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The role of green human resources management practices in corporate
social responsibility

Yeliz Kavgact!

Turhan Erkmen?2

Oz

Insan kaynaklari departmani cevresel alanda sorumluluk projelerinin ve calismalarinmn
yiriitiilmesinde ve ¢alisanlarin bu alanda motive edilmesinde en 6nemli departmandir. Arastirmada
yesil bir is yeri olusturmak adma uygulanabilecek insan kaynaklar1 faaliyetleri hakkinda ayrmtili
bilgiler verilmis ve bu baglamda Yesil Insan Kaynaklari'nin yesil ise alim, yesil performans
degerlendirme, yesil egitim ve gelistirm e, yesil ticret ve 6diillendirme sistemi, yesil calisan iliskileri,
calisan giiclendirme ve calisan katilimi boyutlar1 kurumsal sosyal sorumlulukla birlikte ele
almmustir. Calismada Borsa Istanbul siirdiiriilebilirlik endeksindeki ilk 50 firma igerisinden gtincel
stirdtiriilebilirlik raporunu yaymlayan 6 firma 6rneklem olarak ele almmustir. Arastirmanin temel
amaci bu firmalarin yesil insan kaynaklar1 boyutlarinin kurumsal cevresel sorumlulukla birlikte
analiz edilmesi, sektorel farkliliklarin tespit edilmesidir. Isletmelerin yillik yaynlamis olduklar:
stirdiiriilebilirlik raporlar: ve sirketlerin web siteleri nitel arastirma yontemlerinden igerik analizi
yontemi ile calisma kapsaminda analiz edilmistir. Yapilan analizler sonucunda cevre ile ilgili
gerceklestirilen Kurumsal Sosyal Sorumlulukta Yesil-iK boyutlart icin sektorel farkliliklar
bulundugu tespit edilmistir. Isletmelerin timiinde yesil ticret ve 6diillendirme disinda baz1 Yesil-IK
faaliyetleri yiirtitildigti gozlenmistir.

Anahtar Kelimeler: Yesil Insan Kaynaklar1 Yonetimi, Kurumsal Cevre Sorumlulugu, Kurumsal
Sosyal Sorumluluk, Stirdtiriilebilirlik

Jel Kodlari: M10, M14, Q56

Abstract

Hrm department is the most critical contributor to all the companies for attracting and motivating
the participation of employees in conducting environmental responsibility projects and activities.
This paper elaborated on various Green-HR practices that can be incorporated to create a sustainable
workplace. With this context, green recruitment, green performance evaluation, green education and
development, green compensation and reward systems, green employee relations, employee
empowerment and employee participation dimensions work discussed together with corporate
social responsibility. In this study, six firms that published the current sustainability report and
achieved success were selected from 50 Istanbul Stock Exchange sustainability index firms as
samples. The primary purpose of the research is to analyze the green human resources dimensions of
these firms with their corporate environmental responsibility approaches and activities and to
identify sectoral differences. Furthermore, content analysis from qualitative research methods
analyses companies” websites and current sustainability reports published annually. As a result of
the analyzes, it has been determined that there are sectoral differences for Green-HR dimensions in
Corporate Environmental Responsibility projects, daily organizational activities and practices.
Furthermore, it was observed that all of the firms involved in the study conducted Green-HR
activities such as green recruitment, green training and development, green performance
management and performance evaluation, green employee relations, employee participation and
empowerment. However, for the green wage and reward practices in green HR, no critical data was
available to be collected.

Keywords: Green Human Resources Management; Corporate Environmental Responsibility,
Corporate Social Responsibility, Sustainability

Jel Codes: M10, M14, Q56
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Extended Abstract

The role of green human resources management practices in corporate social responsibility

Literature
Research subject

The increase in environmental problems has led consumers and employees to full awareness, and it has become a driving force
for businesses to implement corporate environmental responsibility activities. Organizations conduct various sustainability
activities according to environmental management systems and carry out projects to increase employee awareness of
environmental responsibility. Organizations support these activities with human resources practices. Green human resources
management is the combined activities of HRM that enhance positive environmental outcomes (Kramar, 2014). Therefore, green
human resources practices aim to develop processes and activities that affect employees' skills, knowledge, motivation, and
behaviour to achieve sustainable organizational goals (Renwick, Redman and Maguire, 2013:1-14). In this context, it is observed
that both green human resources management practices and environmental responsibility activities have the same common
purpose from sustainability. However, for the corporate environmental responsibility activity to be successful, employees
should first find such social responsibility projects meaningful and motivating (Kotler and Lee, 2017, 71). This study aims to
determine which organizations use green human resources practices to contribute to their environment via corporate
environmental responsibility activities.

Research purpose and importance

This study aims to determine the role of Green Human Resources Management in the Corporate Environmental Responsibility
activities conducted by organizations and to identify the sectoral differences among companies in environmental responsibility
projects. The increase in 'corporate environmental responsibility studies in academia and practice has led to a growing interest
in sustainability studies in human resources (Ehnert, 2012: 228). The Green-HR concept includes creating green awareness
among employees and conducting activities such as recycling and reducing waste, energy-saving, paper consumption
reduction, and supporting training and development/interview/ performance evaluation activities with electronic methods.

Contribution of the article to the literature

There are few studies on green human resources management in Turkey, and most of the sustainability research was carried out
in marketing. (Uslu and Kedikli, 2017:66-81; Esen and Esen, 2018:827-844). As a result of the literature review, it is observed that
the general sustainability practices of organizations are examined in the studies where sustainability and human resources are
discussed together, and few studies deal with the social practices of human resources for sustainability (Can and Ozgtil, 2018:7-
30; Vatansever, Kilic and Dinler, 2018:85). In this paper, we aimed to contribute to the literature by examining particular green
human resources management activities such as recruitment, training and development, employee empowerment, green office
practices, green team building activities, increasing employee participation in environmental activities, and identifying sectoral
differences. Moreover, the qualitative analysis method provided an opportunity to evaluate the green human resources
management activities carried out in organizations with more profound sustainability.

Design and method
Research type

In this study, content analysis as a qualitative method was used. Unlike quantitative methods, where numerical data is
statistically analyzed, qualitative methods are based on analyzing cases and making them sense in detail by examining the
reasons behind them (Ozdemir, 2010, 325). In this sense, qualitative methods were used to determine how people in the
business world are reinforced and supported towards environmental problems.

Research problems
The research related problems that are designated to be answered are as follows:

In order to overcome environmental problems and improve environmental issues, what kind of actions have companies been
taking?

To enable employee participation in environment-friendly activities and social responsibility projects, which human resources
functions are activated?

To communicate with employees about environmental issues, which communication channels are used?

Which type of applications, such as HR functions as recruitments, training and development, performance evaluations, wage
and incentives, are transferred to environment-friendly standards?

Are there any sectoral differences among companies from their contributions to social responsibility projects related to green
HR?

Data collection method

Most companies have recently issued sustainability reports to share their social, environmental, managerial, and economic
activities. The sustainability reports provide companies insight to discover their strengths and weaknesses and enable their
environment to see their activities in more detail. In this study, the web pages of companies and sustainability reports that are
issued are used. In addition, six companies that published the current sustainability report and achieved success and reward-
winning projects that incorporate environmental responsibility were selected from 50 firms in the BIST sustainability index as
samples.

First of all, the scales of Green HR and Corporate Social Responsibility with their dimensions in the literature were examined.
Then, the most recent Green HR scale by Tang, Chen, Jiang, Paille & Jia (2018) was selected. Finally, the criteria of Tang et al.
(2018) were compared with the most referred 28 Green HR studies in the literature and the most appropriate dimensions were
designated for the study while the ones mostly repeated were left out.
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In addition, to analyze corporate social responsibility activities, the environmental dimension criteria of corporate sustainability
(Yangil, 2015) were used to measure corporate social responsibility activities demonstrated by companies.

Quantitative/qualitative analysis

To be able to perform content analysis, themes and dimensions of the subject were generated. Three themes and six dimensions
for green HR, two themes and eighteen dimensions for environmental responsibility activities were composed. The MAXQDA
programme performed the analysis of the study. The results of the analysis derived from the data set were interpreted by
considering sectoral differences.

Findings and discussion
Findings as a result of analysis

The analysis results show that all companies involved except those in the automotive, media, and tourism sectors tended to
transform their recruitment processes to digital platforms. Furthermore, all companies involved provided environment
awareness training to their employees by transforming training processes to online settings. Additionally, companies performed
several projects of employee awareness to increase employee participation. However, no information could be collected about
whether companies adopted their performance evaluation systems and wage and incentive standards for environment-friendly
activities.

Discussing the findings with the literature

In the green HR recruitment process, the applicants are evaluated based on their knowledge, ability, approach, and attitudes
relevant to environmental management systems (Ahmad, 2015, 5). According to the study results, applying recruitment
processes without paper waste by transforming them into online settings is essential for their relevance to environmental
management systems. Renwick et al. (2008, 1-46) stated that training should create awareness for the environment. It is
concluded in the study that six companies in the sample group practised environmental training periodically. Jabbour (2008, 51-
58) showed a positive relationship between green teams, organizational culture, organizational learning and environmental
performance. According to the findings of our study, the companies involved achieved positive gains in overcoming
environmental problems and providing environmental improvements with their green team building activities such as green
office teams. One success criteria for companies in environmental management is employees’ need to take responsibility (Tariq,
Jan and Ahmad, 2016, 6). Companies, particularly in high energy consumption, are advised to set performance standards
related to the environment and adapt wage and incentive systems to these standards.

Conclusion, recommendation and limitations
Results of the article

This study draws our attention to the finding that the green HR activities in organisations affect the participation of employees
in corporate social responsibility projects. It is observed that organizations communicate with their employees through several
channels about environment management and sustainability. In addition, sectoral differences exist among companies from the
perspective of their green HR activities.

Suggestions based on results

Companies should set environment-friendly standards for their performance, wage, and incentive systems to enhance HR
functions’ contributions to environmental responsibility projects. Such HR activities are essential for employee empowerment.
Employee empowerment is composed of such ingredients as employee participation, supportive culture, top management
support, employee’s feeling of belongingness, employee’s recognition in the company, a delegation of authority and
independent decision making (Tariq et al. 2016, 30; Renwick, 2013, 8). When the current literature on environmental issues is
reviewed, it can be suggested that there is a further need for studies that concern employee empowerment in green HR.

Limitations of the article

Since green HR and corporate social responsibility dimensions are various in the content of this study, the sample size is limited
to six companies. Furthermore, the companies which have not issued their sustainability reports presented another limitation
for the study. Furthermore, the companies that have not shared information about their performance evaluation criteria and
their wage and incentive systems are among the study's limitations.
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Giris

Kiiresellesme ve artan rekabet ile birlikte isletmelerin ekonomik gii¢lerinin ve buna paralel olarak
cevresel etkilerinin de giin gectikge arttigi gozlenmektedir. Artik orgiitlerin ekonomik amacglarla
gerceklestirdikleri faaliyetleri disinda cevresel sorumluluk faaliyetleri de gerceklestirmeleri hem
rekabet avantaji saglamada hem de cevre konusunda yiiksek bilince sahip potansiyel miisterileri
orgiite cekmede kaginilmaz bir unsur olarak goriilmektedir. Bu baglamda isletmeler cevre yonetimleri
dogrultusunda cesitli stirdirtilebilirlik faaliyetleri gerceklestirmekte, cevre dostu sorumluluk
projeleriyle farkindaligi arttirma calismalar1 yapmakta ve bu faaliyetlerini insan kaynaklari
uygulamalariyla desteklemektedirler. Bu noktada insan kaynaklar1 uygulamalarmin cevre
yonetiminde sagladig1 faydalari iceren Yesil-IK (yesil insan kaynaklari) calismalari giindeme gelmistir.
Yesil-IK, siirdiiriilebilir hedeflere ulasmada, dogal dengenin korunmasi, karbon ayak izinin
azaltilmasi, kagit tiiketiminin dustirtilmesi gibi her tiirlii cevre dostu uygulamada calisan katilimimin
saglanmas1 ve calisan farkindaligmin arttirilmasi icin cevre dostu IK faaliyetleri gerceklestirme
amaclarina sahiptir.

Yesil-IK 2000'ler sonrasi yabanci isletmelerin yapmis olduklari gevresel sorumluluklar neticesinde
oldukca giindeme gelmis ve arastirmacilar tarafindan da ¢alisilmaya baslanmustir. Literatiirde yesil
insan kaynaklar1 yonetiminin stirdiiriilebilirlikle olan baglantilarini, kapsamini ve fonksiyonlarin ele
alan calismalar bulunmaktadir (Ahmad, 2015; Tang, Chen, Jiang, Paille ve Jia, 2018:31-55). Fakat
pratikte calisanlarin cevresel sorumluluk faaliyetlerine katiliminin arttirilmas: ve stirdiiriilebilir
hedeflere ulagilabilmesi igin Yesil-IK faaliyetlerinden nasil faydalanabilecegine dair calismalara ihtiyac
duyulmaktadir. Bu calismada isletmelerin stirduiriilebilirlik raporlarindan ve web sitelerinden elde
edilen veriler dogrultusunda, gerceklestirdikleri ¢evre ile ilgili sosyal sorumluluk faaliyetlerinde Yesil-
IK'min roliinti tespit etmek ve gevresel sorumluluk kapsaminda sektorel farkliliklar: ortaya koymak
amaclanmistir. Bu amagla yesil insan kaynaklar1 uygulamalarinin gevresel sorumluluk faaliyetleriyle
birlikte yorumlanabilmesi icin nitel analiz yontemi secilmistir. Bu calismada insan kaynaklari
yonetiminin tiim boyutlarindan (kariyer yonetimi, 6zliik isleri ve is kanunu uygulamalar: gibi) ziyade
surdurtlebilirlik ve ¢evre yonetimi agisindan en 6nemli bulunan ve Yesil-IK literatiiriinde
degerlendirilen yesil ise alim, yesil egitim ve gelistirme, yesil performans degerleme, yesil ticret ve
odiillendirme, calisan katilimi, calisan iliskileri ve yesil calisan giiglendirme boyutlarina yer
verilmektedir (Jackson ve Seo, 2010; Renwick, Redman ve Maguire, 2013; Ahmad, 2015; Bratton, 2016;
Guerci, Longoni ve Luzzini, 2016; Tang vd., 2018; Freitas, Caldeira-Oliveira, Teixeira, Stefanelli ve
Teixeira, 2020). Ardindan siirdiirtilebilirlik raporlar1 ve web sitelerinden olusturulan veri seti analiz
edilerek isletmelerin gerceklestirmis olduklar: her bir Yesil-IK ve KSS (Kurumsal Sosyal Sorumluluk)
boyutu i¢in béliimler olusturulmus ve her bir boyut agiklanip yorumlanarak etkin olarak uygulanan
yesil insan kaynaklari faaliyetleri tespit edilmistir. Son olarak da bu bulgular degerlendirilip sektorler
arasi farkliliklar da tespit edilerek sonug ve oneriler bsliimii olusturulmustur.

Literatiir
Yesil insan kaynaklar1 yonetimi

Isletmelerin doga ile olan iliskileri tizerine gerceklestirilen calismalarin 1987 Brutland raporundan
sonra daha ¢ok giindeme geldigi ve ilk calismalarin cevresel yonetim, stirdiirtilebilirlik ve sorumlu
cevre davranislart adi altinda yapildigi gozlemlenmistir (Hines, Hungerford ve Tomera, 1987;
Lawrence ve Morell, 1995; Berry ve Rondinelli, 1998; Cramer, 1998). 90’11 yillarda yapilan ¢alismalarda
kavramin dogrudan yesil insan kaynaklar: adi altinda incelenmedigi, fakat farkli insan kaynaklar1
fonksiyonlarma siirdiiriilebilirlik agisindan deginildigi gozlenmistir (Dumont, 2015:12-18). Insan
kaynaklarmin siirdiirilebilirlikle olan baglantis1 ve siirdiirilebilirlik faaliyetlerinin iK'da neden
giindeme geldigi Ehnert ve Harry'nin (2012) calismasinda makro ve mikro diizeyde olmak tizere iki
boyutta agiklanmaktadir. Makro diizeyli aciklamaya gore isletmelerin ekonomik ve sosyal gevre ile
olan iliskileri toplumu ve dogal cevrede strdiirtlebilirligi etkilemektedir, bu ytizden insan
kaynaklarinda da stirdiirtilebilirlik giindeme gelmistir. Ikincisi yani mikro diizeyde acgiklama ise
isletmenin i¢ cevresiyle olan iliskilerine odaklanmaktadir. Ayn1 zamanda artan saglik problemleri,
calisma hayatindaki zorluklar, cevresel sorunlarla miicadele gibi unsurlar giin gectikce Onem
kazanmaktadir. Bu alanlarda gerceklestirilecek c¢alismalara calisan katiliminin arttirilmasi gibi
nedenlerle isletmeler en degerli varliklarindan olan insan kaynagina odaklanmali ve siirdiirtilebilirlik
faaliyetleri gerceklestirmelidirler (Ehnert ve Harry, 2012:223). Siirdiriilebilir K diger bir deyisle,
stirdiirtilebilirlik ve IK arasindaki iliskide uzun vadeli gelisim ve yenilenme agisindan yeni bakis
acilar1 ve anlamlar olusturmaktadir (Stankevicitté ve Savanevic¢ieng, 2018). Bu yeni bakis acilarindan
cevresel stirdiiriilebilirlik ve ekolojik hedeflere odakli olan insan kaynaklari, yesil insan kaynaklari
yonetimi olarak karsimiza ¢ikmaktadir.
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Yesil-IK isletmelerin cevreye olan etkilerini calisanlarmin da katilimi ile azaltmayr hedefleyen
surdurtlebilir insan kaynaklar: yonetimi literattirtiniin ayrilmaz bir pargast olmustur. Cevreye olan
duyarliligin arttig1 giintimiiz kosullarinda Yesil-IK'y1 bilinen insan kaynaklar1 faaliyetlerinden ayiran
en temel unsurlar, ik faaliyetlerinin cevresel yonetime adapte edilmesi ve calisanlarin yesil
davranislarda bulunmalar1 konusunda cesaretlendirilmesidir (Singh, Del Giudice, Chierici ve
Graziano, 2020:4). Bu baglamda Yesil-IK’da calisanlarin bilgi, beceri ve tutumlarin gelistirebilecekleri
diizeyde daha katilimci ve destekleyici bir calisma modeli benimsendigi goriilmektedir. Literatiirde
Yesil-IK'min farkli tamimlamalar1 bulunmaktadir. Wikhamm’in (2019:1) calismasinda Yesil-IK, insan
kaynaklar1 strateji ve uygulamalarmin ¢rgiitlerde finansal ve sosyal hedeflere ek olarak, orgiitiin
ekolojik hedeflerine de ulagsmasin saglamasi, uzun vadeli bir zaman ufku ile istenmeyen yan etkiler
ve olumsuz geri bildirimleri kontrol edebilmesi i¢cin adapte edilmesi olarak ele alinmistir. Kim, Kim,
Choi ve Phetvaroon (2019:84)'un calismasinda ise Yesil-IK, ist yonetimin cevre politikasi, plam ve
diger ilgili uygulamalar konusunda calisanlarla iletisimini, ¢alisanlar1 yeni gevreyi anlamalar: igin
egitmeyi, cevresel faaliyetlerde bulunmalar: icin giiclendirmeyi ve ¢alisanlar1 cevreye kars: sorumlu
davranislarda bulunmalar1 sonucu 6diillendirmeyi icermektedir seklinde tanimlanmistir. Kim vd.’nin
Yesil-IK {izerine yapmis oldugu tanimlamada vurgu yapilan st yonetimin bu alandaki destekleyici
uygulamalari, 2019 yilinda Yusliza, Norazmi, Jabbour, Fernando, Fawehinmi ve Seles tarafindan
kurumsal sosyal sorumlulukla birlikte ele alinmis ve tist yonetimin taahhiitleri, kurumsal sosyal
sorumluluk ve Yesil-IK'min tiim boyutlar1 arasinda pozitif yonde anlamli bir iliski tespit edilmistir. Bu
tanimlardan da anlasilacag: tizere yesil insan kaynaklarmin uygulanmasi, orgiitiin yesil hedeflere
ulasmak igin calisanlarin becerilerini, bilgilerini, motivasyonlarini ve davranslarni etkileyecek
sekilde tasarlanan siiregleri ve etkinlikleri gelistirmeyi amaglamaktadir (Prathima ve Misra, 2012;
Renwick vd., 2013).

Rajiani, Musa ve Hardjono'nun (2016) Yesil-[K'da yetenek motivasyon firsat (YMF) teorisi
degiskenlerinin belirlenmesi iizerine yapmis olduklar1 galismada yetenek, motivasyon ve firsat
yaratmak i¢in insan kaynaklarmin hangi boyutlarinin kullanilabilecegini belirlemislerdir. Ayni
calismaya gore ise alim, egitim ve calisana verilen deger boyutlar1 yetenegin kesfedilmesi ve
gelistirilmesinde; parasal ve parasal olmayan odiiller motivasyonun arttirilmasinda; ¢alisan katilim
ve sendikalarin giiclendirilmesi firsat yaratmada kullanilabilecek Yesil-IK faaliyetleri olarak
belirlenmistir. Bir baska arastirma bulgularina gore, insan kaynaklari yonetimi uygulayicilaria
cevreci is birliklerinin uygulanmasi stireglerine daha iyi destek olabilmek adina, egitimler ile galisan
yeteneklerinin arttirilmasi, tesviklerle motivasyon saglanmasi ve calisanlara ¢evre dostu
uygulamalarda firsatlar sunulmasi tavsiye edilmistir (Yu, Chavez, Feng, Wong ve Fynes, 2020). YMF
teorisine gore, insan kaynaklar1 yiiksek performans gosteren calisanlarin ilgisini cekerek ve
gelistirerek calisanlarin yeteneklerini arttirmay: amaclamaktadir. Ayni zamanda sarta bagh 6diiller ve
etkin performans yonetimi uygulamalarini kullanarak calisanlarin motivasyon ve bagliliklarinin
arttirilmasia katkilar saglar. Yine aynu teoriye gore insan kaynaklari faaliyetlerinin bir diger amaci da
calisanlarin  katilim programlari araciigiyla bilgi paylasimi ve problem ¢6zme faaliyetlerine
katilmalar1 konusunda onlara firsatlar sunmaktir (Renwick vd., 2013:4).

Yesil ise alim

Insan kaynaklari yonetimi isletmelerde emek faktoriintin etkin ve verimli kullamlmasi amacina
sahiptir. Ise alimda basari kriterleri ise uygun niteliklere sahip olan, 6rgiitin amaglarma ve
degerlerine olumlu katkilar saglayacak, yetenekleri, uzmanligi, becerileri ve tiim nitelikleri agisindan
en iyi calisanin secilmesi ve en kisa zamanda ig goriir hale gelmesidir (Cetin ve Ozcan, 2014:42).
Isletmelerde yesil ise alimdan bahsedilebilmesi i¢in is analizi stireclerinde yesil diistincenin ve yesil
uygulamalarin, is tanumlaria ve is gereklerine eklenmeleri gerekmektedir. Yesil ise alim siirecinde
adaylar, cevre yonetim sistemlerine uygun olarak bilgi, beceri, yaklasim ve tutumlarina gore
degerlendirilirler (Ahmad, 2015:5). Ise alimda adaylarin cevre bilincine sahip olup olmadiklarmin
Olgtilmesi ileride verilecek cevre egitimlerine de adapta olabilmeleri acgisindan olduk¢a onemlidir
(Nobari, 2018:2582). Ayrica yesil ise alim yalnizca gevre agisindan da degil potansiyel ¢alisanlarin ise
cekilebilmesi acisindan da 6nemli bulunmaktadir. Yesil ise alim faaliyetleri isletmelerin yesil isveren
markasina sahip olabilmeleri acisindan pozitif bir etki yaratmakta ve nitelikli calisanlarin orgiite
cekilmesine destek olmaktadir (Guerci, Longoni ve Luzzini, 2016). Giin gegtik¢e yeni kusagin ¢evre
konusunda daha fazla bilgi sahibi oldugu ve bu durumun da is arayislarim etkiledikleri
goriilmektedir (Sullivan, 2007:21). Diger bir calismaya gore de firmalarin kurumsal sosyal ve cevresel
performanslarinin is arayanlar icin 6nemli bir kriter oldugu ortaya koyulmustur (Backhaus, Stone,
Heiner, 2002). Yesil ise alimda diger 6nemli bir unsur ise isletmelere hem ekonomik hem de zaman
acisindan faydalar saglayan, kagitsiz ise alim uygulamalar: olarak karsimiza gikmaktadir.
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Yesil egitim ve gelistirme

Egitim ve gelistirme faaliyetleri calisanin o6rgiitteki ilk zamanlar1 olan oryantasyon siireglerinden
itibaren baslamaktadir. Bu siirecte isletmenin sahip oldugu yesil kiiltiir calisanlara iyi aktarilmali ve
onlardan beklenenler yesil yonetim anlayisina uygun olacak sekilde yeni calisanlara iletilmelidir (Uslu
ve Kedikli, 2017:71). Orgiitlerde yesil egitim ve gelistirme faaliyetleri sayesinde entelektiiel
sermayenin kurumsal stirdiiriilebilirlige adapte edilmesi kolaylastirilirken, stirdiiriilebilir kaynaklar
ve gevre dostu uygulamalar arayiciligiyla uzun vadede daha iyi sermayeler elde edilmesi igin firsatlar
yaratilmaktadir (Kola-Olusanya, 2013). Insan kaynaklari gevre ile ilgili sorunlarin ¢6ziimiinde veya
kalite gelistirme faaliyetlerinde egitim ve gelistirmenin bir yontemi olan takim olusturma ve galisan
giiclendirme uygulamalarindan faydalanmaktadir. Yesil egitim ve gelistirmenin takim kurma
metodu, calisanlarda gevresel sorunlarda birliktelik duygusu uyandirmaya ve problem ¢dzmeye
yardimcr olmaktadir. Kurulan yesil takimlar ¢evre konusunda fikirler tiretilmesi, 6rgiitsel 6grenmeyi
tesvik etmesi ve en iyi yontemleri kullanarak ¢evre problemlerini ¢6zmesi bakimimndan onemlidir
(Beard ve Rees, 2000:31). Ayrica yesil takimlar orgiit kiltiirii ve orgiitsel 6grenme ile gevre
performansi arasinda pozitif bir iliski kurulmasini saglamaktadir (Jabbour, 2008:51-58). Bir firmada
glictin dagilimi, degisim ve inovasyonu kabul siireci, yonetimsel giiven seviyesi, cevresel hedeflere
ulasmada motivasyon faktorleri, cevre performansini etkileyen onemli unsurlardandir (Ramus ve
Steger, 2000:17). Cevresel konularda giiclendirilmis ve motive edilmis calisanlarin, gorevi tamamlama
ve belirlenen hedeflere ulasma konusunda daha istekli ve inisiyatif almaya daha yatkin olmalar1 da
beklenmektedir. Ciinkii yesil hedefler dahilinde baslatilan programlarda kendisini gruba dahil
hissedenlerin adaptasyon stirecleri daha kisa olacaktir (Tariqg, Jan ve Ahmad, 2016:8).

Yesil performans yonetimi ve performans degerlendirme

Yesil performans yonetimi c¢alisanlarin kariyerleri boyunca cevresel yonetim stireclerinde
performanslarmin degerlendirildigi ve kayit altina alindigr sistemi ifade etmektedir (Jabbour ve
Santos, 2008,1921). Diger bir degisle yesil performans yonetimi, gevresel yonetim icin galisan1 motive
etme ve izleme faaliyetlerinden olugsmaktadir (Berrone ve Gomez - Mejia, 2009; Del Brio, Fernandez
ve Junquera 2008). Yesil performans yonetiminde 6nemli bulunan boyutlar; ¢alisanlar icin yesil
hedeflerin belirlenmesi, yesil performans gostergeleri olusturulmasi, ¢alisanlarin gevresel ¢iktilarimi
degerlendirmek ve bu faydalar1 kullanmaktir (Clair ve Milliman, 1996; Renwick vd., 2013:6; Tang vd.,
2018). Ayni zamanda yesil performans yonetiminde ¢alisanlar icin yalnizca performans kriterlerinin
belirlenmesi degil, pozitif davranislarin bu yonde odiillendirilmesi de ©onemli bulunmaktadir.
Degerlendirilebilecek performans kriterleri, cevresel sorumluluk faaliyetlerine katilim, karbon
emisyonunun azaltilmasi, cevresel kaygi ve bu alandaki politikalar, atiklar, yoneticilerin belirledikleri
cevre performansi hedefleri gibi tiim cevresel kaygilar: iceren gostergelerden olusabilmektedir (Tang
vd., 2018:36). Ayni zamanda yalnizca pozitif degerlendirmeler ve odiillerden degil, yoneticilerin
belirledikleri hedefler dogrultusunda bazi durumlarda calisani uyarma ve elestirme gibi negatif
giclendirme seklinde de gergeklestirilebilmektedir (Renwick, 2013:5). Calisanlarin bu alanda
performanslar1 degerlendirilirken onlara geri bildirimler verilmesi ve calisanlara g¢evre konusunda
yaptiklar1 hatalar1 degerlendirebilme firsatinin sunulmas: énemli bulunmaktadir (Jackson ve Seo,
2010:280). Dolayisiyla yesil performans yonetimi, kurumsal gevresel sorumluluk faaliyetlerine katilimi
etkileyebilecek nemli bir unsur olarak karsimiza ¢ikmaktadir. Isletmelerin cevre ile ilgili hedeflerine
ulagabilmelerinde ve siirekli iyilestirme saglanabilmesinde, calisanlarin degerlendirilmesi, geri
bildirimler alinmas: ve onlara destek saglanmasi oldukca onemlidir. Performans 6lgiimleri yapilirken
calisanlar takim galismalarindaki etkinligi, sagladigi is birligi ve uyum, sahip olunan farkhiliklarin iyi
degerlendirilmesi, inovasyon, yenilik¢ilik ve cevresel yonetim gibi bir takim teknik ve davramssal
yetkinliklerine gore derecelendirilmektedirler (Ahmad, 2015:6). Bu baglamda yoneticilere diisen en
onemli gorevlerden biri, ¢alisanlara yesil hedef ve sorumluluklari ilettikten sonra ulasilan sonuglarin
takibinin yapilmasidir. Dolayisiyla gerceklestirilen gevresel sorumluluklarin ve yapilan faaliyetlerin
ilgili birimlere geri bildirimlerinin yapilmasi ve gevre politikalar1 kapsaminda degerlendirilmesi
gerekmektedir (Arulrajah, Opatha ve Nawaratne, 2015:7).

Yesil iicret ve odiillendirme

Ucret isletmelerde giiclii bir motivasyon unsuru olarak karsimiza ¢ikmaktadir. Ucrete ek olarak
isletmelerin uyguladiklari tesvik ve 6dtiillendirme sistemleri ¢calisan tutum ve davranislarini, hedeflere
ulasabilmek igin gosterdikleri gabay: etkilemektedir (Ahmad, 2015:7). Bu motivasyonel katkiya ek
olarak calisan katilimi ve ¢alisan giiclendirme agisindan da ticret ve odiiller firmalarin sahip olduklar
onemli araglar arasinda yer almaktadir. Dolayisiyla firmalarm uyguladiklar: ticret ve odiillendirme
sistemleri yesil faaliyetleri destekler nitelikte olmalidir. Bir 6dil sisteminin galisan giiclendirme
saglayabilmesi i¢in bireysel katki saglamasi zorunludur (Spreitzer, 1995:1448). Bu odiiller kisilere
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yetkinliklerini tanima ve gelisme firsati saglarken aynm1 zamanda onlar1 isletmelerde karar alma
stireclerine katarak kararlar1 etkileme yoniinde tesvik etmektedirler. Ancak yapilan bazi calismalarda
firmalarin yazili gevre stratejilerine sahip olmalarina ragmen ticret ve 6diillendirme sistemlerine cevre
standartlarin1 adapte edemedikleri goriilmektedir. Lothe ve Myrtveit (2003:192) tarafindan
gerceklestirilen calismada da firmalarin %801 yazili ¢evre standartlarina sahipken, ticretlendirme
sistemlerinde gevresel performansa dayal bir degisken bulunamamistir. Chaudhary (2019) tarafindan
gerceklestirilen calismada da firmalarin cevre ile ilgili politikalara sahip olmasina ragmen
uyguladiklar1 Yesil-IK faaliyetleri arasindan en diisiik seviyede gerceklestirilen faaliyet yesil ticret ve
odiillendirme olarak tespit edilmistir. Dolayisiyla firmalarin finansal performansin yani sira gevresel
performansa da odaklanabilmeleri i¢in ticret ve odiillendirme sistemlerini diizenlemeye ihtiyaclari
bulunmaktadir. Ciinkti calisanlarin cevresel sorumluluk faaliyetlerine katilimlari sonucu aldiklari
odiiller onlarin bu gevre programlarina olan baghliklarini arttirmaktadir (Forman ve Jorgensen,
2001:13). Ayni1 zamanda kazanilan bu 6diiller ¢evre performansini pozitif yonde etkilemekte ve cevre
konusunda agik iletisimi tesvik edici nitelikte bulunmaktadir (Renwick vd., 2013:6).

Yesil calisan iliskileri, ¢calisan katilim1 ve ¢alisan giiclendirme faaliyetleri

Basarili bir kurumsal ¢evresel sorumluluk faaliyeti gerceklestirebilmek i¢in sahip olunmasi gereken ilk
unsur, bu cevresel sorumluluk faaliyetini anlamli ve degerli bulan calisanlara sahip olmaktir.
Calisanlarin ise sahip olduklar1 potansiyeli kullanabilmeleri icin ¢rgiitleri tarafindan desteklenmeye
ihtiyact bulunmaktadir. Yetenek-motivasyon ve firsat teorisinin de destekledigi gibi insan kaynaklari
faaliyetlerinin calisanlar1 tesvik edip bilinglendirmesi ve giiglendirmesi gerekmektedir. Ciinkii insan
kaynaklar1 yetenekleri kesfetme, onlar1 motive etme, gelismeleri i¢in firsatlar saglama ve bu sayede de
gerceklestirilen faaliyetlere alisanlarin gonullii katiimlarmi saglama amacma sahiptir. Calisan
giiclendirmenin calisanlarin yetkilendirilmesi, calisan katilimi ve taninmasi, denetim destegi, orgiit
kiiltirtintin destegi, eko-farkindalik, ekip olusturma ve bilgi ve kaynak paylasimi da dahil olmak
tizere cesitli degiskenlerle pozitif iliskili oldugu soylenebilmektedir (Tariq vd., 2016:9). Post, Frederick
ve Weber, (1996:78) yapmus olduklari calismada, calisanlarin sosyal kararlilik gosterebilmeleri ve
liderlerin istedikleri sosyal sorumluluk hedeflerine ulasabilmeleri i¢in onlara destek olmalar1 adina en
onemli araglardan birinin insan kaynaklarinin egitim ve gelistirme programlari oldugunu bildirmistir.
Calisan giiglendirme kavrami, kisinin yaptig1 iste tam olarak yetkilendirilmesi ve gorevini zamaninda
yerine getirebilmesi i¢in gereken sorumluluk ve otoritenin verilip, bu alanda motive edilmesini
kapsamaktadir. Giiclendirme faaliyetleri stirdiirtilebilirlik ve cevresel yonetimde performansi
arttirabilecek unsurlar olarak karsimiza cikmaktadir. Orgiitlerde calisan iliskileri, isverenin calisanini
onemsedigi ve miisterilere yaratilacak degerler konusunda onlara giivendigi, ¢alisanlarinsa aidiyet
duygusu hissettikleri giivene dayali bir galisma ortami yaratma amacina sahiptir. Olumlu calisan
iligkileri sayesinde katiim ve yetkilendirme faaliyetlerinin arttirilmasi, temelde calisan
motivasyonunu ve moralini arttirdigy gibi verimliligi de olumlu yonde etkilemektedir (Ahmad, 2015).
Yesil calisan iligkileri ise temelde galisanlarin gevresel konularda moral ve motivasyonlarini arttirma,
cevre ile ilgili konularda proaktif olabilmek adina calisan katilimini saglama ve onlar1 bu alanda
yetkilendirme amaglarina sahiptir (Hutomo, Marditama, Limakrisna, Sentosa ve Yew, 2020). Bu
durumda insan kaynaklari galisanlarina diisen en onemli gorevler cevre dostu sonuclar elde
edebilmek ve olusabilecek olumsuz durumlar1 onceden engelleyip ¢ozebilmek adina ¢alisanlarla is
birligi yoluna gitmek ve galisanlarin yesil konularda her tiirlii fikir ve onerilerini paylasabilecekleri
surdurtlebilir bir ¢alisma ortami yaratmaktir. Cheema ve Javed (2017: 9)'in ¢alismasi da bu fikri
desteklemekte ve stuirdiirtilebilir calisma ortami yaratilmasinda temel bilesenin Yesil-IK faaliyetleri
oldugunu ortaya koymaktadir.

Cevresel yonetimin basariya ulagsmasindaki kriterlerden birisi ¢alisanlarin da sorumluluk almasi
gerekliligidir (Tariq vd., 2016:6). Calisan giiclendirme ve c¢alisan katiliminin saglanmas: igin
gerceklestirilen faaliyetler, orgiitlerde sakli kalan bilginin stireclerde kullanilabilmesi, ¢alisanlar
tarafindan da ¢o6ztim onerileri sunulmasi, cevre yonetiminde destekleyici bir orgit kulttrt
yaratilabilmesi acisindan oldukg¢a 6nemlidir. Bu agidan gevresel sorumluluk faaliyetlerinin etkin ve
verimli yiriitiilebilmesinde galisan katiliminin saglanmasi en ¢nemli sartlardan biri olmaktadir.
Calisanlara kendilerini gosterebilecekleri firsatlar saglamak igin; onlardan ¢evresel sorunlarin
¢ozuimiyle ilgili tavsiye planlar1 istemek, gruplar kurmak, bu alandaki basarilar1 6diillendirmek ve
orgiitte tamitmak, telekonferans, video konferans ve evden calisma gibi konular1 tesvik edici
faaliyetlerde bulunmak gibi uygulamalar gerceklestirilebilmektedir (Renwick vd., 2013:6). Psikolojik
giiclendirmesi gerceklestirilen calisanlar birer sosyal vatandas olarak ta birtakim yesil faaliyetleri
gunliik rutinlerine ekleme adimlar1 atabilmektedirler. Bu acidan yalmizca orgiitler agisindan degil
toplumsal agidan da bu tiir faaliyetler 6nemli bulunmaktadir (Tariq vd., 2016:30).
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Kurumsal sosyal sorumluluk ve yesil insan kaynaklar1 yonetimi ile iliskisi

Isletmeler faaliyette bulunduklari toplumlarin degerlerine ve faaliyet gosterdikleri sektoriin
ozelliklerine gore farkli alanlarda sorumluluk faaliyetleri gerceklestirmektedirler. Ancak tiim bu
faaliyetlerdeki ortak nokta kurumsal cevresel sorumlulugun goniilliiliik esasina dayali olmasidir.
Yapilan sorumluluk faaliyetinin hem gevre icin hem de orgiit icin faydali olabilmesinde 6rgiit ici
liderlik gerceklestirilmesi ve sorumluluga dahil olan taraflarin hedefler dogrultusunda motive
edilmesi gerekmektedir (Aktan, 2007:42). Isletme igerisinde liderlerin neden bu sorumluluk
faaliyetinin yurutildiginti ve orgiite ne gibi faydalar saglayacagini genel kurula, yatirimcilara,
calisanlara ve diger paydaslara raporlar veya cesitli platformlar araciligiyla duyurmas: gerekmektedir
(Argtiden, 2007:39). Yapilan gevresel sorumluluk faaliyetinin basarili olabilmesindeki diger 6nemli
kriter ise segilen konunun orgiite olan uygunlugudur. Bir yandan orgiitiin amag ve hedeflerine uyum
saglanmas1 amaglanirken 6te yandan, toplum tarafindan 6nemli kabul edilecek bir sorumluluk
konusu secilmesi onem arz etmektedir. Bagarili bir sorumluluk faaliyetinde konunun ilgi cekici
olmasi, orgiit misyon vizyon ve hedeflerine uygun olmasi, ¢alisanlar tarafindan motive edici
bulunmasi, medya ve toplum tarafindan kabul gorecek olmasi, kisa stireli degil devamli ¢oziimler
sunmasl, hissedarlarin ve diger paydaslarin da konuya ilgili olmasi gerekmektedir (Kotler ve Lee,
2017:71). Bu agidan kurumsal cevresel sorumluluk anlayisinda isletmelerin tiim faaliyetlerinde tiim
paydaslarina esit davranmalar1 ilkesine dayanan paydas teorisini temel almaktadir.

Orgiitler kurumsal cevresel sorumluluk faaliyetleri gergeklestirirken, tiim faaliyetlerinde cevreye ve
topluma zarar vermediklerini, yalnizca kar elde etmek veya yasal sorumluluklara uymak amaciyla
degil ayn1 zamanda faaliyette bulunduklar1 topluma ve cevreye fayda saglama amacina da sahip
olduklarmi kanitlayabildikleri stirece gercek bir goniillii sorumluluktan bahsedilebilmektedir. Bu
durumda goniillii olarak gerceklestirilen cevresel sorumluluk faaliyetlerinin Carroll'un ekonomik,
yasal, etik ve hayirsever sorumluluklar olarak ayirdigi kurumsal sosyal sorumluluk piramidinin en
tepesinde yer aldig1 soylenebilmektedir (Carroll, 2016:5).

Orgiitler bir cevresel sorumluluk projesi yiirtitecekleri zaman ¢ok boyutlu olarak diistinmekte ve hem
orgiite hem de cevreye maksimum faydayr saglayacak en iyi uygulamayi gerceklestirmeyi
hedeflemektedirler (Kotler ve Lee, 2017:227). Cevre icin saglanan faydalarin yamn sira orgiitlerde de
kurumsal gevresel sorumluluk faaliyetleri, yiiksek potansiyele sahip calisanlarin firmaya gekilmesi
(Backhaus, Stone ve Heiner, 2002; Rupp, Shao, Thornton ve Skarlicki, 2013, 899) ve is tatmini
(Ozdemir, 2007; Caliskan ve Uniisan, 2011), isveren markast (Ozdemir, 2009), 6rgiitsel vatandaslik
davranisi (Ko, Lee ve Koh, 2017; El-Kassar, Yunis ve El-Khalil, 2017; Kim, Kim, Choi ve Phetvaroon,
2017; Goa ve He, 2017°den aktaran Kerse ve Seckin, 2017, 850) gibi 6nemli 6rgiitsel unsurlar1 pozitif
yonde etkilemektedir.

[sletmelerde tiim faaliyetlerin ytiriitiilmesinde birinci sorumlu olan insan faktorti KSS (Kurumsal
Sosyal Sorumluluk) uygulamalarinda da konunun secilmesinden sosyal sorumluluk planmnin
olusturulmasina ve uygulanmasma kadar olan tiim faaliyetlerden sorumludur. Yapilacak olan
kurumsal hayirseverlik uygulamasinin calisanlar tarafindan 6nemli bulunmasi, ¢alisanlarin bu
projeler icin gereken zamami harcayabilmelerine firsat tanmnmasi, basarii olunmas: halinde
odiillendirilmesi ve tesvik edilmesi gibi gorevlerde insan kaynaklari énemli rollere sahiptir. Insan
kaynaklarinin sosyal sorumlulukta sahip olduklari rollerin sunmus oldugu avantaj sayesinde
isletmeler gesitli proje ve faaliyetlerde gevre tizerindeki negatif etkilerini azaltirken pozitif etkilerini
arttirabilmektedirler (Rezaei- Moghaddam, 2016:29). Isletmeler kurumsal cevresel sorumluluk
sayesinde rekabet avantaji da saglayabilirler fakat bunun i¢in oncelikle yesil insan kaynaklarina
adapte olmalar1 gerekmektedir (Hosain ve Rahman, 2016:56). Firmalar uygulamis olduklar1 sosyal
sorumluluk projeleri ile marka ve kurumsal imajlarini arttirabilmektedirler. KSS faaliyetlerinde Yesil-
IK'min roliine bakacak olursak, Yesil-iK isletmelerde kurumsal sosyal sorumluluk uygulamalarinda
orgiitsel bir arag olarak karsimiza ¢tkmaktadir (Shen, Dumont ve Deng, 2018:594-622).

Arastirmanin yontemi

Verilerin genis capli degerlendirip yorumlanabilmesi icin arastirma yontemi olarak nitel analiz
yontemlerinden icerik analizi secilmistir. Istatistiksel ve sayisal verilerin analiz edilmesine dayal1 olan
nicel yontemlerin aksine nitel analizde amag, ©znel bakis acgisiyla olaylarin derinlemesine
incelenmesine, anlamlar yiiklenmesine ve “nasil?” sorusunun yanitlanmasina dayanmaktadir
(Ozdemir, 2010: 325). Bu baglamda cevre problemlerinin ¢oztimiinde calisanlarin nasil tesvik
edildikleri sorusunu cevaplayabilmek icin nitel yontem kullanilmistir. Calismada firmalarin
yayinlamis olduklari stirdiirtilebilirlik raporlar1 Temmuz 2019’da analiz edilmistir ve etik kurul onay1
gerekmemektedir.
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Orneklem ve aragtirmanin kisitlart

Arastirma kapsaminda degerlendirilen Yesil-IK ve KSS boyutlarinin fazla olmast (29 adet) ve ayni
zamanda web sitelerinin genis capli iceriklere sahip olmasi zaman kist1 ile beraber érneklem sayisinin
6 olarak belirlenmesine neden olmustur. Tang vd.'nin 2018 yilindaki calismasmnda belirledikleri
boyutlar icerisinden, yoneticilerin Yesil-IK, Stirdiiriilebilir-IK alanlarinda MBA egitimi almasi boyutu,
Turkiye’de boyle bir MBA programi uygulanmadigl icin arastirmaya dahil edilememistir. Diger
boyutlar icerisinden de calisma icin en uygun olan boyutlar secilmistir. Arastirmanin evreni
icerisinden  orneklem belirlenirken giincel stirdiiriilebilirlik raporlarmin  bazi1  firmalarca
yayinlanmamis olmasi ¢alismanin diger bir kistidir. Calismanin veri toplama boliimiinde yesil ticret
ve ddiillendirme boyutu ve galisanlar ve yoneticiler igin olusturulan gevresel hedef ve sorumluluklar
boyutu icin stirdiiriilebilirlik raporlar1 ve web sitelerinde ¢ok kisith bilgiye ulasilmis, isletmelere bu
konuda mail yoluyla ulasilarak goriisme talep edilmis fakat sirketler ticret ve ddiillendirme ile ilgili
bilgileri paylasmamalar: sebebiyle bu iki boliim arastirmaya dahil edilememistir.

Arastirma kapsaminda BIST siirdiiriilebilirlik endeksindeki firmalar igerisinden kurumsal sosyal
sorumluluk alaninda Tiirkiye’de basarili projelere imza atmis ve giincel siirdiiriilebilirlik raporunu
yaymnlamis olan alt1 firma 6rneklem olarak secilmistir. Nicel arastirmada olasiiga dayali 6rneklem
belirleme yonteminin aksine nitel calismalarda “amaghi orneklem” modeli kullanilmaktadir.
Orneklemin belirlenmesindeki kriterlerden biri, isletmelerin cevre ile ilgili sosyal sorumluluk projeleri
uygulamis olmalar1 ve giincel stirdiiriilebilirlik raporunu yaymlamis olmalaridir. Orneklem
belirlenirken isletmelerin farkl sektorlerde faaliyet gosteriyor olmalarina dikkat edilmistir. Bu sayede
sektorler arast da uygulanan sosyal sorumluluk faaliyetleri, cevresel sorumluluk ve bunlara paralel
olarak gerceklestirilen Yesil-IK faaliyetleri arasinda kiyaslama yapabilmek amaglanmustir. Temel veri
kaynagi olarak firmalarin yaymnlamis olduklar1 stirdirilebilirlik raporlar1 ve web siteleri
kullanilmastar.

Asagidaki tabloda orneklemdeki firmalarin sektorleri ve faaliyet alanlari, faaliyet baslangic yillari,
stirdtirtilebilirlik raporlamasina bagladiklar1 yillar, calisan sayilari, incelenen raporun tiirii ve
incelenen raporun yillarina dair bilgiler verilmistir.

Tablo 1: Isletmelerin Faaliyet Alanlari, Faaliyete Baslama Yillari, Stirdiiriilebilirlik Raporlamasina
Baslama Yillari, Incelenen Raporun Tiirii ve Calisan Sayisi

Isletmenin Sektorii ve | Faaliyete Baslangic Siirdiiriilebilirlik Incelenen Raporun Calisan
Faaliyet Alam1 Yillar: Raporlamasina Tiirii Sayilar1
Baslangi¢ Yillar1
Beyaan§ya ve 1955 2007 Suirdurilebilirlik 30.000
Teknoloji Isletmesi Raporu
Medya, Turizm, Enerji,
Finansal Hizmetler, 8.247 holding,
Sanayi ve Otomotiv . 20.000+
Ticareti Alanlarinda 1961 2008 Faaliyet Raporu ortakliklar ile
Sirketler Grubu, birlikte
Holding
Otomotiv Sirketi 1959 2013 Stirddralebilirlik 11501
raporu
Boya, Kimya, Liman,
Gayrimenkul ve Tarim 1956 2015 Stirdurtilebilirlik 1.400 holding
Alanlarinda Sirketler raporu biinyesinde
Grubu, Holding
Hava Yolu Sirketi 1933 2014 Stirdarilebilirlik 24,075
raporu
Teknolojik Ilefl@lm ve 1994 2011 Suirdiiriilebilirlik 19.768
Operator raporu

Veri analizi ve 6l¢iim kriterleri

Aragtirmanin kapsaminda Yesil-IK ve cevre ile ilgili gerceklestirilen sosyal sorumluluk projeleri icin
literattirde hangi olceklerin kullanildig1 ve hangi boyutlardan olustugu arastirilmistir. Yesil-IK icin
bulunan kaynaklardan en giinceli olan Tang vd. (2018)'nin gelistirdikleri o6lctim kriterleri
kullanilmustir. Literatiirdeki en gok atif alan 28 Yesil-IK calismasinin incelenmesi neticesinde Tang vd.
(2018) tarafindan olusturulan bu kriterler irdelenmis ve birbirini tekrar eden nitelikteki boyutlar
cikarilarak icerisinden calismaya en uygun olanlar segilmistir. Nitel analiz yontemlerinin tamaminda
oldugu gibi kodlama yontemiyle icerik analizi gerceklestirilmesinde de kullamilan programlar
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yalnizca stirecin kisalmasina ve islemlerin daha pratik yapilmasma imkan saglamaktadir. Bu
calismada MaxQda programi araciligiyla analizler gerceklestirilmistir. Ana temalar ve kod sisteminin
olusturulmasi stireci gerceklestirilen okumalar ve teorik bilgiler neticesinde programdan bagimsiz
olarak arastirmaci tarafindan gerceklestirilmistir. ilk asamada siirdiiriilebilirlik raporlarindan Yesil-
[K’y1 yansitacagi diistiniilen boliimler (ik faaliyetleri ve gevresel uygulamalara yonelik boliimler)
secilmistir. Ikinci asamada belirtilen 6lceklerdeki ilgili maddelerden, literatiirdeki Yesil-IK
fonksiyonlarindan ve stirdiiriilebilirlik raporlarindan okumalar yaparak ana temalar olusturulmustur.
Ucgtincii asamada toplanan veriler (stirdiiriilebilirlik raporlari) derinlemesine incelenerek temalarin
altlarma kod sistemleri ve alt kodlar olusturulmustur ve 817 sayfadan olusan siirdiiriilebilirlik
raporlar1 programda ige aktarilmistir. Dordiincii asamada belirlenen temalar programa eklenerek ve
her bir kod i¢in ayr1 renk atanmus ve bdylece analiz sonucu elde edilecek verilerin gorsel olarak daha
rahat ayristirllmasi saglanmistir. Besinci asamada belge tarayicisina sirasiyla stirdiiriilebilirlik
raporlar1 getirilerek ilgili boliimler secilip ve detayli bir sekilde okunarak kodlama islemi
gergeklestirilmistir. Ayrica okuma siirecinde kodlamalara kolaylik saglamasi adina her bir kod igin
kisa yollar atanmus, ¢alismanin temel konusu olan Yesil-IK faaliyetleri i¢in olusturulan kodlar favori
kodlar olarak belirlenmistir. Tiim raporlar analiz edildikten sonra kodlar altinda elde edilen
verilerden ilgili bolimler olusturulmustur. Altinct asamada ilgili boliimler daha da zenginlestirilmek
istenmis ve web sitelerinden taramalar gerceklestirilerek stirdiiriilebilirlik raporlarinda belirtilmeyen
noktalar varsa ilave edilmistir. Son olarak calisma sonuclar1 Yesil-IK ve KSS literatiiriindeki diger
calismalar baglaminda ele alinmis sektorlere gore farkliliklar tespit edilmis, sonuclar ve oOneriler
sunulmustur. Arastirma kapsaminda olusturulan temalar ve kodlar sirasiyla asagidaki gibidir:

Temal. Yesil ise alim ve se¢me:
Kod1: Kagitsiz ise alim uygulamalari,
Alt Kod: Online miilakatlar,
Alt Kod: Online smavlar
Tema?2. Yesil egitim ve gelistirme:
Kod 2: Periyodik ¢evre egitimleri
Kod 3: Duygusal katilim yaratmada egitimin kullanilmasi (yesil ofis uygulamalar1)
Kod 4: Kagits1z/Online (dijital-paperfree) egitim uygulamalari,
Tema 3. Yesil calisan iliskileri, calisan katilim1 ve calisan giiclendirme:
Kod 5: Yesil davranislarda karsilikli 6grenmeyi tesvik edecek orgiit iklimi
Alt Kod: Workshoplar
Alt Kod: Atolyeler
Alt Kod: Forumlar
Alt Kod: Cevre ile ilgili diger uygulamalar
Tema 4. Yesil kiiltiirti yaymada formal ve informal iletisim kanallari,
Kod 6: Cevre sorunlarina dayali problem ¢6zme teknikleri,
Kod 7: Kalite gelistirme faaliyetleri,
Kod 8: Yesil takimlar,

Isletmelerin gerceklestirdikleri gevre ile ilgili KSS faaliyetleri icin olusturulan tema ve kodlar ise
asagidaki gibidir:

Tema 5. Cevre ile ilgili gerceklestirilen giincel KSS faaliyetleri,

Kod 9: Kurumsal sosyal sorumluluk (dogrudan gerceklestirilen cevreci sosyal sorumluluk projeleri,
cevreci sivil toplum kuruluslartyla birlikte yiirtitiilen faaliyetler, isletmenin sivil toplum kurulusu

tyelikleri, orgiitiin yaptig1 bagis ve yardimlar, davranis degistirme kampanyalari, goniilliiliik
calismalar1 ve sorumlu is uygulamalari).
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Bulgular
Yesil ise alim ve se¢me
Kagitsiz ise alim uygulamalar1

Beyaz esya- teknoloji firmasinda ise alimda dijitallesme stirecinin sadece uygulamalar bazinda degil
proje olarak da gerceklestirildigi goriilmektedir. Isletme siirdiiriilebilirlik ilkelerini destekleyebilecek
nitelikteki calisanlar1 ¢ekme, elde tutma ve gelistirme faaliyetleri gerceklestirdigini belirtmistir.
Orgiitiin stirdiiriilebilirlik ilkelerinde cevre ve enerji konusunda galisanlarin sorumluluk bilincini
arttirma ilkesine sahip oldugu goriilmektedir. Isletmenin web sitesi kariyer boliimii incelendiginde,
ise alim stirecinin 8 asamadan olustugu gozlenmistir. Aciklanan siireglerin ¢ogunun yiiz yiize
gerceklestirildigi fakat stirdiirtilebilirlik raporunda belirtilen ise alimda dijitallesme projesiyle bu
sureclerin online ortamlara tasindifr gozlenmektedir. Kagit tiiketiminin azaltilmasi ve kaynak
verimliligi gibi konularm, dogrudan genel miidiirlige bagl dijital dontisiim direktorliigiince
yurituldugt gozlenmektedir.

Medya turizm vd. isletmesinde is ilanmin dijital ortamda verilmesi disindaki siireglerin kagitsiz
gerceklestirilip gerceklestirilmedigine dair bilgiye ulagilamamuistir. Isletmenin ise alim siirecinin online
is ilanmin verilmesi, yetkinlik bazli goriismeler, kisilik envanteri ¢alismasi ve en uygun adayin ise
alimi olmak tizere dort asamadan olustugu gozlenmistir.

Otomotiv isletmesinin kaynak kullanimi yiiksek bir alanda faaliyet gosterdigi ve bu yiizden cevre
farkindalig: yiiksek, yenilikci ve inovatif diistinceye sahip calisanlari se¢meye 6zen gosterdigi beyan
edilmistir. ise alim siireci online ilan verilmesi, 6n miilakat ve degerlendirme merkezinde yapilan
smav, ingilizce smavi ve boliim goriismeleri olmak tizere 4 ana asamadan olusmaktadir. Online
miilakat disindaki asamalarin yiiz ytize veya online olarak gerceklestirildigi konusunda bilgiye
ulagilamamustir. Isletmenin siirdiiriilebilirlik raporunda yeni bir program gelistirilecegi, tim ik
stireclerinin dijital ortama tasinacag: ve calisanlarin kisisel gelisimlerinin de bu platform tizerinden
takip edilecegi taahhiit edilmistir. Dolayisiyla ise alim stireclerinin de daha fazla online platformlara
tasinacagi diistintilmektedir.

Boya, kimya vd isletmesinin temel degerleri arasinda ¢evreye duyarlilik bulunmaktadir fakat 6zellikle
kimya gibi cevreye olan etkilerin yiiksek oldugu alanlarda calisan secimi siireglerinde cevresel
standartlarin bulunup bulunmadigina dair bilgiye ulasilamamustir. ise alim siireci online ilamin
verilmesi ve holding standartlarina uygun kisinin secilmesi stire¢lerinden olusmaktadir. Calisan
secimine dair en fazla vurgulanan unsurun yenilige agiklik oldugu gozlenmektedir.

Havayolu firmasinda ise alimda dijitallesme calismalar1 gerceklestirilmektedir. Kagit tiiketimini
azaltmak icin ise alimda genel yetenek ve Ingilizce smavlar1 ilk asamada online gergeklestirilmektedir.
Ikinci pilot aday1 belirlemede sosyal medya etkin olarak kullanilmaktadir. Ise alim siireci online ilan
verilmesi, online sayisal ve sozel yetenek simnavlari, online ingilizce smavi, yazili sinavlar, grup
miilakati, bireysel miilakat, evrak kontrolii ve is teklifi stireclerinden olusmaktadir.

Teknolojik iletisim ve operator firmasmin temel amagclarindan birisi de ‘Dijital Operatér’ olmaktir.
Tiim insan kaynaklari siireclerinin de bu amaca paralel olarak yoneltildigi belirtilmistir. Universite
mezunu sayisinin artmasi, orgiitlerde verilen ilanlara basvuru sayilarini da arttirmaktadir. Bu ytizden
sureclerin dijital ortama tasinmasi hem zaman hemde cevre acisindan tasarruf saglamaktadir.
Teknolojik iletisim ve operator firmasi da ise alim siireglerinde sagladiklar: dijital dontistimler ve
paperfree recruitment programi sayesinde 82 bin kisilik is basvurusunu degerlendirdiklerini
belirtmistir. Dijital ise alim programu ile 255 kisinin istihdam edildigi belirtilmistir. Orgiit ise alimda
sahip oldugu dijital ve inovatif siirecler sayesinde daha stressiz, interaktif ve eglenceli sekilde siirecin
tamamlandigini belirmistir. Ise alim siireci online ilanin verilmesi, online yetenek ve ingilizce
sinavlari, videolu miilakat, bireysel miilakat ve is teklifinin yapilmasi asamalarindan olusmaktadir.
Buradan da anlasilacag: tizere bireysel miilakata kadar olan stireg online ortamda tamamlanmaktadir.

Yesil egitim ve gelistirme
Periyodik cevre egitimleri

Bu boliimde isletmelerin cevre yonetimlerinde daha etkin ve basarili olabilmek i¢in uyguladiklar
insan kaynaklari tarafindan calisanlara saglanan periyodik cevre egitimleri incelenmistir.

Beyaz esya, teknoloji isletmesi calisanlarina toplamda 12.682 kisi/saat cevre egitimi 253.368 kisi/saat
is saghgr ve guvenligi egitimi verdigini strdirilebilirlik raporunda belirtmistir. Tirkiye
operasyonlarindaki toplam 6670 calisana periyodik gevre egitimi verilmistir. Isletme cevreye olan
duyarliligin artmas: ve faaliyetlerin bu dogrultuda gergeklesmesi icin galisanlarina bu konuda
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egitimler saglamaktadir. Isletme raporlama déneminde “sifir atik” calismalari gerceklestirdigini ve bu
uygulamalar1 egitim, bilgilendirme ve odiillendirme gibi faaliyetlerle tesvik ettigini belirtmistir.
Program kapsaminda calisanlara sosyal sorumluluk egitimlerinin de verildigi belirtilmistir. Isletme
calisanlarina “insan kaynaginin dijitallesmesi” egitimleri sunarak kagit tiiketimini azaltma ve
verimliligi arttirmay1 hedeflemektedir.

Medya, turizm vd. isletmesi siirdiiriilebilirlik raporunda tiim calisanlara ¢evre yonetimi konusunda
egitimler verildigini ve bu alanda insiyatif alinmas: icin calisanlarin tesvik edildigini belirtmistir.
girketin sanayi dalinda faaliyet gosteren alt isletmesinde, gevre konusundaki duyarliligmin tim
yonetim ekibi ve calisanlar tarafindan da benimsenmesi amaciyla ise yeni giren operator ve beyaz
yakali calisanlar icin cevre yonetim sistemleri alaminda isbasi egitimleri verilmektedir. Bununla
birlikte tiim calisanlarin yilda en az bir kez “Cevre Bilinglendirme” egitimlerine katilmakta oldugu
belirtilmistir. Holdinge bagli alt markalardan turizm alaninda faaliyet gosteren isletme raporlama
déneminde TURCEYV tarafindan verilen Tiirkiyenin En Iyi Cevre Bilinglendirme ve Egitim Etkinlikleri
Odiili'nii almaya hak kazanmistir. Holdingin alt isletmeleri disinda holding biinyesinde de cevre
yonetim sistemleri ve cevre bilinglendirme egitimleri verdigini belirtilmistir fakat saat ve kisi sayisma
ulasilamamustir.

Otomotiv isletmesinde ofis calisanlar1 da dahil tiim calisanlara cevre egitimleri verildigi ve gevre
bilincini arttirmaya yonelik faaliyetler gerceklestirildigi belirtilmistir. Cevresel egitimlerin de dahil
oldugu ortalama yillik egitim ofis calisanlarinda 26 saat/kisi, saha ¢alisanlarinda 82,4 saat/kisi olarak
gerceklestirilmistir. Isletme kendi calisanlarina sagladigl cevre egitimlerinin disinda sahip oldugu
suriis akademisiyle miisterilerine de sadece siiriisti degil yakit ekonomisinden, ¢evre duyarliligina
kadar her seyi 6gretmeyi taahhiit ettigini belirtmektedir. Siireglerde gevresel verimlilik saglanabilme
hedefiyle calisanlara farkindalik bazli egitimler de verildigi belirtilmistir.

Boya, kimya vd. isletmesi, sahip oldugu cevresel hedefler dogrultusunda egitim ihtiyacim
belirledigini ve ¢alisanlara periyodik cevre egitimleri sundugunu belirtmistir. Farkindalig1 arttirmak
ve strekliligi saglamak icin her yil kalite cemberi calismalari gerceklestirmekte ve egitim
faaliyetleriyle bu calismalar desteklenmektedir. Isletme calisanlarina raporlama déneminde 700
kisi/saat ISO 14001 gevre yonetim sistemleri egitimi verdigini belirtmistir. Raporlama déneminde
cevre egitim ihtiyact analizleri yapildig1 ve egitim programlari hazirlandig belirtilmistir. Isletmenin
uyguladig tiim egitim programlarina bakildiginda egitimlerin cogunun yetkinlik arttirma, mesleki ve
kisisel gelisim ile sonug¢ odakli egitimlerden olustugu gozlenmistir. Ozellikle cevre ile ilgili
olusabilecek riskleri yiiksek olan kimya sanayinde faaliyet gosteren isletmenin proje oncesi risk
degerlendirmesi ve is saglig ve giivenligi egitimlerine tncelik verdigi gozlenmistir.

Havayolu isletmesi ¢alisanlarina gevresel ve sera gazi farkindalik online egitim igerikleri olusturularak
13.754 ugus personeli, 698 kargo personeli, 7.860 yer personeline “cevresel farkindalik egitimi” ve
20.792 personele “sera gazi farkindalik egitimi” uygulamustir. Ise yeni baglayan personellere de cevre
egitimleri verilmesi hedeflenmektedir. Bu sayede gevreci kiiltlirtin calisanlar tarafindan daha iyi
benimsenmesi ve devamhligmin saglanmasi amaglandigi sdylenebilir. Isletme rapor doéneminde
cevresel farklindalik egitimleri disinda ISO14001 gevre yonetimi standard: kapsaminda yeni bir egitim
plani hazirladigini belirtmistir. Isletme tiim faaliyetlerinde cevreye sayg1 cercevesinde hareket etme
bilincini yaymak amaciyla etik kurallar el kitabinda gevre bilinci ile ilgili maddelerin de bulundugunu
belirtmistir. Isletme gevreyi ve insan saghigim olumsuz etkileyebilecek, evre kazasi ve acil durumlara
kars1 6nceden hazirlikli olmak ve sonrasinda meydana gelebilecek cevresel etkileri en aza indirmek
amaciyla Kargo Binasi ve Yakit Tkmal Sefligi'nde cevresel acil durum tatbikatlar1 ve egitimleri
diizenlemekte ve boylece problem olusmadan kaynaginda ¢oziim saglamaktadir.

Teknolojik iletisim ve operator isletmesi calisanlarina 400 farkli teknik egitim sunarak dijitallesme
stirecinde en onemli adimi egitim faaliyetleri araciligiyla gergeklestirdigini ifade etmitir. Isletmenin
egitimde en 6nemli amaglarindan biri olan dijital dontistimle ilgili gelistirilen program ile; isletmenin
veri odakl: bir sirket olmak, dijital dontisiim yoniindeki stratejilerini desteklemek ve ¢alisanlarini yeni
diinyanin getirdigi yeni yetkinlikler ile donatarak is tanimlarimi genisletmek ve uzmanlik
kazandirmay1 hedefledigi raporda belirtilmistir. Isletmenin egitim faaliyetlerini agwlikli olarak
dijitallesme tizerine gerceklestirmesi teknoloji tireten bir firma olmasindan kaynaklandigi Seklinde
yorumlanabilir. Bu dijitallesme stireglerinin amaglarindan biri kagit tiiketimini azaltarak verimliligi
arttirmak olsa da isletmenin ¢alisanlaria teknik egitimler disinda sera gazi farkindalik egitimi veya
cevre yonetimi egitimi gibi dogrudan gevre egitimi uygulayip uygulamadigina, uyguluyor ise saat
ve/veya Kkisi bilgisine ulasilamamuistir.
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Calisanlarda duygusal katilim yaratmak icin egitimlerin kullanilmasi ve elektronik (kagitsiz)
egitim faaliyetleri

Bu boliimde isletmenin gergeklestirdigi cevre yonetimi faaliyetlerine ve ¢evre dostu uygulamalarina
calisanlarin duygusal katiiminin saglanabilmesi icin insan kaynaklar1 tarafindan gergeklestirilen
egitim faaliyetleri ele alinmistir. Bu faaliyetlere ek olarak kagit tiiketiminin azaltilmasina katki
saglayacak elektronik egitim faaliyetleri de incelenmistir. Ayn1 zamanda isletmelerin ¢alisanlara rol
model olabilmek ve cevreye olan etkilerini minimuma diistirebilmek amaciyla gergeklestirdikleri
“yesil ofis” uygulamalarina ve yesil satin alma faaliyetlerine yer verilmistir.

