THE REPUBLIC OF TURKEY
BAHCESEHIR UNIVERSITY

THE IMPACT OF POWER DISTANCE AND
SYMMETRICAL COMMUNICATION EFFORT ON
EMPLOYEES’ COMMUNICATION BEHAVIOUR
IN HUMANITARIAN NGOS LOCATED IN
TURKEY

Master’s Thesis

AMJAD BANIALMARGAH

ISTANBUL, 2018



THE REPUBLIC OF TURKEY

BAHCESEHIR UNIVERSITY

SOCIAL SCIENCE
MBA

THE IMPACT OF POWER DISTANCE AND
SYMMETRICAL COMMUNICATION EFFORT ON
EMPLOYEES’ COMMUNICATION BEHAVIOUR
IN HUMANITARIAN NGOS LOCATED IN
TURKEY

Master’s Thesis

AMJAD BANIALMARGAH

Supervisor: Asst Prof. IBRAHIM CETINKAYA

ISTANBUL, 2018



ACKNOWLEDGMENT

I would like to thank my advisor Prof. Ibrahim Cetinkaya for his great assistance and
guidance over thesis preparation periods. In addition, | would like to thank Prof. Samet

Aydin for his support and recommendations during conduction the research.

I would like to thank all my friends and colleagues for their assistance, support, advice,
and comments. In addition, special thanks is to my college Asmaa Othman for her great

effort and support that made during data collection stage.

I would like to thank my brother Ammar Banialmargah for his unlimited great support he

made over the all study years from the beginning until finalizing the research.

I would like to thank my brother Ahmad Banialmargah for his nice and creative ideas

especially those related to the jury presentation.

Forever, continues gratitude and thanks is always to my mother and father for their

prayers, support and encouragement.

Amjad Banialmargah



ABSTRACT

THE IMPACT OF POWER DISTANCE AND SYMMETRICAL COMMUNICATION
EFFORT ON EMPLOYEES’ COMMUNICATION BEHAVIOUR IN

HUMANITARIAN NGOS LOCATED IN TURKEY

Amjad Banialmargah
MBA-Thesis

Thesis Supervisor: Asst Prof. Ibrahim Cetinkaya

May 2018, 83 pages

This study reflects an indirect association between the adopted management style and the
employee’s marketing effort in the humanitarian non-governmental organizations. The
management style includes the organizational culture and internal communication
behaviour. The organizational culture represented by Power Distance dimension, while
the internal communication approach represented by Symmetrical communication
behaviour. On the other hand, the marketing effort represented by Employee
Communication Behaviour (ECB) consisting of three main effects which are
Megaphoning Positive, Megaphoning Negative, and Scouting. The study focused on how
employees naturally market for their organization through megaphoning &scouting
effects. In other words, how much the employees are marketing for the organization for
free (marketing for free) through impersonal communication with outside public. The
study has been conducted on the Turkish and international NGOs. A questionnaire was
prepared, tested and distributed to the I/NGOs employees so the data could be collected
and analysed. Furthermore, a result comparison was made between Turkish and

international NGO in terms of origin. and its impact on the ECB. As a result of the



research, it has been found that ECB affected directly the adopted management style

represented by organizational culture and internal communication style.

Keywords: Power Distance, ECB (Employee Communication Behaviour),

Megaphoning, Scouting, Symmetrical Communication Behaviour.



OZET

TURKIYE'DE BULUNAN INSANI YARDIM KURULUSLARI (STK)
CALISANLARI UZERINDEKI ILETISIM DAVRANISI ILE GUC MESAFESI VE

SIMETRIK ILETISIM CABALARININ ETKILERI

Amjad Banialmargah
Isletme-Yiiksek Lisans Programi

Tez Danigmani: Asst Prof. Ibrahim Cetinkaya

Mayis 2018, 83 sayfa

Bu ¢aligma, benimsenen yonetim tarzi ile ¢alisanin insani sivil toplum kuruluslarindaki
pazarlama ¢abalar1 arasindaki dolayl iliskiyi yansitmaktadir. Y 6netim tarzi organizasyon
kiiltiirtinii ve i¢ iletisim davranigini igerir. Simetrik iletisim davranisi ile temsil edilen i¢
iletisim yaklasimi, Gii¢ Mesafesi boyutu ile temsil edilen 6rgiit kiiltiiriidiir. Ote yandan,
Calisan letisimi Davramisi'min (CID) temsil ettigi pazarlama cabasi, Olumlu Duyuru,
Olumsuz Duyuru ve Gozlemcilik olmak (izere (i¢ ana etkiden olusmaktadir. Calismada,
calisanlarin duyuru ve gozlemleme etkileri ile kuruluslarima dogal olarak nasil
pazarladiklarina odaklanilmistir. Diger bir deyisle, calisanlar, kurum disindan kisisel
olmayan iletisim yoluyla, iicretsiz olarak organizasyon i¢in ne kadar pazarlama yapiyor.
Calisma, Tiirk ve uluslararas1 STK'lar {izerinde yiriitiilmiistiir. Verileri toplayip analiz
edebilmeleri i¢in bir anket hazirlanmis, test edilmis ve uluslararasi / STK c¢alisanlarina
dagitilmistir. Ayrica, Tiirk ve uluslararas1 STK'lar arasinda kaynak ve CID iizerindeki
etkisi bakimindan bir sonug karsilastirmasi yapilmistir. Arastirma sonucunda, CID'nin
orgiit kiiltliri ve i¢ iletisim tarzi tarafindan temsil edilen benimsenmis yonetim tarzini

dogrudan etkiledigi bulunmustur.



Anahtar Kelimeler: Gii¢ Mesafesi, ECB (Calisan Iletisimi Davranis1), Megaphoning,

Izcilik, Simetrik iletisim Davranis1.
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1. INTRODUACTION

This study is focusing basically on the organization employees’ communication
behaviour (ECB). This kind of communications clarifies the importance of the public
relationship build and fostered by employees themselves not any other ones from the
outside. It is clear that the employees with good quality relationship with their
organizations tend to adopt communicative behaviours way that increase the Strategic
opportunities and decrease the strategic threats (J.-N. Kim, Ni, & Sha, 2008). Most
recently, the good relationship with public is considered as a crucial success factor. So,
the employees with good relationship are more likely to forward information that showing
the positive aspect of the organization through daily interaction with others (Kim & Rhee
2001). In addition, the same sample of satisfied employees are more likely to seek the
important information about any potential strategic threats against the organization or the
information that enhancing the strategic opportunities (Kim & Rhee 2001). In case of
good relationship between the management and the employee, the employee tends to be
more empathic the organization problems assisting in solving them. Kim & Rhee (2001)
added that the quality of relationship between the organization and the employee strongly
appear when the organization experience turbulence or crisis (Kim & Rhee 2001). While
in poor quality relationship the employee is more likely to be much less empathic to the
organization or even worse, the employee tends to attack the organizational management.
Thus, the employees are considered as the most important strategic public whose
“attitudes, behaviour s, and performance directly contribute to productivity,
organizational performance, and success” (Men, 2012, p. 29). Employee-organization
relationship (EOR) in human resource management as involving certain obligations of
reciprocation (Cropanzano and Mitchell, 2005). Scholars of social exchange theory have
emphasized the rules of engagement that are based on reciprocating benefits between
relational parties (Cotterell et al., 1992). So the organizations need to look for an effective
strategies to build and maintain strong, beneficial, mutual relationships with their

employees. On the other hand, the organizational culture ad



opted in the organization play a crucial role in reaching rapid development, making
progress, and meeting objectives, and achieving the desired goals. The Power Distance in
terms of culture and Symmetrical Communication in terms of EOR were studied as
influencers on the ECB. Those two dimensions determined how far or near the employees
and subordinates form their supervisors and management staff. According to Ehling et al,
(1992); Ruck and Welch, (2012), the effectiveness of internal communication is an
indicator of the organizational success. And the excellent EOR leads to a long-term
future-oriented values (Meng and Berger, 2012). MacLeod and Clarke (2009) found that
employee engagement is at “the heart of workplace relationship between employee and
employer”. The purpose of the study objective is to verify the correlation strength
between the organizational culture (power distance) and internal communication
(symmetrical communication Behaviour), and the employee communication behaviour
ECB with public outside the workplace. Based on the research’s result the supervisors
and management level staff will be advised to understand the team member culture and
treat them accordingly so mutual benefit could be got by the both parties. In addition to
emphasizing on empowering and involving the employee much more so getting high
degree of engagement. (Morris, 2010; Welch and Jackson, 2007; Jiang and Men, 2015)
mentioned that transparency and consistency from the management is an essential factor

for the employee’s engagement.

For example, if the manager is from Turkey with power distance index of 66 (Hofstede,
1980,2003) and works with an American subordinate with power distance index of 44
(Hofstede, 1980,2003), so he/she should be aware very well of their culture in their
countries to treat them efficiently. In contrast, if an Swedish manager with power distance
index of 31 (Hofstede, 1980,2003) work with Arabic teamwork with power distance index
of 80 (Hofstede, 1980,2003), s/he should understand the Arabic culture very carefully so
s/he could treat the employees properly. Global organizations need to carefully consider
the differences in culture across countries to determine which management practices are
likely to be most effective with different populations. Culture differences across countries
should be considered to determine the most effective management style with the various
types of employees (Y. Kim, D. Cohen, and W. Au, 2011).



Consequently, culture dimension at an acceptable level is neither absolutely negative nor
absolutely positive but relatively. And some adopted manners might be positive in some

cultures and negative in the others and vice versa.

Due to Irag, Syria and other conflicts and crises prevailing in the middle east,
humanitarian NGO/INGO (Non-governmental organization/International  Non-
governmental organization) have become extremely widespread in Turkey. The main
purpose of establishing humanitarian NGOs is to support vulnerable people in the conflict
areas by providing the essential needs and basic requirements from food, water, shelters
and too many different intervention methods to improve the life level conditions in the
targeted areas. The prevailing bad humanitarian situations encouraged many developing,
reputative INGOs in addition to emerging Turkish and Syrian NGOs to get license to
work in Turkey. This wide spread for the NGOs/INGOs with large number of employees
and different types of structures and cultures have encouraged the researcher to conduct
this study in this field.

While this study aims to highlight the points and factors which affect directly the
organization competition opportunities, high performance and goal’s achievement, the
employee is considers the key factor. The employee’s voice, opinion and participation is
very important in the modern life, globalization and where the social media is taking over
the all daily life aspects and details. So, the employee’s voice could be reachable farther
than expectations. The study goes deeply and in details in how the employee is eager to
market for his/her organization for free. In other words, how the employee is eager to
speak up positively or negatively about his/her workplace, colleagues, work conditions,

management and all work relevant.

This research study the impact of the organizational culture on the employee’s
communication behaviour (ECB). Two culture dimensions have been selected to be
studied as motives. Those two dimensions are the power distance, and symmetrical
communication effort. While the influenced dimensions in terms of communication

behaviour are, megaphoning positively, megaphoning negatively and scouting.

While the research and the proposed hypotheses covering the humanitarian INGOs and
NGOs, it was very powerful and informative to conduct a competitive quantitative

analysis between international NGO and Turkish/Syrian NGO to show the differences



with respect to the culture dimension (from the management side) and the employees
behaviour (from the employee’s side). Since the competition is too high in the market
place to prove proficiency, reliability, capability and efficiency. The one single employee
affects significantly the mentioned properties. In addition, the way that the employee
looks at his/her management has a huge effect on the way he/she act, behave, talk, and
market for his organization. When the opinion is good so his/her marketing could be said
positive. In contrast, when the opinion is the opposite so marketing is expected to be
negatively as well. we believe that human is the most valuable resource in any
organization. The more the employee is convinced, confidant and satisfied, the much
higher performance he/she shows and vice versa. So, the less the employee is convinced,
happy, satisfied, involved in the important decision, the less performance he/she shows.
That is the main reason of focusing on the employee’s communication behaviour which
is considered as very natural reaction on his/her convinced, satisfaction and vision. This
study is considered as complementary study for other studies discussed the employee
communication behaviour in the field other than NGOs. It is expected from this thesis to
add a value for the studies interest the employee’s impact in general on any organization
productivity, performance and reputation as well. The studied dimensions from the all
aspect (definition — history — interested authors etc.) will b hy will be explained in details
in the next chapter.



