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OZET

Calismanin ana degiskeni algilanan dissal prestij, ¢alisanlarin o 6rgiitiin bir tiyesi
olduklar1 i¢in o Orgiitte ¢alismayan insanlar tarafindan nasil degerlendirilecekleri
hakkindaki diisiinceleri olarak tanimlanabilir. Bu g¢alisma, Sosyal Kimlik, Sosyal
Siniflandirma, Sosyal Karsilagtirma ve Sosyal Mibadele teorilerinden yola ¢ikarak
algilanan digsal prestijin, algilanan ¢alisan ve orgiit performansina etkisini incelemeyi
amagclamistir. Bu iliskiye ek olarak, 6rgiitsel 6zdeslesmenin aracilik rolii de arastirilmastir.
Algilanan ¢alisan performansi, rol i¢i performans ve rol dis1 performans olarak iki
kategori altinda degerlendirilmistir. Arastirmaya farkli endiistrilerden 299 6zel sektor
calisan1 katilmistir. Basit dogrusal regresyon analizleri, algilanan digsal prestijin orgiitsel
0zdeslesmeye ve calisan ve Orgiit performansina anlamli ve pozitif katkis1 oldugunu
gostermistir. Coklu regresyon analizleri orgiitsel 6zdeslesmenin, algilanan digsal prestij
ve algilanan calisan ve Orgiit performansi arasindaki iliskide kismi araci rolii oldugunu
gostermistir. Demografik degiskenler, bagimsiz gruplar t-testleri ile test edilmistir. Bu
calisma oOrgiitsel 6zdeslesmenin algilanan dissal prestij ve algilanan calisan ve Orgiit
performansi arasindaki iliskideki araci roliinii inceleyerek, algilanan dissal prestij

literatiirtine katki saglayacaktir.



GENERAL KNOWLEDGE

Name and Surname: Tunahan Sar1

Field: Business Administration (English)
Programme: Organizational Behavior

Supervisor: Prof. Nurdan OZARALLI

Degree Awarded and Date: Master — July 2020

Keywords: Perceived External Prestige, Organizational

Identification, Perceived In-role Performance,
Perceived Extra-role Performance, Perceived
Organizational Performance.

ABSTRACT

The main variable of this study, perceived external prestige, can be defined as
employees’ thoughts about how people who do not work for this organization judge them
because of their membership to this organization. Based on Social Identity, Social
Categorization, Social Comparison, and Social Exchange theories, the current study
aimed to examine the effect of perceived external prestige on perceived employee and
organizational performance. In addition to this association, the mediating effect of
organizational identification was also investigated. Perceived employee performance was
evaluated under two categories, which are in-role and extra-role performance. A total of
299 private-sector employees from different industries participated in the study. The
simple linear regression analyses showed that perceived external prestige has a significant
and positive contribution to organizational identification, perceived employee, and
organizational performance. The multiple regression analyses showed that organizational
identification had a partially mediator role in the relationship between perceived external
prestige and perceived employee and organizational performance. Demographic variables
were tested through independent samples t-tests. This study will contribute to perceived
external prestige literature by investigating the mediating role of organizational
identification on the relationship between perceived external prestige and perceived

employee and organizational performance.
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1. INTRODUCTION

Albert Camus says, "The entire history of mankind is, in any case, nothing but a
prolonged fight to the death for the conquest of universal prestige and absolute power."
No matter which context you are in, how old you are, and what you do, do we all go after
for a prestigious life as social beings? Does the perception of prestige shape our actions
and behaviors? Having prestige is a process starting from birth to death. We all want to
be a member of prestigious institutions such as schools and workplaces. What are the
signs that an organization is considered as prestigious? Employees think that they work
for a prestigious organization for several reasons, including the visibility of the
organization in the market, how much organization value its employees, how
organizations approach the environmental problems, how the organization is reflected in
the media, and how the organization is known in the society when it is compared with its

competitors.

Another source of perceived prestige comes from employees' assessment of
themselves on how outsiders evaluate them because of the membership they have with
this organization. Perceived external prestige is defined as the answer to the question of
how people who do not work for this organization judge me because of my membership
to this organization (Dutton, Dukerich, & Harquail, 1994). The attitudes and behaviors of
employees towards organizations may change in accordance with the prestige perception
of their current organizations. Therefore, the idea of working for a prestigious
organization is beneficial for both employees and organizations. Many scholars defended
that when employees who think that they work in a prestigious organization and believe
that others have the same opinion with them, their job engagement (Kahn, 1990),
organizational identification (Reade, 2001), commitment level (Ojedokun, Idemudia, &
Desouza, 2015), and job satisfaction (Tuna, Ghazzawi, Yesiltas, Tuna, & Arslan, 2016)
are more likely to increase. In contrast, when employees who think they do not work in a
prestigious organization and believe that others' opinion is negative towards their
membership to this organization, their turnover rates (Mishra, 2013) and absenteeism

behaviors (Stobbeleir et al., 2018) will increase.



As stated above, perceived external prestige was found as a significant
contributor to the organizational identification level of employees in the literature.
Organizational identification is defined by Ashfort and Mael (1989) as "the perception of
oneness or belongingness to the organization™ (p. 21). Why does perceived external
prestige play a vital role in employee's identification with the organization? Both
perceived external prestige and organizational identification concepts took their roots
from the theories of Social Comparison, Social Identity, and Social Categorization. The
Social Comparison Theory, developed by Festinger (1954), states that people always have
a natural tendency to compare themselves with others. In doing so, they may compare,
for example, their organization's external prestige with others. Thus, the sense of
betterness may lead them to identify themselves more with their organizations. On the
other hand, Social Identity theory, which Tajfel and Turner developed (1979), argues that
people tend to constitute their identity regarding the groups they belong to. From this
point of view, organizations can change their employee's attitudes and behaviors by
modifying their self-identity that derives from the emotional attachment to their
organization. Having a positive external prestige might be considered as an example for
those organizations to enhance organizational identification of employees. Lastly, Social
Categorization Theory, developed by Turner (1999), indicates that people are inclined to
categorize themselves into a perceived group. When the employees categorize themselves
as a member of the high-prestigious organization, their identification with the
organization is more likely to increase. They are proud of being a member of such
organizations. These theories promote the assumption that "an organization with a better
external image is likely to foster individuals' sense of organizational membership"
(Mignonac, Herrbach, & Guerro, 2006, p.478).

The common goal of each organization is to make a profit and expand its position
in the market at the end of the day. Perceived external prestige and organizational
identification are attitudinal concepts that help an organization to reach these goals. The
changes in these attitudinal concepts may bring some attitudinal and behavioral outcomes
such as organizational commitment, job satisfaction, and performance. Many researchers
have studied the outcomes of organizational identification. For instance, organizational

identification increases the commitment level of employees (Ghannam and Taamneh,



2017), job satisfaction and organizational citizenship behaviors of the employees (Jiang,
2010). Performance would be considered as a potential outcome of perceived external

prestige.

Performance is known as one of the most studied organizational outcomes in the
field of Organizational Behavior since it advises on practical implications to the business
world. In this thesis, performance will be evaluated in three different ways, which are in-
role performance, extra-role performance, and organizational performance. In-role
performance refers to the competency of an employee on performing pre-described job
tasks. In contrast, extra-role performance refers to behaviors that go beyond the pre-
described job tasks that are not rewarded or punished by the organizations even if the
employees do not perform them. In addition to these two concepts of performance, the
organizational performance was added into the study, which is a parameter that shows if

an organization succeeds its objectives successfully or not.

This study aims to evaluate the impact of perceived external prestige on
perceived employee and organizational performance. On the other hand, this study will
fill the gap in perceived external prestige literature by investigating the mediating role of
organizational identification on the relationship between perceived external prestige, and

perceived employee and organizational performance.

In our study, first, a literature review will be presented on Perceived External
Prestige, Organizational Identification, Perceived Employee Performance, and Perceived
Organizational Performance. Then, the hypothesizes and model of the current study will
be displayed. Next, the findings of the study will be illustrated. Lastly, results will be

discussed, and managerial implications and limitations will be shown.



2. LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK

2.1 The Concept of Perceived External Prestige

Researchers have used different names for perceived external prestige. For
instance, Dutton, Dukerich, and Harquail (1994) call it as construed external image;
however, Carmeli (2005) prefers to name it as organizational prestige, and Sulentic,
Znidar, and Pavicic (2017) decide to call it as perceived external prestige. In the current
study, it will be named as perceived external prestige. In their study, Dutton and Dukerich
(1991) defined perceived external prestige as organization members' assessments about
what outsiders think. Thus, this thought helps the employees to see their organizations
more meaningful and to motive them to take action against both existing problems and
potential problems. Mael and Ashforth (1992) defined perceived external prestige as

employee's beliefs about how outsiders evaluate organization entirely.

Smidts, Pryun, and Riel (2001) made another perceived external prestige
definition. The researchers described perceived external prestige as how an insider thinks
about people who are not working for this company judge his or her organization, so it
can refer that the employees believe that others have an idea about them since they are a
member of this organization. What are the main sources of these evaluations? The
researchers indicated that perceived external prestige might occur from different sources
of information such as; the opinions of others working in the company, from mouth to
mouth, publicity, external company-controlled information (the website, credo, and
brochure of the company), and internal speeches about how outsiders perceive the
company. Another significant point mentioned in the study was that the perception of
external prestige changed from person to person because the sources of information that
people were exposed to are different. Therefore, the employees' perception of external
prestige varies. On the other hand, the employees may have similar thoughts about how
outsiders view their organization. If employees' ideas about the perception of external
prestige are similar, the perception of external prestige can be considered as a group-level

variable.



Another type of definition about perceived external prestige contributed to the
current literature by Carmeli (2005). In his study, perceived external prestige was
explained as what employees' inner voices say about how others, such as competitors,
customers, and suppliers, evaluate the prestige and status of the organization. It was also
clarified that organization reputation and perceived external prestige are different kinds
of concepts in the study. Organizational reputation refers to what others think about
organization entirely; whereas, perceived external prestige includes insiders' thoughts
about how others think about organization. Carmeli (2005) also stated that perceived
external prestige could be divided into two dimensions which were; perceived external
social prestige and perceived external economic prestige. Social prestige covers (1)
management quality, (2) services or product quality, (3) ability to hire, improve and retain
successful employees, (4) environmental and community responsibility, and (5)
innovativeness. Economic prestige includes (1) financial solidity, (2) long-term
investment value, and (3) usage of the organization's assets. According to the study, based
on these criteria, the employees have a mindset of what others can think about their

organization.

