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ABSTRACT

The aim of this study is to investigate the results of extra-role behaviors and
job creep. In this respect, it is hypothesized that when extra-role behaviors are
performed voluntarily, they will lead to positive emotions and those positive emotions
will contribute to organizational identification. On the other hand, when extra-role
behaviors are not performed voluntarily, they will lead to job creep, which will result in

negative emotions and employee withdrawal.

According to the study conducted on service sector employees working in
Istanbul, when performed voluntarily, extra-role behaviors are associated with positive
outcomes such as positive emotions and organizational identification. When these
behaviors are performed with pressure that leads to job creep, they are associated with

negative outcomes such as negative emotions and employee withdrawal.

The main contribution of this study is that it investigated a new variable,
namely as “job creep.” In this respect, the voluntary aspect of extra-role behaviors is
highlighted. In addition to that, this study adopts a fresh perspective by treating extra-
role behaviors as an independent variable and focusing on its outcomes. Mainly, it is
suggested that job creep could be treated as a sound variable in organizational behavior

research. Avenues for future studies are also discussed.

Keywords: extra-role behaviors, job creep, emotions, withdrawal behaviors,

organizational identification



OZET

Bu calismanin amaci, rol otesi davraniglarin ve is tasmasinin sonuglarini
arastirmaktadir. Bu dogrultuda kurulan arastirma hipotezleri; rol otesi davraniglarin
goniillii  sergilendikleri durumda olumlu duygulanimi arttiracagit ve bu olumlu
duygularin orgiitle 6zdeslesmeye katkida bulunacagidir. Ancak rol 6tesi davranislarin
gontlliiliik esasiyla degil de baski sonucu sergilenmeleriyle is tasmasina yol agmalari
durumunda, olumsuz duygulanimi ve geri c¢ekilme davraniglarim1 arttiracaklari

beklenmistir.

Istanbul’da hizmet sektdrii calisanlar1 iizerinde yapilan bu arastirmanin
sonuglari, rol Otesi davranislarin olumlu duygular1t ve Orgiitle 6zdeslesmeyi; is

tagsmasinin ise olumsuz duygular1 ve geri ¢ekilme davranislarini arttirdigini gostermistir.

Calismanin ana katkisi, literatiirde gorgiil olarak calisma alan1 bulmamis yeni
bir degisken olan is tagsmasini ele almasidir. Boylelikle rol 6tesi davranislarin ardindaki
goniilliiliik hususuna dikkat ¢ekilmistir. Ayrica rol Otesi davranislarin bagimsiz
degisken olarak ele alinmasinin yani sira, iki yonlii bir bakis agist ile hem olumlu hem
olumsuz sonuglar1 incelenmistir. Temel olarak, is tagsmas1 olgusunun orgiitsel davranis
alaninda yapilan arastirmalarda ele alinabilecek ©nemli bir husus oldugu ortaya

konmustur. Gelecek ¢alismalar i¢in Oneriler de sunulmustur.

Anahtar kelimeler: rol 6tesi davranislar, is tasmasi, duygular, geri ¢ekilme

davranislari, orgiitle 6zdeslesme
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1. INTRODUCTION

The aim of this study is to investigate the individual consequences of extra-role
behaviors; of which are also named as organizational citizenship behaviors, prosocial
behaviors and organizational spontaneity. In general, those behaviors refer to helping
others and volunteering for extra-work. In time, those extra-role behaviors could
transform into in-role behaviors and lead to job creep. As such, this study uses an
experimental design to investigate the consequences of extra-role behaviors and job
creep. The literature survey indicates that extra-role behaviors contribute to
organizational efficiency and individual performance, in addition to studies which
highlight their link with job satisfaction and organizational commitment. Thus, one can
think that extra-role behaviors are investigated from a positive standpoint. Studies that
investigate the individual consequences of extra-role behaviors are quite recent. On the
other hand, job creep has not been studied empirically. “Job creep” refers to an informal
expansion of job duties as a result of others’ perception (namely managers, coworkers,
etc.) that volunteer work is a part of the individual’s formal job definition. As such,
managers or coworkers think that helping others and volunteering for extra-assignments
is a part of the individual’s responsibilites. Hence, the voluntariness in the motive of the
individual causes a kind of outside pressure that s/he is expected to help others and
volunteer for extra-work. As such, time spent at work will increase due to the extra-time
spent on helping others and extra-assignments in addition to one’s formal tasks.
Moreover, the literature survey indicates that extra-role behaviors are performance
indicators. Consequently, their antecedents are mostly investigated. One can say that
studies mostly focus on the antecedents of extra-role behaviors; however, this study is
different from the classic standpoint of view in that it will shed light on individual

consequences of extra-role behaviors in terms of emotions and behaviors.

It is predicted that extra-role behaviors will contribute to positive emotions by
reason of feeding individuals’ inner peace of which would be a result of the contribution
made for the organization. On the other hand, when voluntary work becomes obligatory

and leads to job creep, individuals will experience negative emotions and engage in



withdrawal behaviors in order to avoid both the negative effects of the job creep and

negative emotions.

In conclusion, when performed voluntarily, extra-role behaviors will contribute
to positive emotions and those emotions will contribute to organizational identificaton.
On the other hand, job creep will contribute to negative emotions and the individual will
engage in withdrawal behaviors to avoid the negative emotions caused by the job creep.
As extra-role behaviors and job creep variables will be presented in vignettes, the
research model has two paths.

Extra-role Positive Organizational
emotions identification
behaviors [l > »
Job creep Negative Withdrawal
........................... »  emotions »  behaviors

Figure 1: Research Model

Construct definitions and relations between variables are presented in the

theoretical background section.



2. THEORETICAL BACKGROUND

In this section, the literature survey on extra-role behaviors, job creep,
emotions, withdrawal behaviors and organizational identification is presented.
Hypothesized relations between variables are presented based on past research findings.
In this flow, the definitions, antecedents and consequences of extra-role behaviors are
first presented. Next, job creep, emotions, withdrawal behaviors and organizational
identification will be discussed. The section ends with the research hypotheses.

2.1. EXTRA-ROLE BEHAVIORS
2.1.1. Definitions

The Role Theory of Katz and Kahn (1966) is the basis of role behaviors in
organizational behavior research. Accordingly, an organization is an informal structure
as well as being a formal one, and the building blocks of the informal structure are the
roles carried by organizational members. Members are attached to each other with the
network ties. Those network ties determine member roles in terms of others’
expectations as well as individual’s formal job requirements. Others’ expectations are
likely to become a part of the individual’s role if s/he conforms to them. At this point,
role behaviors can be categorized as in-role and extra-role behaviors. Therefore, role
behaviors should be treated as behaviors performed consecutively in a phase. It is
possible to shed light on the phase of role behaviors in a way to examine how role
performers would feel and behave as a result of their behaviors. As such, the influence

of group dynamics on role behaviors can be investigated extensively.

“In-role behaviors” refer to tasks and responsibilities defined within the limit of
formal job requirements (Morrison, 1994). However, perception of tasks and
responsibilities could differ among role performers even if they are expected to carry
out the same tasks, depending on their self perception of role requirements. Thus, one
can think that the perception of role requirements differs among individuals. However,
over 30 years of research studying organizational citizenship behaviors classifies them
as extra-role behaviors that are beyond in-role expectations. “Organizational citizenship

behaviors” were first mentioned by Organ (1988), defined as discretionary behaviors



beyond formal job requirements that contribute to organizational effectiveness, yet not
rewarded by the organization. Classified under five dimensions namely as;-altruism (i.e.
helping newcomers), civic virtue (i.e. active involvement in organizational life such as
attending meetings), courtesy (i.e. being polite towards others), sportsmanship (i.e.
showing tolerance for problems), conscientiousness (i.e. exerting effort beyond

minimum job requirements).

Organizational citizenship behaviors are studied under different construct
names such as contextual performance (Borman & Motowidlo, 1993), prosocial
behavior (Brief & Motowidlo, 1986), organizational spontaneity (George & Brief,
1992) and extra-role behaviors (Van Dyne, Cummings & Parks, 1995). Those
constructs are quite similar to each other, yet some differences among them are a result
of their focus on different aspects of organizational citizenship behaviors. Contextual
performance can be summarized as exerting extra effort for completing tasks,
volunteering for extra-assignments, helping coworkers, following organizational norms
and defending organizational objectives (Borman & Motowidlo, 1993). Contextual
performance focuses on behaviors that contribute to social and psychological aspects of
the organization. Prosocial behaviors are performed to contribute to the well-being of
others in the organization; but these behaviors may sometimes be harmful for the
organization, as the individual might spend more time on helping a coworker solve
personal problems rather than spending time on one’s own assignments (Brief &
Motowidlo, 1986). Organizational spontaneity is defined by George & Brief (1992),
based on Katz and Kahn (1966)’s role theory. Spontaneous behaviors are classified
under five dimensions; helping others, protecting the organization, making constructive
suggestions, developing oneself and spreading goodwill (George & Jones, 1997); those
behaviors underline the voluntary aspect of citizenship behaviors. Extra-role behaviors
are classified as helping others, and voice behaviors, such as sharing ideas, making
constructive suggestions (Van Dyne & LePine, 1998), emphasize behaviors that are not
a part of the individual’s own assignments. As can be seen in the definitions, those
concepts refer to behaviors that are beyond role requirements, of which result in favour
of the organization. However, a construct complexity emerges as a result of the growing

interest in the study of citizenship behaviors (Podsakoff, MacKenzie, Paine &



Bachrach, 2000). Organ (1997), suggests using the taxonomy of Williams & Anderson
(1991) that classifies citizenship behaviors under two categories: “organizational
citizenship behaviors directed at the individuals - OCBI” and “organizational
citizenship behaviors directed at the organization - OCBO”. Accordingly, altruism and
courtesy could be classified as OCBI, whereas defending organizational objectives,
protecting the organization and exerting extra effort could be classified as OCBO.
Williams & Anderson (1991) scale consists of three dimensions, which are in-role
behaviors, citizenship behaviors directed at the individual, and citizenship behaviors
directed at the organization. Yet, the citizenship contruct could become less blurry if
conceptualized according to the target of the behavior: the individual and the

organization.

Even though citizenship behaviors are conceptualized as discretionary
behaviors performed without the expectation of receiving rewards, there is still the
possibility that they might be performed under managerial or coworker pressure or with
the expectation of being rewarded (See, Bolino, Turnley & Niehoff, 2004; Vigoda-
Gadot, 2007). Thus, the term of “citizenship” might not fit to represent the behaviors of
helping others or volunteering for extra-work. In this respect, the lexical meaning of
“citizenship” should be considered. According to the law dictionary of the Turkish
Justice Department, the bond that links a real person to the state is called ‘citizenship.’
This bond determines the borders of rights and responsibilities between the person and
the state. Accordingly, the state is responsible for protecting the individual and
providing educational, health, transportation services, whereas the person is responsible
for paying taxes, following the law and regulations, voting and doing military service.
As shown, a social exchange exists between the state and the person; the basis of
citizenship consists of certain rights and responsibilities between the state and the
person. Therefore, one can argue that citizenship is based on social exchange rather than
voluntariness. On the contrary, the bond of citizenship is shaped by legal regulations.
Similarly, the bond between an organization and its member(s) is also shaped around
regulations. Basically, a member is responsible for performing tasks and the
organization is responsible for providing benefits in return. Then, every member of the

organization is a citizen for that particular organization. On the contrary, organizational



citizens who voluntarily perform assignments and voluntarily help others are considered
‘good citizens.” From this point of view, every member is a citizen, while some are
better citizens by reason of their consciousness of citizenship. As a result, one can

question the appropriateness of calling extra-role behaviors as “citizenship” behaviors.

Based on the ideas presented above, this study uses the taxonomy of extra-role
behaviors to represent helping others and taking extra-assignments. The next section
presents the antecedents that contribute to extra-role behaviors under the headings of
individual and job characteristics, organizational characteristics, leader characteristics

and dark motives.
2.1.2. Antecedents
Individual and Job Characteristics

Individuals who have high scores in categories of conscientiousness (LePine,
Erez & Johnson, 2002), agreeableness (Podsakoff et al., 2000), extraversion (Hense,
2000), positive affect (Organ & Ryan, 1995), and internal locus of control (Motowidlo
& Van Scotter, 1994) perform extra-role behaviors more frequently. Conscientiousness
refers to being hard-working, success-oriented and organized; hence, those individuals
could be expected to exert extra effort and help others more often. ‘Agreeableness’
refers to being cooperative and showing conformity to others’ needs, while extraversion
is related with the sociability, and by definition, these characteristics could contribute to
‘helping’ behaviors. Positive affect is the degree of positive emotions, and being in a
positive mood could also contribute to helping others and performing behaviors that
contribute to organizational effectiveness. The internal locus of control is the belief that
one can control the environment (Biondo & MacDonald, 1971), of which could give
rise to taking initiatives such as providing constructive suggestions, helping others and
working beyond role requirements. Besides personality characteristics, job satisfaction
(Bateman & Organ, 1983; Organ & Lingl, 1995; Williams & Anderson, 1991) and
organizational commitment (LePine, Erez & Johnson, 2002; Organ & Ryan, 1995;
Podsakoff et. al., 2000), are the attitudes that positively contribute to extra-role

behaviors.



Jobs that provide high internal motivation and feedback contribute positively to
extra-role behaviors whereas routine work diminishes the emergence of extra-role
behaviors (Podsakoff et. al., 2000). Meaningful work and autonomy are other job
characteristics that contribute positively to extra-role behaviors (Van Dyne, Graham &
Dienesch, 1994)

Organizational Characteristics

Justice perceptions (Moorman, 1991; Niehoff & Moorman, 1993),
organizational support (Moorman, Blakely & Niehoff, 1998; Piercy, Cravens, Lane &
Vorhies, 2006 ), organizational trust (Wong, Ngo & Wong, 2006 ) and work group
cohesiveness (Kidwell, Mossholder & Bennett, 1997) contribute positively to extra-role
behaviors. Social exchange theory mentions the exchange relationship between the
individual and the organization; in these relationships, both parties give and take (Blau,
1964). When organizational procedures are fair, members are supported and trust their
organization; as a result of those organizationally-provided benefits, they will be willing
to do favours in return through extra-role behaviors (Konovsky & Pugh, 1994).
Besides, effective communication and high cooperation among group members in
cohesive work groups will create a climate of support, as cohesiveness would contribute
to extra-role behaviors (Shweta, 2009). Development and clan dimensions of
organizational culture result in adaptation to changes and a family atmosphere; thus,
those characteristics could contribute to extra-role behaviors (Cetin, Sesen & Basim,
2012).

Leader Characteristics

Leader support and leader-member exchange are two main variables
highlighted in the domain of extra-role behaviors. Accordingly, organizational members
of whom are supported by their leaders (Wayne, Shore & Liden, 1997) and have a
positive leader-member exchange relationship (Hackett & Lapierre, 2004) are likely to

perform extra-role behaviors.



Negative Antecedents of Extra-Role Behaviors

Between 1988 and 2000, citizenship behaviors were mostly studied in relation
to positive outcomes. Individuals who work beyond their job requirements in order to
contribute to organizational effectiveness are labeled ‘good soldiers,” and good soldiers
are said to experience the “good soldier syndrome” (Turnipseed & Murkison, 2000).
Researchers argue that good soldier syndrome is based on discretionary behaviors; thus,
they do not harm the good soldiers and the citizenship behaviors performed by the good
soldiers are desired behaviors within the organization. However, the good and the bad
might vary among cultures as well as they might vary among situations (See, Fineman,
2006; Bolino, Klotz, Turnley & Harvey, 2013). Consequently, dark motives behind the
extra-role behaviors are also investigated. For instance, Bolino, Turnley and Niehoff
(2004) mention the self-serving motives. Accordingly, some good soldiers might
engage in extra-role behaviors as part of ‘impression management,” for perceived future
benefits; for instance, a good soldier may make coworkers look incompetent by doing
their work in the name of helping, or getting away from one’s own assignments by
helping others, so that helping would be an excuse. Besides, there might be a citizenship
pressure applied by managers or coworkers, as well as organizational constraints (e.g.
time, resources, incompetent coworkers) (Bolino, Turnley, Gilstrap & Suazo, 2010). By
this reason, extra-role behaviors could be performed due to coercive management styles
or work group pressure (Vigoda-Gadot, 2007). Pushing employees to work unpaid
overtime, increasing the workload of competent employees to make up for the
incompetency of others, and applying coercive tactics would become a part of the
organizational climate (Vigoda-Gadot, 2006). In that case, voluntary motivation behind

extra-role behaviors would diminish, and become obligatory.

Definitions and antecedents of extra-role behaviors were discussed. The

literature survey indicates that extra-role behaviors are usually treated as an outcome



variable, and those behaviors were mainly investigated as dependent variables
(Spitzmuller, Van Dyne & llies, 2008).

2.1.3. Outcomes

On the other hand, studies that treat extra-role behaviors as independent
variables mostly investigated group performance, organizational effectiveness,
happiness, and counterproductive behaviors as the outcomes of those behaviors.
Although not investigated empirically, another outcome of extra-role behaviors could be

job creep.

Group performance & organizational effectiveness: Podsakoff & MacKenzie
(1997)’s article that summarizes the empirical research in this domain, indicating that
extra-role behaviors contribute to individual and group performance, and those
behaviors contribute to organizational effectiveness. For instance, employees who
receive help are trained more quickly. Besides, helping contributes to satisfaction and
morale on the team level. Solving problems without taking managerial support leads to
monetary savings from organizational resources. Members who can do extra work could
take more responsibilites, so that managers can focus on more effective tasks such as
planning and control. Work flow would not be hindered due to extra-role performers, as
they would be willing to help others who are absent, have heavy workloads, come to
work late or leave early. Karambayya (1990)’s research conducted in 12 organizations
with 18 workgroups indicates that in high-performance work groups, extra-role

behaviors are performed more frequently.

Happiness: Voluntary public work contributes to happiness and life
satisfaction, and this happiness and life satisfaction facilitates the intention to do more
volunteer work; therefore, voluntary work increases happiness and happiness increases
the amount of voluntary work (Thoits & Hewitt, 2001). Another study indicates that
extra-role behaviors that target the individual and the organization are related to positive
affect and life satisfaction (Davila & Finkelstein, 2013). Dealing with others’ problems

can withdraw the individual from his/her own problems, and helping among individuals



contributes to socialization. Individuals who help others make positive self- evaluations,

which could, in turn, contribute to their well-being (Spitzmuller et. al., 2008).

Counterproductive work behaviors: Aggression, conflict, sabotage, theft,
intentional wrong doing, violation of rules, absenteeism and lateness are examples of
counterproductive work behaviors, which could be defined as emotional reactions to
stressful organizational conditions (Fox, Spector & Miles, 2001b). Counterproductive
behaviors intend to harm the individuals and the organizations; and some studies
indicate that they are negatively related to extra-role behaviors (See Dalal, 2005;
Hafidz, Hoesni & Fatimah, 2012). However, good soldiers can gain a moral license and
somehow deserve to engage in counterproductive work behaviors (Merritt, Effron &
Monin, 2010). According to the Moral License Theory, previous helping behaviors
establish a good impression of the person; and this impression cannot be broken with
deviant behaviors engaged later on. Morever, individuals with a good impression are
entitled to deviant behaviors. For instance, under this theoretical framework, for these
individuals, working overtime justifies the personal use of office materials. Dalal, Lam,
Weiss, Welch & Hulin (2009)’s study shows that extra-role behaviors that are targeted
at individuals have a weak but positive correlation with counterproductive work
behaviors. Moreover, extra-role behaviors and counterproductive work behaviors could
have negative relations in some cases, but this relationship could be positive in other
cases, which means that good soldiers might engage in counterproductive behaviors in
some situations (Klotz & Bolino, 2013). If extra-role behaviors are performed under
outside pressure or organizational constraints, if the individual expects favours in return
for his/her extra-efforts and does not get them, counterproductive behaviors could
follow extra-role behaviors as a result. Then, it is essential to identify whether extra-role

behaviors are performed voluntarily.

In this study, extra-role behaviors will be treated as a dynamic process; by
reason of the fact that, in the course of time, the voluntary aspect of those behaviors
might transform into obligations. In this respect, the job creep phenomenon should be

considered. The next section discussess theoretical knowledge about job creep.
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2.2. JOB CREEP
2.2.1. Definitions and Antecedents

As first mentioned by Van Dyne and Ellis (2004), “job creep” is the slow
expansion of job duties in a way that the extra-role behaviors become viewed as in-role
behaviors and employees feel ongoing pressure due to coworkers’ and managers’
expectations. The expectations are towards discretionary behaviors; subsequently, good
citizens are expected to help others and take extra assignments whenever they are asked
to. If they do not behave in the expected way, psychological pressure starts to emerge in
a way that cannot be immediately recognized. That is why job creep is an ongoing
process and happens slowly, as it is shaped by outside forces. By the same token, extra-
role behaviors are not formally recognized, and thus, not rewarded. Hence, the norm of
reciprocity is violated. In this case, a psychological contract breach is inevitable.
Managers/employers do not provide any benefits for the work done that is beyond the
role requirements, or that is not in the scope of responsibility for the particular
employee. Managerial pressure towards ‘doing more with less’ leads to job creep for
certain employees. This pressure is applied to good citizens, as they create expectations
by reason of their discretionary behaviors. In job creep, those discretionary behaviors
soon become perceived as in-role behaviors. The slow expansion of job duties is not
paid back with salary or promotion, thus the norm of reciprocity is violated (Van Dyne
& Ellis, 2004).

Job creep removes the boundaries between in-role and extra-role behaviors.
The expectations towards the frequency of extra-role behavior performance creates a
pressure on the good citizens. For instance, managers might command some others to
help those workers who cannot complete their assignments on time. Employees who
provide constructive suggestions and solve problems might perceive pressure from their

11



work group, as if they always have to make suggestions and solve the work-related
problems. This pressure might be indirect; as the work group remains silent and waits
for someone to take initiative (Van Dyne & Ellis, 2004). Bolino et. al. (2013) describes
this phenomenon as ‘citizenship pressure.” Citizenship pressure might come up due to
outside forces such as group norms and role expectations, or it can be felt due to the
employee’s internal values. Others might be more vulnerable to outside pressure then
others; so that individual’s differences should be considered at that point; for instance,
employees who score high in conscientiousness might perceive more citizenship
pressure (Bolino, Turnley, Gilstrap & Suazo, 2010). Based on the arguments above, the

first presumption of the study is as follows.

Presumption 1: If voluntarily performed, extra-role behaviors are frequently

requested from the individual, job creep is expected to emerge.
2.2.2. Outcomes of Job Creep

Job creep is a recent concept mentioned in the last decade (See, Van Dyne &
Ellis, 2004). The phenomenon is defined and ideas on the development of this
phenomenon are presented. However, no research empirically investigates the construct.
By this reason, the outcomes of job creep are presented based on the rationale of the

limited number of researchers working in this domain.

According to Van Dyne and Ellis (2004), employees who experience job creep
will develop a reaction to the violation of their freedom. When employees feel they
must regularly perform discretionary behaviors such as helping others and taking
additional assignments, those behaviors willl become obligatory. As the free will behind
discretionary behaviors transforms into obligatory pressures, the autonomous needs of
the good citizen will be violated. As a result, those employees will engage in voice
behaviors to express their reaction. They can complain and provide suggestions. Those
suggestions might be towards motivating or criticizing incompetent coworkers.
Thinking that jobs are not fairly shared and that s/he has to complete others’ work may

lead the individual to engage in indirect acts such as talking behind other coworkers’

12



backs to damage their reputation. Besides stress and job burnout, low motivation and

weak job satisfaction might follow the onset of job creep.

Wellin (2007) argues that employees who experience job creep can withhold
their efforts, work slower or take longer breaks to avoid the extra-work. They might feel
negative emotions as well. Feelings of disappointment and anger might emerge as a
result of the job creep (Ellis & Van Dyne, 2009). Briefly, voluntarily-performed extra-
role behaviors would be related to positive emotions, whereas when the voluntariness of
extra-role behaviors tranforms into obligations and leads to job creep, this would be
related with negative emotions. In this respect, the literature survey on positive and

negative emotions is presented in the next section.
2.3. EMOTIONS
2.3.1. Definitions

Emotions can be defined as the positive or negative feelings, of which are
psychological reactions regarding the cognitive evaluation of situations (Bhatia, 2009).
The cognitive model of emotions by Russell (1980) classifies eight emotions on four
axis. On horizontal axis, there are pleasure and misery, and on vertical axis lies arousal
and sleepiness. The other four emotions are between the horizontal and vertical axises
are; excitement (between pleasure and arousal), contentment (between sleepiness and
pleasure), depression (between sleepiness and misery), distress (between arousal and

misery). Russell (1980)’s circumplex model of affect is explained in Figure 2.
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Source: Russell, J. A. (1980). A Circumplex Model of Affect. Journal of Personality and Social

AROUSAL
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SLEEPINESS

Figure 2: Circumplex Model of Affect

Psychology, 39 (6), pp. 1164.

Research in the affect domain adapts a taxonomy of positive and negative
emotions (Watson & Clark 1994; Van Katwyk, Spector, Fox & Kelloway, 2000;
Thompson, 2007). Positive affect is characterized by high energy, attentiveness and
pleasure as a positive state of mind. Negative affect is characterized by misery and
sleepiness with feelings of anger, guilt, and irritation as a negative psychological state

(Watson, Clark & Tellegen, 1988). Table 1 lists the positive and negative emotions.

Table 1: Positive and Negative Emotions

Positive Emotions

Negative Emotions

Interested
Excited
Strong
Enthusiastic
Proud

Alert
Inspired
Determined
Attentive
Active

Distressed

Upset
Guilty
Scared
Hostile
Irritable

Ashamed

Nervous
Jittery
Afraid
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Source: Watson, D., Clark, L. A. & Tellegen, A. (1988). Development and Validation of Brief Measures
of Positive and Negative Affect: the Panas Scales. Journal of Personality and Social Psychology, 54 (6),
pp. 1070.

Thompson (2007) states that the listed 20 emotions are repetitive in some
cases; for instance; ‘jittery’ and ‘afraid’ are closely related. He tested a short-form of
emotions with five positive ones and five negative ones in the Australia, Canada, China,
Hungary, India, Japan, Malaysia, Philippines, Taiwan, Singapore, England, America
and Vietnam samples. His research confirms the two-dimensional model of affect as
positive and negative emotions. Besides, Watson and Clark (1994) suggests choosing
among the most appropriate emotions from the list that would fit with research
purposes. Mainly, positive emotions are related with life satisfaction and socialization;

whereas negative emotions are related with stress (See Beiser, 1974; Watson, 1988).

Emotions were neglected as a research variable until 1990 even though they are
predictors of reactions towards work events (Fox & Spector, 2002). In organizational
environments, the first work on emotions was by sociologist Hochschild (1983). He
mentions emotional labour and management of emotions in his studies. In this domain,
positive and negative affect (Staw, Bell & Clause, 1986), emotional intelligence
(Goleman, 1995) and affective events theory (Weiss & Cropanzano, 1996) are studied,
mainly the effects of emotions on job attitudes are investigated (Fox & Spector, 2002).
For instance, positive emotions are positively related with job satisfaction; whereas
negative emotions are negatively related to job satisfaction (See Van Katwyk et. al.,
2000).

The relationships among emotions and counterproductive work behaviors are
also investigated, and especially negative emotions are found to be related with deviant
behaviors (See Fox, Spector & Miles, 2001a; Lee & Allen, 2002). This study
investigates the links between extra-role behaviors, job creep and emotions; as such, the
effects of extra-role behaviors and job creep on positive and negative emotions is

presented in the next section.

2.3.2. The Relationships Among Extra-Role Behaviors, Job Creep and

Emotions
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In this study, helping behavior and volunteering for extra work is
conceptualized as extra-role behaviors. Those behaviors could be triggered by positive
emotions, as individuals in a positive mood will be more likely to help others and be
enthusiastic to work beyond their role requirements. From this point of view,
individuals are likely to contribute to their work-groups and organizations. Doing good
and feeling good, the individual’s contributions could increase their positive affect
(Spector & Fox, 2002). The links between positive emotions and citizenship behaviors
are confirmed in studies of Lee & Allen, (2002) and Belschak & Den Hartog, (2009).
Negative emotions could trigger deviant behavior and withdrawal from the situations
loaded with negativity; positive emotions are related with prosocial behaviors (Spector
& Fox, 2002). Although studies investigate emotions as predictors of behaviors (See,
Lee & Allen, 2002; Spector & Fox, 2002; Belschak & Den Hartog, 2009), in this study,
how individuals would feel after they perform the extra-role behaviors is investigated.
Prosocial motivation triggers citizenship behaviors such as helping others and taking
initiative, and those citizenship behaviors would trigger positive emotions; thus, the
individuals are expected to continue performing the citizenship behaviors as a result of

the positive emotions created by those behaviors (Bolino, Harvey & Bachrach, 2012).

Mood regulation theories investigate how individuals can manage their own
feelings (feeling better by receiving social support, getting away from negative
emotions by going to a music concert, etc.) (Gross, 1998). Helping others could
especially deviate the attention of the individual from his/her own problems and
negative emotions, and in turn, directing the affect into a more psychological positive
state (Glomb, Bhave, Miner & Wall, 2011). The loop of doing good and feeling good is
empirically supported (See, Glomb et. al., 2011). In this study, it is expected that

voluntarily performed extra-role behaviors would lead to positive emotions.

Presumption 2: Voluntarily performed extra-role behaviors are expected to

evoke positive emotions.

No empirical study investigates the link between job creep and emotions.
However, as stated by Wellin (2007), and Ellis & VVan Dyne (2009), job creep is a threat

to personal freedom and a violation of the psychological contract to the detriment of the
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employee, and those employees are expected to feel angry and disappointed. In this

study, job creep is expected to lead to negative emotions, as well.
Presumption 3: Job creep is expected to evoke negative emotions.

Organizational constraints, inter-individual conflicts and unfair organizational
procedures could evoke deviant behaviors; and the relations between those variables
could be mediated by negative emotions (Fox, Spector & Miles, 2001b). Negative
emotions act as predictors of deviant behavior (Liu & Perrewe, 2005). Due to the role of
emotions in explaining aggressive acts (Spector, Fox & Domagalski, 2006), it is
expected that negative emotions resulting from job creep could trigger withdrawal
behaviors of which are classified as a cluster in counterproductive or deviant work
behaviors. In this respect, the next section presents the literature survey on withdrawal
behaviors.

2.4. WITHDRAWAL BEHAVIORS
2.4.1. Definitions, Antecedents and Outcomes

The term “withdrawal behaviors” is first mentioned by Hill and Trist (1953,
1955) in their studies on work accidents and absenteeism (See, Johns 2001). Before
1950, due to the negative effects of lateness and absenteeism on efficiency, those
behaviors were studied by industrial psychologists (Johns, 2001). Rather than harming
the organization directly, as a result of unfairness perceptions, dissatisfaction and the
need to get away from stressors could lead to behaviors such as working less than
required, and physically appearing in the office but engaging in other activities rather
than work (Spector, Fox, Penney, Bruursema, Goh & Kessler, 2006). Absenteeism,
lateness and turnover are physical acts of withdrawal from work, whereas withholding
effort and work alienation are forms of psychological withdrawal (Beehr & Gupta,
1978). In this study, withholding effort, lateness, absenteeism and intention to quit are
categorized as withdrawal behaviors.
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With regard to social loafing, withholding efforts might become a group norm.
As free-riders withhold their effort, the rest of the group could also act in the same way
to feel more secure (Eder & Eisenberger, 2008). Then, if the individual knows that s/he
will not be punished if s/he withholds her/his effort, and if employee efforts are not
recognized by the managers or organizational procedures, the individuals would
rationalize the act of withholding efforts; in other words, they would find excuses to
justify their withdrawal behavior. To sum up, perceptions of unfairness, low
cohesiveness among group members, low job visibility, high levels of role uncertainty,
job dissatisfaction, weak forms of affective commitment are predictors of withholding
effort (Kidwell & Robie, 2003).

Lateness can be defined as not showing up at work on time (Sagie, Brati &
Tziner, 2002). Blaus (1994) defines three categories of lateness. First, lateness can
increase in a chronic way. Second, the individual might arrive at work during certain
time periods. Third, transportation, weather conditions or illness could cause lateness. In
addition to the aforementioned lateness categories, work-family conflict, job
dissatisfaction and weak forms of organizational commitment are known to predict

lateness, leaving work early and turnover acts (Blaus, 1994).

Defined as not physically showing up at work, absenteeism (Sharma &
Magotra, 2013), is a detriment to the means of efficiency and financial cost for the
organization in addition to destroying employee relations (Sahin, 2011). An absence of
control procedures, a climate of absenteeism, job dissatisfaction, weak forms of
organizational commitment are predictors of absenteeism (Jenkins, 2002). According to
Mitra, Jenkins and Gupta (1999)’s meta-analysis, there is a moderate positive

relationship between absenteeism and turnover.

Turnover is a topic of interest for behavioral scientists and sociologists
(Mobley, Griffeth, Hand & Meglino, 1979). By reason of the negative consequences
such as low productivity, loss of employee investments, additional costs of employment
(See, Mobley, 1982), researchers focus on the predictors of turnover (See, Mobley,
1977; Porter & Steers, 1973). Predictors of turnover are age, tenure, job content, job

dissatisfaction, weak forms of organizational commitment, other job alternatives,
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intention to stay, career mobility perceptions, absenteeism and lateness (Beehr & Gupta,
1978; Krausz, Koslowsky & Eiser, 1998; Mabley, Griffeth, Hand & Meglino, 1979;
Mowday, Koberg & McArthur, 1984; Somers, 1996). On the other hand, leader-
member exchange quality, work group cohesiveness and justice perceptions are
negatively related to turnover (Griffeth, Hom & Gaertner, 2000).

According to the progressive model of withdrawal (Sagie, Brati & Tziner,
2002), job dissatisfaction, weak forms of organizational commitment, stress, and
burnout can all evoke psychological withdrawal, which in turn lead to disengagement
and withholding efforts (closely followed by lateness, absenteeism and turnover). The
progressive model of withdrawal at the individual level could affect the work group in

negative terms.
2.4.2. Relationships Among Emotions and Withdrawal Behaviors

As a result of the cognitive evaluation and interpretation of the organizational
environment, individuals could perceive threats towards their well-being. Perception of
threats evoke negative emotions and the individual is likely to engage in ‘fight or flight’
responses. Negative emotions could especially evoke feelings of revenge and lead to
deviant behaviors. Acting in a passive-aggressive way (i.e. not completing assignments
on time or absenteeism) is more secure at the employee level (i.e. direct acts of deviance
are more risky). Given these factors, negative emotions evoked by the job creep could
lead to withdrawal behaviors (Spector & Fox, 2002).

Chen and Spector (1992) report a moderate positive relationship between
feelings of disappointment and intentions to quit, a weak positive relationship between
anger and absenteeim, and a strong positive relationship between anger and intention to
quit. Spector et. al. (2006) reports positive relationships among withdrawal behaviors
(absenteeism, lateness, leaving work early, taking longer breaks than required), along
with feelings of boredom and sorrow. Another study reports positive relationships
among negative emotions, absenteeism and turnover (Pelled & Xin, 1999), pointing to
the fact that negative emotions are irritating feelings and the individuals could engage in

withdrawal behaviors to order to get away from those negative feelings. In this study, it
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is predicted that when voluntarily-performed extra-role behaviors tranform into
obligatory acts due to outside pressure and lead to job creep, the freedom of the
individuals would be threatened and negative emotions would be evoked. As to get
away from negative feelings, the individuals would engage in withdrawal behaviors.

According to the affective events theory of Weiss and Croponzano (1996),
work events are the root cause of emotional responses. Emotions evoked by work
events are mediators between work events and work attitudes or behaviors. Work
events are shaped by job characteristics. The rationale of the model is that work events
affect work attitudes and behaviors through emotions. Then, job creep could be treated

as a work event and it could lead to withdrawal behaviors through negative emotions.

Presumption 4: Negative emotions felt as a result of job creep could cause

employee withdrawal.

Negative correlations among positive and negative emotions do not indicate
that they are opposite ends of a continuum (correlations range between -0.12 and -0.23,
p < 0.05, See Watson et. al., 1988). In this study, we expect positive relations between
negative emotions and withdrawal behaviors whereas we do not expect significant
relationships among positive emotions and withdrawal behaviors. In this respect,
negative emotions could predict withdrawal behaviors whereas positive emotions would
predict more positive outcomes; such as an increase in organizational identification. The

next section presents a literature survey on organizational identification.
2.5. ORGANIZATIONAL IDENTIFICATION
2.5.1. Definitions

The phenomenon of organizational identification is based on social identity
theory (Tajfel & Turner, 1985). Among the assumptions of social identity theory, lies
the classification of individuals in social categories. These categories could be related to
age, gender, occupation, religion, or the organization in which the individual works. The
sum of the characteristics of the individuals form the specific characteristics for that
category. In other words, the category provides a kind of social identity for the
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individual. This social identity merges with the personal identity (physical appearance,
abilities, and interests), and the individual defines self-concept with the characteristics

of the social group to which s/he belongs.

The reason behind the categorization of the environments is the desire to lessen
the uncertainty. Besides, individuals make more positive self-evalutions with regard to
the characteristics of the social group they belong to (Demirtas, 2003). As such, social
identity reflects togetherness and a sense of “we.” When the individual becomes a part
of a group whose characteristics are somehow superior than the individual’s own
characteristics, the individual reinforces self-evaluations in a more positive way with
the gain of the group’s superior characteristics. The sense of “we” shared among group
members is a means of forgetting about own personal identity and gaining a group
membership identity (Boen, Vanbeselaere & Cool, 2006).

Organizations are social categories for the individuals. Being a member of the
organization, sharing a sense of organizational identity, feeling strong affective
attachment towards the organization, owning the successes of the organization as one’s
own successes and failures is defined as organizational identification (Asforth & Mael,
1989; Mael & Asforth, 1992). Organizational identification is also defined as the
internalization of organizational objectives and the fit between individual and
organizational objectives (Hall, Schneider & Nygren, 1970). Edwards & Peccei (2007)
studies organizational identification in three dimensions (See Asforth & Mael, 1989),
with the first dimension being related to organizational membership. The second
dimension is the alignment of personal objectives with organizational objectives (Hall
et. al, 1970). The third dimension is the felt affective attachment to the organization.
However, organizational identification and affective commitment are not the same in
nature. ldentification refers to sharing similar characteristics and common fate among
group members, with regard to the group identity and emotional attachment for that
particular group; whereas affective commitment refers to an attitude developed towards
the organization as a result of the social exchange between parties (Gautam, Van Dick
& Wagner, 2004). In this respect, organizational identification is the psychological bond

between the individual and the organization. The importance of that psychological bond
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results from its power to predict attitudes, behaviors towards the job, and the

organization (Edwards, 2005).
2.5.2. Antecedents and Outcomes of Organizational Identification

The positive contribution of organizational identification on job performance
(Efraty & Wolfe, 1988), creativeness (Carmeli, Cohen-Meitar & Elizur, 2007),
customer satisfaction (Solnet, 2006) and financial performance (Smith, 2011) is
empirically supported. As the value attached to the organizational membership
increases, working beyond role requirements and helping other organizational members
is expected to increase (Vondey, 2010; Riketta, 2005). The positive relationships among
organizational identification, job satisfaction, job involvement and task motivation,
alongside the negative link between organizational identification and intention to quit
(See Van Knippenberg & Van Schie, 2000), proves the importance of organizational

identification in predicting attitudes.

