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ABSTRACT

This study introduces the concept of prisonization in criminological researches, as
an organizational behaviour experienced by the employees, and defines a concept of
“organizational prisonization” in this context. “Organizational prisonization”, defined as
the employee’s feeling of being restricted, imprisoned and desperation, is supported with
Deprivation Model and Importation Model, which have been introduced to describe the
concept of prisonization in criminological studies, as well as with the data obtained from

emic studies conducted prior to this study.

The research discusses not only the antecedent variables that lead to organizational
prisonization but also the individual and organizational effects experienced by the
prisonized employees. To test the hypotheses developed, statistical analyses were
conducted on a sample of 296 employees, consisting of academicians, working in
foundation/state-owned universities, and white and golden-collar workers, working in
private and public organizations. Following this research, ‘“organizational deprivation”,
defined on the basis of Deprivation Model, and “sociodemographic factors”, defined on the
basis of Importation Model, have been determined to be the antecedent variables that result
in significant predictors of organizational prisonization. Also, it is determined that the
employees experiencing organizational prisonization also experience  “organizational
separation”, fail in ‘organizational assimilation”, and tend to organizational cynicism,
while experiencing job alienation and decline in their job involvement and subjective well-
being in individual context. Based on the results revealed that organizational prisonization
posed a significant problem, especially for ensuring the intrinsic motivation of employees
using their cognitive abilities, there were various suggestions made on the management
policies and practices of organizations. It is also considered that this concept may make

significant contributions to further studies to be conducted in organizational behaviour.

Keywords: organizational prisonization, organizational  deprivation,

organizational cynicism, subjective well-being, job alienation, assimilation and separation



OZET

Bu c¢aligma, kriminoloji aragtrmalarmda yer alan mahkumlagma olgusunu, Orgiit
cabsanlarmm deneyimledikleri bir Orgiitsel davrams olarak ortaya koymakta ve bu
baglamda “Orgiitte = mahkumlagma” kavrammi tanmmlamaktadr. Calisanm, bulundugu
orgiitte kendini kistlanmug, hapsedilmis ve c¢aresiz hissetmesiyle tammlanan “Orgiitte
mahkumlagma” kavrami, kriminoloji alan yazminda mahkumlagmayr agiklamak icin One
stiriilen Yoksunluk ve Tasma Modellerinin yam swra, arastrma Oncesinde gergeklestirilen

emic ¢ahsmalardan alnan verilerle de desteklenmistir.

Aragtrmada, Orgiitte mahkumlagmaya yol acan Oncill degiskenlerin yam sira,
mahkumlagan c¢ahsanlarm deneyimledikleri bireysel ve oOrgiitsel sonuglar da ele almmustir.
Bu dogrultuda kurulan hipotezlerin test edilmesi icin, 6zel ve kamuya bagh kuruluslarda
cahsan akademisyenler, beyaz ve altm yakahlardan olusan 296 kisiik bir Orneklem
lizerinden istatistiksel analizler —gerceklestirilmistir.  Arasgtrma  neticesinde,  Yoksunluk
Modeli iizerinden hareketle tanmlanan “Orgiitsel yoksunluk” ve Tasmma Modeli iizerinden
hareketle tanmmlanan “sosyodemografik Ozellikler” Orgiitte mahkumlagmayr anlamh sekilde
yordayan Onciil degiskenler olarak tespit edilmistir. Ayrica, Orgiitte mahkumlasma yasayan
calsanlarm “Orgiitten ayrisma” yasadiklar, “Orgiite asimile” olamadiklari ve Orgiitsel
sinizme bagvurduklar1 tespit edilmig; bireysel temelde ise islerine yabancilastiklary ise
bagllklarmda ve Oznel iyi olus seviyelerinde ise diisiis oldugu tespit edimistir. Elde edilen
sonuglar neticesinde, Orgiitte mahkumlasma Ozellikle biligsel yetilerini kullanan cahsanlarm
ic kaynakh motivasyonunu saglamada Onemli bir sorun olarak ortaya konmakta ve
orgiitlerdeki yonetim politikalar1 ve uygulamalart {izerine cesit Oneriler sunulmaktadr. Bu
anlamda kavramm Orgiitsel davrams alanindaki ¢ahsmalara da yeni bir soluk kazandracag

distiniilmek tedir.

Anahtar Kelimeler: orgiitte mahkumlasma, orgiitsel yoksunluk, orgiitsel sinizm,

oznel iyi olus, ise yabancilasma, asimilasyon ve ayrisma
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1. INTRODUCTION

Various studies on organizational behaviour being conducted for many years, have
analysed several individual-oriented problems for increasing employee productivity.
Following especially the developments in Industrial Psychology, the most significant
breakthrough resulting from Howthorne studies was the fact that the subjectivation of the
employees as individuals in production process, in other words, employees’ psychological
needs as well as their physiological needs that were satisfied through material earnings such
as salary, premiums and meal expenses, had substantial effects on their work motivation.
Accordingly, as well the capacity of an employee as a “worker”, granted by the position
he/she fills, his/her capacity as an “individual’, covering his/her psychological satisfaction
such as his/her autonomy, competence and relatedness matters. Upon this transition, as a
result of many studies, it has been found out that the actions to ensure the motivation of
employees, should not only be nourished with extrinsic motivations (such as reward-
oriented and benefit-oriented ones), but also with intrinsic motivations (such as autonomy,
responsibility, development and improvement) that may satisfy psychological needs. In this
respect, that the responses to the question “what are the factors that caused you to feel
strongly motivated and enthusiastic about your job?” asked to employees by Herzberg,
while he was developing his Two-Factor Theory, are mostly consistent with psychological
needs of individuals, highlights the significance of intrinsic factors in motivation (Aamodt,
2010).

Nowadays, employees being provided with personnel trainings both for their
individual and professional development; organizing social activities such as trips,
competitions, festivals to increase the organizational commitment of employees; providing
the employees with opportunities of flexible working hours and working environments, by
way of which the employees may improve their creativity, and therefore, productivity;

involving the employees in decision-making procedures and encouraging them to take



initiatives by conferring responsibilities upon them, are some of the various
organizational policies, which organizations employ to increase the motivation of their

employees.

On the contrary, experimental studies and various researches revealed that
especially in the organizations, where the production process is carried out within inflexible
working hours and through strict practices, blue-collar employees exhibit better
performances under traditional managements, where control and surveillance are intensely
employed, and through extrinsic rewards (such as premiums, salaries etc.), and that
therefore, they are much more motivated than white-collar employees, who involve in
production process using their cognitive abilities (Cameron, Banko and Pierce, 2001). On
the other hand, it has been recognised that white-collar employees, who involve in
production process using their cognitive abilities are motivated through intrinsic
motivations such as being conferred upon autonomy and right to take initiatives rather than

extrinsic rewards (Azoulay, Graff Zivin and Manso, 2011; Baumeister, 1984).

Today, many corporate organizations, based upon the facts mentioned above, have
attempts towards satisfying employees’ autonomy-oriented psychological needs. Especially
at organizations such as Google, Microsoft, IBM etc., where creativity and cognitive
outputs have the greatest importance, the working conditions of the employees are
configured in liberal and flexible manners, completely aiming for employee needs, and free

of strict practices as much as possible.

Considering the facts mentioned above, the working conditions of academicians
working in universities, where the most of scientific and cognitive outputs are encountered,
are expected to be more open to improvements, and be flexible and liberal, on the basis of
the same idea. However, the management policies of the foundation-owned universities,
increasing in number especially in the last two decades, employed to survive in an
institutional manner in an economic competition environment, may be disappointing in

terms of such expectations. In support of this, it is considered that in a structure where the



organization determines the working conditions strictly, constantly controls and surveils its
employees, and avoids involving the employees in decision-making processes and granting
them with the right to take initiatives, the cognitive abilities may not be benefited in
developing new and original ideas, therefore, the scientific production may not move

forward out of a restricted frame.

Based on these, such conversion of the employee within the organization would be
associated with the employee’s feeling of suppression and imprisonment in the organization
he/she works. This research aims to explain this concept, which may also be defined as
confinement or prisonization in an organization, based on criminological researches that
make reference to convicted individuals, whose physical freedom are actually restricted. In
the first place, individuals’ feeling of suppression and imprisonment emerges as a
consequence of both their denial from leaving a confined physical zone, and a cognitive-
level perception originating from not being able to do things they want to do about their
jobs.

Therefore, within this research, the emphasis is on the organizational prisonization
of employees, as a new understanding, and the variables that may lead to emergence of the
concept, the individual-level and organization-level results that may arise as a consequence

of organizational prisonization are presented (See Table 1).

Table 1. Research Variables

ORGANIZATIONAL PRISONIZATION

ANTECEDENTS CONSEQUENCES

e Organizational Deprivation
e Sociodemographic Factors

Organizational Assimilation
Organizational Separation
Job Alienation

Subjective Well-Being
Organizational Cynicism
Job Involvement

Work Involvement




2. THEORETICAL BACKGROUND

In this Chapter, first, the concept of imprisonment is explained, and then
prisonization of convicted individuals, cited in criminology researches, and the results of
such researches are mentioned. With regard to those, a theoretical frame for the concept of
organizational prisonization of employees is determined, and by addressing the other

potential antecedent and consequent variables, the hypotheses are presented.
2.1 CONFINEMENT AND IMPRISONMENT

The first thing comes to mind when imprisonment is mentioned, is the event of
being dismissed from the society by the justice system, and by being sent to jail, with the
restriction of physical freedoms, when the laws and rules of a society are not abided by.
Moreover, the imprisonment process may not only mean the restriction of an individual’s
freedoms physically, but also seizing his/her autonomy or freedom to decide on his/her life
matters for a certain period or for his/her life time. In such cases, an individual, with the
obligation to assign his/her willpower to an authority, loses his/her individuality. In
essence, prisons aim to keep individuals, who are considered to be harmful for society,
apart from the society, and correct such individuals. At such a point, an individual, by
obligation, appoints the legal authority as the trustee of his/fher power to decision, or
completely waives such power. As a matter of fact, the word “mahkum” (convicted), which
is derived from Arabic Language, is defined as “obliged to, forced” and “doomed to end
with bad, unwanted consequences”, by Turkish Language Association (TDK, 2007).

Foucault (1995) mentions the existence of publicly exercised punishments and
executions until 19th century, before the method of punishing a criminal by conviction.
Foucault (1995) referring to this period before the birth of the prisons as the torture period,
quotes that during this period, anyone who was outlawed, was executed by torturing before

the public, or the convicts were forced to work on streets or on interprovincial roads,



wearing yokes, colourful costumes, and chained in their ankles, and were humiliated by the
public. However, as the severity of the punishment exceeded that of the crime, therefore led
to a humane sentiment and appreciation for the criminal, in other words, the tortured, and
as a consequence familiarized the public with the violence, which, in fact, public should
avoid from, such ceremonial and theatrical punishments were abandoned in the early 19th
century (Foucault, 1995).

Thereafter, to establish a relation between the punishment and the body, the
punishment of criminals had transformed into a process where the criminals’ freedoms
were restricted, and their rights were suspended with their bodies being used as an
instrument, through practices such as imprisonment, confinement, forced labour, hard
labour, residency restrictions, exile etc. rather than physical punishments where the body
suffers directly (Foucault, 1995). Not limited to that, in modern practice, set apart the
execution of the criminal before public, there are many practices to comfort and soothe the
criminal before his/her execution. As a matter of fact, in many of the European countries,

death penalty, which seizes an individual’s right to live, is completely abandoned.

The prisons aim to keep the criminals away from society, correct them and make
them better in an environment that is deemed proper for them, by way of authorities
planning the whole time of the criminals and seizing their autonomy to make decisions.
Foucault (1995), suggests that such a system has been achieved through a frame
surrounding hierarchical observation and normalization, in other words, standardization of

judgement for ages.

“Discipline... It ‘trains’ the moving, confused, useless multitudes of bodies and forces into
a multiplicity of individual elements. Discipline ‘makes’ individuals. It is the specific
technique of a power that regards individuals both as objects and as instruments of its
exercise.” (Foucault, 1995, p. 170)

Accordingly, in all disciplinary systems, there is the constant and hierarchical

surveillance as to the compliance with rules or whether the rules are complied with or not,



and there are standardised penal sanctions in the events of such rules are not complied with.
Foucault (1995) gives examples of such a system not only for the prisons, where only the
criminals are confined, but also for military schools, religious schools, hospitals and factory

workers:

“On entering, the companions will great one another ... on leaving they must lock up the
materials and tools they have been using and also make sure that their lamps are
extinguished... The workshop, the school, the army were subject to a whole micro-penalty
of time (latenesses, absences, interruptions- of tasks), of activity (inattention, negligence,
lack of zeal), of behaviour (impoliteness, disobedience), of speech (idle chatter, insolence),
of the body (incorrect attitudes, irregular gestures lack of cleanliness) of sexuality
(impurity, indecency). ” (Foucault, 1995, p. 178)

In that case, the imprisonment emerges upon each individual assigning his/her
individuality to an authority for a certain period through the disciplinary system it
comprises. However, researches by sociologists and psychologists show that in today's
modern society, even the inmates in prisons have attempts to gain their individuality, to
some extent.

2.2. THE CONCEPT OF PRISONIZATION

According to criminological researches, the “prisonization” resulting from the
imprisonment of individuals who have been convicted due to violating laws, is defined as
“nmate acquiring or adapting to the traditions, customs and general culture of the
penitentiary to a greater or lesser degree” by Clemmer (1940, p. 270). Clemmer (1940)
describes various universal factors that have effect on prisonization through the examples,
where the inmate adopts his/her inferior role; learns to adapt to the structure and practices
of the prison; becomes passive in satisfying his/her own needs, and assigns his/her
responsibility for self-care to prison authority, automatically. By the end of the 1950s,
Sykes (1958), extending the concept of prisonization based on Clemmer's study, suggests

that there are five different kinds of deprivation, later to be called Deprivation Model,



caused by imprisonment of the inmates, consisting of deprivation of liberty, deprivation of
goods and services, deprivation of heterosexual relations, deprivation of autonomy, and
deprivation of security.

(1) Deprivation of liberty: This concept describes the deprivation of prisoners
from their friends, relatives and families, and especially their liberty. The consequence of
this deprivation is the absence of emotional relations, the boredom and misery.

(2) Deprivation of goods and services: This deprivation describes the situation
where the inmates do not have the means to obtain material wealth in prison and to benefit
from the services with regard to this.

(3) Deprivation of heterosexual relationships: This refers to deprivation of the
inmates, who are imprisoned for long periods, from some of their sexual needs.

(4) Deprivation of autonomy: The lives of the inmates are arranged and controlled
24 hours a day. What the inmates would do, and when and how to do it, are scheduled by
the prison by the hours and the inmates do not have the right to decide for their own lives.

(5) Deprivation of security: Another problem that the inmates face in prison is the
deprivation of personal security. In cases where an inmate shares small spaces with the
others, it is known that some of the inmates may be violent and aggressive towards the
other inmates, or attempt to sexually abuse them (Adler et al., 1995; Barlow, 1993).

It is expressed that all these deprivations directly attack to the individual’s
individuality by isolating him/her from both the law-abiding society and the identity he/she
created before his/her conviction (Sykes, 1958). Sykes (1958) suggesting that such an
isolation would create a change in the perception of one's own character and self-worth,
argues that the psychological effect that such an isolation has on the convicted would be
more evident than the physical pain caused by punishment. Accordingly, Sykes (1958)
suggests that an inmate would react to this process in two ways, being alienative or
cohesive. He states that the alienative ones exhibit opposition and infidelity in their
relations with other inmates, and that they aim only to eliminate their own deprivation and
favour their own interests. He points out that these characters consist of aggressive and
“threatening ball-busters” or “rats” within the prison. On the other hand, Sykes (1958)



notes that the cohesive inmates are in an effort to relieve the pain of imprisonment by
taking advantage of group solidarity by uniting within their own social groups. He also
states that such type of inmates are also referred to as having more protection and support
in the prison, compared to alienative ones, even such protection or support is has an
unstable structure.

Similarly, Johnson (1961) concluded that the inmates share common feelings of
isolation from the society, guilt and deprivation, however, when they act individually to
provide advantages for themselves rather than harmonizing with the other inmates in prison
- such as refusing to act against prison officers or providing information for prison officers
- they are called “rats”. Since such type of mmates could not adapt to the subcultures the
other inmates form, they adapt to prison itself and its rules.

In brief, the inmates with a survival instinct would either be involved in subgroups
formed by other inmates to protect themselves in prison, and oppose the practices of the
prison as a cohesive response, or would assume the role of ‘rat” independently of such
subgroups, and by submission to the practices of the prison, assimilate to the prison, only
for protecting their own interests. As a matter of fact, this situation, called “prisonization”,
in support of Clemmer's definition, occurs due to assimilation of the inmates to the prison
culture, to greater or lesser degree (Sykes and Messinger, 1960; Thomas and Petersen,
1977; Tittle, 1972). In other words, prisonization is a situational reaction to the deprivations
arising from imprisonment (Smith and Hepburn, 1979).

Similarly, Irwin and Cressey (1962) suggest that the general system of values
spread throughout the prison would lead either to obedience of the inmates to the code and
norms of the inmates or to deviating from them. It has also been suggested that inmates
cooperating with prison officers in matters that may facilitate officers’ work, for the
privileges they would gain to satisfy their deprivation within the existing value system in
the prison, would assimilate to the expectations of the prison, and that such assimilation
would occur not only due to the conditions in the prison but also depending on the

preprison experiences the inmate imports to the prison (Clemmer, 1958; Reemer, 1937).



In support of that, in their Importation Model, Irwin and Cressey (1962) have
criticized the Deprivation Model, and suggested that the prisonization of an inmate may not
only occur due to the deprivation caused by institutional conditions. Accordingly, the
prisonization process of an inmate may not be referred to as a process that results from
structural conditions of the prison. The socialization and adaptation that an inmate would
develop against his/her imprisonment would be shaped also by the sociodemographic
factors that the individual imports. These factors that the Model suggests are summarized
as pre-prison experiences (social background, -ethnicity, educational and marital status,
social status based on professional experiences, criminal background), extra-prison contacts
(the extend to which an inmate could contact with the outside world) and the quality of
post-prison expectations - expectations from the life subsequent to release (Thomas, 1975;
Thomas and Zingraff, 1976). The effects of these factors pointed out in the Importation
Model, on the assimilation process of the inmates, have been supported by a number of
investigations (Paterline, 1999).

Both models, which are frequently compared in various criminological researches
that define prisonization and its emergence, suggest that the institutional structure is an
important determinant of the assimilation process of an inmate (Sykes, 1958; Thomas and
Zingraff, 1976). On the other hand, there are studies arguing that the Importation Model is
more comprehensive than the Deprivation Model (Cao, Zhao and Van Dine, 1997), while
there are other studies arguing that the variables introduced by the two models combined
become more comprehensive than they are individually (Paterline, 1999; Thomas, 1977b).

On the basis of this, using the concept of prisonization defined in criminology
studies and both models explaining the concept, the imprisonment of the individuals
working i today’s organizations is itroduce through the concept of organizational

prisonization.



2.3 ORGANIZATIONAL PRISONIZATION

Michel Foucault, a French philosopher and sociologist, states that employees, who
have been separated from the social environment for a long time through isolation from the
outside world are confined in their organizations (Giddens, 2000). In the Organization
Theory, Foucault explains that the physical structure of an organization is primarily based
on hierarchical order, favouring the superior-subordinate relationships, and is thus designed
to facilitate the surveillance of employees. He states that in a similar manner surveillance is
also important in prisons, and there is a structure aiming to keep the actions of the inmates
under control. Prisons in contemporary society are inspired by the main principles of the
‘Panopticon’ prisons, proposed by Jeremy Bentham, one of the social philosophers of the
19th century, for the British Government (Giddens, 2000). Panopticons consist of a
watchtower in the centre, and a chamber of cells at the outer borders. The cells have two
windows, one facing the watchtower, and the other facing outside, and by this way the
tower could watch each cell and maintains the control. Although the guards at the central
watchtower are in the sight of the prisoners, the sight of prisoners is blocked by blinds.

Highlighted by Foucault, surveillance in Panopticon prisons plays an important
role in almost every organization in contemporary societies. As the technology has made
accumulated information and communication more available in an electronic environment,
surveillance and control have gained much more importance. Lyon (1994) argues that in
today's organizations, all kinds of information about individuals may easily be accessed by
organizations and that we live in a kind of ‘surveillance society’. In that mentioned
surveillance society, every organization may turn into a kind of panopticon, using all the
means of modern technology for the surveillance of and control over its employees.
Security cabins, baffle gates and even fingerprint-based entry-exit systems to ensure that
the employees' entry and exit into the organization are recorded through staff cards by the
minutes, that the employee's ‘escape’ from the physical environment is mmpossible, and

thus, the control of the insiders and the isolation of them from the outside world; that the

10



organization can be monitored through the surveillance cameras installed at every corner,
creates a post-modern panopticon that requires not a single central watch tower.

In this sense, organizational practices based on prison surveillance would not be
the right way for the productivity of an organization due to negative effects such practices
have on the employees. Indeed, it is inevitable that the prisoners, which are confined in the
prisons without their own consent, would have hostile attitudes towards the authority that
imprison them, which justifies the excessive and direct control over prisoners (Grint, 1991;
Sabel, 1982). No doubt that a typical employee is expected to show commitment and
fidelity to the management of the corporation employing hinvher. The only way to achieve
organizational goals within a business is to establish the employee's organizational
commitment. Considering the organizations, excessive control and surveillance on the
employees would create only an ‘enemy’.

Therefore, on the basis of the prisonization of the people convicted in prisons,
employees losing their autonomy, restriction and factors that prevent professional
development, and the loss of motivation those factors cause, the negative results in
individual and organizational levels, and employees continuing to work in their
organizations mostly due to underemployment and economic difficulties, lead to the
consideration that employees may also experience prisonization in their organizations.

At this point, in order to explain the nature of organizational prisonization, two
approaches that have been used to analyse human behaviour in social sciences, being emic
and etic approaches, are used. The conceptual definitions obtained by the emic approach,
also referred to as an inductive method, are obtained by analysing conceptual schemas and
categories that are meaningful and appropriate for individuals, whose beliefs and
behaviours are the subjects of a research, and who live in a particular culture (Lett, 1990,
p.130). On the other hand, the conceptual definitions obtained by the etic approach are
explained through the schemes and categories which are meaningful and appropriate for the
scientists (Lett, 1990, p. 130); in this approach, the researcher analyses whether the concept
is appropriate for new environments or different communities, based on existing theories

and conceptual frameworks (Morris et al., 1999)
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In order to explain the concept of prisonization in organization, initially through an
emic approach, the counterpart of the concept in the organizations was determined by
surveying the employees of an organization, and the conceptual definitions and models on
the concept of prisonization in criminology were analysed through an etic approach.

The emic study based on the affection of confinement, was carried out on 66
people, and the responses obtained were evaluated through content analysis. On the other
hand, within the scope of etic approach, the variables, which may be the determinants of the
organizational prisonization were explained using the two basic models, Deprivation and
Importation Models, explaining the formation prisonization in general. Eventually, the
descriptions of the concept obtained through those models were analysed by being
supported with the findings of the emic work.

At the first stage of the emic study, interviews were conducted using survey forms
with open-ended questions. For this, two different versions of structured interview forms
were developed; one asking whether the employees feel themselves directly confined in the
organization, or not, and the other asking their opinions on the practices of the organization
(See Appendix A and Appendix B). A total of 24 face-to-face interviews were conducted
using these interview forms. In the second part of the study, a scenario containing
organizational practices that are considered to lead to the feeling of organizational
prisonization was developed, and two different versions of open-ended question forms were
attached at the end of the scenario (see Appendix C and Appendix D). The question forms
basically questioned whether the employee described in the scenario had experienced
confinement, however, in one version, the term ‘“confinement” was used directly, while in
the other it was not, and it was analysed whether the responses would refer to
“confinement”. The question forms attached to the scenario, the first being responded by
22, and the other being responded by 20 participants, were responded by 42 people.

One of the most notable findings of that study is the consistency between the
results of the interviews and results from the question forms attached to the scenario, where
the concept of confinement is not used, and the results of the other version, where the

concept of confinement is used. While a great majority of employees who describe
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confinement in face-to-face interviews used expressions such as “restriction”, “being under
pressure” and “distressed”, the responses to scenario-based surveys, similarly include
“restraint”, “frustration” and “economic obligation”. In the scenario, where the phrase
“confinement” was not used, the theme of “confinement” was mferred from the
participants’ responses, which describe the experiences of the employees, and also, in
parallel with the interviews, themes of ‘“being under pressure”, “restriction” and ‘“boredom”
were found out. Analysing the effects of these feelings at individual and institutional levels,
the common themes to frequently repeat were found to be despair, obligation and turnover
intention, in all four versions.

When the participants were asked about the organizational causes, the most
frequently repeating theme in all four versions was “oppressive management practices”. In
addition to this, other prominent themes were excessive control, deprivation of autonomy
and deprivation of support. When the participants were asked about autogenous causes of
feeling confined, the participants frequently responded that it was “economic obligations”,
“conceding” and “silence”. When the participants were asked about what alternative actions
they choose against such organizational practices that cause the feeling of confinement, it
has been seen that in all four versions the responses gathered around “despair”, while the
responses like “silence”, “conceding” and ‘“normalization”, as well as “turnover intention”,
“individual or collective actions” to change existing conditions were frequent.

The theme, "oppressive management practices”, which was one of the responses to
the organizational causes of confinement, supports Sykes’ Model of Deprivation, which
reports that prisonization is the result of deprivations due to oppressive organizational
practices. Likewise, the reactions emerging due to the prisonization that Sykes suggests, -
cohesive and alienative reactions - were found to be consistent with responses, “individual
and collective actions” or “silence and conceding”. On the other hand, the quality of post-
prison life expectation, which, according to the Importation Model, has an effect on the
emergence of prisonization, is considered to reflect potential economic difficulties that an
employee would face upon quitting their current organization, is consistent with responses,

being “economic obligations” and “despair”. On the basis of these responses, the
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prisonization of an employee, considering the definitions in criminological researches, may
be described as an employee feeling restricted, oppressed, desperate and confined, due to
restrains and deprivation caused by the organization, and in connection with this, keeping
silent or trying to change the situation by taking different actions.

Foucault and Weber considered the fact that especially the workers, working in
assembly lines of large factories under strict hierarchical order would not be able to focus
on the work, therefore argued that surveillance and control were the best way for the
efficient operation of organizations (Giddens, 2000). However, excessive surveillance and
control led worker to anger and rage after some time. On the other hand, several researchers
pointed out that employees who work in the factories, following a routine workflow in a
monotonous working environment have more dissatisfaction when compared to those who
have jobs that require creativity and mental productivity (Erkal, 1999; Shepard, 1971). The
basic idea here is based on the assumption that employees have more autonomy and control
in a dynamic work where creativity, and therefore, cognitive processes are actively used.
As a matter of fact, those who produce using their intellect, are expected to be more
independent and autonomous in their job-related decisions, since they do not work a
mechanical environment similar to that of workers in an assembly line. In fact, it can be
said that it is this autonomy that saves these individuals from the negative emotion
experienced by those who do monotonous jobs.

From this point, for individuals who actively use cognitive skills and produce with
their creativity, any organization that seizes autonomy, imposes excessive control and
surveillance, and physically removes them from the outside world would transform into a
prison, as described by Foucault, and the intellectual worker in such an environment, would
be prisonized and imprisoned as much as any mechanical worker would be. As a matter of

fact, such a working environment will not be consistent with the nature of the work.

At this point, on the basis of the employee's feeling on confinement in the
organization; organizational prisonization can be defined as the feeling of despair of an

employee who uses cognitive skills, against restriction of liberty and autonomy, and not
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being able develop himselffherself professionally, and due to his or her economic

obligations.

The prisonization starting with the imprisonment of an individual, is
criminologically defined as assimilation of the convicted to the prison culture to a greater
or lesser degree. However, unlike this definition, it is considered that the prisonization of
the employee does not start immediately upon being admitted but develops over time as the
number of experiences and deprivation within the organization, increase. No doubt that no
individual would enter an organization, which he or she is admitted through a legal and
psychological agreement, but would only be prisonized due to deprivation experiences.
From this point of view, the concepts of assimilation and separation described in the
criminological prisonization are considered to be the reactions that can occur as a result of

the prisonization of the employee.
2.4. ANTECEDENTS OF ORGANIZATIONAL PRISONIZATION

On the basis of the information on prisonization in the criminological researches,
the organizational and individual factors leading to the prisonization of employees will be
explained through two basic models, (Deprivation and Importation Models) which are the

determinants of the concept.

It is considered that four of the five types of deprivation in the Deprivation Model,
which lead to the emergence of prisonization, could be applied also to employees and used
as an indicator of oppressive organizational practices, where there is excessive control. As a
matter of fact, criminological researches also report that the higher the level of oppression
of the prison, the higher the degree of prisonization (Simith and Hepburn, 1979; Thomas
and Zingraff, 1976). On the other hand, on the basis of Importation Model, which states
that the factors that cause this process would not only be shaped by organizational structure
but also by sociodemographic factors of prisoners, it is considered that the
sociodemographic factors of employees can have effect on the level of prisonization

experienced within the organization.
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In support of this, the two models combined are better in explaining the concept of
prisonization (Paterline, 1999; Thomas, 1977b). From this point, the factors that lead to
organizational prisonization consist of four out of five dimensions of Deprivation Model,
representing ‘organizational deprivation’, and three dimensions of Importation Model,

representing ‘sociodemographic factors’.
2.4.1 Organizational Deprivation

I. Deprivation of liberty: Restriction of the employee's time and spatial liberty. The
fact that employees are not allowed to be in any place outside the organization within the
fixed working hours by surveillance and controlling the entrance and exit times to the
organization, can be an example for the typical organizational practices where liberty is

restricted.

I. Deprivation of goods and services: Absence of the financial support, materials
and resources required for the employees’ professional development, the extent to which
the employee can create a network which supports his/her career development during
his/her professional life (membership of a professional chamber, association or foundation)
will be the indicators of how much he/she has deprivation of resources and support. For
example, academicians with the opportunity of being granted permission, payment,
premium etc. to attend scientific conferences for their academic development will have

lower levels of deprivation of goods and services.

I1l. Deprivation of heterosexual relationship: In criminological studies, this
dimension is described as the deprivation of an active sexual life inmates experience.
However, neither in the studies regarding the policies of today’s modern organisations nor
in the emic study conducted within this research, a response or finding regarding
deprivation of heterosexual relationship was found. Therefore, this dimension was not

included in organizational policies that trigger prisonization.

16



IV. Deprivation of autonomy: This dimension refers to employees having no
control on the job-related decisions which they need to take, in other words, they have no
opportunity to take initiatives while they are performing their jobs and cannot get involved

in decision-making processes directly related to their job.

V. Deprivation of security: This can be described as employees having no
employment security. In other words, in any case of non-compliance with the rules and
norms of the organization, any employee may face penal sanctions (pay cuts, disciplinary
investigation, disciplinary punishment etc.) and/or the organization may fire them.
Employees who have worries about not having an employment security will have higher
levels of compliance with the rules and norms of the organization due to the threat and

insecurity.
Then;

Hypothesis 1: The level of deprivation experienced by the employee due to the

organization’s practices, predicts the organizational prisonization of the employee.
2.4.2. Sociodemographic Factors

In the Importation Model, which was developed after the Deprivation Model
describing the concept of prisonization in criminological studies, suggests that the
sociodemographic factors the individuals import to their imprisonment are also the
determinants of prisonization (Irwin and Cressey, 1962). According to the Importation
Model, it is considered that the individual factors leading to the prisonization could also be

observed in the prisonization experienced by the employees in an organization.

From the point of Importation Model, demographic characteristics of the
employee’s he/she brings into the organization before he/she experiences prisonization
explained through pre-prison experiences; employee’s level of contact with his/her social

life out of the organization explained through extra-prison contact; and emploee’s future
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expectations in a case of leaving the current organization he/she work in explained through

the quality of post-prison expectation , may have an effect on the levels of prisonization.

I.  Demographic Factors (pre-prison experiences): It is known that
sociodemographic factors such as age, gender, marital status, educational status, period of
working etc. have effects on emergence of prisonization. It is considered that there may be
significant  differences in the levels of organizational prisonization depending on the
demographic factors suggested by the Importation Model. For example, it can be
considered that an employee will feel less prisonization based on the assumption that his or
her skills for coping with problems caused by organizational deprivation will improve as

he/she ages, or he/she will ignore these problems as he/she has less carrier expectations.

On the other hand, the responsiilitics of being a ‘breadwinner’ and being ‘a
family man’ posed to men by the society, may make an implication that male employees
will be more prisonized than the female ones. Therefore, it is considered that male
employees will be more prisonized and desperate than the female ones as they will not be
able to quit their organization due to their responsibilities. Because of the similar reasons, it
is considered that the married employees are more likely experience prisonization than the

single ones due to their responsibilities for their families.

Finally, it is stated that the less the confinement is experienced, the less the
prisonization will be experienced (Thomas, 1977b). Similarly, it is considered that
employees working in the organization for long time, will have higher levels of
prisonization than the other employees as they are more expose to the organizational

policies creating deprivation.
Then;

Hypothesis 2: Organizational prisonization level of employees varies

depending on the employee’s demographic factors.
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Il. Non-organization contact (extra-prison contact): It can be described as the
problems caused by the decrease in the time an employee spends with his or her family, not
being able to spend quality time with them because of the physical and mental exhaustion
due to the organizational policies. In the responses to the emic study conducted within this
research, within the theme of family-work conflict, it was observed that participants
reported that they are stranded between their responsibilities for their families and their
jobs, and they could not spare time for their social life as well as for their family. Some of
the participants being asked how their confinement affected them and their jobs, responded

as follows:

“I believe that I can’tdo my job efficiently. I believe that it reduces my efficiency, inhibits
my social life, and reduces of my job satisfaction” (Female, 32)

“I don’t knowwhy but I feel so exhausted as if I carried 10 or 20 tones of loads when I
leave from here. Therefore, in my social life now I see very few friends. | have a minimum
number of activities in cinemas, cafés or concerts. The reason for that is not economy but
completely my exhaustion. It might sound funny but I don’t have much time to sleep. It
causes a panic and I say ‘Oh God, my bedtime, I should sleep, I should go to bed’”
(Female, 32)

“I feel guilty. Against my child, my family. | have to be here. | feel guilty, when I cannot be
with my family when something happens about my child or my husband, my siblings or my
mother. | feel a missing part in me. (Female, 39)

Therefore, it is considered that the employee can not benefit sufficiently from the
social support systems (family, friends, etc.) of his/her private life as a side effect caused by
organizational practices, may come out as a variable that intensify the organizational

prisonization.

I1l. Future expectations (the quality of post-prison expectation): It is about how

high the quality of future expectations is, in case of the employee resign from his/or current
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organization. Participants who felt themselves “confined” in the emic study, were found to
express oftenly, under the theme of “economic obligation”, if they resign from the current
organization, they would not have a better alternative and would face financial difficulties
and that they could not quit their current jobs. On the other hand, it is seen that a large
majority of participants who responded under the theme "turnover intention”, reported more
individual/collective action options (such as an attempt to change existing conditions, etc.)

than those who emphasize economic obligation. Then;

Hypothesis 3: The sociodemographic factors of the employees (non-
organization contact and future expectations) predict the level of organizational

prisonization.

2.5. CONSEQUENCES OF ORGANIZATIONAL PRISONIZATION

2.5.1. ‘Assimilation’ and ‘Separation’ as Prisonization Reactions

On the basis of the definition of prisonization as a response to imprisonment
(Smith and Hepburn, 1979), it can also be expressed that assimilation mentioned in
organizational prisonization context has emerged as a situational reaction to deprivations
related to organizational practices. At this point, the examination and definition of
assimilation in a conceptual way gain importance in the name of understanding this given

situational reaction.

The concept of adaptation, which is frequently encountered in the intercultural
psychology literature, explains the relationship between culture and human behavior and
the ways in which individuals react to cultural influences and expectations (Berry et al,
1992). The studies in this field analyze how individuals shape their behavior when they
enter a new culture different from their own cultural environment, and this adaptation
process is basically called "acculturation”. Berry (1997) defines acculturation as the

cultural change experienced by individuals who transition from their own cultural
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environment to a different one, and defines the psychological changes experienced by

individuals as psychological acculturation and adaptation.

In the first half of the 1900s, the definition of the concept of acculturation reflects
changes in the original culture patterns of two groups mutually, in the cases of direct
contacts of groups of individuals from different cultures (Redfield, Linton and Herskovits,
1936, p.149). The classical definition of acculturation in which mutual change is
emphasized, although in principle it is neutral, in practice, points out that one group will
change more than the other (Berry, 1997). It is also stated that the change that takes place
on the basis of acculturation is related not only to the adaptation skills of foreigners, but
also to the extent to which dominant culture fulfil its responsibilities of being openness
(Giilnar, 2011).

Classifications of acculturation attitudes are wusually based on two main
dimensions: (1) cultural maintenance - the extent to which cultural minorities have the
desire to maintain their identities, (2) contact and participation- the extent to which cultural
minorities have the desire to assimilate (Berry, 1997; Van De Vijver and Phalet, 2004).
Through these dimensions, Berry (1997) suggested that acculturation attitudes can be
categorized under four alternative strategies. Accordingly, that the minority group does not
want to maintain the elements of its own cultural identities and wants to interact with the
main culture, defines the strategy of assimilation. On the other hand, it is defined as a
separation strategy, in which the minority group wants to maintain its own values by
embracing the original cultural identity and rejects the interaction with the dominant culture
it has entered. The efforts of the minority group member to maintain both their own cultural
identity and to interact with the dominant culture will reveal the integration strategy as a
result of the merge of the two different cultures. The integration strategy seems to be the
most positive and constructive among other acculturation attitudes. However, in the cases
the dominant culture is inclusive and open, and the integration is freely chosen by the
minority group, a cultural diversity based on the living of people of cultural differences

with equal rights can be mentioned. If the minority individual, who is forcibly retained
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from his/her cultural heritage, is isolated and discriminated by the dominant culture, then
the individual will want neither to maintain his/ner cultural identity nor to interact with the

dominant group culture, which is considered as a strategy of marginalization.

The individual's reaction to the prisonization process was previously described by
Sykes (1958) on two alternatives, being alienative and cohesive. This response to survival
is shaped by the degree to which the inmate is assimilated to prison. The alienative inmates
try to protect their own interest by obeying the rules and practices of the prison, while the
cohesive ones are separated from the prison by creating their own subgroups and are
assimilated to the cultures of those subgroups. At this point, it can be said that the
adaptation strategies occuring due to prisonization are based on the assimilation of

alienative inmates to the prison, and the separation of the cohesive ones from the prison.

The alienative reactions of prisoners using the assimilation strategy refer to
separation from the other groups of inmates, and assimilation to the prison. On the other
hand, the prisoners with cohesive reactions are separated from the organizational structure
by adapting to therr subcultures. Sykes (1958) states that although both of the prisoners’
responses are obligatory to survive in the prison environment, they may harm the inmates.
As a matter of fact, both groups are separated from each other while being assimilated to
one side. While losing the advantages, the institutional culture or the prisoner subculture of
the groups they are separating from, they have to accept the rules and norms of the group

they are assimilated, to survive.

In that case, it can be argued that the employees who have been prisonized in the
organization, are assimilated by adapting to the organizational culture, practices and
policies while by adapting to the rules and norms of the subgroups created or been joined in
by themselves, are separated. In the emic research conducted for this study, participant
employees who have been prisonized in their organizations have expressed their reaction to
the situation they are in and their alternative mobility actions as conceding and helplessness

in a passive way, or as individual and/or collective action in an active way. So, these
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responses of the participants in terms of their alternative actions for prisonization may be a

preliminary support for this hypothesis.

Hypothesis 4: Organizational prisonization level of employees predicts the

level of organizational assimilation.

Hypothesis 5: Organizational prisonization level of employees predicts the

level of organizational separation.
2.5.2. Job Alienation

The concept of alienation first came to light with the description of Hegel. Hegel
explains that consciousness exists only through the reflection of the object, and that this
reflection process is the consciousness expressing itself. The expression of consciousness
also means its externalization; which Hegel defines as alienation (Redding, 2017). In this
sense, Hegel's concept of alienation is a positive process that allows the individual to exist

and liberate himself/herself.

Inspired by Hegel, Marx deals with alienation from a different viewpoint within
the capitalist system. Marx observed the early years of capitalism with industrial
development in Europe and placed the economy on the basis of a model of society he
created. It refers that the economic system transforms a portion of the society into
capitalists by holding plants and businesses, producing goods and selling at higher prices
than production costs (Macionis, 2013). The work force that ensures the production is the
proletariat that sells his/her service for a fee. Marx tells us that the capitalists would pay
workers lower for higher profits and it is inevitable that the higher demands of the both side
will lead to conflict between them. Ultimately, this process is seen as the natural result of
capitalism and ends only with the end of capitalism (Marx, 1964, orj.1844).

According to Marx's comment, for capitalists, workers are not more than the work
force that is recruited or dismissed by the employer's initiative. The technological

developments that people make in order to gain more power, ironically create a society
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where the the man-power is replaced by machines and computers, and the workforce is
weakened (Macionis, 2013). Within the mechanizing order, the perception that the
workforce is easily changeable and indispensable arises. Marx tells that this situation
causes the worker to feel more dissatisfied and inadequate about the work he has done, and
defines this 'experience of suffering due to weakness and isolation’, as alienation (Macionis,
2013).

Marx describes four ways in which capitalism alienates the worker (Macionis,
2013):

(1) Alienation from work: Individuals have the aim of meeting their basic needs
and actualizing themselves by improving their existing potentials. The capitalist order,
however, organizes a routine work, based on repetition, that seizes the worker's control
over the work. In this process, with the work losing its basic purpose, it also loses its

meaningfulness for the individual, and the individual becomes alienated from work.

(2) Alienation from the product: From Hegel’s point of view, the worker exists by
transferring his/her labour to the object he produces, but he does not own the product
he/she is working to produce. The product belongs to the capitalist who will sell it for
profit. In other words, the product he/she produces by adding its own labour is not his/hers;

the worker moves away from his/her product and therefore from his/her labour.

(3) Alienation from co-workers: The capitalist order, by its nature, will encourage
competition but not cooperation among people. This environment will not allow workers to

develop social ties and will cause a worker to become alienated from his/her co-workers.

(4) Self estrangement: Marx, who states that the worker is alienated from his/her

own human potential in the course of his/her work, and states this as follows:

“...he does not fulfil himselfin his work but denies himself, has a feeling of misery rather
than well-being, does not develop freely his mental and physical energies but is physically
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exhausted and mentally debased. The worker therefore feels himself at home only during

his leisure time, whereas at work he feels homeless” (Marx, 1964, orj.1844, p.125)

Weber is another name that agrees with Marx in that modern society will produce
alienation. While Marx reported that people’'s economic inequalities would lead to
alienation, Weber found strict rules and practices of the bureaucracy guilty (Macionis,
2013). An organization that tries to regulate and control the entire flow with a system that
records its employees as registry numbers and ignores their individuality will ultimately
lead to the loss of the individual's humanity. Weber expresses in this context that he is
concerned that modern society will transform human into a lost robotic soul (Macionis,
2013).

Durkheim is another social philosopher, even though he does not use the same
term for alienation, whose ideas can be comprehended through the concept of 'anomie’,
(Aron, 2000; Macionis, 2013). According to Durkheim, the social division of labor
constitutes the source of order in contemporary societies. The social division labor is
assessed in two different developmental stages: 'Mechanical solidarity’ based on the
similarities of the undifferentiated individuals who have adopted the same values and
beliefs in pre-industrialization societies, and 'Organic solidarity’ (Aron, 2000; Macionis,
2013), based on the individuality through differentiation in modern societies in which each
individual functions individually. However, Durkheim mentions even in modern societies
where organic solidarity exists, there should be a common consciousness formed by
common Vvalues adopted by individuals, and that this common consciousness prevents the
dissolution of society (Aron, 2000). That common consciousness covers a justice based
principle that every individual has a place depending on their abilities and liking. Indeed,
the concept of anomie, which is defined by the absence or disintegration of rules, is
influenced by economic crises, worker-labor conflicts or violence in individual demands,

and also opens the way to alienation in contemporary modern societies (Aron, 2000).

The development of the industrialization initiates a period in the following years

when researchers are particularly interested in the alienation of the employee. The five
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alternative dimensions Seeman (1959) describes in this point about alienation have an

important place in defining the alienation of the worker in modern societies:

(@) Powerlessness; it is explained that the person is deprived of control and
surveillance in all the social processes related to hinvher and it makes hinvher feel

powerless. The employee has no control over the tasks and activities.

(b) Meaninglessness; the employee is feeling the lack of influence and
contribution to the production process and therefore finding his/her role in the process

meaningless.

(c) Normlessness; based on Durkheim's concept of anomie, is the expectation that
the social norms governing the behavior of individuals are ineffective and that the desired

goals can be achieved through socially unapproved behaviors.

(d) Isolation; the individual attributes a low value to the highly valued aims and
beliefs of the group in which he/she is involved in, and accordingly can not identify
himself/herself with the organization (Mottaz, 1981).

(e) Self estrangement; the loss of the internal meaning that the individual imposes

on his/her work, the loss of expectation of being rewarded in future or self-actualization.

Aiken and Hage (1966) described the job alienation as a disappointment that an
individual experiences as he/she can not achieve career and professional development and

professional norms.

According to Bonjean and Grimes (1970), alienation is the actions and experiences
that cause the failure of one to feel as a whole and separation from his /her own
consciousness. According to Patrick (1984), it is a decrease in the sense of control and
independence that one perceives on his/her job. In another study, alienation is a low level of
adaptation in social relations and common values, or isolation and high-level distance from

one person or group of people in a community or working environment (Ankony and
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Kelley, 1999). Hirschfeld and Feild (2000) define job alienation as simply not being

interested in work.

In Turkish literature, various factors that may lead to job alienation are mentioned.
It is said that the employee being prevented from controlling his or her work or labour,
leads to the prevention from expression himselffherself due to the problems of close
surveillance and authority, and it indirectly leads to the organizational problems as well as
the employee's alienation from his/her career goals, ability to develop creative skills, and
finally job alienation (Tutar, 2010; Ozbek, 2011). Halagoglu (2008) reported that the
inability of the individual to adapt to the cultures of the community in which he/she was
working led to job alienation in time. Alienation, which likewise reflects the sense of
separation from one's work, environment, or self, it is also evaluated as an alienation from
the organizations, oneself, values, the social formation and organizations on an individual
basis (Simsek et al, 2006). That the cultural and ethical characteristics of the organization
and the individual values, ideals and desires that are not compatible with each other can

cause alienation in the individual (Sulu, Ceylan and Kaynak, 2010).

Increasing perceived authority in the bureaucratic environment (Bonjean and
Grimes, 1970), and not being valued by the organization (Jefferson, 1990) as well as
conflicts caused by unclear roles within the organization (Michaels et al. 1996) have also
been identified among antecedents of job alienation. In addition, the decrease in
commitment of employees on their organizations (Agarwal, 1993; Hirschfeld and Feild,
2000, Ramaswami et al., 1993), the lack of support from the leaders of organization (Banai
and Reisel, 2007), and the decrease in job satisfaction (Fusillo, 1994; Hirschfeld, 2002) are
among the factors that cause job alienation.

2.5.3. Organizational Prisonization and Job Alienation

In the majority of criminological studies on prisonization, significant relations
between alienation and prisonization have been determined; and it is reported that

alienation is one of the determinants of assilimiation caused by prisonization (Guenther,
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1978; Hyman, 1977; Neal, Snyder and Balogh, 1974 cited in Paterline, 1999; Smitt and
Hepburn, 1979; Thomas, 1975; Thomas and Poole, 1975; Thomas and Zingraff, 1976;
Thomas, 1977a). Almost all of the studies have focused on the 'powerlessness’ dimension
(one lacking control in all social processes related to oneself), one of the five dimensions
that Seeman (1959) dewveloped on alienation to describe and measure alienation, and
reported that it relates to inmate population more as it reflects the general feelings of
despair of inmates, who obey the power (Smitt and Hepburn, 1979; Thomas and Zingraff,
1976; Thomas, 1975). In these studies, it was also stated that the powerlessness,

representing alienation, had an important decisive role in explaining the prisonization.

However, in another view, it is mentioned that the alienation of inmates is directly
related with the oppressive nature of the prison (Bigelow and Driscoll, 1963; Thomas,
1975; Thomas and Poole, 1975; Thomas and Zingraff, 1976). Alienation, mentioned at this
point, is largely defined as a structurally-generated alienation in the environmental context,
rather than a general alienation that the individual experiences on the basis of
powerlessness. Thomas and Zingraff (1976), who call the inmate’s alienation process
"structurally-generated” according to the oppressive circumstances of prison, state that this
concept should be separated from the concept of alienation, being defined in the studies on
non-prison organizations. They report that the structurally-generated alienation reflects the
direct reaction given in the current organizational environment, that is, in this case, the
inmate reacts with less obedience to the norms and rules of the organization. The stricter
the surveillance on prisoners is, the less likely the attitudes and behavior of inmates will be
cooperative at that point, and the level of structurally-generated alienation of inmates will

increase due to the increase in oppression (Smith and Hepburn, 1979).

On the other hand, it is also reported that the structurally-generated alienation
assessed in the environmental context has an influence on the prisonization, as well as
interacting with the general state of alienation measured by powerlessness, that is, the
inmate alienated from prison rules and norms, will unavoidably experience alienation based

on powerlessness on the basis of imprisonment (Thomas and Zingraff, 1976). It is stated
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that the alienation from the organizational structure can also trigger the alienation of the
individual and that this finding is also supported by the studies in other organizations
(Aiken and Hage, 1966; Bonjean and Grimes, 1970; Miller, 1967).

From this point of view, the relationship between the employee's prisonization in
the organization and his/her job alienation can be reassessed separately from the alienation
experienced by the inmates. It is highly anticipated that it is natural for humans to
experience alienation due to the feeling of powerlessness in an institution where they are
actually imprisoned; because the duty of the inmate imprisoned without his/her consent is
not to serve faithfully to the institution he is punished in and to serve the institution's
development but rather to survive only until the punishment finishes. However, considering
that the individual working in an organization started to work with his/her own will at the
beginning, and he/she intends to serve for the development of the organization with
commitment, the alienation of the employee can only emerge after he/she has been
"prisonized” in the organization. An employee who is not satisfied with the current
organizational policies and experiences deprivation, will be prisonized only through
economic obligations as long as he/she remains in the organization for the continuation of
his/her professional life and the necessity of earning money. The employee who is now the

‘prisonized’ will be alienated from the job because of this process.

In other words, it is thought that the employees will experience prisonization in
their professional lives because they will have to continue to work in their current
organizations, with the influence of their deprivations due to organizational practices and
the sociodemographic factors they import. This situation is thought to lead to the loss of the
meaning that the individual attributes to his work, and eventually to alienation from the job.

Hypothesis 6: Organizational prisonization level of employees predicts the

level of job alienation.
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2.5.4. Subjective Well-Being

The concept of subjective well-being, its antecedents and its relations with other
psychology-based concepts have been studied in many researches in the last century.
Wilson (1967) performed the first extensive study on the subjective well-being of the
individual and identified subjective well-being with the concept of "happiness.” On the
other hand, Diener (1984) states that the concept of well-being is explained by of
philosophers and social sciences from different perspectives and viewpoints, and

definitions of concepts of well-being or happiness can be examined in three categories.

In the first category, the concept of well-being or happiness is not considered as an
individual based or subjective outcome. On the contrary, well-being is explained through
non-individual criterion such as virtue and divinity. For example, Kraut (2014) explains
that Aristotle's term "eudamonia”, which is associated with the concept of happiness,
essentially means 'to live well: When word is divided into two parts as root "eu” means
"good”, while "daimon™ means divinity or spirit. So being 'eudaimon’ means living in a way
that is referred to as good. Therefore, the concept of happiness has not been suggested as a
mental product of the individual in this context. The criteria for achieving good living are
independent of the individual and subjective judgments; it is defined by the standards in the

value scheme of an external observer (Diener, 1984).

In the second category, social scientists question what is it that drives people to
explain their experiences in positive terms. Within these definitions, the important point is
the standards required for life satisfaction and for the individual to define his/her life well.
For example, Shin and Johnson (1978) report that happiness emerges as a result of
individuals evaluating the quality of their life according to the criteria of their own choice.
Unlike the definitions in the first category, the individual has his/her own subjective
assessments of well-being. It is seen that the definitions made at this point, associate well-

being with life satisfaction.

The final category reveals that well-being or happiness occurs due to the
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imndividual’s positive emotional experiences, or occurs depending on the individual’s
tendency to positive emotions in his/her life regardless of whether he/she has such
emotional experiences. This definition is closer to the definition of happiness or well-being
used in daily life.

On the other hand, Wilson (1967, p.302), in his propositions explaining well-being
through individual differences, suggests that (a) “satisfaction of needs leads happiness,
unsatisfied needs, on the other hand, lead to misery”, (b) satisfaction levels of needs
depends on such factors as one's past experiences, comparison to others, personal values
etc. However, although Wilson (1967) tries to determine which needs were critically
important for subjective well-being, he refers to few studies to point his second proposition.
This is also the trigger for subsequent studies to determine other factors and variables

affecting subjective well-being (Diener, Suh, Lucas and Smith,1999).

For example, Wilson (1967) stated that the antecedents of the concept are mainly
demographic factors that include variables such as income, educational status, profession,
marital status, and age. However, Diener etal. (1999), evaluating the past 30 years of
subjective well-being researches, have reported that demographic factors can not be
considered as the antecedents of subjective well-being alone, and personal characteristics
and various psychological processes may have effect on these relationships as mediating
variables. In the same study, it is emphasized that it would be meaningless to try to explain
happiness with a single variable, besides the personal characteristics, the culture where the
individual lives in, the cognitive evaluations of the individual, the objectives, resources and

value systems should be included in this process.

For Andrews and Whitey (1976), subjective well-being is a three-dimensional
concept consisting of positive emotions, negative emotions and life satisfaction of an
individual. Diener et al. (1985) redefined this three-dimensional subjective well-being into
a two-dimensional structure; an emotional dimension consisting of positive and negative

emotions, and a cognitive dimension consisting of life satisfaction.
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In conclusion, although researchers and theoreticians have different and various
definitions of subjective well-being, the definition of Diener etal (1985, 1999) as
individuals’ cognitive and emotional evaluations of their lives, is frequently used and

accepted among the researchers studying the concept.

The emotional dimension in this definition represents the positive and negative
emotional states (frustrated, frightened, nervous, excited etc.) that an individual experiences
in his or her life. The cognitive dimension represents the general judgment of one's life
satisfaction, achieved by comparing the individual's living conditions to the standard of
living he/she thinks is ideal for him/her. At this point, the level of life satisfaction of the
individual will depend on the result obtained by comparing his or her individual standards
with the current situation. Another point that Diener et.al. (1985, 1999) especially point out
is that in this cognitive evaluation by the individual, the standards which his/her conditions
are compared with, are formed not by an external factor but by the individual's own
subjective judgments. As a matter of fact, each individual will differently value certain
standards for their own lives (health, reputation, profit etc.) and this difference will give

them the satisfaction levels formed by their subjective judgments.
2.5.5. Organizational Prisonization and Subjective Well-Being

Vredenburgh (1979) researched the determinant variables of life satisfaction in a
study he repeated every other year. It is shown in this study that job satisfaction has a

decisive role on the general life satisfaction of the person.

In another study on the determinants of life satisfactions of individuals (Mellor et
al., 2008), especially the belonging needs of individuals were emphasized. In the study, it
was also found that the unsatisfied need for belonging, which was explained by social
isolation, alienation and misery, has a direct negative effect on the life satisfaction of

individuals.
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Therefore, prisonization is thought to have a negative effect on employee’s
emotional and cognitive evaluations for his/her own life satisfaction, that is, subjective

well-being.
Accordingly;

Hypothesis 7: Organizational prisonization level of employees predicts the

level of subjective well-being.
2.5.6 Organizational Cynicism

Cynicism, defined as a way of life and a school of thought in the Ancient Greece,
is derived from the word ‘“kyon” (dog) in Greek. The students who studied in the
philosophy schools that appeared in the Plato Academy, which was formed in a town
named Kynosarges, near Athens around 400 BC, were also named the Kynik (Cynics). The
Cynics argued that the natural entity of human life is the individual, and that institutions,
organizations, religions and governments are unnatural and unnecessary (Dean, Brandes
and Dharwadkar, 1998). According to More (1923), the Cynics, from the beginning,
advocated a philosophy of life suggesting that social traditions are not natural and should
be avoided as much as possible, the only way for a good life is individual’s independence

and self-sufficiency. In this sense they reject all social standards.

Over the centuries, the term ‘Cynics’ has been distinguished from ancient Greek
teachings, and being occasionally used in a similar context, often used in the sense of
‘Cynicism’. According to this, cynicism reflects the general attitude of those who do not
believe in the decency or respectability of human motives and actions and express it in a

cynic or sarcastic way (Dean, Brandes and Dharwadkar, 1998).

Cynicism as a personal characteristic, has appeared for the first time in a hostility
subscale, developed by Cook and Medley (1954), in the Minnesotta Multiphasic
Personality Inventory (MMPI) that expresses the hostile attitudes. There, it is expressed
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that individuals with cynical personality see other people egocentric and reckless, therefore,

do not trust others in their social relations, and tend to protect themselves.

Kanter and Mirvis (1989) argue that increase in the population of workers in the
early years of industrialization in the American society by the twentieth century, and the
failure of modern organizations fulfill their promises to improve the standards of the
working life of employees, has led to the birth of organizational/social cynicism. In
addition, Andersson (1996) notes that an individual may have cynical attitudes towards the
business organization in general, company managers or other objects in the workplace, and
that the employee’s cynicism includes negative feelings despising, feeling anger and

hopelessness for these three targets.

According to Dean et al. (1998), who reconsidered the concept of cynicism in
order to make its content more meaningful, organizational cynicism is the negative attitude
that an individual has against his/fher organization. These attitudes emerge in three

dimensions as belief, emotion and behavior:

(1) Belief represents the one’s belief that his/her organization lacks honesty.
Honesty is defined in relation to concepts such as virtue, truth, fair treatment, and sincerity.
According to this, the employee who acts cynically in the belief dimension, believes that
the organization practices lack such values and that the organization, giving priority to its

own interests, is unprincipled and unscrupulous.

(2) Emotion represents the negative emotions that an individual has for his/her
organization. While Dean et. al. explain the emotional dimension of cynical attitudes, they
have moved from the basic feelings of confusion, fear, interest, excitement, disgust, anger
and embarrassment. According to this, employees with cynical attitudes could experience
the feeling of despise, anger, stress, disgust and embarrassment towards their organization.
As a result, it is stated that organizational cynicism has led to a wide variety of negative

emotions.
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(3) Behavior represents the individual’s tendency to exhibit detrimental and
degrading behaviors toward the organization, consistent with his/her beliefs and feelings.
Such behaviors may be manifested in the form of direct expression of dishonest, insincere
and unprincipled organization practices, and it may also be expressed implicitly through

jokes consisting of sub messages.
2.5.7 Organizational Prisonization and Organizational Cynicism

Nowadays when the effect of employee behaviors on organizational productivity
gains importance, various studies research about the antecedents and the consequences of

employees’ cynicism towards organization have begun to gain importance as well.

In their study, Andersson and Bateman (1997) reported that employee cynicism
had a negative effect on organizational performance and organizational citizenship
behavior. Chiaburu etal. (2013) have examined the antecedents and consequences of
organizational cynicism in a meta-analysis study conducted with the keyword ‘“cynicism”,
by scanning 187 articles, book chapters, and some unpublished reports from various
databases. According to the study, employees’ cynical attitudes towards the organization,
negatively influence their organizational commitment, job performance and job satisfaction

and increase their turnover intention.

Since organizational cynicism has negative consequences for the employee, both
at individual and organizational levels, researches on the antecedents thereof are important
for the organizations to carry out necessary interventions and take precautions in this
context. In the meta-analysis study of Chiaburu et al. (2013), it was mentioned that the
positive and negative emotional states of the individuals influence organizational cynicism
behavior. It was also mentioned that the individuals with higher positive emotional state are
more likely to focus on positive situations in the working environment and thus tend to
show less cynicism than those with higher negative emotional state. On the other hand,
employees having a low level of perceived organizational support and of organizational

justice tend to be more likely to show cynicism towards their organizations. In the same
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meta-analysis study, it was mentioned that the employees who thought that the
psychological contract they had established with the employer was violated were also more
likely to show organizational cynicism, and that the negative perception of organizational

policies would also lead to organizational cynicism.

At this point, it may be possible to evaluate the prisonization experienced by the
employee as an antecedent of negative attitudes towards the organization. Because the
employee's prisonization and despair due to deprivation of liberty, autonomy, service and
security will direct the employee to seek for a reaction. It is thought that seeking such
reactions will include cynical and negative statements in response to the organizational
deprivations, as well as negative attitudes, that is, organizational cynicism, in the

dimensions belief, emotion and behavior.