According to the current literature, March and Simon (1958) were the first
researchers who investigated the antecedents of perceived external prestige. In their
study, it was found out that the organization's visibility in the market, organization's
success in achieving its goals, and the average status level of the organization's employees
were the antecedents of the perceived external prestige. Based on March and Simon's
(1958) study, Fuller, Marler, Hester, Frey, & Relyea (2006) also examined the
antecedents of the perceived external prestige. As distinct from March and Simon's (1958)
study, Fuller et al. (2006) added one more antecedent into their study, which was the
individual's prestige level. It was derived from their study that all variables, which were
the organization's visibility in the market, organization's success in achieving its goals,
the average status level of the organization's employees, and the individual's prestige level
all predicted the perceived external prestige significantly. It can be concluded that if a
company is well-known in the market, is able to succeed its goals, has a good average on
the status level of employees, and has competent and qualified individuals; insiders are

more likely to think that others will have positive thoughts towards their company.



In the existing literature, studies related to perceived external perception have
used quantitative methods rather than qualitative methods in general. In addition to this,
the perceived external perception has been taken into consideration as one dimension
mostly. However, Sulentic, Znidar, and Pavicic (2017) used a qualitative approach to see
whether perceived external perception was a multi-dimensional concept or not. At the end
of the study, the antecedents of the perceived external prestige were grouped into three
main categories. Primarily, in line with previous studies aforementioned, the position of
the organization in the market played a prominent role in predicting perceived external
prestige. Secondly, the social impact on the community was another premise of perceived
external prestige since people felt they contributed to the social system as a member of
an organization. When they got more feedback from their customers, suppliers, or media,
they considered that others evaluated them as more prestigious. Thirdly, the internal
organizational climate was another antecedent. If managers behaved well towards their
subordinates and communication between the entire organization was healthy, the
employees at all levels shared their satisfaction proudly about the organization with
others. People around these employees might assume that they are in an excellent place
to work in. It seems that employees affect other's opinions about their workplace. They

create a prestige perception on others.

Although there have not been many studies in the literature that address the
antecedents of perceived external prestige, there have been several studies that focus on
the consequences. In their studies, Ojedokun, Idemudia, and Desouza (2015) investigated
the relationship between quality of work-life and organizational commitment by taking
perceived external prestige as mediator. The results showed that perceived external
prestige partially mediated the relationship between quality of work-life and
organizational commitment. It is possible to commentate that both improving employee's
work-life quality and boosting their perception of external prestige cause an increase in

their organizational commitment level.

Gaudencio, Coelho, and Ribeiro (2019) studied the impact of corporate social

responsibility perceptions on worker's innovative behavior. They also explored the role



of perceived external prestige. The results of the study released that perceived external
prestige had a moderating role in the association between corporate social responsibility
and innovative behaviors; therefore, it is crucial to point that managers should invest in
the corporate image because corporate social responsibility causes an increase in the
perception of external prestige. As a result of increased external prestige, employees have

more innovative behaviors that are beneficial to companies.

In his study, Carmeli (2005) examined the relationship between perceived
external prestige, affective commitment, and organizational citizenship behaviors. As
stated before, Carmeli divided perceived external prestige into two categories, which
were perceived external economic prestige and perceived external social prestige. The
results enlightened that both forms of perceived external prestige contributed to affective
commitment positively. However, it was found out that social prestige was likely to have
a larger impact when it is compared with economic prestige. Moreover, it was concluded
that perceived external social prestige led the employees to display organizational

citizenship behavior.

Mathe and Scott-Halsell (2012) studied the effects of perceived external prestige
on psychological capital and psychological empowerment. The results indicated that both
psychological capital and psychological empowerment were positively related to
perceived external prestige. It is obvious that if an employee gets positive feedback from
others to be a part of his or her organization, this employee is likely to have more
psychological capital. Furthermore, it is expected that the more positive perceived
external prestige the employees have, the more psychological empowerment they are

likely to feel.

Not only positive Organizational Behavior concepts have been investigated in
the literature, but also negative concepts have been discussed. Tunaetal., (2016) analyzed
the effects of the perceived external prestige on employee’s deviant workplace behaviors.
Job satisfaction was taken into the study as a mediating variable. 401 hotel employees
from Turkey participated in the study. At the end of the study, it was observed that

perceived external prestige predicted job satisfaction significantly. If employees had a



positive perception of external prestige, they were satisfied with their job. It was also
concluded that the more employees had a positive perception of external prestige, the
less deviant workplace behaviors they displayed. Last but not least, job satisfaction
mediated the relationship between perceived external prestige and deviant workplace
behavior significantly.

Based on the literature that has been mentioned above, it could be interpreted
that understanding the outcomes of perceived external prestige is crucial for the business
world. Since perceived external prestige has key importance on both the attitudes and the
behaviors of the employees, it is worth to study the variables related to this concept. The
following section focuses on organizational identification, which is a potential outcome

of perceived external prestige.

2.2 The Concept of Organizational Identification

In Organizational Behavior literature, the concept of organizational
identification is examined in two parts, which are early conceptualization of
Organizational Identification and conceptualization of Organizational Identification
based on Social Identity Theory. In the present study, the concept of organizational
identification will be grounded on Social Identity Theory; however, early

conceptualizations of Organizational Identification will also be mentioned briefly.

Identification can be defined as the internalization of and feeling attached to a
particular identity or various identities (Foote, 1951). Foote was known as the first person
who used the identification term in the organizational context. According to him, the
employees got a self-conception understanding by being a member of an organization.
His study was based on motivation. Thus, being a member of an organization is

considered a trigger for employees to act on behalf of the organization.

Another person who contributed to the concept of identification is undoubtedly
Brown (1969). The term organizational identification was designated to identify with the

organization in his study. From Brown's perspective, the employees are more likely to



identify themselves under these circumstances; (1) where the organizations create
opportunities for personal achievements, (2) where the employees have power in the
organizations, and (3) where there is no other rival source that prevents employees from
identifying themselves with the organization. To create a beneficial index in organization
research, Brown (1969) stated four aspects of involvement that need to be taken into
consideration: consistency of individual and organizational goals, attraction to the
organization, the reference of self to organizational membership, and loyalty. In the study,
four different questions were asked to the participants that were in line with the factors
mentioned above. To measure the consistency of individual and organizational goals, two
different scenarios were given to them to choose what they think about their organizations
if they believe there is a consistency between individual and organizational goals or not.
To measure attraction to the organization, participants responded to the question, "If you
could begin working over again, but in the same occupation as you're in now, how likely
would you be to choose this organization as a place to work?". For loyalty, participants
were asked how they felt when they hear or read someone criticizing their organization.
Lastly, the reference of self to organizational membership was measured by asking how
the employees described themselves when someone asks them to talk about themselves
by telling only one thing. Thanks to Brown's (1969) study, it is clear to see why the
employees identify themselves with the organizations and to reach a reliable

measurement tool.

Lee (1971) was another contributor to the concept of organizational
identification. Organizational identification was defined as "the degree of the individual's
broad personal identification with the organization” (p. 215). Lee (1971) emphasized
three points when it comes to going deeper into organizational identification which were;
the sense of belongingness, loyalty, and shared characteristics. Lee (1971) argued that the
sense of belongingness occurred when there are common goals shared or when the
employee feels what he does is vital in achieving his own needs. Identification as loyalty
might be resulting from such behaviors as taking pride in being a member of the
organization, defending the organizations against outsiders, and supporting the
organization's goals. Lastly, identification as shared characteristics referred to the

similarities in terms of quality between the employee and other employees. From all



aspects above, it is evident that Lee (1971) brought a broader comprehension of the

concept of organizational identification.

Even though there are differences in the definition and concept of organizational
identification, it is easy to say that there are plenty of similar points. Most scholars have
paid attention to the linkage between the self and the organization. As mentioned above,
the definition and conceptualization of organizational identification used in this study
took its roots from Social Identity Theory (SIT), which was emerged by Tajfel and Turner
(1979). Hence, the conceptualizations after Social Identity Theory started another point
in the literature of organizational identification. Social Identity Theory has been still
regarded as one of the most dominant theories that explain organizational identification
in the current literature of Organizational Behavior. According to the Social Identity
Approach, which is the combination of Social Identity Theory and Social Categorization
Theory (SCT), people are inclined to both identify and categorize themselves into a
perceived group (Tajfel, 1978; Tajfel and Turner, 1979). People tend to identify
themselves with a "self-concept” that is resulted from perceived membership in a relevant
social group. SIT argues that people tend to have both personal identity and a couple of
social identities to take place in the social environment, such as; father at home, a manager
at work, or a student at school. Based upon the assumptions of SIT, SCT argues that
people are inclined to categorize themselves after they identify themselves. In turn, the
psychological categorization of people into in-group and out-group members is formed.
The mentioned identification and categorization processes come up with another process,
which is named as "Social Comparison”. The Social Comparison theory, developed by
Festinger (1954), states that people continuously compare themselves and others to
measure their personal development, to motive themselves, and to develop a more

positive self-image during the evaluating process.

Ashforth and Mael were known as the first scholars that conceptualized the term
of organizational identification by using to great effect of Social Identity Theory (Bartels,
2006). Identification was defined by Ashforth and Mael (1989) as "the perception of
oneness or belongingness to some human aggregate” (p. 21). This definition has been

used as the most common definition in the literature of organizational identification.

10



According to Ashforth and Mael (1989), the employees' organization might answer the
question of who they are. Thus, researchers believed that organizational identification
could be seen as a form of social identification. The individual's identity comes from not

only their organizations, but also their workgroup, department, lunch group, and so on.

Another contribution made by Ashforth and Mael is that there is considerable
confusion between organizational identification and organizational commitment in the
literature. The researchers pointed out that identification was considered as organization-
specific and commitment might not be. They argued that if an organization provide better
conditions to an employee, he or she can leave even if he or she is committed to their
organizations; however, if a person feels a powerful identification with the organization,
leaving can make him or her suffer psychologically. When it is compared with other
scholars, Ashforth and Mael (1989) focused on the antecedents and consequences of
organizational identification. The antecedents of the organizational identification could
be listed as; the distinctiveness of the group's values and practices with comparable
groups, the prestige of the group, and awareness of the out-groups. Furthermore, the
consequences of the organizational identification follow; (1) the employees choose the
activities that are coherent to their identities and support organizations where they are
supported to show their identities, (2) social identification causes a group formation, and
(3) the more individuals internalize with the group, the more they will value to the group

formation.

