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- RESEARCH PAPER -

RE-ASSESSMENT OF LEADERSHIP BEHAVIOR TAXONOMY
CONSTRUCTS: CONSTRUCT VALIDATION ANALYSIS

Mehtap OZSAHIN!

Abstract

Despite of the huge number of leadership behavior description measures in the
literature, construct assessment and validation studies are very rare in literature. In
this sense, this survey, which focused on the construct re-assessment and validation
of leadership behavior taxonomy, is expected to contribute to leadership literature.
Yukl's Leadership Behavior Taxonomy (LBT) is focused on and the constructs of LBT
have been evaluated in terms of content validity, convergent validity, discriminant
validity and predictive validity in this study. The survey was conducted on 445 middle
level managers of 188 large-scale firms operating in manufactory industry and 550
managers operating in service industry in Turkey. Data obtained from 445 middle level
managers operating in manufacturing industry and 550 managers operating in service
industry were analyzed through the SPSS and AMOS statistical packet programs. The
findings of this survey revealed that 23 items-three factors-LBT model has better fit for
the managers of both manufacturing and service industry in Turkey.

Keywords: Leadership behavior taxonomy, Task-oriented leadership, Relations-
oriented leadership, Change-oriented leadership, Construct validation analysis.

JEL Codes: M10, M12, C52
Basvuru: /2.12.2018 Kabul: 23.02.2019

_LIDERLIK DAVRANISI BOYUTLARININ YENIDEN
DEGERLENDIRILMESI: OLCEK GECERLEME CALISMASI

Oz

Literatiirde, liderlik davranisinin 6l¢timiiyle ilgili ¢ok sayida ¢alisma mevcut olmasina
ragmen, liderlik davranist yapilarini ele alan dlgek gecerleme ¢alismalarina nadiren
ver verilmektedir. Bu kapsamda, literatiirde en ¢ok kullanilan él¢eklerden biri olan
Yukl'un Liderlik Davranisi Siniflamasi (Leadership Behavior Taxonomy-LBT)
olcegini, icerik gecerliligi, yakinsama gegerliligi, ayrisma gecerliligi ve ongorii
gegerliligi baglaminda yeniden degerlendiren bu ¢alismanin literatiive katki saglamast
beklenmektedir. Calisma Tiirkiye 'de iiretim sektoriinde faaliyet gosteren 188 biiyiik
oleekli firmanmin 445 orta diizey yoneticisi ile hizmet sektoriinde ¢alisan 550 yonetici
tizerinde yiiritiilmiistiir. Tiirkiye 'deki iiretim ve hizmet sektorii yoneticilerinden elde
edilen veriler SPSS ve AMOS istatistik programlart kullamilarak degerlendirilmis
ve analiz bulgular, liderlik davramsiyla ilgili 23 sorulu 3 boyutlu bir yapt ortaya

1 Dr. Ogr. Uyesi, Yalova Universitesi, [IBF, Isletme Béliimii, mehtap.ozsahin@yalova.edu.tr,
https://orcid.org/0000-0003-2527-4166
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koymustur.

Anahtar Kelimeler: Liderlik davgjamw smiflamasi, Gorev odakli liderlik, [liski odakl:
liderlik, Degisim odakl: liderlik, Olgek gecerleme analizi

JEL Kodlari: M10, M12, C52

1. INTRODUCTION

Researchers have defined leadership in many ways, such as in terms of traits,
characteristics, behaviors, relationship and interaction patterns, occupied status. Literature
is full of variety of the definitions of leadership because all researchers define leadership
in accordance with their individual perspectives and their interests. Stogdill’s (1974;259)
view of “there are almost as many definitions of leadership as there are persons who have
attempted to define the concept”, also supports the previous statement.

The major problem of leadership theories and researches has been the lack of agreement
about which behavior categories are relevant and meaningful for leaders. Some of the
researchers use same term to define different type of behavior, while some other use
different terms to define same type of behavior. So, there has been a huge number of
taxonomies and definitions on leadership behavior (see Yukl, 2002; Yukl et al., 2002;
Bass, 1990; Dienesch and Liden, 1986). As much as the number of taxonomies on
leadership behavior, there are so many leadership behavior description measures in
the literature. While some other leadership behavior description measures have been
found in the literature (Lindel and Rosenqvist, 1992; Quinn, Faerman, Thompson and
McGratth, 1996; Hooijberg and Choi, 2000;), the LBDQ (Leader Behavior Description
Questionnaire) scale based on Yukl’s Leadership Behavior Taxonomy (LBT) model is
brought in the forefront (Strang, 2007; Behrendt, Matz and Goritz, 2017).

Yukl (2002) conceptualized task oriented leadership behavior, relations oriented
leadership behavior and change oriented leadership behavior as three independent
dimensions rather than three mutually exclusive categories of specific behaviors. Yukl et
al. (2002) identified 12 specific leadership behaviors —clarifying, monitoring, planning,
consulting, supporting, recognizing, developing, empowering, visioning, risk taking,
innovating, scanning- which were embodied in three metacategories — task, relations
and change factors. On the other hand, in the book of “Leadership in Organizations”,
Yukl (2002) described ten specific leadership behavior embodied by three metacategories
of task, relations and change oriented leadership. Those are clarifying, monitoring and
planning for task oriented leadership behavior; supporting, developing and recognizing
for relations-oriented leadership behavior; and influencing culture, developing vision,
implementing change and encouraging learning and innovation for change oriented
leadership behavior. Moreover in the study of “Effective leadership Behavior: What we
know and what questions need more attention”, Yukl (2012) identified 15 leadership
behavior which were embodied by four metacategories- task oriented, relations oriented,
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change oriented and external factor. So, the inconsistency on categorization and
conceptualization of leadership behaviors reveals the need for construct assessment and
validation of leadership behavior taxonomy (LBT) model. Despite the expanded use of
leadership behavior scale, construct assessment and validation studies are very rare in
literature. In this sense, this survey, taking on the construct re-assessment and validation
of LBT model is expected to make valuable contribution to leadership literature.

Previous taxonomy of Yukl (Yukl et al., 2002) with 12 specific leadership behavior
is based on prior measures of leadership behavior that provide evidence for construct
validity of the component behavior, but later taxonomies with 10 (Yukl 2002) and 15
(Yukl, 2012) specific leadership behavior categories, are extracted from judgmental
classification and theoretical deduction. Despite the enhanced categories, some recent
researches also suggest that a three-dimensional taxonomy provides the most useful and
parsimonious way to group specific behaviors into general categories (e.g. Behrendt, Matz
and Goritz, 2017; Avolio and Bass, 1991; Ekvall and Arvonen, 1991; Yukl, 2002). Thus,
in this survey, three-factor taxonomy with 10 specific leadership behavior will be focused
on in order to see whether or not those 10 specific leadership behaviors represent three
metacategories of task, relations and change oriented leadership behavior as proposed
in theory. In other words, theoretical LBT model embodying on 10 specific leadership
behaviors will be tested empirically which differentiate this survey from the previous
ones. Especially, 10 specific leadership behavior representing three metacategories of
LBT is focused on because it based on theoretical deduction and met the principle of
parsimony.

Moreover, primary and well-known researches on that subject have been conducted
in developed countries. The cultural and structural differences between developed and
developing countries can provide different results for the same research. So, any research
on the leadership behavior construct conducted in a developing country may produce
different results from that of the developed countries. In this context, this survey was
conducted in a developing country, Turkey, to see whether the constructs structure of
leadership behavior taxonomy differs upon the country factor. Moreover, construct
validation and scale reliability of three-factor LBT model for the managers of large scale
firms operating in manufacturing and service industry in Turkey has been conducted for
the first time in this study.

In that direction, after a brief literature review of leadership behavior, constructs of LBT
will be evaluated following the guidelines of Ghiselli, Campbell and Zedeck et al. (1981),
Schwab (1980) and Bagozzi and Phillips (1991), Hair et al. (2010), which suggested a
construct validity process consisting of (1) content validity, (2) convergent validity, (3)
discriminant validity, (4) predictive validity. At the end of the study, the results of the
survey will be discussed and implications for future studies will be provided.

1.1. Literature Review

Early researches on leader behavior has been affected by two pioneering school: The
Ohio State Leadership Studies and The Michigan Leadership Studies. Researchers of
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Ohio State University identified two major leadership behaviors, called “consideration”
and “initiating” structure. “Consideration” is the extent to which leader is mindful of
subordinates, respects their ideas and feelings, and establishes mutual trust, while
“initiating” is the extent to which the leader is task oriented and directs subordinate work
activities toward goal attainment (Daft, 2008). Considerate leaders are friendly, provide
open communication, develop teamwork, and are oriented toward their subordinates, whilst
initiating leaders are more prone to give instructions, spend time planning, emphasize
deadlines, and provide explicit schedules of work activities (Daft, 2008). Researchers
at Michigan University at about same time surveyed effective and ineffective leadership
behavior. Through the data obtained from interviews and questionnaires, researcher
identified two types of leadership behavior: employee oriented leadership behavior and
job centered leadership behavior. Job centered or task oriented behavior, similar to the
behavior labeled “initiating structure” in the Ohio State University leadership studies,
includes the behavior of focusing on production and technical characteristics of a job while
employee oriented leadership behavior, similar to the behavior labeled “consideration
structure”, focus on building good interpersonal relations with the employees.

In 1980s, organizations needed to change their ways of doing job for survival, which
made the issue of leading change to become more relevant subject. So, leading the change
became the essence of leadership responsibility (Yukl, 2002). Although the importance
of leading change was suggested as main leadership responsibility by some organization
theories, change related leadership behaviors have not been described by 1990s. First
study examining the change oriented behavior as a distinct construct was conducted by
Ekwall and Arvonen (1991). Survey results revealed a three-factor model, which were
labeled as employee centered, production centered and change centered factors (Ekwall
and Arvonen, 1991). Then Yukl (1998) conducted a survey on 318 middle and upper level
managers of private and public organizations, and the exploratory factor analysis of that
survey produced a clear factor structure for task oriented behavior, relations oriented
behavior and change oriented behavior (Yukl, 1998). So traditional two-factor leadership
behavior taxonomy has been extended by the change oriented leadership behavior is
embodied in as a distinct construct. Yukl (2002) conceptualized task oriented leadership
behavior, relations oriented leadership behavior and change oriented leadership behavior
as three independent dimensions rather than three mutually exclusive categories of
specific behaviors.

Yukl (2012) also extended leadership behavior categories to 4 metacategories by adding
“external leadership behavior”, through which leaders can get relevant information and
necessary resources in outside, so can facilitate performance. Networking, external
monitoring and representing behaviors are considered as components of external
leadership behavior (Yukl, 2012). The classification of leadership behaviors in years by
Yukl is depicted in Table 1.

12
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Table 1: Leadership Behavior Taxonomies

Yukl et al. 2002 Yukl 2002 Yukl 2012
Task Oriented o Clarifying . Clarifying . Clarifying
Leadership Behavior e Planning . Planning . Planning
e Monitoring . Monitoring . Monitoring operations
° Problem solving

Relations Oriented e Supporting . Supporting . Supporting
Leadership Behavior e Developing e  Developing e Developing
e Recognizing . Recognizing . Recognizing
e  Consulting e  Empowering
e  Empowering
Change Oriented e Influencing e External . Advocating change
Leadership Behavior organizational Monitoring . Envisioning change
culture e Envisioning . Encouraging innovation
e Developing change . Facilitating collective
vision e Encouraging learning*
e Implementing innovative
change thinking*
e Increasing e Taking personal
innovation and risks
learning*
External Leadership e Networking
Behavior . External monitoring

. Representing

Source: Extracted from the studies of Yukl (2002), Yukl et al. (2002) and Yukl (2012)
1.2. Task Oriented Leadership Behaviors

Task oriented behavior can be defined as leaders’ emphasis on the tasks that need to
be performed to achieve certain goals. Task oriented leadership has been described in
different terms by researchers in leadership literature, like as X Theory (McGregor, 1960),
transactional leadership behaviors (Bass, 1985). Moreover, researchers described so
many behaviors related to the task oriented leadership, like as problem solving, trying
out new ideas and making task assignments (Fleishman, 1953), focusing how things are
done (Zaleznik, 1977), focusing on systems and structures (Bennis and Nannus, 1985),
problem solving and controlling (Kotter, 1990), and directing operations. After an
extensive literature review, Yukl (2002) states that task-oriented leadership behavior is
primarily concerned with using human and financial resources efficiently to accomplish
the task and to maintain reliable operations orderly. He also indicates the components of
task oriented leadership behaviors as planning, clarifying, and monitoring in his three
studies commonly (Yukl et al., 2002; Yukl, 2002; Yukl, 2012). “Planning” can be defined
as determining the objectives, strategies, activities, responsibilities and deadlines. In other
words it is about deciding what to be done how, when and by whom. It includes “making
decisions about objectives, priorities, strategies, organization of the work, assignment
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of responsibilities, scheduling of activities, and allocation of resources among different
activities according to their relative importance ” (Yukl, 2002; 67). “Clarifying”, the second
specific behavior of task oriented leadership, is about assigning and communicating the
tasks, responsibilities, objectives, plans, procedures, strategies, politics, and performance
expectations. Yukl (2002b) states the major subcategories of clarifying as defining job
responsibilities and requirements, setting performance goals, and assigning specific tasks.
The last specific behavior of task oriented leadership, “monitoring”, involves gathering
information about external factors affecting the work activities, controlling the progress
and quality of work activities, evaluating the performance and efficiency of individuals,
programs and projects (Yukl, 2002). Yukl (2002 and 2012) indicates that information
provided by monitoring process is used to identify problems and opportunities, which
constitutes some parts of planning and problem solving. Moreover, he proposed “problem
solving” as fourth component of task oriented leadership, which is defined as “dealing
with disruptions of normal operations and member behavior that is illegal, destructive,
or unsafe” (2012:70) in his study (2012). However, he also indicates the importance of
identifying the difference between operation problems and complex problems, because
they require two different leadership behavior —task oriented and change oriented
leadership behavior respectively. Even though problem solving is considered as part
of task oriented leadership behavior by Yukl (2012), it is not included in components of
task oriented leadership behavior because it has also change oriented leadership behavior
aspects.

1.3. Relationship Oriented Leadership Behavior

Relations oriented leadership behavior is defined as improving interpersonal relationships
to employees that helps to increase job satisfaction, cooperation, teamwork and
identification with the organizations. Researchers have also described the relations-
oriented leadership behaviors as focusing on what things mean to people (Zaleznik,
1977), focusing on people (Bennis and Nannus, 1985), motivating and inspiring (Kotter,
1990), inspiring others. Moreover, Theory Y- proposing the providing encouragement,
positive reinforcement, and rewards (McGregor, 1960), and transformational leadership
theory- proposing the motivation of followers to raise their awareness of achieving
goals (Bass, 1985) can be considered as varying categorization labels which describe the
relations oriented leadership behavior. According to Yukl, relations oriented leadership
behavior is primarily concerned with improving the human relationships and quality
of communications and increasing the team work, cooperation and job satisfaction
(2002), and the main objective of relations oriented behavior is to increase the quality
of human resource, namely “human capital” (2012). He identifies mainly three relations
oriented leadership behaviors: supporting, developing, and recognizing (Yukl, 2002).
“Supporting” includes acting friendly considerate, patient, helpful and supportively.
Building and maintaining interpersonal relations with subordinates, expressing confidence
to people on achievement of objectives, socializing with people to build relationship can
be considered as some forms of supporting behavior. As Yukl (2002) indicates, some
forms of supporting behaviors, as like consideration, acceptance, and concern for the
needs and feelings of other people, reduce the stress in job, which result in increased job
satisfaction and commitment of employees (Rowold, Borgmann, and Bormann, 2014).
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“Developing” is primarily concerned with coaching, which aims to increase a person’s
skills and to facilitate job adjustment and career advancement (Yukl, 2002, 2012). In terms
of developing, leader may help someone to do a task in a better way, to explain someone
to solve complex problems, and to allow someone to learn from mistakes (Yukl et al.,
2002). Yukl (2002) argue that some developing items of relations oriented behavior are
included in the individualized consideration scale of Bass and Avolio (1990). Developing
behavior are mostly associated with followers’ performance and satisfaction (e.g. Kim
and Yukl, 1995; Javidan, 1992). On the other hand, “recognizing ” is described as praising
an appreciating the others for their performance, achievements, and contributions. Yukl
(2002) states that recognizing would be in form of praise, awards, and recognition
ceremonies (Yukl, 2002). While most researches revealed a positive relationship
between the components of recognizing (praise, awards, and recognition ceremonies)
and subordinates’ satisfaction; the effects of recognizing behaviors on performance
is controversial (e.g. Wikoff et al., 1983; Podsakoff and Todor, 1985; Kim and Yukl,
1995). Yukl (2002) extended the components of relations oriented leadership behavior
into five subcategories by introducing “consulting” and “empowering” behaviors. While
consulting involves participation of subordinates in decision making process, empowering
involves delegation of authority to subordinates. In this survey, three aspects-supporting,
developing and recognizing- are focused as components of relations oriented leadership
behavior, which were consistently held by three studies (Yukl, 2002, 2012 and Yukl et
al., 2002).

1.4. Change Oriented Leadership Behavior

Change oriented leadership behavior is primarily concerned with developing strategic
vision, implementing the change and encouraging flexibility and innovation to lead
the change efficiently. The most aspects of change oriented leadership are included in
transformational and charismatic leadership theories (Bass, 1985; Conger and Kanungo,
1998), like as influencing process, facilitating conditions, intellectual stimulation, and
idealized influence. Yukl (2002) mainly specifies change-oriented behaviors as (1)
influencing organizational culture, (2) developing a vision, (3) implementing change, (4)
increasing innovation and learning. “Influencing organizational culture” may appear in
forms of what things are attended, ways of reacting to crises, role modeling, allocation
of rewards, criteria for selection and dismissal (Schein, 1992). Trice and Beyer (1993),
proposed changing cultural forms like slogans, rituals and symbols, as another way
of influencing organizational culture. The other aspect of change oriented leadership
behavior, “developing vision” creates continuity and collectivity sense for followers
“by linking past events and present strategies to a vivid image of a better future for the
organization” (Yukl, 2002; 283), and by helping “to guide and coordinate the decisions
and actions of thousands of people working in widely dispersed locations” (Yukl, 2002;
283). Yukl described this aspect as “envisioning change” in his another study and indicate
that a clear and appealing vision would contribute to commitment to new strategies and
innovations (2012). “Implementing change” requires a wide range of behaviors like
as determining the persons opposing and facilitating change, building a broad coalition
to support the change, filling key positions with competent change agents, using task
forces to guide implementation, making dramatic, symbolic changes that affect the
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work, changing relevant aspects of the organization structure, monitoring the progress
of change, creating a sense of urgency about the need for change, preparing people to
adjust to change, keeping people informed about the progress of change, empowering
people to implement the change, demonstrating continued commitment to the change,
and helping people to deal with the pain of change (Yukl, 2002). “Increasing innovation
and learning” is another crucial aspect of change oriented leadership behavior, which
includes the behaviors of encouraging the system thinking, experimentation, innovation,
entrepreneurial activity, flexibility, and learning, facilitating diffusion of learning in
the organization, leveraging learning from surprises and failures, and helping people to
understand and improve mental models (Senge, 1990; Ulrich Jick and Glinow, 1993;
Nadler, Shaw, Walton and Associates, 1995). Moreover, Yukl et al. (2002) argued that this
behavior is similar to “intellectual stimulation” in MLQ of Bass and Avalio (1990), TLI of
Podsakoff, MacKenzie, Moorman, and Fetter (1990), and MLI of Castro and Schriesheim
(1998). Yukl (2012) differentiates innovation from learning in his subsequent study and
identifies “encoring innovation” and “facilitating collective learning” as two different
aspects of change oriented leadership behavior.

Yukl and his colleagues (2002) identifies the aspects of change oriented behaviors as
external monitoring, envisioning change, encouraging innovative thinking and taking
personal riskin the study of “A Hierarchical Taxonomy of Leadership Behavior”. However
in another study, which was conducted in 2012, Yukl introduces “external leadership” as
the fourth dimension of Leadership Behavior Taxonomy (LBT), and describes external
monitoring as an aspect of “external leadership” behavior. Besides external monitoring,
networking and representing were introduced as other aspects of the “external leadership”
dimension (Yukl, 2012). So, the inconsistency on classification of sub-dimensions also
reveals the need for construct assessment and validation of leadership behavior taxonomy
(LBT) model.

2. METHODOLOGY
2.1. Research Goal

Besides the rareness of construct assessment and validation studies in leadership literature,
the fact that the primary and well-known researches on that subject have been conducted
in developed countries, leaded researchers to conduct this survey. The purpose of this
survey is to test validity of LBT model of Yukl including three metacategories with 10
leadership behavior, in a developing country, Turkey.

2.2. Sample

The survey was conducted on 445 middle level managers of 188 large-scale firms
operating in manufactory industry in Turkey. The determination of “large scale” was
based on inclusion in the “Turkey’s Top 1000 Companies” list (ISO, 2013-2016). Middle
level managers are preferred for this survey because those managers determine how to
meet the goals set by top managers and arrange the relations between top managers and
first line managers (Ebert and Griffin, 2013). Moreover, they can evaluate organization’s
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innovation and overall performance better than any employee or first line manager.

About 700 firms indicating email addresses on the “Turkey’s Top 1000 Companies”
list, were contacted via email and provided a brief information about the survey. 2-5
middle level managers of each firm were contacted via email or phone and asked to
fill out the survey questionnaire. Moreover physically close firms (mostly locating in
Marmara Region-istanbul, Kocaeli, Bursa) are visited, middle managers are asked to fill
out the questionnaire face to face. 307 middle managers of 121 firm filled out survey
questionnaire face to face. 162 filled out questionnaire forms also were received from 73
firms via email. 24 forms obtained from 6 firms are eliminated because they do not meet
the requirements. So 138 complete questionnaires received from middle level managers
of 67 firms via email, and 307 complete questionnaires filled out by middle managers of
121 firms face to face were included in analysis process. % 20 of those respondents are
from operation department, %20 from accounting and finance department, % 7,5 from
human resource department, %37 from marketing and sale department and %15,5 from
other departments not indicated in questionnaire.

In second stage, survey was repeated on managers of variety of firms operating in
service industry in order to see whether results are affected by industry factor, or not.
Data obtained from 445 middle level managers operating in manufacturing industry and
550 managers operating in service industry were analyzed through the SPSS and AMOS
statistical packet programs.

2.3. Measures

The leadership behavior taxonomy (LBT) scale of Yukl was originally contained 19 leaders
behavior variables which extracted from earlier leadership studies, models, theories. Then,
it was expanded to 30 (Yukl, 1998), and finally 48 (Yukl et al., 2002), which supports more
detailed analysis since there are more elements to classify observations. Those variables
have been employed in operationalization of leadership behavior construct.

Asindicated previously, 10 specific leadership behaviors embodied by three metacategories
are measured through the 33 item-scale adopted from Yukl (2002). 3 items or 4 items
are used to measure each specific behavior (3 items for each of planning, clarifying,
supporting, recognizing, developing, influencing culture and visioning behaviors; 4
items for each of monitoring, implementing change, encouraging innovation and learning
behaviors). 33 items measuring 10 specific leadership behavior were scored on five-
point-likert-type scale, at which 1-represents never, 2-rarely, 3 sometimes, 4-very often,
S-always. A respondent was asked to evaluate behaviors of his/her top level executive to
whom s/he reports in terms of those items (e.g. My executive clarifies role expectations
and task objectives).

For predictive validity, the effects of leadership behaviors on satisfaction, organizational
commitment, innovation performance and firm performance have been examined. A
respondent was asked to evaluate his/her firm’s innovation and overall performance (e.g.
New product introduction rate of our firm in last five years) in terms of 8-items-innovation
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scale adapted from Miller and Friesen (1982), Prajogo and Sohal (2006), and 5-items-firm
performance scale adopted from Khandawalla (1977). 13 items measuring innovation and
overall performance of a firm were also scored on five-point-likert-type scale, at which
1-represents very poor, 2-poor, 3-fair, 4-good, 5-very good. The respondents also rated
their commitment level to the organization. 10-items-commitment scale adopted from
Mowday, Steers, Porter (1979) were formatted according to 5 point-Likert scale, at which
1 represents strongly disagree, 5-strongly agree.

All items were translated from English to Turkish by the researcher. Then, those items
were reevaluated in terms of content by three academicians studying on this field. By
taking in to consideration of Turkish culture and language characteristics, some of the
items were revised by those academics. A preliminary form of questionnaire was tested
on 63 MBA students who working as executives in a variety firms. As a result of data
obtained in the preliminary application, the structure and reliability of measures have
been examined. Cronbach’s alpha coefficients of all items were above 0.90, so all items
were included in the main questionnaire form. All items were scored on five-point Likert-
Type Scale (1-Never, 2-Occasionally, 3-Sometimes, 4-Often, 5-Always).

3. CONSTRUCT VALIDATION

Construct validity is the extent to which a set of measured items actually reflects the
theoretical latent construct those items are designed to measure. Thus it deals with
the accuracy of measurement (Hair et al. 2010). Construct validity is made up of four
components: of (1) content validity, (2) convergent validity, (3) discriminant validity, (4)
predictive validity (Ghiselli et al. 1981; Schwab,1980; Bagozzi and Phillips, 1991; Hair
et al. 2010).

3.1. Content Validity

Content validity depends on how well the researchers create measurement items to cover
the aspects of the variable being measured (Nunnally, 1978). The evaluation of content
validity is a rational judgmental process not open to numerical evaluation. Usual method
of ensuring content validity is and extensive review of literature for the choice of the
items and getting inputs from the researchers on the appropriateness (Li, Rao, Ragu-
Nathan, and Ragu-Nathan, 2005).

In this survey, 33 items, adopted from Yukl (2002), were used to test three-factor LBT
leadership model including 10 leadership behavior.

Leadership behavior taxonomy of Yukl, is more comprehensive model because it includes
three metacategories-task orientation, relations orientation and change orientation- with
10 specific leadership behaviors- planning, clarifying, monitoring, supporting, developing,
recognizing, influencing organizational culture, developing a vision, implementing
change, increasing innovation and learning -which were described in various taxonomies
partially. Three-factor LBT model, is extension of traditional two-factor leadership
behavior taxonomy-“initiating structure” (task orientation) and “consideration structure”
(relations orientation). Change oriented behaviors also involves so many aspects of
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transformational and charismatic leadership theories (Bass, 1985; Bass, 1998; Conger and
Kanungo, 1998; Avolio et al. 1991), such as influencing process, facilitating conditions,
intellectual stimulation, and idealized influence. Moreover, “increasing innovation and
learning” behavior is considered similar to “intellectual stimulation” in MLQ of Bass and
Avalio (1990), TLI of Podsakoff, et al. (1990), and MLI of Castro and Schriesheim (1998)
by Yukl et al. (2002).

Yukl (2012) extended leadership behavior taxonomy by introducing “external leadership
behavior” as fourth dimension. He also introduced new leadership behavior aspects,
and extended the three-factor LBT model into four-factor LBT model with 15 specific
leadership behaviors (see Table 1). However, some recent researches also suggest
that a three-dimensional taxonomy provides the most useful and parsimonious way to
group specific behaviors into general categories (e.g. Avolio and Bass, 1991; Ekvall
and Arvonen, 1991; Yukl, 1999; Yukl, 2002), three-factor taxonomy with 10 specific
leadership behaviors is preferred to be examined in this study. In three factor LBT model,
Yukl (2002) conceptualizes task oriented leadership behavior, relations oriented leadership
behavior and change oriented leadership behavior as three independent dimensions rather
than three mutually exclusive categories of specific behaviors and argues that the three
types of leadership behavior interact to jointly determine work unit performance.

3.2. Convergent Validity

Convergent validity is about the extent to which there is consistency in measurements
across multiple operationalizations and measures of the same construct should display a
large common variance (Li et al., 2005). In other words, the items that are indicators of
a specific construct should converge or share a high proportion of variance in common,
known as convergent validity (Hair et al., 2010). In order to estimate the relative amount
of convergent validity among item measures, several ways are available, as like factor
loadings, average variance extracted (AVE), reliability coefficients (Hair et al., 2010).
For convergent validity, following procedures were executed in this survey.

The Cronbach’s alpha coefficient for all variables was examined on data obtained from
the sample of 445 managers. The result of alpha test revealed that one item (LID 2) has
low corrected -total correlation score (0.392). So, this item was eliminated and remaining
32 item with 0.964 Cronbach’s alpha coefficient indicating high reliability were included
in principal exploratory factor analysis.