2. LITERATURE REVIEW

2.1 EMPLOYEES’ COMMUNICATION BEHAVIOUR(ECB)

Employees are considered as one of the most important constituencies. They interact with
external public daily (Kim&Rhee,2011). Employees’ interaction with public affects
directly the public relations outcomes such as organizational reputation, public
relationship quality is affected directly by the employees’ interaction with public outside
the organization (Kim&Rhee,2011). Actually, the employees play the role of public
relations practitioners as they interact with client, people, friends and publics out of work
time and workplace (Kim&Rhee,2011). Employee’s communicative action affects
greatly the customers’ satisfaction and organizational profit (Okura, Dozier, Sha, &
Hofstetter, 2009). Employees through their communication with public could serve as an
organization’s eyes, ears and spoken person as well (Okura, Dozier, Sha, & Hofstetter,
2009). Organization’s success depends extremely on employees and its positive attitudes
(Czaplewski. Ferguson, Milliman, 2001). Employees paly an essential role in surviving
and growing the organization (Dozier, 1986). The employees play an essential role in
making the organization in competitive advantages (Czaplewski. Ferguson, Milliman,
2001). The organization should ensure its employee’s satisfaction as well as the
costumer’s one (Czaplewski. Ferguson, Milliman, 2001). The employees can play the
role of organizational advocates in their interactions with external publics during
emergency situations (Rhee, 2008a, 2008b). Some employees find it interesting to benefit
mutually from the organization. They market formally or informally in turn of
participating in decision making (Dozier, 1986). Employees could act as an informal
agent to his/her organization by receiving and publishing information (Dozier, 1986).

Conceptualizing and developing of concrete measurement of ECB help strategic planning
in public relation (Kim&Rhee,2011). So far, concentrating on ECB has been still seldom
in the scientific researches (Kim&Rhee,2011). Employee-public relationships for the
development of positive perceptions regarding the organization (Rhee, 2008). ECB
consist basically of two main concepts megaphoning and scouting (Kim&Rhee,2011).
ECB with its megaphoning and scouting concepts are proposed as phenomenon which
directly affects the public relation outcomes (Rhee, 2008a, 2008b). Megaphoning and



scouting implies voluntary effort to gather and circulate the important information inside
and outside the workplace (Kim&Rhee,2011). The importance of the ECB briefly
described with “server is the service” (Czaplewski. Ferguson, Milliman, 2001). The
intangible assets in the organizations could be generated by ECB (Lee, Kim,2017).
Organization’s customer loyalty is considered as intangible assets (Lee, Kim,2017;
Steenkamp and Kashyap, 2010; (Grunig, 2006; Kim, 2014). Employee’s communication
behaviour is being studied in terms of risk management so they enable the organization
to leverage positive relationship between the employee and the public (Rhee, 2008). Good
employee communication behaviour with public mitigates the risk of misunderstanding
or cover the organization fault sometimes through interpersonal communication rather
than mediated one (Rhee, 2008; Tyler and Cook, 1984; Morton and Duck, 2001; Petts
and Niemeyer, 2004). Good employee communication behaviour (ECB) could extremely
avoid the organization any potential or unexpected problem and faults (Dozier, 1986).
Public perceive the communication behaviour of the employee informal to be more
neutral than it is official or formal one (Kim&Rhee,2011). The ECB can be enhanced and
become more influential by participation in decision making in the organization (Dozier,
1986). Face to face interpersonal communication between customer s and the employees
is more likely to be believable than formal or official communication (Rhee, 2008).
Employee’s informal or semi-official communication encourage others to believe and
interact about the topic (Rhee, 2008). Employee’s simple way in communication with

others can make a different impact on the others (Rhee, 2008).

2.1.1 Megaphoning

How good or bad the employee is talking about his/her organization, managers, and other
relevant matters showing positives and negatives aspects which affect directly the
organization’s reputation and relations with partners as well. It is easy to meet employees
who talking badly (badmouthing) about their organization (Kim, Rhee, 2011). Blaming
the management’s behaviour and practice is the main reason of leaking the confidential
information to others (Kim, Rhee, 2011). Badmouthing the management, workplace and
S0 on has a very negative impact on the organization reputation or its public relation (Kim,
Rhee, 2011). Other employees tend to talk positively, spreading good news and reports

to the public outside (Kim, Rhee, 2011). “Employees’ positive or negative external


https://bproxy.bahcesehir.edu.tr:2337/author/Kim%2C+Jeong-Nam
https://bproxy.bahcesehir.edu.tr:2337/author/Kim%2C+Jeong-Nam

communication behaviour s about their organization are defined as the megaphoning
effect” (Kim, Rhee, 2011). “The likelihood of employees’ voluntary information
forwarding or information sharing about organizational strengths (accomplishments) or
weaknesses (problems)” (Kim, Rhee, 2011).

The theory of public written by grunig,2003 has explained when and why individuals
become active in communication behaviour (Kim, Grunig, 2011). People invest their
communicative resources for solving problem when they perceive this is necessary (Kim,
Grunig, 2011). The people who are actively communicating public are engaged in active
information sharing as well as information seeking (Kim, Grunig, 2011). The higher
active communicators engage in both information attending and seeking, while less active
ones engage in information attending only (Kim, Grunig, 2011). Giving passive
information is sharing of information reactively if requested in shape of opinion, ideas,
or expertise (Kim, Grunig, 2011). The information forwarder is eager to spread the
problem perception and its proposed solving (Kim, Grunig, 2011). The people tend to
behave as one of two types of communication behaviour. “Proactive information

behaviour” information seeking, forwarding, and forefending.

Passive information behaviour, information attending, sharing and permitting (Kim,
Grunig, 2011). As one becomes a more active problem solver, one’s information
selectivity evolves from unsystematic to systematic, from general to specific, and from
related to relevant.

Passive problem solvers are high only in reactive and passive information behaviour s
(i.e., information attending, sharing, and permitting), but active problem solvers are high
in all information behaviour s (e.g., in information forwarding as well as sharing) (Kim,
Grunig, 2011). Information seeking is an active communication behaviour “the planned
scanning of the environment for messages about a specified topic” (Kim, Grunig, 2011).
Information seeking described by others as ‘‘premeditated information seeking’’ (Clarke

& Kline, 1974) and ‘‘opinion-seeking’’ as an independent variable (Vishwanath, 2006).



2.1.2 Scouting

This study focus on how much the ordinary employee is eager to act alike an agent,
receive and circulate data and information. “Environmental scanning (sometimes called
environmental monitoring) is the gathering of information about publics, about reactions
of publics toward the organization, and about public opinion toward issues important to
the organization” (Dozier, 1986). Two forms of environmental scanning are adopted,
formal and informal (Kim, Rhee, 2011). Formal and informal are two environmental
scanning concepts adopted by public relation practitioners to learn what is happening in
the organization’s environment (Dozier, 1986). Environmental scanning is detecting the
turbulence affects the system stability in any organization (Dozier, 1986). Practically,
environmental scanning is sensitivity of what is going on outside (Dozier, 1986). Public
relation is much more important in turbulent, threatening environment (McElreath, 1977).
Close media contact, attending meeting, listening, reading about relevant issues are
considered as kinds of informal information gathering method (Dozier 1984a). Informal
information technique is to “keeping my eyes and ears open” for the other’s reaction to
the organization (Dozier 1984a). Formal approach of environmental scanning consists of
formal studies, surveys, opinion surveys, specialist in public relation to get the public’s
information (Dozier 1990). In an informal approach of environmental scanning consist of
phoning people, talking to talking to public, reading newspaper, and other media facilities
(Dozier 1990).

Informal environmental scanning technique decreases the cost ot gathering information,
widens the scope and enrich the information quality (Kim, Rhee, 2011). Personal sources
and relationship provides the organization the most important information (Stoffels,
1994). The public outside the organization is considered as source of strategic
information (Grunig 2000). Getting the strategic information can be through internal or
external sources, and can be provided personally or impersonally (Grunig, 2000). The
individual employee plays a role of detecting the important information better than the
public relation staff some time (Kim, Rhee, 2011). It is found that personal external
sources are more useful than impersonal internal sources (Chang’s, 2000). The
information seeking from informal sources and external contacts are as crucial as formal
organized procedures (Kim, Rhee, 2011). In this research the environmental scanning

method will be conducted by a nonsocialist people spontaneously. In terms of scouting



(environmental scanning), the individual employee with his/her volunteered information
behaviour tends not only to attending, seeking the information, but sharing the gathered
information with the organization. (Kim, Rhee, 2011). Through megaphoning and
scouting conceptualizing the microboundary spanning could be conceptualized (Kim,
Rhee, 2011).

2.2 ORGANIZATIONAL CULTURE

Natural culture values were determined by Geert Hofstede in 1980. Hofstede surveyed
116000 IBM employees in 40 countries. As a result of his study, it was found that five
value dimensions determine the national culture (Robbin and Judge, 2012). Power
distance Individualism versus collectivism, Uncertainty, Masculinity versus femininity,
Long-term versus short-term orientation are the adopted dimensions as culture values. In
definition, power distance is he extent to the lower powerful member of organization
expect and accept the power to be distributed unequally (Hofstede, 1980). Masculinity
refers to the men roles’ domination on the traditional and modern society (Hofstede,
1980). Individualism means the degree that people prefer to act as individual’s not group
(Hofstede, 1980). In other words, the individual’s benefit is the priority (Robbin and
Judge, 2012).

Uncertainty avoidance is the degree to which people tend to prefer structured to
structured, clear to ambiguous, and how much readily accept changes (Hofstede, 1980).
Long-term orientation is the degree which people seeking the future’s result while the
short-term oriented culture seeking the immediate result (Hofstede, 1980). Hofstede’s
study culture values are considered the dominant metric of culture (Yoo, Donthu,
Lenartowicz, 2011). Variation analysis between cultures was done by Geert Hofstede in
1980s and the study result adopted as one of the most referenced approach in terms of
cultures (Robbin and Judge, 2012). The dimensions adopted by Hofstede cover major
culture conceptualizations which developed and studied over decades (Yoo, Donthu,
Lenartowicz, 2011). There culture’s dimensions are well captured in Hofstede’s typology
(Clark, 1990). There is a strong relation between the culture’s dimension and international
business and customer’s behaviour (Soares, Farhangmehr, and Shoham, 2007). However,

Hofstede studied focused on the national level not the individual ones. This encourage



others scholars to conduct a research to cover this gap and assess the culture dimensions
at the individual levels. Some scholars such as (Yoo, Donthu, Lenartowicz, 2011)
(Dorfman and Howell, 1988), (Erdem, Swait, and Valenzuela, 2006), (Furrer, Liu, and
Sudharshan, 2000) and (Sharma 2010) conducted studies for measuring Hofstede
dimensions at individual level so the measurement for individual could be much more

reasonable.

Yoo, donthu, and lenartowicz measured Hofstede’s dimensions of dultural values at the

Individual Level developed their own culture value scale (CVSCALE).

2.2.1 Power Distance

The definition of Power distance according to Hofstede (1980, 2001) is “the extent to
which the less powerful members of institutions and organizations within a country
expect and accept that power is distributed unequally”. Robbin and judge also added
definition on the power distance to be “the degree to which people in a country accept
that power in institutions and organizations is distributed unequally” (Robbin and judge
pagel50, 2005, 2009, 2011, 2013).

Power distance is level of inequality existing in the organizations (Hofstede, 2005).
Hofstede, 2005 added, power distance dimension has an implication on the managerial
practices within the organization. With high power distance the employee is expected to
follow the high-level management order without questioning. While low power distance
index more democratic climate is prevailing and the employees are expected to be much
more involved in making decision (Hofstede, 2005). In high power distance culture and
despite acceptance of inequality, trust between managers and subordinates would affect
work processes even informally (Santilli, 2010). In high power distance culture there are
a strong tendency to accept the managerial authorities and decision made by the
supervisors, while in the low power distance culture the interpersonal relation, employee
empowerment is the prevailing status (Santilli, 2010). Centralization or de-centralization
of power in any organization is considered as a significant indicator of power distance
index (Hofstede, 2001). Organization’s advantages for becoming a considerable
competitor in the market cannot be achieved effectively unless enriching the employee’s

knowledge and involved her/him in decision-making process which is already reflect low
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power distance index in the organization (Wech, 2002). Furthermore, power distance
plays a significant role in the employee’s responses to the different circumstances

prevalent at work (Gelfand, Erez, &Aycan, 2007; Kirkman, Lowe, & Gibson, 2006).