In her study, Reade (2001) investigated the antecedents of organizational
identification among local managers that work in multinational organizations. In the
study, statements were given in two different types. To illustrate, "This Company has a
reputation for providing excellent products” and "Company X products enjoy a good
reputation worldwide." It was tested that people would perceive the antecedents of the
organizational identification differently when it comes to the view of local or global. The
results showed that prestige and distinctiveness, support of superiors, and career
opportunity were the antecedents of organizational identification in both local

identification and global identification.
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Katrinli, Atabay, Gunay, & Guneri (2008) also explored the antecedents of
organizational identification. The roles of job dimensions, job involvement, and
individual characteristics on organizational identification were examined. The results
indicated that job dimensions, which were task autonomy and task identity, increased the
employee's job involvement, which helped them to increase their organizational

identification.

When the existing literature was examined, many variables that were considered
to be the antecedents of organizational identification were investigated by scholars under
different segments, which were individual factors, organizational factors, and external
factors. Organizational prestige (Dutton et al., 1994), organizational reputation, family
members, customer evaluation, or public (Morgan et al., 2004) could be the examples of
the external factors. As organizational factors, human resource management policy
(Wang and Sun, 2011) and perceived organizational culture (Vijayakumar and Padma,
2014) could be taken into consideration. Individual factors appeared to be tenure and age

(Edwards, 2009), individual self-concept, and motivation (Cooper and Thatcher, 2010).

Like there are many studies on the antecedents of organizational identification,
the consequences have also been studied extensively in the literature. For instance,
Ghannam and Taamneh (2017) studied the effect of organizational identification on
organizational commitment in Jordan. The study findings released that there was a
significant statistical effect of organizational identification on organizational
commitment. It could be considered that the more the employees identify themselves with

organizations, the more they become committed to their organizations.

Another notable study related to organizational identification was made by
Yuan, Jia, and Zhao (2016). In their study, they aimed to see the moderator impact of
organizational identification on the relationship between organizational justice and job
satisfaction. After implying hierarchical regression analysis, it was found out that
organizational identification moderated the relationship between organizational justice

and job satisfaction.
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Jiang (2010) employed a study to investigate the relationship between
organizational identification and organizational outcomes. In the study, organizational
outcomes referred to job satisfaction, task performance, and organizational citizenship
behaviors. The results indicated that organizational identification had a positive
relationship with all organizational outcomes. Hence, it can be stated that the more
employees internalize the organization they work for, the more job satisfaction they will
have, the more task performance they will display, and the more organizational

citizenship behavior they will present.

Based on the existing studies related to the antecedents of Organizational
Identification mentioned above, it might be concluded that the manager's attitudes toward
the employees, the work environment, individuals factors might impact the employee's
attitudes toward their organizations. On the other hand, based on the theories of Social
Identity, Social Categorization, and Social Comparison, people constitute a "social
identity"” by being a member of their organizations. It seems that some people are proud
of being a member of those organizations if they consider their organizations as
prestigious. In doing so, the categorization process begins in their mindset. They are more
likely to exaggerate the benefits of their group, which is the in-group, whereas
emphasizing the negative aspects of other groups, which is seen as out-group. Hence,
employees reinforce their self-esteem by being part of a prestigious group. Moreover,
employees start making comparisons on many different dimensions to protect or enhance
their self-enhancement in regard to their organization's prestige. Thus, it might be
expected that a positive perceived external prestige might contribute to the employees'

identification with the organization. Then, we can hypothesize that:

H1: Perceived external prestige has a positive and significant contribution to

organizational identification.

The changes in the perception of external prestige and the employee's
identification with the organization might bring along several behavioral consequences.
In the next sections, those behavioral consequences which are perceived employee and

organizational performance will be discussed.
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2.3 The Concept of Perceived Employee Performance

Individual employee performance has received considerable attention by
organizations because it seems a determinant of organization's success. On the other hand,
individual employee performance has been studied in many settings such as;
Organizational Behavior, Work and Organizational Psychology, and Occupational
Health. Thus, it is beneficial to state that there are plenty of conceptual frameworks of

individual employee performance.

A comprehensive definition of employee performance is made by Campbell
(1990). According to Campbell, employee performance included the actions or behaviors
that need to meet the objectives of organizations. The first aspect of this definition was
that employee performance should be taken into consideration from the point of behavior
rather than outcomes. The second aspect emphasized that employee performance was
composed of those behaviors that are related to the organization's objectives. The last
element of Campbell's definition stated that employee performance was a multi-
dimensional concept that had multiple components. In this thesis, employee performance
will be investigated in two dimensions, namely in-role performance and extra-role

performance.

Employees are involved in two different kinds of performances: in-role
performance and extra-role performance. In-role performance can be defined as the
required results and behaviors that meet the objectives of the organization. Koopmans et
al. (2011) defined in-role performance as the competency of an employee on performing
predetermined job tasks. The study also emphasized different names of in-role
performance equivalent to task performance, job-specific task proficiency, and technical
proficiency in existing index. While most scholars have used the term task performance,
Bakker, Demerouti, and Verbeke (2004) have used the term in-role performance in their

study.
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Depending on Campbell's (1990) study, both job-specific task proficiency and
non-job-specific task proficiency constituted the concept of in-role performance. Job-
specific task proficiency refers to the success of an employee in performing the core tasks
that are deep-rooted in a job. In contrast, non-job-specific task proficiency covers tasks
that are not specific for a job description but is expected to be performed by employees.
It is a must to highlight at this point that non-job-specific task proficiency and extra-role
performance are not the same. Non-job-specific tasks are not given to employees;
however, they are expected by managers that are related to other job tasks. Similar to
Campbell, Murphy (1989) brought another definition to the concept of in-role
performance. According to a chapter written by Murphy (1989), it was indicated that in-
role performance covers tasks that are described by organizations for a job to be done.
Ones, Viswesvaran, and Schmidt (1993) also explained that the in-role behavior of

employees consists of job knowledge, quality, and productivity.

Kirkman and Rosen (1999) argued that employee in-role performance consists
of productivity, proactivity, and customer satisfaction. In their study, the determinants of
employee in-role performance were based on whether the employees reach the quality
standards, perform their duties on time, achieve their goals, and provide solutions quickly

when a problem arises.

In the early conceptualization of individual job performance, in-role performance
has been the prominent issue that scholars have focused on. Yet, it is thought that this
concept alone was not sufficient for evaluating individual performance. Extra-role
performance becomes involved in this point. Koopmans et al. (2011) stated that there are
many labels used for extra-role performance, such as; contextual performance, non-job-
specific task proficiency, and organizational citizenship behavior. Regardless of labels,
all concepts advocated the term referring to actions or behaviors that go beyond the
prescribed objectives such as orienting newcomers, helping others, taking extra tasks, and

SO on.

Remarkably, extra-role performance has also been named as organizational

citizenship behavior in literature. The origins of organizational citizenship behavior can
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be traced back to Katz's work in 1964. Katz (1964) studied the motivation of employees
on why they needed to participate in the system and how they are attached to it. Three
groups of employee behavior that are necessary to make organizations more efficient are

illustrated below:

(1) First of all, employees need to be attracted by the organizations both to take

part in that company and to retain their stay since turnover is a process costing highly.

(2) Employees must be aware of their responsibilities and tasks as this awareness

helps the organization to achieve its goals.

(3) In addition to their formal roles, employees must take extra roles. The
innovative behavior of employees enables organizations to progress effectively because
of the constantly changing business world. For organizations to progress effectively,
employees must have cooperative actions, including defending the organization against
all potential dangers, self-training of employees for better performance, providing
creative ideas to make a difference, and helping to create a more prestigious reputation in

the business world.

Smith, Organ, and Near (1983) conducted a study to find out what kind of
behaviors are seen as extra-role performance in the perspectives of managers. It is known
as the first study that tries to investigate the dimensions of organizational citizenship
behavior. The researchers developed a questionnaire involving behaviors that contributed
to the organizations. At the same time, these behaviors are not only obligated to perform
but also are not rewarded or punished by the organization. The study yielded to two
dimensions, which were labeled as altruism and generalized compliance behavior. Smith
et al. (1983) specified that altruism covers helping behaviors directed to a particular
employee in the organization, including orienting newcomers, helping others who have a
heavy workload, and helping an employee to solve a job-related problem. The second
dimension of extra-role performance, generalized compliance, referred to the behaviors
that are not directed to a particular employee in the organization, but rather is implicitly

beneficial to others existing in the system. In other words, generalized compliance is a
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more impersonal form of conscientiousness that defines what a good employee ought to
do, including punctuality, attending functions not required but that help company image,
and not wasting time with personal matters. That is to say, altruism contributes to a
specific employee, whereas generalized compliance is an emphasis on the total system
rather than a specific employee.

In addition to Smith et al. (1983) 's categorization of altruism and generalized
compliance, Organ (1988) developed a five-dimensional concept: (1) Altruism, (2)

conscientiousness, (3) civic virtue, (4) sportsmanship, and (5) courtesy.

Organizational citizenship behavior (OCB) is defined as "individual behavior
that is discretionary, not directly or explicitly recognized by the formal reward system,
and in the aggregate promotes the efficient and effective functioning of the organization™
Organ (1988, p.4). Organ (1988) also argued that discretionary behavior referred to the
behaviors that are not written in the contracts of employees; however, they are personal

choices, and there is no punishment even if employees do not perform these behaviors.

Altruism refers to voluntary behaviors or actions that are performed by an
employee to help a specific person in a job related-task or problem. Conscientiousness
can be described as discretionary behaviors and actions that are conducted by an
employee in the areas taking breaks, attendance, obeying regulations and rules, and so
on. Sportsmanship means that the willingness of the employee to avoid complaining by
warmly tolerating the circumstances within the organizational settings. Courtesy is
defined as voluntary behaviors and actions that have the purpose of taking precautions
against potential future problems between colleagues. Lastly, Civic Virtue refers to
voluntary employee participation in organizational policies that support administrative

functions.

Rhoades and Eisenberger (2002) studied the relationship between perceived
organizational support and extra-role performance. The primary motivation of the study
was to understand which concept leads to the other. The authors concluded that perceived

organizational support was positively associated with changes in extra-role performance.
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To put it differently, the study proves that extra-role performance was explained by

perceived organizational support.

Wang, Lu, & Siu (2015) studied the mediating role of work engagement on the
relationship between job insecurity and in-role performance. From a sample of 140
Chinese employees, the results showed that job insecurity was negatively associated with

the in-role performance of employees through work engagement.

Watto, Monium, Ali, & ljaz (2020) contributed to the literature by investigating
the effect of ethical climate and ethical culture on employee in-role performance and
extra-role performance while considering organizational support as a mediating variable.
The results of the study indicated that both ethical climate and ethical culture have a
positive and significant contribution to employees' in-role and extra-role performance. In
addition to this, perceived organizational support has a partially mediating role in the

relationship between ethical context and employee's in-role and extra-role performance.

