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ABSTRACT

Identification with supervisor and affirmative commitment are some of the emotional behaviors of
employees. Self-direction action value is one of the ten basic values of Schwartz value classification. Self-direction
action is related to autonomy of thought and represents the cognitive behaviors of employees. This research aims
to demystify the effect of self-direction action on identification with supervisor and affirmative commitment. The
importance of this study is to reveal the mechanism behind the relationship between cognitive and emotional
behaviors. The research hypotheses put forward a negative relation between self-direction action and
identification with supervisor and affirmative commitment. The hypotheses have been supported based on the
results of the analyses. Self-Direction Action (SDA) has a negative effect on Identification with Supervisor (IDS)
and on Affirmative Commitment (AFC).
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KENDINi YONETME DAVRANISININ YONETICININ DEGERLERININ

OZDESLESTIRILMESI VE DUYGUSAL BAGLILIK UZERINE ETKISi

0z

Caliganlarin  yoneticinin degerlerini kabullenerek kendisi ile ézdeslestirmesi ve duygusal baglhlik,
calisanlarim duygusal davramslarindan bazilaridir. Kendini yonetme davranisi, Schwartz tarafindan olugturulan
smiflamada yer alan on degerden birini olusturmaktadr. Kendini yonetme davranisi, bagimsiz diisiince bi¢imi ile
ilgilidir ve ¢alisanlarin biligsel davramiglarin temsil eder. Bu ¢alismanin amact, kendini yonetme davraniginin
yoneticiye baglhligin bir boyutu olan yéneticinin degerlerinin ozdeslestirilmesi ve duygusal baghlik iizerine
etkisini aciklamaya yardimci olmaktir. Bu ¢calismanin onemi, biligsel ve duygusal davramislar arasimdaki iligkinin
mekanizmasint agikliga kavusturmaktir. Arastirmada kendini yonetme davranisi ile yédneticinin degerlerinin
ozdeslestirilmesi ve duygusal baglhlik arasinda negatif yonlii bir iligki olacag diistiniilmiis ve hipotezler bu sekilde

ileri stirtilmiistiir. Analiz sonu¢larina gore, olusturulan hipotezler desteklenmigstir. Kendini yonetme davranisi ile
yoneticinin degerlerinin dzdeglestirilmesi ve duygusal baglilik arasinda negatif yonlii bir iliski ortaya ¢ikmuistir.
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1. INTRODUCTION

Today, recent developments in technologies change the organizations’ structure,
culture; all the relations from operations to human resources but these changes are not
happening in organizations, they rather happen among people in society and in business life.
People in business life are not willing to stay more or commit themselves to the organizations
or display loyalty to their supervisors. Less commitment is not a problem that has to do with
the young generation. Members of the X and Y generation have less commitment to the
organizations matched against other generations (Gursoy et al, 2008, Petroulas et al, 2010).
Personal values are one of the most important factors in human life shape human behavior and
attitudes in life. Organizational commitment is an important factor for sustainable growth and
continuation of business. For this reason, it is important to determine individuals’ values and

individuals who have more commitment to their organizations.

Influenced heavily by Rokeach (1973) and Kluckhohn (1951), Schwartz (1992)
defined human values as agreeable, trans-situational tasks that vary in significance, used as
guiding principles in the lives of human being. Moreover, he makes a distinugishment among
these values according to the kind of motivational goal they convey and how they have impact
on our attitudes and particularly our decision-making processes (Schwartz, 1992). In the last
fifty years, organizational commitment has been one of the most researched and linked issues
with other organizational behavior issues. When the literature on the concept of organizational
commitment is examined, it is seen that the concept of commitment is a desirable value for
employees to have a sense of commitment as well as for Protestant business ethics and to be
connected to their own profession, company and work groups. Morrow and McElroy (1986)
classified the concept of commitment, especially with a value-oriented approach to the
commitment, as commitment to union, commitment to career, and commitment to
organization (Morrow and McElroy, 1986). Meyer and Herscowitch (2001) added more to
the above definitions and groups of commitment (goal commitment), commitment to
organizational change and commitment to strategy (Meyer and Herscowitch, 2001).
Especially in the studies conducted by the researchers in the Far East, they focused on the
organization to work with the manager with a new approach and make such classification
under the name of loyalty to the supervisor (Chen et al, 2002). This paper focus on
understanding the relationship between the self-direction action, identification with

supervisor, and affirmative commitment. The aim of the research questions of this article is to
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find out the role of the self-direction action on identification with supervisor and affirmative

commitment.
2. CONCEPTUAL BACKGROUND
2.1. Self-Direction Action (SDA)

Values can be defined as concepts or beliefs which express desired behaviors or
situations. They guide the evaluation or selection of our acts or behaviors. They have both
priority and superiority feature in special cases. Schwartz Value System is a model that
consists of four main dimensions which are self-transcendence, openness to change,
conservation and self-enhancement. Self-direction value includes free thought and action such
as choosing, creating as well as examining (Schwartz, 2012). Self-direction action value is
one of the ten basic values of Schwartz value classification. The conceptual definition of self-
direction proposes two possible subtypes which are autonomy of thought and of action.
(Schwartz, 2012) Self-direction—action can be defined as the freedom which allows one to
determine his / her own actions. Autonomy of thought conveys the development of and using
one’s understanding and intellectual competence, while autonomy of action encompasses

exercising one’s capacity to achieve goals which are self-chosen (Schwartz, 2012).
2.2. ldentification to Supervisor (IDS)

