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oz

Tarik Erdem “Yerel Yénetimlerde Kisilik ve Mizacin Yildirma ile iligkisi:
Bursa ili Ornegi” Doktora Tezi. Kibris. 2018

Giris; insanlar érglitler ile i¢ ice yasamakta ve zamaninin dnemli bir kismini
da érglitlerde gecirmektedir. Orgitlerde yasadiklarina gére de glin igersindeki
psikolojiside etkilenmektedir. Her bireyin dustnceleri, duygulari ve ¢evredeki
olaylara yaklasim tarzlari farkhdir. Yildirmanin ortaya ¢ikmasinda orgutten
kaynaklanan nedenler olabildigi gibi kisiden kaynaklanan nedenler de oldugu
bilinen ve kaginilmaz bir gergektir.

Amag; Kisilik ve mizacin yildirma ile iligkisinin olup olmadigini belirlemektir.

Yontem; Nitel veri toplama teknikleri ile ele alinan bu arastirmada, veri toplama
formu ve yildirma dlgegdi ve mizag ve kisilik envanteri kullaniimigtir.

Evren ve Orneklem; Turkiye’nin Bursa ilinin iki ilce belediye calisanlari
Uzerinde yapilmistir.

Tartisma ve Sonug; Katilimcilarin Mizag ve Karakter Olgegi Alt Boyutlarindan
yenilik arayisi, zarardan kaginma, kendini yonetme alt boyutlari ile yildirmaya
maruz kalma d6l¢edi tum alt boyutlari ve toplam puan ortalamasi arasinda pozitif,
kendini asma alt boyutuyla ise negatif yonde bir iligki bulunmustur. (p<0,05).
Katilimcilarin Mizag ve Karakter Olgegi Alt Boyutlarindan “6dil bagimhhg” ve
“sebat etme” ile yildirmaya maruz kalma 6l¢egi alt boyutlarindan “is izolasyonu”
ve “mesleki statlye saldir1” ve toplam puan ortalamalari arasinda negatif yonde

bir iligki bulunmusgtur. (p<0,05).

Anahtar Kelimeler; Yonetim, Yerel Yonetim, Yildirma, Kisilik, Mizag, isletme
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ABSTRACT

Tarik Erdem PhD Thesis Titled “The Relation of Personality and
Temperament with Mobbing in Local Governments: The Case of Bursa
Province”. Cyprus. 2018

Introductions; People live together with organizations and spenta considerable
part of their time in organizations. Their psychology throughout a day is also
affected by what they live in such organizations. Thoughts, feelings and style
of approaching towards neighborhood events are different in each individual. It
is a known and unavoidable reality that there may be reasons not only arising
from organization but also from persons in emergence of mobbing.

Objective; To determine whether or not personality and temperament are
correlated with intimidation.

Method; Data gathering form and mobbing scale and a temperament and
personality inventory have been used in this research that is dealt with
qualitative data collection techniques.

Universe and Sampling; It has been conducted on municipality workers of
two districts of Bursa province of Turkey.

Discussion and Conclusion; A positive correlation has been found between
novelty seeking, harm avoidance, self direction sub dimensions of the
Temperament and Personality Scale, all sub dimensions of Mobbing exposure
scale and total score average and a negative correlation with the challenging
oneself sub dimension in the participants. (p<0,05). A negative correlation has
been found between “reward dependence” and “persisting” sub dimensions
of the Temperament and Personality Scale and “job isolation” and “attack to
professional status” sub dimensions of the Mobbing exposure scale and total
score averages of participants. (p<0,05).

Keywords; Administration, Local Administration, Mobbing, Personality,
Temperament, Management
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Introduction

Definition of the Problem

Mobbing has become one of the most prominent problems besetting several
sectors in recent time. It is a well-known fact that a number of individual,
managerial and organisational factors play a role in the emergence of mobbing,
which has many negative impacts on employees, organisations and societies.

Mobbing is a process where a perpetrator increasingly directs mobbing
behaviour at the targeted person, and the victim uses her/his personal features
to her/his advantage. In cases where the organisation closes an eye to the
perpetrator and the prevailing mobbing behaviour on one hand, while, on the
other hand, victims feel helpless against the perpetrator and the perpetrator’s
power over the victim, the perpetrator gradually increases the harassing
behaviour and intimidation (Demirci et al., 2009 . Calis. M. Tokat. B. 2013).
Humans have always been involved in organisational structures. Employees
spend the largest part of their time in organisations, with effects on their
psychological condition in one way or other during the day (Tokat and Askun,
2003: 115). There are many reasons facilitating the emergence of mobbing
in organisations, the most important of which are organisational function and
organisational factors. Among these factors are the lack of organisational
culture, dominance of autocratic leading understanding in management,
insufficiency, and non-utilisation, of effective communication channels, lack
of team spirit, dominance of personal traits, ignoring the conflicts between
individuals and ineffective conflict management, hierarchical structure, unclear
complaint procedures which produce no tangible outcomes (Kése and Uysal,
2010: Tutar, 2004).

Every individual shows different attitudes and behaviours in the face of what is
happening around her/him. Even though all humans have a similar biological
structure, every individual is unique and shows different reactions in the face of
incidents, with different thoughts and emotions as well as a different approach
to the facts and circumstances in her/his surroundings. These differences
lead us to the notion of “personality” (Okutan, 2010: Okutan, E., Sititemiz,
N. 2015). Personality and temperament are notions that we frequently use
in our daily life in describing people, giving information about their personal



traits and voicing our thoughts and feelings about other people. In other words
we use these notions to describe the life style of any individual. Speaking
about personality and temperament, everybody understands what it is all
about, but when it comes to defining it, there is always some confusion. For
this reason there are various definitions of personality and temperament in
the literature. Clceloglu describes the personality as “the consistent and
structured relationship style established by an individual with her/his internal
and external environment, which distinguishes that individual from other
individuals”. As quoted by Okutan and Sututemiz, Arkonag describes it as “all
the characteristics which form and define an individual as a being over a long
time span, and which distinguish that individual from others and determine her/
his specific thoughts, behaviours, emotions and reactions to the environment”
(Clceloglu 2003: Okutan, E ., Sututemiz , N. 2015).

One of the most comprehensive definitions in this respect is the one made by
Allport in 1961. Allport describes the personality as the dynamic organisation
of the psychological systems within an individual which determine the
characteristic thoughts, behaviours and emotions of that individual. In this
definition Allport points out some important aspects of personality:

Personality is not a mass composed of parts and particles, but it is an
organisation in itself.

Personality is not something dormant in an individual; it is active, and it has a
specific functioning order.

Personality is not something of physical nature bound to our body, but it is a
psychological notion.

Personality is a causal power which helps the individual as to how she/he
would establish relationships with the external environment.

Personality guarantees a stability and continuity with respect to behavioural
patterns.

Personality manifests itself in a multi-faceted way in behaviours, thoughts and
emotions; it is not a one-dimensional notion.



Various definitions of personality currently available do also have some joint
aspects, such as the ones indicated below:

* Personal traits distinguish one person from others.

* Personal traits are not temporary, but permanent components that can be
observed for long time spans in an individual.

* These can be external features of an individual. Any feature such as external
appearance of the body, behavioural patterns, usage of own body language,
efforts to adapt oneself to the environment, ways of self-expression and
harmony between behaviours may fall under the category of external features.

» These can also be observable internal features of an individual, such as
knowledge, skills, attitudes, the notion of self, interests, values, needs, drives
and similar components.

All these features form a consistent integrity in interrelationship and
interdependence one with the other. Briefly put, the function of personality
ensures that one adapts oneself to the environment by solving the problems
one faces (Basaran, 1991).

It is a well-known and unavoidable fact that there may be reasons arising both
from the organisation and persons as far as the emergence of mobbing is
concerned. While several studies exist in the relevant literature investigating
the phenomenon of mobbing from different perspectives, little research is
available that has investigated mobbing with respect to effects of mobbing
on personality structures of perpetrators and victims as well as its effects on
business administration. For this reason the study investigates whether the
relationship of personality and temperament with mobbing has an effect on
business administration. The main thesis set out in the study, on the other
hand, is that personality and temperament is correlated with mobbing, which,
in turn, has an effect on the business management. The study further suggests
that individuals who have certain personal traits tend to commit mobbing and
are more vulnerable to mobbing in a higher rate than people who have not
those traits.



The Scope of the Thesis:

The thesis is composed of nine chapters. Chapter 1 deals with the Basic Notions
and Definitions. Chapter 2 is about the Historical Dimension and Development
of the phenomenon of mobbing. Chapter 3 includes Examples of Studies on
Mobbing performed in Turkey and other Countries. The other chapters look at
the following: Chapter 4: Mobbing with its Theoretical Dimensions; Chapter
5: Analysis of Basic and Sub-Dimensions of the Notions of Personality —
Temperament and Mobbing; Chapter 6: The Effect of the Relationship of
Personality and Temperament with Mobbing on the Business Administration;
Chapter 7: Method of the Study; Chapter 8: Tables and Findings and Chapter
9: Conclusion and Suggestions.

Aim:

The primary aim of this study was to unravel whether the personality and
temperament of employees are correlated with becoming either a perpetrator or
a target of mobbing behaviours. While several researchers have investigated
the phenomenon of mobbing, little research is available that has investigated
mobbing with respect to its relationship with personality, and no researcher has
yet addressed this phenomenon in respect of its relationship with personality
and temperament. This very fact shows the importance of the present study.
In this sense the study tries to determine whether one’s personality and
temperament have an effect at becoming either a perpetrator or a victim of
mobbing.

Significance of the Thesis:

While several researchers have investigated the phenomenon of mobbing,
little research is available that has investigated mobbing with respect to its
relationship with personality, and no researcher has yet addressed this
phenomenon in respect of its relationship with personality and temperament.
This very fact shows the importance of the present study. In this sense the
study attempts to determine whether personality and temperament predispose
some people to becoming a perpetrator or a target of mobbing, and whether
such predisposition has an effect on business administration.



Hypotheses:

There is a significant relationship between the emergence of mobbing and
personality and temperament.

The relationship of personality and temperament with mobbing has an effect
on business administration.

Levels of mobbing in employees working in municipalities vary according to
their status.

There is a significant relationship between the mobbing behaviours of
employees working in municipalities and their personality and temperament
structures.

There is a significant relationship between the socio-demographic
characteristics (gender, civil status etc.) of employees and their becoming a
target or a perpetrator of mobbing.

Study model:

The study was performed in survey technique. This type of research technique
is generally used for studies conducted with comparatively larger samples to
canvas the views of participants or find out about the features of participants
such as interests, skills, abilities, attitudes etc. The aim of the survey model
is to define the nature and features of societies, institutions and events. It is a
generic technique.

Figure 1: Dependent and independent variables of the thesis

X Y
Cause Outcome
(Independent Variable) > (Dependent Variable)
Personality - .
= Mobbing

Temperament



Contribution of the Study to the Literature

The study will provide a considerable contribution to the literature on mobbing,
a phenomenon that has grown into a serious problem in our country as well
as all over the world. Unlike previous research on mobbing perpetrators and
victims, this is the first study that investigates this phenomenon with a large
sample in terms of the effects of personality and temperament; in this sense,
offering some important insights into this field, the findings of the study should
make a significant contribution to the literature.



CHAPTER 1
BASIC NOTIONS AND DEFINITIONS

1.1. Civil Servant: The function of civil servant is defined as follows in Civil
Servants Law (CSL):

“Those who are employed in government agencies and other legal
persons run by the state, irrespective of their establishment form, to
execute the essential and regular public services in accordance with
the general administrative principles are categorised as civil servants
under the execution of this law. Employees and authorised persons
employed in the institutions other than those indicated above to carry
out operations related to policy development, research, planning,
programming, management and auditing are also categorised as civil
servants” (LoCS internet version)

The function of a civil servantis also defined in Art. 128 of the Constitution
of the Turkish Republic (CONTR): “The essential and regular public
services which have to be executed in accordance with the general
administrative principles adopted by the state, economic enterprises
run by the state and other legal persons run by public authorities are
executed by civil servants and other employees employed in the public
sector.” (CONTR internet version)

The working hours of civil servants and their rights as to leave are defined in the
Law No. 657 on Civil Servants. The weekly working time of civil servants is 40
hours. While the civil servants with a serving time of up to ten years are entitled
to a leave of 20 days on yearly basis, it is 30 days for those with a serving time
of more than ten years. The leave from the previous year can be carried over
to the subsequent year. Every civil servant is entitled to a sick leave up to eight
months (with the possibility of extension by twice in case of a chronic illness)
and also to a leave of absence up to three months in case where a family
member is injured or chronically ill. Aleave of seven days is awarded in case of
marriage. Women civil servants are entitled to a maternity leave of 16 months,
being eight months in pre-natal and eight months in post-natal periods. Male
civil servants are entitled to a ten-day paternity leave. Female civil servants
can stay off work three hours a day within the first six months and one-and-a-



half hours a day within the second six months’ period after the delivery. Apart
from these entitlements, every civil servant can also be granted a casual leave
of ten days for other reasons (LoCS internet version).

The relocation right of civil servants is regulated in the Regulation on the
Assignment of Civil Servants through Relocation (RACSR). Every civil servant
falling under the provisions provided for in Articles 12, 13 and 14 of this
Regulation is entitled to relocation (RACSR internet version).

1.2. Contracted Personnel: The function of contracted personnel is defined

1.3.

as follows in LoCS:

Contracted personnel are public employees not categorised as workers,
but employed under a specific contract in functions approved by the
Ministry of Finance in a time span limited to a financial year according
to the principles and procedures set out by the Council of Ministers and
upon the proposal of the related agency and in consultation with the State
Personnel Agency. Such personnel is employed only where necessary
and in exceptional cases in important projects requiring exceptionally
special professional know-how in association with development plans,
yearly programmes and labour schemes (LoCS internet version).
Personnel can also be employed under specific contracts in some
agencies to complete the operations that cannot be completed with the
available staff, to be able to grant higher wages or reduce the number
of permanent staff or completely eliminate the civil servant status.

Personnel in Temporary Employment: The definition of temporary
personnel in the Law No. 657 on Civil Servants is as follows:

“Temporary personnel are those who are not categorised as workers
and are employed under a specific contract upon consultation with
State Personnel Agency and Ministry of Finance in projects with a term
of less than one year or seasonal projects or in projects approved by
the Council of Ministers in terms of wage and personnel limitation”.



1.4. Workers: The definition of a worker in the Law No. 657 on Civil Servants
is as follows:

Employed persons other than those indicated under (A), (B) and (C)
above, namely permanent workers who are employed under a contract
with indefinite period in permanent staff status established under the
related legislations and temporary workers employed for a period of not
less than six months under a contract with definite period in seasonal
projects or in projects associated with a campaign or in services to
combat forest fires fall under the worker status.

Personnel working under worker status are subject to Labour Law No. 4857.

Article 2 of this law defines the notions of worker, employer, employment
relationship and work place as follows: “A worker is a natural person
who works under an employment contract; an employer is a natural or
legal person or institutions and organisations without legal personality
that employ workers, and the relationship established between a worker
and an employer is called employment relationship. Premises that are
established by an employer with the aim to produce goods or services
by using tangible and intangible assets and organised together with
workers is called a workplace (Labour Law available on the internet).

Employmentof personnelthrough service procurementfromasub-contractor:
Article 2 of the Labour Law No. 4857 defines the relationship between a
sub-contractor and a main contractor as well as their responsibilities.

The relationship between an employer who is commissioned by
another employer to carry out ancillary works or a part of the main
work associated with the production of goods and services needing
expertise due to technological reasons or reasons arising from the
company or the work and employ the personnel assigned to that work
only in the premises of the ordering employer constitutes a relationship
between a sub-contractor and a main contractor. In this relationship
the main contractor is co-responsible together with the sub-contractor
for all the responsibilities the sub-contractor has against the sub-



contractor’s workers, specifically for that workplace, resulting from this
law, employment contracts or the collective labour agreement to which
the sub-contractor is subject. The rights of the workers employed by a
sub-contractor in the premises of a main contractor cannot be restricted
by the main contractor, or a sub-contracting relationship cannot be
established with the workers that were previously employed in that
workplace. Otherwise, and as a general rule, the relationship between
the sub-contractor and the main contractor will be accepted as a collusive
practise. In such a case, the workers of the sub-contractor are accepted
to be workers employed by the main contractor from the beginning. The
main work of a contractor cannot be commissioned to a sub-contractor
in parts except for technological reasons and reasons arising from the
corporate structure of the company and the requirements in a project”
(Labour Law version available in the Internet).

1.5. Job Satisfaction / Motivation: The notion of job satisfaction which has
been a subject of interest and debate in many disciplines of science
such as management, psychology, sociology is defined in general
as one’s emotional and behavioural reaction to one’s work, working
environment and working life and as an indicator of one’s physical
and mental health condition, which is symptomatic of one’s individual,
physiological and psychological emotions. Job satisfaction is part of the
joy the life brings us, depending on one’s conditions, co-workers, ability
to adapt to co-workers and conditions required in the workplace as well
as the harmony between the needs of employees and expectations
of their employer. Contrary conditions would lead to job dissatisfaction
(Oshagbemi, T. 2000; Sabuncuoglu, Z and Tiz M. 2003).

1.6. Management / Manager: Management is motivation of people in
working life to perform certain actions to reach set objectives. Ensuring
the cooperation and coordination required to this end is also part of the
management. An organisation aims to increase its effectiveness and
performance through management. Where there are management and
managers, there are also subordinates who acknowledge their authority
and work under them, two indispensable components intertwined
with one another. It is a process where an organisation with people
who have joint objectives take decisions to utilise financial resources,



equipment, assets, raw and auxiliary materials, time and in particular
human resources and put such decisions into practice in an harmonious
and productive way in order to reach the organisation’s objectives in the
shortest and most effective way.

1.7. Personality: Personality encompasses all the characteristics which

distinguish an individual from others. In other words, it embraces the
parts of a whole that is persistent over time and enables one to be in
harmony with one’s environment, pointing out specific characteristics
and duties one has within society. In the course of time, it exerts a
marked effect on one’s entire life from speech and behavioural patterns
to the way of thinking and the environment one is involved in. One is
born with a unique personality which continues to develop until one’s
death. The factors constituting personality are biological, social and
cultural factors as well as family. Personality has three dimensions,
namely character, temperament and ability. Some manifestations of
one’s personality such as attitudes, behaviours, appearance can be
observed and assessed by others. This manifestation of personality
visible to the outside constitutes its objective aspect. Personality also
has inner manifestations such as emotion and thought, which constitutes
its subjective aspect; it is the source of one’s sense of self, through
which one realises and evaluates one’s true self. These objective and
subjective dimensions of personality cannot be thought of separately
one from the other. Perception, thought, interests, ability and attitudes
are reflected to the outside through behaviours, appearance, facial
expression, gestures and style of adaptation to the environment. In other
words, personality is the whole that embraces all the subjective and
objective aspects. The psycho-biological personality theory developed
by Cloninger included four temperament dimensions (novelty seeking,
harm avoidance, reward dependence and persistence) all independent
from each other and three character dimensions (self-directedness,
cooperativeness, self-transcendence) which develop as individuals
grow (Basaran. 2007; 57., Simsek et al., 99.,2008.,Eroglu 2009; 215.,
Odemis 2011;58., Otken and Cenkci 2013;42., Tezer and Arkar 2013).
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1.8. Temperament: It is the emotional balance of an individual, which
includes that individual’s emotional condition and reactions to
circumstances. Forinstance, adjectives such as emotional, unemotional,
joyful, sympathetic, melancholic, passionate, short-tempered all have to
do with one’s temperament. Temperament takes form in an interaction
between inheritable biological features and what one has acquired
through learning and the cultural environment one lives in.

1.9. Nature: Nature represents the emotional features and social mobility
of an individual. It is a combination of inborn characteristics and what
an individual has acquired through nurture. It is a notion that refers to
the emotional dimension of personality.

1.10. Character: Character is the end result of the defence mechanism
used by one from the childhood as one grows up and one’s adaptation
to temperamental inclinations and environmental effects. While inborn
characteristics have a weak influence on character, it is mildly influenced
by socio-cultural learning. Character takes form developing in a step-
by-step process from childhood to adulthood. This development is not
in linear relationship with previous temperamental patterns and socio-
cultural education. Character is the responses given in the framework
of deliberate aims and attitudes.

1.11. Mobbing / Psychological violence: Mobbing occurs when one or
several people in a workplace direct emotionally damaging verbal
aggression and harassing behaviours (e.g. humiliation, rumours,
innuendo, violence, harassment, emotional abuse etc.) at one orin rare
cases at several co-workers as target in a regular, illegal and unethical
way disguising their principal purpose to terrorize and discredit targets,
make them feel alone, incapable, incompetent, unwelcome and socially
unsuccessful in society, finally leading to the expulsion of the targeted
person from workplace or even to the suicide of the victim (Glrhan
2013).



Table 1: Characteristics by Cloninger’s Temperament and
Character Inventory scores

Sub-Dimension Higher Scores Lower Scores
Novelty Seeking Action-packed, enthusiastic, Disinterested, effortless,
dynamic, diligent, gets bored unenthusiastic, can tolerate
quickly monotony, systematic
Harm Avoidance Social frustration, gets Joyous, sympathetic,
- exhausted quickly, avoidance optimistic even in cases
E of strangers, expecting that a where many people are
§ problem would occur even in worried
IbI_J cases when others have no
E worriers, pessimistic thoughts,
- fear of uncertainty
Reward Dependence Ingenuous, sensitive, Uncompromising, objecting,
socially dependent, is easily cold, socially ignores
influenced everybody, indecisive
Persistence Tendency of overexertion to Inactive, indecisive,
expected reward responses, disorganised
more successful than expected
Self-Directedness Mature, energetic, Weak, not mature, fragile,
self-sufficient, reliable, irresponsible, ineffective,
constructive, has high self- has low self-respect /
respect / self-confidence self-confidence
14
E Cooperation Socially tolerant Critical, disinterested in other
g people, not helpful
<
o
(&)
Self-Transcendence Creative, forgets one’s self, Prideful, impatient, has
faithful, has spiritual values, no fantasy, tries to control
idealist everything, materialist

Kose ve ark, 2004
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CHAPTER 2
HISTORICAL DIMENSION AND DEVELOPMENT

Mobbing was first observed in the animal world and then used to define the
aggressive behaviours of children among themselves. In the 1950s and ‘60s
it was observed that mobbing was not a pattern of behaviour that only existed
among animals or children, but that it was a phenomenon that also beset
workplaces. It was Peter Paul Heinemann, a Swedish scientist, who first used
this notion also for adult human beings. The earliest source where mention
of psychological harassment was made was the book titled “The Harassed
Worker” written in 1976 by Carroll M. Brodsky, an American psychiatrist. The
notion gained a scientific character with the report titled “Safety and Health at
Workplace” written by Dr. Heinz Leymann in 1984, who had begun to examine
the phenomenon of psychological harassment at workplace in 1982. Then in
1986 Dr. Leymann published a book titled “Mobbing Psychological Violence
at Work”.

In 1988 Andrea Adams, an English journalist, introduced the notion of mobbing
to the public in England through a series of programmes on the BBC. Harald
Ege, a German occupational psychologist, who also dealt with mobbing at
workplace, said that it was an English term used by biologists in the 19th
century to define the aggressive behaviours of birds that defended their
offspring against predators.

At the beginning of the 1980s, the international research community began
to investigate, in an increasing manner, the phenomena of intimidation and
mobbing at workplace. From the beginning of the 1990s the phenomenon
began to be transposed into national legislations. Nowadays mobbing is a
notion that is recognised in the legal systems in many countries, and many
countries have adopted regulative measures and legislations to address this
phenomenon. Mobbing behaviour, a frequent, but always ignored phenomenon
in all the fields of the working life, continues to dominate the work settings in
an increasing way (Cobanoglu 2005; Tinaz 2008; Bayat and Baykal 2016;
Lokmanoglu 2017)

The arguments put forward by Leymann spread fast in Scandinavian countries,
particularly in Finland and Norway, and from the 1990s onwards both the public
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and the academic community in many countries in Europe gained awareness
of the phenomenon. It grew into a subject of interest on the agenda of the
business community especially in Germany where it incited heated debates.

Putting forward the argument “The workplace in the highly industrialised
countries in the West has become the sole battlefield that sets the stage
where people kill one another without the need of referring them to a court”
in 1992, he managed to draw attention to this phenomenon that had already
become a serious problem in working settings ( Baykal 2005). In the last 10-15
years mobbing has increasingly attracted strong interest from the public and
has been subjected to research in almost every country in the world, which
is the case in the UK, Ireland, Switzerland, Austria, Hungary, Italy, France,
Australia, New Zealand, Japan, South Africa, particularly Norway and Finland,
where considerable research has been undertaken on mobbing at workplace.
Legal measures have also been integrated into legislations, and centres
and organisations have been established to address this problem in many
countries, among others particularly in the Scandinavian countries, Germany,
France, Italy, England and the USA (YUceturk, 2003: 1., Shallcross, 2003: 3-4)

In 1988 International Labour Organisation (ILO) published a report titled
“Violence at Work” written by Duncan Chappel and Vittorio Di Martino. In this
report mobbing and aggression were categorised under many other types of
violent acts including homicide. Besides, ILO defined mobbing behaviour as
one of the fastest increasing and most damaging problems employees have to
face in working settings. In spite of its wide prevalence, mobbing has been a
problem that has hardly been mentioned and discussed compared with violence
at workplace. However a study conducted by lllinois University in 1999 showed
that mobbing is four times more prevalent than sexual abuse (Dunn, 2000: 1).
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2.1. Examples of Studies Performed on Mobbing in
Turkey and Other Countries

Mobbing has gained in significance and has been subjected to a large number
of studies in our country as well as all over the world. The present study also
makes reference to studies conducted in Turkey and other countries. Thus we
will be able to see the increasing presence and persistence of mobbing in all
corners of the globe.

Previous research shows that employees working in the education and
healthcare sectors are exposed to mobbing more than professionals in other
sectors. Due to the intense power imbalances in these fields, nurses, teachers
and general practitioners are generally subjected to emotional, verbal and
even physical violence more intensely than other professionals. Studies
performed in the healthcare sector in Portugal in 2003 showed that 51% of
the professionals serving in the sector have been subjected to mobbing. The
results of studies conducted with samples consisting of teachers in Australia
and Korea have indicated that 45% of the participants in Korea and 17.6% in
Australia have been subjected to mobbing at least once in their life-time.

In a study conducted by Bilge et al. in Bursa in Turkey in 2006 with
employees working in the educational sector and police department, 55% of
the participants expressed having been exposed to mobbing. The results of
the same study show that the healthcare sector is the most risky one with
respect to exposure to mobbing, with 60% of the professionals working in this
sector, who expressed having been subjected to mobbing by their superiors.
Another study performed with nurses studying in a nursing college, on the
other hand, showed that 17% of the nurses were subjected to mobbing,
which was particularly the case during their studies during post-graduate and
doctoral programmes. Of the participating nurses in this study, 9% expressed
having sometimes tended to think about suicide. In a study they conducted
in Bandirma with employees in education and healthcare sector, Palaz et al.
found that employees were subjected to mobbing in various manifestations
such as being continually criticised (33.62%), being continually interrupted
(33%), and 31% felt restricted to distinguish themselves in the eyes of their
superiors. Data about the perpetrators of mobbing, on the other hand, showed
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that the majority (50.5%) were managers, followed by co-workers (20.1%) and
subordinates (3.3%) (Gdkge 2006; Aktop 2006; Yavuz 2007; Palaz 2008).

Data about prevalence of mobbing show that it occurs very frequently.
Research shows that age and gender have a variable effect and do not play
a determinant role on one’s exposure to mobbing. In a study conducted with
8000 employees in Norway, 54% of the participants expressed that they were
subjected to mobbing by their managers. While some sources indicate a
mobbing rate of 25% in Sweden, evidence shows that all the employees in
England have been subjected to mobbing behaviour at least once in their life-
time. A study performed by Celebi and Tasg¢in with teachers in 2014 showed
that subordinates are subjected to mobbing by their superiors 2 to 3 times a
week.

According to Leymann, 3.5% of all the employees (namely of the entire
workforce) have been victims of mobbing (Leymann, 1995). Another study
conducted in England in 1996 showed that 53% of the workforce was subjected
to psychological violence, and that 78% witnessed such behaviours. Leymann
(1990) found that 25% of the employees in Sweden have experienced
mobbing in one way or another. Another study also performed in Sweden
showed that 10 to 15% of the suicides occurring in Sweden are associated
with psychological harassment. In his study investigating the spiritual abuse
in work settings in Sweden, Leymann concludes that 154.000 of 4.4 million
employees, in other words 3.5% of the workforce, have been subjected to
this type of abuse. Another study performed with civil servants in the USA
demonstrated that 42% of women employees and 15% of men employees had
been subjected to emotional abuse and aggression in the latest two years prior
to the study. Research undertaken in the healthcare sector in Taiwan found
a prevalence of mobbing of 50.9% in the previous year, a rate being higher
than verbal and physical violence. Another study performed in Bosnia also
in the healthcare sector showed that 76% of the professionals in this sector
are subjected to mobbing, of whom 26% are exposed to repeated persistent
mobbing behaviours. While, according to data provided in the Survey of Working
Conditions in Europe undertaken in 2005, the rate of exposure to psychological
and physical violence in the private sector was found to be 4%, it was 6%
in the public sector. Studies performed with sample groups representing all
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the sectors have provided evidence that about 3% of all the employees are
subjected to behaviours that can be categorised under the notion of mobbing
(Leyman 1996; Leyman 1996; Lavrance 2001)

The results of a study conducted by Dr Leyman in Sweden shows that 15% of
suicides is associated with mobbing behaviours. This shows the importance
of performing further comprehensive studies investigating the correlation of
suicides with mobbing in our country and all over the world. Researchers have
also investigated the effect of mobbing on individuals. A study undertaken in
the USA, for example, found that 94% of mobbing victims suffer from anxiety
disorder, 82% from incompetence of concentration, 76% from obsession and
41% from depression (Namia and Namia 2003). A study conducted in France
found a depression rate of 69% in this respect (Hirigojen 2001). The results
of another study performed in the USA shows that mobbing victims suffer
from neurologic disorders (52%), disorders in the digestive system (47%),
exhaustion (72%) and cardiologic disorders (37%) (Bread and Pastor 2002).
Psychological problems resulting from mobbing are not considered as iliness
but as outcomes of damaging behaviours. Thus the perpetrators of mobbing
can be directly burdened with the consequences of their behaviours.

Research also shows that individuals are not sufficiently informed about how
they would defend themselves against mobbing, and also about where and
how they would seek assistance.

The results of a study performed in Australia in two major public organisations
indicate that job insecurity emerging in the process of restructuring in
organisations lead to strain and role chaos in workplaces, which is associated
with mobbing behaviours. Research reports that one out of six employees in
the USA has become victim of mobbing at workplace. A study performed in
the public sector in the USA shows that 42% of women civil servants were
subjected to emotional abuse and aggression at workplace in the previous two
years; the same rate was found to be 15% for the men civil servants. Mobbing
is more frequently seen in some profession groups. A study conducted in the
healthcare sector in Taiwan found a prevalence of mobbing of 50.9% in the
previous year, which is a rate higher than the prevalence of verbal and physical
violence. Another study performed in Bosnia also in the healthcare sector
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showed that 76% of the professionals in this sector are subjected to mobbing,
of whom 26% are exposed to repeated persistent mobbing behaviours. While,
according to data provided in the Survey of Working Conditions in Europe
undertaken in 2005, the rate of exposure to psychological and physical violence
in the private sector was found to be 4%, it was 6% in the public sector. Studies
performed with sample groups representing all the sectors have provided
evidence that about 3% of all the employees are subjected to behaviours that
can be categorised under the notion of mobbing (Mak and Mueller (2000);
Chen et al., 2008; Paqgniji et al., 2006) .

Even though there are insufficient number of epidemiological studies in Turkey,
looking at all the lines of business and the whole workforce, we see that the
studies in this field are mainly undertaken in the healthcare sector, followed by
studies in fewer numbers in the fields of education, municipalities and academic
community, particularly by assistants and researchers in this community. A
study performed with researchers in a faculty of education found that 32.2%
of study subjects had been subjected to persistent mobbing for a certain time-
span by one or several people at workplace, whereby 63.8% of the mobbers
were men, the majority of whom were professors, and 48% employees with
administrative functions. Another study undertaken with a sample of 184
people, of whom 134 were employed in the public sector and the rest in
the private sector, to investigate the personal characteristics of perpetrators
found that 67.4% of the study subjects had been subjected to mobbing in the
previous six months. In this study 102 out of 124 participants expressed that
perpetrators were managers. Participants felt that mobbing behaviour resulted
from demonstration of power (64.1%), envy (19%) and personality or mental
disorder (16.8%) (Baykal 2005; Zencir 2012;Surgevil et al., 2007; Dikmetas et
al., 2011; Tazel 2009; Tigrel et al., 2009; Yigitbas et al., 2012)
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CHAPTER 3
THE PHENOMENON OF MOBBING WITH ITS THEORETICAL DIMENSIONS

3.1. Terminological Basis of Definitions and
the Dimensions of the Problem

The term mobbing is derived from the verb “to mob” which “crowd
around, surround and attack”, but its definition can vary from one
country to another. However, whichever notion or definition is preferred,
strictly speaking, psychological harassment is used to define the violent
behaviours in working settings, which occur as systematic aggressive
and oppressive acts. The table below presents the scientific processes
and definitions of mobbing (While “bullying” is the term that is generally
used in the USA, “mobbing” is often used in the EU. Nowadays bullying
is used rather to define psychological violence among school children
that occur as aggressive behaviours in schools).

Table 2: Terminological Basis of the Definition of Mobbing and its Dimensions

Brodsky ( 1976) Harassment

Leymann ( 1990-1996) Mobbing / Psychological Terror
Wilson (1991) Workplace Trauma
Bjorkqvist,Osteman&Hjelt (1994) Work Harsssment
Einarsen&Skogstad (1996) Bullying

Keashly, Ttrott &Maclean ( 1994) Abusive Behaviour / Emotional Abuse
Keashly (1998)

O’Moore,Seigne, mcGuire&Smith Bullying

1998)

Hoel &Cooper (2000) Bullying

Zapf ( 1999) Mobbing

Salin (1 2001) Bullying




Mobbing was an unknown term in Turkey until 1998-99. Now in line with the
definitions given by Agency of Turkish Language, this phenomenon is defined
as; psychological abuse, emotional abuse, intimidation, organised intimidation,

workplace terror, psychological terror, mobbing etc.

3.2. Diverse Definitions of Mobbing

Table 3: Chronological Structure of Mobbing Definitions of Various Theoreticians

AUTHOR

TERM

DEFINITION

Brodsky(1976)

Harassment

Persistent and repeating behaviours directed by
someone to another person “to wear and tear”,

to hamper or to torment the targeted person. This
behaviour provokes and intimidates the other person
and creates a pressure on him/her. In other words it
is an annoying behaviour.

Leymann
(1990-96)

Mobbing
/ Psychological
Terror

Psychological terror or psychological abuse at
workplace occurs when one or several people direct
hostile and immoral behaviours towards one person
in general. This puts the target into a defenceless
and helpless situation and persisting abusing
behaviours preventthe targeted person to get away
from this situation. These are generally frequently
repeated behaviours (statistics show that it occurs at
least once a week; it can take six months).

Skogstad
(1996)

Wilson (1991) Workplace Damages inflicted by an employer or an employee in
trauma managing position on a co-worker through perceived

or real, persistent, intentional and malevolent
behaviours.

Bjorkqvist, Work It is defined as behaviours repeatedly directed to

Osterman harassment someone who is defenceless to inflict emotional

and Hjelt (1994) suffering on that person for any reason what-so-
ever.

Einarsen and Bullying It is a problem that some employees face in some

workplaces. The term psychological in this sense
includes incidents/situations that occur frequently
over a certain time-span and that the people exposed
to it should form a group to defend themselves.
Conflicts of two parties that have equal powers or
isolated incidents cannot be defined as psychological
abuse.
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Keashly, trott Abusive This notion encompasses verbal or non-verbal

and Maclean Behaviour behaviours without sexual or ethnic nature

(19914) / Emotional directed to one person by one or several people to

Keashly (1998) | Abuse undermine that person in order to gain the approval
of others.

O’Moore, Bulling Bullying is a series of behaviours with devastating

Seigne, effects. It can be in form of verbal, non-verbal and

Mc Guire and physical assault that persists, which is directed

by one person or a group towards others. Several
assaulting behaviours that occur independently
from each other should not be defined as bullying,
no matter how intolerable they may be. Only
improper behaviours committed systematically and
intentionally are accepted as bullying.

Smith (1998).

Hoel and Bullying A series of malicious behaviours persistently
Cooper directed to one or several persons by a person or a
(2000) group often over a certain period of time, as a result

of which the targeted person feels herself/himself
helpless. Single incidents are not accepted as
psychological harassment.

Zapt (1999) Mobbing Mobbing at workplace occurs when a person is ill-
treated, humiliated, harassed, abused, subjected
to social exclusion or discredited with respect to
function at workplace.

Salin (2001) Bullying Bullying occurs when enduring damaging
behaviours are directed to one person or several
people leading to a hostile working environment. As
it is a conflict between individuals with an unequal
power relationship, the targeted person experience
difficulties to develop a defensive stance against the
perpetrator.

Vartia, 2002:9-10

Even though researchers have put forward several definitions of psychological
harassment, there are some basic points on which agreement has been
reached: (i) It should include aggressive and hostile behaviours which are
perceived as negative by those subjected to psychological harassment; (ii)
the behaviours should be repeated in regular frequencies and endure over
a certain period of time and (iii) it should occur between parties who have an
unequal power relationship (Salin 2003,10)
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3.3. Facets of Mobbing

34.

It should occur at workplace in a systematic way. It can be perpetrated
by superiors, subordinates as well as employees with equal functions. It
should endure over a certain time-span in a constant process. It should
be intentional. The behaviours should aim to intimidate and pacify a
person until the targeted person is forced to leave the workplace. It
should inflict damage on the professional status, health and social circle
of the targeted person. The attitudes and behaviours directed to the
target can be in a disguised or direct form (Akgeyik , Delen and Usen
2013:15-25., CASGEM 2013).

Notions and Circumstances Similar to Mobbing,
but are not Mobbing in True Sense

The term mobbing is sometimes used to refer to a different circumstance,
and sometimes it is confused with other notions with similar aspects.
Given the fact that mobbing behaviours could emerge as a result of daily
interactions, problems or conflicts, communication problems or negative
relationships with similar character are often confused with each other.
In some incidents due to personal characteristics of an individual and
its dominant effects on their familial and social life, especially due
sensitivity in some individuals, one can perceive any negative attitude
directed towards one as mobbing. Mobbing can be used as a defence
tool in incidents resulting from behaviours and attitudes of an individual.
Sometimes employers use it to drive employees/workers away from
workplace without having to pay seniority indemnity or a paymentin lieu
of notice. Some notions/terms such as conflict at workplace, violence at
workplace, rude behaviours at workplace, sexual abuse at workplace,
which are all confused with mobbing, need to be clarified (Akgeyik,
Delen and Usen 2013.15-25 ., CASGEM 2013).
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3.5. Conditions Confused With Psychological Harassment

Table 4: Mobbing is a Phenomenon Encountered in Many Types and in Many
Places: Review of Frequently Encountered Situations

Conflict at Conflict is a serious In mobbing, on the other hand, the
workplace disagreement or dispute that targeted person suffers from immoral,
emerges between two or several | unjust and malicious behaviours
people or between groups for which underlie the conflict, endure
several reasons. over a certain period of time and have
serious effects on the target.
Violence at This condition includes In many cases it is a condition
workplace behaviours of criminal nature not of a physical nature, but of a
such as aggression, physical psychological nature.
assault, threat, damaging
belongings.
Rude We speak of this condition when | They are behavioural patterns
behaviours at | people do not respect the rules more general than psychological
workplace of good manners in their relations | harassment.
and interactions between them.
Sexual It refers to a concrete incident It is seen at the outset of
harassment at | ven when its limits and scope psychological harassment or
workplace cannot be exactly determined. in serious cases that develop

Even one single incident can
lead to criminal prosecution and
proceeding.

alongside with psychological
harassment.

Akgeyik , Delen and Usen 2013:15-25., CASGEM 2013
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3.6. Types of Mobbing

Table 5: Mobbing in Workplaces has Three Manifestations.

From top
to bottom
(vertical)

Behaviours directed from superiors towards subordinates.

From bottom
to top (vertical)

Behaviours directed by a subordinate or a group of
subordinates who act together towards their superiors.

Horizontal

Behaviours directed by a subordinate or a group of
subordinates who act together towards their superiors.

We can group mobbing behaviours in two categories as vertical and horizontal behaviours.

Vertical mobbing can occur both from top to bottom and from bottom to top.

Akgeyik, Delen and Usen 2013:15-25., CASGEM 2013.
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3.7. The Importance of Diagnosis of Mobbing at a Workplace

Psychological harassment in an organisation has major effects on
individuals, families, societies and organisations. For this reason, we can
reduce the multi-dimensional damage which psychological harassment
inflicts on individuals, organisations and societies by diagnosing its
existence and taking the necessary measures.

Table 6: Definition of mobbing behaviours

It is widespread.

It is three times more widespread than sexual abuse.

It causes a major loss
for organisations.

Employees tending to mob others generally target the
most successful employees in an organization; in this
respect losing such employees can inflict a heavy loss on
the organization involved.

Evidence is available.

The managers in an organization can become aware of
mobbing through rumours buzzing around. Employees
usually know the ones who tend to mob others.

It is withessed by other
co-workers.

Many employees at workplace witness mobbing; but a
culture based on fear may discourage people to testify
against perpetrators, which is especially the case in
organizations that lack transparency in the organizational
fabric.

It can have
consequences for
organisations.

Employers running a workplace with mobbing history can
have difficulty to recruit qualified people because of the
poor image of their company.

Namie 2002:3

3.8. Process, Parties and Impacts of Mobbing

Generally, we can speak of four stages of mobbing. The first one is the
stage of critical incident. The second stage occurs when the targeted
person is increasingly harassed, mobbed and stigmatised at the
workplace. In the third stage the management also gets involved in
the process; this stage has a deteriorating effect on the health of the
target. The fourth stage is characterised with the probable suicide of
the victim, her/his expulsion or dismissal from the workplace or even
the homicide of perpetrators. Psychological harassment does not only
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3.9.

affect targeted individuals, but it also has major impacts on the victims’
families, workplaces involved, other co-workers at that workplace,
society in general and the economy of the country (CASGEM 2013;
Gurhan 2013)

Social Dominance Theory and Mobbing Behaviour

Social dominance orientation is the powerful predictor of prejudices and
discrimination towards others. Violence develops into a vicious circle.
Social dominance orientation plays an important role in the process
where this vicious circle is triggered off and continued, and violence
becomes established in structural systems, with people who directly
turn to violence.

Attitude is psychological tendency that determines one’s positive or
negative response to an object, incident or person. It influences one’s
emotions, thoughts and behaviours towards the object, incident or
person involved. It is a fact that thoughts influence emotions, which, in
turn, have an influence on behaviours. It is therefore claimed that social
dominance orientation is liable to fluctuations. That people with higher
social dominance orientation support discrimination is associated
with a decline in empathy. It is emphasised that the need to legitimise
disadvantaged groups also plays a role, though not as importantly as
the decline in empathy.

According to the bio-psychosocial personality model, personality
includes the components of temperament and character. Temperament
is defined, according to the same model, as the processes that lie
under the skills and habits based on emotions such as correlation,
perception and motivation. In other words, temperament is correlated
with the emotional core of personality. Character, on the other hand,
is correlated with symbolising and abstraction based on conceptual
learning. According to this model, character is correlated with the
conceptual core of personality. It is claimed that while the temperament
features which are hereditary can be observed from birth on, character,
on the other hand, fully develops in adulthood (Okumusoglu 2017).
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CHAPTER 4
ANALYSIS OF BASIC AND SUB-DIMENSIONS OF THE NOTIONS
PERSONALITY, TEMPERAMENT AND MOBBING

4.1. Personality and Behavioural Features of
People who Commit Mobbing

The personality structures of mobbing perpetrators who commit such a
vicious act, and those of targets who allow perpetrators to direct such
acts towards them have always been a subject of interest. But those who
witness mobbing, but turn a blind eye and a deaf ear to this phenomenon
are generally ignored. When a conversation turns to mobbing, the first
thing almost everybody wants to know is the personality characteristics
of the involved people, and whether they have certain specific features.
Research performed in this field reports that both perpetrators and
targets have certain specific personality characteristics. Therefore,
the personality, personality structure and its development should
be known. Examining the life of violence perpetrators, we see that
some pathologies dating back to childhood and resulting from family
upbringing underlie violent behaviours. This also applies to mobbing,
because it is also a type of violence. There are also several definitions
of personality. “Personality is the totality of the most characteristic and
specific components of one’s structure, emotional condition, behavioural
patterns, interest, abilities and other psychological characteristics.” It is
also defined as “the pattern of emotions, thought and behaviour of an
individual, which are specific to that person, and which endure in different
circumstance and over time”. The proverb “The child is father to the
man” matches up exactly with this definition. In another definition it is
defined as “one’s enduring characteristics as well as her/his perception,
manner of communication and interrelations, perception of self and
perception of environment”. In other words, personality encompasses
the mode of an individual to lead a harmonious life and the totality of
that individual’s relationship with the self and with others. The totality
of these relations, on the other hand, encompasses, in quality and
quantity, individuals’ conscious and unconscious behaviour patterns,
facial expressions and gestures, speech manner, attitudes towards
the internal and external environment, their individual perspective to



the world, manner of expression of their impulsive needs and the way
how they meet such needs, capacity of self-control and the defence
mechanisms they use. Newer models defining personality, on the other
hand, suggest that it is composed of basic and universal emotions and
a combination of life experiences related to these emotions. As quoted
by Patricia Cohen, Izard defined emotions as universal capacities that
regulate and motivate cognitions relating to cyclic processes which
characterise homeostatic and physiological drives. Research suggests
that six emotions (interest, joy, sadness, anger, disliking and fear) are not
learned emotional responses; they are universal and accepted as such,
and they invalidate the consciousness. It is further suggested that over
time the basic positive and negative emotions, the cognitive frames in
one’s emotional experiences and appreciation and attributions develop
in one’s emotional experiences, and these dominant and motivating
emotions transform into basic emotions through influential effects and
are gradually replaced by emotional schemas. It is argued that these
dominant motivating emotions could be observed as “temperament” in
early childhood period, where these emotions could have a dominant
influence in, probably, a normative manner. As the individual grows,
schemas combines these emotions, creating, in the light of genetic
features as well as experiences, a form specific to that individual in
a compact/interrelated manner. Thus differences in personalities
develop out of the combination composed of genetic-based individual
differences within the range of the subjective power springing out of
these emotions and experiences which form the schemas relating to
the self of an individual, to others and to the world. The development
of personality in later stages, on the other hand, is observed in a series
of adaptations to probable threats and satisfactions which arise over
time. Such adaptation is formed by one’s biological in-born features,
experiences, and new or changing interpretations regarding the world.
Coherent static groups of emotional schemas can be organised, step-
by-step, as personality patterns. The risks associated with the childhood
period which may trigger a personality disorder can be grouped under
demographic risks, problems relating to physical health, attachment
problems in early period, parenthood and relations between parents
and children (Gurhan and Kabatas 2010; Gurhan 2012).
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4.1.1. Personality Theories; Divergent theories aiming to define
personality are available. While a group of theoreticians focus on
the most important features of personality, others try to understand
the differences between individuals. Some among these who rather
focus on differences argue that family is the most important factor in
the development of personality. Some others advocate, on the other
hand, that environmental factors outside family are of importance in
this respect. Another group argue that personality is a collection of
behaviours which we have learned through thinking on our self and
on our experiences. All these approaches have produced different
theories of personality.

