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ABSTRACT

This research  discusses the concept of
organizational justice, its various dimensions, and
its impact on individuals and institutions. It also
demonstrates the importance of organizational trust
in building strong relationships and achieving goals.
This field study examines the perceptions of
administrative employees at the University of
Djelfa (Algeria) faculties regarding the impact of
organizational justice on trust. Moreover, the study
used descriptive and field study methods to achieve
this goal. It included a sample of 194 employees.
This study indicated that employees’ perceptions of
organizational justice and trust were average. The
positive relationship between organizational justice
and trust was confirmed. The procedural justice
dimension has a strong relationship with
organizational trust. At the same time, we did not
find a significant relationship between "distributive
justice" or "transactional justice" and organizational
trust. In this research, we proposed enhancing trust
and teamwork, organizing scientific seminars to
raise awareness of the importance of organizational
trust, studying the cultural and social factors that
affect individuals® perceptions of justice and trust,
adopting transparency and digitization, and
fostering joint interactions between leaders and
employees through direct communication and the
regular sharing of important information.

Keywords: organizational trust, organizational
justice, organizational behavior, impact.

1 The first author's doctoral thesis served as the basis for this article.
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Bu arastirma, oOrgiitsel adalet kavramini, cesitli
boyutlarint ve bireyler ile kurumlar itizerindeki
etkilerini ele almakta; ayn1 zamanda giiclii iliskiler
kurma ve kurumsal hedeflere ulasmada orgiitsel
giivenin onemini vurgulamaktadir. Cezayir’deki
Djelfa Universitesi fakiiltelerinde gorev yapan idari
personel tizerinde gerceklestirilen saha
calismasinda, Orgiitsel adaletin giiven tlzerindeki
etkisine iligkin algilar incelenmistir. Bu amacla
tanimlayict ve saha arastirmasi  yontemleri
kullanilmis; 194 calisandan olusan bir 6rneklem
aragtirmaya dahil edilmistir. Bulgular, ¢alisanlarin
orgiitsel adalet ve giiven algilarinin genel olarak
orta diizeyde oldugunu ve aralarinda pozitif bir
iligki bulundugunu gostermektedir.  Ozellikle
islemsel (prosediirel) adalet boyutunun giivenle
giiclii bir iligki i¢cinde oldugu belirlenmis, buna
karsihk  dagitimsal ve  etkilesimsel adalet
boyutlariyla giiven arasinda anlamli bir iliski tespit
edilememistir. Arastirma kapsaminda, Orgiitsel
giiveni ve ekip calismasini artirmak amaciyla;
giivenin 6nemi konusunda farkindalik yaratacak
seminerlerin  diizenlenmesi, adalet ve giiven
algilarii etkileyen kiiltiirel ve sosyal faktorlerin
aragtirtlmasi, seffaflik  ve dijitallesmenin
benimsenmesi, liderlerle ¢alisanlar  arasinda
dogrudan iletisimin gii¢lendirilmesi ve bilgilerin
diizenli paylasimi yoluyla karsilikli etkilesimin
tesvik edilmesi onerilmektedir.

Anahtar Kelimeler: orgiitsel giliven, oOrgiitsel
adalet, orglitsel davranis, etki.



HASSAK and BENMOUSSA

1. Introduction:

Human resources play a vital role in any organization. They are crucial in managing all
activities and transforming inputs into outputs. Although an organization consists of several
components, such as businesses, activities, available material resources, machinery, and
equipment, human resources remain the most important. Its success or failure depends
largely on the competence of its human resources and how they are managed and motivated
to perform the required tasks effectively.

In the Algerian context, applying justice and the values of integrity and impartiality are
essential for shaping positive behaviors and attitudes among employees in organizations.
Organizational justice is regarded as one of the most important indicators that explain
various values related to work and organizational behavior. The organizational justice
theory, developed by Stacy Adams, is based on the principle of equality, whereby individuals
feel satisfied when treated fairly in the workplace. This theory includes three types of justice:
distributive, procedural, and interactional. Distributive justice relates to the equal
distribution of rewards and benefits, while procedural justice relates to the fairness of
organizational policies and procedures. Interactional justice relates to the fair treatment of
all individuals. In addition to justice, organizational trust is pivotal in enhancing
organizations’ effectiveness and achieving their goals. Trust enhances cooperation and
partnership between employees and management, which contributes to achieving
organizational goals more efficiently. It allows employees to express their thoughts and
feelings cooperatively, reduces conflicts, and increases organizational belonging, enhancing
a positive and productive work environment.

Achieving justice and building trust among employees is one of the challenges facing
Algerian universities, given the diversity of their human resources and the differences in
their cultures, cognitive backgrounds, and economies. Considering that the University of
Djelfa is one of the universities facing these challenges, this research will attempt to shed
light on the concepts of organizational justice and organizational trust and analyze the
relationship between them. This research will measure the attitudes of various administrative
staff at the University of Djelfa’s faculties regarding the relationship between organizational
justice and organizational trust among employees.

1.1. Research Topic Objectives:

This study investigates the relationship between organizational justice and organizational
trust among administrative staff at the faculties of the University of Djelfa. It uses tools like
questionnaires and advanced statistical methods (e.g., Smart-PLS). Subobjectives include
identifying key components of justice and trust by reviewing previous research and relevant
theories, such as justice theory and social exchange theory. The study also aims to offer data-
driven recommendations to raise employee awareness of organizational justice and improve
trust, supported by case study examples and analysis of potential impacts. It is also helpful
for researchers interested in this field.

1.2. Significance of the Research Topic:

The research holds both academic and practical importance. Academically, it is how
organizational justice influences trust, fills gaps in current literature, and supports the
development of management concepts and institutional performance. Practically, it helps
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faculty administrations at the University of Djelfa improve administrative practices by
identifying strengths and weaknesses in justice and trust and suggesting ways to improve.
The research can lead to a better work environment, reduced stress, increased collaboration
and innovation, and improved overall performance. It also promotes employee motivation,
loyalty, and lower turnover, helping the university meet its goals. The findings may serve as
a model for other academic institutions seeking to enhance justice, trust, and performance.

1.3. Research Problems and Questions:

The research addresses the effect of organizational justice on organizational trust, a key
issue in understanding workplace dynamics. Different types of justice (distributive,
procedural, and interactional) significantly affect employee satisfaction and behavior.
Fairness fosters loyalty and performance, while perceived injustice reduces motivation and
engagement. Trust is essential for strong workplace relationships, better communication, and
innovation. Although building trust is challenging, leadership plays a critical role in creating
a fair and supportive environment. The study aims to answer the central question:

To what extent does organizational justice influence organizational trust among
administrative staff at the faculties of the University of Djelfa?

Based on this problem, the research seeks answers to the following subguestions:

« What is the relationship between organizational justice and organizational trust among
administrative employees at the faculties of the University of Djelfa?

« What is the nature of the relationship between distributive justice and organizational trust
among administrative staff at the faculties of the University of Djelfa?

« What is the nature of the relationship between procedural justice and organizational trust
among administrative staff at the faculties of the University of Djelfa?

« What is the nature of the relationship between interactional justice and organizational
trust among administrative staff at the faculties of the University of Djelfa?

1.4. Research Hypotheses:

To answer the study’s problem and questions, we will formulate research hypotheses and
attempt to test their validity statistically. The research hypotheses are listed below:

« The first primary hypothesis, Hi: There is a statistically significant positive relationship
at a 5% significance level between organizational justice and organizational trust among
administrative employees at the faculties of the University of Djelfa.

« The first sub-hypothesis, Hi-1: There is a statistically significant positive relationship at a
5% significance level between distributive justice and organizational trust among
administrative employees at the faculties of the University of Djelfa.

« The second sub-hypothesis, Hi-2: There is a statistically significant positive relationship
at a 5% significance level between procedural justice and organizational trust among
administrative employees at the faculties of the University of Djelfa.

« The third hypothesis, Hi-3: There is a statistically significant positive relationship at a 5%
significance level between interactional justice and organizational trust among
administrative employees at the faculties of the University of Djelfa.
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1.5. Research Model:

This model examines the impact of organizational justice as an independent variable on
organizational trust among employees by analyzing its dimensions and their impact on
organizational trust.

Figure 1

Research Model

T Hyy /Hya/ Hyy s

........................ » I ll ......."..............._,E i
:
Independent Variable: (l))“’l‘e"f"’“.' ":"’Mf_
Organizational Justice rganizational frust:
- Procedural Justice. T | - T_""l in ¢ "“""gf‘"?-
- Distributive Justice. TV lru;»l 1n supervisor.
- Interactional Justice. — - lrustin top management

(University Leadership).

Control Variables: "Demographic Variables":

Job type, years of experience, age, gender.

Source: Prepared by the researchers, based on previous research. We denote the hypothesis as Hi.

1.6. Research Limits

This study is limited to examining the relationship between organizational justice in its
three dimensions (distributive, procedural, and interactional) and organizational trust in its
various forms (trust in colleagues, supervisors, and management). It also includes other
variables to help get a better grasp of employee behavior. Spatially, the research is conducted
within the faculties of the University of Djelfa, with the possibility of comparing results to
similar studies at other universities. The study focuses on a random sample of 372
administrative employees, using qualitative interviews to support quantitative findings.
Temporally, the research takes place in early 2025, considering seasonal factors and
university events to ensure accuracy. Although these limits may affect the generalizability
of the results, they provide an appropriate framework for studying the impact of
organizational justice on trust within the university context.

1.7. Research Methodology

This study adopts a descriptive approach to examine the relationship between
organizational justice and organizational trust within the faculties of the University of Djelfa.
It combines both quantitative and qualitative methods to ensure a well-rounded analysis.
Data will be collected through questionnaires and interviews and then analyzed using
regression and path analysis to explore how organizational justice influences trust.
Quantitative data will be processed using statistical programs such as SPSS and Smart-PLS,
while qualitative data will undergo content analysis to deepen understanding of the topic and
ensure the accuracy and reliability of the findings.
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1.8. Previous Research

Several studies have examined how perceptions of organizational justice affect trust.
Solinas-Saunders et al. (2024) found that procedural and interactional justice rather than
distributive justice predict employee trust in correctional institutions (Solinas-Saunders et
al., 2024). Bidarian and Jafari (2012) reported a positive link between justice and trust at a
Tehran university (Bidarian & Jafari, 2012). Hubbell and Chory-Assad (2005) found that
procedural justice was the strongest predictor of organizational and managerial trust
(Hubbell & Chory-Assad, 2005). Saunders & Thornhill (2004) explored the coexistence of
trust and distrust during organizational change, showing that justice perceptions help explain
these dynamics (Saunders & Thornhill, 2004).

1.9. Value of Previous Research

These studies confirm the key role of justice in building trust, shaping employee behavior,
and strengthening organizational outcomes. They also provide a solid theoretical base for
this study, informing the research model, survey design, and choice of statistical tools. They
enable meaningful comparisons and highlight gaps this study aims to fill.

1.10. What Distinguishes This Research

This study combines quantitative and qualitative methods to examine organizational
justice and trust in depth. It uses Smart-PLS for advanced analysis and gathers insights
through surveys and interviews with staff at the University of Djelfa. By grounding the
research in recent literature and applying it to a specific academic setting, the study delivers
new insights, addresses knowledge gaps, and offers practical recommendations, contributing
significantly to the field.

2. Conceptual implications of the research variables

Organizational justice is a key factor influencing organizational behavior, as it is closely
linked to various organizational variables that significantly contribute to success and
development. Recognized as a fundamental determinant of behavior within organizations, it
has attracted the attention of researchers in organizational behavior and management, who
consider it essential for organizational effectiveness. Therefore, understanding and applying
the concept of organizational justice is vital to ensuring the sustainability and adaptability of
organizations in a dynamic and evolving business environment.

2.1. Origins and Evolution of Organizational Justice in Management Thought

The concept of organizational justice has evolved through several key contributions to
management thought. It began with Adams Stacy in the 1960s, who introduced distributive
justice through equity theory, emphasizing fairness in the ratio of an individual's inputs (e.g.,
effort, experience) to their outcomes compared to others (Adams, 1963). Later, in 1975,
Thibaut and Walker introduced procedural justice, asserting that people perceive outcomes
as fair when they are involved in the decision-making process. They highlighted the
importance of process control in achieving fairness (Thibaut & Walker, 1975). Building on
this, Leventhal (1980) proposed six rules for procedural justice: consistency, bias
suppression, accuracy, correctability, representativeness, and ethicality—forming the basis
for many later studies (Leventhal, 1980). In 1986, interactional justice was introduced by Bies
and Moag, focusing on fairness in interpersonal interactions and communication, including

88




HASSAK and BENMOUSSA

the respectful and honest treatment of employees (Bies & Moag, 1986). This dimension
addressed the social and relational aspects of justice within organizations. Together, these
three dimensions—distributive, procedural, and interactional—form a comprehensive
understanding of organizational justice. Their development reflects a growing recognition
of justice as a key driver of employee attitudes, behaviors, and organizational effectiveness,
making it a central concern in organizational behavior and management research.

2.2. The Concept of Organizational Justice

Organizational justice is a central concept in management and social studies. It is defined
in various ways by different thinkers. Here are some basic definitions of the concept:

Greenberg (1987) proposed that organizational justice depends on dimensions related to
human interaction. Greenberg classified these dimensions into immediate and proactive
reactions, which include distributive, procedural, and interactional justice (Greenberg, 1987).
Colquitt stated that organizational justice is assessed using four key areas: distributive justice
(fairness in how resources are shared), procedural justice (fairness in the processes used),
interactional justice (how people are treated), and informational justice (how decisions are
communicated) (Colquitt, Conlon, Wesson, Porter, & Ng, 2001). Organizational justice is
defined by Cropanzano et al. (2007) as the organization’s ability to achieve substantial
benefits for employees and the organization by enhancing trust, commitment, and job
performance. It also includes procedures such as hiring, performance appraisal, and reward
systems (Cropanzano, Bowen, & Gilliland, 2007). According to Wiseman and Stillwell
(2022), organizational justice is individuals' perceptions of fair or unfair treatment within
organizations. This perception includes decisions regarding resource allocation and
interpersonal interactions by managers. Organizational justice is classified into four main
dimensions: distributive, procedural, interactional, and informational. These dimensions
significantly impact employee satisfaction, trust, and performance, while low levels of
justice lead to increased negative behaviors, such as absenteeism and aggression (Wiseman
& Stillwell, 2022).

Organizational justice means how fair employees think their organization is when it
comes to sharing resources and rewards (distributive justice), the fairness of the rules and
processes used (procedural justice), and the fairness of how people treat each other in the
organization (interactional justice). Distributive justice is how resources and rewards are
allocated among workers and how fair they think it is. Procedural justice relates to the
fairness and transparency of the processes and procedures used in decision-making.
Interactional justice is how people in an organization treat and respect each other.
Organizational justice also reflects employees’ sense that they are treated fairly and
transparently in all aspects of their work.

2.3. Effects of Organizational Justice

Organizational justice plays an important role in organizations, contributing to achieving
numerous goals and benefits. The absence of organizational justice can result in a multitude
of negative consequences, summarized as follows: Organizational justice has a profound
impact on both individual and organizational outcomes. When correctly applied, it brings
numerous positive effects. It enhances organizational trust and commitment, improves
employee performance, and strengthens relationships between employees and their
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supervisors, as well as with the organization itself. Fair treatment fosters positive behaviors,
such as increased job satisfaction and organizational loyalty, while reducing turnover
intentions. Research has shown that perceptions of fairness are linked to greater satisfaction
and higher motivation (Cropanzano, Byrne, Bobocel, & Rupp, 2001). According to
Greenberg (1990), organizational justice also boosts employees' self-worth, shows
appreciation for their contributions, and reinforces ethical values within the organization
(Greenberg, 1990).

Conversely, from our perspective on organizational justice, the absence of organizational
justice can lead to harmful consequences. Employees who perceive injustice may become
disengaged or even hostile. When ambitious employees are denied fair opportunities, they
may either leave the organization or retaliate by engaging in harmful actions such as reducing
their work effort, mistreating customers, leaking sensitive information, or damaging the
organization’s reputation. These behaviors threaten the organization’s performance and
public image. Hence, institutions need to build transparent and fair systems that support
employee trust and engagement. Ensuring justice in decision-making and resource allocation
not only fosters a positive work environment but also contributes to long-term organizational
success and stability.

2.4. Dimensions of Organizational Justice

Organizational justice is a pivotal concept in the contemporary workplace. It has three
main dimensions: distributive justice, procedural justice, and interactional justice. These
dimensions aim to ensure a sense of fairness among employees, which is reflected in job Z
performance, satisfaction, and organizational loyalty. (X%

A. Distributive Justice: Distributive justice focuses on the fairness of the distribution of @ %
resources and rewards within an organization, such as wages, incentives, and promotions. It
is primarily linked to Adams’s (1963) equity theory, whereby an employee evaluates his
effort against the rewards he receives compared to his colleagues. Distributive justice
includes three main patterns: distribution according to performance (alternative justice),
according to need (contingent justice), or equally among all ("egalitarian justice™) (Adams,
1963). It is based on three basic rules, as defined by Organ (1988): the equality rule, which
requires rewarding an individual based on the effort expended; the quality rule, which calls
for distribution without personal discrimination; and the need rule, which favors individuals
with greater need when conditions are equal (Organ, 1988). The ways to judge fairness in
rewards include the merit standard, which gives rewards based on how well someone
performs; the equality standard, which distributes rewards equally no matter the effort; and
the job status standard, which gives bigger rewards to people in higher positions (Leventhal,
1980). Organizations struggle with making this fairness work, especially when balancing
equality and fairness, being open about how rewards are given, and dealing with different
cultural norms in different organizations (Greenberg, 1990). To illustrate how distributive
justice is applied in practice, some practical examples from well-known organizations can
be used. Transparency in the distribution of wages and benefits is an essential part of
Google’s corporate culture. The company sets clear standards for evaluating performance
and determining rewards, which enhances employees’ sense of fairness. Google also relies
on fairness standards to evaluate performance and distribute rewards based on employees’
contributions to achieving company goals (Bock, 2015).
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B. Procedural Justice: Procedural justice refers to the integrity and fairness of the
procedures followed in making decisions related to the distribution of resources within
organizations, such as promotion mechanisms or performance evaluations. Employees feel
treated fairly when the processes are clear, consistent, and unbiased (Thibaut & Walker,
1975). Leventhal identified a set of rules to ensure procedural fairness: the possibility of
appeal, impartiality, ethics, accuracy, representativeness, and consistency (Leventhal, 1980).
Greenberg and Baron classified procedural justice into two basic dimensions: the social
dimension, which focuses on the quality of interaction and communication with the
employee, and the structural dimension, which reflects the transparency and objectivity of
the procedures followed (Greenberg & Baron, 1997). Procedural justice is evaluated
according to several criteria, including the consistency of standards, gathering accurate
information, involving employees in decision-making, explaining the justifications for
decisions made, and providing additional information upon request (Folger & Konovsky,
1989). However, implementing procedural justice faces several challenges, such as poor
transparency, limited employee participation in decisions, and a lack of training for
managers on the principles of fair decision-making .Furthermore, the difficulty of
reconciling the achievement of justice with prompt decision-making is also evident. To
illustrate how procedural justice is applied in practice, some practical examples from well-
known organizations can be used. Intel applies procedural justice through transparent
performance evaluation and promotion policies, allowing employees to voice their opinions
and participate in decision-making. The company ensures that all evaluation criteria are
known and procedures are transparent and fair (Intel, 2024). At Microsoft, procedural justice
rules are implemented to ensure employee participation in decision-making and provide
channels for grievances and appeals. The company uses transparent and clear evaluation
systems to ensure fair processes (Microsoft, 2024).

C. Interactional Justice: Interactional justice refers to the quality of treatment employees
receive from their supervisors in the workplace. It includes elements of respect, appreciation,
and transparency during personal interactions. It is the human extension of procedural justice
(Bies & Moag, 1986). Interactional justice is influenced by several factors, including clear
justification for decisions made, openness and sincerity in communication, politeness and
respect in dealings, and appreciation of employee needs when implementing decisions.
Moorman and Niehoff identified a set of basic criteria for this justice: mutual respect, clarity
and transparency, logical justification for decisions, and mutual trust between employee and
supervisor (Niehoff & Moorman, 1993). Interactional justice positively impacts job
satisfaction, a sense of belonging, and the desire to continue working. However, low
interactional justice may lead to increased levels of stress and an increased likelihood of
withdrawal or resignation from the job (Colquitt, Conlon, Wesson, Porter, & Ng, 2001).

The three dimensions interconnect. Perceptions of distributive justice often depend on the
procedures’ fairness. Interactional justice encompasses implementing these procedures and
the level of respect they offer. Thus, each dimension influences the others, and the failure of
one may weaken organizational justice as a whole.
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3. The General Framework of Organizational Trust

Organizational trust is a key element in modern institutions. It plays a crucial role in
strengthening internal relationships, supporting strategic decisions, and promoting positive
employee behaviors. It fosters collaboration and commitment and helps organizations
effectively achieve their goals.

3.1. The origins and development of the concept of organizational trust

The concept of organizational trust has deep philosophical roots, with Hobbes
emphasizing the social contract to avoid chaos (Baumgold, 2013). Moreover, Locke viewed
trust as fundamental for legitimate governance and cooperation (Newton, 2001). Durkheim
further highlighted trust’s role in societal stability (Hupcey, Penrod, Morse, & Mitcham,
2001). Early organizational theories by Taylor and Weber focused more on authority and
formal systems, largely ignoring trust (Hosmer, 1995). This focus shifted with the human
relations school, where Barnard stressed that organizational cooperation depends on trust
(Barnard, 1968). Mid-20th-century psychological studies connected trust to healthy
development and everyday interactions (Erikson, 1963). Luhmann later noted that trust
reduces social complexity, facilitating organizational interactions (Luhmann, 2018). In the
1980s, trust gained attention in leadership and change management, linked to loyalty through
models like Theory Z (Ouchi & Price, 1978). By the 1990s, trust was associated with social
capital and resilience, vital for collaboration in evolving workplaces (Mayer, Davis, &
Schoorman, 1995). Entering the 21st century, organizational trust became key for enhancing
communication, fostering innovation, and easing change amid globalization and
technological advances (Newell & Swan, 2000), making it crucial for organizational stability
and adaptability today.

3.2. The Concept of Organizational Trust

Organizational trust is a key concept in studying organizational behavior and managing
relationships. It is a multidimensional concept that overlaps with various fields, such as
psychology, economics, and sociology. For example, Ellen’s definition of organizational
trust emphasizes the importance of trust in employee-employer relationships. It considers
trust to be linked to transparency and commitment on the part of the leader (Ellen, 1997).
However, this definition may be limited in its coverage of other organizational relationships,
such as trust between colleagues or employees and top management. Tyler et al. focused on
trust as a prerequisite for compliance with rules and risk-taking, reflecting a broader
perspective (Tyler, Callahan, & Frost, 2007) but potentially ignoring the emotional and moral
aspects crucial to building organizational trust.

On the other hand, other definitions focus on the belief in the reliability of specific
individuals based on their expected behavior, such as colleagues, direct supervisors, or senior
management, as well as the lack of attention to oversight (Hoy & Tschannen-Moran, 1999).
However, the broad description of these behaviors may not provide specific guidance for
enhancing trust within organizations. Some view organizational trust as a rational act
facilitated by social structures. It is also an emotional process reinforced by the perceived
reliability of the trusted group and the faith of the individuals who offer their trust. That is,
its existence is implicitly assumed to enhance the expected outcomes of the relationship
(Ashu et al., 2019). This assumption does not always guarantee positive or beneficial actions
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or behaviors for group members. Individuals may believe that others will behave in specific
ways, even if these actions are undesirable and shameful. Trust is a rational decision based
on calculating benefits and risks and a complex process that includes emotions, experiences,
and group interactions (Di Battista, Pivetti, & Berti, 2020).

Thus, we conclude that organizational trust is people’s faith in their workplace, leaders,
and coworkers. It reflects how employees believe their organization will act with integrity
and fairness and honor its commitments to them. It is also essential for enhancing
cooperation and job performance and facilitating the achievement of shared goals.
Organizational policies and practices that reflect transparency, integrity, efficiency, and
fairness build this trust.

3.3. Effects of Organizational Trust

Organizational trust enhances job security, motivation, and participation in achieving
goals (Dirks & Ferrin, 2002). It promotes honest communication, clear roles, and stronger
decision-making (Kramer, 1999). Trust improves workplace relationships and job
satisfaction and supports delegation and development when evaluation is fair (Judge &
Bono, 2001). It boosts leadership effectiveness, risk management, resource use, and
organizational credibility (Edmondson, 1999). In contrast, low trust reduces motivation,
weakens commitment, and harms teamwork (Cameron, 2011). It leads to poor
communication, blocks innovation, and increases control needs. This creates a rigid, tense
environment with delays, conflict, and defensive behavior (McAllister, 2017).

3.4. Dimensions of Organizational Trust

Organizational trust is a fundamental concept in understanding the dynamics of
relationships within the workplace. Many researchers have focused on analyzing it through
three main dimensions: trust in colleagues, trust in supervisors, and trust in top management.
These interconnected dimensions are crucial in enhancing collective and individual
performance within organizations. They also form a framework for understanding individual
behavior and interactions in the workplace. The following is a summary of these dimensions:

- A. Trust among colleagues: Trust is the cornerstone of building effective and
productive teams. Collaborative relationships built on respect and trust enhance team
performance and facilitate knowledge sharing (Dirks & Ferrin, 2002). This trust depends on
several components: a commitment to cooperation, fulfilling promises, and organizational
justice, which makes individuals feel that their rights are protected and their contributions
are fairly valued. An effective knowledge management system enables team members to
exchange skills and expertise, increasing teamwork efficiency. Power dynamics within a
team also directly impact trust. A fair distribution of power promotes transparency and
reduces conflict, whereas the authoritarian use of power undermines trust and reduces the
effectiveness of collaboration (Panteli & Tucker, 2009). Furthermore, trust is affected by
organizational factors such as policy changes and organizational culture, which requires
management to establish a culture that encourages cooperation and fairness to ensure trust
sustainability (Brion, Mo, & Lount Jr., 2019).

- B. Trust in supervisors: Trust in supervisors is vital to team cohesion and professional
relationships. Employees build trust based on the supervisor’s competence, integrity, and
openness. A successful supervisor must be competent in technical aspects and leadership
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skills such as conflict management and effective communication (Dirks & Ferrin, 2002).
Ethical integrity is also the basis for building trust, as a supervisor's fair and transparent
actions enhance employees’ feelings of security and respect (Chughtai, Byrne, & Flood,
2015). In addition, a supervisor’s ability to listen to their employees and offer necessary
support plays an important role in establishing a positive relationship (Nienaber, Romeike,
Searle, & Schewe, 2015). The organizational environment also affects the extent to which
employees trust their supervisors. The implementation of equitable and transparent policies
enhances trust. At the same time, ambiguity or bias leads to its erosion (Wu, Huang, Li, &
Liu, 2012). Trust in the supervisor is determined by three basic elements: a tendency toward
goodness, professional competence, and integrity. In conjunction with an equitable work
environment and a supervisor who demonstrates competence and equilibrium, these factors
lead to successful leadership and strong trust from subordinates (Akram et al., 2018).

- C. Trust in Top Management: Trust in top management is crucial in building a
favorable organizational climate that enhances productivity and corporate loyalty. This trust
is evident when employees feel that leadership decisions are fair and transparent and that
there is genuine concern for their needs and aspirations. This trust is greatly enhanced when
management is committed to fulfilling its promises and matching its words with its actions,
especially in developing the professional environment and providing material and moral
support (Dirks & Ferrin, 2002). Organizational justice, particularly in resource allocation and
decision-making processes, is a crucial foundation, as employees perceive themselves as
integral to a fair business that supports and cherishes them (Greenberg, 1990). In addition,
management that invests in employee career development and provides growth opportunities
enhances employee trust and creates a stable work environment. The transparent
organizational culture adopted by leadership also affects employee perceptions, as the
consistency of values between what the organization declares and what it practices increases
management’s credibility (Kramer, 1999). However, if trust declines, it could lead to
declining loyalty, reduced performance, and increased employee turnover. Therefore, senior
management must adopt policies based on transparency, fairness, and understanding
employees’ needs to ensure continued trust and support for the organization’s success
(Robinson, 1996).

4. Study Methods and Procedures

This section presents the methodological steps needed to conduct the study, from
developing the instrument to determining the sample, collecting data, and statistically
analyzing it to achieve the research objectives.

4.1. Developing the Study Tool:

A questionnaire was developed specifically for the current study. It included items to
measure employees’ perceptions of prevailing organizational justice and their trust in the
college’s management, leadership, and intentions. This questionnaire was designed using a
five-point Likert scale and comprised 24 items, making it easy for employees to understand
and complete. Ten expert reviewers from various international universities, selected for their
specializations and experience in the research topic, reviewed the questionnaire. They were
asked to provide their opinions on the questions’ clarity, relevance to the research topic, and
ease of completion. This process contributed to improving the structure of the questionnaire
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and ensuring its clarity and relevance, which led to improved data quality, increased
accuracy of results, and enhanced confidence in the study’s validity.

4.2. Study Population and Sample:

The study targeted 372 administrative employees at the University of Djelfa. Using
Thompson’s equation, the required sample size was calculated as 189. To ensure accuracy
and minimize error, 260 questionnaires were distributed, excluding those on extended leave.
A total of 205 responses were received, with 194 valid for analysis—representing 52% of the
population and exceeding the minimum required. The sample was proportionally distributed
across the faculties, enhancing the representativeness and statistical reliability. It
strengthened the study’s validity and reduced the likelihood of random error.

4.3. Evaluating the Validity of the Standard Model:

To develop models that fit the research context better and have greater validity,
researchers must ensure that these models possess high levels of validity and reliability.
Achieving these criteria enables future studies to use these models efficiently. Hence, the
importance of both convergent validity and discriminant validity becomes apparent.
Therefore, the current study relied on these two types of tests to test the validity of the
measurements.

Table 1
Standard Model Quality Standards
Variables Dimensions  Items FL Cronbach'salpha  CR AVE
X11 0.427
Distributive ~ X12 0.780
Justice X13 0.851 0.727 0.833 0.570
X14 0.874
X21  0.284 (delete)
Organizational  Procedural X22 0.701
Justice Justice X23 0.850 0.625 0.786 0.508
X24 0.858
X31 0.879
Interactional ~ X32 0.912
Justice X33 0.861 0.794 0.870  0.640
X34 0.461
Y11 0.627
Trust in Y12 0.771
Colleagues Y13 0.719 0.714 0.821  0.537
Y14 0.801
Y21  0.408 (delete)
Organizational Trust in Y22 0.785
Trust Supervisor Y23 0.768 0.653 0.799 0.512
Y24 0.823
Trust in Y31 0.892
University Yo R 0.813 0881  0.657
Leadership 85
Y34 0.525

Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4.

According to Table, some of Cronbach'’s alpha internal consistency scores are below 0.7,
showing that the study tool lacks the needed reliability, meaning the data might be unreliable
and unsuitable for final analysis. Remove items from the questionnaire to improve reliability
and make the data consistent with the expected model. These changes will enhance
measurement quality and lead to better interpretation of the results based on the remaining
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data. It is concluded that it is necessary to delete the confusing items from the questionnaire
to ensure improved stability and reliability and increase the consistency of the data with the
hypothesized model so that the quality of measurement is improved and the results are better
interpreted based on the remaining data. The table below shows how we checked the model’s
validity after taking out the confusing items, pointing out the better stability and reliability
indicators (like composite reliability and average variance extracted) and the consistency of
the remaining data.

Table 2
Measurement model quality criteria after removing confounding items
Dimensions Cronbach's Alpha  CR AVE
Distributive Justice 0.727 0.833 0.570
Procedural Justice 0.752 0.859 0.672
Interactional Justice 0.794 0.870 0.639
Trust in Colleagues 0.714 0.818 0.532
Trust in Supervisor 0.760 0.862 0.676
Trust in University Leadership 0.813 0.881 0.657

Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4,

The table below shows the validity criteria for the standard model after removing the
confounding items. We note that the average expected values (AVE) range between 0.532
and 0.676. These values indicate that all scale dimensions fall within the acceptable range of
0.5. It means that the average values of the items in each dimension are relatively high,
indicating a high quality of interpretation. The composite reliability coefficients (CR) range
between 0.818 and 0.881. These values indicate that the internal consistency of the scales is
relatively high, as they all fall above 0.7. This value indicates that each dimension's items
exhibit interrelatedness and provide a consistent and accurate measure of the concept. All
Cronbach’s alpha coefficients range between 0.714 and 0.813. These values indicate that the
internal consistency of the scales remains high after removing any item that might negatively
affect the scale. It means that the scale is robust and stable, even after removing any item
that might be inconsistent. These results validate the standard model’s validity and
reliability, demonstrating its ability to assess organizational justice and trust concepts
accurately.

4.4. Evaluating the evidence of discriminant validity:

Key statistical methods are used to assess discriminant validity, particularly the Fornell-
Larcker criterion, the HTMT ratio, as well as the variance inflation factor (VIF) and cross-
loading indices (Hair, Risher, Sarstedt, & Ringle, 2019). The following tables present the
results:

A. Cross-Loading Test: The following table shows the cross-loading fit indices test results,
which assess the extent to which items fit with their respective variables compared to other
variables.
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Table 3
Cross-Loading Fit Indices
Distributive ~ Procedural  Interactional Trustin Trustin Trust in University
Justice Justice Justice Colleagues  Supervisor Leadership
X11 0.424 0.114 0.139 0.190 -0.011 0.028
X12 0.774 0.317 0.156 0.309 0.018 0.072
X13 0.856 0.422 0.029 0.243 0.188 0.192
X14 0.877 0.444 0.077 0.167 0.096 0.215
X22 0.349 0.717 0.355 0.383 0.211 0.250
X23 0.424 0.860 0.398 0.292 0.401 0.196
X24 0.351 0.873 0.455 0.094 0.154 0.132
X31 0.097 0.472 0.881 0.300 0.107 0.061
X32 0.119 0.451 0.912 0.300 0.173 0.120
X33 0.132 0.383 0.863 0.243 0.133 0.012
X34 -0.002 0.228 0.454 0.139 -0.059 -0.005
Y11 -0.002 0.024 0.384 0.599 0.247 -0.084
Y12 0.210 0.216 0.307 0.757 0.208 0.108
Y13 0.382 0.398 0.224 0.747 0.475 0.310
Y14 0.156 0.133 0.076 0.798 0.304 0.039
Y22 0.177 0.350 0.123 0.468 0.808 0.176
Y23 -0.076 0.066 0.187 0.356 0.775 0.012
Y24 0.134 0.317 0.041 0.280 0.879 0.341
Y31 0.113 0.213 0.101 0.233 0.191 0.891
Y32 0.102 0.155 0.060 0.123 0.210 0.906
Y33 0.196 0.148 0.037 0.109 0.211 0.859
Y34 0.234 0.280 -0.001 0.060 0.129 0.526

Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4,

Cross-loading indices confirm that each item is more closely related to its construct than
any other latent variable. This assessment helps ensure the distinctiveness of items and
enhances the accuracy of the Structural Equation Modeling (SEM) model. A cross-loading
value above 0.50 is generally considered strong and indicative of excellent item reliability.
Conversely, values below 0.40 are viewed as weak and may require reevaluation or item
revision. (Hair, Hult, Ringle, & Sarstedt, 2017). The indices demonstrate excellent fit when
the item loads higher on its variable than on other variables, meaning that each latent variable
is measured only through its statements without interference with other variables.

B. Variance Inflation Factor (VIF) test: This tool evaluates a structural model by
measuring the degree of multicollinearity between the independent variables. This tool helps
address the problem of collinearity between the model components. A VIF value is
considered acceptable if it ranges between 1 and 5. This level of agreement indicates a
moderate relationship between the predictor variables. Values exceeding 5 indicate a serious
problem with multicollinearity, which may require deleting some questionnaire items
(Sarstedt, Ringle, & Hair, 2021). The following table shows the results of the VIF test. The
Variance Inflation Factor (VIF) addresses the collinearity problem between standard model
factors.

Table 4

Variance inflation factors

ltems VIF Items VIF Items VIF Items VIF

Distributive Justice X11 1.108 X12 1.693 X13 2772 714  2.630
Procedural Justice X21 / X22 1.470 X23 2382 724  2.959
Interactional Justice X31 2.254  X32 3.292 X33 3.006 Z34 1.174
Trust in Colleagues Y11 1.605 Y12 1.933 Y13 1636 Z14  1.607
Trust in Supervisor Y21 / Y22 1.439 Y23 1575 724 1.879

Trust in University Leadership Y31 2.386 Y32 3.192 Y33 2662 734 1.222
Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4,4.
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The results of the previous table indicate that all VIF values are less than 5, meaning there
IS no excessive linear correlation between the factors in the model and that the variables are
independent. Such an outcome enhances the model's reliability and ability to explain the
relationships between independent and dependent variables, thereby supporting the validity
of the analysis.

C. HTMT Test: The Heterotrait-Monotrait Ratio (HTMT) assesses discriminant validity
by measuring how distinct latent variables are. A model demonstrates good discriminant
validity if most HTMT values are below 0.85, though in some cases, a threshold of 0.90 may
be acceptable. Values above 0.85 indicate potential overlap between constructs, suggesting
the need to revise or remove ambiguous survey items to improve the model (Henseler,
Ringle, & Sarstedt, 2015).