So many different studies focused on relation between the power distance as a culture
value and another dimension in term of business, public relation and organizational
behaviour as well. (Furrier et. Al, 2000) studied the conceptual link between the
Hofstede’s culture dimensions and service quality dimensions developed by Parsuraman,
Zethamal, and Berry (1985). In addition, the link between powerful customers and weak
service providers in luxury hotel and the influence of the power distance on this relation
tested by (Matila, 1999).

(Donthu and Yoo, 1998) Argued that the customers in high power distance culture have
less quality service expectation form those in the low power distance one. Plus, in terms
of marketing field the seller are more powerful than buyers in high power distance
measures culture according to the study conducted by (Frazier, Gill, and Kale 1989). The
differences between the powerful and less powerful people are visible in terms of all life
level and social class such as education, occupation and so forth. In the society with high
power distance, the people view outsiders as threat, so less inclination towards trusting

relationship (Kale and Barnes, 1992).

2.2.2 Symmetrical Communication Effort

Internal communication model is considered a key factor which has a significant impact
on the relationship between the organization and its employees (Jo & Shim, 2005; H.
Kim, 2007; Robertson, 2003; Welch & Jackson, 2007). Grunig (1992) proposed
symmetrical and asymmetrical communication concepts and developed a communication
audit survey that used measures of either types of communication. In addition, many
different studies covered this side of internal communication such as those conducted by
(H. Kim, 2007; Moon & Rhee, 2008; Rhee, 2008b). Grunig (1989) characterized the
symmetrical communication behaviour by trust, openness, credibility, horizontal
communication feedback and so forth. In contrast, Grunig (1992) defined the
asymmetrical communication that which tends to be as a one-way, top-down, vertical

communication style. Asymmetrical communicators according to (Sriramesh & White,
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1992) are more likely to be autocratic with littles space for autonomy. There is a positive
relationship between symmetrical internal communication and the employee’s trust,
empowerment, and satisfaction (Jo & Shim, 2005; Liden, Wayne and Sparrowe, 2000;
Smidts, Pruyn & Riel, 2001; Spreitzer, 1995). Symmetrical internal communication is
two-way communication. The aim of this communication to get mutual benefit for the
both parties, organization and employee (Kim &Rhee, 2011). Symmetrical internal
communication affects and contribute positively to relationship outcomes (Kim &Rhee,
2011). Supportive Employee’s communication behaviour s enhanced by a good employee
engagement and the turnover intention reduces as well (Kang& Sung, 2017). The study
shows that symmetrical communication leads to positive ECB (Kang& Sung, 2017). The
managers are asked for listening, participation, involving, and provision information to
employees (Kang& Sung, 2017). Various relationship strategies should be adopted by the
managers in their communications with the employees (Kang& Sung, 2017).
Symmetrical communication means, open system, equality, autonomy, innovation and
path to understanding (Gmnig and White, 1992). Asymmetrical communication in
contrast tend to change attitudes or behaviour s of person, organization or the entire
system and the work climate tends to be more close and internal oriented (Gmnig and
White, 1992).

Symmetrical communication carries a large positive effects on employee-organization
relationship which already leads to employ engagement and advocacy for his organization
(Men, L.R2014). Through internal communication the employees share information,
build relationship and construct the organizational culture and values (Berger, 2008).
Internal communication according to (Berger, 2008) is ‘‘helps individuals and groups
coordinate activities to achieve goals, and [is] vital in socialization, decision-making,
problem-solving, and change-management. Quality of employee-organization
relationship and positive employee communication behaviour (ECB) (Kim & Rhee,
2011). Participative organizational culture and power symmetry facilitate and enhance
the organization’s internal communication (L. A. Grunig, J. E. Grunig, and Dozier, 2002).
The communication shape weather it was symmetrical or asymmetrical the follower’s
perception (Holladay and Coombs, 1993). Two-way interpersonal communication
channels (symmetrical) during meeting, group discussion, problem-solving sessions more

effective than direct orders, top-down commands in terms of employee-management
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relationships (Cameron and McCollum, 1993). Symmetrical communication describes
how individuals, organizations adjust the thinking way and behaviour instead of
controlling over the other’s thinking or behaviour (L. A. Grunig et al., 2002). Symmetrical
communication model adopts understanding, collaboration and long-term mutually
beneficial relationship (L. A. Grunig et al., 2002). According to J. E. Grunig & L. A.
Grunig, (2011) Internal symmetrical communication in the organization enhances
employee-empowerment, involvement in decision making. Thus, in such communication
model fosters a participative organization culture. In contrast, in the asymmetric
communication style the management control the employees for its own goals. This kind
of communication is associated with centralized organizational culture with small free
space for offering input from the employees’ side (J. E. Grunig, 1992; L. A. Grunig et al.,
2002).

2.3 HYPOTHESES AND RESEARCH MODEL

Six hypotheses as a whole have been proposed in this study. Three ones used to study and
analyse the impact of organizational culture represented by one dimension which is power
distance on the Employees’ communication behaviour ECB represented by megaphoning

(Positive/Negative) and scouting effect. While the remaining three hypotheses were
proposed to study the impact of internal communication approach represented by

Symmetrical/Asymmetrical communication  behaviour on the Employees’

communication behaviour ECB represented by megaphoning (Positive/Negative) and
scouting effect. The research model diagram in the Table 2.1.
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Figure 2.1: Research model diagram

Independent Dependent
Variables Variables

Megaphoning Positive

Wl
Power Distance Megaphoning Negative
w3
QA
&
Symmetrical |6 X
Communication Effort [ Scouting

Table 2.1: Research hypothesis

Hi

Employees in organizations with higher power distance are less likely to

engaging in forwarding and sharing organizational accomplishments to external

publics (megaphoning/ positive effect).

H-

Employees in organizations with higher power distance are more likely to
engaging in forwarding and sharing organizational problems to external publics

(megaphoning/negative effect).

Hs

Employees in organizations with higher power distance are less likely to

engaging in scouting.

Ha

Employees in organizations with symmetrical communication behaviour are

more likely to engaging in forwarding and sharing organizational

accomplishments to external publics (megaphoning/ positive effect).

Employees in organizations with symmetrical communication behaviour are less

Hs | likely to engaging in forwarding and sharing organizational problems to external
publics (megaphoning/negative effect).
o Employees in organizations with symmetrical communication behaviour are
6

more likely to engaging in scouting.
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3. DATA AND METHOD

3.1 DATA COLLECTION

A questionnaire survey was the adopted research instrument for collecting data.
Structured questions were asked to the respondent to select the answer from a given set
of choices. The survey was administered over the internet using interactive survey.
Google form questionnaire templet form was selected to develop the survey. It is very
common tool which is used widely in preparing surveys due to its simple characteristic
utilities for both developer (researcher) and user (participant). An electronic mail
including a summary of the research, researcher information in addition to some
motivational phrases in order to encourage the employee to participate the survey. Three
links with three different languages were attached in the same email so the respondent

can participate with his native language or the English one as a common language.

3.2 SAMPLE

437 respondents from 25 organizations based on OCHA list and the most popular
international and Turkish NGOs/INGOs were targeted randomly to filling out the
questionnaire. The targeted organization has at least 20 employees so an obvious
organizational structure and culture is clear. The questionnaire was developed in three
languages and sent in three different links because the most of the targeted organization
including one, two or all of those three languages speakers. Basically, the international
organizations (INGO) include English speakers who are working as foreigner employees
in addition to Turkish and Arabic ones. While in the Turkish NGOs Turkish and Arabic
speakers are the dominant ones. The targeted participants are from the all level of the
employees except of the head of the organization CEO. The participants were encouraged
to distribute the questionnaire so it reaches the largest number of the employees which
could enhance the study efficiency and reliability. In addition, the participants were asked
to leave their personal email so they can get the study results after finalizing the entire

researching process.
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The targeted participants were also encouraged in every occasion such as meeting,
training, interview, workshops, phones so they can be motivated to fill the questionnaire
and assist in distributing it. The data had been collected over two months and a half.
During this time, following up and tracking process were strongly present in all steps and
stages to encourage and assure the employees to participate and share the questionnaire
to others. The construct’s items were basically written in English. Then, they were
translated to Turkish language and revised by the advisor. Additionally, the questionnaire
also was translated and revised into Arabic language by English — Arabic professional

academicals translators.

3.3PILOT TESTING (PRE-TEST)

Pre-testing process was conducted to a sample of 30 participant in order to detect the
potential problems if any. The survey was distributed to make sure that it is free from any
imperfection from technical side. On the other hand, the pilot testing process was very
important to ensure that the variables are reliable. During testing this sample some issues
emerged such as some questions were not in “required” status so some missing values
appeared. In addition, two essential comments led the researcher to add to additional
boxes in the questionnaire. The first one was to add at the end of each construct item’s
question a box for the participant comments and recommendations. The other comment
was to ask the participant to add his personal email if he/she is willing to get the study

results at the end of the research.

3.4 DATA ANALYSIS

IBM SPSS program has been used for data analysis. Quantitative descriptive analysis has
been conducted in order to statistically describe, aggregate and present the constructs of
interest. In addition, statistical testing for hypotheses has been conducted to verify the
proposed hypothesis. Analysis started with exploratory factor analysis in order to verify
the validity of the used items and make sure of the questionnaire adequacy. On the other
hand, reliability for each variable has been conducted to make sure that all studied
variables are reliable and the consistency of the questionnaire is achieved. Bivariate

Pearson correlation analysis has been conducted to measure the relationship between the
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studied variables. To assess prediction of the independent variables on the dependent
ones, multiple linear regression analysis conducted so the hypothesis testing result
concluded as well. the last analysis conducted to measure the gender and organization’s

origin was multivariate analysis of variance MANOVA.

3.4.1 Data preparation

The collected data has been converted into excel spread sheet and then exported to the

SPSS program to be analyzed in the next stage.

3.4.2 Coding Methodology

The research variables were coded as follows to be analyzed on SPSS. All variables were
given numbers according to the categories it belongs to. So, in terms of gender male was
coded “1” with female “2”. While under marital status, the single coded with 1 and
married 2. Regarding the education level, they were coded from 1 for the primary school
until 5 for the PhD degree. In addition, the assistant took 1, officer 2, coordinator 3,
manager 4, and other 5 under the position category. Turkish organization coded with 1,
while international ones coded with 2. Regarding the Likert scales which measures the
main study’s construct, the coding was 1 for strongly disagree, 2 disagree, 3 neutral, 4

agree, and 5 strongly agree as it is mentioned in the table below:

3.4.3 Factor Analysis

As a verification process of the validity of the questionnaire structure, factor Analysis test
has been conducted. Bartlett's test was significant (p < .001). For the data of this study,
KMO-= .88 which is considered high so the sample adequacy is high. On the other hand,
Bartlett's test result with (P<0.05) indicated the validity and suitability of collected
responses. In the Table 3.1 KMO and Bartlett’s values is shown.

Table 3.1: KMO and Bartlett's Test

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .888
‘Approx. Chi-Square 6431.386
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Bartlett's Test of Df 465
Sphericity Sig. .000

The Principal Component Analysis procedure was used to extract the factors from the
variable data. However, five factors were extracted. These factors can explain 57.52 % of

all the variable variances. Table 3.2 shows the result as follows.

Table 3.2: Extraction Sums of Squared

Total Variance Explained

Total % of Variance | Cumulative %
1 5.309 17.127 17.127
2 3.406 10.989 28.116
3 3.177 10.248 38.364
4 3.137 10.118 48.482
5 2.800 9.034 57.516

Table 3.3: Rotated Component Matrix

Rotated Component Matrix®
Component
Scouting Sym.met-rical 3 4 5
Communication Effort
SC_06 .811
SC_05 792
SC_03 774
SC_02 733
SC_08 711
SC_04 .706
SC 07 701
SC 01 .673
SE_04 783
SE 06 719
SE 01 673
SE_03 .660
SE_02 647
SE 05 634
MN_04 811
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MN_02 800

MN_03 .789

MN_05 739

MN_01 579

MP_07 74

MP_06 735

MP_05 .700

MP_04 555

MP_02 518

MP_03 495

MP_01 436

PD 02 838

PD 01 .790

PD_05 743

PD_03 .667

PD 04 554

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.?

a. Rotation converged in 6 iterations.

