin ve Sanliurfa temsil ederken KaradeBuni boBgkfgesidmi bUi abac
¢cal i1 san sayi1si hakkinda kesin istatistiklenelsgtl abkliooDdod no ma mi K r
kisili k3&4rlkinsinin temsil.l edecegi. g@aliissumad oigk iu |l ft aurskuldid abadalag eedke
evren sayl sl her i ki b6l ge ic¢cin ayri ayr.|i ele alirnmistir. C
bakanl 1 g1 bel gelii turizm isl etimelcerki niesl| (ek oned lelra ma aceind tethelr ¢
dagirti I mistir. Karadeniz Bo6lgesinde 413, Gineydogu Anadol u
alirnmistir.

Cal i smani n,Kasa Wiepdtidgzirl er i ( 20194%,n ed . &407 )t Gtrdirnadd Imel akgpiti dxiedril retri
yetersi’zgc) ahdaduwi ne kurBud mhgpsuamda “ Cali sma hayatinda Tioar ki y«

boyutlarini areangssdr neawerhad 1?2r'l anmi stir. Literatidrdé&ibedzéersek
ile 0O0lke kaltorl eri arasindaki farkl 11 gl incel eyddmyegdleirg mal
2014, Ertas, 2018; Akdeniz ve Seymen, 2012) dikkate alinarak
Hla:Hofste de’ nin Tiar kiye’'ye yodénelik kultdr boyutlar: dizeyl eri il
farkli 11t klar vardir.

Hib:Hof stede’nin Tiurkiye’'ye yoénelik kultdr boyut liakrliard Gvzaeryd ierr.i
H2:Gineydogu Anadolu Bo6l gesi kol ektivizm ve bireysellik dizeyi
farkli 11t klar vardir.

H3:Gineydogdgu Anadolu Bol gesi guc¢ mesafesar asizega fidrklKalrakdleain z
H&:Gineydogdgu Anadolu Bol gesi erillik ve disilik duzayi. il e Kar
H5:Gineydodgu Anadolu Bo6l gesi belirsizl i kitieknt ekna ¢kiangman mdae rdeecreescie ¢

farkl il 1 klar vardir.

He: Gineydogu Anad&«hsaBdloggesn ouzxzwamtasyonu dkesegi dohemKarpdehnas
diuzeyi arasinda farklilirklar vardir.

H7:Gineydogdgu Anadoiku sBddlllzgedysiik ihloes gkbarria-d esi | Bbl gediizbpsgéar asi nd

4. BULGULAR

Anket verilerinin yorumlanmas:]| amaclyla istatistiksel veril e
ol arak c¢al 1 smarinn hielrerilfeaydeebyiel meeisti iisgt ati sti ksel ortal amal ar
Geert Hofstede tarafindan gelistirilen matemati ksé@m #dsllegm kul
Elde edilen anket verilerinin i st ati sti ksel analizler i¢in guvenilir olup ol ms
bol ge i¢in de ayri1 ayri1 ele alinmistir.

Arastirma kapsaminda Gineydogu AdetobuaBbkgbbsigdkebul gsnagekit

Katirl i1 mcil arin 21937y ass namal(1%B815nda a®I5dugu belirlenmistir v
cogunl ugu ol 3cernruaganarkda di se kat i1 FBidmcydsaramallefpi’ st a n(rei 3y ig)
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Katilirmcil ar2d4 @asi aft &lbg6had3adl ydabs sar af B1gy a&)aainsd | F30Onda v
zeri hic¢cbir katil 1 mci bul unma z kde9n yeans dairsaill ki gkiart.di a kiimckia toirl:
Kat 1l 1 mcilarinieget emdid@irmdné aren yioksek katilimin 164 (%
Katitl it mcilarin 112" si (%28, 6) 6n drtsamlsyl 6g¢r Wb urde , vgr | a
kati il 1(mw4ad99)kiislie | isansustid egitim grubunda ol mustur.

Kattr Il 1t mcil arirn 245" si (%62, 7) erkek katitl i mci |l ardan, 135"
Kat 1 | 1mecddmir 1 diumaierlenrdi gi nde, katit Il 1 mci | af %9 ,240)4 " d@wnliin ¢ 1%d

goérul mektedir.