Table 5
Overlap of dimensions according to the HTMT test
Trustin TTUSt In Trust n Procedural  Distributive  Interactional
Colleagues  University  Supervisor . - .
. Justice. Justice. Justice.
Leadership.
Trust in

Colleagues.
Trust in University

Leadership. 0.257
Trust in Supervisor. 0.575 0.280
Procedural Justice. 0.383 0.324 0.421
Distributive Justice. 0.419 0.259 0.213 0.605

Interactional 0.464 0.103 0.257 0.631 0.195

Justice.

Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4,

According to the table, all values of the congruence coefficient between the variables are
less than the minimum value specified at 0.85. The current study model has achieved
discriminant validity, demonstrating adequate structural discrimination between the
variables.

D. Fornell-Larcker: The Fornell-Larcker criterion evaluates discriminant validity by
verifying that each latent construct is distinct from others. This is confirmed when the square
root of a construct’s Average Variance Extracted (AVE) is greater than its correlations with
other constructs, indicating that the construct explains more variance in its indicators than it
shares with others (Fornell & Larcker, 1981).

Table 6
Overlap of dimensions with each other, according to the Fornell-Larker test
Trust in TYUSt n Trust in Procedural  Distributive  Interactional
University . . - .
Colleagues : Supervisor Justice Justice Justice
Leadership
Trust in Colleagues 0.729
Trust in Unl\{erSIty 0171 0811
Leadership
Trust in Supervisor 0.446 0.231 0.822
Procedural Justice 0.304 0.231 0.313 0.820
Distributive Justice 0.296 0.184 0.110 0.458 0.755
Interactional Justice 0.317 0.068 0.135 0.493 0.121 0.800

Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4.
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The numbers on the diagonal of the matrix, which show the square roots of the AVE, are
greater than the correlations between the other latent variables, confirming that each
construct represents a different idea. This result indicates that the model demonstrates
excellent discriminant validity, as the constructs are sufficiently distinct. The high diagonal
values reflect strong differentiation among the dimensions. Furthermore, the observed
correlations between constructs are moderate to low, suggesting minimal overlap and
supporting the constructs’ independence. This level of differentiation is crucial for ensuring
the model’s effectiveness in measuring distinct theoretical concepts. In summary, the
Fornell-Larcker test results indicate that the model exhibits high discriminant validity, with
only minor, acceptable overlaps that do not compromise its overall validity.

4.5. Evaluating the Study’s Structural Model:

After evaluating the measurement model, we must move on to evaluating the overall
results of the model through

A. Coefficient of Determination (R?: According to Chin (1998), the coefficient of
determination (R?) reflects the predictive accuracy of the structural model in SEM. It indicates
the proportion of variance in the dependent variable explained by the independent variables.
An R? value above 0.67 suggests a substantial predictive power; values between 0.33 and 0.67
indicate a moderate effect, while values below 0.33 reflect a weak explanatory power (Chin,
1998).

Table 7

Coefficient of Determination (R-Square)
Variable R? R? Adjusted

Organizational Trust 0.164 0.159

Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4.

The adjusted and unadjusted coefficients of the determination indicate that the regression
model can explain the behavior of the dependent variable, "organizational trust." The
independent variable, organizational justice, explains and accounts for 16% of the variance
in the dependent variable, organizational trust. However, we consider this a weak percentage
because it is less than 33%. We also note that the adjusted determination value is close to
and does not differ significantly from the determination values, indicating the model’s
quality and significance.

B. Effect Size F?: Effect size F?> complements the coefficient of determination by
measuring each independent variable’s unique contribution to the model’s explanatory
power (Baron & Kenny, 1986). According to Cohen’s (1988) classification, an F> greater than
0.35 indicates a significant effect, between 0.15 and 0.35 a medium effect, between 0.02 and
0.15 a small effect, and below 0.02 suggests no meaningful effect (Cohen, 1988).

Table 8
Effect Size F?

Variable Value Effect Size

Organizational Justice —>Organizational Trust 0.196 Medium

Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4.
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The results showed a moderate relationship between organizational justice and trust, with
a value of 19%. Based on these results, we conclude that there is a positive relationship
between organizational justice and organizational trust.

4.6. Testing the Study Hypotheses:

The study hypotheses are tested using path analysis combined with the bootstrap
technique. Following Hayes and Preacher, relationships between variables are assessed
through P-values, which represent the likelihood of error in the observed relationship. A
P-value below 0.05 indicates a significant relationship. Additionally, the beta coefficient is
derived from the original sample: a positive beta indicates a direct correlation, while a
negative beta indicates an inverse correlation (Hair, Black, Babin, & Anderson, 2013). The
central hypothesis Hi and sub-hypotheses are tested: "There is a statistically significant
positive relationship at a 5% significance level between organizational justice and
organizational trust among administrative employees at the faculties of the University of
Djelfa." The examination is done using the results of the two models and the following table:

Figure 2
Model for testing the primary hypothesis H1
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Figure 3
Model for testing the sub-hypotheses of the central hypothesis H1
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The following table shows the results of testing the second hypothesis of the research and
its sub-hypotheses, which aim to verify the existence of a positive relationship between
organizational justice and organizational trust.

Table 9
Results for testing the primary hypothesis Hi and its sub-hypotheses

Path Regression  Standard T- P- Decision
Coefficient Error Value  Value
Organizational Justice 0.405 0.064 6.286 0.000 Accept hypothesis Hi.
— Organizational Trust.
Distributive Justice 0.107 0.069 1540 0124  Reject hypothesis Hu.1.
—>Organizational Trust.
ice >
Procedural Justice 0.365 0.068 5370 0000  Accept hypothesis Hiz.
—>Organizational Trust.
i i —>
Interactional Justice 0.063 0072 0875 0381  Reject hypothesis Hs.

— Organizational Trust.
Source: Prepared by researchers based on the outputs of the statistical program Smart-PLS.V: 4.4.

. Organizational Justice and Organizational Trust: The positive regression
coefficient of 0.405 indicates a positive relationship between organizational justice and trust.
The T value of 6,286 was greater than the critical value of 1.96 at a significance level of 0.05.
Moreover, the p-value was less than the significance level of 0.05. Reaching 0.000. The
finding supports the acceptance of the central hypothesis Hi: "There is a statistically
significant positive relationship at a 5% significance level between organizational justice and
organizational trust among administrative employees at the faculties of the University of
Djelfa." This result is consistent with studies by (Chen et al., 2015) and (Bidarian & Jafari,
2012).

. Distributive justice—Organizational Trust: The P value was greater than the
significance level of 0.05, reaching 0.124, which supports the rejection of sub-hypothesis Ha-
1, which states, "There is a statistically significant positive relationship at a 5% significance
level between distributive justice and organizational trust among administrative employees
at the faculties of the University of Djelfa.” This result differs from the study (Bidarian &
Jafari, 2012), the study (Solinas-Saunders et al., 2024), and (Hubbell & Chory-Assad, 2005).

. Procedural Justice—Organizational Trust: The positive regression
coefficient of 0.365 indicates a positive relationship between procedural justice and
organizational trust. The T value of 5,370 was greater than the critical value of 1.96 at a
significance level of 0.05, and the P value was less than the significance level of 0.05.
Reaching 0.000. This evidence supports the idea that "there is a statistically significant
positive relationship at a 5% significance level between procedural justice and organizational
trust among administrative employees at the faculties of the University of Djelfa.” This result
is consistent with the study (Hubbell & Chory-Assad, 2005), the study (Chen et al., 2015),
and the study (Solinas-Saunders et al., 2024).

. Transactional fairness—Organizational Trust: The p-value was greater than
the significance level of 0.05, reaching 0.381. This result supports rejecting the sub-
hypothesis Hi-3, which says that "there is a statistically significant positive relationship at a
5% significance level between interactional justice and organizational trust among
administrative employees at the faculties of the University of Djelfa.” It differs from the
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study (Solinas-Saunders et al., 2024), while this result agrees with the study (Hubbell &
Chory-Assad, 2005).

4.7. Discussion of the results of testing the central hypothesis H, and its sub-hypotheses:

The results in the table support a positive relationship between organizational justice in
general and organizational trust, as employees who feel they are treated fairly by their
colleagues are more likely to trust them. This finding supports previous research that
highlights the role of organizational justice in creating a positive work environment where
employees can trust their colleagues and leaders. Remarkably, the relationship between the
dimensions of justice and organizational trust was mixed. While the results showed a strong
positive relationship between procedural justice and organizational trust, distributive justice
and interactional justice did not show any statistically significant relationship with
organizational trust. This disparity may be attributed to transactional justice related to
employee experiences with colleagues.

In contrast, other factors, such as each college’s general values and practices, can
influence organizational trust. The results indicate the importance of building a fair and
inclusive work environment to enhance employee and organization trust. Overall, we can
interpret these results by considering the nature of the various justice dimensions.
Organizational justice focuses on employees’ general perceptions of the organization’s
fairness, while procedural justice focuses on the integrity of organizational procedures. The
strong relationship between procedural justice and organizational trust can be explained by
the theory of "reciprocity," as employees who are treated fairly in their procedures feel more
confident in their organizations.

5. Conclusion

In the theoretical aspect of this research, we concluded that organizational justice is a
central concept in management thought and has diverse impacts on individuals and
organizations. Organizational justice encompasses several forms and dimensions, each
requiring consideration of specific principles and models to achieve. Theories and studies
demonstrate the importance of organizational justice in motivating individuals and
enhancing their performance within organizations, as there is a positive relationship between
it and job satisfaction and organizational commitment. Furthermore, organizational trust is
essential in building and strengthening relationships. This trust is essential for achieving
goals and enhancing performance. Several factors influence it and necessitate its conscious
and deliberate development. Transparency and effective communication also enhance
organizational trust, which positively impacts team performance and the effectiveness of
teamwork. These trusts are essential for achieving organizational goals and fostering positive
relationships among individuals within an organization.

5.1. Results of the applied aspect:
We can draw the following conclusions from our field study at the University of Djelfa:

« Theresults indicated that faculty employees have an average perception of organizational
justice and trust.

« The validity of the standard model, discriminant validity evidence, and structural model
were evaluated, and the study’s hypotheses were successfully tested.

« Theresults showed a strong positive relationship between organizational justice and trust.
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« The relationship between the various dimensions of justice and organizational trust was
analyzed and found to be variable.

« The procedural justice dimension had a strong relationship with organizational trust.

« We did not find a significant relationship between "distributive justice™ and "transactional
justice™ with organizational trust.

5.2. Discussion and Recommendations:

Based on the findings of the field study conducted at the University of Djelfa’s colleges,
a comprehensive strategy can be proposed to enhance the work environment by promoting
fairness and organizational trust among administrative staff. This strategy encompasses a
range of initiatives, from strategic aspects aligning with a long-term vision and progressing
to daily practical tactics contributing to a positive and sustainable work environment. These
suggestions can enhance fairness and organizational trust, positively impacting institutional
performance.

A. Strategic Aspects:

- Promoting Positive Leadership: Promoting positive leadership requires developing college
leaders' skills in effective listening and fair decision-making, which builds trust between
management and employees. Furthermore, leadership stability, through maintaining the
heads of departments and interests, strengthens organizational relationships and reduces
anxiety and tension among employees, leading to a more stable work environment.
Leadership stability builds trust and belonging and motivates employees. Leadership change
causes anxiety and negatively impacts organizational trust and performance.

- Improving organizational justice through flexible policies: Enhancing organizational
justice requires reviewing distribution policies to ensure fair incentives based on individual
performance. Procedural justice is also enhanced by involving administrative staff in
decision-making processes. This approach contributes to creating a work environment that
values efforts and enhances employees' sense of belonging and fairness within the
organization, which supports organizational loyalty and encourages optimal performance.

- Enhancing Organizational Trust: Organizational Trust can be enhanced by improving
effective communication between management and employees. Establishing open channels
that contribute to increased transparency can achieve this. Furthermore, adopting digital
systems is an important step to ensure the timely provision of necessary information, which
supports informed decision-making and enhances trust.

- Enhancing participation and innovation: To foster creativity and institutional engagement,
motivating employees to articulate their ideas and partake in decision-making is imperative,
thus augmenting their capacity for innovation. Moreover, implementing procedures like
opinion polls and advisory committees fosters communal decision-making and bolsters the
administrative staff's sense of accountability and affiliation with the university.

B. Implementation Aspects:

- Developing a Work Culture: Developing a work culture requires fostering a vibrant
professional conscience by providing ongoing professional training opportunities and
linking performance to rewards to motivate employees to improve continuously. Organizing
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psychology training courses can also foster sportsmanship among employees by aiming to
develop coping skills and transform challenges into opportunities for growth.

- Improving Internal Relationships: Building a psychologically safe environment requires
empowering employees to express their opinions freely and without fear of repercussions,
which fosters innovation and confidence.

- Supporting Diversity and Inclusion: Promoting a culture of inclusion in the workplace can
be achieved by organizing workshops and training programs that focus on diversity
awareness and mutual respect. This approach creates a work environment that values and
benefits from individual differences, fostering a sense of belonging and harmony among all
employees.

C. Tactical Aspects:

- Specific techniques for various job categories: address the requirements of employees in
various job categories; advanced training programs can be provided to seasoned employees
to refine their abilities and cultivate their professional potential. Young staff members can
be incorporated into college activities via orientation programs that elucidate the university’s
ideals and facilitate their assimilation into the workplace.

- Organizing seminars and workshops: Organizing periodic seminars and workshops is an
effective way to raise awareness of the importance of organizational trust. It can enhance
employees' understanding of its role in improving the work environment and motivating
performance, contributing to building a culture based on mutual trust among all parties.

- Monitoring and evaluating human resources policies: To ensure the effectiveness of
implemented policies, periodic evaluations using performance evaluation questionnaires to
measure their impact on employees are essential. Data analytics techniques can also be
employed to measure and analyze the impact of promoting fairness and organizational trust
and providing opportunities for continuous improvement.

This strategy will create a work environment that promotes fairness and organizational
trust at the University of Djelfa's colleges. However, organizational fairness and trust can
only be fully achieved through the joint, interactive efforts of management and employees.
Therefore, employees must understand the concepts of distributive, procedural, and
interactional justice and be familiar with the university’s college practices related to these
issues. They must also communicate effectively with the management when they observe
any unfair practices. They can also build organizational trust by offering ideas, supporting
colleagues, participating in volunteer activities, and positively expressing loyalty to them.

5.3. Future research directions:

Based on the field study results, additional research is needed to understand the impact of
organizational justice and trust on the performance of institutions and individuals. It is
recommended that in-depth studies be conducted on the factors influencing these concepts
and how to enhance them in different organizational environments. Future research can also
be developed to deepen the understanding of the relationship between these variables and
explore the factors influencing them, as indicated in the following points:

« The role of emotional intelligence as a regulating factor in the relationship between
organizational justice and organizational trust;
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« Organizational Trust, organizational justice, and organizational commitment: Their
impact on organizational citizenship behaviors in a digital business environment;

« The impact of organizational justice on organizational trust in light of organizational
change: A field study.

« Organizational justice and organizational trust in the aftermath of mergers and
acquisitions.

« The impact of socialization on organizational justice and organizational citizenship
behaviors: A comparative study between Arab and Japanese cultures.

« Therole of servant leadership in enhancing organizational trust through procedural justice
as a mediating variable in higher education institutions.
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Genisletilmis Ozet

Orgiitsel adalet, yonetim biliminde temel bir kavramdir ve bireyler ile kurumlar iizerinde
onemli etkiler yaratir. Dagitimsal, islemsel ve etkilesimsel adalet gibi ¢esitli boyutlara sahip
olan bu kavram, her bir boyut i¢in 6zgilin yaklagimlar gerektirir. Kuramsal calismalar,
orgiitsel adaletin is doyumu, motivasyon ve kuruma baglilik ile pozitif yonde iligkili
oldugunu ortaya koymustur. Benzer sekilde, orgiitsel giiven de is birligi ve performansi
artirmada hayati bir rol oynamaktadir. Giiven kendiliginden olusmaz; seffaflik, diiriist
iletisim ve adil liderlik yoluyla insa edilir. Bu unsurlar, gii¢lii bir orgiitsel kiiltiirii destekler
ve kurumsal hedeflerin basarisi i¢in gerekli olan saglikli bireyler arasi iliskileri tesvik eder.

Celfa Universitesi’nde gergeklestirilen saha calismasi, personelin orgiitsel adalet ve
giiveni genel olarak orta diizeyde algiladigini ortaya koymustur. Arastirmada kullanilan
istatistiksel modellerin gecerliligi kanitlanmis ve orgiitsel adalet ile giiven arasinda pozitif
bir iliski oldugu hipotezi dogrulanmistir. Ozellikle islemsel adaletin, drgiitsel giiven iizerinde
anlamli bir etkisi oldugu gozlemlenirken; dagitimsal ve etkilesimsel adalet ile giliven
arasinda anlaml bir iliski tespit edilememistir. Bu bulgular, calisan giivenini ve bagliligini
olusturmakta karar alma siirecinin sonugtan daha 6énemli olabilecegini gdstermektedir.

Bu bulgular dogrultusunda, iiniversite ortaminda adalet ve giliveni artirmaya yonelik
kapsamli bir strateji onerilmistir. Adil liderlik uygulamalarinin gelistirilmesi, performansa
dayali esnek 6diil sistemlerinin benimsenmesi ve personelin karar alma siire¢lerine aktif
katiliminin saglanmasi, bu stratejinin temel unsurlarindandir. Yiiz yilize ve dijital araglar
araciligiyla etkin iletisim kurulmali; galisanlarin fikir tiretmeleri ve kurumsal faaliyetlere
katilimlar1 tesvik edilmelidir. Bu tiir stratejik adimlar, seffaf, katilimci1 ve motive edici bir is
ortami olusturur.

Stratejinin pratik etkisini artirmak amaciyla, mesleki gelisim programlari, psikolojik
egitimler ve gesitlilige yonelik atdlye calismalar1 diizenlenmelidir. Calisanlarin kendilerini
ozgiirce ifade edebilecekleri psikolojik olarak giivenli bir ortam yaratmak, yaraticiligi ve
katilim1 artiracaktir. Hem deneyimli hem de yeni personel icin 6zellestirilmis girigimler,
entegrasyon siirecini kolaylastirir ve performanslarini  yiikseltir. Insan kaynaklari
politikalarinin diizenli olarak degerlendirilmesi ise siirekli iyilesmeyi saglar. Sonug olarak,
adalet ve giivenin insasi, tim Orgiit iiyelerinin ortak sorumlulugudur ve strdirilebilir
gelisim ile yiliksek kurumsal performansi destekleyen degerlerin pekistirilmesini gerektirir.
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ABSTRACT

In an era where retaining talented employees has
become increasingly challenging, the leadership
styles adopted by managers have gained heightened
significance. It is widely acknowledged that
fostering employee commitment and motivation
requires the exercise of positive leadership. This
study aims to examine the impact of leaders
exhibiting  hubristic  traits on  employee
commitment. A qualitative research method was
employed, with phenomenology selected as the
research design. Ethical approval was obtained from
the university’s ethics committee, and informed
consent was secured from all participants prior to
their inclusion in the study. Findings derived from
qualitative data analysis reveal that behaviors
rooted in excessive self-confidence, dismissive
attitudes, and lack of knowledge lead to adverse
outcomes such as loss of trust, decreased
motivation, and weakened organizational belonging
among employees. Participant responses align with
existing definitions of toxic and hubristic leadership
in the literature. Declining employee commitment,
deterioration of organizational climate, and
disruption of organizational learning processes are
among the destructive consequences of hubristic
leadership. The literature further associates this
leadership style with unethical conduct, lack of
empathy, and the absence of feedback mechanisms.

Keywords: Hubristic Leadership, Organizational
Commitment, Employee Engagement, Toxic
Leadership,

Oz

Yetenekli ¢aliganlarin elde tutulmasinin zor oldugu
bu ¢agda yoneticilerin belirledikleri liderlik tarzlari
daha fazla onem teskil etmektedir. Calisanlarin
bagliligin1 ve motivasyonunu artirmak i¢in onlara
pozitif —anlamda  liderlik etmek  gerektigi
disiiniilmektedir. Bu ¢alisma, hubristic 6zellikler
sergileyen liderlerin ¢alisan bagliligi {izerindeki
etkilerini incelemeyi amaglamaktadir. Calismada
nitel arastirma yontemi kullanilmis olup desen
olarak ise olgubilim desen tercih edilmistir.
Calismanin yapilabilmesi igin lniversiteden etik
kurul onayr alinmis olup katilimcilarin da dahil
edilmeden oOnce onaylart almmustir. Nitel veri
analizine dayali olarak elde edilen bulgular, asir
ozgiiven, kiiclimseyici tutumlar ve bilgi eksikligi
temelli davranislarin c¢alisanlarda giiven kaybi,
motivasyon disikligi ve oOrgitsel aidiyetin
zayiflamasi gibi olumsuz sonuglar dogurdugunu
ortaya koymustur. Katilime1 goriisleri, literatiirde
yer alan toksik ve hubristik liderlik tanimlariyla
ortiismektedir. Caligan bagliliginin azalmasi, kurum
ikliminin ~ bozulmasit ve  oOrgiitsel dgrenme
stireclerinin sekteye ugramasi, hubristik liderligin
yikict etkileri arasinda yer almaktadir. Literatiirde
bu liderlik tarzinin etik dist tutumlar, empati
eksikligi ve geri bildirim mekanizmalarinin yoklugu
ile iligskilendirildigi ~ goriilmektedir. Calisma,
hubristic liderlik ile calisan bagliligi arasindaki
iliskiyi ele alan sinirh sayidaki arastirmalara katki
sunmaktadir.

Anahtar Kelimeler: Hubristik Liderlik, Orgiitsel
Baglilik, Calisan Bagliligi, Toksik Liderlik
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1. Giris

Gliniimiiz is diinyasinda orgiitlerin siirdiiriilebilir basarisi, yalnizca stratejik planlama ve
kaynak yonetimiyle degil, ayn1 zamanda insan kaynaginin etkin bi¢imde ydnetilmesiyle
dogrudan iliskilidir. Bu baglamda, c¢alisanlarin kuruma olan bagliliklari, motivasyon
diizeyleri ve psikolojik iyi olus halleri, orgiitsel verimliligin temel belirleyicileri arasinda yer
almaktadir. Ozellikle yetenekli calisanlarin elde tutulmasmin zorlastigi bu cagda,
yoneticilerin benimsedigi liderlik tarzlar1 daha da kritik hale gelmistir. Literatiirde liderlik
tarzlariin calisan davraniglar1 {lizerindeki etkileri uzun siiredir tartisilmakta olup, son
yillarda negatif liderlik bigimlerinin ¢alisan baglilig1 tizerindeki yikici etkilerine yonelik
calismalar artis gostermektedir. Calisan bagliligint etkileyen bir¢ok faktdr bulunmakla
birlikte, liderlik tarzinin bu siiregteki rolii, yadsinamaz derecede dnemlidir. Liderlik tarzlar
literatiirde pozitif ve negatif liderlik olarak siniflandirilmaktadir. Negatif liderlik
tarzlarindan olan ve bu ¢alismanin konusu olan hubris sendromu giicii ellerinde bulunduran
bireylerde gelisen bir rahatsizlik olarak tanimlanmaktadir (Bektas, 2016). Baska bir tanimda
ise, hubristik liderligi benimseyen yoneticilerin karar verirken asir1 6zgiiven duymasi olarak
ifade edilmektedir (Owen, 1986°dan akt., Yilmaz vd., 2024). Ozellikle, hubristik liderligin
kibirli ve toksik liderlik olarak tanimlanmasi ve liderin kendi yeteneklerini, onemini
abartmasi, baskalarimi kiicimsemesi ve elestiriye kapali olmasiyla karakterize edilen
davraniglar biitiinl, c¢alisanlarin motivasyonu, is tatmini ve orgiitsel baglilig1 iizerinde
derinlemesine olumsuz etkilere yol agabilmektedir. Toksik liderlik literatiirli, zararli lider
davraniglarinin ¢alisanlarin psikolojik iyi olusunu, is tatminini ve orgiitsel bagliligini nasil
asindirdigin1 goéstermektedir. Hubristik nitelikli liderlik oriintiileri, toksik liderlik ile ortiisen
ozellikler barindirdigindan, bu iki kavramin kesisim noktasinin incelenmesi hem kuramsal
hem uygulamali agidan 6nem tagimaktadir. Pelletier (2010) ¢calismasinda yoneticilerin toksik
davranis sergilemesinden kaynakli ¢alisanlarin bagliliklarinin azaldigi ve kurumlarindan
ayrilma disiincelerinin arttig1 bulgusuna ulagmistir. Bu dogrultuda liderlik tarzlarinin
calisanlarin bagliligini etkilemesi konusunda 6nem tegkil ettigini belirtmek miimkiindiir. Bu
bilgiler 1s1ginda bu ¢alismanin amaci, yoneticilerin sergiledigi hubristik liderlik

davraniglarinin c¢alisan baglilig1 iizerindeki etkisini toksik liderlik perspektifi ¢cercevesinde
degerlendirmektir. Ayrica, bu calisma literatiirdeki kavramsal bosluklar1 doldurmay:
hedefleyerek hubristik ve toksik liderlik etkilesimini ¢alisan baglilig1 agisindan biitiinciil bir
bakisla ele alacagindan 6nem teskil etmektedir.

2. Kavramsal Cerceve
2.1.Hubristik (Kibirli) Liderlik

Alan yazinda ¢ok cesitli liderlik tarzlarina yer verilmektedir. Bu liderlik tarzlar1 bireyden
bireye farklilik gostermektedir. Bazi kisiler pozitif liderlik 6zellikleri sergilerken, bazilari
ise negatif liderlik tarzlarma yonelmektedir. Liapis (2022), negatif liderlik tarzini liderin
giiciinii kotiiye kullanmasi seklinde tanimlamaktadir. Hubristik davraniglar sergileyen
bireylerin sahip oldugu hubristik liderlik tarzi da, i¢erdigi olumsuz 6zellikler nedeniyle
negatif liderlik bigimleri arasinda degerlendirilmektedir (Oriiciivd., 2025).

Bu baglamda, hubris sendromu; bireylerin asir1 ve gereksiz 6zgilivene sahip olmasi,
mantik dis1 davraniglar sergilemesi ve kibirli tutumlar gelistirmesi seklinde tanimlanabilir
(Owen, 2008). Bir baska tanimda ise, bireyin yalnizca kendisini diisiinerek ve elestirilere
kapali bicimde hareket etmesi seklinde agiklanmaktadir (Esen, 2023). Bu kapsamda, hubris
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sendromuna sahip bireylerin tasidig1 bazi 6zellikler asagidaki sekilde siralanabilir (Owen &
Davidson, 2010; Sendogdu vd., 2024):

e Kisisel itibarlarina asir1 onem verirler

e Asir1 6zgiivene sahiptirler

e Farkli diislinen kisileri hor goriir ve dtekilestirirler

e Davranislarinda endise ve kaygi barindirirlar

e Yaptiklar1 ve soyledikleri her seyin dogru olduguna inanir, hata yapmayacaklarini
savunurlar

Bu bilgiler 1s181nda, s6z konusu 6zellikleri tasiyan bireylerin hubris sendromuna sahip
olduklar1 ve hubristik liderlik tarzin1 benimsedikleri ifade edilebilir. Ozellikle is diinyasinda,
calisanlar tarafindan kibirli olarak algilanan liderlerin iletisim becerilerinin zayif oldugu ve
iletisime kapali olduklar1 vurgulanmaktadir (Ozgiizel ve Tas, 2016). Bu sorunun ¢oziimii
icin yoneticiler ile ¢aliganlar arasinda ¢ift yonlii iletisim stratejilerinin uygulanmasi gerektigi
belirtilmektedir (Ozgiizel ve Tas, 2016). Diger bir ifadeyle, hubris sendromunun énlenmesi
veya liderlerin kibirli algilanmamas1 i¢in agik kapi politikasinin  benimsenmesi
Onerilmektedir.

Hubristik liderligin nedenlerinin hem bireysel hem de durumsal faktorler ¢ergevesinde
ele alindig1 goriilmektedir (Soylemez, 2020). Bireysel faktorler arasinda, liderlerin
kendilerini asir1 sevmesi ve narsistik kisilik 6zellikleri tasimasi 6ne ¢ikmaktadir (Ugkun vd.,
2022). Bireylerin kendilerine duydugu asir1 sevgi, gereksiz ve Ol¢iisiiz bir giiven hissi
yaratmakta; bu durum ise kibirli davranislarin ortaya ¢cikmasina zemin hazirlamaktadir. Ote
yandan, durumsal faktorler kapsaminda; liderin kurumda ekibiyle elde ettigi basarinin
yalnizca kendisine atfedilmesi ve bu basarinin kisisel gii¢ olarak yansitilmasi, hubris
sendromunun gelisimini tetikleyebilir. Baska bir ifadeyle, bireyin pozisyonunu ve giiciinii
kullanarak kendini {istlin gérmesi s6z konusudur (Rodgers, 2011).

Hubris sendromuna sahip liderlerin ¢alisanlar tizerinde olumsuz etkiler yarattig1 agiktir.
Bu tarz liderlerle calismak; calisanlarda motivasyon kaybi, aidiyet eksikligi, giiven azalmasi
ve performans diisiikliigii gibi sonuclara yol acabilmektedir. Yapilan bir ¢calismada, hubristik
liderlik 6zelliklerine sahip bireylerle ¢alisan personelin kurumlarina olan giiven diizeylerinin
diisiik oldugu bulgusuna ulagilmistir (Bozkurt vd., 2020). Bu dogrultuda, hubristik liderligin
olumsuz yonlerinin oldukga belirgin oldugu séylenebilir

2.2. Toksik Liderlik

Liderlerin ekiplerini olumlu bi¢gimde yonlendirmesi ve olumsuz durumlarda siirece
midahil olmasi, orgiitler agisindan biiylik 6nem tagimaktadir. Bu tiir olumlu liderlik
tutumlarinin hem calisan refah1 hem de kurumsal basar1 lizerinde kayda deger etkileri
bulunmaktadir. Bu dogrultuda, pozitif liderlik tarzlarinin isletmeler ig¢in kritik bir rol
oynadig1 ifade edilebilir. Bununla birlikte, pozitif liderlik kadar negatif liderlik tarzlarinin
da bir¢ok yonetici tarafindan benimsendigi goriilmektedir.

Negatif liderlik bigimleri arasinda yer alan toksik liderlik; ¢alisanlarin olumlu
motivasyonlarin1 olumsuza doniistiiren, hem bireysel hem de orgiitsel diizeyde olumsuz
sonuclar doguran bir liderlik tarz1 olarak tanimlanmaktadir (Wilson-Starks, 2003). Bir bagka
tanimda ise toksik liderlik, ¢calisanlarin gorev yaptiklari kurumda ¢esitli olumsuz davraniglar
sergileyerek kurumsal yapiya zarar vermesi seklinde agiklanmaktadir (Celebi vd., 2015). Bu

112




ATSAN

tanimlardan hareketle, toksik liderligin temelinde olumsuz davranislarin yer aldig
anlasilmaktadir. Ayrica, toksik liderlerin sistematik bigimde ¢alisanlara zarar verici tutumlar
sergiledigi vurgulanmaktadir.

Merig ve Yesil (2025), toksik liderlik davraniglarini su sekilde siralamaktadir:

o Kiiciik diisiirme

o Kibirli olma

¢ Olaylar1 manipiile etme
¢ Diglama

e Mobbing uygulama

Toksik liderlerin kisisel ozellikleri incelendiginde, Acarbay (2022) bu ozellikleri
asagidaki bigimde tanimlamustir:

e Doyumsuzluk
e Yiiksek kibir
e Yiiksek ego

Benzer sekilde, Akkus ve Unsar (2019) toksik liderlerin kisisel 6zelliklerini su sekilde
vurgulamaktadir:

¢ Kontrol odaklilik
e Belirgin narsistik egilimler
e Empati eksikligi
e Asiri otoriterlik
Bunun yani sira, toksik liderligin ¢esitli boyutlarindan s6z etmek miimkiindiir. Celebi vd.

(2015)’den aktaran Karaca ve Aksoy (2024), toksik liderligin dort temel boyutunu su sekilde
belirtmektedir:

e Kiymet bilmezlik

e Menfaatcilik

e Bencillik

¢ Olumsuz duygusal tutumlar

Toksik liderlerin kisisel 6zellikleri ve liderlik boyutlar1 g6z oniine alindiginda, bu tarzi
benimseyen yoneticilere sahip isletmelerin siirdiiriilebilirliginin tehlikeye girecegi
ongoriilebilir. Literatlir incelendiginde, toksik liderligin dogurdugu cesitli olumsuz
sonuglara rastlanmaktadir. Meri¢ ve Yesil (2025) bu sonuclari su sekilde siralamaktadir:

¢ Calisan motivasyonunun azalmasi
¢ Ayrilma isteginin artmasi

o [ tatminsizligi

e Calisan bagliliginin zayiflamasi

e Performans diistikligi

2.3. Hubristik Liderlik ile Toksik Liderlik Arasindaki fliski

Kogel (2014), liderlikte hubris sendromunun toksik liderlik kapsaminda
degerlendirildigini ifade etmektedir. Benzer sekilde, Schmidt (2008) tarafindan yapilan bir
calismada da toksik liderlik ile hubristik liderligin yikici liderlik bigimlerine benzedigi
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goriilmektedir. Diger bir ifadeyle, toksik liderlik ve hubristik liderlik gibi olumsuz liderlik
tarzlarinin ¢alisanlar tizerinde yikic etkiler dogurdugu sdylenebilir. Literatiirde yer alan bu
bilgiler 1s18inda, hubristik (kibirli) liderlik ile toksik liderlik arasinda kavramsal baglarin
bulundugu anlasilmaktadir. Toksik liderlik; liderin calisanlara karsi sistematik bigcimde
asagilama, diglama, manipiilasyon, asir1 kontrol ve psikolojik siddet gibi davranislar
sergilemesi seklinde tanimlanmaktadir (Dogan & Kiray, 2022). Hubristik liderlik ise liderin
asir1 6zgiiven, kibir ve kendini yiiceltme egilimleriyle birlikte zamanla kendini dokunulmaz
gormeye baslamasi ve elestiriye kapali hale gelmesi olarak agiklanmaktadir (Ugkun vd.,
2022). Dolayisiyla her iki liderlik bi¢ciminin de liderin giigle kurdugu iliski temelinde
sekillendigi ifade edilebilir. Hubristik liderler, basar1 ve gii¢ kazandikg¢a kendilerini iistiin ve
dokunulmaz gérmeye baslar; bu durum, elestiriye kapali olma, empati eksikligi ve kendini
sorgulamadan karar alma gibi biligsel ¢arpitmalar1 beraberinde getirmektedir (Owen &
Davidson, 2009). Bu ozellikler, liderin orgiitsel baglamda etik dis1 ve baskici davranislar
sergilemesine zemin hazirlayabilir.

Toksik liderlik ise bu bilissel ve duygusal zeminin diga vurumu olarak degerlendirilebilir;
liderin sahip oldugu giicii calisanlar1 baskilamak, kontrol etmek ve psikolojik olarak
yipratmak amaciyla kullandigi ifade edilmektedir (Lipman-Blumen, 2005; Padilla vd.,
2007). Bu baglamda, hubris sendromu toksik liderligin onciilii niteliginde olup, liderin igsel
benlik algisindaki bozulma, dissal olarak orgiitsel zarara doniisebilmektedir. Her iki liderlik
bicimi de kurumsal giivenligi tehdit ederken, calisanlar iizerinde tiikenmislik, korku ve
baglilik kaybi gibi olumsuz sonuglar dogurmaktadir (Schmidt, 2008; Tourish, 2005). Bu
dogrultuda, toksik liderlik ile hubristik (kibirli) liderlik arasinda yapisal ve etkisel
benzerliklerin bulundugu goriilmektedir.

2.4.Cahisan Baghhg

Baglilik kavram literatiirde ¢ok cesitli bicimlerde tanimlanmaktadir. Kavramsal olarak
baglilik, bireyi belirlenen amaclar dogrultusunda harekete gegiren icsel bir gii¢ olarak ifade
edilmektedir (Cohen, 2003). Bu baglilik; insanlara, hobilere veya yapilan ise yonelik olabilir.
Is diinyasinda ise ozellikle calisanlarin kurumlarma olan baglhiliklar1 kritik bir éneme
sahiptir.

Calisan bagliligs; bireylerin ise goniilden katilimi, is sirasinda duyduklar1 heyecan ve bu
siiregten aldiklar1 haz seklinde tanimlanmaktadir (Harter ve Agrawal, 2009°dan akt.
Karamanlioglu vd., 2024). Bir baska tanimda, ¢alisan baglilig1 isletme ile ¢alisan arasindaki
iliskiyi ifade etmektedir (Wolowska, 2014). Ly (2024) ise ¢alisan bagliligini, bireylerin tiim
enerjilerini kullanarak islerine yonelik fikir ve ¢oziimleri igtenlikle {iretmeleri seklinde
aciklamaktadir. Bu tanimlar dogrultusunda, ¢alisan bagliliginin performans ve motivasyonla
yakindan iligkili oldugu soylenebilir. Nitekim Rafiei vd. (2014) tarafindan yapilan bir
calismada, kurumuna bagl ¢alisanlarin performans diizeylerinin bagli olmayanlara kiyasla
daha yiiksek oldugu tespit edilmistir.