3.4.4 Reliability

Univariate analysis of a single variable to describe the general properties of each studied
variable has been conducted. Frequency distribution, central tendency, reliability and

dispersion are the most common parameters which have been described in the analysis.

3.4.4.1 Power Distance

Scales adopted by Boonghee Yoo, Naveen Donthu, and Tomasz Lenartowicz (2011) to
assess the Hofstede’s culture dimension at the individual level. CVSCALE is the short of
individual culture value scale. There are five items developed, tested and validated. All
items were evaluated using five-point Likert-type scales anchored as 1=strongly disagree,

2 disagree, 3=neutral, 4=agree, and 5 strongly agree as shown in Appendix-01).

On average, the prevailing culture is likely to be at low to moderate power distance level
(Mean = 2.73, SD = 0.85). The reliability score was fairly high (Cronbach’s alpha =
0.788). The results are shown in Table 3.4 and Table 3.5.
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Table 3.4: Descriptive statistics of power distance variable

Descriptive Statistics

N Mean Std. Deviation

Power_Distance 437 2.7355 .85807

Valid N (listwise) 437

Table 3.5 Reliability of power distance variable

Reliability Statistics

Cronbach's .
Cronbach's Alpha Based on Standardized Items N of Items
Alpha
.788 .785 5

3.4.4.2 Symmetrical Communication Effort

In this study, the scales adopted by Jeong-Nam Kim and Yunna Rhee (2011) to measure
the internal symmetrical relationship between the organization and the employee. Six
items developed, tested and validated to measure and evaluate the employee-organization
symmetrical relationship. The all items were evaluated using five-point Likert-type scales
anchored as 1=strongly disagree, 2 disagree, 3=neutral, 4=agree, and 5 strongly agree (see
Appendix-01). from the analysis result, the relationship between the employees and their
managers are more likely to be symmetrical (Two-way communication) (Mean = 3.4, SD
= 0.819). the reliability score was fairly high (Cronbach’s alpha = 0.823). The results are
shown in Table 3.6 and Table 3.7.

Table 3.6: Descriptive statistics/Symmetrical communication effort

Descriptive Statistics

N Mean Std. Deviation
Symmetrical_Communicatin_Effort 437 3.4066 .81913
Valid N (listwise) 437
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Table 3.7: Reliability/Symmetrical communication effort

Reliability Statistics

Cronbach's .
Cronbach's Alpha Based on Standardized Items N of Items
Alpha
.823 .823 6

3.4.4.3 Employee Communication Behaviour (ECB)

In this study, the scales adopted by Jeong-Nam Kim and Yunna Rhee (2011) to measure
positive megaphoning, negative megaphoning, and scouting effect. Seven items
developed, tested and validated to measure and evaluate the employee’s tendency to
share, forward and distribute positive information to outsiders (positive megaphoning).
Five items were used to measure the employee’s tendency to sharing a negative
information of their organization to the outsiders. In addition, eight items were used to
measure the employee’s willingness to gather important and critical information from
outside to the organization and management staff. All items were evaluated using five-
point Likert-type scales anchored as 1=strongly disagree, 2 disagree, 3=neutral, 4=agree,

and 5 strongly agree (see Appendix-01).

On average, the participants were likely to share and participate positively to their
organization (Mean = 3.45, SD = 0.75). The reliability score was high (Cronbach’s alpha
= 0.839). The results are shown in Table 3.8 and Table 3.9.

Table 3.8: Descriptive statistics/Megaphoning positive

Reliability Statistics

Cronbach's .
Cronbach's Alpha Based on Standardized Items N of Items
Alpha
.839 842 3
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Table 3.9: Reliability/Megaphoning positive

Descriptive Statistics
N Mean Std. Deviation
Megaphoning_Positive 437 3.4479 75118
Valid N (listwise) 437

On average, the participants were likely not to share and participate negative aspect of to
their organization (Mean = 2.06, SD = 0.77). The reliability score was high (Cronbach’s
alpha = 0.82). The results are shown in Table 3.10 and Table 3.11.

Table 3.10: Descriptive statistics/Megaphoning negative

Descriptive Statistics

N Mean Std. Deviation
Megaphoning_Negative 437 2.0600 17718
Valid N (listwise) 437

Table 3.11: Reliability/Megaphoning negative

Reliability Statistics

Cronbach's Alpha Based on
Standardized Items
.821 .818 5

Cronbach's Alpha N of Items

On the other hand, the participants showed a high eagerness to gather the information
from public and outside in general which could affect the organization strategy (Mean =
3.48, SD = 0.85). The reliability score was quite high (Cronbach’s alpha = 0.9). The
results are shown in Table 3.12 and Table 3.13.
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Table 3.12: Descriptive statistics/Scouting

Reliability Statistics

Cronbach's Alpha

Cronbach's Alpha Based on Standardized
Items

N of Items

.905

.905

Table 3.13: Descriptive statistics/Scouting

Descriptive Statistics

N Mean Std. Deviation
Scouting 437 3.4851 .85373
Valid N (listwise) 437
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4. FINDINGS

4.1 DEMOGRAPHICS ANALYSIS

In this study 437 employees were surveyed. The participants gave their feedback through
filling out the distributed questionnaire. Out of 437 respondent, 71.4% (n = 312) were
male, and 28.6% (n = 125) were female. The results are shown in Table 4.1 and Figure
4.1.

Table 4.1: Gender frequency

Gender
Frequency Percent Valid Percent Cumulative Percent
Male 312 71.4 714 714
valid Female 125 28.6 28.6 100.0
Total 437 100.0 100.0

Figure 4.1: Gender Frequency

Gender

BMale
[ |Female

The age ranges from 25-34 years old was the prominent age so the young people were the
dominant class in those organization with 65.7% (n = 287) whereas the old employee with
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age range over 55 years old was just 0.7% (n=3) and the age range form 35-44 was 22%

(n=96). The results are shown in Table 4.2 and Figure 4.2.

Table 4.2: Age
Age
Frequency Percent Valid Percent Cumulative Percent
18-24 29 6.6 6.6 6.6
25-34 287 65.7 65.7 72.3
35-44 96 22.0 22.0 94.3
Valid
45-54 22 5.0 5.0 99.3
55-64 3 N4 7 100.0
Total 437 100.0 100.0
Figure 4.2: Age
&0
:,E: a0
2
o 65.66%
20
2197%
I—I -0.69%
. 6.64% I5_03%I
18-24 25-34 35-44 45-54 55-64
Age

78% (n = 342) of the employees was married while 21.7% (n = 95) of them were singles.

The results are shown in Table 4.3 and Figure 4.3.

Table 4.3: Marital Status frequency

Marital Status

Frequency | Percent | Valid Percent Cumulative Percent
) Single 95 21.7 21.7 21.7
Valid .
Married 342 78.3 78.3 100.0
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| | Total 437 100.0 100.0

Figure 4.3: Marital Status

Percent

Single Married
Marital Status

Regarding the education level, the highest proportion of the employees were from
bachelor’s degree 77.8% (n = 340), then master degree 14% (n = 61), then secondary
school employees with 24% (n = 24), then primary school 1.6% (n = 7) and PhD degree

1.1% (n = 5) with the lowest two proportion. The results are shown in Table 4.4 and
Figure 4.4.

Table 4.4: Education Statistics

Education
Frequency Percent Valid Percent Cumulative Percent

Primary School 7 1.6 1.6 1.6

Secondary School 24 5.5 5.5 7.1

Valid Bachelor's Degree 340 77.8 77.8 84.9
Master Degree 61 14.0 14.0 98.9
PhD Degree 5 1.1 1.1 100.0

Total 437 100.0 100.0
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Figure 4.4: Education

Education
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The employee’s position ranged from 32% (n = 142) for the officers, 19.5% (n = 85)
coordinators, 15.6% (n = 68) managers, 11.9% (n = 52) assistant, and 20.6% (n = 90)
mentioned others (The others means either team member or team leader). The results are

shown in Table 4.5 and Figure 4.5.

Table 4.5: Position Statistics

Position
) Cumulative
Frequency Percent | Valid Percent
Percent
Assistant 52 11.9 11.9 11.9
Officer 142 32.5 32.5 44.4
) Coordinator 85 19.5 19.5 63.8
Valid

Manager 68 15.6 15.6 79.4
Other 90 20.6 20.6 100.0

Total 437 100.0 100.0
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Figure 4.5: Position

Position
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Position

62.2% (n = 272) of the participants were employee in the Turkish organizations, while

37.8% (n = 165) working in international ones. The results are shown in Table 4.6 and
Figure 4.6.

Table 4.6: Organization Origin statistics

Organization Origin

. Cumulative
Frequency Percent Valid Percent
Percent
Syrian/Turkish Organization 272 62.2 62.2 62.2
Valid International Organization 165 37.8 37.8 100.0
Total 437 100.0 100.0
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Figure 4.6: Organization Origin
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4.2 Correlation

The hypothesis proposed between the different variables were analyzed and tested.
Bivariate Analysis has been used to examine the relationship between the studied
variables. Through this manner the strength of the relationship between those variables
were determined. The correlation between the variables for the proposed hypothesis were
as shown in the (Table 4.7).

Table 4.7: Correlations

Correlations
Power_D | Symmetrical_Commu | Megaphoning | Megaphoning
istance nicatin_Effort Positive Negative Scouting
Power_ | Pearson 1 -.218™ .038 217 .035
Distance | Correlation
Sig. (1-tailed) .000 217 .000 234
N 437 437 437 437 437
Symmet | Pearson -.218™ 1 438" -.206™ 4397
rical_Co | Correlation
mmunic | Sig. (1-tailed) .000 .000 .000 .000
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atin_Eff [N 437 437 437 437 437
ort
Megaph | Pearson .038 438" 1 -.210™ .621™
oning_P | Correlation
ositive | Sig. (1-tailed) 217 .000 .000 .000
N 437 437 437 437 437
Megaph | Pearson 217 -.206™ -.210™ 1 -.053
oning_N | Correlation
egative | Sig. (1-tailed) .000 .000 .000 133
N 437 437 437 437 437
Scouting | Pearson .035 4397 621" -.053 1
Correlation
Sig. (1-tailed) 234 .000 .000 133
N 437 437 437 437 437
**_Correlation is significant at the 0.01 level (1-tailed).

There was a slightly positive correlation between the power distance variable and
megaphoning positive effect. Pearson correlation is r(437)= (0.038), p>0.05. As a result,
the correlation is insignificant positive correlation as it is shown in the (Figure 4.1).

By testing the relation between the power distance level and megaphoning negative effect,
the Pearson correlation was positive r(437)= (0.217), p<0.05. Consequently, there was a
significant positive correlation between the level of power distance and megaphoning
negatively about the organization. So, megaphoning negatively tends to increase with

increasing the level of the power distance level.

By testing the correlation between level of power distance and scouting effect, the
Pearson correlation was slightly positive r(437)= (0.035), p>0.05. As a result,
insignificant positive correlation between the level of power distance and scouting is

prevailing as it is shown in the (Figure 4.3).

By testing the correlation between level of symmetrical communication effort and
megaphoning positively, the Pearson correlation was positive r(437)= (0.438), p<0.05.
consequently, there was a significant positive correlation between the level of
symmetrical communication effort and megaphoning positively for the organization. So,
the positive megaphoning tends to increase with increasing the symmetrical

communication behavior in the organization. As a result, the employees in the
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organizations with symmetrical communication behavior tended to sharing and

forwarding the positive aspect of their organization as it is shown in the (Figure 4.4).

