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Abstract

Regardless of the change process level for businesses, employees' participation in the change process
is a vital factor. Change as an attempt to question the current order and replace it with a more effective
and efficient system requires employees to support and see themselves as part of the process
emotionally. The research conducted in this context aims to determine the factors that effect affective
commitment to change (ACC). In this context, it aims to guide businesses on which factors they should
focus on in their change processes. In the study, a quantitative method was preferred, a questionnaire
form was used as the data collection technique, and the data were obtained from healthcare
professionals working in the Yozgat Provincial Health Directorate. The results indicated that
perception of change (general perception, readiness for change, and being affected by the change) and
emotional deprivation have negative effects on affective commitment to change. In contrast,
communion striving, teamwork, social companionship and workplace friendship have no meaningful
effects on the dependent variable.

Keywords: Affective Commitment to Change, Teamwork, Workplace Friendship, Workplace
Loneliness, Communion Striving

Jel Codes: D23, M10

Oz

Isletmeler igin degisim stirecinin seviyesi ne olursa olsun, calisanlarin degisim stirecine katilimi hayati
bir faktordiir. Mevcut diizeni sorgulama ve onu daha etkili ve verimli bir sistemle degistirme girisimi
olarak degisim, galisanlarin duygusal olarak destek vermelerini ve kendilerini stirecin bir pargasi
olarak gérmelerini gerektirir. Bu baglamda yapilan arastirma, degisime duygusal baghilig: etkileyen
faktorleri belirlemeyi amaglamaktadir. Ayrica, isletmelere degisim siireclerinde hangi faktorlere
odaklanmalar1 gerektigi konusunda rehberlik etmeyi amaclamaktadir. Arastirmada nicel yontem
tercih edilmis ve veri toplama teknigi olarak anket formu kullanilmistir. Veriler Yozgat 1l Saglik
Midiirliigii'nde gorev yapan saglik calisanlarindan elde edilmistir. Sonuclar, degisim algisinin (genel
alg1, degisime hazir olma ve degisimden etkilenme) ve duygusal yoksunlugun degisime duygusal
baglilik tizerinde olumsuz etkileri oldugunu, birlik olma cabasi, takim calismasi ve isyeri
arkadashigimin bagimli degisken tizerinde anlamli bir etkisinin olmadigin gostermistir.

Anahtar Kelimeler: Degisime Duygusal Baglilik, Takim Calismasi, Isyeri Arkadasligi, Isyerinde
Yalnizlik, Birlik Olma Cabast
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Introduction

A reference to the concept of "change" or rapidly changing external environmental conditions can be
found in the first sentence, or at least in the first paragraph, of almost every article written in the field
of management and organization. Even though such statements are seen as cliché regarding
management and organizational literature, they are not unfair. Because it can be said that economic,
sociological and cultural change has become the primary variable that shapes the business world due
to stunning developments in science and technology. In the unrelenting hyper-competition (D'aveni &
Dagnino, 2010) environment caused by this rapid change, businesses try to adapt themselves to
changing environmental conditions by constantly changing and adapting themselves to survive and
gain a competitive advantage over their competitors. This adaptation effort often requires businesses to
go through severe and deep-seated organizational change processes (Todnem, Kuipers, & Procter, 2018;
Weick & Quinn, 1999). At this point, it would be correct to mention how the concept of organizational
change is defined. Organizational change is a concept that includes changes in the way an organization
operates, who its employees and managers are, what physical and organizational structure is, and how
its resources are used (Weick & Quinn, 1999; Fjellstedt, 2015). According to Conner and Lake (1988),
organizational change is the change that manifests itself in four main areas: individual tasks,
organizational processes, organization’s strategic decision processes/direction and organizational
culture (Connor & Lake, 1988; Wilson, 2010, p. 3).

The literature on organizational change processes, the management of these processes and the various
problems encountered take an essential place in management. For many years, change management has
existed in the management and organization literature as a field of expertise in itself. Organizational
change literature tries to understand how change practices affect employees' attitudes and behaviours
towards change (Fjellstedt, 2015; Fedor, Caldwell, & Herold, 2006; Wanberg & Banas, 2000; Wilson,
2010; Bovey & Hede, 2001). Employees' behaviour towards change can be classified in different ways:
strong-weak, implicit-explicit, active-passive, and supportive-resistant (Erwin & Garman, 2010, p. 42).
For this study, the main distinction is made in resisting and supporting change (Armenakis, Harris, &
Mossholder, 1993, p. 681-682) whether employees support change or not is essentially a matter of how
employees perceive change (positively or negatively), how ready they are for change and their level of
commitment to the change process.

