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ABSTRACT

TIME AND STRESS MANAGEMENT: COMPARATIVE SAMPLE OF NEAR
EAST UNIVERSITY AND HAKKARI UNIVERSITY

Peter F. Drucker, one of the authorities of the field of management, said:
“Time is the scarcest resource. If it cannot be managed correctly, nothing can
be considered correctly managed”, emphasizing the importance of time
management. One of the indispensable factors of organizational efficiency is
efficient use and management of time. Time has been an effective
phenomenon in all phases of management process and in flow of all

functions as the most important element of a successful management.

Using time planned and effectively reduces corporate stress as well as
strengthening organizational culture. Undoubtedly, like any educational
institutions whose core output is to produce services, universities are to use
time management, stress management and organizational cultural

phenomena effectively as an instrument of management.

Objective: The aim of this study is to compare the time and stress
management skills of Hakkéari University and Near East University
employees. In this study, while exploring differences between the two
universities with diversity tests, it will also be examined to determine the
extent to which the organizational culture predicts the time management
attitudes and the mediating role of organizational stress in the prediction

procedure.

Method: The universe of this research, which is in definitional quality,
consists of the academic and administrative personnel working in the Near
East University and Hakkari University. In the study, easy sampling methods
were preferred among non-incidental sampling methods. In this context, the
study was carried with a sample group of 638 people who were willing to
participate in the research. The survey method, among quantitative methods,
was used in data collection. In addition to the demographic information form,
the survey form used the time management scale, perceived stress,

organizational stress and Hofstede organization culture scale. Relations



between time and stress management and culture have been tested both by
regression analysis and a model of structural equality.

Results: It was determined that there were significant differences between
time planning, perception of stress, perceived stress, workload,
organizational stress, masculinity/fission, long-term focus between the two
universities; between power distance, avoidance of uncertainty, long-term
focus; between Hofstede culture and organizational stress, Hofstede culture
and time management; between time management and perceived stress,
and time management and organizational stress; it was determined that
Organizational culture statistically and significantly predicted time
management and organizational stress of university employees; and
organizational stress statistically and significantly predicted the time
management of university employees. It was also determined that
organizational stress had an intermediary role between university

organization culture and university employees’ time management.

Discussion: Organizational culture in a university was thought to guide
employees towards time management through organizational stress. In
addition to organizational culture effect, it was observed that changes
occurring in organizational stress sources were also important in leading to
time management. In this context, the current study is thought to provide
beneficial information to experts on this subject since it contributes to the
relevant literature by addressing university organizational culture,

organizational stress and university employees’ time management together.

Keywords: Time management, stress management, Hofstede culture,
Organizational culture, Organizational stress, Perceived stress, Structural
equality model, Intermediary role
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ZAMAN VE STRES YONETIMi: YAKIN DOGU UNIVERSITESI
VE HAKKARI UNIVERSITES|I KARSILASTIRMALI ORNEGI

Yonetim alaninin otoritelerinden Peter F. Drucker'in “Zaman en az bulunan
kaynaktir. Eger o dogru yodnetilemiyorsa hi¢bir sey dogru yodnetiimis
sayllamaz” ifadesi, zaman ydnetiminin énemini ortaya koymaktadir. Orgitsel
verimliliin  vazgecilmez faktorlerinden birisi, zamanin etkili olarak
kullanilmasi ve yoOnetilmesidir. Zaman, basarili bir yonetimin en dnemli
unsuru olarak yonetim surecinin tum asamalarinda ve tum fonksiyonlarin

akisinda etkili bir olgu olmustur.

Zamani planh ve etkin kullanmak, kurumsal stresi azalttigi gibi 6rgutsel
kultiran de glglenmesini saglar. SUphesiz, merkezinde insan olan ve temel
ciktisi hizmet Gretmek olan her egitim kurumu gibi Universiteler de zaman
yonetimi, stres yonetimi ve érgutsel kiltdr olgularini birer yonetim enstrimani

olarak etkin kullanmak durumundadirlar.

Amag: Bu calismanin amaci, Hakkari Universitesi ve Yakin Dogu
Universitesi calisanlarinin zaman ve stres yonetimi becerilerini karsilastirmali
olarak incelemektir. Bu gcalismada farklilik testleri ile iki Gniversite arasindaki
farkhliklar arastiriirken 6rguat kaltGrinin zaman yonetimi tutumlarini ne
Olgude yordadiginin belirlenmesi ve yordamada orgutsel stresin aracilik rolu

de irdelenmektedir.

Yontem: Tanimsal nitelikteki bu arastirmanin evrenini Yakin Dogu
Universitesi ve Hakkari Universitesi'nde goérev yapan akademik ve idari
personeller teskil etmektedir. Calismada, tesadifi olmayan 6rnekleme
yontemlerinden kolayda 6rnekleme yéntemi tercih edilmistir. Bu kapsamda,
arastirmaya katilmaya gonulli olan 638 Kkisilik bir orneklem grubuyla
calisiimistir. Veri toplamada nicel yontemlerden anket yontemi kullaniimistir.
Anket formunda demografik bilgi formunun yani sira zaman ydnetimi olgegi,
algilanan stres, orgutsel stres ve Hofstede orgut kultir olgcegi kullanilmigtir.
Zaman ve stres yonetimi ile kultur arasindaki iligkiler hem regresyon analizleri

hem de yapisal esitlik modeli ile test edilmistir.
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Sonuglar: Iki Universite arasinda zaman planlamasi, stres algisi, algilanan
stres, is yuku, orgutsel stres, erillik/disillik, uzun zamana odaklanma
arasinda; akademik ve idari unvan gruplarina gobre gu¢ mesafesi,
belirsizlikten kaginma, uzun zamana odaklanma arasinda anlamli farklilar
bulundugu; Hofsete kulturd ile érgltsel strese arasinda, Hofstede kultur ile
zaman yonetimi arasinda, zaman yonetimi ile algilanan stres arasinda ve
zaman yonetimi ile orgltsel stres arasinda anlamli iligkiler oldugu; Orgiit
kultara, Universite galisanlarinin zaman yonetimi ve orgutsel stresi; orgutsel
stres de Universite ¢alisanlarinin zaman yonetimini istatistiksel olarak anlamli
bicimde yordadigi gérilmistir. Orgltsel stresin, Universite érgut kiltird ile
universite caliganlarinin zaman yonetimi arasinda kismi aracilik roli oldugu

da tespit edilmigtir.

Tartigma: Universite 6rgit kultirinin galisanlarin  zaman  yonetimine
orgltsel stres aracih@iyla yéneldigi diisunitlmektedir. Orgiit kiltiirli etkisine
ek olarak orgutsel stres kaynaklarinda meydana gelen degisikliklerin zaman
yonetimine yol agmada 6nemli oldugu gorulmektedir. Bu baglamda mevcut
calismanin Universite 6rgut kultart, érgutsel stres ve Universite ¢alisanlarinin
zaman yonetimini birlikte alarak ilgili literatire katki yaparak konunun

uzmanlarina fayda verecek bilgiler sagladigi disunutlmektedir.

Anahtar Kelimeler: Zaman ydnetimi, Stres yonetimi, Hofstede kultiir(, Orgut

kultard, Orgltsel stres, Algilanan stres, Yapisal esitlik modeli, Aracilik roli
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CHAPTER 1
INTRODUCTION

1.1 Problem Status

Today, the event of change experienced rapidly and in an inadmissible way
has confronted organizations and people with phenomenon of adapting to
changes around them. In an environment of global competition, it depends on
organizations being able to maintain their presence and perform well, to
develop the right organizational and management strategies, make the right
decisions, and make the most appropriate changes that need to be made in a
timely and rapid manner. Universities, home of science, are also affected by
all these developments and changes. However, business and activities that
increase and get increasingly complex depending on changes and
developments make works of university personnel, especially academicians,
very difficult since they must carry out many works in a limited time. This
challenge has brought along more time usage for all individuals in the

academic world.

Time and stress management cannot be considered independent of each
other, these two can be discussed as rings of an interconnected chain in a
management sense. In time management, it is necessary to develop general
skills such as goal setting and communication. Development of these skills
can reduce anxiety and stress in both business life and private life.
Therefore, there is a strong relationship between time and stress
management (Ozer, 2010). As an instrument for development of institutions,
time and stress management contribute to individuals and managers and
serve a purpose together with organizational culture. It is a fact that the

stress of the individual also causes organizational stress. Therefore, the



problems of the organization affect people, as well as the problems of the
people working in the organization naturally affect the organization (Guler et
al., 2001). Organizational climate and work stress are factors that make time
management mandatory. Organizational culture is the main facts about
values and norms shared by members of the organization in the
establishment of the management system and in the management of working
employees. Every organization has its unique culture. In this sense,
organizational culture can be specified as beliefs, values and meanings
shared by members of the organization within the organization (Koyuncu,
2010).

In this study, the problem of time and stress management of the academic
and administrative staff of universities was discussed. Within the scope of the
research, it was examined within Near East University and Hakkari University
whether academic and administrative staff were able to manage time
effectively, whether they could cope with stress and how many of these

elements were affected by the cultural structure.

This thesis study consists of six parts. In the first section, which is the
entrance section, the problem status, purpose, importance and limitations of

the research are included.

The second chapter includes time management and theoretical foundations.
In this section with eight subheadings, in the first subheading: an overview of
the concept of time and the importance of time are given. The second sub-
section describes the types of time. The third sub-section includes classic
approaches and analysis in time management. The fourth sub-section
describes modern approaches and analysis in time management. The fifth
sub-section consists of the advantages and disadvantages of time
management approaches. The sixth subheading includes time management
variants. The seventh sub-section specifies the problems encountered in
organizational time management and time traps. The eighth sub-section

contains the instruments for effective use of time.

In the third chapter of the study, the concept of stress, management and

theoretical approaches are main titles. This section consists of nine



subheadings, respectively: Sub-sections such as stress concept and its
discovery, stress-forming factors, stress factors related to organizational
culture, climate and structure, stress management, organizational stress
management and techniques, Selye’s systemic stress theory (general
compliance syndrome), Cannon’s conflict or avoidance approach, Lazarus’s
psychological stress theory and the consequences of stress were discussed

in general.

The fourth chapter of the dissertation is the main title of time management in
individual and collectivist culture. This chapter contains eight sub-sections.
The first sub-section contains an overview of the concept of culture. The
second sub-heading describes the classification of culture, the third sub-
heading summarizes the place of culture in the organization and the concept
of organizational culture. The fourth sub-section is the formation of
organizational culture. The fifth sub-section contains elements of the
organizational culture. The sixth sub-section describes the models of
organizational culture. In the seventh sub-section, the Hofstede culture model
is discussed in sub-dimensions such as individualism/community, power
distance, avoidance of uncertainty, time orientation, tolerance and restraint.
In the eighth sub-section, time management is studied in individualist and

collectivist culture.

The fifth chapter of the study includes comparative field research to study
time and stress management skills at Near East University and Hakkari
University. The Problem of Research, Universe and Sample, Limitations,
Data Collection Tools, Processing and Hypotheses and Data Analysis are

given in this section.

The sixth and final chapter of the study consists of Discussion, Conclusions

and Recommendations.

1.2 Objective of the Research

The aim of this research is to determine whether academic and
administrative personnel at Near East University and Hakkari University are

effectively managing time and stress, as well as whether the culture



(individualistic and collective) culture on stress management of time

management had an intermediary role.

1.3 Importance of the Research

This study examined whether staff effectively manages time and stress and
to the extent to which culture affects this situation, both at a foundation
university and in a state university. Universities are one of the most important
actors to shape social life. Therefore, time management, stress coping and
cultural issues, often included in business research, demonstrate the
importance of this research. Foundation and public universities can have
some differences in corporate culture. At the same time, the fact that our
Near East University is a well-established university operating in the Turkish
Republic of Northern Cyprus and Hakkari University is a newly established
university located in a relatively disadvantaged region undoubtedly brings
with it some differences. In addition, in past studies in the literature, there is
no mediating role of culture. Given all these aspects, it is thought that this

study will make an important contribution to the literature.

1.4 Limitations

First, this research was conducted only on a working group of university
employees who worked at Near East University in Cyprus and Hakkari
University and volunteered to participate in the research. Therefore, it can not
be suggested that the study reflects the current situation at all universities

around the world.



CHAPTER 2
TIME MANAGEMENT AND THEORIC FOUNDATIONS

In this section, theoretical information about time and time management will

be given, and the literature studies on the subject will be discussed.

2.1. An Overview of the Concept of Time and the Importance of Time
2.1.1. Time Concept and its Importance

The concept of time is when an action has passed. In other words, there is
no time if there is no action. Given that everything on earth and in the
universe is stopped for a moment, in such a static environment, time cannot
be mentioned (Sabuncuoglu, 2002). Time according to Turkish Language
Institution: Time is defined as a period in which a job and existence passes,

will pass or is being passed (TDK, 2016).

For centuries, philosophers and scholars have worked hard to explain the
time. Sir Isaac Newton says that time is absolute, it occurs regardless of
whether or not the universe exists. On the other hand, Leibnitz said “Time is
not an entity in its own right, it is just the order of events,” destructing the
Newton’s definition. Like Leibnitz, Albert Einstein says “We measure the time
according to the sequence of events, apart from these events, it has no
presence”. According to this, the train will not come to the station at 7:00. The
train arrives at the station as soon as the clock shows seven. Time is

explained in such a way (Smith, 1998).

According to Mackenzie, most of us also sense another feature of time: Time
is a source. Furthermore, time is an extremely excellent resource that is
priceless to its value. However, time cannot be saved like money, and it

cannot be stored like raw materials. Whether we want it or not, we have to



spend the time. Even minute by minute... And every minute at a certain
speed of 60 seconds. We cannot stop and start it like a machine. Like an
officer and a worker, we cannot replace them. Time is something that cannot
be captured again. As Chaplin Tyler said “Time is the most brutal, rigid

element in life” (Mackenzie, 1989).

Accordingly, renowned mathematics physicist, Roger Penrose, humans have
a subjective feeling that the time passes. However, physicists agree that the
sense of flow of time is only an illusion. What we call passing time is about
our perceptions. The passing of time is a misleading feeling or illusion that is

happening in our world of perception (Tengilimoglu et al., 2015).

Despite Einstein’s relative theory of time, traditional acceptance is based on
the assumption that man lives with memories of the past, with his actions and
the present time, and with his hopes in the future. Man’s life, in Leibniz’s
words; concludes that it is an entity that “carries the burden of human past

and tending to the future” (Tengilimoglu et al., 2015).

Time, as the definitions suggest, is an unrenewed resource of great
importance in human life, with social, economic and historical value. Today,
economists and businesses consider time as “a resource that is among
scarce resources and has economic value that is impossible to return, that
cannot be accumulated, stopped and deferred, and should be well-evaluated
due to all these factors” (Dalkiran, 2014).

A common perception of time tells us that it is the same amount for everyone.
Indeed, time is a measurable thing. Time is independent of space and flows
relentlessly forward (Atkinson, 1997). Thus, time is also a universal resource
for all professional groups and individuals. There are no substitute materials
for time. Time is impossible to stop; it is constant and it is lost as it flows.
Time refers to only one-way flow from the past to the present and going to

tomorrow, constantly and irreversible (Eren, 2003).

Therefore, whether we realize it or not, time, which passes, is like the rivers
that flow. There is no way to wash twice in a river that flows, and there is no

possibility of the same time happening twice. Because there is no way for



time to come back or stop. Therefore, what individuals need to do is to be
able to fit more activity into this time by doing more work in the running time
(Ardig, 2010). All these definitions attributed to time emphasize that time is a
unique object for all the work and processes that may be in life. Nothing can
be done or succeeded without wasting time. Therefore, it is inevitable that
time management instruments are effectively and efficiently evaluated by
using them in the right places and for the right jobs.

2.1.2. Time Management Concept

The concept of time management is not in the sense of managing the real
time that flows steadily; to manage ourselves in a harmonious way.
Managing time is the most important element in the ability to perform all jobs
and activities at the same time, as well as time, as much work and activity as
possible can be fit. In short, time management is understood as the
management of jobs and activities within a certain period of time

(Tengilimoglu et al., 2011).

According to Peter Drucker (Mackenzie, 1989), if an administrator cannot
manage himself effectively, his talent, skill, experience, or knowledge is not
enough to make him an administrator. Not every individual or manager who
knows this fact should be able to understand the importance of managing

himself over time, not the time.

Time management is a method that can be applied not only for our business
life, but also for personal and family life. In fact, time management appeals to
everyone from all professional groups, from women to men, young people to
the elderly, or even from all professional groups that work or do not work
(Atkinson, 1997). It is not enough for mankind to divide time and set limits,
the important thing is to manage himself and his activities within the time
limits. According to Hyrum Wrum (1998), “If you cannot constantly create the
opportunity to do really important and meaningful things from your point of
view, being more organized will only consume your time and make you more
disappointed”. Using time more effectively by prioritizing important jobs will

bring success to the administrator.



In time management process, tools are used such as activity books, motion
plans, priority to-do list, personal goal setting, effective programming, and
general repetitions that prevent postponing in time management process and
facilitate decision making to business priorities (Rivera, 2007). The main
factors that determine or influence effective management of organizational
time can be listed as setting priorities, planning, effective communication,
decision-making, transfer of powers, managing the time of subordinates,
managing the top manager, eliminating deductions (Toksoy, 2010). Factors
that are caused by personal and cultural characteristics and lead to time
losses or causing us to use time poorly are called time traps (Tengilimlioglu
et al., 2007).

Time is unstoppable and cannot be stored. Naturally, value of time varies
depending on its right or wrong use. People know that it is better to use time
correctly rather than wasting it and to have control over time while sparing
time for activities. People who learn that time vary depending on their use,
and are generally aware of the more effective use of time in which cases
(Festjens and Janiszewski, 2015). In other words, people are aware that the
value of time has changed. Changing value of time as per usage and
knowing its importance indicate that there is more need for time management
(Juhnke et al., 2013).

Many in the community think that money is the most vital source of
organizations, most of the sources of governance. However, when time is not
used effectively, both money and productivity loss are inevitable (Can, 2002).
When managing time to achieve goals, it is necessary to determine and

regulate what is intended to do.

2.1.3. Time Management Concept

In terms of time management, time management processes consist of eight
stages. These include time usage analysis consists of defining time
problems, identifying self-identification, identifying goals and priorities,
transferring program goals to implementation plans, preparing daily programs
and guides, developing time management techniques, monitoring and re-

analysis of the process. Figure 1 shows these stages.
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Figure 1. Active Time Management Process

Resources: Compiled from Gumusgul, 2013, 25.

2.1.3.1. Time Usage Analysis

The main goal in time usage analysis is what can be done for effective time
management. Clearly revealing and improving objectives should be one of
the priority jobs. Priorities should be determined and positive thoughts should
be developed for their use. Atkinson (1997) indicates that “it is very easy to
get lost in a swamp of mis-defined, uncertain targets. You should specifically

specify what you mean when determining your goals.” When most people are
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setting up the goals they want to achieve, a foggy-hazy picture emerges, so
even when you say that you make your definitions well in any case, it actually
emphasizes the fact that time usage should be analyzed very well. J.Atkinson
indicates as follows: “Time control can be managed more effectively through
short, medium and long-term plans”. Time control can be managed more
effectively through short, medium and long-term plans. Time-use rulers help
determine whether the time is managed by the person himself or by habits or
external factors, how much time he takes for which jobs, which jobs are
unnecessary, which are important, thus creating a constant control over time,
preventing time wasting, thus providing effective time management (Ardig,
2010).

2.1.3.2. Defining Time Problems

The second phase of the time management process is to identify very clearly
and clearly the real problems in losing time. Time traps that prevent efficient
management of time can be discussed in four topics such as time traps
originating from people, originating from jobs, originating from management
approach, or originating from the structure of the organization or the policies
implemented. At this stage of the time management process, time traps,
which are primarily the reasons for time loss, must be identified and
effectively controlled. Since the time phenomenon concerns today and
tomorrow, planning should be done specifically at the point of how time

should be used.

2.1.3.3. Self-ldentification

The person must determine which of “A” or “B” personality categories he/she
is included in. Without determining the personality type, time management is
not scheduled (Tengilimoglu et al., 2015). At this stage, it is very important for
people to get to know themselves and also to do situation analysis based on
their abilities. An effective time planning is carried out according to

personality determination and criteria.
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2.1.3.4. Setting goals and priorities

At this stage of the time management process, the objectives are determined
and priorities are determined that will lead to these purposes. An action plan
is prepared for the adequacy and duration of human and physical resources
that will lead to the goals. Objectives must be specific and in line with

business life.

2.1.3.5. Transferring program goals to implementation plans

To achieve the predetermined targets at this stage of the time management
process, the activity must be planned. Preparation of a basic activity plan is
also created in this phase; in the plan, it is indicated how, when, where and
by whom the task, which is specified why it should be done with a purpose

expression formulated very well, is carried out (Ardig, 2010).

2.1.3.6. Preparing daily programs and guides

In the sixth phase of the time management process, short-term plans and
programs are prepared based on basic operational plans. Short-term
planning and programming include two important steps. The first step is to
plan a weekly period, and secondly, to prepare a daily activity plan based on
this weekly plan (Samuk, 2014).

2.1.3.7. Improving time management techniques

At this stage, the instruments to be developed to overcome the individual and
environmental problems that cause the loss of time come into play. Factors
preventing the effective and efficient use of time can be eliminated by
checking time thieves such as deductions, delays, poor planning, open door
policy, appointments, unplanned meetings, which cause a large amount of

time wasting.

2.1.3.8. Monitoring and rebuilding the process

At this stage, which is the final stage in the time management process, there
is a return, i.e. a notification. In this phase, both the application and the post-
application process are evaluated by the time managers. If the results are

achieved in a way expected, the efforts of improvement in the process
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continue, but if the results come out contrary to expectations, the process is
examined to determine at what stage of disruption occurs, and re-enactment
of these stages is made to ensure functionality of the process (Ozdemir,
2006).

2.1.4. Time Management and Pareto Policy Analysis

Developed by Pareto, an Italian economist and sociologist who lived in the
19th century, “Pareto Policy” is one of the important works on what priorities
are. According to Pareto Policy, important volumes in a group contain only a
small fraction of the total volumes within that group. J. Juran, who
implemented the Pareto principle to the administration, used “a few

important” and “many trivial” phrases in practice.

While 20% of components deliver high returns, while 80% of them deliver low
returns. Thus, for example, 20% of a factory's products produce 80% of its

total profits. Likewise, 20% of the workforce does 80% of efficient work.

The time principle developed by Pareto is also known as the 80/20 rule. The
policy points to the tendency of some elements in a system to provide more
outputs than other elements. In terms of Time Management, 80% of success
is due to 20% of the time allocated for that job. The purpose of this is to know
which 20%-time frame provides productivity (Tengilimoglu et al., 2015). In
practice, this principle is also known as the principle of concentration or

condensation. Pareto time principle is given in Figure 2.

—
“A lot, but Results
insignificant” Time oo
Spent
200 ——>] Results
Time
8094
“A few, but Sp((e)nt 6
insignificant™ 20% P

Figure 2. Pareto Time Policy

Resource: Mackenzie R.A. 1989.73.
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The principle of concentration or condensation is an old principle. In the field
of military logistics, it is always important to use force that is superior to the
enemy at a vital time and decision point. In the past years, it is known that
many naval wars were won by forces that are far behind in numerical
perspectives. The most typical battle plan, which was implemented in the
face of such situations where the powers are not equal, was intended to
destroy enemy ships one by one by small ship groups. With the maneuvers,
all power was gathered to one point, a powerful and destructive blow, aimed
at achieving the supremacy temporarily (Mackenzie, 1989).

2.2. Time Types

Management science and time management literature contain various types
of time. There are many types of time, such as real time, psychological time,
biological time, managerial time, organizational time, economic time and
sociological time. The objective time under this title, subjective time and
biological time are generally contained as described below. Other types of

time contain meaning according to various branches of science.

2.2.1. Real (Objective) Time

Objective time is the time that makes the actual physical effect. To better
understand the physical effects of time, time is expressed by mankind by
being divided into units. Objective time refers to time, time measurable with
clock. The concept of real time is the concept of time that occurs as a result
of the Earth’s movements around the Sun. The concept of time is constant
and in the same way for all people (Tengilimoglu et al., 2015). When
approaching time management, good management of real time means that

more jobs and activities are fit into time zones.

2.2.2. Psychological (Subjective) Time

Objective time is time-measurable, but subjective time is very difficult to
measure and evaluate. Subjectivity can vary based on time, situation and
conditions. For example, in chess, time is very slow in terms of those who
have nothing to do with the game, while in terms of those who are players, it

passes very quickly. In other words, subjective time is a type of time that
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varies according to the work that people do and show interest (Erdem and
Kaya, 1998). Psychological time is also known as the time felt or perceived. If
individual passes time in a pleasant and funny way, it is perceived as short; if
individual passes time in a boring way, time can be perceived as long.

2.2.3. Biological (Instinctive) Time

Natural rhythm due to the innate properties of individuals that can control
their inner balance is defined as biological time. Biological time is linked to
sunlight, temperatures, humidity, weather conditions and climates. However,
there is no relationship between the biological time and the mechanical and
chronological time that can be measured with the help of clock (Samuk,
2014). In fact, instinctive time is a time when it has an impact on living
beings. There is a “body clock” that regulates the lives of living beings and
ensures that organs perform their vital functions just in time. The behavior of
some of the animals, such as mating during certain periods, hibernation
during certain periods, can be explained in relation to this system in their

body hours (Tengilimoglu et al., 2015).

2.3. Classic Approaches in Time Management and Analysis

There are different approaches developed in evaluating and managing
individual time. Among these: While the regular life approach, the Warrior
approach, the ABC approach are considered as classic approaches; the
magic tool approach, skill approach, targeting approach, healing approach

and self-discharge approach are considered as modern approaches.

2.3.1. Regular Life Approach

Personal time management begins with a classic time management
approach, regular life or a self-recovery approach with another name. The
self-recovery approach means that a significant number of problems in time
management are due to irregularities in our lives. Usually, it is hard to find
what we are looking for at the same time, and it constantly disappears by
boiling things in between. For the most part, the answer is within the system:

Systems in which filings, inbound-outbound documents, reminders and data
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are saved. These systems focus mainly on the arrangements made in the

three areas mentioned below (Sabuncuoglu and Pasa, 2002).

e Arrangement of objects: It refers to the arrangement of everything in
many other areas, such as keys, computer screens, filing systems,
paper cabinets, office spaces and kitchen areas.

e Organizing tasks: It refers to arranging “to-do” in a regularity and
specific order by means of using various tools such as basic lits,
complex planning tables and project management software.

e Organizing people: Identification of the work that both we and other
individuals can do, transfer of powers, establishment of monitoring and

tracking systems to dominate the events that are taking place.

The layout approach transcends individual applications and switches to
corporate applications. If a company falls into a difficult situation, they enter a
period of “self-recovery” by making a shake-up with rearrangements and
restructure. To be successful, managers must be able to start a business
first, continue and succeed. In doing so, they should use the time in the most

effective way (Sabuncuoglu and Pasa, 2002).

2.3.2. Warrior Approach

The warrior approach focuses on preserving the time devoted to oneself. We
are in an extremely intense and stressful business environment. As the name
suggests, the warrior approach focuses on preserving the individual’s own
time and production against all time traps. Here, it should be the basic
philosophy that managers do not divide time into trivial and non-urgent jobs.
The manager, who divides a significant part of his time into important and
urgent work, will be able to use his thinking more effectively by doing very

urgent and priority jobs.

The person who fights against time tries to eliminate the traps of time.
Therefore, the warrior approach focuses on taking time with the aim of
protecting oneself, working efficiently and independently enough. The strong
methods contained in the warrior approach are as described below

(Tengilimoglu et al., 2015).
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e |solating oneself: By commissioning his secretary, closing the doors,
using an answering machine, refusing unmeaningful communications
and unnecessary appointments.

e Being alone: To go to a place where you can stay alone to find a
comfortable environment, i.e. retreating.

e Transfer of authority: To transfer tasks to others in order to find time

for more effective work.

2.3.3. ABC Approach

This approach is based on determining priorites and managing time
considering the values. At the core of the ABC approach is the phenomenon
of “you can do what you want, but you cannot do everything.” The techniques
of this approach are to intensify the most important tasks of the efforts, clarify
values and rank the task.

The ABC approach is similar to the target approach and is inspired by it.
Besides, sequence is added as an important concept, and its assertion is that
“if we know which goal we want to achieve, we need to focus our efforts in
that direction and on these tasks, we will succeed in that job and achieve
happiness (Tengilimoglu et al., 2015). The most valuable of individuals is that
checking their time provides the individual with the following conveniences
(Sabuncuoglu and Pasa, 2002).

e |t helps minimize losses,

e |tis always ready for meetings,

e |t allows the extra workload to be rejected,

e |t ensures that progress in projects is monitored and controlled,

e It ensures that days are planned effectively,

e |t allows time to be allocated according to the importance of things,

e It ensures that long-term projects are taken into account without

ignoring them.
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2.4. Classic Approaches in Time Management and Analysis
2.4.1. Magic Tool Approach

The magic tool approach advocates the use of the right tools and equipment
while managing time. It is based on the assumption that accurate planning,
accurate calendars, accurate computer programs, right desktop slots will
contribute to us by strengthening the quality of life. These tools allow us to
plan and achieve our goals according to priorities. The use of the right tools
can make significant differences in our lives, from building a home to building
a life (Gumusgul, 2013). According to Tengilimoglu et al. (2015), they
assume that if the desired features are found in the vehicles used in the
Magic Vehicle Approach, this will make a magical contribution to time

management and effectiveness.

In the magic vehicle approach, there are methods that can be used to
improve quality of life and standards, and it states that if the right vehicle is
used in the right place, it will give you the power to improve quality of life.
These tools help us to truly follow our priorities, plan our businesses and get

basic information easily.

2.4.2. Skill Approach

Time management is basically a skill and these skills are important for good
use of time. There are techniques such as long and short-term plans, goals
determination, revitalization in our eyes, positive thinking and self-motivation.
It also includes proper use of time in place as well as in other efficient
sources in effective time management (GUmusgul, 2013). It is not enough to
work hard to succeed today, but success requires effective work. Effective
work can only be possible by having knowledge and skill. Skill allows jobs to
be seen without spending a lot of energy. According to Sabuncuoglu and
Pasa (2002), the way to provide effectiveness within today’s world is
highlighted by emphasizing that it is necessary to specialize in the following
skills (Sabuncuoglu and Pasa, 2002):

e Using a planner or appointment book,

e Creating a list of to-dos,
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e Determination of targets,
e Transfer of powers,
e Planning,

e Making arrangement by determining priorities.

2.4.3. Goal Setting Approach

At the heart of this approach lies the idea that “know what you want and
strive to achieve it” Long, medium and short-term planning includes
techniques such as setting goals, reviving them, self-motivation (Tengilimoglu
et al., 2015). Continuous effort is essential to achieve the goals. According to
H.W. Smith, when we do not make any efforts, naturally we are comfortable.
However, getting rid of the lethargy of the comfort zone requires a great deal
of effort. Goals based on values focus all our efforts at certain points and are
strong enough to remove each of us from the uniformity we get stuck in
(Smith,1998).

2.4.4. Improvement Approach

Also defined as “Rehabilitation Approach” or “Self-Consciousness Approach”,
Improvement Approach is one of time management approaches that aspires
to improving psychological and sociological inadequacies such as
perfectionism, over-detailing, inability to use resources effectively, leaving
things in dissipation, easily affected by past fragilities, fear of failure or
success, fear of transfer of authority, tendency to enjoy others created by
childhood and environmental pressure, which all prevent effective time
management (Uyaniker, 2014). According to Tengilimoglu et al. (2015), the
improvement approach in time management is based on environmental,

social, cultural or psychological reasons.

2.4.5. Drop Yourself in the Current Approach

In this approach, a number of different assumptions about time and life are
produced compared to the traditional time method. Within the framework of
the paradigm at its core, being able to return to the natural routines of life by
learning to “get caught up in the current” causes spontaneous and

unexpected opportunities that exist in our lives (Gugll, 2001). Within the
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scope of this approach, the main important thing is not to manage time, but to

integrate oneself into natural flow over time.

2.5. Advantages and Disadvantages of Time Management Approaches

Under this title, the advantages (strengths) and disadvantages of classic and
modern time management approaches are discussed together and
explained.

2.5.1. Regular Life Approach

According to Guglu (2001), the advantages and disadvantages of this
approach are as described below.

Advantages: With this approach, we save time and cause us to work much
more efficiently. We cannot waste time searching for keys, clothes or missing

reports. We cannot waste our efforts.

Disadvantages: The regulations become a tool itself beyond being a tool for
higher targets. That is what is dangerous about it. A significant part of the
time is spent on planning rather than production. A lot of people think they
are doing their job struggling with the plan. When exceeding the limit, the
power of planning is weakened (Gugll, 2001). Over-strictness and being
mechanic can remove from flexibility. This is not useful for both individuals

and institutions.

2.5.2. Warrior Approach

According to Sabuncuoglu and Pasa (2002), the advantages and

disadvantages of the warrior approach can be stated as follows.

Advantages: The strength of this approach is that time responsibility is based
on the basis of individual undertaking. We can be more productive if we have
a time when we are not calm and disturbed so that we can work effectively

and independently. Creativity needs this kind of time.

Disadvantages: In this approach, others are mainly seen as enemies. “You
interfere with other’'s program before they interfere with yours.” It is a

paradigm that considers survival: Isolate, segregate, digest, set a border. The
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management of the meetings held without getting angry with participants.
With the help of this approach, it can allow other people to get out of our way
to do everything we want. However, these defensive reactive attitudes often
lead to manipulations of other individuals and turn them into self-verifying

prophecy (Sabuncuoglu and Pasa, 2002).

2.5.3. ABC Approach

The weaknesses and strengths of this approach, based on the order of
priorities and the idea of determining values, are described below.

Advantages: The ABC approach actually comes as a classic “priority for
important jobs” approach. It enables the creation of a layout and pipeline.
This approach allows us to understand the difference between the work
planned and the priority tasks. Recently written works stop considering the
priorities that can last for life. They emphasize that the important jobs are
linked to our values and beliefs and the importance of clarifying our values

(Tengilimoglu et al., 2015).

Disadvantages: Clarifying our values is that it ignores the fact that quality of
life is determined by principles and natural laws. This neglect often leads
people to adopt and monitor values that are often contradictory to the laws of

nature. These values only lead to a sense of frustration and failure.

2.5.4. Magic Tool Approach

Advantages: There is a sense of order from holding something that evokes
order. There is a sense of satisfaction from taking notes, marking the work

done on the list, watching important things in our lives carefully.

Disadvantages: The basic assumptions about the fact that technology is the
answer to everything is wrong. Even the tools that achieve the perfection at
hand cannot replace vision, measurement, creativity, character or
competence. Like the inability to create a good photographer with a good
camera. A great planner does not create a great life either; however, a new
planner or road map usually includes such promises. The current quality

vehicle can help improve our ability to create quality of life, but it is certainly
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not possible to create it for us (Sabuncuoglu, Pasa, 2002: 39, Gumusgul,
2013).

2.5.5. Skill Approach

Advantages: The implementation of the skills approach in time management
makes it easy to achieve goals by having a positive impact on improving
people’s performance. Skill allows you to see things by using a small amount
of energy and taking limited time. The issue of good time management is

nothing more than “time management” (Tutar, 2011; Karaoglu, 2015).

Disadvantages: The subject of personal or institutional quality depends on
the ability of individuals to align their characters and behaviors with
principles, rather than skill and technical issues. Many of today’s training
programs on time management consist of mixed packs, which are
interspersed into a few principles, such as some techniques and time-saving
tricks and sorting of planning and priorities. However, it is rare that individuals
are getting stronger by applying these principles. Skills cannot respond alone
(Karaoglu, 2015).

2.5.6. Goal Setting Approach

Advantages: It is that they can achieve success when a purpose is placed on
their employees or organizations within a given period of time and achieve

what is desired.

Disadvantages: The extraordinary efforts of the employees in order to reach
the intended point constitute disappointments in their employees if success is

not achieved or if the level of success achieved is not satisfied (Sahin, 2015).

2.5.7. Improvement Approach

Advantages: The positive aspect of this approach is that it considers cultural,
social and environmental elements to the point of time management. By
improving these factors, individuals can address their shortcomings and
achieve their goals more effectively. The problem-oriented can bring with it

improvement. This prepares individuals for changes and developments.



22

Disadvantages: The fact that there are cultural differences and the values of
the judiciary are different from society to society, so that a standardization
cannot be achieved. It does not include general principles for the solution, it

Is narrow and does not deal with scope and time management issues.

2.1.5.8. Drop Yourself in the Current Approach

Advantages: With this approach, the harmony of natural flow with internal
consistency can perhaps provide people with comfort or motivation when
considered together. Spending time in nature and extraordinary, spending
hours away from daily stresses and everything is undoubtedly useful to man.
Moving away from the constant pressure of urgent affairs and listening to

yourself can add quality to our lives.

Disadvantages: Since there is an approach that lacks planning and goals, its
effects can be considered to be neutral. It has no concrete contribution to
time management. It can cause weakening of important facts such as duty
and purpose. If a philosophy of reaction becomes a philosophy of reaction, it

causes unhappiness because it supports constant escape.

2.6. Time Management Types

Mackenzie in his study, “The Time Trap” (1989), indicated as follows “Time
management is a very special and personal thing. You can choose one of the
hundreds of proposals offered and evaluate it according to your own needs;
dominating time requires strength.” When we consider the diversity of
modern people’s tastes and preferences today, it is clear that if individuals
and managers do not evaluate their time decisively and planned, they will
pay a great price. It is useful to explain the kinds of time management to

manage the time we have more effectively.

2.6.1. Management of Personal Time

Personal time is the type of time that individuals have each of them equally
and that they spend equally to carry out activities related to them both within
and outside the organization where they work. Good use of personal time

means that individuals can control their lives. All of this is necessary and
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important for individuals to develop healthier from psychological perspectives
and to be successful (Karaoglu, 2015). Control of personal time is a
phenomenon that is entirely in the person’s savings. Efficient use of this time

type makes the individual effective and successful.

Time management is the most appropriate type of concept that can be used
to manage activities over a given period of time. “Time management is a
conscious control of time to meet needs and achieve goals.” Conscious
efforts to manage time support the ability of individuals to reach the results of
their activities in a much more efficient and efficient manner (Orércti, Kanbur,
Tikici, 2007). Individuals who do not manage their own time well are forced to
stress due to the pressure of time. One of the most obvious and important
features of the age we live in, and the one at the beginning is undoubtedly a

waste of time (Tengilimoglu et al., 2015).

In order not to be a prisoner of time when managing personal time, we have
to plan well and set our goals well so that we can be the master of time.
Otherwise, the work will stress us, and we will be under pressure. The time to
better manage your personal time must be controlled. According to

Tengilimoglu et al. (2015), the stages of personal time are as follows:

e Determination of personal time use
e Analysis of time usage problems
e Making a personal action plan and providing the resources needed

e Realizing the action plan

Time management basically refers to self-management; it allows us to control
the events in our lives, and it is the ability of individuals to manage events by
self-directing. How much of the events we are experiencing happen in the
way we desire? How much formation of such event are we decisive? What is
our influence in the occurrence of these events? The answers in these
guestions actually reflect our success in managing our own time (Gugld,
2001). Human beings who are smart enough to control everything, even the
world, must remember that they will not succeed unless they control their

time.
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2.6.2. Management of Work Time

Time is among the resources that mankind most complained about famine of
which over the ages (Karaoglu, 2015). It has become imperative that
everyone who works professionally use their time effectively and efficiently by
cleverly planning. Because time is our asset or presence that we cannot
save, we cannot borrow, we cannot buy, we cannot replicate, we just use it. It
also requires using time for each job and service (Eren, 2003). Work time is a
time environment that occurs when performing functions other than the
objectives of the organization and other than the administrative functions
(Yildirim, 2015).

Work time is the part of personal time in working life. In managing the work
time, as much as individual, colleagues, managers and the structure of
organizational functioning are also very effective. Managers have roles in
guiding and overseeing employees’ work time (Kilig, 2015: 14). According to
Business Week magazine editors, the most important source in an
organization is time rather than money. Time certainly does not resemble
other sources (Akatay, Yelkikalan, 2008). We have no choice but to use the
time that is impossible to regain. Because the right time management gives

the fact that all other resources are managed effectively and correctly.

2.6.3. Management of Managerial Time

Managerial time refers to the time that managers have allocated and used to
perform management functions easily. At all levels of management, all
managers define managerial time as time allocated to their managerial work

other than rational processes (Akatay, Yelkikalan, 2008).

Managerial time is durations that are spent on the functional efforts that
managers have put forward to achieve their goals in organizations. The most
important resource for management is time. It is the responsibility of
managers to use the time source in the most efficient and conscious way.
Managers try to prevent their personal knowledge, experience and skills from
wasting time by using this issue (Tengilimoglu et al., 2015). Well-trained,

competent managers with leadership characteristics are the ones who have a
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high level of competence in dominating time. Dominating time means
controlling time and managing it. Managing time is to be able to order events

and facts according to their priorities (Guglu, 2001).

It is very important that managers answer the following questions about time
management: What is most important among events? Which one can | easily
postpone? Which ones can | hand over to others? Which ones do not have to
be wasted, and if it is not done, nothing is lost? Which one can | do very
quickly? How do | edit my daily plan to do the most urgent? (Fidan, 2011).
These questions guide for effective use of managerial time.

Ensuring that managerial time is used effectively provides some advantages
to organizations and managers. Effective use of management time in
administrators can prevent stress that occurs primarily on them due to a lack
of time and that creates negative effects. It allows them to find the time they
need to achieve their goals both in private and related to their business lives,
and to be able to perform much more work during their current working time.
It will allow them to weigh on the work that contributes constructively to
organizational studies, keep up with the changes, and gain time to follow
developments with their competitors. In summary, the effective use of
management times individually and essentially will result in a much faster,
more efficient and efficient access to the results they desire (Kilig, 2015;
Akatay, Yelkikalan, 2008).