2.4 The Relationship between Perceived External Prestige and Employee

Performance

The studies investigating the impact of external prestige on in-role and extra-
role performance are limited in the literature. Thus, the current study will play a vital role

in filling the gap.

In their study, Dhir and Shukla (2019) investigated the effect of perceived
external prestige on employee's individual member performance, team member
performance, and organizational member performance. Since performance includes
different kinds of measurement techniques, the study stated that individual effectiveness
in job-related tasks is taken into consideration. The results proved that perceived external
prestige has a positive and significant relationship with the individual member
performance, the team member performance, and the organizational member

performance.
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Almeia and Coelho (2019) employed a study to examine the effect of corporate
image on individual performance by taking organizational commitment as a mediating
variable. In their study, the individual performance consists of both in-role and extra-role
performance. The results indicated that corporate image has a positive and significant
contribution to organizational commitment, and in turn, this increased organizational

commitment leads employees to perform their tasks better.

Most of the studies have focused on job-related antecedents of extra-role
behaviors. Nevertheless, a few studies lay stress on perceived external prestige as a
possible antecedent of extra-role behaviors. To illustrate, Carmeli and Freund (2002)
investigated the associations between work and workplace attitudes and perceived
external prestige. In their study, Smith, Organ, and Near's (1983) dimensions of altruism
and generalized compliance were used. Carmeli and Freund (2002) defended that
generalized compliance was positively related to perceived external prestige. In contrast,
altruism was not associated with external prestige since it is directed to a specific person

rather than to the whole system. Their results supported both hypotheses.

Moreover, Carmeli (2005) made another contribution to the literature by
evaluating the relationships between perceived external prestige, affective commitment,
and organizational citizenship behaviors. Perceived external prestige was investigated as
perceived social and economic external prestige. Carmeli (2005) hypothesized that
employees' affective commitment to their organizations mediates the relationship
between perceived external prestige (social and economic) and organizational citizenship
behaviors (altruistic and compliance). The results showed that employees' affective
commitment only mediated the relationship between perceived external social prestige

and altruism.

Apart from the above studies, we also developed hypotheses that employees
might perform better when they perceive that they are working in a prestigious
organization. It is possible to interpret this with the Social Exchange Theory developed
by Blau (1964). The Social Exchange Theory argues that behavior is the result of an

exchange process. The theory involves the principle that one party does another a favor,
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and this association between two parties may bring some future return; however, it is
based on voluntary actions of individuals. Employees who perceive that they work in a
prestigious organization might feel a responsibility to act on behalf of their organization.
Hence, they might perform better in both in-role performance and extra-role performance
to repay to their organization, which provides them a chance to be a member of a

prestigious institution.

Based on both the studies and our assumptions mentioned above, it might be
expected that a positive perceived external prestige may lead employees to show better
in-role and extra-role performance. Thus, we hypothesized that:

H2a: Perceived external prestige has a positive and significant contribution to

the perceived in-role performance of employees.

H2b: Perceived external prestige has a positive and significant contribution to

the perceived extra-role performance of employees.

2.5 The Concept of Perceived Organizational Performance

There have been numerous studies about what organizational performance
means in the literature. Since the criteria for measuring the performance differs, the

definition of the organizational performance varies from one organization to another.

In business life, organizations need to have a well-determined plan in order to
achieve their objectives. Without an organizational strategy, a business will inevitably
burn out by costing you both money and time. Based on this point, Hult, Hurley, and
Knight (2004) defined organizational performance as both the success of an
organization's goals in profitability and market share and the achieving of an
organization's strategic objectives. In line with Hult et al. (2004), Lin and Kuo (2007)
stated that organizational performance is a parameter that demonstrates if an organization
achieves its goals successfully or not. Philips (1996) defined organizational performance

as the ability to combine the opportunities and problems that are possible to arise in the
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future, while Delenay and Huselid (1996) saw it as the effort to increase all stakeholder's

satisfaction.

The dimensions of organizational performance are divergent in literature, as well
as its definitions. Boselie, Paauwe, and Jansen (2001) categorized the dimensions of
organizational performance as; (1) market value, (2) market share, (3) product and service
quality, (4) increase in sales, (5) customer satisfaction, (6) productivity, (7) development

of products and services, and (8) future investments.

Eren and Kaplan (2014) divided organizational performance into two parts as
qualitative and quantitative. The quantitative organization performance covers;
e theincrease in sales,
e the increase in market share,
e the increase in return on assets
e the increase in turnover profitability,
e the increase in return on investment.
The qualitative organizational performance includes;
e the improvement in product and service quality,
e new product development success,
e the increase in organizational commitment level of employees,
e the increase in job satisfaction of employees,
e the increase in customer satisfaction,

e the total performance of the organization.

In her thesis, Kurt (2008) grouped organizational performance under two
categories, which are operational outcomes and behavioral outcomes. Operational
outcomes consist of;

e labor productivity,
e product quality,
e service quality,

e innovation,
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e customer satisfaction.
On the other hand, behavioral outcomes are composed of;
e turnover

e absenteeism.

In this thesis, Kurt's (2008) categorization will be used in measuring

organizational performance.

In Organizational Behavior literature, organizational performance is one of the
most studied topics that is considered as output. For this reason, the antecedents of

organizational performance were studied more than the consequences of it.

As mentioned above, Eren and Kaplan (2014) argued that total organizational
performance arose from the combination of quantitative performance and qualitative
performance. They studied the effects of learning focus, organizational memory, ethical
climate, team spirit, and innovation capability on both quantitative organizational
performance and qualitative organizational performance. The results suggested that
innovation capability explains quantitative organizational performance, while learning
focus, ethical climate, team spirit, and innovation capability predicts qualitative
organizational performance. The total organizational performance was predicted by

learning focus and innovation capability.

In her thesis, Kurumlu (2019) tried to find the effect of organizational
commitment on organizational performance. The author measured organizational
performance by using dimensions such as; service quality, the level of achieving goals,
how satisfied employees by the organization, productivity, the relationship between
management and subordinates. The researcher took organizational commitment as one
dimension. The results showed that organizational commitment explained organizational

performance not only significantly but also positively.
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Kieu (2010) was curious about the relationship between leadership styles and
organizational performance. The effects of transformational, transactional, and laissez-
faire leadership on organizational performance were examined. The findings of the study
showed that there was both a positive and significant relationship between
transformational and transactional leadership and organizational performance. In
contrast, there was a negative relationship between laissez-faire leadership style and

organizational performance.

In her thesis, Aksoy (2012) tried to investigate if organizational performance
was explained by ethical leadership and organizational citizenship behavior or not. The
sample covered 1040 mid-level managers and subordinates. The results indicated that
ethical leadership was the most important contributing variable that affected
organizational performance significantly. Another important finding of the study was that
organizational citizenship behaviors had a high impact on organizational performance.

In their studies, Kirkbesoglu and Ozder (2015) investigated the impact of
organizational performance on the relationship between perceived organizational support
and career satisfaction. The results indicated that career satisfaction was affected by
perceived organizational support more in high-performance organizations when it was

compared with low-performance organizations.

2.6 The Relationship between Perceived External Prestige and

Organizational Performance

Esther, Agu, & Nonyelum (2017) focused on the impact of corporate reputation
on the organizational performance in their study. Their study enlighted that corporate
reputation is a tool for organizations to attract qualified employees, gain and retain loyal

customers, become a good community member, and increase capital effectively.

In his study, Carmeli (2004) examined the relationship between perceived

external prestige and organizational culture, organizational communication, industrial
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relations, and financial performance. This study took an initial step to the question of
what triggers favorable prestige and how it is related to organizational performance.
However, only the return on sales was used to measure organizational performance in this
study. The results indicated that there is a positive reciprocal relationship between
perceived external prestige and financial performance. In other words, the more positive
external prestige employees perceive, the more return on sales organization will have. In
addition to the return on sales, productivity is another measurement tool in organizational
performance. Smidts et al. (2001) proved that organizational identification was fostered
by perceived external prestige. It was also stated that employees' productivity increased
when they identify themselves with the organization.

Other factors to consider are absenteeism and turnover intention in measuring
organizational performance. Absenteeism and turnover intention will also be evaluated
as organizational performance determinants in this thesis. In their study, Stobbeleir,
Clippeleer, Caniels, Goedertier, Deprez, Vos, and Buyens (2018) studied how
organizational absenteeism rates were affected by external perceptions. The scholars
found out that the external image was a more important driver of absenteeism than the
internal image. It can be interpreted that if an organization's external image is perceived

positively by employees, they show up more.

Turnover intention is seen as another determinant in measuring organizational
performance. For instance, Mishra (2013) studied the mediating role of organizational
identification on the relationship between perceived external prestige and turnover
intention. The results revealed that there is a negative relationship between perceived
external prestige and turnover intention. The more positive perceived external prestige
employees have, the less turnover intention they present. The findings also supported that
organizational identification partly mediated the relationship between perceived external

prestige and turnover intention.

Mignonac, Herrbach, and Guerrero (2006) conducted another precious study on
the impact of perceived external prestige on turnover intentions of employees. In their

study, the need for organizational identification was considered as a moderator variable.
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In the first part of the study, it was proved that perceived external prestige predicts the
turnover intentions of employees both negatively and significantly. The second part of
the study indicated that the need for organizational identification moderated the
relationship between perceived external prestige and turnover intentions of employees. In
addition to Mignonac et al. (2006), Kamasak (2011) also analyzed the relationship
between perceived external prestige, job satisfaction, and turnover intentions of
employees. The multiple regression analyses remarked that the relationship between
perceived external prestige and turnover intentions of employees was partially mediated

by job satisfaction.

In our study, the determinants of organizational performance consist of both
services provided and behaviors displayed directly by employees such as service quality,
product quality, turnover, and absenteeism. Based on the Social Exchange Theory, we
hypothesized that employees who perceive a positive external prestige might show better
individual job performance. In return, it seems reasonable to expect that their individual
job performance might reflect on the organization's performance. In other words, when
employees perceive that they work in a prestigious organization, they might have a
perception that their organization performs better.

Considering the studies and our assumption mentioned above, it might be
expected that a positive perceived external prestige may cause organizations to perform
better. Thus, we hypothesized that:

H2c: Perceived external prestige has a positive and significant contribution to

the perceived organizational performance.

2.7 The Mediating Role of Organizational Identification on the
Relationship between Perceived External Prestige, and Employee and

Organizational Performance

In the previous sections, we put emphasis on that perceived external prestige

might have a direct effect on both perceived employee and organizational performance.
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We asked the question, why might a positive perceived external prestige increase
employee and organizational performance? In other words, what is the underlying
mechanism between this relationship? Such a question suggests that there might be a
mediator that helps to explain this relationship. In our study, we believe that this
mediating variable is organizational identification. The current literature has no direct
research that was conducted to test the mediating role of organizational identification
between perceived external prestige and perceived employee and organizational
performance. Thus, our study plays a key role by contributing to the perceived external

prestige literature and performance from a holistic perspective.