Then exploratory factor analysis (EFA) was conducted with these remaining 32 items
on data obtained from the sample of 445 managers. The exploratory factor analysis is
generally used in early stages of research when there is an insufficient theoretical or
empirical basis to hypothesize the number of underlying factors and/or which specific
indicators these factors are likely to influence (Podsakoff, et al., 2003:620). Although
three-construct leadership behavior model has well-built theoretical base (see Yukl, 2002),
empirical researches sometimes can not support the theory. For example Yukl (2002)
proposed developing behavior as part of relations-oriented leadership in theory, while in
operationalization of the constructs, Yukl et al.(2002), indicated developing behavior as
part of task-oriented leadership behavior. This inconsistency between conceptualization
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and operationalization of constructs leaded the researcher to re-consider the constructs of
LBT. Thus, assessment of LBT constructs started using factor analysis.

Warimax rotation was used because three LBT constructs are assumed and conceptualized
as independent dimensions in theory (see Finch, 2006). The items with factor scores less
than 0,50 and cross-loadings were eliminated for better factor structure. So, three items
(LID 8, LID 9, LID 10) with low factor loadings (less than 0.50) and one item (LID 19)
with cross-loadings were eliminated. Remaining 28 items were loaded on three different
factors without any cross-loadings. EFA results have been depicted at Table 2.

Table 2: Exploratory Factor Analysis (EFA) Results

Items TOL | ROL COL

Task Oriented Leadership (TOL)
LID 1 (eliminated in CFA) 0.513
LID 3 0.771
LID 4 0.746
LID 5 0.722
LID 6 0.689
LID 7 (eliminated in CFA) 0.506
Relations-Oriented Leadership (ROL)
LID 11 0.608
LID 12 0.575
LID 13 (eliminated in CFA) 0.779
LID 14 0.725
LID 15 0.622
LID 16 0.659
LID 17 (eliminated in CFA) 0.683
LID 18 0.578
LID 20 0.569
Change Oriented Leadership (COL)
LID 21 0.551
LID 22 0.599
LID 23 (eliminated in CFA) 0.775
LID 24 0.672
LID 25 0.783
LID 26 0.707
LID 27 0.659
LID 28 0.726
LID 29 0.711
LID 30 0.711
LID 31 0.747
LID 32 0.766
LID 33 0.678

Total Explained Variance for Leadership Style %62,400

Notes: Extraction Method: Principal Component Analysis Rotation Method: Warimax
with Kaiser Normalization Rotation converged in 6 iterations
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Structures of remaining 28 items were operated in CFA with Maximum likelihood (ML)
estimation method using same data. CFA evaluates the factors’ psychometric properties in
terms of reliability and validity (Acar and Zehir, 2009). Overall model fit was evaluated
based on multiple fit indexes. During the CFA procedure, comparative fit index (CFI),
goodness of fit index (GFI), normed fit index (NFI), incremental fit index (IFI), Tucker-
Lewis index (TLI), were considered. If all these indexes (CFI, GFI, NFI, IFI, TLI)
are above 0.90, it indicates the perfect fit value and model is ideal (Hair et al., 2010).
However, some other researchers notify that if these indexes are above 0.95, it indicates
perfect fit value while the indexes above 0.85 are acceptable fit values (Klein, 1998;
Schermelleh Engel et al., 2003; Schumacker and Lomax, 1996).

The root mean square residual of approximation (RMSEA) and the root mean square
residual (RMR) were also considered. For perfect model fit, Hair et al. (2010) suggested
RMSEA value between 0.03 and 0.08 for a sample consisting more than 500 respondents.
Hair et al. (2010) also notified that lower RMR values represents better fit, although they
did not give any statistical threshold level. The normed chi-square (x*df) statistics is also
taken into consideration to evaluate the parsimonious fit (Hair et al. 2010). Commonly
accepted indexes values in literature was depicted on Table 3.

Table 3. Acceptable and Perfect Fit Index Values

Fit Index Perfect Fit Value Acceptable Fit Value
x*/df <3 <4-5

CFI >0.95 >0.94-0.90

NFI >0.95 0.94-0.90

IF1 >0.95 0.94-0.90

TLI >0.95 0.94-0.90

GFI 20.90 0.89-0.85

AGFI >0.90 0.89-0.85

RMSEA <0.05 0.06-0.08

RMR <0.05 0.06-0.08

Resources: Schumcaker and Lomax, 1996; Browne and Cudeck, 1993; Kline, 1998;
Schermelleh Engel Moosbrugger, Miiler, 2003; Hair et al., 2010; Meydan and Sesen,
2011)

As aresult of fit analysis of first order CFA of the initial model obtained from exploratory
factor analysis, the following findings revealed: X*df=3.985; GFI=0.841; CFI=0.905;
NFI= 0.878; IFI= 0.906; TLI= 0.897; RMR=0.048; RMSEA= 0.074 . Those finding
revealed that the initial model should be adjusted for better model fit. To improve better
model, following procedures were executed.

The factor loadings of all 28 items were significant and their scores were between
0.627 and 0.853. Modification indexes analysis results revealed large error covariance
between some variables. So, LID 1, LID 7, LID 13, LID 17 and LID 23 were eliminated
because their standardized residual covariance were above 2 and regression weight
scores examining the modification indices, as suggested in AMOS 18-statistical packet
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programme. By eliminating 5 items, the scale was reduced to 23 items. Model fit indexes
were found as X*df= 3.766; GFI= 0.878; CFI= 0.930; NFI= 0.907; IFI= 0.930; TLI=
0.922; RMR=0.038; RMSEA= 0.071, which indicates better model fit. After first-order
CFA, a second-order CFA also was conducted to prove construct validity. Interestingly,
the findings of second-order CFA (X*df= 3.766; GFI= 0.878; CFI= 0.930; NFI= 0.907;
IFI=0.930; TLI= 0.922; RMR=0.038; RMSEA=0.071) are identical with the findings of
first-order CFA, which was strikingly noteworthy diagnosis of this survey.

Remaining 23 items loaded on three factors as 4 items for TOL, 7 items for ROL and 12
items for COL. The factor loadings of adjusted model with 23 items are between 0.643
and 0.857, which is depicted on Table 3. Although six loading estimates are below 0.7,
they do not appear to be significantly harming model fit or internal consistency. As
seen on Table 4, Cronbach Alpha (a ) values range from 0.81 for the TOL construct,
0.91 for the ROL construct and 0.95 for the COL construct. However it has been noted
that Cronbach a uses restrictive assumptions and does not ensure the unidimensionality
(Hair et al., 2010). Thus an alternative construct reliability measure has been suggested
by researchers (Werts, Linn and Joreskog, 1974; Fornell and Larcker, 1981; Hair et al.
2010). The alternative composite reliability shows the degree to which the observed
variables adequately represent the corresponding latent variable (Acar and Zehir, 2009).
The composite reliability coefficients of dimensions exceed 0.80, which indicates
the adequacy of construct reliability. AVE (average variance extracted) of constructs
were also calculated as another way to reveal the convergent validity among the item
measures. AVE of 0.5 or higher is considered as a good rule of thumb suggesting adequate
convergence statistically (Hair et al., 2010). As depicted on Table 4, all AVE estimates
exceed the 50-percent rule of thumb. Consequently, besides exceeding 50-percent AVE
estimates, better fit model indexes mentioned above and higher reliability coefficient
depicted on Table 4, indicated adequate evidence for convergent validity of 23items-three
dimensions-LBT model.
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Table 4: CFA and Reliability Analysis Results with 23 Items

TOL ROL COL
Task-Oriented Leadership (TOL) - 0.689 0.644
LID 3 0.684
LID 4 0.771 (15.004)
LID 5 0.744 (14.631)
LID 6 0.674 (13.501)
Relations-Oriented Leadership (ROL) - - 0.881
LID 11 0.834
LID 12 0.825 (23.385)
LID 14 0.815 (22.979)
LID 15 0.793(22.027)
LID 16 0.684 (17.882)
LID 18 0.655 (16. 871)
LID 20 0.784(21.660)
Change Oriented Leadership (COL) - - -
LID 21 0.695

LID 22 0.643 (14.457)
LID 24 0.799 (17.807)
LID 25 0.803 (17.904)
LID 26 0.818 (18.205)
LID 27 0.784 (17.498)
LID 28 0.779(17.391)
LID 29 0.780 (17.409)
LID 30 0.765 (17.088)
LID 31 0.772 (17.233)
LID 32 0.857 (19.035)
LID 33 0.807 (17.970)
Cronbach’s Alpha Coefficients 0.810 0.910 0.947

Composite Reliability 0.810 0.912 0.925

AVE 0.518 0.597 0.604

Moreover, data obtained from the 550 managers of firms operating in service industry
were used to re-test 23 items-three dimension LBT model. The findings of this second
survey also gave evidence for the better model fit for the 23 items-three dimension LBT
model (X?df= 3.958; GFI= 0.861; CFI= 0.940; NFI= 0.921; IFI= 0.940; TLI= 0.933;
RMR=0.043; RMSEA= 0.073). The summary of the model fit indexes of the analyses
mentioned above are given on Table 5.

Table 5: Comparison of Model Fit Indexes

Process Model |X?/df |GFI |CFI NFI IFI TLI RMR | RMSEA
CFA with 28 Items 1 3.985 10.841]0.905 [0.878 ]0.906 [0.897 [0.048 10.074
CFA with 23 Items (LID1, LID7, 2 3.766 |0.878]0.930 [0.907 |0.930 [0.922 |0.038 [0.071
LID13, LID17, LID23 eliminated

(First Order)

CFA with 23 Ttems (Second Order) |3 3.766 10.87810.930 [0.907 |0.930 ]0.922 |0.038 [0.071
CFA with 23 Items for Service 4 3.958 10.861/0.94 [0.921 |0.94 [0.933 |0.043 |0.073
Industry

3.3. Discriminant Validity

Discriminant validity refers to the independence of the dimension and measures of
different constructs should share little variance (Bagozzi and Phillips, 1991). Hair et
al. (2010) stated that the congeneric measurement model supports discriminant validity
because it does not contain and cross-loadings among either the measured variables or the
error terms. As depicted on Table 2 and Table 4, all items were loaded on their respective
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construct without any cross-loadings, which gave an evidence for discriminant validity of
23 items-three dimension LBT measurement model.

3.4. Predictive Validity

Predictive validity, also known as criterion validity or nomological validity (Hair et al.,
2010), seeks to find support for the validity of the construct by investigating whether
it exhibits relationships with other constructs that are in accordance with theory (Li et
al., 2005). In other words it is the degree of correspondence between a measure and a
criterion variable (Bollen, 1989). In literature, leadership behavior constructs were used
to be associated with organizational performance (Liden and Graen, 1980; Yukl, 2002),
innovation performance (Kanter, 1983; Howell and Avolio, 1993; Dess and Picken, 2000;
Aragon-Correa, Garcia-Moreales, Cordon-Pozo, 2007), and employees’ commitment
(Steyrer, Schiffinger, Lang, 2008; Avolio, Zhu and Bhatia, 2004; Bono and Judge, 2003;
Avolio etal., 2009; Walumbwa, Orwa, Wang and Lawler, 2005; Podsakoff et al., 1990). As
depicted on Table 6, three constructs of LBT, were significantly correlated to organizational
performance (OP), innovation performance (IP) and employees’ commitment (EC), which
indicated higher predictive validity of 23 items-three dimensions-LBT model.

Table 6: Correlation Analysis Results

TOL ROL COL OP 1P EC
TOL 1
ROL 0.595%* 1
COL 0.570** 0.829%* 1
OP 0.334** 0.435%* 0.502%** 1
1P 0.334** 0.465%* 0.520%* 0.649** 1
EC 0.457** 0.517** 0.572%* 0.476** 0.474** 1

Correlation is significant at the 0.01 level (2-tailed).
The sources of all constructs and reliability coefficients were also given on Table 7.

Table 7: Sources and Reliability Coefficients of Constructs

Constructs Nurpber of Cronbach.Alpha Source
Indicators Coefficients

TOL 4 0.810 Yukl, 2002

ROL 7 0.910 Yukl, 2002

COL 12 0.947 Yukl, 2002

OP 5 0.777 Khandawalla, 1977

1P 8 0.924 Miller and Friesen, 1982
Prajogo and Sohal, 2006

EC 10 0.914 Mowday, Porter and Steers (1982)

4. DISCUSSION

Leadership behavior taxonomy consist of the constructs of task oriented leadership, relation
oriented and change oriented leadership, which were considered as three independent
dimension rather than three mutually exclusive categories of specific behaviors by Yukl
(2002). Although three-construct leadership behavior model has well-built theoretical
base (see Yukl, 2002), empirical researches sometimes can not support the theory. There
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were inconsistencies between theory and practices. This inconsistency also leaded the
researcher to initiate this survey.

Survey results based on EFA and CFA analyses revealed that 23 items scale for three-
factor model with 10 specific leadership behavior types best represents the factor
structure underlying Yukl’s Leadership Behavior Taxonomy. The leadership behavior
taxonomy (LBT) scale of Yukl was originally contained 19 items representing leadership
behaviors which extracted from earlier leadership studies, models, theories. Then, it
was expanded to 30 (Yukl, 1998), and finally 48 (Yukl et al., 2002) items, which have
been employed in operationalization of leadership behavior construct. Yukl et al. (2002)
increased number of scale items in order to classify more observations. However, more
items (measured variables or indicators) are not necessarily better. Although more items
do produce higher reliability estimates and generalizability, more items also require
larger sample sizes and can make it difficult to produce truly unidimensional factors
(Hair et al., 2010). Moreover, to identify better performing indicators is relevant of most
researches rather than increasing the numbers of indicator. So, the enthusiasm to identify
the better performing indicators (items) to measure leadership constructs was also another
impulsive force in conducting this survey. As been depicted in Appendix, 10 leadership
behaviors are represented by remaining 23 items in scale (1 item for planning, 1 item for
monitoring, 2 items for clarifying, 2 items for supporting, 2 items for recognizing, 3 items
for developing, 2 items for influencing culture, 2 items for developing vision, 4 items
for increasing innovation and learning, and 4 items for implementing change). Although
most of the behaviors are represented 1 or 2 items, implementing change and increasing
innovation and learning are represented 4 items, which leads the researcher to suspect
on whether those items groups represent more than one leadership behavior. Moreover,
the separation of innovation and learning into two different categories as “encouraging
innovation” and “facilitating collective learning”, and the separation of managing change
as “advocating change” and “envisioning change” in the recent study of Yukl (2012) has
justified the researcher’s suspicion. Thus, the sub-dimensions and items of the change
oriented leadership behavior can be examined specifically in terms of represented specific
leadership behaviors in advanced researches.

As indicated previously, Yukl (2012) extended three-factor LBT model into four-factor
LBT model with 15 specific leadership behaviors. Despite the enhanced categories,
some recent researches also suggest that a three-dimensional taxonomy provides the
most useful and parsimonious way to group specific behaviors into general categories
(e.g. Avolio and Bass, 1991; Ekvall and Arvonen, 1991; Yukl, 1999; Yukl, 2002). When
the importance of parsimony considered in researches, 23 item-scale representing three
factor LBT model with 10 specific leadership behavior can be preferred to the extended
leadership behavior taxonomies, which also increase the strength of this study.

Although researches on that subject mostly have been conducted in developed countries,
this survey was conducted in a developing country, Turkey, which constitutes another
strength of this study. Moreover, previously conducted surveys on that issue in Turkey,
mostly focused on two dimensions of leadership behavior- task orientation and relations
orientation (Riizgar, 2018; Giray and Giingér, 2015; Ozdevecioglu and Kamgiir, 2009;
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Akbaba and Erenler, 2008; Coban, 1999). For example, Giray and Gilingér (2015) tested
two-factor leadership behavior scale of Northouse (2004) by conducting a survey on 270
white-color employees working in banking and manufacturing industry. Reliability and
validation analyses results of their survey revealed that 20-item scale measuring two-
factor leadership behavior-relations and task oriented leadership behaviors- represents
leadership behaviors of managers working in banking and manufacturing industry, in
Turkey. However, this survey revealed that rather comprehensive three-factor LBT
model represents leadership behaviors of the managers operating in manufacturing and
service industry in Turkey. So, construct validation and scale reliability of three-factor
LBT model has been conducted for the first time in this study, which constitutes another
strength of this survey.

5. CONCLUSION

This survey focused on the re-assessment of Yukl’s (2002) leadership behavior taxonomy
constructs. For the measurement of many of the variables considered in leadership
research, construct validity is of the utmost importance because constructs or latent
variables were typically measured (Schriesheim and Cogliser, 2009), and construct
validity encompasses all evidence that bears on a construct and its measure (Gottfredson,
1997). In this survey, construct validation of the three-factor LBT model was provided by
using content, convergent, discriminant and predictive (nomological) validity analyses
which increase the strength of this study. The results of those validity and reliability
analyses revealed that 23 items-three factors-LBT model has better fit for the managers
of both manufacturing and service industry in Turkey. Although primary and well-known
researches on that subject have been conducted in developed countries, this survey is
conducted in a developing country, Turkey, which constitutes another strength of this
study.

5.1. Limitations and Implications for Future Studies

This survey was conducted in an emerging country, which has a specific context and
culture settings. So, this survey should be repeated in different culture settings, such as in
a developed country, to enhance the generalizability of 23 item-scale representing three
factor LBT model. Moreover, in further surveys, contextual factors, such as demographic
variables, hierarchical level, organizational and industrial characteristics, work functions,
and environmental stability should be considered. Antonakis et al. (2003) argue that
contextual factors like gender, environmental risk and leader hierarchical level could
theoretically affect the factor structure of leadership behavior scale.

The results of this survey indicate that the current version of the LBT scale is valid
and reliable instrument that can adequately measure three components Yukl’s theory of
Leadership Behavior Taxonomy. Although 23 items-three factor LBT Scale involves
an extended leadership behavior aspects, even any leadership survey instrument it
never promises to account for all possible leadership dimension. It just represents the
simplification of leadership behaviors for better and smooth understanding.
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Appendix: The items of Leadership Behavior Taxonomy

Dimensions Items
(1) Organize work activities to improve efficiency
& (Eliminated-CFA)
é (2) Plan short term operations (Eliminated -Reliability
A Analysis)
a (3) Assign work to groups or individuals Planning
% (4) Clarify role expectations and task objectives Clarifying
_a"; (5) Explain rules, policies, and standard operating process | Clarifying
S (6) Direct and coordinate the activities of unit Monitoring
— (7) Monitor operations and performance (Eliminated-CFA)
E (8) Resolve immediate problems that would disrupt the
8 work (Eliminated-EFA)
S (9) Emphasize the importance of efficiency, productivity,
= and quality (Eliminated-EFA)
& (10) Set high standards for unit performance (Eliminated-

EFA)

(11) Provide support and encouragement Supporting
= (12) Express confidence that people can attain challenging |Supporting
@ objectives
3 (13) Socialize with people to build relationships
8 (Eliminated-CFA)
s B (14) Recognize contributions and accomplishments Recognizing
% E (15) Provide coaching and mentoring Developing
23 (16) Consult with people on decision affecting them Recognizing
QA (17) Keep people informed about actions affecting them
a (Eliminated-CFA)
2 (18) Help resolve conflicts Developing
% (19) Use symbols, ceremonies, rituals, and stories to build
w4 team identity (Eliminated-EFA)

(20) Lead by example and model exemplary behavior Developing

Change-Oriented Leadership Behavior

(21) Interpret events to explain the urgent need for change

Implementing change

(22) Study competitor and outsiders to get ideas for
improvements

Increasing Innovation &
Learning

(23) Envision exciting new possibilities for the organization

(Eliminated-CFA)

(24) Encourage people to view problems or opportunities in
a different way

Influencing Culture

(25) Develop innovative new strategies linked to core
competencies

Developing Vision

(26) Encourage and facilitate innovation and

Increasing Innovation &

entrepreneurship by others Learning

(27) Encourage and facilitate learning by individuals and Increasing Innovation &
teams Learning

(28) Experiment with new approaches Developing Vision

(29) Build a coalition of key people to get change approved

Implementing change

(30) Form task forces to guide implementation of change

Implementing change

(31) Make symbolic changes that are consistent with a new
vision or strategy

Influencing Culture

(32) Empower people to implement new strategies

Increasing Innovation &
Learning

(33) Announce and celebrate progress in implementing
change

Implementing change

Source: Adopted from Yukl (2002). Leadership in Organizations. Fifth Edition, Prentice

Hall Inc., New Jersey.
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Abstract

Why some people do not volunteer? After doing a comprehensive literature review, we
summarized all potential reasons that have been mentioned so far. However, we also
found important discrepancies between different studies. Thus, we concluded that an
exploratory research can be useful to understand why some people do not volunteer.
In this study, by conducting nine focus groups we analyzed why university students
from various disciplines of social sciences do not volunteer in Turkey. Focus groups
were realized with 52 university students in Istanbul. Results revealed that the primary
reason for the reluctance of university students to volunteer was related to trust issues.
In other words, in Turkey, university students do not volunteer as they do not trust
NGOs. Some other important reasons were also discussed in the article.
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UNIVERSITE OGRENCILERININ STK'LARDA GONULLU OLMAMA
NEDENLERi

Oz

Bu ¢alismada yanit aranan temel soru, bazi insanlarin neden goniillii olmadiklaridir.
Goniilliiliik yaziminda bu konuya deginen kuramsal ve gorgiil ¢alismalara iliskin
kapsamli  bir yazin taramasi bize ilgili yazindaki ¢aliymalarim  bulgularimin
birbirleriyle ¢elistigini gostermistir. Bu nedenle, kesifsel ve gorgiil bir ¢alismanin
faydalr olacag diisiiniilmiistii. Bu baglamda, 9 odak grup c¢alismasinda toplamda
52 diniversite ogrencisi ile odak grup goriismeleri yapilarak Istanbul’da egitim
goren diniversite ogrencilerinin neden STK larda goéniillii olmadiklart anlasilmaya
calisilmigtir: Sonuglar, 6grencilerin STK lara géniillii olarak katilim gostermemesinin
temel nedeninin bu kurumlara duyulan giivensizlikle ilgili oldugunu géstermistir.
Oégrencilerin STK ’lara goniillii olarak katilimimin oniindeki diger engeller de arastirma
bulgulari i¢inde sunulmus ve tartisilmistir:
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1. INTRODUCTION

In its most simplistic version, the research question of this study can be defined as “why
some people do not volunteer?” Thus, in this study, volunteering literature is used for
establishing a theoretical framework. On the other hand, the aim of this study is also to
contribute to the volunteering literature. Volunteering means to offer support to others
besides family members or friends without getting a salary or a payment in return. Also,
there must not be any contract between the volunteer and any third parties to get the main
benefit of the volunteer’s effort (Tilly & Tilly, 1994). Therefore, volunteering denotes
spending time by being useful to others and without monetary gain (Smith, 1981). In terms
of behaviors’ formality level, volunteering splits into two groups: formal and informal
volunteering (Wilson & Musick, 1997). Our spontaneous help to others can be accepted
as informal volunteering. However, formal volunteering is defined as being a member
of a formal organization that focuses on solving a social problem and to take on some
responsibilities for that organization. Differently from informal volunteering, formal
volunteering is not a spontaneous act. Formal volunteering is structured, and it has a plan
(Amato, 1990). Formal volunteering is related to restoring some unfavorable conditions
in a local, regional or global environment (Parboteeah et al., 2004). It is important to
note that this study only focuses on formal volunteering. In other words, why people are
not inclined to volunteer informally is not a research question for this study and in this
study, the terms formal volunteering and volunteering are used interchangeably unless
otherwise stated.

Formal volunteering has four main characteristics. It is a longtime activity, it is planned, it
contains volunteer aids and these aids are realized in an organization (Penner, 2002). With
these features, formal volunteering becomes different from spontaneous help that people
offer to their kith and kin (Clary et al., 1998; Penner & Finkelstein, 1998).

A close look at the volunteering literature reveals that the reasons for not being a volunteer
have barely been studied in comparison with the reasons for being a volunteer. For this
reason, in the next sections we look at the literature that focuses on both why people do
and do not volunteer. Later, it is explained why it is still important to inquire why people
do not volunteer, by showing what is missed in all this research. In other words, it shows
the legitimacy of the research question.

2. LITERATURE REVIEW: WHY PEOPLE DO AND DO NOT
VOLUNTEER?

2.1. Demographic Factors

Some research on volunteering found that demographic factors had an impact on
volunteering. The main demographic factors that were related to volunteering were age,
gender, education and profession (e.g. Schoenberg, 1980; Brady et al., 1995). Moreover,
some other demographic variables such as marital status, race, income level, urban life,
and having children, have been used by researchers in volunteering studies. For example,
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according to Gillespie and King (1985), the motivation for those in middle age to help
others and contribute to society was higher than in young people. In some research, it was
found that in individuals of middle and senior age, the motivation to volunteer originated
from altruistic feelings; however, the volunteering motivation of the young was correlated
with their career plans and their worry about future. Thus, the young saw volunteering
as an opportunity to get a kind of education and to learn new things (Frisch and Gerrard,
1981). On the other hand, other research reported the exact opposite, by saying teenagers
were more inclined to volunteer than young adults (Schoenberg, 1980). Another study
on the relationship between age and volunteering found that young adults were usually
interested in being a volunteer for political, ethnic or education related causes, while
middle aged and senior individuals were interested in volunteering in social services
(Wilson, 2000).

Another demographic variable that could have an impact on why people volunteer is
age. Some researchers used a feminist approach to explain the differences between men
and women in terms of being a volunteer. According to them, since women are more
caring, they are more willing to volunteer than men (Gilligan, 1982). However, although
women really were more willing and motivated to volunteer than men, practically,
volunteer behavior between women and men was slightly different in favor of women
(Einolf, 2011). Interestingly, some research that was conducted in the US revealed that
the gender of volunteers was mostly female (U.S Bureau of Labor Statistics, 2008). All
these discrepancies between different studies might imply that it is impossible to explain
why people do or do not volunteer by referring to a simple independent variable like sex
or gender.

As it was mentioned above, there are some claims which argue for a relationship between
education and volunteering. Education can be seen a building block that transfers social
norms, values and beliefs from one generation to another (Turner, 1997). Some research
reported that the more the education level goes up, the more the volunteering behavior of
individuals increases. In other words, if the education level is high, then it is plausible to
expect to see a high level of volunteering in that country (Parboteeah et al., 2004). Since
education supports the ability of the individual to develop empathy, and increase their
self-confidence and self-awareness, it would be logical to expect a relationship between
education and volunteering (Brady et al., 1995). According to Penner (2002), education
does not only affect the possibility of being a volunteer, but it also positively affects the
duration of volunteer activities and volunteering in general (Penner, 2002).

In addition to age, gender and education there were some other demographic variables that
might affect volunteer behavior. For instance, DeVoe and Pfeffer (2007) argued that some
professionals, whose salary was determined per hour, were less willing to volunteer since
they evaluate the time by considering its material meaning; the money. As was indicated
before, volunteer activities should not cause any direct material acquisition, and which
is why some professionals see volunteering as a waste of money for themselves. On the
other hand, if professionals have leisure time, then this would increase the possibility of
volunteering. However, it is exact opposite for unemployed people. It was reported that
although unemployed people had more free time than professionals, their volunteering
time was less than employed people (Wilson, 2000).
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As Curtis et al. (1992) indicated, it was more likely to see more volunteer effort in
prosperous countries because the urbanization was higher in those countries. With
urbanization, industry and professionalization advance; thus, the workforce advances as
well. It was reported that people spent more time for volunteering when their life quality
increased and their basic needs were met easily. It was also found that higher education,
higher income, being married and having a permanent residence would increase the
possibility of being a volunteer (Smith, 1994 & Musick et al., 2000).

Finally, in volunteering literature, it can be mentioned that there is evidence of some
research arguing that there is a relationship between having children and volunteering.
Wilson and Musick (1997), for example, claimed that since families with children were
more inclined to be in touch with other parents, teachers and with children, they would
be faced with volunteer options more easily than other people in society because these
confrontations help them to seize social needs and to call them to take responsibility.

2.2. Religion

It would be plausible to think that religion might affect volunteering because almost all
religions and belief systems advise their believers to help others by sharing both material
and non-material acquisitions. However, a comprehensive review of volunteering literature
reveals that the relationship between religion and volunteering is more complicated.
Moreover, similar to the demographics-volunteering relationship, findings of different
studies on how religion might affect volunteering, contradict each other.