Beyaz esya ve teknoloji isletmesinin nitelikli egitim saglanmasi hedefine sahip olundugu onceki
bolimde belirtilmistir. Isletme tiim faaliyetleri igin gegerli olan “sifir atik” programint
uygulamaktadir. Bu programin amaci kiiciik goriinen fakat sonuca bakildiginda biiytik ¢evresel
etkiler yaratabilecek her adimda sifir atik bilinciyle hareket edilmesini saglamaktir. Isletme
gerceklestirdigi sifir atik programina odiillendirme sistemini de dahil ettigini belirtmistir. Isletme
satinalma birimi calisanlarina ¢evresel farkindalik ve cevresel bilgi birikiminin 6nemi egitimlerini
verdigini belirtmistir. Yalmzca tiretim ve diger faaliyetlerinde ¢evre dostu uygulamalara sahip olmak
degil aymi zamanda ofis ortaminda da israfi 6nlemek ve tasarruf saglamak icin faaliyetler
gerceklestirildigi belirtilmistir. Isletme bu dogrultuda ofis ortaminda yesil satin alma hareketi
baslatilarak ofis mobilyalarinda cevre dostu trtinler segilmis calisanlara sunulan tekstil trtinleri
surdurtlebilir tarim kaynaklarindan saglanan %100 pamuk trtinlerden olusturulmustur. Bu
faaliyetlerde amag calisanlar1 da bilinglendirerek 6rnek uygulamalar olusturmaktir. Egitim faaliyetleri
isletmeler igin sadece c¢alisanlarin kisisel gelisimlerini saglayan bir faktor olmaktan ziyade
gerceklestirilen ¢evre dostu faaliyetlere katilimi etkileyen onemli bir unsur olarak goriilmektedir.
Beyaz esya ve teknoloji isletmesi de calisan katilimi saglamada egitimi bir iletisim araci olarak
gordiiklerini belirtmistir.

Medya, turizm vd. iletmesi gevre yonetimi ile ilgili faaliyetlerde calisan katilimi saglayabilmek igin
cevre bilinglendirme egitimleri verdigi gozlenmektedir. Isletme calisanlarina verdigi egitimi online ve
is baginda egitimler seklinde verdigini belirtmistir. Isletme yesil ofis uygulamalari ile kagit ve enerji
gibi alanlarda tasarruf sagladigim belirtmistir. Ofiste bulunan atik pil toplama alanlar1 sayesinde de
calisanlarin ¢evre dostu faaliyetlerde bulunmalarina katki saglandigi belirtilmstir.

Otomotiv isletmesi gelistirdigi dijital dontisim programi kapsaminda gesitli egitim platformlari
olusturarak calisanlarma online egitimler vermektedir. Isletmenin kendi calisanlarina sagladig1 cevre
egitimleri ve online egitimler disinda bayiliklerine yonelik kurdugu insan kaynaklari sistemi
tizerinden de cevre egitimleri vermekte ve bayilik ¢alisanlarinin da gevre yonetimi stireclerine dahil
olmasini hedeflemektedir. Isletme otomotiv sektériinde yesil ofis programina katilan ilk isletme
oldugunu beyan etmistir. Yesil ofis uygulamalar1 araciligiyla sadece {iiretim tesislerinde degil ofis
ortaminda da calisanlar1 ¢evre yonetimi konusunda bilin¢glendirmek ve tasarruf saglamak
amaclanmaktadir. Bu uygulamayla ekolojik ayak izi azaltma faaliyetleri gerceklestirildigini belirten
isletme, calisan duyarliligi ve destegi sayesinde bu uygulamalarin basarili oldugunu belirtmistir.
Urtinler ve {iretim siiregleri disinda ofis ortaminda da her bireyin atacag: kii¢iik adimlar sayesinde
cevresel sorumlulukta biiyiik hedeflere ulasilabilecegi dile getirmistir. Sonug olarak on aylik siire
igerisinde yapilan iyilestirmeler sonucu e-imza yontemiyle kagit tiiketiminde %10, kagit bardak
tiketiminde %12, su tliketiminde %9, elektrik kullammminda ise %10’luk tasarruf saglandigi
gorulmistur.

Boya, kimya vd. isletmesi gelistirilen bir sistem tizerinden online egitim uygulamasi
gerceklestirildigini belirtmistir. Davranis ve aliskanlik degistirme temal: tiyatro faaliyeti ve etkinlikler
gerceklestirilmistir. Yenilige acik calisanlarin egitimlerle desteklenmesi isletme tarafindan cevresel
basarida kilit rol olarak tanimlanmustir. Isletme yesil ofis uygulamas1 gergeklestirmektedir. Yesil ofis
uygulamalarindan biri olan enerji tasarruflu ampul kullanimi ofislerinde ve tiretim tesislerinde
gerceklestirilmekte ve bu sayede 491.040 kWh elektrik enerji tasarrufu saglanmasi ve 217.039 kg
CO2(e) emisyonu salimi onlenmesi hedeflenmektedir. Belirlenen bu somut hedefler, isletmenin
yalnizca uyma taahhtidii vermedigi ayni zamanda faaliyetlerine de aktif bir sekilde yansittig1 seklinde
yorumlanabilir

Hava yolu isletmesinde iceriginde gevre ile ilgili konular da bulunan “online etik egitimi” raporlama
doneminde hazirlanmustir. Isletme calisanlarma elektronik ogrenme platformu {izerinden cesitli
egitimler saglamaktadir. Cevreye saygiyr da barindiran online etik egitimi igerigi raporlama
déneminde hazirlanmis olup, egitimin dijital platformlarda hazir hale getirilmesi icin seslendirme ve
animasyon calismalar: stirdiirtildiigiu belirtilmistir. Calisanlara 1.480.248 adet e-6grenme atanmasi
gerceklestirilmis ve 169 dijital egitim verilmistir. Isletme idari binasinda yesil ofis uygulamasi
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gerceklestirmektedir. Bu uygulamalarla ¢alisan katilimi saglanmasi hedeflendigi belirtilmistir. Yesil
ofis uygulamalar1 sayesinde elektrik ve dogalgazda %2, su tiiketiminde %13, kagit tiiketiminde %9
tasarruf gergeklestirilmistir. Kabin ¢alisanlarina verilen online sera gazi farkindalik egitimleri ile ugus
sirasinda da gevresel etkileri azaltmak planlanmaktadir. Kabinde kagit yerine I-PAD kullanilarak ugak
agirliginda ve sera gazinda azalma saglanmaktadir. Cevre bilincini arttirmak tizere verilen egitimler
neticesinde uygulanan faaliyetler arasinda kabin gorevlileri igin kabin icinde atik ayristirma
planlamas: yapilmasi yeni hedef olarak belirlenmis olup kulaklik ve battaniyelerdeki plastik
ambalajlar degistirilmis, yolculara dagitilan ¢ocuk oyuncaklarinda da plastikten ahsap tirtine gecis
yapilmustir.

Teknolojik iletisim ve operator isletmesi dijitallesme vizyonu ile {ist yonetim tarafindan ttim
calisanlara rol model olma ve tim siireclerde calisan katiimimi saglamayr amacgladigini, bu
dogrultuda calisanlara gesitli egitimler verildigini belirtmistir. Kagitsiz egitim uygulamasina 6rnek
olarak is saglig1 ve giivenligi egitimleri online olarak verilmektedir. Isletmenin galisanlaria sundugu
egitimlerin %72’si elektronik egitimden olusmaktadir ve bu sayede egitim faaliyetlerinden kaynakli
karbon ayak izi salimiminin oldukga distik oldugu sdylenmistir. Toplamda 2.129.777 saat egitime
1.216.26 kisinin katildig1 belirtilmistir. Egitim faaliyetlerinin ¢ogunun dijjital ortamlarda
saglanmasinda igletmenin teknoloji tireten bir firma olmasinin etkili oldugu diistiniilmektedir. Isletme
e-learning alaninda calisanlara genis veritabanlarina ulasim imkani sagladig1 belirtilmistir. Isletme
yesil ofis uygulamasiyla hem kagit tiiketiminde hem de enerji kullaniminda verimlilik saglamaktadir.
Bu dogrultuda Tum is stireclerinde dijitallesme gerceklestirilerek kagit tiiketimi azaltilmasi
hedeflenmis ve yeni aboneliklerde e-imza kullanilmasi, e-fatura uygulamas: gibi uygulamalarla 35
milyondan fazla kagit tiiketiminin 6ntine gegildigi belirtilmistir. Ofis ve diger birimler icin yapilan
satin almalarda cevre dostu mobilyalar, sensorlii musluklar, geri dontisttirtilmiis plastikten tiretilmis
bardaklar ve kalem defter gibi cevre dostu ofis tirtinleri satin alinmaktadir.

Yesil calisan iliskileri, ¢calisan katilimi ve c¢alisan giiclendirme

Yesil davranislarda karsilikli 6grenmeyi tesvik edecek orgiit iklimi (¢evre ile ilgili workshoplar,
atolyeler, forumlar ve diger uygulamalar)

Bu boliimde isletmelerin yarattiklar: yesil orgiit kiltiirtintin bir uzantis1 olarak gerceklestirdikleri
faaliyetlerin neler oldugu incelenecek olusan orgiit iklimi cercevesinde gerceklestirilen workshoplar,
cevre dostu konularn ele alindigi forumlar, atolye calismalari, seminerler gibi faaliyetlere
deginilecektir.

Beyaz esya, teknoloji isletmesinde olusturulan gayri resmi danisma forumu stirdiirtilebilirlik ve enerji
gibi cevre dostu konularda etkinlik gostermektedir. Isletmenin olusturdugu ‘inovasyon liderleri
platformu’ araciligr ile yeni ve inovatif diistinceler desteklenerek calsan giiclendirme faaliyetleri
saglanmakta, calisan katiliminin arttirilmasi hedeflenmektedir. Bu platform aracihigiyla yalmz ar-ge
calisanlar1 degil tiim calisanlarin yenilikgi fikir ve 6nerileri alinmaktadir. Isletme bu uygulamalarin
uzantist olarak yiiksek enerji tasarruflu, yenilik¢i ve teknolojik tirtinler iiretmeye katk: saglandigim
belirtmistir. Ornek iiriin olarak isletme yeni gelisirdigi ‘inovatif cevre dostu iirtin 6diilii” alan camagir
makinesini ornek gostermistir. Ciinkii platform araciligiyla gelen fikirler Ar-Ge laboratuarlarinda
degerlendirilerek makinenin kazaninda her tiriin basna 60 adet pet sise geri dontistiirtilerek tiretildigi
boylece hem pet siselerin dogaya verecekleri zararin 6nlendigi hem de iiretilen tirtinde tasarruf
saglandig1 belirtilmistir. Yesil orgiit iklimini yansittigi diistiniilen uygulamalardan digeri ise
isletmenin diizenlemis oldugu gevre dostu farkindalik seminerleridir.

Medya, turizm vd. isletmesi raporun nitelikli ve yetkin insan giicti boliimiinde IK'nin amaglarindan
birisi olarak stirdiiriilebilir gelisim icin elverisli isyeri ortami saglamak olarak belirtmistir. Bunu
yaparken yalnizca kar amaciyla degil hem calisanlarin gelisimini saglamak hem de dogaya ve
topluma faydali isler yapmak ilke edinilmistir. Orgiitte yesil bir kiiltiir yaratmak amaciyla isletmenin
sahip oldugu dergi calisanlar1 ile doga ytiriiytisleri gerceklestirilmektedir. isletme kurum kilttiriint
ve calisanlarla dogru iliskiler kurulmasini basarilardaki kilit rol olarak aciklamaktadir. Bu dogrultuda
gerceklestirilen ¢evre dostu faaliyetlere ornek olarak diizenlenen biyogesitliligin korunmasi
seminerleri gosterilebilir. Diizenlenen seminerler disinda isletmede gerceklestirilen doga ile ilgili fikir
aligverisi yapilabilecek her hangi bir workshop, atolye, forum veya platform uygulamasina
ulasilamamustir.

Otomotiv isletmesinde karsiikli 6grenmeyi tesvik edebilecegi diistiniilen uygulamalardan ilki
gelistirilen fikir paylasim platformudur. Gelistirilen bu platform tizerinden is modelleri tizerine cevre
dostu fikir aligverisi saglanmaktadir. Platform {izerinden toplamda 426 fikir 6n degerlendirme
stirecinden gegctikten sonra 8 fikir onceliklendirilmis ve hayata gecirilmesi igin projeler gelistirilmistir.
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Isletme bayilik calisanlari igin farkl bir IK kanali gelistirmistir. Bu kanal vasitasiyla sosyal sorumluluk
yarismalari diizenlendigi ve kazanan bayilere odiiller verildigi belirtilmistir. isletme stirdiiriilebilirlik
raporunda Ar-Ge ve inovasyonu bir calisma kiiltiirti haline getirdiklerini ve gelecegin tirtinlerini ve
tiretim sartlarini diisiinerek ihtiyag duyulacak emniyetli, yakit verimi ve diisiik emisyon diizeyi sunan
mobilite modeller gelistirilmesini ve bu teknolojilerin stirdiiriilebilir bicimde {iretilmesini saglayacak
altyapt olusturmayi kendilerine hedef olarak belirlediklerini belirtmislerdir. Isletme siirdiiriilebilirlik
faaliyetlerini de gelistirebilecegi diistiniilen agik inovasyon ve girisimci kiiltiir yaratmak adina
tiniversitelerde atolye etkinlikleri diizenlendigini belirtmistir. Isletme galisanlarin ofise bagliliklarint
azaltabilmek i¢in uygulama gelistirmistir.

Boya, kimya vd. isletmesi paydas diyalogu anketleri ile calisanlariyla sosyal, ¢cevresel ve ekonomik
konularda iletisim kuruldugunu ve degerlendirme yapildigini belirtmistir. Bu anketlerin sonucunda
belirlenen 6ncelikli konulardan ilki galisan katilimi olmustur. Calisanlarin %94.37’si ¢evresel konulari
onemli buldugunu belirtirken %88.62’si de isletmenin bu alandaki faaliyetlerini basarili buldugunu
belirtmistir. Calisanlara boyle bir firsat taniyarak isletmeyi degerlendirmelerini istemek ve gevresel
konular1 ne derece 6nemli bulduklarmi 6l¢mek isletmenin bu alanda duyarlilik ve calisan katilimi
saglamaya calistigini gostermektedir. Atik yonetimi ve tasarruf konularinda “goérev basi atolye
sohbeti” gerceklestirilmektedir. Bu sohbetlerde amag ¢alisanlarin dogrudan is yaptiklar: alanlarda ne
gibi iyilestirmeler yapabilecekleri konusunda onlara destek olmak ve cevre dostu inisiyatifleri
desteklemek seklinde belirtilmistir. Isletme tepe yonetimden en alt kademeye kadar sorumlu yonetim
anlayisi ile hareket ettigini ve [K'min hedefleri arasinda siirdiiriilebilir is yapis bicimini tiim orgit
kilttirtine yayma amacinin bulundugunu belirtmistir.

Hava yolu isletmesinde iklim degisikligi ile miicadele ve sera gazi toplantilar1 gerceklestirilmektedir.
Bu toplantilar sonucunda sera gazi diistirme planlar1 hazirlanmakta ve calisanlara iletilmektedir. Yakit
verimliligi seminerleri diizenlenmektedir. Verilen seminerlerin amaci c¢evreyi korumak ve
operasyonel uygulamalarda verimliligi arttirmak olarak belirtilmistir. Isletme igerisinde
gerceklestirilen cevre ile ilgili iyi uygulamalar: 6rgiit icerisinde paylasip yayginlastirilma galismalar:
yapildigr belirtilmistir. Buradan anlasilabilecegi gibi isletme biinyesinde yapilan gevre dostu
uygulamalar paylasilarak tesvik edilmekte ve yesil kiiltiir olusturulmaya ¢alisilmaktadir.

Teknoloji ve operator isletmesinde bazi esnek c¢alisma uygulamalari gerceklestirilmektedir. Bu
faaliyetlerin amaci yalnizca ¢alisan motivasyonunu arttirmak degil, ayni zamanda calisanlarin ofise
gelis dontislerinden kaynaklanan karbon salinimim azaltmak olarak belirtilmistir. Isletmenin bu
alanda gerceklestirdigi faaliyetlerden ilki “Ofistasyon” uygulamasidir. Bu uygulamayla calisanlar
istedikleri her hangi bir bayilik veya subeye giderek kendilerine ayrilmis alanda calisabilmektedirler.
Esnek galisma prensiplerinden ikincisi “Mobil ¢alisma” seklindedir. Mobil calisma uygulamasiyla
calisanlar ayda dort kez istedikleri yerden calisma 6zgiirliigiine sahiptirler. Diger bir uygulama ise
“gtinti planla” uygulamasidir. Bu uygulamayla ¢alisanlar giinlitk calisma saatlerini doldurmak
kaydiyla ofiste hangi saatlerde bulunacaklarina kendileri karar verebilmektedirler. Bu uygulamalarin
calisanlarin is yasam dengelerini kurmalarina yardimci olacaglt ve uygulamalarin amaclarindan
birinin de karbon salinimini azaltmak oldugunun calisanlarla paylasilmasinin motivasyonu ve
farkindalig1 arttiracagr disiiniilmektedir. Uygulamalar sayesinde isletmede esnek calisma ortami
saglanmaktadir. Yesil kiiltiirti yaymada kullanilan faaliyetlerden digeri ise KSS moduliidiir. Bu modiil
araciligiyla calisanlar farkli alanlarda egitimler almakta ve sosyal sorumluluk faaliyetleri
gerceklestirmektedirler. Isletme calisanlarina sundugu “kiltir burada” etkinligi ile dijitallesme
seminerleri diizenlemekte ve bu alanda farkindalig: arttirmaya ¢alismaktadir. Seminer verilen konular
arasinda dijitallesmenin insan psikolojisine ve cevreye olan etkileri de bulunmaktadir. Orgiitte
gerceklestirilen bir diger yesil orgiit iklimi faaliyeti ise gevre ile ilgili 6-8 kisilik gruplardan olusan
workshoplardur. Isletme bu workshoplarda sosyal, gevresel ve yonetimsel boyutlarda 6rgiitiin etkinlik
ve verimliliginin ¢alisanlar tarafindan degerlendirilmesini istemektedir. Diger bir aktivite ise, yesil
malzeme yonetimi konusunda calisanlarla iletisim kurulmasi ve iriinlerin yasam dongiisiiniin
sonuna kadar verimli sekilde kullanilmas: konusunda bilinglendirme galismalar1 yapilmasidir.

Yesil kiiltiirii yaymada kullanilan formal ve informal iletisim araclar:

Bu bolimde isletmelerin cevre, verimlilik, tasarruf, siirdiirtilebilirlik gibi konularda calisanlarryla
hangi iletisim kanallar1 aracihigryla baglanti kurdugu ve stirdiiriilebilirlik faaliyetlerinin hangi birim
araciligiyla yiuritildiigi incelenerek iletisim kanallarini agiklamak amaglanmaktadar.

Beyaz esya, teknoloji firmasinda stirdiiriilebilirlikle ilgili faaliyetlerin yiirtitiilmesinden sorumlu
“surdurtlebilirlik kurulu” bulunmaktadir. Kurul diizenli olarak toplantilar gerceklestirmekte ve
iyilestirmeler yapilabilmesi hedefiyle aksiyon planlari belirlemekte ve calisanlara aktarmaktadir.
Isletmenin bu alanda calisanlartyla iletisimde kullandigr kanallardan birisi de gerceklestirilen
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anketlerdir. Raporda anketlerin sadece kendi biinyelerindeki calisanlar i¢in degil tiim paydaslar i¢in
uygulandig1 belirtilmistir. Burada temel amag¢ calisan kisinin calisma ortamini en iyi kendisi
bileceginden yapilabilecek iyilestirmeler konusunda en verimli fikirlere ulasma amaciyla ¢alisanlarin
goriis ve onerilerini almaktir. Isletme calisanlar icin kurdugu oneri sistemi ile gevresel, sosyal ve
operasyonel faaliyetlerle ilgili calisanlarin fikir ve onerilerini aldiklarmn belirtmistir. Calisan katilimi
saglanabilmesi i¢in kullanulan araclar ve iletisim kanallar1 web sitesi, kurumsal televizyon kanali, ig
yayinlar, egitimler, gerceklestirilen faaliyetler ve siirdiirtilebilirlik raporlar: olarak belirtilmistir.

Medya, turizm vd. isletmesi operasyonel, finansal, ¢evresel ve uyum siireclerinden kaynaklanan
risklerde riskin erken saptanmasi komitesine sahiptir. Isletmenin gevresel konularda calisanlariyla
kurdugu iletisimlerde arag¢ olarak diizenlenen farkindalik seminerlerini ve egitimler gozlenmistir.
Calisanlarin 6zellikle su tiiketimi gibi konularda bilin¢lenmeleri ve tasarruflu davranmalari i¢in cesitli
cevresel bilinglendirme etiketleri kullanildigs, talimatlar verildigi ve tiiketim raporlarinin galisanlarla
paylasildig: belirtilmistir. Orgiitlerin semalar1 bizlere iletisim aglar1 hakkinda da bilgiler sunmaktadr.
Medya, turizm isletmesinde gevre yonetimi konusunda riskin erken saptanmas: komitesi > denetim
birimleri > denetim sorumlu komite > yonetim kurulu seklinde uzanan bir orgiitsel sema
bulunmaktadir. Isletme stirdiirilebilirlik raporunu yaymlamamistir fakat entegre raporun
surdiurtlebilirlik boliimii de calisanlarin bilgilendirilebilmesi agisindan bir iletisim araci olarak
diistiniilebilmektedir.

Otomotiv isletmesinde cevre ile ilgili konularda cesitli fikir kampanyalari diizenlenmekte ve
programlar gelistirilmektedir. Buna o6rnek olarak biiyiik sehirde ara¢ rotalarindan kaynaklanan
cevresel zararin en aza indirilmesi icin bir fikir kampanyas: baslatilmistir. Calisanlarin bu konuda
fikirleri alinarak en kolay routelar programi hayata gegirilmistir. Program sayesinde siiriiciilere en
uygun rotalar belirlenerek karbon emisyonu diisiiriilmesine katki saglanmaktadir. Isletmenin dagitim
merkezinde su tiiketimi bilinclendirme etiketleri kullanilmaktadir. Bdylece su kaynaklarimnin gereksiz
tiiketilmesinden kaynakli ekolojik sorunlarla basa c¢ikmaya destek olunmakta ve ayni zamanda
isletmeye maliyet avantaji saglamak hedeflenmektedir. Cevrede olusabilecek etkilerin minimuma
indirilmesi, dijitallesme gibi cesitli konularda kullanilan iletisim kanallar1 olarak agik kapi toplantilari,
liderlik toplantilari, intranet portali iletisimi, genel miidiir mesaj bilteni, sirket i¢i etkinlikler,
calisanlar icin gelistirilen dergi, TV, sms ve kitlesel e-posta iletisimi olarak belirtilmistir.

Boya, kimya vd isletmesinde kullanilan iletisim araglar1 arasinda calisan katilimi arastirmalar: 6rnek
olarak gosterilebilmektedir. Bu arastirmalar ile c¢alisanlarin kurumsal sorumluluk gibi orgiitsel
faaliyetlere ne derece katildiklar: belirlenmekte ve sonuglara gore cesitli aktiviteler diizenlenmektedir.
Isletmeler diizenledikleri cevre dostu KSS faaliyetleri ile hem calisanlarin goniillti davranislarda
bulunmalarini destekleyebilir hem de bir iletisim araci olarak aktif katilim saglayabilirler. Isletmenin
sahip oldugu kultiirii yaymada etkin iletisim mekanizmalari e-biiltenler, kurumsal web sitesi,
portallar, sosyal medya, medya ve anketler olarak belirtilmistir. Ditizenli olarak gerceklestirilen
paydas diyalogu anketleri ¢alisanlara da uygulanmaktadir. Bu sayede calisanlarla bire bir temas
kurulmakta veya elektronik yollarla ekonomik, cevresel ve sosyal konularda calisanlarin ve diger
paydaslarin geri bildirimleri alinmaktadir. Ayn1 zamanda yonetim sistemleri ve stirdiirtilebilirlik
calismalar1  degerlendirme anketi ile yapilan c¢alismalar stirdiriilebilirlik  agisindan
degerlendirilmektedir. Isletme sahip oldugu IK oneri sistemi araciligiyla calisanlarin yénetime, is
stireclerine, sirketin verimliligine, miisteri faydasina katki saglamaya, emniyetli ve cevreye duyarl,
enerji performansii yiikselten {iretim yapmaya, tirin ve hizmet sunmaya ve kaliteyi arttirmaya
yonelik, yaratic1 ve gelistirici is onerilerini sunmalar1 konusunda her zaman c¢alisanlar: destekledigini
belirtmektedir.

Hava yolu isletmesinde yesil kiiltiirti yaymada kullanilan iletisim yontemlerinden birisi cevre ile ilgili
sunulan raporlardir. Rapor aksiyon planlarinda belirlenen cevresel hedeflerden ne kadarina ulasildig:
konusunda yapilan ol¢timlerin sonuglarini gostermek amaciyla hazirlanmaktadir. Rapor gevre ile ilgili
sera gazi emisyonlari, yakit titketimi, su ve diger kaynaklarin tiiketimiyle ilgili bilgileri icermektedir.
Isletme her yil calisanlariyla siirdiirtilebilir kaynak kullanimi konusunda anketler diizenlemektedir.
Strdtrtlebilir tirtin ve hizmetleri desteklemek amaciyla isletme calisanlardan oneriler alindigini
belirtmistir. Iletisim kaynaklari olarak web sitesi, cevreye saygi ve etkin kaynak kullanimim da
barindiran etik kurallar ve etik hat, e-posta, afisler, dergiler ve diizenlenen egitimler ile seminerler
bulunmaktadir. Isletme yakit yonetimi konusunda da bilgi sistemine sahiptir. Sistemin amaci “en
verimli yontemlerle uguslari gerceklestirmek, dogal kaynaklari en etkin bir bicimde kullanarak
gelecek nesillere daha temiz ve yasarulabilir bir cevre birakmak” olarak belirtilmistir. Calisanlar
arasinda iletisimi giiclendirmek hedefiyle “webinar” programi bulunmaktadir. Programin amaci
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hicbir yazillim indirmeden internet {izerinden sesli ve goruntiilii egitim, toplanti ve sunumlar
yapmaktir. Boylece erisim kolayliginin arttirildig: ve dijital ortamlara tasindig goriilmektedir.

Isletmelerin ¢ogunda oldugu gibi teknoloji ve operator isletmesinde de cevre ile ilgili sorumluluklar
etik degerlere dahil edilmis ve sirket intraneti, sirket ici formlar, telefon, elektronik postayla iletisime
imkan verilmistir. Calisan baglilig1 anketleri, calisan fikir ve onerilerini alma programlari, inovasyon
platformu, odiillendirme programlari, iletisim toplantilar1 vasitasiyla calisan goriis ve onerileri tim
alanlarda alinmaktadir. Inovasyon platformu araciligiyla yenilikci diistinceler desteklenmektedir.
Sosyal sorumluluk faaliyetleri ¢alisanlarla iletisim kurma yontemlerinden biri olarak gosterilmistir.
Sorumluluk faaliyetleri disinda isletmede gesitli motivasyon arttirici sosyal aktivite gruplari
kurulmustur. Fakat dogrudan cevresel faaliyetlerle ilgili calisanlarla iletisim kurabilmek i¢in hangi
kanallarin kullanildigina ulagilamamustir.

Cevre sorunlarina dayal1 problem ¢ézme teknikleri, yesil takimlar ve kalite gelistirme faaliyetleri

Bu bolumde isletmelerin departman bazli veya isletme genelinde karsilasabilecekleri her hangi bir
cevre problemiyle etkin bir sekilde basa ¢ikmak icin calisanlariyla birlikte gerceklestirdikleri
faaliyetlerin neler oldugu belirlenmistir. Kurulan yesil takimlar bu béliimde problem ¢oziimiinde
oynadiklari roller agisindan degerlendirilmistir.

Beyaz esya ve teknoloji isletmesinde calisanlar ve tedarikcilerle birlikte cesitli kalite gelistirme
faaliyetleri dtizenlenmektedir. Surdurtlebilirlik raporunda cevresel kalite gelistirme cabalari
kapsaminda raporlama doneminde 156 verimlilik c¢alismasi, 238 suirdiriilebilirlik projesi
gerceklestirildigi belirtilmistir. Karsilasilabilecek herhangi bir kriz durumunda kaynaklarin verimli
kullanimi ve iletisim kanallarinin etkinligi hedefiyle faaliyetler gerceklestirildigi belirtilmistir.
[sletmelerde gevresel konularda fikirler {iretme, drgiitsel 5grenmeyi tesvik etme ve en iyi yontemleri
kullanarak cevresel problemleri ¢ozmeleri bakimindan olduk¢a 6nemli olan takim calismalar:
gerceklestirilmektedir. Beyaz esya ve teknoloji isletmesi de biinyesinde olusturdugu stirdiirtilebilir
calisma gruplari ile cevresel problemlerin c¢oziimiinde takim calismalari gerceklestirildigini
belirtmistir. Stirdiirtilebilir calisma gruplarinin ayni zamanda alanlarindaki cevresel performans ve
gelismeleri stirdiiriilebilirlik kuruluna aktarmaktan sorumlu olduklar: belirtilmistir. Dogrudan isi
yapan kisilerden olusan yesil takimlarin ¢evresel problemlerin ¢oziimiindeki en etkin yontemlerden
birisi oldugu diistiniilmektedir. Isletme igeriginde enerji verimliligi gibi gevreci uygulamalari da
barindiran uygulama ile yiiksek teknolojili altyapisi sayesinde girisimcileri desteklemekte ve aym
zamanda kalite gelistirme, karsilikli 6grenme faaliyetleri gerceklestirmektedir. Programin amaci
“fikirden {irtine, tirtinden pazara gegis siirecini hizlandirmak igin yaratici bir ortak ¢alisma ortamu
sunmak” olarak ifade etmistir. Isletmenin ayn zamanda faaliyet alaninda daha verimli {iretim
gerceklestirebilmek i¢in tiniversiteler ve 0©zel sektor isbirlikli kalite gelistirme projeleri
gerceklestirildigini saptanmustir. Operasyonel faaliyetlerde 170 adet enerji verimliligi projesi
gerceklestirildigi belirtilmistir. Isletme iki farkl ilde iki adet atiklardan iiretim saglayabilen elektrikli
ve elektronik esya geri doniisiim tesisi kurmustur.

Medya,turizm vd. isletmesi tiretimde verimlilik ve maliyet avantaji elde edebilmek igin etkin iiretim
planlamasi, minimum stok kullanumi ve galisma yontemlerinin iyilestirilmesi uygulamalar1 yapildig:
ifade edilmistir. Isletme kaynak kullaniminda verimlilik icin gesitli calismalar gergeklestirildigini
belirtmistir. Calismalarin igerigi veya bu alanda gerceklestirilen projelere ulasilamamistir. Atik
kagitlar ile ilgili endiistriyel atik yonetim plani uygulandigi ve bu planlarin Cevre ve Sehircilik I
Mudirlugi ile paylagildigr belirtilmistir. Orgiit biinyesinde yesil takim olusturma faaliyetine dair
bilgiye ulasilamamustir.

Otomotiv igletmesinde yapilan Ar-ge yatinmlarinda oncelikli faaliyetlerin ¢ogu c¢evre dostu
faaliyetleri kapsamaktadir. Ar-Ge yatirimi yapilan oncelikli alanlar olarak elektrikli gii¢ aktarma
sistemleri mithendisligi, otonom kamyon, interaktif araglar, agirlik azaltma teknolojileri miithendisligi
ve karbon salim azathmi olarak belirlenmistir. Buradan hareketle isletmenin yeni teknolojiler
gelistirirken oncelikli olarak cevresel etkilerini degerlendirdigi ve {iretilen {iriinlerden kaynakl
cevresel etkileri en aza indirme cabalari sergiledigi seklinde yorumlanabilmektedir. Isletme
calisanlarindan gevre ile ilgili almis oldugu geri bildirimleri kalite gelistirme cabalarinda kullandigini
belirtmistir. Olusturulan yesil takimlar ofis ortaminda tasarrufun arttirilmasi, ¢evresel alanda
bilin¢glendirme, davranis degistirme ve ekip calismasi gibi faaliyetleri ile cevre problemlerinin ve
cevreye verilen zararin azaltilmasina destek olmaktadirlar.

Boya, kimya vd. isletmesinde ¢alisanlar ve paydaslardan alinan geri bildirimlerin kalite gelistirmede
kullanildig1 belirtilmistir. Is 6ncesi ve is sonrasi gerceklestirilen cevre ve enerji performansi
degerlendirmeleri ile olusabilecek herhangi bir problem kaynagindan ¢oziilmektedir. Isletme genel
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olarak ozellikle {iretim faaliyetlerinden kaynaklanan cevresel performans gostergelerini diizenli
olarak olctigiinii ve iyilestirme potansiyeli olan galismalarda diizeltici faaliyetler gerceklestirildigini
belirtmistir. Isletme raporlama doneminde 736 adet diizeltici ve onleyici faaliyet gerceklestirilmistir.
Departmanlarda gerceklestirilen cevresel faaliyetleri raporlayan ve iist yonetime ileten sorumlu
departman temsilcileri bulunmaktadar.

Hava yolu isletmesinde olusabilecek herhangi bir acil durumda ¢evresel problemlerin 6nceden tespit
edilip coziilebilmesi amaciyla acil durum tatbikatlar1 diizenlenmektedir. Isletme cevrede yaratilan
sera gazinin farkinda oldugunu ve bu konuda iyilestirici faaliyetler gerceklestirildigini belirtmistir. Bu
konuda sera gazi kurulu olusturulmus olup sera gazi bilgi yonetimi prosediirii dahilinde kurul stirekli
iyilestirmeler yapmaktadir. Cevresel etkilere dayali aksiyon planlar gerceklestirildigi belirtilmistir.
Isletme biinyesinde bulunan “atik sorumlular’” atik ydnetimi konusunda yetkilendirilmis olup,
isletme faaliyetleri sonucu olusan tehlikeli ve tehlikesiz atiklar ayristirilarak geri dontistiiriilmesi veya
bertaraf edilmesi gerceklestirilmektedir.

Teknolojik iletisim ve operator isletmesinde cevreyle baglantili kalite gelistirme ve problem ¢dzme
faaliyeti olarak yapilan c¢alismalarin dijitallesme ve inovasyon tizerine gerceklestirildigi
gozlenmektedir. Ornegin isletme kagit tiiketimini azaltmak igin tiim calisanlarini elektronik arsivleme
yontemlerine tesvik ettigini belirtmistir. isletme cevresel sorunlardan ziyade sosyal konularda kalite
gelistirme ve problem c¢ozme faaliyetleri gerceklestirmekte ve bu alanda projelere yatirim
yapmaktadir. Ornegin isitme engelliler igin gelistirilen yardimc1 programlar, ¢ipli sim kartlarla kart
sahibinin dogrulanmasini saglayan sistem, okul 6ncesi egitim kurumlarina giden ¢ocuklarmn giinliik
durum Dbilgisini otomatik olarak belirleyen sistem ve saglanan diger dijital servisler
gosterilebilmektedir. Isletme biinyesinde yesil takim faaliyetleri gozlenmemistir.

Cevreci sosyal sorumluluk projeleri

Bu boliimde isletmelerin gevresel alanda gerceklestirdikleri sorumluluk projeleri incelenmistir.
Isletmelerin gerceklestirdikleri cevre dostu projelerin cevresel sorumluluk projesi olarak
degerlendirilebilmesi konusunda calismanin literatiir boliimiinde de listelenen Kotler ve Lee(2016) nin
belirledigi kurumsal sosyal sorumluluk tiirlerindeki kriterler baz alinmigtir. Ad1 gecen kaynakta KSS
uygulanis bigimleri isletme kaynaklarinin sosyal ve ¢evresel amaglar ugruna harcanmasi, sosyal amag
icin pazarlama faaliyetleri gerceklestirilmesi, davrams degistirme kampanyalari, hayirseverlik igin
gerceklestirilen nakit ve ayni yardimlar, calisanlarin sosyal amaclar i¢in zamanlarini goniillii olarak
harcamalari, istege bagli yatirimlar gibi sorumluluk tasiyan is uygulamalar olarak belirtilmistir.

Beyaz esya ve teknoloji isletmesinde gevrenizdeyiz projesi kapsaminda tii¢ farkl: ilde ¢evreye katki
proje yarismasi, isletme gezileri, cevre egitimleri, "gevresel giizellikleriyle ilimiz" kompozisyon
yarismasi ve cevre konferanslar1 gerceklestirilmistir. Isletmenin TEMA vakfi ve Orman bakanlig1 ile
ortaklasa yiiriitttigti 10milyar mese kampanyas: dahilinde 250 hektarlik bir araziye 2.5 milyon adet
mese palamudu (tohumu) ekilerek iki adet orman olusturulmustur.isletmenin sponsor oldugu
erozyon belgeseli Tiirkiye'nin erozyon sorunu hakkinda bilgilendirme, bilinglendirme ve onlem
alinmas1 amaglariyla olusturulmus olup cesitli TV kanallarinda ve okullarda yayimnlanmistir.
Isletmenin gerceklestirdigi diger proje ise bir TV kanalinda yayinlanan doga dostu programa sponsor
olunmasidir. Projenin amaci kiiresel 1snma ve c¢evre konularmna dikkati ¢ekmek, tiiketiciyi
bilinglendirmek ve isletmenin daima doga dostu enerji tasarruflu tirtinler tiretme ¢abasinda oldugunu
tiiketicilere bildirmektir. Isletmenin enerji verimliligi sponsorlugu projesinin ise Enerji ve Tabi
Kaynaklar Bakanhg: ile ytritiilmiis ve amaci enerji verimliligi hakkinda kamuoyunda biling
olusturmak olarak belirtilmistir. Isletmenin TEMA vakfi ortakliginda gelistirdigi diger bir proje ise
tiiketicileri su tasarrufu konusunda bilinclendirmek, tesvik etmek ve bireysel cabalarmn su
tasarrufundaki onemini gostermek amaciyla gerceklestirilmistir. Isletme proje sayesinde iirettigi su
tasarruflu bulasik makinesine de dikkat cekmektedir.

Medya, turizm vd. isletmesinde gerceklestirilen sorumluluk projelerine bakildiginda ¢cogunun sosyal
ve egitim alaninda oldugu gozlenmektedir. Projeler arasinda toplumsal kutuplasma ve ayrismaya
karst durmanin 6nemi, aile ici siddeti 6nleme, kadin haklari, koydeki ciftcilerin bilinglendirilmesi gibi
sosyal icerikli calismalar bulunmaktadir. Isletme cevre ile ilgili gerceklestirdigi goniilli faaliyetler;
idari binada gergeklestirilen sogutma cihazlarinin cevre dostu olanlarla degistirilmesi, cevre ve insan
saglhigima daha uyumlu yangin tiiplerinin kullamimina gecilmesi, 1s1 izolasyonu yaptirarak 1sinma
amaglh kullamlan dogalgaz ve sogutmada kullanilan elektrik tiiketimini azaltmistir. Isletmenin sahip
oldugu riizgar enerji santralinden birisi orman ve yaban hayat: koruma bolgesinde bulunmaktadir ve
bu santral bolgesinde dtizenli olarak kus yemlikleri ve karaca besleme faaliyetleri
gerceklestirilmektedir. Bu bolgede Orman ve Su Isleri Bakanlig1 tarafindan gerceklestirilen dogal
hayat1 koruma projesi igin 30 dk’lik bir belgesel hazirlanmasina sponsor olunmustur. Isletmenin diger
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riizgar enerji santrali ise kuslarin gog yollar1 tizerinde bulundugu icin 6 aylik periyotlarla kus gozlem
faaliyetleri yapilmaktadir. Holdinge bagh dergi Tiirkiye Erozyonla Miicadele, Agaclandirma ve Dogal
Varliklar1 Koruma Vakfi'nin (TEMA), dugiin, cenaze ve acilis torenleri icin baslattigi gelenk
kampanyasina katilmis ve hafta sonu dergisinin tamitim koluyla destek verdigini belirtmistir. isletme
bu kampanyadan elde ettigi gelirleri ekolojik yasamin stirdiirtilmesi ve toplumsal cevre bilincinin
gelistirilmesi igin ylirtitttigli calismalarda kaynak olarak kullandigini belirtmistir.

Otomotiv isletmesinde gevre ile ilgili gergeklestirilen projelerden ilki tasarim stireclerinde gevre dostu
faaliyetler gerceklestirmeyi kapsayan projedir. Projenin amaci tasarimlarin dogal kaynaklarin, ekolojik
ortamin, biyogesitliligin, iklimin, hava ve su kalitesinin, toprak ve ormanlarin korunmasina, enerji, su
ve malzemelerin tasarruflu kullanimina hizmet etmesini saglamaktir. Isletme Avrupamin 7
tilkesinden 11 kurum ve sirketle birlikte gerceklestirilen agir ticari araglarin yakit ve diger enerji
kaynaklarint miimkiin olan en az seviyede tiiketmesini amaclayan projeye katilim gerceklestirmistir.
WWE (Dogal Hayat: Koruma Vakf1) yesil ofis projesine katilarak ofis ortaminda tasarruf saglanmustir.
Isletme Doga Koruma Merkezi ile is birligi icerisinde gerceklestirilen koruma plani dahilinde gesitli su
ve kara canlilar1 ile ilgili biyogesitlilik izleme ve korunmasma yonelik projeler gelistirildigini
belirtmistir. TEMA Vakfi is birligiyle 116 doénim alanda toplam 23.260 fidan dikimi
gerceklestirilmistir.

Boya kimya vd. isletmesi sosyal sorumluluk kapsaminda 90’I1 yillarda baslanan 100.000 agac¢ projesini
gerceklestirmistir. Tiirkiye“de ormanlarin yol oldugu belli bir bolgede yaklagik 2.000 dontimliik
orman arazisinin etrafin1 20 milyon TL harcayarak tel ¢rgii ve duvarla gevirerek koruma altina
alinmasi, ayni zamanda bolgeye “Agaclandirma Kanunu” ¢ercevesinde 100.000 agag dikilmesi projesi
gerceklestirilmistir. Isletme CEVKO (Cevre Koruma ve Ambalaj Atiklarini Degerlendirme Vakfi) ile
isbirligi ~ yapilarak ikincil ambalajlar toplanip yeniden kazamimi saglanmasi  projesi
gerceklestirilmektedir. 2017 yilinda 518,7 ton, son ti¢ yilda ise 985,7 ton ambalaj atiginin geri
déniistiiriilmesinin saglandig1 belirtilmistir. Isletme sahip oldugu tesis ve fabrikalarda 14 adet giincel
enerji verimliligi projesine sahip oldugunu belirtmistir. Farkli ilce belediyeleriyle isbirligi yapilarak
goniillii restorasyon ve bina boyama faaliyetleri gerceklestirilmekte boylece gorunti kirliligi
onlenmektedir. Isletmenin gerceklestirdigi KSS projelerine bakildiginda gevreci projelerin cogunun
uzun soluklu projelerden olustugu gozlenmektedir. Isletme Siirdiiriilebilir Uretim ve Tiiketim
Dernegi (SUT-D) tarafindan diizenlenen Istanbul Karbon Zirvesi'ne 2014 yilindan bu yana destek
verdigini bildirmistir. Isletme biyogesitlilik konusunda farkindaliga sahip oldugunu ve
uygulamalarmi bu dogrultuda gerceklestirdiklerini belirtmistir. Bu konuda dogal hayati koruma
vakfinin projelerine destek vermektedir. Bu tiir sponsorluklar ve goniillii faaliyetler isletmelerin doga
dostu calismalarla birlikte adini duyurmas: ve sektorde yesil isveren markasi olarak isim yapmasi
acisindan oldukga 6nemli bulunmaktadir.

Havayolu isletmesi KSS fuarma katilim gergeklestirmistir. Fuarda Tiirkiye ve diinyanin 6nde gelen
isletmelerinin sosyal sorumluluk projeleri tarutilmis ve gerceklestirilen goniilliiliik projelerine dikkat
cekilmistir. Isletme tasinan her bebek yolcu icin bir fidan dikme projesi gerceklestirmektedir. Proje
kapsaminda 19 sehirde hatira ormani olusturuldugu belirtilmis ve isletme proje sonunda 1 milyon
fidan dikme hedefine sahip oldugunu aciklamaktadir. Isletme Karbon ve Enerji Yonetimi
kategorisinde Yakit Tasarrufu Projesi gerceklestirmistir. Proje stirdiirtilebilir is odiillerinde birinci
olmustur. Yesil kurulus projesi kapsaminda cesitli cevre dostu diizenlemeler yapildig1 ve proje i¢in
toplamda 103.314 TL tutarinda biitce harcamas:1 gerceklestirildigi beyan edilmistir. IATA'nin
destekledigi yabani hayvanlarin yasadisi ticaretinin engellenmesi bildirisi imzalanmistir. Bildirinin
amact bu konuda sektoriin farkindaligi arttirmaktir. Yurtici ve yurtdisi ucuslar gerceklestiren bir
isletmenin yesil isveren markasina sahip olabilmesi ve hayvan severlerin de dikkatini ¢ekebilmek igin
onemli bir proje oldugu diisiiniilmektedir. Isletme faaliyetlerinden kaynakli yaratilan gevresel etkinin
farkinda oldugunu gosteren gesitli calismalar gerceklestirdigi gozlenmektedir. Raporlama déneminde
sera gaziyla miicadele etme hedefiyle yiiriitiilen ulusal projelere katilim ve destek saglandigi isletme
tarafindan belirtilmistir.

Teknoloji ve operattr isletmesinin gerceklestirdigi KSS projelerinin sosyal igerikli projeler olduklari
gozlenmektedir. Isletme her yil gelirinin %1’lik kismini sorumluluk faaliyetlerine ayirdigin
belirtmistir. Gontilli calisanlarla kurulan bir grubun diizenli olarak KSS projeleri gelistirdigi ve
katihmcilarla ~ birlikte  projelerin ~ tamamlandigi  belirtilmistir. ~ Isletme  gerceklestirdigi
operasyonlarindan kaynakli gevresel etkilerin farkinda oldugunu belirtmek amaciyla diizenli olarak
operasyonel verimlilik ¢alismalar1 gergeklestirildigini belirtmistir. Cevre ile ilgili bir KSS projesine
ulasilamamakla birlikte isletmenin sosyal konularda gergeklestirdigi bir g¢ok KSS projesi
bulunmaktadir.
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Sonuglar

Artan rekabet ve isletme sayilari ile birlikte olusan cevre problemleri sebebiyle isletmelere diisen
cevresel sorumluluklarin da giin gectikce arttig1 ve artik sektorde yesil marka olarak konumlanmanin
hem potansiyel calisanlar1 orgiite gekme hem de miisterileri cezbedebilme agisindan oldukca énemli
oldugu gozlenmektedir. isletmelerin sektorde yesil isveren markasina sahip olabilmeleri icin gevre ile
ilgili faaliyetlere onciilitk etmeleri bu alanda yatirimlar yapmalar: ve gevre dostu ilkelere uyumlu
olarak faaliyetlerini gerceklestirmeleri gerekmektedir. Isletmeler bu konuda rakiplerinin faaliyetlerini
incelemekte, cesitli sivil toplum kuruluslari ile birlikte faaliyetler gerceklestirmekte, kurumsal sosyal
sorumluluk alaninda yatirimlar yapmakta, karbon ayak izini ve cevresel etkilerini diistirebilmek
hedefiyle gesitli teknik ve idari uygulamalar yaparak bunlari sitirdiiriilebilirlik raporlarinda
yayinlamaktadirlar. Bu alanda orgiitler faaliyetlerini ¢evre yonetimi, kurumsal sosyal sorumluluk
faaliyetleri ve bilingli insan kaynag olarak birbiri ile uyumlu sekilde yiirtitme amacina sahiptirler. Bu
baglamda isletmelerin hem cesitli yasal ytiktimliiliiklerden dolay1 hem de goniillii olarak cevre dostu
faaliyetler gerceklestirirken calisanlarin bilingli ve goniillii olarak katilim saglamalarinda insan
kaynaklarinin rolii biiytiktiir. Bu sebepten dolay: insan kaynaklarinda sosyal faktorlerle birlikte
cevresel etkilerin azaltilmasmna yonelik uygulanan faaliyetler bu calisma kapsaminda
degerlendirilmistir.

BIST siirdiiriilebilirlik endeksinde yer alan secilmis 6 isletmenin gerceklestirdigi Yesil-IK ve cevreci
sorumluluk faaliyetlerine gore yapilan analizler incelendiginde asagidaki sonuglara ulasiimaktadar:

o Isletmeler ise alimda ozellikle kagit tiiketiminin azaltilmasi konusunda faaliyetler
gerceklestirmektedirler. Bu amagla ise alim siireclerinin dijital platformlara tasindigi ve aday
elemelerinin ilk asamalarimin online smavlarla gerceklestirildigi gozlenmistir. Ise alimda
dijitallesmenin bir proje olarak gerceklestirildigi tek isletme beyaz esya ve teknoloji isletmesidir. Onun
disinda teknolojik iletisim ve operator isletmesinde stireglerin interaktif ve teknolojik yontemlerle
gerceklestirildigi belirtilmistir. Boya, kimya vd. isletmesinde ve havayolu isletmesinde, ise alim
stireclerinde dijitallesme calismalar1 yapildig1 gozlenmistir. Bu alanda otomotiv ve medya, turizm vd.
isletmesinin daha fazla calismalar yaparak siirecleri daha tasarruflu hale getirmeleri 6nerilebilir.
Yapilan uygulamalar incelendiginde yesil ise alim faaliyetlerinden online uygulamalarin isletmelere
zaman ve maliyet tasarrufu saglamasi bir avantaj olarak yorumlanabilirken, fazla sayida vasifsiz
adayin da stirece dahil olmasi bir dezavantaj olarak yorumlanabilmektedir.

e Ise alim siireclerinde isletmelerin tiimiiniin “degisim ve yenilige agik” bireyleri istihdam etme
hedefinde oldugu gozlenmektedir. Fakat cevre bilinci yiiksek bireyleri tercih etme konusunda
herhangi bir ifadeye rastlanmamuistir. Arulrajah vd. (2015)'nin ¢alismasinda yesil farkindalik ve bilinci
yiiksek calisanlara sahip olmak admna iki tiir uygulama onerilmistir. Bunlardan ilki yesil ise alim ile
yiiksek cevre bilincine sahip galisanlar1 ¢rgiite kazandirmak, ikincisi ise mevcut isgiiciniin yesil
egitim ve gelistirme uygulamalari ile gevresel farkindaliklarini arttirmaktir. Arulrajah bu ¢alismasinda
yesil ise alimin daha proaktif ve maliyet agisindan tasarruflu oldugunu belirtmektedir. Bu baglamda
ozellikle beyaz esya, teknoloji isletmesinin {iretim boliimii ¢alisanlarinda, medya turizm vd
isletmesinde enerji sektoriindeki departmanlarda, otomotiv isletmesinde, kimyasallar gibi dogrudan
cevre etkilerinin yiiksek oldugu boya kimya vd isletmesinde ve havayolu isletmesinin yakitlar ve
karbon ayak izinden dolay1 ¢evre etkisinin yiiksek oldugu birimler igin ise alinacak bireylerin cevresel
farkindaliginin 6lgtilmesi 6nerilmektedir.

e Egitim ve gelistirme faaliyetlerinin gevre yotnetimine adaptasyonunda {iist yonetimin destegi
onemli kriterlerden biri olarak karsimiza ¢ikmaktadir. Calismanin literatiir kisminda da belirtildigi
tizere isletmelerin yesil egitim ve gelistirme faaliyetlerini gerceklestirme asamalarindan birisi de
isletme genelinde tim departmanlarin gevre egitimlerine adaptasyonuna destek olacak ve st
yonetimden de katilmcilarin bulundugu stirdiirtilebilirlik komisyonunun veya cevre ile ilgili
kurulunun bulunmasidir. Yani sirketlerde tepe yonetimin yesil uygulamalar:1 desteklemesi, cevre
uygulamalarimi etkileyen 6nemli bir faktordiir (Lee ve Ball, 2003; Yusliza vd., 2019). Kelime bazl
yapilan taramalar sonucunda tepe yonetimden de katilimcilari bulunan; beyaz esya ve teknoloji
isletmesinde stirdiiriilebilirlik kurulunun, hava yolu firmasinda sera gazi kurulunun, otomotiv
firmasinda enerji komitesinin bulundugu tespit edilmistir. isletmeler bu kurul ve komitelere ek olarak
ekonomik ve cevresel riskleri zamaninda tespit etme ve oOnleme amacma sahip riskin erken
saptanmasi komitesine de sahiptirler. Medya turizm vd. holdinginde, boya, kimya vd holdinginde ve
teknoloji ve operatdr isletmesinde yalnizca riskin erken saptanmasi komitesinin bulundugu tespit
edilmistir.
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¢ Yesil egitim ve gelistirmede verilen periyodik cevre egitimleri kapsaminda yapilan analizler
sonucu isletmelerin tiimiiniin ¢alisanlarina bazi periyodik ¢evre egitimleri sagladig: tespit edilmistir.
Egitimlerin agirlikli olarak hangi alanlarda yapildigi konusunda sektorlere gore farkliliklar
bulundugu tespit edilmistir. Ornegin kaynak tiiketiminin yogun oldugu ve ana faaliyeti {iretim olan
otomotiv firmasinda egitimlerin 6ncelikli olarak gevresel, teknoloji kullanimini arttirma ve inovatif
stireclere uyum gibi alanlarda gerceklestirildigi soylenebilirken ana faaliyet alan1 medya olan medya,
turizm vd. isletmesinde egitim oOnceligi daha ok bireysel yetkinliklerin arttirilmasi gibi sosyal
alanlarda gerceklestirildigi sdylenebilmektedir. Insan kaynaklari alaminda kagt tiikketimini ve karbon
saliimini azaltmak gibi doga dostu amaclar dogrultusunda gergeklestirilen dijital doniistimlerin
ozellikle teknoloji tireten isletmelerde 6ncelikli oldugu gozlenmistir.

e (alisanlarda duygusal katihm yaratmada egitimin kullarilmasi ve kagitsiz egitim uygulamalar:
tizerine yapilan analizler sonucunda tiim firmalarda online egitim tekniklerinin kullanildig1 tespit
edilmistir. Bu baglamda beyaz esya ve teknoloji isletmesi sifir atik programi, medya turizm isletmesi
cevre bilin¢lendirme egitimleri, otomotiv isletmesi yesil ofis uygulamasi, boya, kimya vd. isletmesi
davranis ve aliskanlik degistirme temali tiyatro diizenleyerek bazi goniillii calisan katilimi faaliyetleri
gerceklestirmistir. Bu konuda havayolu ve teknoloji firmalarina gevre yonetimiyle ilgili ¢alisan
katilimini tesvik edecek uygulamalar gerceklestirmeleri onerilebilmektedir.

e Insan kaynaklarinin egitim ve gelistirme metotlarindan birisi de grup kurma metodudur.
Literatiirde yesil takimlarin gevresel konularda fikir tiretme, orgiitsel 6grenmeyi tesvik etme, en iyi
yontemleri kullanarak cevresel problemleri ¢6zme gibi faydalar sagladigi ve cevresel performansla
pozitif yonde iliskili oldugu kabul edilmistir (Beard ve Rees, 2000,31; Jabbour, 2015,51-58). Bu
baglamda yapilan analizler sonucu beyaz esya ve teknoloji firmasinda ‘stirdiirtilebilir galisma
gruplar’’ olarak, otomotiv firmasinda ‘yemyesil ofis ekibi’ olarak yesil takim kurma faaliyetleri
gerceklestirildigi tespit edilmistir. Isletmeler bu takim faaliyetleri ile cevresel problemlerin ¢oziimiine
katki saglandigini, ofis ortaminda kagit elektrik ve diger kaynaklarda tasarruflar elde edildigini ve is
stireclerinde iyilestirmeler gerceklestirildigini belirtmislerdir.

¢ Yetenek motivasyon ve firsat teorisine gore calisanlarin yesil hedeflere ulagsmalar1 igin olusturulan
gorevlerine yonelik performanslarmin siirekli degerlendirilmesi ve tesvik edilmesi adina geri
bildirimlerde bulunulmas: c¢alisanlar1 goniillii olarak yesil davranislarda bulunmaya tesvik
etmektedir. Ancak bu arastirmada isletmelerin stirdiiriilebilirlik raporlar: ve web sitelerinin analizleri
sonucunda {icret ve ddiillendirme sistemlerine ¢evreci faaliyetleri etkileyip etkilemediklerine dair
herhangi bir ifadeye rastlanmamistir. Chaudhary (2019:171)'nin Yesil-IK fonksiyonlari tizerine yapmis
oldugu calismada da en diisiik seviyede uygulanan Yesil-IK boyutu yesil performans yénetimi, ticret
ve ddiillendirme sistemleri olarak tespit edilmistir. Buradan da anlasilacag: tizere orgiitler bazi ¢evre
egitimleri saglayip birtakim cevresel politikalar olustursa da hentiz tam olarak bu uygulamalar: ticret
ve ddiillendirme sistemleriyle destekleyememislerdir.

e Calismanin literattir kisminda da deginilen yesil ofis uygulamalar1 isletmelerin ofis ortaminda
gerceklestirdikleri faaliyetlerde gerek enerji, dogalgaz gibi kaynaklarin tiiketimi gerekse kagit
tiiketimi gibi konularda tasarruflu olmalarimi ve calisanlarin birer birey olarak yesil kiiltiire katki
saglamalarini tesvik etmektedir. Yapilan arastirmalar neticesinde isletmelerin tiimiiniin baz1 yesil ofis
uygulamalar1 gerceklestirdikleri tespit edilmistir. Bu dogrultuda orgiitlerin enerji tasarrufu ampuller
kullanimi, su tiiketimini raporlamalari ve diisiiriilmesi icin cabalar harcanmasi, 1K ve diger
departmanlardaki islemlerin e-imza, e-fatura, portallar, e-6grenme, web siteleri, kagit yerine tablet
gibi teknolojik cihazlarin kullanilmasi, ve kendi gelistirdikleri platformlar araciligiyla gerceklestirerek
kagit tasarrufu saglamalari, atiklarin ayristirilarak geri dontisiim faaliyetlerine destek olunmasi,
calisanlara sunulan tekstil ve diger iiriinlerin ¢evre dostu markalardan segilmesi gibi bir ¢cok faaliyet
calisanlarla birlikte gerceklestirilerek ufak adimlarla biiytik sonuglar elde edildigi gozlenmistir. Bu
baglamda yesil ofis aktivitelerinin insan kaynaklarimin calisan tutum ve davramslarini orgtsel
hedefler dogrultusunda olumlu olarak etkileme amacina hizmet ettigi seklinde yorumlanabilmektedir.

¢ Yesil calisan iliskileri, calisan giiclendirme ve calisan katilimi boyutu icin arastirma kapsaminda
isletmelerde yesil orgiit iklimini yansitan workshoplar, atolyeler, forumlar gibi etkinlikler analiz
edilmistir. Literattirdeki arastirmalarda orgiitlerin uyguladiklar1 ¢alisan katilimi ve/veya calisan
gliclendirme faaliyetlerinin firmalara cevresel aksiyona dayali rekabet avantaji kazandirdig: (Brio vd.,
2007), kaynaklar1 etkin kullanmayi sagladigi (Florida ve Davison, 2001), yoneticiler tarafindan
degerlendirilen cevre faaliyetleri ciktilarini pozitif yonde etkiledigi (Brio vd., 2007), atiklarin ve
kirliligin azaltilmasina destek sagladigi (May ve Flannery, 1995; Kitazawa ve Sarkis, 2000), gevre
performansini pozitif etkiledigi (Simpson ve Samson, 2008) tespit edilmistir. Bu arastirmada da
orgiitlerin uyguladiklar: farkindalik seminerleri ile sosyal ve gevresel alanlarda bilinglendirme ve
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farkindalik arttirma galismalar1 gerceklestirildigi gozlenmektedir. Bu alanda isletmeler faaliyet
kollarina gore calisanlarmin da fikirlerini alabilecekleri cesitli platformlar gelistirerek bu fikirleri
projelere cevirdiklerini ve bu sayede iiretilen trtinlerde verimlilik ve yenilik elde ettiklerini
paylasmislardir. Kurumun sahip oldugu cevreci kiiltiir ile ¢alisanlarin bu konudaki goriis ve
onerilerinin alindig1r workshoplar, is basinda atdlyeler, seminerler gibi uygulamalarla bu alandaki
faaliyetlere dikkat cekilmekte ve calisan katilimi saglanmaktadir. Bu tiir faaliyetlerin ¢alisanlar
agisindan 6nemli bulundugu ve calisanlarda yalmizca biling ve farkindalik yaratma agisindan degil
farkli bir etkinlik olmasi, karsilikli sohbet ve fikir alisverisi ortami yaratmasi agisindan calisan
motivasyonlarmi pozitif etkileyecegi dustintilmektedir.

e Yesil kiiltiirti yaymada kullanilan iletisim kanallarimin isletmelerin faaliyet alanlarina gore farklilik
gosterdigi gozlenmektedir. Kaynak tiiketimi fazla olan isletmelerde ozellikle gevre ile ilgili bilgi
aligverisi yapilabilecek tiiketim raporlari, bilgi sistemleri gibi iletisim kanallar1 gelistirildigi
gozlenmektedir. Teknoloji ve operator isletmesi gibi dogrudan gevre ile baglantili faaliyetler
gerceklestirmeyen fakat dolayli olarak cevresel etkilere sahip olan isletmelerde IK'nin kurdugu
iletisim kanallarinin genellikle calisanlar icin kisisel gelisim, liderlik, dijitallesme gibi platformlardan
olustugu gozlenmektedir. Isletmelerin tiimiinde web sitesi, maillesme, calisan portallar1 gibi sistemler
tizerinden iletisim kuruldugu belirlenmis fakat bu sistemler tizerinden cevre ile ilgili herhangi bir
iletisim unsuruna rastlanmamistir. Bu konuda isletmelere ¢evre yonetimi ve KSS faaliyetlerinde
calisanlarla dogrudan iletisim kurulabilecek farkli platformlar ve iletisim kanallar1 kurulmasi
onerilebilmektedir.

e Isletmelerin cevresel performansi arttirmak icin gerceklestirdikleri kalite gelistirme, problem
¢ozme gibi etkinliklerine bakildiginda da sektorlere ve faaliyet kollarina gore birtakim farkliliklar
gozlenmektedir. Isletmelerin olusturduklari atiklarin tiirtine gore ve sahip olduklari gevresel
hedeflerine gore bu tiir faaliyetleri gerceklestirdikleri gozlenmistir. Ornegin faaliyet alanlar1 arasinda
kitap, dergi sektorii de bulunan medya ve turizm isletmesinde gevresel iyilestirmelerin ¢ogunun atik
kagitlar tizerine, hava yolu isletmesinin cevreye verdigi en énemli zarar yakitlar konusunda oldugu
icin ¢evresel iyilestirmelerin sera gazi emisyonlarin1 diistirme ve yakit yonetimi tizerine
gerceklestirildigi gozlenmektedir. Teknolojik iletisim ve operator firmasimin iyilestirme faaliyetlerinin
daha ¢ok sosyal konulara odakli projelerden olustugu gozlenmektedir. Bunun sebebi otomotiv veya
beyaz esya firmalarindaki gibi yiiksek kaynak tiiketimine sahip olmamalar1 seklinde
yorumlanabilmektedir. Bu alanda otomotiv ve beyaz esya isletmelerine bakildiginda teknolojik
gelismeleri yakindan takip etmek ve cevresel performansin iyilestirme amaciyla Ar-Ge yatirimlarina
oncelik verildigi boya, kimya isletmesinde ise onleyici ve diizeltici faaliyetlere oncelik verildigi
gozlenmektedir. Bu durum teknoloji agirlikli ve tiretim faaliyetleri gerceklestiren firmalarin cevresel
iyilestirmeler konusunda daha proaktif olduklar: seklinde yorumlanabilmektedir. Bunlara ek olarak
tum isletmelerin calisanlarina cesitli gevresel farkindalik egitimleri uyguladigl gozlenmistir. Bu
egitimler de siireclerde daha verimli olabilmek adina gergeklestirilen calisan bilinglendirme ve kalite
gelistirme faaliyetleri olarak yorumlanabilmektedir.

e Isletmelerin timiiniin cevre ile ilgili gonilluliik faaliyetleri disinda kiiltiir, saglik, egitim gibi
sosyal alanlarda da cgesitli projeleri bulunmaktadir. Bu baglamda isletmelerin gesitli arastirmalar
yaparak faaliyet alanlar1 igerisinde en fazla etkili olduklar1 kollar1 se¢meleri ve stirdiirtilebilirlikte
oncelikli konular belirlemeleri, bu alanlara yatirimlar yaptiklar: ve KSS faaliyetleri gerceklestirdikleri
seklinde yorumlanabilir. Calismanin literatiir bolimiinde de belirtilen isletmelerin KSS konusu
secerken dikkat etmeleri gereken kriterlere uygun olarak faaliyetlerini gerceklestirdikleri
gozlenmektedir. Bu kriterler arasinda konunun miisteriler agisindan ilgi cekici bulunmasi, misyon
hedef ve stratejilerle uyumlu olmasi, medya ve toplum tarafindan dikkat ¢ekici olmasi, uzun vadeli
kalic1 ¢oziimler iiretmesi, tiim paydaslarin dikkatini cekecek bir konu olmast ve en 6nemlisi de
isletmenin uygulamalarinda bu segilen sorumlulugun gosterilmesi bulunmaktadir (Kotler ve Lee,
2016). Boya, kimya vd. isletmesinin gerceklestirdigi faaliyetlere bakildiginda boya, kimya gibi
dogrudan cevresel etkilere sahip oldugu igin KSS faaliyetlerinde de gevreye dncelik verdigi ve enerji
verimliligi, karbon saliminin azaltilmasi, agaclandirma galismalarinin 6nemi gibi ¢evre dostu konulara
dikkat cektigi gozlenmektedir. Ayni sekilde hava yolu ve otomotiv isletmesinin yakit tasarrufu gibi
konularda, medya, turizm vd isletmesinin TV kanallarinda doga belgeseli gosterimi gibi alanlarda,
teknoloji ve operator isletmesinin dijital egitim gibi alanlarda KSS faaliyetleri ytirtitttigti fakat agirlikly
olarak sosyal konulara dikkat cektigi gozlenmistir. Isletmelerin gerceklestirdigi cevresel KSS projeleri
ve goniilli faaliyetler miisterilerin marka tercihi yaparken dogaya daha az zarar veren firmalar: tercih
etmelerini ve g¢evre bilinci yiiksek calisanlarin orgiitsel baglarmi giiclendirmede olumlu
etkileyebilecegi seklinde yorumlanabilmektedir.
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e Jamali, Fl Dirani ve Harwood'un 2014 yilinda KSS ve IK arasindaki iligki tizerine gerceklestirmis
olduklar1 ¢alisma sonucuna gore, insan kaynaklari faaliyetleri KSS uygulamalarinin stratejik
tasariminin yani sira uygulanmasi ve tanitilmasi gibi faaliyetlerde de etkin rol oynadigini ortaya
koymaktadir. Bu aragtirmada da kurumlarin stirdiiriilebilirlik raporlar1 incelenmis ve ¢evre dostu KSS
faaliyetleriyle baglantili olabilecek Yesil-IK uygulamalari ortaya konulmustur. Bu baglamda Yesil-IK
faaliyetlerinin ¢evre dostu KSS faaliyetlerini destekler nitelikte oldugu goriilmektedir.

e Sonug olarak KSS faaliyetlerinin yrutiilmesinde calisan katilimi arttirilmast adina IK
faaliyetlerinin oldukg¢a 6nemli oldugu ve insan kaynaklarinin ise alimda dijitallesme ¢alismalariyla
tasarrufa katki, periyodik cevre egitimleri ve takim kurma faaliyetleri ile goniilliliik ve katilimi
arttirdig tespit edilmistir. Performans degerlendirme sistemlerine ¢evre yonetiminin entegre edilmesi
i¢in isletmelerin daha fazla uygulama gelistirmeleri gerekli goriilmektedir.