Enterprises trying to adapt to changing environmental conditions inevitably undergo sudden and/or
radical organizational change processes at least several times in their life course. Throughout these
processes, every top manager desire that all employees accept the organizational change process and
that in the organisation, everyone contributes sincerely to the process, but the situation rarely develops
in this way (Weick & Quinn, 1999; Shum, Bove, & Auh, 2008; Wilson, 2010). For all employees, especially
those in the middle and lower ranks, change is scary, and employees rarely perceive change positively
(Coch & French, 1948). Significant organizational changes are often initiated and managed by the top
management, so there is no option for employees at lower levels other than keeping up with the process.
Employees can be expected to be negatively affected by a change process that they perceive negatively
and cannot predict their courses and results (Bovey & Hede, 2001). Relevant literature looks at
organizational change processes in top management and those who manage change (Isabella, 1990;
Armenakis, Harris, & Mossholder, 1993). In this way, it is impossible to come across studies that focus
on employees' role in the organization and the social interactions in a change process initiated and
maintained from top to bottom.

In this study, the concept of commitment to change means that employees fondly and willingly support
and contribute to the change process. The research was carried out on health sector employees, as they
have been affected by the recent structural and technological change processes. Altindis et al. (2011)
emphasize in their study that the resistance perception of health professionals toward organizational
change is at an average level, risk perception of health professionals toward organizational change is
average, and their emotional reaction perception level is high. The perception level toward support of
change is low for nurses and high for medical doctors. Commitment to change is one of the most
fundamental concepts in organizational change literature and theoretically builds upon the
organizational commitment literature. Within the study's scope, the "commitment to change" subject
will be examined in terms of the negative perception of change (perception of change, readiness for
change and being affected by the change), communion striving, teamwork, workplace friendship and
workplace loneliness. Identifying the variables that affect commitment to change will benefit health
sector managers and employees involved in radical change processes to manage the process
successfully. It also aims to emphasize the necessity to consider the change processes based on the
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employee and address the employees' psychological and emotional aspects in the context of their
adaptation to the process.

Literature review

In this section, affective commitment to change, negative perception of change, communion striving,
teamwork (participative safety), workplace friendship, loneliness in the workplace subjects are
discussed.

Affective commitment to change

Organizational commitment defined as “the relative strength of an individual’s identification with and
involvement in a particular organization” (Mowday, Steers, & Porter, 1979, p. 226; Herscovitch & Meyer,
2002). There are essentially three primary factors when talking about commitment (Mowday, Steers, &
Porter, 1979, p. 226): (1) a strong belief in and acceptance of the organization’s goals and values, (2) a
willingness to exert considerable effort on behalf of the organization, (3) a strong desire to maintain
membership in the organization. According to these definitions, commitment to change is defined as “a
power, a way of thinking or a mindset that connects individuals to the behavioural patterns necessary
for the change to be successful encourages them to show these behaviours, and enables them to
participate actively in the change process” (Herscovitch & Meyer, 2002, p. 475). This type of mindset
can be reflected in three different ways, (1) effective, (2) continuance, and (3) normative, in line with the
dimensions of organizational commitment. An individual who has an effective commitment to change
will have an emotional desire, a passion for supporting the change process (Shum, Bove, & Auh, 2008).
In continuation commitment, the individual tends to support the change process as he is aware of the
cost of not supporting change (material or moral). On the other hand, an individual who has a normative
commitment to change feels obliged to support change with a sense of debt (Meyer & Allen, 1997;
Herscovitch & Meyer, 2002).

In the relevant literature, individuals' attitudes and behaviours towards organizational change are
positive and negative. Employees' positive or negative behaviours in the face of change are examined
in line with the concept of "commitment to change", which is shaped by the theory of "Organizational
Commitment" in the relevant literature (Meyer & Allen, 1997; Mowday, Steers, & Porter, 1979).
Commitment to change can be defined as “the force that pushes the individual to exhibit an attitude
and behaviour that supports the change process” (Herscovitch & Meyer, 2002). An employee committed
to change develops a positive attitude towards change, while another employee with a weak sense of
commitment is possible to demonstrate a behaviour oppose the change (Shum, Bove, & Auh, 2008).
Whether or not to show commitment to change is shaped under the influence of certain factors. First of
all, the issue of how and to what extent employees are affected by the change is a situation that
determines the attitude or behaviour towards change because an employee may not take a positive or
negative position in the face of a change process that does not affect him.

On the other hand, how the employee perceives the change process can be considered one of the
determining factors (Weick & Quinn, 1999). To what extent is an employee who perceives the change
process negatively positively and behaves positively in the process? Similarly, an employee who does
not perceive himself as ready for this change process is not considered a positive perception of the
change process. In this direction, this research empirically examines the relationship between
employees' commitment to change and their negative perceptions of change, their readiness for change,
and their harmful exposure to change.

On the other hand, the relevant literature looks at change management, attitudes, and behaviour
towards change from a change agent/manager's perspective. As a natural result of this situation,
interpersonal relationships on adherence to change have not attracted much attention in the relevant
literature. However, a change process that profoundly affects the way the organization is affiliated and
carried out from above (initiated and managed by the top management) will also affect the
organization’s sociological structure, specifically the formal and informal relations between individuals
and team dynamics.