Religions usually aim to achieve better societies by directing people to sacrifice and to
have mercy for others (Ludwig, 2000). Some research found that if being religious was
a common attitude among individuals of a society, then volunteering behavior was also
common (Parboteeah et al. 2004). Some other research, however, claimed that it was
too naive to expect a simple and linear relationship between religion and volunteering
(Bekkers, 2003; Ruiter & Graaf, 2006). According to Social Network Theory, to be
able to explain volunteering in terms of religion, one must take church attendance into
consideration. Research found that church membership was not a factor that might affect
volunteering and claimed that visiting church regularly is the main determinant (De
Hart, 1999; Hodgkinsoni et al., 1990; Watt, 1991; Wilson & Musick, 1997). Research
also reported that there was no difference between volunteer and non-volunteer church
members in terms of intrinsic motivation -e.g. to help someone- (Cnaan et. al., 1993).
However, church members, who visit their churches regularly, have a social network
as a return from their visits. As Bekkers (2003) identified, being a part of this social
network increases the potential of individuals to volunteer. There are several reasons for
this situation. First, the volunteering related information diffuses rapidly in that social
network (Bekkers, 2003; Wilson & Musick, 1997). Second, the call for volunteering is
repeated until someone from the social network takes the responsibility (Bryant et al.,
2003; Musick et al., 2000). And third, it is almost impossible to refuse these calls for
members of that social network (Snow et al., 1980). Therefore, since individuals visit
churches regularly in devoted societies it would be logical to expect more volunteering
there (Kelley & De Graaf, 1997).
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There are important differences between religions, though almost all of them advise
their believers to help others. Thus, it would be plausible to ask this question: Do all
religions affect volunteering in the same way? Research aiming to answer this question
highlighted that there was a negative correlation between the hierarchical level of a
religion and volunteering among the believers of that religion. The level of reciprocal
trust between the believers of hierarchical religions is generally low and because of this,
volunteering activities are rare. Traditional religiousness sees religion as a set of rules;
it also resists change, is not in favor of diversity and is conservative. Thus, it can be said
that traditional religion is quite different from secular religion. In volunteering literature,
some researchers reported that there was no correlation between traditional religiousness
and volunteering; moreover, some research found that traditional religiousness affects
volunteering negatively (Van Tienen et al., 2011; Taniguchi & Thomas, 2011). It was seen
that people who believed in religion by following a traditional way, without questioning
or reviewing it or by taking the actual time into consideration, prefer to volunteer as a part
of their religious duties. Additionally, those people usually prefer informal volunteering.
As Uslaner (2002) indicated, people who traditionally believe in a particular religion
usually trust only their religious brothers and see other people from different religions as
a threat. As a result, it can be said that religion might influence trust and the level of trust
might affect the formal volunteering behavior of individuals within a society.

2.3. Cultural, Social and Institutional Factors

Today, almost everyone mentions the variability in meaning of a social phenomenon
from one culture to another. Due to this, “How a phenomenon is affected by cultural
differences” is a widespread and popular research topic especially in social sciences. In
this context, the possible effect of culture on volunteering has been studied by several
researchers. A specific dimension of culture, individualism-collectivism, has in particular
been the subject of numerous studies in volunteering literature.

In its general meaning, collectivism refers to a cultural value that represents a preference
for a tightly-knit framework in a society in which individuals can expect their relatives
or members of a particular in-group to look after them in exchange for unquestioning
loyalty. On the other hand, individualism is a value that highlights individual autonomy
and self-benefits (Hofstede, 1984). House et al. (2004) deals with collectivism under two
different subjects: social collectivism and in-group collectivism. In this context, social
collectivism identifies the level of possibility of individuals to do something collectively,
while in-group collectivism defines helping members’ inner circles like family members
and colleagues (House et al., 2004). It would be more appropriate to relate social
collectivism with volunteering because social collectivism ensures a broader perspective
than in-group collectivism. Parboteeah et al. (2004) found that the volunteering rate was
quite high in collectivist societies that aimed to maximize society’s welfare. In collectivist
societies, individuals are concerned about the problems of others, which is why they also
have social cohesion. This social cohesion makes it more probable that individuals of
collectivist societies reach each other through volunteering.

A review of volunteering literature reveals that political factors and institutions have
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been treated as possible antecedents of volunteering. One concept that was analyzed in
this term was liberal democracy. Liberal democracy is related to the level of a political
system in bringing freedoms and having democratic institutions and rules (Bollen, 1993).
Societies that are ruled with liberal democracy give their citizens the right of organizing
freely and independently. Moreover, in liberal democracies, citizens have a right to be a
member of any legal organization. Thus, liberal democracy empowers social cohesion
and communication between citizens (Wilson & Musick, 1997). In liberal democracies,
citizens have a right to establish NGOs as well as being a member of them. Obviously, this
freedom would affect volunteering. Moreover, in liberal democracies citizens can express
their thoughts and ideas freely. All these conditions prepare the necessary infrastructure
for volunteering and it was found that the rate of formal volunteering is considerably
higher in liberal democracies in comparison with authoritarian regimes (Parbotecah et
al., 2004).

Finally, it was frequently emphasized in volunteering literature that the concept of trust
was one of the possible factors that might affect volunteering. In this context, Uslaner
(2002), dealt with the concept of trust as one of the main moral values that encourages
civic engagement. A study from the US reported that individuals who believed and
trusted others perform more volunteer action than individuals who do not trust others.
Additionally, the former group also donated more money to NGOs than the latter (Brooks,
2005; Wang & Graddy, 2008). However, it must be noted that the level of trust in a society
is primarily related with how institutions, especially the legal system, perform.

2.4. Motivation and Personality

One of the factors that can trigger volunteering is motivation. A volunteer motivation
model that was developed by Clary et al. (1998) also revealed the backbone of the
Functional Approach to Volunteerism. This approach suggests that motivation leads
individuals to long-term and consistent volunteering and it also determines how
volunteering would be experienced. For example, according to the Functional Approach
to Volunteerism, satisfaction from volunteering is highly related to motivation. So, if the
gains from volunteering activities fitted to what individuals had expected before starting
volunteering (their motivation) then they would feel satisfaction and would continue
being a volunteer (Clary et al., 1998). Additionally, it was also found that understanding
what motivated an individual to go to an NGO and targeting that motivation by giving
inspiring speeches would positively affect volunteers (Clary et al., 1998).

Perception of autonomy affects the motivation to volunteer. It was argued that individuals
should feel autonomy to be able to be motivated to volunteer (Deci et al., 2001).

Ryan and Deci (2000) classified motivation under two different categories: intrinsic
and extrinsic. It was reported that intrinsic motivation of volunteering resulted in more
satisfaction and continuity to volunteer (Deci et al., 2001). Extrinsic motivation, according
to Deci and Ryan (2000), is usually related to meet the demands of others, to gain new
values, or it sometimes related to the need to do something good because of feelings
of guilt. In comparison with intrinsic motivation, the durability of extrinsic motivation
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would be weaker.

In terms of the common personality traits of volunteers, research found that volunteers
were more self-confident, self-sufficient and optimistic than non-volunteers (Allen &
Rushton, 1983; Hart & Fegley, 1995; Pancer et al., 1998). Moreover, it was also reported
that volunteers were more dedicated to work and had more successful academic records
in comparison with non-volunteers (Kirkpatrick et al., 1998).

2.5. Organizational Factors

An analysis of volunteering literature revealed that both NGOs and other institutions
within a society (i.e. education institutions) affected individuals’ decisions for being (or
for not being) a volunteer. In some social organizations, volunteers are not seen as key
people; instead, they are treated as if they were supporting units for salaried employees
(Bowman, 2009; Brudney & Gazley, 2002; Gidron, 1987). When this situation cannot be
managed professionally, it is possible to observe interpersonal conflicts in an organization
and how these conflicts would lead volunteers to leave the organization. Conflicts between
salaried professionals of an NGO and its volunteers could be related to duty stations,
roles, extra work hours, lack of trust, and differing priorities (Kruetzer & Jager, 2011;
Macduff, 1995; Musick & Wilson, 2008). Some researchers suggested that it would be
useful to apply human resources functions such as employment, performance evaluation
and job exit meetings not only for professionals but also for volunteers (Connors, 1999;
Forsyth, 1999; Haivas, 2009; Hood, 2002; McCurley & Lynch 1997).

Some macro institutions could also affect volunteering within a society. In some developed
countries like the US, Canada and Australia, volunteering would be a prerequisite for
applying for a job (Hall et al., 2001; Baum et al., 1999; Serrow, 1991). For this reason,
high school teachers encourage students to perform volunteer activities as much as
possible and to reveal the experience in their resumes. Thus, it has been observed that
students having volunteering experience in NGOs were preferred by employers if they
had all other required qualifications. The main reason for this is that students who have
volunteer experience are seen as better than graduates who have not ever volunteered, in
leadership, critical thinking, and problem solving. In addition, volunteers’ self-confidence
level is also better than non-volunteers (Astin et al., 1999; Astin & Sax, 1998). Thus,
in developing countries young people face the necessity of being a volunteer because
schools and employers attribute positive meanings to volunteering (Katz & Rosenberg,
2005). Thus, as Hart et al. (2007) indicated, organizational support for volunteering could
increase the level of volunteering, especially in developed countries.

Like the US and Canada, China also supports volunteering by encouraging students
to volunteer in an NGO. China invests large amounts to create opportunities in which
students can perform volunteer activities. By doing so, China targets the establishment of
a society that has better harmony (Xu & Ngai, 2011).

2.6. Why Some People Do Not Volunteer

As was mentioned before, studies on why individuals do not volunteer are quite rare. One
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example was conducted by Gaskin and Smith (1997) and according to this study, 40% of
the respondents mentioned time constraint as a main reason for not being a volunteer in
an NGO. In second place, 28% of the respondents said that no one had ever offered them
a volunteer opportunity which is why they never experienced a volunteer activity.

In a study that was conducted in Texas, individuals were asked why they had never
volunteered (Maritim, 2008). Respondents again mentioned the time constraint; however,
interestingly they showed a lack of information as the main excuse for their inexperience
in volunteer activities. They mentioned that they had no idea where and how they could
be a volunteer.

2.6.1. Research on Volunteering in Turkey

Like international literature, it is hard to find a study that was conducted on why people
do not volunteer in Turkey. However, it is important to add that it is also quite difficult
to find a study on why people do volunteer in Turkey. Taysir et al. (2013) analyzed
what motivated top executives of leading NGOs in Turkey to volunteer, and their study
revealed that the primary reason was altruism. This study also found that different age
groups had different motivation for being volunteers, while the NGO’s mission did not
have any impact.

Palaz and Boz (2008) also reported that mainly altruistic motives drove adults to volunteer
activities in Turkey. Searching for personal success and collectivism came in at second
place according to this study. Thus, it can be thought that people in Turkey are inclined
to volunteer by personal sacrifice and perform their volunteer activities by following a
variety of moral, religious and traditional feelings.

The Third Sector Foundation of Turkey (TUSEV) is an NGO that aims to be an umbrella
organization for the civil sector in Turkey. TUSEV also regularly does research for
understanding volunteer profiles and volunteer tendencies in Turkey. TUSEV reported
that the volunteer ratio to population was not more than 10% while this number was
18.9% in Europe. In conjunction with this finding, 71% of NGOs in Turkey stated that
they did not have adequate number of volunteers (http://www.tusev.org.tr/tr/arastirma-ve-
yayinlar/tusev-atolye/sivil-toplum-ile-ilgili-istatistikler).

2.6.2. Critics of Volunteering Literature

A comprehensive analysis of volunteering literature revealed why individuals do not
volunteer has not been studied adequately, although there was a large body of research
on factors that motivated individuals to volunteer. It is understood from the literature
review of the volunteering concept, sometimes implicitly and sometimes explicitly, it
was presumed that if main motivators were covered then individuals would volunteer. In
our opinion, this would be a problematic approach to a social concept like volunteering.
In other words, it is necessary to conduct research that directly asks why people do not
volunteer.

In addition to the lack of research on why people do not volunteer, research on what
motivates people to volunteer seems open to criticism. The literature review of volunteering
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revealed that research on what motivated people to volunteer did not analyze all potential
antecedents; instead, each study treated one or two independent variables as if they were
enough to account for why people volunteer. Obviously, this would be not enough to
understand a deeply social concept like volunteering. For example, it was mentioned
before the existence of studies that reported a positive correlation between welfare/being
rich and volunteering. However, according to the Charities Aid Foundation’s (CAF)
World Giving Index, Turkey was listed as 132nd among 135 countries. On the other
hand, according to the World Prosperity Index Turkey was 78th among 142 countries.
In this same index, Iran’s position was 106th while being in 19th position in the World
Giving Index. It should be stated explicitly that these are not exceptional examples. If the
two indexes® were compared by considering the logic that we followed, it would be seen
that countries at the top of the World Giving Index were not always the economically
prosperous countries. To sum up, it could be thought that there is not a generalizable
relationship between economic prosperity and volunteering.

Volunteering literature contains some studies that defend the statement that education
affects volunteering positively. However, the Education Index of United Nations
Development Program* revealed that Turkey was in 69th position among more than 187
countries while it was in 132nd place in the World Giving Index. Haiti on the other hand,
was 168th in the UNDP’s Education Index while their position in the World Giving Index
was 40th. Thus, this evidence makes the positive impact of education on volunteering
questionable. Besides, this argument is contradictory to the other argument that suggests
volunteering is related to intrinsic motivation.

Religion was one of the other antecedents of volunteering in the literature. It seemed to
us that religion would affect mostly the subject and the direction of volunteering instead
of the decision to be or not to be a volunteer. For example, Thailand, the most religious
country in the world according to Gallup International’s survey®, was in 21th place in
the World Giving Index. 94% of Thailand’s population defined themselves as religious.
Hence, this result might lead us to an idea that there is a positive correlation between
religiosity and volunteering. However, the second most religious country in the world,
Armenia, was in 120th place in the World Giving Index. Finally, Turkey, a country in
which 79% of its population defined themselves as religious, was in 132nd place in the
World Giving Index.

Itis possible to doubt that collectivistic tendencies of a culture would increase volunteering
in a society. For example, the US was in 2nd place in the World Giving Index but is also
the most individualistic country in the world®. Like the US, Canada is another country
where an individualistic culture is dominant. However, Canada followed the US in the
World Giving Index in 3rd place. Turkey on the other hand, has a collectivist culture but

3 For 2014 World Giving Index https://www.cafonline.org/docs/default-source/about-us-publications/caf
wgi2014 report 1555awebfinal.pdf; for 2015 World Prosperity Index

http://media.prosperity.com/2015/pdf/publications/P12015Brochure WEB.pdf (Accessed, 29.11.2015)
4 For the Index http://hdr.undp.org/en/content/education-index. (Accessed, 29.11.2015)

5 For the Survey http://www.wingia.com/web/files/news/290/file/290.pdf (Accessed, 29.11.2015)

6 Collectivism and Individualism levels of different countries can be seen at

http://www.kwintessential.co.uk/map/hofstede-individualism.html (Accessed, 29.11.2015)
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as was mentioned, it was one of the worst three countries in the World Giving Index.

There was some empirical research in volunteering literature (e.g. Parboteeah et al.,
2004) that reported liberal democracy would positively affect volunteering. Obviously,
the existence of a deeply rooted democracy in a country might influence volunteering
positively since it gives a better environment for organizing and for being a member of an
organization. However, a country like Iran can be found in 19" place in the World Giving
Index while being in 131th place among 142 countries in terms of personal freedoms.
Thus, it can be said that the lack of a liberal democracy cannot be a fully explanatory
reason for being or not being a volunteer.

Volunteering literature suggests that the level of trust in a society would affect the level
of volunteering. Turkey could be an example of this claim. In a trust index’ that was
composed by considering the agreement level of people for the statement “people are
generally trustworthy”, Turkey was third from last among 57 countries. As was mentioned
before, Turkey was also third from last in the World Giving Index. However, although
Ghana was quite similar to Turkey in terms of trust level (53/57) the country had much
higher place than Turkey in the World Giving Index (54/142). Iran is also another example
of a country where the trust level is considerably low whereas the volunteering level is
perfectly acceptable.

Volunteering literature emphasizes the importance of encouraging volunteering via
institutions. In our opinion, encouraging volunteering by using institutions cannot be a
sustainable way to increase volunteering in a society. In other words, if volunteering
was required as part of educational life or careers, then it would probably not go beyond
a onetime volunteering activity as individuals may perform volunteering just to have a
legitimate resume. Besides, in most of the countries that were placed in top levels of the
World Giving Index there is not this kind of institutional encouragement.

The concept of motivation and personality as a potential impact on volunteering has been
studied by several researchers. However, these works focused on individuals who were
already volunteers. In other words, these studies cannot provide an answer to the question
of why people do not volunteer.

As a result, existing literature still needs new research to understand why people do not
volunteer, and the following chapter will explain the methodology of our study that aimed
to make a humble contribution to fill this gap.

3. METHODOLOGY

Although volunteering is an activity that is performed by people from different age groups,
it is well known that what motivates individuals to volunteer may differ in accordance
with age (Taysir et al., 2013). By considering this fact we thought why people do not
volunteer may differ in accordance with age as well. Thus, in this study we focused on

7 For the Index http://ourworldindata.org/data/culture-values-and-society/trust/ (Accessed, 29.11.2015)
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university students. For several reasons like having more free time, being socially aware,
and needing social capital, it was logical to expect university students to volunteer. Thus,
we presumed that understanding this group’s reasons for not being a volunteer had a
priority. We also presumed that students from social sciences related disciplines had more
information about the civil sector and NGOs because the courses they took during their
education contained topics related to these concepts. Thus, in this study we analyzed
why university students from various disciplines of social sciences do not volunteer. All
respondents who participated in focus groups were students in Istanbul area.

Our research question aimed to understand the reasons for specific behavior, which is why
we undertook an in-depth analysis. Thus, it was preferred to use the focus group method,
one of the qualitative research methods that makes possible to do an in-depth analysis.
A focus group is a collective activity that aims to reveal different views about a specific
concept (Kitzinger, 1994). As Morgan (1997) stated, during focus groups, respondents
have the chance to interact with each other and these interactions provide an opportunity
for the researcher to produce the desired phenomenon; however, one-to-one interviews or
surveys do not have this advantage.

For this study, all focus groups were conducted in a silent room where respondents could
see and hear each other easily. The respondents and the moderator sat around a round
table during the focus groups and all the focus groups were recorded. Each focus group
contained 6 to 10 people. In order to prevent one viewpoint dominating other ideas and
influencing the comments of others, some methods were followed in the focus groups.
First, at the beginning of each focus group, it was clearly stated that there would be
no right or wrong answers to our questions. It was also highlighted that the diversity
of answers would enrich our understandings. Second, for creating an ideal in-group
diversity for a homogenous group (university students), diversified groups were formed
by considering gender and grade as Bloor et al. (2001) suggested. Moreover, respondents
were encouraged by the statement that there was no hierarchy between them and the
moderator. Each focus group lasted 60-90 minutes depending on how many students a
group contained, and respondents did not feel a time pressure to answer a question. In
total, nine focus groups were conducted between February and April 2016. As Morgan
(1997) suggested, during the focus groups general questions were asked first and then
details were discussed. Thus, respondents initially started feeling relaxed and then later
they started expressing their ideas and feelings more easily and comfortably.

Special attention was given to create a balance in terms of respondents’ gender. Thus,
focus groups were realized with 29 females and 23 male students. Since respondents
were university students their ages varied between 21 and 25 and 71% of them had no
job. All voice records were fully transcribed into a written form and analysis was done
through those texts. Focus groups were conducted in the Turkish language as were the
transcriptions. Excerpts that are used here in this article were translated to English by
authors of this article and the back translation was done by a lecturer who is native in both
languages. There was no any significant difference between the originals and translations.
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4. FINDINGS

Considering the analysis of focus groups, it can be said that the main reason for university
students not being a volunteer in an NGO is related to trust issues. In focus groups,
students explicitly mentioned that they do not trust NGOs. Moreover, our focus groups
revealed that also students had negative perceptions about NGOs. Under the following
titles these findings will be discussed.

4.1. 1 Do Not Trust NGOs

Our focus groups revealed that university students in Turkey do not volunteer mostly
because of a lack of trust in NGOs. When we expanded this finding by asking additional
questions to the students, we discovered that there were different reasons for the lack
of trust in NGOs and one reason was related to finding NGOs politically engaged in an
ideology. In this context, A1® explained her reason for not being a volunteer like this:

“I do not volunteer because of the political environment. I imagine for example, if I was
a member of an NGO or if I volunteered in an NGO, which political party would be the
executives of this NGO? Do they agitate me? For example, [ was taking a scholarship
from Association for Supporting Contemporary Life (CYDD). ‘If you do not come to our
office we will cut your scholarship’ they said. Since CYDD is a Kemalist organization,
they try to impose its ideology, they force us to come. You can never know what the
future brings. Maybe their Kemalist ideology will be destroyed and we would be on file.
Because of this fear I cannot join any NGO. Since [ avoid being involved in a political
activity I hesitate to join any activity of NGOs.”

Another student, 11, explained why she did not trust to NGOs with these words:

“There is no evidence that our help would reach people who need them. They (NGOs)
cannot prove this. We do not know... That is why we cannot trust them. This problem
may block our inclination to help. I cannot know if my help would reach people who
need it.”

A male student, O1, stated that his lack of trust did not only relate to NGOs but also
related to politics and even to sports.

“I have started being afraid of our people, for example, recently, Deniz Feneri®... We
have transformed into schizophrenics, we doubt everything, we do not know where our
money goes to. Politics, sport, NGOs, all fraud... I do not think that I can be helpful in
this environment.”

Uslaner (2002) argued that if general trust, which symbolizes an individual level of
trust for strangers, is low then it can be expected that that individual probably will not

8 Names were not revealed in order to maintain contributors’ anonymity.
9 Deniz Feneri is a Turkey based international aid agency. It was accused of corruption; however, in 2015 this
organization was acquitted by the Court.
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volunteer. It was mentioned that trust level is extremely low in Turkey. Coherently with
this situation, in our focus groups,-students expressed their lack of trust in both people
and institutions and they also stated that this was the main reason for them for not being
a volunteer in an NGO.

In addition to their lack of trust to NGOs, most of our participants stated that they thought
NGOs were not sincere in their causes and they boasted. In this context, a male student’s
comments could be an example. S1 mentioned his uneasiness when seeing popular people
on TV in terms of volunteering:

“I do not know if you have ever seen (celebrities), especially on TV? In my opinion those
people are always pretentious. I cannot be like them. I cannot try to be popular through
volunteering...”

E1 on the other hand, criticized people who contributed NGOs as a volunteer with egoistic
motivations and blamed them for being self-seeking:

“There are people who come to (NGOs) with various aims other than goodness. I feel
sorry when I hear this. There are people who volunteer just to add this experience to their
resumes. That is why I found some parts of volunteering as just for show. Even if we do
good things there, since there is a “show” I do not want to volunteer.”

Interestingly, as was indicated earlier, volunteer literature contains dozens of studies
that indicate how important the encouragement of schools and other institutions is for
volunteering. For example, in some western countries like the US, Canada and Australia,
volunteering experience is asked for as a prerequisite for applying for a job (Hall et
al., 2001; Baum et al., 1999; Serrow, 1991). However, although volunteering literature
insisted that this kind of approach may cause more volunteering activity in a society,
our findings revealed that volunteering that comes from egoistic needs and enforcement
would alienate youth from volunteering. Obviously, this finding can be related to culture
and religion because in Turkey, where Islamic culture has a primary role to shape one’s
norms, values, behaviors and perceptions, it is shameful to show your help to others.
Additionally, it is suggested to help others confidentially since the opposite of this
behavior would harm the feelings of the person who is in need. However, in our opinion,
this finding can also be generalizable to other cultures where the impact of religion is
strong on shaping individual’s values because “the left hand should not see what the right
hand does” is common advice in almost all divine books. It is a well-known fact that the
motivation to volunteer can be egoistic, altruistic or mix of both. However, our findings
told us that seeing volunteers whose motivation was mostly egoistic would be a reason
for others not to volunteer.

4.2. Nobody Taught Me How to Volunteer

For university students, the second reason for not being a volunteer in an NGO in Turkey
is that they cannot see positive examples in their close circles, and their families do not
want them to be involved in organizational activities. In other words, instead of motivating
their children for volunteering, families ask them not to volunteer in an NGO mostly
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because of having trust issues in organizational activities. I1 explained this situation with
these words:

“There are no such people in our environment; we do not have friends who volunteer. It
might have been different if a friend of mine had taken me to an NGO.”

Like us, Oliveira et al. (2013) found that it was highly important for the young to have the
perception that their volunteer efforts would be appreciated by their friends and families.
Otherwise, their intention to volunteer would disappear.

Another participant, D1, said that not only her friends but also her family have never
encouraged her to volunteer. Interestingly, D1 gave an example and mentioned how her
family treated beggars when they knocked their doors. She said her family always refused
beggars by saying “you are healthy, so you can work”. In our opinion, this reaction to
beggars, which is common in Turkey, is again related to having trust issues because it is a
very ordinary situation to see healthy people who pretend they are disabled or are in need.
Even the news on television always displays these kinds of images.

Gaskin and Smith (1997) found that 44% of volunteers indicated that they learnt
volunteering from their families or friends. Thus, our findings showed that volunteering
is not encouraged enough by either families or friends. Since students did not have
encouragement, guidance or information from their friends and families, as Maritim
(2008) indicated, they have not volunteered in an NGO.

Finally, some students also explained why they did not volunteer by indicating that they
did not want to worry their families. For example, S1 mentioned this situation with these
words:

“Recently I told my mom people were protesting about preserving environment in Artvin
(a city of Turkey closes to the Georgian border) and she replied to me by asking what I
would do there. Therefore, I could not go.”

As Callero et al. (1987) indicated, the effect of parental attitudes was one of the three
factors that would direct people to volunteer in the first place. So, if a young person
thought that their parents would worry about them, then they would hesitate to volunteer.

4.3. Personal Reasons: I Do Not Have Enough Time to Volunteer...

Some of the reasons that the participants mentioned could be collected under the title of
“personal factors”. Among these personal reasons, the lack of time was the most often
mentioned one for not being a volunteer. For example, M1 explained his lack of time,

which makes impossible for him to volunteer, with these words:

“Business rush, school rush... I can hardly create time for going to the cinema at weekends
and that is why it is really hard for me to find time to volunteer.”
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Another male student, O1, thought that volunteering was a full-time job that would demand
all his time. For this reason, O1 thought that it was impossible for him to volunteer. O1
stated that he wanted to make a big contribution for people who are in need and for O1, it
was useless to create small impacts by being a volunteer in an NGO.

“If I was a volunteer I would fully dedicate myself. Now I have very limited time. I desire
to make a huge contribution.”

This perception (to want to make a huge contribution) was also mentioned by some other
students without establishing its relation to time. Therefore, it will be discussed later
under another title.

In addition to lack of time there were other personal reasons for not being a volunteer.
These are laziness/instability, running from responsibility, phobia, obsessions and
shyness. For example, E2 indicated that she has never experienced a volunteer activity
because of her instability:

“In fact, it (NGO) should be visited regularly but I am against regularity. I cannot wake
up and go there each Saturday; I do not even attend my classes regularly. This is the only
reason. If it was little bit flexible, if there was no schedule, I may go.”

B1 also mentioned that not only being a volunteer but also performing any action that
requires regularity, bored him:

“If something became regular and took an ordinary shape then it is boring for me. Then it
is not volunteering but obligation. Thus, I do not want to do it.”

N1 also stated the same by criticizing herself with these words:

“For example, I enrolled in a course for learning English; however, after a point I did not
continue. Or, when I was at high school, I started learning music but I left after two or
three classes. Always instability...”

As Kirkpatrick et al. (1998) indicated, volunteers are more consistent individuals than
non-volunteers and volunteering requires dedication to work.

Laziness is also another personal factor that keeps students away from volunteering. Like
T1, so many respondents stated that although they thought of being a volunteer, due to
laziness, they did not apply to any NGO to be a volunteer:

“I am so lazy; I do not condescend to move from here to there. I always had it in my
mind to join (being a volunteer) but since I am lazy I have never joined (in a volunteer
activity).”

Some students explained their reason for not being a volunteer by saying that it requires
an individual to take on responsibilities. M2 for example, stated that she saw volunteer
activity as a burden and because of this she has never tried to volunteer:
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“Being a volunteer seems to me to be a responsibility and I am not sure whether I want
to take on that responsibility. Sometimes I think about it, but it seems to be to me a real
burden.”

S2 and O1 mentioned their phobias and they said because of their obsessions and/or
their fears they could not join volunteer activities. Although we did not ask any question
specifically about animals, O1 imagined NGOs that take care street animals and said:

“I cannot even touch them. I run away even if I see a cat around me.”

S2 stated that she perfectly understood O1’s situation by adding she also had similar
phobias about animals:

“It is not because I am uncompassionate but it is because I do not have sympathy for
animals.”