Katelhar i n aylikcgleéndi gitrzrcee,] een yidksek oraf22600131L kirgisni
gelir grubu olustururken 12QO0&i SL nanaé$¢ P2t edr)upoalgws tdukrd.uo
Katitl 1 mci |l ari 0D UL, %BF,"&)i ML 5) 40001 TL ve Uzeri ayl
kati !l 1 m ise 21 kisinin (%5,4) olusturdugu 1500 TL ve alt:

Gineydogu Analkdetl ui fBad egleesrii mihaebbgené&l der velamml atir.
Tablo1:Gineydagw!| AnBo6l gesi Anket Sonucgl ar.

Ortalama Standart
Sapma
Gu¢ mesafesi
isinizle ilgili kararlarda amiriniz tarafindan 4,26 0,707
Saygl duyabiBleoeginydnkiticiye sahip ol mak 4,07 0,671
Sizin deneyimlerinizesgbregh. as¢eélarsimekt emingees 3,86 0,836
Bazi astlarin iki patronu ol dudgu organi zasyon y| 4,00 0,777
Bireysellik-kolektiflik
i stihdam givenligine sahip ol mak 4,06 1,014
Kisisel veya aile yasaminiz ig¢in yeterli zamana| 4,23 0,766
Aileniz ve arkadaslariniz tarafindan saygil duyu| 412 0,826
il gi duydugunuz isi yapmak 4,18 0,873
Erillik-d i si | i k
Mutlu insanlar ile birlikte c¢cali1 s$smak 4,04 0,98
iy performansinizin fark edil mesi 4,23 0,838
Hosl anil an bir ¢cevrede yasamak 3,67 0,879
Ter fi firsatlarina sahip ol mak 3,67 0,874
Bel irsizlikten kag¢i nma
Her seykathaersaakbasagl 1 i nizi buginlerde nasi | tan 3,77 0,758
Kendini zi ne st klikla sinirli ya da huzursuz hi 3,69 0,983
Bir kisi astlarinin is hakkinda getirebilecegi 3,67 0,798
Bir irketin a da o6rguatdan kurallari i gnenmeme
durumlard§abile) g ’ « e 3,35 0,873
Ki-eaun doénem oryantasyonu
Arkadasl ariniza hizmet et mek 3,50 0,822
Tutuml ul ukf gz liehstiinyia chtaarnc a ma mak ) 3,62 0,77
Ul kenizin vatandasi ol makta ne kadar mutl usunuz|l 382 1,089
Sur ekl i bir gayret, sonuca giden en guvenilir vyl 338 0,977
Hosglomwrsin t 1 111k
Kanaatkarl i1 k: Asiriya kag¢mamak 3,74 0,842
Eglence i¢cin bos zaman harcamak 3,79 0,731
Di ger kisi veya kosullar, gercekten yapmak i ste|l 389 0,807
Mutl u bir kisi misiniz? 3,89 0,784
KaradenizB6 | gesi nde bulunan katil i mcilara ait demografik bilgiler
Kat 1 | 19n2c ikliasrit n(-242 2y, a3s) arleesi2rbda bul unan gruba ai-8%iyas En d

arasinda bulun&8d4 gergbarastnda. b80unan-2Katyialst mailalsarnd&3 bl
kati I 1 mci | 853 % 6y &s sar al1i6gi10nda bul unan k4adt 1ylassmcairlaa ri g3 3n dkai sl
katitlitmcilar ise 16 kisi (%3, 9) ki si ile evreni temsil ef
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Kat il 1enkittliam i @wrcemleadi gi nde en yikseki &at meemnharR0d k,i ¢
katt Il 1 mn ise 6 kigsi (%1, 5) ile Lisansistid mezunl ar ol n
il k@ktuhokul grubunda bulunan katilimcilar 728 ki i di( 61@8%® )
Katitl it mcirlarirn 293" 04 (%70, 9) erkek, 115" (%27,8) ise ka
Katitlirmcil arin medeni duruml ar ile il gil.i tabl o incelen
ise evli oldugu go6ridl mektedir.
Katmdgrnin ayl i1 kigeéeiendiigieyderien ylksek ora2600232 kigisni
gel ir grubu olustururken en disuk katil i1 m ise 7 Kkisini
olustur makdooatarra.s12501 ir grubunda 108 (%26, 2) kisi, 1500
olarak3501-4 000 TL arasit ayli1 k gelire sahip 17 (%4, 1) ki gsi bul