Literatlir incelendiginde, c¢alisan baghiligin1 etkileyen ¢esitli faktorlerin  oldugu
goriilmektedir. Her calisanin ayni stratejiyle baglilik diizeyinin artirilacagi varsayimi
gercekci olmayacaktir. Bu dogrultuda, ¢alisanlarin kurumlarina olan baghiliklarin etkileyen
bazi temel faktorler su sekilde siralanabilir (Mahmood vd., 2023):

e Calisanlara yetki verilmesi
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e Yoneticilerden alinan geri bildirimler

e Hedeflerin agik ve net bicimde ifade edilmesi
e Calisanlara esit ve adil davranilmasi
e Uyumlu ve destekleyici bir ¢alisma ortami

Bu faktorlerin is ortaminda saglanmasi, ¢alisanlarin kuruma olan bagliliklarint dogrudan
etkilemektedir. Diger bir ifadeyle, ¢alisanlarin kurumla 6zdeslesmeleri gerekmektedir.
Utami vd. (2021), calisan bagliligmi kurumla 6zdeslesme tutkusunun bir tiirii olarak
degerlendirmektedir.

Calisan bagliliginin  tilirlerine  iliskin  ¢esitli  siniflandirmalar mevcuttur. Bu
siiflandirmalar arasinda en ¢ok kabul goren yaklasim Meyer ve Allen’a (1991) aittir. Bu
yaklasima gore baghilik ii¢ temel bi¢imde ele alinmaktadir: devam baglhiligi, duygusal
baglilik ve normatif baglilik.

eDevam baghhg, calisanlarin kuruma verdikleri emegin bosa gitmemesi gerektigini
diisiinerek islerine devam etmeleri seklinde tanimlanir (Oksiiz & Ici, 2024). Bir baska
tanimda ise, isten ayrilmanin yaratacagi maliyetlerin gz oniinde bulundurulmasi olarak
aciklanir (Wolowska, 2014).

e Duygusal baglilik, ¢alisanlarin icten gelen bir istekle, sirketin degerleriyle 6zdesleserek
kurumda ¢aligmaya devam etmeleri seklinde tanimlanir (Bayram, 2025).

e Normatif baghlik ise, calisanlarin ahlaki degerleri dogrultusunda ise devam etmeleri
olarak ifade edilir (Joo, 2010). Diger bir ifadeyle, g¢alisanlarin isten ayrildiklarinda
yoneticilerine karst mahcup olma diisiincesiyle hareket etmeleri bu baglilik tiiriiniin bir
yansimasidir

2.5.Literatiir incelemesi

Literatiir incelendiginde hubristik liderlik ile calisan bagliligmin birlikte g¢alisildig:
caligmaya sinirh sayida rastlanmistir. Bu nedenle kavramsal olarak baglantili olan toksik
liderlik ile baglilik arasinda iliskilerin incelendigi calismalar degerlendirilecektir.

Steele (2011) calismasinda, toksik liderligin ¢alisanlarin kurumlarina olan bagliligini
olumsuz diizeyde etkiledigi bulgusuna ulagmustir.

Abbas ve Saad (2020) calismasinda, liderlerin toksik davramis diizeyleri arttik¢a
calisanlarin igse devamsizliklarinin arttig1 ve dogal olarak bagliligin azaldig: gortilmuistiir.

Paltu vd., (2020) imalat sektoriinde yapmis oldugu caligsmasinda toksik liderligin isten
ayrilma niyeti ve baglilik iizerine etkisini incelemistir. S6z konusu ¢alismanin sonuglarina
gore degiskenlerin birbirini etkiledigi bulgusuna ulasilmistir.

Kahveci vd., (2019) toksik liderlik 6zelligine sahip olan okul yoneticilerinin davraniglari
ile 0gretmenlerin kurumlarina olan bagliliklarini incelemistir. 219 6gretmene yonelik
gergeklestirilen calismanin sonucuna gore toksik liderlik ve baglilik arasinda negatif yonde
yiiksek diizeyde anlamli iligki oldugu bulgusuna ulagmustir.

[lhan ve Celebi (2021) 385 ogretmene yonelik gerceklestirdigi c¢alismasinda
ogretmenlerin toksik liderlige sahip olan yoneticilere yonelik algilamalarini incelemistir. Bu
baglamda g¢alismanin sonucunda toksik liderlik davraniglarinin bagliligi olumsuz yonde
etkiledigi bulgusuna ulasilmistir.
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Mehta ve Mahaswari (2014), toksik liderlik Ozelliklerine sahip olan yoneticilerle
calisanlarin isten ayrilma niyetlerinin fazla oldugu ve bagliliklarinin az oldugu bulgusuna
ulagmuistir.

Celebi vd., (2015) gerceklestirmis oldugu calismada toksik okul miidiirlerinin
ogretmenlerin caligtiklar1 kuruma olan bagliligini olumsuz yonde etkiledigi bulgusuna
ulagmustir.

Pelletier (2010), 51 farkli toksik liderlik davranisini ortaya koyarak gergeklestirdigi
calismanin sonucunda bagliliklarin azaldigi bulgusuna ulagilmistir.

Harris vd., (2007) ¢alismasinda toksik liderlik baglaminda yikici davranis sergileyen
yoneticilerin  ¢alisanlarin  memnuniyetinde ve bagliliginda azalmalar oldugunu
vurgulamaistir.

Schaubroeck (2007) caligmasinda toksik liderlik davranislartyla calisanlarin s
doyumlarini diistirdiigii ve bu durumun da baglilig1 azalttigini ifade etmistir.

Lyden ve Klingele (2000) ise ¢alismasinda toksik liderligin ¢alisanlar tizerinde olumsuz
etki biraktigini, c¢alisanlarin isyerine isteyerek ve severek gelmelerini engelleyerek
calisanlarda orgiitsel baglilig1 azalttig1 bulgusuna ulagsmistir.

Cook vd., (2013) calismasinda toksik liderlerin calisanlar iizerinde olumsuz etkileri
oldugu ve bagliliklarinin biterek isten ayrilmalarina neden oldugunu vurgulamaktadir.

Kirbag (2013) gergeklestirmis oldugu ¢alismada toksik liderligin tliretkenligi azalttig1 ve
baglilig1 olumsuz yonde etkiledigi bulgusuna ulagmistir.

Demir (2020) calismasinda toksik 6zellik gdsteren yonetim tarzlarinda orgiit kiiltiiriiniin
olumsuz etkilendigi gibi calisanlarin baglilik ve performanslarin1i da olumsuz yonde
etkiledigi vurgulanmistir.

Tepper (2007) ise, toksik liderligin hakim oldugu orgiitlerde ¢alisanlarin bagliliginin
azaldigini ifade etmektedir.

Altuntas ve Aytag (2025) calismasinda okul yoneticilerinin hubris sendromu baglaminda
gostermis olduklar1 hubristik liderlik tarzlariin 6gretmenlerin is iliskilerini, motivasyon ve
bagliliklarin1 olumsuz etkiledigini saptamistir.

3. Yontem
3.1.Arastirmanin Amaci

Bu aragtirmanin temel amaci, yoneticilerin sergiledigi hubristik liderlik davraniglarinin
caligan baglilig: lizerindeki etkisini toksik liderlik perspektifi cer¢evesinde degerlendirmektir.
Arastirma, hubristik liderligin ¢alisanlarin baglilik diizeylerini nasil etkiledigini ortaya
koymay1 hedeflemektedir. Ayrica, toksik liderlik literatiirii 1s181inda hubris egilimlerinin
calisanlar iizerindeki sonuglar1 analiz edilerek, liderlik tarzlarinin ¢alisan bagliligma etki
diizeyi belirlenecektir

3.2. Arastirmanin Yontemi ve Deseni

Calisanlarin hubristik liderlerle karsilastiklarinda kendilerine olan etkileri ve ¢alistiklar
isletmeye olan bagliliklarinin derinlemesine 6grenilmesi amaciyla nitel arastirma yontemi
tercth edilmistir. Aragtirmanin deseni olarak ise olgubilim (fenomenoloji) desen tercih
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edilmistir. Yildirim ve Simsek (2013), olgubilim desenini, arastirilan fenomen ile ilgili bilgi
sahibi oldugumuz fakat derinlemesine ve detayli anlayisa ihtiya¢ duydugumuz olgularda
kullanildigin1 vurgulamaktadir.

3.3. Veri Toplama Araci ve Analizi

Bu ¢aligmada verilerin toplanmasi yari yapilandirilmis miilakat teknigi kullanilarak
saglanmistir. Yar1 yapilandirilmis goriismede arastirmaciya yoneltilecek sorular dnceden
belirlenerek hazirlanir ve bu sorularla veriler elde edilmeye calisilir (Karasar, 1998’den akt.;
Celikel ve Tanriseven, 2017). Goriisme sorular1 i¢in Mersin Universitesi Sosyal ve Beseri
Bilimler Etik Kurulu’nun 30.04.2025 tarih ve 129 sayili karar1 etik kurul onay1 alinmistir.
Aragstirma sorulari toksik liderlik ve hubristik liderlik literatiiriinde yer alan bilgiler 1s181nda
hazirlanmistir. Bu kapsamda katilimcilara asagidaki sorular yoneltilmistir;

¢ Yoneticinizin bilmedigi konular hakkinda yorum yapmasi durumunda diislinceleriniz
neler olur?

e Yoneticinizin bir kisinin fikirleri hakkinda kiiciimseyici davranislar1 sonucunda
diistinceleriniz neler olur?

e Yoneticinizin aldig1 her kararda abartili 6zgiiven sergilemesi durumunda diisiinceleriniz
neler olur?

¢ Bu tarz davranisglar sizin kuruma olan bagliliginizi nasil etkiler?

Calismadan elde edilen verilerin analizi icerik analiz teknigi kullanilarak yapilmistir.
Icerik analiz teknigi, elde edilen verilerden tema, kategori ve kodlar olusturularak yapilan
bir analiz yontemidir (Hsieh & Shannon, 2005).

3.4. Gecerlilik ve Giivenilirlik

Nitel ¢alismalarda gecerliligin saglanmasi agisindan bazi stratejiler uygulanmaktadir. Bu
stratejiler arasinda katilimer teyidi, tutarlilik, akrandan bilgi alma, uzmanlarla istisare yer
almaktadir (Ozdemir & Tuti, 2023). Bu dogrultuda ¢alismanin gegerliliginin saglanmasi
acisindan katilimcilar ile goriisiiliip onaylar1 alinmistir. Sonuglarin uzmanlarla incelenip
sonuglar iizerinde anlagsma saglanmistir. Son olarak ise, alaninda uzman kisilerle istisare
edilip sorular ve sonuglar ile ilgili bilgiler alinmigtir. Giivenilirlik ise, belirlenen kodlarin
alaninda uzman Kkisiler ile kontrollerinin yapilip uyum saglanmasi ile saglandigi ifade
edilmektedir (Creswell, 2009). Bu baglamda alaninda uzman iki akademisyen ve sektdrden
bir kisi ile aragtirma sorular1 degerlendirilmis ve giivenilirlik saglanmistir.

3.5. Calisma Grubu

Nitel aragtirmalarda Orneklem konusunda farkli goriisler yer almaktadir (Gentles
vd.,2015). Ozbay (2021) c¢alismasinda nitel arastirmalarda 5-25 katilimcinin yeterli
oldugunu ifade etmektedir. Bu arastirmanin ¢alisma grubunu Konya’da faaliyet gdsteren
ozel sektor calisanlart olusturmaktadir. Orneklem belirlenirken ele alinacak olan fenomen
ile ilgili katilimcilara deneyimlerinin ve bilgilerinin olup olmadiklar1 sorulmus ve katilimlar
i¢in onaylar1 alinmistir. Bu dogrultuda onay alinan ve aragtirmaya dahil olan katilimer1 sayist
23 olarak belirlenmistir. Fakat verilen cevaplar dikkate alindiginda verilerin belirli sayidan
sonra doygunluga ulastig1 gériilmiistiir. Veri doygunlugu, ¢calismanin hedefine ulagsmasi igin
yeterli verinin toplanmasi ve bu dogrultuda daha 6nce toplanan verilere yeni bilgilerin
eklenmediginde veri toplama siirecini sonlandirmak seklinde ifade edilmektedir (Alam,
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2021). Baska bir ifadeyle, veri doygunlugunun hangi noktada saglandigini inceleyen bir
calismada, belirli bir asamadan sonra katilimcilarin 6nceki goriismelerle benzer ifadeler
kullanmaya baslamas1 iizerine, arastirmacinin veri toplamayi sonlandirmasi gerektigi
savunulmaktadir (Alam, 2021). Bu noktadan hareketle verilen cevaplarin tek tek okunarak
14 katilimcidan sonra verilerin tekrara diismesinin gézlemlenmesinden 6tiirli katilimer sayisi
14’de smirlandirilmistir. Cilinkii, nitel arastirmalarda amag, genelleme yapmak degil,
katilimcilarin  deneyimlerini derinlemesine anlamaktir; bu nedenle veri doygunlugu,
orneklem biiyiikliigliniin belirlenmesinde temel kriter olarak kabul edilmektedir (Saunders
vd., 2018)

Tablo 1: Demografik Veriler
Katihme1r  Cinsiyet Yas  Egitim Diizeyi

K1 K 38 Lisans

K2 K 46 Lisans

K3 K 56 Yiiksek Lisans
K4 K 24 Yiiksek Lisans
K5 E 33 Lisans

K6 E 39 Lisans

K7 E 38 Lisans

K8 K 22 On Lisans

K9 K 42 Lisans

K10 E 21 On Lisans
K11 E 19 On Lisans
K12 E 19 On Lisans
K13 E 25 Lisans

K14 E 40 Lisans

Tablo 1’de yer alan demografik verilere gore calismanin katilimer grubu 6 kadin 8
erkekten olusmaktadir. Sekiz katilimcinin egitim durumunun lisans diizeyinde alt1 katilime1
on lisans ve iki katilimeinin yiiksek lisans oldugu goriilmektedir. Ayrica katilimcilarin yas
araliginin 19-46 oldugu goriilmektedir

4. Bulgular

Calismadan elde edilen bulgular tablolar seklinde sunulmus olup 6nce tema, kategori ve
kodlar daha sonra katilimcilarin goriisleri ve ifadelerine yer verilmistir.

Tablo 2: Tema, Kategori ve Kodlar
TEMA KATEGORI KOD
1 gereksiz 6zgiiven
2 gliven arz etmez
3 Siniri artirir
4 Dikkate almam
5 Yorum seklinde gore goriisiim degisir
6 Olumsuz diistintirim
7 Dikkate almam
8 Moral ve motivasyon azalir
9 Sinirlendirir
10 Yoneticilik vasiflart eksik
11 Sirket zarar goriir
12 Giivenim azalir
13 Is performansim diiser, yoneticiye karst algim kotii
olur
14 herkes yorum yapabilir

Bilmedigi konu

Kendini begenme hakkinda yorum
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Ustiinliik Kii¢imseyici
davraniglar

Astri Ozgiiven A_!dlgl her.karara asiri
giivenmesi

Aidiyet Kuruma olan baglilik

1 asagilik kompleksi

2 saygisiz ve bencil

3 saygi kaybolur

4 Esit ve adil olmadigini diistintirim

5 itici gelir

6 olumsuz diistiniirim

7 Saygimu yitirir

8 6n yargili ve kotii yonetici oldugunu diisiiniirim
9 o kisi hakkinda tziiliirim

10 sayg1 sevgi azalir, is performansi diiser

11 calisanin 6zgiiveni diiser

12 bu durum fikir paylagimini azaltir

13 kendi fikirlerimin kiigimsenmesinden korkarim
14 kisiligi olgunlasmamis

1 Gereksiz kibir

2 Kendini begenmis

3 Ozgiivensiz oldugu diisiiniiriim ve motivasyon diiser
4 Ciddiye almam

5 Egoya bagli bir durum

6 Olumsuz diistiniirim

7 Ciddiyetsiz gelir

8 Ego tatmini, kotii yoneticilik

9 giiven sarsilir

10 Kibirli oldugunu diisiiniiriim

11 iletisim ve giiven zayiflar

12 gergekei davranis olmaz, kararlar riskli olur
13 bize ihtiyact olmadigini diigiiniiriim

14 kisilik sorunu

1 ise gelmek zorlayici olur

2 Aidiyet baglari sarsilir

3 Baglilik diiser, sevk azalir

4 Aitlik hissi azalir

5 Kurum baghligini olumsuz etkiler

6 Aidiyet azalir

7 negatif etkiler

8 sessiz istifaya sebep olur

9 kurumu sahiplenmem

10 ¢aligma istegi azalir

11 alternatif is bulur bulmaz ¢ikarim

12 motivasyon ve aidiyet azalir

13 ise olan giivenim sarsilir ve ¢aligmak istemem
14 giivenilmez kurum

Tablo 2’de tema, kategori ve kodlar belirtilmistir. Katilimcilarin vermis olduklari
cevaplar dogrultusunda kategoriler asagida tablolar halinde incelenecektir.

Tablo 3: Yéneticinin Bilmedigi Konu Hakkinda Yorum Yapmas1 Uzerine Katihmei Gériisleri

Katilimci
K1
K2
K5

K8

K11
K13
K14

Gortsi

Gereksiz 6zgiiven ve kibirli oldugunu diisiiniiyorum

Giiven arz etmez.

Yorum sekline baglh olarak goriisiim degisir; kendini gelistirmeye yonelik soru sorup buna
yorum yaparak cevap aramasi iyi fakat bilmedigi halde ¢6ziim aramak yerine “bu boyle evet”
diye kabullenip yorumlamasi olumsuz bir izlenim birakir

Bu beni demolize eder, motivasyonum o giin i¢inde diisebilir.

Yanlis yollara sapilabilir, sirket de bundan zarar gorebili

Is performansimda diisiis olur.

Herkes bilmedigi bir konuda yorum yapabilir.

Tablo 3’de katilimcilarin yOneticinin bilgi sahibi olmadigi konular hakkinda yorum
yapmasina yonelik goriisleri yer almaktadir. Katilimeilarin biiyiik ¢ogunlugu bu durumu
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olumsuz degerlendirmis; 6zgiliven eksikligi, glivensizlik ve motivasyon kaybi gibi etkiler
vurgulanmigtir. Az sayida katilimer ise yorumun baglama gore degisebilecegini veya
herkesin yorum yapma hakk1 oldugunu belirtmistir. Bu durum, yoneticinin bilgi sinirlarini
gozeterek iletisim kurmasinin ¢alisanlar tizerindeki etkisini gostermektedir.

Tablo 4: Yoneticinin Kiiciimseyici Davramislar1 Uzerine Katihmer Goriisleri

Katilimet Gorlst

K1 Asagilik kompleksi oldugunu diisiiniiyorum.

K2 Y 6neticimin saygisiz ve bencil oldugunu diistiniiriim.

K4 Esit ve adil olmadigini diisiinerek gorevini hakkaniyetli bir sekilde yerine getirmedigini
digiintirtim.

K5 Bunu tasvip etmiyorum, itici bir davranig olur.

K11l Calisanin 6zgiivenini zedeler. Isyerinde calisanlar isteksiz sekilde calisr.

K13 Hep bir kuskuyla yaklagirim; benim de fikirlerimi kiigiimser mi diye diigiintiriim.

Tablo 4’de yoneticinin ¢alisan fikirlerine yonelik kiigiimseyici tutumlar1 karsisinda
katilimcilarin  degerlendirmeleri sunulmustur. Tiim katilimcilar bu davranist olumsuz
bulmus; saygisizlik, adaletsizlik ve 6zgliven zedelenmesi gibi sonuglara dikkat cekmislerdir.
Bu bulgu, kapsayict ve saygili bir yonetim anlayisinin ¢alisan motivasyonu ve kurumsal
iklim agisindan 6nemini ortaya koymaktadir

Tablo 5: Yoneticinin Aldig1 Her Karara Asir1 Giiven Gostermesi Uzerine Katime1 Goriisleri

Katilimet Gorst

K1 Gereksiz kibirli biri oldugunu disiiniiyorum.

K5 Abartinin oldugu her durumda bunun egoya bagli bir durum oldugunu diistintiriim.

K7 Ciddiyetsiz bulurum kendisini.

K11 Yoneticinin her kararinda abartili 6zgiiven gostermesi, ekipte iletisgimi ve giliveni
zay1flatabilir. Ozgiiven dnemli ama denge ve ekip goriisiine acik olmak daha saglikli bir
liderlik tarzidir.

K14 Olgunlagmamus kisilik.

Tablo 5’te yoneticinin her kararinda abartili 6zgiliven sergilemesi durumuna iliskin
katilimer goriisleri yer almaktadir. Katilimcilar bu tutumu kibir, ego ve iletisim zayiflig: ile
iliskilendirmistir. Bu bulgu, liderlikte denge ve ekip goriislerine agikligin, giiven insasi
acisindan kritik oldugunu gostermektedir.

Tablo 6: Yéneticinin Olumsuz Davramslarinin Kuruma Olan Baghhiga Etkisi Uzerine Katihmel
Goriisleri

Katilimet Goriisii

K1 Olumsuz anlamda etkiler; ise gelmek zorlayici olur.

K2 Kurumla aidiyet baglarini sarsar..

K8 Sessiz istifaya yol agar; hatta belki bir siire sonra kurumla baglantim kalmaz

K12 Bu tarz davranislar kuruma olan bagliligimi olumsuz etkiler. Saygi, adalet ve seffaflik
eksikligi oldugunda motivasyonum ve aidiyet duygum azalir. Daha kapsayict ve
dinlemeye agik bir yonetim anlayigi baghiligimi artirirdi

Tablo 6’da yoneticinin olumsuz davraniglarinin c¢alisanlarin kuruma olan baglilig
tizerindeki etkileri degerlendirilmistir. Katilimcilar aidiyet duygusunun zayifladigini,
motivasyonun diistiiglinli ve sessiz istifa gibi sonuclarin ortaya ¢ikabilecegini belirtmislerdir.
Bu durum, yonetsel tutumlarin c¢aligan bagliligr iizerinde dogrudan etkili oldugunu
gostermektedir.
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5. Sonug, Tartisma ve Oneriler

Bu ¢alisma, hubris 6zellikler sergileyen liderlerin asir1 6zgiiven, kiiciimseyici tutumlar ve
bilgi eksikligi temelli davraniglarinin c¢alisan bagliligini olumsuz etkiledigini; bu liderlik
biciminin toksik nitelikler tasiyarak giiven, motivasyon ve orgiitsel aidiyet iizerinde yipratici
sonuclar dogurdugunu ortaya koymustur. Bu dogrultuda, katilimcilarin ifade ettigi
gorislerin literatiirle ortiistiigli goriilmektedir.

Ilk kategori kapsaminda, hubristik liderlik tarzina sahip yoneticilerin bilgi sahibi
olmadiklar1t konularda yorum yapmalarinin ¢alisanlar {izerinde olumsuz etkiler yarattigi;
motivasyon, is performansi ve gliven diizeyini azalttig1 tespit edilmistir. Katilimer yanitlar
literatlirle uyumludur. Bu tutum, liderin bilissel yeterliligi ve epistemik tevazusu ile
iliskilendirilmistir. Owens ve Hekman (2012), liderin bilmedigini kabul etmesinin ¢alisanlar
nezdinde giliven olusturdugunu belirtirken; Nielsen vd. (2010), epistemik tevazunun lider
performansini artirdigini savunmaktadir. Ertugrul (2021) tarafindan 440 6gretmen {izerinde
yapilan ¢alismada toksik liderligin motivasyon ve is performansini olumsuz etkiledigi; Iskit
(2019) ise i¢sel motivasyon iizerindeki negatif etkisini vurgulamaktadir. Reed (2004) toksik
liderligin moral ve motivasyonu azalttigin1 belirtirken, katilimecilar da “gliven kayb1” ve
“demotivasyon” yasadiklarini ifade etmistir. Bu bulgular, hubristik liderligin temel 6zelligi
olan “bilgiye dayanmayan asir1 6zgiiven” ile ortlismektedir (Sadler-Smith et al., 2017).

Ikinci kategoride, yoneticilerin kiigiimseyici davranislarmin ¢alisanlar iizerindeki
etkilerine dair bulgular da literatlirle paralellik gostermektedir. Bir katilimer fikir
paylasiminin azalacagimi ve fikir belirtmekten cekinilecegini ifade etmistir. Bu durum,
calisanlarin isyerinde “sinme” egilimi gostermesiyle agiklanabilir. Cankaya ve Ciftci (2020),
toksik liderligin bu duyguyu artirdigmi belirtirken; Tepper (2000), zorba ydnetici
davraniglarinin tilkenmislik ve isten ayrilma niyetiyle sonuclandigini vurgulamaktadir.
Claxton vd. (2014), hubristik liderligin kendini iistiin gorme ve baskalarinin katkilarini
kiictimseme ile karakterize oldugunu ifade etmektedir. Katilimcilarin kusku duyduklarina
dair ifadeleri, fikir beyaninda ¢ekince yarattigini ve bunun orgiitsel 6grenme ile yenilik¢iligi
olumsuz etkileyebilecegini gostermektedir. Basar & Basim (2016), kendini iistiin goren
yoneticilerin ¢alisanlar1 gilivensizlige ve i¢e kapanmaya siirlikledigini belirtmektedir.
Ashforth (1997) ise kiigiimseyici lider davranislarinin rgiitsel iklimi olumsuz etkiledigini
ortaya koymustur.

Ugiincii kategoride, yoneticilerin aldigi her karara agirt giiven duymasiyla ilgili olarak
katilimcilar tarafindan kibirli, egolu ve ciddiyetsiz olarak nitelendirildikleri goriilmektedir.
Literatlirde de kibirli yoneticilerin kurum iklimini olumsuz etkiledigi bulgulanmistir (Avci,
2023; Toscano vd., 2018). Hayward ve Hambrick (1997), CEO diizeyindeki asir1 6zgiivenin
stratejik hatalara yol agabilecegini ve karar alma yetkinliginin abartildigin1 belirtmektedir.
Malmendier ve Tate (2009), asir1 6zgiiven ve kibirin ¢alisanlar iizerinde olumsuz etkiler
yarattigini1 vurgularken; Sadler-Smith vd. (2017), empati ve 6z farkindalik eksikliginin ekip
dinamiklerini zayiflattigin1 ifade etmektedir. Katilimcilarin ciddiyetsizlik algisi, liderin
profesyonellikten uzaklastigini gostermektedir.

Son kategoride, ¢alisanlarin kuruma olan bagliliklarina iligkin sorulara tiim katilimeilar
bagliligin azalacagi hatta yok olacagi yoniinde yanit vermistir. Mehta ve Maheswari (2013),
toksik liderligin ¢alisan bagliligini azalttigini; Glizelyurt (2020) ise bu etkinin negatif yonde
oldugunu saptamistir. Schaubroeck vd. (2007), hubristik davranislarin arttikca calisan
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bagliliginin azaldigimi belirtmektedir. Miicevher (2023), kotii yonetici davranislarinin
kurumsal baglilik tizerinde dogrudan olumsuz etkiler yarattigin1 ifade ederken; Schmidt
(2008), hubristik liderlere sahip olmanin isten ayrilma disiincesini tetikledigini
vurgulamaktadir. Bir katilmecmin “ilk firsatta isten ayrilinm” ifadesi bu durumu
desteklemektedir. Ayrica bir katilimer “sessiz istifa” kavramini dogrudan kullanmistir.
Sessiz istifa, ¢calisanlarin goriintirde islerini siirdiirmelerine ragmen duygusal olarak kuruma
baglarin1 koparmalari anlamina gelmektedir (Garrad & Chamorro-Premuzic, 2022). Bu
durum, bagliligin azaldigin1 agikga gostermektedir.

Sonug olarak, bu caligmanin bulgular1 dogrultusunda yoneticilerin ¢alisanlarina karsi
pozitif liderlik tarzlarin1 benimsemeleri hem kurum hem de ¢alisanlar agisindan kritik 6neme
sahiptir. Ayrica, hubristik liderlik ile c¢alisan bagliligi arasindaki iliskinin smirli sayida
calismada ele alinmis olmasi, bu aragtirmanin literatiire katki saglayacagini gdstermektedir.
Gelecek caligmalarda farkli evren ve genis drneklem gruplariyla daha kapsamli aragtirmalar
yapilmasi 6nerilmektedir.

Katilimc1 goriisleri ve literatiir dogrultusunda asagidaki oneriler sunulabilir:

e isletmelerde agik kapi politikasinin tiim calisanlar i¢in uygulanmasi

¢ Yoneticilerin empati ve dinleme becerilerini gelistirmesi

e Hubristik liderlik yerine katilimei liderlik tarzinin benimsenmesi

e Kurum kiiltiirline etkili geri bildirim mekanizmalarinin entegre edilmesi
e Asir1 6zgiiven ve kibir yerine miitevazi tutumlarin tesvik edilmesi

Bununla birlikte ulagilan bulgular 1siginda calismanin literatiire sundugu temel katkilar sunlardir;

e Davranigsal Yansima: Hubristik liderligin sadece stratejik karar alma siireclerinde degil,
giinliik iletisim ve yorum yapma bicimlerinde de ¢alisanlar tarafindan algilandigi
gosterilmistir.

e Psikolojik Etki: Sessiz istifa, motivasyon kayb1 ve kusku gibi duygusal tepkiler, liderlik
tarzinin ¢alisan psikolojisi tizerindeki etkisini vurgulamaktadir.

e Baglilik Dinamikleri: Kurumsal baglilik, sadece kurumsal politikalarla degil, yoneticinin
etik ve kapsayici tutumlariyla dogrudan iliskilidir.
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Extended Summary

Leadership in contemporary organizations is not merely a managerial function; it is a
multidimensional concept situated at the core of strategic processes such as change
management, digital transformation, and cultural inclusivity. Ferreira Ribeiro et al. (2024)
argue that leadership today is shaped by themes such as digital transformation,
organizational performance, educational development, and inclusivity. This approach
conceptualizes leadership not only as a process of influence but also as a strategic instrument
that shapes the organizational future. In another definition, Sadler-Smith et al. (2017)
describe leadership as “a process of influence shaped by individuals’ excessive self-
confidence, hubris, and desire for control,” drawing attention specifically to hubristic forms
of leadership. This definition emphasizes the pathological dimensions of leadership and
underscores the importance of balancing power and responsibility. Saunders et al. (2018),
on the other hand, define leadership as “a context-sensitive and dynamic process shaped
within complex social interactions.” This view posits leadership not as a fixed role but as an
evolving form of interaction responsive to changing conditions.

In the national literature, Sendogdu, Kogyigit, and Y1ldiz (2024) define leadership as “a
behavioral structure that determines the organizational impact of individual traits such as
hubris syndrome in managerial decision-making processes.” This approach highlights the
bridging function of leadership between individual psychology and organizational outcomes.
Similarly, Uckun et al. (2022) define leadership as “a form of social interaction shaped by
hubristic tendencies, directly influencing organizational trust and communication.” This
definition foregrounds the emotional and cultural dimensions of leadership. In light of these
contemporary definitions, it is evident that leadership is no longer a classical managerial role
but a concept intertwined with domains such as digitalization, crisis management,
psychological dynamics, and cultural diversity.

Leadership styles are generally evaluated along two main axes: positive (constructive)
and negative (destructive) leadership. Positive leadership styles include transformational,
servant, authentic, ethical, democratic, and inclusive leadership (Uslu, 2021), whereas
negative leadership styles encompass toxic (Pelletier, 2010), hubristic (Sadler-Smith et al.,
2017), exploitative (Uslu, 2021), and bullying leadership (Tepper, 2000). Within the scope
of this study, the focus is placed on two negative leadership styles—hubristic and toxic
leadership—»both of which reflect the darker aspects of leadership. Hubristic leadership is
characterized by the amplification of arrogance through power, success, and self-confidence
(Ugkun et al., 2022). Toxic leadership, as defined by Whicker (1997), is disruptive,
maladaptive, and malevolent in nature.

Although hubristic and toxic leadership originate from distinct conceptual foundations,
they often converge in practice and yield similar outcomes. Both styles exert psychological
pressure on employees, undermine organizational trust, and diminish job satisfaction and
commitment over time. Shared behavioral traits include excessive control and
micromanagement, resistance to criticism, lack of empathy, intoxication with power, and the
absolutization of personal beliefs. Pelletier (2010) defines toxic leadership as the systematic
exhibition of behaviors harmful to employees, while Owen and Davidson (2009)
conceptualize hubris syndrome as a state of excessive self-confidence and detachment from
reality that develops alongside success. It is widely acknowledged that negative leadership
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styles have detrimental effects on employees. In organizational life, hubristic and toxic
leadership frequently overlap, threatening employees’ psychological well-being, weakening
organizational commitment, and ultimately jeopardizing institutional sustainability.

Employee commitment refers to the relationship between the employee and the
organization (Wolowska, 2014). In other words, a positive organizational climate directly
influences employees’ levels of commitment. It is likely that a manager who adopts a
negative leadership style will adversely affect employees’ sense of belonging. The
relationship between hubristic leadership and employee commitment is generally negative.
When a hubristic leader disregards employees’ opinions, views them merely as executors,
and claims success solely for themselves, employees begin to feel undervalued. This leads
to decreased motivation, disengagement from work, and weakened organizational
commitment.

Moreover, hubristic leadership contributes to a decline in psychological safety within the
organization. Employees become hesitant to express their ideas openly, avoid taking risks
due to fear of making mistakes, and gradually adopt behaviors aimed solely at appearing
compliant. In such an environment, commitment gives way to silence and internal
disengagement. Thus, hubristic leadership poses a threat to employee commitment rather
than supporting it. In organizations where leaders place themselves at the center, resist
criticism, and perceive employees only instrumentally, the sense of commitment gradually
deteriorates. Consequently, leadership styles have a significant impact on employees. For
instance, a study examining the behaviors of school administrators exhibiting toxic
leadership traits found a negative relationship between these behaviors and teachers’
commitment to their institutions (Kahveci, Bahadir, & Kandemir, 2019). Another study
identified that toxic leadership leads to loss of trust and reduced commitment among
employees (Steele, 2011). This is because employees derive satisfaction from being treated
well and feeling valued—conditions that are absent under negative leadership styles.

Accordingly, the primary aim of this research is to evaluate the impact of hubristic
leadership behaviors exhibited by managers on employee commitment within the framework
of toxic leadership. The study seeks to reveal how hubristic leadership affects employees’
levels of commitment. Furthermore, by analyzing the consequences of hubristic tendencies
in light of the toxic leadership literature, the extent to which leadership styles influence
employee commitment will be determined. To gain an in-depth understanding of how
employees are affected by hubristic leaders and how their commitment to the organization
is shaped, a qualitative research method was adopted. The research design employed is
phenomenology.

Data collection in this study was conducted through semi-structured interviews. The
research questions were formulated based on insights from the toxic and hubristic leadership
literature. The data obtained were analyzed using content analysis. Based on the results, it
was found that leaders exhibiting hubristic traits negatively affect employee commitment
through behaviors rooted in excessive self-confidence, dismissiveness, and lack of
knowledge. This form of leadership, bearing toxic characteristics, produces detrimental
outcomes for trust, motivation, and organizational belonging. The participants’ views were
found to be consistent with the literature.
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In the first category of findings, it was identified that managers with hubristic leadership
styles making comments on subjects outside their expertise had adverse effects on
employees, reducing motivation, job performance, and trust levels. Participant responses
aligned with the literature. In the second category, findings regarding the impact of
managers’ dismissive behaviors on employees also showed parallels with existing research.
In the third category, participants described managers who exhibited excessive confidence
in their decisions as arrogant, egotistical, and unserious. The literature similarly indicates
that arrogant managers negatively affect organizational climate (Avci, 2023; Toscano et al.,
2018: 631). Thus, the findings in this category also support the literature. In the final
category, all participants responded that their commitment to the organization would
decrease or even disappear.

In conclusion, based on the findings of this study, it is of critical importance for managers
to adopt positive leadership styles in their interactions with employees, both for institutional
well-being and employee outcomes. Moreover, the limited number of studies examining the
relationship between hubristic leadership and employee commitment suggests that this
research will contribute to the literature. Future studies are recommended to be conducted
with broader populations and larger sample groups for more comprehensive insights.