It is important to highlight once again, students were not asked why they did not join
any volunteer activities for saving animals; instead, they automatically remembered their
phobias by thinking about animals when they were asked why they have not volunteered
so far.

Allen and Rushton (1983), analyzed volunteers’ common characteristics and found out
that volunteers were more self-confident and optimistic than non-volunteers. Thus, it
can be thought that having obsessions and phobias may decrease the chance of being a
volunteer. Correlatively, another female student, C1, said that she was shy and explained
how this shyness prevented her from volunteering:

“I guess because of shyness I have not been able to get involved with volunteer activities.
Since volunteering is not a widespread behavior in our society I hesitate to take to the
initiative. For example, if I see people or an organization that volunteer, then I would join
them with pleasure, but I do not want to lead.”

As can be understood from her explanation, because of her shyness and hesitation, C1 did
not want to start any volunteer efforts but she was ready to be directed. Since she did not
observe any volunteers among her peers, who may help her to join an NGO, C1 has not
dared to volunteer so far.

Another interesting reason was stated by B2. B2 established a relationship between his
unwillingness to volunteer and his despair for the future. B2 stated that nobody in Turkey
was hopeful for the future and he added that because of this he has never taken any action
for society. Thus, his pessimism led him not to volunteer:

“I am hopeless for the future. I also have learned helplessness. It is all over. Only the
conditions of hopelessness change, that is it.”

B2’s comments were compatible with Janoski et al. (1998) who suggested that individuals
would volunteer if they believed that their efforts will have a positive impact on society.
Thus, individuals who think that their efforts would not be beneficial in terms of social
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change, would not volunteer.
4.4. Prejudices, Biases, and Early Experiences

Our focus groups revealed that some students had prejudices which emerged from their
perception of needy people that they may be in contact with during their volunteer
activities in NGOs. Some students explained their reason for not a being a volunteer by
stating that they hesitate to have contact with old, disabled and/or sick people. Needless to
say, we did not ask them any specific questions about this topic; however, some students
brought these concerns as some of their reasons for not being a volunteer. For example,
M3 explained his perception of a needy person with these words:

“A friend of mine was visiting orphans. He asked me to join him, but I refused. ...Or you
go to hospital... Some people have no arms; some of them have no legs or some of them
are blind. This makes me uncomfortable. When you get in touch with (sick) children on
the other hand, there will be a tie between you and them. Then I start thinking that they
would die. This also makes me uncomfortable. That is why I do not go (to an NGO that
supports orphans, cancer patients, children etc.)”

S1 also shared the feelings and ideas of M3:

“Alot of people feel peaceful and happy when they join an NGO. Since I thought it would
not happen to me I have never attempted to volunteer. I thought I would feel uneasy if
I joined an NGO as a volunteer. It may make me feel happy to make them happy but I
would feel very bad when I see them.”

It was interesting for us to see that, like M3 and S1, some other respondents imagined
disabled, old and sick people when they were asked their reasons for not being a volunteer,
and they did not think of other kinds of volunteer activities. In other words, our respondents
mostly imagined volunteer activities for individuals and they rarely imagined the social
movements or think tanks or projects for protecting the environment. In our opinion, the
media might have been a reason for this situation because TV channels especially, always
air some ads or other announcements that ask for donations for sick children.

In our focus groups, some respondents mentioned their childhood experiences in terms of
volunteering and added that this early experience caused a kind of trauma for them. This
“traumatic” experience, later, turned into a hindrance for being a volunteer. E3 explained
her negative experience and the impact of this experience on her with these words:

“It might be my trauma. I actually prefer not to talk about it but let me explain... I was
at elementary school and we visited an orphanage; the orphans were really small, like
5-6 years old. I was 9 or 10. We played together, we chatted... We gave some things
(presents) to them. And one little girl cried a lot when we were leaving. I won’t join an
NGO because I don’t want to experience a similar incident again.”

Although E3 criticized herself by calling herself selfish, it is obvious that her early
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experience now creates a distance between volunteering and herself because she explicitly
has a fear to face with the same negative experience.

Despite the volunteering literature mentioned the possibility that having contact with
volunteering in the early years of life would increase the possibility of being a volunteer
in later years, it is also possible that this early experience may cause a phobia, especially
if confronted with a negative incident in that first meeting.

4.5.1 Need Autonomy and I Want to be a Superhero

In our focus groups, respondents consistently emphasized that instead of being a volunteer
in an NGO they preferred to volunteer individually. When we questioned the reasons for
this desire, we found that students mostly desired to be a social hero. In other words,
students are inclined to underestimate the impact that they can create through social
projects at NGOs. In this context, K1’s comments would be an example:

“Doing small works like carrying bricks does not give me the feeling that I am realizing
myself in terms of volunteering. In fact, I want to see the big picture; I want to create
big impacts. Otherwise, it seems to me, we do that job just for the sake of it. Or, it is like
keeping a child busy...”

K1 and others, who shared her opinions, stated that they found it insufficient to volunteer
in different NGOs and at different times. Instead, students said that they wanted to focus
on a single field (i.e. protecting environment) and to create a substantial change to it.

Y1 also expressed his feelings by saying that to help needy people personally was more
satisfying for him in comparison to volunteering in an NGO. Y1, who thought that it was
his responsibility to help people, also thought that it was unnecessary to volunteer in an
NGO as long as he could fulfill his responsibility personally:

“I volunteer as much as I can in my social environment; but, for me, it is not meaningful
to volunteer through an NGO and just for one cause. If people take their responsibilities
on in their daily lives, then they do not feel a necessity to be a part of those organizations
(NGOs). People join NGOs mostly for socializing. People can do lots of things
individually. However, they find it easy to be led by others... If you are part of a group,
then, all your personal efforts would be attributed to that group.”

4.6. Recalling Maslow’s Hierarchy of Needs

The final most mentioned reason by the students for not being a volunteer in NGOs is
related to students’ ideas that they first should get their life in order. What they mean by
saying “get my life in order” can be understood through the analysis of D1’s comments:
“I can help others only after I fulfill my own needs. I guess that is why I am waiting (to

be a volunteer). If I can reach the level of self-actualization in Maslow’s pyramid, then I
would be able to volunteer.”
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Like D1, most of the other respondents implied that they would volunteer only after
fulfilling some of their primary needs like education, having a job and family. B2 also
associated the possibility of being successful in a volunteer effort with getting his life in
order. According to B2, he first needed to have economic, social and intellectual capitals
to create a social change and social awareness. B2 explained his idea, which argued that
his career advancement would bring better opportunities in terms of social responsibility
with these words:

“If I was in a better position in any company, I would make my voice heard by using my
title. I would ensure there is more help...”

As Musick et al. (2000) indicated in their Resource Model, having socially accepted
resources like a better education, wealth, family etc. would increase the potential to
volunteer. Thus, it can be plausible that the idea that students first should get their lives in
order (Smith, 1994 & Musick et al., 2000). Similarly, Allen and Rushton (1983) implied
that people who become self-sufficient were more likely to volunteer. On the other hand,
they also added that having resources and capabilities assist individuals in becoming self-
sufficient.

5. CONCLUSION

In this study, we tried to understand why university students in Turkey do not volunteer
through NGOs. Results revealed that the primary reason for the reluctance of university
students to volunteer was related to trust issues. In other words, in Turkey, university
students do not volunteer as they do not trust NGOs. Obviously, the recent scandals
that took place in national and international NGOs are the main reason for this trust
issue. These scandals, which were related to the corruption of executives, child abuse
or embezzlement of donations etc., have appeared in the mass media and some of them
occupied headlines for days. Although these were just a small number of NGOs it can be
said that their negative impact is quite wide. Thus, NGOs that function properly, ethically
and legitimately, could be negatively affected by the illegal and unethical activities of
others. As a result, it would be hard for them to find volunteers. In addition to corporate
scandals in NGOs and having no confidence in institutions might have caused students
to have trust issues with NGOs. In our opinion, there would be a relationship between
students’ distrust in NGOs (and non-volunteering) and the country’s political, economic
and cultural history. Since some NGOs are targeted to capture the government or since
some NGOs serve groups that aim to capture the government, young people, justifiably,
ask this question: “to whom would I serve if I volunteered in this NGO?” Obviously, it is
necessary to change this perception by establishing new transparency and accountability
tools; otherwise, it would be too optimistic to hope that young people would volunteer
through NGOs. In this context, it might be useful to develop a national transparency and
accountability index and encourage NGOs to compete with each other for being at the
upper levels of this index.

However, having trust issues is not the only reason for non-volunteering. Students
mostly see volunteering as a resource demanding job that requires taking considerable
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responsibility, although it is not a fact. It is not a fact because most of the times NGOs
do not ask volunteer to take on important responsibilities or they do not ask volunteers to
spend a significant amount of time for volunteering. Thus, it would be useful for NGOs
to explain what a volunteer does more properly. In our opinion, social media tools can
be an effective channel to present volunteer options to the young. These kinds of efforts
can also change some other perceptions of students which cause a distance between them
and volunteering. For example, our results revealed that some students underestimate
the social change or value that can be created through volunteering. In other words,
they think that a volunteer should be a kind of superhero. Thus, NGOs should explain
the importance of volunteering by showing how small help creates big differences. For
example, Change.org always sends feedback to its supporters when a change initiative
reaches its aim. Or, NGOs can create some small social entrepreneurship options for
potential volunteers who desire to lead big social change.

Finally, how volunteering is introduced to a potential volunteer may create an impression.
Thus, it is important to be careful about the personalities of potential volunteers, their
phobias and obsessions, because otherwise they would eternally be kept away from
volunteering.

Like any study, this one also has some limits. The main limit of this study is about its
sample because most of the students who participated in our focus groups came from
business administration and economics. Although we created heterogenecous groups by
selecting students from different schools and grades, in the future it might be useful to
increase diversity in terms of disciplines. Moreover, it would also be useful to develop
a scale by using the findings of this study-and to study the same research question in a
bigger sample.
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PERFORMANS ODAKLI BiR UNIVERSITEDE
AKADEMISYENLERIN CALISMA DENEYIMLERI
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Oz

Bu c¢alisma, bir grup akademisyenin performans odakli iiniversite deneyimlerini
kesfetmeyi amaclamaktadir. Bir érnek iiniversitenin Isletme Fakiiltesinde ¢alisan
akademisyenlere odaklanilan arastirmada temel nitel arastirma deseninden
yararlanilmistir. Aragtirmada, akademisyenlerin performans odaklilik deneyimlerinin
boyutlarina odaklamimistir. Saha arastirmasi odak grup goriismesi verileri etrafinda
oriilmiis ve bulgular yorumlamirken aragtirmacilarin katilimcr gézlemlerinden
yararlamilmistir. Veriler agik, eksenel ve segici olarak kodlanip, akademisyenlerin
performans deneyimleri yorumlanmigtir. Aragtirmanin gegerliligini arttirmaya yonelik
olarak veri kaynag: ii¢genlemesi ve analizde arastirmaci tiggenlemesi yapilmistir.
Aragtirmanin bulgularima gore, akademisyenlerin performans odakl kiiltiire iliskin
deneyimlerinin ii¢ ana boyutu akademik isin déontisiimii, ¢alisma kosullar: ve istihdam
iliskileri ve iliskiler agi olarak tanimlanmistir. Akademik isin gelecegi icin performans
odakliligin sebep oldugu yogun nitelik kaybi ve haksiz kazang elde edilmesi giindeme
gelmistir. Calisma kogullar: ve istihdam iliskileri ézelinde iiniversitenin performatif
iklimi, katilimcilar iizerinde atanma ve yiikseltme kriterlerini saglama bakumindan
¢alisma ve akran baskist yasandigi gériilmiistiir. Son olarak akademik iliskiler aginin
(networklerin) akademik performans icin bir baski unsuru olarak gereklilik haline
geldigi vurgulanmistir:

Anahtar Kkelimeler: akademik performans, akademik tesvik, akademik ¢alismal/is,
akademik ¢alisma iliskileri, akademik iliskiler agi

Jel Kodlar:: 723
Basvuru: 05.07.2018 Kabul: 26.02.2019

WORKING EXPERIENCE OF ACADEMICS IN A PERFORMANCE ORI-
ENTED UNIVERSITY

Abstract

The study aims to explore the performance-oriented university experiences of a group of
academics. The study, which focuses on academics working in the Faculty of Business,
used a basic qualitative research design. The research focuses on the dimensions of
academics’ performance-oriented experiences. The fieldwork was built around focus
group interview data and participant observations of the researchers were used while
the findings were interpreted. The data are coded as explicit, axial and selective, and
the performance experiences of the academics are interpreted. In order to increase the
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validity of the research, triangulation of data sources and triangulation of researchers
in analysis were made. According to the findings of the research, three main aspects of
academics’ performance-oriented cultural experiences were defined as academic work
transformation, working conditions and employment relations and network relations.
In the future discussion of academic work, the consequences of intensive quality loss
and unfair earnings, which are caused by performance focus, have become clear. In
terms of working conditions and employment relations, work and peer pressure on
participants were experienced in terms of the university s performative climate, the
criteria for appointment and promotion. Finally, it is emphasized that the academic
network has become a necessity as a pressure element for academic performance.

Key words: academic performance, academic encouragement, academic work,
academic employment relations, academic network

Jel Codes: 123

1. GIRiS

Bu ¢alisma, yeni-yonetimcilik politikalar: etkisiyle git gide daha fazla sekilde, koki
sirketlerden gelen yonetim yaklasimlarinin uygulama alani haline gelen, tiniversitelere
odaklanmaktadir. Universitelerde uygulanan pek ¢ok sirket yonetimi yaklasimi
bulunmakla birlikte bu ¢alismada 6zel olarak performans odaklilik ile ilgilenilmektedir.
Performans odaklilik, sadece iilkemiz Slgeginde degil kiiresel dlgekte de, tiniversite
yonetimlerinin giindeminde git gide daha fazla yer almaktadir. Ulkemiz 6zelinde bu
durumun gergevesi, tiniversite yonetimlerinin senato kararlari temelinde olusturduklart
Ogretim Uyeligine Atama Yiikseltme Olgiitleri ve ek olarak da 2014 yil1 Kasim ayidan
beri yiiriirliikte olan 6564 sayili kanun ile giindeme gelen Akademik Tesvik Odenegi
uygulamast ile ¢izilmektedir. Caligmanin amaci bu uygulamalarin olusturdugu gergevede,
akademisyenlerin deneyimlerini, nitel bir yaklasimla ele almaktir. Arastirmanin
odagindaki ana ve alt sorulara gegmeden Once asagida, konunun arka plani iizerine bir
degerlendirmeye yer verilecektir.

1.1. Arastirmanin Arkaplam

Diinyada tiniversiteler de dahil olmak iizere, tiim kamu kurumlarma yayilan yeni kamu
yonetimi politikalarinin etkileri lizerine yapilan ¢alismalar giderek artmakta ve etkileri
oraninda da genislemektedir. Universitelerin bu son donemde karsilastiklar1 degisimleri
incelemeye odaklanan {i¢ kavram “girisimci liniversiteler, yeni-yonetimcilik ve akademik
kapitalizm” (Deem, 2001) yeni kamu politikalarinin, basta kamu finansmani etkisinde,
kurumlart piyasalasma ekseninde doniistiirdiigiine isaret etmektedir. Bu doniisiim,
kiiresellesme ve teknolojik yeniliklerle hiz kazanmaktadir. Universiteler acisindan bu
durumun yansimast, tiniversitenin uluslararasilagmasi ve girisimci bir 6zellik kazanmasi
seklinde goriinmektedir. Clark’in (1998) calismasi ile baglayan girisimei iiniversite
modeli bugiin Giniversiteyi, piyasa rekabet kosullarini igsellestirmis ve i¢erisinde yonetici
elitler tarafindan yeniliklerin yonetildigi bir forma biiriindiirmiistir.

Girisimei {iniversite kavrami ile {niversitelerin miifredatlarint ve fakiilte yapilarini
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degistiren, her seyi yapmanin daha verimli yollarin1 bulmaya g¢alisan (6rnegin, 6rgiin
ve uzaktan egitim yoluyla daha ¢ok sayida Ogrenciye egitim vererek), yoneticilerin
Oonemini git gide daha fazla vurgulayan (Deem, 2001) bir egilim ifade edilmektedir.
Girisimci Universite modeli ile tiniversiteler, tiniversite-sanayi igbirlikleri ile ekonomik
kalkinmanin yan1 sira piyasanin ihtiya¢ duydugu isgiiciinii yetistirme odakli mifredata
sahip kurumlar olarak islev gormektedir. Buna gore tiniversiteler, hem isletmelere rekabet
ustiinliigi kazandiran teknolojik ve inovatif bilginin transferini saglayacak, hem de
bunu gergeklestiren yiiksek nitelikli personeli egitecek birer merkez roliindedir. Boylesi
merkezlerin yonetiminin, piyasa kurallarmin isletildigi yonetimcilik anlayisina gore
gergeklestirilmesi beklenmektedir.

Dontisiimiin ikinci boyutu olan yeni- yonetimcilik kavramu ise, tiniversiteler arasinda gi-
derek yayginlasan ve normallesen bir ger¢ekligi yansitmaktadir. Yeni- yonetimcilik, “ka-
musal olarak fonlanan kurumlarin yonetimindeki degisim ile ilgili goriisleri ifade etmekte
olup ... verimlilik, etkililik ve miikemmellik arayisinda temellenmekte” (Deem, 2001) ve
“daha ¢ok 6zel sektor orgiitlerinde goriilen 6rgiitsel bigim, uygulama ve degerlerin kamu
sektorii drgiitleri tarafindan benimsenmesi” (Deem, 1998 ve 2001) anlamina gelmektedir.
Bu anlayisin tiniversitelerin yonetim sistemlerine yansimasi ise, kurumlarin yonetim ihti-
yaglarina isletmecilik bakis agisindan sunulan cevaplar seklinde ortaya ¢gikmaktadir. Boy-
lelikle yeni kamu isletmeciliginin bir parcasi olarak tiniversitelerin yonetim sistemleri de
profesyonel yonetim tekniklerine, agik¢a tanimlanmis standartlara ve performans 6l¢iit-
lerine, sonug odakliliga, hesapverebilirlige ve miisteriye yakinliga vurgu yapan (Rhodes,
1996: 655°den akt., S . Ulutiirk, 2015) bir anlay1s ile doniismektedir.

Bu ¢izgide artik tim diinyada, “{iniversitede tretilen bilginin tanimlanmasina yonelik
olarak kurumdan belirli bir tiir “iiriin”ii ve kendi “iiretkenligini” dikkatlice 6l¢gmesini ta-
lep etme noktasinda 1srarci hiikiimet miidahaleleri” (Cowen, 1996) 6n plana ¢ikmaktadir.
Bu baglamda Tiirkiye’de de kamuda hesapverebilirlik ve seffaflik temelinde yeni kamu
isletmeciligi anlayisina uygun olarak sekillenen kamu reformu baglamistir. Bu reform,
2003 yilinda “5018 Sayili Kamu Mali Y6netim ve Kontrol Kanunu” ve Performans Esash
Biitceleme sistemine gegis siireci ile baglamis; 2006 yilinda tiim kamu kurum ve ku-
ruluslarina stratejik plan yapma ve bu baglamda vizyon, misyon, stratejik hedefler ile
performans hedeflerinin belirlenmesi zorunlulugu getirilmesi ile devam etmistir. Boy-
lelikle, yeni-yonetimei akimin iilkemizdeki kamu kurumlari tizerindeki etkisinin ortaya
¢ikmaya basladigr sdylenebilir. Birer kamu kurumu olan {iniversitelerin karsilastigi yeni
mali denetim siirecinin etkileriyle birlikte, yonetsel anlamda isletme tipi uygulamalarin
da devreye girmesi iiniversitelerin yapisal ve kiiltiirel formunu doniistiirmeye baslamustir.

S6z konusu doniisiim, akreditasyon calismalari, kalite stireclerinin transferi ve perfor-
mans Ol¢glimi ile goriiniir hale gelmistir. Bir tiniversitenin akredite olmasi, belirlenen
kosullara uyum saglamayi stirdiirebildigi 6l¢iide standartlagma siireci ile birlikte ele alin-
masi1 gereken bir faaliyettir. Bu sistemde “belirlenen standartlara ulasabilmek icin bir i¢
kalite kiiltiiriiniin yaratilmas1” gerekir. “Toplam kalite olarak tanimlanan kalite olgusu,
{iniversitenin tiim degiskenlerini icerecek bir 6zellige” sahiptir. “Standartlasma ve kalite-
nin saglanmasini riske atmama ve verimliligi artirmak igin bir dizi performans kriterleri
gelistirilmistir” (Ercan, 2011).
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Toplam kalite yonetimi tiniversiteleri siire¢ yonetimi anlaminda doniistirmeye baslamis-
tir. Boylelikle, yonetimcilik uygulamalarinin gériintirliigii artmis ve kiiltiirel bir degisi-
min de zemini hazirlanmistir. Toplam kalite yonetiminin bir pargasi olan mitkemmellik
anlayis1 ile misteri ve paydas iliskileri kavramlarinin popiiler hale gelmesi tiniversiteleri
tam anlamiyla piyasa kosullarinda hizmet mantigiyla ¢alismaya yaklastirmistir. Univer-
siteleri en iyi olma yarisina sokan hedefler ¢ok kisa bir stirede bu orgiitleri performans
bazli hareket eden kurumlar haline getirmistir. Birgok tiniversitede akademik performans
degerlendirme siiregleri, 6zellikle basta akademik atama ve ylikseltme kriteri olarak isler-
lik kazanarak, tiniversitelerin yapilanmasinda 6nemli yer tutmustur.

Iste bu calismanin konusunu olusturan, iiniversitelerde performans odakli kiiltiiriin
yayginlasmasi da, boylelikle giindeme gelmektedir. Bu siirecin tniversiteleri nasil
etkiledigi ayr1 bir bilgi ve tartisma alani iken, bu ¢alismada arastirma konusu akademik
performans degerlendirme sisteminin akademisyenlere olan etkisine odaklanilarak
daraltilmistir. Bu baglamda, asagida akademisyenlerin Tiirkiye’de tiniversitelerde yasanan
performatif doniistimii nasil degerlendirdigine, uygulamalardan nasil etkilendigine, bu
konuya dair 6nerilerinin neler olduguna ve akademik performansi 6lgmek igin hangi
yontemlerin kullanilmasi gerektigine iliskin literatiire yer verilecektir.

Tirkiye’deki ¢caligmalar genel anlamda akademik performans degerlendirme yonteminin
nasil olmasi gerektigine odaklanmaktadir. Bu baglamda nicel ¢aligmalar 6n plana ¢ik-
makta ve veriler istatistiki bilgilere dayanmaktadir. Kaptanoglu ve Ozok (2006) akade-
mik performans degerlendirme probleminin igerdigi belirsizlige ve ancak 6znel olarak
degerlendirilebilen Olgiitlere ve olgiitlerin hiyerarsik yapisina vurgu yaparak; sayisallas-
tirtlabilen bir model Onerisi olarak, bulanik analitik hiyerarsi prosesi esasli bir model
gelistirmiglerdir. Kalayc1 (2009) ise yiiksekdgretimde artan kalite uygulamalarimin bir
sonucu olarak giindeme gelen performans degerlendirmenin, Tiirkiye’de yaygin sekil-
de hangi yontemleri ile yapildigi ve bi¢imlendirici ve yargisal degerlendirme amaclari
acisindan nasil kullanildigi ile ilgili teorik bilgiler sunmaktadir. Kalayci’ya gore (2009),
Ogretim elemanin yargisal amaglh degerlendirilmesinde 6gretim performansinin arastirma
performansi i¢in gosterilen titizlikle degerlendirilmedigini; bigimlendirme amagli deger-
lendirmelerde ise, kisitli yontemler kullanildigini (6rnegin, sadece 6grenci degerlendirme
anketleri) ve verilerin amacina uygun olarak degerlendirilmedigini iddia etmektedir. Nitel
bir ¢alisma Ornegi sunan Yilmaz ve Yenihan (2016) ise, akademik performansin 6l¢iil-
mesinde geleneksel iglevlerin yani sira, tim paydaslarin katildig1 standart bir sistemin
bulunmasi gerektigini ileri sirmektedir.

Alandaki arastirmalarin baska bir kismi ise, performatif uygulamalarin akademisyenler
iizerindeki etkilerine odaklanmustir. Yiiriittiigli bir projenin verilerine dayanan galismasi
ile Tonbul (2008), 6gretim tiyelerinin performansinin degerlendirilmesine iliskin 6gretim
iiyesi ve Ogrencilerin goriislerini, kendi gelistirdigi performans degerlendirme 6lgegine
gore yorumlamistir. Tonbul, uygulamadan beklenilen en énemli sonucu ‘kisisel-kurum-
sal eksik ve yetersizliklerin saptanmasi’, uygulamanin oniindeki engeli ise ‘performans
Olgiitleri konusunda 6gretim tiyeleri arasinda goriis birliginin olmamasi’ ve ‘kurumsal
olanaklarin diizeyinin diisiikk olmas1’ seklinde 6zetlemistir.
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Basbug ve Unsal’in (2009) bir kamu iiniversitesinde kurulmas: planlanan performans
degerlendirme sistemi i¢in akademisyenlerin goriislerini anket yontemiyle ele aldiklari
calismalarinda, akademisyenlerin diizenli olarak takip edilecek bir performans sistemi-
nin kimler tarafindan, hangi kriterlerle yiirttillecegine iliskin goriisleri yer almaktadir.
Akademisyenlerin performans degerlendirme sistemine iliskin tutumlarini inceleyen bir
baska calisma olan Esen ve Esen’in (2015) yaptiklari anket arastirmasinin sonuglari ara-
sinda 6ne ¢ikan, 6gretim tyelerinin kendi performans boyutlart iginde en 6nemli olarak
algiladiklar1 boyutlarin sirasiyla aragtirma, egitim-6gretim, topluma hizmet ve son olarak
da yonetime destek oldugu goriilmektedir.

Universitelerde performans uygulamasinin bir baska boyutu, yasal diizenlemeler ile
resmiyet kazanan ve bu anlamda akademik performansin bir araci olarak kabul edilen
akademik tesvik 6denegi konusudur (Ulutiirk, 2015; Bobat ve Cakilct, 2017). 2014 yili
Kasim ayinda yiirtirliige giren 6564 Sayili Yasa ile yiiksekogretim personel kanununda
degisiklik yapilarak, iiniversite dgretim elemanlarina “Akademik Tesvik” adi1 altinda ek
6deme yapilmasi 6ngoriilmiistiir. Yapilacak 6deme miktari her yil igin, bir 6nceki yilda
gosterilen performansa bagli olarak hesaplanacak yillik tesvik puanina gore belirlene-
cektir (Ulutiirk, 2015). Bu baglamda, akademik tesvik sistemi ile tim tuniversiteler ve
akademisyenler performans sisteminin bir boyutuyla daha dogrudan yiizlesme noktasina
gelmislerdir. 2015 yilinda baslayan ve 6zellikle 2015 yili ile 2016 yili yonetmelikleri
arasinda goze ¢arpan ve tartismaya agik bir ¢ok farklilik bulunduran (Bobat ve Cakilci,
2017) akademik tesvik yonetmeligi akademisyenler kadar tiniversite yonetimleri agisin-
dan da 6nem arz etmektedir*.

Akademisyen 6zelinde tesvik sistemi ¢ok yeni bir uygulama olmakla birlikte, akademis-
yenlerin ¢alisma kosullarini dogrudan etkilediginden, akademik ¢alismalarin bu alana
yonelmesi kagimilmaz olmustur. Akademisyenlerin akademik performans degerlendirme
ve akademik tesvige bakislari arasinda olumlu iliski ongoren ¢alismalarin yani sira, yine
ayni ¢alismalarda 6zellikle nitelik ve etik vurgulu sonuglar da yer almaktadir. Ornegin,
akademik tesvik akademik performansin artirilmasi ile iliskilendirilmekte ve is tatminini
en fazla agiklayan degiskenin akademik tesvikler oldugu tespit edilmektedir (Alparslan,
2014).

Akademisyenlerin bakis agilarindan, akademik tesvik uygulamasinin tiniversiteler ve 6g-
retim elemanlar1 agisindan yararli ve sakincali yonlerini irdeleyen Turhan ve Erol (2017)
da, nitelik kayb1 ve etik sikintilar disinda, akademisyenlerin tesvik sistemini akademik
performanslarinin degerlendirilmesine katki saglamasi ve onlart motive etmesi agisindan
yararli buldugunu tespit etmislerdir. Sahin ve digerleri (2017) de, akademisyenlerin moti-
vasyon kaynagi olarak gordiikleri akademik tesvik 6denegine iliskin 6gretim elemanlari-
nin goriis ve dnerilerini secilen motivasyon kuramlar1 temelinde “basar”, “gii¢”, “iliski”,
“beklenti” ve “esitlik” temalar1 etrafinda yorumlamiglardr.