Karadeni z Bdlgesine ait am&bkelto iX'adde | vweariinli mi gteinre.l ortal amal ar |

Tablo2:Kar adeniAnketBdIinged iar |

| Ortalama | Standart Sapma

Gi¢ mesafesi

isinizle ilgili kararlarda amiriniz tarafind 3,75 1,178

Saygl duyabileceginiz bir patrona, yoneticiy 4,03 0,883

Sizin deneyimlerinizesgrgh. ast¢élairsimesktd emiyé 3,64 1,265

Bazi astlarin iki patronu oldugu organizasyo 3,52 1,106

Bireysellik-kolektiflik

i stididaenn!| i gi ne sahip ol mak 3,98 1,092

Kisisel veya aile yasaminiz ig¢cin yeterli zanj 4,26 1,017

Ail eniz ve arkadaslariniz tarafindan sayg! d 3,84 1,135

i1 gi duydugunuz isi yapmak 3,68 1,211

Erillik-d i si | i k

Mutlui nsanl ar ile birlikte c¢cali smak 3,81 1,101

iy performansinizin fark edil mesi 3,91 1,043

Hosl anil an bir ¢cevrede yasamak 3,73 1,197

Ter fi firrsatlarina sahip ol mak 3,60 1,176

Bel irsizlikten kag¢i nma

Her seyi hesaba katartansmiadr gi mi z? buginl er 3,86 1,234

Kendini zi ne st klikla sinirli ya da huzursuz 3,68 1,053

Bir kisi astlarinin is hakkinda getirebilece 3,71 1,118

Bir sirketikuryal Idear 16 regitgrniennmemel idir. ( Cal 1 s

dusundugid durumlarda bile ) 3,64 1,225

Ki-eaun doénem oryantasyonu

Arkadasl ariniza hizmet et mek 3,54 1,249

Tutumluluk ( T htiyactan fazlasini har camamak 3,54 1,238

Ul kenizin vatandasi ol makta ne kadar mutl usu 3,45 1,230

Surekl i bir gayret, sonuca giden en guvenili:i 3,68 1,097

Hosglomwrgi t 1 111 k

Kanaatkarl i1 k: Asiriya kag¢gmamak 3,54 1,186

Eglence i¢cin bos zaman harcamak 3,54 1,206

Di ger kbsulVveya gercekten yapmak istediginiz 3,47 1,157

Mutl u bir kisi misiniz? 3,35 1,047

Cali sma kapsaminda el de edilen anket verilerinin analizlere

Analzsonuc¢l ari1 Tablo 3"te sunul mustur.

Tablo 3: Boyutlara Ait Guvenirlik Analizi Sonucl ar:

Boyutlar Gineydogu Anado Karadeni z

Genel 6l cek ortale 0,783 0,856

Gu¢ mesafesi 0,712 0,836

Kolektivizm-bireysellik 0,682 0,629
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Erillik-d i si | i k 0,637 0,758
Bel irsizlikten kact 0,641 0,705
Uzun ddénem oryant ¢ 0,733 0,698
Hosglomwrginr t 1 111 k 0,609 0,795

Analizler sonucunda el de000did ddd Ls®Gnbachkk,NYpPh «n6de & es@d edglicleddiirr
guvenirl @60 d,8@ kst i 61 cek p0)8dulccOad giisvee ndillcierkdiyrik sek derecede
(Kal ayci1 ,D®I0aly71:s 1401589 bu bil gil er dogrultusunda, o6l c¢ceklerin g

41.Kul t ar el Boyutlarin Belirl enmesi

Cali smanin bu boél dminde el de edilen veriler neticesinde Gun
belirlenmistir. Daha sonra Hofstede taraf itnidra.n Hoceflstrd deen’emi nT
boyutlarini tam olarak belirlemek amaciyla hazirlamis ol dugu

Gi¢ mesaf esi -m0B2b6(N20=m2B Hc(pdh0 7
Bireysellik - Kolektiflik (IDV) = 35(m04 - m01) + 35(m09 - m06) + c(ic)