Variables that contribute to organizational identification are: organizational
characteristics (image, organizational justice, organizational support), the nature of the
relationships among individuals (network characteristics, strength of the relationships)
(Jones & Volpe, 2010), leadership characteristics (transformational leadership, ethical
leadership, leader-member exchange) (He & Brown, 2013), and individual
characteristics  (tenure, organizational satisfaction, job satisfaction, receiving
mentorship) (Mael & Asforth, 1992).

The reported relationships among positive emotions, job satisfaction and
organizational commitment raises a line of thought that positive emotions could also
contribute to organizational identification (Kreiner & Asforth, 2004). In this respect, the
next section discusses the relationship between positive emotions and organizational

identification.

2.5.3. The Relationship Between Emotions and Organizational

Identification
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Jones (2010)’s study indicates that employees with altruistic motives
participate in organizationally-held social responsibility projects and through
participation in volunteer work, identification with the organization increases. In this
respect, individually or organizationally-held volunteer acts could contribute to positive
emotions and those emotions could strengthen the psychological bond between the
individual and the organization. Individuals who help coworkers and contribute to the
effectiveness of their organization could experience more positive affect as a result of
being proud of their acts, feeling happy and cheerful with social interaction, and feeling
energetic with their hard work. The inner peace of helping others could contribute to

their identification with the organization.

The only empirical study that investigates the relationship between positive
emotions and organizational identification is reported by Kreiner and Asforth (2004).
Individuals in a positive mood are likely to evaluate their organization in a more
optimistic way, focusing on the bright sides. As a result, their identification with the
company is likely to get stronger. In line with the findings and arguments presented
above, positive emotions evoked by voluntarily-performed extra-role behaviors are

expected to contribute to organizational identification.

Presumption 5: Positive emotions evoked by voluntarily-performed extra-role

behaviors are expected to contribute to organizational identification.

Based on past research and the rationale presented up until this section, extra-
role behaviors would evoke positive emotions, whereas job creep is expected to evoke
negative emotions. Negative emotions would lead to withdrawal behaviors and positive

emotions would contribute to organizational identification.
2.6. HYPOTHESES

This study tests the outcomes of extra-role behaviors and job creep. The
literature survey indicates that extra-role behaviors are treated as a performance
outcome, hence their antecedents are mostly studied and individual consequences are
neglected. For instance, organizational identification and positive emotions are thought

to contribute to extra-role behaviors (See, Van Dick, Grojean, Christ & Wieseke, 2006;
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Williams & Shiaw, 2010). On the other hand; if we consider organizational events as
ongoing processes, the following questions could be asked: How would extra-role
behaviors evoke emotions after they are performed? How do those emotions contribute
to organizational identification? There is no research yet that considers those questions.

Another important point is that the negative consequences of extra-role
behaviors started to be studied in the beginning of the 2000s. Job creep is a quite recent
topic that has not been tested empirically. Identification of the gaps in the literature lead
us to form the presumptions of the study and in the light of the mentioned presumptions,

the research hypotheses are as follows:

Hypothesis 1: The scores regarding positive emotion and organizational
identification will be higher for those who perform extra-role behaviors voluntarily
compared to the ones who experience job creep, whereas the negative emotion and
withdrawal behavior scores will be higher for the ones who experience job creep in

comparison to those who perform extra-role behaviors voluntarily.

Hypothesis 2: Negative emotions have positive contribution on withdrawal

behaviors.

Hypothesis 3: Positive emotions have positive contribution on organizational

identification.

2.7. RESEARCH QUESTIONS

Total work life experience, tenure, level of position, managerial position, the
number of subordinates, age, gender, educational status and salary levels of the
participants are demographic questions that were asked in order to investigate how
research variables differ (with relation to emotions, withdrawal behaviors,

organizational identification) among groups.
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3. METHOD

Methodology adopted in the study is presented in this section. In this respect,
preliminary studies are summarized, followed by demographic information, scales of

measurement and data analysis of the main study.
3.1. PRELIMINARY STUDIES

3.1.1. Exploratory Research on the Outcomes of Extra-Role Behaviors and

Job Creep

Preliminary Study 1: As a result of the literature review, it is seen that
theoretical information about the concept of “job creep” is quite scarce and there is no
empirical work. At this point, by appealing to the in-depth interview method,
introducing the embedded information related to the subject is the target (Bas, Usta &
Onder, 2008). Basically, three questions were addressed to three research assistants, a
middle level manager, and three assistant specialists who work for companies that all
serve in the areas of banking, telecommunication and security. Participants included
three males and four females between the ages of 26 and 40. A convenience sampling

method was used and listed below are the main questions of the interview.

1. Do you ever work beyond your working hours by undertaking additional
duties that are beyond your job definition? How much do you cooperate with your

coworkers?

All of the participants answered the prerequisite questions by saying “yes.”
Subsequent to this ‘yes’ answer, their opinions towards the question below is then

received.

2. Do you exhibit these behaviors (additional assignments and help) voluntarily

or do you feel an outside pressure?

While only one participant declared that he worked on additional assignments

and helped voluntarily from time to time, six participants expressed that they felt

pressure about taking on additional assignments and helping others. Participants’
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feelings and thoughts on the topics of working on additional assignments and helping
others as a result of felt pressure were also asked. Findings can be summarized as

follows.

A participant mentioned that helping voluntarily made him feel good. However,
sometimes, helping can even extend to taking on the workload of others. He mentioned
that he felt bad when he was obliged to work overtime and do others’ jobs. As he had
the ability of multitasking and as he was able to work harder than his coworkers, he
thought that he was exposed to job creep. All other participants said that they
experienced pressure to work beyond their role requirements and they even spent some
weekends working. These are the discourses that came to the fore during the interviews:
“My workload is not fair compared to my coworkers.“It is not fair that they want me to
work more than the others.“Sometimes I blame myself that I cannot say no.“I
sometimes feel myself as if I'm a fool.“T get angry and aggressive when I’'m asked to
work more than required.“When my coworker shirks his/her duties, I become obliged to
finish his/her jobs too.“My manager never finds what I do sufficient; he/she always

wants more. That’s why I’m looking for a job.”

In summary, it is discovered that participants experience job creep as a result of
feeling under pressure towards spending effort beyond their role requirements and
helping their coworkers. Outcomes of job creep turned out to be diminished justice
perceptions and felt anger.

As a result of the interviews, this study confirmed that employees could
experience job creep. During the interviews, for the sake of not manipulating participant
views, guidance from the interviewer’s remained limited. In these 15-minute long
interviews, as participants’ experience and ideas were not discussed in detail, sufficient
information was not obtained. Taking all the factors into consideration, with the aim of
gathering novel ideas and real-life examples, preliminary studies with a focus group

method continued to be conducted.

Preliminary Study 2: The aim of the study is discovering the positive and

negative consequences of extra-role behaviors and collecting detailed information about
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job creep. A focus group study is conducted in the general management office of a
production firm that has been active for nearly 40 years and produces construction
chemicals. In total, five participants with undergraduate degrees, between the ages of 29
and 41, participated in the study. Participants work in the departments of human
resources, corporate communication, information technology, marketing, and
accounting. Three of the participants are women and two are men, with two being
married and the other three single. Permission for the usage of a tape recorder during
the study was asked. Along with recording, notes were also taken by the researcher. The
study (which is limited to one hour as participants were on break between work shifts)
was conducted in a silent meeting room. In the start-up phase, a questionnaire was
distributed to the participants. In this form, there were questions towards demographic
information and behavior examples that represent extra-role behaviors. Participants
were asked to answer the demographic questions and to share negative experiences or

observations towards the consequences of given behaviors.

As participants from marketing and human resources departments were in
managerial positions, and the assistant specialist working in an accounting department
had a structured job, they did not report negative experiences related with the topics.
The other two participants, who worked in corporate communication and information
technology departments, pointed out their negative experiences towards job creep,
mentioning feelings of injustice, anger, disappointment, turnover, work-family and
work-leisure time conflicts. A participant from the corporate communication
department said: “While others leave work, I, being obliged to finish the additional
duties | undertook by myself in the office, felt disappointed. If my manager or someone
from the human resources department had noticed this effort of mine, 1 would not
decide to leave my job.” The participant expressed that she had to work beyond working
hours as a result of additional tasks she was forced to take. In addition to that, she
expressed that married employees entitled themselves to leave the office on time but she
was forced to stay by reason of the fact that she was single. She also expressed that she
had a social life but she had work-leisure time conflict as a result of working on
additional assignments. She thought that her efforts were not rewarded so that she had

to quit her job. Other hitting contributions came from discourses from the information
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technology specialist: “When you help someone, that becomes your duty. Sometimes |
spend so much time to help, I work overtime as I cannot finish my own tasks.” In the
company, overtime pay is not given, but employees who cannot finish their jobs within
the day are asked to work overtime. Eventually, employees, who undertake additional
duties and spend time on helping coworkers, might be exposed to job creep. The point
that attracts attention is that, in positions like accounting where duties are specified
clearly, and in managerial positions, job creep might not emerge. Then, one should
consider job and work group characteristics as factors that shape job creep. Unfairness
perceptions and negative emotions emerge as the outcomes of extra-role behaviors. In
this study, as we focus on the negative consequences of job creep, a second focus group

study was conducted to gather more information.

Preliminary Study 3: The firm that produces and sells cars, is active with
nearly 4,900 employees since 1967. The focus group study was conducted in the general
management office with six participants, aged between 27 and 32, and all had
undergraduate degrees. They included three men, three women, with two being single,
and four others being married; participants worked for human resources, marketing and
support units. One of the participants who work in the support unit is a process engineer
and the other participant is a SAP expert. In the interviews, which were limited to one
hour as the participants were on break from their work shift, the same form used in the
first focus group study was also used and participants were asked to share their
experiences related with the negative consequences of the given behaviors. Permission
for the usage of tape recorder during the study was asked. Along with recording, notes

were also taken by the researcher.

No negative experiences from three participants that work in the human
resources department were reported; however, they increased intra-group interaction
with the questions they asked to other members. The process engineer said that his job
was “helping others.” Accordingly, helping coworkers and either enhancing methods of
handling the jobs or reducing the time spent on jobs through designing more effective
methods were among his tasks. He expressed that he enjoyed helping people. The

marketing specialist and SAP support expert mentioned their experiences related with
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job creep and its consequences. Negative consequences presented by the group towards
extra-role behaviors can be summarized as job creep, the feelings of being aggrieved,
anger, and disappointment. The most hitting discourses came from the marketing expert
and SAP support expert respectively: “This week I could not go out for lunch three
times. | do my job without complaining but when | need help and cannot get it, | get
disappointed.” “My job was evaluated through my six-item job definition but | was
doing much more. It was not fair. I said, ‘either we revise this or I’'m quitting my
position.” If I cannot get in return for [the things] what I do, there is nothing good for
me.” The SAP support expert left her position in the company because of the fact that
she was evaluated by her job definition. Her manager’s thoughts are as follows: “Do
not waste time training others; you handle the jobs yourself.” She became obliged to
work from home even during summer vacations and she works in a way that she can
serve for nearly two different units. She was employed in another department in the
same company and she expressed that she was really satisfied with her new position.
After she quit her position, the two departments she served for were obliged to revise
their work flow. Experiences of the SAP expert points out the probability of the
existence of employees that experience job creep through accepting additional duties
voluntarily. Eventually, she left her position and experienced negative feelings like

anger.

Results of focus group studies indicate that extra-role behaviors that are
exhibited voluntarily can convert into job creep. Job creep seems to diminish justice
perceptions, evoke negative emotions and lead to withdrawal behaviors. Results are
consistent with the literature. As such, we continued to conduct studies in order to test
the items of emotions, distributive justice and counterproductive work behaviors.

3.1.2. Preparation and Test of Scenarios and Scales

Pilot Study 1: Substructure concerning the research model is formed through
the first three preliminary studies. In the next step, through the theoretical information,
two scenarios were developed. The stages of writing the scenarios can be summarized
as follows: primarily, extra role behaviors scales were listed. Among those, ones that

can evoke job creep were chosen. As the subject of job creep is not examined
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empirically yet, definitions of the concept were listed. Next, scenarios were written.
During preliminary studies, in accordance with the feedbacks, revisions were made.
Along with the participant opinions, opinions of six academicians who study in the
areas of human resources and organizational behavior were also asked. The number of
words were kept equal for the scenarios. The first scenario describes an employee who
engages in volunteer work and helping others. The second scenario mentions the same
employee and job creep. As such, the first scenario consisted of voluntarily performed
extra-role behaviors whereas the other one mentioned job creep. Participants were asked
to empathise with the character and answer the items towards positive and negative
emotions, distributive justice and counterproductive work behaviors. Higher ratings in
positive emotions and distributive justice perceptions, and lower ratings in
counterproductive work behaviors for the extra-role behaviors scenario were expected.
Lower ratings were expected for distributive justice, while higher ratings were expected
for negative emotions and counterproductive behaviors in the job creep scenario. 10
items from Spector et. al. (2006) that seemed consistent for research purposes were
adapted as the counterproductive work behavior items. Three positive items were added
to this section in order to keep participants attentive and to avoid manipulation. The
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positive items are: “spreads praises about the organization,” “provides constructive
suggestions to improve organizational functioning,” and “defends the organization
against criticisms.” Those three items were chosen among the organizational citizenship
scale of Moorman and Blakely (1995). Five positive and five negative emotions were
adapted from Watson, Clark & Tellegen (1988)’s PANAS. Five items of distributive
justice were adapted from Niehoff & Moorman (1993), and all items were answered on

a six point scale.

12 students who were graduate and doctoral students in the Department of
Management-Organization at Istanbul University’s School of Business, participated in
the extra-role behaviors scenario, and 13 students worked within the job creep scenario.
The results of the study can be summarized as follows: positive emotions are higher in
job creep scenario (3.80 > 2.46), and negative emotions are higher in extra-role
behaviors scenario (4.50 > 2.76); counterproductive work behaviors take an average of

1.74 in extra-role behaviors, and 2.11 in the job creep scenario. Distributive justice
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perceptions do not differ among scenarios, at 2.46 and 2.37, respectively. As the
number of participants were below 30, difference tests were not conducted and only
average scores were considered. In both scenarios, three positive statements regarding
citizenship behaviors had higher scores than counterproductive work behaviors, at 3.69
and 3.10 respectively. In this preliminary study, as revising scenarios and statements
were aimed, questions regarding demographic information were not asked. Instead,
participants were asked to answer open-ended questions towards comprehensibility and
wording of the scenario, as well as the fit between scenarios and items. Participants’
views and average scores indicate that scenarios did not fit with distributive justice
items. Participants stated that connections could not be established in between
statements towards scenarios and distributive justice items. In addition, as characters in
both two scenarios are interpreted to be easy-going and hardworking, participants
thought that this character would not engage in counterproductive work behaviors, and
on the contrary, the character would be expected to perform citizenship behaviors. In
the direction of suggestions, the distributive justice perception was extracted from the
research model. As counterproductive work behaviors got lower scores, a return to
focus group studies was made and limited the counterproductivity with withdrawal
behaviors. Due to high scores on the three positive citizenship behaviors, a decision was
made to include organizational identification in the research model. Thus, a research
model was formed in the rationale that extra-role behaviors would contribute to positive
emotions and identification with the organization, whereas job creep would contribute
to negative emotions and withdrawal behaviors. By adapting six statements from
organizational identification scale developed by Mael and Asforth (1992) and
withdrawal behavior items written by the researcher, a parallel flow between scenarios

and statements was established.

Pilot Study 2: Checking over scenarios and statements revised, a new
preliminary study was conducted. The undergraduate students of Istanbul University’s
School of Business were asked to state their ideas towards comprehensibility of the
scenario, wording and the fit between the scenario and statements. 19 participants were
asked to answer statements concerning extra role behaviors scenario and 20 participants

were asked to focus on the job creep scenario. Findings towards positive and negative
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emotions are parallel with the previous study; negative emotions got higher scores for
job creep (4.00 > 2.60), and positive emotions got higher scores for extra role behaviors
(4.10 > 2.40). Withdrawal behaviors got higher scores in job creep scenario (4.20 >
3.10). Although organizational identification had higher scores in the extra-role
behaviors scenario, it obtained a high score in job creep scenario (4.85 > 4.35). Despite
the fact that results support the research model, in accordance with the criticisms
obtained from participants, the directions were revised. In order to conduct difference
tests, another preliminary study with a larger sample was conducted.

3.1.3. Model Test

Pilot Study 3: Revised scenarios and scale were tested on a larger sample in
order to conduct independent samples t-test to see whether the differences are
statistically meaningful. The sample consists of 59 students from the School of Business

at Istanbul University. Findings are summarized in Table 2.

Table 2: t-Test Results for Preliminary Study 6

Variables Scenario N Mean Std. Dev. t p

Positive Emotions ERB 30 4.37 0.87 5.668 0.000
Job Creep 28 2.92 1.07

Negative Emotions ERB 30 2.43 0.66 -6.461 0.000
Job Creep 29 3.71 0.83

Withdrawal

behaviors ERB 29 291 1.20 -2.182 0.033
Job Creep 30 3.59 1.17

Organizational
o ERB 30 4.96 0.86 2,044 0.046
Identification

Job Creep 29 4.48 0.92
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As can be seen, positive emotions have higher scores in extra-role behaviors
scenario (4.37 > 2.92, p < 0.001). Negative emotions have higher scores in job creep
scenario (3.71 > 2.43, p < 0.001). Withdrawal behaviors have statistically higher scores
in job creep scenario (3.59 > 2.91, p <0.05). Organizational identification has a higher
score in the extra-role behaviors scenario, however, the average score is still high in the
job creep scenario (4.96 > 4.48, p < 0.05). As the results were obtained from the student

sample, another preliminary study was conducted on a sample of workers.

Pilot Study 4: Following the online survey method, a questionnaire link was
sent to participants. In this study, demographic questions were also asked. Employees in
different business segments (such as technology, production, energy, education,
construction, food, health and telecommunication) participated in the study. 51
participants answered items towards the extra-role behaviors scenario, and 47
participants answered items towards job creep scenario. The sample consists of
company owners, managers, accountants, technicians, specialists, clerical workers,
teachers, doctors, nurses. Ages range between 20 to 50, and educational statuses differ
with participants ranging between high school, undergraduate and master’s degrees. A
reliability analysis indicates Cronbach’s alpha values are above 0.70. Independent

samples’ t-test results are summarized in Table 3.
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Table 3: t-Test Results for Preliminary Study 7

Variables Scenario N Mean Std. Dev. t p
Positive
. ERB 51 4.25 1.13 4.252 0.000
Emotions
Job Creep 47 3.27 0.81
Negative
. ERB 51 2.30 0.98 -6.803 0.000
Emotions
Job Creep 47 3.80 1.17
Withdrawal
. ERB 51 2.72 1.09 -4.060 0.000
behaviors
Job Creep 47 3.66 1.20
Organizational
. ERB 51 4.76 1.02 1.028 0.306
Identification
Job Creep 47 4.55 0.95

As can be seen from Table 3, positive emotions have higher scores in extra-role
behaviors scenario (4.25 > 3.27, p < 0.001). Negative emotions have higher scores in
the job creep scenario (3.80 > 2.30, p < 0.001). Withdrawal behaviors have higher
scores in the job creep scenario, as expected (3.66 > 2.72, p < 0.001). No significant
difference between scenarios with regard to organizational identification exists (See,
4.76 and 4.55, p > 0.05). However, this result could have been obtained due to the small
sample size. In this respect, the researchers decided to move forward to the main study.

The next sections presents demographic information about the sample, scales, and data

analysis methods used in the main study.
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3.2. SAMPLE

Subjects were chosen among the list of a research company, which consists of
nearly two million employees working in Istanbul. As random sampling was not
applied, sample characteristics were equalized with matching. Participants’ age range
was limited from 20 to 40 years old, as such tenure and total work experience took
similar average scores among groups. Salary was kept optional, and by that reason, it
was not equalized. 200 subjects participated in the extra-role behaviors scenario and 201
subjects participated in the job creep scenario. Demographic information is presented in
Table 4.

Table 4: Demographic Information

Demographics Extra-Role Behaviors Job Creep
Female 100 101
Male 100 100
High School Graduate 31 32
College Graduate 19 16
Undergraduate 134 137
Postgraduate 16 16
Subjects in managerial position 106 110
Salary less than 1000 TL 7 7
1001 TL- 2000 TL 74 60
2001 TL-3000 TL 46 45
3001 TL-4000 TL 28 17
4001-5000 TL 11 8
5001 TL or above 18 10
Missing (salary) 16 54

The average age of subjects in the extra-role behaviors scenario is 29 (std. dev.
4.82), the average work life experience is 7.8 years (std. dev. 5.5), and the average
tenure is 3 years (std. dev. 3.1). The average age of subjects in the job creep scenario is
28.5 years old (std. dev. 4.7), the average work life experience is 7.4 years (std. dev.
5.1), and the average tenure being 2.8 years (std. dev. 2.8). As can be seen, groups are
matched with regard to age, tenure and total work experience. The distribution is quite
similar in terms of gender, managerial positions and educational status (See, Table 4).
Salary groups are not equalized, however, they still seem similar. Cross tables with

regard to work position and business segment are presented (See, Table 5 and Table 6).
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Table 5: Number of Subjects Among Positions

Position Scenario: ERB Scenario: Job Creep
N % N %

Top level manager 3 1 12 6

Middle level manager with less than 10 31 16 26 13

subordinates

Middle level manager with more than 10 25 13 13 6

subordinates

Expert (engineer/technician) 45 22 42 21

Clerical/office workers 96 48 108 54

Total 200 100 201 100

The majority of the groups consist of office workers (See, 48% and 54%),

while the minority consists of top level managers (See, 1% ve %6%). The number of

experts are quite similar (See, 22% and 21%). The most outstanding difference is

among middle level managers (See, 29% and 19%). Even though the distribution of

subjects among groups with regard to work positions is not perfectly equal, it still seems

rather similar.
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Table 6: Number of Subjects Among Business Segments

Business Segments ERB JOB CREEP

N % N %
Finance 22 11 27 13
Education 6 3 8 4
Consulting 17 9 15 8
Retailing 9 4 5 2
Technology 15 7 17 9
Media 12 6 11 6
Tourism 11 6 9 4
Health 7 4 5 2
Logistics 10 5 17 9
Construction 22 11 24 12
Trade 2 8 4
Petrochemistry 1 0.5 1 0.5
Textile 12 6 14 7
Food 20 10 13 6
Other 31 15.5 27 13.5
Total 200 100 201 100

As can be seen from Table 6, business segments show quite a variety.
However, the number of subjects among those segments seem similar. As a result, one

can conclude that samples are matched in terms of demographic characteristics.
3.3. PROCEDURE

Data gathering was conducted by two trained research assistants through
telephone interviews. In the telephone interviews, the introduction could be quoted as
“Have a nice day, sir/madam. My name is... We are conducting a research on the
individual consequences of extra-role behaviors for a PhD dissertation at Marmara
University. I would like to get your ideas regarding the topic.” Subjects who agreed to
participate in the research first answered questions related with their age, sector of
employment, and work positions. Regarding employment in the private sector, working
in the office environment and being between the ages of 20 to 40 were prerequisites,
and rest of the questions were asked to subjects with the appropriate characteristics.
Next, instructions, scenarios, scales and items were narrated. During the interviews,

scenarios and answer scales were repeated. Gender was coded without asking.
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Educational status, business segment, managerial position, tenure, total work experience
were also asked. Finally, the name, surname and telephone number of the participant

was confirmed.

Telephone interviews were recorded and answers were coded at the time of the
interview. The reason of choosing telephone interviews among data gathering methods
is to improve the quality of answers. In paper and pen tests, one cannot be sure whether
participants would understand the scenarios and scale items. In telephone interviews,
the repetition of scnearios and scale items increased our control. Besides, business
segments and work positions were directly asked and, as a result, demographic

characteristics among groups could be matched.

Telephone interviews of the extra-role behaviors scenario took eight minutes
on the average, with an average of eight and a half minutes for the job creep scenario.
Data gathering started on October 31st and ended on November 10th due to a sufficient

sample size.
3.4. SCALES

Scenarios: Two separate scenarios were prepared for extra-role behaviors and
job creep variables. Scenarios mention an office worker named Deniz working as an
assistant specialist in a company. The first section of both scenarios give information
about the person. Information is related with fulfilling all job requirements, in addition
to also volunteering for additional assignments. In the second section, manipulation is
given. In the extra-role behaviors scenario, volunteer help behaviors are mentioned. The
job creep scenario mentions the volunteer work turning into obligations and the felt
pressure due to increasing obligations (See, Appendix 7.1). Instructions started with the
following: “Now think of yourself in the position of Deniz, and think as if you are

someone like him/her.” Participants are then asked to answer the items in this direction.

Emotions: Watson, Clark and Tellegen (1988)’s PANAS scale consists of 10
positive and 10 negative emotions. Five positive and five negative emotions were
chosen among those emotions of which were thought to fit the scenarios. Dynamic,

peaceful, proud, happy and cheerful are chosen as the positive emotions, whereas tired,
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disappointed, sad, angry and nervous are chosen as the negative emotions (See,
Appendix 7.2). Answer scales range between (1) Never” and “(6) Always.”
Cronbach’s alpha of positive emotions for the extra-role behaviors scenarios is 0.71,
and 0.74 for job creep. Cronbach’s alpha of negative emotions is 0.71 and 0.74,

respectively.

Withdrawal Behaviors: Previous research on withdrawal behaviors and focus
group study results directed us to classify lateness, absenteeism, withholding effort,
psychological withdrawal and turnover intention as the withdrawal behaviors that would
fit with research purposes (See, Appendix 7.3). In this respect, five statements were
written. Answer scales range between “(1) Certainly No” and “(6) Certainly Yes.”

Cronbach’s alpha values are 0.71 and 0.75, respectively.

Organizational Identification: Mael and Asforth (1992)’s six item scale of
organizational identification was revised and used (See, Appendix 7.4). Answer scales
range between “(1) Certainly No” and “(6) Certainly Yes.” Cronbach’s alpha values are
0.73 and 0.76, respectively.

3.5. DATA ANALYSIS

SPSS 18 statistical package was used to test the research model. In this respect,
reliability analysis revealed Cronbach’s alpha values of each scale. The principal
component and varimax rotation technique was adapted to identify the dimensions of
variables. Correlation and simple regression analysis were conducted.to investigate
hypothesized relationships among variables. Finally, demographic data was investigated

through independent samples t-test, and two-way anova (2x2 factorial anova).
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4. FINDINGS

In this section, reliability and factor analyses results are presented. Hypotheses
testing are done by independent samples t-test, correlation and regression analyses. The

section ends with the presentation of difference tests for demographic variables.
4.1. RELIABILITY ANALYSES

For each scenario, reliability test results are presented in Table 7. The item in
withdrawal behaviors scale “if possible, I would leave my department and work in
another department in the same organization” was removed from each scenario’s data
set in order to set alpha levels above 0.70. As can be seen, all scales are reliable enough

to proceed to factor analyses.

Table 7: Reliability Scores

SCENARIO: EXTRA-ROLE SCENARIO: JOB CREEP

SCALE BEHAVIORS CRONBACH’S ALPHA
CRONBACH?’S ALPHA
1. Positive Emotions 0.71 0.74
2. Negative Emotions 0.71 0.74
3. Withdrawal Behaviors 0.71 0.75
4. Organizational Identification 0.73 0.76

4.2. FACTOR ANALYSES
4.2.1. Factor Analyses for Emotions

Scales had the same items for both of the scenarios. Factor analyses were run
separately for each scenario. Results reveal that for both scenarios, emotions have two
dimensions as expected; positive and negative (Extra-role behaviors and job creep
scenario; KMO = 0.826 and 0.871, Bartlett Test of Sphericity Chi Square: 514.461 and
576.333; df: 45; p < 0.001).
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Table 8: Extra-Role Behaviors Scenario, Factor Analyses of Emotions

FACTORS EMOTIONS Negative Positive Explained Cronbach’s
Emotions Emotions Variance Alpha
Sad 0.80
F1 Disappointed 0.73
Angry 0.61
Nervous 0.60
Bored 0.52 25.8% 0.71
F2 Cheerful 0.79
Happy 0.77
Dynamic 0.60
Peaceful 0.56
Proud 0.51 24.2% 0.71

Table 9: Job Creep Scenario, Factor Analyses of Emotions

FACTORS EMOTIONS Negative Positive Explained Cronbach’s
Emotions Emotions Variance Alpha
Sad 0.72
F1 Disappointed 0.70
Angry 0.68
Nervous 0.68
Bored 0.51 29.5% 0.74
F2 Dynamic 0.76
Happy 0.64
Cheerful 0.60
Proud 0.60
Peaceful 0.52 22.4% 0.74

4.2.2. Withdrawal Behaviors Scale Factor Analyses

For both the extra-role behaviors scenario (KMO = 0.739 and Bartlett Test of
Sphericity Chi Square: 145.081; df: 6; p<0.001) and the job creep scenario
(KMO=0.768 and Bartlett Test of Sphericity Chi Square: 172.105; df: 6; p<0.001), the
factor analyses reveal only one dimension for the withdrawal behaviors scales, as

expected.
4.2.3. Organizational Identification Scale Factor Analyses

In both the extra-role behaviors scenario (KMO = 0.778 and Bartlett Test of
Sphericity Chi Square: 226.049; df: 15; p < 0.001) and job creep scenario (KMO =
0.800 and Bartlett Test of Sphericity Chi Square: 264.104; df: 15; p < 0.001), factor
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analyses reveal only one dimension for the organizational identification scales, as

expected.
4.3. DIFFERENCE TESTS AMONG SCENARIOS

Statistically significant higher scores were expected in positive emotions and
organizational identification for the extra-role behaviors scenario, whereas significant
higher scores of negative emotions and withdrawal behaviors were expected for job
creep scenario. In this respect, independent samples- t test results are presented in Table
10.

Table 10: Difference Test Results Among Scenarios

Variable Scenario N Mean Std. Dev. T P
Positive ERB 200 422 0.99 9.675 0.000
Emotions

Job Creep 201 3.25 1.01
Negative ERB 200 257 0.81 -7.399 0.000
Emotions

Job Creep 201 3.25 1.00
G ERB 200 2.69 1.16 -5.208 0.000
Behaviors

Job Creep 201 3.50 1.18
Organizational  ERB 200 4.97 0.90 4134 0.000
Identification

Job Creep 201 4.56 1.03

Positive emotions have higher scores for the extra-role behaviors scenario
(4.22 > 3.25, p < 0.001). Negative emotions have higher scores for the job creep
scenario (3.25 > 2.57, p < 0.001). The withdrawal score is higher for the job creep
scenario (3.50 > 2.69, p < 0.001). The organizational identification score is higher for

the extra-role behaviors scenario (4.97 > 4.56, p < 0.001). As can be seen, Hypothesis 1
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receives full support. However, the high scores of organizational identification for both
scenarios should be highlighted (See, 4.97 and 4.56).

4.4. CORRELATION AND REGRESSION TESTS FOR EMOTIONS,
WITHDRAWAL BEHAVIORS AND ORGANIZATIONAL IDENTIFICATION

The following hypotheses of the study are tested with correlation and
regression analyses. The strong significant correlation among independent variables is a
violation of regression assumptions. Therefore, correlation tables are examined to
confirm whether multi-collinearity exists. Correlation coefficients for each scenario are
presented in Table 11 and 12.

Table 11: Extra-Role Behaviors Scenario, Correlation Coefficients Among Variables

Organizational Withdrawal Negative Positive
Identification Behaviors Emotions Emotions
Positive Emotions 0.44** -0.54** -0.47** 1
Negative Emotions -0.28** 0.51** 1
Withd rawal -0.39%* 1
Behaviors
Organizational 1

Identification

**Correlation is significant at 0.01 level.

As seen, the strength of the relationships between positive and negative
emotions is negative and below 0.70. (See, r = -0.47, p < 0.01). Therefore, no doubt of
multi-collinearity exists. The relationship between positive emotions and organizational
identification is significant and positive, (r = 0.44, p < 0.01), and the relationship among
negative emotions and withdrawal behaviors is also significant and positive (r = 0.51, p
< 0.01). Additionally, the relationship among positive emotions and withdrawal
behaviors proved significant and negative, (r = -0.54, p < 0.01), while the relationship
among negative emotions and organizational identification is similarly significant and
negative (r = -0.28, p < 0.01). Withdrawal behaviors and organizational identification

has significant and negative correlation (r = -0.39, p < 0.01).

44



Age, tenure and total work experience do not have significant relationships
with research variables. Therefore, those variables are not included in Table 11.
However, age has a significant positive correlation with both tenure, (r = 0.39, p < 0.01)
and total work experience (r = 0.48, p < 0.01), and tenure has a significant correlation
with total work experience (r = 0.83, p < 0.01). Due to the fact that younger participants
have less tenure and work experience in comparison to older participants, and tenure is

a part of total work experience, reported correlations are already expected.

Table 12: Job Creep Scenario, Correlation Coefficients Among Variables

Organizational Withdrawal Negative Positive

Identification Behaviors Emotions Emotions
Positive Emotions 0.41** -0.47** -0.58** 1
Negative Emotions -0.30** 0.49** 1 -
Withdrawal Behaviors -0.45** 1 - -
Organizational 1 ) i )

Identification

** Correlation is significant at 0.01 level.

As seen in the data, the strength of the relationships between positive and
negative emotions is negative and below 0.70. (See, r = -0.58, p < 0.01). Therefore, no
doubt of multi-collinearity exists. The relationship among positive emotions and
organizational identification is significant and positive, (r = 0.41, p < 0.01), and the
relationship between negative emotions and withdrawal behaviors is significant and
positive (r = 0.49, p < 0.01). Additionally, the relationship among positive emotions and
withdrawal behaviors is significant and negative, (r = -0.47, p < 0.01), relationships
among negative emotions and organizational identification is significant and negative (r
= -0.30, p < 0.01). Withdrawal behaviors and organizational identification have
significant and negative correlations (r=-0.45, p<0.01). Age, tenure and total work
experience do not have significant relationships with the variables. Therefore, those
variables are not included in Table 12. However, age has a significant positive
correlation with tenure, (r = 0.46, p <0.01), and it has a significant positive correlation
with total work experience (r = 0.76, p < 0.01), and tenure has a significant correlation

with total work experience (r = 0.59, p < 0.01).
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With regard to the significant relationships among independent and dependent
variables, simple regression analyses could be conducted to test the viability of the

research model.

Regression analysis results regarding the expected positive effect of negative

emotions evoked by job creep on withdrawal behaviors is presented in Table 13.

Table 13: Negative Emotions and Withdrawal Behaviors in Case of Job Creep

Withdrawal Behaviors
Negative Emotions (Beta) 0.49***

R 0.49

R? 0.24

F 64.270%**
**%n<0.001

As shown above, negative emotions have moderate and positive contributions
on withdrawal behaviors (Beta = 0.49, p < 0.001). Besides, R? indicates that 24% of
variance in withdrawal behaviors could be explained with negative emotions. As
positive emotions were negatively related to withdrawal behaviors (See, Table 12, r=-
0.47, p < 0.01), the contribution of positive and negative emotions on withdrawal
behaviors were also tested. In this step, positive and negative emotions were taken as
independent variables to the model, whereas withdrawal behaviors was entered as the
dependent variable. In this case, it was found that negative emotions had positive
contribution on withdrawal behaviors (Beta = 0.33, p < 0.001), whereas positive
emotions had a significant negative contribution (Beta = -0.27, p < 0.001). Based on the
findings, one can conclude that a negative affect has additive effects on withdrawal

behaviors while positive affect has a lessening effect.

Regression analysis results regarding the expected positive effect of positive
emotions evoked by extra-role behaviors on organizational identification is presented in
Table 14.

Table 14: Positive Emotions and Organizational Identification in Case of Extra-Role

Behaviors
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Organizational
Identification

Positive Emotions (Beta) 0.44***

R 0.44

R 0.19

F 49.148***
***n<0.001

As exhibited, positive emotions have moderate and positive contribution on
organizational identification (Beta = 0.44, p < 0.001). Besides, R? indicates that 19% of
variance in organizational identification could be explained with positive emotions. As
negative emotions were negatively related to organizational identification (See, Table
11, r = -0.28, p < 0.001), the contribution of positive and negative emotions on
organizational identification were also tested. In this step, positive and negative
emotions were taken as independent variables to the model, whereas organizational
identification was entered as the dependent variable. In this case, it was found that the
contribution of negative emotions on organizational identification was not significant
(Beta = 0.091, p > 0.05). Results reveal that positive affect has additive effects on
organizational identification whereas negative affect does not have meaningful

contribution.
4.5. DIFFERENCE TESTS AMONG DEMOGRAPHIC VARIABLES
4.5.1. Independent Samples T-Test For Gender

For extra-role behaviors scenario, no significant difference was found among
gender groups with regard to emotions, withdrawal behaviors and organizational
identification. However, if the error margin is accepted as 10%, the negative emotions
and organizational identification scores of females are found to be higher than males
(respectively, 2.67 > 2.48 and 5.09 > 4.85, p < 0.10). For the job creep scenario, no

significant difference was found for research variables among gender groups, as well.
4.5.2. Independent Samples T-Test For Education

Educational status was categorized as high school, college, undergraduate,

master degree and PhD. Participants mostly had undergraduate degrees. (for extra-role
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behaviors scenario, 134 participants were surveyed, and for the job creep scenario, 137
participants). There are 31 and 32 participants with high school degrees, for college
degree there are 19 and 16 participants, for master degree 16 and 16 participants,
respectively. Therefore, educational status was recoded as college or below, and
undergraduate or above. For the job creep scenario, the withdrawal scores of
participants with an undergraduate degree or above is higher (3.58 > 3.23,t = -1.777, p
< 0.10).

For the extra-role behaviors scenario, organizational identification scores are
higher for participants with an undergraduate degree or above (See, Table 15, 5.05 >
4.71,t=-2.348, p < 0.05).

The interaction effect of the scenarios with educational status on emotions,
withdrawal behaviors and organizational identification was tested through two-way
analysis of variance (2x2 factorial anova) and for only organizational identification, the

interaction effect is significant (F = 3.885, p < 0.05).

Table 15: Interaction of Scenarios, Educational Status and Organizational Identification

Educational Status Extra-Role Behaviors: Job Creep: Average Scores Average Scores and Std.

Average Scores and Std. and Std. Deviation Scores Deviation Scores for
Deviation Scores for for Organizational Organizational
Organizational Identification Identification
Identification
College or below 4.71 (0.99) 4.64 (1.12) 4.68 (1.05)
Undergraduate or above 5.05 (0.86) 4.54 (1.00) 4.79 (0.97)
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Extra-role behaviors Job creep

Figure 3: Interaction of Scenario, Organizational Identification and Educational Status

As can be seen from Figure 3, the organizational identification scores of
participants with college degree or below is 4.71 for the extra-role behaviors scenario,
while this score is 4.64 in the job creep scenario. On the other hand, participants with an
undergraduate degree or above had the highest average score in the extra-role behaviors
scenario (See, 5.05), the lowest score belongs to this group in the case of job creep (See,
4.54).