2.6.4. Management of Organizational Time

Organization and organizing can be expressed mainly as the organization of
human and material factors, the objectives of enterprises by performing
effectively and efficiently (Yildirim, 2015). The concept of organizational time
refers to the total amount of time spent by the personnel and machines in the
specified time period to produce goods and provide services by the

organization (Yilmaz and Aslan, 2002).

The management of organizational time is the development, production,
decision making of new products by organizations, and the effective use of

time in customer relations and relations with other organizations. The
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purpose of organizational time management is to minimize the time used in
the realization of business activities (Kilig, 2015). However, the concept of
time for each organization varies. Therefore, the period of reaching the
purpose to be reached also varies. Therefore, it is difficult to talk about a
certain standard in organizational time management. The important thing is
to observe the harmony of decision-making processes and the administrative

times of organizations.

Effective Administrators use the time source in an in-place and efficient
manner, as in other sources; the reason is that the priorities are known and
that they successfully implement the necessary planning in order to do so.
Time planning ensures that a regularity, actions and tasks are carried out in
jobs and habits on time (Tengilimoglu et al., 2015). Today, every manager
acknowledges that time is an inseparable resource for organizations and

takes care of the use of time to achieve organizational purposes.

2.7. Problems and Time Traps Encountered in Organizational Time

Management

It is very important for time management to determine and control the time
traps that cause managers to lose time. Under this title; time traps arising
from the person, time traps caused by work, time traps arising from work,
time traps arising from management mentality and time traps arising from

organizational structures and policies will be explained briefly.

2.7.1 Time Traps Arising from Person
2.7.1.1. Uncertainty of Priorities

From the point of Managers, the time they have is usually not enough to do
all the work they think. Therefore, the planned work must be done in order of
priority and importance. Not paying attention to priorities and importance in
doing things, and mixing urgent affairs and important works are actually a
result of planlessness (Erdem, Kaya, 1998: 103). One of the most important
time management skills that both individuals and managers should develop
and have is to be able to set priorities. According to H.W.Smith (1995 44),

“You probably have very little control in a workplace where priorities are
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variable, and the only option is to leave it in the current or adapt.” The
uncertainty and variability of priorities is one of the most important time
thieves in a workplace. Non-stop front change can lead to fatigue and defeat.

2.7.1.2. Postponement and Distraction

Mackenzie indicated “Sometimes, we deliberately ignore tasks we do not like.
Dragging it out ranks first on almost every manager’s list of time traps. This is
a close relative of incompetence and inefficiency. Managers who have the
habit of dragging things on are those who invite their work to be blocked”
(Mackenzie,1989). To get rid of this habit, managers have to learn and

eliminate the reasons for the postponement.

One of the key reasons for procrastination can be listed as follows: the lack
of knowledge, fear of inability to succeed, irregularity and poor planning,
excessive workload, uncertainty of the goals and the phenomenon of
laziness. H.Smith says “Whatever the reason, it is a deadly time thief to
procrastinate. The best way to overcome this is to add an element of urgency
to the work we leave in the distraction” (Smith, 2007). And to avoid the habit

of dragging, he makes the following suggestions:

e The detection of a deadline leads to the creation of a state of urgency
that is not there.

e Doing the most unpleasant job first allows you to look at the more
enjoyable work ahead and get excited and spend your day with
positive emotions.

e Making a job a game turns annoying things into fun.

e |dentifying a reward motivates you to finish the job quickly.

We might want to do some more work that you like done now. But the normal
course of things may not always be gratifying. Not every job may be equally
gratifying. Distraction is a bit of a pleasant, a little pleasant, putting it in front
of the distresser (Atkinson, 1997).
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2.7.1.3. Not Being Able to Say No

It is one of the time-saving methods for an administrator to learn to say No
(Erdem, Kaya, 1998). Usually saying Yes creates an obligation and a case of
undertaking. But we have to admit, it is easier to say No than say Yes,
contrary to what is known. Administrators should act with the awareness that
being able to say No in appropriate language in matters they do not want or
cannot overcome will save them time, so that they should not allow others to
steal their time.

2.7.1.4. Stress

In one of the definitions of stress, it is summarized as the distress people fall
into because they cannot meet the demands above the human possibilities
(Atkinson, 1997). Poor time management is an important factor that causes
stress. Because every individual and manager under pressure from time
means they are inviting stress. Stress can also lead to numerous health
problems, which can leave individuals back from work and health problems in
business and management life. It is important that we try to identify and
control the stressors well to work efficiently and effectively we beat the trap of

time.

2.7.1.5. Negative Personal Attitude

As a subjective stress dimension, negative sensation points to many negative
situations such as anger, guilt, nervousness, boredom and humiliation (Sigri
ve Gurblz, 2014). These situations cause people to have negative personal

attitudes. Such behavior causes personal time traps to form.

Those who exhibit negative personal attitudes and behaviors are often those
who cannot reconcile with themselves and constantly disturb those around
them. However, the aforementioned negative personal attitudes and
behaviors caused by the person himself and those around him will be
negatively affected, and will reduce not only the person’s own performance
but also those nearby (Kilig, 2015). Those who cannot make the best they
are asked to do work out of capacity which leads to inefficiency. Inefficiency

means that other resources, especially time, are not used effectively. Not
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only seeing life white or black but also displaying a management style with
all-or-nothing mindset also causes us to fall into a vortex of time. The positive
personal attitude creates synergy because the manager will be a source of
morale to those around him at first.

2.7.1.6. Hastiness

People rush because they rush as personalities, not because they do a lot of
work. Time management should never be to do things in a panicked state.
That is also not necessary. Hastiness does not make sense of using time
effectively. Individuals are in a hurry because they are unable to manage
their time, so they are under a time pressure. Those who establish the
balance of work and life well do not feel the need to hurry due to

timelessness (Tengilimogdlu et al., 2015).

Managers can take important jobs away from emergency jobs and reduce
time pressure. Because some of the things known as emergency may not
really be important. Sensing the difference between both situations is also a
skill of management. According to widespread beliefs, many of the crisis
situations are assumed to be caused by time pressure and jobs that are
thought to be urgent. Another way to get rid of hastiness is to spend time
using a planned, otherwise the lure of urgent jobs will always deceive

managers.

2.7.1.7. Instability

Every decision is a risk. There is no risk-free decision. Even if an
administrator knows all the facts and details, he still faces risk, as Peter
Drucer says, “most managers see the decision not as an opportunity, but as
a problem. As a result of this, they seek a solution that is not very lucrative
but will not cost as much as possible. Every decision is an effort to balance
risks, gains and losses” (Mackenzie, 1989). One of the biggest time traps is
indecision, brought with it fear and anxiety, so the person gets tired before he
starts work and becomes unable to do business. Those who have the
authority to make decisions should use the initiative to make decisions as

accurate and as fast as possible, inspired by the fact that “even the worst
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decision is better than not making any decisions at all.” Indecision or late
decisions leave no chance of correcting the error. When you make a
decision, do not make a rash judgment. Check the facts. Get your opinions
from other people (Folino,1999).

2.7.1.8. Avoiding the Difficult

Seeing a job bigger is like suffering a pain in your back. Mental perceptions
are closed. Your soul darkens and you get bored. You are constantly busy
with that, and your productivity in other things that need to be done
decreases. It is best to get this thing out of the way. By means of acting
according to the proverb “Fear is of no use to the dead”, individuals should
not avoid facing fears (Tengilimoglu et al., 2015). As a necessity of being
human, social, emotional and mental comfort and relaxation points emerge in
each individual. Finding a way of these spots and get rid of both them and
physical comfort zones make it easier to avoid the difficult. The habit of
delaying hard work and always prioritizing easy work put you deadlocked in
this regard. Finishing easy jobs can give us pleasure, but it is going to get

behind in important jobs.

2.7.1.9. Being under the Control of Habits

Habits are the key to success. Habits that work in your favor are good habits.
These good habits are the mind programs that successful people use to keep
themselves in front of the team (Allan, 1999). Changing is something we
want. The proverb, “we cannot wash in a river twice” teaches that change is
inevitable. We change quickly according to our nature as humans. We should
be able to get rid of our bad habits without becoming stubborn because they
are not in our favor. Because bad habits are habits that can resist change.
Habits that lead to a waste of time are bad habits. Even if we like it because it
prevents change, getting rid of bad habits will have positive consequences

for time management.

2.7.1.10. Underestimating and Prejudices

Underestimating and prejudices occur either because people do not take the

realities of life seriously and they do not care about life or because they do
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not reach the factors they underestimate, or because they have over-self-
confidence. Someone who does not care about the realities of life can find a
reason to act on by underestimating everything about life and ignoring them.
There is no other way to show that someone who cannot achieve the factors
taken lightly is underestimated as a defense mechanism. Even if such a
defense mechanism is used temporarily, those who underestimate the
passing time will soon realize that time is not a value to be underestimated
(Tengilimoglu et al., 2015). Those who reject time management techniques
are the biased ones. However, time management techniques make their
business easier. In cases such as postponement and future uncertainties, the

importance of time management techniques is now indisputable.

2.7.1.11. Excessive Self-Confidence / Insecurity

A sense of self-confidence both within social life and in business life ensures
that other people are one step ahead. However, unnecessary self-confidence
or excessive self-confidence bring harm rather than benefit. A sense of self-
over-confidence can occasionally be in the form of relying on mental
strength, sometimes physical strength, and occasional memory power.
Excessive trust in mind power is caused by a person compressing into a
difficult time frame to do a job because he trusts the power of mind. The
belief that a job will be done in a very short time causes those jobs to be
postponed. As a result of a job that is trying to fit into a short period of time,
the possibility of mistakes is inevitable. Due to excessive trust in physical
power, it requires that work requiring the use of physical power be done in
much less time. As a result, it causes the individual to get much more tired

and feel more of the time pressure on it (Sword, 2015).

In the excessive confidence in memory power, forgetting the work that needs
to be done causes the time to be wasted by not taking notes based on an
approach of “I can keep all of this in my mind”. However, because individuals
are unsure about their achievements, performance and abilities, excessive
insecurities against them and their ability to do business also eliminate
significant levels of time are lost. It is like excessive self-confidence; it causes

a waste of time in insecurity. Not being sure of our success, performance and
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capabilities disrupts the first step that must be taken for success (Karaoglu,
2015). What individuals can achieve in life and what they cannot achieve will
balance their balance of trust and insecurity. Self-confidence is undoubtedly

useful, but extreme arrogance and stubbornness can also lead to failure.

2.7.1.12. Uncertainty of Individualistic Targets

A target indicates a planned conflict with the existing situation. So by
definition, achieving a goal is to do something new, to come out of the
familiar, comfortable geography of our comfort zones and walk around on
new horizons. Sometimes navigating a new geography requires adventure.
Sometimes we do not want to get out of our comfort zones. Abandoning old
cozy patterns can be one of the hardest things in life. In fact, that is the
biggest reason why so many people are not targeted. The goals often lead us
to new behaviors that we do not want to worry about (Smith, 2007). We
cannot prevent failure by avoiding the stops we may have failed. The
uncertainty of the targets leads to failure of the individual. Every intelligent
individual chooses goals for himself to succeed. The way to eliminate failure

is through the obvious goals.

The focus on an effective goal is the primary results, not the activity. It
defines where we want to be. It gives you important information about how to
get there, and when you arrive it will inform you (Covey, 2001, Cited by
Sabuncuoglu and Pasa, 2002). It combines your efforts with your energy. It
gives purpose and meaning to all your actions. As a result, it turns into daily
activities, and that is how you are proactive. You control your life
(Sabuncuoglu and Pasa, 2002). The point that makes the goals stand out is

that they are written. The written goals make it easy for us to reach them.

2.7.1.13. Lack of Self-Discipline

Controlling the behavior of workers, developing to direct in accordance with
positive and organizational conditions is the subject and purpose of discipline
(Eren, 2011). Self-discipline is the ability to choose the right behavior sits
without the control and fear of an external authority, coming from within one

and understanding its causes. This is not an innate characteristic, but is
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earned by age, experience and education (Tengilimoglu et al., 2015). Self-
disciplined individuals are more successful in personal time management.
People who are free of external factors and have self-control of time
management are people who have developed self-discipline. Individuals who
have self-discipline determine their priorities and understand that they use
time in their own right. Individuals with high self-discipline are also people
who guide themselves well and question what they expect from the future.

2.7.1.14. Irregularity

Mackenzie (1989) emphasizes the importance of irregularity by saying, “If
your goal is management, you must first perform self-management.” Because
gaining the ability to organize daily work is an important habit from the bell of
the manager. Being able to regulate is an important factor in achieving
success. Being erratic is the most important and greatest culprit in wasted
times. The most important indicator of irregularity is the working spaces of
individuals. If a time is spent to search for individuals whose location has
been changed or placed in the wrong places, or if there is a waste of time
arising from confusion, then the person must evaluate the workplace.
Managers should only have the necessary documents on their desks and
should not spend a large part of their time editing documents (Sabuncuoglu
and Pasa, 2002).

2.7.1.15. Over-Recruiting Oneself to Work

Time is a resource that all people have as a partner and use it individually.
The worst-consumers of time are often the ones that seem to be working the
most and longest. Most individuals are used to long working hours without
evaluating the use of time effectively and efficiently in this regard (Karaoglu,
2015). Mackenzie quotes the dangers of overwork from Randall as follows:
“The habit of overworking is not a proud occasion for the manager and the
company to which it belongs, but a disaster. Pity the overworked manager!
Behind that chaotic desk, he bravely struggles with responsibilities that seem
to be superhuman. He is always going to have impossible tasks and he is
always facing emergencies, so he will never get a chance to get things back

on track. Pity him, but know what a source of danger he is” (Mackenzie,



34

1989). There are many workaholics among employees than they are thought.
Years ago, people thought there would be less work in the future thanks to
technological advances. But the opposite has occurred (Jandt, 2002).

Habit of doing everything yourself may be tempting, but over time, it can
make the manager look like he cannot do business. The successful manager
Is not only a prisoner of his habits, but also the one who can establish the
balance in private and business life. Managers should understand the fact
that every hour worked with good planning will save more time in the future.

Planning takes time, and it saves time, so it has more effective results.

2.7.1.16. Paperwork Fondness

Put your papers in the order of priority, just like your work. Separate
documents as vital and trivial and stack them up, make shelves cabinets with
drawers for A, B and C-type documents. Raise awareness of the
classification of documents and ask for help (Smith, 2007). An effective file
process will help the administrator. It is useful to take advantage of the filing
system as part of the rule of “Good works are done with good tools”. Another
way to regulate paper work is to make quick decisions about them and round

them up.
According to Atkinson (1997), here is how we can collect the papers;
DOCUMENT

Take action: T
Give: G
Shelve : S
Archive: A

Remove : R
2.7.1.17. Perfectionism
All people wish that things they do proceed on track and well. But occasional

works may not proceed in the way individuals want, sometimes people can

expect an extraordinary performance from themselves; sometimes their
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purpose may not be realistic at all. Attitudes in this way are the most
important indicator that people are perfectionists. Perfectionist individuals are
very disappointed, they quit their work and despair if things do not work out.
Likewise, people are not satisfied with the work they have done because they
have set goals that are not very realistic to them, and they cannot act
because of their high expectations. That is why even the jobs they can do
well do the worst they can or cannot do at all with the fear of “not being able
to achieve perfection.” Therefore, to be “perfect” within time management, it

can result in frustration in this process (Yildirnm, 2015).

You can only do some things as much as you can, and they should be
carried out in this way. Planes should be able to fly, trains should be able to
go on the tracks, the thermal insulation of buildings should be good, but
second-class surgery is not acceptable. This issue is actually entirely related
to standards (Atkinson, 1997). People should do the best they would expect,
or even everything, but they should never say “| am a perfectionist’. Because

this concept evokes an important time trap.

A few time techniques for perfectionism (Karaoglu, 2015)

e It is necessary to avoid being perfectionist in matters that do not
matter.

e By marking detailed reading titles of books and magazines, they
should not force themselves to read everything word for word.

e If time is being lost to find something, another thing must be put in its
place.

e When wasting time, valuable work should be determined.

e A deliberate job must do at least one of the day away from perfection.

2.7.2. Time Traps Arising from Work

Time traps arising from work include: Inadequate secretarial services,
visitors, frequent and long phone calls, organizational uncertainty and crisis
situations, routine and unnecessary work, business trips, device failures,
meetings. These elements must be used and managed in accordance with

the rules in order that the opportunities given do not become traps.
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2.7.2.1 Inadequate Secretarial Services

The administrator must benefit most effectively from secretarial services. In
this process, it is imperative that they pay the necessary care and care for
their secretaries on issues related to time management; If secretaries can
manage their time, they can also help managers manage their time.
Professional secretaries can make a very important contribution to managing
executive times; however, managers must also respect the time of

secretaries (Tengilimoglu et al., 2015).

In organizations, both the administrator and the secretary must comply with
priorities, pre-agreed decisions and programs in order to use time efficiently.
It is very important that secretaries can coordinate their time and the times of
managers. Otherwise, time pressure and work stress can surround the whole
institution from the top to bottom. Secretaries can more actively express their
services using the time management matrix. The main task of secretaries is
to ensure that their managers can spend their valuable time making
decisions and on administrative affairs by recovering from some of their

routine jobs, thus saving time with some means (Juniper, 2010).

2.7.2.2. Visitors

Managers must allocate some of the managerial times they use for
organizational purposes for visitors coming from within or outside the
organization. It is possible to prevent waste of time by paying attention to the
way visitors are accepted, their attitudes and behaviors during the visit in
direct interviews with visitors who can come both from within the organization
and from outside the organization. The purpose of the visits within the
organization is usually to exchange information with the managers of the
subordinates and to show themselves to their managers for similar reasons.
The failure to accurately determine these places of conversation leads to a

time trap for managers (Kilig, 2015).

If the managers are treated loosely about their “I have come to say hello

alone” visits, the managers’ time waste will also become inevitable. There are
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ways to protect against visitors other than the circumstances (Can, 2002) as

follows:

e To give the secretaries problems in arranging appointments,

e To ensuring that visitors pass through the secretary first,

e To implement designated visiting hours,

e To speak by standing up and thus creating the feeling that you are
busy,

e To prepare notes briefly about the subjects of which their subordinates
ask him for advice, warning and encouraging them to not come,

e To take measures to restrict long visits.

2.7.2.3. Frequent and Long Phone Calls

Phones are the leading tools for contemporary communication. Frequent and
unnecessary interviews are one of the main sources of time loss. As a result
of the investigations, it is seen that the work of the managers is interrupted
every five minutes because of their phones (Tengilimoglu, 2015). Phone calls
made every day and for similar purposes are nothing more than a waste of
time. To use time efficiently, the secretary becomes an important time-
restrictor between the phone and the administrator. The secretary is selective
among incoming phones, deciding the phones that should be connected to
and not connected to the administrator. Thus, the phone’s time is not a trap

in the management process.

2.7.2.4. Organizational Uncertainty and Crisis Situations

In the event of uncertainty of the organization’s goals or program, or in the
event of frequent changes, uncertainty and crisis environments for managers
are among the factors that cause time traps. In addition, the failure to define
the organization’s objectives as clear and understandable is another time
trap (Dalkiran, 2014). The nonlinear trend of social events and relationships
taking place on or off the business leads to uncertainty in terms of future
forecasts and expectations. Especially periods of crisis are a period of time
when uncertainties are constantly encountered. The concept of uncertainty;

factors that affect and affect decision-making or conclusions on any issue
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may be described as inability to fully identify (Tekin, Zerenler, 2008).
According to Eren, the risk is not directly lost. It is a danger of casualties. An
organization that does not face risk is unthinkable (Eren, 2009). The
important thing is to take precautions against risk, in other words, to manage
it.

The Oxford dictionary describes the crisis as “a turning point for getting better
or worse.” Oxford Learner's Dictionary explains crisis as “a vital turning point
that arises due to difficult times, future anxiety and danger” (Pira, Sohodol,
2004). In times of crisis, organizations are under extreme time pressure.
Decisions made very quickly under uncertainty and time pressure may
sometimes not be accurate. Unexpected and sudden decisions can put the
manager in a difficult position. Therefore, managers who have to perform
important tasks quickly should not overlook the initiative to make very patient
and consistent decisions during crisis periods. The crisis causes poor
productivity and fears to be created with mental fatigue on employees.
Therefore, due to the turmoil in businesses with the crisis, the effective use of

employees’ time is prevented (Samuk, 2014).

2.7.2.5. Routine and Unnecessary Work

Most of the time management is often taken into account routine things. Over
time, they become more mechanical, rigid and soulless and cause a waste of
time. By this stage, you start to feel sorry for the time spent on them. We also
do not pay enough attention to them when it becomes a habit (Karaoglu,
2015).

2.7.2.6 Business Trips

Rather managers of organizations, they have to travel as a requirement of
their work. To achieve organizational development, the ability to turn the time
that appears to be lost during the journeys into a win requires the
organization to be organized by the managers with very effective planning to
get a better result from the business trips required. Managers should first
guestion the requirements of business trips, if they think that these trips will

not contribute anything to the organization, business trips should not be
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carried out. By making effective planning by the managers, they can go on
business trips and prevent time losses that may occur as long as trips may
be extended (Kilig, 2015). The manager also has a diplomat role for his
business. He has to research and develop the new one, follow it like a
diplomat and share it with his employees. However, business trips for this
purpose should not lead to job cuts and pauses. The time he spends on
business trips to his manager makes sense as long as it serves

organizational purposes.

2.7.2.7 Device Faults

Keeping our technological devices always interoperable, which have an
important place in our lives and are used in almost every field and are also
an important part of our business, is one of important issues that should be
considered by all employees and followed meticulously. This is because if
there is a deterioration in these devices, the work that needs to be done will
be done for much longer. As a result, it will result in a waste of time, which is
one of the most valuable sources for businesses. For example, failure to
achieve adequate measures for computers with broken systems, defective
printers, phones that have not been repaired or a machine that has not yet
been repaired, our time is stolen due to our retention if necessary, measures
are not taken (Ozdemir, 2006). Due to the costs of fixing and waiting for the
device, organizations not only waste time, but also have to endure enormous
costs. The way to address these severe consequences for organizations of

the devices is preventive maintenance and timely failure detection.

2.7.2.8 Meetings

Meetings are among the very important tasks that managers at all levels
often have to organize. As a matter of fact, thanks to meetings arranged, a
number of functions such as distribution of tasks, sharing powers and
responsibilities, making decisions, establishing communications, motivation,
taking part in management, revealing creativity are fulfilled (Sabuncuoglu,
Pasa, 88). But in addition to all this, non-purpose and unnecessary meetings

are a time trap.
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There have been some truths that may be considered almost universal. Most
people do not have time to keep up with all the meetings they need to attend.
Meetings usually waste time. They are boring, confusing, new ones are
arranged nonstop, arranged at inappropriate times and last too long
(Atkinson, 1997). People attend meetings since they are invited or they seem
doing things despite above-mentioned issues. Meetings are a social

environment for them to express themselves or feel cared about.

Most meetings are classic time traps. From the discourses that are not
relevant to the subject, the participants who are not prepared, the meeting
president who lost control of the meeting, the meetings, which are held in
order to have a meeting, not when necessary, are important time traps that
confiscate the precious times of managers’ precious times (Tengilimoglu et
al., 2015). In addition to its benefits, meetings are one of the activities that
waste over the time of the manager at all levels. Meetings that take longer
than necessary are meetings that result in a waste of time. Mackenzie (1989)
describes this as follows: “Take half or all-day research and development
meetings and staff meetings. The prolongation of these combinations
becomes a habit over time. One of the reasons the usual meetings last so

long is that people may be willing not to get out of a comfortable seat.”

Atkinson (1997) lists the meeting’s organizing objectives as below.

e Informative meeting: It is usually for people to communicate general
developments and innovations.

e Innovative meeting: New policies, strategies, projects, product
methods are discussed about the future.

e Action-oriented meeting: It is meetings where a job is best discussed
how to work.

e Persuasion meetings: Meetings aimed at changing people’s
perspectives, ideas or providing alliances.

e In meetings, the official framework is drawn for innovations and
actions.

e Socialization-oriented meetings

e These are habitual meetings.
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Rules for making meetings more beneficial (Mackenzie,1989):

e Investigate if there are other options from the meeting
e Limit the number of attendees

e Choose a suitable time

e Choose a suitable place

e Before you have a meeting, determine its purpose well
e Pre-distribute the agenda

e Calculate the cost of the meeting

e Limit agenda and meeting over time
During the meeting

e Start the meeting in time

e Give someone the responsibility for time-keeping

e Stand the meeting if appropriate

e Start the meeting with an agenda and stay away from it

e Achieve your goal

e Avoid interruptions that will disrupt the meeting

e Remind and ensure everyone’s consensus, restate the result and
deployed tasks

e Finish on time

e Use a meeting evaluation list for control purposes.
After meeting

e Ensure that the meeting minutes are prepared immediately
e Ensure the implementation of decisions and preparation of
development reports

e Take an inventory of the rules. Review all rules

2.7.3 Time Traps Arising from Management Mentality

The following subheadings are covered by this title.
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2.7.3.1. Inadequate Communication

Although people live alone with their communities, they can only achieve
their goals through communicating. In particular, in organizational and group
communications, communication is the indispensable tool for controlling the
behavior of individuals working together and directing them for a specific
purpose. In this respect, communication is not only an exchange of a
message, but also in the process of socialization of people. Quality
communication is required to achieve coordinated results. Effective
communication is of fundamental importance to all management activities
(Tutar, Yilmaz, Erdonmez, 2008).

To blame communication for the negativity in any business may be easy, but
communication is at the core of many problems. Poor communication leads
to waste of time, inefficient communication takes a lot of time (Allan,1999).
When communication is bad, too many hours, days, weeks, even years are
lost to be told. This depends on the clarity of the picture in the individual's
head. A clear picture of expectations in the manager’'s mind should exist
(Smith, 2007). There are time traps in personal and organizational life due to
incomplete communication. Most of the time in organizations is spent on
written or oral communications with other people. Even problems caused by
communication glitches during this consumed process are a time-consuming
factor. Interruptions, difficulties in language and expression, insufficient
listening or perceptions, lack of knowledge, different statuses, message
barrier, physical distance, time pressure are mainly inadequate

communication reasons (Tengilimoglu et al., 2015).

2.7.3.2. Open Door Policy

It is not true that open door policy increases the effectiveness of the
administrator. Being always a negotiable person does not guarantee the
success of the manager. One of the worst things is that manager is not
flexible. The administrator should be given the freedom to close the door
according to different situations, the needs of subordinates and the

conditions that change during the task. In fact, this problem is not the door, it
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Is the manager himself and the point of view of the subject (Mackenzie,
1989).

Management can be expressed as the ability to effectively coordinate
financial, manpower, physical and other existing resources in organizations
to use all resources more efficiently and efficiently at the same time. The time
source contained in these organizational resources and which is very
important should not be wasted. Together with the open-door policy, it will
bring together the demands for visitors to attack and do business. Therefore,
if visitors are not eliminated or regulated by an appointment system, there will

be chaos for important managers who are more critical (Ardig, 2010).

2.7.3.3. Uncertainty of Individualistic Targets

Failure to determine the objectives of the organization by the senior
administration, the failure of managers to fully define their duties, powers and
responsibilities, will lead to managers’ inability to manage time effectively and
therefore time losses (Dalkiran, 2014). Targets should be clearly and
selectively stated at every stage of management. According to Sabuncuoglu

and Pasa (2002), three features of the managerial targets are listed below.

e Administrative objectives must be made within a hierarchical structure.
e With the help of managerial objectives, it is individually strengthened.

e There is a link between goals and time.

2.7.3.4. Lack of Coordination

Coordination, which is also expressed by the words such as coordination,
harmonization and regulation, is considered by contemporary management
science writers as a purpose of management rather than a function in its
own. In coordinating, the manager’s job can be likened to the situation of a
conductor. Just as a conductor allows us to adapt to the use of different
instruments and listen to good music, the situation in management is the
same (Balcik, 2002).

The lack of coordination and communication between individuals and units

prevent work to be done at the right time and correctly. Many times, different
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units on the same subject can also cause conflicts with each other.
Coordination refers to the quality of cooperation between departments
(Sabuncuoglu and Pasa, 2002). Co-ordination is the provision of harmony
between all actions and departments to facilitate the work of an initiative and

increase the chances of success (Simsek, 1996).

2.7.3.5. Avoiding the Transfer of Authority

Authority makes things easier. Facilitation is that people take control and
responsibility for their own efforts and achievements as a result of authorizing
them. It is closely related to the power powers that people have (Bentley,
2003). It is one of the ways that can help managers use their own time much
more effectively through the transfer of authority. Transfer of authority can
be expressed the transfer of the executives’ or their own decision-making
powers on any issue during their duties to the subordinate, depending on the
conditions set out by their own wishes. However, this right, given by the
administrators if deemed necessary, can be reclaimed. The important point
about the transfer of authority is that managers still have responsibilities at
the end of the business. If it is necessary or if it is thought that much better
outcomes may be achieved, it is for the transfer of a manager’s right to the
subordinate temporarily (Kili¢, 2015). Considering the applications, it is seen
that managers are stingy when it comes to transferring powers. Authority
migration saves managers time in many cases and helps effective
management. However, it is also a fact that managers avoid the transfer of

authority for different reasons. The following are the reasons for this.

Why to transfer authority (Akinson, 1997):
e Thus, you can spend more time on your priorities and do some things
you want.
e |t motivates your officers and awakens the team spirit in them.
e |t helps people develop their talents.
e Some other people can do a job faster or better than you.

e When things become unbearable, there is someone to help.

Why to avoid Authority Transfer (Eren, 2003):
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e Some managers think and believe that they are the best.

e Administrators plan, schedule and transaction use and refrain from
announcing to subordinates.

e Not being able to have sufficient knowledge of subordinates and not
trusting them

e Lack of special controls to warn subordinates

e Fear of entering risk

e They avoid the transfer of authority, worried that its importance will be
reduced and authority will be shaken.

2.7.3.6. Inadequate Planning

Is it really possible to manage time? If possible, what features and methods
do you require? What are the factors that prevent time-efficient and efficient
use and how do they occur? The most effective solution that can be used to
eliminate these factors, without doubt, is to plan the time. Planning is to
manage time in a sense (Karaoglu, 2015). “If you do not know where to go,
no way will lead you there.” Our conclusion from this form of expression is
whether it is individual or organizational, and unplanned work will be
ineffective. Planning is to pre-determine future works with the most general

meaning (Sabuncuoglu, Pasa, 2002).

Before the administrator does anything, you must do a planning work on that
job. The plans made by the administrator draw a framework for what is
performed and what will not be performed in the institution. The applicable
plans have positive consequences, such as high customer satisfaction, high
morale in employees and high profits that can finance the growth of the
institution. If weak planning leads to late delivery of goods, causes machinery
and people stand idle, causing overtime at high costs, inefficiency and
repetition, unrest and reluctance among employees (Thompson, 2002).
Atkinson emphasizes the benefit of planning with the following sentence
(1997): “The biggest misconception of people’s planning is the additional time
this planning brings to the project. But let us take it the other way, it actually
shortens the total time. Because everything is coordinated and nothing has

been forgotten.” Mackenzie (1989) emphasizes that “Every minute allocated
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for planning saves three or four minutes in practice.” This refers to the

comfort of planning.

2.7.3.7. Uncertainty of task and job definitions

The mandate means giving authority and responsibility to others so that they
can do what is necessary to complete the job (Clayton, 2000). By transferring
powers to others, responsibility is shared and time management activity is
provided. The uncertainty of the task and job definitions will naturally cause
turmoil and therefore a waste of time in organizations. Devoting enough time
to give clear orders provides more effective communication and higher
efficiency. The author must make it clear to the person who will serve what is
expected of him and when his mission will be completed (Mackenzie, 1989).

2.7.4. Time Traps Arising from Organizational Structures and Policies

The elements under this heading are as described below.

2.7.4.1. Central and Hierarchical Organizational Structure

If there is centralism in an organization, this results in the collection of all
powers and decision-makers at the highest levels. Its powers for making
decisions in centralized structures cover a limited and narrow area. Since
subordinates who do not have powers have the obligation to transfer all the
problems they encounter to the executives, decisions will take a long time to
make and their activities will be reduced (Sabuncuoglu and Pasa, 2002). In
this case, it will naturally lead to a waste of time and inefficiency. While
written communication is used mainly, formal rules are applied very seriously
in central and hierarchical organizational structures; decisions are collected
at the highest levels and certainly there is not transfer of authority. The more

the centralization is, the narrower the control area will be (Samuk, 2014).

Today, it is seen that bureaucratic structures are getting away from
bureaucratic structures with each passing day to make communication more
effective. To avoid disadvantages arising from communication, hierarchical
levels are reduced in organizations and a lean and flexible outlook is tried to

give the organization a lean and flexible appearance. The most important
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contribution of this will be time management. Because every level of
hierarchy is also a communication barrier and a time trap (Tengilimoglu et
al.,2015).

2.7.4.2. Office Pathology

Widely known as a concept of medical science, pathology refers to a
“disease”. According to “office pathology” developed by Victor H. Thampson,
after a while, those who work at all levels of the organization begin to see
themselves as “vital assets” within the organization, and some authoritarian
tendencies are beginning to emerge from this perspective (Tengilimoglu et
al., 2015). Such ideas lead these people to the display of authoritarian
attitudes towards other employees. Such feelings and behaviors can occur in
the upper echelon employees of the organization, or they can also be
observed in the lower level employees. This phenomenon is now considered
a disease in today's world and is defined as “Office Pathology” (Kili¢, 2015).
This is not desirable for offices. Bureaucracy, which has been the logic of
continuous deferral of urgent and important work that needs to be answered
immediately, is a fatal waste of time for organizations. Because the
phenomenon of using initiatives in organizations disappears, things become
complicated and waste time. In organizations where the normal
communication of the bureaucracy is carried out effectively, the atmosphere

of chaos is rare.

2.7.4.3. Non-Ergonomic (Unhealthy) Working Environment

Ergonomics, which means job design or making the work in accordance with
the individual, is based on the assumption that the work is prepared to take
into account the skills and shortcomings of employees. The primary purpose
of ergonomics is to increase job satisfaction and to ensure that employee
works in biological, physiological and psychologically healthy environments
(Tutar and Altinoz, 2004). Organizations should create the appropriate

working environment for employees at all levels.

Quality tools and equipment should be provided in order for the personnel to

do their job well. Good work is done with good equipment. The working
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environment and environmental order should be planned in accordance with
human health; while detecting the creature air of ergonomic environments for
today’s offices, Mackenzie (1989) indicated: “Changing the working
environment has created a radical environmental change. To create a
peaceful effect, an uninterrupted image with decorative round holes;
spaciousness and wide viewing angle of vivid colors to provide harmony, low
and upright angled compartments, a silence obtained with decorative round
holes, low and upright angled compartments all together facilitated work,
reduced the factors that prevented work, increased the desire to work.” With
such statement, Mackenzie both emphasize the importance of ergonomic
work environments and indicates their difference from traditional workplaces.
Unhealthy work environments negatively affect motivation as well as threaten
human health. In these cases, it causes a waste of time because it leads to

interruptions.

2.7.4.4. Officialism

Today, excessive number of documents and bureaucracy required from
many processes and works are among the reasons for an important time trap
and waste. Officialism and bureaucracy, which are used with old
management approach instead of taking advantage of developments and
technologies, are among the main causes of the problem (Dalkiran, 2014).
Due to officialism and bureaucratic processes, employees are preventing
them from being able to focus on the important tasks they need to do first,
and as a result, jobs emerge in which they are generally dissatisfied with
(Ardig, 2010). These unpleasant jobs prevent the effective use of time,

leaving a negative impact on employees.

2.8. Instruments for Effective Time-Use

When we look at the time management literature, we realize that many
reasons that lead to waste of time are caused by us. On the other side, when
time management issues and norms are discussed, we come across another
reason: The enemy inside us! In this sense, the shock can be sorted, but the

important thing is to be able to use the instruments to effectively use the time



49

by giving up laziness and deferral. The following elements are one of the
most important of these.

2.8.1. Planning

Planning management is the most important management function that
constitutes the first stage of the process (Bahar, 2011). Mackenzie (1989)
explains the disadvantage of not planning with this striking sentence.
“Strangely, one of the main reasons why not planning is to forget the plan to
prevent tomorrow’s fires while trying to put out today’s fire. Thus, plenty of
sparks will be stored for future fires.” Time is not well managed if managers
who are too busy with emergency jobs forget important jobs and plan. On the
contrary, manager is caught up in emergency jobs and deceived. Under the
section 1.10.3.5, inadequate planning has been described as an important
time trap due to management. Making plans regardless of their type is
considered as a correct step to be taken in order for time to be managed
correctly. However, despite all this requirement, it is not easy to be able to
plan because there are many obstacles in front of individuals. The
uncertainties of targets and objectives, perfectionism, deferral behaviors are
some of these obstacles. Some may not even want to take part in such an
effort because they think that people are being robotized through planned
life. However, the greatest share of people achieving success is undoubtedly
due to their work within a plan and to manage their lives in a planned manner

(Yildinnm, 2015). In planning, in relation to any subject;

e What

e When

e How

e Where

e By whom

e Why

e At what cost
e In what time

e What quality
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Such questions are trying to be answered. Planning is a process. The plan is
a result (Tamer, 2014). Being able to plan is one of the most important
elements of effective time management. Planning daily activities a day before
the day helps to carry out the activities within that day as planned. Pre-
planning is the key to doing business according to plan. In order for planning
to be effective, after determining the activities, they must be rated according
to their significance level. Accordingly, we can plan time as follows

(Tengilimoglu et al., 2015):

e To set priorities

e To plan activities

e To prevent ingesting interruptions during work
e To redirect time to the right activities

e To program time on a daily basis

e To determine the appropriate end times

2.8.2. Benefiting from Technology

In recent years, technology has been developing and progressing at a
dizzying pace. Many technological tools, which were previously seen as
luxury, have now become a necessity or even necessity both in terms of our
business world and private lives. One of the most important keys to the
proper use of time is that technological infrastructures can be adequate. This
is yesterday’s world; it has become a world that has avoided innovation and
those who are unable to adapt to new developments will disappear by not
being able to be present. Therefore, the technology should be used to the
end. With evolving technology, so many things are presented at such a rapid
pace that, as a result, organizations have begun to feel obligated to make a
regeneration move by establishing the units needed to renew themselves.
For example, the fact that the entry and exit of the workplace is done with
fingerprint readers will contribute to reducing controls and preventing time
loss. The use of e-mail or voice microphone communications in internal
communications will benefit from lowering costs, as well as effective and

efficient use of time. In this case, technological tools must be used effectively
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in order to maximize the time we are using on a fixed daily basis (Kilig,
2001).

The technology, which is a new method of information production,
undoubtedly affects the use of time according to the needs. The most
important phenomenon in this regard is the selection of beneficial technology.
Some technological tools certainly save time, while others cause time loss.
Useful technology selection will lead to more accurate results to make time
more efficient. Information technology in organizations has an important
function of obtaining all kinds of data, such as converting this data into useful
information for the organization. By crossing the boundaries of national
circles, the need for organizations to operate on a global scale increases the
need to exploit information and communication technologies. Technology is
needed in all management levels of organizations (Tutar, Yilmaz, Erdonmez,
2008). Technology stands as both a giving and an opportunity for the

effective use of organizational and individual time.

2.8.3. Learning Fast Reading Techniques

In the working life, individuals began to feel the need to read much faster
against the flood of paper that came in. Therefore, the development of these
aspects by learning effective and fast reading techniques is a method that
contributes to the more efficient use of time (Ozdemir, 2006). From the
individuals who make up a society; if we want to have contemporary, creative
and free thinking, we have to instill reading awareness in individuals.
Reading is the time people spare to themselves. Unfortunately, this time is
thought to be lost. We often produce excuses not to read by saying
sentences like “| cannot find time to read because of school, home, work, | do

not understand how time flies” (Karaogli, 2015).

Generally, quick readings can change their bad reading habits, giving them
better reading habits. To read faster, the following basic rules can be applied
(Mackenzie, 1989):

e The head should not be moved from left to right when reading each

line.
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Do not play or voice words aloud when reading words.

Do not read it over and over again.

Expanding the reading angle. In transitions to each new line, look at
words in groups, not words one by one.

To keep the eye from with margins, reading must start from the
second or third words of each line.

One of the important ways to stop the habit of reading badly and get into the

habit of reading fast is to start with publications in medium difficulty, starting

with popular magazines and light books and reading continuously. You

should determine test times and avoid reading the same lines over and over

again. According to Tengilimoglu et al. (2015), you need to implement the

following strategies to develop fast reading habits and memory:

Read for a purpose

Be careful not to read word

Summed it up by stopping

Mark it freely

Do not get stuck in words you do not know what it means, then look
Create a specific rhythm

Make scans

Read selectively

Mackenzi (1989) recommends the following techniques for selective reading,

to read quickly and avoid wasting time.

Before reading the book, take a look at the contents section

Then take a quick look at it from top to bottom. So, you can
understand the author and the style.

Read carefully the sections that you think include topics you are

interested in.

2.8.4. Memory Development and Increase Memory Efficiency

If handled by time size, memory is basically divided into two short-term and

long-term memory. Short-term memory is limited only to information found on
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the roads conveyed by the sensory organs. Long-term memory can store
information for minutes or even years. When we encounter any questions or
problems, the information must be called to memory for a short period of time
first. At this point, the ability to think quickly becomes very important.
Because the information contained in the long-term memory of an individual
who has the ability to think quickly is very well regulated, this information can
be passed into short-term memory very quickly. If long-term memory did not
have the ability to store, nothing could have happened; books, television,
learning, communication. In fact, it is our ability to remember the past that
allows interactions with my long-term memory environment (Engin,
Calapoglu, Gurbuzoglu, 2008). Memory supports are systematic methods for
improving our memory. The actual use of these strategies is that new
information is learned in a much more easily remembered way, in the form of
coding and repetitions. In studies, it has been revealed that, regardless of
how much the learned information is repeated, it can still be forgotten.
Therefore, to remember the information much more easily, coding must be
the first thing to do (Korkmaz, Mahiroglu, 2007). There are six basic
techniques that can be used as memory-supporting strategies. These

techniques are:

e Link Technique: In this system, information to be learned can be used
when it should be remembered within a specified order.

e Keyword Technique: In the keyword technique, it is a memory
supporter that can be used to make an unknowable word or a concept
a much more concrete and meaningful shape, but also allows
information to be recorded in a way that can leave a much deeper
memory trail.

e Location (Loci) Technique: There are two main components in this
technique. The first is to choose the place, and the second is to create
an image. Each item that is remembered is shaped by the mental
image by associating it with known spaces.

e Word Hanging (Pegword) Technique: In the word hanging technique,
enumerated and listed information is used when you want to be

remembered.
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Letter (Phonetic) Technique: This system is called by different
researchers in different forms, such as shape-alphabet, numbers-
letters, number-consonant or sound-competent numbers, according to
topics of interest.