Oneriler

Yapilan analizler ve ulasilan sonuglar neticesinde Yesil-IK'nin tiim fonksiyonlarina dair gesitli bilgilere
ulasilmis fakat ticret ve ddiillendirme ile performans degerlendirme sistemlerinde gevresel hedeflere
ulasanlarin nasil 6diillendirildiklerine dair bilgiye ulasilamamis ve calismaya dahil edilememistir.
Surdirilebilirlik  raporlarindan  tim diger fonksiyonlara ulasilirken bu alanda bilginin
bulunmamasindan dolay: firmalarin {icret ve odillendirme sistemlerine cevre hedeflerini entegre
etmedikleri varsayilmakta ve isletmelere calisanlarin daha iyi tesvik edilebilmesi ve bu konunun
onemini daha iyi kavrayabilmeleri icin ticret ve ddiillendirme sistemine gevrenin de dahil edilmesi
onerilmektedir. Bu baglamda odiiller ¢alismanin literattir kisminda da deginildigi gibi yalnizca maddi
degil sirket icerisinde taninma gibi manevi 6diillerden de olusabilmektedir.

Calisma kapsaminda sektorler arasi farkliliklar: da tespit edebilmek adina farkli alanlarda faaliyet
gosteren firmalar secilmistir. Bu sebepten dolayr bazi Yesil-IK boyutunda basarili bulunan bir
firmanin digerinde daha az faaliyet gerceklestirdigi gozlenmistir. Gelecek calismalarda ayni sektdrde
faaliyet gosteren firmalar secilerek firma bazinda kiyaslama yapilmasi da onerilmektedir. Bu tiir
calismalar her sektoriin kendi icerisindeki Yesil-IK uygulamalarinin yap1 ve iceriginin de
anlasilmasina katkilar saglayacaktir.

Yesil-IK ve KSS'nin birlikte incelendigi Freitas vd. (2020)'nin galismasi Brezilya’da KSS yoneticileri
tizerinde veri toplama teknigi olarak anket kullanilmasi yoluyla gerceklestirilmistir. Bu ¢alismada
takim calismasi ise alim ve segme boyutlar1 KSS’ye en fazla etki eden boyutlar olarak tespit edilmistir.
Pakistan’da gerceklestirilen diger bir calismada ise Yesil-IK ve KSS'ye cevresel siirdiiriilebilirlik
agisindan yaklasildigi ve Yesil-IK'min siirdiiriilebilir bir cevre olusturmayi etkiledigi gortlmistiir
(Cheema ve Javed, 2017). Heniiz literatiirde ¢alismada incelenen boyutlariyla stirdiirtilebilirlik
raporlarinin ele alindig bir Yesil-IK ve KSS calismast bulunmadig1 igin arastirmada veri kaynagi
olarak web siteleri ve siirdiiriilebilirlik raporlar: kullanilmistir. Diger bir 6neri ise gelecek ¢alismalarda
Yesil-IK ve KSS boyutlarini lgmeye dair sorular hazirlanmasi ve yiiz yiize goriisme teknigiyle veri
toplanmasidir. Bu yoéntemle isletmelerin daha farkli Yesil-IK uygulamalarina ulasilabilecegi ve
literatiire katki saglanabilecegi diistintilmektedir. Ayrica arastirmanin nitel analiz yontemi ile
hazirlanmis olmasi 6rneklemin simirli sayida tutulmasina sebep olmustur. Gelecek calismalarda daha
fazla isletme tizerine farkli yontemler kullanilarak destekleyici calismalar gercgeklestirilmesi
onerilmektedir.

Oczellikle gevresel etkileri yiiksek, kaynak tiiketimi yogun olan alanlarda faaliyet gosteren isletmelerin
ise alimda cevresel farkindalig1 6lcecek uygulamalar gelistirmeleri, periyodik cevre egitimleri ve yesil
takim ¢alismalariyla stirdirtilebilirlik faaliyetlerini desteklemeleri dnerilmektedir. Son olarak sektdrde
yesil marka olarak konumlanabilmek adina ¢evreci KSS ¢alismalarina daha fazla yatirim yapilmasi ve
cevre dostu trtinler gelistirmeye yonelik daha fazla calismalar yapilmas: onerilmektedir. Calismada
isletmelerin sahip olduklar1 koklii gecmisleri ve uluslar arasi rekabetin etkileriyle gelistirilen bir takim
cevre dostu standartlar ve sorumluluklar tespit edilmistir.

Is diinyasinda 1K uygulayicilari igin ozellikle gevresel etkisi yiiksek olan pozisyonlar igin adaylarmn
sivil toplum kuruluslari ile ¢cevre dostu faaliyetler gerceklestirip gerceklestirmediklerinin incelenmesi
ve gevresel farkindaliginin lgtilmesi, takim kurma, yesil ofis gibi uygulamalarla kaynaklarda tasarruf
saglama ve olusabilecek cevresel zararlar1 6nceden onleme firsati saglamalar1 onerilebilir. Ay
zamanda isletmeler, Yesil-IK politikalar1 ve uygulamalarini siirdiiriilebilir gevre hedeflerlerine
ulastirabilmek i¢in sosyal sorumluluk bilincini vurgulayan degerler olusturarak kurum ici davranis ve
performans standartlarini da bu degerlere entegre ederek giiclii bir kurum kiiltiirtintin olusturulmasi
ve gelistirilmesine 6zen gostermelidir.
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Introduction

Due to the increased pressure of producing remarkable and competent students and competent future
employees, different institutions have started focusing on improving the quality of education. The
economic development of a country depends highly on its students” education and learning ability. Due
to this reason, there is a need of focusing on improving the quality and level of education in countries
(Khan & Khan, 2019). Moreover, the government of Turkey has also introduced various measures for
improving the quality of learning in institutions (Arar & Nasra, 2019). As a result of increased
competition among countries, the role of principals in schools and colleges has become complex because
the success of the whole educational institution depends on the approaches and strategies followed by
school principals. Due to this reason, different scholars have started exploring effective leadership
styles, which school principals must adopt in order to improve organizational learning. Such
organizations focus on adopting learning in a team and creating a vision (Serinkan, Kiziloglu, Akcit, &
Enli, 2014). The principals are a critical element in an institution that can help make a significant
difference to what students gain. The ultimate performance of students depends on the approaches and
strategies followed by school principals (Syakur, Susilo, Wike & Ahmadi, 2020). As per research
findings (e.g. Torlak & Kuzey, 2019), it has been found that the educational institution’s success depends
on the effective educational leader, so this research focuses on leadership. Tang and Yeh (2015) carried
out a research study and found that organizational culture positively affects organizational innovation,
as it is related to organizational learning. Management's responsibility is to give considerable
importance to developing a positive organizational culture to encourage innovation within the firm. In
addition to this, Xie (2019) also found that transformational leadership is the most effective leadership
style, which helps in encouraging better organizational learning. With the help of following
transformational leadership style, managers in an organization become capable of making the firm a
learning organization.

The findings of Kalkan, Altinay Aksal, Altinay Gazi, Atasoy and Dagli (2020) were quite interesting
hence used as basis of current research study. The transformational leadership (TFL) style is one of the
most effective leadership styles that can help enhance the corporate image. School principals in some
districts of Konya, Turkey, used to follow the transformational leadership style (Kalkan et al., 2020).
Even though few studies have examined the importance of leadership style for educational institutions
(Abbas et al., 2012; Onorato, 2013; Sadeghi & Pihie, 2013), however, none of the prior research studies
investigated the impact of different leadership styles on organizational learning, especially in the
context of higher schools of Turkey. Moreover, no prior studies have investigated the relationship
between leadership styles and organizational learning (OL), along with the mediating effect of
organizational culture. So, this research study has added value to the literature by studying the
influence of leadership styles on organizational learning and the mediating role of organizational
culture (OC) in the context of higher schools of Turkey.

Theoretical background
Theory of leadership

According to Bass's leadership theory, three unique leadership styles have been proposed:
transformational, transactional, and laissez-faire. This theory has been used in this research study to
identify three key leadership styles to find their impact on organizational learning. While following the
TFL style, leaders play guides and mentors and focus on inspiring, nurturing, and giving identity to
subordinates to become higher performers (Tang, 2019). The focus of transactional leadership (TSL)
style is on the use of rewards and punishments to manage the work of team members. In the end, while
following the laissez-faire leadership (LFL) style, an individual focuses on imposing rules without
providing support and guidance, due to which subordinates are provided with leeway in deciding
essential standards and approaches. TFL style is linked with the positive behaviour of team members.
However, the link of the laissez-faire leadership style is with negative behavioural consequences. The
laissez-faire leadership style, known as the ineffective style, is the opposite of the transformational
leadership style (Breevaart & Zacher, 2019).

Transformational leadership and organizational learning

In today's competitive world, the transformational leadership style is a significant and preferred type
of leadership (Devece, Palacios & Ribeiro-Navarrete, 2019). Khan and Khan (2019) found that a culture
of learning is also an essential key to being competitive, and this is achieved with the help of
transformational leadership. Transformational leadership develops intelligence in employees, which
result in enhancing creativity as well as learning. Organizational learning gets influenced with the help
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of socialization, which is considered a critical element of transformational leadership. It is referred to as
visionary, and it is one of the most emotional factors for students, which results in enhancing the overall
performance of students in schools (Imran, Ilyas & Aslam, 2016). According to Bouwmans, Runhaar,
Wesselink and Mulder (2017), TL helps increase the viability of unit performance. Its focus is on the use
of motivational tools which can ultimately bring orientation towards effective learning in companies.

Consequently, the capability of prospering organizational learning in companies gets enhanced.
Generally, it is claimed that there is an increased consistency between transformational leadership style
and organizational learning in innovative economies. However, very few studies have examined the
importance of the transformational leadership style for improving learning in an organization (Nguyen
& Luu, 2019; Andriani et al., 2018). However, researchers did not focus specifically on the Turkish
educational sector.

Hi: There is a significant impact of transformational leadership style on organizational learning.
Transactional leadership and organizational learning

In addition to the transformational leadership style, another leadership style is the transactional
leadership style. The transactional leadership style focuses on bringing incremental improvement in
followers with the help of a transaction that can include reward or punishment. Transactional leaders
are known as critical contributors to creating learning opportunities and enhancing organizational
learning. The critical focus of transactional leadership behaviour is constructing the foundation to
specify the expectations, negotiate contracts, clarify responsibilities, and offer rewards and recognition
to achieve the set goals and expected performance between followers and leaders (Zagorsek, Dimovski,
& Skerlavaj, 2009). Thus, the transactional leadership style satisfies the need of followers through
rewards and recognition after achieving set goals and objectives.

With the help of the transactional leadership style, the critical focus of leaders is on fostering the
commitment of followers towards new ideation through gaining tangible recognition or rewards, which
ultimately results in generating new ideas. Hence, the value communication is done directly to followers
regarding leaders' attachment in the program participation. The transactional leadership style is helpful
for followers for improving their ability to learn, and it helps explain the target to achieve objectives.
Transactional leadership helps in making followers able to realize the significance of self-efficacy when
key targets are achieved. Moreover, the transactional leadership style seems appropriate for followers'
motivation to contribute and participate in ideation programs of the firm. Transactional leadership
behaviour aims to drive excellence and efficiency to encourage followers to organizational learning
programs (Berson, Nemanich, Waldman, Galvin, & Keller, 2006).

Hy: There is a significant impact of transactional leadership style on organizational learning.
Laissez-faire leadership and organizational learning

Laissez-faire leadership is another style of leadership that is referred to as the absence of leadership.
The laissez-faire leadership style is generally known as ineffective leadership style, which is driven by
a failure to take accountability to manage, including omission of reward or punishment. Moreover, the
laissez-faire leadership style is a destructive style of leadership, which ultimately results in increased
stress levels within the firm. This leadership style generally results from negligence or ignorance;
however, it can also result from respect from a leader. Hence, provided the possibility that a leader's
laissez-faire leadership style is a strategic choice and subordinates can positively perceive this.
Therefore, there is a need to approach the laissez-faire leadership style more balanced to steer away
from a conventional point of view and through subsequent links with adverse outcomes (Breevaart &
Zacher, 2019). Glambek, Skogstad and Einarsen (2018) found that a laissez-faire leadership style can
help achieve key objectives and goals. However, it cannot play a role in improving organizational
learning within the firm.

The satisfied needs of employees can result in prompting self-absorption. The reinforcement theory is
used to explain the negative influences of engagement of a leader. The reinforcement theory supports
the need to give employees feedback on the performance of subordinates concerning cognitive and
social rewards. However, this type of reinforcement can also result in low levels of reasoning and
conduct since employees do not get engaged in cognitive processes themselves. However, they are
forced to do so (Yang, 2015). Hence, different scholars have analyzed the influence of the laissez-faire
leadership style, but none of the studies focused on investigating its impact on organizational learning
in Turkish high schools. So, the focus of the current research study is on investigating the influence of
the laissez-faire leadership style on organizational learning in Turkish high schools.
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Hj: There is a significant impact of the Laissez-faire leadership style on organizational learning.

Mediating effect of organizational culture

Companies are formed with people who are raised in various social-cultural regions that have various
values and rules. In addition to this, the culture that describes a community's living style can get
differentiated between companies and societies. Organizational culture is an important idea that
involves the link of activities and aims of the company with social norms and the analysis of attitudes
and movements of individuals within the people. A strong culture of the company is adopted through
employees and management with shared values and beliefs is more significant in developing the
structure that has acquired sustainable growth (Xie, 2019). The structure in the school is usually
emerged based on the organisation's culture, and it acquired a good place in the education field. The
idea of school culture, mainly after the 1980s, has been used to define the comprehensive character of
the idea of company culture in educational firms (Mannion & Davies, 2018). It works to fulfil the
expectations of individuals and to make a positive culture within the school. One of the critical
challenges identified in the school's culture is the weak and robust culture of the school. When leaders
follow a transformational leadership style in schools while having a supportive culture, this helps
enhance motivation to teach and learn. Over this, honest and sincere links among school members and
the action sense together become more significant. Administrators in this environment have a clear
sense of purpose and duty. They make positive links within organizational members and transform
school as some sustainable structure into a learning company with partners’ participation (Curry et al.,
2018). The school culture is the most significant factor that identifies the school’s perception and the
behaviour patterns of different partners, particularly students and teachers. Over here, the shared
leadership style comes into action, and this study analyses the role of leaders in organizational culture.
In addition to this, Rijal (2010) conducted a research study for understanding the relationship between
leadership style and organizational culture. They found that different leadership styles are linked with
the development of different types of organizational culture. It is not possible to gain positive outcomes
in an organization by following a transformational leadership style. However, there is always a need to
develop motivating culture and empowered culture in an organization.

Within the literature, research has identified that leadership behaviour identified through school
administrators empowers employees’ organizational commitment and enhances the work-life quality
through a supportive organizational culture. It also increases satisfaction at the job, organizational
health, and leadership styles (Erthal & Marques, 2018). In addition to this, the company's culture and
working style mediate the link between job satisfaction and leadership style. There is proof that
leadership shown through the school administrator plays a significant role in growing and shaping the
organizational culture. In contrast to this, laissez-faire leadership tends to influence teachers' trust in
school negatively. There is a negative and significant direct link between organizational cynicism and
transformative leadership.

Hy: OC significantly mediates the relationship between TFL and OL.
Hs: OC significantly mediates the relationship between TSL and OL.
He: OC significantly mediates the relationship between LF and OL.

Methods

Research approach

In order to analyze the impact of leadership styles on organizational learning in educational institutions
of Turkey, a quantitative research approach has been used. As per the quantitative research method,
the researcher has focused on using facts and figures. According to this approach, the key focus is placed
on the testing of theory. This method proved to help generate reliable and valid research outcomes
(Kothari, 2004), ensuring less bias owing to its high objectivity and accuracy (Goddard & Melville, 2004).

Population and sampling

The research is based on the population of educational institutions of Denizli/Turkey. The whole
population of the study is all high school teachers working in educational institutions of
Denizli/ Turkey, which is 3750 high school teachers. A sample of 310 respondents was selected based
on the purposive sampling technique. The selected purposive sampling was a type of non-probability
sampling, according to which researchers relied on judgments while selecting members from the
selected population. As the researcher lives in Denizli/Turkey, the data were collected from those
teachers working in higher schools of Denizli/ Turkey, who were readily and easily available. As the
study was mainly focused on exploring the impact of leadership styles on organizational learning in the
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case of educational institutions of Turkey, it was essential to select teachers working in those institutions
to get their point of view. After distributing questionnaires, the researcher collected 310 out of 400 filled
questionnaires. The researcher used this sampling strategy, as it helped in conducting the research
survey in a lesser period (Kumar, 2018).

Table 1. Demographic Analysis

Frequency  Percent

Gender Male 220 71
Female 90 29

Age 20-29 93 30
30-39 60 19

40-49 93 30

50-59 64 21

The primary data in the current research study has been collected from 310 teachers working in higher
schools in Turkey. Among 310 respondents, there were 220 males and 90 females (as shown in Table 1).
It means there was more percentage of male teachers as compared to female teachers. Their age was
also analyzed, and it was found that 30% of respondents belonged to 20-29 years of age, 19% belonged
to the age group of 30-39 years. In addition to this, 21% of respondents belonged to 50-59 years.
Therefore, most people who participated in the study belonged to the age group of 20-29 and 40-49.

Research instrument

The questionnaire consisted of items related to leadership styles and their impact on organizational
learning. The items related to leadership styles were taken from the research study of Muthiani (2019),
organizational culture items from O'Reilly III et al. (1991) and organizational learning items from
Mullford (2005). In order to ensure the reliability of the questionnaire, the pilot study was conducted.
In the pilot study, the researcher collected data from 85 respondents and then value of Cronbach’s alpha;
TFL (0.97), TSL (0.82), LFL (0.82), OC (0.75) and OL (0.70). The questionnaires were distributed to
teachers of higher educational institutions to get their point of view about leadership styles followed by
principals and their impact on organizational learning. The items added to the questionnaire were
designed based on a five-point Likert scale. As per the five-point Likert scale, 1= Strongly Disagree, 2=
Disagree, 3= Neutral, 4= Agree, and 5= Strongly Agree.

Data analysis

After collecting data through questionnaires, it was analyzed with the help of the descriptive analysis
technique. Besides this, the researcher also checked the normality of data through values of skewness
and kurtosis. Moreover, regression analysis and correlation analysis were used to test the influence of
critical, independent variables on the dependent variables. Moreover, the reliability analysis of the
questionnaire used in the study was also checked using the value of Cronbach’s alpha.

Findings and results

Descriptive statistics

The findings of mean and standard deviation for all variables have been included in Table 2. From table
2, it can be seen that the perception of teachers about transformational leadership is at an intense level
(M=3.5097, SD=0.58940). On the other hand, the value of standard deviation for transformational
leadership is relatively low, which there is not much dispersion in the data, and almost all values are
closer to the mean value. Moreover, the perception of teachers about laissez-faire leadership style is at
the medium level (M=2.3016, SD=0.64374), which means the value of standard deviation is not too high,
so there is not much dispersion in data collection related to laissez-faire leadership style, and the
perception about transactional leadership style is at low level (M=2.2538, SD=0.43751). It means, as
compared to other variables, the value of standard deviation is lowest for transactional leadership style.
Hence, all values are closer to the mean value. Along with this, the perception regarding mediating
effect of organizational culture is relatively high (M=3.4505, SD=0.64881), which means, as per most
respondents, organizational culture is something that significantly mediates the relationship between
leadership styles and organizational learning and the value of standard deviation is low, so there is no
dispersion in data. The ‘N’ value depicts the total number of responses, which is 310 for all variables.
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Table 2. Descriptive Statistics and Correlation Statistics

Mean Std. Deviation N

ocC 3.4505 .64881 310
TSL 2.2538 43751 310
LFL 2.3016 .64374 310
OL 3.1376 56671 310
TFL 3.5097 .58940 310

1 2 3 4 5
Organizational Culture 1

310
Transactional -.054 1
Leadership 339

310 310
Laissez-faire leadership -.005 126 1

932 .027

310 310 310
Organizational .183™ .097 -116" 1
Learning .001 .090 042

310 310 310 310
Transformational .109 .041 -.072 1427 1
Leadership .055 476 .208 .012

310 310 310 310 310

Table 2 include correlations statistics for each variable. For example, the value of Pearson Correlation
for the relationship between Transformational Leadership and Organizational Learning is 0.142, and
the significance value is 0.012. It means there is a weak significant and positive correlation between TFL
and OL.

The value of Pearson Correlation for the relationship between Transactional Leadership and
Organizational Learning is 0.097, and the significance value is 0.090. As the significance value is 0.09,
which means the relationship is significant at a 90% confidence interval, the relationship is insignificant.
Therefore, based on the value of Pearson correlation, it is found that there is a weak significant and
positive correlation between TSL and OL.

In addition to this, the value of Pearson Correlation for the relationship between Laissez-faire leadership
style and Organizational Learning is -.116, and the significance value is 0.042. As the value of
significance is less than 0.05, the relationship between variables is significant. However, as Pearson
Correlation's value is negative, the Laissez-faire leadership style hurts Organizational Learning.

Therefore, the Pearson correlation value depicts a weak and negatively significant correlation between
LFL and OL.

The correlation statistics also includes an analysis of the relationship between Organizational Culture
and Organizational Learning. The value of Pearson Correlation for the relationship between
Organizational Culture and Organizational Learning is 0.183, with a 0.001 significance value. It means
there is a weak and positively significant relationship between OC and OL.

Normality assumption

Table 3. Normality Statistics

N Skewness Kurtosis

Statistic Statistic Std. Error Statistic Std. Error
OoC 310 .008 138 -.500 276
T 310 -139 138 -.136 276
LF 310 241 138 .353 276
OL 310 -.627 138 512 276
TL 310 -.732 138 .013 276
Valid N (listwise) 310

From the skewness values, it can be seen that all values are less than -1, so it means the distribution is
left-skewed. However, the kurtosis values are low, which means there are no outliers in the data set.
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Moreover, all values are within the range of +3 and -3 (Limpert & Stahel, 2011), so it means the data is
normally distributed, so this assumption for regression is also met.

Multicollinearity test

As the assumption of normality for regression analysis has been met, it is now essential to test whether
there is a similarity between independent variables. In order to check this, a multicollinearity test has
been performed. In order to have a good regression model, it is essential to have no multicollinearity in
the data set. Therefore, when values of VIF are between 1 to 10, it means there is no multicollinearity.

Table 4. Multicollinearity Statistics

Collinearity Statistics

Model Tolerance VIF
1 (Constant)
T .983 1.017
LF 982 1.019
TL .996 1.004
2 (Constant)
T .980 1.020
LF 982 1.019
TL 994 1.006
oC 996 1.004

As the values of VIF for all variables are between 1 and 10, it means there is no multicollinearity. Hence,
this assumption is also met (Daoud, 2017).

Durbin-Watson test

Durbin-Watson test is used to test the auto-correlation in residuals. According to the rule of thumb, it
is important to have values between 1.5 to 2.5 to meet this assumption for regression statistics (Freund
& Wilson, 2006). For current data, the value of Durbin-Watson is 1.993, which means it is more
significant than 1.5 and less than 2.5, so it means this assumption is met.

Table 5. Durbin-Watson Values

Adjusted R Std. Error of the
Model R R Square Square Estimate Durbin-Watson
1 176a .031 .021 .56060
2 .256b 066 .053 .55140 1.993

a. Predictors: (Constant), TL, T, LF
b. Predictors: (Constant), TL, T, LE, OC
c. Dependent Variable: OL

Regression analysis

In this study, regression analysis was used for determining whether dependent variables are predicted
through independent variables about the third sub-dimension of the study as the study included
mediator, which is referred to as the third variable, which allows a provided argument for influencing
a specific dependent variable, so mediation analysis has also been done in this study. It is essential to
have a significant relationship between mediating variables and predictor variables. Therefore, it is
essential to have a significant relationship between these variables when regression analysis is
performed. When entry mediating variable and predictor variable is done synchronically, the
relationship can get non-significant, or a reduction in the introductory level of significance has resulted.
In this research study, three leadership styles (TFL, TSL and LFL styles) were studied as independent
variables and organizational learning was studied as a dependent variable. Moreover, the analysis has
been done on whether or not organizational culture (school culture) plays a mediating role in the
relationship between leadership styles and organizational learning.
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Multiple linear regression

Table 6. Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 .206a .042 .033 55726
a. Predictors: (Constant), LFL, TFL, TSL

Table 6 shows that the value of R square is 0.042, which means 4.2% of the data fit the regression model.
Thus, even though R square's value is positive, its value is not that high, so it means the data is not a
better fit into the model.

Table 7. Anova

Model Sum of Squares Df Mean Square F Sig.
1 Regression 4.215 3 1.405 4.525 .004b
Residual 95.023 306 311
Total 99.239 309

a. Dependent Variable: OL
b. Predictors: (Constant), LFL, TSL, TFL

The F-statistics has been used to analyze whether the dependent variable is predicted through
independent variables. As the value of F is greater than 1, the relationship between independent and
dependent variables is significant.

Table 8: Coefficients

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.634 .269 9.777 .000
TFL 124 .054 129 2.301 .022
TSL 138 .073 106 1.883 .061
LFL -.105 .050 -.120 -2.117 .035

a. Dependent Variable: OL

Table 8 illustrates the value of the beta coefficient of the regression model for the relationship between
transformational leadership style and organizational learning. As this model regresses organizational
learning on transformational leadership, table 8 indicates the beta coefficient as 0.124. The beta
coefficient depicts the slope of the relationship, i.e. the change in the dependent variable by a unit
change in the independent variable.

In a current research study, the beta coefficient implies that a 1% change in the transformation
leadership will bring about a 12.9% change in organizational learning. In addition, the beta value is
positive. Therefore, it implies a positive relationship between organizational learning and
transformational leadership, i.e. an increase in transformational leadership is expected to bring a 12.9%
increase in organizational learning. Therefore, as the beta coefficient is significant, the null hypothesis
is rejected, and it is concluded that there is a significant impact of the transformational leadership style
of principals on organizational learning in the case of higher schools of Turkish.

Model for organizational learning and transactional leadership style indicates that value of significance
is 0.061 and value of beta is less than 2, which means the null hypothesis is accepted and alternative
hypothesis (H2) is rejected. Hence, it means transactional leadership style does not significantly affect
organizational learning.

In a current research study, a model for organizational learning and laissez-faire leadership style
indicates that the beta coefficient implies that a 1% change in the Laissez-faire leadership style will bring
about a 12.0% change in organizational learning. In addition, the beta value is negative; therefore, it
implies a negative relationship between organizational learning and Laissez-faire leadership style, i.e.
an increase in the Laissez-faire leadership style is expected to bring a 12% decrease in organizational
learning. Therefore, as the beta coefficient is significant, the null hypothesis is rejected, and it is
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concluded that there is a significant negative impact of the Laissez-faire leadership style of principals
on organizational learning in the case of higher schools of Turkey.

Mediation analysis

Table 9. Model Summary for Mediation Analysis

Model R R Square
1 206 042
2 271 073

The value of R square is 0.073, which means 7.3% variation is explained in organizational learning due
to leadership styles and organizational culture changes. Moreover, the value of R square depicts that
7.3% of data fits into the regression model.

Table 10. ANOVA

Model F Sig.
1 Regression 4.525 .004
Residual
Total
2 Regression 6.024 .000
Residual
Total

The value of F for model 2 is more significant than six, and the significance value is 0.000, which is less
than 0.05, so it means the model is significant with the existence of an independent and mediating
variable.

Table 11. Coefficients for Hierarchical Regression

Unstandardized Coefficients

Model B Std. Error t Sig.
1 (Constant) 2.634 269 9.777 .000
TFL 124 .054 2.301 022
TSL 138 .073 1.883 .061
LFL -.105 .050 -2.117 .035
2 (Constant) 2.141 307 6.965 .000
TFL 105 .054 1.964 .050
TSL 152 072 2.099 .037
LFL -107 .049 -2.183 .030
OC 154 .049 3.181 .002

The values of t are far greater than 1 for all variables, and values of significance are less than 0.05, so it
means all null hypotheses related to mediating variables are rejected, and alternate hypotheses are
accepted. As the value of significance is less than 0.05 for all variables, even in direct and indirect
relationships, it means there is partial mediation of organizational culture on the relationship between
independent and dependent variables.

Based on the Sobel Test, the value of Sobel Test Statistics is 0.25431, and the value of one-tailed
probability is 0.39962, and the two-tailed probability is 0.79925. Therefore, as the values of probability
for mediation by the Sobel Test are between 0 and 1, it means there is a significant mediating effect of
organizational culture on the relationship between leadership styles and organizational learning (Abu-
Bader & Jones, 2021).

In line with the hypotheses determined within the scope of the study, the analyses detailed above were
carried out. As a result, the hypotheses H1, H3, H4, H5 and H6, determined within the study's scope
and analysed simultaneously, were accepted.

Discussions

As per current findings, it is revealed that the TFL style of principal is perceived to be having the highest
impact on organizational learning. Keawchaum (2017) claimed that when school principals follow a
transformational leadership style, this ultimately builds an environment in which teachers are
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encouraged to play their best role in improving students' learning. Similar to this, Bouwmans et al.
(2017) also argued that the transformational leadership style is one of the most effective leadership styles
because it is directly linked with the improved performance of followers. When a teacher follows a
transformational leadership style, this ultimately helps effective foster decision-making. In addition to
this, the study has revealed no significant impact of transactional leadership style on organizational
learning. This finding is the opposite of the findings of Zagorsek, Dimovski & Skerlavaj (2009), who
claimed that principals in schools follow a transactional leadership style. They give importance to giving
rewards and perks to teachers. Giving rewards and perks to teachers proves to help enhance teachers'
motivation level and encourage them to participate in students' learning activities fully. However,
Berson, Nemanich, Waldman, Galvin, and Keller (2006) argued that the effect of the transactional
leadership style is less than the transformational leadership style. In cases where the learning level in
schools is not significantly improved, teachers' satisfaction and commitment levels are low with
transactional leadership (Devece, Palacios & Ribeiro-Navarrete, 2019).

Moreover, the punishments or rewards are proved dependent on the outcomes. The followers and
leaders set some predefined objectives. Leaders who use transactional leadership provide specific tasks
to followers and give punishments or rewards dependent on the outcomes. The followers and leaders
set predefined objectives when they fail to fulfil the given objective, which ultimately does not enhance
the organisation's learning level (Tang, 2019).

Along with this, another leadership style that has been studied in this research study is the laissez-faire
leadership style. A laissez-faire leader does have direct followers’ command and fails in giving good
responses. This finding is similar to Kopia (2016) findings which stated that the laissez-faire leadership
style is more familiar with trained and experienced workforce needing minor fall of supervision.
However, the style of laissez-faire makes no leadership efforts from leaders that can result in increased
costs, less control, and poor production. Besides this, the Laissez-faire leadership style hurts
organizational learning. Similarly, Devece, Palacios, and Ribeiro-Navarrete (2019) also claimed that
employees could abuse laissez-faire leadership, resulting in low accountability and such leadership
style. It means following such a leadership style can result in low productivity by teachers, ultimately
reducing the quality of organizational learning in schools.

Moreover, the study has revealed that it is always important to focus on the school's culture and give
importance to leadership styles. The development of good organizational culture in schools improves
the relationship between leadership styles and organizational learning. This finding is similar to the
research study conducted by Curry et al. (2018), who stated that an organization helps enhance overall
performance and learning ability within a firm. Therefore, it is always essential to develop culture so
that people within a specific organization can feel motivated towards achieving both individual and
organizational goals.

Conclusions

This study has been carried out for investigating the impact of leadership styles on organizational
learning in high schools of Turkey. Moreover, the study also included an analysis of mediating role
played by OC on the linkage between leadership style and OL. It has been found that there is a
significant impact of leadership styles on organizational learning. Along with this, organizational
culture significantly mediates the relationship between leadership styles and organizational learning.
Transformational leadership provides a positive escalation in the leader's performance that surpasses
the influences of some transactional leadership. It is identified as being significantly and positively
linked with the satisfaction of followers. The transactional style of leadership is theorized to involve
exemption management and contingent reward. In contingent reward, the leader's primary focus is
over the classification of straightforward tasks that are done together with some rewards to be achieved
on accomplishment that satisfies the exchange spirit between different parties.

On the other hand, management-by-exception implies leaders ensuring timely and proper
accomplishment of some perspectives. Leaders who use transactional leadership provide some of the
essential tasks for followers to perform. When principals in school follow a leissez-faire leadership style,
the level of learning within schools gets reduced. Reduced level of learning is because following such a
leadership style by principals reduces the cohesiveness of teams.

This research study proves to help add value to the literature because none of the prior research studies
investigated the impact of leadership styles on organizational learning and the mediating effect of
organizational culture. As the study is focused explicitly on higher educational institutions of Turkey,
this provides essential information about how leadership styles of school principals can influence
organizational learning, especially in the context of Turkish higher institutions. In addition to theoretical
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implications, the current research study also has practical implications. The findings of this study are
beneficial for school principals of educational institutions, as they can get to know about the most
effective leadership styles, which can prove to help enhance the level of learning within schools.
Moreover, the management of schools can get to know about the importance of organizational culture
for improving organizational learning within higher schools. Thus, the research study has both
theoretical and practical implications. However, as the sample size is small, it cannot be generalized to
larger sample size. So, in the future, researchers can focus on using a larger sample size. Moreover,
future research studies can be conducted within other contexts, like in different countries.
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Abstract

The road transportation sector is an integral part of foreign trade and the locomotive of economic
development. The COVID-19 outbreak caused the closure of customs gates for a certain period in
addition to a decrease in demand for goods and services and thus profoundly affected the road
transport industry. For businesses operating in the road transportation sector, occupational
commitment and exposure to mobbing of employees during the pandemic are vital in terms of
business performance. This study examines occupational commitment and mobbing on the intention
to leave during the COVID-19 pandemic. Although there are many studies in the literature on the
effects of the COVID-19 pandemic, there has been no study examining the relationship between these
three variables in the road transportation industry. This study is the first empirical study to examine
variables such as intention to leave, mobbing, and professional commitment during the pandemic
period in Turkey. The research universe consists of 45 logistics companies that provide transportation,
customs clearance, storage, insurance, logistics value-added services. The sample consists of
businesses engaged in national and international road transport, strengthening the representation
ability. As a result of the study, it was determined that mobbing sub-factors did not decrease
emotional, occupational commitment, and mobbing increased the intention to leave. Thus, it has been
proven that there is a negative relationship between emotional and normative occupational
commitment and intention to leave. It is expected that this study will contribute significantly to the
businesses and the literature operating in road transportation during the COVID-19 pandemic.

Keywords: COVID-19, Road Transportation, Occupational Commitment, Mobbing, Intention to
Leave

Jel Codes: .91, M10

Oz

Karayolu tasimaciign sektorii dis ticaretin ayrilmaz bir parcasi ve ekonomik kalkinmanin
lokomotifidir. COVID-19 salgim gtimriik kapilarimn belirli bir siire kapatilmasina, mal ve hizmet
taleplerindeki diisiistin yasanmasma neden olmus ve karayolu tasimacilik sektortinii derinden
etkilemistir. Karayolu tagimacilik sektoriinde faaliyet gosteren isletmeler agisindan pandemi
stirecinde calisanlarm mesleki bagliliklar1 ve mobbinge maruz kalma durumlar: isletme performansi
agisindan hayati neme sahiptir. Bu calismanin amaci, COVID-19 pandemi siirecinde mesleki baglilik
ve mobbingin isten ayrilma niyeti tizerindeki etkisini incelenmektir. Literatiirde COVID-19
pandemisinin etkilerine iliskin birgok calisma olmasina ragmen karayolu tasimacilif1 sektdriinde bu
tic degisken arasindaki iligkiyi inceleyen bir calismaya rastlanmamistir. Bu calisma, Tiirkiye'de
pandemi doneminde isten ayrilma niyeti, mobbing ve mesleki bagllik gibi degiskenleri inceleyen ilk
ampirik calisma oOzellgini tasimaktadir. Arastirmanmn evrenini tasima, giimriikleme, depolama,
sigorta, lojistik katma degerli hizmetler sunan 45 lojistik firmast olusturmaktadir. Orneklemin hem
ulusal hem de uluslararas: karayolu tasimaciligi yapan isletmelerden olusmasi temsil kabiliyetini
gticlendirmektedir. Arastrma sonucunda, mobbing alt faktorlerinin duygusal mesleki baghilig
azaltmadig1 ve mobbingin isten ayrilma niyetini artirdig1 belirlenmistir. Duygusal ve normatif mesleki
baglilik ile isten ayrilma niyeti arasinda negatif bir iliski oldugu kanitlanmistir. Bu calismanin COVID-
19 pandemi déneminde karayolu tasimaciligi alaninda faaliyet gosteren isletmelere ve literatiire
onemli katkilar saglamasi beklenmektedir

Anahtar Kelimeler: COVID-19, Karayolu Tasimaciligi, Mesleki Baglilik, Mobbing, Isten
Ayrilma Niyeti
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Introduction

The COVID-19 epidemic, which originated in China in December, appeared in Turkey in March 2020,
has affected the world ever since is a very large-scale crisis that causes global supply chain interruptions.
By creating a domino effect in the supply chains, the businesses shut down, the supplier enterprises
could not sell their products, and the prospective client could not provide input. All countries faced
economic and social crises due to the epidemic that affected the world. The economic crisis has
adversely affected countries with intense international trade, and one of the sectors most affected has
been the road transportation sector. When the road transport data in 2020 and 2019 are compared,

passenger transport decreased by 14.9% compared to the previous year, while cargo transport increased
by 1.99% (KGM, 2021).

Especially in the COVID-19 pandemic, issues such as occupational commitment, mobbing, and
intention to leave have been a subject of interest in business (Said and El-Shafei, 2021). In an increasingly
competitive environment with globalization, meeting employees' sensitivity affects their occupational
commitment and is vital in reducing their intention to leave (Varol, Karaer and Ortakarpuz and 2017).
In recent years, mobbing, which is spreading rapidly in international businesses, advancing insidiously,
decreasing the synergy and energy of the business, has been faced. Mobbing is a fundamental
organizational problem that causes tension and a conflictual climate and negatively affects the
employees' job satisfaction and occupational commitment. The loss of corporate memory and the costs
incurred in the organization if employees exposed to mobbing leave their jobs are also remarkable
(Erdirengelebi and Filiz6z, 2016). During the COVID-19 pandemic, selection and training efforts to find
qualified employees along with qualified personnel are reflected as an additional cost to the business.
The costs arising in this process can directly affect the productivity and profitability of the business
(Abdallaa, Said, Ali, Ali and Chen, 2021).

The purpose of this study is to examine the relationship between exposure to mobbing, occupational
commitment levels, and their intention to leave the road transport industry during the COVID-19
pandemic period. Unfortunately, there is no study investigating the highway transport workers'
occupational commitment, intention to leave, and mobbing during the COVID-19 pandemic in the
literature review. So, the specified gaps in the literature are tried to be fulfilled via this study's
contributions as listed below:

1. This study aims to analyse the relationship among occupational commitment levels of highway
transport workers, mobbing, and intention to leave. The survey is specially constructed for this study
and applied in 45 large and medium-sized logistics enterprises.

2. It reveals the level of mobbing exposure of highway transport workers during the COVID-19
pandemic process.

3. It is to measure which of the occupational commitment factors of highway transport workers is higher
during the COVID-19 pandemic.

4. Itis to determine intention to leave whether highway transport workers' leave their jobs is high during
the COVID-19 pandemic.

5. It is anticipated that this study will significantly contribute to the logistics sector practitioners and the
literature.

The study consists of five parts. In the first part, the introduction, in the second part, a literature review
was done on-road transportation, mobbing, occupational commitment, and intention to leave during
the COVID-19 pandemic period. The method of the research is included in the third part and the
findings in the fourth chapter. Finally, in the fifth chapter, results and evaluations are presented.

Literature review
Road transportation during the COVID-19 process

Road transportation is defined as the mode of transport that can offer unique solutions to the demands
and demands of the consumer, performs the delivery of the products from the exit point to the
destination point by vehicles for a certain fee, and is realized with a contract between the carrier and
the shipper (Taskin and Durmaz 2012). The fact that the entrance to the market in road transportation
and infrastructure costs are lower than other transport modes facilitate entry to the sector and enables
road transport to be more widespread. If the geographical conditions are suitable, the transportation
network is quite vast. It has a unique capability as it is the only type of transportation provided from
door to door. Also, It is more advantageous to plan trips at any time of the day and provide loading-
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unloading services compared to other transportation modes. Road transportation provides a high
degree of flexibility in the time schedules and routes of transport vehicles in passenger and freight
transportation (Karacan and Kaya 2011). In addition to the shipment of products of very different
volumes.

Although road transportation has many positive aspects, its negative aspects are also remarkable.
Affected by weather conditions, high risk of accidents, additional costs incurred in customs procedures,
long waiting times reduce transportation efficiency. Besides, high costs and the need for additional
equipment pose disadvantages in transporting high tonnage products (Dogan, 2014). In addition to the
fact that fixed costs are higher than low variable costs, unit costs are also higher than maritime and rail
transportation (Acar and Cakmak, 2013). Also, it is less preferred in the shipment of tiny loads in terms
of time and cost factors (Koban and Keser, 2011).

The COVID-19 outbreak in Turkey, which started in March 2020, caused many procurements and road
shipment processes problems. In this process, the road transport operation has changed drastically.
Logistics enterprises have implemented road transport, storage, distribution, and inventory functions
by using technological tools with a few personnel and paying attention to social distance and hygiene
rules. Studies have been carried out to determine the contact of infected employees working in the
highway operation with other employees, and social severe distancing measures have been taken. No
studies have been found in the literature that examines the impact of the COVID-19 outbreak only on
the road transportation sector. There are many studies in the literature dealing with the effects of the
COVID-19 pandemic within the logistics and supply chain management framework. In the study of
Senir (2021), it was stated that quarantine practices and employees who are unable to go to work could
cause deterioration in supply; It draws attention to the fact that changes in consumer preferences cause
deterioration in demand. Problems were encountered, especially in supplying medical supplies such as
respirators, masks, and medicine. There were difficulties in supplying protective equipment such as
gloves, masks, hand disinfectants to highway workers.

Nakiboglu (2020) stated in his study that the COVID-19 outbreak caused limitations in national and
international logistics activities, delays in shipments, and increased logistics costs. In their study, Akcaci
and Cmaroglu (2020) pointed out that as a result of additional controls at international border entries
and exits due to the effect of the pandemic, long vehicle queues are formed, and delays in shipment are
experienced. These delays also lead to increases in freight prices. Furthermore, according to Geng and
Kaya (2021), many new regulations related to international trade and transportation implemented with
the COVID-19 epidemic (such as the transition to the appointment system in customs procedures,
change of ATR processes, restrictions on some products in international trade, and the obligation of 14-
day quarantine for drivers ...) They discussed this in detail. Besides, they argue that the inability to
deliver on time negatively affects international logistics performance; container supply time reaches 2-
3 weeks, and deliveries are made at least 2-3 days late.

In their study, Liu, Liang, Bao, Qin, Lim (2020) explained that the COVID-19 outbreak in China
disrupted the logistics distribution networks of enterprises and significant reductions in logistics
demands and transport capacities. It is stated that logistics centres are vital in delivering urgent
materials as soon as possible in this epidemic. In his study, Mogaji (2020) concluded that the COVID-19
outbreak in Nigeria caused an increase in transportation costs, a decrease in operational efficiency, and
a lack of transportation infrastructure. Loske (2020) mentioned that the change in the purchasing
behaviour of consumers due to the restrictions in Germany affects the transport capacity dynamics, and
the demand for the transportation of uncooked food products has increased. Saladie, Bustamante,
Gutierrez (2020) found that with the COVID-19 outbreak, traffic accidents in the Spanish province of
Tarragona decreased by about 74%. Akbal (2020) emphasizes the need to establish a flexible supply
chain against demand fluctuations to prevent the bullwhip effect in the COVID-19 pandemic.
Furthermore, it emphasizes the importance of practical information sharing with each member in the
supply chain over the information network. Karli and Tanyas (2020) determined that the importance of
information in supply chain management increased even more during the pandemic process, and those
strategies developed to minimize supply chain management risks should be managed proactively.

During epidemic periods, there are usually difficulties in material supply, decreased efficiency in
operational activities, and price fluctuations (Ivanov, 2020). It is seen that similar situations are
experienced in this epidemic. Due to the COVID-19 crisis, it is predicted that approximately 25 million
people will lose their jobs globally, and millions will be unemployed, so the impact of COVID-19 on
global working life will be both very deep and extensive (ILO, 2020). Also, the widespread use of e-
logistics activities during the pandemic has created new bottlenecks for logistics service providers.
Sudden unexpected developments in demand and supply revealed the necessity for logistics enterprises
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to have a more flexible structure. The highway transport workers must work in coordination with the
business personnel involved in supply chain management.

Mobbing

Mobbing is defined as the systematic, specific, frequently applied harmful behaviours and pressures to
subordinates of superiors, superiors or subordinates, or colleagues with the same status within the
organization (Vandekerckhove and Commers, 2003). This concept is a complex and multidimensional
issue frequently encountered in workplaces but often cannot be explained by the person for personal
reasons, avoided and sometimes ignored, and has severe effects on employees' physical and
psychological conditions (Kudielka 2004).

The feature that distinguishes mobbing from the ongoing conflict between two workers is a type of
behaviour and conflict that can cause psychological and physiological damage to the individual in its
systematic and long-term development and consequences (Browne and Smith, 2008). Mobbing is a
process that develops in various stages and can turn into more disturbing behaviours over time. These
behaviours may be persistent, aggressive, insulting, or abusing their power, causing the other person
to feel threatened, humiliated, and confused (Clarke, 2002). It starts unnoticed but progresses so quickly
that irreversible points can be reached (Davenport, Schwartz and Elliott, 2003). The loss of those exposed
to mobbing occurs not only socially but also economically. Victims may choose to accept mobbing, not
complain, and avoid conflict, or they may intend to quit and find it more appropriate to report this
situation to senior management (Altunay, Oral and Yalginkaya, 2014). Those exposed to mobbing are
not only affected, but they also think that other colleagues may be exposed to such negative behaviours.
To not be a victim and survive within the organization, mobbing employees leads to unethical
behaviours. As a result, employees lose their trust in each other and the organization and seek new jobs.
Vartia (2001) proved that factors such as the structure of the organization, the characteristics of the job,
and leadership styles are related to mobbing and that the victims of mobbing experience discomfort
such as job dissatisfaction, depression, and absenteeism. In his study, Salin (2001) stated that those at
the lower hierarchy levels are more likely to be exposed to mobbing.

Occupational commitment

Occupation is an influential factor in the individual's self-realization and self-definition within the social
structure, and it is defined as the activities that people maintain based on the knowledge and skills
gained through a specific education to earn their lives (Elchardus and Smiths, 2008). This concept
effectively makes the individual's perception of his profession bring behavioural results and make the
individual visible in society (Teng, 2008).

Occupation commitment is expressed as employees' psychological relationships with their professions
and emotional reactions (Allen and Meyer, 1990). In this context, it is observed that employees with
high professional commitment make efforts to develop their skills and qualifications, spend energy to
develop their careers, and feel a sense of gratitude to their organizations. Changes in working conditions
obscure employees' career development and cause them to develop a negative attitude towards their
organization (Morrow, 1993). Occupation commitment is a conceptual structure consisting of emotional,
normative, and continuity dimensions (Meyer, Allen and Smith, 1993). Employees feel that investing in
their profession is a more rational approach to cope with environmental and organizational uncertainty.
In this context, they prefer to be attached to their profession rather than to their organization (Blau,
2003). Factors such as leadership characteristics within the organization, wage level, and working
conditions may be effective in the occupation commitment of employees and their decision to leave
(Cohen, 2000).

The intention to leave

The intention to leave the job is described as the active and destructive actions taken by the employees
when they are not satisfied with the working conditions (Rusbelt, Farrell, Rogers and Mainous, 1988).
This concept is also expressed as individuals' desire to leave their current jobs or professions to seek a
new job or profession (Meyer, Stanley, Herscovitch and Topolnytsky, (2002). The employee's desire to
consciously plan and realize the departure from his organization and the continuity of this request
effectively realises the intention to leave (Allen, Weeks and Moffitt, 2005; Cho, Johanson and Guchait,
2009). The cognitive and behavioural stages of the intention to leave function as the employee's decision
to leave the organization (Lagerlund, Sharp, Lindqvist, Runesdotter and Tishelman, 2015).

The intention to leave is classified into three groups: exogenous, personal, and work-related factors.
External factors include employees' perceptions, unemployment rates, and resumption rates; personal
factors include age, gender, years of employment, education, marital status. Work-related factors are
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wage, job performance, job description, job satisfaction, routine work, promotion opportunities (Tuna
and Yesiltas, 2014). Factors affecting employees' intention to leave their jobs are also stated as
"environmental factors, organizational culture and values, relations with colleagues, job/role demands
and expectations, and career development opportunities" (Takase, Maude and Manias, 2005). Weisberg
and Kirschenbaum (1991) stated in their study that the intention to leave decreased as the age and the
duration of the experience increased, and the higher the education level and professional level, the
higher the intention to quit. Cotton and Tuttle (1989) found a negative relationship between intention
to leave and income level. Griffeth, Hom and Gaertner, (2000) argued that lower-income employees
intend to quit more. Employees who see low wage levels can easily be divided into organization
memberships. In their studies, Kaur and Mohindru (2013) stated that besides the awareness of wage,
satisfaction with the management style, organizational commitment, and procedural fairness also affect
the intention to leave.

The intention to leave is a preliminary indication of absenteeism and can bring substantial costs to
businesses. Besides, when an employee leaves his job, the social interaction and communication
between other employees in the organization may deteriorate, the emergence of anxiety and tension,
and adaptation problems with the new person is observed (Kanten, 2014). In addition to negatively
affecting the quality of products and services, the departure of a qualified workforce may decrease the
enterprise's competitive advantage (Hsiao, Auld and Ma, 2015). It is observed that employees with low
job satisfaction have a high intention to leave, but if the employee has limited job opportunities,
inadequate skills, and the labour market in which they supply labour is in a bad situation, they may
prefer to stay in their current job, even if their job satisfaction is shallow. (Feldman and Arnold 1983).

Method of research
The purpose, importance and model of the research

A model has been developed within the framework of the purpose of the research, and it is given in
Figure 1.

Mobbin Occupational Commitment
Relations with Hla Emotio_nal
Colleagues Occupational
, = Commitment
HIb

H4a

Hle
Threats and 2 b\ \ Continuity H4b Intention to

Harassment Occupa_ltlonal Leave
H2c Commitment
Hig
H3a
H3b
Barriers about H3c Normative

Job and A Occupational
Career Commitment

Figure 1: Research Model

The relational scanning model, one of the scanning models, was used in the research. A relational
screening model is a research model that aims to determine the existence and degree of change between
two or more variables (Karasar, 1998). Ustu and Tiumkaya (2017) state that the variable affecting
emotional commitment the most is commitment. They found out that the variable that affected the
continuity and normative occupational commitment the most was the intention to leave. Erdirengelebi
and Filizoz (2016) evaluate a positive relationship between mobbing sub-dimensions and the intention
to leave. Arikan Saltik, Avci and Kaya, (2016) determine that the perception of the social status of the
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profession and individual-profession harmony have a significant and positive effect on occupational
commitment, while they explain that high occupational commitment reduces the intention to leave.

Meyer, Allen and Smith (1993) declare that when emotional attachment to the profession is high, the
tendency to stay in the profession. Carson, Carson, Philips and Roe, (1996) argue that individuals
affiliated with their profession can maintain their membership even if they are not affiliated with their
organization, considering the scarcity of job alternatives or the cost of leaving the profession. Wildes
(2004) states a significant relationship between an individual's perception of his profession and
continuing the profession. The probability of the employee leaving the organization at any time in the
future depends on the individual's behaviour, the underlying goal of the behaviour, and when the
behaviour is activated (Hughes et al., 2010). It is predicted that the intention to leave will develop in
enterprises where the level of organizational trust and organizational commitment is low (Huff and
Kelley, 2003). In addition to the loss of organizational knowledge, culture, talent, and workforce, this
situation also causes negative recruiting consequences such as orientation and training costs (Harvey,
Harris and Martinko, 2008). Cunninghan and MacGregor (2000) conclude that organizational trust
directly affects job satisfaction and the intention to quit. If employees do not see the possible future
successes of the organization and themselves as sufficient, they intend to quit. The employee is
dependent on his profession but may not be affiliated with the organization; if the organization does
not satisfy the professional needs of the individual, the intention to leave the organization increases
(Goulet and Singh, 2002).

In line with the purpose of the study, the model of the research was designed as follows.

Hypothesis la. Relations with colleagues have a negative influence on emotional, occupational
commitment.

Hypothesis 1b. Relations with colleagues have a negative influence on occupational continuity
commitment.

Hypothesis 1c. Relations with colleagues have a negative influence on normative occupational
commitment.

Hypothesis 2a. Threats and harassment have a negative influence on emotional, occupational
commitment.

Hypothesis 2b. Threats and harassment have a negative influence on occupational continuity
commitment.

Hypothesis 2c. Threats and harassment have a negative influence on normative occupational
commitment.

Hypothesis 3a. Barriers to job and career have a negative influence on emotional, occupational
commitment.

Hypothesis 3b. Barriers to job and career have a negative influence on occupational continuity
commitment.

Hypothesis 3c. Barriers to job and career have a negative influence on normative occupational
commitment.

Hypothesis 4a. Emotional, occupational commitment careers have a negative influence on intention to
leave.

Hypothesis 4b. Continuity occupational commitment has a negative influence on the intention to leave.
Hypothesis 4c. Normative occupational commitment has a negative influence on the intention to leave.
Hypothesis 5. Mobbing has a positive influence on the intention to leave.

Sampling and data collection

The sample of the study consists of employees of logistics companies operating in road transport in
Istanbul. Therefore, simple random sampling to collect data method was preferred. During the data
collection phase, contacts were made with employees in the road import, road export, road sales, and
marketing departments of 45 large and medium-sized logistics enterprises. Firstly, a pilot survey was
conducted with 50 highway transport workers to test that the questionnaire applied in the study was
valid and suitable for the study. In the light of the information obtained from the preliminary study, the
questionnaire was given its final form. The study's sample size is 186 at the 95% confidence level and
5% tolerance level for 360 highway transport workers. Seven hundred questionnaires were shared
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online between May 2020 and March 2021. A total of 275 questionnaires were returned. Thirty-one of
them were not taken into account because they were filled incompletely and incorrectly. The remaining
244 questionnaires formed the data set of the study. This study was conducted online to 45 logistics
companies due to time, cost, and risk of contamination during the COVID-19 pandemic process.
Another constraint is the refusal of the highway transport workers to survey by declaring that they do
not have time to conduct a survey.

Analysis of research data

The evaluation of the research data was made with the "SPSS" statistical package program. A 5-point
Likert scale was used in both scales applied in the study. According to the scoring used in the scale, the
items are graded from 1 to 5. The responses of "1: I do not agree at all", "2: I do not agree", "3: I am
undecided", "4: [ agree", "5: I completely agree" are selected by the participants. Considering Baysal and
Paksoy (1999) work, it was decided to use Meyer's Three-dimensional Occupational Commitment Scale,
Allen and Smith (1993). The mobbing scale is from the studies of Laleoglu and Ozmete (2013), and the
intention to leave scale is from Giil, Oktay and Gokge, (2008) adapted.

Findings

Within the scope of the findings, the demographic characteristics of the participants are revealed. The
reliability and factor analysis of the scales used in the study are examined, and finally, the findings
obtained as a result of the regression analysis and hypothesis tests are shown.

The distribution of road transportation employees participating in the study according to the variables
of gender, marital status, age, education status is shown in Table 1.

Table 1: Demographic Findings

Frequency Distributions of Demographic Variables

Gender Frequency % Education status Frequency %
Female 119 48.8 High school 14 57
Male 125 51.2 Associate degree 37 15.1
Total 244 1009 ~Undergraduate 139 57.0
education
Age Frequency % Post graduate 54 2211
Under 20 18 7.4 Total 244 100.0
20-29 107 43.9 Marital status Frequency %
30-39 69 283 Married 105 43.0
40-49 34 13.9 Single 139 57.0
50 and above 16 6.6 Total 244 100.0
Total 244 100.0 Working time Frequency %
Income Level Frequency % Less than 1 year 18 74
2500 1 and below 32 13.1 1-3 years 50 20.5
2501-3500 b 67 27,5 4-6 years 37 15.2
3501- 4500 b 57 23.4 7-9 years 59 242
4501-5500 b 49 20,1 10 years and above 80 32.8
5501- 6500 1 39 16.0 Total 244 100.0
Total 244 100.0

According to Table 1, it was determined that 43.9% of the participants were between the ages of 20-29.
When the gender groups of the participants are examined, it is seen that 51.2% of them are male, and
48.8% are female. Therefore, it was found that the ratio of males to females in the sample was close to
each other. Furthermore, it was determined that most of the participants were undergraduate (57.0%),
and their education level was high. The highway transport workers with more than ten years of work
make up 32.8% of the sample.

The questionnaire used in the field research was created by making use of the studies in the literature.
The questions received were updated in line with the sample, and a reliability study was conducted for
the questionnaires. In addition, Cronbach's Alpha analysis was applied to examine the reliability of the
scales used.
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Table 2. Reliability Analysis

Cronbach’s Alpha Std. Deviation
X Std. Error
Intention to leave scale 0.621 1.8770 0.04122 0.64392
Mobbing Scale

Relations with colleagues 0.903 1.5123 0.03589 0.56060

Threats and harassment 0.726 1.2787 0,02195 0.34288

Barriers about job and career 0.910 1.6506 0.04602 0.71891

Occupational Commitment Scale

Emotional qccupatlonal 0.775 20605 0.05300 0.82787

commitment
Continuity occupational 0.875

commitment 3.1770 0.06922 1.08129

Normative c?ccupatlonal 0.726 31342 0.05661 0.88434
commitment

Data on the levels of occupational commitment, mobbing, intention to leave of the highway transport
workers included in the sample are given in Table 2. As a result of the analysis, in the occupational
commitment scale, which is a 5-point Likert type scale; Emotional commitment of the highway transport
workers expressed with four items is low (x=2.06), continuity attachment expressed with five items is
moderate (x=3.17), and normative commitment expressed with four items is moderate (x= 3.13).
According to the findings, while continuity commitment scores of the highway transport workers have
the highest average, their emotional commitment scores have the lowest average. On the mobbing scale,
it was determined that the highway transport workers had low levels of relations with colleagues 5-
item, threat and harassment 8-item, barriers about job and career expressed with 11 items. Furthermore,
it is observed that the mean of the intention to leave the scale, which consists of 3 questions, is also low
for the highway transport workers. Considering the results of the reliability analysis, relations with
colleagues (a = 0.903), threats and harassment (a = 0.726), and barriers about job and career (a = 0.910)
scales are reliable determined. According to the result of the reliability analysis made with all the
questionnaire questions, the reliability coefficient was determined as a = 0.795, and the scale was found
to be reasonably reliable. Principal component analysis with varimax rotation is employed to clarify the
dimensions of occupational commitment and mobbing on the intention to leave in the road
transportation sector.
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Table 3: Factor Analysis of Mobbing Scale

Factor Loadings
Relations with Threats and Barriers about job
Mobbing Scale colleagues harassment and career

I feel that I become the target of disrespectful behavior. 0.844
I think that I become the target of humiliating 0.836
remarks. '
I think I am scapegoated by my highway transport co-
workers.
My highway transport co-workers pretext to rebuke me. 0.786
I think no one listens to me. 0.719
I think my highway transport co-workers are boycotting 0709
me.
My highway transport co-workers speak to me in
aggressive tones.
I get the impression of being monitored by my highway
transport co-workers.
I feel a hostile climate around me. 0.670
My highway transport co-workers behave that as If I don't 0.660
exist. '
My highway transport co-workers speak behind my back. 0.600
I think I have been subjected to sexual harassment. 0.731
I receive written threats from my highway transport co- 0702
workers. ’
My highway transport co-workers make fun of for my
appearance.
I'am exposed to vulgar jokes of sexual content. 0.682
My highway transport co-workers damage my personal 0.644
possessions. ’
I consider that I am assigned to job duties. below the level
of those for which I was hired.
I am assigned to deskilled tasks. 0.892
I am asked to perform meaningless tasks. 0.873
Jobs duties are assigned to me that are not within my 0.872
competence. ’
I think that my career advancement was prevented by the
management.
I consider that I am excluded from meetings and official
gatherings.
I think that my career advancement was deliberately
hampered.
The essential work instruments are removed without
warning me.

0.800

0.701

0.683

0.700

0.902

0.730

0.696

0.657

0.605

Propositions with factor loadings of 0.80 and above are at a perfect level, factor loadings. It is seen that
the propositions between 0.70 and 0.80 are at a reasonable level. When the Barlett Sphericity test is
examined, it is seen that a highly significant result was obtained (p= 0.000).

Table 4: Factor Analysis of Occupational Commitment Scale

Factor Loadings

Emotional Continuity Normative
Occupational Commitment Scale Occupational Occupational Occupational
Commitment Commitment Commitment
I cannot identify myself with this profession. 0.861
I don't like being a highway transport workers. 0.850
I regret that I entered this profession. 0.750
I consider that this job is an exciting. 0.621
It would cost me dearly to change my profession right now. 0.865
If I change my profession, my life will distrupt. 0.864
It will be very difficult for me to change my profession right now. 0.848
I've given too much to consider changing this profession now. 0.774
Currently, I have to personally endure significant sacrifices in 0734
order to change my profession. ’
Due to my loyalty to my profession, I continue to do this 0.876
profession. ’
If I leave this profession, I will feel guilty. 0.762
I don't think I have the right to leave this profession, even if it give 0.660
me an advantage. ’
I consider continuing this profession as a responsibility that I 0.659

must fulfill.
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According to explanatory factor analysis, it is seen that the factor loads of intention to leave are between
0.719 and 0.848 and are at a reasonable level. If the correlation coefficient is between 0 and + 0.3, the
strength of the relationship is low. If the coefficient is between £ 0.3 and + 0.7, the strength of the
relationship is medium, and if the coefficient is between + 0.7 and + 1, the strength of the relationship is
high (Saruhan and Ozdemirci, 2016). As a result of the correlation analysis, it was determined that the
strength of the relationship between the variables was medium.

Table 5: Regression Analysis Between Mobbing and Emotional Occupational Commitment

Coefficients?
Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 1.725 0.212 8.131 0.000
Relations with colleagues 0.097 0.131 0.065 0.738 0.462
Threats and harassment 0.266 0.185 0.110 1.436 0.152
Barriers about job and career -0.091 0.091 -0.079 -1.002 0.317
R:0.135a R%0.018 F:1.494 a. Dependent Variable: Emotional occupational commitment.

According to the results in Table 5, it was determined that the relationship between mobbing and
emotional, occupational commitment levels was not statistically significant in the multiple linear
regression model (F = 1.494; p <0.001). The emotional, occupational commitment of the highway
transport workers is not affected negatively when they are exposed to mobbing. It is revealed that a
one-unit increase in the mobbing level that the employees are exposed to leads to a 13% decrease in
their emotional, occupational commitment.

Table 6: Regression Analysis Between Mobbing and Continuity Occupational Commitment

Coefficientsa
Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 3.087 0.274 11.278 0.000
Relations with colleagues -0.306 0.169 -0.159 1.813 0.071
Threats and harassment 0.611 0.239 0.194 2553 0.011
Barri bout job and
arriers aboutjob and careet 0138 0118 -0.092 1172 0.242
R:0.204a  R2>:0.042 F:3.480 a. Dependent Variable: Continuity occupational commitment.

According to the analysis in Table 6, mobbing sub-factors and t values calculated for occupational
continuity commitment explain the analysis significantly. The calculated F value (F = 3.480) shows that
mobbing significantly explains the continuity of occupational commitment. Colleagues (p: 0.07),
barriers about job and career (p= 0.242), among the mobbing sub-factors, were found not negatively to
affect occupational continuity commitment. It was determined that only threats and harassment
(p=0.01) among the mobbing sub-factors negatively affected the occupational continuity commitment.
Therefore, the H2b hypothesis was supported.

When the results in Table 7 are examined, it is seen that the regression model established is valid at a
significance level of 0.001 (F value =11.097). Relations with colleagues (p=0.014), threats and harassment
(p=0.028), barriers about job and career (p=0.000) have been found to affect the normative occupational
commitment negatively. In the light of this information; It was concluded that the Hlc, H2¢, and H3c
hypotheses were supported. When the analysis results for each explanatory variable are examined, it is
seen that relations with colleagues have the most significant effect on the normative occupational
commitment variable (3= 0.328).
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Table 7: Regression Analysis Between Mobbing and Normative Occupational Commitment

Coefficientsa
Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 3.921 0.214 18.294 0.000
Relations with colleagues 0.328 0.132 0.208 2480 0.014
Threats and harassment -0.413 0.187 -0.160 -2.207 0.028
Barriers about job and career
-0.457 0.092 -0.372 -4.962 0.000
R:0.349a R2:0122 F:11.097 a.Dependent Variable: Normative occupational commitment.

Table 8: Regression Analysis Between Occupational Commitment and Intention to Leave

Coefficients?
Model Unstandardized Coefficients ~ Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 3.079 0.231 13.326 0.000
Emotional occupational commitment -0.162 0.051 -0.208 -3.199 0.002
Continuity occupational commitment 0.065 0.038 0.110 1.731 0.085
Normative occupational commitment -0.343 0.050 -0.471 -6.893 0.000
R:0.377a R2:0.167  F:16.002 a. Dependent Variable: Intention to leave.

According to Table 8, it is seen that emotional and normative occupational commitment in the road
transportation sector positively affects the intention to leave. 16% of the variance in intention to leave is
due to professional commitment. In line with this information; It has been determined that H4a and H4c
are supported.

Table 9: Regression Analysis Between Mobbing and Intention to Leave

Coefficients?
Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 0.725 0.111 6.517 0.000
Mobbing 0.763 0.070 0.572 10.859 0.000
R:0.572a R%0.328 F: 117.921 a. Dependent Variable: Intention to leave.

Since the significance level was seen in the ANOVA analysis conducted to test whether mobbing in
Table 8 affects the dependent variable or not, the model of the effect of mobbing on the intention to
leave is significant. It has been determined that mobbing positively affects the intention to leave. Each
1-unit change in mobbing creates a 32% change in the intention of leaving the job. In the light of this
information, H5 was supported.

Results and evaluations

It is a known fact that the COVID-19 outbreak has revealed the importance of supply chains in the
globalized world even ware. During the epidemic period, it has been realized that all supply chain
operations must function flawlessly to deliver cleaning, food, and health products as soon as possible.
Since Turkey is a country with a high potential to become an international supply chain centre, COVID-
19 capable of managing outbreaks true, that having a structure that can adapt rapidly to the innovations
brought the case to the appropriate action areas, and the crisis is vital. The COVID-19 outbreak has
gradually disrupted road transportation, passenger and freight transport all over the world. It resulted
in the suspension of production and commercial activities for a certain period, additional controls at
border entry-exit, and working with a few personnel. This situation caused the vehicles to wait for long
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periods at the customs and experience transportation delays. While some countries were closing their
border gates, on the other hand, logistics companies had to change routes with the epidemic spreading
rapidly.