In addition, the core contributions of this study to the literature can be summarized as
follows: First, it was revealed that hubristic leadership is perceived by employees not only
in strategic decision-making processes but also in daily communication styles and
interpretive behaviors. Second, the psychological effects of leadership styles were addressed,
emphasizing that emotional reactions such as quiet quitting, loss of motivation, and
skepticism are directly linked to employees’ mental states. Finally, it was concluded that
employee commitment is not solely shaped by institutional policies but is also directly
influenced by the ethical and inclusive attitudes of the manager
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ABSTRACT

This study aimed to determine the organizational
cynicism levels of primary and lower secondary
school teachers working in public and private
schools in the province of Sanlwrfa. It also sought
to examine how organizational cynicism levels
relate to various variables such as age, gender,
educational background, field of teaching, school
type, and professional seniority. A descriptive
survey design was employed in the study, and a
questionnaire  form containing  demographic
information and the Organizational Cynicism Scale
was administered to collect data. The study group
consisted of 194 teachers working in the relevant
schools. The collected data were analyzed using
descriptive statistical techniques. The results of the
analysis indicated that teachers’ levels of
organizational cynicism were generally at a
moderate level. While the variables of field of
teaching, age, and years of service created
statistically significant differences in some sub-
dimensions, no notable differences were observed
regarding marital status, gender, school type, or
educational level. These findings reveal that
teachers’ perceptions of organizational cynicism
are influenced in certain dimensions particularly by
factors such as age and professional experience..
Keywords: Organizational cynicism, private
school, public school, sanliurfa

0z

Bu arastirma, Sanliurfa ilindeki 6zel okul ile devlet
okullarinda goérev yapan ortaokul ile ilkokul
Ogretmenlerin  Orgiitsel ~ sinizm  diizeylerini
belirlemeyi  amaclamustir.  Orgiitsel ~ sinizm
seviyelerini yas, cinsiyet, egitim durumu, brans,
okul tiirii ve kidem gibi ¢esitli degiskenlerle nasil
iligkilendigini incelemeyi amaclamaktadir.
Calismada betimsel tarama deseni kullanilmig ve
veri toplamak amaciyla demografik bilgileri ile
Orgiitsel Sinizm Olcegini iceren bir anket formu
uygulanmistir. Arastirmanin ¢alisma grubunu, soz
konusu okullarda goérev yapan 194 &gretmen

olusturmustur. ~ Toplanan  verilerin  analizi,
betimleyici istatiksel teknikler  kullanilarak
gerceklestirilmistir. Analiz sonuglari,

ogretmenlerin orgiitsel sinizm diizeylerinin genel
olarak orta diizeyde oldugunu gostermistir. Brans,
yas ve gorevde gecen siire boyutlar1 bazi alt
boyutlarda istatiksel acidan belirgin bir fark
yaratirken; medeni durum, cinsiyet, okul tiirii ve
egitim diizeyi agisindan kayda deger bir farklilik
gozlenmemistir. Bu  bulgular, dgretmenlerin
orgiitsel sinizm algilarinin 6zellikle yas ve mesleki
deneyim gibi faktorlerden belirli boyutlarda
etkilendigini ortaya koymaktadir.

Anahtar Kelimeler: Orgiitsel sinizm. 6zel okul,
devlet okulu, sanliurfa
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1. Giris

Orgiitsel sinizm, calisanlarm orgiitlerine yonelik gelistirdikleri olumsuz tutumlar,
inanclar ve davraniglar biitiinii olarak tanimlanmaktadir. Son yillarda egitim sektord,
calisan memnuniyeti, orgiitsel baglilik ve is tatmini agisindan cesitli zorluklarla karsi
karsiya kalmistir. Ozellikle dgretmenler, egitim politikalarindaki degisimler, yonetimsel
uygulamalardaki eksiklikler ve is yiikiindeki artis gibi faktorler nedeniyle orgiitlerine
yonelik  sinik  tutumlar gelistirebilmektedir. Bu durum, O&gretmenlerin  mesleki
motivasyonlarini, 6grencilerle olan iliskilerini ve egitim kalitesini dogrudan etkilemektedir.

Bu calisma, Sanlurfa ilindeki devlet ve 6zel okul 6gretmenlerinin Orgiitsel sinizm
diizeylerini inceleyerek, oOrgiitsel sinizmin Ogretmenler {iizerindeki etkilerini ortaya
koymayr amaclamaktadir. Ayn1 zamanda, Ogretmenlerin orgiitsel sinizm diizeylerinin
hangi faktorlerden etkilendigini belirlemek ve bu faktorlerin nasil yonetilebilecegini
degerlendirmek de ¢aligmanin temel hedefleri arasindadir. Egitim kurumlarinda yasanan
orgiitsel sinizm diizeylerinin anlasilmasi, daha etkili yoOnetim politikalarinin
olusturulmasina ve Ogretmenlerin i tatminlerinin artirilmasina yonelik stratejilerin
gelistirilmesine katki saglayacaktir.

Bu calismanin temel amaci, Sanhurfa ilindeki devlet ve 6zel okullarda calisan ortaokul
ve ilkokul dgretmenlerin orgiitsel sinizm diizeylerini ortaya koymaktir. Bunun sonucunda
Ogretmenlerin mesleki tutumlarinin iizerindeki etkileri degerlendirmektir. Egitim
kurumlarinda calisan 6gretmenlerin orgiitlerine yonelik gelistirdikleri sinik tutumlarin
nedenleri, boyutlar1 ve sonuglar incelenerek, egitim sistemine ve dgretmen yonetimine
yonelik iyilestirici 6neriler sunulmasi hedeflenmektedir. =

Sanliurfa ili, egitim alaninda farkli sosyo-ekonomik dinamiklere sahip bir bolge olup, @
Ogretmenlerin ¢alisma kosullar1 agisindan 6nemli farkliliklar gosterebilmektedir. Devlet ve @ \J
0zel okullarda calisgan Ogretmenlerin Orgiitsel sinizm seviyelerinin belirlenmesi, bu
konunun daha iyi anlasilmasimna ve egitim kurumlarinda uygulanabilecek iyilestirme
politikalarinin ~ gelistirilmesine katki saglayacaktir. Ozellikle ilkokul ve ortaokul
seviyesindeki 0gretmenlerin orgiitsel sinizm algilarinin arastirilmasi, egitim siireglerinin
kalitesini artirmaya yonelik stratejiler gelistirmek adina 6nemli bir adim olacaktir.

Bu dogrultuda ¢alisma, 6gretmenlerin orgiitsel sinizme iligkin algilarini analiz ederek

asagidaki alt amaglara ulasmay1 hedeflemektedir:

1. Devlet ve 6zel okul 6gretmenlerinin orgiitsel sinizm seviyelerini karsilastirmak,

2. Ogretmenlerin orgiitsel sinizm diizeylerini etkileyen faktorleri belirlemek,

3. Ogretmenlerin &rgiitsel sinizm algilarinin mesleki baghlik, is tatmini ve
motivasyon lizerindeki etkilerini incelemek,

4. Ogretmenlerin sinizm diizeylerini demografik degiskenler (yas, cinsiyet,
mesleki deneyim, okul tiirii vb.) a¢isindan degerlendirmek,

5. Egitim kurumlarinda 6rgiitsel sinizmi azaltmaya yonelik yonetimsel stratejilere
katki saglamak.

Bu ¢alismanin 6nemi, orgiitsel sinizmin yerel baglamda (Sanlurfa gibi sosyoekonomik
cesitlilige sahip bir ilde) nasil tezahiir ettigini belirlemeye yonelik olmasidir. Egitim
yonetiminde &gretmenlerin motivasyonunun anlasilmasi, politika yapicilar igin stratejik
kararlar alinmasini kolaylastiracaktir. Ayrica, 6gretmenlerin orgiitsel davraniglarinin, sinif
i¢ci Ogrenci basarisina dolayli etkisi g6z oniinde bulunduruldugunda, bu tiir ¢aligmalarin
egitim sistemine katkis1 biiytiktiir.
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Bu calismanin sonuglarinin, egitim yoneticileri, okul yoneticileri ve egitim politikasi
yapicilart i¢in 6nemli veriler sunmast beklenmektedir. Ayrica, dgretmenlerin oOrgiitsel
sinizm diizeylerini diigiirmek i¢in uygulanabilecek stratejilere dair Oneriler gelistirerek,
egitim ortamlarinin verimliliginin artirtlmasina katki saglanmasi hedeflenmektedir.

2. Arastirmanin Kuramsal Yapisi

2.1. Orgiitsel Sinizmin Tanimi ve Tarihcesi

Orgiitsel sinizm, calisanlarin organizasyonlarina kars1 gelistirdikleri olumsuz inanglar,
duygular ve davraniglarla karakterize edilen bir tutum olarak tanimlanmaktadir (Novikov,
vd., 2024). Sinizm, bireylerin organizasyonun degerlerine ve etik standartlarina siipheyle
yaklagmasina yol agar ve genellikle olumsuz is tutumlari, diisiik motivasyon ve verimlilik
kaybu ile iliskilidir (Ambrasas ve Vveinhardt, 2023).

Orgiitsel sinizmin yalmizca bireysel bir tutum veya kisilik o6zelligi olmadigi, ayni
zamanda oOrgiit kiiltlirtine ve liderlik tarzlarina bagli olarak 6grenilebilen veya ortadan
kaldirilabilen bir olgu oldugu belirtilmistir (Novikov, vd., 2024). 2000’1i yillarda yapilan
calismalar, orgiitsel sinizmin yonetim politikalari, is yerindeki adaletsizlik algis1 ve diisiik
calisan baglihigi gibi faktorlerden etkilendigini ortaya koymustur (Behazad, 2020).
Gilinlimiizde, orgiitsel sinizmin is performansi, ¢alisan devir oran1 ve orgiitsel degisime
direng gibi kritik isyeri dinamikleriyle giiglii bir iliskiye sahip oldugu goriilmektedir
(Toheed, vd., 2019).

Orgiitsel sinizm kavrami, organizasyonlara kars1 duyulan giivensizlik ve siiphecilik ile
sekillenmis olup, is tatminsizligi, diisiik motivasyon ve orgiitsel bagliligin azalmasi gibi

sonuclar dogurabilmektedir. (P
2.2. Orgiitsel Sinizmin Boyutlar @]
Orgiitsel sinizm, ii¢c temel boyutuyla incelenmektedir. Bunlar bilissel, duygusal ve *

davranigsal sinizmdir. Bilissel sinizm, ¢alisanlarin orgiitle ilgili olumsuz inanglarini

rasyonellestirdikleri bir siirectir. Duygusal sinizm, c¢alisanlarin organizasyonlarina yonelik
olumsuz duygusal tepkilerini ifade eder. Davranigsal sinizm ise c¢alisanlarin
organizasyonlarina yonelik olumsuz dislince ve duygularimi fiili eylemlerle disa
vurumudur. Bu ii¢ boyut, orgiitsel sinizmin ¢ok boyutlu yapisini anlamak agisindan temel
bir ¢er¢eve sunmaktadir.

2.2.1. Biligsel Sinizm

Biligsel sinizm, ¢alisanlarin organizasyonlarina yonelik gelistirdikleri olumsuz
diisiinceler ve inanglarla iliskilendirilen bir sinizm tiiriidiir. Bu baglamda, calisanlar
orgiitlin ahlaki degerlere bagli olmadigina, diiriistlilkten uzak politikalar izledigine ve
calisanlar1 dnemsemedigine inanirlar (Kuzu, 2023). Bilissel sinizm, c¢alisanlarin orgiitle
ilgili olumsuz inanglarini rasyonellestirdikleri bir siirectir ve bu inanglar, orgiitiin giivenilir
olmadig1, adaletsiz bir yonetim anlayisina sahip oldugu ve ¢alisanlarin ¢ikarlarim1 goz ardi
ettigi algisina dayanir (Novikov, vd., 2024). Bu durum, bireylerin orgiite duydugu
bagliligin azalmasina ve is yerinde olumsuz tutumlar gelistirmelerine yol agabilir.

Orgiitsel sinizmin bilissel boyutu, ¢alisanlarin drgiit i¢indeki olumsuz deneyimlerine ve
gdzlemlerine dayali olarak gelisir. Ornegin, ¢alisanlar yoneticilerin verdigi sézleri yerine
getirmedigini, karar alma siireglerinde adaletin saglanmadigini veya oOrglitiin c¢alisanlar
manipiile etmeye yoOnelik stratejiler gelistirdigini diisiindiiklerinde, biligsel sinizm
diizeyleri yiikselir (Adamska, 2023). Bilissel sinizmi yliksek olan calisanlar, orgiitiin etik
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dis1 ve ¢ikarct bir yapiya sahip olduguna dair giiglii bir inan¢ gelistirirler. Bu inang,
zamanla calisanlarin Orgiite duydugu giiveni ve bagliligi ciddi sekilde zayiflatabilir
(Durrah, vd., 2019).

Orgiitlerde bilissel sinizmi dnlemek icin yoneticilerin seffaf ve adil yonetim ilkelerini

benimsemeleri, calisanlarin seslerini duyabilecekleri ortamlar yaratmalari ve Orgiitsel
adaleti saglamalar1 gerekmektedir. Calisanlarin orgiite duyduklar1 giivenin korunmasi,
biligsel sinizmin azaltilmasinda kritik bir rol oynayabilir. Ayrica, yoneticilerin ¢alisanlarin
diisiincelerine 6nem vermesi, geri bildirim mekanizmalarini etkin bir sekilde kullanmasi ve
calisanlarin Grgiite olan aidiyetini artirict politikalar gelistirmesi, biligsel sinizmin Oniine
geemede etkili olabilir (Novikov, vd., 2024).

2.2.2. Duygusal Sinizm

Duygusal sinizm, ¢alisanlarin organizasyonlarina yonelik olumsuz duygusal tepkilerini
ifade eden bir kavramdir. Bu tiir sinizm, bireyin is yerinde hayal kiriklig1, 6fke, giivensizlik
ve hayal kiriklig1 gibi duygular yasamasiyla ortaya c¢ikar (Atalay, vd., 2022). Calisanlar,
orgiitlerinin etik dis1 uygulamalar icinde oldugunu veya c¢alisanlarin ¢ikarlarin1 yeterince
gbozetmedigini disilindiiklerinde duygusal olarak olumsuz tepkiler gelistirebilirler. Bu
tepkiler genellikle 6rglite yonelik derin bir hayal kiriklig1 ve ilgisizlikle kendini gosterir.
Duygusal sinizm, bireyin yalnizca orgiitli elestirmekle kalmayip, ayni1 zamanda isine olan
bagliligimi da azaltarak motivasyon kaybina ve orgiitsel yabancilasmaya neden olmaktadir
(Vveinhardt, vd., 2023).

Duygusal sinizm, genellikle ¢alisanlarin is yerinde yasadigi olumsuz deneyimlerin bir
sonucu olarak gelisir. Calisanlarin uzun vadeli is tatminsizligi, yoneticileri tarafindan
desteklenmemesi ve orgiitsel adaletin saglanmadigina inanmasi, sinizmin bu boyutunun
giiglenmesine yol agar (Durrah, vd., 2019). Ozellikle calisanlarin orgiitlerine baglilik

gostermelerine ragmen yoOnetimin tutarsiz veya adaletsiz uygulamalarina maruz kalmalari,
duygusal sinizmi artiran temel etkenlerden biridir. Calisanlar, zamanla orgiite olan
giivenlerini kaybeder ve olumsuz duygusal tepkiler sergilemeye baslarlar. Duygusal
sinizmin en Onemli sonuglarindan biri, ¢alisanlarin orgiit igindeki sosyal iliskilerinde
olumsuz degisimler yaratmasidir. Is yerinde giivensizlik ve hayal kiriklig1 yasayan
calisanlar, orgiit kiiltliriine kars1 duyarsiz hale gelebilir, ¢alisma arkadaslariyla daha az is
birligi yapabilir ve yonetime yonelik negatif duygular gelistirebilir (Elsaied, 2021). Bu
durum, hem bireysel hem de kurumsal diizeyde orgiitsel verimliligi olumsuz etkileyebilir.
Duygusal sinizme sahip c¢alisanlar genellikle oOrgiitsel degisim siireclerine karsi direng
gosterir ve degisiklikleri anlamsiz veya adaletsiz olarak degerlendirme egiliminde olurlar
(Svetlichnaya, vd., 2021).

2.2.3. Davranissal Sinizm

Davranigsal sinizm, ¢alisanlarin organizasyonlarina yonelik olumsuz diislince ve
duygularm fiili eylemlerle disa vurdugu sinizm boyutudur. Calisanlar, orgiit iginde etik
dis1 veya adaletsiz uygulamalar olduguna inandiklarinda, bu durumu elestiren sozlii veya
yazili yorumlar yapabilir, ig ylikiinii bilingli olarak azaltabilir ya da yoneticilere kars1 pasif
agresif tutum sergileyebilir (Divya ve Seranmadevi, 2022). Davranigsal sinizm, bireylerin
orgiitlerine kars1 duyduklart gilivensizligi yalnizca igsellestirmek yerine, ¢esitli yollarla
sergilemeleriyle 6ne ¢ikmaktadir.
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Davranigsal sinizmin en yaygin belirtilerinden biri, c¢alisanlarin orgiit i¢indeki
degisimlere kars1 diren¢ gostermesidir. Calisanlar, yonetimin aldig1 kararlar1 sorgulamak
yerine, verilen isleri yiizeysel olarak yerine getirme egilimi gosterebilir veya Orgiitiin
basarisina katki saglamayi bilingli olarak reddedebilirler (Mousavi Ghahfarrokhi, vd.,
2020). Ayrica, orgiit ici is birligi ve takim ¢alismasina karsi ilgisizlik, toplantilarda pasiflik
ve yoOneticilere yonelik alayci ya da kiigiimseyici tutumlar da davranigsal sinizmin yaygin
belirtilerindendir (Durrah, vd., 2019).

Orgiitlerde davranissal sinizmin yayilmasimi 6nleyebilmek icin, yoneticilerin ¢alisanlarla
saglikli iletisim kurmalari, onlarin is siireglerine dahil olmalarini saglamalar1 ve
calisanlarin orgiitle olan baglarini giiclendirecek politikalar benimsemeleri gerekmektedir
(Mousavi Ghahfarrokhi, vd., 2020). Calisanlarin Orgiite olan gilivenlerini artirmak, is
yerinde motivasyonu desteklemek ve oOrgiitsel adaleti saglamak, davranigsal sinizmin
etkilerini azaltmada kritik bir rol oynamaktadir (Toheed, vd., 2019).

2.3. Ogretmenlik Meslegi ve Orgiitsel Sinizm

Egitim kurumlarinda orgiitsel sinizm, 0gretmenlerin ve akademik personelin Grgiite
yonelik olumsuz algilar gelistirmesiyle ortaya ¢ikan bir durumdur. Bu sinizm, genellikle
egitim politikalarina, yonetim siireglerine ve orgiitsel kiiltiire duyulan giivenin azalmasiyla
sekillenir (Cojocaru, 2024). Egitim sektoriinde, sinik tutumlar 6zellikle kurumsal degisim
siirecleriyle yakindan iliskilidir. Ogretmenler ve akademisyenler, egitim sistemindeki ani
degisiklikler veya tutarsiz politikalar nedeniyle hayal kiriklig1 yasayarak oOrglite karsi
giivensizlik gelistirebilirler (Alhassan, 2020).

Arastirmalar, egitim kurumlarinda orgiitsel sinizmin, Ogretmenlerin is tatminini ve
mesleki baglilhigm olumsuz etkiledigini gostermektedir (Tek, 2022). Ozellikle &rgiitsel
adaletin eksik oldugu durumlarda, 6gretmenlerin yonetime ve okul yonetmeliklerine
duydugu giiven zedelenmektedir (Akar ve Celik, 2019). Bu durum, dgretmenlerin sadece
yonetime degil, 6grencilerle iliskilerine ve egitim sistemine genel olarak bakis a¢ilarini da
etkilemektedir.

Ozetle, egitim kurumlarinda orgiitsel sinizm, dgretmenlerin ve akademik personelin
mesleki baghiligini ve motivasyonunu olumsuz etkileyerek egitim kalitesini diisliren bir
faktordiir. Bu durumun 6niine gegmek icin, yonetim politikalarinin daha seffaf ve katilimci
olmasi, 6gretmenlerin karar alma siireclerine dahil edilmesi ve orgiit i¢i adalet duygusunun
giiclendirilmesi gerekmektedir (Cojocaru, 2024).

2.4. Ogretmenlerde Orgiitsel Sinizmin Nedenleri

Ogretmenlerde orgiitsel sinizm, egitim kurumlarinda karsilasilan cesitli yonetimsel ve
mesleki faktorlerden kaynaklanmaktadir. Ogretmenler, adaletsiz ydnetim uygulamalari,
yetersiz oOrglitsel destek, asir1 is yiikii ve kariyer gelisiminde sinirli firsatlar nedeniyle
orglitlerine kars1 gliven kaybi yasayarak sinik tutumlar gelistirebilmektedir (Abdurrezzak,
vd., 2023).

Orgiitsel sinizmin en 6nemli nedenlerinden biri, okul y®neticilerinin adaletsiz ve
ayrimct davranislaridir. Yapilan arastirmalar, okul yoneticilerinin kayirmacilik yapmasi ve
Ogretmenler arasinda esit olmayan uygulamalarda bulunmasinin orgiitsel sinizmi artirdigin
gostermektedir (Erdem, vd., 2020). Ogretmenler, yoneticiler tarafindan adil muamele
gormediklerinde, yonetime ve okul politikalarina kars1 sinik bir bakis agis1 gelistirebilirler.
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Bir diger onemli faktor, Ogretmenlerin Orgiitsel destek eksikligi hissetmeleridir.
Ozellikle egitim politikalarmin sik stk degismesi ve dgretmenlerin karar alma siireglerine
dahil edilmemesi, onlarin is yerlerine olan giivenlerini sarsmaktadir (Necmi, 2019). Okul
yonetiminden yeterli destegi alamayan Ogretmenler, Orgiitlerine karst olumsuz duygular
gelistirmekte ve mesleki bagliliklari azalmaktadir.

Ogretmenlerde orgiitsel sinizmin nedenlerinden biri de asir1 is yiikii ve is-yasam
dengesinin bozulmasidir. Ogretmenler, yogun miifredat programlari, 6grenci basarisini
artirma baskis1 ve ek idari sorumluluklar nedeniyle tiikenmislik yasamaktadir (Helvaci ve
Basaran, 2020). Asir1 is yiikiine ek olarak, O6gretmenlerin 6zlilk haklarinda yasanan
belirsizlikler de orgiitsel sinizmin artmasina neden olmaktadir.

Orgiitsel adalet eksikligi de dgretmenlerin sinik tutumlar gelistirmesinde etkili bir
faktordiir. Okullarda maas politikalarinin adaletsiz olmasi, terfi siireglerinin objektif
kriterlere dayanmamasi ve mesleki basarilarin yeterince takdir edilmemesi, 6gretmenlerin
is yerlerine karst duydugu giiveni zedelemektedir (Akar ve Celik, 2019). Bu durum,
Ogretmenlerin sadece yonetime degil, egitim sistemine karsi da sinik bir bakis agisi
gelistirmelerine neden olmaktadir.

Ozetle, dgretmenlerde orgiitsel sinizmin nedenleri arasinda ydnetim politikalarinin
adaletsizligi, orgiitsel destek eksikligi, asir1 is ylikii ve is-yasam dengesizligi gibi faktorler
bulunmaktadir. Egitim kurumlarinin, 6gretmenlerin sinik tutumlarini azaltmak i¢in daha
katilimc1 yonetim modelleri benimsemesi, orgiitsel adaleti gliclendirmesi ve ¢alisan destek
mekanizmalart olugturmasi gerekmektedir (Abdurrezzak vd., 2023).

3.Metodoloji
Bu arastirma, 6gretmenlerin Orgiitsel sinizm seviyelerini belirlemek ve demografik
degiskenlerle iliskisini incelemek amaciyla gerceklestirilmis betimsel (tanimlayici) bir
calismadir. Arastirma, nicel arastirma yontemlerinden tarama (survey) modeline
dayanmaktadir. Tarama modeli, bireylerin belirli 6zelliklerini, tutumlarini veya goriislerini
belirlemek amaciyla kullanilan ve genis bir Orneklemden veri toplanmasina olanak
saglayan bir arastirma desenidir (Karasar, 2020).

3.1. Arastirmanin Amaci ve Sorusu

Bu arastirma, Sanhurfa’da 6zel ve devlet okullarda c¢alisan ortaokul ile ilkokul
Ogretmenlerin Orgiitsel sinizm algilarmin farkli demografik faktorlere gore cesitlilik
gosterip gostermedigini incelemeyi amaglamaktadir. Arastirmanin hipotezleri asagidaki
gibidir:

Hipotez 1: Ogretmenlerin orgiitsel sinizm seviyeleri yas baglaminda kayda deger
farkliliklar ortaya ¢ikarmaktadir.

Hipotez 2: Ogretmenlerin drgiitsel sinizm seviyeleri kidem yili baglaminda kayda deger
farkliliklar ortaya ¢ikarmaktadir.

Hipotez 3: Ogretmenlerin orgiitsel sinizm seviyeleri brans baglaminda kayda deger
farkliliklar ortaya ¢ikarmaktadir.

Hipotez 4: Orgiitsel sinizm seviyeleri okul tiiriin (6zel/devlet) baglaminda kayda deger
farkliliklar ortaya ¢ikarmaktadir.

Hipotez 5: Egitim diizeyi arttikga Ogretmenlerin orgiitsel sinizm Seviyesinde kayda
deger farkliliklar ortaya ¢ikarmaktadir.
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3.2. Arastirma Grubu ve Katihme1 Profili

Bu c¢alisma kapsaminda Sanlurfa sehrinde devlet ile 6zel okullarinda vazife yapan
ilkokul ile ortaokul 6gretmenleri ¢alisma grubunu olusturmaktadir. Arastirma bulgularinin,
orgiitsel sinizm konusunda Ogretmenlerin algilarinin anlagilmasina katki saglamasi ve
egitim kurumlarinda ¢alisan Ogretmenlerin is ortamlarima yonelik tutumlarim
degerlendirmek agisindan 6nemli oldugu diisiiniilmektedir. Orneklem se¢iminde, kamu ve
0zel okul ayrimi gozetilmis, farkli yas gruplari, branslar ve kidem seviyelerinden
Ogretmenlerin dengeli dagilimi saglanmaya g¢alisilmistir. Bu yontem, genellenebilir ve
giivenilir sonuglar elde etmeye olanak tanimistir.

3.3. Cahismanin Sinirhliklar:

Bu arastirma bazi sinirhiliklar gergevesinde yiiriitiilmiistiir. Oncelikle calisma yalnizca
Sanlurfa ilinde gorev yapan ilkokul ve ortaokul 6gretmenleriyle sinirlidir; dolayisiyla elde
edilen bulgularin genellenebilirligi farkli bolgelerdeki 6gretmenler igin sinirli olabilir.
Ikinci olarak, arastirma betimsel (tarama) desende gerceklestirilmis olup, veriler anlik
olarak toplanmistir. Bu durum, katilimcilarin zaman igindeki tutum ve algilarindaki
degisimleri yansitmamaktadir. Ayrica, arastirmada veri toplama araci olarak kullanilan
anket, 6gretmenlerin 6z degerlendirmelerine dayandigi i¢in yanitlar, sosyal istenirlik ya da
kisisel oOnyargilardan etkilenmis olabilir. Son olarak, oOrgiitsel sinizm diizeylerini
etkileyebilecek oOrgiitsel kiiltiir, yoneticilik tarzi, is yiikii gibi daha farkli degiskenler bu
arastirma kapsaminda ele alinmamistir. Bu nedenlerle bulgular, sadece ¢alismada ele
alinan degiskenlerle sinirli olarak yorumlanmalidir.

3.4. Veri Toplama Araci

Calismada veri elde etme teknikleri olarak iki pargali yapidan meydana gelen bir veri
toplama formu tercih edilmistir. Veri toplama formu, 6gretmenlerin demografik bilgilerini
iceren demografik dl¢ek ve orgiitsel sinizm 6lgeginden olugmaktadir.

3.4.1. Demografik Olcek

Calismada kullanilan demografik 6lgekte katilimcilarin cinsiyet, medeni durum, yas,
egitim durumu, brans, kidem ve okul tiirlinii belirlemek {izere toplam yedi demografik
Ozellik yer almaktadir.

3.4.2. Orgiitsel Sinizm Olcegi

Anketin ikinci boliimii, 6gretmenlerin orgiitsel sinizm diizeylerini 6lgmeye yonelik
olarak Sagir ve Oguz (2012) tarafindan gelistirilen Orgiitsel sinizm 6lgegini icermektedir.
Besli Likert tipi olan bu dlgek, 6gretmenlerin orgiitsel sinizm algilarini degerlendirmek
amactyla hazirlanmistir. Katilimcilar, her bir maddeye "Kesinlikle Katilmiyorum" (1) ile
"Kesinlikle Katiliyorum" (5) arasinda degisen bes secenekten kendilerine en uygun olani
isaretleyerek yanit vermistir. Olcekte, drgiitsel sinizm dért alt boyutta ele alinmaktadir:

1.Calistigi Kurumdan (Duyusgsal ve Davranigsal) Uzaklagma: Calisanlarin kurumlarina
yonelik duygusal ve davranigsal mesafe koyma egilimlerini 6lgmektedir. Bu alt boyut 7
maddeden (5, 9, 19, 22, 23, 24, 25) olusmaktadir.

2.Performansi Diisiiren Etkenler: Calisanlarin  kurumdaki belirli unsurlarin s
verimliliklerini nasil etkiledigine dair algilarin1 degerlendirmektedir. Bu alt boyut 9
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maddeden (4, 6, 7, 8, 11, 15, 16, 17, 18) olusmakta olup, toplam varyansin %8'ini
acgiklamaktadir.

3.0kula Karst Olumsuz Tutum: Ogretmenlerin okul ortamina karsi gelistirdikleri
negatif duygu ve diisiinceleri 6l¢gmektedir. Bu alt boyut 5 maddeden (10, 12, 13, 14, 20)
olusmaktadir.

4.Calisanlarin Kararlara/Uygulamalara Katilimi: Calisanlarin kurum i¢i karar alma
stireclerine dahil olma diizeyine iligkin algilarii degerlendirmektedir. Bu alt boyut 4
maddeden (1, 2, 3, 21) olusmaktadir ve tiim maddeler ters puanlanmaktadir.

Bu arastirmada, kullanilan 6lgegin giivenilirlik diizeyi Cronbach's Alpha katsayisi ile
degerlendirilmistir. Olgegin genel giivenilirlik katsayis1 0,917 olarak hesaplanmis olup, bu
yiiksek deger olgegin giiclii bir i¢ tutarliliga sahip oldugunu gostermektedir. Orgiitsel
sinizmin alt boyutlarina iliskin giivenilirlik katsayilar ise su sekildedir:

1. Calistig1 Kurumdan Uzaklagma: 0,880
2. Performansi Diisiiren Etkenler: 0,868
3. Okula Kars1 Olumsuz Tutum: 0,807

4. Calisanlarin Kararlara Katilimi: 0,798

Tiim alt boyutlara ait giivenilirlik katsayilarinin 0,70’in iizerinde olmasi, 6l¢egin alt
boyutlarinin da giivenilir oldugunu gostermektedir. Bu dogrultuda, calismada kullanilan
Olcegin gecerli ve giivenilir bir 6l¢lim aract oldugu sdylenebilir.

3.5. Arastirma Verilerinin Analizi

Calismada toplanan veriler betimleyici istatistiki testler araciligiyla degerlendirilmistir.
Ogretmenlerin  demografik o6zelliklerin  belirlenmesinde yiizde dagilimi ve frekans
degerlendirilmis, Olgegin analizinde ise standart sapma ile ortalama degerlerinden
yararlanilmistir. Ayrica, c¢alisma boyutlarinin normal dagilim gosterip gdstermedigini
saptamak amaciyla Carpiklik (Skewness) ile Basiklik (Kurtosis) analiz edilmistir.

Tablol

Normal Dagilim Tablosu

Basikhik Carpikhik
Orgiitsel Sinizm Toplam -0,159 0,212
Calistigi Kurumdan Uzaklagsma -0,325 0,355
Performansi Diistiren Etkenler -0,605 -0,153
Okula Kars1t Olumsuz Tutum 0,006 0,811
Calisanlarin Kararlara Katilimi 0,451 0,701

lgili literatiirde, degiskenlerin basiklik ¢arpiklik degerlerine iliskin sonuglarm +1.5 ile -
1.5 (Tabachnick ve Fidell, 2013), +2.0 ile -2.0 (George, ve Mallery, 2010) arasinda olmasi
normal dagilim olarak kabul edilmektedir. Degiskenlerin normal dagilim gosterdigi
belirlenmigtir. Verilerin analizinde parametrik yontemler kullanilmistir.

Bagimsiz gruplarda kategorik degiskenlerin oranlari arasindaki farklar Ki-Kare ve Fisher
exact testleri ile analiz edilmistir.

Ogretmenlerin  6lgek diizeylerini belirleyen boyutlar arasindaki iliskiler pearson
korelasyon ve lineer regresyon analizleri araciligiyla incelenmistir. Ogretmenlerin
tanimlayic1 Ozelliklerine gore oOlcek diizeylerindeki farklilagmalarin incelenmesinde
bagimsiz gruplar t-testi, tek yonlii varyans analizi (Anova) ve post hoc (Tukey, LSD)
analizlerinden faydalanilmistir.
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4. Arastirma Sonuclari

Calismanin bu kisminda katilimcilara iliskin demografik bilgileri igeren demografik
ozellikler tablosu ve Orgiitsel sinizmin demografik ozelliklere gore farklilik gosterip
gostermedigine iliskin bilgilerin yer aldigi tablolara yer verilmistir. Buna gére demografik
ozellikler tablosu agagidaki gibidir.

Tablo 1
Demografik Ozellikler Tablosu

Gruplar Frekans(n)  Yiizde (%)
Cinsiyet

Kadin 114 58,8
Erkek 80 41,2
Medeni Durum

Bekar 52 26,8
Evli 142 73,2
Yas

20-25 Yas 8 41
26-30 Yas 32 16,5
31-35 Yas 50 25,8
36-40 Yas 34 17,5
40 Ve Yukarisi 70 36,1
Egitim Durum

Universite 173 89,2
Yiksek Lisans/doktora 21 10,8
Brans

Siif Ogretmeni 71 36,6
Brang Ogretmeni 123 63,4
Kidem

1-3 Yil 17 8,8
4-6 Y1l 25 12,9
7-10 Y1l 39 20,1
11-15 Yil 32 16,5
16-20 Yil 30 15,5
21 Yil Ve Uzeri 51 26,3
OKul Tiirii

Devlet Okulu 123 63,4
Ozel Okul 71 36,6

Tablo 2’de Ogretmenlerin tamimlayict Ozelliklerine iliskin dagilimlar verilmistir.
Arastirmaya katilan 6gretmenlerin %58,8’1 kadin, %41,2°si ise erkektir. Medeni durum
acisindan incelendiginde, katilimcilarin %73,2’sinin evli, %26,8’inin ise bekar oldugu
goriilmektedir. Yas dagilimina bakildiginda, %4,1’inin 20-25 yas arasinda, %16,5’inin 26-
30 yas arasinda, %25,8’inin 31-35 yas arasinda, %17,5’inin 36-40 yas arasinda ve
%36,1’inin ise 40 yas ve tlizeri oldugu belirlenmistir. Egitim durumu agisindan
degerlendirildiginde, 6gretmenlerin biiyiik bir kisminin (%89,2) iiniversite mezunu oldugu,
%10,8’inin ise yliksek lisans veya doktora derecesine sahip oldugu goriilmektedir.
Ogretmenlerin brans dagilimina bakildiginda, %36,6’siin sinif gretmeni, %63,4’{iniin ise
brang 6gretmeni oldugu tespit edilmistir. Kidem yillar1 incelendiginde, %38,8’inin 1-3 yil,
%12,9’unun 4-6 yil, %20,1’inin 7-10 yil, %16,5’inin 11-15 yi1l, %15,5’inin 16-20 yil ve
%26,3’tiniin ise 20 yil ve {lizeri kideme sahip oldugu belirlenmistir. Son olarak,
ogretmenlerin calistiklar1 okul tiirtine gore dagilimima bakildiginda, %63,4’liniin devlet
okulunda, %36,6’sin1n ise 6zel okulda gorev yaptig1 goriilmektedir

Tablo 2
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Orgiitsel Sinizm Skorlarinin Ortalama Degerleri Tablosu

n Ort Ss Min. Maks. Alpha

Orgiitsel Sinizm Toplam 194 63,361 17,761 25,000 109,000 0,917
Caligtigi Kurumdan 194 17,351 6,713 7,000 35,000 0,880
Uzaklagsma

Performansi Diigiiren 194 28,366 8,541 9,000 45,000 0,868
Etkenler

Okula Kargt Olumsuz Tutum 194 9,433 4,068 5,000 23,000 0,807
Calisanlarin Kararlara 194 8,211 2,810 4,000 17,000 0,798
Katilimi

Aragtirmaya katilan Ogretmenlerin Orgiitsel sinizm puan ortalamalar1 incelendiginde,
genel orgiitsel sinizm diizeyi 63,361 olarak belirlenmistir. Bu durum, 6gretmenlerin orgiitsel
sinizm seviyeleri orta diizeyde oldugunu géstermektedir.

Orgiitsel sinizmin alt boyutlar1 incelendiginde, calistigi kurumdan uzaklagsma alt
boyutunda O&gretmenlerin  ortalama puani 17,351 olarak belirlenmistir. Bu deger,
Ogretmenlerin c¢alistiklar1 kuruma yonelik disiik-orta diizeyde bir uzaklasma egiliminde
olduklarin1 gostermektedir. Performansi diisliren etkenler alt boyutunda ise ortalama puan
28,366 olup, 0gretmenlerin kurumlarindaki ¢esitli faktdrlerin performanslarini orta-yiiksek
diizeyde olumsuz etkiledigine isaret etmektedir.