The negative perception of change

It has been previously stated that the continuous and rapid changes in the technological and socio-
cultural environment push organizations to adapt themselves to this change, and therefore
organizational change has become a necessity how employees perceive these changes and how they
develop attitudes towards these changes are also the main factors affecting organizational change
processes' success. Also, it has been previously stated that the concept of commitment to change, which
is one of the variables of this research, is located at the positive end of a hypothetical scale of employees'
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positions against change. The opposing end of the same scale also has resistance to change. Just like a
commitment to change, the behaviour of resisting change is examined in three dimensions: emotional,
behavioural and cognitive (Rafferty & Jimmieson, 2017). Organizational change processes have an
emotional aspect and can affect employees at all levels within the organization in very radical and
compelling ways. These effects of change cause a reaction in employees too. Employees' negative
perception of change and, therefore, negative feelings and attitudes towards it also arise as a result of
being negatively affected by the chaos and setbacks brought about by the change and stress experienced
due to these negativities (Rafferty & Jimmieson, 2017; Huy, 2002; Tavakoli, 2014). Employees' negative
perceptions of change may result in a low level of commitment to an organizational change in their
business. The hypothesis created in line with all this information is as follows:

H1.: A negative perception of change has a negative and significant effect on affective commitment
to change.

On the other side, almost every organizational change process brings uncertainty, confusion or
disruptions for employees. However, some may perceive and show commitment positively among
these employees, while others may be inclined to resist change (Bovey & Hede, 2001; Erwin & Garman,
2010). One of the factors that cause the difference in organizational change perceptions is the differing
levels of employees' readiness for change. In other words, it can be predicted that employees who feel
ready for change will tend to support change, while some other employees who are caught unprepared
for change will be able to resist change (Armenakis, Harris, & Mossholder, 1993). It is also possible that
some employees are not affected by the change process, unlike others. In such a case, it may be expected
that employees will not develop a positive or negative attitude towards change. The hypothesis created
in line with all this information is as follows:

H1,: A negative perception of readiness for change has a negative and significant effect on affective
commitment to change.

Hl.: A negative perception of being affected by change has a negative and significant effect on
affective commitment to change.

Communion striving

The concept of communion striving is frequently discussed in the relevant literature about the
"Agreeableness" concept, one of the Big Five Personality Traits. (Barrick, Stewart, & Piotrowski, 2002).
Communion striving is one of the three main trends that are shaped on the basis of the personalities of
individuals in business life. It encourages them to develop social interaction, together with the
motivation of the status striving and accomplishment striving (Wiggins & Trapnell, 1996; Hogan &
Shelton, 1998). Simply, communion striving means the motivation to strive to be accepted by other
people and get along with them. This effort is not a tendency seen at the same rate in all people because
being loved and accepted by the social structure may not be so important for everyone (Barrick, Stewart,
& Piotrowski, 2002). Individuals with high motivation for the communion striving, in order to be
accepted by the social environment they are in, show behaviours and characteristics such as warm-
bloodedness, understanding, respect, interoperability, which will make them a more harmonious
person or make them understood in this way by others (Ng & Lucianetti, 2015; Abele & Wojciszke,
2007). As a result, an employee with high motivation for the communion striving will show a higher
level of commitment to change in a change process initiated by top management and supported by a
significant number of employees in that enterprise. It would be meaningful to think that there may be
a lower level of commitment to change in a change process that is not approved by most of the business.
The hypothesis created in line with all this information is as follows:

H2. Perception of communion striving has a positive and significant effect on affective commitment
to change.

Teamwork (participative safety)

Competition conditions, which are getting more challenging due to rapidly changing external and
internal environmental conditions, reduce the work rate that a person can do adequately in
organizations day by day. The reason for this is that the tasks that must be fulfilled for organizations to
survive in an increasingly tricky competition environment have become duties that require expertise in
more than one field and exceed one person's capacity in terms of workload. On the other hand, due to
the need to adapt rapidly and accurately to the increasingly accelerating change, large task groups with
a crowded and multi-layered hierarchical structure remain cumbersome. This has led organizations to
set up small task groups/teams that are not as rigid and cumbersome as crowded task groups, and that
can also perform tasks that no one employee can handle due to the needs of experts in more than one
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field (Bell, 2007, p. 595; Devine, Clayton, Philips, Dunford, & Melner, 1999; Campion, Medsker, & Higgs,
1993). Teams are structures where experience regarding methods and processes is created and shared,
facilitates access to knowledge to various organizational levels, and ensures that their members
participate in decision and planning processes. In this way, the loyalty and synergy between the team

members will be increased, and thus goals can be reached faster and easier (Yilmaz, 1999; Ergiin &
Eyisoy, 2018).