The theory of social identity suggests that people try to boost their self-esteem
and status. A way for an individual to enhance his or her self-esteem and status is to be a
member of a prestigious organization (Carmeli, Gilat, & Weisberg, 2006). Witting (2006)
states that employees' self-worth increases when employees are proud of working for a
prestigious organization. Thus, employees identify more with the organizations that have

an attractive public image (Fuller et al., 2006).

In their study, Fullet et al. (2006) approach perceived external prestige from a
social-exchange perspective that is developed by Blau (1964). They argued that perceived
external prestige is a reward that individuals get indirectly from the organization.
Employees learn outsiders' thoughts of the organization through feedback gained from
media or interpersonal communication (Gotsi and Wilson, 2001). Based on employees’
interpretations of those information sources, employees develop a perception about
organization's external prestige. Hence, organizations might fulfill an employee's need
for self-esteem and make them feel approved. Fuller et al. (2006) defended that since
perceived external prestige meets an employee's need for self-esteem, employees may
develop an obligation to repay the organization for this reward. Based upon their
perspective, it might be expected that when an employee perceives a positive external
prestige and identify himself or herself with the organization, he or she may repay the
organization by performing better.
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All in all, an employee, who identifies himself/herself with their organization, is
expected to bring positive outcomes to the employing organization. As mentioned before,
when an individual values his or her organization, he or she will be willing to perform
better. In turn, it will reflect the organization's performance. Therefore, the more an
employee has positive perceived external prestige, the more he or she will identify with
the organization. The more an employee identifies himself or herself with the
organization, he or she will be more productive and perform better. Hence, it might be
expected that perceived external prestige might increase the perceived employee and
organizational performance through organizational identification. Accordingly, the
following hypotheses were formed:

H3a: Organizational identification mediates the relationship between perceived

external prestige and in-role performance of employees.

H3b: Organizational identification mediates the relationship between perceived

external prestige and extra-role performance of employees.

H3c: Organizational identification mediates the relationship between perceived

external prestige and organizational performance.

27



The pre-assumed conceptual framework of the study is shown in Figure 1 below.

Perceived
in-role
performance

Perceived
External
Prestige

Organizational
Identification

Perceived
extra-role
performance

Perceived
organizational
performance

Figure 1: Pre-assumed Conceptual Framework of the Study
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3. METHODOLOGY

3.1 Sample

The current study involves a cross-sectional study design. The convenience
sampling method was chosen for the study, and 299 employees working in the private
sector responded to the questionnaire. 29 participants were excluded from the current
study since these employees could not meet the requirements, so the response rate is
90,3%. The sample consists of 138 males (51.1%), 132 females (48.9%). The ages of the
participants were ranged between 19 and 64, with a mean of 32.1. There were 174 single
(64.4%) and 96 (35.6%) married participants. 108 (40%) of the participants work as a
manager, whereas 162 (60%) of participants do not have a managerial role. The
participants were from different sectors, including finance, tourism, education, health,
technology, food, advertising/media, textile, automotive, logistics, and so on. Further

details about demographic variables are seen in Table 1.

Table 1 : Demographic Characteristics of the Sample

Variables Frequency Percent
Female 132 489
Gender Male 138 51,1
Elementary School 3 1,1
High School 28 10,4
Education Level Bachelor Degree 184 68,1
Master Degree 51 18,9
Doctoral Degree 4 15
Single 174 64,4
Marital Status Married 96 35,6
Manager 108 40
Job Status Non-Manager 162 60
1-5 194 71,8
Tenure 6-10 35 12,9
10+ 41 15,1
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3.2 Survey Instruments

Five scales were used in the current study to examine the relationships between
perceived external prestige, organizational identification, perceived in-role performance,
perceived extra-role performance, and perceived organizational performance. In addition
to the scales, demographic questions were added to the survey to compare different
groups included in the study.

Perceived External Prestige Scale

Perceived external prestige was measured with the scale developed by Mael and
Ashforth (1992). The scale was developed as a single-factor scale consisting of 8 items
in their study. The reliability coefficient of the scale was .77. The Turkish version of the
scale was translated by Gulerylz (2010). Perceived external prestige items were rated
from 1 (strongly disagree) to 6 (strongly agree) by using a six-point scale (See Appendix
A — Section 1).

Organizational Identification Scale

In the current study, identification with the organization was measured with
Mael and Ashforth's (1992) 6-item Organizational Identification Scale. The scale was
developed as a single-factor scale consisting of 6 items in the original study with a
reliability coefficient of .81. The original scale was translated into Turkish by Melikoglu
(2009). The 6-point itemized rating scale was used in the study, which rated from 1

(strongly disagree) to 6 (strongly agree) (See Appendix A — Section 2).

Perceived In-role Performance Scale

The in-role performance was measured with 4-item and a single factor

questionnaire developed by Kirkman and Rosen (1999). The reliability coefficient of the

scale in the original study was .82. The Turkish translation of the scale was done by Col
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(2008). Perceived in-role performance items were rated from 1 (strongly disagree) to 6

(strongly agree) by using a six-point scale (See Appendix A — Section 3).

Perceived Extra-role Performance Scale

The extra-role performance was measured with a 7-item questionnaire
developed by Smith, Organ, and Near (1983) which is composed of altruism and
generalized compliance. The Cronbach Alpha values for factors were .88 and .85,
respectively. The Turkish translations of the items were taken from Basim and Sesen’s
(2006) study. Perceived extra-role performance items were rated from 1 (strongly

disagree) to 6 (strongly agree) by using a six-point scale (See Appendix A — Section 4).

Perceived Organizational Performance Scale

To measure perceived organizational performance, Kurt's (2008) instrument was
used in the current study. Kurt's (2008) measurement instrument covers two dimensions,
which are operational outcomes and behavioral outcomes. Operational outcomes consist
of labor productivity, product quality, service quality, innovation, and customer
satisfaction. On the other hand, behavioral outcomes are composed of turnover and
absenteeism. Kurt (2008) translated to the scale into Turkish. Perceived organizational
performance items were rated from 1 (very bad) to 6 (very good) by using a six-point
scale (See Appendix A — Section 5).

3.3 Procedure

The questionnaire started with a paragraph to ensure that participants were given
information about the details. The time expected to complete the questionnaire was 10
minutes on average. In the current study, the internet-based survey was distributed to
participants by e-mail. Participants were guaranteed that the outcomes of the study could
only be used for scientific purposes. To get accurate results, participants were asked to
respond to the questions freeheartedly.
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4. RESULTS

4.1 Factor and Reliability Analyses of the Scales

4.1.1 Perceived External Prestige

The original scale of perceived external prestige developed by Mael and Ashfort

(1992) has only one factor. According to the result of factor analysis, the perceived

external prestige scale was found to have two factors. The first factor covered six items,

whereas the second factor involves two items. There were two reverse items (number 4

and 7; See Appendix A - Section 1).The KMO measure of sampling adequacy was found

as .865, and Bartlett's test indicated a value of 1179,636 with a significance level (p<.01).

The Cronbach Alpha values for factors were found .910 and .642, respectively. The total

variance of the sample that is explained by scale was found 71.405%. The factor analysis

results of perceived external prestige are shown in Table 2 below.

Table 2 : Factor and Reliability Analyses Results of Perceived External Prestige

his association with this organization.

ITEMS LOADINGS
Positive Reputation

This organization has a good reputation in my community. 0.898
Itis C(_)nsi_dered prestigious in the community to be an alumnus of this | 0.877
organization.

This organization is considered one of the best organizations. 0.870
People in my community think highly of this organization. 0.867
Alumni of all organizations would be proud to have their children | 0.779
attend this organization.

When other organizations are recruiting new students, they would want | 0.698
employees from this organization.

Variance Explained: 52.214, Cronbach Alpha value: 0.910

Negative Reputation

People from other organizations look down at this organization. 0.854
A person seeking to advance his career in the market should downplay | 0.843

Variance Explained: 19.191, Cronbach Alpha value: 0.642
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4.1.2 Organizational Identification

After applying factor analysis, only one dimension appeared

in the

organizational identification scale. The original scale of the Organizational Identification

scale developed by Mael and Aschforth (1992) also has one dimension. The factor

includes six items. For the one-factor solution, results showed that KMO: 0.872; Bartlett's
Test y2: 1219.484; df: 15, and p: 0.000. The Cronbach Alpha value for the factor was

.912. The factor of scale explained 70.075% of the total variance. The factor analysis

results of organizational identification are shown in Table 3 below.

Table 3 : Factor and Reliability Analyses Results of Organizational Identification

embarrassed.

ITEMS LOADINGS
Organizational Identification

This organization's successes are my successes. 0.916
When someone praises this organization, it feels like a personal | 0.905
compliment.

When 1 talk about this organization, | usually say "we" rather than | 0.888
lltheyll.

| am very interested in what others think about this organization. 0.804
When someone criticizes this organization, it feels like a personal | 0.771
insult.

If a story in the media criticized the organization, 1 would feel | 0.720

Cronbach Alpha value: 0.912

4.1.3 Perceived In-Role Performance

After completed the factor analysis for perceived in-role performance, The KMO

measure of sampling adequacy was found as .844, and Bartlett's Test of Sphericity was

revealed as 868,231 with a significance level (p<.01). Kirkman and Rosen's (1999) scale

has only one dimension. Also, one factor was yielded in the current study. The Cronbach

Alpha value for factor was found .929, and 82.503% of the total variance was explained

33




by the factor of the scale. The factor analysis results of perceived in-role performance are

shown in Table 4 below.

Table 4 : Factor and Reliability Analyses Results of Perceived In-role Performance

ITEMS LOADINGS
In-Role Performance

| make sure that products meet or exceed quality standards. 0.924

| complete my tasks on time. 0.918

| meet or exceed my goals. 0.900

| respond quickly when problems come up. 0.891

Cronbach Alpha value: 0.929

4.1.4 Perceived Extra-Role Performance

According to the result of factor analysis, the perceived extra-role performance
scale was found to have only one factor. Item 7 was excluded from the analysis according
to the rule that one item cannot stay alone under a factor. Altruism and Generalized
Compliance dimensions of the Extra-role Performance Scale appeared in Smith, Organ,
and Near’s (1983) study as two separate factors; however, these two dimensions yielded
to only one factor in the current study. For the one-factor solution, results indicated that
KMO: 0.807; Bartlett’s Test x2: 915.626; df: 15, and p: 0.000. The Cronbach Alpha value
for the factor was .865. The factor of the scale explained 61.632% of the total variance.