Story Technique: According to the researchers, they have found that
the story method positively and significantly affect remembering.

What should not be forgotten about this in effective learning is that it is

essential to keep and strengthen memory continuously. Powered memory,

where information is stored by well encoded; it saves time by making names,

places, dates, etc. easily and quickly remembered. With the use of some

strategies for learning and remembering, it is also possible to increase the

effectiveness of memory. Some of these strategies are summarized briefly by
Kilig (Akatay, 2009, Kilig, 2015) as follows:

Rather, in learning abstract information, creating visual images that
can evokes that information within the mind makes remembering
much easier and faster with the help of these images.

Matching the information that has already been learned with
previously learned and memory-contained information makes it easier
to learn new information and to be remembered more easily with the
help of analogies.

Attention to what is being learned and understanding the mind with
consideration has facilitating effects on learning and remembering.
Taking care of nutrition and sleep patterns to ensure that memory is
kept fit causes increased memory power.

The transfer of information being learned into memory encoded with
the help of keywords and pictures provides ease in learning and
remembering.

Recurring the information learned at certain intervals, using other
sources related to the information, learning the details of new
information in memory and easy to remember when necessary will be

very useful.
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2.8.5. Selection of Efficient Time and Energy Periods

Time management is as much about managing energy as it is about hours
and minutes. We have a lot of energy. However, even if productivity is
improved by regular sleep, good nutrition and ways such as distance to bad
habits, there is an end to our energy. As we try to establish an audit on time,
we see that other aspects of our lives are affected by this (Atkinson, 1997).
For many reasons, the energy level cannot remain the same during the day.
Some of us wake up very early and vigorously in the morning, but by the

evening we feel overheated.

Some of us can only recover at noon. It opens in the afternoon or towards the
evening and the energy level begins to rise. However, what almost everyone
feels in common is that after lunch, a weight collapses because we use our
energy for digestion rather than for digestion. These watches are our most
inefficient hours. It would be a very useful idea to consider the energy
conjuncture in the preparation of daily programs. Some of the most useful
time for people is early morning. Some people are also at the highest times
of success in the afternoons. Setting daily programs to the best time as much
as possible would be a much more accurate move (Tengilimoglu, 2015).
Studies conducted on this subject in different sources is striking. Studies of
up to fifty and sixty hours reduce the efficiency of the week and have a
negative impact on productivity. As productivity decreases, it is suggested
that activity decreases and errors increase. Therefore, determining the peak

hours of the energy period and planning a job will increase effectiveness.

By correctly identifying their biological type, people should give their priorities
to jobs that matter in the time frame when they are most energized. The most
basic principle in this regard is for people to know their most valuable time
and to evaluate this time in the most accurate and best way. The following
are the types and characteristics of the persons according to their biological
and time (Kilig, 2015).

e Morning types: These types are usually energetic in the morning
hours, their energy decreases by the afternoon, and by evening hours

all their energies are exhausted,
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e Afternoon types: They are people who have difficulty sleeping and are
seen to have low energy in the morning hours. Although energetic in
the afternoons, their performance is seen to decline again in the

evening.

e Always ready types: People of this type are those who leave early in

the morning and are usually energetic in the morning and afternoons.

2.9. Some Studies Conducted on Time Management in Turkey and
Abroad

Macan et al., in their study “the Relationship between Weighted Grade Point
Averages and Stress Levels of University Students” conducted in 1990,
examined the relationship between university students’ time management
skills and academic achievements, and stress. The 123-person sample group
was asked questions included in “Time Management Behavior Scale” and
“Stress Scale”. Research findings indicated that, as the time management
skills of university students increase, weighted grade averages increase and
stress decreases, and in terms of time management skills, female students

are more successful than male students.

Britton and Tesser conducted a study, “the Impact of Time Management
Skills on Academic Achievement’, to determine whether academic grade
averages from time management practices can be predicted. Within the
scope of the study, 35-item “Time Management Inventory (TMI)” was applied
to 90 university students. As a result of factor analysis applied to the
inventory, students’ time management skills were collected in three
dimensions including short-term planning (7 items), time attitudes (6 items)
and long-term planning (5 items). Students’ university entrance exam scores
were taken, their success averages at the end of their study periods were
also obtained from university sources, and regression analysis was applied to
determine the impact of time management skills on the increase in success.
As a result of the research, it was determined that the time management
attitudes and skills of university students positively affected their academic
achievements. When the sub-dimensions were examined, it was observed

that short-term planning and time attitudes had statistically significant effects
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on the achievements of university students, and that long-term planning had
no significant effect.

The research “the Impact of Time Management Perceptions and Skills on
Academic Achievement” by Moore (1991) aimed to determine the
relationship between time management and academic achievement.
Researching the relationship between the perceptions of university students
for time management and their self-efficacy levels was also the sub-purpose
of the research. The study sample consisted of 238 university students
studying in the first class of an art university in the United States, ranging in
age from 17 to 19. Students were first asked about their age, gender and the
disciplines they were studying, their results from the academic proficiency
test (APT) were collected, and it was taken into account whether they had
been exposed to an application related to time management before. “Time
Management Behavior Scale (TMBS) developed by Macan et al. (1990) was
used to collect information related to time management. The scale of 46
items consists of four dimensions. These dimensions include determining
objectives and priorities (15 items), planning and programming techniques
(13 items), perception of time management (13 items) and organizational

preference (5 items).

Wells’” 1993 study, “Time Management and Academic Achievement”, first
examined the factor structure of time management, and then tested whether
time management practices predicted academic success when general skills
related to time management were kept under control. The study sample
consisted of a total of 88 students studying in the Psychology Department of
Windsor and Windsor University in Ontario, ranging in age from 18 to 26,
including 36 males and 52 girls. As data collection tool, “Time Management
Inventory” (TMQ) developed by Britton and Tesser, and “Multidimensional
Skill Scale” (MAB) developed by Jackson were used. The grade point
average for each student’s participation in the study was compiled from
university records. In accordance with the research findings, time
management was collected under factors of short-term planning and self-
confidence in time decisions. The two dimensions identified in this study were

similar to the dimensions of short-term planning and time attitudes from the
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three dimensions previously revealed by Britton and Tesser. It was
concluded that the two aspects of time management were more strongly

committed to academic achievement than general talent.

In their study named “The Relationship between Academic Stress and
Anxiety Levels of University Students”, Misra and McKean (2000) examined
the relationship between academic stress, anxiety, time management and
free time activities based on gender and age variables. Sample of the study
consists of 249 students studying at Midwestern University. Study findings
found that the time management skills of female students were higher than
those of male students. At the same time, the anxiety levels of female
students were observed to be higher than those of male students. In
evaluating leisure time, male students are more effective than female
students. The anxiety levels of primary and second-year students at the
university are higher than those in the third and fourth grade. Students’ time
management skills tend to increase proportionally with the level of class.
When the relevant literature is reviewed, it is seen that very few studies have
been carried out on the impact of time management skills on academic
success. Although there is a lot of research on the relationship between time
management and academic success in the literature, it has been observed
that there are no studies examining the power of time management skills to
procedure academic success, especially in Turkey. Therefore, this research

contributes to the literature.

Demirtags and Ozer (2007) conducted a study titted “The Relationship
between Teacher Candidates’ Time Management Skills and Academic
Success”, and the researchers tried to answer the question of whether there
was a relationship between time management skills and academic
achievements of teacher candidates. Within the scope of the research, the
general academic grade points averages and time management scores of
the teacher candidates studying at Inonu University in the 2004-2005
academic year were examined in terms of the department in which students
attended, and it was revealed that the general academic grade point
averages and time management scores differed according to the department

in which students attended.
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One of the most important studies on time management is the “Relationship
between University Students’ Time Management Skills and Anxiety Levels”
conducted by Erdul (2005). In this study, Erdul aimed to determine the
relationship between the university students’ time management skills and
anxiety levels. For this purpose, in the 2003-2004 academic year, time
management and situational-continuous anxiety inventory were applied to
322 students studying at Hacettepe University, Anadolu University, Uludag
University and Suleyman Demirel University. Of the students involved in the
sample, 181 were girls, and 141 were male students. T-test was applied to
determine the distribution of Time Management Inventory and Situation-
Ongoing Anxiety Scale scores according to male and female students.
Correlation analysis was preferred to measure the relationship between
university students’ time management skills and anxiety levels. The research
findings revealed that university students had a negatively significant
relationship between time management skills and anxiety levels. In addition,
it can be said that female students are more successful in total time
management and time planning than male students. However, the anxiety

levels of male students in the study were higher than female students.

In the study titled “Time Management and Awareness of Plannedness”
conducted by Can (2005), the thoughts and behaviors of the students
studying at Erciyes University about time management and the awareness of
being planned were tried to be measured. Within the scope of the study, it
was concluded that students attending higher education were involved in
time management and effective evaluation, but this interest was not very
high. Important findings in this research include that students use their time
according to their importance and priorities and follow their plan, their
weighted priorities are to study, contrary to expectation, they do not stay for
hours in places such as canteen and cafeteria, but they cannot resist the
intervening jobs while carrying out their plans, and they cannot evaluate their

free time with activities that are appropriate for their abilities.

The study titled “Time Management in Academics” conducted by Silahtaroglu
(2004) on time management was intended to determine whether

academicians working at Gaziosmanpasa University had information about
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time management and to compare different groups of academicians about
the effective use of time. When the study findings are evaluated, there is no
significant difference between faculty and other faculty members in terms of
getting caught up in personal and organizational time traps and the effective
use of time. There has also been no significant difference between
academics with administrative duties and academics who do not have
administrative duties in terms of getting caught up in personal and
organizational time traps and the effective use of time. Academics working in
undergraduate-level schools are less likely to fall into personal time traps
than academics working in schools that provide associate degree education,
but this difference is known to be not significant.

The research, titled “The Relationship between University Students’ Time
Management and Academic Achievements” conducted by Alay (2000),
focuses on determining the academic relationship between students’ time
management skills and the manifestation of gender differences in time
planning and academic success. Sample of the research consists 361
students mixed between 1st to 4th grades who receive elective courses in
ODTU. Time management inventory was used to collect data. Statistical
methods used in data analysis included Pearson correlation analysis and
versatile variance analysis. As a result, it was revealed that time
management skills are associated with academic success and that female
students are more successful in time planning and in total time management

than male students.

Kocabas and Erdem’s work titled “Executive Candidate Teachers' Personal
Time Management Behaviors” examines the behavior of the manager
candidate teachers regarding time management. In addition, also the sub-
aims of the research are to determine whether the behavior of the manager
candidate teachers regarding time management varies according to age,
professional experience and duty (province, county, municipality-village). The
research, which was organized by the Ministry of National Education’s
Department of In-Service Education and consisted of a total of 117 teacher
candidates from Elazi§y, Malatya, Bingdl, Mus and Tunceli provinces,

examined time management behaviors according to their perceptions and
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contains comparisons according to some variables. In general, it can be said
that teachers are in a positive situation for time management behavior. Tukey
testing was performed from Post-Hoc tests to reveal the difference between
teachers working in the district center and teachers working in the village-
town center. According to the Tukey test results, teachers working in the
district center were found to line up their work more frequently in order of
priority and importance than the teachers working in the village-town center.
It was observed that teachers working in the city center are more aware of
the feeling that life is uncertain and aimless than the teachers in the district
center. At the same time, teachers working in the town-village centers were
seen to make more unnecessary phone calls than the teachings serving in
the provincial and district centers. In none of the variables of time
management behaviors, no significant difference has been detected

according to professional experience.

Fidan, Latif and Uckun, conducted as study called “What Are University
Students Doing? Time Assessment or Time Passing? (Sakarya University
Example)” in 2005. The aim of the study is to determine what activities
university students do at a level of consciousness in certain time periods, but
to fundamentally reveal the trends and determinants that university youth
reflect in terms of time use. The sample of the research consists of 803
students who study in different faculties and colleges of Sakarya University
and have been selected by chance sampling method. The questionnaire
created by the authors was used to obtain the data of the research. The
guestionnaire covers two key sections that measure activities in terms of time
zones as well as demographic information and aim to determine which

activities are allocated. The results of the study are as follows:

University students have the understanding of "time spending" instead of

"time evaluation".

Students have the ability to create an activity combination based on time
frame, but this skill in key areas of responsibility is inadequate for developing

and diversifying leisure activities.
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The average daily time spent reading books is less than an hour. Therefore,
it can be said that students do not have a habit of reading or do not like to
read.

In 2009, Gozel applied quantitative methods in his work titled "Views of
Primary School Teachers on Time Management". The research was carried
out in Denizli city center. A total of 468 primary school teachers participated
in the study. Statistical methods used in data analysis are a one-way
variance analysis of the visual statistics, independent groups t test and one-
way variance analysis. The general time management of primary school
teachers who participated in the study has been highly determined. It can
also be said that teachers who read books or articles on the subject are more

successful at planning time.

Basak, Uzun and Arslan (2008) collected data from 323 students through
Time Management Inventory (TMI) in their study on the time management
skills of nursing school students. Statistical methods used in data analysis
are frequency distributions, Kruskal Wallis test, one-way variance analysis
(ANOVA), Mann-Whitney U test and Spearman correlation analysis. The total
score from the students’ time management inventory was 46, the maximum
was 127, the median was 90 and the average was 89.41£12.71. TMI scores
of the group with a higher age than students are higher than the other group.
There has been a statistically significant relationship between academic
success and total ZYE score. As a result of these findings, it can be
suggested that students need to improve themselves in time planning. Older
students have better time management skills. As TMI score increases, the

academic achievement score is also increased.

Rodoplu has worked on strategic management style with 30 business
managers and 25 managers from the public sector, with simple random
samplement method among the 100 businesses in the list of large-scale
enterprises around Kocaeli, taken from Kocaeli Chamber of Industry. The
purpose of the study is to reveal the approaches of private sector and public
institutions to time management and transfer of authority through

comparison, to determine the importance of the private sector and the public
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sector in their approach to these concepts, to present solutions. As a result of
the study, in order not to encounter time management barriers, the need to
systematize functions such as planning, sense of responsibility, targeting,
prioritization, decision-making and control has been revealed, apart from
these, the most effective way of time management is the transfer of authority,
indicating that the transfer of authority should take place from the lower
echelons starting from the hill management.

Tuna (2011), in his work titled “Impact on Product Quality in Building
Production”, aimed to emphasize the importance of time management used
in projects and to demonstrate the impact of time management on product
guality within the framework of total quality management in order to produce
the structure at the planned time and desired quality. As a result of the
research, the time management applied in building production organizations
is not just about preparing a business program; a real time management can
be applied by planning, programming and supervision of time in
organizations; Time management should also be used as an effective tool in
the effort to achieve total quality, as time and quality are concepts that

directly affect each other.

The aim of the study titled "Time Management Strategies of Successful
Primary School Principals" conducted by Altun (2011) is to reveal how
successful primary school principals manage their time. A total of 59 school
principals participated in the study, including 4 women and 55 men. The data
is collected via e-mail. As a result of the research, just over half of school
principals said they were successful in managing time, while about one-
eighth of the successful school principals who participated in the study found
that they were unable to manage time, and those who thought they were
running their time were not actually very effective at managing time, and in

the evenings and on weekends, they took the job home.

Dingay (2010), in his study titled “The Relationship Between The Time
Management Skills and Physical Activity Levels of Selected University
Students”, examined the subject on a sample group of 128 male and 101

female university students studying at six universities in Istanbul. Physical
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Activity Assessment Survey and Time Management inventory were used to
compile data. The data was subjected to Pearson correlation analysis,
square analysis and multifaceted variance analysis in the SPSS program. In
one week, statistically significant positive between the total time spent on
physical activity and time planning, and a statistically significant negative
correlation was detected among time spenders.

Trueman and Hartley (1996) conducted "Comparing the Time Management
Skills and Academic Achievements of Young University Students and Yascga
Olgun University Students" study to examine the effect of the age variable on
academic success. The sample of the research was made up of 293 students
studying in the first grade of psychology department. Students are covered in
three groups: students under the age of 21, 21-25 years of age and over 25
years of age. As a result of the study, it was determined that female students
have more effective time management skills than men. Students over the age
of 25 have more effective time management skills than students under the
age of 21 and 21-25 years old. It affects the age variable, academic success,
albeit a little; that female students are more successful than men in short-
term planning; in long-term planning, there was no statistically significant

difference between the two groups.

Zampetakis, Bouranta and Moustakis (2010), in their work titled “The
Relationship Between Individual Creativity and Time Management”,
examined the relationship between the measurement of creativity and time
management attitudes and behaviors. Surveys for data collection were
conducted face-to-face with a total of 186 students at three Greek
universities. As a result of the research, significant relationships between

time management attitudes and behaviors and total creativity were found.
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CHAPTER 3

CONCEPT of STRESS, STRESS MANAGEMENT AND
THEORETICAL APPROACHES

In this section, theoretical information on the stress will be given, and the
literature studies on the subject will be discussed. The types of stress will be
discussed in detail about the methods of coping with it, perceived stress and

organizational stress.
3.1. Concept of Stress in General, its Discovery

The scientific world used the term, “stress” for the first time in the 17th
century by physicist Robert Hook to explain “the relationship between elastic
two objects and external power applied to it” (Graham, 1999; cited by Aydin,
2004). Alvin Toffler's book, “Future Shock” emphasizes that changes will
continue in the future, even more rapidly. It seems that the information
people will receive, the decisions they will make, and the choices they will
make, will increase in the coming time with much more complexity. In
parallel, it is anticipated that the importance of the stress factor will continue

to increase in the coming years (Yilmaz and Sutleyman, 2003.).

Stress is an emotional, physical or mental tension caused by us (Mohr, David
C., 2010). Stress is a fact of life (Kewok, 2007). Stress is a response of the
body to the burdens of the changing environment (Halko, Lauri, 2017). A
stress factor, an objective external condition, or an event that actually occurs,
creates stressful situations and threats for individuals (Clark, 2014). Today,
stress is a term used by everyone, from people living on the street to
scientists who work in laboratories. Many scientists describe this shadow as
“stress”, which reduces people’'s distance to emotional relationships,

decreased productivity and, above all, the love of life (Soyturk, 2011).
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The concept of stress originates from the old Latin word “estrece” and old
French “estrece”. At the same time, this concept was used in the 17th
century in meanings such as disaster, trouble, suffering, evil, grief and
sorrow. In the 18th and 19th century, the concept was used to express the
pressure on objects, individuals, organs and spiritual structures in their
meanings such as power, pressure, difficult (Aydin, 2008). It is not possible to
completely eliminate the stress that exists throughout human history.
According to Hans Selye, who is one of those who make the explanations in
scientific sense and is considered the biggest name by many authors with his
28 books and 1400 articles, complete liberation from stress can only be
achieved by death (Stora, 1994; Yilmaz, A. Suleyman, 2003). Therefore,
human beings are always in struggle with various elements of stress caused
by conditions beginning from the period in their mother’'s womb to childhood,

from adolescence to adulthood and old age.

In Chinese civilization, while defining stress, the concept of stress was
derived from a mixture of words and symbols of “danger” and “opportunity”.
Stress shares both of these concepts. In other words, stress includes both
challenging obstacles that need to be overcome, as well as new opportunities
and gains to be achieved after overcoming these challenging obstacles and
tensions. In this respect, both individuals and organizations are possible to
provide opportunities and gains if the stress element at the core of working
life can be instilled with conscious and purposeful planning (igrer, 1989; cited
by Gokdeniz, 2005).

Today’s organizations pay very serious costs to cope with stress, but they
also lose their workforce. Individuals, on the other hand, have severe
individual damage as a result of severe effects caused by stress. Therefore,
it has become a necessity to take all necessary measures to ensure that
organizations raise awareness about stress, control stress and keep stress at
an optimum level (GUmustekin, Bircan, 2005). As a reality of life, stress
weakens organizations in terms of structure and operation, weakens

employees in terms of performance and weakens life in terms of quality. Due
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to all these effects, stress is seen by scientists as the greatest source of

danger of our time (Gezer, Yenel, 2009).

3.1.1. Types of Stress Concept

The concept of stress will be explained below under two headings: physical

and emotional stress.

3.1.1.1 Physical Stress

In his statement, Hans Selye indicates that many of today’s most common
diseases are due to the inability to adapt to stress rather than disruptions
caused by germs, viruses, harmful substances or any external factors. It
causes people to be affected in different sizes and forms than stress due to
the presence of both physiological and psychological differences. However,
the weaknesses of people from physical and psychological aspects are that
they are constantly at risk of stress (Tutar, 2016).

It is one of the factors that causes stress in materials used in noisy and
unhealthy offices. The headache of a room full of cigarette smoke, physical
complaints from air pollution and nervous tension can also cause stress,
extreme temperatures or cold can also affect energy levels and mood
(Braham, 2002). Physical environmental factors are stressors that cause
stress but often cannot be detected. These factors are externally sourced, so
it is difficult to control. Nevertheless, the body does not lag behind the desire

to react, which leads to stress.

3.1.1.2 Emotional Stress

When it comes to mind-body relationship and stress, the most appropriate
word is “emotion”. Because emotions can be evaluated as stress or energy
which is certain in its direction. For example, if the feeling is fear, we tend to
refrain from the emerging energy and threat. If this emotion is anger, with its
energy, we tend to go forward to eliminate whatever threatens us. As these
situations suggest, emotional reactions occur at the intersection of thoughts,

bodily arousal and behavioral response (Sigri and Gurbiz, 2014).
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In emotional stress, however, these are the tensions that people are
experiencing as a result of their bleeding thoughts from their inner worlds
without any physical effects from the outside. In fact, in this voltage, which is
not caused by any external effects, stimulation of the hypothalamus by taking
action due to electrical and chemical arousal in a region located at the upper
part of the brain occurs due to the initiation of a chain of advanced chemical
events (Yildirim, 2015,).

3.1.2. Positive and Negative Stresses
3.1.2.1. Positive Stress

Stress has emerged as a concept that can have a negative impact on
people’s activities and efficiencies. It is known that there are studies that
reveal that stress has positive effects in addition to its negative effects
causing decrease in success. Stress is positively accepted by increasing
productivity in production and not having an impact on the health of working
individuals, and stress in working life is more concentrated in the productivity

of working individuals (Gurbuz et al., 2014).

Stress does not always negatively affect people. The height at the level of
stress has negative effects on motivation, while stress at the optimum level
can have positive effects on motivation. Therefore, in the event of stress
above the optimum level, the existing stress can be taken down and
motivation can be increased by using stress-fighting techniques (Ersari,
Atlihan, 2012: 82).

Constructive or positive stress has a positive role for both individuals and
organizations. Low levels of stress cause increased energy. It encourages
employees, increases effort, stimulates creativity, increases diligence and
attention (Schermerhorn, 1996, cited by Altug, 2014). An acceptable stress
rate that can be audited and does not exceed the stress limit contributes to
the exposure of the individual’s existing potential and positively affects its
performance. Contrary to popular belief, stress is not always a bad thing. It
can be an effective motivator that adds color to our lives: Athletes who

participate in the Olympics do not normally break records in training, nor do
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actors show the highest success in stage rehearsals. They get the stress of
getting in front of the audience who are curious about their highest

performances, as we all do (Baltas, Baltas, 2011).

3.1.2.2. Negative Stress

Optimal stress leads to increased competition, healthy and efficient work
(Leontaridi and Ward, 2002). In addition, a moderate stress affects the ability
to improve personal performance (Kavanagh, 2005). However, when the
person understands that he cannot cope with this situation in the face of
increasing stress condition, destructive or negative stress occurs, which is a
negative condition for the individual (Gokgoz, Nevin Altug, 2014). People
under intense stress can make absences, make mistakes and increase the
likelihood of accidents, not only when the job satisfaction decreases, but not
only negatively impacted performance; at the same time, all negative
consequences caused by stress may occur (Gumistekin, Oztemiz, 2005).
Individuals living under negative stress may not be able to work in the

desired efficiency and not perform well.

3.2. Stress-Forming Factors

Factors that make up stress: Individual factors and organizational men will be

discussed under two headings.

3.2.1. Individual Factors
3.2.1.1. Personality Factors

Personality is also considered as all of its characteristics, which distinguish
people from each other and are effective in displaying their own behavior.
According to another source, the personality is expressed as people’s own
behaviors which distinguish them from other people. In other words, each of
the individuals is unique and authentic making them unique from all

perspectives (Slap et al., 2013).

Eysenck interprets the whole of the organism’s current or potential behavioral
patterns as personality (Baltas and Bastas, 2016). The relationship between

personality traits and stress was investigated through the personality scale
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developed by Eysenck. In Eysenck’s words, the first is the opposite balance
with neuroticism in personality, and the second has two dimensions in the
form of extrovertism and introspectiveness that is against it. One of these
personality traits in humans is dominant, but also has the ability to determine
personality. Reactions are shown to the problems encountered according to
the personality characteristics of individuals (lsikhan, 2017; Baltag, 2016).
According to Eysenck, personality sizes are presented in Table 1.

Table 1.

Eysenck Personality Sizes

NEUROTICISM
Sohid Squamish
Worried Restless
Self-conscious Attacker
Calm Easily provoked
Pessimistic Changing
Secretive Instinctively
Unsocial Optimistic
=t i 17
= Quiet Active E
Z Passive Social E_]d
Attentive )
Open to Public
Compatible .
Talkative
Thinking others Ready to React
Protects silence Relax
Controlled Live
Reliable Carefree
Calm Leader
NORMALITY|

Resource: Baltas ve Bastas, 2016, 41.



71

Stress is a very important element in terms of personality. The source of
stress in humans can actually be the personality of individuals themselves.
Hans Selye has revealed that the reason for the reactions that people are
showing in the face of stress may be due to experiences in people,
personality traits, social support sources or physiological predisposition. As
expressed by a Greek proverb "it is not events that affect people, it is the
meaning they attribute to events.” Individuals themselves are the potential

source of stress (Yildirim, 2015).

3.2.1.2. Stress-Friendly Personality Types

According to the research, personalities are divided into a type A and B
personalities. It has been revealed that, when those in type A personality
structure are exposed to intense stress, they may suffer more heart diseases
than those in type B personality structure. Individuals with a type A
personality structure have intense impulses, they are aggressive, passionate
and competitive. Usually, these people see themselves in an unending
competitive environment. Efforts to achieve success, an extravagance time
limitation, aggressive and hostile behavior, are the three main characteristics
of the Type A personality. Individuals who reflect the characteristics of type B
personality are more flexible people without strict rules. They are
comfortable, patient, unpassionate, calm individuals who do not get angry
quickly (istar, 2012).

3.2.1.2.1. Properties of Type A Behavior Type

In the 1950s, Dr. Meyer Friedman described a type of behavior called “Type
A Behavior” today. A type personality is a combination of similar
characteristics such as competitiveness, hastiness and aggression,

impatient, oversensitive behaviors (Braham, 2002).

According to Sutherland and Cooper, the typical behavioral characteristics of

a "Type A" personality are as follows (Amount, 2016):

e They are constantly working under the heavy workload with the

anxiety of being able to reach a certain time.



72

e This type of people work at home on weekends and nights without
rest.

e They often go back to work by cutting off their holidays before they
finish their holidays, and they may not even be able to take a vacation.

e They are constantly competing with themselves and other people,
often considering themselves to be realist by far-right standards.

e They feel that they are blocked in the work environment, and they
think that their subordinates are far from understanding themselves,
even though they are angry at their activities.

3.2.1.2.2. Properties of Type A Behavior Type

People who reflect the characteristics of type B behavior are the opposite of
people who reflect the behavior characteristics of type A. B-type individuals
have more flexibility by eliminating strict rules. They do not have time
problems and they are patient, but they are comfortable. They are not too
ambitious about success. They do not get angry very easily and do not worry.
They enjoy what they do. They do not feel guilty because they show comfort
in their work, they work very calmly but regularly. Individuals of type B are
seen as a type of A, which lives plain life. They are very comfortable and
open. They do not get interested in the concept of time. Being successful or
succeeding do not add much to them. They do not enter the race with other
individuals. Even in their speech, they have a calm tone and a comfortable.
Type B individuals are a type that appears to be confident in themselves and

their surroundings (Guglu, 2001).

Individuals in type A behavior have a very little respect for those who have
adopted type B behavior. They find them slow, irresponsible, insufferable.
However, smart B's prefer to work with A’s. A’s are the ones who do the best
job that requires sales. The largest enterprises are those with B-type
behavioral characteristics (Baltas and Baltas, 2011). Individuals with a "B"
type personality are more comfortable, more docile, less competitive. They
have a less hectic approach to life. They also experience stress, but they are

less panicked in the face of coercion and threats (Tutar, 2016).
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People of type B value life as a whole, not just results. They know there may
be tides in life. There is a time and place to work and to rest. From time to
time, they do not fear slowing down and just exist. They know that relief
provides greater efficiency and prepares opportunities for themselves
(Braham, 2002).

3.2.1.3. Personal Attitudes and Behaviors Causing Stress

Although the source of stress is sometimes caused by external factors, it is
seen that its source occurs many times due to personal attitudes and
behaviors, the reason. What drives individuals to do something specific, and
moreover, their inner power, which forces them to exhibit some extreme
movements, is briefly personalities. Personal stress factors caused by the
individual’s own personality usually consist of the following factors (Tutar,
2016).

Impulses: Impulses are the routers of human behavior.

Aggression and Hostility: If you are a type A person, you may have a
tendency to perceive life as a struggle. Therefore, you perceive every day
you live, every person you encounter, and every situation as a necessity to
overcome. It is not enough to win, you want to be a government. As time
goes on, you spend a lot of energies to win small challenges and upset
yourself with small, trivial work. In this case, anger and aggression can breed

and result in stress (Braham,2002).

Perfectionism: This impulse forces you to achieve what's perfect in
accordance with certain standards. When he is under stress, he thinks he
cannot do his work as well as anyone else himself. And he is crushed

because he does everything himself. In this case, it naturally causes stress.

Pleasing people: While there is no demand, trying to please people by
estimating what people need and meeting these needs is an additional

source of stress for the human being.
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Working Hard: This impulse forces a person to spend more than his own
power to accomplish a mission. You do not get away with anything. But when
you are under stress, too much responsibility is loaded, stress is inevitable.

Being strong: This guidance always makes the person feel strong and
have a high motivation. The urge to be strong makes a person wanted for a
solution in times of crisis; but when under stress, the urge for strength can

personally turn into an ego and push espousing everything to fight alone.

Working on Variable Conditions: If a person does not know what the area
of responsibility is, or if he does not have a clear idea of what to expect and
what to expect, it is inevitable that his unease at work and a loss of

motivation will increase.

Worrying about Losing your Job: Fear and mistrust about the future create

hearing, stress and anxiety,

Taking on too much responsibility: If a person is overly willing to take full
responsibility for a job, he is stressed about decision-making and

concentrating.

Old age: The mental and physical changes that occur at different ages are
less difficult to stand in the face of change when people's ages progress. In

this case, it is an important source of stress.

Hastiness: People who try to overcome a lack of self-confidence through
success and efficiency are often suffering from hasty disease. However, it
may not be possible to do two or three jobs together. With the feeling of
being late, individuals whose bodies are stretched by the “struggle escape”
response begin to produce stress instead of good emotions (Braham, 2002).
Besides these counts, it is possible to count personal attitudes and behaviors

such as competitiveness, too much work and inability to improve themselves.

3.2.2. Organizational Stress Factors

This subtitle describes the types of organizational stress factor.
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3.2.2.1. Stress Factors related to the Structure of the Work

The stress factors related to the structure of the work are explained in the
following subheadings.

3.2.2.1.1. Excessive and Low Workload

Excessive and intensive work can be two types. First, the amount of work
individuals will do may be high, and secondly, business is a difficult task that
exceeds the power and capacity of individuals. In both cases, it will have
negative effects on the mental and physical health of individuals (Baltas and
Baltas,2011).

Stress on employees resulting from work (profession) is caused by factors
such as difficulty, complexity and the intensity of the workload. In addition,
organizations are some of the other factors that cause stress on employees,
as well as the relationships of people in work and work environments. Stress
causes negative effects on employees, causing their productivity to
decrease. Having someone with a lot of stress burdens in the working
environment can negatively affect not only himself but also the safety of other
employees. It is stated that in the working life, it is stated that the transfer of
the workforce and the lack of continuity, as well as behaviors such as the
effect of stress. (Ivancevich and Matteson,1980: 6; Cited by: Demirel, 2013).

If you have to do more than one job over a period of time, the stress rates of
individuals are quite high. The intense workload is also one of the most
common sources of stress in the business. As a result of intensive and fast-
paced studies, the mental and physical health of individuals can be impaired.
The need for more and more power in order for a job to be accomplished,
and the fact that the requirements of that work exceed the abilities and skill
levels of individuals, cause stress in individuals (GUmulstekin and Bircan,
2005).

As well as the intense workload, the other factor that is the cause of stress in
individuals who see work is an inadequate workload. It is often observed that

individuals who remain in crisis due to the often sitting time or who remain
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due to the fact that intelligence and talent, i.e. routine work under capacity,
are forced to do or who work under pressure of time to grow up to a certain
date (Soysal, 2009).

3.2.1.1.2. Job Control

The level of control with strengthening of the employee in the organization is
very important. The degree of distribution of power within the organization is
related to structural strengthening and has a direct impact on the level of
control that the employee perceives. Lack of control refers to the feeling that
you can have fewer inputs or effects in the work or work environment. The
lack of control is usually seen in low-level business. In addition, they may
experience a lack of control in those who are affiliated with the organization
or a certain situation. The perception of deficiencies in the freedom of control
and taking decisions are in business-related stressors. Because if it is
perceived that there is not enough control in making decisions about how
their work will be carried out, stress arises (Jeremiah, 2009: 12; Cited by:
Ozen, 2011).

3.2.1.1.3. Working Time

With the higher working time (hours), employees are stressed in people
because they feel fatigue from physical and psychological aspects and
negatively affect their time use, which they can devote to other areas of life.
Rather overtime and shift work systems are key factors that cause stress on

employees (Tutar, 2016).

3.2.2.1.4. Shift Work

Shift working patterns increase simultaneously with the industrialization and
development of countries working with this order. According to research on
countries where this system has been implemented for many years, the
system has revealed the conclusion that it has a very negative and
destructive effect on people’s health. In addition to many factories, studies in
the shift pattern are also applied in transportation, in the field of mail and
communication, in the health services sector. Shift work system affects

health and flexibility at two key points. The first is in the shift pattern,
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disrupting the biological rhythm of the body in terms of sleep patterns and
digestive system; the other negatively affects family life and social life (Baltas
and Baltas, 2011).

3.2.2.1.5. Wage and Career Management

The relationship between the values produced by an employee and the fee it
will receive in return is one of the basic functions of commercial
organizations. Efforts to increase living conditions by increasing the wages
earned by employees are at tended to achieve the highest profits in
institutions with the least investment and spending costs. A significant part of
the stresses in business life are due to these conflicts (Baltas and Baltas,
2011). Being able to achieve the goals set in the business life of individuals,
to be able to gain more power, dignity and income in return for them, and to
ensure career development, their desire satisfies their needs and needs, or in
some way the prevention of employees causes stress. Career planning,
personal career goals and the process of identifying the tools required for
individuals to achieve these goals. In reality, career planning affects both

individuals and organizations (Isikhan, 2017).

3.2.2.1.6. Job Insecurity

Individuals who are concerned about losing their jobs can cause their self-
esteem to decrease. Family environment also negatively affects this situation
because of the high level of stress in employees during periods of staggering
economic crisis, companies shrinking, mergers or workplace closures (Aytag,
2002; Isikhan, 2017).

3.2.2.1.7. Job stress

Job stress is a psychological variable that has gained increasing importance
in human resources management studies in recent years (Nouri and
Soltani,2017). Workplace stress or workplace stress refers to any
characteristics of the work environment that threatens the individual, which
causes insufficient material to meet excessive demand or need, and an

increased tension in a person (Rajan,2014).
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The work of the individual determines the status of individual in society, the
satisfaction of life, the opportunities he can offer to his family, and the
pleasure he receives from life. According to S. Freud, there are two factors
that are effective in protecting the health of the individual, it refers to “loving
your job and loving life.” Hans Selye explained the solution to dealing with the
stresses as follows; “Do your job in the best way to get rid of stress.” As two
scientists on earth have a lot of effects on the history of thought, the work life
and the saturation it brings are directly related to the body and mental health
of individuals (Baltag and Baltas, 211).

3.3. Stress Factors related to Organizational Culture, Climate and

Structure
3.3.1. Stress Factors related to Organizational Culture

The organizational culture covers values and norms shared by members of a
community unit. These values and norms show the right ways to others.
Cultural values are also reflected in real patterns of behavior (Erkutlu et al.,
2011). Although there is a common values system in Organizational Culture
that concerns the whole organization, each unit or department has its own
value system. The cultural structure of the organization is a source of stress
for employees. This is because employees cannot easily adopt the values

and norms that make up the cultural structure (Tutar, 2016).

The culture of the organization is extremely important for both the
organization and the employees of the organization and minimizes the
uncertainties within the organization, explaining to employees how and how
to do the work, while also undertaking some functions. Thanks to the
Organization Culture, members of the organization learn what is good for
themselves and their institutions, what is bad, what is intended and what
should not be done (Sahin, 2010).

Some of the stress factors associated with cultural structure in organizations
are as follows. Morale and low satiation, different perspectives in the
business environment, incompatibility with common values and norms

around the business environment, injustices in assessments, managers not
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support subordinates, lack of team spirit and strong leadership deficiency
(Tutar, 2016).

3.3.2. Stress Factors related to Organizational Climate

They express different concepts, although the organization's climate and the
culture of the organization are related to each other. The organizational
climate and organizational culture should not be confused. Organizational
climate is a series of features that take a specific period and describe the
organization. The main ones of these characteristics are the direction of the
goals with size, structure, complexity, leadership style (Yiksel, 2004; Ozen,
2011).

According to Cherrington, A (1994), the organizational climate is indicated as
the fact that “the climate term refers the set of features or qualifications that
distinguish an organization from another organization.” Cherrington uses the
phrase “this definition is similar to the concept of personality, and in reality,
the climate of the organization is often implied as the personality of the
organization”. Halpin says that “what personality is for the individual is the

climate for the organization” (Karcioglu, 2001).

In his article (Bucak, 2002), Bucak grouped the dimensions of the

organizational climate as follows.

Individual Features: Opportunities for satisfaction, promotion and progress,
respectability, disability, trust, being sensitive to other members of the
organization with the care shown to individuals, the risk to be taken into

consideration, the relationship of friends.

Organizational Features: Structures of organizations, organizational policies,
organizational purposes, rewarding system and pricing, organizational
conflicts, organizational conflicts, very strict surveillance and inspections,
effective  communication, leadership, decision-making, organization

development opportunities, organizational openness, responsibilities.
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Environmental Features: Restrictive and motivating circles, working
conditions  (boring, satisfactory), managerial support, oppression,

compliance, criticism of management (Bucak, 2002).

Poor communication, lack of social support, conflict between governing and
managed, relationships with staff function, subordinates and superiors, cause
stress in organizations. According to Sutherland and Coopere, the
management style is also an important source of stress. An executive with
predominant scientific technical aspect is more of a source of stress than an
administrator who uses interactive procedures in management processes.
The climate of the organization, which does not allow democratic processes
within organizational activities, is a closed and more threatening climate
(Amount, 2016).

3.3.3. Stress Factors related to Organizational Structure

Luthans examined the sources of stress related to the structure of the
organization in four groups. These groups are the only people who have
been able to Organizational policies, structural characteristics of the
Organization, physical conditions and organizational processes. With the
growth of organizations and becoming more complex, the sources of stress
that affect individuals are also growing in parallel and reaching a level where
the organization can control more difficultly. Stress sources in organizations
are shown in Table 2. (Isikhan, 2017; Tutar, 2016).



Table 2.

Causes of Organizational Stress

Unfair success assessment

Exclusion from centralism decisions

and private life

Insufficient wage Lack of promotion opportunitics

Stiffness of organizational rules Extreme formalities

Changing workgroups High degree of specialization
Confradictory methods Interdependence of organizational divisions
Frequent displacements

Ignoring crowded working conditions [nadequate communication

Conflict between executive and advisory units

Excessive noise, hot or cold working

environment

Inadequate communication regarding the level
of success

Toxic substances and radiation

Uncertamn and contradictory goals

Air pollution and work accidents

The success assessment is false and

contradictory

Insufficient Lighting

Unfair audit order and insufficient
information

Resource: Isikhan, 2017: 79.

3.3.4. Mobbing as Organizational Stress Factor
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Mobbing is mainly used in German, the term “bullying” is used as a more

popular term in English-speaking countries and especially in Scandinavia and

Italy. Mobbing has been being investigated in Sweden and western European

countries for three decades with various aspects. However, this phenomenon

is still rarely known and studied (Sroka, 2016). Heinemann first coined the

term “mobbing” in 1973 as an academic term linking the aggressive behavior

of a group of children to some animals and birds (Eksi et al., 2015). The

concept of psychological abuse, which has been known to exist for many

years in our country but has not been fully defined, has taken its place in our
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literature with names such as psychological violence, psycho-terrorism,
psychological harassment, intimidation, bullying, emotional harassment,
emotional bullying and so on (Naktiyok, Polat, 2015).