4.1.1.1. Psychodynamic theories: This is the theory put forward
by Freud who argued that personality is based on the unconscious
part of the mind, libido and disputes in the self.

4.1.1.2. Humane theories: This emphasizes the realisation of
one’s potentials and positive development patterns in the formation
of personality (This theory is based on the argument put forward by
Adler suggesting that any individual is engaged in a continual series
of attempts to achieve the best possible results).

4.1.1.3. Theories on distinctive features: These theories define
the distinctive features of individuals and categorise them (Gordon
Allport and Raymond Cattell)

4.1.1.4. Theories of cognitive social learning: These theories
base the notion of personality on the individuals’ perception of
environment, attitudes of mind and manners of reaction (Albert
Bandura). These theoretical approaches also contribute to our
understanding of personality.

Friedman and Roseman advocated that there are two different personality
types, which they defined as A and B types. People with A type personality are
generally defined as idealist, perfectionist, impatient and dynamic. They are
competitive and continually struggle to achieve their aims and hardly come
to terms with the idea of losing. They have a high sense of responsibility and
struggle to complete tasks assigned to them in time. They value their work
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above everything to have a successful career (Day and Bedeian 1991, 41).
People with A type personality like to compete with others and always struggle
to increase their performance. According to Baltag and Baltas (2000:148), (i)
people with A type personality continually focus on a topic; (ii) they set high
aims and have high expectations in line with their aims; (iii) they always have
a feeling as if they were in race with others; (iv) they usually focus solely on
their work, paying little attention to their social life.

People with B type personality are calm, sweet-natured, easy-going and
flexible individuals who do not like competing with others. They generally have
a low sense of responsibility and never strive for perfection. Furthermore, they
are not time-conscious, but are patient and relaxed. They do not like to praise
themselves; they do not play to win, but rather play to have fun. They do
not like projects with deadlines, but always take their time. Ultimately, people
with B type personality are described as tolerant individuals who always tend
to seek a compromise with others, are not competitive and self-centred and
never seek perfection. However there are people who have A and B type
characteristics combined at the same time. It is not possible to exactly group
people in one or other of these two groups. Nevertheless, some researchers
have described A and B types as stress personalities, suggesting that there
may be a correlation between these types and vulnerability to be a target of
mobbing (Sahin et al., 2011). Research has demonstrated that people with
A type personality features such as impatient time-consciousness, generally
having a sense of being under pressure and being highly competitive are
more prone to being targeted by mobbing perpetrators. Some studies that
have directly or indirectly investigated the relationship between personality
and exposure to mobbing have found that employees with characteristics
such as “organised, time-conscious, competitive, creative and innovative,
perfectionist, always observes the rules set at workplace, has excellent skills
and knowledge” give rise to a sense of uneasiness in an organisation or
group, as a result of which they can be targeted by mobbing perpetrators. This
especially applies to organisations with a traditional/conservative structure.
It is suggested that such individuals may be considered as a threat for co-
workers due to their innovative ideas and drive for successful results and
therefore be subjected to mobbing (Durna 2004., Durna 2005).

Five-Factor Personality Model is another personality evaluation model that
has enjoyed broad acceptance by scientists all over the world. These five
basic dimensions define the individuals’ personality traits and personality
types in their fundamental dimensions. The model defines personality traits in
two opposite poles for each dimension.
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4.1.2. Personality Traits;

4.1.2.1. Extraversion: This includes traits such as emotive, joyful,
talkative, sociable, affectionate, dynamic and sympathetic. At the
opposite pole of this dimension are traits such as shy, quiet, calm,
introverted, loner, not talkative.

4.1.2.2. Agreeableness: People in this dimension are respectful,
reliable, friendly, flexible, kind, compassionate, easy going, humble.
The opposite pole includes traits such as aggressive, hostile,
peevish, easily irritated, stubborn, obstinate and distrustful.

4.1.2.3. Conscientiousness: This dimension includes traits such
as organised, cautious and determined. At the opposite pole are
traits such as unsystematic, disorganised, easily losing focus and
delayer.

4.1.2.4. Emotional Stability: Individuals in this dimension are
easy-going, self-confident, patient, open to criticisms and stress-
resistant. At the opposite pole of this dimension are traits such as
anxious, stressful, shy, not confident, lacking peace of mind, uneasy,
unsteady and aggressive.

4.1.2.5. Openness: People in this dimension are creative,
innovative, analytical, sensitive, enthusiastic, independent, liberal-
minded and highly expressive. The opposite pole includes traits
such as traditional, conservative, indifferent and ordinary.

As seen, it is almost impossible to exactly define personality and group
people under one single personality type. It is a fact that humans have
specific traits with respect to manner of world perception and acting,
but they also have the ability to adapt themselves to circumstances
and conditions. However, some people develop an inflexible and
maladaptive frame of mind and behaviour patterns from early age. Such
a frame of mind and behaviour patterns can be so extravagant and strict
that they generate inner problems in individuals as well as problems for
others. We can meet individuals with such personality disorders in a
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wide range of different types ranging from harmless interesting persons
to cold-blooded murderers (Avci et al., 2010).

It is not easy to analyse mobbing perpetrators in respect of personality
to group them. Attempts have been made, however, to define them
by their behaviour patterns. Besides, there are specific motives that
trigger mobbing behaviours. In other words, what we can see is only
the invisible part of the iceberg; the real motives lie deep in the invisible
part of the iceberg.

Previous research has highlighted the most frequent traits of mobbing
perpetrators as follows: In general they are individuals who; are
incompetent in life, do not communicate openly and honestly, usually
role-play in their relationships, tend to present themselves as a better
person than they actually are, have a hostile stance towards others,
usually seek pleasure, are in a state of being bored, reinforce prejudices,
think that they have privileged rights, make others suffer for what they
do not have, have an egoistic and narcissist personality, a higher sense
of self and a misdirecting competition instinct, always feel a need to
raise their reputation. Several studies describe mobbing perpetrators as
people with a need of extreme control, not courageous, short-tempered
and avid for hungry. Leymann also suggested that the behaviours of
a mobbing perpetrator occur with gestures of jealousy and hostility
which, in turn, spring out of their feelings of insecurity and anxiety. It is
argued that a probable mobber can be recognised in all these negative
traits that are reflected in their insincere, dishonest and dishonourable
behaviours and their manners of action characterised with disrespect
for diversities and other people’s lives.

Another study concludes that people turn to mobbing at workplace
to disguise their inabilities. It is suggested that their anxiety/fear and
a sense of helplessness for their status and reputation urge them to
discredit others. The personality/behavioural traits of such individuals
may be roughly grouped as follows.
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4.1.3. Personality Traits According to Davenport et al.

Antipathetic personality: They are extremely controlling, fearful and
short-tempered. They always want to be powerful. They can resort to
malicious and manipulative acts without reserve.

Narcissist personality: Individuals in this group are considered as
socially disabled. They resort to force to control people they fear of,
and see themselves as being superior than other people.

Egocentric under a threat: A mobbing perpetrator who has an
exaggerated perception of the self can display an extreme reaction
when faced with an unpleasant condition, because exaggerated self-
perception can potentially increase the reaction co-efficient.

Attempting to impose own norms on the corporate policies:
Psycho-terror perpetrators who adopt mobbing as a general approach
tend to favour obedience, discipline and terror rather than initiative,
independent actions and motivation to suppress other people. They
always remind others of certain rules and tend to impose new rules.

Prejudiced and sentimental personality: The behaviours of
mobbing perpetrators base on no rational fundament and explanation.
People can be targeted by mobbing perpetrators for several reasons;
sometimes it may be the religion or ethnical background of the targeted
person, some other time victim’s performance, promotion or award,
which trigger mobbing behaviours (Davenport 2003).

4.2. Personality and Behavioural Traits of Mobbing Victims

Everybody in any workplace or culture has the risk to be subjected to
mobbing. The mechanisms of mobbing can be different from one
workplace to another, but in general it develops in a typical and similar
process. Research has shown that mobbers generally target people with
certain personality traits. Even though there is no exact personality type
that might always be more prone to mobbing, mobbers usually target
“charming/kind” individuals. Mobbers think that such people display the
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least resistant. In other words, charming/kind people are an easy prey for
mobbing perpetrators. Vulnerable individuals are also targeted by mobbers,
because such people cannot resist to or retaliate against perpetrators. In
contradiction to these considerations, however, mobbers target “the best
and brilliant” people rather than charming and kind individuals. Individuals
who resort to mobbing due to a feeling of incompetency usually target the
most successful and brilliant co-workers, damaging them in a slow and
insidious process. But mobbers can, of course, also target other people
who do not match the above defined three groups. However, research in
this field has demonstrated that mobbers often target people in these three
groups, namely “charming/kind”, “vulnerable” and “most successful and
brilliant” individuals. Studies have also shown that there are no common
characteristics in people prone to mobbing in respect of personal traits or
background. Evidence even shows that the greatest maijority of victims
are intelligent, creative, success-oriented individuals, who have excellent
abilities and are dedicated to their work. Individuals with a creative spirit
especially become targets of co-workers, who want to maintain the
status quo, due to their new ideas. The studies performed by YUlcetirk
and Cukur have also yielded similar results. Interviews conducted with
mobbing victims show that they are usually people with excellent abilities.
In other words, they are usually intelligent, talented, creative, success-
oriented, honest, reliable, self-confident, sociable, qualified and dedicated
individuals. They are critical, but never adopt an accusing approach. They
feel no need to make themselves popular among other people, generally
focusing on ideas rather than individuals and incidents. It is reported that
flexible, sensitive self-critical, highly emphatic individuals with a higher
emotional intelligence who can bring forward new ideas and view the
world from different perspectives are more prone to being victimised by
mobbers. Such people usually have a very positive career path. They
are not political in nature, have a high sense of belonging and identify
themselves with their work. Because they can bring forward new ideas,
creative people are more likely to suffer from mobbing. Such individuals
are chosen as target on the assumption that they could pose a threat to
co-workers in superior positions. Besides, there are other personal traits
not controllable such as colour, gender, physical features, accent or being
better mannered than other co-workers (Gurhan 2012., Gurhan 2013).
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4.3. Personality Traits of Mobbing Behaviours According to

Some Researchers

4.3.1. Persons in solitary position: For example one woman working
in a work setting with predominantly men co-workers, or vice versa,
is more prone to mobbing. Similarly, an individual from a certain
region working in a group of workers from another region is also more
vulnerable to be victimised by mobbers.

4.3.2. Unusual persons: Individuals in this group are targeted because
of their certain features, such as an unusual dressing style, disability or
being a stranger in a group.

4.3.3. Successful persons: Individuals who have achieved successes
at professional life or appreciated by their superiors are being envied by
co-workers and can be targeted by mobbing perpetrators.

4.3.4. Newcomers: Newcomers can be a target of mobbing behaviours
due to their features (for instance being younger, more handsome/
more beautiful or more successful) or just because of the fact that the
predecessor in the position in question had been popular among co-
workers.

It follows from the foregoing considerations that many causes and
reasons are in play in triggering mobbing behaviours. Considerations
such as “Hardworking and successful employees are not targeted by
mobbers”, “Itis generally superiors that commit mobbing behaviours” or
“slackers are more prone to mobbing” do not exactly apply to mobbing.
The proverb “"Stones and sticks are thrown only at fruit-bearing trees”

also refer to the nature of mobbing behaviours (Batigtin 2006).

When asked, in a study performed on mobbing by N. Gray in the USA,
why they thought they were targeted by mobbing perpetrators, 58% of
the employees said because “they resisted to control” and “objected
to being treated like a servant”. While 56% of the participants said that
there were targeted because they were envied at workplace for the
reason that they were more talented than their superiors, 49% said it
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was because of their social skills, popularity at workplace and positive
attitudes. On the other hand, 46% felt that they were targeted because
of their reaction to rude manners and behaviours toward them (such
as whistling to call them or being addressed without mentioning their
name). Some others (42%) felt that mobbing resulted from the tyrannical
personality of the mobber (Namie 2003).

4.4. Mobbing Perpetrators and Bystanders

4.5.

The characteristics of witnesses and managing employees involved
in the process of mobbing in one way or another are also as much
important as the characteristics of mobbers. For this reason, besides
mobbing perpetrators the involvement of witnesses and managers in
the process of mobbing should also be recognised well.

4.4.1. Bystanders

Even though the management does not directly take part in the second
phase of mobbing process, it can display a prejudiced approach to the
condition in the first phase, adopting, by misjudging the situation, a
stance tending to accuse the already isolated victim and thus ignore
the problem. At this point, the management becomes involved in the
negative circle. The co-workers of the victim and management begin to
criticise the victim for alleged defects in personal traits instead of victim’s
professional qualifications. Ignoring, in this phase, its responsibility
“to control the workplace in respect of psycho-social support”, the
management becomes an actor in the mobbing process and the
consequent vicious circle.

Mobbing Witnesses

The foregoing chapters discussed the features of mobbers and victims,
butthe witnesses of mobbing are also equally importantin terms ofimpact
on targets. Witnesses are individuals such as co-workers, superiors and
managers, who do not take part in the process, but observe the process
or feel its effects in one way or other; but sometimes they participate in
the process in a direct way. It is a fact that silence means consent. For
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this reason, witnesses are also involved in the mobbing process in a
sense as bystanders. They also have a negative effect on the intensity
and length of mobbing behaviours; on the other hand, they themselves
can also be affected in the process. The personal traits of withnesses
are as important as those of mobbing perpetrators and victims. The
witnesses can be grouped in five groups as political witnesses,
indifferent witnesses, self-seeking witnesses, over interested witnesses
and accessory witnesses Gurhan.N., Kabatas. E.2010: Gurhan 2012)..

Lack of norms does play an important role in respect of the emergence
of mobbers, witnesses, bystanders and victims in a workplace; norms
are of great importance in determining standards of behaviours in any
place. Antisocial and aggressive behaviours are out of norm in many
communities. People avoid such behaviours for fear of being condemned
and not being approved. A lack of fear in this sense reduces the desire
to observe social norms. Sometimes, when in a group, individuals
adopt the aggressive or antisocial behaviours of the group instead of
acting based on their own values. Where no prohibition exists in respect
thereof or when, on the contrary, the norms support such behaviours,
individuals can also resort to aggressive and antisocial behaviours.
Gangs, for instance, display aggressive and antisocial behaviours,
because the group approves of such behaviours, and any aggressive
behaviour is supported (Cobanoglu 2005., Gurhan 2013., Girhan.N.,
Kabatas. E. 2010).

38



CHAPTER 5

EFFECTS OF RELATIONSHIP OF PERSONALITY AND TEMPERAMENT
WITH MOBBING ON BUSINESS ADMINISTRATION

It is well known and inevitable fact that mobbing / psychological violence have
a multi-dimensional effect on individuals. The following figure shows the most

prominent effects.

5.1 Figure 2
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Figure 2. Effects of Mobbing on Individuals (Ozdemir 2007)
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Mobbing has a wide range of effects on individuals. The figure also demonstrates
the effects of psychological violence on individuals. It is an inevitable fact that
such comprehensive effects do not only affect individuals, but they also do have
diverse negative effects on their families, work life and domestic economy of
the country. Its adverse effects on the health of individuals and the consequent
health expenses and days of absence at workplace inflict major impacts on
organisations and national economies. Similarly, mobbers also indirectly inflict
great losses on their organisation and economy of their country by inflicting
violence on family members and other persons (Ozdemir 2007).

People exposed to mobbing suffer from psychiatric problems such as major
depression, psychosomatic complaints, emotional disturbance, post-traumatic
stress disorder. Besides these problems, it also has negative effects on the
relations of victims in the family and social circle. Creating a snowball effect,
all these problems grow into a vicious circle (Gray 2017; YUceturk 2017; Tinaz
2006)

Witnessing mobbing behaviours also impact individuals as much as being
subjected to mobbing; witnesses experience extreme strain and pressure.
Research has demonstrated that mobbing victims and witnesses have lower
self-confidence (Gray 2017; Yuceturk 2017; Tinaz 2006 )

It has also other effects such as reluctance to go to work, arriving late at the
office, loss of motivation. Such a situation develops into a vicious circle and
triggers other problems. If the problem is not dully addressed, people can leave
the workplace or be dismissed; furthermore it can also lead to disintegration in
families and even to suicides (Gray 2017; Yucetlrk 2017; Tinaz 2006)
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5.2. Effects of Mobbing on Business Administration

It is a known and inevitable fact that mobbing has substantial impacts
on individuals, families, societies and organisations. Its effects on
business administration and organisations are important in respect of
working life. Mobbing is a major problem that besets organisational
structures. The first consequence of mobbing in working setting is
the creation of a stressful environment; in this sense, besides effects
on organisations, it has manifold impacts on the performance and
job satisfaction of employees. The stressful environment dominating
in an organisation disturbs every employee, leading to a decrease in
employees’ performance and loyalty. Lower job satisfaction, in turn,
leads to reluctance towards work and restricts creativeness. Mobbing at
workplace distracts employees and removes them from organisation’s
targets and gives them the feeling that their job is unimportant. That
is because in such a case employees completely direct their attention
to the problem they are in, a situation that has negative effects on the
teamwork always desired in an organisation. Thinking that they can one
day also be subjected to mobbing, besides victims, withesses also lose
their trust in the organisation. As a natural consequence, a substantial
decrease occurs in loyalty toward the organisation and toward the
work, which disturbs the harmony at the workplace and creates an
environment of distrust. In such a situation employees can no more
cooperate towards achieving common goals. The consequent chaos and
unrest also impacts the company, reflecting a negative organisational
image. This is a process that impacts the organisation from top to
bottom and creates an environment burdened with unrest, conflicts and
chaos. The organisation begins to search a solution to overcome the
environment loaded with unrest and conflicts. The loyalty of employees
toward their work and company decreases, and they begin to watch
an opportunity to find a new job in another employer that can offer a
better working environment. With the resignation or dismissal of every
experienced and qualified employee, the organisation loses gained
experience, in other words, loses blood. Besides losing experienced
and qualified specialist personnel, the hiring process of new recruits,
and the time and cost required for their training and process of their
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specialisation increase the expenses and can cause financial damages
in the company. Eventually, mobbing does not only trigger psychological
disorders in victims, but it also does cause substantial economic losses.
It is suggested that the cost to society of individuals that fall ill as a
result of mobbing is greater than their yearly income. On the other hand,
many individuals subjected to mobbing do not consider the strain they
experience as an illness and do not receive treatment. Another effect
of mobbing on organisations is the claims for damages by employees.
There are no legal regulations addressing this process in our country
yet, but some countries have integrated into national legislations the
claims of employees concerning damages arising from physical and
mental illnesses. The legal processes and compensations paid are also
another factor that increases the costs. Based on the foregoing, we
can say, without hesitation, that employers and personnel in managing
positions must be able to distinguish mobbing behaviours, recognise
this phenomenon and take the necessary measures to prevent it (Kdse
2006).

42



5.3. Method Of The Study

The aim, population and sample, limitations and the length of the study are
discussed in the second section of this chapter, which also includes the data
collection form and scales designed by the researchers and data processing and
its duration.

5.3.1. Methodology:

This study employed the qualitative/quantitative data collection
techniques, a structured interview technique based on ethnographic
observations and models available in the literature as well as five-point
Likert scale and inventory. Qualitative research provides insights into
processes rather than products or outputs. In other words, it focuses on
the meanings. The researchers used a data collection form including 17
questions about ethnographic characteristics, a structured and a semi-
structured interview forms consisting of 11 and 10 questions respectively,
the mobbing scale — personality and temperament inventory.

Mixed Methods Research (MMR): MMR is a type of research
which involves collecting, analysing and evaluating of qualitative
and quantitative data in a study or several studies. Its introduction
represented a revolutionary step in the field of research. The Handbook
of Mixed Methods in Social and Behavioural Research discusses this
method in detail. There have been an increasing number of studies and
publications that have investigated the set of values of mixed methods
research. Integrating the qualitative and quantitative methods in a
research method, this type of research eliminates the deficiencies of
a single method, a feature that increased the need for mixed research
designs to perform studies with more quality. This method constitutes a
bridge between qualitative and quantitative research methods (Tunali
et al., 2016., S6bnmez and Alacapinar 2011).

Quantitative Research Method: The research process in social
sciences begins with the selection of the research problem and
research method. The quantitative research method is based on the
positivist approach which advocates that social and physical worlds can
be investigated through the same method, and that social phenomena
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should therefore be investigated through methods used in natural
sciences. Quantity is the number or amount of something; in other words
it refers to amount or mass. Quantitative, on the other hand, means
“relating to quantity”. Quantitative data are those that are obtained in
experiments or observations performed in a laboratory environment
or in observations, surveys or structured interviews performed in field
studies.

General features of quantitative research method / Social reality
understanding: Social reality does not change depending on culture or
time; it is universal, something waiting to be discovered “somewhere
out there”, outside the subjectivity of humans.

The aim of social research: Social research provides explanations for
the causality relations between social phenomena by examining the
hypotheses, generalises findings, and in this way it manifests the social
laws that regulate the social life independently from culture and time
and makes it possible to bring about estimates about phenomena and
incidents.

Quantitative Research Techniques:

(Controlled) Observations: Structured observation is an observational
approach that is performed through standardised data collection tools.
In this technique the data collection channel is kept under control.

Surveys: Survey is the most frequently used study design in social
sciences. It is a technique that includes various measurement tools.

Questionnaires: It is a technique used to canvass information through
multiple choice questions that are sent to participants by post, cell
phones or internet. It can also be administered in person in face-to-face
interviews.

Experiments: In this technique the relationship between certain
variables are tested in a controlled way in order to examine pre-defined
hypotheses.
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Quasi-experiments: The quasi-experimental technique is used to test
hypotheses, evaluate validity and identify general trends from study
results. It is performed in field settings where the external factors are
not completely controlled.

Qualitative Research Method: This technique is used in scientific
studies performed by using interviews, observations etc. in which
subjective and numerical data cannot be collected (MEB,2006) It is
generally utilised in disciplines such as psychology, sociology, science
of politics etc. where data cannot be reduced to one single numeric
value. It is based on verbal analysis, and it requires the analysis of
the entire body of data available; that is the reason why it is called
qualitative technique (Arslan, 2014).

In the qualitative technique the subject researched is reflected in all its
reality without any limitation because this type of method is not based
on a certain pattern. This type of research is more functional and easy
to implement; it enables researchers to view the subject from different
perspectives. As in quantitative research, there are certain techniques
also in qualitative research, and all these techniques can be used
as separate methods in themselves. Gurbetoglu (2015) reports that
qualitative methods can be separated into five groups: Ethnography,
Case Study, Phenomenology, Grounded Theory and Narrative.
Narrative is a technique that can be used in both quantitative and
qualitative studies; it is used to canvass the ideas of the study sample.
Ethnography technique is used to describe the traditions, believes
and behaviours in a culture based on a correlation with each other. In
the case study technique, on the other hand, a case is investigated in
detail without depending on one single variable. In phenomenology an
incident, a case, circumstances and behaviours are investigated and
correlated with each other. In the technique of grounded theory, data
obtained in a sample group can generate other data, as a result of
which the researcher can encounter an unexpected theory.
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5.3.2. Population and Sample of the Study

The population of the study consisted of 17 local governments in the
province of Bursa. The study sample was chosen by means of simple
random method from two local governments with the largest number
of personnel to represent 17 local governments in line with the aim
of the study. The local governments involved are the Municipality of
Yildirim with a total of 1002 employees, of which 57 are managers, 584
employees in permanent employment and 418 employees employed
by sub-contractors, and the Municipality of Osmangazi with a total of
1555 employees consisting of 61 employees in managing positions,
584 permanent staff and 910 employees employed by sub-contractors.
As planned, the Municipality of Gursu, another local government in
the area, was chosen for the reserve sample. This municipality has
385 employees in total, of which 29 are managers, 200 personnel
in permanent employment and 156 employees employed by sub-
contractors.

The study was performed after obtaining consent from the personnel
in managing positions and employees in permanent employment
employed by the municipalities of Yildirrm and Osmangazi. Of the study
population, those who did not agree to participate in the study and other
personnel who were at leave and those who were absent because of
sick-leave were excluded from the study, and the remaining personnel
constituted the sample of the study.

5.3.3. Reason of the Study and Its level of Analysis

The analysis level of this study is individuals. The data collection form
and scales were administered to the employees of the municipalities of
Yildinnm and Orhangazi in Bursa. The primary aim of the study was to
investigate the effects of personality and temperament on mobbing. The
reason why the study was performed in the municipalities of Yildirim
and Osmangazi was that local governments are more dominated by
power-political interests and discussions, and also that people in a great
variety of professions and jobs are employed in these administrative
entities; the study aimed, therefore, to investigate the dimensions of



mobbing in municipalities. On the other hand, the reason why especially
the municipality in the district of Yildirrm and that in Osmangazi were
chosen for the study was that these two local governments have the
greatest number of personnel among the local governments in Bursa.

5.3.4. Limitations of the Study

The study has certain limitations. Firstly, it is only limited to the districts
of Yildirrm and Osmangazi in Bursa. Another limitation of the study
lies in the fact that it only investigated employees employed by local
governments, not including other civil servants.

5.3.5. Data Collection Tools

The data collection form used in the study was designed by the
researcher based on ethnographic observations and models available
in the literature. It includes 17 items. The study employed two interview
forms also designed by the researcher basing on ethnographic
observations and models available in previous research, namely one
structured form with 11 questions and another semi-structured one
consisting of 10 items.



The questions included in the semi-structured data collection form and
the reasons to ask these questions are as follows:

* Have you ever had a negative experience with any of your superiors?
Yes () If yes, please explain with whom and how ...

No ()

This question is asked to find out whether the participant was subjected
to vertical violence in the form from top to bottom, and if yes, whether
the case experienced could be defined as psychological violence.

*Have you ever had a negative experience with any of your subordinates?
Yes ( ) If yes, please explain with whom and how...

No ()

This question is asked to find out whether the participant was subjected
to vertical violence in the form from bottom to top, and if yes, whether
the case experienced could be defined as psychological violence.

* What do you think is your most positive characteristic? Please describe
it in one sentence.

This question aims to find out whether the self-perceived positive
characteristics in individuals would contribute to the emergence of
psychological harassment.

* What do you think is your most negative characteristic? Please
describe it in one sentence.

This question aims to find out whether the self-perceived negative
characteristics in individuals would contribute to the emergence of
psychological harassment.



 Could you describe briefly what mobbing is?

This question aims to evaluate the knowledge level of participants about
psychological violence.

» Have you ever been mobbed in any form?

Besides investigating whether the participants know about mobbing, this
question attempts also to discover whether their knowledge is correct.

» What do you think are the mobbing factors in your opinion?
This question is asked to evaluate whether mobbing factors are known
or whether any incident and behaviour is perceived as psychological

violence.

* Is it possible to prevent mobbing?
Yes, ( ) Please explainin a few sentences.

No, ( ) Please explainin a few sentences.
People would act in line with their perception of whether or not mobbing
can be prevented. This question is asked to raise awareness in this

respect.

» What do you think are the effects of mobbing on employees? (Please
explain briefly)

This question aims to canvass the views of the participants with respect
to the extent of psychological harassment and the scope of its effect.

* What have been the effects of mobbing for the company you are
working in? (Please explain briefly)

This question is asked to evaluate whether the participants are aware
of the mobbing behaviours and their effects on the organisation.
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» » Has there been anybody who left the company because of mobbing?
(Please explain briefly)

The aim of this question is to get information about employees who have left

the workplace because of psychological harassment.

» Would you please introduce yourself to us?
(What are your characteristics?............. )

This question aims to assess the participant and her/his self-perception by a
different question.

* What do you think is mobbing? (How would you describe it?)

This question aims to stimulate the participants to describe mobbing and its
effects as they see it.

* Have you ever been subjected to mobbing? If yes, by whom?

This question aims to find out whether the participant has been subjected to
vertical or horizontal mobbing.

* Do mobbing behaviours continue at the moment?

This question is asked to assess whether the participant is aware of the duration
of mobbing that is described as psychological harassment systematically
directed to a victim at intervals.

» Why do you think the mobbers perpetrated mobbing?

One’s perception of mobbing has a great role in respect of the extent of

its effects on one. This question aims therefore to assess the participants’
perception of the cause of mobbing.
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* Have you informed the senior management?

Informing the senior management in the first phase of mobbing is essential in
the combat against this type of violence. Has the managers at workplace been
informed? Have the legal channels been used in their respective order?

» Has the senior management supported you?

Psychological violence frequently occurs from top to bottom or between people
in equal positions. Managers, on the other hand, can take up a position in
favour of mobbing perpetrators.

» What effects do you think mobbing has had on you?

Psychological harassment has many impacts on individuals, many of which can
be subjective effects not perceived by the targeted person. This question aims
to assess the effects of mobbing in general, and also whether the individual is
aware of the effects of mobbing on her/him.

* Have you received support? If yes, from whom?

Social support is of great importance in combating psychological hrassment.
More social support means more success in combating this phenomenon.

» Have you suffered from mental disorders? If yes, what type of disorders?
Have you received support?

We know, based on the evidence reported in the literature, that psychological
harassment causes post-traumatic stress disorder and depression, even
leading to attempts of suicide. This question aims to assess whether the effects
of mobbing on the individual would necessitate support from a healthcare
professional.
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Mobbing Scale: The Workplace Mobbing Behaviours Scale used in
the study is the one developed by Dilek and Aytolan (2008). The scale
groups mobbing behaviours under four main headings: isolation from
work (IFW), attack on professional status (APS), attack on personality
(AP) and direct negative behaviours (DNB). A six-point Likert scale was
used to determine the frequency of behaviours. If the number to be
obtained by dividing the total scores obtained in the inventory to the
number of items is 1 or more, it shows that the individual in question
has been subjected to mobbing at workplace.

Temperament and Character Inventory (TCI): It is a self-evaluation
inventory developed by Cloninger. It is a dimensional psycho-biological
character model developed and defined by Cloninger in 1993 to provide
insights into the normal and abnormal variations in temperament and
character. The scale makes a distinction between temperament and
character traits. While temperament traits are Novelty Seeking (NS),
Harm Avoidance (HA), Reward Dependence (RD) and Persistence
(P), character traits include Self-Directedness (SD), Cooperativeness
(C) and Self-Transcendence (ST). TCl developed to evaluate the 7
dimensions of personality is a self-evaluation inventory consisting of 240
items with answer options of “TRUE” and “FALSE”. All the dimensions
except for P are divided into three and five sub-dimensions; namely
that while the temperament traits NS, HA and RD are divided into 4
sub-dimensions each, the character traits of SD and C have 5 sub-
dimensions each, and the character trait of ST has 3 sub-dimensions.
The calculation in TCl is as follows: while the items that are scored
as positive in all sub-dimensions are not underlined, those scored as
negative are underlined (D=0, Y= 1). Some items, on the other hand,
are not scored as part of TCI. The Turkish version of TCI was tested by
Kdse et al. in terms of validity and reliability.
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5.3.6. Duration of the Study:

The study was performed in four semesters scheduled by the Social
Sciences Institute of Cyprus Near East University for writing doctoral
theses. The study was begun in the autumn semester 2016-17 and
completed in the autumn semester 2017-18. All the expenses relating
to the study were covered by the researcher.

5.3.7. Data Processing and its Duration:

In the first phase, data collection forms and scales designed by the
researchers were procured to be used in the study. In the second phase
data were collected from the employees in the municipalities involved
by means of data collection tools. Last, data were input and analysed by
using SPSS (Standard Program for Social Sciences) for Windows 16.0
according to the plan designed in line with study purposes. Percentage,
average, median, Pearson chi-square and Likelihood test were used in
the evaluation of data.



CHAPTER 6
TABLES AND FINDINGS

The findings arising from the data collection and interview forms, mobbing scale
and temperament and character inventory administered to 465 employees,
being 196 women and 269 men, are presented in the tables below. The views of
participants were integrated in codes without mentioning their names in compliance
with the principle of confidentiality. The tables includes personal information
about the participants from the Districts of Yildinm and Osmangazi in Bursa and
comparable information arising from the scores which the participants obtained in
data collection forms, mobbing scale and temperament and character inventory.

Table 7: Personal information about participants (n=465)

Age Number (n) Percentage
<30 46 9.9
31-34 40 8.6
>35-39 80 17.2
>40 299 64.3
Gender
Women 196 42.2
Men 269 57.8

Marital Status

Married 381 81.9
Single 84 18.1
Family Type
Nuclear Family 334 71.8
Extended Family 105 22.6
Fragmented Family 26 5.6
Educational
Background
Graduates of High 340 731
School
GraQuate_s of 125 26.9
University
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Profession

Servant 123 26.5
Profossions 18 39
Counsellor 1 0.2
Teacher 10 22
Manager 9 1.9
Driver 42 9.0
Photographer 5 11
Accountant 10 2.2
Others 247 53.1
Sector
Public 406 87.3
Private 59 12.7
Units
Uit in Mniipalty 6" 1.1
Instructor 10 2.2
Finance 3 0.6
Office 2 0.4
Security 2 0.4
Working Time
1-10 216 46.5
11-20 226 48.6
21-30 20 4.3
31-40 3 0.6
Position
Taseron isgi 190 40.9
Kadrolu personel 244 52.5
Yénetici 31 6.7
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Training specific
for the current

position
Received 69 14.8
Not received 396 85.2
Working Mode
Full time 414 89.0
Part time 51 11.0
Socio-economic
condition
Low 82 17.6
Medium 334 71.8
High 49 10.5
Social Security
Provider
Retirement fund 60 12.9
Social Security 402 86.5
Agency
Higher Scheme 3 0.6
Residence place
during childhood
Urban area 338 72.7
Rural area 127 27.3
The place resided
for the longest
period of time
Urban area 390 83.9
Rural area 75 16.1
Negative expe-
rience with any
superior
Experienced 15 3.2
Not experienced 450 96.8
Negative expe-
rience with any
subordinate
Experienced 6 1.3
Not experienced 459 98.7
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Do you think
you have been
exposed to mob-

bing?
Yes 17 0.4
No 257 55.3
No idea 191 443
Can mobbing be
prevented?
Possible 47 10.1
Not possible 52 11.2
No idea 366 78.7
Effects of mob-
bing on employ-
ees
It is positive 4 0.9
It is negative 30 6.5
No idea 431 92.7
Effects of mob-
bing on the organ-
isation
Material damage 18 3.9
Splr_|tual-psycho- 4 09
logical damage
No idea 443 95.3
Have there been
people who left
the workplace
because of mob-
bing?
Yes 6 1.3
No 254 54.6
No idea 205 44 1
Defining mobbing
Could define 4 0.9
Could not define 461 99.1
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Who do you think
mobbed you?

Co-worker 17

Does mobbing
continue at the

moment?
Yes 16 94.1
No 1 59

Of the participants, 64.3% are over 40 years of age. Men participants make up
57.85% of the sample, and 81.9% of the participants are married. The majority
(71.8%) expressed living in a nuclear family. Asked about their educational
background, 73.1% said they are high school graduates. As for the employer,
87.3% expressed working in a public agency, 83.2% in a local government
and 52.5% in permanent employment in the municipality. AlImost half (48.6%)
expressed having been working between 11 and 20 years. Asked whether they
have received training specific to their current position, 85.2% said no. Those
who work in full time basis amount to 89% of the participants. In response to
the question about their economic condition, 71.8% said they are in the middle
income segment. An urban area is the place where 72.7% of the participants
lived during their childhood, and 83.9% expressed that they resided in an urban
area for the longest time in their life. Asked if they had any negative experience
with their superiors and subordinates, 96.8% expressed having no negative
experience with any superior and 98.7% with any subordinate. A small amount
(5.3%) of the participants said they thought they experienced no mobbing.
On the other hand, 78.7%, 92.7% and 95% of the participants expressed
having no idea about how to prevent mobbing, about the effects of mobbing on
employees and about the effects of mobbing on the organisation, respectively.
Asked whether there are any employees who have left the company because
of mobbing, 54.6% said no. The great majority (99.1%) of the participants
cannot define what mobbing is, and 94.1% felt that they are currently exposed
to mobbing. Even though almost all the employees could not say what mobbing
is, almost all them think that they are currently subjected to mobbing in one
way or other. This result shows that individuals have insufficient knowledge
about what mobbing is and its types, and that they also consider themselves
to be subjected to mobbing in all other incidents that may not be defined as
mobbing. This indicates a need in respect of training all the employees about
mobbing.
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Table 8: Mobbing Behaviour Sub-Dimensions of Participants

Mobbing E_xposu_re Scale % Ave. + SS

Sub-Dimensions
Isolation from work 48.7 2.131.03
Attack on professional status 49.6 2.191.14
Attack on personality 49.3 1.89 1.01
Direct negative behaviours 49.9 2.121.06
General Total 42.1 2.07 0.99

The table regarding the sub-dimensions of mobbing exposure scale shows
that the participants obtained the highest score in the sub-dimensions of
“direct negative behaviours” and “attack on professional status”, and the
lowest score (1.89 = 1.01) in “attack on personality”. The score averages
participants obtained in the Temperament and Character Inventory show
that the participants obtained the highest (34.18+ 8.72) and lowest (4.31
11.20) scores in the sub-dimensions of self-transcendence and persistence,
respectively. Persistence means “continuing in one’s opinion or course of action
with patience and decisiveness”; in this sense, low persistence in employees
may result from avoidance of mobbing. Higher scores in the sub-dimension of
self-transcendence (self-development and self-renewal), on the other hand,
leads us to the assumption that the contradiction between their temperament
and their experiences might trigger mobbing behaviours and a tendency to
escape such behaviours. The results of the present study are similar to those
obtained by Altinay et al. (Altinay et al., 2014).

Table 9: Temperament and Character Inventory Score Averages of Participants

Sub-t::?\_reglsions Ave. * SS Median Minimum Maximum
Novelty Seeking 18.78 2.53 18.00 12 28
Harm Avoidance 15.62 2.21 15.00 9 23
Reward Dependence | 16.57 2.04 17.00 9 24
Persistence 4.311.20 5.00 0 8
Self-Directedness 18.254.33 18.00 11 31
Cooperativeness 21.34 2.13 21.00 13 29
Self-Transcendence | 34.18 8.72 34.00 16 45
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While the study found a positive correlation between the sub-dimensions of
novelty seeking, harm avoidance and self-directedness of TCI and all the sub-
dimensions of Mobbing Exposure Scale (MES) and total score average, a
negative correlation was found between the said sub-dimensions of TCIl and
the sub-dimension of self-transcendence of MES (p<0,05). Harm avoidance,
keeping silent in reaction to bullies and powerful stance of people with strong
self-knowledge and self-directedness stimulate bullies and trigger off mobbing
behaviours. This result also matches those observed in previous studies. It may
also be suggested that self-transcendence has a negative effect in preventing
and combating mobbing, owing to the strong stance thereby created. Harm
avoidance can be related with perpetration of mobbing behaviours and may,
therefore, trigger mobbing behaviours in individuals in senior management
positions. Reward dependence occurs and continues at a certain place and
level; where there is no reward, novelty seeking can fade out or cease.

The study found a negative correlation between the sub-dimensions of “reward
dependence” and persistence” of TCl and the sub-dimensions of “isolation
from work” and “attack on professional status” of Mobbing Exposure Scale and
the total score averages (p<0,05 ). This negative correlation may result from
the behaviour of individuals, who are dependent on rewards and persistent,
characterised with openly confronting the problem to find a solution instead of
drawing themselves back.

Table 10: Relationship between the Participants’ Temperament and Character
Inventory and Mobbing Exposure Scale (n=465)

Mobbing Exposure Scale
Dimensions of | Isolation from AttacK on Attack on D|re(_:t
professional . negative Total scores
TCI work personality :
status behaviours
Novelty r:0.127* r:0.109* r:0.138** r:0.153** r:0.135*
Seeking p:0.016 p:0.0137 p:0.008 p:0.003 p:0.011
Harm r:0.104* r:0.108* r:0.177** r:0.176** r:0.152**
Avoidance p:0.049 p:0.041 p:0.001 p:0.001 p:0.004
Reward r:-0.147** r--0.110* r:-0.095 r:-0.072 r:-0.129*
Dependence p:0.05 p:0.036 p:0.070 p:0.165 p:0.016
Persistence r:-0.139* r:-0.132* r:-0.008 r:-0.077 r:-0.115*
p:0.08 p:0.012 p:0.886 p:0.138 p:0.032
Self- r:0.284** r:0.310** r:0.222** r:0.265* r:0.304**
Directedness p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
Cooperativeness r:-0.045 r:-0.042 r:-0.069 r:-0.036 r:-0.043
P p:0.400 p:0.427 p:0.192 p:0.485 p:0.427
Self- r:-0.230** r--0.276** r:-0.147** r-0.214** r--0.246**
Transcendence p:0.000 p:0.000 p:0.005 p:0.000 p:0.000

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).
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According to post hoc Bonferroni test, the score averages participants
obtained in MES were found to be statistically significantly higher in
the age group of 235-39, women, married participants and those living
in an extended family, personnel in permanent employment as well as
in all the sub-dimensions of MES and between total score averages
(p<0,05).

Post hoc Bonferroni test found a statistically significant difference
between the average scores of participants with high income level in
the sub-dimensions of “isolation from work” and “attack on professional
status” and the average scores of participants with medium income
in the sub-dimensions of “attack on personality”, “direct negative
behaviours” and total score averages. Besides, according to post hoc
Bonferroni test, the score averages of participants with a high school
diploma in the sub-dimensions of “attack on professional status”,
“attack on personality” and “direct negative behaviours” and their total
score averages were found to be statistically significantly higher than
those of participants with a university degree (p<0,05). It is an expected
result that people with university education have a higher professional
status than others in direct proportion with their educational background.
We can also say that attacks resulting from status, expectations and
individual traits are directed to one’s status rather than directly to the
person or her/his personality due to her/his educational background
and status. On the other hand, socio-economic level declines parallel
to educational background. While lower socio-economic level triggers
attacks on personality and status, attacks are directed to professional

status rather than personality as socio-economic level gets higher.