Hypothesis 8: Organizational prisonization level of employees predicts the

level of organizational cynicism.
2.5.8 Job Involvement and Work Involvement

Although the concept of job involvement was first described by Lodahl and Kejner
(1965), this concept is encountered in previous studies in the literature with different
names. While Allport (1941) describes an individual’s job mvolvement with a motivation
to achieve status as ego-involvement; French and Kahn (1962) point out that ego-involved
performance emerges when the employees center their own performance on their job.
Gurin, Veroff, and Feld (1960) similarly express personal involvement in job relates to the
extent to which an individual can express himself or herself in his/her job. Vroom (1962)
suggests that self-esteem of employees with ego-involvement is directly built on their job

performances.

Lodahl and Kejner (1965) describe job-involvement as an indication of how an

individual identifies himself / herself psychologically by his/her job, and as the importance
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of his/her job in his/her total self image. Job involvement is also expressed as the degree to

which one's job performance affects self-respect (Lodahl and Kejner, 1965).

The relationship between the individual’s ego and his/her job has been the subject
of researches by both psychologists and sociologists. In this sense, while psychologists
focus on organizational conditions such as meaningfulness of the job or the adequacy of
supervision for the individual, sociologists focus on the processes of socialization by
internalizating of norms and values related to one's job (Lodahl and Kejner, 1965). Lodahl
and Kejner (1965) pointed out that in order to understand an organizational behavior such
as an individuals job involvement, besides the motivational conditions put forward by

psychologists, socialization processes suggested by sociologists should also be introduced.

Lodahl and Kejner liken the process of socialization to the work of Protestant
work ethics. Based on this comparison, Ruh, White, and Wood (1975) identify this
socialization process with a concept that Hulin and Blood call “middle class work values”.
Among these values, which Hulin and Blood call middle class work values; it is said that
there are attitudes such as having positive feelings to achieve professional success, belief in
the necessitiy of intrinsic motivation for good work performance and showing an effort to
get responsibilities (Ruh, White and Wood, 1975).

Lodahl and Kejner (1965) have also developed an instrument to measure the level
of job involvement, as well as defining the concept of job involvement. Although
researchers studying this subject frequently used this instrument in the following years,
Kanungo (1982), arguing that the concept has a ambivalent explanation, questioned the
validity of the instrument. To Kanungo's (1982) criticism, there is a problem with the
construct validity as Lodahl and Kejner not only evaluate mndividual’s mvolvement to
his/her current job, but, based on the word “job”, also evaluate his/her involvement
regarding the concept of “work”. Kanungo (1982), dividing the concept nto two parts on

the basis of this criticism, in order to measure both the employee’s job mnvolvement and
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his/her attitude towards the concept of work in general terms, developed two different

mstruments, one called “Job-Involvement” and the other “Work-Involvement”.

In Kanungo's (1981) re-formulation, the concept of involvement is defined as the
psychological identification of the individual at cognitive or belief state, with his/her

current specific job (job involvement) or work in general (work involvement).
2.5.9. Organizational Prisonization and Job Involvement, Work Involvement

Vroom (1962), in his study analyzing the relationship between ego-involvement,
and other organizational variables, states that there is a positive relationship between ego-
involvement and job satisfaction, performance scores and one’s perception about the degree
to which he/she can express himself/herself in his/her job; and a negative relationship

between ego-involvement and job-related tension.

Lodahl and Kejner (1965) found out that job involvement has a positive
relationship with the age, perceived quality of supervision and level of satisfaction with the
job itself. In the same study, it was found out that there is a positive relationship between
the number of people the employees have contacted during the day, and the extent to which

the job requires communication with other workers.

Another interesting finding of the study is that there is positive relationship
between job involvement and job satisfaction, but this satisfaction occurs not due to the
hygiene factors that relate to job and workplace conditions but rather to the intrinsic
motivators playing an important role on employee's direct involvement into the job itself.
(Weissenbergand and Gruenfeld, 1968).

On the other hand, in a study about job involvement and work involvement
concepts, reasearchers seek the formulation of these two concepts, which motivate the
individuals (Misra et al, 1985). It has been found that when compared to that of work
involvement, job involvement has stronger relationship with job satisfaction. The reason for

this was explained by the fact that job mvolvement results from one’s personal perception
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of the potential of the job to satisfy his/her needs, whereas, the role of the work in one’s life
(work involvement) is determined by past experiences shaped by the society. As a matter of
fact, Kanungo (1982) also notes that the work involvement is related to the fact that to what
level the work is centered in one’s life during his/her socialization process in his/her social
life.

There are very few studies in the literature to find out the other variables, to which
work involvement relates independently. It is thought that the reason for this is that many
studies, the words job and work, in the concepts job involvement and work involvement are
used interchangeably and that these two concepts are studied as if they were the same
concepts. At this point, Kanungo (1982) emphasizes the importance of careful distinction
between the concepts such as work commitment, job involvement, work/value
involvement, or work centrality, career commitment/career saliency. Following the
distinction of concepts by Kanungo (1982), in many studies conducted (Blau, Paul, and St.
John, 1993; Misra et al., 1985; Morrow, 1983; Paullay et al., 1994) the ambiguity resulting
from the interchangeable use of these concepts were avoided and a valid distinction

between the concepts was achieved.

Furthermore, in the meta-analysis study conducted by Brown (1996); it is
emphasized that there is a strong relationship between job involvement variable and the
variables of work involvement and career commitment, but this relationship may not mean
that the individual who is involved in his/her current job, is also involved in his/fher work in
general or commits to his/her career, and therefore the concepts are fundamentally different

from each other.

On the other hand, the same meta-analysis study provides us comprehensive
results on the antecedents and consequences of job involvement variable, and other
variables it is related with. In the research, among the antecedents of job involvement, there
are job specific characteristics such as autonomy, skill diversity, level of hierarchy,

importance and complexity of tasks performed, the level of feedback and attention level of
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the supervisors, and level of participation of employee to decision making processes as well

as personal characteristic such as intrinsic motivation and self-confidence.

From this point of view, it is estimated that employees who are restricted in their
working life by oppressive organizational practices will have a lower levels of job
invovement and in general terms, work involvement, due to the organizational

prisonization. Then;

Hypothesis 9: Organizational prisonization level of employees predicts the

level of job involvement.

Hypothesis 10: Organizational prisonization level of employees predicts the

level of work involvement
The Research Model to be tested in this research is shown in Figure 1.

Figure 1. Research Model

Sociodemographic Organizational
Factors Assimilation
Organizational Organlzat}onal
Prisonization Separation

Job Alienation
Organizational —

Deprivation

Organizational

Prisonization \l Organizational Cynicism

Subjective Well-Being

Job Involvement

Work Involvement
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2.5.10. Research Hypotheses

Research hypotheses that were tested in this study are as follows:

Hypothesis 1: The level of deprivation experienced by the employee due to the

organization’s practices, predicts the organizational prisonization of the employee.

Hypothesis 2: Organizational prisonization level of employees varies depending

on the employee’s demographic factors.

Hypothesis 3: The sociodemographic factors of the employees (extra-organization

contact and post-organization expectations)
prisonization.

Hypothesis 4: Organizational prisonization
organizational assimilation.

Hypothesis 5: Organizational prisonization
organizational separation.

Hypothesis 6: Organizational prisonization
job alienation.

Hypothesis 7: Organizational prisonization
subjective well-being.

Hypothesis 8: Organizational prisonization
organizational cynicism.

Hypothesis 9: Organizational prisonization

job involvement.

predict

the level of organizational
level of employees predicts the level of
level of employees predicts the level of
level of employees predicts the level of
level of employees predicts the level of

level of employees predicts the level of

level of employees predicts the level of

Hypothesis 10: Organizational prisonization level of employees predicts the level

of work involvement.
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3. METHOD

In this Chapter, the methodology of the study will be explained. First, preliminary
studies on the concept of "organizational prisonization” and how the concept is shaped in
the light of the findings of these studies will be explained. Then the demographic factors of
the sample participated in the study, and the instruments developed for the measurement of
new variables and other instruments for the other variables will be introduced. Lastly,

methods following in the analysis of data will be explained.

3.1 PRELIMINARY STUDIES

3.1.1 Organizational Prisonization and Exploratory Studies for Its Antecedents

and Consequences

The concept of organizational prisonization has been suggested by the analysis of
the experiences and observations of the researcher, the concept of “imprisonment” from
philosophy, and the concept of “prisonization” from the criminological researches,
examining with the internal dynamics of individuals and groups in prisons. In this respect,
for the exploration of whether prisonization or confinement are the concepts, which
employees also experience or not; analysis of whether there are any similarities between
organizational prisonization and prisonization in prisons; determination of how the
employee experiences such feelings, organizational causes of such feelings and the
organizational and individual consequences of prisonization for the employees, an

inductive qualitative analysis consisting of a series of preliminary studies was used.

The choice of inductive analysis that begins with specific observations through the
discovering nature of qualitative research, formulates general patterns, permits the
emergence of patterns in situations rather than making assumptions in advance (Patton,
2014, pp. 55-56). For this purpose, four different preliminary studies were conducted in

order to discover the counterpart of the concept of prisonization for the employees’
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experiences in the organizational setting. In two of these studies, it was aimed that, without
mentioning the concept, only the associations attributed by the participants were obtained,
while in the other two, the responses on prisonization, received by mentioning
imprisonment/confinement, were evaluated. In both studies, which are associative and
based directly on the concept, two different methods, one being open-ended direct
interviews and the other being open-ended questionnaires via a scenario, were used. Thus,
the similarities and differences between the descriptive responses on the concept were
examined by comparing the themes obtained from four different preliminary studies

through content analysis.
Preliminary Study 1:

In this preliminary study, face-to-face interviews with 13 academicians, 10
females and 3 males, between the ages of 32 and 59, were conducted using structured open-

ended questions (see Appendix A).

Responses to the questions were recorded with audio recorder by getting
permission from the participants. The records were transcribed and the themes were
determined by content analysis (See Table 2). In their responses to questions, employees
were found to frequently feel confined in the cases "restriction” and “frustration”, and have
identified the feeling of confinement with emotions such as "despair" and “anxiety".
Considering that the prisonization experienced by the inmates is referred to directly as
“despair” in criminological studies, the findings seem to have similarities with responses by

the employees.

The 12 of the interviewed employees, 5 responding “sometimes”, reported that
they felt confined in their organizations. Another important finding is that the participants
often refer to oppressive organizational practices as the cause of this feeling. When
autogenous causes were mentioned, they usually responded ‘“economical obligations” and

“conceding”. From this point of view, the prisonization resulting from imprisonment
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highlights the predictive role of the Deprivation and Sociodemographic Models suggested

in criminal studies.

Table 2.Themes of Preliminary Study 1

Questions

Theme

Frequency

In your opinion, under which conditions people feel “confined”

How would you describe “confinement”

Do youfeel confined in the organization you work for

What are the autogenous reasons of such feeling of confinement

What are the professional reasons of such feeling of confinement

What are the organizational reasons (arising from organizational
structure, managers, senior management) of such feeling of confinement

What effects does this feeling have on you

What effects does this feeling have on your work

What effects does this feeling have on your opinion on your
organization

How do you react tothese practices/ Do you have any alternative action
plans to change this

Restriction
Frustration

Despair

Anger

Anxiety

Stress

Yes

Sometimes

No

None

Personal Perception
Economical Obligations

Conceding

Conflicts with Characteristics
of the Profession

None

Oppressive M anagement
Practices

Management with a Mandating
Manner

Distrust

Despair

Nervousness

Misery

Loss of motivation
Loss of performance
Loss of belonging
Distrust

Economical Obligations
Despair

Turnover Intention

13
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That the participants stated that they felt "desperate”, "nervous™ and "unhappy"
when they felt confinement, and the emphasis on the "loss of belonging" in organizational
context, supports the suggestion that job alienation, organizational cynicism and low levels

of subjective well-being may be the consequences of the concept.
Preliminary Study 2:

Considering that the fundamental reason for an individual's prisonization is
associated with the oppressive prison administration, in criminological studies, that the
employee's prisonization might also result from oppressive policies of the organization and
the deprivation caused by these policies, had previously been discussed in the literature
using the Deprivation Model. Therefore, unlike the first preliminary study, the terms
“confinement” or “prisonization” were not used i this study, instead the employee’s

evaluations on their organizations, and feelings upon these evaluations, were examined.

In this preliminary study, face-to-face interviews with 11 academicians, 8 females
and 3 males, between the ages of 24 and 55, were conducted using structured open-ended

questions (see Appendix B).

Responses to the questions were recorded with audio recorder by getting
permission from the participants. The records were transcribed and the themes were

determined by content analysis (See Table 3).

The interviewees described the practices of their current organizations, as
"oppressive”, "restrictive in terms of autonomy" and “centralism”. This created a favorable
environment for analyzing whether the organizational deprivation, which was previously
determined as an antecedent in the literature of prisonization, would lead to the
prisonization of the employees or not. Individuals, while stating that they feel
"incompetent”, “frustrated” and ‘'worthless" in this environment, referred to the effect of

this situation on them, as ‘restriction”, “exhaustion”, ‘"work-family conflict" and
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"negativity”. When asked about the reactions they could give in response to these practices,

the answers frequently emphasized the theme of "despair”.

The responses from this study draw a picture where restriction due to oppressive
management practices and desperation are mentioned together, as it was in the first
preliminary study. Furthermore, reviewing the effects on the individual, caused by the
situation, it can be noticed that there are negative effects on the subjective well-being of the
individual, as predicted. Another considerable result is that the individual loses his/her
belonging to his/her organization and has a turnover intention. This has been an indicator of
the likelihood of an increase in negative attitudes and behaviors such as "job alienation” or
"organizational cynicism”, which are expected to emerge as the results of organizational

prisonization.
Preliminary Study 3:

In this preliminary study conducted with 22 academicians, 18 females and 4 males,
between the ages of 22 and 65, participants were asked to read a scenario that includes
organizational practices that may trigger the organizational prisonization of an employee.
Then, it was asked how the character in the scenario called Deniz felt against the current
organizational practices. As similar in 2nd preliminary study, the participants were

expected to respond on the basis of the association with script (see Appendix C).
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Table 3. Themes of Preliminary Study 2

Questions Theme Frequency
_ o o _ Oppressive 4
What_ls your opinion on the existing management practices of your No autonomy 4
organization
Centralism 3
Incompetence 3
What do feel upon encountering such practices Disgusted 3
Worthlessness 3
What are the autogenous reasons of such feeling None 6
None 5
What are the professional reasons of such feeling Conflicts with Characteristics 3
of the Profession
Oppressive M anagement 5
Practices
What are the organizational reasons (arising from organizational structure, Organizational Injustice 4
managers, senior management) of such feeling
Work load 4
Strict Working Conditions 3
Restriction 3
¥ . Work-Family Conflict 2
What effects does this feeling have on you .
Exhaustion 2
Negative 2
Loss of performance 6
What effects does this feeling have on your work Loss of motivation 4
Interferes with Professional
4
Development
What effects does this feeling have on your opinion on your organization Loss of belonging 6
How do you react to these practices/ Do you have any alternative action plans ~ Despair >
tochange this Turnover Intention 4

Participants, in their responses (see Table 4), expressed Deniz’s feelings using the

terms ‘“confined”, "under pressure”, “distressed”, and

"restricted” according to the

organizational environment in the scenario. The effects of these feelings on Deniz are
referred to as "loss of motivation and performance”, "depression” and "worthlessness”. As
in other preliminary studies, the effect of the situation on Deniz’s opinions on the
organization has been expressed with the themes of "loss of belonging” and "turnover

intention".
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Table 4. Themes of Preliminary Study 3

Questions Theme Frequency
Confinement 9
1. What do you think Deniz feels upon such practices? Describe shortly. Under pressure 6
Distressed 5
Restricted 4
None 9
a) Considering Deniz, what are the autogenous reasons of such feeling? Economic Obligations 4
Silence 2
Conflicts with
b) Considering Deniz, what are the professional reasons of such feeling? Characteristics of the 18
Profession
Oppressive Attitudes 9
¢) Considering Deniz, what are the organizational reasons (arising from Commercialization of
organizational structure, managers, senior management) of such feeling? - 8
Education
Distrust 5
Loss of motivation 6
d) What effects does this feeling have on Deniz? Depression 4
Worthlessness 4
) i ) Loss of performance 12
e) What effects does this feeling have on Deniz’s work? o
Loss of motivation 11
f) What effects does this feeling have on Deniz’s opinion on his/her organization ~ L0S of Belonging 11
? Turnover Intention 10
Turnover Intention 17
2. If you were Deniz, how would you react to these practices / what alternative o )
action plans would you develop Individual Actions 7
Collective Actions 6

Preliminary Study 4:

In this preliminary study conducted, using the same scenario in the previous study,

the participants were asked answer whether the character called Deniz felt confined in the

organizational environment, organizational or autogenous causes of this feeling, and the

effects of this feeling on the individual (see Appendix D). The participants of this

preliminary study were 20 academicians, 13 females and 7 males, between the ages of 22

and 64.
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In this study aimed to find out the effect of organizational environment described
in the scenario, by directly asking the feeling of confinement. According to the responses
given (Table 5); 19 of the participants who read the scenario stated that Deniz would feel
confined under these organizational policies. Participants have defined the feeling of
confinement using the terms of ‘'restriction”, “frustration”, “economic obligation” and
"despair”. In this preliminary study; organizational practices such as "oppressive
management” and "excessive control’ were named among the causes of confinement. The

effects of this situation on Deniz are represented by themes such as "negative”, "misery”,

"confinement”, "burnout" and "obstruction of social life".

As in other preliminary studies, themes such as "loss of belonging” and “loss of
performance and motivation” are seen as the consequences of confinement; and also,
“turnover intention” as well as the "mdividual action" and "collective action" options, are

considered in the reactions of Deniz against these practices.
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Table 5. Themes of Preliminary Study 4

Questions Theme Frequency
. . . . . Yes 19
1. Do you think Deniz would feel confined upon encountering such practices . q
0
a) Considering Deniz, what are the autogenous reasons of such feeling? None 17
Conflicts with
o . . . Characteristics of the 12
b) Considering Deniz, what are the professional reasons of such feeling? Profession
None 8
Oppressive 9
M anagement
Excessive Control 8
c) Considering Deniz, what are the organizational reasons (arising from Uneducated
organizational structure, managers, senior management) of such feeling? M anagers 5
Deprivation of 4
Autonomy
Distrust 3
Negative 5
Misery 4
d) What effects does this feeling have on Deniz? Confined 3
Burnout 3
Obstraction of Social
. 3
Life
) ) ) Loss of performance 11
e) What effects does this feeling have on Deniz’s work? Lo
Loss of motivation 8
) ) ) o ) o Loss of belonging 10
f) What effects does this feeling have on Deniz’s opinion on his/her organization ? .
Loss of Reputation 2
Restriction 7
Frustration 4
2. How would you describe “confinement™? Economical
Obligations 4
Despair 4
Turnover Intention 13
3. If you were Deniz, how would you react to these practices / what alternative action  |ndividual Actions 11
plans would you develop . .
Collective Actions 5
Conceding 2
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From this point of view, in the exploratory studies conducted on the organizational
prisonization of the employee, themes that are similar with the definition of the concept
have been encountered whether the feelings of "imprisonment” being given or not given
directly in questionnaires. The themes such as oppressive organizational policies,
deprivation of autonomy and trust, obstraction of social life, work—family conflict and
economical obligations, which are considered as the antecedents of prisonization, and
defined using deprivation and importation models, are consistently prominent in almost all
of the preliminary studies. On the other hand, that prisonization is associated with negative
consequences such as “boredom”, “depression”, “nervousness”, ‘“burnout” and “misery” of
the employee, increases the potential that negative subjective well-being and job alienation
would be the possible consequences. Also, the themes such as ‘loss of belongng’, ‘loss of
performance and motivation’, ‘turnover mtention’, ‘individual action’ or ‘collective action’,
named among the organizational outputs which the feeling of prisonization causes for the
individual, provided findings as to the fact that organizational prisonization might be a

predictor of negative attitudes and behaviour such as organizational cynicism.

From the suggestion of criminological studies that inmates, who experience
prisonization may assimilate by adapting to prison management, the effects expressed
through “despair”, “conceding”, ‘“economic obligations” and “silence” themes from the
preliminary studies may support the prediction that the assimilation might be among the
potential antecedents of organizational prisonization. On the other hand, “individual or
collective actions”, which are among the alternative action options against prisonization,
may provide prediction on opposition to organization management, which results from this

separation reaction of prisonized employee.
3.1.2 Development and Testing of New Scales

Scales were developed for the measurement of organizational prisonization and
some of the variables referred to as the antecedents (organizational deprivation,

sociodemographic factors) and the consequents (organizational assimilation, organizational
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separation) of the concept. There were focus group studies and pilot studies during the

period of determining the scale items.
Focus Group Study 1:

In this study, the items that were developed to be used in the instruments, were
discussed by a group of five academicians from the fields of Organizational Behaviour and
Psychology, to test the face validity before running a pilot study. Considering the feedback

by the academicians, the items were revised as follows:
Organizational Prisonization:

Based on both the findings from the definition of prisonization in criminological
studies, and the themes from the preliminary studies conducted for the exploration of the
concept, four items were developed to represent the emotional status of the employees
experiencing organizational prisonization. In this respect, it was considered that in the
items discussed by the focus group may sufficiently represent emotional status of the

employee experiencing prisonization, in terms of face validity.
Organizational Deprivation:

An instrument of 18 items was developed to measure the deprivations that an
employee may experience in his/her organization. The items were developed on the basis of
the Deprivation Model, which was used to define the concept of prisonization in the
criminological studies. Accordingly, items were written to represent the deprivations of
liberty, autonomy, goods and services and security of the employees. The adaptation of the
items inferred from Deprivation Model regarding the experiences of real inmates to the
experiences of employees, were supported by the themes obtained through the preliminary

studies on prisonization.

After the 18 items in the scale were discussed in the first focus group study, it has

been decided that the items should reflect the negative experiences, as they aim to measure
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negative experiences such as deprivation. Accordingly, leaving only two items as reverse
items, the other items were revised to reflect negative experiences. In addition, an item that

is considered ambiguous was omitted from the scale.
Sociodemographic Factors:

Another variable that is defined in the Importation Model as the antecedent of
prisonization in the criminology literature, was explained through the mmate’s life
experiences prior to imprisonment (pre-prison experiences) (age, educational background,
marital status, social background, social status based on professional experiences, criminal
history), the degree to which an inmate could contact his/her relatives and significant others
(extra prison contact), and quality of expectations for the life subsequent to release (the

quality of post-prison expectations) .

Accordingly, these three dimensions were considered in measuring the
sociodemographic factors, which are considered as the determinants of organizational
prisonization. Initially, the demographic factors of the employee (age, marital status, period
of working in current organization and managerial position) were attained by asking to the
participants via a demographic form. Then, in order to measure the degree to which an
employee could contact to those outside the organization, there were two questions asked
regarding the social life outside the organization, and finally, there were two questions
asked regarding the expectations for the future subsequent to quitting the current

organization, referring to the quality of expectations subsequent to release.

As a result, to measure the sociodemographic factors of employees, the
demographic form and a short scale of four items were provided. As a result of the
discussions by the focus group, based on the feedbacks regarding the clarity of the items,

there were slight revisions.
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Assimilation and Separation Reactions:

As reactions by the convicted individuals, who are prisonized during their
imprisonment, were referred to as adaptation to prison and assimilation to or separation
from the prison, the reactions of the employee against prisonization were also evaluated
under two different categories, being assimilation to and separation from the organizational

culture.

In developing the items that are required for the measurement of organizational
assimilation and separation, the definitions in criminological studies were benefited, and
each item was adapted for employees. Accordingly, there were 19 items developed for the
assimilation reaction which was defined as despair, deviation from inmate codes, infidelity
to the other inmates, opposition to other inmates, adaptation to the traditions, customs and
culture of the prison; and 16 items developed for separation reaction which was defined as
adaptation to inmate codes and norms, opposition to organizational policies and practices,
separation from the traditions, customs and general culture of the prison, forming their own
social groups and group solidarity. As a result of the study within the focus group, each
items representing a certain dimension, were evaluated in terms of face validity; repeating
items were omitted, and items with lower clarity were simplified. In this respect, eight of
the assimilation items and five of the separation items were omitted, and the scale was

revised to include 11 items for each reaction.
After this point it was found proper to conduct a pilot study to test each scale.
Pilot Study:

The pilot study was conducted with the participation of 34 academicians accessing
the scales that were used in the measurement of variables, using a hyperlink provided on
the Internet. The internal consistencies of items for the measurement of organizational
prisonization, organizational deprivation levels of employees and sociodemographic factors

as well as assimilation and separation reactions against prisonization, were evaluated.
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Accordingly, the internal consistency results of 4- item organizational
prisonization scale (0=.95), organizational deprivation scale (a=.85), organizational
assimilation reaction scale (0=.72) and organizational separation reaction scale (0=.73)
were found to be satisfactory, while internal consistency coefficient of sociodemographic

scale was found to be tolerable (0=.63).

At this stage, the correlation between new variables, organizational prisonization
and its antecedents and consequents that were assumed, were examined through a
preliminary analysis (See Table 6). Accordingly, there was a negative significant
correlation (r=-.58, p<.001) between organizational prisonization and sociodemographic
factors. This result was considered as a finding that supports the assumptions through the
fact that the sociodemographically strong employees would be less prisonized, which was
also mentioned in the Importation Model in the criminology literature. On the other hand,
the positive significant correlation (r=.55, p<.01) between the level of deprivation and the
organizational prisonization supports the assumption that an employee experiencing
deprivation in his/fher organization would have higher levels of prisonization.  Another
remarkable finding was that despite the positive significant correlation between the level of
organizational prisonization and the separation reaction (r=.34, p<.05), there was no
significant correlation between prisonization and assimilation reaction. However, in a
consideration that the findings of this pilot study, which was conducted prior to the study
on the main sample, should be interpreted with caution, it was considered proper to have
the clarity of the scale items tested by a new focus group consisting of specialists from

outside the field of organizational behaviour.
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Table 6. Correlation Values from Pilot Study

Socio-demographic Organizational

Factors Deprivation Separation Assimilation
Organizational Pearson o . .
L . -.58 .55 .34 -12
Prisonization Correlation
N 34 34 34 34
Sociodemographic Pearson "
. 1 -.57 -.06 .09
Factors Correlation
N 34 34 34
Organizational Pearson
L . 1 .02 -29
Deprivation Correlation
N 34 34
Organizational Pearson
. . 1 -.29
Separation Correlation
N 34

* p<.05**p<.01 ***p< 001

Focus Group Study 2:

A 5-person focus group consisting of three linguists, a measurement-evaluation
specialist and a forensic psychologist was formed to test the clarity of the items in the
developed scales, for those who are not in the field of Organizational Behavior as well. The
focus group assessed the clarity of each item and made suggestions for improvements that
would make the items more comprehensible. On the other hand, items with potential to
cause different semantic perceptions were also discussed, and one item was revised. It was
reported that the situation in the second item of the Assimilation Scale (I inform the the
management on my colleagues’ negative opinions on decisions on the practices of the
organization), might be understood as if it was a report by someone with a managerial
position, for the improvement of the situation. As the item aims to evaluate the infidelity to
coworkers dimension, this items was revised as “I report my colleagues’ negative opinions

on decisions on the practices of the organization, to the management.”

After this stage, it was found appropriate to implement the scales to the main

sampling group.
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3.2. SAMPLE

The sample of the research was determined by snowball sampling, among
academicians working at universities in Turkey and white and golden-collar employees
working in private and public organizations. In order to determine the concept of
organizational prisonization and the antecedents and consequences of the concept, 296
participants were provided access to the scales via the hyperlink sent to them on the

Internet.

Of the participants, 180 were female, 116 were male (std. deviation: .49), and the
average of their ages was 34.96 (std. deviation 9.21). The average of the participants for the
period of working in their current organization is 56.34 months/4.7 years (std. deviation
70.47). Although there has been a balance achieved in the marital status of the employees
participating in the study (47.3% and 52.7%), the majority of the participants (74.3%)
reported that they were private sector employees. On the other hand, 76 individuals
(25.7%) from public organizations participated in the study (std. deviation .44) (See Table
7). It has been considered that the various political developments in the country during the

collection of the data might have had an effect on such distribution.

Table 7. Distribution of the Sample According to Gender, Marital Status and the Type
of Organization They Work in

Variable N %
Gender

Female 180 60.8
Male 116 39.2
Marital Status

Single 140 47.3

Married 156 52.7

Type of Organization

Private 220 74.3

Public 76 25.7

TOTAL 296 100.0
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On the other hand, although, at the beginning, the sample of the research was
chosen among the academicians in Turkey, the aforesaid changes in the dynamics of the
country required an expansion to white and golden collar workers working in private and
public organizations. Therefore, the professions of the participants are defined under three
categories being academicians, specialists such as engineers, medical doctors,
psychologists, teachers and lawyers, and others (see Table 8). Others category consists of
the participants who reported their current job positions (manager, assistant etc.) instead of
their professions. According to this, 99 academicians (33.4%), 124 specialists (41.9%) and

73 from the others category (24.7%) were involved in the research.

Table 8. Distribution of the Sample According to Their Career Fields

Career Fields N %
Academician 99 334
Specialist 124 41.9
Other (white-collar) 73 24.7
TOTAL 296 100.0

Also, 217 of the participants (73.3%) reported that they have no managerial
position in their organization, 63 of the participants (21.3%) reported that they were
responsible for 0-10 personnel, while 7 participants (2.4%) reported that they were
responsible for 11-50 personnel and 9 participants (3%) reported that they were responsible

for more than 50 personnel (see Table 9).

Table 9. Distribution of the Sample According to Their Managerial Status

Managerial Status N %
NO 217 73.3
YES/0-10PEOPLE 63 21.3
YES/11-50PEOPLE 7 2.4
YES/MORETHANS0 9 3.0
Total 296  100.0
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3.3. PROCEDURE

All scales of the research, were sent to the participants in the sample via emails
and social media, using an on-line form (See Appendix E) creating on the Internet. In the
instructions at the beginning of each scale, the participants were informed that the data
obtained will be carefully preserved, they will be only used for scientific purposes by the
reseacrher and the data will be collectively analyzed statistically. As each question on the
on-line form is marked as ‘required to fill’, missing data from the participants were

avoided.
3.4. MEASUREMENT INSTRUMENTS

This section introduces the measurement instruments used in this research and

their psychometric properties.
3.4.1. Organizational Deprivation Scale

The scale items developed for organizational deprivation were inspired by the
deprivation model defining prisonization in the field of criminology. The four of the five
different deprivation types (Goods and services, autonomy, liberty, and security) stated in
the model were adapted for employees in organizations. As the fifth type of deprivation,
“deprivation of heterosexual relationship” was not encountered neither in the field of
organizational studies  nor in the preliminary studies within the scope of this research, it
was not included in the concept of organizational deprivation. The types of deprivation
were adapted into the field of organizational studies in the light of the responses by the
participants of preliminary studies from which the themes are created. According to this, 17
items are created as five of them representing deprivation of liberty, four of them
representing deprivation of goods and services, four of them representing deprivation of
security, and four of them representing deprivation of autonomy. The items were evaluated
using a five point Likert scale (1: strongly disagree, 5: strongly agree), two of them are
reverse coded. One of the reverse items is from the dimension, deprivation of goods-

services (My organization encourages me to attend to activities that may improve my
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professional network) and the other one is from the dimension, deprivation of autonomy (In

my organization, my opinions about the decisions related to my job matter).
3.4.2. Sociodemographic Scale

The sociodemographic scale items were formed on the basis of Importation Model,
which is used for introducing the concept of prisonization in the literature. One of the
dimensions of the Model, experiences prior to being imprisoned (pre-prison experiences),
representing ‘demografic factors’ for the employees, was measured through demographic
questions (age, gender, marital status, period of working in the current organization) asked
to the participants. The other two dimensions of the model were measured using the
sociodemographic scale developed in this study. Within the scale, the degree to which
inmates interacts with the relatives (extra-prison contact) was represented by ‘“non-
organizational contact” dimension, and the quality of expectations of life subsequent to
release (the quality of post-prison expectation) was represented by ‘future expectations’
dimension. There are four items, two for each dimension, and these items are scored in a 5-
point Likert scale (1: Strongly disagree, 5: Strongly agree). To obtain the total score in
Sociodemographic Scale, the items of ‘future expectations’ dimension (e.g. | believe that |

will have better job alternatives if I quit my current job) were reversely coded.
3.4.3. Organizational Prisonization Scale

For the measurement of the concept of organizational prisonization, four items
were developed benefiting both from the conceptual definitions in the field of criminology,
and from the prisonization themes obtained from the preliminary studies conducted under
this research. The scale uses a 6-point Likert type (1: strongly disagree, 6: strongly agree)

scoring system and does not contain reverse items.
3.4.4. Organizational Assimilation Scale

The concept of organizational assimilation is based on the reactions by the inmates

who have experienced prisonization in criminological studies. Sykes (1958) distinguished
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these reactions as assimilation of inmates into prison conditions, and opposition to the
prison by forming groups with other inmates. It was also reported that the inmates who
were assimilated to prision conditions were also close to the administration and exhibited
infidelity to other inmates. From this point and the themes of the preliminary studies, a total
of 11 items, four for both ‘adaptation to organization’ and ‘isolation from coworkers’
dimensions, and three for ‘infidelity to coworkers’ dimension, were used for the
measurement of organizational assimilation. The scale uses a 6-point likert type (1: strongly

disagree, 6: strongly agree) scoring system and does not contain reverse items.
3.4.5. Organizational Separation Scale

Based on the distinction by Sykes (1958) on the reactions of the prisonized
inmates, the separation group, opposing the prison by forming subgroups with the other
inmates, was explained as the concept of organizational separation for the employees. The
scale containing 11 items, five n ‘group solidarity’ dimension, and six in ‘opposition to
organizational practices’ dimension, used for the measurement of organizational separation.
Items were answered through a 6-point Likert type (1: strongly disagree, 6: strongly agree)

scoring system and does not contain reverse items.
3.4.6. Organizational Cynicism Scale

The 14-item Organizational Cynicism Scale, first developed by Brandes (1997),
has been reviewed by Dean, Brandes and Dharwadkar (1998) and has become a 13-item
scale. In this study, the revised version of the scale is used. In the scale, cynicism is
measured in three dimensions being ‘cognitive, emotional and behavioral’, and there are
five items for the cognitive dimension, while there are four items for both the emotional
and behavioral dimensions. The scale items were scored on a 5-point likert type (1: strongly
disagree, 5: strongly agree). The Organizational Cynicism Scale was adapted Turkish
language by Karacaoglu and Ince (2012), and the coefficient for overall internal
consistency was found to be .91, while it was found to be .94 for the emotional dimension,

.87 for the cognitive dimension, and .82 for the behavioral dimension.
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3.4.7. Job Alienation Scale

In the studies on job alienation, it is expressed that especially the ‘self-
estrangement’ dimension was found to be the main theme (Seeman, 1975). As a matter of
fact, Mottaz (1981) highlights that the ‘self-estrangement dimension’ has an important
meaning especially in the writings of Marx, and is prominent also in the empirical studies
conducted in the following years. Mottaz (1981), who defines self-estrangement of an
employee as an individual's loss of intrinsic motivation regarding his/her job, and feeling
that he/she cannot self-actualize through his/her job, suggests that different working
conditions also have influences on self-estrangement. For these conditions, Mottaz (1981),
grounded on Seeman's (1959) five-dimensional distinction, argued that especially the
powerlessness and meaninglessness dimensions can be important determinants of self-

estrangement.

From this point of view, the self-estrangement dimension, which is regarded as
the building block of the concept of job alienation, has been regarded as a basis in this
research as well. Mottazs (1981) 7-item self-estrangement scale, developed for the
measurement of this dimension, was used to measure the job alienation level the employee
in the cases of organizational prisonization. The scale has a 5-point Likert type (1: strongly
disagree, 5: strongly agree) scoring system. It was adapted to Turkish language by Erben
(2008). The mternal consistency coeflicient of the scale, which was later used by Sayii

(2014) and revised to increase its clarity, was found to be .89.
3.4.8. Job Involvement and Work Involvement

In the study a 10-item Job Involvement Scale and a 6-item Work Involvement
Scale, both developed by Kanungo (1982), were used. Both the scales have a-5-point Likert
type (1: strongly disagree, 5: strongly agree) scoring system. The items of the scales,
translated into Turkish Language by the researcher, were back-translated into English
Langauge by a bilingual specialist, and these items were verified by another academician

whose native language is English, by comparing them to the original items.
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3.4.9. Subjective Well-Being

Considering the instruments used in the researches on subjective well-being, the
Positive and Negative Affect Schedule (PANAS) was used to measure subjective well-
being in emotional dimension. In the scale developed by Watson et al. (1988), there are 20
items, 10 representing positive emotions, and 10 representing negative emotions.
Participants were asked to express how often they experience these emotions on the 5-point
Likert-type (1: Never, 5: Always) scoring system. The scale was adapted to Turkish
language by Gengdz (2000), and the internal consistency coeflicients were found to be .83
for positive emotion scale and .86 for negative emotion scale.

The Life Satisfaction Scale was used to measure subjective well-being in the
cognitive dimension. 5-item scale was developed by Diener et al. (1985). The scale has a 5-
point likert type (1: strongly disagree, 5: strongly agree) scoring system. The internal
consistency of the scale adapted to Turkish by Kdoker (1991) was determined to be .89.

3.4.10. Social Desirability

As in many self-report measurements, the possibility that, particularly in responses
regarding prisonization, individuals may respond in a socially favorable way, may lead to
doubt on the validity of the responses from other instruments. For this reason, the social

desirability levels of each employee participating in the survey were also measured.

The Social Desirability Scale, developed by Marlowe and Crowne (1969), is
composed of 33 items. In the following years, various researchers, referring to the difficulty
of implementation, as the scale had too many items, attempted to develop shorter forms for
the scale (Fischer and Fick, 1993). Fischer and Fick (1993) compared the eight short forms
extracted from the original to both each other and the 33-item scale, and found that the best
shorter version in terms of internal consistency and consistency with the original scale, was
the 10-item form, developed by Strahan and Gerbasi (1972). Hence, in this study, 10-item
form, shortened by Strahan and Gerbasi (1972) based on the Marlowe-Crowne Social
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Desirability scale, was used. As in the original, in this form as well, each question is
answered as 'True' or 'False'. The score on the answer key reflects the individual’s social
desirability score. As the score, the lowest being 0 and the highest being 10, increases the

level of social desirability also increases.
3.5. DATA ANALYSIS

Factor analyses were conducted with the principle components and Varimax
rotation techniques in order to determine the structures of the variables in the study. In
addition, using reliability analyses, the internal consistency of the instruments was tested.
Correlation analyses were used to understand the relationship between variables, and
regression analyses were used to test the hypotheses. Independent samples t-test and
variance analyses were conducted to understand the differences between the groups that

could arise from the demographic factors of the participants.
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4. FINDINGS

In this Chapter, the reliability and factor analyses for the measurement instruments
used, the results of correlation and regression analyses run to test the hypotheses, and the
results of the difference tests on the demographic variables will be discussed. In addition,
the results of additional analyses that are not included in the research hypotheses but are

conducted at the researcher's discretion will also be discussed in this Chapter.
4.1. RELIABILITY ANALYSES

Reliability analyses were conducted for all the scales used in the measurement of
the variables that were included in the study. According to the results obtained, it has been
found out that the Cronbach alpha for the scales are above .70, it is close to the limit of .70
for the Organizational Assimilation Scale, but the alpha level for the sociodemographic

scale is within the acceptable range (see Table 10).

Table 10. Reliability Scores of Scales

Scales Cronbach a
Organizational Prisonization Scale .94
Organizational Deprivation Scale .87
Sociodemographic Scale .59
Organizational Assimilation Scale .68
Organizational Separation Scale .78
Organizational Cynicism Scale .94
Job Alienation Scale .89
Job Involvement Scale .88
Work Involvement Scale .86
Satisfaction with Life Scale .86
Positive Emotion Scale .85
Negative Emotion Scale .83
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4.2. FACTOR ANALYSES

4.2.1 Organizational Prisonization Scale

There are four items in the scale developed to measure the level of organizational
prisonization. The factor analysis for the scale items reveals a one-factor structure as
expected (KMO = .843, Bartlett Sphericity Test Chi Square: 1213.596, p <.001).

4.2.2 Organizational Deprivation Scale

In the factor analysis of the scale, developed to measure the level of deprivation of
employees in the organization, four factors are found as reported in the Deprivation Model
(KMO = .827, Bartlett Sphericity Test Chi Square: 2351.907, p <.001). The Factors, in
accordance with Deprivation Model, were named 'Deprivation of liberty’, 'Deprivation of
goods-services', 'Deprivation of security' and 'Deprivation of autonomy. These four
dimensions explain 64% of the total variance. The factor loadings of the items included in

the scale and the variance values are shown in Table 11.
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Table 11. Results of Factor Analysis for Organizational Deprivation Scale

FACTOR

ITEMS

Deprivation

of liberty

Deprivation
of Goods-
Services

Deprivation
of security

Deprivation
of
autonomy

Explained
Variance

Cronbach
Alpha

F1

F2

F3

F4

In my organization, whether I'm at the
organization or not is controlled.

In my organization, | have an obligation to
be at the organization in working hours

In my organization, entrance-exit hours
are regularly recorded and controlled
everyday.

In my organization, | have an obligation to
request a leave be out of the organization
in working hours

In my organization, working hours are not
flexible.

My organization does not provide
materials or resources for my professional
development.

My organization does not provide
materials required for my job.

My organization does not provide financial
support for my attendance to professional
activities.

My organization encourages me to attend
to activities that may improve my
professional network.

My organization may impose penal
sanctions for any reasons.

My organization may fire me for any
reasons.

My organization’s rules are not flexible,
any disobedience, regardless of its reason,
is punished.

In my organization, any behaviour that is
opposed to opinions or ideologies that are
supported by the senior management, is
punished.

In my organization, how | do my job is not
in my control.

In my organization, | have no right to be
involved in decision-making in matters that
relate to my department.

In my organization, | cannot make
decisions that relate to my job,
independent of the management.

In my organization, my opinions about the
decisions related to my job matter

.87

.86

.84

.82

.63

.84

a7

71

.67

.87

.78

.63

.63

.76

.69

.64

.62

21.6%

15.5%

14.3%

12.6%

.89

.79

.79

71
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4.2.3 Sociodemographic Scale

The four-item scale through which the quality of social life outside the
organization and the future life expectation after leaving the organization were measured
within the socio-demographic factors reveal a two-factor structure (KMO = .508, Bartlett
Sphericity Test Chi Square: 283.150, p <.001). Within the socio-demographic factors, one
of the factors was named as 'non-organization contact' which represents social life outside
the organization and the other was named as ‘future expectations' which represents the
expectations of future life of the person in case of quitting the organization. These two

dimensions explained 80.7% of the total variance.

The factor loadings of the items included in the scale and the variance values are

shown in Table 12.

Table 12. Results of Factor Analysis for Sociodemographic Scale

Non- .
L Future Bxplained  Cronbach
FACTOR  ITEMS Orgi?}'f;;on BExpectations  Variance Alpha
I believe I’'m quite active in my
social life outside my working .90
F1 life. 40.9% 77
I can have enough time with 90
my family/loved ones. '
| believe that I will have better
job alternatives if I quit my .90

current job.

F2 39.8% 74

| believe thatthe quality of my
life will be better when I quit .88
my current job.
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4.2.4 Organizational Assimilation Scale

On the basis of the factor analysis of the scale where the organizational
assimilation level was measured, one of the items was removed from the scale due to the
factor loading below .50, and the other items were found gather around three factors (KMO
= .756, Bartlett Sphericity Test Chi Square: 703.197, p <.001). These three factors were
called 'adaptation to organization’, 'infidelity to co-workers' and ‘isolation from co-workers'
in accordance with the definitions given in the literature. These three dimensions explain
60.1% of the total variance. The factor loadings of the items included in the scale and the

variance values are shown in Table 13.

4.2.5 Organizational Separation Scale

On the basis of the factor analysis of the scale where the employee's level of
organizational separation was measured, two of the items were removed from the scale due
to the factor loading below .50, and the other items were found gather around two factors
(KMO = .776, Bartlett Sphericity Test Chi Square: 770.593, p <.001). These two factors
were called as 'opposition to organizational policies’ and 'group solidarity’ in accordance
with the definitions given in the literature. These two dimensions explained 55.8% of the
total variance. The factor loadings of the items included in the scale and the variance values

are shown in Table 14.
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Table 13. Results of Factor Analysis for Organizational Assimilation Scale

FACTOR

ITEMS

Adaptationto  Isolation from Infidelity to  Explained
Organization Co-workers Co-workers  Variance

Cronbach
Alpha

F1

F2

F3

| adopt the value system of my
organization.

I find most of my organization’s rules and
norms acceptable.

I comply with my organization’s rules and
norms without opposing.

| show the ultimate attention to have a
good relationship with my organization’s
management.

I’'m not interested in what my colleagues
think about the organization’s practices.

I become irritated when my colleagues
share their negative opinions on the
practices of the organization.

I don’t feel that I belong to any group of
colleagues in my organization.

I report my colleagues’ negative opinions
about the decisions on the practices of the
organization, to the management.

| support sanctions against those who
violate therules and norms of the
organization.

| defend the management against my
colleagues’ reactions to the decisions on
the practices of the organization,.

.83

.82

28.6%
.78

.62

75

75 16.1%

.65

.84

.64 15.4%

.57

.79

.54

.57
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Table 14. Results of Factor Analysis for Organizational Separation Scale

FACTOR

ITEMS

Group
Solidarity

Opposition to
Organizational
Policies

Bxplained

Variance

Cronbach
Alpha

F1

F2

In my organization, my close colleagues
protect me againstthe negative practices
of the organization.

In my organization, | protect my close
colleagues against the negative practices
of the organization.

In my organization, | feel safe with my
close colleagues.

In my organization, my close relationship
with my colleagues, makes me feel
strongeragainst unfavourable events due
to management’s practices.

In my organization, | express my negative
opinions freely, when I'm with my close
colleagues.

In my organization, | resistnot to
implement the decisions related to my job
and department when they are against my
values.

I make individual efforts to change some
rules and practices of my organization.

| opposetothe decisions related to my
job and department, when they are made
without involving me in.

I’'m involved in the collective actions of

my colleagues against the organizational
practices.

.82

.82

.78

74

.50

81

a7

71

.59

31.6%

24.2%

.80

71

4.2.6 Organizational Cynicism Scale

Factor analysis for organizational cynicism scale consisting of 13 items revealed

that, the items of the scale were found out to gather around three factors as in the original
form (KMO = .929, Bartlett Sphericity Test Chi Square: 3604.534, p <.001). For the

factors, the names Emotion, Cognition and Behaviour were used as in the original form.

These three dimensions explained 78% of the total variance. The factor loadings of the

items included in the scale and the variance values are shown in Table 15.
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Table 15. Results of Factor Analysis for Organizational Cynicism Scale

FACTOR

ITEMS

Cognition

Emotion

Behaviour

Bxplained  Cronbach
Variance Alpha

F1

F2

F3

In my organization, | seelittle consistency
between what is promised and what is
implemented.

There are very few common aspects between
the policies, objectives and practices of my
organization.

In my organization, if something is
promised, | doubtthat it will be realized.

| believe thatin my organization what is said
and what is done differ.

In my organization, employees are asked to
do something, but some other action is
rewarded.

| feel nervous when | think of my
organization.

| feel angry when 1 think of my organization.
| feel worried when I think of my
organization.

| feel irritated when I think of my
organization.

I talk with others on how things work in my
organization.

| criticize my organization’s practices and
policies with others.

I complain to my friends, who are not in my
organization, about what happens in my
organization.

When someone talks about my organization
and its employees, | and my colleagues gaze
meaningfully at each other.

.82

.82

77

.73

.70

87
.86
.86

.85

.90

.83

.63

A7

30% .89

29% 97

19% .86

alienation scale gathered around one dimension as expected (KMO

4.2.7 Job Alienation Scale

In the results of factor analysis, the 7-item self-estrangement subscale of the job

Sphericity Test Chi Square: 1128.751, p <.001).
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4.2.8 Job Involvement Scale

Results of the factor analysis for the 10-item job involvement scale showed a two-

factor structure (KMO = .874, Bartlett Sphericity Test Chi Square: 1547.520, p <.001).

Factors were called “cognitive mnvolvement”

and

“emotional mvolvement”

of the

employee. These two dimensions explain 63% of the total variance. The factor loadings of

the items included in the scale and the variance values are shown in Table 16.

Table 16. Results of Factor Analysis for Job Involvement Scale

Cognitive Emotional Bxplained  Cronbach
FACTOR LIEAS Involvement  Involvement  Variance Alpha
I considermy job to be very central to my 83
existence '
Mostof my personallife goals are job-oriented .73
Mostof my interests are centered around my 7
F1 job ' 36% 85
I live, eat and breathe my job. 71
The most important things that happen to me 69
involve my present job '
To me, my job is only a small part of who I am .60
I have very strong ties with my present job 78
which would be very difficult to break. '
F2 Usually | feel detached from my job a7 27% 78
I like to be absorbed in my job most of the time. .67
I am very much involved personally in my job 67

4.2.9 Work Involvement Scale

The results of the factor analysis for the six-item work involvement scale showed a

one-factor structure as in the original form (KMO = .840, Bartlett Sphericity Test Chi
Square: 826.872, p <.001).
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4.2.10 Satisfaction with Life Scale

The results of the factor analysis for the five-item scale showed a one-factor
structure as expected (KMO = .854, Bartlett Sphericity Test Chi Square: 649.359, p <.001).

4.3. CORRELATION AND REGRESSION ANALYSIS OF
ORGANIZATIONAL PRISONIZATION FOR THE DEFAULT ANTECEDENT
AND CONSEQUENT VARIABLES

To examine the relationship between all variables, correlation analyses were
conducted before testing the variables that introduced as antecedent and consequent

variables by the organizational prisonization of employees (see Table 17).

As a result of the analyses, it was found that the organizational prisonization has a
negative moderate significant correlation with sociodemographic factors (r = -.51, p <.001),
while it has a moderate positive significant correlation with organizational deprivation (r =
.63, p <.001). In addition, it has been found that dimensions of organizational deprivation
(liberty, goods-service, autonomy and security) have also significant correlations with the
level of organizational prisonization (r = .35, p <.001; r = .48, p <.001; r = .51, p <.001; r =
54, p <.001, respectively). The deprivation of autonomy and security were found to have

the strongest correlations with organizational prisonization.
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Table 17. Correlations between Variables

Variables Mnea ss 1 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20
1.Age 3496 9.21 1

2. Woking -

by 56.34 70.47 57

3.Sociodemograp

hic Factors 3.10 0.74 00 1

4. Organizational wwx

Deprivation 292 078 -.09 41 1

SOPTIENE e gz g 2517 63 1

Prisonization

6. Organizational s P -

Cynicism 271 1.02 -.06 -39 .58 .76 1

7.JobAlienation ~ 2.47  1.01  -16 -257 51 607" 53" 1

8. Job 291 081 13" A5 23T 23™ 21" sl 1

Involvement

9. Work ey wxx e

Involvement 217 079 .20 A1 -.05 -.08 -11 -16 .66 1

10.Life [ [ [ [ — —_—

Safisbetion 3.15 0.82 10 .28 -25 -40 -36 -35 .15 A1 1

11'P05itive * Kk Kk okk kokk *okk kdok kk

Emotion 381 057 .04 14 -20 -29 -29 -43 .33 16 .36 1

(PPANAS)

12.Negative - _ - s - - .

Emotion 222 057 -.06 21 .28 A7 A7 .34 -.03 04 -33 -40 1

(NPANAS)

13 Deprivation 543 155 15" 207 78Tt 3t 3™t 3™t L™ 06 08 8 13 1

of liberty d 3 & . d d d d . = * = c

14. Deprivation . . . . . . . . .

of Goods- 271 1.05 -.02 -36 .65 48 59 .38 -12 -03 =27 -21 .24 .24 1

Services

15. Deprivation 273 08  -07 32t 9™ BT 4™t a7t lat™ 03 -20™t o187t 33Tt 4™ 1

of Autonomy

16. Deprivation 280 107 .01 S22t st T 2™ L1 -0 -2 14 227 4t 33t 3t

of Security

17.Assimilation 2.96  0.69 .02 14" =217 227 38Tt 23" 237 30T 237 1677 -04  -09 =317 -12" 13 1
18.Cynicism- *xx *xx wxx *xx *xk oxx * - p— ook - oxx P ok e
Cognition 295  1.04 -.06 -.38 59 .63 .88 43 -20 -13° =23 -25 40 28 58 46 47 -31 1
Leh T~ 232 133 .02 2397 57T Tt 0™ st ar™T -04 0 -407T -267T 47T 22 55T 48T s L3t 8 1
Emotion

20. C¥n|c|sm- 214 0.87 _.15*** _‘23*** .29*** ‘54*** .80*** .42*** _‘17*** _.12* -.30*** _.25*** .35*,* 05 .36*** .22*** 28*** -.36*** .57*** IGZ*H 1
Behaviour

21.Separation 3.93  0.80 .10 -10 .06 13" A7 -.02 -.01 -.10 -.02 A7 .02 .08 .07 01 -02 -1577 18" 10 15

*p<.05 **p< 01 ***p<.001

75



On the other hand, it has been also found that the level of organizational
prisonization has no significant relationship with both employees’ age and working period
in their current organizations. However, it has been found that age has a positive weak
correlation with job involvement and work involvement of the employees (r=.13 and r=.20,
p<.05, respectively), while it has a negative weak correlation with job alienation,
deprivation of liberty and behaviour dimension of organizational cynicism (r= -.16, r= -.15
and r= -.15, p<.05). In addition, employees’ working period in their organizations has a
weak, negative correlation with organizational deprivation (r = -.18, p <.05), and job
alienation levels (r = -.17, p <.05) and it has been found that it has a stronger correlation
with deprivation of liberty (r = -.25, p <.001). The working period in the current
organization was found to have a positive but weak correlation with the sociodemographic
factors reflecting the positive perception of the employee's social support systems (r = .12,
p <.05).

Furthermore, it has been found out that organizational prisonization has a positive
and strong correlation with organizational cynicism (r = .76, p <.001); a positive and
moderate significant correlation with job alienation (r = .60, p <.001) and negative
emotions (r = .47, p <.001), also a negative and moderate significant correlation with life
satisfaction (r = -. 40, p <.001), which are assumed to be the consequent variables of
prisonization. On the other hand, organizational prisonization was found to has a negative
and weak significant correlation with the variables of positive emotions (r = -. 29, p <.001)
and job involvement (r =-. 23, p <.001).

It has also been found out that there is a negative significant and weak correlation
between assimilation as a reaction of prisonization and organizational prisonization (r = -.
22, p <.001), and a positive significant, weak correlation between orgazanitonal

prisonization and separation reaction (r = .13, p <.05).

On the other hand, there is no significant correlation between organizational

prisonization and work involvement (r = -.08, p> .05)
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Regression analyses were run after it was found that the organizational
prisonization has significant correlations with the variables, which were assumed to be the

antecedent and consequent variables.

According to the regression analyses conducted with the variables assumed as the
antecedent variables of the organizational prisonization, the deprivation experienced by the
employee has a positive contribution to the level of organizational prisonization (B = .63, p
<.001). According to this, 40% of organizational prisonization can be explained by
organizational deprivation (See Table 18). Therefore, the first research hypothesis, which
suggests that organizational deprivation predicts organizational prisonization, was

supported.

Table 18. Contribution of Organizational Deprivation to Organizational Prisonization

Organizational

Prisonization
Organizational Deprivation 637
(Beta) '
R .63
R? 40
F 192.150
***p<.001

In addition, multiple regression analyses were conducted to see which dimensions
of organizational deprivation precisely explain organizational prisonization. Accordingly,
when the organizational deprivation dimensions are added into the hierarchical regression
analysis with reference to the strength of their correlations with organizational
prisonization; the effect of deprivation of liberty on organizational prisonization becomes
insignificant (3 = .07, p = .131), and dimensions of organizational deprivation explain 45%
of organizational prisonization. As it can be seen from the changes in R? that occur when
each variable is added one by one into the analysis, deprivation of security, one of the four
deprivation types, has a more significant contribution, explaining 30% of the organizational

prisonization. Results are indicated on Table 19.
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Table 19. Contribution of the Dimensions of Organizational Deprivation to
Organizational Prisonization

Dependent Variable: Organizational
Prisonization

RZ
Model B Change F

1 Deprivation of security =~ .54*** .30 123.357
Deprivation of security — .43***

2 Deprivation of Goods- gk 10 95.161
Services '
Deprivation of security ~ .35***
Deprivation of Goods- D

3 Services . .05 77.612
Deprivation of D
autonomy '
Deprivation of security = .33***
Deprivation of Goods- DBk

gy Services 004 59.040
Deprivation of DBk
autonomy '

Deprivation of liberty .07
* p<.05 **p<.01 ***p<.001

According to the regression analysis conducted to examine the effect of socio-
demographic factors of employees on organizational prisonization; the sociodemographic
factors of employees have a negative contribution to the prisonization (B = -.51, p <.001)
and can reduce prisonization by 26% (see Table 20). Therefore, the third research
hypothesis, which suggests that sociodemographic factors of employees predict their
organizational prisonization, was supported. When the contribution of the dimensions of
sociodemographic factors of ‘non-organization contact’” and ‘future expectations’ to
organizational prisonization was examined; future expectations explain 16% of the
organizational  prisonization, while  non-organizational contact explains 10%  of
organizational prisonization (see Table 21). The second hypothesis suggesting that the level
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of organizational prisonization will differ according to the demographic factors of
employees (age, gender, marital status and working period in the organization) were tested

under the section ‘difference tests’.

Table 20. Contribution of Sociodemographic Factor to Organizational Prisonization

Organizational
Prisonization

Sociodemographic Factors (Beta) - 51***

R 51

R? .26

F 103.484***
***p<.001

Table 21. Contribution of the Dimensions of Sociodemographic Factors to
Organizational Prisonization

Organizational Prisonization
RZ

Model B Change F
1 Future Expectations - 39%** .16 54.218
Future Expectations -.36%**
2 Non-Organization g 10 51.608
Contact '

* p<.05 **p<.01 ***p<.001

In the criminology literature, there are occasions where the concept of
prisonization is explained by Deprivation and Importation Models individually while there
are findings that these two models can be more explanatory when combined (Paterline,
1999, Thomas, 1977b). Hierarchical regression analyses have been carried out to see
whether the combined use of organizational deprivation and sociodemographic factors,
which are suggested as the antecedents of organizational prisonization, would increase the

how explanatory it was. Accordingly, when organizational deprivation, explaining 40% of

79



organizational prisonization, was analysed with socio-demographic factors, it was seen that

they can explain 47% of the concept better together. (See Table 22).

Table 22.Combined Contribution of Organizational Deprivation and
Sociodemographic Factors to Organizational Prisonization

Dependent Variable: Organizational Prisonization

R2
Model B R?
Change
1 Orga_nlza_tlonal §3FF* 40 40 192.150
Deprivation
Organizational Bk
Deprivation '
2 _ ) AT .07 130.566
Sociodemographic QR
Factors '

*p<.05 **p<.01 ***p<.001

The effects of organizational prisonization on the employee reactions, resulting
from organizational prisonization explained as assimilation and separation was tested with
regression analysis. In addition, a number of regression analyses have been also conducted
to measure the contributions of organizational prisonization to job and work involvement,
organizational cynicism, job alienation, and subjective well-being through life satisfaction
and positive and negative emotions (PANAS).

First, according to the regression analysis between assimilation reaction and
organizational prisonization, it was found that the prisonization has a negative contribution
to the assimilation reaction (B = -. 22, p <.001) and can reduce assimilation reaction 5%

(See Table 23). Thus, the fourth hypothesis suggesting that organizational prisonization
predicts the assimilation reaction was supported.
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The effects of organizational prisonization on the dimensions of assimilation
reactions were also examined. According to the results of the regression analyses conducted
between organizational prisonization and assimilation dimensions, it has been found out
that prisonization explaines 3% of infidelity to co-workers negatively (B=-.16, p<.01) ,
while it positively explaines 5% of the isolation from co-workers (B = .23, p <.001).
However, the most notable finding was that the organizational prisonization reduces the

adaptation to organization by 17% (p = -. 41, p <.001).

On the other hand, it was found out that the contribution of the prisonization to
separation from the organization is 2% (B = .13, p <.05). According to this result, the fifth
hypothesis, which suggests that organizational prisonization predicts the separation
reaction, was supported. It was also found that prisonization has a positive but weak
contribution of 2% (B = .15, p <.05) to opposition to organizational policies, a dimension of

separation, and no significant contribution to group solidarity, which is another dimension.

Table 23. Contribution of Organization Prisonization to Prisonization Reactions

Organizational Prisonization

Dependent Variables B R R? F
Organizational Assimilation - 22%** 22 .05 15.042
Infidelity to Co-workers -.16** A6 .03 7.937
Isolation from Co-workers 23FF* 23 .05 16.129
Adaptation to Organization - 41xx* 41 17 58.857
Organizational Separation 13 A3 .02 5.327
Opposition to Organizational

Policies 15% 15 .02 6.291
Group Solidarity .08 .08 .01 1.857

*p<.05 **p<.01 ***p<.001

As a result of the regression analyses between the organizational prisonization and
other dependent variables; it has been seen that the organizational prisonization explains the
35% of job alienation (B = .59, p <.001). Moreover, it was found that prisonization explians
23% of employee's negative emotions (B = .47, p <.001), and can reduce employees’
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positive emotions (B = -. 29, p <.001) and life satisfaction (B =-.40, p<.001), , by 8% and
16%, respectively According to these results, the sixth and seventh hypotheses, suggesting

that organizational prisonization predicts job alienation and subjective well-being, was
supported.