Measures of loyalty to supervisor are part of the organizational commitment. O’Reilly
and Chatmann (1986) focused on employee’s psychological attachment to organization.
Becker (1996) and Gregersen (1993) explained psychological attachment with two
dimensions which are identification with supervisor and internalization of supervisor’s values
(Chen et al, 2002). O'Reilly and Chatman (1986) explained that attachment based on
identification is also related to extrarole behavior, tenure intentions, and turnover.
Commitment based on internalization is related positively to performance, and it has more

strong connection with performance than commitment based on identification.
2.3. Affirmative Commitment (AFC)

Affirmative commitment is the most emphasized approach in other definitions and
models related to commitment in the literature. Affective or emotional attachment expresses
the individual's adoption of the identity of the organization, identification and enjoyment of

membership as a member of the organization (Allen and Mayer, 1990). As stated earlier in
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O’Reilly and Chatman's model, it refers to a situation in which the individual identifies and

internalizes the values of the organization.
3. CONCEPTUAL MODEL AND HYPOTHESES DEVELOPMENT

The model of the research in Figure 1 is comprised of two hypotheses suggested to
find out the direct effect of Self-Direction Action on Identification te with Supervisor and

Affirmative Commitment.

Identification

/ to Supervisor

Self-Direction
Action

\ Affirmative

Commitment

Figure 1. Research Model
3.1. The Relationship between Self-Direction Action and Identification to

Supervisor

It is more likely for the supervisors that they create and promote performance norms
more actively than workgroups and organizations. Hence, this study assessed commitment of
the people or member of organization who have self-direction action values to organizations
(affirmative commitment) and supervisors. Becker (1996) assessed commitment based on
identification in his study and evaluated relations commitment based on identification with
job performance. Thus, in this study, it was assessed and found out that Self-Direction Action
(SDA) has a negative effect on Identification with Supervisor because of self-confidence, self-

decision-making skills and looking for new ideas.
Consequently, the following hypothesis was introduced:

Hi: Self-Direction Action (SDA) has a negative effect on Identification with

Supervisor (IDS)
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3.2. The Relationship between Self-Direction Action and Affirmative

Commitment

Individuals who have the value of self-direction action are expected to show
inadequate emotional attachment to the organization because of their own decision-making
skills. Nonidentification with the current organization and not adopting or having an
emotional bond with the organization means they use the organization for their own purposes.
Schwartz explains this dimension as being interested in and curious about new ideas and

making decisions freely by relying on their own decisions and plans (Schwartz, 2012).

It is assumed that individuals who have self-direction action will have higher rational

decision-making skills than emotions.
Consequently, the following hypothesis was introduced:

Haz: Self-Direction Action (SDA) has a negative effect on Affirmative Commitment
(AFC)

4. RESEARCH METHOD

For this research, quantitative research data were used. Questionnaire of the study
comprises five-point Likert scale. The scales utilized in the survey were taken from current
literature. Initially, to designate the validity, confirmatory factor analysis (CFA) was carried
out and to designate the reliability, composite reliability and Cronbach o values were
produced. Subsequently, the tests of the hypotheses that are suggested in the model of this
research were carried out by means of covariance based structural Equation Modelling (CB-
SEM) method (Civelek, 2018). CB-SEM is the most preferred method in social sciences due
to the fact that it allows the elimination of measurement errors (Civelek, 2018). The tests were
performed with AMOS and SPSS software.

4.1. Sampling and Measures

The scales are taken from the extant literature. These scales were adopted to measure
the constructs in the research model. Loyalty to supervisor scale was adopted from the study
of Becker (1996) and Chen (2012). Organizational commitment scale was adopted based on
the study of Allen and Mayer (1996). Finally, self-direction action scale was adopted alse
from Schwartz (2012).

Having been distributed more than 500, 253 valid questionnaires were reached the

respondents and this survey was performed in Turkey.
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4.2. Reliability and Validity

10 items remained after the elimination process. The remaining 10 items were entered
into the confirmatory factor analysis (CFA) which is used to detect the validity of scales
(Anderson & Gerbing, 1988). In order to determine validity, fit indices should be examined.
As a result of the analysis, the fit indices of the CFA model were found in the best level:
x2/DF =1346, CF1=0.990, IF1=0.990, RMSEA= 0.037. CMIN means the Likelihood Ratio
Chi-Square Test and indicates the consistence amont the acquired model and the initial model.
CMIN/DF ratio was found to be below the adequate level of 3. Additionally, the result of the
CMIN test is desired to be not significant. P value obtained CFA model is 0,091. Other fit
indices were found in the best degree (Bagozzi & Yi, 1990).