It is possible to come across many definitions regarding the concept of "team" in the relevant literature.
A team can be defined as social structures where more than one person works together for a common
purpose. Straub (2002) defines it as a community of members with shared values who come together
for common interests to achieve specific goals. The teams' members focus on the same goal and take
responsibility for this purpose as a partner and complement each other (Straub, 2002). More specifically,
the team is a social unit that is independent in its tasks, bears joint responsibility for the resulting
outputs, sees itself as a social unit that is integrated into one or more social structures (for example, a
business or a company) and is perceived from the outside. Also, it is a community of people who
manage their relations within organizational boundaries (Todnem, Kuipers, & Procter, 2018; Cohen &
Bailey, 1997). Guzzo and Dickson (1996) defines the concept of a team as “a social entity created by
individuals who are externally seen as members of the same social group, have a common purpose and
work as parts of a whole”.

Businesses may prefer team-based work practices for different reasons, such as the change in the
environment requires team skills, taking advantage of the multiplier effect of team synergy, increasing
organisational efficiency, individual motivation, creativity and productivity, and increasing the sense
of commitment within the organisation (Hakanen & Hékkinen, 2015). Naturally, the most important
one among these reasons for this research study is the concept of "commitment". Teams and the concept
of commitment are often used together in the relevant literature (Shum, Bove, & Auh, 2008, p. 1360;
Ghorbanhosseini, 2013; Nohe, Michaelis, Menges, Zhang, & Sonntag, 2013; Anderson & West, 1998). It
is known that teams and team-based work have positive effects on commitment. According to Nohe et
al. (2013), the high level of commitment of the team's individuals causes an increase in each individual's
performance and the motivation of the other team members, increasing collective performance, thus
increasing the team performance. Also, this mechanism works in reverse. In other words, whether an
employee group can be a team or not is a matter of whether the individuals constitute that group feel
loyal to the team and their teammates (Baker, Day, & Salas, 2006, p. 1579). On the other hand, the concept
of trust, which we have included in the field research, is also evaluated in this study about the concept
of teams and commitment (to change). Trust in interpersonal relations and participation processes
within the team is an important phenomenon that can be considered a prerequisite for team members
to feel loyal to their teammates. The team members' trust in each other and the team may affect team
performance and team members' commitment to the team and, therefore, to the change process because
the performance and productivity of an employee who does not trust the other members of the team
and the team leader may decrease (De Jong & Elfring, 2010, p. 535-536). In this context, commitment to
individual change and team members' trust in each other are evaluated about team performance. The
hypothesis created in line with all this information is as follows:

H3. Perception of participative safety has a positive and significant effect on affective commitment
to change.

Workplace friendship

It can be easily observed in real life and in the relevant literature that a significant part of interpersonal
relationships in the organizational field consist of informal relationships. Workplace friendship is also
an essential part of the informal relationships between individuals within the organization. Despite the
relative scarcity of studies in the field, it is a fact that can easily be observed how important workplace
friendship is for employees and businesses.

Workplace friendship is defined as employees' interaction with each other inside and outside the
workplace (Nielsen, Jex, & Adams, 2000; Ozbek, 2018). These interactions can develop between
employees at the same hierarchical level, between subordinate and senior employees, or between
employees from different departments (Berman, West, & RichterJr., 2002). According to another
definition, workplace friendship is an interpersonal relationship that involves mutual closeness
between two or more individuals. Individuals who are parties of this relationship can set common goals
and values and act by them (Huang, 2016; Biger & Biiyiikyilmaz, 2019).

Workplace friendship is a personal and informal form of relationship. This kind of relationship cannot
be planned, and it is wholly based on the volunteerism of individuals (Berman, West, & Richter]r., 2002).
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Workplace friendship is a voluntary and holistic relationship, and it differs from other forms of
relationship in the workplace with these features. The workplace friendship is a voluntary connection
is since it is a relationship that two colleagues have built and developed willingly, by giving effort and
time, without any formal necessity. The holistic nature of this relationship means that the parties
perceive each other as a whole person, with their total assets inside and outside the workplace (Morrison
& Cooper-Thomas, 2015; Sias, Smith, & Avdeyeva, 2009).

Workplace friendship is a concept that has attracted the attention of two essential social sciences areas,
psychology and management. There are two main reasons why these areas tend to focus on workplace
friendship. First, workplaces constitute a small observable area in terms of social sciences and appear
to be a social environment where individuals have limited options for developing social relationships,
but where they can relate to a limited number of people in their narrow surroundings. The second
reason is that workplace friendship is in a positive relationship with organizational facts such as job
satisfaction, employee turnover, organizational commitment, creativity and job performance, which are
considered essential for organizations and their managers (Berman, West, & RichterJr., 2002; Nielsen,
Jex, & Adams, 2000; Ozbek, 2018; Morrison & Cooper-Thomas, 2015). In this context, this study also
addresses the relationship of workplace friendship as a dependent variable with affective commitment
to change. The hypothesis created in line with all this information is as follows:

H4. Perception of workplace friendship has a positive and significant effect on affective commitment
to change.