Erillik-Di si | i k ( M@3B+)35(nmoO8 - 3nH0) +r( b
Belirsizlikten Kapi+a5m2l-nAd)Atda) = 35( ml8
KisUzun Do6neme Oryant asyodsimly-bwZ2)@ls)= 40( ml3
Hosg-&n &1t 1| 1 X-m{1)+¥0R17 - m163+5(if) m1
Formilde yer alan “m” ifadesi yaninda bubsabhan) sdegeuin Ortheali
pozitif veya negatif bir deger al abil @mkwes, ar2aslt3i)r. maCyad 1 bsartnl 1k
(Constantsabi t) dedgeri Akdeniz ve Seymen'in (2012) c¢alismasi temel
il ke sayirlari ve Hofstede' nin daha 6beterVyemisgircaFosméal deay
Hof stede tarafindan belirlenen sabit degerlerdir. Bu kapsamd:
Tablo4:Gineydogu Anadolu ve Karadeniz Bdélgeleri Kiultdar Boyutl ar.
Boyutlar Guneydo Karadeniz Tar ki yu

Anadol u Bol ges Ort al am:
Gug¢ Mesafesi (PDI) 39 43,2 66
Bireysellik / Kolektiflik (IDV) 34,25 45,8 37
Erillik / Disilik (MAS) 55,25 51,05 45
Belirsizlikten Kag¢i nma (U 44,5 58,05 85
Uzun |/ Kisa DOneme YOnel m 54,75 44,25 46
Heveslilik [/ Kisitlilik ( 56 54,8 49
Gic¢c Mesafesi boyutunda yapitlan analizler neticesinde diuzeyl
B6l gesinde 39 puanli k bir duzey el de edilirken, Kaaadeoéez bol
yapti il usal puanl ama ise 66 dir Elde edilen dizeyl er Is1 g1 n
Karadeni z B6l gesinde bul u#tian turniskimml eai nsanldamianac¢cg &r eol @ty u
azalgt iyl #di yerarsinin ¢alisanlar arasindaki baglanti nin daha kit
disiandukleri ve her bireyin esit haklara sahip ol duehibmnu gost e
sonu¢ el de edil misgstir. Bunun en Onemli sebebinin ise donemsel
Kolektivizm-Bi r ey sel | i k boyutu icin yapitlan analizler neticesinde
Bol gesinde bul unaink kbaitri Idiinmeceylearsianhi3pd,215duk!| ar 1, Karadeni z Bl
dizeye sahip ol dukl ar belirlenmistir. Hofstede’' nin diarpmi s o0
Bu sonucl ar 1gseinginn dae Hidir kii kyie &It al amas i il e ayni sekil de kol
Karadeni z B6l gesinde bulunan katil i1 mci 1l ar bireysellige yaki
Bol gesinde badwumains kmagadmimzninda daha biz odakl i1 ve grup c¢al.

DOI: 10.17261/Pressacademia.2020.1322 261



Research Journal of Business and Management- RJBM (2020), Vol.7(4). p.253-267 Karadag, Kulualp

ol dugunu, bireysel disinceden uzak ol dukl ari1 ni, topl umsal no
islerini anztka iicyin ywydgaiunu diosindikl erini gostermektedir.
Erillik-Di si Il i k boyutu kapsaminda yapilan analizler neticesinde h
Gineydogu Anadolu Bo6lgesinde buluabhnpkeni KmrgdémisanBaltgesbna
cal i1 sanl ar 51,05 1ik bir duzeye-dsashilptki rdliere.y i Had fsset e4d5e’ 'tniirn. el
ul usal kaltar hakkinda el de et mi¢cs edlddeu geut ndisstiilr .t cEd Idueem esda rnl uecn
Gineydogu Anadolu Bodlgesinde bulunan turizm c¢calisanlarinin K
ol duklari1, is yasaminda gucin O6nemlidiglichcEsn n ev e asha rpu ll aruik | al
yasamin bir parcasi ol dugunu ve basari1 el de etmenin liitnsanl ar
kisilere hayranli1 k duyduklarini gdédstermektedir.
Belirsizliktenk&dpsammadboyapi |l an analizler neticesinde her ik
Anadolu B6élgesinde 44,51 ik puanli k bir dizey il e darsluikk bel i
yilksek biikrt ebnelkiargcsiinznha dizeyi el de edil mistir. Hof stede’nin e
Cal i sma kapsaminda vyapilan analizlerde i ki bol ge arasinda e
Anadol u Boilzgme s¢ amldies arulrar i nin belirsizliklerin hayatin bir pa
sahip olduklari, is degisikliklerinin korkutucu bir sey ol
bol gesi nde ni szel thtur dyubrnudveu bir sonug¢ el de edil mistir.