Goksu ve Bolat (2017) galismalarinda iiniversitelerin akademik tesvik puan ortalama si-
ralamalari ile akademik performans siralamalarini karsilastirmaktadir. Goksu ve Bolat’a

4 Bu galismanin hakem degerlendirme siirecinin devam ettigi 2018 yili iginde Akademik Tegvik Yonetmeligi bir
kez daha yenilenmistir.
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gore, akademik tegvik ortalamalarinda agiga ¢ikan durum, genel olarak tiniversitenin ba-
sarisin1 gostermemektedir. Nitelik kaybi ve etik sikintilarin vurgulandigi bir bagka ¢alis-
ma ise Okumus ve Yurdakul’un (2017) calismasidir. Akademik tesvik sisteminin “tiniver-
sitelerdeki yayin artisin1 saglama”, “akademisyenlerin ¢alisma motivasyonlarni artirma”
ve “akademisyenleri denetleme” amaciyla hazirlandigini diisiinen yazarlar, tesvik kriter-
leri i¢in gelistirilecek nesnel dlgiitler ve bilgiye ulasim i¢in kurulacak akademik tesvik agi
ile sikintilarin giderilebilecegi sonucuna ulagmuistir.

Cogunlugu nicel arastirma tasarimi ile yapilmis olan bu ¢alismalarda, akademisyenlerin
performans degerlendirme sistemine iliskin goriis ve Onerileri yer almaktadir. Bu
anlamda bu c¢alismalar akademik performans sisteminin varligin1 kabul eden ve onun
yeniden iretilmesinde eksik kalan yonleri tamamlamaya hizmet eden ¢alismalardir.
Alanda yapilmis ¢alismalardan farkli olarak bu g¢alisma ile akademisyenlerin akademik
tesvik sistemine bakislarinda, tiniversitenin performatif ikliminin etkisi nitel bir aragtirma
mantig1 ile sorgulanmaktadir.

1.2 Arastirmanin Sorunsali ve Amaci

Bu calismanin sorunsali, giderek daha fazla performatif birer kurum haline gelen
tiniversitelerde sunulan ¢aligma ortami ve kosullarinin bir meslek olarak akademisyenlik
ile olan etkilesimidir. Calismanin amaci ise, Yiksekogretimde olusan performatif
kiltirin, baglamim aktorleri tarafindan nasil deneyimlendiginin ve bu akima nasil
karsilik verildiginin ortaya konmasidir. Aragtirmay1 yonlendirecek ana aragtirma sorulari
sunlardir:

» Akademisyenler performatif iklimi nasil deneyimlemektedir?

Performans odakliligin giincel bir yansimasi olan akademik tesvik ddenegi uy
gulamasi akademisyenleri hangi agilardan etkilemistir?
Tesvik uygulamasi dncesi-sonrast deneyimsel farkliliklar nelerdir?

» Akademisyenlerin bu iklime karsi/iliskin duruslart nasil olusmaktadir?
Akademisyenler performans odakliliga iliskin nasil bir tutum gelistirmektedir?
Akademisyenlerin tutumlarinda belirleyici olan etkiler ve ¢eliski alanlari neler
dir?

2.ARASTIRMANIN YONTEMIi
2.1. Arastirma Deseni ve Orneklem Mantig

Bu arastirma, temel nitel arastirma yaklagimina uygun olarak tasarlanmigtir. Temel nitel
aragtirma yaklasim “biitiin disiplin ve uygulama alanlarinda goriilebilir” olmakla birlikte
bu yaklasimin, Merriam’in (2015) da 6zellikle belirttigi gibi, egitim ile ilgili caligmalarda
en yaygin nitel arastirma bi¢imi oldugu diisiniilmektedir. Bir uygulama yapma ya da
uygulamay1 degerlendirme benzeri kaygilarin tasinmadigi, “hedef kitlesi bilimsel
topluluk olan temel arastirma” (Neuman, 2006) gibi temel nitel arastirma da, kesifsel
amagclarla yola ¢ikan arastirmacilar igin yol gosterici bir ¢ergeve olusturabilmektedir.

Arastirma sorulari akilda tutularak, nitel aragtirmanin karakteristik 6rneklem tarzi olan
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amagcli 6rneklemi iki diizeyde hayata gecirilmeye ¢alisiimistir. ilk asamada, arastirmanin
yiriitillecegi baglam olarak bir devlet tiniversitesi secilmistir. Bu se¢im, aykir: érneklem
stratejisine dayanmaktadir. Nitel aragtirma tasariminda aykirt 6rneklem, “ilgili fenomenin
sira dis1 tezahiiriinii” (Patton, 2014) gdsterme dzelligine sahip érnekleri segmek anlamma
gelir ve “olagan disiliga, arastirilan olguya yonelik az rastlanan hususlara” (Merriam,
2015) dayanir. Secilen ornekte aykiriligin nasil ortaya ¢iktigi sdyle agiklanabilir: bu
tniversitede, 15 yili askin siireden beri yasanan deneyim, Ust diizey yOneticilerinin
onciiligiinde kalite ve miikemmellik siireci uygulamalari ile stratejik plan ¢aligsmalari
baglaminda yasanan kurumsal yonelimi ortaya c¢ikarmistir. SOyle ki, bu siire zarfinda
tniversite 6nce TS-EN-ISO 9001:2000 belgesini almis, ardindan EFQM (Avrupa
Kalite Yonetim Vakfi) Miikemmellik Modeli ¢ergevesinde onemli kabul edilen odiili’
kazanmistir. Odiilii alan 24 kurumdan 16’s1 sirket, 8’1 kamu kurumu olup, se¢ilmis olan
universite, 24 kurum igerisindeki tek tiniversite olma 6zelligine sahiptir (www.kalder.org.
tr, 2018).

Kurumun aykirt ornek olusturmasmin bir baska gostergesi ise stratejik planlama
uygulamalaridir. Bilindigi gibi 2006 yilinda “5018 Sayili Kamu Mali Y 6netim ve Kontrol
Kanunu” ile tiim kamu kurum ve kuruluslarina stratejik plan yapma ve bu baglamda
vizyon, misyon, stratejik hedefler ile performans hedeflerinin belirlenmesi zorunlulugu
getirilmistir. Se¢ilmis olan tiniversitede ise kanuni zorunlulugun olusmasindan 3 yil
onceden beri yani, “2003 yilindan beri biitiinlesik olarak Stratejik Yonetim ve Siireg
Yonetimi uygulanmaktadir” (Segilmis iiniversitenin, 2014-2018 Stratejik Plam, s.VI).
Stratejik planlama modelinin uzantis1 olarak performans gostergelerinin belirlenmesi
ve secilmis tiniversitede gelistirilmis olan biitiinlesik bilisim sistemi araciligiyla izlenen
performans yonetimi uygulamalari, kurumun performans odakli iklime dogru yoneliminin
baslangicini isaret etmektedir.

Bugiin kurumun performans odakliliginin en somut yansimalari lisanstistii 6grencilerine
ve akademisyenlere uygulanan sart ve 6lgiitlerde goriilebilir. Bu 6zellikler baglaminda da
kurum aykir1 bir 6rnek teskil etmektedir. Ornegin, sosyal bilimler alaninda bir doktora
Ogrencisinin mezun olabilmesi i¢in “en az 1 tane indekslerde taranan dergilerde (SCI,
SCI-Expanded, SSCI, AHCI, ESCI) yayin veya kabul edilmis en az bir dis kaynakl
projede gorev almis olma” © sartim1 saglamasi gerekmektedir. Akademisyenler icin ise,
YOK ’iin belirledigi asgari sartlarin saglanmasina ek olarak, iiniversite senatosunda kabul
edilmis olan Ogretim Uyeligine Yiikseltilme ve Atanma Olgiitleri dikkate almmmaktadir.
Bu temelde, tiniversite senatosunca yeniden gozden gegirilen kriterlere gore yardimei
dogent kadrosuna’, dogent kadrosuna ve profesor kadrosuna atanabilmek i¢in talep

5 Universitenin toplam kalite yénetimi ve siireg ydnetimi gercevesinde sahip oldugu ilk belge 2001 yilinda alin-
mis olan TS-EN-ISO 9000:1994 Kalite Yonetim Sistemi Belgesi’dir. Bunu 2006 ve 2008 yillarinda alinan EFQM
3. ve 4. Seviyelerinde Mitkemmellikte Yetkinlik Belgesi; 2009 yilinda TS-EN-ISO 9001-2008 Kalite Yonetim Sis-
temi Belgesi, Avrupa Komisyonu DS LABEL Odiilii ve Avrupa Komisyonu LANGUAGE LABEL Odiilii; 2010
yilinda Avrupa Komisyonu ECTS LABEL Odiilii; ve yine 2010 yilinda Ulusal Kalite Bityiik Odiilii; 2013 yilinda
Miikemmellikte Siireklilik Odiilii, Avrupa Komisyonu ECTS Label mitkemmellik Odiilii (Yenilendi) ve Avrupa
Komisyonu DS Label 6diilii (Yenilendi), 2015 yilinda EFQM Miikemmellik Bagar1 Odiilii izlemistir (segilmis
olan tiniversitenin web sitesi, e.t.: 28.02.2018, www.kalder.org.tr, e.t.: 28.02.2018.

6 Secilmis olan {iniversitenin “Lisansiistii Egitim ve Ogretim Yonetmeligine iligkin Senato Esaslar1”, s. 16

7 Bu ¢aligma i¢in yapilan goriismeden birkag ay sonra, 21 Subat 2018 tarihinde yardimci dogentlik unvani kal-
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edilen puan ve kosullar git gide yiikseltilmistir. Ornegin, sosyal bilimler alaninda bir
doktora mezununun bu tniversitede yardimci dogent kadrosuna sifirdan atanabilmesi
icin, YOK tarafindan belirlenmis kosullara ek olarak, {iniversitenin atanma 6lciitlerine
gore almasi gereken puan 2010 yilinda 240 puan iken bu asgari puan seviyesi asamali
olarak, 360 puana ve son olarak 500 puana yiikseltilmistir. Ancak, atanma i¢in aranan
asgari puan bu denli yiikselirken, akademik yayinlarin puan degerinde, bu yiikselmenin
akademisyenler tizerindeki performans baskisi seklindeki etkisini azaltacak, bir degisim
olmadig1 goriilmektedir®. Adaylarin yardimer dogent olarak atanabilmesi i¢in bu puani
saglamanin yani sira 6nce Social Science Citation Index tarafindan taranan dergilerde en
az bir yayina sahip olmasi ya da belirli kurumlarca’® desteklenen bir projede gorev almasi
istenmektedir. Atanabilmek i¢in adayin bunlara ek olarak ya ilk sart1 yeniden saglamasi
ya da ulusal ya da uluslararasi bir kitap yazmasi/1 patent almasi/ belirtilen kurumlardan
birini destekledigi bir proje daha yapmasi/3 aylik yurt dis1 arastirmasinda bulunmasi talep
edilmektedir.!

Arastirma i¢in se¢ilmis olan Giniversite ile ayn1 zamanda kurulmus olan ve ayni bolgedeki
bir baska {iniversite olan 6rnegin Kocaeli Universitesi!! ayn1 kadroya atanabilmek igin
yardimc1 dogent adaylarinin en az bir tanesi uluslararasi indekslerde taranan dergilerden
birinde yayinlanmak {izere ti¢ 6zglin makale yazmis olmalarini talep etmektedir.? Biitiin
bu agiklamalar temelinde se¢ilmis olan iiniversitenin, kurumda calisan akademisyenlerin
performatif iklimi deneyimlemelerine uygunluk anlaminda aykir1 bir 6rnek teskil ettigini
sOylenebilir.

Bu iiniversite igerisinde kimler ile goriisiilecegine karar verirken de amagli 6rneklem
stratejilerinebagvurulmustur. Kamukurumlarindasirketuygulamalarininyayginlasmasinin
bir sonucu olan performans odaklilik ¢alisildigi igin, arastirmaya bu yaklasimin ideolojik
altyapisim1 olusturan Isletme Fakiiltesinden baslamaya karar verilmistir. Burada tercih
edilen yaklagim ise, nitel arastirmalarda gegerliligi arttirmaya yonelik bir strateji olan
gesitlemenin (Maxwell, 2018) bir yansimasi olarak kabul edilen maksimum c¢esitlilik

dirtlarak yerine doktor 6gretim tiyeligi unvaninin kullanilmasi yasalagmustir. Ancak gortisme yapildiginda bu
unvan halen gegerli oldugu igin ¢alisma boyunca yardimci dogent unvani kullanilmistir.

8 Universitenin 2010 yili i¢in kabul ettigi kriterlere gore érnegin SSCI tarafindan taranan dergilerde yayinla-
nan bir makale 100 puan, alan indekslerinde taranan dergilerde yayinlanan bir makale 60 puan degerindedir.
Bu kriterlere gore uluslararasi kongrelerde sunulan ve tam metni basilan bildiri 40 puan, ulusal kongrelerde
sunulan ve tam metin basilan bildiri 20 puan degerindedir. 2017 yilinda yapilan giincellemeye gore SSCI tara-
findan taranan dergilerde yayinlanan bir makalenin degeri 90 puana diiserken, daha 6nce tanimlanmamis olan
ESCI tarafindan taranan dergilerde yayinlanan bir makale 80 puan degerinde kabul edilmis ve bunlar digindaki
alan indekslerinde taranan dergilerde yayinlanan bir makalenin puan degeri ise 70 puana yiikseltilmistir. Bu
glincellemede, ulusal ve uluslararasi kongrelerde sunulan ve tam metni basilan bildirilerin puan degeri aynen
korunmugtur. (Segilmis olan iiniversitenin “Ogretim Uyeligine Atanma ve Yiikseltilme Kriterleri”, 2010; 2017).
9 TUBITAK, TUBA, MARKA, AB, DB, Avrupa Konseyi, Kalkinma Bakanligi, SANTEZ Tezleri ya da diger
uluslararas: kurumlardan ar-ge projesi.

10 Segilmis olan iiniversitenin “Ogretim Uyeligine Atanma ve Yiikseltilme Kriterleri”, 2017.

11 Kocaeli Universitesi Akademik Atama Yénergesi, www.kocaeli.edu.tr e.t.: 28.02.2018

12 Segilmis olan tiniversitenin kurulus yili olan 1992 yilinda kurulan 19 devlet iiniversitesi daha bulunmaktadir.
Bunlardan 18’inde sosyal bilimler alaninda egitim veren birimler bulunmaktadir. Yapilan arastirma sonucunda
bu iiniversitelerin, Atanma Yiikseltilme Olgiitlerine ulagilabilen 14 {iniversitenin tamaminin, yardimci dogent
kadrosuna atanmak i¢in zorunlu tuttugu asgari performans ol¢titlerinin, segilmis olan tiniversitenin ol¢titlerin-
den disik oldugu gorilmiistiir.

66



Performans Odakl: Bir Universitede Akademisyenlerin Calisma Deneyimleri

orneklemidir. Maksimum g¢esitlilik 6rneklemi, “ilgili boyutlar tizerindeki farkliliklart
elde etmek igin genis ¢apli durumlari amagli olarak segme” (Patton 2014) anlamina
gelmektedir. Buna gore goriisiilecek kisiler; kadm-erkek, kidemli-geng, yiiksek tesvik
puanina sahip-diisiik tesvik puanina sahip ve farkli disipliner arka-planlardan gelen
kisiler olarak belirlenmistir. Boylelikle 6rneklemin cesitliligi tesis edilmistir.

2.2. Veri Edinme ve Coziimleme Siireci

Bu arastirma igin iki tip verinin kullamldig1 sdylenebilir. Oncelikle arastirmanin arka
planini olusturmak adina literatiir incelemesi yapilmis buna ek olarak arastirmaya konu
olan tiniversiteye ait gesitli belgeler incelenmis, yani ikincil verilerden yararlanilmistir.
Aragtirmanin birincil veri anlamindaki temel yontemi olarak ise odak grup goriismesi
tercih edilmistir. Katilimcilarin tamaminin doktora ve lizeri diizeyde olan egitim arka
planlar1 nedeniyle “sahip olduklari bilgi diizeyi” dikkate alinarak ve baglangi¢ safhasinda
ihtiyag duyulan goriismeciler arasindaki etkilesimin “zengin veriyi saglayacagi” (Merriam
2015) umularak odak grup goriismesi tercih edilmistir.

Bu tip goriismeler icin 6nerilen 6-10 kisilik (Merriam 2015) grup olusturma yaklagimina
uygun olarak, goriismeye 7 kisi davet edilmistir. Odak grup goriismesi, 5 Nisan 2017
tarihinde, Isletme Fakiiltesi’nde gerceklestirilmistir. Bu gériisme arada verilen ¢ay
molalariyla birlikte yaklasik 2,5 saat siirmiistiir. GoOriismeyi arastirmacilardan ikisi
gerceklestirmis, digeri ise goriismeyi desifre etmistir. Maxwell’in (2018) tavsiye ettigi
gibi goriismenin transkripsiyonunu (her aragtirmaci ayri ayri) ikiser kez okumus ve tiim
arastirmacilar ayri ayri acik kodlama yapmistir. Daha sonra bir araya gelinerek tek tek
kod ve temalar tartigilarak, once agik kodlamalar kiyaslanmis, sonra da eksenel ve secici
kodlama (Creswell, 2015) yaparak merkezi temalar ve ¢evresel temalar belirlenmistir.

2.3. Arastirmanin Kalitesini ve Inandiricih@im Arttirmaya Yonelik Stratejiler

Bu siirecte aragtirmanin kalitesini gelistirebilmek adina gerceklestirilen stratejiler,
veri kaynagi liggenlemesi (miilakat verileri ile ikincil veriler) ve analizde arastirmaci
icgenlemesi (Creswell, 2017) olmustur. Verilerin arastirmacilar tarafindan ayri ayri
kodlanmasindan sonra yapilan toplantida, kodlamalar hakkinda %90 oraninda ortiisme
oldugu goriilmustiir. Aragtirmacilarin hakkinda fikir ayrilig1 yasadigi %10°luk veri parcasi
iizerinde yapilan tartigmada, bu ayrigsmalarin bir kisminin kod-alt kod ayrimi bir kisminin
da kodlarin isimlendirilmesi hakkinda oldugu goriilmistiir. Bu dogrultuda arastirma
raporuna temel olan kodlamanin son versiyonuna ulasilirken, kod-alt kod iliskileri ve
kodlarin isimlendirilmesi noktasinda ii¢ arastirmacinin da goris birligine varmis olmasi
olgiitii gozetilmistir. Buna gore analiz boliimiinde detaylart verilecek olan bazi kodlarin,
ilerleyen c¢alismalarda irdelenmek iizere eksenel kodlama disinda birakilmasi tercih
edilmistir. Verilerin kodlanmasi siirecinde Arastirmanin veri analiz asamasi i¢in bir nitel
veri analiz yazilimi olan MAXQDA 12 programi kullanilmistir.

Calismanin bundan sonraki akisi igin sunlar soylenebilir: Bulgular boliimiinde ilk kisimda,
katilimeilar: tanitict nitelikteki verilere yer verilmistir. Arastirma sorularinin yaniti olacak
sekilde ikinci ve l¢iincii ana basliklar ise, eksenel ve se¢ici kodlama neticesinde verilerin
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nasil iliskilendirildigini goéstermektedir.

3. BULGULAR
3.1. Verilerin Genel Goriiniimii

Bu ¢alismanin odagindaki arastirma sorusu “Akademisyenler performatif iklimi nasil
deneyimlemektedir?” olarak netlesmistir. Bu soruyu yanitlayabilmek igin ihtiya¢ duyulan
alt sorular, Creswell’in (Miles ve Huberman, 1994’ten akt. Creswell 2017) 6nerdigi gibi
miilakat sorularina doniisecek sekilde soyle belirlenmistir:

- Akademik Tesvik Sistemi hakkinda ne diisiiniiyorsunuz?

- Sistemin olumlu ve olumsuz yonleri size gore nelerdir?

- Sistem yiirlirliige girmeden dnceki akademik ¢alisma ortamu ile girdikten sonraki ortam
arasindaki durumu nasil gézlemliyorsunuz?

- Akademik Tesvik Sisteminin akademik meslegin gelecegine etkisi sizce nasil olacaktir?

Goriisme sirasinda aragtirmacilara rehberlik etmesi agisindan da bu dort alt soru
kullanilmistir. Bu sorulari yanitlarken katilimcilar kendi deneyimlerini resmetmis, ayni
zamanda performatif iklime yonelik tutumlarini da agiklama firsatt bulmustur. Goriisme
sirasinda sorulan bazi ek sorularla, konuyu derinlemesine agmaya ve her katilimcinin
goriigiinii ifade etme firsatt buldugundan emin olmaya ¢aligilmistir.

Sekil 1: Eksenel Kodlama Sonuglari, Katihmeilarin Profili

Uyumlastirma failleri Uyum saglayanlar
(o | Netdegil i e
Yardimci Dogent Dr a
Uyum saglamayanlar
Arastirma gorevlisi a

a —/Eradoksal

al
a/Unvan\ Uyum durumu
Dogent Dr / a
a

Olumlu tarafi var-kimler
a Qoo bilgiler @
S
Cinsiyet

Kadin / / \ /Olumsuz—kimler

@l @l rm—_ ———— i
Erkek /Kimden ogrendim Anlamli maddi getirisi var- agik
a
a 9\

nlamli maddi getirisi var-ortik

Maddi getirisi yok

Hocamdan 6grendim a

Baska sekillerde 6grendim
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Sekil 2: Eksenel Kodlama Sonuclari, Merkezi Temalar

a u Sisteme itiraz a
Akademik isin dontistim Mesleki vurgulu vicdan azabi Digerlerini uyumlastirma sdylemleri
Galisma Kosullan ve istihdam iliskileri Netuiork a zerklik

erkezi temalar. a
\ }ecege iligkin belirsizlik algisina karsi

' 5 5o P—
Akademisyenler performatif iklimi nasil deneyimliyorlar? Akademigyenierin dUUR Perfarmatit Iimae Mg

donlsimi
Olumlu-olumsuz tutumun gerekgeleri

Olumlu- Digsal maddi motivasyon Olumsuz

Gortisiilen akademisyenlerden besi erkek, ikisi kadin olup; bir katilimci dogent, iki
katilimer yardime1 dogent, digerleri arastirma gorevlisidir. Hepsi isleme fakiiltesi ¢atisi
altinda calisan bu kisilerin egitim arka-planlart Muhasebe ve Finans, Yonetim ve
Organizasyon, Uretim Y&netimi ve Pazarlama gibi Anabilim dallarindan gelmektedir.
Lisans derecelerini farkli tiniversitelerden almis olan arastirma gorevlilerinden {igii
meslege OYP ile biri de “S0D maddesi” uyarinca atanarak baslamistir. Yardime1 Dogent
unvanli katilimeilar Yoénetim ve Organizasyon Anabilim Dali doktoralidir, Dogent
unvanli katilimer ise Calisma iliskileri alaninda dogentligini almistir. Bu akademisyenler
Arastirma Gorevliligi siireglerinin basindan itibaren ayni kurumda ¢alismis ve bu anlamda
kurumun yillar igerisindeki degisimine sahitlik etmis kigilerdir.

Veriler agik, eksenel ve segici kodlama asamalarindan gegirildiginde, iki ana arastirma
sorusuna yanit niteliginde degerlendirilebilecek hususlar merkezi temalar olarak ele
alinmistir. Buna gore veri analizi sonucunda goriilen, akademisyenlerin performatif
iklime iligkin deneyimleri {i¢ ana dinamik etrafinda sekillenmistir:

- yaptiklary isin dontisiimii
- ¢alisma kosullar1 (ve istihdam iligkileri)
-akademik network de denilen iliskiler ag

3.2. Akademisyenlerin Performans Odaklilik Deneyimlerinin Boyutlari

Isteyerek ve/veya istemeyerek maruz kalman bir kurumsal déniisiim var oldugundan,
akademisyenlerin bu maruz kalma hali ile hangi anlarda ve sekillerde yiiz yiize geldigini
anlamak bu arastirmanin Oncelikli amacidir. Bu nedenle ¢alismada deneyim kavrami
vurgulanacaktir. Bu béliimde yapilacak tartigmanin veri temeli, asagidaki gorselde ana
hatlarryla gosterilmektedir.
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Sekil 3: Akademisyenler performatif iklimi nasil deneyimliyor?

Akademik Uretimin Elanlanmaa

a Kongreler ve dergiler
Tirkiye de network a
a \ /Te§vik sistemi
Diinyada network a @] (o |
Network Akademik isin dontsimi Sektdrlesme

Akademisyenler performatif iklimi
nasil deneyimliyorlar?

|
a

Calisma Kosullari ve istihdam iliskileri

Toplumsal cinsiyet  Segilen iiniversitedeki deneyim

3.2.1. Akademik isin Doniisiimii

Deneyimin boyutlarina iliskin en gii¢lii karsilasmalarin akademik isin déniisiimii yiiziinden
gergeklestigi gorilmiistiir. Katilimcilar bu gergevede degerlendirilebilecek su dort konuya,
i-akademik tiretimi planlama yaklagimi; ii- tesvik sistemi; iii- alanda sektdrlesme; iv-
kongreler ve dergiler baglaminda akademik yayin yapma odaklanmislardir.

Akademik iiretimi planlama: “kotii de olsa sayiyorum, hesapliyorum”

Performatifiklim, akademik isin yapilma bi¢iminde kdkten birtakim degisiklikler meydana
getirmis; bu degisim Oncelikle akademisyenlerin akademik tiretimlerini planlamasina
yol agmistir. Yapilacak yayn tiirlinden gidilecek kongrenin se¢imine kadar akademik
tretim artik yeni sistemin parametreleri dikkate alinarak planlanmaktadir. Ama bu
durum, planlanan performansa sadik kalma adina iiretilen akademik iglerin niteliginde bir
bozulmaya yol agmaktadir. Bu noktada nitelik kayb: meselesini akla getiren, katilimeilarin
Ozelestirileri olmustur. Katilimcilara gore, bdylesi bir performatif akademik iklimin
igerisinde liretmek, akademik c¢alismalarin nitelik kaybiyla sonuglanmaktadir. Sistem,
akademik isin niteligine iliskin bir sorusturma yap(a)madigindan, performans 6lgiimii
akademik isin sayisi izerinden gergeklestirilmektedir. Gorlinen o ki akademisyenler nasil
arastirmalar yaptiklarinin muhasebesini yapmak yerine, kag tane arastirma yaptiklarinin
hesabini tutar hale gelmistir. Bu baglamda “kétii de olsa sayryorum, hesapliyorum” diyen
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katilimeilar oldukea carpicr ifadeler kullanmis ve bu durumu itiraf sdzciiglinii kullanarak
ifade etmistir. Katilime1 E’nin asagidaki ifadesi buna 6rnek teskil etmesi bakimindan
onemlidir:

“...Yaym yaptim ve gittim ve bunun bana maddi bir getirisi oldu. Bu sey degildi yani, bu
bir itiraf. Sistemi elestiriyorum ama kendimi de elestiriyorum (...) ben oturdum dedim
ki, su kadar puan aliyorum su kadar masrafim oluyor. Nitelik kaygis1 giiden adam zaten
bunu yapmaz, burada da herkesin agik bir sekilde bunu itiraf etmesi gerekiyor. Yani ben
de bunu itiraf ediyorum... Diinyanin her yerinde herhangi bir kongreye gitmek veya
ortalama bir makale yapmak zor bir sey degil ve yine diinyanin her yerinde Tiirkiye’nin
gercegi degil yani yaymlarin yiizde doksani rubbish. .. Ingilizce Tiirkge veya herhangi bir
iilkeyse veya genelde kabul olur yani. Dolayisiyla bu niteliksizlik zaten diinya genelinde
hakim...”