Loneliness in the workplace

The human is a social being and needs to establish meaningful and regular relationships with other
people around him, but he may not always be able to meet this need, and in this case, he experiences a
feeling of loneliness. Loneliness is a widespread and severe emotion that can be described as a
psychological condition (Perlman & Peplau, 1981) resulting from qualitative or quantitative deficiencies
in an individual's social relationships. Many different definitions of the concept of loneliness have been
made as a subject focused by researchers from many different fields such as psychology, sociology,
social psychology, and organizational behaviour. Marangoni and Ickes (1989) found that these different
definitions have three essential common points. First of all, (1) loneliness is a personal subjective
experience and may not always mean social isolation. (2) This experience is an undesirable, distressing
situation for the individual who experiences it, and (3) this is caused by certain social relationship
deficiencies experienced by individuals (Marangoni & Ickes, 1989, p. 93).

Every person experiences the feeling of loneliness at some point in their life. The feeling of loneliness is
often thought to be a selfish pursuit of people who cannot establish interpersonal relationships and who
are shy about social relationships. The relevant literature says that this is not the case most of the time.
Studies have found that people who experience a sense of loneliness are often not simply self-centred
or incapable of real social bonding (Marangoni & Ickes, 1989; Green & Wildermuth, 1993). In other
words, the person may feel lonely when there are many people around and may not experience
loneliness as a feeling even though there are not many people around.

Wright, Burt and Strongman (2006), in their study, in which they developed the scale of loneliness in
business life, argue that the concept of loneliness in business life has two dimensions, mainly social and
emotional. The emotional dimension is related to the feelings of loneliness experienced by the
employees, while the social dimension is related to whether they are alone (Wright et al., 2006).
Therefore, it would not be wrong to assume a relationship between the emotional dimension of
loneliness and the affective commitment to change. In the relevant literature, no study has been found
that deals directly with the concept of affective commitment to change and workplace loneliness.
However, some studies directly or indirectly touch on the relationship between the concept of
organizational commitment and workplace loneliness (Wright, 2005, p. 48; Ertosun & Erdil, 2013;
Ayazlar & Giizel, 2014). As a result, examining the relationship between workplace loneliness and
affective commitment to change is considered significant. The hypothesis created in line with all this
information is as follows:

H5.. Emotional deprivation, one of the dimensions of loneliness in the workplace, has a negative
and significant effect on emotional commitment to change.

Hb5,. Social companionship, one of the dimensions of loneliness in the workplace, has a negative and
significant effect on emotional commitment to change.
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Methodology

The quantitative method was preferred in terms of the route followed in the study. The questionnaire
was used as the data collection technique. The questionnaire is a method of obtaining data by
responding to questions created in a predetermined order and structure (Alturusik, Coskun,
Bayraktaroglu & Yildirim, 2007, p. 68). Information about the population and sample, data collection
tools, and research model is shared under this heading.

Population and sampling

The study population consisted of a total of 372 staff affiliated with the Yozgat Provincial Health
Directorate. The sampling method was used, and to calculate the number of samples, “n= N.t2.p.q /
d2.(N-1) + t.p.q” formula was applied (Karagoz, 2014) and the number to be reached was determined as
190. The convenience sampling method was used to obtain data. A total of 250 questionnaires were
distributed, 216 questionnaires were collected, 11 questionnaires were eliminated due to missing data
and the research was carried out on 205 questionnaires. The data obtained within the scope of the
research were collected between 20 October 20 December 2019.

Data collection tools used in the study
Affective commitment to change the scale

The scale developed by Herscovitch and Meyer (2002) was used to measure commitment to change. The
scale has three sub-dimensions consisting of 18 items; in the research, affective commitment to change
sub-dimension, which has six items, was used. The scale was adapted to Turkish by Toprak and Aydin
(2015) has six items.

The negative perception of change scale

The scale developed by Herscovitch (2003) was used to measure the negative perception of change. The
Turkish version of the scale was used by Seckin, Demirel & Ozgimnar (2016). The scale consists of six sub-
dimensions (perception of change, readiness for change, feeling of change, being affected by the change,
and resistance to change) with 71 items. Within the scope of the research, sub-dimensions of perception
of change (8 items), readiness for change (7 items) and being affected by the change (7 items) were used.

Communion striving scale

The scale developed by Barrick et al. (2002) was used to measure the perception of communion striving.
The scale consisted of nine items under one dimension. The scale was adapted to Turkish by Iliyas
(2016).