Mobbing is an internationally recognized workforce problem for organizations
today (Eurofound, 2012). Spiritual factors are becoming as important as
material factors in providing the activities of employees who form the most
important source of their goals in organizations. Therefore, in addition to
these factors that support human resources in terms of positive business
behaviors, there are also psychological violence (mobbing), and similar
situations that cause negative effects of these behaviors (Erol, Oztoprak,
2015).

The European Occupational Safety and Health Agency (EU-OSHA)
describes mobbing at work as “repeated, unreasonable behavior towards an
employee or employee group that poses a risk to health and safety.” Mobbing
causes not only serious social restrictions, but also health problems in
affected people. Mobbing costs serious costs not only because it loses
productivity for employers, but also because it damages the company’s

image and increased turnover (Tong et al., 2017).

Mobbing is affected by many factors including social status, the personality
and status of the victim, the structural characteristics of the working
environment and the hierarchical order, as well as the psychological structure
of performer of behavior. Studies have revealed that mobbing is more
common in public institutions such as non-profit schools and hospitals, in
communities where high unemployment rates are seen, in communities

where workers are deemed worthless (Kehribar et al., 2017).

Mobbing inside businesses begins with a process of conflict in which
managers are incapable of solving, resulting in individuals subjected to
mobbing facing not only emotional aspects but also physically harm. Anyone
who is targeted in the mobbing process is forced to leave his job by
establishing a raid by being directly or indirectly disturbed (Karahan, Yilmaz,

2014: 56-94). As a result of mobbing, psychosomatic symptoms may occur
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such as headaches, tachycardia, stomach problems and sleep disorders,
distraction, social isolation, negative effective discharge and appetite
changes (Korkmaz et al., 2016).

The potential effects of the victim exposed to mobbing also have negative
effects on the workplace. Businesses continue their activities in different
sectoral conditions with different sizes and different production models.
Therefore, mobbing claims have very different effects in the workplace when
they arise. In addition to the very serious losses in the performance and
efficiency of the victims or victims in front of them, especially in the time they
have allocated to the workplace with the work, it is possible to sort the other

possible effects of the business as stated below (Simsek, 2013):

e Overall productivity in the workplace is adversely affected.

e Deterioration in working relationships in the work environment,
incompatibilities between employees and managers.

e Itis seen that absences at work, use of leave and health reports start
to increase.

e |t causes organizational belonging to weaken or completely break.

e |t leads to the loss of employees with qualifications and experience.

e ltis a cycle in the workforce.

e |If the issues are moved out of the workplace, the reputation and brand

value of the institution will be damaged

3.3.5. Stress Factors Caused by Organizational Role

3.3.5.1. Role Uncertainty

Role uncertainty stems from lack of knowledge and openness and lack of
clarity in a particular business position. This leads to employees being
ambiguous about their job goals and responsibilities (Schmidt et al., 2012).
Role uncertainty occurs when working individuals do their jobs, clearly do not
understand how expectations exist from them, or their thoughts on what they
should do from themselves (Dogan et al., 2014). According to Vincent
Onyemabh, role uncertainty is the perception that someone feels helpless by

the lack of information needed to perform a job or a task (Onyemah, 2008).
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If the role in the organization is complex, if the task lacks an openness,
creates contradictions, and if conflicts occur between the requirements of the
task, it is natural that such a task is a stress factor. Complexity and
contradictions in the task contribute to the emergence of stress as well as the

emergence of cardiovascular disease (lsikhan, 2017).

3.3.5.2. Role Clash

Role conflict occurs when the individual, who has to perform two or more
roles simultaneously, appears to make it difficult to follow one of the roles as
required (Isikhan, 2017). If individuals have many roles and they make an
effort to adapt their roles according to the groups in which they belong, they
are likely to encounter a number of problems. Because employees must
meet the different expectations that are formed in order to perform all these
roles. Individuals may experience role conflicts in the face of such situations
(Ivancevich, 2010; Perrewe et al., 2004; Robbins and Coulter, 2009; Dogan
et al., 2014).

Role conflict seems to be more of a problem for individuals in the
intermediate level. It is generally not easy to expect the upper echelons to
perform what they need to do from the lowest levels. In general, it is seen
that the responsibilities given to the individuals who do this task and the
powers given are not of the same criteria. At this point, it is very clear that the
powers of individuals in the intermediate level are very limited, but their
responsibilities in the works they are asked to do are very broad and should
perform these tasks as well. Due to this situation, there is a tension and
friction between the lower and middle echelons many times (Baltas, 2011).
Role conflict negatively affects employee performance. When there are some
significant differences between the grades given for expectations, the role

conflict varies significantly (Ahmet et al., 2014).

3.4. Stress Management

Under this title, stress management will be explained in the relevant concepts

of the province.
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3.4.1. Stress Management Concept

Stress management is a continuous process for monitoring and detecting
stressors that have negative effects on productivity and that create difficulties
for not only those who work, but also to the managers (Robert, Brian, 2005;
Ozen, 2011). It is the process of coping with stress, problems encountered in
daily life and dealing with events and situations that cause stress on the

person, and the use of different methods to eliminate stress (Isikhan, 2017).

To cope with stress and improve quality of life, changing the situation or
changing the responses to the situation constitutes stress management. In
other words, | am going to have to stress management is called stress-
coping, reinterpretation, stress avoidance and cognitive restructuring
strategies by making stress-reducing changes adopted by a person under
stress, or by making interventions that can change stress effects. What these
strategies have in common is that almost all of them foresee the control of
personal habits and physical, psychological and behavioral structures. Thus,
measures are taken against the stress response that begins in the body and
is harmful (Karakaya, 2015; Guglu, 2001).

The high cost of compensation for the damage caused by stress increases
the importance of stress management. Research shows that being at an
appropriate stress level means achieving 90% of the job. Managers are
undoubtedly the most densely experienced areas of stress tension today
(Tutar, 2016). Studies on stress factors show that the type of stress that is
most closely related to physical and mental illness among people is “social
stress” or “interpersonal stress”. In this case, one of the most important
changes we will make to manage our stress may be on our interpersonal
style. For this reason, it is useful to review our style, correct or prevent the

recurrence of the problem sides (Sigri and Guirblz, 2014).
3.4.2. Stress Management Strategies
Lazarus and Folkman express stress as a process in which objective stimuli

based on people’s cognitive evaluation strain are translated into perceptual

experiences, rather than looking at whether existing stimuli are actually
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factors that constitute stressors/stress. In this context, when people consider
external world-borne stimuli as challenging for themselves, they make some
attempts to deal with them. These initiatives include cognitive or behavioral
efforts to reduce or control the effects of the stimuli, internal and external
coercions of the people exposed to (Hamarta et al., 2009). People’s coping
strategies, on the other hand, are often considered problem-oriented or
emotion-oriented coping. Below are these two cases described in more
detail.

3.4.2.1. Problem-Oriented Coping Strategies

It aims to deal, solve problems or do something. Join, act or change
perceived stress, manage and overcome it (Chu, Chao, 2011). It includes
efforts to grant stressful situations in problem-driven granting (Bulut, 2017). If
individuals’ relationship with the environment varies with the act of dealing, it
will be seen that psychological stress conditions also change in a positive
way. This is defined as problem-driven coping. Coping is based on mental
evaluation based on whether the stress-stresses can be changed. According
to this assessment, problem-oriented coping is put into practice if something
can be done that can be done by interfering with the stimulant. Problem-

driven coping examples are as follows (Isikhan, 2017).

e Individual problem solving

¢ Decision-making

e Solving interpersonal disputes
e To get advice

e Determination of objectives

e Good evaluation of time

e Self-control

e Accept responsibility

¢ Able to solve problems planned

e Being able to stand positive on the problem
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3.4.2.2. Emotion-Oriented Coping Strategies

In emotion-oriented dealing, it involves behaviors to regulate emotions aimed
at reducing the emotional tension caused by stress. Studies show that the
problem-oriented coping strategy is more effective than the emotion-oriented
coping strategy and is accompanied by a variety of psychological symptoms
with the emotion-oriented coping strategy (Folkman and Lazarus, 1991: Cited
by Bulut, 2017). Although it is suggested that some of the events have
features that will lead to the initiation of stress response, it is assumed that
the effects of these events on people’s bodies actually have a very important
role in how individuals understand this event. Mental processes become very
important in making these comprehensions and in the evaluation of
stimulants for individuals. Stress responses begin not by detecting
stimulants, but with the conclusion that stimulants are dangerous as a result
of making a mental comment (Hisli Sahin, 2009). Subsequent stress
responses will result in environmental or personal characteristics, resulting in

these mental evaluation and coping processes.

Examples of emotion-driven coping are as follows (Isikhan, 2017):

e Cognitive efforts to understand the meaning of events
e Cognitive reforming

e Social analogies

e Minimizing

e To be able to see the good side of things

e Avoiding, escaping

e Denial

e Avoiding problems

e Seeking social support

e Confrontation, coping

e Thinking delusional

e Tendency not to engage with mental problems

e Effective communication
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Stress threatens the well-being of the individual and their coping skills,
physical safety, self-esteem and internal peace. Disability, conflict, sudden
life changes and pressure can also create stress in individuals (Sarici Bulut,
2017).

Unfortunately, many of the ways of coping are in the science that cause more
stress. For example, alcohol is widely used to deal with stress. Even if
alcohol use initially evokes the feeling of relief by getting rid of the negative
effects of the day with a little relaxation, the emergence of the need for
alcohol consumption, which begins regularly and continues to increase,
especially in the long term, is also a new source of stress (Braham, 2002). All

of the same cases apply to drugs with drug influence.
3.4.3. Stress Management Techniques
3.4.3.1. Individual Stress Management Techniques

3.4.3.1.1. Physical Exercise and Sports

Physical training and exercises are a very important stress management
technique applied in reducing the negative effects of tensions and tensions in
the body on the organism. Cultural physics, gymnastics, cycling, swimming,
jogging and aerobic movements and over-avoiding movements are examples
that can be given for physical exercises. Physical exercises accelerate blood
circulation and ensure that cells eat well, so they are long-lasting. The

benefits of physical exercises are listed below (Isikhan, 2017):

e Relaxation of muscles and mental relaxation

e Increasing the efficiency at work

eIncreased stay and increases in energy

e Emotional relaxation and relaxation

e Better quality sleep

e Stronger bones

e Reduced anxiety

e Lowering the risk of heart disease

e Protection and recovery against back and back pain

eIncreased personal self-esteem
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¢ Being healthier

In addition to physical exercises, exercising is another way to control and
reduce stress. Studies have shown a 25% increase in brain activity by
pedaling for half an hour. Dealing with sports is sending more oxygen to the
brain and removing the tension in the muscles. Massage is also an important
antidote to reducing stress. Energy is one of the most important benefits of
exercises. The body, which is worn out by stress, re-store energy with the
help of exercises. Thanks to exercises, people not only feel an energy boost,
but also spiritually relax (Braham, 2002).

3.4.3.1.2. Change-Accept-Let Go-Manage Lifestyle (CALML)

One of the individual stress management stages is "lifestyle management".
Deciding on stress management means deciding to improve the quality of life
emotionally, physically and spiritually. You can manage your stress using the
Figure 3 model. CALML refers to a long-term stress management plan rather
than a solution approach in the short term. Every step in the model, there are
some methods for controlling our lives, to bring the harms of the stress we
are experiencing to useful situations. CALML approach offers a different and
new perspective on how we should live our lives. Stress management
actually involves the necessary changes in the mental structure to survive
without stress. This means a change of “lifestyle” in a sense. In the CALML
model developed by Braham, controlling and managing stress consists of

four stages (Braham, 2002). These stages are given in Figure 3.
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Resource: J. Braham, 2002, 61.
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The first step of the CALML model is C; the stage of change. If it can happen,

it will prevent you from changing the conditions that cause you to enter the

stress environment. It is possible to change adverse conditions and the

complete elimination of stress from this condition can also be achieved.

The second step is A; Let yourself accept it. When faced with situations

where you are unable to control, you should be able to learn that the

conditions are accepted without anger and that the positive approach is not

lost.
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The third step is L; it is a representation of let go. Ignoring it with no space is
a very useful and effective method from an emotional, mental and spiritual
point of view. Striving to control situations that you cannot afford to change
almost leads us to an obsession with control, and again, this situation causes

stress.

The fourth step is ML; it is the Management of the Lifestyle. In this step, it
enables the start of today to combat factors that have the potential to create
future stress through exercises, diet, relaxation and relaxation and emotional
support (Yildirim, 2015).

3.4.3.1.3. Yoga, Zen and Meditation

These individual stress management techniques are products of Far Eastern
philosophy. The belief in Buddhism also includes methods used by different
denominations. The common point that each of them meets is to clarify the
thoughts, to renew their world views, to remove people from their bad
desires, to discourage me from being self-involved. Yoga and Zen are also
trained in a discipline. A very strong will training; they support it with a small
diet. Especially in the early morning, in the hottest and coldest, they work to
create durable spirits and bodies with their trainings. Samurai is also known
in the form of spirit and mentality (Tutar, 2016). With the help of these

trainings, the body gains stress resistance.

Meditation is an important method of coping with stress. The simple meaning
of meditation is the calming of the brain. To meditate, you do not have to
wear certain types of clothes, change faith, or put the body in difficult shapes.
Meditation is a state of mind. Thirty minutes of meditation a day is

recommended for mind relaxation (Rowshan, 2015).

3.4.3.1.4. Biofeedback

Biofeedback management allows you to learn muscle tension and relaxation.
Hand temperature, pulse, muscle tension, and operation of the sweat gland
are measured with the help of a machine. These are the signs of “war or how

many” reactions. After basic measurements are made, systematic relaxation
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stages are learned. The measuring machine gives information on how deep
relaxation is. Biofeedback is the perfect relaxation method for migraine,
tension headache, high and low blood pressure, arrhythmia in heart beats
(Altintag, 2014). Biofeedback is often combined with other interventions to
provide participants with some information about the effectiveness of a stress
management program. Individuals learn to recognize and respond to

measured data such as muscle and skin activity (Jordan et al., 2003).

3.4.3.1.5. Social Support

Emotional support can act as an important protector against stress formation.
It is almost a buffer between stress and health. Two researchers, Homles
and Raye, conducted a study examining differences between people who get
sick and do not get sick as a result of similar stressful conditions. The
research showed that the main difference between these two types of people
was the level of social support they could get (Braham, 2002).

Social support is a concept that requires a strong and increasingly close
relationship with important inferences for skill development. Whether it is
natural or conscious, it is argued that for at-risk groups, supportive social
networks are necessary to prevent the negative emotional and health effects
of stress. The network of supportive relationships can reduce stress in a
variety of ways. The results of the research also indicate that social support

acts as a buffer in physical and mental health (Isikhan, 2017).

3.4.3.1.6. Personal Time Management

Wherever there is management, it is necessary to plan and strategize. A time
strategy must be prepared for the effective use of personal time. Successful
people are people who resist hard work, who insist on unpleasant work.
Individuals who fail to manage time are inevitable to be under stress due to

the resulting time pressure (Tutar, 2015).

3.4.3.1.7. Worship and Prayer

From the beginning of history, he used religious and spiritual therapy and

maintained his value. Religious and spiritual perspectives have content of
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ideas, meaning and value. It turns from destructiveness to religious
philosophy that will work. Religious and spiritual texts can reduce anxiety.
Existential philosophy puts meaning in the focus of human life. Living for
meaning and ideal increases happiness. It turns to harmful negative thoughts
in emotional disorders. Religious and spiritual opinion leads to positive
thoughts (Altintas, 2014). The essence of religious philosophy is worship and

prayer.

Individuals have feelings and beliefs along with their material presence. An
individual who has lost these elements means that he has lost his peace and
health. The most important factor in this is to believe that it gives peace to
people and strengthens physical health. On the contrary, the emergence of
both physical and mental illnesses begins in the absence of faith. For
centuries, people have lived in bliss, happiness and peace, believing in God

for centuries and wishing and waiting for everything from Him (Cufta, 2016).

Prayer is the most effective way to deal with stress and pain. Trust and faith
in the love and justice of the great creator; to be patient. Prayer allows us to
be solid in the face of trouble and scourges. It allows us to stand up to
adversity. When we pray, we accept that we are powerless and weak, but the
creator is the most powerful. This humility gives people strength and courage
(Rowshan, 2011).

Developments in the field of science and technology in recent years provide
people with many new opportunities and opportunities on the one hand, while
on the other hand demanding a very high price for all these gains. As a result
of the gradual purge of sanctity from our daily lives, it has severed the bonds
of individuals based on mutual trust with the universe and other people,
deprived them of spiritual values that add meaning to life, as the traditional
institutions and values system that offers individuals a world of security are
disrupted. In fact, spiritual values, along with their most basic needs, such as
asylum, have much more and more support for life, to endure difficulties, to
make sacrifices, to be able to make sacrifices, to provide support from

psycho-social perspectives such as responsibility, productivity, and also have
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an impact on the protection of people’s mental health in the face of sad
events such as death (Berger, 2002; Emhan and Cayir, 2010).

3.4.3.1.8. Communication

Existence for human beings is about eliminating physical, physical, social
and psychological needs. By nature, man cannot meet these needs alone for
at least five or six years from the moment he was born. He needs other
people, other adults. In the process of eliminating each of these needs,
communication is the most important tool. If communication is sufficient,
chronic stress will not occur. However, because an inadequate
communication will not be addressed, stress is inevitable (Sigri and Girbuz,
2014).

It is very important that people communicate with each other. We have to
communicate with other people to express your feelings and convey your
wishes. The hardest day of human life is the day when he does not
communicate with anyone. Research has shown that people isolated from
other people are more unhappy than people who are mingled with other
people. Individuals who communicate well with people feel better and are not
nervous (Arthur, 2015).

3.5. Organizational Stress Management and Management Techniques

Defined by the situation in which individuals are physically or psychologically
considered a threat (Atkinson, Atkinson and Hilgard, 1995) to the individual’s
self-esteem or goodness (Kyriacou and Sutciffe, 1978); stress is examined
under three groups as threatening or harmful to existing sources of stress,
the psychological and physiological effect of stress sources on the person
(Hansen and Sullivan, 2003).

As a mental and physical condition that may affect individual efficiency
effectiveness, health and quality of work directly and negatively (Gill,
Flaschner and Shachar, 2006), stress can be triggered to activate a wide
variety of hormonal secretions in sympathetic nerve system in the form of
tension when individual faces with a difficult situation or with distemper

(Cartwright and Cooper, 1997). It is associated with a variety of chronic
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health problems including work stress and cardiovascular diseases. It leads
to hypertension, musculoskeletal system and psychological disorders,
reproductive disorders, mental and neurological problems (Swanson, 2000).
When people believe that they give little effort to change a stressful situation,
they tend to use emotion-oriented coping, and when they believe that their
requests or resources may be altered, they use problem-oriented coping
mechanism (Vollink, Bolman, Eppingbroek and Dehue, 2013). Behaviors of
employees and management at workplace are not only results of their
motives and needs, but also results of their perceptions covering everyone in

that organization (Harris and Hartman, 2002).

Organizational stress is considered to be one of the major issues in
managerial terms as a factor affecting working performance of each staff
ranging from new workers to the highest-level officers (Ross, 1997). The
sources of organizational stress are gathered under four headings by
Luthans (1989). These include organizational policies, structural
characteristics of organization, physical working conditions and
organizational processes. With an overall assessment, it can be seen that
researchers concentrate on workers’ functional environment while grouping

organizational stress sources.

3.5.1. Determination of Organizational Roles and Reducing Conflicts

Role uncertainty occurs when employees do not have an idea of what their
expectations are when they do their jobs, or if their thoughts about what they
should do and what they are expected to do are opposite. In other words,
employees may experience a role uncertainty in cases where they are not
aware of the behaviors of the task, they are expected to exhibit their roles or

their role, or where roles are not very clear and clear (Dogan et al., 2016).

In reality, role conflict and uncertainty have been revealed by studies that, as
in many places, are a source of stress and affect other members of the
organization. If the administration reduces conflicts and clarifies
organizational roles, it can also eliminate or reduce stress due to these

factors. Employees at organizations also do not want to face conflicting and
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ambiguous demands. Role conflict and uncertainty have previously been

expressed as an important source of personal stress (Isikhan, 2017).

3.5.2. Improving working conditions

Improving working environments and turning them into a regular shape also
reduces the frequency and likelihood of job accidents, which contribute
positively to the rise of morale and motivation surged in employees. The
clean and well-maintained tools and devices used in the workplace and are
also useful to the morale and motivation spurts of the employees, as well as

to behave very carefully (Camkurt, 2007; Soysal, 2009).

Today, it is accepted by everyone that noise, lighting, color scheme and
weather conditions in the working environment are stress-causing physical
factors. Natural sunlight is the healthiest in terms of lighting and color
scheme. It is important to carry out periodic general health examinations and
troubleshoot problems for employees in workplaces (Isikhan, 2017). An
ergonomic workplace environment contributes to reducing stress and

tension.

3.5.3. Redesign of Jobs

The first studies on redesigning jobs were put forward by Taylor in the 1910s.
In Taylor's words, good design of equipment, a good pricing policy with
motion work, is one of the factors necessary for ensuring job satisfaction and
job motivation. Again, within the scope of Taylor’s principles, it is also very
useful for keeping the communication channels between the supervisors and

the employees open in terms of workplace health (Bilgi¢, 2008).

The business environment is planned and determined by the managers with
the tasks to be carried out within the organization with the help of the
business design process. A business design that can meet the organizational
requirements required to ensure high performance, adapt with individual
needs and capabilities, and offers opportunities for job satisfaction to be
realized needs to be carried out. Robbins outlines the existing alternatives

available to managers who demand that employees' work structures be
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changed or redesigned; These are business simplification, business
expansion, business rotation and business enrichment respectively (Robbins,
1998; Marangoz, Biber, 2011). These alternatives will be tried to be
explained in the following subheadings.

3.5.4. Work Rotation

The work rotation provides a variety of tasks by moving employees between
different tasks. The business rotation is a widely used work design approach
that many companies apply at some hierarchical levels. Rotation is the result
of the efforts and determination of the human structure in the companies,
their efforts to harmonize with technical processes. In our country, we can
say that it serves towards the objectives of increasing the performance of
employees for this technique, which is generally successfully implemented by
companies belonging to foreign capital. The first requirement to achieve
these goals is to ensure that applications in business rotations can first
create desirable effects on motivating employees. In this regard, rotation,
reduction of monotonousness, preparing employees for management,
determining the work and position that can ensure the highest efficiency,
increasing social communication, raising knowledge-skill levels with the help

of the functions of the creation of such motivational effect (Kaymaz, 2010).

3.5.5. Business Enrichment

Business enrichment includes the development of the attributes of the
responsibilities required by the work, the opportunity to be recognized, the
opportunity to succeed, as well as the essence of different skills, the identity
of the task, the meaning, the autonomy, etc. These enriched tasks will be
effective in reducing stress sources compared to more mundane and
structured jobs. It should also be remembered that jobs enriched by some of
the businesses cause much more stress. Regulations for diligent and
carefully constructed tasks are an effective way to deal with work stress.
While it is possible to give people much more responsibility by enriching jobs
in terms of their content, at the same time the opportunity can be taken in
order to achieve success in front of you and they can be promoted according

to your personal efforts. This can create a variety of skills required in those
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who work, their degrees of importance are determined in the work done and

individuals can also be able to do meaningful work (Gug, 2001).

Business enrichment tries to make employees more responsible by
increasing the level and complexity of the tasks they have to complete and
giving them the authority, they need. Motivates employees by giving them the
opportunity to use their talents to the fullest (Marangoz and Biber, 2011).

3.5.6. Staff Strengthening

It can be expressed in the form of strengthening, sharing, training and team
work, which is a very important concept of management, to increase the
rights (powers) of individuals and to develop individuals. It expresses the
conditions and conditions, where the motivations of individuals working with
empowerment are increasing, their confidence in their expertise and
knowledge is increasing, they are willing to act by using the initiative, beliefs
that they can keep processes in check, and that they find their organization
meaningful in the direction of their goals and allow them to do the appropriate
activities (Akgakaya, 2010). These conditions will lead to stress reduction and

increased motivation.

It refers to a concept beyond the definition of personnel empowerment,
distribution of responsibilities, participatory management or any
administration. Staff empowerment is “making individuals more powerful”.
However, this strengthening does not mean that they are made strong within
the hierarchy of the organization or financially. Rather, development as
individuals is to make individuals more knowledgeable, most importantly by
strengthening their ability to build constructive relationships with them and
establishing beneficial relations with other individuals, and making them
stronger by enabling individuals to create their own environment (Dogan and
Ozge, 2009). In business environments with these characteristics, staff
empowerment will make working individuals more confident and stress

resistant.
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3.5.7. In-service Training Programs

One of the most effective methods to prevent stress and burnout is the
training to be given in burnout. With training on burnout before employees
start to work out, employees will be prevented from loading their complaints
into spike factors by ensuring that they are recognized early when they see
future symptoms. In-service training programs aim to improve employees’
knowledge, experience and capabilities so that employees can improve their
predisposition to work, to increase productivity levels, and to perform their
duties and responsibilities much better in the future (Isikhan, 2017).

3.5.8. Social Support Systems

Social support is one of the most effective ways for employees to find job
satisfaction in the organization. People can find social support in many
different ways depending on their personalities. Accordingly, social support
(Amount, 2016);

e Whatever the subject of social support and under what circumstances
and where it comes from, it is useful for the individual.

e Types of social support can be emotional, cognitive and material.

e A network of social support owned by the person reduces or acts as a

buffer, reducing the impact of negative life events or stress factors.

Individuals may occasionally need additional mother-in-law, outside their own
resources. These supports help to concentrate and get rid of negative
thoughts and deal with general problems. Social supports have three sources
(Altintas, 2014):

e To support ourselves
e To get support from others

e To get support from other sources.
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3.6. Selye’s Systemic Stress Theory (General Compliance Syndrome)

The fact that the concept of stress in the field of science and mass media is
so popular was significantly due to the study by endocrinologist Hans Selye.
In their research on animals, he observed that some stimuli (hot, cold and
toxic factors) can have general effects. In addition to these general changes
in the body, it has been observed that each stimulant has undoubtedly
created the unique effects on them. For example, temperatures cause the
vessels to expand and the cold causes the vessels to shrink. In Selye’s
testimony, these general changes constitute a uniform, in other words, a
reaction specific to systemic stress. Selye refers to systemic stress as a
condition that occurs with the help of a syndrome of all changes that are
generally awakened within the biological system (Selye, 1976).

Stress is the body’s vague response to any demand. A stressor is a factor
that produces stress at any time. General Adaptation Syndrome (GAS)
represents chronological development of the response to stress sources as
its actions grow longer. It consists of three stages: alarm reaction, resistance
stage and exhaustion stage (Selye, 1976; Selye, 1950). General compliance
syndrome is a concept created by Hans Selye in 1936 as a result of
laboratory research conducted in biological tradition (Isikhan, 2017).
According to the exchange rate, when individuals encounter stress sources,
the sympathetic nervous system is activated; “fight or escape” reactions
occur in the body (Altintas, 2014). These stages are described in detail

below.

3.6.1. Alarm stage

Alarm response is a condition in which the organism perceives external
stimulus as stress (Altintas, 2014). There are two steps in the alarm phase.
On the first step, the balance in the organism is deteriorated and a shock is
entered. There are many stresses in the deterioration of balance in the
organism. Within this stage, a chemical change occurs in the organism that
causes the formation of a war-and-run response. On the second step, the

“anti-shock” adaptation process begins (Isikhan, 2017).
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3.6.2. Resistance Stage

After the alarm stage comes the “harmony or resistance phase”. If you can
adapt with the source of stress, everything will return to normal. This stage is
trying to regain the lost energy and repair the damage to the body. When
dealing with stress, the parasympathetic nervous system begins to gain
activity. Heart beats, blood pressure and breathing begin to improve, and
strain in the muscles decrease. If it is in the process of resisting, individuals
make every effort to resist stress, reflecting a stressful human behavior. It
can be observed that this situation persists in the behavior and lives of
individuals for a while (Guglu, 2001).

3.6.3. Exhaustion Phase

If the stress-causing event is very serious and lasts long, the exhaustion step
for the organism will be reached. Sometimes, alarm period reactions occur
again during this period. The ability to adapt to each living thing and its
energy are different and limited. Sleep and rest can repair the body, but in
the face of ongoing and in-copious stresses, the balance is broken, the
energy of harmony ends. After these, seizures of exhaustion and exhaustion
are observed, now irreversible traces gain to the organism. The organism

becomes open to diseases during this period (Baltas and Baltas, 2011).

3.7. Cannon’s Approach to Fighting or Escaping

Cannon also developed one of the oldest models of stress. In this approach,
which is also called the Model of Struggle or Escape, stress is defined mainly
as responses to physiological external stresses. Cannon said individuals
have the ability to manage stressful events, and therefore stress is
adaptable. In addition, Cannon acknowledged that there may be a number of
medical problems due to constant stress. According to Cannon, survival

depends on his ability to respond successfully to the threat (Ogden, 2004).

Stress refers to a condition caused by the threat or excessive difficulty of
physical or spiritual boundaries in the organism. In the event of threats or
strain, living things have the ability to mobilize a chain of reactions to protect

themselves. This feature actually refers to the emergence of an answer
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called “war or run” when faced with danger. Faced with a danger, the living
tries to move away from the dangers he believes he cannot cope with, and
he begins to fight the danger he believes he can cope with, thus adapting to
the situation that arises. In case of threat, a number of incidents occur not
only physically but also at the psychological level in the organism. Although
changes in the physical level exceed the same steps in each of the people,
psychological events may vary in connection with personality and

environmental conditions and individual conditions (Baltag and Baltas, 2011).

Stress in Cannon’s testimony occurs when external, environmental demands
breaks down individuals’ upset the natural and stable state balances. Cannon
refers to stable state balance as homeostasis (continuity of normal conditions
in the organism). Cannon is interested in the role of the sympathetic nervous
system in mobilizing an individual, especially in the face of stressful
situations, believing that people’s bodies are designed with natural defense
mechanisms that can protect homeostasis (Quick and Nelson, 2009; Ozgen,
2011).

In different sources, the reaction of “fighting or avoidance” is generally seen
as a reaction by stress-oriented prototypical (model) people. Fighting or
responding to escape was evaluated as a movement in the physiologically
sympathetic nervous system. In addition to physiological consequences, it is
thought that fighting or running is adapted as a metaphor for people’s
behavioral responses, while people (or animals) are linked to the nature of
stressors (stimulants) to whether they will struggle or run away as their
response to sympathetic stimulants. If the organism detects a danger or
predator, it will act if it is felt that it can eliminate it. If he eerily perceives the
threat, there will be a better chance of avoiding the threat (Shelley E. Taylor
et al., 2000).

3.8. Lazarus’ Psychological Stress Theory
Richard Lazarus is more interested in the psychological dimension of stress.

Lazarus emphasizes the psychological and cognitive aspects of the reactions

to stress, not the medical and physiological aspects. Like Cannon, Lazarus



103

considers stress as a result of environmental interaction with the individual,
and attaches importance to the perceptions of individuals when classifying
events with individuals in a stressful or stress-free form. Individuals evaluate
people and events from different angles. Situations that are stressful for
some individuals are not stressful for other individuals (Ozen, 2011).
Lazarus’s psychological stress theory focuses on the size of fighting. Lazarus
refers to the issue of fighting as cognitive and behavioral efforts that burden
individuals and show continuity in managing specific external and/or intrinsic

demands that can exceed the resources of individuals (Lazarus, 1993).

Lazarus illuminates this topic in his work on mental psychology. The factors
that will help explain the situation are treated as primary evaluation and
secondary evaluation systems. Primary Evaluation; To perceive the situation
and to evaluate what the ethics of the individual mean. Secondary
assessment: If the first stage has evaluated the individual’s life as a source of
stress, the second stage is related to the way the event is directed and the

way to deal with the incident (Baltas, Baltas, 2011).

Primary and secondary assessments determine whether individuals react to
stress. In Lazarus’s testimony, individuals can react in four ways in case of

stress. These reactions include;

e Direct action,
e Collection of information,
¢ Not doing anything,

e Mechanisms of relaxation and defense.

A different perspective has been revealed in the Lazarus model, which
focuses on the evaluations and procedures between individuals and their
circles, regarding the reactions shown in the face of stress. According to this
perspective, individuals are not passive to their outside world, but interact
mutually (Ogden, 2004).

According to Lazarus, there are 15 basic emotions. Nine of these feelings
(nerve, fear, anxiety, guilt, shame, sadness, jealousy, envy and hatred) are

negative, four of them (happiness, pride, comfort and love) are positive. The
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other two emotions are feelings that can vary with hope and compassion. At
the microlevel, for example, reactions to fear are based on primary and
secondary assessments. There are some targets that are difficult to reach
but also have dangers. Other than that, the discrepancy of the targets is at a
high level, in other words, it appears that individual targets are being blocked.
The last is focused on being able to maintain individual meaning or ego-
identity in the face of ego-interested threats. Very specific types of evaluation
stresses or emotional reactions at the macro level are described as basic
relational themes. For example, the theme of fear faces uncertainties and
existing threats (Krohne, 2002). Lazarus and Folkman indicated that a small
number of stress factors universally create tension among employees.
Cognitive Evaluation theories: They assume that employees only cause
stress as long as they assess their own welfare threat (Lazarus, 1995;

Lazarus and Folkman, 1984).

3.8.1 Consequences of Stress

Stressors, which are the cause of stress, cause individuals and organizations
to show different reactions. Low levels of stress increase individual and
organizational achievements; high levels of stress reduce the level of

success of business essay and organizations (Ozen, 2011).

3.9. Consequences of Stress

Stressors, which are the cause of stress, cause individuals and organizations
to show different reactions. Low levels of stress increase individual and
organizational achievements; high levels of stress reduce the level of

success of business essay and organizations (Ozen, 2011).

3.9.1. Individual Consequences of Stress

The stress experienced by each individual in society for various reasons has
negative effects on both himself and his surroundings. However, some
researchers examined the concept of stress in terms of the motivating ability
of stress to motivate employees, while some researchers examined the
employee’s ability to risk work performance and physical health. However,

what these works have in common is that they are not going to be able to do
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that it is now that employees should learn to live with stress on the one hand
and to fight it on the other (Kaya, 2010). The consequences of stress can be

classified as physiological, psychological and behavioral consequences.

3.9.1.1. Physiological Results

There is a central nervous system where two different systems are united,
such as para-sympathetic nerves, which have soothing effects with the
sympathetic nervous system that have simultaneously stimulating effects in
the human body. Sympathetic nervous system usually has the function of
accelerating the work of organs. On the contrary, there are effects of slowing
and appeasing the operation of internal organs in money-sympathetic
systems; In His work, Amount, Crisis and Stress Management describes

physiological ailments as follows (Tutar, 2016):

Circulatory system cardiovascular diseases: Disorders such as palpitations,
irregularities and increases in heart beats, chest pain, myocardial infarction,

hypertension,

Disturbances in the respiratory system: Too much breathing, bronchitis and

asthma,

Disturbances in the digestive system: Lack of appetite, very viral eating,

indigestion, ulcer and gastritis,

Disturbances in the reproductive system: Some disorders caused by function

disorders of the reproductive organs,
Internal secretion glands ailments: Hypertrophy, diabetes,
Skin ailments: Nettle rash, eczema, psoriasis, hair loss,

Migraines with disturbances in the motion system: Calcifications, ailments

caused by strain of muscles, types of chronic headaches.
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3.9.1.2. Psychological Results

3.9.1.2.1. Anxiety

Anxiety is broadly an emotional response from people to events in the
outside environment; in a narrow sense, its origin and start can be defined as
a condition that is felt effectively, although not consciously, followed by
sweating and similar physiological changes in the person (Snowball, 2012;
Alpertunga et al., 2016). Spielberger discussed the concept of anxiety in two
ways: situational anxiety and constant anxiety. Conditional anxiety is defined
as a temporary form of anxiety that develops depending on a stressful
situation and is usually experienced by every human being. Constant
concern is that this feeling is continuous in human beings as a result of the
intensity of stress and increased frequency of situational emotional

responses (Karabulut et al., 2013).

Although anxiety and stress have been used synonymously in many areas,
there are precise limits that distinguish the two concepts. Anxiety is a state of
emotion in response to sorrow. Harmful factors caused by external and
internal environment create strain in different areas of the organism,
structures and functions. Strain is stated as the price the system pays in the
process of returning to balance or the amount of energy it spends (lsikhan,
2017). Anxiety disorder negatively affects people’s social lives. It causes
weekday losses, reduces health-related quality of life and reduces
functionality (Beesdo K. et al., 2010).

3.9.1.2.2. Depression and Symptoms

Depression refers to collapse as a word and refers to descending from a
certain level. Depression is not a new disease. However, in industrialized and
urbanized societies, it has become prevalent to the extent that it has never
been seen in any period of history today. The World Health Organization
(WHO) states that 3-5% of the world’s population, approximately 150-350

million people, has various levels of depression (Baltas and Baltas, 2011).

According to Gezer and Yenel, business competition, the characteristics of

the work and the sources of stress have different effects on the employees.
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Depression is one of the most obvious reactions these effects have created
on people. Depression is not only related to work, but can occur for different
reasons in different areas of life (Gezer and Yenel, 2009). According to
Isikhan (2017), the following symptoms come to the fore in people
experiencing depression: Loss of appetite and weight loss, sleep disorder,
decreased pleasure from life and loss of interest, slowing down in
movements or unrest, sexual reluctance, worthlessness and guilt, feelings of

despair and grief.

3.9.1.2.3. Insomnia

The quickest way to stress people is to keep them from sleep. Individuals
who rest and sleep well can cope with stress better. One of the most
complaints of individuals in the stress-inspired state is the subject of sleep
disorders. People spend almost a third of their lives sleeping. Through sleep,
loosening and relaxation are provided by sleep, relaxing in terms of the body
and spiritual aspects. Sleep is as important a need for all living things as air
water and nutrients (Altintas, 2014). Insomnia can be a very important stress
factor during stressful times. Insomnia can destabilize the body and cause
stress in excessive sleep. They note that insomnia leads to fatigue,
depression, anxiety and mental problems. Quality sleep has an important role

in coping with stress.

There are many factors that prevent good sleep at night. Alcohol, caffeine
and nicotine are factors that prevent quality sleep. Caffeine stimulates the
central nervous system, causing it to stay awake. Alcohol causes a wake-up
when digested from the body. Nicotine is also a strong stimulant. Sleeping
pills can impair sleep patterns and quality because they show stun side
effects. All these countess lead to insomnia and therefore stress. Relaxing

and loosening exercises are recommended to sleep well (Arthur, 2015).
3.9.1.2.4. Burnout Syndrome and Symptoms
The concept of burnout, which caught the attention of researchers and

scientists after the 1970s, is one of the subjects that many relevant scientific

studies have been conducted on it (Tansel, 2015). Freudenberger, a clinical
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psychologist who has been working on organizational stress for a long time,
coined the term for the first time in 1974. Freudenberg’'s concept of burnout is
expressed as exhaustion from emotional angles, caused by the intense
workload of individuals and the inability to fulfill the requirements of jobs
(Freudenberger, 1974). Maslach and Jackson later described burnout,
physical exhaustion in humans, prolonged fatigue, desperation and feelings
of despair, as well as failure and dissatisfaction with the individual’s work, a
physical, mental and emotional syndrome that covers negative and cynical
attitudes towards life and other people (Maslach, Jackson, 1981).

Burnout, which is usually a more common phenomenon in face-to-face
occupations with humans, is that the employee feels exhausted and
exhausted. In this case, the individual health of an employee will be impaired,
and the efficiency will be significantly reduced from an organizational point of
view (Polatci, Ozyer, 2015). McKee and Wiens (2017) describe the state of
burnout as follows. Why is stress on the rise? Many of the stresses have to
do with the uncertainty in the world and the constant changes in our
organizations. Most people spend more hours than ever before, working hard
at work. The lines between work and the house have been blurred or
disappeared. The working conditions make us angry and angry with bosses
and colleagues who make us watchmen. Under these circumstances, our
performance decreases and people suffer. Work feels like a burden. Burnout
now exists in every corner of the workplace. Happiness at work is not a
distant possibility. Yicel and Oztoprak’s emotional, behavioral, physical,
psychological classifications of the symptoms of burnout are as shown below
(Erol and Oztoprak, 2015).

Emotional Symptoms: Trust covers feelings of decreased motivation,
anxiety, desperation, confusion, apathy, feeling of failure, frustration,

boredom, anxiety, despair, lack of concentration, resentment, alienation.

Behavioral Symptoms: They consist of distances, resentments, indifference
to work, not spending too much time with people, slow behavior and lack of
duties, not keeping enough records, hurtful words, all individuals approach

with suspicion, careful not to talk, avoidance, emotional burst behaviors.
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Physical Symptoms: They can be specified as depression, retreat,
headache, insomnia, chronic cold, blood pressure, diabetes, ulcers, colitis

and cancer.

Psychological Symptoms: Such as loneliness, being hopeless, blocking,
familial problems, sleep disorders, depression, being overly angry, being

more punishing, developing feelings of hostility, fears and anxiety.

3.9.1.2.5. Personal Methods in the Fight against Burnout

Individual measures to be taken to cope with burnout can be sorted as

follows.

To be aware, to know and know yourself, to be realistic, personal
developments, relaxation, knowing boundaries, hobby, time management,
vacationing, a quiet life, if necessary, job change, to know how to deal with
stress (Ardi¢ and Polatci, 2008; Yiicel and Oztoprak, 2015).