4.5.3. ANOVA Tests Among Salary Groups

Due to the number of participants in salary groups, salary was recoded under
three groups: “2000 TL or below,” “2001-3000 TL,” and “3001 TL and above.” For the
extra-role behaviors scenario, groups had 81, 46, and 39 participants, respectively. For
the job creep scenario, groups had 67, 45, and 25 participants, respectively. However,

ANOVA indicates no significant difference among salary groups for research variables.
4.5.4. Independent Samples T-Test For Managerial Position

Participants were asked whether they had managerial positions. They were also
asked to state the number of subordinates if they had a managerial position. For the

extra-role behaviors scenario, no significant difference was found among groups for
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positive and negative emotions, (t = 0.333 and 0.631, p > 0.05), withdrawal behaviors (t
= -0.715, p > 0.05) and organizational identification (t = 1.522, p > 0.05) among
participants with managerial status and non-managerial status. For the job creep
scenario, no significant difference was found for positive and negative emotions (t = -
0.709 and -0.523, p > 0.05), withdrawal behaviors (t = -0.032, p > 0.05) and
organizational identification (t = 0.959, p > 0.05) among managerial groups. It was also
tested whether any differences exist according to the number of subordinates. Three
groups were recoded, namely as managers with 3 subordinates or less, subordinates
between 4 to 8, 9 subordinates or more. For the extra-role behaviors scenario, 33
managers have 3 subordinates of less, 32 have subordinates between 4 to 8, and 41
managers had 9 subordinates or more. ANOVA indicates no significant difference
between the three groups with regard to positive emotions (F = 0.817, p > 0.05),
negative emotions (F = 1.739, p > 0.05), withdrawal behaviors (F = 0.656, p > 0.05) and
organizational identification (F = 0.038, p > 0.05). For the job creep scenario, the
number of managers in each group is 40, 32 and 37, respectively. ANOVA indicates no
significant difference (F values for positive emotions, negative emotions, withdrawal
behaviors and organizational identification; 0.270, 0.795, 0.292 and 1.274, p > 0.05).
Therefore, no significant difference could be reported with regard to managerial status

and the number of subordinates among research variables.
4.5.5. ANOVA Tests Among Managerial Positions

Recoding was done due to the number of participants in each managerial
position. Three groups were recoded, namely as top or middle level manager, specialists
and office workers. The number of participants in each group is 59, 45 and 96 for the
extra-role behaviors scenario; with 51, 42 and 108 for the job creep scenario. However,
ANOVA indicates no significant difference for both scenarios, with regard to positive
emotions, negative emotions, withdrawal behaviors and organizational identification (F
values for extra-role behavors scenario; 0.114, 0.677, 0.106 and 0.834, p > 0.05; for the
job creep scenario; 0.143, 0.325, 1.132, 0.279, p > 0.05).

4.6. SUMMARY OF THE FINDINGS
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1. Positive emotions, negative emotions, withdrawal behaviors and
organizational identification variables were uni-dimensional and have reliability

coefficients above 0.70, as expected.

2. Hypothesis 1 receives full support, as positive emotions and organizational
identification had higher scores in the extra-role behaviors scenario, whereas negative
emotions and withdrawal behaviors had higher scores in the job creep scenario.
However, the high score of organizational identification in both scenarios should be
taken into account (See 4.97 and 4.56).

3. Hypothesis 2 receives full support, as negative emotions had meaningful

positive contribution on withdrawal behaviors.

4. Hypothesis 3 receives full support, as positive emotions had meaningful

contribution on organizational identification.

5. Another finding is the negative effect of positive emotions on withdrawal

behaviors.

6. Females had higher negative affect and organizational identification scores
for the extra-role behaviors scenario, with the error margin accepted as 10%.

7. In the extra-role behaviors scenario, participants with an undergraduate
degree or above had a higher organizational identification score in comparison to
participants with a college degree or below. The withdrawal score in the job creep
scenario is also higher for this group.

8. The interaction effect of scenarios and educational status is significant for
organizational identification. The difference among groups with regard to

organizational identification is remarkable in terms of educational status.

9. No significant difference was found among groups of salary, managerial
position, managerial status and number of subordinates groups with regard to emotions,

withdrawal behaviors and organizational identification.
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5. DISCUSSION AND SUGGESTIONS

This section discusses the statistical analyses results, the observed high scores
of organizational identification in both scenarios and difference test results. By reason
of the fact that no similar empirical study exists yet, findings are discussed in a theory

based rationale; in order to make suggestions for future research and organizations.

Extra-Role  Behaviors,  Positive  Emotions and  Organizational
Identification:We expected positive emotions and organizational identification would
be higher in the case where extra-role behaviors are performed voluntarily, in
comparison to the conditions of job creep, of which violate the voluntariness of extra-
role behaviors. This presumption was supported by study results (4.22 > 3.25 and 4.97 >
4.56, p < 0.001). An individual who helps his/her coworkers could experience a positive
state of mind, by getting away from their own problems and negative emotions. Extra-

role behaviors encourage the socialization among coworkers. Voluntarily performed
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extra-role behaviors could also strengthen the social identity and contribute to
organizational identification. Since extra-role performers would have greater number of
links with others, s/he would gain a place in the informal network of the organization.
Consequently, being a part of the social network would contribute to his/her
organizational identity. As a matter of fact, individuals who participated in the extra-
role behaviors scenario had higher scores in positive affect and the contribution of
positive emotions on organizational identification was found to be 0.44 (p < 0.001).
Briefly, individuals who are high in positive affect could easily focus on the bright sides
of the organization, and with an optimistic explanatory style, their organizational
identification would get stronger (Kreiner & Asforth, 2004). The positive relationship
between positive affect and organizational identification (r = 0.57, p < 0.01) was also
reported by Kreiner and Asforth (2004).

Positive Emotions and Withdrawal Behaviors: We did not expect any
significant effect of positive emotions on withdrawal behaviors. However, results
indicated a significant negative effect (Beta = -0.27, p < 0.001). Then, being in a
positive state of mind could lessen psychological withdrawal, lateness and absenteeism
behaviors. Avey, Wernsing and Luthans (2008) report a significant negative
relationship between positive emotions and deviant behaviors (r = -0.55, p < 0.01). They
explain this finding with the broaden-and-build theory of positive emotions which was
developed by Frederickson (2004). Accordingly, positive emotions act as a mechanism
that enrich the cognitive repertoire of the individual and contribute to creativeness,
positive behaviors and psychological resources. On the other hand, negative emotions
evoke fight or flight responses by diminishing psychological resources. Thus, we
conclude that positive emotions buffer the negative acts of fight or flight, and lessen

employee withdrawal.

Job Creep, Negative Emotions and Withdrawal Behaviors: Individuals who
experience job creep were expected to be in a negative state of mind characterized by
feeling nervous, bored and disappointed; so, they would develop a tendency to engage
in withdrawal behaviors. Indeed, individuals who participated in the job creep scenario
had higher negative affect (3.25 > 2.57, p < 0.001) and they had higher scores in
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withdrawal behaviors (3.46 > 2.89, p < 0.001). In this study, the contribution of
negative emotions on withdrawal behaviors was found to be 0.49, (p < 0.001). Then, it
is confirmed that negative emotions evoked by job creep would lead to withdrawal
behaviors such as withholding effort or spending less time doing work by having longer
breaks. This is due to the need of lessening the negative effects of job creep and
negative emotions. The positive contribution of negative emotions on withdrawal
behaviors was also supported by past research findings (See, Chen and Spector, 1992;
Pelled and Xin, 1993). In this case, organizations might face the possibility of losing

good citizens.

Resulting from the absence of empirical research on job creep and untested
theoretical assumptions, Deci and Ryan (1985)’s self-determination theory should be
considered as a means of explaining the study results. Accordingly, every individual
has a need for growth and this growth need is satisfied with behaviors that are internally
motivated. Intrinsic motivation is becoming motivated for doing something just because
it is interesting or satisfying on its own. In intrinsic motivation, there is no expectation
for external rewards (Deci, 1972). Moreover, external rewards could diminish the
intrinsic motivation (Deci, Koestner & Ryan, 2001). In that case, acts of extra-role
behaviors are due to the high growth need of the individual. The basis of intrinsic
motivation is related with competence, belongingness and autonomy needs (Ryan &
Deci, 2000). The individual satisfies the need of competence by volunteering for extra
assignments. Helping others is a way of socialization; as such, the individual satisfies
their need of belongingness. However, if the voluntary aspect of extra-role behaviors is
diminished by job creep, the need of autonomy would be violated due to increasing
obligations. As a result, intrinsic motivation would decrease. Especially, if the
individual perceives that his/her help will be asked for in the future and senses a
pressure towards helping others, his/her area of freedom would be threatened. Hence,
willingness to help will decrease because the individual would like to help via free will,
not by pressure (Berkowitz, 1973). An individual who cannot satisfy their need for
autonomy would feel negative emotions and engage in withdrawal behaviors to get

away from those negative emotions.
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Scenarios and Organizational Identification: We expected that organizational
identification scores would be higher in the case of extra-role behaviors. Independent
samples t-test indicated a meaningful difference among scenarios, as well. The average
organizational identification score was 4.97 for extra-role behaviors and 4.56 for job
creep (p < 0.001). Despite the fact that the difference is meaningful, 4.5 out of 6 is still a
high score in the case of job creep. This finding could also be explained with Deci and
Ryan (1985)’s self-determination theory. Let’s assume that the individual satisfies their
competence and belongingness needs as being a member of the organization. Even
though the individual engages in withdrawal behaviors to satisfy an autonomy need,
relations with coworkers and strength of the psychological bond with the organization
would buffer the dramatical decline in the level of organizational identification. With
the case of job creep, although there is pressure on working more than required and
helping others, the individual would still receive a message towards how valuable s/he
is for her/his organization. Under those circumstances, satisfied competence and
belongingness needs would buffer the effects of job creep on organizational
identification.

Extra-Role Behaviors, Gender, Positive Emotions, Organizational
Identification: Female participants of extra-role behaviors scenario had higher scores in
positive emotions and organizational identification compared to males (2.67 > 2.48 and
5.09 > 4.85, p < 0.10). Previous research confirms that females have higher negative
affect and higher depression scores (See, Brody, 1999; Simon and Nath, 2004). This
finding could be explained as women might feel negative emotions more frequently and
they could report higher ratings in questionnaires (Brody & Hall, 2008). No previous
finding related with womens’ higher organizational identification scores was found, and
on the contrary, males’ had higher organizational identification in a study (Wan-
Huggins, Riordan & Griffeth, 1998). Then, one must conclude that the differences
between males and females with regard to organizational identification might vary

across situations.

Scenario, Educational Status, Withdrawal Behaviors: In the job creep scenario,

the average withdrawal scores of participants with undergraduate degree or above is
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higher than participants with college degree or below (3.58 > 3.23,t = -1.777, p < 0.10).
An educational degree might increase expectations from the organization; moreover, the
psychological contract breach might evoke more negative responses for participants
with a high educational status. In the extra-role behaviors scenario, the average
organizational identification score of participants with an undergraduate degree or
above is higher than the participants with a college degree or below (5.05 > 4.71, t = -
2.348, p < 0.05). Educational status might be increasing the value attached to the
organization; thus, members with a higher educational status might have stronger
psychological bonds with their organization. To sum up, voluntarily performed extra-
role behaviors could have positive contribution on organizational identification whereas

job creep could lead to employee withdrawal.

In conclusion, significance of the study is based on its experimental design and
its focus on two important gaps in the literature. First, extra-role behaviors are treated as
an independent variable and its outcomes are investigated. Secondly, the phenomenon

of job creep, which has not been tested empirically, is examined.

For the sake of increasing awareness towards job creep, brief information
regarding the phenomenon is presented before moving onto suggestions. In particular,
downsizing organizations functioning with of employees with higher amounts of
workload, unrevised job definitions which do not recognize new tasks that emerge with
the changes in workflow, unfair distribution of tasks among employees, manager or
coworker pressure, and social loafing could all be summarized as the factors that
contribute to job creep. Even though no research investigates the relationships between
social loafing and job creep, we believe that durability of social loafing could increase
the ‘sucker effect.” According to Tan and Tan (2008), group members with high
conscientiousness, work group interest, and sense of responsibility do less engaging in
social loafing. Accordingly, in cohesive groups with high job visibility, organizational
citizenship behaviors are more frequently performed. Besides, in work groups with low
job visibility and unclear work distribution, members with low internal work motivation
could engage in social loafing more frequently. In conclusion, weak performance norms

and weak sense of “we” could lead to a sucker effect for good citizens, as they will be
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helping free-riders or completing their tasks on their behalf (Liden, Wayne, Jaworski &
Bennett, 2004). Job creep is a neglected construct, for both the researchers and
organizations, and this could be due to the idea that “this person was working
voluntarily before, [and they] would continue anyway.” Nevertheless, managers who do
not control the factors that could lead to job creep should consider the possibility of
losing valuable organizational members. If those valuable members are bombarded with
obligatory demands, they could feel negative affect, and to avoid those negative
feelings, they could engage in withdrawal behaviors. Fair distribution of work and up-
to-date job definitions as well as high job visibility could prevent job creep. In addition
to that, the person-job fit should be well established so that work flow problems with

regard to incompetent employees can be prevented.

Suggestions: Job creep should be investigated empirically as there is not much
theoretical knowlege about the phenomenon, and both qualitative and quantitative
research is needed. The definition could be enlarged, while subdimensions could be
explored and situational contributors could be investigated. For instance, do employees
with certain characteristics face job creep more than others? Could conscientiousness
and perfectionism be one of those characteristics? What about the communication style:
is job creep related with “not being able to say no” to extra demands? How could work
group characteristics and organizational culture shape it? Could job creep be considered
as a factor that violates the norm of reciprocity between the individual and the
organization? Does educational status differentiate the responses towards job creep?
How could extra-role behaviors and job creep be investigated from the perspective of
social exchange theory? Besides, we focused on negative emotions and withdrawal
behaviors as outcomes of job creep. Future research could also investigate individual

and organizational outcomes of job creep.

Besides job creep, there is a need for conducting future research on the
individual and organizational consequences of extra-role behaviors. As extra-role
behaviors were treated as a performance indicator, antecedents are mostly investigated.
What happens next? In other words, what kind of consequences do extra-role

performers experience in their work groups? How do group dynamics get affected?
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How are good citizens perceived by their work group and managers? We focused on
positive emotions and organizational identification as outcomes of extra-role behaviors.
Future research could also treat extra-role behaviors as an ongoing process rather than

considering those behaviors as dependent variables.
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7. APPENDIX

7.1. SCENARIOS
Extra-Role Behaviors Scenario

Deniz works as an assistant specialist in a company. S/he fulfills all the job
requirements written in her/his job definition. In addition to her/his job requirements,
s/he is recognized as an employee who volunteers for extra-work. S/he helps others who
have heavy workloads and challenging tasks. S/he helps others who leave work early
and who arrive late, to complete their assignments. Besides working hard, s/he cares for
others who have work-related or personal problems. Briefly to say, Deniz fulfills her/his

job requirements, helps coworkers and works extra hours from time to time.
Job Creep Scenario

Deniz works as an assistant specialist in a company. S/he fulfills all the job
requirements written in her/his job definition. In addition to her/his job requirements,
s/he is recognized as an employee who volunteers for extra-work. S/he helps others who
have heavy workloads and challenging tasks. After some time, volunteer work and help
becomes obligatory. Deniz starts to feel as if s/he has to help others or take extra work.
S/he feels under pressure and volunteer work becomes a part of her/his job routine.
Some days, s/he works extra-time to complete her/his own assignments due to the time

spent with extra work and helping others.
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7.2. EMOTIONS

Scale: (1) Never (2) Rarely (3) Sometimes (4) Often (5) Very Often (6) Always
Positive Emotions: Dynamic, peaceful, proud, happy, cheerful
Negative Emotions: Bored, sad, disappointed, angry, nervous

7.3. WITHDRAWAL BEHAVIORS

Scale: (1) Certainly No (2) No (3) A little probable (4) Possible (5) Yes (6) Certainly Yes

I would exert less effort to avoid the extra-work.

I would engage in getaways (long lunch breaks, internet surfing, leaving early etc.) to withdraw from
work.

I would search for job alternatives outside.

If possible, | would leave my department and work in another department in the same organization.

I would start losing my enthusiasm for work.

7.4. ORGANIZATIONAL IDENTIFICATION

Scale: (1) Certainly No (2) No (3) A little probable (4) Possible (5) Yes (6) Certainly Yes

I would say “we”, rather than “they” when I talked about my organization.

I would feel as if the organization’s successes were my successes.

When someone praised my organization, | would feel like it was like a personal compliment.
I would have a sense of belongingness to the organization.

I would be interested in what others thought about my organization.

When someone critized my organization, | would feel bad.

7.5. DEMOGRAPHIC QUESTIONS

Age: ... Gender: () Female... () Male
Sector () Private () Public
Do you work in an office? () Yes () No

Education: () High school () College () Undergraduate () Master () Ph. D.

Business segment:
() Finance () Education (') Consulting () Retailing () Technology () Media () Tourism () Health

Position:

() Top level manager

() Middle level manager with more than 10 subordinates
() Middle level manager with less than 10 subordinates
() Expert

() Office worker

Total work experience:...... (years) Tenure:...... (years)

Salary:() 1000 TL or less . ()1001-2000 TL ()2001-3000 TL ()3001-4000 TL ()4001-5000 TL (
)5001 TL or more
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7.6. QUESTIONNAIRES

7.6.1. Questionnaire 1: Extra-Role Behaviors

Iyi giinler efendim Ismim ... . Marmara Universitesi Isletme Béoliimii Doktora tezi
kapsaminda “Ekstra Rol Davramslarnt ve Bireysel Sonuclar1’” konusunda bir arastirma

gerceklestiriyoruz. Bu konu hakkinda sizlerin de goriislerini almak istiyorum.

DM2.Yasmiz1 6grenebilir miyim?

DM2A.Yas araligimi kodlaymiz.
20 yaginin altinda

20-26
26-30
31-35
36-40

Anketi bitiriniz

ool W|IN|F

40 yasinin iistiinde Anketi bitiriniz

DM3. Ozel sektdrde mi calistyorsunuz yoksa kamuda mi?
Ozel sektor 1

Kamu 2 Anketi bitiriniz

DMA4. Sirketteki pozisyonunuzu 6grenebilir miyim?

Ust yonetici(Genel miidiir, miidiir)

10'dan az galisanli -Orta diizey yonetici

10'dan fazla ¢alisanli -Orta diizey yonetici
Nitelikli Uzman (Miihendis, tekniker)
Memur/Ofis Calisani

o |01 (B~ W N

Diger (A¢ik uglu belirtme almiyoruz) Anketi bitiriniz

72



Simdi size okuyacagim kisa senaryoda yer alan karakterin yerine kendinizi koymamz ve
sorularimizi bu dogrultuda yanitlamamzi rica ediyorum.

SENARYO
Deniz, bir sirkette uzman yardimcisi olarak ¢calismaktadir. is tamminda yer alan tiim
gorevlerini eksiksiz olarak yerine getiren ve kendi sorumlulugunda olan isleri takip eden Deniz,
isinin resmi gerekliliklerini tam anlamiyla karsilamaktadir. s tanimina ilaveten, ekstradan
gorevler almak icin goniillii olmasiyla da taninir ve fazladan cahsmaktan kacmaz. Zor gorevleri
olan, is yiikii fazla olan is arkadaslarina yardim eder. Ise geciken veya isten erken ¢cikma
durumunda olanlara, kendi isini birakarak yardima kosar. Siki calismasinin yani sira, Kisisel
veya isle ilgili problemleri olan is arkadaslari ile de ilgilenir. Ozetle, Deniz hem is tamiminda yer
alan gorevlerini yerine getiren, hem de is arkadaslarinin yardimina kosan bir ¢calisan olarak,
zaman zaman mesai saatleri disinda da ¢calismalarini siirdiiriir.

BOLUM 1:KOD B

B. Simdi kendinizi Deniz’in yerine koyun, onun gibi biri oldugunuzu diisiiniin. Boyle bir
durumda isyerinizde asagidaki duygular1 ne siklikla hissederdiniz? Cevabiniz “hi¢cbir zaman-
nadiren-bazen-sik sik-¢ok sik ve her zaman seklinde olmahdir. Her bir duygu durumu i¢in fikrinize

uygun gelen cevap secenegini soyler misiniz?

= c & c =< = . S
B1 1 | Bikkin 1 2 3 4 5 6
B1 2 | Dinamik 1 2 3 4 5 6
B1 3 | Hayal kirikhig1 1 2 3 4 5 6
B1 4 | Huzurlu 1 2 3 4 5 6
B1 5 | Uzgin 1 2 3 4 5 6
B1 6 | Gururlu 1 2 3 4 5 6
B1 7 | Kizgin 1 2 3 4 5 6
B1 8 | Mutlu 1 2 3 4 5 6
B1 9 | Tedirgin 1 2 3 4 5 6
B1 10 | Neseli 1 2 3 4 5 6
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BOLUM 2: KOD C

C. Simdi yine kendinizi Deniz’in yerine koymanizi ve onun gibi biri oldugunuzu
diisiinerek okuyacagim ifadeleri kesinlikle hayir-cok diisiik ihtimalle-diisiik ihtimalle-miimkiin-

yiiksek ihtimalle veya kesinlikle evet seklinde cevaplamaniz istiyorum.

[} = D
X: |23 | 23] £ |25 (2.
io(rju Deniz’in yerinde olsaydiniz.... e a E z”é fE Z E £z
odu §=|22|82| 2 |EZ|¢8
c1 1 Calistigim isyeriyle ilgili bir sey anlatirken “biz” ifadesini 1 2 3 4 5 6
- kullanirdim.
C1_2 | Kurumumun basarisin1 kendi basarim gibi sahiplenirdim. 1 2 3 4 5 6
Biri ¢aligtigim igyeri hakkinda 6vgii dolu sozler
CL3 | Gsylediginde sanki bana iltifat edilmis gibi hissederdim. L1231 4]5]68
Cl 4 | Calistigim igyerine kars1 bir aidiyet hissi beslerdim. 1 2 3 4 5 6
Cl5 ]")1ger 1nsgn1ar1n kurumum hakkindaki diistincelerini 1 5 3 4 5 6
- onemserdim.
Kurumum aleyhine yapilan elestirileri duydugumda,
CL6 | kendimi kotii hissederdim. tj2]3]415 16
cl 7 Is yerlm'('ie sergiledigim c¢abay1 azaltip, bana verilebilecek 1 2 3 4 5 6
- ekstra gorevlerden kacinmaya calisirdim.
Is yerimdeyken, beni isten uzaklastiracak, miimkiin
mertebe kiigiik kagamaklar yaratirdim (6gle yemegi
C1.8 . . ; . ) . 1 2 3 4 5 6
siiresini uzatma, internette vakit gecirme, is yerinden erken
¢ikma, mesaiye ge¢ baglama vb.)
C1.9 Farl'<1} sl'rketlerde olabilecek is alternatiflerini gdzden 1 2 3 4 5 6
gegcirirdim.
Firsat dogarsa, mevcut bolimiimden ayrilip ayni kurum
€110 icerisinde farkl bir bolime gegmek isterdim. 1 2 3 4 5 6
C1 11 |Isimden sogumaya baslardim. 1 2 3 4 5 6

BOLUM 3: KOD DM

DMS5. Cinsiyeti sormadan kodlayniz.

Kadm 1

Erkek 2

DMS6. En son mezun oldugunuz egitim kurumunu dgrenebilir miyim?

Lise veya dengi

Yiksek okul

Lisans/Universite

Yiksek lisans

a|l bW | N

Doktora
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DM7. Calistiginiz firmanin faaliyet alant

n1 dgrenebilir miyim?

Finans (Bankacilik,sigortacilik vb.)

Egitim

Danigmanlik

Perakendecilik

Bilisim (Teknoloji, Haberlesme vb.)

Medya

Turizm

Saglik

Lojistik ( Havayolu, Kargo, Tasimacilik)

OO |INOD|O|P[WIN|F

insaat

=
o

Ticaret

[N
[EEN

Petrokimya

[EnN
N

Tesktil

[EnN
w

Gida

[N
SN

Diger (Belirtiniz)

[N
(&3]

DMS8. Yonetsel pozisyonda misiniz?

Evet

Hayir

DM9. Toplam is hayat1 tecriibenizi yil olarak 6grenebilir miyim?(niimerik)

DM10. Mevcut kurumdaki is tecriibenizi yil olarak dgrenebilir miyim?(niimerik)

DM11. Gelir durumunuz okuyacagim araliklardan hangisine uymaktadir?

1000 TL veya daha az

1001-2000 TL

2001-3000 TL

3001-4000 TL

4001-5000 TL

50001 TL ve lizeri

Cevap vermek istemiyor

~N oo~ lW|IN|F

DM12. Adiniz1 ve soyadinizi 6grenebilir miyim?

ADI

SOYADI

DM9. Goriistiigiiniiz kisinin telefon numarasini yaziniz(niimerik)

DM10. Anketor adini yaziniz.

Katkilariniz icin tesekkiir ederiz.
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7.6.2. Questionnaire 2: Job Creep

Iyi giinler efendim ismim ... . Marmara Universitesi Isletme Béliimii Doktora tezi
kapsaminda “Ekstra Rol Davramslari ve Bireysel Sonuglar1’” konusunda bir arastirma

gerceklestiriyoruz. Bu konu hakkinda sizlerin de goriislerini almak istiyorum.

DM2.Yasiiz1 6grenebilir miyim?

DM2A.Yas araligini kodlaymiz.

20 yasinin altinda Anketi bitiriniz

20-26

26-30

31-35

36-40

oo~ WwW|IN|F

40 yaginin {istiinde Anketi bitiriniz

DM3. Ozel sektorde mi galistyorsunuz yoksa kamuda mi?

Ozel sektor 1

Kamu 2 Anketi bitiriniz

DMA4. Sirketteki pozisyonunuzu 6grenebilir miyim?

Ust yonetici(Genel miidiir, miidiir)

10'dan az galisanli -Orta diizey yonetici

10'dan fazla ¢alisanli -Orta diizey yonetici

Nitelikli Uzman (Miihendis, tekniker)

Memur/Ofis Calisani

Diger (Agik uclu belirtme almiyoruz) Anketi bitiriniz

o (01 |~ W (N
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Simdi size okuyacagim kisa senaryoda yer alan karakterin yerine kendinizi koymaniz ve
sorularimizi bu dogrultuda yanitlamaniz rica ediyorum.

SENARYO
Deniz, bir sirkette uzman yardimcisi olarak calismaktadir. Is tamminda yer alan tiim gérevlerini
eksiksiz olarak yerine getiren ve kendi sorumlulugunda olan isleri takip eden Deniz, isinin resmi
gerekliliklerini tam anlamiyla karsilamaktadir. is tanimina ilaveten, ekstradan gérevler almak
icin goniillii olmasiyla da tammmr ve fazladan cahsmaktan kagmaz. Zor gorevleri olan, is yiikii
fazla olan arkadaslarina yardim eder. Ancak goniillii olarak yaptig1 yardimlar ve aldig ekstra
gorevler, bir siire sonra kendisinden siirekli beklenir hale gelir. is arkadaslarimin yardimina
kosma hususunda sanki buna mecburmus, sanki onun sorumluluguymus gibi hissetmeye baslar.
Baski altinda kahiyormus gibi bir duyguya kapilir. Ustelik basta goniillii olan bu gorevler
zamanla rutine biner ve kendisinin tamamlamasi gereken esas isleri mesai icerisinde
yetistiremedigi giinler siklasir.

BOLUM 1:KOD B

B. Simdi kendinizi Deniz’in yerine koyun, onun gibi biri oldugunuzu diisiiniin. Béyle bir
durumda isyerinizde asagidaki duygular1 ne siklikla hissederdiniz? Cevabiniz “hi¢cbir zaman-
nadiren-bazen-sik sik-¢ok sik ve her zaman seklinde olmahidir. Her bir duygu durumu igin fikrinize

uygun gelen cevap secenegini soyler misiniz?

= c E’ c x xa. . g
B1 1 | Bikkmn 1 2 3 4 5 6
B1 2 | Dinamik 1 2 3 4 5 6
B1_3 | Hayal kiriklig1 1 2 3 4 5 6
B1 4 | Huzurlu 1 2 3 4 5 6
B1 5 | Uzgin 1 2 3 4 5 6
B1 6 | Gururlu 1 2 3 4 5 6
B1 7 | Kizgin 1 2 3 4 5 6
B1 8 | Mutlu 1 2 3 4 5 6
B1 9 | Tedirgin 1 2 3 4 5 6
B1 10 | Neseli 1 2 3 4 5 6
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BOLUM 2: KOD C

C. Simdi yine kendinizi Deniz’in yerine koymanizi ve onun gibi biri oldugunuzu
diisiinerek okuyacagim ifadeleri kesinlikle hayir-cok diisiik ihtimalle-diisiik ihtimalle-miimkiin-

yiiksek ihtimalle veya kesinlikle evet seklinde cevaplamaniz istiyorum.

[} = D
X: |23 | 23] £ |25 (2.
io(rju Deniz’in yerinde olsaydiniz.... e a E z”é fE Z E £z
odu §=|22|82| 2 |EZ|¢8
c1 1 Calistigim isyeriyle ilgili bir sey anlatirken “biz” ifadesini 1 2 3 4 5 6
- kullanirdim.
C1_2 | Kurumumun basarisin1 kendi basarim gibi sahiplenirdim. 1 2 3 4 5 6
Biri ¢aligtigim igyeri hakkinda 6vgii dolu sozler
CL3 | Gsylediginde sanki bana iltifat edilmis gibi hissederdim. L1231 4]5]68
Cl 4 | Calistigim igyerine kars1 bir aidiyet hissi beslerdim. 1 2 3 4 5 6
Cl5 ]")1ger 1nsgn1ar1n kurumum hakkindaki diistincelerini 1 5 3 4 5 6
- onemserdim.
Kurumum aleyhine yapilan elestirileri duydugumda,
CL6 | kendimi kotii hissederdim. tj2]3]415 16
cl 7 Is yerlm'('ie sergiledigim c¢abay1 azaltip, bana verilebilecek 1 2 3 4 5 6
- ekstra gorevlerden kacinmaya calisirdim.
Is yerimdeyken, beni isten uzaklastiracak, miimkiin
mertebe kiigiik kagamaklar yaratirdim (6gle yemegi
C1.8 . . ; . ) . 1 2 3 4 5 6
siiresini uzatma, internette vakit gecirme, is yerinden erken
¢ikma, mesaiye ge¢ baglama vb.)
C1.9 Farl'<1} sl'rketlerde olabilecek is alternatiflerini gdzden 1 2 3 4 5 6
gegcirirdim.
Firsat dogarsa, mevcut bolimiimden ayrilip ayni kurum
€110 icerisinde farkl bir bolime gegmek isterdim. 1 2 3 4 5 6
C1 11 |Isimden sogumaya baslardim. 1 2 3 4 5 6

BOLUM 3: KOD DM

DMS5. Cinsiyeti sormadan kodlayniz.

Kadm 1

Erkek 2

DMS6. En son mezun oldugunuz egitim kurumunu dgrenebilir miyim?

Lise veya dengi

Yiksek okul

Lisans/Universite

Yiksek lisans

a|l bW | N

Doktora
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DM7. Calistiginiz firmanin faaliyet alant

n1 dgrenebilir miyim?

Finans (Bankacilik,sigortacilik vb.)

Egitim

Danigmanlik

Perakendecilik

Bilisim (Teknoloji, Haberlesme vb.)

Medya

Turizm

Saglik

Lojistik ( Havayolu, Kargo, Tasimacilik)

OO |INOD|O|P[WIN|F

insaat

=
o

Ticaret

[N
[EEN

Petrokimya

[EnN
N

Tekstil

[EnN
w

Gida

[N
SN

Diger (Belirtiniz)

[N
(&3]

DMS8. Yonetsel pozisyonda misiniz?

Evet

Hayir

DM9. Toplam is hayat1 tecriibenizi yil olarak 6grenebilir miyim?(niimerik)

DM10. Mevcut kurumdaki is tecriibenizi yil olarak dgrenebilir miyim?(niimerik)

DM11. Gelir durumunuz okuyacagim araliklardan hangisine uymaktadir?

1000 TL veya daha az

1001-2000 TL

2001-3000 TL

3001-4000 TL

4001-5000 TL

50001 TL ve lizeri

Cevap vermek istemiyor

~N oo~ lW|IN|F

DM12. Adiniz1 ve soyadinizi 6grenebilir miyim?

ADI

SOYADI

DM9. Goriistiigiiniiz kisinin telefon numarasini yaziniz(niimerik)

DM10. Anketor adini yaziniz.

Katkilariniz icin tesekkiir ederiz.
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OZET

Bu calismanin amaci, rol otesi davraniglarin ve is tasmasinin sonuglarini
aragtirmaktadir. Bu dogrultuda kurulan arastirma hipotezleri; rol otesi davranislarin
goniillii  sergilendikleri durumda olumlu duygulanimi arttiracagit ve bu olumlu
duygularin orgiitle 6zdeslesmeye katkida bulunacagidir. Ancak rol 6tesi davraniglarin
gontlliliik esasiyla degil de baski sonucu sergilenmeleriyle is tasmasina yol agmalari
durumunda, olumsuz duygulanimi ve geri c¢ekilme davraniglarim1 arttiracaklari

beklenmistir.

Istanbul’da hizmet sektdrii calisanlar1 iizerinde yapilan bu arastirmanin
sonuglari, rol Otesi davraniglarin olumlu duygular1t ve Orgiitle 6zdeslesmeyi; is

tagsmasinin ise olumsuz duygular1 ve geri ¢ekilme davranislarini arttirdigini gostermistir.

Calismanin ana katkisi, literatiirde gorgiil olarak calisma alan1 bulmamis yeni
bir degisken olan is tagsmasini ele almasidir. Bdylelikle rol 6tesi davranislarin ardindaki
goniilliiliik hususuna dikkat ¢ekilmistir. Ayrica rol Otesi davranislarin bagimsiz
degisken olarak ele alinmasinin yani sira, iki yonlii bir bakis agist ile hem olumlu hem
olumsuz sonuglar1 incelenmistir. Temel olarak, is tasmasi olgusunun orgiitsel davranis
alaninda yapilan arastirmalarda ele alinabilecek ©nemli bir husus oldugu ortaya

konmustur. Gelecek ¢alismalar i¢in Oneriler de sunulmustur.

Anahtar kelimeler: rol 6tesi davranislar, is tasmasi, duygular, geri ¢ekilme

davranislari, orgiitle 6zdeslesme



ABSTRACT

The aim of this study is to investigate the results of extra-role behaviors and
job creep. In this respect, it is hypothesized that when extra-role behaviors are
performed voluntarily, they will lead to positive emotions and those positive emotions
will contribute to organizational identification. On the other hand, when extra-role
behaviors are not performed voluntarily, they will lead to job creep, which will result in

negative emotions and employee withdrawal.

According to the study conducted on service sector employees working in
Istanbul, when performed voluntarily, extra-role behaviors are associated with positive
outcomes such as positive emotions and organizational identification. When these
behaviors are performed with pressure that leads to job creep, they are associated with

negative outcomes such as negative emotions and employee withdrawal.

The main contribution of this study is that it investigated a new variable,
namely as “job creep.” In this respect, the voluntary aspect of extra-role behaviors is
highlighted. In addition to that, this study adopts a fresh perspective by treating extra-
role behaviors as an independent variable and focusing on its outcomes. Mainly, it is
suggested that job creep could be treated as a sound variable in organizational behavior

research. Avenues for future studies are also discussed.

Keywords: extra-role behaviors, job creep, emotions, withdrawal behaviors,

organizational identification
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1. GIRIS

Bu calismanin amaci, literatiirde orgiitsel vatandashik davranisi, ekstra rol
davranisi, olumlu sosyal davranig, baglamsal performans ve orgiitsel spontanlik gibi
isimlerle anilan ancak temelde fazladan ¢alismaya ve is arkadaslarina yardim etmeye
atifta bulunan rol 6tesi davraniglarin bireysel sonuglarini arastirmaktir. Temel amag, bu
rol Otesi davraniglarin zamanla rol i¢i davramislar olarak algilanmasimni yani “is
tasmasini” (job creep), deneysel bir tasarim (experimental design) kullanarak sebep-
sonug iliskileri mahiyetinde ele almaktir. Rol 6tesi davramislarin orgiitsel etkinlik ve
bireysel performansa katkilarinin yani sira; is tatmini ve Orgilite baghlik gibi is
tutumlariyla olan iligkisinin siklikla arastirildigi ve kavrama olumlu bir pencereden
bakildig1 yapilan literatiir taramasi neticesinde gorilmiistiir. Rol &tesi davranislarin
bireysel sonuglarini arastiran ¢alismalar oldukga yenidir. Is tasmas1 hususu ise sadece
kavram olarak var olmaktadir. Heniiz gérgiil olarak incelenmemistir. Is tasmasi temelde
is tanim1 disinda yer alan ve goniillii olarak yerine getirilen gorevlerin; zaman icerisinde
bireyin asli gorevleriymis gibi algilanmasi1 ve bireyden siirekli beklenmesi sonucu,
bireyin isinin gayri resmi sekilde genislemesine isaret eden bir olgudur. Oyle ki, bireyin
goniilli olarak is arkadaglarina veya dstlerine yardim etmesi, veyahut kendi
sorumlulugunda olmayan igleri {istlenmesi, zaman igerisinde asli gorevleriymis gibi
algilanmaya baglanabilir. Dolayisiyla is tagsmasi yasayan bireylerin is yiikii, akabinde
isyerinde gecirdikleri zaman artacaktir. Zira iistlenilen fazladan gorevler ve baskalarina
yapilan yardimlar, bireyin kendi gorevlerini yerine getirmek i¢in kullanacagi zamani
isgal edecek; bdylece isin mesai digina tagmasi s6z konusu olacaktir. Bunun yani sira
caligmalar rol otesi davramiglar1 bir performans ¢iktis1 gibi ele alarak, oncellerine
odaklanmaktadirlar. Oysaki bu c¢alisma, rol Otesi davraniglarin ne gibi sonuglar
olabilecegine 1s1k tutacaktir. Denebilir ki; literatiirdeki kesitsel ¢alismalar rol Gtesi
davraniglarin 6ncellerine odaklanmaktadir. Bu ¢alismaysa klasik akimdan farkli olarak;
rol Otesi davranislar1 gosteren bireylerin bu siire¢ i¢inde nasil hissedecegini ve nasil

davranacagini incelemektedir.

Rol 6tesi davraniglarin, bagkalarina yardim etmenin bireye verecegi i¢c huzur ve

calisilan kuruma katkida bulunmay1 tesvik etmesinden hareketle olumlu duygular



arttiracagi, bu olumlu duygularin da bireyin orgiitle 6zdeslesmesini kuvvetlendirecegi
ongoriilmektedir. Ote yandan rol tesi davraniglarin is tagsmasina doniismesinin olumsuz
duygulari arttiracagi ve bireyin geri ¢ekilme davranislar1 gostererek hem is tagsmasinin

olumsuz etkilerinden, hem de olumsuz duygulardan uzaklasacagi 6ngoriilmektedir.

Ozetle, rol &tesi davranislarin goniillii sergilenmeleri durumunda bireyde
olumlu duygular uyandiracaklari, bu olumlu duygularin da Orgiitle 6zdeslesmeyi
kuvvetlendirecegi &ngoriilmiistiir. Is tasmasi ise olumsuz duygulara sebep olacak ve
birey bu olumsuz hislerden uzaklasmak igin geri ¢ekilme davraniglarina yonelecektir.
Rol o6tesi davranislar ve is tagsmasi hususlar1 senaryo ile verileceginden, arastirma

modeli iki farkli kola ayrilmaktadir.