The factor analysis results perceived extra-role performance are shown in Table 5 below.
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Table 5 : Factor and Reliability Analyses Results of Perceived Extra-role
Performance

ITEMS LOADINGS

Extra-role Performance

I willingly give my time to help others who have work-related | 0.861
problems.

| orient new people even though it is not required. 0.859
I help others who have heavy workloads. 0.809
| spent a great deal of time with work-related issues. 0.789
| attend all functions that help the company image. 0.764
| help others who have been absent. 0.597

Cronbach Alpha value: 0.865

4.1.5 Perceived Organizational Performance

After applying factor analysis, two factors showed up in the perceived
organizational performance scale in the current study. Kurt’s (2008) measurement
instrument also covers two dimensions. The first factor covered five items, whereas the
second factor includes two items. The KMO measure of sampling adequacy was found
as .860, and Bartlett’s test indicated a value of 1195,496 with a significance level (p<
.01). The total variance of the sample that is explained by scale was found 78.213%. The
Cronbach Alpha values for factors were found .925 and .733, respectively. The factor

analysis results of perceived organizational performance are shown in Table 6 below.
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Table 6 : Factor and Reliability Analysis Results of Perceived Organizational

Performance

ITEMS LOADINGS
Operational Organizational Performance

Service quality 0.928
Customer satisfaction 0.895
Product quality 0.889
Innovation 0.840

Labor productivity 0.822

Variance Explained: 57.341, Cronbach Alpha value: 0.925

Behavioral Organizational Performance

Turnover 0.888
Absenteeism 0.876
Variance Explained: 20.872, Cronbach Alpha value: 0.733

4.2 Correlations Between Study Variables

Pearson Correlation test was used to find out the relations between the main
variables of the current study. The means, standard deviations, and correlations of the

study variables are below in Table 7.
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Table 7: Descriptive Statistics and Correlations among Variables

Variables Mean | Std. 1 2 3 4 5
Dev.
1 | Perceived 4.30 0.934

External Prestige
2 | Organizational 3.98 1.289 | 512 **
Identification
3 | Perceived In-role | 5.02 0.970 | .395** | 337**
Performance
Perceived Extra- | 4.68 0.962 | .396** | .418** | . 753**

4 | role Performance

5 | Perceived 4.33 0.900 | .430** | .367** | .180** | .266**
Organizational
Performance

*, Correlation is significant at the 0.05 level (2-tailed);

**_ Correlation is significant at the 0.01 level (2-tailed).

After conducting the analysis, all the correlations were found significant at the
0.1 level (2-tailed) for N=270. The result of the correlation analyses showed that
perceived external prestige was positively related to organizational identification (r= .51,
p< 0.01), perceived in-role (r=".39, p< 0.01) and extra-role performance (r= .40, p< 0.01),
and perceived organizational performance (r= .43, p< 0.01). It was also found that
organizational identification was positively related to perceived in-role (r= .34, p< 0.01),
extra-role performance (r= .42, p< 0.01) , and perceived organizational performance (r=

.37, p< 0.01, respectively).
4.3 Regression Analysis Findings
4.3.1 Simple Linear Regression Analyses Findings

Simple linear regression analyses were utilized to analyze H1, H2a, H2b, and
H2c. The simple linear regression analyses revealed that perceived external prestige has
a significant and positive contribution to organizational identification (3=0,512, p<0.00).
Thus, H1 was accepted. Perceived external prestige also has a significant and positive
contribution to both perceived in-role performance and extra-role performance (13=0,395,
p< 0.00 and 3=0,396, p< 0.00 respectively). Therefore, H2a and H2b were also accepted.
Lastly, it was found that perceived external prestige has a significant and positive

37



contribution to perceived organizational performance (3=0,430, p< 0.00). Hence, H2c

was also accepted. The results are illustrated below in Table 8.

Table 8: Simple Linear Regression Analyses Results

Dependent Variable= Organizational Identification
H1 R R? T Value P Value

Perceived External Prestige 0,512 0,262 9,746 ,000***

Dependent Variable= Perceived In-Role Performance
H2a R R? T Value P Value

Perceived External Prestige 0,395 0,156 7,034 ,000***

Dependent Variable= Perceived Extra-Role Performance
H2b R R? T Value P Value

Perceived External Prestige 0,396 0,157 7,070 ,000***

Dependent Variable= Perceived Organizational Performance

H2c R R? T Value P Value
Perceived External Prestige 0,430 0,185 7,801 ,000***
***p<,001

4.3.2 Multiple Regression Analysis Findings

In the analyses of mediation findings, multiple regression analyses were used to
test the mediating role of organizational identification on the relationship between
perceived external prestige and perceived employee performance, and perceived
organizational performance. To examine the mediating role of organizational

identification, Baron and Kenny's (1986) three-step regression technique was utilized.
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To test hypothesis H3a, three steps were followed. In step 1, perceived external
prestige has a significant and positive contribution to organizational identification
(3=0,512, p< 0.001). In step 2, perceived external prestige also has a significant and
positive contribution to perceived in-role performance (3=0.395, p< 0.001). When
organizational identification was added to the analysis in step 3, the model was still
significant; however, the contribution of perceived external prestige on perceived in-role
performance decreased. The results of the analysis showed that “organizational
identification” partially mediated the relationship between perceived external prestige
and perceived in-role performance. Hence, H3a was partially supported. The results
indicated in the following (see Table 9).

Table 9: The mediating role of organizational identification on the relationship
between perceived external prestige and perceived in-role performance

Dependent Variable= Organizational Identification

R R2 T Value P Value

Perceived External Prestige 0,512 0,262 9,746 ,000***

Dependent Variable= Perceived In-Role Performance

R R?2 T Value P Value

Perceived External Prestige 0,395 0,156 7,034 ,000***

Dependent Variable= Perceived In-Role Performance

H3a R R? T Value P Value
Perceived External Prestige 0,301 4,672 ,000***
0,181
Organizational Identification 0.183 2,836 ,005**
**p<.005
***p<.001

39



To test hypothesis H3b, another regression analysis was carried out. In step 1,
perceived external prestige has a significant and positive contribution to organizational
identification (8=0,512, p< 0.001). In step 2, perceived external prestige also has a
significant and positive contribution to perceived extra-role performance (13=0.396, p<
0.001). In the third step, both perceived external prestige and organizational identification
(mediating variable) were added into the analysis. After adding organizational
identification into the model as an independent variable, it was concluded that the model
was still significant, but the contribution of perceived external prestige on perceived
extra-role performance declined. The results of the analysis revealed that “organizational
identification” partially mediated the relationship between perceived external prestige
and extra-role performance. Thus, H3b was partially supported. The results are illustrated
below (see Table 10).

Table 10: The mediating role of organizational identification on the relationship
between perceived external prestige and perceived extra-role performance

Dependent Variable= Organizational Identification
R R? T Value P Value

Perceived External Prestige 0,512 0,262 9,746 ,000***

Dependent Variable= Perceived Extra-Role Performance
R R? T Value P Value

Perceived External Prestige 0,396 0,157 7,070 ,000***

Dependent Variable= Perceived Extra-Role Performance

H3b R R? T Value P Value
Organizational Identification 0,291 4,623 ,000***
0.220
Perceived External Prestige 0,248 3,936 ,000***
***p<.001
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To further test H3c, we performed another multiple regression analyses. In the
first step, perceived external prestige has a significant and positive contribution to
organizational identification (3=0,512, p< 0.001). In the second step, perceived external
prestige also has a significant and positive contribution to perceived organizational
performance (3=0.430, p< 0.001). In the third step, organizational identification was
added to the analysis. The results figured out that the model was still significant; however,
the contribution of perceived external prestige on perceived organizational performance
decreased. Hence, H3c was partially supported. The results of the analyses can be seen
below (see Table 11).

Table 11: The mediating role of organizational identification on the relationship
between perceived external prestige and perceived organizational performance

Dependent Variable= Organizational Identification
R R? T Value P Value

Perceived External Prestige 0,512 0,262 9,746 ,000***

Dependent Variable= Perceived Organizational Performance
R R? T Value P Value

Perceived External Prestige 0,430 0,185 7,801 ,000***

Dependent Variable= Perceived Organizational Performance

H3c R R? T Value P Value
Perceived External Prestige 0,328 5,202 ,000***
0.214
Organizational Identification 0,199 3,150 ,000***
***p<.001
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4.4 Independent Sample T-Test

In this section, independent sample T-tests are conducted to see the differences of
perceived external prestige, organizational identification, perceived in-role performance,
perceived extra-role performance, and perceived organizational performance in terms of
demographic variables. Levene's tests were employed to see variances of groups'

equalities before t-test were implemented.

Firstly, perceived external prestige, organizational identification, perceived in-role
performance, perceived extra-role performance, and perceived organizational
performance scores were compared to see if they differ according to gender or not. The
results below in table 12.

Table 12 : Independent Sample t-test Results of Gender for Study Variables

Gender

R h 959% ClI
esearc
Variables Ma Female for Mean t p df

M SD n M SD n Difference

Perceived 447 1 0.904 | 132 | 4.19 | 0.878 | 138 | .065.493 2.574 | 0.011 | 268
Organizational
Performance

Female and Male groups differed only in perceived organizational performance
scores 1(268)=2.574, p= .011. Male employees (M=4.47, SD= .878) perceived their
organization’s performance significantly higher than female employees (M= 4.19, SD=
.904).

Another independent sample t-test was performed to see if the main variables of
the current study differ according to marital status or not. The results below in Table 13.
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Table 13 : Independent Sample t-test Results of Marital Status for Study Variables

Marital Status

R h 95% CI

esearc Single Married

Variables g for Mean t p | df
M SD n M sp | n | Difference

Perceived

In-role 490 | 1.06 | 174 | 5.25 | .719 | 96 | -.588-.109 | -2.868 | .004 | 268
Performance

Perceived
Extra-role 458 | 1.01 | 174 | 485 | .845 | 96 | -.516 -.037 | -2.281 | .023 | 268
Performance

Perceived
Organizational | 4.25 | .902 | 174 | 4.48 | .883 | 96 | -.450-.001 | -1.984 | .048 | 268
Performance

Single and Married groups differed in perceived in-role performance scores
t(268)=-2.868, p=.004, perceived extra-role performance scores t(268)=-2.281, p=.023,
and perceived organizational performance scores t(268)=-1.984, p=.048. Firstly, married
employees (M=5.25, SD=.719) perceived their in-role performance significantly higher
than single employees (M=4.90, SD=1.06). Secondly, married employees (M=4.85, SD=
.845) perceived their extra-role performance significantly higher than single employees
(M=4.58, SD= 1.01). Finally, yet importantly, married employees (M=4.48, SD= .883)
perceived their organization’s performance significantly higher than single employees
(M=4.25, SD=.902).