By testing the correlation between level of symmetrical communication effort and
megaphoning negatively, Pearson correlation was negative r(437)= (0.-206), p<0.05.
consequently, there was a significant negative correlation between the level of
symmetrical communication effort and megaphoning negatively for the organization. So,
negative megaphoning effect tends to decrease with increasing the symmetrical
communication behaviour in the organization. As a result, the employees in the
organizations with high symmetrical communication behaviour were less likely to sharing
and forwarding the negative aspect of their organization as it is shown in the (Figure 4.5).
By testing the correlation between level of symmetrical communication effort and
scouting effect, the Pearson correlation was positive r(437)= (0.439), p<0.05.
consequently, there was a significant positive correlation between the level of
symmetrical communication effort and scouting for the organization. So, the scouting
effect tends to increase with increasing the symmetrical communication effort. As a
result, the employees in the organizations with symmetrical communication behaviour
were more likely to make an environmental scanning and gather the important
information which affect directly the organization strategy. The (Figure 4.6) shows the

correlation between symmetrical communication effort and scouting.

4.3 Multiple Linear Regression

4.3.1 Megaphoning Positive

Based on the model summary in the (Table 4.8), the R squared value is 0.21, which is
about 21 percent. This means that 21% of dependent variable Megaphoning positive can

be interpreted by symmetrical communication effort and power distance variables.

Table 4.8: Model Summary/Megaphoning Positive

Model Summary

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

1 4592 210 .207 .66909
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Power_Distance

a. Predictors: (Constant), Symmetrical_Communicatin_Effort,

In the (Table 4.9) below, there is strong evidence that B is not equal to zero and there is

an indication that applied regression model predicts the megaphoning positive variable.

In other words, the model is good and fit the data.

Table 4.9: ANOVA Model Summary/Megaphoning Positive

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 51.730 2 25.865 57.776 .000°
Residual 194.292 434 448
Total 246.021 436

a. Dependent Variable: Megaphoning Positive

b. Predictors: (Constant), Symmetrical Communicatin_Effort, Power Distance

Based on the regression coefficient in the (Table 4.10), the symmetrical communication

effort variable and power distance are considered as significant predictors of

megaphoning positively, as well as determine that both symmetrical communication

effort and power distance have significant contribution to the regression model.

Table 4.10: Multiple regression coefficient analysis/Megaphoning Positive

Coefficients?

Unstandardized

Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.650 192 8.596 .000
Power Distance 122 .038 .140 3.196 .001
Symmetrical_Communicatin_Effort 429 .040 468| 10.713 .000

a. Dependent Variable: Megaphoning Positive

4.3.2 Megaphoning Negative

According to the model summary in the (Table 4.11), the R square value had gain 0.074,

which is about 7.5 percent. This means that 7% of dependent variable of Megaphoning
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negative can be interpreted by power distance and symmetrical communication effort

dimensions.

Table 4.11: Model Summary/Megaphoning Negative

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 2718 074 .069 .74980

Power Distance

a. Predictors: (Constant), Symmetrical_Communicatin_Effort,

In the (Table 4.12) below, there is strong evidence that B is not equal to zero and there is

an indication that applied regression model predicts the megaphoning negative variable.

In other words, the model is good and fit the data.

Table 4.12: ANOVA Model Summary/Megaphoning Negative

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 19.356 2 9.678| 17.215 .000°
Residual 243.993 434 562
Total 263.349 436

a. Dependent Variable: Megaphoning_Negative

b. Predictors: (Constant), Symmetrical Communicatin_Effort, Power Distance

Based on the regression coefficient in the (Table 4.13), the symmetrical communication

effort variable and power distance are considered as significant predictors of

megaphoning negatively, as well as determine that both symmetrical communication

effort and power distance have significant contribution to the regression model.

Table 4.13: Multiple regression coefficient analysis/Megaphoning Negative

Coefficients?

Model

Unstandardized
Coefficients

Standardized
Coefficients

Sig.
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B Std. Error Beta
1 (Constant) 2.149 .215 9.986 .000
Power Distance 164 .043 181 3.823 .000
Symmetrical_Communicatin_Effort -.158 .045 -.166| -3.510 .000

a. Dependent Variable: Megaphoning_Negative

4.3.3

Scouting

According to the model summary in the (Table 4.14), the R square value is 0.21, which

is about 21 percent. This means that 21% of dependent variable of scouting can be

interpreted by and symmetrical communication effort and power distance dimensions as

it is shown below in the Table 4.14.

Table 4.14: Model Summary/Scouting

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 4592 210 .207 .76041

a. Predictors: (Constant), Power_Distance,
Symmetrical_Communicatin_Effort

In the (Table 4.9) below, there is strong evidence that B is not equal to zero and there is

an indication that applied regression model predicts the scouting variable. In other words,

the model is good and fit the data.

Table 4.15: ANOVA Model Summary/Scouting

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 66.828 2 33.414 57.787 .000°
Residual 250.950 434 578
Total 317.778 436

a. Dependent Variable: Scouting

b. Predictors: (Constant), Power Distance, Symmetrical Communicatin_Effort

Based on the regression coefficient in the (Table 4.16), the symmetrical communication

effort variable and power distance are considered as significant predictors of scouting, as
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well as determine that both symmetrical communication effort and power distance have

significant contribution to the regression model.

Table 4.16: Multiple regression coefficient analysis/Scouting

Coefficients?
Standardize
Model Unstandardized Coefficients Coef:cient . Sig.
s
B Std. Error Beta
1 (Constant) 1.449 .218 6.639| .000
Symmetrical_Commu 488 .046 469 10.720| .000
nicatin_Effort
Power_Distance 136 .043 137 3.135| .002
a. Dependent Variable: Scouting

44 TESTING HYPOTHESIS

In H1, the power distance level had a positive impact on the megaphoning positive (B =
0.14, p>0.05) which contradict the proposed hypothesis that megaphoning positively
decreasing with increasing the level of power distance. As a result, the employees in the
targeted organizations with high power distance tended to share and forward positive

aspect of the organization so the proposed hypothesis is not supported.

In H2, the power distance level had a positive impact on the megaphoning positive ([ =
0.181, p>0.05) which match the proposed hypothesis that megaphoning negatively
increasing with increasing the level of power distance. As a result, the employees in the
organizations with high level of power distance tended to sharing and forwarding the

negative aspect of their organization and the proposed hypothesis is supported.

In H3, the power distance level had a positive impact on the scouting effect (R = 0.137,
p>0.05) which contradict the proposed hypothesis that scouting is decreasing with
increasing the level of power distance. As a result, the employees in the targeted
organizations with high power distance tended to gather information interest their

organization so the proposed hypothesis is not supported.
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In H4, the symmetrical communication effort had a significant positive impact on the
megaphoning positive (8 = 0.468, p>0.05) which match the proposed hypothesis that
megaphoning positively increasing with increasing the level of symmetrical
communication effort. As a result, the employees in the organizations with high level of
symmetrical communication effort tended to sharing and forwarding the positive aspect
of their organization so the proposed hypothesis is supported.

In H5, the symmetrical communication effort had a negative impact on the megaphoning
negatively (B =-0.166, p>0.05) which matches the proposed hypothesis that megaphoning
negatively increasing with increasing the level of symmetrical communication effort. As
a result, the employees in the organizations with symmetrical communication effort

tended to sharing and forwarding the negative aspect of their organization so the proposed

hypothesis is supported.

In H6, the symmetrical communication effort had a significant positive impact on the
scouting effect (8 = 0.469, p>0.05) which match the proposed hypothesis that scouting
increases with increasing the level of symmetrical communication effort. As a result, the

hypothesis is supported.

The (Table 4.17) below shows the hypothesis results:
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Table 4.17: Hypothesis testing summary

# Result

H1: The higher the Power distance, the less the positive _

8=014 Rejected
megaphoning. p>0.05 g
H2: The higher the Power distance, the higher the _

8=0181 Supported
negative megaphoning. p<0.05 PP
H3: The higher the Power distance, the less the R= 0137 Reiocted
scouting. p>0.05 )
H4: The higher the symmetrical communication effort, _

8 =0.468 Supported
the higher the positive megaphoning. p<0.05 PP
H5: The higher the symmetrical communication effort, _

7 Supported
the less the negative megaphoning p<0.05 PP
H6: The higher the symmetrical communication effort, | ,_

B= O Supported
the higher the scouting. p<0.05 PP
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5. Discussion and conclusion

In this chapter a summary of the research will be described in addition to discussing the
results, limitation, and recommendation. With conclusion the study will be closed.

51 SUMMARY OF RESEARCH

Many different researches previously focused on mutual beneficial relationship between
any organization administrative staff and its employees. The researchers argued that when
this relationship is strong enough, so strategic advantages can be earned. Some employees
may market for free for the organization through voluntarily advocating, supporting,
defending as well as environmental scanning in order to get as much as possible the
information may concern the organization. Other employees may broadcast a negative
information about the organization to the public. This information is likely to be
confidential and influential on the organization and may doubling the organization
problem and threats particularly in the crises time. The good internal relationship between
the organization and the employee determines the employee’s potential behaviour, either
positive or negative. If the behaviour adopted by the employee side is positive so
obviously, increasing the strategic opportunities and decreasing the threat is the result (J.-
N. Kim, Ni, & Sha, 2008). According to research conducted previously about the factors
that affect employee communication behaviour (ECB), it is found that symmetrical
internal communication effort (one of this research’s independent variable) is a crucial
way to build and maintain a high-quality relationship with the employees and getting
significantly benefit from the employees’ communicative behaviour with outsiders (Kim
& Rhee, 2011). This study has been conducted targeting humanitarian non-governmental
organizations’ employees located in turkey to explore the impact of the organizational
culture represented by “power distance” and internal relationship model represented by
“symmetrical communication effort” on the employee’s communication behaviour

represented by megaphoning (positive and negative) and scouting.

This study comes as a part of continues effort has been made to complement similar
previous studies conducted in another field in order to enhance the awareness of

importance of adopted managerial models (culture and internal relationship) and its
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significant impact on the organization’s strategic objectives. Two main factors
hypothesized that influence the ECBs which are power distance as an essential part of
organizational culture dimension. Power distance dimension has been adopted as
independent variable. On the other hand, symmetrical communication effort which is an
essential part in terms of organization internal relationship has been adopted as another
independent variable and proposed to influence the ECBs. The study results are discussed

below in the discussion part.

5.2 DISCUSSION

As a whole, in the targeted Humanitarian NGOs for both nationality Turkish and
international one, the power distance as a one of culture dimension, symmetrical
communication effort as one of internal relationship model, and megaphoning and
scouting effects as one of employee’s communication behaviour as individual dimensions

and the prosed relationship between them has been clarified as follows:

5.2.1 Power distance

In terms of organizational culture, the both types of organizations have been relatively
low power distance index. In other words, high degree of equality is provided and the
power equally distributed between the employees and supervisors. The result implied that
the power distance index prevailing in international NGOs (Mean = 2.72, SD = 0.89)
slightly less than the power distance index in the Turkish ones (Mean = 2.74, SD = 0.83).

5.2.2 Symmetrical communication effort

In terms of internal relationship between the employees and management staff, it is found

that the communication more likely to be two-way communication.

This internal communication model is almost the same between two organizations origin,
Turkish (Mean = 3.41, SD = (.76) and the international (Mean = 3.39, SD = 0.9). This
result could give an indicator that the internal relationship between the employees and the

supervisors more likely to be a good relationship.
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5.2.3 Megaphoning positive

With respect to ECBEs, it is found that the employees in the humanitarian NGOs tend to
voluntarily broadcasting, talking positively about their organization which give a
significant strategic advantage. regarding the research result with respect to the
organization according to their culture, the Turkish organizations’ employees showed
relatively high degree of megaphoning positively (Mean =3.5, SD = 0.74). in addition,
the international organization’s employees (Mean =3.3, SD = 0.74) showed very close
results to the Turkish organization in talking positively and advocating their organization

and management.

5.2.4 Megaphoning Negative

With respect to ECBEs, it is found that the tendency to speak, broadcasting a negative in
addition to critical confidential information to the public is low. This implies that a great
advantage is given to the organization to be safe from any threats from the employees’
sides especially in the crisis situations. In comparison with previous result about
megaphoning positively, the tendency for talking positively is the more likely to be
happened rather than the negative one. Regarding the research result with respect to the
organization according to their origin, the both type of organizations’ employees showed
relatively low degree of megaphoning negatively with very close scores. (Mean =2.04,
SD = 0.74) for Turkish organization and (Mean =2.08, SD = 0.82) for the international

ones.