Rol Otesi Olumlu Orgiitle
............................ y .
Davramslar > Duygular Ozdeslesme
Is Olumsuz Geri
Tasmasy | > Cekilme
asmasi
Duygular Davranislan

Sekil 1: Arastirma Modeli

Arastirma modelinde yer alan degiskenlerin tanimlar1 ve birbirleri arasindaki

iligkiler teorik altyap1 boliimiinde ele alinmustir.



2. TEORIK ALTYAPI

Bu boliimde arastirma modeli kapsaminda incelenen rol Gtesi davranislar, is
tagsmasi, duygular, geri ¢ekilme davraniglar1 ve oOrgiitle 6zdeslemeye iliskin literatiir
taramasina yer verilmistir. Degiskenler arasi Ongoriilen iligkiler, ge¢mis arastirma
bulgular1 agiklanmistir. Bu akis igerisinde, Oncelikle rol Otesi davranislara yonelik
tanimlara, oncel ve sonu¢ degiskenlere yer verilmistir. Ardindan sirasiyla is tasmasi,
duygular, geri ¢cekilme davranislar ve orgiitle 6zdeslesmeye yonelik literatiir taramasina

yer verilmistir. Teorik altyapi, hipotezlerin sunulmasiyla sonlandirilmistir.
2.1. ROL OTESI DAVRANISLAR
2.1.1. Tammlan

Orgiitsel Davramis literatiiriinde rol o6tesi davranislarin  ¢alisiimaya
baslanmasinin temelinde, Katz ve Kahn’mn 1966 yilinda yayilanan “Orgiitlerin Sosyal
Psikoloji” isimli kitabinda yer alan “Rol Teorisi” bulunmaktadir. Buna gore orgiit
bicimsel oldugu kadar, ayrica sosyal bir sistem olma 6zelligi tasir ve bu sosyal sistemin
temel yap1 tagin iiyelerin iistlendikleri roller olusturur. Her iiye, bagka iiyelere iliskiler
yolu ile baglidir. Bu iliski aglar1 iiyelerin rollerini beklentiler ve algilar ¢ercevesinde
belirler. O halde orgiit igerisinde rol; bigimsel Orgiit yapist paralelinde olusan isin
gerekliliklerinin yani sira, bagkalarinin bireyden beklentileri ¢ergcevesinde de belirlenir.
Buna gore; iliski kurulan bireylerin beklentileri de roliin bir parcast haline doniisebilir.
Ancak birey isinin resmi gereklilikleri disinda, kendisinden beklenenlere ne derece
riayet edecegine kendisi karar verir ve bu dogrultuda davranir. Iste bu noktada rol igi ve
rol dis1 olmak iizere farkli davranis tiirleri ortaya ¢ikar. Pek tabi ki rol davraniglarinin
bir siire¢ icerisinde birbiri ardina sergilenen davranislar olarak kabul edilmesi, bir diger
deyisle bu davraniglar1 gosteren bireyin nasil hissedecegi ve akabinde ne gibi olaylar ile
karsilagacagi da ele alinmalidir. Boylece grup i¢i dinamiklerin, rol davranislarina olan

etkisi daha kapsamli bir sekilde incelenebilir.

Rol i¢i davranislar, kisinin isinin resmi gereklilikleri kapsaminda tanimlanmis
gorev ve sorumluluklara isaret eder (Morrison, 1994). Ancak bu gorev ve sorumluluk

algis1 ayni isi yapan calisanlar arasinda degisebilir, bir diger deyisle kimi ¢aligsanlar



islerinin sinirlarii daha dar ¢izerken kimileri daha genis tutabilir. Buna ragmen orgiitsel
davranis literatlirinde 30 yili askin bir siiredir, orgiitsel vatandaslik davranisi adi
altinda, incelenen birtakim rol disi davranislar oldugu goriilmektedir. Vatandaslik
davraniglarini ilk ortaya atan arastirmacit Organ (1988) olmustur. Organ (1988)’1n
tanimi ¢ergevesinde Orgiitsel vatandaslik davraniglari: orgiitiin etkin isleyisine katkida
bulunan, isin bi¢imsel gerekliliklerinin tesinde ¢alisanlarca goniillii olarak sergilenen
ve bigimsel sistem tarafindan odiillendirilmeyen yardimseverlik (ise yeni giren is
arkadaglarina yardim etme vb.), sivil erdem (6rgiitsel siireclere aktif katilma ve baglilik
gosterme) nezaket (baska insanlar1 etkileyen konularda hassas davranma), sportmenlik
(olumsuz durumlar karsisinda sikdyet etmeme, hosgoriilii olma) ve vicdanlilik (igin
asgari gerekliliklerinin 6tesinde ¢aba harcama) eksenlerinde siniflandirilan, tamamen
calisanin kisisel insiyatifinde olan davramiglardir. Amag orgiite katkida bulunmaktir.

Sergilenmediklerinde ceza, sergilendiklerinde 6diil getirmezler.

Literatiirde Orglitsel vatandaslik davraniglarinin  baglamsal performans
(contextual performance) (Borman ve Motowidlo, 1993), olumlu sosyal davranig
(prosocial behavior) (Brief ve Motowidlo, 1986), orgiitsel spontanlik (organizational
spontaneity) (George ve Brief, 1992) ve ekstra rol davranisi (extra-role behaviors) (Van
Dyne, Cummings ve Parks, 1995) gibi farkli isimlerle de anildiklari, bu kavramlarin
birbirine oldukca benzedigi, aralarindaki farkin orgiitsel vatandaslik davraniglarinin
daha ¢ok hangi yoniine vurgu yaptiklar ile ilgili oldugu sdylenebilir. Kisaca deginmek
gerekirse, baglamsal performans; isini yaparken ekstra caba sarf etme, is disinda
goniillii gorevler iistlenme (iyilestirme Onerileri sunma, kendini gelistirme vb.) is
arkadaslarina yardim etme, kurallara uyma ve oOrgiitiin amaglarini savunma seklinde
Ozetlenebilir (Borman ve Motowidlo, 1997). Baglamsal performans orgiitiin sosyal ve
psikolojik yoniine katki yapan vatandaslik davranislarina vurgu yapar. Olumlu sosyal
davranslar ise, oOrgiit icerisindeki bireylerin esenligini arttirmaya yonelik gosterilen
davranislardir. Bu davranislar roliin gerekleri olabilecegi gibi, rol dist olarak goniillii de
sergilenebilirler ancak bireylerin yararma olurken, orgiitiin zararma da olabilirler. O
halde olumlu sosyal davranislar, diger bireyler ile olan etkilesimlerde gosterilen olumlu
davranislara vurgu yaparlar. Is arkadasinin kisisel bir problemini ¢dzerken kisinin kendi

is programi disina ¢ikmasi buna 6rnek olabilir (Brief ve Motowidlo, 1986; Borman ve



Motowidlo, 1997). Orgiitsel spontanlik George ve Brief (1992) tarafindan, Katz ve
Kahn (1966)’1n rol teorisi temel alinarak gelistirilmistir. Spontan davranislarin bes
boyutu vardir; bunlar, is arkadaglarina yardim etme, orgiitii koruma, iyilestirme Onerileri
sunma, kendini gelistirme ve orgiitii paydas gruplarina iyi bir sekilde lanse etme olarak
Ozetlenebilir (George ve Jones, 1997). Tanim geregi orgiitsel vatandasglik davranislarina
oldukg¢a yakin olan orgiitsel spontanlik davranislari, vatandaslik davranislarinin géniillii
olarak ortaya cikisina vurgu yapar. Ekstra rol davranislari ise halihazirda var olan rol
gerekliliklerinin de otesinde olan ve tamamen Orgiitiin etkinligine katkida bulunan
davranislardir. Van Dyne ve LePine (1998) tarafindan gelistirilen ekstra rol davranislari
Ol¢egi yardim etme ve dile getirme davranislart (fikir paylagma, iyilestirme Onerileri
sunma vb.) boyutlarindan olusur. Ekstra rol davranislari kisinin kendi isinin icabi
olmadig1 halde gosterdigi davraniglara isaret eder. Goriildiigi tizere, tim bu kavramlar
rol gerekliliklerinin 6tesinde olan ve Orgiit yararina sonuglanacak davraniglara isaret
etmektedirler. Ancak arastirmacilarin bu davraniglara olan ilgisinin artmasi, literatiirde
bir kavram karmasasi dogurmustur (Podsakoff, MacKenzie, Paine ve Bachrach, 2000).
Organ (1997), bu kavram karmasasinin iistesinden gelebilmek icin, Williams ve
Anderson (1991) tarafindan gelistirilen “Orgiite yonelik vatandashik davranislar” ve
“bireye yonelik vatandashik davranislart” smiflamasini  Onermistir. Buna gore,
yardimseverlik ve nezaket boyutlar1 bireylere yonelik vatandaslik davraniglari, orgiit
amaclarii koruma, orgiit kaynaklarini etkin kullanma, fazladan ¢aba gostererek ¢aligsma
ise dogrudan Orgiite yoneltilmis vatandaslik davranmiglar1 olarak diisiiniilebilirler.
Williams ve Anderson (1991) tarafindan gelistirilen orgiitsel vatandaslik 6lgegi ti¢ alt
boyuttan olusmaktadir. Bu boyutlar rol i¢i davraniglar, bireye yonelik vatandaslik
davraniglar1 ve Orgiite yonelik vatandaslik davraniglar1 olarak siniflandirilmistir.
Aragtirmacilar, yaptiklar1 analizler neticesinde rol i¢i ve rol dis1 davranislar
birbirlerinden ayirmis, rol dis1 davranislarin da bireye ve orgiite yonelik olmak {izere iki
boyuta ayrildigini ortaya koymuslardir. Varilan noktada, rol gereklilikleri disinda kalan
rol dis1 davranislarin, bireye ve orgiite yonelik rol dis1 davraniglar siniflamasina tabi

tutulmalar1 makul goziitkmektedir.

Vatandaslik davranislarinin farkli isim ve boyutlar ile aniliyor olmasi, ayrica

bu vatandaslik davraniglarinin her zaman goniilliilik esasinda degil bazen yonetici



bazen is arkadasi baskisi ile, ve bazen de 6diil beklentisi ile sergilenme ihtimaline
yonelik sunulan goriisler (Bkz. Bolino, Turnley ve Niehoff, 2004; Vigoda-Gadot, 2007)
vatandaslik davranisi teriminin rol 6tesi davranislar olarak ele alinan yardim etme ve
fazladan gorev tlistlenme gibi davraniglart yansitmada ¢ok da uygun olmayabilecegini
diistindiirmistiir. Bu dogrultuda ilk olarak vatandaslik kavraminin sozliikk anlamina
doniilmiistiir. T.C. Adalet Bakanligi Hukuk Sozliigii’'ne gore, bir hakiki sahsi devlete
baglayan hukuki bag vatandasliktir. Bu vatandaglik bagi devlet ve vatandas arasindaki
hak ve yiikiimliiliiklerin sinirlarini da belirler. Buna goére devlet vatandasin1 korumakla,
ona egitim, saglik, seyahat ve bunun gibi bir takim haklar saglamak ile yiikiimliidiir.
Vatandas ise kanunlara uymak, vergi vermek, oy kullanmak ve askerlik gérevini yerine
getirmek ile ylikiimliidiir. Devlet ve vatandasi arasindaki bu hukuki iliski kapsaminda
bir sosyal takasin s6z konusu oldugu goriilmektedir. Gorildiigli iizere, vatandashk
kavramimin temelinde, devlet ve vatandaslar arasinda yer alan karsilikli hak ve
yiikiimliiliikler vardir. O halde vatandaslik goniilliiliik esasina dayanmaz. Aksine devlet
ve vatandas arasindaki bag; birtakim hukuki normlar ile bi¢imlendirilmistir. Benzer
sekilde calisan ile igveren arasindaki bag da karsilikli hak ve yikiimliiliikler nezdinde
belirlenmistir. En basit haliyle diislintildiigiinde, ¢alisanin yapmakla miikellef oldugu
gorevler, orglitiin de buna kars1 ¢alisana sagladig1 faydalar s6z konusudur. O halde, bir
kurumda c¢alisan ve o kuruma sézlesme ile bagli olan her ¢alisanin o kurumun vatandasi
oldugu diisiiniilebilir. Ote yandan, drgiitii i¢in goniillii olarak fazladan gorevler iistlenen
ve c¢evresine yardim eden calisanlarin iyi vatandaglar oldugu diisiiniilebilir. Bu
pencereden bakildiginda, her ne kadar tiim c¢alisanlar ¢alistiklar1 kurumun vatandasi
olsalar da, kimilerinin daha iyi vatandaslar olabilmeleri sahip olduklar1 biling ile
ilgilidir. Dolayisiyla, s6z konusu goniillii davraniglarin 6rgiitsel vatandaslik davraniglar

olarak anilmasi sorgulanabilir niteliktedir.

Literatiirde vatandaslik davraniglar1 olarak anilan bu davranmislarin, esasen
kisinin asli gorevleri disinda kalan, is arkadaslarina veya iistlerine yardim etmeyi ve
fazladan caligmay1 kapsayan olumlu davraniglara isaret ettigi; zaten kimi kaynaklarda
da rol dis1 davranis veya ekstra rol davranisi seklinde anildiklar1 da goriilmiistiir. Rol
dis1 davranis isimlendirmesi olumsuz davranislar1 da ¢agristirabilmekte; ekstra kelimesi

ise fazladan anlamima gelerek, rol fazlasi davraniglar gibi bir kalib1 ¢agristirmaktadir.



Oysaki bu davraniglart “rol Otesi davranis” seklinde isimlendirmek, resmi rol
gerekliliklerinin de 6tesinde olan olumlu davranislart ¢agristirmaktadir. Dolayisiyla bu
olumlu davranislar1 kavramsal olarak en iyi temsil eden Tiirk¢e karsiligin “rol 6tesi
davranislar” oldugu diisiiniilmiistiir. Bu dogrultuda calisma kapsamina dahil edilecek
olan ve literatiirde vatandaslik davraniglari, olumlu sosyal davranis, baglamsal
performans, ekstra rol davranigi gibi farkli isimler ile anilan rol dis1 davranislarin,
kuruma yonelik rol otesi davraniglar ve bireye yonelik rol Gtesi davraniglar olarak
isimlendirilerek iki boyutta ele alinmasi uygun goriilmiistiir. Rol 6tesi davranislarin
sergilenmesine katkida bulunan bireysel ozellikler (kisilik 6zellikleri ve tutumlar), is
ozellikleri, orgiitsel ozellikler, lider 6zellikleri ve rol otesi davraniglarin karanlik tarafi

olarak adlandirilan birtakim olumsuz olgulara sonraki boliimde yer verilmistir.
2.1.2. Oncelleri
Bireysel Ozellikler ve Is Ozellikleri

Ozdisiplin (LePine, Erez ve Johnson, 2002), uyumluluk (Podsakoff vd., 2000),
disadontikliik (Hense, 2000), olumlu duygulanim (Organ ve Ryan, 1995) ve i¢ kontrol
odagi (Motowidlo ve Van Scotter, 1994) kisilik boyutlarinda yiliksek puanlar alan
bireylerin, rol dtesi davranislar1 daha ¢ok sergiledigi bulunmustur. Ozdisiplin boyutunda
yiiksek puanlar alan bireylerin ¢aligkan, is odakli, bagar1 yonelimli olduklar1 ve diizenli
calistiklart bilinmektedir. Dolayisiyla yiiksek performans gosterebilmek i¢in fazladan
caba gostermeleri ve yardim davraniglarinda bulunmalar1 beklenebilir. Benzer sekilde
uyumluluk boyutunda yiiksek puanlar alan bireylerin yardimsever, isbirlik¢i ve dost
canlis1 olmalari, ve disa doniik bireylerin sosyal yoniiniin daha kuvvetli olmasi rol Gtesi
davranislar sergilemelerine katkida bulunabilir. Olumlu duygulanimi yiiksek bireyler
enerjik ve kendinden emin bir durus sergilerler. En genel tanimiyla olumlu bir ruh
haline sahip olmak, is arkadaslarina olan yardimlar1 ve orgiite yonelik olumlu
davranislar1 besleyebilir. Son olarak i¢ kontrol odagi yiiksek bireylerin etraflarini
kontrol edebileceklerine olan inanglar1 (Biondo ve MacDonald, 1971), onlart is
ortaminda da daha aktif kilabilir. Dolayisiyla yardim etme, iyilestirme Onerileri sunma,
fazladan c¢alisarak isleri yoluna koyma gibi rol otesi davranmiglari, dis kontrol odagi

yiiksek olanlara gore daha fazla gostermeleri beklenebilir. Kisilik 6zelliklerinin yani



sira, rol Otesi davraniglar1 yordamada en ¢ok iizerinde durulan iki tutumun is tatmini
(Bateman ve Organ, 1983; Organ ve Lingl, 1995; Williams ve Anderson, 1991) ve
orgiite baglilik (LePine, Erez ve Johnson, 2002; Organ ve Ryan, 1995; Podsakoff vd.,
2000) oldugu, isinden memnun olan ve kurumuna baglilig1 ytliksek olan ¢alisanlarin rol

Otesi davraniglar ekseninde daha yiiksek puanlar aldiklar1 bulgulanmistir.

Is 6zellikleri bakimindan, igten tatmini yiiksek ve geribildirim saglayan islerde
rol Gtesi davraniglarin daha fazla sergilendigi, buna karsilik isin rutinlik derecesinin rol
Otesi davraniglar1 olumsuz etkiledigi Podsakoff vd. (2000)’nin meta analizinde ortaya
konmustur. Rol 6tesi davranislarin sergilenmesi i¢in bireyin glidiilenmesinin gerektigi
diisiiniiliirse, isin kisiyi glidiilemesinin yani sira is hakkinda alinan geribildirimlerin de
buna katkida bulunacagi Ongoriilebilir. Van Dyne, Graham ve Dienesch (1994)
tarafindan bulgulanan bir diger O6nemli sonug, giidiileyici i1s 06zellikleri olarak
adlandirilan igin anlamhi olma 6zelliginin ve sagladig1r 6zerkligin, rol 6tesi davraniglar

ile pozitif iliskili olusudur.
Orgiitsel Ozellikler

Orgiitsel 6zellikler kisminda adalet algisinin (Moorman, 1991; Niehoff ve
Moorman, 1993), orgiitsel destegin (Moorman, Blakely ve Niehoff, 1998; Piercy,
Cravens, Lane ve Vorhies, 2006 ), kuruma olan giivenin (Wong, Ngo ve Wong, 2006 )
ve calisma grubu dayanismasiin (Kidwell, Mossholder ve Bennett, 1997) rol otesi
davraniglara olumlu katkis1 oldugu goriilmektedir. Sosyal takas kurami o6rgiit ile birey
arasinda gelisen bir takas iligkisinin varligindan ve bu iliskide bireyin 6rgiitli tarafindan
kendisine sunulanlar karsisinda nasil hareket edecegine karar verdiginden bahseder
(Blau, 1964). O halde orgiit icindeki uygulamalar ve muamele adil oldugunda, orgiit
cesitli uygulamalar vasitasiyla calisanlarina destek verdigini hissettirdiginde ve
calisanda bir gliven duygusu yarattiginda, bunlar karsiliginda ¢alisanlar da fazladan
caba harcayarak rol Gtesi davraniglar sergileyebilirler (Konovsky ve Pugh, 1994).
Bunun yan sira, dayanigmanin yiiksek oldugu calisma gruplarinda iiyeler arasi iletisim
ve yardimlagma da yiiksek olacak, dolayistyla bir karsiliklilik iligkisi temelinde tiyeler
birbirlerine destek verme ve fazladan calisma gibi rol Gtesi davranislari daha cok

sergileyeceklerdir (Shweta, 2009). Ayrica orgiit kiiltiiriiniin (Cetin, Sesen ve Basim,



2012) gelisme ve klan egilimi boyutlarinin, duraganliktan ¢ok yenilikleri benimsemeye
ve is arkadaslari aile {iyeleri gibi gérmeye 6zendirmesi sebebiyle, bir yardimlasma
iklimi yaratti1 ve rol 6tesi olumlu davranislan tetikledigi rastlanilan bir diger 6nemli

bulgudur.
Lider ozellikleri

Liderlik ve izleyici davranislari {izerine yapilan ¢alismalarin ¢ok farkli liderlik
tiirlerine odaklandig1 goriilse de, algilanan lider desteginin ve lider iiye etkilesiminin
one c¢iktigr goriilmiistiir. Buna gore liderden destek goren (Wayne, Shore ve Liden,
1997) ve onunla olumlu bir etkilesime sahip olan ¢alisanlarin (Hackett ve Lapierre,
2004), bu destek ve olumlu iliskiler sonucunda hem is arkadaslarina hem de

kurumlarina yonelik rol 6tesi davranislar1 daha siklikla sergiledikleri bulgulanmistir.
Rol Otesi Davramislarin Olumsuz Oncelleri

2000’11 yillara kadar, Organ’in 1988 yilinda ortaya attig1 vatandaslik
davraniglarinin olumlu bireysel ve orglitsel c¢iktilar ile olan iligkilerine odaklanilmistir.
Resmi olarak tanimlanmis is gereklerinin 6tesindeki ¢alisma davraniglarina isaret eden,
orgiitsel ortamda arzulanan ve Orgiitiin etkinligine katkida bulunan vatandaslik
davranislarini sergileyen bireylere “iyi asker” (good soldier) yakistirmasi yapilmis ve
vatandashk davraniglari gosteren bireylerin “iyi asker sendromu” (good soldier
syndrome) yasadiklar1 da vurgulanmistir (Turnipseed ve Murkison, 2000).
Aragtirmacilar, iyi asker sendromunun goniilliiliik esasina dayanmasi sebebiyle bireye
zarar vermediginden ve Orgiit yararina oldugundan bahsetmislerdir. Ancak kimi
aragtirmacilar iyi ve kotiiniin hem kiiltiirden kiiltiire, hem durumdan duruma degisen
olgular oldugunu savunarak (Bkz. Fineman, 2006; Bolino, Klotz, Turnley ve Harvey,
2013), rol otesi davraniglarin arkasinda yatan olumsuz giidiileri de arastirmiglardir.
Bolino, Turnley ve Niehoff (2004), rol Gtesi davranislarin sadece goniilliilik esasina
veya elseverlige degil, izlenim yonetimi yaparak iyi bir ¢alisan imajina sahip olma ve
gelecekte potansiyel faydalar elde etme, bagkasinin isine yardim ederek o siire zarfinda
kendi isinden kagma, veya yardim ettigi is arkadasini beceriksiz biri gibi gostererek

onun Oniine gegme gibi sebeplerle de sergilenebilecegine deginmislerdir. Bu niyetlere



“kendine yontma giidiileri” adini1 vermislerdir. Bunun yan sira, ¢alisanlar rol algilari,
grup normlari, is arkadasi veya yonetici baskist ve orgiitsel kisitlar (kaynak, zaman,
beceriksiz ig arkadaslarinin yapamadig: isler vb.) sebebiyle de bir “vatandaglik davranisi
gosterme baskis1” hissedebilirler (Bolino, Turnley, Gilstrap ve Suazo, 2010).
Dolayisiyla rol 6tesi davranislar, zorlayici1 yonetsel tarzlar veya calisma grubu baskisi
sebebiyle de sergilenebilirler (Vigoda-Gadot, 2007). Hatta ve hatta, mesai saatleri
disinda fazla mesai iicreti almadan calistirmak, islerin yiirimesi adina becerikli ve
caliskan olan calisanlara daha fazla is yiiklemek, goézdagi vererek bunlar1 sanki
kurumun islemlerinden kaynaklanan mesru uygulamalar gibi lanse etmek ve hayir
diyemeyen ¢alisanlar1 zorlayici taktiklerle rol o6tesi davraniglar sergilemeye mecbur
kilmak, zamanla orgiit ikliminin bir pargas1 haline gelebilir (Vigoda-Gadot, 2006). Bu
durumda sergilenen rol Otesi davranislarin Oncelleri goniilliiliige degil, baskiya

dayanacaktir.

Bu noktaya kadar, rol 6tesi davranislarin tanimlar1 ve olusumuna katkida
bulunan degiskenlere yer verilmistir. Rol 6tesi davraniglar baslt basina bir sonug olarak
kabul edildiginden, ¢alismalarda bagimli degisken olarak incelenmis ve arzulanan bir
c¢ikti oldugu i¢in olusumuna katkida bulunan degiskenler agirlikli olarak merak

edilmistir (Spitzmuller, Van Dyne ve llies, 2008).
2.1.3. Sonuglari

Ote yandan rol &tesi davranislar bagimsiz degisken olarak da ele alimis; grup
performansi ve orgiitsel etkinlik, mutluluk, iiretkenlik karsitt davraniglar gibi sonuglari
da incelenmistir. Gorgiil olarak ortaya konmasa da rol Gtesi davranislarin sonucu olarak

is tagmasi (job creep) kavrami da aragtirmacilarca 6ne siiriilmiistiir.

Grup performanst ve orgiitsel etkinlik: Rol Otesi davraniglarin birey ve grup
diizeyinde performansi arttirdigi, makro anlamda ise Orgiitsel etkinlige katkida
bulundugu, Podsakoff ve MacKenzie (1997)’nin bu konuda yapilmis sinirli sayidaki
gorgiil galigmalari derleyen makalesinde ortaya konmustur. Ozetlendiginde; yardim alan
calisanlar isleri daha cabuk 6grenmektedir. Hem islerin 6grenilmesinin ¢abuklagmasi,

hem de yardimlagmanin tatmin ve morali arttirarak takim ruhu olusturmasi birey ve
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grup bazinda olumlu kazanimlardir. Ayrica ¢alisanlarin problemlerini kendi aralarinda
cozerek yonetime aksettirmemesi ve bdylece yonetsel anlamda kaynaklardan tasarruf
edilmesi de yonetici ve orgiit nezdindeki kazanimlardir. Fazla ¢aba gosteren ¢alisanlara
yoneticilerince daha fazla sorumluluk yiiklenebilecegi ve boylece yoneticinin planlama
gibi daha tretken faaliyetlere odaklanabilecegi de bir diger yonetsel kazanimdir. En
tiretken yontemlerin yardimlasma yoluyla 6rgiit icerisinde yayginlik kazanmasi da orgiit
yararmadir. Ise devamsizlik yapan veya agir is yikii nedeniyle gdrevlerini
yetistiremeyen ¢alisanlarin  yardim almalar1 sebebiyle 1s akisinin aksamayacagi,
calisanlarin insiyatif kullanarak iyilestirici 6neriler sunmalar1 neticesinde orgiitiin dis
cevreye daha kolay adapte olabilecegi ortaya konan diger oOrgiitsel kazanimlardir.
Karambayya (1990)’nin 12 farkli kurumda 18 calisma grubu iizerinde yaptigi
arastirmasinin  sonuclari, yiiksek performansli gruplarda sergilenen rol Gtesi

davranislarin daha sik oldugu yoniindedir.

Mutluluk: Olumlu sosyal davraniglarin baskalarinin esenligini arttirmaya
yonelik elsever bir giidii ile sergilenmesi ve rol Otesi davranislarin yardimlasma
boyutunun da bu baglamda ele alinabilmesinden hareketle, bu davraniglari
sergileyenlerin de bagkalarina yardim etmenin verdigi bir i¢ huzur ile mutlu olacaklari
diisiiniilebilir. Ornegin Thoits ve Hewitt (2001)’in ¢alismasinda goniillii kamu hizmeti
yapmanin mutluluga ve hayat tatminine pozitif katki yaptig1, bu pozitif katkinin da daha
fazla kamu hizmeti yapmay1 6zendirdigi, dolayisiyla goniillii yardimlarin mutlulugu,
mutlulugun da bu goniillii yardimlar1 arttirdigindan bahsedilmektedir. Davila ve
Finkelstein (2013) tarafindan yapilan baska bir arastirmaya gore, hem bireye yonelik
hem de orgiite yonelik sergilenen rol Gtesi davraniglar, olumlu duygulanim ve hayat
tatmini ile pozitif iliskilidir. Ozetle, baskalarinin sorunlar ile ilgilenmek kisiyi kendi
sorunlarindan uzaklastirabilecegi gibi, yardimlagma iligkileri kisinin sosyallesmesine ve
kendisi hakkinda pozitif benlik degerlendirmeleri yapmasina ve boylelikle esenligine

katkida bulunabilir (Spitzmuller vd., 2008).

Uretkenlik karsiti davramslar: Saldirganlik, ¢atisma, sabotaj, hirsizlik, isi
kasten yanlis yapma, kurallar1 ihlal etme, ise devamsizlik ve ge¢ kalma gibi davraniglar

blinyesinde bulunduran ve orgiit nezdinde arzulanmayan bu tiir davranislar, stresli

11



orgiitsel ortamlara calisanlarin verdigi duygu yuklii tepkiler olarak tanimlanabilirler
(Fox, Spector ve Miles, 2001b). Bireylere ve Orgiite zarar verme amact giiden bu
davraniglarin rol Otesi davraniglar ile negatif iligkili olduguna yonelik bulgular
mevcuttur (Bkz. Dalal, 2005; Hafidz, Hoesni ve Fatimah, 2012). Ancak iyi orgiitsel
vatandaslarin kendilerine bir ahlaki ehliyet edinip, zaman igerisinde bu yikict
davraniglarda bulunmay1 kendilerinde hak gorebilecegini savunan bir goriis de
mevcuttur (Merritt, Effron ve Monin, 2010). Ahlaki ehliyet teorisine (Moral License
Theory) gore, gecmiste yapilan yardimlarin kisiye kazandirdigi iyi imaj, sonradan
yapilan yikici davranislar ile bozulmaz. Hatta bu imaja sahip bireyler bir nevi sapkin
davranislara hak kazanmis gibi olurlar. Fazla mesaiye kalan ve bunun karsiliginda iicret
almayan bir ¢alisanin ofis malzemelerini kendi 6zel isleri i¢in kullanmasi buna 6rnek
verilebilir. Bu diisiinceyi destekleyen bir bulgu, Dalal, Lam, Weiss, Welch ve Hulin
(2009)’in caligmasinda yer almistir; arastirmacilar bireylerarasi iligkilere yonelik olan
rol otesi davranislar ile tiretkenlik karsiti davraniglar arasinda zayif ancak pozitif bir
iliski bulmuslardir. Demek ki, rol 6tesi davranislar ile iiretkenlik karsiti davranislar
arasindaki iligkilerin kimi durumlarda pozitif, kimi durumlarda negatif yonlii olusu
birtakim tiglincii degiskenlerle agiklanabilir ve i1yi Orgiitsel vatandaslarin olumsuz
davranislar gdstermeyecegi diisiincesi bazi orgiitsel ortamlarda gegerliligini yitirebilir
(Klotz ve Bolino, 2013). Ornegin rol dtesi davranislarin, baski veya orgiitsel kisitliliklar
sonucu goniillii olarak sergilenmedigi ve mecburiyete doniistiigii hallerde is tagmasi
yaratmasinin iretkenlik karsiti davraniglara sebep olabilecegi diisiiniilebilir. Ayrica
birey fazladan caba gostererek 0diil beklentisi ile hareket ediyor, fakat karsiligini
alamiyorsa, rol dtesi davranislart iiretkenlik karsiti davraniglar takip edebilir. O halde
kilit nokta, fazladan calisma ve is arkadaslarina yardim etmenin goniilliiliikk esasina

dayanip dayanmamasidir.

Bu noktaya kadar rol otesi davraniglarin tanimlara, olusumuna katkida
bulunan degiskenlere ve sonuglarmma deginilmistir. Bu noktadan itibaren rol otesi
davraniglar bir siire¢ gibi ele alinacaktir. Zira gonillilik esasina dayali olarak
sergilenen yardim etme ve fazladan calisma davraniglarinin, bireyin roliiniin 6tesinde
olmasina ragmen; zaman i¢inde roliiniin bir parc¢as1 gibi algilanmasi ve artik bu goniilli

gorevlerin kisiden siirekli beklenir bir hal almasi ile, bireyin ise yonelik gorevlerinin
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zaman iginde resmi olmayan bir sekilde artmasi sdz konusu olabilir. Iste bu noktada
devreye is tagmasi girmektedir. Arastirma modeli kapsaminda incelenecek bir diger

degisken olan ig tagsmasina dair teorik bilgilere sonraki boliimde yer verilmistir.

2.2. IS TASMASI
2.2.1. Tamim ve Oncelleri

Isletme diinyasinda artan rekabet; orgiitlerin kiigiilmeye gitmesine, hiyerarsik
yapilar yerine kademeleri azaltarak daha az calisan ile yollarina devam etmesine,
dolayisiyla isten ¢ikarmalarin artmasina sebep olmustur. Daha az calisan ile mevcut
islerin yapilmaya devam edilmesi veyahut goniillii olarak fazladan calisanlara daha
fazla yiiklenilmesi ¢alisan nezdinde is tasmas1 yasanmasina sebep olmaktadir. Is tasmasi
kavrami1 Van Dyne ve Ellis (2004) tarafindan ortaya konmustur. Is tasmasi, calisanlarmn
gonilli olarak sergiledikleri rol Otesi davraniglarin, c¢alisma gruplari ve (tistleri
tarafindan siirekli beklenir hale gelmesi, ve goniillii davranislarin roliin gerekliligi gibi
algilanmastyla baslar. Bir diger deyisle, baskalarina yardim eden veya fazladan gorev
iistlenen bireyin, bu davranislar siirekli gosterecegine dair bir beklenti olusur. Boylece
birey, resmi ig gerekliliklerinin 6tesinde ¢alisma hususunda bir baski hissetmeye baglar.
Hemen goze c¢arpmayacak sekilde ve calisana hissettirmeden, yavas yavas artan
gorevler so6z konusu olur. Bu gorevler oOrgiit tarafindan resmi olarak taninmaz;
dolayisiyla karsihig1 verilmez. Orgiit-calisan arasindaki iliskinin dogasi, ise ilk giriste
var olan psikolojik kontratin calisan aleyhine degismesinden etkilenir. Oyle ki,
yonetici/isveren, maddi veya maddi olmayan bir fayda saglanmamasma ragmen ve
kendi isi olmamasina ragmen, bir ¢alisanin bazi gorevlerin sorumlulugunu tagimasini
bekler ve bu yonde baskici davranir. Ciinkii ¢alisan bu gorevleri almada bir veya birkag
kez gonilli olmustur. Gegmiste gosterdigi bu davranisin, gelecekte de devam edecegine
yonelik olusan beklentiler; zamanla bu goniilliiliik esasina dayanan yardim ve fazladan
calisma gibi davraniglarin, yonetici veya c¢alisma arkadaglar1 tarafindan rol igi
davraniglar gibi algilanmasina sebep olur. Sonug itibariyle artan gorevler ig tasmasina

doniisiir. Onemli bir nokta, artan gorev ve sorumluluklarm terfi veya maas ile
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karsiliginin  verilmemesi, dolayisiyla orgiit ile ¢alisan arasindaki alacak-verecek
dengesinin ¢alisan aleyhine bozulmasi ile karsiliklilik ilkesinin ihlal edilmesidir (Van
Dyne ve Ellis, 2004).

Is tasmasi rol ici ve rol tesi davramislar arasindaki smir1 ortadan kaldirir. Zira
rol Otesi davramiglar1 birkag kez goOsteren c¢alisan ¢evresinde hep bu yonde
davranacagina dair bir beklenti olusturur ve siirekli bu yonde davranmasi yoniinde agik
veya ortiik sekilde baskr goriir. Ornegin yoneticiler, islerini yetistiremeyen calisanlara
yardim edilmesi yoniinde emirler verebilir, 6zellikle kendi islerini yetistiren caliganlara
baski1 kurabilir ve digerlerine yardim etmeleri i¢in onlar1 zorlayabilirler. Yararli oneriler
gelistiren ve sorunlar1 ¢dzebilen calisanlar, ¢alisma gruplari tarafindan bu rolii siirekli
tistlenmeleri yoniinde baski gorebilirler. Bu baski dogrudan olabilecegi gibi, ¢alisma
grubunun sessiz kalip birisinin insiyatif almasini beklemesi ile de gergeklesebilir (Van
Dyne ve Ellis, 2004). Bolino vd. (2013) bunu vatandaslik baskis1 (citizenship pressure)
olarak adlandirmaktadir. Vatandaglik baskist grup normlar ve rol beklentileri gibi dissal
sebeplerden kaynaklanabilecegi gibi, ¢alisanin igsel degerleri ile de ilgili olabilir. Bu
noktada diisiiniilmesi gereken, vatandaglik baskisinin her ¢alisan tarafindan ayni 6lcilide
algilanmayacag1 ve kisisel farkliliklardan etkilenecegidir. Bu kisisel farkliliklara 6rnek
olarak kisiligin 6zdisiplin boyutu verilebilir (Bolino, Turnley, Gilstrap ve Suazo, 2010).
Bir diger deyisle, yiiksek 6zdisipline sahip calisanlar vatandaglik baskisin1 daha yogun
sekilde algilayabilir ve is tagmasi1 yasayabilirler.

O halde is tagsmasi, goniillii sergilenen rol dtesi davranislarin bireyden stirekli
beklenir hale gelmesi ile, bir diger deyisle bireyin kendi 6zgiir iradesiyle degil, bu
davraniglart siirekli sergilemesi hususunda g¢evre baskisina maruz kalmasi ile baslar.
Kilit nokta rol 6tesi davranislarin goniilliiliikten ¢ikip, baski sonucu sergilenmeleri ve
gayri resmi sekilde is genislemesine yol agmalaridir. Bu dogrultuda arastirmanin birinci
odak noktasi, goniillii sergilenen davraniglarin bireyden siirekli beklenmesi ile is

tagmasina yol agmalaridir.

Varsayim 1: Goniillii olarak sergilenen rol 6tesi davraniglarin, bireyden siirekli

talep edilmesi sonucunda is tagsmasinin ortaya ¢ikmasi beklenir.
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2.2.2. is Tasmasmn Sonuclari

Is tagmas1 hususunun giindeme gelisi oldukg¢a yenidir (Bkz. Van Dyne ve Ellis,
2004). Bu olgunun tanimlandigr ve nasil gelisebilecegine yonelik fikirlerin mevcut
oldugu ancak konuya iliskin gorgiil olarak yapilmis herhangi bir ¢alismanin olmadig:
yapilan literatiir taramasi sonucunda goriilmiistiir. Dolayisiyla is tasmasinin sonuglarina
yonelik verilecek bilgiler, sadece bu alanda c¢alisan simirli sayidaki yazarim mantiksal

¢ikarimlarini barindirmaktadir.

Van Dyne ve Ellis (2004)’e gore is tasmasi1 yasayan calisanlar 6zgiirliik alanlar1
kisitlandig1 icin psikolojik bir tepki gelistirecekler ve bu rahatsizliklari dile getirme
davranis1 sergileyeceklerdir. Durumlarindan sikayet ederek, problem ¢ézmeye yonelik
Oneriler gelistirilmeleri beklenebilir. Bu Oneriler yeteri kadar c¢alismadiklarini
diistindiikleri is arkadagslarini giidiilemeye yonelik olabilecegi gibi, bu kisileri reddedici
ve elestirici nitelik de tasiyabilir. Islerin adaletli bir sekilde dagitilmadigini ve
baskalarinin islerini yaptigin1 diisiinen birey, is arkadaslarini dogrudan hedef almak
yerine onlarin arkasindan olumsuz soOylemlerde bulunarak, bir nevi itibarlarini
zedelemeyi de tercih edebilir. Ayrica is tasmasi sonucu stres ve tilkenmislik yasamalari,

giidii seviyelerinin ve is tatminlerinin diismesi de s6z konusu olabilir.