3.9.1.3. Behavioral Results

As given in Table 3, psycho-social and/or behavioral factors can affect the
functioning of the body. Methods such as personality traits, behavioral
patterns, emotion types and densities, and ability to combat stress affect the
body in some ways. Psychological, social or behavioral stresses and strain
are one of the most important accelerating factors that can be the cause of
disability and deaths, regardless of the levels of economic development in
many countries around the world. Smoking, excessive alcohol consumption,
drug addiction, obesity, increased accident trends, loss of preventive health
care and disease risks, increased premature deaths, behavioral
consequences of stress easily observed (Isikhan, 2017). Table 3 includes

behavioral physiological and psychological effects of stress.
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Behavioral Physiological and Psychological Effects of Stress

Behavioral
Short-Term Effects

Physiological
Short-Term Effects

Psychological
Short-Term Effects

Excessive smoking and
alcohol use

Weakness in
relationships with people
at home and work
Reduced job efficiency
Thoughtless emotional

distress

Long-Term Effects
The breakdown of your
marital life and family life

Lack of appetite

Headache

Back pain
Weakness-Nausea
Sleep problems
Indigestion and
tremors
Long-Term Effects
Heart disease

Hypertension, Ulcer

Deterioration of overall
health

Fatigue

Anxiety-reduction in

self-perception

Depression-Distress
Irritability (Quick
Flushing)

Difficulty in
concentration
Long-Term Effects

Lack of appetite

Chronic depression
and anxiety

Irritability, Suicide

Resource: Isikhan, 2017, 119.

3.9.2. Organizational Consequences of Stress

3.9.2.1. Poor Performance

The successes and efficiency of organizations in business life can only be

achieved by increasing the performance of working individuals. One of the

elements related to the performance of working individuals is that they are

exposed to stress. Stress is expressed as their reactions to the negativity that

people have encountered. Individuals should face stress if they are not aware

of which profession they are. The aspect of the concern to working
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individuals is the decrease inefficiencies or performance of the workforce due
to adverse consequences due to stress. The competitive environment, which
Is multiplying with changes in business life, forces organizations to increase
their productivity, and in parallel, organizations increase their expectations
from employees (Gokgodz and Altug, 2014).

The ability of organizations to show important activities in the working
environment depends on their employees and employee performance, their
psychological status, i.e. stress levels. The appropriate psychological climate
can only be demonstrated by individuals at the positive stress level. The fact
that the organizational climate is at a level to maintain that positive stress has
a direct interest in efficiency and performance (Tutar, 2016).

3.9.2.2. Employee Circulation Speed

Working under stress in organizations causes those who work to become
alienated, worried, integrate with the organization and not be satisfied with
their work. Evaluating better job opportunities, career opportunities, job
insatiability in social and economic terms are factors that increase the speed
of employee turnover. The height at the employee speed is considered a
reflection of the stress of working individuals. Having to work in a constantly
stressful environment in an organization can also interfere with the
organization of individuals trying to work and to satisfy the work (lsikhan,
2017).

Although the high speed of the period of work is not directly linked to
organizational stress, it is one of the important organizational reflections of
the stress factor. According to a study, some of the reasons for leaving work
are management difficulties, job guarantees, social security issues,
promotions, pricing, favoritism, physical working conditions and environment,
work intensity, working time, confusion of jobs, compliance, communication
and harassment in the workplace environment, as well as stress (Yilmaz and
Halici, 2010; Ozen, 2011).
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3.9.2.3. Absence to Work

Many studies have shown that job seers have a relationship between work
avoidance behaviors and job insatiability. The main dismissal behavior is
dismissal and absence. In order for employees to cope with stress, they try to
stay away from the environment they are working in and not go to work. Job
absence can be caused by unwillingness, lack of responsibility, lazy
behaviors and the effect of alcohol addiction, as well as due to serious

ailments such as heart attack, hypertension and ulcers (Isikhan, 2017).

In many sources, absence to work is defined as the person’s lack of work in

person. Absenteeism can be divided into excuses or excuses.

It is the case that the absence of work without making excuses does not go
to work without giving any excuses to the managers of the business, or if it
does not offer an excuse to accept even if it has not been reported. Whether
the excuse put forward by the employees sits is also varied according to
businesses. In the event of an excuse absenteeism, it can occur with the
behavior of the job seer in the face of excuses or situations accepted by the
business. In the event of an excuse and absence, the job seer cannot do a
check because of the excuse. There is nothing that individuals who do in the
emergence of situations like funerals where health problems can happen or
where they are required to participate. On the other hand, in case of
absenteeism without excuses, the situation becomes even different. Those
who work often keep the situation under complete control by making
decisions in the direction of their personal goals (Ramsey et al., 2008; Sahin,
2011).

With absences, there are also very serious problems for businesses. Some

of these issues are listed below (Senel, 2012).

Increased operating expenses: Due to absences, there are increases in
the operational costs of enterprises. If the employee does not come to work,
he will either have to postpone the work he is obliged to do, or cause an

additional workload for another colleague with his own workload.
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Morale breakdown in employees: If other workers or workers are assigned
to the workers who have not come to work, the morale of the working
individuals will also be adversely affected.

Delays for project dates: If one of the employees does not come to work,
delays in the dates of the projects are also inevitable; in this case,
operational costs will increase, and at the same time, the satisfaction of
customers and the goodwill of the customer will also be abused.

3.9.2.4. Alienation to Work

The concept of alienation is a topic that has been discussed since the last
century. Hegel believed that individuals felt a very fundamental division,
alienation, between objective and subjective selves. Durkheim perceived
alienation as a product of individual isolation in an unintegrated society.
Sartre attributed alienation to an existential trilogy. Marx believes that
alienation occurs in workplaces in capitalist societies where people are

powerless to control their business conditions and objectives (Isikhan, 2017).

With the products beginning to be produced more similar to each other due to
technological developments, and with the changes in the expectations of
consumers and the increasing concentration of the competitive environment,
an expectation has emerged in a way that employees should add their
feelings in addition to their physical and mind forces to gain an advantage.
This is especially true for jobs where the interaction between customers and
employees is more concentrated, as a result of the characteristics of the
work. The workers in such jobs are also called emotion workers. Emotion
workers are more likely to spend their emotional efforts than physical or
mental labor. In addition, emotional labors can produce negative
consequences in terms of looking after emotion workers. Emotion workers
who feel compelled to behave differently by hiding their feelings that they feel
real can face problems such as being unable to understand and express
themselves at work. Due to emotional contradictions caused by differences
between what they feel in real terms and their roles in work, problems with

alienation can arise (Kaya, Sergeoglu, 2013).
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In articles about dashed and generous job alienation; Blauner indicated that
alienation to work occurs in the following situations: Alienation is a syndrome
of a number of different objective situations and subjective moods arising
from the socio-technical states of employees and work, and a goal for
working individuals not to gain control in their own business processes, to
develop a sense of function in their production or work, to the society in
which they are a member, and to express themselves in their self-expression
(Kesik, Comert, 2014).

3.9.2.5. Industrial Accidents

Occupational diseases occur in working environments with occupational
accidents, and risks are very important in this respect. For this reason,
occupational health and occupational safety issues have become more
important for economic, social and technical reasons and become more
attention-taking. Having many negative effects on industrial accidents in
terms of state, workers and employers and having a humanitarian dimension
to solve problems has become imperative to examine the issue with care
(Aydin et al., 2013,).

Industrial accident is one of the most serious problems that individuals
working from economic, social, spiritual or physical perspectives can always
encounter. 90% of the causes of accidents revealed by the studies were
revealed by studies that the human factor is due to the human factor. It is
noted that the remaining 10% occurs due to inadequacies and physical and

environmental conditions (Isikhan, 2017).

The deteriorating working conditions of organizations are also in the stresses
that trigger stress. There are also very important roles in the occurrence of
business-related accidents, such as noisy environment, vibration, hot air or
humid environment, inadequacy of lighting or dusty workplaces. Research on
occupational accidents examined how environmental factors created effects;
poor workplace working conditions (noise, vibration, heat and humidity,

lighting and dust) can cause accidents directly, as well as indirect aspects of
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the psychological condition of those who work suggests that they may have

negative effects (Camkurt, 2007).

3.10. Some Studies on Stress and Organizational Stress Management at
Home and Abroad

Organizational stress has been an issue that has attracted researchers for
many years. Drabek and Haas examined the phenomenon of organizational
stress in 1969 with laboratory simulation technique. In the study, which dealt
with a police department’'s communication system, it was found that under

stress, the system was unable to function.

In his 1978 study, Abdel-Halim examined the effects of stress resources on
dissatisfaction, care and anxiety in executive-level personnel. The data was
collected from 89 managers in the Midwest. When the research findings are
examined, it is seen that there are statistically significant, moderate

relationships between stress sources and dissatisfaction, care and anxiety.

When past studies are examined, it is seen that organizational stress is an
interdisciplinary working area. In particular, psychology researchers have
conducted many studies that address organizational stress. In his 1992
study, Firth-Cozens discussed the impact of early family experiences on
detecting organizational stress. This study with 170 doctors is a longitudinal
research. According to the research results, the basic stresses of work stress
are the main beneficiaries; self-criticism and the age of your father. However,
it has been revealed that those who witnessed their parents’ divorce at an
early age showed more clinical symptoms. In addition, both individual and

organizational factors have an impact on perceived stress.

Brouillette and Quarantelli examined the bureaucratic alignment of
organizational stress at Ohio State University. According to the study, there
are at least 4 internal factors affecting the organization’s adaptation to stress;
in a particular case, these include the demands perceived by the personnel
associated with the organization, especially decision makers, bureaucratic
structure, the organization’s emergency capacity and perceived efficiency

and efficiency. However, as stated in the study, organizations are not isolated
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structures. Therefore, there are a number of external factors. These are;
conditional factors, ecological factors, inter-organization relations, community

and community factors.

Schabracqg and Cooper examined the elements discussed in different stress
models in 1998 with practical practices and a phenomenological approach
based on etology, microsociology and cultural anthropology. The authors
demonstrated the need to pay attention to individuals in motivation through
organizational culture, and suggested that people focus on what they have to
do and what they want to do.

Research by Stordeur, D'hoore and Vandenberghe examines the impact of
leadership and organizational stress on emotional burnout in nurses. The
guestionnaire created was sent to all nurses working in a university hospital.
With the return of 625 nurses, the answer rate of 39.2% was caught. The
data has been tested with correlation and multiple regression analyses. As a
result of the study, emotional burnout of stress factors was 22% and

leadership factors were 9%.

Pathak (2012) worked with a sample group of 200 managers in its research,
which examined the impact of perceived organizational support on the stress-
satisfaction relationship. The data was analyzed through scripture statistics,
Pearson correlation analysis and hierarchical regression. According to the
results of the research, organizational stress negatively affects job
satisfaction, but organization support reduces stress. Therefore,
organizational support has an intermediary role in the impact of

organizational stress on job satisfaction.

Bhagat et al. (2010) examined organizational stress on the basis of 6
different peoples. According to the study; while the problem-solving approach

is effective in individual nations, emotion focus stands out in socialite nations.

Stress is a condition in which individuals are exposed not only at the
organizational level but also at the individual level. Changes in the course of
life can positively or negatively affect individuals. Sarason and Johnson

(1979) surveyed 44 soldiers ranging in age from 19 to 48, found that positive
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developments in human life positively affect job satisfaction, however, that all
positive and negative developments in the business area positively affect job
satisfaction, and that the impact of positive developments from them was

more and less impact on negative developments.

In his 2005 study titled “An Application in the Internal Stress Resources and
Furniture Sector of Businesses in the Manufacturing Sector”, Gokdeniz listed

the source of stress as follows:

- Sources of stress related to the structure of authority,

- Stress sources of production structure

- Sources of stress on organizational structure and climate

- Stress resources for task structure

- Stress sources related to role structure

- Stress sources related to cultural structure.
Glmistekin and Oztemiz (2004) examined the stress sources of employees
and the stress symptoms seen in employees in their work titled “An
Application on Organizational Stress Management and Volatile Personnel”.
According to the research results, volatile staff are exposed to stress

sources, although not at an unsettling level.

GOk (2009) aims to identify employees’ perceptions of organizational stress
factors in their study titled “An Important Problem of Working Life:
Organizational Stress”, which can create organizational sources of stress and
job insecurity. The investigation was carried out on 228 bank staff. When the
research findings are examined, it is observed that 65% of participants are

under stress in their work life and stress is caused by external factors.

In his work in 2011, Uzun and Yigit examined the relationship between the
organizational stresses of middle-level managers and their organizational
commitment. The data was compiled through a survey from 97 middle-level
managers working in five-star group hotel businesses in Antalya. Statistical
methods used in data analysis; frequency distribution, factor analysis,
reliability analysis, correlation analysis, t test and ANOVA. According to the
results of the analysis, organizational commitment consists of 4 factors;

Emotional commitment, continued commitment-lack of alternatives,
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continued commitment to investments/side bets and normative commitment.
As organizational stress decreased, the study found that emotional

adherence and normative commitment increased.

Guclu describes stress as “the body's response to any unspecialized request,
which is not specific to the body”. According to the author, there is no
common solution that is good for everyone in dealing with stress. Each
individual should find and try methods that are suitable for their own
personality and lifestyle.

In his 2004 study, Aydin said that organizational stress factors;
environmental stress factors, individual stress factors and work environment
stress factors are discussed in 3 dimensions. The aim of the study is to lay
out the stress factors caused by the working environment faced by those who
work in hotel businesses. The research was carried out with 792
businesspeople in 35 hotels in the Aegean Region. According to the results
of the research, the most emerging elements include inadequate salary and

wage imbalance.

Yamug and Turker aim to analyze the concept of stress in an organizational
context and to examine the variables that cause stress in employees by
taking into account the gender differences. Qualitative method was preferred
in the study. According to the results of the research; there is no significant
difference between the factors that cause organizational stress in male and
female employees, but they create mostly the factors related to the “structure

of the task” and “management style” in employees.
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CHAPTER 4
HOFSTEDE’S THEORY of CULTURAL DIMENSIONS

4.1. An Overview of the Concept of Culture

Mendenhall et al. explained that the term “culture” in English as a term
derived from the Latin word ‘Cultura’. The word ‘cultura’ is linked to the word
‘cultus’. The word ‘Cultus’ means ‘Worship and Cult’. The Turkish equivalent
of these two words is used in the meanings of “sect (specific community)”
and “worship or praying”. Mendenhall et al. (1995) say that sectarian or group
words better reflect or express the meaning of culture. As a matter of fact,
individuals who belong to a particular sect or group believe and do something
specific. In this context, it is stated that the word culture is also synonymous
with the meaning (Mendenhal et al., cited by Yesil, 1995: 2013).

As a case that is valid in all human communities gathered under the specified
rules, culture is used to express the interactions and consequences of
individuals (Hodgetts, Luthans, 2000; cited by Baytok, 2006). Culture is
broadly defined according to many scientists, including the thoughts, beliefs,
practices and behaviors of a group of people in the fields of religion, social
organization, economic organization, political organization and collective
production (Slavin et al.,1991). Edward Hall discussed culture as a form of
communication. This issue is a very important point, it also expresses that
individuals can transmit messages by creating the codes of their own
cultures, but also perceive these codes with filtering of the messages they
have created; it also opens the door to treating cultures as a means of

expression and message alone (Hall, 1966: 372; cited by Pehlivan, 2017).
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When the literature is scanned, it is understood that it is not fully understood
what the meaning of the culture actually reflects, and that there is no
consensus among the researchers on this issue. According to the research
conducted by Kroeber and Kluckhohn, more than 160 culture definitions have
been found. Perhaps the main reason for this is that the issue of cultural is
from macro-level anthropology to sociology; at the micro-level, it is that many
science fields ranging from management to psychology (Sigri and Gurbuz,
2014). Culture, which is a product of individual and social life, also affects
individual and social life continuously (Kose et al., 2001). As the most named
person in the literature in terms of culture, Hofstede describes culture as “a
jointly programmed intelligence (mind)” that separates one group from
another group (Hofstede, 1980). According to Adler (1991), culture is the way
of a group of people. Anthropologists have defined culture as “a whole that
knowledge, faith, art, morality, law, law, law, law and man have as a member
of society” (Adler, 1991; cited by Sigri, Tigli, 2006).

Sofiaoglu and Aktas refer to the cultural phenomenon as a common copy of
many definitions. Culture is learned, shared and transferred from generation
to generation. Culture is passed from parents to their children first, but it is
also transferred to individuals with the contribution of social organizations,
private groups, public, schools and religious institutions. Culture has been
developed as a common way of thinking and acting and strengthened
through social pressure. Culture also has a multidimensional structure
composed of common elements with dependence on each other (Sofiaoglu
and Aktas, 2001). In this sense, culture can be classified according to various

facts.

4.2. Classification of Culture

It is noticed that some main differences are formed about the concept when
making culture definitions. According to these differences, four types of
classifications can be done when the culture is examined. These are;
cultures according to social level, material and spiritual culture, time-based
culture and organization and management-based culture. These

classifications are expressed in more detail under the following headings.
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4.2.1 Culture by Social Level

Culture by social level: It consists of general cultures and subcultures.
General culture is the whole of the dominant elements that are valid, adopted
or used within every social group and geographic region in a society or
country. In other words, the general culture is the culture that has formed and
existed in the plane of all the behaviors of society. For example, dominant
beliefs, values, movement styles and types of sanctions in a country or
society are parts of the general culture (Kose et al., 2001; Eroglu, 1996). The
subculture is groups that share the basic cultural values of society, but also
have the value and way of life that separates itself from other groups. While
Turkish culture or Japanese culture is defined as general culture, groups with
cultural characteristics specific to a region, institution or industry branch

within a country can be defined as subculture (Ozdemir, 2006).

4.2.2. Material and Spiritual Culture

One of the distinctions made about the concept of culture is the distinction of
material and spiritual culture. The technology that shapes the artificial
environment occurring as a result of human struggle with the outside world
and all the tools it contains constitute the material culture (Sabuncuoglu,
Tdzun, 2003). Spiritual culture contains elements such as traditions and
forms of thought that are left out of material culture, which are used to
separate a nation from other nations. In other words, spiritual culture creates
harmonious integrity consisting of ideas, values, behavioral patterns,
traditions, traditions, religious, political, philosophical beliefs shaped in

interaction with material culture (Ozankaya, 1992; Yakar, 2016,).
4.2.3. Culture on a Time Basis
The stages of behavior of culture within the human life process reveal the

separation of culture on the basis of time. Accordingly, the existence of three
cultures (Sabuncuoglu, Tiiz, 2003; Ozdemir, 2006):

1. Post-figurative (defined later): It is a culture taken from ancestry, settled

throughout history, gradually learned throughout life.
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2. Co-figurative (emerging together-concurrently): It is the culture that

members of society develop and learn together.

3. Prefigurative (pre-formed): It is the culture that the individual learned later
in his life. The culture that the elderly receives from young people, with

varying values over time, is prefigurative.

4.3.2.4. Culture in terms of Relations with Organization and

Management

The first study in the field was conducted by England (1975) on applications
that developed based on their understanding of management in culture,
values and based on these factors. England has basically created a profile of
different values in five dimensions, compared to the rulers of Japan, Korea
and the United States (USA) according to this profile framework. It is possible
to summarize the profile of the five dimensions that England creates as
follows (Tas, Esin, 2013):

Topics related to Companies: Organizational stagnation, high efficiencies,

organizational activities, organizational growth.
Personal goals: Achieving success, managing, ensuring job satisfaction.

Groups: My company, the customers, the employees, my boss, my

subordinates.

Interpersonal relationships: Loyalty, ambition, passion, trust, skKill,

cooperation.

In terms of its relations with the organization and management, it can also be
examined according to the distinction of national, professional and

organizational cultural varieties in general.
4.3. The Concept of the Organizational Culture, and the Place of Culture

in the Organization

Individuals are organized to achieve certain purposes and perform this

organization through a common number of meanings that they share with
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each other. Organization creates social systems with socialization processes,
social norms and structures. Therefore, each organization brings with it its
own unity. It also creates its own emotions, values, behaviors, principles,
norms over time. This feeling, value, behavior, principles and norms are

shared and organizational culture occurs (Sigri and Gurbuz, 2014).

Strong organizational culture leads to positive business outcomes.
Encourages employees to commit to achieving organizational goals; it
appears to be a powerful motivator factor and can certainly help the
organization learn from its own experience. These benefits are due to the fact
that employees’ attitudes, values and beliefs contribute to the total energy
and current enthusiasm for one or more common goals that each is aware of

at the same time (Popovski, Serafimovska, 2016).

Culture has a significant impact on both societies and individuals who are the
building blocks of societies. Likewise, the existence of a very important
influence of culture on organizations is known. Studies on culture show that
there are significant differences in terms of the values of culture, varying by
country. Among the most important works on this subject is the study carried
out by Hofstede (1980). With this study, it has revealed that cultures differ in
the size of values. The different information, beliefs, values and attitudes that
cultures have due to its nature, their behavior in an individual sense, their
ideas and ideas are reflected in their systems, processes and approaches
within organizational environments. As a natural consequence of all of this,
their behavior, ideas, thoughts and perspectives in the individual context may
vary according to cultures, as well as in organizational terms, systems,
processes and approaches can vary based on cultures (Yesil, 2013). In this
context, it is understood how important the culture of the organization is.
Organizational culture is the main determinant in organizational processes;
there may be advances or setbacks depending on the organization’s
determination. The widely visible factor among the different companies
separating an American or Chinese company as an innovative is the

established organizational culture (Popovski, Serafimovska, 2016).
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Initially referred to as Company Culture, Corporate Culture, Business Culture
in the literature and firstly studied by Peters and Waterman in USA and by
Pascale and Athos in Japan; Organizational Culture is “a number of
assumptions that are learned during both environmental harmony and
internal integration, that are taught to new members as the right way to
perceive, think and feel programs which give positive result to prove their
validity (Schein, 1976: 3; cited by iscan, Timuroglu, 2007).

According to Hofstede, the word "Culture" is often divided by societies (in the
world we speak) for either ethnic or regional groups, but it can also be
applied to other communities and categories such as an organization,
profession or family (Hofstede, 1984). Organizational culture is a pattern of
basic assumptions that a particular group invented, discovered or developed
to deal with external compliance issues and worked well enough to be
considered valid. To detect, to think and to feel the problems internally
creates the content of this pattern (Schein, 1984).

4.4. Formation of Organizational Culture

Although organizations are affected by the cultural characteristics of the
societies in which they are located, they produce their own processes based
on their private environment, different inputs and processes. When research
is examined on the subject, it can be said that three actors are mainly
effective in the formation of organizational culture. At this point, these factors

will be briefly explained below (Gurbiz and Sigri, 2014):

Founders of the organization: Organization founders have an important role
in the formation of organizational culture. Because the founders are not
restricted to previous philosophies and ideologies, they will have a strong

influence on the organization in which they structure values and beliefs.

Employees: Of course, the culture of the organization is not formed only by
the philosophies determined by its founders. The people who come to work
for the organization also carry their values and norms to the organization.

From this point of view, it is undeniable that organizations are made up of
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people with many different cultural backgrounds and will influence the

formation of organizational culture as internal factors.

Outdoor environment: The other factor that influences the culture of the
organization is the external environment. Since all organizations are
interacting with their environment, the environment has an important role in
shaping the organization. The social or activity in which the organization is

located is considered as the external environment.

Because of being open systems, cultures are interacting with the societies
they are included. National cultures in which organizations exist have an
impact on people involved in these organizations (Leslie and Gelfand, 2012).
Of course, it cannot be expected from organizational culture that is a
structure consisting of common meanings and symbols shared within itself

(Hofstede, 2001; Alvesson, 2013) to avoid getting affected from cultures.

Organizational culture is a historical product, in a sense, affecting
interpretations and behaviors (Ying et al.,, 2014). Employees within
organization transfer organizational culture during their socialization process
by means of elements such as story, traditions, symbols and organizational
jargon (Gugla, 2003). Shared values set in an organizational culture also
affects internal dynamics and achievements of organizations (Kogel, 2005),
and they ensure that organizational culture is considered weak or strong
(Robbins, 2000). From this point of view, the organization’s culture also

carries an organizational learning process (Dauber, Fink, & Yolles, 2012).

4.5. Elements of Organizational Culture
4.5.1. Core values

In fact, values are the essence of the concept of culture. These values
perform their services in the form of beliefs that support important goals in life
and principles that guide people’s lives. They serve as decisive when making
a choice between good and evil in order to make the right choice between
alternatives. Values may vary in the face of very important changes in
technology, economics and policy, but overall, they are far from volatile.

People from different cultures also have different values of different density
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and direction (Hofstede, 1980; cited by Ay, 2005). Each culture has its own

values system.

Values are the source of criteria for evaluating and judging the actions and
actions of business people. The cultural values developed by the
organization determine what human, objects and events are worth by the
organization community. Values are broader than norms, but also more
concrete concepts, are the confirming of norms (iscan, 2007). Hofstede
attributes values, communities as well as universal qualities; culture foresees
a community. He considers value “a broad tendency to choose on others in

certain situations” (Hofstede, 1984).

4.5.2. Language

According to organizational behavioral scientists, the language described by
Greenfield as “a basic instrument of management and a power” is an
important part of the culture and allows it to be transmitted through
communication from generation to generation (Ozdemir, 2006: 27).
Language is the most important part and carrier of culture. The language
mediates the transfer of all elements of culture from generation to generation,
interpersonal communication and social relations. This basic element helps

to learn culture and symbolize meanings (Erogdlu,1996; Kose et al., 2001).

4.5.3. Stories and Tales

They are cultural carriers that are important in organizational culture and are
often formed as a result of overstating and transferring events towards the
backgrounds of organizations. The story and the stories serve as a bridge
between the past and the present of the organizations. Stories and fairy tales
also have a role to help in spreading and settling their organizational values.
They are also involved in the revival of the organization’s heroes and
symbols. We can get some very important clues about stories, organizational

cultures (Unutkan, 1995; Timuroglu, iscan, 2007).
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45.4. Ceremonies

Nelson and Campbell (1997) indicated that there were six different types of
ceremonies. The first of these is status ceremonies. With the help of these
ceremonies, it is possible to see changes in the status of individuals. One of
the most meaningful examples of this is retirement meals. Secondly, it is
seen as encouraging ceremonies that support the achievements of
individuals. The third is renovation ceremonies that care about organizational
changes, encourages learning and achieving perseverance. The ceremony
can be embodied from the example of the organization opening a new
training center. The fourth is the ceremonies that reinforce the desire to bring
together the different groups in the organization and then become a larger
organization. For example, year-end meals, in which all employees
participate, are also from such ceremonies. The fifth ceremony is ceremonies
aimed at reducing conflicts and disagreements. Resting complaints and
negotiating merger agreements are examples of conflict-reducing
ceremonial. The sixth ceremony is a degree-lowering ceremony in some
organizations, with organizational behavior, values and the purpose of

punishing those who do not meet the norms (Yolcu, 2016).

4.5.5. Organizational Symbols

Organizational symbols can also be seen as a form of better understanding
of the structure of the organization. With organizational symbolism,
organizational ideology, the character of the organization and the value
system are tried to be explained. It covers stories, myths, ceremony-like
events, anecdotes and organizational logo with symbolic approaches.
Organizational symbolism is a concept produced by organizational culture.
Organizational symbolism also functions as a way to interpret symbolic
discussions and to explain the meanings expressed by the subjects and
actions (Celik, 2004). Symbols are composed of symbols, especially the
characteristics of the source they are inspired, and the merging of the stages
of human life (Dasdag, 2017).
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4.5.6. Organizational Applications

Organizational applications are rewards, penalties, checks, evaluations,
incentives, etc. applied in the organization. The roles that are expected to
see the business within the organization are evaluated by norms. Norms are
code and criteria adopted by the majority of those who see work. Norms
show how business people behave within the organization, how to engage,
how to communicate with others (Ozsoy, 2005; Ozdemir, 2006).

4.5.7. Assumptions

Among organizations with common backgrounds, one of the strongest
cultural factors that have an impact on the concrete consequences of
behaviors, i.e. routine actions, is assumptions. Beliefs, perceptions and
emotions that are accepted without controversy and questioning have been
suggested as the most basic assumptions. The assumptions cover the basic
interpretations of the organization being shared by individuals on the
individual factor, intra-organizational and non-organizational problems, and
the nature of truth or truth on individual relations (Schein, 2004; cited by
Ozden, Najimudinova, 4820).

4.5.8. Religion and Beliefs

Religions and beliefs also form the basic element of culture. Every society
has a religion in some way. Religion is an important social institution in the
development of common feelings and beliefs in people. Religion determines
the ideals necessary for life and these ideals manifest itself in the values and
behavior of individuals and societies (Czinkota et al., 1996: 304; cited by
Yesil, 2009). Faith is a continuous organization of perceptions and
information belonging to an individual's world. People can have certain
beliefs in certain subjects. The more similarities between beliefs, the stronger

the cultural beliefs of that society (Kose et al., 2001).

4.5.9. Norms

Norms are developed as organizations within the scope of the cultural values

of organizations in accordance with their values, but are called code and
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criteria of behavior that a significant majority of members accept. It is
decisive in how norms are necessary for members of the organization to
behave for both employees within the organization and their superiors, as
well as in their communication and interactions with other members. Norms
also demonstrate themselves as a whole of rules, standards and thoughts
that guide the behavior of the working individuals of the organization within
the values system in organizations, which can distinguish between right and
wrong, positive and negative behaviors (Passenger, 2016).

4.6. Organizational Culture Models

There are many models of the organization’s culture, which are composed by
many researchers. These models include the Parsons Model, Schein Model,
Quinn and Cameron Model, Kilmann Model, Byars Model, Deal and Kennedy
Model, Quchi’s “Z” Culture Model, Miles and Snow Culture, Kets de Vries and
Miller Model, Charles Handy Model, Peters and Waterman’s Model of
Excellence, and Hofstede Culture Model. Since these models include the
Hofstede Culture Model in the application section of our research, this culture
model will be explained in more detail. In the study, the Cultural Model by
Hofstede (1984) was used with many approaches and classifications of
organizational culture. According to this model, consisting of four dimensions,
individuals making up organizational culture also reflect characteristics of
national culture they belong to the organization. While studying the
organization’s culture in four dimensions, Hofstede later added fifth and sixth
dimensions to these dimensions. In this study, individualism and collectivism
as the fifth dimension of the cultural variable were taken into consideration in

terms of making a comparative study.

4.7. Hofstede Culture Model

Dutch scientist, Geert Hofstede’s studies conducted between 1967 and 1973
have produced striking results that are very popular even today, despite
various criticisms. Hofsetde’s field study was conducted at International
Business Machines (IBM), a multinational American company operating in
different geographies. The study was applied on around 116,000 employees,

including more than 40 countries, including Turkey. The study found that the
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value and attitude of employees in relation to the work was not due to
professions, ages or gender, but because of the diversity of national cultures,
the only source of change between business values and attitudes. In
addition, it is assumed that these values do not change over time (Sigri and
Gurbuz, 2014).

The idea that cultures should be classified for countries and societies
emerged within the second half of the 20th century and then reached
suppressed in many dimensions until today. Their dimensions were identified
within the framework of certain common problems in societies and with a
series of studies, they tried to identify character differences in societies by
profiling different cultural profiles for each community. One of the most
accepted of these studies is about the cultural dimensions revealed by Dutch
Sociologist Geert Hofstede’s study conducted after 1980, which was
examined in the framework of research from more than 90 countries. Many of
the studies, which have sociological and also organizational content, have
also been presented with comparable results by taking advantage of the
cultural dimension scores set for these dimensions and countries; thus,
significant information about the cultural differences of societies has been
added to the field literature (Dogan, 2015).

In Hofstede’s studies, it was indicated that Turkey is among countries that
showed “high power distance”, “low individualism”’, “high uncertainty
avoiding” and “feminine characteristics” (Onclil et al., 2016). In this research,
which was conducted taking into account the Hofstede’s culture dimensions,
it was determined that, when examining meaningful differences according to
universities, Near East and Hakkari Universities had significant level of
difference at (p=.000 p<.05) level according to Hofstede Culture. This result

is important in terms of the depth and authenticity of the research.

For a better understanding of Hofstede’s Cultural Model Dimensions, the

following subheadings are given in detail.
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4.7.1. Individualism/Communitarianism

Individualism means the choice of a social framework that is loosely
patterned in society. Here, the dominant understanding is that individuals
should only take care of themselves and their immediate families. In
communitarianism, the opposite is true. It refers to the preference of a social
or professional framework that is tightly organized to pay attention to
individuals’ relatives, clans or other members of the group. However, it can
be seen here that “collectivism” is not used to describe a particular political
system. The main issue discussed in this dimension is the degree of
dependence on a society among its individuals. This is about people’s
concept of self; in societies where individualism is high, the concept of “I”
prevails, and in societies where individuality is low, the concept of “Us”

prevails (Hofstede,1984).

Individualism and Communitarianism refer to the values and norms carried
by the organization, regarding whether it meets individual demands or social
demands, how it emerges, how it is reflected (Sigri and Tigh, 2006) and the
level of integration and concretion of individuals with groups (Hofstede and
Bond, 1988). Societies in which group interests are held in front of individual
interests are called collectivist/socialist (Gonzalez and Rima, 2002). Western
countries have achieved high individualism scores, while Eastern and Latino
countries have shown behavioral tendencies in partnership (Kagitgibasi,
2001).

In this thesis study, significant statistical data could not be detected at the
level of (p=.563 and p>.05) while analyzing significant differences in
individualism and communitarianism according to the Public and Foundation
University. Therefore, the proposition that “there are significant differences
between Near East and Hakkari universities in terms of perception of
individualism/collectiveness” was not accepted. Therefore, Hofstede’s
research on cultural dimensions consists of the findings of “low individualism”
for Turkey, which leads to the idea that “low individualism” applies to both

universities. Table 3 features individualist and community cultures.
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Table 4

Differences in the Culture Dimension of Individualism and Communitarianism

Individualism

Communitarianism

“I”

There is a sense of

The middle class has developed, and it
has freedom to act on its own

The individual is part of the family and
IS unique

Objectives differ from the purposes of
the inner group

Security is provided by home and life
insurance

The main source of information is the
media

Rationality and cost/benefit ratio are at
the forefront

Individual decisions are credible

Personal interest is more significant
than public interest

Management is aimed at individuals

Employees are seen as individuals

Relationships are based on mutual
interests

Value standards must be applied to
everyone without change by place and
time

Differences are met normally

There is a sense of “us”

The middle class is
underdeveloped, and it has less
freedom to act on its own.

The individual is part of large
groups

Goals coincide with the purposes
of the internal group

Security is provided by social
bonds

The main source of information is
social bonds

Relationships and the
requirements of others are at the
forefront

Collective decisions are credible

Social interest is more significant
than personal interest

Management is for groups

Employees are seen as family
and members of social circle

Relationships are more important
than duty

Value standards may vary within
and outside the group

Compliance is highlighted,
conflicts are suppressed

Resource: Hofstede, 1980, p.48; 2001; Demirhan, 2017, p.90.
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4.7.2. Power Distance

Based on inequality in society, this dimension examines process of
inequality-based conflict (Hofstede, 2010). It tries to determine social power
distances by means of examining acceptance of differentiation and distinction
between people with different levels of power or expectations of
differentiation. The level of acceptance of this inequality of societies differs
according to societies. While narrow power distance is seen more in Western
countries, wide range distance is seen more in Asian countries. Orders with a
wide power distance refers to a power distance containing hierarchically solid
lines benefiting from military setup or determinability of military power in
general.

According to Hofstede, if different cultures can show the distance of power in
their hierarchy to maintain their consistency continuously, power distance
norms suggest the understanding that it can be used as a criterion for
characterizing cultures (Hofstede, 1984). Hofstede, in this Personality and
Culture Reuvisited: Linking Traits and Dimensions of Culture, indicates the
distance of power as the acceptance and expectation that less powerful
members of organizations and institutions (family) are disbanded unevenly. It
also suggests the fact that the level of inequality of a society is violated by

followers as well as leaders (Hofstede, 2004).

While the existence of a hierarchical structure in societies with high power
distance, and power can be transferred as a legacy, societies with low power
distance pay attention to equality. The power of people in societies with high
power is repressive and even challenging rather than law-abiding. In these
societies, people who have power can be privileged. Therefore, power is on
the top in such societies, and only a limited number of people have the
authority to make decisions, and other individuals are also satisfied with
implementing these decisions (Sigri and Gurbuz, 2014). In other words, in
these societies, differences of power and wealth are more easily accepted.
As the power range decreased, power dissipated greatly in low-power
communities as people’s participation in the decision-making process

increased. In a society with high power distance, some characteristics of the
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administrative environment draw attention; ideal managers behave similar as
an autocratic father; they often emphasize privileges and status symbols, and
the powerful determine the truth-wrong. Employees are extremely dependent
on their superiors, all decisions made by managers are absolutely correct,
and the power is recognized in one center, there are autocratic management
styles (Gurblz and Bingol, 2007; Fit and Gurbuz, 2014). Hofstede’'s 1980

work features cultures with a wide and narrow power distance within the size

of the power distance in Table 4.

Table 5.

Social Norms of Power Distance

Narrow Power Distance

Wide Power Distance

Social inequality is low

People are equally dependent on
each other

Hierarchy only points to inequality of
roles

Symbols of privileges and status are
not brought to the fore

There is harmony between those
who hold power and those who do
not have power

The use of power is handled within
the legal framework

There is cooperation among those
who do not have the power

Attitudes towards older people are
positive

Children are treated

members

like family

Middle age begins after breakage

Freedom is more

equality

important than

Those who hold power are
privileged, and this privilege is
evident

Those who do not have power
depend on those who hold power.

Hierarchy is perceived as inequality

Symbols of privileges and status are
at the forefront

There is a conflict between those
who hold power and those who do
not hold power

Determines the right and wrong that
holds power

Cooperation between those who do
not hold power is low

Attitudes towards older people are
negative

Children are taught obedience

Middle age begins before the break

Equality is more

freedom

important than
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Resource: Hofstede, 1980, p. 122.

In societies with wide range of power, there is always the fact that the seniors
have a stronger and more indisputable authority. For this reason, while their
orders are carried out without hesitation, in societies where narrow power
distance exists, subordinates (workers, civil servants, other employees, etc.)
consider themselves equal to the executives.

In this study, when the significant differences of “power distance” were
examined according to the Near East and Hakkari University, it was
statistically understood that there were no significant differences in values
(p=.909 and p>.05). It can be said that the “high power distance” feature for
Turkey in the research of Hofstede applies to both the Near East and Hakkari
Universities. However, when examining significant differences according to
the title group, significant differences were found significant between
administrative and academic employees (p=0, p<.05). It was understood that
the cultural essence of “high power” is more dominant in the academic

employees of both universities.

Table 6 includes corporate norms and differences in power distance

dimension.
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Table 6.

Power Distance Dimension Corporate Norm differences

Narrow Power Distance Wide Power Distance
Social inequalities should be Social inequalities are thought to be
minimized a common and nature-like order
Hierarchy is based on inequality of Hierarchy is considered an existential
roles to make things easier inequality
Top executives think subordinates, Top executives believe subordinates,
subordinates are one of their own. subordinates are different from

themselves

Easy to reach and communicate with It is difficult to reach and

senior communicate with senior

Managers move objectively Managers act subjectively

Executives take a democratic Managers take a paternal attitude

position

Subs are consulted Subordinates are said to be done

Position determines expertise and Relationships, charisma and the

skill power ability to use power determine
strength

The manager-employee relationship  Manager employee relationship is

is built on utilitarianism more emotional

Income difference is low between Income difference is high between

employees at the top and lower employees at the top and lower

levels of the organization levels of the organization

Symbols of privileges and status are  Symbols about privileges and status

not brought to the fore are frequently highlighted

Failures blame the system Subordinates blame in failures

Resource: Compiled from Hofstede, 1980; 2001.

4.7.3. Avoiding Uncertainty

Avoiding uncertainty is about the tolerance of uncertainty in a society. A
culture allows its members to feel uncomfortable or comfortable in

unstructured situations. Unconfigured states: It refers to new, unknown,
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surprising and unorthodox situations. Cultures that avoid ambiguity, strict
laws and rules, security and security measures, philosophical and religious
level with the belief of “absolute truth” to minimize such possible situations.
Cultures that accept contrasting type, i.e., uncertainty, are also open to
different views than what they are accustomed to. They try to make as few
rules as possible, they are philosophical and religious, allowing relative and
many movements to come side by side. People in these cultures move more

humorously around them to express their feelings (Hofstede, 2004).

Avoiding uncertainty refers to the state of uncorrected or unfixed uncertainty
in society or organization (Rogovsky and Schuler, 1997). It is assumed that
uncertainty, which is one of the fundamental sources of concern for humans,
affects the social culture (Hofstede, 1991). It accommodates many variables
such as risk appetite, future anxiety, wages, job safety, career opportunities,
retirement and work stress (Hofstede, 2011). In societies with high levels of
anxiety due to uncertainty, individuals’ level of expressing themselves is
more advanced. Behaviors such as using hand-arm movements when
talking, excessive mimic movements and vocal tone upgrade are not

welcome in such societies (Savicki, 1999).

Hofstede discusses the criteria for avoiding uncertainties with the following
statements. In cultures with low levels of avoidance of uncertainty,
uncertainty in current life is bearable, low stress levels are at the forefront,
upper self (superego) is weaker, the level of conservatism is low. However,
the fact that authority serves people, relativity and visibility are at the
forefront. In cultures with high levels of avoidance of uncertainty, uncertainty
is a constant struggle. Individuals have higher levels of stress and anxiety.
Retention is more at the forefront, and the rules and regulations must be
certain criteria (Hofstede,1980; Hofstede,1983). The differences in the culture

dimension of avoidance of uncertainty are summarized in Table 7.
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Avoiding Uncertainty Culture Dimension Differences

Avoiding Low Uncertainty

Avoiding High Uncertainty

Low work stress
Low levels of concern in society

Shame, anger, and guilt are not
expressed by people

Sad and fearful facial expression can
be read easily by others

Subijectivity is too much

Employees can be changed more
easily

The average seniority in jobs is low

Commitment to the institution is not
considered a virtue

Managers are selected based on
different criteria from seniority

There is more ambition for promotion
and management

There is competition between
individual decision making,
authoritative management and
employees

Generational conflict is low, positive
attitudes towards young people exist

Employees can ignore rules when
deemed necessary

Resistance to change is low
Sense of trust in most people is high

Foreigners can be accepted as
managers

Comfort, low stress and less anxiety

High work stress
High level of concern in society

Shame, anger, and guilt are
expressed by people

The nature of emotions can be read
less by others

Subijectivity is scarce

The tendency to continue with the
same employee is higher

Seniority average is high

Commitment to institution is a virtue

Administrators are selected
depending on severance

The ambition for promotion and
expert positions is minimal

Within the framework of ideological
preferences, there is no competition
between group decisions, retaining
management and employees

Generational conflict is more, critical
attitudes towards young people are
present, respect and fear against the
elderly

Rules cannot be ignored

Resistance to change is high
Trust in others and even family is low

Foreigners are viewed with suspicion
to be managers

High stress, anxiety more, neurotic
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There is a desire to take unknown
risks

Things that are different are
intriguing

Trust in public employees and the
legal system is high

Citizens can criticize and protest
government decisions

Corruption is rare
They prefer living day to day.
Community structure is loose

People do not try to impose their own

Known risks are taken

Things that are different are seen as
dangerous

Trust in public employees and the
legal system is low

Citizens’ criticism and protests are
suppressed

Corruption is too much
There is concern for the future
Community structure is tight

“There is only one truth and it is

truths on others. ours” idea prevails

Resource: Demirhan, 2017, p.86.