5.2.5 Scouting

Regarding the scouting effects, it is found that the employees as a whole in the
humanitarian I/NGOs eager to scan the environment and they are interested in getting the
information that they consider an important information and forward it in the
administrative staff. The employees in the Turkish organizations (Mean =3.55, SD =0.89)
showed a slight increase in scouting in comparison with international ones (Mean =3.37,
SD =0.85). this employees’ tendency is actually save the organization time and effort and
enable it to get the information in shortest way as well as enhance its competitive

opportunity.
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5.2.6 Hypothesis
The table below give a summary about the hypothesis testing results as follows

Table 5.1 Hypothesis summary

# Result
H1 i:oool_: Rejected
H2 Bp=<8:(1)§1 Supported
H3 B;%’;‘? Rejected
H4 B;g:ggg Supported
H5 8;8.356 2 Supported
H6 B;%’;ig Supported

Out of six proposed hypothesis, 4 ones have been supported and two ones rejected.

Regarding H1 and H3, from the result concluded. The tendency and the eagerness of the
employees either to talk positively or gathering the information from the public. This
result does not match a study result conducted by (Feng Jiang, 2011) which showed a
significant negative correlation between the power distance level and megaphoning
positive and scouting. As mentioned in the introduction that there is no absolute right or
wrong culture. This is what the people, children, employees used to do. That may be
interpreting rejecting the proposed hypothesis. So in the organization with high-power
distance level the employees may talk positively or not. So the employee may talk
negatively in low power distance organizations. In other words, the employees don’t
understand this attribute as negative aspect. In addition, the employees might be eager to
gather important and crucial information that interest the organization with high power

distance culture and maybe not.

Regarding H2, there has been a positive correlation between the power distance and
megaphoning negatively which showed harmony with the results of studied conducted

before. The employee tends to speak negatively about the organization and administration
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weak and poor aspect when the power is unequally distributed at workplace. Thus, the
employees in this humanitarian field prefer equality, communication more freely with the
supervisors. Otherwise, the impact would be negative and dangerous particularly in
presence of threats or crisis. Furthermore, confidential information show in the negative

aspect of the organization may be shared with others.

Regarding H4, it is found that the higher symmetrical communication effort encourages
higher positive megaphoning. This is an obvious evidence that the good internal
relationship in the organization encourage the employees to adopt, support and advocate
the organization and the management perspective and behave with the public outside
workplace accordingly. The study results are conforming with previous study conducted
by (Kim &Rhee, 2011) showing a positive engagement in sharing and broadcasting a
positive information about their organization to the public. Consequently, the tendency
of the organization as clarified earlier to adopt symmetrical communication model

encouraged their employees to forward positive information.

Regarding H5, it has been supported and implied that in the targeted organization
whenever the relationship between the supervisors and the employee is one-way (up-
down) communication model, the employees tended to speak negatively about the
organization. Therefore, asymmetric communication level encourages the employee to

weakened the link with their supervisors and the management strategic objective as well.

Regarding H6, it has been supported and implied that the more symmetrical the
communication, the higher tendency for scanning the environment and gathering the
information that provide a very good support for the organization over short and long-
term strategy. The study result implied a strong correlation between symmetrical internal

communication effort and scouting which conforming with (Kim &Rhee, 2011) result.

This initial goal of this study has been achieved by understanding and analysing the
prevalent relationship in the humanitarian NGOs located in Turkey since the number of
this organization significantly increasing due to Turkey strategic location near Irag, Syria

and common point between eastern and western parts of the world.
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53 LIMITATION OF THE STUDY

The number of respondents who surveyed were 437, it was good but still enlarging the
sample size is much more accurate for evaluating the results.

The study is conducted only in the NGOs in turkey so the obtained result do not work in
other places somehow.

Shortage of time one of the study limitation so extending the study to cover additional
number or aspect of the NGO.

Too few researchers conducted like this study topic on the NGOs so adopting the
secondary data as an additional resource was inapplicable.

54 IMPLICATIONS OF THE STUDY

Encouragement of the other researchers to focusing on very important emerging issues
which is role of the all employee’s behavior in communication with public to ensure the
success or the fall of the organization.

The study results may be considered as secondary date sources for the other researches
since the NGOs is not covered widely previously in the researches.

This study is considered as an initial study covering two of the factors affect the ECB,
while the upcoming studies can cover the potential rest of the influential factors.

5.5 CONCLUSION

Employee communication behaviour ECBs including megaphoning and scouting should
be ranked as one of the most crucial priorities that must be taken into account for any
humanitarian organization seeks further success, progress and development. In addition,
ECBs must be included in the public relation strategic plan as one of the most effective
factor could support, advocate and improve the organization’s reputation and competitive
opportunities. This concept must be supported by enhancing the factors affect it. Based
on this research, it is essential to prepare the suitable work environment conditions,
particularly those related to internal relation. By enhancing symmetrical communication
behaviour model this goal is most likely to be achieved. On the other hand, the employee’s
culture as a second priority should be highly considered so the employees are treated in
the right way by their supervisors and the management staff as well. Thus, the
organization could be more competitive, effective and well reputed entity. Working in

multinational organization such as our study field required us to think much more deeply
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and try to innovate proper method and tools. Finding such tools required very good
understanding for the employees’ culture so treating them accordingly. Some
recommendations have been concluded from this study to be forwarded and shared with
humanitarian field working group so help them build, improve and maintain strong

relationship with their employees and getting the desired objectives achieved.

The top-level managers should be aware of trying to be more open to the employees,
enhancing equalities at workplace, adopting two-way communication, participation of
the employees in making decision process so the part of employees which talk
negatively or at least treating issues passively could be converted to the positive side
or at least not to be in the negative side.

Adopting two-way communication models between supervisors and subordinates.
Involving the employees in making decision so they feel they are one of the
organization’s owners SO they behave accordingly inside and outside workplace.

Since the humanitarian I/NGOs including wide variety of people from different
countries and cultures, enhancing the supervisor’s empathy so they can treat their
employee’s wants and needs accordingly.
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APPENDIX-01

Demographics

Demographic Information

Gender

Male

Female

Age

18-24

25-34

35-44

45-54

55-64

65 and Over

O 0o jg|o|d

Marital Status

Married

Single

Education

Primary School

Secondary School

Bachelor's Degree

Master Degree

PhD Degree

O o|oo|g

Position

51




Demographic Information

Assistant

Officer

Coordinator

Manager

Other

O o|oo|g

Organization Origin

Syrian/Turkish Organization

International Organization
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APPENDIX-02

Scales and Items

Scale items

Likert Scale

Power Distance

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

11

People in higher positions
make most decisions
without consulting people
in lower positions.

1.2

People in higher positions
don't ask the opinions of
people in lower positions
too frequently.

13

People in higher positions
avoid social interaction
with people in lower
positions.

14

People in lower positions
don't disagree with
decisions by people in
higher positions.

1.5

People in higher positions
do not delegate important
tasks to people in lower
positions.

Symmetrical
Communication Effort

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

2.1

Most communication
between managers and
other employees in our
company can be said to be
two-way communication.

2.2

Our company encourages
differences of opinion.

2.3

The purpose of
communication in our
company is to help
managers be responsive to
the problems of
employees.
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Scale items

Likert Scale

2.4

Supervisors encourage
employees to express
differences of opinion.

2.5

Employees are usually
informed about major
changes in policy that
affect our job before they
take place.

2.6

Employees are not afraid
to speak up during
meetings with supervisors
and managers.

Megaphoning/Positive

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

3.1

Write positive comments
or advocating posting for
my organization on the
Internet.

3.2

Say good things to friends
and neighbors about
positive aspects of the
management and
company.

3.3

Routinely recommend my
organization and its
service=products to people

3.4

Attempt to persuade
people who have negative
opinions about my
organization.

3.5

Refute prejudiced or
stereotyped opinions about
my organization.

3.6

In the past, fought with
those who criticized my
organization and business.

3.7

Become upset and tend to
speak up when
encountering ignorant or
biased opinions about my
organization.
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Scale items

Likert Scale

Megaphoning/Negative

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

4.1

Post negative things about
my organization on the
Internet.

4.2

Talk about the mistakes
and problems of our
management to family and
friends.

4.3

State to friends and family
that my organization is run
more poorly than
competitors

4.4

Talk to people about the
problems of our
service=products

4.5

Agree with people who
criticize my organization.

Scouting

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

5.1

Meet and check with
suppliers and government
officials to collect new
information.

5.2

Voluntarily meet and
check with those people
who have grievances with
organization.

5.3

Voluntarily check people’s
feedback on organizational
events.

5.4

Search for new
information and subscribe
to Listserv, newsletters,
publications for
organization.

5.5

Even after working hours
contact strategic publics
and stakeholders for their
complaints and new
information and share the
information with
colleagues.
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Scale items

Likert Scale

5.6

Make extra effort to
cultivate and maintain
relationships with external
stakeholders and strategic
publics.

5.7

Meet people who work for
similar businesses and
check rumors and news
about organization or
business.

5.8

Start conversation or give
information to relevant
colleagues about new
trends or unusual signals
related to work.
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APPENDIX-03

Questionnaire/English

Questionnaire/Employee's Communication Behavior
* Required

General Information

You are kindly invited to participate in this questionnaire as a part of study which is being conducted by
"Amjad Banialmargah" in Bahgegehir University under supervision of "Dr. Ibrahim Cetinkaya".

The guestionnaire includes 31 short questions. The estimated time to finalize filling this questionnaire is
10 minuets.

Your responses will be confidential and your participation in this project is anonymous, so
no need for mentioning your name.

Mentioning the name of the organization is optional.

The collected data will be used for an academical research.

There are no risks associated with your participation in this que stionnaire.

Participation in this questionnaire is voluntary. You may refuse to participate or withdraw at any time

without any penalty or loss of benefits.

Contacts

Armjad Banialmargah: Amjadbenyalmaroah@gmail.com
Dr. ibrahim Cetinkaya: |brahimcetinkaya@hatmail.com
BAU: bahcesehiniversite sidha01 kep r

Thanks In Advance For Your Participation

Demographic Information - (Section 10f 6)

x,_?.)
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1. Gender*
Mark only one oval.

() Male

C) Female

2. Age *
Mark only one oval.

() 18-24

/

() 2534
() 35-44
() 4554

(:) 55-64

\

() 65and Over

3. Marital Status *
Mark only one oval.

() Married

() single

4. Education *
Mark only one oval.

() Primary School

)
~—

O

)
)
() Master Degree

\

(:) PhD Degree

Secondary School

Bachelor's Degree

5. Position *
Mark only one oval.

i

() Assistant
— A
() Officer
™\

() Coordinator

() Manager
() Other

6. Organization Origin *
Mark only one oval.

() Syrian/Turkish Organization
() International Organization

Power Distance - (Section 2 of 6)
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How far or close you feel you are from your manager and the entire management staffin your
organization.

|
ower | DISTANCE
|
! —A
|
I
|
|
1
1
|
|
T
Mark only one oval per row.
gggg%ye Disagree Neutral Agree SX;FQ%V
1- People in higher positions
make most decisions without Y s Vi B S o
consulting people in lower (I ~— S S ~
positions.
2- People in higher positions o o o
. - P 7 N N 4 N 7 N
don't ask the opinions of people D,  J ook B ) D
in lower positions too frequently.
3- People in higher positions
B o . (ﬁ O 7=\ A
avoid social interaction with L ) i) C ) L) )
people in lower positions.
4- People in lower positions don't . = = e
; s ; PERdRnt s o £ & o 7 Vs )
disagree with decisions by ) G o J )|
people in higher positions
5- People in higher positions do s — . P— P
not delegate important tasks to &9 _J (_) ) ¢ )

people in lower positions.

8. Write your thoughts if any!

Symmetrical Communication Effort - (Section 3 of 6)
How free you feel to speak up with your supervisor and management staff in your organization.
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9 *=
Mark only one oval per row.

st communication between
ers and other emplo
in ~.||U! organization can be
to be two y communication.
2- Your arganization encourages
differences of opinion

3- The purpose of
communication in your
organization is to help managers

4- Super
employ
differenc

S encourage

informed a mUt major changes
policy nﬂut -mvlt your job LIH?UIH

supery IS0

10. Write your thoughts if any!

e to the problems of

Strongly
Disagree

Disagree Meutral

Megaphoning/Positive - (Section 4 of 6)
How positively the employee is talking about his‘her organization, managers, workplace and the other
relevant matters. In other words, how eager the employee is to market for histher organization.