The purpose of this study is to study, during the COVID-19 pandemic in the process of occupational
commitment of employees in enterprises operating in the road transportation sector in Turkey,
exposure to mobbing to assess the situation and measure its impact on the intention to leave the job of
the sectors. As a result of the study, it was found that highway transport workers during the COVID-19
pandemic period were exposed to mobbing at a low level. The results show that highway transport
workers' intention to leave is low, and their tendency to continue their work is high. Moreover, it has
been concluded that highway transport workers' continuity and normative occupational commitment
levels are high, while emotional occupational commitment is low during the COVID-19 pandemic.
Highway transport workers feel it is an obligation to stay in the logistics sector and consider continuing
their profession as a responsibility that must be fulfilled. Also, they have a friendly relationship with
their colleagues and are not exposed to threats and harassment much in logistics enterprises. It was
determined that while mobbing did not negatively affect emotional occupational commitment, it
negatively affected normative occupational commitment. Moreover, continuity and normative
occupational commitment do not negatively affect the intention to leave. On the other hand, there is a
positive and significant relationship between mobbing and the intention to leave.

It is imperative to protect highway workers responsible for the planning, organising and executing
logistics operational processes with high work stress, race over time, and a complex structure. Support
packages such as teleworking, short-time work allowance, unemployment insurance, and
unemployment benefits have a feature that can affect employees' occupational commitment and their
intention to leave. In this framework, taking actions to increase the motivation of highway transport
workers and their inclusion in decision-making processes will strengthen their occupational
commitment. Also, positive practices for highway transport workers will increase their job satisfaction,
reduce their intention to leave, prevent them from shifting to competitors, and ultimately, a happy
employee-happy customer climate will be achieved. It is necessary to strengthen the communication
with highway workers during the pandemic period and consider the requests and needs of the
employees. To ensure a healthy relationship in the road transportation sector, it is essential to clearly
define the employees' duties and responsibilities and apply the performance system well. In addition
to clearly stating highway employees' job descriptions, the senior management should provide control
and autonomy for the functional regulation of power relations in the organizational hierarchy. Care
should be taken to recruit employees in line with the dynamics of the sector in road transportation, and
a fair rewarding system should be implemented effectively among employees. Also, legal measures
should be taken to prevent mobbing in the road transportation sector, and mobbing victims should be
legally protected.

The results obtained in our study support the literature. Power et al. (2013) and Law, Dollard, Tuckey,
and Dormann (2011) argue that mobbing negatively affects occupational commitment. Einarsen,
Skogstad, Rervik, Lande and Nielsen, (2016) prove that the professional commitment of employees
exposed to mobbing is reduced. Tak and Ciftcioglu 2007) found that employees with high occupational
commitment and who adopt organizational values have high job satisfaction and low intention to quit.
Yildiz (2018) study determined that mobbing has a full mediating effect between leader-member change
and intention to leave.

On the other hand, Yapic1 Akar, Anafarta and Sarvan (2011) in Turkey in the work of the employees in
the sample, more than half were exposed to mobbing, and they have low job satisfaction intention to
leave argues that high. During the COVID-19 pandemic, businesses operating in the road transportation
sector will adapt to digital transformation processes, gaining a competitive advantage internationally.
In their studies, Pilikoglu and Saglam (2020) argue that with the COVID-19 outbreak, Logistics 4.0
applications (internet of things, big data, intelligent robots, artificial intelligence, 3D-4D printers,
augmented reality, etc.) will function more effectively.

This study provides two main contributions to the literature. First, the effects of the COVID-19
pandemic on-road transportation were examined. Secondly, the impact of commitment and mobbing
on the intention to leave in road transportation during the pandemic was analyzed. With the SEM
(Structural Equation Model) method, future studies plan to measure and compare occupational
commitment and intention to leave in maritime transport enterprises, effective in international trade
during the COVID-19 pandemic, with the SEM (Structural Equation Model) method.
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An investigation of the mediating role of trust factor in the
relationship between internal integration of logistics, marketing and
production functions and supply chain performance
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Oz

Tedarik zincirinin etkin yonetilmesi isletmelerin faaliyetlerinin stirdiirebilmesi acisindan énemli bir
rol oynamaktadir. Bu nedenle tedarik zinciri performansinin belirlenebilmesi igin tedarik zinciri
entegrasyonu ve boyutlarindan biri olan icsel entegrasyonun birlikte degerlendirilmesi 6nem
kazanmaktadir. Bu calismanin amaci, isletme i¢i ortak sorumluluk alanlari bulunan lojistik,
pazarlama ve iiretim arasindaki i¢sel entegrasyon ile tedarik zinciri performans: arasindaki iligkide
giiven faktorii aracilik roliiniin incelenmesi ve oneminin belirlenmesidir. Bu amagla imalat
sektoriinde Ankara ve Istanbul’da faaliyette bulunan orta ve biiyiik olgekli isletmeler tizerinde
ampirik bir calisma yapilmustir. Olusturulan teorik model, giivenirlik ve gegerlik testlerine tabi
tutulduktan sonra bootstrap yontemi ile analiz edilmistir. Arastirma sonuglarina gore; giivenin araci
degisken olarak kullamilmasi lojistik, pazarlama ve tiretim arasindaki icsel entegrasyonun, tedarik
zincirinin stire odakli performansina anlamli ve olumlu yonde etki ettigi tespit edilmistir. Yapilan bu
calisma, arastirmacilara tedarik zinciri yonetimi galismalarinda igsel entegrasyon ve tedarik zinciri
performanst iliskisinin giiven aract degiskeni ile olan baglantisini gostermesi acisndan onemlidir.

Anahtar Kelimeler: Tedarik Zinciri Performansi, Lojistik, Pazarlama, Uretim, igsel Entegrasyon,
Giiven

Jel Kodlari: M11, L14, M31

Abstract

Effective management of the supply chain plays an essential role in the sustainability of businesses
activities. For this reason, to determine the supply chain's performance, it is essential to evaluate the
supply chain integration together with the internal integration, which is a dimension of it. The
purpose of this study is to examine and to determine the importance of the mediating role of the
trust factor in the relationship between the internal integration between logistics, marketing and
production and supply chain performance, which have common areas of responsibility within the
enterprise. For this purpose, an empirical study has been conducted on medium and large scale
enterprises operating in the manufacturing sector in Ankara and Istanbul. The theoretical model
created was analyzed with the bootstrap method after being subjected to reliability and validity
tests. According to the research results, it has been determined that the use of trust as a mediating
variable has a significant and positive effect on the internal integration between logistics, marketing
and production on the time-oriented performance of the supply chain. Therefore, this study is vital
in showing the relationship between internal integration and supply chain performance in supply
chain management studies, with trust as a mediating variable.
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Extended Abstract

An investigation of the mediating role of trust factor in the relationship between internal
integration of logistics, marketing and production functions and supply chain performance

Literature
Research subject

Businesses have difficulty integrating their internal functions with their supply chain (SC) (Pagell, 2004). Internal integration
often referred to as cross-functional integration, refers to the magnitude of interaction and communication, the level of
information sharing, the degree of coordination, and the scope of joint participation between functions (Montoya-Weiss, Massey
and Song, 2001). At this point, the purpose of internal integration is to ensure that departments and functions within an
enterprise operate as a single integrated process (Flynn, Huo and Zhao, 2010). In order to achieve this, it is suggested that
logistics is an exemplary interface to facilitate the internal integration of the business (Morash, Drége and Vickery, 1996). In this
context, logistics should work closely with production and marketing to plan, coordinate and integrate cross-functional
activities to create value for customers within the business (Chen, Mattioda and Daugherty, 2007).

The literature on the evaluation of the performance of the SC in which businesses are involved includes a wide variety of
studies, including the conceptual frameworks of measurement criteria (Gunasekaran, Patel and Tirtioglu, 2001). However, few
studies on the concept of "measuring time", which is included in the classification of measurement criteria used in evaluating
the SC performance, indicate that time-oriented strategies examine the performance results (Droge, Jayaram and Vickery, 2004).
Therefore, within the scope of the relationship between SC integration and performance, besides examining the direct
relationship, the effect of various factors in the mediating relationship was also investigated. In this context, in the study
conducted by Tarifa-Fernandez and Burgos-Jimenez (2017), it was determined that ten different mediating variables were used
in 17 studies on the relationship between internal integration and performance. Furthermore, in this study, the trust mediating
variable was evaluated for the first time in the relationship between internal integration and SC performance.

Research purpose and importance

The purpose of this study is to examine the mediating role of the trust factor in the relationship between the internal integration
between logistics, marketing and production functions, which have common areas of responsibility within the enterprise, and
SC performance.

Contribution of the article to the literature

A different perspective will be provided in understanding the relationship between internal integration and performance,
contributing to the literature with few studies. In addition, the mediating role of the trust variable, which is considered to affect
this relationship, will be explained with Bootstrap analysis.

Design and method

Research type

The survey method, one of the quantitative research methods, was used in this study.
Research problems

Does the level of internal integration between logistics, marketing, and production impact the SC performance? Does the level
of internal integration between logistics, marketing and production affect the perception of SC's time-oriented performance
through the trust mediating variable?

Data collection method

The survey method, one of the quantitative data collection methods, was used in the study. The target population of the
research consists of 1963 medium and large-scale enterprises in the manufacturing sector in Ankara and Istanbul provinces. The
size of the target population was determined as a result of the data obtained from the Ministry of Science, Industry and
Technology. As a result, it was concluded that 321 questionnaires would be sufficient in the sample calculation performed at a
95% confidence level related to the study population. On the other hand, 402 participants were surveyed by telephone method.

Quantitative/qualitative analysis

In the study, frequency and reliability analyzes were performed first. Then, concurrent validity analysis was performed with
exploratory and confirmative factor analysis within the scope of validity analysis. Finally, bootstrap analysis was applied to
examine the mediating effect.

Research model

Internal Time-Oriented

Integration Performance of
SC
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Research hypotheses
Hypothesis 1a: Internal integration has a significant and positive impact on the time-oriented performance of the supply chain.

Hypothesis 1b: Internal integration has a significant and positive effect on the time-oriented performance of the supply chain
through the trust mediating variable.

Hypothesis 2: Internal integration has a significant and positive effect on the trust factor.

Hypothesis 3: The trust factor has a significant and positive effect on the time-oriented performance of the supply chain.
Findings and discussion

Findings as a result of analysis

The fact that the values obtained for the scales are higher than 0,7 means that the scales are reliable. All of the internal
integration, trust and performance scales have values above 0,7. The 0,85 value obtained as a result of the KMO analysis
performed to determine whether the adequacy of the sample was achieved indicates that the study has sample adequacy. In
addition, the test result performed for the assumption of normality shows that all observed variables have values between -2
and +2, showing that the studies have a normal distribution (Alkan and Erdem, 2020; 73). The average variance extracted (AVE)
and composite reliability (CR) values obtained by the measurement model were examined for concurrent validity. While the
average variance extracted was desired to be above 0,5, Fornell and Larcker (1981; 46) stated that when the AVE value is below
0,5, the CR above 0,6 is sufficient for concurrent validity. When the AVE and CR values of the internal integration, trust and
performance scales are examined, it is seen that the structure has concurrent validity. CI values do not contain zero, and the p-
value is less than 0,05 indicates that the hypotheses are confirmed (Serinikli, 2020). When the results obtained are examined, it is
seen that the Hla hypothesis, in which the direct effect is investigated, and the H1b hypothesis, where the indirect effect is
investigated, are confirmed.

Hypothesis test results

Within the scope of the regression model, where internal integration is the independent variable, and the time-oriented
performance of SC is the dependent variable, it is understood that the internal integration positively affects the time-oriented
performance of SC with a coefficient of 0,278, and this effect is significant at the p <0.01 level. Therefore, with the results
obtained, the hypothesis "H1: Internal integration has a significant and positive effect on the perception of the time-oriented
performance of SC" is accepted.

According to the regression model, in which internal integration is the independent variable and the trust dependent variable, it
is understood that internal integration positively affects trust with a coefficient of 0,402, and this effect is significant at the p
<0.01 level. Therefore, with the results obtained, the hypothesis "H2: Internal integration has a significant and positive effect on
trust" is accepted.

Within the framework of the regression model, in which trust is the independent variable, and the time-oriented performance of
SC is the dependent variable, it is understood that trust positively affects the time-oriented performance of SC with a coefficient
of 0,481. Furthermore, this effect is significant at the p <0.01 level. Thus, with the results obtained, the hypothesis "H3: Trust has
a significant and positive effect on the perception of time-oriented performance" is accepted.

It can be stated that all conditions are met to test the mediating effect related to the results mentioned above. In this context, it is
seen that the effect of internal integration on the time-oriented performance of SC decreased from 0,278 to 0,133. Thus,
according to the results, it is understood that the trust dimension plays a partial mediating role.

Discussing the findings with the literature

The effect of internal integration between logistics, marketing and production within the enterprise on SC performance has been
determined in different studies (Won Lee, Kwon and Severance, 2007; Flynn et al., 2010). Within the scope of the study, the
effect of internal integration on the time-oriented performance of SC has been examined for the first time, and this effect has
been confirmed. Furthermore, although the effect of trust among external integration elements on SC performance was
discussed in previous studies (Cai, Jun and Yang, 2010; Ramirez, Roman, Ramos and Patrucco, 2020), the effect of trust among
internal integration elements on SC performance was examined for the first time in this study. In this way, the gap in the
literature has been tried to be filled.

Conclusion, recommendation and limitations
Results of the article

Within the scope of the study, the hypothesis stating that internal integration will positively affect the time-oriented
performance of SC has been tested and verified. The result is following the studies in which internal integration has positive
effects on SC performance. In addition, the hypothesis that internal integration positively affects the trust dimension has been
analyzed and verified. In addition, the hypothesis that the created trust dimension has positive effects on the time-oriented
performance of SC has been tested and verified.

Suggestions based on results

Based on this study, it can be stated that the time-oriented performance of SCs can be increased if the business managers
establish internal integration between departments today, where the intensity of competition is increasing in almost every
sector. Especially considering the pandemic conditions, businesses will be able to respond to customer orders faster in this way.
Contribution to the literature can be made by investigating the independent and mediating variables used in the study on
different dependent variables. In addition, by adding different mediating or regulatory variables to the existing research model.
Since the study is carried out on the primary universe of the manufacturing sector, different researches can also be carried out
on the service sector.

Limitations of the article

The study was conducted only in Turkey due to time and cost limitations. In future studies, the factors affecting the time-
oriented performance of the supply chain with different independent and intermediary variables can be investigated.
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Giris

1980°1li yillardan beri tedarik zincirlerini yonetmek isletmelerin tizerinde 6nemle durmas: gereken
konularin baginda gelmektedir. Artan tiriin gesitliligi, kisalan {irtin yasam dongiileri, 1990'l1 yillarla
hizlanan kiiresellesme ile tretim merkezlerinin cografi olarak dagilimi, yayginlasan dis kaynak
kullanim1 ve stirekli gelisen bilgi teknoloji araglarmin rekabet sartlarini daha zor hale getirdigi su
gotiirmez bir gercektir. Bu zorlu sartlarda isletmelerin varliklarini siirdiirmesi ve ttesinde rekabette
on siralarda olmalar: tedarik zincirleri etkin bir sekilde yonetebilmelerine baghdir. Bu dogrultuda
Phadnis ve Fine (2017, s. 2305), son 20 yil icerisinde 6zellikle kiiresellesme ve e-ticaretin de etkisiyle

degisen sartlarin, isletmeleri strateji olusturmak ve kaynak bulmak igin yeni arayislara
yonlendirdigini ifade etmektedir.

Ross (2011), isletmelerin 6nceki donemlerde miisteri taleplerini gormezden gelerek, itme sistemi ile
standardize edilmis mal ve hizmet {iretmeye odaklandigin belirtmistir. 21’inci ytizyila gelindiginde
ise degisen miisteri isteklerinin karsilanmasini 6nemseyen, esnek tiretim sistemlerinden faydalanarak
gelen taleplere cevap verebilen, gevik ve yalin tiretim felsefelerini benimseyen tedarik zincirlerinin
basarili olacagini ifade etmistir (Rimiene ve Benatoynte, 2013, s. 600). Son donemde tedarik
zincirlerinin 6nem kazanmasini saglayan ana unsurlar; isletmelerin uygulamis olduklar1 dikey
entegrasyon stratejileri, ulusal ve uluslararas: diizeyde artan rekabet ve isletme igerisindeki bir ya da
birkag fonksiyonun performansmin yiikseltilmesinin isletmenin genel performansina etkisinin sinirl
diizeyde olacagimin fark edilmesidir (Lummus ve Vokurka, 1999, s. 12).

Isletmeler icsel fonksiyonlarini, icinde bulunduklari tedarik zincirleri ile entegre etme zorlugunu
yasamaktadir (Pagell, 2004, s. 459). Genellikle fonksiyonlar arasi entegrasyon olarak da adlandirilan
igcsel entegrasyon, etkilesim ve iletisimin buyiikliguni, bilgi paylasim diizeyini, koordinasyon
derecesini ve iglevler arasinda ortak katilimin kapsamini ifade etmektedir (Montoya-Weiss, Massey ve
Song, 2001). Bu noktada icsel entegrasyonun amaci, bir isletme icindeki departmanlar ve
fonksiyonlarmn tek bir biittinlesik siire¢ olarak calismasini saglamaktir (Flynn, Huo ve Zhao, 2010, s.
60). Igsel olarak entegre olan isletmede, fonksiyonel departmanlar miisteri gereksinimlerini
karsilamak igin is birligine dayali ve senkronize bir stirecin parcasi olarak hareket etmektedir (Flynn
ve digerleri, 2010, s. 60; Stock, Greis ve Kasarda, 1998, s. 38). Dolayisiyla igsel entegrasyon, gercek
zamanli veri ve bilgilerin isletme fonksiyonlar: arasinda paylasilmasini, fonksiyonlar arasi is birligini
ve lojistik faaliyetlerin diger fonksiyonel alanlarla koordinasyonunu gerektirmektedir (Chen ve
Paulraj, 2004, s. 142; Flynn ve digerleri, 2010, s. 60; Frohlich ve Westbrook, 2001, s. 185). Isletmenin
icsel entegrasyonunu kolaylastirmak igin lojistiin ideal bir arayiiz konumunda oldugu
onerilmektedir (Morash, Droge ve Vickery, 1996, s. 365). Bu kapsamda lojistik, isletme iginde
miisteriler icin deger yaratmak {izere fonksiyonlar aras: faaliyetleri planlamak, koordine etmek ve
entegre etmek icin {iretim ve pazarlamayla yakindan ¢alismalidir (Chen, Mattioda ve Daugherty, 2007,
s. 14).

Isletmelerin icinde bulunduklar1 tedarik zincirinin performansinin degerlendirilmesi konusu, stratejik
hedeflerin basarilmasi igin is birligi icerisinde bulunan bir¢ok paydasi icermesi nedeniyle bir dereceye
kadar karmasik sekilde ele alinmasi gereken bir istir. Bu tiir performans degerlendirmeleri, tedarik
zincirlerinin kurumsal bagarinin énemli bir faktorii olarak kabul edildigi durumlarda 6zellikle 6nemli
hale gelmektedir (Estampe, Lamouri, Paris ve Brahim-Djelloul, 2013, s. 247). Bu kapsamda tedarik
zinciri performans degerlendirmesine iliskin literatiir, 6l¢me kriterlerinin kavramsal cergeveleri de
dahil olmak tizere cok cesitli calismalari icermektedir (Gunasekaran, Patel ve Tirtiroglu, 2001). Ifade
edilen tedarik zinciri performansmin degerlendirilmesinde kullanilan 6lgme kriterleri siiflandirmasi
icerisinde bulunan “siire 6l¢me” kavramuna iliskin az sayida calismada siire odakli stratejilerin
uygulanmasinin performans sonuglarmi inceledigi belirtilmektedir (Droge, Jayaram ve Vickery, 2004,
s. 558).

Tedarik zinciri entegrasyonu ile performans arasindaki iliski kapsaminda, direk iliskinin
incelenmesinin yaninda aracilik iliskisinde bulunan cesitli faktorlerin etkisi de arastirilmustir. Bu
kapsamda Tarifa-Fernandez ve Burgos-Jimenez (2017, s. 1249) yaptiklar1 ¢calismada, i¢sel entegrasyon
ile performans arasindaki iliskiye yonelik 17 ¢alismada 10 farkli aract degiskenin kullanildigi
belirlenmistir. Bu galismada ise i¢sel entegrasyonun tedarik zinciri performansina etkisinde giiven
degiskeninin aracilik rolii ilk kez test edilmektedir.

Bu calismanin amaci, isletme ici ortak sorumluluk alanlari bulunan lojistik, pazarlama ve {iretim
fonksiyonlar1 arasindaki igsel entegrasyon ile tedarik zinciri performans: arasindaki iliskide giiven
faktorii aracilik roliiniin incelenmesi ve tneminin belirlenmesidir. Bu sekilde az sayida ¢alismanin
bulundugu literatiire katk: olarak, i¢sel entegrasyon ile performans arasindaki iliskinin anlagilmasinda
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farkli bir bakis acis1 saglanacaktir. Bunun yaninda bu iliskiyi etkileyebilecegi degerlendirilen gitiven
aracl degiskeninin rolii Bootstrap analizi ile aciklanacaktir. Bu kapsamda calisma su sekilde
diizenlenmistir. Ikinci boliimde arastirma ile ilgili temel kavramlar, literatiirde yapilan calismalar,
arastirma modeli ve hipotezler olusturulmustur. Ugiincti boliimde arastirma yoéntemine iliskin
orneklem, veri toplama yontemi ve arastirmada kullanilan 6lcekler verilmistir. Dordiincti boliimde
aragtirma modelinin analizi yapilmis, elde edilen bulgular belirtilmistir. Sonucta ise, bulgularm
kavramsal cerceve kapsaminda degerlendirilmesi yapilarak, sektdrde bulunan paydaslara onerilerde
bulunulmustur.

Literatiir taramasi
Entegrasyon ve i¢sel entegrasyon kavrami

Guintimtzde farkli endiistriyel sektorlerde faaliyette bulunan isletmeler, sadece sahip olduklar:
fonksiyonlarini ve altyapilarini, belirledikleri isletme stratejilerine baglh olarak optimize etmek yerine,
soz konusu i¢ siireglerini iginde bulunduklar1 tedarik zincirindeki tedarikgiler ve miisterilerle
baglantili duruma getirmeye calismaktadir (Frohlich ve Westbrook, 2001, s. 185). Bu durumda 6nem
kazanan tedarik zinciri entegrasyonu kavraminin kapsami, akademisyenler tarafindan farkli sekilde
degerlendirilmektedir. Bazi yazarlar tedarik zinciri entegrasyonunun, materyallerin ve parcalarin
akisina 6nem verdigini belirtirken, bazilari ise bilgi, kaynak ve nakit akisin1i odak noktasina
almaktadir (Flynn ve digerleri, 2010, s. 59).

Tedarik zinciri entegrasyonunun, isletme acisindan hem i¢ hem de dis unsurlarinm icerdiginden
hareketle (Alfalla-Luque, Medina-Lopez ve Dey, 2013, s. 801; Chen, Daugherty ve Landry, 2009, s. 28),
isletme igindeki i¢sel entegrasyon calisanlar, fonksiyonlar ve departmanlar arasindaki is birligini ifade
ediyorken, isletmeler arasi digsal entegrasyon ise gerek yukari gerekse asagi yonlii olmak {iizere
tedarik zinciri tiyeleriyle olan is birligini belirtmektedir (Gomes, de Weerd-Nederhof, Pearson ve
Cunha, 2003, s. 186).

Isletmelerin ozelliklerini gelistirmelerinde nemli bir yaklasim olarak belirtilen (Swink, Narasimhan
ve Wang, 2007, s. 150; Zhao, Huo, Selen ve Yeung, 2011, s. 19) ve tedarik zinciri entegrasyonunun
boyutlarindan birisi olan icsel entegrasyonun, literatiirde kapsadigi kavramlar agisindan farkl
tanimlamalar1 yapildigindan, bu kullanimlarin sunuldugu literatiir aragtirmasi Tablo 1'dedir.

Tablo 1: igsel Entegrasyonun Kullanimindaki Farkliliklar

ICSEL ENTEGRASYON
Kaynak Calisma Alam Tanim
Fawcett ve Closs (1993) Lojistik ve imalat Koordinasyon ve etkilesim

Kahn ve Mentzer (1996); Kahn ve McDonough (1997);

Kahn ve Mentzer (1998) Pazarlama, diger departmanlar Etkilesim ve is birligi
Stank, Daugherty ve Ellinger (1999); Ellinger (2000);
Ellinger, Keller ve Hansen (2006); Turkulainen ve Lojistik, pazarlama ve imalat is birligi

Ketokivi (2012); Jacobs, Yu ve Chavez (2016); Cheng,
Farooq ve Jajja (2020)

Stock, Greis ve Kasarda (2000) Lojistik Etkilesim, koordinasyon ve iletisim
Verma, Thompson, Moore ve Louviere (2001) Islem y6netimi ve pazarlama Birlikte calisma
Narasimhan ve Kim (2001); Schramm-Klein ve Tz, lojistik ve pazarlama Koordinasyon

Morschett (2006)

O’Leary-Kelly ve Flores (2002); Paiva (2010) Imalat ve pazarlama Koordinasyon, etkilesim ve is birligi

Chen ve digerleri (2007); Daugherty, Chen, Mattioda

ve Grawe (2009) Lojistik ve pazarlama

Etkilesim ve is birligi

Springinklee ve Wallenburg (2012); Freijele, Calle ve
Ugarte (2020)

Lojistik, tiretim ve imalat

Koordinasyon,
uyumlu olma

dayanisma ve

Wong, Wong ve Boon-itt (2013)

Uretim

Etkilesim, bilgi
koordinasyon ve is birligi

paylasim,

Makepeace, Tatham ve Wu (2017)

Lojistik

Is birligi ve koordinasyon

Kaynak: Yazar tarafindan tiretilmistir.
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Tedarik zinciri entegrasyonunun alt boyutu durumundaki igsel entegrasyona yonelik, icerdigi
kavramlar agisindan arastirmacilar tarafindan ortak bir tanimlama yapilamamaktadir. Bu durum, icsel
entegrasyonun arastirilmaya deger bir konu olarak arastirmacilarin gesitli calismalar ytirtittigii bir
alan olmasini saglamaktadir.

Tedarik zinciri ve i¢sel entegrasyon

Tedarik zincirinin bir kavram olarak ilk defa kullanildig1 1980’lerden beri tedarik zinciri ile ilgili
oldugu disiintilen temel isletme fonksiyonlarinin hangileri oldugu konusunda bir fikir birligi hentiz
saglanmamustir (Zacharia, Sanders ve Fugate, 2014, s. 73). Brewer ve Speh (2000, s. 77), tedarik zinciri
icerisinde gergeklestirilen fonksiyonlar: tiretim planlamasi, kaynak bulma, envanter yonetimi, satin
alma, imalat, miisteri hizmeti, siparis stireci ve depolama olarak ifade etmektedir. Farkli bir calismada
ise Tan (2001, s. 41), tedarik zincirinin kavramsal gercevesinin iki farkli yoldan gelisim kat ettigini
ifade etmis, bu yollarin ise tedarik faaliyetleri ve satin alma ile lojistik ve tasimacilik oldugunu ortaya
koymustur.

Chen ve Paulraj (2004, s. 132), tedarik zinciri yazinin hizli bir sekilde gelismesine katkida bulunan
alanlary; lojistik ve tasima, satin alma ve tedarik, pazarlama, ag orgiisii, organizasyonel davranis,
stratejik yonetim, operasyonel yonetim ve yonetim bilgi sistemleri olarak siralanmaktadir. Burgess,
Singh ve Koroglu (2006, s. 716), yapmis olduklar1 ¢calisma ile ulastigi ampirik bulgular neticesinde
tedarik zincirinin temel fonksiyonlarmin operasyonel yonetim, satin alma ve lojistik oldugunu ifade
etmistir. Frankel, Bolumole, Eltantawy, Paulraj ve Gundlach (2008, s. 3), tedarik zincirinin temel
fonksiyonlariny; lojistik, operasyon yonetimi, satin alma ve pazarlama olarak belirtmistir. Kanda ve
Deskmuh (2008, s. 322) ise, tedarik zinciri siirecini olusturan faaliyetler olarak tiretim, tedarik ve
dagitimi belirtmektedir.

Farkli yazarlara gore tedarik zincirini olusturan temel fonksiyonlar ayrismaktadir. Bu calisma
kapsaminda tedarik zincirinin gesitli fonksiyonlarindan tiretim, lojistik ve pazarlamanin sec¢ilmesinin
nedeni, bu fonksiyonlarin orttisen faaliyetlerinin bulunmasi ve birbirleri ile baglantili sekilde
operasyonlar gerceklestiren fonksiyonlar olmasidir. Lojistik ve tretim fonksiyonlarimin ortiisen
faaliyetleri; fabrika yeri se¢imi, tiretim planlama ve satin alma faaliyetleridir. Pazarlama ve lojistik
arasindaki oOrtiisen faaliyetler ise; miisteri hizmeti, perakendeci yeri secimi, paketleme, bilgi akisi,
dagitim kanallar1 ve fiyatlandirma faaliyetleridir (Ballou, 2004, s. 26). Bu kapsamda tiretim, lojistik ve
pazarlama fonksiyonlar1 arasindaki is birligi seviyesinin ytiksekligi, icsel entegrasyonun
gerceklestirilmesine katki saglayarak tedarik =zinciri performansmin artirilmasina etkide
bulunabilecektir.

Tedarik zinciri performansinin siire odakli degerlendirilmesi

Rekabetin kiiresel boyuta tasindig1 giniimiizde tedarik zincirlerinin hedefleri bu zincirler igerisinde
yer alan isletmelerin ortak hedefleri olarak kabul edilmektedir. Maliyetlerin azaltilmasi, kalitenin
yiikseltilmesi ve siparis teslim karsilama stiresinin kisaltilmasi imalat ya da hizmet {ireten isletmenin
yalmz bagia {iistesinden gelecegi zorluklar degildir. Isletmeler icerisinde bulundugu tedarik zinciri
tyeleri ile is birligi gelistirerek muisteri gereksinimlerini karsilayabilir. Tedarik zincirinin dis
paydaslari ile oldugu gibi i¢ paydaslari ile de kurulan etkin iletisim ag1 tedarik zinciri performansina
etki ederek arti deger olusumuna katki saglayacaktir. Bu noktada, kurulan etkin iletisim agmin
tedarik zincirinin dis ve i¢ paydaslar1 arasindaki operasyonlarin stirelerine etkisi ¢n plana
ctkmaktadir.

Daugherty ve Pittman (1995, s. 55), hazirlik stirelerinin etkin bir sekilde kullanilmasi sayesinde dongii
surelerinin kisalacagini ve bu durumun isletmelerin zamani daha verimli kullanmalarm
saglayacagim ifade etmektedir. Isletmeler imalat ve teslimat hazirhk siireleri ile ilgilenirken,
miisteriler siparis verme ve iriinii teslimi alma arasinda gecen siireye odaklanmaktadir. Benzer
sekilde Bower ve Hout (1988, s. 111) ile Tersine ve Hummingbird (1995, s. 17), tiretim 6ncesi, {iretim
asamasinda ve iiretim sonrasindaki faaliyetlerde ortaya ¢ikan hazirlik siirelerinin azaltilmasinn,
isletmeye sagladig1 avantajlara vurgu yapmaktadir.

Hazirlik stirelerinin azaltilmasi son yillarda tedarik zinciri yonetiminde tizerinde ¢ok sayida ¢alisma
yapilan alanlardan olan tedarik zinciri cevikligi ile iliskilendirilebilir. Acar ve Uzunlar (2014, s. 746)
tarafindan esneklik ve stireler ile iligkili hiz unsurlarimi icerdigi belirtilen geviklik kavramu
kapsaminda, tedarik zinciri ¢evikliginin saglanmasi adina, hazirlik siirelerinin azaltilmasi amaciyla BT
araclarinin kullanilabilecegi ileri stirtilmektedir. Tedarik zinciri igerisinde BT kullanimi sayesinde bilgi
akisinin kolaylasmasi ile birlikte operasyonel esneklik artmakta, pazar degisikliklerine kars1 duyarlilik
ylikselmektedir (Li, Chow, Choi ve Chan, 2016, s. 58).
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Malzeme akisi ve envanter yonetimi boyunca gercek zamanl bilgi paylasimi, tiretim planlamasini
kolaylastirmakta, lojistik faaliyetlerin kontroliinii gerceklestirerek teslim stiresinin kisalmasini
saglamaktadir (Ye ve Wang, 2013, s. 372). Tedarik zinciri performans: iizerine yapilan literatiir
taramasi sonucunda gesitli siniflandirmalar ile farkli performans kriterlerinin galismalarda kullanildig1
goriilmektedir. Stire odakli performans kriterine sahip calisma ise sinirh sayidadir. Belirtilen az sayida
calisma stire odakli performans kriteri kapsaminda yeni tirtin gelistirme siiresi ve siparis karsilama
suresine odaklanmaktadir. Bu kapsamda Droge ve digerleri (2004), iirtin gelistirme stiresi, iiriin
dongii stiresi ve cevap vermeyi siire odakli performans kriterleri olarak belirlemistir. Jayaram ve
digerleri (2000) ile Percin (2005), s6z konusu kriterler anlaminda miisterilere cevap verme siiresi, yeni
urtn gelistirme stiresi, siparis karsilama siiresi ve teslimat hizini tespit etmistir. Acar ve Uzunlar
(2014) ise, stire odakl1 performans kriterleri olarak, siparis karsilama performansi, yeni tiriin gelistirme
performans, teslimat hizi, miisteriye sunulan tiriin ya da hizmetin performansini kullanmustir.

Icsel entegrasyon ile performans arasindaki iliski kapsaminda Germain ve Iyer (2006), Flynn ve
digerleri (2010), Jayaram ve Xu (2013), Maiga, Nilsson ve Ax (2015), Liu ve Jayaram (2019), Shah ve
Sohomro (2020) tarafindan arastirma gerceklestirilmis ve bu calismalarda i¢sel entegrasyonun,
performans tizerindeki anlamli etkisi tespit edilmistir. Yine igsel entegrasyonun, tedarik zinciri
performansina olan etkisi Abdallah, Obeidat ve Aqqad (2014), Shee, Miah, Fairfield ve Pujawan
(2018), Peng, Shen, Liao ve Wang (2020) tarafindan arastirilmis ve anlamli etki ortaya koyulmustur.
Bunlarla birlikte i¢sel entegrasyon ile tedarik zincirinin stire odakli performansi arasindaki iliskiyi
ortaya koyan bir calismaya literatiirde rastlanilmamaistir. Mevcut literatiir ve yapilan arastirmalar
dogrultusunda test edilmek tizere asagidaki hipotez gelistirilmistir:

Hipotez la: Igsel entegrasyonun tedarik zincirinin siire odakli performansi {izerinde anlamli ve
olumlu y6nde bir etkisi bulunmaktadir.

Giiven kavrami ve arac1 degisken rolii

Gtiven, itimat duyulabilen bir paydasa inanma konusunda gosterilen isteklilik durumudur.
Moorman, Zaltman ve Deshpande (1992, s. 315) ise gitiven kavramini iki farklh sekilde ifade etmistir.
[lkinde giiveni, iliski kalitesinin bir niteligi olarak ifade ederken ikincisinde iliski kalitesinin
kimlikleyici unsuru olarak belirtmistir. Giiven kavramini benzer sekilde ifade eden Morgan ve Hunt
(1994, s. 23), Moorman ve digerleri (1992) den ayrildiklar: noktay: davranigsal niyet kapsaminda istek
duyma olarak belirtmistir. Giiven kavramin belirten veya onciilii konumundaki faktorleri ise su
sekilde siralamaktadir: iligkiyi bitirme maliyeti, iliskinin yararlari, taraflarin paylastig: degerler, resmi
veya gayri resmi sekilde dogru zamanda bilgi paylasimini ifade eden iletisim kavrami, fayda bekleyen
davranis. Morgan ve Hunt (1994, s. 22), taraflar arasinda giivenin olup olmadiginin sonucu olarak su
durumlarin gelisebilecegini belirtmistir: kabul etme ve iliskiyi bitirme egilimi, karsilikli amaclara
ulasma noktasinda taraflarin birlikte calismasini ifade eden is birligini, iliskide meydana gelebilecek
fonksiyonel uyusmazliklar, karar vermede yasanacak belirsizlik durumu.

Sengtin (2007, s. 11), isletmeler agisindan giivenin kisiler arasi ve isletmeler aras: olmak {tizere iki farklh
sekilde degerlendirilebilecegini ifade etmistir. Isletmeler arasinda giivenin olusmasinin arka plaminda
kisiler arasinda olusan giivenin isletme boyutuna tasimip tasinmadig yatmaktadir. Isletmeler arasinda
olusan giiven Kkisiler arasinda tesis edilen giivenden daha fazla zarar verici olabilir ¢tinkii isletmeler
arasinda olusan giiven isletme varliklarinin riske atilmasina neden olabilir. Cengiz ve Aksoy (2017, s.
6) ise, tedarik zincirlerinde yer alan tedarik¢i ve miisterilerle ortak amaglar dogrultusunda is birligi
gelistiren isletmelerin bu sayede hizli bir sekilde degisen rekabet ortamina adapte olmaya calistigim
ifade etmistir. Tedarik zinciri tiyeleri arasinda is birligi olusturmanin ve kurulan is birliginin
stirekliliginin saglanmasinda ana unsur ise giivendir. Giivenin tedarik zinciri {iyeleri arasmnda
olusturulmasi ile tiyeler icin daha iyi bir calisma cevresi olusturulabilir, riskler ve belirsizlikler
azaltilabilir, tiyeler arasinda yapilan kontratlarin giivenilirligi ve is birliginin faydalar1 artirilabilir.
Dolayisiyla, tedarik zincirinin davranissal boyutlarindan olan giivenin tedarik zinciri performansimni
olumlu yonde etkiledigi anlasiimaktadir (Wu, Chuang ve Hsu, 2014, s. 124).

Literatiirdeki ¢alismalarda tedarik zinciri entegrasyonu ile tedarik zinciri performansi arasindaki
iliskide araci degiskenleri inceleyen Tarifa-Fernandez ve Burgos-Jimenez (2017, s. 1249) 27 farkh
degiskenin kullaruldigini ifade etmektedir. Ayrica, bu ¢alismanin da konusu olan giiven kavraminin
ise tedarikci entegrasyonu kapsaminda sadece bir calismada araci degisken olarak kullanldig:
belirtilmektedir. Tedarik zincirinin dis entegrasyon boyutunda giiven kavraminin farklh iliskilere
etkisini inceleyen az sayida da olsa calisma bulunmasma ragmen giiven kavraminin igsel
entegrasyonla iliskisini inceleyen bir calismaya rastlamlmamustir. Isletme icerisindeki departmanlarin
farkli hedefleri bulunabilir ancak bu hedefler isletme stratejisi ile uyumlu olmalidir. Departmanlar
aras! kurulan is birligi ile departmanlarin aslinda catisma icerisinde olmadig1 ve isletme stratejisine
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uygun hareket etmek zorunda oldugu anlasilacaktir. Kurulan icsel entegrasyon departmanlar
arasinda giivenin olusmasini saglayarak isletmenin amaglarina ulasmasma katki saglayacaktir. Bu
dogrultuda calismada icsel entegrasyonun giiven aract degiskeni {izerinden tedarik zinciri
performansina etkisi asagida olusturulan hipotez ile incelenmek istenmektedir. Elde edilen bulgular
ile bu iliskinin test edilmesinin literatiire katk: saglayacag: diistintilmektedir.

Hipotez 1b: Igsel entegrasyonun tedarik zincirinin siire odakli performanst tizerinde gtiven faktorii
tizerinden anlamli ve olumlu bir etkisi bulunmaktadir.

Entegrasyon, isletme icerisindeki departmanlar arasinda mevcut ya da kurulacak olan etkilesim ve is
birligi olarak tanimlanabilir. Etkilesimle kastedilen iletisim araglarinin etkin kullanilarak
departmanlar arasinda bilgi paylasiminin saglanmasi iken, is birligi departmanlarin istekli bir sekilde
ayni hedefler dogrultusunda birlikte calisabilmelerini ifade etmektedir (Kahn ve Mentzer, 1996, s. 9).
Isletme icerisinde olusturulan icsel entegrasyon departmanlar arasinda iletisim, etkilesim ve is
birliginin artmasina olanak saglayacaktir. Departmanlar arasinda olusan entegrasyonun bu sayede
birlikte ¢alisgma ortamina katki saglayacagi ve departmanlar arasinda giivenin olusmasma ya da
artmasina olumlu yonde etki edecegi diistiniilmektedir. Bunun yaninda, yardimseverlik ve iyi niyet
gostergesi olan giiven (McAllister, 1995, s. 25), calisanlar arasinda yakin iliski ve giivenilirligi tesis
etmenin yani sira, fonksiyonlar arasi koordinasyona yonelik kati gozlem ve kontrol sistemlerine
bagimlilik ile firsatciligi azaltmaktadir (Zaheer, McEvily ve Perrone, 1998, s. 142; Bunduchi, 2013, s.
147). Mevcut literattir ve yapilan arastirmalar dogrultusunda test edilmek tizere asagidaki hipotez
gelistirilmistir:

Hipotez 2: Icsel entegrasyonun giiven faktorii tizerinde anlamli ve olumlu ydnde bir etkisi
bulunmaktadir.

McAllister (1995, s. 25) giiven kavramini, bir tarafin, diger tarafa ait sozler, faaliyetler ve kararlar
temelinde hareket etme istegi ile kendinden emin olma durumu olarak tanimlamaktadir. Bu kavramin
tasimas1 gereken bilesenler olarak ise, inang ve davramissal niyet belirtilmektedir (Moorman ve
digerleri, 1992, s. 315). Giiven, tedarik zincirleri icerisinde is birligini etkileyen en 6nemli faktorlerden
birisi olarak goriilmektedir (Kelle ve Akbulut, 2005, s. 48). Giiven kavramina organizasyonel seviyede
bakildiginda, paydaslar arasindaki iliskinin basarisinda en dikkat cekici unsurdur (Jeffries ve Reed,
2000, s. 875). Tedarik zinciri {iyeleri arasinda olusturulan giiven, isletmelerin calisma gevresinin
birlikte calismaya daha uygun hale gelmesine, yapilan antlasmalarin giivenilirliginin artmasina,
risklerin ve belirsizliklerin azaltilmasina etki etmektedir (Wu ve digerleri, 2014, s. 124). Bu dogrultuda
gliven araci degiskeninin tedarik zincirinin siire odakli performansi tizerinde olumlu yonde etkisi
oldugu degerlendirilmektedir. Mevcut literatiir ve yapilan arastirmalar dogrultusunda test edilmek
tizere asagidaki hipotez gelistirilmistir:

Hipotez 3: Giiven faktoriintin, tedarik zincirinin siire odakli performansi tizerinde anlamli ve olumlu
yonde bir etkisi bulunmaktadr.

TZ'nin Siire
Odaklx
Performansi

igsel

Entegrasyon

Sekil 2: Aragtirmanin Modeli
Kaynak: Yazar tarafindan tiretilmistir.

Arastirma modeli, Gimenez ve Ventura'nin (2005, s. 25) i¢sel entegrasyon ile performans arasindaki
iliski temel almarak gelistirilmistir. Yapilan calismadan farkli olarak bu c¢alismada tedarik zincirinin
stire odakl1 performansi incelenmektedir. Bununla birlikte i¢sel entegrasyon ile tedarik zincirinin stire
odakli performans: arasindaki iliskide giiven araci degiskeninin rolii literattirde ilk defa test
edilmektedir. Bu dogrultuda olusturulan model Sekil 2’de gortilmektedir.

bmij (2021) 9 (3):851-868

858



Zafer Sayan & Hatice Calipinar & Erding Kog

Yontem

Arastirmada nicel veri toplama yontemlerinden olan anket yontemi kullanilmistir. Arastirmanin
calisma evrenini Ankara ve Istanbul illerinde imalat sektoriindeki 1963 orta ve btiytik olcekli isletme
olusturmaktadir. Calisma evreni biiytkliigti Bilim, Sanayi ve Teknoloji Bakanligi’'ndan alman veri
neticesinde belirlenmistir. Calisma evreni dikkate alinarak %95 giiven seviyesinde gerceklestirilen
orneklem hesaplamasinda 321 anketin yeterli olacagi sonucuna ulasilmistir. Buna karsin 402
katiimcrya telefon yontemi ile anket yapilmustir. Anket formu iki boliimden olusmaktadir.
Olusturulan anket formunun ilk bolimii katilimcilara ve calistiklar: isletmelere iliskin tanimlayici
bilgileri 6grenmeyi amaclayan alt1 sorudan olusmakta iken ikinci boltim 14 6nermeden olugmaktadir.
Ikinci bolim “hi¢ katilmiyorum” ile “kesinlikle katiliyorum” arasindaki araliga sahip 5'1i likert tipi
Oonermelerden meydana gelmektedir. Arastirmada ti¢ farkli yazardan alman ti¢ ayri oOlcekten
yararlanilmistir. Lojistik, pazarlama ve tiretim arasindaki i¢sel entegrasyonu tlgmeye yonelik yedi
maddelik olcek Gimenez ve Ventura (2005, s. 27)'nin, tedarik zincirinin stire odakli performansini
Olgmeye yonelik dort maddelik 6lgek Acar ve Uzunlar (2014, s. 749)'1n ve giiven boyutunu 6lgmeye
yonelik dort maddelik olgek ise Garcia, Sanzo ve Trespalacios (2008, s. 723)'un c¢alismalarindan
faydalanilarak olusturulmustur.

Bulgular
Tanimlayici istatistikler

Katilimcilara yoneltilen alti tarnimlayici soru ile kendilerine ve calistiklar: isletmelere iliskin
tanimlayict verilere ulasilmaya calisilmistir. Arastirma konusu dikkate almarak calismaya
katilacaklarin belirli pozisyonlara sahip olmasi 6n sart olarak kabul edilmistir. Bu dogrultuda ankete
katilan katilimcilarin 132'si (%32,8) isletme igerisinde tiretim mudiirt, 144't (%35,8) pazarlama
midird, 80’1 (%19,9) lojistik miidiirii ve 46’s1 (11,4) ise tedarik zinciri miidiirti pozisyonunda
calistigini ifade etmistir. Ayrica katihmcilarin 315’1 (%78,4) calistiklar1 isletmenin orta olgekli ve 87’si
(%21,6) calistiklar: isletmenin ise biiyiik olcekli isletme oldugunu belirtmistir. Katilimcilara sorulan
diger tanimlayici sorulara verilen cevaplara iliskin istatistiki bilgiler Tablo 2’de yer almaktadir.

Tablo 2: Katilimcilarin Tamimlayic Istatistikleri

Yiizde Yiizde

Tanimlayic1 Sorular Frekans (%) Tanimlayic1 Sorular Frekans (%)

Tamamen Yerli 364 90.5 1-3 yil 117 29.1
Jletmenin Sermaye | yabanci Ortakli | 24 6 46 y1l 91 226

apist Pozisyonda
Tamamen Yabanc | 14 35 Bulunma 7-12 yil 102 254
- Siiresi

Sadece Yurt ici 78 19.4 urest 12yl tizeri |92 229

isletmenin Pazarlart Sadece Yurt Dis1 28 7 1 50-249 kisi 315 78.4
) Calisan Sayis1 -
Her iki Pazar 296 73.6 20kisive | g7 216
tizeri

Uretim Mid{irii 132 32.8 0-10 y1l 30 7.5

Pazarlama

Miidiirii 144 35.8 isletmenin 11-20 y1l 111 27.6
Pozisyon Faaliyet Yil1

Lojistik Mudiirit 80 19.9 21-30 y1il 102 254

TZ Midiirit 46 114 31y ve 159 396

tizeri

Giivenirlik ve gecerlik analizi

Elde edilen veriler oncelikle giivenirlik analizine tabi tutulmustur. Bu kapsamda igsel entegrasyon,
giiven ve performans alt boyutlarina iliskin i¢ tutarlilik Cronbach Alpha katsayilar1 hesaplanmigtir.
Olgeklere iligkin elde edilen degerlerin 0,7’den yiiksek olmasi 6lceklerin giivenilir oldugunu ifade
etmektedir. Tablo 3'de gortildiigi tizere icsel entegrasyon, giiven ve performans dlgeklerinin timii
0,7’ nin usttinde degerlere sahiptir. Calismada yap1 gegerliliginin test edilmesi amaciyla ilk asamada
acimlayici faktor analizi, ikinci asamada ise dogrulayici faktor analizi yapilmustir. Agimlayic faktor
analizi sonucunda olusan faktorler ve bu faktorlere iliskin maddeler Tablo 3’'de goriilmektedir. Faktor
analizinde 0,30’un altinda faktor yiikiine sahip maddelerin analizden ¢ikartilmas: onerilmektedir
(Can, 2014, s. 332). Bu kapsamda IC1 ve IC3 maddeleri analizden cikartilarak agiklayici faktor analizi
sonucunda elde edilen degerler Tablo 3'de gosterilmektedir. Orneklem yeterliliginin saglamp
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saglanmadiginin tespiti igin gerceklestirilen KMO analizi sonucunda elde edilen 0,85 degeri
calismanin orneklem yeterliligine sahip oldugunu ifade etmektedir. Ayrica normallik varsayimi igin
gerceklestirilen test sonucu tiim gozlenen degiskenlerin -2 ile +2 arasinda degerler almasi ¢alismalarin
normal dagilima sahip oldugunu gostermektedir (Alkan ve Erdem, 2020, s. 73).

Tablo 3: Giivenirlik ve Acimlayici Faktor Analizi Sonuglar:

Faktorler ve Maddeler Faktor Yiikii Chronbach Alpha KMO Aciklanan Varyans
i¢sel Entegrasyon
IE2 0,38
1E4 0,66
0,73
IE5 0,76 0,85 0,58
1E6 0,75
IE7 0,74
Giiven
Gl 0,70
G2 0,80
0,83
G3 0,80
G4 0,77
Performans
P1 0,75
P2 0,80
0,77
P3 0,70
P4 0,71

Aciklayici faktor analizi kapsaminda 6zdegeri birden yiiksek olan faktorler dikkate alinarak maddeler
ti¢ faktor altinda toplanmuistir. Sosyal bilimler alaninda yapilan ¢alismalarda agiklanan varyansin 0,5
olmasi yeterli kabul edilmektedir (Yaslioglu, 2017, s. 77). Bu dogrultuda olusturulan icsel entegrasyon,
giiven ve performans faktorlerinin agiklanan varyans degeri (0,58) yeterlidir.

Aciklayic1 faktor analizinde sonucunda olusan yapi bir sonraki adimda dogrulayici faktor analizine
tabii tutulmustur. LISREL paket programi araciliftyla gerceklestirilen analiz sonuglarinda elde edilen
standart, R? ve T degerleri Tablo 4’te goriilmektedir. Dogrulayici faktor analizinde maddelerin faktor
yiiklerinin 0,5 ve tizerinde bir degere sahip olmasi beklenmektedir. Analiz sonucunda IC2 maddesi
haricinde diger maddelerin tiimii 0,5 degerinin tizerindedir. IC2 maddesi t degerinin p<0,001 giiven
seviyesinde anlamli olmasi nedeniyle madde analizden ¢ikartilmamuistir. Ayrica tiim maddelerin t
degerlerinin p<0,001 giiven seviyesinde anlamli oldugu Tablo 4’ten anlasilmaktadir.

Yakinsama gecerliligi i¢in 6l¢iim modelinin elde ettigi agiklanan ortalama varyans (AVE) ve birlesik
guvenirlik (CR) degerleri incelenmistir. Agiklanan ortalama varyansin 0,5’in tizerinde olmasi
istenirken Fornell ve Larcker (1981, s. 46) AVE degerinin 0,5'in altinda oldugu durumlarda CR'nin
0,6nin {izerinde olmasinin yakisama gecerliligi icin yeterli oldugunu ifade etmistir. Icsel
entegrasyonun, giiven ve performans olceklerinin AVE ve CR degerleri incelendiginde yapiin
yakinsama gegcerliligine sahip oldugu goriilmektedir.
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Tablo 4: Olgiim Modeline iliskin Dogrulayict Faktsr Analizi Sonuglari

Faktorler ve Maddeler Standart R?Degerleri | Hata T Degerleri | AVE CR
Deger Varyansi
i¢sel Entegrasyon
IC2 0,41 0,17 0,83 7,72
IC4 0,55 0,31 0,69 10,70
0,37 0,74
IC5 0,74 0,55 0,45 15,26
1C6 0,71 0,50 0,50 14,37
1C7 0,61 0,38 0,62 12,11
Giiven
Gl 0,68 0,46 0,54 14,32
G2 0,79 0,63 0,37 17,74
0,56 0,83
G3 0,79 0,63 0,37 17,71
G4 0,73 0,53 0,47 15,76
Performans
P1 0,65 0,43 0,57 13,29
P2 0,78 0,61 0,39 16,57
0,47 0,78
P3 0,64 0,41 0,59 12,89
P4 0,69 047 0,53 14,16

Arastirma modelinin ve hipotezlerin test edilmesi

Arastirma modelinin test edilmesi icin degiskenler arasindaki iliskiler Baron ve Kenny (1986) nin
onerdigi gibi dort asamada incelenmistir. {lk asamada Sekil 2’'deki H1la yolu ile gosterilen bagimsiz
degisken ile bagimli degisken arasindaki iligki test edilmistir. Tkinci asamada ise H2 yolu ile gosterilen
bagimsiz degisken ile aract degisken arasindaki iliski yapilan analiz ile agiklanmaya galisilmistir. H3
yolu ile gosterilen araci degisken ve bagimli degisken arasindaki iliski ise analizin tiglincii asamasinda
test edilmistir. Son asamada ise H1b yolu ile bagimsiz degiskenin araci degisken tizerinden bagiml
degisken tizerindeki etkisi test edilerek aracilik rolii agiklanmaya calisilmistir.

Icsel entegrasyonun bagimsiz degisken ve tedarik zincirinin siire odakli performansimin bagimli
degisken oldugu regresyon modeli Tablo 5'de gortilmektedir. icsel entegrasyonun tedarik zincirinin
stire odakli performansini 0,278 katsayisi ile olumlu yonde etkiledigi ve bu etkinin p<0,01 seviyesinde
anlaml oldugu anlasilmaktadir. Elde edilen sonuglar ile “Hla: Igsel entegrasyonun tedarik zincirinin
stire odakli performansi tizerinde anlaml ve olumlu yonde bir etkisi bulunmaktadir” hipotezi kabul
edilmektedir. Tedarik zincirinin stire odakli performansindaki degisimin yaklasik %111 icsel
entegrasyon ile actklanmaktadir.

Tablo 5: igsel Entegrasyonun Tedarik Zincirinin Siire Odakli Performansi Uzerindeki Etkisinin
Arastirilmasi (H1a)

Bagimlh Bagimsiz F Coeff T P R?
Degisken Degisken

TZ'nin Siire Icsel 51,956 0,278 7,208 ,000 0,115
Odakl1 Entegrasyon

Performansi

Icsel entegrasyonun bagimsiz degisken ve giivenin bagimli degisken oldugu regresyon modeli
Tablo 6'da goriilmektedir. igsel entegrasyonun giiveni 0,402 katsayisi ile olumlu yonde etkiledigi ve
bu etkinin p<0,01 seviyesinde anlamli oldugu anlasilmaktadir. Elde edilen sonuglar ile “H2: Icsel
entegrasyonun giiven faktorii tizerinde anlaml ve olumlu yonde bir etkisi bulunmaktadir” hipotezi
kabul edilmektedir. Giivendeki degisimin yaklasik %18'i i¢sel entegrasyon ile agiklanmaktadar.
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Tablo 6: icsel Entegrasyonun Giiven Uzerindeki Etkisinin Arastiriimasi (H2)

Bagiml Bagimsiz F Coeff T p R?

Degisken Degisken

Giiven 1(;sel 90,443 0,402 9,510 ,000 0,184
Entegrasyon

Giivenin bagimsiz degisken ve tedarik zincirinin stire odakli performansinin bagimli degisken oldugu
regresyon modeli Tablo 7'de goriilmektedir. Giivenin tedarik zincirinin siire odakli performansini
0,481 Kkatsayist ile olumlu yonde etkiledigi ve bu etkinin p<0,01 seviyesinde anlamli oldugu
anlasilmaktadir. Elde edilen sonugclar ile “H3: Giiven faktoriiniin, tedarik zincirinin siire odakl
performans {izerinde anlamli ve olumlu yonde bir etkisi bulunmaktadir” hipotezi kabul edilmektedir.
Tedarik zincirinin siire odakli performansindaki degisimin yaklasik %23’ti giiven ile aciklanmaktadar.

Tablo 7: Giivenin Tedarik Zincirinin Stire Odakli Performans: Uzerindeki Etkisinin Arastirilmas: (H3)

Bagiml Bagimsiz F Coeff T P R?
Degisken Degisken

TZ’'nin Siire Giiven 120,138 0,481 10,961 ,000 0,231
Odakl1

Performansi

Tablo 5, Tablo 6 ve Tablo 7'nin sonuglar1 dikkate alindiginda aracilik etkisinin test edilmesi i¢in tiim
kosullarin saglandig ifade edilebilir. Tablo 8 incelendiginde igsel entegrasyonun tedarik zincirinin
stire odakli performansi tizerindeki etkisinin 0,278’den (Tablo 5) 0,133’e (Tablo 8) dusttgu
goriilmektedir. Elde edilen sonuglara gore giiven boyutunun kismu aracilik rolii oynadig:
anlasilmaktadar.

Tablo 8: Icsel Entegrasyonun Tedarik Zincirinin Stire Odakli Performansi Uzerindeki Etkisinde
Giivenin Aracilik Etkisinin Arastirilmasi (H1b)

Bagiml Bagimsiz F Coeff T p R?
Degisken Degisken

TZ'nin Siire Icsel 67,409 0,133 3,394 ,000 0,252
Odakl Entegrasyon

Performansi

TZ'nin Siire Giiven 67,409 0,359 8,570 ,000 0,252
Odaklx

Performansi

Aracilik etkisinin test edilmesinde kullanilan Bootstrap analiz sonuglar1 Tablo 9'da goriilmektedir. CI
degerlerinin sifir1 igermemesi ve p degerinin 0,05 den kiigiik olmasi hipotezlerin dogrulandigini ifade
etmektedir (Serinikli, 2020). Elde edilen sonuglar incelendiginde dogrudan etkinin arastirildigi Hla ve
H2 ile dolayl etkinin arastirildigi H1b hipotezlerinin dogrulandig goriilmektedir.

Tablo 9: Bootstrap Sonuglar1

Hipotezler Yol SH LLCI ULCI
Hla iE > TZP 0,0306 0,0911 0,2097
H2 G ~>TzP 0,0460 0,1692 0,3495
H1b iE G >1ZP 0,0328 0,1157 0,2453

Aracilik etkisinin analizinde kullanilan diger bir yontem ise sobel testidir. Bagimsiz degisken ile araci
degisken arasindaki iliskide standardize edilmemis regresyon katsayisi (a) ve standart hata (s,),
bagimsiz degisken ve araci degiskenin bagiml degisken tizerindeki etkisini agiklamak i¢in kurulan
iliskide standardize edilmemis regresyon katsayisi (b) ve standart hata (s,) sobel test istatistiginin
hesaplanmasinda kullanilmaktadir. Sobel test istatistiginin <.95 giiven seviyesinde 1.96’dan biiyiik
olmasi beklenmektedir. Tablo 10'da goriilen sobel istatistigi degeri <.95 giiven seviyesindeki referans
degerinden biiyiik ve p degeri <.05 ile anlamhdir. Elde edilen sonuglarla H1b hipotezi sobel testi
sonuglarma gore de dogrulanmstir.
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Tablo 10: Sobel Istatistigi Sonuclar1

Sobel Test Istatistigi Standart Hata | P Degeri

6.689 0.021 0

Isletme icindeki lojistik, pazarlama ve {iretim fonksiyonlar: arasindaki icsel entegrasyonun tedarik
zinciri performansina etkisi farkli ¢alismalarda (Won Lee, Kwon ve Severance, 2007; Flynn ve
digerleri, 2010) tespit edilmistir. Yapilan ¢calisma kapsaminda igsel entegrasyonun tedarik zincirinin
stire odakli performansina etkisi ilk defa incelenmis olup bu etki dogrulanmustir. Tedarik zinciri digsal
entegrasyon Ogeleri arasindaki giiven unsurunun tedarik zinciri performansina etkisi yine daha
onceki calismalarda (Cai, Jun ve Yang, 2010; Ramirez, Roman, Ramos ve Patrucco, 2020) ele
alinmasina karsin icsel entegrasyon 6geleri arasindaki giiven unsurunun tedarik zinciri performansina
etkisi bu calismada ilk defa incelenmis olup bu dogrultuda literatiirdeki bosluk doldurulmaya
caligilmugtir.

Sonucg

Kiresellesmenin etkisiyle isletmeler, farkli is modelleri gelistirerek uzak cografyalardan hammadde
ya da yar1t mamiil tedarik etmeye, pazar bulmaya, stirekli ve hizli bir sekilde yeni iirtin gelistirmeye
zorlanmaktadir. Isletmelerin sinirli kaynaklari ile rekabet avantaji kazanmasi giintimiiz sartlarinda
imkénsiz hale gelmistir. Rekabetin isletme sirurlar1 disina cikarak tedarik zincirleri diizeyine tasindig:
ise artik bilinen bir gercektir. Tedarik zincirlerinin artan 6nemi konunun hem teorisyenler hem de
pratisyenler tarafindan ilgi ile takip edilmesini saglamaktadir. Son yillarda tedarik zincirinin igsel ve
dissal entegrasyonunun maliyet, yeni trtin gelistirme, kalite {izerine etkisi oldugunu ifade eden
calismalar yapilmistir. Bu ¢alismada ise icsel entegrasyonun tedarik zincirinin stire odakli performansi
tizerindeki etkisinde giiven boyutunun aracilik roliine sahip olup olmadig1 arastirilmistir. Isletmenin
departmanlar1 arasindaki koordinasyonu/is birligini ifade etmekte olan i¢sel entegrasyon calismada;
lojistik, pazarlama ve tretim departmanlari arasinda kurulan entegrasyon ozelinde
degerlendirilmektedir. Icsel entegrasyon isletme icerisinde yer alan departmanlarin ayrik
faaliyetlerinin senkronize edilmesini saglamaktadir. Bu sayede isletmenin tiim departmanlarinin ayni
ama¢ dogrultusunda faaliyetlerine devam etmesi saglanabilir. Etkin bir i¢sel entegrasyon isletme
kaynaklarinin israfini engelleyerek maliyet, kalite ve hiz konusunda rekabet avantaji kazandirabilir.
Bu dogrultuda calismada igsel entegrasyonun tedarik zincirinin siire odakli performansini olumlu
yonde etkileyecegini ifade eden hipotez test edilmis ve dogrulanmistir. Bulunan sonug igsel
entegrasyonun tedarik zinciri performansma olumlu yonde etkilerinin bulundugu calismalarla
(Abdallah ve digerleri (2014); Shee ve digerleri (2018); Peng ve digerleri (2020)) uyum igerisindedir.

Isletme icinde icsel entegrasyonun olusturulmasi, farkli departmanlarin ortak amag dogrultusunda
faaliyetlerini diger departmanlarla koordine etmesini gerektirmektedir. Departmanlar aras: etkilesim
ve koordinasyon ile isletme icerisinde yer alan her birimin diger birimlerle bir rekabet icerisinde
olmadig1 ve tiim siire¢ boyunca deger yaratmak amaclanmaktadir. Boylece isletme fonksiyonlar:
arasinda tesis edilen entegrasyon, calisanlarin ve departmanlarin birbirlerine giivenmelerini
saglamaktadir. Bu dogrultuda olusturulan igsel entegrasyonun giiven boyutunu olumlu yoénde
etkilerinin bulundugu hipotezi analiz edilmis ve dogrulanmistir. S6z konusu analiz sonucu, bu alanda
yapilan calismalar ile uyumludur.

Nasil ki ekonomik degerin karsiligi olarak kabul edilen para birimleri dahi giiven tizerinde
yiikseliyorsa tedarik zinciri performans:t da paydaslar arasindaki giiven unsuru ile artmaktadir.
Giiven faktorii sosyal iligskilerde oldugu kadar is iliskilerinde de 6nemli yere sahiptir. Son yillarda
tedarik zinciri tyeleri arasindaki giiven eksikliginin yaratmis oldugu negatif etkileri en aza
indirebilmek i¢cin ademi merkeziyetci bir yaprya sahip olan blok zincir teknolojisi tedarik zincirlerinde
kullanilmaya baslanmistir (Kog, 2020). Tedarik zinciri ig¢sel entegrasyonunun kurulmasinda
departmanlar arasindaki giivenin tesis edilmesi faaliyetlerin biirokratik zaman kaybina ugramadan
gerceklestirilmesine imkan tanryacaktir. Bu bilgiler 1s1§inda olusturulan giiven boyutunun tedarik
zincirinin stire odakli performansi tizerinde olumlu etkilerinin bulundugu hipotezi test edilmis ve
dogrulanmustir.

Bu calismadan hareketle hemen hemen her sektdrde rekabet yogunlugunun arttifi giintimiizde
isletme yoneticilerinin departmanlar arasinda icsel entegrasyonu tesis ettikleri takdirde tedarik
zincirlerinin siire odakli performansinin artirilabilecegi ifade edilebilir. Ozellikle pandemi kosullar: da
dikkate alindiginda isletmeler bu sayede muiisteri siparislerine daha hizli cevap verebilecektir. Calisma
zaman ve maliyet kist1 nedeniyle yalnizca Tiirkiye icerisinde gerceklestirilmistir. Gelecekte yapilacak
calismalarda farkli bagimsiz ve araci degiskenlerle tedarik zincirinin siire odakli performansina etki
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eden unsurlar arastirilabilir. Ayni bagimsiz ve araci degiskenin farkli bagimli degisken tizerindeki
etkisi de arastirilarak literatiire katk: saglanabilir. Ayrica mevcut arastirma modeline farkli arac1 ya da
diizenleyici degiskenler de eklenerek yeni bir model olusturularak test edilebilir. Calisma imalat
sektorii ana evreni tizerinden gerceklestirildiginden farkli arastirmalar hizmet sektorii tizerinde de
gerceklestirilebilir.
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Abstract

This study aims to examine whether emotional exhaustion has a mediating role in the effect of
economic anxiety of tour guides on their affective occupational commitment. The research sample
included 370 tour guides in Turkey. The data were collected through the questionnaire method. The
collected data were analyzed using the IBM SPSS 22 and Process v3.3 macro extension. The mediating
role of emotional exhaustion between economic anxiety and affective occupational commitment was
calculated via the Bootstrapping procedure. It was found that there was a weak negative relationship
between economic anxiety and affective occupational commitment, a positive relationship between
economic anxiety and emotional exhaustion, and a negative relationship between affective
occupational commitment and emotional exhaustion. Thus, emotional exhaustion reduces affective
occupational commitment levels, and emotional exhaustion has a partial mediating role between
economic anxiety and affective occupational commitment. This study is expected to raise awareness
in tour guides, attract those who employ tour guides, and contribute to the relevant literature.