Four different clusters are encountered when power distance and uncertainty
avoidance are taken together. These clusters are revealed as follows
(Hofstede, 1980);

e Narrow Power Distance - Avoiding Low Uncertainty
e Narrow Power Distance - Avoiding High Uncertainty
e Wide Power Distance - Avoiding Low Uncertainty

e Wide Power Distance - Avoiding High Uncertainty

Since the level of avoidance uncertainty is low in countries such as the USA,
Denmark, the Netherlands, Sweden, Norway, etc. and the power distance is
narrow; the social and organizational hierarchy is rarely observed. In these
countries, people are easily at risk and have a very difficult in having a dialog
with each other. In countries such as Germany, Austria, Finland and Israel
where the power distance is low and uncertainty avoidance is high, the
system acts like machinery without the need for a strong hierarchy, and
uncertainty is limited to clearly defined roles and behaviors. It is normal for
employees to be loyal to the organization in countries where the power
distance such as India, Singapore, etc. is low to avoid uncertainty. Because

their corporate structure is perceived as a traditional family, organization
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managers physically and economically look out for their employees. In
countries such as Brazil, France, Japan, Mexico, Peru and Turkey where the
power distance and uncertainty avoidance are high, the powers are clearly
defined and it is clear who will obey whom in institutions and within the
organizational structure. The words of the rulers are adopted like the law. In
these countries, the uncertainty is attempted to be reduced by expanding the
power range (Demirhan,2017).

In this study, significant differences were not detected in the range of values
(p=.562 and p>.05) when the differences in “avoidance of uncertainty”
dimension were evaluated according to the University. According to Title
Group, it was understood from statistical results that there were significant
differences between academic and administrative staff at (p=0, p<.05) level.
The arithmetic mean of academic staff was found to be (4.0225); the
arithmetic mean of administrative staff was found to be (3.6245) in the study.
Analyzing the statistical data, it was revealed that “avoidance of high

uncertainty” is a common passage of academic staff of both universities.

4.7.4. Masculinity/Feminine

This dimension refers to the state of relationships among individuals and
interpersonal relations. In this approach, while generally negative aspects of
masculine culture are shown, feminine culture contains positive elements.
Gender roles are transferred to every stage of social life through socialization
(Hofstede, 2001). With this dimension of Hofstede culture, the aim is to
explain the roles in which genders in society are loaded. Indicators of
existence of feminine culture emerges in the form of caring too much people
and relationship among them, and keeping the general qualities of life ahead.
The feminine culture covers characteristics of societies in the traditional
sense, such as compassionate, caring, kind, loyal, child-loving, more
sensitive and sensitive to other individuals, which are often identified with
personalities. If cultures are in masculine dimension, they covers masculine
traits such as passion for ascending, domineering behaviors, being
competitor (competitive), demonstrating dominant as well as oppressive

attitudes, being self-confident, independent, demeanor, enterprise, ambition
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to make money and more dominant materialist tendencies (Gumustekin and
Emet, 2007; Bakan et al., 2004). According to Oncil et al. (2016), the
importance given to masculinity/femaleness is at the forefront of human and
interhuman relationships. In the organization dominated by a culture of
feminine characteristics, the phenomenon of participation, equality and
solidarity of employees is considered at the forefront. While individuals living
in masculine cultures demonstrate a power and success-oriented structure,
avoidance of conflict, harmony and synchronization are prioritized in feminine

cultures.

In this dissertation study, when meaningful differences were examined in
masculinity/femininity according to universities, significant differences were
found at (p=.000 p<.05) level. Arithmetic means are higher than the Hakkari
University arithmetic mean (2.798) compared to Near East University (2.020).
Therefore, H1.12 was accepted, offering the suggestion that “there are
significant differences between Near East and Hakkari Universities in terms
of masculinity”. The high level of masculine cultural values at Hakkari
University can be attributed to the current form of authoritarian rule and the
conjuncture created by coup d’état atmosphere that the university went

through in 2016 and afterwards.
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The characteristics of the feminine culture are presented in Table 8.

Table 8:

Masculinity / Feminine Culture Dimension Properties

Masculine Culture

Feminine Culture

Living is for work

Importance given the opportunity to
do the best and to be noticed at

work.

Promotion and high earnings are

important
High work stress
Believing in individual decisions

Large companies are preferred for

career.
Work is at the heart of human life

Competitive advantage is in
manufacturing industries; heavy

industry and chemical industry

Financial achievements and

development are important

Managers care about stability and

entrepreneurship

Work is for living

Coherent work at work and
relationship with the boss is very

important

Location and job security are

important
Low work stress
Believing in group decisions

Small firms are preferred for career

It is not at the center of human life.

Competitive advantage is in service
industries; consulting, life-related

products and biochemicals.

Protecting others and warm

relationships are important

Managers pay attention to common

sense and reconciliation

Resource: Hofstede, 1980, p. 294; Demirhan, 2017, p.93.
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4.7.5. Time Orientation

The fifth dimension, Time Orientation, which emerged as a result of the work
carried out by Hofstede and Bond in 23 countries, focused on individuals’
pragmatic-future approaches or traditional-past-oriented approaches.
Pragmatic future-oriented approach also has a long-term perspective on
private life and business life; it has characteristics of solicitousness, and
relationships based on status. Traditional-past-oriented approach has a
short-term perspective, but has personal perseverance and balance
characteristics. In this approach, people tend to preserve the past and keep
traditions from the past alive (Hofstede and Bond,1988; Sigri and Gurbuz,
2014).

The size of time orientation; in some cultures, time is perceived as more
future-centric, and in some cultures, it is considered to be more of a
retrospective. Time is very important both for individuals and organizations,
but it is also a scarce resource. Time in Western societies is considered as
divided into certain slices, as a regular, standard, planned, measurable,
objective, linear character. In addition, some Eastern societies and Northern
European countries perceive time traditionally and consider it as an
unlimited, cyclical/revising and multidimensional way covering all life
(Hofstede, 2011).

The size of time orientation deals with the values that societies give to the
past and the future (Hofstede, 2001), as people have a long or short-term
orientation. Due to different perception of time in Western and Eastern axis
societies, differences have also occurred in long or short-term plans and
orientations. While Western societies consider time as more linear, planned,
standardized and measurable, time in Eastern societies is evaluated from a
traditional perspective that is multidimensional, cyclical and covers the whole
life (Hofstede, 2011). While short-term oriented firms expect profit
immediately from every activity, long-term oriented firms expect profit as a
result of certain processes and after completion of these processes (Roath et
al., 2002).
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According to this dissertation research, in which Near East and Hakkari
University were compared, significant differences were found in “time
planning” dimension at (p=.015, p<.05) level. When Table 175 was
examined, it was observed that Near East University had an arithmetic mean
of 3.55, and Hakkari University had an arithmetic mean of 3.41. Comparing
arithmetic means, it can be seen that Hakkari University arithmetic means
are lower than those of Near East University. With reference, it can be said
that the Near East University is more successful in terms of time planning
skills than Hakkari University. Statistical results related to “time attitudes”
were also not found significant at the level of (p=.890 and p>.05). Therefore,
it can be assumed that both university employees have similar habits in

managing and evaluating time.

Significant differences were found between two universities in “long-term
focus” dimension at (p=0.030, p<.05) level. The arithmetic mean of Near East
University was found to be 3.743, while the arithmetic mean of Hakkari
University was found to be 3.874. It is clear that the arithmetic mean of the
Hakkari University is higher. Therefore, it can be concluded that Hakkari
University is better in terms of the perception of long-term focus. In terms of
“perception of time management” dimension, it has been determined that
there are no significant differences between Near East and Hakkari

Universities.

Table 9 shows the differences between long and short-term societies.
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Differences between Long and Short Period-Oriented Societies

Short-Term Oriented

Long-Term Oriented

The most important events in life
have either happened in the past or
now.

Needs are expected to be met
immediately

There are universal rules about what
good and evil are

Traditions are sacred.

Family life is guided by elders.

Someone thinks and says it must be
true.

Children need to learn tolerance and
respect.

There is social spending and
consumption.

Problem solving, with unclear
structure.

Focus on short-term decisions in

business.

The most important events in life will

be in the future.

Meeting the needs will be postponed
to the later date

What is good and what is bad
depends on the circumstances.
Traditions are in line with changing
conditions

Directing family life with shared
tasks.

What a person does must be
virtuous

Children need to learn to be
frugal/saving.

There is savings and investment.

The structure is clear, math-based
problem solving.
Focus on future positions in

business, in the market.

Resource: Hofstede, 2011, p. 15.

4.7.6. Tolerance and Restriction

Tolerance is a phenomenon that allows relatively free pleasure of basic and
natural human desires for enjoying and enjoying life. The restriction refers to
a society that controls the satisfaction of the needs and regulates them

through strict social norms (Hofstede, 2011). In societies dominated by the
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idea of restriction, adherence to social norms is dominant. In such societies,
the value given to moral discipline is extremely high and frugality is important.
In these cultures, people do not go in search of free time to relax. In societies
where the idea of tolerance exists, desires and impulses are reflected
outward rather than controlled, the feeling of enjoying life and having fun has
been prominently prioritized. People in a similar society have an optimistic
view of life. These individuals tend to spend money on their enjoyment by
creating the free time they need to enjoy life. Table 10 shows properties of

tolerance and restriction dimensions.

Table 10.

Properties of Tolerance and Limitability Dimension

Tolerance

Restriction

People who are happy are higher in
percentage

There is a perception of control of
personal life

Resting is highly important

Making friends is highly important
Frugality is not important

There is a loose community structure
Moral discipline is less

Optimism

There are more extrovert personality
structures

There are too many people who feel
healthy

People who are happy are lower in
percentage

Perception of desperation: What
happened to me is not originated
from me.

Resting is less important

Making friends is less important
Frugality is important

There is a strict community structure
Moral discipline is too much
Pessimism

There are more neurotic personality
structures

The number of people who feel
healthy is small

Resource: Hofstede et al., 2010, p.291; Hofstede, 2011, p. 16.
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4.8. Time Management in Individualist and Collectivist Culture

Attitudes toward time differ very clearly between various cultures. The
dominant attitude in Anglo-Saxon cultures is that the concept of time is cash.
American and Canadian people expect the talks to begin just in time. If an
individual is being held, this is considered a rather rude behavior. This
culture-specific attitude about time is also in a relationship with other aspects
of the cultures in question. In the United States, employees’ efficiency is not
surprising due to the very high value given to time and as wages depend on
time. Time actually offers more production, but also opportunities for people
to increase their income more, and therefore should not be wasted
(Sofyalioglu and Aktas, 2001). In this sense, western societies are
considered as cultures where individuality is at the forefront. The
phenomenon of time is also shaped according to the values and attitudes of
these societies. Individualism is a form of existence in which the individual’s
goals and will are at the center, and the social ones are positioned around
the center (Sakal and Yildiz, 2015).

Harry Triandis, in his work conducted on the subject, Western (culture with
individualism at the forefront) and East Asian (culture with collectivism at the
forefront) made his university students to coin sentences beginning with the
word “I”, and it was found that the rates of use of these phrases was higher
for social categories (family, gender, religion, ethnicity) in individuals who

grew up in individual culture (Triandis, 19897; cited by Pehlivan 2017).

Nowadays, most people complain that they cannot use their time very
efficiently. Public opinion studies show that people complain about the lack of
time as well as freedom and money in industrialized information societies.
Since there is more time than money that expresses life, everyone is
expected to strive to solve the problem of using time efficiently. The way to
control time is through the human self-control (Yilmaz and Aslan, 2002). On
the other hand, individuals in collectivist culture often see the environment as
constant and immutable, while considering themselves to be changeable; in
individual cultures, people perceive themselves as constant, environmentally
variable (Triandis, 1989; Pehlivan, 2017).
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CHAPTER 5
RESEARCH DESIGN

In this section, research model, problem, universe and sample, data
collection tools, process, hypotheses, analysis of data and findings are
included.

5.1. Research Model

Organizationa

| Stress

Time Individualist

Management / Collective
Culture

- Perceived
l Stress
I

Figure 4. Research Model

Some generally accepted information about dependent and interdependent

variables is as follows.

e Independent variable must have an impact on dependent
variable.
e Independent variable must have an effect on intermediary

variable.
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e Intermediary variable must have an impact on independent
variable.

e When intermediary variable is included in regression analysis
together with independent variable, while the effect of
independent variable on dependent variable decreases,
intermediary variable must also have a significant effect on

independent variable.

5.1.1. Problem

Lack of previous studies conducted to examine the intermediary role of
(individualistic and collective) culture in the effect of time management on
stress management, as well as to examine similarities and differences in
whether academic and administrative personnel effectively manage time and
stress in two universities examined in two groups including Near East and

Hakkari Universities

5.1.2. Universe and Sample

Study Universe constitutes of Hakkari University as an example of Public
University and the Near East University as an example of Foundation
University. Convenience sampling was preffered in this research. Research
sample consists of a total of 638 academic and administrative staff, including
293 women and 345 men, representing the sample size, validity and
reliability limits of both universities in which the research survey will be

applied.

Research universe consisted of university employees who worked at Near
East University (Cyprus) and Hakkari University (Turkey) and voluntarily
participated in the research. Near East University was chosen as a
representative of individualistic culture, and Hakkari University was chosen

as a representative of collectivist culture.

5.1.3 Data Collection Tools
Personal Data Form: It is a form developed by researchers in order to obtain
various socio-demographic information about participants such as age,

gender, work title and total work experience.



150

Time Management Scale: To measure time management, a survey was used
which was developed by Britton and Tesser (1991), received intense interest
in the field and translated to Turkish by different researchers (Alay and
Kogak, 2002). The scale consists of three sub-dimensions including time-
planning, time attitudes and time-consuming. By adhering to original form of
guestionnaire created by our researchers, participants were requested to
make evaluations on 5-point Likert-type scale including never (1), rarely (2),
sometimes (3), frequently (4) always agree (5).

Organizational Stress Scale (OSS): The Organizational Stress Scale
developed by Theorell et al. (1988) and adapted into Turkish language by the
researcher was used to measure organizational stress levels. This scale
consists of 17 questions and contains three main sub-scales. Accordingly,
“Workload” sub-scale consists of 5 questions; “Control” sub-scale consists of
6 questions, and “Social Support” sub-scale consists of 6 questions (Alves et
al., 2004). Participants were requested to evaluate expressions in sub-scales
related to organizational stress level over 5-item scale including “Never (1);
Very Rarely (2); Sometimes (3); Most of the Time (4), and Always (5)".
Expressions related to some items on the scale were scored reversely. Total
score of sub-dimensions was calculated by adding scores of each sub-
dimension. Accordingly, individuals with high scores tended to have higher
organizational stress levels. High scores showed high workload, high social

support, high skill utilization and high decision-making freedom.

As detailed Title 2.5 of the Fourth Chapter, while the original organizational
stress scale consists of 3 sub-dimensions, it was factored in 4 dimensions in
our sample/study. However, a different nomenclature of the scale from the
original 3D of the scale has not been possible. In differentiation tests and

other analyses, these dimensions will be specified as F1, F2, F3 and F4.

Organizational Culture Scale (OCS): The scale that Hofstede used to
determine cultural dimensions and validity-reliability of which was tested by
Wu (2006) was used in the study. In the scale in question that was in 5-point
Likert-type, there were five dimensions including masculinity, power distance,

uncertainty avoidance, individualism and long-time focus.
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5.1.4. Process

Data required for the research was collected through face-to-person survey
method since this method offered great advantages in terms of high
answering rate and allowing many questions to be asked (Ayten, 2016).
Survey applications were carried out under guidance of researchers at the
location where their employees worked at universities. Prepared informed
consent text was transferred to voluntary participants prior to applications,
and questionnaire questions were asked after their approvals were received.
Since all surveys completed in validity and reliability tests were successful,

there were no excluded forms.

5.1.4. Hypothesis
Basic hypotheses of the study are as follows.

H1: In terms of Near East and Hakkari Universities, there are significant
differences between time management, perceived stress, organizational

stress and Hofstede culture dimensions.

H1.1: There are significant differences in the perception of time planning in

terms of Near East and Hakkari Universities.

H1.2: There are significant differences in the perception of time attitudes in

terms of Near East and Hakkari Universities.

H1.3: There are significant differences in the perception of consuming time in

terms of Near East and Hakkari Universities.

H1.4: There are significant differences in the perception of time management

in terms of Near East and Hakkari Universities.

H1.5: There are significant differences in the perception of insufficient self-

sufficiency in terms of Near East and Hakkari Universities.

H1.6: There are significant differences in the perception of stress/disturbance

in terms of Near East and Hakkari Universities.
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H1.7: There are significant differences in the perception of stress in terms of

Near East and Hakkari Universities.

H1.8: There are significant differences in the perception of work load in terms
of Near East and Hakkari Universities.

H1.9: There are significant differences in the perception of control in terms of

Near East and Hakkari Universities.

H1.10: There are significant differences in the perception of social support in
terms of Near East and Hakkari Universities.

H1.11: There are significant differences in the perception of organizational

stress in terms of Near East and Hakkari Universities.

H1.12: There are significant differences in the perception of masculinity in
terms of Near East and Hakkari Universities.

H1.13: There are significant differences in the perception of power distance

in terms of Near East and Hakkari Universities.

H1.14: There are significant differences in the perception of avoidance of

uncertainty in terms of Near East and Hakkari Universities.

H1.15: There are significant differences in the perception of

individualism/collectivism in terms of Near East and Hakkari Universities.

H1.16 There are significant differences in the perception of long time focus in

terms of Near East and Hakkari Universities.

H1.17: There are significant differences in the perception of Hofstede culture

in terms of Near East and Hakkari Universities.

H2: According to title groups, there are significant differences between the

cultural dimensions of Hofstede.

H2.1: There are significant differences in the size of masculinity according to

title groups.
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H2.2: There are significant differences in the size of the power distance

compared to title groups.

H2.3: There are significant differences in the dimension of avoidance of

uncertainty according to title groups.

H2.4: There are significant differences in the dimension of

individualism/collectivism according to title groups.

H2.5: There are significant differences in the dimension of long-time focus

according to title groups.

H3: Time management has an mediating role on individualistic/collective

culture and (organizational and perceived) stress.

H3.1: Time management has an effect on individualist/collective culture.
H3.2: Individualist/collective culture has an effect on perceived stress.
H3.3: Individualist/collective culture has an effect on organizational stress.
H3.4: Time management has an effect on organizational stress.

H3.5: Time management has an effect on perceived stress.

H3.6: Time management has an effect on organizational stress.

H3.7: Time management and individualist/collective culture have an effect on

perceived stress.

H4: There are significant relationships between Hofstede culture, perceived

stress and organizational stress.

H4.1: There are significant relationships between Hofstede culture and

perceived stress.

H4.2: There are significant relationships between Hofstede culture and

organizational stress.
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H4.3: There are significant relationships between Hofstede culture and time
management.

H4.4: There are significant relationships between perceived stress and
organizational stress.

H4.5. There are significant relationships between time management and
perceived stress.

H4.6. There are significant relationships between time management and
organizational stress.

5.1.4. Analysis of Data

For data analysis, Statistical Package for the Social Sciences (SPSS) 25.0
and Analysis of Moment Structures (AMOS) 24.0 package programs were
used. Identifying Statistics (arithmetic mean, standard deviation, variance),
Validity and Reliability Tests (Cronbach’s Alpha Reliability Coefficient),
Differences analyses (t-test, one way-ANOVA), Correlation, Regression,
Confirmatory Factor Analysis (CFA), and Descriptive Factor Analysis (DFA)
were applied to the collected data. As a result of analyses applied, the model
was examined with chi square/df, RMSEA, HOELTER, PCLOSE, NFI, NFlI,

RFI, IFI, TLI and CFI compliance goodness indexes

5.2. Findings

The research survey, which is applied to the group with gender, age and
work experience described in the sample section, shows the basic
information on time management, Hofstede culture dimensions and

organizational stress scale in the following table.
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Table 11.

Validity and reliability analysis of variables

Variables Cronbach’s N  Mean Std. Variance
Alpha Deviation

Time .823 638 3.163 443 197

Management

Hofstede .836 630 3.278 540 292

culture

Organizational .813 621 3.599 520 271

stress

Perceived .816 628 3.482 501 .266

stress

Cronbach’s Alpha coefficient for the entire study was calculated as 0.888.

5.2.1. Frequency Tables

This section includes only basic statistics on age, gender, education level,

total work experience, title, title group and university type.

Table 12.

Age distribution

Frequency (n) Percentage (%) Cumulative percentage (%)

18-30 years 215 33.7 33.7
31-40 years 291 45.6 79.3
41-50 years 91 14.3 93.6
51-60 years 32 5.0 98.6
61 years old

9 1.4 100.0
and older
Total 638 100.0

When Table 12 is examined, it can be seen that a total of 638 participants
participated in the survey; 215 (33.7%) of them are 18-30 years old, 291
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(45.6%) of them are 31-40 years old, 91 (14.3%) of them are 41-50 years old,
32 (5%) of them are 51-60 years old, 9 (1.4%) of them are 61 years old and
older.

Table 13:

Gender distribution

Frequency (n) Percentage (%) Cumulative percentage (%)

Women

293 45.9 45.9
Male 345 54.1 100.0
Total

638 100.0

When Table 13 is examined, it is observed that 293 (45.9%) of survey

participants are female, and 345 (54.1%) of them are male.
Table 14.

Education level distribution

Cumulative
Frequency (n) Percentage (%) percentage (%)
Verbal Field 249 39.0 39.0
Science Field 250 39.2 78.2
Maths & 139 21.8 100.0
Literature
Total 638 100.0

When Table 14 is examined, it is observed that 249 (39%) of survey
participants have received education from verbal fields, 250 (39.2%) of them
have received education from science fields, and 139 (21.8%) of them have

received education from Maths Literature fields.
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Table 15:

Distribution of total work experience

Frequency (n) Percentage (%) Cumulative percentage (%)

0-10 years 336 52.7 52.7
11-20 years 243 38.1 90.8
21-30 years 47 7.4 98.1
31 years and 12 1.9 100.0
more

Total 638 100.0

When Table 15 is examined, it is observed that 336 of survey participants
(52.7%) have work experience of 0-10 years, 243 (38.1%) of them have 11-
20 years of experience, 47 (7.4%) of them have 21-30 years of experience,
and 12 (1.9%) of them have 31 years or more work experience..

Table 16:

Title distribution

Frequency (n) Percentage (%) Cumulative percentage (%)

Contracted 27 4.2 4.2
Ad m!nlstratlve 278 436 478
Services

Res.

Asst./Lecturer 151 23.7 71.5
Specialist 58 9.1 80.6
[A)fSt' Assoc. 100 15.7 96.2
Assoc.Dr. 15 2.4 08.6
Prof.Dr. 9 1.4 100.0
Total 638 100.0

When Table 16 is examined, it is observed that 27 (4.2%) of survey
participants are contracted workers, 278 (43.6%) of them are administrative
services workers, 151 (23.7%) of them are Res. Asst. /Lecturers, 58 (9.1%)
of them are experts, 100 (15.7%) of them are Asst. Assoc. Dr., 15 (2.4%) of
them are Assoc. Dr., and 9 (1.4%) of Prof. Dr.
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Table 17:

Title Group Distribution

Frequency (n) Percentage (%) Cumulative percentage (%)

Administrative 278 43.6 43.6
Academic 360 56.4 100.0
Total 638 100.0

When Table 17 is examined, it is observed that 278 (45.9%) of survey
participants are administrative personnel, and 360 (54.1%) of them are

academic personnel.

Table 18:

University distribution

Frequency (n) Percentage (%) Cumulative percentage (%)

Hakkari

) ) 269 42.2 42.2
University
Near East

) ) 369 57.8 100.0
University
Total 638 100.0

When Table 18 is examined, it is observed that 269 (45.9%) of survey
participants work in Hakkari University, and 369 (54.1%) of them work in

Near East University.

5.2.2. Cross Tables

Table 19. Age Distribution by Gender

Age
Gender  18-30 31-40 41-50 51-60 61yearsold Total
years years years years and older

114 132 35 11 1 293
Women (53%) (45.4%) (38.5%) (34.4%) (11.1%) (45.9%)

101 159 56 21 8 345
Male (47%) (%54.6) (%61.5) (%65.6) (88.9%) (54.1%)

215 291 91 32 9 638

Total (%100) (100%) (100%) (100%) (100%)  (100%)
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When Table is examined, it is observed that 114 of the women are 18-30
years old, 132 of them are 31-40 years old, 35 of them are 41-50 years old,
11 of them are 51-60 years old, 1 of them is 61 years and older; 101 of men
are 18-30 years old, 159 of them are 31-40 years old, 56 of them are 41-50
years old, 21 of them are 51-60 years old, 8 of them are 61 years and older.

Table 20.

Age Distribution as per Educational Field

Age
FEigl‘éca“O”a' 18-30  31-40 4150  51-60 601| Jeas  Total
years years years  years older
74 117 39 15 4 249
Verbal Field  (34.4%) (%402) (%42.9) (%46.9)  (%44.4) (%39)
91 107 37 12 3 250
Science Field  (%42.3) (%36.8) (%40.7) (%37.5)  (%33.3) (%39.2)
Maths & 50 67 15 5 2 139
Literature (%23.3)  (%23) (%165) (%I15.6)  (%22.2) (%21.8)
215 291 01 32 9 638

(100%) (100%) (100%) (100%)  (100%) (100%)

Examining the Table Table , it can be seen that, from the verbal
education field, 74 participants is 18-30 years old, 117 of them are 31-40
years old, 39 of them are 41-50 years old, 15 of them are 51-60 years old,
and 4 of them are 61 years old and older; while, from the science field, 91
participants are 18-30 years old, 107 of them are 31-40 years old, 37 of them
are 41-50 years old, 12 of them are 51-60 years old, 3 of them are 61 years
old and older; from the Maths & Literature field, 50 participants are 18-30
years old, 67 of them are 31-40 years old, 15 of them are 41-50 years old, 5

of them are 51-60 years old and 2 of the are 61 years old and older.
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Age Distribution by Total Work Experience

Age
Total Work 61 years
Experience  18-30 3140 4150 5160 dyan 4 Total
years years years years older

215 121 0 0 0 336
0-10 years  (100%) (%41.6) (%0) (%0) (%0) (%52.7)
0 170 70 3 0 243
11-20 years (%0) (%58.4) (%76.9) (%9.4) (%0) (%38.1)
0 0 21 23 3 47
21-30 years (%0) (%0) (%23.1) (%71.9) (%33.3) (%7.4)
31 years 0 0 0 6 6 12
and more (%0) (%0) (%0) (%18.8) (%66.7) (%1.9)
215 291 91 32 9 638
Total (100%) (100%) (100%) (100%) (100%) (100%)

Examining Table, it can be seen that, among participants with a total work

experience of 0-10 years, 215 of them are 18-30 years old, 121 of them are

31-40 years old, none of them is 41-50 years old, none of them is 60 years

old and older; among participants with a total work experience of 11-20

years, 170 of them are 31-40 years old, 70 of them are 41-50 years old, and

3 of them are 51-60 years old; among participants with a total work

experience of 21-30 years, 21 of them are 41-50 years old, 23 of them are

51-60 years old, 3 of them are 61 years old and older; among those with a

total work experience of 31 years and higher, 6 of them are 51-60 years old,

and 6 of them are 61 years old and older.
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Table 22.

Age Distribution as per Task Title

Age
Mission Tide 1830 3140 4150 51-60 %Y Tora)
years years years years older

2 19 4 2 0 27

Contracted (%00.9) (%6.5) (%4.4) (%6.3) (%00) (%4.2)
Administrative 90 135 49 3 1 278
Services (%41.9) (%46.4) (%53.8) (%9.4) (11.1%) (%43.6)
Res. 104 45 2 0 0 151
Asst./Lecturer  (%48.4) (%15.5) (%2.2) (%0) (%0) (%23.7)
19 25 7 4 3 58

Specialist (%8.8) (%8.6) (%7.7) (%12.5) (%33.3) (%9.1)
0 66 19 14 1 100

Asst.Prof.Dr. (%0) (%22.7) (%20.9) (%43.8) (11.1%) (%15.7)
0 1 10 3 1 15

Assoc.Dr. (%0) (%0.3)  (%11) (%9.4) (11.1%) (%2.4)
0 0 0 6 3 9

Prof.Dr. (%0) (%0) (%0) (%18.8) (%33.3) (%1.4)
215 291 91 32 9 638

Total (100%) (100%) (100%) (100%) (100%) (100%)

Examining Table , it is seen, in terms of title as per age, that 2 of contracted
workers are 18-30 years old, 19 of them are 31-40 years old, 4 of them are
41-50 years old, 2 of them are 51-60 years old; 90 of administrative officers
are 18-30 years old, 135 of them are 31-40 years old, 49 of them are 41-50
years old, 3 of them are 51-60 years old, 1 of them is 61 years old and older;
104 of Res. Asst./Lecturer are 18-30 years old, 45 of them are 31-40 years
old, 2 of them are 41-50 years old; 19 of experts are 30 years old, 25 of them
31-40 years old, 7 of them are 41-50 years old, 4 of them are 51-60 years
old, 3 of them are 61 years old and older; 66 of Asst.Assoc.Dr. are 31-40
years old, 19 of them are 41-50 years old, 14 of them are 51-60 years old, 1
of them is 61 years and older; 1 of Assoc.Dr. is 31-40 years old, 10 of them
are 41-50 years old, 3 of them are 51-60 years old, 1 of them is 61 years and
older; 6 of Prof.Dr. is 51-60 years old, 3 of them are 61 years and older.
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Table 23.

Age Distribution as per Title Group

Age
Title Group 18-30  31-40 41-50 51-60 601| Jong Total
years years years years older
90 135 49 3 1 278
Administrative (%41.9) (%46.4) (%53.8) (%9.4) (11.1%) (%43.6)
125 156 42 29 8 360
Academic (%58.1) (%53.6) (%46.2) (%90.6) (88.9%) (%56.4)
215 291 01 32 9 638
Total (100%) (100%) (100%) (100%)  (100%) (100%)

When

Table is examined, it is observed, in terms of title group of participants, that
90 of administrative officers are 18-30 years old, 135 of them are 31-40 years
old, 49 of them are 41-50 years old, 3 of them are 51-60 years old, 1 of them
is 61 years and older; 125 of academic staff are 18-30 years old, 156 of them
are 31-40 years old, 42 of them are 41-50 years old, 29 of them are 51-60

years old, 8 of them are 61 years and older.

Table 24.

Age Distribution by University

Age
University ~ 18-30  31-40  41-50  51-60 601| Jeas  Tota
years  years  years  years older
Hakkari 78 137 42 12 0 269
University — (%36.3) (%47.1) (%46.2) (%37.5) (%0) (%42.2)
Near East 137 154 49 20 9 369
University — (%63.7) (%52.9) (%53.8) (%62.5)  (100%) (%57.8)
215 201 91 32 9 638

Total (100%) (100%) (100%) (100%)  (100%) (100%)

When Table is examined, it is observed, in terms of university as per age,
that 78 of those from Hakkari University are 18-30 years old, 137 of them are
31-40, 42 of them are 41-50 years old, 12 of them are 51-60 years old, 137 of
those from Near East University are 18-30 years old, 154 of them are 31-40
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years old, 49 of them are 41-50 years old, 20 of them are 51-60 years old, 9

of them are 61 years and older.
Table 25.

Gender Distribution as per Educational Field

. . Gender
Educational Field Total
Women Male

124 125 249
Verbal Field (%42.3) (%36.2) (%39)
112 138 250
Science Field (%38.2) (%40) (%39.2)
57 82 139
Maths & Literature (%19.5) (%23.8) (%21.8)
Total 293 345 638
(100%) (100%) (100%)

Examining Table , in terms of educational field as per gender, it can be seen

that 124 of participants from verbal field are female, 125 of them are male;

112 of participants from science field are female, and 138 of them are male.

Table 26.

Gender Distribution by Total Work Experience

_ Gender
Total Work Experience Total
Women Male

176 160 336
0-10 years (%60.1) (%46.4) (%52.7)
97 146 243
11-20 years (%33.1) (%42.3) (%38.1)
18 29 47
21-30 years (%6.1) (%8.4) (%7.4)
2 10 12
31 years and more (%0.7) (%2.9) (%1.9)
Total 293 345 638
(100%) (100%) (100%)

Examining Table , in terms of total work experience as per gender, it can be

seen that 176 of those with a total experience of 0-10 years are female, 160

of them are male; 97 of those with a total experience of 11-20 years are

female, 146 of them are male; 18 of those with 21-30 years of experience are
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female, 29 of them made; 2 of those with a total experience of 31 years and

higher are female and 10 of them are made.
Table 27.

Gender Distribution by Task

. . Gender
Mission Title Women Male Total

12 15 27
Contracted (%4.1) (%4.3) (%4.2)
120 158 278
Administrative Services (%41) (%45.8) (%43.6)
71 80 151
Res.Asst./Lecturer (%24.2) (%23.2) (%23.7)
38 20 58
Specialist (%13) (%5.8) (%9.1)
46 54 100
Asst.Prof.Dr. (%15.7) (%15.7) (%15.7)
5 10 15
Assoc.Dr. (%1.7) (%2.9) (%2.4)
1 8 9
Prof.Dr. (%0.3) (%2.3) (%1.4)
293 345 638

Total (100%) (100%) (100%)

Examining Table , in terms of task title as per gender, 12 of contracted
workers are female, 15 of them are male; 120 of administrative services
workers are female, 158 of them are male; 71 of Res. Asst./Lecturer are
female, 80 of them are male; 38 of experts are female, 20 of them are male;
46 of Asst.Assoc.Dr. are female, 54 of them are male; 5 of Assoc.Dr. are

female, 10 of them are male, 1 of Prof.Dr. is female, 8 of them are male.
Table 28.

Gender Distribution by University

Gender

University Total
Women Male
68 201 269
Hakkari University (%23.2) (%58.3) (%42.2)
225 144 369
Near East University (%76.8) (%41.7) (%57.8)
293 345 638

Total (100%) (100%) (100%)
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Examining Table , in terms of gender, 68 participants from Hakkari University

are female, 201 of them are male; 225 participants from Near East University

are female, 144 of them are male.

Table 29.

University Distribution as per Educational Field

Educational Field . pnlver5|ty . . Total
Hakkari University Near East University

95 154 249
Verbal Field (%35.3) (%41.7)  (%39)
102 148 250
Science Field (%37.9) (%40.1) (%39.2)
72 67 139
Maths & Literature (%26.8) (%018.2) (%21.8)
Total 269 369 638
(100%) (100%) (100%)

Examining Table , in terms of educational field as per university, it can be

seen that 95 participants from verbal field work in Hakkari University, 154 of

them work in Near East University; 102 participants from science fields work

in Hakkari University, 148 of them work in Near University; 72 participants

from Maths & Literature fields work in Hakkari University, 67 of them work in

Near East University.

Table 30.

University Distribution by Total Work Experience

University
Total Work Experience Total
Hakkari University Near East University

129 207 336
0-10 years (%48) (%56.1) (%52.7)
120 123 243
11-20 years (%44.6) (%33.3) (%38.1)
18 29 47
21-30 years (%6.7) (%7.9) (%7.4)
2 10 12
31 years and more (%0.7) (%2.7) (%1.9)
Total 269 369 638
(100%) (100%) (100%)

Examining Table, it can be seen that 129 participants with a total work

experience of 0-10 year work Hakkari University,, 207 of them work in Near
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East University; 120 participants with 1-20 years of experience work in
Hakkari University, 123 of them work in Near East University; 18 participants
with 21-30 years of experience work Hakkari University, 29 of them work in
Near East University; 2 participants with a total work experience of 31 years
and higher work in Hakkari University, 10 of them work in Near East

University.
Table 31.

University Distribution as per Task Title

University

Task title Hakkari Near East Total
University University

10 17 27
Contracted (%3.7) (%4.6) (%4.2)
Administrative 149 129 278
Services (%55.4) (%35) (%43.6)
62 89 151
Res.Asst./Lecturer (%23) (%24.1) (%23.7)
11 47 58
Specialist (%4.1) (%12.7) (%9.1)
33 67 100
Asst.Prof.Dr. (%12.3) (%18.2) (%15.7)
3 12 15
Assoc.Dr. (%1.1) (%3.3) (%2.4)
1 8 9
Prof.Dr. (%0.4) (%2.2) (%1.4)
Total 269 369 638
(100%) (100%) (100%)

Examining Table , it can be seen that 10 participants with contracted duties
work in Hakkari University, and 17 of them work in Near East University; 149
participants with administrative services duties work in Hakkari University,
and 129 of them work in Near East University; 62 Res.Asst./Lecturer
participants work in Hakkari University, and 89 of them work in Near East
University; 11 experts work in Hakkari University, and 47 of them work in
Near East University; 33 Asst.Prof.Dr. participants work in Hakkari University,
and 67 of them work in Near East University; 3 Prof.Dr. participants work in

Hakkari University, and 8 of them work in Near East University.
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University Distribution as per Title Group
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University

Title Group Hakkari University  Near East University Total
149 129 278
Administrative (%55.4) (%35) (%43.6)
120 240 360
Academic (%44.6) (%65) (%56.4)
269 369 638
Total (100%) (100%)  (100%)

Examining

Table , in terms of title group as per university, it is seen that 149

administrative officer participants work in Hakkari University, and 129 of them

work in Near East University; 120 academic participants work in Hakkari

University, and 240 of them work in Near East University.

Table 33.

Title Group Distribution as per Educational Field

Title Group

Educational Field administrative Academic Total
' 124 125 249
Verbal Field (%44.6) (%34.7) (%39)
. ' 95 155 250
Science Field (%34.2) (%43.1) (%39.2)
' 59 80 139
Maths & Literature (%21.2) (%22.2) (%21.8)
Total or s o)
(100%) (100%)  (100%)

Examining Table , it is seen that 124 participants from verbal field of

education work in administrative departments, and 125 of them work as

academicians; 95 participants from science fields work in administrative

departments, and 155 of them work as academicians; 59 participants from

Maths & Literature fields work in administrative departments, and 80 of them

work as academicians.
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Title Group Distribution by Total Work Experience
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title_group
Total Work Experience o _ _ Total
administrative Academic

0-10 vears 143 193 336
y (%51.4) (%53.6)  (%52.7)
11-20 vears 116 127 243
y (%41.7) (%35.3)  (%38.1)
17 30 47
21-30 years (%6.1) (%8.3)  (%7.4)
2 10 12
31 years and more (%0.7) (2.8%) (%1.9)
Total 278 360 638
(100%) (100%) (100%)

Table Examining the Table, it can be seen that 143 participants with a total

work experience of 0-10 year work in administrative departments, 193 of

them work as academicians; 116 participants with 11-20 years of experience

work in administrative departments, and 127 of them work as academicians;

17 participants with 21-30 years of experience work in administrative

departments, and 30 of them work as academicians; 31 participants with a

total work experience of 31 years and higher work in administrative

departments, and 10 of them work in Near East University.
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Table 35.

Title Group Distribution as per Task Title

Task tite Ad minist:;ﬂt?v_s rOUIC,)0\cademic Total
Contracted (% Og (% 7257) (% 4227)
Administrative Services (10507/3 (% OC)) (% 4§ 76?
Res. Asst./Lecturer (% Og (% 41 %1) (% 231, 571)
Specialist (%og (%16.53 (%9.51?
Asst.Prof.Dr. (% OC)) (% 2%%(; (% 1é07(;
Assoc.Dr. (% OC)) (% 4125) (% 2145)
Prof.Dr. (%oc)) (%2.59; (%1.49;

Total 278 360 638
(100%) (100%)  (100%)

Examining Table , in terms of distribution as per title group, it is seen that 27
participants are academicians, and 278 participants are administrative
personnel; 151 of Res.Asst./Lecturers are academicians, and 58 of experts
are academicians; 100 of Asst.Prof.Dr. are academicians, 15 of Assoc.Dr.

are academicians, and 9 of Prof.Dr. are academicians.
Table 36:

Educational Field Distribution by Total Work Experience

educational field

gx(gglri\é\aoct Verbal Science Maths & Total
Field Field Literature

0-10 years 133 124 79 336
(%53.4) (%49.6) (%56.8) (%52.7)
11-20 years 89 101 53 243
(%35.7) (%40.4) (%38.1) (%38.1)
21-30 years 19 22 6 47
(%7.6) (%8.8) (%4.3) (%7.4)
8 3 1 12

31 years and more (%3.2) (%1.2) (%0.7) (%1.9)
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249 250 139 638

Total (100%) (100%) (100%) (100%)

Examining

Table , in terms of total work experience as per educational field, it is seen
that 133 participants with a total work experience of 0-10 years are from
verbal fields, 124 of them are from science fields, and 79 of them are from
Maths & literature; 89 participants with an experience of 11-20 years are from
verbal fields, 101 of them are from science fields, and 53 of them are Maths
& literature; 19 participants work experience of 21-30 years are from verbal
fields, 22 of them are from science fields, and 6 of them are Maths &
literature; 8 participants with a total work experience of 31 years and higher
are from verbal field, 3 of them are from science field, 1 of them is from
Maths & literature; 249 of them are from verbal fields, 250 of them are from
science fields, and 139 of them are from Maths & literature fields.