Ki-daun Dodénem Oryantasyonu boyutu ile demografik degiskenler
bir sonu¢ elde edilmistir. GineydoguzAmaddhe mBodldg&sinde r54a7H*
Karadeni z Bol gesinde 44,25 1ik bir duzey ile kisa ddédnem od
belirsizlikted6é6kaegrnma dizeyi i se

Elde edilenbubul gul ar dogr ul tves wredian, dikdinsean ddrmen I dawwvmeynd g ud eAfread elni
Bl gesinde bulunan turizm c¢alirsamiram milnude nen akss élrddjiiekilienrdiee § |

basar. el de edebilmenin gektiy®il haunnagmddkngeasitiar onled ygleanr 1 n  ge
gerceklesecedgine inandi kl ar icin harcama yerine yatirim yaprg
gecti gine i nandKakatleaizB06 | ggéersi InMdesk tteudriirzm c¢al 1 sanl arindan el de e
B6l gesinin tersine kisa doéneme odakl anan bir c¢alisan profili
Hosglirdgirtl 111k boyutu ile ilgili ol arak ynapolsagm rain alliizzelyer ed are
Hof stede’ nin Tadrkiye'ye yRWineil ti ki lellkd ed Ueztetyiigi 4 9ulduusral veHoTBigrok ity
gobstermektedir. Gineydogu Anadolu Bol gesi 66epmiapti KardHdeni g
arasinda dizey farkinin yok denecek kadar az ol dugutthu boyut
bahsedilen hosgdérid insanlarin sosyal yasamldukharveydbaiupdsgdmtl
calirsanlarin maddi gelirden ¢ok manevi hazza ©6nenklvearridiwd eirg |,
yasamlarinda daha hareketli ol duklarit durumlarda toplumlar hi
Ayricaavenilagn 1k mali1 veriler incelendidginde Tiurkiye kultidr b
benzerl i kler ve farklil i klar goérul mektedir. Bu benzerlik ve
Hofstede’' nin elde ethi ilcdinrcepnfese poyet Taikiwpeahidr gi puani

bu puani Turkiye’'nin yuksek bir gio¢ mesafesine sahipioldudgun
bolgenin de dusik giucilmaisatiers.i n@z slalhii pl @l Aujay g@dgu Anadol u Bo
buyuok bir fark vardir.

Hof stede’nin elde ettigi HortektevezogdbeyTltiukigenhnahdBgrepseeahl
edilen bl tpaphumdiun kol ektivist bir yapirya sahip oldugunu gbo
kol ektivist bir yapirya sahiptir. Fakat Karadeniz Bolgesi ort
Hof stede’ nin el de etninErifikDi dsiizl & ykl ebroey ug éur e ¢T inr kail ydel'g 1 puani 45" t
ettigi bu puani ile orta seviyelerde bir o6zelli ki Itraaskitdadgiirn.i

Fakat her i ki shotnlugd caer edldd eg ed ceirlienn eri | davrani sl ar sergiledig
Hofstede’'nin elde ettigi dizeyl ere goére Tiarkiye’'nin)Belirsi:z
Belirsizlikten kacinma boyyetumda glsmadmrbuveliksel|l paamal oTank
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anlasi I maktadir. Fakat Gineydogu Anadolu Bolgesinde elde ec
Karadeniz Bdélgesinde ise ulusak Wbélzieysinzlal kt endaka¢ mama ndavrr ar
Hof stede’nin elde ettigi dizeylere Turkiye’nin Uzun ®6nem Or
puanl i k Uzun doénem oryantasyon epubaenlii rTstirzkliiygei’ nbiinr bteelhidristi zolliakrt
Karadeni z Bol gesi el de etti gi 44,251 ik dizey ile ubknusal k al
54,75 1ik duzey ulusal kdl trdrdn zi1tti1 ydéniunde bir sonug¢ gdst