60

Agree

Strongly
Agree



// Positively

————
1%
Mark only one oval per row.
Strongly . Strangly
Disagree Disagree  Neutral Agree Aates

1- You White positive comments o ) ) i
or advocating posting for your ) 0 SN (e
organization onthe Internet.
2- You Say good things to friends
and neighbors about positive o R " O e R
aspects of your management and St — — —
organization.
3- You Routinely recommend : ik STy e an TN
yaur organization and its o o) foa B ) o)
service/products to people.

- You Attempt to
persuade(convince) people who =0 —y s Y =
have negative opinions about M~ —’ s ~—’
your organization
5- You Refute prejudiced or — x - -
stereotyped opinions about your E B o T
organization.
B- In the past, You fought with ) T _ =
those who criticized your fre 2 £ ) R P £ )
organization and business.
7- You become upset and tend to
speak up when encountering 5 e e O S
ignorant or biased opinions about ~— — — —
your.organization.

12. Write your thoughts if any!

Megaphoning/Negative (Section 35 of 6)

How negatively the employee is talking about his’her organization, managers, workplace and the other
relevant matters.
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4

Negatively

13:%
Mark only one oval per row.

Strongly
Disagree

Strongly

Disagree Neutral Agree Agree

1- You post negative things about ‘ . ‘ : , =y ,
your organization on the Internet. D —t — — —! —
2- You talk about the mistakes

and problems of your e P \ \ .
management to family and ~— — — —!
friends.

3- You state to friends and family i ol =
that your organization is run ¢ 3 N S O A ke
more pootly than competitors ) )
4- You talk to people about the =
problems of your service or L
products.

5- You agree with people who — — R e prm—
criticize your organization. — — R — —

14. Write your thoughts if any!

Scouting - (Section 6 of 6)

How carious the employee is to gather information interest the organization so it could improve its quality
and performance in orderto be more competitive in the market.
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15 *

Mark only one oval per row.

1- You meet and check with
suppliers and government
officials to collect new
information.

2- You voluntarily meet and
check with those people who
have grievances(complaints) with
organization.

3- You voluntarily check people’s
feedback on organizational
events.

4- You search for new
information and subscribe to
newsletters, publications for your
organization.

5- You even after working hours
contact strategic public and
stakeholders for their complaints
and new information and share
the information with colleagues.
6- You make extra effort to
cultivate(build) and maintain
relationships with external
stakeholders and strategic public.
7- You meet people who work for
similar businesses and check
rumors and news about
organization or business.

8- You start conversation or give
information to relevant
colleagues about new trends or
unusual signals related to work.

16. Write your thoughts if any!

17. If you would like to receive the study result, please write down you email address.

Strongly
Disagree

3

000} 00|00
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Disagree Neutral

0100, 000100
0100, 000100
0100 0 000 0O
0000 000 04

Agree

Strongly



APPENDIX-04

Questionnaire/Turkish

Personelin iletisim AliskanliklaryEmployee's

Communication Behavior
* Required

Genel Bilgi

Bu ankete Bahgegehir Universitesi'nden Amjad Banialmargah'in Dr. ibrahim Cetinkaya denetiminde
yapmakta olduu bir caligmaya istinaden katiiminiz be klenmektedir.

Anket 31 adet kisa sorudan olugmaktadir. Bu anketin tamamlanmasi icin gereken sire yaklagik 7
gzljr'::?a':imz ve projeye katiliminiz gizli tutulacak oldugundan isminizi paylagmaniz gerekmemektedir.
isim ya da kurum adi belirtmek istedje baghdir.

Edinilen bilgiler akademik aragtirmada kullanilacaktir.

Bu ankete katihiminiz herhangi bir risk igermemektedir.

Bu ankete katilim gondllidar. Katiimak isteme yebilir veya istediginiz zaman sebep belitmeksizin
cekilebilirsiniz.

Demografik Bilgiler-(B6lum 1/6)

=N

1. Cinsiyet *
Mark only one oval.

() Erkek
() Kadin
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2. Yas *
Mark only one oval.

) 18-24
) 25-34
35-44
) 4554

) 55-64

65 ve lzeri

3. Medeni Durum *
Mark only one oval.

() Evi

() Bekar

4. Egitim Durumu *
Mark only one oval.

— |
() lkokul
() Lise

() Lisans

7

() Yuksek Lisans
() Doktora

J

5. Gorevi *
Mark only one oval.
() Assistant/Asistan
() Officer/Memur
(’j* Coordinator/Koordinator
() Manager/Mudur
() Other/Diger

6. Kurum Asil *
Mark only one oval.

”g“; Syrian-Turkish Organization/Suriye-Turkiye Kurumlari

() International Organization/ Uluslararasi Kurumlar
N

Power Distance/Gii¢ Mesafesi (Boliim 2/6)
Calistiginiz kurumdaki mudure ve igletmedeki tum personele ne kadar yakin veya uzaksiniz.
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Power

ILLLE

7- %
Mark anly one oval per row.

Kesinlikle

1- Ust kademe
yoneticilerin birgok karari
alt kademe yoneticilere
danismadan aliyor.

2- Ust kademe yoneticiler
alt kademe yoneticilenn
goruslerini gok sik
SOrmuyor.

3- Ust kademe yoneticiler
alt kademe yoneticilere
sosyal iletisim kurmaktan
kaginiyor

4- Alt kademe yoneticiler
Ust kademe yoneticilerin
aldig kararlara kargi
clkmiyor.

5- Ust kademe yoneticiler
alt kademe yoneticilere
onemli gorevler vermiyor.

Katilm iyorum

{ \
| —
4 \
/
. :)
£

\4--/
4‘/7’—“\
__/

8. Eklemek istedikleriniz varsa paylaginiz!

DISTANCE
o

Fikrim Tamamen
Katilmiyorum Katiliyorum
yok katiliyorum
F 2 7 N SR
N SR (:7/ ‘\y‘\ (,g.:‘
() ) ) Y
ke k. ‘I k.
N N £ N
SO I __J N i
i Y ? S 7~
) &3 D \,7)
\ ’7“\ 3 7\\ ‘v/'di "\
/ J J \» /

Symmetrical Communication Effort/ Simetrik iletisim Cabasi -

(Béliim 3/6)

Calistiginiz kurumun stupervizori ya da yonetici personeli ile ne kadar rahat konuguyorsunuz.
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9. ES
Mark only one oval per row.

Tamamen
katiliyorum

Kesinlikle Fikrim
Katilmiyorum Katilmiyorum

yok Katilyorum

1- Cahgtidiniz kurumda

nlukla gift yonld
sim oldugu

mudurlwﬂn [o- mml-mn
prublwmlmnw dU,d”l
lller"lnl sa |.

IS |HIII|IHTPI|H -,-enl thmw
pIIIIII"dHHIIIJd h:ipl|-1r|

biyik dedisiklik
|-nr|u sunda, de
uy rqulamay
y _ndnllnlwr

miidiirlerle
toplantilarda
gekinmiyor,

pilan
s0z almaktan

10. Eklemek istedikleriniz varsa paylas iniz!

Megaphoning_Positive/Duyuru_Pozitif /(B6lum 4/6)
Galisan, galigtid kurum, madirleri, igyerive bunlarla ilgili diger konularda ne kadar olumlu konuguyor.
Yani galigan galistid) kurumun reklamini yapmakta ne kadar rahat.
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// Positively

hifes
Mark only one oval per row.

Fikrim
yok

Tamamen
katiliyorum

Kesinlikle

Katilmiyorum Katilmiyarum

Katiliyorum
1- internet ortaminda
calighdiniz kurumla ilgili e o —— Sy
alumlu yorumlar veya (e 2 i 5 i 5 Y
destekleyici paylagimlar
yaparsiniz.

2- Arkadaglanniza ve
cevrenize calistiginiz I ) P I
igletrme ve kurumun - - -y - )
olumlu yénletinden

bahsedersiniz.

3- Insanlara galigtigimiz

kururmu ya da kuruma ait 7T 2=y 2y N 7T
hizmet ve Grinleri her ~— ~— — ~— ~—
zaman tavsiye edersiniz.

4- Cahgtidiniz kurumla

ilgili olumsuz goriglere o) Y\ Y\ — )
sahip kigileri ikna etre ye — ~— — — —
caligirsiniz,

8- Cahgtidiniz kurumla

ilgili Gnyargih ve = N N N —=
kaliplagmig fikirlen —f S o’ o ~—
clritmeye caligirsiniz.

B- Daha dnce galighiginiz

kurumu ve iginizi — P — o —
elegtirenlerle tartistiginiz — A ~— I —
oldu.

7- Calstiginiz kurumla
ilgili bilgi sahibi olmayan
veya dnyargili fikirleri olan I B » P R
kigilerle kargilagtdinizda i %) i 0 D g
rahatsiz olurve bu

kigilerle konugmak

istersiniz.

12. Eklemek istedikleriniz varsa paylas mz!

Megaphoning_Negative/Duyuru_Olumsuz/ (Bélum 5/6)
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Galgan, cahgtigi kurum, madarleri, igyerive dider konularla ilgili ne kadar olumsuz konuguyor.

4

Negatively

135
Mark only one oval per row.

Fikrim

Katilmiyorum ik Katiliyorum | 2mamen

katiliyorum

Kesinlikle
Katilrmiyorum

1- Cahstidiniz kurum
hakkinda internet N o _— g P
ortaminda olumsuz — — — —t '
paylasimlar yapiyorsunuz.

2- Igletmenizdeki

yanhghklan ve problemleri T P — oy S
aile ve arkadaslariniza - - N o =
anlatiyorsunuz.

3- Alleve arkadaglanniza
calistidiniz kurumun rakip ] ) i _
firmalardan cok daha (.3 L. 2 L. 2 - D
geride oldugunu
sdyliyorsunuz

4- Hizmet yada
drinlerinizle ilgil
problemleri insanlara
anlatiyarsunuz.

5- Gahstigimiz kurumu ;. 2 :
elegtiren kigilerle ayni e ) - (
fikirde siniz.

14. Eklemek istedikleriniz varsa paylas imz!

Scouting/Kesif - (Bolum 6-6)
Caligan, pazarda daha rekabetci olmak adina kurumun kalitesini ve perfaormansini artirmak igin kurumunu
ilgilendiren konularda bilgi toplamaya ne kadar istekli.
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1552
Mark only one oval per row.

Kesinlikle Fikrim Tamamen
Katilrmiyorum Eatlmiyoy yok KAty katilyorum
1- Yeni bilgiler edinmek
igin tedarikgiler ve devlet - B R .
garevlileriile toplant [ ) € 3 | ) U3

yapar ve onlara
danigirsiniz.

2- Cahstidimiz kurumla
ilgili gikayeti olan kigilerle " o = S
goniillii alarak bir araya (B - 3 G .9 G 9 & 2 &, 3
gelir ve onlann

didgiincelerini ddrenirsiniz,

3- Kurumsal aktivitelere

dair yapilan geri — P a— P a—
bildirimleri géndlli olarak — ] ~— —t —
kantrol edersiniz.

4- Calistiginmz kurumla
ilgili yeni bilgiler aragtinr : . ¢
ve dergi ve yayinlara — s ~— —rt —
abone olursunuz.

5- Mesai saatleri diginda
da sikayetleriile ilgili
olarak ilgili kamu 2 " N .
kurumlan ve paydaglarla A £ 39 £ 9 () L 2
iletigim kurarve ig

arkadasglarimzla bu

bilgileri paylagirsiniz.

B- Kurum digl paydagve

ilgili kurumlar ile iligkiler

kurmak ve bunlarin ) . X — £
deyvamll olmasin ~— ~— ~— ) ~—
saflamak igin fazladan

caba sarf edersiniz.

7- Benzeri iglerde

caliganlarla bulugup } R — )
galisti§imz kurum ve iginiz 9 I3 G 3 L 7 (£ 0
ile ilgili sdylentileri kantrol

edersiniz.