In addition, it was found that organizational prisonization has a positive and stong
contribution to organizational cynicism by 58% (B = .76, p <.001) and a negative and weak
contribution of 5% on job involvement (B = -.23, p <.001). Therefore, the eighth and ninth

hypotheses suggesting that organizational prisonization predicts organizational cynicism
and job involvement levels, was supported.

However, organizational prisonization was found to have no significant
contribution to work involvement, so the tenth hypothesis was rejected. Findings are
indicated on Table 24.

Table 24. Contribution of Organization Prisonization to Other Variables

Organizational Positive Negative Life Job
Cynicism Job Alienation  Emotions Emotions Satisfaction Involvement
Organizational
Prisonization (Beta) T6*** 5g*** -29%** ATFF* - 40*** -23%**
R .76 .59 .29 A7 40 23
R? 58 35 .08 23 .16 .05
F 405.271*** 161.362%** 26.263***  85.204***  56.805***  15.907***
***p<0.001

4.4 DIFFERENCE TESTS AMONG DEMOGRAPHIC FACTORS

Independent samples t-test and analysis of variance were conducted to test whether
the level of prisonization of the participants in the organization differs or not depending on

the gender, marital status, profession, managerial positions, type and size of organization.
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As a result of the analyses, it was observed that the level of employees'
organizational prisonization does not differ depending on the demographic factors;

therefore the second hypothesis of the research was rejected.

However, other variables that are considered as antecedent and consequent
variables of the prisonization have been tested to see whether there is a difference with

respect to the mentioned demographic factors. The findings are examined in this section.

4.4.1 Difference Tests among Gender

As a result of the analyses conducted to determine whether the other variables
within the scope of the study differ depending on gender, considering the dimensions of
organizational deprivation, female employees were found to experience a higher level of
deprivation of liberty (3.46> 3.12, t = 2.24, p<.05), whereas male employees experience a
higher level of deprivation of security (2.98> 2.69, t = -2.34, p <.05).

On the other hand, in the assimilation reaction of employees depending on their
gender, a difference with a result quite close to the value of significance was observed.
According to this, male employees show more assimilation reaction than females do.
(3.05>2.89, t= -1.95, p=.052). On the other hand, in the assimilation dimensions, male
employees were found to have higher levels of infidelity to co-workers than the females
(2.96>2.44,t = -4.18, p <.001).

It was also found that the life satisfaction of the female employees is higher than
that of the males (3.24> 3.00, t = 2.48, p <.05) and that the work involvement of the male
employees is higher than that of the females (2.31> 2.07, t = -2.58, p <.05). All the results
mentioned above are indicated on Table 25.
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Table 25. Results of Difference Tests among Gender

Std.
Variable Gender N Mean  Deviation t p
Deprivation of Female 180  3.46 1.25 2239 026
liberty Male 116 3.2 1.29
Deprivation of Female 180 269 1.04 -2.340  .020
security Male 116 2.98 1.07
Organizational Female 180 2.89 0.70
Assimilation ~ Male 116 3.05 0.66 -1.947 052
Infidelity to ~ Female 180  2.44 0.91 -4.185  .000
Co-workers Male 116 2.96 1.12
Work Female 180  2.07 075 2576  .010
Involvement ~ Male 116 2.31 0.82
Female
Life 0 2 0.79 o481 024
Satisfaction =~ Male 116 3.00 0.83

4.4.2. Difference Testamong Organization Type

According to the analyses conducted, it was seen that in terms of assimilation
reaction, the employees in the private organizations are more assimilated than those in the
public organizations (3.00>2.81, t= 2.07, p<.05). Considering the dimensions of the
assimilation reaction, it was found that the employees of private organizations show higher
level of adaptation to their organization than those in the public organizations (3.71> 3.23,
t= 3.54, p <.001).

Moreover, when examined through sociodemographic factors, it was seen that the
non-organization contact and future expectations of employees in public organizations are
higher than that of the employees in private organizations (3.35> 3.01, t = -3.53, p <.001).
In terms of organizational deprivation, it is seen that the employees in public organizations
have a higher level of deprivation of goods and services (2.98> 2.62, t = -2.62, p <.01),
whereas the employees in private organizations experience a higher level of deprivation of
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liberty compared to the employees in public organizations 3.50> 2.82, t = 4.44, p <.001).
In addition, it was also found that the employees of the public organizations show more
organizational cynicism (3.00> 2.61, t = -2.98, p <.01) than those of private organizations,
but the employees of private organizations have more positive emotions (3.86> 3.65, t =
2.84, p <.01) than those of public organizations. All the results mentioned above are
indicated on Table 26.

Table 26. Results of Difference Test among Organization Type

Type of Std.
Variable Organization N Mean Deviation t p
Organizational Private 220 3.00 0.70 2068 040
Assimilation Public 76 2.81 0.62 ' '
Adaptation to Private 220 3.71 1.06 3543 000
Organization Public 76 3.23 0.94 ' '
. . Privat
Sociodemographic rlva- ¢ 20 kil iz -3.528 .000
Factors Public 76 3.35 0.71
Deprivation of Private 220 2.62 1.03 -2.621 .009
Goods-Services Public 76 2.98 1.07
L Privat
Deprivation of rlva_e 24 =0 1550 4.441 .000
liberty Public 76 2.82 1.08
Private 220 2.61 1.01
Organizational . -2.977 .003
Cynicism Public 76 3.00 0.96
Private
_ 220 3.86 054 2839 005
Positive Emotions Public 76 3.65 0.59

4.4.3. Difference Tests among Managerial Position

It was found that employees having a managerial position show higher levels of
assimilation reaction than those have not (3.13> 2.89, t = -2.72, p<.01); adaptation to
organization and infidelity to co-workers, which are assimilation dimensions, have higher
levels in managers (3.82> 3.50, t = -2.34, p<.05 and 3.14> 2.46, t = -4.39, p<.001,
respectively), while employees without a managerial role are more isolated from co-
workers (2.51> 2.21, t= 2.24, p<.05). In addition, considering the dimensions of separation,

as a prisonization reaction, it was also found that employees with a managerial role are

85



more likely to oppose organizational policies than those without a managerial role, with a

value close to significance limit (3.94> 3.70, t=-1.90, p = .058).

Also, it was observed that employees who does not have managerial position
experience more organizational deprivation than managers (2.99> 2.72, t = 2.62, p <.01);
and found out that they show more organizational cynicism with a value close to the limit
of significance (2.78>2.52,t=1.95, p =.053) Results are indicated on Table 27.

Table 27. Results of Difference Test among Managerial Position

Variable Managerial N Mean Std. t p
Position Deviation
izati None 217 2.89 0.67
Ol ZToIE] -2.717 007
Assimilation Yes 79 3.13 0.71
N
Adaptation to one - 105 2,344 020
Organization Yes 79 3.82 1.02
. None
Infidelity to Co- 2 248 g -4.304 000
workers Yes 79 3.14 1.28
Isolation from Co- None 217 251 103 2.245 025
workers Yes 79 221 0.95
Opposition to None 217 3.70 0.98
Organizational Yes -1.901 .058
s 79 3.94 0.92
L None 217 2.99 0.78
Organizational Yes 2.618 .009
Deprivation 9 2.12 0.74
None 217 2.78 1.00
Organizational 1.946 .053
Cynicism Yes 79 252 1.01

4.4.4. Difference Tests among Professions

According to the difference tests among the participants' professions,
academicians were found out to show higher level of separation reaction to organizational
prisonization than other profession groups (F= 3.42, p<.05). Especially the group solidarity,
one of the dimensions of separation, is more frequent among academicians than employees
of other professions (F = 3.87, p <.05).
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It was also found that the specialists experience more job alienation than the
academicians do (F = 4.22, p <.05), whereas the academicians are more involved in their

job than the employees of other professions do (F = 4.54, p <.05)

On the other hand, employees in other professions show more assimilation
reaction (F = 3.20, p = .05) than specialist employees. When the dimensions of assimilation
were examined, it has been seen that the academicians are more isolated from the co-
workers in their organizations, than both the specialists and the other professions (F = 5.55,
p <.05). However, when infidelity to co-workers, another dimension of assimilation,
examined, it was also found that employees of other professions show a higher level of

infidelity than academicians and specialists do (F = 9.79, p <.001).

It was also found that academicians show higher level of organizational cynicism
(F = 3.89, p <.05) than the workers of the other professions, and this difference was found
to be particularly prominent in the cognitive dimension of the cynicism (F = 5.44, p <.05).
Results are indicated on Table 28.

Finally, there were no significant differences in organizational prisonization,
organizational deprivation, and prisonization reactions, depending on employees’ marital

status and the size of organizations they work in.
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Table 28. Results of Difference Test among Professions

. Mean for Mean for Mean for
Dependent Variable Academicians  Specialists  Others P F
O =B 2.92a 268 2,490 024 3.786
Cynicism
Job Alienation 2.25b 2.63a 2.50 .016 4.222
Job Involvement 3.11a 2.85 2.76b .011 4.536
Assimilation 2.92 2.88b 3.13a .042 3.201
Organizational
Cynicism- 3.18a 2.93 2.67b .005 5.440
Cognition
Assimilation-
Isolation from Co- 2.70a 2.31b 2.25b .004 5.550
workers
Assimilation-
Infidelity to Co- 2.42b 2.56b 3.08a .000 9.786
workers
Separation 4.06a 3.93 3.74b .034 3424
S EElEHE 4.26a 401 3.84b 022 3.868

Solidarity

Note: ‘a’ and ‘b’ on each row represent different groups statistically.

4.5 ADDITIONAL ANALYSES

In this study, where antecedent and consequent variables of organizational
prisonization were researched, in addition to the findings obtained, the mediating variable
function of the organizational prisonization was also tested and a number of regression
analyzes conducted for this (see Tables 29 and 30).

A three-step regression analysis by Baron and Kenny (1986) was conducted to test
the mediating role of organizational prisonization among the other variables. According to
this; significant contributions of the independent variable was sought on both the mediator
and the dependent variable, and also the significant contribution of the mediating variable
was sought on the dependent variable. When the mediating variable was controlled, it was
expected that the previous contribution of the independent variable on the dependent

variable would become insignificant or decline.
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As a result of the analyses conducted to test the mediating role of organizational
prisonization between organizational deprivation and life satisfaction, it was found out that
organizational deprivation has significant contributions to both organizational prisonization
(B = .63, p <001) and life satisfaction (B = -.25, p <.001). When the contribution of
organizational prisonization was controlled, it was found out that the contribution of the
deprivation to life satisfaction becomes insignificant (3 = .03, p = .89) and that the
organizational prisonization has a significant contribution to life satisfaction (B = -.40, p
<.001). This result completely supports the mediating function of the organizational

prisonization between organizational deprivation and life satisfaction.

Similarly, the mediating role of organizational prisonization between the
organizational deprivation and negative emotions was completely supported. Indeed,
organizational prisonization has a significant contribution to negative emotions as well
(B=.49, p<.001). When the contribution of prisonization was controlled, the significant
contribution of organizational deprivation to negative emotions (B = .28, p <.001) becomes
insignificant (B =-03, p = .65).

On the other hand, the mediating function of organizational prisonization between
organizational deprivation and organizational cynicism was also tested. Besides the
significant contribution of prisonization to organizational cynicism (B=.65, p <.001),
organizational deprivation also has a significant contribution to cynicism (f=.58, p <.001).
However, according to the regression analysis, when the contribution of the organizational
prisonization was controlled, the effect of organizational deprivation on cynicism remains
as significant but declined (B=.17, p<.001). Accordingly, the mediating role of
organizational prisonization between organizational deprivation and cynicism was partially

supported.

Moreover, it was also found out that the organizational prisonization has a
significant contribution to job alienation (B = .46, p <.001), and when the contribution of

prisonization was controlled, the contribution of organizational deprivation to job alienation
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(B = .51, p <.001) weakened with retaining its significance (p = .22, p <.001). Accordingly,

the organizational prisonization also mediates the

deprivation and job alienation, partially.

relationship between organizational

Table 29. Contribution of Independent Variables to the Mediator and Dependent

Variables
1st Step 2nd Step
M ediator Dependent Variables
Independent -
Variables o Job Organizational Life Negative  Organizational  /\d@ptation
Organizational o . . . : Lo to
o Alienation Cynicism Satisfaction ~ Emotions Assimilation -
Prisonization Organization
Organizational
Deprivation (B) B3*** SLHH* 5g*** - 25%** 28*** -.35%**
R? .39 .26 .34 .06 .08 12
Adjusted R? .39 .25 .34 .06 .07 12
F 192.150 101.691 152.191 19.187 25.003 41.715
Sociodemographic
Factors (B) - 51*** 14* 23FF*
R? .26 .02 .05
Adjusted R? .26 .02 .05
F 103.484 6.258 17.005

*p<.05 **p<.01***p<.001

Table 30. Mediating Roles of Organizational Prisonization

S Organizational Life Negative  Organizational ~Adaptationto
B9 A ETET e Cynicism Satisfaction  Emotions  Assimilation Organization
Organizational
Prisonization () ABF** B5*** - 41xx* AGFF* -.20%** - 39***
Organizational
Deprivation (B) 22%%* L7 .01 -.03 -.16*
R’ .38 .60 .16 .22 .18
Adjusted R? .38 .59 .16 .22 .18
F 91.124 217.871 28.316 42.588 32.586
Sociodemograp hic
Factors () .04 .03
R? .05 17
Adjusted R? .04 .16
F 7.717 29.513
*p<.05 **p<.01 ***p<.001
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In addition, it was also seen that there is a partial support for the mediating role of
organizational  prisonization  between organizational deprivation and adaptation to
organization, as a dimension of assimilation reaction. As a matter of fact, it was found out
that the organizational prisonization has a significant contribution to adaptation to
organization (B = -.39, p <.001), and when the contribution of prisonization was controlled,
the effect of organizational deprivation on adaptation to organization (B = -.35, p <.001)

declines with retaining its significance (B =-.16, p <.05).

The mediating role of organizational prisonization between socio-demographic
factors and assimilation was also completely supported. Firstly, it was found out that socio-
demographic factors has a significant contribution to organizational prisonization (f = -.51,
p <.001). However, when the contribution of the prisonization (B = -.20, p <.001) was
controlled, it was found that the significant contribution of socio-demographic factors to

assimilation (B =.14 p <.05) becomes weaker and insignificant (p=.04, p=.51).

Similarly, the mediating role of organizational prisonization between adaptation to
organization, as a dimension of the assimilation reaction, and sociodemographic factors
was also completely supported. Accordingly, when the contribution of the prisonization (=
-.39, p<.001) was controlled, it was found that the contribution of socio-demographic
factors to adaptation to organization (B = .23 p <.001) becomes insignificant (B = .03, p =
.58).

4.6 SUMMARY OF THE FINDINGS

Factor analyses for all the scales used for the measurement of the variables were
conducted and alpha levels more than .70 were achieved in all scales except for the

sociodemographic scale (a=.59).

In the first of the research hypotheses, it was suggested that organizational
deprivation predicts organizational prisonization and this hypothesis was supported by the

regression analysis.
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The second hypothesis, suggesting that employees’ level of prisonization would
vary depending on their demographic factors was not supported, as there was no significant
difference found.

On the other hand, as a result of the regression analyses, it has been found out that
socio-demographic  factors including non-organization contact and future expectations,
which were suggested as the antecedents of organization prisonization, has a significant

predictive role. Accordingly, the third hypothesis was supported.

As a result of the regression analyses for the variables put forward as the
consequences of the organizational prisonization, it has been found that the organizational
prisonization predicts the employee's reactions of assimilation to and separation from the
organization, job alienation, subjective well-being level based on positive emotions and life
satisfaction, level of organizational cynicism and job involvement. However, contrary to
the expectations, organizational prisonization has been found out to have no effect on the
level of work involvement. Accordingly, while the fourth, fifth, sixth, seventh, eighth and

ninth hypotheses were supported, the tenth hypothesis was not supported.

Regardless of the hypotheses, the mediating roles of organizational prisonization
were also tested. According to this, organizational prisonization fully mediates the effect of
organizational deprivation on both life satisfaction and negative emotions. However, the
effects of organizational deprivation on organizational cynicism, job alienation and
adaptation to organization dimension were partially mediated by organizational
prisonization. Also, it has been found that the effects of sociodemographic factors on both
organizational assimilation and adaptation to organization dimension were fulltk mediated

by the organizational prisonization.
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5. DISCUSSION

In this chapter, the findings of the hypotheses tested within this research will be
discussed in the light of researches on organizational behaviour, various social psychology
theories, and criminological studies, where the the concept of prisonization was first

introduced.

In addition to this, results of the additional analyses, which are not a part of the
research but conducted by the researcher, examining the mediating roles of organizational

prisonization between antecedent and consequent variables of it will be discussed as well.

5.1. ORGANIZATIONAL DEPRIVATION AND ORGANIZATIONAL
PRISONIZATION

Since the time when industrialization and mass production started, the primary
aims of the organizations have been to increase their productivity, to survive in the sector
they are in, and to achieve economical growth. It is known that the manufacturers may use
various motivators to increase the capacity of the employees in order to produce more in
shorter time periods. It is also known that there have been extrinsic motivators such as
imposing quota on the workers who work on mass production, making extra payments for
each additional part manufactured, as well as increasing the working hours of employees,
or from time to time, reducing the expenses by decreasing the budget to be allocated for the

workers and labour, in order to increase the capital.

No doubt that technological developments and especially various theories, put
forward following World War I, revealed that economy and extrinsic factors are not the
only factors that motivate the human behaviour but there are longer lasting methods
required to change the behaviours and attitudes of people. This is due to the fact that it has
been understood that the motivation could not be achieved through behaviourist approaches

such as rewards like payments to employees, or punishment methods like pay cuts or fear
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of losing the reward; on the contrary, an employee adopting his or her job and the
organization, voluntarily committed to the organization, in other words, which may be a
cliché¢ for today’s organizations, adopting the organization as his or her family, have been
considered as the most fundamental and longest lasting motivators. However, it is not as
easy as it seems to create an organizational environment where an individual identifies

himself/herself with the organization while preserving his/her independent individuality.

At this point the researchers studying motivation in the fields of industrial-
organizational psychology and organizational behaviour conducted a series of studies
which set forth that not only the concrete or abstract outputs by the employee but also the
conditions of the production process should be taken into consideration. No doubt that
these conditions are not only the physical conditions of the working environment but also
the conditions which may ensure that the work may make sense to the employees, and the
employees consider themselves as valuable parts of the organization. Herzberg’s (1968)
two-factor theory suggests that extrinsic rewards and physical working environment that
form the hygienic factors, are not enough for motivation individually, and the employees
can be motivated only when they are supported with intrinsic rewards such as being
recognized as an individual and appreciated in the organization, being encouraged to take
responsibilities, satisfying their sense of achievement and being supported in their
professional development (Aamondt, 2010). As a matter of fact, it has been reported that
employees who are appreciated and respected, and given autonomy and freedom in their
organizations, experience more job satisfaction and lower stress (Fried and Ferris, 1987) as

they feel more competent and confident (Spector, Dwyer and Jex, 1988).

This caused today’s modern and institutional organizations to consider different
approaches in order to increase employees’ motivation. However, mostly in developing
societies, many organizational managements which are struggling to survive the economic
difficulties, hesitate and resist against such changes, and maintain traditional, surveillance-
oriented, controlling and behaviourist approaches. It is considered that a structure, where

there is control and surveillance instead of freedom; and distrust and restriction instead of
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autonomy, may cause the transformation of an individual from a “productive” employee

who is a “valuable” part of the organization, to a desperate “inmate”

The concept of organizational prisonization is introduced with an inspiration from
the criminological researches. Prisonization is defined as the adaptation of the convicted
criminals to the conditions of the prison greater or lesser degree (Clemmer, 1940). Being
placed in the prison after conviction is not a choice made by the individual with his/her
willpower. Therefore, an individual, upon being placed in a prison, is an inmate. However,
an employee joins in an organization through a legal agreement and his or her own free
will, and then may or may not experience prisonization, depending on his or her
organizational experiences. These experiences, which may lead the employees to be
prisonized in their organizations, include the oppressive, inflexible, highly control-oriented
structure of the organization, deprivation of physiological and psychological needs to

motivate the individual to be able to work there.

Within the scope of the research, the concept of organizational deprivation, which
was considered to lead to organizational prisonization, was defined in parellel with the
Deprivation Model, which predicts prisonization in criminological researches. Within the
scope of organizational deprivation; deprivation of liberty, questioning to what level the
employee is under control and surveillance, deprivation of autonomy, questioning about
how much control the employee has on his or her job, deprivation of goods-services,
questioning to what extend the employee is supplied with material and resources, and

deprivation of security, questioning the level of employment security.

Herzberg (1968), arguing in the Two-Factor Theoory that a long lasting job
satisfaction and motivation could only be achieved by meeting the intrinsic psychological
needs and suggests that basic physiological needs (for example, the working environment
and physical conditions provided by the organization for the employee) would prevent only
dissatisfaction. However, in the criticisms directed to the Herzberg, it is argued that the

physiological conditions provided by the hygiene factors for employee motivation are also
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as important as the psychological needs, due to the survival instinct of human nature
(Tietien and Myers, 1998). At this point, it would make sense that not only the
psychological needs such as deprivations of autonomy and security but also the
physiological needs such as the deprivations of goods-services and liberty are included in

the measurement of organizational deprivation.

The findings of the research were consistent with the findings of the
criminological researches, where organizational deprivation was found to predict the
organizational prisonization (B = .63, p <.001). In other words, the individuals who stated
that they have experienced deprivation in their organizations, also stated that they had been

highly prisonized.

However, hierarchical regression analyses on which type of deprivation predicts
the prisonization of the participants more, suggest interesting findings. First, given that
participants were white and gold collar employees who highly used their cognitive skKills,
the types of deprivation that was expected to predict prisonization at the highest level were
deprivations of autonomy and liberty. Because it is considered that such types of
employees, who produce not concrete but intellectual products, may improve their
creativity in a flexible, liberal environment with less control, with the initiative to make
their own decisions when doing their jobs. Indeed, research has shown that such types of
employees underperform when they are tried to be motivated by extrinsic rewards, but that
their productivity increases when they are granted autonomy (Azoulay, Graff Zivin and
Manso, 2011; Baumeister, 1984). However, in the findings obtained in this study, it was
noticed that compared to other types of deprivation, the participants were more prisonized
when they experienced deprivation of security and the less prisonized when they

experienced deprivation of liberty.

Even it was surprising, considering the information based on the literature, that the
most basic type of deprivation that would lead to prisonization was expected to be

deprivation of liberty but found out to be deprivation of security, might not be that
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surprising when the time period this research was conducted in our country and the culture

of our society was considered.

Hofstede's (1996) cultural dimensions theory suggests that our country has a long-
term oriented culture. According to Hofstede, in long-term-oriented societies, individuals
are often focused on future anxieties rather than present time. They focus on a safer future
and permanence rather than change. It is not surprising that these individuals with long-
term orientation in a developing economic structure are primarily concerned with the
deprivation of security among the factors that lead to organizational prisonization. On the
other hand, it is believed that the participants’ sensitivity on employment security may have
increased as a result of the sanctions imposed because of the coup attempt in Turkey during
the period of the study.

As a result, the extent to which the physiological and psychological needs of the
employees are satisfied by their organizations, in other words, the level of deprivation
experienced, emerges as one of the antecedent variables, which determines to what degree

an employee feels prisonized.

5.2. DEMOGRAPHIC FINDINGS

A number of analyses have been carried out on whether organizational
prisonization and the antecedent and consequent variables of prisonization differ depending
on the demographic factors. It has been found that the level of organizational prisonization,
which was argued to be main actor of the study, did not vary depending on any
demographic factors. In other words, the level of organizational prisonization has been
found out not to differ depending on age, gender, marital status, period of working,
managerial status, profession, the size of the organization, whether the organization is
private or public. In this case, it is necessary to consider the general characteristics of the
employees involved in the research. As the participants were selected from employees who

intensively used their cognitive skills, and they consist of a population described as highly-
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educated white and golden collar employees, who were supposed to have higher
expectations as to the conditions they were in. Therefore, it was considered that people who
had similar expectations from their organizations and experienced similar problems, might
have reported similar levels of organizational prisonization. However, it was considered
that the scores regarding prisonization might also vary in a sample where the diversity was
higher, such as where white and blue-collar employees in the same group. On the other
hand, when the extent to which an employee felt prisonized in an organization was
evaluated through despair and deprivation of alternatives, the emotional dimension was
quite high. Since the measurement results with a rating on the feelings of the individuals
did not vary, it was considered that there might be a difference in the underlying antecedent

variables and consequent variables emerging on the behaviour dimension.
5.2.1. Gender

Initially, in the evaluations made on employees' genders, it has been found that
women expressed more deprivation of liberty in their organization, when compared to men
(3.46> 3.12, p <.05). In other words, remaining in the organization within working hours,
the obligation to request a leave every time when one needs to go out of the organization,
constitute a more significant problem for female employees than for male employees. At
this point, it was considered that the gender roles determined by the society, the women's
life at home and importation of the responsibilities related there to the workplace, create
more conflict areas, when compared to men. In their research on gender differences in
work-family conflicts, Duxbury and Higgins (1991) state that women with a profession are
expected to assume all the responsibilities required by their roles within their families, as
well as assuming any responsibilities required in the workplace, like the men. In a meta-
analysis study supporting this finding, it was found that women had more family-work
conflicts due to their family-related responsibilities than men had (Byron, 2005). Therefore,
the fact that female employees reporting more deprivation of liberty compared to men is in

parallel with these findings in work-family conflict researches.
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Another noteworthy finding in the dimension of organizational deprivation was
that male employees had a higher level deprivation of security than the female ones had
(2.98> 2.69, p <.05). The previously mentioned gender roles have an important influence
on women and men in determining the way in which they live in society. Both the cultural
bakcground of the society, and the dominant decisive belief system of the society, operates
as mechanism that rules what the basic purposes of women and men are, and what should
be done for such purposes (Basow, 1992). For example, a study analysing 124 television
programs broadcasted at prime time, found out that in the context of these programs,
women's experiences were mostly shaped by family and friends, while men’s experiences
were portrayed with their business lives (Lauzen, Dozier and Horan, 2008). Similar
researches and findings are frequently encountered in the literature, sports and career
choices (Basow, 1992). Regarding this, losing a job for a man can become a much more
traumatic than it is for a woman. A man may be more worried in terms of employment
security, as the loss of work may lead to the societal pressure of not being able to fulfill the
task of being a "family man'. The primary task of a woman defined by the society is not to
advance in her career and have a job but to keep the family together and to care for her
children. At this point, the societal pressure a woman might experience in the case of losing
her job, would be less than a man might. Also, this situation may reveal that men have to
abide by the rules and norms of organizations more than women do. And in support of this,
it has been found out that male employees exhibited more level of adaptation to

organization than female ones did (3.05> 2.89, p =.05), in the dimension of assimilation.

These effects of gender roles suggest that it is more likely that men’s jobs mean
more to them, than they mean to women. As a matter of fact, it was found out that the level
of work involvement of the male employees was higher than that of the women (2.31>
2.07, p <.05). On the other hand, in the dimensions of assimilation reaction, it has been
found out that males tend to show infidelity to coworkers than female employees do (2.96>
2.44, p <.001). In other words, men tend to show infidelity to their colleagues during the
process of assimilation, when compared to women. It was considered that within the scope

of gender roles, male and female differences had a significant role in determining societal
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expectations, as well as that fact that such differences might lead to changes in relationships
between men and women. For example, in a variety of studies on gender differences, it was
evident that women used communication to enhance interpersonal relationships to develop
social networks, while men used communication to emphasize their dominant aspects and
to obtain concrete outputs (Leaper, 1991; Mason, 1994; Wood, 1996). It was also
mentioned that women tended to prefer a horizontal communication style with courtesy that
focused more on their ability of self-expression in their relationships, while men tended to
be more ambitious, more power-oriented and a vertical communication style (Basow and
Rubenfield, 2003). It is therefore not surprising that women who developed attitudes in
order to set up and maintain relationships have lower rates of infidelity to their colleagues
than men have. The dominant nature of women in building and maintaining relationships
may provide them the ability to cope more easily with difficulties, with the support they
receive from their social networks. This ability also allows women to be more resilient than
men and to remain relatively peaceful in stressful work environments. Indeed, at the point
of life satisfaction, the fact that women reported more satisfaction with their lives than their
male counterparts, supports this (3.24> 3.00, p <.05).

5.2.2. Type of Organization

When employees were evaluated on the basis of the type of their organization, one
of the first notable findings was that the employees of private organizations had more level
of assimilation reaction against organizational prisonization, when compared to public
employees (3.00> 2.81, p <.05). Moreover, in the assimilation dimensions, it has been seen
that the employees of private organizations had more level of adaptation to organization
than those of public organizations (3.71> 3.23, p <.001). The bureaucratic structure of the
public organizations ensures that the internal operations progress in accordance with strict,
predefined rules or even laws; the procedure followed in admission, salary increase or
promotion is based on seniority rather than on performance. However, personnel
management approaches adopted in private organizations, is mainly based on performance

evaluation systems as well as seniority. And this creates a structure in which employees of
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private organizations have to prove both the quantity and quality of their work in a more
competitive environment than that is in public organizations. Therefore, in such structures
where competition is essential, it is understandable that adapting to organization by acting
in favourable to the management, becomes more evident than it does in public

organizations.

In addition, public employees had a higher average (3.35> 3.01, p <.001) in socio-
demographic factors including employees' non-organizational social activities and future
expectations. Working hours in private organizations, where competition is higher and
performance is constantly monitored, are often more than those of public organizations, and
many private organizations are able to force their employees to work even at the weekends.
As a matter of fact, the employees of private organizations stating that they had a higher
level of deprivation of liberty than the public employees, support this highly surveillance
and control-oriented structure (3.50> 2.82, p <.001). Therefore, intensive surveillance and
strict working hours were considered to cause employees of private organizations to have
less time with their families and relatives. Furthermore, in an environment where there are
underemployment and competition, it was considered that future expectations of the
employees of private organizations would be lower, when compared that of public
employees with higher employment security.

On the other hand, it was also found that the employees of private organizations
had more positive emotions than those of public organizations (3.86> 3.65, p <.001). An
explanation of this situation may be that the private organizations can provide more
opportunities to their employees in terms of working conditions and that the resources of
the public organizations are more limited, in that term. As a matter of fact, that the
employees of public organizations stating that they experience more deprivation of goods
and services than the employees of private organizations supports this argument (2.98>
2.62, p <.05). It is also considered that in private organizations where promotion is on
performance based, it is likely to form future career expectations on such a more dynamic

structure, and promotions may be much faster than the constant and heavily functioning
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bureaucratic process in public organizations based on laws. In this case, it was thought that
there might be another explanation for the positive emotions of employees in private

organizations.

Finally, it has been seen that public employees showed more organizational
cynicism than those of private organizations (3.00> 2.61, p <.001). The strict hierarchical
structure within the public organizations causes intensive vertical relationships among
employees. As a matter of fact, it is known that in the organizational cultures where vertical
relations are intensive, information loss, disinformation or misinformation can occur in
communication channels (Kogel, 2007). It is not surprising that public employees were
more cynical than those of private organizations considering that the correct information
could not be clearly shared and that closed communication fosters cynicism within the

organization (Qian, 2007).

5.2.3. Managerial Status

When the findings were evaluated considering whether the participants have
managerial positions or not; employees with a managerial position were found to have a
higher average of organizational assimilation against prisonization than the other
employees (3.13> 2.89, p <.001). It is estimated that the employees with managerial
positions are closer to the senior management than those without a managerial position, as
they are considered to be directly report to the senior management to coordinate their
subordinates and the work flow. At this point, it is an expected situation that employees
with managerial positions would show more adaptation to the organizational structure
which is manipulating by senior management, than those without a managerial position. As
a matter of fact, it has been seen that the managers had a higher average of adaptation to
organization, as a dimension of assimilation reaction, than non-managerial employees
(3.82> 3.50, p <.05). Due to similar reasons, it has also been seen that managers had a
higher average of infidelity to coworkers, as another dimension of assimilation reaction,

than non-managerial employees (3.14> 2.46, p <.001). Because the employee with a
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managerial position, may prefer to notify the management, with a conciliatory
responsibility, about the opinions of the other employees communicated to them, on the
organizational practices. It is also understandable that managers with direct responsibility
against senior management support imposing sanctions against employees who violate
organizational rules and norms. On the other hand, managers also had a lower average of
isolation from coworkers, as another dimension of assimilation (2.21 <2.51, p <.05).
Although they had a higher average of assimilation against prisonization, it did not seem
possible for managers to isolate themselves from other colleagues. Because managers have
the duties of knowing the opinions of the employees they are responsible for, of being
mformed about the department which they manage, of listening to the employees’ opinions
and, if necessary, of communicating these opinions to senior management to find solutions.
As a matter of fact, as managers have more contact with senior management than other
employees, they have the opportunity to communicate with senior management in
unfavourable matters. At this point, it is not surprising that the managers had a higher
average of opposition to the organizational policies, as a dimension of separation raection,
than the other employees (3.94> 3.70, p =.06).

On the other hand, non-managerial employees stated both that they experienced
more organizational deprivation, and were more cynical than the managers (2.99> 2.72, p
<.01; 2.78> 2.52, p = .05, respectively). Many private or public organizations offer their
employees various privileges along with their managerial positions. Apart from salary
increase, title, authority and responsibility; possibilities such as flexible working hours,
improvement in physical working conditions for better organizational representation,
increased resource and material provision, greater autonomy resulting from more initiative
and so on, might have led managers to report that they experienced less organizational
deprivation than the other employees. However, all these facilities and power that come
with the managerial position bring the responsibility of being a role model for subordinates.
This awareness also seems to explain the fact that managers were less cynical than other

employees.
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5.2.4. Professions

Employees participating in the research were evaluated in three categories, ie.
Academicians, Specialists, and the Others. Specialists were medical doctors, psychologists,
teachers, lawyers, prosecutors and judges, and engineers of various branches, working in
various private and public organizations. Participants in the other category were those who
reported their current job positions rather than their professions. Those who serve as
managers, assistant managers, executive assistants etc. in their organizations were

considered white-collar employees, for the purposes of this research.

As a result of the evaluations made on the basis of professional categories, it was
found that the academicians exhibit more separation reaction against organizational
prisonization than the white-collar workers in the Others category (F = 3.42, p <.05).
Particularly as a dimension of separation, it was seen that the academicians had more group
solidarity than the white collar employees (F = 3.87, p <.05). At this point, academicians
were thought to be relatively more autonomous and liberal than white collar employees in
the Others category, regardless of whether they work in public or private organizations. As
a matter of fact, academicians can have an autonomous identity within their scientific field,
regardless of their organizations. In this respect, it has been considered that academicians
develope a social identity independent from their organizations, through their affiliation
with the academic and scientific community. On the basis of social identity theory, the
social identity developed by the individual through the group it belongs to, becomes one of
the basic elements of individual’s identity (Tajfel and Turner, 1979). Another important
point that the theory argues is the fact that social identity is also the basis of social change
and collective nonnormative actions (Tajfel and Turner 1979; Tougas and Veilleux 1988).
In this respect, it was considered that the social identities developed by academicians
through their professions caused them to separate from their organizations and to exhibit
group solidarity against prisonization they experienced in their organizations, compared to

white-collar employees. Furthermore, it was thought that this might be the explanation of
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the fact that the academicians had more job involvement than white collars in the others
category (F =4.54, p <.05).

Tougas and Veilleux (1988) point out that the underlying psychological processes
of social identity formation are also responsible for collective actions of individuals where
they experience collective deprivation. Researchers also mention that those who have
acquired social identities more likely to dewvelop attitudes and behaviours towards
exhibiting collective actions rather than feeling of individual deprivation. It was therefore
an expected finding that academicians employed organizational cynicism at a higher level
than white-collar workers did (F = 3.89, p <.05).

On the other hand, when it comes to the assimilation reaction, white collar workers
in the Others category had a higher average than all other professional categories, in terms
of infidelity to coworkers dimension (F = 9.79, p <.001). At this point, it was thought the
white collar employees were subject to a system based on more competition and
overrunning their colleagues by performing better for promotion. This system creates a
structure that unavoidably makes the employees compete. In such a structure, assimilation
reaction, considering infidelity to co-workers dimension, may be required for the white-

collar to step forward, more than it is for an academician or an engineer.

5.3. SOCIODEMOGRAPHIC FACTORS AND ORGANIZATIONAL
PRISONIZATION

Another variable argued to lead to organizational prisonization was inspired by the
Importation Model that criminologists suggested when explaining the prisonization.
According to the Model, what causes prisonization is not only the deprivations resulting
from the organizational conditions but the sociodemographic factors the inmate imported to
the prison. Sociodemographic factors being described as pre-prison experiences (age,
educational background, marital status, social status based on previous professional

experience, criminal background); extra-prison contact, the quality of post prison
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expectation of an inmate (Thomas, 1975; Thomas and Zingraff, 1976) have been explained

similarly for the employees being prisonized in their organizations.

The employee’s pre-organization experiences were explained by measuring the
basic demographic factors (age, gender, marital status, period of working in the current
organization etc.). It was also mentioned in the previous section that these factors did not

make any difference in the level of employees’ organizational prisonization.

On the other, the extent to which an inmate has the opportunity to contact his/her
kin and folks outside the prison (extra-prison contact) refers to degree to which an
employee has social support from his private and social life outside the organization he/she
is prisonized i, which within this research is called ‘“non-organizational contact”. The
quality of the expectations of an inmate on his/her life after being released (post-prison
expectations) refers to the quality of the expectations of an employee after leaving his/her
current organization, which within this research is called “future expectations”. When these
two dimensions were measured together with the sociodemographic scale, it was found that
it predicts organizational prisonization significantly (B = -.51, p <.001), in other words,
those with stronger extra-organization contact and higher future expectations experienced

organizational prisonization less.

Various studies have shown that individuals with stronger social support systems
experience lower levels of depression and anxiety in their daily life (Zimet, Dahlem, Zimet
and Farley, 1988). A meta-analysis study showing the effects of social support systems on
work experience; suggest that individuals with weak intra and extra-organization social
support systems experience emotional exhaustion, their personal senses of achievement are
hurt, and in some, symptoms of depersonalization, which is known to result from intense
stress and anxiety, are observed (Halbesleben, 2006). At this point, it was an expected
result that the non-organization contact that facilitates the ability to cope with problems in

the organization, future expectation that is the determinant of the level of despair, in other
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words, sociodemographic factors imported as described in Importation Model, are effective

on the level of organizational prisonization.

5.4. ORGANIZATIONAL PRISONIZATION AND PRISONIZATION
REACTIONS

Prisonization, which begins with imprisonment of an inmate without his or her
consent, is defined as the process of individuals adaptation to the prison during the
imprisonment period (Clemmer, 1940). In studies on prisonization, criminologists argued
that individuals react to this process in multiple ways. Sykes (1958) has two main
categories for these reactions. Accordingly, prisonized inmate would either obey the rules
and norms of the prison institution being assimilated, or would oppose to the prison
institution and its rules by forming their subgroups together with the other prisoners. Sykes
(1958) stating that the obedient group would face other mmates’ opposition in this process,
reported that the loyalty of the assimilated community would be towards the organization,
while the loyalty of the opposition group would be towards the inmate community they

belong to.

In this study, the reactions emerging during the prisonization of employees were
also defined by in parallel with that categorization of Sykes and named after Berry's (1997)
acculturation strategies. Prisonized employees’ obedience to organization’s rules and
norms, by adapting to the organization, isolating themselves from other employees and
exhibiting close connection with the management is called assimilation, while their
opposition to rules and norms of the organization and the development of an opposing

attitude in solidarity with his colleagues is called separation.

By means of regression analyses run, effects of organizational prisonization on the
assimilation to and separation from the organization were examined. Consistent with
Sykes’ prisonization reactions; despite it’s of a lower degree, the significant effect of the
organizational prisonization to separation from the organizational culture was found (B =

13, p <.05).
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On the other hand, the effect of the organizational prisonization on the assimilation
reaction was found to be negative (B = -.22, p <.001). In other words, organizational
prisonization seems to prevent the emergence of assimilation reaction. At this point it is
necessary to recall the definition made based on the categorization of Sykes (1958).
Employees prefering organizational assimilation, become obedient to the rules and norms
of the organization, favour the management, and oppose to and exhibit infidelity to other
employees, like the inmates who are adapting to prison conditions. However, it seems that
this works in a different way in the organizational environment than it is in prison
conditions. As a matter of fact, the level of adaptation of an employee experiencing
organizational prisonization decrease significantly (B = - .41, p <.001), while his or her
mfidelity declines (B = -.16, p <.01). The prisonized employees also seem to be isolated
from coworkers (B = .23, p <.001). In this case, it is understood that organizational
prisonization prevents the employee from having a close and complying attitude towards
the management and does not allow him/her to dewvelop a positive or negative relationship
with his/her coworkers. Therefore, it is seen that the employee who feels prizonized in
his/her organization can not adapt to the organizational rules and norms and the value
system, in terms of assimilation. At this point, it is also understandable that an employee
ceases emotional investments to his/her relations within the organization and isolates

himself/herself from coworkers.

Sykes (1958) argues that nmates’ attitudes and behaviors in terms of assimilation
to prison institution are for the purpose of eliminating their own deprivations and protecting
their own interests. Considering these results, it can be considered that the employee who
adapts to his/her organization also intends to protect himselffherself from the consequences
of prisonization. In support of this, when the levels of job alienation of employees, who
exhibit adaptation were reviewed, it has been seen that there was a strong negative
correlation between them (r=-.41, p<.001).
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5.5. CONTRIBUTION OF ORGANIZATIONAL PRISONIZATION TO
OTHER VARIABLES

Organizational prisonization, as the concept implies, is a negative situation that
causes the individual to feel despair and misery. For the individuals who feel prisonized in
their organizations, their job also loses the potential of creating a sense of satisfaction and
success. As a result of the analysis upon this consideration, it was found out that the
employee, who was prisonized in an organization, experienced job alienation and
organizational prisonization contributed to job alienation strongly (3 = .59, p <0.001).
Because, as the individual who begins working with his/her free will in an organization
becomes prisonized due to the deprivations he/she experiences, the organization he/she
works for will transform into a place where he/she is forced to stay without his/her consent,

and it is inevitable that the individual experiences job alienation.

In addition, it has been thought that prisonization, a negative emotional state,
would also have a negative effect on the subjective well-being of the individual. As a
matter of fact, the results show that the organizational prisonization has a negative effect on
both life satisfaction and positive emotions of the individual (B = -.40, p <.001; B = -29, p
<.001, respectively), whereas it has positive effect on the negative emotions (B = .47, p
<.001).

It is expected that employees, who experience prisonization mostly due to
organizational policies, will hold their organizations responsible, especially due to the
organizational deprivation they experience. As a result, there is a high probability that
prisonized employees will have negative attitudes towards their organizations, and exhibit
organizational cynicism. As a matter of fact, it was also found that organizational
prisonization was strong and significant predictor of organizational cynicism (B = .76, p
<.001). Organizational cynicism refers to the negative attitudes of employees that emerge
in the emotional, behavioral and cognitive dimensions, when they think their organizations

are not honest and fair. At this point, as expected, the dimension of the cynicism, which the
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prisonization is the strongest predictor, was the emotional cynic reactions by the employee
(B = .77, p <.001). On the other hand, it has been seen that the prisonized employees
developed a negative attitude towards their organizations, in the cognitive and behavioural
dimensions as well (B = .63, p <.001; B = .54, p <.001, respectively). Considering the
studies suggesting that organizational cynicism is closely related to violations of
psychological contracts and job alienation, and may cause decrease in job satisfaction and
organizational commitment of the employees (Abraham, 2000), it is not surprising that
individuals experiencing organizational prisonization also reacts cynically not only in
emotional but also in cognitive and behavioural dimensions. Considering the negative
effects of the destruction such as prisonization, experienced by the individual in the
emotional dimensions, have negative effects on the subjective well-being, it can be
considered that organizational cynicism becomes a strategy that helps the prisonized

employee cope with such difficulties and have cathartic relaxation.

The effects of negative emotions of the employees experiencing organizational
prisonization against their organizations, on their job they perform in their organization,
and their involvement to their professions were also researched in this study. It has been
found that prisonization has a significant negative contribution to employee's job
involvement (B = -.23, p <.001), whereas it has no contribution to the employee’s
commitment to his/her professional life. Especially for specialists and academicians, it is
thought that the commitment an individual build for his/her job is represented not only by
his/her current job and duties in his/her organization, but also by his/her professional goals,
development and improvement. At this point, Kanungo (1982)’s distinctive evaluation of
the involvement of an employee in his/her current job and his/her work in general as the
profession is justified. As a matter of fact, especially the organizationally prisonized
individuals will have control over their professional careers and professional lives rather
than the job they perform in their organizations, and will psychologically define themselves
not with their job but with their professional lives. Therefore, it is seen that the employee
experiencing prisonization maintains his/her involvement in  his/her professional life and

profession, while losing his/her job involvement.
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5.6. MEDIATING ROLES OF ORGANIZATIONAL PRISONIZATION

During examining organizational prisonization, mediating roles of the concept
between its antecedent and consequent variables were also researched. Analyses conducted
for this purpose, completely supports mediating role of organizational prisonization in the
relationship between organization deprivation and negative emotions, as well as the
relationship between organizational deprivation and life satisfaction. According to this;
negative emotions or the loss of life satisfaction of an exmployee experiencing
organizational deprivation is mainly associated with the employee’s experience of
organizational prisonization. In other words, this despair of the employee experiencing
organizational deprivation in an emotional state, directly affects the subjective well-being
of the individual, and the individual may not be satisfied with his/her life due to the despair

and hopelessness caused by being unable to eliminate the deprivation he/she experiences.

At this point it may be necessary to remember the relative deprivation theory.
According to the theory, relative deprivation can be defined as the state of anger, hatred,
and complaining that the individual feels when he/she encounters inconsistency or conflict
as a result of the comparison between what he/she expects to achieve and what he/she has
actually achieved (Davis, 1959). Shortly after the relative deprivation theory was
introduced, alternative models that were based on deprivation were developed. Croshy
(1976), stating that subjective well-being and objective well-being are concepts are not
equivalent, and where a situation may be good for one while it is bad for another, reports
that similarly, the deprivation is also relative. To explain the mentioned relativity, she
mentioned the five prerequisites that must emerge for the development of deprivation in the
individual. According to this; an individual will experience relative deprivation (1) if the
person wants something desirable, (2) if the person sees that the other people have
something he/she desires, (3) if the person thinks he/she deserves to have it, (4) if the
person thinks it is possible to have it and (5) unless the person feels he/she is responsible
for not having it (Crosby, 1976). Crosby noting that the attitudes and behaviors that may
arise as a result of the deprivation may change depending on the belief of the deprived
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individual in personal control over the situation, states that the individual will exhibit stress
symptoms if the control over the conditions is low. If the control of the person is high,
depending on whether it is possible for a positive change in the environment, the person
will either move towards self-improvement or experience intense stress. Prisonization, as
its definition implies, also gives rise to a sense of despair that emerges as a result of lack of
control over the circumstances, which the individual is in. It is thought that the
organizational prisonization also leads to an emotional belief and despair of the employee
who experiences organizational deprivation on being unable to quit his/her organization
and continuation of deprivation. Therefore, it is thought that the deprived employee, with
the effects of prisonization, is exposed to the stress in a desperate manner, rather than the

option of positive and constructive action for self-improvement.

On the other hand, it is thought that the support from an individual’s social life and
the future expectations from the alternatives other than the current organization will shape
the reactions resulting from organizational prisonization. As a matter of fact, prisonization
has a mediating role between sociodemographic factors consisting of these two conditions,
and employee's assimilation reaction and its dimension of adaptation to organization. In this
relationship, which is completely supported, sociodemographic factors of the individual, in
other words, the social support systems and the quality of the future expectation,
determines adaptation to organization and organizational assimilation reaction through
organizational prisonization. The employee, who does not have active support from his/her
social experiences due to his/her organization and thinks he/she has no alternative other
than the current organization, experiences organizational prisonization and therefore, can

not exhibit an adaptation to organization.

The despair that organizational prisonization causes is a feeling that the individual
must cope within the organization he/she feels oppressed in. Many organizational
researches studying work-family conflicts have revealed many times that employees who
are not adequately satisfied by their family and social experiences or who are not

sufficiently satisfied in these terms due to the organizational policies, can not exhibit
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sufficient commitment into their organizations (Hatam, Jalali, Askarian and Kharazmi,
2016; Siu, 2014). It is also not surprising that the individual who is unable to benefit the
social support systems in his/her organization will not be able to adapt to the organization
as it will be difficult to cope with the feeling of prisonization.
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6. LIMITATIONS AND SUGGESTIONS

This chapter explains the limitations encountered during the study due to the
research methodology, and offers suggestions within the scope of the findings, for the

researchers and organization managers in business world.

To begin with, the participants involved in the study are white and golden collar
workers, who work using their cognitive skills. In the research, the levels of organizational
prisonization of the individuals who experienced deprivation in their organizations were
measured, and individual and organizational results obtained were analysed. Although the
sample of the research was included of the academicians working in Turkey at the
beginning of the research, the academicians hesitated to participate due to the unfavourable
condition in the country due to the coup attempt, at the time of the research. Therefore, the
sample could not reach a sufficient number of participants for the purposes of the research.
For this reason, in addition to the academicians, white and golden-collar workers of various
professional groups, working in the public and private sectors were included in the sample.
The results obtained are generalized for the employee group using cognitive skills.
However, the study of the effects that organizational prisonization has on blue-collar
workers may be important for further studies, in analysing the effects that participant

diversity has on the concept.

Another fact is that the the reliability coefficient the socio-demographic scale,
which was one the scales developed to measure the variables in the study was found to be
(o) .59. Many resources suggest that in order for a scale to be considered reliable, its value
should be a minimum of (o) .70, while some resources suggest that this threshold may be as
low as .60 (o) in scale development studies (Glirbliz and Sahin, 2015). Therefore, it is
predicted that improving the items of the sociodemographic scale, where the coefficient
value is close to acceptable value, by reviewing the items, may also improve the statistical

results to be obtained.
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Findings from the research suggest that the organizational deprivation employees
experience in their organizations, significantly predicts organizational prisonization.
Furthermore, it has been seen that employees experiencing prisonization in their
organizations, may develop negative attitudes towards their organizations, experience
decreases in their subjective well-being, become alienated to their jobs, and experience
decreases in their job involvement. The mentioned antecedent and consequent variables
were statistically tested through linear regression analysis. However, it has been considered
that further studies to be conducted with experimental design, may present more clear
information in defining and interpreting the variables, to find out the cause-effect

relationship associated with organizational prisonization.

It has also been considered that improvement interventions made in cooperation
with the managements of the organizations following through the measurements to be
carried out especially for the organizational deprivation levels; and the measurement of the
changes in organizational prisonization and negative attitudes of the employees towards

organizations would be benefical for the organizations.

At this point, it has been considered that it would be a good practice to design
training activities that would increase the awareness of the managers of organizations in
order to avoid both individual and organizational inconveniences and increase the
efficiency through employee satisfaction and motivation.  These studies may include
ensuring employee freedom and autonomy, improvement of the situations where
deprivation is observed, and development of practices that employees may be nourished by

their social and private lives, and that may prevent potential family-work conflicts.

And finally, this research may guide further studies to find out the potential
antecedent variables that may cause individuals to experience organizational prisonization,
and studies to be conducted with organization managements to prevent the negative
outcomes, and to support efficiency.
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8. APPENDICES

APPENDIX A: On Cahsma-1

1. Sizce mnsan hangi durumlarda kendini “hapsolmus” hisseder?
2. Siz hapsolmusluk duygusunu nasil tammlarsiniz?
3. Cabstigmz kurumda kendinizi hapsolmus hissediyor —musunuz?
(Eger yant hayr ise; kendinizi daha Once c¢alstigmz kurumlarda hapsolmus
hissettiginiz oldu mu?)
a) Bu hapsolmusluk hissinin sizden kaynaklanan sebepleri nelerdir?
b)Bu hapsolmusluk hissinin  isinizden/ mesleginizden kaynaklanan
sebepleri nelerdir?
c) Bu hapsolmusluk hissinin ¢alstigmiz kurumdan kaynaklanan (kurum
yapisy, yoneticiler, iist yonetim vb.) sebepleri nelerdir?
d)Bu his kisisel olarak sizi nasil etkiliyor?
e) Bu his yaptigmiz isi nasil etkiliyor?
f) Bu his galstiginiz kuruma dair diistincelerinizi nasil etkiliyor?
4.  Bu uygulamalar karsismda nasil tepki veriyorsunuz / Bu durumu

degistirmek i¢in belirlediginiz alternatif hareket segenekleriniz var mi?
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APPENDIX B: On Cahsma-2

1. Cabstigmiz kurumun meveut yonetim uygulamalarm nasil

degerlendiriyorsunuz?
2. Bu uygulamalar karsismda nasil hissediyorsunuz?

a) Bu hissin sizden kaynaklanan sebepleri nelerdir?

b) Bu hissin isinizden/ mesleginizden kaynaklanan sebepleri nelerdir?

c) Bu hissin ¢alstigmz kurumdan kaynaklanan (kurum yapisi, yoneticiler, st
yonetim vb.) sebepleri nelerdir?

d) Bu his kisisel olarak sizi nasil etkiliyor?

e) Bu his yaptiginiz isi nasil etkiliyor?

f) Bu his galstigmiz kuruma dair diisiincelerinizi nasil etkiliyor?

3. Bu uygulamalar karsisinda nasil tepki veriyorsunuz / Bu durumu degistirmek

icin belirlediginiz alternatif hareket secenekleriniz var mi?
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APPENDIX C: On Cahsma-3

Senaryo

“Deniz bir iiniversitede ogretim iiyesi/gorevlisi olarak ¢alismaktadir. Calistigi
kurumda mesai saatleri sabah 08:00 aksam 17:00 arasinda sabit ve degismezdir. Deniz’in
ve tim c¢alisanlarin her giin giris- ¢ikis saatleri kaydedilmekte ve her aymm sonunda
denetlenmektedir. Mesai saatleri i¢inde kurum dismmda bulunulan saatler icin ay sonunda
yonetim tarafindan ihtar, zaman zaman da maas kesintisi gibi yaptrimlar
uygulanmaktadir. Deniz’in akademik ¢alismalarinda saha arastirmalar: yapmak igin sik sik
kurum disma ¢ikmasi gerekmektedir. Ancak yénetimin bu uygulamalari sebebiyle
calismalarmi sahada yiiriitememektedir. Diger yandan, haftalik ders saatlerinin sézlesme
geregi belirlenen toplam ders yiikiinii doldurmasi igin, yonetim her donem basinda
kendisine uzmanlk alani olmasa da ¢esitli dersler atamaktadir. Deniz bu durumlarda ¢ogu
kez alam disinda dersler vermek zorunda kalmistir. Dénem icinde ise, ders saatlerinde
kendisinin ve diger hocalarmn dersliklerinde olup olmadigini kontrol eden denetleyicilerle
karst karsiya kalmistir. Ayrica, yonetim zaman zaman ders akiginda ogretim elemanlarmin
derslerini degerlendirme yontemlerine dair de yonergeler vermekte, ogretim elemani ¢ogu
kez kendi belirledigi degerlendirme yontemlerini de kullanamamaktadwr. Deniz ve diger
calisanlar calistiklart bu kurumda siki bir kontrol ve denetim altinda tutulmakta, ders saati
dismdaki zamanlar ise kampiis disma ¢ikamadiklarindan dolayi, ofis i¢i ¢alismalarla
smirlamak zorunda kalmaktadwlar. Zira, kampiis alani i¢indeki dinlenme yerlerinde (kafe

)

vs.) gecirdikleri zaman da ayni sekilde denetlenmektedir.’
1. Deniz bu uygulamalar karsismda nasil hissetmektedir, kisaca tanimlar misiniz?
a) Bu hissin Deniz’den kaynaklanan sebepleri nelerdir?

b) Bu hissin Deniz’in isinden/ mesleginden kaynaklanan sebepleri nelerdir?
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c) Bu hissm Deniz’in ¢abstigni kurumdan kaynaklanan (kurum yapisy

yoneticileri, iist yonetimi) sebepleri nelerdir?
d) Bu his kigisel olarak Deniz’i nasil etkiliyor olabilir?
e) Bu his Deniz’in isini nasil etkiliyor olabilir?
f) Bu his Deniz’in ¢ahstigi kuruma dair diisiincelerini nasil etkiliyor olabilir?

2. Siz Deniz’in yerinde olsaydiniz, bu uygulamalar karsismda nasil tepki

verirdiniz; hangi alternatif hareket seceneklerini belirlerdiniz?
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APPENDIX D: On Cahsma-4

Senaryo

“Deniz bir iiniversitede ogretim iiyesi/gorevlisi olarak calismaktadir. Calistigi
kurumda mesai saatleri sabah 08:00 aksam 17:00 arasinda sabit ve degismezdir. Deniz’in
ve tim c¢alisanlarin her giin giris- ¢ikis saatleri kaydedilmekte ve her aymm sonunda
denetlenmektedir. Mesai saatleri i¢inde kurum dismda bulunulan saatler icin ay sonunda
yonetim tarafindan ihtar, zaman zaman da maas kesintisi gibi yaptrimlar
uygulanmaktadir. Deniz’in akademik ¢alismalarinda saha arastirmalar: yapmak igin sik sik
kurum disma c¢ikmasi gerekmektedir. Ancak yonetimin bu uygulamalar: sebebiyle
calismalarmi sahada yiiriitememektedir. Diger yandan, haftalik ders saatlerinin sézlesme
geregi belirlenen toplam ders yiikiinii doldurmasi igin, yonetim her donem basinda
kendisine uzmanlk alani olmasa da ¢esitli dersler atamaktadir. Deniz bu durumlarda ¢ogu
kez alam disinda dersler vermek zorunda kalmistir. Dénem icinde ise, ders saatlerinde
kendisinin ve diger hocalarmn dersliklerinde olup olmadigini kontrol eden denetleyicilerle
karst karsiya kalmistir. Ayrica, yonetim zaman zaman ders akiginda ogretim elemanlarmin
derslerini degerlendirme yontemlerine dair de yonergeler vermekte, ogretim elemani ¢ogu
kez kendi belirledigi degerlendirme yontemlerini de kullanamamaktadwr. Deniz ve diger
calisanlar calistiklar bu kurumda siki bir kontrol ve denetim altinda tutulmakta, ders saati
dismdaki zamanlar ise kampiis disma ¢ikamadiklarindan dolayi, ofis i¢i ¢alismalarla
smirlamak zorunda kalmaktadwlar. Zira, kampiis alani i¢indeki dinlenme yerlerinde (kafe

)

vs.) gecirdikleri zaman da ayni sekilde denetlenmektedir.’
1. Sizce Deniz bu uygulamalar karsismda kendini hapsolmus hisseder mi?
Yukaridaki soruya Evet dediyseniz;
a) Bu hissin Deniz’den kaynaklanan sebepleri nelerdir?

b) Bu hissin Deniz’in isinden/ mesleginden kaynaklanan sebepleri nelerdir?
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c) Bu  hissin  Deniz’in ¢alsti@ kurumdan kaynaklanan (kurum yapisi,

yoneticileri, iist yonetimi) sebepleri nelerdir?
d) Bu his kigisel olarak Deniz’i nasil etkiliyor olabilir?
e) Bu his Deniz’in igini nasil etkiliyor olabilir?
f) Bu his Deniz’in ¢alstigi kuruma dair diisiincelerini nasil etkiliyor olabilir?
2. Siz hapsolmusluk duygusunu nasil tanimlarsiniz?

3. Siz Deniz’in yerinde olsaydiniz, bu uygulamalar karsismda nasil tepki

verirdiniz; hangi alternatif hareket seceneklerini belirlerdiniz?
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APPENDIX E: OLCEKLER

Degerli katihmci,

Bu arastrma, Marmara Universitesi Isletme (Ing.) Ana Bilim Dah Orgiitsel Davranis
Bilim Dal’nda yiiriitiilmekte olan bir doktora tez c¢alhsmast kapsammnda, calsan
davraniglarinin 6lgtimiine dair veri saglamak amach yapimaktadir.

Arastrmadan elde edilen veriler 6zenle muhafaza edilecek, yalnizca arastrmaci tarafindan
bilimsel amagla degerlendirilecek ve sonuglar toplu olarak istatistiksel analizlere tabi
tutulacaktr. Cahgmanmn gilivenilirligi acismdan tiim sorulara eksiksiz olarak yanit vermeniz
olduk¢a Onem tasmmaktadr.

Degerli vaktiniz ve katkilarmiz icin tesekkiir ederiz.