Wellin (2007) is tasmas1 yasayan ¢alisanlarin fazla gorev almaktan ka¢inmaya
baslayabilecegini, kendilerine daha fazla is verilmesin diye ellerindeki isleri daha yavas
yapmaya baslayabileceklerini dolayisiyla daha yavas ¢alisma ve isyerinde daha uzun
molalar verme yoluna gideceklerini, ayrica olumsuz duygular yasayabileceklerini
belirtmistir. Is tasmas1 yasayan kisilerin hayal kirikligma ugramishk hissinin ve
igsyerinde hissettikleri 6fkenin artmast da beklenebilir (Ellis ve Van Dyne, 2009). Bahsi
gecen varsayimlar 1s18inda, rol 6tesi davraniglart goniillii olarak sergileyen ve is tagsmasi
yasamayan, 6te yandan rol Gtesi davranislart goniilliiliilk esasiyla degil baski sonucu
siirekli sergileyerek is tagsmasi yasayan calisanlarin isyerinde hissettikleri duygular
arasinda fark olacag diistiniilebilir. Bu dogrultuda olumlu ve olumsuz duygulara iliskin

bilgilere sonraki bdliimde yer verilmistir.
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2.3. DUYGULAR
2.3.1. Tanmimlan

Duygu, birey i¢in olumlu veya olumsuz deger tasiyan hislerin yasanmasi olarak
tanimlanabilir ve bu duygular, durumlarin biligsel degerlendirmesini igeren psikolojik
tepkiler olarak da adlandirilabilirler (Bhatia, 2009). Russell (1980) tarafindan ortaya
konan duygularin biligsel yapis1t modeline gore, sekiz farkli duygu dort farkli eksende
smiflandirilabilir. Yatay diizlemde memnunluk (pleasure) ve mutsuzluk (misery), dikey
diizlemde ise canlilik (arousal) ve uyusukluk (sleepiness) yer alir. Ara eksenlerde yer
alan heyecan (excitement; canlilik ve memnunluk arasindadir), rahatlik (contentment;
uyusukluk ve memnunluk arasindadir), depresyon (depression; uyusukluk ve mutsuzluk
arasindadir), sikint1 (distress; mutsuzluk ve canlilik arasindadir) ise, bagimsiz boyutlar
olmaktan ziyade iki boyut arasinda yer alan duygulari1 temsil ederler. Russell (1980)’in

dairesel modeli asagida sekil yardimi ile agiklanmistir.

CANLILIK
SIKINTI HEYECAN
MUTSUZLUK . MEMNUNLUK
DEPRESYON RAHATLIK
UYUSUKLUK

Sekil 2: Dairesel Sirada Yer Alan 8 Duygudurum

Kaynak: Russell, J. A. (1980). A circumplex model of affect. Journal of Personality and Social
Psychology, 39 (6), s. 1164.
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Duygulara yonelik caligmalarin bu dairesel modelin yani sira, olumlu ve
olumsuz duygular smiflamasina yonelerek iki farkli boyutu benimsedigi de
goriilmektedir (Watson ve Clark 1994; Van Katwyk, Spector, Fox ve Kelloway, 2000;
Thompson, 2007). Olumlu duygulanim yiiksek enerji, odaklanma ve hosnutluk
durumlarinin i¢ ice ge¢mesi ile nitelenen olumlu bir ruh halini yansitir. Olumsuz
duygulanim ise lziinti ve agirkanlilik ile nitelenen; 6fke, sucluluk, gerginlik gibi
olumsuz duygular1 i¢inde barindiran bir ruh halidir (Watson, Clark ve Tellegen, 1988).

Olumlu ve olumsuz boyutlara ait duygular Tablo 1’°de listelenmistir.

Tablo 1: Olumlu ve Olumsuz Duygular

Olumlu Duygular Olumsuz Duygular
Mgili Endiseli
Heyecanh Uzgiin
Giigli Suglu
Hevesli Urkmiis
Gururlu Saldirgan
Yaratici Huzursuz
Azimli Mahgup
Dikkatli Sinirli
Uretken Korkmus
Atik Gergin

Kaynak: Watson, D., Clark, L. A. ve Tellegen, A. (1988). Development and validation of brief measures
of positive and negative affect: the panas scales. Journal of Personality and Social Psychology, 54 (6), s.
1070.

Tablo 1°de listelenen 20 duygunun, birbirine yakin anlamlar icermesi (6rnegin;
korkmus ve iirkmiis), bir diger deyisle tekrar niteligi tasimasi nedeniyle yapisal
modellerde hata verdigini gerekge gosteren Thompson (2007), bes olumlu bes olumsuz
duygudan olusan 10 ifadelik bir kisa form gelistirmis ve bu 6lgegi Avustralya, Kanada,
Cin, Macaristan, Hindistan, Japonya, Malezya, Filipinler, Singapur, Tayvan, Ingiltere,
Amerika ve Vietnam oOrneklemlerinde test ederek, gene iki boyutlu bir yapi elde
etmistir. Thompson (2007) tarafindan Onerilen duygu Olceginde yer alan olumlu
duygular; heyecanli, azimli, dikkatli, iiretken, atik, olumsuz duygular ise iizgiin,
saldirgan, korkmus, mahcup ve gergindir. Watson ve Clark (1994) tarafindan tavsiye
edilen de, arastirmacilarin kendi arastirma konularina uygun duygulari segerek

kullanmalaridir. Temelde olumlu ve olumsuz duygularin farkli degiskenler ile iliskili
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oldugu, olumsuz duygularin stres, olumlu duygularin da hayat tatmini ve sosyallesme

ile baglantili oldugu bulgulanmaktadir (Bkz. Beiser, 1974; Watson, 1988).

Duygular hem sosyal hayatta hem de is hayatinda yasanilan olay ve durumlara
yonelik olarak gelisen tepkilerimizi belirlemede 6nemli roller {istlenmelerine karsin,
1990’11 yillara kadar orgiit aragtirmalarinda ihmal edilmislerdir (Fox ve Spector, 2002).
Orgiit ortaminda duygularm c¢alisgitimasina yénelik ilk adimi sosyolog Hochschild
(1983)’in attig1 sdylenebilir. Kitabinda farkli meslek gruplarmin yasadiklari duygusal
emek yogunlugundan ve duygularin yOnetiminden bahsetmistir. Duygusal emegi,
karakter 6zelligi olarak ele alinan olumlu ve olumsuz duygulanim (Staw, Bell ve
Clause, 1986), duygusal zeka (Goleman, 1995) ve duygusal olaylar teorisi (Weiss ve
Cropanzano, 1996) konulu caligmalar takip etmis, agirlikli olarak duygularin is yeri
tutumlarma etkileri arastirilmustir (Fox ve Spector, 2002).Ornegin; ise iliskin olumlu
duygularin is tatmini ile pozitif yonlii ve kuvvetli bir iliski i¢indeyken, olumsuz
duygularin da negatif yonlii ve kuvvetli bir iliski i¢inde oldugu (Bkz. Van Katwyk,
Spector, Fox ve Kelloway, 2000) bulgulanmustir.

Duygularin tiretkenlik karsiti davranislar ile olan iliskisinin de arastirmacilarca
ilgi gordiigii, 6zellikle olumsuz duygularin 6¢ alma gibi yikic1 davranislar tetikledigi
dikkat ¢ekmistir (Bkz. Fox, Spector ve Miles, 2001a; Lee ve Allen, 2002). Calisma
kapsaminda rol oOtesi davranislarin ve i tasmasinin duygulara olan etkisi
arastirilacagindan, bu degiskenlerin olumlu ve olumsuz duygulara etkisi dnem arz

etmektedir.
2.3.2. Rol Otesi Davramslarin ve Is Tagsmasimin Duygular ile iliskisi

Rol 6tesi davraniglar olarak ele aldigimiz yardim etme ve fazladan ¢alismanin,
olumlu duygular tarafindan tetiklenebilecegi, bir diger deyisle olumlu bir ruh hali
icerisinde olan bireylerin is arkadaglarina yardim etme ve fazladan caba gosterme
hususunda daha istekli olabilecegi, ¢evrelerine yaptiklar1 katki nedeni ile de bu olumlu
duygudurumun daha ¢ok beslenecegi diisiiniilebilir (Spector ve Fox, 2002). Olumlu
duygular ile bireye ve oOrgiite yonelik vatandaslik davranislar1 arasindaki pozitif yonlii

iliski Lee ve Allen (2002) ile Belschak ve Den Hartog (2009) tarafindan da ortaya
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konmustur. Olumsuz duygular yikici davraniglarda bulunmay1 veya bulunulan ortamdan
uzaklagmay tetiklerken, olumlu duygular bireyin daha yapici davraniglara yonelmesine
yol agabilir (Spector ve Fox, 2002). Her ne kadar ¢aligmalar duygular1 davranislarin
onceli olarak ele almis olsa da (Bkz. Lee ve Allen, 2002; Spector ve Fox, 2002;
Belschak ve Den Hartog, 2009), bu calisma kapsaminda merak edilen rol G&tesi
davraniglarin duygulara nasil katkida bulundugudur. Bolino, Harvey ve Bachrach
(2012) tarafindan da one siriildiigii gibi, olumlu sosyal giidiilenmeyle ilgili olan
baskalarina yardim etme ve insiyatifi ele alma isteginin vatandaslik davraniglarmni
tetiklemesi, vatandaslik davraniglar1 gosteren bireyin olumlu duygular hissetmesi ve bu

duygular sonucu benzer davranislar1 gostermeye devam etmesi beklenebilir.

Duygudurum diizenleme teorileri (mood regulation theory), bireylerin hangi
duygulart hissedecekleri hususunda nasil bir etkiye sahip olduklarini (egzersiz yaparak
veya sosyal destek alarak kendini iyi hissetme, is arkadasiyla olan kavgasinin
uyandirdig1 olumsuz duygulardan uzaklagsmak i¢in konsere gitme vb.), bu duygular
nasil yasadiklarini ve disa vurduklarini incelerler (Gross, 1998). Ozellikle ihtiyac
duyanlara yardim etme, yardim eden bireyin dikkatini kendi olumsuz hislerinden
uzaklagtirarak daha olumlu hislere yoneltir ve hosnut bir ruh haline biirlinmesini saglar
(Glomb, Bhave, Miner ve Wall, 2011). Iyi seyler yapmak ve iyi seyler hissetmek olarak
adlandirilan bu dongii gorgiil olarak da destek gormiistiir (Bkz. Glomb vd., 2011). Bu
calisma kapsaminda da goOniillii olarak sergilenen rol Gtesi davraniglarin olumlu
duygular olan dinamik, huzurlu, gururlu, mutlu ve neseli olma ile pozitif iligkili olacag:

ongoriilmektedir. O halde diyebiliriz ki:

Varsayim 2: Goniilli olarak sergilenen rol 6tesi davraniglarin, bireyde olumlu

duygular uyandirmast beklenir.

Literatiirde is tagsmasi ve duygular iizerine yapilmis gorgiil bir calismaya
rastlanilmamis olmasina karsin, Wellin (2007), Ellis ve Van Dyne (2009) tarafindan da
One siiriildiigii lizere, is tagmasi yasayan ¢alisanlarin 6zgiirliik alanlarinin daralmasi ve
fazladan caba gdstermelerine ragmen maas veya terfi ile odiillendirilmemeleri sonucu
haksizliga ugradiklarini diistinmeleri sebebiyle olumsuz duygular hissetmeleri, 6zellikle

Ofke duymalar1 ve hayal kiriklig1 yasamalari1 beklenebilir. Bu ¢alisma kapsaminda da is

20



tasmasimnin olumsuz duygular olan bikkinlik, {iziinti, hiddet, tedirginlik ve hayal

kiriklig ile pozitif iliskili olacagi 6ngoriilmektedir.

Varsayim 3: Is tasmasi yasayan c¢alisanlarin olumsuz duygular hissetmesi

beklenir.

Orgiitsel smirhiliklar, kisileraras1 catismalar ve adaletsiz uygulamalar gibi
olaylar1 yasayan bireylerin, yikict davramis tepkileri gelistirebilecegi ve bu uyaran-
davranis iliskisinde olumsuz duygularin aracilik rolii oldugu bulgulanmistir (Fox,
Spector ve Miles, 2001b). Duygu temelli iiretkenlik karsitt davranis yaklagimlarinda da,
bu olumsuz davranislarin 6nceli olarak olumsuz duygularin ortaya ¢iktigi gorilmiistiir
(Liu ve Perrewe, 2005). Duygularin siddet, saldirganlik dolu olaylar1 agiklamada
istlendigi 6nemli rol sebebiyle (Spector, Fox ve Domagalski, 2006), is tagsmasi sonucu
hissedilen olumsuz duygularin iiretkenlik karsiti davramis grubunda yer alan geri
cekilme davraniglarini arttiracagi ongorilebilir. Bu baglamda geri ¢ekilme davraniglari

(withdrawal behaviors) ile ilgili bilgilere sonraki boliimde yer verilmistir.
2.4. GERI CEKILME DAVRANISLARI
2.4.1. Tamimlari, Oncelleri ve Sonuclar

Geri c¢ekilme davraniglar1 terimi, Johns (2001) tarafindan aktarildigi iizere,
muhtemelen ilk kez Hill ve Trist (1953, 1955) tarafindan yapilan is kazalar1 ve ise
devamsizlik konulu ¢aligmalarda yer almistir (Bkz. Johns, 2001). Ayrica 1950°1i yillar
oncesinde de, ise gec kalma, isten ayrilma ve ise devamsizlik olgulari, verimlilige ve
performansa olan olumsuz etkileri sebebiyle endiistri psikologlar1 tarafindan
incelenmekteydi (Bkz. Johns, 2001). Orgiit tarafindan belirlenen is saatlerinden daha az
calisilmasi, calisanin fiziken Orgiit ortaminda bulunmasina ragmen vaktini ¢alismak
yerine keyfi olarak kullanmasi; orgiite dogrudan zarar vermek niyetinden ziyade
adaletsizlik, tatminsizlik veya birtakim stres yiikleyicilerden kagma istegi ile vuku bulur
(Spector, Fox, Penney, Bruursema, Goh ve Kessler, 2006). Ise devamsizlik, gecikme ve
isten ayrilma gibi fiziksel anlamdaki geri ¢ekilme davranislarinin yan sira, psikolojik
anlamda calisanin isinden sogumasi ve kasitli olarak ¢abasini azaltmasi da geri ¢ekilme

davranislar kategorisine dahil edilebilirler (Beehr ve Gupta, 1978). Bu calismada geri
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cekilme davraniglar1 olarak ¢aba azaltma, ise ge¢ kalma, devamsizlik ve isten ayrilma,

ele alinmustir.

Kisinin fiziksel olarak is yerinde bulunsa da, ¢alisabilecegi potansiyelden daha
azini ortaya koyarak bir nevi ¢abasini geri ¢cekmesi ¢aba azaltma olarak tabir edilebilir.
Grup i¢inde sosyal kaytarma oldugunda, ¢abasini kasith olarak azaltan ve isten kagan
tiyelerin varlig1 s6z konusu olacaktir. Bu durumda ¢aba azaltmak grup normu haline
gelebilir ve kaytarmayan {liyeler de yaptiklari goézlemler sonucu g¢abalarini azaltarak
kendilerini daha giivende hissetmeyi tercih edebilirler (Eder ve Eisenberger, 2008). O
halde birey ¢abasini azaltsa da negatif bir sonugla karsilasmayacagini biliyor ise, ¢cabasi
Orgiit uygulamalarinca veya yoneticiler tarafindan acik¢a taninmiyor ve karsiligt
verilmiyorsa, birey ¢alisma grubuna veya kurumuna yonelik olumsuz duygular besliyor
ise daha az c¢aba harcayarak ¢alismayi rasyonellestirebilir. Adalet algisinin diisiik olusu,
grup i¢indeki yardimlasmanin az olusu, isin goriiniirliigliniin az olusu, rol belirsizliginin
fazla olusu, is tatmini, duygusal baglilik ve grup dayamigsmasiin diisiik olusu kasten

caba azaltmay1 yordayan Onceller olarak ele aliabilirler (Kidwell ve Robie, 2003).

Mesainin baslangi¢ saatinde veya planlanan vardiya zamaninda is yerinde
fiziki olarak bulunmama ise ge¢ kalma olarak tanimlanabilir (Sagie, Brati ve Tziner,
2002). Blaus (1994) tarafindan ii¢ farkli ge¢ kalma kategorisi tanimlanmistir.
Siniflamaya gore, gec kalma kronikleserek artabilir. Kisi belirli periyodik araliklarla da
ise gec gelebilir. Son olarak kisi ulasim, kotii hava kosullari, hastalik gibi sebeplerden
otlirii tesadiifi periyodlarda ise gecikebilir. Ayrica is-aile c¢atigsmasi, is tatmininin ve
orgiite bagliligin zayif olusu; ise gecikme, isten erken c¢ikma ve isten ayrilma

davranislarini agiklayabilirler (Blaus, 1994).

Ise gelmeme veya planlanan isler igin fiziken isyerinde olmama olarak ifade
edilebilen ise devamsizlik davranisi (Sharma ve Magotra, 2013), isletme i¢in sadece
verimlilik ve finansal kayip degil; orgiitteki ¢alisan iliskileri agisindan da sorun teskil
eden bir olgudur (Sahin, 2011). Ise giris saatlerini kontrole y&nelik orgiit
uygulamalarinin hi¢ olmamasi veya zayif olmasi, orgiit genelinde veya is gruplarinda
bir devamsizlik kiiltliriiniin olmasi, is tatminsizligi, orgiite bagliligin zayif olusu ve

calisanin ise devam etme kararini verirken ise gelmek yerine daha cazip aktivitelere
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yonelmesi; ise devamsizlig1 yordayan degiskenler olarak 6zetlenebilir (Jenkins, 2002).
Mitra, Jenkins ve Gupta (1999) tarafindan yapilan meta analize gore, ise devamsizlik ve

isten ayrilma arasinda orta siddette ve pozitif yonlii bir iligki vardir.

Calisanlarin goniillii olarak isten ayrilmasi, mikro seviyede davranis bilimciler
makro seviyede ise toplum bilimciler tarafindan en ¢ok merak uyandiran hususlardan
biri olmustur (Mobley, Griffeth, Hand ve Meglino, 1979). Uretkenligin azalmasi, ise
alma ve egitim esnasinda calisana yapilan yatirnmlarin kaybi, bos kalan pozisyonlarin
doldurulmasi i¢in katlanilan maliyetler gibi olumsuz sonuglar1 sebebiyle (Bkz. Mobley,
1982) arastirmacilar isten ayrilmanin Oncellerine odaklanarak daha ¢ok tahminleme
modelleri lizerinde durmuslardir (Bkz. Mobley, 1977; Porter ve Steers, 1973). Isten
ayrilmanin oncelleri arasinda en ¢ok durulan degiskenler yas, kidem, isin muhteviyati,
15 tatminsizligi, orgiite bagliligin zay1if olusu, baska is alternatiflerinin varligi, ¢alisanin
iste kalma niyeti, kariyer hareketliligine yonelik algi, ise devamsizlik ve gecikme gibi
diger geri ¢ekilme davranislaridir (Beehr ve Gupta, 1978; Krausz, Koslowsky ve Eiser,
1998; Mobley, Griffeth, Hand ve Meglino, 1979; Mowday, Koberg ve McArthur, 1984;
Somers, 1996). Lider-iiye etkilesim kalitesi, ¢alisma grubu dayanismasi ve adalet algisi
isten ayrilma ile negatif yonde iligkili bulunan diger degiskenlerdir (Griffeth, Hom ve
Gaertner, 2000).

Sagie, Brati ve Tziner (2002) tarafindan oOnerilen kademeli geri ¢ekilme
(progressive model of withdrawal) modeline gore, is tatminsizligi, orgiite baglhiligin
zayif olusu, ise ilgisizlik, stres ve tiikkenmislik gibi olumsuz his ve tutumlar psikolojik
geri cekilmeyi olusturur. Psikolojik anlamda isinden kendini ¢eken birey bir nevi
isinden sogur ve igini yaparken harcadig1 ¢cabay1 azaltmaya baslar. Caba azaltmayi ise
gecikme, ise devamsizlik yapma ve en nihayetinde isten ayrilma takip eder. Birey
nezdinde yasanan bu geri cekilme dongiisii, ayrica ¢alisma grubunu da olumsuz
etkileyebilir. Dolayisiyla ele alinan geri ¢ekilme davraniglarinin isten ayrilmay: tahmin
etmede yol gosterici olacagl ve bu dongiiniin nihai sonucunun isten ayrilma olacag,

baslangicinin ise ¢aba azaltmak olacagi diistiniilebilir.
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2.4.2. Duygular ve Geri Cekilme Davramslan iliskisi

Orgiitsel ortami biligsel olarak yorumlayan ve degerlendiren birey, kendisine
yonelik tehditkar durumlar algiladiginda olumsuz duygular hissederek, esenligini tehdit
eden veya kendisine zarar veren durumlardan kagma egiliminde olacaktir. Olumsuz
duygular intikam alma istegini tetikleyerek daha yikici davraniglara da sebep olabilirler.
Ancak pasif-saldirgan sekilde tepki vermek (verilen isi zamaninda tamamlamamak, ise
devamsizlik yapmak vb.) calisan nezdinde daha gilivenli (6rnegin; Orgiit malina
dogrudan zarar vermenin daha riskli olacagi diisiiniilebilir) olacagindan, bireyin
Ozgiirlik alanim daraltan is tagmasi olgusunun yasanmasi sonucu hissedilen olumsuz

duygular geri ¢ekilme davranislarina yol acabilirler (Spector ve Fox, 2002).

Chen ve Spector (1992), hayal kirikligina ugramislik hissi ile isten ayrilma
niyeti arasindaki iliskinin orta siddette oldugunu, 6tke ile ise devamsizligin zayif ancak
pozitif iliskili oldugunu, 6fke ve isten ayrilma niyeti arasindaki iliskinin kuvvetliye
yakin oldugunu ortaya koymuslardir. Spector vd. (2006); ise gecikme, devamsizlik,
uzun molalar verme, isten erken ayrilma gibi davramiglari geri ¢ekilme boyutunda
siniflandirdiklart ¢aligmalarinda, lizgiin ve sikkin olma duygular1 ile geri g¢ekilme
boyutu arasinda pozitif yonli iliskiler bulmuslardir. Olumsuz duygularin ise
devamsizlik ve goniillii olarak isten ayrilma ile pozitif iliskili olduklarin1 ortaya koyan
bir diger ¢alismada da (Pelled ve Xin, 1999), olumsuz duygularin rahatsiz edici
olmalarindan hareketle, bireylerin bu duygulardan kurtulmak igin islerine gelmemeyi
veya isten ayrilmayi tercih ettikleri goriisii sunulmustur. Bu ¢alismada da; onceleri
goniillii olarak sergilenen rol Gtesi davranislarin is tagsmasina doniigsmesiyle, birey-orgiit
arasindaki sosyal takas dengesinin bozulmasi sonucu bireyin 0Ozgiirlik alaninin
daralmast ve olumsuz duygulari daha yogun hissetmesiyle; isinden soguyacagi, ise
devamsizlik yapacagi, kiiclik kacamaklar ile isinden uzaklasacagi ve isinden ayrilmayi

diisiinecegi ongdriilmektedir.

Weiss ve Cropanzano (1996) tarafindan gelistirilen duygusal olaylar teorisine
gore (affective events theory), is yerlerinde yasanan olaylarin ¢alisanlarin duygusal
tepkilerinin temel sebebi oldugu ve bu olaylarin bireyde uyandirdigir duygular araciligi

ile, hem is yeri tutumlarma hem de davranislara yon verecegi dne siiriiliir. Is olaylari, is
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yeri Ozelliklerinden etkilenerek gelisir. Modeldeki temel mantik; olaylarin davranis ve
tutumlara etkisinin duygular {lizerinden ele alinmasidir. O halde is yeri ozellikleri ile
gelisen ve bir olgu olarak ele aliabilecek olan is tagsmasinin olumsuz duygular
tizerinden geri c¢ekilme davraniglarini arttirmasi; duygusal olaylar teorisinde yer alan

olay-duygu-tutum/davranis akisi ile de paralellik gostermektedir.

Varsayim 4: Is tagsmasi sonucu olumsuz duygular hisseden bireyin, bu

duygulardan kaginmak igin geri ¢ekilme davranislarina yonelmesi beklenir.

Olumlu ve olumsuz duygularin ayni eksenin iki ucunda yer alan birebir ters
olgular olmadiklar1 halde aralarinda negatif yonlii iligskiler gozlendigi (olumlu ve
olumsuz duygularin iligkisi -0.12 ve -0.23, p<0.05 arasinda degismektedir, Bkz. Watson
vd., 1988) ve farkli degisken gruplan ile iliskili olduklar1 sdylenebilir. Bu arastirma
kapsaminda olumsuz duygular ile geri c¢ekilme davraniglari arasinda iliski olmasi
beklenirken, olumlu duygular ve geri ¢ekilme davranislari arasinda manidar iliski
olmas1 Ongoriilmemektedir. Bir diger deyisle, olumsuz duygularin geri c¢ekilme
davraniglarin1 yordayacagi, ancak olumlu duygularin geri ¢cekilme davranislari ile iligkili
olmayacagi, aksine daha olumlu sonuclar1 yordayacaklar1 diisiiniilmiistiir. Bu
dogrultuda, goniillii olarak sergilenen rol Otesi davranislarin bireyde uyandiracagi
olumlu duygular, birey ile 6rgiit arasindaki psikolojik bagi daha da kuvvetlendirebilir.
Orgiitle 6zdeslemeye iliskin tanimlar ve olumlu duygular ile orgiitle dzdeslesme

arasindaki iligkiler asagida ele alinmustir.
2.5. ORGUTLE OZDESLESME
2.5.1. Tamimlar

Orgiitle 6zdeslesme olgusunun temeli, sosyal kimlik teorisine dayanmaktadir
(Tajfel ve Turner, 1985). Sosyal kimlik teorisinin temel varsayimlart arasinda;
bireylerin kendilerini ve diger bireyleri birtakim sosyal kategorilerde siniflandirmalari
yatar. Bu kategoriler yasa, cinsiyete, meslege veya dine yonelik olabilecegi gibi,
calisilan orgiite yonelik de olabilir. Kategorileri olusturan bireylerin 6zelliklerinin tiimii,
o spesifik kategoriye ait 6zellikleri de olusturur. Bir diger deyisle, ait olunan kategori

bireye bir sosyal kimlik saglar. Bu sosyal kimlik, kisisel kimlik (bireyin dis goriiniisii,
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becerileri, ilgi alanlar1 vb.) ile biitiinlesti§inde bireyin kim oldugu hususuna 1s1k tutar ve

birey artik kendisini ait oldugu grubun 6zellikleriyle tanimlar (Asforth ve Mael, 1989).

Bireylerin sosyal g¢evrelerini kategorilere ayirmalarinin temelinde belirsizligi
azaltma ve diizen saglama arzusu yatar. Bunun yani sira ait olduklar1 grubu
digerlerinden {istiin gorerek ve bu grupla siki sikiya 6zdesleserek kendileri hakkinda
daha pozitif bir 6z-degerlendirme yapma egiliminde olurlar (Demirtag, 2003).
Dolayistyla sosyal kimlik, birlikteligi ve “biz” duygusunu iceren psikolojik bir olguyu
yansitir. Birey kendi bireysel 6zelliklerinin toplamindan stiin 6zelliklere sahip bir
grubun pargasi olur, hem o grubu digerlerinden iistiin gérerek hem de onun bir pargasi
olarak kendi iyi 6zelliklerini pekistirmis olur. Grup iiyelerince paylasilan “biz” duygusu
sayesinde tliyeler grup icerisindeyken bireysel kimlik algilarin1 kaybederek kendilerini

ait olduklar1 grubun liyesi olarak tanimlarlar (Boen, Vanbeselaere ve Cool, 2006).

Birey tarafindan tanimlanan sosyal kategorilerden biri de ¢alisilan orgiittiir. O
oOrgiitlin bir liyesi olmak, orgiitli ile adeta ’bir” olma algisina sahip olmak, orgiite karst
kuvvetli bir duygusal baglilik hissetmek, oOrgiitiin basarilarin1 kendi basarilari ve
basarisizliklarin1 kendi basarisizliklart gibi sahiplenmek orgiitle 6zdeslesme olarak
tanimlanmaktadir (Asforth ve Mael, 1989; Mael ve Asforth, 1992). Orgiitle 6zdeslesme
bireyin Orgiit amaclarini igsellestirmesi ve birey-Orgiit amaclar1 arasindaki uyumun
saglanmasi olarak da tanimlanmaktadir (Hall, Schneider ve Nygren, 1970). Edwards ve
Peccei (2007) orgiitle 6zdeslesmeyi ii¢ boyutta ele almaktadir. Ilki sosyal kimlik teorisi
ile de agiklandig1 tlizere (Bkz. Asforth ve Mael, 1989) bireyin kendisini Orgiit liyesi
olarak gormesidir. Ikincisi, Hall ve arkadaslar1 (1970) tarafindan da belirtildigi gibi,
bireyin Orgiitiin deger ve amagclarini, kendi deger ve amaglartyla uyumlagtirmasidir.
Orgiitle 6zdeslesmenin iiciincii boyutunu bireyin Orgiite hissettigi duygusal bag ve
aidiyet hissi olusturur. Ancak bu noktada duygusal bagliligin ve orgiitle 6zdeslemenin
aym olmadigina deginmekte yarar vardir. Ozdeslesme icerisinde grup iiyeleriyle
paylasilan benzerlik ve ortak kader algisin1 barindirarak; grup tliyeligi iizerinden gelisen
bir kimlik algisina ve {iyeligin sahip oldugu duygusal degere atifta bulunurken, orgiite
baghlik kurum ile birey arasindaki aligveris sonucu gelisen bir tutuma isaret eder

(Gautam, Van Dick ve Wagner, 2004). O halde orgiitle 6zdeslesme, birey ve kurumu
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arasindaki psikolojik bag olarak da ifade edilebilir. Bu psikolojik bagin 6nemi ise;
orgiite ve ise yonelik davraniglar1 ve tutumlari tahmin etme yetisinden kaynaklanir

(Edwards, 2005).
2.5.2. Orgiitle Ozdeslesmenin Oncelleri ve Sonuclar

Orgiitle 6zdeslesmenin is performansina (Efraty ve Wolfe, 1988), yaraticiliga
(Carmeli, Cohen-Meitar ve Elizur, 2007), miisteri tatminine (Solnet, 2006) ve finansal
performansa (Smith, 2011) pozitif katki yaptigi arastirmalarca gorgiil olarak
desteklenmistir. Kurumunun amaglarimi kendi amaglar1 gibi benimseyen ve kurum
iiyeligine deger veren bireyin isini yaparken 6zen gostermesi, yaratici fikirler iireterek
isini daha iyi yapmak istemesi, kurumu ile kendini “bir” gibi goérerek adeta kurumunu
iyi temsil etmek adina misteriler ile iyi iliskiler gelistirmesi; ve makro anlamda
kurumuyla siki sikiya 6zdeslesen calisanlarin gosterdikleri cabanin finansal karlilik
seviyesini arttirmasi olas1 goziikmektedir. Kurum {iyeligi ne kadar degerli ise, birey
gorevin gerektirdiginden daha fazla calisacak ve diger kurum tiyelerine de yardimlarda
bulunacaktir (Vondey, 2010; Riketta, 2005). Orgiitle 6zdeslesmenin is tatmini, ise
baglanma ve gorev sevki ile pozitif iligkili oldugu ve isten ayrilma niyeti ile olan negatif
iligkisi (Bkz. Van Knippenberg ve Van Schie, 2000), 6zdeslesmenin ise yonelik olumlu

tutumlar1 tahmin etmedeki yetisini kanitlar niteliktedir.

Orgiitle 6zdeslesmeye katkida bulunan degiskenler orgiit 6zellikleri (imaj,
sayginlik, orgiitsel adalet, orgiitsel destek), bireyler arasi iliskilerin niteligi (iliski agimin
buyiikligi, iligkilerin kuvveti) (Jones ve Volpe, 2010), lider 6zellikleri (doniisiimcii
liderlik, etik liderlik, lider-iiye etkilesimi) (He ve Brown, 2013), ve bireysel 6zellikler
(kidem, orgiit iiyeliginin devamliligi, orgiitten duyulan tatmin, is tatmini, mentorluk

alma) (Mael ve Asforth, 1992) olarak siniflandirilabilir.

Literatiirde duygular ve orgiitle 6zdeslesme iliskisini ele alan caligmalara sikca
rastlanmasa da olumlu duygularin is tatmini ve orgiite baglilik gibi olumlu is tutumlar
ile iligkili olmasindan hareketle orgiitle 6zdeslesmeye de pozitif katki yapacaklar
diisiiniilebilir (Kreiner ve Asforth, 2004). Bu baglamda duygular ve orgiitle 6zdeslesme

iliskisi sonraki boliimde irdelenmistir.
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2.5.3. Duygular ve Orgiitle Ozdeslesme Iliskisi

Kurumlarin sosyal sorumluluk projeleri ile topluma katkida bulunmaya yonelik
goniillii faaliyetler yiiriitmesi, elsever degerleri olan calisanlarin da bu tiir faaliyetlerde
gorev alarak orgiit tiyelikleriyle gurur duymalar1 sonucu orgiitleriyle daha siki sikiya
Ozdeslesmeleri Jones (2010)’un g¢alismasinda ortaya konmustur. Bu baglamda, ister
kurumsal olarak ister bireysel olarak yiiriitiilsiin; birey tarafindan istlenilen goniillii
gorevlerin ve diger oOrgiit iiyelerine yapilan yardimlarin, olumlu duygulanimi ve bu
olumlu hislerin de birey ile oOrgiit arasindaki psikolojik bagi kuvvetlendirecegi
diisiiniilebilir. Is arkadaslarma ve nihai olarak orgiitine katkida bulunan bireyler,
yaptiklar ile gurur duyacak, cevreleriyle olan etkilesim sonucu mutlu ve neseli, siki
calismalar1 ile daha aktif hissedecek ve yardim etmenin verdigi i¢ huzuru
tasiyacaklardir. Bu olumlu hislerin de orgiit liyeligini, dolayisiyla orgiitle 6zdeslesmeyi

pekistirecegi ongoriilebilir.

Duygular ve orgiitle 6zdeslesme arasindaki iliskiyi ele alan tek gorgiil caligma
2004 yilinda Kreiner ve Asforth tarafindan yapilmistir. Aragtirmacilar olumlu duygular
icindeki bireylerin, Orgiitlerini de daha pozitif bir gozle degerlendireceklerini ve daha
olumlu yonlerine odaklanacaklarini; bdylece daha giiclii bir sekilde 6zdeslesecekleri
goriistinii sunmuslardir. Bu arastirma kapsaminda da, goniillii olarak sergilenen rol 6tesi
davraniglarin bireyde uyandiracagi olumlu duygular olan huzurlu, gururlu, mutlu, neseli

ve dinamik hissetmenin orgiitle 6zdeslesmeye katkida bulunacagi 6ngoriilmiistiir.

Varsaymm 5: Rol 6tesi davraniglarin bireyde uyandiracagi olumlu duygularin,

orgiitle 6zdeslesmeyi arttirmasi beklenir.

Gecmis arastirma sonuglarina ve tartismalara dayanarak ozetleyecek olursak,
rol Otesi davraniglarin olumlu duygular ile, ig tasmasinin ise olumsuz duygular ile iliskili
olacagi, olumsuz duygularin geri ¢cekilme davranislarina, olumlu duygularin ise orgiitle

0zdeslesmeye yol agtigini sdyleyebiliriz.
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2.6. HIPOTEZLER

Rol otesi davramiglarin goniillii sergilendikleri durumlar ile i tasmasina
dontigtiikleri durumlarin farkli sonucglar dogurabilecegi bu c¢aligmada test edilmistir.
Literatiir taramas1 gostermekte ki; rol 6tesi davranislar bir performans ¢iktisi olarak ele
alinmakta, Orgiit icin arzulanabilir olmalarindan hareketle de daha c¢ok oncellerine
odaklanilmakta ve bireysel sonuglar1 goz ardi edilmektedir. Ornegin orgiitle 6zdeslesme
ve olumlu duygular rol otesi davranislara katkida bulunan degiskenler olarak
diistiniilmiis ve arastirilmis (Bkz. Van Dick, Grojean, Christ ve Wieseke, 2006;
Williams ve Shiaw, 2010). Peki orgiitsel yasami bir siire¢ olarak ele aldigimizda, bu
davranislar sergilendikten sonra bireyde nasil duygular uyandirir ve bu duygular orgiitle

0zdeslesmeyi nasil beslerler? Bu sorulari ele alan herhangi bir ¢alismaya rastlanmada.

Bir diger husus rol otesi davramislarin olumsuz sonuclarina iliskin yapilan
calismalarmn ancak 2000°1i yillarin basina rastlamakta oluslaridir. s tasmas1 kavrami ise
literatiirde oldukc¢a yenidir ve arastirmacilar tarafindan ilgi gosterilen bir kavram
olmamistir. Oyle ki, konuya iligkin yapilmis hicbir gérgiil calisma yok. Temel mantik
goniilliiliik esasi ile baglayan ancak baski sonucu sergilenmeye devam edilen fazladan
calisma ve yardimlarin is tasmasina doniismeleri ile olumsuz duygulara ve nihayetinde
geri ¢ekilmeye sebep olabilecegine isaret etmektedir. Literatiirdeki bu bosluklarin tespit
edilmesi sonucunda varilan noktada, hem rol 6tesi davraniglarin hem de is tagsmasinin
duygular vasitasi ile orgiitle 6zdeslesme ve geri ¢ekilme davraniglarina etki edebilecegi
diisiiniilerek, daha once belirtilen varsayimlar dogrultusunda arastirmanin asagidaki

hipotezleri olusturulmustur.

Varsayim 1: Goniillii olarak sergilenen rol 6tesi davraniglarin, bireyden siirekli

talep edilmesi sonucunda is tasmasinin ortaya ¢ikmasi beklenir.

Varsayim 2: Goniillii olarak sergilenen rol 6tesi davranislarin, bireyde olumlu

duygular uyandirmasi beklenir.

Varsayim 3: Is tasmasi yasayan calisanlarin olumsuz duygular hissetmesi

beklenir.
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Varsayim 4: Is tasmasi sonucu olumsuz duygular hisseden bireyin, bu

duygulardan kacinmak i¢in geri ¢cekilme davraniglarina yonelmesi beklenir.

Varsayim 5: Rol 6tesi davranislarin bireyde uyandiracagi olumlu duygularin,

orgiitle 6zdeslesmeyi arttirmasi beklenir.

Bu varsayimlardan yola c¢ikarak olusturdugumuz hipotezler deneysel bir

tasarim kullanilarak test edilmistir.

Hipotez 1: Rol o6tesi davranig gosterenlerin olumlu duygudurum ve orgiitle
0zdeslesme puanlari, is tasmasi yasayanlara gore daha yiiksek, olumsuz duygudurum ve

geri ¢ekilme davranis puanlari ise daha diisiik olacaktir.

Hipotez 2: Olumsuz duygularin geri ¢ekilme davraniglari iizerinde pozitif

yonde katkisi vardir.