Teamwork scale (participative safety) scale

The teamwork scale was developed by Anderson and West (1998) in a 5-dimensional structure. The
scale was adapted to Turkish by Isik (2014), and the researcher handled two dimensions in the original
scale in his study. Within the research scope, the participative safety dimension with five items was
used in the research.

Workplace friendship scale

The workplace friendship scale was developed by Nielsen et al. (2000) as 12 items in a two-dimensional
structure. The scale was adapted to Turkish by Caliskan (2011) by considering only six workplace
friendship dimensions. At the end of the validity study, the researcher revealed that the scale is
represented in Turkish with five items.

Loneliness in the workplace scale

Loneliness in the workplace scale was developed by Wright et al. (2006) as 16 items in two sub-
dimensions named emotional deprivation and social companionship. The scale was adapted to Turkish
by Dogan et al. (2009) as two sub-dimensions and 16 items similar to the original scale.

Reliability of the scales used in research

The data of the researchers who developed the scale and adapted it into Turkish are shown in Table x
together with Cronbach Alpha coefficients, means and standard deviations of dimensions.
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Table 1: Descriptive Statistics & Cronbach Alfa Scores

Cronbach Alfa
Variabl M Standard
ariables €an | poviation | Skewness | Kurtosis | Original Turkish Current
Adaptation | Research
Affective Commitment to Change 3.20 81 272 416 .94 .85 .75
Perception of 271 95 113 -.561 ) 68 89
Change
Negative Perception of -114 -718
gaty Being Affected by | 2.62 89 - 78 83
Perception Chanee
of Change 5
Perception of .098 1.157
Readiness for 2.86 .64 - 74 .55
Change
Loneliness in Emot}onz.il 231 66 .265 .083 %3 83 77
the Deprivation
Workplace 0 771 1.074
peal 2.48 53 ' ' 87 87 78
Companionship
Communion Striving 3.49 .68 -.704 1.757 .78 79 81
Participative Safety 3.79 81 -.821 1.245 .89 .90 .88
Workplace Friendship 3.57 .84 -.661 718 .84 .82 .81

Hair et al. (2010) and Bryne (2010) argued that data is considered to be expected if skewness is between
-2 to +2 and kurtosis is between -7 to +7. It is seen that kurtosis and skewness values of the variables are
within the threshold value ranges. An acceptable Cronbach's alpha reliability coefficient is expected to
be 0.70 and above (Ural & Kilig, 2005, p. 258; Altunisik, Coskun, Bayraktaroglu & Yildirim, 2015, p. 126).
The scores obtained reveal that the scales are generally reliable. The score of .53 was obtained due to the
reliability analysis of the analysis conducted for the social companionship dimension in the loneliness
in the workplace scale; after the 14th item is removed, the result of the analysis performed again is stated
in the table. However, it can be seen that the perception of readiness for change dimension has a low-
reliability score (Yildiz & Uzunsakal, 2018, p. 19). On the other hand, when the variable is considered
as a whole with other dimensions, it can be said that the overall reliability is reliable. When the means
are evaluated, it is seen that affective commitment to change is moderate; other positive dimensions are
above the moderate and negative dimensions below the moderate.

Research model and hypothesis

The study's scope aims to explain the affective commitment to change, which is the dependent variable,
with the negative perception of change, workplace friendship, loneliness in the workplace, participation
and trust in teamwork, and communion striving. In this context, models and hypotheses supported by
the literature review are as follows.

Workplace
Friendship
\l/ Loneliness in the
H4 Workplace
Negative Perception of Change H54 - Emotional
- Perception of Change HI Affective Deprivation
- Perception of Readiness for Change | Commitmen
- Perception of Being Affected by t to Change Teamwork
Ch
ange H3 (Participative Safety)
H2 /F
Communion

Striving

Figure 1: The research model of the study
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Results

Under this heading, the findings of the regression analysis performed for the hypothesis tests are
shared.

Regression analysis results

In this part of the study, regression analyses conducted to determine the interactions between the
dependent variable of the study - affective commitment to change - and independent variables are
shared.

Table 2: Negative Perception of Change and Affective Commitment to Change

Variable B [Std. Error] P t P PariredPartial i Tol. | VIF
(Constant) 5,146 | ,223 23,047 (000

Perception of Change =320 | ,063  },381 |-5,092 [,000 |-563 |-347 |597 (1,675
Perception of Readiness for Change -247 | ,086  },195 |-2,874 |005 |-446 |-205 |728 [1,373
Perception of Being Affected by Change |-136 | ,065 1,150 |-2,103 |[037 |,447 |-151 |654 11,528

Dependent Variable: Affective Commitment to Change

R:607 R2,368 F:36,744 p:,000 Durbin-Watson:1,930

Table 2 shows the regression analyses results of the negative perception of change and ACC. In line
with the results of the regression analysis, when the paired and partial correlations between the
independent variables and the dependent variable are examined, it is seen that there are negative
relationships between the variables. Then, when the VIF values are considered, it is understood that the
variables do not have a value higher than ten, and the tolerance values are not less than 0.20.
Furthermore, the Durbin-Watson coefficient of 1,930, which is required to be between 0-4, indicates no
problematic relationship between independent variables and error terms.