Dog. Dr. Tiilay TURGUT Elif Ozge ERBAY
Tez Danmigsmani Doktor adayi

-

. Cinsiyetiniz
[ ] Kadn
[ ] Erkek
.Yasmz
. Medeni Durumunuz
[ ] Bekar
[1Evi

w N

B

. Mesleginiz nedir?
. Calistigmiz is yerinde yoneticilik pozisyonunuz bulunmakta nudi?
[ ] Hayr
[11-10 kisiden sorumluyum
[111-50 kisiden sorumluyum
[]150'den fazla kisiden sorumiuyum
. Meveut kurumunuzdaki ¢alisma siireniz (litfen ay ile belirtiniz)
. Liitfen gorev yaptiginiz kurum tiiriinii isaretleyiniz.
[ ] Deviet
[ 1Ozl
. Liitfen gorev yaptigiiz kurumdaki cahsan sayisini belirtiniz.
[10-100 kisi
[ 1101-500 kisi
[]1501-1000 kisi
[ 11000 kisi iizeri

W

~N

[o¢]
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Sosyodemografik Olgek

Is yasantim disinda sosyal
1 hayatimda yeterince aktif
oldugumu diisiiniiyorum.

Aileme/sevdiklerime yeterince

2 vakit ayrabiliyorum.
Mevcut kurumumdan
3 ayrildigimda daha iyi bir i§

alternatifim olabilecegine
mantyorum.

Mevcut kurumumdan
4 ayrildigimda yasam kalitemin
artacagma inantyorum.

Orgiitsel Yoksunluk

Cabstigim kurumun mesai
saatleri esnetilemez.

Cabstigim kurumda giris-¢ikis
2 saatleri hergiin kayit altma
almarak diizenli kontrol edilir.

Cabstigim kurumda mesai
3 saatleri iginde kurumda olup
olmadigim denetlenir.

Cahstigim kurumda mesai
4 saatleri i¢cinde kurum iginde
bulunma zorunlulugu vardrr.

Cahstigim kurumda mesai
saatleri iginde kurum disinda
bulunmak i¢in izin alma
zorunlulugu vardr.

Cabstigim kurum mesleki
6 faalyetlere katiimam i¢in bana
ticret desteginde bulunmaz.

Cahstigim kurum isim i¢in
gerekli materyali saglamaz.
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Cahstigim kurum mesleki
gelisimim i¢in gerekli materyal
ve kaynagl saglamaz.

Calstigim kurum profesyonel is
ag1 gelistirebilmem i¢in gerekli
etkinliklere katimami tesvik
eder.

10

Cahstigim kurumda isimi nasil
icra edecegim benim
kontroliimde degildir

11

Cabstigim kurumda isimle ilgili
konularda bagmsiz karar
alamam.

12

Cabstigim kurumda isimle ilgili
almacak kararlarda fikrim alnrr.

13

Cabstigim kurumda birimimi
ilgilendiren konularda almacak
kararlarda s6z hakkim bulunmaz

14

Cahstigim kurum, herhangi bir
gerekceyle beni isten ¢ikarabilir.

15

Cahstigim kurum, herhangi bir
gerekceyle bana cezai
yaptrimda bulunabilir.

16

Cabstigim kurumda, kurum iist
yonetiminin taraftar1 oldugu
goriis veya ideolojilere ters
diisecek davranislar
cezalandirilir.

17

Cahstigim kurumun kurallar:
esnetilemez, gerekcesi ne olursa
olsun her tiirlii itaatsizlik cezai
yaptrimla sonuglanir.

Orgiitte Mahkumlasma

Cahstigim kurumda kendimi
hapsolmus hissediyorum.

Cahstigim kurumda Ozgilirliigiim
elimden alnmg gibi
hissediyorum.

Cabstigim kurumda kendimi
baski altmda hissediyorum.
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Bu kurumda g¢aligmaya mecbur
kalmis hissediyorum.

Orgiite Asimilasyon

Cahstigim kurumda is
arkadaglarimin kurum
uygulamalarmna dair alman
kararlara muhalif olmalarmin
bosa c¢aba oldugunu
distinityorum.

Cabstigim kurumda is
arkadaslarimin kurum
uygulamalarma dair alman
kararlarla ilgili olumsuz
distincelerini  kurum
yonetimine bildiririm.

Cahstigim kurumun, kural ve
normlarini ihlal eden
calsanlarina yaptrim
uygulamasin1 desteklerim.

Cabstigim kurumda is
arkadaslarimin kurumdaki
uygulamalarla ilgili ne
diisiindligii beni ilgilendirmez.

Cabstigim kurumda i
arkadaglarimin  kurum
uygulamalarma dair olumsuz
diisiincelerini benimle
paylasmalarindan rahatsiz
olurum.

Cabstigim kurumda kendimi is

arkadaslarimdan olusan herhangi

bir gruba ait hissetmiyorum.
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Cabstigim kurumda is
arkadaglarimin  kurum
uygulamalarma dair alnan
kararlara gosterdikleri tepkiler
karsismda kurum yonetimini
savunurum.

Calstigim kurumun deger
sistemine uyum gosteriyorum.

Cabstigim kurumun kural ve
normlarinin ¢ogunu kabul
edilebilir bulurum.

10

Cabstigim kurumun kural ve
normlarmi karsi ¢ikkmadan

uygularim.

11

Cabstigim kurumda yOnetimle
iliskilerimin 1yi olmasi igin 6zel
¢aba harcarmm.

Orgiitten Ayrisma

Cabstigim kurumda isimi veya
birimimi ilgilendiren konularda
goriisiim sorulmadan alnan
kararlara muhalif olurum.

Calstigim kurumda isimi veya
birimimi ilgilendiren konularda
degerlerime aykmr kararlart

uygulamada diren¢ gosteririm.

Cahstigim kurumda is
arkadaglarimin kurum
uygulamalarma karsi
gosterdikleri ortak eylemlere
dahil olurum.
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Cabstigim kurumun baz kural
ve uygulamalarinin degismesi
icin bireysel ¢aba gosteririm.

Cahstigim kurumda yakm is
arkadaglarimin, kurum
uygulamalar1 hakkmdaki
distinceleri benim kararlarmi
etkiler.

Cabstigim kurumda yakmn is
arkadaglarimm yannda kuruma
dair elestirilerimi Gzgiirce ifade
ederim.

Cabstigim kurumda yakmn is
arkadaglarim, kurumun olumsuz
baz1 uygulamalarmna karsi beni
kollar.

Cahstigim kurumda yakmn ig
arkadaglarimin yannda giivende
hissederim.

Cabstigim kurumun olumsuz
bazi uygulamalarma karsi yakmn
is arkadaglarimi kollarim.

10

Cabstigim kurumda yakmn is
arkadaglarimla  kurum
uygulamalarma dair
konustuklarmmi kurumdaki diger
kisilerle paylagmam.

11

Cahstigim kurumda is
arkadaslarimla kurdugum yakm
iligkiler, yonetimsel
uygulamalara dair olumsuzluklar
karsismda kendimi giicli
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hissettirir.

Orgiitsel Sinizm

Cahstigim kurumda, sOylenenler
ile yapilanlarm farkh olduguna
inantyorum.

Calistigim kurumun politika,
amag ve uygulamalar1 arasmnda
cok az ortak yon vardr.

Cahstigim kurumda, bir
uygulamanin yapilacagi
sOyleniyorsa, bunun ger¢eklesip
gerceklesmeyecegi konusunda
kusku duyarim.

Cahstigim kurumda,
calsanlardan bir sey yapmalar1
beklenir, ancak baska bir
davrams Odiillendirilir.

Calstigim kurumda, yapilacagi
sOylenen seyler ile
gerceklesenler arasmda cok az
benzerlik goriiyorum.

Cahstigim kurumu, diistindikge
sinirlenirim.

Cabstigim kurumu, diisiindiikce
hiddetlenirim.

Cahstigim kurumu, diistindikce
gerilim yasarm.

Cahstigim kurumu, diistindikge
icimi bir endise kaplar.

10

Cabstigim kurum dismdaki
arkadaslarima, kurumda olup
bitenler konusunda yakmirim.

11

Cabstigim kurumdan ve
calisanlarindan bahsedildiginde,
birlikte cahstigim kisilerle
anlamh bir sekilde bakisiriz.

12

Bagkalariyla, ¢alistigim
kurumdaki islerin nasil
yiriitiildiigii hakkmda

konusurum.
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Bagkalartyla, cahstigim

13 kurumdaki uygulamalar1 ve
politikalar1 elestiririm.
@ g = @

. U e | = E = £ S g x E
Liitfen asagidaki ifadeleri, fisinizi” | = € 3 N B = 2 = 2
diisiinerek degerlendiriniz. 28| xg | £8 S S 2 2

¥XE | o é mz Cz Y £
o2 | 82 |82 | §2 | &%
Ise Yabancilasma
Yaptigim iste herhangi bir basari
1 hissi duymuyorum.
5 Isimin tek tatmin edici dzelligi
maasim.
3 Isim bana kisisel bir tatmin hissi
verir,
Yaptigim iste gercek yetenek ve
4 becerilerimi kullanma imkamm
¢ok az.
Yaptigim isin kendisi bir 6diil
5 | niteligindedir.
Yaptigim is rutin ve sikici,
6 yaraticilik i¢cin ¢ok az imkan
tantyor.
; Isim ilgi cekici ve kamgilayic
bir istir.
o E = @
X Z £ £ S E < E

. o . . . = ° S N E = E = E
Liitfen asagidaki ifadeleri, “mevcut| = 2|  Z < S 3 9 = S
isinizi” diisiinerek degerlendiriniz CE|®E | 55| 5% ¢z

o2 | 82 |82 | 2 | &%

Ise Baghlik

YasadiZim en 6nemli olaylar

1| simle ilgili olanlardr.
Benim icin yaptizim is beni ben
2 yapan seylerin sadece ufak bir
parcasidrr.
3 Isime ¢ok fazla diskiinim.

138




4 Isimle yatar, isimle kalkarm.
c fligi duydugum seylerin gogu
isimle ilgilidir.
Isimle aramda ¢ok giiclii bir bag
6 vardrr.
7 Genellkle isimden kopmusum
gibi hissederim.
g Hayatta ulagsmak istedigim
hedeflerin ¢ogu isime yoneliktir.
9 Isim hayatimin merkezindedir.
10 Kendimi isime kaptrmay1
severim.
28 E gl = 2
Liitfen  asagidaki  ifadeleri, &is | = g 3 g £ < £
yasantisia_dair_genel diisiinceleriniz | .S 2 |  Z E S = i = i
dogrultusunda” degerlendiriniz ¢ £ I % ol 5= Y =
N ] N N
o2 | 82 |88 | §2 | B

Calismaya Baglhilik

Hayatta gerceklesen en dnemli
seyler isle ilgilidir.

Is, insanlarin zamanlarinin
2 cogunda mesgul olmasi gereken
bir seydir.

Is, kisinin hayatmin yalmzca
kiiclik bir pargasi olmalidir.

Is, hayatn merkezi olarak
diistiniilmelid ir.

Benim goriisiime gore, bir
5 bireyin kisisel hayatmin amaci
is-odakh olmalidir.

Hayat sadece, insanlar
6 kendilerini islerine verdiklerinde
yasamaya degerdir.

139




£ =
Liitfen asagidaki ifadeleri, genel § 2 £ £ 8 E i_) £
olarak yvasammz ve yasamumiza dair | 'c S S N g ﬁ g c g
doyumunuzu diisiinerek § E| SE | &= == § =
degerlendiriniz. Xg| og |85 | OF | X%
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Yasam Doyumu
1 Yasammm idealime biiyiik olgiide
yaklasiyor.
5 Yasam kosullarim mikkemmel.
3 Yagamimdan memnunum.
4 Yasamda su ana kadar istedigim
Onemli seylere sahip oldum.
Yasammm bir daha yasasaydim
5 hicbir seyi degistirmek
istemezdim.
Asagida bir takim duygu ifadeleri = -
bulunmaktadir.  Liitfen her  bir - E e
duyguyu genelde yasama sikhgimaz, » % S a S
yan taraftaki dereceleme olceginde g CZU rc;gl a %
belirleyiniz. = < = = =
PANAS
1 Tlgili
2 Sikmntili
3 Heyecanli
4 Mutsuz
5 Glichi
6 Suclu
7 Urkmiis
8 Diismanca
9 Hevesli
10 | Gururlu
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11 | Asabi

12 Uyank
13 | Utanmis
14 | lhamh
15 | Sinirli

16 | Kararh
17 | Dikkatli
18 | Tedirgin
19 | Aktif

20 | Korkmus

Asagidaki her ifade icin, size en uygun gelen secenegi
diisiinerek isaretleme yapimz.

EVET

HAYIR

Sosyal Begenirlik

Bagkalarma verdigim oOgiitlere kendim de daima uymaya

1
caligrim.

2 Bazen dedikodu yapmay1 severim

3 Hata yaptigim her durumu kabullenirim

4 B_enden bir iyiligin karsiigmm beklenmesi asla  giiclime
gitmez.

5 Benimkinden ¢ok farkh fikirlerin ortaya atimasi beni hig bir
zaman rahatsiz etmez.

6 Insanlar1 incitebilecek bir seyi hic bir zaman kasith olarak
sOylemedim.

7 Insanlar1 kullandigim zamanlar olmustur.

8 Bagislaypp unutmaktansa bazen acism ¢ikarmaya cahsrim.

9 Bir seyin benim istediZim gbi olmasi i¢in zaman zaman
israr ederim.

10 | Bir seyleri kirip dokmek istedifim zamanlar olmustur
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OZET

Bu calsma, krimmnoloji arastrmalarmda yer alan mahkumlagma olgusunu, Orgiit
calsanlarmm deneyimledikleri bir oOrgiitsel davrams olarak ortaya koymakta ve bu
baglamda “Orgiitte —mahkumlagsma” kavrammi tammlamaktadr. Calsanmn, bulundugu
orgitte kendini kisitlanmis, hapsediimis ve c¢aresiz hissetmesiyle tammlanan “Orgiitte
mahkumlagsma” kavrami, kriminoloji alan yazmnda mahkumlasmayr ag¢iklamak icin One
stiriilen Yoksunluk ve Tagima Modellerinin yam sira, arastrma Oncesinde gergeklestirilen
emic ¢ahsmalardan alman verilerle de desteklenmistir.

Aragtrmada, Orgiitte mahkumlagmaya yol agan Onciil degiskenlerin yam srra,
mahkumlagsan c¢absanlarm deneyimledikleri bireysel ve oOrgiitsel sonuclar da ele almmustr.
Bu dogrultuda kurulan hipotezlerin test edimesi i¢in, 6zel ve kamuya bagh kuruluslarda
calsan akademisyenler, beyaz ve altm yakahlardan olusan 296 kisik bir 6rneklem
lizerinden istatistiksel ~analizler —gergeklestirilmisti.  Arastrma  neticesinde,  Yoksunluk
Modeli iizerinden hareketle tammlanan “Orgiitsel yoksunluk” ve Tasma Modeli iizerinden
hareketle tanmlanan “sosyodemografik Ozellikler” Orgiitte mahkumlagmayr anlamh sekilde
yordayan Onciil degiskenler olarak tespit edilmistir. Ayrica, Orgiitte mahkumlasma yasayan
cabsanlarm “Orgiitten ayrisma” yasadiklar, “Orgiite asimile” olamadiklar1 ve Orgiitsel
sinizme bagvurduklar1 tespit edilmis; bireysel temelde ise islerine yabancilastiklar, ise
baghhklarmda ve Oznel iyi olus seviyelerinde ise diislis oldugu tespit edilmistir. Elde edilen
sonuclar neticesinde, Orgiitte mahkumlagma o6zellikle bilissel yetilerini kullanan cahsanlarm
ic kaynaklh motivasyonunu saglamada Onemli bir sorun olarak ortaya konmakta ve
orgiitlerdeki yonetim politikalar1 ve uygulamalar1 {izerine ¢esitli Oneriler sunulmaktadr. Bu
anlamda kavramin Orgiitsel davranigs alanmdaki ¢aligmalara da yeni bir soluk kazandiracagi
diistiniilmek ted ir.

Anahtar Kelimeler: orgiitte mahkumlasma, orgiitsel yoksunluk, orgiitsel sinizm,

oznel iyi olus, ise yabancilasma, asimilasyon ve ayrisma

143



1. GIRIS

Uzun yillardr orgiit verimlligi baglammda yapilan pek c¢ok ¢alsma, c¢alisan
verimliligini artrmak {izerine birey temeli pek ¢ok sorunu incelemistir. Ozellikle Endiistri
Psikolojisi alanndaki gelismeleri takiben, Hawthorne arastrmalariyla ortaya ¢ikan en
bliylikk bulus, c¢ahsann {iretim siireci i¢indeki yerinin “birey” iizerinden Oznelestirilmesi,
yani maas, prim ve yemek ticreti gibi maddi kazanmmlarla karsilanan temel fizyolojik
ihtiyaglarmm yani swa, psikolojik ihtiyaglarmm da calsma motivasyonuna ciddi sekilde
etki ettifi yOniinde olmustur. Buna gore calsann doldurdugu is pozisyonuyla edindigi
isgoren kimliginin yam swa; Ozerklk, yetkinlk wve iliskiselik gibi psikolojik ihtiyaclarm
kapsayan ‘birey’ kimligi de devreye girmektedir. Bu gegisten sonra, oOrgiitsel baglamda
yapillan pek c¢ok arastrmayla, Orgiitlerin nihai hedeflerme ulasabilmesi i¢cin ¢alsanmn
motivasyonunu saglayacak eylemlerin yalnizca dis kaynakh (6dil ve kazang odakh) degil,
aym zamanda birey olarak psikolojik ihtiyagclarmi da karsilayabilecegi i¢ kaynakh
(6zerklik, sorumluluk, gelisim ve ilerleme gibi) tesviklerle de beslenmesi gerektidi ortaya
cikmistr. Tam da bu noktada, Herzberg’in iki faktor Kurammu olustururken calsanlara
sordugu “ginizle ilgii sz mutlt eden faktrler nelerdir?” sorusuna aldig  yanitm,
cogunlukla bireylerin  psikolojik ihtiyaclartyla  Ortlisen  etkenlerden olusuyor olmasi,
gidiilenmede i¢ kaynakl faktorlerin 6nemini vurgulamistir (Aamodt, 2010).

Giiniimiizde c¢ahsanlarm gerek kisisel gerek mesleki gelisimlerini  desteklemek
adma personel egitimleri verilmesi; ¢alisanlarm kurum aidiyetlerini yiikseltmek adina gezi,
yarisma, festival vb. sosyal etkinliklerin diizenlenmesi; ¢alisanlara, yaraticiiklarm ve
dolayssiyla iiretkenliklerini  artrabilecekleri serbest ¢ahsma saatleri ve c¢aligma alanlar
sunulmasi; ¢ahsanlarm karar siireglerine dahil ediimesi ve sorumluluk verilerek inisiyatif
kullanmalarmmn ~ tesvik  edilmesi, kurumlarm ¢ahsan motivasyonunu artrmaya yonelik
basvurdugu cesitli kurum politkalarindan bazlardr.

Diger yandan, gecmis yillarda gerceklestirilen deneysel c¢ahsmalarda ve cesith

arastrmalarda, Ozellikle {iretim silirecinin  smrlandmrimis mesai  saatleri  iginde  kati
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uygulamalarla gergeklestirildigi Orgiitlerde mavi yaka is¢ilerin, kontrol ve denetimin yogun
oldugu geleneksel yonetim anlayslariyla ve dis kaynakh oOdiillerle (prim, maas artwrmu vb.
gibi) daha 1yi performans sergiledikleri ve bu yolla zhinsel faaliyetleriyle iiretim yapan
beyaz yaka calsanlardan ¢ok daha 1yi giidiilendikleri gosterilmektedir (Cameron, Banko ve
Pierce, 2001). Biligsel becerilerini kullanarak {iretim siirecinde yer alan beyaz yakah
calsanlarm ise, dis kaynakh Odillerden ziyade kendilerine Ozerklk ve inisiyatif tanmmasi
gibi i¢c kaynakl tesviklerle giidiilenebildikleri fark edilmistr (Azoulay, Graff Zivin ve
Manso, 2011; Baumeister, 1984).

Giiniimiizde pek c¢ok kurumsal firma buradan hareketle, cahsanlarm Ozerklik
temelli psikolojik ihtiyaglarma yonelk girisimlerde bulnmaktadr. Ozellikle Google,
Microsoft, IBM vb. gbi yaraticli@n ve zhinsel iiretimn 6n planda oldugu sirketlerde,
cahsanlarm ¢ahsma kosullar1 tamamen c¢alsan ihtiyaglarma yonelk olarak Ozgiirlikc,
esnek ve kati uygulamalardan alabildigine uzak olarak yapilandmrilmistr.

Buradan hareketle, bilimsel ve biligsel {iretimin her alanda en yogun oldugu
tniversitelerde  ¢alisan Ogretim elemanlarmin  ¢ahsma kosullarmm, aym tez {izerinden
yenilife ac¢ik, esnek ve Ozgiirlikcli olmasi beklenmektedir. Ancak, ozellikle son 20 yilda
ilkemizde sayillar1 olduk¢a artan vakif (niversitelerinin, ekonomik rekabet ortammnda
kurumsal temelde hayatta kalabilmek adma yiiriittiigii yonetim politikalar, zaman zaman
bu beklenttyi bosa c¢ikarmaktadwr. Zira, Orgitin kati kurallarla ¢ahsma kosullarm
belirledigi, calsanlarmi siirekli denetim ve kontrol altnda tuttufu, ¢alsani karar
mekanizmalarmdan ve iisiyatif almaktan uzakta tuttugu bir yapida, bilissel becerilerin
yeni ve Ozgiin fikirlerin gelistirilmesi dogrultusunda kullanllamayacagl, dolaysiyla bilimsel
iretimin  smirlanan dar bir ¢ercevenin i¢cinde yerinde saymaktan Oteye gecemeyecegi

distinilmek tedir.

Tiim bunlardan hareketle, cahsann orgiit icinde ge¢irdigi doniistim, c¢ahstig
orgiitte kendini sikismis ve hapsolmus hissetmesine baglanacaktr. Bu calgmada, Orgiitte
hapsolmusluk ya da mahkumlasma olarak tammlayabilecegimiz bu olgu, fiziki 6zgiirlikleri
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gercekten kisitlanan  hilkiimliller iizerinden, kriminoloji alanmda yapilan arastrmalardan
hareketle aciklanmaya c¢alisilacaktr. Nitekim bireyin kisitlanmighk ve hapsolmusluk hissi,
hem bulundugu fiziksel ortamm kapatilarak disartya ¢ikmasma izin verilmemesiyle, hem de
isine dair yapmak isteylp de yapamadiklari iizerinden zhinsel boyutta gelistirdigi bir algi

neticesinde olusmaktadir.

Dolayisiyla bu aragtrma kapsaminda, yeni bir kavrayis olarak c¢ahsann oOrgiitte
mahkumlagmas1 lizerinde durulacak ve kavrammn ortaya ¢ikmasma etki edebilecek
degiskenlerin yami swa, mahkumlasma neticesinde olusabilecek c¢alisan ve oOrgiit odakh
sonuglar da agiklanacaktir (Bkz Tablo 1).

Tablo 1. Arastirma Degiskenleri

ORGUTTE MAHKUMLASMA

ONCULLERI SONUCLARI

e Orgiitsel Yoksunluk
e Sosyodemografik Ozellikler

Orgiite Asimilasyon
Orgiitten Ayrisma
Ise Yabancilagsma
Oznel iyi Olus
Orgiitsel Sinizm
Ise Baghlik
Cahsmaya Baghlik
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2. KURAMSAL ALTYAPI

Bu bolimde, oncelikle mahkiimiyet kavramindan soz edilecek, sonra kriminoloji
arastrmalarmda aktarlan hikiimlii bireylerin mahkumlagsmasina ve bu arastrmalardaki
bilgilere degmilecektir. Buradan hareketle, c¢alisann Orgiitte mahkumlagmasi kavramu i¢in
kuramsal bir gerceve c¢izilmeye calisilacak ve kavramm oOnceli ve c¢iktist olabilecek diger

degiskenlerden de bahsedilerek arastrma hipotezlerine yer verilecektir.
2.1 HAPSOLMUSLUK VE MAHKUMIYET

Mahkiimiyet denildiginde ik akla gelen, toplumun diizen ve yasalarma itaat
edimediginde, adalet sistemi tarafindan toplumdan uzaklastrima ve fizki olarak
Ozgirligiin - kistlanmastyla cezaevine kapatima durumu olur. Diger yandan mahktmiyet
stireci, bireyin Ozgirliigliniin yalnizca bedenen kisitlanmasi degil, 6zerkliginin ve yasamma
darr karar verme becerilermin de bir siirelifine ya da omiir boyu elinden alnmasi anlamim
tagtyabilir. Burada, mahkim olan birey, iradesini bir otoriteye devretme mecburiyetiyle bir
anlamda bireyselligni kaybetmektedir. Temel olarak cezaevleri toplum i¢in tehlikeli
olduguna karar verimis kisilerin toplumdan uzaklastriimasi ve 1slah edilmesi amacm
tagimaktadr. Birey bu noktada karar giiclinii mecburen yasal otoriteye emanet etmis ya da
oldugu gbi devretmistir. Nitekim, Arapcadan dilimize yerlesmis “mahkim” sozciigii, Tiirk
Dil Kurumu tarafindan “zorunda olan, mecbur” ve ‘“koétii bir sonuca varmasi ka¢milmaz

olan” seklinde tanimlanmistr (TDK, 2007).

Foucault (1995) suglinun mahkim edilerek cezalandriimasi yonteminden Once,
19. ylizyla kadar halka agik cezai uygulamalarm ve infaz edilmelerin var oldugunu anlatir.
Hapishanelerin dogusundan onceki bu donemi azap donemi olarak adlandran Foucault
(1995), bu donemde suglu ilan edilen kisinin, halk Oniinde olduk¢a agr iskencelerle infaz
edildigini ya da mahkumlarm sokak ortasmda ve sehirlerarasi yollarda demir boyundurukla,
cok renkli kiyafetlerle ve ayaklarmdan prangali olarak ¢abstirilarak halk tarafindan
asaglandigm aktarmaktadwr. Ancak cezanm vahset boyutunda sugun kendisinin Oniine
gecmesl, sucluya, yani azap c¢ektirilene karst acima ve hayranlk olugsmasi ve halkin
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caydrrimak istenen siddetle asina hale getiriimesi sebeplerinden, cezann bu torensel ve
seyirlk yam 19.yy. baglarmda kaldwilr (Foucault, 1995).

Sonrasmda suglunun cezalandmrilmasy;, hapishane, iceri kapatma, zorla ¢alstrma,
kiirek cezasiy, ikamet yasag, siirgiin vb. uygulamalarla, ceza-beden arasindaki iliskiyi,
bedenin dogrudan azap c¢ektigi fiziki cezalardan ziyade, bedenin araci olarak kullanilarak
bireyin  Ozgiirligiinin -~ kisttlandim  ve  haklarmm askiya alndi®g  bir  slirece  doniisiir
(Foucault, 1995). Oyle ki, modern uygulamalarda sucluinun halk oniinde infaz edilmesi bir
yana, infaz Oncesinde rahat ettirilmesi ve sakmnlestiriimesi adma pek ¢ok uygulama yer
almaktadwr. Hatta giinimiizde pek c¢ok Avrupa iilkesinde kisnin yasam hakkmmn

sonlandirilmasina yonelik idam cezalar1 toptan kaldmrilmistir.

Hapishaneler, suglunun tiim zamanmm otoritelerce planlanmasi ve karar verme
Ozerkliginin elinden almarak, onun i¢in uygun oldugu disiinilen sistem i¢inde toplumdan
uzaklastiriimasi, slah edilmesi ve iyilestirilmesi amacm giitmektedir. Foucault (1995), bu
sistemin c¢aglar boyu hiyerarsik gozetim ve cezanmn normallestirilmesi yani standardize

ediimesi ile ¢ercevelenen bir disiplinle saglandigindan soz etmektedir.

“Disiplin... Bedenlerin ve giiclerin hareketli, karisik ve yararsiz kalabaliklarmni, bir
bireysel unsurlar cogunlugu halinde ‘terbiye etmektedir’. Disiplin birey ‘imal etmektedir’;

bireyleri kendine hem nesne olarak hem de icraatin araci olarak veren iktidara ozgii bir

tekniktir.” (Foucault, 1995, sf. 170)

Buna gore, tiim disipliner sistemlerde kurallarm uygulanmasi ve uygulanip
uygulanmadiginin ~ siirekli ve hiyerarsik olarak gozetlenmesi;, uygulanmamasi halinde
standart hale getirilmis cezai yaptrmm gerceklesmesi s6z konusudur. Foucault (1995), bu
sistemin yalnizca suglularm hapsedildigi hapishaneler icin del, askeri okullar, dini

okullar, hastaneler ve fabrika isgileri i¢in de uygulama orneklerini vermektedir:

“Isciler igeri girerken birbirlerini selamlamak zorundadirlar... Ayrilirken, kullandiklar:
mal ve aletleri toplamak ve gozetim esnasinda lambalar: séndiirmek zorundadiriar...

Atolyede, okulda, orduda koskoca bir zaman (ge¢ kalmalar, yerini birakmalar, isin
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kesintiye ugratimasi), faaliyet (dikkatsizlik, ihmal, heves yoklugu), tavir (kabalik,
itaatsizlik), soylev (gevezelik, haddini bilmezlik), beden (diizgiin olmayan tutumlar,
uygunsuz hareketler, pislik), cinsellik (utanmazlik, a¢ik sagiklik) mikrocezalandirma sistemi
hiikiim siirmektedir.” (Foucault, 1995, sf. 178)

O halde bahsi gecen mahkimiyet, icerdigi disipliner sistemle her bireyin
bireyselligni belirli bir siireligine bir otoriteye emanet etmesiyle ortaya cikmaktadwr. Ancak
sosyologlarm ve psikologlarm arastrmalar1 gosteriyor ki, giinlimiiz modern toplumunda,
ceza gormekte olan mahkumlarm dahi, bireyselliklerini bir nebze de olsa kazanma g¢abalar

mevcuttur.

2.2. MAHKUMLASMA KAVRAMI

Kriminolojik arastrmalara gore, hukuka aykm davranarak hikkiim giyen bireylerin
hapsedilmesi sonucu olusan “mahkumlagma”, Clemmer (1940, sf. 270) tarafindan ‘“hiikiim
giymis mahkumlarm az ya da ¢ok oOlglide cezaevinin gelenek, aliskanlk ve genel kiiltiirlinii
edinmeleri ya da bunlara adapte olmalar”” seklinde tammlanmustr. Clemmer (1940)
mahkumlagsmay1 etkileyen cesitli evrensel faktorleri; mahkiimun ikincil (inferior) roliinii
kabullenmesi, hapishanenin yapis1i ve uygulamalarma adapte olmayr G6grenmesi, kendi
ihtiyaclarmi gidermede pasiflesmesi ve kendine bakim sorumlulugunun otomatk olarak
hapishaneye  devrolmasi gibi Omeklerle tanmlar. 1950’lerin = sonuna  gelindiginde,
Clemmer’'m c¢ahgmasmdan yola c¢ikarak mahkumlagma kavrammi genisleten Sykes (1958),
daha sonra Yoksunluk Modeli olarak da adlandmilan, hapsedilmenin mahktima getirdigi bes
farkh yoksunluk tiirli oldugundan bahseder; Ozgirliikkten yoksunluk, esya ve hizmet
yoksunlugu, heterosekstiel iliski yoksunlugu, otonomi/6zerklk yoksunlugu ve giivenlik
yoksunlugu.

(1) Ogzgiirliigiin  yoksunlugu (deprivation of liberty): Bu kavram mahkumlarm,
Ozgiirlikleri basta olmak iizere arkadaslarmdan, yakmlarmdan ve aillerinden yoksun olma
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durumlarmi  anlatmaktadr. Bu yoksunlugun sonucu, duygusal iliskilerin yoklugu, can
skkintis1 ve yalmzhktir.

(2) Esya ve hizmetlerden yoksunluk (deprivation of goods and services): Bu
yoksunluk, mahkumlarm cezaevinde maddi servet elde etme ve buna dayah hizmetlerden
yararlanma imkanlarma sahip olmama durumlarini anlatmaktadir.

(3)  Heteroseksiiel iligkilerden  yoksunluk  (deprivation of  heterosexual
relationships):  Cezaevlerinde uzun siireli tutuklu kalan mahkumlarm baz  cinsel
ihtiyaclarindan yoksun kalmalarini ifade etmektedir.

(4) Kisisel Ozerklikten/otonomiden yoksunluk  (deprivation of autonomy):
Mahkumlarm  yasamlar, giiniin 24 saati diizenlenmekte ve kontrol edimektedir.
Mahk(Gmun giin icerisinde neyi, ne zaman, nasil yapacagl cezaevi tarafindan saat saat
planlanmakta ve mahktimun kendi yasantisina dair se¢im olanagi bulunmamaktadir.

(5) Kisisel giivenlk yoksunlugu (deprivation of security): Cezaevinde
mahkumlarm karsilastiklar1 diger bir husus da kisisel giivenligin olmayisidr. Mahkumlarm
diger mahkumlarla kiigiik mekanlar1 paylastiklari durumlarda mahkumlardan bazlarmm,
diger mahkumlara karsi siddet ve saldwrgan tutum sergiledikleri veya cinsel agidan onlar
istismar etmeye cabstiklar1 bilinmektedir (Adler ve ark.,1995; Barlow, 1993).

Tiim bu yoksunluklarm bireyi hem yasaya sayglh toplumdan hem de kendisinin
hiikiimliiiik 6ncesinde olusturdugu kimliginden izole ederek, dogrudan bireyin benligine
saldrdig ifade edilir (Sykes, 1958). Bu tip bir izolasyonun kisinin kendi karakterine ve
kendilk degerine dair algismda degisim yaratacagm ifade eden Sykes (1958), bu durumun
mahk(m iizerinde olusturdugu psikolojik etkinin, cezalandrma ile olusacak fiziksel acidan
daha on planda oldugunu savunur. Buna gore Sykes (1958), mahkiimun bu siirece
uzaklastiric1 (alienative) ya da baglayict (cohesive) olmak fiizere iki tip tepki verecegini
ifade eder. Uzaklastiric1 tepki veren mahkumlarm, diger mahkumlarla iliskilerinde muhalif,
karst ve sadakatsiz davramglar gosterdigi, mahklimun vyalmzca kendi yoksunlugunu
gidermek ve kendi ¢ikarlarmi gézetmek hedefinde oldugunu sdyler. Bu tiplerin hapishane
icinde saldrgan ve tehditkdr zorbalar (ball-buster) ya da gammazlardan (rat) olustugunu
belirtir. Diger yandan Sykes (1958), baglayic1 tepkiler gosteren mahkumlarm, kendi
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kurduklar1 sosyal gruplar icinde birleserek, grup dayamigmasi gbi avantajlardan
faydalanarak hapislk yasantismmn acismu hafifletme gayretinde olduklarm aktarr. Bu tip
mahkumlarm uzaklastirici tepki gosterenlere nazaran kurum icinde dengesiz ve kararsiz bir
yapida da olsa daha fazla koruma ve destek sahibi oldugundan da bahseder.

Benzer sekilde Johnson (1961), mahkumlarm hapsedilerek toplumdan dislanma,
sucluluk  ve yoksunluk gibi ortak duygular1 paylastiklarm, ancak cezaevindeki diger
mahkumlarla uyumlanmak yerine kendi avantajlarmn saglamak icin bireysel hareket
ettiklerinde — cezaevi memurlarma karsi gelmeyi gerektiren bir eylemi reddetmek, ya da
cezaevi memuruna bilgi tasimak gbi — “gammaz”’ (rat) olarak adlandildiklarm ifade
etmistir. Bu tip mahkumlar hiiktimbilerin olusturduklart alt kiiltlirlere
uyumlanamadiklarindan, cezaevi kurumu ve kurallarina uyumlanmig olurlar.

Kisaca, hayatta kalma gayesinde olan mahkiim ya cezaevinde kendmni korumak
adma mahkumlarm olusturdugu alt gruplara dahil olacak ve baglayict (cohesive) bir tepki
olarak cezaevi kurumunun uygulamalarma karsi duracak ya da bu mahk(m alt gruplarmdan
bagimsiz olarak, “gammaz’ roliine biiriiniip, salt kendi ¢ikarlarmi korumak adma cezaevi
uygulamalarma boyun egerek kuruma asimile olacaktr. Nitekim mahkumlagsma olarak
adlandrdan durum, Clemmer’'m da tammma destekle, mahkumlarin cezaevi Kkiiltiirine az
ya da c¢ok derecede asimile olma neticesinde olusmaktadr (Sykes ve Messinger, 1960;
Thomas ve Petersen, 1977; Tittle, 1972). Diger bir degisle mahkumlasma, hapisligin
getirdigi yoksunluklara verilen durumsal bir tepkidir (Smith ve Hepburn, 1979).

Irwin ve Cressey (1962) de benzer olarak, cezaevinde yayilmis olan genel deger
sisteminin, mahkumlarm ya mahkim kodlarma ve normlarma uyum saglamasi yoniinde ya
da bu kodlardan sapmasi yoniinde isleyecegini belirtir. Cezaevindeki mevcut deger sistemi
icinde kendi yoksunluklarmi gidermek adma edinecekleri ayricaliklar i¢in cezaevi
memurlarmm  isini kolaylastracak  ortaklklar kuran mahkumlarm, cezaevi kurumunun
beklentilerine asimile olacagt ve bu asimilasyon siirecinin yalnizca cezaevi kurumu

kosullarmdan degil, mahk(mun mahk{imiyet Oncesi yasantismdan cezaevine tasidig
birtakim Ozelliklere bagh olarak da olusabildigi aktarimustr (Clemmer, 1958; Reemer,
1937).
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Nitekim, Irwin ve Cressey (1962) de mahkumlasmaylr tammladiklari Tasmma
Modeli’nde  Yoksunluk Modeli'ni elestirerek,  hikkiimlinin ~ mahkumlagsma  siirecinin
olusumunun yalnizca kurumsal kosullarm yarattigi  yoksunluktan kaynaklanamayaca@m
acikklamislardr. Buna gore, mahk(mun mahkumlasma siireci, yalizca cezaevinin yapisal
kosullarmdan dogan bir siire¢ olarak tammlanamaz. Mahkimun hapsedilmeye karst kendi
olusturacagi sosyallesme ve uyumlanma, bireyin beraberinde getirdigi sosyodemografik
ozelliklerle de sekillenecektir. Modelin wvurguladigi bu  ozellikler; hikiimliniin  hapislik
yagantismdan Onceki hayatindaki deneyimlerini (preprison experiences) (sosyal altyapi,
etnk koken, yas, egitim durumu, medeni durumu, meslekiis deneyiminden hareketle
sosyal statiisii, Onceki su¢ geemisi), hapislik siiresince cezaevi digindakilerle iletisim kurma
derecesi (extraprison contact) ve saliverime sonrasi yasantisma dair beklentilerinin kalitesi
(the quality of post prison expectation) seklinde 6zetlenmektedir (Thomas, 1975; Thomas
ve Zingraff, 1976). Tasma Modelinin o6ne siirdiigi bu oOzelliklerin - mahkumlarmn
asimilasyon stireci lizerine etkisi pek ¢ok arastrmada destek gormiistiir (Paterline, 1999).

Mahkumlagsmayt ve olusumunu tammlayan c¢esitli kriminoloji arastrmalarmda sk
sk karsilagtrlan iki modelde de kurumsal yapmm mahkimun asimilasyon siirecinin
Oonemli bir belirleyicisi oldugu soylenmektedir (Sykes, 1958; Thomas ve Zingraff, 1976).
Diger yandan, Tasima Model’'nin Yoksunluk Modeli’'ne gore daha agiklayici oldugunu
gosteren ¢alismalar oldugu gibi (Cao, Zhao ve Van Dine, 1997), ki modelin 6ne siirdiigi
degiskenlern bir aradayken, yalniz bagma olduklarmdan daha fazla agiklayic1 giice sahip
olduklarmni ifade eden gahsmalar da bulunmaktadir (Paterline, 1999; Thomas, 1977b).

Bu noktadan hareketle, kriminoloji aragtrmalarmda tanmmlanan mahkumlagma
kavrammndan ve kavramu acgiklayan her iki modelden de faydalamlarak, giiniimiiz
orgitlerinde ~ calisgan  bireylerin  hapsolmusluklari, — Orgiitte =~ mahkumlasma  olgusuyla
tanitilmaya calsilacaktir.
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2.3 ORGUTTE MAHKUMLASMA

Fransiz diisiiniir ve aym zamanda bir sosyolog olan Michel Foucault, dis diinyadan
uzun slire ayr tutularak sosyal ortamdan uzaklastirilan calsanlarm, icinde bulunduklar
orgitlerde  hapsedilmis  olduklarmdan bahseder (Giddens, 2000). Orgiitler Kuram
icerisinde Foucault, bir Orgitin fizki yapismm da esasen hiyerarsik diizende iist-ast
iligkilerinin  gbzetilerek olusturuldugunu, bu sekliyle calsanlarm gozetimini kolaylagtrmak
lizerme kurulu olarak tasarlandigm anlatr. Hapishanelerde de benzer olarak gozetimin 6n
planda oldugunu, icerdekilerin davramlarm kontrol altnda tutmayr amaclayan bir yap1
bulundugunu aktarr. Cagdas toplumdaki hapishaneler, 19. yy. toplum diisiiniirlerinden
Jeremy Bentham’'m Ingiliz yonetimi icin tasarladigi Panopticon’ tipi hapishane tasarimmm
ana ikelerinden esinle olusturulmustur (Giddens, 2000). Panopticonlar, merkezinde bir
gozetleme kulesi bulinan ve merkez etrafinda dis smra yuvarlak sekilde konuslandirilmig
hiicrelerden olusmaktadir. Hiicrelerde biri merkez kuleye digeri ise disartya bakan iki
pencere bulunmakta, bu sekilde hiicrelerin her biri kule tarafindan gozetlenerek, kontrol ve
denetimi saglanmaktadir. Merkez kule nobetcilerinin mahkumlarm goriis alannda olmasma
karsm, bu nobetgilerin goriilmeleri jahzilerle engellenmektedir.

Panopticon tipi hapishanelerde Foucault’'nun altmi ¢izerek bahsettigi gozetim,
cagdas toplumlardaki hemen her tiirlii Orgiitte Onemli bir rol oynamaktadr. Zira teknolojik
llerlemelerle  Dbilgilerin  birkkimi  ve  iletisimin  teknolojik  ortamda  yaygmlasarak
kolaylasmasi, gozetim ve denetimi daha da Onemli kinustr. Lyon (1994) giinlimiiz
orgiitlerinde bireylere ait her tirlii bilgmin Orgiit tarafindan kolayca toplanmakta oldugunu
ve bir cesit ‘gozetim toplumunda’ yasadi@muzi One siirer. Bahsi gegen gbzetim toplumunda
her tirli Orgiit, ¢absanlarmm gbzetimi ve kontroli i¢in, modern teknolojinin tiim
olanaklarmn kullanarak, bir tiir panopticon’a doniisebilmektedir. Calisanlarm personel
kartlaryla orgiit icine giris ve ¢ikislarmn dakika dakika kaydedildigi, calisann Orgiitiin
fizksel  ortammdan  ‘kacgis’mm  olanaksizlastrimasm  ve  boylelikle  igerdekilerin
kontrolinii ve dig diinyayla izolasyonunu saglamak i¢in kurulan giivenlik kulibeleri,
turnikeli ve hatta parmak izme dayah giris-¢ikis sistemleri, Orgiitlin, her koOsesine
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yerlestirilen kameralarla her daim izlenebilir olmasi, merkezi bir gozetleme kulesine ihtiyag
dahi brakmayan post-modern bir panopticon yaratmaktadir.

Bu anlamda Orgiitlerin  bir hapishane manti@iyla denetleme iizerne kurulu
uygulamalar yiiriitmesi, cahsan ilizerne olumsuz etkileri sebebiyle Orgiitin verimi icin de
dogru bir yontem olmayacaktr. Nitekim hapishanelerdeki mahkumlar, kendi rizalan
dismda tutulduklar1 bu fiziki yapida, onlar1 hapseden yonetime elbette diisman olacaktr ki
bu durum mahkumlar {izerindeki asm1 ve dogrudan denetimin islerligini makul kilan bir
gerekcedir (Grint, 1991; Sabel, 1982). Diger yandan, tipik bir orgiit cahsanmmn, is yaptig
kurum ydnetimine baghhk ve sadakat gostermesi beklenmektedir. Orgiit hedeflerine is
birligi ignde  ulasimasm  saglayacak  tek  yol, c¢ahsann  Orgiitiine  aidiyetinin
kurulabilmesidir. Boyle bir yapida Orgiitin ¢alsan {izerinde kuracag asm1 denetim ve
gozetim, ancak ve ancak bir ‘diisman’ yaratacaktr.

Dolayssiyla, cezaevinde hapsediimis  hiikiimlilerin ~ mahkumlagmas1 iizerinden;
orgitlerde calisan bireylerin  6zerklk kaybi, kisitlanma ve mesleki gelisimlerinin
engellenmesi  gibi faktorler, sebep olduklari motivasyon kaybi, bireysel ve kurumsal
diizeyde olusan olumsuz sonuglar ve c¢alisanlarm cofu zaman yetersiz is olanaklart ve
maddi  zorunluluklar yiiziinden mevcut kurumlarmda ¢ahsmayr siirdiirmeleri, c¢alisan
bireylerin de ¢alistiklar1 Orgiitler icerisinde mahkumlasabilecekleri fikrini dogurmustur.

Bu noktada, c¢ahsann mahkumlagmasi olgusunu agiklayabilmek i¢in  sosyal
bilimlerde insan davranlart arastrmalarmda kullamlan iki yaklagimdan yola ¢ikilnustir;
emic ve etk yaklasm. Timevarmci bir yontem olarak da andan emic yaklasmla elde
edilen kavramsal tanimlamalar, manglari ve davranglar1 arastrmaya konu olan ve belirli
bir kiiltir i¢cinde yasayan bireylerin anlamh ve uygun gordiigii kavramsal semalarm ve
kategorilerin analiz edilmesiyle ortaya ¢ikarimaktadr (Lett, 1990, s.130). Ote yandan etik
yaklasimla elde edilen kavramsal ¢ikarmlar, bilim insanlarmca anlamh ve uygun goriilen
semalar ve kategorilerle agiklanmakta (Lett, 1990, s.130); bu siiregte arastwrmaci, var olan
teoriler ve kavramsal gerceveler iizerinden, s6z konusu kavramm yeni ortamlar ya da farkh

popiilasyonlar i¢in uygun olup olmadigmi aragtrmaktadr (Morris ve ark., 1999).

154



Bu cahsmada c¢alisanm mahkumlagmasi olgusunu ag¢iklamak tizere ik olarak,
yiriitilen bir emic c¢ahgma ile kavrammn Orgiitlerdeki karsih@, Orgiit cahsanlarma sorularak
sorgulanmis ve kriminoloji alanyazmnda mahkumlagma {izerine yapilan kavramsal
tanimlamalar ve modeller etk yaklasimla ele almmustir.

Yiriitilen emik c¢ahgma, ‘“hapsedimislk duygusu” temel almarak, 66 kisi
iizerinden  gerceklestirilmis ve calsmadan  alman  yantlar  icerk  analiziyle
degerlendirimistir. Diger yandan, etk yaklasim c¢ercevesinde ise mahkumlasmanmn
olusumunu agiklayan iki temel model olan Yoksunluk ve Tasmma Modelleri iizerinden,
orgiitte mahkumlasmanin belirleyicisi olabilecek degiskenler ag¢iklannustr. Nihayetinde,
modellerin  kavrama dair getirdigi tammlamalar, yiiriitilen emic c¢ahsmann bulgulartyla
desteklenerek degerlendirilmistir.

Yiriitilen emic cahsmann ik ayagnda, ack uglu soru formlarmdan olusan
millakatlar  gerceklestirimistir. Bunun icin iki farklh versiyonda yapilandmrimig miilakat
formlar1 hazrlanmig; bir versiyonda c¢alsana dogrudan isyerinde kendilerini  hapsolmus
hissedip hissetmedikleri, diger versiyonda ise ¢alstiklari igyerindeki uygulamalari nasil
degerlendirdikleri sorulmustur (Bkz. Ek A ve Ek B). Bu millakat formlari iizerinden
toplamda 24 kisiyle yliz yilize goriisme gergeklestiriimistir. Calismann ikinci kisminda ise,
mahkumlagsma algis1  olusturacagt distiniilen Orgiit uygulamalarmi igeren bir senaryo
olusturulmus ve senaryonun ardma yine iki farklh versiyonda agk uglu soru formlar
yerlestirilmistr (Bkz. Ek C ve Ek D). Soru formlar1 temel olarak senaryodaki vakada
anlatlan ¢ahsann hapsolmusluk yasayp yasamadiZim sorgulamis, ancak versiyonlardan
birinde dogrudan dogruya ‘“hapsolmusluk” kelimesi kullanilirken, digerinde kullamimanug
ve alnan yantlardan bu duygunun c¢ikip c¢ikmayacad Olciilmiistir. Senaryolu soru
formlarmin iki 22, digeri 20 kisi olmak iizere toplam 42 kisiye uygulanmustir.

Cahsma neticesinde dikkat ¢eken en Onemli sonuglardan biri, hapsolmushuk
kelimesinin ~ kullamlmadigt miilakat ve senaryolu anket sonuglari ile hapsolmusluk
kelimesnin ~ kullanldigi  versiyonlarm sonuglar1 arasmdaki tutarh bulgulardr. Yiiz ylize
miilakatlarda  hapsolmusluk  duygusunu  tarif eden c¢ahsanlarm  biliyik  ¢ogunlugu
“kistlanma”, “baski altmda olma” ve “sikntih olma” ifadelerini kullanirken; senaryo bazh
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anketlerde de yantlarm cogunlugunda yne ‘kistlanma”, “engellenme” ve ‘“‘ekonomik
mecburiyet”  temalart  ortaya  ¢kmustr.  Hapsolmusluk — kelimesinin  kullaniimadigt
senaryoda, calisanm ne yasadi@m tammlayan katihmeilarm yantlarmm biylk kismmdan
dogrudan ‘“hapsolmus™ temasi ¢ikarinug, ayrica miilakatlarla paralel olarak “baski altmda
olma”, “kisitlanma” ve “skmtih olma” temalar1 da tespit edilmisti. Bu hissin bireysel ve
kurumsal boyutta etkileri sorgulandignda ise, her dort versiyonda da ortak olarak siklikla
tekrar eden caresizlk, mecburiyet ve isten ayrilma niyeti temalarina rastlanmugtir.

Katihmeilara hissettikleri bu duygunun kurumdan kaynakh sebepleri soruldugunda
her dort versiyonda da yme en sk tekrar eden tema ‘baskict ydnetim uygulamalarr”
olmustur. Bunun yam swra, asmt denetim, Ozerklk yoksunlugu ve destek gbrmeme yamitlari
da dikkat c¢ekmektedir. Hapsolmusuk hissinin  kendilerinden kaynakh sebepleri
sorgulandigmda ise katimcilarm siklkla ‘“ekonomik mecburiyetler”, ‘kabullenme” ve
“sessiz kalma” yantlarmi verdikleri tespit edilmisti. Katiimcilara hapsolmugluk hissine
sebep olan bu kurum uygulamalari karsismda, hangi alternatif hareket segeneklerini
belirledikleri soruldugunda, her dort versiyonda da “caresizlik” temasi altmda birlestirilen;
“sessiz kalma”, “kabullenme” ve “normallestirme™ gibi yanitlarm yam swa, “isten ayriima
niyeti’, var olan kosullar1 degistirmek icin “bireysel hareket” ya da “toplu hareket” gibi
yanitlara da sikca rastlanmustir.

Hapsolmuslugun kurum kaynakh sebepleri neticesinde verilen yamtlardan “baskici
yonetim uygulamalarr” temasi, mahkumlasmanin zorlayict Orgiit uygulamalart sebebiyle
yasanan yoksunluklar neticesinde olustugunu aktaran Sykes’m Yoksunluk Modelini
destekler niteliktedir. Benzer sekilde Sykes’m One siirdiigli mahkumlasmayla ag¢ifa c¢ikan
tepkiler — mahkumlar1 bir arada tutan baglayici (cohesive) ya da mahktm alt kiiltiirlerinden
uzaklastirict (alienative) tepkiler — srastyla miilakatlar neticesinde alman “bireysel ve toplu
hareket” ya da “sessizlik ve kabullenme” gibi yantlarla ortiismektedir. Ote yandan, Tasima
Modeline gore mahkumlasmann olusumunu etkileyen boyutlardan saliverilme —sonrasi
yasantt kalitesine dair beklentilerin (the quality of post-prison life expectation), Ozellikle
orgiit cabsanlarmm mevcut kurumlarmdan ayridiklann takdirde yiizlesecekleri olasi
ekonomik  sikmtilart  yansittig  dUsiiniilmekte  ve  alman  yamtlardan  “ekonomik
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mecburiyetler” ve “caresizlik” temalarryla Ortismektedir. Tiim bu yantlar {izerinden,
orgiitte calsan bireyin mahkumlagmasi, kriminoloji arastrmalarmdaki tammlamalar da
diigiiniildiigiinde, c¢ahsann kurumca engellenmesi ve yoksun birakimasiyla, kistlanmus,
sikismig, caresiz ve hapsolmus hissetmesi; buna bagh olarak sessiz kalmasi ve/veya cesith
hareket secenekleriyle durumu degistrmeye g¢aligmasi seklinde diistiniilebilir.

Foucault ve Weber, orgiitlerin veriml isleyebilmelerinin en 1iyi yolunun gozetim
ve denetimden gectigini savunurken, Ozellikle montaj hattinda {iretim yapan is¢ilerin, kati
hiyerarsik ~ bir  diizende  iretim  yapan  biiyllk  fabrikalarda  yaptklart  ige
odaklanamayacaklarm diigiinerek, siirekli denetim ve kontrolle islerine sarimalarmm
saglanabilecegi tizerinden hareket etmiglerdir (Giddens, 2000). Ancak, asm1 denetim ve
kontrol, iscilerde bir siire sonra kizgmhk ve ofkeye sebep olmustur. Diger yandan, cesitli
arastrmacilar bu noktada monoton c¢algma ortammda rutin bir i akismu takip eden,
fabrikadaki montaj hatt1 iscileri gibi ¢alisanlarm, yaraticihkk ve zhinsel iiretkenlik
gerektiren islerde ¢alsanlara gore daha fazla tatmnsizik yasadiklarmi ifade etmislerdir
(Erkal, 1999; Shepard, 1971). Buradaki esas goriis, yaraticligm ve dolaysiyla biligsel
streclerin aktif kullamldigi dmamik islerde, c¢alhsanlarm daha fazla Ozerklk ve kontrol
sahibi olduklar1 varsaymu {iizerine temellendirilmektedir. Nitekim entelektiiel alanda {iretim
yapan  c¢alsanlarm, montaj hattndaki iscilerinkine  benzer mekanize bir i§
yapmadiklarmdan, islerine dair kararlarda daha bagmmsiz ve 6zerk olmalart beklenmektedir.
Hatta bu bireyleri monoton isleri yiirliten c¢alsanlarm yasadiklari olumsuz duygulardan
kurtaramin da sahip olduklar1 6zerklk oldugu soylenebilir.

Bu noktadan hareketle, biligsel becerilerini aktif kullanarak yaraticiiklarryla
iretim yapan bireylerin, Ozerkliklermi elinden alan, asm1 denetim ve kontrolin hakim
oldugu, onlar1 fiziksel olarak dig diinyadan uzaklastran bir Orgiitte cahsmalary, cahsan icin
orgiti Foucoult’'nun bahsettigi bir ¢esit hapishaneye doniistirecek ve bu ortamdaki
entelektiiel isci de en az mekanik ig¢i kadar mahkumlasacak ve hapsedilmis olacaktir.
Nitekim bu tip bir ¢ahisma ortami, isin niteligi ile bagdasmayacaktir.

Bu noktada, c¢ahsann igyerindeki hapsolmusluk duygusu iizerinden hareketle,
cahsann Orgiitte mahkumlagmasy;, Ozellikle bilisgsel becerilerni kullanan cahsanm, mesleki
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manada Ozgiirligiiniin ve Ozerkliginin kisitlanmasma, mesleki geligimini
gerceklestirememesine, ekonomik mecburiyetlerine bagh olarak caresiz hissetmesi seklinde

tanimlanabilir.

Bireyin hapishane ortamma hapsediimesi itibariyle baslayan mahkumlagma,
kriminolojik olarak mahktmun cezaevi kiiltiriine az ya da ¢ok Olgiide asimilasyonu olarak
tanmlanmaktadir. Ancak bu tamimdan farkl olarak, Orgiit cahsanmm mahkumlagmasmmn
orgiite grer girmez degil, orgiit icindeki yasayislar1 ve yoksunluk seviyesi arttikga, zamanla
gelisecegi dustiniilmektedir. Nitekim higbir birey, yasal ve psikolojik olarak karsiikl
anlasmaya vararak cahlsmaya basladi@i Orgiite bir mahkim olarak girmeyecek; ancak ve
ancak yoksunluk yasantilart neticesinde mahkumlasacaktr. Bu agidan kriminolojik
mahkumlagsma i¢cinde tanimlanan asimilasyon ve ayrisma davranglarmm, Orgiit calisanmm
mahkumlasmas1 neticesinde ortaya ¢ikabilecek olan tepkiler olabilecegi diistiniilmektedir.

2.4. ORGUTTE MAHKUMLASMANIN ONCELLERI

Krimmoloji  arastrmalarmda mahkumlagsma {izerine aktarilan bilgilerden yola
cikilarak, kavramm belirleyicisi olan iki temel model iizerinden (Yoksunluk ve Tagmma
Modelleri), c¢ahsan bireyin mahkumlagsmasma yol acan Orgiitsel ve bireysel diizeydeki
faktorler aciklanmaya cahsilacaktr.

Yoksunluk  Modeliyle, mahkumlasmann ortaya ¢ikmasma sebep olan bes
yoksunluk tipinden dordiiniin, benzer sekide oOrgiit calsanlari lizerinde de etkili
olabilecegi, zorlayict1 ve kontroliin yiiksek seviyede gergeklestigi Orgiit uygulamalarmm
gostergesi  olarak kullanilabilecegi distiniilmektedir. Nitekim, kriminoloji arastrmalarmda
da cezaevinin kurumsal yapismmn zorlayiciik seviyesi ne kadar yiikksekse, mahkumlasma
seviyesinin o derecede yikksek oldugu belirtimektedir (Simith ve Hepburn, 1979; Thomas
ve Zmgraff, 1976). Diger yandan, bu siirece hizmet eden faktorlerin yalnizca kurum
yapisiyla degil, mahkumlarm sosyodemografik ozelikleriyle de sekillenecegini ifade eden
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Tasmma Modeli'nden hareketle, cahsanlarm sahip olduklar1 sosyodemografik Ozelliklerin,
orgiit icinde deneyimledikleri mahkumlagsma seviyesine etki edebilecegi distiniilmektedir.

Zira, bahsi gegen iki modelin mahkumlasma fizerindeki ag¢iklayicihigmm, birlikte
kullanildiklarmda, yalmz basma olduklarmdan daha gicli oldugu ifade edimektedir
(Paterline, 1999; Thomas, 1977b). Buradan hareketle, cahsann Orgiitte mahkumlagmasmna
yol acan faktorler, ‘Orgiitsel yoksunlugu’ temsilen Yoksunluk Modelnin bes boyutundan
dordii ve ‘sosyodemografik oOzellikleri’ temsilen Tasma Modelinde aktarilan ¢ farkl
boyutla agiklanabilir.

2.4.1. Orgiitsel Yoksunluk

. Ogzgiilikten yoksunluk (deprivation of liberty): Cabsann zaman ve
mekansal olarak  Ozgirliglinin  kisitlanmast.  Cahsanlarm  kuruma  girig-¢ikis  saatlerinin
izlenerek kontrol edilmesi ile sabitlenmis mesai saatleri icinde kurum dismda herhangi bir
mekanda  bulunmalarma  zin  verilmemesi,  Ozgiirligin  kwsitlandigi  tipik  Orgiit
uygulamalarma 6rnek teskil edebilir.

II. Esya ve hizmet yoksunlugu (deprivation of goods and services):
Cabsann mesleki gelisimi icin gereken maddi destek, materyal ve kaynaklara erigiminin
olmamasi, mesleki yasantisinda, kariyer gelisimini destekleyen network/ag olusturabilme
derecesi (mesleki oda, dernek ve vakif faaliyetlerine katihm), ¢alisann ne derecede kaynak
ve destek yoksunlugu yasadigmn bir gostergesi olacaktr. S6z gelimi akademik gelisimi
icin bilimsel toplantilara katilabilme adma Orgiit tarafindan izin, licret, tesvik vb. destek
alan akademik ¢ahsanlarin, bu anlamda yoksunluk seviyeleri diisiik olacaktir.