Lastly, another independent sample t-test was performed to see if the main
variables of the current study differ according to the job position or not. The results below
in Table 14.
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Table 14 : Independent Samples t-test Results of Job Positions for Study Variables

- ) Job Positions 95% ClI
esearc
Non-manager Manager
Variables g J for Mean t p | df
M SD n M SD n Difference
Perceived
External 420 | .840 | 162 | 445 | 1.04 | 108 | .028 .482 | 2.220 | .027 | 268
Prestige
Perceived
Organizational | 4.14 | .878 | 162 | 4.62 | .858 | 108 | .271.697 | 4.476 | .000 | 268
Performance

Non-manager and manager groups differed in perceived external prestige scores
t(268)=2.220, p=.027 and perceived organizational performance scores t(268)=4.476, p=
.000. To begin with perceived external prestige, employees holding managerial job
positions (M=4.45, SD= 1.04) perceived external prestige significantly higher than
employees with non-managerial job positions (M=4.20, SD= .840). Furthermore,
employees holding managerial job positions (M=4.62, SD= .858) perceived their
organization’s performance significantly higher than employees with non-managerial
positions (M=4.14, SD= 878).

No statistically significant differences were found among other demographic

variables.
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5. DISCUSSION AND CONCLUSION

5.1 Summary of main findings

All the hypotheses related to the current study were either partially or fully
supported. The results of the hypotheses can be seen in table 15.

Table 15: The results of the hypotheses

The Current Studies’ Hypotheses Findings

H1 | Perceived external prestige has a positive and Supported
significant  contribution to  organizational
identification.

H2a | Perceived external prestige has a positive and Supported
significant contribution to the perceived in-role
performance of employees.

H2b | Perceived external prestige has a positive and Supported
significant contribution to the perceived extra-
role performance of employees.

H2c | Perceived external prestige has a positive and Supported
significant contribution to the perceived
organizational performance.

H3a | Organizational identification mediates the Partially Supported
relationship between perceived external prestige
and in-role performance of employees.

H3b | Organizational identification mediates the Partially Supported
relationship between perceived external prestige
and extra-role performance of employees.

H3c | Organizational identification mediates the Partially Supported
relationship between perceived external prestige
and organizational performance.
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5.2 Discussion

This section of the current study covers a discussion that is based on the

empirical findings and includes inferences and managerial implications for organizations.

The main goal of this study was to analyze the effect of perceived external
prestige on perceived employee and organizational performance. While exploring this

association, the mediating effect of organizational identification was also investigated.

The original scale of perceived external prestige yielded to only one dimension;
however, two dimensions appeared in our study, namely positive reputation and negative
reputation. The reason for this finding might take its source from cultural difference since

the original scale was developed for other culture.

The first hypothesis which predicted that perceived external prestige has a
significant and positive contribution to organizational identification was supported
(3=0,512, p<0.00). Our findings proved that the more positive external prestige
employees perceive, the more they start identifying themselves with the organization.
Researchers took benefit from the Social Identity Theory while exploring the impact of
perceived external prestige on organizational identification. Based on the Social Identity
theory, it is reasonable to conclude that employee's self-esteem is enhanced when they
perceive that their organization is considered as prestigious. Therefore, they might start
identifying themselves with the organization. On the other hand, this association might
be explained by the Social Exchange Theory. Blau (1964) stated that people are in need
of not only material goods but also social goods such as approval, respect, and prestige.
Hence, it is understandable that if employees perceive that outsiders consider their
organization as prestigious, they might be proud of their organization. The sense of pride
might lead to organizational identification. The results are in line with the previous
empirical findings that perceived external prestige leads to organizational identification
(Bergami & Bagozzi, 2000 and Carmeli, 2005).
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The hypothesis H2a which investigated if perceived external prestige has a
significant and positive contribution to perceived in-role performance was also supported
(3=0,395, p<0.00). It can be interpreted that the more positive external prestige employees
perceive, the more they might have a perception that they show better in-role
performance. In other words, when employees think outsiders evaluate their organization
positively, they perceive that they complete their jobs on time, and they meet or exceed
their goals at work. The Social Exchange Theory might support this finding. When
employees’ organization is considered as prestigious, they start feeling a responsibility to
act for the sake of their organization. Therefore, employees are keen on performing their
job-related tasks better. This finding is crucial since there is no direct study that tested
this relationship with the Turkish sample. The results were consistent with the previous
research conducted by Dhir and Shukla (2019).

The hypothesis H2b which defended that perceived external prestige has a
significant and positive contribution to perceived extra-role performance was also
supported (8=0,396, p<0.00). It means when employees perceive more positive external
prestige, they perform better in tasks that they are not obligated to perform, contributing
to others at the workplace or to the entire system, such as orienting new people and
attending meetings or activities that help organizations to have a better image. This
finding might also be grounded on the Social Exchange Theory. Since employees
comprehend that others think they work for a prestigious organization, they might feel a
responsibility to perform better not only in-role tasks but also extra-role tasks that are not
compulsory for them. Performing better in extra-role tasks might be seen as a way to
show their gratitude. Our results are in line with the previous study that is conducted by
Aydogan and Deniz (2018).

The hypothesis H2c which predicted that perceived external prestige has a
significant and positive contribution to perceived organizational performance was also
supported (3=0,430, p< 0.00). In other words, the more positive external prestige
employees perceive, the better they consider their organization performs in terms of
service quality, innovation, customer satisfaction, and so on. Our study revealed that

employees perform better in both in-role tasks and extra-role tasks when they perceive
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they are a part of a prestigious organization. Hence, it might be rational to infer that
employees believe their organization performs better since their performance in both in-
role and extra-role tasks generate organizational performance. The results are remarkable
because there is no direct study that tested the relationship between perceived external
prestige and perceived organizational performance with the Turkish sample.

The hypothesis H3a which investigated the mediating role of organizational
identification on the relationship between perceived external prestige and perceived in-
role performance was partially supported. When organizational identification was added
into the model, the model was still significant; however, the beta coefficient decreased
from 0.395 to 0.301. We might conclude that when employees perceive more positive
external prestige, they identify themselves with the organization more. This identification
leads them to have a perception that they perform better in tasks that are related to their
job description directly. It might be conceivable that employees identify themselves with
the organization more since others see their organization as prestigious. This might make
them feel they should perform better in in-role tasks. This finding plays a key role since
there is no direct study that tested the mediating effect of organizational identification on
this relationship.

The hypothesis H3b which explored the mediating role of organizational
identification on the relationship between perceived external prestige and perceived extra-
role performance was also partially supported. After adding organizational identification
to the model, the model was still significant; however, the beta coefficient decreased from
0.396 to 0.248. It seems that when the employees perceive positive external prestige, they
have a perception that they perform better in extra-role tasks through organizational
identification. As stated in the Social Identity Theory, people are in need of boosting their
self-esteem and self-enhancement. When employees perceive that they work in
prestigious organizations that provide them self-esteem and self-enhancement thanks to
its reputation, they might identify themselves with their organizations. In this situation, it
is reasonable to think that identification with the organization might bring a responsibility
on them to perform better in extra-role tasks to make themselves relieved by thinking they

remunerate for being a member of a prestigious organization.
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The hypothesis H3c which examined the mediating role of organizational
identification on the relationship between perceived external prestige and perceived
organizational performance was also partially supported. When organizational
identification was added into the equation, the model was still significant; however, the
beta coefficient declined from 0.430 to 0.328. It can be interpreted that when employees
perceive more positive external prestige, they have a perception that their organization
performs better through identification with the organization. It might be understandable
that when employees start identifying themselves with the organization, they might
consider their organization’s performance reflects their own performance. Thus, the more
they perceive positive external prestige and identify themselves with organization, they

might consider their organization performs well.

The results of the first independent t-test showed a statistically significant
difference between the organizational performance perceptions of male and female
employees. Male employees perceived their organization’s performance significantly
higher than female employees (Mmaie= 4.47, Mfemale= 4.19). The reason underlying this
finding might be that power is a concept associated with men in almost every culture.
Thus, it might be the case that male employees perceived their organization’s

performance higher than female employees.

The results of the second independent t-test showed a statistically significant
difference between the organizational performance perceptions of married and single
employees. Married employees perceived their in-role performance, extra-role
performance, and organization’s performance significantly higher than single employees
(Mmarried= 5.25, Msingle= 4.90; Mmarrieds= 4.85, Msingle= 4.58; Mmarried= 4.48, Msingle= 4.25,
respectively). The reason behind this finding might be that since marriage is a structure
that brings a sense of responsibility together, married employees might tend to take more
responsibility than single employees. Thus, married employees might perceive that they
perform better in both in-role tasks and extra-role tasks. It is comprehensible that married

employees perceived their organization’s performance higher than single employees
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because they also perceived their in-role and extra-role performances higher. In their
study, Kiling and Paksoy (2017) also defended that married employees have better

working performance than single employees.

The last independent t-test analysis was conducted to examine the differences
between employees with and without a managerial position. The results showed that
perceived external prestige and perceived organizational performance differed
statistically in terms of having or not having a managerial position. Firstly, employees
holding managerial job positions perceived external prestige significantly higher than
employees with non-managerial job positions (Mmanagers= 4.45, Mnon-managers= 4.20).
Secondly, employees holding managerial job positions perceived their organization’s
performance significantly higher than employees with non-managerial positions
(Mmanagers= 4.62, Mnon-managers= 4.14). The reason underlying both findings might be that
employees with managerial positions feel responsible themselves for their organization’s
prestige and performance directly. Thus, they might feel they score their contribution to

the organization’s prestige and performance.

5.3 Managerial Implications

The results of the current study seem to highlight many points that organizations
should consider. In this section, some managerial implications are discussed on how to

have a better perception of external prestige.

It is a well-known fact that external prestige is not only important for an
organization's position in the market but also has an importance on both current and
potential employees. Employees prefer working in organizations that are considered as
prestigious by others. On the other hand, our study revealed that the perception of external
prestige leads current employees to develop positive attitudinal and behavioral outcomes.
Hence, it is crucial to provide employers with some recommendations in order to attract

potential qualified employees and retain current employees in the organization.
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At this point, the recommendations that might be given to the organizations are
composed of all actions that are likely to increase the perceived external prestige such as
developing corporate social responsibility projects, providing an ethical climate at the
workplace, assuring employees that they are supported by their organizations, providing
better working conditions to their employees, assuring high-quality service to its
customers, providing organizational justice where employees have fairness perception,
establishing healthy relationships with the media, encouraging employees to participate
in activities that help to increase the corporate image and so on. Top managers should
also seek for other ways of contributing to the organizational prestige. By doing so,
employers might make their employees feel they are proud of working in this organization
and motivate them to perform better. As stated before, the main objective of all
organizations is to make a profit at the end of the day. Hence, it is obvious that employers
should make their employees happy at first to make a profit by providing them a chance
to work in a prestigious organization. In return, employees might feel they are in the right

place to work and perform better to show their gratefulness for their organizations.