Table 11: Temperament and Character Inventory Score Averages of Participants
by Some of Their Characteristics (n=465)

Novelty Harm RDeward . Self-Direct- | Coopera- | Self Tran-
Seekin Avoidance epen- | Persistence edness tiveness | scendence
9 d
ence
Age
<30 18.40 15.07 17.11 4.73 17.54 21.72 34.02
- 217 +2.51 +1.92 £1.19 +3.14 +2.36 17.64
3134 18.58 15.19 16.90 4.50 16.67 21.68 36.87
12.44 +1.55 +1.90 +1.04 +3.95 +1.74 +8.45
>35.39 19.04+ 15.56 16.51 417 18.40 21.17 33.03
- 2.63 12.62 +1.85 +1.21 +4.23 12.29 18.76
>40 18.80 15.87 16.40 4.15 19.15 21.32 32.76
- 12.57 12.25 12.25 +1.26 447 +2.24 +8.61
KW:2.724 | KW:4.231 | KW:6.914 | KW:9.391 | KW:12.418 | KW:3.613 | KW:6.630
p:0.436 p:0.238 p:0.075 p:0.025 p:0.006 p:0.306 P:0.085
>0.05 >0.05 >0.05 <0.05 <0.05 <0.05 >0.05
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Gender

Women 18.44 15.39 16.53 4.24 18.49 21.34 33.25
+2.16 +2.17 +1.92 +1.17 +4.07 +2.12 +8.90
Men 19.03 15.89 16.54 4.25 18.75 21.39 33.29
+2.74 +2.38 +2.27 +1.29 +4.50 +2.31 +8.33
Z:-2.169 Z:-2.174 Z:-0.731 Z:-0.305 Z:-0.602 Z:-0.261 Z:-0.118
p:0.030 p:0.030 P:0.465 p:0.760 p:0.547 p:0.794 p:0.906
<0.05 <0.05 >0.05 >0.05 >0.05 >0.05 >0.05
Marital
Status
Married 18.93 15.85 16.40 413 19.40 21.30 31.87
12.63 12.32 +2.20 +1.26 14.32 +2.36 +8.54
Sindle 18.22 14.98 17.03 4.65 15.81 21.62 38.64
g 12.03 +2.12 +1.75 +1.08 12.94 +1.60 +6.30
Z:-1.872 Z:-2.642 Z:-2.891 Z:-3.661 Z:-6.657 Z:-1.273 Z:-5.998
P:0.061 P:0.008 p:0.004 p:0.000 p:0.000 p:0.203 p:0.000
>0.05 <0.05 <0.05 <0.05 <0.05 >0.05 <0.05
Family Type
Nuclear 18.69 15.72 16.55 4.19 18.69 21.40 33.25
Family +2.54 +2.33 +2.08 +1.25 +4.28 +2.14 +8.52
Extended 19.21 15.74 16.16 4.20 19.24 21.26 31.74
Family 2.70 2.33 2.37 1.18 4,54 +2.67 18.77
Fragment- 18.39 14.91 17.65 5.00 16.08 21.33 38.82
ed Family 1.46 1.90 1.49 1.06 3.21 +1.52 6.18
KW:3.583 | KW:2.403 | KW:11.921 | KW:9.615 | KW:8.450 | KW:0.120 | KW:11.548
P:0.167 P:0.301 p:0.003 p:0.008 p:0.015 p:0.942 p:0.003
>0.05 >0.05 <0.05 <0.05 <0.05 <0.05 <0.05
Educational
Background
slt-:ltgll 18.65 15.56 16.62 4.20 18.83 21.43 32.68
2.53 2.38 2.05 1.23 4.27 2.28 8.50
graduate
University 19.07 15.93 16.34 4.33 18.20 21.23 34.64
Graduate 251 210 2.30 1.26 442 2.09 8.62
Z:-1.327 Z:-1.572 Z:-0.984 Z:-1.328 Z:-1.602 Z:-0.834 Z:-2.038
p:0.184 p:0.116 P:0.325 P:0.184 p:0.109 p:0.404 p:0.042
>0.05 >0.05 >0.05 >0.05 >0.05 >0.05 <0.05
Employer
Public 18.70 15.61 16.52 4.28 18.51 21.34 33.60
Agency 12.47 +2.31 +2.11 +1.20 14.36 12.20 18.65
Private 19.51 16.32 16.70 3.85 20.00 21.62 30.08
Sector 12.96 12.18 12.36 +1.55 +3.71 +2.50 17.03
Z:-1.776 Z:-1.853 Z:-0.786 Z:-1.603 Z:-2.112 Z:-0.421 Z:-2.113
P:0.076 P:0.064 P:0.432 P:0.109 P:0.035 p:0.674 P:0.035
>0.06 >0.05 >0.05 >0.05 <0.05 >0.05 <0.05
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Length of

Service
1-10 18.57 15.36 16.86 4.61 16.87 21.30 36.78
2.26 2.10 1.77 1.01 3.94 2.08 8.28
11-20 18.91 15.92 16.25 3.98 19.87 21.33 30.69
2.66 2.50 243 1.33 3.94 2.29 7.7
2130 19.47 16.42 16.11 3.47 23.52 22.52 25.05
3.25 2.16 1.99 1.12 2.89 2.81 3.80
31-40 19.00 15.33 16.33 2.33 22.00 21.00 29.33
4.58 0.57 1.52 1.52 6.24 1.73 5.50
KW:4.267 | KW6.153 KW:8.160 KW:39.163 KW:70.639 KW:4.880 3307
0.234 0:0.104 p:0.043 p:0.000 P:0.000 P:0.181 8.57
po- e <0.05 <0.05 <0.05 <0.05 '
Position
Empioved | 4,71 1562 | 1655 4.23 1953 | 21.71 31.33
ytractor +2.64 +2.50 +2.02 +1.18 +3.96 +2.50 +7.61
In f]‘:rnTa 18.78 15.54 16.58 4.34 17.63 21.06 35.52
employment | £2:42 £2.11 214 122 +4.53 +1.89 +8.96
Managaer 19.16 16.83 16.16 3.74 20.36 21.48 29.35
9 12.64 +2.18 12.64 +1.54 +3.17 12.42 16.93
KW:1.363 KW:9.521 | KW:2.105 | KW:7.595 | KW:28.613 | KW:8.409 | KW:26.455
Posos | PO009 | pi0.349 | p0.022 | p:0.000 | p:0.015 | p:0.000
e >0.05 >0.05 <0.05 <0.05 <0.05 <0.05
Working
Mode
Full-time 18.68 15.64 16.52 4.25 18.63 21.44 33.24
+2.51 +2.26 +2.14 +1.22 +4.28 +2.21 +8.63
Part-ime 19.60 15.97 16.67 417 18.80 20.74 33.52
+2.52 +2.71 +2.04 +1.37 +4.68 +2.32 +8.14
Z.-2.683 Z:-0.458 Z:0.136 Z:-0.028 Z:-0.120 Z:-1.691 Z:-0.083
p:0.007 p:0.647 p:0.892 p:0.978 p:0.905 p:0.091 p:0.934
<0.05 >0.05 >0.05 >0.05 >0.05 >0.05 >0.05
Socio-eco-
nomic
condition
Low 18.48 15.68 17.04 4.50 18.44 21.33 32.65
1+2.36 12.74 +2.05 1.32 +4.00 1+2.33 +8.01
Medium 18.83 15.64 16.52 4.26 18.42 21.31 33.96
12.46 12.16 +2.15 1.18 +4.40 +2.19 1+8.63
Hiah 18.89 15.89 15.88 3.76 20.26 21.73 30.10
9 +3.12 12.54 1+2.00 1.35 +4.00 +2.28 +8.38
Z:-0.358 Z:-0.089 Z:-1.491 Z:-1.163 Z:-0.429 Z:-0.323 Z:-1.234
p:0.720 p:0.929 p:0.136 p:0.245 p:0.668 p:0.747 p:0.217
>0.05 >0.05 >0.05 >0.05 >0.05 >0.05 >0.05
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Lived the

longest
period in
Urban Area 18.75 15.60 16.47 4.24 18.67 21.42 33.29
2.50 2.27 212 1.23 4.30 2.23 8.54
Rural Area 19.02 16.30 17.15 4.25 18.39 20.94 33.10
2.73 2.57 217 1.29 4.60 213 8.91

Z:0-886 | 21975 | Z-1.770 | Z-0.158 | Z:-0.383 | Z-1.460 | Z:-0.306
p:0.375 | p:0.048 | p:0.077 | p:0.0874 | p:0.701 | p:0.144 | p:0.760
>0.05 <0.05 >0.05 >0.05 >0.05 >0.05 >0.05

The study has found a significant difference between the participants’
scores by age in the sub-dimension of “self-directedness” of TCI;
according to post hoc Bonferroni test the highest score average in this
sub-dimension was found in the age group of over 40 (19.15 +4.47)
(p<0,05). A statistically significant difference has also been found
between the average scores obtained by age in the sub-dimension of
“persistence” of MES, and the highest score in this sub-dimension was
found in the age group of < 30 (4.73 +1.19). (p<0,05). The average
scores of men participants in the sub-dimensions of “novelty seeking”
and “harm avoidance” (19.03 +2.74 and 15.89 £2.38 respectively) are
higher, and a statistically significant difference has been found between
groups broken down by gender (p<0,05). Harm avoidance and reward
dependence are effective personal traits in establishing close relations
with other people; on the other hand, people characterised with lower
harm avoidance are more extroverted. In our study, higher scores in the
sub-dimension of harm avoidance indicate an increased extroversion
due to attacks experienced. Research exists that have found a high
difference between one’s depressive mood and the dimensions of harm
avoidance and self-directedness (Tezer and Arkar 2013; Gokdag and
Arkar 2016) This can be interpreted as an indication for the limited
extent of the social network, relations and activities in the organisation.
Lower persistence in older people can be attributed to responsibilities
that increase with age and consequent risk avoidance.

Another result by marital status indicate that married participants have
statistically significant higher average scores than single ones in the
sub-dimensions of “harm avoidance” and “self-directedness”. While
the married participants had statistically significant higher scores in
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the sub-dimensions of “harm avoidance”, “self-directedness”, it as in
persistence” and “self-
transcendence” where the single ones had statistically significant higher

scores (p<0,05).

the sub-dimensions of “reward dependence”,

The study found a statistically significant difference between the score
averages of participants in the sub-dimensions of “reward dependence”,
“persistence”, “self-directedness” and “self-transcendence” broken
down by family type. Post hoc Bonferroni test showed that the difference
arose from those who expressed living in a fragmented family, and that
participants living in this type of family had higher average scores in
the sub-dimensions of “reward dependence”, “persistence” and “self-
transcendence” compared to those living in other family types. On the
other hand, it was also shown that participants who expressed living in
an extended family had statistically significant higher average scores in
the sub-dimension of “self-transcendence” (p<0,05).

The study also demonstrated that participants with a university degree
had statistically significant higher scores (34.64 / 8.62) in the sub-
dimension of “self-transcendence” than those with high school diploma
(32.68 / 8.50) (p<0.05).

It was also found that the participants working in the private sector and
those employed in a public agency had statistically significant higher
average scores in the sub-dimensions of “self-directedness” and “self-
transcendence”, respectively (p<0,05).

As for the length of service of participants, the study found a statistically
significant difference between the average scores of sub-dimensions
of reward dependence, persistence and self-directedness (p<0,05).
Post hoc Bonferroni test indicated that participants with a length
of service between 1-10 years and those between 21-30 years had
statistically significant higher average scores in the sub-dimensions
of “persistence”/’reward dependence” and  “self-directedness”,
respectively (p<0,05). Another result is that the participants in
managing positions had statistically significant higher average scores
in the sub-dimensions of harm avoidance, self-transcendence and self-
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directedness. On the other hand, personnel in permanent employment

and those working under a sub-contractor had higher significant scores

in the sub-dimensions of persistence and cooperativeness, respectively
(p<0.05). The participants who expressed having lived the longest
period in their life in an urban area had statistically significant higher

average scores in the sub-dimension of harm avoidance than those
who lived in a rural area (p<0,05). No other study has been found that
matches up with the present study. But the results of our study match

the results of previous studies in respect of effects of age-gender etc.
on the exposure to mobbing (Dikmetas et all.2011; Civilidag 2015)

Table 12: Mobbing Exposure Scale Average Scores of Participants by Some

of their Characteristics

Isolation from | Attack on pro- | Attack on Per- D"‘."‘Ct neg-
. . ative be- Total scores
work fessional status sonality havi
aviours
Age
<30 1.10+ 1.28 1.04+1.29 0.91£1.10 1.19+£ 1.33 1.04 £1.22
31-34 1.95+1.22 1.98+ 1.32 1.76+ 1.12 1.92+ 1.22 1.90+ 1.18
>35-39 2.39+0.93 2.49+ 1.06 2.08+0.98 2.33+0.96 2.3310.93
240 2.26 +0.86 2.34+0.98 2.02+0.88 2.25+ 0.91 2.22+0.80
KW:30.297 KW:38.078 KW:38.495 KW:24.469 KW:33.960
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
Gender
Women 2.25+1.05 2.40+1.20 2.00+ 1.05 2.24+1.07 2.22 +1.03
Men 2.03£1.00 2.03+1.05 1.80£ 0.97 2.02+ 1.04 1.96+ 0.94
Z:-2.264 Z:-3.606 Z:-2.424 Z:-2.395 Z:-3.293
p:0.008 p:0.000 p:0.015 p:0.017 p:0.001
<0.05 <0.05 <0.05 <0.05 <0.05
Marital
Status
Married 2.45+0.80 2.54+0.91 2.19 £0.84 2.42+0.87 2.4010.73
Single 0.99+ 0.93 0.92+ 0.96 0.83+0.85 1.06+ 0.97 0.92 £0.91
Z:-10.193 Z:-10.454 Z:-10.279 Z:-9.386 Z:-10.422
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
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Family

Type
Nuclear |5 45 4101 223+ 1.12 1.89+0.97 2.18+1.03 211+ 0.96
Family
Extended | 5 441075 252+ 0.90 2254 0.90 232+ 0.85 2.30 +0.74
Family
Fragment- | o4, 0,03 0.78 +0.93 0.73+0.89 0.84 +1.84 0.78+ 0.92
ed family
KW:38.019 KW:39.010 KW:39.079 KW:32.709 KW:38.491
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
Education-
al Back-
ground
High
2171.05 230117 1.931.03 216110 2131.01
school
University |  2.020.98 1.93 1.01 178 0.95 2.020.94 1.94 0.92
7:-1.941 7:-3.699 7:-2.066 7:2.014 7.-2.308
p:0.052 p:0.000 p:0.039 p:0.044 P:0.021
>0.05 <0.05 <0.05 <0.05 <0.05
Employer
Public 2.121.04 218115 1.891.03 2.101.06 2.06 1.00
Agency
Private 2.230.90 2.351.01 1.880.75 2.291.02 2.220.87
Sector
7:-0.021 7:0.306 7:-0.037 7:-0.204 7:-0.143
p:0.983 p:0.760 p:0.971 p:0.839 p:0.886
>0.05 >0.05 >0.05 >0.05 >0.05
Length of
Service
1-10 1.931.12 1.951.19 177114 1.93 1.09 1.86 1.1
11-20 2.320.91 2.371.05 2.000.88 2.280.99 2.250.83
21-30 2.290.85 278 0.94 2.030.86 246 1.07 2.370.83
31-40 1.96 0.73 214033 1510.16 1.910.52 1.88 0.30
KW:8.877 KW:13.547 KW:3.272 KW:5.295 KW:7.321
p:0.031 p:0.004 p:0.352 p:0.151 p:0.062
<0.05 <0.05 >0.05 >0.05 >0.05
Position
Em-
ployed by |5 534 59 2.191.36 1731.12 2.051.27 1991.18
Sub-con-
tracter
In perma-
nentem- |  2.280.88 2280.98 2100.93 2.240.89 221084
ployment
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Manager 1.67 0.45 1.66 0.40 1.430.33 1.76 0.51 1.630.34
KW:12.997 KW:10.685 KW:16.433 KW:9.324 KW:12.546
p:0.002 p:0.005 p:0.000 p:0.009 p:0.002
<0.05 <0.05 <0.05 <0.05 <0.05
Working
Mode
Full-time 2.101.02 2.181.14 1.86 1.01 2.101.04 2.050.99
Part-time 2.351.06 2.291.11 2.110.95 231119 2.271.01
Z:-1.403 Z:-0.587 Z:-1.265 Z:-0.951 Z:-1.455
p:0.160 p:0.557 p:0.206 p:0.342 p:0.146
>0.05 >0.05 >0.05 >0.05 >0.05
Socio-eco-
nomic
condition
Low 1.281.29 1.34 1.38 1.221.26 1.391.35 1.28 1.26
Medium 2.290.86 2.370.99 2.06 0.91 2.290.90 2.250.84
High 2.420.89 2.391.00 1.82 0.68 2.200.97 2.250.75
KW:29.410 KW:29.076 KW:25.648 KW:20.761 KW:28.014
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
Lived the
longest
period in
Urban area 2.121.04 2.201.16 1.87 1.01 2.131.08 2.07 1.01
Rural area 217 0.91 2.090.87 2.07 0.96 2.030.79 2.090.83
Z:-0.226 Z:-0.805 Z:-1.080 Z:-0.801 Z:-0.023
p:0.821 p:0.421 p:0.280 p:0.423 p:0.982
>0.05 >0.05 >0.05 >0.05 >0.05

The study found a statistically significant difference between average
scores in all the sub-dimensions of MES broken down by age groups
(p<0.05). The post hoc Bonferroni test revealed that the difference
resulted from the age group of 235-39, and that this age group had
statistically significant higher MES average scores than other age
groups (p<0,05).

Data broken down by gender and marital status show that women and
married participants had statistically significant higher average scores

than men in all the sub-dimensions of MES (p<0,05).
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By family type of participants, the study found a statistically significant
difference between the average scores in all the sub-dimensions of
MES (p<0,05). The post hoc Bonferroni test revealed that this difference
resulted from those who reported living in an extended family, and that
this group had statistically significant higher average scores than other
family types (p<0,05).

The study found a statistically significant high difference between the
average scores of the participants with high school diploma in the sub-
dimensions of attack on professional status, attack on personality and
direct negative behaviours. The post hoc Bonferroni test revealed that
this difference resulted from the participants with high school educational
background (p<0,05).

As far as the length of service is concerned, the study found a
statistically significant difference between the scores obtained in the
sub-dimensions of isolation from work and attack on professional status.
Hence, personnel with a length of service of between 1-20 years and
those between 21-30 years had higher scores, respectively, in the sub-
dimensions of isolation from work and attack on professional status.
According to post hoc Bonferroni test, this difference resulted from the
personnel with 11-20 years of service time (p<0,05).

By work position, the study found a significant difference between the
score averages in all the sub-dimensions of MES, and it was shown
that personnel in permanent employment had statistically significant
higher scores than the employees in other positions. The post hoc
Bonferroni test showed that this difference resulted from the personnel
in permanent employment (p<0,05). Guarantee and certainty arising
from a permanent position may cause personnel employed under a
permanent contract to tend to be more aggressive than the personnel
in other positions.

The study found that the participants with a higher socio-economic
level had statistically significant higher average scores in the sub-
dimensions of isolation from work and attack on professional status

69



than those with low and medium socio-economic condition. On the
other hand, personnel with medium socio-economic conditions had
statistically significant higher average scores in the sub-dimensions of
attack on personality and direct negative behaviours than those with
low and high socio-economic conditions (p<0,05). According to post
hoc Bonferroni test, the difference resulted from personnel with medium
socio-economic conditions (p<0,05).

Linear regression analysis was used to assess the effects of a managing
position on the temperament and character traits and exposure to

mobbing.

Table 13: Effects of a managing position on temperament and character traits

R? B Beta t p %95 GA
Novelty 0,002 0413 0,045 0,870 0385 | -0520-1346
Seeking
Harm 0,021 1,253 0,146 2878 0,004 0,397-2,110

Avoidance

Reward 0,003 -0,406 -0,051 -1.000 0,318 -1,204-0,392
Dependence
Persistence 0,015 -0,551 -0,121 -2,381 0,018 | -1,005- (-0,096)

The managers among participants are indicated with 1 and non-
managing employees with 0. The R? value regarding the effects of
being in a managing position on the sub-dimension of harm avoidance
is 0.021; 2.1% of the change (harm avoidance) in the significant
dependent variable is explained by the independent variable (being in a
managing position) included in the model.

B values show us to what extent each predictor variable affects the
dependent variable when the effects of all the other predictor variables
have been fixed. In our study beta value is 1,253, and being in
managing position has a positive effect on the independent variable of
harm avoidance. In other words, the results indicate that employees in
managing position avoid harmful situations more than others.



The R? value regarding the effects of being in a managing position
on the sub-dimension of persistence is 0,015; 1.5% of the change in
the significant dependent variable (persistence) is explained by the
independent variable (being in a managing position) included in the
model.

B values show us to what extent each predictor variable affects the
dependent variable when the effects of all the other predictor variables
have been fixed. In our study beta value is — 0,551, and being in
managing position has a negative effect on the independent variable
of harm avoidance. In other words, the results indicate that employees
in managing position have lower persistence. Status affects personality
pathologies, or it may be that individuals with these personality traits
hold managing positions more than others.

Table 14: Effects of a managing position on exposure to mobbing

R2 B Beta t p %95 GA
soRlonfom | o001 | 062 | 0032 0687 | 0493 | -0520-1346
Attack on profes- 0,01 -0,133 -0,025 -0,529 0,597 -0,627-0,361
sional status
Attack on per- 0,000 -0,072 0,746 0,325 0,746 -0,505-0,362
sonality
Direct negative | ) 0,067 0,013 0,285 0,776 0,398-0,533
behaviours
Total scores 0,001 -0,170 -0,034 -0,738 0,461 -0,623-0,283

The regression analysis showed that holding a managing position
has no effect on exposure to mobbing. Mobbing can occur from top
to bottom, from bottom to top or horizontally fom an employee to a co-
worker in equal positions. Holding a managing position may not have
a dissuasive effect in respect of being targeted by mobbers; in other
words managers can also be victimised by mobbing perpetrators.

If an employee in a managing position has no chances to be appointed
to a higher position, competition and consequently mobbing behaviours
disappear.



CHAPTER 7
CONCLUSION AND RECOMMENDATIONS

7.1. CONCLUSION

Psychological harassment is a phenomenon to which everybody can be
exposed atworking settings in our country or all over the world. Research has
clearly shown that psychological harassment has major impacts on every
individual no matter whether they are perpetrators, victims or witnesses
as well as on families, societies, employers and national economies. Little
research has been performed in our country on the rate of mobbing and
its outcomes, and we have an insufficient body of knowledge on its effects
on the workplace, especially its effects that can lead to serious health
disorders and even to suicides. Legal sanctions are important, but more
important are individual sanctions, awareness raising, ethical codes and
clear-cut job definitions and responsibilities for employees.

Given the damages psychological harassment causes, the best way to
combat it is to introduce preventing measures. To this effect, training and
information programmes should be designed with seminaries including the
legal dimension of the phenomenon to raise awareness with employees
and employers. It is of great importance that personnel specialised in
mobbing be available at working settings. Clauses addressing mobbing
should be integrated into collective labour agreements. On the other
hand, publications specific to this phenomenon such as brochures should
be published by employers, labour unions etc., and research should be
undertaken at regular intervals to determine the extent of mobbing at a
workplace. It is especially of essential importance that legislations and
rules should be adopted in the legal system as well as institutions and
organisations, in respect of which the victims can prove the abuse they
are exposed to. Detailed daily records giving people room for discussion
in use in developed countries should also be adopted in our country.
Certain specific measures are suggested to combat psychological
abuse at workplace. Human resources units in the public institutions and
organisations should create systems allowing that objective decisions are
taken based on equal opportunities, and employers should take measures
to combat mobbing among their employees. Workplaces should regularly



be inspected by mobbing specialists, and workplaces with no mobbing
or those with a lower mobbing rate should be rewarded. Besides, NGOs,
academicians, judicial professionals, labour unions, politicians and law-
making actors should be aware of their responsibilities.

It is a known fact that managers and subordinate employees can
equally be targets of mobbing behaviours. Our study has also found that
employees holding a managing position could also be targeted by mobbing
perpetrators. It depends on the cause of mobbing. Mobbing can occur
from top to bottom, from bottom to top or horizontally fom an employee
to a co-worker in equal positions. Holding a managing position may not
have a dissuasive effect in respect of being targeted by mobbers; in other
words managers can also be victimised by mobbing perpetrators. Every
employee in any workplace regardless of her/his position should therefore
be provided with training on mobbing.

In spite of the training for the mobbing, the routine works in municipalities
are performed in due course and order. Once the existence of mobbing
has been detected at the workplace, the top management should establish
a closer relationship with the employees, providing a listening ear to the
problems and proposing solutions and increasing the personnel’s motivation
by preventing mobbing or at least reducing it. Higher motivation would then
pave the way for better services. It is expected and desired that personnel
in managing positions should take more risks. But personnel in managing
positions may tend to avoid harmful situations because of the authority of
the top managers to appoint and dismiss personnel at managing positions
any time at their discretion, without knowing the leadership and personality
traits of the personnel in managing positions. Appointing managers in a
process where they are duly assessed and evaluated through observation
and interview methods would decrease mobbing and harm avoidance,
and employees would then tend to take more risks, which, in turn, would
motivate the personnel in managing positions and lead to faster and
better performance in institutions and organisations. Motivated managers,
on the other hand, would in turn stimulate and encourage the municipal
employees and lead to better municipal services. Individuals who tend to
avoid harm more than others have lower persistence. Instead of avoiding
harm, individuals tend to take more risks parallel to the authority granted,

73



which has an increasing effect on persistence. For this reason, individuals
who will be recruited for or appointed to managing positions should also
be evaluated in terms of the dimension of persistence. Motivation at a
workplace increases parallel to the peace and quiet prevailing in the
environment. Peaceful environments where motivation is high are those
where mobbing has been prevented, reduced or eliminated.

Similar considerations, activities and trainings in all institutions and
organisations, especially in those with a politically charged environment,
would lead to a reduction in mobbing, a peaceful environment and more
motivation at workplace. Position has no effect on mobbing behaviour;
superiors, subordinates or employees at equal positions can perpetrate
mobbing. Its root cause lies in one’s personality traits. Personality
traits should especially be evaluated in this respect in the criteria that
apply to employees to be promoted to senior positions. Competition
in an organisation leads to mobbing, and clear-cut criteria for working,
promotions etc. lead to positive and success-centred competition. Studies
can be performed as to how constructive competition should be handled
and what should be done to this effect. After a while, harm avoidance and
reward dependence do no more serve the purpose, or individuals with
reward dependence who are mostly appointed to managing positions
do not perpetrate mobbing any more. Taking this fact into account in
appointing personnel to higher positions reduces mobbing behaviours
in the organisation. Harm avoidance can be correlated with mobbing.
Generally, employees in managing positions may avoid mobbing others
not to take risks and maintain their positions. Increased loyalty to company
leads to reduced mobbing, and consequently employees take more risks,
which, in turn, leads to success in the organisation. When a reward is no
more offered, reward dependence ceases, and novelty seeking declines
or ceases when there is no higher positions to be offered. Managers do
not tend to mob others in cases where there are no managers in higher
positions, in which case there is no competition. When managers have no
prospects of being appointed to higher positions, rivalry ends, as a result
of which nobody tends to mob others.
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7.2. Recommendations

Further research should be performed to investigate mobbing in different
business lines to compare diverse organisational structures;

Similar studies should be performed especially in organisations with a
politically charged environment and personnel working in different fields of
activity such as municipalities;

It should be analysed whether there is a need to train the managers at
the workplace in respect of mobbing, and the effectiveness of training
programmes, if any, should be evaluated;

In the process of recruitment and selection of personnel, prospective
employees should be evaluated in terms of predisposition to be a mobbing
perpetrator or a victim of mobbing behaviours;

Training should be provided in regular intervals through pilot institutions
that provide training in psychological abuse;

Further research should be conducted to investigate mobbing victims and
their families;

Telephone help lines should be set up to provide counselling on mobbing;
Further studies to be conducted on mobbing in different institutions and
organisations with samples consisting of people from different social
segments, age groups and educational backgrounds will provide insights
into the correlation of personality traits with being involved in mobbing
behaviours either as a perpetrator or a victim.
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ANNEXES

Annex 1: Data Collection Form

Dear Participant,

Below are the questions regarding the study we plan to perform to investigate
the Relationship of Personality and Temperament with Mobbing in Local
Governments in terms of socio-demographic variables. Your answers to the
questions in the questionnaire and scales will only be used for the study and
will in no way shared by the researchers with third persons. The researchers
will ensure that the data obtained will be handled in compliance with the
principle of confidentiality. In respect of the reliability of the study, please
answer all the questions in a sincere and honest way; this will help us to obtain
representational results.

| thank you in advance for your interest in our study and your sincere answers.

Yours faithfully,

Doctoral Student Thesis Advisor

Tarik ERDEM Assoc. Prof. Dr. Nermin GURHAN
Near East University Near East University

Sosyal Bil. Ens. isletme ABD Department of Business Administration
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SOCIO-DEMOGRAPHIC INFORMATION

1. Howold are you? .......................

2. Gender Woman ( ) Man ()

3. Marital Status Married ( ) Single ( ) Widow/er ( ) Divorced ( )

4. Family Type Nuclear ( ) Extended ( ) Fragmented ( )

5. Last school completed:

6. Profession:

7. Your employer:

Public Agency ( ) Private sector ( ) Other ( ) ..............

8. The unit you are working in:

9. Length of service in this job:

10. Your current position:

11. Have you received training specific to your position?
No ( ) Yes ( ) If yes, how long and where?

12. Mode of work:

13. Your social security provider:
Government fund ( ) Social Security Agency ( ) Green Card ( ) Other ( )
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14. Self-perceived Socio-economic level Low ( ) Medium ( ) High ( )

15. Where did you live in your childhood? Urban area ( ) Rural area ( )

16. Where have you resided the longest in your life?

Urban area ( ) Rural area ( )

17. Have you had a negative experience with any of your superiors?

Yes ( ) No ( ) If yes, please explain with how and how?

18. Have you had a negative experience with any of your subordinates?
Yes ( ) No ( ) If yes, please explain with how and how?

19. What, do you think, is your most positive characteristic?
(Please describe in one sentence)

20. What, do you think, is your most negative characteristic?
(Please describe in one sentence)

21. Could you describe what mobbing is?
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22. Have you ever been mobbed in any way?

23. What are the mobbing factors in your opinion?

24. |s it possible to prevent mobbing?
Yes, ( ) Please explainin a few sentences.
No, ( ) Please explainin a few sentences.

25. What do you think are the effects of mobbing on employees? (Please

explain briefly)

26. What do you think have been the effects of mobbing in the organisation
you are working in? (Please explain briefly)

27. Has there been anybody who left the company because of mobbing?
(Please explain briefly)
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Annex 2: Interview Form

Please introduce yourself to us (What are your characteristics? )

What do you think is mobbing? (How would you describe it?)

By whom have you been mobbed?

Do mobbing behaviours continue at the moment?

Why do you think the mobbers perpetrated mobbing to you?

Have you informed the senior management?

Has the senior management supported you?

What effects do you think mobbing has had on you?

Have you received support? If yes, from whom?

Have you suffered from mental disorders? If yes, what type of disorders?
Have you received support?
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Temperament and Personality Inventory
(Turkish TCI)

You will find statements that can be used by individuals while defining their
attitudes, opinions, interests or their personal feelings in this survey form.

Each statement can be responded as TRUE or FALSE. Please read the
statements and decide which option mostly describes you. Please try to define

how do you USUALLY behave and feel in general but not only at this moment.

Please fill out this survey form alone. Please answer all questions.

HOW TO FILL OUT THE SURVEY FORM

It will be sufficient to circle only “T” or “F” option in each question in order to
respond

An Example:

EXAMPLE

TRUE FALSE

| know how to fill out this survey form. T F
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(If you know how to fill out this survey form, circle “T” in order to indicate that
the statement is “TRUE”.)

kkkkkkkkhkkhkkhkhkkkhkkkhkkkkkhkhhhhhhhhkhkhkhkkkhkkkkkkkhhhhhhhhkkkkkkkkkkkkkk

Please read all of the statements but don’t lose too much time while responding.

Please try to respond each statement even though you are not sure about the
answer.

Please remember that there are no correct or incorrect answers and please
indicate your personal opinion and feelings.

Copyright © 1987 1992 C. R. Cloninger Turkish TCI © 2001 Samet Kése Kemal
Sayar

Turkish TCI authorship rights belong to Samet Kése and Kemal Sayar. Any
kind of usage without permission of the authors shall cause violation of the
rights arisen out of authorship and is not an ethical conduct.
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8.

| usually try new things just for fun or excitement although many people
may think that it is loss of time. T F

| generally trust that everything will be fine even in any situation that
may make others worry. T F

Mostly | am affected deeply by a nice speech or poem. T F

Mostly | think | am a victim of circumstances. T F

| generally accept others as they are even though they are sometimes
highly different than me. T F

| believe in miracles exist. T F

| like paying back the ones who heart my feelings. T F

When | am concentrated on something | mostly cannot realize how the

time flew. TF

10.

1.

12.

13.

14.

15.

| mostly think that my life scarcely has a goal or a meaning. T F

| want to assist people about the problems that can be encountered by
everyone. T F

Perhaps | can achieve much more than | do but | don’t believe any benefit
of unduly forcing myself in order to reach something. T F

Although others think that there is nothing to worry about, mostly | feel
uptight and worried in an unknown environment. T F

| mostly care about what | feel at that moment when | am doing something
without regarding how it was made earlier. T F

| generally work in my style despite leaving it to the desires of others. T F

Mostly | feel so connected to the people around me as if there were no
distance between us. T F
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16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

| generally do not like people who have different opinions than me. T F

My natural reactions usually based on the good habits I've developed. T F

| would do anything legal to be a rich and famous one even though |
would lose trusts of most of my former friends. T F

| am more prudent and controlled in comparison many others. T F

| mostly have to leave what | am doing since | am worried about that
many things may go wrong. T F

| like discussing my life and my feelings explicitly with my friends despite
keeping them to myself. T F

| have less energy than many others and get tired sooner. T F

| am called “preoccupied” since | forget everything when | am too much
focused on the thing | am doing. T F

| rarely feel my safe free in selecting what | wantto do. T F
| mostly consider the feelings of others as much as mine. T F
| generally prefer to do something a bit risky (driving around steep hills

and hairpin turns) rather than staying silent and immobile for several
hours. T F

| generally avoid meeting strangers since | don’t trust people | don’t know.

TF

| like to satisfy others as much aslcan. TF

| prefer former “experienced and correct” methods more than “new and
developed” methods while | am working. T F
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30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44,

| generally cannot perform any works in accordance with their order of
importance due to lack of time. TF

| mostly perform works to contribute in protection of animals and plants.
TF

Mostly | wish to be more intelligent than others. T F

| feel satisfied when my opponents suffer. T F

Any time, | like to be orderly and to stipulate rules for people. T F

It is hard for me to concentrate on the same interest for a long time,
since | am mostly distracted. T F

Applying something repeatedly made me to gain mighty habits rather
than instant impulses or suggestions. T F

Generally | am so determined that | continue on working even though
others give up. T F

| admire many things that cannot be explained scientifically in life. T F

| have many bad habits | wish to quit. T F

| mostly accept someone to find a solution for my problems. T F

| mostly spent money until my cash finishes or | extremely debited by
using loans. T F

| think | will be very lucky in future. T F

When | have ailment or distress | recover highly later than the others. T F

| don’t always bather being alone. TF
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45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

57.

58.

| mostly experience unexpected insight or understanding gleams when |
feel l am relaxed. T F

| don’t care whether others like me or my way of conduct or not. TF

| generally try to obtain whatever | want for myself since it is not possible
to satisfy everyone. T F

| am not patient against the people who do not agree with my opinions.
TF

| can hardly say that | understand many others well. TF

You are not obliged to be an imposter in order to be successful in
trading. TF

Sometimes | feel myself so connected to nature that everything looks like
a part of a single living organism. T F

| am mostly a good listener than a speaker in conversations. T F

| get angry more sooner than the others. T F

When | have to meet a group of strangers, | am highly embarrassed than
the others. TF

| am more sentimental than many of others. T F

Sometimes | feel that | have a “sixth sense” that makes me foresee what
will happen. T F

When somehow someone hurts me generally | try to avenge. T F

Mostly the effects out of my control determine my attitudes. T F
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59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.

73.

| try to step forward to my goals every day. T F

Mostly | wish to be more powerful than the others. T F

| prefer to think about for a long time before | decide what to do. T F

| work harder than many of the others. T F

Since | get easily tired mostly | need some naps or additional resting
time. TF

| like to serve others. T F

| always think that everything will be fine without considering temporary
problems that | should cope with. T F

Even though | have saved a lot of money | hardly enjoy to spent money
for myself. T F

Mostly | am calm and safe in any situation when others feel themselves
physically in danger. T F

| like to hide my problems to myself. T F

| see no harm to discuss my personal problems with anyone | know a few
or for a short time. T F

| enjoy staying at home despite traveling or exploring new places. T F

| think it is incisive to help weak people who cannot even help themselves.
TF

Although they were unfair to me, | wouldn’t reach cognitive peace if |
become unfair them. TF

People mostly tell me how they feel. T F
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74.

75.

76.

77.

78.

79.

80.

81.

82.

83.

84.

85.

86.

87.

88.

Mostly | wish to be young forever. T F

Generally | feel more sadness than many others when | lose a close
friend. TF

| sometimes feel that | am a part of an object which has no end and limit
in time and space. T F

| sometimes feel a connection to others which cannot be put into words to
tell others. TF

Even though they were unfair to me in the past, | try to consider the
feelings of the others. T F

| like people to make whatever they like without rigid rules and regulations.
TF

When | meet a group of strangers, | continue to be easy and frank although
they are told not to be friendly to me. T F

| am generally more worried than others about everything will go bad in
future. TF

| generally think each aspect in detail before | take a decision. T F

| think it is more important to be cordial and thoughtful against others
rather than being practical and hard. T F

| mostly have a strong integrity feeling with the things around me. T F

Mostly | wish to have powers like “Superman”. T F

Others control me too much. T F

| like to share what | have learned with others. T F

Religious experiences made me to understand the real objective of
my life. TF
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89.

90.

91.

92.

93.

94.

95.

96.

97.

98.

99.

100.

101.

102.

Mostly | have learned many thing from others. T F

Repeatedly practices provided me the opportunity to be good and
successful in many issues. T F

Although | know that what | am telling is exaggerated and not true, | can
make others to believe me. T F

| need more rest, support or assurance than the others to recover when |
have ailment or distress. T F

| know that there are rules in life and no one can breach these rules
without paying price forit. TF

| don’t want to be rich more than the others. T F

| will gladly risk my life in order to make the earth a better place. T F

| have learned to trust in my feelings more than my reasonable causes
after thinking long about something. T F

Sometimes | think my life is managed by a moral power more than others.
TF

| generally like to behave dastardly to anyone who have behaved dastardly
tome. TF

| am known as highly practical person who acts according to his/her
feelings. TF

It is easy to coordinate my opinions while talking to someone. T F

| sometimes make or say something | regret afterwards since | mostly
react very strong against unexpected news. T F

| am very much affected from emotional appeals (like appeal of paralyzed
children for help). T F
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103. | force myself more than many people since | want to do my best. T F

104. | have so much defects therefore | don’t like myselfalot. T F

105. | have less time to search long term solutions for my problems. T F

106. Since only | don’t know what to do, mostly | cannot cope with them. T F

107. | mostly wish to stop the sands of time. T F

108. | hate to decide only depending on my initial impressions. T F

109. | prefer spending money rather than saving. T F

110. | generally manage to twist the facts in order to make a story funny or to
make a joke to someone. T F

111. | try to sustain a friendship always although there are problems. T F

112. | easily overcome when | am made embarrassed or | am belittled. T F

113. ltis hard for me to comply with any changes in my style to conduct things
since | will be very distressed, tired or worried. T F

114. | generally ask for highly reasonable causes to leave the way of my
previous conduct. T F

115. | require too much assistance of my trainers so that | can form a good
habit. T F

116. | believe that perception out of emotions (telepathy or foreseeing) is really

possible. TF

117. 1 wish my sincere and close friends to me with me mostly. T F
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118.

119.

120.

121.

122.

123.

124.

125.

126.

127.

128.

129.

130.

131.

132.

Although | couldn’t be successful for a longtime, 1 continue to try the same
things repeatedly. T F

Although many others get afraid | feel always calm and easygoing. T F

| rather find sad songs and films very boring. T F

Conditions mostly force me to do something out of my control. T F

It is hard for me to bear people different than me. T F

| think anything called a miracle is only a haphazard. T F

If someone hurts me, | prefer to act kind despite taking avenge. T F

Mostly | am so much affected by the thing | am doing, | feel | am lost in
time and space. T F

| don’t think life has a real objective and importance. T F

| try to collaborate with others as much aslcan. T F

| feel comfortable about my achievements and | am not very willing to
make the better one. T F

Although others think that there is almost no danger, mostly | feel uptight
and worried in an unknown environment. T F

| mostly follow my instincts, foresights and insights without thinking about
in whole and in detail. T F

When | don’t make what people expect from me, they mostly think that |
am extremely independent. T F

| mostly feel that | have strong spiritual and emotional connection with the
people around me. T F
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133.

134.

135.

136.

137.

138.

139.

140.

141.

142.

143.

144.

145.

It is easy for me to like people who have different value of judgment
than . TF

Although people expect me to do more, | try to do less as much as
lcan. TF

Good habits became a “secondary temper” and these are almost always
automatic and autochthonous behaviors. T F

| generally do not feel discomfort about the reality when others know
more than 1 do. T F

| generally try to imagine myself in the place of others and in this way |
can understand them. T F

Principles like impartiality and honesty have a minor role in some aspects
of my life. TF

| am better than many others in saving money. T F

| rarely feel myself angry or blocked and if it is not going well, | immediately
enter into other activities. T F

Although many people think it is not important, | mostly insist in a steady
and orderly conduct of works. T F

| feel myself rather safe and confident in almost every social condition.
TF

Since | rarely talk about my private opinions, my friends have difficulty to
understand my feelings. T F

Although many people tell me that there is a better and new way to do it,
| hate to change my way of conduct. T F

| think it is not very wisely to believe in anything which cannot be
scientifically explained. T F
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146. | like to dream of my opponents suffering. T F

147. | have more energy than many others and get tired more later. T F

148. | like to care about details in anything | do. T F

149. Although my friends say everything will be alright when | am worried,
| quit the thing | am doing. T F

150. Mostly | wish to be more powerful than others. T F

151.Generally | am free to select what to do. T F

152. Mostly | concentrate in the thing | am doing so much that | can forget
where | am fora moment. T F

153. The members of a team rarely obtain the share they have
deserved equally. T F

154. | generally prefer to do somethingrisky (flying with a sailplane or parachute)
rather than staying silent and immobile for several hours. T F

155. | mostly spent money so impulsively that it becomes very hard for me to
save money for special plans like traveling. T F

156. | don’t compromise what | know in order to satisfy others. T F

157. | am not diffident at all when | am with strangers. T F

158.1 mostly acquiesce to the desires of my friends. T F

159. | spent most of my time for anything thought to be necessary but that are
actually not important for me. T F

160. | don’t think religious or ethic principles should be effective in deciding
what is right or wrong in decisions about trade. T F
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161

162.

163.

164.

165.

166.

167

| mostly try to put my judgments a side in order to better understand the
lives of others. T F

Most of my habits cause trouble for me while trying to reach valuable
objectives. T F

| had really sacrificed personally in order to prevent war, poverty or
injustice in order to make the world a better place. T F

| don’t get worried about anything that may happen bad in future. T F

| almost do not get excited so much that | lose my control. T F

If it takes longer than | expect, | mostly quit doing that thing. T F

Despite waiting others to talk to me, | prefer starting the conversation

myself. TF

168.

169.

170.

171.

172.

173.

174.

175.

176.

| easily forgive someone who misconducted me. T F

Mostly the effects out of my control determine my behaviors. T F

| am mostly obliged to change my decisions due to a wrong foresight or a
faulty first impression. T F

| prefer someone to take the initiative in order to perform the works. T F

| generally respect others opinions. T F

| had experiences that clarified my role in life and when | felt myself more
cheerful and happy. T F

It is enjoyable for me to buy something for myself. T F

| believe | have experienced perceptions out of emotions. T F

| believe my brain does not work properly. T F
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177.

178.

179.

180.

181.

182.

183.

184.

185.

186.

187.

188.

189.

190.

Particular objectives | have determined for my life strongly guide me. TF

Generally it is foolish to initiate others success. T F

Mostly | wish to live forever. T F

| am generally nonchalant and like to be apart from others. T F

My possibility of crying is higher than many others while watching a sad
film. TF

When | have ailment or distress | recover highly earlier than the others.
TF

| mostly breach the rules and regulations when I think | will not be punished.
TF

| need to practice a lot in order to develop good habits to trust in myself
under many seductive circumstances. T F

| wish others did not talk so much. T F

Although they look like unimportant or bad, everyone should be treated
with respect and dignity. T F

| like to take quick decisions for the progress of the works that should be
done. TF

| am generally lucky for anything | try to do. T F

| trust myself that | can easily do it about which many people think that it
is dangerous (high speed drive on a wet oricy road). T F

| don’t see any benefits to keep working on anything where possibility of
success does not exist. TF
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191.

192.

193.

194.

195.

196.

197.

198.

199.

200.

201.

202.

203.

204.

| like to search new ways while performing a work. T F

| enjoy saving money rather than spending money for joy or excitement.
TF

Individual rights are more important than the requirements of any group.
TF

| had experiences when | felt | was in contact with a divine and extraordinary
spiritual power. T F

| had many excited moments when | felt a clear and deep similarity with
anything appeared suddenly. T F

Good habits facilitate my work performance as | want. T F

Many people look like more skillful than I. T F

| generally regard others and conditions responsible about my problems.
TF

| enjoy helping others although they have misconducted me. T F

Mostly | feel | am a part of a spiritual power to which the life has connection
with. TF

| prefer not to “disclose myself” too much even amongst my friends. T F

| can get “involved” in anything all day long generally without forcing
myself. TF

Even though others ask me to give a quick decision, | still and always
think about all aspects in detail before | take a decision. T F

When | am caught while making something wrong, | cannot cope to
getridofit. TF
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205.

206.

207.

208.

209.

210.

211.

212.

213.

214.

215.

216.

217.

| am more perfectionist than many of others. T F

Whether something is right or wrong is only a point of view. T F

| believe my natural reactions of today are generally consistent with my
principles and long term objectives. T F

| believe that all life is connected to a spiritual order or power that cannot
be fully explained. T F

| think | will be safe and comfortable when meeting strangers even though
they are told to be angry atme. T F

People say that it is easy to come up with me in order to get assistance,
sympathy and sincere understanding. T F

| rather fall behind many others in getting excited of new ideas and
activities. TF

It is hard for me to lie even though it should be told in order not to lacerate
anotherone. T F

| have some people | don't like. T F

| don’t want to be more adorable than the others. T F

While looking at a regular thing suddenly something extraordinary
happens and | feel as if | saw it first time. T F

Many people | know only think about themselves without caring about
that they can lacerate others. T F

When | have to do something new and unusual, | generally feel distressed
and worried. T F
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218. | mostly force myself to the limits of exhausting or | try to do much more
than what | can actually do. T F

219. Some people think that | am ungenerous and extremely stingy about
money. T F

220. Rumor about mystic experiences are probably only a wishful thinking. T F

221. Although | know that | will suffer at the end, my self-control is weak to
cope with very strong temptations. T F

222. | hate to see someone suffers. T F

223. | know what to do in my life. TF

224. | regularly spend time to think about whether what | am doing is right or
wrong. T F

225. If | am not very careful, mostly things go wrong forme. TF

226. When | feel bad, | rather feel better generally when | with my friends
instead of staying alone. T F

227. | think it is not possible to share my feelings with someone who has not
experienced the same. T F

228. Since | am not aware of everything around me, others mostly feel that |
am from another planet. T F

229. | wish | could have a better appearance than others. T F

230. | lied a lot in this survey form. T F

231. | generally stand clear from social environment where | will have to meet
strangers even though they are told to be very friendly. T F

232. | like blossoms in spring like meeting an old friend again. T F
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233.