Hipotez 3: Olumlu duygularin orgiitle 6zdeslesme fiizerinde pozitif yonde

katkis1 vardir.
2.7. ARASTIRMA SORULARI

Rol otesi davraniglarin goniillii olarak sergilendigi ve is tagsmasina doniistigi
kosullarda bireylerin nasil hissedeceklerinin ve davranacaklarinin arastirilmasinin yani
sira, duygu ve davraniglarin demografik degiskenlerce nasil etkilendigi de tespit
edilmek istenmistir. Bu dogrultuda toplam is hayati tecriibesi, mevcut kurumda sahip
olunan kidem, pozisyonun seviyesi, yonetsel pozisyonun olup olmamasi ve yonetilen
kisi sayis1 gibi caligma ortamiyla ilgili degiskenlerin yani sira; yas, cinsiyet, egitim
durumu, gelir durumu gibi bireysel 6zelliklere dair sorular sorulmustur. Demografik
degiskenlerin arastirma kapsaminda ele alinan degiskenleri nasil farklilagtirabilecegi,

bulgular boliimde sunulmustur.
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3. METOT

Calismanin bu boliimiinde, arastirmada kullanilan metodolojiye dair bilgilere
yer verilmistir. Bu dogrultuda oncelikle 6n c¢alismalar hakkinda bilgi verilecektir.
Ardindan temel arastirmaya katilan deneklerin demografik O6zellikleri, arastirmada

kullanilan 6l¢lim araglar1 ve veri analizi yontemlerine deginilecektir.
3.1. ON CALISMALAR

3.1.1. Rol Otesi Davramslar ve Is Tasmasi ile Sonuclar1 Uzerine Kesifsel

Cahismalar

On Cahisma 1: Literatiir taramas1 sonucunda “is tasmas1” hususuna yonelik
teorik bilginin olduk¢a az oldugu ve gorgiil arastirma bulunmadigi goriilmiistiir. Bu
noktada kesif odakli bir metot olan derinlemesine goriisme ydntemine basvurularak,
konuya iliskin gomiilii bilginin ortaya cikarilmasi amaglanmistir (Bas, Usta ve Onder,
2008). Kolayda drnekleme yontemi ile ulasilan ve yaslar1 26 ila 40 arasinda degisen ticii
erkek, dordii kadin olan ii¢ arastirma gorevlisine, bankacilik, haberlesme ve giivenlik
hizmeti veren sirketlerde ¢alisan {ic uzman yardimcisina ve bir orta kademe yoneticiye,

not tutma hususunda izinleri alinarak su sorular yonetilmistir:

1. Is saatlerinizin diginda, is tammimz disinda kalan fazladan gorevleri

iistlenerek calistigimiz olur mu? Is arkadaslarimiz ile ne derece yardimlasirsiniz?

Katilimcilarin  hepsi, bu oOnkosullu sorular1 evet diyerek yanitlamislardir.

Ardindan asagidaki soruya yonelik goriisleri alinmistir.

2. Bu davranislar1 (fazladan calisma ve yardim etme) goniillii olarak mi

sergiliyorsunuz yoksa iizerinizde bir baski hissediyor musunuz?

Sadece bir katilimci zaman zaman gOnullii olarak fazladan calistigini ve

yardimlarda bulundugunu beyan ederken, alti katilimci1 fazladan c¢alismak ve is

arkadaslarina yardim etmek konusunda baski hissettiklerini dile getirmislerdir.

Katilimcilara nasil hissettikleri ve ne diisiindiikleri sorularak baski ile fazladan ¢alisma
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ve yardimlarda bulunma hususlarinda derinlemesine bilgi edinilmesi amaglanmistir.

Bulgular su sekilde 6zetlenebilir:

Bir katilimc1 goniillii olarak yaptigi yardimlarin kendisini iyi hissettirdigine
deginmistir. Ancak bu yardimlar1 yapmak bazen digerlerinin yiikiinii ¢ekmeye kadar
varabilmektedir. Fazla mesaiye kalmak ve bagkalarimin isini yapmak zorunda
birakildiginda kendisini kot hissettigine deginmistir. Ayn1 anda bir¢ok isi yapabilme
becerisine sahip oldugundan ve ¢alisma arkadaslarindan daha yogun galisabilmesinden
miitevellit, is tagmasina maruz kaldigini1 diisiinmektedir. Diger katilimcilarin hepsi, rol
gerekliliklerinin -~ Otesinde ¢alismalar1  hususunda baski  gordiiklerini  ve bazi
haftasonlarin1 bile calisarak gecirdiklerini sdylemislerdir. Gorlismeler sirasinda One
¢tkan soylemler sunlardir: “Is yiikiim, is arkadaslarima kiyasla adil degil.”,
“Digerlerinden daha fazla ¢alismamin istenmesi adil degil.”, “Bazen hayir diyemedigim
i¢cin kendimi sugluyorum.”, “Kendimi enayi gibi hissettigim oluyor.”, “Gereginden fazla
calismam istendiginde sinirleniyorum ve agresiflesiyorum.”, “Caligsma arkadasim cesitli
bahanelerle isten kaytardiginda, onun islerini de ben tamamlamak zorunda kalryorum.”,
“Yoneticim yaptiklarimi asla yeterli bulmuyor, hep daha fazlasini istiyor. Bu ylizden is
ariyorum.” Ozetle katilmcilarin rol gerekliliklerinin dtesinde ¢aba sarf etmeye ve is
arkadaslarina yardim etmeye yonelik baski hissetmeleri sonucu is tagsmasi yasadiklari;
bunun sonucu olarak adalet algillarinin zedelendigi ve kizginlik hissettikleri

bulgulanmustir.

Goriismeler neticesinde calisanlarin is tasmasi yasayabileceklerine kanaat
getirilmistir. Ancak katilimcilarin goriislerini etkilememek adina, goriigmeci tarafindan
tesvik ve yonlendirme sinirli kalmistir. Yaklasik 15 dakika siiren bu goriismelerde,
katilimcilarin  tecriibe ve fikirleri tartisilmadigindan, arzulanan derecede bilgi
edinilememistir. Dolayisiyla; hem goniillii olarak sergilenen rol 6tesi davraniglarin hem
de is tagsmasinin sonuglarina yonelik, grup ici etkilesimler ile daha yeni ve farkh
fikirlerin ortaya konmasi amaciyla odak grup calismalar1 (Bkz. Bas, Usta ve Uyar,

2008) yapilarak, on ¢alismalara devam edilmesi uygun goriilmiistiir.

On Cahsma 2: Calismanin amaci rol 6tesi davranislarin olumlu ve olumsuz

sonuclarint kesfetmek ve is tagsmasi hakkinda ayrintili bilgi toplamaktir. Yaklasik 40

33



yildir faaliyet gosteren ve insaat kimyasallar1 {ireten bir iretim firmasimin genel
miidiirliik ofisinde odak grup ¢alismasi yapilmistir. Calismaya yaslar1 29 ile 41 arasinda
degisen, {lniversite mezunu toplam bes goniillii katilmistir. Katilimeilar insan
kaynaklari, kurumsal iletisim, bilgi-islem, pazarlama ve muhasebe bdliimlerinde
calismaktadirlar. Katilimceilarin 3’1 kadin, 2’si erkek, 3’i evli, 2’si bekardir. Calisma
esnasinda ses kayit cihazinin kullanilmasina yonelik izin istenmistir. Ses kaydinin yani
sira aragtirmaci tarafindan not da tutulmustur. Katilimcilarin mesai saati igerisinde
olmalar1 sebebiyle bir saat ile smirli tutulan g¢alisma, sessiz bir toplantt odasinda
yuriitiilmiistiir. Baslangi¢ asamasinda katilimcilara bir form dagitilmistir. Bu formda
demografik bilgilere yonelik sorular ve rol otesi davramiglara Ornek olabilecek
nitelikteki davranis Orneklerine yer verilmistir. Katilimcilardan demografik sorulari
kagit lizerinde cevaplamalart ve Ornekleri verilen davranislarin sonuglarina yonelik

olumsuz tecriibe veyahut gozlemlerini paylasmalari istenmistir.

Pazarlama ve insan kaynaklari boliimlerinde c¢alisan katilimcilarin yonetsel
pozisyonda olmalari, muhasebe bdliimiinde ¢alisgan uzman yardimcisinin ise
yapilandirilmis bir is yapmakta olusu sebebiyle fazladan g¢alisma ve yardimlagsma
hususlaria yonelik olumsuz tecriibelerinin olmadig1 goriilmiistiir. Kurumsal iletisim ve
bilgi-islem bdliimlerinde ¢alisan katilimcilarin sdylemleri ise is tagsmasina yonelik
tecriibelere, adaletsizlik, kizginlik, hayal kiriklig1 hislerine, is-aile ve is-bos zaman
catigsmasi ile isten ayrilma kararina isaret etmistir. Kurumsal iletisim boliimiinde ¢alisan
katilimeinin sdéylemleri su sekilde olmustur: “Digerleri isten ¢ikarken, benim ofiste tek
basima oturup aldigim fazladan gorevleri tamamlamak zorunda kaligim hayal kiriklig
hissettirmeye bagladi. Eger yoneticim veya insan kaynaklari departmanindan birileri
benim bu c¢abalarimi fark etseydi, isten ayrilma karar1 vermezdim”. Katilimci
yuklendigi fazladan gorevler neticesinde is saatleri disinda ¢alismak zorunda kaldigini,
evli calisanlarin ¢esitli bahanelerle ofisten ¢ikmayr kendilerinde hak gordiiklerini,
kendisinin bekar olmasi sebebiyle fazla mesaiye kalmasi hususunda baski gordiigiinii,
ancak kendisinin de sosyal bir hayati oldugunu ve buna vakit ayiramadigmi dile
getirmistir. S6z konusu katilimei istifasini vermis ve yerine biri istihdam edilene kadar
calismaya devam edecegini belirtmistir. Isten ayrilmasinin sebebi olarak da ¢abalarmnin

hem maddi hem manevi anlamda karsiliksiz kalmasini goéstermistir. Diger vurucu
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katkilar bilgi-islem uzmaninin séylemlerinden gelmistir: “Birine yardim ettiginizde,
artik o sizin goreviniz haline geliyor. Bazen yardimlarla o kadar vakit harciyorum ki,
kendi iglerimi yetistiremeyip fazla mesaiye kaliyorum”. Sirkette fazla mesai iicreti
verilmemekte, ancak giin icerisinde islerini yetistiremeyen calisanlarin fazla mesaiye
kalmasi istenmektedir. Neticede, fazladan gorevler {istlenen ve is arkadaglarina yardim
etmek ile vakit harcayan calisanlar is tagsmasina maruz kalabilmektedirler. Dikkat ¢eken
nokta; gorevlerin net olarak belirlendigi muhasebecilik gibi pozisyonlarda ve yonetsel
pozisyonlarda is tagsmasi hususunun yasanmayabilecegidir. O halde goniillii olarak
sergilenen fazladan ¢alisma ve is arkadaslarina yardim etme davraniglarinin zorunlu bir
hal alarak is tagsmasina doniismesi i¢in hem is hem de calisma grubu 6zellikleri dikkate
alimmalidir. Adaletsizlik algis1 ve olumsuz duygular ise rol 6tesi davraniglari sergileyen
calisanlarin tecriibbe edebilece§i olumsuz sonuglar olarak karsimiza c¢ikmistir. Bu
calisma kapsaminda is tasmasinin olumsuz sonuglarina odaklanildigindan; daha genis
kapsamli bilgi toplamak amaciyla ikinci bir odak grup caligmasinin yapilmasi gerekli

goriilmiistiir.

On Cahsma 3: Araba iiretimi ve satis1 yapan firma, 1967 yilindan beri
yaklasik 4900 personel ile faaliyet gostermektedir. Odak grup calismasi, sirketin genel
mudiirlik ofisinde, yaslar1 27 ile 32 arasinda degisen 6 iiniversite mezunu ile
yapilmustir. 3’1 erkek, 3’1 kadin, 2 bekar, 4 evli katilimcr insan kaynaklari, pazarlama
ve destek birimlerinde ¢alismaktadirlar. Destek biriminde calisan katilimcilardan biri
siire¢ gelistirme mithendisi, digeri SAP uzmanidir. Katilimcilarin mesai saati igerisinde
olmalar1 sebebi ile bir saat ile sinirlandirilan goriismelerde, ilk odak grup caligmasinda
kullanilan formun aynisi kullanilmis ve formda yer alan 6rnek davranislarin olumsuz
sonugclarina iligkin tecriibelerin paylasilmasi istenmistir. Ses kayit cihazinin kullanilmasi

hususunda izin alinmig ve ayni zamanda not da tutulmustur.

Insan kaynaklar1 departmaninda calisan ii¢ katilimcidan olumsuz tecriibe
Oornegi alinamamig, ancak katilimcilar tartisma siirecinde diger lyelere sorduklari
sorular ile grup ici etkilesimi arttirmiglardir. Siire¢ gelistirme miihendisi kendisinin
isinin “yardim etmek” oldugunu sdylemistir. Dolayisiyla is arkadaslarina yardim etmek

ve islerin gerek yapilis yontemini iyilestirmek, gerekse islere harcanan zamani daha
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etkin ydntemler tasarlayarak azaltmak kendisinin gérevidir. Insanlara yardim etmekten
keyif aldigini dile getirmistir. Pazarlama uzmani ve SAP destek uzmani ise is tagmasi ve
sonuclarina dair yasantilarindan bahsetmislerdir. Rol 6tesi davraniglara yonelik grup
tarafindan ortaya konan olumsuz sonuglar is tasmasi, haksizliga ugramislik hissi,
kizginlik ve hayal kiriklig1 olarak 6zetlenebilir. En vurucu séylemler sirasiyla pazarlama
uzmanit ve SAP destek uzmanindan gelmistir: “Bu hafta li¢ kez 6gle yemegine
¢tkamadim. Isimi sikdyet etmeden yapiyorum ama yardima ihtiyacim oldugunda ve
alamadigimda hayal kirikligina ugruyorum”. “Isim altt maddelik gérev tanmmmim ile
degerlendiriliyordu ama ben ¢ok daha fazlasini yapiyordum. Adil degildi. Ya bunu
revize edelim ya da ben bu pozisyondan ayriliyorum dedim. Eger yaptigimin karsiligini
alamiyorsam, benim i¢in iyi bir sey yoktur”. Son sdylemlerin sahibi olan SAP destek
uzmani, yaz tatillerinde bile bilgisayar basinda ¢alismak zorunda kaldigi, yoneticisinin
baskalaria 6gretmekle vakit harcama sen hallet seklinde tavri ve neredeyse iki farkli
birime hizmet edecek 6l¢iide calismasina ragmen is tanimi tizerinden degerlendirilmesi
sebebiyle, sirket igerisindeki pozisyonundan ayrilmistir. Ayni sirket igerisinde farkl bir
boliime gegmis ve yeni pozisyonundan olduk¢a memnun oldugunu dile getirmistir. S6z
konusu pozisyondan ayrildiktan sonra hizmet ettigi her iki birim is akisi siireglerini
revize etmek zorunda kalmistir. SAP destek uzmaninin yasadiklari, kurumsal bir sirket
icerisinde bile, fazladan gorevleri goniillii olarak kabul eden ve kendilerinden siirekli
beklenir hale gelmesi ile i tasmasi yasayan ¢alisanlarin olabilecegine isaret etmektedir.
Neticede kisi pozisyondan ayrilmis ve haksizliga ugramishik, kizginlik gibi olumsuz

hisler yagamustir.

Odak grup calismalarinin sonuglari, goniillii olarak sergilenen rol oOtesi
davranislarin zamanla is tasmasina doniisebilecegine isaret etmektedir. Is tasmasi ise
daha c¢ok adalet algisin1 zedeleyen, olumsuz hislere yol agan ve mevcut pozisyondan
ayrilma, daha da Gtesinde isten ayrilma gibi geri ¢ekilme davraniglarina yol agabilecek
bir husus olarak giindeme gelmistir. Literatiir taramasi ile tutarli olan bu sonuglar,
aragtirma modelinin olusmasina kaynaklik etmistir. Bdylece senaryo ve bagimli
degiskenler olarak belirlenen duygular, dagitim adaleti ve iretkenlik karsiti
davranislarin 6l¢iimii i¢in diizenlenen ifadelerin test edilmesi i¢in yapilan 6n calismalara

devam edilmistir.
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3.1.2. Senaryolarin, Bagimh Degiskenlere Dair Ol¢eklerin Hazirlanmasi ve

Test Edilmesi

Pilot Calisma 1: Arastirma modeline dair altyap:r ilk {i¢ 6n g¢alisma ile
olusturulmustur. Sonraki adimda, teorik bilgiler dogrultusunda, iki senaryo
gelistirilmistir. Senaryolarin yazim agsamalari su sekilde 6zetlenebilir: dncelikle literatiir
taramasi ile rol otesi davranig Olgekleri listelenmistir. Bu rol Gtesi davranislardan is
tasmasina doniisebilecek olanlar secilmistir. Is tasmasi hususu heniiz gorgiil olarak
incelenmedigi i¢in, sadece kavrama ait tanimlar listelenmistir. Bu bilgilerin 15181nda,
senaryolar arastirmaci tarafindan olusturulmustur. On calismalar siiresince,
katilimcilardan gelen geribildirimler dogrultusunda gelistirmeler yapilmistir. Katilimei
goriislerinin yan1 sira, Insan Kaynaklar1 ve Orgiitsel Davranis alanlarinda calisan alt1
uzman akademisyenin goriisiine de bagvurulmustur. Kelime sayist olarak da
denklestirilen senaryolarin ilkinde, goniillii olarak fazladan c¢alisan ve is arkadaslarina
yardim eden, gerektiginde mesai saatlerinin disinda da calisan bir karakter s6z konusu
edilmistir. Ikinci senaryoda ise, goniillii olarak fazladan calisan ve is arkadaslarma
yardim eden karakterin, zamanla bu davraniglar1 baski sonucu yerine getirmesine ve
kendi gorevlerini mesai igerisinde yetistirememesine deginilmistir. Boylece
senaryolardan biri olumlu nitelikte olarak rol Otesi davranislari, digeri ise olumsuz
nitelikte olarak is tagmasini konu almistir. Senaryolar1 okuyan katilimcilarin kendilerini
senaryodaki karakterin yerine koymalar1 ve duygulara, dagitim adaleti algisina,
tiretkenlik karsit1 davraniglara yonelik ifadeleri yanitlamalari istenmistir. Rol Otesi
davranis senaryosuna verilen yanitlarda olumlu duygularin ve dagitim adaleti algisinin
yiiksek, iiretkenlik karsiti davranislarin diisiik puanlanmasi beklenmistir. Is tagmasi
senaryosunda ise olumsuz duygularin ve iiretkenlik karsit1 davraniglarin yiiksek, dagitim
adaletine yonelik ifadelerin diisiik puanlanmasi beklenmistir. Uretkenlik karsiti
davraniglardan senaryo ile tutarli olacagi disiiniilen 10 ifade Spector vd. (2006)
tarafindan gelistirilen iiretkenlik karsit1 davranislar 6lgeginden adapte edilmistir. Ayrica,

iiretkenlik karsiti davranis boliimiine {ic olumlu ifade eklenerek, katilimcilarin
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dikkatinin diri tutulmasi ve is tagsmasi sonuglarinin olumsuz olabilecegine dair denekleri
yonlendirmis olmaktan kag¢milmast amaglanmistir. Bu olumlu ifadeler sirasiyla
sunlardir: “Kurumu hakkinda 6vgii dolu sozler soyler.”, “Kurumundaki isleyisi
tyilestirmeye yonelik oOneriler sunar.”’, “Baskalari elestirdiginde kurumunu miidafaa
eder.” Bu ii¢ ifade Moorman ve Blakely (1995) tarafindan gelistirilen Orgiitsel
vatandaslik davranislart Olgeginden secilmistir. Bes olumlu ve bes olumsuz duygu
Watson, Clark ve Tellegen (1988) tarafindan gelistirilen PANAS o6l¢eginden, dagitim
adaletine yonelik bes ifade ise Niehoff ve Moorman (1993) tarafindan gelistirilen
dagitim adaleti Ol¢eginden adapte edilmistir. Tiim ifadeler alti basamakli skalalar

tizerinden cevaplandirilmistir.

Istanbul Universitesi Isletme Fakiiltesi Y®&netim-Organizasyon Anabilim
Dali’nda yiiksek lisans ve doktora yapmakta olan 12 &grenci rol Otesi davranig
senaryosunu okumus, 13 Ogrenci ise is tasmasi senaryosunu okumus ve senaryonun
altinda yer alan ifadeleri yanitlamistir. Calismanin sonuglart su sekilde 6zetlenebilir:
Olumlu duygulara yonelik ortalamalar is tagmasi senaryosunda daha yiiksek ¢ikmigtir
(3.80>2.46), Olumsuz duygular ise rol Otesi davranig senaryosunda daha yiiksektir
(4.50>2.76), iiretkenlik karsiti davranislar rol Otesi davranig senaryosunda 1.73, is
tagmas1 senaryosunda ise 2.11 ortalama ile seyretmistir. Dagitim adaletine yonelik
degerlendirmeler, rol Otesi davranislar ve is tasmasi senaryolarinda ¢ok farkli degildir
(sirastyla 2.46 ve 2.37). Katilimci sayisinin az olmasi sebebiyle fark testleri
uygulanmamis, sadece ortalamalara bakilmistir. Her iki senaryoda da, iiretkenlik karsiti
davraniglar arasina serpistirilen ti¢ olumlu ifadenin, iiretkenlik karsit1 davranislardan
daha yiiksek puanlar almasi sasirticidir (sirastyla 3.69 ve 3.10). Bu 6n caligmada
senaryolarin ve ifadelerin revize edilmesi amaglandigindan, demografik o6zelliklere
yonelik sorulara yer verilmemistir. Bunun yerine katilimcilarin senaryonun
anlasilirligina, lislubuna ve senaryo ile ifadeler arasindaki mantiksal uyuma yonelik agik
uclu sorulart yanitlamalart istenmistir. Katilimeilardan gelen oneriler ve elde edilen
ortalamalar gostermistir ki, dagitim adaleti algisina yonelik ¢ikarimlar yapmak icin
verilen senaryolar yeterli degildir. Katilimcilar senaryolar ve dagitim adaleti algisina
yonelik ifadeler arasinda baglantt kurulamadigmni belirtmistir. Ayrica her iki

senaryodaki karakterin iyi niyetli ve ¢aligkan bir insan gibi yorumlanmasi sebebiyle
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uretkenlik karsiti davramiglara yonelmeyecegi, aksine vatandashik davranislar
gosterecegi de katilimcilarca disiiniilmiistiir. Gelen oOneriler dogrultusunda, dagitim
adaleti algis1 arastirma modelinden ¢ikarilmistir. Uretkenlik karsiti davramislarin diisiik
puanlanmasi sebebiyle, odak grup calismalarina doniilmiis ve Tretkenlik karsiti
davranislarin geri ¢ekilme davraniglart ile sinirlandirilmast uygun bulunmustur.
Uretkenlik karsiti davranislar dlgegine serpistirilen ii¢ olumlu vatandashk davranisinin
yiiksek puanlanmasi sebebiyle de; orgiitle 6zdeslesme olgusunun modele katilmasinin
manidar bir farklilik yaratacag diisiiniilmiistiir. Literatiir taramas1 neticesinde rol otesi
davranislar ve orgiitle 6zdeslesme iligkisine yonelik mantikli goriisler de elde edilmistir.
Boylelikle rol otesi davraniglarin olumlu duygulara ve orgiitle 6zdeslesmeye katkida
bulunacagi, is tagsmasinin ise olumsuz duygulara ve geri ¢ekilme davranislarina katkida
bulunacagina yonelik gelistirilen aragtirma modeli son halini almistir. Senaryolarin, soru
yonergelerinin ve ifadelerin revize edilmesiyle, 6n ¢alismalara devam edilmistir. Mael
ve Asforth (1992) tarafindan gelistirilen oOrglitle 6zdeslesme Olceginden alti ifade,
senaryoya uyumlu hale getirilerek yeni soru formuna dahil edilmistir. Geri ¢ekilme
davranislarina iligkin ifadeler ise arastirmaci tarafindan olusturulmustur. Bdylece

senaryo ile ifadeler arasinda daha paralel bir akis elde edilmesi amaglanmustir.

Pilot Cahsma 2: Revize edilen senaryo ve ifadelerin, yeni bir 6n ¢alisma ile
sinanmasi uygun goriilmiistiir. Istanbul Universitesi Isletme Fakiiltesi lisans
ogrencilerinden 19 goniillii katilimcinin rol 6tesi davranis senaryosuna, 20 katilimcinin
ise is tagmasi senaryosuna yonelik ifadeleri yanitlayarak; diger calismada oldugu gibi
senaryonun anlagilirligina, tslubuna ve senaryo ile ifadeler arasinda baglanti
kurulabilirlige yonelik fikirlerini yazili olarak beyan etmeleri istenmistir. Olumsuz ve
olumlu duygulara yonelik bulgular, 6nceki ¢aligma ile paraleldir; is tagmasi senaryosu
icin olumsuz duygular daha yiiksek puanlanmistir (4.00>2.60), rol 6tesi davranislar
icinse olumlu duygular daha yiiksek puanlanmistir (4.10>2.40). Geri c¢ekilme
davranislar1 is tasmasi senaryosunda daha yiiksek puanlanmistir (4.20>3.10). Orgiitle
0zdeslesme rol Otesi davranislar senaryosunda daha yiliksek puanlanmis olsa da, is
tagsmast senaryosunda da yiiksek bir ortalama edinmistir (4.85>4.35). Arastirma
modelini destekleyici sonuglar alinmig olmasina ragmen; katilimcilardan gelen

elestiriler dogrultusunda soru yonergeleri tekrar revize edilmistir. Katilimcilarin;
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kendilerini senaryodaki karakterin yerine koyarak, bir nevi empati kurarak benzer
durumu yasasalar nasil hissedeceklerine ve davranacaklarmma dair fikir belirtmeleri
yoniinde yazilan yonergeler ikileme sebep olmustur. Katilimcilarin yasadigi ikilem
“Senaryodaki karakter gibi biri oldugumu mu diisiinerek yanitlamaliyim, yoksa ayni
seyler benim basima gelse ne yapardim seklinde diistinerek mi yanitlamaliyim” seklinde
ifade edilebilir. Bu ikilemin giderilmesi igin yoOnerge netlestirilmis ve “kendinizi
Deniz’in yerine koyun, onun gibi biri oldugunuzu diisiiniin ve sorular1 bu dogrultuda

yanitlayin” seklinde kurularak son haline getirilmistir.

Senaryolar aras1 fark testleri yapilabilmesi agisindan daha fazla katilimcidan

veri toplanarak 6n ¢aligmalara devam edilmistir.
3.1.3. Model Testi

Pilot Cahsma 3: Revize edilen senaryo ve ifadelerin fark testlerine tabii
tutulmas1 i¢in yeni bir 6n ¢alisma yapilmasi uygun goriilmiistiir. Istanbul Universitesi
Isletme Fakiiltesi son siif dgrencilerinden olusan 59 kisilik bir gruptan toplanan veriler

tizerinden yapilan fark testleri sonuglar1 Tablo 2’de 6zetlenmistir.

Tablo 2: On Calisma 6 icin t testi Sonuclar:

Degisken Senaryo N Ortalama Std. Sapma t degeri p degeri
Rol otesi

Olumlu Duygular 30 4.37 0.87 5.668 0.000
davranislar
Is Tasmast 28 2.92 1.07
Rol otesi

Olumsuz Duygular 30 2.43 0.66 -6.461 0.000

davraniglar

Is Tasmas1 29 3.71 0.83
Geri Cekilme Rol otesi
29 291 1.20 -2.182 0.033
Davranislari davranislar
Is Tasmast 30 3.59 1.17
.. .. Rol dtesi
Orgiitle Ozdeslesme 30 4.96 0.86 2,044 0.046
davranislar
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Is Tasmasi 29 4.48 0.92

Gorildiigii iizere, olumlu duygular rol Gtesi davraniglar senaryosunda daha
yiiksek puanlanmistir (4.37>2.92, p<0.001). Olumsuz duygular ise olumsuz nitelikteki
1§ tagsmasi senaryosunda daha yiiksek puanlanmustir (3.71>2.43, p<0.001). Geri ¢ekilme
davranislarina yonelik ortalamalar is tagmasi senaryosunda manidar olarak daha
yiiksektir (3.59>2.91, p<0.05). Orgiitle 6zdeslesme igin ortalamalar rol 6tesi davranis
senaryosunda daha yiiksek olsa da, ortalama degerlerin birbirine yakin oldugu goze
carpmaktadir (4.96>4.48, p<0.05). Sonuglar 6grenci 6rneklemi iizerinden elde edildigi
icin, senaryo ve ifadelerin, c¢alisan Orneklemi {izerinde smmanmasinin uygun oldugu

diisiiniilerek, 6n ¢alismalara devam edilmistir.

Pilot Calisma 4: Son 0n ¢alisma, calisanlardan olusan bir 6rneklem {izerinde
yapilmustir. On ¢alismalar neticesinde son halini alan senaryo ve ifadeler, katilimcilarin
bir link iizerinden kolaylikla yanitlayabilecegi sekilde internet ortamina aktarilmistir.
Demografik Ozelliklere yonelik sorular da eklenerek, veri toplama tekrarlanmustir.
Arastirma, teknoloji, liretim, enerji, egitim, insaat, gida, hizmet, sigorta, lojistik, saglik
ve haberlesme gibi ¢ok cesitli segmentlerden; sirket sahibi, yOnetici, muhasebeci,
tekniker, uzman, memur, Ogretmen, doktor, hemsire gibi farkli meslek gruplarina
mensup 51 katilimer rol Gtesi davranis, 47 katilimci ise is tagmasina yonelik senaryolari
okuyarak ifadeleri yanitlamiglardir. Katilimeilarin yaglar1 20 ile 50 araligindadir, egitim
seviyeleri ise lise, iiniversite ve lisans iistii olacak sekilde dagilmistir. Giivenilirlik
analizleri Olgeklerin 0.70 lizerinde Cronbach Alpha katsayisina sahip olduklarim

gostermistir. Fark testlerine iliskin sonuglar Tablo 3’de 6zetlenmistir.
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Tablo 3: On Calisma 7 icin t testi Sonuclar:

Dedipken Senaryo N Ortalama Std. Sapma t degeri p degeri
Rol dtesi
Olumlu Duygular 51 4.25 1.13 4.252 0.000
davranislar
Is Tagmas1 47 3.27 0.81
Olumsuz Rol otesi
51 2.30 0.98 -6.803 0.000
Duygular davranislar
Is Tasmas: 47 3.80 117
Geri Cekilme Rol 6tesi
51 2.72 1.09 -4.060 0.000
Davranislari davranislar
Is Tagmas1 47 3.66 1.20
Orgiitle Rol &tesi
. 51 4.76 1.02 1.028 0.306
Ozdeslesme davranislar
Is Tasmasi 47 4.55 0.95

Tablo 3’den de goriildiigii iizere, olumlu duygular rol O&tesi davranig
senaryosunda daha yiiksek puanlanmislardir (4.25>3.27, p<0.001). Olumsuz duygular
ise is tasmasi senaryosunda daha yiliksek puanlanmiglardir (3.80>2.30, p<0.001). Geri
cekilme davramislari beklendigi gibi is tagmasi senaryosunda daha yiiksek
puanlanmiglardir (3.66>2.72, p<0.001). Orgiitle 6zdeslesme acisindan senaryolar
arasinda manidar fark gériilmemistir (Bkz. 4.76 ve 4.55, p>0.05). Orgiitle 6zdeslesmeye
dair bu sonucun denek sayisinin azligi sebebi ile elde edilmis olacagi diisliniilmiis ve
nihai bulgularin elde edilebilmesi i¢in temel arastirmaya gecilmistir. Gelecek
boliimlerde temel arastirmaya katilan deneklerin demografik o6zelliklerine, kullanilan

6l¢iim araglarina ve veri analizi yontemlerine deginilmistir.
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3.2. ORNEKLEM

Arastirmanin Orneklemi bir arastirma sirketinin veritabaninda bulunan iki
milyon kisilik listede yer alan kisiler arasindan yas, egitim durumu, isteki pozisyon, 6zel
sektorde ve ofis ortaminda calistyor olmaya yonelik kriterlere gore se¢ilmistir.
Ornekleme rastgele secim ile yapilmadigindan; deney gruplarinin yukarida bahsedilen
secim kriterlerine gore eslestirme (matching) esasi ile denklestirilmesine calisilmistir.
20 ila 40 yas aras1 kisiler secildiginden, ortalama is hayatt tecriibelerinin ve
kidemlerinin de gruplar bazinda yakin ortalamalar aldigi goriilmiistiir. Gelir durumu
sorusunun opsiyonel olusu sebebiyle, denklik saglanmasina dikkat edilmemistir. Rol
Otesi davranis senaryosu i¢in 200, is tasmasi senaryosu i¢in 201 denekten veri

toplanmistir. Deneklere ait demografik 6zellikler tablo 4’de 6zet olarak verilmistir.

Tablo 4: Demografik Veriler

Demografik Veriler Rol Otesi Davramslar is Tagsmas
Kadin 100 101
Erkek 100 100
Lise Mezunu 31 32
Yiiksekokul Mezunu 19 16
Universite Mezunu 134 137
Yiiksek Lisans Mezunu 16 16
Yonetsel Pozisyonda Calisan 106 110
1000 TL’den az kazanan 7 7
1001 TL- 2000 TL aras1 74 60
2001 TL-3000 TL arasi 46 45
3001 TL-4000 TL arasi 28 17
4001-5000 TL arasi 11 8
5001 TL veya iizeri 18 10
Gelir durumunu belirtmek istemeyenler 16 54

Rol 6tesi davraniglar senaryosuna yanit veren denekler i¢in ortalama yas 29
(std. sapma 4.82), ortalama is hayati tecriibesi 7.8 yil (std. sapma 5.5), ve ortalama
kidem 3 yildir (std. sapma 3.1). Is tasmasi senaryosuna yanmit veren denekler icin
ortalama yas 28.5 (std. sapma 4.7), ortalama is hayat1 tecriibesi 7.4 yil (std. sapma 5.1),
ve ortalama kidem 2.8 yildir (std. sapma 2.8). Goriildiigii lizere gruplarin yas, kidem, is
hayat1 tecriibesi birbirine olduk¢a benzerdir. Cinsiyet, yonetsel pozisyonda calisma ve
egitim durumu ag¢isindan da dagilimlar birbirine oldukga benzerdir (Bkz. Tablo 4). Gelir

durumu agisindan dagilimlar ¢ok denk olmasa da, bazi gelir durumu araliklarinin
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benzerlik tasidig sdylenebilir. Calisilan pozisyon ve faaliyet alan1 siniflamasi agisindan

karsilastirmali tablolar sunulmustur (Bkz. Tablo 5 ve Tablo 6).

Tablo 5: Cahsilan Pozisyona Gore Denek Sayilar

Pozisyon Senaryo: Rol Otesi Davramis  Senaryo: is Tasmasi
N % N %
Ust yonetici 3 1 12 6
10’dan az galisanli- orta diizey ydnetici 31 16 26 13
10’dan fazla calisanli- orta diizey yonetici 25 13 13 6
Nitelikli uzman (miihendis/tekniker) 45 22 42 21
Memur/ofis ¢aligani 96 48 108 54
Toplam 200 100 201 100

Her iki grupta da iist diizey yoOnetici, orta diizey yOnetici, uzman ve memur
pozisyonlarinda calisan denekler yer almaktadir. Cogunluk memur/ofis ¢alisanlarindan
olusmaktadir (Bkz. %48 ve %54). Ust diizey yoneticiler ise azinliktadir (Bkz. %1 ve
%06). Nitelikli uzman sayilar1 birbirine olduk¢a yakindir (Bkz. %22 ve %21). En goze
carpan farklilik orta diizey yoneticiler arasindadir (Bkz. %29 ve %19). Her ne kadar
birebir olmasa da, pozisyonlar agisindan gruplar arasinda birbirine yakin bir dagilim

oldugu soylenebilir.
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Tablo 6: Sirketlerin Faaliyet Alanlarina Gore Denek Sayilari

Faaliyet Alanlan Senaryo: Rol Otesi Davramslar Senaryo: Is Tasmasi
N % N %
Finans 22 11 27 13
Egitim 6 3 8 4
Danigmanlik 17 9 15 8
Perakendecilik 9 4 5 2
Bilisim 15 7 17 9
Medya 12 6 11 6
Turizm 11 6 9 4
Saglhk 7 4 5 2
Lojistik 10 5 17 9
Ingaat 22 11 24 12
Ticaret 2 8 4
Petrokimya 1 0.5 1 0.5
Tekstil 12 6 14 7
Gida 20 10 13 6
Diger 31 155 27 135
Toplam 200 100 201 100

Tablo 6’dan da gorildiigii gibi, deneklerin c¢alistiklart sirketlerin faaliyet
alanlar1 ¢ok c¢esitli olmakla birlikle, gruplar a¢isindan dagilimlar birbirine oldukca
benzerdir. Genel olarak test gruplarimin demografik 6zellikler agisindan birbirlerine

denk olduklarina kanaat getirilmistir.
3.3. UYGULAMA

Aragtirma, 1ki egitilmis arastirmaci tarafindan telefon miilakatlar1 ile
gerceklestirilmistir. Telefon goriismelerinde arastirmacilar tarafindan yapilan giris “Iyi
giinler efendim, ismim “........ ” Marmara Universitesi Ingilizce Isletme Boliimii,
Doktora tezi kapsaminda “Ekstra Rol Davranislar1 ve Bireysel Sonuclar1” konusunda bir
arastirma gercgeklestiriyoruz. Bu konu hakkinda sizlerin de goriislerinizi almak
istiyorum” seklinde olmustur. Katilimcinin arastirmaya katilip katilmak istemedigi
sorulmus ve katilmak isteyenlere yaslari, ¢alistiklar1 sektdr (6zel/’kamu) ve pozisyonlari
sorulmustur. Aragtirmaya 6zel sektor ¢alisanlari ile devam edilmistir. Katilimeilarin ofis
ortaminda calisip ¢alismadiklar1 da teyit edilmis ve arastirmaya ofis ortaminda ¢alisan

katilimcilar ile devam edilmistir. Ardindan soru yonergeleri, senaryolar, cevap siklar1 ve
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ifadeler okunarak, arastirma modeli kapsaminda test edilmesi amacglanan degiskenlere
iliskin veriler toplanmistir. Son halini alan senaryo ve soru formlari, telefonda
okunabilecek sekilde metinlere doniistiiriilerek, katilimcilara aktarilmistir. Goriismeler
esnasinda senaryo ve cevap siklar1 sik sik tekrar edilmistir. Cinsiyet katilimcilara
sorulmadan kodlanmistir. Egitim durumu, calisilan sirketin faaliyet alani, yonetsel
pozisyonda ¢alisma, mevcut kurumdaki is tecriibesi, toplam i hayat1 tecriibesi ve gelir
durumlart sorulmustur. Son olarak ad-soyad ve telefon numaras1 bilgileri teyit

edilmistir.

Tim gorismeler kayit altina alinmis ve katilimcilarin cevaplari es zamanl
olarak kodlanmustir. Telefon miilakatlarinin tercih edilmesinin sebebi, katilimcilardan
alinacak cevaplarin kalitesinin arttirllmasidir. Kagit- kalem testlerinde, katilimcilarin
senaryolar1 ne derece 6zenli okuduklar1 ve anladiklar1 bilinemezken, telefon miilakati
esnasinda senaryo ve ifadelerin sik sik tekrar edilerek bu husustaki kontroliin
arttirtlmast miimkiin olmustur. Bunun yani sira katilimcilar ile birebir yapilan
goriismelerde, calistiklar sirketlerin faaliyet alanlarina ve c¢alistiklart pozisyona iligkin
bilgilerin alinmas1 daha da netlesmistir. BOylece test gruplar1 arasindaki demografik

Ozelliklerin denklestirilmesi de kontrol altina alinmustir.