Keywords: Tour Guiding, Economic Anxiety, Affective Occupational Commitment, Emotional
Exhaustion, Turkey

Jel Codes: J53, L83, L84

Oz

Bu calismanin amaci, Tirkiye'deki turist rehberlerinin ekonomik kaygilarimin, onlarin duygusal
mesleki bagliliklari {izerindeki etkisi tizerinde duygusal tiikenmislik durumunun araci roliintin olup
olmadigm incelemektir. Arastirmanin érnekleminde Tiirkiye'de faaliyet gosteren 370 turist rehberi
yer almistir. Veriler anket yontemiyle toplanmustir. Toplanan veriler IBM SPSS 22 ve Process v3.3
macro extension kullanilarak analiz edilmistir. Ekonomik kayg1 ve duygusal mesleki baglilik arasinda
duygusal tiikenmisligin araci rolii bootstrappingyontemi kullanilarak hesaplanmistir. Analizler
sonucunda ekonomik kaygi ile duygusal mesleki baglilik arasinda zayif negatif iliski, ekonomik kaygi
ve duygusal tiikenmislik arasinda pozitif iliski ve duygusal mesleki baglilik ve duygusal titkenmislik
arasinda ise negatif iliski saptanmustir. Duygusal titkenmisligin duygusal mesleki baglilik diizeylerini
azalttig1 ve ekonomik kaygi ve duygusal mesleki baglilik arasinda kismi bir araci role sahip oldugu
goriilmustiir. Bu calismanmn tur rehberlerini bilinglendirmesi, tur rehberlerinin isverenlerinin
dikkatini bu yone ¢ekmesi ve ilgili alanyazina katkida bulunmasi beklenmektedir.

Anahtar kelimeler: Turist Rehberligi, Ekonomik Kaygi, Duygusal Mesleki Baglilik, Duygusal
Tiikenmislik, Tiirkiye
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Introduction

Tour guiding is a profession with its characteristics, qualifications and standards. As in every
profession, this profession has various positive and negative aspects. This stems from various positive
and negative features of the tour guiding business. The occupation of tour guiding attracts many people
because it is an entertaining, innovative, and non-monotonic job that offers professional autonomy,
brings out social skills, offers freedom of travel, and allows people to witness their customers” most
enjoyable and happiest moments (Wong and Wang, 2009; Mancini, 2001). However, it should also be
noted that it is a job that requires tour guiding professionals to be enthusiastic and knowledgeable
people with good management skills, who should also display customer-oriented and ethical
behaviours (Ap and Wong, 2001). It should also be noted that this is a physically and mentally
exhausting job that requires working under any climatic conditions; indoors or outdoors, travelling very
frequently and working long and flexible hours; usually working seasonally in peak seasons and
various destinations; continuous occupational and self-improvement and undertaking essential
responsibilities (Weiler and Black, 2015). Such difficulties that derange work-life balance cannot be
overcome by individuals who do not love what they do for a living, and who fail to embrace their
professional values, who do not identify themselves with their jobs and to accept their jobs as a part of
their lifestyles (Meged, 2017). The most crucial type of commitment for tour guides is affective
commitment. In other words, tour guiding is an occupation that may not be practised without
maintaining some affective commitment.

Economic anxiety is a kind of anxiety that individuals experience in financial insecurity (Osberg, 2009).
Many problems are arising from the work and conditions of tour guides, such as lack of wage continuity
due to precarious employment conditions and seasonal employment (mainly when they are not
working for a travel agency and work freelance); the lack of retirement rights of guides; the high
competition among the guides and the unfair competition created by the illegal (unlicensed or
unauthorized) guides, can cause them to experience economic anxiety. (Yetgin, 2017; Yetkin and
Benligiray, 2019). Macroeconomic conditions are also the threatening contextual elements that affect
how individuals review their lifestyles and work conditions (Bell and Blanchflower, 2011). Factors such
as national or global crisis, economic recession, national and international political events, natural
disasters, terrorism, and epidemics often significantly affect the tourism industry (Lerhman, 1986). Since
these macroeconomic problems can threaten tourists” safety (life and property), they are considered
significant determinants of tourist demand. These problems have the potential to eventually reduce the
demand for tour guides and lead to unemployment. In this case, it will be inevitable for unemployed
tour guides to suffer from economic difficulties and anxiety about future economic conditions.

Emotional exhaustion is the state of emotionally worn-out and drained and lack of emotional resources
(Maslach and Goldberg, 1998). Emotional Exhaustion is accepted as the beginning of the burnout
syndrome, and it is also the state where the exhaustion can be most explicitly observed and easily
analysed (Maslach and Jackson, 1981). The people experiencing emotional exhaustion fail to act
responsibly to their superiors as they used to; they do not value their jobs as before and feel a rapid
decrease in their emotional and physical resources. Being forced to go back to work under extreme stress
and frustration becomes a significant source of anxiety and stress (Leiter and Maslach, 1988: 297). The
economic anxieties experienced by tour guides may also increase their levels of emotional exhaustion.
In addition to their economic anxieties, tour guides may also go through some disturbing, unnerving,
and upsetting experiences resulting from their roles as tour leaders. These hassles may stem from
leading a tour, tour agent and their difficulties in their personal lives. The difficulties they have during
a tour may include annoying behaviours of participants and other employees, disagreements between
tour guides and groups, and having to take responsibility because of the problems caused by others.
The difficulties caused by travel agencies include the unfulfilled tasks by the personnel of the tour
agency, characteristics of the tour, inconsistencies between styles of tour leaders, and excessive
regulations of travel agencies. The difficulties they have in their personal lives are conflicts between
work and family life, occupational illnesses, insufficient and irregular income, difficulties in forming
and retaining social relations and poor management of leisure time (Tsaur and Lin, 2014). Excessive
workload and more extended periods of fast-paced work hours bring emotional exhaustion (Wright
and Bonett, 1997). These difficulties can lead to exhaustion in tour guides (Visser and Rothmann, 2009)
and prevent them from maintaining their jobs (Abdelkader, 2016).

The occupational groups that require face-to-face communication and close relationships can experience
burnout syndrome more frequently (Maslach and Jackson, 1981). As service providers, tour guides are
frequently in face-to-face communication with their customers. Tour guides are always expected to be
kind, respectful, easy-going, and polite to their customers. However, customers do not necessarily have
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to treat them kindly. They can even be irreconcilable, rude, and hostile (Chu and Murrmann, 2006;
Rafaeli, Grandey, Ravid and Wirt,z 2006). Tour guides have to hide and suppress their true feelings may
cause them to get stressed (Toker, 2019; Adams and Webster, 2013; Swim, Johnston and Pearson, 2009;
Goldberg and Grandey, 2007), and may lead to decreased job satisfaction, increased fatigue and
workplace mistreatment among colleagues and absenteeism (Walker, van Jaarsveld and Skarlicki, 2014),
emotional exhaustion, all of which eventually cause them to quit their jobs (Chang, Chi and Miao, 2007;
Visser and Rothmann, 2009).

The purpose of this study is to test whether emotional exhaustion has a mediatory effect on the
relationship between economic anxiety and affective occupational commitment of a group of tour
guides. The research sample included 370 active tour guides in Turkey. The data were collected through
the questionnaire method. The mediating role of emotional exhaustion between economic anxiety and
affective occupational commitment was calculated via the Bootstrapping procedure. This study found
a weak negative relationship between economic anxiety and affective occupational commitment, a
positive relationship between economic anxiety and emotional exhaustion, and a negative relationship
between affective occupation and affective occupational commitment. It was also revealed that
emotional exhaustion had an intermediary role between economic anxiety and affective occupational
commitment. This study is expected to raise awareness in tour guides, attract the attention of those who
employ tour guides, and fill an essential gap in the related literatiire

Literature review, hypotheses development and research framework
Affective occupational commitment

Occupation means working at a specific job for a period for one’s survival and the satisfaction of one’s
biological, social, and psychological needs (Lee, Carswell and Allen, 2000). A person’s occupation is
related to his/her choices, preferences, and interests. When a person becomes a member of an
occupational group, s/he also becomes familiar with the values and viewpoint regarding the chosen
occupation and develops a sense of identity (Rothman, 1997). Thus, occupation may also be defined as
a social value practised by individuals with common cultural characteristics, viewpoints, lifestyles,
values, principles (Maldonado and Alicea, 2002).

For professionals to succeed in any career path, they should develop a deep commitment to their
occupations (Benligiray and Sénmez, 2013). The commitment may be defined as a desire to maintain a
valued relationship for a long time or a force that pushes an individual towards behaving for a particular
purpose (Meyer and Herscovitch 2001). Accordingly, occupational commitment is the connection
individuals develop with their occupations based on their emotional reactions regarding their desire to
maintain their occupation and work for a specific purpose (Lee et al., 2000).

The occupational commitment was studied one-dimensionally (Aranya and Ferris 1984; Greenhaus,
1971; Ritzer and Trice 1969), multi-dimensionally (Meyer, Allen ve Smith, 1993), three-dimensionally
(Blau 2003), and four dimensionally in the literature. The dimensions of occupational commitment
formulated by Meyer et al. (1993) are practical, continuance, and normative occupational commitment.
Blau (2003) based his work on sub-dimensions of occupational commitment; however, he suggested
that continuance commitment has two different sub-dimensions as accumulated costs and limited
alternatives. Consequently, Blau (2003) examined occupational commitment in four dimensions as
affective, normative, accumulated costs and limited alternatives. Affective occupational commitment is
the most significant type of commitment in terms of employees” occupational identification, dedication
to their occupations, and values. Affective occupational commitment is defined as perceiving one’s job
as the centre of his life and making an effort to improve his occupational skills (Meyer and Allen, 1997).
Affective occupational commitment occurs when employees work willingly with positive vibes, adopt
and embrace occupational values, and identify with their jobs (Blau 2003, Meyer et al. 1993). Since this
type of commitment reflects individuals” desires to continue their occupations, it represents a more vital
type of commitment when compared to other sub-dimensions (Kim and Chang, 2007, Meyer and
Herscovitch, 2001). It is seen that affectively committed individuals make more efforts to become better
at what they do, attach more importance to their professional development, follow all occupational
publications for this purpose, attend work-related conferences and follow scientific studies that would
improve their professional expertise (Lee et al., 2000; Meyer et al., 1993).

Economic anxiety

Anxiety is one of the concepts defined in the psychology and philosophy literature and has been defined
and explained by various scientists and philosophers. This concept is defined in psychology as a state
of discomfort or depression, and in addition to its meaning in psychology, it is also defined as a

bmij (2021) 9 (3):869-889

871



Serap Benligiray & Duygu Yetgin

determining and vital force in the way of existence (Ditfurth, 1991). Anxiety entered the psychology
literature with Freud's concept of neurotic anxiety. Freud (1984) argued that the anxiety experienced by
ordinary people differs from neurotic anxiety in terms of its characteristics. Freud described this type
of anxiety commonly experienced by ordinary people as "real anxiety" and suggested it was more like
fear. Realistic anxiety is reasonable and understandable as it is a manifestation of survival and
protection instincts. In contrast, neurotic anxiety has no cause or object; it is irrational, continuous, and
pathological (Gegtan, 2005).

Everyone gets nervous from time to time. This is a natural and common human response to many life
challenges (Weiten, Hammer and Dunn, 2016). However, when the individual perceives his future as
more uncertain (Kierkegaard, 2004), the situation becomes even more frightening for him. In this case,
the individual may not be able to control the anxiety he feels, and he may become unable to cope with
this feeling with his existing capacity, which may cause the level of anxiety to increase gradually (Dag,
1999) and may enter a vicious circle in which anxiety disorder emerges. People with higher levels of
anxiety sensitivity tend to react more strongly to specific symptoms with fear (Weiten et al., 2016).

According to Friedman and Schustack (1999), anxiety is intense fear or uncertainty and a situation
affected by internal or external factors resulting from a threat or expectation of challenge. One of the
most important external factors that cause people to feel anxiety is economic conditions. Deterioration
of financial security and stability is mainly associated with the growing senses of fear, ambiguity, and
concern over whether the individual will sustain their standard of living (Marjanovic, Greenglass,
Fiksenbaum and Bell, 2013). Certain economic conditions can lead to economic insecurity and economic
anxiety. These conditions include economic crises (economic recession and global financial crises)
(Osberg 2015), rising unemployment rates (Osberg 2015; Luechinger Meier and Stutzer, 2010; Whalen
1997; Lozza, Libreri and Bosio, 2012), declining job security (Osberg and Sharpe 2005, Laszl6, Pikhart,
Kopp, Bobak, Pajak, Malyutin and Marmot, 2010), a high number of dependents, indebtedness, family
pressure (due to higher expectations, desire to maintain living conditions and social level, negative
attitudes) (Larson, Wilson and Beley, 1994), new and lack of an alternative occupation (Whalen, 1997),
deteriorating health status (Rook, Dooley and Catalano, 1991).

Economic anxiety and economic hardship must be carefully distinguished. Hardship refers to the
economic struggles of a person, such as poverty, unemployment, decreasing wages, confiscation,
bankruptcy. On the other hand, anxiety is not about economic hardships; it is about anxiety about one’s
future economic condition due to the conditions mentioned above (Finbow 2018; Casselman 2017). In
other words, economic anxiety is the fear individuals experience at the micro-level due to adverse
economic conditions. According to Osberg (2009), economic anxiety is an anxiety that individuals
experience in financial insecurity. Marketplace and Edison Research has developed an instrument to
help define how the economy makes its presence felt personal. “The Economic Anxiety Index”,
published on October 26, 2015, classified the results in three broad categories: (1) General Anxiety: It is
related to general concerns of people about money. It is about how strong and secure people feel
financial, how often they feel anxious about their financial conditions, and whether they lose their sleep
due to their financial matters. (2) Savings and expenses: It is related to people’s fears about monthly
household costs and expenses, travel expenses, student loans, and unexpected medical bills. (3) Job
security: It is related to the fear of unemployment and how secure they would feel regarding meeting
their expectations and needs in case of unemployment.

Economic anxiety's most significant potential outcome is a mental disorder (Osberg 2009; Meltzer,
Bebbington, Brugha, Jenkins, McManus and Stansfeld, 2009). Other potential outcomes of economic
anxiety are lack of self-confidence, fear of lower living standards and marital conflict (Osberg, 2009;
Meltzer et al., 2009), miscommunication and anxiety in people’s social circles, a predisposition towards
leaving their job (Lozza, Libreri and Bosio, 2012), decreased job satisfaction and motivation (Whalen,
1997), and decreased productivity (Osberg, 2009).

The relationship between economic anxiety and affective occupational commitment

Besides the effects mentioned above, economic anxiety may also cause tour guides to lose their
organizational or occupational commitments (Markovits, Boer and Dick, 2014). However, tour guides
with higher affective occupational commitment levels are expected to have lower economic anxiety
levels. Therefore, economic anxiety is not expected to affect affective occupational commitments
significantly. In other words, economic anxiety will have little or no effect on tour guides' affective
occupational commitment. The reason for this could be better understood after the causes and
consequences of affective occupational commitment are analysed.
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The literature review revealed that researchers found different results regarding the relationship
between affective occupational commitment and demographic features, such as age, gender, marital
status, educational background, seniority. Therefore, it is not easy to claim that a person from a specific
demographic will develop more affective occupational commitment than others. However, it could be
concluded that affective occupational commitment starts when an individual chooses an occupation
and takes shape with their occupational experiences (Meyer et al. 1993; Lee et al. 2000). It is found that
individuals have lower affective occupational commitment levels at the onset of their careers, and as
they continue to gain more occupational experience (Tang, Cunningham, Frauman, Ivy and Perry, 2012;
Goulet and Singh 2002; Lee, Carswell and Allen, 2000) and success, and as they become more familiar
with their occupations, their affective occupational commitment levels increase. As individuals use their
knowledge, skills, and competencies in their jobs, they receive various (tangible and intangible) rewards
and achieve their career goals, and their affective commitment levels increase (Weng and McElroy,
2012). Their adequate occupational commitment levels increase with their positive experiences,
opportunities, and satisfaction (Tak and Ciftcioglu, 2009).

Employees with a high level of emotional commitment to their occupation develop more positive
feelings towards their occupation (Cunningham, Tang, Frauman, Ivy and Perry, 2012; Blau 2003; Meyer
et al., 1993); they identify more strongly with various beliefs and values related to their occupation (Lee
et al. 2000), they see themselves as a part of the occupation (Bagraim, 2003), and therefore they never
think of changing their occupation (Weng and McElroy 2012; Otto, Dette-Hagenmeyer and Dalbert,
2010; Chang et al., 2007; Meyer and Herscovitch 2001; Blau 2000; Meyer et al. 1993; Blau, 1989).

Employees with high affective professional commitment tend to adhere more carefully to professional
standards and ethical principles (Lee et al. 2000; Jeffrey, Weatherholt and Lo, 1996), share tacit
knowledge (Lin, 2007), take more personal responsibility from others (Kaplan and Whitecotton, 2001),
display more organizational citizenship and voluntary behaviour (Meyer et al., 1993), improve their
performance (Conner, 2005, May, Korczynski and Frenkel, 2002; Lee et al., 2000), become more
participatory (May et al., 2002; Lee et al., 2000), and less absenteeism (Ozer and Uyar, 2010).

People with high-level affective occupational commitment also have higher job satisfaction (Satoh,
Watanabe and Asakura 2017; Kaldenberg, Becker and Zvonkovic, 1995, Meyer et al., 1993),
organizational commitment (Blau, 2000; Cohen, 2007; Lee et al.,, 2000), productivity, motivation
(Giileryiiz, Giiney, Aydin and Asan, 2008), and life satisfaction levels than the others. Research shows
that occupational commitment and exhaustion have a strong relationship, but they hurt each other.
People with high-level affective occupational commitment have lower levels of work stress (Pai, Yeh
and Huang, 2012) and burnout (Knudsen, Roman and Abraham, 2013; Brown and Roloff, 2011; Raiziene
and Endriulaitiene, 2007). Thus, the following hypothesis was developed:

Hi. Economic anxiety negatively affects affective occupational commitment.
Emotional exhaustion

Burnout (Job burnout or staff burnout) is a state of exhaustion resulting from unmet demands or work
and energy loss due to failure, fatigue, or excessive workload. According to Maslach, burnout occurs
when employees feel emotionally exhausted, become desensitized towards the people they meet as part
of their jobs, and when they feel like their personal accomplishments and competencies are not sufficient
(Maslach, 2003) as a result of exposure to chronic work stress for extended periods (Maslach, Schaufeli
and Leiter, 2001).

Burnout syndrome, a stress-related psychological disorder that arises over very long periods, has been
the topic of discussion for many scholars, and many models have been suggested for conceptualization.
These models are the burnout models developed by Maslach and Jackson (1981) and Meier (1983).
Maslach’s Burnout Inventory is the most common model in the literature, and various researchers have
tested its validity and reliability. In Maslach’s Burnout Inventory, burnout was analysed in three
dimensions: emotional exhaustion, depersonalization, and personal accomplishment. While these three
dimensions appear to be different, they are closely related to each other.

Emotional exhaustion is the state of emotionally worn-out and drained and lack of emotional resources
(Maslach and Goldberg, 1998). Emotional exhaustion (fatigue, exhaustion) is an easily observable and
inspectable dimension, and it is accepted as the beginning and the most critical phase of the burnout
process. Since this is the initial symptom, it generally plays a significant role in both burnout experience
and its treatment (Maslach and Leiter, 1997). The factors that cause emotional exhaustion include stress
(Maslach and Jackson, 1981), work overload (Griffin, Fuhrer, Stansfeld and Marmot, 2002; Lee and
Ashforth, 1996), mobbing (Davenport, Schwartz and Elliott, 2003), confrontation with a false notion
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regarding one’s occupation (Fawzy, Fawzy and Pasnau, 1991), lack of control at work, role conflict
(Leiter and Maslach, 2003), insufficient rewarding-wage, prestige, security (Maslach and Leiter, 1997),
unfair organizational structure/negative justice perception (Maslach, Schaufeli and Leiter, 2001),
overemotional expectations, the need for suppressing or expressing emotions routinely and chronic use
of empathy (Maslach et al., 2001). However, studies show no significant relationship between
demographic variables and emotional exhaustion (Maslach and Jackson, 1981).

Emotional exhaustion of employees harms both employees and their organizations. Emotional
exhaustion of employees significantly reduces their job performance (McCarthy, Trougakos and Cheng,
2016; Kim, Yoo, Lee and Kim, 2012; Lingard and Francis, 2005), their capacity to take the initiative and
cope with challenging tasks (Lingard and Francis, 2005), their life satisfaction (Burke and Greenglass,
1996), passion for work, emotional labour strategies, positive attitudes towards their profession, interest
and confidence, job satisfaction (Garman, Corrigan and Morris, 2002), and organizational commitment
(Jackson, Turner and Brief, 1987). On the other hand, emotional exhaustion causes an increase in
absenteeism (Deery, Iverson and Walsh, 2002), intention to leave (Han, Bonn and Cho, 2016; Maslach
and Jackson, 1997), and anxiety levels (Maslach and Leiter, 1999) of employees.

The relationship between economic anxiety and emotional exhaustion

No studies could be found in the literature concerning the correlation between economic anxiety and
exhaustion. However, studies indicate that variables such as low-income levels and insufficient wages
lead to exhaustion (Anastasiou, 2020). In addition, when individuals do not believe that they are being
rewarded fairly for their efforts, they experience exhaustion. As a result, individuals begin to work at a
side job, increasing their emotional exhaustion level by increasing their workload (Maslach and Leiter,
1997).

Cagan’s (2014) study on nurses and Otacioglu’s (2008) study on music teachers reveal that the
individuals who believe that their financial conditions are weak tend to have higher levels of emotional
exhaustion. In a study investigating the relationship between employees' economic perceptions and
their emotional exhaustion, it was found that teachers who were not satisfied with their wages
experienced higher levels of emotional exhaustion (Celebi, 2013). In another study, it was found that as
the anxiety levels of health workers increased, their emotional exhaustion levels also increased. Because
when individuals cannot cope with stress effectively, they begin to exhaust themselves emotionally
(Cotton, 1990). It is also understood that when individuals cannot cope with stress, they are more likely
to experience emotional exhaustion, even under the same level of work stress (Verbeke, 1996). Thus, the
second hypothesis was developed as follows:

H,. Economic anxiety positively affects emotional exhaustion.
The relationship between emotional exhaustion and affective occupational commitment

According to Pines (1996), burnout is only evident in highly motivated, idealistic individuals. These
individuals are more likely to have higher expectations regarding their careers, and they are more likely
to go through emotions, such as stress, alienation, anxiety, and depression, as the duration and intensity
of emotional pressure increase. It is observed that employees begin to feel overloaded with work, and
they run out of emotional resources in the emotional exhaustion phase. Then these individuals stop
acting as responsible with their superiors as they used to, do not value their jobs, and experience a
decrease in their emotional and physical resources. At this point, being obliged to go back to work
becomes a significant source of anxiety and stress for individuals who experience stress and frustration
(Leiter and Maslach, 1988).

A study conducted to test the relationship between teachers' exhaustion and professional commitment
levels found a significantly negative relationship between affective occupational commitment and
emotional exhaustion levels (Tiimkaya and Ustu, 2016). In a different study examining the effects of
exhaustion and commitment on professional commitment, it was observed that the level of
organizational commitment increases in all dimensions if the emotional exhaustion levels of bank
personnel decrease (Firat, 2015). In another study conducted to find out how much the emotional
exhaustion levels of nurses affect their professional commitment levels, it was observed that emotional
exhaustion levels increased and their professional commitment levels decreased as the rules of emotion
and behaviour expected from the employees increased. Their intensity increased (Agirman and
Naktiyok, 2014).

In another study examining the relationship between teachers' extra-role behaviour and their
exhaustion and professional commitment levels, it was observed that the time spent for extra-role
behaviours is positively correlated with levels of exhaustion in teachers, and their professional
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commitment levels decreased compared to others (Brown and Roloff, 2011). Another study conducted
with accountants found that those who developed an affective commitment to their profession had
lower levels of emotional exhaustion (Ciftioglu, 2011). The effects of professional commitment levels on
emotional exhaustion levels were examined in a study in Lithuania conducted with nurses. The results
of this study showed that emotional exhaustion decreased as the levels of empathy and professional
commitment increased (Raiziene and Endriulaitiene, 2007). Another study revealed that affective
occupational commitment negatively affected emotional exhaustion (Engelberg-Moston, Stipis, Kippin,
Spillman and Burbidge, 2009).

In a similar study examining the effect of Chinese medical doctors' level of professional commitment on
exhaustion, it appeared that occupational commitment had a maximum effect on exhaustion, and
strengthening occupational commitment was an effective way to reduce exhaustion (Liu, Li, Long and
Zhan, 2009). It was concluded with the study conducted on nurses that all dimensions of professional
and organizational commitment had a maximum effect on the concepts of exhaustion. Another study
determined that exhaustion levels of banking personnel harmed professional commitment (Tsai, 2007).
Another study also showed that nurses with high occupational commitment had more strongly
associated with adverse events and exhaustion (Sawhney et al., 2020). According to the relevant
literature, it can be said that there is a strong and negative relationship between professional
commitment and emotional exhaustion, emotional exhaustion negatively affects professional
commitment, and low occupational commitment also increases exhaustion. Therefore, the third
hypothesis is developed as follows:

Hj;. Emotional exhaustion negatively affects affective occupational commitment.

The mediating role of emotional exhaustion on the relationship between economic anxiety and
affective occupational commitment

As mentioned above, no supportive evidence was found in the relevant literature concerning the
relationship between economic anxiety and affective occupational commitment. However, there is
evidence claiming that economic anxiety increases emotional exhaustion (Maslach and Leiter 1997;
Verbeke 1996; Cotton, 1990) and emotional exhaustion decreases affective occupational commitment
(Brown and Roloff, 2011; Engelberg-Moston et al., 2009; Liu et al., 2009; Raiziene and Endriulaitiene
2007; Tsai, 2007). Based on this evidence, the third hypothesis of the research was developed as follows:

Hy: Emotional exhaustion has a mediating role in the effect of economic anxiety on affective occupational
commitment

Methodology
Survey instrument

This research was designed with an ontological objective and epistemologically positivist approach. In
this context, the principal research methodology was designed as a survey study. Accordingly, a
questionnaire method was used to collect data in the study. The questionnaire consists of two sections.
The first section contains items about the demographic characteristics of the participants. The second
section contains items about economic anxiety, affective occupational commitment, and emotional
exhaustion.

The “Occupational Anxiety Scale for Prospective Teachers”, progressed by Cabi and Yal¢imalp (2013),
is an eight-factor structure that contains 45 items. The economic anxiety scale (Turkish scale) consists of
seven items (e.g. “Fear of failing to satisfy the needs of my family with my income”). The statements in
this dimension were measured on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly
agree). Cronbach Alpha value for the economic anxiety scale was found to be 0.88.

In order to evaluate the adequate occupational commitment levels of tour guides, the statements under
the affective occupational commitment dimension of the three-dimensional occupational commitment
scale of Meyer, Allen, and Smith (1993) were used in the study. This scale was chosen because it was
used by another study conducted on tour guides in Turkey (Arslanturk, 2016), and it is a globally
recognized scale that has been used in various occupational fields. The practical occupational
commitment scale consists of six items (e.g. “Tour guiding profession is important for my image”).
Cronbach Alpha value for affective occupational commitment was found to be .79.

In order to measure the emotional exhaustion levels of participants, the statements in the emotional
exhaustion dimension of the three-dimensional “Maslach Burnout Inventory” were used. The scale was
adapted into Turkish (Capri, 2006) and optimised for tour guides without causing any changes in
meaning. Accordingly, “emotional exhaustion” consists of 8 items. (e.g. I feel like I do not like my job
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anymore and feel emotionally drained when I return home from work). Cronbach Alpha value for
emotional exhaustion was found to be 0.90.

Data collection

The sample consists of tourist guides who are actives. In order to work as a tour guide in Turkey, tour
guides must receive a license from the Republic of Turkey Ministry of Culture and Tourism. When this
research was conducted in 2016, according to data given by the Turkish Union of Tourist Guides'
Chambers, there were 7290 active tour guides in Turkey. A stratified proportional sampling method
was used to form a precise sample representing the entire population. While applying this method, the
population was divided into homogeneous groups. In this study, the lower layers of the population
were the tour guides of regional professional organizations. In addition, there are 13 tours guide
professional associations in Turkey. The formula used to form a sample representing the entire
population was: n = Number of Active Tour Guides under an Association/ Number of Active Tour
Guides in Turkey. According to this formula, the data used in the research needed to be collected from
370 participants in 95% confidence interval and p <, 05 statistical significance level. The questionnaire
forms were filled out through face-to-face, online platforms, and social media by 394 active tour guides
working in various regions of Turkey. Three hundred seventy of the survey forms were included in the
data analysis since some of them were eliminated because they were incomplete.

As of January 1, 2020, Ethics Committee Approval has become mandatory before data collection in
Turkey. However, this article data was collected in 2016. Therefore, Ethics Committee Approval is not
available, as such approval is not required when these data are collected.

Analysis

In this study, the data analysis was conducted with the IBM SPSS Statistics 22 program and Process
Macro developed by Hayes (2013). In the initial analysis, mean, standard deviations, skewness, and
kurtosis values were calculated. Then the factor loadings and Average Variance Extracted (AVE) values
for indicators that reveal the constructs were analysed. Cronbach Alpha and Composite Reliability were
also confirmed. Finally, correlation and discriminant validity were confirmed. Then, regression analysis
based on the bootstrap method was conducted to test whether emotional exhaustion was mediated by
the effect of economic anxiety on affective occupational commitment. The Bootstrap technique created
a new observation set by repeating the observations in the original data set and making statistical
calculations with the new data sets. This method corrected kurtosis and skewness related to the range,
obtaining more reliable results (Giirbtiz, 2019).

Results
Initial analysis

Two hundred forty-three men (65.7%) and 127 (34.3%) women participated in the study. 19 (5.1%) of
the participants were in the age range of 20-25 years; 88 (23.8%) were in the age range of 26-31 years; 83
(22.4%) were in the age range of 32-37 years; 68 (18.4%) of them were in the age range of 38-43 years; 60
(16.2%) of them were in the age range of 44-49 years; 52 (14.1%) were aged 50 years or above (See Table
1). It was observed that the skewness (S ranged -1.02 to 1.00) and kurtosis (K ranged from -0.37 to 1.63),
coefficients of the variables ranged within £2 normality criteria as set by George and Mallery (2010).

The means, standard deviations, skewness, and kurtosis are presented in Table 1. When Table 1 was
analysed, it was observed that the skewness (S ranged -1.02 to 1.00) and kurtosis (K ranged -0.37 to 1.63)
coefficients of the variables were ranged within +2 normality criteria as indicated by George and Mallery
(2010). As seen in Table 2, the standardized estimates extend from 0.683 to 0.857 for economic anxiety,
from 0.560 to 0.799 for affective occupational commitment, and from 0.615 to 0.801 for emotional
exhaustion. It was found that all factor loads were significant. Average Variance Extracted (AVE) values
were calculated to support convergent validity (Henseler, Ringle and Sinkovics, 2009). It was observed
that the majority of variables in this study had AVE values over.50, and affective occupational
commitment was slightly lower than .50. The cut-off value for Cronbach’s alpha and Composite
Reliability were 0.7 (Fornell and Larcker 1981; Nunnally 1978). When Table 2 is examined, it is also seen
that CRs are considerably higher, and all variables were found to be reliable.
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Table 1: Demographic Characteristics of The Participants

Variables n %
Female 127 34,3
Gender Male 243 65,7
20-25 19 5,1
26-31 88 23,8
A 32-37 83 22,4
8¢ 38-43 68 18,4
44-49 60 16,2
50+ 52 14,1

1 year and less 34 9,2
2-7 year 103 27,8
Seniority 8-13 year 103 27,8
14-19 year 50 13,5

20-25 year 33 8,9
26 + year 47 12,7

Table 2: Factor Loadings

Scale Items | AVE | Cronbach a | CrR | FL
Economic Anxiety .593 .88 91
Because of the fear of failing to have a financially stable .805
and normal life with my income
Because of the fear of failing to satisfy the needs of my family with my .846
income
Because of the fear of increasing social disrespect towards my job .686
Because of the fear of failing to find career-related opportunities for self- .683
improvement
Financial conditions are not suitable for me to practice my occupation .857
Because of the fear of limiting my social and cultural activities due to .856
financial problems and insufficient income levels
Because of the fear of losing my job due to social and political upheavals .618
Affective Occupational Commitinent 474 .79 .86
Tour guiding profession is significant in terms of my personal image. 591
*I regret to have pursued a career in tour guiding. 742
*I'd rather pursue a career in a profession other than tour guiding. .699
I am proud of being a tour guide. .799
*I don’t like being a tour guide. .610
*I cannot identify myself with the occupation of tour guiding. .560
I consider tour guiding as an exciting profession. .697
Emotional Exhaustion 522 .87 .90
I feel like I don’t like my job anymore 671
I feel emotionally drained when I come back home from work .798
I feel like I can’t take this job anymore when I wake up every morning. 794
Dealing with people all day is wearing me out 719
I feel like I am sick of what I do for a living .801
I think my job is restricting me. .664
Working directly with people stresses me out 691

The discriminant validity, which was the first introduced by Campbell and Fiske (1959) to evaluate test
validity, proves that different scales in a test designed to measure theoretically different concepts do
not correlate. Discriminant validity is approved if the square root of the AVE value of every construct
becomes more significant than its correlation coefficient (Fornell and Larcker 1981). Although there is
no standard value for discriminant validity, values below 0.85 suggest that discriminant validity likely
exists between the two scales. The degree of fit in the two scales can be calculated with the following
formula. In the formula, r,, shows the correlation between two different variables, r. is the reliability
of X, ryy is the reliability of y. For example, in the formula, if x is Economic Anxiety and y is Affective
Occupational Commitment, discriminant validity is 0.219; In the case when x is Economic Anxiety, and
y is Emotional Exhaustion, discriminant validity is 0.519; In the case when x is Affective Occupational
Commitment, and y is Emotional Exhaustion, discriminant validity is 0.480.

bmij (2021) 9 (3):869-889

877



Serap Benligiray & Duygu Yetgin

rxy

\ / Ixx* Tyy

Table 3: Discriminant Validity

Variables 1 2 3 Mean SD
Economic Anxiety (EA) 77 3.71 99
Affective Occupational Commitment (AOC) -16™ .69 4.04 81
Emotional Exhaustion (EE) 327 -.53" -.10 2.39 .95

Note. ** p < .01, Diagonals (in bold) represents the square root of AVE while off diagonals represent correlations

In line with this, our model confirmed discriminant validity because the entire square root of AVEs was
larger than the corresponding row or column entries (See Table 3). Details about correlations and
discriminant validity are presented in Table 3. Economic anxiety was positively and significantly
correlated with emotional exhaustion (r = .32, p < .01). On the other hand, economic anxiety and
emotional exhaustion were negatively and significantly correlated with affective occupational
commitment (r = -16 and -.53). Emotional exhaustion negatively affects affective occupational
commitment. Thus, H: and H> and Hs hypotheses were accepted.

The mediating role of emotional exhaustion in the effect of economic anxiety on affective occupational
commitment was calculated via a Bootstrapping procedure. The experience as an active tour guide was
used as a control variable, and direct and indirect effects were calculated. In the model, when the direct
effects were examined (see Table 4), economic anxiety significantly and positively predicted emotional
exhaustion (B = 0.305, t = 6.401, p < .001). Moreover, affective occupational commitment was
significantly and negatively predicted by emotional exhaustion (B = -0.366, t = -6.884, p < .001). After
controlling mediational variables, Bootstrap analysis confirmed the direct effect of economic anxiety on
affective occupational commitment (B = -0.032, t = -0.861, p > 0.05). Thus, the Hs hypothesis was
accepted. Figure 1 shows the findings of the mediational analysis. Emotional exhaustion reduces
affective occupational commitment levels, and emotional exhaustion has a partial mediating role
between economic anxiety and affective occupational commitment. The analysis showed a weak
negative correlation between economic anxiety and affective occupational commitment level.

Table 4: Mediational Analysis

Variable B SE t [4

Direct effect and total effect

a; Economic anxiety - Emotional exhaustion .305 .048 6.401 .001
b; Emotional exhaustion = Affective commitment -.366 .053 -6.884 .001
¢ Economic anxiety - Affective commitment -130 .042 -3.073 .002
¢' Economic anxiety - Affective commitment -.032 .037 -.861 .340
Variable Value SE LL95% CI UL 95% CI

Bootstrap results for the indirect effect

EA - Emotional exhaustion = Affective commitment =112 .023 -.164 -.073

Note. Bootstrap sample size = 5000; LL lower Limit; UL Upper Limit; CI Confidence Interval.
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Figure 1. Structural Model

Discussion and conclusions

This study aimed to examine whether emotional exhaustion had a mediating effect on tour guides.
Affective occupational commitment is considered among the most substantial types of commitment
(Meyer et al. 1993). Thus, it was assumed in the design of this research that affective occupational
commitment would not be strongly affected by economic anxiety. However, the analysis showed a weak
negative correlation between economic anxiety and affective occupational commitment level. Economic
anxiety is the most frequently observed in economic crises (Osberg, 2015; Karagtiven, 2009; Hobfoll,
1989). Therefore, it is highly likely that the problems that impacted the Turkish tourism industry in this
study may have influenced the economic perceptions of participant tour guides. These problems might
have resulted from global and national fluctuations. Together with globalization, the crises not only
affect where they prevail, but they may also affect the entire world as well, and this would harm
tourism, which is a global industry ((Yetgin and Benligiray, 2019; Kaya, Akgiin and Ciftci, 2020). The
Turkish tourism industry has been going through more challenging times with the Syrian refugee crisis,
terrorism, the November 24, 2015 crisis with Russia, and the attempted July 15, 2016. The data of this
study were implemented to tour guides in a political crisis environment in 2016. According to the
Turkish Statistical Institute data, the number of tourists visiting Turkey decreased 24.6% in 2016
compared to the previous year but increased between 2017 and 2019. In line with the decreasing number
of visitors, the overall tourism revenue has decreased drastically. The tourism revenue, which was $31.5
billion in 2016, has decreased to $ 22 billion in 2016. However, 2017, 2018, and 2019 may be considered
a significant and bright era for Turkish tourism.

Due to the ‘Novel Coronavirus (COVID-19)’ pandemic, which first began in December 2019 and rapidly
spread throughout the world, the COVID 19 pandemic was announced by the World Health
Organization on March 11, 2020. The pandemic caused an economic crisis and increased the
unemployment rates in Turkey and worldwide (Elgin, Basbug and Yalaman, 2020). Just like tour
operators, travel agencies, and the employees of hotel and transportation businesses, one of the most
significant actors of the sector, the tour guides, have also become unemployed, especially in times of
crisis (Cakmak, 2019: 70; Yetgin, Yilmaz and Ciftci, 2018). The tour guides could not work throughout
the COVID-19 pandemic, and they faced severe economic problems. Thus, being one of the most
intellectually qualified occupational groups in the tourism industry, if the tour guides quit their jobs
and look for other sources of income due to economic problems, this may bring irreversible losses for
the post-pandemic period. Therefore, the tour guides must be financially supported (Ttirker and Karaca,
2020). The tour guides expect financial support from the government in times of crisis (Sahin and Giizel,
2020; Kaya, Akgiin and Ciftci, 2020)

In addition to causing individuals to feel worthless, insignificant and unsuccessful economic crises also
make them feel hopeless for the future. An individual who directly experiences economic crises in
his/her business life would also reflect this around his/her family and friends. Thus, this may also
damage their social lives (Avcin, Kucina, Sarotar, Radovanovic and Plesnicar, 2011). In an economic
crisis, employees question their lifestyles, think they will lose their existing living standards, and have
concerns about their future (Sargent-Cox Butterworth and Anstey, 2011). While Maslow suggests in his
Hierarchy of Needs that people need to make financial gains to meet their physiological and safety
needs (Maslow, 1943), Herzberg emphasises the importance of economic factors in motivation. It is
suggested that success would never come, and even motivation would be lost unless these needs are
satisfied (Herzberg, 1971).
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One of the most significant findings of this study is that the emotional exhaustion levels of tour guides
grow with their economic anxiety levels. The risk of future unemployment increases anxiety for
individuals who feel financially insecure (Luechinger et al., 2010). Low levels of income, insufficient
wages, not having a regular income, unemployment, and economic crises are the factors that lead to
economic anxiety (Osberg, 2015; Osberg and Sharpe, 2005). Individuals” living standards and levels of
welfare would increase with the increase in their income levels (Frey and Stutzer, 2002). Otherwise,
people would feel unhappy and experience economic anxiety. Economic anxiety impacts individuals'
physical and mental well-being because of financial decline (Osberg and Sharpe, 2005). Similar results
were found in this study, which suggested a significant relationship between economic anxiety and
exhaustion and other studies which examined the relationship between income and exhaustion. For
example, several studies found that teachers who are not happy with their wages experience more
exhaustion (Otacioglu, 2008). Likewise, part-time hotel employees are also underpaid, and since they
work on a seasonal basis, their emotional exhaustion levels are higher (Ersoy and Utku, 2005). In
addition, the individuals having financial difficulties usually tend to have side jobs, which causes
emotional exhaustion and the increasing workload (Maslach and Leiter, 1997).

The concepts of occupational commitment and burnout have a strong relationship, but they hurt each
other. Emotional exhaustion is the central aspect of burnout, and affective occupational commitment is
occupational commitment (Meyer et al. 1993, Blau, 2000). It was found in this study that emotional
exhaustion also reduced affective occupational commitment. It shows similarities with the results of
other studies on occupational commitment and emotional exhaustion (Tiimkaya and Ustu, 2016;
Ciftcioglu, 2011), In some other studies conducted with teachers and voluntary coaches, it was
determined that affective occupational commitment negatively influences emotional exhaustion
(Engelberg-Moston et al. 2009).

The tested model in this research revealed that emotional exhaustion reduces affective occupational
commitment levels, and emotional exhaustion has a partial mediating role between economic anxiety
and affective occupational commitment. With this result, which is one of the contributions of this study
to the literature, it could be concluded that economic anxiety experienced by tour guides can indirectly
reduce their affective occupational commitment by increasing their direct and emotional exhaustion
levels. Furthermore, the analysis results showed that there is a weak and negative relationship between
the economic anxiety levels of tour guides and their emotional, professional commitment; as the
economic anxiety levels of tour guides increase, their emotional exhaustion levels increase; an increase
in emotional burnout causes a decrease in the level of emotional, professional commitment of tour
guides; emotional exhaustion partially mediates between economic anxiety and emotional,
occupational commitment.

A committed individual is thought to stay in his/her work, with commitment protecting
himself/herself against the adverse effects of stress by attributing meaning to their work (Kobasa 1982).
If emotional exhaustion is considered a significant stress factor for individuals, it could be claimed that
affective occupational commitment is one of the most important and protective variables for stress
resistance. People with a salient identity toward a referent can develop coping strategies that assist them
in the challenges created by their occupation. The results of another study revealed that the correlation
between negative cases and burnout was more robust for the nurses who reported higher occupational
commitment (Sawhney et al., 2020).

If the affective commitment of tour guides to their occupation increases, their professional performance
will also increase. This would also lead to increased service quality in tours, and thus, increased tourist
satisfaction. According to Lugosi and Bray (2008), social learning and experimental learning are
essential for professional development. Therefore, education has a critical role in the development of
practical occupational commitment. From this viewpoint, tour guides could be suggested to participate
in specialization programs. On the other hand, a higher level of job satisfaction is a significant factor for
increasing affective commitment (Kaldenberg et al., 1995; Tak and Ciftgioglu 2008). Therefore, a fair
income system for tour guides can solve various occupational problems (Mak, Wong, K. and Chang,
2011) and increase job satisfaction.

Individuals experiencing economic anxiety have concerns because they cannot guarantee their future.
In addition, increasing levels of economic anxiety reduce affective occupational commitment levels.
Thus, the economic anxiety of tourist guides should be reduced. In particular, being employed as tour
guides in a permanent job can reduce economic anxiety. For this purpose, tour guides could specialize
in different areas, and thus, they can be preferred more by travel agencies (Cohen, Ifergan and Cohen
2002).
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In the tour guiding literature, there are primarily studies focusing on the following topics: Duties,
responsibilities, and roles of guides (Howard, Smith and Thwaites, 2001; Cohen et al. 2002; Tsaur and
Teng, 2017), and occupational and professional problems (Biiyiiktepe, Gokdemir and Korkmaz, 2019;
Mak, Wong and Chang, 2011; Prakash and Chowdhary, 2011; Chowdhary and Prakash, 2008; Batman,
2003, Polat, 2001). Therefore, this study is expected to raise awareness in tour guides, attract those who
employ tour guides, and fill an important gap in the related literature. Furthermore, it can be said that
it contributes to the academic fields of economic anxiety, affective occupational commitment, and
emotional exhaustion.

Travel agencies usually make comprehensive tour plans, and they plan the destination and excursions.
However, it is known that tour guides are not involved in the tour planning processes. This situation
brings about some administrative problems as well as causing tour guides to experience difficult
moments during tours (Pond, 1993). This can lead to a decrease in the practical occupational
commitment of tour guides, coupled with economic anxiety and burnout. Within this context, guides
can also be included in the planning of the tours. Practices that involve employees in decision-making
processes and allowing them personal growth (i.e., competence) help support employees'
organizational affective commitment (Morrow, 2011). Ensuring that the guides participate in this
process will mean that they will have partial control over the process. As a result, it may be possible to
prevent role conflicts and reduce emotional exhaustion levels. This is critical for a successful tour
operation.

Tourism is a developing sector in our country. Recent crises (such as the Syrian refugee crisis, terrorism,
the November 24, 2015 crisis with Russia, and the attempted coup of July 15, 2016) in the tourism
industry have caused approximately 250.000 people to become unemployed in this sector. Tour guides
were among these unemployed tourism employees. Thus, the decline in the number of tourists and
work chances for tourist guides may have caused an increase in their economic anxieties experienced
for various reasons. Besides, macroeconomic conditions are only one of the reasons for economic
anxiety. Tour guides are effective cultural ambassadors in promoting their countries. In such severe
crises, professional chambers and employee associations undertake essential tasks. To provide financial
support to tour guides, meeting with the relevant associations should be organised to minimize the
economic anxieties of tour guides (such as interest-free loans, debt or loan assistance), and outcomes of
such efforts should be shared with tour guides.

Tour guides with higher affective occupational commitment may strive to improve their profession-
related problems. Participation is an essential factor in the development of commitment. Therefore, the
associations of tour guides should get the guides' opinions, take the necessary steps to solve their
problems in the right way and inform guides about the taken steps.

Limitations and future research

This study was conducted on tour guides actively working, and inactive tour guides who had licenses
were excluded from the sample. As of 2016, there is 2707 inactive tour guide in Turkey. In such a study
conducted on tour guides, inactive tour guides were excluded from the sample, considering it would
be difficult to reach them. Therefore, their opinions were not reflected in this research. Another
limitation is that this study used only the questionnaire method as the data collection technique. In
addition, the fact that the questionnaire could not be administered to all tour guides through face-to-
face interviews since they operate throughout the country can be considered another limitation.

Tour guiding is a profession that is practised in a similar way all over the world. However, the economic
and cultural conditions in the region may cause tour guides to differentiate in the level of affective
occupational commitment and other variables (such as emotional labour, work stress, emotional
intelligence) that affect this commitment. Therefore, it can be suggested that similar studies could be
conducted in different cultures, and the findings could be compared.

This is a cross-sectional study. When developing a general hypothesis, cross-sectional studies are the
best way to establish specific situations facing a particular demographic. Each description of critical
data points creates the possibility of communicating movement towards a future solution that may not
have been considered before. In cross-sectional studies, data are collected from many subjects at a single
point. Whereas variables occur in real-time situations, what happens now can have different
consequences from what may happen in the future. Therefore, it can never be said that the sample
ultimately represents the whole universe. Therefore, it is not possible to make a complete generalization
when using this approach. Furthermore, a cross-sectional study only measures the presence and
relationships in that environment, not what triggers the variables. Therefore, it does not provide causal
relationships (Wang and Cheng, 2020; Sedgwick, 2014; Levin, 2010).
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Economic anxiety, affective occupational commitment, and emotional exhaustion levels of tour guides
may change depending on various factors. For example, the rapid spread of coronavirus (COVID-19)
globally has negatively affected many sectors, including tourism, since the beginning of 2020. Especially
the fact that international tourism has come to a standstill has affected tour guides significantly. In our
opinion, testing and comparing the relationship between economic anxiety, affective commitment, and
emotional exhaustion in different regions and cultures have become even more critical in this process.
In addition, it has also become vital to study and analyse many other effects of the pandemic in an
interdisciplinary manner. It can also be suggested that further studies could be conducted with both
active and inactive tour guides, enriching the collected data with qualitative methods, conducting
longitudinal research and comparing the obtained findings in different periods.

Peer-review:

Externally peer-reviewed

Conflict of interests:

The author(s) has (have) no conflict of interest to declare.

Grant Support:

The authors declared that this study has received no financial support
Author Contributions:

Idea/Concept/Design: S.B., D.Y. Data Collection and/or Processing: D.Y. Analysis and/or
Interpretation: D.Y., S.B. Literature Review: D.Y., S.B. Writing the Article: S.B., D.Y. Critical Review:
S.B. Approval: S.B., D.Y.

References

Abdelkader, A. (2016). Tourist guides and job-related problems, analysis and evidence from Jordan
Journal of Quality Assurance in Hospitality and Tourism, 18 (2), 200-217.

Adams, G.A., and Webster, J.R. (2013). “Emotional regulation as a mediator between interpersonal
mistreatment and distress”. Eur. J. Work Organ. Psychol. 22(6), 697-710.

Agirman, U. H, and Naktiyok, A. (2014). Hizmet sektorii calisanlarindan beklenen duygu
gosterimlerinin mesleki baghlik ve duygusal tiikenmislik diizeylerine etkisi: hemsireler tizerine bir
aragtirma. 2. Orgiitsel Davranis Kongresi Proceeding Book pp.7-8.

Anastasiou, S. (2020). Economic Crisis, Emotional Exhaustion, Depersonalization and Personal
Accomplishment Of Teachers in Greece. Humanities and Social Sciences Letters, 8(2), 230-239.

Ap, J., and Wong, K. K. F. (2001). Case study on tour guiding: Professionalism, issues and problems.
Tourism Management, 22(5), 551-563.

Aranya, N. and Jacobson, D. (1975). An empirical study of theories of organizational and occupational
commitment. The Journal of Social Psychology, 97 (1), 15-22.

Arslantiirk, Y. (2016). Mesleki baglilik: Turist rehberleri iizerine bir inceleme. Isletme Arastirmalari
Dergisi, 81, 186-207.

Avcin, B.A., Kucina, A.U., Sarotar, B.N., Radovanovic, M. and Plesnicar, B. K. (2011). The present global
financial and economic crisis poses an additional risk factor for mental health problems on the
employees. Psychiatr Danubina, 23 (1), 142-148.

Bagraim, J. (2003). The dimensionality of professional commitment. Journal of Industrial Psychology, 29(2),
6-9.

Bareket-Bojmel, L., Shahar, G., and Margalit, M. (2020). COVID-19-related economic anxiety is as high
as health anxiety: Findings from the USA, the UK, and Israel. International Journal of Cognitive Therapy,
29,1-9.

bmij (2021) 9 (3):869-889

882



Serap Benligiray & Duygu Yetgin

Batman, O. (2003). Tiirkiye’deki profesyonel turist rehberlerinin mesleki sorunlarma yonelik bir
arastirma. Bilgi Sosyal Bilimler Dergisi, (2), 117-134.

Bell, D. N. F., and Blanchflower, D. G. (2011). The crisis, policy reactions and attitudes to globalization
and jobs. In M. Bacchetta and M. Jansen (Eds.), Making globalization socially sustainable (pp. 85-
118). Geneva: ILO and WTO.

Benligiray, S., and Sonmez, H. (2013). The analysis of demographic and work-life variables which affect
the occupational commitment of nurses. Journal of Management Development, 32 (4), 419-434.

Blau, G. (1989). Testing the generalizability of a career commitment measure and its impact on
employee turnover. Journal of Vocational Behavior, 35 (1), 88-103.

Blau, G. (2000). Job, organizational, ve professional context antecedents as predictors of intent for
mterrole work transitions. Journal of Vocational Behavior, 56, 330-345.

Blau, G. (2003). Testing for a four-dimensional structure of occupational commitment Journal of
Occupational and Organizational Psychology, 76, 469-488.

Brown, A. L. and Roloff, M. E. (2011). Extra-role time, burnout, and commitment: The power of promises
kept. Business Communication Quarterly. 74 (4), 450-474.

Burke, R. J., Greenglass, E. R. and Schwarzer, R. (1996). Predicting teacher burnout over time: effects of
work stress, social support, and self-doubts on burnout and its consequences. Anxiety, Stress, and
Coping, 9, 261-275.

Biiyiiktepe, H. S., Gokdemir, S., and Korkmaz, H. (2019). Turist Rehberlerinin Sorunlar1 Uzerine Nitel
Bir Aragtirma: Canakkale Ornegi. Journal of Travel and Tourism Research, (14), 94-117.

Cabi, E. and Yalginalp, S. (2013). Ogretmen adaylarina yonelik mesleki kaygi 6lgegi (MKO): Gegerlik ve
Giivenirlik Calismasi. Hacettepe Universitesi Egitim Fakiiltesi Dergisi, 44, 85-96.

Cakmak, T. F. (2019). Turizm Endiistrisinde Biitiinciil Yaklasimla Kriz Yénetimi ve Ornek Olaylar. Ankara:
Detay Yaymcilik

Campbell, D.T. and Fiske, D.W. (1959). Convergent and discriminant validation by the multitrait-
multimethod matrix. Psychological Bulletin, 56, 81-105.

Capri, B. (2006). Tukenmislik olceginin Tiirkce uyarlamasi: Gegerlik ve giivenirlik ¢alismasi. Mersin
Universitesi Egitim Fakiiltesi Dergisi, 2(1), 62-77.

Casselman, B. (2017). Stop saying Trump’s win had nothing to do with economics. FiveThirtyEight.
Retrieved from https://fivethirtyeight.com/features/stop-sayving-trumps-win-hadnothing-to-do-
with-economics/

Celebi, E., (2013). Elaz1g ve Malatya il merkezinde bulunan 6zel egitim kurumlarinda calisan
ogretmenlerin tiikenmislik diizeyleri ve ilgili faktorler (Unpublished doctoral dissertation). Firat
University, Elazig.

Chang, H. T., Chi, N. W. and Miao, M. C. (2007). Testing the relationship between three-component
organizational/occupational commitment and organizational/occupational turnover intention
using a non-recursive model, Journal of Vocational Behavior, 70, 352-368.

Choi, C. H. Kim, T. Lee, G. and Lee, S. K. (2014). Testing the stressor-strain-outcome model of
customer-related social stressors in predicting emotional exhaustion, customer orientation and
service recovery performance. International Journal of Hospitality Management, 36, 272-285.

Chowdhary, N. and Prakash, M. (2008). Challenges of tour guiding — An assessment of situation in India.
Gwalior, India: Indian Institute of Tourism and Travel Management.

Chu, KH.-L. and Murrmann, S.K. (2006). Development and validation of the hospitality emotional
labor scale. Tourism Management. 27 (6), 1181-1191.

Ciftcioglu, A. (2011). Investigating occupational commitment and turnover intention relationship with
burnout syndrome. Business and Economics Research Journal, 2 (3), 109-119.

Cohen, A. (2007). Dynamics between occupational and organizational commitment in the context of
flexible labor markets: A review of the literature and suggestions for a future research agenda. Inst.
Technik und Bildung.

bmij (2021) 9 (3):869-889

883


https://fivethirtyeight.com/features/stop-saying-trumps-win-hadnothing-to-do-with-economics/
https://fivethirtyeight.com/features/stop-saying-trumps-win-hadnothing-to-do-with-economics/

Serap Benligiray & Duygu Yetgin

Cohen, E. H., Ifergan, M. and Cohen, E. (2002). A new paradigm in guiding the madrich as a role model.
Annals of Tourism Research, 29 (4), 919-932.

Conner, D. N. (2006). Occupational commitment, education, and experience as a predictor of intent to
leave the nursing profession. Nursing Economic, 24(2), 86-93.

Cotton, D.H.G. (1990). Stress Management, USA: Brunner-Routledge.

Cunningham, P. H.,, Tang, T. L. P., Frauman, E., Ivy, M. I. and Perry, T. L. (2012). Leisure ethic, money
ethic, and occupational commitment among recreation and park professionals: Does gender make a
difference? Public Personnel Management, 41 (3), 421-448.

Dag, 1. (1999). Psikolojinin 1s181nda kaygt. Dogu Bati Diisiince Dergisi. 6, 181-189.

Davenport, N., Schwartz, R. D., and Elliott, G. P. (2003). Mobbing: Emotional abuse in the American
workplace (Mobbing; Isyerinde Duygusal Taciz. Translated by O.Onertoy). Istanbul: SistemYayincilik.

Deery, S., Iverson, R., and Walsh, J. (2002). Work relationships in telephone call centres: Understanding
emotional exhaustion and employee withdrawal. Journal of Management Studies, 39 (4), 471-496.

Ditfurth, H. (1991). Korku ve Kaygi. (Translation: Nasuh Barm). (First Edition). Istanbul: Metis
Publishing.

Elgin, C., Basbug, G., and Yalaman, A. (2020). Economic policy responses to a pandemic: Developing the
COVID-19 economic stimulus index. Covid Economics, 1(3), 40-53.

Engelberg-Moston, T., Stipis, C., Kippin B., Spillman S. and Burbidge K. (2009). Organisational and
occupational commitment as predictors of volunteer coaches' burnout. Australian Journal on
Volunteering, 14 (1), 1-9.

Fawzy, F.I, Fawzy, N.W., and Pasnau (1991). Burnout in the health professionals, Handbook of Studies on
General Hospital Psychiatry, Elsevier Science Publishers BV, Amsterdam, 119.

Finbow, R. G. (2018). Can transatlantic trade relations be institutionalised after Trump? Prospects for
EU-US trade governance in the era of antiglobalist populism. In Institutionalisation beyond the
nation state: Transatlantic relations: Data, privacy and trade law (pp. 187-211). Cham: Springer
International Publishing.

Firat, M. Z. (2015). Tiikenmislik ve drgiitsel baghligin mesleki baghlik dizerindeki etkileri: banka c¢alisanlar
iizerinde bir aragtirma. (Unpublished P.Hd). Istanbul: Hali¢ Universitesi.

Fornell, C. and Larcker, F. D. (1981). Evaluating structural equation models with unobservable
variables and measurement error. Journal of Marketing Research, 18 (1), 39-50.

Freud, S. (1984). Psikanalize Giris. (Third Edition, Translation: Giinsel Koptagel-ilal), istanbul: Altin
Kitaplar Publishing.

Frey, B. S., and Stutzer, A. (2002). What can economists learn from happiness research? Journal of
Economic Literature, 40 (2) .402-435.

Friedman, H. S. and Schustack, M. W. (1999). Personality: Classic theories and modern research. Boston,
MA: Allyn and Bacon.

Garman, A. N., Corrigan, P. and Morris, S. B., (2012). Staff Burnout and Patient Satisfaction: Evidence
of Relationships at the Care Unit Level. Journal of Occupational Health Psychology, 7(3), 235-41.

Gegctan, E. (2005). Psikanaliz ve Sonrast. (11th Edition). Istanbul: Metis Publishing.

George, D. and Mallery, M. (2010). SPSS for Windows Step by Step: A Simple Guide and Reference, 17.0
Update, 10th Edition, Boston: Pearson.

Goldberg, L.S. and Grandey, A.A. (2007). Display rules versus display autonomy: emotion regulation,
emotional exhaustion, and task performance in a call center simulation. |. Occup. Health Psychol.
12(39), 301-318.

Goulet, R.and Singh, P. (2002). Career commitment: A reexamination and an extension. Journal of
Vocational Behavior, 6, 73-91.

Greenhaus, J. H. (1971). An investigation of the role of career salience in vocational behavior. Journal of
Vocational Behavior, 1 (3), 209-216.

bmij (2021) 9 (3):869-889

884



Serap Benligiray & Duygu Yetgin

Griffin, J. M, Fuhrer, R., Stansfeld, S. A. and Marmot, M. (2002). The importance of low control at work
and home on depression and anxiety: do these effects vary by gender and social class?. Soc Sci Med,
54(5), 783-98.

Gilerytiz, G., Giiney, S., Aydin, EM. and Asan, 0. (2008). The mediating effect of job satisfaction
between emotional intelligence and organisational commitment of nurses: a questionnaire survey.
International Journal of Nursing Studies. 45, 1625-1635.

Girbuz, S. (2019). Sosyal bilimlerde araci, diizenleyici ve etki analizleri. Ankara: Seckin Publisihing

Han, S. J., Bonn, M. A,, and Cho, M. (2016). The relationship between customer incivility, restaurant
frontline service employee burnout and turnover intention. International Journal of Hospitality
Management, 52, 97-106.

Hayes, A.F. (2013). Introduction to mediation, moderation, and conditional process analysis: A regression-based
approach. New York: Guildford Publication.

Henseler, J., Ringle; C.M. and Sinkovics, R.R. (2009). The use of partial least squares path modeling in
international marketing. Advances in International Marketing, 20, 277-319.

Herzberg, F. (1971). The motivation-hygiene theory. Work and the nature of man, 4.
https:/ / www.marketplace.org/topics/economy /anxiety-index (Accessed: 04.02.2019)

Howard, J., Smith, B. and Thwaites, R. (2001). Investigating the role of the Indigenous tour guide. Journal
of Tourism Studies, 12 (2), 32.

Jackson, S. E., Turner, J.A. and Brief, A. P., (1987). Correlates of burnout among public service lawyers.
Journal of Occupational Behaviour, 8 (4), 339-349.

Jeffrey, C., Weatherholt, N. and Lo, S. (1996). Ethical development, professional commitment and rule
observance attitudes: a study of auditors in Taiwan. The International Journal of Accounting, 31, 365-
379.

Kaldenberg, D. O., Becker, B. W. and Zvonkovic, A. (1995). Work and commitment among young
professionals: A study of male and female dentists. Human Relations, 48 (1), 1355-1377.

Kaplan, S.E. and Whitecotton, S.M. (2001). An examination of auditors' reporting intentions when
another auditor is offered client employment. Auditing A Journal of Practice and Theory, 20(1), 44-63.

Karagiiven, H.U. (2009). Psychological impact of an economic crisis: a conservation of resources
approach, International Journal of Stress Management, 16 (3), 177-194.

Kaya, A., Akgtin Y.D., and Ciftci, G. (2020). Krizlerin turist rehberligi 6grencilerinin mesleki tutumlar:
ile iliskisi. Tiirk Turizm Arastirmalar: Dergisi, 4(3), 2907-2923.

Kierkegaard, S. (2004). Kayg: kavrami. Ankara: Hece Publication.

Kim, T. H. and Chang, K. R. (2007). Interactional effects of occupational commitment and organizational
commitment of employees in sport organizations on turnover intentions and organizational
citizenship behaviors. International Journal of Applied Sports Sciences, 19 (2), 63-79.

Kim, T.T., Yoo, J.J.-E., Lee, G., Kim, J., (2012). Emotional intelligence and emotional labour acting
strategies among frontline hotel employees. International Journal of Contemporary Hospitality
Management. 24 (7), 1029-1046.

Knudsen, H. K., Roman, P. M. and Abraham, A.]. (2013). Quality of clinical supervision and counsellor
emotional exhaustion: The potential mediating roles of organizational and occupational
commitment. Journal of Substance Abuse Treatment, 44(5), 528-533.

Kobasa, S.C. (1982). Commitment and coping in stress resistance among lawyers. Journal of Personality
and Social Psychology, 42 (4), 707-717.

Larson, J. H, Wilson, S. M. and Beley, R. (1994). The impact of job insecurity on marital and family
relationships. Family Relations, 43 (2), 138-143.

Laszlo, K. D., Pikhart, H., Kopp, M. S., Bobak, M., Pajak, A., Malyutina, S. and Marmot, M. (2010). Job
insecurity and health: A study of 16 European countries. Social Science and Medicine, 70(6), 867-874.

Lee, K., Carswell, J.J. and Allen, N.J. (2000) A Meta-Analytic review of occupational commitment:
relations with person- and work-related variables. Journal of Applied Psychology, 85, 799-811.

bmij (2021) 9 (3):869-889

885



Serap Benligiray & Duygu Yetgin

Lee, K., Carswell, ].J. and Allen, N.J. (2000). A meta-analytic review of occupational commitment:
Relations with person ve work related variables. Journal of Applied Psychology, 85, 799-811.

Lee, R.L. and Ashforth, B. (1996). A meta-analytic examination of the correlates of the three dimensions
of job burnout. Journal of Applied Psychology, 81(2), 123-33.

Leiter, M. P., and Maslach, C. (1988). The impact of interpersonal environment on burnout and
organizational commitment. Journal of Organizational Behavior, 9, 297-308

Leiter, M.P. and Christina Maslach, C. (2003). Areas of Worklife: A Structured Approach to
Organizational Predictors of Job Burnout. Research in Occupational Stress and Well Being, 3, 91-134.

Lerhman, K. (1986). When fact and fantasy collide: Crisis management in the travel industry. Public
Relations Journal, 42 (2), 25-28.

Levin, K.A. (2010). Study design III: Cross-sectional studies. Evidence-Based Dentistry, 7, 24-25
(https:/ /www.nature.com/ articles/6400375.pdf)

Lin, C.P. (2007). To share or not to share: modelling tacit knowledge sharing, Its mediators and
antecedents. Journal of Business Ethics, 70(4), 411-428.

Lingard, H. and Francis, V. (2005). The decline of the ‘traditional” family: work-life benefits as a means
of promoting a diverse workforce in the construction industry of Australia. Construction Management
& Economics, 23, 1045-1057.

Liu, Lr., Li, CJ., Long, Y.F. and Zhan, C.L. (2009). Structure validity of an occupational commitment
scale for traditional Chinese Medical Practitioners, 40 (2), 318-321.

Lozza, E., Libreri, C and Bosio A. C. (2012). Temporary employment, job insecurity and their
extraorganizational outcomes. Economic and Industrial Democracy, 34: 89-105.

Luechinger, S., Meier S. and Stutzer, A. (2010). Why does unemployment hurt the employed? Evidence
from the life satisfaction gap between the public and the private sector. Journal of Human Resources
45, 998-1045.

Lugosi, P. and Bray, J. (2008). Tour guiding, organisational culture and learning: Lessons from an
entrepreneurial tour company. International Journal of Tourism Research, 10 (5), 467-479.

Mak, A. H. N.,, Wong, K. K. F. and Chang, R. C. Y. (2011). Critical issues affecting the service quality
and professionalism of the tour guides in Hong Kong and Macau. Tourism Management, 32 (6), 1442-
1452.

Maldonado, L. E., and Alicea, B. E. R. (2002). Vocational interest and vocational satisfaction of licensed
psychologists in Puerto Rico. Interamerican Journal of Psychology, 36 (1-2), 191-213.

Mancini, M. (2001). Conducting Tours. (3rd Ed), New York: Delmar Publishers.

Marjanovic, Z., Greenglass, E. R., Fiksenbaum, L., and Bell, C. M. (2013). Psychometric evaluation of the
financial threat scale (FTS) in the context of the great recession. Journal of Economic Psychology, 36, 1-
10.

Markovits, Y., Boer, D. and Dick, R. (2014). Economic crisis and the employee: The effects of economic
crisis on employee job satisfaction, commitment, and self-regulation. European Management Journal,
32, 413-422

Maslach, C. (2003). Job Burnout: New Directions in Research and Intervention. Current Directions in
Psychological Science, 12(5), 189-192.

Maslach, C. and Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Occupational
Behaviour, 2, 99-113.

Maslach, C. and Leiter, M. (1999). Teacher burnout: A research agenda. In R. Vandenberg & A. Huberman
(Eds.), Understanding and Preventing Teacher Burnout (pp. 295-303). Cambridge: Cambridge
University Press.

Maslach, C. and Leiter, M.P. (1997). The truth about burnout. San Francisco: Jossey Bass.

Maslach, C. ve Goldberg, J. (1998). Prevention of burnout: New perspectives. Applied and preventive
psychology, 7(1), 63-74.

Maslach, C., Schaufeli, W. B. and Leiter, M. P. (2001). Job burnout, Annual Review of Psychology, 52 (1),
397-422.

bmij (2021) 9 (3):869-889

886



Serap Benligiray & Duygu Yetgin

Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50, 370-396.