234.

235.

236.

237.

238.

239.

240.

| assess troublesome situations as a challenge or opportunity. T F

People related with me should learn how to do things in my style. T F

Being an imposter only causes trouble when you are caught. T F

Even after | have ailment or distress | generally feel more safe and
energetic than the others. T F

| like to read all when | am asked to sign any document. T F

| generally start to seek anything that will make me excited or cheerful if
there is nothing new. T F

Sometimes | feel unhappy. T F

Sometimes | gossip about people. T F
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TCI Score Rating Key

For all scales the items scored as positive are not underlined (T=1 F=0) and
the items scored as negative are underlined (T=0 F=1) . Below given items
have been scored as a part of TCI. 69, 75, 101, 111, 118, 134, 140, 170, 176,
190, 213, 230, 239, 240.

Novelty Seeking

NS1 Getting excited from exploring-Reckless sterness (11 items) 1, 29,

1,29, 52,70, 99, 114, 144, 167, 191, 211, 238

NS2 Impulsivity-Deep thinking (10 items)

13, 35, 61, 82, 108, 130, 148, 187, 203, 237

NS3 Splurge-Forehandedness(9 items)

19, 41, 66, 109, 139, 155, 174, 192, 219

NS4 Untidiness-Tidiness (10 items)

34, 53, 79, 91, 110, 141, 165, 183, 204, 212 NS Total Novelty Seeking Score
(40 items): NS1 + NS2 + NS3 + NS4

Harm Avoidance

HA1 Expectation anxiety and pessimism-Unlimited optimism (11 items)

2, 20,42, 65, 81, 112, 119, 149, 164, 188, 225

HA2 Fear of indeterminacy (7 items)

12, 26, 67, 129, 154, 189, 217
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HAS3 Abstention from strangers (8 items)

27,54, 80, 100, 142, 157, 209, 231

HA4 Quick tiredness and decrepitude (9 items)

22,43, 63, 92, 113, 147, 182, 202, 236

HA Total Harm Avoidance Score (35 items): HA1 + HA2 + HA3 + HA4 Reward

Dependence RD1 Sensuality (10 items)

3, 28, 55, 83, 102, 120, 158, 181, 210, 224

RD3 Attachment (8 items)

21, 44,68, 117, 143, 180, 201, 226

RD4 Codependence (6 items)

14, 46, 71, 131, 156, 193

RD Total Reward Dependence Score (24 items): RD1 + RD3 + RD4

Persistence

P Persistence (8 items)

11, 37, 62, 103, 128, 166, 205, 218

Self-Directedness S1 Taking Responsibility

Condemnation (8 items)

4,24, 58, 86, 121, 151, 169, 198 S2 Intentionality-Aimlessness (8 items)

9, 30, 59, 105, 126, 159, 177, 223
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S3 Skillfulness (5 items)

40, 106, 171, 197, 233

S4 Self-acceptance- Self conflict (11 items)

32, 60, 74, 85, 94, 107, 136, 150, 179, 214, 229

S5 Enlightened secondary temperament (12 items)

17, 36, 39, 90, 104, 115, 135, 162, 184, 196, 207, 221

S Total Self-Directedness Score (44 items): S1+ S2 + S3 + S4 + S5

Cooperativeness

C1 Social acceptance-Social sternness (8 items)

5, 16, 48, 89, 122, 133, 172, 234

C2 Showing empathy-Social apathy (7 items)

25,49, 73,137, 161, 185, 227

C3 Helpfulness -None-helpfulness (8 items)

10, 47, 64, 87, 127, 153, 178, 216

C4 Mercy-revanchism (10 items)

7,33,57,78,98, 124, 146, 168, 199, 222

C5 Goodwill, scrupulosity - Gaining self favor (9 items)

18, 50, 72, 93, 138, 160, 186, 206, 235

C Total Cooperativeness Score (42 items): C1 + C2+ C3 + C4 + C5
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Self-Transcendence

ST1 Overwhelmed- Self-consciously living (11 items)

8, 23, 45, 76, 96, 125, 152, 173, 195, 215, 228

ST2 Interpersonal identification- Self differentiation (9 items)

15, 31, 51, 84, 95, 132, 163, 200, 232

ST2 Spiritual acceptance-Rationalist materialism (13 items)

6, 38, 56, 77, 88, 97, 116, 123, 145, 175, 194, 208, 220

ST Total Self-Transcendence Score (33 items): ST1 + ST2 + ST3
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Part 1
Please find below the list of behaviors intending mobbing, to make your
performance poor you encounter at your working environment. Please indicate
whether you have encountered these behaviors in your working environment
within last one year, by whom and how frequently these behaviors were applied.
by putting an (X).

By whom this was applied? (more than one option can be marked)

Manager Customers

My Colleague/Colleagues

My Subordinate/Subordinates

How frequently you have encountered this behavior? (please select only
the appropriate option)

0 1 2 3 4 5
Never encountered First time | I've encountered | encounter | frequently | always
encounter many times sometimes encounter encounter

How Frequently

1. Derogatory and dishonorable speaking with you amongst others
By Whom 0 1 2 3 4 5
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

2. Groundless rumoring about you
By Whom 0 1 2 3 4 5
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

3. Humiliatingly behavior against you amongst others
(using body language)
By Whom
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

4. Intimating others that your mental health is not perfect
By Whom 0 1 2 3 4 5
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

5. Forcing you to do something that will damage your self-confidence
By Whom 0 1 2 3 4 5
( )My Manager ( ) My Colleagues ( ) My Subordinates ( ) Others..........

6. Pondering about your honesty and reliability
By Whom 0 1 2 3 4 5

( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........
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7. Disseminating groundless rumor about your private life
By Whom
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

8. Being verbally
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

9. Encountering behaviors like slamming one’s fist on the table
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

10. Continuously making negative assessments about your performance
By Whom
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

11. Accusing you about issues you are not
responsible (using body language)
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

12. Only holding you responsible for any negative consequences of common
works

By Whom

() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

13. Continuously finding mistakes/errors in the job you perform and
consequences thereof
By Whom
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

14. Pondering about your professional qualification for any work you perform
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

15. Making correspondences/preparing reports with unfair reasons about
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

16. Creepy (indirectly controlling) control of you and your works
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

17. Not providing opportunity to show yourself
By Whom
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

18. Criticizing your decisions and suggestions and rejecting them
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

19. Taking the works under your responsibility from you and giving them to
people who are at your subordinate position

By Whom

() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

20. Being audited by your subordinates
By Whom
( )My Manager ( ) My Colleagues ( ) My Subordinates ( ) Others..........

21. Seeing the works you perform invaluable and unimportant
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

22. Not being informed about social activities being organized
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

23. No responses to your negotiation and conversation requests
By Whom
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........
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24, Acting as if you were not there in the environment you attend
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

25. Frequently interrupting your speech
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

26. No response to your e-mails and phones
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

27. Preventing or prohibiting your colleagues to talk to you
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

28. Leaving the environment intentionally when you enter to that environment
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

29. Holding you responsible for any works over your capacity
(using body language)
By Whom
( )My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

30. Forcing you to quit the job or to change your position
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

31. Hiding any information, document and materials that you require in order to
perform your work

By Whom

() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

32. Damaging your personal goods
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........

33. Applying physical violence
By Whom
() My Manager () My Colleagues ( ) My Subordinates ( ) Others..........
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Definition of the family types who used data collection form;

The smallest society constituted of spouses and children that is based on
Family, Marriage and Blood Relation. (Family types are mentioned according to
the place of residence, type of marriage and numbers). Unless specific studies
related to family are not conducted mostly family types based on numbers are
used in generality of the studies. We have used number based family type in
our study.

Elementary family is constituted of wife-husband and unmarried children.

Wide Family type mentions about a family that is constituted of Mother, father,
married sons and the family of the son, single children and children in law.

Half-Wide Family is a type which is constituted of Mother and Father of the
Goodman (or one of them), single siblings, such relatives of his wife or other
relatives of both.

Broken Family; The family where one or both of the spouses are absent due to
death. divorce or living apart.
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Tarik Erdem “Yerel Yonetimlerde Kisilik ve Mizacin Yildirma ile ili§kisi;
Bursa ili Ornegi” Doktora Tezi. Kibris. 2018

Giris; insanlar orglitler ile i¢ ice yasamakta ve zamaninin dnemli bir kismini
da érglitlerde gecirmektedir. Orgitlerde yasadiklarina gére de gln igersindeki
psikolojiside etkilenmektedir. Her bireyin dustnceleri, duygulari ve ¢evredeki
olaylara yaklasim tarzlari farkhdir. Yildirmanin ortaya ¢ikmasinda orgutten
kaynaklanan nedenler olabildigi gibi kisiden kaynaklanan nedenler de oldugu
bilinen ve kacginilmaz bir gercgektir.

Amag; Kisilik ve mizacin yildirma ile iligkisinin olup olmadigini belirlemektir.

Yontem; Nitel veri toplama teknikleri ile ele alinan bu arastirmada, veri toplama
formu ve yildirma dlgegi ve mizag ve kisilik envanteri kullaniimigtir.

Evren ve Orneklem; Tirkiye’nin Bursa ilinin iki ilce belediye calisanlari
uzerinde yapilmistir.

Tartisma ve Sonug; Katilimcilarin Mizag ve Karakter Olgegi Alt Boyutlarindan
yenilik arayigi, zarardan kaginma, kendini ydnetme alt boyutlari ile yildirmaya
maruz kalma dlgegdi tim alt boyutlari ve toplam puan ortalamasi arasinda pozitif,
kendini asma alt boyutuyla ise negatif yonde bir iligki bulunmustur. (p<0,05).

Katihmcilarin Mizag ve Karakter Olgegi Alt Boyutlarindan “6dil bagimhhgr” ve
“sebat etme” ile yildirmaya maruz kalma 6Olg¢egi alt boyutlarindan “is izolasyonu”
ve “mesleki statliye saldir1” ve toplam puan ortalamalari arasinda negatif yonde

bir iliski bulunmustur. (p<0,05).

Anahtar Kelimeler; Yonetim, Yerel Yonetim, Yildirma, Kisilik, Mizag, Isletme
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ABSTRACT

Tarikk Erdem PhD Thesis Titled “The Relation of Personality and
Temperament with Mobbing in Local Governments: The Case of Bursa
Province”. Cyprus. 2018

Introductions; People live together with organizations and spenta considerable
part of their time in organizations. Their psychology throughout a day is also
affected by what they live in such organizations. Thoughts, feelings and style
of approaching towards neighborhood events are different in each individual. It
is a known and unavoidable reality that there may be reasons not only arising
from organization but also from persons in emergence of mobbing.

Objective; To determine whether or not personality and temperament are
correlated with intimidation.

Method; Data gathering form and mobbing scale and a temperament and
personality inventory have been used in this research that is dealt with
qualitative data collection techniques.

Universe and Sampling; It has been conducted on municipality workers of
two districts of Bursa province of Turkey.

Discussion and Conclusion; A positive correlation has been found between
novelty seeking, harm avoidance, self direction sub dimensions of the
Temperament and Personality Scale, all sub dimensions of Mobbing exposure
scale and total score average and a negative correlation with the challenging
oneself sub dimension in the participants. (p<0,05). A negative correlation has
been found between “reward dependence” and “persisting” sub dimensions
of the Temperament and Personality Scale and “job isolation” and “attack to
professional status” sub dimensions of the Mobbing exposure scale and total
score averages of participants. (p<0,05).

Keywords; Administration, Local Administration, Mobbing, Personality,
Temperament, Management
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Girig

Problemin Tanimi

Son zamanlarda sektérel alanlarda kargimiza sikga ¢ikan sorunlarin basinda
Yildirma (mobbing) kavrami yer almaya baslamistir. Calisan - Kurum ve
Toplum Uzerinde birgok olumsuz etkileri olan yildirmanin ortaya ¢cikmasinda
bireysel, ydonetsel ve orgutsel bir takim faktorlerin s6z konusu oldugu bilinen
bir gergektir.

Yildirma, duygusal saldirilarin giderek arttigi ve tacize hedef olanin kisilik
dzelliklerini kendi avantajina kullandigi bir surectir. Orgiit saldirgani ve
davraniglarini géormezden geldigi zaman, kurbanlar acik bir sekilde saldirgana
ve gucune karsi caresiz kalirken saldirganda davraniglarini ve saldirganhgini
artirarak devam ettirmektedir (Demirci vd., 2009 . Cahs. M. Tokat. B. 2013).
insanlar her daim érgitlerle i¢c ice yasamis ve yasamaktadir. Calisanin
zamaninin onemli bir kismi 6rgutlerde gegmekte is yerinde yasadiklarina gore
gln igerisinde ki psikolojiside etkilenmektedir (Tokat ve Askun, 2003: 115).
Yildirmanin orgutlerde ortaya ¢ikmasinin birgok nedenleri vardir. En dnemlileri
ise Orgutsel isleyis ve orgutsel faktorlerden olusmaktadir. Yildirma faktérlerini
kurumsal kultiran olmamasi, otokratik lider anlayisi ile yonetilmesi, etkin iletisim
kanallarinin yetersiz ve kullanilmamasi, ekip anlayigina yer verilmemesi,
kisisel 6zelliklerin baskinligi, bireyler arasindaki catismalarin géz ardi edilmesi
ve gatisma yonetiminin etkisi olmasi, hiyerargik yapi, sikayet prosedurlerinin
belirsizligi ve bir sonuca varilmamasi seklinde siralayabiliriz (Kése ve Uysal,
2010: Tutar, 2004).

Her bireyin olaylar karsisindaki tutum ve davraniglari birbirinden farkhdir.
Herkesin ortak benzer biyolojik yapilari olmasina kargin, birbirlerine
benzemedigi gibi, olaylar karsisindaki davranislari da farkliliklar tagimaktadir.
Her bireyin dusulnceler, duygular, ¢cevredeki olaylara yaklasim tarzlari farkhdir.
Bu farkliligin sonuglari saptanmaya calisildiginda ise “kisilik” kavramin ortaya
ciktigi goérulmektedir (Okutan, 2010: Okutan, E ., Satatemiz , N. 2015). Kisilik
ve miza¢ kavrami gunluk hayatimizda kigileri tanimlarken haklarinda bilgi
verirken, oOzelliklerini anlatirken, onlar hakkinda duastuince ve duygularimizi
dile getirirken ¢ok sik kullandigimiz bir s6zcuktur. Diger bir deyis ile kigilik ve
mizag bireyin yasama bicgimini tanimlamaktadir. Kisilik ve miza¢ dedigimizde



neredeyse her kes ne demek istendigini anlar fakat bir tanimini yapmaya
calisildiginda is zorlagir. Bu nedenledir ki literaturlerde birgok Kigilik ve mizag
tanimina rastlanmaktadir. Cuceloglu “bireyin i¢c ve dis gevresi ile kurdugu,
kendisini diger bireylerden ayirt edici, tutarli ve yapilasmisg iligki bigimi” olarak
tanimlarken, Okutan ve Sutitemiz’in aktardigina gore Arkonag “uzun bir zaman
suresince kigiyi bir varlik olarak olusturan, tanimlayan, digerlerinden ayirt eden,
kisinin kendine o6zel bir sekilde dugunusunu, davranmasini, duygulanmasini ve
cevresine tum tepkisini belirten 6zellikler” seklinde tanimlamaktadir (Cliceloglu
2003: Okutan, E ., Sutitemiz , N. 2015).

Konuyla ilgili en kapsamli tanimlamalardan birini ise 1961 yilinda Allport
yapmistir. Allport kisiligi, kisinin kendine 6zgu dusunce, davranis ve his
kalibini Ureten psikolojik sistemin insan igindeki dinamik bir organizasyonu
olarak tanimlamigtir. Allport bu taniminda, kigiligin 6zelliklerinin birkagc onemli
noktasina isaret edilmektedir.

Kisilik sadece bir parca ve kirintilar yigini degil, bir organizasyondur.

Kisilik insanin iginde dylece durmaz, aktiftir ve bir isleyis dizenine sahiptir.

Kisilik, fiziksel bir bag ile vicudumuza bagli olan bir sey degil, psikolojik bir
kavramdir.

Kisilik, bireyin dunya ile nasil iligki kuracagina yardim eden nedensel bir gugtur.

Kisilik, davranis modelinde tutarhligi ve devamlilhigi saglar.

Kisilik, davranig, dusunce ve hissiyatta tek bir sekilde degil, birgok sekilde
sergilenir.

Kisilik ile ilgili birgok tanim olsa da ortak noktalar da birlesildigi gorulmektedir
Bunlarr;

* Bir insani baska bir insandan ayiran kisilik 6zellikleri vardir.

 Kisilik ozellikleri gelip gegici Ozellikler degildir, insanda uzunca bir sure
gozlenebilirler.



* Bunlar insanin digsal ozellikleri olabilirler. Digsal Ozelliklerin kapsamina
insanin bedensel dig gorunumu, davranis bigimleri, kendi bedenini kullanma
bicimi, cevresine uyum cabalari, kendini anlatma yontemleri, davranislar
arasindaki uyumluluk gibi her turlt 6zellik girebilir.

« Bunlar insanin gdzlenebilen icsel dzellikleri olabilir. icsel dzelliklere, bilgi,
beceri, tutum, benlik kavrami, ilgiler, degerler, gereksinimler, guduler ve
benzerleri girebilir.

Butun bu ozelikler birbiri ile etkilegsimli, bagimh ve tutarli olarak bir butunltk
olustururlar.

Kisiligin iglevi, insanin yasamak igin karsilastigi sorunlari ¢ozerek gevresine
uyumunu saglamaktir seklinde toplayabiliriz (Basaran, 1991).

Yildirmanin ortaya ¢ikmasinda orgutten kaynaklanan nedenler olabildigi gibi
kisiden

kaynaklanan nedenler de oldugu bilinen ve kaginilmaz bir gercektir. Literatur
incelendiginde yildirma konusu degisik acilardan ele alinmig olmakla birlikte,
yildirmayi uygulayan ve maruz kalan kisilerin kigilik yapilari ve igletme
yonetimleri Uzerine etkisine yonelik konunun fazla incelenmedigi goralmustar.
Bu nedenle galismanin arastirma kisminda, Kigilik ve mizacin yildirma ile
iliskisinin isletme yonetimine etkisinin olup olmadigi incelenmistir. Calismanin
temel dnermesi ise Kisilik ve mizacin yildirma ile iligkili oldugu ve bu iligkinin
isletme yonetimine etkisi oldugudur. Bazi kisilik 6zelliklerine sahip bireylerin, bu
Ozelliklere sahip olmayanlara oranla daha fazla yildirma davranisini uyguladigi
ve yildirma davranigina maruz kaldiklari yonundedir.

Tezin Kapsami:

Tez dokuz bolumden olugmaktadir. Birinci bolumde Temel Kavram ve Tanimlar,
ikinci bolimde Tarihsel Boyut ve Gelisim, Uguncu boélimde Turkiye’de ve
Diinyada Yildirma ile ilgili Yapilan Arastirmalardan Ornekler, ddrdincii
bolimde Kuramsal Boyutlariyla Yildirma, besinci bolumunde Kisilik - Mizag ve
Yildirma Kavramlarinin Temel ve Alt Boyutlarinin Analizi, altinci bolumde Kisilik
ve Mizacin Yildirma ile iliskisinin isletme Yénetimine Etkisi, yedinci béliimde



Arastirmanin Yontemi, sekizinci bolumde Tablolar ve Bulgular, dokuzuncu
bélimde Sonug ve Oneriler ile calisma tamamlanmistir.

Amag:

Bu calismanin temel amaci, yildirma davraniglarina maruz kalma ve
uygulamada, calisanin Kisilik ve mizacina gore bir farliik olup olmadigini
belirlemektir. Yildirma konusunda oldukca fazla ¢calismaya rastlamakla birlikte
yildirma ile kisilik arasinda iligkiye dair az sayida ¢alismanin yapiimig olmasi
fakat kisilik ve mizag arasinda iligskiye dair bir calismaya rastlanmamis olmasi
calismanin 6nemini ortaya koymaktadir. Calismada yildirma davranisini
uygulama ya da maruz kalma davranislarinda kisilik ve mizacin bir etkisinin
olup olmadigi incelenmeye calisilacaktir.

Tezin Onemi:

Yildirma konusunda oldukca fazla g¢alismaya rastlamakla birlikte yildirma ile
Kisilik arasinda iliskiye dair az sayida ¢alismanin yapilmis olmasi fakat kisilik
ve mizag arasinda iligki ve bunun igletme yonetimine etkisine dair bir caligmaya
rastlanmamis olmasi calismanin 6nemini ortaya koymaktadir. Calismada
yildirma davranigini uygulama ya da maruz kalma davranislarinda Kisilik ve
mizacin bir etkisinin olup olmadigi ve bu iligkinin igletme yonetimine etkisi
incelenmeye calisilacaktir.

Hipotezler;
Yildirmanin olugsumu ile kisilik ve miza¢ arasinda anlaml bir iligki vardir.
Kisilik ve mizacin yildirma ile iligkisinin isletme yonetimine etkisi vardir.

Belediye calisanlarinda yildirma duzeyleri ¢calisanlarin statilerine gore farklilik
gOstermektedir.

Belediye calisanlarin yildirma ve kisilik mizag yapilari arasinda anlamli iligkileri
vardir.

Calisanlarin yildirmaya maruz kalma ve uygulamalari ile sosyo-demografik
Ozellikleri arasinda (cinsiyet-medeni durum- vb.) anlamli farklihk vardir.



Arastirmanin Modeli;

Arastirmada tarama modeli kullaniimigtir. Bir konuya iliskin katilimcilarin
goruslerinin ya da ilgi, beceri, yetenek, tutum vb oOzelliklerinin belirlendigi
genellikle diger arastirmalara gore daha buyuk orneklemler Uzerinde yapilan
arastirmalardir. Tarama modelinin amaci nesnelerin, toplumlarin, kurumlarin,
olaylarin dogasini ve ozelliklerini tanimlamaktir. Tarama arastirma modelinin
bir 6zelligi genelleyici olmasidir.

Sekil 1 tezin bagimli ve bagimsiz degiskenleri

X Y
Neden Sonug
(Bagimsiz Degisken) > (Bagiml Degisken)

Kisilik - Mizag = Yildirma

Arastirmanin Alana Katkisi

Dunyada oldugu gibi Ulkemizde de onemli bir sorun haline gelen yildirma
literatlrine 6nemli dlglde katki sunacaktir. Calismada yildirma uygulayan ve
maruz kalanlar ile ilgili yapilan ¢alismalardan farkli olarak ilk kez karakter ve
mizag agisindan da onemli bir 6rneklem ile alana 6nemli bir veri olugturarak da
katki vermesi saglanmistir.



BOLUM I: TEMEL KAVRAM VE TANIMLAR
1.1. Memur; Devlet Memurlari Kanunun da (DMK) ki tanima gore,

“ Mevcut kurulug bicimine bakilmaksizin, Devlet ve diger kamu tuzel
kigiliklerince genel idare esaslarina gore yurutulen asli ve surekli kamu
hizmetlerini ifa ile gdrevlendirilenler, bu kanunun uygulanmasinda
memur sayilir. Yukaridaki tanimlananlar disindaki kurumlarda genel
politika tespiti, arastirma, planlama, programlama, yonetim ve denetim
gibi islerde gdrevli ve yetkili olanlarda memur sayilir ( DMK internet).

Memur statisu ayrica Anayasa’nin  128.maddesinde Devletin,
kamuiktisadi tesebbusleri ve diger kamu tuzel kisilerinin genel idare
esaslarina gore yurutulmekle yukimlu olduklari kamu hizmetlerinin
gerektirdigiasli ve surekli gorevler, memurlar ve diger kamu gorevlileri
eliyle gorilir’ seklinde ifade edilmektedir.(TCAY internet).

Devlet memurlarinin galisma suresi ve izin haklari da 657 sayili DMK'da
aciklanmistir. Memurlarin haftalik ¢alisma suresi kirk saattir. On yila kadar
hizmeti olan memur yirmi gun, on yildan hizmeti olan ise otuz gun yillik izin
kullanabilmektedir. Onceki yilin izni bir sonraki yila aktarilabilmektedir. Memura
on sekiz aya kadar hastalik izni (hastaligin devami halinde bu sure iki katina
cikarilabilir),i¢c aya kadar refakatizniverilebilmektedir. Evlilik durumunda memur
yedi gun izin kullanabilmektedir. Kadin memurun dogum oncesi ve sonrasi
sekizer hafta olmak Uzere toplam on alti hafta dogum izni bulunmaktadir. Esi
dogum yapmis memura ise on gun babalik izni veriimektedir. Dogum yapan
kadin memur ilk alti ay gunde Ug¢ saat ikinci alti ay icin ise gunde bir buguk saat
sut iznine sahiptir. Ayrica memura bu mazeretler diginda kullaniimak tUzere on
glin mazeret izni daha verilebilmektedir ( DMK internet).

Memurun tayin hakki Devlet Memurlarinin Yer Degistirme Suretiyle
Atanmalarina iliskin Yonetmelik'te belirtiimistir. Yonetmeligin 12,13 ve 14
maddelerinde belirtilen mazeretlerden biri kendisine uyan memurun tayin
hakki bulunmaktadir ( DMYDSAIY internet).



1.2. Sozlesmeli Personel; DMK’da su sekilde tanimlanmaktadir.

Kalkinma plani, yillik program ve is programlarinda yer alan onemli
projelerin hazirlanmasi, gercgeklestiriimesi, isletiimesi ve isbirligi igin
sart olan, zaruri ve istisnai hallere munhasir olmak Uzere 6zel bir
meslek bilgisine ve istisnasina ihtiya¢ gosteren gegcici iglerde, Bakanlar
Kuruluncabelirlenenesasve usuller gercevesinde kumrunteklifive Devlet
Personel Bagkanhgininin gorusu Uzerine Maliye Bakanliginca vizelenen
pozisyonlarda, mali yilla sinirli olarak sozlegsme ile ¢calistiriimasina karar
verilen ve is¢i sayllmayan kamu hizmeti gérevlileridir ( DMK internet).
bazi kurumlarda mevcut kadro ile yurutilemeyen igleri tamamlamak
icin, bazi kurumlarda yuksek ucret verebilmek ya da kadrolu memurlarin
sayisinl azaltmak ya da tamamen ortadan kaldirmak ig¢in sozlesmeli
personel istihdamina gidilebilmektedir.

1.3. Gegici Personel; 657 sayill DMK’da gecici personel;

“‘Bir yildan az sureli ya da mevsimlik hizmet oldugunda Devlet
Personel Baskanligi ve Maliye Bakanhginin goruslerine dayanilarak
Bakanlar Kurulunca karar verilen gorevlerde ve belirtilen Ucrette ve kigi
sinirlamalari iginde sdzlesme ile galigtirilan ve isci sayllmayan kigilerdir”
seklinde tanimlanmustir.

1.4. isci; 657 sayil DMK’da iscinin tanimi ise su sekildedir.

(A), (B) ve (C) fikralarinda belirtilenler disinda kalan ve ilgili mevzuat
geregince tahsis edilen surekli is¢i kadrolarinda belirsiz belirsiz
sureli is sozlesmeleriyle calistirilan surekli isgiler ile mevsimlik veya
kampanya islerinde ya da orman yanginiyla mucadele hizmetlerinde
ilgili mevzuatina gore gegici ig pozisyonlarinda alti aydan az olmamak
uzere belirli sureli is sOzlesmeleriyle ¢aligtirilan gegici iscilerdir.

isci statlisiinde galisan personel 4857 sayili is Kanununa tabidir.
Bu Kanununun ikinci maddesinde is¢i, isveren, is iligkisi ve is yerinin

tanimi soyle yapilmaktadir. Bir is sOzlesmesine dayanarak calisan
gercek kigiye isci, is¢i calistiran gercek veya tuzel kisiye yahut tuzel



kisgiligi olmayan kurum ve kuruluglara igveren, isci ile igveren arasinda
kurulan iliskiye is iliskisi denir. isveren tarafindan mal veya hizmet
uretmek amaciyla maddi olan ve olmayan unsurlar ile is¢inin birlikte
orgitlendigi birime isyeri denir ( iskanunu internet ).

Hizmet alimi yéntemiyle taseron personel istihdami; 4857 sayil is
Kanununun 2. Maddesinde asil isveren iliskisi ve taseron firma ve asil
isverenin sorumluluklari agiklanmaktadir.

Bir igverenden, is yerinde yuruttugu mal ve hizmet uretimine iligkin
yardimci iglerinde veya asil isin bir bolumunde isletmenin ve isin geregi
ile teknolojik nedenlerle uzmanlik gerektiren iglerde is alan ve bu is i,gin
gorevlendirdigiiscilerini sadece bu is yerinde aldigi iste galistiran diger
isveren ile is aldigi igveren arasinda kuruslan iligkiye asil isveren-alt
isveren iligkisi denir. Bu iligkide asil igveren, alt isverenin iscilerine karsi
o igyeriile ilgili olarak bu kanundan, is s6zlesmesinden veya alt isverenin
taraf oldugu toplu is so6zlesmesinden dogan yukumluliklerinden
alt igsveren ile birlikte sorumludur. Asil is veren iscilerin alt igveren
tarafindan ise alinarak galistirilmaya devam ettirilmesi suretiyle haklari
kisitlanamaz veya daha once o isyerinde ¢alistirilan kimse ile altigveren
iligkisi kurulamaz. Aksi halde ve genel olarak asil isveren alt igveren
iligkisinin muavazaall isleme dayandigi kabul edilerek alt isverenin
isleri baslangictan itibaren asil igverenin isgisi sayilarak islem gorurler.
isletmenin ve isin geregi ile teknolojik nedenlerle uzmanlik gerektiren
isler disinda asil is boliinerek alt isverenlere verilemez (iskanunu
internet ).

1.5. Is Doyumu/Motivasyon; Yénetim, psikoloji, sosyoloji gibi birgok bilim
dalinin ilgi ala-nina giren is doyumu kavrami genel olarak; bireyin igine,
calisma ortamina ve galisma yasamina olan duygusal ve davranigsal
tepkisi olarak, calisanin fizikse, zihinsel sagligi-nin yani sira bireysel,
fizyolojik ve psikolojik duygularin da bir belirtisi olarak tanimlan-maktadir.
is doyumu yasamdan alinan hazzin bir parcasidir. Kisinin kosullarina,
calisma arkadaslarina, meslegin gerektirdigi durumlara adapte olma
yetene@ine ve c¢alisanlarin gereksinimleri ile kurumun beklentileri
arasindaki uyuma baghdir. Bunun aksi ise ig do-yumsuzluguna neden
olmaktadir (Oshagbemi, T. 2000; Sabuncuoglu, Z ve Ttz M. 2003).



1.6. Yonetim /Yonetici; Yonetim, belirli amagclara ulasabilmek icin insanlara
is yap-tirabilme, onlarin yaptiklari islerde isbirligini gerceklestirebilme ve
koordinasyonu saglama faaliyetleridir. Yonetimin amaci organizasyonda
etkinlik ve verimliligi art-tirmaktir.  Yonetim ve yoneticiden soz
edilebilmesi i¢in mutlaka emrinde calisan otorite-sini kabullenen bir
insanin bulunmasi gerekmektedir. Ortak amacl kisilerin yer aldiklari 7
bir organizasyonun kisa ve etkili yoldan amaglarina ulasmak icin basta
insanlar ol arak para kaynaklari, donanim, demirbas, hammadde,
yardimci malzeme ve zam ani birbiriyle uyumlu ve verimli kullanacak
kararlar alma ve uygulama surecidir.

1.7. Kisilik; insanlari birbirinden ayiran tim ézelliklerdir. Diger bir deyis ile
bireyin devamlilik gosteren ve etrafi ile uyum iginde bulundugu bir
butinun pargalandir. Toplum igindeki belirli 6zelliklere ve gorevlere
sahip olmaktir. Kisilik zamanla bireyin butun hayatina, konugmalarina-
davranig bigimine-durusuna-oturusuna-girdigi ortama kadar her geyini
etkiler. Kisilik bireyin dogumu ile baglar ve dlumune kadar gelismeye
devam eder. Kisiligi olusturan faktorler ise biyolojik, aile, kulttrel ve
sosyal faktorler olarak siralanabilir. Kisiligin karakter, mizac ve yetenek
olmak Uizere (i¢ dnemli yénii bulunmaktadir. insanin kisiliginin parcasi
olan bazi etkinlikleri, tutum, davranig, gorunus vb bagkalarinca goézlenip
degerlendirilebilir. Kisiligin disa yansiyan bu yani, objektif (nesnel)
yanini olusturur. Kisiligin duyus, disinus gibi icsel etkinlikleri de vardir.
Bunlar kisinin kendini tanidigi, degerlerdirdigi, benlik bilincinin olustugu
subjektif (6zel) yanini olusturur. Kisiligin objektif ve subjektif gorinugleri
birbirinden ayri disunulemez. Duyus, dusunus, ilgi, yetenek ve tutumlar
davranig, gorunug, mimik, jest ve ¢cevreye uyum bigimiyle disa yansir.
Yani kisilik subjektif ve objektif gorindslerinin batinligaduar.Cloninger
genetik olarak birbirinden bagimsiz dért mizacg ( yenilik arayisi-zarardan
kaginma-odul bagimhligi- sebat etme) ve yetigkinlikte olgunlasan Ug¢
karakter boyutunu ( kendini yonetme-is birligi yapma-kendini asma)
iceren psikobiyolojik kisilik kuramini gelistirmistir. ( Basaran.2007; 57.,
Simsek ve di§. ;99.,2008.,Eroglu 2009; 215., Odemis 2011;58., Otken
ve Cenkci 2013;42., Tezer ve Arkar 2013).



1.8. Mizag; kisinin duygusal dengesidir. Bireyin duygusallik durumu, olaylara
kars! verdigi tepkilerdir. Ornegin; duygusal, donuk, neseli, sempatik,
huzanltd, heyecanli, kizgin olmasi kisinin mizaci ile ilgilidir. Mizag
kisinin kalitsal ozellikleri, 6grenme yoluyla ve iginde bulunulan
kulturdenetkilenilerek kazanilir,ve kiginin icinde bulundugu kultirden
etkilenerek kazanilir( Kutanis,2009;70., Simsek ve Dig.2008;100-1).

1.9. Huy; Bireyin duygusallik ve hareketlilik 6zelliklerini temsil eden mizag,
halk arasinda huy olarak adlandirilan ve bir kismi kalitimla, bir kismi da
ogrenmeyle edinilen kisilik 6zelligini ifade eder. Huy veya mizag kisiligin
duygusal yonunu agiklayan bir kavramdir.

1.10. Karakter; Karakter, cocugun buyurken kullandigi savunma mekanizma-
larinin, mizag egilimlerine ve ¢evresel etkilere uyumunun bir sonucudur.
Karakterin kalitimi daha zayiftir ve sosyo - kultirel 6grenmeden
ihml duzeyde etkilenir. Karakter ¢cocukluktan erigkinlige adim adim
olgunlagir. Bu olgunlagsma onceki mizag¢ oruntuleri ve sosyokulturel
egitimle dogrusal bir iligki icerisinde degildir. Karakter istemli amaclar
ve tutumlar gercevesinde verilen yanitlardir.

1.11. Yildirma / Psikolojik Siddet; Her hangi bir is yerinde, bir veya daha
fazla kisinin, hedef sectikleri bir veya nadir olarak bir ka¢ kisiye asil
maksat gizlenerek, duzenli olarak hukuk ve etik digi yollarla duygusal
yonden zarar verici soz, davranis ile yaratilan, yildirici etkilerle kiginin
kendisini yalniz, yetersiz, beceriksiz, toplumda sevilmeyen, istenmeyen
ve yer edinemeyen bir Kigi gibi hissetmeye yonlendirilen ve bdylece
bulundugu toplum icinde itibarsizlastirimaya c¢aligilan sonucta kisiyi
istifa veya 6z kiyima iten (klguk disirme, dedikodu, kinaye, ima, siddet,
taciz, duygusal istismar vb kotu davraniglar) uygulamalarin buttintdur
(Glrhan 2013).



Tablo 1. Cloninger mizag ve karakter envanteri puanlarina gore 6zellikler

Alt Grup

Yiiksek Puan

Diisiik Puan

Yenilik Arayigi

Heyecanli, Merakl, Hareketli,
Gayretli, Kolay Sikilan

iigisiz, Gayretsiz, Heyecansiz,
Monotonlugu tolere eden
Sistematik

Zarardan Kaginma

Sosyal Engellenme, Cabuk
Yorulma, Yabancilardan
Kaginma, Bagkalarinin

Keyifli, Sempatik,
Cogdu kisinin endiseli oldugu
durumlarda bile iyimser

inangli, Manevi duygulari
olan, idealist

MizAG Endiselenmedigi durumlarda
bile sorun olacagi beklentisi,
karamsar disunceler Belirsizlik
korkusu
Odul Bagimhhigi Temiz kalpli, Duyarli, Sosyal Kati, itiraz eden, soguk,
olarak bagimh Kolay etki Sosyal olarak kimseyi
altinda kalabilen Onemsemeyen, Kararsiz
Sebat Etme Beklenen 6dul yanitlarina asiri | Hareketsiz, Kararsiz, Dizensiz
gaba gosterme egiliminde
Beklenenden daha basarili
Kendini Yonetme Olgun, Gigli, Kendi kendine Zayif, Olgunlasmamis, Kirilgan,
yeten, Glvenilir, Yapici Sorumsuz, Etkisiz, Glivensiz,
Kendine saygi/guveni yiksek Kendine saygisi az
Isbirligi Yapma Sosyal hosgoriiye sahip Elestirici, Diger kisilere karsi
KARAKTER ilgisiz, Yardimsever olmayan
Kendini Asma Yaratici, Kendini unutan, Gururlu, Sabirsiz, Hayal glict

olmayan, Her seyi kontrol
etmeye calisan, Maddeci

Kose ve ark, 2004
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BOLUM II. TARIHSEL BOYUT VE GELISIM

Yildirma (Mobbing) kavrami ilk olarak hayvanlarin kendi aralarindaki savas ve
mucadelede belirlenmis daha sonra ¢ocuklarin birbirleriyle olan zorbaliklarini
tanimlamak amaci ile kullaniimistir. 1950 ve 60 larda ise igyerlerinde de yildirma
hareketlerinin var oldugu sadece hayvanlarin savagsmasinda ya da ¢ocuklarin
birbirlerine karsi olan zorbalik icerikli iletisimlerinde olmadidi fark edilmistir.
Bu kavrami daha sonra yetiskin insanlar arasinda da kullanan isvegli bilim
adami Peter Paul Heinemanndir. 1976 da ise Amerikali Psikiyatrist Carroll M.
Brodsky is yerinde psikolojik tacizden “ is yerinde Psikolojik Taciz” kitabinda
bahsetmistir. 1982 yilinda igyerinde psikolojik taciz konusunda galismalarina
baslayan Dr Heinz Leymann 1984 yilinda “is Hayatinda Giivenlik ve Saglik”
konulu raporu ile bilimsellik kazanmistir. 1986 yilinda Dr Heinz Leymann
“Mobbing Psychological Violence at Work” adli ilk kitabini yayinlamigtir.

1988 yilinda ingiltere gazetecisi Andrea Adams BBC deki programlarda
yildirma olgusunu ingiliz kamuoyuna tanitti. Yine isyerlerinde uygulanan
yildirma davranisini Alman ¢alisma psikologu Harld Ege 19 yy. biyologlarin
kullandigi bir ingilizce terim oldugunu ve ilk kez yavrularini korumak igin
saldirgan davranislar gosteren kauslarin davraniglarini betimlemek amaci ile
kullanildigini ifade etmistir.

1980’li yillarin basinda uluslar arasi akademik ¢caligmalarda yer alan igyerinde
yildirmadavranigveolgulariartarakincelemealanindayeralmigtir. 1990yillarinin
basindan itibaren ise yasal duzenlemelerde de yer almaya baglamistir. Bugun
bircok ulke hukukunda yildirma davranisi ve olgusu kendini gostermektedir.
Bazi Ulkeler tarafindan ise yildirma hakkinda kanuni dizenlemeler yapilmistir.
Calisma hayatinda her alaninda var olan fakat her daim gérmezden gelinen
yildirma davranisi glinimuzde artarak devam etmektedir. (Cobanoglu 2005;
Tinaz 2008; Bayat ve Baykal 2016; Lokmanoglu 2017)

Leymann’in gorusleri 6zellikle Finlandiya ve Norve¢ basta olmak Uzere
iskandinav ilkelerine hizla yayilmistir. Konu ile ilgili hem kamuoyu hem de
akademik farkindalik ise birgok Avrupa Ulkesinde de 1990 Ii yillardan itibaren
baslamistir. Ozellikle Aimanya da calisma hayatinin giindeminde énemli bir
yer almig ve ciddi arastirmalar konu olmustur.
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1992°'de “Bati dunyasinin ileri seviyede endustrilesmis toplumlarinda isyeri,
kisilerin mahkemeye sevk edilmeden birbirlerini dldirmelerine zemin hazirlayan
tek harp meydani konumuna gelmistir’ diyen Heinz Leymann yildirmanin
calisma ortamlarinin ne denli 6enmli bir sorunu olduguna dikkat ¢cekmeyi
basarmistir ( Baykal 2005). Son 10-15 yildir ise yildirma artarak kamuoyunun
ilgisini cekmis ve dunyanin neredeyse her yerinde arastirma konusu olmustur.
Ozellikle Norveg-ve Finlandiya basta olmak lizere Birlesik Kirallik- irlanda-
Isvigre- Avusturya- Macaristan- italya- Fransa-Avustralya- Yeni Zelanda -
Japonya ve Gulnay Afrikada ulke genelinde konu ile ilgili ciddi arastirmalar
yapilmis ve yapilmaktadir. Yine ézellikle iskandinav ilkeleri- Aimanya-Fransa-
italya-ingiltere-Amerika gibi bazi iilkeler basta olmak lizere giinimiizde birgok
dunya ulkesinde yildirma ile ilgili ¢esitli yasal duzenlemeler ile birlikte merkezler
ve kuruluslarda kurulmustur. (Yucetlrk, 2003: 1., Shallcross, 2003: 3-4)

1998 yilinda Uluslararasi Calisma Orgti (ILO), Duncan Chappell ve Vittorio
Di Martino’nun yazdigi Violance at Work (is Yerinde Siddet) baslikli raporu
yayimladi. Yayinlanan bu raporda yildirma ve zorballk, adam oldurme ve
bilinen diger bir¢cok siddet davranislari arasinda yer aldi. ILO ayrica yildirma
davranigini isyerlerinde en ¢ok artan ve calisana zarar veren problemlerden
biri olarak tespit etti. Yayginligina ragmen yildirma, isyeri siddetinden daha az
dile getirilmis, bu nedenle de daha az dillendiriimistir. Ancak 1999'da illinois
Universitesi’nin bir calismasina gore yildirmanin cinsel tacizden dért kat daha
fazla siklikta oldugu tespit edilmistir. (Dunn, 2000: 1)
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BOLUM Ill. TURKIYEDE VE DUNYADA YILDIRMA iLE iLGILi YAPILAN
ARASTIRMALARDAN ORNEKLER

Yildirma tum dunya da ve Ulkemizde her gegen gun dnem kazanmakta ve
konuya yodnelik calismalar yapilmaktadir. Calismamizda da dinya da ve
ulkemizde yapilmis olan caligmalardan bazi ornekler vermeye calisacagiz.
Boylece yildirmanin dunya uzerinde var oldugu ve her gegcen gunde artarak
devam ettigini daha iyi gorebilecegiz duguncesindeyiz.

Yapilan arastirmalar egitim ve saglik alaninda calisanlarin isyerlerinde
yildirma davranisina daha fazla maruz kaldigi seklindedir. Genellikle glg¢
dengesizliklerinin yogun oldugu bu g¢alisma alanlarinin yapisi ve sartlari nedeni
ile hemsireler, ogretmenler ve pratisyen hekimler her zaman ig¢in duygusal,
sozel hatta fiziksel siddetlere daha yogun maruz kalmaktadirlar. Portekiz de
2003 yilinda saglik sektérinde yapilan arastirmalarda % 51 oraninda yildirma
davranigina maruz kaldigi belirtilmigtir. Avustralya ve Kore de o6gretmenler
arasinda yapilan bir calisma sonucuna gore ise Avustralya da calisanlarin
%45, Kore de ise % 17.6’sinin en az bir kez yildirma davranisina maruz kaldigi
seklindedir.