Okula kars1 olumsuz tutum alt boyutunda 6gretmenlerin puan ortalamasi 9,433 olarak
bulunmus olup, bu deger 6gretmenlerin okullarina yonelik diisiik diizeyde olumsuz tutum
sergilediklerini gostermektedir. Calisanlarin kararlara katilimi alt boyutunda ise ortalama
puan 8,211 olup, 6gretmenlerin karar alma siireclerine katilimlarinin diistik-orta diizeyde
oldugunu ortaya koymaktadir.

Bu bulgular, 6gretmenlerin orgiitsel sinizm seviyelerinin farkli boyutlarda degisiklik
gosterdigini ve oOzellikle performansi diisiiren etkenler ile calistiklart kuruma yonelik
uzaklasma egilimlerinin diger boyutlara gére daha yiiksek oldugunu gostermektedir.

Tablo 3

Orgiitsel Sinizm Skorlarinin Yas Gruplarima Farklilasma Tablosu

Grup n Ort Ss F p Fark
Orgiitsel ~ Sinizm 20-25 8 63,750 9,910
Toplam Yas

26-30 32 70281 18359

Yas

1,667 0,159

31-35 50 63,000 17,925

Yas 34 62,941 16,717

36-40

Yas
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40 Ve 70 60,614 18,141
Yukarisi
2Y(31_25 8 16,625 5,553
Calistig1 $
Kurumdan 26-30
Uzaklagsma Yas 32 19,938 7,409 1,980 0,099
31-35
Yas 50 17,760 6,693
36-40
Yas
40 Ve 34 17,206 6,772
Yukarist 70 16,029 6,278
20-25
Yas 8 32,125 5167
26-30
Yas 32 30375 7623 1146 0,336
PDE?.rff.’rmaEfl‘( | 31-35
HsHren et Yas 50 27420 8279
36-40
Yas
34 28,618 8,396
40 Ve
Vukans, 70 27571 9,382
20-25 8 7,625 1,685
Yas
2>1
26-30
Vo 32 11,344 4,382 2739 0030 253
8}($rlrjlsuz Tutlu<r?1rsl 31-35 2>5
Yas 50 9,420 3,592
36-40 34 9,471 4,237
Yas
40 Ve
Yukaris 70 8,757 4,133
20.25 8 7,375 1,188
Yas 32 8,625 3,108
26-30
Calisanlarin Yas
Kararlara Katilimi 50 8,400 2,680 0,750 0,559
31-35
Yas
36.40 3 7647 2,268
Yas
40 Ve
Yukarist 70 8,257 3,115

Tablo 3’te 6gretmenlerin Orgiitsel sinizm puanlarinin yas degiskenine gore farklilasip
farklilasmadig1 incelenmistir. Orgiitsel sinizm toplam puani, yas gruplari arasinda anlamli
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bir farklilik gostermemektedir. Benzer sekilde, performans: diisiiren etkenler, ¢alisanlarin
kararlara katilm ile ¢alisti§i kurumdan uzaklasma alt boyutlarinda da yas gruplan ile
karsilastirildiginda anlamli bir ayrim bulunmamaktadir.

Buna ek olarak, okula kars1 olumsuz tutum alt boyutunda yas gruplarina gore istatistiksel
acidan anlamli ayrimlar belirlenmistir. Post-hoc testleri sonucunda, 26-30 yas grubundaki
Ogretmenlerin okula karsit olumsuz tutumlarinin, 20-25 yas, 31-35 yas ve 40 yas ve lizeri
gruplara kiyasla anlamli diizeyde bir miktar fazla oldugu belirlenmistir.

Bu dogrultuda, 6gretmenlerin orgiitsel sinizm diizeyleri yas faktoriine bagl genel olarak
belirgin bir fark ortaya ¢ikmamustir. Ancak 26-30 yas grubundaki 6gretmenlerin okula karsi
daha olumsuz bir tutum tasidiklar1 belirlenmistir. Arastirma bulgusu, geng 6gretmenlerin
okul ortamina yonelik daha elestirel bir bakis acisina sahip olabileceklerini
diistindiirmektedir.

Tablo 4

Orgiitsel Sinizm Skorlarinin Kidem Gruplarina Gére Dagilim Tablosu

Grup n Ort Ss F p Fark

1-3 Yil 17 64,706 16,642

4-6 Y1l 25 66,200 19,438

7-10 Y1l 39 65,436 17,946 0,556 0,734
Orgiitsel Sinizm Toplam 11-15 Y1l 32 63,375 17,112

16-20 Y1l 30 62,700 17,493

21 Yil Ve Uzeri 51 60,314 18,059

1-3 Y1l 17 17,235 7,710
Calistig1 Kurumdan Uzaklasma 4-6 Y1l 25 19,240 7,350
7-10 Y1l 39 18,231 7,224 1,150 0,336
11-15 Y1l 32 17,469 6,222
16-20 Y1l 30 17,367 5,951

21 Yil Ve Uzeri 51 15,706 6,294

1-3 Y1l 17 31,353 6,964
4-6 Y1l 25 27,600 7,280
Performansi Diisiiren Etkenler
7-10 Y1l 39 29,256 8,562 0,657 0,657
11-15 Y1l 32 27,438 8,424
16-20 Y1l 30 27,833 7,974

21 Y1l Ve Uzeri 51 27,961 9,960
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1-3 Y1l 17 9,059 4,160
Okula Kars1 Olumsuz Tutum 4-6 Y1l 25 10,440 4,454
7-10 Y1l 39 10,000 3,804 1,340 0,249
11-15 Y1l 32 10,063 4,016
16-20 Y1l 30 8,200 3,809

21 Yil Ve Uzeri 51 8,961 4,147

Calisanlarin Kararlara Katilim1 1-3 Y1 17 7,069 1,952 2,322 0,045 2>1
5>1
5>3
5>6

4-6 Y1l 25 8,920 3,341
7-10 Y1l 39 7,949 2,523
11-15 Y1l 32 8,406 2,434
16-20 Y1l 30 9,300 3,120

21 Y1l Ve Uzeri 51 7,686 2,825

Tablo 4’de 6gretmenlerin Orgilitsel sinizm puanlarinin kideme gore farklilasma durumu
incelenmistir. Orgiitsel sinizm toplam puani, kidem gruplari arasinda anlaml bir farklilik
gostermemektedir. Buna ek olarak, performans diisiiren etkenler, okula kars1 olumsuz tutum
ile calistigi kurumdan uzaklasma alt boyutlarinda da kidem grubu agisindan istatistiksel
olarak belirgin bir ayrim ortaya ¢ikmamaistir.

Buna ek olarak, calisanlarin kararlara katilimi alt boyutunda kidem gruplari arasinda
anlamli farkliliklar saptanmistir. Post-hoc analizlerine goére, 4-6 yil kideme sahip
ogretmenlerin, 1-3 y1l kideme sahip 6gretmenlere gore anlamli diizeyde daha yiiksek puana
sahip oldugu gorillmiistir. Ayrica 16-20 y1l kideme sahip 6gretmenlerin, 1-3 yil, 7-10 y1l ve
21 yil ve iizeri kideme sahip 6gretmenlere kiyasla anlamli diizeyde bir miktar fazla puan
aldig1 saptanmustir.

Genel olarak, 6gretmenlerin Orglitsel sinizm skorlarinda kideme bagli olarak istatistiksel
anlamli fark bulunmamustir. Ancak ¢alisanlarin kararlara katilimi alt boyutunda orta kidem
grubuna dahil olan 6gretmenlerin belirgin sekilde yiiksek puanlara sahip oldugu ortaya
konulmustur. Bu bulgu, orta kideme sahip 6gretmenlerin karar alma siireglerine katilim
konusunda daha duyarli olduklarimi veya bu siire¢lere daha fazla dahil olabildiklerini
diistindiirmektedir.
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Tablo 5

Orgiitsel Sinizm Skorlarinin Cinsiyet Gruplarina Gore Dagilim Tablosu

Grup n Ort Ss t sd p
Orgitsel  Sinizm  Kadm 114 64439 17,211 1,009 192 0314
Toplam Erkek 80 61,825 18517
Calistigt  Kurumdan
Uzaklagma Kadm 114 17,790 6,712 1088 192 0278
Erkek 80 16,725 6,705

Performansi Diisliren
Etkenler

Kadin 114 28,649 8,191 0,550 192 0,583

Erkek 80 27,963 9,053

Okula Karg1 Olumsuz

Tutum Kadin 114 9,675 4,041 0,991 192 0,323
Erkek 80 9,088 4,107

Calisanlarin

Kararlara Katilim Kadin 114 8,325 2,557 0,669 192 0,504
Erkek 80 8,050 3,146

Tablo 5°de 0gretmenlerin Orgiitsel sinizm puanlarinin cinsiyete gore farklilasma durumu
incelenmistir. Orgiitsel sinizm toplam puani, erkek ve kadmn ogretmenler arasinda
istatistiksel agidan belirgin bir ayrim gostermemektedir. Ortalama degerlere bakildiginda,
kadin 6gretmenlerin sinizm puanlarinin erkek 6gretmenlere gore bir miktar fazla oldugu
gozlemlense de, s6z konusu fark istatistiksel agidan anlamli diizeyde bulunmamustir.

Calisgmada Ogretmenlerin Orgiitsel sinizm seviyelerinin cinsiyete gore farklilasmadigi
goriilmektedir. Kadin 6gretmenlerin sinizm puanlar1 erkek 6gretmenlerden biraz daha fazla
olsa da, soz konusu fark istatistiksel agidan anlamli bir diizeye ulasmamistir. Bu bulgu,
Ogretmenlerin orglitsel sinizm tutumlarinin cinsiyet degiskeninden etkilenmeden yakin
seviyelerde oldugunu gdstermektedir.
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Tablo 6

Orgiitsel Sinizm Skorlarinin Medeni Durum Gruplarina Gére Dagilim Tablosu

Grup n Ort Ss t sd p
Orgiitsel Sinizm Bekar 52 64,923 14,092 0,741 192 0,398
Toplam Evii 142 62,789 18,940
Calistigt  Kurumdan R

Bekar 52 17,885 5,635 0,670 192 0,459
Uzaklagma

Evli 142 17,155 7,074 0,796 192 0,366
Performansi Diisiiren Bekar 52 29,173 6,828
Etkenler Evli 142 28070 9,092

Bekar 52 9,789 3,722 0,736 192 0,463
Okula Kars1 Olumsuz Evii 142 9,303 4192
Tutum

Bekar 52 8,077 2,392 -0,402 192 0,688
Calisanlarin
Kararlara Katilimi Evli 142 8,261 2,955

Tablo 6’da 6gretmenlerin Orgiitsel sinizm puanlarinin medeni duruma gore farklilasip
farkhilagsmadig1 incelenmistir. Orgiitsel sinizm toplam puani, bekar ve evli dgretmenler
arasinda anlamli bir farklilik gostermemektedir. Ortalama degerlere bakildiginda, bekar
Ogretmenlerin sinizm puanlarinin evli 6gretmenlere gore biraz daha yiliksek oldugu goriilse
de, bu fark istatistiksel olarak anlamli degildir.

Bu sonuglar, 6gretmenlerin orgiitsel sinizm seviyelerinin medeni durumdan bagimsiz
oldugunu gostermektedir. Bekar dgretmenlerin sinizm puanlart evli 6gretmenlere kiyasla
biraz daha fazla olsa da, so6z konusu fark istatistiksel acidan belirgin bir diizeye
ulasmamistir. Bu bulgu, Ogretmenlerin oOrgiitsel sinizm algilarnin  medeni durum
degiskenine gore onemli fark yaratmadigini ortaya koymaktadir.
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Tablo 7

Orgiitsel Sinizm Skorlarinin Branglara Gore Dagilim Tablosu

Grup n Ort Ss t sd p
Orgiitsel Sinizm Sinif 71 62,310 18,397
Toplam Ogretmeni -0,625 192 0,533
Brang 123 63,968 17,431
Ogretmeni
Calistigt Sinif 71 16,817 7,045 -0,841 192 0,402
Kurumdan Ogretmeni
Uzaklagma
Brang 123 17,659 6,522
Ogretmeni
Performansi Sif 71 28,901 9,129
Diisiiren Ogretmeni 0,662 192 0,508
Etkenler Brang 123 28,057 8,205
Ogretmeni
Okula Kars1 Simf 71 8,930 4,033 -1,312 192 0,191
Olumsuz Tutum Ogretmeni 123 9,724 4,076
Brans
Ogretmeni
Calisanlarin 71 7,662 2,602
Kararlara Simif 123 8,529 2,887 -2,087 192 0,038
Katilimi Ogretmeni
Brans
Ogretmeni

Tablo 7’de Ogretmenlerin Orgiitsel sinizm puanlarinin  bransa gore farklilasip
farkhilagsmadig1 incelenmistir. Orgiitsel sinizm toplam puani, brans 6gretmenleri ile sinif
Ogretmenleri arasinda istatistiksel olarak anlamli bir farklilik saptanmamistir. Ortalama
degerlere bakildiginda, brang d6gretmenlerinin sinizm puanlarmin sinif gretmenlerine gore
bir miktar yogun oldugu belirlenmigse de, aradaki fark istatistiksel olarak anlamlilik
gostermemektedir.

Genel olarak, ogretmenlerin orglitsel sinizm seviyeleri brans degiskeni baglaminda
istatistiksel anlamlilik tagimaktadir. Ancak calisanlarin kararlara katilimi alt boyutunda
brans 6gretmenlerinin sinif 6gretmenlerine gore daha yiiksek puan aldig belirlenmistir. Bu
bulgu, brans 6gretmenlerinin kurumdaki karar siireclerine daha fazla énem verdigini veya
bu siireglere daha fazla dahil olduklarini diistindiirmektedir.
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Tablo 8

Orgiitsel Sinizm Skorlarinin Okul Kategorisi Gruplarina Gére Dagilim Tablosu

Grup n Ort Ss t sd p
Orgﬁtsel Sinizm Devlet 123 63,837 19,934 0,491 192 0,586
Toplam Okulu

Ozel

okul 71 62,535 13,270

. Devlet

Cahstigi Kurumdan 5 123 18000 7,022 1784 192 0076
Uzaklagsma

Ozel 71 16,225 6,022

Okl 1,630 192 0,105
Performans: Diigiren ~ DCV/€t 123 27,610 9,056

Okulu
Etkenler

Ozel

Okul 71 29,676 7,447

Devlet 123 9,756 4,344
Okula Kars1 Okulu
Olumsuz Tutum el 1,460 192 0,124

Okul 71 8,873 3,497

Devlet

Okulu 123 8,472 2,965 1,706 192 0,090
Calisanlarin ]
Kararlara Katilimi Ozel 71 7,761 2,475

Okul

Tablo 8’de 6gretmenlerin Orglitsel sinizm puanlarinin okul kategorisi dikkate alindiginda
fark gozlenip gozlenmedigi incelenmistir. Orgiitsel sinizm toplam puani, devlet okulu ve
0zel okulda g¢alisan 6gretmenler arasinda anlamli bir farklilik gostermemektedir. Ortalama
degerlere gore, devlet okulunda c¢alisan Ogretmenlerin sinizm puanlart 6zel okul
ogretmenlerine kiyasla bir miktar fazla goriinse bile, s6z konusu fark istatistiksel a¢idan
kayda deger degildir.

Bu bulgular, o6gretmenlerin oOrgiitsel sinizm seviyelerinin gorev yaptiklart okul
kategorisine gore degismedigini gostermektedir. Devlet okullarinda galisan 6gretmenlerin
sinizm diizeylerinin ©6zel okul Ogretmenlerine kiyasla bir miktar fazla gozlense de,
farkliliklar istatistiksel agidan anlamli bir diizeye ulasmamustir. Sonug olarak, 6gretmenlerin
orgiitsel sinizm algilariin okul tiirii degiskeninden bagimsiz oldugu sdylenebilir.
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Tablo 9

Orgiitsel Sinizm Skorlarinin Egitim Durumu Gruplarina Gére Dagilum Tablosu

Grup n Ort Ss t sd p
Orgﬁtsel Universite 173 63,093 18,394 -0,603 192 0,389
i'”'lzm Yiiksek 21 65571 11,347
oplam Lisans/doktora
Universite 173 17341 6,903
Calistig1
Kurumdan -0,056 192 0,955
Uzaklagsma
Yiksek 21 17,429 4,996
Lisans/doktora
Performansi Universite 173 28,335 8,755 0,143 192 0,861
Diisiiren Y.uksek 21 28619 6,689
Etkenler Lisans/doktora
. ) 173 9,318 4,104
Okula Kars1 Universite
-1,132 192 0,259
_Cl_)ll:msuz Yiksek
utum Lisans/doktora 21 10381 3,708
Calisanlarim Universite 173 8,098 2,708 -1,615 192 0,108
Kararlara
Katilimi Yiksek 21 9,143 3,483

Lisans/doktora

Tablo 9’da 6gretmenlerin Orgiitsel sinizm puanlarinin egitim durumuna gore farklilasip
farkhilagsmadig1 incelenmistir. Orgiitsel sinizm toplam puani, iiniversite mezunu ve yiiksek
lisans/doktora derecesine sahip 6gretmenler arasinda anlamli bir farklilik gostermemektedir.
Ortalama degerlere gore, yliksek lisans/doktora mezunu Ogretmenlerin sinizm puanlarinin
tiniversite mezunlartyla karsilastirildiginda bir miktar fazla gozlense de, fark istatistiksel
agidan anlam tasimamaktadir.

Bu sonuglar, o6gretmenlerin Orgiitsel sinizm diizeylerinin egitim durumuna gore
degismedigini gostermektedir. Bu bulgu, dgretmenlerin orgilitsel sinizm algilarinin egitim
diizeyinden bagimsiz oldugunu ortaya koymaktadir.

5.Sonuc ve Oneriler

Bu arastirmada, Sanhurfa ilinde 6zel ile devlet okulunda gorevli ortaokul ile ilkokul
ogretmenlerinin oOrgiitsel sinizm seviyeleri incelenmis ve bu diizeylerin egitim diizeyi, yas,
medeni durum, cinsiyet, kidem, brans ve okul tiirii gibi degiskenlere gore farklilagip
farklilasmadig1 arastirilmistir.  Arastirmanin sonucunda 6gretmenlerin  Orgiitsel sinizm
seviyelerinin genel olarak orta diizeyde oldugu tespit edilmistir. Bununla birlikte, orgiitsel
sinizm 6l¢eginin alt boyutlar farkli degiskenlere bagl olarak bazi farkliliklar gostermistir.

147



Cilt/ Vol.:5, Say1 / Is.: 2, Y1l / Year: 2025 Sayfa / Pages: 130-155

Ogretmenlerin yaslarina gore orgiitsel sinizm diizeyleri genel olarak anlamli bir farklilik
gostermemektedir. Ancak, okula kars1 olumsuz tutum alt boyutunda 26-30 yas grubundaki
Ogretmenlerin, diger yas gruplarma kiyasla daha yiiksek puan aldigi gorilmistiir. Bu
durum, gen¢ Ogretmenlerin okul ortamina daha elestirel yaklastigini ve bu donemde
kurumsal sisteme yonelik daha olumsuz algilar gelistirme egiliminde olduklarini
distindiirmektedir.

Kidem degiskeni acisindan bakildiginda, Ogretmenlerin Orgiitsel sinizm seviyeleri
arasinda istatistiksel agidan kayda deger bir fark gozlemlenmemistir. Ancak calisanlarin
kararlara katilimi alt boyutunda orta kidem grubundaki 6gretmenlerin (16-20 yil ve 4-6 yil
kideme sahip olanlar) diger kidem gruplarina kiyasla 6nemli 6l¢iide yiiksek skor aldigi
belirlenmistir. Bu bulgu, orta kidem diizeyindeki 6gretmenlerin kurumsal karar alma
siireclerine daha fazla katilim gdstermek istedigini diisiindiirmektedir.

Arastirmada, 6gretmenlerin Orgiitsel sinizm diizeylerinin cinsiyet degiskeni acisindan
istatistiksel olarak kayda deger fark gostermedigini ortaya koymaktadir. Kadin
ogretmenlerin sinizm skorlarinin erkek 6gretmenlere oranla bir miktar fazla olsa da, fark
istatistiksel agidan anlamlilik saptanmamuistir. Ayni sekilde medeni durum degiskenine bagl
olarak da orgiitsel sinizm diizeylerinde istatistiksel agidan anlamlilik saptanmamustir. Bekar
ogretmenlerin sinizm seviyeleri evli 6gretmenlere oranla bir miktar fazla gézlemlense de,
bu fark istatistiksel agidan anlamli bir diizeye ulasmamustir.

Brans degiskeni agisindan degerlendirildiginde, sinif 6gretmenleri ve brans 6gretmenleri
arasindaki orgiitsel sinizm seviyeleri agisindan kayda deger bir farklilik bulunmamistir.
Ancak c¢alisanlarin  kararlara katilimi alt boyutunda brans oOgretmenlerinin = siif
Ogretmenlerine kiyasla bir miktar fazla skor elde ettigin tespit edilmistir. Bu bulgu, brang
Ogretmenlerinin kurumdaki karar alma siireclerine daha fazla dahil olma egiliminde
oldugunu diistindiirmektedir.

Ogretmenlerin orgiitsel sinizm diizeyleri ¢alistiklart okul tiiriine (devlet veya &zel okul)
gore farklilasmamaktadir. Devlet okullarinda calisan 6gretmenlerin sinizm diizeylerinin 6zel
okul ogretmenlerine kiyasla bir miktar ¢cok oldugu saptanmus, fakat bu fark istatistiksel
olarak anlamli bulunmamistir. Bu durum, 6gretmenlerin orgiitsel sinizm algilarinin okul
tiirlinden bagimsiz oldugunu géstermektedir.

Son olarak, 6gretmenlerin egitim durumu ile orgiitsel sinizm diizeyleri arasinda anlamli
bir farklilik bulunmamistir. Yiiksek lisans veya doktora derecesine sahip Ogretmenlerin
orgiitsel sinizm diizeylerinin liniversite mezunlartyla kiyaslandiginda bir miktar fazla olmasi
gozlemlense de, fark istatistiksel acidan anlamlilik saptanmamistir. Bu sonug, 6gretmenlerin
orgiitsel sinizm algilarinin egitim diizeyinden bagimsiz oldugunu ortaya koymaktadir.

Arastirma bulgulari, 6gretmenlerin orgiitsel sinizm seviyelerinin genellikle orta seviyede
oldugunu ve ¢ogu demografik degisken agisindan kayda deger bir fark yaratmadigini
gostermektedir. Bununla birlikte, yas, kidem ve brans degiskenleri bazi alt boyutlarda
farklilik gdstermistir. Ozellikle 26-30 yas araligindaki dgretmenlerin okula karst daha
olumsuz bir tutum gelistirdigi belirlenmistir. Bu bulgu, gen¢ 0Ogretmenlerin mesleki
deneyim kazandikga orgiitsel sinizm algilarinin degisebilecegini gostermektedir.

Bu c¢alismanin sonuglari, daha onceki arastirmalarla 6nemli Olgiide oOrtiismektedir.
Demirci’nin (2019) ¢alismasinda, 6gretmenlerin kidem stiresi arttik¢a sinik diisiincelerinin
arttig1 belirtilmistir. Bu bulgulara paralel olarak, s6z konusu arastirma da bu degiskenlerin
etkisini dogrulamaktadir. Buna karsin, Kim vd,. (2019) ile Yuan’in (2021) calismalari,
egitim diizeyi ve cinsiyetinin de anlaml farkliliklar yarattigini ortaya koymustur. Ancak bu
arastirmada bu degiskenler bakimindan anlamli bir farklilik tespit edilmemistir. Bu farklilik,
caligmanin yiiriitiildigii bolgenin kiiltiirel ve sosyoekonomik 6zelliklerinden kaynaklaniyor
olabilir. Nitekim Sanlurfa gibi gelismekte olan bdlgelerde Ogretmenlerin kars1 karsiya
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kaldig1 ortak sorunlar (6rnegin yogun is yiikii, kaynak eksiklikleri, yonetsel destek
yetersizligi), tiim demografik gruplarda benzer sinik tutumlarin gelismesine neden olmus
olabilir.

Bu calismanin bulgular, literatiirdeki benzer sonuglarla genel anlamda ortiismektedir.
Ozellikle yas ve kidem gibi faktorlerin drgiitsel sinizm iizerindeki etkisinin anlamli oldugu
yoniindeki bulgular, 6nceki arastirmalarla paralellik géstermektedir (Demir, 2020; Kaya &
Yilmaz, 2021). Ancak, egitim durumu ve okul tiirii gibi degiskenlerde anlamli farkliliklar
gozlenmemesi, bazi1 calismalarla ¢elismektedir. Bu durum, bolgesel farkliliklarin ve orgiit
kiiltiiriiniin belirleyici olabilecegine isaret etmektedir.

Bu dogrultuda asagidaki oneriler sunulabilir:

1. Geng 6gretmenlerin mesleki uyum siireglerini destekleyici rehberlik programlari
olusturulmalidir. Ozellikle meslek hayatinin ilk yillarinda karsilastiklar:  zorluklar
asabilmeleri i¢in kurumsal destek mekanizmalar1 saglanmalidir.

2. Ogretmenlerin karar alma siireclerine katilimmi artiran uygulamalar tesvik
edilmelidir. Brans 6gretmenlerinin kararlara katilim diizeyinin daha yiliksek oldugu goz
Ontine alindiginda, sinif Ogretmenlerinin de bu siireclere daha fazla dahil edilmesi
saglanmalidir.

3. Ogretmenlerin is tatminini ve motivasyonlarini artirict kurumsal &nlemler
alinmaldir. Orgiitsel sinizm algisim azaltmak igin egitim kurumlarinda yoneticilerin
liderlik tutumlar1 gozden gegirilmeli ve Ogretmenlerin katkilar1 daha fazla takdir
edilmelidir.

4. Devlet ve 6zel okul 6gretmenleri arasindaki orgiitsel sinizm farklarinin incelenmesi
icin daha genis kapsamli aragtirmalar yapilmalidir. Calisma kosullari, yonetim yaklasimlar
ve is tatmini gibi degiskenler de detayl1 bir sekilde ele alinmalidir.

5. Egitim yoneticileri agisindan bu tiir ¢alismalar, orgiitsel baghlig1 giiclendirme,
kuruma olan giliveni yeniden insa etme ve 6gretmen motivasyonunu artirma noktasinda yol
gosterici olacaktir.

6. Farkli cografi bolgelerde benzer metodolojiyle yapilacak karsilastirmali ¢aligmalar,
bolgesel farkliliklarin orgiitsel sinizm iizerindeki etkilerini ortaya koyarak, egitim
politikalariin yerel ihtiyaglara gore sekillendirilmesine katki saglayacaktir.

Bu aragtirma, 6gretmenlerin orgiitsel sinizm diizeylerini ve bu seviyelerin birden fazla
demografik faktorler agisindan degisip degismedigini belirleyerek, egitim ortamlarinda
ogretmenlerin is tatminini artirmaya yonelik politika ve uygulamalara rehberlik edebilecek
onemli bulgular sunmaktadir. Gelecekte yapilacak arastirmalar, 6gretmenlerin Orgiitsel
sinizmlerinin farkl faktorlerle (6rnegin, okul yonetimi, is tatmini, psikolojik 1yi olug) nasil
iligskilendigini daha ayrintili olarak ele alabilir ve bu degiskenlerin etkilerini daha genis bir
perspektiften inceleyebilir. Orgiitsel sinizmin sadece 6gretmenler iizerinde degil, okul
yoneticileri ve veliler gibi egitim paydaslar1 {izerindeki yansimalarim1 da kapsayacak
sekilde genisletilmesi daha kapsamli degerlendirmeler yapilmasina imkan taniyacaktir.
Ayrica, nitel veri toplama tekniklerinin (miilakat, odak grup) kullanilmasi, orgiitsel
sinizmin arka planindaki psikolojik ve kurumsal siireglerin daha derinlemesine
anlasilmasina katki saglayabilir.
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Extended Summary

Organizational cynicism, broadly defined as a negative attitude toward the employing
organization encompassing beliefs, emotions, and behavioral tendencies, has emerged as
an important topic of interest in contemporary organizational studies. Scholars have
emphasized that cynicism in organizational settings can weaken employee motivation,
undermine organizational commitment, and diminish overall institutional effectiveness. In
the context of education, where teachers play a vital role in shaping the intellectual and
social development of students, the issue of organizational cynicism becomes even more
critical. Teachers who perceive injustice, lack of transparency, or inefficiency within their
institutions may adopt cynical attitudes that lead to decreased engagement, lower job
satisfaction, and a decline in professional enthusiasm. Over time, these attitudes may harm
not only individual teachers but also the quality of educational services provided to society.
In Turkey, with its dynamic education policies and varying regional conditions,
organizational cynicism has gained particular relevance, especially in provinces such as
Sanlurfa that face socio-economic and cultural challenges. This study was designed to
examine the organizational cynicism levels of primary and secondary school teachers in
Sanlurfa, analyzing whether cynicism varies by gender, age, marital status, education
level, seniority, branch, and school type.

The purpose of this research was to identify the extent of organizational cynicism
among teachers and determine the demographic and contextual variables that may
influence its development. By doing so, the study sought to provide a deeper understanding
of teachers’ organizational attitudes and to offer recommendations for improving school
management practices. The research is significant because teachers’ attitudes not only
influence their personal well-being but also directly affect classroom performance, student
outcomes, and the reputation of educational institutions. In this regard, reducing
organizational cynicism is essential for fostering a more positive school climate, ensuring
stronger organizational trust, and supporting sustainable educational reforms.

The study employed a descriptive survey model, a widely used approach in social
sciences to explore perceptions and attitudes in large populations. The sample consisted of
194 teachers working in public and private primary and secondary schools in Sanliurfa.
The teachers represented a diverse range of demographic characteristics, including
different genders, age groups, marital statuses, educational levels, years of professional
experience, and teaching branches. Data were collected using a structured questionnaire
that included demographic questions and the Organizational Cynicism Scale, which
evaluates cynicism across cognitive, emotional, and behavioral dimensions. The cognitive
dimension reflects negative beliefs about the integrity of the organization; the emotional
dimension measures feelings such as anger and disappointment; while the behavioral
dimension indicates expressions of criticism, irony, or withdrawal from organizational
processes. The reliability of the scale has been supported in previous studies, and in this
research it provided robust measurements as well. Ethical approval for the study was
obtained from the Social and Human Sciences Ethics Committee of Mersin University, and
all participants gave informed consent with assurances of confidentiality and anonymity.

The analysis began with descriptive statistics to summarize general tendencies.
Teachers’ overall cynicism scores were found to be moderate, with a mean value of 63.36.
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This suggests that while cynicism is not at a critical level, it is sufficiently strong to
represent a challenge for administrators seeking to maintain high motivation and
commitment among teachers. Sub-dimensions revealed more nuanced insights: teachers
demonstrated moderate distancing from their institutions, moderate to high perceptions of
factors that reduce performance, relatively low levels of negative attitudes toward their
schools, and low to moderate participation in decision-making processes. These patterns
indicate that while teachers still maintain a degree of loyalty, their perceptions of structural
and managerial shortcomings foster disillusionment, particularly in areas related to
involvement and performance support.

When analyzed by demographic characteristics, the data showed no significant
differences in overall organizational cynicism based on gender, marital status, education
level, or school type. Female teachers reported slightly higher cynicism scores than males,
and single teachers reported somewhat higher scores than married teachers, but these
differences were statistically insignificant. Similarly, teachers with postgraduate education
displayed marginally higher cynicism than those with bachelor’s degrees, perhaps
reflecting higher expectations of organizational fairness and professionalism, but again the
differences were not statistically meaningful. These findings suggest that the experience of
organizational cynicism is broadly shared across demographic groups, shaped more by
common contextual factors than by individual attributes.

Nonetheless, age and seniority produced noteworthy patterns. Teachers aged 26-30
reported significantly higher negative attitudes toward school compared with both younger
(20-25) and older (31+) teachers. This pattern implies that early-career teachers, who often
enter the profession with strong ideals and expectations, may experience disappointment
and frustration when confronted with organizational realities, leading to elevated cynicism
in their initial years. As they gain more experience, however, teachers may adapt their
expectations or develop coping strategies, which reduces their overtly negative attitudes.
Seniority differences also emerged in the “participation in decision-making” dimension.
Teachers with 4-6 years and 16-20 years of experience scored significantly higher in this
sub-dimension than other groups, suggesting that mid-career professionals, who have
accumulated sufficient experience and confidence, feel more entitled to participate in
organizational decision-making. Their sensitivity to participation-related issues may reflect
a desire for recognition and involvement, and unmet expectations in this area can fuel
cynicism.

Branch differences were also observed: although classroom and subject teachers
exhibited similar overall cynicism levels, subject teachers reported higher participation in
decision-making. This could be linked to the greater variety of tasks and organizational
roles often assigned to subject teachers in secondary education contexts, providing them
with closer interactions with decision-making structures but also exposing them to
frustrations when participation is limited. School type did not significantly influence
cynicism, but public school teachers showed slightly higher cynicism levels than private
school teachers, possibly due to resource constraints, bureaucratic challenges, and heavier
student loads in public institutions.

The discussion of these results highlights several implications. First, the moderate level
of cynicism reported is not an alarming crisis but should not be ignored, as persistent
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cynicism can erode organizational trust over time. Comparisons with previous literature
reveal both consistencies and differences. For example, prior studies in Turkey and abroad
have often reported higher cynicism among younger and less experienced teachers, a
finding confirmed here in the form of stronger negative attitudes in the 26-30 age group.
However, contrary to other studies that found significant differences by gender or
education level, this study detected no meaningful variation across these variables,
suggesting that in Sanliurfa’s context, the shared difficulties of working in under-resourced
environments may outweigh demographic distinctions.

The results also carry practical implications for educational management. School
leaders should design targeted interventions to support teachers at different career stages.
For early-career teachers, mentorship programs, professional development, and structured
support systems could reduce initial frustration and help them adapt more positively. For
mid-career teachers, greater opportunities for involvement in school governance and
transparent participation in decision-making could mitigate cynicism and enhance
commitment. Administrators should also address structural issues, such as ensuring fair
distribution of resources, reducing unnecessary bureaucratic tasks, and improving
communication channels between staff and management. Strengthening organizational
justice, transparency, and recognition of teachers’ contributions are essential steps toward
lowering cynicism.

At the policy level, national education authorities should consider the regional diversity
of Turkey when addressing organizational attitudes among teachers. Provinces like
Sanliurfa, with their unique demographic and socio-economic structures, present distinct
challenges that require context-sensitive solutions. Policies promoting equitable resource
allocation, continuous professional development, and localized decision-making
mechanisms would not only reduce cynicism but also empower teachers to feel more
valued and effective in their roles.

The study contributes to the literature by underscoring that organizational cynicism in
education is not solely determined by individual demographics but is deeply influenced by
contextual, organizational, and regional realities. While gender, marital status, and
education level were not significant determinants, variables such as age, seniority, and
branch revealed specific patterns in sub-dimensions of cynicism, highlighting the need to
address teachers’ experiences throughout different stages of their careers. Importantly, the
findings illustrate that even moderate levels of cynicism, if left unattended, can gradually
undermine morale and commitment, with negative consequences for educational quality
and student learning.

In conclusion, the research demonstrates that organizational cynicism among teachers in
Sanlurfa remains at a moderate level overall, without strong demographic divides but with
critical differences shaped by age, career stage, and teaching branch. These results
emphasize the importance of organizational strategies that promote fairness, transparency,
and teacher involvement. Schools should invest in supportive management practices that
address the expectations of younger teachers, recognize the contributions of mid-career
teachers, and provide consistent opportunities for participation across all staff members.
By fostering a culture of trust and inclusiveness, educational institutions can reduce
cynicism and enhance both teacher well-being and student success. Future research should
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expand the scope by incorporating variables such as leadership style, organizational
culture, and teacher well-being indicators, as well as adopting mixed-methods designs that
combine quantitative surveys with qualitative interviews to capture the deeper
psychological and contextual roots of cynicism. Comparative studies across different
regions of Turkey or between countries could also highlight cultural variations and provide
further evidence to develop contextually relevant policies. Ultimately, addressing
organizational cynicism effectively will contribute not only to healthier educational
environments but also to more sustainable and resilient school systems capable of meeting
the diverse needs of students and society.
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Ek bilgiler
Cikar ¢catigsmasi bilgisi: Calismada yazarlar arasinda ¢ikar catismast bulunmamaktadir.
Destek bilgisi: Calismada herhangi bir kurulustan destek saglanmamustir.

Etik onay bilgisi: Mersin Universitesi Sosyal ve Beseri Bilimler Etik Kurulu tarafindan
incelenmistir. Arastirma i¢in Sosyal ve Beseri Bilimler Etik Kurulu tarafindan 08.05.2024
tarihinde, 130 sayili karar ile etik kurul onay1 alinmistir.

Onam formu bilgisi: Calismaya katilim gosteren tiim Ogretmenlerden bilgilendirilmis
onam (goniilli katilim) formu alinmustir.