May, T. Y. M., Korczynski, M.and Frenkel, S. ]. (2002). Organizational and occupational commitment:
Knowledge workers in large corporations. Journal of Management Studies, 39 (6), 775-801.

McCarthy, . M., Trougakos, J. P. and Cheng, B. H. (2016). Are anxious workers less productive workers?
It depends on the quality of social exchange. Journal of Applied Psychology, 101(2), 279-291.

Meged, J. W. (2017). Guides crafting meaning in a flexible working life. Scandinavian Journal of Hospitality
and Tourism, 17 (4), 374-387.

Meier, T. S. (1983). Toward a theory of burnout, Human Relations, 36 (10), 899-910.

Meltzer, H., Bebbington, P., Brugha, T., Jenkins, R., McManus, S. and Stansfeld, S. (2009). Job insecurity,
socio-economic circumstances and depression. Psychological Medicine, 40 (8), 1401-1407.

Meyer, J. and Allen, N. (1997). Commitment in the workplace: Theory, research, and application., Thousand
Oaks, CA: SAGE Publications.

Meyer, J. P. and Herscovitch, L. (2001). Commitment in the workplace: Toward a general model. Human
Resource Management Review 11(3), 299-326.

Meyer, J. P., Stanley, D. J., Herscovitch, L.and Topolnytsky, L. (2002). Affective, continuance, and
normative commitment to the organization: A meta-analysis of antecedents, correlates, and
consequences. Journal of Vocational Behavior, 61(1), 20-52.

Meyer, J.P, Allen, N.J. ve Smith, C.A. (1993). Commitment to organizations and occupations: Extension
and test of a three-component conceptualization. Journal of Applied Psychology, 78, 538-551.

Morrow, P.C. (2011). Managing organizational commitment: Insights from longitudinal research.
Journal of Vocational Behavior, 79, 18-35.

Nunnally, J. C. (1978). Psychometric theory. (2. bask1.). New York: McGraw-Hill.

Osberg, L. (2009). Measuring economic security in insecure times: New perspectives, new events, and
the index of economic well-being. CSLS Research Report.

Osberg, L. (2015). How should one measure economic insecurity? OECD Statistics Working Papers, 1,
OECD Publishing.

Osberg, L. and Sharpe A. (2005). How should we measure the ‘economic” aspects of well-being? Review
of Income and Wealth, 51(2), 311-336.

Otacioglu, S. G. (2008). Miizik 6gretmenlerinde tiikenmislik sendromu ve etkileyen faktorler. [ndnii
Universitesi Egitim Fakiiltesi Dergisi, 9,103-116.

Otto K., Dette-Hagenmeyer D.E. and Dalbert C. (2010). Occupational mobility in members of the labor
force: Explaining the willingness to change occupations. Journal of Career Development, 36, 262-288.

Ozer, G. and Uyar, M. (2010). Muhasebecilerin etik oryantasyonlarmin mesleki baghliga etkisi tizerine
bir inceleme. Muhasebe ve Finansman Dergisi, 48, 89-100.

Pai, F.-Y., Yeh, T-M. and Huang, K.-I (2012). Professional Commitment Of Information Technology
Employees Under Depression Environments. International Journal of Electronic Business Management,
10 (1), 17-28.

Pines, A.M. (1996). Couple burnout. New York/London: Routledge.

Polat, T. (2001). Seyahat isletmelerinde profesyonel turist rehberligi, rehberlik mesleginin sorunlar: ve ¢0ziim
onerileri iizerine bir alan arastirmasi. (Unpublished Master Thesis) Anadolu University.

Pond, K. L. (1993). The professional guide. New York: Van Nostrve Reinhold.

Prakash, M. and Chowdhary N. (2011). Tour guiding: Interpreting the challenges, Tourismos: An
International Multidiciplinary Journal of Tourism, 6 (2), 65-81.

Rafaeli, A. Grandey, A.A., Ravid, S.and Wirtz, J. (2006). Culture, display rules and organization: the
effects of globalization. In: Paper Presented at the Academy of Management, Atlanta, GA.

Raiziene, S. and Endriulaitiene A. (2007). The relations among empathy, occupational commitment, and
emotional exhaustion of nurses. Medicana (Kaunas). 43 (5), 425-31

bmij (2021) 9 (3):869-889

887



Serap Benligiray & Duygu Yetgin

Ritzer, G. and H. Trice. (1969). An Empirical Study of Howard Becker's Side-Bet Theory. Social Forces,
47 (2), 475-478.

Rook, K., Dooley, D. and Catalano, R. (1991). Stress transmission: The effects of husbands' job stressors
on the emotional health of their wives. Journal of Marriage and the Family, 165-177.

Rothman, J. (1997). Resolving identity-based conflict in nations, organizations, and communities. San
Francisco, CA: Jossey-Bass.

ahin, 1., an tizel, E. O. . Olumsuz gtincel gelismelerin ve krizlerin tiirk turizmine etkileri:

Sahin, 1 d Giizel, F. O. (2020). Ol g 1 gel 1 krizl k kil
profesyonel turist rehberlerinin degerlendirmeleri ve sektorel ¢oztim onerileri. Istanbul Gelisim
Universitesi Sosyal Bilimler Dergisi, 7(2), 257-280.

Sargent-Cox K, Butterworth P. and Anstey KJ. (2011). The global financial crisis and psychological
health in a sample of Australian older adults: A longitudinal study. Soc Sci Med, 73, 1105-1112

Satoh, M., Watanabe, 1. and Asakura, K. (2017). Factors related to affective occupational commitment
among Japanese nurses. Open Journal of Nursing, 7, 449-462.

Sawhney G., Britt TW, Sinclair RR, Mohr CD, and Wilson CA (2020). Is commitment to one’s profession
always a good thing? Exploring the moderating role of occupational commitment in the association
between work events and occupational health. Journal of Career Assessment, 3, 1-20.

Sedgwick, P. (2014). Cross sectional studies: advantages and disadvantages. BM] (online), 348, g2276

Swim, J. K., Johnston, K. and Pearson, N. B. (2009). Daily experiences with heterosexism: Relations
between heterosexist hassles and psychological well-being. Journal of Social and Clinical Psychology,
28 (5), 597-629.

Tak, B. and Ciftcioglu. A. (2009). Ug boyutlu mesleki baghlik tlgeginin Tiirkge’de giivenilirlik ve
gecerliligin incelenmesine yonelik bir alan arastirmasi. Dokuz Eyliil Universitesi Isletme Fakiiltesi
Dergqisi 10 (1), 35-54.

Tang, T. L. P, Cunningham, P. H., Frauman, E., Ivy, M. I. and Perry, T. L. (2012). Attitudes and
occupational commitment among public personnel: Differences between baby boomers and Gen-
Xers. Public Personnel Management, 41(2), 327-360.

Toker, A. (2019). Gecekondu Turizminde Turist Rehberlerinin ilham Verici Rolii. Journal of Tourism and
Gastronomy Studies, 7(4), 3029-3044

Tsai, H. A. (2007). Job characteristics, burnout and occupational commitment in the banking service
context (Unpublished master’s thesis). Tatung University, China.

Tsaur S. and Lin W. (2014). Hassles of tour leaders. Tourism Management, 45, 28-38.

Tsaur, S. H., and Teng, H. Y. (2017). Exploring tour guiding styles: The perspective of tour leader roles.
Tourism Management, 59, 438-448.

Tiimkaya, S. and Ustu, H. (2016). Tiikenmisligin meslege baghlikla iliskisi: Sif 6gretmenleri tizerine
bir aragtirma. Mersin Universitesi E§itim Fakiiltesi Dergisi, 12 (1), 272-28.

Turker, A., and Karaca, K. C. (2020). Tourism and tourist guidance after a novel coronavirus (COVID-
19). Turist Rehberligi Nitel Arastirmalar Dergisi, 1(1), 1-19.

Verbeke, H. (1996). Individual differences in emotional contagion of salerspersons, Its Effecy on
Performance and Burnout. Psyhology and Marketing, 14(6), 617- 636.

Visser, W. A. and Rothmann, S. (2009). The development of a hassle-based diagnostic scale for
predicting burnout in call centres. SA Journal of Human Resource Management, 7 (1), 92-99.

Walker, D.D., van Jaarsveld, D.D. and Skarlicki, D.P. (2014). Exploring the effects of individual
customer incivility encounters on employee incivility: The moderating roles of entity (in) civility and
negative affectivity. J. Appl. Psychol, 99 (1), 151-161.

Wang, X. and Cheng, Z. (2020). Cross-Sectional Studies: Strengths, Weaknesses, and Recommendations.
Chest, 158 (1), S65-571.

Weiler, B. and Black, R. (2015). Tour Guiding Research, Insights, Issues and Implications, Channel View
Publications, UK.

Weiten, W., Hammer E. Y. and Dunn, D.S. (2016). Psikoloji ve ¢agdas yasam insan uyumu. (Cev. Ed.F. Ebru
Ikiz). Ankara: Nobel Akademik Publishing.

bmij (2021) 9 (3):869-889

888



Serap Benligiray & Duygu Yetgin
Weng, Q. and McElroy, J. C. (2012), Organizational career growth, affective occupational commitment
and turnover intentions, Journal of Vocational Behavior, 80, 256-265.

Whalen, C.J. (1997). Money-manager capitalism and the end of shared prosperity. Journal of Economic
Issues, 31(2), 517-525.

Wong, J. Y. and Wang, C. H. (2009). Emotional labor of the tour leaders: An exploratory study. Tourism
Management, 30, 249-259.

Wright, T. A. and Bonett, R. (1997). The contribution of burnout to work performance. Journal of
Organizational Behavior, 18 (5), 491-499.

Yetgin, D. (2017). Turist rehberlerinin titkenmislik ve ekonomik kaygi diizeylerinin mesleki baglilik
diizeyleri tizerindeki etkisi. (Unpublished P.Hd) Anadolu University.

Yetgin, D., and Benligiray, S. (2019). The effect of economic anxiety and occupational burnout levels of
tour guides on their occupational commitment. Asia Pacific Journal of Tourism Research, 24(4), 333-347.

Yetgin, D., Yilmaz, A. and Ciftgi, G. (2018). Krizlerin turist rehberligi 6grencilerinin kariyer
planlamasindaki etkisi. Journal of Tourism and Gastronomy Studies,6 (3), 195, 214.

bmij (2021) 9 (3):869-889

889



ISSN: 2148-2586

bmij (2021) 9 (3):890-907
doi: https:/ /doi.org/10.15295/bmij.v9i3.1843

Arastirma Makalesi / Research Article

1Dr. Ogr. Uyesi, Sabanci Universitesi,
Istanbul, Turkiye,
nufer.ates@sabanciuniv.edu

ORCID: 0000-0003-4572-4101

2 Dr. Ogr. Uyesi, Sabanci Universitesi,
Istanbul, Ttirkiye,
melek.ates@sabanciuniv.edu

ORCID: 0000-0002-2996-5100

Sorumlu Yazar/Corresponding Author:

Niifer Yasin Ates,

Sabanci Universitesi, istanbul, Tirkiye,
nufer.ates@sabanciuniv.edu

Basvuru/Submitted: 16/05/2021
Revizyon/Revised: 8/07/2021
Kabul/Accepted: 14/07/2021
Yayin/Online Published: 25/09/2021

CEO diizenleme odagi, operasyon stratejisi ve KOBI
performansi: Hollanda bahgecilik endiistrisinde bir analiz

CEO regulatory focus, operations strategy and SME performance: An
analysis in the Dutch horticulture industry

Niifer Yasin Ateg!

Melek Akin Ateg?

Oz

KOBI'lerin performansi operasyon stratejileri ile yakindan ilgilidir. Onceki calismalar, CEO
ozelliklerinin firma stratejileri ve performans: tizerindeki etkilerinin biiyiik isletmelere kiyasla
KOBI'lerde daha fazla oldugunu gostermislerdir. Diizenleme odag teorisine gore, CEO kaginma ve
yonelim odag1 yoneticilerin temel giidiilenme egilimlerini agikladig: icin 6nemli bir CEO ozelligidir.
Bu arastirma, operasyon stratejisi, diizenleme odagi ve firma performans: arasindaki iliskiyi
incelemeyi amaglamaktadir. Arastirmanin orneklemi olarak Hollanda bahgecilik endiistrisine
odaklanilmis ve veriler 627 CEO’dan anket yolu ile toplanmustir. Kiimeleme analizi kullanilarak,
rekabetci 6nceliklere dayali bir operasyon stratejisi taksonomisi gelistirilmis ve dort farkli operasyon
stratejisi bulunmustur: “Gelenekgiler”, “Miikemmeliyetciler”, “Nis Oyuncular” ve “Odaksizlar”.
Bulgular gostermektedir ki “Miikemmeliyetciler” ve “Nis Oyuncular” stratejileri agilikli olarak
yonelimci baskin odaga sahip CEO’lar tarafindan, “Gelenekgiler” stratejisi ise agirlikli olarak
kacinmaci baskin odaga sahip CEO’lar tarafindan tercih edilmektedir. “Odaksizlar” stratejisini
uygulayan CEO’larin ise baskin bir diizenleme odag: sergilemedigi gozlemlenmistir. Ayrica, sonuglar
essonluluk goriistiinti  destekleyerek “Odaksizlar” stratejisi disindaki diger tiim operasyon
stratejilerinin benzer performans ile uygulanabilecegini gostermistir.

Anahtar Kelimeler: Operasyon Stratejisi, Rekabetci Oncelikler, Diizenleme Odag1, KOBI Performanst
Jel Kodlari: M11, M12, M19

Abstract

SME performance is closely related to operations strategies. Prior studies showed that CEO
characteristics affect firm strategy and performance more in SMEs than in large organizations.
Regulatory focus theory asserts CEO prevention and promotion focus are central CEO characteristics
as they explain basic motivational tendencies. This study aims to examine the relationship between
operations strategy, regulatory focus and firm performance. By focusing on the Dutch horticulture
industry as the study population, data is collected from 627 CEO’s using a survey. Using cluster
analysis, an operations strategy taxonomy is developed based on competitive priorities and four
operations strategies are identified: “Traditionalists”, “Perfectionists”, “Niche players”, and “No
focus”. The results show that “Perfectionists” and “Niche players” operations strategies are on
average adopted by CEOs with a dominant promotion focus, whereas “Traditionalists” operations
strategy is on average adopted by CEOs with a dominant prevention focus. On the other hand, it is
observed that CEOs implementing a “No focus” operations strategy do not show a dominant
regulatory focus. Finally, the results illustrate that all operations strategies except the “No focus”
strategy can be implemented with similar performance outcomes, supporting the equifinality view.
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Extended Abstract

CEO regulatory focus, operations strategy and SME performance: An analysis in the Dutch
horticulture industry

Literature

This research examines the associations between CEO dominant regulatory focus, operations strategy adoption and firm
performance. The performance of small and medium-sized enterprises (SMEs) is closely related to their operations strategy.
Operations strategies are defined as the relative importance firms attach to the competitive priorities of cost, quality, delivery,
flexibility and environment. SMEs need to have operations strategies that match their resource base and competencies. In this
research, combining the strategy and operations management literature, we investigate the impact of CEO characteristics on
operations strategy adoption, specifically regulatory focus (i.e., prevention-focus vs promotion-focus). We formulate the
following hypotheses:

Hypothesis 1: CEOs with a dominant prevention regulatory focus adopt operations strategies that emphasize traditional
competitive priorities to a greater extent.

Hypothesis 2: CEOs with a dominant promotion regulatory focus adopt operations strategies that emphasize innovative
competitive priorities to a greater extent.

Hypothesis 3: There is no meaningful performance difference between SMEs that emphasize innovative competitive priorities
and those that emphasize traditional competitive priorities.

This study makes two main contributions to the literature. First, this study contributes to the behavioural strategy field.
Behavioural strategy is a sub-field of strategic management, which aims to advance strategic management by improving its
foundations based on organizational psychology and sociology theories (Powell, Lovallo, & Fox, 2011). This study introduces
regulatory focus theory from the organizational psychology literature to strategic management and uses this established theory
to explain operations strategies and firm performance. Thus, this study extends the behavioural strategy literature by showing
the influence of the CEO regulatory focus on the choice of operations strategy. The second contribution of the study is to the
operations management field. Current operations management studies have often focused on the structural antecedents of
operations strategies (e.g., Vachon, Halley, & Beaulieu, 2009; Zhao, Yan Yeung, & Zhou, 2002; Phusavat & Kanchana, 2007).
Although some studies investigate the characteristics of CEOs who have a crucial role in determining operations strategies, these
studies mainly focused on the demographic characteristics of CEOs (Kathuria, Porth, & Joshi, 1999; Kathuria, Partovi, &
Greenhaus, 2010). Studies investigating the personal psychological variables of CEOs and mainly the regulatory focus are pretty
limited (e.g., Phadnis, Sheffi, Caplice & Singh, 2017; Gamache, Neville, Bundy & Short, 2020). This research contributes to the
operations management literature by revealing the behavioural determinants of operations strategies.

Design and method

By focusing on the Dutch horticulture industry as the study population, we collected data from 627 CEO’s via an online survey,
using Likert-type scales. We adopt a quantitative approach to test the hypotheses. Measurement reliability and validity are
assessed using the Cronbach alpha test and confirmatory factor analysis. The results indicate a good fit of the measurement model.
Operations strategy taxonomy based on competitive priorities is developed using cluster analysis by adopting the hierarchical
clustering method using the Mahalanobis distance and complete linkage methods. The clusters differ significantly across the five
competitive priority dimensions (i.e., cost, quality, delivery, flexibility and environment). Differences between clusters in terms
of regulatory focus and firm performance are tested with ANOVA analysis. Figure 1 illustrates the research model.

CEO dominant - SME operations
regulatory focus g strategy

/A

Prevention | | Promotion
focus focus

Y

SME performance

Cost Quality | |Delivery | | Flexibility | |Environment

Figure 1: Research Model
Findings and discussion

Based on the cluster analysis results, we identify four operations strategy clusters, which we label as: “Traditionalists”,
“Perfectionists”, “Niche players”, and “No focus”. In the “Traditionalists” group, the most emphasized competitive priorities are
cost, quality and delivery. Across all clusters, the environment is emphasized the least in this cluster. In the “Perfectionists”
cluster, all competitive priorities are significantly emphasized, indicating that firms in this cluster strive for excellence. In the
“Niche players” cluster, the most emphasized competitive priorities are quality and environment. Cost priority is only given
moderate attention in this cluster. Finally, in the “No focus” strategy, none of the competitive priorities is highly prioritized - all
of them are only moderately emphasized. This finding signals that firms in this cluster lack a clear operations strategy.

Comparing the clusters in terms of regulatory focus, we find that the “Perfectionists” and the “Niche players” operations
strategies are on average adopted by CEOs with a dominant promotion focus, whereas the “Traditionalists” operations strategy
is on average adopted by CEOs with a dominant prevention focus. CEOs implementing a “No focus” operations strategy do not
show a dominant regulatory focus.
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Finally, comparing the clusters in firm performance, we find that all operations strategies except the “No focus” strategy can be
adopted with similar performance outcomes. These findings support the equifinality view indicating that multiple operations
strategies can be equally effective; however, a lack of a strategic orientation results in lower firm performance.

Conclusion, recommendations and limitations

The findings show that CEOs with a dominant promotion focus choose operational strategies that emphasize more innovative
competitive priorities such as environment and flexibility (i.e. ‘Niche Players” and ‘Perfectionists’). In contrast, CEOs with a
dominant prevention focus choose operations strategies that emphasize more traditional priorities such as cost, quality, and
delivery (i.e. “Traditonalists”). On the one hand, a dominant promotion focus of CEOs indicates that they focus on the SMEs they
manage to reach their ideal future situations, take risks in this direction and are open to new views. At the same time, they do not
hesitate to try multiple ways and mechanisms to achieve success (Wallace, Little, Hill & Ridge, 2010 ). On the other hand, CEOs
with a dominant prevention focus act to understand minimizing losses and protecting the security and prefer operational
strategies that emphasize traditional competitive priorities that are more general and usually less risky.

This study has some limitations. First, because the data is cross-sectional, inferences on causality and the directions of
relationships cannot be conclusive. Future research may opt for a longitudinal study with data collected over different periods.
A second limitation is that statistical controls are sufficient, although the study is conducted with high sample size. Third, it is a
limitation that it collects all questions with Likert-type indicators. Finally, future studies can carry out studies that will minimize
the risk of common method bias and use different research methods together.

This study also has important managerial implications. First, CEOs must be aware of their regulatory focus that can influence
their strategic decisions. Those aware of their dominant regulatory focus may promote people with different regulatory foci to
senior management teams. Second, there is no single way for organizations to be successful. Different operations strategies can
lead to similar organizational performance.
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Giris

Kiigiik ve Orta Biiytikliikteki Isletmelerin (KOBI) performansi, firmalarin takip ettikleri operasyon
stratejileri ile yakindan ilgilidir (Kathuria, 2000). Operasyon stratejileri, firmalarin maliyet, kalite,
teslimat, esneklik ve cevrecilik rekabetci 6nceliklerine verdikleri goreceli 6nem ile ifade edilir (Boyer ve
Lewis, 2002; Ward, McCreery, Ritzman ve Sharma, 1998). KOBI'lerin kendi kaynak tabanlarina ve
yetkinliklerine uyan operasyon stratejilerini se¢meleri onemlidir (Peng, Schroeder ve Shah, 2011).
KOBT'ler iizerinde yapilan ¢alismalarda, CEO 6zelliklerinin firma stratejileri ve performans: {izerine
etkilerinin, buiytik isletmelerdeki etkilerinden daha fazla oldugunu bulunmustur (Lubatkin, Simsek ve
Veiga 2006; Raisch ve Birkinshaw, 2008; Wallace, Johnson ve Frazier, 2009). Bunun sebebi, CEO’larin
KOBl'lerde daha fazla karar yetkisine sahip olmalari (Finkelstein ve Hambrick, 1990) ve farkl

seviyelerdeki calisan ve yoneticilerle daha sik iletisim iginde bulunmalaridir (Bierly III ve Daly, 2007;
Kammerlander, Burger, Fust ve Fueglistaller, 2015).

Bu calisma, CEO diizenleme odaginin KOBI operasyon stratejilerini ve KOBI performansini nasil
etkiledigini arastirmaktadir. Higgins (1998) tarafindan gelistirilen diizenleme odag; teorisi, insanlarin
iki temel bagimsiz sistem ile giidiilendigini ileri stirer: (i) kaginma odagi ve (ii) yonelim odagi. Yonelim
odag: ytiksek olan kisiler, ideallere ve olabileceklere dayanan arzulanan durumlara odaklanirken
(Lanaj, Chang ve Johnson, 2012), kaginma odag: yiiksek olan kisiler ise zorunluluklara ve olmasi
gerekenlere dayanan, olmasi arzulanmayan durumlara odaklamirlar (Gamache, Neville, Bundy ve
Short, 2020). Yonelimci odagi baskin olan kisiler i¢in 6nemli olan sey basarilari kovalamakken,
kaginmact odag1 baskin olan kisiler i¢in énemli olan sey hatalardan kaginmaktir (Brockner, Higgins ve
Low, 2004). Dolayisiyla yonelim odakli yoneticiler gelecegi kovalanacak firsatlar olarak gortirken,
kaginma odag: olan yoneticiler gelecegi kacinilacak tehditler olarak gérme egilimindedirler (Phadnis,
Sheffi, Caplice ve Singh, 2017).

Bu calismanin arastirma sorusu, CEO diizenleme odagmm KOBI operasyon stratejilerine ve bu
stratejilerin de KOBI performansina ne derecede etki ettiginin belirlenmesidir. Bu soru, Hollanda
bahgecilik endiistrisindeki 629 bitki ve ¢gicek yetistiricisi KOBI’den toplanan veriler ile test edilmektedir.
Yapilan anket calismasi sonrasi, KOBI'lerin operasyon rekabetci onceliklerine verdikleri onemler
tizerinden kiimeleme analizi ile, ‘Gelenekgiler’, “‘Miikemmeliyetgiler’, “Nis oyuncular” ve ‘Odaksizlar’
olarak isimlendirilen doért farkli operasyon stratejisi kiimesi elde edilmistir. Bu kiimeler icindeki
KOBI'lerin CEO'larinin baskin diizenleme odag1 arasinda farklar gozlemlenmis ve kiimeler arasinda
KOBI performanslarimin farklari incelenmistir.

Bu calisma, literatiire iki temel katkida bulunmaktadir. Ik olarak, davranigsal strateji alanina katki
sunulmaktadir. Davranissal strateji, stratejik yonetim biliminin organizasyonel psikoloji ve sosyoloji
teorileri tizerinde, ayaklar1 yere daha saglam basan temeller {izerine insa edilmesini hedefleyen bilim
alanidir (Powell, Lovallo ve Fox, 2011). Bu arastirma, organizasyonel psikoloji literatiirtinden
diizenleme odag: teorisini stratejik yonetim alanina sunmakta ve bu yerlesik teoriyi firma performansin
acgiklamakta kullanmaktadir. Boylelikle, bu ¢calisma, davrarugsal strateji literatiiriinii, CEO diizenleme
odagmin operasyon stratejisi segimine etkisini gostererek genisletmektedir. Calismanin ikinci katkisi
operasyon yoOnetimi alaninadir. Mevcut operasyon yonetimi calismalari, operasyon stratejilerinin
genellikle yapisal onciilerine odaklanmislardir (6rn., Vachon, Halley ve Beaulieu, 2009; Zhao, Yan
Yeung ve Zhou, 2002; Phusavat ve Kanchana, 2007). Stratejilerin belirlenmesinde anahtar bir role sahip
olan CEO’larin 6zellikleri hakkinda yapilan bazi ¢calismalar olsa da bu galismalar cogunlukla CEO’larin
gozlemlenebilir veya demografik 6zelliklerine yogunlasmislardir (Kathuria, Porth ve Joshi, 1999;
Kathuria, Partovi ve Greenhaus, 2010). CEO’larin kisisel psikolojik degiskenlerini ve ozellikle
diizenleme odagini arastiran ¢calismalar ise oldukca sinirhidir (e.g., Phadnis ve digerleri, 2017; Gamache
ve digerleri, 2020). Bu arastirma, operasyon yonetimi literatiiriine, operasyon stratejilerinin davranigsal
onctillerini ortaya koyarak katkida bulunmaktadir.

Takip eden bolimde teorik cerceve aciklanmis ve literatiir taramasina yer verilmistir. Bu boliimde
arastirma kapsaminda incelenecek {i¢c adet hipotez gelistirilmistir. Sonrasinda, ¢alisma i¢in toplanan
veri, 6lgekler ve analitik yaklasimin ele alindig1 yontem boliimiiniinii takiben ¢alismanin bulgulari
sunulmustur. Calisma, literatiire yapilan teorik katkilar ve yoneticilere 6nerilerin aktarildig: tartisma ve
sonug boliimii ile sonlanmaktadar.

Teorik cerceve ve literatiir taramasi
Operasyon stratejileri ve rekabetci oncelikler

Bir firmanin rekabet stratejisi, hangi pazarlarda hangi tirtinlerle rekabet edecegini, her bir iiriin
pazarindaki uzun dénem hedeflerini ve bu hedeflere ulasma yollarini tanimlar (Porter, 1997). Rekabet
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stratejisinin temel bilesenlerinden biri operasyon stratejisidir. Operasyon stratejisi, firmanin
operasyonlarmin firmanin rekabet stratejisini desteklemek igin biittinsel olarak nasil tasarlanacag ile
ilgilenir (Kim ve Arnold, 1996). Operasyon stratejileri, firma operasyonlarinda hangi rekabetci
onceliklere ne miktarda 6nem verilecegi ile belirlenir (Carpinetti, Gerolamo ve Dorta, 2000). Rekabetci
oncelikler, firmalarin rekabet avantaji kazanmak icin takip ettikleri hedefleri nitelendirmektedir (Ward
ve digerleri, 1998). Operasyon stratejisi literatiirii, bes temel rekabetci tncelik belirlemistir: maliyet,
kalite, teslimat, esneklik ve gevrecilik (stirdiiriilebilirlik) (Christiansen, Berry, Bruun ve Ward, 2003;
Miller ve Roth 1994; Kathuria, 2000). Bu alandaki 6nemli tartismalardan biri firmalarin tek bir rekabet
onceligine mi, yoksa ayni anda birden fazla rekabet 6nceligine mi odaklanmalarinin gerektigi ile ilgilidir
(Boyer ve Lewis, 2002; Hayes ve Wheelwright, 1984). Son zamanlarda yapilan arastirmalar, firmalarin
rekabetci oncelikleri tek tek ele almadiklarini ve farkli 6neme sahip olan birden fazla rekabetci 6nceligin
bir arada uygulandig1 operasyon stratejileri oldugunu gostermektedir (Kathuria, Kathuria ve Kathuria,
2018). Bir diger deyisle, firmalarin operasyon stratejileri, benimsedikleri rekabetci onceliklerin
konfigiirasyonu (kiimeleri) ile ifade edilmektedir (Miller ve Roth, 1994).

Ates, Wynstra ve van Raaij (2021), Miller ve Roth (1994)'tin alaninda 6ncii ¢alismasinu takip eden,
literatiirdeki diger operasyon stratejisi taksonomilerini incelemis ve genel gecer alt1 gesit operasyon
stratejisi tanimlamistir. Bu stratejilerden ilki, tiim rekabetci onceliklerin en yiiksek derecede
benimsendigi ve “Operasyon Miikemmelligi” olarak adlandirilabilecek stratejilerdir (6rn: Kathuria,
2000; Martin-Pefia, Diaz-Garrido 2008). Bu stratejide farkli rekabetci éncelikler arasinda bir 6diin verme
iliskisi oldugu diistiniilmez ve tiim onceliklerde miikemmele erisilmek hedeflenir. Tkinci operasyon
stratejisi ise, ilkinin aksine, hicbir rekabet¢i 6nceligin yiiksek veya orta diizeyde bile vurgulanmadig:
‘Stratejik Noksanlik” stratejisidir. Bu firmalarda herhangi bir stratejik yonelimin olmadig1 goze carpar
(6rn. Frohlich ve Dixon 2001; Sum, Low ve Chen, 2004). Ates ve digerleri (2021), tictincti operasyon
stratejisini ‘Maliyet Odaklilik” olarak adlandirmaktadir. Bu stratejide, maliyet rekabet tnceligi diger
rekabetci onceliklere gore oldukca 6nemli olarak degerlendirilir (6rn: Christiansen ve digerleri, 2003).
Dordiincti operasyon stratejisi, miisterilere hizli ve giivenilir teslimatin vurgulandigt ‘Giivenilir
Teslimat’ stratejisidir (6rn: Christiansen ve digerleri, 2003; Kathuria, 2000). Besinci operasyon
stratejisinde ise maliyet, kalite ve teslimat rekabetci 6ncelikleri birlikte 6n plana ¢ikar (6rn: Christiansen
ve digerleri, 2003; Zhao, Sum, Zhang ve Lee, 2006). Ates ve digerleri (2021), bu stratejileri “Yalin
Yonetim” basligr altinda gruplamistir Son olarak, “Yenilikgilik” olarak adlandirilan altinci operasyon
stratejisinde kalite ve yenilikgilik rekabetci onceliklerine yiiksek vurgu yapilirken, maliyet onceligi
diistik olarak degerlendirilir (6rn. Christiansen ve digerleri, 2003; Frohlich ve Dixon, 2011; Miller ve
Roth, 1994).

Bu alt1 operasyon stratejisi pek ¢cok ampirik ¢alismayla da desteklenmesine ragmen, farkl: sektorlerde
sektore ©Ozel c¢evresel baglam igerisinde yeni operasyon stratejisi konfigiirasyonlar1 da
gozlemlenebilmektedir.

Ust kademeler kurami

Hambrick ve Mason'in (1984) gelistirdigi ‘Ust Kademeler Kurami’, organizasyonlarin iist diizey
yoneticilerin biligsel cercevelerinin, degerlerinin ve algilarinin, organizasyonlarin stratejik kararlarma,
ciktilarini ve performansin etkiledigini 6ne stirmektedir. Bu teori, cevreden ve organizasyonun icinden
gelen uyaranlarin, organizasyonlarin iist kademelerinde gorev yapan yoneticilerin bilissel kapasiteleri
ve degerleri ile filtrelendikten sonra onlarmn sinirh goriis alanlarina girdigini savunur. Sonrasinda tist
diizey yoneticilerin secici algist ile belirlenen uyaranlarin bir alt kiimesi, yoneticiler tarafindan
yorumlanir ve yonetsel bir alg1 olusur. Bu yonetsel alg1 ve yoneticilerin degerleri, stratejik kararlarin
belirlenmesinde rol oynar (Hambrick ve Mason 1984). Sekil 1 sirurli rasyonellik kosullar1 altinda
stratejik kararlarin nasil verildigini gosteren bu modeli gostermektedir.

Ust kademeler kurami, yukaridaki model kapsaminda, stratejik kararlar1 ve organizasyon
performansini etkileyen yoneticilerin bilissel gercevelerinin, degerlerinin ve algilarinin yoneticilerin
gozlemlenebilir ozellikleri ile ol¢timlenebilecegini ileri stirmektedir (Carpenter, Geletkanycz ve
Sanders, 2004; Hambrick, 2007). Organizasyonlardaki en tist diizey yoneticiler olan CEO’lar bu kurama
gore organizasyonlarin kararlarinda ve performanslarinda en etkili aktérlerdir (Hambrick ve Fukutomi,
1991). CEO’lar en anahtar karar verici pozisyonunda olduklar: igin CEO &zelliklerinin organizasyon
stratejiler, ¢iktilar ve kurumsal performans tizerinde 6nemli etkisi vardir (Cannella, Park ve Lee, 2008).
Bu sava dayanarak, pek cok farkh disiplinden arastirmact CEO’larin demografik art yetisimleri,
kisilikleri ve tutumlar1 gibi ozelliklerinin kurumsal performansi nasil etkiledigini incelemistir (6rn.
Brockner, Higgins ve Low, 2004; Wiklund, Davidsson ve Delmar, 2003).

Bu konudaki ampirik calismalarin cogu biiytiik firmalarda yapilmis olsa da CEO 6zelliklerinin etkisinin
KOBI’lerde daha fazla olacag1 yoniinde calismalar vardir (Lubatkin, Simsek ve Veiga, 2006; Wallace,
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Little, Hill ve Ridge, 2010). CEO 6zellikleri KOBI'lerde daha etkilidir, ¢iinkit CEO’larin yénetsel kararlar
alma yetisi bu firmalarda daha fazladir (Finkelstein ve Hambrick, 1990). CEO’lar KOBI'lerde biiyiik
Olgekli isletmelere kiyasla daha fazla ¢alisanla ve farkli seviyelerdeki yoneticilerle iletisim icindedirler
(Bierly III ve Daly, 2007, Kammerlander ve digerleri, 2015). CEO’larin etkisinin KOBI'lerde daha fazla
olmasina ve KOBI'lerin iilkelerin ekonomik biiytimesinde ve teknolojik ilerlemesinde ¢ok merkezi bir
rol oynamalarma ragmen, akademik literatiirtin verilerinin ¢ogunlukla halihazirda mevcut veri
tabanlarindan erisilebilen biiytik firmalar tizerine olmasi sasirticidir (Sum, Low ve Chen, 2004).

~ \
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Sekil 1: Kisith Rasyonellik Kosullar1 Altinda Stratejik Secim
Kaynak: Hambrick ve Mason, (1984: 195).

Literattirdeki bir diger onemli eksiklik ise, mevcut calismalarin yogunlukla CEO ve diger ist
yoneticilerin gozlemlenebilir demografik degiskenlerine odaklanmalaridir. Bu verilerin daha kolay
toplanabilmesi ve 6nemli bir kisminin mevcut veri tabanlarinda halihazirda erisime agik olmasi bu tarz
calismalarin sayisinin artmasinda énemli bir rol oynamuistir. Ancak, tist kademeler teorisinin temel savi
olan, iist diizey yoneticilerin organizasyonel c¢iktilar1 etkileyen bilissel cerceveleri, degerleri ve
algilarinin bu gozlemlenebilen degiskenler tarafindan ne derecede temsil edilebildigi onemli bir
sorudur. Bu sorudan yola gikarak pek ¢ok arastirmaci iist yoneticilerin demografik karakterlerinin
Otesinde, bu yoneticilerin kisiligi, kibiri, narsisizmi gibi ¢ok cesitli psikolojik degiskenlere de
odaklanmuslardir (Zhu ve Chen, 2015; Tang, Mack ve Chen, 2018; Nadkarni ve Herrmann, 2010). Bu
calismalar igerisinde, 6zellikle CEO diizenleme odag1 hakkinda yapilan arastirmalarin (6rn. Brockner,
Higgins ve Low, 2004; Hmieleski ve Baron, 2008; Tumasjan ve Braun, 2012), CEO diizenleme odaginin
organizasyon stratejilerine ve stratejik kararlarina etki eden 6nemli bir davranigsal etmen oldugunu
bulmasi dikkat cekicidir (Kammerlander ve digerleri, 2015; Gamache, McNamara, Mannor ve Johnson,
2015; Kashmiri, Gala ve Nicol, 2019). Bu nedenle, bu ¢alismada KOBI'lerde biiytik olcekli isletmelere
gore daha fazla etkisi olmasi beklenen CEO’larin diizenleme odaginin organizasyonun operasyon
stratejilerine de etkisinin olacagi ongoriilmektedir. Bir sonraki boliimde, diizenleme odag: teorisi
sunulduktan sonra, CEO diizenleme odag1 ve operasyon stratejileri arasindaki iliski agiklanmustir.

CEO diizenleme odag: ve operasyon stratejisi

Diizenleme odag teorisi (Higgins, 1997; Higgins, Friedman, Harlow, Idson, Ayduk ve Taylor, 2001)
bireylerin hedeflerine erismek igin giittiikleri motivasyonlardaki farkliliklarmi agiklamay1 amaclar.
Kronik diizenleme odag: (Higgins, 1997) oldukca sabit olan, ¢ogunlukla cocukluk ve ergenlik
donemindeki deneyimlerle gelisen bir kisilik 6zelligidir (Higgins ve Silberman, 1998). Diizenleme
odagmin iki temel bileseni vardir: yonelim odag: (ing. ‘promotion focus’) ve kaginma odag: (ing.
“prevention focus’). Yonelim odag: yiiksek olan bireyler, ilerleme ve biiytime ihtiyaclari ile giidiilenirler.
Dolayisiyla olast kazanglarimi ve basarilarini en yiiksek mertebeye getirmeye odaklanirlar (Crowe ve
Higgins, 1997). Bu bireyler eforlarini olumlu ¢iktilara ve 6diillere erismek i¢in yogunlastirirlar. Basariya
ulasamama bu bireyleri hayal kirikligina ugratir ve motivasyonlarini dustirtir (Idson, Liberman ve
Higgins, 2000). Kaginma odag yiiksek olan bireyler ise, giivenlik ve emniyet ihtiyaglari ile giidiilenirler.
Dolayisiyla herhangi bir olumsuz sonug¢ dogurabilecek hatalardan uzak durmaya odaklanirlar
(Brockner, Higgins ve Low, 2004). Hatalarindan dolay1 cezalandirilma korkusu davramsglarim
yonlendirir. Hatalarin olmamasi bu bireylerde olumlu duygulara ve sakinlige yol agarken, hatalardan
kagimamama gerilim ve olumsuz duygulara neden olur (Idson, Liberman ve Higgins, 2000).
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Diizenleme odag; teorisine gore, kaginma ve yonelim odag: bireylerin istenen sonuglara erismelerinde
gosterdikleri stratejik bir egilimdir (Higgins, 1997). Yani bireyler 6z benliklerini diizenlerken, istenen
sonuglara ulasmayi ve istenmeyen sonuglardan kaginmay1 yonlendiren biligsel stiregler ile giidiilenirler.
Her iki diizenleme odag1 ayn1 hedeflere basarili bir sekilde erisim igin farkl yollar izler. Yonelim odag:
yiiksek olan bireyler hedeflere erisme siirecinde kazanimlar1 ve biiytimeyi 6nceliklendirirken, kaginma
odag1 yiiksek olan bireyler ise hedeflere erisme siirecinde hatalar1 azaltmay: ve giivenligi
onceliklendirirler (Brockner, Higgins ve Low, 2004; Idson, Liberman ve Higgins, 2000).

Bu iki diizenleme odag teorik olarak bireylerde bagimsiz olarak bulunabilmekte ve davranislari ayri
ayr etkileyebilmekteyken, ampirik calismalar gostermistir ki her bireyin bir de ‘baskin’ diizenleme
odag1 vardir (Shah ve Higgins 2001). Baskin diizenleme odag: baskin olmayan diger odagin etkisini
azaltir ve bireylerin davranislarinin genel olarak tek bir diizenleme odag: tarafindan giidiilenmesini
saglar (Lockwood, Jordan ve Kunda, 2002). Bireyin yonelim ve kaginma odaklarmin ayri ayri
davraniglara etkisi olmasina ragmen, baskin olan odak bireyin davraniglarinin geneline yansir (De
Vries, Koster ve Stam, 2016).

Bu calismada, tist kademeler teorisi ve baskin diizenleme odag: goriisiine dayanarak, CEO diizenleme
odaginin KOBI operasyon stratejileri ile ilgili oldugu ileri siiriilmektedir. Kaginma odag1 baskin olan
CEO'lar hedeflerin erisilmemesine karsi cok hassastirlar ve (Higgins 1997) ve kayiplarin olmadig1 daha
giivenli seceneklere egilimlidirler (Wallace ve digerleri, 2010). Baskin diizenleme odag1 kaginma olan
CEO/lar, stratejik kararlarin verirlerken, daha temkinli olur, sistematik karar metotlar1 kullanir ve tim
stratejik alternatifleri kapsamli olarak degerlendirme egilimi gosterirler (Fredrickson ve Mitchell 1984).
Baskin diizenleme odaginin kacinma olmasi, CEO’larin geleneksel ve muhafazakar davranmalarina,
giivenlik ve koruma ihtiyaglar1 nedeniyle belirsizlikten kaynaklanan gevresel tehditlerden uzak
durmalarina ve firmalarini1 olmamasi gereken durumlara sokmamaya yogunlasmalarina neden olur. Bu
nedenlerle, baskin kaginma odag1 olan CEO'lar operasyon strateji secimlerinde daha geleneksel rekabet
onceliklerine (6r. maliyet, kalite, teslimat) vurgu yapan stratejileri sececeklerdir.

Hipotez 1: Baskin diizenleme odagi kaginma olan CEO’lar daha geleneksel rekabet onceliklerine vurgu
yapan operasyon stratejileri benimserler.

Baskin diizenleme odag1 yonelim olan CEO’lar ise basarilarini eksiltecek hatalar1 yapmamaya 6zen
gosterirler. Sadece hedeflerine ulasmanin 6tesinde olumlu ¢iktilar1 ve edinimleri en iist diizeye
¢ikarmaya yogunlasirlar (Higgins, 2000). Arzu edilen basarty1 yakalamak igin, ¢ogu zaman farkh
duistincelere ve goriislere aciktirlar. Kendilerine basari sunacak farkli yollar: ve mekanizmalari siklikla
benimserler (Brockner, Higgins ve Low, 2004). Yaratic1 diistinmeye ve stratejik kararlarda risk almaya
daha acik olan, baskin yonelim odakli CEO’lar, bu nedenlerle operasyon stratejilerini daha yenilikgi
rekabet dnceliklerine (6r. esneklik, stirdiiriilebilirlik) vurgu yapan stratejiler olarak belirleyeceklerdir.

Hipotez 2: Baskin diizenleme odag1 yonelim olan CEO’lar daha yenilikci rekabet dnceliklerine vurgu
yapan operasyon stratejileri benimserler.

Son olarak, calismanin arastirma sorusu kapsaminda, KOBI operasyon stratejileri ile firma performansi
arasindaki iliski hakkinda bir hipotez 6ne siiriilmektedir. Operasyon stratejisi ile firma performansi
arasindaki iliskiyi inceleyen literatiir en yiiksek firma performansini saglayan tek bir strateji olmadigini,
bir diger deyisle pek ¢ok farkli operasyonel onceliklendirmenin benzer sekilde ytiksek performans ile
sonugclanabilecegini bildirmektedir (Boyer ve Lewis, 2002; Gelhard, von Delft ve Gudergan, 2017). Bu
goris, essonluluk (equifinality) olarak da nitelendirilmektedir (Marlin, Ketchen ve Lamont, 2007). Bu
goriis dogrultusunda, KOBI'ler icin de hem geleneksel hem de yenilikgci rekabet 6nceliklerine vurgu
yapan operasyon stratejilerinin benzer performans sonuglari tiretecegi tahmin edilmektedir.

Hipotez 3: Geleneksel veya yenilikci rekabet dnceliklerine vurgu yapan operasyon stratejilerine sahip
KOBI'ler arasinda anlamly performans farklar: beklenmez.

Yukaridaki hipotezleri ampirik olarak test etmek icin, 6ncelikle incelenen 6rneklemdeki KOBI'lerin
operasyon stratejilerinin konfigtirasyonu belirlenecek ve belirlenen operasyon strateji kiimeleri
arasinda CEO’larin baskin diizenleme odagi arasindaki farklar arastirilacaktir. Ek olarak, strateji
kiimeleri arasindaki olasi performans farklari ve CEO diizenleme odag ile iliskisi incelenecektir.
Gelistirilen teorik ¢erceve asagida Sekil 2'de gosterilmektedir.
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Baskin CEO fiuzenleme > KOBI operasyon > KOBI performanst
odag1 stratejisi
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Sekil 2: Teorik Cergeve

Yontem
Veri

Teorik cercevede ifade edilen arastirma modelinin ampirik olarak test edilmesi igin Hollanda bahgecilik
endiistrisinde, cicek ve bitki yetistiren KOBI'lerden bir &rnekleme anket calismasi uygulanmustir.
Orneklem belirlenirken, yetistiricilerin bagh oldugu bir kooperatifin 1004 adet iiyesine e-posta ile anket
calismasi ulastirilmis, 865 KOBI'den cevap almmustir. Eksik cevapli ve CEO disindaki yoneticiler
tarafindan cevaplanan anketler disarida birakildiginda, 629 KOBI’den gelen veri bu calismada
kullanmilmistir. Yiizde altmis iki gibi yiiksek bir yanitlanma oranina erisilmesinde kooperatifin anket
calismasini desteklemesi ve kooperatife arastirma bulgularinin bir rapor olarak teslim edilmesi etkili
olmustur. Cevap veren ve vermeyen firmalarm kooperatifte kayith olan verileri (firma yasi, CEO yasi,
satis hacimleri) arasinda yapilan t-testlerinde anlamli farklar gozlemlenmemistir; yani 6rneklem
calisma evrenini temsil etmektedir. Ayrica erken cevap verenler ile ge¢ cevap verenlerin galisma
degiskenlerinin (CEO diizenleme odag1, performans, firma yasi, CEO yas1) t-testleri ile karsilagtirilmas:
da anlaml farklar ortaya koymamustir. Geg cevap verenlerin, cevap vermeyenleri daha yakindan temsil
edebilecegi distintildiigtinde, bu analiz de 6rneklemin evreni temsil giictiniin kuvvetli oldugunu
gostermektedir.

Ankete katilan 629 KOBI'nin %70,1’i sadece cicek, %26,6’s1 sadece bitki yetistirmektedir ve ortalama
KOBI yast 22,4 yildir. Orneklemdeki KOBI'lerin %58,8i kendilerini aile sirketi olarak
nitelendirmektedirler. Ortalama CEO yas1 46.2'dir ve erkek CEO’lar o6rneklemin %95,4"tinti
olusturmaktadirlar. Tablo 1’de ankete katilan firmalarm ve katiimcilarin demografik o6zellikleri
belirtilmistir.

Tablo 1: Ankete Katilan Firmalarin ve Katilimcilari Demografik Ozellikleri

CEO yas1 Say1 % Firma yas1 Say1 %

30 yas alt1 27 4.3% 10 yas alt1 86 13.7%

30-39 130 20.7% 10-19 215 34.2%

40-49 270 42.9% 20-29 184 29.3%

50-59 160 25.4% 30-39 85 13.5%

60 yas ve tistii 42 6.7% 40 ve tistii 59 9.4%

CEO cinsiyet Say1 % Uriin cesidi Say1 %

Erkek 600 95.4% Cicek 441 70.1%

Kadin 29 4.6% Bitki 167 26.6%
fkisi birden 21 3.3%

Aile sirketi Say1 %

Evet 370 58.8%

Hayir 259 41.2%

Olcekler

Calismada kullanilan 6lgekler Tablo 2'de gosterilmistir. Operasyon stratejileri, rekabet onceliklerine
verilen 6nem ile ol¢tilmiistiir. CEO’lara maliyet, kalite, teslimat ve esneklik rekabet tnceliklerine ek
olarak (Miller ve Roth, 1994; Boyer ve Lewis, 2002), literatiirde giderek daha fazla vurgulanmaya
baslanan gevrecilik onceligi de sorulmustur (Martin-Pena ve Diaz-Garrido, 2008). Rekabetci 6ncelikler
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olgekleri, Boyer ve Lewis (2002), Martin-Pena ve Diaz-Garrido (2008), Miller ve Roth (1994) ve Ward ve
arkadaslarinin (1998) ¢alismalarindan alinmustir ve bahgecilik endiistrine uyarlanmistir. 5 noktali Likert
olgegi (1: hig, 5: ¢ok fazla) ile katilimcilara her bir rekabetci 6nceligin firmalar1 i¢in ne kadar onemli

oldugunu belirtmeleri istenmistir.

Tablo 2: Olgekler, Olgek Giivenilirligi ve Gegerliligi

Degiskenler ve 6lcekler Faktor yiikii
(1) Maliyet énceligi (CR=0.72; AVE=0.59; Cronbach alpha=0.83)
M1. Cicek/bitki yetistirme maliyetlerini azaltmak 0.645
M2. Calisanlarin tiretkenligini arttirmak 0.868
M3.  Kapasite verimliligiini artirip maliyetleri diistirmek 0.775
(2) Kalite dnceligi (CR=0.81; AVE=0.67; Cronbach alpha=0.85)
K1. Kaliteli ¢igekler/bitkiler sunmak 0.847
K2. En iyi kalite endeksine sahip cicekler/bitkiler sunmak 0.773
K3. Tutarl ve giivenilir kalite ¢icekler/bitkiler sunmak 0.840
(3) Teslimat dnceligi (CR=0.78; AVE=0.64; Cronbach alpha=0.83)
T1. Miisterilere gtivenilir teslimat programlar: sunmak 0.837
T2. Teslimat planlarmi basariyla yerine getirmek 0.901
T3. Cicekleri/bitkileri zamaninda teslimata hazirlamak 0.648
(4) Esneklik dnceligi (CR=0.60; AVE=0.50; Cronbach alpha=0.72)
E1. Cok cesitli cicekler/bitkiler yetistirmek 0.478
E2. Uretim hacmini talepteki degisikliklere uyarlamak 0.795
E3. Uretim kapasitesini kisa siirede etkin bir sekilde uyarlamak 0.794
(5) Cevre dnceligi (CR=0.86; AVE=0.73; Cronbach alpha=0.89)
C1. Cevre dostu tiretim siirecleri kullanmak 0.849
C2. Uretim faaliyetlerinizinn gevre iizerindeki etkisini en aza indirmek 0.888
C3. Sirketinizin olumlu cevresel imajin1 korumak 0.824
(6) Kaginmact odak (CR=0.71; AVE=0.46; Cronbach alpha=0.83)
KO1. s yerindeki kurallara ve diizenlemelere uymak 0.529
KO2. Islerimi dogru bir sekilde tamamlamak 0.689
KO3. Sorumluluklarimi is yerinde tamamlamak 0.726
KO4. Is yerindeki gorev ve sorumluluklarim 0.728
KO5. Is yiikiimluliiklerimi tamamiyle yerine getirmek 0.772
KO6. Gorevlerimin detaylar: 0.616
(7) Yénelimci odak (CR=0.72; AVE=0.48; Cronbach alpha=0.84)
YO1l. TIs yerinde ¢ok sey halletmek 0.708
YO2. Ne olursa olsun isimi yapmak 0.689
YO3. Kisa siirede ¢ok is yapmak 0.719
YO4. Isimde ilerleme kaydetmemi saglayan faaliyetler 0.654
YO5. s yerindeki performansim 0.746
YO6. s yerinde ne kadar fazla gorev tamamlayabilecegim 0.627
(8) Firma performans: (CR=0.69; AVE=0.51; Cronbach alpha=0.80)
P1. Satis artist 0.801
P2. Kar marj1 artis1 0.757
P3. Pazar pay1 artist 0.589
P4. Genel performans artisi 0.704

Diizenleme odag1 6lgegi icin Wallace, Johnson ve Frazier (2009)"un ¢lgegi kullanilmis ve katilimcilardan
is sirasinda Olcekte belirtilen ifadelerdeki diisiince ve faaliyetlere ne siklikla odaklandiklarmi
belirtmeleri talep edilmistir (1: hig, 5: cok sik). Diizenleme odag: farkli durumlara gore degisebilecegi
icin (Phadnis ve digerleri, 2017), ifadeler bahgecilik endiistrisine uyarlanmistir. Calisma ©ncesi
kooperatifteki yetistirici temsilcileri ile pilot calisma ile anket sorular: 6n testten gegirilmistir. Baskin
diizenleme odag1 degiskeni ise, literatiirdeki benzer calismalar takip edilerek, katilimcilarin ortalama
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yonelimci odak skorlarindan ortalama ka¢inmaci odak skorlar1 ¢ikarilarak bulunmustur (Lockwood,
Jordan ve Kunda, 2002; De Vries, Koster ve Stam, 2016). Bu 6lcegin yiiksek degerleri baskin diizenleme
odagmin yonelimci, diisiik degerleri ise kaginmaci oldugunu gostermektedir.

Firma performansi ¢lgegi icin ise, Venkatraman ve Ramanujam (1987)'nin calismasindaki olgek
kullanilmis ve her bir ifade igin katilimcilarin firmalarinin performansini rakiplerine gore kiyaslamasi
istenmistir (1: rakiplerimizden ¢ok daha koétii, 5: rakiplerimizden ¢ok daha iyi).

Olgek giivenilirligi ve gecerliligi

R paket programi’nin (versiyon 1.3.959) Lavaan paketi kullanularak yapilan dogrulayici faktor analizi
sonucunda uyum iyiligi degerleri x2 = 800.01 (df = 406, p < 0.001), RMSEA = 0.04, CFI = 0.95, TLI
(Tucker-Lewis Index) = 0.95 ve SRMR = 0.04 olarak elde edilmistir (Tablo 2). Gozlemlenen tiim uyum
iyiligi degerleri, literatiirde kabul edilebilir degerleri iist diizeyde karsilamistir (Hu ve Bentler, 1998).
Tim degiskenlerin Cronbach alpha degerlerinin 0.7’den biiyiik oldugu ve bilesik giivenilirlik
degerlerinin de tavsiye edilen esik deger olan 0.6’dan yiiksek oldugu gozlemlenmistir (Bagozzi, Yi ve
Philips, 1991). Ayn1 zamanda, tiim faktor yiikleri kabul edilebilir esik diizeyi olan 0.4"ten biiyiik oldugu
icin (Anderson ve Gerbing, 1988) yakinsama gegcerliligi de saglanmistir (Tablo 2). Cikarilan ortalama
varyans (AVE), kacinmaci odak ve yonelimci odak degiskenleri disindaki diger tiim degiskenler icin
0.5’ten daha ytiksektir. Kaginmaci odak ve yonelimci odak AVE degerlerinin esik degerine ¢ok yakin
oldugu ve Crobach alpha ve bilesik giivenlirlik degerlerinin ise esik degerin altinda oldugu géz 6niinde
bulundurularak, goriintis gegerliligini korumak i¢in herhangi bir 6l¢iim maddesi 6lceklerden
¢ikarilmamustir. Degiskenler arasindaki korelasyonlar Tablo 3’de sunulmustur. Bes rekabet 6nceligi,
CEO diizenleme odaginin iki boyutu ve firma performansi ilgili anket sorularinin ortalamalar: alinarak
elde edilmistir. Bu tabloda 0.088’den biiyiik korelasyon degerleri %5 derecesinde, 0.0154'ten biiytiik
degerler ise %1 derecesinde anlamlidir. Son olarak, tiim degiskenlerin ¢ikarilan ortalama varyanslarinin
karekokii (Tablo 3’tn kosegeninde bildirilmistir), bu degiskenlerin diger degiskenlerle olan
korelasyonundan daha biiyiik oldugu i¢in, ayirt edici gegerlilik de elde edilmistir (Fornell ve Larcker,
1981).

Tablo 3: Korelasyon Analizi

(1) (2) ©) (4) ) (6) () (8)

(1) Maliyet 6nceligi 0.77

(2) Kalite onceligi 0.31 0.82

(3) Teslimat onceligi 0.37 0.39 0.80

(4) Esneklik onceligi 0.41 0.17 0.37 0.70

(5) Cevre dnceligi 0.17 0.27 0.25 0.07 0.85

(6) Kacinma odag1 0.16 0.10 0.16 0.17 0.05 0.68

(7) Yonelim odag1 0.17 0.16 0.17 0.10 0.09 0.62 0.69

(8) Firma performansi -0.01 0.22 0.25 0.07 0.04 0.01 0.01 0.72

Not: 0.088’den biiyiik korelasyon degerleri igin p>0.05; 0.154"ten biiyiik korelasyon degerleri igin p>0.01.

Ortak yontem yanliligini degerlendirmek igin, Harman'in (1967) tek faktor yontemi ile agiklayici faktor
analizi yapilmistir. Sonuglar, toplam varyansin yalmzca %20,3"tintin ilk faktor tarafindan, toplamda ise
%64,2’sinin  sekiz faktor tarafindan aciklandigmm gosterdigi igin ortak yontem yanhlig: riski
bulunmamustir.

Analitik yaklasim

Bu calismada, operasyon stratejilerini smiflandirmak icgin kiimeleme analizi teknigi kullanilmigtir.
Kiimeleme degiskenleri her biri ticer anket sorusu ile dlgtimlenen maliyet, kalite, teslimat, esneklik ve
cevrecilik rekabet dncelikleridir. Olcek giivenilirligi ve gegerliligi Tablo 2’de gosterilen bu 6ncelikler, tig
anket sorusunun ortalamasi almarak elde edilmistir. Kiimeleme analizinde K-means yontemi,
verilerdeki gercek farklilik yerine cevap yanliligini (evet-egilimliler, hayir-egilimliler) gruplayan
sonuglar verdigi icin giderek daha fazla elestirilmektedir (van Rosmalen, van Herk ve Groenen, 2010).
Bu nedenle, hiyerarsik kiimeleme analizi yontemi tercih edilmistir. Kiimeler MATLAB yazilimi
kullanilarak ve kiimeler arasi farklilik Mahalanobis mesafesi ve tam baglant: yontemi ile hesaplanarak
belirlenmistir (Hair, Black, Babin ve Anderson., 2010). {lk olarak, ortaya cikan kiimeler igin kiimeleme
degiskenlerinin diizeyleri ve bu degiskenler arasindaki anlamli farklar degerlendirilerek kiimeler
isimlendirilmistir. Sonrasinda ise, kiimeler arasindaki CEO baskin diizenleme odag1 ve performans
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farklart ANOVA testi ile analiz edilmistir. Calismada uygulanan akademik yaklasimin adimlar1 Sekil
3’de gosterilmistir.

) Rekabet tncelikleri ile lIfQBI]oPerasyorcll strégzg
CEQO'larin KOBI rekabet kiimeleme analizi Umeer arasinda, Lk
s : baskin diizenleme odag1
onceliklerini yapilarak KOBI ;
degerlendirmesi operasyon stratejisi ve KOBI performans
5 operasyon straejist faklarmm ANOVA testi
kiimelerinin belirlenmesi P .
ile incelenmesi

Sekil 3: Calismada Uygulanan Analitik Yaklasimin Adimlar:

Bulgular

Hollanda bahgecilik endiistrisinde faaliyet gosteren 629 firma, maliyet, kalite, teslimat, esneklik ve
cevrecilik rekabetci onceliklerine gore kiimeleme analizi ile siniflandirildiginda, dort ana operasyon
strateji kiimesinden olusan taksonomi, istatistiksel ve kavramsal olarak en anlamli sonucu vermistir.
Kiimeleme analizinin sonuglar1 Tablo 4'te verilmistir. Bu tabloda, her bir kiimeleme degiskeni (maliyet,
kalite, teslimat, esneklik ve gevrecilik rekabet oncelikleri) icin iki satir ayrilmustir. ik satirda her
kiimedeki KOBI'lerin rekabet énceliklerindeki ortalamalar: verilmistir. Ikinci satirda ise, kiimelerin
ilgili rekabet 6nceliginde hangi diger kiimelerden anlamli derecede farklilik gosterdigi parantez iginde
listelenmistir. Firma say1s1 son satirda, kiimeleme degiskenlerinin kiimeleri anlamli derecede ay1rt edip
etmedigini gosteren F testleri ise son siitunda gosterilmistir. Ornek olarak, kiime 1'de yer alan 163
KOBI'nin maliyet rekabet 6nceligine verdigi onemin ortalamasi 4.08'dir ve bu kiime maliyet rekabet
onceliginde kiime 2, 3 ve 4’den anlamli derecede farklilik gostermektedir. ANOVA testindeki F
degerlerine bakildiginda (Scheffe testi sonuglarina gore), kiimeler aras: anlamli dlctide farklilik oldugu
gozlendigi icin (p <0.001) kiimeleme analizinin gegerli oldugu sonucuna varilmustir.

Tablo 4: Kiimeleme Analizi Bulgular1

Rekabetci Kiime 1 - Kiime 2 - Kiime 3 - Kiime 4 -
oncelikler Gelenekgiler ~ Mitkemme- Nig Odaksizlar ot
liyetciler oyuncular

Maliyet 6nceligi 4.08 441 3.56 3.59 88.23
Anlaml Fark (2,34) (1,3,4) (1,2) (1,2)

Kalite onceligi 4.36 483 4.65 3.85 156.04
Anlaml Fark (2,3,4) (1,3,4) (1,2,4) (1,2,3)

Teslimat 6nceligi 415 4.46 3.68 3.36 139.58
Anlaml Fark (2,3,4) (1,3,4) (1,2,4) (1,2,3)

Esneklik 6nceligi 3.96 3.98 2.47 3.26 224.76
Anlamli Fark (3,4) (3,4) (1,2,4) (1,2,3)

Cevrecilik onceligi 3.06 419 3.61 3.45 123.77
Anlamli Fark (2,3,4) (1,3,4) (1,2) (1,2)

Firma sayist 163 202 116 148

Sekil 4'te, kiimeleme analizi ile belirlenen dort operasyon stratejisi kiimesindeki KOBI’lerin her bir
rekabet onceligindeki ortalama degerlerinin grafigi cizilmistir. Bu sekil, sektordeki farkli operasyon
strateji konfigiirasyonlarini gorsellestirmesi konusunda yardimci olmaktadir. Ornek olarak, ikinci
operasyon stratejisi kiimesindeki KOBI'ler (turuncu cizgi) bes rekabet onceliginin hepsine yiiksek
vurgu yapmakta, dordiincii operasyon strateji kiimesindeki KOBI'ler ise (sar1 cizgi) genel olarak higbir
rekabet onceligini yiiksek degerlendirmemektedirler. Kiimeleme analizinin sonuglarina goére belirlenen
dort farkli operasyon stratejisi, sirasiyla “Gelenekgiler”, “Miikemmeliyetciler”, “Nis oyuncular” ve
“Odaksizlar” olarak isimlendirilmistir.
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Sekil 4: Hollanda Bahgecilik Endiistrisi Operasyon Stratejileri Taksonomisi

Bu operasyon stratejilerinin 6zellikleri su sekildedir:

Kiime 1 - Gelenekgiler: Bu kiime icerdigi 163 sirket ile en buiytiik ikinci operasyon stratejisi kiimesidir. Bu
kiimedeki sirketler, agirlikli olarak geleneksel rekabetci onceliklere, yani kalite, maliyet ve teslimata
yiitksek onem vermektedirler. Esneklik rekabetci onceligine de yiiksek onem verilmektedir, ancak
cevrecilik rekabetci nceligi en az bu kiimede onceliklendirilmektedir.

Kiime 2 - Miikemmeliyetciler: Bu kiime 202 sirket ile 6rneklemdeki en biiyiik operasyon stratejisi kiimesini
olusturmaktadir. Bu kiimedeki sirketler tiim rekabetci onceliklere oldukca yiiksek diizeyde vurgu
yaparlar. Dolayisiyla bu firmalar tim o6nceliklerde miikemmelligi hedeflemektedir denilebilir. Bu
kiimede hem geleneksel hem de yenilikgi rekabetci 6nceliklerine yiiksek onem atfedilmektedir.

Kiime 3 - Nis oyuncular: Bu kiimede 116 sirket bulunmaktadir. Bu kiimedeki sirketler en ¢ok kalite ve
cevrecilik onceliklerine vurgu yapmaktadirlar. Maliyet ve teslimat oOncelikleri orta derecede
vurgulanirken, esneklik 6nceligine neredeyse hi¢ 6nem verilmemektedir. Bu sirketler en yiiksek
kaliteye (daha pahali olsa da) odaklanmakta ve {iiretimlerinin gevresel etkilerini g6z ontinde
bulundurmaktadirlar. Bu konfiglirasyon cevre bilinci yiiksek olan miisteriler icin 6nemlidir.
Dolayisiyla, bu kiimedeki sirketler nis bir miisteri segmentini hedeflemektedir denilebilir.

Kiime 4 - Odaksizlar: Bu operasyon stratejisi kiimesinde 148 sirket bulunmaktadir. Bu kiimedeki sirketler
tiim rekabetci 6nceliklere orta derecede ve benzer 6nem atfetmektedir. Bu sirketler rekabetci énceliklere
verdikleri 6nemlerde herhangi bir farklilasmaya gitmedikleri icin, bu sirketlerin acik ve net bir
operasyon stratejileri ve stratejik yonelimleri yoktur denilebilir.

Hipotez 1 ve 2'yi test etmek icin, CEO Diizenleme odaginin KOBI operasyon stratejilerine gore
farklilasip farklilasmadigina ANOVA testi ile bakilmistir. Bu testin sonuglari Tablo 5'te sunulmaktadir.
CEO diizenleme odag1 degiskeninin, Scheffe testine gore kiimeler arasinda istatistiksel olarak anlaml
diizeyde farkli oldugu gozlemlenmistir. Test sonuclarma gore, “Miikemmeliyetciler” ve “Nis
Oyuncular” kiimelerinde, diger kiimelere kiyasla baskin olarak yonelimci odak egilimi gtzlemlenirken,
“Gelenekgiler” kiimesinde diger kiimelere kiyasla baskin olarak kaginmaci odak egilimi bulunmustur.
“Odaksizlar” kiimesinde ise baskin bir odak egilimi gozlemlenmemistir. Bu sonuglar Hipotez 1 ve 2'yi
destekler niteliktedir, ¢tinkii kaginma odakli CEO’lar geleneksel rekabet 6nceliklerinin 6n plana giktig:
‘Gelenekgiler’ operasyon stratejisini secerken, yonelim odakli CEO’lar daha yenilik¢i rekabet
onceliklerinin ¢n plana ¢iktig1 ‘Nis Oyuncular’ operasyon stratejisini se¢miglerdir. Aym zamanda
‘Miikemmeliyetciler’ operasyon stratejisi de yenilikgci rekabet 6ncelikleri olarak nitelendirilen gevrecilik
ve esneklige vurgu yapmaktadir ve bu kiimedeki CEO’larin da baskin diizenleme odagi y6nelim
odagdur.