ITI. Heteroseksiiel iliski yoksunlugu: Bu boyut kriminoloji ¢ahsmalarmda
cezaevlerinde tutulan mahkumlarm aktif cinsel hayatlarmn siirdiirememeleri  olarak
aciklanmaktadrr. Ancak ne giinlimiiz modern oOrgiitlerinin uygulamalarma yonelik yapilan
cahsmalarda, ne de bu cahsma i¢inde yiiriitilen emic arastrmada Orgiit cahsanlarmm
heteroseksiiel iliski yoksunligu yasadiklarma dair bir yamt ya da bulguya rastlanmustir.

159



Dolayssiyla  bu  boyut,  yoksunluk  yaratarak ~ mahkumlasmayr tetikleyen — Orgiit
uygulamalarma dahil edilmemistir.

IV. Ozerklk yoksunlugu (deprivation of autonomy): Cahsann isiyle ilgili
almas1 gereken kararlarda kendi kontroliiniin olmamasi, diger deyisle gorevini icra ederken
misiyatif alamamasi, gorevini dogrudan ilgilendiren konularda karar siirecine  dahil

olamamasudir.

V. Giivenlk yoksunlugu (deprivation of security): Calisganm is glivencesinin
olmamasi durumu olarak tammlanabilir. Yani, c¢ahsanm kurum kural ve normlarma
itaatsizligi durumunda, cezai yaptrmlarla karsilasabilecegi (maas kesmtisi,  disiplin
sorusturmasi, disiplin cezast vb.) ve/veya kurum tarafindan isme son verilebilecegi
durumudur.  Is giivencesi olmadigm diisinen ¢absanm, yasadizi tehdit ve giivensizlik
algisiyla, cahstigr oOrgiitiin kural ve normlarma itaat diizeyi de fazla olacaktir.

O halde;

Hipotez 1: Cahsamn orgiit uygulamalaninda yasadigi yoksunluk seviyesi,

orgiitte mahkumlasma seviyesini yordamaktadir.

2.4.2. Sosyodemografik Ozellikler

Kriminoloji  ¢ahsmalarmda, mahkumlagma kavrammnmn ag¢iklandiyi  Yoksunluk
Modelinden sonra ortaya ¢ikan Tasima Modelinde, bireylerin mahkumiyetlerine tasidigt
sosyodemografik ozelliklerin de mahkumlagsmanm belirleyicisi oldugundan
bahsedilmektedir (Irwin ve Cressey, 1962). Tasma Modeline gore, mahkumlasmanmn
ortaya ¢ikmasma etki eden bireysel Ozelliklerin, c¢alsann isyerinde deneyimledigi
mahkumlagsma i¢in de gecerli olabilecegi diisiiniilmektedir.

Buna gore Tasma Modeli iizerinden hareketle, hiikiimliiniin mahkumlasma Oncesi

deneyimleri iizerinden, c¢ahsann mahkumlagma yasamadan Once kurumuna tasidigt

160



demografik oOzelliklerin; hikkiimliinin dis diinya ile iletisim seviyesi lizerinden, ¢alisann
orgiit dist sosyal hayatindaki etkilesim seviyesinin; hiikiimliiniin mahk{imiyet sonrasi
yasantismmn kalitesine dair beklentileri iizerinden, calsann mevcut Orgiitlinden ayriimasi
halinde gelecek yasantisma dar beklentilerinin  de mahkumlasma seviyelerinde farklilik
yaratabilecegi diisiiniilmektedir.

I. Demografik faktorler (preprison experiences): Yas, cinsiyet, medeni
durum, egitim durumu, mevcut kurumdaki ¢ahsma siiresi gibi sosyodemografik Ozelliklerin
de mahkumlagmann ortaya c¢ikismda etkisi oldugu bilinmektedir. Tasima modelinin One
sirdligii demografik oOzelliklere bagh olarak, Orgitte mahkumlagma diizeylerinde anlaml
farkliliklar olusabilecegi diistiniiimektedir. S6z gelimi, cahsanmn, yasmmn artmasiyla, Orgiit
uygulamalarmda karsilasacagt yoksunluk temelli olumsuzluklarla bas etme becerilerinin
gliclenecegi ya da azalan kariyer beklentileri sebebiyle bu olumsuzluklari daha az dikkate

alacag varsayimi iizerinden daha az mahkumluk hissedecegi diisiiniilebilir.

Diger yandan, toplumsal yasanti i¢cinde erkeklere yiiklenen ‘evine bakma’ ve
‘alle babasr’ olma sorumluluklar, cahstiklari kurum i¢inde kadmlara gore daha fazla
mahkumlasacaklarmi  akla  getirmektedir.  Dolaysstyla  erkek  cahsanlarm,  kuruma
bagmilklarmi da bu sorumluluklarm etkisiyle kolay kolay koparamayacaklarmndan,
kadmlardan daha fazla mahkumlasacaklar1 ve caresiz hissedecekleri diisiiniilmektedir.
Benzer sebeplerden otiiri, evli cahsanlarm da aile yasantilarma bagh olarak sahip olduklar
ekstra sorumluluklarm, evli c¢alsanlarm bekar olanlara gore daha fazla mahkumlagmalarma
sebep olacag varsayllmaktadir.

Son olarak, hapislik yasantisma daha kisa slire maruz kalnmasi halinde,
mahkumlasma seviyesinde azalma gorilecegi ifade edilmektedir (Thomas, 1977b). Benzer
sekide, uzun sire aym kurumda gorev yapan calsanlarm, kurumun yoksunluk yaratan
orglit uygulamalarma da daha fazla maruz kalmalarryla dogru orantih olarak, diger
calsanlara gore mahkumlasma seviyelerinin daha fazla olacag distiniilebilir.
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O halde,

Hipotez 2: Cahsamn orgiitte mahkumlasma diizeyi, calisanin demografik

ozelliklerine gore farkhlik gosterir.

II. Orgiit dis1 etkilesim (extra-prisoncontact): Kurum uygulamalari nedeniyle
calsanda olusan fiziki ve zhinsel yorgunlugun, calisann kendi ailesiyle gegirdigi siirenin
azalmasi ve/veya onlarla Kkaliteli zaman gecirememesinin yarattigi sikmti hali olarak
tammlanabilir. Bu c¢alisma kapsaminda yiiriitilen emic arastrmadan alman yantlarda da
katlimeilarm is-aile catismasi temasi icerisinde, sk sk ailevi sorumluluklan ile is
yerindeki gorevleri arasmda kaldiklarmi, aile yasantilarmmn yam swa sosyal yasantilarma da
yeterince zaman ayramadiklarm ifade ettikleri gOriilmiistiir. Yasadigi hapsolmuslugun
kendisini ve igini nasil etkiledigi sorulan baz katihmcilar sdyle yantlar vermistir:

“Kesinlikle igimi verimli yiiriitemedigime inantyorum. Iy verimliligimi diisiirdiigiine, sosyal

hayatim ketledigine ve is doyumumu ¢ok azalttigini diisiiniiyorum.” (Kadmn, 32)

“Bir kere neden bilmiyorum ama sanki buradan ¢iktigim zaman kendimi boyle 10 ton 20
ton yiik tasimisim gibi yorgun hissettigim ¢ok oluyor. O yiizden sosyal hayatimda daha az
arkadaslarimla goriigiir oldum. Sinemayd, kafeydi, konserdi gibi aktivitelerimi minimuma
indirdim. Bunun sebebi hani ekonomi, o, bu, degil, tamamen kendimi yorgun hissetmem.
Komik gelecek belki ama uyku saatim ¢ok az kaldi. Eyvah hani uyku saatim gidiyor,
uyumalryim, yatmaliyim gibi bir panigin icine siiriikliiyor beni.” (Kadin, 32)

“Sucluluk duygusu hissettiriyor. Cocuguma karsi, evime karsi. Iste ben burada bulunmak
zorundayim. Evden, 6zel hayatimdan; ¢ocugumla alakali ya da esimle alakal, kardegim,
annemle alakali bir sey oldugunda ve ben onlarin yaninda olamadigimda suglu

hissediyorum kendimi. Eksik hissediyorum.” (Kadin, 39)

Dolayisiyla, ¢absann kurum i¢indeki uygulamalarm yarattili bir yan etki olarak

0zel yasantisindaki sosyal destek sistemlerinden de (aile, arkadaslar vb.) yeterince
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faydalanamiyor olusunun, cahstiyi kurum i¢inde mahkumlasmasm pekistiren bir degisken
olarak su yiizine ¢ikabilecegi disiiniilmektedir.

Il. Gelecek beklentisi (the quality of post prison expectation): Cahsann
mevcut kurumundan ayriimasi halinde, yasam Kalitesine dair beklentisinin ne derece
yiksek olduguyla ilgilidir. Yiritilen emic c¢ahsmada kendilerini hapsolmus hisseden
katimcilarm sk sk “ekonomik mecburiyet” temasi altinda, calistiklart meveut kurumdan
ayriimalar1  halinde daha 1yi bir alternatiflerinin  olmadigm ve maddi skmtilarla kars:
karstya kalacaklarmi, is arayislari olsa da mevcut islerinden bu sebeple ayrilamadiklarm
ifade ettikleri goriilmiistiir. Difer yandan “isten ayrima niyeti” temasi altnda yant veren
katimcilarm  biiylikk bir c¢ogunlugunun, ekonomik mecburiyeti vurgulayanlara gore daha
fazla bireyseltoplu hareket seceneklerinden bahsettikleri (var olan kosullart degistirme
cabasi vb. gibi) goriilmektedir. O halde;

Hipotez 3: Cahsamin sosyodemografik ozellikleri (kurum dis1 iletisim ve

gelecek yasanti beklentisi), orgiitte mahkumlagsma seviyesini yordamaktadir.
2.5. ORGUTTE MAHKUMLASMANIN SONUCLARI
2.5.1. Mahkumlagsma Tepkileri Olarak ‘Asimilasyon’ ve ‘Ayrnsma’

Mahkumlagsmanin  hapishigin ~ getirdigi  yoksunluklara verilen bir tepki olarak
tanmlanmasmdan (Smith ve Hepburn, 1979) yola cikarak, orgiitte mahkumlagmada bahsi
gecen asimilasyonun, Orgiit uygulamalarma bagh yoksunluklara verilen durumsal bir tepki
olarak ortaya ¢ktizi da ifade edilebilir. Bu noktada asimilasyonun kavramsal boyutta
incelenmesi ve tanmmlanmasi, verilen bu durumsal tepkinin anlagiimast adma Onem

kazanmaktadr.

Kiiltiirler aras1 psikoloji yazminda siklkla karsmuza c¢ikan uyumlanma kavramu,
kiltir ve msan davramsi arasindaki iliskiyi ve bireylerin kiiltiirel etkilere ve beklentilere
karst tepki verme sekillerini aciklamaktadr (Berry ve ark.,, 1992). Bu alanda
gergeklestirilen cahgmalar, bireylerin kendi yetistikleri kiiltirel ortamdan farkh yeni bir
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kiiltir i¢cine  girdiklerinde, davramglarmm nasil  sekillenecegi ile ilgilenmekte ve bu
uyumlanma  siirecini temelde “kiiltiirlesme (acculturation)” baghg altnda toplamaktadir.
Berry (1997) Kkiiltiirlesmeyi kendi kiiltiirel ortammndan farkh bir ortama gecis yapan
bireylerin yasadiklar1 kiiltirel degisim olarak tanmlarken, bu siirecin sonucunda bireylerin
yasadig1 psikolojik degisimleri ise psikolojik kiiltiirlesme ve uyumlanma/adaptasyon olarak

tanmmlamistir.

1900’lerin ik yarisinda, Kkiiltirlesme kavramma dair yapilan tammlama, farkh
kiiltiirlere mensup bireylerden olusan gruplarm, direk temaslart neticesinde, karsihkh
olarak her iki grubun orjjinal kiiltir kalplarmda olusan degisimleri yansitmaktadir
(Redfield, Linton ve Herskovits, 1936, sf.149). Karsiikli degisimin vurgulandigi klasik
kiiltiirlesme tanmmi, prensipte her ne kadar notr olsa da pratikte tek bir grubun digerine
nazaran daha fazla degisime ugramasm icerir (Berry, 1997). Kiiltirlesme neticesinde
gerceklesen degisimin, yalnizca yabanci bireylerin adaptasyon becerileriyle degil, baskm
kiiltiirtin - disa agiklk yoOniinden tasidi@ sorumluluklari ne derecede yerine getirdigi ile
ilintili bir durum oldugu da ifade edilmektedir (Giilnar, 2011).

Kiiltiirlesme  tutumlarmmn ~ smiflandrildigi  ¢ahsmalar genellkle iki temel boyut
tizerinden gergeklestirilmektedir: (1) kiiltiirel muhafaza-cultural maintenance-; Kkiiltiirel
azmlklarm kendi kimliklerini ne Olclide siirdirme istegine sahip olduklar, (2) temas ve
katilim —contact and participation-; azmhk grubun ana Kkiiltiirin bir pargasi olmaya yonelik
istekleri (Berry, 1997; Van De Vijver ve Phalet, 2004). Bu boyutlar iizerinden Berry
(1997), kiiltiirlesme  tutumlarmm  dort alternatif strateji ¢ercevesinde smiflandrilabilecegini
One slirmiistir. Buna gore, azmnlk grubun kendi kiiltiirel kimliklerine dair unsurlan
siirdiirmek istememeleri ve ana Kkiiltiirle etkilesime girme arzusu asimilasyon stratejisini
tanimlamaktadir. Buna karsm aznbk grubun orjinal kiiltiirel kimligine sarlarak kendi
degerlerini stirdirmek istemesi ve icine girdigi baskm kiiltiirle etkilesimi reddetmesi
ayrisma (separation) stratejisi olarak tanimlanmaktadr. Azmhk gruba mensup bireyin hem
kendi kiiltirel kimligini siirdirme hem de baskm kiiltiirle etkilesim i¢inde olma cabasy,
farkh ki kiiltiirin -~ birlesimi  neticesinde entegrasyon stratejisini  ortaya koyacaktir.
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Entegrasyon stratejisi, diger [kiiltlirlesme tutumlari arasmda en olumlu ve yapict
goriinenidir. Ancak, eger baskmn kiiltiiriin  kapsayict ve ag¢ik bir grup oldugu ve
entegrasyonun azmlk grup tarafindan da Ozgiirce segildigi bir durum s6z konusuysa,
kiiltirel farkhlklara sahip insanlarm esit haklarla birlikte yasamasi tizerme kurulu bir
kiiltirel ~ ¢esitlilikten bahsedilebilir. Kendi kiiltiirel mirasmdan zorla alkonan azmnhk
bwreyn, i¢ine grdigi baskmn kiiltlir tarafindan diglanmast ve ayrmcihia ugramasi
neticesinde ise, birey ne kendi kiiltiirel kimligiyle ne de baskm grubun kiiltiiriiyle etkilegimi

stirdiirmek isteyecektir ki bu marjinalizasyon stratejisi olarak ele almmaktadr.

Bireyin mahkumlasma siirecine verdigi tepki daha once Sykes (1958) tarafindan
uzaklastirict  (alienative) ve  baglayict  (cohesive) olarak  iki alternatif {izerinden
tanmmlanmustt. Hayatta kalmak adma verilecek bu tepki, mahkumun cezaevi kurumuna az
ya da ¢ok Olgiide asimile olmasi lizerinden sekillenmektedir. Uzaklastiricr tepki veren
mahkumlar cezaevi kurumunun kural ve uygulamalarma boyun egerek salt kendi ¢ikarlarm
korumaya cahsirken, baglayict mahkumlar ise kendi alt gruplarmda orgiitlenerek kurumdan
ayrismakta ve s0z konusu alt gruplarn olusturdugu kiiltire asimile olmaktadrlar. Bu
noktada, = mahkumlagsma ile  gerceklesen uyumlanma  stratejilerinin,  uzaklastiric
mahkumlarm cezaevi kurumuna asimilasyonu, baglayicilarm ise kurumdan ayrismast

iizerine kurulu oldugundan soz edilebilir.

Asimilasyon stratejisi  kullanan mahkumlarm uzaklastirict (alienative)  tepkileri,
kurumdaki diger mahkum gruplarmdan ayrismalari ve kuruma asimile olmalarmi ifade
etmektedir. Diger yandan baglayict (cohesive) tepkiler veren mahkumlar ise, kendi
aralarmda kurduklar1 alt-kiiltiire uyumlanarak, kurum yapisindan ayrigmaktadr. Sykes
(1958) mahkumlarm verdigi her iki tepkinin de hapishane ortammnda hayatta kalmak adma
verilen zorunlu ancak bir o kadar da mahkumun kendisine zarar veren tepkiler oldugunu
ifade etmektedir. Nitekim her iki grup da bir tarafa asimile olurken, diger taraftan
ayrismaktadr. Ayrismakta olduklart gruplarm, kurum kiiltiiriinin ya da mahkum alt
kiiltiiriniin, avantajlarmi kaybederken, asimile olduklari grubun kural ve normlarmi hayatta
kalmak adma kabullenmek durumundadirlar.
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O halde orgiitte mahkumlasma yasayan c¢alsanm da, kurum kiiltiiriine, uygulama
ve politikalarma uyumlanarak asimilasyon; kurum kiiltiirinden ziyade kendi kurdugu ya da
dahil oldugu ¢alsan alt-gruplarma ve bu gruplarm kural ve normlarma uyumlanarak
ayrisma tepkilert verdigi One siiriilebilir. Bu caligma i¢in yiiriitilen emic arastrmada,
kurumlarmda mahkumlagma yasayan ¢alsanlarm, icinde bulunduklart duruma verdikleri
tepkileri ve alternatif hareket segeneklerini, kabullenme ve caresizlk gibi pasif boyutta ya
da bireysel ve/veya toplu hareket gibi aktif boyutta ifade etmis olmalari da s6z konusu
hipotez i¢in On destek niteligindedir.

Hipotez 4: Cahsanlann orgiitte mahkumlasma seviyesi, orgiitiine gosterecegi

asimilasyon tepkisini yordar.

Hipotez 5: Cahsanlann orgiitte mahkumlasma seviyesi, orgiitiinden ayrisma

tepkisini yordar.

2.5.2. Ise Yabancilasma

Yabancilasma kavramu ik olarak Hegel'n tanmlamasiyla giin yliziine ¢iknustir.
Hegel bilincin var olmasmm ancak nesneyi yanstmasiyla miimkiin olacagmi, bu yansitma
sirecni de bilincin kendini disar1 aktarmasi seklinde acgiklamustr. Bilincin kendini disar
aktarmast aym zamanda kendini Otekilestirmesi anlamma gelmektedir ki Hegel bunu
yabancilagsma olarak tammlanustr (Redding, 2017). Hegel'in yabancilasma kavramu bu

manada bireyin var olmasmi saglayan ve onu Ozgiirlestiren olumlu bir siirectir.

Hegel’den esinlenen Marx, yabancilasmayr kapitalist diizen i¢inde farkh bir
boyutta ele almaktadwr. Marx, endiistriyel gelisimle kapitalizmin Avrupa’daki ik yillarm
gozlemler ve olusturdugu toplum modelinin temeline ekonomiyi yerlestirir. Ekonomik
sistemin toplumun bir boliimiini, fabrikalari ve isletmeleri elinde tutan, trettigi mal,
tretim maliyetinden daha yilksek fiyata satarak kar elde eden, kapitalistlere
doniistiirdiigiinii aktarr (Macionis, 2013). Uretimin gerceklesmesini saglayan is giicii ise,
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hizmetini ticret karsih@i satan proletaryadr. Marx kapitalistlerin daha yiiksek kar elde
etmek icin iggilere verecekleri licreti kistkklarmi ve iscilerin daha yiiksek ticret talepleri
kargismda bu iki smifin c¢atigmasmmn Onlenemez oldugunu aktarr. Nihayetinde bu siireg,
kapitalizmin dogal sonucu olarak goriiiir ve ancak kapitalizmin sonlanmasiyla son bulur
(Marx, 1964, orj.1844).

Marx’m yorumuna gore, kapitalistler i¢in isgiler, isverenin inisiyatifine bagh
olarak ise alman ya da isten ¢ikarlan is giiciinden fazlasi degildir. insann daha cok giic
kazanmak adma gergeklestirdigi teknolojik gelisimler, ironk olarak insan giicliniin yerini
makinelerin ve bilgisayarlarm aldig, isgiliciinii gligsiizlestiren bir toplum yaratmaktadir
(Macionis, 2013). Makinelesen diizen i¢inde isgiliciinin kolaylkla degistirilebilir ve
vazgecilebilir oldugu algist ortaya c¢ikmaktadr. Marx bu durumun is¢inin yaptigi isten daha
hosnutsuz ve yetersiz hissetmesine sebep olacagmi aktarr ve bu ‘giicsiizlikten
kaynaklanan aci ve izolasyon deneyimini’ yabancilagsma olarak tammlar (Macionis, 2013).

Marx kapitalizmin is¢iyi yabancilastirdigir dort yol tarif eder (Macionis, 2013):

(1) Cahsmaya yabancilasma: Bireyler temel ihtiyaclarmu karsilamak, var olan
potansiyellerini  gelistirerek ~ kendilerini  gerceklestirmek  hedefinde  varlklardw.  Ancak
kapitalist diizen is¢inin isindeki kontrolinii elinden alan ve isi yalnizca birbirini tekrar eden
rutin - bir c¢ahsma siireci olarak kurgular. Bu silirecte c¢aligmann temel maksadindan

farklilagsmasiyla birey, cahsmaya yiikledigi anlanu yitirir ve ¢calsmaya yabancilasir.

(2) Uretilen iiriine yabancilasma: Isci, Hegel'in deyimiyle emegini iirettigi nesneye
aktararak var olmaktadr, ancak {iiretmek i¢in emek verdigi iiriiniin sahibi degildir. Uriin,
kar elde etmek amaciyla onu satacak olan kapitaliste aittir. Diger deyisle, kendi emegini
katarak {rettigi Uriin, is¢inin degildir; is¢i lrettikge iirlinlinden ve dolaysiyla emeginden
uzaklasir.

(3) Diger iscilere yabancilagma:  Kapitalist diizen msanlar arasinda isbirligini
degil, dogas1 geregi bir rekabeti tesvik edecektir. Bu ortam iscilerin sosyal baglar
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gelistirmelerne  izin vermeyecek ve is¢inin diger iscilere de yabancilagsmasma sebep

olacaktrr.

(4) Kendine yabancilasma: Iscinin cahsma siirecinde kendi insani potansiyeline de

yabancilastigini aktaran Marx, bu durumu soyle ifade eder:

“...kendi potansiyelini isinde kendini tatmin edecek sekilde kullanmaz, kendisini
vok sayar, maddi refaha degil aciya sahiplik eder, kendi fiziksel ve zihinsel enerjisini
ozgiirce gelistiremez, aksine fiziksel olarak yorulur ve zihinsel olarak al¢alwr. Bu yiizden

isci, yalnizca bog zamaninda kendisini evinde, isteyken ise evsiz hisseder” (Marx, 1964,

0rj.1844, 5.125)

Modern toplumun yabancilagma iiretecegine yonelk Marx’a katlan bir diger isim
ise  Weber olmustur. Marx isanlarm ekonomik  esitsizlklerinin  yabancilasmayi
doguracagm aktarrken, Weber bu konuda birokrasnin katt kurallari ve uygulamalarmi
suclu bulmustur (Macionis, 2013). Calsanlarmu birer sicil numarasi olarak kaydeden ve
bireyselliklerini yok sayan bir sistem ile tiim akisi diizenlemeye ve kontrol etmeye c¢alisan
bir Orgiit, nihayetinde bireyin insaniyetini yitrmesine sebep olacaktr. Weber, bu baglamda
modern toplumun insam ruhunu yitirmis bir robota doniistiireceginden endise ettigini ifade
eder (Macionis, 2013).

Yabancilasmaya dair, aym terimi kullanmasa da, disiincelermi ‘anomie’ kavramu
iizerinden okuyabilecegimiz bir diger toplum disiliniri ise Durkheim’dr (Aron, 2000;
Macionis, 2013). Durkheim’a gore c¢agdas toplumlarda diizenin kaynagm toplumsal
isbolimii olugturur. Toplumsal i bolimii ise iki farkh gelisim siirecinde degerlendirilir:
Sanayillesme Oncesindeki geleneksel toplumlarda, aym degerleri ve ianislart benimseyen
heniiz farkllagsmanug bireylerin benzerlikleri iizerinden kurulu ‘mekanik dayamisma’ ve
modern toplumlarda farkllagsmann ©n plana c¢ktigi bireysellik iizerine kurulu, herkesin
kendine ozgii islevler yerine getirdigi ‘organik dayamsma’ (Aron, 2000; Macionis, 2013).
Ancak Durkheim, organikk dayamgmann oldugu modern toplumlarda dahi, bireylerin
benimsedigi ortak deger yapilarmmn olusturdugu bir ortak bilincin var olmasi gerektiginden
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ve bu ortak bilincn toplumun dagimasm Onlediginden bahseder (Aron, 2000). Bahsi
gecen ortak biling, her bireyin kendi yetenek ve begenileri dogrultusunda bir yere sahip
oldugu, adalet temelli bir ilkeyi de i¢ine almaktadwr. Nitekim kurallarm yoklugu ya da
ayrismasi  Uzerinden tanimlanan anomie  olgusu, ekonomik  bunalmlarm, is¢i-is
uyusmazlklarmm ya da bireysel taleplerdeki siddetin etkisiyle olusmakta ve giiniimiiz
modern toplumlarinda yabancilasmanin da oniinii agmaktadr (Aron, 2000).

Sanayilesmenin gelisimi, sonraki yillarda arastrmaciarm oOzellikle c¢alsann isine
yabancillasma siireciyle ilgilendigi bir donemi baglatr. Seeman’m (1959) bu noktada
yabancilasma lizerine acikladi®i bes alternatif boyutun, modern toplumlardaki ¢alisann ise
yabancilasmasini tammlamada 6nemli bir yeri bulunmaktadir:

(a) Giigsiizlik; kisinin kendisiyle alakah tiim sosyal siireglerde kontrol ve
denetimden yoksun oldugu ve kendisini zayif hissetmesine sebep olan durum olarak
aciklanmaktadir. Calsanin isindeki gorev ve etkinliklerde kontroliiniin olmamasidir.

(b) Anlamsizhk; cahsanin iiretim siirecine olan etkisi ve katkismn eksikligini
hissetmesi ve siiregteki roliinii anlamsiz bulmasidir.

(¢) Kuralsizlk; Durkheim’m  anomie  kavrammdan  hareketle,  bireylerin
davraniglarmi  diizenleyen sosyal normlarm etkisiz kalmasi ve arzu edilen hedeflere sosyal

olarak onaylanmayan davranglar yoluyla ulasilabilecegi beklentisidir.

(d) Yaltimshk; bireyin i¢inde bulundugu grubun yiksek deger goren amag ve
manglara  diisik deger atfetmesi ve buna gore calsann Orgiitiyle kendini
0zdeslestirememesidir (Mottaz, 1981).

(¢) Kendine yabancilasma; bireyin igsine dair yiikledigi i¢sel anlam yitirmesi,
gelecege dair odiillendirilme ya da kendini gerceklestirme beklentisini kaybetmesidir.
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Aiken ve Hage (1966), ise yabancilagmayr bireyin kariyer ve profesyonel gelisimi
ve mesleki normlarn  gergeklestirememesine  dair  hissettifi  hayal kwikhg olarak
aciklamistir.

Bonjean ve Grimes (1970)’a gore yabancilasma, kisinin bir biitin olarak
hissedememesine ve kendi bilincinden ayrismasma sebep olan eylem ve yasantilardir.
Patrick (1984)’e gore kisinin isi lizerinde algladim kontrol ve bagmsizlik duygusunda
yasadig1 diisiistiir. Bir baska c¢aligmada yabancilasma, sosyal iliskilerde ve ortak degerlerde
disik seviyede uyum ya da bireyin bir topluluk veya calisma ortammnda digerlerinden ya da
bir grup insandan yahtimishgi ve yiksek seviyedeki mesafesidir (Ankony ve Kelly,
1999). Hirschfeld ve Feild (2000) ise ise yabancilasmayr basitge isle ilgilenmemek olarak

tanmlamustir.

Tirkce yaznda ise ise yabancilagsmaya yol acabilecek cesith faktorlerden
bahsedilmistir. Cahsann c¢ahsma siirecinde ve emegnde kontrol saglayamamasmm, yakin
gozetim ve yetki sorunlarmdan kaynakh olarak kendini ifade etmesini engellemesine;
dolayh olarak da orgiitsel problemlere, bununla birlkte c¢ahsann kariyer hedefinden
uzaklasmasma, yaratict yeteneklerini gelistirememesine ve ise yabancilasmasma yol agtig
soylenmektedir (Tutar, 2010; Ozbek, 2011). Halacoglu (2008) bireyin ¢ahstiii bolgedeki
toplumun  kiiltiriine uyum saglayamamasmmn zaman igerisinde ise yabancilagsmasma neden
oldugunu aktarmustr. Benzer sekilde kismin isinden, c¢evresinden ya da benliginden ay-
rima veya uzaklasma duygusunu yansitan yabancilagsma; daha c¢ok kisinin bireysel temelde
kurumlardan, kendisinden, degerlerinden, toplumsal olusum ve organizasyonlardan
uzaklasmast olarak da degerlendiriimektedir (Simsek vd. 2006). Orgiitiin sahip oldugu kiil-
tirel ve ahlaki Ozellikler ile bireym sahip oldugu degerler, idealler ve arzularm birbiriyle
uyumlu olmamasi da bireyde yabancilagmaya neden olabilmektedir (Sulu, Ceylan ve
Kaynak 2010).

Orgiit icinde net tanmlanmamus rollerin yol agtigi karmasa ve catismalarm yam
sra (Michaels vd. 1996), biirokratkk ortamlarda alglanan otoritenin artisi (Bonjean ve
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Grimes, 1970), Orgiit tarafindan deger gormemek (Jefferson, 1990) ise yabancilagmanmn
onciilleri arasmda tespit edimigti. Bunun yam swa, cahsanlarm Orgiitlerine baghhgmndaki
azalma (Agarwal, 1993; Hirschfeld ve Feild, 2000, Ramaswami ve ark., 1993), orgiit
liderinin destekleyici olmamasi (Banai ve Reisel, 2007), ve i tatminindeki azalma da
(Fusillo, 1994; Hirschfeld, 2002) is yabancilasmayr doguran etmenler arasmda yer
almaktadir.

2.5.3. Orgiitte Mahkumlasma ve Ise Yabancilasma

Mahkumlasma iizerine yapilan kriminoloji arastrmalarmmn c¢ogunda, yabancilagma
ve mahkumlagma arasmda anlamh iliskiler tespit edilmis; yabancilagmanmn mahkumlagma
le ortaya ¢ikan asimilasyonun bir belirleyicisi oldugundan bahsedilmistir (Guenther, 1978;
Hyman, 1977; Neal, Snyder ve Balogh, 1974: akt. Paterline, 1999; Smitt ve Hepburn, 1979;
Thomas, 1975; Thomas ve Poole, 1975; Thomas ve Zingraff, 1976; Thomas, 1977a). Bahsi
gecen cahgmalarm hemen hepsinde, yabancilagmayr tammlamak ve Olglimlemek icin,
Seeman’m (1959) yabancilasma {lizerine gelistirdigi bes alt boyuttan biri olan ‘“giigsiizlik’
kavramu  (kiginin kendisiyle ilintii tlim sosyal siireclerde kontrol ve denetiminden yoksun
olmasi)  iizerinde durulmus ve bu kavramm gilice boyun egen hapsedilmis mahkumlarm
genel caresizik  hislerini  yansittigindan, mahkum popililasyonu i¢cn  daha uygun
bulundugundan bahsedilmistir (Smitt ve Hepburn, 1979; Thomas ve Zngraff, 1976;
Thomas, 1975). Bu c¢ahsmalarda yabancilagsmann temsii olarak  giicsiizkigiin,
mahkumlagsmayr aciklamada kendi basma Onemli bir belirleyici role sahip oldugu da ifade
edilmistir.

Ancak, bir diger gorlise gore, mahkumlarm yabancilagsmasmmn, cezaevi
kurumunun zorlayict yapisiyla  dogru orantih  oldugundan bahsediimektedir (Bigelow ve
Driscoll, 1963; Thomas, 1975; Thomas ve Poole, 1975; Thomas ve Zingraff, 1976). Bu
noktada bahsi gegcen yabancilagsma ise, bireyin giigsiizlik temelli yasadig genel bir
yabancillagma halinden zyade, c¢evresel baglamda, yapi-temelli bir yabancilasma olarak
tammlanmaktadr. Cezaevindeki zorlayic1 kosullara bagh olarak gerceklesen mahkumun
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yabancilasma siirecini  “yapi-temelli (structurally-generated)” olarak adlandran Thomas ve
Zingraff (1976), bu kavramm cezaevi dismdaki Orgiit tiplerinde arastirilan yabancilagsma
kavrammdan ayr1 tutulmas1 gerektigini ifade ederler. Yapi-temelli yabancilasmanm mevcut
kurum ortaminda verilen dogrudan tepkileri yansittigmi, yani bu durumda mahkumun,
kurumun norm ve kurallarma daha az itaat ederek tepki verdigini aktarmaktadilar.
Mahkumlar tizerindeki gbzetim ne kadar katilaswsa, mahkumlarm tutum ve davramglar da
cezaevi kurumuyla o derecede daha az kooperatif olacagi ve mahkumun yapi-temelli
yabancilagsma diizeyinin, zorlayici giictin artisma bagh olarak artacagi belirtilmektedir
(Smith ve Hepburn, 1979).

Diger yandan, c¢evresel baglamda degerlendirilen yapi-temelli yabancilagmanm,
mahkumlagsma iizerinde etkisi oldugu gbi, giicsiizik boyutu iizerinden Olgiilen genel
yabancilasma hali ile de etkilesim halinde oldugu, yani cezaevi kural ve normlarma
yabancilagan mahkumun, ister istemez hapsediime durumundan hareketle giigsiizlik temelli
bir yabancilagsma yasayacagi da aktarimaktadwr (Thomas ve Zingraff, 1976). Kurum
yapisma duyulan yabancilagmanm, bireyin yabancilagsmasmm da tetikleyebilecegini ve bu
tespitin diger oOrglitlerde yapilan cahsmalarda da destek gordiigi ifade edimektedir (Aiken
ve Hage, 1966; Bonjean ve Grimes, 1970; Miller, 1967).

Bu noktadan hareketle, calsann oOrgiitte mahkumlagmasi ile igine yabancilasmasi
arasmdaki iligki, cezaevinde tutulan mahkumun yasadig yabancilagsmadan ayn tutularak
yeniden degerlendirilebilir. Zira, mahkum edilen kiginin, ceza gdrmek i¢in hapsedildigi bir
kuruma giigsiizliik hisleri iizerinden yabancilasma yasamasi msan dogasi geregi oldukca
beklenen bir durumdur; ¢linkii rizast dismda hapsedilen mahkumun gorevi, Orgiit
cahsanndan farkh sekilde, ceza gOrdiigli kuruma sadakatle baglanmak ve kurumun
gelismesine hizmet etmek degil, cezasi bitene kadar yalnizca hayatta kalmaktr. Ancak bir
kurum biinyesinde c¢alisan bireyin, kurumda kendi istegiyle ise basladigm ve kurumuna
baghlk gostererek gelisimi icin gorev yapma niyetinde oldugunu diisiiniirsek, ¢alisann
yabancilasmast ancak kuruma “mahkum” olduktan sonra gergeklesebilecektir. Mevcut

orgiit politkalarmdan memnun olmayan ve yoksunluk yasayan calsan, yalnizca ekonomik
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mecburiyetleri lizerinden, mesleki yasantismm ve para kazanma gereklilignin devamu i¢cin
kurumda kaldikga mahkumlasacaktr. Artkk ‘mahkum’ olan c¢alsan, tam da bu siireg
sebebiyle isine yabancilasacaktir.

Diger br deyssle, Orgiit calsanlarmm da, Orgiit uygulamalarma bagh
yoksunluklara maruz kalmalarmm ve Orgilite tasidiklart sosyodemografik 6zelliklerinin
etkisiyle, = mevcut  kurumlarmda ~ cahsmayr  siirdirmek ~ zorunda  olacaklarmndan,
mahkumlagsmayr mesleki yasantlarmda deneyimleyecekleri diistiniilmektedir. Bu durumun,
kisnin isine yikledigi temel anlamu yitrmesne ve nihayetinde ise isine yabancilasmasma
sebep olacag diistiniilmektedir.

Hipotez 6: Cahsamin oOrgiitte mahkumlasma seviyesi, ise yabancilasma

seviyesini yordamaktadir.
2.5.4. Omel lyi Olus

Omnel iyi olus kavrami Oncelleri ve diger psikoloji temelli kavramlarla iliskileri
acismdan son ylizylda da pek ¢ok aragtrmada cahsimaktadr. Wilson (1967) bireyin 6znel
iyi olusu {lizerine yapilan arastrmalar arasmda One ¢ikan ik genis caph incelemeyi
gerceklestirmis ve Oznel iyt olusu “mutluluk™ kavramiyla tanmlamustr. Diger yandan,
Diener (1984) iyi olus kavrammm felsefeciler ve sosyal bilimcilerce farkh yonler ve bakis
acllarmdan aciklanmaya cabsidigm ve iyi olus ya da mutluluk kavramlarma dair yapilan

tanimlamalarin 3 kategoride incelenebilecegini aktarmustir.

Ik kategoride, iyi olus ya da mutliuk kavramu birey kaynakh ya da oznel bir
sonu¢ olarak degerlendirimemektedir. Bunun aksine iyi olus, erdem ve kutsalik gibi
bireyin dismda yer alan kriterlerce aciklanmaya cabsimustr. Omnegin, Kraut (2014)
Aristo’nun  mutluluk  kavramiyla  Ozdeslestirilen “eudamonia” terimmnin  de esasen  ‘iyi
yasamak’ anlamma geldigini soyle aciklamaktadw: Kelime koken olarak iki pargaya
ayrildiginda; “eu” koki “iyr” anlamm taswrken, “daimon” ise kutsallk (divinity) ya da
maneviyat (spirit) anlammi tagmmaktadwr. Dolayisiyla ‘eudaimon’ olmak, 1iyi olarak
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atfedilen bir yolla yasamaktw. Dolaysiyla mutluluk kavranmm bu baglamda kisinin zihinsel
bir iiriinii olarak ortaya konmamustr. Iyi yasamak icin elde edilmesi gereken kriterler,
bireyin dignda ve kisinn O6znel yarglarmdan bagmsizdr; bir dig gozlemcinin  deger
semasmda yer alan standartlarla tanimlidir (Diener, 1984).

Ikinci kategoride, sosyal bilimciler insanlarm kendi yasantdarmi olumlu terimlerle
acikklamalarma iten seyin ne oldugunu sorgulamaktadwlar. Bu tammlamalar i¢inde yasam
doyumu ve bireyin yasantism iyi olarak tammlayabilmesi i¢in gerekli standartlarm neler
oldugu 6n plana ¢ikmaktadr. Omegn, Shin ve Johnson (1978) mutlilugun bireylerin kendi
sectikleri kriterlere gore yasam kalitelerini degerlendirmeleri sonucunda ortaya ¢iktigmi
aktarmaktadilar. Birinci kategorideki tanmlamalardan farkh olarak, bireyin, 1yi olusuna
dair kendi 6znel degerlendirmeleri s6z konusudur. Bu noktada yapilan tanmlamalarm, iyi
olusu yasam doyumu ile iliskilendiren bir yapida oldugu goriilmektedir.

Son kategoride yapilan tammlamalar, 1yi oluis ya da mutlhulugun, kisinin
yasantismdaki olumlu duygusal deneyimlerinden olustugu ya da olumlu duygu yasayp
yagamamasmndan bagmsiz olarak, 1yi oluisun kisinin tiim yasantismda bu duygulara
yatkmhigr iizerinden olustugu seklinde karsmiza c¢ikmaktadr. Bu tanmlama giindelik
yagsantimizda kullandigmiz iyi olus ya da mutluluk tanmlamasiyla daha yakmn

bulunmaktadr.

Diger yandan, 1iyi olusu bireysel farkhlklar iizermden aciklamaya calistig
onermelerinde  Wilson (1967, st 302): (a) ‘thtiyaglarm tatmininin = mutluluga,
doyurulmanus  ihtiyaglarm ise mutsuzluga sebep oldugunu, (b) Ihtiyaglarm doyum
seviyesinin  ise, kisinin gegmis deneyimleri, digerleriyle yaptiZi kiyaslamalar, kisisel
degerler vb. faktorlere bagh oldugunu aktarmaktadr. Ancak, Wilson (1967) hangi
ihtiyaglarm 6znel iyi olus icin kritk seviyede Onem tasidigmi belirlemeye cahsnmis olsa da,
kinci Onermesine isaret eden c¢ok az cahsmaya yer vermisti. Bu durum, sonraki
arastrmalarm Oznel iyi olusu etkileyen diger faktorlerin ve degiskenlerin tespitine yonelik
calismalar i¢in de tetikleyici olmustur (Diener, Suh, Lucas ve Smith, 1999).
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Omegin, Wilson (1967) kavrammn &ncellerinin  agwhkh olarak —gelir, egitim
durumu, meslek, medeni durum ve yas gbi degiskenleri iceren demografik oOzellikler
oldugunu belirtmistir. Ancak, Oznel iyi olus arastrmalarmm gegmis 30 willk siirecini
degerlendirmeye alan Diener ve arkadaslari (1999), demografik Ozelliklerin, iyi olus ile
iliskileri lizerinden tek baslarma birer Oncel olarak degerlendirilemeyecegni, bu iliskilerde
kisik Ozellikleri ve cesith psikolojik siireclerin ara degisken olarak etki sahibi
olabileceklerini belirtmislerdir. Aym ¢aliymada mutlulugun tek bir degisken iizerinden
aciklanmaya c¢ahsiimasmm anlamsiz olacag, kisilk Ozellklerinin yam swa icinde yasanian
kiiltiirtin, kisinin  biligsel degerlendirmelerinin, amaglarmmn, sahip olunan kaynaklarm ve
deger sistemlerinin de bu siirece dahil olmas1 gerektigi vurgulanmaktadir.

Andrews ve Whitey (1976) icin 6znel iyi olus; bireyin olumlu duygulary, olimsuz
duygulart ve yasam doyumu olmak iizere ii¢c boyutlu bir kavram olarak ele alnmustr.
Diener ve arkadaslart (1985) ise bu Ugli ayrim iizerinden o6znel iyi olusu, olumlu ve
olumsuz duygularm yer aldig bir duygusal boyutu ve kisinin yasam doyumunun yer aldigi
bir biligsel boyutu igeren, ki boyutlu bir yapr olarak yeniden tanimlamustir.

Sonug¢ olarak, arastrmacilar ve kuramcilarm O6znel iyi olusa dair farkh ve cesitli
tanmlamalart olsa da, Diener ve arkadaslarmm (1985, 1999) 6znel iyi olusu mnsanlarin
kendi yasamlarma dar yaptklari biligsel ve duygusal degerlendirmeler olarak
tanimlamalar,, kavramm c¢albsan arastrmacilar arasmda siklkla kullamimakta ve kabul

gormektedir.

Bu tanmlamada yer alan duygusal kisim, bireyin kendi yasamma dair sahip
oldugu olumlu ve olumsuz duygu durumlarm (sinirl, korkmus, tedirgin, heyecanh vb.
gibi) temsil etmektedir. Bilissel degerlendirme boyutu ise Kkisinin yasam doyumuna dair
genel yarglarm temsil etmektedir; bireyin kendi yasam kosullarmiy, kendisi i¢in ideal
olarak diisiindligii yasam standartlartyla karsilastrmastyla ortaya c¢ikmaktadwr. Bu noktada
bireyin yasam doyum seviyesi mevcut durumu ile kendi bireysel standartlarmi
kargilastrmasiyla elde ettigi neticeye bagh olacaktir. Diener ve arkadaglarmm (1985, 1999)
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ozellikle altmi ¢izdigi bir diger nokta ise, bireyin yaptigi bu biligsel degerlendirmede, kendi
kosullarmi kiyasladigi standartlar, bir dig etken tarafindan degl, bireyin kendi &znel
yarglartyla olusmaktadr. Nitekim her birey, belirli standartlara (saghk, saygmhk, kazang
vb.) kendi yasamlar icin farkh diizeylerde deger atayacak ve bu farklilik onlarm, 6znel
yargllariyla olusmus olan doyum seviyelerini verecektir.

2.5.5. Orgiitte Mahkumlasma ve Oznel Iyi Olus

Vredenburgh (1979) birer yil arayla tekrar ettigi cahsmasmnda, yasam doyumunun
belirleyici degiskenlerini arastrmustr. Bu c¢ahsmada Ozellkle i tatmininin kiginin  genel
yasam doyumu {izerinde belirleyici bir rol istlendigi gosterilmektedir.

Kisilerin yasam doyumlarmm belirleyicileri {lizerine gerceklestirilen bir  diger
cabsmada (Mellor vd., 2008), bireylerin Ozellkle aidiyet ihtiyaglari vurgulanmugtir.
(Cahsmada, sosyal izolasyon, yabancilasma ve yalnzlk duygulariyla agiklanan
giderilmemis aidiyet ihtiyacinmn, dogrudan kisinn yasam doyumu iizerinde olumsuz bir
etkiye sahip oldugu da tespit edimistir.

Dolayisiyla, mahkumlasma durumunun, c¢ahsann kendi yasam doyumuna dair
duygusal ve bilissel degerlendirmeleri {izerinde, yani 6znel iyi olusu iizerinde de olumsuz

bir etki yaratacag diistiniilmektedir.
Buradan hareketle;

Hipotez 7: Cahsamin mahkumlasma seviyesi, o0znel iyi olus seviyesini

yordamaktadir.
2.5.6 Orgiitsel Sinizm

Antk Yunan ¢agnda bir yasam sekli ve diislince okulu olarak tanmmlanan sinizm
terimi, yunan dilindeki “kyon” (kopek) kelimesinden gelmektedir. MO 400li yillarda Atina
yakmlarmdaki Kynosarges isimli kasabada olusturulan Platon Akademisinde ortaya c¢ikan
felsefe okullarmda yetisen Ogrenciler de Kynik/Sinkk (Cynics) olarak adlandirimaktaydi:
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Smikler, nsan yasammm dogal biriminin birey oldugunu, kurumlarm, orgiitlerin, din ya da
hikkiimetlern  dogal olmadigm ve gereksiz oldugunu savunurlardi (Dean, Brandes ve
Dharwadkar, 1998). More’a gore (1923) sinkler basmdan beri bir yasam felsefesini
savunurlar; toplumsal geleneklerin dogal olmadigm ve mimkiin oldugunca kagmimasi
gerektigini, iyi bir yasam icin ancak bireyin bagmsiz ve kendine yeter seviyede olmasi
gerektigini ifade ederler. Bu anlamda tiim sosyal standartlar1 da reddederler.

Yiizyllar i¢inde ‘sinik’ (Cynics) terimi, eski yunan Ogretilerinden ayrilarak, zaman
zaman benzer, cogunlukla da farkh anlamlarla ‘smizm’ (Cynicism) adi altmda su yiiziine
cikmustr. Buna gore sinizm, msan gidiilerinin ve eylemlerinin iyiligine ya da saygmhgmna
manmayan ve bunu alayct ya da kinayeli bir yolla ifade eden kisilerm genel tutumunu
yansitmaktadir (Dean, Brandes ve Dharwadkar, 1998).

Sinizm bir kisiik 06zelligi olarak ik o6nce Minnesotta Kisiik Envanteri'nde
(MMPI) Cook ve Medley'nin (1954) gelistirdigi diismanca tavrlarn ifade eden bir
diigmanhk alt Olceginde karsmiza c¢ikar. Burada sk kisilik yapismdaki bireylerin, diger
msanlar1 bencil ve umursamaz gordiigl, bu ylizden sosyal iligkilerinde digerlerine giiven
duymayan ve kendilerini koruma egiliminde olduklari ifade edilir.

Kanter ve Mirvis (1989) yirminci yiizyl itibariyle Amerikan toplumunda
sanayilesmenin ik yillartyla is¢i yogunlugunun artmast ve modern Orgiitlerin  calisanmn is
yagammmn  standartlarmi  ylikseltecegine ~ yonelk — sozlerinde  basarisiz olmasmin,
kurumsal/toplumsal sinizmin  dogusuna sebep oldugunu ifade ederler. Buna ek olarak,
Andersson (1996), bireyin genel olarak isletme Orgiitiine, sirket yoneticilerine ya da diger
isyeri nesnelerine karst da sinik davranslart olabilecegni aktarrken; cahsan sinizminin bu
¢ hedefe kars1 kiicimseme, Ofke ve umutsuzluk gibi olumsuz duygulart igermekte
oldugunu ifade eder.

Sinizm kavrammi, igerigine daha yogun bir anlam kazandwmak adma yeniden ele
alan Dean ve arkadaglarma gore (1998) Orgiitsel sinizm; bireyin cahstigi Orgiite karsi
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sahip oldugu olumsuz tutumlardr. Bu tutumlar, mang, duygu ve davrams olmak iizere {ic
farkh boyutta ortaya ¢ikmaktadir:

1) Inang boyutu, kisinin cahstigi orgiitin  diiriistlikten yoksun olduguna dair
inancm temsil etmektedir. Diirtistlik ise erdemlilk, dogruluk, adil davranma ve igtenlik
gibi kavramlarla iligkili olarak tammlanmaktadwr. Buna gore inan¢ boyutunda sinik
davranan c¢alsan, oOrgit uygulamalarmm bu degerlerden yoksun olduguna, Orgiitiin kendi

menfaatlerini 6n planda tutarak, ikesiz ve vicdansiz davrandigma manr.

(2) Duygu boyutu, kisinin cahstigi orgiite karsi besledigi olumsuz duygulari temsil
etmektedir. Dean ve arkadaslart sink tutumlarm duygu boyutunu agiklarken, bireyin
saskmlk, korku, ilgi, heyecan, tiksinme, 6fke ve utang gibi temel duygularmdan hareket
etmiglerdir. Buna gore sinik tutuma sahip c¢alisanm, Orgiitiine karsi kiiglimseme, ofke, stres,
tiksinme ve utang duygularmi deneyimleyebileceklerini ileri siirmiislerdir. Netice Orgiitsel
sinizmin, ¢ahsanda cok cesitl olumsuz duygular aciga ¢ikardigi belirtilmektedir.

(3) Davranis boyutu, bireyin manci ve duygulariyla tutarh olarak, oOrgiitine kars:
kotileyici ve kiigik disiirticti davranglar gosterme egilimini temsil etmektedir.  Bu tip
davranlarm, diiriist olmayan, samimiyetsiz ve ikesiz Orgiit uygulamalarmi dogrudan ifade
etme seklinde ortaya cikabildigi gbi, alt mesajlarmda bu disiincelerin yer aldigi imah
espriler yoluyla da gergeklesebildigi ifade edilmektedir.

2.5.7 Orgiitte Mahkumlasma ve Orgiitsel Sinizm

Calsan davranglarmin  o6rglit verimliligine etkisinin  6nem kazandig gliniimiizde,
cahsann  Orgiitine karst sink tutumunun da Oncelleri ve etkileri, yapilan ¢esith
cahsmalarda Onem kazanmaya baglamgtir.

Andersson ve Bateman (1997) c¢albsmalarmda, c¢alsan sinizminin  Orgiit
performansit ve Orgiitsel vatandashk davramis1 iizerine olumsuz bir etkisi oldugundan
bahsetmislerdir. Chiaburu ve arkadaslar1 da (2013), cesitli veri bankalarmdan 187 makale,
kitap bolimleri ve yaymlanmamis baz raporlar iizerinden “sinizm” anahtar kelimesi ile
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yuriittiikleri  meta-analiz  ¢aliymasmda,  Orgiitsel sinizmin  Oncelleri  ve  sonuglarm
incelemiglerdir. Calgmaya gore Orgiitline karst sink tutum iginde olan calisanmn, Orgiitiine
baghhg, is performansit ve is tatmini olumsuz yonde etkilenmekte ve isten ayrima niyeti
artmaktadir.

Orgiitsel sinizm, cabsan iizerinde gerek bireysel, gerek Orgiitsel boyutta olumsuz
sonuclar  dogurdugundan, Oncellerine yonelk vyapilan arastrmalar, isletmelerin  bu
baglamda gerekli miidahaleleri gerceklestirebilmeleri ve Onlem alabilmeleri i¢in  Gnem
tagimaktadr. Chiaburu ve arkadaglarmm (2013) meta-analiz c¢aligmasmnda, bireylerin
olumli ve olumsuz duygulanm durumlarmm Orgiitsel sinizm davranglarm etkilediginden
bahsedilmektedir. Olumlu duygulanmu yilksek bireylerin ¢alisma ortamindaki olumlu
durumlara daha fazla odaklanacaklary, boylelikle olumsuz duygulanmu yiksek bireylere
gore daha az sk davramg gosterme egiliminde olacaklarmdan bahsedilmektedir. Diger
yandan oOrgiitsel destek ve oOrgiitsel adalet algis1 diisiik c¢alisanlarm da Orgiitlerine  yonelik
sink davramg gosterme egilimlerinn daha yiliksek oldugu aktarimaktadr. Aym meta-
analiz cahsmasnda, igverenle kurduklari psikolojik kontratm ihlal edildigini diistinen
cahsanlarm da Orgiitsel sinizme daha meyili olduklary, ayrica Orgiit politikalarma yonelik
olumsuz algmin da orgiitte sinkk davraniglara yol acacagmdan bahsedilmistir.

Bu noktada, cahsann Orgiitiinde deneyimledigi yoksunluklar iizerinden yasadig
mahkumlagmayi, oOrgiitine  karst olusturacagi olumsuz tutumlarm bir Onceli olarak
degerlendirmek miimkiin olabilir. Zira cahsanmn, Ozgiirlik, oOzerklik, hizmet ve giivenlik
yoksunluklarma bagh olarak yasadi®i mahkumlugu ve c¢aresizligi calisam bir tiir tepki
arayisma itecekti. Bu arayisin Orgiitte yasanan yoksunluklara tepki olarak kinayeli ve
olumsuz sdylemlerin yanmi swa, Orgiite karst olan mang, duygu ve davrams boyutundaki
olumsuz tutumlari, yani orgiitsel sinizmi de icerecegi diisiiniilmektedir.

Hipotez 8: Cahsamn orgiitte mahkumlagmasi, orgiitsel sinizm seviyesini

yordamaktadir.
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2.5.8 ise Baghhk ve Cahsmaya Baghhk

Ise baghtk kavramu ik olarak Lodahl ve Kejner (1965) tarafindan tanmlannus
olsa da alan yazindaki Onceki ¢aligmalarda kavram farkh isimlerle karsmmuza c¢ikmaktadir.
Allport (1941) kisinin statii elde etme giidisiiyle kendni isine baglamasmi, benlik
baglanmast (ego-involvement) kavramiyla tammlarken; French ve Kahn (1962) calisan i¢in
kendi performansi, isinin merkezinde yer aldiginda, benlife bagh performansm (ego-
involved performance) ortaya c¢iktigmi belirtiler. Gurin, Veroff ve Feld (1960) benzer
sekilde ise kisisel baghhgm (personal involvement), bireyin isinde ne derecede kendini
ifade edebildigi ve kendini gerceklestirebildigiyle iliskili oldugunu ifade ederler. Vroom
(1962), isine benlk baglanmas1 gosteren c¢alsanlarm oOzglivenlermin de dogrudan is

performanslari lizerinden kurulacagini belirtir.

Lodahl ve Kejner (1965) ise calisann ise baghligm (job-involvement), bireyin
kendini isiyle psikolojik olarak ne derecede tammladigi ve isinin kisinin toplam benlik
imajindaki Onemi olarak ag¢iklamustr. Ayrica ise baghlk, kismin is performansmmn benlik
saygisint ne derecede etkiledigi olarak da ifade edimistir (Lodahl ve Kejner, 1965).

Bireyin benliginin isiyle baglantist hem psikologlarm, hem de sosyologlarm
arastrma konusu olmustur. Bu anlamda psikologlar birey icin isin anlamh olusu ya da
gozetimin birey icin yeterliligi gibi Orgiitsel kosullara odaklanrken; sosyologlar ise kisinin
isiyle ilgii norm ve degerleri icsellestirmesiyle gergeklesen sosyallesme  siireclerine
odaklanmaktadir (Lodahl ve Kejner, 1965). Lodahl ve Kejner (1965) bireyin ise baghhg
gbi Orgiitsel bir davramism anlagilabilmesi i¢in, psikologlarm o©ne siirdiigi giidiilenme
kosullarmmn yani sra, sosyologlarm oOne siirdligii sosyallesme siireglerinin  de devreye

girmesi gerektigini belirtmiglerdir.

Lodahl ve Kejner bahsi gegen sosyallesme siirecini Protestan iy ahlakmna
benzetmektedir ki, bu benzetme iizerinden Ruh, White ve Wood (1975) bu sosyallesme
strecini Hulin ve Blood’m “orta smifin i degerleri” olarak adlandirdiy bir kavramla
Ozdeslestirmektedir. Hulin ve Blood’m orta smifin is degerleri olarak adlandwrdigi degerler
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arasmnda; mesleki basar1 elde etmek icin olumlu duygulara sahip olmak, iyt bir is
performansi i¢in i¢ kaynakh motivasyonun gerekliligine inang ve sorumluluk sahibi olmak
adma gayret gostermek gibi tutumlarm yer aldigindan s6z edilmektedir (Ruh, White ve
Wood, 1975).

Lodahl ve Kejner (1965) ise baghhk kavrammi tanmmlamann yam sira,
cahsanlarm ige baghhk diizeylerini belirleyebilmek i¢in bir Olgiim aracit da gelistrmislerdir.
Sonraki yillarda konuyla ilgili ¢alsan arastrmaciar bu Olglim aracmi sikhkla kullansalar
da, Kanungo (1982) kavrammn yap1 itibariyle ikircikli bir agiklamaya sahip oldugunu One
stirerek, Olclimiin gegerliligini sorgulamugtr. Kanungo’nun (1982) ozellkle 6n plana ¢ikan
elestirisme gore; Lodahl ve Kejner’'m kavram icerisinde kismin hem mevcut isine olan
baghhgmm, hem de °‘ig° kelimesi lizerinden ashnda ‘calisma’ olgusuna olan baghhgmm
Olciimesi, yap1 gegerliligi agismdan sorun teskil etmektedir. Bu elestiri {izerinden hareketle
kavramu iki parcaya ayran Kanungo (1982), calisann hem belirgin olarak yaptig ise
baghhgm hem de genel manasiyla c¢alisma olgusuna olan tutumunu Olclimleyebimek i¢in
“Ise Baghhk (Job-Involvement)” ve “Cabsmaya Baghhk (Work-Involvement)” olmak

iizere iki farkh Olgiim araci gelistirmistir.

Kanungo’nun (1981) yeniden yapti®i bu formiilasyonda baghhk (involvement)
kavrami, mevcut spesifik bir isle (ise baghlk) ya da genel olarak cahsma olgusuyla
(cabsmaya bagllk), bilissel ya da mams diizeyinde bireyin psikolojik olarak kendini
tammlamas1 olarak ifade edilmektedir.

2.5.9. Orgiitte Mahkumlasma ve Ise Baghlik, Calimaya Baghhk

Vroom (1962), ise benligiyle bagh olma durumunun diger orgiitsel degiskenlerle
arasindaki iligkilerini inceledii ¢ahsmasmnda; benlk baghhgmm, c¢ahsanlarm i tatmini,
performans puanlart ve islerinde kendilerini ne derecede ifade edebildiklerine dair algiar
arasmda poztif yonli bir iligki, ise bagh gergmlik ile arasmda ise negatif yonli bir iliski
bulundugunu ifade eder.
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Lodahl ve Kejner (1965) ise ise baghligmn yasla, cahsann algladid gozetim
kalitesiyle, isin kendisinden duydugu tatmin seviyesiyle poztif yonli bir iligkiye sahip
oldugunu tespit etmislerdir. Aym cahsmada ise baghlk ile cahsann gin icinde temas
kurdugu msan sayisi ve isin difer cahsanlarla ne derecede fazla iletisim gerektirdigiyle de
pozitif yonli bir iliski bulunmustur.

Ilgi ¢ekici bir difer ¢ahsma bulgusunda, ise baghhgm is tatmini ile pozitif bir
iliskismin oldugu, ancak bu iliskide bahsi gecen tatminin, is ve is yeri kosullarmi igeren
hijyen faktorlerinden degil, ¢ahsann dogrudan isin kendisiyle kurdugu iliskide rol oynayan
ic kaynakh gidiileyicilerden olustugu ifade edimektedir (Weissenberg ve Gruenfeld,
1968).

Diger yandan, ise baghlk ve cahsmaya baghlk kavramlart iizerinden, bu iki
kavramm bireyi giidiileyici formiilasyonunu arastran bir ¢ahsmada (Misra vd., 1985), ise
baglhgm, calismaya baghliga gore is tatmini ile daha giigli bir iliskiye sahip oldugu tespit
edilmist.  Bunun sebebi de ise baghhgm, isin kisnin ihtiyaclarmn  giderebime
potansiyeline yonelik kisisel algi ile olustugu, ancak ¢ahsmann kisinin yasantismdaki
roliniin  (¢caliymaya baghhgm), toplumsal sekillenme ile olusan gegmis deneyimleri ile
ortaya c¢iktig seklinde agiklanmaktadr. Nitekim Kanungo da (1982) calismaya baglhgm,
kisinin toplumsal yasantismdaki sosyallesme siirecinde c¢alisma olgusunun ne derecede

hayatn merkezine alndiiyla baglantili oldugunu aktarmaktadir.