Rol otesi davraniglara iliskin telefon miilakatlar1 ortalama sekiz dakika
siirerken, is tagsmasina iliskin miilakatlar ortalama sekiz bucuk dakika stirmiistiir.
Verilerin toplanmasina 31 Ekim 2014°de baglanmis ve yeterli denek sayisina ulasilmasi

sebebiyle siire¢ 10 Kasim 2014°de sonlandirilmistir.
3.4. OLCUM ARACLARI

Senaryolar: Rol 6tesi davranislar ve is tasmasi degiskenleri igin iki senaryo
hazirlanmistir. Senaryolarda bir sirkette uzman yardimcist olarak ¢alisan Deniz isimli
bir karakterden bahsedilmektedir. Her iki senaryonun ilk boliimiinde karaktere dair bire
bir ayn bilgiler verilmektedir. Bu bilgiler, karakterin kendi gorevlerini eksiksiz yerine
getirdigine ve ilaveten ekstra gorevler i¢in goniillii olduguna dairdir. Senaryolarin ikinci
boliimiinde ise manipiilasyon devreye sokulmustur. Rol &tesi davraniglar senaryosu

karakterin is yerindeki goniillii yardim davranislar ile devam etmektedir; is tagmasi
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senaryosu ise karakterin is yerindeki goniilli yardim davranmislarinin zamanla
kendisinden siirekli beklenir hale gelmesi ve {izerinde baski hissetmesiyle devam
etmektedir (Bkz. Ek 7.1). Yonergeler “Simdi kendinizi Deniz’in yerine koyun, onun
gibi biri oldugunuzu disiiniin” seklinde baslamakta ve katilimcilarin sorulart bu

dogrultuda yanitlamalari istegiyle devam etmektedir.

Duygular: Watson, Clark ve Tellegen (1988) tarafindan gelistirilen PANAS
Olgeginde yer alan 10 olumlu, 10 olumsuz duygudan; senaryolara uygun olacagi
diisiiniilen bes olumlu ve bes olumsuz duygu secilmistir. Olumlu duygular igin
olusturulan oOlgekte dinamik, huzurlu, gururlu, mutlu, neseli sifatlar1 yer almaktadir.
Olumsuz duygular i¢in olusturulan Olgekte bikkin, hayal kirikligi, lizgiin, kizgin,
tedirgin sifatlar1 yer almaktadir (Bkz. Ek 7.2). Cevap siklar1 (1) Higbir zaman ile (6) Her
zaman arasinda uzanan zaman sikliklar1 ile ifade edilmistir. Olumlu duygulara ait
Cronbach Alpha degeri rol 6tesi davraniglar senaryosu i¢in 0.71, ig tagmasi senaryosu
icin 0.74’tiir. Olumsuz duygulara ait Cronbach Alpha degeri rol oOtesi davranislar

senaryosu i¢in 0.71, is tasmasi1 senaryosu i¢in 0.74’tiir.

Geri Cekilme Davramslari: Geri ¢ekilme davranislarina yonelik yapilan
arastirmalarin taranmas1 ve odak gruplarda dile getirilen olumsuz davraniglarin da
incelenmesi sonucunda, ise gecikme, ise devamsizlik yapma, ¢aba azaltma, isten
soguma ve isten ayrilmanin bu kapsamda siniflandirilmasi uygun goriilmistiir (Bkz. Ek
7.3). Geri g¢ekilme davranislarimi 6lgmeye yonelik hazirlanan bes ifade, (1) Kesinlikle
Hayir ile (6) Kesinlikle Evet arasinda uzanan siklar ile cevaplandirilmistir. ifadelerin
sinanmas1 yapilan 6n calismalar ile kesinlestirilmistir. Olgege ait Cronbach Alpha
degeri rol Gtesi davranislar senaryosu igin 0.71, is tagsmasi senaryosu i¢in 0.75 olarak

hesaplanmustir.

Orgiitle Ozdeslesme: Mael ve Asforth (1992) tarafindan gelistirilen 6lgekte
yer alan alt1 ifade, senaryoya uygun sekilde revize edilerek kullanilmistir (Bkz. Ek 7.4).
Cevap siklar (1) Kesinlikle Hayir ile (6) Kesinlikle Evet arasinda uzanan siklar ile ifade
edilmistir. Orgiitle 6zdeslesme ifadelerine ait Cronbach Alpha degeri 0.73 ve 0.76

olarak hesaplanmustir.
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3.5. VERI ANALIZi

Olgiim araglarinin i¢ tutarliliklar1 igin giivenilirlik analizlerinden, degisken
yapilarinin belirlenmesi i¢in temel bilesenler ve Varimax dondiirme yontemi ile yapilan
faktor analizlerinden yararlanilmistir. Degiskenler arasi iligkiler i¢in korelasyon testleri,
hipotezlerin sinanmasi i¢in bagimsiz gruplar t testi ve basit regresyon analizleri
yapilmistir. Demografik degiskenlere dair gruplar arasi farkliliklarin tespiti igin
bagimsiz gruplar t testi ve iki yonlii varyans analizlerinden (2x2 faktoriyel anova)

yararlanilmastir.
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4. BULGULAR

Bu béliimde oncelikle, 6lgeklere ait i¢ tutarlilik katsayilarina ve faktor analizi
sonuglarina yer verilecektir. Hipotez testleri i¢in sirasiyla fark analizleri, korelasyon ve
regresyon analizleri sunulacaktir. Son olarak demografik degiskenlere iligkin fark

testlerine yer verilecektir.
4.1. OLCEKLERIN iC TUTARLILIKLARI

Aragtirma kapsaminda ele alinan degiskenlerin Ol¢limiine iliskin kullanilan
Olceklerin i¢ tutarlilik katsayilari, her senaryo igin ayr1 ayr1 olarak tablo 7’de
sunulmustur. Geri ¢ekilme davranislart 6lgeginde yer alan “Firsat dogarsa mevcut
boliimiimden ayrilip, ayn1 kurum igerisinde farkli bir boliime gegmek isterdim” ifadesi,
Olcege ait Cronbach Alpha degerlerini her iki senaryoya ait veri setinde de 0.70 altina
diistirdligii i¢in cikarilmistir. Sonug itibariyle tiim olgeklere iliskin Cronbach Alpha

degerlerinin 0.70 lizerinde seyrettigi goriilmiistiir.

Tablo 7: i¢ Tutarhhik Katsayilari

SENARYO: ROL OTESI SENARYO: iS TASMASI
OLCEK DAVRANISLAR CRONBACH ALPHA
CRONBACH ALPHA
1. Olumlu Duygular 0.71 0.74
2. Olumsuz Duygular 0.71 0.74
3. Geri Cekilme Davranislari 0.71 0.75
4. Orgiitle Ozdeslesme 0.73 0.76

4.2. OLCEKLERE UYGULANAN FAKTOR ANALIZLERi
4.2.1. Duygular Olcegi Faktor Analizleri

Arastirma kapsaminda iki farkli senaryo ic¢in, ayni olgekler kullanilmustir.
Olgeklere ait faktdr analizleri de senaryo bazinda yapilmistir. Duygular dlgeginde yer
alan bes olumlu, bes olumsuz duygunun; faktér analizine uygunluklarinin yani sira,

beklendikleri gibi olumlu ve olumsuz duygu ecksenlerinde yer alip almadiklarinin
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belirlenmesi amag¢lanmistir. Faktor analizi sonuglart hem rol 6tesi davranislar senaryosu
hem de is tagmasi senaryosu i¢in duygularin olumlu ve olumsuz boyutlarda
konumlandiklarin1 gostermistir. (Rol 6tesi davranislar ve is tasmasi senaryolari igin
sirastyla, KMO=0.826 ve 0.871, Bartlett Kiiresellik Testi Ki Kare: 514.461 ve 576.333;
sd: 45; p<0.001). Ayrica hem olumlu hem olumsuz duygu boyutlarina ait Cronbach
Alpha degerleri 0.70 {izerinde seyretmistir. Olgeklere ait faktdr ve ifade agirliklari ile

aciklanan varyans degerleri de Tablo 8 ve Tablo 9°da sunulmustur.

Tablo 8: Rol Otesi Davramislar Senaryosu, Duygular Faktor Analizi

FAKTORLER DUYGULAR Olumsuz Olumlu Aciklanan Cronbach
Duygular Duygular Varyans Alpha
Uzgiin 0.80
F1 Hayal kiriklig1 0.73
Kizgin 0.61
Tedirgin 0.60
Bikkin 0.52 %25.8 0.71
F2 Neseli 0.79
Mutlu 0.77
Dinamik 0.60
Huzurlu 0.56
Gururlu 0.51 %24.2 0.71

Tablo 9: is Tasmas1 Senaryosu, Duygular Faktor Analizi

FAKTORLER DUYGULAR Olumsuz Olumlu Aciklanan Cronbach
Duygular Duygular Varyans Alpha
Uzgiin 0.72
F1 Hayal kirikligi 0.70
Kizgin 0.68
Tedirgin 0.68
Bikkin 0.51 %29.5 0.74
F2 Dinamik 0.76
Mutlu 0.64
Neseli 0.60
Gururlu 0.60
Huzurlu 0.52 %22.4 0.74

4.2.2. Geri Cekilme Davranislari (")lg:egi Faktor Analizleri

Hem rol 6tesi davraniglar (KMO=0.739 ve Bartlett Kiiresellik Testi Ki Kare:
145.081; sd: 6; p<0.001) hem de is tagmasi senaryosu i¢in (KMO=0.768 ve Bartlett
Kiiresellik Testi Ki Kare: 172.105; sd: 6; p<0.001) geri ¢ekilme davraniglar1 dlgegine
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uygulanan faktor analizleri, beklendigi gibi Olgege ait ifadelerin tek bir boyut altinda

toplandiklarini ortaya koymustur.
4.2.3. Orgiitle Ozdeslesme Olcegi Faktor Analizleri

Hem rol 6tesi davraniglar (KMO=0.778 ve Bartlett Kiiresellik Testi Ki Kare:
226.049; sd: 15; p<0.001) hem de is tasmasi senaryosu i¢in (KMO=0.800 ve Bartlett
Kiiresellik Testi Ki Kare: 264.104; sd: 15; p<0.001) orgiitle 6zdeslesme Olcegine
uygulanan faktor analizleri, beklendigi gibi dlgege ait ifadelerin tek bir boyut altinda

toplandiklarini ortaya koymustur.
4.3. SENARYOLAR ARASI FARK TESTLERI

Rol o&tesi davranislarin sergilendigi durumda olumlu duygular ve orgiitle
0zdeslesme puanlarinin daha yiiksek olmasi; is tasmasit durumunda olumsuz duygular
ve geri ¢ekilme davranislarina ait puanlarin daha yiiksek olmasi beklenmektedir. Bir
diger deyisle gruplar arasinda (rol Gtesi davranis ve is tasmasi) degiskenler bazinda
(duygular, geri ¢ekilme davraniglari, orgiitle 6zdeslesme) istatistiki olarak anlamli fark
olacag1 ongoriilmekteydi. Bu dogrultuda yapilan bagimsiz gruplar t testi sonuglar1 Tablo

10’da yer almaktadir.
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Tablo 10: Senaryolar arasi Fark Testi Sonuclar:

Degisken Senaryo N Ortalama  Std. Sapma T P
Olumiu Rol otesi 200 4.22 0.99 9.675 0.000
Duygular davranislar

Is tasmas1 201 3.25 1.01
Olumsuz Rol btesi 200 2.57 0.81 -7.399 0.000
Duygular davraniglar

Is tagmas1 201 3.25 1.00
Geri Gekilme — Rol Gtesi 200 2.69 1.16 -5.208 0.000
Davranislari davranislar

Is tasmas1 201 3.50 1.18
Orgiitle Rol btesi 200 4.97 0.90 4.134 0.000
Ozdeslesme davranislar

Is tagmas1 201 4.56 1.03

Olumlu duygular, goniillii sergilenen rol 6tesi davraniglarin konu edildigi, rol
Otesi davranislar senaryosunda daha yiiksektir (4.22>3.25, p<0.001). Olumsuz duygular
ise i tasmasinin konu edildigi senaryoda daha yiiksektir (3.25>2.57, p<0.001). Geri
¢ekilme davranislar is tagsmasinin konu edildigi senaryoda daha yiiksektir (3.50>2.69,
p<0.001). Orgiitle dzdeslesme ise goniillii sergilenen rol &tesi davramslarin konu
edildigi rol otesi davraniglar senaryosunda daha yiiksektir (4.97>4.56, p<0.001). Rol
Otesi davraniglar senaryosunun yarattigi olumlu kosullar altinda, olumlu duygular ve
orgiitle Ozdeslesme 6’ya yakin ortalamalar alirken (Bkz. 4.97 ve 4.22), olumsuz
duygular ve geri ¢ekilme davraniglar1 ise 1’e yakin ortalamalar almistir (Bkz. 2.57 ve
2.69). Is tasmas1 senaryosunun yaratti§1 olumsuz kosullar altinda, olumlu duygularn ve
orgiitle 6zdeslesmenin, rol 6tesi davranislar senaryosuna kiyasla daha diisiik ortalamalar
aldig1 (Bkz. 4.56 ve 3.25), olumsuz duygular ve geri ¢ekilme davraniglarinin ise daha
ylksek ortalamalar aldig1 (Bkz. 3.25 ve 3.50) goriilmiistiir. Sonuglar itibariyle hipotez 1
tam destek gormiistiir. Ancak oOrgiitle 6zdeslesme her iki senaryo i¢in de yiiksek

ortalamalara sahiptir (Bkz. 4.97 ve 4.56).
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4.4. DUYGULAR, GERi CEKILME DAVRANUSLARI VE ORGUTLE
OZDESLESME DEGISKENLERINE UYGULANAN KORELASYON VE
REGRESYON ANALIZLERI

Arastirmanin diger hipotezleri regresyon analizleri ile sinanacak olup, hipotez
testlerine gecmeden Once korelatif analiz sonuglarina yer verilecektir. Bdoylelikle
bagimsiz degiskenler arasinda ¢oklu baginti olup olmadig: test edilecek ve ¢oklu baginti
siiphesi olmamasi durumunda regresyon analizi yapilacaktir. Rol 6tesi davraniglar ve is
tagsmas1 senaryolarina iligkin korelasyon katsayilar1 Tablo 11 ve Tablo 12’de

sunulmustur.

Tablo 11: Rol Otesi Davramslar Senaryosu, Betimsel Istatistikler ve Degiskenler Arasi

Mliskiler

_ Orgiitle Geri Cekilme Olumsuz Olumlu
Ozdeslesme Davranislari Duygular Duygular
Olumlu Duygular 0.44** -0.54** -0.47** 1
Olumsuz Duygular -0.28** 0.51** 1
Geri Cekilme -0.39%* 1
Davranslar:
Orgiitle Ozdeslesme 1

**Korelasyon 0.01 seviyesinde anlamlidir.

Gorildiigii lizere, bagimsiz degiskenler olan olumlu ve olumsuz duygular
arasindaki iliskinin kuvveti 0.70’in altinda ve negatif yonlidiir (Bkz. r=-0.47, p<0.01).
Dolayisiyla ¢oklu bagint1 siiphesi bulunmamaktadir. Beklendigi gibi, olumlu duygular
ve Orglitle 6zdeslesme arasinda pozitif yonlii ve manidar bir iliski (r=0.44, p<0.01),
olumsuz duygular ile geri ¢ekilme davranislar1 arasinda da pozitif yonlii ve manidar bir
iligki (r=0.51, p<0.01) bulunmaktadir. Ayrica olumlu duygular ile geri ¢ekilme
davranislar1 kuvvetliye yakin sekilde negatif iliskilidir (r=-0.54, p<0.01), olumsuz
duygular ile orgiitle 6zdeslesme ise zayif ve negatif yonlii iligkilidir (r=-0.28, p<0.01).
Geri ¢ekilme davranislar1 ve orgiitle 6zdeslesme negatif iligkili olup, iliskinin orta

kuvvette oldugu gorilmiistiir (r=-0.39, p<0.01).

Yas, kidem ve toplam is hayati tecriibesi arastirma kapsaminda ele alinan

degiskenler ile istatistiki olarak anlamli iligkilere sahip olmadiklarindan tablo 11’e dahil
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edilmemislerdir. Ancak yas ile kidem arasinda 0.39 (p<0.01) diizeyinde bir iliski, yas ile
is hayati tecriibesi arasinda 0.48 (p<0.01) diizeyinde bir iliski, kidem ile is hayati
tecrlibesi arasinda da 0.83 (p<0.01) diizeyinde bir iliski oldugu bulunmustur. Geng
calisanlarin is hayati tecriibelerinin veya mevcut kurumlarindaki kidemlerinin daha az
oldugu, daha yash calisanlarin ise daha uzun yillar ¢alisiyor olduklar diisiiniilebilir.
Ayrica mevcut kurumdaki kidemin toplam is hayati tecriibesi ile i¢ ice gecmis

olmasindan miitevellit, bu iliskilerin bulundugu diisiiniilebilir.

Tablo 12: is Tasmasi Senaryosu, Betimsel Istatistikler ve Degiskenler Arasi Mliskiler

_ Orgiitle Geri cekilme Olumsuz Olumlu

Ozdeslesme Duygular Duygular
Olumlu Duygular 0.41** -0.47** -0.58** 1
Olumsuz Duygular -0.30** 0.49** 1 -
Geri Cekilme -0.45** 1 - -
Orgiitle Ozdeslesme 1 - - -

**Korelasyon 0.01 seviyesinde anlamlidir.

Gorildiigii tizere, bagimsiz degiskenler olan olumlu ve olumsuz duygular
arasindaki iliskinin kuvveti 0.70’in altinda ve negatif yonlidiir (Bkz. r=-0.58, p<0.01).
Dolayisiyla ¢oklu bagint: siiphesi bulunmamaktadir. Beklendigi gibi, olumlu duygular
ve oOrgiitle 6zdeslesme arasinda pozitif yonlii ve manidar bir iliski (r=0.41, p<0.01),
olumsuz duygular ile geri ¢ekilme davraniglari arasinda da pozitif yonlii ve manidar bir
iliski (r=0.49, p<0.01) bulunmaktadir. Ayrica olumlu duygular ile geri c¢ekilme
davranislar1 kuvvetliye yakin sekilde negatif iliskilidir (r=-0.47, p<0.01), olumsuz
duygular ile orgiitle 6zdeslesme ise zayif ve negatif yonlii iligkili bulunmustur (r=-0.30,
p<0.01). Geri ¢ekilme davraniglar1 ve orgiitle 6zdeslesme negatif iligkili olup, iliskinin
orta kuvvette oldugu gorilmiistiir (r=-0.45, p<0.01). Yas, kidem ve toplam is hayati
tecriibesi, arastirma kapsaminda ele alinan degiskenler ile istatistiki olarak anlamli
iligkilere sahip olmadiklarindan tablo 12’ye dahil edilmemislerdir. Ancak yas ile kidem
arasinda 0.46 (p<0.01) diizeyinde bir iligki, yas ile is hayati tecriibesi arasinda 0.76
(p<0.01) diizeyinde bir iligki, kidem ile is hayat1 tecriibesi arasinda da 0.59 (p<0.01)

diizeyinde bir iliski oldugu bulunmustur.
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Bagimsiz degiskenler arasinda c¢oklu baginti siiphesi olmamasi, ayrica
bagimsiz ve bagimli degiskenler arasinda manidar iligkilerin olmas1 sebebiyle regresyon

analizlerine gecilebilecektir.

Is tasmasi senaryosunun yarattigi olumsuz kosullar altinda ortaya cikan
olumsuz duygularin geri ¢ekilme davraniglari iizerinde pozitif katkis1 olacagina yonelik
kurulan hipotez 2’nin testi i¢in yapilan basit regresyon analizi sonucu Tablo 13’de

sunulmustur.

Tablo 13: Is Tagsmas1 Durumunda Olumsuz Duygular ve Geri Cekilme Davramslari

Geri Cekilme Davranislari

Olumsuz Duygular (Beta) 0.49***

R 0.49

R? 0.24

F 64.270%**
**xn<0.001

Gorildiigii lizere, olumsuz duygularin geri c¢ekilme davraniglari iizerinde
kuvvetliye yakin katkisi pozitif yondedir (Beta=0.49, p<0.001). Ayrica R? degeri, geri
cekilme davraniglarindaki degisimin %24 {iniin olumsuz duygularla aciklanabilecegini
gostermektedir. Olumlu duygularin geri ¢ekilme davranislart ile negatif iligkili olmasi
(Bkz. Tablo 12, r=-0.47, p<0.01) sebebiyle, hem olumlu hem olumsuz duygularin geri
cekilme davraniglart {izerinde nasil katki yapacaklari merak edilmistir. Olumlu ve
olumsuz duygular bagimsiz degiskenler, geri ¢ekilme davranislart ise bagimli degisken
olarak regresyon analizine sokulmustur. Bu durumda da olumsuz duygularin geri
cekilme davraniglarina pozitif yonde katki yaptigr (Beta=0.33, p<0.001), olumlu
duygularin ise negatif yonde etkisinin oldugu (Beta=-0.27, p<0.001) goriilmiistiir. O
halde olumsuz duygulanimin geri ¢ekilme davraniglarini arttirici yonde, olumlu

duygulanimin ise geri ¢cekilme davranislarini azaltic1 yonde bir etki yaptigi sdylenebilir.

Rol Gtesi davraniglar senaryosunun yarattigi olumlu kosullar altinda ortaya
cikan olumlu duygularin, orgiitle 6zdeslesme iizerinde pozitif katkis1 olacagina yonelik
kurulan hipotezin 3’iin testi i¢in yapilan basit regresyon analizi sonucu Tablo 14’de

sunulmustur.
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Tablo 14: Rol Otesi Davramislar Durumunda Olumlu Duygular ve Orgiitle Ozdesleme

Orgiitle Ozdeslesme

Olumlu Duygular (Beta) 0.44*%**

R 0.44

R? 0.19

F 49.148***
***n<0.001

Olumlu duygularin orgiitle 6zdeslesme {izerinde pozitif yonde katkisinin
oldugu desteklenmistir (Beta=0.44, p<0.001). Ayrica R? degeri, orgiitle 6zdeslesmedeki
degisimin %19’unun olumlu duygularla agiklanabilecegini gostermektedir. Olumsuz
duygularin orgiitle 6zdeslesme ile negatif iligkili olmas1 sebebiyle (Bkz. Tablo 11, r=-
0.28, p<0.001), hem olumlu hem olumsuz duygularin orgiitle 6zdeslesme {izerinde nasil
bir etki yapacaklart merak edilmistir. Olumlu ve olumsuz duygular bagimsiz
degiskenler, oOrgiitle O6zdeslesme ise bagimli degisken olarak regresyon analizine
sokulmustur. Ancak olumsuz duygularin 6rgiitle 6zdeslesme iizerinde istatistiki olarak
anlamli katkisinin olmadigi (Beta=-0.091, p>0.05) goriilmiistiir. Analiz sonuglari
dogrultusunda, olumlu duygularin orgiitle 6zdeslesmeyi arttirdigi, olumsuz duygularin

ise Orglitle 6zdeslesme iizerinde herhangi bir katkisinin olmadigi bulunmustur.

4.5. DEMOGRAFIK DEGISKENLERE UYGULANAN FARK
TESTLERI

4.5.1. Cinsiyete Gore Fark Testleri

Rol 6tesi davraniglar senaryosu i¢in yapilan bagimsiz gruplar t testi sonuglari,
kadin ve erkek calisanlar arasinda duygular, geri cekilme ve Orgiitle 6zdeslesme
acisindan fark olmadigini ortaya koymustur. Ancak hata pay1 %10 kabul edildiginde
kadinlarin olumsuz duygulanimlar1 ve orgiitle 6zdeslesmeleri erkeklerden daha yiiksek
cikmistir (sirastyla, 2.67>2.48 ve 5.09>4.85, p<0.10). Bu bulgudan hareketle, senaryo
tiirli ve cinsiyet etkilesiminin, olumsuz duygular ve orgiitle 6zdeslesme acisindan fark
yaratip yaratmadigina iki yonlii varyans analizi (2x2 faktoriyel anova) ile bakilmisg

ancak manidar bir etkilesim bulunamamustir. Is tasmas1 senaryosu i¢in yapilan bagimsiz
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gruplar t testi sonuglar1 da, kadin ve erkekler arasinda degiskenler acisindan manidar

fark ortaya koymamustir.
4.5.2. Egitim Durumuna Gore Fark Testleri

Egitim durumu lise, yiiksekokul, lisans, yiiksek lisans ve doktora olacak
sekilde siniflandirilmistir. Denek sayis1 dagilimi, yogunlukla lisans seviyesindedir (rol
Otesi davraniglar senaryosu i¢in 134 kisi, i tasmasi senaryosu icin 137 kisi). Lise
mezunu olan katilimeilar sirasiyla 31 ve 32 kisi, yiiksekokul mezunu 19 ve 16 kisi,
yiiksek lisans mezunu 16’sar kisi bulunmaktadir. Dolayisiyla egitim durumu
yuksekokul veya alt1, lisans veya iizeri olacak sekilde yeniden kodlanmistir. Bagimsiz
gruplar t testi sonuglarina gore; is tasmasi senaryosu icin, geri c¢ekilme davraniglari
ortalamalar1 lisans veya lizeri egitim seviyesinde olan katilimcilar acgisindan daha
yiiksektir (3.58>3.23, t = -1.777, p<0.10). Rol 6tesi davranislar senaryosu igin, lisans
veya lizeri egitim seviyesinde olan katilimcilarin orgiitle 6zdeslesmeleri daha yiiksektir

(Bkz. Tablo 15, 5.05>4.71, t =-2.348, p<0.05).

Senaryo tiirliniin egitim durumu ile olan etkilesiminin aragtirma kapsaminda
ele alinan duygular, orgiitle 6zdeslesme ve geri ¢ekilme davraniglari ile olan iligkilerinin
ele alinmasi i¢in, iki yonlii varyans analizi (2x2 faktoriyel anova) yapilmis ve sadece
orgiitle 6zdeslesme i¢in senaryo tiirii ve egitim durumu etkilesimi manidar ¢ikmigtir

(F=3.885, p<0,05).

Tablo 15: Senaryo, Egitim Durumu ve Orgiitle Ozdeslesme Etkilesimi

Egitim Durumu Rol Otesi Davramslar Is Tagmasi Senaryosu icin Orgiitle Ozdeslesme Genel
Senaryosu i¢in Orgiitle Orgiitle Ozdeslesme Ortalamalar ve Std. Sapma
Ozdeslesme Ortalama ve Ortalama ve Std. Sapma Degerleri
Std. Sapma Degerleri Degerleri
Yiiksekokul veya alti 4.71 (0.99) 464 (1.12) 4.68 (1.05)
Universite veya lisansiistii 5.05 (0.86) 4.54 (1.00) 4.79 (0.97)
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5.10] Egmm" im Durumu
Yiksskokul veva alts
Universite vaya Lisansiist

4.90 7

4.80

4.70 >

Orgiitle 6zdeslesme

T

Rol dtesi davramslar Is Tasmas:

Sekil 3: Orgiitle Ozdeslesme, Senaryo ve Egitim Durumu Etkilesimi

Grafikten de goriildiigi lizere, yiiksekokul veya alt1 egitim seviyesinde olan
katilimcilarin, rol Otesi davraniglar senaryosunun yarattigi olumlu kosullar altinda
orgiitle 6zdeslesme ortalamalar1 4.71 iken, is tagsmasi senaryosunun yarattigir olumsuz
kosullar altinda bu ortalama 4.64’tiir. Ote yandan {iniversite veya lisansiistii
mezunlarinin  rol Otesi davraniglar kosulunda en yiiksek ortalamayr aldiklar
goriilmektedir (Bkz. 5.05), gene en diisiik ortalama da is tagsmasi kosulunda bu egitim
seviyesindeki katilimcilara aittir (Bkz. 4.54).

4.5.3. Gelir Durumuna Gore Fark Testleri

Gelir durumu gruplarinda da yeterli denek sayis1 olmamasi sebebiyle, gelir
araliklart her iki senaryonun veri seti i¢in 2000 TL veya alt1, 2001-3000 TL arasi, 3001
TL veya tzeri olacak sekilde yeniden kodlanmistir. Boylece rol otesi davramiglar
senaryosu i¢in 81, 46 ve 39 kisilik gruplar, is tasmasi senaryosu i¢in 67, 45 ve 25 kisilik
gruplar elde edilmistir. Ancak tek yonlii varyans analizi sonuglari, gelir gruplari
arasinda duygular, geri ¢ekilme davranislar1 ve orgiitle 6zdeslesme acisindan manidar

fark ortaya koymamustir.
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4.5.4. Yonetsel Pozisyona Gore Fark Testleri

Denekler yonetsel pozisyonda olup olmama agisindan iki gruba ayrilmustir.
Yonetsel pozisyonda olanlara ayrica yonettikleri kisi sayisi da sorulmustur. Rol 6tesi
davranislar senaryosu igin, yonetsel pozisyonda olan ve olmayan deneklerin olumlu ve
olumsuz duygular (t= 0.333 ve 0.631, p>0.05), geri cekilme davranislar1 (t=-0.715,
p>0.05) ve orgiitle Ozdeslesme (t=1.522, p>0.05) ortalamalar1 manidar farklilik
gostermemistir. Is tasmasi senaryosu igin de, ydnetsel pozisyonda olan ve olmayan
deneklerin olumlu ve olumsuz duygularn (t=-0.709 ve -0.523, p>0.05), geri ¢ekilme
davraniglar1 (t=-0.032, p>0.05) ve orgiitle 6zdeslesme (t=0.959, p>0.05) ortalamalari
manidar farklilik gostermemistir. Ancak ydnetilen kisi sayisina gore bir farklilik olup
olmadigr da merak edilmis ve yoOnetsel pozisyonda olan denekler, yonettikleri kisi
sayilarmna gore 3 veya daha az, 4 ile 8, 9 veya iizeri olacak sekilde ii¢ gruba
ayrilmislardir. Rol Otesi davraniglar senaryosunu yanitlayan ve yonetsel pozisyonda
olan deneklerin 33’1 3 veya daha az kisiyi yonetmekte, 32’si 4 ile 8 arasinda kisiyi
yonetmekte, 41 denek ise 9 veya daha fazla kisi yonetmektedir. Tek yonlii varyans
analizi, bu ii¢ yonetsel grup arasinda olumlu duygular (F=0.817, p>0.05), olumsuz
duygular (F=1.739, p>0.05), geri ¢ekilme davranislar1 (F=0.656, p>0.05) ve orgiitle
ozdeslesme (F=0.038, p>0.05) acisindan manidar fark ortaya koymamustir. Is tasmasi
senaryosunu yanitlayan ve yonetsel pozisyonda olan deneklerin 40’1 3 veya daha az
kisiyi yonetmekte, 32’si 4 ile 8 arasinda kisiyi yonetmekte ve 37’si 9 veya daha fazla
kisiyi yonetmektedir. Gruplar arasindaki dengeli dagilan kisi sayilari ile tekrarlanan tek
yonlii varyans analizi, manidar fark ortaya koymamistir (olumlu duygular, olumsuz
duygular, geri ¢ekilme davranislar ve orgilitle 6zdeslesme icin F degerleri=0.270, 0.795,
0.292 ve 1.274, p>0.05). Dolayisiyla yonetsel pozisyonun ve yonetilen kisi sayisinin,
arastirma kapsaminda ele alinan degiskenler iizerinde herhangi bir etkisinin olmadigi

sonucuna varilmistir.

4.5.5. Yonetsel Diizeye Gore Fark Analizleri
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Yonetsel diizeye gore gruplarda yeterli denek sayisi bulunmamasi nedeniyle,
her iki veri setinde yer alan denekler; {ist ve orta diizeyli yonetici, uzman ve ofis ¢alisani
olacak sekilde i¢ gruba ayrilmistir. Boylece rol 6tesi davranislar senaryosu i¢in sirastyla
59, 45 ve 96 kisilik gruplar; is tasmasi senaryosu i¢in de 51, 42 ve 108 kisilik gruplar
elde edilmistir. Ancak tek yonlii varyans analizi, yonetsel pozisyona gore ayrilan
gruplar arasinda olumlu ve olumsuz duygular geri c¢ekilme davranislar1 ve orgiitle
0zdeslesme acisindan manidar farklilik ortaya koymamistir (Rol Otesi davranislar
senaryosu i¢in sirastyla F degerleri 0.114, 0.677, 0.106 ve 0.834, p>0.05, is tagmasi
senaryosu i¢in sirasiyla F degerleri =0.143, 0.325, 1.132, 0.279, p>0.05).

4.6. BULGULARIN OZETi

1. Aragtirma kapsaminda ele alinan olumlu duygular, olumsuz duygular, geri
cekilme davraniglart ve orgiitle 6zdeslesme Olcekleri i¢in hesaplanan i¢ tutarlilik
katsayilar1 0.70 {izerinde seyretmis olup, beklendigi gibi tiim degiskenler tek boyutlu bir

yapi sergilemiglerdir.

2. Arastirmanin birinci hipotezi rol 6tesi davranislarin goniillii sergilendigi
durumda olumlu duygularin ve Orgiitle 6zdeslesmenin, is tagsmasi durumunda ise
olumsuz duygularin ve geri ¢ekilme davranislarinin daha yiiksek olacagi yoniindeydi.
Hipotez 1 tam destek gormiistiir. Ancak hem rol Gtesi davraniglar hem de is tagmasi
senaryolarinda gozlenen Orgiitle 6zdeslesme ortalamalarinin 6’ya yakin ¢ikmasi

incelenmesi gereken bir bulgudur (Bkz. 4.97 ve 4.56).

3. Arastirmanin ikinci hipotezi, is tasmasi durumunda hissedilen olumsuz
duygularin geri ¢ekilme davraniglarini arttiracagi yoniindeydi. Hipotez 2 tam destek

gormustur.

4. Aragtirmanin ii¢lincli hipotezi rol 6tesi davraniglar sonucu yasanan olumlu
duygularin orgiitle 6zdeslesmeyi arttiracagi yoniindeydi. Hipotez 3 tam destek

gOormustr.

5. Arastirma hipotezlerince ongoriilmemesine ragmen, olumlu duygularin geri

¢ekilme davraniglari tizerinde negatif yonde etkisinin olmasi bir diger bulgudur.
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6. Hata paymnm %10 kabul edilmesi durumunda, rol &tesi davranislar
senaryosuna Yyanit veren kadinlarin olumsuz duygulari ve Oorgiitle 6zdeslesmeleri

erkeklere kiyasla daha yiiksek ¢ikmustir.

7. Rol Gtesi davraniglar senaryosu i¢in, lisans veya lizeri egitim seviyesinde
olan katilimcilarin érgiitle 6zdeslesmeleri daha yiiksektir. Is tasmasi senaryosu igin, geri
cekilme davranislari ortalamalar: lisans veya lizeri egitim seviyesinde olan katilimcilar

acisindan daha yiiksektir.

8. Senaryo tiirii ve egitimi durumu etkilesimi, orgiitle 6zdeslesme agisindan
manidar fark yaratmistir. Gruplarin orgiitle 6zdeslesme ortalamalar1 arasindaki farkin,

egitim durumundan kaynaklanabilecegi dikkate degerdir.

9. Gelir durumu, ydnetsel pozisyonda olma veya olmama, yonetsel diizey ve
yonetilen kisi sayisinin; duygular, geri c¢ekilme davraniglart ve orgiitle 6zdeslesme

tizerinde manidar farklilik yaratmadigi gozlenmistir.

63



5. TARTISMA VE ONERILER

Bu boliimde arastirma hipotezlerinin desteklemesine iligkin bulgular, orgiitle
0zdeslesmenin her iki senaryo kosulunda da yiiksek ortamalar almasi ve demografik
degiskenlerce gozlenen farkliliklar tartisilmistir. Arastirmamiza benzer nitelikte gorgiil
caligmalar olmadigindan, bulgular teori temelli mantik gercevesi igerisinde tartigilmis ve
bu arastirmanin sonuclarina dayali olacak sekilde; hem gelecek arastirmalara hem de

kurumlara Oneriler sunulmustur.

Rol Otesi Davranislar, Olumlu Duygular ve Orgiitle Ozdeslesme: Rol tesi
davranislarin  goniillii olarak sergilendigi ve goniillii kalarak sergilenmeye devam
edildigi kosullarda, olumlu duygularin ve orgiitle 6zdeslesmenin yiliksek olacag:
ongoriildii ve arastirma sonuglarinca desteklendi (4.22>3.25 ve 4.97>4.56, p<0.001). Is
arkadaglarina yardimlarda bulunan birey, iyilikte bulunmanin verdigi huzur ve mutluluk
ile olumlu bir ruh haline biirlinebilir, ayn1 zamanda kendi olumsuz duygularindan ve
zihnini mesgul eden sorunlardan uzaklasabilir. Rol 6tesi davraniglar sonucu diger orgiit
tiyeleriyle etkilesimde bulunarak kurumu igerisinde sosyallesir. Goniillii olarak kurum
adina yiiklenilen fazladan gorevler de, bireyin ait oldugu gruptaki sosyal kimlik algisim
besleyerek kurumu ile bir olma, bir diger deyisle 6zdeslesmesini arttirabilir. Ciinkii rol
Otesi davraniglar gosteren birey, hem calisma grubu icerisinde hem de birbirleriyle
capraz calisan ¢aligma gruplar1 arasindaki sosyal agda hatir1 sayilir bir yer edinecek ve
kurumsal kimligini giiclendirecektir. Boylelikle kurum icerisinde olumlu duygular1 daha
yogunlukla yasayan bireylerin, kurumlariyla 6zdeslesmeleri de artacaktir. Nitekim rol
Otesi davranig senaryosunu okuyanlarda olumlu duygular daha yiiksek olmus ve olumlu
duygularin  orgiitle  6zdeslesme {izerindeki katkisinin  0.44 oldugu (p<0.001)
bulunmustur. Ozetle, olumlu duygular hisseden bireyin, kurumunun olumlu yénlerine
odaklanmasi ve daha iyimser bir bakis agisina sahip olmasiyla 6zdeslesmesinin pozitif

yonde etkilenmesi miimkiin olur (Kreiner ve Asforth, 2004). Nitekim, bu iligkiyi
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destekleyen bir c¢alisma olumlu duygular ve O6zdeslesme arasinda 0.57 (p<0.01)

diizeyinde bir iligski bulmustur (Kreiner ve Asforth, 2004).