5.4 Limitations and Suggestions for Future Research

The results of the study must be evaluated based on the limitations of the study.

The main limitation of the study was that self-report surveys were used. Since
social desirability is high in social sciences, data collection method might be extended for
future studies. In addition to employees rating themselves, their managers’ appraisal

might be added in order to eliminate potential social desirability bias.

Another limitation of the current study was that we did not focus on a specific
sector. We aimed to generalize the study results by gathering data from different sectors.
Sector-specific studies can be employed to get more detail on a specific sector. On the
other hand, data were derived from employees working in the private sector. How
important is perceived external prestige for those working in the public sector? Future
studies might focus on the impact of perceived external prestige on employee's and

organization's performance in the public sector.
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Furthermore, the sample was limited in our study. To get more generalized

results, future research might be conducted with a larger sample.

Additionally, in the present study we investigated the mediating role of
organizational identification. Other moderating and mediating variables, such as
employee engagement, organizational-based self-esteem, organizational culture, and

organizational climate can be added in our study model.

Lastly, a cross-sectional design was conducted for the study. All employees
completed surveys at once. Since organizations always interact with their environment,
employee's attitudes and behaviors toward their organizations may change in time. Hence,
longitudinal design can be selected in future research to see the impacts of perceived
external prestige and organizational identification on perceived employee and

organization performance.
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7. APPENDICES

APPENDIX A: Survey

Degerli Katilimei,

Asagidaki anket formu Marmara Universitesi Ingilizce isletme Ana Bilim Dal1, Orgiitsel

Davranig Bilim Dali kapsaminda yiiriitilen bir tez c¢alismasi i¢in hazirlanmistir.

Calismaya katilacak olan kisilerden herhangi kisisel bir bilgi (isim vb.) istenmeyecektir

ve ¢alismanin sonuglari sadece bilimsel amaglar i¢in kullanilacaktir. Anket icerisinde yer

alan tiim ifadeleri eksiksiz cevaplamaniz arastirmamiz agisindan dnemlidir. Kendinizi en

yakin hissettiginiz ifadeyi secerek, galismanin gergek sonuglara ulagmasina katkida

bulunabilirsiniz.

Degerli zamaninizi ayirarak bilimsel bir ¢alismaya sagladiginiz katki i¢in tesekkiir ederiz.

Arastirmacilar:
Prof. Dr. Nurdan Ozarall

Marmara Universitesi Isletme Fakiiltesi
Ingilizce Isletme Boliimii/Orgiitsel Davranis Anabilim Dali
Ogretim Uyesi

Tunahan Sari

Marmara Universitesi, Yiiksek Lisans dgrencisi

O Luotfen kendinizden bahseder misiniz?

1.Yasmiz .....oocooevveeeennnnn..
2. Cinsiyetiniz: () Kadin () Erkek
3. Ogrenim durumunuz (En son aldiginiz diploma):

() Ik dgretim () Lise () Lisans ()Yiiksek lisans
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4. Medeni durumunuz:
5. Calistiginiz bolim :

6. Calistiginiz sektor :

( )Evli

( ) Bekar

7. Kag yildir bu kurumda ¢alismaktasiniz? ....................c.coeeiiia.

8. Yoneticilik pozisyonunuz var m1?

BOLUM I

() Evet

[0 Cahstiginiz kurumla ilgili ne diisiiniiyorsunuz?

( ) Hayir

Liitfen, asagidaki ifadeleri calismakta oldugunuz kurumu diistinerek cevaplayiniz. Her bir
ifadeyi okuduktan sonra bu ifadelerin kurumunuzu ne derece tanimladigini, 1=Hig
Katilmiyorum’ dan 6=Tamamen Katiliyorum’a uzanan dl¢egi kullanarak belirtiniz).

Kesinlikle | Katilmiyorum Pek Biraz Katiliyorum|  Tamamen
katilmiyorum katilmiyorum| Katiliyorum Katiliyorum
) ) 3) (4) (©) (6)

Cahstigim kurum.....

1 |Insanlar kurumum hakkinda oldukga iyi 1 2 3 5 6
izlenimlere sahiptirler.

2 | Calistigim kurumun bir ¢alisani olarak anilmak, 1 2 3 5 6
toplumda prestij (sayginlik) anlamina gelmektedir.

3 | Kurumum, sektériin en iyilerinden bir olarak 1 2 3 5 6
anilmaktadir

4 | Sektordeki diger kurumlarin ¢aligsanlari, kurumumu | 1 2 3 5 6
hor gérmekte ve kiicimsemektedirler.

5 | Sektordeki diger tiim ¢alisanlar i¢in, kendi 1 2 3 5 6
¢ocuklarinin kurumumda ¢aligmasi1 gurur verici bir
olaydir.

6 | Kurumumun toplum igerisinde iyi bir itibart vardir. | 1 2 3 5 6

7 | Sektorde yiikselmek isteyen birisi, kurumumlaolan | 1 2 3 5 6
bagini gizlemelidir.

8 |Sektordeki diger kurumlar ise alimlarinda, evvelce 1 2 3 5 6
bu kurumda ¢alismis olanlari tercih etmektedirler.
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BOLUM II

[0 Cahstiginiz kurumla ilgili ne diisiiniiyorsunuz?

Liitfen, asagidaki ifadeleri calismakta oldugunuz kurumu diisiinerek cevaplayiniz. Her bir
ifadeyi okuduktan sonra bu ifadelerin kurumunuzu ne derece tanimladigini, 1=Hic
Katilmiyorum’ dan 6=Tamamen Katiliyorum’a uzanan 6lgegi kullanarak belirtiniz).

Kesinlikle | Katilmiyorum Pek Biraz Katiliyorum Tamamen
katilmiyorum katilmiyorum| Katiliyorum Katiliyorum
) @) 3) (4) ©) (6)

1 |Herhangi bir kisi ¢alistigim kurumu elestirdiginde, 1 2 3 5 6
bunu kendime yapilmis bir asagilama olarak
gorarum.

2 |Bagkalarinin ¢alistigim kurum hakkindaki 1 2 3 5 6
diisiinceleri benim i¢in énemlidir.

3 | Calistigim kurum ile ilgili konusurken, "onlar" 1 2 3 5 6
degil, "biz" diye konusurum.

4 | Calistigim kurumun basarisini kendi basarim gibi 1 2 3 5 6
gordram.

5 | Herhangi bir kisi calistigim kurumu 6vdiigiinde, 1 2 3 5 6
bunu kendime yapilmis bir 6vgii gibi hissederim.

6 |Medyada calistigim kurumla ilgili k6t bir haber 1 2 3 5 6
¢iksa, bundan utang duyarim.

BOLUM III

O Tsinizle ilgili ne diisiiniiyorsunuz?

Liitfen, asagidaki ifadeleri yaptigimmiz isi diisiinerek cevaplaymiz. Her bir ifadeyi
okuduktan sonra bu ifadelerin isinizle ilgili diisiincelerinizi ne derece tanimladigini,
1=Hi¢ Katilmiyorum’ dan 6=Tamamen Katiliyorum’a uzanan 0lgegi kullanarak

belirtiniz).
Kesinlikle | Katilmiyorum Pek Biraz Katiliyorum Tamamen
katilmiyorum katilmiyorum| Katiliyorum Katiliyorum
1) ) 3) (4) () (6)
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1 | Gorevlerimi tam zamaninda tamamlarim. 2 3 5 6

2 | Is hedeflerime fazlasiyla ulasirim. 2 3 5 6

3 | Sundugum hizmet kalitesinde standartlara 2 3 5 6
fazlasiyla ulagtigimdan eminim.

4 | Bir sorun giindeme geldiginde en hizli sekilde 2 3 5 6
¢ozUm Uretirim.

BOLUM IV

O Isinizle ilgili ne diisiiniiyorsunuz?

Liitfen, asagidaki ifadeleri yaptigimmiz isi diisiinerek cevaplaymiz. Her bir ifadeyi
okuduktan sonra bu ifadelerin isinizle ilgili diisiincelerinizi ne derece tanimladigini,
1=Hi¢ Katilmiyorum’ dan 6=Tamamen Katiliyorum’a uzanan O0lcegi kullanarak

belirtiniz).
Kesinlikle | Katilmiyorum Pek Biraz Katiliyorum Tamamen
katilmiyorum katilmiyorum| Katiliyorum Katiliyorum
(®) @ @) ) ) ©)
1 | Giinliik izin alan bir ¢alisanin o gilinkii islerini ben 2 3 5 6
yaparim.
2 | Asirt is yiiki ile ugrasan bir sirket calisanina 2 3 5 6
yardim ederim.
3 | Yeni ise baglayan birisinin isi 6grenmesine 2 3 5 6
yardime1 olurum.
4 |Is esnasinda sorunla karsilasan kisilere yardim 2 3 5 6
etmek icin gerekli zamani ayiririm.
5 | Zamanimin ¢ogunu isimle ilgili faaliyetlerle 2 3 5 6
geciririm.
6 | Sirketim i¢in olumlu imaj yaratacak tiim 2 3 5 6
faaliyetlere katilirim.
7 | Mesai igerisinde kisisel iglerim i¢in zaman 2 3 5 6
harcarim.
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BOLUM V

Asagidaki ifadeleri verilen ol¢iitleri g6z oniinde = g 3, =
bulundurdugunuzda, Faaliyet yaptigimz sektordeki | 2 2 < |y - =
. . .. < . . .. S) N | © Z x
firmalar ile kendinizi karsilastirdiimizda is yerinizi | -3 4 © | = - Q
< . . = 1; O
nasil degerlendiriyorsunuz? O m
1 |Isgiicii verimliligi 1 2 3 4 5 6
2 | Urin kalitesi 1 2 3 | 4 5 6
3 [ Hizmet kalitesi 1 2 3 4 5 6
4 | Yenilikgilik 1 2 3 4 ) 6
5 |Miisteri Memnuniyeti 1 2 3 4 5 6
6 |Calisanin isten ayrilma hizi 1 2 3 4 5 6
7 |Ise devamsizlik 1 2 3 4 5 6

ANKETIMiZi YANITLAMAK UZERE AYIRDIGINIZ ZAMAN iCIiN COK
TESEKKUR EDERIZ.
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