Turkiye de 2006 yilinda Bilge vd. Bursa da egitim ve emniyet tegkilatinda
calisanlar ile yapmis oldugu calisma sonuglarina goére calisanlarin %55’i
yildirma davranisina maruz kaldigini belirtirken, saglik sektorinun ise en ¢ok
risk altinda oldugu ve ustleri tarafindan %60 oraninda yildirma davranisina
maruz kalindigi sonucuna variimistir. Hemsgirelik yuksek okullarinda ¢aliganlar
uzerinde yapilan bir baska ¢alisma sonugclarina gore ise ¢aligsanlarin %17 sinin
yildirma davranigina maruz kaldigi ve bu durumun ise yuksek lisans ve doktora
egitimleri sirasinda yasandigi belirtilmistir. Ayni ¢alisma sonuglarina gore ise
% 9 gibi bir oraninin ise bazen 6z kiyimi bile distnduklerini belirtmislerdir.
Palaz vd bandirmada yaptigi egitim ve saglik ¢alisanlarinda % 33.62 surekli
elestiriime, %33 surekli s6zinin kesilmesi ve % 31 inde ustlerine kendini
gOsterme olanaklarinin kisitlanmasi seklinde yildirma davranigina maruz
kaldiklari sonuglarina ulagsmistir. Yildirma davraniglarini uygulayanlara yonelik
veriler ise; % 50.5 yoneticiler, %20.1 ¢alisma arkadaslari, %3.3 ile astlar olarak
saptanmistir (Gokge 2006; Aktop 2006; Yavuz 2007; Palaz 2008).
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Yildirma davranisinin yayginligina baktigimizda ise karsilagsma oraninin
oldukca sik oldugu gorulmektedir. Yapilan galismalardi yasin ve cinsiyetin
degisken oldugu ve yildirma davranisina maruz kalmada belirleyici bir rol
oynamadigi gorulmektedir. Norve¢'te 8000 calisan Uzerinde yudrutulen bir
¢alisma sonucuna gére magdurlarin % 54 Gnidn yoneticileri tarafindan magdur
edildikleri seklindedir. isveg'te yildirma orani % 25 olarak bazi kaynaklarda
belirtilirken ingiltere’de tiim calisanlarin is yasami boyunca en az bir kez
yildirma davranisina maruz kaldigi seklindedir. Celebi ve Tas¢ini 2014 de
ogretmenler Uzerinde yapmis oldugu c¢alisma sonuclarina gore de yildirma
davranisi cogunlukla Ustten alta seklinde ve haftada 2 ile 3 seklindedir.

Leymann isvec’teki galisanlarin (toplam isglcinin) % 3,5'inin yildirma
magduru oldugunu belirlemistir (Leymann, 1995).ingiltere’de (1996) yapilan
bir arastirmaya gore; is gorenlerin % 53’0 psikolojik tacize maruz kalmis,
%78i ise bu olaylara taniklik etmistir. Yildirmanin yasanma duzeylerini
saptamak amaciyla yapilan diger arastirmalarda da;.Leymann (1990)isvec’te
calisanlarin % 25’i, isveg’te yapilan bagka bir arastirmanin sonucuna gére,
isveg'te gergeklesen intiharlarin % 10—15’inin nedeninin psikolojik taciz oldugu
belirtiimektedir. Leymann’in isvec¢'te is yerlerinde manevi taciz (izerine yaptigi
arastirmanin sonuclarina gére 4,4 milyon isvec calisanin 154 000’i, baska bir
deyisle %3,5’i is yerinde manevi tacize ugradidi seklindedir. ABD’de kamu
calisanlarini kapsayan bir arastirmada, kadin galisanlarin % 42’sinin, erkek
calisanlarin ise % 15’inin son iki yilda isyerinde duygusal tacize ve zorbaliga
maruz kaldigi belirtimektedir. Tayvan’da saglik calisanlarinda yapilan bir
calismada yildirma yayginligi son bir yil igin %50,9 bulunmus, s6zel ve fiziksel
siddetten daha yuksek oranda goruldugu belirtiimistir. Bosna’da yine saglik
calisanlarinda yapilan bir galismada bireylerin %76 oraninda yildirmaya
maruz kaldiklari bildirilirken, %Z26’sinda bunun 1srarli ve yineleyici oldugu
saptanmigtir. 2005 yilinda yapilan Avrupa Calisma Kosullari Anketi'nde
isyerinde psikolojik ve fiziksel siddet ile kargilagsma orani 6zel sektérde %4
iken kamuda %6 bulunmustur. Tim sektorleri temsil eden gruplar Gzerinde
yapilan arastirmalarda galigsanlarin yaklasik %3’Unin yildirma kapsaminda
degerlendirilebilecek davranislara maruz kaldigi1 gésterilmistir. ( Leyman 1996;
Leyman 1996; Lavrance 2001)
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isvec’te DrLeyman tarafindan yapilan birarastirmanin sonuglarina gére 6zkiyim
olaylarinin %15’i yildirma davranisindan kaynaklandigi seklindedir. Bu sonug¢
bize gostermektedir ki, 6z kiyim ile yildirma arasindaki iligkiye yonelik oncelikle
ulkemiz olmak Uzere dunya genelinde ¢ok genis ¢capli arastirmalar yapilmasin
da yarar vardir. Birey Uzerindeki etkilerine yonelik bazi arastirma sonugclarina
bakacak olursak; ABD yapilan bir ¢galisma sonuglarina gére magdurlarin%94
unde kaygi bozuklugu, % 82’sinde yodunlagma (konsantrasyon) bozuklugu,
% 76’sinda obsesyon ve % 41’inde depresyon ... (Namia ve Namia 2003).
Fransa da ki bir galismada tespit edilen depresyon orani % 69 dur (Hirigojen
2001). AB de yapilan bir calisma sonuclarina goére noérolojik bozukluklar
%52,sindirim sistemi sorunlari %47, asiri yorgunluk %72, kardiyolojik bozukluk
% 37 olarak gorilmektedir (Bread ve Pastor 2002). Yildirma davranigindan
kaynaklanan psikolojik sorunlardan bir hastalik olarak degil de zarar gorme
olarak bahsedilir. Bu sekilde yasanan sikintilarin nedeni, bilingli olarak yildirma
davranigi uygulayan kisiye yuklenebilir.

Yapilan caligmalar ayni zamanda yildirma davranigsina-kendilerini nasil
koruyacaklari ve nerelere nasil muracaat edeceklerine yonelik bireylerin yeterli
bilgi sahibi olmadigi seklindedir.

Avustralya’da iki buyuk kamu orgutunde yapilan bir aragtirma sonuglarina
gore orgutlerin yeniden yapilandirilmasi surecinde ig guvensizliginin ortaya
cikisinin, igyeri stresine ve rol karmasasina yol actigi, bunun da yildirma
davranigi ile iligkili oldugu seklindedir. ABD’de yaklasik alti ¢alisandan birinin
isyerinde yildirma magduru oldugu bildirilmistir. ABD’de kamu ¢alisanlarini
kapsayan bir arastirmada, kadin ¢alisanlarin %42’sinin, erkek ¢aliganlarin ise
%15’inin son iki yilda igyerinde duygusal tacize ve zorbaliga maruz kaldidi,
belirtimektedir. Bazi meslek gruplarinda yildirma daha sik gorulmektedir.
Tayvan'da saglik calisanlarinda yapilan bir calismada yildirma yayginligi
son bir yil igin %50,9 bulunmus, s6zel ve fiziksel siddetten daha ylUksek
oranda goruldugu belirtiimistir. Bosna'da yine saglik ¢calisanlarinda yapilan bir
calismada bireylerin %76 oraninda yildirmaya maruz kaldiklari bildirilirken,
%26’sinda bunun israrli ve yineleyici oldugu saptanmistir. 2005 yilinda yapilan
Avrupa Calisma Kosullari Anketi'nde isyerinde psikolojik ve fiziksel siddet
ile karsilasma orani 6zel sektdrde %4 iken kamuda %6 bulunmustur. Tum
sektorleri temsil eden gruplar Uzerinde yapilan arastirmalarda caligsanlarin
yaklasik %3’Unun yildirma kapsaminda degerlendirilebilecek davraniglara
maruz kaldi§i gosterilmistir ( Mak ve Mueller (2000);Chen vd. 2008; Paqgnji vd.
2006) .
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Turkiye'de yapilan epidemiyolojik calismalar yeterli sayida olmasa da Tum is
kollari ve ¢aligsanlar dikkate alindiginda arastirmalarin agirlikh olarak saglik is
kolunda yapildigi gérilmektedir. Saglik alani disinda egitim, belediye, akademi
calisanlari, ozellikle asistan ve arastirma gorevlileri ile ilgili calismalara da
rastlanmaktadir. Egitim fakultesiarastirmagorevlilerinde yapilan birarastirmada
olgularin %32,2’sinde galisma ortaminda bir ya da birden ¢ok kigiden belli bir
sureden bu yana surekli bir yildirmaya maruz kaldiklari saptanmis, yildiricilarin
%63.8'ini erkek ve blyuk kismini profesdérlerin olusturdugu belirtiimis, %48’inin
ise idari gorevleri oldugu saptanmistir. Yildirma magdurlarinin kisilik 6zelliklerini
arastiran, 134’anun kamuda, digerlerinin 6zel sektorde calistigi, 184 kiginin
deg@erlendirildigi bir arastirmada son alti aydir yildirmaya maruz kaldigini
bildirenlerin oraninin %67.4 oldugu, 124 olgudan 102’sinde bu davranislarin
yoneticiler tarafindan uygulandigi ifade edilirken, nedenleri olarak ise  %64.1
glc gosterisi, %19 kiskanglk %16.8 de kisilik bozuklugu ya da bir ruhsal
bozukluktan kaynaklandigi yéninde gorus bildirmistir (Baykal 2005;Zencir
2012;Surgevil vd. 2007;Dikmetas vd. 2011; Tuzel 2009; Tigrel vd 2009; Yigitbas
vd. 2012)
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BOLUM IV. KURAMSAL BOYUTLARIYLA YILDIRMA OLGUSU

4.1. Tanimsal Zemin ve Sorunun Boyutlari

Terminolojik olarak yildirma kavraminin “saldirganlik, hucumetmek,
kusatmak gibi anlamlara gelen “to mob” yukleminden turetilmis olmakla
birlikte her tlkenin kendine gore bir tanimi bulunmaktadir. Hangi kavram
ya da tanim tercih edilirse edilsin temelde psikolojik siddet calisma
ortaminda caligsanlarin sistematik bir sekilde devam eden saldirgan
ve baskici tutumunlar seklinde ortaya c¢ikan ve is yerlerindeki siddet
olgusunu tanimlamak amaciyla kullanilan bir kavramdir. Yildirma ile ilgili
bilimsel sureg ve tanimlarini bir tablo halinde ele alirsak (Genellikle ABD
de “bulling” kullanilirken AB’dede siklikla “mobbing” kullaniimaktadir.
Fakat gunumuzde bulling daha ziyade akran zorbaligi olarak okullarda
yapilan psikolojik siddeti karsilamaktadir).

Tablo 2. Yildirma tanimsal zemin ve boyutlari

Brodsky ( 1976)

Taciz ( Harsssment )

Leymann ( 1990-1996)

Psikolojik Taciz / Psikolojik Terdr
(Yildirma/Mobbing Psychologi Terror )

Wilson (1991)

isyeri Travmasi ( Workplace Trauma)

Bjorkqvist,Osteman&Hjelt (1994)

is Tacizi ( Work Harsssment)

Einarsen&Skogstad (1996)

Psikolojik Taciz (Bullying)

Keashly, Ttrott &Maclean ( 1994)
Keashly (1998)

Kétu Muamele/ Duygusal Taciz
( Abusive Behaviour / Emotional Abuse )

O’Moore,Seigne, mcGuire&Smith
1998)

Psikolojik Taciz (Bullying)

Hoel &Cooper (2000)

Psikolojik Taciz (Bullying)

Zapf ( 1999)

Psikolojik Taciz (Yildirma/Mobbing)

Salin ( 2001)

Psikolojik Taciz (Bullying)
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Tarkiye’de yildirma kavraminin taninmaya baslamasi 1998-99 diye ele
alinmaya baslamis ve Turk Dil Kurumu tarafinca verilen anlamlarla birlikte
ulkemizde yildirma karsihgi olarak;

Psikolojik Taciz, Duygusal Taciz, Yildirma, Orgitli Yildirma, isyeri Teréri,
Psikolojik Teror, Bezdiri, vb. seklinde tercume edilmekte ve kullaniimaktadir.

4.2. Yildirmanin Tanimlari

Tablo 3. Farkh kuramcilar tarafindan yapilan yildirma tanimlarinin kronolojik
yapisi;

YAZAR TERIM TANIM

Brodsky(1976) Taciz Bir kisinin, bir bagka kisiyi yipratmak, engel olmak
(Harassment) | veya eziyet etmek icin surekli ve tekrar eden
davranislarda bulunmasi. Bu muamele karsiyi
provoke eder, Uzerinde baski yaratir, korkutur ve
sindirir. Bir bir deyis ile rahatsiz eder.

Leymann Psikolojik taciz /| is hayatinda psikolojik terdr ya da psikolojik taciz,
(1990-96) Psikolojik teror /| bir veya birkag kisinin genellikle bir kisiye karsi
(Yildirma / sistematik bir sekilde uyguladiklari dismanca

veahlak disi davraniglari igerir. Bu durum Kigiyi
savunmasiz, ¢aresiz bir duruma iter ve devam eden
taciz davraniglariyla da bu durumdan kurtulmasi
terror engellenir. S6z konusu davraniglar oldukga sik
tekrarlanir (istatistiksel tanim en az haftada bir, alti
ay surmektedir) .

Mobbing )
Psychological

Wilson (1991) is yeri travmasi | Bir igveren veya ydneticinin, algilanan veya gergek
(Workplace olan, surekli, kasti k6ti muamelesi sonucu c¢alisanin
trauma) benliginde zararlar olusturmasi

Bjorkqvist, is tacizi Ruhsal aci vermek amaciyla, herhangi bir nedenden

Osterman (Work Oturd kendisini savunamayacak olan bir yada birden

and Hjelt (1994) | harassment) fazla kisiyi hedef alarak tekrarlanan hareketler.

Einarsen and Psikolojik taciz | Psikolojik taciz, bazi ig yerlerinde ve bazi calisanlar

Skogstad (Bullying) bir problemdir. Bir olayi / durumu psikolojik niteleye

(1996) bilmemiz igin; belirli bir stre ve siklikta meydana

geliyor olmasi ve bu duruma maruz kalan kendilerini
savunma konusunda bir takim olmasi gerekmektedir.
Her iki tarafinda esit glice sahip oldugu ¢atismalar ya
da bir sefere munferit olaylar psikolojik taciz olarak
nitelendirilemez.




Keashly, trott

Koti muamele/

Bir veya birden fazla kisi tarafindan, bir kisiye karsi

and Maclean Duygusal taciz | digerlerinin rizasini temin etmek icin, onu gizliden

(19914) (Abusivebehaviour/ | baltalamak amaciyla yoneltilen, cinsel ya da etnik bir

Keashly (1998) Emotional abuse) | igerige sahip olmayan, s6zll ya da s6zsliz
davraniglardir.

O’Moore, Psikolojik taciz | Psikolojik taciz yikici bir davranistir. Bir kisi ya

Seigne, (Bulling) da grup tarafindan digerlerine karsi gelistirilen,

Mc Guire and
Smith (1998).

sureklilik arz eden s6zll, s6zslz ve fiziksel saldiridir.
Birbirinden bagimsiz olarak meydana gelen
saldirilar, katlanabilir olmasa da psikolojik taciz
olarak tanimlanmamalidir. Sadece sistematik bir
sekilde kasith olarak gergeklestirilen uygunsuz
davranislar psikolojik tacizler olarak kabul
edilmektedir.

Bir ya da birden fazla kisinin, belirli bir stireden beri

Hoel and Psikolojik taciz AN . ) o
) surekli olarak, bir veya birden fazla kisi tarafindan
Cooper (Bullying) .
olumsuz davraniglara maruz birakiimasi ve tacize
(2000) maruz kalan kisinin kendisini savunamaz hale
gelmesi durumudur. Bir defaya mahsus meyadana
gelen olaylar psikolojik taciz olarak kabul
edilmemektedir.
Zapt (1999) Psikolojik taciz I§yefinde psik.olojik taciz,"bir ki§.i)./e, sonunda
asagilayici bri konuma dismesi ile sonuglanacak
(Yiddirma/ ] e .
] sekilde, kéti muamelede bulunma, taciz etme,
Mobbing) incitme, diglama veya isine zarar vermek anlamina
gelmektedir.
Salin (2001) Psikolojik taciz | Bir veya birden fazla kisiye yonelik dismanca

(Bullying)

bir galisma ortami yaratan, sirekli ve tekrarlayan
olumsuz davraniglardir. Psikolojik tacizin esit

glce sahip taraflar arasinda gelisen bri ¢atisma
olmamasi dolayisiyla hedef alinan kisinin kendisini
korumakta zorluk ¢ektigi bir durumdur.

Vartia, 2002:9-10

Psikolojik siddet konusunda birgok tanim

arastirmacilarin hem fikir olduklari temel unsurlar;

psikolojik siddetin magdur/kurban tarafindan olumsuz olarak algilanan agresif

ve dismanca hareketler icermesi,

Bu dismanca davraniglarin bir kereye mahsus ve birbirinden bagimsiz olarak
meydana gelmesinden ziyade, belirli bir siklikta gelisen ve belirli bir sure
devam eden davraniglar, Taraflar arasinda belirgin bir gu¢ dengesizliginin

bulunmasidir ( Salin 2003,10)

ile karsilagilmasina karsin
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4.3. Yildirmanin Unsurlari

is yerinde gerceklesmelidir,

Ustler tarafindan astlara uygulanabilecegi gibi astlar tarafindan Ustlere
uygulanabilmekte ya da esitler arasinda da gercgeklesebilmektedir.
Sistemli bir sekilde uygulanmaldir,

Sureklilik kazanmigs bir siklikta tekrarlanmalidir, Kasith olarak
yapilmalidir,

Yildirma pasivize etme ve isten uzaklastirma amacinda olmalidir,
Magdurun/kurbanin kisiliginde, mesleki durumunda, sagliginda ve
arkadas-aile iligkilerinde zararlar orataya ¢cikmalidir,

Kisiye yonelik olumsuz tutum ve davraniglar gizli ya da agik
olabilmektedir ( Akgeyik ,Delen ve Usen 2013:15-25., CASGEM
2013).

4.4. Yildirma Davranigi Olmayan, Benzerlik Gosteren Kavram ve Durumlar

Yildirma bazen farkli amaglar icin kullanilabilirken bazende farkl
kavramlar ile karis-tirlmakta ve benzerlikler gosterebilmektedir.

Yildirma davranigi bulunan her bir eylemin, aslinda gunluk iligki, sorun
ya da catismalarin sonucu olarakortaya c¢ikabildigi dikkate alindigi
zaman yildirma ile gunluk iletisim sorunlarinin ya da benzer olumsuz
iligkiler birbiri ile siklikla karistiriimaktadir. Bazi olaylarda bireyin bireysel
ozellikleri, aile ve sosyal yagsamina etkileri baskin hale gelebilmekte,
Ozellikle ¢ok hassas olan bireyler ig yerinde yasadiklari her turll
olumsuzlugu kendisine yoneltilmis yildirma oldugunu dusunebilmektedir.
Bireyin hal ve hareketlerinden dolayr gindeme gelen durumlarda
yildirma bir ¢esit savunma araci olarak kullanilabilmektedir. Bazan-da
isverenlerin kidem/ihbar 6demeden iscileri/calisanalri isten ¢ikartmak
icin kullanilan bir yéntem olarak karsimiza cikabilmektedir. isyerinde
yildirma ile siklikla karistirilan is yerinde catisma, is yerinde siddet,
isyerinde kabalik, isyerinde cinsel taciz gibi bazi kavram/ terminolojilerin
aciklanmasi gerekmektedir ( Akgeyik, Delen ve Usen 2013.15-25 .,
GCASGEM 2013).



4.5. Psikolojik Siddet ile Siklikla Karigtirilan Durumlar

Tablo 4. Yildirma ile birgok sekilde ve yerde karsilasilabilinmektedir. En sik
kargilasilan durumlari bir tablo halinde 6zetleyecek olur isek;

is yerinde
gatisma

Catisma, iki veya daha fazla kigi
ya da gruplar arasinda ortaya
cesitli sebeplerle ortaya ¢ikan
anlagsmazliklardir.

Yildirmada ise anlasmazligin
temelinde ahlak disi, kisilige
yonelik haksiz ve olumsuz
davranislar olup sireklilik
gostermekte ve magdur tarafindan
agir olmaktadir.

is yerinde siddet

Saldir, fiili taciz, tehdit, esyaya
zarar verme gibi sug olusturan
davranislar sonucu olusan bir
durumdur.

Fiziksel olmayan ¢ogunlukla
psikolojik olarak gergeklesen
durumlardir.

isyerinde kabalik

Bireylerin birbirleri ile olan
iligskilerinde iletisimlerinde
azami saygl kurallarina dikkat
etmemeleri sonucu ortaya cikan
bir durumdur.

Psikolojik tacizden daha genel
davranis bigimleridir.

isyerinde cinsel
taciz

Sinir ve kapsami tam

olarak belirlenemese de sonug
daha somut bir durumdur. Tek bir
seferde dahi cezai sorusturma
ve yargilamalara konu
olabilmektedir.

Psikolojik tacizin baglamasina
ya da psikolojik taciz ile gelisen
agir durumlarda gorulebilmektedir.

Akgeyik, Delen ve Usen 2013:15-25., CASGEM 2013.
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4.6. Yildirmanin Tiirleri,

Tablo 5. is yerlerinde karsilasilan yildirma ti¢ sekilde olusmaktadir.

Yukaridan
Asagi (Dikey)

Ustlerden astlara ydnelik uygulanan davraniglar
batinadur.

Asagidan
Yukari (Dikey)

Astlarin bireysel ya da birlikte haraket amirlerine /
Ustlerine uyguladiklari davraniglar batintdur.

Yatay

Astlarin bireysel ya da birlikte haraket amirlerine /
Ustlerine uyguladiklari davraniglar batintdur.

Dikey ve yatay olarak iki grub altinda toplayabiliriz. Dikey siddet tirl kendi icinden Ustten alta

alttan Uste olmak Uzere ikiye ayrilmaktadir.

Akgeyik, Delen ve Usen 2013:15-25., CASGEM 2013.
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4.7. is Yerinde Yildirma Davranisinin Tanimlanmasinin Onemi

Kurum iginde tanimlanmis olan psikolojik siddet birey, aile, toplum, érgut
acgisindan olumsuz birgok duruma neden olabilmektedir. Bu nedenle
tanimlanan ve 6nlem alinan psikolojik siddetin ¢cok boyutlu olan zararlari
onlenerek birey, orgut, toplum agisindan zararlari azaltilabilmektedir.

Tablo 6. Yildirma davranisinin tanimlanmasi

Yaygindir Cinsel tacize gore yayginligi t¢ kat daha fazladir

Maliyetlidir Piskolojik siddete meyilli olarak ¢alisanlar genellikle
orgatin en basarili elemanlarini  hedef aldiklarindan
dolayi bunlari kaybetmek 6rgut icin ciddi maliyet anlamina
gelebilir.

Kaniti vardir Ozellikle 6rgit igindeki dedikodu mekanizmalari
isverenlere bu konuda yeterince bilgi edebilmektedir.
calisanlar genellikle psikolojik siddete kimin egilimli
oldugunu bilmektedir.

Tanigi vardir Psikolojik siddete taniklhik eden ¢ok sayida kisi vardir.
Ozellikle agiklik politikasinin yeteri kadar yerlesmemis
olan orgutlerde korku kaltird tanik olanlari tanikhk
etmekten vazgecirmektedir.

Sonuglari olabilir Vahim Isverenlerin, érgitlerin imajlari lekelendiginden
calistiracak  yetenekli eleman bulmakta zorluk
celebilmektedir.

Namie 2002:3

4.8. Yildirmanin Siireci, Taraflar ve Etkileri

Psikolojik siddetin olusumu genellikle kritik olaylar, is yerinde psikolojik
siddet ve damgalanma, yonetimin devreye girmesi ve magdurun
sagligin bozulmasi-o6zkiyimlarin -isten ayrilmalar- siddet uygulayicilarin
oldurdlmesi gibi durumlar ile sonuglanmak Uzere dort agsama olarak
ele alinmaktadir. Psikolojik siddet sadece magdurlari degil magdurun
ailesine, is yerine, is yerinde diger caligsanlara, topluma ve Ulke
ekonomisine olumsuz etkileri bulunmaktadir. (CASGEM 2013. , Glrhan
2013)



4.9. Sosyal Baskinlik Teorisi ve Yildirma Davranisi,

Sosyal baskinlik yonelimi 6tekine yonelik 6n yarginin , ayrimciligin gtcli
yordayicisidir. Siddet kisir bir dongu halinde devam etmektedir. Bu kisir
dongunun baslamasi, devam etmesi yapisal siddetin yapisal sistemlere
tamamen yerlesmesinde ve dogrudan siddete yonelinmesinde sosyal
baskinlik yonelimleri dnemli bir tutmaktadir.

Tutumlar kisilerin belli bir objeye , olaya, kisiye olumlu ya da olumsuz
yaklagsma bicimindeki psikolojik bir egilim olarak, s6z konusu olay,
obje vb. duygu — dusunce ve davranisglarini ortaya ¢ikaran psikolojik
bir egilimdir diye tanimlanabilmektedir. Bilinen bir gergektir ki disunce
duygulari duygular ise davranislari etkilemektedir. Bu nedenle sosyal
baskinlik da dalgalanmalarin olabilecegi ileri strllmektedir. Sosyal
baskinlik yonelimi yuksek olan bireylerin ayrimciligi desteklemesi ise
duygudaslhigin (empatinin) azalmasi ile iligskilendirilebilmektedir. Ayni
zamanda duygudasglikta olan azalma kadar daha onemsiz gruplarin
dezavantajli gruplari megrulastirmaya olan ihtiyacinda rol oynadigina
dikkat cekilmektedir.

Biyopsikososyal kisilik modeline goére Kkisilik, miza¢ ve karakter
bilegkelerini igerir. Yine biyopsikososyal modele gore mizag¢ baglanti
kurma, duyumsama ve motivasyon gibi duygulara dayali beceri
aliskanlklarin altinda yatan sureclerle ifade edilmektedir. Diger bir
deyis ile mizag kisiligin duygusal 6zu ile iligkilendiriimektedir. Karakter
ise kavramsal 6grenmeye dayanan sembolize etme ve soyutlastirma
surecleri olarak tanimlanmaktadir. Bu modele gore karakter kisiligin
kavramsal 6zu ile iligkilidir. Kalitsallik olarak yuklenen mizag¢ boyutlari
erken ¢cocukluk doneminden itibaren gozlenebildigi, karakter boyutlarinin
ise yetiskinlikte olgunlastigi ileri surtlmektedir.( Okumusoglu 2017)
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BOLUM V: KiSILIK - MiZAG VE YILDIRMA KAVRAMLARININ TEMEL VE
ALT BOYUTLARININ ANALIZi

5.1. Yildirma Davranisi Uygulayanlarin Kisilik ve Davranigsal Ozellikleri

Bu kadar acimasizca bir eylemde bulunan ve bu eylemin kendisine
yapilmasina izin veren bireylerin kisilik yapilari ilk merak edilen unsur
olmus ve olmaya da devam etmektedir. Fakat bircok zaman g6z ardi
edilen yildirma davranisina tanik olup da ses cikarmayanlardir. Bir
yerde yildirma ile ilgili konugsmaya baslanildiginda hemen hemen her
kesimden gelen ilk soru nasil bir kisilik yapilari oldugu ya da her hangi
bir o6zelligi olan birey olup olmadigi yolundadir. Nitekim bu sorular
dogrultusunda yapilan c¢alismalar yildirma uygulayan ve yildirma
davranigina maruz kalanlarin bazi 6zelliklere sahip oldugu seklindedir.

O zaman Kkisilik, kisilik yapisi ve nasil gelistiginin bilinmesinde
yarar vardir. Tum siddet uygulayicilarina bakildiginda ¢ocukluk ve
yetistiriimeden gelen bazi patolojiden bahsedilmektedir ki yildirmada bir
siddet tirtidir. Kisilik ile ilgilide bir cok tanim yapilmistir. “insan yapisinin,
duygusal durumunun, davranis bigimlerinin, ilgilerinin, yeteneklerinin
ve diger psikolojik 6zelliklerinin en karakteristik ve orijinal butinudur.
Diger bir tanima gore ise “bireyin kendine 6zgu, degdisik durumlarda
ve zaman igin de kalici olan duygu, dusunce ve davranis oruntusu”
olarak tanimlanmaktadir. Bu tanima baktigimizda “yedisinde ne ise
yetmisinde o dur’ atas6zUmuz ile ¢ok ortustugunu gorebilmekteyiz.
Baska bir tanimda ise “kigilik bireyin algilama, iletisim ve iliski kurma,
cevresi ve kendisi hakkindaki algilayigi ve dusuncelerinin sureklilik
goOsteren oOzellikleri” olarak tanimlanabilir. Bagka bir deyisle Kkigilik
bireyin yasamla uyum bigimini kendisi ve dis dunyasi ile iligkilerinin
butinunlu kapsar. Bu iligkiler butinu de; bireyin bilingli ve biling disi
her turli davranis kaliplarini, mimikleri ve jestlerini konugma tarzi
ve tavrini, i¢csel ve digsal olaylara yonelik tavirlarini, dinyaya bakis
acisini, durttsel gereksinimlerini ifade edis bicimini ve bu gereksinimleri
karsilayis ozelliklerini, kendini denetleyebilme kapasitesini ve kullandigi
savunma duzeneklerinin nicelik ve niteliklerini kapsar. Kisiligi sunan
daha yeni modellere gore ise Kigilik, temel ve evrensel duygular ve bu
duygularla iligkili yasantilarin bir bilesiminden olusmaktadir. Patricia



Cohen in aktardigina goére lzard duygulari; homeostazis ve fizyolojik
durtuleri karakterize eden dongusel sureclere ait biligleri motive eden
ve duzenleyen evrensel kapasiteler olarak tanimlamistir. Alti duygunun(
ilgi, mutluluk/keyif, Gzuntl, 6fke, igrenme ve korku ) 6grenilmis olmadigi
ve evrensel oldugu igin kabul edildigi ve bilingliligi gecersiz kildigi
seklindedir. Zamanla, temel olumlu ve olumsuz duygular bireyin duygusal
yasantilarindaki bilissel cerceveler, takdir etme ve atiflarin bireyin
duygusal deneyimi icinde gelistigi ve baskin motive edici bir duygu iken
etkilenme ile temel duygulara donustugu duygu semalari ile kademeli
olarak yer degistirdigidir. Bu baskin olan motive edici duygular biyolojik
farkhliklarin baskin bir etkilenme yaratabilecegi ve normatif olabilecegi
erken cocukluk doneminde “mizag¢” olarak gozlenebilir denmektedir.
Yas arttikga semalar bu duygusal durumlari, genetik ve deneyimler
Isiginda sik/iligkili érantiler ile asagi yukari bireye 6zgul bir bicimde
birlestirir. Boylelikle de kisilik farkliliklari, bireyin kendiligine, baskalarina
ve yasadigi dunyaya iligkin semalarinin dogasini sekillendiren bu
duygular ve yasam deneyimlerindeki goreceli gu¢ dahilinde genetik
temelli bireysel farkliliklarin birlesiminden gelisir. Kisiligin daha sonraki
gelisimi ise yillar igindeki olasi tehditler ve memnuniyete iligkin bir dizi
uyum seklinde gozlenir. Bu uyum bireyin biyolojik mirasi, yagsanan
maruz kalimlar ve bireyin dunyaya iligkin yeni ortaya c¢ikan ya da
degisen anlamlandirmalari tarafindan sekillenmektedir. Asama asama,
“‘duygusal semalarin tutarli duragan gruplari, kigilik oruntuleri olarak
orgutlenebilmektedir. Kisilik bozuklugunun olugsmasi icin ¢ocukluk
doénemi risklerini; demografik riskler, fiziksel saglikla iligkili sorunlar,
erken donemde baglanma sorunlari, ebeveynlik ve anne-baba- ¢ocuk
iliskisi diye gruplaya biliriz. (Gurhan ve Kabatas 2010 ., Gurhan 2012)
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5.1.1. Kisilik Kuramlan; Kisilik konusuna farkli sekillerde yaklasan
gruplar vardir. Bir grup Kkisiligin en onemli ozelligini belirlemeye
calisirken, baska bir grup kigiler arasinda ki farklilhklari anlamaya
calismaktadir. Kisiler arasindaki farkliliklara odaklananlarin bir kismi
ailenin kisilik gelisiminde en 6nemli faktor oldugunu savunurken diger
tarafta kalanlar ise aile disindaki cevresel faktérlerin dGnemli oldugunu
savunmaktadir. Diger bir grup ise Kisiligi kendimizi ve deneyimlerimizi
dusunmeyi 6grenmenin bir sonucu olarak gorebilmektedir. Butin bu
yaklasimlarda farkh kisilik kuramlarini ortaya cikarmistir.

5.1.1.1. Psikodinamik kuramlar, kigiligin temelini, biling disi
ve genelde cinsel olan gudu ve catismalari koyarlar. ( Kuramin
yaraticisi Freud’dur)

5.1.1.2. insancil kuramlar, kisiligin sekillenmesinde potansiyelin
gerceklestiriimesi ve olumlu buylume oruntulerini vurgulamaktadirlar
( kuramin temelini Adler’in kisinin en iyiye ulasmak igin surekli
cabaladigl yonundeki gorisu olusturmustur).

5.1.1.3.Ayirici 6zellik kuramlan, kisilerin birbirinden farkli yonlerini
tanimlar ve kategorilere ayirirlar. (Gordon Allport ve Raymond
Cattell)

5.1.1.4. Biligsel sosyal ogrenme kuramlan ise Kkisiligin
temelini insanlarin gevrelerini algilamalari, disunmeleri ve tepki
gOsterme bicimleri Uzerine kurarlar (Albert Bandura ).Bu kuramsal
yaklagimlarda bizim kisiligi anlamamiza degisik derecelerde katkida
bulunur.

Friedman ve Roseman ise iki farkl kisilik tipi oldugunu savunmuslardir. Bu
farkl kisilik tipini de A ve B tipi kisilik olarak tanimlanmistir. Atipi kisilik 6zelligine
sahip kisileri; genellikle idealist, mikemmeliyetci, dinamik, amaclara ulasmak
icin mUcadele eden, baskalarinin dnline gegmek icin surekli rekabet etmekten
hoslanan, kaybetmeyi kabullenemeyen, aceleci, verilen isleri zamaninda
bitirme gayreti icinde olan, sorumluluk duygusu ylUksek, basariya ulasmak igin
islerini bircok seyden daha ¢ok dnemseyen bireyler olarak tanimlanmaktadir.
(Day ve Bedeian 1991,41). A tipi kisilik o6zelligine sahip kisilerin temel
Ozelliklerinden birisinin, rekabeti sevmesi ve performansini sirekli yikseltmek
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icin caba sarf etmesidir derken. Baltas ve Baltas’a (2000:148) goére de A tipi
kisilik 6zelligine sahip kisiler surekli belli konuya odaklanan; kendileri icin
yuksek dizeyde hedef belirleyen ve bu tir beklentiler icinde olan; kendisini
bagkalari ile strekli bir yaris icinde hisseden; cogunlukla kendilerini sadece
islerine odaklandirarak ¢evresini ihmal eden kisiler olarak tanimlanmaktadir.

B tipi kisilik 6zelligine sahip kisiler ise, rekabetten ve bagkalari ile micadeleden
hoslanmayan, daha rahat ve esnek kisilik tipi olarak bilinmektedir. Bu tip
kisilik 6zelligine sahip bireyler, mikemmeliyet beklentisinden uzak, heyecan
ve telasa kapilmayan, sakin davranan, genellikle sorumluluk duygusu disuk
olan kisilerdir. Zamani dikkate almaz, sabirlidir, kendini dvmez, kazanmak
icin degil eglenmek igin oynar, kendini sikmaz, rahattir, sinirli zamanli igleri
yapmay! ve acele etmeyi sevmez, yumusak huyludur. Sonug olarak, B tipi
kisilik bagkalari ile uzlasmaci olmaya yatkin, asiri hirsli ve bencil olmayan,
mikemmellik pesinde kosmayan, toleransl davranan kisileri tanimlamada
kullaniimaktadir. Fakat her iki grup &zelligini gdsteren Kkigilerle de
karsilasilabilinmektedir. Kesin ve kati bir sekilde insanlari bu iki grup altinda
toplamamiz mimkuin olmamaktadir. Bununla birlikte bazi arastirmacilar A ve
B tipini stres kigilikleri olarak ele almis ve yildirmaya maruz kalma arasinda
iliski kurmuglardir ( $Sahin vd 2011). Bu kigilerin zaman kullaniminda aceleci
olma, kendini genellikle mesgul olarak gérme ve asiri rekabet¢i davranma
gibi A tipi kisilik 6zelligi gosterenlerin daha ylksek oranda yildirma magduru
olduklarint bulgulamiglardir. Kisilik ve yildirma magduru olma arasindaki
iliskiyi dogrudan veya dolayh ele alan diger calismalarda da “duzenli, dakik,
isyeri kurallarina bagl, miukemmeliyetci”, “gbreceli Ustin bilgi ve becerilere
sahip, rekabetgi, yaratici ve yenilikci” 6zellikler tasiyan g¢alisanlarin, érgit veya
grup icerisinde rahatsizlik hissi dogurduklari ve yildirmaya daha fazla maruz
kalabilecekleri savunulmaktadir. Bu durumun &zellikle, geleneksel/tutucu
yapidaki orgutlerde kendini daha fazla hissettirecegi de dustinilmektedir. Bu
kisilik 6zelliklerine sahip calisanlarin 6rgute getirmeye calistiklari yeni fikirler
ve Ustln basari elde etme gldusline sahip olma istekleri nedeniyle, taglari
yerinden oynatan ve dolayisiyla, diger ¢alisanlar icin tehdit unsuru olan kisiler
olarak degerlendirilecekleri bu ylzdende yildirma magduru olabilecekleri
savunulmaktadir( Durna 2004., Durna 2005).

Ayrica kargimiza evrensel bir kigilik degerlendirme modeli olarak kabul edilen
ve dinya bilim otoriteleri tarafindan da kabul edildigi s6ylenen Bes faktor
kisilik modeli de gikmaktadir. Bu bes temel boyut bireylerin kisiliklerini ve Kisilik
tiplerini temel boyutlari itibariyle tanimlamaktadir. Modelde kigilik 6zellikleri
her bir boyut igin iki u¢ nokta arasinda ifade edilmektedir.
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5.1.2. Kisilik Ozellikleri;

5.1.2.1. Disadoniikliik (Extraversion): Heyecanli, neseli,
konugkan, girigken, sevecen, dinamik, sempatik olma gibi 6zellikleri
icermektedir. Bu faktorin diger ucunda ise; utangag, sessiz, sakin,
ice donuk, yalnizhgi tercih eden, konugmaktan hoglanmayan gibi
Ozellikler bulunmaktadir.

5.1.2.2. Yumusak Basliik (Agreeableness): Saygili, glvenilir,
cana yakin, esnek, kibar, merhametli, uyumlu, algak gonulli olma
gibi 6zellikleri icermektedir. Bu faktorin diger ucunda ise; saldirgan,
dusmanca davranma, hirginlik, huysuzluk, inatgi, dik basgh ve
supheci olma gibi ozellikler yer almaktadir.

5.1.2.3. Oz Denetim / Sorumluluk (Conscientiousness): Diizenli,
tedbirli, azimli gibi 6zellikleri icermektedir. Bu faktérin diger ucunda
ise; plansiz, duzensiz, dikkati kolay dagilan ve erteleyen gibi
Ozellikler bulunmaktadir.

5.1.2.4. Duygusal Denge / Duygusal Tutarhlik (Emotional
Stability): Rahat, 6zguiven sahibi, sabirli, elestiriye acik, strese
dayanikli olma gibi O6zellikler bu faktorde agiklanmaktadir. Bu
faktorin diger ucunda; endiseli, gergin, cekingen, guvensiz, kendiyle
barigik olmayan, kaygil, degisken ve saldirgan gibi 06zellikler
bulunmaktadir.

5.1.2.5. Gelisime Aciklik (Openness): Yaratici, analitik disunen,
duyarl, merakli, bagimsiz, yenilik¢i, acik fikirli, ifade yetenegi
guclu gibi 6zellikler yer almaktadir. Bu faktériin diger ucunda ise;
geleneksel, tutucu, ilgisiz ve siradan gibi 6zelliklere yer verilmektedir.

Anlasilacagi gibi kisiligin kesin olarak bir tanimini yapmak ve tim
insanlar1 da bir Kigilik 6zelligi altinda toplamak neredeyse imkansizdir.
insanlarin diinyayi algilama ve bir takim seyleri yapma acisindan belli
Ozelliklere sahip olmalarina ragmen davranislarini farkli durumlara
uydurmak icin ayarlaya da bilmektedir. Ancak bazi kigiler yasamlarinin
erken bir noktasindan baslayarak, esnek olmayan ve uyumsuz

30



dusunme ve davranma bicimleri geligtirirler. Bu disinme ve davranig
bicimleri kigilerin kendileri i¢in ciddi i¢ zorlanmalara veya baskalari igin
sorunlara neden olacak kadar agiri abartili ve kati olabilmektedir. Bu tur
kigilik bozukluklari olan bireyler zararsiz ilging kisiliklerden sogukkanli
katillere kadar genis bir yelpaze de yer alabilirler ( Avci vd 2010).

Yildirmauygulayankisileribirkigilikanaliziyaparakgruplandirmakoldukca
zordur. Ancak sergilemis olduklari davraniglarla tanimlanabilmeleri
mumkun kilinmaya calisiimaktadir.  Yine vyildirma davranigina
basvuranlarin, yildirma davranislarini baglatmasinin altinda yatan
gergekler vardir. Yani bizler aslinda buz daginin ustiinu gormekteyiz ve
ona gore hareket etmekteyiz fakat yildirma baslatiimasinin asil sebebi
buz daginin altinda yatan nedenlerdir.

Arastirmalar sonucu en sik kargilasilan yildirma uygulayanlarin
sergiledikleri davraniglari su sekilde belirtebiliriz. Genellikle yildirma
davranigi uygulayan kigilerin yagam ile ilgili yeteneksiz olma, kisilerarasi
iligkilerde rol yapma, acik bir iletisim kuramama durlst olmama,
kendilerini oldugundan Ustun goOstermek isteyen, dusmanliktan
hoglanan, zevk arayigi, can sikintisi, onyargilari pekistiren, ayricalikl
hak sahibi olduguna inanan, sahip olamadiklarinin acisini ¢gikarmaya
calisan, bencil, narsistik bir kigilige ve yanlig yonlendirilen bir rekabet
icgudusune sahip yuksek benlik duygusu ve itibarini yukseltme ihtiyaci
gibi Ozelliklere sahip kigiler oldugu seklindedir. Yine arastirmacilar
yildirma uygulayanlarin kigiligini asiri  kontrol ihtiyaci olan, cesur
olmayan, sinirli ve gliice a¢ kavramlari ile tanimlamaktalar. Leymann’ a
gore de yildirma davranigi uygulayan bir bireyin davraniglari givensizlik
ve endige duygulari ile ortaya ¢ikan kiskanglik ve dugmanlik ile kendini
gosterdigidir. Tim bu olumsuz 6zelliklerini de ikiyiizlli, onursuz ve
sahtekar tavirlarla, farklihklara ve baskalarinin yasamlarina 6nem
vermeyen eylem bicimlerinden anlasilabilecekleri ileri surulmektedir.
Bir arastirma sonuclarina gore ise insanlarin kendi yetersizliklerini
ortmek icin isyerinde yildirmaya sigindiklari seklindedir. Sahip olduklari
statl ve itibarlarina iliskin endise/korku ve c¢aresizlik genellikle onlari
diger kisileri kotulemeye zorladigidir. Bu kisilerin bu kisilik-davranig
ozelliklerini yinede gruplamaya ve bir ka¢ grupta toplamaya c¢alisacak
olursak;
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5.1.3. Davenport ve Arkadaslarina Gore Kisilik Ozellikleri
Antipatik kigilik: Asiri denetleyici, korkak ve sinirli bir yapiya sahiptirler.
Daima guclu olma istegi icindedirler. Kotu niyetli ve hileli eylemlere
basvurmaktan ¢cekinmezler.

Narsist kisilik: Klinik olarak sosyal 6zurlu olarak degerlendirilen ve
korktugu kisileri kontrol altinda tutmak icin gu¢ kullanan, kendini diger
insanlardan surekli Ustin goren bir tutum ve davranis bozuklugudur.
Tehdit altinda benmerkezci: Yildirma aktoru, sisiriimis bir benlik
olgusuna sahip ise, hosa gitmeyen bir durum kargisinda agiri bir tepki
gosterebilir. ClUnkl sisirilmis benlik algisi, tepki katsayisini artirma
potansiyeli tagsmaktadir.

Kendi normlarini orgit politikalari haline getirmeye c¢alismak:
Yildirmay! bir politika olarak benimseyen psiko-teror yanllari,
baskalarini baski altina almak igin inisiyatiften degil, itaatten, 6zerk
davraniglardan degil, disiplinden, motivasyondan degil, korkudan
yanadirlar. Strekli kural hatirlatir, yeni yeni kurallar koyarlar.