8- Igileilgili olarak is

arkadasglarinizla yeni

trendler veya olagan digi — R — A —
gastergeler konusunda — —f — — —
sohbet eder veya bilgi

YeNrsiniz,
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16. Eklemek istedikleriniz varsa paylasiniz!

17. Anket sonuglarini almak isterseniz liitfen e-posta adresinizi yaziniz.

Thanks For Your Participation

Powered by
E Google Forms
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APPENDIX-05

Questionnaire/Arabic

Employee's Communication Behavior/o:il gall Jual gitt ¢l slu

* Required

General Informationfis @l daa

You are kindly invited to participate in this questionnaire as a part of study which is being conducted by
"Amjad Banialmargah" in Bahgegehir University under supervision of "Dr. [brahim Cetinkaya".

The guestionnaire includes 31 short questions. The estimated time to finalize filing this questionnaire is 7
minuets.

Your responses will be confidential and your participation in this project is anonymous, so
no need for mentioning your name.

Mentioning the name or the name of the organization is optional.
The collected data will be used for an academical research.
There are no risks associated with your participation in this que stionnaire.

Participation in this questionnaire is voluntary. You may refuse to participate or withdraw at any time
without any penalty.

- o 8 "3l g 2l (B8 o0 30 Ll a6 ol st 3 m il 00 € 35S Gl Japsait] e LWl o S oy
Umsi sl " 58l cal yads LS55 (& g 4l

- U 7 46 Y sl dsansd g stall dgna jll eaadl | sk i 31 30 calisa ot
- aal (3 o Lgale £ 2101 25 Y 4y el

- sl dSass (& o das pe(es Jaial) datuall pud 5 gasall pul dail.

- 166 xSl sl 6 Lpabiasal saw deanall caldall,

- el 8 5] g0 ey g g8 ol ol nsast] 6 S bl 52 SIS e sl ntuit] 6 45 Lanal

Demographic Information/isaiill wla daall - (Section 10f 6)
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1. Gender/udal *
Mark only one oval.

() Male/ss
() Female/.

2. Age/adt *
Mark only one oval.

() 1824
() 2534
() 3544
() 4554
() 5564

() 65and Over

3. Marital Status/&staay .l *
Mark only one oval.

() Married/z 5

() singlefexl

4. Education/Asatazf 43 3 *
Mark only one oval.

() Primary School/Ashl ils
(") Secondary Schoolf:s# s 5«
() Bachelor's Degreefis s sles
() Master Degree/ siusle siles
() PhD Degreefsl ;s ssles

5. Position/Ad sl cualai *
Mark only one oval.

() Assistant/=lus
() Officer/dssms
() Coordinator/ss
() Manager/
() Other/dis e

6. Organization Origin/aaiiall Jual *
Mark only one oval.

O Syrian-Turkish Organization/as s-4; ; s delais
O International Organization/ i s il

Power Distance/(Section 2 of 6)
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How far or close you feel you are from your manager and the entire management staffin your

Power DISTANCE
——I

SIEH R I

T
Mark only one oval per row.

sabn gas)VStrongly  paa)lDisa wla/Ne  GellA sai Gl iStrongly
Disagree gree utral gree Agree

1- People in higher

positions make most

decisions without

consulting people in

lower positions. palauaYl - & 3 O D C
050 AL A oY1 8l o

sl o GlLal Jae

15laY | ol pall o alaisd |

Jadl

2- People in higher

positions don't ask the

opinions of people in

lower positions too 1 P, \ —
frequently. 2 palaa¥l (\_> b ) @ D (_/
05350 Y DS by sl
Cualiall P Uahd:iz” cbi
EonS 6y g Y

3- People in higher
positions avoid social
interaction with pecple in
lower positions. gpelausyl
DL laY ] cusliall s

o delaind | Gl o s
Ayl ol shumall o ol
Ja¥l

4- People in lower
positions don't disagree
with decisions by people
in higher positions.

Al cusliall ool |
Al al gl ¥ ¥

(s palaayl s e dasiall
e b

5- People in higher
positions do not delegate
important tasks to
people in lower

positions. & palsail @
¥ oY ey casluall

ool 3 Lalgll deall ¢y puin a

u_'myl (_xmt\dlud

0
0
O
0
0

O
8
0
8
0

0
0
0
U

74



8. Write your thoughts if anyl/s sl Sla yia J fSi gl 4458 54

Symmetrical Communication Effort-(Section 3 of 6)
How free you feel to speak up with your supervisor and management staff in your organization. )=l Jse

Sasll JZa 8 o)l o caradl Lol
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9. *
Mark only one oval per row.

sady miJlfStrongly  oailDisa dae/Ne  GHSVA sads Gl /Strongly
Disagree gree utral gree Agree

1- Most communication

between managers and

other employees in your

organization can be said

to be two-way

communication. alaze O C) O O D
ik gl 5 el jaall cas sl gl

Loy J Al (R ekl 3

L Gad)ou plall g Alalsie

anly ok e el 5l gl il

2- Your organization

encourages differences

Of pinion. pmcs s O O O O O
Bl g TN 8 b

Oyl 5l

3- The purpose of

communication in your

organization is to help

managers be responsive

to the problems of O O Q C) O
employees. g Jeal 5l

Al Congy Aabaall 85 5la]

el sl i elas

pelSlie il

4- Supervisors

encourage employees to

express differences of

opinion. gueads ¢l sl Q D D D Q
peidial oo omill o (il sl

gl

5- Employees are

usually informed about

major changes in policy

that affect your job

before they take place. O O C) Q O
Ol il sale (il sall 2Bl 2

Glubiadl ot Al 5 5l

s dasll Jlo i A il

Laldel|

6- Employees in your

organization are not

afraid to speak up during

meetings with

supervisors and C) C) C) D D
managers. & Gl sl

sl gl Qs Y Akl

o Al  Gaaadll i A
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10. Wrrite your thoughts if anyl/s Al Sla yba § JSi gl 4 ol

Megaphoning/Positivefisal 8,9 (% 9-dll- (Section 4 of 6)
How positively the employee is talking about histher organization, managers, workplace and the other

relevant matters. In other words, how eager the employee is to market for histher organization. /=g &8
ool 5 deduall e dadads cabgall

// Positively
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k

Mark only one oval per row.

saiy i Ji/Strongly  oail/Disa dso/Ne  GHFA  sad 3 /Strongly
Disagree gree utral gree Agree

1- You Wite positive
comments or advocating
posting for your

organization on the C) C) o C) D

Internet, wilida 44, »

8 pmalie ol ) pifite 5 Al

o ) e elaid

2- You Say good things

to friends and neighbors

about positive aspects of

your management and Q D O (:) D
organization. <l sles Giasil

e olomdl 5 eBaN PLJ Bas

ol shelaiad At (il ol

3- You Routinely

recommend your

organization and its

service/products to C) D C) C) (:)
people. s iekie A€ 51 o

A alal Lgoss 3 Claasll

G0 Sy

4- You Attempt to

persuade(convince)

people who have

negative opinions about

your organization. Jsa! D Q C) C) O
ST agald (il Galaiy gLl

8Kl Hua) Selaie e dpls

Aadildly

5- You Refute prejudiced

or stereotyped opinions

about your - o O O @)
organization. Ja¥l (i

ialtie dia 3 jeaiall

6- In the past, You fought

with those who criticized

your organization and

business. ¢ usldl O C) D C) D

ol Galadyl sa o Wilae
a8 o2 Jaall 5 Shaluie () gty
43

7- You become upset

and tend to speak up

when encountering

ignorant or biased

opinions about your D D C) D Q
organization. zle 3NV el

O il Galadl 4al 5l

shalio am agil ol
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12. Write your thoughts if anyl/s A < yéa J JSi gl 4458 o )

Megaphoning/Negative/isiu s s (3 91 (Section 5 of 6)

How negatively the employee is talking about histher organization, managers, workplace and the other
relevant matters.fola] giakuadl Ao dnbue ) gea cabagall cuiasins

1355

Mark only one oval per row.

1- ¥ou post negative
things about your
organization an the
Internet; el ) sine 4 - 4l
eyl de  tabia e danbaa
- You talk about the
mistakes and problems
of your management to
family and friends. eaad
2 el e oyl il
I._;_S_)l_ﬂ L;-j le\_ﬂ ",._S!ll L‘g_ula!ll
3- You state to friends
and family that your
organization is run mare
poatly than competitors.
ol Al g gl
,:_4_? O dﬁl 41 g=a dal:'_'; s Satio
pUall s & cpadliall
4- You talk to people
about the problems of
your setvice or products.
Lgaias Q_‘Z.IJ dqasll Qj m_,_:_,a.':l
t'é.ﬂl:lﬂ'].l)
5- You agree with people
who criticize your
arganization. zo .4
w_‘bx.'h&.a ,_*)_.3.‘5513 ,_')3‘.1!!! ‘._'y/_)_'-.\;ﬂ

4

oxin 3215 trongly
Disagree

79

o )liDisa
gree

Negatively

ulaoMe
utral

sl A,
gree

oxin $l4/Strangly
Agree



14. Write your thoughts if anyl/s yai <la e § JSi g ddis a0

Scouting/ s>yl - (Section 6 of 6)

How carious the employee is to gather information interest the organization so it could improve its quality
and performance in orderto be more competitive in the market fexsad clagha e foasd Ao cadogall ga)a
Lgs ¢Sams (ol dakasall
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15.*
Mark only one oval per row.

sady =i JlfStrongly  pail/Disa saoNe  @IVA  sai ili/Strongly
Disagree gree utral gree Agree

1- You meet and check

with suppliers and

government officials to

collect new information. ( ) ( ) ( ) ( ) ( )
cleall B 5 oy pall Jad1

Glaglaall aen 32 52 dan I

Aadnrll sasall

2- You voluntarily meet

and check with those

people who have

grievances(complaints)

with organization. Jl Q D D D C)
e 6 3K g (il Lyl

(ﬁ‘)\a;\j Lg=s ) u_-m@_’) Laknnall

3- You voluntarily check

people’s feedback on

organizational events.

gt YR oLl om O 2 O3 33 D
23l paty leg @y ie gl

Akl dalall gl ddall

4- You search for new

information and
subscribe to newsletters,
publications for your
organization. ge ¢l O Q C) O C)
5 ceaall C_jlj s Bamn Cilaglas
e Jsanll sy el gaiall
Aalziall Jal e ol glase

5- You even after
working hours contact
strategic public and
stakeholders for their
complaints and new
information and share
the information yvith
colleagues. @yl zyla s
O o;)fyl & LJ;A‘JETCL)AR_“ O O O O Q
- Cpiiue) Aaliadl el

5 e e Landl 5 (oS i
A8l 5 pgns ila el ol
‘;J: o)\a}“ &= L:lLAJSMll XYY

s 8Ll ds pa ) Jeall
ai Loy il el (ye 50l880Y|
Azl

6- You make extra effort
to cultivate(build) and
maintain relationships
with external
stakeholders and
strategic public. s Jui
R -, o O O @)
daladl Glaal (alidVl as
e Oaitueall) dalaiall ae 41
o A (Aadiall Land
Aalias ) gesiy Gl paladyl
oS i ) ypmdl gaall Lo daliadl
o S “ ) )



sady gail/Strongly  pabi/Disa aasNe  GHLVA  sasy 3 J/Strongly
Disagree gree utral gree Agree

7- You meet people who

work for similar

businesses and check

rumors and news about

organization or business. Q D D D C)
& Ostems ol alaiy] QU

O Rl aeay Jaall Jlae uis

it a8l e lay! 5 oladl

Jall Ll o

8- You start conversation

or give information to

relevant colleagues

about new trends or

unusual signals related D D C) C) D
to work. s 8 yabulls o 81

e Jaadl o o Sa 3l il gladll

salgel ye eyl 5l Clea s gl

Genlly dalatia (Aplanl Sl Ay,

16. Write your thoughts if any!/s Al cis s g S o) Las 2 !

17. If you would like to receive the study/susl 35 At a i ¢ sie s o Ll jalf gl J s 4258 Jla 2
result, please write down you email address

Thanks For Your Participation

Powered by
B Google Forms
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Primary Education: (Ahmad Shafiq Saadat)
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Name of Institute: Social Science

Name of Master’s Program: MBA
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