Tesekkiir yazisi: Calismaya goniillii olarak katilan tiim 6gretmenlere tesekkiir ederiz.
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ABSTRACT

This study aims to identify the impact of digital
empowerment on self-efficacy among English
teachers at the Language Teaching Center. The
digital empowerment and self-efficacy scale was
applied to a sample of 201 teachers working at the
Intensive Language Center, which specializes in
improving students’ English at the Algerian
university. The questionnaire was distributed in
paper form to the centers and electronically via
official pages and e-mail. SPSS v27 was used to
analyze the characteristics of the study sample, and
Smart-PLS (4) was used to test the hypotheses using
partial least squares structural equation modeling
(PLS-SEM). The study found a weak effect of digital
empowerment on self-efficacy among English
teachers, and the main hypothesis was accepted with
reservations. This is due to the small effect size (F2
value=0.062). Based on these results, the study
concludes with a set of recommendations to enhance
digital empowerment by providing teachers with the
necessary technological tools to support the
educational process.

Keywords: Digital empowerment, lecturers’ self-
efficacy, indirect experience, social persuasion,
physiological arousal.

(074

Bu ¢aligma, Dil Ogretim Merkezi'ndeki Ingilizce
Ogretmenleri arasinda dijital giliglendirmenin 06z
yeterlilik tizerindeki etkisini belirlemeyi
amaglamaktadir. Dijital gii¢clendirme ve 6z yeterlilik
Olgegi, Cezayir {iniversitesinde  Ogrencilerin
Ingilizcesini gelistirme konusunda uzmanlasmis
Yogunlastirilmis Dil Merkezi'nde ¢alisan 201
ogretmenden olusan bir Orneklem {izerinde
uygulanmistir. Anket, merkezlere kagit formatinda
ve resmi sayfalar ve e-posta yoluyla elektronik
olarak  dagitilmistir.  Calisma  Ornekleminin
ozelliklerini analiz etmek i¢in SPSS v27, hipotezleri
kismi en kiigiik kareler yapisal esitlik modellemesi
(PLS-SEM) kullanarak test etmek i¢in ise SmartPLS
(4) kullamlmistir. Calisma, Ingilizce 6gretmenleri
arasinda dijital gliclendirmenin 6z yeterlilik {izerinde
zayif bir etkisi oldugunu ve ana hipotezin
cekincelerle kabul edildigini bulmustur. Bu, kii¢iik
etki  biyikligiinden (F2  degeri=  0,062)
kaynaklanmaktadir. Bu sonuglara dayanarak,
calisma, 0gretmenlere egitim siirecini desteklemek
icin gerekli teknolojik araglar1 saglayarak dijital
giiclendirmeyi artirmaya yonelik bir dizi Oneriyle
sonu¢lanmaktadir.

Anahtar kelimeler: dijital giiclendirme, 6gretim
elemanlarmin 6z yeterliligi, dolayli deneyim, sosyal
ikna, fizyolojik uyarilma
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1. Introduction

Nowadays, the field of education is witnessing rapid technological development, making
it necessary to employ technology in classrooms and invest in it to efficiently transfer
knowledge to students. Lecturers are called upon to know how to manage various
technological tools, such as electronic boards, equipped classrooms, and the internet, and to
invest in their use to attract students' attention. In this regard, language education requires
the use of electronic means, such as audio and video, face-to-face and remotely, to master
various language skills. In contemporary literature, a lecturer's ability to manage
technological tools is anointed as digital empowerment, a pillar indicator of self-efficacy.
Digital empowerment of lecturers and the enhancement of their skills in dealing with
information and technological resources can improve their self-efficacy in teaching. The
importance of this research lies in this idea:

Universities today strive to improve methods of knowledge exchange and applied
research by employing modern technological tools and integrating them into the educational
process, whether in language teaching or other fields.

In Algeria, centers devoted to teaching English, French, and Spanish are a new trend.
These centers strive to improve students' language learning, mastery, and use in their
academic and personal lives. These centers teach students and employees across different
categories, including lecturers and employees working outside the university, as well as PhD
students.

The plan is to improve their language skills and engage them in scientific research,
publishing, teaching, and overseas training. Hence, this requires the availability of lecturers
with high self-efficacy in teaching and digital empowerment to use technological media.
Therefore, the research aimed to examine the extent to which digital empowerment among
professors in these centers affects their teaching self-efficacy. The study sample consisted
of 201 English lecturers from several different centers in the Algerian university.

By reviewing previous studies on both digital empowerment and self-efficacy, we
observed a lack of research linking these two variables. Therefore, we sought to highlight
the impact of digital empowerment on lecturers' self-efficacy, addressing a research gap,
particularly given that digital empowerment is a contemporary topic. This study differs from
previous research by focusing on the following gaps:

= Spatial gap: This study differs from previous studies in its geographical location.
= Temporal gap: This study differs from previous studies in its duration.
= Application gap: This study differs from previous studies in its use of statistical
analysis, specifically structural equation modeling using the least squares method.
2. Literature review

2.1. Digital Empowerment

The word empowerment has emerged and spread for many political and social reasons.
The concept of empowerment has been associated with many fields. Likewise, digital
empowerment concerns the digital participation of communities and reflects adaptation to
digital technologies and the ability to use them to access and benefit from information
(Tamang & Reddy, 2023). Digital empowerment refers to individuals' ability to effectively
use digital technologies to enhance their capacities in the information society. Thus, an
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individual who possesses digital skills and uses them to develop life skills is considered
digitally empowered (Akkoyunlu et al., 2010).

Empowerment has been defined and used in the literature for many reasons. The latter
has indicated that there are many strategies for using the digital environment as an excellent
resource for accessing important information, a phenomenon known as digital empowerment
(Martinez et al., 2021). Empowering communities and individuals' desires to develop life
skills. Meanwhile, digital empowerment seeks to provide individuals with new ways and
capacities to participate in society and express themselves (Hans, 2018). Digital
empowerment means increasing control over the skills needed to adapt to information
technology in society (Mékinen, 20006).

Digital technology is the core of digital empowerment. Digital empowerment is also
called the spiral process because it tracks changes and aligns with the progress of society
and its surrounding environment. Digital empowerment has been measured across multiple
levels in the literature: individuals, groups, students, and lecturers (Safira & Irwansia, 2019).
In addition, Batriani et al. (2023) argued that digital empowerment is a comprehensive,
multi-stage process that comprises several steps aimed at improving individuals' ability to
access the best opportunities and to influence society by staying up to date.

Peter (2018) suggested four strategies to empower the education sector digitally:
Training individuals to use ICT, training specialized human resources, and providing
technical and financial support. The comprehensiveness of training programs should include
aspects related to ICT procedures. Collaboration between universities, the state, civil society,
and the private sector to develop digital content and platforms. Promoting digital inclusion
projects in communities.

2.2. Digital Empowerment Scale

Tamang and Reddy (2023) proposed the Student Digital Empowerment Scale (STDES).
It consists of four dimensions with 51 items. Technological competence (TC) has 22 items,
technological access (TA) has 9 items, digital collaboration and communication (DC) has
10 items,and digital security and ethical use of technological resources (DE) has 10 items.
Technological competence (TC) is defined as the ability of lecturers to use and apply
technological tools in the teaching and learning process, as well as the ability to manage
them. Technical access (TA) refers to the use of Internet services to exploit, store, and
retrieve data. Meanwhile, digital collaboration and communication (DC) refers to the use of
digital platforms for interaction and participation. Security and ethical use of technology
resources (DE) is the ability of lecturers to protect digital data and devices.

In addition, Ezz EI-Din and Al-Shraida (2021) prepared a questionnaire for lecturers on
digital empowerment. It consists of thirty items. The first axis examines digital technology
in education (9 items). The second axis is specific to digital communications (5 items). The
third axis concerns evaluating the digital environment (5 items). The fourth axis concerns
the availability of a supportive digital environment (11 items). Correspondingly, the study
by Kong et al. (2019) developed the Digital Empowerment Scale to assess young learners'
perceived competence with digital technologies in the context of primary school. It consists
of (1) meaning, (2) impact, (3) belief in creativity, and (4) belief in competence.

158




THAMRI et al

On the other hand, individual self-efficacy is an internal motivational variable that
embodies the basic aspects of human effectiveness, such as effort and perseverance in
achieving goals. As for lecturers’ self-efficacy, it increases with perseverance at work and
affects their teaching practices, teaching behaviours, confidence, and commitment (Klassen
& Tze, 2014). Self-efficacy also guides individuals’ beliefs about their ability to achieve a
successful academic career. In this context, educational research has shown that lecturers’
self-efficacy affects their teaching behaviours and even influences students’ motivation and
achievement. In contrast, lecturers with low self-efficacy experience difficulties in teaching
and stress, leading to dissatisfaction. Therefore, self-efficacy affects human achievement in
various settings such as education, business, health, and sports (Klassen & Chiu, 2010).

From a similar perspective, lecturers' self-efficacy is defined as confidence in their
teaching abilities, which enables them to provide high-quality education. These abilities
include pre-teaching activities (lesson planning), intra-teaching activities (effective
classroom management and classroom climate activation), cognitive activities, and post-
teaching activities (reflection on teaching) (Hayat et al., 2023). Shahzad and Naureen (2017)
argued that lecturers exhibit high levels of self-confidence and positive attitudes because
they are in control of achieving success. They also accept new technologies and new
methods.

In this context, lecturers’ self-efficacy refers to their belief in their ability to facilitate
students’ engagement in the learning process. (Solari, 2014). Lecturers’ self-efficacy has a
vital role in achieving their goals and how easily they deal with the educational challenges
they face (Hussain & Khan, 2022). Self-efficacy also reflects teachers’ capacity to handle
challenging tasks effectively in their professional activities. It is reflected in the impact on
academic outcomes, such as student achievement, and motivating them to do their best.
(Barney et al., 2019). From a different viewpoint, lecturer self-efficacy is clarified as the
confidence and belief in one’s ability to teach, implement, and create positive change,
openness to new ideas, and the application of new teaching strategies (Gordon et al., 2023).

A range of positive and negative factors influences teachers’ self-efficacy. Gordon et al.
(2023) identified three factors that increase teachers’ self-efficacy: environmental factors,
including the school/university providing high-quality training materials, supportive leaders,
collaborative colleagues, and positive student engagement. Personal/cognitive determinants
are linked to teaching experience and understanding of legislative documents. Behavioural
determinants are linked to planning and implementing curriculum reform. However, factors
that reduce lecturers’ self-efficacy include environmental determinants such as a lack of
school/university support for implementing teacher reform, unsupportive leaders, workload,
lack of time, overcrowded classrooms, negative student engagement, gender discrimination,
and a lack of leadership support. Personal/cognitive determinants include insufficient
experience in teaching new requirements, insecurity, and anxiety about the difficulty of
influencing students. Finally, behavioural factors include the refusal to implement changes
stipulated in the organization’s legislation.

Additionally, Williams et al. (2023) claim that elements such as environments, attitudes,
beliefs, intentions, support, policies, and resources all impact lecturer self-efficacy in
integrating technology.
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2.3. Self-Efficacy

Lecturers’ self-efficacy is also of great importance. This importance is evident in
classroom organization, emotional support, student achievement, and motivation, indicating
that teacher self-efficacy is linked to the quality of the classes provided (Gordon et al., 2023).
A study by Guoyan et al. (2023) found that the quality of the e-learning system and lecturers’
self-efficacy are crucial factors in making lecturers willing to continue their online practices.
Berg et al. (2023) also found that altruism, personal identification with teaching, and job
security were the most powerful reasons for entering teaching.

Hence, teacher self-efficacy was associated with motivations for entering initial teacher
education. Hershkowitz et al. (2023) assume that the emotion of success and self-confidence
regarding the integration of technology into teaching is one of the most influential factors
affecting lecturers’ well-being and professional evolution and has a significant influence on
student learning. Furthermore, Shah and Batari (2023) assumed that lecturers' self-efficacy
is a psychological key in skilled development opportunities, and it impacts students' learning
and academic attainment.

All in all, the most influential factors affecting the lecturer's self-efficacy are divided
between internal and external factors. Internal factors are connected to the lecturer's
characteristics. They are embodied in gaining experience and in continuous improvement to
develop performance, as well as in developing emotional intelligence to deal with students
and keep pace with changes in teaching methods. External factors are connected to the
surrounding external environment and include the availability of resources necessary for the
teaching process, the availability of technology, and supportive leadership. Figure 01
outlines this.

Figure 1.
Factors affecting teacher self-efficacy.

Gaining experience Avallabllity of necessary
Continuous Improvement resources
Emotional intelligence in dealing Availability of technology
_  Keepingup with change
Teacher self-efficacy
Effective teacher ]
An individual's belief
in his abilities

Sources: elaborated by researchers.

To answer this research question, According to Bandura (1982) self-efficacy is influenced
by various phenomena, including changes in coping behaviors resulting from different
influence patterns, the level of physiological stress responses, resignation and despair
following failures, the illusion of inadequacy, and the rise of self-interest. Based on the
above, we aim to investigate the impact of digital empowerment on self-efficacy. To answer
this research question, we formulated the following hypotheses:
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e H1: Digital empowerment significantly influences the self-efficacy of English
lecturers in intensive language centres.

e H11: Digital empowerment in teaching significantly influences the indirect
experience of English lecturers in intensive language centres.

e H12: Digital empowerment significantly influences the social persuasion of English
lecturers in intensive language centres.

e H13: Digital Empowerment significantly influences the physiological arousal of
English lecturers in intensive language centres.

3. Methodology

The questionnaire was distributed to 201 lecturers of intensive language centres at
Algerian universities. After the arbitration of the questionnaire with lecturers in the field, the
validity of the measurement tool was ensured. The questionnaire was developed from a
literature review, as shown in Table 1. The first part of the questionnaire includes
demographic variables: age, gender, and experience of the respondent, while the second axis
includes questions about the first variable: digital empowerment in its dimensions, digital
technologies in teaching, digital communications, digital assessment, and supportive digital
environment. The third axis includes the self-efficacy variable and its dimensions: indirect
experience, social persuasion, and physiological arousal. The five-point Likert scale was
used as follows: (5 strongly agree - 4 agree - 3 moderately agree - 2 disagree - 1 strongly
disagree).

Table 1.
Questionnaire variables, dimensions, and sources g
Variable Dimensions Ferries  Source &
Digital Technologies In Teaching 07 ®
Digital Digital Communications 04 (Yousef  Ezzeldin &
Empowerment Mubarak Alsharidah, 2021)
Digital Evaluation 03
Supportive Digital Environment 03
Indirect Experience 03
Social Persuasion 03 (Evers et al., 2002)
Self-Efficacy Physiological Arousal 03 (Solari, 2014)
Total 26

Sources: elaborated by researchers.

3.1. The Research Population And Sample

The research community for this study consisted of all English language professors at
intensive language centers in Algerian universities. The electronic questionnaire was
distributed randomly via the targeted professors' websites and online links, in addition to a
paper questionnaire. 201 valid questionnaires were retrieved for analysis. A simple random
sample was used. The distribution period lasted three months, from early July 2025 to mid-
September 2025. Table 2 shows the characteristics of the study sample.
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Table 2
Characteristics of the study sample
Demographic variables Frequency  The Percentage %
Male 63 31.3
Gender Female 138 68.7
Total 201 100.0
From 25 to 30 63 31.3
Age From 31 to 36 72 35.8
From 37 and over 66 32.8
Total 201 100.0
Less than 5 63 31.3
Experience From 6 to 10 138 68.7
From 11 or more 0 0
Total 201 100.0

Source: elaborated by researchers.
4. RESULTS

In the present research paper, Smart-PLS 4 software was used to examine 201
questionnaires in two stages. The first stage concerns the measurement model to determine
its validity and reliability. The second stage analyzes the structural model (Al-Ali et al.,
2024). Thus, the study employed variance-based SEM techniques to investigate the
interrelationships between latent variables (Ahmad & Hassan Zia, 2023).

Structural equation modeling using partial least squares (PLS-SEM) is the optimal choice
for this study. This approach is preferred over CB-SEM based on the specific conditions of
each. According to Hair et al. (2011), PLS-SEM is used when the goal is to predict the main
target structures or identify the structures that influence them. This serves the objective of
the current study: to determine the effect of digital empowerment on the target self-efficacy
structure. CB-SEM, on the other hand, is used when the model is non-sequential and contains
circular relationships, which is not suitable for the study model.

4.1 Measurement Model Assessment

According to Hair et al. (2021), Convergent validity refers to how closely a construct can
explain the variance of its indicators. The measure used to assess the convergent validity of
a construct is the average variance extracted (AVE) of the indicators. The minimum
acceptable AVE is 0.50, meaning that the construct explains 50 per cent or more of the
variance of the indicators that make up the construct; composite reliability and factor
loadings enhance the reliability of the model (Khan & Hussain, 2020).

Table 3 shows that the value of the average variance extracted (AVE) exceeded the
recommended limit of (0.50). The factor loadings of the indicators were also reviewed, and
they should exceed the threshold of 0.708. As Table 3 shows, all indicators exceeded the
required threshold except for Sup D3, which states that audio and video media are available
in the digital content of the lessons, may be due to the respondent’s lack of understanding of
its content, or it does not express the meaning of the latent variable to which it belongs.
which was deleted because its value was less than the threshold. The composite reliability
(CR) scores for all constructs exceeded the threshold of 0.7, revealing strong internal
consistency within the constructs and confirming the convergent validity of the standard
model.
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Figure 1.
Research Model Measurement model
= Digital Technologies In Teaching T
Digital Communication e
Bo=ck— =1
A Sy,
= e
Digital 77
‘ Supportive Digital Enwvironment
W : O _ o]
Per 2 "' = —
e i
=T oz ]
Social Persuasion Self-Efficacy Indirect Experience LB
Source: Smart-PLS4 output.
Table 3
Assessing convergent validity
Construct Items Factor Composite AVE
loading reliability
Digital Communication  Digital C1 0.782 0.893 0.676

Digital C2 0.828
Digital C3 0.844
Digital C4 0.834
Digital Evaluation Digital E1 0.874 0.737 0.535
Digital E2 0.892
Digital E3 0.211
Digital Technologies In Digital T1 0.857 0.956 0.757
Teaching

Digital T2 0.919
Digital T3 0.869
Digital T4 0.929
Digital T5  0.677
Digital T6  0.919
Digital T7  0.895

Indirect Experience EXP1 0.757 0.731 0.507
EXP2 0.915
EXP3 0.332

Physiological Arousal PA1l 0.820 0.856 0.665
PA 2 0.826
PA3 0.800

Social Persuasion Per 2 0.923 0.795 0.571
Per 3 0.673
Per 1 0.638

Supportive Digital Sup D1 0.813 0.740 0.588

Environment

Sup D2 0.718
Notes: Criteria: composite reliability >0.708 , AVE > 0.5.(Hair Jr et al., 2021). Items deleted: Sup
D3,due low loading.
Source: Smart-PLS4 output
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4.2 Discriminant Validity

Discriminant validity is a crucial indicator of construct validity. It explores how well a
test measures the concept it was designed to measure. This indicator involves analysing the
different constructs in the model, each one separately. It is the contrary of convergent
validity, which focuses on the agreement between the measures of the same construct (Lim,
2024). As stated by Hair et al. (2021), the discriminant validity is assessed using three
criteria, namely the cross-loading index, the Fornell and Larcker criterion, and the ratio of
heterogeneous traits to univariate traits (HTMT) matrix.

The cross-loading index indicates that questions measuring a particular latent variable do
not measure another latent variable by ensuring that each item has a higher correlation value
with its own latent variable than with other latent variables.

The results of Table 4 indicate that the questions measure the latent variable to which
they belong because their correlation value is higher with their latent variable and lower with
other latent variables. It confirms that each indicator belongs to the latent variable to which
it belongs and measures.

Table 4
Cross Loading

Item DC DE DT IE PA SP SD

Digital C1 0.782 0.625 0.557 0.165 0.470  0.036 0.088
Digital C2 0.828 0.608 0.694 0.126 0.215  0.006 0.002
Digital C3 0.844 0.635 0.733  0.199 0.339  0.087 0.011
Digital C4 0.834 0.892 0.701 0.227 0.145  0.079 0.040
Digital E1 0.782 0.874 0.557 0.165 0.470  0.036 0.088
Digital E2 0.834 0.892 0.701 0.227 0.145  0.079 0.040
Digital E3 0.093 0.211 0.050 0.137 0.032  0.024 0.235
Digital T1 0.700 0.608 0.857 0.154 0.238  0.129 0.158
Digital T2 0.635 0.513 0.919 0.272 0.077  0.089 0.112
Digital T3 0.631 0.508 0.869 0.338 0.230 0.016 0.014
Digital T4 0.890 0.803 0.929 0.249 0.280  0.022 0.013
Digital T5 0.380 0.261 0.677 0.320 0.445  0.008 0.008
Digital T6 0.859 0.796 0.919 0.261 0.228  0.081 0.021
Digital T7 0.374 0.466 0.209 0.001 0.516  0.058 0.048
Digital T8 0.765 0.683 0.895 0.135 0.238  0.100 0.126
EXP1 0.178 0.190 0.247 0.757 0.082  0.027 0.003
EXP2 0.192 0.199 0.226 0.915 0.126  0.025 0.011
EXP3 0.020 0.010 0.043 0.332 0.019 0.022 0.023
PA 1 0.244 0.258 0.071 0.100 0.820 0.110 0.025
PA 2 0.273 0.240 0.021 0.073 0.826  0.146 0.042
PA 3 0.344 0.328 0.117 0.140 0.800  0.028 0.033
Per 2 0.003 0.010 0.031 0.054 0.133  0.923 0.099
Per 3 0.086 0.050 0.133 0.134 0.001  0.673 0.079
Perl 0.074 0.031 0.095 0.028 0.065 0.638 0.019
Sup D1 0.020 0.071 0.066 0.007 0.012 0.142 0.813
Sup D2 0.046 0.055 0.050 0.023 0.005 -0.029 0.718

Note: DC = Digital Communication; DE = Digital Evaluation; DT = Digital Technologies; IE= Indirect
Experience ; PA = Physiological Arousal; SP = Social Persuasion; SD = Supportive Digital Environment
Source: Smart-PLS4 output.

The Fornell-Larcker criterion measures the independence of dimensions from each other
in the same model. by ensuring that the value of the relationship between the dimension and
itself is higher than its value with other dimensions, as shown in table 5.
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Table 5
Discriminant validity Fornell and Larcker criterion
Constructs DC DE DT IE PA SP SD
DC 0.910
DE 0.822 0.731
DT 0.820 0.711 0.870
IE 0.219 0.228 0.274  0.712
PA 0.351 0.337 0.084 -0.127 0.815
SP 0.040 0.026 0.076  -0.006 0.117 0.755
SD 0.041 0.083 0.076  0.009 0.006 0.083 0.767

Note: DC = Digital Communication; DE = Digital Evaluation; DT = Digital Technologies; IE= Indirect
Experience ; PA = Physiological Arousal; SP = Social Persuasion; SD = Supportive Digital Environment
Source: Smart-PLS4 output

Hensler et al. (2015) claimed that the Fornell-Larcker criterion and the cross-loading test
are the two dominant methods. However, they need to reveal the need for discriminant
validity reliably; an alternative approach is based on the multi-trait matrix and multi-
methods. It has been proposed to assess discriminant validity: the ratio of the associations
between heterogeneous traits and a single trait. The exact cut-off for the HTMT criterion is
still under debate. Hensler set the cut-off at 0.90 if the path model includes conceptually
similar concepts (Hair Jr et al., 2021). Table 6 revealed that the HTMT values are below the
0.9 cut-off level, indicating that the study dimensions have discriminant validity.

Table 6.
Heterotrait-monotrait ratio (HTMT) — Matrix
Constructs DC DE DT IE PA SP SD
DC
DE 1.203
DT 0.894 0.814
IE 0.271 0.386  0.332
PA 0.450 0495 0.341 0.162
SP 0.129 0.137 0.159 0.226 0.149
SD 0.128 0413 0.139 0.132 0.105 0.247

Note: DC = Digital Communication; DE = Digital Evaluation; DT = Digital Technologies; IE= Indirect
Experience ; PA = Physiological Arousal; SP = Social Persuasion; SD = Supportive Digital Environment
Source: Smart-PLS4 output.

Figure 3
Measurement model
Digital Technologies In Teaching ’m
- Digital Communication GRS
[Digital 24272~ -T.‘_‘—«:.::- Digital 12 ]
= ) Oy s
'_,nnv. o963 NJ(J.‘ oy
= Noome~[igrar 2]

anes ™~

=]

Digital £

-_SUD D - o8 0.068 o843 _oam’ DinTal e
Sup D2 S Digital Empowerment can-w] Dighal E2
Digital T7

a2,
Dgeial £3
Supportive Digital Environment 242

Digital Evaluation

Lo ]
aean._ Ay EXP1
AM;-,- 0274 0.058 (0 }— o137 o018 )— 77
el ¥

Social Persuasion Self-Bfficacy Indirect Experience EXP3

asns

Source: Smart-PLS4 output.

165



Cilt/ Vol.: 5, Say1/Is.: 2, Y1l / Year: 2025, Sayfa / Pages: 156-177

After the measurement model has been reviewed and validated, the second step in
evaluating the PLS-SEM results is to evaluate the structural model based on a set of criteria.
The structural model determines a pattern of relationships between research variables by
looking at the coefficients between the variables and the value of the coefficient of
determination (R2).

The coefficient of determination (R?) measures the extent to which the model can explain
differences in the dependent variable. The closer its value is to 1, the more likely it is that
the independent variables predict the dependent variable and the extent to which the
independent variable can explain the dependent variable (Theng et al., 2021). The R? criteria
consist of three classifications, namely: R2 values of 0.67, 0.33, and 0.19 as large, medium
(moderate), and weak (weak) (Purwanto & Sudargini, 2021).

In this research paper, the R? value for the independent variable, digital empowerment,
compared to the dependent variable, self-efficacy, is 0.058.This value is considered weak,
so it can be concluded that the independent variable has a limited positive impact on the
dependent variable. The percentage of the impact of digital empowerment on the dependent
variable self-efficacy at work is 5.8%. In contrast, the remaining percentage, 94.2%, is
affected by other variables that were not addressed in this study.

Tabel 7*

r-square and F?
Indicator R-square F? Decision
Digital Empowerment -> Self-Efficacy  0.058 0.062 weak

Source: Smart-PLS4 output.

5. Hypotheses Testing

The results in Table (9) point out that the digital empowerment of the lecturer affects self-
efficacy in teaching through a probability value of (0.007). Table 5 depicts that the
probability value of the effect of digital empowerment on self-efficacy is equal to (0.007),
which is less than the significance level value (0.05).

Accordingly, the main hypothesis (H1) is accepted, which states that there is a statistically
significant effect of the independent variable, digital empowerment, on the dependent
variable, self-efficacy.

And this implies that empowering the lecturer to use digital media in the educational
process increases his self-efficacy in teaching. Hence, the digital empowerment improves
lecturer self-efficacy.

Table 8.
Direct relationship

Hypotheses  Original Sample Standard deviation T statistics P values Result
sample (O) mean (M) (STDEV) (|O/ISTDEV))

DE -> Self- 0.242 0.250 0.089 2.701 0.007 Supported

Efficacy

Note: DE = Digital Empowerment
Source: Smart-PLS4 output.

The results in Table 8 demonstrate that the digital empowerment of the lecturer affects
self-efficacy in teaching through a probability value of (0.007). Also, the probability value
of the effect of digital empowerment on self-efficacy is equal to (0.007), which is less than
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the significance level value (0.05). Accordingly, the main hypothesis (H1) is accepted, which
states that there is a statistically significant effect of the independent variable, digital
empowerment, on the dependent variable, self-efficacy.

The empowerment of the lecturer to employ digital media in the educational process
increases his self-efficacy in teaching; this means that digital empowerment enriches the
lecturer's self-efficacy. Furthermore, Table 9 indicates that the probability value of the first
alternative hypothesis, which states that digital empowerment affects the indirect experience
dimension, is greater than the significance level of (0.05). Therefore, the alternative
hypothesis H11 is rejected; the digital empowerment variable does not affect the indirect
experience dimension of teachers.

Also, the probability value of the effect of the digital empowerment variable on
physiological arousal was (0.007), which is less than the significance level (0.05).
.Therefore, the second sub-alternative hypothesis is accepted.This explains why teachers feel
comfortable using digital applications, tools, and media in the teaching environment,
reducing their stress during instruction. Conversely, when teachers are unable to use digital
programs and media effectively in the teaching process, they experience stress, which affects
their psychological state and increases their tension and anxiety while conveying
information.

In contrast, Table 9 demonstrates that the probability value of the effect of digital
empowerment on social persuasion is greater than the significance level (0.05), which means
rejecting the third sub-alternative hypothesis. It means that the lecturer's digital
empowerment does not affect the social persuasion of English lecturers. This is an indication
that social persuasion and indirect experience are affected by other variables from the point
of view of English professors, such as social interaction with students or human relations,
more than their reliance on digital skills. Therefore, they are not directly affected by digital
empowerment.

Table 9
Sub-hypothesis testing
Hypotheses Original Sample Standard T statistics P Result
sample mean (M) deviation (JO/STDEV|) values
(O) (STDEV)
DE -> IE -0.032 -0.036 0.028 1.148 0.251  Not Supported
DE -> PA 0.238 0.246 0.088 2.689 0.007 Supported
DE -> SP 0.066 0.070 0.038 1.736 0.083  Not Supported

Note: DE = Digital Empowerment; IE= Indirect Experience ; PA = Physiological Arousal; SP =
Social Persuasion.
Source: Smart-PLS4 output.

Conclusion and Recommendations

Lecturers continuously strive to improve their teaching methods, educate students, deliver
information effectively, and enhance their self-efficacy in teaching using modern methods
and techniques, especially in universities that are considered centers for research,
development, and scientific innovation. Accordingly, digital empowerment is a crucial
factor for university lecturers to keep pace with developments and the digital environment
in education. This research paper found that digital empowerment partially affects lecturers'
self-efficacy, explaining 5.8% of it. In contrast, the remaining 94.2% is explained by
variables not included in this study. The F2 value in the field study was 0.062, indicating a
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weak effect. Therefore, the main hypothesis was accepted, with the caveat that digital
empowerment affected the physiological arousal dimension but did not affect either the
indirect experience dimension or social persuasion.

The most important practical effects of digital empowerment on the self-efficacy of
language center teachers can be summarized and classified as follows:

First: Institutional Impacts (at the level of intensive language learning centers)

e Improved Teaching Quality: The use of electronic media enhances teacher
performance and facilitates the delivery of information, as the digital environment is
one of the most important elements of the educational environment for both teachers
and students.

o Enhanced Digital Creativity: Digital empowerment enhances creativity in lesson
delivery and student interactions.

o Improved Image of Language Learning Centers: This attracts new learners and
increases their confidence in the level and quality of education.

Second: Impacts at the Individual (lecturer) Level

« Enhanced Confidence in Digital Teaching Ability and Time and Effort Savings.
o Reduced Anxiety and Stress Associated with Technology
« Increased Teaching Motivation Through the Availability of the Digital Environment

Based on the preceding findings, the following recommendations were made: Encourage
lecturers to use technological media in the educational process.

e Providing training courses for lecturers to improve their level of use of technology
in the educational process, especially since it contributes to reducing effort and time.

e Using electronic records and creating a platform for communication between
students and lecturers virtually and remotely, and providing lessons, guidance, and
announcing grades remotely.

o Providing the necessary information sources from equipped halls, virtual halls,
Internet networks, electronic boards, applications, and computers for teachers and
students.

« Enhancing the digital culture of lecturers by holding training courses to improve their
self-efficacy in education and investing in technology in the educational process.

o Moreover, it provides material and moral incentives for lecturers to do their best,
especially in teaching languages.

Limitations and Future Research Directions

In light of the current study, it is clear that digital empowerment selectively affects self-
efficacy. It enhances positive physiological arousal, while its impact on social persuasion
and indirect experience remains limited due to its connection with broader interactive and
organizational factors in the surrounding environment. Therefore, this study is not without
limitations, as it relied on a specific institutional context—namely, language centers within
universities—which may affect the generalizability of the results. We recommend that future
research be conducted across different environments and institutions, and with different
samples, to identify the most important factors affecting professors' self-efficacy.
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Furthermore, it is recommended to investigate the mediating and moderating variables that
may explain the variability in the impact of digital empowerment on self-efficacy.
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Genisletilmis Ozet
1. Giris ve Calismanin Teorik Cergevesi

Glinlimiiz egitim diinyasi, bilginin Ogrencilere verimli bir sekilde aktarilabilmesi i¢in
teknolojinin siniflarda istihdam edilmesini ve bu alana yatirim yapilmasini zorunlu kilan
hizli bir teknolojik gelisime tamklik etmektedir. Ogretim elemanlarinin elektronik tahtalar,
donanimli smiflar ve internet gibi ¢esitli teknolojik araclar1 nasil yoneteceklerini bilmeleri
ve Ogrencilerin dikkatini ¢ekmek icin bu araglarin kullanimina yatirim yapmalari
beklenmektedir. Ozellikle dil egitimi, ¢esitli dil becerilerinde ustalasmak icin hem yiiz yiize
hem de uzaktan egitimde sesli ve goriintiilii dijital mecralarin kullanimin1 gerektirmektedir.

Cagdas literatiirde, bir 6gretim elemaninin teknolojik araclari yonetme yetenegi "dijital
giiclendirme" olarak adlandirilmakta ve bu durum 6z-yeterliligin temel bir gostergesi olarak
kabul edilmektedir. Dijital giiclendirme, bireylerin bilgi toplumunda kapasitelerini artirmak
icin dijital teknolojileri etkili bir sekilde kullanma yetenegini ifade eder. Ote yandan, 6z-
yeterlilik, bir bireyin hedeflerine ulasma yolundaki ¢aba ve azim gibi temel insani
etkinliklerini somutlastiran i¢sel bir motivasyon degiskenidir. Ogretim elemanlarinin 6z-
yeterliligi ise, isteki azimle artan; 6gretim uygulamalarini, davraniglarini, glivenlerini ve
bagliliklarini etkileyen bir unsurdur.

2. Calismanin Amaci ve Onemi

Bu ¢alisma, Cezayir lniversitelerindeki Yogunlastirilmis Dil Merkezlerinde gorev yapan
Ingilizce okutmanlar1 arasinda dijital giiclendirmenin 6z-yeterlilik iizerindeki etkisini
belirlemeyi amag¢lamaktadir. Aragtirmanin 6nemi, iiniversitelerin modern teknolojik araglari
egitim siirecine entegre ederek bilgi degisim yoOntemlerini ve uygulamali arastirmalar
iyilestirme ¢abasindan kaynaklanmaktadir. Cezayir'de Ingilizce, Fransizca ve Ispanyolca
Ogretimine adanmis bu merkezler yeni bir trenddir ve ogrencilerin akademik/kisisel
yasamlarinda dil becerilerini gelistirmeyi hedeflemektedir. Bu durum, hem dijital medyay1
kullanabilen hem de Ogretim oOz-yeterliligi yiiksek okutmanlarin varligimi gerekli
kilmaktadir. Calisma, literatiirdeki dijital giiclendirme ve 6z-yeterlilik arasindaki iliskiye
dair eksikligi (aragtirma boslugunu) doldurmay1 hedeflemesi bakimindan 6zgiindiir.

3. Arastirma Hipotezleri
Arastirma kapsaminda bir ana hipotez ve ii¢ alt hipotez test edilmistir:

« H1: Dijital giiclendirme, yogun dil merkezlerindeki Ingilizce okutmanlarmin 6z-
yeterliligini 6nemli dl¢tlide etkiler.

« HI11: Dijital giliclendirme, okutmanlarin dolayli deneyimleri (indirect experience)
tizerinde 6nemli bir etkiye sahiptir.

« HI12: Dijital gliglendirme, okutmanlarin sosyal ikna (social persuasion) siire¢lerini onemli
Olciide etkiler.

* HI13: Dijital giiclendirme, okutmanlarin fizyolojik uyarilma (physiological arousal)
diizeylerini 6nemli 6lciide etkiler.

4. Arastirma Yontemi (Metodoloji)

4.1. Orneklem ve Veri Toplama
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Arastirmanin evrenini Cezayir iiniversitelerindeki yogun dil merkezlerinde gorev yapan tiim
Ingilizce profesérleri olusturmaktadir. Veriler, rastgele 6rnekleme yontemiyle segilen 201
ogretmenden anket yoluyla toplanmistir. Anketler hem basili formatta hem de resmi sayfalar
ve e-posta yoluyla elektronik olarak dagitilmistir. Veri toplama siireci Temmuz 2025
basindan Eyliil 2025 ortasina kadar stirmiistiir. Katilimeilarin %68,7'si kadin, %31,3'i
erkektir. Yas dagilimi 25 ile 37 ve {izeri arasinda dengeli bir dagilim géstermektedir.

4.2. Olciim Araclari
Anket ti¢ boliimden olusmaktadir:
1. Demografik Degiskenler: Yas, cinsiyet ve deneyim.

2. Dijital Giiglendirme Olgegi: Ogretimde dijital teknolojiler, dijital iletisim, dijital
degerlendirme ve destekleyici dijital cevre boyutlarini igcermektedir.

3. Oz-Yeterlilik Olgegi: Dolayli deneyim, sosyal ikna ve fizyolojik uyarilma boyutlarini
kapsamaktadir. Ttim maddeler 5'li Likert 6lgegi kullanilarak puanlanmistir.