Hof stede’nin elde etti gi -Kdisadaylidne ddryeas tTul rikgii yne’adidn gHo audami 4
49 puanli1 k puan Tiarkiye’nin ortalama bir seviyedearadnidugunu f ¢
B6l gesinden el de edilen 54,8 1ik ve Gineydogdgu Anadolu Bo&l ge:c
bol gelerin hosgoérald bir kaltidr yapisina sahip oldugunu gdést

5. SONUGC WVEA ROTMERSRM A
Dinya UzetiandeO®aden fazla uUlke ve Ul ke say! s rgnudnabry §fieatzil a kol

bol gel er i arasinda kdaltarel diuzeyde farklil i1kl ar burd unmakt a
(Barutcugisl. 93201 Drtaya ¢i1 kan bu kdaltdar c¢esitliliginin birey
amaclarinit gerceklestirme yolunda goésterdi kleri dawuwani sl ar i1
ol duktariunkiisl erli gi kapsaminda ortaya ¢i1kan sinirlandirmalar
gbstermesi sosyal yasam kadar is yasamini da etkilemektedir.
Kal tdar Gzerine yapilan c¢al i1 smahar daGid&vir adnavsrlaanrt sd rmemlkit | Kidrr
davranislarin yorumlanmasinda yar dinctitirolvaeb iklid nt Gbrierl uf nasrukrl d uri
ulasmada ¢ok oO6nemlidir. Bu neldkeenlleer,i nidsel ehterme dyed ndeitd ecri | elrk e | heerm
kokenlerden gelen is gucinun hassasiyetleri, degerl eri ve d:
2019:1971).Bu c¢al 1 sma Geert Hof st eda st arlafn nddeajre rllietre raantklerte kkauzl a radnii
da bol gesel ol arak meydana gelen farklilitklarin bellr |l enmesi
Anket Modul 0) kul l ani | arak nilikred elre mmeassii mid a&ma ¢lud vt air & raa ktl 11l
al maktadir. Fakat VSM 2013 kullanil arak ©bir Ul kede bul unan
l'iteratidrde sinirl sayl da (2Koalséa vDeo | daing evrel edriig,e r2 0elrdi;, RaDj0M )v €
cografi b6l ge duzeyinde alt kiolturlere yonelik birbeati smaya
|l iteratire bu acisindan katki saglayacag:) dusianil mektedir.
Bireylerin hem sosyal yasamlarinda hem is yasamlarinda al di k
sahip olduklari1 kultdorian etkisi yuksektir Bundan dlbolhayg1 bir
planlama ve stratejiler acisindan 6neml:i ol acakt  iumlarddFakat bi
kultiar duzeylerinin boélgesel olarak belirl enmesi daha sagl 1 ki
Tur ko yrea fci konumu ve tarihinin birden fazla medeniyete ev sa&
barindirrmaktadir. Kasaa ve digerlerine (2014, s. 8473 mgbrae bi
o uUilkiendeki farkli1l i1 klari1 temsil etmek i¢in yetersipmkal acakt
ol dugu Ul ke koltiur duzeylerinde meydana gelecek farlh 1l 1kl ar |
sonug¢lar Turkiye’'de bulunan tim bolgeler i¢in kesinebir kars
ul usal duzeyler ile ki sml bazda karsilastirmaya vV esind Ki bol g
ol anak saglamaktadir.

Calisma kapsaminda kullanilan 6l c¢cek Hofstede tarafindan bel
Analizl erde o6lc¢cegin calisma kapsamindaki guvé&mi mloil Igiegii ciim hkae
ol arak hesaplanmistir. Gineydogu Anadolu boélgesinde Cronbach
bul unmustur.

Bu arastirma, Gineydogu Anadolu ve Karadéemiyatbardasi giigr imen
bireysellik/kollektiflik, erillik/disilik, bel i r srikelliilkitkelnark a
ol dugunu ortaya koymaktadir. Ayni sekilide lkliUldelidrdidlzaylbérige:
farkl il 1kl ar saptanmistir.