[se baghhgm yam sra, calsmaya baghhgm kendi basma iliskii oldugu diger
degiskenlerin tespitine dair yazinda ¢ok az sayida arastrmaya ulagimustr. Bunun sebebinin
birgok c¢aliymada ise baglhlk ve ¢alismaya baglhk kavramlarmdaki is ve ¢alisma (job and
work mvolvement) kelimelerinin birbiri yerme kullanddigt ve bu iki kavramm tek bir
kavrammug gbi cahsiimasndan kaynakh oldugu disiiniiimektedir. Bu noktada Kanungo
(1982), cahsmaya baglanma (work commitment), ise baghlk (job mnvolvement), ¢ahsmaya
baghhk (work/value mvolvement, ya da work centrality), kariyere baghlk ya da kariyer
odakhhk (career —commitment/career saliency) gbi kavramlarm ayrmmm dikkatle
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yapiimasmm  Onemini  vurgulamaktadwr. Kanungo’nun (1982) kavramlari ayristrmasmm
takiben, yapilan pek c¢ok arastrmada da (Blau, Paul, ve St. John, 1993; Misra vd., 1985;
Morrow, 1983; Paullay vd.,, 1994) bu kavramlarm birbiri yerine kullanmiyla olusan
karisikhk  giderebilmeye  cabsimis ve  kavramlar arasmda < gecerli bir ayrisma
gergeklestirilebilmistir.

Ayrica, Brown’un (1996) vyiirittigii meta analiz ¢alismasinda; ise baghlk ile
cahsmaya bagllk ve kariyerine baghlk degiskenleri arasmda giicli bir iliski oldugu, ancak
bu iliskinin mevcut isine baghlk gosteren bireyin, genel manastyla caligmaya ve kariyerine
bagh olacagi anlamma gelmeyebilecegi aktarilarak, kavramlarm esasen birbirinden farkh
oldugu vurgulanmistir.

Diger yandan, aym meta-analiz ¢aligmasi, ise baghligm Oncelleri, iliskili oldugu
degiskenler ve sonuclarma dairr oldukca kapsamhi sonuglara erismemizi saglamaktadir.
Cahgmada ise baghhgn oOncelleri arasmda; i¢ kaynakl giidilenme ve 0Oz-giiven gibi kisilik
Ozelliklerme bagh degiskenlern yam swra, Ozerklk, beceri cesithligi, hiyerarsi diizeyi,
gergeklestirilen gorevin Oonemi ve karmasikh@ gibi ise 0zgii 6zellikler ve gdzetim saglayan
liderin geri bildirim ve dikkat diizeyi ile karar verme siireclerinde cahsann katihm oram da

karsmuza c¢ikmaktadir.

Buradan hareketle, baskic1 oOrgiit uygulamalaryla cahsma yasantismda kistlanan
cahsanmn, gelistirdiZi mahkumlasma Tlizerinden isme ve genel olarak c¢ahgmaya dair
baghliginin da diisiik olacag tahmin edilmektedir. O halde;

Hipotez 9: Calisamin orgiitte mahkumlasmasi, ise baghhgimm yordamaktadir.

Hipotez 10: Cahsamn orgiitte mahkumlasmasi, c¢ahsmaya baghhgim
yordamaktadir.
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Bu calsmada test edilecek olan aragtrma modeli Sekil 2°de gosterilmektedir.

Sekil 2. Arastirma Modeli

Sosyodemografik
Faktorler

Orgiitte Mahkumlasma

Orgiitsel Y oksunluk

Orgiite Asimilasyon

Orgiitten Ayrisma

Orgiitte Mahkumlasma

Ise Yabancilasma

Orgiitsel Sinizm

Oznel lyi Olus

Ise Baglhlik

Cahgmaya Baghhk
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2.5.10. Arastirma Hipotezleri
Bu ¢alismada test edilecek olan arastrma hipotezleri, asagida listelenmektedir:

Hipotez 1: Cahlsann oOrgiit uygulamalarmda yasadi@i yoksunluk seviyesi, Orgiite
mahkumlagsma seviyesini yordamaktadir.

Hipotez 2: Cahsann Orgiitte mahkumlagma diizeyi, ¢alisann demografik
ozelliklerine gore farklilik gosterir.

Hipotez 3: Calisanin sosyodemografik oOzellikleri (kurum dis1 iletisim ve gelecek

yasant1 beklentisi), orgiitte mahkumlagma seviyesini yordamaktadir.

Hipotez 4: Calsanlarm Orgiitte mahkumlasma seviyesi, Orgiitiine gOsterecegi

asimilasyon tepkisini yordar.

Hipotez 5: Cabsanlarm oOrgiitte mahkumlagsma seviyesi, Orgilitinden ayrigma

tepkisini yordar.

Hipotez 6: Caliganin oOrgiitte mahkumlasma seviyesi, ise yabancilagma seviyesini
yordamaktadr.

Hipotez 7: Calgann mahkumlasma seviyesi, 0Oznel 1yi olus seviyesini
yordamaktadr.

Hipotez 8: Calgann Orgiitte mahkumlagsmasi, Orgiitsel sinizm  seviyesini
yordamaktadr.

Hipotez 9: Calisanin Orgiitte mahkumlasmasi, ise baghligini yordamaktadir.

Hipotez ~ 10:  Calgsann  Orgiitte =~ mahkumlagmasi,  calismaya  baghhgm

yordamaktadir.
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3. YONTEM

Bu bolimde, cahsmada izlenen yontem aktarlacaktr. Oncelikle, “Orgiitte
mahkumlagma” kavrammnm olusturulmasma dair 6n hazirhk cahsmalari ve bu c¢ahsmalarn
bulgulart  dogrultusunda  kavramm nasil  sekillendirildigi  hakkinda  bilgi  verilecektir.
Ardndan, esas cahsma i¢cin arastrmaya katlan Orneklemin demografik Ozelliklerinden
bahsedilecek; bu c¢aligmada kesfi yapilan degiskenlerin Olglimii icin gelistirilen ve diger
degiskenler icin kullanlan Olglim araglarnn  tanttilarak, verilerin analizi  i¢in  izlenen
yontemlerden de bahsedilecektir.

3.1 ON HAZIRLIK CALISMALARI

3.1.1 ()rgiitte Mahkumlasma ve Kavramm Oncelleri ile Sonuclarna dair

Kesif Cahsmalan

Orgiitte mahkumlasma kavrami, arastrmacmm is yasantisma dair deneyimleri ve
gozlemleri ile felsefe alanmdan  “mahkumiyet”,  kriminolojik  arastrmalarda  hapis
yasantismda bireylerin ve gruplarm i¢ dinamiklerini ele alan “mahkumluk” kavramlarmmn
beraber irdelenmesi ile belirmisti. Bu dogrultuda mahkumiyet ya da hapsolmusligun Orgiit
yasantismda da cahsan tarafindan deneyimlenen bir olgu olup olmadigmm kesfedimesi;
cahsan mahkumiyetinin, gercek mahkumiyet kavramiyla benzer ya da benzer olmayan
yanlarmmn arastiriimasi, c¢alsanm bu hissi ne sekilde deneyimlediginin, bu deneyime yol
acan Orgiit odakh sebeplerin ve mahkumiyet hissinin cahsan {izerinde olusturdugu birey ve
orgiit temelli sonuclarm neler olabileceginin tespiti i¢in, bir dizi 6n c¢alsma igeren

timevarimsal bir nitel analiz yontemi izlenmistir.

Nitel arastrmalarm kesfetmeye ve meydana g¢ikarmaya yonelikk dogasi ile spesifik
gozlemlerle baslayan ve genel Oriintiiler kuran tiimevarmmsal analizin se¢imi, Onceden bir
varsayimda bulunmak yerme, durumlarm i¢inde bulunan Oriintiilerin ortaya c¢ikmasma izin
vermektedir (Patton, 2014, sf. 55-56). Bu amagla, mahkumlagsma kavrammmn Orgiit
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cahsannmn i  yasantismdaki karsihigmi  kesfetmek adma dort farkh 6n  gahigma
gerceklestiriimistir.  Bu  caligmalardan  ikisinde, kavrammn adi gecirilmeden, yalnizca
katlhmcida yapacag cagrnsmlarm elde edilmesi hedeflenirken; diger ikisinde dogrudan
hapsolmusluk  kelimesiyle ~ mahkumlagsma  iizerme verilen yantlar degerlendirimistir.
Cagrisim odakh ve dogrudan kavram iizerinden gergeklestirilen her iki ¢ahsmada da, agik-
uclu dogrudan miilakat ve bir senaryo lizerinden yoneltilen acik uchi soru formlar1 olmak
iizere iki farkh yontem kullamimustr. Boylelkle toplamda dort farkh 6n cahsmadan,
yapilan icerik analizleri neticesinde elde edilen temalar karsilastirilarak, kavrama dair

verilen tanimlayic1 yantlar arasmdaki benzerlikler ve farkhliklar irdelenmistir.
On Calisma 1:

Yiriitilen bu 6n cahymada 10’u kadn 3’0 erkek, yaslari 32-59 arasmda degisen
13 {iiniversite akademik personeliyle, onceden yapilandmis ag¢ik uglu sorular {izerinden
yliz yiize millakatlar yapimistir (Bkz. Ek A).

Sorulara verilen yantlar, katiimecilardan alman izinler dogrultusunda ses kayit
cihazt ile kaydedimistir. Kayitlar desifre edilerek icerik analizi ile temalar tespit edilmistir
(Bkz. Tablo 2). Yoneltilen sorularda c¢ahsanlarm siklkla ‘kisitlanma” ve “engellenme”
durumlarmda kendilerini  hapsolmus hissettikleri ve hapsolmusluk duygusunu “caresizlik”
ve ‘kaygr® gbi duygularla Ozdeslestirdikleri  gOriilmiistir. Kriminal arastrmalarda
hapsedilmis  mahkumlarm  yasadiklart mahkumlagsmann dogrudan “garesizlik” olarak
tammlandigi da  disiiniildiigiinde, bulgularm  Orgiit cahsanlarmdaki yansimasmmn da
benzerligini ortaya koymaktadir.

Goriisme yapilan calganlarm 12si -51 bazen yantiyla- kendilerini ¢ahstiklart
kurumda hapsolmus hissettiklerini belirtmislerdir. Dikkat c¢ekici bulgulardan bir digeri ise,
katimcilarm  hissettikleri bu  duygunun kaynag olarak ¢ogunlukla baskict  kurum
uygulamalarm isaret etmeleridir. Kendilerinden kaynaklanan sebeplerden bahsedildiginde
ise genellikle ekonomik mecburiyet ve buna dayah kabullenme gibi yantlar veriimistir. Bu
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noktadan hareketle, hapsolmuslukla gelen mahkumlagma, kriminal arastrmalarda One

stiriilen Yoksunluk ve Sosyodemografik modellerin yordayici roliiniin altmi ¢izmektedir.

Tablo 2. On Calisma-1 Temalan

Sorular Tema Frekans
. . Kisitlanma 13
Sizce insan hangi durumlarda kendini “hapsolmus” hisseder
Engellenme 2
Caresizlik 3
) Ofke 3
Siz hapsolmusluk duy gusunu nasil tanimlarsiniz
Kayga 3
Stres 2
Evet 7
Calistiginiz kurumda kendinizi hap solmus hissediy or musunuz Bazen 5
Hayr 1
Yok 4
N . . Kisisel Algi 3
Bu hapsolmusluk hissinin sizden kaynaklanan sebepleri nelerdir | '
Ekonomik M ecburiyet 2
Kabullenme 2
Bu hapsolmusluk hissinin isinizden/ mesleginizden kaynaklanan Meslegin Dogasmna Aykirilik 6
sebepleri nelerdir Yok 5
Baskic1 Yonetim Uy gulamalart 11
Bu hapsolmusluk hissinin ¢aligtiginiz kurumdan kaynaklanan (kurum Direktif Yonetim Tarz1 3
yapis, yOneticileri, ist y 6netimi) sebepleri nelerdir
Giivensizlik 2
Caresizlik 3
Bu his kisisel olarak sizinasil etkiliy or Gerginlik 3
M utsuzluk 2
) o . Motivasyon Kaybi1 9
Bu his yaptiginiz isi nasil etkiliy or
Performans Kaybi 5
Aidiy et Eksikligi 7
Bu his ¢alistigmiz kuruma dair diisiincelerinizi nasil etkiliyor Giivensizlik 2
Ekonomik M ecburiyet 2
Bu uygulamalar karsisinda nasil tepki veriyorsunuz / Bu durumu Caresizlik 7
degistirmek icin belirlediginiz alternatif hareket secenekleriniz var mi isten Ayrilma Niyeti 2

Katihmcilarm hapsolmushuk  duygusu karsisinda  “caresiz’, “‘gergin” ve “mutsuz’

hissettiklerni ~ belirtmeleri, Orgiit baznda ise “aidiyet

eksikligi’nin  vurgulanmast,

ise
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yabancilagma, Orgiitsel sinizm ve diisik O6znel iyt olus gibi degiskenlerin kavramm ¢iktilari
olarak Ongoriilmesini destekler nitelikte olmustur.

On Calisma 2:

Krimmoloji ¢ahsmalarmda bireyin mahkumluk duygusunu yaratan en temel
sebebin  baskict  cezaevi  yOnetimi  oldugu  disiiniildiiginde, c¢ahsann  yasadig
mahkumlagmann 6ncelnin ise kurumundaki yonetim odakl baskict tutumlar ve bunun
kiside yarattizt  yoksunluklardan kaynaklanabilecegi, Yoksunluk Modeli {izerinden
literatiirde  tartisthust.  Dolayisiyla, ik ©6n c¢ahsmadan farkh olarak, bu c¢alsmada
katihmcilara yoneltilen sorularda, hapsolmusluk ya da mahkumluk terimleri kullanilmamus,
bunun yerine cahstiklari kurumun yonetim uygulamalarma dair degerlendirmeleri ve bunun

iizerinden hissettikleri 6grenilmeye cahsilmstr.

Yiiriitilen bu 6n cahsmada 8’i kadn 3’i erkek, yaslar1 24-55 arasmda degisen 11
tniversite akademik personeliyle, 6nceden yapilandmimis agik uclu sorular iizerinden yiiz
yiize miilakatlar yapimistir (Bkz. Ek B).

Sorulara verilen yanttlar, katilimcilardan alman izinler dogrultusunda ses kayit
cihazi ile kaydedilmistir. Kayitlar desifre edilerek icerik analizi ile temalar tespit edilmistir
(Bkz. Tablo 3).

Gorisilen  kigiler, cahstiklart  kurumlarm  mevcut  yonetim  uygulamalarini,
“paskici”, “Ozerklik problemi” ve “merkeziyet¢i’ olma sifatlarryla nitelemiglerdir. Bu
durum, mahkumlasma literatiirinde de Oncel olarak belirlenen Orgiitsel yoksunlugun,
cahsann mahkumlagsmasma yol ag¢p ac¢mayacagmi sorgulamak i¢in elverisl bir ortam
olusturmustur.  Kigiler bu ortamda kendilerni “yeteriz’, ‘“bikkm” ve “degersiz’
hissettiklerini  belirtirken, bu durumun Tlzerlerinde yarattg etkiyi ise “kisitlanma”,
“yorgunluk”, “ig-aile catismasr”’ ve “olumsuzluk” olarak aktarmslardw. Bu uygulamalar
karsisnda verebilecekleri tepkiler soruldugunda verilen yantlarda ise, siklkla “caresizlik™

temas1 vurgulanmustir.
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Bu calsmadan alnan yantlar, ik ©on c¢ahsmada oldugu gibi, baskic1 yonetim

uygulamalartyla  kisitlanmanin  ve caresizligin bir arada aniddi@g bir tablo c¢izmektedir.

Bununla birlkte, durumun kiside yarattigi etkilerde ise, Ongoriildiigii gibi bireyin Oznel iyi

olusu tizerindeki olumsuz etkiler géze carpmaktadwr. Bir diger dikkat ¢ekici sonug ise, tipki

ilk on cahsmada oldugu gbi, bireyin ¢ahstiZi kuruma aidiyetini kaybetmesi ve isten

ayrima niyetni diisiinmesi olmustur. Bu durum, mahkumlasma sonucunda ortaya c¢ikmasi

beklenen “ise yabancilasma” ya da “Orgiitsel sinizm” gbi olumsuz tutum ve davranglarda

artis olma ihtimalini artran bir gosterge olmustur.

Tablo 3. On Calisma-2 Temalan

Sorular Tema Frekans
Baskici 4
Ca}lstlglmz. kurumun mevcut y6netim uy gulamalarini nasil Ozerklik Problemi 4
degerlendiriy orsunuz
M erkeziy etci 3
Yetersizlik 3
Bu uygulamalar karsisinda nasil hissediy orsunuz Bikkinlik 3
Degersizlik 3
Bu hissin sizden kay naklanan sebepleri nelerdir Yok 6
Yok 5
Bu hissin isinizden/ mesleginizden kaynaklanan sebepleri nelerdir Meslegin Dogasma 3
Aykirihk
Baskici Yonetim
5
Uy gulamalar1
Bu hissin ¢alistigmiz kurumdan kaynaklanan (kurum yapisi, y 6neticileri, tist Orgiitsel Adaletsizlik 4
yOnetimi) sebepleri nelerdir .o
Is Yiiki 4
Kat1 Calisma Kosullar1 3
Kisitlanmak 3
L . » Is-Aile Catigmasi 2
Bu his kisisel olarak sizinasil etkiliy or
Yorgunluk 2
Olumsuz 2
Performans Kayb1 6
Bu his yaptigmniz isi nasil etkiliy or Motivasyon Kaybi1 4
Mesleki Gelisimi Engelleme 4
Bu his ¢alistigmiz kuruma dair diisiincelerinizi nasil etkiliyor Aidiyet Eksikligi 6
Bu uy gulamalar karsismda nasil tepki veriyorsunuz / Bu durumu degistirmek Caresizlik 5
icin belirlediginiz alternatif hareket segenekleriniz var mi isten Ayrilma Niyeti 4
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On Calisma 3:

18’1 kadmn, 4’ erkek, yaslari 22-65 arasmda degisen, 22 akademik personelin
katihm gosterdigi bu c¢algmada, calsanin Orgiitte mahkumlagmasm tetikleyecek kurum
uygulamalarm iceren bir senaryo hazrlanarak, katihmcilardan bu senaryoyu okumalar
istenmistir. Ardindan senaryoda bahsi gegen Deniz isimli karakterin mevcut kurum
uygulamalar1  karsismda nasil  hissettigi  sorulmus, 2. On c¢ahsmada oldugu gibi,
katlhmcilarm  senaryonun  kendilerinde  yaratti@i  ¢agrisim  iizerinden yantt  vermeleri

beklenmistir (Bkz. Ek C).

Katimeilar verdikleri yanttlarda (Bkz. Tablo 4), senaryoda aktarlan kurum
ortamma gore Deniz’in  duygularmn  “hapsolmusluk™,  “baski altmda”, “skmtil”, ve
“kisttlanmis”  temalar1 ile agklamuslardr. Bu duygularm Deniz iizerindeki etkileri ise
“motivasyon ve performans kaybr’, ‘“depresyon” ve “degersiz’ hissetme temalartyla
aktarimugtr.  Diger 0On cahsmalarda oldugu gbi, durumun Deniz’in  kurumuna dair
distinceleri iizerindeki etkisi ise “aidiyet kaybi” ve “isten ayrima niyeti’ temalar1 ile
bagdastrilmgtir.

On Calisma 4:

Yiriitilen bu 6n cahsmada, Onceki cahsmada yer alan aym senaryo kullanilarak,
katihmeilara  senaryodaki Deniz isimli karakterin, i¢inde bulundugu kurum ortammda
kendini hapsolmus hissedip hissetmedigi, bu duygunun kisiden ya da kurumdan kaynakh
sebepleri ve kiside yaratabilecegi etkileri sorulmustur (Bkz. Ek D). Bu c¢aligmada yer alan
katimcilar, 13°i kadm, 7°si erkek, yaslar1 22-64 arasmda degisen 20 {niversite akademik

personelinden olugmaktadir.
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Tablo 4. On Calisma-3 Temalan

Sorular Tema Frekans
Hapsolmusluk 9

1. Sizce, Deniz bu uy gulamalar kargisinda nasil hissetmektedir, kisaca tanimlar Baski Altinda 6

misiniz?
Sikintil 5
Kisitlanmisg 4
Yok 9

a) Bu hissin Deniz’den kaynaklanan sebepleri nelerdir? Ekonomik M ecburiyetler 4
Sessiz Kalmak 2

Meslegin Dogasina

b) Bu hissin Deniz’in isinden/ mesleginden kaynaklanan sebepleri nelerdir? Aykarilik 18
Baskict Tutum 9
¢) Bu hissin Deniz’in ¢alistigi kurumdan kaynaklanan (kurum yapisi, y 6neticileri,
iist y 6netimi) sebepleri nelerdir? Egitimin Ticarilesmesi 8
Giivensizlik 5
Motivasyon Kaybi1 6
d) Bu his kisisel olarak Deniz’i nasil etkiliy or olabilir? Depresyon 4
Degersiz 4
) . B i Performans Kayb1 12
¢) Bu his Deniz’in igini nasil etkiliy or olabilir? )
Motivasyon Kaybi1 11
i . . o i - Aidiyet Kayb1 11
f) Bu his Deniz’in ¢alistig1 kuruma dair diisiincelerini nasil etkiliy or olabilir? . o
Isten Ayrilma Niyeti 10
Isten Ayrilma Niyeti 17
2. Siz Deniz’in yerinde olsay diniz, bu uy gulamalar karsisinda nasil tepki )
verirdiniz; hangi alternatif hareket segeneklerini belirlerdiniz? Bireysel Hareket 7
TopluHareket 6

Senaryo yoluyla aktarlan Orgiit ortammm, ik On g¢ahsmada oldugu gibi, kiside
yaratti@ etki, dogrudan ‘“hapsolmusluk™ hissi iizerinden sorularak Ogrenilmeye cahsimstir.
Verilen yantlara gore (Tablo 5); senaryoyu okuyan katlmcilarm 19’u, Deniz’in
bulindugu kurumda yasadim bu uygulamalar karsismda hapsolmus hissedecegini
belirtmiglerdir. ~ Katlimcilar ~ hapsolmusluk ~ duygusunu  “kisttlanmak™,  “engellenmek”,
“ekonomik mecburiyet” ve “caresizlk” temalaryla tammlamslardr. Bu 6n ¢ahsmada da
hapsolmugluk duygusunun sebepleri arasmnda; ‘“baskict yonetim” ve “asw1 denetim” gibi
kurum uygulamalarmdan s6z edilmistr. Bu durumun Deniz iizerindeki etkileri; “olumsuz”,
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“mutsuzluk”, “hapsolmusluk™”, “tiikenmislik” ve “sosyal hayatn ketlenmesi” gibi temalarla
temsil edimistir.

> 13

Diger 6n ¢algmalarda oldugu gibi, “aidiyet eksikligi’, “performans ve motivasyon
kaybr’ gbi temalar ise hapsolmuslugun neticeleri olarak goriilmekte; ayrica Deniz’in bu
uygulamalar karsisindaki tepkilerine “isten ayrilma niyetinin” yam sira, ‘“bireysel hareket”
ve “toplu hareket” secenekleri de eklenmistir.

Buradan hareketle, calsann Orgiitte mahkumlagmasma dair gerceklestirilen kesif
cahsmalarmda; “hapsolmusluk” duygusu soru formlarmda dogrudan verilsin ya da
verimesin, kavramm tammma dair benzer temalarla karsilasiugtr. Mahkumlugun Onceli
olarak Ongoriilen ve literatirde Yoksunluk ve Sosyodemografikk modellerle agiklanan
kurum uygulamalarmda baskict tutum, Ozerklk ve giiven yoksunlugu, sosyal hayatm
ketlenmesi, is-aile ¢atigmast ve ekonomik mecburiyetler gibi temalar, hemen hemen tim 6n
cahgmalarda tutarh sekilde kendini gdstermektedir. Diger yandan, mahkumluk hissinin
calsan Tlizerinde birey temelli olarak “sikmtr”, “depresyon”, “gergnlk”, “tikkenmislk” ve
“mutsuzluk” gibi olumsuz sonuclarla anliyor olmasy, olumsuz Oznel 1yi olus ve ise
yabancillasma gibi degiskenlerin olast sonuglar olma ihtimalini giiclendirmistir.  Ayrica,
mahkumluk hissmin  bireyde vyarattigi Orgiit temelli c¢iktlar arasmda aktarlan “aidiyet
kayb1’, “performans ve motivasyon kaybr’, “isten ayrima niyeti’, “bireysel hareket” ya da
“toplu hareket” gibi temalar, Orgiitte mahkumlugun Orgiitsel sinizm gbi olumsuz tutum ve

davraniglar1 ongorebilecegine dair de bulgular sunmustur.
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Tablo 5. On Calisma-4 Temalan

Sorular Tema Frekans
. . . . . Evet 19
1. Sizce, Deniz bu uygulamalar karsisinda kendini hapsolmus hisseder mi?
Hayir 1
a) Bu hissin Deniz’den kaynaklanan sebepleri nelerdir? Yok 17
Meslegin Dogasma 12
b) Bu hissin Deniz’in isinden/ mesleginden kaynaklanan sebepleri nelerdir? Aykirnhk
Yok 8
Baskic1 Yonetim 9
. .- - .y . i Asirt Denetim 8
¢) Bu hissin Deniz’in ¢alistigi kurumdan kaynaklanan (kurum yapisi, y Oneticileri, tist
yOnetimi) sebepleri nelerdir? Egitimsiz Yoneticiler 5
Ozerklik Eksikligi 4
Giivensizlik 3
Olumsuz 5
Mutsuzluk 4
d) Bu his kisisel olarak Deniz’i nasil etkiliy or olabilir? LS 3
Tiikenmiglik 3
Sosyal Hayatin 3
Ketlenmesi
) o . - Performans Kayb1 11
e) Bu his Deniz’in igini nasil etkiliy or olabilir? .
Motivasyon Kaybi 8
. e ) o » » Aidiy et Eksikligi 10
) Bu his Deniz’in ¢alistigi kuruma dair diisiincelerini nasil etkiliy or olabilir? .
Itibar Kayb1 2
Kisitlanmak 7
Engellenmek 4
2. Siz hapsolmusluk duy gusunu nasil tanimlarsiniz? Ekonomik 4
M ecburiyet
Caresizlik 4
Isten Ayrilma Niyeti 13
3. Siz Deniz’in yerinde olsay diniz, bu uy gulamalar karsisinda nasil tepki verirdiniz; Bireysel Hareket 11
hangi alternatif hareket segeneklerini belirlerdiniz?
Toplu Hareket 5
Kabullenme 2
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Krimmal arastrmalarda mahkumlagma yasayan mahkumlarm, hapsolduklar
cezaevi yoOnetimine uyumlanarak asimile olabilecegi lizerinden, On c¢ahsmalardaki
“caresizlik”, ‘“kabullenme”, ‘“ekonomik mecburiyetler” ve “sessiz kalmak” temalartyla
aktarilan etkiler, asimilasyonun c¢alsan mahkumlagsmasmmn da olast sonuglart arasnda yer
alabilecegi Ongoriisiinii destekleyebilir. Diger yandan, 6zellkle mahkumluk durumuna dair
verilebilecek alternatif hareket secenekleri arasmda yer alan “bireysel ya da toplu hareket”
eylemleri mahkumluk yasayan c¢alisann ayrisma tepkisiyle gelen kurum yOnetimine
muhalifligin de 6ngoriilebilmesini saglayabilir.

3.1.2 Yeni Olusturulan Ol¢eklerin Hazirlanmas1 ve Test Edilmesi

Calsann Orgiitte mahkumlasmas1 ile kavrammm Oncelleri (Orgiitsel yoksunluk,
sosyodemografik ozellikler) ve c¢iktilarni olarak One siiriilen degiskenlerin bazlart igin
(kuruma asimilasyon tepkisi, kurumdan ayrisma tepkisi) ayr1 ayri Olglim  araglan
gelistirilmistir.  Olcek  ifadelerinin  belirlenme ~ siirecinde odak-grup c¢ahsmalari ve pilot
uygulamalara yer verilmistir.

1. Odak Grup Calismasi:

Bu cahsmada oOl¢iim araclarmda kullamimak iizere yazimis olan ifadeler, pilot bir
uygulamaya tabi tutulmadan &nce, yiiz gecerliligini test edebilmek adma Orgiitsel Davranis
ve Psikoloji alanlarmda ¢ahsan 5 uzman akademisyenden olusan bir grupta tartiymaya
acitmustr.  Akademisyenlerin geri  bildirimleri  dogrultusunda Olgeklerin  ifadelerinde  yapilan

diizenlemeler soyle gerceklesmistir:
Orgiitte Mahkumlasma:

Hem kriminal aragtrmalarda mahkumlagmanin tammma dair elde edilen bulgular,
hem de kavramm kesfi igcin gerceklestirilen on c¢ahsmalarda elde edilen temalar ele
almarak, Orgiitte mahkumlasan c¢ahsann duygu durumunu temsil edebilecek 4 ifade
yazihmgtr. Bu dogrultuda odak grup cabsmasmnda ele alman ifadelerin, yiiz gegerliligi
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bakimmndan,  Orgiitte = mahkumlasan c¢alsanm  duygu durumunu yeterli  diizeyde
yansttabildigi distinilmiistiir.

Orgiitsel Yoksunluk:

Bireyin calstin kurumda yasayabilecegi yoksunluklari Olgiimleyebiimek icn, 18
maddeden olusan bir Olciim araci gelistirimistir.  ifadelerin  olusturulmasmda  dncelikle
kriminal arastrmalarda incelenen mahkumlasma kavrammmn ag¢iklanmasmda kullanmlan
Yoksunluk Modeli temel almmustr. Buna gore, cabsanlarm Ozgiirlik, 6zerklik, esya-hizmet
ve giivenlk yoksunluklarma tekabill eden ifadeler yazimustr. Ifadelerin Yoksunluk
Modelindeki gercek mahkum yasantismdan Orgiit calsam deneyimlerine aktarmu,
mahkumlagma  ilizerne  gergeklestirilen On  calgmalardan elde edilen temalarla

desteklenmistir.

Olgekte yer alan 18 ifade, ik odak grup cahbsmasmda incelendikten sonra, lciim
aracmm, ¢ahsann yasadigi “yoksunluk” gibi olumsuz bir deneymini Olgme amaci
oldugundan, ifadelerin de genel olarak olumsuz yasantilar1 yanstmasi gerektigi kararma
vartmistr. Bunun lizerine yalnizca iki ifade ters madde olarak bmakilmak kosuluyla, diger
ifadeler olumsuz yasantilar1 gosterecek sekilde yeniden diizenlenmistir. Diger yandan,
anlam biitlinkigli acismdan muglak birr algt yarattig disiinilen bir ifade ise Olgekten
cikarilmistir.

Sosyodemografik Ozellikler:

Kriminal literatirde mahkumlugun bir Onceli olarak Tasma Modeli ile aktarilan
bir diger degisken ise, hikkiimliniin hapislik yasantismdan Onceki hayatindaki deneyimleri
(priprison experiences) (yas, egitim durumu, medeni durumu, sosyal altyapiy, mesleki/is
deneyiminden hareketle sosyal statiisii, Onceki su¢ gecmisi), hapislik siiresince cezaevi
disindakilerle iletisim kurma derecesi (extraprison contact) ve saliveriime sonrasi
yasantisma dair beklentilerinin  kalitesi (the quality of post prison expectation) ile

aciklanmigtir.
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Buna  gére  Orgiitte =~ mahkumlagsmann  belirleyicisi  olarak  ele  alnan
sosyodemografik  ozelliklerin  dlgiimiinde, bu iic boyut dikkate almmustr. Oncelikle,
cahsann demografk Ozellkleri (yasy, medeni durumu, mevcut kurumdaki c¢ahsma siiresi
ve Yoneticik pozisyonu) demografik form ile katimcilara sorularak oOgrenilmistir. Ikinci
olarak, ¢ahsanm kurum dismndakilerle iletisim kurma derecesini Olglimlemek adma, is
yasantis1 dismdaki sosyal hayatma yonelik iki soru sorulmus; son olarak, sahverilme
sonrast hayatma dair beklenti kalitesi i¢cin mevcut kurumundan ayridigmda gelecek

yasantisina dair beklentilerinin soruldugu iki soru sorulmustur.

Neticede, oOrgiit calisanmmn sosyodemografik ozellikleri icin demografik form ve 4
ifadelik bir kisa Olgek sunulmustur. Odak grup icinde yapilan incelemeler neticesinde,
ifadelerin  anlasirhk  diizeyleri tizerine verilen geri bildirimler dogrultusunda  ufak

diizeltmeler gerceklestirilmistir.
Asimilasyon ve Ayrisma Tepkileri:

Hapislk yasantsmda mahkumlasan bireylerin  verdigi tepkiler, mahkumlasma
literatiirinde cezaevine uyumlanma ve asimilasyon ya da cezaevinden ayrisma olarak
sunuldugundan, c¢ahsann  mahkumlasma tepkileri de bulundugu Orgiitin  kiiltliriine
asimilasyonu ve ayrismasi olarak iki farkh tiirde degerlendirmeye almmistur.

Orgiite asimilasyon ve Orgiitten ayrisma tepkilerinin Slciimii icin gerekli ifadelerin
yazilmasmnda, kriminal alan yazmndaki tammlamalardan yararlambmis ve her bir ifadenin
orgiit calsanlarma yonelik uyarlamasi yapimustr. Buna gore, alan yazinda c¢aresizlik,
mahkum kodlarmdan sapmak, diger mahkumlara karsi sadakatsizlik, diger mahkumlara
muhalif durus, cezaevinin gelenek, alskanhk ve kiiltiirine uyumlanma olarak tammlanan
asimilasyon tepkisi icin 19 madde; mahkum kodlarma ve normlarma uyum saglama, Orgiit
politikalarma ve uygulamalarma muhalefet, cezaevinin gelenek, ahskanlhk ve genel
kiiltiirinden ayrisma, kendi sosyal gruplarm kurma ve grup dayamsmasi olarak tammlanan
ayrisma tepkisi iginse 16 madde yazlmstr. Odak grup icinde gerceklesen c¢alisma
neticesinde, her bir boyuta karsilk gelen ifadeler, yiz gegerliligi temelinde
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degerlendirilmig; anlam biitiinkigiinde ¢iftlk yaratan ifadeler diizeltimis, birbirni tekrar
eden ifadeler elenmis ve anlagiirhg diisiik ifadelerin  sadelestirilmesi yapimistr. Bu
dogrultuda, asimilasyon ifadelerinden 8’1, ayrisma ifadelerindense 5’1 elenerek; her iki
tepkide 11’er madde olacak sekilde diizenleme yapimistir.

Bu asamadan sonra gelistirilen her Olgcegin test edilmesi i¢in pilot uygulama
yapiimas1 uygun gOriilmiistiir.

Pilot Uygulama:

Gergeklestirilen  pilot uygulama, degiskenlerin  Olglimlerinde  kullanlacak  olan
Olceklerin Internet ortamu lizerinden saglanan bir link yardmu ie 34 akademisyenin
katlmiyla ~ yapimustr.  Orgiitte  mahkumlasma, cahbsann  yoksunluk  seviyeleri  ve
sosyodemografik faktorler ie mahkumlagma tepkisi olarak ortaya konan asimilasyon ve
ayrigsma tepkilerinin dlctimleri i¢in daha o6nce belirlenmis olan ifadelerin i¢ tutarllklar1 da

degerlendirilmistir.

Buna gore 4 ifadeden olusan oOrgiitte mahkumlasma Olceginin (0=.95), oOrgiitsel
yoksunluk Olgegmin  (0=.85), Orgiite asimilasyon tepkisi Olgeginin (0=.72) ve Orgiitten
ayngsma  tepkisi  Olcegmin  (0=.73) i¢ tutarhlk sonuclar1  tatminkdr  bulunurken,
sosyodemografik 0Olcegin i¢c tutarhik katsayismn ise kabul edilebilir oldugu (0=.63)
gOriilmiigtiir.

Bu asamada oOrgitte mahkumlagma kavrammm Onceli ve sonuglar1 olarak
varsayllan ~ yeni  degiskenlerin, kavramla  korelasyonlart da on bir analiz ile
degerlendirimistir (Bkz. Tablo 6). Buna gore; oOrgiitte mahkumlasma ile sosyodemografik
faktorler arasmnda negatif yonli anlamh bir iligki (r=-.58, p<.001) oldugu goriilmektedir. Bu
sonug, kavramm kriminal alanyazmnda yer alan Tasma Modeliyle de tutarh olarak,
sosyodemografik yonden gilicli olan c¢alsanlarm, daha az mahkumlasacagma dair
varsayimda bulunmayr destekleyen bir bulgu olarak disiiniilmiistir. Diger yandan,
yoksunluk diizeyi ile mahkumlagma arasmdaki pozitif yonli anlamh iliski (r=.55, p<.01)
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orgitinde yoksunluk yasayan c¢ahsann da mahkumlagsma seviyesinin yiiksek olacag
varsaymmda bulunmayr desteklemisti. Onemli bulgulardan bir digeri ise, mahkumlagsma
seviyesi ile ayrisma tepkisi arasmdaki olumlu yonli anlamh iligkiye karsm (r=.34, p<.05),
asimilasyon tepkisiyle mahkumlasma arasmda anlamh bir iliskinin tespit edilmemesidir.
Ancak, ana Orneklem iizerinde gergceklesecek olan cahsma Oncesinde yapilan bu pilot
cahsmann bulgularma ihtiyatla yaklasimasi gerektigi distliniilerek, Olcek ifadelerinin  bu
kez orgiitsel davranig alamt disndaki uzmanlarca, anlagihirlklarmn test edilebilmesi icin
yeni bir odak grupla yeniden degerlendirilmesi uygun goriimiistiir.

Tablo 6. Pilot Uygulama Korelasyon Degerleri

Orgiitsel
Sosy odemografik Yoksunluk Ayrigma Asimilasyon
Orgiitte Pearson . . .
-.58 .55 .34 -12
M ahkumlagma Korelasyon
N 34 34 34 34
Sosyodemografik  Pearson -
1 -57 -.06 .09
Faktorler Korelasyon
N 34 34 34
Orgiitsel Pearson
& 1 .02 -29
Yoksunluk Korelasyon
N 34 34
Orgiitten Pearson
& 1 -29
Ayrisma Korelasyon
N 34

* p<.05 **p<.01 ***p< 001

2. Odak Grup Calismast:

Gelistirilen ~ Olgiim  araglarmdaki  ifadelerin  alan  dismdaki  kisilerce  de
anlagihrligmm test edimesi adma, {ici dil bilimci, bir Olgme-degerlendirme uzmam ve bir
adli psikologdan olusan 5 kisilik bir odak grubu olusturulmustur. Odak grup, her ifadenin
anlasihrhigmi ~ degerlendirerek, ifadeyi giiclendirecek diizeltme Onerilerinde  bulunmustur.
Diger yandan anlamsal olarak farkh algilara sebep olabilecek olasi ifadeler de tartisins;
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bir ifade ilizerinde yeniden diizenlenme yapimstr. Asimilasyon tepkisi Olgeginde yer alan
2. ifadede (Calistigim kurumda is arkadagslarimin kurum wuygulamalarina dair alinan
kararlarla ilgili olumsuz diistinceleri konusunda kurum yonetimini bilgilendiririm),
aktarlan durumun yoneticik pozisyonu olan kisilerce durumun iyilestirilmesi admna bir
bilglendirme gibi anlagilabilecegi belitimistr. S6z konusu ifadede kurumun diger
calsanlarma sadakatsizik boyutu degerlendirilmek istendiginden, ifade  “Calistigim
kurumda is arkadaslarimin kurum uygulamalarina dair alman kararlarla ilgili olumsuz

diistincelerini kurum yonetimine bildiririm.” seklinde degistirilmistir.

Bu asamadan sonra Olgeklerin ana Orneklem grubuna uygulanmasi uygun

bulunmustur.
3.2. ORNEKLEM

Aragtrma Orneklemi, Tiirkiye’de yer alan tniversitelerde gorev yapan akademik
personel ve 0Ozel ve kamuya bagh kurumlarda cahsan beyaz ve altn yakal calsanlar
arasmdan kartopu Ornekleme yontemi ile belirlenmistir. Orgiitte mahkumlagma ve
kavrammn Oncelleri ile sonuglarmm tespit edilebilmesi i¢cin 296 katlimcmm, Internet

ortammnda kendilerine gonderilen link iizerinden Olcliim araclarma erismeleri saglanmustir.

Katimcilarm 180’1 kadm, 116’s1 erkek olup (std. sapma .49), yas ortalamalar
3496°dr (std. sapma 9.21). Katimecidarm mevcut kurumlarmda c¢alsma siirelerinin
ortalamas1 ise 56.34 ay/ 4.7 yildr (std. sapma 70.47). Arastrmaya katilan c¢ahlsanlarm
medeni durumlarmda bir denge saglanmus olsa da (%47.3 ve %52.7), katilimcilarm
cogunlugu (%74.3) oOzel sektor cahsam olduklarmi belirtmislerdir. Devlet kurumlarmdan
ise 76 kisi (%25.7) arastrmaya katim saglanmustr (std. sapma .44) (Bkz. Tablo 7).
Verilerin toplanmas1 esnasmda {ilkemizde meydana gelen cesith siyasi gelismelerin, bu
dagihmda etkisi olabilecegi diisiiniilmektedir.
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Tablo 7. Orneklemin Cinsiyet, Medeni durum ve Cahstiklann Kurum Tiiriine Gére

Dagilim

Degisken N %
Cinsiyet

Kadm 180 60.8
Erkek 116 39.2

Medeni Durum
Bekar 140 47.3
Evi 156 52.7

Kurum Tiirt

Ozl 220 74.3
Devlet 76 25.7
TOPLAM 296 100.0

Diger  yandan, arastrmanm basnda  Orneklem  grubunun < Tiirkiye’de  ¢alisan
akademisyenlerden segilecegi  belirlenmis olsa da, yukarda da aktardan ke
dinamiklerindeki degisim, arastrma Orneklemini 6zel ve devlet kurumlarmda calsan beyaz
ve altm yakah c¢alsanlar olarak genisletmeyi zorunlu kilstr. Bu sebeple katiimcilarm
meslekleri akademisyenlik; cesith mihendislk alanlar, tip doktorlugu, psikologlik,
ogretmenlik ve avukathk gibi uzmanbk gerektiren meslek dallar1 ve diger kategorisi olarak
Uc grup altinda tanmlanmustr (Bkz Tablo 8). Diger kategorisinde, meslekleri yerine
bulunduklar1 kurumlardaki pozisyonlarmi (miidiir, yOnetici asistam vb. gbi) kaydeden
kathmcilar degerlendirmeye almmustr. Buna gore 99 akademisyen (%33.4), 124 uzmanhk
gerektiren meslek sahibi (%41.9) ve 73 kisi diger meslekler kategorisinde katihmer (%24.7)
aragtrmaya dahil olmustur.
Tablo 8. Orneklemin Meslek Gruplarina Gore Dagilinu

Meslek Gruplan N %
Akademisyen 99 334
Uzmanlk Meslekleri 124 41.9
Diger (beyaz yakah) 73 24.7
TOPLAM 296 100.0
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Ayrica, 217 katimer (%73.3) cabstigi  kurumda herhangi bir  yoneticilik
pozisyonuna sahip olmadigm kaydederken, 63 katimci (%21.3) 0-10 kisi arasmda
personelden sorumlu oldugunu, 7 katimer (%2.4) 11-50 arasmda personelden sorumlu
oldugunu ve 9 katimci (%3) ise 50 kisi {izerinde personelden sorumlugunu oldugunu
belirtmistir (Bkz. Tablo 9).

Tablo 9. Ormeklemin Yoneticilik Pozisyonlanina Gére Dagilimu

Yoneticilik Pozisyonu N %
HAYIR 217 73.3
EVET/0-10KISI 63 21.3
EVET/11-50KISI 7 2.4
EVET/50UZERI 9 3.0
Toplam 296  100.0

3.3. UYGULAMA

Arastrma anketlerinin  tamanu, Internet ortammnda olusturulan bir onlne form
(Bkz. EK E) araciig ile orneklem grubundaki kisilere e-posta ve sosyal medya kanallart
iizerinden ulastrilmust. Anket baslangicmda katilimcilara  verilen yonergede, elde edilen
verilerin  0zenle muhafaza edilerek, yalizca arastrmaci tarafindan bilimsel amagla
degerlendirilecegi ve sonuglarm toplu olarak istatistiksel analizlere tabi tutulacagl bilgisi
aktarimustr.  Online  form Uzerinde her ifadenin  “doldurulmasi zorunlu”  olarak

isaretlenmis olmasi, her bir katihmc1 i¢cin eksik data olusmasmi engellemistir.
3.4. OLCUM ARACLARI

Bu bolimde aragtrma kapsammda kullandan o6lgiim araclart ve psikometrik
Ozelliklerinden bahsedilecektir.
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3.4.1. Orgiitsel Yoksunluk Olgegi

Orgiitsel yoksunluk kavramu icin gelistirilen Slcek ifadeleri, kriminal alan yazinda
mahkumlagsmayr  tanimlamak i¢in  One  siirilen Yoksunluk Modeli'nden hareketle
olusturulmustur. Modelde aktarilan bes farkh yoksunluk tipinin dordi  (Esya-hizmet,
Ozerklik, Ozgirlik ve Giivenlk) orgiit cahsanlarma uyarlanarak kullamimstr. Besinci
yoksunluk tipi olan ‘“heteroseksiiel iliski yoksunlugu”, ne Orgiitsel cahgmalar alan yazmmnda
ne de bu arastrma kapsammda yiriitilen On c¢algmalarda rastlanmadigmdan, Orgiitsel
yoksunluk  kavramu igcine dahil edilmemistir.  Yoksunluk tiplerinin  Orgiitsel alana
uyarlanmasi, daha Once yiiriitilen 6n ¢ahgmalarda katiimcilardan alnan yantlar ve temalar
cercevesinde gergeklestirimistir. Buna gore besi Ozgiirlik yoksunlugu, dordi esya-hizmet,
dordii giivenlk ve dordii Ozerklk yoksunlugunu temsil eden toplam 17 ifade
olusturulmustur. Ifadeler 5°li likert tipinde (1: Kesinlikle katdmiyorum, 5: Kesinlikle
katihyorum) iki tanesi ise ters madde olarak puanlanarak degerlendiriimektedir. Ters
ifadelerden biri esya-hizmet yoksunlugu boyutunda (Calistigim kurum, profesyonel is agi
gelistirebilmem igin gerekli etkinliklere katimami tesvik eder), digeri ise Ozerklik
boyutunda (Calistigim kurumda isimle ilgili alinacak kararlarda fikrim alinir) yer
almaktadr.

3.4.2. Sosyodemografik Olcek

Sosyodemografik  Olcek  ifadeleri, mahkumlagsma alan yazninda kavrammn
tanitimasmda  aktarlan Tasma Modelinden hareketle olusturulmustur. Modelde aktaridan
hapislk  yasantismdan Onceki hayat deneyimleri boyutu (priprison experiences),
cahsanlarm ‘demografik faktorleriyle’ temsil edilmis ve katilimcilara sorulan demografik
sorularla (yas, cinsiyet, medeni durum, mevcut kurumdaki cahsma siiresi) Olgiilmiistiir.
Modelin diger iki boyutu ise bu c¢ahsmada gelistirilen sosyodemografik oOlgek ile
olgtimiistiir. Olcek icinde hapislik siiresince cezaevi dismdakilerle iletisim kurma derecesi
(extraprison contact) ‘kurum dis1 etkilesim’ boyutu; saliveriime sonrasi yasantisma dair

beklentilerinin  kalitesi (the quality of post prison expectation) ise ‘gelecek beklentisi’
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boyutu ile temsil edilmektedir. Her boyut i¢in iki ifade olmak lizere toplam dort ifade yer
almakta ve bu ifadeler 5’ likert tipinde (1: Kesinlkle katimiyorum, 5: Kesinlikle
katihyorum)  puanlanmaktadr. Sosyodemografk oOlcek toplam puamt igcin  ‘gelecek
beklentisi’ boyutundaki ifadeler (6rn; Mevcut kurumumdan ayrildigimda daha iyi bir is

alternatifim olabilecegine inantyorum) ters puanlanarak hesaplanmaktadir.
3.4.3. Orgiitte Mahkumlasma Olcegi

Orgiitte mahkumlasma kavrammm olgiimii i¢in, hem Kriminoloji alanyazmmdaki
kavramsal tammlardan hem de bu arastrma kapsammda yiiriitilen 6n cahsmalardan elde
edilen mahkumlagsma temalarmdan yararlanlarak dort ifade olusturulmustur. ifadeler 6°h
likert tipinde (1: Kesmlkle katimiyorum, 6: Kesmlikle katiliyorum) puanlanmakta ve ters

madde igermemektedir.
3.4.4. Orgiite Asimilasyon Olgegi

Orgiitte  asimilasyon kavramu, kriminal ¢absmalarda mahkumlasma  yasayan
hikkiimlillerin ~ verdikleri tepkiler iizerinden olusturulmustur. Sykes (1958) bu tepkileri
hikkiimlillerm cezaevi kosullarma asimilasyonu ve diger hikkiimlilerle gruplasarak cezaevi
kurumuna muhalif hareket etmeleri olarak aymt etmisti. Cezaevinin kurum kosullarma
asimile olan hiiklimlilerin aym1 zamanda yoOnetime yakm durduklari ve diger hiikiimlilere
sadakatsiz davranglarda bulunduklari da aktaribstr. Buradan ve yine On c¢ahsmalardan
elde edilen temalardan hareketle, Orgiitte asimilasyon kavrammm Olgiimiinde ‘Grgiite
uyumlanma’ ve ‘diger c¢alisanlardan izolasyon’ boyutlari i¢in dorder, ‘diger calsanlara
sadakatsizlik’ boyutu i¢inse ii¢ ifade olmak iizere toplam 11 ifade kullandmustrr. Ifadeler
6’ likert tipinde (1: Kesinlikle katidmiyorum, 6: Kesinlikle katiliyorum) puanlanmakta ve

ters madde icermemektedir.
3.4.5. Orgiitten Aynsma Olgegi

Mahkumlasma yasayan hiikiimlilerin verdikleri tepkilere dair Sykes’m (1958)
yaptiZi aymm iizerinden, diZer hikiimlilerle alt gruplar olusturarak cezaevi kurumuna
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muhalif hareket eden ayrisma grubu, Orgiit cahsanlart icin de Orgiitten ayrigma kavranm
olarak ac¢klanmustr. Orgiitten ayrismann Olciimii icin ‘grup dayamsmas’’ boyutunda bes
ifade ve ‘Orgiit politikalarma muhalefet” boyutunda ise alti ifade olmak iizere toplamda 11
ifade kullaminustr. ifadeler 6°h likert tipinde (1: Kesinlikle katimiyorum, 6: Kesinlkle

katiliyorum) puanlanmakta ve ters madde icermemektedir.
3.4.6. Orgiitsel Sinizm Olcegi

ik olarak Brandes (1997) tarafindan gelistiilen 14 maddelik Orgiitsel Sinizm
Olcegi, Dean, Brandes ve Dharwadkar (1998) tarafindan gdzden gecirilerek 13 maddelik
halini almistr. Bu arastrmada oOlgegin  gbozden gecirilmis versiyonu kullaniimaktadir.
Olgekte sinizmin bilissel, duygusal ve davramssal olmak iizere {ic farkh boyutta dlgiimii
yapiimakta, biligsel boyutu i¢in bes, duygusal ve davramgsal boyutlar1 iginse dorder madde
yer almaktadr. Olgek maddeleri 5°L likert tipinde (1: Kesinlikle katimmyorum, 5:
Kesinlikle katiyorum) puanlanmaktadr. Orgiitsel Sinizm Olgeginin  Tiirkce adaptasyon
cabsmas1 Karacaoglu ve Ince (2012) tarafindan yapinus, olcegin genel ic tutarhlik
katsayist .91 bulunurken, duygusal alt boyut icmn .94, bilissel alt boyut icin .87 ve
davranigsal alt boyut i¢in .82 olarak bulunmustur.

3.4.7. ise Yabancilasma Olcegi

Ise yabancilagma cabsmalarmda, ozellkle ‘kendine yabancilasma’ boyutunun ana
tema olarak One ¢iktig ifade edilmektedir (Seeman, 1975). Nitekim Mottaz (1981) da
‘kendine yabancilasma’ boyutunun Ozellkle Marx’m yazlarmda Onemli bir anlama sahip
oldugunun, takip eden yillardaki ampirkk c¢ahsmalarda da ©on plana ¢ktignn altm
cizmektedir. Calsann kendine yabancilasmasmi, bireyin isi igin igsel motivasyonunu
yitirmesi ve isiyle kendini gerceklestiremedigini  hissetmesi olarak tamimlayan Mottaz
(1981), kendine yabancilasmanm, farkh is kosullar1 tarafindan da etkilendigini ©ne
stirmiigtiir. Bu kosullar i¢cin Seeman’m (1959) bes boyutlu ayrmindan hareket eden Mottaz
(1981), ozellikle giigsiizlik ve anlamsizlk boyutlarmn ‘kendine yabancilasma’nn Onemli

birer belirleyicisi olabilecegini de 6ne slirmiistiir.
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Buradan hareketle, ise yabancilagsma kavrammmn temel yapi tasi olarak goriilen
‘kendine yabancilasma’ boyutu, bu arastrmada da temel olarak alnmustr. Calsann
orgiitte mahkumlagsma durumunda hissettigi ise yabancilagma diizeyini Olgmek adma,
Mottaz’m (1981) bu boyutun Olglimii icin gelistirdigi 7 ifadelk kendine yabancilagma
oleegi kullammustr.  Olgekte 5°li likert tipinde (1: Kesinlikle katimiyorum, 5: Kesinlikle
katihyorum) puanlama sistemi kullanimustr. Olgegin Tirkge ceviri ¢alismasi Erben (2008)
tarafindan yapimustr. Daha sonra Sayii (2014) tarafindan da kullanilan ve anlagilirhgm
artrmak lizere yeniden gozden gecirilen Olgegin i¢ tutarhlk katsayist .89 olarak

bulunmustur.
3.4.8. ise Baghhk ve Cahsmaya Baghhk

Cabsmada her ikisi de Kanungo (1982) tarafindan gelistirilen, 10 ifadeli Ise
Baghlk Olcegi ve 6 ifadeli Calsmaya Baghlk o&lcegi kullandmustr. Olcekte 5’ likert
tipnde (1: Kesmlkle katimiyorum, 5: Kesmlikle Kkatiiyorum) puanlama sistemi
kullanimustr.  Tiirkge’ye gevirisi arastrmaci tarafindan yapilan Olgeklerin, ¢ift dilli bir
uzman tarafindan Ingilizce’ye geri cevirisi yapimis ve bu ifadeler, anadili ingilizce olan bir
baska akademisyen tarafindan orjjinal ifadelerle karsilastirilarak kontrol edilmistir.

3.4.9. Omel Iyi Olus

Omel iyi olis hakkmnda arastrmalarda kullandan Slciimler de dikkate alndiginda,
oznel iyi olusun duygu boyutunda Olgiimlenebilmesi icin Pozitif ve Negatif Duygu Olgegi
(PANAS) kullamimugtr. Watson ve ark. (1988) tarafindan gelistirilen Olgekte 10°u pozitif,
10’u negatif duygular1i temsil eden 20 madde bulunmaktadr. Katihmcilardan bu duygu
ifadelerini hangi siklkta yasadiklarmn 5°li likert tipindeki (1: Asla, 5: Daima) puanlama
sistemi iizerinden belirtmeleri istenmistir. Olcegin Tiirkge’ye adaptasyonu Gengdz (2000)
tarafindan gerceklestirilmis, i¢c tutarhlik katsayilar1 Poztif duygu i¢in .83, negatif duygu
Olcegi icinse .86 olarak bulunmustur.
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Omnel iyi olusun bilis boyutunda &lciimlenebilmesi icinse Yasam Doyumu Olgegi
kullanilmigtr. 5 ifadeden olusan Olcek Diener ve ark. (1985) tarafindan gelistiriimistir.
Olgekte 5’1 likert tipinde (1: Kesinlkle katlmiyorum, 5: Kesinlikle katiliyorum) puanlama
sistemi kullambustr. Koker (1991) tarafindan Tiirk¢e’ye adaptasyonu yapilan Slgegin i¢
tutarhl1g1 .89 olarak tespit edilmistir.

3.4.10. Sosyal Begenirlik

Oz-degerlendirme  yoluyla yaplan pek ¢ok olciimde oldugu gbi, ozellikle
mahkumlagsmaya verilen tepkilerde, bireylerin sosyal olarak begenilir bir yoldan cevap
verebilecekleri  ihtimali, kullamlan diger Olgiim araglarmdan alman yantlarm da
gecerliginden kusku duyulmasma yol agabili. Bu sebeple arastrmaya katilan her calisann
sosyal begenirlik seviyeleri de olglilmiistiir.

Marlowe ve Crowne (1969) tarafindan gelistirilen Sosyal Begenirlk Olgegi 33
ifadeden olusmaktadr. Sonraki yillarda Olcegin uzun olusu sebebiyle uygulanabilirliginin
zorlugundan bahseden ¢esitli arastwrmacilar, Olgcek icin daha kisa formlar gelistirmeye
cahsmuglardr (Fischer ve Fick, 1993). Orijmalinden kisaltlan sekiz kisa formu birbirleriyle
ve Olcegin 33 maddelik haliyle kiyaslayan Fischer ve Fick (1993), i¢ tutarhlk ve orijinal
Olcekle uyumu bakmmindan en 1yi kisa versiyonun, Strahan ve Gerbasi (1972) tarafindan
gelistirilen 10 ifadelk form oldugunu tespit etmislerdir. Dolayisiyla, bu c¢ahsmada da
Strahan ve Gerbasinn (1972) Marlowe-Crowne Sosyal Begenirlk 06lcegi iizerinden
kisalttiklar1 10 ifadelik formu kullanmustr. Bu formda da orijinalinde oldugu gibi her soru
‘Dogr’ ve ‘“Yanhs’ cevap alternatifleri ilizerinden cevaplandiriimaktadr. Cevap anahtari
iizerinden alman puan, kisnin sosyal begenirlk puanmi vermektedir. En disiigli 0, en
yilksegi 10 olmak {izere, puan yiikseldikge sosyal begenirlik diizeyi de yiikselmektedir.
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3.5. VERILERIN ANALIiZI

Aragtrmada yer alan degiskenlerin yapilarmn tespit edebimek icin temel
bilesenler ve Varimax dondirme teknikleri ile faktdr analizleri yapimistwr. Ayrica
givenirlk analizleri ile kullandan Olgtim araclarmm i¢  tutarhbklarnn test edilmistir.
Degiskenler arasindaki iligkilerin goriilebilmesi i¢in korelasyon analizlerinden, hipotezlerin
test edilebilmesi i¢inse regresyon analizlerinden yararlamimistr. Katiimcilarm demografik
bilgileri iizerinden ortaya ¢ikabilecek gruplar arasi farklari gorebimek i¢cinse bagmsiz

orneklemler t testi ve varyans analizleri yapimustir.
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4. BULGULAR

Cabsmann bu bolimiinde, kullanilan 06lglim araglart i¢in yapilan giivenirlk ve
faktor analizlerinden, hipotezlerin testi i¢in gerceklestirilen korelasyon ve regresyon analizi
sonuclarmdan  ve  demografik  degiskenler  iizerinden yapilan fark  testlerinden
bahsedilecektir. Ayrica, arastrma hipotezlerinde yer almayan, ancak arastrmacinin meraki
dogrultusunda  gerceklestirilen  ilave  analizlerin = sonuglarmdan da  bu  bolimde

bahsedilecektir.

4.1. GUVENIRLIK ANALIZLERI

Cabsma kapsammnda yer alan degiskenlerin Olgiimiinde kullanlan tiim olgekler
givenirlk analizlerine tabi tutulmustur. Elde edilen sonuglara gore oOlgeklerin  alfa
degerlerinin .70’in iizerinde oldugu, Orgiite Asimilasyon Olgegdi giivenirlik katsayismm .70
smrma yakm oldugu, ancak sosyodemografik faktorler Olgegmin ise kabul edilebilir smirda
oldugu tespit edilmistir (Bkz. Tablo 10).

Tablo 10. Olgeklerin Giivenirlik Katsayilan

Olgekler Cronbach a
Orgilitte Mahkumlagsma Olgegi 94
Orgiitsel Yoksunluk Ol¢cegi .87
Sosyodemografik Olgek .59
Orgiite Asimilasyon Olgegi .68
Orgiitten Ayrisma Olgegi .78
Orgiitsel Sinizm Olgegi .94
Ise Yabancilasma Olgegi .89
Ise Baghlik Olgegi .88
Calismaya Bagllk Olgegi .86
Yasam Doyumu Olgegi .86
Olumlu Duygular Olgegi .85
Olumsuz Duygular Olgegi .83
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4.2. FAKTOR ANALIZLERI
4.2.1 Orgiitte Mahkumlasma Olcegi

Orgiitte mahkumlagsma diizeyini dlciimlemek igin gelistirilen Slcekte dort ifade yer
almaktadr. Yapilan faktor analizi neticesinde Olgek ifadeleri beklendigi gibi tek bir boyutta
yiklenmislerdir (KMO=.843, Bartlett Kiiresellik Testi Ki Kare: 1213.596, p<.001).