Table 37.

Educational Field Distribution as per Task Title

Educational Field

Task title Verbal Science Maths & Total
Field Field Literature

Contracted 12 9 6 27

(%4.8) (%3.6) (%4.3) (%4.2)

Administrative 124 95 59 278

Services (%49.8) (%38) (%42.4) (%43.6)

Res. Asst./Lecturer 34 75 42 151

(%13.7) (%30) (%30.2) (%23.7)

Specialist 35 15 8 58

(%14.1) (%6) (%5.8) (%9.1)

36 46 18 100

Asst.Prof.Dr. (%14.5) (%18.4) (%12.9) (%15.7)

Assoc.Dr. 3 / 0 15

(%1.2) (%2.8) (%3.6) (%2.4)

Prof.Dr. 5 3 1 9

(%2) (%1.2) (%0.7) (%1.4)

Total 249 250 139 638

(100%) (100%) (100%) (100%)
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Examining Table , in terms of task title as per educational field, it is seen that
12 contracted participants are from verbal fields, 9 of them are from science
fields, and 6 of them are from Maths & literature fields; 124 participants from
administrative services are from verbal fields, 95 of them are from science
fields, and 59 of them are from Maths & literature fields; 34 of Res.
Asst./Lecturers are from verbal fields, 75 of them are from science fields, and
8 of them are from Maths & literature fields; 35 experts are from verbal fields,
15 of them are from science fields, and 8 of them are from Maths & literature
fields; 36 of Asst. Assoc. Dr. are from verbal fields, 46 of them are from
science fields, and 18 of them are from Maths & literature; 5 of Prof.Dr. Are
from verbal fields, 3 of them are from science fields, and 1 is from Maths &
literature field.

Table 38.

Task Title Distribution by Total Work Experience

Total Work Administrative fesk e Total
Experience Contracted Services Res.Asst./Lecturer Specialist Asst.Prof.Dr. Assoc.Dr. Prof.Dr.

0-10 years 14 143 132 34 13 0 0 336
(%51.9) (%51.4) (%87.4) (%58.6) (%13) (%0)  (%0) (%52.7)
11-20 years 11 116 19 18 69 10 0 243
(%40.7) (%41.7) (%12.6) (%31) (%69) (%66.7)  (%0) (%38.1)
2 17 0 4 18 4 2 47
21-30years o7 4 (%6.1) (%0)  (%6.9) (%18)  (%26.7) (%22.2) (%7 4)
31 years and 0 2 0 2 0 1 7 12
more (%0) (%0.7) (%0)  (%3.4) (%0)  (%6.7) (%77.8) (%1.9)
Total 27 278 151 58 100 15 9 638
(100%) (100%) (100%)  (100%) (100%)  (100%) (100%) (100%)

Examining Table , in terms of total work experience as per task title; it is seen
that, among participants with 0-10 years of experience, 14 of them are
contracted officers, 143 of them are in administrative services, 132 of them
are Res.Asst./Lecturer, 34 of them are experts, and 13 of them are
Asst.Prof.Dr; among participants with 11-20 years of experience, 11 of them
are contracted officers, 116 of them are in administrative services, 19 of them
are Res.Asst./Lecturer, 18 of them experts, 69 of them are Asst.Prof.Dr., 10
of them are Assoc.Dr.; among participants with work experience of 21-30
years, 2 of them are contracted officers, 17 of them are in administrative

services, 4 of them are experts, 18 of them are Asst.Prof.Dr, 4 of them are
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Assoc.Dr., 2 of them are Prof.Dr.; among participants with a total work

experience of 31 years and more, 2 of the m are in administrative services, 2

of them are expert, 1 of them is Assoc.Dr., 7 of them are Prof.Dr.

5.2.3. One-Way Anova Tests

Table 39.

Time planning by age, f test results

Dimension Age N X SS F p
18-30 years 215 3.3973 .66740
31-40 years 291 3.4904 .72479

o 41-50 years 91 3.6055 .72448

Timing 3.347 .010
51-60 years 32 3.8053 .59101
61 years old and older 9 3.6774 .69376
Total 638 3.4939 .70447

Examining significant differences between time planning by age, significant

differences were found in time planning by age categories (p=0.01, p<.05).

Tukey analysis was performed to determine which age categories the

differentiation in time planning originated from (Table 40).

Table 40.
Tukey test results for which age group the differentiation in Time Planning
originated
Difference
, . , between
Dimension () age () Age means SH p
(I-3)
31-40 years -.09304 .06289 .576
41-50 years -.20819 .08746 .122
18-30 years 51-60 years -.40795" .13251 .018
Time 61 years old -28002 .23794 .765
Planning and older
18-30 years .09304 .06289 .576
41-50 years -.11515 .08399 .647
31-40years 51 60 years -.31491 .13025 .112
61 years old -.18698 .23669 .934
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41-50 years

51-60 years

61 years old

and older

and older

18-30 years
31-40 years
51-60 years

61 years old
and older

18-30 years
31-40 years
41-50 years
61 years old
and older

18-30 years
31-40 years
41-50 years
51-60 years

.20819
11515
-.19977

-.07183

40795

31491
19977

12794

.28002
.18698
.07183
-.12794

.08746 .122
.08399 .647
14373 .634

24437 .998

13251 .018

13025 .112
14373 .634

.26386 .989

23794 765
.23669 .934
24437 .998
.26386 .989

When it was investigated which categories the differentiation in age

dimension as per time planning originated, it was determined that there was

differentiation between the ages of 18-30 and 51-60 at the level of p=.018.

Table 41.

Time Attitudes by age, f test results

Dimension N SS F P
18-30 years 214 3.2592 .51498
31-40 years 291 3.2255 .51730
41-50 years 91 3.3645 .50100
Time Attitudes 5160 years 32 35285 43663 - 00 0%°

61 years old and 9 3.4306 .41510
older

Total 637 3.2748 .51356

When significant differences between workloads as

per work load were

examined, significant differences were found in time attitudes (p=0.006,

p>.05) as per age categories. Tukey analysis was performed to determine

which age categories the differentiation in time attitudes originated from

(Table 42).
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Table 42.
Tukey test results on which age group the differentiation in Time Attitudes
originated
Difference
. . . between
Dimension () age () Age means SH p
(1-J)
31-40 years .03369 .04587 .948
41-50 years -.10524 .06375 .465
18-30 years 51-60 years -.26923" .09654 .043
61 years old -17133 .17332 .861
and older
18-30 years -.03369 .04587 .948
41-50 years -.13893 .06118 .156
31-40years  51-60 years -.30292" .09487 .013
61 years old -.20502 .17239 .758
and older
18-30 years 10524 .06375 .465
Time 31-40 years .13893 .06118 .156
Attitudes 41-50 years 51-60 years -.16399 .10468 .520
61 years old -06609 .17799 .996
and older
18-30 years .26923" .09654 .043
31-40 years .30292" .09487 .013
S1-60years  41.50 years 16399 .10468 .520
61 years old .09790 .19219 .986
and older
18-30 years 17133 .17332 .861
61 years old 31-40 years .20502 .17239 .758
and older 41-50 years .06609 .17799 .996
51-60 years -.09790 .19219 .986

When it was examined which categories of age-sized differentiation

originated according to time attitudes, it was found that there was a
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differentiation between the ages of 18-30 and 51-60 at p=.043 level, and
between ages of 31-40 and 51-60 at p=.013.

Table 43.

Time-consuming by age, f test results

Dimension Age N X SS F p
18-30 years 212 2.7640 .63185
31-40 years 290 2.7149 .64756
. . 41-50 years 91 2.6652 .63216
Time consuming 1.162 .327
51-60 years 31 2.7946 .81273

61 years old and older 9 2.3704 .63889
Total 633 2.7232 .64928

When significant differences between time-consuming as per age were
examined, significant differences were not found in time-consuming
(p=0.327, p>.05) as per age categories. When time-consuming sub-
dimension was examined according to age, the arithmetic mean of 18-30-
year-old participants was found as 2.764; the arithmetic mean of 31-40-year-
old participants was found as 2.7149; the arithmetic mean of 41-50-year-old
participants was found as 2.6652; the arithmetic mean of 51-60-year-old
participants was found as 2.7946; the arithmetic mean of those 61 years old
and older was found as 2.3704. The calculated f value was not found to be
significant at (f=1.162 p>.05) level. When arithmetic means are compared, it
is observed that 51-60 years old arithmetic mean are higher than that of

others.
Table 44.

Time management by age, f test results

Dimension Age N X SS F p

Time Management 18-30 years 215 3.1404 .42132 2.734 .028
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31-40 years
41-50 years
51-60 years

291 3.1450
91 3.2117
32 3.3859

61 years old and older

Total

9 3.1594
638 3.1653

43307
42586
42896
46386
43064

When significant differences between time management as per age were

examined, significant differences were found in time management (p=0.028,

p>.05) as per age categories. Tukey analysis was performed to determine

which age categories the differentiation in time management originated from.

(Table)
Table 45.
Tukey test results on which age group the differentiation in Time
Management originated
Difference
. . . between
Dimension () age () Age means SH p
(I-J)
31-40 years -.00460 .03852 1.000
41-50 years -.07132 .05356 .672
18-30 years  51-60 years -.24547" 08115 .022
61 years old -.01902 .14573 1.000
and older
18-30 years .00460 .03852 1.000
41-50 years -.06672 .05144 .693
31-40 years  51-60 years -.24087" .07977 .022
61 years old -.01442 .14496 1.000
and older
18-30 years .07132 .05356 .672
Time 31-40 years 06672 .05144 .693
Management  41-50years  51-60 years -.17414 .08803 .278
61 years old 05231 .14966 .997
and older
18-30 years 24547 08115 .022
31-40 years 24087 .07977 .022
S1-60years  41.50 years 17414 .08803 .278
61 years old 22645 16160 .627
and older
18-30 years .01902 .14573 1.000
61 yearsold 31-40 years .01442 .14496 1.000
and older 41-50 years -.05231 .14966 .997
51-60 years -.22645 .16160 .627
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When it was examined which categories of age-sized differentiation
originated according to time management, it was found that there was a
differentiation between the ages of 18-30 and 51-60 at p=.022 level, and
between ages of 31-40 and 51-60 at p=.022.

Table 46.

Inadequate self-sufficiency perception, f test results

Dimension Age N X SS F p

18-30 years 213 2.4003 .82215
31-40years 290 2.3107 .79991
41-50 years 91 2.2850 .85939

Perception of inadequate 51-60 years 31 23978 73620 .674 611

self-sufficiency

61 years old 9 2.5556 1.14867
and older
Total 634 2.3449 81776

When significant differences between self-efficacy perception as per age
were examined, significant differences were not found in self-efficacy
perception (p=0.611, p>.05) as per age categories. When inadequate self-
sufficiency perception sub-dimension was examined according to age, the
arithmetic mean of 18-30-year-old participants was found as 2.4003; the
arithmetic mean of 31-40-year-old participants was found as 2.3107; the
arithmetic mean of 41-50-year-old participants was found as 2.285; the
arithmetic mean of 51-60-year-old participants was found as 2.3978; the
arithmetic mean of those 61 years old and older was found as 2.5556. The
calculated f value was not found to be significant at (f=0.674 p>.05) level.
When arithmetic means are compared, it is observed that 61 years old and

older participants’ arithmetic mean are higher than that of others.
Table 47.

Perception of stress/discomfort by age, f test results

Dimension Age N X SS F p

Perception of 18-30 years 212 2.8449 .70002

stress/discomfort 31-40 years 290 2.6433 .71201 3.446 .008
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41-50 years
51-60 years

61 years old
and older
Total

91 2.6358
31 2.5161

9 2.8571
633 2.7065

.73695
.65743

.95831
.71832

When significant differences between perception of stress/discomfort as per

age were examined, significant differences were found in perception of

stress/discomfort according to age categories (p=0.008, p<.05). Tukey

analysis, conducted to determine which age categories the differentiation in

time management originated from.

Table 48.

Tukey test results for which age group the differentiation in stress/discomfort

perception originated

Difference
Dimension (I) age () Age briz\;in SH p
(I-J)

31-40 years .20163" .06441 .016

41-50 years 20911 .08933 .134

18-30years 5760 years 32877 .13707 .117

oL dy‘;ﬂgro'd -01224 24260 1.000

18-30 years -20163" .06441 .016

41-50 years .00747 .08565 1.000

31-40years 590 years 12714 13470 .880

% dyiﬂzr"'d -21388 24127 .902

18-30 years -.20911 .08933 .134

Perception of 31-40 years -.00747 .08565 1.000
stress/discomfort 41-50 years  51.60 years 11966 .14824 .928
gﬁ dyifgzro'd -.22135 .24908 .901

18-30 years -32877 13707 .117

31-40 years -12714 .13470 .880

51-60 years 4150 years -.11966 .14824 .928

gﬁ dy(e)fgzro'd -34101 26991 .714

18-30 years 01224 24260 1.000

61 years old 31-40 years 21388 .24127 .902

and older  41-50 years 22135 .24908 .901

51-60 years 34101 26991 .714
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When it was examined which categories the differentiation in age dimension
as per stress/discomfort perception originated, it was determined that there
was differentiation between the ages of 18-30 and 31-40 at the level of
p=.016.

Table 49:

Perceived stress by age, f test results

Dimension Age N X SS F p
18-30 years 213 2.6206 .69826
31-40 years 290 2.4770 .68877
. 41-50 years 91 2.4604 .73241
Perceived stress 51-60 years 31 24570 62151 1.749 .138
61 years old and older 9 2.7063 1.03506
Total 634 2.5251 .70244

When significant differences were examined between perceived stress as per
age, significant differences were not found in perceived stress by age
categories (p=0.138, p>.05). When perceived stress sub-dimension was
examined according to age, the arithmetic mean of 18-30-year-old
participants was found as 2.6206; the arithmetic mean of 31-40-year-old
participants was found as 2.477; the arithmetic mean of 41-50-year-old
participants was found as 2.4604; the arithmetic mean of 51-60-year-old
participants was found as 2.457; the arithmetic mean of those 61 years old
and older was found as 2.7063. The calculated f value was not found to be
significant at (f=1.749 p>.05) level. When arithmetic means are compared, it
is observed that 61 years old and older participants’ arithmetic mean are

higher than that of others.
Table 50.

Work load f test results as per age

Dimension Age N X SS F p

18-30 years 212 3.3428 .64256
Work load .844 .498
31-40 years 290 3.2957 .65468
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41-50 years 91 3.3209 .63797
51-60 years 31 3.4694 55177
61 years old and older 9 3.1000 .80312
Total 633 3.3208 .64548

When significant differences between workloads as per work load are
examined, significant differences in workload (p=0.498, p>.05) are not found
as per age categories. When work load sub-dimension was examined
according to age, the arithmetic mean of 18-30-year-old participants was
found as 3.3428; the arithmetic mean of 31-40-year-old participants was
found as 3.2957; the arithmetic mean of 41-50-year-old participants was
found as 3.3209; the arithmetic mean of 51-60-year-old participants was
found as 3.4694; the arithmetic mean of those 61 years old and older was
found as 3.1. The calculated f value was not found to be significant at
(f=0.844 p>.05) level. When arithmetic means are compared, it is observed

that 51-60 years old arithmetic mean are higher than that of others.

Table 51.

Control by age, f test results

Dimension Age N X SS F p
18-30 years 211 3.5605 .65314
31-40 years 290 3.5597 .69749
41-50 years 91 3.6308 .76454

Control 2.523 .040
51-60 years 31 3.9247 .57387
61 years old and older 9 3.8704 .73019
Total 632 3.5925 .69148

Examining significant differences between control by age, significant
differences were found in time planning by age categories (p=0.04, p<.05).
Tukey analysis was performed to determine which age categories the

differentiation in control originated from. (Table )
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Tukey test results for which age group the differentiation in control originated

Difference
. . . n
Dimension () age () Age brite\:,\;ii SH p
(I-J)
31-40 years .00085 .06227 1.000
41-50 years -.07026 .08631 .926
18-30 years 51-60 years -.36423" .13237 .048
61 years old and -30986 .23423 677
older
18-30 years -.00085 .06227 1.000
41-50 years -.07111 .08269 .911
31-40 years 51-60 years -.36508" .13004 .041
61 years old and -31072 23292 670
older
18-30 years .07026 .08631 .926
Control 31-40 years 07111 .08269 .911
41-50 years 51-60 years -.29396 .14311 .242
61 years old and -23960 .24047 .857
older
18-30 years .36423" 13237 .048
31-40 years .36508" .13004 .041
51-60 years 41-50 years 29396 .14311 .242
61 years old and 05436 .26057 1.000
older
18-30 years 30986 .23423 .677
61 years old and 31-40 years 31072 .23292 .670
older 41-50 years .23960 .24047 .857
51-60 years -.05436 .26057 1.000
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When it was examined which categories of age-sized differentiation

originated according to control, it was found that there was a differentiation

between the ages of 18-30 and 51-60 at p=.048 level, and between ages of

31-40 and 51-60 at p=.041.

Table 53:

Social support by age, f test results

Dimension Age N X SS F p
18-30 years 212 3.9759 .72592
31-40 years 290 3.9962 .78761

Social Support 41-50 years 91 3.9864 .72735 2402 049
51-60 years 31 4.3548 .54389
61 years old and older 9 4.3889 .41667
Total 633 4.0112 .74807

Examining significant differences between social support by age, significant

differences are found in social support by age categories (p=0.049, p<.05).

Tukey analysis was performed to determine which age categories the

differentiation in social support originated from.

Table 54.
Tukey test results for which age group the differentiation in social support
originated
Difference
. . : between
Dimension () age () Age Means SH p
(I-3)
Social 31-40 years -.02026 .06730 .998
ocia 18-30 years  41-50 years -.01050 .09334 1.000
Support

51-60 years -.37890 .14321 .064
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61 years old -41295 25347 479

and older

18-30 years .02026 .06730 .998

41-50 years .00976 .08949 1.000
31-40 years 51-60 years -.35863 .14073 .082

61 years old -39268 25208 525

and older

18-30 years .01050 .09334 1.000

31-40 years -.00976 .08949 1.000
41-50 years 51-60 years -.36839 .15488 .123

61 years old -40244 26024 533

and older

18-30 years 37890 .14321 .064

31-40 years .35863 .14073 .082
51-60 years 41-50 years 36839 .15488 .123

61 years old -.03405 28200 1.000

and older

18-30 years 41295 25347 .479
61 years old 31-40 years 39268 .25208 .525
and older 41-50 years 40244 26024 .533

51-60 years .03405 .28200 1.000

Examining which categories, the differentiation in age dimension as per
social support originated from, it was not determined which categories

caused the differentiation.
Table 55.

Organizational stress by age, f test results

Dimension Age N X SS F p

18-30 years 212 3.6266 .46865
31-40 years 290 3.6172 .53684

Organizational 41-50 years 91 3.6460 .55797

atross 51-60 years 31 3.9163 .37760 2.631 .033
61 years old and 9 3.7864 52543
older
Total 633 3.6415 .51387

When significant differences were examined between organizational stress
as per age, significant differences were found in organizational stress by age
categories (p=0.033, p<.05). Tukey analysis was performed to determine
which age categories the differentiation in organization stress originated

from.
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Table 56.

Tukey test results for which age group the differentiation in organizational
stress originated

Difference
. . : between
Dimension () age () Age means SH p
(1)
31-40 years .00939 .04620 1.000
41-50 years -.01946 .06407 .998
18-30 years 51-60 years -.28974" .09831 .027
61 years old -15985 .17399 .890
and older
18-30 years -.00939 .04620 1.000
41-50 years -.02885 .06143 .990
31-40 years 51-60 years -.29912" .09660 .017
61 years old -16924 17304 865
and older
18-30 years .01946 .06407 .998
Organizational stress 31-40 years .02885 .06143 .990
41-50 years 51-60 years -.27028 .10632 .083
61 years old -14039 .17864 .935
and older
18-30 years .28974" .09831 .027
31-40 years .29912" .09660 .017
51-60 years 41-50 years 27028 .10632 .083
61 years old 112989 .19358 .963
and older
18-30 years 15985 .17399 .890
61 years old 31-40 years 16924 17304 .865
and older 41-50 years .14039 .17864 .935

51-60 years -.12989 .19358 .963
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To understand from which categories the differentiation in organizational
stress as per age originate, the arithmetic mean was found as 2.4907, the
arithmetic mean of 51-60-year-old participants was found as 2.025, and the
arithmetic mean of 61 years and older was found as 2. The calculated f value
was not found to be significant at (f=1.404 p>.05) level. When arithmetic
means are compared, it is observed that 41-50 years old arithmetic mean are
higher than that of others.

Table 58.

Power Distance by Age, f test results

Dimension Age N X SS F p
18-30 years 212 2.7612 .88550
31-40 years 290 2.6797 .78003
_ 41-50 years 91 2.7346 .84685

Power distance 1.005 .404
51-60 years 32 2.4875 .68333
61 years old and older 9 2.5278 .91894
Total 634 2.7029 .82400

When significant differences were examined between power distance as per
age, significant differences were not found in power distance by age
categories (p=0.404, p>.05). When power distance sub-dimension was
examined according to age, the arithmetic mean of 18-30-year-old
participants was found as 2.7612; the arithmetic mean of 31-40-year-old
participants was found as 2.6797; the arithmetic mean of 41-50-year-old
participants was found as 2.7346; the arithmetic mean of 51-60-year-old
participants was found as 2.4875; the arithmetic mean of those 61 years old
and older was found as 2.5278. The calculated f value was not found to be
significant at (f=1.005 p>.05) level. When arithmetic means are compared, it
is observed that 18-30 years old arithmetic mean are higher than that of

others.
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Table 59.

Avoiding uncertainty by age, f test results

Dimension Age N X SS F p
18-30 years 211 3.8540 .70773
31-40 years 290 3.8291 .76463

. 41-50 years 91 3.8115 .84597

ﬁ;]’gﬁ'tg?my 51-60 years 32 4.1719 .89054 1.553 .185

61 years old and 9 3.7333 1.17047
older
Total 633 3.8509 .77317

When significant differences were examined between avoidance of
uncertainty by age, significant differences were not found in avoiding
uncertainty by age categories (p=0.185, p>.05). When avoiding uncertainty
sub-dimension was examined according to age, the arithmetic mean of 18-
30-year-old participants was found as 3.854; the arithmetic mean of 31-40-
year-old participants was found as 3.8291; the arithmetic mean of 41-50-
year-old participants was found as 3.8115; the arithmetic mean of 51-60-
year-old participants was found as 4.1719; the arithmetic mean of those 61
years old and older was found as 3.7333. The calculated f value was not
found to be significant at (f=1.553 p>.05) level. When arithmetic means are
compared, it is observed that 51-60 years old arithmetic mean are higher

than that of others.
Table 60.

Individualism by age, f test results

Dimension Age N X SS F p
18-30 years 212 3.7366 .70282
31-40 years 290 3.6701 .78852
o _ 41-50 years 91 3.7555 .84663
Individualism 1.696 .149
51-60 years 31 4.0403 .80389
61 years old and older 9 3.7778 1.18219
Total 633 3.7243 .77856

Examining significant differences between individualism as per age,

significant differences were not in individualism by age categories (p=0.149,
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p>.05). When individualism sub-dimension was examined according to age,
the arithmetic mean of 18-30-year-old participants was found as 3.7366; the
arithmetic mean of 31-40-year-old participants was found as 3.6701; the
arithmetic mean of 41-50-year-old participants was found as 3.7555; the
arithmetic mean of 51-60-year-old participants was found as 4.0403; the
arithmetic mean of those 61 years old and older was found as 3.7778. The
calculated f value was not found to be significant at (f=1.696 p>.05) level.
When arithmetic means are compared, it is observed that 51-60 years old

arithmetic mean are higher than that of others.

Table 61.

Long Time Focus by age, f test results

Dimension Age N X SS F p
18-30 years 212 3.7881 .67258
31-40 years 290 3.8167 .75414
. 41-50 years 91 3.7308 .80384
Long-time focus 1.242 292
51-60 years 31 4.0000 .83666
61 years old and older 9 3.4722 1.06393
Total 633 3.7988 .74500

When significant differences between long time focus by age were examined,
significant differences were not found in long-time focus (p=0.292, p>.05) as
per age categories. When long time focus sub-dimension was examined
according to age, the arithmetic mean of 18-30-year-old participants was
found as 3.7881; the arithmetic mean of 31-40-year-old participants was
found as 3.8167; the arithmetic mean of 41-50-year-old participants was
found as 3.7308; the arithmetic mean of 51-60-year-old participants was
found as 4; the arithmetic mean of those 61 years old and older was found as
3.4722. The calculated f value was not found to be significant at (f=1.242
p>.05) level. When arithmetic means are compared, it is observed that 51-60

years old arithmetic mean are higher than that of others.
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Culture by age, f test results
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Dimension Age N X SS F P
18-30 years 212 3.2896 .50624
31-40 years 291 3.2679 .52485
41-50 years 91 3.3046 .63470
Culture 415 .798
51-60 years 32 3.3297 51177
61 years old and older 9 3.1022 .68795
Total 635 3.2812 .53667

When significant differences between culture as per culture were examined,

significant differences in culture were not found as per age categories

(p=0.798, p>.05). When culture sub-dimension was examined according to

age, the arithmetic mean of 18-30-year-old participants was found as 3.2896;

the arithmetic mean of 31-40-year-old participants was found as 3.2679; the

arithmetic mean of 41-50-year-old participants was found as 3.3046; the

arithmetic mean of 51-60-year-old participants was found as 3.3297; the

arithmetic mean of those 61 years old and older was found as 3.1022. The

calculated f value was not found to be significant at (f=0.415 p>.05) level.

When arithmetic means are compared, it is observed that 51-60 years old

arithmetic mean are higher than that of others.

Table 63.

Organizational Stress_F1 by age, f test results

Dimension Age N X SS F p
18-30 years 211 4.0869 .71640
31-40 years 283 3.9329 .74262
Organizational 41-50 years 87 3.9762 .84211
Stres F1 51-60 years 32 4.1885 .67035 1.890 .111
gﬁjé’fars odand g 58547 88388
Total 621 4.0034 .74909

When significant differences were examined between organizational

stress_F1 as per age, significant differences were not found in organizational
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stress F1 by age categories (p=0.111, p>.05). When organizational
stress_F1 sub-dimension was examined according to age, the arithmetic
mean of 18-30-year-old participants was found as 4.0869; the arithmetic
mean of 31-40-year-old participants was found as 3.9329; the arithmetic
mean of 41-50-year-old participants was found as 3.9762; the arithmetic
mean of 51-60-year-old participants was found as 4.1885; the arithmetic
mean of those 61 years old and older was found as 3.8542. The calculated f
value was not found to be significant at (f=1.89 p>.05) level. When arithmetic
means are compared, itis observed that 51-60 years old arithmetic mean are

higher than that of others.

Table 64.

Organizational Stress_F2 by age, f test results

Dimension Age N X SS F p
18-30 years 211 3.6801 .74842
31-40 years 283 3.6346 .82360
Organizational 41-50 years 87 3.7941 .77903
Stress F2 51-60 years 32 3.7031 .82168 .776 .541
Sﬁjé’rears oldand g 35000 1.13389
Total 621 3.6742 .79617

When significant differences were examined between organizational stress
as per age, significant differences were not found in organizational stress_F2
by age categories (p=0.541, p>.05). When organizational stress F2 sub-
dimension was examined according to age, the arithmetic mean of 18-30-
year-old participants was found as 3.6801; the arithmetic mean of 31-40-
year-old participants was found as 3.6346; the arithmetic mean of 41-50-
year-old participants was found as 3.7941; the arithmetic mean of 51-60-
year-old participants was found as 3.7031; the arithmetic mean of those 61
years old and older was found as 3.5. The calculated f value was not found to
be significant at (f=0.776 p>.05) level. When arithmetic means are compared,
it is observed that 41-50 years old arithmetic mean are higher than that of

others.
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Organizational Stress_F3 by age, f test results
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Dimension Age N X SS F p
18-30 years 211 3.2295 .71212
31-40 years 283 3.3151 .70701
o 41-50 years 87 3.3966 .79108
gtrrgezgfﬁgona' 51-60 years 32 3.2188 .77966 1.283 .275
olyearsoldand g 35625 30528
Total 621 3.2956 .72277

When significant differences were examined between organizational

stress_F3 as per age, significant differences were not found in organizational

stress F3 by age categories (p=0.275, p>.05). When Organizational

Stress_F3 sub-dimension was examined according to age, the arithmetic

mean of 18-30-year-old participants was found as 3.2295; the arithmetic

mean of 31-40-year-old participants was found as 3.3151; the arithmetic

mean of 41-50-year-old participants was found as 3.3966; the arithmetic

mean of 51-60-year-old participants was found as 3.2188; the arithmetic

mean of those 61 years old and older was found as 3.5625. The calculated f

value was not found to be significant at (f=1.283 p>.05) level. When

arithmetic means are compared, it is observed that 61 years old and older

participants’ arithmetic mean are higher than that of others.

Table 66.

Organizational Stress_F4 by age, f test results

Dimension Age N X SS F p
18-30 years 211 3.4850 .85071
31-40 years 282 3.3895 .83877
o 41-50 years 87 3.4310 .80597
Organizational
51-60 years 32 3.4167 .84667 .484 .747
Stress_F4
61 years old and
8 3.2500 .83095
older
Total 620 3.4274 .83729




191

When significant differences were examined between organizational
stress_F4 as per age, significant differences were> in organizational stress
by age categories (p=0.747, p>.05). When Organizational Stres F4 sub-
dimension was examined according to age, the arithmetic mean of 18-30-
year-old participants was found as 3.485; the arithmetic mean of 31-40-year-
old participants was found as 3.3895; the arithmetic mean of 41-50-year-old
participants was found as 3.431; the arithmetic mean of 51-60-year-old
participants was found as 3.4167; the arithmetic mean of those 61 years old
and older was found as 3.25. The calculated f value was not found to be
significant at (f=0.484 p>.05) level. When arithmetic means are compared, it
is observed that 18-30 years old arithmetic mean are higher than that of
others.

Table 67.

Organizational stress by age, f test results

Dimension Age N X SS F p

18-30 years 211 3.6204 .46941
31-40 years 283 3.5662 .54175

Organizational 41-50 years 87 3.6495 .52628

Strass 51-60 years 32 3.6318 .58874 .630 .642
61 years old and 8 3.5417 .71313
older
Total 621 3.5993 .52031

When significant differences were examined between organizational stress
as per age, significant differences were not found in organizational stress by
age categories (p=0.642, p>.05). When organizational stress sub-dimension
was examined according to age, the arithmetic mean of 18-30-year-old
participants was found as 3.6204; the arithmetic mean of 31-40-year-old
participants was found as 3.5662; the arithmetic mean of 41-50-year-old
participants was found as 3.6495; the arithmetic mean of 51-60-year-old
participants was found as 3.6318; the arithmetic mean of those 61 years old
and older was found as 3.5417. The calculated f value was not found to be

significant at (f=0.63 p>.05) level. When arithmetic means are compared, it is
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observed that 41-50 years old arithmetic mean are higher than that of others.

Table 68.

Perceived stress by age, f test results

Dimension Age N X SS F p
18-30 years 211 2.4756 .67823
31-40 years 283 2.5847 .68730
. 41-50 years 88 2.5975 .76106
Perceived Stress 51 g4 vears 32 2.5457 77599 02 462
61 years old and older 8 2.6378 .71617
Total 622 2.5482 .69993

When significant differences were examined between perceived stress as per
age, significant differences were not found in perceived stress by age
categories (p=0.462, p>.05). When perceived stress sub-dimension was
examined according to age, the arithmetic mean of 18-30-year-old
participants was found as 2.4756; the arithmetic mean of 31-40-year-old
participants was found as 2.5847; the arithmetic mean of 41-50-year-old
participants was found as 2.5975; the arithmetic mean of 51-60-year-old
participants was found as 2.5457; the arithmetic mean of those 61 years old
and older was found as 2.6378. The calculated f value was not found to be
significant at (f=0.902 p>.05) level. When arithmetic means are compared, it
is observed that 61 years old and older participants’ arithmetic mean are

higher than that of others.

Table 69.

Time planning by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 249 35446 .72946
o Science Field 250 3.4615 .70042
Timing 1.060 .347

Maths & Literature 139 3.4612 .66460
Total 638 3.4939 .70447
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When significant differences were examined between time planning as per
educational field, significant differences were not found in time planning by
educational field categories (p=0.347, p>.05). When the time planning sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 3.5446, the science field arithmetic mean was
found as 3.4615, and the Maths & literature arithmetic mean was found as
3.4612. The calculated f value was not found to be significant at (f=1.06
p>.05) level. When arithmetic means are compared, it is observed that
arithmetic mean of participants from verbal field is higher than that of others.

Table 70.

Time attitudes by educational field, f test results

Dimension Educational Field N X SS F P
Verbal Field 248 3.2968 .55318
' ' Science Field 250 3.2604 .52371
Time Attitudes . 373 .689
Maths & Literature 139 3.2614 .41411
Total 637 3.2748 .51356

When significant differences were examined between time attitudes as per
educational field, significant differences were not found in time attitudes by
educational field categories (p=0.689, p>.05). When time attitudes sub-
dimension was examined according to educational field, the verbal area

arithmetic mean was found as 3.2968,

science field arithmetic mean was found as 3.2604, and Maths and literature
arithmetic mean was found as 3.2614. The calculated f value was not found

to be significant at (f=0.373 p>.05) level. When arithmetic means are
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compared, it is observed that arithmetic mean of participants from verbal field

Is higher than that of others.

Table 71.

Time-consuming by Educational Field, f test results

Dimension Educational Field N X SS F P
Verbal Field 247 2.6981 .68907
Time consuming Science Fi_eld 247 2.7351 61419 317 729
Maths & Literature 139 2.7468 .64020
Total 633 2.7232 .64928

When significant differences were examined between time-consuming as per
educational field, significant differences were not found in time-consuming by
educational field categories (p=0.729, p>.05). When time-consuming sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 2.6981, the science field arithmetic mean was
found as 2.7351, and the Maths & literature arithmetic mean was found as
2.7468. The calculated f value was not found to be significant at (f=0.317
p>.05) level. When arithmetic means are compared, it is observed that
arithmetic mean of participants from Maths & Literature field is higher than

that of others.
Table 72.

Time management by educational field, f test results

Dimension Educational Field N X SS F P

Verbal Field 249 3.1809 .45897

) Science Field 250 3.1546 .43652

Time Management \\ihs & Literature 139 3.1565 .36457 > ° '/0%
Total 638 3.1653 .43064

When significant differences were examined between time management as
per educational field, significant differences were not found in time
management by educational field categories (p=0.764, p>.05). When the time
management sub-dimension was examined according to educational field,

the verbal area arithmetic mean was found as 3.1809, the science field
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arithmetic mean was found as 3.1546, and the Maths & literature arithmetic
mean was found as 3.1565. The calculated f value was not found to be
significant at (f=0.27 p>.05) level. When arithmetic means are compared, it is
observed that arithmetic mean of participants from verbal field is higher than
that of others.

Table 73.

Inadequate self-sufficiency by educational field, f test results

: . Educational
Dimension Field N X SS f p

Verbal Field 247 2.3955 .85519

. . Science Field 248 2.3359 .80307
Perception of inadequate

self-sufficiency vaihs & 139 22710 .77405 +O%° 349
Total 634 2.3449 81776

When significant differences were examined between inadequate self-
sufficiency as per educational field, significant differences were not found in
inadequate self-sufficiency by educational field categories (p=0.349, p>.05).
When inadequate self-sufficiency sub-dimension was examined according to
educational field, the verbal area arithmetic mean was found as 2.3955, the
science field arithmetic mean was found as 2.3359, and the Maths &
literature arithmetic mean was found as 2.271. The calculated f value was not
found to be significant at (f=1.056 p>.05) level. When arithmetic means are
compared, it is observed that arithmetic mean of participants from verbal field

is higher than that of others.

Table 74.

Stress/discomfort by educational field, f test results

. . Educational
Dimension Field N X SS F p

Verbal Field 246 2.7084 .74601

. Science Field 248 2.7253 .71555
Perception of

stress/discomfort Maths& 139 2.6697 .67572 268 765
Literature
Total 633 2.7065 .71832

When significant differences were examined between stress/discomfort

perception as per educational field, significant differences were not found in
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stress/discomfort perception by educational field categories (p=0.765, p>.05).
When stress/discomfort perception sub-dimension was examined according
to educational field, the verbal area arithmetic mean was found as 2.7084,
the science field arithmetic mean was found as 2.7253, and the Maths &
literature arithmetic mean was found as 2.6697. The calculated f value was
not found to be significant at (f=0.268 p>.05) level. When arithmetic means
are compared, it is observed that arithmetic mean of participants from
science field is higher than that of others.

Table 75.

Perceived stress by educational field, f test results

Dimension Educational Field N X SS F p
Verbal Field 247 2.5505 .74343
) Science Field 248 2.5306 .69372
Perceived stress  \ths & Literature 139 2.4703 64226 0L %%
Total 634 2.5251 .70244

When significant differences were examined between perceived stress as
educational field, significant differences were not found in perceived stress by
educational field categories (p=0.554, p>.05). When perceived stress sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 2.5505, the science field arithmetic mean was
found as 2.5306, and the Maths & literature arithmetic mean was found as
2.4703. The calculated f value was not found to be significant at (f=0.591
p>.05) level. When arithmetic means are compared, it is observed that

arithmetic mean of participants from verbal field is higher than that of others.

Table 76.

Work load by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 246 3.3510 .65943
Work load  Science Field 248 3.3126 .65844 540 .583

Maths & Literature 139 3.2820 59737




197

Total 633 3.3208 .64548

When significant differences were examined between work load as per
educational field, significant differences were not found in work load by
educational field categories (p=0.583, p>.05). When work load sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 3.351, the science field arithmetic mean was
found as 3.3126, and the Maths & literature arithmetic mean was found as
3.282. The calculated f value was not found to be significant at (f=0.54 p>.05)
level. When arithmetic means are compared, it is observed that arithmetic
mean of participants from verbal field is higher than that of others.

Table 77.

Control by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 246 3.5484 .73005
Science Field 247 3.6420 .68045
Control . 1.146 .319
Maths & Literature 139 3.5826 .63781
Total 632 3.5925 .69148

When significant differences were examined between control as per
educational field, significant differences were not found in control by
educational field categories (p=0.319, p>.05). When control sub-dimension
was examined according to educational field, the verbal area arithmetic mean
was found as 3.5484, the science field arithmetic mean was found as 3.642,
and the Maths & literature arithmetic mean was found as 3.5826. The
calculated f value was not found to be significant at (f=1.146 p>.05) level.
When arithmetic means are compared, it is observed that arithmetic mean of

participants from science field is higher than that of others.
Table 78.

Social support by educational field, f test results

Dimension Educational Field N X SS F p

_ Verbal Field 246 4.0748 .72741
Social Support , . 1.468 .231
Science Field 248 3.9747 .78282
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Maths & Literature 139 3.9635 .71744
Total 633 4.0112 .74807

When significant differences were examined between social support as per
educational field, significant differences were not found in social support by
educational field categories (p=0.231, p>.05). When social support sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 4.0748, the science field arithmetic mean was
found as 3.9747, and the Maths & literature arithmetic mean was found as
3.9635. The calculated f value was not found to be significant at (f=1.468
p>.05) level. When arithmetic means are compared, it is observed that
arithmetic mean of participants from verbal field is higher than that of others.

Table 79.

Organizational stress by educational field, f test results

Dimension Educational Field N X SS F P
Verbal Field 246 3.6581 .53155
o Science Field 248 3.6431 .52937
Organizational stress Maths & Literature 139 3.6094 .45234 400 671
Total 633 3.6415 .51387

When significant differences were examined between organizational stress
as educational field, significant differences were not found in organizational
stress by educational field categories (p=0.671, p>.05). When organizational
stress sub-dimension was examined according to educational field, the
verbal area arithmetic mean was found as 3.6581, the science field arithmetic
mean was found as 3.6431, and the Maths & literature arithmetic mean was
found as 3.6094. The calculated f value was not found to be significant at
(f=0.4 p>.05) level. When arithmetic means are compared, it is observed that

arithmetic mean of participants from verbal field is higher than that of others.
Table 80.

Masculinity by educational field, f test results

Dimension Educational Field N X SS f P

Verbal Field 247 2.3666 1.13626

. . 575 .563
Science Field 249 2.2950 1.05757

Masculinity
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Maths & Literature 139 2.4137 1.09605
Total 635 2.3488 1.09642

When significant differences were examined between masculinity as per
educational field, significant differences were not found in masculinity by
educational field categories (p=0.563, p>.05). When masculinity sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 2.3666, the science field arithmetic mean was
found as 2.295, and the Maths & literature arithmetic mean was found as
2.4137. The calculated f value was not found to be significant at (f=0.575
p>.05) level. When arithmetic means are compared, it is observed that
arithmetic mean of participants from Maths & Literature field is higher than
that of others.

Table 81.

Power distance by educational field, f test results

Dimension Educational Field N X SS F p
Verbal Field 246 2.8334 .87154
. Science Field 249 25793 .79185
Power distance . 5.988 .003
Maths & Literature 139 2.6935 .76229
Total 634 2.7029 .82400

When significant differences were examined between power distance as per
educational field, significant differences were not found in power distance by
educational field categories (p=0.003, p<.05). Tukey analysis was performed
to determine which educational field categories the differentiation in power

distance originated from. (Table )

Table 82.
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Tukey test results for which educational field group the differentiation power

distance originated from

Difference
, : (I) Educational (j) Educational  between
Dimension Field Field means SH p
(-J)
Science Field .25408" .07350 .002
Verbal Field
Maths & 13988 .08675 .241
Literature
Verbal Field -.25408" .07350 .002
Power distance Science Field
Maths & -11421 08656 .385
Literature
Maths & Verbal Field -.13988 .08675 .241
Literature Science Field 11421 .08656 .385

When it was investigated which categories the differentiation in power

distance in educational field originated from, it was determined that there was

differentiation between verbal field and science field at the level of p=.002.

Table 83.