Akdeniz ve Seymen (2012) tarafindan istanbul’®da faadiyet go
sonuc¢!l ar 1 -dolsarlakk ebroiylultiuknd a, bel tkssetli ktkek Bagunhmareivred ah evier
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farkl il 1 klar tespit edi | mesi acl sindan bu c¢ali1 smandan sonucgl
yapltlan c¢alismada Al manya’ nin dogu ve guneydogu bolgelerind
kangma boyutlarinda ulusal kdaltdar ile farkl il 1kl ar dikezeypi t edi |
ve gliney bdlgeleri arasinda uzun ddédnemli oryantasymudlk-da far kil
disilik boyutunun wulusal kdltdriun tersi ydnde bir sdenug¢ el de
farl 1l 1kl ar tespit edilmisgstir.

Yukarida anlatilan c¢alismal ar ve Kasaapviel adchi geearlliesrma (s200nludc)u nto
ekl enen “bir 0l kede kultdarel farkl i1l 1rklarin belirkknmesin ame
yetersiz kalacaktir” g¢ir kari1 mi g6z 0©nlinfearaHlIliinldiilkgli eardian biun cceall a rsd
desteklemektedir.

Her arastirmada ol dugu gibi bu c¢cali smanin arastirmasitinda da
bol gesinden ikisinde yapi! lemibsulounmaans 1¢ alsiasdaenclea rbae luiyrgluil abninma ss e k
boyut farkliliklarina odaklanmasi kisittlaritni olusturmaktadi
Cal i smanin uygulamaya saglayacagi katkilar ol dugu gibi lite
katrkidem sekil de ifade edilebilir;

Cal i1 sma kapsaminda elde ettigimiz sonuglarin boél gesel kal ki
dogrudan etkil eyebil eckenkg grueg edli gi. s iSmoinn yda& g ¢agkdars idkeinlited b i v é i &kad
icin uygun olan iki boélgenin de elde edilen sonutiar Otrel bikl
Turkiye’ nin hazirladi gl 2023 turizmi amrhRoejdbeltarkapgalkim ndai
degerlendiril mesi stratejilerin siardurdalebil irl iolgnturisder kat ki1 s
ile girilen etkilesimlerin kidlrt tkradli tdeilsz enyid ey Uaknsaellitzeicreign sdaigsliani
Cal mgigner.i iliskisi en Ust safhada olan sektoérl erden biri 0
davranislarinin 6nceden o6ngorul ebil medilre kaetkicesaglday &@d gis
gereken oryantasyon egitimlerin planlanmas:] mimkidn ol acakt
yardi mci ol abil ecegi didsidnidl mektedir. Ha Xiid ltaimdeak nel grmakpha
yapli |l acak pazarl amal ar vV e benzer kualtdrl erin karsi |l asmas.|

yoneticilerinin c¢calisma sonuc¢l arini incelemksgstitmebdisihcteel
yardi mci ol acagr dusuniul mektedir.

Bu calisma sonuc¢lari ile devlet yonetimi ve yerel iyimesieti mler
sagl anabilir. Bol gesel gehiagmibacakfadkmi ardbdaafanknndal ek mesk:
Calismanin |iteratire yapacagr katkilar ise su sekilde ifade
Bu c¢alisma Karadeniz Bo6l gesi ve Gineydogu Anadolu Bo6lgesind
bol ged eyrapnidl arak kiyasl amali1 sonug¢lar ortaya konmasi oneril me
yap! | masi calisma ic¢cin en biayidk kirsittir. Benzer cad 1 smal ar
kar girhidgnast turizm sektdridnin gelistiril mesi icin O6nemli.i ol a
Demografik bilgiler incelendi gi zaman o6zellikle egintnm dize:
nedenl erini olusturdugu disbhatl mektaédsan PBuodahl doiayn qghusgt
tekrarl anmasi ve karsilastiri |l masi Oneril mektedir. lefll t Gr el

basari1si1 ic¢cin, kultdarelelesilkilr |z adriwnltwlkuk/i eoregelndde @ieln,mecd s igte
calisma ortaminin sinerj.i olusturul masi acl st ndan O6nemli ol d
bol gesel kaltdarl eri t emsi |lg 6esd eelrimemse @iga sninmd amnl geed iec ekt e yapil
6ngoér ul mektedir.