4.3. Veri Analizi

Orneklem 6zelliklerini analiz etmek i¢in SPSS v27; hipotezleri test etmek ve degiskenler
arasi iliskileri incelemek ic¢in ise Smart-PLS 4 yazilim1 kullanilmistir. Analiz siirecinde
varyans tabanli yapisal esitlik modellemesi (PLS-SEM) tercih edilmistir. Bu yontem, temel
hedef yapilar1 tahmin etmek ve onlar1 etkileyen yapilar1 belirlemek i¢in en uygun segenektir.

5. Bulgular ve Analizler
5.1. Olgiim Modelinin Degerlendirilmesi (Gegerlilik ve Giivenilirlik)

Analizin ilk asamasinda 6l¢tim modelinin gegerliligi ve giivenilirligi test edilmistir:

* Yakinsak Gegerlilik: Ortalama Agiklanan Varyans (AVE) degerlerinin 6nerilen 0,50
siirmni astig goriilmiistiir. Faktor yiikleri incelenmis, 0,708 esiginin altinda kalan bir madde
(Sup D3) modelden ¢ikarilmistir.

* Giivenilirlik: Tiim yapilar i¢in Birlesik Giivenilirlik (CR) skorlar1 0,7 esigini asarak gli¢lii
bir i¢sel tutarlilik sergilemistir.
» Ayirt Edici Gegerlilik: Fornell-Larcker kriteri ve Heterotrait-Monotrait (HTMT) matrisi

kullanilarak boyutlarin birbirinden bagimsiz oldugu dogrulanmistir. HTMT degerlerinin 0,9
esik degerinin altinda oldugu saptanmistir.

5.2. Yapisal Modelin Degerlendirilmesi ve Hipotez Testleri

+ Belirleme Katsayis1 (R?): Dijital giiclendirmenin 6z-yeterlilik tizerindeki R* degeri 0,058
olarak bulunmustur. Bu deger "zayif" olarak kabul edilmekte ve dijital giiclendirmenin 6z-
yeterlilik izerindeki etkisinin %35,8 ile sinirlt oldugunu gostermektedir. Kalan %94,2'lik pay,
bu caligmada ele alinmayan diger degiskenlerden kaynaklanmaktadir.

* Hipotez Sonuglart:

0 HI (Kabul): Dijital giiclendirmenin 6z-Yyeterlilik iizerindeki etkisi istatistiksel olarak
anlamli bulunmustur (p=0,007 < 0,05).

0 HI1 (Red): Dijital gliclendirmenin dolayli deneyim boyutu iizerinde anlamli bir etkisi
saptanmamustir (p=0,251).
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0 HI2 (Red): Dijital giiglendirmenin sosyal ikna boyutu iizerinde anlamli bir etkisi
bulunmamastir.

0 HI13 (Kabul): Dijital gii¢clendirmenin fizyolojik uyarilma tizerinde anlamli ve olumlu bir
etkisi oldugu goriilmiistiir (p=0,007).

6. Sonug ve Degerlendirme

Arastirma sonuglari, Ingilizce okutmanlar1 arasinda dijital giiglendirmenin 6z-yeterlilik
tizerinde pozitif ancak zayif bir etkiye sahip oldugunu ortaya koymustur. Dijital araglar1 ve
medyay1 egitim siirecinde etkin kullanabilen 6gretmenlerin, 6gretim konusundaki 6z-
yeterliliklerinin arttig1 sonucuna varilmistir.

Ozellikle fizyolojik uyarilma boyutundaki anlaml1 sonug, dgretmenlerin dijital uygulama ve
araclar1 kullanma konusunda kendilerini rahat hissetmelerinin, 6gretim sirasindaki
streslerini azalttigin1 gostermektedir. Tersine, dijital programlari etkin kullanamayan
Ogretmenler stres yasamakta, bu da psikolojik durumlarimi etkileyerek bilgi aktarimi
sirasinda gerginlik ve kaygilarini artirmaktadir.

Sosyal ikna ve dolayli deneyim boyutlarinin etkilenmemesi ise, Cezayir'deki Ingilizce
okutmanlari i¢in bu boyutlarin dijital becerilerden ziyade 6grencilerle sosyal etkilesim veya
insani iliskiler gibi diger degiskenlerden daha fazla etkilendiginin bir gostergesidir.

7. Oneriler
Calisma bulgularina dayanarak su dneriler sunulmustur:

« Teknolojik Donanim: Ogretmenlere egitim siirecini destekleyecek gerekli teknolojik
araglar saglanarak dijital giiclendirme artirilmalidir.

* Egitim Programlari: BT kullanimina yonelik egitimlerin yani sira, bu teknolojilerin
pedagojik siireglere entegrasyonu konusunda uzmanlagmis insan kaynagi yetistirilmelidir.

o s Birligi: Universiteler, devlet ve 6zel sektor arasinda dijital igerik ve platformlarin
gelistirilmesi icin is birlikleri tesvik edilmelidir.

« Psikolojik Destek: Ogretmenlerin teknoloji kullanimi sirasindaki kaygilarmi azaltacak
destekleyici bir dijital ¢evre olusturulmalidir."
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Appendix: Questionnaire Items
Personal information

1. Gender
a. Female b. Male
2. Age
a. From 25 to 30 b. From 31 to 36 c. From 37 and over
3. Experience
a. Less than 5 b. From 6 to 10 ¢. From 11 or more
Table 1
Independent variable digital empowerment
wn
%) S
o o
g2 2 3 2 &
Item Phrases T 8 5 8 é
> & 3 3 3
«Q - @D <]
8 «Q
@ @
@D

1.Digital Communication

Digital C1  In the e-learning environment, | can foster communication and
collaboration between myself and my pupils.

Digital C2 | provide instruction to each student using a variety of
communication methods, such as chat, email, and online lessons.

Digital C3 I provide feedback to support students’ participation and
interaction in e-learning.

Digital C4  In the e-learning environment, | use suitable conduct norms for
communication with my students.

2. Digital Evaluation

Digital EL | use electronic assessment tools (such as electronic tests,
assignments, and discussion rooms).

Digital E2 | use electronic records to keep student assessments on
assignments and tests.

Digital E3 | conduct formative and summative assessments using digital
tests.

3. Digital Technologies In Teaching

Digital T1 I employ my computer skills in teaching.

Digital T2 1 use electronic media in teaching.
Digital T3 | use teaching strategies compatible with e-learning.
Digital T4 | build useful interactive digital educational activities to deliver

information to students.

Digital T5  I'm always looking into the potential uses of new e-learning
technologies and applications.

Digital T6 | have knowledge of using forums, blogs and virtual classrooms
and using them to serve learning objectives.
Digital T7 | am able to use a variety of online tools, including Google

Classroom, Zoom, and Microsoft Teams, to construct and oversee
virtual classes.

4.Supportive Digital Environment

Sup D1 The computer labs were established in the college to facilitate e-
learning.

Sup D2 The college has an internet network that helps implement e-
learning during study hours.

Sup D3 Audio and visual media are available in the digital content of the
lessons.

Source: Compiled by the authors.
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Table 2
Dependent variable self-efficacy
Item Phrases 0
@ S
S o
T 3 2 € o
& ® 2 3 7
3 |
@ 3
1. Indirect Experience
EXP1 I can simplify information and deliver it to the student without
complexity.
EXP2 I have good educational strategies when | teach.
EXP3 I can deal well with the problems that accompany the
implementation of educational technology.
2. Physiological Arousal
PA1 Teaching makes me feel accomplished and enhances my
experience.
PA?2 Students' interaction with technology in teaching motivates me to
work harder.
PA3 The availability of technological tools in teaching motivates me to
give my best
3. Social Persuasion
Per 1 My students have expressed their admiration for my good teaching
skills.
Per 2 My colleagues have told me that | am a good teacher.
Per 3 My colleagues have praised me for my good teaching skills and

having the right skills.

Source: Compiled by the authors
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ABSTRACT

This study is a conceptual research that theoretically
examines the relationship  between  green
management practices and the United Nations
Sustainable Development Goals (SDGs). Rather
than relying on empirical field data, the study adopts
a descriptive and analytical design aimed at
explaining the relationships among key concepts.
The literature review indicates that green
management is not merely an approach focused on
environmental protection but also plays a strategic
role in enhancing corporate competitiveness,
stakeholder trust, and long-term growth. In this
context, green management contributes to enabling
businesses to fulfill their environmental, social, and
economic responsibilities through an integrated
approach aligned with sustainable development
goals. By incorporating environmental
sustainability into corporate strategies, this
management approach promotes energy efficiency,
reduces carbon emissions, and encourages
innovative practices, thereby creating both
environmental and competitive advantages. The
findings reveal that green management is directly
related to the United Nations Sustainable
Development Goals. In conclusion, green
management provides a comprehensive theoretical
framework that strengthens the applicability of
sustainable development goals at the organizational
level.

Keywords: Green management, green
transformation, sustainability, sustainable
development goals (sdgs), corporate sustainability
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Bu c¢alisma, yesil yonetim uygulamalart ile
Birlesmis  Milletler ~ Strdiiriilebilir  Kalkinma
Amaglar1 (SKA) arasindaki iliskiyi teorik diizeyde
inceleyen kavramsal bir arastirmadir. Arastirma,
saha verilerine dayali uygulamaya dayali bir
calisma yerine, kavramlar arasindaki iliskileri
aciklamay1 amaclayan betimleyici ve analitik bir
tasarima sahiptir. Literatiir incelemesi, yesil
yonetimin sadece ¢evre koruma odakli bir anlayis
olmadigini; ayn1 zamanda kurumsal rekabet giicii,
paydas giiveni ve uzun vadeli biiylime acisindan
stratejik bir rol istlendigini gostermektedir. Bu
baglamda yesil yonetim, isletmelerin siirdiiriilebilir
kalkinma hedefleri dogrultusunda cevresel, sosyal
ve ekonomik sorumluluklarini bitiinciil  bir
yaklagimla yerine getirmesine katki saglamaktadir.
Cevresel siirdiiriilebilirligi  isletme stratejilerine
entegre eden bu yOnetim anlayisi, enerji
verimliligini artirma, karbon salimini azaltma ve
yenilik¢i uygulamalar1 tesvik etme yoluyla hem
cevresel hem de rekabet avantaji yaratmaktadir.
Calismanin sonuglari, yesil yonetimin Birlesmis
Milletler’in  Siirdiiriilebilir kalkinma hedefleriyle
dogrudan iliskili oldugunu ortaya koymaktadir.
Sonug olarak, yesil yonetim siirdiiriilebilir kalkinma
hedeflerinin isletme diizeyinde uygulanabilirligini
gliclendiren  biitiinciil  bir  teorik  ¢erceve
sunmaktadir.

Anahtar Kelimeler: Yesil yonetim, yesil doniisiim
siirdiiriilebilirlik, stirdiiriilebilir kalkinma amaglari
(SKA), kurumsal siirdiiriilebilirlik.



OKUSLUK ve AKYUZ

1. Giris

Glintimiizde artan iklim krizi, dogal kaynaklarin hizla tikenmesi ve ¢evresel duyarliligin
toplumsal diizeyde ylikselmesi, isletmeleri siirdiiriilebilirlik odakli stratejilere
yoneltmektedir. Bu gelismelerin bir sonucu olarak dne ¢ikan kavramlardan biri de yesil
yonetimdir (Sachs, Schmidt-Traub, Kroll, Lafortune, Fuller ve Woelm, 2019). Yesil
yonetim, isletmelerin ¢evre iizerindeki olumsuz etkilerini azaltmak amaciyla sistematik ve
biitiinciil bir yaklasim benimsemelerini ifade etmektedir. Bu anlayis ¢ergevesinde isletmeler;
enerji, su ve hammadde gibi kaynaklar1 daha verimli kullanmaya, karbon salimin1 ve atik
miktarini azaltmaya, yenilenebilir enerji kaynaklarma ydnelmeye ve tiim bu sliregleri
paydaslara karsi seffaf bicimde yonetmeye odaklanmaktadir. Kavramsal olarak yesil
yonetim, sadece yasal diizenlemelere uyum saglamanin Otesine gecerek, isletmelerin
cevresel siirdiiriilebilirligi, rekabet avantaji ve kurumsal itibarin bir pargasi olarak
benimsemesini ifade etmektedir (Hart ve Dowell, 2011).

Yesil yonetim kavraminin isletmeler acisindan ©6nem kazandigi bu noktada,
stirdiiriilebilirlige yonelik kiiresel hedeflerin de cerceveyi belirledigi goriilmektedir. Bu
baglamda kiiresel 6l¢ekte benimsenen 17 Siirdiiriilebilir Kalkinma Amaci (SKA), Birlesmis
Milletler 2030 Gilindemi ¢ercevesinde 2015 yilinda kabul edilmis ve yoksullugun sona
erdirilmesi, esitsizliklerin azaltilmasi, diinyanin korunmasi ve herkes i¢in refahin saglanmasi
gibi genis bir yelpazede somut amaglar ortaya koymustur (United Nations, 2015;
Sorooshian, 2024). SKA’larin gevresel, ekonomik ve toplumsal kalkinma boyutlarinin
birbirini tamamladigi goriilmektedir. Bu amaclar arasinda 6zellikle ¢evrenin korunmasi ve
iklim degisikligi ile miicadeleye yonelik hedefler, giiniimiizde yasanan cevresel krizler
nedeniyle ayr1 bir 6nem kazanmistir (United Nations, 2015; Sachs, Schmidt-Traub, Kroll,
Lafortune, Fuller ve Woelm, 2019). Ancak 2030’a yaklasilirken 2024 yili Sustainable
Development Report verilerine gore, kiiresel ortalama SKA endeks puani 65,7 olarak
Ol¢iilmiis; bu deger son bes yilda gerileme egilimi gostermistir. Yapilan degerlendirmeler,
kiiresel ilerlemenin yetersiz kaldigim1 ve pek ¢ok hedefte duraklama hatta geri gidis
yasandigin1 gostermektedir (Sachs, Lafortune ve Fuller, 2024; United Nations, 2024). Bu
tablo, sadece hiikiimetlerin politika yapicilarin degil, ayn1 zamanda isletmelerin de yesil
yonetim uygulamalariyla siirdiiriilebilir kalkinma hedeflerine katki saglamalarinin
zorunlulugunu ortaya koymaktadir (Sachs, Lafortune ve Fuller, 2024).

Literatiirde yesil yonetim uygulamalar1 genellikle c¢evresel performans veya rekabet
avantaji kapsaminda incelenmis; SKA ile olan kavramsal iliskisi sinirli kalmistir. Bu
calisma, s0z konusu boslugu doldurarak yesil yonetim uygulamalarinin SKA’lara katkisini
ekonomik, cevresel ve sosyal boyutlariyla kavramsal bir biitiinliikk i¢cinde ele almay1
amagclamaktadir. Enerji verimliligi ve yenilenebilir enerji yatirimlar1 dogrudan SKA 7’ye
(Temiz Enerji); dongiisel ekonomi, eko-tasarim ve tedarikei siirdiiriilebilirligi SKA 12’ye
(Sorumlu Uretim ve Tiiketim); yesil bina uygulamalar1 ve siirdiiriilebilir ulasim ¢dziimleri
SKA 11’e (Siirdiiriilebilir Sehirler ve Topluluklar); karbon yonetimi, iklim risklerine uyum
ve bilim temelli hedefler ise SKA 13’¢ (iklim Eylemi) dogrudan katki sunmaktadir. Bunun
yani sira, maliyet avantajlari, siirdiirilebilir i modelleri ve kapsayici tedarik zincirleri
iizerinden SKA 8 (Insana Yakisir Is ve Ekonomik Biiyiime) ve SKA 9 (Sanayi, Yenilik¢ilik
ve Altyap1) gibi hedeflerin desteklendigi de goriilmektedir (Bengtsson, Alfredsson, Cohen,
Lorek ve Schroeder, 2018; Ferraz, Alvim ve Souza, 2023). Bu kapsamda, calismanin temel
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amaci, yesil yonetim uygulamalarinin Siirdiirilebilir Kalkinma Amaglarina sagladigi
katkilar1 kavramsal bir ¢ercevede sistematize etmek ve literatiirde daginik sekilde ele alinan
baglantilar1 amaglar bazinda goriiniir kilmaktir. Boylece hem akademik yazina katki
saglanacak hem de isletmelerin siirdiiriilebilirlik amaglarint SKA’larla uyumlu hale
getirmeleri i¢in bir yol haritasi sunulacaktir.

2. Yesil Yonetim Kavram

2. 1. Yesil Yonetim Kavraminin Tanim ve Kapsami

Yesil yonetim kavrami, kokeni 1950’lerde kurumsal sosyal sorumluluk yaklagimina
dayanan ve igletmelerin gevresel siirdiiriilebilirligi gozeterek faaliyetlerini planlamasini ve
yiirlitmesini igeren bir anlayis olarak ortaya ¢ikmistir. Bu yaklagimin temel amaglari; dogal
kaynaklarin verimli kullanilmasi, enerji verimliliginin artirilmasi, atik ve emisyonlarin
azaltilmasidir (Sharma ve Henriques, 2005). Yesil yonetim, isletme siireclerine gevreye
duyarli yaklasimlarin dahil edilmesi siireci olarak tanimlanmakta olup, ¢evresel etkileri en
aza azaltirken ekonomik ve toplumsal yararlar1 artirmay1 hedeflemektedir. (Cetin, Pehlivanl
ve Akin, 2024). Bununla birlikte baz1 arastirmacilar, yesil yonetim kavraminin 6zellikle
1973 Petrol Krizi sonrasinda daha goriiniir hale geldigini; ekonomik biiylimenin dogal
kaynaklar iizerindeki olumsuz etkileri nedeniyle bu donemde kaynaklarin verimli
kullanilmasia duyulan ihtiyaglarin kavramin gelisimini hizlandirdigini ifade etmektedir
(Karabulut, 2023).

Yesil yonetim, isletmelerin ¢evresel sorumluluk iistlenerek itibarlarin1 koruduklar ve
rekabet avantaji sagladiklar bir siireci ifade etmektedir. Banerjee (2001), yesil yonetim
stratejilerinin  kaynaklar1 verimli kullanarak maliyetleri diislirdiiglinii belirtmektedir
(Banerjee, 2001). Bu yoniiyle yesil yonetim, isletmelerin hem g¢evresel hem de ekonomik
performanslarini iyilestirmelerine imkan taniyan bir yaklasim olarak degerlendirilmektedir.
Yesil yonetim, stirekli iyilestirme tizerine odaklanarak siirdiiriilebilirligi desteklemektedir.
Stirdiirtilebilirlik hedeflerine ulagmak i¢in isletmelerin ¢evresel uygulamalari hayata
gecirmesi ve operasyonel siireclerini bu dogrultuda yeniden yapilandirmasi gerekmektedir.
Iklim degisikligi farkindaligi, bu konudaki sorumluluklarin kime ait oldugunu ve toplum
bilinci yaratmay1 6n plana ¢ikarmaktadir (Agiralan, ve Sadioglu, 2021). Dolayisiyla yesil
yonetim, cevresel farkindaligin artmasiyla birlikte isletmelerin toplumsal sorumluluklarin
daha goriniir sekilde yerine getirmelerini zorunlu kilmaktadir. Uluslararasi diizeyde yagsanan
degisimlerin temel nedenleri arasinda artan ¢evresel mevzuatlar ve yasal zorunluluklar, yesil
tilketime yonelik nis pazarlarin olusmasi, ¢evre orgiitlerinin etkisi, isletmelerin kaynaklari
daha verimli kullanarak maliyetleri diisiirme ¢abasi ve ¢evreye duyarh isletmelerin rekabet
avantaji elde etmesi yer almaktadir (Pane Haden, Oyler ve Humphreys, 2009). Bu
gelismeler, isletmelerin yesil yonetim uygulamalarini stratejik bir tercih olarak
benimsemelerini tesvik etmektedir. Porter ve van der Linde (1995), ¢evresel diizenlemelerin
sadece bir maliyet unsuru olarak goriilmemesi gerektigini; aksine inovasyonu destekleyerek
verimliligi artirabilecegini ve uzun donemde rekabet avantaji saglayabilecegini ileri
siirmektedir. Jabbour (2011) ise yesil insan kaynaklar1 yonetimi ve c¢evresel stratejilerin
benimsenmesinin isletmelerin c¢evresel performansinit giiclendirdigini ve kurumsal
stirdiiriilebilirligin saglanmasinda 6nemli bir rol oynadigini ifade etmektedir.
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2. 2. Yesil Yonetimin Temel flkeleri

Yesil yonetim anlayisinin kurumsal yapilarda etkili bir sekilde uygulanabilmesi, belirli
ilke ve stratejilere dayanmasini gerektirmektedir. Bu ilkeler, isletmelerin ¢evresel
stirdiiriilebilirligi temel bir yonetim yaklasimi olarak benimsemelerini saglamaktadir (Bansal
ve Roth, 2000). Bu ilkeler; ¢evresel sorumluluk ve yasal uyumluluk, kaynak verimliligi ve
atiklarin azaltilmasi, yenilenebilir enerji ve temiz teknolojilerin kullanimi, siirdiiriilebilir
tedarik zinciri yonetimi, paydas katilimi ve seffaflik, siirekli iyilestirme ve yenilikeilik,
stratejik entegrasyon ve kurumsal kiiltiirdiir (Aragon-Correa ve Sharma, 2003).

Yesil yonetimin temel ilkelerinden biri olan ¢evresel sorumluluk ve yasal uyumluluk
isletmelerin ¢evresel etkilerini kabul etmeleri ve bu etkileri azaltmak i¢in aktif sorumluluk
iistlenmeleri olarak tanimlanmaktadir. Bu ilke, ¢cevre mevzuatina uyum saglamanin yani sira,
goniillii gevresel standartlarin benimsenmesini de igermektedir (Bansal ve Roth, 2000).

Bir diger temel ilke, kaynak verimliligi ve atiklarin azaltilmasidir. Enerji, su ve
hammadde gibi kaynaklarin etkin kullanimi hem ¢evresel etkiyi azaltir hem de isletmelere
maliyet avantaji saglamaktadir. Uretim siireglerinde kaynak israfinin nlenmesi, geri
doniisiim oranlarinin artirilmasi ve atik yonetimi sistemlerinin gii¢lendirilmesi bu kapsamda
Oonem tagimaktadir (Porter ve van der Linde, 1995).

Yesil yonetimin bir diger ilkesi yenilenebilir enerji ve temiz teknolojilerin kullanimidir.
Fosil yakitlara olan bagimliligin azaltilmasi, giines, riizgar ve biyokiitle gibi yenilenebilir
enerji kaynaklarimin {retim silireclerine entegre edilmesi, sera gazi emisyonlariin
diistiriilmesini saglamaktadir. Ayrica g¢evre dostu teknolojilerin gelistirilmesi, c¢evresel

etkilerin azaltilmasinin yani sira teknolojik yenilik kapasitesini de artirmaktadir (Rennings,
2000).

Cevresel etkilerin sadece iretim siiregleriyle smirli olmadigr diistintildigiinde,
surdiiriilebilir tedarik zinciri yonetimi bir baska onemli ilke olarak 6ne g¢ikmaktadir.
Hammadde temininden dagitima kadar her asamada cevreye duyarli uygulamalarin
benimsenmesi, tedarik¢ilerle is birligini gliclendirir ve zincirin genelinde ¢evresel
standartlarin yiikselmesine katkida bulunmaktadir (Sarkis, Zhu ve Lai, 2011).

Yesil yonetimin basarist1 ayn1 zamanda paydas katilimi ve seffafliga da baghdir.
Isletmeler, cevresel performanslarini ¢alisanlar, miisteriler, sivil toplum kuruluslari, yerel
topluluklar ve yatirimcilarla agik bir sekilde paylasmali, cevresel raporlama ve iletisim
stratejilerini giiglendirmelidir. Bu yaklasim, kurumsal itibar1 artirarak toplumsal giivenin
olugmasina katki saglamaktadir (Delmas ve Toffel, 2008)

Yesil yonetim duragan bir siire¢ degil, siirekli iyilestirme ve yenilik¢ilige dayanan
dinamik bir yaklasimdir. Isletmeler cevresel performanslarini diizenli olarak olgmelli,
degerlendirmeli ve yeni teknolojilerle siireglerini gelistirmelidir. Bu hem ekolojik hem de
ekonomik performansin artmasina katki saglamaktadir (Aragon-Correa ve Sharma, 2003).

Son olarak, kurumsal kiiltiir ilkesi, yesil yonetimin kalici bir doniisiim yaratmasinda kilit
rol oynamaktadir. Cevresel stratejilerin isletme vizyonu, misyonu ve Kkiiltiiriiyle
biitlinlesmesi; iist yonetimin destegi ve ¢alisanlarin bilinglendirilmesiyle miimkiin
olmaktadir. Cevresel hedeflerin tiim oOrgiitsel siireglere yansitilmasi, yesil yonetimin kurum
genelinde koklesmesini saglayacaktir (Bansal, 2005).
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3. Siirdiiriilebilir Kalkinma Amaglari
3. 1. Birlesmis Milletler Siirdiiriilebilir Kalkinma Amaclari (SKA)

Sanayilesme ve ekonomik bliylime, ¢evre ve iklimde olumsuz etkiler yaratmis, bu da
“stirdirilebilirlik” kavraminin 6nemini artirmustir. Siirdiiriilebilirlik, sadece ¢evresel
boyutlartyla degil; ekonomik istikrar1 ve toplumsal refah1 da kapsayan biitlinciil bir
yaklasimdir. Doga ile toplum arasindaki iligkileri gozeterek, gelecek nesillerin haklarini
koruyup ekolojik dengeyi siirdiirmeyi amagladigi kadar; adil gelir dagilimini, istthdamin
devamliligini ve toplumsal esitligi saglamayr da hedeflemektedir. Bu yoniiyle
stirdiiriilebilirlik, ¢evresel, ekonomik ve sosyal sistemler arasindaki karsilikli bagimliligi
temel almaktadir (Elkington ve Rowlands, 1999). Bu ama¢ dogrultusunda, Birlesmis
Milletler tarafindan 2015 yilinda belirlenen 17 ana hedef ve 169 alt hedefin 2030 yilina kadar
gergeklestirilmesi beklenmektedir. (Yilmaz ve Yiicel, 2022).

BM 2030 Siirdiiriilebilir Kalkinma Amagclari, énemli hedefler icermektedir ve bu
hedeflere ulasmak i¢in kiiresel bir ¢aba gerekmektedir. Bu siirece bireyler, isletmeler, kamu
kurumlar1 ve yerel ydnetimler katkida bulunmalidir. Ulkelerin bu amagclar1 destekleyici
stratejiler gelistirmesi asamalari ilerletmek agisindan énemlidir. Yerel yonetimler, halka en
yakin olan birimler olarak 6nemli bir rol oynamaktadir. Kamu kurumlar1 ve yerel yonetimler,
SKA faaliyetlerini raporlayarak ilerlemeyi izlenebilir hale getirmelidir (Haberal ve Isik,
2024). SKA’lar asagida belirtildigi sekilde siralanmaktadir (United Nations, 2017; Keles,
2023):

e SKA 1: Yoksullugun Onlenmesi: Her yerde her tiirlii yoksullugu énlemek.

e SKA 2: Achigin Onlenmesi: A¢lhigi sona erdirmek icin gida giivenligini, beslenmeyi
tyilestirmek ve siirdiiriilebilir tarim1 desteklemek.

e SKA 3: Iyi Saglik ve Refah: Her yasta refahi tesvik etmek ve saglikli yasamlari
giivence altina almak.

e SKA 4: Nitelikli Egitim: Kapsayict ve adil egitimi saglamak ve herkes igin yasam
boyu 6grenmeyi tesvik etmek.

e SKA 5: Toplumsal Cinsiyet Esitligi: Kadinlar1 ve kiz ¢ocuklarini gliglendirmek ve
toplumsal cinsiyet esitligini saglamak.

e SKA 6: Temiz Su ve Sanitasyon: Herkes icin temiz suya ve sanitasyona erigimi
saglamak.

e SKA 7: Erisilebilir Temiz Enerji: Herkes i¢in giivenilir, siirdiiriilebilir ve modern
enerjiye erisimi saglamak.

e SKA 8: Insana Yakisir Is ve Ekonomik Biiyiime: Herkes icin insana yakisir is ile
kapsayici ve siirdiiriilebilir ekonomik biiylimeyi desteklemek.

e SKA 9: Sanayi, Inovasyon ve Altyapr: Siirdiiriilebilir sanayilesmeyi tesvik etmek ve
dayanikli altyap1 olusturmak.

e SKA 10: Esitsizliklerin Azaltilmas1: Ulkeler i¢inde ve iilkeler arasinda esitsizligin
azaltilmasi.

e SKA 11: Siirdiiriilebilir Sehirler ve Topluluklar: Insan yerlesimlerini giivenli,
kapsayici ve siirdiiriilebilir hale getirmek.

e SKA 12: Sorumlu Tiiketim ve Uretim: Siirdiiriilebilir tiikketim ve iiretim modellerini
saglamak.

e SKA 13: iklim Eylemi: Iklim degisikligi ve etkileriyle miicadele etmek igin acil
eylemde bulunmak.

e SKA 14: Su Altindaki Yasam: Siirdiiriilebilir kalkinma i¢in okyanuslar1 ve deniz
kaynaklarin1 korumak.

e SKA 15: Karada Yasam: Ekosistemleri siirdiiriilebilir bir sekilde yonetmek,
collesmeyle miicadele etmek ve biyolojik ¢esitliligi korumak.
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e SKA 16: Baris, Adalet ve Giiclii Kurumlar: Herkesin adalete erisebildigi bariscil ve
kapsayici toplumlar tesvik etmek.

e SKA 17: Hedefler i¢in Ortakliklar: Siirdiiriilebilir kalkinma icin ortakliklar1 ve
uygulama araglarini gliclendirmek.

Yukarida siralanan 17 Stirdiriilebilir Kalkinma Amaci, diinya genelinde insanlarin karsi
karsiya bulundugu ekonomik, sosyal ve ¢cevresel sorunlari ele almak {izere olusturulmustur.
Isletmeler, bu hedeflere ulasilmasina énemli dlciide katkida bulunarak ve yeni is firsatlart
yaratarak siirdiiriilebilirlik algilari tizerinde olumlu etkiler yaratabilecektir (Edinsel, 2023).

4. Yesil Yonetim ve SKA iliskisi: Cevresel, Ekonomik ve Toplumsal Boyutlar

Yesil yonetim, cevresel siirdiiriilebilirligi isletme stratejilerinin temel bir parcasi haline
getirerek, Birlesmis Milletler’in belirledigi SKA’lar ile dogrudan bir baglant1 kuran bir
yonetim tarzidir. SKA’lar, yoksullugun sona erdirilmesi, diinyanin korunmasi ve herkesin
refahinin saglanmasi gibi 17 6nemli hedeften olusmaktadir (United Nations, 2015). Yesil
yonetim, ozellikle SKA 7 (Erisilebilir ve Temiz Enerji), SKA 9 (Sanayi, Inovasyon ve
Altyap1), SKA 12 (Sorumlu Uretim ve Tiiketim) ve SKA 13 (iklim Eylemi) olmak iizere
dogrudan katkida bulunmaktadir (Jum’a, 2023).

Isletmeler, yesil yonetim uygulamalar1 sayesinde enerji verimliligini artirma, karbon
saliimini azaltma ve atik yonetimini daha verimli hale getirme uygulamalar1 sayesinde
cevresel, ekonomik ve toplumsal siirdiiriilebilirlik saglayabilmektedirler (Epstein, 2018). Bu
uygulamalar, ¢evresel etkilerin azaltilmasinin yani sira isletmelerin yenilik yapma
yeteneklerinin artmasini ve rekabet avantaji1 elde etmesini de tesvik etmektedir. Ciinkii yesil
teknolojiler ve yenilikler, kaynak tiiketimini azaltarak dongiisel ekonomi (iiretim ve tiikketim
stireglerinde kaynaklarin miimkiin oldugunca uzun siire kullanildigi, ati§in en aza indirildigi
ve yeniden kullanimin, onarimin, geri donilisiimiin ve yenilenmenin esas alindigt bir
ekonomik model) yaklasimlarini yayginlagtirmaktadir (Geissdoerfer, Savaget, Bocken ve
Hultink, 2017).

Yesil yonetim uygulamalari sosyal siirdiiriilebilirligi de giiclendirmektedir. Cevre dostu
politikalar benimseyen isletmeler, ¢alisanlarin ¢evresel farkindaliklarini artirarak toplumsal
cevre bilincini yiikseltmektedir. Bu durum, SKA 4 (Nitelikli Egitim) ve SKA 8 (insana
Yakisir Is ve Ekonomik Biiyiime) hedefleri iizerinde de olumlu etkiler yaratmaktadir
(Dangelico ve Pujari, 2010). Bununla birlikte yesil yonetim uygulamalari, sadece gevresel
strdiiriilebilirligi desteklemekle kalmayip, isletmelerin ekonomik siirdiirtilebilirligine de
dogrudan katki saglamaktadir. Kaynak verimliligi, enerji tasarrufu ve atiklarin yeniden
kullanim1 gibi uygulamalar isletme maliyetlerini azaltarak uzun vadeli ekonomik istikrari
giiclendirmektedir. Bu yoniiyle yesil yonetim, siirdiirtilebilir ekonomik biiylime, yenilikgilik
ve sanayilesme siireglerini destekleyen SKA 8 (Insana Yakisir Is ve Ekonomik Biiyiime) ile
SKA 9 (Sanayi, Yenilik¢ilik ve Altyap1) hedefleriyle dogrudan iligkilidir. Boylece yesil
yonetim, c¢evresel sorumluluk kadar ekonomik dayanikliligi da kapsayan biitiinciil bir
stirdiirtilebilirlik yaklasimini giiclendirmektedir (Geissdoerfer vd., 2017). Bu kapsamda,
yesil yonetim uygulamalari sadece ¢evresel siirdiiriilebilirligi degil, ayn1 zamanda ekonomik
bliylime, yenilik¢ilik, isttihdam ve toplumsal refah gibi alanlarda da ©nemli katkilar
saglamaktadir ve bu katkilar, Birlesmis Milletler tarafindan belirlenen farkli SKA
hedefleriyle dogrudan baglantilidir ve bu iligkilere Tablo 1°de yer verilmistir.
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Tablo 1. Yesil Yénetim Uygulamalar ve Siirdiiriilebilir Kalkinma Amaclar iliskisi

Yesil Yonetim Uygulamalari

SKA Hedefi

Katki

Diisiik gelirli kesimlerin is gliciine
katiliminin saglanmast

SKA1
(Yoksulluga Son)

Sirdurilebilir tretim ve istthdam modelleri
olusturarak ekonomik kapsayicilig
desteklenmesi

Karbon saliniminin, hava ve su

e SKA 3 (Saglik ve | Insan sagligini dogrudan etkileyen cevresel
k1r hh‘glmn azaltlmast, Atik Kaliteli(Yaiam) faktérlergin%(ontroﬁlltlna ahans1
yonetimi

. SKA 4 Toplumsal olarak ¢evre bilincinin
Egitim ve farkindalik (Nitelikli Egitim) oluI;turulmasL gelistirilmesi ve siirdiiriilmesi
Kadinlarin karar alma SKAS
mekanizmalarina katilimimin (Toplumsal Toplumsal cinsiyet esitliginin giiglenmesi
saglanmasi Cinsiyet Esitligi)

Su kaynaklarinin verimli kullanimi1
ve Sanitasyon bilincinin artiritlmasi

SKA 6 (Temiz Su
ve Sanitasyon)

Cevresel su kaynaklariin korunmasi ve
sanitasyon ve saglik bilincinin artmasi

Enerji verimliligi i¢in yenilenebilir
enerji kullanimi

SKA7
(Erisilebilir
Temiz Enerji)

Karbon saliniminda azaltma ve enerji
tasarrufu igin ¢evresel stirdiiriilebilirlige katki
saglanmasi

SKA 8

Yeni istihdam ve galisan (Insana Yakisir Is | Yeni istihdam alanlarinin olusumu ile sosyal
farkindalig1 saglanmasi ve Ekonomik ve ekonomik siirdiiriilebilirligin saglanmasi
Biiylime)
SKA9
Yesil inovatif girisimler ve ¢evre (Sanayi, Teknolojinin siirece dahil edilmesiyle
dostu teknolojilerinin entegrasyonu | Inovasyon ve ekonomik biiylimenin desteklenmesi
Altyap1)
Kaynaklarin adil c}agltlmlm ve SK'A'l(’) . Sosyal esitligi gliclendirir ve kaynaklarin adil
sosyal kapsayiciligl temel alan bir | Esitsizliklerin "
. . kullaniminin saglanmasi
anlayis benimsenmesi Azaltilmasi)
Yesil binalar, enerji verimli ulagim SKA 11
&3 S Jiverim'l wias (Siirdiiriilebilir Sehirlerin daha yasanabilir, kapsayici ve
sistemleri ve atik geri doniistimiin . .. .
- Sehirler ve ¢evre dostu hale getirilmesi
saglanmast
Topluluklar)
SKA 12
Geri doniisiim uygulamalarinin (Sorumlu Atik miktarinin distiriilmesi ve verimli
yayginlasmasi Tiiketim ve kullanimin saglanmasi
Uretim)
Kurumsal sosyal sorumlulugun SKA 13 Iklim degisimi ile miicadelede aktif katilimin
saglanmast (iklim Eylemi) saglanmasi

Dogal kaynaklarin bilingli
kullanimi ve ekosistem
hizmetlerinin desteklenmesi:

SKA 15 (Karasal
Yasam)

Dogal ekosistemlerin korunmasi ve biyolojik
gesitliligin stirdiiriilmesi

Seffaflik, etik yonetisim ve hesap
verebilirlik ilkelerini benimsenmesi

SKA 16 (Baris,
Adalet ve Gliglii
Kurumlar)

Etik degerler ve giiclii kurumsal yapilarin
gelisiminin desteklenmesi

(Liu, Gao, Cao, Mushtag, Chen ve Wan, 2022; Saha, Hasan, Islam ve Priom, 2024)

4. 1. Cevresel Katkilar

1992 yilinda Rio’da Birlesmis Milletler tarafindan dilizenlenen bir konferansta,
kalkinmanin g¢evreyi somiirmesi ele alinarak sorunun fiiretim ve tiikketim kaliplarindan
kaynaklandig1 belirtilmistir. Bu konferansla birlikte ¢evresel siirdiiriilebilirlik kavrami
uluslararasi politika giindeminde daha goriiniir hale gelmis; dogal kaynaklarin korunmasi,
yenilenebilir enerji kullanimi ve ekolojik dengeyi gézeten kalkinma modellerinin gerekliligi
vurgulanmistir (Onder ve Ozgelik, 2023).