4.2.2 Orgiitsel Yoksunluk Olcegi

Orgiit icinde cahsann yoksunluk diizeyini olgiimlemek amaciyla  gelistirilen
Olcegin  faktér analizinde, Yoksunluk Modeli'nde aktarildigi gibi dort faktor tespit
edilmistr (KMO=.827, Bartlett Kiiresellk Testi Ki Kare: 2351.907, p<.001). Faktorler
Yoksunluk Modeliyle uyumlu olarak; ‘Ozgiirlik Yoksunlugu’, ‘Esya-Hizmet Yoksunlugu’,
‘Giivenlik  Yoksunlugw® ve ‘Ozerklik Yoksunlugw’ seklinde isimlendirimistir. Bu dort
boyut toplam varyansm %64’inii acklamaktadr. Olcekte yer alan ifadelere ait faktor
yikleri ve agiklanan varyans degerleri Tablo 11°da gosteriimektedir.
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Tablo 11. Orgiitsel Yoksunluk Olcegi Faktor Analizi Sonuglan

FAKTOR

IFADELER

Ozgiirlik

Yoksunlugu  Yoksunlugu  Yoksunlugu  Yoksunlugu

Esya-Hizmet

Giivenlik

Ozerklik

Aciklanan ~ Cronbach
Varyans Alpha

F1

F2

F3

F4

Calstigim kurumda mesai saatleri icinde
kurumda olup olmadigim denetlenir.

Calistigim kurumda mesai saatleri icinde
kurum icinde bulunma zorunlulugu vardir.

Calistigim kurumda giris-¢ikis saatleri
hergiin kayit altina alinarak diizenli
kontrol edilir.

Calistigim kurumda mesai saatleri iginde
kurum disinda bulunmak i¢in izin alma
zorunlulugu vardr.

Cahstgim kurumun mesai saatleri
esnetilemez.

Calistigim kurum mesleki gelisimim igin
gerekli materyal ve kaynagi saglamaz.
Caligtigim kurum igim icin gerekli
materyali saglamaz.

Calistigim kurum mesleki faaliyetlere
katilmam i¢in bana ticret desteginde
bulunmaz.

Calistigim kurum profesyonel is agi
gelistirebilmem igin gerekli etkinliklere
katilmamu tesvik eder.

Calstigim kurum, herhangi bir gerekceyle
bana cezai yaptirimda bulunabilir.

Calistigim kurum, herhangi bir gerekgeyle
beni igten ¢ikarabilir.

Calistigim kurumun kurallary esnetilemez,
gerekgesi ne olursa olsun her tiirlii
itaatsizlik cezai yaptrimla sonuglanir.

Caligtigim kurumda, kurum iist yonetiminin
taraftart oldugu goriig veya ideolojilere
ters diisecek davranislar cezalandirilir.

Calistigim kurumda isimi nasu icra
edecegim benim kontroliimde degildir.

Calstigim kurumda birimimi ilgilendiren
konularda almacak kararlarda soz hakkim
bulunmaz.

Calistigim kurumda isimle ilgili konularda
kurum yonetiminden bagimsiz karar
alamam.

Calistigim kurumda isimle ilgili alinacak
kararlarda fikvim alinir.

.87

.86

.84

.82

.63

.84

a7

71

.67

.87

.78

.63

.63

.76

.69

.64

.62

%21.6 .89

%15.5 79

%14.3 .79

%12.6 71
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4.2.3 Sosyodemografik Olcek

Sosyodemografik faktorler icinde ¢alisanm kurum digmdaki sosyal hayatmmn
kalitesi ve kurumdan ayridignda yasantisma dair beklentilerinin Olctimlendigi dort ifadelik
Olcek, yapilan faktor analizi neticesinde iki faktorlii bir yapir sergilemistr (KMO=.508,
Bartlett Kiiresellk Testi Ki Kare: 283.150, p<.001). Faktorlerden biri sosyodemografik
faktorler icinde Orgiit dis1 sosyal hayati temsil eden ‘kurum disi etkilesim’, digeri ise
Orgiitten ayriima durumunda kisinin gelecek yasantisma dair beklentilerini temsil eden
‘gelecek beklentisi’ isimleriyle nitelendirilmisti. Bu iki boyut toplam varyansm %80.7’sini
aciklamaktadr.

Olcekte yer alan ifadelere ait faktor yikleri ve aciklanan varyans degerleri Tablo
12°de gosterilmektedir.

Tablo 12. Sosyodemografik Olgcek Faktor Analizi Sonuclan

Gelecek  Aciklanan  Cronbach

FAKTOR  IFADELER Dis1 Beklentisi ~ Varyans Alpha

Etkilesim

Is yasantim dismda sosyal
hayatimda yeterince aktif .90
F1 oldugumu diigiiniiyorum. %40.9 17
Aileme/sevdiklerime yeterince
. - .90
vakit ayrabiliyorum.
Mevcut kurumumdan
ayrildigimda daha iyi bir is
alternatifim olabilecegine
F2 inantyorum. %39.8 74
Mevcut kurumumdan
ayrildigimda yasam kalitemin .88
artacagina inantyorum.

.90

4.2.4 Orgiite Asimilasyon Olgegi

Cahsann asimilasyon diizeyinin Olciimlendigi  Olgegin  faktér analizi neticesinde,
ifadelerden biri .50’nin altnda faktor yiikii sebebiyle Olgekten ¢ikarimis ve diger ifadelerin
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i¢ faktor altmda toplandig1 tespit edilmistr (KMO=.756, Bartlett Kiiresellik Testi Ki Kare:
703.197, p<.001). Olusan faktorler, literatiirde kavrama dair aktarlan tammlarla uyumlu
olarak, ‘Orgiite uyumlanma’, ‘difer c¢alsanlara sadakatsizlk’ ve ‘diger ¢alsanlardan
izolasyon’ olarak adlandrimislardr. Bu {ic  boyut toplam varyansm  9%60.1 i
acklamaktadr. Olgekte yer alan ifadelere ait faktdr yiikleri ve agiklanan varyans degerleri
Tablo 13’de gosterilmektedir.

Tablo 13. Orgiite Asimilasyon Olcegi Faktor Analizi Sonuclan

N Diger Diger
FAKTOR IFADELER Orgile Calisanlardan Calisanlara Agiklanan
Uyumlanma : o Varyans

Izolasyon Sadakatsizlik

Cronbach
Alpha

Calistigim kurumun deger sistemine uyum

gosteriy orum. 0

Calistigim kurumun kural ve normlarmm
¢ogunu kabul edilebilir bulurum.

F1 _ %28.6
Calistigim kurumun kural ve normlarini 78

kars1 ¢ikmadan uy gularim.

.82

Calistigim kurumda y6netimle
iligkilerimin 1iyiolmasi i¢in 6zel gaba .62
harcarim.

Calistigim kurumda is arkadaglarmmin
kurumdaki uygulamalarla ilgili ne 75
diisiindiigii beni ilgilendirmez.

Calistigim kurumda is arkadaglarmmin
kurum uy gulamalarina dair olumsuz
diistincelerini benimle paylasmalarindan
rahatsiz olurum.

F2 .75 %16.1

Calistigim kurumda kendimi is
arkadaglarimdan olusan herhangi bir gruba .65
ait hissetmiyorum.

Calistigim kurumda is arkadaglarmmin
kurum uy gulamalarina dair alinan
kararlarla ilgili olumsuz diisiincelerini
kurum y 6netimine bildiririm.

.84

Calistigim kurumun, kural ve normlarini
F3 ihlal eden ¢alisanlarma yaptirim .64 %15.4
uy gulamasmi desteklerim.

Calistigim kurumda is arkadaglarmmin
kurum uy gulamalarina dair alman
kararlara gosterdikleri tepkiler karsisinda
kurum y 6netimini savunurum.

.57

.79

.54

.57
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4.2.5 Orgiitten Aynsma Olgegi

Cabsann kurumundan ayrisma diizeyinin - Olglimlendigi  Olgegin  faktor
neticesinde ise, faktor yiikleri .50’nin altmda kalan iki ifade c¢ikaribug ve diger ifadelerin
iki faktor altinda toplandigi tespit edilmistir (KMO=.776, Bartlett Kiiresellik Testi Ki Kare:
770.593, p<.001). Olusan faktorler, literatiirde kavrama dair aktarilan tanmlarla uyumlu
olarak, ‘Orgiit politikalarma muhalefet’ ve

‘grup dayamgmasr’

analizi

olarak adlandirimuslardir.

Bu iki boyut toplam varyansm %55.8’ini agiklamaktadr. Olcekte yer alan ifadelere ait

faktor yikleri ve agiklanan varyans degerleri Tablo 14’te gosterilmektedir.

Tablo 14. Orgiitten Aynsma Ol¢egi Faktor Analizi Sonuclan

FAKTOR

IFADELER

Grup
Dayanigmasi

Orgiit
Politikalarina
Mubhalefet

Aciklanan
Varyans

Cronbach
Alpha

F1

F2

Calistigim kurumda yakn is
arkadaslarm, kurumun olumsuz baz
uygulamalarma kars1 beni kollar.
Calistigim kurumun olumsuz baz
uygulamalarma kars1 yakm is
arkadaglarmu kollarim.

Calistigim kurumda yakmn is
arkadaslarimin yaninda giivende
hissederim.

Calistigim kurumda i arkadaslarimla
kurdugum yakmn iliskiler, yonetimsel
uygulamalara dair olumsuzluklar
karsisinda kendimi giiglii hissettirir.
Calistigim kurumda yakn is
arkadaslarmn yaninda kuruma dair
elestirilerimi  6zgiirce ifade ederim.
Calistigim kurumda igsimi veya birimimi
ilgilendiren konularda degerlerime aykirt
kararlart uygulamada direng gosteririm.
Calistigim kurumun baz kural ve
uygulamalarnin degismesiigin bireysel
¢aba gosteririm.

Calistigim kurumda igimi veya birimimi
ilgilendiren konularda goriisiim
sorulmadan alinan kararlara muhalif
olurum.

Calistigim kurumda is arkadaslarmm
kurum uygulamalarma kars1 gosterdikleri
ortak eylemlere dahil olurum.

.82

.82

.78

.74

.50

81

A7

g1

.59

%31.6

%24.2

.80

71
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4.2.6 Orgiitsel Sinizm Olcegi

Toplamda 13 ifadeden olusan Orgiitsel sinizm Olgegi i¢in yapilan faktdr analizi

sonucu, Olcek ifadelerinin orjinalnde oldugu gbi ii¢ faktér altmda toplandig tespit
edimistir (KMO=.929, Bartlett Kiiresellk Testi Ki Kare: 3604.534, p<.001). Faktorler i¢in

orjiinalnde oldugu gbi Duygu, Bils ve Davranig isimleri kullamimstr. Bu ¢ boyut

toplam varyansm %78’ini ac¢iklamaktadr. Olcekte yer alan ifadelere ait faktdr yikleri ve

aciklanan varyans degerleri Tablo 15°te gosterilmektedir.

Tablo 15. Orgiitsel Sinizm Olcegi Faktor Analizi Sonuglan

FAKTOR

IFADELER

Bilig

Duygu

Davranig

Aciklanan
Varyans

Cronbach
Alpha

F1

F2

F3

Calistigim kurumda, yapilacagi sdylenen seyler
ile gergeklesenler arasmda ¢cok az benzerlik
goriiyorum.

Calistigim kurumun politika, amag ve
uygulamalan arasmda ¢ok az ortak yon vardir.
Cahstigim kurumda, bir uygulamanmn yapilacagi
sOyleniyorsa, bunun gerceklesip
gerceklesmeyecegi konusunda kusku duyarm.
Calistigim kurumda, sdylenenlerile yapilanlarin
farkh olduguna inantyorum.

Calistigim kurumda, calisanlardan bir sey
yapmalari beklenir, ancak baska bir davranis
odiillendirilir.

Calistigim kurumu, diisiindiikge gerilim yasarmm
Calistigim kurumu, diisiindiikge hiddetlenirim.
Calistigim kurumu, diislindiikce icimi bir endise
kaplar.

Calistigim kurumu, diisiindiik¢e sinirlenirim.

Baskalanyla, calstigim kurumdaki iglerin nasil
yuriitiildiigii hakkinda konusurum.

Baskalanyla, calistigim kurumdaki uygulamalari
ve politikalar elestiririm.

Calistigim kurum digmndaki arkadaglarima,
kurumda olup bitenler konusunda yakmirim.
Calistigim kurumdan ve ¢alisanlarindan
bahsedildiginde, birlikte ¢ahstigim kisilerle
anlamli bir sekilde bakisirz.

.82

.82

77

73

.70

.87
.86

.86

.85

.90

.83

.63

47

%30

%29

%19

.89

97

.86
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4.2.7 ise Yabancilasma Olcegi

Ise yabancilasma Olgeginin 7 ifadelik kendine yabancilasma alt boyutu, faktdr

analizi neticesinde beklendigi gbi tek boyut altmda toplanmustr (KMO=.878, Bartlett
Kiresellik Testi Ki Kare: 1128.751, p<.001).

4.2.8 ise Baghlik Olcegi

Ise baghhk &lgegi igin uygulanan faktdr analizi, 10 ifadelik dlgek icin iki faktorlhi
bir yapr gostermistr (KMO=.874, Bartlett Kiiresellk Testi Ki Kare: 1547.520, p<.001).
Faktorler calsanmn isine biligsel baghhg ve duygusal baghligi seklinde adlandmwimustr. Bu
iki boyut toplam varyansm %63 iinii agiklamaktadr. Olgekte yer alan ifadelere ait faktor

yikleri ve agiklanan varyans degerleri Tablo 16°te gosteriimektedir.

Tablo 16. Ise Baghhk Olcegi Faktor Analizi Sonuclan

- . Bilissel  Duygusal Agiklanan  Cronbach
FAKTOR IFADELER Baghhk Baghhik Varyans Alpha

Isim hayatimin merkezindedir. .83
Hayatta ulagmak istedigim hedeflerin cogu 73
igime yoneliktir. ’
fligi duydugumseylerin cogu isimle ilgilidir. 71
. 0

B Isimle yatar, isimle kalkarmm. 71 gD &
Yasadigim en 6nemli olaylar igimle ilgili 69
olanlardir. '
Benim i¢in yaptigim is beni ben yapan seylerin

; .60

sadece ufak bir pargasidir.
Isimle aramda ¢ok giiclii bir bag vardur. .78
Genellikle isimden kopmusum gibi hissederim. a7

F2 o . %27 .78
Kendimi isime kaptirmay1 severim. .67
Isime ¢ok fazla diiskiinim. 67
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4.2.9 Cahsmaya Baghhk (")l(;egi

Alt1 ifadeden olusan calgmaya baghlik Olgegi icin yapilan faktor analizi,
orjjinalinde oldugu gbi tek faktorlii bir yapr gostermistir (KMO=.840, Bartlett Kiiresellik
Testi Ki Kare: 826.872, p<.001).

4.2.10 Yasam Doyumu Olgegi

Bes ifadeden olusan Olgegn faktor analizi sonucu, beklendigi gibi tek faktorli bir
yap1 gostermistir (KMO=.854, Bartlett Kiiresellk Testi Ki Kare: 649.359, p<.001).

4.3. ORGUTTE MAHKUMLASMANIN VARSAYILAN ONCUL VE
SONUC DEGISKENLERLE KORELASYON VE REGRESYON ANALIZLERI

Calsann mahkumlasma seviyesi ile Oncill ve sonu¢ olarak ortaya konan
degiskenleri test etmeden Once, tim degiskenler arasmdaki iligkiyi incelemek adma
korelasyon analizleri yapimistir (Bkz Tablo 17).
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Tablo 17. Degiskenler Arasindaki Korelasyon Degerleri

Degiskenler ort ss 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18
1.Yas 3496 9.21 1
2.CahismaSiiresi  56.34 70.47 57 1
3.Sosyo- .
demografik 3.10 0.74 .00 12 1
Ozellikler
i&fﬁ;fﬁ}( 292 078  -.09 187 - 1
5.Orgiitte pou, o
Mahkumlasma 2.67 157 -.05 -.07 -51 63 1
6_Orgﬁtgel ek ekx wkx
Sinizm 271 1.02 -.06 -.04 -39 58 .76 1
Tlse 247 101 -167° 17t 8™ s 60" 53 1
Yabancilasma
8.ise Baghlik 291 081 13" .07 A5 3™t 23t L™t sttt 1
9.Calismaya - e -
Baghlik 217 079 .20 .05 A1 -.05 -.08 -11 -16 .66 1
10. Yagam 315 0.82 10 04 28" 257" 40™" 36 35 15T 11 1
Doyumu N ) ) )
lIOIuqu * KKk Kkk Kok Kkk Kkk KAk Kokk
Duygular 3.81 057 .04 -.02 14 -.20 -.29 -.29 -43 33 .16 .36 1
(PPANAS)
lZOIumSUZ Kkk *kk KKk KKk Kk *hKx B
Duygular 222 057 -.06 -.05 -21 .28 47 47 34 -.03 04 =33 -40 1
(NPANAS)
SO T 333 128  -15 22570 297t 78T 35T 237 33T L1 .06 -.08 -.08 13" 1
Yoksunlugu
l4.EsyaHizmet 500 05 gp S04 -3 esTT ag™t 5™t 3™t L1 .03 w27 Lottt 4™t ot 1
Yoksunlugu
L HOZz il 2.73  0.88 -.07 -12" =327 69 5177 46T 47T -2 -03 -200T -18™T 2777 33T 40" 1
Yoksunlugu
16.Giivenlik - ek . . ok *xk * ek ok . ok
., 2.80  1.07 .01 -.04 -22 73 54 51 32 -11 00  -21 -14 22 40 33 43 1
Yoksunlugu
17.Asimilasyon 2.96  0.69 .02 .04 14" S217 22" 38t L3 237 30T 237 16" 04 09 -3 -128 -a3” 1
18.Sinizm-Bilis 295  1.04 -.06 -.09 -387" 597" 6377 88" 43" 207 -13" 2377 257 40" 2877 58T 46T 47T -3 1
Egdi;ﬂ'zm' 232 133 .02 0% TR - Y- A & A s R W A,V SNV, P T: Sy A M- ST M=% N C MY
]2)O_S|n|zm- 214 0.87 _.15*** -.06 _‘23*** .29*** ‘54*** .80*** .42*** _‘17*** _.12* -.30*** _.25*** .35*** 05 .36*** .22*** IZB*H -.36*** .57***
avranis
21.Ayrisma 3.93  0.80 .10 .06 -10 .06 13" A7 -.02 -.01 -.10 -.02 A7 .02 .08 .07 01 -02 -1577 18"

*p<.05 **p<01***p<.001
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Yapilan  analizler  neticesinde,  Orgiitte =~ mahkumlasmanm,  sosyodemografik
ozelikler (= -.51, p<.001) ile negatif yonli orta diizeyli anlamh bir iligkisinin oldugu
goriilirken, orgiitsel yoksunluk (= .63, p<.001) ile pozitif yonli ve orta diizeyli anlamh bir
liskisi oldugu tespit edilmistir. Ayrica, Orgiitsel yoksunluk altboyutlarmm da (6zgiirliik,
esya-hizmet, Ozerklk ve giivenlk), c¢ahsann oOrgiitte mahkumlasma seviyesi ile anlamm
ligkileri oldugu tespit edilmistir (swasiyla =.35, p<.001; =48, p<.001; r=.51, p<.001;
r=.54, p<.001). Orgiitte mahkumlasmann en giicli iliski kurdugu yoksunluk boyutlarmm
ise ozerklik ve giivenlik yoksunluklar1 oldugu gbéze ¢arpmaktadir.

Diger yandan, sosyodemografik Ozellklerin bir diger boyutu olarak ele alman,
calsanlarm mevcut kurumlarmda ¢ahsma siireleri ve yaslaryla, Orgiitte mahkumlagsma
diizeyleri arasmda anlamh bir iligkiye rastlanmanmustr. Ancak, cabsanlarm yaslar ile ise ve
cahgmaya baghlk seviyeleri arasmda olumlu yonlii zayif birer iliski oldugu goriiliirken
(srasiyla =.13 ve r=.20, p<.05); yabancilagma, Orgiitte Ozgiirlik yoksunlugu ve Orgiitsel
Sinizmin davranig boyutuyla ise ters yonli zayif iliskilere sahip oldugu goriilmektedir
(srasiyla = -.16, r= -.15 ve r= -.15, p<.05). Ayrica, ¢ahsanlarm mevcut kurumlarmdaki
calisma siireleri ile orgiitsel yoksunluk (= -.18, p<.05) ve yabancilagma diizeyleri (r= -.17,
p<.05) arasmda ters yonli zayif iligkiler gorilmiis olup, Ozellkle Orgitte Ozgiirliik
yoksunlugu alt boyutunda iliskinin daha giigli oldugu tespit edilmistir (= -.25, p<.001).
Mevcut kurumdaki ¢ahsma siiresinin, ¢alisann sosyal destek sistemlerine dair olumlu
algism yansitan sosyodemografik faktorlerle de olumlu yonli ancak zayif bir iligkiye sahip
oldugu goriilmiistiir (r=.12, p<.05).

Ayrica, Orgiitte mahkumlagma ile orgiitsel sinizm (r=.76, p<.001) arasmda pozitif
yonlii ve giicli anlamh bir iligki; ise yabancilagma (r=.60, p<.001) ve olumsuz duygular
(=47, p<.001) ile pozitif yonli ve anlamh orta diizeyli iliski; yasam doyumu ile ise (r=-
40, p<.001) negatif yonlii ve anlamh orta diizeyli bir iliski oldugu tespit edimistir. Olumiu
duygular (r=-.29, p<.001) ve ise baghlk (r=-.23, p<.001) degiskenleri ile ise negatif yonlii
ve anlamlt zayif iliskileri oldugu goriimiistiir.

219



Mahkumlasma tepkileri olarak ortaya konan asimilasyon ve orgiitte mahkumlagma
arasnda negatif yonli ve anlamh, zayif bir iligki oldugu (r=-.22, p<.001); ayrigma tepkisi
lle mahkumlagma arasmda ise pozitif yonli ve anlamh, zayif bir iliski oldugu (r=.13,
p<.05) tespit edilmistir.

Diger yandan, mahkumlagsmanin c¢ahgmaya baghlk ile arasmda anlamh bir iliski
olmadig1 goriimiistiir (r=-.08, p>.05)

Orgiitte mahkumlasmann  6nciil ve sonug degiskenleri olarak  varsayilan
degiskenlerle arasmda anlamh iligkilere sahip oldugu tespit edildikten sonra regresyon
analizlerine gegilmistir.

Cabsann orglitte mahkumlagmasmm Onciil degiskenleri olarak One siirtilen
degiskenlerle gergeklestirilen regresyon analizlerine gore, ¢alisanm Orgiitiinde yasadig
yoksunlugun mahkumlagma seviyesi lizerinde poztif yonli katkisi oldugu tespit edilmistir
(B=.63, p<.001). Buna gore mahkumlasmann %40’mmn oOrgiitsel yoksunluk tarafindan
agiklanabildigi goriilmektedir (Bkz. Tablo 18). Dolayisiyla oOrgiitsel yoksunlugun orgiitte

mahkumlasmay1 yordadigini One siiren ik arastrma hipotezi destek gormiistiir.

Tablo 18. Orgiitsel Yoksunlugun Orgiitte Mahkumlasmaya Katkis1

Orgiitte Mahkumlasma
Orgiitte Yoksunluk (Beta) — .63***

R 63
R 40

F 192.150
***p<.001

Buna ek olarak, orgiitsel yoksunlugun alt boyutlarmdan hangisinin/hangilerinin
orgiitte mahkumlagsmayr tam olarak acikladigm gorebimek icin ¢oklu regresyon analizi
yapimistr. Buna gore, Orgiitsel yoksunluk alt boyutlar, Orgiitte mahkumlagma ile
korelasyon analizinde elde edilen iligkilerinin giicliligli referans almarak hiyerarsik
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regresyon analizinde sralandiginda, Ozgiirlik yoksunlugunun mahkumlagma iizerindeki
katkismn anlamhhgm yitirdigi  (B=.07, p=.131) ve yoksunluk altboyutlarmmn Orgiitte
mahkumlasmann  %45’ini  agiklayabildigi tespit edimisti. Her bir degisken tek tek
eklendiginde ortaya c¢ikan R? degisimlernden de anlasilabildigi gibi, dort yoksunluk
tipinden giivenlik yoksunlugunun, Orgiitte mahkumlagsmann %30’unu agiklayarak, daha
Oonemli bir katkiya sahip oldugu da goriilebimektedir. Sonuglar Tablo 19°de
gosterilmektedir.

Tablo 19. Orgiitsel Yoksunluk Altboyutlarimn Orgiitte Mahkumlasmaya Katkis1

Bagimh Degisken: Orgiitte

Mahkumlas ma
RZ
Model B Biesiiit F

1 Giivenlik yoksunlugu S4FH* .30 123.357
Giivenlik yoksunlugu A3Fr*

2 Esya-hizmet qgrk 10 95.161
yoksunlugu '
Giivenlik yoksunlugu 3oFr*
Esya-hizmet ok

3 yoksunlugu .26 .05 77.612
Ozerklik yoksunlugu 26%**
Giivenlik yoksunlugu PEEEES
Esya-hizmet Dk

4 yoksunlugu ' .004 59.040
Ozerklik yoksunlugu i Talaka

Ozgiirlik yoksunlugu .07
* p<.05 **p<.01 ***p<.001

Bir diger degisken olarak cahsanin sosyodemografik 6zelliklerinin mahkumlagma
tizerindeki etkisini incelemek adma yapilan regresyon analizine gore; calisanlarn
sosyodemografik Ozelliklerinin, mahkumlasma {izerinde negatif yonli bir katkiya sahip
oldugu (B=-.51, p<.001) ve mahkumlasmayr %26 oraninda azaltabilecegi goriimektedir
(Bkz. Tablo 20). Dolayisiyla, ¢alsanlarm sosyodemografik — Ozelliklerinin - Orgiitte
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mahkumlagsmay1 yordadigm oOne siiren iglincli arastrma hipotezi de destek gdrmiistiir.
Sosyodemografik Ozelliklerin ‘kurum dis1 etkilesim’ ve ‘gelecek beklentisi’ alt boyutlarmmn
ayrl ayr1 Orgiitte mahkumlagmaya katkilari incelendiginde ise; gelecek beklentisinin orgiitte
mahkumlagmann  %16’sm  agiklarken, kurum dis1 etkilesimin  Orgiitte mahkumlagmanmn
%10’unu  acikladi@ goriilmektedir (Bkz. Tablo 21). Arastrma kapsaminda ¢alisann
demografik Ozellklerinin (yas, cinsiyet, medeni durum ve kurumda g¢alisma stiresi) Orgiitte
mahkumlagsma diizeylerinde farkhlk yaratacagi One siiriilen ikinci hipotez, ‘fark testleri’
bashg1 altmda test edilmistir.

Tablo 20. Sosyodemografik Ozelliklerin Orgiitte Mahkumlasmaya Katkisi

Orgiitte Mahkumlasma

Sosyodemografik Ozellikler (Beta) - 51***

R 51

R? .26

F 103.484***
*rxp< 001

Tablo 21. Sosyodemografik Ozelliklerin Altboyutlanmin Orgiitte
Mahkumlasmaya Katkisi

Orgiitte Mahkumlasma
R2

Model B — F
Degisimi
1 Gelecek Beklentisi -, 39%** .16 54.218
Gelecek Beklentisi -.36%**
Kurum Dis1 Etkilesim -.33*** 10 51.608

* p<.05 **p<.01 ***p<.001
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Kriminoloji alan yazmmnda, mahkumlagma kavramu Yoksunluk ve Tasma
modelleriyle ayr1 ayrn agiklandigi gbi, bu iki modelin birlikte kullanidigmda kavrammn
aciklayicihigmi artrdigma yonelik bulgular da yer almaktadr (Paterline, 1999; Thomas,
1977b). Buradan hareketle, orgiitte mahkumlasma kavrammm Oncelleri olarak One siirtilen
orgiitsel yoksunluk ve sosyodemografik Ozellklerin birlkte kullanlmasmm, kavrammn
aciklayicthgmi  artrp  artrmayacagm  gormek igin  hiyerarsik  regresyon  analizleri
gerceklestirimistir. Buna gore tek bagma Orgiitte mahkumlagsmann %40’m agiklayabilen
orgiitsel yoksunluk, sosyodemografik oOzelliklerle beraber degerlendiridiginde kavrammn
aciklayiciligr %47’ye yikselmektedir (Bkz. Tablo 22).

Tablo 22. Orgiitsel Yoksunluk ve Sosyodemografik Ozelliklerin Orgiitte
Mahkumlasmaya Birlikte Katkisi

Bagml Degisken: Orgiitte Mahkumlagma

R2
Model R? F
oce b Degisimi
Orgiitsel
1 yoksunluk 63*** .40 40 192.150
Orgiitsel B
Y oksunluk :
2 ) A7 .07 130.566
Sosyodemografik 30rrr
Ozellikler '

*p<.05 **p<.01 ***p<.001

Orgiitte mahkumlasmann daha &nce asimilasyon ve ayrisma olarak aciklanan
tepkileri iizerine etkileri Olgmek icin regresyon analizleri yapimistr. Bunun yani smra,
cahsann Orgiitte mahkumlasmasmm, Orgiitsel sinizm, ise yabancilasma, yasam doyumu ve
hissedilen olumlu ve olumsuz duygulari (PANAS) iizerinden Oznel iyi olus, ise ve
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calismaya baghlk izerindeki katkilarmi da Olgiimlemek i¢in bir dizi regresyon analizi
gerceklestirilmistir.

Oncelikle asimilasyon tepkisi ve Orgiitte mahkumlasma arasmda yapilan regresyon
analizine gore, mahkumlasmann c¢alsann asimilasyon tepkisi lizerinde negatif yonli bir
katkiya sahip oldugu gorilmiis (B=-.22, p<.001) ve asimilasyon tepkisini %5 orannda
azaltabilecegi tespit edimistr (Bkz. Tablo 23). Dolaysiyla oOrgiitte mahkumlasmanmn

orgiite asimilasyon tepkisini yordadigin1 one siiren dordiincii hipotez desteklenmistir.

Orgiitte  mahkumlasmanin  ¢alsann  Orgiitine  asimilasyonunun  alt  boyutlar:
iizerindeki etkisme darr de bir inceleme yapimustr. Mahkumlasma ile asimilasyon alt
boyutlar1 arasmda yapilan regresyon analizleri sonucuna gore; mahkumlasmann diger
cahsanlara sadakatsizik boyutunu negatif yonli %3 orannda yordadig (p=-.16, p<.01),
diger calisanlardan izolasyon boyutunu ise poztif yonlii %5 orannda acikladiyi (B=.23,
p<.001) goriilmiistiir. Ancak dikkat ceken en Onemli bulgu, mahkumlagsmann c¢ahsann
Orgiitine uyumlanma boyutunu %17 orannda azalttig1 (f=-.41, p<.001) yoniinde olmustur.

Diger yandan, mahkumlagsmann ¢ahsan tepkilerinden oOrgiitten ayrisma {izerinde
%?2 oranmda katkismm oldugu tespit edilmistir (f=.13, p<.05). Bu sonuca gore, Orgiitte
mahkumlasmann ayrisma tepkisini yordayacagm One siiren besinci hipotezi destek
gormiistiir. Ayrica mahkumlagsmanm, ayrismanm Orgiit politikalarma muhalefet altboyutuna
da %2 oranmda (B=.15, p<.05) pozitif yonli zayif bir katkismm oldugu, grup dayamsmasi
atboyutuna ise anlamhi bir katkismin olmadig1 tespit edilmistir.
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Tablo 23. Orgiitte Mahkumlagsmanin Mahkumlasma Tepkilerine Katkis

Orgiitte Mahkumlagma

Bagimh Degiskenler B R R? F
Orgiite Asimilasyon Tepkisi -.22%** 22 .05 15.042
Diger Calisanlara Sadakatsizlik — -.16** .16 .03 7937
Diger Calsanlardan izolasyon — .23*** 23 .05 16.129
Orgiite Uyumlanma - 41%** 41 17 58.857
Orgiitten Ayrisma Tepkisi A13* 13 .02 5327
Orgiit Politikalarma Muhalefet  .15* A5 .02 6.201
Grup Dayanigmasi .08 .08 .01 1.857

*p<.05 **p<.01 ***p<.001

Orgiitte mahkumlasma ve diger bagmh degiskenler arasmdaki iliskilere dair
yapillan  regresyon analizleri sonucunda;  Orgiitte = mahkumlagsmann  c¢ahsann  ise
yabancilagmasmi %35 orannda acikladig  (B=.59, p<.001) goriimektedir. Ayrica,
mahkumlagsmann  c¢alsann  olumsuz  duygularmm  %23’tnii  aciklayabildigi  (B=.47,
p<.001), calsann olumlu duygularm (p=-.29, p<.001) ve yasam doyumunu ise (B=-.40,
p<.001), srasiyla % 8 ve %16 orannda azaltabilecegi tespit edilmisti. Bu sonuglara gore,
orgiitte mahkumlagmann ise yabancilagsma ve Oznel iyi olus diizeylerini yordadigmi One

stiren altmc1 ve yedinci hipotezler de destek gdrmektedir.

Bunun yam swa, Orgiitte mahkumlasmanmn c¢ahsann oOrgiitsel sinizm davramslarma
%358 orannda poztif yonli giichi bir katki sagladig (B=.76, p<.001), ise baghlk iizerinde
ise %5 orannda negatif ve zayif bir katkisi oldugu gorimistir (B=-.23, p<.001).
Dolayssiyla, oOrgiitte mahkumlagmanmn cahsanin oOrgiitsel sinizm ve ise baghlk diizeylerini

yordadigin1 One siiren sekizinci ve dokuzuncu arastrma hipotezleri de destek gormiistiir.

Ancak, Orgiitte mahkumlasmanin c¢aligmaya baghlk {izerinde anlamh bir katkist
olmadig goriimii, dolayisiyla arastrmann onuncu hipotezi reddediimistir.  Bulgular
Tablo 24°de gosterilmektedir.
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Tablo 24. Orgiitte Mahkumlagsmanin Diger Degiskenlere Katkisi

Orgiitsel Ise Olumlu Olumsuz Yasam Ise
Sinizm Yabancilagsma Duygular Duygular Doyumu Baghhk
Orgiitte
Mahkumlasma (Beta) .76*** Bg*** - 29%** LTFF* -40*** - 23%F*
R .76 .59 .29 47 40 .23
R? 58 .35 .08 23 .16 .05
F 405.271*** 161.362*** 26.263*** 85.204*** 56.805*** 15.907***
*x%0<0,001

4.4 DEMOGRAFIK DEGISKENLER UZERINDEN FARK TESTLERI

Katihmeilarm  galstiklar1 ~ Orgiitte  mahkumlagsma  diizeylerinin  cinsiyetleri, medeni
durumlari, meslekleri, yoneticilk pozisyonlari, c¢ahstiklart kurumun tiirti ve Dbiiyiikligiine
gore farkllk gbsterip gostermedigini test etmek amaciyla bagimsiz Orneklemler t-testi ve

varyans analizi yapilmustir.

Analizler neticesinde ¢aliganlarm Orgiitte mahkumlagma diizeylerinin - demografik
Ozelliklerme gore farkhlk gostermedigi goriilmiis, dolaysiyla arastrmanm ikinci hipotez

destek gérmemistir.

Ancak, mahkumlasmann Oncill ve sonu¢ degiskenleri olarak ele alnan diger
degiskenlerde de, bahsi gegen demografik Ozellklere gore bir farkhik olup olmadig test
edimistir. Elde edilen bulgular bu bolimde incelenmistir.

4.4.1 Cinsiyete Gore Fark Testleri

Aragtrma kapsammndaki diger degiskenlerin cinsiyete gore farkhlk gOsterip
gostermedigini  tespit etmek icin  yapian analizler sonucunda, Orgiitsel yoksunluk
altboyutlarmda, kadm cahsanlarm erkeklere gore daha yiksek seviyede Ozgiirliik
yoksunlugu yasadigr (3.46>3.12, t=2.24, p<.05), erkek calsanlarmsa kadmlara gore daha
fazla giivenlik yoksunlugu yasadig1 tespit edimistir (2.98>2.69, t= -2.34, p<.05).
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Diger yandan c¢alsanlarm cinsiyetlerine  gdre  mahkumlasmaya  verdikleri
asimilasyon tepkisinde, anlamllik degerine olduk¢a yakm bir sonu¢ ile farklik
gozlenmektedir. Buna gore erkek calisanlarm, kadin cahsanlara gore daha fazla asimilasyon
tepkisi gosterdikleri goriilmektedir. (3.05>2.89, t= -1.95, p=.052). Diger yandan, Orgiite
asimilasyon alt boyutlarmda, erkek c¢albsanlarm kadmlara gore diger ¢alsanlara
sadakatsizlik seviyelerinin daha yiiksek oldugu tespit edilmistir (2.96>2.44, t= -4.18, p<
.001).

Ayrica, kadin cahsanlarm yasam doyumunun erkek cahsanlara gore daha yiliksek
oldugu (3.24>3.00, t=2.48, p<.05), erkek calsanlarm ise cahsmaya baghlklarmm kadmlara
gore daha fazla oldugu da tespit edimistr (2.31>2.07, t= -2.58, p<.05). Yukarida
bahsedilen tiim sonuglar Tablo 25’de sunulmaktadr.

Tablo 25. Cinsiyete Gore Fark Testi Sonuclan

Std.
Degisken Cinsiyet N  Ortalama Sapma t p
Ozgirik ~ Kadm 180  3.46 125 9239 .02

Yoksunlugu ~ Erkek 116 3.12 1.29

Givenlk ~ Kadnm 180  2.69 104 9340 020
Yoksunlugu ~ Erkek 116 2.98 1.07

Orgiite Kadn 180 2.89 0.70

Asimilasyon  Erkek 116 3.05 0.66 -1.947 .052
Diger Kadmn 180 244 0.91

Calsanlara Erkek -4.185 .000

Sadakatsizlik 116 2.96 112

Calsmaya  fadm 180 207 075 2576  .010
Baghtk  Erkek 116 231 0.82

Kad
Yasam adit 180 324 079 o481 014
Doyumu Erkek 116 3.00 0.83

4.4.2. Cahsilan Kurum Tiiriine Gore Fark Testleri

Yapilan analizlere gore, Orgiitte mahkumlagsmaya verilen asimilasyon tepkisi
bakimndan 6zel kurumlarda ¢abganlarm devlet kurumlarma gore daha fazla asimile
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olduklar1 goriimektedir (3.00>2.81, t=2.07, p<.05). Asimilasyon tepkisinin alt boyutlarma
bakidiginda ise, O6zel kurum caliganlarmm devlet ¢alisanlarma gore daha fazla uyumlanma
tepkisi verdikleri tespit edilmistir (3.71>3.23, t=3.54, p<.001).

Ayrica, sosyodemografik faktorler iizerinden incelendiginde, devlet c¢ahsanlarmnmn
0zel kurum cabsanlarma gore kurum digindaki etkilesimlerinin ve gelecek beklentilerinin
daha yikksek seviyede oldugu goriilmektedir (3.35>3.01, t= -3.53, p<.001).  Orgiitsel
yoksunluk bakmmmdan ise, devlet cahsanlarmmn 6zel kurum cahlsanlarma gore daha yiiksek
seviyede esya ve hizmet yoksunlugu yasadig (2.98>2.62, t= -2.62, p<.01; buna karsm o6zel
kurum ¢alganlarmm devlet kurumu cahsanlarma gore daha fazla Ozgiirlik yoksunlugu
yasadig gorilmektedir (3.50>2.82, t= 4.44, p<.001). Buna ek olarak, devlet kurumu
calsanlarmm 6zel kurum calganlarma gore daha fazla Orgiitsel sinizm yasadiklar
(3.00>2.61, t= -2.98, p<.01), ancak 06zel kurum c¢ahsanlarmmn daha fazla olumlu duyguya
sahip olduklar1 da tespit edilmistir (3.86>3.65, t= 2.84, p<.01). Yukarida bahsedilen tiim
sonuclar Tablo 26’de sunulmaktadir.

Tablo 26. Kurum Tiiriine Gore Fark Testi Sonuglan

Std.
Degisken Kurum Tiirii N Ortalama Sapma t p
At Ozel 220 3.00 0.70
rigtiis 2,068 040
Asimilasyon Devlet 76 281 0.62
roii Ozel 220 3.71 1.06
Orgiite 3543 000
Uyumlanma Devlet 76 3.23 0.94
: Ozel
Sosyodemografik “ 20 Sl iz -3.528 .000
Ozellikler Devlet 76 335 0.71
Esya-hizmet Ozel 220 2.62 1.03 2621 009
Yoksunlugu Devlet 76 2.98 1.07
. Ozel
il “© 220 a2l Lol 4441 000
Yoksunlugu Devlet 76 2.82 1.08
. Ozel 220 261 1.01
Orgiitsel -2.977 .003
Sinizm Devlet 76 3.00 0.96
Ozel
Olumlu “ 25 €8 dis 2,839 005
Duygular Devlet 76 3.65 0.59
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4.4.3. Yoneticilik Pozisyonuna Gore Fark Testleri

Yoneticilik pozisyonuna sahip cabsanlarm, olmayanlara gore daha yiksek
seviyede asimilasyon tepkisi verdikleri goriilmiis (3.13>2.89, t= -2.72, p<.01); asimilasyon
alt boyutlarmdan Orgiite uyumlanma ve diger c¢alsanlara sadakatsizlik davranslarmda
yoneticilerin seviyeleri daha yiliksekken (srastyla, 3.82>3.50, t= -2.34, p<.05 ve 3.14>2.46,
t= -4.39, p<.001); bir yoneticiik roli olmayan ¢ahsanlarm ise diger cahsanlardan daha
fazla izole olduklart tespit edimistir (2.51>2.21, t=2.24, p<.05). Ek olarak, anlamhhk
smrma oldukca yakm bir degerle, yoneticiik rolii olan ¢ahsanlarm, olmayanlara gore
mahkumlagsma tepkisi olan ayrigma alt boyutlarma gore daha fazla oOrgiit politikalarma
muhalefet gosterdikleri de tespit edilmistir (3.94>3.70, t= -1.90, p=.058).

Ayrica, yoneticilk rolii olmayan calsanlarm, yonetici ¢ahsanlara gore daha fazla
orgiitte yoksunluk yasadiklart goriimis (2.99>2.72, t= 2.62, p<.0l); yne anlamhlk
smrma olduk¢a yakm bir degerle daha yiksek seviyede oOrgiitsel sinizm gosterdikleri tespit
edimistir (2.78>2.52, t=1.95, p=.053). Sonuglar Tablo 27°de sunulmaktadir.

Tablo 27. Yoneticilik Pozisyonlarina Gore Fark Testi Sonuclan

Degisken Yoneticilik N Ortalama Std. t p
Pozisyonu Sapma
Orgii Yok 217 2.89 67
Orgite 2717 007
Asimilasyon Var 79 3.13 71
i Yok
Orgiite 0 27 350 105 2344 020
Uyumlanma Var 79 3.82 1.02
Yok
Diger Cahganlara 0 2 2 &b -4.394 .000
Sadakatsizlik Var 79 314 1.28
Yok
Diger Calisanlardan 0 217 251 103 2.245 .025
[zolasyon Var 79 221 .95
. Yok
Orgiit Politikalarma 217 370 98 -1.901 .058
Muhalefet Var 79 394 92
Yok 217 2.9 78
\ar 2.618 .009
Orgiitsel Yoksunluk 79 2.12 .74
Yok 217 2.78 1.00
1.946 .053
Var 79 252 1.01

Orgiitsel Sinizm
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4.4.4. Mesleklere Gore Fark Testleri

Katihmcilarm meslekleri iizerinden yapilan fark testlerine gore; akademisyenlerin,
diger meslek gruplarma gore mahkumlasmaya karsi daha fazla ayngma tepkisi gosterdikleri
(F=3.42, p<.05) gorilmektedir. Ozellikle ayrisma tepkisi altboyutlarmdan  grup
dayanmigmasi, akademisyenler arasnda, diger meslek calsanlarma gore daha fazla
gortilmektedir (F=3.87, p<.05).

Uzmanhk mesleklerindeki ¢alisanlarm akademisyenlere gore daha fazla ise
yabancilagma yasadiklar1 (F=4.22, p<.05), buna karsm akademisyenlerin diger meslek
grubu cabsanlarma gore islerine daha fazla baghlk gosterdikleri de tespit edimistir
(F=4.54, p<.05)

Diger yandan, diger meslek gruplarmda cabsanlarm, uzmanhk mesleklerinde yer
alan cahsanlara gore daha fazla asimilasyon tepkisi verdikleri (F=3.20, p=.05)
goriilmektedir. Asimilasyon tepkisi alt boyutlarni incelendiginde ise, akademisyenlerin hem
uzmanlk mesleklerindeki hem de diger mesleklerdeki ¢alsanlara gore, kurumlarmdaki
diger calbsanlardan daha fazla izole olduklar goriilmektedir (F=5.55, p<.05). Ancak, diger
cahsanlara  sadakatsizk alt boyutunda, diger meslek gruplarmdaki cahsanlarm,
akademisyenler ve uzmanhk mesleklerindeki ¢alsanlara gore daha yiiksek seviyede
olduklar1 da tespit edimistir (F=9.79, p<.001).

Ayrica, akademisyenlerin diger meslek grubundaki ¢ahsanlarma gore daha yiiksek
seviyede oOrgiitsel sinizm gosterdikleri (F=3.89, p<.05), bu farkn ozellikle sinizmin biligsel
boyutunda belirgin oldugu da tespit edimistir (F=5.44, p<.05). Sonuglar Tablo 28’de
sunulmak tadr.

Son olarak, c¢ahsanlarm medeni durumlart ve c¢alstiklarn kurum biiytiklikleri
bakimmndan Orgiitte mahkumlasma, yoksunluk ve mahkumlasma tepkilerinde anlamh bir
farkhlik gOriilmemistir.
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Tablo 28. Mesleklerine Gore Fark Testi Sonuclan

Uzmanlik

Bagimh Degisken Akademisyen Meslekleri Diger p F

Ort. Ort.

Ort.

Orgiitsel Sinizm 2.92a 2.68 2.49b .024 3.786
Ise Yabancilasma 2.25b 2.63a 2.50 016 4.222
Ise Baghlik 3.11a 2.85 2.76b 011 4.536
Asimilasyon 2.92 2.88b 3.13a .042 3.201
girli“tsel Sinizm 3.18a 2.93 2,670 005 5.440
Asimilasyon-Diger
Calisanlardan 2.70a 2.31b 2.25b .004 5.550
izolasyon
Asimilasyon-Diger
Calisanlara 2.42b 2.56b 3.08a .000 9.786
Sadakatsizlik
Ayrigma 4.06a 393 3.74b .034 3.424
Aynsma-Giup 4.26a 401 3.84b 022 3.868
Dayanismasi

Not: Her satirdaki ‘a’ ‘b’ harfleri birbirinden istatistiksel olarak farkli gruplar1 gdstermektedir.

4.5 ILAVE ANALIZLER

Orgiitte mahkumlasmann  6nciill ve sonu¢ degiskenlerinin  arastrildizi  bu
cahsmada, elde edilen bulgulara ek olarak, mahkumlagsmann ara degisken islevi de test
edilmis; bunun i¢in bir dizi regresyon analizi gergeklestirilmistir (Bkz Tablo 29 ve 30).

Mahkumlasmann diger degiskenler arasmndaki ara degisken roliinii test edebimek
icn Baron ve Kenny’nin (1986) lic asamah regresyon analizi yapimistr. Buna gore;
bagmsiz degiskenin hem ara degisken hem de bagmh degisken iizerinde ve ara degiskenin
bagmh degisken ilizerinde anlamh katkilari arannus, ara degisken kontrol edildiginde ise
bagimsiz  degiskenin  bagimh degisken lizerindeki Onceki katkismn  anlamlihgm
kaybetmesi ya da zayiflamas1 beklenmistir.
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Mahkumlagsmanmn oOrgiitsel yoksunluk ve yasam doyumu arasmdaki ara degisken
rolinli test etmek icin yapilan analizler sonucunda, yoksunlugun hem = Orgiitte
mahkumlagsma (B=.63, p<.001), hem de yasam doyumu iizerinde (B= -.25, p<.001) anlamh
katkilarmm oldugu goriilmiistiir. Orgiitte mahkumlasmanmn katkis1 kontrol edildiginde ise,
yoksunlugun yasam doyumu iizerindeki katkismm azalarak anlamhhgm kaybettigi (B= .03,
p=.89), orgitte mahkumlagsmanmn ise yasam doyumu iizerinde anlamh katkismm bulundugu
(B= -.40, p<.001) tespit edimistir. Bu sonug, Orgiitte mahkumlasmanm, Orgiitsel yoksunluk

ve yasam doyumu arasmdaki ara degisken islevine tam destek vermektedir.

Benzer sekilde, mahkumlagmanmn oOrgiitsel yoksunluk ve olumsuz duygular
arasindaki ara degisken rolii de tam destek gormektedir. Nitekim, orgilitsel mahkumlagsma
olumsuz duygular iizerinde de anlamh bir katkiya sahiptr (B= .49, p<.001).
Mahkumlagsmanin ~ katkis1 kontrol edildiginde, Orgiitsel yoksunlugun olumsuz duygular
iizerindeki anlamh katkis1 (B= .28, p<.001) ise zayiflayarak anlamlligm yitrmistr (B= -
.03, p=.65).

Diger yandan, orgiitsel mahkumlagsmanm, yoksunluk ve Orgiitsel smizm arasmdaki
ara degisken iglevi de test edimisti. Mahkumlagmanin Orgiitsel sinizm {izerindeki anlamh
katkismn yam swra (B=.65, p<.001) orgiitsel yoksunluk da sinizm iizerinde anlamh bir
katktya sahiptir (=58, p<.001). Ancak mahkumlagsmanmn katkis1 kontrol edildiginde
gerceklestirilen regresyon analizine gore, Orgiitsel yoksunlufun sinizm iizerindeki etkisi
anlamhhgm kaybetmese de zayiflamaktadr (B= .17, p<.001). Buna gdre mahkumlasmanmn

yoksunluk ve sinizm arasmdaki ara degisken rolii kismen destek gormektedir.

Ayrica, mahkumlagsmanin yabancilagma iizerinde de anlamh katkis1i (B=.46,
p<.001) oldugu goriimiis, mahkumlagsmann katkis1 kontrol edildignde Orgiitsel
yoksunlugun yabancilagsma iizerindeki anlamh katkis1 da (=51, p<.001), anlamhhgm
yitrmeden zayiflamistr (=22, p<.001). Buna gore, Orgiitte mahkumlasma, yoksunluk ve

yabancillagma arasmda da kismen ara degigsken rolii tistlenmektedir.
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Tablo 29. Bagimsiz degiskenlerin, ara degisken ve bagimh degiskenlere katkisi

1. Asama 2. Asama
Bagimsiz Ara Degisken Bagimh Degiskenler
Degiskenler Orgiitte Ise Orgiitsel Yasam Olumsuz  Asimilasyon Orgiite
Mahkumlagsma  Yabancilasma  Sinizm Doyumu Duygular Tepkisi Uyumlanma
Orgiitsel
Yoksunluk (B) B3*xx S1xxx Y Tt 28xxx - 35%xx
R? .39 .26 .34 .06 .08 A2
Diizeltilmis R? .39 .25 .34 .06 .07 A2
F 192.150 101.691 152.191 19.187 25.003 41.715
Sosy odemografik
Faktorler (B) - 51x** 14* 23***
R? .26 .02 .05
Diizeltilmis R? .26 .02 .05
F 103.484 6.258 17.005
*p<.05 **p<.01***p<.001
Tablo 30. Orgiitte mahkumlasmamn ara degisken rolleri
: Orgiitsel Yasam Olumsuz  Asimilasyon Orgiite
e ebeanelaie) Sinizm Doyumu  Duygular Tepkisi Uyumlanma
Orgiitte
M ahkumlasma (B) AB*** B5xx SALREE fgRRk - 20%%* - 3grxx
Orgiitsel
Yoksunluk (B) 20%xx A7xxx 01 -03 -16*
R? .38 .60 .16 .22 18
Diizeltilmis R? .38 .59 .16 22 .18
F 91.124 217.871 28.316 42.588 32.586
Sosyodemografik
Faktorler (B) .04 .03
R? .05 A7
Diizeltilmis R? .04 .16
F 7.717 29.513
*p<.05 **p<.01 ***p<.001
Ek olarak, Orgitte mahkumlagmann yoksunluk ve asimilasyon tepkisi

altboyutlarmdan  orglite uyumlanma arasmdaki ara degisken roli

de

kismen destek

gormektedir. Nitekim mahkumlagmann Orgilite uyumlanma {izerinde anlamh katkisi tespit
edimis (B= -.39, p<.001) ve mahkumlagsmann katkis1 kontrol edildiginde yoksunlugun
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orglite uyumlanma iizerindeki anlamh katkist (B= -.35, p<.001), anlamhhgm yitirmeden
zayifflamistir (f=-.16, p<.05).

Orgiitte mahkumlasmann ~ sosyodemografik faktdrler ve Orgiite  asimilasyon
arasmdaki ara degisken roli de tam destek gormiistir. Oncelikle sosyodemografik
faktorlerin - Orgiitte mahkumlagma iizerinde anlamh bir katkismin oldugu tespit edilmistir
(B= -.51, p<.001). Ancak, mahkumlagsmann katkist (B= -.20, p<.001) kontrol edildiginde,
Orgiite asimilasyon {izerinde anlamh katkist olan sosyodemografik faktorlern (B=.14
p<.05), katkismin zayiflayarak anlamliligmi kaybettigi tespit edilmistir (B=.04, p=.51).

Benzer sekilde, Orgiitte mahkumlasmanm, asimilasyon tepkisinin alt boyutlarnda
orgite uyumlanma ile sosyodemografik faktorler arasmdaki ara degisken islevi de tam
destek gOrmiistiir. Buna gore, mahkumlagsmann katkist (B= -.39, p<.001) kontrol
edildiginde, orgiite  uyumlanma  tepkisi lizerinde anlamh katkist tespit  edilen
sosyodemografik  faktorlerm  (=.23, p<.001), =zayflayarak anlamhligm  yitirdigi
goriimektedir (f=.03, p=.58).

4.6 BULGULARIN OZETi

Cahsma kapsammnda arastwrilan degiskenlern  Olciimii  igin kullanlan  tiim
Olceklerin faktdr analizleri yapimug; sosyodemografik Olcek disindaki tiim  dlgeklerde
.70’in iizerinde seyreden i¢ tutarhlk katsayilarma ulagimistr. Yalnizca sosyodemografik
ozelliklerin Olgtildiigii dlcek icin i¢ tutarhlik katsayisi .59 olarak tespit edilmistir.

Arastrma hipotezlerinden ikinde Orgiitsel yoksunlugun Orgiitte mahkumlagmanmn
yordayicisi oldugu One siirlilimiis ve yapilan regresyon analizleri neticesinde bu hipotez
destek gormiistiir.
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Cabsanlarm orgiitte mahkumlasma seviyelerinin, demografik oOzelliklerine gore
farkhlik gosterecegini One siiren ikinci hipotezin test edilmesi neticesinde, anlamh bir
farklihiga rastlanmamusg, ikinci hipotez destek gérmemistir.

Diger yandan, oOrgiitte mahkumlagmanmn Onceli olarak ortaya konan ve g¢alisanlarm
cabstiklart kurum digindaki etkilesimleri ile kurumdan ayriimalari halinde gelecek
yasantilarma dair beklenti kalitesini igeren sosyodemografik faktorlerin, yapilan regresyon
analizleri neticesinde anlamh bir yordayici role sahip oldugu tespit edilmisti. Buna gore,

arasgtrmanimn tglincli hipotezi destek gormiistiir.

Orgiitte mahkumlasmann sonucu olarak 6ne siirillen degiskenler icin yapilan
regresyon analizleri sonucunda; Orgiitte mahkumlagmanm, ¢alsann oOrglitiine asimilasyon
ve Orgitinden ayrigma tepkilerini, cahsann yabancilagsmasmi, olumlu duygular ve yasam
doyumu {izerinden cahsann Oznel iyi olus diizeyini, c¢alhsann Orgiitsel sinizm diizeyni ve
ise  baghhgmi anlamh bir sekilde yordadiZi tespit edimisti.  Ancak, Orgiitsel
mahkumlagmanin beklenenin aksine ¢ahsann c¢ahsmaya baghlk seviyesinde her hangi bir
belirleyici rolii olmadigi goriimiistir. Buna gore, dordiincli, besinci, altncy, yedinci,

sekizinci ve dokuzuncu hipotezler destek goriirken, onuncu hipotez destek gormemistir.

Arastrma hipotezlerinden bagmmsiz olarak, Orgiitte mahkumlasmanin ara degisken
rolleri de incelenmisti. Buna gore Orgiitte mahkumlasmanm, Orgiitsel yoksunlufun hem
yasam doyumu hem de olumsuz duygular iizerindeki etkisinde ara degisken islevi tam
destek gormektedir. Ancak, Orgiitsel yoksunlugun, Orgiitsel sinizm, ise yabancilagma ve
orgiite uyumlanma tizerindeki ayr1 ayr etkilerinde, orgiitsel mahkumlagmann ara degisken
islevi  kismen destek gOrmiistiir. Ayrica, sosyodemografik oOzelliklerin  hem Orgiite
asimlasyon hem de Orgite uyumlanma altboyutu iizerindeki etkilerinde, Orgiitte
mahkumlagmanin ara degisken roliiniin tam destek gordiigi tespit edimistir.
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5. TARTISMA

Bu boliimde aragtrma kapsammnda test edilen hipotezlerin bulgular, Orgiitsel
davramis kapsamminda yapilan arastrmalarm, ¢esith sosyal psikoloji kuramlarmm ve
mahkumlagsma  kavrammmn ik olarak ele alndim  kriminal cahsmalarm  1s18nda
tartistlacak tir.

Buna ek olarak, arastrma kapsaminda yer almayan, ancak bulgular neticesinde
arastrmacmm inisiyatifiyle gerceklestirilen ilave analizlerin neticesinde de, mahkumlagma
kavrammmn oOnciil ve sonu¢ degiskenleri arasmdaki ara degisken rolleri iizerinde de

durulacaktrr.

5.1. ORGUTSEL YOKSUNLUK VE ORGUTTE MAHKUMLASMA

Sanayilesmenin ve toplu iretimin gergeklesmeye basladigt zamandan bu yana,
orgitlerim  Oncelikli hedefi verimlerini artrmak, i¢inde bulunduklart sektérde hayatta
kalmak ve ekonomik biiyime saglamak olmustur. Kisa zamanda daha fazla retim
yapabilmesi i¢in {ireticinin, yani ¢ahsann kapasitesini yiikkseltmek adma da cesith
giidiileyiciler kullanildign bilinmektedir. Uretim bandmnda seri iiretim yapan iscilere hedef
kotalar koymak, ilave iiretilen her parca basma ekstra 0deme yapmak gibi dis kaynakh
gidileyiciler kullamildigi gibi; iscinin cahsma saatlerini  yiikseltmek, zaman zaman da
sermayeye aktarmak adma isciye ve emege ayrilacak biitgeyl kisarak gideri azaltmak gibi
yontemlerin de kullanildig1 bilinmektedir.

Elbette teknolojik gelismeler, Ozellikle diinya savaslari sonrasmda sosyal psikoloji
alannda ortaya konan cesith kuramlar, insan davramsm giidiileyen tek faktoriin ekonomik
ve digsal sebeplerden olusamayacagmi, mnsanda gerceklestirilmek istenen davrams ve tutum
degisikligi icin ¢ok daha kalict yontemler gerektigini acgiga c¢ikarmustr. Zira motivasyonun
yalnizca cahsana disaridan aktardan bir 6demeyle ve Odiille ya da maas kesmtisi ve Odiilii
kaybetme korkusu gibi cezai yontemlerle, diger bir deyisle davranmggr yaklagmmlarla
saglanamayacagl anlasimis; c¢alisanmn isini benimsemesi, kurumu sahiplenmesi, goniilliilik
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seviyesinde Orgiitime baghlk gostermesi ve hatta giiniimiiz Orgiitlerinin neredeyse klise
sayllabilecek diizeydeki deyisiyle calbstin kurumu “ailesi” olarak gormesi en temel ve
kalict motivasyon unsuru olarak goriilmeye baglanmistr. Ancak kisinin kendi bagmsiz
bireyselliginin yam swra, neredeyse kimligiyle Ozdesim kurabilecegi bir Orgiit ortamu
yaratmak sanildigi kadar kolay gorimmemektedir.