According to the findings in Table 2, the level of explanation of the dependent variable (0<R?>1) based
on independent variables is statistically significant (R% 368, F: 36.744, p: 000). When the standardized
regression coefficients (B) are considered, the relative significance of the variables on affective
commitment to change can be aligned with the perception of change, perception of readiness for change,
and perception of being affected by the change. When the results of the t-test regarding the significance
of regression coefficients were examined, it was understood that independent variables have a
significant and negative effect on affective commitment to change. Based on these findings, the H1,, H1,,
and H1. hypotheses are accepted.

Table 3: Communion Striving and Affective Commitment to Change

Variable B |Std. Error| t P

(Constant) 2,790 | ,299 9,330 |.000

Communion Striving |,120 ,084 ,102 11,421 |, 157

Dependent Variable: Affective Commitment to Change
R:;102 R2,010 F:2,021 p:,157 Durbin-Watson:1,702

According to the findings in Table 3, the level of explanation of the dependent variable (0<R?21) based
on independent variables is statistically not significant (R?:,010 F: 2.021, p: 157). When the results of the
t-test regarding the significance of regression coefficients were examined, it was understood that the
independent variable does not have a significant effect on affective commitment to change. Based on
these findings, the H2 hypothesis is rejected.
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Table 4: Teamwork (Participative Safety) and Affective Commitment to Change

Variable B |Std. Error| f t P

(Constant) 2,816 ,274 10,280 |.000

Participative Safety |,103 ,071 ,105 | 1,462 | 145

Dependent Variable: Affective Commitment to Change
R:;105 R2,011 F:2,137 p:,145 Durbin-Watson:1,717

According to the findings in Table 4, the level of explanation of the dependent variable (0<R2>1) based
on independent variables is statistically not significant (R% ,011 F: 2.137, p: 145). When the results of the
t-test regarding the significance of regression coefficients were examined, it was understood that the
independent variable does not have a significant effect on affective commitment to change. Based on
these findings, the H3 hypothesis is rejected.

Table 5: Workplace Friendship and Affective Commitment to Change

Variable B |Std. Error| t P

(Constant) 3,008 | ,251 12,006 |.000

Participative Safety |,056 ,068 ,069 | ,816 416

Dependent Variable: Affective Commitment to Change
R:059 R2,003 F:;666 p:,416 Durbin-Watson:1,716

According to the findings in Table 5, the level of explanation of the dependent variable (0<R?>1) based
on independent variables is statistically not significant (R ,003 F: ,666 p: 416). When the results of the
t-test regarding the significance of regression coefficients were examined, it was understood that the
independent variable does not have a significant effect on affective commitment to change. Based on
these findings, the H4 hypothesis is rejected.

Table 6: Loneliness in the Workplace and Affective Commitment to Change

Variable B |Std. Errory P t p | Pairedr |Partialr| Tol. | VIF
(Constant) 4,220 | ,278 15,169 [.000

Emotional Deprivation |-,325 ,097  |-,267 |-3,361 |,000 -,301 =237 |, 762 1,312
Social Companionship |-,107 ,121 -,070 |-882 [379 -,200 =064 [,762 (1,312

Dependent Variable: Affective Commitment to Change
R:307 R2,094 F9,818 p:,000 Durbin-Watson:1,725

Table 6 shows the regression analyses results of workplace loneliness and ACC. In line with the results
of the regression analysis, when the paired and partial correlations between the independent variables
and the dependent variable are examined, it is seen that there are negative relationships between the
variables. Then, when the VIF values are considered, it is understood that the variables do not have a
value higher than 10, and the tolerance values are not less than 0.20. Furthermore, the Durbin-Watson
coefficient of 1,725, which is required to be between 0-4, indicates no problematic relationship between
independent variables and error terms.

According to the findings in Table 6, the level of explanation of the dependent variable (0<R2>1) based
on independent variables is statistically significant (R2: 094, F: 9.818, p: 000). When the standardized
regression coefficients () are considered, the relative significance of the variables on affective
commitment to change can be aligned with emotional deprivation and social companionship. When the
results of the t-test regarding the significance of regression coefficients were examined, it was
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understood that social companionship did not have a significant effect on affective commitment to
change. In contrast, the emotional deprivation variable was seen to have a negative and significant effect
on affective commitment to change. Based on these findings, while the H5, hypothesis is accepted, the
Hb5p hypothesis is rejected.