Onyargili ve duygusal olmak: Yildirma aktérlerinin davranislarinin
rasyonel temeli ve izahi yoktur. Magdurun siddete maruz kalmasi,
dinsel, sosyal, etnik bir nedene bagh olabilecegi gibi, gosterdigi
yuksek bir performans, elde ettigi bir firsat, terfi veya 6dul de “yildirma”
aktodrlerini harekete gecirmeye yeter. (Davenport 2003)

5.2. Yildrima Davranisina Maruz Kkalan Magdurlarin Kisilik ve
Davranigsal Ozellikleri

Yildirma davranisina hedef-kurban olma riski, tim igyerlerinde ve tim
kultarlerde herkes icin gecerlidir. Yildirma surecinin mekanizmasi, farkli
isyerlerinde farkli sekilde gelisse de, genelde sureg icerisinde c¢ok tipik,
benzer bir yol izlenir. Yapilan ¢alismalar gostermigtir ki, genellikle yildirma
uygulayan kigilerin belirli yapida ki kigilere daha ¢ok yildirma uyguladigidir.
Yildirma olgusunda kurban rolinU oynamaya aday bir Kigilik tiplemesi
mevcut olmamakla birlikte, yildirma uygulayanlarin hedefini “hos/kibar
insanlar” olusturmaktadir. Clnku yildirma uygulayan kisibu insanlarinen az
direncigosterecegineinanir. Diger birdeyisle yildirma uygulayanlaricin hos/
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kibar insanlar kolay bir avdir. Yine benzer sekilde “savunmasiz insanlarda”
hedefler arasindadir. CunkU bu insanlar yildirma uygulayanlara daha az
misilleme yaparlar ya da daha az kargi dururlar. Fakat hog ve savunmasiz
insanlarin aksine yildirma uygulayanlar en fazla “en iyi ve parlak” bireyleri
hedef secmektedirler. Cogunlukla yetersizlik hissi ile yildirma uygulayanlar
isyerinde daha basarili olan en iyi ve parlak sekilde amaclarina ulasan
bireylere yavas ve sinsice zarar verirler. Tabii ki, igyerinde yildirma
uygulayanlar yukarida tanimlanan u¢ goruntunin digindaki bireyleri de
hedef secebilirler. Ancak, mevcut arastirmacilar bu ¢ gorintinin- “hos/
kibarinsanlar”, “savunmasiz insanlar” ve “en iyi ve parlak insanlar” yildirma
uygulayanlarin en sik hedefi oldugunu géstermektedir. Yine konu hakkinda
yapilan arastirmalarda, yildirma davranisina hedef olan kisilerin karakter
ozelliklerinde ya da gegmislerinde bu eylemlere sebep olabilecek ortak bir
nokta bulunmamig. Hatta kurbanlarin azimsanamayacak bir gogunlugunun
ustun ozelliklere sahip; zeki, yaratici, bagari odakli, kendilerini isine adamig
kisiler oldugu sonucuna ulasiimistir. Ozellikle yaraticilik tarafi gelismis
olan kisiler, getirdikleri yeni fikirler yiziinden, tasglarin fazla oynamamasini
isteyen gelenekgi eski galisanlar tarafindan yildirma politikasina maruz
birakilabilmektedir. Yucetlirk ve Cukur’'un inceledigi arastirmalar da
benzer durumlari géstermektedir. Yildirma davranisina hedef olan kisilerle
yapilan gorusmeler, bu Kisilerin Ustin 6zelliklere sahip oldugunu ortaya
koymaktadir. Zeki, yetenekli, yaratici, basari yonelimli, durUst, guvenilir,
kendilerini igsine adamis, kendilerini baskasina begendirme ihtiyaci iginde
olmayan, o6zguveni yuksek, girisken, nitelikli, kismen yargilayici ancak
suclayict olmayan, kisilerle ve olaylarla degil dugstncelerle ugragsmayi
seven insanlar oldugunu ortaya koymaktadir. Duygusal zekalari yuksek,
dolayisiyla, esnek, hassas ve kendi davranislarini gbzden gegirebilen,
bagkalarinin davranig ve duygularini yuksek seviyede hissedebilen, yeni
fikirler Uretebilen, farkli bakis acilari ile dinyay! yorumlayabilen kisilerin
yildirma davranisina daha fazla maruz kaldiklari ifade edilmektedir.
Bu kisilerin mesleki kariyerleri pek ¢ok olumlu ozellik tasiyor. Politik
davranamayan bu Kigilerin, orgutlerine aidiyet duygulari ileri derecede
gelisiyor ve igleriyle 6zdeslesiyorlar. Ozellikle yaratici bireyler, yeni fikirler
gelistirdigi icin yildirma davranisina daha fazla hedef oluyor. Bu tir kisiler,
daha yuksek pozisyonu olan personele tehdit olusturacagi endisesi ile
hedef seciliyor. Ayrica kisinin degistiremeyecegi 6zellikleri vardir. Ornegin
derisinin rengi, cinsiyeti, fiziksel 6zellikleri, aksani, is arkadaslarindan
daha az ya da daha c¢ok gorgu ve terbiyeye sahip olmasi gibi (Glrhan
2012., Gurhan 2013).
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5.3. Bazi Arastirmacilara Gore Yildirma Davranisina Maruz Kalanlarin
Kisilik Yapisi

Bunlar;

5.3.1. Yalniz Bir Kisi: Ornegin; erkeklerin yogun olarak calistigi bir
isletmede calisan tek bir kadin ya da tam tersi durumda olan bir erkegin
kurban olma olasiligi yuksektir. Ya da ayni bolgeden olanlarin iginde
baska bir bolgeden olmak bu ornekleri artirabiliriz.

5.3.2. Acayip Bir Kisi: Bu grupta yer alan kurbanlar belli 6zellikleri ile
digerlerinden ayriimaktadir. Ornegin; farkli tarzda giyinen bir kisi, engelli
bir kisi ya da yabanci bir kigi bu grupta yer alabilmektedir.

5.3.3. Basanli Bir Kisi: is yasaminda énemli bir basari elde etmis ya
da yonetimin takdirini kazanmis bir kisi galisma arkadaslari tarafindan
kiskanilabilmekte ve kurban olarak segilebilmektedir.

5.3.4. Yeni Gelen Kisi: is ortamina yeni gelen bir kisinin orada
calisanlardan belli 6zellikleri agisindan (6rnegin; daha geng¢ olmasi,
daha glizel olmasi, daha basarili olmasi gibi) farkli olmasi ya da o
gorevde yeni gelenden once c¢alisan kisinin digerleri tarafindan ¢ok
seviliyor olmasi gibi nedenler yeni gelen kiginin kurban secilmesinin
nedenleri arasindadir.

Butun bunlar gostermektedir ki yildirma davranigina maruz kalmak icin
bircok gerekce ve neden vardir. Calisan ve basarili olanlar ugramaz
amirler uygular genelliklede calismayan kaytarana uygular gibi bir
dusunce tarzi bu durum igin gecerli degildir. Aslinda atasozlerimize
baktigimizda da bunlari dogrulayan bazi atasozlerimizin var oldugunu
goruruz. “Meyvesiz agag taslanmaz” ( Batigtin 2006).

N. Gray tarafindan Amerika’da yapilan yildirma davranigi arastirmasina
gore magdurlara, ‘kendilerine neden yildirma uygulandigi?’ sorusuna
is gorenlerin %58’i ‘asin kontrole direndikleri’ ve kendilerine ‘bir usak
gibi davraniimasina itiraz ettikleri i¢cin cevabini vermiglerdir. Anket
katilanlarin %56’s1 kendilerinin Ustlerinden daha yetenekli olduklari



icin ve kiskanildiklarini, %49’u sosyal becerileri, isyerinde sevilmeleri
ve pozitif tutumlari nedeniyle,%46’si ise, kendilerine kaba davranildigi
(1shikla gagirmak, adini vermemek gibi) ve buna karsilik verdikleri icin,
%42’si ise, yildirma aktérinin zalim kisiligi nedeniyle isyerinde yildirma
davranisinin oldugunu belirtmiglerdir (Namie 2003).

5.4. Yildirma Davranisi Uygulayan ve istirak Edenler

5.5.

Yildirma uygulayanlarin bu davranigsal 6zellikleri kadar bu duruma bir
sekilde istirak eden taniklarin ve yonetimlerinde 6zellikleri ok onemlidir.
Bu yluzden yildirma uygulayicilarinin yani sira taniklar ve yonetimin
devreye girisinin de ¢ok iyi bilinmesi gerekmektedir.

5.4.1. Yildirma Davranisina istirak Edenler

Yonetim surecin ikinci agamasinda dogrudan dogruya yer almamissa
da, bir onceki asamada ortaya ¢ikan duruma oOnyarglyla yaklagabilir.
Olaylari yanhs yargilayip sugu, yalniz birakilan yildirma magdurunda
bulma ve problemi bagindan atma egilimini benimseyebilir. Bu noktada
yonetim, negatif dongul icindeki yerini almis olur. Bireyin calisma
arkadaglari ve yonetim, bireyin isi ile ilgili temel nitelikleri yerine, kisisel
ozellikleri ile ilgili hatalar bulma ve kisiyi damgalamaya yonelik acilimlar
uretmeye baslarlar. Bu agamada yonetim, ozellikle Uzerinde tagidigi
‘calisma ortaminin psiko-sosyal durumunun kontrolli” sorumlulugunu
reddederek yildirma sureci igerisindeki yerini alir ve donguye katilir.

Yildirma Taniklari

Simdiye kadar yildirma davranisinda bulunan ve yildirma davranisina
maruz kalan magdurlardan bahsettik, fakat birde yildirma davranisina
tanik olanlar vardir ki onlarda yildirma uygulayanlar kadar magdur
uzerinde onemlidir. Taniklar; is arkadaglari, amirler ve yoneticiler
gibi surece dogrudan dogruya karismayan, ancak bir sekilde sureci
algilayan, yansimalarini yasayan, bazen de surece katilan kigilerdir. Bir
olay karsisinda susuluyor ise o olayin kabullenildigi unutulmamalhdir.
Bu yuzden taniklarda yildirma davraniginda bulunanlarla birlik olarak
bir yildirma uygulayicisi olabilmektedir. Onlarinda yildirma davranisi
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dozunun artmasi ve suresinin uzamasinda olumsuz etkileri oldugu
kadar tabii ki yildirmadan etkilenmeleri de s6z konusudur. Yildirma
davraniginda bulunan ve yildirma magdurunun kigilik ve davranigsal
Ozellikleri kadar taniklarin Ozellikleri de Onemlidir. Taniklari da
Ozelliklerine gore politik izleyici, bir seye karismayan izleyici, menfeatgi
izleyici, fazla ilgili izleyici ve yardakgi izleyici olmak Uzere bes grup
altinda toplayabiliriz (Gurhan.N., Kabatas. E.2010: Glirhan 2012)..

Tabii ki yildirma uygulayicilari-taniklar ve magdurlarin ortaya ¢cikmasinda
normlarin olmamasi oldukga 6nemli etkenlerden biridir. CinkU her hangi
bir cevrede davranis standartlarini belirlemede normlar onemlidir. Birgok
toplulukta antisosyal ve saldirgan davraniglar norm digidir. Bireyler
onaylanmama ve kinanma korkusu ile bu tip davraniglara yonelmezler.
Eger bu korku ortadan kalkarsa, toplumsal normlari koruma arzusu
da azalir. Bazen bireyler bir grubun Uyesi olarak hareket ettiklerinde,
kendi kigisel degerleri Uzerine dusunmek yerine, grubun saldirgan
veya antisosyal davranislari icinde koydugu kurallara bakarlar. Eger
bu konuda bir yasaklanma yoksa ya da tam tersine normlar bu tip
davraniglar destekliyorsa, bireylerde saldirgan ve antisosyal tarzda
hareket ederler. Orn / Ceteler saldirgan ve antisosyal davranislar
sergilerler ¢cunku bu tur davraniglar grup icinde istenmekte ve yapilan
her tirlG saldirgan davranislar da desteklenmektedir( Cobanoglu 2005.,
Gurhan 2013., Gurhan.N., Kabatas. E.2010 ).
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BOLUM VI: KiSILIK VE MiZACIN YILDIRMA iLE iLISKISININ iSLETME
YONETIMINE ETKISI

Yildirma / Psikolojik siddetin birey Uzerine oldukga farkh boyutlarda etkisi
oldugu bilinen ve kaginilmaz bir gergektir. Var olan bu belirtilerden ¢ok gorulen

onemli bazi etkilerini bir sema halinde gosterecek olursak;

6.1. Sekil 2. Yildirma Davranisinin Birey Uzerindeki Etkileri

Aglama
. Nobetleri
Intihar Gerginlik
Girigimleri ve Ofke
Uglincl Kalici
Kisiye Uyku
Yoénelik Bozukluklari
Siddet
Asir
Kazalar Kilo
Alma veya
Verme
YILDIRMA
- N Alkol veya
Diger Ciddi .
Hgstallklar llag (madde)
Bagimlihgi
Sik Geg
Kalp Kalma,
Krizleri Sik Hastalik
Izinleri
Panik Siddetli
Ataklar Depresyon
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Yildirmanin birey Uzerine etkileri cok genis bir yelpazede ele alinabilmektedir.
Sekilde de psikolojik siddetin birey Uzerine olan etkisi gorilmektedir. Birey
uzerinde olusacak olan bu genis etkiler bireyin kendisini etkiledigi kadar aile,
is yasami, ulke ekonomisine olumsuz birgok etkisinin oldugu kaginilmaz bir
gercektir. Saghgr bozulan bireylerin saglik édemeleri, ise gitmedigi gunler
isletmeler ve Ulke ekonomisine olan nemli etkilerdir. Ayni sekilde aile bireylerine
ve diger kigilere kargi siddet uygulayarak da dolayli yoldan kurum ve ulke
ekonomisine zararlar verebilmektedir. (Ozdemir 2007)

Yildirma davranigina maruz kalan bireyler Uzerinde gorulen sorunlardan
psikiyatrik sorunlari Major depresyon, psikosomatik yakinmalar, duygulanim
bozukluklari, post travmatik stres bozuklugu seklinde gruplayabiliriz. Psikiyatrik
sorunlaryaninda aile ve gevreiligkileri Uzerinde de olumsuz etkiler yaratmaktadir
ve tum sorunlar bir kisir dongu halini almaktadir ¢unku her bir durum diger bir
durumu etkilemektedir. ( Gray 2017; Yucetlrk 2017;Tinaz 2006)

Yildirma davranisina maruz kalmak kadar taniklik olmakta birey Uzerinde
etkilidir. Agiri stres yasamakta olan taniklar yogun bir zihinsel baski altinda da
bulunmaktadirlar. Yildirma davranisina maruz kalanlar ve tanik olanlarda 6z
guven degerlerinin daha dusuk oldugu da calismalar ile belgelenmektedir.

( Gray 2017; Yucetlurk 2017;Tinaz 2006 )

Ayni zamanda bireyler Uzerinde ise gitmek istememe, gec¢ gitmeler,
motivasyonda dusmeler gortulmektedir. Bu durumda kisir bir dongu olarak diger
psikiyatrik sorunlari tetiklemekte ya da alevlendirmektedir. Sayet durum ele
alinip ¢ozumlenemez ise isten ayrilmalar, ailelerde pargalanma vb ile durum
sonuglanacagi gibi 6zkiyim girisimleri ile de sonuclanabilmektedir.

( Gray 2017; Yucetlurk 2017;Tinaz 2006 )
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6.2. isletme Yonetimine Etkisi

Yildirma davranisinin birey aile toplum orgut Uzerindeki etkilerinin
varligi bilinen ve kaginilmaz bir gergektir. isletme yénetimi érgiit Gizerine
etkisi caligma yasami agisindan ¢ok onemli bir yer tutmaktadir. Yildirma
orgutlerin kargilastigi ¢ok onemli bir sorundur. Yildirma orgutlere,
verimlilik ve ¢alisanlarin is doyumlari agisindan ¢ok olumsuz etkileri
olabilmektedir. Cunku yildirma davranisinin érgutlerde ortaya ¢ikardigi
ilk sonug oérgitte stresli bir havanin olusmasidir. Orglitte egemen olan
stres, orgutteki her calisani rahatsiz etmekte, calisanin verimliligini
dusurmekte ve calisanlarin orgute baghliginin kaybolmasina neden
olabilmektedir. s doyumunun disikligi sebebiyle bireylerde olusan
ise karsi isteksizlik yaraticiigi kisitlar. isyerinde yasanan yildirma
sonucunda c¢alisanlarin dikkati, orgutun amaglarindan ve kendi
gorevlerinin tasididi 6nemden uzaklasir. Cunku bireyler tim dikkatlerini
yasadiklari probleme yonelttiklerinden dolay 6rgut icinde hep istenen
ekip ¢alismalari da zorlagmaktadir. Yalniz yildirma davranigina maruz
kalan calisanlar degil, sureg igerisindeki olaylara tanik olan c¢aliganlar
da, bir gun kendilerinin de yildirma davranigina maruz kalacaklarini
disunerek orgute olan guvenlerini vyitirirler. Gelisen olaylarin dogal
sonucu olarak orgute baglhlik ve igse baglilik tutumlarinda dnemli dlgtde
bir disls yasanir. Calisanlar arasindaki uyum bozulurken, tam bir
guvensizlik ortami olusur. Bu durum da igin iyi bir sekilde basariimasi
icin bir araya gelinemez. Olusan karmasa ve huzursuzluklar orgut
imajina yansimakta ve orgutun olumsuz bir sekilde taninmasina sebep
olmaktadir. Bu sureg, en tepeden en asagiya kadar orgutun tumunt
etkiler ve bircok huzursuzlugun, catismanin ve karigikligin olugsmasina
yol agar. Orglitte giderek artan bir huzursuzlugun hakim oldugu ortamdan
ve catismadan kacmak igin arayislar baglar. Bireylerin, iglerine ve
orgutlerine aidiyet duygulari azalir, daha iyi bir calisma atmosferi olan
isyerlerine gegmek icin firsat kollarlar. Yetismis bireylerin ayrilmasi ile
orgutte kazaniimig olan tecrube de vyitirilir ve tabiri yerinde ise orgut
kan kaybetmeye basglar. Egitimli ve deneyimli alaninda uzman Kisilerin
kaybedilmesine paralel olarak yeni kigilerin alinmasi ve onlarin egitimi
ve uzmanlasmasi igin gegen zaman ve masraflar kurumun maliyetini
de artirirken, bazen maddi zararlar da gorulebilir. Neticede yildirma
eylemleri magdurlarda sadece psikolojik rahatsizliklara degil, ayni
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zamanda buyuk ekonomik kayiplara da yol agmaktadir. Yildirma sureci
sonras! hastalanan kisilerin topluma maliyetinin yillik gelirinden fazla
oldugu uzmanlarca ileri striimektedir. Ote yandan yildirma eylemleriyle
karsilasan pek ¢ok kisi ise yasadigi gerilimi bir hastalik olarak gormedigi
icin tedavi yoluna da gitmemektedir. Yildirma surecinin 6rgute bir bagka
etkisi de calisanlarin tazminat talepleri olacaktir. Ulkemizde hentiz bu
sure¢ yasalarda tanimlanmamis olmasina karsin, bazi devletler, isle ilgili
stresin neden oldugu fiziksel ve ruhsal hastaliklar icin iscilerin tazminat
talebini kabul etmistir. Bu duruma yonelik hukuki surecler ve yapilacak
0demeler de maliyetleri, arttiracaktir. O zaman ¢ok rahatlikla diyebiliriz
ki daha karli ve huzurlu bir ortamda galisabilmek igin igverenlerin ve idari
konumda olanlarin bu durumu ¢ok iyi bilmesi, fark etmesi ve énlemler
almasidir (Kése 2006).
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BOLUM VIi: ARASTIRMANIN YONTEMI

Arastirmanin amaci, evren ve orneklemi, arastirmanin sinirhliklari, arastirmacilar
tarafindan olusturulmus veri toplama formu ve oOlgekler ¢alismanin sulresi,
verilerin iglenmesi ve suresi ise ikinci bolumde yer almaktadir.

7.1. Metodoloji:

Nitel/nicel veri toplama teknikleri ile ele alinan bu arastirmada,
etnografik gézlem ve literatir esliginde olusturulmus yapilandiriimis
gorusme teknigi ve besli likert tipi Olcek ve envanter kullanilaniimistir.
Nitel arastirmalar, urinlerden ya da c¢iktilardan daha c¢ok slreg¢
ile ilgilenmektedir. Dolayisiyla nitel arastirmalarda anlamlar 6nem
tasimaktadir Calismada demografik 6zellikleri iceren 17 sorudan olusan
veri toplama formu, 11 sorudan olusan yapilandiriimis ve 10 sorudan
olusan yari yapilandiriimis gérisme formu ve yildirma olgegi — kisilik ve
mizag¢ envanteri kullaniimistir.

Karma Arastirma Yontemi; tek bir calismanin ya da calismalar
icerisindeki nitel ve nicel arastirma verilerinin toplamasini, analiz
edilmesini ve yorumlanmasini igermektedir. Arastirmalarda bir devrim
niteligi tasiyan ‘karma arastirma yontemi’ “Sosyal ve Davranissal
Arastirmada Karma Yontemleri El Kitabinda detayli bir sekilde
incelenmigtir. Bu ve bunun gibi karma yontem arastirma degerler
dizisini temel edinen aragtirmalarin sayisi ve bu konu hakkinda
yapilan arastirmalar, yazilan kitaplarin sayisi gun gectikge artmaktadir.
Nitel ve nicel arastirma yontemlerinin beraberinde kullaniimasi ile
tek bir yontemin barindirdigi eksikliklerin giderilmesi ve daha nitelikli
arastirmalar yapilabilmesi i¢in karma arastirma yontemi tasarimlarina
duyulan ihtiyag da artmistir. Nicel ve nitel arastirma yontemlerinden
sonra, uguncu bir degerler dizisi olan ‘karma arastirma yontemi’ ile iki
arastirma yontemi arasinda bir kopriu kurulmasi saglanmistir ( Tunah ve
ark. 2016., S6nmez ve Alacapinar 2011).

Nicel Arastirma Yontemi; Sosyal bilimlerde arastirma sireci,
aragtirma probleminin olusturulmasi ve arastirma yonteminin
secilmesiyle baslar Nicel arastirma, sosyal ve fiziksel dinyanin
ayni yontemle incelenebilecegini, bu nedenle sosyal olgularin doga
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bilimlerinde kullanilan yontemle incelenmesi gerektigini savunan
pozitivist yaklagima dayanir. Nicelik, bir seyin sayilabilen, olg¢ulebilen
veya azalip ¢ogalabilen durumu, c¢okluk, miktar anlamina; nicel ise
nicelikle ilgili olan anlamina gelir. Nicel veriler, laboratuar ortaminda
yapilan deney ya da gozlemlerden ya da alan arastirmalarinda yapilan
gozlem, anket ya da yapilandiriimig gorismelerden elde edilebilirler.
Nicel arastirma yénteminin genel 6zellikleri, Sosyal gerceklik anlayisi
Sosyal gercgeklik kultire ve zamana bagl olarak degismez, evrenseldir
ve insanlarin 6znelliginin disinda,’disarida bir yerde’ kesfedilmeyi
beklemektedir. Sosyal arastirmanin amaci: hipotezleri sinayarak
sosyal olgular arasindaki nedensellik iligkilerini agiklamak, bulgularini
genellemek,boylece sosyal yasami duzenleyen kultirden ve zamandan
bagimsiz sosyal kanunlari ortaya koymak ve sosyal olgu ve olaylar
hakkinda tahminlerde bulunmayir mamkuan kilmaktir.

Nicel Arastirma Teknikleri;

(Denetimli) Gozlem; Yapilandiriimis gozlem, standartlastiriimis veri
toplama araclari araciligiyla yapilan, bilgi toplama yolunun denetim
altinda tutuldugu gozlem turudur.

Survey; Sosyal bilim arastirmalarinda en sik kullanilan arastirma
desenlerinden biri olan surveyler, cesitli Olcum sureclerini iginde
barindiran ¢aligsmalardir.

Anket; onceden hazirlanmis olan sorularin cevaplayicilara posta ile
gonderilmesi, telefonla, internet lizerinden ya da yuz yluze sorulmasini
kapsayan bir veri toplama teknigidir.

Deney; Deney, onceden Dbelirlenen hipotezlerin sinanmasi
amaciyla,degiskenler arasindaki iligskilerin kontrolli bir ortamda
incelenmesidir.

Yari-Deney; Deneylerin laboratuvar ortaminda yapilmadigi, dis
faktorlerin tamamen kontrol edilmedigi, ama hipotez sinamayi
amagclayan, gecerligi degerlendirilen ve genelleme amaci tasiyan
calismalar j/an deney (quasi-experimentation) ya da yari deneysel
calismalar olarak adlandiriimaktadir.
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Nitel Arastirma Yontemi; Nitel arastirma ydntemi, gérisme, gézlem
vb. gibi daha slbjektif ve sayisal olarak veri toplanamayan bilimsel
arastirmalarda kullanilir. (MEB,2006) Ozellikle psikoloji, sosyoloji,
siyaset bilimi gibi verilerin tek bir saylya indirgenemedigi bilimlerim
tercih ettigi bir yontemdir. S6zel olmasi, verinin butininim analizini
gerektirdigi icin bu yontem qualitative yontem olarak adlandirilir
(Arslan,2014).

Nitel yontemde arastirilan konu tum gercekligi ile yansitilir ve bir
sinirlama yoktur. ClnkU arastirma yontemini belirli bir kalibi yoktur. Bu tip
arastirmalar daha islevseldir ve uygulamasi daha kolaydir arastirmaciya
farkh pencerelerden bakma firsati sunar. Nicel arastirmada oldugu
gibi nitel arastirmada da belirli teknikler vardir bu teknikler bile tek
baslarina bir ydontem olusturabilir niteliktedir. Gurbetoglu’na (2015) gore
nitel arastirma ydnteminin de bes teknigi vardir: Etnografi, Ornek olay,
Fenomenoloji, GOmullu teori, Saha taramasi. Saha taramasi teknigi
nicel ve nitel arastirmalarda kullanilabilen bir tekniktir. Aragtirmanin
konusu olan érneklemin fikirlerini yoklamak amaciyla kullanilir. Etnografi
tekniginde bir kdltarin gelenekleri, inang sistemi ve davraniglari
iliskilendirilerek betimlenir. Ornek olay tekniginden bir durum tek basina
bir degiskene baglh olmadan detaylica incelenir. Fenomenolojide olay
durum ve davranislar incelenebilir bunlar birbirleri ile iligkilendirilebilir.
GOmUull teoride ise 6rneklem grubundan alinan veriler baska bir veriyi
dogurabilir ve arastirmaci beklenmedik bir teori ile karsilagabilir.

7.2. Arastirmanin Evren ve Orneklemi

Bursa il sinirlari igcinde yer alan toplam 17 yerel yonetim ¢alismanin
evrenini olusturmustur. Arastirmanin Yerel yonetimlerde Kisilik ve
mizacin yildirma ile iliskisi oldugundan dolayi 17 yerel yonetimi temsil
edecek sayida ki yerel yonetimlerden calisan sayisi en yuksek olan
yerel yonetimler icinden basit tesadifi yontem ile secilen Toplam 57
Yonetim, 584 Kadrolu ¢aligsan, 418 Taseron olmak uzere Toplam 1002
calisani ile Yildinm Belediyesi ve Toplam 61 Yonetim, 584 Kadrolu
calisan, 910 Taseron, Toplam 1555 calisani ile Osmangazi Belediyesi
calismanin orneklemini olusturmaktadir. Arastirmada yer alacak olan
yerel yonetimler orneklemde yedekli olarak ele alinmasi planlanmis
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olup Toplam 29 yonetim, 200 kadrolu ¢alisan 156 taseron olmak Uzere
toplam 385 c¢alisan ile Girsu belediyesi ise yedek olarak secilmistir.

Arastirmada yer alan Yildirnm ve Osman gazi belediyesinde kadrolu
ve yonetimde caligsanlardan izin alindiktan sonra ¢galisma uygulanmistir
ve yerel yonetimlerde ¢alisanlardan izinli- raporlu olanlar ile caligmaya
katilmay kabul etmeyenler 6rneklem disinda tutulmustur. Kalan tum
calisanlar calismanin drneklemini olusturmustur.

7.3. Arastirma Gerekgesi ve Analiz Diizeyi

Bu calismanin analiz duzeyi kisilerdir. Veri toplama formu ve olgekler
Bursa ili Yildinm ve Orhangazi belediyelerinde calisanlar (zerinde
yapiimigtir. Kisilik ve Mizacin yildirma davranigi Uzerine etkisi
calismanin temelini olusturmustur. arastirmanin Belediyelerde ve
Yildinm Osmangazi belediyelerinde yapilma gerekgesi belediyelerin
siyasetin daha yogun yasanan yerler olmasi ve ayni zamanda farkl
kadrolarda kigilerin calistirilmasi nedeni ile yildirmanin uygulanma
boyutu 6grenilmeye caligiimistir. Yildirirm ve osmangazinin alinmasinin
nedeni ise en ¢ok ersoneli olan ilgeler olmasidir.

7.4. Arastirmanin Sinirhiliklari;
Calisma Bursa Yildirrm ve Osman gazi iicesi érnegi ile sinirli kalmistir.

Calisma sadece belediye calisanlar ile sinirli kalmis diger kamu
calisanlar ele alinamamistir.

7.5.Veri Toplama Araglari

Veri toplama formu etnografik gézlem ve literatir esliginde arastirmaci
tarafindan gelistiriimis 17 maddeden olusmaktadir. Gérisme formlari;
Arastirmaci tarafindan etnografik goézlem ve literatir esliginde
olusturulmus 11 soruluk yapilandiriimig, 10 maddelik yari yapilandiriimig
formlardir.



Yan yapilandiriimis veri toplama formunda ki sorularin sorulma
gerekgelerini su sekilde aciklayabiliriz.

* Her hangi bir Ustunuz ile ilgili her hangi bir olumsuz yasantiniz oldu
mu?
Evet ( ) Cevabiniz evet ise kiminle, nasil bir yasantiniz oldu.....

Hayir ( )

Psikolojik siddet cesitlerinden dikey siddetin varligi ve yukardan asagi
cesidinin yagsanmis olup olmadigini ve yasandi ise yasanmis olan
sorunun ise psikolojik siddet olup olmadigini sorgulamak amaci ile
sorulmustur.

* Her hangi bir astiniz ile ilgili her hangi bir olumsuz yasantiniz oldu mu?
Evet ( ) Cevabiniz evet ise kiminle, nasil bir yasantiniz oldu.....

Hayir ( )

Psikolojik siddet ¢esitlerinden dikey siddetin varligi ve asagidan yukari
cesidinin yagsanmis olup olmadigini ve yasandi ise yasanmis olan
sorunun ise psikolojik siddet olup olmadigini sorgulamak amaci ile
sorulmustur.

* En olumlu yonunuzu tanimlayin dense nasil tanimlarsiniz.
( Bir cimle ile )

Bireylerin kendilerinde gordukleri olumlu yonlerin psikolojik siddete
neden olacak ozelliklerde olup olmadigini sorgulamak amaclanmistir.

* En olumsuz yoninuzl tanimlayin dense nasil tanimlarsiniz ( Bir ciimle
ile)

Bireylerin kendilerinde gordukleri olumsuz yonlerin psikolojik siddet
uygulamaya neden olacak oOzelliklerde olup olmadigini sorgulamak
amaclanmistir.



* Yildirma/Mobbing nedir kisaca tanimlar misiniz?

Psikolojik Siddete yodnelik bilgi duzeylerinin  degerlendiriimesi
amagclanmistir.

* Yildirma/Mobbing ile her hangi bir sekilde karsilastiniz mi?

Psikolojik siddete yonelik bilgilerinin sorgulanmasinin yani sira bu
bilgilerin dogrulugu sorgulanmaya c¢alisiimaktadir.

» Sizce yildirma/mobbing etkenleri nelerdir?

Psikolojik siddetin etkenlerinin bilinip bilinmedigi, ya da her turlt olay ve
davranigin psikolojik siddet olarak mi algilandiginin degerlendiriimesi
amaclanmistir.

* Yildirma/Mobbing olusmasini engellemek mumkin mudtr?
Evet, () Birkag cumle ile agiklayin

Hayir, () Birkag cimle ile aciklayin

Psikolojik siddetin engellenmesinin mumkun olup olmadigini dugiinme
sekline gore hareket edeceklerdir. Bu durumun farkindaligi amaci ile bu
soru sorulmustur.

* Yildirma/Mobbing sizce calisanlar Uzerinde nasil bir etki
olusturmaktadir. (kisaca aciklayin) Psikolojik siddetin etkilerinin ¢ok
genis bir alanda yer alip almadigi ve etkisinin olup olmadiginina yonelik
dusuncelerinin 6grenilmesi amaglanmigtir.

* Yildirma/Mobbing sizce kurumunuzda nelere mal oldu (kisaca
aciklayin)

Sayet kurumda psikolojik siddet var ise ve bunun kuruma etkilerinin farkinda
olup olmadiginin degerlendiriimesi amaclanmistir.



* Yildirma/Mobbing nedeni ile kurumdan ayrilan oldu mu? (kisaca agiklayin)

Psikolojik siddet ile isden ayrilmalarin olup olmadigina yonelik bilgi sahibi
olmak igin sorulmus olan bir sorudur.

» Kendinizi bize nasil tanitirsiniz. ( 6zellikleriniz nelerdir ...)

Bir 6nceki sorulara verdigi cevaba gore farkl bir soru sekli ile degerlendirmek
ve kendisini algilama bigimini degerlendirmek amaclanmisgtir.

* Sizce yildirma/mobbing nedir? ( nasil tanimlarsiniz)

Var olan psikolojik siddet tanimlarinin diginda bireyin tanimlamasi,siddetin
uzerindeki etkisini daha iyi degerlendirebilmek amaci ile sorulmus bir sorudur.

* Kimler tarafindan yildirma/mobbing davranisina maruz kaldiniz?

Psikolojik siddetindikey disindakiyatay seklininde sorgulanmasiamaclanmistir.
* Yildirma/Mobbing eylemi halen devam etmekte mi?

Psikolojik siddet eylemi sistematik bir sekilde belirli araliklarla uygulanmakta
oldugu belirtiimektedir. Bu bilgiler 1siginda siddetin siresinin farkindahg icin
sorulmus bir sorudur.

* Sizce neden size yildirma/mobbing uyguladilar?

Bireyin kendisine psikolojik siddet uygulanmasinin nedenini nasil algiladigi
siddetin kendi Uzerinde ki etkilerinde de 6nemli bir yer tutdugu i¢in bu soru
sorulmustur.

« Ust ydnetimi bilgilendirdiniz mi?

Psikolojik siddet ile mucadelenin ilk asamasi Oncelikle Ust mercilerin

bilgilendiriimesidir. Yine yasal islemler acgisindan yasal yollar sirasi ile
kullaniimis mi ve bu durum bilinmekte mi?
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« Ust yonetim size destek oldu mu?

Birgok zaman psikolojik siddet Ustten alta ve esitler arasinda uygulanmaktadir.
Yonetim ise psikolojik siddet uygulayandan yana tavir koyabilmektedir.

* Yildirma davranisi/mobbing sizde nelere mal oldu?

Psikolojik siddetin birey Uzerinde oldukg¢a olumsuz etkleri bulunmaktadir. Bu
belirtilerin bircogu subjektif olup birey fark etmemis olabilmektedir. Kendisinde
olan etkilerin farkinda mi ve psikolojik siddet bireylerde ne gibi etkiler
olusturmaktadiri degerlendirmek amaci iel sorulmustur.

» Destek alabildiniz mi ve kimlerden destek aldiniz?

Psikolojik siddet ile miicadelede sosyal destek ¢ok dnemlidir. Sosyal destekler
arttikca siddet ile micadelede basari elde edilmektedir.

* Her hangi bir ruhsal sorun yasadiniz mi neler yasadiniz ve destek alabildiniz
mi?

Psikolojik siddet post taravmatik stres bozuklugu ve depresyona neden oldugu
bireylerde ozkiyim girisimlerine neden oldugu literaturlerde belirtiimektedir.
Bireyde ruh sagligi profesyonelinden destek alamamasi gerekecek kadar
onemli bir etken olup olmadigi degerlendirmek amaglanmistir.

Yildirma davranigi olgegi; Dilek ve Aytolan (2008) tarafindan
gelistirilen “is yerinde psikolojik siddet davraniglari Olgegi’nde ise
siddet davraniglari 4 ana basliktan (bireylerin isten izolasyonu (isolation
from work (IFW)) , mesleki statliye saldiri (attact on professional status
(APS)), kisilige saldiri (attact on personality (AP)) ve dogrudan yapilan
olumsuz davranislar (diract negative behaviours (DNB)) olusmaktadir.
Davraniglarin sikligini belirlemede 6l likert yontemi kullaniimigtir.
Olgekten alinan toplam puanin madde sayisina boliinmesiyle elde edilen
say! 1 ve Uzerinde ise, kiginin igyerinde kasten yildirma davraniglarina

maruz birakildigini gostermektedir.
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Kisilik ve Miza¢ Envanteri; (TCIl)-(MKE) Cloninger tarafindan
gelistiriimis, bir kendini degerlendirme olgegidir. Cloninger 1993’de
kisiligin iki temel bileseni olan mizag ve karakterdeki normal ve anormal
varyasyonlari agiklayan boyutsal, psikobiyolojik bir kigilik modeli
gelistirmis ve tanimlamistir. 26 Mizag bilesenleri: Yenilik Arayisi (Novelty
Seeking) Zarardan Kaginma (Harm Avoidance) Oduil Bagliligi (Reward
Dependence) Sebat etme (Persistence) Karakter bilesenleri: Kendi
Kendini Yonetme (Self-Directedness) isbirligi Yapma (Cooperativeness)
Kendi Kendini Asma (Self — Transcendence) ’ dan olusur. Kisiligin 7
boyutunu degerlendirmek icin gelistirilen Mizag ve Karakter Envanteri
240 maddeden olusan, “DOGRU” ve “YANLIS” seklinde yanitlanan bir
kendini degerlendirme olcegidir. SE disinda tim boyutlar, (¢ ve bes
arasinda alt Olgeklere ayrilmistir. Miza¢ boyutlarindan YA 4 alt dlgege,
ZK 4 alt dlcege, OB 4 alt dlgege, Karakter bilesenlerinden KY 5 alt
dlcege, IY 5 alt dlcege, KA 3 alt élcede ayrilmistir. Mizac ve Karakter
Envanteri’nin hesaplanmasi su sekilde olmaktadir: tum alt dlgekler icin
pozitif olarak puanlandirilan maddelerin alti ¢izilmemis, negatif olarak
puanlandirilan maddelerin alti gizilmistir (D=0, Y= 1). BazIi maddeler ise
MKE’nin bir bdlimu olarak puanlanmamistir. MKE'nin Turkge formunun
gecerliligi ve guvenilirligi Kose ve arkadaslari tarafindan yapiimistir.

7.6. Calismanin Siiresi;
Arastirma Kibris Yakindogu Universitesi Sosyal Bilimler Enstitiisinin
Doktora Tezinin hazirlanmasinda ongordugu dort yariyilhlk donem
icinde gerceklestiriimistir. Arastirmaya 2016-17 egitim ogretim yili guz
doneminde baglanmig ve 2017-18 glizdonemi sonunda tamamlanmistir.
Arastirmanin tim giderleri arastirmaci tarafindan karsilanmistir.

7.7. Verilerin islenmesi ve Siiresi;

ilk asamada arastirmada kullaniimak iizere arastirmacilar tarafindan
gelistirilen veri toplama formlari ve dlcekler saglanmistir. ikinci asamada
veri toplama araclari araciligi ile belediye caliganlarindan veriler elde
edilmistir. Son olarak elde edilen verilerin veri girigleri ve analizleri
yapilmistir. SPSS (Standart Program for Social Sciences) for Windows
16.0 paket programi araciligiyla bilgisayar ortamina aktariimigtir.
Yuklenen veriler, arastirmanin amagclarina uygun olarak hazirlanmis
plan dogrultusunda SPSS for Windows 16,0 paket programinda veri
analizi yapilmistir. Verilerin degerlendiriimesinde yuzde, ortalama,
ortanca, Pearson kikare ve Likelihood testi kullaniimigti.



BOLUM VIiI: TABLOLAR VE BULGULAR

Arastirmayi kabul eden 196 kadin, 269 erkek olmak Uzere 465 c¢alisanin veri
toplama ve goértisme formlari, yildirma 6lgedi ve mizag karakter envanteri sorulari
dogrultusunda asagidaki tablolar olusturulmustur. Katilimcilarin gorusleri, gizlilik
esasina dayanilarak, isimleri verilmeden kodlanarak aktariimigtir. Elde edilen
tablolarile Bursa Yildirim ve Osmangaziilcelerindeki katilimcilarin tanitici 6zellikleri,
katilimcilarin veri toplama formlari, yildirma o6lgegi ve miza¢ karakter envanteri
uzerinden elde edilen puanlarinin bazi degiskenlere gore karsilastiriimasi vb ni
aciklayici tarzdadir.

Tablo 7. Katiimcilarin tanitici 6zellikleri (n=465)

Yas Sayi (n) %

<30 46 9.9

31-34 40 8.6
>35-39 80 17.2
240 299 64.3

Cinsiyet

Kadin 196 422
Erkek 269 57.8

Medeni Durum

Evli 381 81.9
Bekar 84 18.1
Aile Tipi
Cekirdek aile 334 71.8
Genis aile 105 22.6
Parcalanmis aile 26 5.6
Egitim Diizeyi
Lise mezunu 340 73.1
Universite mezunu 125 26.9
Meslek
Hizmetli 123 26.5
Turizmci 18 3.9
Danisman 1 0.2
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Ogretmen 10 2.2
isletmeci 9 1.9
Sofor 42 9.0
Fotografci 5 1.1
Muhasebeci 10 2.2
Diger 247 53.1
Calisilan kurum
Kamu 406 87.3
Ozel 59 12.7
Calisilan birim
Egitmen 10 2.2
Evli 381 81.9
Belediye igi (diger) 387 83.2
Maliye 3 0.6
Buro 2 0.4
Guvenlik 2 0.4
Calisma siiresi
1-10 216 46.5
11-20 226 48.6
21-30 20 4.3
31-40 3 0.6
Pozisyon
Taseron isgi 190 40.9
Kadrolu personel 244 52.5
Yonetici 31 6.7
Kuruma yénelik
egitim
Alan 69 14.8
Almayan 396 85.2
Calisma sekli
Tam Zamanli 414 89.0
Yari Zamanli 51 11.0

Sosyo ekonomik
durum
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Disik 82 17.6
Orta 334 71.8
Yiksek 49 10.5
Sosyal Giivence
Emekli sandigi 60 12.9
SSK 402 86.5
Yuksek 3 0.6
Cocuklugun
Gegtigi Yer
Kentsel 338 72.7
Kirsal 127 27.3
En uzun yasadigi
yer
Kentsel 390 83.9
Kirsal 75 16.1
Herhangi bir
ustiyle
olumsuz yasanti
durumu
Yasayan 15 3.2
Yasamayan 450 96.8
Her hangi bir
astiyla her
hangi bir olumsuz
yasanti durumu
Yasayan 6 1.3
Yasamayan 459 98.7
PSile
karsilagtigini
diisiinme
Dlstnen 17 0.4
Dlstunmeyen 257 55.3
Herhangi bir fikri 191 443
yok
P.S olugmasini
engelleme
Mumliurl ollldugunu 47 101
dusunlyor
Mumkdin olmaya- 52 1.2
cagini dustniyor
Hig bir fikri yok 366 78.7

P.S calisanlar
lizerinde
etkisi
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O|Um|.l'.| (_?Idugunu 4 0.9
ddstnen
Olumsyz__oldugunu 30 6.5
distnen
Hig bir fikri yok 431 92.7
P.S kuruma etkisi
Maddi hasar 18 3.9
Manevi—Psikolojik 4 0.9
hasar
Herhangi bir fikri 443 95.3
yok
P.S nedenli
calistigi
kurumdan ayrilan
kigi/kigilerin
olmasi
Ayrilan oldu diyen 6 1.3
Ayrilmadi diyen 254 54.6
Herhangi bir fikri 205 441
yok
P.S.
tanimlayabilme
Tanimlayabilen 4 0.9
Tanimlamayan 461 99.1
Kendisine P.§
yaptigini
disiindigi kisi
is arkadas! 17
P.$ Halen Devam
Etmekte
Oldugunu
Diisiinme
Distinen 16 94.1
Distinmeyen 1 5.9

Katilimcilarin %64,3'4 40 yas ve Uzerinde, %57,8'i erkek, %81,9'u evlidir.
Bireylerin %71,8'i gekirdek aile yapisina sahip,%73,1’i lise mezunu, %87,3’'U
kamu kurumunda ve %83,2’si belediyede ve %52,5 ‘i kadrolu personel olarak
calismaktadir ve %48,6’sinin ¢alisma suresi 11-20 yildir.%85,2’sinin kuruma
yonelik egitim alamadigi, %89unun tam zamanli c¢ahlstigi, %71,8’sinin
ekonomik durumunun orta oldugu saptanmistir. Katilimcilarin %72,7’sinin
cocuklugunu gegirdigi yer ,% 83,9unun en uzun yasadigi yer kentsel
bolgedir. Katihmcilarin % 96,8’inin Ustuyle ve %98,7’sinin de astiyla her
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hangi bir olumsuz yasanti durumu olmadigi belirlenmistir. %5,3’0 yildirma
davranigina karsilastigini distinmedigini belirtmistir. Katihmcilarin %78,7’si
Psikolojik Siddetin olugsmasini engellemeye iliskin, %92,7’si Psikolojik Siddetin
calisanlar Uzerine etkisine iligkin , %95,ininde yildirma davraniginin kuruma
etkisi konusunda bir fikri olmadigini belirtmistir. Katihmcilarin %54,6’sinin
yildirma nedenli ¢alistigi kurumdan ayrilan kisi/kisilerin olmadigini distindugu
%99,1’inin Psikolojik Siddetin tanimlayamadigi, %94,1’inin kendisine ydnelik
Psikolojik Siddetin halen devam etmekte oldugunu disindigu belirlenmistir.
Calisanlarin neredeyse tamamina yakini psikolojik siddeti tanimlayamadigini
belirtirken yine tamamina yakin bir orani kendisine kargi yapilan psikolojik
siddetin devam ettigini belitmektedir. Bu sonug¢ bireylerin yildirma disinda
yasadiklan farkli durumlari da yildirma olarak degerlendirdigi, yildirma ve
yildirma eyleminin uygulanma yollari ve sekli konusunda bilgi eksiklikleri oldugu
seklinde yorumlanabilir ve bu nedenler ile tum ¢aliganlarin yildirma konusunda
bir egitime ihtiyaci oldugunun bir gostergesidir diye degerlendirebiliriz.