Bu noktada, endiistri-orgiit psikolojisi ve Orgiitsel davrams alanlarmda motivasyon
lizerine c¢alsan uzmanlar, cahsanmn {irettifi somut ya da soyut c¢iktilarm yam sira, iretim
stirecindeki kosullarm da degerlendiriimesi gerektiginden bahseden bir dizi ¢ahsma ortaya
koymuglardir. Bahsi gegen kosullar elbette yalnizca c¢alsma ortamlarmin  fiziksel
Ozelliklerini degil, calsanmn isine anlam yiiklemesini, kendini c¢ahstii Orgiitiin degerli bir
parcast olarak gormesini saglayacak olan kosullardr. Herzberg’in (1968) ortaya koydugu
ki faktor kurammda da, salt dig kaynakh Odiillerin ve cahsma ortammm fiziki yapism
olusturan hijyen faktorlernin tek basma giidilenmeyi saglayamayacagndan, ancak ve
ancak kisinin orgiit icinde bir birey olarak fark edilmesi ve takdir gormesi, sorumluluk
alabilmesi, basarma duygusunun tatmin edimesi ve mesleki gelisiminin desteklenmesi gibi
ic kaynakh unsurlarm giidiilenmeyi saglayabileceginden bahsedilmistir (Aamondt, 2010).
Nitekim c¢abstign oOrgiitte takdir ve saygmhk kazanan, kendisine Ozerklk ve Ozgiirliik
saglanan calsanm, kendini ¢ok daha yetkin ve giivenilir gordiigiinden (Spector, Dwyer ve
Jex, 1988), daha yiksek is tatmmi ve daha diisik stres yasadiklarmda da s6z edilmektedir
(Fried ve Ferris, 1987).

Bu durum gilinimiizin ¢agdas ve kurumsal Orgitlerini ¢alsan motivasyonunu
artrmak adma farkl yaklagimlar sergilemeye itmisti. Ancak cogunlukla gelismekte olan
toplumlarda, ekonomik giiclikler icinde hayatta kalmaya c¢alsan pek ¢ok Orgiit yonetimi,
boylesi bir degisime tereddiit ve direng gOstermekte ve geleneksel, denetim odakh,
kontrolcii ve davrams¢1 yaklasimlarmi siirdiirmektedir. Ozgiirliigin  aksine kontrol ve
denetimin, Ozerkligin aksine giivensizligin ve kisitlanmann var oldugu bir yapmnmn ise,
bireyi ireten ve ‘Orgitiiniin degerli bir pargasi olan” cahsandan, c¢aresiz br “mahkum”

haline doniistirmesine sebep olacag disiiniilmektedir.
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Orgiitte mahkumlasma kavrami, kriminoloji arastrmalarmdan esinlenerek ortaya
konmustur. Mahkumlasma mahkum edilmis suglilarm hapsedildikleri cezaevi kosullarma
az ya da cok Olciide adapte olmalar1 seklinde tammlanr (Clemmer, 1940). Tutuklunun
mahkumiyet karari sonrasmda cezaevine yerlestirilmesi, bireyin kendi iradesiyle yaptizi bir
secim degildir. Dolaystyla birey cezaevi kuruma girdigi an itibariyle mahkumdur. Ancak
bir Orgit cahsam, ise alndi@ kuruma karsiikh yasal bir anlasma yoluyla, kendi 6zgiir
iradesiyle  katdimakta ve bu kurumdaki yasantlart ve deneyimleri dogrultusunda
mahkumlagma yasamakta ya da yasamamaktadwr. Cahsanmn oOrgiitinde mahkum olmasma
yol acacak bu deneyimler arasmda ise, Orgiit yapismn zorlayici, kati ve yiliksek denetim
odakh olusu ve bireyin orada cahsmak icin motivasyonunu saglayacak olan fizyolojik ve
psikolojik ihtiyaglarindan yoksun kalmasi olacaktir.

Cahsma kapsaminda oOrgiitte mahkumlagsmaya sebep olacag diisiinilen oOrgitsel
yoksunluk kavrami, kriminal aragtrmalarda da mahkumlasmayr yordadigi sOylenen
Yoksunluk Modeli’nden hareketle olusturulmustur.  Orgiitsel yoksunluk  kapsammnda;
cahsann Orgiiti i¢cinde ne diizeyde denetim ve kontrol altmda oldugunun sorgulandig
Ozgirlik yoksunlugu, isini yaparken ne diizeyde kontrol sahibi oldugunun sorgulandig
ozerklik yoksunlugu, Orgiitinde kendisine ne Olgiide materyal ve kaynak saglandigmmn
sorgulandigi  esya-hizmet yoksunlugu ve calistigi Orgitte ne diizeyde i glivencesi
oldugunun sorgulandig1 giivenlik yoksunlugu boyutlar1 yer almaktadr.

Is tatmini ve motivasyon konusunda Iki Faktor Kurammyla, cahsan
motivasyonunun ancak bireyin i¢ kaynakh psikolojik ihtiyaclarmin karsilanmasiyla uzun
stireli olarak saglanabilecegini 0ne siiren Herzberg (1968), temel fizyolojik ihtiyaglarm ise
(6rnegin, kurumun c¢ahsanma sagladidi calgma ortanmu ve fiziksel kosullarm), yalnizca
tatminsizligi  Onleyecegini, tek bagma gidilleyici olamayacagmi savunmustur. Ancak,
kuramciya yoneltilen elestirilerde, ¢alisan motivasyonu i¢in hijyen faktorleriyle saglanan
fizyolojik kosullarm da, insan dogasmmn hayatta kalma icgiidiisii lizerinden, en az psikolojik
ihtiyaglar kadar oOnemli oldugu aktariimaktadr (Tieten ve Myers, 1998). Bu noktada
orgiitsel yoksunluk i¢inde yalnizca Ozerklk ve glivenlk yoksunlugu gibi psikolojik
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ihtiyaglarm degil, kurum tarafindan cahsana saglanan esya-hizmet ve Ozgiirlik yoksunlugu
gibi fizyolojik ihtiyaglarmn, eksikliginin de dlgiimleniyor olusu anlam kazanmaktadir.

Aragtrma neticesinde elde edilen bulgular, kriminal c¢ahsmalardaki bulgularla
tutarhbk gostermektedr ki, oOrgiitsel yoksunlugun, orgiitte mahkumlasmayr yordadigi tespit
edilmistir (=.63, p< .001). Diger bir deyisle, ¢alstizi kurumda yoksunluk yasadigm ifade
eden bireyler, yliksek seviyede mahkumlasma yasadiklarmi da ifade etmislerdir.

Ancak, ilgi c¢ekici bulgular, katlimcilarm hangi alanlardaki yoksunlugunun
mahkumlagsmayr daha fazla yordadigma darr yapilan hiyerarsik regresyon analizleri
neticesinde ortaya c¢ikmaktadr. Oncelikle, katlhmcilarm bilissel becerilerini  yilksek
seviyede kullanan beyaz ve altn yakah c¢alsanlardan olustudu g6z  Oniinde
bulunduruldugunda, mahkumlagmay1 en yiiksek seviyede yordayacag beklenen yoksunluk
tipi Ozerklk ve Ozgiirlik yoksunlugu olmustur. Ciinkii somut degil diistinsel iiriin ortaya
koyan bu tipteki ¢alisanlarm ancak esnek, denetimn en az oldugu O6zgiirlik¢li bir ortamda,
islermi  yaparken kendi Kkararlarmn alabilecek misiyatife sahip olarak yaraticiliklarm
besleyebilecekleri distiniilmektedir. Nitekim yapilan arastrmalar, bu tlirdeki calsanlarm
dis kaynakh oOdillerle gidilenmeye c¢alsidiklarmda, performans diisiisii yasadiklarm,
ancak kendilerine Ozerklikk tanmmasi halinde verimlerinin arttigim gostermistir (Azoulay,
Graff Zivin ve Manso, 2011; Baumeister,1984). Ancak bu arastrmada elde edilen
bulgularda, katiimcilarm giivenlik yoksunlugu yasadiklarmda daha fazla mahkumlastiklan,
Ozgiirlik yoksunlugu yasadiklarmda ise diger yoksunluk tiirlerine gére en az mahkumlagma
gosterdikleri fark edilmektedir.

Ozgiirlik yoksunlugunun mahkumlagmaya yol acacak olan en temel yoksunluk
tipi olacag beklenirken, giivenlk yoksunlugunu ©On plana ¢ikaran bu sonug, literatiire
dayal bilgilerle karsilastrildiginda saswtict olsa da, arastrmann yapildigi zaman dilimi ve
toplumsal olarak sahip oldugumuz kiiltiirel yapmiz disiinildiigiinde c¢ok da sasitict
olmamaktadir.
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Hofstede’m (1996) ulus Kkiiltiirlerine dair yaptigi ¢ok uluslu genis arastrmasmnda,
iilkemizin uzun-dénem odakh bir kiiltir yapisma sahip oldugu anlasiimaktadw. HofStede’e
gore uzun-donem odakh toplumlarda bireyler, zaman odagm simdide tutmak yerine
cogunlukla gelecek kaygis1 lizerine temellendirirler. Gelecegi giivence altmda tutmann ve
degisinden ziyade kalciign wvurgulandigt bir zaman odagma sahiptirler. Heniiz gelismekte
olan bir ekonomik yap1 icerisinde, uzun donem odagma sahip bu bireylerm, cahstiklari
oOrgiitteki ~ mahkumiyet  hislerini  yaratan  boyutlar  arasmda  Oncelkle  giivenlik
yoksunlugunun yer almast bu anlamda sasmtici olmamustr.  Diger yandan, arastrmanmn
yapidigt zaman dilimi i¢inde iilkemizde gerceklesen darbe girisimi neticesinde alnan
tedbir kararlart sebebiyle, katilimcilarm is giivencesine dair hassasiyetlerinin de artnug
olabilecegi diistiniilmektedir.

Sonu¢ olarak, oOrgitin kendisine sagladim imkanlar ¢ercevesinde c¢ahsanin
fizyolojik ve psikolojik ihtiyaglarmmn ne derecede karsiandig, diger bir deyisle yasadig
yoksunluk seviyesi, Orgiit igcinde kendmni ne diizeyde mahkum hissettigini belirleyen Onemli
onciil degiskenlerden biri olarak karsmuza c¢ikmaktadir.

5.2. DEMOGRAFIK BULGULAR

Arastrma kapsaminda Olgiilen Orgiitte mahkumlasma ve mahkumlagsmanm Onciil
ve sonu¢ degiskenlermin demografik Ozellkler acismdan farkllasp farkhlagsmadidi iizerine
bir dizi analiz gerceklestirilmistir. Cahsmann bas rol oyuncusu olarak One siirlilen Orgiitte
mahkumlagsma seviyesinin, hicbir demografik o6zellige gore farkllk gostermedigi tespit
edimistir. Diger bir deyisle, Orgiitte mahkumlasma seviyesi, yasi, cinsiyet, medeni
durumu, kurumdaki cahsma siiresi, yoneticiik pozisyonu ya da meslegi ne olursa olsun,
cabstim kurumun biylkligl, devlet ya da 06zel kurum olusundan bagmsiz olarak,
calsanlarda farkhlk gostermemisti. ~ Bu durumda, arastrmaya katlan c¢ahsanlarm genel
Ozellikleri tiizerinde diistinmek gerekir. Katimeiar, yogunlukla biligsel becerilerini
kullanan c¢alsanlardan secildikleri i¢in, beyaz ve altm yakal olarak tanmlanan, egitim
seviyesi yiksek, dolaysiyla icinde bulundugu kosullara dair beklentilerinin de yiiksek
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oldugu varsaylan bir kesimden olugsmaktadr. Dolaysiyla, ¢abstiklari kurumlara dair
benzer beklentilerde olup benzer olumsuziuklart yasayan kisilerin, ¢ogunlukla benzer
seviyelerde mahkum hissettiklerini  belirtmis  olabilecekleri  diistiniilmektedir.  Ancak,
cesitlligin daha yiiksek oldugu, 6rnegin aym grup icinde beyaz ve mavi yakah c¢ahsanlarm
da oldugu bir Orneklem i¢inde mahkumlasma puanlarmn da  farkhlasabilecegi
distiniilmektedir. Diger yandan, c¢algsanm Orgiitinde kendini ne diizeyde mahkum
hissettigi, caresizliZi ve seceneksizlifi lizerinden degerlendirildiginde, duygu boyutu
oldukca yiksek bir durumdur. Kisinin hissettiklerne yonelk bir derecelendirme ile
gerceklestirilen Olglim  sonuglan  farkhihik gostermediginden, bu duygunun arka planinda
yatan Onciil degiskenler ve davranis boyutunda ortaya konan sonu¢ degiskenlerde bir
farkhlik olabilecegi diistiniilm{istiir.

5.2.1. Cinsiyet

Oncelikle, ¢absanlarm  cinsiyetleri ~ yoniinden  yapilan  degerlendirmelerde,
kadmlarm, erkeklere gore, cahstiklar1 Orgiitte daha fazla Ozgiirlik yoksunlugu yasadiklarm
ifade ettikleri tespit edilmistir (3.46>3.12, p<.05). Diger bir deyisle, mesai saatleri icinde
kurumda bulunma, kurum disma c¢ikmak istenen her seferde izin alma zorunlulugu gibi
durumlar, kadmn c¢ahsanlar i¢cin erkek calisanlara gore daha biliyik bir sorun teskil
etmektedi. Bu noktada toplum tarafindan belirlenen cinsiyet rollerinin, kadmmn ev
yasantsmn ve buna bagh sorumluluklarmn is yasantismn gerektirdikleriyle, erkeklere
gore daha fazla catigma alam yarattigi distiniilmektedir. Duxbury ve Higgins (1991) is-aile
catismalarmdaki  cinsiyet  farkhhklarmi  isledikleri  arastrmalarmda, meslek  sahibi
kadmlardan, isyerlerinde isin gerektirdigi her tirli sorumlulugu bir erkek gibi
istlenmelermin -~ yam  swa, aileleri i¢indeki rollerinin  gerektirdiklermi de  eksiksiz
yapimalarmm  beklendigini  belitmektedirler. Bu bulguyu destekleyen bir meta-analiz
cahsmasnda ise, kadmlarm erkeklere gore aile yasantisma bagh sorumluluklarmdan
kaynakh aile-iy catismasmu daha fazla yasadiklari tespit edimistr (Byron, 2005).
Dolaysstyla, kadn cahsanlarm erkeklere gore daha fazla Ozgiirlik yoksunlugu yasadiklarm
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ifade etmis olmalar, is-aile c¢atimasi arastrmalarmdaki bu bulgularla da paralellik

gostermektedir.

Orgiitsel yoksunluk boyutunda one cikan dikkat cekici bir diger bulgu ise, erkek
calsanlarm kadmlara gore daha yiksek seviyede giivenlk yoksunlugu yasadiklarm
belirtmeleridir (2.98>2.69, p<.05). Daha once de degnilen toplumsal cinsiyet rolleri,
kadmlarm ve erkeklerin kendilerini toplum i¢indeki yasayis sekillerini belirlemede de
onemli bir etkiye sahipti. Gerek toplumun Kkiiltiirel altyapisi, gerekse toplumun baskmn
gelen belirleyici iang sistemleri, kadmm ve erkegin yasantismdaki temel amacglarm ve bu
amaclar dogrultusunda gerceklestirilmesi uygun eylemlerin ne olacagma karar veren bir
mekanizma gibi c¢ahsmaktadr (Basow, 1992). Ormegn, yapilan bir arastrma, yogun
zamanda oynatlan 124 televizyon programm incelemeye almis ve bu programlarm
iceriginde  kadn yasantlarmm cogunlukla aile ve arkadas iliskileri ¢ercevesinde
sekillendigini, erkeklerinse i hayatlar1 {izerine yogunlasan bir portre ¢izdigini tespit
etmistir (Lauzen, Dozier ve Horan, 2008). Benzer cahsmalar ve bulgular edebiyat, spor ve
meslek secimlerinde de siklkla karsimiza cikmaktadwr (Basow, 1992). Buradan hareketle,
erkek i¢in isini kaybetmek, kadmn icin oldugundan c¢ok daha travmatk bir olgu haline
gelebilir. Isini kaybeden erkek, toplum tarafindan kendine bigilmis ‘aile babas’ olma
gorevini yerine getiremedigi baskisiyla, is glivencesi yOniinden daha endiseli olabilir.
Kadmmn toplum i¢inde tanmlanan oncelikli gérevi kariyerinde ilerlemek ve is sahibi olmak
degil, cogunlukla aileyi bir arada tutmak ve c¢ocuklarm bakimmi saglamak yOniinde
olmaktadr. Bu noktada kadmm isini kaybetmesi halinde toplumsal yonden karsilasacag
baski, bir erkek i¢in oldugundan daha az olacaktr. Bu durum aym zamanda, erkeklerin
kurum kural ve normlarma kadmlardan daha fazla itaat etmeleri gerekliligini de ortaya
cikarabilir. Ki, Orgite asimilasyon boyutunda da, erkek calsanlarm kadmlara gore daha
fazla asimilasyon tepkisi verdikleri goriilmektedir (3.05 > 2.89, p=.05).

Cinsiyet rollerinin bu etkileri, erkeklerin ¢alisma hayatma yiikledikleri anlammn da,
kadmlarmkinden daha fazla olacagm distindirmektedir. Nitekim erkek cahsanlarm
cahsmaya baghlk diizeylerinin, kadmlarmkine gore daha yiksek oldugu belirlenmistir
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(2.31>2.07, p<.05). Diger yandan, asimilasyon alt boyutlarmda dier c¢ahsanlara
sadakatsizlk tepkisinde de, erkeklerin kadmlara gore daha Onde oldugu goriilmektedir
(2.96>2.44, p<.001). Yan, erkeklerin Orgiite uyumlanma siireclerinde ¢alsma
arkadaslarma kars1 sadakatsiz davranmglar gosterme egilimleri, kadmlarmkine gore daha
yiksektir. Cinsiyet rolleri kapsammnda kadn ve erkek farklilklarmm toplum beklentilerini
belirlemede oOneml bir etkiye sahip oldugunun yam swa, bu farkhhklarm, kadmlarm ve
erkeklerin  iliski odaklarmda da degisiklik yaratabilecegi diisiiniimektedir. Ornegin,
cinsiyet farklhklar1 {izerinde yapilan c¢esith arastrmalarda, kadmlarm iletisimi sosyal
baglantilar gelistirerek kisiler arast iligkilerini giiclendirmek i¢in kullandiklar; erkeklerinse
iletisimi baskm giiglerini vurgulamak ve somut c¢iktilar elde etmek i¢in kullandiklarmdan
bahsedilmistir. (Leaper, 1991; Mason, 1994; Wood, 1996). Ayrica, kadmlarm iliskilerinde
ifade becerilerini daha fazla 6n plana ¢ikaran nezaket odakh yatay bir iletisim seklini tercih
ettikleri, erkeklerinse daha iddial, glic odakh wve dikey bir iletisim sekline meyilli
olduklarmdan da bahsedilmistr (Basow & Rubenfield, 2003). Dolayisiyla iliski kurma ve
iligkiyi koruma odakh tutum gelistiren kadmlarm, cahsma arkadaslarma yonelk sadakatsiz
davraniglar gosterme oranmnm erkeklerden diisiik olmasi sasitict olmanustr. Kadmlarm
iliski kurma ve yiiriitme konusundaki baskmn yapisy onlara sahip olduklart sosyal aglardan
aldiklar1 destekle, zorluklarla daha kolay basa c¢ikabilme imkdm da verebilir. Bu beceri,
stres yogunlugu yikksek is ortamlarmda, kadmlarm erkeklerden daha giighi durabiimelerine
ve gorece daha huzurlu kalabilmelerine de olanak saglar. Nitekim, yasam doyumu
noktasnda da kadmlarm erkeklere gore yasamlarmdan daha fazla tatmin olduklarm
belirtiyor oluglar1 bunu destekler niteliktedir (3.24>3.00, p<.05).

5.2.2. Kurum Tiirii

Caliganlar, calstiklar1 kurum tiirleri yoniinden degerlendirildiginde ik gbze c¢arpan
bulgulardan biri, 06zel kurum c¢ahsanlarmm devlet calsanlarma gore mahkumlasmaya
yonelk daha fazla asimilasyon tepkisinde bulunduklaridr (3.00>2.81, p<.05). Ayrica,
asimilasyon alt boyutlarmda, yine 06zel kurum cahsanlarmm devlettekilere gore daha fazla
Orgiite uyumlanma tepkisi verdikleri gOrilmiistir (3.71> 3.23, p<.001). Devlet

243



kurumlarindaki biirokratik yapi, kurum i¢i isleyisin onceden belirlenmis net kurallar hatta
kanunlar bazinda ilerlemesini saglamakta; ise giris, maas artigt ya da terfi noktasmda da
izlenen prosediir performans odakh olmaktan zyade, kidem temelli olarak ilerlemektedir.
Ancak 0Ozel kurumlarda izlenen personel yonetimi, kideme ek olarak c¢ogunlukla
performans degerlendirme sistemleri iizerine kurulu olarak gerceklestiriimektedir. Bu da,
0zel kurum cahsanlarmm devlettekilere nazaran ¢ok daha rekabetgi bir ortamda, yaptiklar
isin niceligi ve niteligini ispat etmek durumunda kaldiklari bir yap1 olusturmaktadir.
Dolayisiyla, rekabetin 6n planda oldugu bu tiir yapilarda, kuruma uyumlanarak yonetimle
paralel hareket edilen asimilasyon tepkisinin, kamu c¢aliganlarmda oldugundan daha fazla
aciZa cikmasi anlasilir bir durum olarak degerlendirilmektedir.

Ayrica, cahsanlarm kurum disi  sosyal faaliyetlerdeki aktifik ve gelecek
beklentilerini iceren sosyodemografik faktorlerde de, devlet cahsanlar1t 6zel kurum
cahsanlarma gore daha yikksek bir ortalamaya sahiptir (3.35>3.01, p<.001). Rekabetin
yikksek oldugu, performansm siirekli izlendigi 6zel kurum yapilarmdaki g¢aligma saatleri,
cogunlukla devlet kurumlarmdan daha yogun seyretmekte, pek c¢ok 06zel kurum hafta sonu
da dahil calsanlarmi mesaiye tabi tutabilmektedir. Nitekim, ©zel kurum cahsanlarmm,
Ozgirlik bakimmdan devlet c¢alsanlarma gore daha yikksek seviyede yoksunluk
yasadiklarmi ifade etmis olmalar1 da, bu yogun denetim ve kontrol odakh yapiyi destekler
niteliktedir (3.50>2.82, p<.001). Dolayisiyla, yogun denetim ve c¢ahsma saatlernin, Ozel
kurum cahsanlarmm, ailesi ve yakmlartyla zaman geg¢irdifi sosyal yasantismda da daha az
aktif olmalarma sebebiyet verebilecegi dusiiniilmektedir. Ayrica, yiksek seviyede issizlik
ve rekabetin oldugu bir ortamda, 6zel kurum ¢alsanlarmm, kurumdan ayrimasi halinde
yagamlarmm daha 1yi olabilecegine yonelk gelecek beklentisinin de, i glivencesinin
yikksek oldugu kamu cahlsanlarma gore daha diisik olmasi beklenen bir durum olarak

degerlendirilmektedir.

Buna karsm, 6zel kurum cahsanlarmm deviettekilere gore daha olumlu duygulara
sahip oldugu da tespit edimistir (3.86>3.65, p<.001). Bu durumun bir a¢iklamasi, 6zel
kurumlarm cahsma kosullart bakimmndan cahsanlarma daha fazla imk&n tamyabilmesi ve
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devlet kurumlarmm ise bu anlamda kaynaklarmm daha smirh olusu olabilir. Nitekim devlet
kurumu c¢ahsanlarmn esya-hizmet yoksunlugu bakmmndan 6zel kurumdakilere gore daha
fazla  yoksunluk yasadiklarmn belirtmis olmalar1 da bu savi destekler niteliktedir
(2.98>2.62, p<.05). Ayrica, vyikselme ve terfi gbi islemlerin performansa dayah
kaydedildigi 6zel kurumlarda, cahsanlarm kariyerlerme yonelik gelecek beklentisinde daha
degisken birr yapmm olacag, devlet kurumlarmdaki kanuna dayali duragan ve agr isleyen
bilirokratk  siirecten ziyade, ilerlemenin ve yikselmenin daha hizh olabilecegi
distiniilmektedir. Bu durumun da 6zel kurumlardaki ¢ahsanlarm olumiu duygularma bagka
bir agiklama olabilecegi diistiniilmektedir.

Son olarak, devlet cahsanlarmmn 6zel kurum calsanlarmdan daha fazla Orgiitsel
sinizm  gosterdikleri goriillmektedir (3.00>2.61, p<.001). Devlet kurumlari i¢indeki keskin
hiyerarsik yapi, c¢ahsanlar arasmda yogun olarak dikey iliskiler kurulmasma sebep
olmaktadr. Nitekim dikey iliskilerin yogun oldugu orgiit kiiltiirlerinde iletisim kanallarmda
bilgi kaybi, yanhs ya da hatah bilgi aktarnnn da gerceklesebilecegi bilinmektedir (Kogel,
2007). Dogru bilgnin agikca paylasimadim ve kapah iletisimin orglit icinde sinizmi
besledigi distiniildiigiinde (Qian, 2007), kamu ¢alsanlarmm, 6zel kurum cahsanlarma gore
daha sinik olmasi da sasirtict olmamuistir.

5.2.3. Yoneticilik Pozisyonu

Katihmeilar, ¢abstiklart kurumlarda yoneticik pozisyonlarmmn olup olmadigma
gore  degerlendirildiginde;  bir  yoneticilk  pozisyonuna  sahip olan  cahlsanlarm
mahkumlagsmaya tepki olarak Orgiite asimilasyon boyutunda, diger cahlsanlara gore daha
yilksek bir ortalamaya sahip olduklar gorilmiistir (3.13>2.89, p<.001). Yoneticilerin
sorumiusu olduklar1 birim c¢alganlart ve i3 akismm koordinasyonu adma {ist yOnetim
kademesiyle dogrudan baglantilart oldugu dustiniildiigiinde, yonetici olmayan cahsanlara
gore yonetim kademesine daha yakmn durduklart tahmin edimektedir. Bu noktada {ist
yonetim tarafindan kurgulanan Orgiit yapisma yonetici olmayan calsanlardan daha fazla
uyumlanmalart da  beklenen bir durumdur. Nitekim yoneticilerin, yonetici olmayan

245



cahsanlara gbre asimilasyon alt boyutlarmdan Orgiite uyumlanma noktasmda da daha
yiksek bir ortalamaya sahip oldugu gorilmektedir (3.82> 3.50, p<.05). Benzer
sebeplerden, yoneticilerin asimilasyon tepkisi igerisinde difer c¢alsanlara sadakatsizlik alt
boyutunda da, yonetici olmayan calsanlardan daha yiiksek bir ortalamaya sahip olduklart
goriilmektedir (3.14>2.46, p<.001). Zira yoneticilk pozisyonu olan c¢ahsan, diger
calsanlarm kurum uygulamalarma dar kendileriyle yaptiZi paylasimlar, uzlasmaci bir
gorev bilinciyle de yonetime bildirmeyi tercih ediyor olabilir. Yonetici olmayan cahsanlara
gore, 1lst yonetime karst dogrudan sorumluluk tasiyan yoneticilering, kurum kural ve
normlarmi ihlal eden ¢alsanlara yaptrm uygulanmasm desteklemesi de anlasiir bir
durumdur. Buna karsm, yoneticiler, yne asimilasyon tepkisi alt boyutlarmdan diger
cabsanlardan izolasyon konusunda yoOnetici olmayanlara gdore daha disiik bir ortalama
kaydetmiglerdir (2.21<2.51, p<.05). Mahkumlagmaya asimilasyon tepkisinde yiiksek
ortalamaya sahip olsalar da, yoneticilerin kendilerini diger c¢alisma arkadaslarmdan izole
etmeleri ¢ok mimkiin goriinmemektedir. Zira, yoneticiler, sorumlusu oldugu ¢ahsanlarm
kurum uygulamalarma dair disiincelerini bilmek, idaresini yiiriittiigti birimde olup bitenden
haberdar olmak, calsanlarmm paylagimlarmi dmnlemek ve gerektiginde st yOnetimle
temasa gecerek sorun teskil eden durumlara ¢oziim yollart bulmak gbi gorevieri de
bulunmaktadr. Nitekim yoneticiler, Ust yOnetimle diger cahsanlardan daha fazla temas
halinde olduklarmdan, kurum uygulamalarma dair yolunda gitmeyen islerde st yOnetimle
iletisime gecebilme olanagma sahiptirler. Bu noktada yonetici calsanlarm, ayrisma tepkisi
alt boyutlarmdan oOrgiit politikalarma muhalefet noktasmda da yoOnetici olmayanlara gore
daha yiiksek bir ortalamaya sahip olmalar1 sasirtict gorinmemektedir (3.94>3.70, p=.06).

Diger yandan, yonetici olmayan c¢alsanlar, yonetici olanlara gore hem daha
yikksek seviyede Orgiitsel yoksunluk yasadiklarmi hem de oOrgiit iginde daha sinik
olduklarm belirtmislerdir (srasiyla, 2.99>2.72, p<.01; 2.78>2.52, p=.05). Pek ¢ok 0Ozel ya
da devlet kurumu, calsanma yoneticilk pozsyonuyla beraber cesith imtiyazlar
sunmaktadr. Maas artis, unvan, yetki ve sorumlulugun dismda; giris ¢ikis Saatleri
esnekligi, kurumu temsiliyet giiciine hitaben fiziksel calsma kosullarmmn iyilestirilmesi,
kaynak ve materyal temininde artiy, daha fazla misiyatifle gelen Ozerklik gibi olanaklar,
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yonetici ¢aliganlarm, olmayanlara gore daha diisik seviyede yoksunluk yasadiklarmm
belirtmelerine  sebep olmus olabilir. Ancak, yoneticik pozisyonuyla gelen tim bu
olanaklar ve yetkiler, astlarma karst Omek olma sorumlulugunu da beraberinde
getirmektedir. Bu sorumluluk bilinci de, yoneticilerin diger cahlsanlara gore oOrgiit icinde
daha az sink davranmalarini agiklayabilir goriinmektedir.

5.2.4. Meslekler

Aragtrmaya katlan calsanlar, akademisyenlk, uzmanlk meslekleri ve diger
olmak iizere ii¢ kategoride degerlendirmeye almmustr. Uzmanlk gerektiren meslekler
grubunda gesith Ozel ve devlet kurumlarmda ¢absan tip doktorlar, psikologlar,
Ogretmenler, avukatlar, savci ve hakimler, c¢esitl dallardan miihendisler buluinmaktadir.
Diger seklinde isimlendirilen kategorideki katiimeilar, meslek bilgilerinde c¢alistiklart
kurumdaki pozsyonlarmi kaydeden cahlsanlardan olusmaktadr. Kurumlarmda miidiir,
miidiir yardimcisi, yonetici asistam vb. seklinde gorevilere sahip oldugunu belirten bu
calsanlar, arastrma igcinde beyaz yakah cahsanlar olarak diisiiniilmiistiir.

Meslek gruplarma gore yapilan degerlendirmeler sonucunda, akademisyenlerin
diger kategorisindeki beyaz yakah c¢alganlara gore mahkumlagmaya karst daha fazla
ayrisma tepkisinde bulunduklar tespit edilmistir (F=3.42, p<.05). Ozellikle ayrisma tepkisi
alt boyutlarmda, akademisyenlerin beyaz yakahlara gore daha fazla grup dayamsmasmda
bulunduklar1 da goriimiistir (F=3.87, p<.05). Bu noktada akademisyenlerin, devlet ya da
0zel kurum ayrt etmeksizin, diger kategorisinde yer alan beyaz yaka calsanlardan nispeten
daha ozerk ve bagmsiz olabildikleri disiiniimektedir. Nitekim bir akademisyen, cahstigi
kurumdan bagmsiz olarak, uzmanlagtii bilimsel alan icerisinde Ozerk bir kimlige sahip
olabimektedir. Bu anlamda akademisyen c¢alisanlarm, akademik ve bilimsel camiaya
aidiyetleri  ilizerinden, c¢ahstiklari kurumlardan bagmsiz bir sosyal kimlk gelistirdikleri
diistinilmektedir. Sosyal kimlik kurammndan hareketle, bireyin ait oldugu grup iizerinden
gelistirdigi sosyal kimligi, bireysel kimliginin de temel Ggelerinden biri haline gelmektedir
(Tajfel ve Turner, 1979). Kuramm savundugu bir baska Onemli nokta ise, sosyal kimligin
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sosyal degisim ve grup olarak karsi ¢ikma hareketlermin de temelini olusturdugu gercegidir
(Tajfel ve Turner 1979; Tougas ve Veilleux, 1988). Buradan hareketle, akademisyenlerin,
meslekleri {lizerinden gelistirdikleri sosyal kimliklerinin, cahstiklart kurumda yasadiklart
mahkumlagmaya  kars, beyaz yakah cahsanlara gore daha fazla kurumlarmdan
ayrsmalarma ve grup dayamsmasi gostermelerine yol actigi diisiiniilmektedir. Bu durumun
aym zamanda, akademisyenlerin diger gruptaki beyaz yakallara gore islerine daha fazla
baghlik gostermelerinin de bir agiklamas1 olabilecegi diisiiniilmektedir (F=4.54, p<.05).

Tougas ve Veilleux (1988) sosyal kimlk olusumunun altmda yatan psikolojik
stirecleri, bireylerin kollektif olarak yoksunluk yasadigi durumlarda yine kollektif olarak
hareket etmelerinin de sorumlusu olarak gormektedirler. Arastrmacilar, sosyal kimlik
edinimi saglamus kisilerin, salt bireysel yoksunluk hissinden ziyade, grup olarak Kkarsi
cikmaya yonelk tutum ve davrams gelistirdiklerinden de bahsetmektedirler. Buradan
hareketle akademisyenlerin, beyaz yakah g¢alisanlara gore daha yikksek seviyede oOrgiitsel
sinizme basvurmus olmalart da beklenen bir durum olarak degerlendirimektedir (F=3.89,
p<.05).

Diger yandan, asimilasyon tepkisi s6z konusu oldugunda, diger ¢alisanlara
sadakatsizlik alt boyutunda difer kategorisinde yer alan beyaz yaka cahsanlarm, diger tiim
meslek gruplarmdan daha yiiksek bir ortalamaya sahip olduklart goriilmektedir (F=9.79,
p<.001). Bu noktada, beyaz yakal cahsanm, yiikkselme ve terfi i¢cin performans kriterlerinde
cahsma arkadaglarmn Oniine gegmek iizerine kurulu, daha fazla rekabete dayah bir sisteme
tabi oldugu diisiiniilmektedir. Bu sistem, beyaz yakalyr ister istemez c¢alisma arkadasiyla
kars1 karstya getiren bir yapi olusturmaktadr. Bu yapi igerisinde asimilasyon tepkisi,
cahyma arkadaslarma sadakatsizk boyutunda, bir akademisyen ya da bir mihendisten
daha fazla 6ne ¢ikmay1 gerektiriyor olabilir.
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5.3. SOSYODEMOGRAFIK OZELLIKLER VE ORGUTTE
MAHKUMLASMA

Cabsann  oOrgiitte mahkumlasmasma yol acabilecegi One siirilen bir diger
degisken, kriminoloji arastrmacilarmn mahkumlasmayr aciklarken One siirdiigii Tasmma
Modelinden esilenerek olusturulmustur. Modele gore mahkumlasmayr yaratan tek sey
kurum kosullarmdan ileri gelen yoksunluklar degil, mahkumun beraberinde getirdigi
sosyodemografik Ozelliklerin de etkisidir. Mahkumun hiikiim giymeden onceki deneyimleri
/ preprison experiences (yas, egitim durumu, medeni durumu, meslekiis deneyiminden
hareketle sosyal statiisii, Onceki su¢ geemisi); hapislk boyunca cezaevi digmdaki
yakmlariyla iletisim kurma derecesi (extraprison contact); cezaevinden tahliye edildikten
sonraki yasamma dair beklentilerinin kalitesi (the quality of post prison expectation)
(Thomas, 1975; Thomas ve Zingraff, 1976) olarak ag¢iklanan sosyodemografik Ozellikler,
orgiitte mahkumlasan c¢alisan i¢in de benzer sekilde agiklanmaya cahsilmistir.

Cahsann mahkumlagma Oncesi deneyimleri, temel demografik 6zelliklermin (yas,
cinsiyet, medeni durum, mevcut kurumdaki caligma siiresi vb.) Olciimii ile ag¢iklanmaya
cahsilmugtr. Bu  Ozelliklerin  ¢ahsann mahkumlagma seviyesinde herhangi bir farkhhk
yaratmadig1 da bir dnceki boliimde aktarimistur.

Diger yandan hikkiimliniin cezaevi dismdaki yakmlariyla iletisim kurma derecesi;
cahsann mahkumlastifi kurumun dismdaki 6zel yasantismdan aldi@ sosyal destegin
derecesi ile Olciimlenmeye cahsiimig ve ‘“kurum disi etkilesim” olarak adlandrimstr.
Hikiimliniin  tahliye sonrast hayatma dar beklenti kalitesi ise, c¢aliganm mevcut
kurumundan ayriimasi halinde gelecek yasantisma dair beklenti kalitesiyle Olgiimlenmis ve
“gelecek beklentisi” olarak adlandmibmstr. Bu iki bashk sosyodemografik Olgek ile bir
arada Olglildiiglinde, Orgiitte mahkumlagmayr anlamh sekilde yordadig (B= -.51, p<.001),
diger bir deyisle kurum dismdaki sosyal etkilesimi giicli ve gelecek beklentisi yiiksek
calsanlarin Orgiitte mahkumlasmasinin daha diisik seviyede oldugu tespit edilmistir.
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Cesith cahsmalar, sosyal destek sistemleri giicli bireylerin, genel yasantilarmda
daha disik seviyede depresyon ve kaygl yasadiklarmn aktarmaktadr (Zimet, Dahlem,
Zimet ve Farley, 1988). Sosyal destek sistemlerinin is yasantismdaki etkilerini gosteren bir
meta analiz caligmasi ise; kurum icinde ve kurum disindaki sosyal destek sistemleri zayif
olan bireylerde, duygusal tiikenmislk yasandigmi, kisisel basari hislerinin zedelendigini ve
br kismmnda ise yogun stres ve kaygyla ortaya ¢ikti@i bilinen depersonalizasyon
bozukluguna dair semptomlara rastlandi@mm aktarmaktadr (Halbesleben, 2006). Bu
noktada, c¢ahsann kurumunda yasadii olumsuzluklarla basa c¢ikmasm kolaylastran kurum
dismdaki sosyal destegin ve c¢aresizlik seviyesinin belirleyicisi olarak gelecege yonelik
beklenti kalitesinin, kisacasi tasima modeliyle aktarlan sosyodemografik —ozelliklerin,
orgiitte mahkumlasma seviyesi lizerinde etkili olmasi beklenen bir sonugtur.

5.4. ORGUTTE MAHKUMLASMA VE MAHKUMLASMA TEPKILERI

Hikiimliniin ~ radesi disnda  hapsolmasiyla  baglayan mahkumlagsma, hapislk
yagantismda bireyin cezaevi kurumuna adaptasyon siireci olarak tammlanmaktadir
(Clemmer, 1940). Mahkumlasma fiizerine yapilan cahsmalarda, kriminologlar bireyin bu
stirece birden fazla tepki verdigi yoniinde ilerlemistir. Sykes (1958) bu tepkileri ki ana
bashk altmda toplamistr. Buna gore mahkumlagan hiikiimli ya cezaevi kurumuna asimile
olarak kurumun kural ve normlarma kosulsuz itaat edecek ya da diger mahkumlarla birlikte
kendi alt gruplarm olusturarak cezaevine ve kurumun kurallarma muhalif yaklasacaktir.
Itaatkar olan grubun bu siirecte difer mahkumlari da karsisma alacagmi beliten Sykes
(1958), asimile olan grubun sadakatinin kuruma yonelk olacagm belirtirken, kuruma
muhalif grubun sadakatinin ise aidiyet kurdugu mahkum gruplarma yonelk olacagmi
aktarmaktadir.

Bu c¢aligmada, c¢ahsann mahkumlagma siireci neticesinde olusan tepkiler de,
Sykes’m bu ikili ayrmmdan hareketle tanmlanmis ve Berry’nin (1997) Kkiiltiirlesme
stratejilerinden  esinlenerek  adlandmiistr.  Mahkumlagsan  ¢aligann  kurumuna — asimile

olarak, kurum kural ve normlarma itaati kendini diger ¢alsanlardan izole ederek, yonetime
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yakmn tavir ve tutumlar sergilemesi asimilasyon;  kurum kural ve normlarma muhalif
durarak, cahsma arkadaglariyla dayamisma icinde karst bir tutum gelistirmesi ise ayrigma
tepkisi olarak tanmlanmistur.

Yapilan regresyon analizleriyle, orgiitte mahkumlagmann asimilasyon ve ayrisma
tepkilerine  katkilar1 arastimustr. Sykes’m mahkumlagma tepkileriyle uyumlu olarak;
orgitte mahkumlasmann bireyin cahstiyt kurum kiiltiirtinden ayrisgarak muhalif hareket
etmesine yonelikk anlamh katkist diisik diizeyde de olsa kendini gostermistir (B=.13,
p<.05).

Diger yandan, oOrgiitte mahkumlagmanm asimilasyon tepkisine katkist ise negatif
yonde ortaya cikmustr (B= -.22, p<.001). Diger deyisle orgiitte mahkumlagsma, cahsann
asimilasyon tepkisinin ortaya c¢ikmasmi engelleyen bir unsur olarak goriinmektedir. Bu
noktada Sykes’m (1958) ayrmma dayamlarak yapilan tammlamayr yeniden hatirlamak
gerekir. Cabstiklart kuruma asimile olan cahsanlar, tipki cezaevi kosullarma uyumlanan
mahkumlar gibi, kurumun kural ve normlarma uyumlu, yonetim taraftari, diger c¢alsanlara
karsit ve sadakatsiz davranglar sergiler. Ancak oOrgiit ortammda bu durumun, cezaevi
kosullarmdan farkh isledigi goriilmektedir. Nitekim cahstigi  kurumda mahkumlagma
yagsayan ¢ahsanm, Orgiitine uyumlanma seviyesi anlamh sekilde diismekte (B=-.41,
p<.001), c¢ahyma arkadaslarma sadakatsiz davranglari ise azalma (f=-.16, p<.01)
gostermektedir. Mahkumlagsan c¢alisann aym zamanda diger cahsma arkadaslarmdan da
izole oldugu goriilmektedir (f=.23, p<.001). Bu durumda Orgiitte mahkumlasma, c¢ahsanin
kurum yoOnetimine yakm ve uyumlu bir durus sergilemesini engellerken, diger cahsma
arkadaglartyla ise olumlu ya da olumsuz yapida bir iliski gelistrmesine de izin vermedigi
anlagiimaktadr. Dolayisiyla cahstiyt kurumda kendini  hapsedimis  hisseden ¢alisanmn,
asimilasyon boyutunda kurum kural ve normlart ve deger sistemine uyumlanamadigi
goriilmektedir. Bu noktada bir ¢absanm, kurum ic¢i iliskilernde de duygusal yatirmim
keserek diger ¢alisma arkadaslarmdan kendini uzaklastrmasi da anlagilir bulunmaktadir.
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Sykes (1958) mahkumlarm cezaevine asimilasyon boyutundaki tutum ve
davranslarmm, kendi yoksunluklarmi gidermek ve kendi ¢ikarlarmn gézetmek amacmm
tasidigm soyler. Bu sonuglar gdz Oniinde bulunduruldugunda, cahstigi Orgiite uyumlanma
gosteren cahsanm da, kendini mahkumlasmanin etkisinden koruma c¢abasi tasidig
diigiiniilebilir. ~ Zira  Orgiite uyumlanma davranigt  gosteren  ¢ahsanlarm  kendilerine
yabancilasma seviyelerne bakildignda da, aralarmda giicliiye yakm ters yonli bir ihiski
oldugu fark edilmektedir (r=-.41, p<.001).

55. ORGUTTE MAHKUMLASMANIN DIGER DEGISKENLERE
KATKISI

Orgiitte mahkumlasma, tammmndan hareketle kiside caresizik ve skisnushk
duygular1 yaratan olumsuz bir durumdur. Cabstii kurumda kendini mahkum hisseden
birey icin, yaptigi i de kiside tatmin duygusu ve basari hissi yaratma olasiigm
kaybedecektir. Bu diisiince lizerinden gerceklestirilen analiz  sonucunda,  Orgiitte
mahkumlagsma  yasayan calsanmn, isine de yabancilasma yasadi®i ve = Orgiitte
mahkumlagmanin ige yabancilasma iizerinde giichi bir katkist oldugu tespit edilmistir
(B=.59, p<0.001). Zira ¢ahstizn Orgitte kendi iradesiyle ise baslayan birey, yasadigi
yoksunluklar neticesmde mahkumlastiginda, ¢ahsti®i kurum bireyi iradesi diginda orada
olmaya mecbur eden bir yer haline doniisecek ve bireyin bu kurumda yaptig ise
yabancilagsmas1 da ka¢milmaz olacaktir.

Buna ek olarak, olumsuz bir duygu durum olan mahkumlagsmanm, kisinin 6znel iyi
olusu tlizerinde de olumsuz bir etkisi olacag disiiniimiistiir. Nitekim elde edilen sonuglar
orgiitte mahkumlagmann hem yasam doyumuna hem de kisinin hissettifi olumlu duygulara
negatif yonlii etkisinin oldugunu (swrasiyla, p= -.40, p<.001; B= -.29, p<.001), kisinin
olumsuz duygularmi ise arttran yonde katkismin oldugunu gostermektedir (B= .47,
p<.001).

Cogunlukla kurum odakh uygulamalara bagh mahkumlagma yasayan calisanlarm,
ozellikle yasadiklar1 Orgiitsel yoksunluk sebebiyle, Oncelikli olarak cahstiklar1 kurumlar
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sorumiu tutmalar1 beklenen bir durumdur. Buna bagh olarak mahkumlagsan calisanlarm
kurumlarma yonelk olumsuz tutum gelistrmeleri ve Orgiitsel sinizme basvurma olasihiklart
yiksek goriinmektedir. Nitekim, yapilan cahsma sonucu Orgiitte mahkumlasmanin Orgiitsel
sinizmi giichi ve anlamh sekilde yordadig (B= .76, p<.001) da tespit edilmistir. Orgiitsel
sinizm, cahsanlarm kurumlarmm diiriist ve adil olmadiklarmi disiindiklerinde, duygu,
davranis ve diisiince boyutlarmda ortaya koyduklari olumsuz tutumlan ifade etmektedir. Bu
noktada beklendigi gbi mahkumlasmann en gicli sekilde yordadigi sinizm boyutuy,
cahsann verdigi duygusal sinik tepkiler olmustur (B= .77, p<.001). Diger yandan
mahkumlasan ¢alsanmn, kurumuna dair diisince ve davranis boyutlarmda da olumsuz tutum
gelistirdigi goriilmektedir (swastyla, f= .63, p<.001; B= .54, p<.001). Orgiitsel sinizmin
psikolojik sozlesme ihlali ve ise yabancilasmayla da yakmndan iliskili oldugunu, c¢alisann is
tatmmninde ve kuruma baghlk diizeyinde diisiise sebep olabilecegini aktaran ¢aligmalar da
diigiiniildiigiinde (Abraham, 2000), cabstiyi kurumda mahkumlasma yasayan bireyin de
duygunun yam swra diisince ve davrams boyutunda da smik tepki gOstermesi sasirtict
gorinmemektedir. Mahkumlasma gibi bireyde oOzellkle duygu boyutunda olusan tahribatm,
kisinin 6znel 1yi olusuna olumsuz etkisi de dusiinildigiinde, Orgiit icinde sink tutum
gelistrmenin - mahkum ¢aligann  biinyesindeki bu olumsuzlugu atmasm ve Kkatartik bir
bosalm yasamasmi saglayan bir strateji haline doniistiigii de diisiiniilebilir.

Orgiitte ~ mahkumlasma  yasayan c¢ahsanm, kurum karsismdaki  olumsuz
duygularmm, kurum icerisinde yliriittigii isme ve isne olan baghligm yam swra meslegine
olan etkisi de cahyma kapsaminda arastwrilmstr. Mahkumlagmanm, calisanmn isine olan
baghligma anlamh diizeyde negatif yonli katki gosterdigi (B= -.23, p<.001), ancak
cahsann meslek yasantisma olan baghhgnda herhangi bir etkisi olmadig tespit edilmistir.
Ozellikle uzmantk mesleklerinde ve akademisyenlerde, kisinin yaptign isle kurdugu bagn,
yalnizca cahstigt kurum icerisinde tstlendigi isi ve gorevleriyle degil, mesleki hedefleri,
gelisimi ve ilerlemesi ile de temsil oldugu disiiniilmektedir. Bu noktada bagliligmn,
Kanungo (1982) tarafindan kisinin kurum i¢inde yiiriittigii isme baghhg ile meslegine ve
calsma hayatma olan baghigmn ayr ayrt degerlendirmeye almmasmmn hakh yansmmalar
gorilimektedir. Nitekim Ozellkle mahkumlasma yasayan kisinin kontroli, ¢alistigt
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kurumda yaptid1 isten zyade, bireysel olarak mesleki kariyeri ve c¢alisma hayati iizerinde
olacak ve kontrol edebildigi icin kendini psikolojik olarak isiyle degil, meslek yasantisiyla
tanimlayacaktr. Dolayisiyla, kurumunda mahkumlasma yasayan cahsanmn, kurum i¢indeki
isine  olan baglhgm kaybederken, cahsma hayatma ve meslegine olan baghhgm
stirdiirmekte oldugu goriilmektedir.

5.6. ORGUTTE MAHKUMLASMANIN ARA DEGISKEN ROLU

Orgiitte mahkumlasma kavrammm incelenmesi siirecinde, kavramm &nciil ve
sonu¢ degiskenleri arasmdaki ara degisken rolleri de arastwimistr. Bu dogrultuda
gerceklestirilen  analizler, Orgiitte mahkumlagmanm, Orgiitsel yoksunluk ve olumsuz
duygular arasmndaki iligkide, ayrica oOrgiitsel yoksunluk ve yasam doyumu arasmdaki
iliskide de ara degisken rolii oynadigim tam destekler nitelikte sonu¢ vermistir. Buna gore;
cahstifi kurumda yoksunluk yasayan cahsanmn olumsuz duygular hissetmesi ya da yasam
doyumunda diisiis yasamasi, biiyilkk dogrultuda bireyin kendini kurumuna mahkum
hissetmesiyle iligkilidir. Diger bir deyisle, Orgiitiinde yoksunluk yasayan cahsann duygu
boyutundaki bu caresizlifi, dogrudan kisinn O6znel iyi olusuna etki etmekte, kisi yasadig
yoksunluktan  kurtulamama  ¢aresizligi ve  Umitsizligi ile  yasantismdan  tatmin

alamamaktadir.

Bu noktada goreli yoksunluk kurammi hatrlamak gerekebilir. Kurama gore goreli
yoksunluk, bireyin kendi pozisyonunu degerlendirirken, elde etmeyi bekledigi ve gercekte
elde ettikleri arasmda yaptigi kiyaslamalar sonucunda bir uyumsuzluk ya da celiski il
karsilastigmda hissettifi Ofke, kin ve yakmma hali olarak tanmlanmaktadr (Davis, 1959).
Goreli yoksunluk kuramu ortaya atiddiktan kisa bir siire sonra, yoksunluk temelli alternatif
modeller de gelistirilmistir. Bireyin 6znel iyi olusu ile nesnel iyi olusunun es yapih
olmayan kavramlar oldugunu, biri i¢in iyi olan bir durumun, digeri i¢in kot olabilecegini
aktaran Crosby (1976), yoksunlufun da buna benzer sekilde goreli oldugunu soylemistir.
Bahsi gecen goreliligi aciklamak i¢in, bireyde yoksunlugun gelismesi icin olusmasi gereken
bes 6n kosuldan bahsetmistir. Buna gore; (1) eger kisi arzu edilen bir seyi istiyorsa, (2) kisi
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diger kisilerin kendi arzu ettigi bu seye sahip oldugunu goriirse, (3) kisi bu seye sahip
olmayr hak ettigni distiniirse, (4) kisi bu seye sahip olmann miimkiin ve olanakh
oldugunu disiiniirse, (5) kisi bu seye sahip olamamasmmn sorumlusu olarak kendini
gormiiyorsa goreli yoksunluk hissedecektir (Crosby, 1976). Yoksunlugun sonucunda ortaya
cikabilecek olan tutum ve davranglarm, yoksunluk yasayan bireyin duruma dair kisisel
kontrol manciyla degisebilecegini aktaran Crosby, kosullar iizerindeki kontroliiniin diisiik
olmasi durumunda bireyin stres semptomlart gdsterecegini  belirtmektedir.  Kisinin
kontroliiniin yiiksek olmasi durumunda ise ortamda gerceklesecek olumlu bir degisim i¢in
imkan ve olanak olup olmamasma bagh olarak, kisi ya kendini gelistrme yOniinde hareket
edecek ya da yine yogun stresle karsi karsiya kalacaktr. Mahkumlagsma da tanmu itibariyle
bireyin icinde bulundugu kosullara dair kontroliinii yitirmesiyle ortaya ¢ikan bir tiir
caresizlik hissi dogurmaktadwr. Orgiitte mahkumlasmann da, cabstign kurumda yoksunluk
yasayan c¢algsanmn, kurumundan ayrilamayacagma ve yoksunlugun siirecegine yonelik
duygusal bir inanisa ve c¢aresizlige diismesine yol actig diistiniilmektedir. Dolayisiyla
yoksunluk yasayan calisanm, mahkumlasmann da etkisiyle kendini gelistirmek gibi olumiu
ve yapict bir hareket seceneginden zyade, caresizlikle strese maruz kaldig
distiniilmek tedir.

Diger yandan, kisinin sosyal yasantismdan alacag destek ve calistigt kurum
dismda bir alternatift dar gelecek beklentismin de Orgiitte mahkumlagma neticesinde
verecegi tepkileri sekillendirecegi diistiniilmiistiir. Nitekim, mahkumlasma,
sosyodemografik Ozellkler adi1 altmda toplanan bu iki kosul il c¢alsann oOrgiite
asimilasyonu ve Orgiite uyumlanma davramgit arasmda da araciik etmektedir. Tam destek
goren bu iliskide de, kisinin sosyodemografik Ozelliklerinin, yani sosyal destek
sistemlerinin - ve  gelecek beklentisinin  kalitesinin, ~ orgiitte mahkumlagma  aracihigiyla
calstizi Orgiite uyumlanma ve asimile olma tepkisini belirlemektedir. Cabstigi kurum
sebebiyle sosyal yasantismdan aktif destek alamayan ve kurumu dismda alternatif bir
gelecegi olmadigmi diisiinen ¢ahlsan, mahkumlagsma yasamakta ve bdylece calistigi Orgiite

uyumlanma davranis1 gosterememektedir.
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Orgiitte mahkumlagmann temelde kiside yarattig caresizlk durumu, bireyin
skismus  hissettigi kurum icinde basa ¢ikmak durumunda oldugu bir duygudur. Is-aile
catisjmalarmn konu alan pek ¢ok Orgiit arastrmasi, ailesi ve sosyal yasantisi tarafindan
yeterince beslenemeyen ya da kurumun One siirdiigii kosullar sebebiyle bu alanlarda
yeterince tatmin olmanmus c¢albganlarm, kurumlarma da yeterli baghlk gosteremediklerini
pek ¢ok defa ortaya koymaktadwr (Hatam, Jalali, Askarian ve Kharazmi, 2016; Smu, 2014).
Bu noktada calsti®i kurumda sosyal destek sistemlerinden yeterince faydalanamayan
bireyin, hissettigi mahkumiyet duygusuyla bas etmesi zor bir hal alacagindan, Orgiitiine

uyumlanmamasi da sasitict goriinmemektedir.
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6. SINIRLILIKLAR ve ONERILER

Bu boélimde c¢ahsma boyunca arastrmanmn yontemi itibariyle karsilagilan
smrrhliklardan ve elde edilen bulgular kapsaminda, arastwrmacilar ve is diinyasmda kurum

yoneticileri i¢in Onerilerden bahsedilmektedir.

Oncelikle, bu calsma kapsammda arastrmaya dahil edilen katimciar, tamamu
biligsel becerilerini  kullanarak c¢ahsan beyaz ve altm yakahllardan olusturulmustur.
Aragtrmada  cabstklari  kurumlarda  yoksunluk  yasayan  bireylerin  Orgiitlerinde
mahkumlagma seviyeleri Olgiilmiis, buradan hareketle ortaya cikan bireysel ve oOrgiit temell
sonuglar irdelenmistir.  Arastrmanmn  baglangicmda  secilen  Orneklem grubu  Tiirkiye’de
calsan akademik personel olarak belirlenmis olsa da, arastrmanm yapildig tarihte iilke
giindeminde darbe girisimiyle ortaya c¢ikan olumsuzluklar sebebiyle akademik personel
calismaya katiima tereddiitle yaklasmustr. Bu durum Orneklemin arastrma igin yeterli
saylya ulasamamasma neden olmustur. Bu sebeple Orneklem grubuna, akademik personelin
yam sira, kamu ve Ozel sektdrde calsan cesith meslek gruplarma ait beyaz ve altn yakah
calsanlar da ilave edilmistir. Elde edilen neticeler, bilissel becerilerini kullanan ¢ahsan
grubu i¢cin genellenmistir. Ancak ileriki c¢ahgmalar i¢in Orgiitte mahkumlagmanm, mavi
yakall calganlar {izerindeki etkismin de arastwridmasi, katme1 cesitlliginin - degisken

tizerindeki etkilerini gérmek adma Onem tastyacaktir.

Diger yandan, arastrma kapsamindaki degiskenlerin o6lgiimii i¢in gelistirimis olan
Olceklerden sosyodemografik Olcegin, giivenirlik katsayisi (o) .59 olarak tespit edimistir.
Pek cok kaynak bir dlgegin giivenirligi icin en az .70 (o) degerine sahip olmasi gerektigini
One siirerken, Olgek gelistrme c¢alismalarmda bu esik degerin .60’a kadar kabul edilebilir
oldugu da belirtimektedir (Giirbiiz ve Sahin, 2015). Dolayssiyla, kabul edilebilen smir
degere olduk¢a yakmn bir degerde oldugu tespit edilen sosyodemografik Olcekte de, Olgek
ifadelerinin  yeniden gozden gecirilerek giiclendirilmesinin, istatistiksel olarak alnacak
neticeleri de giiclendirecegi tahmin ediimektedir.
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Aragtrma neticesinde elde edilen bulgular, c¢alsanm Orgiit icinde yasadig
yoksunluklarm oOrgiitte mahkumlagmayr anlamh sekilde yordadigmi aktarmaktadr. Diger
yandan oOrgiitinde mahkumlasan c¢ahsanmn, kurumuna dair olumsuz bir tutum gelistirerek
sinizme basvurdugu, O6znel iyi olusunda diislis yasadidl, isine yabancilastizi ve ise baghhk
seviyesinin de diistiigli goriilmektedir. S6z konusu onciil ve sonug degiskenler, istatistiksel
olarak regresyon analizleriyle test edilmisti. Ancak, Orgitte mahkumlasma iizerinden
kurulacak neden-sonug iligkilerinin tespiti i¢in, deneysel tasarimla gergeklestirilecek ileriki
aragtrmalarm, degiskeni tammlama ve yorumlamada daha net bilgiler de verebilecegi
diistiniilmek tedir.

Ozellikle orgiitsel yoksunluk seviyeleri bakmndan yapilacak 6lciimlerle, kurum
yonetim kademesi isbirligiyle gerceklestirilecek iyilestirme ¢ahsmalart ve sonrasinda
cahsanlarm mahkumlagma ve diger olumsuz Orgiit tutumlarmda degisimlerin Glgiilmesinin
yararh olabilecegi diisiiniilmektedir.

Bu noktada, hem bireysel hem orgiitsel diizeyde ortaya cikacak olumsuzluklarm
Oniine gegmek, calisan memnuniyeti ve motivasyonu tizerinden verimi artrmak adma,
kurum yoneticilerinin  farkindahgm artracak egitim c¢ahsmalarmm da tasarlanmasmm
uygun olacag disiliniilmektedir. Bu c¢ahsmalara gerek orgiit i¢indeki calisan Ozgiiriigiiniin
ve Ozerkliginn saglanmast gerekse yoksunluk yasanan diger alanlarm iyilestirimesi,
cabsanlarm sosyal ve Ozel yasantlarmdan beslenmelerini saglayacak ve olas1 is-aile

catigmalarmin Oniine gegilebilecek uygulamalarin gelistirilmesi dahil edilebilir.

Ayrica, bireyin kendini g¢ahstigi kurumda mahkum hissetmesine sebep olabilecek
diger olast oncilil degiskenlerin de gelecek cahsmalarla belirlenmesi, kurum yonetimleriyle
yapilacak olumsuz c¢iktilart 6nleyici ve verimi destekleyici ¢ahsmalar icin de rehberlik edici
olacaktir.
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