Hipotez 3'ti test etmek i¢in, operasyon stratejilerinin firma performansi agisindan farklilik gosterip
gostermedigi de ANOVA testi ile incelenmistir. Bu test sonucunda, firma performansinin da Scheffe
testine gore kiimeler arasinda istatistiksel olarak anlamli diizeyde farkli oldugu gozlemlenmistir. En
dusiik firma performansimin “Odaksizlar” kiimesinde oldugu ve bu kiimedeki firma performansinin
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diger tic kiimeden istatistiksel olarak anlamli diizeyde diisiik oldugu bulunmustur. Ancak, diger tig
kiimedeki firma performans: ise benzer diizeyde cikmustir. Bu sonug, literatiirdeki farkli strateji
benimseyen firmalarin benzer performans gosterebileceklerini ileri siiren performans esligi (ing.
‘performance equifinality”) goriisiiyle uyum gostermektedir (Payne, 2006, Marlin, Ketchen ve Lamont,
2007).

Tablo 5: Kiimelemer Arasi Diizenleme Odag1 ve Firma Performansi Farklar:

Degiskenler Kiime 1 - Kiime 2 - Ki.im.e 3- Kiime 4 - F
Gelenekgiler Miikemme- Nis Odaksizlar testi
liyetciler oyuncular

Diizenleme odag1 -0.14 0.13 0.20 0.04 1235
Anlamli Fark (2,3,4) (1L,4) (1,4) (1,2,3)

Firma performansi 3.30 3.34 3.25 3.04 6.65
Anlamli Fark 4) 4) 4) (1,2,3)

Firma sayis1 163 202 116 148

Tartisma ve sonug

Bu arastirma, Hollanda bahgecilik endiistrisindeki bitki ve ¢icek yetistiricisi KOBI'lerin operasyon
stratejileri ile CEO diizenleme odag1 arasindaki iliskiyi incelemistir. Maliyet, kalite, teslimat, esneklik
ve cevrecilik rekabet onceliklerine verdikleri éneme gore KOBI'ler operasyon stratejisi kiimelerine
ayrilmislar ve bu kiimeler arasindaki farkliliklar incelenmistir. Ortaya c¢ikan dort kiime, onceki
calismalarda bulunan operasyon stratejisi taksonomileri ile uyumludur. Mitkemmeliyetciler Kathuria
(2000) ve Martin-Pefia ve Diaz-Garrido'nun (2008) calismalarinda, odaksizlar Frohlich ve Dixon (2001)
ve Sum, Low ve Chen’in (2004) calismalarinda, gelenekgiler Christiansen ve digerlerinin (2003)
calismasinda ve nis oyuncular Christiansen ve digerleri (2003), Kathuria (2000), Frohlich ve Dixon (2011)
ve Miller ve Roth’un (1994) calismalarinda karsimiza ¢ikmaktadir.

Bu operasyon stratejisi kiimeleri arasinda CEO diizenleme odag: farklar test edildiginde edinilen
bulgular, yonelim odag1 baskin olan CEO’larin, cevre ve esneklik rekabet 6ncelikleri gibi daha yenilikgi
onceliklere vurgu yapan operasyon stratejilerini, kacinma odag baskin olan CEO’larin ise, maliyet,
kalite, teslimat gibi daha geleneksel 6nceliklere vurgu yapan operasyon stratejilerini sectiklerini
gostermistir. Operasyon strateji kiimeleri arasinda organizasyonel performans agisindan belirgin bir
fark gozlemlenmemis, sadece hicbir rekabet nceligine fazla vurgu yapmayan “Odaksizlar” kiimesinin
performansinin diger kiimelerden diisiik oldugu bulunmustur.

CEO'larin yonelim diizenleme odaginin baskin olmasi, yonettikleri KOBI'lerin gelecekte olabilecekleri
ideal durumlara erisebilmelerine odaklandiklarini, bu dogrultuda risk alabildiklerini ve yeni gortislere
acik olduklarini ifade eder. Aym zamanda, yonelim diizenleme odagina sahip CEO’lar basariya
ulagmak icin birden fazla yolu ve mekanizmay1 denemekten ¢ekinmezler (Wallace ve digerleri, 2010).
Bu arastirmanin bulgulari, kalite ve gevrecilik rekabet onceliklerine vurgu yapan ‘Nis oyuncular’
operasyon stratejisi ve geleneksel rekabet oncelikleri kadar esneklik ve cevrecilik gibi yenilikgci
oncelikleri de vurgulayan ‘Mikemmeliyetgiler’ operasyon stratejisinin baskin diizenleme odag:
yonelim olan CEO’lar tarafindan anlaml diizeyde daha fazla tercih edildigini gostermektedir.

Kayiplari en aza indirme ve korumaci bir giivenlik anlayisiyla hareket eden, kacinma odag1 baskin olan
CEO'lar ise hata yapmamak icin daha genel gecer ve giivenilirligi test edilmis olan geleneksel rekabetci
onceliklere vurgu yapan operasyon stratejilerini tercih ederler. Bu ¢calisma, maliyet, kalite ve teslimat
rekabet¢i onceliklerine digerler onceliklerden daha fazla vurgu yapan ‘Gelenekgiler’ operasyon
stratejisini benimseyen CEO’larin baskin diizenleme odaginin kaginma oldugunu ortaya koymaktadir.

Operasyon strateji kiimeleri arasinda, firma performans: acisindan ‘Odaksizlar’ hari¢ bir fark
bulunamamasi, organizasyonlarin ayni etkinlie sahip farkli operasyon stratejileri takip
edebileceklerini gostermektedir (Drazin ve van de Ven, 1985; Bozarth ve McDermott, 1998). Gelecekteki
calismalar operasyon strateji kiimeleri icinde diizenleyici ve arac1 degiskenleri calisarak, bu stratejilerin
ne zaman ve nasil performans farki gosterebileceklerini inceleyebilirler.

Bu galismanin bulgulart hem davranissal strateji hem de operasyon yonetimi literatiiriine anlamli teorik
ve pratik katkilar yapmaktadir. Strateji literatiiriinde CEO’larin kurum performansina etkisi uzun
stiredir arastirilan bir konudur. CEO’larin ve diger {ist diizey yoneticilerin biligsel yetkinliklerinin ve
degerlerinin stratejik kararlar, kurum ciktilar1 ve performansina olas: etkisi hakkinda kuramsal bir
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gerceve sunan ist kademeler teorisinin (Hambrick ve Mason 1984) onerilmesinden sonra, pek ¢ok
arastirmaci CEO’larin demografik 6zellikleri ve psikolojik karakteristikleri hakkinda ampirik ¢alismalar
ortaya koymuslardir. Bu ¢calismalardan CEO diizenleme odagina yogunlasan anlamli sayida ¢alisma
vardir. Ancak bu makalelerin biiyiik kismi biiytik ve orta 6lgekli isletmeler baglaminda CEO diizenleme
odagimi incelemektedir. Bu calisma, CEO baskin diizenleme odaginin operasyon stratejisi segimine olan
etkisini KOBI'ler baglaminda gostererek, 6zellikle davranigsal strateji literatiirtine snemli bir katkida
bulunmaktadir.

Bu calisma ayni zamanda operasyon yonetimi alanina katki sunmaktadir. Operasyon yonetimi
literatiirtinde rekabetci oncelikle ve operasyon stratejileri galismalar: genellikle CEO’lar1 kisilikleri ile
ilgili degiskenlere, tzellikle diizenleme odag: gibi CEO karar ve davranislar altinda yatan giidiileri
aciklayan bir kavrama, birkag istisna disinda (Phadnis ve digerleri, 2017; Gamache ve digerleri, 2020)
odaklanmamuglardir. Operasyon stratejileri rekabet stratejilerinin biitiinlesik bir parcasi olmasi
itibariyle sirketlerin performansi ve hayatta kalabilmeleri icin ¢ok Onemlidir. Bu stratejilerin
belirlenmesindeki en 6nemli karar verici aktorlerin basinda gelen CEO’lara tuttugu 1sik ile, bu ¢alisma
operasyon stratejilerinin yeni davramssal dnctillerini bularak literatiire katkida bulunmaktadir.

Yoneticilerin kendi baskin diizenleme odaklarinin (kaginma ya da yonelim odag1) farkinda olmalari,
onlar1 daha 6nce degerlendirmedikleri operasyon stratejilerinin potansiyel faydalarini da diistinmeye
sevk edebilir. Kacinma odag1 baskin olan yoneticilerin yenilik¢i rekabet 6nceliklerine de vurgu yapan
stratejileri degerlendirmeleri ve yonelme odagi baskin olan yoneticilerin ise geleneksel rekabet
onceliklerine de vurgu yapan stratejileri goz oniinde bulundurmalari KOBI'lerin stratejik
alternatiflerinin genisletecektir. KOBI'ler igin yiiksek performansa yol acan tek bir operasyon
stratejisinin olmamasi, yani birbirinden farkli operasyon stratejileriyle benzer firma performaslarina
erisilebilmesi de farkli stratejilerin degerlendirilmesinin Snemine isaret etmektedir. Dolayisiyla,
operasyon stratejisi, maliyet, kalite, teslimat, esneklik ve ¢evrecilik rekabet nceliklerine verilen nemin
konfigiirasyonu oldugu icin geleneksel ve yenilik¢i oOnceliklerin fakli kombinasyonlarinin
benimsenmesi KOBI'ler icin essiz olanaklar barindirabilir.

Her galismanin oldugu gibi bu ¢alismanin da bazi kisitlart mevcuttur. Ilk olarak, calisma enine kesit bir
calisma oldugu icin nedensellik ve iligkilerin yonti ile ilgili nihai yorumlar yapilamamaktadir. Gelecek
arastirmalar, farkli zaman dilimlerinde veri toplanan boylamsal bir ¢calisma tercih edebilirler. Ikinci bir
kisit, calismanin her ne kadar yiiksek bir 6rneklem biiyuikliigi ile yapilsa ve istatistiksel kontroller
yeterli diizeyde olsa da tiim sorular1 Likert tipi gostergelerle toplamasi bir kisittir. flerideki galismalar
ortak yontem yanlilig1 riskini en aza indirecek, farkli metotlar bir arada kullanan galismalar yapabilir.
Ayni zamanda, arastirmacilar ileride CEO narsiszmi (Cragun Olsen ve Wright, 2020), tist diizey
ozgiiveni (Billett ve Qian, 2008) veya politik ideolojisi (Park, Boeker ve Gomulya, 2020) gibi farklt CEO
ozelliklerinin, KOBI operasyon stratejileri ve firma performansi iliskisinde nasil roller oynadiklarini
inceleyebilirler. Bu siirecteki aract ve diizenleyici degiskenlerin de daha fazla arastirilmasina ihtiyag
vardir.

Bu calismanin bulgular1 operasyon stratejilerinden ¢ogu zaman dogrudan sorumlu olan {iretim
yoneticilerine, iki temel mesaj vermektedir. ilk olarak, yoneticiler kendi diizenleme odaklarinin
farkinda olmali ve verecekleri stratejik kararlarini etkileme potansiyeline sahip ortiilii degiskenler
hakkinda bilgi sahibi olmalilardir. Baskin diizenleme odag: hakkinda bilingli kisiler, {ist yonetim
ekiplerine farkli diizenleme odaklarina sahip kisileri yiikseltme icin tercih edebilirler. Ikinci olarak,
organizasyonlar i¢in basarili olunacak tek bir yol yoktur. Benzer performanslara sebebiyet verecek pek
cok farkli etmen vardir.
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Sturduriilebilir tedarik zinciri yonetimi (STZY) ve finansal performans arasindaki iliski, hem
arastirmacilar hem de uygulayicilar icin artan bir ilgi uyandirmaktadir. Cogu calisma, STZY
uygulamalarinin finansal performans: iyilestirdigini iddia etse de, ampirik ¢alismalarda karma
sonuclar elde edilmis olup iliskinin yonii belirsizligini korumaktadir. Bu calisma, Tiirk imalat
sirketleri icin STZY ile finansal performans arasindaki iliskiyi incelemektedir. Finansal performans
ROA, ROE ve piyasa degeri/defter degeri orani kullanilarak olgiiliirken, STZY performans: gok
degiskenli yeni bir performans gostergesi ile Sl¢tilmiistiir. Finansal performans verileri Bloomberg
veri tabanindan elde edilirken, STZY verileri, icerik analizi kullamlarak, sirketlerin finansal olmayan
raporlarindan elde edilmistir. Arastirma 6rneklemi, Borsa Istanbul'da islem goren 47 imalat sirketine
ait 2007-2019 yil1 arasindaki 584 veriyi icermektedir. STZY ile finansal performans arasmndaki iliskiyi
test etmek igin panel veri regresyon analizi kullanilmus olup, literatiirdeki genel goriise benzer sekilde,
bulgular STZY ile sirketlerin finansal performansi arasinda pozitif dogrusal iliskiyi desteklemektedir.
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Deniz Ozbay

Introduction

Although sustainability and supply chain management (SCM) issues have been separately discussed
for many years, the increasing interest in SCM sustainability practices in academia and businesses is
relatively new. Before moving on to the reasons for this increased interest, it is necessary to look at both
concepts. SCM is “the systemic, strategic coordination of the traditional business functions and the
tactics across these business functions within a particular company and across businesses within the
supply chain, to improve the long-term performance of the individual companies and the supply chain
as a whole” (Mentzer, DeWitt, Keebler, Min, Nix, Smith, and Zacharia 2001, p.18). The supply chain
involves all activities associated with the flow of goods and information from raw materials to the end-
user. On the other hand, SCM integrates these activities through improved supply chain relationships
to achieve sustainable competitive advantage. Sustainable supply chain management (SSCM) integrates
a sustainability-based management approach to all parts of the supply chain process.

The concept of sustainability was first emphasized in the Brundtland Report of the World Commission
on Environment and Development. The report defined it as “considering the needs of today without
compromising the needs of future generations” (WCED, 1987). From a business sustainability
perspective, the other most famous description of sustainability is the “triple-bottom-line” (TBL)
approach of John Elkington (1998), which includes managing economic, social, and environmental
dimensions in organizations. However, earlier studies mostly considered sustainability in terms of the
environmental responsibilities of businesses besides their economic goals, whereas TBL emphasizes
social responsibility alongside environmental and economic responsibilities. As a result, TBL has
become recognized as the generally accepted viewpoint of business sustainability issues, as in SSCM
(Zailani, Jeyaraman, Vengadasan, and Premkumar, 2012; Seuring, 2013; Paulraj, Chen, and Blome, 2017;
Wang and Dai, 2018). According to Carter and Rogers (2008, p. 368), SSCM is “the strategic, transparent
integration and achievement of an organisation's social, environmental, and economic goals through
the systemic coordination of key inter-organizational business processes”. Similarly, Seuring (2013, p.
1514) define SSCM as “the management of material, information and capital flows as well as cooperation
among companies along the supply chain while integrating goals from all three dimensions of
sustainable development”. Both definitions include three critical dimensions of SSCM: cooperation
among all partners in the supply chain; equal importance of the three dimensions (TBL) of
sustainability; and exceptional attention to stakeholder participation.

Like corporate sustainability studies, earlier SSCM studies were primarily based on the environmental
perspective of sustainability and were titled green supply chain management (GSCM). Today, although
it is accepted that SSCM is based on three dimensions: social, economic and environmental, it is seen
that these two concepts are still used interchangeably. On the other hand, Ahi and Searcy (2013)
analyzed 34 published definitions of green supply chain management (GSCM) and SSCM and
concluded that definitions for GSCM are more narrowly focused than those for SSCM. While GSCM
definitions generally include an environmental, flow, and coordination focus, SSCM definitions also
have an economic and social focus, while GSCM and SSCM have stakeholder and long-term focus. Thus,
they argued that SSCM is essentially an extension of GSCM. However, their results also show that none
of the studied definitions addresses all the identified characteristics of business sustainability and SCM.
They, therefore, proposed a new definition of SSCM (Ahi and Searcy, 2013, p. 229): “The creation of
coordinated supply chains through the voluntary integration of economic, environmental, and social
considerations with key inter-organizational business systems designed to efficiently and effectively
manage the material, information, and capital flows associated with the procurement, production, and
distribution of products or services in order to meet stakeholder requirements and improve the
profitability, competitiveness, and resilience of the organization over the short- and long-term.”

Firms in both developed and emerging economies are paying increasing attention to environmental
initiatives in the supply chain (Esfahbodi, Zhang, and Watson, 2016, p. 350). Companies, therefore,
implement SSCM through environmental programs and social practices that involve all supply chain
members (Wang and Dai, 2018, p.3). One of the fundamental reasons for this growing attention on
SSCM is its strategic importance for companies. As Markley and Davis (2007) note, it is increasingly
important to have a sustainable supply chain strategy because of the future challenge to develop a
sustainable global economy. So, companies should evaluate their supply chains’ impact on their
social/ethical and environmental performance, in addition to financial performance, from having
successful supply chain partnerships (Markley and Davis, 2007, p. 764). In addition, many studies in the
literature have examined the relationship between GSCM/SSCM and company financial performance.
These studies find that SSCM practices can increase employee morale, customer goodwill, and sound
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managerial practices by improving relationships with stakeholders. That is, environmental and social
responsiveness are positively related to firm performance.

On the other hand, today’s companies are under constant pressure from stakeholders, including
customers, employees, NGOs, governments, and other regulatory bodies, to engage environmental and
social practices (Zhu and Sarkis, 2007; Zhu, Sarkis, and Lai, 2013; Amjad, Jamil, and Ehsan, 2017). In
addition, they are increasingly demanding that companies manage the environmental impacts of their
supply chains more effectively (Paulraj et al., 2017, p. 239-240). Otherwise, companies that ignore these
pressures may face reputational risk (Roehrich, Grosvold, and Hoejmose, 2014). So, stakeholders'
internal and external pressures are another vital factor for increasing attention to SSCM practices.

In the literature, many studies examined the relationship between SSCM and organizational
performance. Although the results support a predominantly positive relationship, the direction of the
relationship is still unclear. While many of these studies used questionnaire surveys for data collection,
few studies used publicly available data. Furthermore, few studies use time series, and therefore, most
studies do not take into account the variation of the relationship over time. This paper examines the
relationship between SSCM and financial performance with a publicly available objective data set
covering 13 years. In addition, the study aims to contribute to the literature and lead for future studies,
as it is the first study to investigate the relationship between SSCM and FP in Turkish manufacturing
companies with panel data analysis.

In this study, the theoretical background and early studies related relationship between SSCM and
organizational performance are discussed in the first section. Afterwards, conceptual models and
working hypotheses are developed based on the literature and findings of previous studies. Then, the
findings obtained from the empirical analyses are reported. Finally, the results are discussed, and
suggestions for future research are given in the last section.

Literature review and hypothesis development
Theoretical background and early studies

Several theories can explain the relationship between corporate social/environmental performance and
financial performance, including stakeholder theory, good management theory, institutional theory,
(natural) resource-based theory, slack resource theory and risk management theory. One of the most
commonly used theories explaining the link between SSCM practices/performance and corporate
performance is the resource-based view (RBV) (Golicic and Smith, 2013, p. 81). Although, in the
literature, it has long been accepted that competitive advantage depends on coordination between
organizational (internal) capabilities and dynamic environmental (external) conditions; RBW, which
deals with the relationships between firm resources, capabilities and competitive advantage, is
relatively new (Hart, 1995, p. 987). The theory suggests that the combination of different resources and
their management affects the firm's capabilities. Businesses can provide a competitive advantage if the
resources are valuable and inimitable and have no equivalent substitution (Sarkis, Zhu, and Lai 2011,
p- 8 Golicic and Smith, 2013, p. 81).

On the other hand, Hart (1995) argued that RBV ignores the challenges and constraints imposed by the
(natural) environment. Therefore, he suggested Natural RBV, which assumes that future competitive
advantage is based on “capabilities that facilitate environmentally sustainable economic activity”. The
strategic capability of Natural RBV requires three interconnected strategies: pollution prevention,
product stewardship, and sustainable development, while “key resources and capabilities also affect
the ability of the firm to sustain its competitive advantage” (Hart, 1995, p. 991). According to Natural
RBV, a resource or capability must have specific characteristics to create a sustainable competitive
advantage. For example, it must be valuable and non-substitutable, implicit, socially complex, or rare.
In other words, if a firm’s environmental strategies are based on distinctive (cost-to-copy) resources or
capabilities, this external orientation may reinforce and differentiate the firm’s position through the
positive effects of a good reputation. Thus, this theory aligns with the previously discussed triple
bottom line strategy, which focuses on an organisation's environmental, social, and financial
components (Markley and Davis, 2007, p. 769). Because resource-based theories support a link between
corporate capabilities and competitive advantage, they are considered appropriate to explain the
relationship between SSCM and corporate performance (Golicic and Smith, 2013, p.82).

While RBV and Natural RBV emphasize a combination of resources and explain how these can improve
capabilities, slack resources theory emphasizes resource limitations. It argues that companies with spare
resources tend to invest in corporate social practices like SSCM. This view is often based on the belief
that companies can only engage in corporate social responsibility activities if their financial performance
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is strong and they have enough financial resources. Conversely, companies with fewer financial
resources reduce corporate social responsibility activities (Waddock and Graves, 1997, p. 306). Ortas,
Moneva, and Alvarez (2014) examined the link between SSCM and financial performance for a sample
of 3,900 companies covering 2004-2011, using multivariate measures of SSCM performance and
financial performance. They found a unidirectional relationship between SSCM performance and
profitability but a general bidirectional causality for company margins and revenue. In addition, they
found that financial performance indicators influence companies” SSCM performance during periods of
stability and crisis. Thus, their results are consistent with slack resources theory.

According to good management theory, which is based on the stakeholder view (Freeman, 1984), good
management practices and engaging in corporate social responsibility activities improve relationships
with key stakeholders. The strong relationship between stakeholders reduces cost and risk, provides a
competitive advantage and better reputation, and improves corporate performance (Waddock and
Graves, 1997, p. 307). For example, a good employee relationship can provide moral motives,
productivity and satisfaction. In addition, consideration of social issues and customer expectations can
increase positive perceptions about the firm. These may increase sales and reduce stakeholder
management costs (Waddock and Graves, 1997, p. 307). In addition to the expectation that participating
in social and environmental activities will increase the interaction with all company stakeholders,
encourage sound management practices, and improve financial performance by using resources more
effectively and efficiently, various factors affect a company’s decision to engage social and
environmental practices. Roehrich et al. (2014, p. 695) argue that reputational risk is vital for
implementing social and environmental practices like SSCM. Previous studies have often emphasized
the strategic role of corporate social and environmental responsibility practices. According to risk
management theory, companies prefer to improve socially or environmentally friendly practices to
avoid reputational risk and enhance the corporate image (Godfrey, 2005). Therefore, most companies
are also under pressure to improve their environmental performance (Pagell, Yang, Krumwiede, and
Sheu 2004, p. 30). Thus, stakeholder pressures are important motivating forces to engage in SSCM
practices. According to institutional theory, external pressures push a company to engage in
organizational practices. For example, governance regulations and laws have improved environmental
awareness in both developed and developing countries. Furthermore, increasing expectations and
pressure of both the market and customers also drive companies to improve social and environmental
practices (Sarkis et al., 2011, p. 7).

Zhu and Sarkis (2007) examined the relationships between GSCM practice, environmental performance
and economic performance, incorporating three moderating factors: the market, regulatory, and
competitive institutional (internal) pressures. They reported that competitive pressure significantly
increases the economic benefits, whereas the institutional pressures do not improve or reduce economic
performance, while eco-design practice adoption decreases organizational, economic benefits when
there are market pressures. Similarly, Zhu et al. (2013) examined the mediating effect of internal and
external green SCM practices on the relationship between institutional pressures and organizational
(environmental, economic, and operational) performance based on data for 396 Chinese manufacturing
companies. They found that green SCM practices do not directly affect economic performance but can
improve it indirectly. Like Zhu et al. (2013), Paularj et al. (2017) examined the mediating role of SSCM
on corporate performance by considering moral motives as a critical driver for organizational SSCM.
Thus, they examined the mediating effect of SSCM practices on the relationship between corporate
motives (instrumental, relational, and moral) and corporate performance (environmental and financial
performance). They found a positive relationship between SSCM practices and corporate performance,
and SSCM fully mediates the performance outcomes of both relational and moral motives.

Whether based on RBV theory, stakeholder theory, or good management theory, many studies have
reported that environmental and social practices improve company financial performance. For example,
Golicic and Smith (2013) conducted a meta-analysis of 31 studies with 77 independent effect sizes to
determine the overall effect of environmental supply chain practices/performance on firm
performance. They found a significant positive relationship between environmental supply chain
practices and market-based, operational-based, and accounting-based forms of firm performance.
However, while many studies show a direct or indirect positive link between SSCM and financial
performance, others suggest a negative relationship. For example, Kim and Rhee (2012) used structural
equation modelling to examine the impact of GSCM critical success factors on balanced scorecard
performance for 249 Korean companies. They found a negative relationship between several critical
GSCM factors and financial performance.
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Similarly, Esfahbodi et al. (2016) investigated the link between SSCM and environmental and cost
performance in emerging economies by comparing Chinese and Iranian companies. Their results
suggested that the adoption of SSCM practices improves environmental performance, although the
relationship between SSCM practices and cost performance was primarily negative. Furthermore,
Similar to Zhu et al. (2013) and Paularj et al. (2017), Amjad et al. (2017) also examined the mediating
effects of SSCM on organizations” motives and organizational performance. However, they found a
negative direct relationship between SSCM and financial performance and showed that SSCM practices
significantly mediate the relationship between organizational motives and organizational performance.
Therefore, it is seen that the results of studies examining the relationship between SSCM and financial
performance may differ significantly from each other. Table 1 summarizes some necessary studies and
their findings.

Table 1: Early studies and their findings

Sample Financial )
Study Year Size Performance Data Collection Methods Findings
Indicator
Negative and No significant
Zhuetal. 2005 314 positive cost Questionnaire Factor analysis entie
relationship for FP
performance
Rao and ' ' . ' St'ruct.ural B ' '
Holt 2005 52 Profit margin, sales, Questionnaire equation Positive relationship
market share. modelling (SEM)
Zhu and 2007 341 g:sgi?it\tziggtd Questionnaire Efli?g? el No significant
Sarkis . . relationship for FP
performance regression analysis
. Sales, market share, . .
Zailani et 2012 106 cost performance, Questionnaire Multlpl.e 111’166'11' Positive relationship
al. . regression analysis
efficiency
Hierarchical
Zhuetal. 2012 39 Cost performance Questionnaire multiple Positive relationship
regression analysis
ROE, improving in
Kim and profit, smoothed
Rhee 2012 249 cash flow, increased ~ Questionnaire SEM Negative relationship
rate of earnings and
sales
Bloomberg
Environment,
Wang and Social and Ordinary least Long term positive
Sarkis 2013 41 ROA, ROE Governance (ESG)  squares regression  relationship
database (2009-
2011)
Ortas et 2014 3900 gﬁ?:;%iﬂ,ty, QastiEbZ;LeE(igo 4 Granger causality Bidir'ectior'lal positive
al. R 2011 tests. relationship
evenue )
Esfahbodi 2016 128 Cost performance Questionnaire Multlpl.e linear . Mixed results
etal. regression analysis
Amjad et ROA, EBIT, Profit as . . No significant
al. ] 2017 360 percentage of sales Questionnaire SEM relatignship for FP
Paularj et 2017 259 ROA, EBIT, Profit as Questionnaire SEM Positive relationship
al. percentage of sales
ROA, ROS, RO],
Improving in profit,
Wang and market share, . . Partial least No significant
Dai 2018 172 Reducing Questionnaire squares (PLS) relationship for FP
environmental
damage
Tamayo- Sustainalytics Indirect positive
Torres et 2019 432 Tobin Q database (2008- PLS based SEM ectpe
relationship
al. 2010)
Elr. asad et 2020 145 Profitability Questionnaire SEM Positive relationship

Hypothesis development

Although, as reviewed above, many studies have concluded that SSCM improves corporate financial
performance, the relationship between them remains unclear. That is, numerous studies suggest that
SSCM practices reduce costs (Bowen, Cousins, Lamming, and Faruk, 2001; Pagell, et al., 2004; Zailani et
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al., 2012) and risk (Rao and Holt, 2005; Gouda and Saranga, 2018), enhance productivity, growth and
market value (Tamayo-Torres, Gutierrez-Gutierrez, and Ruiz-Moreno, 2019) and raise profitability
(Prasad, Pradhan, Gaurav, and Sabat, 2020; Wang and Sarkis, 2013). On the other hand, some other
studies have found no significant relationship between the two variables (Wang and Dai, 2018) or no
evidence that SSCM improves economic performance (Zhu, Sarkis, and Geng, 2005; Ortas et al., 2014).
Furthermore, some other studies indicate that SSCM practices impose additional costs (Min and Galle,
1997; Esfahbodi et al., 2016) and can cause a competitive disadvantage (Kim and Rhee, 2012), especially
in the short term (Krause, Vachon, and Klassen 2009; Wang and Sarkis, 2013). Given these conflicting
findings, the study is based on the following central hypothesis: There is a significant relationship between
SSCM and financial performance.

Theoretical model

While definitions of SSCM give equal importance to all three dimensions - environmental, social and
economical, the environmental dimension has played a determining role in studies measuring SSCM
performance, whereas the social dimension is almost completely ignored or interpreted over-
simplistically (Seuring, 2013, p. 1518). In this study, SSCM performance includes social performance
criteria as well as economic and environmental ones. Figure 1 outlines the conceptual model of the
study.

H
A
Sustainable Procurement —
| —V
; ROA
Sustainable
Production
\
Sustainable Y|
Distribution
Reverse §
Logistics I~ Price to Book
—>
Haq T
[ J
SSCM Performance Hs Financial Performance
Ho>

Figure 1: Theoretical Model

As Figure 1 shows, SSCM performance is represented by four main variables: sustainable procurement
(Zhu et al., 2005; Esfahbodi et al., 2016), sustainable production (Zhu et al., 2005; Wang and Dai, 2018),
sustainable distribution (Zailani et al., 2012; Esfahbodi et al., 2016), and reverse logistics (Mann, Kumar,
Kumar, and Mann, 2010). Sustainable procurement refers to supplier relations and purchasing policies.
Sustainable production includes processes from sustainable design to distribution activities. Sustainable
distribution refers to the sustainable transportation of products and services from manufacturers to
customers. Sustainable distribution focuses on customer relationships, product stewardship, and green
marketing. Finally, reverse logistics cover recovery, recycling, and reuse practices. While return on
assets (ROA) and equity (ROE) are included in the study as accounting-based performance indicators,
the price to book ratio represents the market-based performance. The following sub-hypotheses were
formed to test the hypothesis of the significant relationship between SSCM and firm financial
performance.

Hi = There is a significant relationship between SSCM and ROA (Model 1)
Hia = There is a significant relationship between Sustainable Procurement and ROA

Hip = There is a significant relationship between Sustainable Production and ROA
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Hic = There is a significant relationship between Sustainable Distribution and ROA

Hia = There is a significant relationship between Reverse Logistics and ROA

H> = There is a significant relationship between SSCM and ROE (Model 2)
Hoa = There is a significant relationship between Sustainable Procurement and ROE
Hoy = There is a significant relationship between Sustainable Production and ROE
Hoc = There is a significant relationship between Sustainable Distribution and ROE

Hoq = There is a significant relationship between Reverse Logistics and ROE

Hs = There is a significant relationship between SSCM and Price/Book (Model 3)
Hza = There is a significant relationship between Sustainable Procurement and Price/Book
Hap, = There is a significant relationship between Sustainable Production and Price/Book
Hs. = There is a significant relationship between Sustainable Distribution and Price/Book

Hzq = There is a significant relationship between Reverse Logistics and Price/Book

Methodology
Sample selection

The sample was selected from manufacturing companies listed on the Borsa Istanbul (Istanbul Stock
Exchange) BIST100 index, which is the primary indicator for measuring the performance of the top 100
stocks in terms of market and trading volume. Because of missing data, the final sample included 47 out
of 55 manufacturing companies listed in the BIST 100 index, providing 584 firm-year observations. Of
these 47 companies, 24 were also indexed in the BIST Sustainability Index, launched in November 2014,
with 58 companies, including 28 manufacturing. Hence, the final sample included the most sustainable
manufacturing companies in Turkey. In addition, financial data was extracted from the Bloomberg
Database, while SSCM data was collected using content analysis from the companies’ sustainability,
integrated, or annual reports for 2007-2019.

Research design and measures of variables

To test the hypotheses, the following panel regressions were estimated:

ROA; = aot+ P1SSCMPerformance;+ P2 Leveragei + B3 Sizeis + Pa Industryi+ Pa+ Eix (1)
ROE; = ao+ P1SSCMPerformance;+ P2 Leveragei + B3 Sizeis + Pa Industryi: + Pa + Eir (2)
Price/Booki= aot+ P1SSCMPerformance;+ B2 Leveragei + Ps Sizei: + Pa Industry;s + Pa + € (3)

ROA and ROE were chosen as the dependent variables in Model 1 and Model 2 because they are a
widely adopted measure of accounting-based performance in the field of social responsibility and
sustainability studies (Barnett and Salomon, 2012: 1308). ROA was measured as net income divided by
total assets, while ROE was measured as net income divided by common equity. The price-to-book ratio
represents market-based financial performance as the dependent variable of model 3 (Pava and Krausz,
1996, p. 338). It was measured as the average market price of shares divided by the book value of shares.
Since the dependent variable is financial performance in all three models, it is necessary to control the
factors that can affect financial performance systematically. Many studies consider firm size as a
potential factor influencing financial performance (Waddock and Graves, 1997, p. 309; Lo and Sheu,
2007, p. 352). Therefore, size was added to the model as a control variable, and it was measured as the
natural log of total assets. In addition, many studies have argued that a firm'’s capital structure impacts
financial performance (Lo and Sheu, 2007, p. 352). Therefore, leverage was also added to the model as
a control variable, and it was measured as total liabilities divided by common equity. Besides size and
leverage, the industry has been an essential variable, impacting companies' social and financial
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relationships (Andersen and Dejoy, 2011, p. 251). Although this study covers only manufacturing
enterprises, there are significant differences between sub-sectors that affect financial performance and
companies' social and environmental disclosures. For example, businesses with significant
environmental impact, such as cement and petrochemistry, can participate in more sustainability
practices or make more social and environmental disclosures to overcome the negative perception of
society (Brammer and Millington, 2008, p. 1331). Forty-seven companies included in this study were
divided into six sub-sectors: food, beverage and tobacco, metal, energy, petrochemistry, glass and
textile. The industry was determined one-digit codes from 1 to 6 and added to the model as a dummy
variable.

The SSCM performance variables (sustainable procurement, sustainable production, sustainable
distribution, and reverse logistics) were measured by 42 performance indicators, as listed in Appendix
A. Each criterion was collected by content analysis and scored from 0 to 1 or 2 points for each company,
then normalized over the total score before inclusion in the model. Thus, a new scale was created to
measure SSCM performance. In addition, both SSCM and financial performance variable consists of
publicly available data. Therefore, ethics committee approval is not required for the study. Table 2
shows the descriptive statistics of the independent variables.

Table 2: Descriptive statistics of the independent variables

Variable Obs Mean Std. Dev. Min Max
sprocurement 592 3.244932 2.040821 0 8
sproduction 591 14.85787 5.894562 3 25
sdistrubition 592 2.586149 1.907154 0 8
reverselog 592 1.983108 1.290228 0 4
sscmperf 592 22.65878 9.942225 3 41
leverage 586 3.219889 13.53667 1.0609 293.6922
Size 589 7.451937 1.319531 3.860599 10.64022
Industry 595 2.52437 1.518903 1 6

A few companies in the sample had considerably lower disclosure levels about their SSCM practices.
Therefore, the scores for sustainable procurement, sustainable distribution, and reverse logistics started
from 0. On average, companies disclosed the most about sustainable production and the least about
reverse logistic practices.

Empirical analysis and results

Panel data regression analysis was performed to test the relationship between SSCM and financial
performance with the Stata 15. Before testing hypotheses, model specification tests were performed.
According to the results of the F test, the individual effect was determined for all models (prob>chi2 =
0,0000). Then, the Hausman test was performed to choose between fixed effects and random effects.
Since the p-values were less than 0,05 and significant for all models, the fixed-effect model was preferred
to the randome-effects model. In addition, the variance inflation factors (VIFs) had been calculated to
determine multicollinearity. VIFs higher than 10 indicate serious multicollinearity problems in the
measurement model (Hair, Anderson, Tatham, and Black, 1995). However, since VIFs ranged from 1.00
to 1.66 in all models, there was no multicollinearity problem. Finally, a modified Wald test for
GroupWise heteroskedasticity was performed in the fixed-effects model (Baum, 2001). According to
Wald Test, the results supported the heteroskedasticity problem (P < 0.05). Finally, to determine auto-
correlation, Modified Bhargava et al. Durbin-Watson and Baltagi-Wu LBI tests were performed. Because
the values of the Durbin-Watson and Baltagi-Wu tests were less than 2, there was an auto-correlation
problem. Since heteroskedasticity and auto-correlation problems, Driscoll and Kraay’s (1998) fixed-
effect estimator was preferred to test each hypothesis. Their methodology proposes a nonparametric
covariance matrix estimator, which produces heteroscedasticity and autocorrelation-consistent
standard errors robust to general spatial and temporal dependence (Hoechle, 2007, p. 282). In addition,
it can be used with both balanced and unbalanced panel datasets. Table 3 summarizes the results of the
analysis.

bmij (2021) 9 (3):908-921

915



Deniz Ozbay

Table 3: Results of the empirical analysis

MODEL 1 MODEL 2 MODEL 3

Variables ROA ROE Price to Book

t P>|t] t P>|t]| t P>|t]
Sprocurement 1.13 0.265 2.04 0.047** 5.51 0.000%***
Leverage -0.49 0.624 -2.10 0.041* 1.89 0.065
Size -1.25 0.219 -0.38 0.707 -1.68 0.100
Industry 2.36 0.022** 1.17 0.250 2.77 0.008***
Sproduction 2.68 0.010*** 349 0.001*** 4.90 0.000%***
Leverage -0.66 0.512 -2.16 0.036** 1.44 0.157
Size -2.37 0.022** -0.71 0.482 -2.84 0.007***
Industry 2.95 0.005*** 1.14 0.262 3.12 0.003***
Sdistribution 1.32 0.194 447 0.000%*** 6.89 0.000%**
Leverage -0.45 0.656 -2.04 0.047** 211 0.040**
Size -1.38 0.176 -0.60 0.551 -2.39 0.021**
Industry 2.58 0.013 1.30 0.201 3.40 0.001**
ReverseLog 1.89 0.065 1.84 0.072 0.43 0.666
Leverage -0.50 0.619 -2.19 0.034** 1.86 0.069
Size -1.53 0.134 -0.28 0.780 0.62 0.542
Industry 2.68 0.010*** 1.08 0.285 0.99 0.328
SSCMPerf 2.17 0,035%* 347 0.001*** 4.52 0.000%***
Leverage -0.58 0.567 -2.15 0.037** 1.58 0.121
Size -1.97 0.055 -0.94 0.351 -3.06 0.004***
Industry 2.89 0.006*** 1.39 0.170 3.74 0.001***
**and *** represent statistical significance at 5 per cent and 1 per cent levels.
Number of observations 584
Number of groups 47

According to the results of model 1, overall SSCM performance and sustainable production had
significant positive relationships with ROA. On the other hand, sustainable procurement, sustainable
distribution and, reverse logistics had no significant relationships with ROA. In addition, according to
the results of model 2, sustainable procurement, sustainable production, sustainable distribution, and
overall SSCM performance had a significant positive impact on ROE. On the other hand, there was not
fount a significant relationship between reverse logistics and ROE. Similar to model 2, the results in
model 3 also supported positive relationships between the price/book ratio and all SSCM dimensions,
except for reverse logistics. As a result, found that reverse logistics had no significant effect on financial
performance. When the effect of SSCM on accounting performance and market performance was
compared, it was found that SSCM had a more powerful impact on market performance. Although the
relationship between total SSCM performance and financial performance measures was positive and
significant in all three models, model 3 had higher t values than others.

The results of this study support a positive linear relationship between SSCM and financial performance
as consistent with the results of many empirical studies (Golicic and Smith, 2013). Furthermore, the
results support the natural resource-based view that the central theoretical perspective testing the
impact of environmental supply chain performance on financial performance (Ortas et al., 2014, p. 333).
In addition, the results also support the excellent management theory, which argues that engaging in
corporate social responsibility activities improves relationships with key stakeholders, provides a
competitive advantage and improves corporate performance (Waddock and Graves, 1997, p. 307).
Furthermore, the study findings also show that SSCM has a more powerful impact on market
performance than accounting performance. Finally, the results are consistent with the positive
relationship between corporate reputation and market value (Lo and Sheu, 2007). According to this
view, sustainability practices increase the corporate reputation of businesses, encourage investors to
invest in these companies, and the market values of companies with high sustainability performance
are also positively affected. (Fombrun and Shanley, 1990). Table 4 summarizes the results of the
hypotheses.
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Table 4: Results of the hypothesis tests

Hypothesis T values P>|t] Coefficient Result
Hi 217 0,035** Positive Supported
Hi, 1.13 0.265 Not Supported
Hip 2.68 0.010*** Positive Supported
Hi. 1.32 0.194 Not Supported
Hia 1.89 0.065 Not Supported
H> 3.47 0.007*** Positive Supported
Haza 2.04 0.047** Positive Supported
Hzp 3.49 0.007*** Positive Supported
Hac 447 0.000*** Positive Supported
Haza 1.84 0.072 Not Supported
Hs 452 0.000*** Positive Supported
Hza 5.51 0.000*** Positive Supported
Hyp 4.90 0.000*** Positive Supported
Hje 6.89 0.000*** Positive Supported
Hza 043 0.666 Not Supported

Conclusions and recommendation

Although the empirical literature generally indicates that SSCM and financial performance are
positively related, this relationship is still ambiguous. While some results find a mixed or insignificant
relationship, others show a negative relationship between SSCM and economic/financial performance.
These inconsistencies may arise from differences in data sets regarding industry types, company sizes,
sample size, customer behaviour, regularity regime, and cultural settings (Ortas et al., 2014, p. 335).
Furthermore, the analysis and performance criteria used in the model can also affect the results (Wang
and Sarkis, 2013, p. 874). Nevertheless, the results of this study support a positive linear relationship
between SSCM and financial performance as consistent with the results of many empirical studies.

This study has some contributes to the sustainable supply chain literature. First of all, in literature, many
empirical studies have used questionnaires to examine managerial perceptions of organizational
performance, rather than using publicly available and objective data (Wang and Sarkis, 2013, p. 874).
This study is one of the few studies based on publicly available objective data in the literature. In
addition, only a few studies have included the time effect (Ortas et al., 2014; Tamayo-Torres et al., 2019).
This study thus contributes to the literature as the first study on Turkish manufacturing companies to
examine the relationship between SSCM and financial performance with panel data. Furthermore,
although many of the studies in the literature describe SSCM as a combination of the economic,
environmental, and social practices of companies, few studies (Wang and Dai, 2018) include social
performance dimensions when assessing SSCM performance factors. Thus, this study also aims to
contribute to the literature by proposing a new SSCM performance measurement model covering
environmental and social dimensions.

On the other hand, the study has several limitations. First, there is no long-term sustainability
performance database available for Turkish companies. In addition, many companies have published
their corporate reports since 2006 or 2007 in Turkey. Since SSCM performance data was collected from
corporate reports by content analysis, the study includes 13 years of data and sample size was limited
because of the difficulty of measuring sustainability performance. Therefore, future research could use
longer-term and larger data sets to investigate the long-run relationship between SSCM and financial
performance. The second limitation is that this study only included large manufacturing companies.
Small and medium-sized companies (SMEs) have fewer resources to invest in environmental and social
practices than large companies, so their motivation to engage in SSCM practices differs. Therefore,
future research could examine the performance of SMEs. Finally, future research could compare their
findings with data from other emerging markets or developed countries to eliminate potential
confounding effects of country, market size, and macroeconomic conditions.
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Appendix A: SSCM Dimensions of the Research

SSCM Criteria References

Sustainable Production

Social policies for employees Wang and Dai, 2018

1SO 14001 certification Zhu et al., 2005

Health and safety of employees (OHSAS 8001 certification) Wang and Dai, 2018; Prasad et al., 2020
Sustainability training Wang and Dai, 2018

ISO 9001 certification

Sustainable production strategy

Zhu, et al., 2005; Ortas, et al., 2014

Waste management Pagell et al., 2004
Energy consumption rate Esfahbodi et al., 2016
Carbon emissions rate Esfahbodi et al., 2016
Environmentally friendly materials usage Amjad et al., 2017

Sustainable product design

Zhu, et al., 2005; Amjad et al., 2017; Paularj et al., 2017

Environmental management system

Zhu et al., 2005

Sustainable process design

Ortas, et al., 2014; Amjad et al., 2017; Paularj et al., 2017

Sustainability production and process audit

Zhu et al., 2005; Wang and Dai, 2018

Renewable energy usage for production

Socially responsible management strategy Wang and Dai, 2018

Using clean production technologies Zhu, et al., 2005; Rao and Holt, 2005; Kim and Rhee, 2012;
Wang and Dai, 2018

Warehousing and inventory management Kim and Rhee, 2012

Sustainable Procurement

Sustainability policies for suppliers

Esfahbodi et al., 2016

ISO 14001 certification for suppliers

Zhu, et al., 2005; Esfahbodi et al., 2016

Eco-labelling

Esfahbodi et al., 2016; Wang and Dai, 2018

Sustainable raw material or product purchasing

Min and Galle, 1997; Rao and Holt, 2005; Krause et al., 2009;
Zailani, et al., 2012

Digitalization and innovation in purchasing processes

Sustainability monitoring and assessment Wang and Dai, 2018
Supplier collaboration Wang and Dai, 2018; Esfahbodi et al., 2016; Paularj et al., 2017
Sustainability audit for suppliers Wang and Dai, 2018

Supplier meetings

Kim and Rhee, 2012; Wang and Dai, 2018

Considering environmental and socially responsible aspects in supplier
selection

Rao and Holt, 2005; Ortas, et al., 2014; Wang and Dai, 2018

Supplier sustainability training

Rao and Holt, 2005; Wang and Dai, 2018

Sustainable Distribution

Sustainable packaging

Min and Galle, 1997; Zailani, et al., 2012; Esfahbodi et al., 2016

Distribution emissions rate

Esfahbodi et al., 2016

Digitalization and innovation in the distribution process

Pagell et al., 2004; Esfahbodi et al., 2016

Sustainability meetings and promotions for customers Wang and Dai, 2018

Energy usage for transportation Esfahbodi et al., 2016
Environmentally friendly chain of distribution Rao and Holt, 2005

Cooperation with customers for sustainable design and packaging Zhu, et al., 2005; Esfahbodi et al., 2016
Socially responsible customer relationship Wang and Dai, 2018

Social responsibility project Wang and Dai, 2018

Reverse Logistics

Recycling investments

Min and Galle, 1997; Zhu and Sarkis, 2007; Pagell et al., 2004

Recycling project development

Reuse, recycle, and recovery of materials

Zhu, et al., 2005; Kim and Rhee, 2012; Amjad et al., 2017

Renewable energy usage for recovery and recycling
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Takim olusturma ve takim devamlilig1 arasindaki iliskide
takim performansinin aracilik rolii

The mediating role of team performance in the relationship between
team building and team viability
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Merve Bayraktar?
Nisa Kaplan?
Mehmet Oney*

Oz

Bu arastirma, takim olusturma, takim performans: ve takim devamliligi arasindaki iliskileri
incelemeyi amaglamaktadir. Bu kapsamda takim performansinin aracilik roliiniin tespit edilmesi
arastirmanin temel problemini olusturmaktadir. Arastirmada iliskisel tarama modeli tercih
edilmistir. Veriler, anket teknigi ile toplanmustir. Toplamda 375 katilimcidan elde edilen veriler
iizerinden arastrma modeli test edilmistir. Verilerin analizinde SPSS 21.0 ve LISREL 8.72
programlar1 kullamilmistir. Analiz sonucunda takim olusumu ve takim devamliligy ile ilgili tek
boyutlu, takim performans: ile ilgili iki boyutlu (sosyallesme, dayanisma) bir yapiya ulasimistir.
Takim yapisi, takim performansi ve takim devamliligi arasinda yiiksek diizeyde pozitif yonli
anlamli iligkiler tespit edilmistir. Takim olusturma ve devamlilik arasindaki iliskide performans
anlamli diizeyde kismi araciik etkisine sahipken dayanisma performansinin sosyallesme
performansina nispeten daha énemli bir kismi aracilik roltine sahip oldugu belirlenmistir.

Anahtar Kelimeler: Takim Olusturma, Takim Devamliligi, Takim Performansi, Sosyallesme
Performans, Dayanisma Performansi

JEL Kodlari: M12, M51, M54

Abstract

This research aims to examine the relationships between team building, team performance and team
viability. In this context, determining the mediating role of team performance constitutes the main
problem of the study. In the research, the relational scanning model was preferred. The data were
collected by questionnaire technique. The research model was tested on the data obtained from 375
participants in total. SPSS 21.0 and LISREL 8.72 programs were used to analyse the data. As a result
of the analysis, a one-dimensional structure related to team formation and team viability and a two-
dimensional (sociability, solidarity) related to team performance was reached. High levels of
positive and significant relationships were found between team structure, team performance and
team viability. It has been determined that team performance has a significant partial mediating
effect in the relationship between team building and team viability, and solidarity performance has
a relatively important partial mediating role in sociability performance.

Keywords: Team Building, Team Viability, Team Performance, Sociability Performance, Solidarity
Performance
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Extended Abstract

The mediating role of team performance in the relationship between team building and team
viability
Purpose and problematic of the research

This research examines the relationships between team building, team performance, and team viability. In this context, answers
to the following questions were sought: Does team building affect team performance? Does team building affect team viability?
Does team performance affect team viability? Finally, does team performance have a mediating effect on the relationship
between team building and team viability?

Literature

In the literature, processes related to team-based organizations are discussed from different perspectives. When these studies
are examined, it is seen that the issue is mainly discussed within the framework of determining the effect of team building on
team performance. In this study, the mediating role of team performance in the relationship between team building and team
continuity will be examined to provide a complementary contribution to ensuring subject integrity. As a result of the literature
review, the fact that no study is carried out in the same model includes the opportunity to move the research to a reference
position for future studies. The research is built on the basic assumption that "teams that do not perform successfully will not be
able to continue".

Design and method

In the research, the relational scanning model was preferred among quantitative methods. The data were collected by
questionnaire technique. The research model was tested on the data obtained from 375 participants in total. SPSS 21.0 and
LISREL 8.72 programs were used to analyze the data. For the team building scale, the scale developed by Aga et al. (2016) was
used. This scale; includes goal setting, interpersonal relationships, role setting and problem-solving (Klein et al., 2009; Salas et
al.,, 1999). The team performance scale was examined in 2 dimensions, sociability performance and solidarity performance,
inspired by the studies of Goffee and Jones (1998), to evaluate the issue more holistically while benefiting from the perspectives
of currently available scales. Another study variable, the scales developed by Aubé and Rousseau (2005) and Cooperstein
(2017), were used for team viability.

The research model was created based on the literature review and the researchers' observations on the management of the
teams. Details related to the appearance of the model and the relationships between variables are shown in Figure 1.

Sociability
Performanae

- ~ )
Team Team R Team
Building, Performance Viability

~ Sclidarity
Performanece

Figure 1: Research Model
Findings and discussion

As a result of the analysis, high levels of positive and significant relationships were found between team building, team
performance and team viability. Furthermore, in the relationship between team building and team viability, while team
performance has a significant partial mediating effect, it has been determined that solidarity performance has a relatively
important partial mediating role in sociability performance. In line with this information, the following research hypotheses
have been accepted.

* “H1: Team building has a positive effect on team continuity”.

* “H2: Team performance has a positive effect on team continuity”.

* “H3: Team building has a positive effect on team performance”.

* "H4: Team performance has a mediating effect in the relationship between team building and team viability."

* "H5ap: In the relationship between team building and team continuity (a) Solidarity Performance has a relatively more
important mediating effect on (b) Sociability Performance."

Results of the article

According to the discussions on the findings so far, it does not seem possible for the teams formed to continue their lives
without displaying result-oriented performance. On the other hand, although it is low compared to the solidarity performance,
the mediating role of socialization performance is also significant. Therefore, it can be argued that team members' social
relationship forms and levels are also crucial for team viability. In this context, considering only the solidarity performance as
team performance will contribute significantly to the result-oriented formulations and may lead to the weakness of social
aspects such as sincerity, loyalty and loyalty within the team. Again, giving importance to social performance only increases the
sincerity and loyalty within the team, and it may lead to the occurrence of some abuse situations in result-oriented work.
Therefore, both types of performance should be considered by managers for team continuity.
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Giris

Kiiresel rekabet ortaminda piyasa sartlarina hizla uyabilen esnek organizasyon yapisi olusturmak,
stratejik anlamda biiyiik 6nem kazanmstir (Hitt, Keats ve DeMarie, 1998: 2). Oyle ki is diinyasinda
yasanan gelismeler esnek sekilde orgiitlenmeyi basarimn etkili bir formiilii olarak sundugu icin
mekanistik organizasyon yapilarindan organik organizasyon yapilarina gecisi neredeyse zorunlu hale
getirmistir (Jewczyn, 2010: 1-2). Organik ve esnek orgiitlenmenin en karakteristik tiirlerinden biri ise
takim calismasimi bir orgiit kultiirti haline getirmis takim temelli organizasyonlardir (Galbraith,
Lawler ve Dimon, 2007: 191). Bu noktada isletmelerin, bireysel yetenekleri etkin sekilde bir araya
getirerek takim calismalarini dogru sekilde yonetmesi, amaglarin gerceklestirme noktasinda oldukga
kritiktir (Jackson, Chuang, Harden, ve Jiang, 2006: 27). Takimlar artik her tiirlii isletmede yer almaya
baslamistir (Cohen ve Bailey, 1997: 242) ve bir isletmenin 6lcegi ne olursa olsun temel performans
biriminin, takimlar olmasi gerektigi anlayist giderek yaygimlasmaktadir (Zigon, 1999: 36). isletmeler
gerek proje odakli gerekse mevcut isleyis stirecinde takim olusturarak hedef ve amaclarma etkin bir
sekilde ulasmaya calismaktadir (Dyer, 2015: 1). Organizasyonlarin takim olusturma siirecine yonelik
biiytik miktarda emek harcadigi diisiiniildiigiinde bu yaklasimin basarili bir sekilde yonetilmesi
gereklidir. Bu noktada takim olusturmanin etkinligini ve faydalarini, isletmeler acgisindan hedeflere

ulagsmay1 kolaylastiran dogru bir secim olup olmadigini saptamak énemlidir (Klein, Diaz Granados,
Salas, Le, Burke, Lyons, ve Goodwin, 2009: 182-183).

Literatiirde takim temelli organizasyonlara iliskin stirecler, farkl: bakis agilariyla ele alinmaktadir. Bu
arastirmalar incelendiginde, konunun daha ¢ok takim olusturmanin takim performans: tizerindeki
etkisini belirleme cercevesinde tartisildigi goriilmektedir (Salas, Rozell, Mullen, ve Driskell, 1999;
Ciasullo, Cosimato, Gaeta ve Palumbo, 2017). Konu biitiinliigiiniin saglanmasina tamamlayic1 katki
niteliginde bu arastirmada takim olusturma ile takim devamlilifi arasindaki iliskide takim
performansinin aracilik rolii incelenecektir. Yapilan literatiir incelemesi sonucunda ayni modelde
gerceklestirilmis bir calismaya rastlanillmamis olmasi arastirmay:r sonraki calismalar i¢in referans
konumuna tagima imkanim igermektedir. Arastirma “basarili performans sergilemeyen takimlarin
devam etmelerinin genelde miimkiin olmayacag1” temel varsayim tizerine kurgulanmistir ve takim
olusturma ile takim devamliligi arasindaki iliskide takim performansinin aracilik roliiniin tespit
etmeyi amaclamaktadir. Bu kapsamda takim olusturmanin takim performans: iizerinde etkisi var
midir? Takim olusturmanin takim devamlilig: tizerinde etkisi var midir? ve Takim performansinin
takim devamlilig1 tizerinde etkisi var mudir? ve Takim Performansi, takim olusturma ve takim
devamlilig1 arasindaki iliskide aracilik etkisine sahip midir? sorularina cevap aranmustir.

Literatiir taramasi
Takim olusturma

Takim olusturma, paylasilan hedeflere ulasmanin yolunu acan, bireysel, grup ve orgiitsel ihtiyaglar
arasinda bir denge olusturmakla ilgilidir (Ciasullo vd., 2007: 334). Orgiitsel gorevlerin ve
sorumluluklarin atanma seklinin derinlemesine bir analizinden olusur ve ekip stireclerinin kapsaml
bir incelemesini icermektedir (Klein vd, 2009: 181-182). Dyer (2015: 1) takim olusturmaysi,
organizasyonlarin hedeflerine ulasmak icin birlikte calismasi gereken kisilerin, is birligi cabalarim
gelistirmek i¢in tasarlanmis planli, sistematik bir siire¢ olarak tanimlamustir. Takim olusturmanin,
ekip tiyeleri arasindaki iletisimi gelistirmek, tiretkenligi ve yaraticiligi artirmak, daha iyi ¢alisma
politikalar1 ve prosediirleri elde etmek, takim iiyelerini hedeflere ulasmalar: igin motive etmek, acik
calisma hedefleri ve bir is birligi ve is birligine dayali problem ¢dzme ortami saglamak gibi baslica
amaclar1 vardir (Fapohunda, 2013: 4). Bununla birlikte takim olusturma faaliyetlerinin birincil amaci,
calisma ekiplerinin etkinligini artirmaktir (Buller ve Bell, 1986: 305-306). Takim etkinligi birlikte
calismaysi, disiplinli olmayi, birbiriyle iletisim kurmay1 ve sosyallesmeyi icerir (Altaftazani, Rahayu ve
Kelana, 2020: 192). Svyantek, Goodman, Benz, ve Gard (1999: 278) yonetim kademesinin, siirenin,
orgiitsel destegin ve organizasyon 6zelliklerinin takim olusturmanin basarisi tizerinde etkili oldugunu
belirtmistir. Yine takim olusturma miidahalelerinin tutum ve alg1 tizerinde performanstan daha gticli
bir etkisi oldugu distiniilmektedir (Tannenbaum, Beard, ve Salas, 1992: 142). Ayr sekilde Klein vd.
(2009: 194), takim olusturmanin karsilikli giiven ve iletisimi gelistirmesi gibi duygusal sonugclar
tizerinde daha etkili olabilecegini belirtmislerdir. Son dénemde yapilan calismalar takim olusturma ile
takim performansi arasinda olumlu iliskiler oldugu yoniindedir (Aga, Noorderhaven, ve Vallejo, 2016:
812; Bartlett, Probber, ve Mohammed 1999: 307-308). Ornegin De Meuse ve Liebowitz'in (1981: 369)
takim olusturma ile takim performans: arasindaki iliskiyi inceleyen meta analizi calismasinda,
inceledigi makalelerin %80'inde (29 makale) pozitif etkiye rastladigy goriilmektedir. Buller ve Bell
(1986: 323-326) calismalarinda, takim olusturma bilesenlerinden hedef belirlemenin takim performansi
ve uretkenlik tizerinde kismen etkili oldugunu belirlemislerdir. Benzer sekilde takim olusturma
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boyutlarindan rol belirlemenin takim performansi tizerinde etkisi oldugunu iliskin (Klein vd., 2009:
194-195; Salas vd., 1999: 321) calismalarda bulunmaktadir.

Literatiirde takim olusturma yaklasimlar gesitlilik gostermektedir. Beer (1976) takim olusturmanin,
hedef belirleme, kisileraras iliskiler, rol agiklama ve yonetsel sistem siireglerinden olustugunu ifade
etmistir. Diger yandan Buller (1986: 149) takim olusturmanin problem ¢dzme siireglerini iceren bir
stire¢ oldugunu vurgulamistir. Son zamanlarda yapilan ¢alismalarda takim olusturmanin dort boyut
altinda ele alindig1 goriilmektedir. Bunlar; hedef belirleme, kisilerarasi iliskiler, rol tanimlanmasi ve
problem ¢6zme (Klein vd., 2009: 186). Hedef belirleme, bireysel ve takim hedeflerinin belirlenme
stirecine takim {iyelerinin dahil edilmesini iceren bir yaklasimdir (Tannenbaum vd., 1992: 119). Bu
yaklasim, ekip tiyelerine, bazen alt gorevleri tanimlayarak ve zaman ¢izelgeleri olusturarak, projenin
genel amaglarini ve hedeflerini acikliga kavusturmayi icerir. Bir hedef belirleme stirecine dahil olan
takim tiyelerinin, bu hedeflere ulasmanin yollarin: belirlemek i¢in eylem planlamasina dahil olmalar1
beklenir (Aga vd., 2016: 807). Hedefler, calisanlarin performansi i¢in motivasyon kaynagidir (Locke,
Shaw, Saari, ve Latham, 1981: 131). Locke ve Latham (2002: 706-707), hedeflerin yonlendirici, enerji
verici, sabr1 ve eylemleri etkileyen bir bilesen oldugunu ifade eder. Takim tiyelerinin hedef belirleme
strecine dahil edilmesi hedeflerin kabuliinii artirir ve takim basarist artis gosterir (Wildmeyer ve
Ducharme, 1997: 107). Ayrica hedef belirleme siirecine dahil olan takim tiyelerinin uyumu artmaktadir
(Senécal, Loughead, ve Bloom, 2008: 197). Kisilerarasi iligkiler, ekip tiyeleri arasindaki iliskilerin ve
catismalarin acik bir sekilde tartisiimasini tesvik eder ve genellikle gizli giindemleri temizlemeye ve
catismalar1 ¢ozmeye yoneliktir (Klein vd., 2009: 187). Kisilerarasi iliskilerde karsilikli destek ve gtiven
gelistirerek, acik bir iletisimle catismalarin yiizlesilmesi ve ¢oziilmesiyle daha etkili kararlarin alindig:
bir ortam olusturulur (Liebowtiz ve De Meuse, 1982: 7). Iletisimin artmasi ve kisilerarasi iliskilerin
diizenlenmesi, ekip etkinligini ve tiretkenligini artirir (Argyris, 1962: 712). Rol belirlenmesi, bireysel
rol beklentilerinin, grup normlarmin ve ekip tyelerinin paylasilan sorumluluklarmin acgikliga
kavusturulmasini gerektirir (Klein vd., 2009: 187). Ekip tiyeleri arasinda ekip icindeki rolleriyle ilgili
olarak artan iletisimi vurgular. Rol netlestirme faaliyetleri sonucunda iiyeler, kendilerinin ve
digerlerinin ekip icindeki rollerini ve gorevlerini daha iyi anlarlar (Salas vd., 1999: 314). Boylece takim
tiyelerinin rolleriyle ilgili aralarinda cikabilecek sorunlarin tistesinden gelinir ve takim etkinligi artar
(Lacerenza, Marlow, Tannenbaum, ve Salas, 2018: 524). Bir takim {iyesinin sorumluluklar1 hakkindaki
bilgisi, diger takim {iyeleri ve takimin genel dinamikleri acisindan 6nemlidir (Eys ve Carron, 2001:
370). Rol belirsizligi, takim tiyelerinde duygusal sorunlar olusturabilir ve verimliligi olumsuz etkiler
(Kahn, Wolfe, Quinn, Snoek, ve Rosenthal, 1964: 620). Problem ¢6zme, orgiitsel iliskiler ve hedefler
kapsaminda gorevle ilgili becerileri gelistirmek icin takimin gorevlerindeki temel sorunlarin ¢oziilerek
basariy1 artirmayi icerir (Buller, 1986: 149). Problem ¢6zme yaklasimi, takim iiyelerinin gorevle ilgili
sorunlar1 belirlemeleri ve ilgili bilgileri tiretmeleri gerektigini varsayar (Salas vd., 1999: 314). Ayrica
takim tiyelerinin problemleri ¢cozmek i¢in eylem planlamasi yaptiklari ve eylem planlarimi uygulayip
degerlendirdikleri bir yaklagimdir (Buller ve Bell, 1986: 149-150). Problem ¢tzme yetkinligi, proje
ekibinin hedefe ulasmasina yardimci olan ekip yetkinliklerinden biridir (Lin, Chen, Hsu, ve Fu,2015:
1693-1694). Takim igerisinde problem ¢6zme yaklasimi bireylerde sosyallesme etkilesimi, iletisimi ve
grup katilimini olumlu etkiler (Altaftazani vd., 2020: 193).

Takim performansi

Takimlar, organizasyonel etkinligi arttirmak icin orgiitlenmis performans birimleridir (Puente-
Palacios, Carmo Fernandes Martins, ve Palumbo, 2016: 513) ve tesadiifi olarak bir araya gelen bireyler
topluluguna kiyasla daha verimli ve daha yiiksek performansa sahiptirler. Basarili bir takim i¢in
somut performans sonuclarinin takip edilmesi olduk¢a 6nemlidir. Hatta “takim” ve “performans”
kavramlar1 ayrilamaz kavramlardir (Ergtin ve Eyisoy, 2018: 1459).

Takim performansi, bireysel olarak ve bagimsiz bir sekilde takim tiyelerinin performans: yerine,
tiyelerden olusan takimin toplam performansi olarak degerlendirilmektedir (Purtul, 2019: 7). Takim
performansi, takim literatiirtinde girdileri (kaynaklari), stirecleri (toplu caba) ve sonuclar1 (belirli
performans gostergelerini) iceren genellestirilmis bir gergeve olarak ele alinmaktadir (Yammarino,
Atwater, ve Spangler, 2004: 179).

Takim performansiyla ilgili 6ncii calismalardan bazilari, takimlarin etkililigini takim {iyelerinin bilgi
aligverisi ve koordinasyon yetenegine baglarken (Driskell, 1992: 277) bazi calismalarda ise takim
performansi, takimin ozelliklerini ve siireclerini kapsayacak sekilde yorumlanmaktadir (Senior ve
Swailes, 2004: 319). Bu diisiinceyi savunanlara gore siireg dlctimleri, sonug dlciimlerine nispeten takim
isleyisine iliskin daha gercekgi bir resim vermektedir. Ayrica takimin karsilastig1 sorunlara ve bunlar
diizeltme yollarma da 1sik tutabilmektedir.
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Literattirde takim performansinin ol¢iimi ile ilgili cesitli araclar gelistirilmistir. Bu 6l¢tim araglar1
genel anlamda degerlendirildiginde, takim performansinin daha ¢ok etkililik ve verimlilik kavramlar:
tizerinden ol¢timlendigi goriilmektedir. Bu degerlendirme her ne kadar dogru olsa da eksik bir
degerlendirmedir. Herhangi bir takimin sosyallesme ve teknik ozellikler igerdigini varsayan
sosyoteknik teoriye gore daha biitiinctil bir degerlendirme yapmak icin takimin hem teknik
ozelliklerine iliskin hem de sosyallesme ozelliklerine iliskin sonuglarinin degerlendirilmesi
gerekmektedir. Teknik yon, ¢iktilara doniik eylemler ile ilgiliyken sosyallesme yon, takim iiyelerinin
birbirleriyle olan iliskileri ile ilgilidir. Her iki sistemin de yiiksek ¢iktilar ve olumlu sosyallesme
deneyimler i¢in optimize edilmesi gerekir. Dolayisiyla sosyallesme deneyimleri performanstan
ayirmak miimkiin degildir (Senior ve Swailes, 2004: 319).

Benzer sekilde Jones ve Goffee (1996), organizasyon temelli tiim yapilanmalarda (is takimlari, aile,
kultip gibi) insan davranislarinin iki farkli yonden analiz edilebilecegini 6ne stirmektedir: topluluk
tiyeleri arasindaki dostluk derecesi olarak tanimlanabilecek olan “sosyallesmelesme” ve bir grubun
ortak bir hedefe yonelme ve ulasma yeteneginin bir gostergesi olarak tanimlanan “dayamisma”. Eger
bir performans degerlendirmesi yapilacaksa bu iki boyutun birlikte ele alinmasi gerekmektedir.