As indicated in Table 1, factor loads were found to be more than 0.5 and statistically
significant. Later, average variance extracted values were obtained. Results were found in the
satisfactory degree (larger than 0.5) (Byrne, 2010). For designating the discriminant validity
of scales, the square roots of AVE dgrees of each dimension were obtained. AVE results
confirmed the convergent validity of the scales. The diagonals in Table 2 represent the square
root of AVE values. Additionally, composite reliability and Cronbach a results are indicated
in Table 2. These results were found in the satisfactory level (i.e. 0.7) (Fornell & Larcker,
1981). Correlation values of the dimensions, AVE values, composite reliability and Cronbach

a values of the dimensions are indicated in Table 2.

Table 1. CFA Results

Dimensions ltems Standardized Unstandardized Factor
Factor Loads Loads
— ~ Baid0134 0624 1
ztljlgrg)lflcatlontoSuperwsor Baid0336 0.831 1356
Baid0235 0.845 1.348
Baid0437 0.901 1.356
T _ Baac0505 0.746 1
ggg‘a“ve Commitment  g,2c0808 0.812 1.101
Baac0606 0.848 1.161
Kdsa0356 0.675 1
Self-Direction Action (SDA) Kdsa0230 0.690 1.057
Kdsa0116 0.788 1.182

p<0.01 for all items
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Table 2. Correlations of the Constructs

Variables 1 2 3

1. Identification to Supervisor (0.807)

2. Affirmative Commitment -0.013 (0.803)

3. Self-Direction Action -0.145* -0.285* (0.720)

Composite reliability 0.880 0.892 0.693

Average variance ext. 0.651 0.645 0.518

Cronbach a 0.875 0.845 0.762
*p <0.05

Note: Values in bracket represent the square root of AVEs.

4.3. Analysis of the Hypotheses

To proof the hypotheses, maximum likelihood estimation method was preferred. In
CB-SEM, fit of the structural regression model was decided by means of the goodness of fit
indicators. Comparative fit index (CFI) and the incremental fit index (IFI) are called as the
relative goodness of fit indices (Akgiin, Ince, Imamoglu, Keskin, & Kocoglu, 2014). The most
used indicators are the root mean square error of approximation (RMSEA) and y2 value.
These are the absolute goodness of fit indices. As depicted in Figure 2, goodness of fit indices
determines that model fitted in satisfactorily. ¥2/DF value is 1.324 and above threshold
degrees (i.e. 3). Furthermore, the outcome of the test result of CMIN is desired to be not
significant. P value obtained path model is 0,101. CFI is 0.990, IFI is 0.990. RMSEA is

0.036. These values are adequate. As shown in Table 3, H1 and H2 hypotheses are supported.
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Self-Direction
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Kdsa0116} .0.283

Baac0509]

Affirmative
Commitment Baac0808|

Baac0606

Figure 2. SEM Analysis
Note: x2/DF = 1.324, CFI = 0.990, IFI = 0.990, RMSEA= 0.036

Table 3. Coefficients of the Relationships

) . Standardized Unstandardized
Relationships

Coefficients Coefficients
Self-Direction Action — Identification to Supervisor -0.141* -0.260*
Self-Direction Action — Affirmative Commitment -0.283* -0.631*

*p<0.05

5. CONCLUSION
5.1. Managerial Implications

This study has aimed to contribute to the literature by exploring the relationship
between self-direction action on identification to supervisor and affirmative commitment. The
research hypotheses propose a negative relationship between self-direction action and
identification with supervisor and affirmative commitment. The results support the
hypotheses; Self-Direction Action (SDA) has a negative effect on Identification with
Supervisor (IDS) and on Affirmative Commitment (AFC). Findings are consistent with the
literature. Self direction values which is the part of the openness to change values conflicts
with goals of tradition values such a commitment to beliefs and norms (Ashkanasy et al,

2010). One significant result of this study has put forward that employees in self-direction
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action values have no loyalty to supervisor (identification with supervisor values) or

commitment to the organizations (in affirmative commitment).

It is expected that this finding will encourage scholars and practitioners to adopt a
more changed view towards employee commitment. Further commitment to supervisors was
more strongly linked to performance than to commitment to organizations (Allen and Meyer,
1996). Yet, in the study of Chen (2012) there is no significant relation between the
identification with supervisor and role performance (Chen at al, 2002). Moreover;
commitment based on internalization of supervisory and organizational values was associated

with performance too.

In the organizations of today, it is too hard to commit people who have self-direction
action values to the organization and supervisors. Our results suggest that enhancing
commitment via ensuring effective participation in decision making processes in the
organizations, team building and participant organizational culture would affect the
performance of people. It should also be noted that continuance commitment (rewards and
side benefits) is still so important to ensure commitment in organizations. As De Castro

(2016) stated in his study, more reward makes more commitment in today’s organizations.

One of the implications based on the results of the study is that human resource
professionals and scholars who deal with employee performance must concentrated on their

efforts on commitment to supervisors rather than to organizations.
5.2. Future Research Suggestions and Limitations

For purposes intended to open a road for further research, it is of critical value to state
some of the limitations related to this study and make suggestions for further research. It is
believed that a future study based on the relationship between self-direction action on
employee performance and continuance commitment will contribute to the literature by

exploring the today’s debates on commitment.
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