Conclusion and recommendations

The embryo thrives from the moment of its conception to the mother's womb to adapt to the life
conditions it will face after birth. Likewise, this development and adaptation process continues until the
end of life. In this context, people sense and observe the environmental changes that will affect their
lives over time, access the information they need and survive by adapting to change. There are signs of
an effort to adapt to a patient’s search for a cure or a stressful person’s search for relaxation. Changes
that require an adaptation process are not always optional, and sometimes they appear as a necessity.

The "organizational ecology" approach put forward by Hannan and Freeman (1977) focuses on the
relations of the organizations in a particular society and industry or with their environment by
considering the businesses as living organisms. This approach states that organizations that cannot
comply with the necessary change processes from the environment will be eliminated. In particular, the
time frame we are in pushes organizations to consider information and technology-based changes in
their output rather than physical elements and switch to knowledge-based competition (Kogel, 2005).

Change, by its nature, can affect organizations at different levels and in various areas. These processes,
which are generally seen in the area of influence and responsibility of the top management, require the
employees' active and voluntary participation. In order to ensure the aforementioned participation, it is
essential to define the variables that affect this process and to determine their effect levels. The negative
perception of change, communion striving, teamwork, workplace friendship, and workplace loneliness
variables, which are thought to affect emotional commitment to change, which means voluntary and
willing participation of employees in the change process, were discussed within the scope of the
research.

According to the findings, it has been determined that the employees' negative perceptions towards the
change process, perception of being not ready for the change, and their concerns that the change will
affect them negatively are important variables affecting the voluntary and willing participation in the
change processes. Bareil (2013) emphasized that high levels of anxieties about change lead to higher
employees’ resistance. Also, Malik and Garg (2017) stated that creating a learning culture and
knowledge sharing structure directs employees to develop affective commitment to change.

Weiner, Amick & Lee (2008) state that organizational readiness refers to organizational members’
change commitment and change efficacy to implement organizational change. In this context, it defines
the concept of readiness for change as a whole that should be handled together with the commitment
to change and change effectiveness (Weiner, 2009). Lehman, Greener & Simpson (2002) emphasize
considering some factors in change processes such as level of motivation for change, institutional
resources, personality attributes of the staff, and organizational climate. Considering that change
processes can cause emotional effects on employees and physical aspects, it is essential that employees
feel ready for the process and develop an awareness that change will not have negative consequences
for them. With the introduction of changes should be encouraged debate and discussion about the need
and importance of them. Data presentation can help create a sense of the importance of the application
changes. Information and results of a sample implementation of changes may change the approach to
be applied during the actual implementation. The purpose of the sample application changes must be
explained to all the organization’s members and stakeholders (lonescu, Meruta & Dragomiroiu, 2014,
p- 295). Buick et al. (2018) stated that managers who are actively engaged change agents, who frame and
make sense of the change with employees, can reduce resistance. However, for this to be realized,
organizations need to actively support the systematic development of middle management change
management capabilities.

Another variable that affects affective commitment to change is emotional deprivation, defined as the
level of perception of the emotional quality of relationships at work. It has been determined that
employees feel excluded, disconnected, and emotionally distant in their relationships at work hurts the
individual's commitment to business during change processes. Studies indicate that meeting the need
for relationship and belonging (Blatt, 2008), especially within the organizational context, is an issue that
should be considered for the general well-being of the individual (Heaphy and Dutton, 2008).
Considering the amount of natural and observable relationships of an employee’s experiences and the
perceived quality and satisfaction of these relationships, it is arguably one of the essential factors in
loneliness in the workplace (Wright and Sillard, 2020). They meet the individual's emotional support
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needs, whose anxiety and stress level increases, especially during the change processes, is essential for
the individual to adapt to the process. Ayazlar and Giizel (2014) state that employees' emotional
deprivation in their work relationships is an important variable that also affects their affective
commitment to the company. Ouedraogo and Ouakouak (2018) also stated that providing a solid
communication system is vital for change success.

As a result of the analyses, other variables (communion striving, participative safety, workplace
friendship, and social companionship) on affective commitment to change could not be statistically
confirmed. However, it is thought that significant results can be obtained as a result of testing the same
variables in organizations with different structures, cultures, and climates. Although each change
process has various characteristics in terms of its content, it should not be overlooked that the active
participation of the employees in the process, the correct explanation of the need for change, and the
taking into account the emotional and cognitive aspects of the process along with the physical elements.
Although all developments have prompted humanity to evolve and change digitally, it is one of the
primary duties of those who manage the change process to understand the human in need of nutrition
with its emotional and spiritual aspects and explain that he is a part of the change.

The impact of the pandemic process on organizations can also be considered in this context. In the
studies conducted, it is seen that the COVID-19 pandemic process forces institutions to consider some
topics such as workload (Politi & Balzarini, 2020), knowledge management (Barnes, 2020), crisis
management (Mirvis, 2020) learning processes (Mishra, Gupta & Shree, 2020). In this context, the
research findings provide useful information to companies that are in the process of change or
understand that they have to change.
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