Asagidaki itiraflar, nitelik kaybina iligkin goriisiin istisnai degil yaygin oldugunu
gostermektedir:

“....Ayni sey yani bir yayinla sulandirip iki tane puana eklemek i¢in iki tane yayin yapmis
oluyoruz...” ( Katilime1 D)

“...Ama nitelik anlaminda kesinlikle sey yani, bu hani performans anlaminda ne yapar
say1 olarak bir bir.. say1 olarak artacak ama. Nicel olarak artiracak ama nitelikler gercekten
sorgulanir yani...” (Katilimc1 B)

“...Ama siz bunu kamu kurumlarina soktugunuzda iniversite olur, hastane olur...
hastanedeki karsiligini ¢ok iyi biliyoruz ameliyat sayilari ne kadar artmaya basladi,
gereksiz filan tiniversitede de bunun karsilig1 bu olacak yani. Bunu nitelik olarak kendimizi
¢ok yipratmamiza gerek yok nitelik nitelik ben sdyle yaptim diye...” (Katilimer C)

“... Bu akreditasyon i¢in adam!® bize geldigi zaman bu her yil bir tane makale yapilmuis,
ii¢ y1l boyunca {i¢ tane makale olmus. Adam giildii bize dedi ki boyle makale mi olur, ii¢
yilda bir tane ¢ikmasi lazim dedi...” (Katilimci F)

“...Bu diizenlemeyi yapanlar say1 olarak artsin, bdyle bir niyetleri vardiysa basardilar.
Ama nitelik olarak ¢ok, geriye dogru bence ¢ok kotii bir yere dogru gidiyoruz yani...
”(Katilimc1 A)

Akademik Tesvik Sisteminin Etkisi

Katilimeilar, sistemin kendisine iliskin oldukga detayli degerlendirmelerde bulunmakla
birlikte 6zel olarak tesvik sisteminin, nicelik kaygisimi arttirdigimi giicli sekilde
vurgulamistir. Buna ek olarak, katilimcilarin ¢ogunlugunun tesvik sisteminde yapilan
revizyonlar: yakindan takip ettigi goriilmistir. Arastirmacilarin beklemedigi bir
degerlendirme basligi ise sistemin gergek¢i olmadigi anlamindaki yapilabilirliktir.

Goriisme esnasinda katilimcilar bazi konularda goriis ayriligina diigse de akademik tesvik
sisteminin esasinda niceligi onceleyerek, nitelikten 6diin vermeyi fesvik ettigi goriisiinde
hemfikir olmuslardir. Yukarida belirtilen, katilimeilarin kot de olsa saymaya devam
etmeleri soylemi iste burada temellenmektedir. Katilimcilar, tesvik sisteminin yiiriirliige

13 Akreditasyon ¢alismalari fakiilteye icin danismanlik yapan mentordan sz ediyor.
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girmesinin ardindan, kongrelerde sunulan bildirilerin standartlariin hem igerik hem
yontem agisindan diistiigiingi, yiiksek lisans 6grencileri ile yapilan ¢alismalarin kolayca
yayinlanabilecek mecra buldugunu, kongrelerin hizli ve ucuz sekilde yayin yapabilecek
yeni olusumlara evrildigini, ortak yaym veya karsilikli atif yapmak suretiyle bir tiir
sebekelesmenin olustugunu gozlemlediklerini dile getirdiler. Tim bu tespitler, sistemin
nitelikten 6diin verme pahasina niceligi ne denli tesvik ettiginin isaretleri olarak
yorumlanmustir. Nihayetinde, denebilir ki, Katilimci B’nin ifadesiyle, tesvik sistemi
akademisyenler icin bir ek gelir kapisi olmaktan baska bir islev gérmemektedir:

“...Dolayisiyla dyle dedigim gibi. Aslinda yapmamiz gereken seyi kalite anlaminda,
ama sOyleyeyim nicelik olarak degil, nitelik olarak, yapmamiz gereken seyi yapmayarak
say1y1 arttirarak sadece maasimiza ek bir seyler kazanmaya ¢alisiyoruz...”

Katilimeilar, puanlama sistemin siirekli degismesinin getirdigi kotii siirprizlere de
deginmis ve puanlarin hesaplanma yonteminin basvurulacak yilin en basinda biliniyor
olmas1 gerektigini sitemli bir sekilde dile getirmistir. Fakat onlara gore, akademisyenlerin
mevcut sistemi suiistimallerini igeren bagvurulart nedeniyle sistemi tasarlayanlar
bu agiklart kapatacak sekilde revizyonlara gitmistir. Tesvik primi degerlendirme
komisyonunda bulunan Katilimci D, nitelik kaygist ve akademik kimligin etik boyutuyla
doniistimiine iliskin de ¢ok ¢arpici olan bir suiistimal 6rnegini soyle ifade etmistir:

“...adam tesekkiir etmis, yani sereflendirdin onur konuguydun dedigi i¢in bir plaket
vermis. Plaket 6diil miidiir kardesim, plaketi 6diil olarak gosterenler oldu. Dedigim gibi
ben bunun seyini yedim zamanimda zilgitini, ¢ok siikiir bu sene kaldirmislar...”

Sadece bir katilimc1 bu duruma ¢6ziim olusturabilecek bir 6neri olarak, nitelikli olan
calismalarin daha fazla desteklenmesi, 6rnegin sadece SSCI’da taranan dergilerde yapilan
yaymlarm veya nitelikli yayinlarin ¢ikabilecegi projelerin desteklenmesinin gerektigini
ifade etmistir.

Basta belirtildigi gibi, katilmcilarin bir kismui elestirseler dahi tesvik sisteminin
gereklerine adapte olmus ya da olmaya ¢alismaktadir. Fakat gorlisme esnasinda bazilari
tesvik primi alabilmek i¢in gereken puanlarin ulasilabilirlik diizeyinin ne kadar ger¢ekei/
akilct oldugunu sorgulamuistir:

“...Ama adamlar burada ne disiiniiyor iste 30 puani sagliyorsa veya ki 50 puani
sagliyorsa yaptigim puanlar makaleler dergiler yanina kar kalmistir. Bu isin reelde ben sey
yapacagini ¢ok diistinmiiyorum, yani insana bir maddi karsilik olacagini diisiinmiiyorum.
Ciinkii bunu yapmak i¢in ¢ok ciddi caba sarf etmek lazim. Bu kongreye gidip dort bes
tane bildiri sunmak lazim ki gitmisken parasi ¢iksin yani...” (Katilime1 F).

Alanda Sektiorlesme

Universiteler ve akademik iiretim alaninin piyasa mantig1 yoniinde evrilmesi boylelikle bir
sektore doniismesi ¢arpici acilim noktalarindan biridir. Ozellikle deneyimli katilimcilarm
alanin daha Once sahit olmadiklar1 bir bigimde sektorlestigini ifade etmeleri dikkat
cekicidir. Sektdrlesme, isi kongre diizenlemek olan “girisimci”leri ortaya ¢ikarmakta, bir
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gesit kongre turizmi giindeme gelmektedir. Katilimei E bu durumu soyle 6zetlerken;

... Tamamziyla bir girisimei diinyanin her yerinde yilda 15 tane kongre diizenliyor yani.
Kendi de kazaniyor, gelen kisi de zaten tiniversitesinden destek aliyor, turizm amagli filan
yani...”

Katilimer B, bu durumun yeni uygulamalarla iliskisine deginmistir:

“... Su an akademik tesvikten kaynaklanan bir sey de var sanki sektore doniisen bir durum
da var... her kongreye baktigimda akademik tesvik esaslidir diye ibareler yaymlanmaya
baslad1...”

Kongreler ve Dergiler

Katilimeilar, yasanan dontisiim siireciyle birlikte bir kongreye ¢ok sayida arastirma ile
katilan akademisyenlerin varligina isaret ederek, kongreleri tartismaya agmuistir. Onlara
gore niceliksel bytikliik, nitelik yoksunlugunu tetiklemektedir. Katilimer B bu konudaki
gozlemlerini sOyle aktarmistir:

“...N’aptyorum ben simdi bu donem, gegen donem sunu gordiim; iste gecen dénem
kongre yapildi birkag oturum bagkanligi mecburen bana verildi. Clinkii hani sey yok,
hoca yok. Organizator bir orada, bir burada filan. Bir oturumda X tniversitesi galiba
stirekli ayni hoca partnerler degisiyor, iki ti¢ tane oturumda. Dedim arkadaslar n’oluyor
bdyle, hoca sey yapmis arkadaslar1 yonlendirmis...”

Ote yandan, bu tiir kongrelerin yayginlasmasi, hem igerik hem de yéntem bakimindan
eksikleri olan ¢alismalarin dahi burada sunulmasiyla, bilimsel kabul edilenin ne olmasi
gerektigi sorgulamasini devre dist birakmis gibi gériinmektedir. Katilimer D’nin aktardigi
anekdot, bu baglamda ¢arpici bir 6rnek olarak yorumlanabilir:

“Bu en son Izmir’de sey vardi, Y Universitesi'ne Z sehrinden gelen bir arkadas vard.
Doktora ders dénemindeymis. Istihdamla ilgili bir sunum yapt... .... ve adamin sonucu
suydu; kayit dis1 istthdamin nedeni igverenlerin maliyetten kaginmalari. Bunu sokaktaki
amcaya sor sOyler zaten sana bu mudur yani hocam dolayisiyla sey degil.... Ortamda bir
sey soyleyecek profesorler var, ama o profesorler de higbir sey soylemiyor. Alkisladik
oturduk, yani hakikaten gii¢lii bir sekilde alkisladik oturduk...”

Bu anekdot, kidemli akademisyenlerin dahi isin dogrusunu tartigmaya agmamasi
bakimindan akademik isin donlisiimii konusunda 6nemli bir noktaya temas etmektedir.
Ote yandan, bu gibi orneklerin kétiiye dvgii olarak nitelendirilebilecek yeni bir alan
actigmi da vurgulamak gerekir. Benzer Ornekler dergilerin yayin siireglerinde de
gozlemlenmektedir. Katilimer A bu durumu soyle dile getirmistir:

“...Bana sorarsaniz diyelim ki binlerce akademik ¢alisma yapiliyor makaledir sudur
budur dergilerin niteligi de ayni sekilde bu arada onu da séyleyeyim. Yani ¢ok 6zensiz.
Bazi dergiler var gonderiyorsunuz hi¢ hakemden geri bildirim gelmeden ya da tamam OK
deyip yaymhyorlar...”
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Tesvik sistemi ile ilgili tartigmalara iliskin olarak bir gozlem notu da tartigma igeriginin
siklikla etik konusuna baglanmasi ile ilgilidir. Katilimci1 G’nin, bu tip niteliksiz yayinlardan
elde edilecek gelirin haksiz kazan¢ olduguna dair ifadesi dikkat ¢ekicidir. Soylemlerden
aci1ga cikan, bazi katilimcilarin meselenin ahlaki olup olmadigini tartistigi ve bazilar1 da
kendi durusuna iliskin bir mazeret ya da mesruiyet zemini aradig1 yonindedir.

3.2.2. Calisma Kosullar1 ve istihdam iliskileri

Yukarida arastirma igin 6rneklem stratejisinin neye gore sekillendirildigini agiklarken,
secilmis olan tniversitenin 6zgil konumu detayli olarak tarif edilmistir. Performatif
iklimin genel yansimalarina ek olarak, bu kurum 6zelindeki deneyimleri ayr1 bir tartisma
olarak ele almak gerektigi diisiniilmektedir. Ciinkdi, sistemle ylizlesmelerin ikinci 6nemli
baglamini, bu kurumda yasanan deneyimin 6zgil taraflar1 olugturmaktadir.

Secilen Universitede Olma Deneyimi
- Atanma ve Yiikseltme Kriterlerinin Baskist

Gortigsme esnasinda goriilen, istege bagli bir uygulama alani olarak akademik tesvik
uygulamalari ile istihdam iliskisinin temelini olusturan atanma ve ylikseltme kriterlerinin
olusturdugu baskinin bir arada karsimiza ¢ikmasidir. Atanma ve yiikseltme kriterleri
baskisi, ayni Universitede ¢aligma hayatina devam etmek isteyen akademisyenlerin, is
gilivencesini garanti altina almak ig¢in yapmasi zorunlu olan yayin sayisini ve tiiriinii kendi
inisiyatiflerinin diginda kosullara baglamaktadir. Bu baglamda, aykir1t bir 6rnek olan
secilmis tiniversitede lisansiistii 6grencilerin ve akademisyenlerin tabi oldugu performans
kriterleri yukarida detayli olarak agiklanmisti. Pekala, bu kriterler akademisyenlerin
deneyimlerinde hangi yiizlesmeleri ortaya ¢ikarmaktadir?

Bu yiizlesmelerin ilki, beklenen asgari performans puanlarmin ¢ok yiiksek olmasi
noktasinda gerceklesmektedir. Ogretim iiyeligine yiikseltilme ve atanma 6lgiitlerinin
diger devlet iiniversitelerine kiyasla ¢ok daha yiiksek olusu, tipki tesvik sisteminde
oldugu gibi dnce nitelik/nicelik ¢eliskisini iretmektedir. Katilimer D, kriterleri saglamak
adina kendi standartlar1 iginde yapmayacag tiirden ¢alismalari nasil yaptigini su sozleri
ile ifade etmistir:

“...ama atanma kriterine 500 puan koyuyorsa, iste su kadar yaymin olmasi gerekiyor
diyorsa ve yayinlarin niteligine bakmadan bunu sey yapiyorsa, ben simdi o 500 puani
tamamlamam gerekiyor mu gerekiyor, o zaman bir yerden sonra yapabildigimin iizerine
maalesef yapamayacagim seyleri de yapip gdndermis oluyorum.”

Katilimeilar bahsi gegen olgiitlerin siklikla degisiyor olmasiin olusturdugu kaosa da
dikkat ¢ekmistir. Zira, segilmis olan liniversitede 6grenim goren bir doktora 6grencisi,
stirece basladig1 andan mezun olacagi zamana kadar gegen zaman igerisinde kendisinden
beklenen sartlarin neler olabilecegi konusunda kendini giivende hissetmemektedir. Bu
durum her kademedeki akademisyen i¢in benzeri kosullar olustursa da, bundan en ¢ok
etkilenenler arastirma gorevlileridir. Katilimer F, bu uygulamanin getirdigi belirsizligi
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sOyle dile getirmektedir:

“...Mesela simdi biiyiik ihtimal bu seyde de sikinti olacak yeterliligini son bir sene i¢inde
vermis olan arkadaslar biz de dahiliz buna, biz doktoray1 bitirmemisken citation yayimn
istiyor...”

Bazi katilimcilar da, kidemi yiiksek hocalardan beklenen yayin performansi ile meslege
yeni baglamis olan arastirma gorevlilerinden beklenenler arasinda bir adaletsizlik oldugu
kanaatindedir. Ornegin katilime1 F bu duruma iliskin itirazim soyle dile getirmistir:

“...sosyal bilimler enstitiisii ilk kuruldugunda doktoraya baslayan ilk arkadaslari bu
sartlar1 getirmek yerine, adam mesela 20 yillik profesorlerimiz var {i¢ sene igerisinde
ondan yapmasini beklemek lazim, hani yapiyor o zaman dogentten istemek lazim, o
yapiyorsa Yar. Dog’tan istemek lazim...”

Ozetle, atanma ve yiikseltme kriterlerini saglama bakimindan bu iiniversitenin performatif
iklimi, katilimeilar tizerinde baski olusturmus gériinmekte ve olusan belirsizlik ve gelecek
kaygisi, deneyimin olumsuz yiizlesme noktalarina isaret etmektedir.

- Akran Baskist

Tartismanin bukismi, tegvik puanlarinin hesaplanmasi dahil olmak tizere, akademisyenlerin
akranlari tarafindan nasil algilanacagini hesap ederek hareket ettiklerini gostermektedir.
Gortisme sirasinda  katilimeilarin - akran baskisini ortaya koyan carpict sdylemleri
olmustur. Géoze batmama, a¢gozlii olarak yaftalanmama, i¢ daralmasi, ironi bu baskinin
nasil disa vurulduguna iligkin tanimlamalar olarak karsimiza ¢ikmaktadir. Burada not
edilen bir husus da sudur: katilimcilar biiylik 6l¢iide sisteme adapte olmaya galisiyor,
fakat hepsi bunu ayni 6lgiide basarmis degildir. Adaptasyon siireci hala devam etmekte
ve simdilik akran baskist daha ¢ok, digerlerine gore yiiksek puan alanlarin hissettigi bir
yiizlesme deneyimi gibi gériinmektedir:

“...Ayn1 mantikla mesela bir kategorideki puan seyini doldurmussa iki ii¢ tane fazla
makalesi varsa diyor ki ya bunlar1 koymamin tesvike bir amaci yok, bari ¢ikarayim da
gdze batmasin diyor...” (Katilimci F)

«...Igsel seyden dolay1 yapiyorum bunu herhangi bir baski da yok, hosuma gidiyor,
Ogreniyorum, yanlisim var vesaire sudur budur. Ama seye gelince, iyi ki de daha faza
degil diyorum mesela, ¢linkii kendimden utanirim, ‘ya ne kadar a¢ gozIlii adammus, gegen
yil 28 puan aldi da simdi 100 puan ald1’ diye de diisiiniirler. Ger¢ekten bu beni bir kaygiya
siiriikler yani vallahi yani...” (Katilimci1 E)

“... Mesela X 99.7 diyor bana soruyorlar maalesef diyorum yani... hocam diyorum
bilerek mi yapryorsun 99.7, 100 yapsaydin bari...” (Katilimci D)

Sisteme uyum saglamadigi diistiniilen bir katilimei ile arada kaldig: diistiniilen katilimci
ise tersine bir akran baskisinin etkilerini vurgulamistir:

113

. Hocam ben orada pozitif degil de negatif bir baski oldugunu diistiniiyorum.
Bir arastirma gorevlisi nasil 70’in {izerinde bir puan alir ki, 70’in iizerinde ki seyden
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bahsediyoruz, akademik tesvik i¢in kullanilabilir bir puanin 70 olmasindan bahsediyoruz.
Hani sirf makale igin olan kategoride 100’iin tizerinde puan alan adam var ki bunun
birgogunu kullanamiyor tesvikte...” (Katilimer F)

“...Hani o biitiin odalarda koridorlarda disarilarda su kadar puani var sunu toplasan
su kadar falan filan bu hesaplari duymak benim bdyle yiiregimi sikiyor yani Oyle
soyleyeyim...” (Katilmci G)

- Ilimli Bir Rekabet

Katilimcilar ilimli rekabet kosullarindan da s6z etmistir. Bunlar arasinda, akranlarinin
akademik ilerlemesinin kendileri tizerinde yarattigi baski, gevrelerindeki akademisyenlerin
kendilerinden hizli yiikselmesi veya asti sayilabilecek meslektaglarmin kendilerinden
daha rekabetg¢i olmasinin lizerlerinde yarattig1 baski ve rekabet ortamina iliskin vurgular
yer almaktadir. Bu hususu dile getiren katilimcilarin uzun yillardir kurumda galisan
deneyimli katilimcilar olmasi da tespitlerini arastirmacilar nezdinde daha anlamli hale
getirmistir.

“....Diyelim ki on kisi biz doktoraya basladik dokuz kisi dogent olduysa ister istemez ne
oluyor diye evet diisiiniiyorsunuz...” (Katilime1 A).

Katilimer B ise rekabetin baska bir boyutuna dikkat ¢ekerek farkli unvanlara sahip
akademisyenler arasindaki etkilesimden s6z etmistir:

“...Ben de simdi hocalar olarak diisiindiigiinde, simdi senden sonraki nesil hizla
yiikselmeye basliyor o da bir baski olusturuyor....”

Gortigsme sirasinda katilimcilardan biri bu tartismanin seyri iginde, tesvik puanlarinin
nasil hesaplandiginin ve meslektaslarinin da puanlarini sistemden kontrol ederek gérme
imkani saglayan seffaf sistemin artik degistiginin bilgisini paylasmistir. Bu bilgi, aslinda
digerlerinin nerelerden puan aldiklarini gérmenin iyi oldugu yorumu esliginde dile
getirilmistir.

- Kusak Farki

Aslinda akran baskisinin ve rekabet dinamiklerinin de i¢erisinde karistigi bir vurgu noktasi
da katilimcilarin kusak farki nedeniyle hissettikleridir. Ancak arastirmada kurumsal bir
doniistimiin izinin siiriilmekte oldugu disiiniilerek, bu noktay1 ayrica ele almak istenmistir.
Dogal olarak bu kisimda digerlerine gore daha kidemli olan iki katilimcinin yorumlari
belirleyici olmustur.

Once, katilimer A, kendi 6grenciligi sirasinda deneyimledigi durumu “su akar yolunu
bulur” seklinde tamimlamis ve aym deneyimi Ogrencilerinin yasamamasi i¢in c¢aba
gosterdigini anlatmistir. Ogrencilerin entelektiiel birikimi igin farkli uygulamalar
yaptigini, ancak yeni kusak arastirma gorevlilerinin buna tevecciih gostermedigini de
dile getirmistir. Katilimc1 B de benzer sekilde eskiden beri siiregelen yanlisliklarin tekrar
yapilmamasi i¢in ¢aba sarf ettigini ve gereken yerde 6grencilerini diger meslektaglarina
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yonlendirdigini ifade etmistir. Ote yandan, Katilime1 B eskiye kiyasla bugiin daha
fazla arastirma yapma kiltiiriiniin olustuguna dikkat ¢ekmis, yeni kusagin metodoloji
konusunda daha donanimli ve daha iiretken oldugunu su sozlerle ifade etmistir:

“...15y1l 6nce bu kadar metottu, seydi filan istatistikti veya iste nitel nicel yontemdi
¢ok biz yontem tartismazdik, konusmazdik. Ben buradaki hocalardan da arastirma
yontemlerini aldim, su anda hocalarin da bambaska bir hale geldigini gériiyorum. Ciinkii
gelisiyor metot mu gelisiyor, gengler artik daha m1 hizli 6greniyorlar veya bu seyle mi
alakali bu bilgisayar, internet, veri tabanlari artik 6grenmeye daha miisait, 15 sene dnce
boyle degildi yani. Biraz ona da ben bagliyorum, yani genglerin daha tiretken goreceli ya
da daha fazla kongrelere gitmelerini buna bagliyorum bir bu...”

Toplumsal Cinsiyet Faktorii

Calisma kosullar1 ve istihdam iligkileri baglaminda ¢ok 6nemli bir konu baglig1 olan
calisma yasaminda toplumsal cinsiyet rollerinin etkisi de arasgtirmada one ¢ikan
meselelerden biridir. Ancak goriisme sirasinda bu konu {izerinde ¢ok fazla (Katilime1 G
disinda) durulmamustir. Toplumsal cinsiyet baglaminin, ileriki calismalarda derinlestirmek
istenen noktalardan biri oldugu sdylenebilir.

3.2.3. iliskiler Ag

Katilimeilarin - ¢ogu durumda network olarak tanimladiklart iliski aglar1 da
akademisyenlerin performatif iklim deneyimlerinde One ¢ikan konulardan biri
olmustur. Goriisme esnasinda, hem diinyada akademik isin nasil deneyimlendigine
iliskin séylemler, hem de Tiirkiye 6zelinde tespitler ortaya konmustur. Katilimcilara
gore diinyadaki network, akademisyenlerin daha nitelikli dergilerde yayin yapmasina
olanak saglamakta, uluslararasi projelere partner olarak dahil olmasini kolaylastirmakta,
ayrica alanin otoritesi kabul edilebilecek kisilerin gelistirdigi yeni tartisma alanlarinin
takipgisi olarak ana akim tartismalara katilma imkani saglamaktadir. Bu aga dahil olan
arastirmacilar yayin sayist bakimindan da yiiksek performans sergileyebilmektedir. Ote
yandan, akademisyenlerin uluslararasi yayin yapabilmesi igin olusan dergi aglarinin
para ile yayin yaptirma noktasina geldigi goriilmektedir. Kendisi de proje ve makale
ile uluslararasi aga katilma deneyimi yasamis olan Katilimci E, Tiirkiye’de bu deneyimi
yasama firsat1 olmadigina su sozleriyle dikkat ¢ekmistir:

“...Hocam proje mantigi soyle yiiriiyor, proje yoneticisi kistaslari belirliyor, benim dedigim
yani impact faktorii yiiksek yayin garantisi veriyor. Biz de yok dyle bir sey. Baslamadan
zaten o garantiyi veriyor. Ondan sonrasini ben kullanacagim diyor. Hem nitelikli bir sey
ortaya cikiyor, altmis tane lilkeden data almis yapmus, iki ayr1 akademisyenin fikriyle
ortaya ¢ikan veya zenginlesen bir calisma kabul edersiniz ki...”

Pekala iliskiler ag1 Tirkiye’de nasil ylizlesmelere sahne olmaktadir? Katilimcilara

gore kongrelerde kabul edilecek bildirileri belirlemede bu aglar etkili olmaktadir;
akademisyenler dogentlik sozlii sinavinda karsilasacaklar1 muhtemel jiiri iiyelerine
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kendisini bu aglar vasitasiyla tanitmak istemektedir'*. Aynm1 zamanda, belirli projelerde yer
alabilmeyi kolaylastirmasi ve ortak arastirmalar yriitebilecek ekipleri olusturabilmesi
icin de bu aglar etkilidir. Katilimc1 G, biraz da sitemkar bigimde, “ben herhangi bir
networkiin bir parcast da degilim olmak da istemiyorum” sozleriyle bu deneyim
konusundaki yoksunlugunu ifade etmistir.

Niteliksizlesme, Akademik i§in Gelecegi

Yapilan goriismede en fazla tizerinde durulan konulardan biri {iniversitede performans
odakliligin sebep oldugu yogun nitelik kaybidir. Bu durum literatiirde “performans
paradoksu” olarak gecen kavrami akla getirmektedir. “Performans paradoksu,
performans gostergeleri ile performansin kendisi arasindaki zayif korelasyona/iliskiye
atif yapan” (Van Thiel ve Leeuw, 2002)bir kavram olarak ele almmaktadir. Bu kavram
detayli incelendiginde “performansin sayilmayan yonleri pahasina, performans 6l¢iim
semasinda sayilan fenomenlere yapilan vurgunun” (Van Thiel ve Leeuw, 2002) etkisinin
one ¢ikarilmasindan soz edildigi goriilmektedir. Universitelerde uygulanan performans
Olgtim sistemlerinin, bu karaktere sahip olmasi akademisyenlerin tersine Ogrenme
etkisine kapilmalarina ortam saglamaktadir. Tersine 6grenme, “Orgiitlerin ya da bireylerin
performansin hangi yonlerinin 6l¢iildiigiinii (ve hangilerinin 6l¢iilmedigini) 6grenmis
olduklarinda bu bilgiyi, kendi degerlemelerini manipiile etmek icin kullanabilecekleri”
anlamina gelmektedir. Buna gore “Oncelikle biitiin ¢aba Ol¢iilene yonlendirildiginde,
performans yiikselecektir ancak toplamda, ger¢ek bir gelisim yoktur ya da hatta
performansin (diger yonleri i¢in) daha kotiiye gidis s6z konusudur” (Smith, 1995 akt.
Van Thiel ve Leeuw, 2002). Bir baska agidan bu durum, tiniversitelerin giindemlerinin
en iistiine “arastirmanm” konulmasinin gercekten iyi arastirma pratiklerini saglayip
saglayamayacagi agisindan da ele almabilir. “Acaba bu durum gergekte arastirmalar
hakkinda ¢okc¢a konusma ama daha az eylem mi iiretmektedir?”(Alvesson ve Spicer,
2016).

Sonucta bu yaklasim, akademisyenler olarak bizleri “6lgen, dlcerken standartlastiran,
standartlastirdig1 dlgiide egitimin igerigini degistiren” (Ercan, 2011) bir isleyistir. Buna
gore “ilk asama, kolayca Ol¢iilebilen ne varsa onun 6l¢iilmesidir. Bu yapilabildigi 6l¢lide
sorun yoktur. ikinci asama, dlglilemeyenlerin goz ardi edilmesidir.... Bu yapayliktir
ve analizi yanls yerlere gotiiriir. Uglincii asamada, dl¢iilemeyenlerin 6nemli olmadig
varsayilir. Bu korliiktiir. Dordiincli asamada, kolayca Olgiilemeyenlerin aslinda zaten
var olmadig1 sdylenir. Bu intihardir” (Smith, 1972°den akt. Ercan, 2011). Bu intihar
akademik kimligi ve genel olarak iiniversite kurumunun gelecegini nasil etkileyecektir?
Gorilinen odur ki bu tehdit edici bir etkidir. Clinkii su ana kadarki deneyim “kriterler,
kiyaslamalar ve diger degerleme araglarina yapilan asirt vurgunun, 6gretim siireglerini
gelistirmek yerine prestijli tiniversitelerin dis goériiniisiinii taklit eden vasat kurumlarin
ortaya ¢ikmasina én ayak oldugunu” (Brewer vd. 2001°den akt. Van Thiel ve Leeuw,
2002) gdstermistir.