Olumlu Duygular ve Geri Cekilme Davraniglari: Olumlu duygularin geri
cekilme davranislart iizerinde etkisinin olacagi teorik bazda Ongoriilmemisti. Ancak
arastirmanin sonuglari, olumlu duygularin geri ¢cekilme davraniglari iizerinde negatif bir
etkisinin olduguna isaret etti (Beta=-0.27, p<0.001). O halde, olumlu bir ruh halinde
olmak bireyin ¢aba azaltma, ise gecikme, isten erken ¢ikma, mola siiresini azaltarak
isten kacma, isten soguma, isini degistirmeyi diisiinme gibi mecralara girmesini
engelliyor olabilir. Avey, Wernsing ve Luthans (2008) olumlu duygular ile sapkin
davraniglar arasinda -0.55 (p<0.01) siddetinde bir iliski bulmuglardir ve bu iliskiyi
Frederickson (2004) tarafindan ortaya konan olumlu duygu gelistirme (broaden-and-
build theory of positive emotions) teorisi ile agiklamiglardir. Frederickson (2004)’e
gore, olumlu duygular kisinin biligsel repertuvarini besleyen bir mekanizma gibi isleyip
yaraticiliini, kisisel kaynaklarini ve olumlu davranislarini beslerken, olumsuz duygular
savagsma veya kagma gibi dar bir bakis agisiyla hareket etmesine sebep olurlar.
Dolayisiyla, olumsuz duygular kisinin kagma tepkisini besleyip kendini geri
¢cekmesinde rol oynarken, olumlu duygular kisinin savas veya kag gibi dar tepkilere
yonelmeleri iizerinde adeta bir tampon etkisi yaratarak geri ¢ekilme davranislarindan

uzaklagmasinda rol oynayabilirler.

Is Tasmasi, Olumsuz Duygular ve Geri Cekilme Davramiglari: Arastirma
hipotezlerince 6ngoriilen, is tasmasi yasayan bireyin kendisini tedirgin, bikkin ve hayal
kirikligina ugramis gibi olumsuz bir duygu durumunda bulacagi ve geri ¢ekilme
davraniglarinin daha kuvvetli olacagi yoniindeydi. Gergekten de, is tagsmasi senaryosuna
verilen yanitlar olumsuz duygularin (3.25>2.57, p<0.001) ve geri c¢ekilme
davranislarinin (3.46>2.89, p<0.001) daha yiiksek ortalamalar aldigina isaret etmistir.
Bu calismada olumsuz duygularin geri ¢ekilme davranislar: iizerindeki katkisinin 0.49
oldugu (p<0.001) bulunmustur. O halde is tagsmas1 sonucu olumsuz duygular hisseden
bireyin, bu duygulardan ve bu duygulara sebep olan is tagsmasindan uzaklagmak igin
caba azaltma, kiiclik kacamaklar ile is basinda geg¢irilen siireyi azaltma gibi geri ¢ekilme

davraniglarina yonelmesi beklenir. Olumsuz duygularin geri ¢ekilme davranislart
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tizerinde pozitif yonde etkisinin oldugu ge¢mis arastirmalarca da desteklenmistir (Bkz.
Chen ve Spector, 1992; Pelled ve Xin, 1993). Bu durumda kurum, degerli bir iiyesini
kaybetmekle kars1 karsiya kalabilir.

Is tasmasi hususuna yonelik sunulan argiimanlarn varsayim seviyesinde
kalmas1 ve gorgiil olarak ele alinmamasindan miitevellit, Deci ve Ryan (1985)
tarafindan kendini yonetme Ozerkligi teorisi (self-determination theory) ile bu konuya
151k tutmakta fayda var. Buna gore her bireyin bir gelisme egilimi vardir ve bu egilim
icten giidiilenme sonucu gosterilen davranislar ile tatmin edilir. igten giidiilenme, bir sey
basli basina ilging veya tatmin edici oldugu i¢in onu yapmaya giidiilenmektedir ve igten
giidiilenmede disaridan gelecek bir 6diil beklentisi yoktur (Deci, 1972). Hatta bu
odiillerin bireyin icten giidiilenmesini olumsuz sekilde etkilemesi bile s6z konusu
olabilir (Deci, Koestner ve Ryan, 2001). O halde goniillii olarak sergilenen rol Gtesi
davranislarin  temelinde bireyin gelisme ihtiyacinin  yiiksek olmast ve bunu
gerceklestirmek igin igten giidiilenmesi yatar. Icten giidiilenmenin temeli ii¢ ihtiyaca
dayanir. Bunlar yapilan iste yetkin olma, gruba aidiyet hissetme ve 6zerk olmadir (Ryan
ve Deci, 2000). I¢ten giidiilenme sonucu, 6diil beklentisi olmadan géniillii olarak
fazladan gorevler listlenerek yetkinlik ihtiyacini tatmin eden birey, bagkalarina yardim
ederek de kurdugu sosyal iliskiler iizerinden aidiyet ihtiyacin1 tatmin eder. Ancak rol
Otesi davraniglar goniilliiliikten ¢ikip baski ile bireye dayatilirsa ve is tasmasina
doniisiirlerse, bireyin 6zerkligi ihlal edilmis olur ve igten giidiilenmesi soner. Ozellikle
birey iliskide bulundugu kisinin kendi yardimina bagimli oldugunu goriiyorsa, bu
yardimlarin gelecekte tekrar tekrar talep edilecegini hissediyorsa ve yardim etmesi
hususunda baski gorerek 6zgiirliik alani daraltiliyorsa, yardim etme egilimi azalabilir.
Ciinkii birey, yardim etme kararin1 baskiyla degil kendi 6zglir iradesi ile vermek ister
(Berkowitz, 1973). Ozerklik ihtiyacin1 karsilamayan bireyin, olumsuz duygular
hissetmesi, kaybettigi Ozerkligi geri kazanmak veya bu kaybin yasattigi olumsuz

duygulardan kurtulmak i¢in geri ¢ekilme davraniglarina yonelmesi beklenir.

Senaryolar ve Orgiitle Ozdeslesme: Orgiitle 6zdeslesmenin rol &tesi davranislar
durumunda daha yiiksek bir ortalama ile seyredecegi dngdriilmiistii. Gergekten de fark

testi sonuglari, senaryolar arasinda manidar bir fark oldugunu destekledi. Rol otesi
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davranislar senaryosu i¢in 4.97 olan ortalama, is tagsmasi senaryosu i¢in 4.56 oldu
(p<0.001). Her ne kadar bu fark istatistiki olarak anlamli olsa da, kanaatimizce is
tagsmasi yasanan durumda 6’l1 skala lizerinden 4.5’lik bir ortalama elde edilmesi is
tagsmas1 kosulunda bile orgiitle 6zdeslesmenin hala yiiksek olduguna isaret etmekte. Bu
bulgu da Deci ve Ryan (1985)’mm kendini yonetme Ozerkligi teorisine dayanilarak
aciklanabilir. Yeterlilik ve aidiyet ihtiyaclarini tatmin etmek i¢in kurumundaki roliinii
sirdliren bireyin, hem diger bireyler ile kurdugu iligkiler hem de kurumuyla arasindaki
psikolojik bagin giicii sebebi ile; her ne kadar 6zerklik ihtiyacini tatmin etmek icin geri
cekilme davraniglarina yonelse bile, bu geri ¢ekilme oOrgiitle 6zdeslemesini dramatik
sekilde etkilemeyebilir. Is tasmas1 durumunda bireye baski ile verilen rol dtesi gérevler
ve bireyden talep edilen yardimlar olsa da, en nihayetinde verilen mesaj bireyin kurumu
icin 6nemli oldugu yoniinde olabilir. Bu durumda bireyin tatmin ettigi yetkinlik ve
aidiyet ihtiyaclari; yasadigi is tasmasinin, Orgiitle 6zdeslesmesini dramatik olarak

azaltacak giicte bir olgu haline gelmesini engelliyor olabilir.

Rol Otesi Davramislar, Cinsiyet, Olumlu Duygular, Orgiitle Ozdeslesme:
Olumlu bir kurgu iizerine insa edilen rol Gtesi davraniglar senaryosunu yanitlayan
kadinlarin olumsuz duygular1 ve orgiitle 6zdeslesmeleri, erkeklerden daha yiiksek
cikmistir (2.67>2.48 ve 5.09>4.85, p<0.10). Kadinlarin erkeklere kiyasla olumsuz
duygular1 daha yogun hissettikleri, 6zellikle iiziintii ve depresyon ortalamalarinin daha
yuksek oldugunu bulan aragtirmalar mevcuttur (Bkz. Brody, 1999; Simon ve Nath,
2004). Bunun sebebi kadinlarin olumsuz duygular1 daha yogun yasamalar1 ve duygu
ifadelerini yanitlarkenki beyanlarinin erkeklere kiyasla daha yiiksek uca dogru kaymasi
olabilir (Brody ve Hall, 2008). Kadinlarin o6rgiitle 6zdeslesme seviyesinin daha yiiksek
olmasimma yonelik bir bulguya rastlanmamig, aksine erkeklerin daha fazla
Ozdeslestiklerini bulgulayan bir c¢aligmaya rastlanmistir (Wan-Huggins, Riordan ve
Griffeth, 1998). O halde cinsiyetin orgiitle 6zdeslesmeye olan etkisinin degiskenlik

gosterdigi diisiiniilebilir.

Senaryo, Egitim Seviyesi, Geri Cekilme Davramislar:, Orgiitle Ozdeslesme:
Olumsuz bir kurguya dayanan is tasmasi senaryosu igin, geri ¢ekilme davraniglari

ortalamalari, yliksekokul veya alt1 seviyesinde egitime sahip katilimcilara kiyasla, lisans
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veya lizeri egitim seviyesinde olan katilimcilar agisindan daha ytiksektir (3.58>3.23, t =
-1.777, p<0.10). O halde egitim durumu kurumdan beklentiyi arttirdigindan; birey ile
kurum arasindaki psikolojik kontrat birey aleyhine bozuldugunda daha yogun tepki
yaratiyor olabilir. Rol 6tesi davraniglar senaryosu i¢in, yiiksekokul veya alt1 seviyesinde
egitime sahip katilimcilara kiyasla, lisans veya iizeri egitim seviyesinde olan
katilimcilarin orgiitle 6zdeslesmeleri daha yiiksektir (5.05>4.71, t =-2.348, p<0.05). O
halde egitim durumu, kurum ile birey arasinda kurulan psikolojik bagi, yani bireyin
kurumu igerisinde gelistirdigi kimlik algisini olumlu etkileyebilir ¢linkii egitim seviyesi
artttkca kuruma atfedilen énem, kurum ile bir olma arzusu artiyor olabilir. Ozetle,
goniillii sergilenen rol otesi davramislarin Orgiitle 6zdeslesme iizerinde olumlu katki
yapmast; rol otesi davraniglar baski ile gostermeye mecbur kalma durumunda ise geri

¢ekilmenin artmasi beklenebilir.

Sonug olarak aragtirmanin, tasarim agisindan deneysel yonteme tabi olmasi ve
literatiirdeki iki 6dnemli bosluga dikkat cekmesi agisindan 6nem tasidigi sdylenebilir.
Bunlarin ilki rol 6tesi davranislarin bir sonu¢ degisken olarak degil, bagimsiz degisken
gibi ele alinarak bireysel sonucglarina odaklanilmasi; bir digeri de heniiz gorgiil olarak

incelenmemis olan is tasmasi hususunun ele alinmasidir.

Onerilere gegmeden 6nce, is tasmas1 hususuna dair farkindalig arttirma amaci
ile 6zet bilgiler vermekte yarar var. Ozellikle kii¢iilmeye giden &rgiitlerin ayni isleri
daha az c¢alisan ile yapmaya devam etmesi, is tanimlarinin revize edilmemesi ve
zamanla is tanimlarindaki degisikliklerin farkli gérevler ortaya ¢ikarmasi ancak bunlarin
calisanlar arasinda resmi olarak paylastirllmamasi, yonetici ve is arkadasi baskisi, is
grubunda bazi c¢aligsanlarin yeteri kadar caba gdstermemesi veya isi yapabilmek icin
gerekli bilgi, beceri ve yetenege sahip olmamalari, ¢alisma grubu iginde sosyal
kaytarmanin siirekli bir nitelik kazanmasi, ve rol 6tesi davranislarin ¢alisandan siirekli
beklenmesi is tasmasinin olusumuna katkida bulunan faktorler olarak 6zetlenebilir. Her
ne kadar literatiirde sosyal kaytarma ve ig tasmasina yonelik bir arastirma yer almasa da;
caligsma grubu icinde sosyal kaytarmanin siireklilik kazanmasi, kaytarmayan c¢alisanlarin
enayi etkisine (sucker effect) maruz kalarak fazladan is yliklenmesine sebep olabilir.

Dolayisiyla grup igerisindeki sosyal kaytarma olgusunun, kimi ¢alisanlarin is tagmasi
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yasamasina kaynaklik edecegi diisiiniilebilir. Tan ve Tan (2008) tarafindan orgiitsel
vatandaslik davranislar1 ve sosyal kaytarma iizerine yapilan bir arastirmanin sonuglarina
gore, Oz-disiplini, ¢alisma grubuna ilgi seviyesi ve gruba karsi hissettigi sorumlulugu
yuksek olan c¢alisanlarin sosyal kaytarmalar1 daha disiiktiir. Grup dayanigmasi ve isin
gorliniirliigiiniin yiiksek oldugu gruplarda da vatandashik davramiglarimin daha sik
sergilendigi bulunmustur. Bunlarin yani sira biiyiik is gruplarinda igin kimliksizlesme
yaratmasi soz konusu ise ve islerin gorlinlirligii az ise, 6zellikle gorev dagilimi net
olarak yapilmamis ise, calisma giidiisii diisiilk olan c¢alisanlar yapmadiklar1 islerden
sorumlu tutulmayacaklar1 diisiincesiyle kaytarmayi bir aligkanlik haline getirebilir.
Ozetle, ¢alisma grubu ic¢inde “biz” duygusunun az olusu ve performans normlarinin
zayif olusu ile (Liden, Wayne, Jaworski ve Bennett, 2004), iyi orgiitsel vatandaslar is
arkadaglarina yardim etme hususunda enayi etkisine (sucker effect) maruz kalarak is
tagmas1 yasayabilirler. Rol 6tesi davranislari sikga gosteren caligsanlar i¢in “bu gorevleri
goniillii olarak yapiyordu, zaten yapmaya devam eder” gibi bir diislince oldugu 6n
calismalarda fark edilmisti. Belki de is tagsmasi hususunun normal bir olgu olarak kabul
edilmesi ve hem arastirmacilarca hem yoneticilerce goz ardi edilmesi bu diislinceye
dayaniyordur. Mamafih, is tasmasina yol agabilecek faktorleri kontrol etmeyen ve bu
diisiince ile hareket eden yoneticilerin/birim sorumlularinin; goz ardi etmemesi gereken
nokta kurum i¢in degerli iiyeleri kaybedebilecekleri ihtimalidir. Ciinkii iyi niyetle
gontlli yardimlar yaparak fazla gorevler listlenen bir calisana, kaldirabileceginden daha
fazla yiikk yiiklemek ve goniilliiliik esasinin yerini baskiya birakmasi ile olumsuz
duygular yasamasina zemin hazirlamak, c¢alisanin bu duygulardan kacinmak igin
oOrgiitsel vatandaslarin, hem is arkadaglarina hem de kurumlarina olan katkilar1 géz ardi
edilmemeli ve is ortaminda gerek is tanimlari, gerek gorev dagilimlari revize edilerek
islerin daha goriiniir hale gelmesi saglanmalidir. Bunun yani sira, ise alim esnasinda
pozisyonun gereklerine uygun bireylerin segilmesi, sonradan is akisinda beceri eksikligi

sebebiyle dogacak aksakliklar1 6nleyebilir.

Oneriler: Gelecek calismalara yapacagimiz oneriler; is tasmasi hususunun
gorgiil olarak test edilmesi yoniindedir. Is tasmasi hususuna yonelik teorik bilginin

azlig1; hem kalitatif hem kantitatif arastirma yapilmasin1 gerekli kilmaktadir. Kavramin
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tanimi, alt boyutlari, bu kavrami etkileyen bireysel ve orgiitsel degiskenlerin yani sira
durumsal faktdrler de arastirilabilir. Ornegin is tasmasi belli kisilik 6zelliklerine sahip
bireylerin basina daha ¢ok geliyor olabilir mi? Oz-disiplini yiiksek ve miikemmeliyetci
bireyler is tasmasina daha ¢ok maruz kaliyor olabilirler mi? “Hayir” diyememek, agik
iletisim kuramamak is tagsmasini kuvvetlendirir mi? Peki calisma grubu ozellikleri ve
orgiit kiiltiirlinlin nasil bir rolii olabilir? Yonetici baskisinin yani sira ¢caligsma arkadaglari
bireyin isinin smirlarmi nasil genisletebilir? Is tasmasmnin sonugclar1 nasil bir baglamda
ele alinmali? Is tagsmas1 orgiit ile birey arasindaki alacak-verecek dengesini bozan bir
husus olarak ele alinabilir mi? Egitim seviyesi arttik¢a, i tagmasina verilen tepkiler
daha da mi1 siddetleniyor? Egitim seviyesi agisindan, is tagsmasina gosterilen tepkiler
nasil farklilagabilir? Sosyal takas teorisi kapsaminda, goniillii olarak sergilenen rol 6tesi
davranislar ve is tasmasi nasil incelenebilir? Is tasmas1 dncesinde ve sonrasinda, bireyin
orgiite sundugu katma degerler ile orgiitiin bireye sundugu faydalar arasindaki denge ne
yonde bozuluyor? Ayrica bu calismada is tasmasimin sonuglari olarak olumsuz
duygulara ve geri ¢ekilme davranislarina odaklandik. Gelecek aragtirmalar i tagsmasinin
hem birey hem caligma grubu hem de Orgiit bazinda ne gibi sonuglar1 olabilecegini de

irdeleyebilirler.

Is tasmasinin yani1 sira, rol dtesi davranislarin bireysel ve orgiitsel sonuglarma
yonelik ¢aligmalar yapilmasina da ihtiya¢ var. Ciinkii rol otesi davraniglarin agirlikl
olarak bagimli degisken olarak ele alinmasindan dolay1 oncelleri arastirilmis. Peki ya
sonra neler oluyor, bir diger deyisle rol 6tesi davranislar gosteren birey ¢aligma grubu
icerisinde ne gibi sonuglar ile karsilasiyor? Grup i¢i dinamikler olumlu ve olumsuz
manada nasil etkileniyor? Iyi orgiitsel vatandaslar, ¢alisma gruplar1 ve yoneticileri
tarafindan nasil algilaniyorlar? Bu caligmada rol 6tesi davraniglarin sonuglari olarak
olumlu duygulara ve orgiitle 6zdeslesmeye odaklandik. Gelecek calismalar da rol Gtesi

davranislar1 bir sonug degisken olarak gérmekten ziyade, siire¢ bazinda ele alabilirler.
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7. EKLER

7.1. SENARYOLAR
Rol Otesi Davramislar Senaryosu

Deniz, bir sirkette uzman yardimcisi olarak ¢alismaktadir. Is taniminda yer alan
tiim gorevlerini eksiksiz olarak yerine getiren ve kendi sorumlulugunda olan isleri takip
eden Deniz, isinin resmi gerekliliklerini tam anlamiyla karsilamaktadir. Is tamimima
ilaveten, ekstradan gorevler almak i¢in goniilli olmasiyla da taninir ve fazladan
calismaktan kagmaz. Zor gorevleri olan, is yiikii fazla olan is arkadaglarina yardim eder.
Ise geciken veya isten erken ¢ikma durumunda olanlara, kendi isini birakarak yardima
kosar. Siki ¢aligmasinin yani sira, kisisel veya isle ilgili problemleri olan ig arkadaslari
ile de ilgilenir. Ozetle, Deniz hem is taniminda yer alan gorevlerini yerine getiren, hem
de is arkadaslarinin yardimina kosan bir ¢alisan olarak, zaman zaman mesai saatleri

disinda da galigmalarini siirdiirtir.
Is Tasmasi Senaryosu

Deniz, bir sirkette uzman yardimcisi olarak ¢alismaktadir. Is taniminda yer alan
tiim gorevlerini eksiksiz olarak yerine getiren ve kendi sorumlulugunda olan isleri takip
eden Deniz, isinin resmi gerekliliklerini tam anlamyla karsilamaktadir. Is tanimia
ilaveten, ekstradan gorevler almak icin goniilli olmasiyla da taninir ve fazladan
caligmaktan kagmaz. Zor gorevleri olan, is ylkii fazla olan arkadaslarina yardim eder.
Ancak goniillii olarak yaptigi yardimlar ve aldigi ekstra gorevler, bir siire sonra
kendisinden siirekli beklenir hale gelir. Is arkadaslarinin yardimina kosma hususunda
sanki buna mecburmus, sanki onun sorumluluguymus gibi hissetmeye baslar. Bask1
altinda kaliyormus gibi bir duyguya kapilir. Ustelik basta goniillii olan bu gorevler
zamanla rutine biner ve kendisinin tamamlamasi gereken esas isleri mesai igerisinde

yetistiremedigi gilinler siklasir.
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7.2. DUYGULAR

Cevap Skalas:: (1) Hi¢bir zaman (2) Nadiren (3) Bazen (4) Sik Sik (5) Cok sik (6) Her zaman
Olumlu Duygular: Dinamik, huzurlu, gururlu, mutlu, neseli
Olumsuz Duygular: Bikkin, iizgiin, hayal kirikligi, kizgin, tedirgin

7.3. GERI CEKILME DAVRANISLARI

Cevap Skalasi:(1) Kesinlikle Hayur (2) Cok Diigiik Ihtimalle (3) Diisiik Ihtimalle (4) Miimkiin (5)
Yiiksek Ihtimalle (6) Kesinlikle Evet
Is yerimde sergiledigim ¢abay1 azaltip, bana verilebilecek ekstra gorevlerden kaginmaya galigirdim.

Is yerimdeyken, beni isten uzaklastiracak, miimkiin mertebe kiiciik kacamaklar yaratirdim (6gle
yemegi siiresini uzatma, internette vakit gecirme, is yerinden erken ¢ikma, mesaiye ge¢ baslama
vb.)

Farkli sirketlerde olabilecek is alternatiflerini gézden gegirirdim.

Firsat dogarsa, mevcut boliimiimden ayrilip ayni kurum igerisinde farkli bir béliime gegmek isterdim.

Isimden sogumaya baslardim.

7.4. ORGUTLE OZDESLESME

Cevap Skalas::(1) Kesinlikle Hayzr (2) Cok Diisiik Ihtimalle (3) Diisiik Ihtimalle (4) Miimkiin (5) Yiiksek
Thtimalle (6) Kesinlikle Evet

Calistigim igyeriyle ilgili bir sey anlatirken “biz” ifadesini kullanirdim.

Kurumumun basarisin1 kendi basarim gibi sahiplenirdim.

Biri ¢alistigim isyeri hakkinda 6vgii dolu sozler sdylediginde sanki bana iltifat edilmis gibi hissederdim.
Calistigim igyerine Kars: bir aidiyet hissi beslerdim.
Diger insanlarin kurumum hakkindaki diisiincelerini 6nemserdim.

Kurumum aleyhine yapilan elestirileri duydugumda, kendimi kétii hissederdim.

7.5. DEMOGRAFIK SORULAR

Yasiniz:...Cinsiyetiniz: () Kadin... () Erkek
Cahgtigim kesim () Ozel ( )Kamu (ise anketi sonlandirimiz).
Ofis ortaminda m1 ¢aligtyorsunuz? () Evet () Hayir (ise anketi sonlandiriniz.)

En son mezun oldudunuz egitim kurumu:
() Lise veya dengi () Yiiksek okul () Universite () Yiiksek Lisans () Doktora

Sirketinizin faaliyet alan:

() Finans (Bankac:/ik, Sigortaci/ik vb.) () Egitim (') Danismanhk () Perakendecilik
() Bilisim (Teknoloji, Haberlesme vb.) () Medya () Turizm () Saghk () Lojistik ( Havayolu,
Kargo, Tasimacilik) () Insaat () Ticaret () Petrokimya () Tekstil () Gida () Diger

Sirketteki pozisyonunuz:

() Ust yonetici(Genel miidiir, miidiir)

() 10'dan az ¢alisanli -Orta diizey yonetici
() 10'dan fazla calisanli -Orta diizey yonetici
() Nitelikli Uzman (Miihendis, tekniker)

() Memur/Ofis Caligani

Toplam is hayat: tecriibeniz:...... (y1l) Mevcut kurumunuzdaki is tecriibeniz:...... (yil)

Gelir Durumunuz:() 1000 TL veya 1000 TL’den az ()1001-2000 TL ()2001-3000 TL ( )3001-4000
TL  ()4001-5000 TL ()5001 TL iizeri
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7.6. ARASTIRMADA KULLANILAN SORU FORMLARI

7.6.1. Soru Formu 1: Rol Otesi Davranislar

iyi giinler efendim Ismim ... . Marmara Universitesi Isletme Bolimii Doktora tezi
kapsaminda “Ekstra Rol Davramslar1 ve Bireysel Sonuclar1’” konusunda bir arastirma

gerceklestiriyoruz. Bu konu hakkinda sizlerin de goriislerini almak istiyorum.

DM2.Y asiniz1 6grenebilir miyim?

DM2A.Yas araligini kodlaymiz.
20 yasinin altinda

20-26
26-30
31-35
36-40

Anketi bitiriniz

oo~ W|IN|F

40 yasinin iistiinde Anketi bitiriniz

DM3. Ozel sektdrde mi calistyorsunuz yoksa kamuda mi?
Ozel sektor 1

Kamu 2 Anketi bitiriniz

DM4. Sirketteki pozisyonunuzu 6grenebilir miyim?

Ust yonetici(Genel miidiir, miidiir)

10'dan az calisanlt -Orta diizey yonetici

10'dan fazla ¢aliganli -Orta diizey yonetici
Nitelikli Uzman (Miihendis, tekniker)
Memur/Ofis Calisani

Anketi bitiriniz

> |01 (B W IN

Diger (Agik uglu belirtme almiyoruz)
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Simdi size okuyacagim kisa senaryoda yer alan karakterin yerine kendinizi koymamz ve
sorularimizi bu dogrultuda yanitlamamzi rica ediyorum.

SENARYO
Deniz, bir sirkette uzman yardimeisi olarak ¢ahsmaktadir. Is tamiminda yer alan tiim gorevlerini
eksiksiz olarak yerine getiren ve kendi sorumlulugunda olan isleri takip eden Deniz, isinin resmi
gerekliliklerini tam anlamiyla karsilamaktadir. is tanimina ilaveten, ekstradan gorevler almak
icin goniillii olmasiyla da taninir ve fazladan calismaktan kacmaz. Zor gorevleri olan, is yiikii
fazla olan is arkadaslarina yardim eder. Ise geciken veya isten erken ¢cilkma durumunda
olanlara, kendi isini birakarak yardima Kkosar. Siki calismasinin yani sira, Kisisel veya isle ilgili
problemleri olan is arkadaslari ile de ilgilenir. Ozetle, Deniz hem is tamiminda yer alan
gorevlerini yerine getiren, hem de is arkadaslarinin yardimina kosan bir ¢alisan olarak, zaman
zaman mesai saatleri disinda da ¢calismalarim siirdiiriir.

BOLUM 1:KOD B

B. Simdi kendinizi Deniz’in yerine koyun, onun gibi biri oldugunuzu diisiiniin. Béyle bir
durumda isyerinizde asagidaki duygulari ne sikhkla hissederdiniz? Cevabimz “hi¢bir zaman-
nadiren-bazen-sik sik-¢ok sik ve her zaman seklinde olmalidir. Her bir duygu durumu igin fikrinize

uygun gelen cevap secenegini soyler misiniz?

. e | 8 s | ¥ | % | o8
iggﬂ ifade ;} % E“ g X 5 ks =
B1 1 | Bikkin 1 2 3 4 5 6
B1 2 | Dinamik 1 2 3 4 5 6
B1_3 | Hayal kiriklig: 1 2 3 4 5 6
B1 4 | Huzurlu 1 2 3 4 5 6
B1 5 | Uzgiin 1 2 3 4 5 6
B1 6 | Gururlu 1 2 3 4 5 6
Bl 7 | Kizgm 1 2 3 4 5 6
B1 8 | Mutlu 1 2 3 4 5 6
B1 9 | Tedirgin 1 2 3 4 5 6
B1 10 | Neseli 1 2 3 4 5 6
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BOLUM 2: KOD C

C. Simdi yine kendinizi Deniz’in yerine koymanizi ve onun gibi biri oldugunuzu
diisiinerek okuyacagim ifadeleri kesinlikle hayir-cok diisiik ihtimalle-diisiik ihtimalle-miimkiin-

yiiksek ihtimalle veya kesinlikle evet seklinde cevaplamaniz istiyorum.

[} = D
X: |23 | 23] £ |25 (2.
io(rju Deniz’in yerinde olsaydiniz.... e a E z”é fE Z E £z
odu §=|22|82| 2 |EZ|¢8
c1 1 Calistigim isyeriyle ilgili bir sey anlatirken “biz” ifadesini 1 2 3 4 5 6
- kullanirdim.
C1_2 | Kurumumun basarisin1 kendi basarim gibi sahiplenirdim. 1 2 3 4 5 6
Biri ¢aligtigim igyeri hakkinda 6vgii dolu sozler
CL3 | Gsylediginde sanki bana iltifat edilmis gibi hissederdim. L1231 4]5]68
Cl 4 | Calistigim igyerine kars1 bir aidiyet hissi beslerdim. 1 2 3 4 5 6
Cl5 ]")1ger 1nsgn1ar1n kurumum hakkindaki diistincelerini 1 5 3 4 5 6
- onemserdim.
Kurumum aleyhine yapilan elestirileri duydugumda,
CL6 | kendimi kotii hissederdim. tj2]3]415 16
cl 7 Is yerlm'('ie sergiledigim c¢abay1 azaltip, bana verilebilecek 1 2 3 4 5 6
- ekstra gorevlerden kacinmaya calisirdim.
Is yerimdeyken, beni isten uzaklastiracak, miimkiin
mertebe kiigiik kagamaklar yaratirdim (6gle yemegi
C1.8 . . ; . ) . 1 2 3 4 5 6
siiresini uzatma, internette vakit gecirme, is yerinden erken
¢ikma, mesaiye ge¢ baglama vb.)
C1.9 Farl'<1} sl'rketlerde olabilecek is alternatiflerini gdzden 1 2 3 4 5 6
gegcirirdim.
Firsat dogarsa, mevcut bolimiimden ayrilip ayni kurum
€110 icerisinde farkl bir bolime gegmek isterdim. 1 2 3 4 5 6
C1 11 |Isimden sogumaya baslardim. 1 2 3 4 5 6

BOLUM 3: KOD DM

DMS5. Cinsiyeti sormadan kodlayniz.

Kadm 1

Erkek 2

DMS6. En son mezun oldugunuz egitim kurumunu dgrenebilir miyim?

Lise veya dengi

Yiksek okul

Lisans/Universite

Yiksek lisans

a|l bW | N

Doktora
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DM7. Calistiginiz firmanin faaliyet alant

n1 dgrenebilir miyim?

Finans (Bankacilik,sigortacilik vb.)

Egitim

Danigmanlik

Perakendecilik

Bilisim (Teknoloji, Haberlesme vb.)

Medya

Turizm

Saglik

Lojistik ( Havayolu, Kargo, Tasimacilik)

OO |INOD|O|P[WIN|F

insaat

=
o

Ticaret

[N
[EEN

Petrokimya

[EnN
N

Tekstil

[EnN
w

Gida

[N
SN

Diger (Belirtiniz)

[N
(&3]

DMS8. Yonetsel pozisyonda misiniz?

Evet

Hayir

DM9. Toplam is hayat1 tecriibenizi yil olarak 6grenebilir miyim?(niimerik)

DM10. Mevcut kurumdaki is tecriibenizi yil olarak dgrenebilir miyim?(niimerik)

DM11. Gelir durumunuz okuyacagim araliklardan hangisine uymaktadir?

1000 TL veya daha az

1001-2000 TL

2001-3000 TL

3001-4000 TL

4001-5000 TL

50001 TL ve lizeri

Cevap vermek istemiyor

~N oo~ lW|IN|F

DM12. Adiniz1 ve soyadinizi 6grenebilir miyim?

ADI

SOYADI

DM9. Goriistiigiiniiz kisinin telefon numarasini yaziniz(niimerik)

DM10. Anketor adini yaziniz.

Katkilariniz icin tesekkiir ederiz.
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7.6.2. Soru Formu 2: is Tasmasi

Iyi giinler efendim Ismim ... Marmara Universitesi Isletme Boliimii Doktora tezi
kapsaminda “Ekstra Rol Davramslari ve Bireysel Sonuglar1’” konusunda bir arastirma

gerceklestiriyoruz. Bu konu hakkinda sizlerin de goriislerini almak istiyorum.

DM2.Yasiiz1 6grenebilir miyim?

DM2A.Yas araligini kodlaymiz.

20 yasinin altinda Anketi bitiriniz

20-26

26-30

31-35

36-40

oo~ WwW|IN|F

40 yaginin {istiinde Anketi bitiriniz

DM3. Ozel sektérde mi calisiyorsunuz yoksa kamuda mi?,

Ozel sektor 1

Kamu 2 Anketi bitiriniz

DMA4. Sirketteki pozisyonunuzu 6grenebilir miyim?

Ust yonetici(Genel miidiir, miidiir)

10'dan az galisanli -Orta diizey yonetici

10'dan fazla ¢alisanli -Orta diizey yonetici

Nitelikli Uzman (Miihendis, tekniker)

Memur/Ofis Calisani

Diger (Agik uclu belirtme almiyoruz) Anketi bitiriniz

o (01 |~ W (N
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Simdi size okuyacagim kisa senaryoda yer alan karakterin yerine kendinizi koymaniz ve
sorularimizi bu dogrultuda yanitlamanz rica ediyorum.

SENARYO
Deniz, bir sirkette uzman yardimcisi olarak calismaktadir. Is tamminda yer alan tiim gérevlerini
eksiksiz olarak yerine getiren ve kendi sorumlulugunda olan isleri takip eden Deniz, isinin resmi
gerekliliklerini tam anlamiyla karsilamaktadir. is tanimina ilaveten, ekstradan gérevler almak
icin goniillii olmasiyla da tammmr ve fazladan cahsmaktan kagmaz. Zor gorevleri olan, is yiikii
fazla olan arkadaslarina yardim eder. Ancak goniillii olarak yaptig1 yardimlar ve aldig ekstra
gorevler, bir siire sonra kendisinden siirekli beklenir hale gelir. is arkadaslarimin yardimina
kosma hususunda sanki buna mecburmus, sanki onun sorumluluguymus gibi hissetmeye baslar.
Baski altinda kahiyormus gibi bir duyguya kapilir. Ustelik basta goniillii olan bu gorevler
zamanla rutine biner ve kendisinin tamamlamasi gereken esas isleri mesai icerisinde
yetistiremedigi giinler siklasir.

BOLUM 1:KOD B

B. Simdi kendinizi Deniz’in yerine koyun, onun gibi biri oldugunuzu diisiiniin. Béyle bir
durumda isyerinizde asagidaki duygular1 ne siklikla hissederdiniz? Cevabiniz “hi¢cbir zaman-
nadiren-bazen-sik sik-¢ok sik ve her zaman seklinde olmahidir. Her bir duygu durumu igin fikrinize

uygun gelen cevap secenegini soyler misiniz?

= c E’ c x xa. . g
B1 1 | Bikkmn 1 2 3 4 5 6
B1 2 | Dinamik 1 2 3 4 5 6
B1_3 | Hayal kiriklig1 1 2 3 4 5 6
B1 4 | Huzurlu 1 2 3 4 5 6
B1 5 | Uzgin 1 2 3 4 5 6
B1 6 | Gururlu 1 2 3 4 5 6
B1 7 | Kizgin 1 2 3 4 5 6
B1 8 | Mutlu 1 2 3 4 5 6
B1 9 | Tedirgin 1 2 3 4 5 6
B1 10 | Neseli 1 2 3 4 5 6
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BOLUM 2: KOD C

C. Simdi yine kendinizi Deniz’in yerine koymanizi ve onun gibi biri oldugunuzu
diisiinerek okuyacagim ifadeleri kesinlikle hayir-cok diisiik ihtimalle-diisiik ihtimalle-miimkiin-

yiiksek ihtimalle veya kesinlikle evet seklinde cevaplamaniz istiyorum.

[} = D
X: |23 | 23] £ |25 (2.
io(rju Deniz’in yerinde olsaydiniz.... e a E z”é fE Z E £z
odu §=|22|82| 2 |EZ|¢8
c1 1 Calistigim isyeriyle ilgili bir sey anlatirken “biz” ifadesini 1 2 3 4 5 6
- kullanirdim.
C1_2 | Kurumumun basarisin1 kendi basarim gibi sahiplenirdim. 1 2 3 4 5 6
Biri ¢aligtigim igyeri hakkinda 6vgii dolu sozler
CL3 | Gsylediginde sanki bana iltifat edilmis gibi hissederdim. L1231 4]5]68
Cl 4 | Calistigim igyerine kars1 bir aidiyet hissi beslerdim. 1 2 3 4 5 6
Cl5 ]")1ger 1nsgn1ar1n kurumum hakkindaki diistincelerini 1 5 3 4 5 6
- onemserdim.
Kurumum aleyhine yapilan elestirileri duydugumda,
CL6 | kendimi kotii hissederdim. tj2]3]415 16
cl 7 Is yerlm'('ie sergiledigim c¢abay1 azaltip, bana verilebilecek 1 2 3 4 5 6
- ekstra gorevlerden kacinmaya calisirdim.
Is yerimdeyken, beni isten uzaklastiracak, miimkiin
mertebe kiigiik kagamaklar yaratirdim (6gle yemegi
C1.8 . . ; . ) . 1 2 3 4 5 6
siiresini uzatma, internette vakit gecirme, is yerinden erken
¢ikma, mesaiye ge¢ baglama vb.)
C1.9 Farl'<1} sl'rketlerde olabilecek is alternatiflerini gdzden 1 2 3 4 5 6
gegcirirdim.
Firsat dogarsa, mevcut bolimiimden ayrilip ayni kurum
€110 icerisinde farkl bir bolime gegmek isterdim. 1 2 3 4 5 6
C1 11 |Isimden sogumaya baslardim. 1 2 3 4 5 6

BOLUM 3: KOD DM

DMS5. Cinsiyeti sormadan kodlayniz.

Kadm 1

Erkek 2

DMS6. En son mezun oldugunuz egitim kurumunu dgrenebilir miyim?

Lise veya dengi

Yiksek okul

Lisans/Universite

Yiksek lisans

a|l bW | N

Doktora
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DM7. Calistiginiz firmanin faaliyet alant

n1 dgrenebilir miyim?

Finans (Bankacilik,sigortacilik vb.)

Egitim

Danigmanlik

Perakendecilik

Bilisim (Teknoloji, Haberlesme vb.)

Medya

Turizm

Saglik

Lojistik ( Havayolu, Kargo, Tasimacilik)

OO |INOD|O|P[WIN|F

insaat

=
o

Ticaret

[N
[EEN

Petrokimya

[EnN
N

Tekstil

[EnN
w

Gida

[N
SN

Diger (Belirtiniz)

[N
(&3]

DMS8. Yonetsel pozisyonda misiniz?

Evet

Hayir

DM9. Toplam is hayat1 tecriibenizi yil olarak 6grenebilir miyim?(niimerik)

DM10. Mevcut kurumdaki is tecriibenizi yil olarak dgrenebilir miyim?(niimerik)

DM11. Gelir durumunuz okuyacagim araliklardan hangisine uymaktadir?

1000 TL veya daha az

1001-2000 TL

2001-3000 TL

3001-4000 TL

4001-5000 TL

50001 TL ve lizeri

Cevap vermek istemiyor

~N oo~ lW|IN|F

DM12. Adiniz1 ve soyadinizi 6grenebilir miyim?

ADI

SOYADI

DM9. Goriistiigiiniiz kisinin telefon numarasini yaziniz(niimerik)

DM10. Anketor adini yaziniz.

Katkilariniz icin tesekkiir ederiz.
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