Tablo 8. Katilimcilarin yildirma davraniglari alt boyutlari

PS Boyutlar % Ort. £ SS
Bireyin isten izolasyonu 48.7 2.131.03
Mesleki statUye saldir 49.6 219114

Kisilige saldiri 49.3 1.89 1.01

Direkt negatif davraniglar 49.9 212 1.06

Genel Toplam 42.1 2.07 0.99

Katihmcilarin Psikolojik Siddete Maruz Kalma Olgegi alt boyutlari incelendiginde
en yuksek “direkt negatif davranig ve mesleki statuye saldiri” oldugu ve en
dusuk 1.89+ 1.01 alt boyutunda puan ortalamasinin oldugu belirlenmistir.
Katilimcilarim Mizag ve Karakter Envanteri Puan Ortalamalari incelendiginde
ise en yuksek kendini agsma (34.18% 8.72), en dusuk ise sebat etme (4.31
1£1.20) alt boyutunda puan ortalamalari oldugu saptanmigtir. Sebat etmek;
kararindan ve s6zinden donmeme sonuna kadar gitme israrci olmak olarak
degerlendirdigimizde calisanlarda sebat etmenin dugsuk olmasinin yildirma
eyleminden kaginma nedeni oldugunu dusundurebilir. Mizag ve karakter olarak
kendini agma (gelistirme ve yenileme) boyutunun yuksek ¢cikmasi ise mizaglari
ile yasantiladiklari arasindaki geliski yildirma uygulama ve yildirma eyleminden
kagma davraniglarini tetikliyor olabilir. Elde edilen sonuglar Altunay ve
arkadaslarinin yapmis oldugu calisma sonuglari ile benzerlik gostermektedir.
(Altunay ve ark. 2014).
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Tablo 9 . Katilimcilarin miza¢ ve karakter envanteri puan ortalamalari

En“\n/iaz:lti:;eal}fi?;rilran Ort. £ SS Ortanca Minumum Maksimum
Yenilik Arayis! 18.78 2.53 18.00 12 28
Zarardan Kaginma 15.62 2.21 15.00 9 23
Odul Bagimhlig 16.57 2.04 17.00 9 24
Sebat 4.311.20 5.00 0 8
Kendini Yonetme 18.254.33 18.00 11 31
isbirligi Yapma 21.342.13 21.00 13 29
Kendini Asma 34.18 8.72 34.00 16 45

Katilimcilarin Mizag ve Karakter Olgedi Alt Boyutlarindan yenilik arayisi,
zarardan kaginma, kendini yonetme alt boyutlari ile Psikolojik Siddete maruz
kalma dl¢edi tum alt boyutlari ve toplam puan ortalamasi arasinda pozitif,
kendini asma alt boyutuyla ise negatif yonde bir iliski bulunmustur. (p<0,05).
Zarardan kaginma davranisi zorbalarin kargisindaki kisinin sessiz kalmasi,
kendini taniyan ve ydnetebilme glcune sahip olan kigilerin gug¢luluga zorbalari
harekete geciren ve yildirma uygulama nedenlerini ortay g¢ikartmaktadir. Bu
sonug literatur ile de dogru orantilidir. Kendini asan ve agsmak igin ¢aba sarf
etmenin ise yilldirma durdurmada ya da yildirma ile micadelede bireysel
guclulikten dolay! negatif yonde bir etkisi oldugunu sdyleyebiliriz. ). Zarardan
kaginma yildirma eylemi yapma ile iligkili olabilir bu nedenle de yoneticilerde
yildirma daha st diizeylerde yer aliyor olabilir. Odiil bagimhligi belirli bir yerde
ve diizeyde olmakta ve devam etmektedir diyebiliriz. Odulin bittigi anda yenilik
arayigl da azalabilir ya da bitebilir.

Katihmcilarin Mizag ve Karakter Olgegi Alt Boyutlarindan “6diil bagimhiligi” ve
“sebat etme” ile Psikolojik Siddete maruz kalma olgegi alt boyutlarindan “is
izolasyonu” ve “mesleki statliye saldir’” ve toplam puan ortalamalari arasinda
negatif yénde bir iliski bulunmustur. (p<0,05 ) Odiil bagimlisi ve sebat eden
bireylerde kendini geri ¢cekme izole olma davranigi yerine Ustine gitme
sorunu ¢6zme davraniglarinin ortaya gikmasi nedeni ile negatif yonde bir iligki
bulunmus olabilir.
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Tablo 10. Katilimcilarin mizag ve karakter ile yildirma davranisina maruz
kalma 6lgegdi arasindaki iliski (n=465)

Yildirma Davranigina Maruz Kalma Olgegi
M'zaglK:f?kter is Meslekistatiye |  Kisilige | Direkinegatif | Toplam
seg izolasyonu saldiri saldiri davraniglar puan
Boyutlari

Yenilik r:0.127* r:0.109* r:0.138** r:0.153** r:0.135*
Arayisi p:0.016 p:0.0137 p:0.008 p:0.003 p:0.011
Zarardan r:0.104* r:0.108* r:0.177** r:0.176** r:0.152**
Kaginma p:0.049 p:0.041 p:0.001 p:0.001 p:0.004
Odiil r:-0.147** r--0.110* r:-0.095 r--0.072 r--0.129*
Bagimhhgi p:0.05 p:0.036 p:0.070 p:0.165 p:0.016
Sebat r:-0.139** r:-0.132* r:-0.008 r:-0.077 r:-0.115*
Etme p:0.08 p:0.012 p:0.886 p:0.138 p:0.032
Kendini r:0.284** r:0.310** r:0.222** r:0.265** r:0.304**
Yonetme p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
isbirligi r:-0.045 r:-0.042 r:-0.069 r--0.036 r:-0.043
Yapma p:0.400 p:0.427 p:0.192 p:0.485 p:0.427
Kendini r:-0.230** r--0.276** r:-0.147* r--0.214** r:--0.246**
Asma p:0.000 p:0.000 p:0.005 p:0.000 p:0.000

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

Katilimcilarin yildirma davranigina maruz kalma olgegi puan ortalamalari
incelendiginde; yapilan post hoc Bonferroni kontrol testine goére 235-39
yas grubunda, kadinlarda, evli olanlarda ve genis aile yapisina sahip
olanlarda, kadrolu personel olanlarda MMO tim alt boyutlarinda ve
toplam puan ortalamalari arasinda istatiksel olarak anlamli yuksek
saptanmistir ( p<0,05).

Yapilan post hoc Bonferroni testine gére katilimcilardan ekonomik
durumu yuksek olanlarin “ isten izolasyon” ve “ mesleki statuye saldir”
alt boyut puan ortalamalari, ekonomik durumu orta olanlarda ise
“kisilige saldir”, “direkt negatif davranislar” ve toplam puan ortalamalari
arasinda istatiksel olarak anlamli bir fark saptanmistir. Ayrica yapilan
post hoc Bonferroni testine gore katilimcilardan lise mezunu olanlarin
“‘mesleki stattiye saldir”, kisilige saldin”, “direkt negatif davraniglar” alt
boyut puan ortalamalari ve toplam puan ortalamalari Gniversite mezunu
olanlardan istatiksel olarak anlamli ytksek bulunmustur(p<0,05). Egitim
suresinin yukselmesine dogru orantili olarak mesleki statisu nunde

yukselmesi beklendik bir durumdur. Ayni zamanda egitim ve statu ile
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kendilerinden beklenti, bireysellikleri ve bulunduklari konumu korumaya
yonelik olarak saldirilarkisilikten ziyade statuye yonelmektedir diyebiliriz.
Egitim duzeyinin dusUk olmasi ise paralelinde sosyo ekonomik duzey
dismektedir. Sosyo-ekonomik dlizeyin dismesi kisilik ve statliye saldir
artirirken sosyo-ekonomik duzey arttikga saldiri kisilikten ¢ok mesleki
statiye yonelmektedir.

Tablo 11. Katilimcilarin bazi tanitici 6zelliklerine gore mizag ve karakter dlgegi
puan ortalamalari (n=465)

Yenilik | Zarardan Odiil Sebat Kendini | Isbirligi | Kendini
Arayisi Kaginma | Bagimlihg: Etme Yonetme Yapma Asma
Yas
<30 18.40 15.07 17.11 473 17.54 21.72 34.02
- +2.17 +2.51 +1.92 +1.19 +3.14 +2.36 +7.64
31-34 18.58 15.19 16.90 4.50 16.67 21.68 36.87
12.44 +1.55 +1.90 +1.04 +3.95 +1.74 +8.45
>35-39 19.04x 15.56 16.51 417 18.40 21.17 33.03
- 2.63 +2.62 +1.85 +1.21 +4.23 +2.29 +8.76
540 18.80 15.87 16.40 415 19.15 21.32 32.76
- +2.57 +2.25 +2.25 +1.26 +4.47 +2.24 +8.61
KW:2.724 | KW:4.231 | KW:6.914 | KW:9.391 | KW:12.418 | KW:3.613 | KW:6.630
p:0.436 p:0.238 p:0.075 p:0.025 p:0.006 p:0.306 P:0.085
>0.05 >0.05 >0.05 <0.05 <0.05 <0.05 >0.05
Cinsiyet
Kadin 18.44 15.39 16.53 4.24 18.49 21.34 33.25
+2.16 217 +1.92 +1.17 +4.07 +2.12 +8.90
Erkek 19.03 15.89 16.54 4.25 18.75 21.39 33.29
12.74 12.38 +2.27 +1.29 +4.50 +2.31 +8.33
Z:-2169 | Z-2174 | Z:-0.731 Z:-0.305 | z:-0.602 | Z:-0.261 Z:-0.118
p:0.030 p:0.030 P:0.465 p:0.760 p:0.547 p:0.794 p:0.906
<0.05 <0.05 >0.05 >0.05 >0.05 >0.05 >0.05
Medeni
Durum
Evi 18.93 15.85 16.40 413 19.40 21.30 31.87
12.63 12.32 +2.20 +1.26 14,32 +2.36 +8.54
Bekar 18.22 14.98 17.03 4.65 15.81 21.62 38.64
12.03 212 +1.75 +1.08 +2.94 +1.60 +6.30
Z-1872 | Z-2.642 | Z:-2.891 Z:-3.661 Z:-6.657 | Z:-1.273 | Z:-5.998
P:0.061 P:0.008 p:0.004 p:0.000 p:0.000 p:0.203 p:0.000
>0.05 <0.05 <0.05 <0.05 <0.05 >0.05 <0.05
Aile Tipi
Cekirdek 18.69 15.72 16.55 4.19 18.69 21.40 33.25
Aile +2.54 +2.33 +2.08 +1.25 14.28 +2.14 +8.52
Genis 19.21 15.74 16.16 4.20 19.24 21.26 31.74
Aile 2.70 2.33 2.37 1.18 4.54 +2.67 +8.77




Parcalan- 18.39 14.91 17.65 5.00 16.08 21.33 38.82
mis Aile 1.46 1.90 1.49 1.06 3.21 +1.52 6.18
KW:3.583 | KW:2.403 | KW:11.921 | KW:9.615 | KW:8.450 | KW:0.120 | KW:11.548
P:0.167 P:0.301 p:0.003 p:0.008 p:0.015 p:0.942 p:0.003
>0.05 >0.05 <0.05 <0.05 <0.05 <0.05 <0.05
Egitim
diizeyi
Lise 18.65 15.56 16.62 4.20 18.83 21.43 32.68
mezunu 2.53 2.38 2.05 1.23 4.27 2.28 8.50
Universite 19.07 15.93 16.34 433 18.20 21.23 34.64
mezunu 2.51 2.10 2.30 1.26 4.42 2.09 8.62
Z:-1.327 Z:-1.572 Z:-0.984 Z:-1.328 Z:-1.602 Z:-0.834 Z:-2.038
p:0.184 p:0.116 P:0.325 P:0.184 p:0.109 p:0.404 p:0.042
>0.05 >0.05 >0.05 >0.05 >0.05 >0.05 <0.05
Caligilan
kurum
Kamu 18.70 15.61 16.52 4.28 18.51 21.34 33.60
+2.47 +2.31 +2.11 +1.20 +4.36 +2.20 +8.65
Ozel 19.51 16.32 16.70 3.85 20.00 21.62 30.08
+2.96 +2.18 +2.36 +1.55 +3.71 +2.50 +7.03
Z:-1.776 Z:-1.853 Z:-0.786 Z:-1.603 Z:-2.112 Z:-0.421 Z:-2.113
P:0.076 P:0.064 P:0.432 P:0.109 P:0.035 p:0.674 P:0.035
>0.06 >0.05 >0.05 >0.05 <0.05 >0.05 <0.05
Caligma
Siiresi
1-10 18.57 15.36 16.86 4.61 16.87 21.30 36.78
2.26 2.10 1.77 1.01 3.94 2.08 8.28
11-20 18.91 15.92 16.25 3.98 19.87 21.33 30.69
2.66 2.50 243 1.33 3.94 2.29 7.71
21-30 19.47 16.42 16.11 347 23.52 22.52 25.05
3.25 2.16 1.99 1.12 2.89 2.81 3.80
31-40 19.00 15.33 16.33 2.33 22.00 21.00 29.33
4.58 0.57 1.52 1.52 6.24 1.73 5.50
KW-4.267 | KW6.153 KW:8.160 KW:39.163 KW:70.639 KW:4.880 3397
0.234 0.104 p:0.043 p:0.000 P:0.000 P:0.181 8.57
p-o- p-o- <0.05 <0.05 <0.05 <0.05 '
Pozisyon
Taseron 18.71 15.62 16.55 4.23 19.53 21.71 31.33
iSGi +2.64 +2.50 +2.02 +1.18 +3.96 +2.50 +7.61
Kadrolu 18.78 15.54 16.58 4.34 17.63 21.06 35.52
personel +2.42 +2.11 +2.14 +1.22 +4.53 +1.89 +8.96
Yénetici 19.16 16.83 16.16 3.74 20.36 21.48 29.35
+2.64 +2.18 1+2.64 +1.54 +3.17 +2.42 +6.93
KW-1.363 KW:9.521 | KW:2.105 | KW:7.595 | KW:28.613 | KW:8.409 | KW:26.455
P'd 506 p:0.009 p:0.349 p:0.022 p:0.000 p:0.015 p:0.000
- >0.05 >0.05 <0.05 <0.05 <0.05 <0.05
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Calisma
sekli
Tam 18.68 15.64 16.52 4.25 18.63 21.44 33.24
zamanl +2.51 12.26 +2.14 +1.22 +4.28 +2.21 18.63
Yari 19.60 15.97 16.67 417 18.80 20.74 33.52
zamanli +2.52 +2.71 12.04 +1.37 +4.68 +2.32 18.14
Z.-2683 | Z:-0.458 Z:0.136 Z:-0.028 | Z:-0.120 Z:-1.691 Z:-0.083
p:0.007 p:0.647 p:0.892 p:0.978 p:0.905 p:0.091 p:0.934
<0.05 >0.05 >0.05 >0.05 >0.05 >0.05 >0.05
Sosyo
ekonomik
durum
Diisiik 18.48 15.68 17.04 4.50 18.44 21.33 32.65
s 12.36 12.74 +2.05 1.32 +4.00 +2.33 +8.01
Orta 18.83 15.64 16.52 4.26 18.42 21.31 33.96
+2.46 12.16 +2.15 1.18 +4.40 +2.19 +8.63
Yiiksek 18.89 15.89 15.88 3.76 20.26 21.73 30.10
+3.12 12.54 +2.00 1.35 +4.00 +2.28 +8.38
Z-0.358 | Z:-0.089 | Z:-1.491 Z-1.163 | Z:-0429 | Z:-0.323 Z:-1.234
p:0.720 p:0.929 p:0.136 p:0.245 p:0.668 p:0.747 p:0.217
>0.05 >0.05 >0.05 >0.05 >0.05 >0.05 >0.05
En uzun
yasadigi
yer
Kentsel 18.75 15.60 16.47 4.24 18.67 2142 33.29
2.50 2.27 212 1.23 4.30 2.23 8.54
Kirsal 19.02 16.30 17.15 4.25 18.39 20.94 33.10
2.73 2.57 217 1.29 4.60 213 8.91
Z:.0.-886 | Z.-1975 | Z:-1.770 Z:-0.158 | Z:-0.383 Z:-1.460 Z:-0.306
p:0.375 p:0.048 p:0.077 p:0.0874 p:0.701 p:0.144 p:0.760
>0.05 <0.05 >0.05 >0.05 >0.05 >0.05 >0.05

Katilimcilarin yasa gore Mizag ve Karakter Envanteri “kendini yonetme”
alt boyutunda gruplar arasinda anlaml bir farkliik olup en ylksek
puan ortalamasi yapilan post hoc bonferroni testine gore istatiksel
anlamlilik 40 yas ve Uzeri gruptadir (19.15 +4.47) (p<0,05). Yasa gore
MKE alt boyutlarindan sebat etme alt boyut puan ortalamalari arasinda
istatiksel olarak anlaml bir farkhlik saptanmigtir ve bu alt boyutta en
yuksek puan ortalamasi < 30 yas gruptadir. (4.73 +£1.19). (p<0,05).
Katilimcilarin “yenilik arayigi” ve “ zarardan kaginma” alt boyutlari
puan ortalamalari erkeklerde daha yuksek olup (sirasiyla 19.03
12.74, 15.89 1£2.38) cinsiyete gore gruplar arasinda istatiksel olarak
anlamli bir farkhlik saptanmigstir(p<0,05). Zarardan kaginma ve &dul
bagimlihgi bireylerin yakin iligkiler kurmasinda etkili kisilik 6zelligi olup
zarardan kaginmasi duguk olan kisilerin daha diga donukluk ozelligi
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tasimaktadir. Calismamizda ise zarardan kaginma alt boyutunun
yuksek olmasi yasanilan saldirilar nedeni ile ige donukliugin artmis
olacagini gostermektedir. Depresif duygu durumu ile zarardan kaginma
ve kendini yonetme boyutlarinin yuksek iligkide oldugunu godsteren
calismalar mevcuttur( Tezer ve Arkar 2013; Gokdag ve Arkar 2016 ) Bu
durum kurumdaki sosyal agin ,iligkinin ve etkinliklerin dar oldugunun
da bir gostergesi olarak yorumlanabilir. Yas ilerledikge sebat etmenin
dusmesinin bireysel sorumluluklarin artmasina paralel olarak risk
almaktan kaginma olarak degerlendirilebilir.

[T

Medeni duruma gore evlilerde “zarardan kagcinma”, “kendini yonetme”,
bekarlarda ise “0dul bagimhhgr”, “sebat etme”, “kendini agma” alt boyut
puan ortalamalari bekarlarinkinden istatistiksel olarak anlamli oranda
yuksektir (p<0,05).

Katilimcilarin aile tipine gore “6dul bagimhhgr”, “sebat etme”, “kendini
yonetme” ve “kendini agsma” puan ortalamalari arasinda istatiksel olarak
anlaml bir fark saptanmistir. Yapilan post hoc Bonferroni testine gore;
farkhligin parcalanmis aile tipine sahip olanlardan kaynaklandi§i ve
parcalanmis aile tipine sahip olanlarin “6dul bagimlihgr”, “sebat etme”
ve “kendini agma” alt boyut puan ortalamalari diger aile tiplerine sahip
olanlardan istatiksel olarak anlamli yuksek bulunmustur. Katilimcilardan
genig aile yapisina sahip olanlarin ise “kendini agsma” alt boyutu puan
ortalamasi diger gruplardan istatiksel olarak anlaml yuksek oldugu

saptanmisti(p<0,05).

Katilimcilardan dniversite mezunu olanlarin kendini agsma alt boyutu
puan ortalamasi (34.64 8.62) lise mezunu olanlardan (32.68 8.50)
istatiksel olarak anlamli ylksek saptanmistir. (p<0,05).

Katilimcilardan 6zel kurumda c¢alisanlarin “kendini yonetme”, kamuda
calisanlarin ise “kendini agsma” alt boyut puan ortalamalari istatiksel
olarak anlamli ylksek oldugu saptanmistir(p<0,05).

Calismamizda katilimcilarin ¢alisma slresine gore 6dul bagimlihgi
sebat etme ve kendini yonetme alt boyutlari puan ortalamalari arasinda
istatiksel olarak anlamli bir farkhlik bulunmustur(p<0,05)..Yapilan
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post hoc Bonferroni testi ne goére, katilimcilardan 1-10 yil arasinda
calisanlarin sebat etme ve odul bagimhligi puan ortalamalari, 21-
30 yil arasinda c¢aligsanlarin ise kendini yonetme puan ortalamalari
diger calisma suresinde galisanlardan istatiksel olarak anlamli olarak
yuksektir(p<0,05).Katimcilardan  yonetici
zarardan kagma, kendini asma ve kendini yonetme alt boyut puan

pozisyonunda olanlarin

ortalamalari istatiksel olarak anlamli yuksek, kadrolu personel olanlarin
sebatetme altboyutu, tageronisgiolarak ise igbirligi yapma alt boyutunun
anlamlh olarak ylksek oldugu saptanmistir ( p<0,05). Katilimcilardan
en uzun sure yasadigl yer kentsel bolge olanlarin zarardan kaginma
alt boyut puan ortalamasi kentsel bolgede yasayanlara gore istatiksel
olarak anlamli yuksek bulunmustur p<0,05) Calisma ile ortisen baska
calismalara rastlanmamistir. Fakat farkh acgilardan yapilan psikolojik
siddete maruz kalmada yas-cinsiyet vb agidan etkiler ile galismalarimiz
verileri 6rtismektedir. (Dikmetas ve ark. 2011; Civilidag 2015)

Tablo 12 Katilimcilarin bazi tanitici 6zelliklerine gore yildirma maruz kalma
Olcegi puan ortalamalari

Mesleki Direkt
isten " Kisilige Negatif Toplam
; Statiiye
Izolasyon Saldiri davraniglar Puan
Saldin
Yas
<30 1.10+1.28 1.04+1.29 0.91£1.10 1.19+ 1.33 1.04 £1.22
31-34 1.95 £1.22 1.98+1.32 1.76+ 1.12 1.92+1.22 1.90+ 1.18
235-39 2.39+ 0.93 2.49+ 1.06 2.08+0.98 2.33+ 0.96 2.33 £0.93
240 2.26 £0.86 2.34+0.98 2.02+£0.88 2.25+£ 0.91 2.22+0.80
KW:30.297 KW:38.078 KW:38.495 KW:24.469 KW:33.960
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
Cinsiyet
Kadin 2.25+ 1.05 2.40+1.20 2.00+ 1.05 2.24+1.07 2.22 £+1.03
Erkek 2.03 £1.00 2.03+1.05 1.80+£ 0.97 2.02+1.04 1.961 0.94
Z:-2.264 Z:-3.606 Z:-2.424 Z:-2.395 Z:-3.293
p:0.008 p:0.000 p:0.015 p:0.017 p:0.001
<0.05 <0.05 <0.05 <0.05 <0.05
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Medeni

Durum
Evli 245+ 0.80 254+ 0.91 2.19+0.84 242+ 0.87 2.40+0.73
Bekar 0.99+ 0.93 0.92+ 0.96 0.83+0.85 1.06+ 0.97 0.92 +0.91
Z:-10.193 7:-10.454 7:-10.279 7:-9.386 7:-10.422
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
Aile Tipi
Cef\'”rgek 216 +1.01 223+ 1.12 1.89+ 0.97 218+ 1.03 211+ 0.96
Genis
i 2444 0.75 2.52+0.90 2.25+0.90 2.32+0.85 2.3 +0.74
Pargalan- | a4 0.03 0.78 +0.93 0.73+ 0.89 0.84 +1.84 0.78+ 0.92
mis Aile
KW:38.019 KW:39.010 KW:39.079 KW:32.709 KW:38.491
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
Egitim
diizeyi
Lise
2171.05 230117 1.931.03 216 1.10 2131.01
mezunu
Universite |5 15 0.08 1.93 1.01 1.78 0.95 2.020.94 1.94 0.92
mezunu
7:-1.941 7:-3.699 7:-2.066 7:2.014 7.-2.308
p:0.052 p:0.000 p:0.039 p:0.044 P:0.021
>0.05 <0.05 <0.05 <0.05 <0.05
Caligilan
kurum
Kamu 2121.04 218115 1.89 1.03 2.101.06 2.06 1.00
Ozel 2.230.90 2.351.01 1.88 0.75 2.291.02 222087
7:0.021 7:-0.306 7:-0.037 7:-0.204 7:-0.143
0:0.983 p:0.760 0:0.971 p:0.839 p:0.886
>0.05 >0.05 >0.05 >0.05 >0.05
Calisma
siiresi
1-10 1.931.12 1.951.19 1.77 1.14 1.93 1.09 1.86 1.1
11-20 2.320.91 2371.05 2.000.88 2.280.99 2.250.83
21-30 229085 2780.94 2.030.86 246 1.07 237083
31-40 1.960.73 2140233 1510.16 1.910.52 1.88 0.30
KW:8.877 KW:13.547 KW:3.272 KW:5.295 KW:7.321
p:0.031 p:0.004 p:0.352 p:0.151 p:0.062
<0.05 <0.05 >0.05 >0.05 >0.05
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Pozisyon

Tafgio” 2.031.22 2.191.36 1.731.12 2.051.27 1.991.18
Kadrolu 5 55 0 gg 2.280.98 210 0.93 2.240.89 2.210.84
Personel
Yonetici 1.67 0.45 1.66 0.40 1.430.33 1.76 0.51 1.630.34
KW:12.997 KW:10.685 KW:16.433 KW:9.324 KW:12.546
p:0.002 p:0.005 p:0.000 p:0.009 p:0.002
<0.05 <0.05 <0.05 <0.05 <0.05
Calisma
sekli
Tam 2.101.02 2.181.14 1.86 1.01 2.101.04 2.050.99
zamanl
Yari
zamanli 2.351.06 2.291.11 2.110.95 2.311.19 2.271.01
Z:-1.403 Z:-0.587 Z:-1.265 Z:-0.951 Z:-1.455
p:0.160 p:0.557 p:0.206 p:0.342 p:0.146
>0.05 >0.05 >0.05 >0.05 >0.05
Sosyo
ekonomik
durum
Dislk 1.281.29 1.34 1.38 1.221.26 1.391.35 1.281.26
Orta 2.290.86 2.37 0.99 2.06 0.91 2.290.90 2.250.84
Yiiksek 2.420.89 2.391.00 1.82 0.68 2.200.97 2.250.75
KW:29.410 KW:29.076 KW:25.648 KW:20.761 KW:28.014
p:0.000 p:0.000 p:0.000 p:0.000 p:0.000
<0.05 <0.05 <0.05 <0.05 <0.05
En Uzun
Yagadig
Yer
Kentsel 2.121.04 2.201.16 1.87 1.01 2.131.08 2.07 1.01
Kirsal 2.17 0.91 2.09 0.87 2.07 0.96 2.030.79 2.090.83
Z:-0.226 Z:-0.805 Z:-1.080 Z:-0.801 Z:-0.023
p:0.821 p:0.421 p:0.280 p:0.423 p:0.982
>0.05 >0.05 >0.05 >0.05 >0.05
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Calismamizda yas gruplari arasinda Psikolojik Siddete Maruz Kalma
Olgegi(MMKE) tum alt boyutlari puan ortalamalari arasinda istatiksel
olarak anlaml fark bulunmustur p<0,05). Yapilan post hoc Bonferroni
testine gore farklihgin 235-39 yas grubundan kaynaklandigi ve bu yas
grubunda MMKE puan ortalamalarinin diger yas gruplarindan istatiksel
olarak anlamli olarak daha ytksek oldugu belirlenmistir (p<0,05).

Cinsiyete gore kadinlarin, medeni duruma goére de evlilerin MMKE
tum alt boyutlarinda puan ortalamalar istatiksel olarak anlamli olarak
erkeklerden ylksek bulunmustur(p<0,05)..

Katilimcilarin aile tipine gore MMKE tum alt boyutlari puan ortalamalari
arasindaistatiksel olarak anlamli fark bulunmustur (p<0,05). Yapilan post
hoc Bonferroni testine gore farklihgin genis aile tipine sahip olanlardan
kaynaklandigi ve bu gurubun puan ortalamalarinin diger aile tiplerinden
istatiksel olarak anlamli daha yuksek oldugu belirlenmistir(p<0,05)..

Egitim dUzeyiolarak lise mezunu olanlarin mesleki stattye saldiri, kigilige
saldiri, direkt negatif davranislar alt boyut puan ortalamalari arasinda
istatiksel olarak anlamli olarak yuksek bulunmustur. Yapilan post hoc
Bonferroni analizine gore farkliligin lise mezunlarindan kaynaklandigi
saptanmistir(p<0,05)..

Calisma suresine gore, isten izolasyon ve mesleki statliye saldir alt
boyutlari puan ortalamalari arasinda istatistiksel olarak anlamli fark
bulunmustur. Buna gore isten izolasyon alt boyutunda galisma suresi
11-20 olanlarin, mesleki statlye saldir alt boyutunda ise c¢alisma
suresi 21-30 olanlarin daha yuksek oldugu belirlenmigtir. Yapilan post
hoc Bonferroni testine gore farkhligin ¢galisma suiresi 11-20 olanlardan
kaynaklandigi saptanmistir (p<0,05).

Calisma pozisyonuna gore MMKE tim alt boyutlari puan ortalamalari
arasinda anlamh fark olup kadrolu personel olarak c¢alisanlarin tim alt
boyutlarda istatiksel olarak anlamli olarak puan ortalamalarinin diger
pozisyonlarda calisanlardan yuksek oldugu saptanmigtir. Yapilan
post hoc Bonferroni testine goére farklihgin kadrolu personel olarak
calisanlardan kaynaklandigi belirlenmistir (p<0,05). kadrolu ¢alisanlarin
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kadroda olma guvencesi ile kadrolu olmayanlara gore daha saldirgan
davranmis olabilir.

Katilimcilardan sosyo-ekonomik duzeyiyuksek olanlarinigtenizolasyon,
mesleki statlye saldir alt boyut puan ortalamalari sosyo-ekonomik
duzeyi dusuk ve orta olanlardan istatiksel olarak anlamli yuksek oldugu
belirlenmistir. Kisilige saldiri ve direk negatif davraniglar alt boyutunda
ise sosyo-ekonomik duzeyi orta olanlarin puan ortalamalarinin, daguk
ve orta duzeyde olanlardan istatiksel olarak anlamli yuksek oldugu
belirlenmistir (p<0,05). Yapilan post hoc Bonferroni testine gore farklihgin
sosoyo-ekonomik duzeyi orta duzeyde olanlardan kaynaklandigi
belirlenmistir(p<0,05).

Katilimcilarin yonetici olma durumunun mizag ve karakter ozelliklerini
ve mobinge maruz kalma durumuna etkisini degerlendirmek icin Basit
(linear) regresyon analizi kullanilmistir.

Tablo 13. Katilimcilarin yonetici olma durumunun mizag ve karakter 6zelliklerine
etkisi

R? B Beta t D %95 GA

Yenilik arayisi | 0,002 0,413 0,045 0,870 0,385 -0,520-1,346

Zarardan 0,021 1,253 0,146 2878 0,004 0,397-2,110
kaginma
Adil

o 0,003 -0,406 -0,051 -1.000 0,318 -1,204-0,392
bagimlihgi

Sebat etme 0,015 -0,551 -0,121 -2,381 0,018 | -1,005-(-0,096)

Katilimcilardan yonetici olmayanlara 0, yonetici olanlara 1 degeri
verilmistir. Yonetici olma durumunun zarardan kaginma alt boyutuna
etkisi ile ilgili R2 degeri 0,021 olup bunu anlamli bagimh degiskendeki
(zarardan kaginma) degisimin %2,1’ini modele giren bagimsiz degisken
(y6netici olma durumu) tarafindan aciklanmaktadir.

B degerleri bize tim diger tahmin degerlerinin etkisi sabit tutuldugunda
her tahmin degiskeninin bagimli degiskeni ne derece etkiledigini
gOstermektedir. Calismamizda beta degeri 1,253 olup yonetici
olma durumu zarardan kaginma bagimli degiskenini pozitif yénde



etkilemektedir. Bir baska deyisle yoOnetici olanlarin zarardan
kaginmalarinin daha fazla oldugu belirlenmistir.

Yonetici olma durumunun sebat etme alt boyutuna etkisi ile ilgili R?
degeri 0,015 olup bunu anlamh badimli degiskendeki (sebat etme)
degdisimin %1,5 ’ini modele giren bagimsiz degisken (yonetici olma
durumu) tarafindan agiklanmaktadir.

B degerleri bize tim diger tahmin degerlerinin etkisi sabit tutuldugunda
her tahmin degiskeninin bagimli degiskeni ne derece etkiledigini
gOstermektedir. Calismamizda beta degeri -0,551 olup yonetici
olma durumu zardan kaginma bagimli degiskenini negatif yénde
etkilemektedir. Bir bagka deyigle yonetici olanlarin sebat etmelerinin
daha az oldugu belirlenmistir. Kisilik patolojileri statuden etkilenmektedir.
Ya da bu kisilik 6zelliklerine sahip olan kigiler yonetime daha ¢ok giriyor
olabilir.

Tablo 14. Katilimcilarin yonetici olma durumunun yildirmaya maruz kalma
durumuna etkisi

R? B Beta t p %95 GA
isten Izolasyon | 0,001 -0,162 -0,032 -0,687 0,493 -0,520-1,346
Mesleki Statilye |, 4 -0,133 -0,025 -0,529 0,597 -0,627-0,361

Saldir
Kisilige Saldini | 0,000 -0,072 0,746 -0,325 0,746 -0,505-0,362
Direkt Negatif | 0,067 0,013 0.285 0,776 0,398-0,533
davraniglar
Toplam Puan | 0,001 20,170 -0,034 -0,738 0,461 -0,623-0,283

Yapilan regresyon analizine gore katilimcilarin yonetici olma durumunun
yildirma davranigina maruz kalma durumunu etkilemegi bulunmustur.
Yildirma davranisi alttan Uste, Usten alta ve esitler arasinda gorulmesini
ele aldigimizda yonetim kadrosunda olanlar eslerarasinda yildirma diger
yoneticiler tarafindan, yonetim kadrosunda olanlarin kendi Ustlerinde
ya da ¢ok az sayida gorulmekte de olsa alttan Uste yildirma nedeni ile
yonetim kadrosunda olup olmamanin yildirma eylemine maruz kalmay!
etkilemedigini soyleyebiliriz.



Yonetimde bulunan kisilerin daha Ust bir statuye gecme durumu yok ise
rekabet ortadan kalkmakta ve buna paralel olarak da yildirma davranisi
ortadan kalkmaktadir.
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BOLUM IX: SONUG VE ONERILER
9.1. SONUG

Psikolojik Siddet son zamanlarda dinya ulkeleri ve Ulkemizin ¢alisma
hayatinda her bireyin karsilasabilecegi bir durumdur. Psikolojik Siddet,
Uygulayan, tanik ve magdur olan her bireye, ailelere, topluma, igverene
ve ulke ekonomisine verdigi zararlarin oldukga buyuk oldugu calismalarla
da ortaya konmustur.Ulkemizde psikolojik siddetin uygulanma orani ve
sonuglari hakkinda yeterli ¢calismalarin yapildigini, calisma hayatina olan
etkilerini ve kavramin ¢ok onemli hastaliklar ve yasama son vermeye
kadar giden onemli etkileri olduguna yonelik bilgi donaniminin oldugunu
soylemek mimkiin degildir. Onemli olanin yasal yaptirmlarin degil bireysel
yaptirnmlarin, bilinglenmelerin, etik ve ahlaki kodlarin 6nemli olmasi
gerektiginin, calisanlarin gorev rol ve sorumluluklarinin belirli olmasi
gerektigi kaginiimaz bir gercektir.

Psikolojik Siddettin olusturmus oldugu zararlar géz 6ntne alindiginda
psikolojik siddet ile en iyi mucadelenin Onleyici tedbirler oldugunu
sOyleyebiliiz. Bu dogrultuda calisanlarin, isverenlerin  psikolojik
siddet konusunda bilinglendiriimesine yonelik egitim ve bilgilendiriime
programlarinin olusturulmasi, seminerler ile hukuksal boyutunu da igeren
bilgilendirmelerin yapilmasi yerinde olacaktir. is yerlerinde psikolojik siddet
alaninda uzmanlasmis profesyonellerin géreviendiriimesi énemlidir. Toplu
is Sozlesmelerine dzellikle Psikolojik siddete ydnelik maddeler konulmasi
yarali olacaktir. Ayni zamanda igverenler, sendikalar vb tarafindan konuya
Ozel kisa anlagilir bilgilendirme brosurlerinin yapilmasi, belirli araliklar ile
kurumda psikolojik siddete yonelik arastirmalarin yapilmalidir. Ozellikle
psikolojik siddete maruz kalan kisilerin siddeti ispatlamalari agisindan
yasadiklari sorunlara yonelik yargida, kurum ve kuruluslarda hukuki
dizenlemelerin olusturulmasi énemli bir yer teskil etmektedir. Gelismis
ulkelerde detayli ve Uzerinde sozel tartigmalarin yapilabilecegi ayrintih
gunlUkler Ulkemizde de kabul edilebilmelidir.

Psikolojik Siddetile miicadele edebilmekicin alinmasi gereken bazi tedbirler
onerilmektedir. Bunlara, is yerlerinin almasi gereken tedbirlere kamu
kurum ve kuruluslarinda insan kaynaklari bélimlerinde firsat esitliklerine



dayanan, subjektif kararlarin ortaya ¢gikmasini dnleyen objektif kararlarin yer
aldigi bir sistem kurulmasi ve is yerleri psikolojik siddete yonelik dnlemler
almasi gereklidir. Onlemler alan is yerleri belirli araliklarla Psikolojik siddet
uzmanlarinca denetlenmeli ve Psikolojik siddet gorulmeyen ve orani ¢ok
disik olan kurum ve kuruluslar édullendirilmelidir. Sivil toplum o6rgutleri
akademisyenler, yargi mensuplari, sendikalar, siyasiler ve yasa yapicilar
blydk sorumluluklarinin farkinda olmalidir.

Yildirma davranisina maruz kalmada yonetici ya da ¢alisan konumunda
olmanin fark etmedigi bilinen bir gercektir. Nitekim calismamizda da
yonetim kadrosunda olmanin vyildirma davranisina maruz kalmayi
etkilemedigi gortlmektedir. Neden olarak yildirmanin goérilme / uygulanma
seklidir diyebiliriz. Yildirmanin alttan Uste, Usten alta ve egitler arasinda
gortulmesini ele aldigimizda yonetim kadrosunda olanlar egler arasinda
yildirma diger yoneticiler tarafindan, yonetim kadrosunda olanlarin kendi
ustlerinde ya da ¢ok az sayida gorulmekte de olsa alttan Uste yildirma
nedeniile yonetim kadrosunda olup olmamanin yildirma davranisina maruz
kalmayi etkilemedigini sOyleyebiliriz. Bu nedenle kurum ve kuruluglarda
her diizeydeki ¢calisana yildirma/mobbing egitimi verilmelidir.

Belediyede varolarak gortlen yildirma/mobbing egitimine karsin belediyede
calismalar, rutinler boyutu ile aksamamaktadir. Yildirma davranisinin
varliginin saptanmasi ile yildirmanin onlenmesi icin Ust dizey yonetimin
calisanlar ile daha fazla birlikte olmasi ve onlarin sorunlarini dinlemesi
¢ozumlerde bulunmasi belediyenin ¢aliganlarinda ki yildirmayi onleyerek
ya da azaltarak motivasyonun artirimasi saglayacaktir. Motivasyonun
artinlmasi ile hizmet kalitesi de artirilacaktir. Beklenilen ve istenilen yonetim
kadrosunda olanlarin daha fazla risk almasidir. Fakat yénetim kadrosunda
bulunanlarin liderlik ve kKisilik miza¢ Ozellikleri bilinmeksizin Ust dizey
yonetimin kendisinin istek ve arzusuna yonelik kigileri yonetim kadrosuna
getiriyor olmasi ve istedigi an yonetim kadrosundaki kigileri degistirebilme
yetkisine sahip olmasi nedeni ile yonetim kadrosunda bulunan kigiler
zarardan kaginma egilimde olabilirler. Yonetim kadrosuna getirilecek olan
kisilerin onceden degerlendirilerek, iyi bir gozlem ve gérusme yontemleri ile
atanmalari yildirma azaltacagu, risk almayi artiracagi gibi zarardan kaginma
davranisini da azaltarak kurum ve kuruluslarda iglerin hizli bir sekilde
tamamlanmasi ve yonetim kadrosunda caligsanlarin isteklenmelerinde
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artiglar saglayacaktir. Yonetim kadrolarindaki isteklenmeler ise belediye
calisanlarinda motivasyon ve isteklenmeyi artirarak daha kaliteli belediye
hizmeti verilmesini saglayacaktir. Zarardan kaginma davranisi yuksek
olan kisilerde sebat etmede dusmektedir. Bireyler aldiklari yetki oraninda
zarardan kaginma davranigi yerine risk alma davranisini olugturacaktir ki
buda kuruma sebat etmeyi artiracaktir. Bu nedenle yonetim kadrosuna
alinacak ya da atanacak olan bireylerin sebat etme boyutlan da
degerlendiriimelidir. Calisma ortaminda huzur saglandidi oranda bireylerde
motivasyon artacaktir. Motivasyonun yuksek oldugu huzurlu ortamlar ise
yildirma davraniginin engellendigi, azaltildigi ya da ortadan kaldirildigi
oranda saglanacaktir.

Tum kurum ve kuruluglarin 6zellikle siyasetin yogun yasandigi kurum ve
kuruluslarda benzer ¢aligmalarin yapilmasi ve ayni zamanda egitimlerin
planlanarak verilmesi yildirma eylemini azaltacak ve c¢alisma ortaminda
huzuru saglayarak, c¢alisma motivasyonunu artiracaktir. Yildirma
uygulamanin ast, Ust ya da esit statude olma ile bir iligkisi bulunmamaktadir.
Kisilik 6zelliklerinden kaynaklanmaktadir. Ozellikle (st statlide yer alacak
olan kisilerin yuUkseltime kriterlerinde degerlendiriimesi gereken bir
durum olsarak ele alinmalidir. Kurumda rekabet yildirma yaratmaktadir.
Kurumda calisma ylkselme vb kriterler saptanarak rekabet pozitif ve
basari kaynakli hale getirilebilir. Yapici rekabet nasil ele alinir neler
yapilmalidira yonelik olarak aragtirmalar yapilabilir. Zarardan kaginma,
odul bagimhhgr bir muddet sonra ise yaramiyor ya da odul bagimliligi
olan bireyler yonetici kadrolarinda daha ¢ok yer almaktadirlar ve bu kigiler
yildirma uygulamamaktadir. Bu durumun yonetim kadrolarina atamalarda
g6z onunde bulundurulmasi kurumda yildirma uygulanmasini azaltacaktir.
Zarardan kacinma yildirma ile iligkili olabilir. Ozellikle yoneticilerde risk
almamak ve konumlarini korumak igin yildirma az goruliyor olabilir.
Kurumda liyakat artirildigi oranda yildirma azalacagi gibi risk almada
artacaktir. Buda kurumda basariyi saglayacaktir.  Odul bagimlihgi 6dilin
bitmesi ve daha ust bir statl bulunmamasi durumlarda yenilik arayisi da
azalmakta ya da bitmektedir diyebiliriz. Yonetim de daha Ust bir yonetim
yok ise rekabet yok ve yildirma davranisida yok.
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9.2. Oneriler

Farklh is alanlarinda ayni calismalarin yapilarak orgutler arasi
karsilagtirmalarin yapiimasi,

Ozellikle belediyeler gibi siyasetin yogdun yasandigi ve farkli konumda
calisanlarin bulundugu belediyelerde benzer ¢alismalarin yapilmasi,

Ozellikle is yeri yonetim kadrolarinin psikolojik siddete yonelik egitim alip
almadiklarinin degerlendiriimesi ve egitimin etkinligine bakilmasi,

is alimlarinda bireylerin psikolojik siddet uygulama ya da magdur
olma duzeylerine yonelik degerlendiriimelerin  yapildigi  alimlarin
degerlendiriimesine yonelik calismalarin yapilmasi

Duzenliaralklarla psikolojik siddet egitimi verilen pilot kurumlar olugturularak
calismalarin yapiimasi,

Psikolojik siddete maruz kalan birey ve ailelerinin ele alindigi ¢aligmalarin
yapilmasi

Psikolojik siddet (Yildirma/Mobbing) sikayet hatlarina yonelik ¢alismalarin
yapilmasi

Farkli yas ve egitim duzeylerinde, farkli sosyal gevrelerde, farkli kurum ve
kuruluglarda yapilacak gelecek calismalarin yildirma/mobbing uygulama
ve maruz kalma ve Kigilik yapilari ile iligkisinin aydinlatiimasina buyuk
katkilari olacaktir.
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EKLER

Ek 1. Veri toplama formu

Degerli Katilimci;

Asagida Yerel Yénetimlerde Kisilik ve Mizacin Yildirma ile iligkisinin sosyo
-demografik degiskenler acisindan karsilastiriimasi amaciyla planladigimiz
arastirma ile ilgili sorular yer almaktadir. Anket ve olgeklere vermis oldugunuz
cevaplarin tamami arastirma disinda kullanilmayacak ve arastirmacilar
tarafindan hi¢c kimse ile paylasiimayacaktir. Elde edilen verilerin gizliligi
arastirmacilar tarafindan saglanacaktir. Calismanin guvenirligi acgisindan
sizlere yoneltilen hig bir soruyu bog birakmadan gergekgci ve igten yanitlamaniz
bizleri dogru sonuca ulastirmada yardimci olacaktir.