Sosyallesme performansi

Sosyallesme performansi, operasyonel olmayan ve duygusal iliski derecesinin bir gostergesidir (Ortiz
ve CruzFreire, 2012: 20). Bir takimin cogu kez dogal olarak ortaya ¢ikan ve gelisen sosyallesme
performansi, takim galismasini, goniillii bilgi paylasimin tesvik etmektedir. Sosyallesmenin yiiksek
diizeyde oldugu bir is yerinde calisanlar, yiiksek moral ve dinamizm sahibi olmakta ve bu durum
calisanlarda performansa karsi bir heves olusturmaktadir (Goffee ve Jones, 1998: 43-49). Sosyallesme
performansy, bireyin calisma ortaminda kisisel iliskilerini diizenlemekte ve sekillendirmektedir (Van
Maanen ve Schein, 1979: 213). Takim {iyeleri arasinda dostane, resmi olmayan iliskiler, calisma dis1
ortamlarda gegirilen vakit ve uyum takim icerisindeki yiiksek diizeyde sosyallesme performanstan
kaynaklanmaktadir (Pinto, Cabral-Cardoso, ve Werther Jr.,, 2011: 380). Calisanlarin sosyallesme
performans: sadece kendileri i¢cin degil aym zamanda organizasyon icin de degerlidir. Bireyler icin
sosyallesme, 6z yeterliliklerini artirmaya ve is doyumlarin iyilestirmeye yardimci olurken (Feldman,
1981: 310); organizasyonlar icin ¢alisanlarin entegrasyon siirecinin kisalmasina ve drgiitsel baglhiliginin
artmasina yardimci olabilmektedir (Liao, Huang, ve Xiao, 2016: 94).

Dayanisma performansi

Dayanisma performansi, duygulara degil, iliskinin ilgili tim taraflarca paylasilan ortak gorevler,
hedefler veya karsilikli ¢ikarlarda kuruldugu entelektiiel diistinceye dayanmaktadir (Ortiz ve
CruzFreire, 2012: 20). Bir toplulugun kisisel baglarindan bagimsiz olarak, ortak hedefleri hizli ve etkili
bir sekilde gerceklestirme becerisinin bir 6lgiistidiir (Jones ve Goffee, 1996). Dayanisma performansi,
enerji, yogunlasma, odaklanma ve bir seyleri gerceklestirme diirtiisii ile karakterize edilmektedir.
Ortak cikarlar1 paylasan ve bunlar1 takim olarak gerceklestirmenin avantajlarmi algilayan tiyeler
arasinda ortaya c¢ikmaktadir (Pinto vd., 2011: 380). Dayamsma davramsi, bir bireyin bir
organizasyonun yararina yaptig1 katkiy: ifade etmektedir ve organizasyonun hedefine ulasmak i¢in
fazladan gaba gosterme isteginden kaynaklanir (Moskovich, 2016: 358). Yonetim anlayisi, resmi
kontrol ve prosediirlerle dayanisma davranisin etkilemektedir. Oyunun kurallar: konusunda seffaflik
ve {iretken davranis icin verilen odiiller dayamismayi artirirken calisanlar 6diil ve terfilerde adaleti
hissettiklerinde, is tatmini ve dayanisma performansi yiikselme egilime girmektedir (Miller ve Monge,
1986: 730). Yiiksek diizeyde dayanisma, bireysel ve organizasyonel anlamda bir¢ok olumlu duygularla
sonu¢lanmaktadir (Sanders ve Van Emmerik, 2004: 359).

Takim devamlilig:

Takim devamliligy; tiyelerin birlikte calismaya devam etme istekliligi (Sundstrom, Meuse, ve Futrell,
1990: 122) ve takimin gelecekteki performans boliimlerinde basarisi icin gerekli olan stirdiirtilebilirlik
ve buiytime kapasitesidir (Bell ve Marentette, 2011: 279). Takim devamliligi, ekip iiyelerinin zaman
icinde bir arada kalirken i¢ ve dis degisikliklere uyum saglama ve zaman icinde etkili performans
diizeylerini stirdiirme becerilerini yansitir (Costa, Passos, ve Barata, 2015: 20).

Yeni teknolojiyle calisma veya pazardaki dalgalanmalara ve degisikliklere stirekli olarak adapte olma
ihtiyact gibi takimlarin gtniimiizde karsilastigi zorluklar goz ontine alindiginda, takimin uyum
saglama ve birlikte calismaya devam etme kapasitesini artiran kosullar: ve siirecleri kesfetmek 6nem
kazanmaktadir (Dimas, Rocha, Rebelo ve Lourengo, 2017: 561). Takim devamliigini anlamak, ilgili
kisilere, takimin gelecekteki performans taleplerine uyum saglamak igin sahip oldugu potansiyeli
hakkinda bilgi saglar (Jeczmien, Chomatowska, Janiak-Rejno, ve Zarczyriska-Dobiesz, 2019: 157).
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Yoneticiler, takim devamliligini anladiginda, devam eden ekipleri basarili performansa yonlendirmek
i¢in proaktif bir yaklasim benimseyebilir.

Takim devamlilig1, bir ekibin mevcut davranislarin iyilestirmesi gerekip gerekmedigine ve gelecekte
birlikte iyi calisip galismayacaklarina dair énemli isaretler verir (Cooperstein, 2017: 3). Devamlilik
saglayan takimlar, basarili performans stratejilerini nasil gelistireceklerini, birbirleriyle etkili bir
sekilde nasil galisacaklarini ve gorev motivasyonunu nasil siirdiireceklerini bilirler (Cooperstein, 2017:
8). Takimin devamliligy, ekip igerisinde gerceklesen gayri resmi baglantilarla desteklenir. Birbirleriyle
stk iletisim kuran {iiyeler potansiyel catisma kaynaklarmin belirlenmesi ve bunlarin ¢oziimii
konusunda daha bagarilidir. Bu tiir takimlar genellikle parcalanmaya ve tiye kaybina neden olan
zararl iliskisel veya sosyo-duygusal catismaya direnirler (Balkundi ve Harrison, 2006: 52). Takim
tiyeleri, takimlarinda olumlu deneyimler yasadik¢a, takimlarimin hedef ve degerleriyle
Ozdeslesecekler ve takim hedeflerine katkida bulunmak icin takimda kalmak isteyeceklerdir
(Mowday, Steers, ve Porter, 1979: 225). Olumlu deneyimler yasama, takima uyum saglama ile
yakindan iligkilidir. Takim ici uyumun gerceklesmesi, takim tiyelerinin etkinligini, performansini ve
yeniden birlikte ¢alisma istegini olumlu yonde etkilemektedir (Maynard, 2015: 654). Uyum yetenegine
sahip takimlar, etkilesimlerini ¢evrenin degisen taleplerine uyacak sekilde degistirme yeteneklerine
sahip olduklarindan, yeni gorev kosullari altinda yiiksek diizeyde performans gosterebilirler
(Gorman, Cooke, ve Amazeen, 2010: 295). Ayrica zorluklarla basa ¢ikma, ihtiya¢ duyulan kaynaklar:
koruma veya yenileme, hatalar: telafi etme becerilerinden dolay1 uyumlu takimlarin devamhilig: daha
miimkiin ve kolaydir (Alliger, Cerasoli, Tannenbaum ve Vessey, 2015: 179).

Yontem
Arastirmanin yontemi

Bu arastirmada, takim olusturma, takim performanst ve takim devamliligi arasindaki iliskileri
incelemeyi amaglanmaktadir. Bu kapsamda arastirma, nicel arastirma yontemlerinden iliskisel tarama
modelinin temel aldig1 felsefe ve bakis acis1 dikkate alinarak tasarlanmistir. Kullanilan verilerin
ozelliklerine gore birincil ve kesitsel (anlik) verilere dayanirken, denek sayisina gore ¢ok denekli
(faktoriyel desenli), deneme ve 6lgme kosullarina gore ise karisik desenli bir calismadir.

Aragtirma birimi, evren ve 6rneklemi

Arastirma evrenini farkli sektorlerdeki orgiitlerde farkli biiytikliikteki takimlarda gérev yapan takim
tiyeleri olusturmaktadir. Evrende yer alan takim ve iiye sayilar: tam olarak bilinmemektedir. Ayrica
2020 yii Mart Ayr'ndan itibaren yasanan kiiresel COVID-19 salgim nedeniyle kolayda ornekleme
yontemi tercih edilmistir. Literatiirde bilinmeyen evrenlerden ¢rneklem grubu olusturmak igin bazi
formiilasyonlar gelistirilmistir. Bu arastirmada gegerliligi kabul edilen bu formiillerden yararlanilmis

t?pq
dZ

ve orneklem sayisini hesaplamak igin = formilt kullamilmistir (Karagoz, 2014). Formiilde yer

alan: n: orneklem sayisini, p: ana kiitledeki incelenen olayin gerceklesme olasilig1, q: ana kiitledeki
incelenen olayin gerceklesmeme olasiligy, t: belirli bir anlamlilik diizeyini, d: tahmin edilecek olan ana
kiitle oran ile ayni ana kiitleden alinan 6rneklem arasindaki sapma miktarini ifade etmektedir. Olayin
gerceklesme olasilig1 p=0.5, olayin gerceklesmeme olasilig1 q=0.5, a=0.05 de o serbestlik derecesindeki
t degeri t= 1.96 ve 6rnekleme hatasi d=0,06 olarak alinmistir. lgili degerler formiile uygulandiginda,
arastirma icin ulasilmasi gereken orneklem sayisi (n)=267 olarak belirlenmistir. Bununla birlikte
arastirma sonuglarinin genellenebilirligini artirmak amaciyla veri toplama aracinda yer alan madde
sayisinin en az bes katina ulasmak kabul edilebilir bir kriter olarak degerlendirilmektedir (Bryman ve
Cramer, 2001; Buytikoztiirk, 2002). Bu dogrultuda arastirmada toplamda 30 maddelik bir 6lcek
formunun kullanildig1 dikkate alindiginda, 375 katilimciya ulasilmis olmasi istatistiki olarak gecerli
sonuglarin elde edilebilecegini gostermektedir.

Arastirmanin veri toplama teknigi ve siireci

Arastirmada veri toplama aract olarak gevrimigi anket yontemi tercih edilmistir. Literatiire dayal
olarak hazirlanan anket formu 4 béliimden olusmaktadir. Ilk boliimde calisanlarin takim devamlilig:
ile ilgili goriislerini ifade eden 10 madde, ikinci kisimda ¢alisanlarin takim olusturma stirecleriyle ilgili
gorislerini ifade eden 11 madde, tiglincii boliimde ¢alisanlarin takim performansi ile ilgili goriislerini
ifade eden 17 madde ve son bolimde demografik 6zellikleri ifade eden 8 madde bulunmaktadir.
Demografik o6zelliklere ait sorular ¢oktan se¢meli olarak hazirlanirken, takim olusturma, takim
performans: ve takim devamlilig ile ilgili algilar1 6lgmek icin, orijinal 6lgeklerinde oldugu gibi, 5'1i
likert tipi degerlendirme Olgiitleri (1-Kesinlikle Katilmiyorum, 2-Katilmiyorum, 3-Kararsizim, 4-
Katiliyorum, 5-Kesinlikle Katiliyorum) kullanilmigtir. Ankette yer alan ifadelerin dilsel gegerliligini
saglanmak igin 6lgekler yeminli tercimanlar aracilifi ile Ingilizce’ den Tiirkge’ ye gevrilmistir. Kapsam
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gegerliligi iginse anket formu, alaninda uzman akademisyenler tarafindan kapsayicilik, anlasilabilirlik
ve arastirma amacina hizmet edebilme agisindan degerlendirilmistir. Teorik ifadelerle ilgili
uzmanlarin elestirileri ve onerileri dikkate alinarak ankette gerekli diizenlemeler yapilmistir.
Olusturulan anket formu Diizce Universitesi Etik Kurul onayma sunulmus, bilimsel arastirma ve
yayin etigine uygunlugu kontrol edildikten sonra uygulama asamasma gecilmistir. Anket formu
surveey.com sitesi tizerinden ¢evrimici anket olarak hazirlanmistir. Genel uygulanmaya baslanmadan
once, sistematik veya rastgele hatalarin 6niine gecebilmek amaciyla katilimcilara yoneltilen sorularin
doldurma stiresi, uygunlugu, zorluk derecesi ve anlasilabilirligini gérmek amaciyla 50 kisi tizerinden
bir pilot calisma gerceklestirilmistir. Pilot calisma sonrasinda, katilimcilarin anket formuna bir link
araciligiyla ulagsmalar: saglanmus, veriler, 1 Nisan 2021-20 Nisan 2021 tarihleri arasinda toplanmustir.

Olcekler

Yapilan literatiir taramasi sonucunda arastirma modelinde yer alan degiskenlerle ilgili agiklayici
nitelikte bazi ©nemli calisma ve Olgeklere rastlanmistir. Arastirmanin amact ve yontemi
dogrultusunda bu 6lceklerden faydalanilmistir. Takim olusturma ¢lgegi icin Aga vd. (2016) tarafindan
gelistirilen olcekten yararlanilmistir (a= 0,931). Klein vd.'nin (2009) yaptig1 meta analiz incelemesine
bagli olarak gelistirilen bu 6lgek; hedef belirleme, kisilerarasi iliskiler, rol belirleme ve problem ¢6zme
olarak ¢ok boyutlu yapilar: icermektedir (Klein vd., 2009; Salas vd., 1999). Literatiirde bu boyutlarin
ayr1 ayri ele alinabildigi gibi bir biitiin olarak da ele alindig1 goriilmektedir (Wildmeyer ve Ducharme,
1997; Locke ve Latham, 2002; Eys ve Carron, 2002; Senécal vd., 2008; Lin vd., 2015). Bu arastirmada
takim olusturma, tartisilan tiim ozellikleri kapsayacak sekilde, tek boyut (11 madde) olarak
incelenmistir. Takim performansi ile ilgili literatiir incelendiginde, konunun daha ¢ok etkililik ve
verimlilik gercevesinde ele alindig goriilmektedir. Gelistirilen 6lgekler tek boyutlu ve daha ¢ok takim
etkinligini 6l¢meye yoneliktir. Bu arastirmada literatiirde halihazirda mevcut olgeklerin bakis
acilarindan yararlanmakla birlikte konuyu daha biitiinciil degerlendirmek adina takim performansi
Olgegi, Goffee ve Jones, (1998)'un calismalarindan esinlenilerek olusturulmustur. Sosyallesme
performans ve dayanisma performans: olmak tizere 2 boyut seklinde tasarlanan olcekte, takim
tiyelerinin sosyallesme performans diizeyini 6l¢gmek icin 8 madde, dayanisma performans diizeyini
belirlemek icin 9 madde yazilmistir. Arastirmanin bir diger degiskeni olan takim devamlilig1 icin
Aubé ve Rousseau (2005) ve Cooperstein’in (2017) literatiirdeki takim devamliligi olceklerinden
yararlamlmstir (a= 0,840). Olgek tek boyutlu ve 7 maddeden olusturmaktadir.

Arastirmanin modeli ve hipotezleri

Arastirma modeli literatlir taramasi ve arastirmacilarin takimlarin yonetimine iliskin bireysel
gozlemlerine dayali olarak olusturulmustur. Takim calismasinin genel niteliklerini ortaya koyan bu
modelde 3 temel degisken bulunmaktadir: takim olusturma, takim performansi ve takim devamlilig1.
Bu degiskenlerden takim olusturma ve takim devamlilifi tek boyutluyken takim performansi,
sosyallesme performans ve dayanisma performansi olmak tizere iki boyutludur. Modelin gortintimii
ve degiskenler arasindaki iligkileri gosteren ayrintilar Sekil 1’de gosterilmektedir.

Sosyallesme ™~
Performans

— RSN
Takim Talkun Takm
Olusturma 7 FPerformansi Devamlihg

Dayanigma
Performans

Sekil 1: Arastirma Modeli

Arastirma modelinde, dogrudan ve dolayl (aracilik) iliskiler olmak tizere iki tiir iliski gortilmektedir.
Dogrudan iliskiler degiskenler arasindaki ikili iligkileri aciklarken dolayli (aracilik) iliskiler
degiskenler arasindaki tiglii iligkileri agiklamaktadar.

Literattir incelendiginde takim olusturma stirecinin basarili bir sekilde gerceklesmesinin takim
performans: ve takim devamliligina etki etti§ine dair bulgulara rastlanmaktadir (Aga vd., 2016: 812;
Bartlett vd., 1999: 307-308). Ornegin, Lyubovnikova, Legood, Turner, ve Mamakouka, (2015: 65)
tarafindan yapilan ¢alismada, takim {tiyelerinin uygun bir sekilde se¢iminin takim performansinin
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artmasma yol actifi sonucuna ulasilmistir. Benzer sekilde Ammeter ve Dukerich (2002: 10)
aragtirmalarmda uygun takim olusturmanin, takim devamliligina katk: sagladig: ve daha yiiksek bir
takim performansi ile sonuglandigini bulmuslardir. Spesifik anlamda dustiniildigiinde ise takim
olustururken rol belirlenmesine dikkat edilmesinin ¢atismay1 ve belirsizligi azaltacagi (Tannenbaum
vd., 1992: 120), rollerin ve sorumluluklarin daha net bir sekilde tarumlanmasiyla ekip tiyelerinin
kendilerinin ve ekip arkadaslarinin sorumluluklarini daha iyi anlayacag tartisiimaktadir (Salas vd.,
1999: 316). Boylelikle takim tiyeleri rolleriyle ilgili aralarinda ¢ikabilecek sorunlarin tistesinden gelecek
ve takim etkinligi artacaktir (Lacerenza vd., 2018: 524).Ayrica yiiksek diizeyde rol netligine sahip
organizasyonlar, daha yiiksek is memnuniyeti ve daha diisiik isten ayrilma oranlarina sahiptirler
(Hassan, 2013: 716). Rollerin net olmasi, isletmeye olan baglihgi artirarak, isten ayrilma niyetini
azaltmaktadir (Panaccio ve Vandenberghe, 2011: 1455). Dolayisiyla rollerin belirliligi, takim
devamliligin1 pozitif yonde etkileyecektir. Ayni sekilde hedef belirleme, eylem odakli cabanin
artmasini saglayarak basarma motivasyonuna kaynak saglayacak (Locke vd., 1981: 131) dogru
yonlendirme ile takim {iyelerini is yapmanin verimli yollarmi arastirmaya tesvik edecektir (Yukl,
Gordon ve Taber, 2002: 19). Hedeflerin net ve kesin olmasi, “elinden geleni yap” gibi belirsiz
hedeflere kiyasla daha yiiksek performansla sonuglanacaktir (Locke wvd., 1981: 125). Bazi
arastirmalarda ¢zellikle zor ve agik bir hedef belirlemenin performansi artiracagt savunulmaktadir
(Buller ve Bell, 1986: 323). Yine kisileraras: iliskilerin giiclendirilmesi, karsilikli destek ve giiveni
gelistirecek. Dolayistyla agik bir iletisimle ¢atismalarla ytizlesilecek ve catismalarin ¢oziilmesiyle daha
etkili kararlarmn alindigi bir ortam olusturulacaktir (Liebowtiz ve De Meuse, 1982: 7). Iletisimin
artmasi ve kisilerarasi iligkilerin diizenlenmesiyle birlikte takimin birlikte calisma egilimi, etkinligini
ve tretkenligini artmaya baslayacaktir (Argyris, 1962: 712). Dinamik bir bilgi alisverisi saglayan
kisilerarasi gticlii iletisim, kisiyi baskalarryla baglantili kilarak gruplar halinde var olmay1 ve calismay1
daha miimkiin hale getirecektir (Anant, 2015: 431). Bir grup igindeki kisilerarasi iliskilerin olumlu
olmasi bireysel uyumu kolaylastiracak (Macgrath, 1962: 365) dolayisiyla takim icerisinde bireysel
uyumun kolayca saglandigi ve kisileraras: iligkilerin olumlu oldugu bir takimda devamliliginin
saglanmasi daha kolay olacaktir. Son olarak problem ¢ozme etkinligi, takim tiyelerinin 6nemli
sorunlar1 belirlemesine, kritik bilgi {iretmesine, problem ¢6zme ve eylem planlariin uygulanmasina
katilimini sagladig igin (Buller ve Bell, 1986: 149-150) takimlarin birlikte biiyiik problemleri ¢6zerek
daha etkili ve devamli hale gelmelerine yardimci olmaktadir (Tannenbaum vd., 1992: 120). Takim
icerisinde, bireylerin problemleri ¢6zmeye yonelik ortak bir ¢aba gostererek sinerji olusturmasi ve
deneyimlerin paylasilmas: daha yiiksek performansa da katkida bulunmaktadir (Jordan ve Troth,
2004: 208). Ayrica takim devamliligl, takim tiyelerinin zaman iginde birlikte calismaya devam etme
yetenegine sahip oldugu anlamina geldigi icin (Aube ve Rousseau, 2011: 567) performanslari
vesilesiyle etkinligi yiiksek olan takimlar, daha yiiksek oranda takim devamlilig1 gostereceklerdir.
Diger taraftan performansi yiiksek takimlar genelde sosyal iligkilerin ve dayanisma motivasyonunun
st diizey oldugu takimlardir. Sosyallesme performans genelde bilgi paylasimini ve yeni fikirlere agik
hale gelmeyi saglamasinin yam sira calisanlarin takim arkadaslarini yari yolda birakmak istemesini de
engellemektedir (Goffee ve Jones, 1998: 47-49). Dolayisiyla takim igerisinde dostluk iligkisi kuran
calisanlarin birlikte calisma istekliligi artacak ve bu durum takim devamliligini pozitif yonde
etkileyecektir. Ayni sekilde dayanisma performansi, takim {iyelerinin miisterek ilgi alanlarina, ortak
gorevlerine ve agik¢a kavranmis paylasilan ortak hedeflerine dayandig i¢in takim devamliligina
pozitif etki edecektir. Gelecekteki davranisin en iyi yordayicisinin gegmis davramig olmasi gibi,
gelecekteki performansin 6nemli bir yordayicist da mevcut performans olmasindan (Bell ve
Marentette, 2011: 284) dolayr mevcut takim performansinin takim devamliligini tahmin etmesi
beklenmektedir. Bu bilgiler dogrultusunda arastirma hipotezleri asagidaki gibi olusturulmustur:

“Hj: Takim olusturma, takim devamlilig tizerinde pozitif yonlii bir etkiye sahiptir”.
“Hy: Takim performansi, takim devamlilig1 tizerinde pozitif yonlii bir etkiye sahiptir”.
“Hs: Takim olusturma, takim performansi tizerinde pozitif yonlii bir etkiye sahiptir”.

Son olarak takim olusturma stireglerinin etkili sekilde yonetilmesiyle olas1 problemler engellenecektir.
Takim igerisinde bir problemin olmamasi, gorevlerin ve hedeflerin belli olmas: takim icindeki birlikte
calisma istekliligini artiracaktir. Bu isteklilik takim devamliligina olumlu yansiyacaktir. Fakat her ne
kadar hedeflerin, rollerin belirliligi ve problemlerin ¢oztimii gibi iyi bir siiregten gegerek olusturulan
takimlar devamlilik konusunda sorun yasamayacak gibi goriinse de eger bir takim yeterli performans
gosteremezse bir miiddet sonra takimin devamlilig: tartisma konusu olabilir. Ciinkii takimlar yeterli
performans gosterdikleri takdirde devam ederler. Uyum onemlidir fakat performans daha
belirleyicidir. Uyumlu oldugu halde dagilan birgok takima rastlamak pek ala miimkiindiir. Fakat
performans: iyi oldugu halde dagilan takim sayisi nispeten daha azdir. Buradan hareketle iyi
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olusturulan takimlarin ancak iyi performans gosterdikleri takdirde takim devamliligini stirdiirecegi
savunulabilir. Bu c¢ercevede takim olusturma ile takim devamliligi arasindaki iliskide takim
performansinin anlamli bir aracilik etkisine sahip olabilecegi distiniilmektedir. Bu ¢ikarimlar
dogrultusunda “Hs: Takim olusturma ile takim devamlilig1 arasindaki iliskide takim performansi
aracilik etkisine sahiptir” hipotezi gelistirilmistir.

Ayrica takim performans: 6zelinde diistintildiigtinde sosyallesme performansinin her kosulda takim
devamliligina pozitif yonlii yansiyacag: konusunda da bazi endiseler bulunmaktadir. Goffee ve Jones
(1998) konuya iliskin olumsuz sosyallesme durumunu giindeme getirmektedir. Yani bazi
organizasyonlarda sosyallesme diizeyi ¢ok yiiksek olmasina ragmen sonug ve performansa doniik
gayret istenilen diizeyde gerceklesmemekte ve bu durum zamanla gruplarda dagilma yonlu
egilimlere neden olabilmektedir. Bu anlamda dayanisma performansy; hedefleri tutturmak icin ¢ok
ciddi sekilde calisma, kazanmay1 goniilden arzulama, rakipleri yenmeye ¢ok azimli olma, isle ilgili
talimatlara tam uyum, is hedefini ¢ok iyi bilme, projeleri gogunlukla basarili bir sekilde tamamlama,
sorunlarin kritik noktalarini ¢ok iyi belirleye bilme, kimin gorevinin nerede baslayip nerede bittiginin
gayet belirgin olmasi gibi 6zelliklerinden dolay1 sosyallesme performansa nispeten daha sonug alic1 ve
devamliliga katki saglayici nitelikte goriinmektedir. Bu bilgiler 1siginda “Hs,p: Takim olusturma ile
takim devamlilifi arasindaki iliskide (a) Dayamisma Performansi (b) Sosyallesme Performansina
nispeten daha 6nemli bir aracilik etkisine sahiptir” hipotezi gelistirilmistir.

Bulgular

Katilimcilardan elde edilen veriler analizinde kesifsel analizler icin SPSS 21.0 ve dogrulayici analizler
icin LISREL 8.72 programindan yararlanilmistir. Analizde oncelikle katilimcilarin demografik
ozelliklerini incelemek amaciyla frekans analizi yapilmistir. Sonrasinda modelde yer alan
degiskenlerin yapisal gecerliligini tespit etmek amaciyla kesfedici ve dogrulayici faktor analizleri
uygulanmistir. Daha sonra degiskenlere iliskin betimleyici istatistikler, korelasyon analizi ve model
testi igin regresyon analizleri gerceklestirilmistir. Son asamada ise en iyi uyum iyiligine sahip modeli
belirlemek i¢in Path analizi yapilmustir.

Aragtirmanin 6rneklem grubu o6zelliklerini ve kapsam/gecerlilik smirlarmi belirleyebilmek adma
oncelikle katilimcilarin 6zellikleri incelenmistir. Elde edilen bulgulara gore katilimcilarin biyiik
cogunlugu erkeklerden olusmakta (%61,3) ve 25-34 yas araliginda (%53,1) yer almaktadir. Ogrenim
durumu itibariyle katiimcilar daha cok lisans (%57,9) ve yiiksek lisans (%21,6) egitim diizeyine
sahiptirler. Katiimcilar c¢ogunlukla 1-5 yil arasi bir deneyime sahipler, statii olarak yonetici
pozisyonlarindan ziyade calisan statiistinde (%55,5) yer almakta ve sektorel anlamda oldukga yerlesik
kurumlarda (16 ve daha fazla siirede faaliyet gosteren) calismaktadirlar (%48,5).

Degiskenlere iliskin yapisal gecerliligi tespit etmek ve model testi icin 6ncelikle takim olusturma,
takim devamliligit ve takim performansi degiskenlerine yonelik kesifsel faktor —analizi
gerceklestirilmistir. Analize iliskin detaylar Tablo 1’de sunulmaktadir.

Tablo 1: Kesifsel Faktor Analizleri

. Bartlett's Cikarim Rotasyon | Aciklanan - M
Faktorler Madde | KMO Test Metodu Metodu Varyans Ozdeger
Takim Olusturma 8 ,880 51,649 4,132
Takim Performansi (Dayanisma 8 Principal 36,289 7781
Performansi) .

,937 ,000 Component Varimax
Takim Performanst 7 Analysis 29,711 2,119
(Sosyallesme Performansi) y ’ ’
Takim Devamlilig: 7 ,916 67,373 4,716

Tablo 1 incelendiginde veri setinin faktor analizine uygunlugu tespit etmek icin dikkate alinan KMO
degerlerinin tiim degiskenler (takim olusturma, sosyallesme performans, dayanisma performansi,
takim devamlilil) icin ¢ok iyi diizeyde skor tirettigi (esik deger 0,60 tizeri) ve Bartlett testi
sonuglarmin istatistiksel olarak anlaml oldugu goriilmektedir. Diger taraftan faktor analizi icin
¢ikarim metodu olarak temel bilesenler analizi ve rotasyon yontemi olarak varimax dondiirme teknigi
kullanilmis, 0,45'nin altinda kalarak diisiik esdegerlik gosteren ifadeler Slgekten cikarilmistir. Bu
dogrultuda takim olusturma igin analize alman 11 maddeden 3 tanesi; takim performans: icin 17
maddeden 2 tanesi; takim devamlilig1 i¢in 10 maddeden 3 tanesi, birden fazla faktorde yiiksek faktor
yiikii verdiginden (binisik madde) yapilardan cikarilmistir. Son tahlilde elde edilen faktorlerin
Olgeklere iliskin acikladiklar1 varyans miktarinin sosyallesme bilimler icin oldukga iyi diizeyde
olduklar1 goriilmektedir. Ayrica tiim faktorlerde yer alan maddelerin faktor yiikii deger araliklar:
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(takim olusturma icin 0,782 ile 0,634 arasinda, dayanisma performansi icin 0,782 ile 0,634 arasinda,
sosyallesme performans icin 0,782 ile 0,634 ve takim devamlilig1 icin 0,782 ile 0,634 arasinda) birbirine
oldukca yakindir. Bu durum faktorlerin igsel tutarliliginin ytiksek oldugunu gostermektedir.

Acimlayic faktor analizi sonrasinda degiskenler igin tanimlayicr istatistikler, giivenirlik katsayilar: ve
korelasyon analizi sonuglar1 incelenmistir. 1lgili ayrintilar Tablo 2'de sunulmaktadir.

Tablo 2: Betimleyici Istatistikler ve Korelasyon Analizi

Degiskenler Ort. | Std. Sap. | Skew. | Kurto. | a |TAKO | DAP | SOP | TKD
Takim Olusturma (TAKO) 4,0220 | ,67036 -1,118 | 2,337 | ,865 1

Dayanisma Performans (DAP) | 4,0597 ,75143 -1,189 | 1,868 | ,928 | ,770™ 1
SosyallesmePerformansi (SOP) | 3,6396 | ,84184 -,407 -107 | 904 | 559" | ,573™ 1

Takim Devamlilig: (TKD) 40171 | ,76296 -1,201 | 1,937 | 919 | ,750" | , 759~ | ,529~ 1

**. Korelasyon 0.01 diizeyinde anlaml1 (2-tailed).

Tablo 2 incelendiginde katilimcilarin takim olusturma stirecini (4,02) basarili bulduklari
goriilmektedir. Takim performans: konusunda dayanisma performansi (4,05) iyi duzeydeyken
sosyallesme performans nispeten dusiik diizeydedir (3,63). Katilimcilar mevcut durumda tyesi
olduklar: takimin devam etmesi gerektigi konusunda olumlu yonde fikir birligine sahiptirler (4,01).
Diger taraftan degiskenlere iliskin carpiklik ve basiklik degerleri kabul edilebilir diizeyde (Basiklik ve
carpiklik katsayilarinin -2 ile +2 arasinda (Pallant, 2007), -3 ile +3 arasinda olmasi (Kalayci, 2009) kabul
edilebilir diizeyde normal dagilim) oldugu icin verilerin normal dagihim gosterdigi soylenebilir. Aym
zamanda tiim degiskenlere ait giivenilirlik katsayilari, literatiirde gegerli sayilan esik degerin (a: 0.60)
tizerindedir. Bu bulgular degiskenleri olusturan ifadelerin (6lcek maddelerinin) giivenilir oldugunu
gostermektedir. Degiskenler arasindaki iliskiler incelendiginde ise takim olusturma ile dayanisma
performansi ve takim devamlilifi arasinda yiiksek diizeyde pozitif yonlii bir iliski tespit edilirken
takim olusturma ile sosyallesme performans arasinda orta diizeyde pozitif yonli bir iliski
bulunmustur. Benzer sekilde dayanisma performansi ile takim devamlilig1 arasinda yiiksek diizeyde
sosyallesme performansi ile takim devamliligi arasinda orta diizeyde pozitif yonlii bir iliski tespit
edilmistir.

Degiskenler arasindaki iliskiye yonelik egilimlerden etkiye doniik isaretler anlasildiktan sonra
arastirma modelinin testi i¢in regresyon analizleri gerceklestirilmistir. Regresyon analizleri ile ilgili
ayrintilar Tablo 3'te sunulmaktadir.

Arastirma modelini test etmek icin gerceklestirilen regresyon analizlerinde hi¢bir modelde ¢oklu
baglantililik (multi-colinearity) rastlanmamustir. Degiskenlerin aciklayamadiklar1 varyans orani olan
tolerans degeri en diisiik 0,44 olarak (0,20’den daha diisiikse sorunlu) ve VIF degeri 1 olarak (10'dan
yiiksekse sorunlu) hesaplanmistir. Degiskenler ile hata terimleri iliskisini incelemek icin dikkate
alman Durbin-Watson katsayisi (en yiiksek 1,954) bagimsiz degiskenler ile hata terimleri arasinda
sorunlu bir iliskinin olmadigini gostermektedir (Biiyiikoztiirk, 2006: 100). Ayrica arastirma modelinin
temel kurgusunu olusturan aracilik etkisini 8lgmek icin M1, M2 ve M3 modellerinin 6n kosul seklinde
istatistiki olarak anlamli olmasi gerekmektedir. Bu kapsamda tablo 3’teki analiz sonuglarma gore
genel anlamda tiim degiskenlerin anlamli bir yordayici olma o6zelligine sahip oldugu soylenebilir.
Dolayisiyla bir aracilik olgimiiniin gergeklestirilmesi miimkiindiir. Spesifik anlamda modeller
incelendiginde, takim olusumunun takim devamlili1 tizerinde pozitif yonlii 6nemli diizeyde anlaml
bir etkisinin oldugu goriilmektedir (M1). Bu etki, aracilik analizinin birinci varsayiminin (bagimsiz
degiskenin arac1 degisken tizerinde anlamli etkisinin olmasi) gerceklestigini gostermektedir. Bu
dogrultuda “Hi: Takim olusturma, takim devamlilifi tizerinde pozitif yonlii bir etkiye sahiptir”
hipotezi kabul edilmistir. Ayni sekilde takim performansi da takim devamlilig1 tizerinde anlamli bir
etkiye sahiptir (M2). Bu durum, aracilik analizinin ikinci varsayimini (muhtemel aracilik roliine sahip
degiskenin bagimli degisken {izerinde anlaml etkisinin olmasi) dogrular niteliktedir. Bu kapsamda
“H: Takim performansi, takim devamlilif1 tizerinde pozitif yonlii bir etkiye sahiptir” hipotezi de
kabul edilmistir. Son olarak takim olusumunun takim performansi tizerinde anlaml bir etkiye sahip
oldugu tespit edilerek (M3) aracilik analizinin {i¢lincti varsayim (bagimsiz degiskenin muhtemel
aracilik roliine sahip degisken {izerinde anlamli bir etkiye sahip olmasi) saglanmistir. Bu bulgular
1s181inda “Hs: Takim olusturma, takim performans: tizerinde pozitif yonlii bir etkiye sahiptir” hipotezi
kabul edilmistir. Aracilik analizine iligskin temel varsayimlar saglandiktan sonra gergeklestirilen
aracilik testi (M4) sonuglarina gore takim performansi ve takim olusumu degiskenlerinin modele dahil
edilmesiyle birlikte takim olusumu degiskenin takim devamlilig1 tizerindeki etkisinde p katsayilar1 ve
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t degerlerindeki degisim itibariyle dikkat gekici bir diistis yasanmistir. Bu diistislin istatistiki olarak
anlamli olup olmadig tespit etmek igin Sobel Testi hesaplamasi gerceklestirilmistir.

Tablo 3: Takim Olusturma, Takim Performansi, Takim Devamlilif1 Regresyon ve Aracilik Analizleri

Standardize Standardize
Model Degiskenleri Edilmemis Katsayilar [Edilmis Katsayilar t P
B Std. Hata Beta
M1 (Constant) ,582 ,159 3,664 ,000
Takim Olusturma ,854 ,039 ,750 21,931 ,000

Bagimli Degisken: Takim Devamlilig:
r:,750 12 563 Far3): 480,981 p:,000VIF: 1.000 Durbin-Watson: 1.807
M2 (Constant) 1,031 ,152 6,777 ,000
Takim Performansi ,776 ,039 ,719 19,960 ,000
Bagimli Degisken: Takim Devamlilig:
r:,719 1% ,516 Fus73):398,410 p: ,000VIF: 1.000 Durbin-Watson: 1.954
(Constant) ,701 ,149 4,701 ,000
Takim Olusturma ,783 ,037 ,742 21,406 ,000
Bagimli Degisken: Takim Performansi
r:,742 1% 551 Fu.ar3): 458,235 p: ,000VIF: 1.000 Durbin-Watson: 1.896

M3

(Constant) ,310 ,152 8,323 ,000
M4 Takim Olusturma ,550 ,054 ,483 10,148 ,000
Takim Performansi ,388 ,051 ,360 7,554 ,000
Bagimli Degisken: Takim Devamlilig:
r:,788 12,621 Fpsr: 305,162 p: ,000VIF: 2.229Durbin-Watson: 1.873
(Constant) 464 ,159 2,927 ,004
M5 Takim Olusturma ,753 ,046 ,661 16,330 ,000
Sosyallesme Performansi ,144 ,037 ,159 3,929 ,000

Bagimli Degisken: Takim Devamlilig:
1,762 12,581 Fps7y:257,521 p:,000VIF: 1.455 Durbin-Watson: 1.839

]

(Constant) ,316 ,146 2,158 ,032
M6 Takim Olusturma 464 ,055 ,408 8,403 ,000
Dayanigsma Performansi ,452 ,049 ,445 9,181 ,000

Bagimli Degisken: Takim Devamlilig:
r:,802 12,644 Fpo.a72):336,338 p: ,000VIF: 2.457 Durbin-Watson: 1.890

Bagimsiz ve araci degisken ile araci ve bagimli degisken arasindaki etkiye iliskin B katsayilar1 ve
standart hata degerleri hesaplama aracma girildikten sonra Sobel Test degeri p <0,05 olarak
hesaplanmistir (Preacher ve Leonardelli, 2021). Elde edilen bu sonug takim performansinin, takim
olusumu ile takim devamlilifi arasindaki iliskide aracilik roliine sahip oldugunu gostermektedir.
Bununla birlikte her ne kadar takim olusumunun takim devamlilig1 tizerindeki dogrudan etkisi azalsa
da istatistiki olarak anlamli etki devam etmistir. Dolayisiyla bu aracilik iligkisi tam aracilik olarak
degil de ancak kismi aracilik olarak kabul edilebilir. Bu bulgular 1s1§inda “Hj: Takim olusturma ile
takim devamlilig1 arasindaki iliskide takim performansi aracilik etkisine sahiptir” hipotezi kismi
aracilik seklinde kabul edilmistir. Aym sekilde arastirma modelinde takim performansinin alt
boyutlar: olarak gosterilen dayanisma performansi ve sosyallesme performansinin takim devamlilifi
tizerindeki aracilik rolii de incelenmistir. Analiz sonuglarina gore dayanisma performans: ve
sosyallesme performansin ayr: ayri modellere déhil edilmesiyle birlikte takim olusumu degiskenin
takim devamlilig: tizerindeki etkisinde P katsayilar: ve t degerlerindeki degisim itibariyle kayda deger
bir diisiis yasanmis ve bu diistisiin istatistiki anlamliligina iliskin Sobel Test degeri p <0,05 ¢ikmustir.
Elde edilen sonuglarda takim olusumu ve takim devamlilig1 arasindaki iliski ortadan kalkmadig1 igin
hem sosyallesme performansi hem de dayanisma performansimin kismi aracilik etkisine sahip
olduklar1 sdylenebilir. Bunula birlikte dayanisma performansinin sosyallesme performansina nispeten
daha giiclii bir aracilik etkisine sahip oldugu goriilmektedir. Bu sonuclara gore “Hs,p: Takim
olusturma ile takim devamliligi arasindaki iliskide (a) Dayanisma Performansi (b) Sosyallesme
Performansina nispeten daha 6nemli bir aracilik etkisine sahiptir” hipotezi kabul edilmistir.

Arastirma modelindeki degiskenlere iliskin kesifsel analizlerden sonra arastirma sonuglarmi daha
giclii analizlerle smnamak ve yapisal gegerliligi test etmek icin dogrulayici 6lgtim modelleri
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(dogrulayic1 faktor analizi ve path analizi) tiretilmistir. Modellere iliskin uyum iyiligi puanlar1 Tablo
4'te sunulmustur. Literatiirde ¢ok sayida uyum iyiligi indeksi vardir ve model-veri uyumunu en iyi
tanimlayan tek bir 6lciit yoktur. Yine bir modelde bu indekslerin tamaminin karsilanmasi oldukgca zor
bir durumdur. Fakat en azindan baz1 temel olciitlerin karsilanmas1 model gegerliligi igin zorunludur.
Aym zamanda birka¢ uyum iyiligi birlikte kullamilmasi daha giivenilir sonuglar tretmektedir.
Literattire gore uyumun iyiligi endeksleri, verilerin Onerilen modelle ne olctide eslestigi
degerlendirmek icin kullanilir ve genel olarak iki gruba ayrilir: Mutlak uyum indeksleri (Absolute fit
indices), Artimli uyum indeksleri (Incremental fit indices). Mutlak uyum indeksleri, a priori modelin
ornek verilere ne kadar iyi uydugunu belirler ve hangi modelin en tist diizey uyuma sahip oldugunu
gosterir (Hooperve digerleri, 2008). Bu ¢alismada, mutlak uyum olgtitleri olarak bes test kullanilmistir:
Ki-kare test istatistigi (x2/df), RMSEA, GFI, AGFI ve SRMR. Karsilastirmali (Miles ve Shevlin, 2007)
veya goreceli uyum indeksleri (McDonald ve Ho, 2002) olarak da bilinen artimli uyum indeksleri ise
ki-kare degerini bir temel modelle karsilastiran bir indeksler grubudur. Bu endeksler, modelin ayni
verilere sahip diger olas1 modellerle karsilastirildigindaki iyilik durumunu dlger (Maruyama, 1998).
Bu calismada, Normlastirilmamis Uyum Indeksi (NNFI) ve Karsilastirmali Uyum Indeksi (CFI)
kullanilmuastir.

Tablo 4: Dogrulayici Faktor Analizi

Faktorler X2 df NNFI CFI GFI AGFI RMSEA | SRMR
Takim Olusturma 29,58 4 0,99 0,99 0,98 0,96 0,05 0,03
Dayanisma Performansi 33,66 4 0,99 0,99 0,97 0,95 0,06 0,02
Sosyallesme Performansi 12,45 5 0,99 0,99 0,99 0.96 0.06 0.01
Takim Devamlilig: 32,64 9 0.98 0.99 0.97 0.93 0.08 0.02

Tablo 4 incelendiginde takim olusturma, dayanisma performansi, sosyallesme performansi ve takim
devamliligi modellerine iliskin skorlarin, dikkate alman uyum iyiligi kriterleri acisindan kabul
edilebilir ve iyi uyum diizeyinde olduklar1 goriilmektedir. Tum modellere iliskin bazi
modifikasyonlar yapilmis, takim olusturma modelinde TO1 ifadesi, takim devamliliginda TD6 ifadesi,
dayanisma performansinda D2 ifadesi ve sosyallesme performansi modelinde S1 ve S2 ifadeleri
modelden ¢ikarildiktan sonra gegerli modeller iiretilmistir. Takim olusturma modeli, ttiim uyum iyiligi
indeksleri; (x2/df) testi RMSEA, NNFI, CFI, GFI, AGFI ve SRMR skorlar1 agisindan iyi uyum
diizeyine sahiptir. Takim performansi ile ilgili model 2 boyuttan olusmustur (Dayanisma performansi,
Sosyallesme performansi). Bu boyutlar igerisinde dayamisma performans: (r2=0.77) boyutu
sosyallesme performansi boyutuna (r2=0.42) nispetle takim performansini daha iyi diizeyde temsil
etmektedir. Dayanisma performansi ve Sosyallesme performansi modelleri (x2/df) testi RMSEA
skorlar1 acisindan kabul edilebilir uyum degerleri tiretirken NNFI, CFI, GFI, AGFI ve SRMR uyum
kriterleri agisindan iyi uyum skorlari tiretmistir. Benzer sekilde takim devamliligi modeli de modeller
icerisinde en kotti uyum iyiligi degerlerine sahip olmasina ragmen (x2/df) testi RMSEA skorlari
agisindan kabul edilebilir uyum, NNFI, CFI, GFI, AGFI ve SRMR uyum kriterleri agisindan iyi uyum
skorlarina sahiptir. Bununla birlikte modellere iliskin AIC, CAIC ve ECVI degerlerinin de bagimsiz
model degerlerinden daha diistik olduklar: tespit edilmistir.

Dogrulayici faktor analizi sonrasinda modeldeki degiskenler arasindaki dolayli ve toplam iligkiyi
(tclu iliskiler) belirlemek ve nedensel etkiyi degerlendirmek icin Path analizi gerceklestirilmistir.
Katsayilar1 yorumlamak icin standardize edilmis regresyon katsayilar: ve t degerleri kullanilmistir. Bu
baglamda arastrma modelindeki kavramsal iliskiyi en iyi agiklayan model tespit edilmeye
calisilmigtir. Analiz edilen model yapilari, uyum iyiligi Slciit degerleri ve yol analizi bulgular: ile ilgili
detaylar Tablo 5'te sunulmustur.

Tablo 5’teki modellere iliskin skorlar incelendiginde, her iki modelde kabul edilebilir uyum iyiligi
sonuglar1 tiretmelerine ragmen, en iyi uyum iyiligi degerleri tireten modelin Takim Olusturma
(TAKO), Dayanisma Performansi (DAP), Takim Devamliligi (TKD) modeli oldugu gortulmektedir.
Model (x2/df) testi, RMSEA, GFI ve AGFI skorlar1 agisindan kabul edilebilir uyum degerleri tiretirken
NNFI, CFI ve SRMR uyum kriterleri agisindan oldukga iyi uyum skorlar1 tiretmistir. Diger taraftan
Takim Olusturma (TAKO), Sosyallesme Performans: (SOP), Takim Devamlilig1 (TKD) modeli ise tiim
uyum iyiligi indeksleri agisindan kabul edilebilir degerler iiretmesine ragmen iyi uyum diizeyine
ulasamamistir. Model icin bazi modifikasyonlara ihtiyag¢ duyulmaktadir. Bu bulgular 1siginda;
dayanisma performansinin sosyallesme performansina kiyasla, takim olusumu ve takim devamlilig
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arasindaki iliskide daha gtiglti bir aracilik roliine sahip oldugu savunulabilir. Elde edilen bu sonug

kesifsel analizlerde ulasilan sonucu dogrulayicr niteliktedir.

Tablo 5: Uclit modeller-Path Analizi

Yunus Emre Tasgit & Merve Bayraktar &Nisa Kaplan & Mehmet Oney

Modeller X2 df NNFI | CFI | GFI | AGFI | RMSEA | SRMR
TAKO—> SOP —> TKD 517,43 | 133 | 0.96 096 | 087 |0.83 0.08 0.13
TAKO—>DAP —>TKD 393.62 | 168 | 0.99 0.99 | 090 | 0.88 0.06 0.04

Devamliligi (TKD)

Takim Olusturma (TAKO), Dayamsma Performanst (DAP), Sosyallesme Performans: (SOP), Takim

Diger taraftan her iki modele iliskin standardize edilmis regresyon katsayilar1 ve t degerleri dikkate
alindiginda TAKO-DAP-TKD modelindeki degiskenler arasindaki dolayl ve toplam iliskinin TAKO-
SOP-TKD modelindeki iligkilere nispeten daha agiklayici diizeyde oldugu goriilmektedir. Arastirma
sonuglarini  6zet olarak yansitan modellere iliskin t degerleri asagida Sekil 2 ve Sekil 3'te

sunulmaktadir.

Sekil 2: TAKO-SOP-TKD modeli t degerleri

¥ -5:\
N
™,
= 9"'\\ b
11.68
‘\\‘v

55"

| //_1.5 ;}//
i6.1

1. Tos > //
/lﬁ’ 83

g
/

- 11-:\ /
12.65 "-_\_\_ e g2 i
12.;7%;
| _15.67 7

.3;—{ TOS |- /‘_,”/

16 26— o5 =
17.1
s :"“"-'*- D |=
1464
-~ it} et
Tl 1] -1z
%}CQ_"\:;‘&. E—
in 1
N i
\.‘é.l.’é"\. 3 o

Sekil 3: TAKO-DAP-TKD modeli t degerleri

Sekil 2 ve Sekil 3'te goriilen t degerleri ve modellere iliskin {iretilen diger sonug¢ dokiimanlari
incelendiginde takim olusturma ve takim devamliligi arasindaki dayamisma performansimin daha
onemli bir aracilik roliine sahip oldugu anlasilmaktadir. Bununla birlikte dayanisma performansina
nispetle diisiik olmakla beraber sosyallesme performansimin aracilik rolii de goz ardr edilmeyecek
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diizeyde anlamli durumdadir. Dolayisiyla takim devamlilifi icin yoneticiler tarafindan her iki
performans tiirtiniin de nemsenmesi gerektigi savunulabilir.

Sonug

Takim olusturma, takim devamliligi ve takim performans: arasindaki iliskilerin incelenmesinin
amagclandig1 bu arastirmanin sonuglari, cogunlukla hizmet sektoriinde faaliyet gosteren isletmelerde
calisan 25-34 yas araliginda, erkek, lisans diizeyinde ogrenime sahip, 1-5 yil araliginda deneyimli
bireylerin bakis agilarini yansitmaktadir.

Arastirma sonuclaria gore takim olusturma, hedeflerin belirlenmesi, rollerin tanimlanmasi, kisiler
arasi iligkilerin gelistirilmesi ve problem ¢6zme yontemlerinin belirlenmesi ile ilgili bir stire¢ olarak;
takim performansi, hedef ve gorevlerin ¢ok net bir sekilde belirlendigi, sonug/kazanma odakl
rekabetci calisma formiillerinin tretildigi dayanisma performans: ve tiiyelerin birbirleriyle ¢ok iyi
anlastig1l, sirdashk ettigi, siki iliskiler iginde oldugu ve birbirini kolladig1 sosyallesme
performansindan olusan bir sonug olarak; takim devamliligi, uzun dénemli birlikte calisma kapasite,
kabiliyet, uyum ve motivasyondan olusan bir olgu olarak tanimlanmustir.

Katilimcilarin  iiyesi olduklar1 takimlarin olusturulma siireglerini oldukg¢a basarili bulurken
takimlarinin devam etmesi gerektigi konusunda da olumlu yonde fikir birligine sahiptirler. Ayrica ait
olduklar1 takimlarin dayanisma performansinin oldukga iyi diizeyde sosyallesme performansinin ise
nispeten diisiik oldugunu dustinmektedirler. Katilimcilarin 6zel sektér mensubu calisan/yoneticiler
oldugu g6z 6ntine alindiginda, sosyallesme performansinin diisiik ancak dayanisma performansinin
yiiksek olmasi ¢ok fazla yadsmacak bir durum degildir. Ciinkii genelde ©zel sektordeki takim
yapilanmalar1 icin onemli olan, kisilerarasi iliskiler ya da dostluktan cok, ortak ilgi alanlar:
dogrultusundaki hedeflere ulasilmasidir.

Arastirma kapsaminda ¢alisanlarin takim olusumu stirecine ait goriisleri dikkate alindiginda en 6nem
verdikleri konularin, takimin kurallarinin ve hedeflerinin agikga belirtilmesi oldugu goriilmektedir.
Konuya iliskin literatiir incelendiginde benzer sonuglarin elde edildigi ¢alismalarla karsilagilmistir
(Ornegin: Aga vd., 2016: 807; Wildmeyer ve Ducharme, 1997: 107; Locke ve Latham, 2002: 706-707).
Soyle ki takim olusturma stirecinde takim kurallar1 ve rollerin acikca belirtilmesi gorevlerin daha iyi
anlasilmasini (Salas vd., 1999: 314) ve c¢ikabilecek anlasmazliklar1 6nlemeyi saglayarak takim
etkinligini artirmaktadir (Lacerenza vd., 2018: 524). Katilimcilarin takim performansiyla ilgili
goriislerinde ise takimin hedeflere ulagsmas: ve tiyelerin kazanma istegi ile ilgili dayanisma yonlii
egilim dikkati cekmektedir. Literatiirde bu konular takim performansimin degerlendirilmesi
konusunda 6n plana ¢ikan hususlarda yer aldigi igin sonuglarin uyumundan bahsedilebilir. Bu
kapsamda takimin ortak hedefleri hizli ve etkili bir sekilde gerceklestirme becerisi (Jones ve Goffee,
1996) ve tiyelerin organizasyonun hedefine ulasmak icin fazladan caba gosterme istegi (Moskovich,
2016: 358) etkili bir dayamismanin gostergesi olarak degerlendirilmektedir. Takim devamlilig:
noktasinda ise arastirmaya katilanlar, takimlarin olas1 problemleri ¢ozebilme ve birlikte galisabilme
kabiliyetine daha fazla vurgu yapmaktadirlar. Literatiirde de takimin yasamini siirdiirebilmesi igin
takim ici uyumu artirma, problemlere etkili ve zamaninda ¢dziim tiretebilme ve birlikte calismaya
devam etme kapasitesini artiran kosullar1 ve stirecleri kesfetme (Dimas vd., 2017: 561; Maynard, 2015:
654) gibi kosullar takim devamlilig1 igin gerekli kosullar olarak tartisiimaktadir. Dolayisiyla elde
edilen sonuglarin literatiirle nemli dl¢lide orttistigii soylenebilir.

Degiskenler arasindaki dogrudan (ikili) iliski/etkilere yonelik genel anlamda bir degerlendirme
yapilacak olursa takim olusturma, takim performansi ve takim devamlilig1 arasinda yiiksek ve orta
diizeyde pozitif yonli iliskiler oldugu sdylenebilir. Spesifik anlamda bir degerlendirme yapildiginda
ise ilk olarak takim olusturma ile takim devamlilig1 arasinda ytiksek diizeyli, pozitif yonlii ve anlaml
bir iliski oldugu ortaya ¢ikmuistir. Bu bulguya gore, paylasilacak ortak bir hedef ugruna sistematik bir
analiz neticesinde olusturulacak olan takim, tyelerinin uyum saglama ve birlikte performans
stirdtirme becerilerini arttirarak devamlilik diizeylerini pozitif yonde etkileyecektir. Literatiirde elde
edilen bu sonuca oldukca benzer aragtirma sonuglarina rastlanmistir. Ornegin Aube ve Rousseau
(2011), olusturulan takima ait iiye davramis bicimlerinin takim devamliligi etkiledigi sonucuna
ulasmistir. Benzer sekilde Ammeter ve Dukerich (2002: 10) de takim olusturmanin etkinliginin, takim
devamliligina katk: sagladigini belirtmektedir. Takim olusturma siirecinin baslica amaglar: arasinda;
ekip tiyeleri arasindaki iletisim gelistirilmesi, {iretkenlik diizeyinin artirilmasi, agik calisma hedefleri
ve ig birligine dayal problem ¢6zme ortaminin saglanmasi vardir (Fapohunda, 2013: 4). Bu amaclar
dogrultusunda basarili bir sekilde olusturulan takimlarin, devamlilik saglama konusunda daha
basarili olabilecekleri soylenebilir. Ikinci olarak takim olusturma ile takim performans: alt
boyutlarindan dayanisma performans: arasinda pozitif yonlii yiliksek diizeyde anlamli bir iliski
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bulunmustur. Bu bulgu; takimin hedeflerinin belirli olmasinin, tiyeleri arasinda olumlu iliskilerin, rol
belirginliginin ve problem c¢o6ziicti davranislarin yiiksek diizeyde olmasinin, takimin dayanisma
performansini artirict nitelikte oldugunu gostermektedir. Takim olusturmanin ana amacinin ortak is
hedefine ulasma konusunda duygusal degil profesyonel is iligkilerini desteklemek oldugu goz
ontinde bulunduruldugunda, takim olusturma ile dayanisma performansi arasinda boyle yiiksek
diizeyde bir iliski oldukca makul sayilabilir. Nitekim elde edilen bu sonug literatiirle paralellik
gostermektedir. Ornegin Salas (1999) tarafindan yiiriitiilen arastirmada, takim olusturma siireglerinin
takim performansi tizerinde diisitk ama pozitif yonli bir etkiye sahip oldugu, 6zellikle rol netlestirme
bileseniyle ne kadar ¢ok ilgilenilirse performans {iizerindeki etkisinin o kadar biiyiik olacag:
savunulmaktadir. Ammeter ve Dukerich (2002: 9-10) ¢1gir acan performans elde eden proje takimlars,
glcli proje liderligi ve dogru secilmis takim tyeleri ile ilgili calismalarinda benzer sonuclar elde
etmislerdir. Mullen ve Coper (1995) takim {iyelerinin zevk alma egiliminde olduklar1 bir gorevi
tamamlamalarinin, onlar1 performans noktasinda daha fazla ¢aba ve dayanismaya yonlendirecegini
tespit etmistir. Takim olusturmanin ¢zellikle hedef belirleme, rol tanimlama ve problem ¢oziicii
davranislar gibi stirecleri dustintldtugiinde, bu 6zelliklerin dayamisma performansiin; iliskilerin
paylasilan ortak gorevler, hedefler veya karsilikli ¢ikarlarla kurulmasi (Ortiz ve CruzFreire, 2012: 20)
enerji, yogunlasma ve odaklanmay: takim olarak gerceklestirme (Pinto vd., 2011: 380) gibi
Ozelliklerine pozitif yonlii anlamli bir etkide bulunmasi beklenen bir durumdur.Diger taraftan
dayanisma performans: kadar yiiksek diizeyde olmamakla birlikte takim olusturma ile sosyal
performans arasinda da orta diizeyde, anlamli ve pozitif bir iliski tespit edilmistir. Takim
olusturmanin 6zellikle tiyeler arasindaki kisisel iliskilerin gelistirilmesi yonlii stiregleri, bu iliskiyi
giiclendirici niteliktedir. Yine arastirmanin gerceklestirildigi 6rneklem grubunun kiiltiirel 6zellikleri
dusuntildiigtinde, bu iliskinin daha ytiksek diizeyde olmasi beklenmektedir. Literatiir incelendiginde
elde edilen sonuclar1 destekler nitelikte cesitli galismalara rastlanmaktadir. Soyle ki takim tiyeleri
arasindaki iligkilerin gelismesinin daha etkili kararlarin alinmasini saglayacagi (Liebowtiz ve De
Meuse, 1982: 7), iletisimin artmasi ve kisileraras: iliskilerin diizenlenmesinin takim etkinligini ve
tretkenligini artiracagt (Argyris, 1962: 712), takim etkinliginin birlikte galismayi, disiplinli olmaysi,
birbiriyle iletisim kurmayi ve sosyallesmeyi netice verecegi (Altaftazani vd. 2020: 192)
savunulmaktadir.Son olarak degiskenler arasindaki dogrudan iligkiler baglaminda takim performansi
boyutlarindan dayanisma performansi ile takim devamlilig1 arasinda yiiksek diizeyde, sosyallesme
performanst ile takim devamlilig1 arasinda orta diizeyde pozitif yonlii bir iliski bulunmustur. Elde
edilen her iki sonugta hem pratik gecerlilik hem de teorik kurgu anlaminda kolaylikla kabul edilebilir
durumdadir. Ciinkii performans: yiiksek takimlar genelde sosyal iligkilerinin ve dayamsma
motivasyonunun {ist diizey oldugu takimlardir. Takim devamliliinin; birlikte calismaya devam
etmek icin gerekli motivasyon ve kabiliyete, sorun ¢6zme becerisine, engeller karsisinda direnmek igin
gereken olanaklara sahip olma ve meydana gelen degisikliklere kolayca uyum saglama gibi 6zellikleri
diistintildtigiinde bu sonu¢ daha anlamli hale gelmektedir. $Soyle ki takim tiyeleri arasindaki
dayanisma, bireysel ve organizasyonel anlamda bir¢ok olumlu duygularla sonuglanmaktadir (Sanders
ve Van Emmerik, 2004: 359). Uyelerin olumlu deneyimler yasamasi, takim uyumunu, etkinligini,
performansini ve yeniden birlikte galisma istegini etkilemektedir (Maynard, 2015: 654). Ayn1 sekilde
takim tiyelerinin sosyallesmesi, bireyler icin kendilerini gelistirmeye ve is tatmine yardimci olurken
(Feldman, 1981: 310), organizasyonlar icin ¢alisanlarin entegrasyon siirecinin kisalmasina ve orgiitsel
bagliligimin artmasina yardimci olabilmektedir (Liao vd., 2016: 94). Yine sosyallesme genelde bilgi
paylasimini agik hale getirmenin yani sira galisanlarin takim arkadaslarini yari yolda birakma
davranisini da engellemektedir (Goffee ve Jones, 1998: 47-49). Dolayisiyla takim igerisinde dostluk
iliskisi kuran galisanlarin birlikte ¢alisma motivasyonu artacagi ve bu durumun takim devamliligin
pozitif yonde etkileyecegi soylenebilir. Ayni1 sekilde dayanisma performansi, takim tyelerinin
miisterek ilgi alanlarina, ortak gorevlerine, actk¢a kavranmis paylasilan ortak hedeflerine, engellere
ortak direng gosterme, i¢sel uyum saglama ve sorun ¢ozme becerisine dayandigi i¢in takim
devamliligini saglayan kosullarla pozitif yonlii bir etkilesim saglayabilecektir.

Diger taraftan arastirmanin temel sorunsalii ¢ozmeye yonelik gerceklestirilen aracilik testi
sonucunda genel anlamda takim performansinin, takim olusturma ve takim devamliligi arasindaki
iliskide kismi aracilik etkisine sahip oldugu belirlenmistir. Daha spesifik iligskiler baglaminda takim
performansinin alt boyutlarmin aracilik roliine iliskin gergeklestirilen analiz sonucunda ise gerek
dayanisma performansi gerekse sosyallesme performansinin kismi aracilik roliine sahip olduklar:
tespit edilmistir. Benzer sonuglara, arastirma bulgularin1 daha giiclii analizlerle sinamak ve yapisal
gecerliligi test etmek igin gerceklestirilen dogrulayici karakterli (path analizi) analizlerde de
rastlanmistir. Bu bulgulara gore basarili bir sekilde takimin olusturulmasi halinde, takim tiyelerinin
devamlilik konusunda sorun yasamayacag ancak takim tiyeleri arasindaki duygusal iliski derecesinin
bir gostergesi olan sosyal performansin yeterli seviyede olmamas: halinde, bir mtiddet sonra takimin
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devamlilig1 tartisma konusu olabilir. Ayn1 sekilde, organizasyonun hedefine ulagsmak i¢in fazladan
caba gosterme isteginden kaynaklanan, ortak hedefleri hizli ve etkili bir sekilde gerceklestirme
becerisinin bir 6lciisii olarak dayanisma performansinin yeterli olmamasi1 durumunda takimlar uzun
vadede dagilma tehlikesiyle karsi karsiya kalabilir. Buradan hareketle iyi olusturulan takimlarin ancak
iyi bir dayamisma ve sosyallesme performans: gosterdikleri takdirde takim devamliligim
surdiirebilecegi soylenebilir. Bununla birlikte sosyallesme performansina nispetle dayanisma
performansinin daha giiclii bir aracilik roliine sahip oldugu ortaya ¢ikmustir. Konuya iliskin literatiir
incelendiginde Balkundi ve Harrison (2006: 60-61) tarafindan yiiriitiilen arastirmada da paralel
dogrultuda, sosyal performansin ve dayanisma performansinin ayri ayri takim devamliligini pozitif
yonde etkiledigini fakat takim devamlliim saglamada dayamisma performansimin sosyal
performanstan daha onemli nitelikte oldugu sonucuna ulasildigt belirlenmistir. Sosyallesme
performansinin nispeten diistik bir etkiye sahip olmasinin bazi nedenleri literatiirde tartisilmaktadir.
Ozellikle performansi ozelinde diistiniildiigiinde sosyallesme performansmmn her kosulda takim
sonug ve devamliligina pozitif yonlii yansiyacagr konusunda bazi endiseler bulunmaktadir. Goffee ve
Jones (1998) konuya iliskin olumsuz sosyallesme (sosyallesmenin karanlik ytizii) durumunu giindeme
getirmektedir. Yani bazi organizasyonlarda sosyallesme diizeyi ¢ok yiiksek olmasina ragmen sonug ve
performansa doniik caba ve gayret istenilen diizeyde gerceklesmemekte ve bu durum zamanla
gruplarda dagilma yonlii egilimlere neden olabilmektedir.

Bulgular {izerinde buraya kadar yapilan tartismalara gore olusturulan takimlarinin sonug¢ odakl
performans sergilemeksizin yasamlarma devam etmeleri ¢ok miimkiin gortinmemektedir. Bununla
birlikte dayanisma performansina nispetle diisitk olmakla beraber sosyallesme performansinin
aracilik rolii de goz ardi edilmeyecek diizeyde anlamli durumdadir. Dolayisiyla takim devamlilig igin
takim {yelerinin sosyal iligski bi¢cim ve seviyelerinin de 6nemli oldugu savunulabilir. Bu kapsamda
takim performans: olarak sadece dayanmisma performansiin Snemsenmesi sonug alic
formiilasyonlarin tiretilmesine ciddi katk: saglarken takim igi samimiyet, baglilik, sadakat gibi sosyal
yonlerin zayif kalmasina neden olabilecektir. Yine sadece sosyal performansa énem verilmesi takim igi
samimiyet ve bagliligi artirirken sonug¢ alici galismalar konusunda bazi istismar durumlarinin
olusmasini dogurabilecektir. Dolayisiyla takim devamliligi icin yoneticiler tarafindan her iki
performans tiirtiniin de Snemsenmesi gerekmektedir.

Isletmelerin dinamik olarak degisen, belirsizligin hakim oldugu bir ortamda bulunmalar1 ve artan
yenilik ihtiyaci nedeniyle takim bazli organizasyon yapilarini basarili sekilde insa etmeleri
gerekmektedir. Uyumlu bir takimin olusturulmasi, takim icerisinde sosyal performans ve dayanisma
performansinin  gerceklesmesi ile pekistirilerek, takimin uzun vadede birlikte calisma istegini
giiclendirmektedir. Bu arastirmanin sonuglari, sektorde yer alan takim bazli organizasyonlarin
basarist igin yol gosterici bir calisma olarak literatiire ve uygulayicilara katki saglamaktadir.

Son olarak yiiriitiilen aragtirma metodolojik anlamda bazi sinirliliklara sahiptir. Ornegin aragtirma
cesitli hizmet alanlarinda faaliyet gosteren isletme ve kurum calisanlar: ile gergeklestirildigi icin
homojen bir orneklem tuzerinde gergeklestirilmemistir. Daha homojen o6rneklemler tizerinde
calisilmas1 daha farkli sonuglar ortay cikarabilecektir. Ayn1 zamanda orneklem sayisi her ne kadar
yeterli sayida olsa da gerceklestirilen analizlerden daha giiglii sonuglar elde edilmesi i¢in daha biiyiik
orneklem gruplariyla ¢alismaya ihtiyag¢ vardir. Arastirma sonuglarinin genellenebilirligi noktasinda
bu durum kritik bir 6neme sahiptir.
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