14 Bu ¢alisma i¢in yapilan goriismeden birkag ay sonra, 21 Subat 2018 tarihinde dogentlik sozlii siavinin
kaldirilmasi yasalagmistir.
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4. TARTISMA VE SONUC

Sonug degerlendirmesine gegerken aragtirmanin bulgularini kisaca hatirlatmak gerekirse
sunlar soylenebilir: Akademisyenlerin performans odakli kiiltiire iliskin deneyimlerinin
iic ana boyutu “akademik isin doniisiimii”, “calisma kosullar1 ve istihdam iliskileri”
ve “iligkiler ag1” olarak tanimlanmistir. Biitiin akademisyenler performans odakliliga
iliskin olumsuz goriisler belirtmislerdir. Olumsuz kanaatlerin gerekgeleri olarak
ise niteliksizlesme ve haksiz kazang kavramlari odak grup goriismesinde yogun bir
sekilde tartisilarak 6ne ¢ikmistir; 6yle ki 6zellikle nitelik kaybi en fazla kodlanan konu
basliklarindan biri olmustur.

Akademik {iretimin gelecegi ve performans odakliligi aragsallastiran yaklasimlarin
dogurdugu etik dis1 tutumlara iliskin duyulan itiraflar da ¢ok ¢arpicidir. Arastirmaya
katilan akademisyenlerin akademik tiiretimin niteligi ve iliskiler agmin kullanimina
iliskin olmasi gerekeni degil olmamasi gerekenleri yaptiklarini birer birer itiraf etmeleri
bu ¢alismanin en sasirticit bulgularindan biridir. Aslinda gerek olmasa da tesvik puanini
yiikseltebilmek i¢in karsilikli olarak birbirine atif yapan kisilerin olusturdugu iliski aglart
(Yiicel ve Demir, 2018) ile nicelik ugruna nitelikten 6diin verilmesinin yayginlagsmasi ve
akademik tesvik sisteminin akademisyenleri kongre sirketlerinin diizenledigi niteliksiz
kongrelere ya da literatiirde “sahte ya da yagmaci” (Demir, 2018) olarak adlandirilan
dergilere yoneltmesi de bu baglamda diisiiniilebilecek sonuglardandir.

Biitiin bu degerlendirmeler gostermistir ki, performans ¢aginin tiniversiteler tizerindeki
etkisi agisindan, lilke baglaminda aykir1 bir 6rnek olarak ele alinabilecek olan segilmis olan
iniversitede yaganan deneyimlerin ana eksenini performans paradoksunun bir yansimasi
olarak yorumlanabilecek Ol¢lim sistemlerinin nicelik-nitelik ¢eliskisi olusturmaktadir.
Bu ¢eligkinin temsil ettigi yonetim anlayisina karsi, diger tilkelerdeki akademisyenlerin
duruslarina benzeyen durus 6rnekleriyle bu aragtirmada da karsilagiimistir.

Akademisyenlerin performatif iklime iliskin deneyimleri ve buna karst gelistirdikleri
duruslar1 hakkindaki bu yorumlarimiz baglaminda tartismamizi zenginlestirebilecek bir
caligma Alvesson ve Spicer’a (2016) aittir. Bu ¢alismada arastirmacilar, 6rnek olarak
isletme fakiiltelerinde ¢alisan akademisyenlerin, tiniversitelerin sirketler gibi yonetilmesi
akimi karsisinda, Ozerkliklerinden vazgegme durumunu analiz etmistir. Yazarlar bu
calismada akademisyenlerin Ozerkliklerini korumasi ya da yitirmesi baglaminda
yorumlanabilecek olan yanitlarini su sekilde 6zetlemektedir: Bir klona doniiserek uyum
saglamak, otorite pozisyonlarindan uzaklastirilarak direnis gostermek, kalbi kirilmis bir
sekilde yaptiklari ise olan sevgilerine odaklanmak, sinik bir siipheciligi benimsemek ya
da oyunu kurallarina gore oynamak (Alvesson ve Spicer, 2016: 30). Yukarida Sekil 1°de
ile gosterdigimiz ayrimlardan biri olan “uyum saglamayanlar” olarak adlandirdigimiz
yaklasim bu ¢alismadaki direnis gosterme yaklasimina benzemektedir. Bunun gibi, “uyum
saglamak” olarak yorumladigimiz kimliksel yaklasim ayni ¢alismada bahsedilen “klona
doniisme”’ye benzemektedir. “Sinik” kalma yaklasimi da, katilimer G’nin “hani o biitiin
odalarda koridorlarda disarilarda su kadar puani var sunu toplasan su kadar falan filan
bu hesaplari duymak benim boyle yiiregimi sikiyor yani dyle sdyleyeyim...” seklindeki
ifadesinde 6zlii sekilde goriildiigii gibi bizim aragtirmamizda da ortaya ¢ikmustir.
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Yukarida anilan ¢alismada, akademisyenlerin performans odakliliga karsi gelistirdikleri
duruslarin bir 6zerklik meselesi olarak tartisildigi belirtilmisti. Yapilan goriismede
ozerklik konusu sadece bir katilimer tarafindan agikga dile getirilen bir nokta olmustur.
Ancak arastirmacilarin izlenimi, yiizeye yansiyan bu durumun, derinligine daha ¢ok
boyutlu olarak arastirilmasi gerektigi yoniindedir. Yeni-yonetimci akim baglaminda
iniversitelerin de sirketler gibi yonetilmesini dngoren “...yonetsel ideolojiler, akademik-
yoneticilerin ¢ikarlarina hizmet ediyor ve geleneksel olarak yonetimin baskinligr ile ilgisi
olmayan tniversiteler gibi ortamlarda bile gii¢ ve baski iliskilerini saglamlastiriyor gibi
goriinmektedir” (Deem, R. ve Brehony, 2005: 217). Bu isleyisin akademik ozerklik ile
iliskisi akademik kimligin doniisiimii agisindan merkezi bir 6nem tasimaktadir. “Burada
s6z konusu olan biitiiniiyle bir uyum gosterme hikayesi degildir....akademisyenler
acikca karsit olan konumlar arasinda gidip gelmektedir: Uyum ve direng, akademik ise
duyulan agk ve ona iliskin sinik bir isteksizlik... Akademisyenler bu karmasik kimlik
oyunu ile basa ¢ikabilmek i¢in ¢calisma yasamlarini “oynanmasi gereken bir oyun” olarak
gdrmektedir”’(Alvesson ve Spicer, 2016). Bu durumla baglantili olarak su dnemli soru akla
gelmektedir: “Acaba akademik kimligi yayin yapma ile bu sekilde baglantilandiran bir
yaklasim ne derece saglklidir?” Akademisyenler bu deneyimin sonunda “diisiinmeksizin
yaymn yapan robotlar m1”, “hi¢bir sonu¢ elde edemeyen direnisgiler mi”, “kalbi kirik
arastirma severler” mi yoksa “tatsiz tuzsuz sinikler mi” olacaklardir (Alvesson ve Spicer,
2016: 43).

Sonug olarak bu arastirmanin bulgulari {izerindeki tartisma arastirmacilara, bu ¢alismay1
derinlestirme ve akademik kimligin doniisiimiine dair arastirmayi siirdiirme anlaminda
yol goéstermistir. Bundan sonraki arastirmada arastirmacilara rehberlik edecek sorular
sunlar olabilir:

- Pekala, Tiirkiye’deki akademisyenler akademik kimligin doniisiimii ile ilgili, gelismis
tilke akademisyenlerinin deneyimlerinden farkl: olarak neler yasamaktadir?

- Acaba Tiirkiye’deki akademisyenlerin bu deneyimlerini resmedebilecek 6zgiin bir
kavramsal semaya ulasilabilir mi?

- Bu semanin ana boyutlarini hangi etkiler olusturacaktir?

- Bu boyutlanmanin akademik kimligin déoniistimii ve Giniversitelerimizin yapisi agisindan
etki alanlar: neler olabilir?
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WORKING EXPERIENCE OF ACADEMICS IN A
PERFORMANCE ORIENTED UNIVERSITY

This study focuses on the university which has gradually been the field of corporate
practices, as an impact of new-managerialism. There are many different corporate
practices which we can see being practiced in universities, whereas in the current study
we are looking at performance orientedness. The framework of performance orientedness
in our country is determined by two determiners. One of them is the criteria of assignment
and promotion which is determined on the basis of the decisions of the University Senate.
The second one is the incentive payment system for academics which has been operative
since 2014 with the law no 6564. According to us, the problem here is the interaction of
the working conditions and the climate of the universities, which has gradually been more
and more performative, with the academic profession. In the context, the aim of this study
is to explore the performance-oriented university experiences of a group of academics.
The study, which focuses on academics working in the Faculty of Business, used a
basic qualitative research design. The research focuses on the dimensions of academics’
performance-oriented experiences. The below main question and subquestions lead the
study:

- How do the academics experience the performative turn in the university?

- On which aspects did the incentive payment system affect the academics?

- What are the experiential differences between before and after the incentive payment
system conducted?

The field study was conducted at a state university. This University was chosen deliber-
ately as a part of the deviant case sampling strategy. There are a few reasons why we take
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the sample as a deviant case. The first is that, the application of strategic planning and
quality process. Another significant indicator of the institution’s performance-oriented
climate is the performance criteria which is applied for the postgraduate students and the
academics. Besides, all three of us as the researchers, have been studying/working in the
institution for more than fifteen years, and have a wide range of participative observation
notes. So we had the chance to witness the process of the new managerialist applications
of strategic planning and excellence models.

We also used a purposive sampling method when we were choosing the academics to make
an interview with. We chose to focus on the Business Faculty, regarding the ideological
character of the new-managerialist transformation. We made a focus group interview, with
7 academics invited. Those seven people were invited concerning being male-female,
senior-junior, with high incentive-low incentive scores and with the different disciplinary
background. Thus we are confident that the variation among the participants was assured.
The field research was organized around the focus group interview and the participative
observation notes of the researchers. The data were coded as open, axial and selective
respectively. For the validity of the research, we used the data source triangulation and
analyzer triangulation tactics. We used the qualitative data analysis software MAXQDA
12.

According to the findings of the field research, there are three main dimensions of
the academics” performance-oriented experience. Those are; the transformation of
the academic work, the working conditions and the effect of networks. Two negative
outcomes of performance orientedness for the future of academic work were the loss of
quality while the quantities are getting stronger and ill-gotten gains of the academics.
Regarding the working conditions and employment relations, the findings displayed
that the performative climate of the University provokes peer pressure and performance
appraisal pressure on the academics. Finally, the academic networks have become vital
for the academics to be able to survive which can be seen as another force of pressure on
them.

The findings of the field research revealed that the Turkish experience of the new-
managerialisation of the University is not far different from the, previously managerialised
countries’ higher education institutions. The common point of the different country
experiences is a phenomenon that we name as the quality-quantity paradox of the
appraisal systems. We came up to with similar positions which were developed by the
academics in Turkey and other countries. On the other side, it was really striking for us to
hear the confessions of the academics about their unethical ways of conduct which show
up as the consequence of the instrumentalist application of performance orientedness in
the University.
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- ARASTIRMA MAKALES] -

ORGUTSEL USTALIGIN MUSTERiI ODAKLI HiZMET
DAVRANISLARI UZERINDEKI ETKIiSINDE
HATA YONETIM KULTURUNUN ARACILIK ROLU

Selahattin KANTEN! & Pelin KANTEN?

Oz

Literatiirde, isgorenlerin miisteri odakli hizmet davramiglar: sergilemeleri ¢esitli
bireysel ve orgiitsel faktorlerle iligkilendivilmektedir. Bu ¢alismada, miisteri odakl
hizmet davranmiglarini etkileyen érgiitsel onciiller baglaminda orgiitsel ustalik ve hata
yonetim kiiltiirii algisi ele almmuistir. Bu dogrultuda, arastirmaninin amaci érgiitsel
ustaligin miisteri odakli hizmet davramglart iizerindeki etkisinde hata ydonetim
kiiltiiriiniin aracilik voliiniin incelenmesidir. Aragtirma amact kapsaminda K.K.T.C’de
faaliyet gosteren bes yildizli ii¢ otel isletmesinin 172 ¢alisamindan anket yolu ile
veriler toplanmistir. Otel ¢alisanlarindan toplanan veriler tammlayict istatistikler,
korelasyon ve dogrulayici faktor analizleri vasitast ile degerlendirilmis, hipotezlerin
test edilmesinde ise hiyerarsik regresyon analizinden yararlamimistir. Arastirma
bulgular, orgiitsel ustaligin yapisal ve baglamsal ustalik boyutlarimin iggérenlerin
rol tamimli ve rol otesi miisteri odakll hizmet davranisi sergileme diizeylerini pozitif
yonde etkiledigini gostermektedir. Bununla birlikte, hata yonetim kiiltiirii algist
da isgorenlerin rol tamimli ve rol oOtesi miisteri odakl hizmet davranisi sergileme
diizeylerini etkilemektedir. Ayrica, orgiitsel ustalik boyutlarinin isgorenlerin rol tanimh
ve rol étesi miisteri odakli hizmet davranisi sergileme diizeyleri iizerinde hata yonetim
kiiltiiriiniin kismi aracilik etkisi oldugu belirlenmigtir.
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Abstract

Within the literature, it is suggested that employee’s tendency to exhibit customer-
oriented service behaviors based on the various individual and organizational
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antecedents. This study examines organizational ambidexterity and error management
culture as a scope of the organizational antecedents which may have significant effect
on customer-oriented service behaviors. Accordingly, this study aims to investigate the
effects of organizational ambidexterity on customer-oriented service behaviors and
also it aims to explore the mediating role of error management culture. For the purpose
of the study, data has been collected via survey method from the 172 employees who
are working in three hotel establishment located in K.K.T.C. In addition, exploratory
and confirmatory factor analysis, correlation, hierarchical regression analysis, sobel
test applied to the obtained data from the hotel employees. Based on the findings, it is
observed that the dimensions of organizational ambidexterity called as structural and
contextual have positive effect on customer-oriented service behaviors of employees.
In addition, also the error management culture has a positive effect on customer-
oriented service behaviors. However, it has been found that error management culture
has a partial mediating affect the relationships between organizational ambidexterity
and customer-oriented service behaviors.

Keywords: Organizational Ambidexterity, Error Management Culture, Customer-
oriented Service Behaviors, Service Industry

Jel Codes: M10, M20, M54

1. GIRiS

21.ylizyilin ig diinyasina hizmet 6rgiitlerinin yon verdigi ve gelecekte calisma yasaminin
biiyiik bir kismina bu orgiitlerin niifuz etmeye devam edecegi goriilmektedir (Payne &
Webber, 2006: 365). Yiiksek rekabet igeren bu kosullarda, hizmet 6rgiitlerinin basarisi
miisterilerine daha iyi hizmet deneyimi sunmalariyla ve insan kaynagini gelistirmeleriyle
iliskilendirilmektedir. Bagka bir ifadeyle, hizmet orgiitlerinde isgérenler ile misteriler
arasinda birebir etkilesim kurulmasi, miisteri odakli hizmet davranislarinin sergilenmesi
ve misteri odaklilik kritik bir 6neme sahiptir (Kim vd., 2009: 369-370). Genel bir
yaklasimla miisteri odaklilik, iggdren-miisteri etkilesimine dayanan siireglerde miisteri
ihtiyaglarmin tatmin edilmesi olarak tanimlanmaktadir (Dimitriades, 2007: 470). Daha
somut bir ifade ile miisteri odaklilik; isgorenlerin misterilere yonelik sergiledigi olumlu
tutum veya davraniglart nitelemektedir (Kassim vd., 2012: 132). Alan yazina hakim
bu bireysel bakis agisina gore miisteri odaklilik; miisteri odakli becerileri, hizmet
motivasyonunu, miisterilerin taleplerinin fazlasiyla karsilanmasini, miisterilerle iliski
kurma yetenegini, etkili iletisimi ve hizmet sunumunu temsil etmektedir. Orgiitsel bakis
acisina gore ise, miisteri odaklilik; 6rgiitsel amaglara ulagilmasini ve miisteri ihtiyaglarinin
tatmin edilmesini kolaylastiran bir isletme felsefesini veya politikasini ifade etmektedir
(Kanten vd., 2016: 861). Bu baglamda, orgiitsel basarinin temel unsurlarindan birisi
olan miisteri odakliligin; miisteri odakl: stratejiler ile miisteri odakli hizmet siiregleriyle
saglanabilecegini ifade etmek miimkiindiir (Gazzoli vd., 2012: 2). Miisteri odakli hizmet
siirecleri, miisteriler ile Orgiitiin hizmet sistemleri arasmnda yasanan ve “karmasik’”
olarak nitelenen bir dizi etkilesimi icermektedir (Mattson, 1994: 46). Bu etkilesimin
niteligi, misterilerin hizmetlere iliskin degerlendirmeleri {lizerinde Snemli diizeyde
rol oynamaktadir. (Liljander & Mattson, 2002: 838). Baska bir ifadeyle, “isgorenin
hizmet sunumunda sergilemis oldugu davranis bi¢cimi” ya da “hizmeti sunarken nasil
davrandigi” algist hizmetin 6nemli bir pargasi haline gelmekte ve miisterinin hizmet
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algisini etkilemektedir (Gronross, 2000: 307).

Misterilerin hizmet kalitesi algisi, sunulan hizmet performansinin temelinde yer
alan operasyon siireglerine baglidir. Miisteriler, hizmet aldiklar1 banka subelerinde, alis-
veris merkezlerinde, magazalarda, ulastirma ve konaklama isletmelerinde, restoranlarda,
hastanelerde hizmet operasyonlarinin basarisi tizerinde kritik rol oynayan bir¢ok detay1 ve
alt operasyonu gorememektedirler (Kanten, 2016: 322-323). Dolayisiyla, tiim ana ve alt
hizmet operasyonlarinda ve miisterilerle birebir etkilesime dayanan siireglerde isgérenlerin
davraniglar1 ve hizmet performanslari, miisteri memnuniyetinin ve hizmet kalitesinin
anahtar unsurlar1 olarak kabul edilmektedir. Bu nedenle, hizmet sunan orgiitlerde musteri
odakli bir bakis agisinin olusturulmasi ve miisteri odakli hizmet davranislaria 6nem
verilmesi, hizmet kalitesinin, miisteri tatmininin ve musteri bagliligmin arttirilmasi
agisindan kritik bir role sahiptir (Hennig-Thurau & Thurau, 2003: 26-27). Ozellikle,
modern ¢alisma yasaminda, Orgiitlerin rekabet Ustiinliigii elde etmelerinin ve uzun
donemli miisteri sadakati saglamalarinin temelinde misteri odakli bakig a¢isinin ve
miisteri odakli hizmet davraniglarinin yer aldigr ileri stirilmektedir (Gazzoli vd., 2012:
2). Dolayisiyla, miisteri odakli hizmet davranislarinin kritik rolii sebebiyle, hizmet
orgiitlerinde isgorenlerin bu davraniglart sergilemelerini kolaylastiran ve etkileyen
faktorlerin belirlenmesi 6nem tasimaktadir. Ancak, literatiirde isgérenlerin miisteri odakl
hizmet davraniglar1 sergilemelerini etkileyen faktorlere yonelik kisith sayida galisma
oldugu goriilmektedir. Mevcut calismalarda miisteri odakli hizmet davraniglarinin
onciilleri gercevesinde kisilik 6zellikleri, mitkemmeliyetgilik, basar1 kazanma arzusu,
duygusal zeka, is tatmini ve is becerisi gibi bireysel faktorler ele alinmistir. Bununla
birlikte var olan galismalarda orgiit iklimi, orgiitsel baglilik, orgiitsel 6zdeslesme, orgiit
kiiltiirt,, pazar odaklilik, insan kaynaklari yonetimi uygulamalari, gliglendirme algisi
ve Orglit yapisi gibi bir¢ok orgiitsel faktoriin de miisteri odakli hizmet davranislarinin
belirleyicisi oldugu vurgulanmaktadir (Kanten vd., 2016: 862). Bu ¢ergevede, calismada
miisteri odakli hizmet davranislarini etkileyen orgiitsel faktorler baglaminda orgiitsel
ustaligin ve hata yonetim kiiltiiriniin ele alinmas1 amaglanmaktadir. Dolayisiyla, orgiitsel
ustali@in iggorenlerin miisteri odakli hizmet davraniglar sergilemeleri tizerindeki etkisinin
incelenmesi ve bu etki tizerinde de hata yonetim kiiltiiriiniin aracilik roliiniin irdelenmesi
aragtirmanin amacini olusturmaktadir. Ulusal ve uluslararasi literatiirde, orgiitsel ustalik,
hata yonetim kiiltiirii ve misteri odakli hizmet davraniglari arasindaki iligkileri birlikte
ele alan bir ¢alisma bulunmamaktadir. Bu dogrultuda, ¢alismanin ilgili yazina katki
saglamasi beklenmektedir.

1.1. Kavramsal Cerceve
1.1.1. Orgiitsel Ustahk

Kiiresel calisma yasaminda artan belirsizlik ve karmasiklik, orgiitlerin hizli degisimler
gergeklestirmelerini ve degisen kosullara uyum saglamalarini gerektirmektedir. Baska
bir ifadeyle, yiiksek diizeyde dinamiklik ve istikrarsizlik igeren bu kosullara uyum
saglamanin temel kosulu “drgiitsel ustalik” olarak goriilmektedir (Du & Chen, 2018:
1). Orgiitsel ustalik, son 20 yildir yénetim yazininda hizla ivme kazanan kavramlardan
birisi haline gelerek, orgiit bilimcilerin de dikkatini ¢ekmektedir (Hughes, 2018: 1). Bu
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kavram, orgiit bilimciler, “insanlarin ayni anda iki elini birden kullanabilme becerisi”
seklinde bir metafor kullanarak tanimlamaya ¢alismislardir. Bu metafora gore, mevcut
yetkinlikleri kullanarak aynm1 zamanda yeni firsatlar arastirabilmek “drgiitsel ustalik”
olarak tamimlanmaktadir (Carmeli & Halevi, 2009: 211). Orgiitsel ustalik, siirekli
degisen ¢evresel sartlara uyum saglamak amaciyla orgiitiin yeni firsatlari arastirirken
bir yandan mevcut kaynaklarindan yararlanmasini ve bu iki durum arasinda bir denge
kurabilmek igin orgiitsel kaynaklarini yeniden bigimlendirilmesini temel almaktadir.
(Cingdz & Akdogan, 2014: 59). Orgiitsel ustalik; 6rgiit tasarimu, stratejik ve operasyonel
karar verme, orgiitsel davranisin modelleri ve dinamikleri konularina yonelik yeni bir
mercek sunmaktadir. Bagka bir ifadeyle, orgiitsel ustalik, orgiitsel ¢evrede yararlanma
ve arastirma stratejilerinin yonetilmesini nitelemektedir. Yararlanma stratejisi; genellikle,
mevcut bilginin ve segeneklerin islenmesinde ve gelistirilmesinde daha ¢ok bigimsel
stireglerin kullanilmasini igermektedir. Arastirma stratejisi ise temel olarak; yeni bilgiler,
alanlar ve firsatlar ile birlikte gerekli olan zihniyetin organik gelisiminin kolaylastirilmasi
ile ilgilidir (Stokes vd., 2015: 64).

Usta orgiitler, yeni firsatlar1 aragtirirken es zamanli olarak mevcut yetkinliklerini de
kullanabilme becerisine sahiptirler. Bu durum, mevcut bilgilerden yararlanilmasi ile
birlikte yeni firsatlarin da arastirilmasini igermektedir. Ancak, orgiitin “yararlanma”
ve “arastirma’ stratejisi birbiriyle gelisen 6zelliktedir. Clinkii arastirma, yenilik ve risk
alma gibi eylemleri kapsamakta; yararlanma ise var olan yetkinlikler araciligiyla radikal
degisliklere ve boylece deger yaratan faaliyetlere odaklanmaktadir. Bununla birlikte,
yararlanma stratejisi kisa donemli bir bakis agisina ve verimlilik elde etme amacina sahip
iken, aragtirma stratejisi ise daha gelecek odakli ve uzun donemli bir 6zellikle beraber,
orgiitsel siireglerde esnekligi arttirmay1 destekleyen faaliyetleri nitelemektedir (Bodwell
& Chermack, 2010: 196). Ayrica, yararlanma stratejisi mevcut bilginin degerlendirilerek,
gelistirilmesini ve bdylece kademeli olarak artan yeniligi hedeflemektedir. Arastirma
stratejisi ise, daha radikal degisimlere yol agmasi miimkiin olan yeni bilgilerin
gelistirilmesi ile ilgilidir (Derbyshire, 2014: 574). Dolayisiyla, orgilitsel ustalik, orgiitiin
mevcut yetkinliklerinden yararlanma ve yeni firsatlar1 kesfetme gibi goriiniiste birbiriyle
gelisen bir takim faaliyetlerin 6grenme yoluyla siirdiiriilmesi yetenegidir (Bonesso
vd., 2014: 393). Diger bir ifade ile arastirma ve yararlanma, farkli yonetimsel rutin
uygulamalar ile yonetimsel davranislarin i¢ ige gegmesi ve orgiitiin kit kaynaklart elde
etmek i¢in rekabet etmesini igermektedir. Boylece, orgiitlerin rutin uygulamalar ve
davramslar arasindaki karsilikli degisimleri yonetme zorunlulugu “dgrenme ustaligi”
olarak nitelendirilmektedir. Orgiitler, yalnizca kesfetmeye odaklandiklarinda elde ettikleri
bilgilerin getirisinin yliksek olmamasiyla beraber, degerini de kaybetmesi miimkiindiir.
Bu nedenle, orgiitlerin birbirini tamamlayici sekilde yararlanma ve aragtirma stratejisine
yonelmeleri gerekmektedir (Diaz-Fernandes vd., 2017: 63).

Orgiitsel ustalikla ilgili alan yazinda “yapisal” ve “baglamsal” olmak iizere iki goriis
bulunmaktadir. Yapisal ustalik, arastirma ve yararlanma stratejilerinin birbirinden
ayrilmasi ile ¢ift yonlii bir 6rgiit yapisi olusturulmasini ifade etmektedir. Ornegin, yapisal
ustaliga sahip orgiitlerde arastirma ve gelistirme gibi birimler yeni kaynaklarin, pazarlarin
ve egilimlerin arastirilmasma odakli iken; temel is birimlerinin de mevcut kaynaklar
ile pazarlara 6nem vermesinin gerekliligi vurgulanmaktadir. Baglamsal ustalik ise
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Orgiitlin bir is biriminde arastirma ve yararlanma stratejilerinin biitiinlesik ve es zamanli
olarak siirdiirilmesidir. Baglamsal ustalik, orgiitsel siire¢lerde arastirma ve yararlanma
faaliyetleri i¢in harcanmasi gereken ¢aba ve zamanin kararini isgoérenlere birakan daha
esnek sistemleri nitelemektedir. Baglamsal ustalik, yapisal ustaligin alternatifi olmamakla
birlikte, tamamlayict bir unsuru olarak degerlendirilmektedir (Gschwantner & Hiebl,
2016: 374-375). Yapisal ustalik, orgiitteki farkli yeteneklerin, sistemlerin, siireclerin ve
kiiltiirel unsurlarin bitiinlestirilerek, orgiitiin birbiriyle ¢elisen unsurlarinin esgiidiimlii
hale getirilmesidir. Baglamsal ustalik ise tek bir orgiitsel birimde uyum ve diizen
igerisinde davranigsal kapasitenin basarilmasini temsil etmektedir (Cingéz & Akdogan,
2014: 61). Bu baglamda, yapisal ustalik; yararlanma ve arastirma stratejilerinin yapisal
olarak paylastirilmasi ile kazanilirken; baglamsal ustalik ise, orgiitteki kiiltiirel degerler
ve normlardan kaynaklanmaktadir (Giittel & Konlechner, 2009: 151). Y6netim yazininda
baglamsal goriisiin yapisal goriise nazaran daha yaygin olarak ele alindigr gériilmektedir.
Ciinkii yapisal onciiller, orgiitiin farkli birimlerinde yararlanma ve kesfetmeye olanak
saglayan orgiitsel uygulamalar1 temsil etmektedir. Ornegin, calisanlarin karar verme
stireglerine katilimlarini saglayan, merkezi olmayan karar verme siiregleri yapisal ustaligin
onciilleri kapsamindadir. Baglamsal onciiller ise, isgorenlerin tutum ve davranislarini
sekillendiren insan kaynaklar1 yonetimi sistemleri gibi orgiitsel siire¢ ve uygulamalari
nitelemektedir. (Fu vd., 2015: 55-56).