Giiniimiizde ¢evresel siirdiirtilebilirlik, ekonomik ve sosyal gelisim arasinda saglanmasi
gereken denge daha karmasik bir hal almistir. Rio Konferansi’nda ifade edilen iiretim ve
tiketim aligkanliklarmin degistirilmesi ihtiyaci, sadece cevre politikalarini degil, aym
zamanda diinya ekonomik yapisim1 da yeniden gézden gecirmeyi zorunlu kilmistir. Bu
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nedenle, ¢evre dostu kalkinma hedeflerine ulasmak i¢in yoksullukla miicadele ve dogal
kaynaklarin verimli yonetimi gibi siire¢lerin bir arada ele alinmasi gerekmektedir (Vergragt,
Akenji ve Dewick, 2014). Diinyada yoksulluk artarken, ¢evre sorunlari da artmaktadir.
Yoksulluk, ¢evre sorunlarinin hem nedeni hem de sonucudur. Arastirmalar, siirdiirtilebilir
kalkinmanin yoksullugu azaltmadan ger¢eklesmeyecegini gostermektedir (Eskinat, 2016;
Arpacioglu Ozdemir ve Oguz, 2018). Gelismis iilkelerde yiiksek tiiketim istekleri varken, az
gelismis tilkeler gevresel sorunlardan daha ¢ok etkilenmektedir. Cevre, tim canlilarin
yasamini siirdiirebilmesi i¢in gerekli ihtiyaclari karsilayan biiylik bir ekosistemdir; bu
nedenle mevcut kaynaklarin etkin ve dengeli sekilde kullanilmas1 gerekmektedir. Ancak
cevresel kaynaklarin sinirli oldugu gercegi goz onilinde bulunduruldugunda, siirdiiriilebilir
kalkinma siireci g¢evrenin korunmasi agisindan ¢esitli zorluklar ortaya c¢ikarmaktadir.
Insanlar siirekli bir iiretkenlik yarisinda, bu da kaynaklarin smirli oldugu diinyada
stirdiiriilebilirligi imkansiz kilmaktadir. Kalkinma sadece parasal birikim degil, ¢evresel
kaynaklarin sermayeye doniistliriilmesidir. Bugiin bu siireg, hizla devam etmektedir (Kusat,
2013).

Yesil yonetim anlayisi, ¢evre korumasini sadece kaynaklarin korunmasi ile kisitlamayip,
isletme siireglerinin her asamasinda dogaya duyarli karar verme aligkanligini yaymayi
amagclayarak, atik miktarimi azaltmak, enerji verimliligini artirmak, karbon salinimini
azaltmak ve yenilenebilir enerji kaynaklarini kullanmak gibi uygulamalar, SKA 7
(Erisilebilir ve Temiz Enerji) ve SKA 13 (iklim Eylemi) hedeflerine dogrudan katkida
bulunmaktadir. Ayrica, su ve toprak kaynaklarnin siirdiiriilebilir bir sekilde yonetimi, SKA
6 (Temiz Su ve Sanitasyon) ve SKA 15 (Karasal Yasam) ile baglantilidir. Dongiisel {iretim
yontemleri ile geri doniisiim siireclerinin benimsenmesi, SKA 12 (Sorumlu Uretim ve
Tiiketim) dogrultusunda Onem tasimaktadir. Bu nedenle, yesil yonetim, c¢evresel
stirdiiriilebilirlige katkida bulunmanin 6tesinde, dogal kaynaklarin korunmasini ekonomik
sistemin merkezine koyarak stirdiiriilebilir kalkinma hedeflerinin ¢evresel boyutuna biitiinsel
bir katki saglamaktadir (Ferraz ve Pyka, 2023; Raman, Ray, Das ve Nedungadi, 2025).

4. 2. Sosyal Katkilar

Cevre dostu yonetim stratejileri, isletmelerde insan odakli bir stirdiiriilebilirlik anlayisi
yaratmaktadir. Bu yontem, caliganlarin saghigmi korumayi, is glivenligini artirmayi ve
cevresel tehlikeleri azaltarak c¢alisma yasaminin Kalitesini yiikseltmeyi hedeflemektedir
(Hart ve Milstein, 1999). Ayrica yesil uygulamalar, kadmlarin ve genglerin istihdamini
miimkiin kilan stirdiiriilebilir is modellerini destekleyerek toplumsal cinsiyet esitligi ve
ekonomik katilim hedeflerine de katki sunmaktadir (Conceigdo, 2020).

Cevre dostu yonetim uygulamalari, sosyal siirdiiriilebilirligin giiclendirilmesine birgok
sekilde katkida bulunmaktadir. ilk olarak, alisanlarm saglik ve giivenligini dnceliklendiren
uygulamalar, SKA 3 (Iyi Saglik ve Refah) ile dogrudan baglantilidir ve bu hedef saglikli
bireyler ve kaliteli yasami amaglamaktadir. Ayrica, kadinlar ve gencler i¢in istihdam
olanaklari olusturulmasi, SKA 5'in (Toplumsal Cinsiyet), yani toplumsal cinsiyet esitligi
amacin1 desteklemektedir (Lozano, Carpenter ve Huisingh, 2015). Bunun yani sira, etik
degerlere dayanan kurumsal politikalarin benimsenmesi, toplumsal adalet ile esitligin
giiclenmesine yardimci olmakta; bu da SKA 16 (Baris, Adalet ve Giiglii Kurumlar ) ile, baris,
adalet ve giiclii kurumlar hedefi ile ortiismektedir. Yesil yatirimlar ise yerel kalkinma ve
toplum dayaniklihgini destekleyerek, SKA 8 (Insana Yakisir Is ve Ekonomik Biiyiime ) ve
SKA 10 (Esitsizliklerin Azaltilmasi ) ile yakindan iliskilidir. Bu ¢ercevede, ¢evre dostu
yonetim, siirdiiriilebilir kalkinmanin sosyal boyutunda esitlik ve kapsayicilik ilkelerinin
kurumsal alanda yerlesmesine olanak taniyan kapsamli bir yaklasim sunmaktadir (United
Nations, 2015; Fallah Shayan, Mohabbati-Kalejahi, Alavi ve Zahed, 2022). Ayrica yesil
yonetim, kurumsal sosyal sorumluluk politikalariyla birleserek toplumsal farkindaligi ve
cevre bilincini artirirken, isletmelerin ¢evreye duyarli eylemleri, toplumda ¢evre bilincini
tesvik eder ve bireylerin siirdiiriilebilir yasam tarzlarina yonelmesine yardim etmektedir
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(Carroll ve Shabana, 2010). Ek olarak, yesil egitim programlari ve farkindalik faaliyetleri,
cesitli topluluklarda ¢evreye dair bilincin artmasina yardimci olmaktadir. Bu durum, SKA 4
(Nitelikli Egitim) ¢ercevesinde siirdiirtilebilirlik kiiltiiriiniin gelisimine katki saglamaktadir
(UNESCO, 2017). Bunun yani sira, yesil yoOnetim politikalart da sosyal adaletin
desteklenmesine yardime1 olmaktadir. Bu durum, adaletin ve esitligin saglanmasina yonelik
SKA 16 (Baris, Adalet ve Giiglii Kurumlar) hedefiyle iliskilidir. Isletmelerin etik ilkeler ile
sosyal sorumluluk standartlarina uyum gostermesi, gelir dagilimindaki dengesizliklerin
azaltilmasmma ve yerel topluluklarin ekonomik yonden desteklenmesine katkida
bulunmaktadir. Bu durum, SKA 1 (Yoksullugun Onlenmesi) ve SKA 10 (Esitsizliklerin
Azaltilmasi) hedefleriyle dogrudan iliskilidir. Yesil yatirimlarin yerel kalkinma {izerindeki
etkisine bakildiginda ise topluluklarin sosyal direncinin artmasina ve uzun vadede kapsayici
ekonomik biiyiimeyi tesvik eden SKA 8 (insana Yakisir Is ve Ekonomik Biiyiime) hedefinin
desteklenmesine katki sagladigi goriilmektedir. Ayrica, siirdiiriilebilir kentsel gelisim ve
yasam kalitesinin artirilmasina yonelik uygulamalar da SKA 11 (Siirdiiriilebilir Sehirler ve
Topluluklar) amacina hizmet etmektedir (Gladwin, Kennelly ve Krause, 1995).

4. 3. Ekonomik Katkilar

Sanayi devrimi ve sonrasinda gergeklesen teknolojik gelismeler, enerji tiiketimini fosil
yakitlarla karsilayarak ¢evreye biiylik zararlar vermistir. 1970’lerdeki petrol krizi, gevreye
saygili bir ekonomik biiyiime modelinin gerekliligini ortaya koymus; bu ihtiyacla,
stirdiirtilebilir kalkinma yaklasimi gelistirilmistir. 2000’li yillarda ise yesil ekonomik
biiylime anlayis1 benimsenmistir. Yesil ekonomik biiyiime de kaynaklarin smirli oldugunu
ve ¢evresel tehditlerin ekonomilere zarar verebilecegini kabul eden bir modeldir. Paul Ekins
bu modeli ¢evreyi dikkate alan siirdiiriilebilir ekonomik kalkinma olarak tanimlamistir
(Ekins, 2002). OECD de yesil ekonomik biiyiimeyi, dogal varliklar1 koruyarak ekonomik
biiyiimeyi ve gelismeyi saglamak olarak tanimlamaktadir (T6th, 2014).

Yesil ekonomik biliylime, 2008-2009 krizinden sonra iilkelerin yasadigi ekonomik,
cevresel ve siyasi sorunlart asmak i¢in 6nemli bir politika araci olarak ortaya ¢ikmistir. Bu
diisiince, “Yesil Yeni Diizen” olarak adlandirilan yeni bir ekonomi anlayis1 gercevesinde
gelistirilmistir. Yesil ekonomik biiyiime, diisiik karbon vergisi ve siirdiiriilebilir is firsatlar
yaratma gibi politikalarla uygulanmaya baglanmistir (Yalgin, 2016). Bu model, sera gazi
emisyonlarint azaltmayi, dogal kaynaklari korumay:r ve ekonomik esitsizligi azaltmayi
hedeflemektedir. UNEP’in 2009 raporuna gore, bu yaklasim diinya ekonomisini
canlandirmak, siirdiiriilebilir biiylimeyi saglamak ve karbon bagimliligini azaltmak i¢in ii¢
amag belirlemistir (Demirtas, 2017).

Stirdiirtilebilirlik kavrami, yesil kavramiyla birlikte anilmakta ve ikisi bir biitiin
olusturmaktadir. Siirdiiriilebilir kalkinma hem ¢evre hem de kalkinma unsurlarini igerir. Bu
iki kavram birbirini desteklerken ayni zamanda siirekli bir ¢atigsma halindedir. Kalkinma i¢in
kaynak tiikketimi gereklidir, bu da ¢evrenin tiikenmesine yol agmaktadir. Cevre, kendisini
yenileyemediginde bu durum insanogluna ¢esitli sekillerde geri donmektedir. Asirt tiiketim,
cevrenin yenilenmesini engeller ve atiklar ¢evreye zarar vermekte; bu durum negatif
digsallik olarak adlandirilmaktadir. Yesil ekonomik biiyiime, yeni bir ekolojik diisiince
hareketidir ve siirdiiriilebilir kalkinma amacii giitmektedir. Her iilkenin kamu
politikalarinda yer almasi gerekmektedir. Bu yaklagim, dogal kaynaklarin optimal
kullanilmasmi tesvik ederken ¢evresel sorunlari uzun vadeli ekonomik biiyiime ile
dengelemeyi amaglamaktadir (Yilmaz, 2018). Bu kapsamda yesil ekonomik biiyiime,
ekonomik biiylime ile ¢evresel siirdiiriilebilirlik arasinda baglant1 kurmaktadir. Ana hedefi,
yatirnm artis1 ve ekonomik biiyiime ile birlikte cevre kalitesini ve sosyal kapsayicilig
artirmaktir. Bu yaklagim, c¢evresel sorunlarin ve ekonomik biiylime arasindaki olumsuz
etkilesimleri diizeltmeyi hedeflemektedir. Ayrica, dogal kaynaklarin azalmasi ve ekosistem
bozulmalarinin etkileri, biiylime hesaplamalarina dahil edilmelidir. Yesil ekonomik biiyiime,
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stirdiiriilebilir kalkinma amacia ulagsmak i¢in kaynaklari en iyi sekilde kullanmay1 ve
gerekli diizenlemeleri yapmay1 dnemsemektedir (Oz¢ag ve Hotunluoglu, 2015).

Yesil yonetimin ekonomik faydalar: SKA ile siki bir bag icindedir. Enerji tasarrufu, temiz
enerjiye gegis ve karbon saliniminin azaltilmasi, SKA 7 (Erisilebilir ve Temiz Enerji) ve
SKA 13 (Iklim Eylemi) kapsaminda isletmelerde maliyetleri diisiiriirken riskleri de
azaltmaktadir. Ayn1 zamanda, yenilenebilir enerji yatirimlar1 ve verimlilik projeleri, SKA 9
(Sanayi, Yenilikgilik ve Altyap1) hedeflerine ulagilmasina yardimci olmaktadir. Kaynaklarin
etkin kullanimi, atiklarin azaltilmasi ve dongiisel iiretim stratejileri, SKA 12 (Sorumlu
Uretim ve Tiiketim) ile uyumlu bir sekilde, girdi maliyetlerini azaltarak tedarik zincirinin
verimliligini artirmaktadir (Ekins, 2002). Yesil istihdam ve yerel tedarik zincirleri ile
KOBI’lerin ¢evresel déniisiimiine katk1 saglanarak, SKA 8 (Insana Yakisir Is ve Ekonomik
Biiyliime) desteklenmektedir. Su ve hammaddeye bagimliligin azaltilmasi, iklim degisikligi
ve kaynak kitligina bagli arz soklarmma karsi ekonomik dayanikliligi artirmaktadir. Bu
baglamda, yesil yonetim isletme performansini yiikseltmenin yani sira, ekonomik biiylime
ile cevresel siirdiiriilebilirligi ayni liretim siirecinde birlestiren bir deger yaratma yaklagimi
olarak SKA hedeflerini isletmelere tagimaktadir (UNEP, 2009).

Yabanci literatiirde yesil ekonomik biiylimenin c¢evresel ve yesil teknolojilerle
saglanacag belirtilmektedir. Geligmis iilkelerin bu teknolojilere sahip oldugu ve bunlarin
gelismekte olan iilkelere transfer edilmesi gerektigi de vurgulanmaktadir. Popp (2012), yesil
biliylimeyi tesvik etmek icin bes Oneri sunmaktadir. Birinci oneri, yiiksek gelirli iilkelerin
Ar-Ge faaliyetlerinin teknoloji transferini kolaylastirmasidir. fkinci olarak, mevcut
teknolojilerin yerel pazar kosullarina uyum saglamasi i¢in uyarlanabilir Ar-Ge 6nemlidir.
Ugiincii olarak, teknoloji transferinin bilgi yayilimim artirarak yesil bityiimeyi tesvik etmesi
daha kolay olacaktir. Ddrdiincii oneri, finansal kisitlamalar ve kullanim kolayliginin
gelismekte olan iilkelerde yesil teknolojilerin yayilmasi tizerinde 6nemli rol oynamasidir.
Besinci olarak, piyasa gli¢lerinin kirliligi 6nlemeyi tam anlamiyla 6diillendirmemesi
nedeniyle, yesil teknolojilere yonelik pazarlar yaratmak icin politika tesvikleri
gerekmektedir.

5. Yesil Yonetim ve SKA Kapsaminda Tiirkiye’nin Basari ve Zorluk Alanlar

Tiirkiye’nin Sirdiirtilebilir Kalkinma Amaglari’na (SKA) yonelik performans: hem
onemli ilerlemelerin hem de cesitli yapisal zorluklarin bir arada bulundugu karmasik bir
goriinim sergilemektedir. 12. Kalkinma Plam1 (2024-2028), iilkenin yesil ve dijital
dontisiime oncelik verdigini acik sekilde ortaya koyarken, 2053 net sifir emisyon hedefi ve
Ulusal Katki Beyan1 kapsamindaki taahhiitler, basta temiz enerji ve enerji verimliligi olmak
tizere ¢evresel yatirnmlarin hizlandirilmasin1 zorunlu kilmaktadir. Bununla birlikte, 2024
yilinda yasanan yiiksek enflasyonun (TUFE %44,4) hane halklar1 iizerindeki baskiy:
artirmast ve 2023 depremlerinin yaratti§1 yeniden insa ihtiyaci, yoksulluk ve kirilganlik
risklerini yilikseltmis; dayanikli altyapr ve kapsayici biiyiime politikalariin 6nemini bir kez
daha ortaya koymustur.

Egitim ve saglik alanlarinda kaydedilen ilerlemeler ile yerel diizeyde SKA farkindaliginin
artirllmasina yonelik belediyeler ve kalkinma ajanslariyla yiiriitiilen is birlikleri, Tiirkiye’nin
giiclii yonleri arasinda degerlendirilmektedir. Ayrica 6zel sektoriin, Birlesmis Milletler
Kiiresel ilkeler Sozlesmesi yerel ag1 iizerinden SKA uyumunu gelistirmeye yonelik ¢abalart
da olumlu bir unsur olarak 6ne ¢ikmaktadir. Bu g¢ercevede Tiirkiye agisindan oncelikli
politika alanlart; yenilenebilir enerji ve enerji verimliliginin artiritlmasit SKA 7 (Erisilebilir
Temiz Enerji) ve SKA 13 (iklim Eylemi), sanayide temiz teknoloji kullaniminin
yaygmlastirilmasi1 SKA 9 (Sanayi, Inovasyon ve Altyap1), kapsayict istihdamin
giiclendirilmesi ve KOBI’lerde yesil déniisiimiiniin desteklenmesi SKA 8 (Insana Yakisir s
ve Ekonomik Biiyiime), atik yonetimi ve kaynak verimliliginin artirillmast SKA 12 (Sorumlu
Tiiketim ve Uretim) ile iklim ve deprem risklerine dayanikli kentlesme stratejilerinin SKA
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11  (Siirdiiriilebilir ~ Sehirler ve  Topluluklar) gelistirilmesidir.  Genel  olarak
degerlendirildiginde, SKA 7-8-9-11-12-13 hedefleri dogrultusunda yesil yonetim
uygulamalarinin eszamanli sekilde giiclendirilmesi, Tiirkiye’nin ekonomik dayanikliligin
ve rekabet¢iligini artiran 6nemli bir kaldirag niteligi tasimaktadir (United Nations Tiirkiye,
2024).

Tirkiye’nin SKA performansina iliskin ulusal politika belgeleri ve kalkinma planlari
incelendiginde, yapisal giiclii ve zayif yonlerin daha net ortaya ¢iktig1 goriillmektedir. Yereli
ve Unal (2022), Tiirkiye’nin siirdiiriilebilir kalkinma dogrultusunda ulusal kalkinma planlari
ve stratejik bir yol haritasi gelistirdigini; 11. Kalkinma Plani’nda SKA’lara yonelik ¢esitli
tedbirlerin belirlendigini ifade etmektedir. Bununla birlikte arastirmacilar, kurumlarin
stratejik planlarinin  siirdiiriilebilirlik hedefleriyle tam uyumlu hazirlanmadigint ve
uygulamada yeterli yonlendirme yapilmadigini da tespit etmislerdir. Bu sonug, politika
diizeyinde onemli adimlar atilmig olsa da kurumsal kapasite ve yonetisim siireclerinin
giiclendirilmesine ihtiya¢ duyuldugunu gostermektedir. Benzer sekilde, uluslararasi ilerleme
raporlart da Tirkiye’nin uzun vadeli SKA hedeflerine uyumunda c¢esitli giicliiklerle
karsilagtigin1 ortaya koymaktadir. Turan, Yavuz ve Yigit (2025), 2023 SKA Raporu’na
atifla, sadece Tirkiye'nin degil birgok iilkenin 2030 hedeflerinden geri kaldigini,
Tiirkiye’nin de hedeflere tam olarak yaklasamadigini belirtmektedir. Calisma, Tiirkiye nin
11. ve 12. Kalkinma Planlari’nin SKA’larla kismen uyumlu oldugunu, ancak bu hedeflerle
tam uyumun heniiz gerceklesmedigini ortaya koymaktadir. Bu baglamda disiplinlerarasi is
birliklerinin artirilmasi, finansman ve kaynak mobilizasyonunun gii¢clendirilmesi, yerel
diizeye odaklanan politika tasarimlarinin yayginlastirilmasi, etkili izleme—degerlendirme
mekanizmalariin kurulmasi ve gevresel stirdiiriilebilirlige verilen 6nemin artirilmasi temel
oncelikler arasinda yer almaktadir.

6. Sonuc ve Oneriler
6. 1. Sonug¢

Diinya, cevre ve toplum icin faydali siirdiiriilebilir uygulamalara giderek daha fazla
odaklanan bir diizene dogru istikrarl bir sekilde ilerlemektedir. Siirdiiriilebilir kalkinma,
gelecek nesillere zarar vermeden mevcut ihtiyaglari karsilamay1 hedeflemektedir ve politika
yapicilarin, faydali ¢evre politikalar1 olusturmak igin isletmelerle birlikte c¢aligmasi
gerekmektedir. Sirdiiriilebilir kalkinma, sadece g¢evresel ve ekonomik sorunlarin Gtesine
gecerek insanlarin hayatta kalmasini ve refahini etkiledigi i¢in bugiin her zamankinden daha
onemli bir konumda bulunmaktadir (Gedik, 2020).

Ekonomik etkiler géz Oniinde bulunduruldugunda, g¢evresel sorunlarin artmasi ve
kiiresellesmenin isletmeler iizerindeki baskisinin  yogunlasmasi, birgok kurulusu
stirdiiriilebilirligi destekleyen yeni uygulamalar benimsemeye yoneltmistir. Bu dogrultuda
isletmeler hem maliyetleri azaltmak hem de uzun vadeli rekabet giliclerini korumak amaciyla
cevreye duyarl liretim siirecleri, enerji verimliligi ¢oziimleri ve kaynak tasarrufu saglayan
yonetim yaklagimlarina daha fazla 6Gnem vermeye baslamistir. Son on yilda da yesil yonetim
uygulamalar1 kiiresel olarak daha rekabetci olmayr hedefleyen kuruluslar icin bir strateji
haline gelmistir. Yesil yonetim uygulamalari, ekonomik verimliligi ve kurumsal tiretkenligi
artirmanin yani sira ¢evresel hasar1 da azaltmaya yardimci olmaktadir (Yurdakul, 2023).
Diizenlemelere uygun olarak {iriin ve operasyonlarin ¢evresel degerini artirmanin pratik bir
yolu olarak hizmet edildiginde kiiresel ¢evre sorunlarina iligkin artan farkindalik nedeniyle
yesil yonetim uygulamalar1 uygulayicilarin, akademisyenlerin, STK’larin ve isletmelerin
ilgisini gekmeye devam etmektedir. Yesil yonetim uygulamalari, iiriin tasarimindan iiretime
ve geri kazanima kadar tedarik zinciri boyunca cesitli yesil faaliyetleri kapsayarak
kaynaklar1 azaltmayi, yeniden kullanmayr ve geri doniistirmeyi amaglamaktadir.
Aragtirmalar, isletme i¢i c¢evre yonetimi ve eko-tasarim gibi farkli yesil yonetim
uygulamalarinin gergevesini ¢izerek isletmelerin siirdiiriilebilirlige odaklanarak, eko-
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tasarim, yesil tedarik, geri doniisiim ve yeniden iiretim gibi stratejiler izleyebilmelerini
kolaylastirmistir (Algin, 2015; Baskdy, 2024). Bu calisma ile de uygulayicilarin nelere
dikkat etmeleri gerektigi ve ne gibi katkilar saglayabilecekleri agiklanarak bir yol haritasi
olusturulmaya calisilmistir.

Toplumsal katkilar agisindan bakildiginda ¢alismanin sonuglari, yesil yonetim
uygulamalarinin siirdiiriilebilir kalkinma hedefleriyle uyum sagladigini ortaya koymustur.
Ozellikle SKA 7 (Erisilebilir ve Temiz Enerji), SKA 8 (Insana Yakisir Is ve Ekonomik
Biiyiime), SKA 9 (Sanayi, Yenilik¢ilik ve Altyap1), SKA 12 (Sorumlu Uretim ve Tiiketim)
ve SKA 13 (iklim Eylemi) hedefleriyle giiclii bir baglant1 s6z konusudur (Redford vd.,
2022). Calisma, yesil yonetimin sadece bir ¢evresel politika olmadigini, ayn1 zamanda
ekonomik biiyiimeyi, sosyal esitligi ve kurumsal sorumlulugu destekleyen kapsamli bir
yonetim anlayisi sagladigimi gostermektedir. Tirkiye’nin yesil yonetim ve SKA
baglamindaki giiclii ve zayif yonleri ele alindiginda isletmelerin yesil yonetime gegisi,
kaynaklarin daha verimli kullanilmasina ve karbon saliniminin azalmasina yol agmaktadir.
Ek olarak, ¢evreye duyarli liretim yontemleri, isletmelere uzun vadede maliyetleri azaltarak
rekabet avantaji sunmaktadir. Sosyal boyuttan bakildiginda, yesil yonetim uygulamalari,
calisan saglig1, toplumsal cinsiyet esitligi, yerel kalkinma ve sosyal sorumluluk konularinda
olumlu etkiler yaratmaktadir (OECD, 2020).

Sonu¢ olarak, yesil yonetim uygulamalari siirdiiriilebilir kalkinma hedeflerinin
gerceklestirilmesinde hem mikro diizeyde (isletmeler ve yerel yonetimler) hem de makro
diizeyde (ulusal ekonomi ve politikalar) 6nemli bir rol oynamaktadir, Bu nedenle,
stirdiiriilebilir kalkinma i¢in biitlinciil bir yaklasimin benimsenmesi, ¢evresel ve ekonomik
dengenin korunmasi agisindan gereklidir. Bu ¢alisma da yesil yonetimin sadece ¢evresel bir
yaklagim degil, ayni zamanda ekonomik verimlilik, sosyal sorumluluk ve kurumsal
yonetisim ile biitiinlesen ¢cok boyutlu bir yonetim anlayisi oldugunu ortaya koymasi
bakimindan 6nemlidir. Ayrica ¢alisma, politika yapicilar, isletmeler ve akademisyenler i¢in
yol gosterici niteliktedir.

6.2. Oneriler

Elde edilen sonuglar 1s181nda, yesil yonetim politikalarinin kamu, 6zel sektér ve sivil
toplum tarafindan ortaklasa benimsenmesi 6nemi biiyiiktiir. Bu baglamda:

e Kamu kuruluslar, yesil yatirnmlar ve yenilik¢i teknolojilere yonelik tesvikleri
artirmali ve yesil doniisiim siirecinde kiigiik ve orta Glgekli isletmelere finansal destek
sunmalidir.

e Isletmeler, iiretim siireglerinde enerji verimliligini artirmayi, karbon emisyonlarin
azaltmay1 ve dongiisel ekonomi uygulamalarini hayata gegirmeyi 6nceliklendirmelidir.

e  Universiteler ve arastirma kurumlari, yesil yonetim alaninda uygulamali arastirmalar
ve egitim programlar: gelistirerek farkindaligr artirmalidir.

e Tiiketicilerin ise ¢evre dostu lirlin ve hizmetlere yonelmesi, siirdiiriilebilir bir talep
olusturmalarma yardimci olacaktir.

e Gelecek arastirmalarda, yesil yonetim uygulamalarinin farkl sektorlerde nasil bir
etki yarattig1 ve isletmelerin bu uygulamalar1 benimserken karsilastiklar giicliiklerin hem
nicel hem de nitel yontemlerle incelenmesi yararli olacaktir.

e KOBIi-biiyiik isletme karsilastirmalari, bdlgesel analizler, tiiketici davranislari ve
egitim programlarinin etkililigi gibi alanlarda yeni ¢aligmalarin yapilmasi uygun olacaktir.
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Extended Summary

The 17 Sustainable Development Goals (SDGs), adopted globally, were established by
the United Nations in 2015 with targets such as ending poverty, reducing inequalities,
protecting the environment, and fostering prosperity. The SDGs demonstrate the
complementarity of environmental, economic, and social development. Environmental
protection and climate change mitigation, in particular, have gained importance due to the
current environmental crises. However, as we approach 2030, global progress remains
insufficient, with many goals stalling or regressing. This necessitates compliance with the
SDGs by both national governments and the private sector. Green management is an
approach that aims to reduce the environmental impact of businesses, increase resource
efficiency, and establish transparent sustainability governance. Green management goes
beyond compliance with legal regulations and refers to embracing environmental
sustainability as a competitive advantage. The interaction between green management and
SDGs focuses on areas such as energy efficiency, circular economy, green building
practices, and carbon management. The aim of this study is to systematize the contributions
of green management practices to the SDGs, make the connections visible, contribute to
academic literature, and provide a roadmap for businesses.

Green management is a concept that emerged in the 1950s within social responsibility. It
aims for organizations to plan and implement their activities with environmental
sustainability and ecological balance in mind. This involves the efficient use of natural
resources, increased energy efficiency, and reduced waste and emissions. Green
management helps companies protect their reputations and reduce costs by taking
environmental responsibility. Sustainable supply chain management aims to ensure
environmental sustainability at every stage. Companies should measure, improve, and report
on their environmental protection. The concepts of "green business” and "green
management™ are similar but different; one is applied at every stage, while the other is
specific to senior management. It is important for top management to have environmental
awareness. Green management encompasses designs and practices that are sensitive to
nature and the environment. This management approach aims to improve the quality of life
in society through principles that improve the environment. The fundamental principles of
green management are environmental regulations, consumer demands, environmental
awareness, green technology, social responsibility, and supply chain management.
Companies must comply with local and international environmental regulations and adopt
environmentally friendly practices. Training employees on environmental responsibilities is
critical to the success of green management. Green technology increases production
efficiency, while social responsibility strengthens the reputation of companies. Continuous
monitoring is crucial for assessing environmental impacts. Supply chain management also
supports sustainability goals. Green management practices provide cost savings and
competitive advantages in the long term. Corporate culture and management are also crucial
in implementing green management. These principles are an approach aimed at balancing
environmental, economic, and social sustainability. Green management is an approach that
emerged within corporate social responsibility in the 1950s and aims to ensure that
organizations conduct their operations with environmental sustainability in mind. The goals
of this approach include the efficient use of natural resources, more efficient use of energy,
and the reduction of waste and emissions. Companies protect their reputations and gain a
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competitive advantage by taking environmental responsibility. Green management reduces
costs by using resources effectively and considers environmental impacts through
sustainable supply chain management. While green management and green management
may seem similar, green management is more often a field used by senior managers. Senior
management's commitment to environmental awareness and systematic planning are crucial
for raising environmental awareness. Companies should monitor, improve, and report on
environmental protection. Green management is concerned with environmentally friendly
design and practices, and these principles aim to improve the quality of life in society. The
fundamental principles of this management include compliance with environmental
regulations, consumer demands, environmental awareness, green technology, and social
responsibility. Companies must comply with environmental regulations and adopt
environmentally friendly practices. This gives them a competitive advantage in the
marketplace. Employee environmental awareness and education are crucial for the success
of green management. Green technology and innovations help increase production
efficiency, while tools such as data analytics and artificial intelligence support green
management practices. Social responsibility enables companies to fulfill their environmental
responsibilities through green management and strengthen their reputations. Continuous
monitoring is crucial for measuring environmental impacts. Supply chain management
supports sustainability goals, while green practices help assess environmental impacts. The
cost of green management strategies is significant and can lead to long-term cost savings.
Business culture should support environmental sustainability. Ultimately, green
management aims to balance environmental, economic, and social sustainability. Companies
can improve their performance by integrating green management into their culture.
Industrialization and economic growth have negatively impacted the environment and
climate. This has made the concept of "sustainability” important. Sustainability aims to
protect the rights of future generations by preserving the relationship between nature and
society. In 2015, the United Nations established 17 Sustainable Development Goals (SDGs)
to be achieved by 2030. Achieving these goals requires global cooperation, and individuals,
companies, and local governments must contribute. The SDGs include goals such as
alleviating poverty, ending hunger, improving health and well-being, quality education,
gender equality, clean water and sanitation, and affordable clean energy. These goals aim to
address global economic, social, and environmental challenges. Businesses can make
significant contributions to achieving these goals. Green management is a management style
that integrates environmental sustainability into business strategies and links to the
Sustainable Development Goals (SDGs) established by the United Nations. These goals
include ending poverty and protecting the planet. Green management supports both
environmental and economic sustainability by increasing energy efficiency, reducing carbon
emissions, and improving waste management. It also strengthens social sustainability by
increasing employee environmental awareness. Green management is also considered a
component of corporate social responsibility. At the 1992 United Nations conference in Rio,
the negative impacts of development on the environment were discussed, emphasizing that
these impacts stem from production and consumption patterns. Environmental degradation,
resource depletion, and climate change are questioning the impact of international meetings.
Today, environmental sustainability has made the balance between economic and social
development more challenging. Poverty and environmental problems are closely linked, so
poverty alleviation and effective management of natural resources must be addressed
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together. Furthermore, efficient use of resources is crucial for achieving environmentally
friendly development goals. Environmentally friendly management strategies foster a
sustainable approach within businesses. This approach aims to increase occupational safety
and reduce environmental hazards while protecting employee health. Green practices create
employment opportunities for women and youth, contribute to gender equality, and foster
environmental awareness and guide individuals toward sustainable lifestyles. Green
education programs and policies contribute to economic growth by supporting social justice
and local communities. The industrial revolution and technological advancements have
harmed the environment by relying on fossil fuels. The oil crisis in the 1970s highlighted the
need for an economy that respects the environment, leading to the concept of sustainable
development. In the 2000s, green economic growth emerged, recognizing limited resources
and environmental threats to economies. This model aims to reduce greenhouse gas
emissions, protect natural resources, and reduce economic inequality, serving as a key policy
tool to address economic, environmental, and political issues following the 2008-2009 crisis.
Sustainability encompasses the environment and development; while the two support each
other, conflict also occurs. Development requires the use of resources, which leads to
environmental damage. Overconsumption hinders the region's renewal. Green economic
growth promotes sustainable development and should be integrated into every country's
policies. This approach aims to utilize natural resources carefully and balance economic
growth with environmental concerns. Technology transfer from developed countries is
crucial for green economic growth. Popp has offered five recommendations to enhance green
growth. In his book "Green Economies,” Cato emphasizes that the green economy offers a
different economic model and highlights its positive aspects. The green economy offers an
alternative to neoliberalism.

The world is placing greater emphasis on sustainable practices that benefit the
environment and society. Sustainable development aims to meet current needs without
harming future generations, and policymakers must collaborate with businesses. This issue
is even more important today because it impacts human survival and well-being.
Environmental scientists note that the global environmental situation is worsening due to
climate change and major disasters. Problems such as resource scarcity, deforestation, and
biodiversity loss threaten the ecological balance. Many companies have begun developing
sustainable practices in response to these challenges. Green management practices both
increase economic efficiency and reduce environmental damage. Green management aims
to reduce resources throughout the supply chain, from product design to recycling. Pathways
are being identified to help companies develop sustainability-focused strategies.
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Ek bilgiler
Cikar catismasi bilgisi: Yazar ekibi arasinda ¢alismada ¢ikar gatismasi yoktur.
Destek bilgisi: Calismada herhangi bir kurulustan destek saglanmamustir.

Etik onay bilgisi: Calisma yontemi geregi derleme olarak hazirlanmis olup, etik onay1
gerektiren bir arastirma yapilmamaistir.

Onam formu bilgisi: Saha arastirmasi gergeklestirilmemistir.
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