Gel ecekte belirli ¢calisma guruplarinda bdl gesel ktlmadar far ki
guruplarinda oi bhé@ylger ihml kulndmawp bbul unmadi g1 tespit edi | mel i
olusturdugu c¢alisma gurubunun kultdrid OGzerinde bodlge kialtuard
bol gesel farkl il 1r&kmargwr aubmec ek@&intmési ngya dqd¢al bdél gesel kaltar de
¢cal i1 sma hayatinda kioltdar literatidrione katki sagltinash Bgyst n
farkl il irklari nk éuzlkill ékérrdamdaghaf iyi irdel enmesi, farkIl il 1Kk
ayri ayri1 gerekse karsilastirmali olarak incelenmesi, sektdr
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Ek 1: Anket Formu

BOLUM ALitfen calistiginiz kur umdie rddigdl nlea teikl da|§'|§n|dza|kiblelf
g | o | 8d 04 ¢
q q q o o [ o g

Latfen varsa, su anki isinizi g6z ardi o2 g“ d o

icin asagidaki konular ne kadar oénemli ‘28 f; c_é ic ‘;S

. =L .

3 o £ o | o

1. |Kisisel veya aile yasaminiz ic¢cin yet (1) (2) [ (3)|(4) | (5)

2.|Saygr duyabileceginiz bir patrona, Yy (1) (2) [ (3)|(4) | (5)

3. |l yi performansinizin fark edil mesi (1) (2) [ (3)|(4) | (5)

4. |istihdam givenligine sahip ol mak (1) (2) [ (3) | (4) | (5)

5. | Mutlu insanlar ile birlikte c¢calismak (1) (2) [ (3) | (4) | (5)

6. |1 1gi duydugunuz isi yapmak (1) (2) [ (3)](4) ] (5)

7.1 sinizle ilgitldar &farmaddrrsiaz eanmd an ing 1zl (1) (2) [ (3) | (4) | (5)

8. |Hosl anilan bir ¢cevrede yasamak (1) (2) | (3) | (4) ] (5)

9. |Ai leniz ve arkadaslariniz tarafindan (1) (2) [ (3)|(4) | (5)

10.| Ter f i fsahipslmak | ar 1 na (1) (2) [ (3)|(4) | (5)

se | O [ 3§ OF «<¢

. 2(13 §q e °

Ozel hayatinizda, asagidakilerden her 8 c X~ 8 q x4 v

5O o <d °9 oo

] O £ o O

11.| EGl ence i¢in bos zaman harcamak (1) (2) | (3)| (4) ]| (5)
12| Kanaatkarltk: Asiriya kag¢mamak

PhrhY ¢ (1) | 2 [ ] @] (5)

13.| Arkadaslariniza hizmet et mek (1) (2) | (3)| (4) ]| (5)

14.|Tutumluluk ( Thtiyactan fazlasini hg (1) (2) | (3)| (4)]| (5)

U7

o c

= | E || 2| E

g | 3| -|2|"

z < | & ks

15.| Kendinizi ne st klikla sinirli ya da (1) (2) | (3) ] (48) | (5)

16.| Mut l u bir kisi misiniz? (1) (2) | (3) ] (4)] (5)

17.| Di ger kisi veya kosull ar, gengeleraniet en (1) (2) [ (3)|(4) | (5)
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- pe X
-~ > © =
- o) x
o j
= o N o
© o
18.| Her seyi hesaba katarak sagli1§ginizi (1) (2) | (3) ] (4) | (5)
= @ >
x| 5 -
~ o] ® x g O3
o he] E EEE_
O — — = 3
o) [ [= a
19| Ul kenizin vatandas! ol makta ne kadar (1) (2) | (3) ] (a8) | (5)
UJ
) f=
P § | o | 2| E
2 T =] 2R
2 < 3 E
Sizin deneyimlerinize -sgedregb.astdaealri
20. korkarlar? (1) (2) | (3) ] (4) ] (5)
- - R E
v — = ()]
= - = © | = =
Asagidaki ifadelerin her birine ne 0l ¢ £+ - = - £
ém © ;‘5 ; é;
N4 N4 & v
Bir kisi astlarinin is hakk.1 mhasadgig liri
z:l'yt')netici ol abilir. (1) (2) | (3) | (a) | (5)
22.(Stirekli bir gayret, sonuca giden en (1) (2) | (3) | (4) ] (5)
Bazi astlarin iki patronu oldugu or
2. kacinmal 1 dir (1) (2) | (3) ] (4) | (5)
Bir sirketin