1.1.2. Hata Yonetim Kiiltiiri

Orgiitsel ¢evrede kaginilmaz olan hatalar nihayetinde miisteri ve zaman kaybi, kalitede
diistis, miisteri tatminsizligi, kotii sylentiler, maliyetlerde artis ve gelir kaybi gibi olumsuz
sonuglar dogurmaktadir (van Dyck vd., 2005: 1228). “Hata”, yetersiz bilgi eksikligi ve
yetersiz geri-bildirim siiregleri nedeniyle planlardan ve amaglardan istenmeyen yonde
bir sapma olarak tanimlanmaktadir. Benzer bir kavram olan “hizmet kusuru/hizmet
hatas1” ise genel olarak, basarisiz hizmet performansi ya da miisterilerin beklentilerini
karsilamadaki basarisizlik olarak tanimlanmaktadir (Guchait vd., 2015: 59). Hizmet
stireclerindeki kusur ve hatalarin ise %60°nin 6n hat birimlerden kaynaklandig: ileri
stiriilmektedir. Clink{i 6n hat birimlerdeki isgérenler, miisteriler ile dogrudan yiiz-yiize
etkilesime girmeleri, stres diizeylerinin yiiksek olmasi ve mitkemmel hizmet sunumu
endisesi sebebiyle hata yapmaya daha yatkindirlar. (Guchait vd., 2014: 28). Bu nedenle,
hizmet Orgiitlerinin hizmet siireclerinde ortaya ¢ikabilecek olan hatalari onlemekten
ziyade, hata yonetim kiltiirine odaklanmalar1 gerekmektedir (Guchait vd., 2012: 12).
Hata yonetimi, beklenen hatalarin olumsuz sonuglarindan kaginmayi, hatalarin meydana
getirecegi zararlarin kontroliinii ve gelecekte ortaya ¢ikma ihtimali olan hatalarin
azaltilmasini kapsayan uzun dénemli 6grenme ve yenilik yapma siirecidir (Frese & Keith,
2015: 665). Bubaglamda, hata yonetimini, temel olarak hatalarin nasil meydana geldiginin
Ogrenilmesi ve sonrasinda bu hatalarin olusmasini engelleyecek sistemlerin ve siireglerin
tasarlanmasi olarak ifade etmek miimkiindiir (Guchait vd., 2012: 12). Orgiit kiiltiiriiniin
bir alt kiimesini temsil eden hata yonetim kiiltlirli; hatalarin hizli bir sekilde tespiti ve
analizi, hata olusan siireglere iligskin bilgi paylagilmasi, hata iletisiminin saglanmasi, hata
durumunda yardimlasilmasi ve hatalardan ders ¢ikarilmasi gibi hatalarin 6nlenmesine ve
yonetilmesine iliskin orgiitsel uygulamalar1 kapsamaktadir. Ayn1 zamanda, hata yonetim
kiltiirti orgiitsel ¢evrede isgorenlerin hatalar1 6nleme veya ortaya ¢ikan hatalari ¢ozme
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odakl1 bir bakis agisina sahip olmasini temsil etmektedir (Scheel & Hausmann, 2013: 67).
Emek-yogun isgiiciine sahip orgiitlerin dzellikleri sebebiyle hata ortaya ¢ikma sikliginin
diger sektorlere nazaran daha yiiksek oldugu ileri stiriilmektedir. Ciinkii tim hizmet
stireglerindeinsaninyeralmasihatayapmayikaginilmazhale getirmektedir. Bununlabirlikte
hizmetin degismezlik ve soyut nitelikleri sebebiyle hatalarin telafi edilmesi de olduk¢a
zordur. Dolayisiyla, hizmet sunan orgiitlerde hata yonetim kiltiirtiniin yapilandirilmasi
ve isgorenler tarafindan bu kiiltiiriin benimsenmesi hizmet kalitesi algisinin olusumu
acisindan 6nem tasimaktadir (Nergiz, 2015: 221-222). Ozellikle, giiglii bir hata yonetimi
kiltiirtine sahip orgiitlerde, hatalarin giinliik yagsamin bir pargasi olarak kabul edilmekte
ve isgorenler hizli bir sekilde hatalari saptama, diizeltme, ¢alisma arkadaslarindan yardim
isteme, bilgi paylasma, bilinglenme ve olumsuz deneyimlerden &grenme konusunda
tesvik edilmektedir (Farnese vd., 2018: 3). Diger taraftan, hata yonetim kiiltiiri olan
orgiitlerde isgorenler hatalarin olusumunun tamamen engellenemeyecegini ve bu nedenle
nadiren de olsa hata olusabileceginin farkindadirlar. Bu nedenle hata yonetim kiiltiiriiniin
olusturulmasiyla isgorenlerin birbirleriyle hatalara yonelik agik¢a iletisim kurmalari
ve hatalardan ders ¢ikararak, 6grenmeleri amaglanmaktadir. Hata yonetim kdltiri,
hatalara yonelik bilgi paylasimlarmin ve hatalarin 6nlenmesinin bigimsel prosediirler
ve uygulamalar araciligiyla nasil gerceklestirebilecegi ile ilgilidir (Guchait, 2016: 124,
127). Bu baglamda, orgiitsel ¢evrede hatalarin olumsuz etkilerinin azaltilabilmesi ve
hatalarin olumlu yonlerinden daha fazla yararlanilabilmesi i¢in hata yonetim kiiltiirtiniin
paylasilmasinin gerektigi ifade edilebilir. Bdylece calisanlar tarafindan benimsenen
bu kiiltiir insan hatalarinin asla tamamen onlenebilir olmadigini kabul ederek, hatalar
meydana geldikten sonra “ne oldu ve ne yapilabilir”, sorusunun sorulmas1 gerektigini
varsaymaktadir. Sonug olarak, hata yonetim kiiltiiri hatalarin olumsuz sonuglarini
azaltmaya ayni zamanda olumlu sonuglarini ise arttirmaya odaklanan bir yaklagim olarak
degerlendirilmektedir (van Dyck vd., 2005: 1228).

1.1.3. Miisteri Odakl Hizmet Davramslari

Orgiit diizeyinde miisteri odaklilik; miisterilerin ¢ikarlarini ilk siraya koyarken, diger
paydaslar1 diglamayacak sekilde uzun donemli karin gelistirilmesine yonelik inang
kiimesi olarak tanimlanmaktadir. Miisteri odakli bir orgiitiin diger orgiitlere gore daha
¢ok miisteri memnuniyeti ve olumlu davranigsal ¢iktilar saglayacagi kabul edilmektedir.
Miisteri odaklilik tiim orgiitler igin 6nemli olmasina ragmen, 6zellikle hizmet sektoriinde
faaliyet gosteren oOrgiitler i¢in daha onemlidir. Bunun nedeni hizmetlerin soyutluk,
hetorejenlik ve ayrilmazlik o6zelliklerinin, hizmet siire¢lerini misterilerin  kalite
algilarinin en 6nemli belirleyicisi haline getirmesidir (Kim vd., 2004: 267). Misteri
odaklilik bireysel diizeyde; isgbrenlerin hizmet sunumunu miisterilere gore (ihtiyaglari,
problemleri, 6zel durumlar vb.) ayarlayarak istekli bir sekilde gergeklestirmesi olarak
ifade edilmektedir. Bu dogrultuda miisteri odakli hizmet davraniglari, isgérenlerin hizmet
sunumunda sergiledikleri ve miisteri memnuniyetine yol agan belirli davranislarini
nitelemektedir (Lanjananda & Patterson, 2009: 8). Miisteri odakli hizmet davranislari;
hizmet kalitesinin, miisteri tatmininin ve orglitsel performansin arttirilmasinin temelinde
yer alan 6nemli faktorlerden birisi olarak kabul edilmektedir. Hizmet 6rgiitlerinde miisteri
istek ve beklentilerinin karsilanmasi egilimi olarak tanimlanan miisteri odakli hizmet
davraniglarinin rol tanimli ve rol 6tesi olmak tizere iki farkli sekilde siniflandirildig:
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goriilmektedir (Kanten, 2014: 103).

Rol tanmiml hizmet davranmislar, isgorenden hizmet sunumunda yerine getirmesi beklenen
davraniglardir. Bu davranislar, isyerinde agik bir sekilde ifade edilen kurallardan, is tanimi
veperformans degerlendirme formlarindabelirtilen yiikiimliiliiklerden kaynaklanmaktadir.
Ornegin, isgorenlerin miisterilere nezaket gostermesi, isimleriyle hitap etmesi, hizmet
stireglerine yonelik dogru ve tutarli bilgi vermesi gibi davranislar rol tanimli hizmet
davranislari kapsaminda degerlendirilmektedir. Rol 6tesi hizmet davranislart ise, isgdrenin
hizmet sunumunda bi¢imsel rol gereklerini asarak kendi istegiyle sergiledigi davranislari
ifade etmektedir. Bu kapsamda isgorenlerin miisterilere kendilerini 6zel hissettirecek
bi¢cimde hizmet sunmasi, misterilerle istekli bir sekilde ilgilenmesi ve onlara yardimci
olmasi gibi davranislar rol Gtesi olarak degerlendirilmektedir (Tsaur vd., 2014: 130-131).
Dolayistyla, rol 6tesi hizmet davranislari, misterilerin hizmet beklentilerini asan bir
prososyal davranig bigimi olarak, orgiite rekabet avantaji saglamaktadir (Kim vd., 2009:
374). Isgdrenlerin rol dtesi hizmet davranislarini neden sergiledikleri ile ilgili agiklamalar
en ¢ok “sosyal miibadele kurami” ¢ercevesinde yapilmaktadir. Sosyal miibadele kuram,
isgorenlerin belirli davranislari benimsemelerini, 6rgiite minnet borcunun ifadesi olarak
karsiliklilik normuna dayandigini ileri sirmektedir (Tang & Tang, 2012: 885). Bagka bir
ifade ile orgiit tarafindan beklentileri karsilanan birey, buna olumlu bir karsilik vermeye
glidiilenmektedir. Rol 6tesi hizmet davranislarini agiklamada kullanilan diger bir teori
olan sosyal kimlik kuramima gore ise, orgiitleriyle gliglii bir sekilde 6zdeslesen isgorenlerin
islerine daha fazla adanarak, rol Gtesi davranis sergileme yoniinde daha istekli olmalari
beklenmektedir (Kanten, 2016: 329).

1.1.4. Miisteri Odakh Hizmet Davramslarmin Orgiitsel Ustahk ve Hata Yénetim
Kiiltiirii {le fliskisi

Orgiit psikolojisi ve pazarlama yazininda, isgrenlerin hizmet davranislarii etkileyen
faktorlerin Orglitsel ve bireysel olmak lizere iki kategoriye ayrildigi goriilmektedir.
Orgiitsel faktorler, milkkemmel hizmet sunumunu kolaylastiran ve destekleyen bir
kiltiirti, orgiit iklimini, politikalari, liderlik tarzlarini ve giivene dayali iliskileri, is
tasarimini ve yonetim destegini nitelemektedir (Lanjananda & Patterson, 2009: 6;
Pimpakorn & Patterson, 2010: 57). Bu cergevede, hizmet orgiitlerinde miisteri odakli
hizmet davraniglarinin sergilenmesinin degerler ve normlar gibi iklimsel ve kiiltiirel
mekanizmalara dayandigi ifade edilebilir. Bununla beraber, hizmet odakliligin 6rgiitiin
diger amaclarina ve onceliklerine yansimasi ve misteri odakli hizmet davraniglarinin
orgiit kiiltiiriine hakim olmas1 gerekmektedir (Bowen vd., 1989: 82). Orgiitsel faktorler
icerisinde miisteri odakli hizmet davraniglarinin Onciillerden birisi olarak vurgulanan
orgiit kiltirl; isgorenler tarafindan paylasilan degerler biitiinii olarak, onlara nasil
davranmalarint konusunda bilgi vermektedir. Dolayisiyla, orglit kiltiirii tarafindan
bi¢imlendirilen 6rgiit ikliminin 6rgiit genelinde olumlu bir atmosfer olusturmasi; boylece,
isgorenlerin davranislarinin diizenlenmesinde ve orgiite olan katkisinin arttirilmasinda
6nemli bir rol oynamasi beklenmektedir. Ayrica, sosyal miibadele kuramina gore; orgiitte
kaliteli bir istihdam iligkisi olmasi durumunda, isgorenlerin istekli bir sekilde rol otesi
davranislar sergileme egilimi gostermesinin miimkiin olacagi vurgulanmaktadir. Bununla
birlikte, orgilitsel ¢evrenin dnemli bir bilesenini temsil eden orgiitsel destek algisinin da
isgorenlerin rol Otesi hizmet davraniglari sergilemelerini etkileyecegi belirtilmektedir
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(Kanten, 2016: 354-355). Bu baglamda, orgiitsel destek ve sosyal miibadele kuramina
gore, yiiksek diizeyde orgiitsel destek hisseden isgérenlerin bunun karsiliginda olumlu
tutum ve davraniglar sergileyebilecekleri ileri siiriilmektedir (Guchait vd., 2014:
30). Literatiirdeki orgiitsel Onciiller kapsaminda Olsen & Sky (2013) caligmalarinda
takim anlayisina dayali hizmet ikliminin, giiglendirme algisinin ve isgérenlerin karar
stireglerine katiliminin misteri odakliligi etkiledigini iddia etmislerdir. Bununla birlikte
Kelley (1992); Siguaw vd. (1994) ve Bennett (1999), 6rgiit ikliminin isgérenlerin miisteri
odaklilik diizeyini etkiledigini belirtmistir.

Miisteri odakli hizmet davranislarinin orgiitsel Onciilleri igerisinde son yillarda
vurgulanmaya baslanan bir diger faktdr ise “hata yonetim kiiltiirii”"diir. Guchait vd.
(2015); Guchait vd. (2016) ve Pasamehmetoglu vd. (2017) ¢alismalarinda hata yonetim
kiltiirtiniin, hizmetsiireglerinde isgdrenlerin birbirlerine yonelik sergilemis olduklari bir tiir
prososyal davranis bicimini ifade eden “yardim etme davranisini” ve hizmet performansim
arttirdigini belirtmislerdir. Bununla birlikte Guchait vd. (2018) ¢alismalarinda hata yonetim
kiltiirtiniin isgérenlerin ise adanma diizeyleri tizerinde gii¢lii bir etkisinin oldugunu ve bu
etkinin Orgiitsel vatandaslik davranislarini arttirdigini ileri siirmiislerdir. Diger taraftan
literatiirde, hata yonetim kiiltiirinin 6n hat isgérenlerin miisteri odakli prososyal hizmet
davraniglarini nasil ve ne diizeyde etkilediginin agiklanmasi gerekliliginin arastirmacilar
tarafindan vurgulandigi goriilmektedir (Wang vd., 2018: 1399). Dolayisiyla hata
yonetim kiiltiirii ile miisteri odakli hizmet davraniglarinin iliskisine yonelik alan yazinda
mevcut bir aragtirmanm bulunmamasi, sz konusu degiskenler arasindaki iliskilerin
aciklanmasini 6nemli hale getirmektedir. Diger taraftan orgiitsel yap1 ve siiregler, giiclii
bir miisteri odakliligin gelistirilmesinin kritik bir unsuru olarak degerlendirilmektedir
(Hennig-Thurau & Thurau, 2003: 26). Bu kapsamda arastirmacilar son zamanlarda,
hizmet Orgiitlerinde orgiitsel ustaligin énemini vurgulamaya baslamislardir. Buna gore;
isgorenler hizmet siireglerinin iyilestirilmesi igin yeni bilgiler elde etme ayni zamanda var
olan becerileri arastirma ve gelistirme gereksinimi duymaktadirlar (Ubeda-Garcia vd.,
2016: 368). Boylece, isgorenlerin hizmet ustaligi davranisina uyum saglayabilmesi ve
orgiitsel ¢evrenin gelisiminin kolaylasmasi beklenmektedir. S6z konusu gelisim, birbiriyle
cakisan bu iki faaliyete yonelik, isgorenlerin kaynaklari en iyi bigimde kullanabilmesini
saglamanin bir yolu olarak, bireysel ve orgiitsel 6zelliklerin kaynastirilmasini ifade
etmektedir (Faia & Vieira, 2017: 449). Orgiitsel ustalik, isgorenlerin bilgi, beceri ve
yeteneklere sahip olmalarina; ayni zamanda bu bilgi ve becerilerin istekli bir sekilde
ve yiiksek motivasyon igerisinde kullanilmasina giivenmektedir (Fu vd., 2016: 95-96).
Ayrica, Orgiitsel ustalik; miisterilerin mevcut taleplerinin karsilanmasi ile es zamanli
olarak gelecekte ortaya ¢ikmasi beklenen yeni istek ve beklentilerin kesfedilmesini
amaglamasi sebebiyle, miisteri odakliligin saglanmasina hizmet etmektedir (Herhausen,
2015: 2). Sonug olarak, orgiitsel ustaligin hizmet siireglerinde sergilenen miisteri odakli
hizmet davranislarinin énemli bir belirleyicisi oldugunu ifade etmek miimkiindiir. Bu
dogrultuda orgiitsel ustalik, hata yonetim kiiltiirii ve miisteri odakli hizmet davraniglari
arasindaki iligkilerin agiklanmasina yonelik asagidaki arastirma modeli ve hipotezleri
gelistirilmistir:
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Sekil 1. Dogrudan Etkileri Gosteren Arastirma Modeli

7

H, "l Rol Tamimli Miisteri Odakli
Yapisal Ustalik Hizmet
/ Davraniglar
H,H,
Baslamsal Ustalik H, Hata Yonetim H, Rol Otesi Miisteri Odakli
g — Kiiltiirii — Hizmet Davranislar

H >

4
H,: Yapisal ustalik isgorenlerin rol tanimli miisteri odakli hizmet davramslar sergileme
diizeylerini pozitif yonde etkilemektedir.

H,: Yapisal ustalik isgdrenlerin rol Otesi miisteri odakli hizmet davranislari sergileme
diizeylerini pozitif yonde etkilemektedir.

H,: Baglamsal ustalik isgdrenlerin rol tanimli miisteri odakli hizmet davranislar sergileme
diizeylerini pozitif yonde etkilemektedir.

H,: Baglamsal ustalik isgdrenlerin rol Gtesi misteri odakli hizmet davranislart sergileme
diizeylerini pozitif yonde etkilemektedir.

H.: Yapisal ustalik isgdrenlerin hata yonetim kiiltiirti algisini pozitif yonde etkilemektedir.
H,: Baglamsal ustalik isgdrenlerin hata ydnetim kiltiirii algismi pozitif yonde
etkilemektedir.

H,: Hata yonetim kiiltiirii isgdrenlerin rol tanimli miisteri odakli hizmet davramslari
sergileme diizeylerini pozitif yonde etkilemektedir.

H,: Hata yOnetim kiiltiirii isgorenlerin rol Gtesi miisteri odakli hizmet davramslari
sergileme diizeylerini pozitif yonde etkilemektedir.

Sekil 2. Aracilik Etkilerini Gosteren Arastirma Modeli

H, |
Yapisal Ustalik s » Rol Tammh_ Miisteri

. H, Odakli Hizmet

Hata Yonetim Davranislar

Kiiltiirii
Rol Otesi Miisteri

Baglamsal Ustalik Odakl1 Hizmet

Davranislar1

H12 ¥

H,: Yapisal ustaligin isgorenlerin rol tamimli miisteri odakli hizmet davraniglari sergileme
diizeyleri tizerindeki etkisinde hata yonetim kiiltliriniin aracilik etkisi vardir.

H,,; Baglamsal ustalifin isgorenlerin rol tanimli miisteri odakli hizmet davramslari
sergileme diizeyleri lizerindeki etkisinde hata yonetim kiiltiiriniin aracilik etkisi vardir.
H,,. Yapisal ustali§in isgorenlerin rol dtesi musteri odakli hizmet davramslari sergileme
diizeyleri tizerindeki etkisinde hata yonetim kiiltlirliniin aracilik etkisi vardir.

H,,: Baglamsal ustalifin isgorenlerin rol oOtesi miisteri odakli hizmet davramslari
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sergileme diizeyleri lizerindeki etkisinde hata yonetim kiiltiiriintin aracilik etkisi vardir.

2. ARASTIRMA METODOLOJISI
2.1. Arastirmanin Amaci ve Yontemi

Arastirmanin amaci, otel isletmelerinde isgérenlerin miisteri odakli hizmet davranislari
sergilemelerini etkileyen oOrgiitsel faktorler kapsaminda; orgiitsel ustaligin ve hata
yonetim kiiltliriinlin rollerinin incelenmesidir. Bu ger¢evede, isgbrenlerin miisteri odakli
hizmet davraniglart sergilemeleri tizerinde oOrgiitsel ustaligin etkisi ve bu etki lizerinde
de hata yonetim kiiltlirtinlin aracilik roliiniin belirlenebilmesi arastirmaninin sorunsalini
olusturmaktadir. Arastirmada veri toplama yontemi olarak anket teknigi kullanilmustir.
Anket formunda, iggorenlerin orgiitsel ustalik ve hata yonetim kiiltiirii algisi ile miisteri
odakli hizmet davranislari sergileme diizeylerini 6lgmek amaciyla ii¢ ayri oOlgek
kullanilmistir. Olgeklerde yer alan ifadelerin yanitlari igin bes aralikli Likert tipi metrik
ifadeye yer verilmistir. {lgili rneklemden elde edilen verilere éncelikle kesfedici faktor
analizi ve dogrulayici faktor analizleri yapilmis, sonrasinda ise aragtirma hipotezlerinin
test edilmesi amaciyla hiyerarsik regresyon analizinden yararlanilmistir.

2.2. Arastirmanin Kapsam ve Orneklemi

Arastirmanin konu agisindan kapsami; oOrgiitsel ustalik, hata yonetim kiltiiri ve
misteri odakli davramiglar arasindaki iliskilerin agiklanmasiyla sinirlandirilmistir.
Arastirmada, orgiitsel ustalik “yapisal” ve “baglamsal” olarak iki boyutta; hata yonetim
kiiltiirii “hatalarin diizeltilmesi ve ders ¢ikarilmasi”, “hatalara yonelik iletisim”, “hata
yapmaktan ¢ekinme” ve “hata yapma riski alma” seklinde dort boyutta; miisteri odakl
hizmet davranislari ise “rol tanimli” ve “rol 6tesi” olmak iizere iki boyutta ele alimmgtir.
Arastirmanin uygulama agisindan kapsamini kolayda 6rnekleme yontemi ile belirlenen
Kuzey Kibris Tiirk Cumhuriyetinde faaliyet gosteren 3 adet bes yildizli otel isletmesinin
172 ¢alisan1 olusturmaktadir. Bu otellere teslim edilen 250 anket formundan geri dénen
198 adet (%79) anket formu igerisinden eksik ve uygun doldurulmamis olan formlarin
ayiklanmasi sonucunda 178 adet anket formu degerlendirme kapsamina alinmistir. Ancak
yapilan u¢ deger (outliers) analizinde degiskenlere ait normal dagilimi bozan 6 adet veri
seti tespit edilerek, analizlerden g¢ikartilmis ve toplam 172 (%68) adet anket analizlere
dahil edilmistir.

2.3. Arastirmanin Olcekleri

Anket formlarinin olusturulmasindauluslararasi literatiirdeki calismalardan yararlanilarak,
dlgekler Tiirkce’ye uyarlanmustir. Olcekler Tiirkge’ye ¢evrildikten sonra, pilot arastirma
(n=30) vasitasiyla gozden gegirilmis ve gerekli diizeltmeler gerceklestirilmistir.
Olgeklerde yer alan ifadelerin yanitlar: i¢in bes aralikli Likert tipi metrik ifadeye yer
verilmistir.

+ Hata Yonetim Kiiltiirii Olgegi: Isgorenlerin hata yonetim kiiltiivii algilarinin
olgiilmesinde van Dyck (2000)’in ¢alismasinda yer alan olcek kullanmilmistir. Hata
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yonetim kiiltiirii 6lcegi; hatalarin diizeltilmesi ve ders ¢ikarma, hataya yonelik iletisim,
hata yapmaktan ¢ekinme ve hata yapma riski alma seklinde dort boyuttan olusmaktadir.
Olgekte, hatalarin diizeltilmesi ve ders ¢ikarma boyutu altinda “calisanlar bir hata
oldugunda bunu nasil diizelteceklerini bilirler” vb. gibi 5 ifade; hataya yonelik iletisim
boyutu altinda “calisanlar hata yaptiginda diger arkadaslarimin da ayni hatay
yapmamast igin onlart uyarirlar” vb. gibi 4 ifade; “ hataya yonelik iletigim boyutu altinda
“calisanlar hata yapma ihtimallerinden dolay: endise duyarlar” vb. gibi 4 ifade ve hata
yapma riski alma boyutu altinda ise “calisanlar bazen hata olusturabilecek riskleri goz
oniinde bulundurmazlar” vb. gibi 3 ifade bulunmaktadur. Olgegin yapi gecerliliginin test
edilmesi amaciyla kesfedici faktér analizi uygulanmistir. Analiz sonucunda faktor yiikii
0.50’nin altinda kalan 13 madde dlgekten ¢ikarilmis ve toplam %54 varyans oranini
agiklayan teoriye uygun dort faktorlii bir yapt belirlenmistir. Faktor yiikleri .51 ve .77
arasinda degismektedir. Olcegin KMO degeri .686 ve Barlett testi anlamli (p=.000)
olarak tespit edilmistir. Ayrica dlgegin Cronbach Alfa degeri .611 olarak hesaplanmistir.

+ Orgiitsel Ustahk Olgegi: [sgorenlerin érgiitsel ustalik algilarinm lgiilmesinde Zaidi
ve Othman (2015) ¢alismasinda yer alan élgek kullanimistir: Orgiitsel ustalik 6lcegi;
yapisal ustalik ve baglamsal ustalik olmak tizere iki boyuttan olusmaktadir. Yapisal
ustalik boyutu altinda “miisteri ihtiyaglar1 farkli birimler tarafindan karsilanmaktadir”
vb. gibi 4 ifade; baglamsal ustalik boyutu kapsaminda ise “calisanlar gerekli oldugunda
gorev tammlarimin diginda da inisiyatif alabilirler” vb. gibi 4 ifade bulunmaktadir.
Olgegin yap1 gecerliliginin test edilmesi amaciyla kesfedici faktdr analizi uygulanmistir.
Analiz sonucunda faktor yiikii 0.50’nin altinda kalan 3 madde 6lgekten ¢ikarilmis ve
toplam %52 varyans oranini agiklayan teoriye uygun iki faktorli bir yapr belirlenmistir.
Faktor yiikleri .58 ve .77 arasinda degismektedir. Olcegin KMO degeri 721 ve Barlett
testi anlamli (p=.000) olarak tespit edilmistir. Ayrica 6lgegin Cronbach Alfa degeri .670
olarak hesaplanmistir.

+ Miisteri Odaklh Hizmet Davramslar1 Olcegi: Isgorenlerin miisteri odakli hizmet
davramglart sergileme diizeylerinin olgiilmesinde gegerlilik ve giivenilirligi Kanten
(2014) tarafindan yapilmis olan ¢alismada yer alan 6lgek kullanilmistir. Misteri odakli
hizmet davranislari 6l¢egi rol tanimli miisteri odakl davranislar ve rol 6tesi miisteri odakl
davranislar olmak iizere iki boyuttan olugsmaktadir. Rol tanimli miisteri odakli davranislar
kapsaminda “miisterilerin benden bekledigi tiim gorevleri yerine getiririm” vb. gibi 4
ifade; rol Gtesi miisteri odakli davranislar kapsaminda ise “miisterilere hizmet ederken
genellikle gérev stmrlarimin étesinde ¢aba sarf ederim” vb. gibi 3 ifade yer almaktadir.
Olgegin yap gecerliliginin test edilmesi amaciyla kesfedici faktér analizi uygulanmistir.
Analiz sonucunda faktor yiikii 0.50’nin altinda kalan 2 madde 6l¢ekten cikarilmis ve
toplam %59 varyans oranini agiklayan teoriye uygun iki faktorli bir yapr belirlenmistir.
Faktor yiikleri .52 ve .88 arasinda degismektedir. Olcegin KMO degeri .730 ve Barlett
testi anlamli (p=.000) olarak tespit edilmistir. Ayrica dlgegin Cronbach Alfa degeri .773
olarak hesaplanmuistir.

Kesfedici faktor analizlerinin sonucunda Lisrel 8.8 programi kullanilarak, dogrulayici
faktor analizi yapilmis ve her bir 6l¢egin uyum iyiligi degerleri hesaplanmustir. Elde edilen
sonuglar, 6l¢eklerin uyum iyiligi degerlerinin kabul edilebilir sinirlar arasinda oldugunu

95



Selahattin KANTEN & Pelin KANTEN

gostermektedir (Schermelleh-Engel vd., 2003: 52; Meydan ve Sesen, 2011: 35). Tablo
1’de arastirmanin 6l¢eklerine iliskin dogrulayici faktor analizi sonug