Simdiden gdsterdiginiz ilgi ve sorulara vereceginiz i¢ten yanitlar icin tesekklr
eder, saygilarimi sunarim.

Doktora Ogrencisi Danigman

Tarik ERDEM Dog.Dr. Nermin GURHAN
Yakin Dogu Universitesi Yakin Dogu Uni. isletme
ABD

Sosyal Bil. Ens. isletme ABD
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SOSYO-DEMOGRAFIK BILGILER
1. Yasinz: ..o
2. Cinsiyetiniz: Kadin () Erkek ()

3. Medeni Durum: Medeni durum; ( )Evli ( )Bekadr ( )Dul
() Bosanmis

4. Aile Tipi; ( ) Cekirdek () Genis-Yari genis ( )
Parcalanmig

5. En son mezun oldugunuz okul:

6. Meslek;

7. Calistginiz Kurum: Kamu( ) Ozel( ) diger( )aciklayin
8. Calistiginiz birim:

9. Bu gorevde galisma sureniz: ................

10. Su anki pozisyonunuz :

11. Bulundugunuz konuma yonelik egitiminiz var mi?
() Yok, ( ) Var ( ne kadar sure ve nereden aldiniz )

12. Calisma sekliniz

13. Sosyal Guvence Sekli; () Emeklisaghgr ( ) SSK ( ) Yesil Kart
() Diger

Latfen aciklayin

14. Algilanan Sosyoekonomik Durum; ( ) Dusik ( )Orta ( ) Yuksek
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15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

Cocuklugun gectigi yer; () Kentsel ( ) Kirsal

En uzun yasananyer; ( )Kentsel ( )Kirsal

Her hangi bir Gstundz ile ilgili her hangi bir olumsuz yasantiniz oldu mu?
Evet () Cevabiniz evet ise kiminle, nasil bir yasantiniz oldu.....

Hayir ()
Her hangi bir astiniz ile ilgili her hangi bir olumsuz yasantiniz oldu mu?
Evet ( ) Cevabiniz evet ise kiminle, nasil bir yasantiniz oldu.....

Hayir ()

En olumlu yéninizi tanimlayin dense nasil tanimlarsiniz ( Bir cimle ile )

En olumsuz yonlniuzl tanimlayin dense nasil tanimlarsiniz (Bir cimle ile)

Yildirma nedir kisaca tanimlar misiniz?

Yildirma ile her hangi bir sekilde karsilastiniz mi?

Sizce yildirma etkenleri nelerdir?

Yildirma olusmasini engellemek mumkuan muddar.

Evet, ( ) Birkac cumle ile agiklayin

Hayir, () Birkag cimle ile acgiklayin

Yildirma sizce g¢alisanlar lzerinde nasil bir etki olusturmaktadir. (kisaca

aciklayin)
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26. Yildirma sizce kurumunuzda nelere mal oldu (kisaca acgiklayin)

27. Yildirma nedeni ile kurumdan ayrilan oldu mu? (kisaca aciklayin)
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Ek 2 Goriisme Formu

Kendinizi bize nasil tanitirsiniz ( 6zellikleriniz nelerdir ...)

Sizce yildirma nedir? ( nasil tanimlarsiniz)

Kimler tarafindan yildirmaya maruz kaldiniz?

Yildirma eylemi halen devam etmekte mi?

Sizce neden size yildirma uyguladilar?

Ust ydnetimi bilgilendirdiniz mi?

Ust ydnetim size destek oldu mu?

Yildirma sizde nelere mal oldu

Destek alabildiniz mi? ve kimlerden destek aldiniz?

Her hangi bir ruhsal sorun yasadiniz mi neler yagadiniz ve destek
alabildiniz mi?
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Miza¢ ve Karakter Envanteri
(Tarkge TCI)

Bu anket formunda kisilerin kendi tutumlarini géruslerini ilgilerini ya da kisisel
duygularini tanimlarken kullanabilecekleri ifadeleri bulacaksiniz.

Her ifade DOGRU ya da YANLIS olarak yanitlanabilir. ifadeleri okuyunuz
ve hangi secenegin sizi en iyi tanimladigina karar veriniz. Sadece su anda
nasll hissettiginiz degil COGU ZAMAN vya da genellikle nasil davrandiginiz ve

hissettiginizi tanimlamaya c¢aliginiz.

Bu anket formunu kendi basiniza doldurunuz. Lutfen tim sorulari yanitlayiniz.

ANKET FORMU NASIL DOLDURULUR

Yanitlamak igin her sorudan sonra yalnizca “D” ya da “Y” secenegini daire
icine almaniz

yeterlidir. Bir ornek:

ORNEK
DOGRU YANLIS

Bu anket formunu nasil dolduracagimi biliyorum. D Y
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(Bu anket formunu nasil dolduracaginizi biliyorsaniz ifadenin DOGRU oldugunu
gostermek icin “D”yi daire igine aliniz.)

*hkkkkkkkhkkkkhkkkkhkhkhkkhkkkhkkkhkhkhkhkkhkhhkkhkhkhkhkhkhkhkhhkhkhkkkhkhkhkhhkkhkhkkkhkkkhkhkkhkkkk
Tam ifadeleri dikkatlice okuyunuz ancak yanitlarken gok zaman harcamayiniz.
Yanittan emin olmasaniz bile her ifadeyi yanitlamaya calisiniz.

Dogru ya da yanlis yanitlar olmadigini unutmayiniz ve sadece kendi Kigisel
gorus ve duygularinizi belirtiniz.

Copyright © 1987 1992 C. R. Cloninger Turkgce TCI © 2001 Samet Kése Kemal
Sayar

Tuarkge TCI'nin eser sahipligi haklari Samet Kose ve Kemal Sayar’a aittir.
Yazarlarin izni olmaksizin her turlt kullanimi eser sahipliginden dogan haklarin
ihlalini olusturur ve etik degildir.
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1.  Cogu kimseye zaman kaybi gibi gelse de sirf eglence ya da heyecan
olsun diye ¢ogu

zaman yeni seyler denerim. DY
2.  Cogu kimseyi kaygilandiran durumlarda bile genellikle her seyin iyiye
gidecegdine

guvenirim. DY
3. Cogu zaman guzel bir konugsma ya da siirden derinden etkilenirim. D Y

4. Cogu zaman kosullarin kurbani oldugumu dastntrim. DY

5.  Benden cok farkli olsalar bile genellikle baskalarini oldugu gibi kabul
ederim.DY

6. Mucizelerin olabilecegine inanirm. D Y
7. Beni inciten kimselerden intikam almak hosuma gider. D Y

8. Bir seye yogunlastiimda ¢cogu zaman vaktin nasil gectiginin farkina
varmam.DY

9. Cogu zaman yasamimin pek az bir amaci ya da anlami oldugunu
dusunurim.D Y

10. Herkesin karsisina cikabilecek sorunlara ¢6zum bulmakta yardimci
olmak isterim. DY

11. Belki de yaptigimdan daha fazlasini basarabilirim ancak bir seye ulasmak
icin kendimi gereginden fazla zorlamada bir yarar gérmuyorum. D Y

12. Bagkalari endigelenecek bir sey olmadigini dusunseler bile tanidik
olmayan ortamlarda ¢gogu zaman gergin ve endiseli hissederim. D Y

13. lsleri yaparken gecmiste nasil yapildigini diisinmeksizin gogu zaman o
anda nasil hissettigime bakarak yaparim. D Y

14. lsleri bagkalarinin arzularina birakmaktansa genellikle kendi tarzima goére
yaparim.DY
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15. Cogu zaman c¢evremdeki kimselerle &ylesine baglantih oldugumu
dusunurum ki sanki aramizda bir ayrilik yokmus gibi gelir. D Y

16. Benden farkh disunceleri olan kimselerden genellikle hoglanmam. D Y

17. Cogu durumda dogal tepkilerim gelistirmis oldugum iyi aliskanlklara
dayanir.DY

18. Birgok eski arkadasimin guvenini kaybedecek olsam bile zengin ve unlu
olmak igin yasal olan hemen her seyi yapardim. D Y

19. Cogu kimseden daha ¢ok tedbirli ve denetimliyimdir. D Y

20. Bir seylerin yanlis gidebileceginden endiselendigim icin ¢ogu zaman
yapmakta oldugum isi birakmak zorunda kalirrm. D Y

21. Yasanti ve duygularimi kendime saklamak yerine arkadaslarimla agikca
tartismaktan hoglanirm. D Y

22. Cogu kimseden daha az enerjiye sahibim ve daha ¢abuk yorulurum. D Y

23. Yapmaktaoldugum ise kendimifazla kaptirip baska her seyi unuttugumdan
¢ogu zaman “dalgin” olarak adlandirilirrm. D Y

24. Ne yapmak istedigimi segmede kendimi nadiren serbest hissederim. D Y

25. Birbagkasinin duygularini gogu zaman kendiminkiler kadar dikkate alirim.
DY

26. Bir kac saat sessiz ve hareketsiz kalmaktansa ¢cogu zaman biraz riskli
seyler (sarp tepeler ve keskin virajlar Gzerinde araba kullanmak gibi) yapmay!
tercih ederim.D Y

27. Tanimadigim kimselere guven duymadigim i¢in gogu zaman yabancilarla
tanismaktan kaginirm. D Y
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28. Baskalarini edebilecegim kadar gok memnun etmekten hoglanirrm. D Y

29. Bir is yaparken “yeni ve geligtiriimis” yollardan ¢ok eski “denenmis ve
dogru” yollari tercih ederim. DY

30. Zaman yoklugu nedeniyle genellikle isleri onemlilik sirasina gore
yapamam. DY

31. Cogu zaman hayvanlari ve bitkileri yok olmaktan korumaya yarayacak
isler yaparim. DY

32. Cogu zaman baska herkesten daha zeki olmayi dilerim. D Y

33. Dusmanlarimin aci gektigini gormek bana hosnutluk verir. D Y

34. Her ne zaman olursa olsun ¢ok duzenli olmak ve kigiler i¢in kurallar
koymaktan hoglanirm. D Y

35. Dikkatim ¢ogu kez baska bir seye kaydigi i¢in uzunca bir sure ayni

ilgilerimi surdirmem gugctur. D Y

36. Bir seyi tekrar tekrar uygulamak ¢cogu zaman bana anlik durtuler ya da
telkinlerden daha guclu aliskanliklar kazandirdi. D Y

37. Genellikle o kadar kararliyimdir ki baskalari vazgectikten sonra bile
calismaya devam ederim. D Y

38. Yasamda bilimsel olarak aciklanamayan bircok seye hayran olurum. D Y

39. Birakabilmeyi diledigim birgok kotu aligkanhgim var. DY

40. Sorunlarima ¢ogu zaman bir bagkasinin ¢ézum D Y saglamasini beklerim.

41. Coguzaman nakit param bitinceye ya da asiri kredi kullanip borglanincaya
degin para harcarim. DY

42. Gelecekte bir hayli sansh olacagimi distntrim. DY
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43. Hafifrahatsizlik yada gerginlikten gogu kimseye gore daha ge¢ kurtulurum.
DY

44. Yalniz olmak beni her zaman rahatsiz etmez. D Y

45. Kendimi rahatlamig hissederken ¢cogu zaman beklenmedik i¢ goru ya da
anlayis pariltilari yasarim. D Y

46. Bagkalarinin benden ya da isleri yapma tarzimdan hoslanip
hoglanmadiklarina pek aldirmam. D Y

47. Herkesi memnun etmek mumkun olmadigi i¢in genellikle kendim icin ne
istiyorsam sadece onu edinmeye calisirm. D Y

48. Gorlgslerimi kabul etmeyen kimselere karsi sabirli degilimdir. D Y

49. Cogu kimseyi pek de iyi anladigim sdylenemez. D Y
50. Ticarette basarili olmak i¢in sahtekar olmak zorunda degilsiniz. D Y

51. Bazen kendimi dogayla oylesine baglantili hissederim ki her sey tek bir
canli organizmanin pargasiymis gibi gérunur. D Y

52. Konusmalarda konugsmaci olmaktan ¢ok iyi bir dinleyiciyimdir. D Y

53. Cogu kimseden daha ¢abuk 6fkelenirim. DY

54. Bir grup yabanciyla tanismak zorunda oldugumda ¢ogu kimseden daha
sikilganimdir. D Y

55. Cogu kimseden daha duygusalimdir. DY

56. Bazen neler olacagini sezmeme olanak veren bir “altinci his”e sahipmigim
gibigelirr DY

57. Birisi beni bir sekilde incitti mi genellikle acisini ¢gikartmaya ¢alisirm. DY

58. Tutumlarimi buyuk olgude denetimim digindaki etkiler belirler. D Y
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59. Her gun amaglarima dogru bir adim daha atmaya calisgirm. D Y
60. Cogu zaman baska herkesten daha gucli olmayi dilerim. D Y

61. Karar vermeden oOnce isler konugsunda uzunca sure dusunmeyi tercih
ederim.DY

62. Cogu kimseden daha cok calisirrm. DY

63. Cok kolay yoruldugumdan ¢ogu zaman kisa uykulara ya da ek dinlenme
donemlerine gereksinim duyarim. D Y

64. Baskalarinin hizmetinde olmaktan hoslanirrm. D Y

65. Ustesinden gelmem gereken gecici sorunlara aldirmaksizin daima her
seyin yolunda gidecegini dusunurium. DY

66. Cok miktarda para biriktirmis olsam bile kendim igcin para harcamaktan

hoglanmakta gugluk cekerim. D Y

67. Cogu kimsenin bedensel olarak tehlike hissettigi durumlarda genellikle
sakin ve guvenli kalirm. D Y

68. Sorunlarimi kendime saklamaktan hoslanirrm. DY

69. Kigisel sorunlarimi ¢ok az ya da kisa bir stre tanidigim kigilerle tartismakta
sakinca gormem. D Y

70. Seyahat etmek ya da yeni yerler arastirmaktansa evde oturmaktan
hoglanirm. DY

71. Kendilerine yardimi dokunamayan zayif kimselere yardim etmenin zekice
oldugunu dusunmuyorum. D Y

72. Bana haksiz davranmis olsalar bile baskalarina haksizca davranirsam
zihinsel huzurum kalmaz. D Y

73. insanlar genellikle bana nasil hissettiklerini anlatirlar. D' Y
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74. Cogu zaman sonsuza degin geng kalabilmeyi dilerim. DY

75. Yakin bir arkadagi kaybedince genellikle cogu kimseden daha ¢ok Uzuntu
duyarim.DY

76. Bazen sanki zaman ve mekanda sonu ve siniri olmayan bir nesnenin
parcasiymigim hissine kapilirm. DY

77. Bazen baskalarina karsi sozcuklerle aciklayamadigim bir baglant
hissederim. D Y

78. Bana gecmiste haksizlik yapmigs olsalar bile bagka kimselerin duygularini
dikkate almaya c¢alisirm. D Y

79. Kati kurallar ve duzenlemeler olmaksizin insanlarin her istediklerini
yapabilmeleri hosuma gider. D Y
80. Bir grup yabanciyla bulusunca bana dost¢a davranmadiklari soylenmis

olsa bile rahat ve acgik s6zlu olmayi surdurirdim. DY

81. Gelecekte bir seylerin kotiye gidecegi konusunda genellikle ¢odu
kimseden daha endigeliyimdir. D Y

82. Bir karara varmadan once genellikle her olguyu etragica dusunurim. DY

83. Baskalarina karsi sempatik ve anlayigl olmanin pratik ve kati dusunceli
olmaktan daha onemli oldugunu dagtnurim. DY

84. Cogu zaman etrafimdaki tim nesnelere karsi gugli bir batlnlik duyusu
hissederim. D Y

85. Cogu zaman “Sitperman” gibi 6zel gt¢lerimin olmasini dilerim. D Y
86. Bagkalar beni cok fazla denetliyor. D Y
87. Ogrendiklerimi bagkalariyla paylasmaktan hoslanirm. D Y

88. Dinsel yasantilar yasamimin gercek amacini anlamama yardimci



olmustur. DY

89. Cogu zaman baskalarindan ¢ok sey 6grenirim. D Y

90. Bir seyi tekrar tekrar uygulamak pek ¢ok seyde iyi ve basarili olmama
olanak vermistir. DY

91. Sodyledigimin abartili ve gergcek olmadigini bilmeme ragmen genellikle
bagkalarinin bana inanmalarini saglayabilirim. D Y

92. Hafif rahatsizlik ya da gerginlikten kurtulmak icin daha fazla dinlenme
destek ya da guvenceye gereksinim duyarim. D Y

93. Yasamin kurallarinin oldugunu ve hi¢ kimsenin sonunda bedelini
odemeksizin bu kurallari cigneyemeyecegini bilirim. D Y

94. Baska herkesten daha ¢ok zengin olmak istemem. D Y
95. Ddunyayi daha iyi bir yer haline getirmek icin kendi yasamimi severek

riske ederdim.DY

96. Bir sey hakkinda uzunca sure dusundukten sonra bile mantiksal
nedenlerimden ¢ok duygularima guvenmeyi 6grendim. D Y

97. Bazen yasamimin herhangi bir insandan daha buyuk bir manevi gug
tarafindan yonetildigini distintrim. DY

98. Bana adice davranan birisine genellikle adice davranmaktan hoglanirim.
DY

99. Son derece pratik ve duygularina goére hareket etmeyen birisi olarak
taninirm. DY

100. Birisiyle konusurken dusuncelerimi duzenlemek benim igin kolaydir. D Y

101. Beklenmedik haberlere ¢cogu zaman Oylesine guclu tepki veririm ki
pismanlk duydugum seyler soyler ya da yaparim. D Y

102. Duygusal yakarislardan (kéttrim kalmis ¢ocuklara yardim istendigi gibi)
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oldukga ¢ok etkilenirim. D Y

103. Yapabilecegimin en iyisini yapmak istedigim i¢in genellikle kendimi gogu
kimseden daha ¢ok zorlarim. D Y

104.0yle ¢ok kusurluyum ki bu yiizden kendimi pek de sevmem. D Y
105. Sorunlarima uzun vadeli ¢ézlimler aramak igin gok az zamanim var. D Y

106. Sirf ne yapilacagini bilmedigim icin ¢godu zaman sorunlarin geregine
bakamam.DY

107. Cogu zaman zamanin akisini durdurabilmeyi dilerim. D Y

108. Yalnizca ilk izlenimlerime dayanarak karar vermekten nefret ederim. DY
109. Biriktirmektense para harcamayi yeglerim. D Y

110. Bir oykuyu daha gulung hale getirmek ya da birisine saka yapmak igin

dogrulari egip bukmeyi genellikle iyi beceririm. D Y

111. Sorunlar olsa bile bir arkadashgin hemen her zaman slrlp gitmesi igin
calisirm. DY

112. Utandirilir ya da asagilanirsam ¢ok ¢abuk atlatirrm. D 'Y

113. Cok gergin yorgun ya da endiseli olacagim icin isleri genelde yuriutme
tarzimdaki degismelere uyum saglamam son derece gugtur. D Y

114. isleri eskiden oldugu gibi yapmayi birakmadan ©énce genellikle cok
gercekci gerekgeler talep ederim. D Y

115. lyi aliskanliklar edinebilmem igin beni egiten kisilerden cok fazla yardima
gereksinim duyarim. DY

116. Duygu-digi algilamanin (telepati ya da dnceden bilme gibi) gergekten de
mumkun olduguna inanirm. D Y
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117. Candan ve yakin arkadaslarimin ¢cogu zaman benimle birlikte olmasini
isterim. DY

118. Uzun zaman pek basarili olmasam bile ¢godu zaman ayni seyi defalarca
yeniden denemeyi surdururum. DY

119. Hemen herkes korksa bile ben hemen her zaman rahat ve tasasiz kalirim.
DY

120. HUzunlG sarkilari ve filmleri epeyce sikici bulurum. DY

121. Kosullar gogu zaman beni irademin diginda bir seyler yapmaya zorlar.
DY

122. Benim icin benden farkli olan insanlara katlanmak gugtir. DY

123. Mucize denilen gogu seyin sadece sans eseri oldugunu dugunurum. DY
124. Birisi beni incitirse intikam almaktansa kibar davranmayi yeglerim. D Y

125. Cogu zaman yaptigim isin o kadar etkisinde kalirim ki zaman ve mekandan
kopmus gibi o an iginde kaybolurum. D Y

126. Yasamimin gergek bir amaci ve dnemi oldugunu sanmiyorum. D Y
127. Baskalariyla olabildigince is birligi yapmaya calisirm. D Y

128. Basarilarimdan dolayi i¢cim rahattir ve daha iyisini yapmak icin pek istekli
degilimdir.D Y

129. Baskalar pek tehlike olmadigini dugtinse de tanidik olmayan ortamlarda
¢ogu zaman gergin ve endiseli hissederim. D Y

130. Tum ayrintilar batinuyle dusinmeksizin gogu zaman iggudulerimi dnsezi
ve sezgilerimi izlerim. DY

131. insanlar benden beklediklerini yapmadigimda ¢codu zaman benim asiri
bagimsiz oldugumu dugunurler. D Y
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132. Cogu zaman etrafimdaki tim kisilerle glicli manevi ve duygusal baglantim
oldugunu hissederim. D Y

133. Benden farkli deger yargilari olan insanlari sevmek benim icin genellikle
kolaydir. DY

134. Baskalar benden daha ¢ok is beklese bile olabildigince az is yapmaya
calisirm.D Y

135. lyi aligkanliklar benim icin “ikincil huy” olmustur ve hemen her zaman
otomatik ve kendiliginden davraniglardir. D Y

136. Baskalarinin bir sey hakkinda benden daha c¢ok bilmesi gergeginden
¢ogu zaman rahatsizlik duymam. D Y

137.Genellikle kendimi baskalarinin yerinde hayal etmeye calisir bdylece
onlari gergekten anlayabilirim. D Y

138.Tarafsizlik ve durUstlik gibi ilkeler yasamimin bazi yénlerinde pek az rol
oynarlar.D Y

139. Para biriktirmede ¢ogu kimseden daha iyiyimdir. D 'Y

140. Kendimi nadiren ofkelenmis ve engellenmis hisseder isler yolunda
gitmediginde hemen baska etkinliklere dalarim. D Y

141. Cogu kimse 6nemli olmadigini disltnse bile cogu zaman islerin degismez
ve duzenli bigimde yapilmasinda israr ederim. DY

142. Hemen her sosyal durumda kendimi oldukga guvenli ve emin hissederim.
DY

143. Ozel disiincelerimden nadiren sz ettigimden arkadaslarim duygularimi
anlamakta gucluk cekerler. D Y

144. Cogu kimse bana yeni ve daha iyi bir yol var oldugunu séylese bile isleri
yapis tarzimi degistirmekten nefret ederim. D Y



145. Bilimsel olarak acgiklanamayan seylere inanmanin akillica olmadigini
dusunurim.D Y

146. Dusmanlarimin aci ¢ektigini hayal etmekten hoslanirrm. DY

147. Cogu kimseden daha fazla enerjim var ve daha gec¢ yorulurum. D Y

148. Yaptigim her iste ayrintilara dikkat etmekten hoglanirrm. D Y

149. Endiseye kapildigimda arkadaslarim her seyin yolunda gidecegini
soyleseler bile yapmakta oldugum isi birakirrm. D Y

150.Cogu zaman baska herkesten daha gugcli olmayi dilerim. DY
151.Genellikle ne yapacagimi segmede serbestimdir. DY

152.Cogu zaman kendimi yapmakta oldugum ise o kadar kaptiririm ki bir an
nerede oldugumu unuturum. DY

153.Bir ekibin Uyeleri kendilerine disen payi nadiren egit bicimde alirlar. D Y

154.Bir ka¢ saat sessiz ve hareketsiz kalmaktansa ¢cogu zaman riskli seyler
(plandrle ugmak ya da parasttle atlamak gibi) yapmayi tercih ederim. DY

155. Cogu zaman durtusel olarak o kadar ¢ok para harcarim ki tatil yapmak
gibi 6zel planlar icin bile para biriktirmek bana gug gelir. D Y

156.Baskalarini memnun etmek icin kendi bildigimden sagsmam. D Y

157.Yabancilarla birlikteyken hig¢ sikilgan degilimdir. D Y

158.Cogu zaman arkadaslarimin arzularina boyun egerim. DY

159.Zamanimin ¢ogunu gerekli gibi gorunen ancak benim igin gergekte
onemsiz olan seylere harcarim. DY
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160.Ticari kararlarda neyin dogru neyin yanlis olduguna iligskin dini ya da ahlaki
ilkelerin etkin olmasi gerektigini duginmem. D Y

161.Baskalarinin yasantilarini daha iyi anlamak i¢in ¢cogu zaman kendi
yargilarimi bir kenara koymaya calisirm. D Y

162. Aliskanliklarimin gogu bana degerli amagclara ulasmada zorluk cikarir.
DY

163. Dunyay! daha iyi bir yer yapmak i¢in savas yoksulluk ya da haksizliklari
onlemeye calismak gibi gergekten de kisisel fedakarliklar yaptim. DY

164. Gelecekte olabilecek kotu seyler hakkinda hi¢ endiselenmem. D Y

165. Kendi denetimimi yitirecek kadar hemen hi¢ heyecanlanmam. D Y

166. DUusundugumden daha uzun surerse ¢gogu zaman o isi birakirm. D Y
167. Baskalarinin benimle konusmalarini beklemektense konusmalari kendim
baglatmayi tercih ederim. D Y

168. Bana yanlis davranan birisini cogu zaman ¢abucak bagislarbm. D Y

169. Davraniglarimi buyuk olgide denetimim disindaki etkiler belirler. D Y

170. Yanhg bir onsezi ya da hatali bir ilk izlenim nedeniyle ¢ogu zaman
kararlarimi degistirmek zorunda kalirrm. D Y

171. islerin yapilmasi icin bir bagkasinin én ayak olmasini beklemeyi tercih
ederim.DY

172. Genellikle baskalarinin goruslerine saygi duyarim. DY

173. Yagsamdaki rolumun berraklagsmasina yol agan kendimi daha coskulu ve
mutlu hissettigim yasantilarim olmustur. D Y

174. Kendim igin bir seyler satin almak eglendiricidir. D Y

175. Duygu disi algilar yasantiladigima inanirim. D Y
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176. Beynimin duzgun ¢alismadigina inanirm. D Y

177. Davraniglarima yasamim icin koydugum belli amagclar guclu sekilde yol
gosteri. D Y

178. Genellikle baskalarinin basarisina 6n ayak olmak aptalcadir. DY
179. Cogu zaman sonsuza degin yasamak isterim. D Y
180. Genellikle sogukkanli ve baskalarindan ayri kalmaktan hoglanirrm. D Y

181. HUOzUnlG bir film seyrederken aglama ihtimalim ¢cogu kimseden daha
fazladirr DY

182. Hafif rahatsizlik ya da gerginlikten ¢odu kimseye goére daha cabuk
kurtulurum. DY

183. Cezalandinimayacagimi sandigimda ¢odu zaman kurallari ve
duzenlemeleri inlal ederim. D Y

184. Cogu ayartici durumda kendime guven duyabilmem igin iyi aliskanlklar
gelistirmemi saglayacak ¢ok sayida uygulama yapmam gerekir. D Y

185. Kegke baskalari bu kadar ¢cok konugmasalar. D Y

186. Onemsiz ya da kétiiymis gibi goriinseler bile herkes itibar ve saygi ile
muamele gormelidir. D Y

187. Yapilmasi gerekli olan isleri surdurebilmek igin ¢abuk kararlar vermekten
hoglanirm. DY

188. Yapmaya calistigim her seyde genellikle sansim yaver gider. D Y
189. Cogu kimsenin tehlikeli nitelendirebilecegi seyleri (islak ya da buzlu

bir yolda hizli araba kullanmak gibi) genellikle kolayca yapabilecegime dair
kendime guvenirim. DY

99



190. Basarili olma sansi olmadikga bir sey Uzerinde ¢alismay! surdurmede bir
yarar gormuyorum. D Y

191. isleri yaparken yeni yollar arastirmaktan hoslanirm. DY

192. Eglence ya da heyecan icin para harcamaktansa biriktirmekten zevk
alirm.DY

193. Bireysel haklar herhangi bir grubun gereksinimlerinden daha énemlidir.
DY

194. Kendimi ilahi ve olaganustu bir manevi gugle temas iginde hissettigim
yasantilarim oldu. D Y

195. Ansizin var olan her seyle berrak ve derinden bir aynilik duygusu
yasadigim epeyce coskulu anlarim oldu. D Y

196. lyi aliskanliklar isleri istedigim sekilde yapmami kolaylastirir. D' Y

197. Cogu kimse benden daha ¢ok becerikli gérinir. D Y
198. Sorunlarim igin cogu zaman bagskalarini ve kosullari sorumlu tutarbm. DY

199. Bana kotu davranmig olsalar bile baskalarina yardim etmekten hosnutluk
duyarim.DY

200. Cogu zaman tum yasamin kendisine bagh oldugu manevi bir glctn
parcasiymigim hissine kapilirm. DY

201. Arkadaslarla birlikteyken bile ¢ok fazla “agilmamayi” tercih ederim. D Y

202. Kendimi zorlamaksizin genellikle tim gun boyunca bir seylerle “mesgul”
kalabilirim. DY

203. Bagkalari ¢abuk bir karar vermemi isteseler bile karar vermeden 6nce
hemen her zaman tum olgular hakkinda ayrintili disunurim. D Y
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204. Bir seyi yanlis yaparken yakalandigimda, sorundan kurtulmayi
beceremem.D Y

205. Cogu kimseden daha mukemmeliyetciyimdir. D Y
206. Bir seyin dogru mu yanls mi oldugu sadece bir gorus meselesidir. D Y

207. Simdiki dogal tepkilerimin genellikle ilkelerim ve uzun vadeli amagclarimla
tutarh oldugunu dusundrim. D Y

208. Tum yasamin butunuyle aciklanamayacak bir manevi dizen ya da guce
bagll olduguna inanirm. DY

209. Bana kizgin olduklari soylenmis olsa bile yabancilarla tanistigimda
guvenli ve rahat olacagimi dusunurim. D Y

210. insanlar yardim sempati ve sicak bir anlayis bulmak icin bana yaklasmanin
kolay oldugunu soylerler. D Y

211. Yeni dusunceler ve etkinliklerden heyecan duymada ¢ogu kimseye gore
daha geriyimdir. D Y

212. Bir bagkasinin duygularini incitmemek igin sOylenecek olsa bile yalan
soylemekte sikinti yasarim. D Y

213. Hoslanmadigim bazi insanlar vardir. D Y

214. Bagska herkesten daha fazla hayran olunmak istemem. D Y

215. Siradan bir seye bakarken cogu zaman olagan Ustu bir sey olur ve
sanki onu ilk kez goruyormusum duygusuna kapilirm. DY

216. Tanmidigim c¢ogu kimse bagkalarinin incinebilecegine aldirmaksizin
yalnizca kendisini dugunur. D Y

217. Yeni ve aligilmadik bir sey yapmak zorunda oldugumda genellikle gergin
ve endigeli hissederim. D Y
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218. Cogu zaman kendimi tikenmislik sinirina dek zorlar ya da gercekte
yapabilecegimden daha fazlasini yapmaya calisirm. D Y

219. Kimileri para konugunda asiri cimri ya da eli siki oldugumu dusunur. DY

220. Mistik yasanti soylentileri muhtemelen sadece birer hisnu kuruntudan
ibarettir. DY

221. Sonucunda aci gcekeceg@imi bilsem bile irade glicim ¢ok gui¢li ayartmalarin
ustesinden gelmeyecek kadar zayiftir. D Y

222. Herhangi bir kisinin aci ¢cektigini gérmekten nefret ederim. DY

223. Yagsamimda ne yapmak istedigimi biliyorum. D Y

224. Yaptigim isin dogru mu yanlis mi oldugunu dusunup taginmak icin duzenli
olarak zaman ayirirrm. D Y

225. Cok dikkatli olmazsam benim igin isler cogu zaman ters gider. D Y
226. Kendimi keyifsiz hissettiimde yalniz kalmak yerine arkadaslarla
birlikte oldugumda genellikle daha iyi hissederim. D Y

227. Ayni seyi yasantilamayan birisiyle duygulari paylagsmanin mimkun

olmadigini disunurim. D Y

228. Cevremde olup bitenlerden butinlyle haberdar olmadigim igin
bagkalarina gogu zaman sanki baska bir dinyadaymisim gibi gelir. D Y

229. Keske baska herkesten daha iyi gorunuslu olsam. D Y

230. Bu anket formunda ¢ok yalan sdéyledim. D Y

231. Arkadas canlisi olduklari soylenmis olsa bile genellikle yabancilarla
tanismak zorunda kalacagim sosyal ortamlardan uzak dururum. D Y

232. Baharda ciceklerin agmasini eski bir arkadagi yeniden gormek kadar
severim. DY
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233. Zor durumlar genellikle bir meydan okuma ya da firsat olarak
degerlendiririm. D Y

234. Benimle ilgili kimseler isleri benim tarzima gore yapmayi 6grenmek
zorundadirlar. DY

235. Sahtekar olmak yalnizca yakalandiginizda sorun yaratir. D Y

236. Hafif rahatsizlik ve gerginlikten sonra bile genellikle cogu kimseden daha
fazla guivenli ve enerjik hissederim. D Y

237. Herhangi bir kagidi imzalamam istendiginde her seyi okumaktan
hoglanirm. DY

238. Yeni bir sey olmadiginda genellikle heyecan ya da cogku verici bir seyler
aramaya basglarbm. DY

239. Bazen keyifsiz olurum. D Y

240. Ara sira insanlarin arkasindan konusurum. DY
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TCI Derecelendirme Anahtari

Tam olgekler igin pozitif olarak puanlandirilan (D= 1, Y= 0) maddelerin alti
cizilmemis, negatif olarak puanlandirilan maddelerin alti gizilmistir (D= 0, Y=
1). Asagidaki maddeler ise TCI'in bir bdlimU olarak puanlanmamistir: 69, 75,
101, 111, 118, 134, 140, 170, 176, 190, 213, 230, 239, 240.

Yenilik Arayisi (Novelty Seeking)

NS1 Kesfetmekten heyecan duyma-Kayitsiz bir katilik (11 madde)

1,29, 52,70, 99, 114, 144, 167, 191, 211, 238

NS2 Dirtiisellik-iyice diisiinme (10 madde)

13, 35, 61, 82, 108, 130, 148, 187, 203, 237

NS3Savurganlk-Tutumluluk (9 madde)

19, 41, 66, 109, 139, 155, 174, 192, 219
NS4 Duzensizlik-Dizenlilik (10 madde)

34, 53, 79, 91, 110, 141, 165, 183, 204, 212 NS Toplam Yenilik Arayigi Puani
(40 madde): NS1 + NS2 + NS3 + NS4

Zarardan Kaginma (Harm Avoidance)

HA1 Beklenti endisesi ve karamsarlik-Sinirsiz iyimserlik (11 madde)

2, 20,42, 65, 81, 112, 119, 149, 164, 188, 225

HA2 Belirsizlik korkusu (7 madde)

12, 26, 67, 129, 154, 189, 217
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HA3Yabancilardan ¢ekinme (8 madde)
27, 54, 80, 100, 142, 157, 209, 231

HA4 Cabuk yorulma ve dermansizlik (9 madde)

22,43, 63, 92, 113, 147, 182, 202, 236

HA Toplam Zarardan Kaginma Puani (35 madde): HA1 + HA2 + HA3 + HA4
Odiil Bagimhihigr (Reward Dependence) RD1 Duygusallik (10 madde)
3, 28, 55, 83, 102, 120, 158, 181, 210, 224

RD3Baglanma (8 madde)

21, 44, 68, 117, 143, 180, 201, 226

RD4 Bagimlilik (6 madde)

14, 46, 71, 131, 156, 193

RD Toplam Odiil Bagimhlig Puani (24 madde): RD1 + RD3 + RD4
Sebat Etme (Persistence)

P Sebat etme (8 madde)

11, 37, 62, 103, 128, 166, 205, 218

Kendi Kendini Yonetme (Self-Directedness)

S1 Sorumluluk alma-Kinama (8 madde)

4, 24,58, 86, 121, 151, 169, 198 S2 Amacllik-Amagsizlik (8 madde)
9, 30, 59, 105, 126, 159, 177, 223

S3 Beceriklilik (5 madde)

105



40, 106, 171, 197, 233

S4 Kendini kabullenme- Kendisiyle Cekisme (11 madde)
32, 60, 74, 85, 94, 107, 136, 150, 179, 214, 229

S5 Aydinlanmisg ikinci mizag (12 madde)

17, 36, 39, 90, 104, 115, 135, 162, 184, 196, 207, 221

S Toplam Kendi Kendini idare Etme Puani (44 madde): S1 + S2 + S3 + S4 +
S5

is Birligi Yapma (Cooperativeness)

C1 Sosyal kabullenme-Sosyal hosgoérusuzliuk (8 madde)
5, 16, 48, 89, 122, 133, 172, 234

C2 Empati duyma-Sosyal ilgisizlik (7 madde)

25,49, 73,137, 161, 185, 227
C3Yardimseverlik-yardim sevmemezlik (8 madde)

10, 47, 64, 87, 127, 153, 178, 216

C4 Acima-intikamcilik (10 madde)

7,33,57,78, 98, 124, 146, 168, 199, 222

C5 Temiz kalplilik vicdanlilik-Kendi kendine yarar saglama (9 madde)
18, 50, 72, 93, 138, 160, 186, 206, 235

C Toplam s Birligi Puani (42 madde): C1 + C2 + C3 + C4 + C5
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Kendi Kendini Asma (Self-Transcendence)
ST1 Kendini kaybetme-Kendilik bilincinde yasanti (11 madde)

8, 23, 45, 76, 96, 125, 152, 173, 195, 215, 228
ST2 Kisiler arasi Ozdesim-Kendi kendine ayrisma (9 madde)
15, 31, 51, 84, 95, 132, 163, 200, 232

ST2 Manevi kabullenme-Akilci maddecilik (13 madde) 6, 38, 56, 77, 88, 97,
116, 123, 145, 175, 194, 208, 220

ST Toplam Kendi Kendini Asma Puani (33 madde): ST1 + ST2 + ST3
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Bolim 1
Asagida, calisma ortaminda Kkarsilastiginiz sizi yildirmaya, c¢alisma
performansinizi disurmeye yonelik davraniglarin listesi bulunmaktadir. Son
bir yil boyunca, is ortaminizda bu davraniglarla karsilasip karsilagsmadiginizi,
bu davraniglarin kim tarafindan ve ne siklikla yapildigini latfen (X) isareti ile
belirtiniz.

Kim Tarafindan Yapildi? (birden fazla segenek isaretlenebilir)

Yoneticim Musteriler

Calisma arkadasim/arkadaslarim

Astim/Astlarim

Bu davranigla ne siklikla karsilastiniz? (yalnizca en uygun secgenegi
isaretleyiniz)

0 1 2 3 4 5
hi¢ kargilasmadim bir kez bir kag kez bazen sik stk her zaman
karsilagtyorum kargilasiyorum kargilasiyorum karsilagtyorum karsilasiyorum
Ne Siklikla

1. Baskalarinin yaninda sizinle asagilayici ve onur kirici konusulmasi
Kim Tarafindan 0 1 2 3 4 5
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

2. Sizinle ilgili asilsiz séylemlerde bulunulmasi
Kim Tarafindan 0 1 2 3 4 5
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

3. Baskalarinin yaninda sizi kiigik distrlicii davraniimasi
(beden dili kullanilmast)
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

4. Ruh sagliginizin yerinde olmadiginin ima edilmesi
Kim Tarafindan 0 1 2 3 4 5
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

5. Ozgiiveninizi olumsuz etkileyecek bir is yapmaya zorlaniimasi
Kim Tarafindan 0 1 2 3 4 5
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

6. Durdstlugtinuzun ve guvenilirliginizin sorgulanmasi
Kim Tarafindan 0 1 2 3 4 5

() Yoneticim () Calisma arkadasim () Astlarim () Diger..............
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7. Ozel yasantinizla ilgili asilsiz sdylentiler gikariimasi
Kim Tarafindan
() Yoneticim( ) Calisma arkadasim () Astlarim () Diger..............

8. S0zl tehdit edilme
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

9. Masaya yumruk vurulmasi gibi davraniglarla kargilasma
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlanm () Diger..............

10. Performansinizla ilgili sirekli olumsuz degerlendirmeler yapilmasi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarm () Diger..............

11. Sorumlu olmadi§iniz konularda suglanmaniz
(beden dili kullanilmasi)
Kim Tarafindan
() Yéneticim () Calisma arkadasim () Astlarim () Diger..............

12. Ortak yapilan islerin olumsuz sonuglarindan yalnizca sizin sorumlu
tutulmaniz
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlanm () Diger..............

13. Yaptiginiz is ve isin sonuglari ile ilgili sirekli kusur/hata bulunmasi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarm () Diger..............

14. Yaptiginiz her iste mesleki yeterliliginizin sorgulanmasi
Kim Tarafindan
() Yéneticim () Calisma arkadagim () Astlarim () Diger..............

15. Sizinle ilgili haksiz gerekgelerle yazismalar yapiimasi/ rapor tutulmasi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlanm () Diger..............

16. Sizin ve yaptiginiz isin hissettirilmeden (dolayl) kontrol ediimesi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

17. Kendinizi géstermenize firsat verilmemesi
Kim Tarafindan
() Yéneticim () Calisma arkadagim () Astlarim () Diger..............

18. Verdiginiz karar ve 6nerilerinizin elestirilerek, reddedilmesi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlanm () Diger..............

19. Sorumlulugunuzda olan islerin sizden alinarak, sizden daha diisiik
pozisyonda kisilere verilmesi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarm () Diger..............

20. Sizden daha dusUk pozisyonda kisiler tarafindan denetlenmeniz
Kim Tarafindan
() Yéneticim () Caligma arkadasgim () Astlarim () Diger..............

21. Yaptiginiz isin degersiz ve énemsiz gorilmesi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarm () Diger..............

22. Dlzenlenen sosyal toplantilardan haberdar edilmeme
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarm () Diger..............

23. Gorusme ve konugma isteginize yanit alamama
Kim Tarafindan
() Yéneticim () Calisma arkadasim () Astlarim () Diger..............
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24. Bulundugunuz ortamda gérmezden gelinerek, yokmugsunuz gibi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

25. Konusurken sik sik s6ziinizin kesilmesi
Kim Tarafindan
() Yoéneticim () Calisma arkadasim () Astlarim () Diger..............

26. Gonderdiginiz elektronik posta ve telefonlara yanit verilmemesi
Kim Tarafindan
() Yoneticim () Caligma arkadagim () Astlanm () Diger..............

27.1s arkadaglarinizin sizinle konusmasinin engellenmesi ya da
yasaklanmasi
Kim Tarafindan
() Yéneticim () Calisma arkadasim () Astlarim () Diger..............

28. Bir ortama girdiginizde, bulundugunuz ortamin bilerek terk
edilmesi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarm () Diger..............

29. Kapasitenizin Ustiinde iglerden sorumlu tutulmasi
(beden dili kullanilmas)
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

30. isten ayriimaniz ya da yer degistirmeniz igin baski yapiimasi
tutulmaniz
Kim Tarafindan
() Yéneticim () Calisma arkadasim () Astlarim () Diger..............

31. Isiniz icin gerekli olan bilgi,dokiiman ve materyallerin sizden
saklanmasi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarm () Diger..............

32. Sahsi esyalariniza zarar verilmesi
Kim Tarafindan
() Yoneticim () Calisma arkadasim () Astlarim () Diger..............

33. Fiziksel siddet uygulanmasi
Kim Tarafindan
() Yéneticim () Calisma arkadasim () Astlarim () Diger..............
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Veri toplama formun kullanilan aile tiplerinin tanimi;

Aile; Evlilik ve kan bagina dayanan esler ve cocuklardan olusan en kuguk
topluluktur. (yasadigi yere- evlilik sekline gore -ve sayiya gore aile ¢esitlerinden
bahsedilmektedir) Aileye 6zgl 6zel calismalar olmadi surece genel tim
calismalarda genellikle sayiya yonelik aile gesitleri kullaniimaktadir. Bizde
calismamizda sayiya yonelik aile ¢esidini kullandik.

Cekirdek aile; Kari-koca ve evlenmemis ¢ocuklardan olusur.

Genis Aile; Anne —baba evli ogullari ve oglunun ailesi, bekar cocuklari ve
torunlar ile birlikte yasayan aile tipinden bahsedilmektedir.

Yari Genis Aile reisinin ana ve babasi (veya bunlardan biri), bekar kardesleri,
karisinin bu tur yakinlari ya da her ikisinin diger akrabalarinin bulunmasi ile
olusan aile bigimidir.

Parcalanmis Aile; Olim, bosanma, ayri yasama gibi nedenlerle eslerden birinin
ve her ikisinin bulunmadigi ailedir.
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ETIK RAPOR

20.12.2017

Sayin Dog. Dr. Nermin Gurhan,

Bilimsel Arastirmalar Etik Kurulu’na yapmis oldugunuz YDU/SB/2017/5 proje
numaral ve “Yerel Yonetimlerde Kisilik Ve Mizacin Yildirma ile iliskisi;
Bursa ili Ornegi ” baslikli proje dnerisi kurulumuzca degerlendirilmis olup, etik
olarak uygun bulunmustur. Bu yazi ile birlikte, basvuru formunuzda belirttiginiz
bilgilerin digina gcikmamak suretiyle aragtirmaya baglayabilirsiniz.

Yardimci Dogent Doktor Diren¢ Kanol

Bilimsel Arastirmalar Etik Kurulu Raportoru
<[ Direnc [Nens

Not: Eger bir kuruma resmi bir kabul yazisi sunmak istiyorsaniz, Yakin Dogu
Universitesi Bilimsel Arastirmalar Etik Kurulu'na bu yazi ile bagvurup, kurulun
baskaninin imzasini tagiyan resmi bir yazi temin edebilirsiniz.
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