Avoiding uncertainty by educational field, f test results

Dimension Educational Field N X SS F
Verbal Field 245 3.8673 .72284
Science Field 249 3.8030 .86705
Avoiding uncertainty Maths & Literature 139 39076 67456 906 405
Total 633 3.8509 .77317

When significant differences were examined between uncertainty avoidance

as per educational field, significant differences were not found in uncertainty

avoidance by educational field categories (p=0.405, p>.05). When avoiding

uncertainty sub-dimension was examined according to educational field, the

verbal area arithmetic mean was found as 3.8673, the science field arithmetic

mean was found as 3.803, and the Maths & literature arithmetic mean was
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found as 3.9076. The calculated f value was not found to be significant at
(f=0.906 p>.05) level. When arithmetic means are compared, it is observed
that arithmetic mean of participants from Maths & Literature field is higher
than that of others.

Table 84.

Individualism by educational field, f test results

Dimension Educational Field N X SS F p
Verbal Field 245 3.7136 .77809
Science Field 249 3.6697 .79001
Individualism - ths & Literature 139 3.8411 .75140 2209 11
Total 633 3.7243 .77856

When significant differences were examined between individualism as per
educational field, significant differences were not found in individualism by
educational field categories (p=0.111, p>.05). When individualism sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 3.7136, the science field arithmetic mean was
found as 3.6697, and the Maths & literature arithmetic mean was found as
3.8411. The calculated f value was not found to be significant at (f=2.209
p>.05) level. When arithmetic means are compared, it is observed that
arithmetic mean of participants from Maths & Literature field is higher than

that of others.
Table 85.

Long-time focus by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 245 3.8024 .73279
Science Field 249 3.7604 .76217

Long-time focus .826 .438

Maths & Literature 139 3.8615 .73609
Total 633 3.7988 .74500
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When significant differences were examined between long-time focus as per
educational field, significant differences were not found in long-time focus by
educational field categories (p=0.438, p>.05). When long-time focus sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 3.8024, the science field arithmetic mean was
found as 3.7604, and the Maths & literature arithmetic mean was found as
3.8615. The calculated f value was not found to be significant at (f=0.826
p>.05) level. When arithmetic means are compared, it is observed that
arithmetic mean of participants from Maths & Literature field is higher than

that of others.

Table 86:

Culture by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 247 3.3063 .54884
Science Field 249 3.2215 54145
Culture Maths & Literature 139 3.3435 .49790 2.764 .064
Total 635 3.2812 .53667

When significant differences were examined between culture as per
educational field, significant differences were not found in culture by
educational field categories (p=0.064, p>.05). When culture sub-dimension
was examined according to educational field, the verbal area arithmetic mean
was found as 3.3063, the science field arithmetic mean was found as 3.2215,
and the Maths & literature arithmetic mean was found as 3.3435. The
calculated f value was not found to be significant at (f=2.764 p>.05) level.
When arithmetic means are compared, it is observed that arithmetic mean of

participants from Maths & Literature field is higher than that of others.
Table 87.

Organizational Stress_F1 by educational field, f test results

Dimension Educational Field N X SS f p

Verbal Field 241 3.9267 .77072
Science Field 242 4.0230 .75392 2.583 .076
Maths & 138 4.1031 .69132

Organizational
Stress_F1
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Literature
Total 621 4.0034 .74909

When significant differences were examined between organizational
stress_F1 as per educational field, significant differences were not found in
organizational stress_F1 by educational field categories (p=0.076, p>.05).
When organizational stress_F1 sub-dimension was examined according to
educational field, the verbal area arithmetic mean was found as 3.9267, the
science field arithmetic mean was found as 4.023, and the Maths & literature
arithmetic mean was found as 4.1031. The calculated f value was not found
to be significant at (f=2.583 p>.05) level. When arithmetic means are
compared, it is observed that arithmetic mean of participants from Maths &
Literature field is higher than that of others.

Table 88.

Organizational Stress_F2 by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 241 3.6808 .79243
Organizational Science Field 242 3.6897 .79156
Stress_ F2 Maths & 138 3.6353 .81508 >0 803
Literature
Total 621 3.6742 .79617

When significant differences were examined between organizational
stress_F2 as per educational field, significant differences were not found in
organizational stress_F2 by educational field categories (p=0.803, p>.05).
When organizational stress_F2 sub-dimension was examined according to
educational field, the verbal area arithmetic mean was found as 3.6808, the
science field arithmetic mean was found as 3.6897, and the Maths &
literature arithmetic mean was found as 3.6353. The calculated f value was
not found to be significant at (f=0.219 p>.05) level. When arithmetic means
are compared, it is observed that field arithmetic mean of participants from

science field is higher than that of others.
Table 89.

Organizational Stress_F3 educational field, f test results
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Dimension Educational Field N X SS f p
Verbal Field 241 3.3278 .69732
Organizational Science Field 242 3.3275 .69886
Stress_F3 Maths & 138 3.1836 79805 140 119
Literature
Total 621 3.2956 .72277

When significant differences were examined between organizational
stress_F3 as educational field, significant differences were not found in
organizational stress_F3 by educational field categories (p=0.119, p>.05).
When organizational stress_F3 sub-dimension was examined according to
educational field, the verbal area arithmetic mean was found as 3.3278, the
science field arithmetic mean was found as 3.3275, and the Maths &
literature arithmetic mean was found as 3.1836. The calculated f value was
not found to be significant at (f=2.14 p>.05) level. When arithmetic means are
compared, it is observed that arithmetic mean of participants from verbal field

is higher than that of others.

Table 90.

Organizational Stress_F4 educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 240 3.4333 .81018
o Science Field 242 3.4139 .82746
Organizational 055 947
Stress_F4 Maths & 138 3.4408 .90412 '
Literature ) '

Total 620 3.4274 .83729

When significant differences were examined between organizational
stress_F4 as per educational field, significant differences were not found in
organizational stress_F4 by educational field categories (p=0.947, p>.05).

When organizational stress F4 sub-dimension was examined according to
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educational field, the verbal area arithmetic mean was found as 3.4333, the
science field arithmetic mean was found as 3.4139, and the Maths &
literature arithmetic mean was found as 3.4408. The calculated f value was
not found to be significant at (f=0.055 p>.05) level. When arithmetic means
are compared, it is observed that arithmetic mean of participants from Maths
& Literature field is higher than that of others.

Table 91.

Organizational stress by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 241 3.5900 .52420
L Science Field 242 3.6135 .49794
Organizational Stress Maths & Literature 138 3.5907 .55411 148 .863
Total 621 3.5993 .52031

When significant differences were examined between organizational stress
as educational field, significant differences were not found in organizational
stress by educational field categories (p=0.863, p>.05). When organizational
stress sub-dimension was examined according to educational field, the
verbal area arithmetic mean was found as 3.59, the science field arithmetic
mean was found as 3.6135, and the Maths & literature arithmetic mean was
found as 3.5907. The calculated f value was not found to be significant at
(f=0.148 p>.05) level. When arithmetic means are compared, it is observed
that arithmetic mean of participants from science field is higher than that of

others.
Table 92.

Perceived stress by educational field, f test results

Dimension Educational Field N X SS f p
Verbal Field 242 2.5955 .70094
_ Science Field 242 25253 71950
Perceived Stress 943 .390

Maths & Literature 133 25052 66251
Total 622 2.5482 .69993
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When significant differences were examined between perceived stress as
educational field, significant differences were not found in perceived stress by
educational field categories (p=0.39, p>.05). When perceived stress sub-
dimension was examined according to educational field, the verbal area
arithmetic mean was found as 2.5955, the science field arithmetic mean was
found as 2.5253, and the Maths & literature arithmetic mean was found as
2.5052. The calculated f value was not found to be significant at (f=0.943
p>.05) level. When arithmetic means are compared, it is observed that
arithmetic mean of participants from verbal field is higher than that of others.

Table 93.

Time planning by experience, f test results

Dimension Experience N X SS f p
0-10 years 336 3.4465 .69421
11-20 years 243 3.5237 .71838

Timing 21-30 years 47 3.6031 .71530 1.741 .157
31 years and more 12 3.7901 .57782
Total 638 3.4939 .70447

When significant differences were examined between time planning as per
experience, significant differences were not found in time planning by
experience categories (p=0.157, p>.05). Examining time planning sub-
dimension as per experience categories, arithmetic mean of participants with
0-10 years of experience was found as 3.4465, arithmetic mean of
participants with 11-20 years of experience was found as 3.5237, arithmetic
mean of participants with 21-30 years of experience was found as 3.6031,
and arithmetic mean of participants with 31 and higher years of experience
was found as 3.7901. The calculated f value was not found to be significant
at (f=1.741 p>.05) level. When arithmetic means are compared, it is observed
that arithmetic mean of participants with experience of 31 years and higher

are higher than that of others.
Table 94.

Time attitudes by experience, f test results

Dimension Experience N X SS f p
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Time Attitudes

0-10 years
11-20 years
21-30 years

31 years and more 12

Total

335
243

637

3.2295
3.2966
47 3.4462
3.4271
3.2748

.52075
.50916

40049
.51356

47101 3.141 .025

When significant differences between time attitudes as per experience were

examined, significant differences were found in time attitudes (p=0.025,

p>.05) as per experience categories. Tukey analysis was performed to

determine which experience categories the differentiation in time attitudes

originated from.

Table 95.
Tukey test results on which experience group the differentiation in time
attitudes originated from
Difference
: . . , , between
Dimension  (I) Experience  (j) Experience means SH p
(I-3)
11-20 years -.06706 .04306 .404
21-30 years -.21664" .07959 .034
0-10 years 31 years and
-.19755 .15013 .553
more
Time 0-10 years .06706 .04306 .404
Attitudes 11-20 years gi'j’gaﬁ‘gﬁ q -14959 08142 257
-.13049 .15111 .824
more
0-10 years .21664" .07959 .034
21-30 years 11-20 years 14959 .08142 .257
31 years and .01909 .16527 .999
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more
31 years and 0-10 years 19755 .15013 .553
more 11-20 years 13049 .15111 .824

21-30 years -.01909 .16527 .999

When it was investigated which categories the differentiation in time attitudes
as per time planning originated, it was determined that there was
differentiation between the ages of 0-10 and 21-30 at the level of p=.034.

Table 96.

Time-consuming by experience, f test results

Dimension Experience N X SS f p
0-10 years 333 2.7297 .64425
11-20 years 242 2.6970 .64193

Time consuming  21-30 years 46 2.8362 .74080 .674 .568
3lyearsand more 12 26389 .58531
Total 633 2.7232 .64928

When significant differences were examined between time-consuming as per
experience, significant differences were not found in time-consuming by
experience categories (p=0.568, p>.05). Examining time-consuming sub-
dimension according to experience categories, arithmetic mean of
participants with 0-10 years of experience was found as 2.7297, arithmetic
mean of participants with 11-20 years of experience was found as 2.697,
arithmetic mean of participants with 21-30 years of experience was found as
2.8362, and arithmetic mean of participants with 31 and higher years of
experience was found as 2.6389. The calculated f value was not found to be
significant at (f=0.674 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of participants with 21-30 years of

experience are higher than that of others.
Table 97.

Time management by experience, f test results

Dimension Experience N X SS f p

_ 0-10 years 336 3.1355 .42610
Time Management 2.464 .061
11-20 years 243 3.1741 .43028
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21-30 years 47 3.3015 .43998
3lyearsand more 12 3.2853 .45102
Total 638 3.1653 .43064

When significant differences were examined between time management as
per experience, significant differences were not found in time management
by experience categories (p=0.061, p>.05). Examining time management
sub-dimension according to experience categories, arithmetic mean of
participants with 0-10 years of experience was found as 3.1355, arithmetic
mean of participants with 11-20 years of experience was found as 3.1741,
arithmetic mean of participants with 21-30 years of experience was found as
3.3015, and arithmetic mean of participants with 31 and higher years of
experience was found as 3.2853. The calculated f value was not found to be
significant at (f=2.464 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of participants with 21-30 years of
experience are higher than that of others.

Table 98.

Inadequate self-sufficiency perception by experience, f test results

Dimension Experience N X SS f p

0-10 years 334 2.3655 .80809
11-20 years 242 2.2668 .80001
Perception of inadequate 21-30 years 46 2.4964 .86957

. 2.398 .067
self-sufficiency 31 years and 12 27639 1.07886
more
Total 634 2.3449 81776

When significant differences between self-efficacy perception as per
experience, significant differences were not found in self-efficacy perception
(p=0.067, p>.05) as per experience categories. Examining inadequate self-
sufficiency sub-dimension according to experience categories, arithmetic

mean of participants with 0-10 years of experience was found as 2.3655,
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arithmetic mean of participants with 11-20 years of experience was found as
2.2668, arithmetic mean of participants with 21-30 years of experience was
found as 2.4964, and arithmetic mean of participants with 31 and higher
years of experience was found as 2.7639. The calculated f value was not
found to be significant at (f=2.398 p>.05) level. When arithmetic means are
compared, it is observed that arithmetic mean of participants with experience
of 31 years and higher are higher than that of others.

Table 99.

Perception of stress/discomfort by experience, f test results

Dimension Experience N X SS F p
0-10 years 333 2.7691 .71884
11-20 years 242 2.6265 .71673
Perception of 21-30 years 46 2.6040 .62700 5 45 (42
tress/discomfort ' '
stress/dis styearsand 15 2.9762 .89698

Total 633 2.7065 .71832

When significant differences between perception of stress/discomfort as per
experience were examined, significant differences were found in perception
of stress/discomfort according to experience categories (p=0.042, p<.05).
Tukey analysis, conducted to determine which experience categories the

differentiation in time management originated from. (Table )
Table 100.

Tukey test results for which experience group the differentiation in
stress/discomfort perception originated from

Difference
Dimension (I.) (J.) between SH p
Experience Experience means
(-J)
11-20 years .14260 .06043 .086
21-30 years .16509 .11253 .458
0-10 years 31 years and
y -.20706 .21020 .758
more
Perception of 0-10 years -.14260 .06043 .086
stress/discomfort 21-30 years .02249 .11506 .997
11-20years 33 years and
y -.34967 .21157 .350
more
21-30 years 0-10 years -.16509 .11253 .458

11-20 years -.02249 .11506 .997
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31 years and _37215 .23189 .377

more
31 years and 0-10 years 20706 .21020 .758
more 11-20 years 34967 .21157 .350

21-30 years 37215 .23189 .377

Examining which categories, the differentiation in experience dimension as
per stress/discomfort originated from, it was not determined which categories

caused the differentiation.
Table 101.

Perceived stress by experience, f test results

Dimension Experience N X SS f P
0-10 years 334 2.5662 .70089
11-20 years 242 2.4467 .68807

Perceived stress 21-30 years 46 2.5502 .68474 2.386 .068
3lyearsand more 12 28700 .95567
Total 634 2.5251 .70244

When significant differences were examined between perceived stress as per
experience, significant differences were not found in perceived stress by
experience categories (p=0.068, p>.05). Examining perceived stress sub-
dimension as per experience categories, arithmetic mean of participants with
0-10 years of experience was found as 2.5662, arithmetic mean of
participants with 11-20 years of experience was found as 2.4467, arithmetic
mean of participants with 21-30 years of experience was found as 2.5502,
and arithmetic mean of participants with 31 and higher years of experience
was found as 2.87. The calculated f value was not found to be significant at
(f=2.386 p>.05) level. When arithmetic means are compared, it is observed
that arithmetic mean of participants with experience of 31 years and higher

are higher than that of others.
Table 102.

Work load as per experiences, f test results

Dimension Experience N X SS f p

Work load  0-10 years 333 3.3172 .65361 .111 .954
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11-20 years 242 3.3190 .63694
21-30 years 46 3.3293 .59129
31 years and more 12 3.4250 .84437
Total 633 3.3208 .64548

When significant differences between work load as per experience were
examined, significant differences were not found in work load (p=0.954,
p>.05) as per experience categories. Examining work load sub-dimension
according to experience categories, arithmetic mean of participants with 0-10
years of experience was found as 3.3172, arithmetic mean of participants
with 11-20 years of experience was found as 3.319, arithmetic mean of
participants with 21-30 years of experience was found as 3.3293, and
arithmetic mean of participants with 31 and higher years of experience was
found as 3.425. The calculated f value was not found to be significant at
(f=0.111 p>.05) level. When arithmetic means are compared, it is observed
that arithmetic mean of participants with experience of 31 years and higher

are higher than that of others.

Table 103.

Control as per experiences, f test results

Dimension Experience N X SS f p
0-10 years 332 3.5507 .68969
11-20 years 242 3.6018 .67944
Control 21-30 years 46 3.7464 75828 2.400 .067
31 years and more 12 3.9722 .58098

Total 632 3.5925 .69148
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Examining significant differences between control by experience, significant
differences were not found in control by experience categories (p=0.067,
p>.05). Examining control sub-dimension according to experience categories,
arithmetic mean of participants with 0-10 years of experience was found as
3.5507, arithmetic mean of participants with 11-20 years of experience was
found as 3.6018, arithmetic mean of participants with 21-30 years of
experience was found as 3.7464, and arithmetic mean of participants with 31
and higher years of experience was found as 3.9722. The calculated f value
was not found to be significant at (f=2.400 p>.05) level. When arithmetic
means are compared, it is observed that arithmetic mean of participants with
experience of 31 years and higher are higher than that of others.

Table 104.

Social support by experience, f test results

Dimension Experience N X SS f P
0-10 years 333 3.9833 .75785
11-20 years 242 4.0171 .75408

Social Support  21-30 years 46 4.0688 .69351 1.597 .189
31 years and more 12 4.4444 38490
Total 633 4.0112 .74807

Examining significant differences between social support by experience,
significant differences were not found in social support by experience
categories (p=0.189, p>.05). Examining social support sub-dimension
according to experience categories, arithmetic mean of participants with 0-10
years of experience was found as 3.9833, arithmetic mean of participants
with 11-20 years of experience was found as 4.0171, arithmetic mean of
participants with 21-30 years of experience was found as 4.0688, and
arithmetic mean of participants with 31 and higher years of experience was
found as 4.4444. The calculated f value was not found to be significant at
(f=1.597 p>.05) level. When arithmetic means are compared, it is observed
that arithmetic mean of participants with experience of 31 years and higher

are higher than that of others.

Table 105.
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Organizational stress by experience, f test results

Dimension Experience N X SS f p
0-10 years 333 3.6172 .51852
11-20 years 242 3.6460 .50570
Organizational stress 21-30 years 46 3.7149 52533 1.993 .114
3lyearsand more 12 3.9472 .42704
Total 633 3.6415 .51387

When significant differences were examined between organizational stress
as per experience, significant differences were not found in organizational
stress by experience categories (p=0.114, p>.05). Examining organizational
stress sub-dimension as per experience categories, arithmetic mean of
participants with 0-10 years of experience was found as 3.6172, arithmetic
mean of participants with 11-20 years of experience was found as 3.646,
arithmetic mean of participants with 21-30 years of experience was found as
3.7149, and arithmetic mean of participants with 31 and higher years of
experience was found as 3.9472. The calculated f value was not found to be
significant at (f=1.993 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of participants with experience of 31 years

and higher are higher than that of others.

Table 106.

Masculinity as per experiences, f-test results

Dimension Experience N X SS f P
0-10 years 333 2.3215 1.08783
11-20 years 243 2.4043 1.10498
Masculinity ~21-30 years 47 2.3191 1.10466 .493 .687
31 years and more 12 2.1000 1.20151
Total 635 2.3488 1.09642

Examining significant differences between masculinity by experience,
significant differences were not found in masculinity by experience categories

(p=0.687, p>.05). Examining masculinity sub-dimension according to
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experience categories, arithmetic mean of participants with 0-10 years of
experience was found as 2.3215, arithmetic mean of participants with 11-20
years of experience was found as 2.4043, arithmetic mean of participants
with 21-30 years of experience was found as 2.3191, and arithmetic mean of
participants with 31 and higher years of experience was found as 2.1. The
calculated f value was not found to be significant at (f=0.493 p>.05) level.
When arithmetic means are compared, it is observed that arithmetic mean of
participants with 11-20 years of experience are higher than that of others.

Table 107.

Power distance by experience, f-test results

Dimension Experience N X SS f p
0-10 years 332 2.7493 .87089
11-20 years 243 2.6467 .76420
Power distance  21-30 years 47 2.6809 .80613 .757 .518
31 years and more 12 2.6458 .73715
Total 634 2.7029 .82400

When significant differences were examined between power distance as per
experience, significant differences were not found in power distance by
experience categories (p=0.518, p>.05). Examining power distance sub-
dimension according to experience categories, arithmetic mean of
participants with 0-10 years of experience was found as 2.7493, arithmetic
mean of participants with 11-20 years of experience was found as 2.6467,
arithmetic mean of participants with 21-30 years of experience was found as
2.6809, and arithmetic mean of participants with 31 and higher years of
experience was found as 2.6458. The calculated f value was not found to be
significant at (f=0.757 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of participants with 0-10 years of

experience are higher than that of others.
Table 108.

Avoiding uncertainty by experience, f test results

Dimension Experience N X SS f p
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0-10 years 331 3.8326 .75680
11-20 years 243 3.8689 .74797
Avoiding uncertainty 21-30 years 47 3.8649 .95627 .156 .926
31 yearsand more 12 3.9333 1.00303
Total 633 3.8509 .77317

When significant differences were examined between avoidance of
uncertainty by age, significant differences were not found in avoiding
uncertainty by experience categories (p=0.926, p>.05). Examining avoiding
uncertainty sub-dimension according to experience categories, arithmetic
mean of participants with 0-10 years of experience was found as 3.8326,
arithmetic mean of participants with 11-20 years of experience was found as
3.8689, arithmetic mean of participants with 21-30 years of experience was
found as 3.8649, and arithmetic mean of participants with 31 and higher
years of experience was found as 3.9333. The calculated f value was not
found to be significant at (f=0.156 p>.05) level. When arithmetic means are
compared, it is observed that arithmetic mean of participants with experience

of 31 years and higher are higher than that of others.

Table 109.

Individualism by experience, f-test results

Dimension Experience N X SS F p
0-10 years 332 3.6719 .75844
11-20 years 242 3.7686 .77860
Individualism 21-30 years 47 3.8227 .86089 1.207 .306
3lyearsandmore 17 38958 .96800
Total 633 3.7243 .77856

Examining significant differences between masculinity by experience,

significant differences were not found in masculinity by experience categories
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(p=0.306, p>.05). Examining individualism sub-dimension according to
experience categories, arithmetic mean of participants with 0-10 years of
experience was found as 3.6719, arithmetic mean of participants with 11-20
years of experience was found as 3.7686, arithmetic mean of participants
with 21-30 years of experience was found as 3.8227, and arithmetic mean of
participants with 31 and higher years of experience was found as 3.8958.
The calculated f value was not found to be significant at (f=1.207 p>.05)
level. When arithmetic means are compared, it is observed that arithmetic
mean of participants with experience of 31 years and higher are higher than

that of others.
Table 110.

Long-time focus by experience, f-test results

Dimension Experience N X SS f p
0-10 years 332 3.7836 .72237
11-20 years 242 3.8192 .74574

Long-time focus 21-30 years 47 3.8404 .86355 .323 .809
3lyearsand more 12 36458 .91365
Total 633 3.7988 .74500

When significant differences were examined between long-time focus as per
experience, significant differences were not found in long-time focus by
experience categories (p=0.809, p>.05). Examining long-time focus sub-
dimension according to experience categories, arithmetic mean of
participants with 0-10 years of experience was found as 3.7836, arithmetic
mean of participants with 11-20 years of experience was found as 3.8192,
arithmetic mean of participants with 21-30 years of experience was found as
3.8404, and arithmetic mean of participants with 31 and higher years of
experience was found as 3.6458. The calculated f value was not found to be
significant at (f=0.323 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of participants with 21-30 years of

experience are higher than that of others.

Table 111.
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Culture as per experience, f-test results

Dimension Experience N X SS f p
0-10 years 333 3.2654 .54997
11-20 years 243 3.2999 .50318
Culture 21-30 years 47 3.3056 .64445 245 865
31 years and more 12 3.2442 .38063
Total 635 3.2812 .53667

When significant differences were examined between culture as per
experience, significant differences were not found in culture by experience
categories (p=0.865, p>.05). Examining culture sub-dimension according to
experience categories, arithmetic mean of participants with 0-10 years of
experience was found as 3.2654, arithmetic mean of participants with 11-20
years of experience was found as 3.2999, arithmetic mean of participants
with 21-30 years of experience was found as 3.3056, and arithmetic mean of
participants with 31 and higher years of experience was found as 3.2442.
The calculated f value was not found to be significant at (f=0.245 p>.05)
level. When arithmetic means are compared, it is observed that arithmetic
mean of participants with 21-30 years of experience are higher than that of

others.

Table 112.

Organizational Stress_F1 by experience, f-test results

Dimension Experience N X SS f p
0-10 years 329 4.0279 .75860
11-20 years 235 3.9373 .74413
Organizational 21-30 years
Strgess 2 o yea);s " 46 4.1638 .71017 1433 232
- 11 4.0152 .66856
more
Total 621 4.0034 .74909

When significant differences were examined between organizational
stress_F1 as per age, significant differences were not found in organizational

stress F1 by experience categories (p=0.232, p>.05). Examining
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Organizational Stress_F1 sub-dimension according to experience categories,
arithmetic mean of participants with 0-10 years of experience was found as
4.0279, arithmetic mean of participants with 11-20 years of experience was
found as 3.9373, arithmetic mean of participants with 21-30 years of
experience was found as 4.1638, and arithmetic mean of participants with 31
and higher years of experience was found as 4.0152. The calculated f value
was not found to be significant at (f=1.433 p>.05) level. When arithmetic
means are compared, it is observed that arithmetic mean of participants with
21-30 years of experience are higher than that of others.

Table 113.

Organizational Stress_F2 by experience, f-test results

Dimension Experience N X SS f p
0-10 years 329 3.6282 .80398
11-20 years 235 3.7245 77045
Organizational 21-30 years
Strgess_FZ . yea);s N 46 3.7011 .81415 904 439
more 11 3.8636 1.02691
Total 621 3.6742 .79617

When significant differences were examined between organizational
stress F2 as per experience, significant differences were not found in
organizational stress F1 by experience categories (p=0.439, p>.05).
Examining Organizational Stress_F2 sub-dimension according to experience
categories, arithmetic mean of participants with 0-10 years of experience was
found as 3.6282, arithmetic mean of participants with 11-20 years of
experience was found as 3.7245, arithmetic mean of participants with 21-30
years of experience was found as 3.7011, and arithmetic mean of
participants with 31 and higher years of experience was found as 3.8636.
The calculated f value was not found to be significant at (f=0.904 p>.05)
level. When arithmetic means are compared, it is observed that arithmetic
mean of participants with experience of 31 years and higher are higher than

that of others.

Table 114.
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Organizational Stress_F3 by experience, f-test results

Dimension Experience N X SS f P
0-10 years 329 3.2459 .69696
11-20 years 235 3.3592 .75332
Organizational 21-30 years 46 3.2826 .78812 1363 .253

Stress_F3
31 years and

more
Total 621 3.2956 .72277

11 3.4773 .41010

When significant differences were examined between organizational
stress_F3 as per experience, significant differences were not found in
organizational stress_F3 by experience categories (p=0.253, p>.05).
Examining Organizational Stress_F3 sub-dimension according to experience
categories, arithmetic mean of participants with 0-10 years of experience was
found as 3.2459, arithmetic mean of participants with 11-20 years of
experience was found as 3.3592, arithmetic mean of participants with 21-30
years of experience was found as 3.2826, and arithmetic mean of
participants with 31 and higher years of experience was found as 3.4773.
The calculated f value was not found to be significant at (f=1.363 p>.05)
level. When arithmetic means are compared, it is observed that arithmetic
mean of participants with experience of 31 years and higher are higher than

that of others.

Table 115.

Organizational Stress_F4 by experience, f-test results

Dimension Experience N X SS f p
0-10 years 328 3.4741 .83933
11-20 years 235 3.3411 .82463
Organizational 21-30 years 46 3.5362 .87905 ; 434 935
Stress_F4 31 years and

11 3.4242 81773
more
Total 620 3.4274 .83729
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When significant differences were examined between organizational
stress_F4 as per experience, significant differences were not found in
organizational stress_F4 by experience categories (p=0.232, p>.05).
Examining Organizational Stress_F4 sub-dimension according to experience
categories, arithmetic mean of participants with 0-10 years of experience was
found as 3.4741, arithmetic mean of participants with 11-20 years of
experience was found as 3.3411, arithmetic mean of participants with 21-30
years of experience was found as 3.5362, and arithmetic mean of
participants with 31 and higher years of experience was found as 3.4242.
The calculated f value was not found to be significant at (f=1.434 p>.05)
level. When arithmetic means are compared, it is observed that arithmetic
mean of participants with 21-30 years of experience are higher than that of
others.

Table 116.

Organizational stress by experience, f test results

Dimension Experience N X SS f p
0-10 years 329 3.5924 51793
11-20 years 235 3.5905 .51033
Organizational Stress 21-30 years 46 3.6709 .58141 .455 .714
31 yearsand more 11 3.6951 .57737
Total 621 3.5993 .52031

When significant differences were examined between organizational stress
as per experience, significant differences were not found in organizational
stress by experience categories (p=0.714, p>.05). Examining organizational
stress sub-dimension as per experience categories, arithmetic mean of
participants with 0-10 years of experience was found as 3.5924, arithmetic
mean of participants with 11-20 years of experience was found as 3.5905,
arithmetic mean of participants with 21-30 years of experience was found as
3.6709, and arithmetic mean of participants with 31 and higher years of
experience was found as 3.6951. The calculated f value was not found to be
significant at (f=0.455 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of participants with experience of 31 years

and higher are higher than that of others.
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Table 117.

Perceived stress by experience, f test results

Dimension Experience N X SS f p
0-10 years 329 2.5144 67465
11-20 years 236 2.5771 71772
Perceived Stress 21-30 years 46 2.5230 .70408 2.248 .082
3lyearsand more 11 3.0420 .91040
Total 622 2.5482 .69993

When significant differences were examined between perceived stress as per
experience, significant differences were not found in perceived stress by
experience categories (p=0.082, p>.05). Examining perceived stress sub-
dimension as per experience categories, arithmetic mean of participants with
0-10 years of experience was found as 2.5144, arithmetic mean of
participants with 11-20 years of experience was found as 2.5771, arithmetic
mean of participants with 21-30 years of experience was found as 2.523, and
arithmetic mean of participants with 31 and higher years of experience was
found as 3.042. The calculated f value was not found to be significant at
(f=2.248 p>.05) level. When arithmetic means are compared, it is observed
that arithmetic mean of participants with experience of 31 years and higher

are higher than that of others.

Table 118.

Time-planning by task title, f-test results

Dimension Task Title N X SS f p
Contracted 27 3.6097 .49574
Administrative Services 278 3.2843 .74926

Timing Res. Asst./Lecturer 10.881 .000

151 3.5188 .63937
Specialist 58 3.6192 .58219
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Asst.Assoc. Dr 100 3.8243
Assoc.Dr. 15 3.9231
Prof.Dr. 9 4.0085
Total 638 3.4939

.61662
57857
45091
70447

Examining significant differences between time planning by task title,

significant differences were found in time planning by task title categories

(p=0, p<.05). Tukey analysis was performed to determine which task title

categories the differentiation in time management originated from the Table.

Table 119.

Tukey test results for which Task/Title group the differentiation in time

planning originated from

Dimension (I) Task/Title (j) Task/Title

Difference
between
means

(I-J)

SH p

Administrative

Timing Contracted :
Services

32538 .13583 .202
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Res.Asst./Lecturer .09092 .14079 .995

Specialist -.00949 .15698 1.000
Asst.Assoc. Dr -.21459 .14614 .764
Assoc.Dr. -.31339 .21699 .777
Prof.Dr. -.39886 .25935 .722
Contracted -.32538 .13583 .202
Res.Asst/ -23446° 06812 .011

Administrative Lectu_re_r .

Services Specialist -.33487* .09727 .011
Asst.Assoc. Dr -.53998" .07857 .000
Assoc.Dr. -.63878" .17861 .007
Prof.Dr. -.72425" 22821 .026
Contracted -.09092 .14079 .995
Administrative 23446 06812 .011

Res.Asst./Lecturer Serw_ce_s

Lecturer Specialist -.10041; 10409 .961
Asst.Assoc. Dr -.30551" .08687 .008
Assoc.Dr. -.40431 .18241 .288
Prof.Dr. -.48978 .23120 .343
Contracted .00949 .15698 1.000
Administrative 33487 .09727 011
Services

Specialist Res.Asst./Lecturer .10041 .10409 .961
Asst.Assoc. Dr -.20510 .11121 .519
Assoc.Dr. -.30390 .19518 .710
Prof.Dr. -.38937 .24140 .674
Contracted 21459 14614 .764

Administrative 53998* .07857 .000

Services

Asst.Assoc. Dr Res.Asst./Lecturer .30551" .08687 .008
Specialist .20510 .11121 .519
Assoc.Dr. -.09880 .18657 .998
Prof.Dr. -.18427 .23449 .986
Contracted 31339 .21699 .777
Administrative 63878 17861 .007
Services

Assoc.Dr. Res.Asst./Lecturer 40431 .18241 .288
Specialist 30390 .19518 .710
Asst.Assoc. Dr .09880 .18657 .998
Prof.Dr. -.08547 .28410 1.000
Contracted 39886 .25935 .722
Administrative 72425 22821 .026
Services

Prof.Dr. Res.Asst./Lecturer 48978 .23120 .343
Expert 38937 .24140 .674
Asst.Assoc. Dr 18427 .23449 .986
Assoc.Dr. .08547 .28410 1.000

Examining which categories the differentiation in task/tite dimension

according to the time planning originated from, it was determined that the
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differentiation between administrative services and Res.Asst./Lecturer was
p=.0011, the differentiation between administrative services and expert was
p=.011, the differentiation between administrative services and
Asst.Assoc.Dr. was p=.000, the differentiation between administrative
services and Assoc.Dr. was p=.007, and the differentiation between

administrative services and Prof.Dr. was p=.026.

Table 120.

Time-attitudes by task title, f-test results

Dimension Task Title N X SS F p

Contracted 27 3.3466 .45959
Administrative Services 278 3.1939 .57529

Res. Asst./Lecturer
150 3.3001 .44021

Time Attitudes EXxpert 58 3.2974 .42845 3.041 .006
Asst.Assoc. Dr 100 3.3691 .47404
Assoc.Dr. 15 3.4500 .50400
Prof.Dr. 9 3.6528 .29829
Total 637 3.2748 .51356

When significant differences between time attitudes as per task title
were examined, significant differences were found in time attitudes (p=0.006,
p>.05) as per task title categories. Tukey analysis was performed to
determine which task title categories the differentiation in time attitudes

originated from. (

Table)

Table 121.

Tukey test results on which task/title group the differentiation in time attitudes
originated
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Difference
. . . . . between
Dimension (I) Task/Title () Task/Title means SH p
(-J)
Administrative 15268 .10254 .751
Services
Res.
Contracted Asst /Lecturer .04644 10634 .999
Expert .04915 .11851 1.000
Asst.Assoc. Dr -.02255 .11032 1.000
Assoc.Dr. -.10344 .16381 .996
Prof.Dr. -.30622 .19579 .705
Contracted -.15268 .10254 .751
- 55;&2?1 -10624 05154 377
égmgstra“"e Expert -10353 .07343 .796
Asst.Assoc. Dr -.17523 .05932 .051
Assoc.Dr. -.25612 .13484 .481
Prof.Dr. -.45890 .17228 .109
Contracted -.04644 .10634 .999
Administrative 10624 05154 377
Res.Asst./Lecturer Services
Lecturer Expert .00271 .07865 1.000
Asst.Assoc. Dr -.06899 .06567 .942
Assoc.Dr. -.14988 .13775 .932
Prof.Dr. -.35266 .17457 .403
Time Contracted -.04915 .11851 1.000
Attitudes Adm!nlstratlve 10353 07343 796
Services
Expert Res. -.00271 .07865 1.000
Asst./Lecturer
Asst.Assoc. Dr -.07169 .08396 .979
Assoc.Dr. -.15259 .14735 .946
Prof.Dr. -.35536 .18224 .448
Contracted .02255 .,11032 1.000
Administrative 17523 .05932 .051
Services
Asst.Assoc. Dr Res. 06899 .06567 .942
Asst./Lecturer
Expert .07169 .08396 .979
Assoc.Dr. -.08089 .14085 .997
Prof.Dr. -.28367 .17703 .681
Contracted 10344 .16381 .996
Administrative 25612 .13484 .481
Services
Assoc.Dr. Res. 14988 .13775 .932
Asst./Lecturer
Expert 15259 .14735 .946
Asst.Assoc. Dr .08089 .14085 .997
Prof.Dr. -.20278 .21448 .965
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Contracted .30622 .19579 .705
Administrative 45890 17228 .109

Services

Prof.Dr. Res. 35266 17457 403
Asst./Lecturer
Expert .35536 .18224 .448
Asst.Assoc. Dr .28367 .17703 .681
Assoc.Dr. 20278 .21448 965

Examining which categories, the differentiation in task/titte dimension as per
time attitudes originated from, it was not determined which categories caused
the differentiation.

Table 122.

Time-consuming by task title, f test results

Dimension Task Title N X SS F p

Contracted 26 2.6026 .90563
Administrative Services 276 2.6972 .65222

Res. Asst./Lecturer
150 2.8498 .60490

Time consuming Expert 58 2.7040 .68333 1.773 .102
Asst.Assoc. Dr 99 2.6505 .61626
Assoc.Dr. 15 2.5556 .51434
Prof.Dr. 9 2.9630 .55137
Total 633 2.7232 .64928

When significant differences between time-consuming as per task title were
examined, significant differences were not found in time-consuming
(p=0.102, p>.05) as per task title categories. When time-consuming sub-
dimension was examined according to task title, arithmetic mean of the
contracted officers was 2.6026, arithmetic mean of participants from
administrative services was 2.6972, arithmetic mean of Res.Asst./Lecturer
was 2.8498, arithmetic mean of expert participants was 2.704, arithmetic
mean of Asst.Assoc.Dr. was 2.6505, arithmetic mean of Assoc.Dr.
participants was 2.5556, and arithmetic mean of Prof.Dr. participants was
2.963. The calculated f value was not found to be significant at (f=1.773
p>.05) level. When arithmetic means are compared, it is observed that

arithmetic mean of Prof.Dr. participants is higher than that of others.

Table 123.



Time management by task title, f-test results
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Dimension Task Title N X SS F p
Contracted 27 3.2026 .50072
Administrative 278 3.0576 .47036
Services
Res. Asst./Lecturer
151 3.2248 .37382
Time 6.534 .000
Management Expert 58 3.2069 .35067 " '
Asst.Assoc. Dr 100 3.2849 .35463
Assoc.Dr. 15 3.3095 .36957
Prof.Dr. 9 3.5414 .36821
Total 638 3.1653 .43064

When significant differences between time management as per task

titte examined, significant differences were found in time management (p=0,

p>.05) as per task title categories. Tukey analysis was performed to

determine which task title categories the differentiation in time management

originated from the table.

Table 124.

Tukey test results on which task/title group the differentiation in time

management originated from
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Difference
. . . . . between
Dimension () Task/Title () Task/Title means SH p
(I-J)
Administrative
Services .14501 .08463 .607
Res.Asst./ -.02212 .08772 1.000
Contracted Lecturer

Expert -.00423 .09781 1.000
Asst.Assoc. Dr -.08226 .09105 .972
Assoc.Dr. -.10690 .13520 .986
Prof.Dr. -.33879 .16159 .356
Contracted -.14501 .08463 .607
Res. .

L Asst./Lecturer -16713° .04244 .002
Administrative Expert _14924 06061 .175
Services AsstAssoc. Dr  -.22727" .04896 .000

Assoc.Dr. -.25191 .11129 .264
Prof.Dr. -.48380" .14219 .013
Contracted .02212 .08772 1.000
Administrative 16713" 04244 002
Res.Asst./Lecturer Services
Lecturer Expert .01789 .06486 1.000
Asst.Assoc. Dr -.06013 .05413 .925
Assoc.Dr. -.08478 .11366 .990
Prof.Dr. -.31667 .14405 .298
Contracted .00423 .09781 1.000
Administrative
TIME Services .14924 .06061 .175
MANAGEMENT & ert Res. -01789 .06486 1.000
Asst./Lecturer
Asst.Assoc. Dr -.07803 .06929 .920
Assoc.Dr. -.10267 .12161 .980
Prof.Dr. -.33456 .15041 .284
Contracted .08226 .09105 .972
Administrative 22727" 04896 .000
Services
Asst.Assoc. Dr Res.Asst/ 06013 .05413 .925
Lecturer
Expert .07803 .06929 .920
Assoc.Dr. -.02465 .11625 1.000
Prof.Dr. -.25653 .14611 .579
Contracted 10690 .13520 .986
Administrative 25191 .11129 .264
Services
Assoc.Dr. Res.Asst./ 08478 .11366 .990
Lecturer
Expert 10267 .12161 .980
Asst.Assoc. Dr .02465 .11625 1.000
Prof.Dr. -.23189 .17702 .847
Contracted 33879 .16159 .356
Prof.Dr. Administrative 48380° .14219 013
Services
Res.Asst./ .31667 .14405 .298
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Lecturer

Expert 33456 .15041 .284
Asst.Assoc. Dr 25653 .14611 .579
Assoc.Dr. 23189 17702 .847

Examining which categories the differentiation in task/title dimension
according to time management originated from, it was determined that the
differentiation between administrative services and Res.Asst./Lecturer was
p=.002, the differentiation between administrative services and
Asst.Assoc.Dr. was p=.000, and the differentiation between administrative

services and Prof.Dr. was p=.013.
Table 125.

Inadequate self-sufficiency perception by task title, f-test results

Dimension Task Title N X SS f p

Contracted 26 2.2500 .79477
Administrative 2. 5 5766 81293

Services

Res.
Perception of Asst./Lecturer 150 2.3331 .77633
[Snuf’]}ggg:]i;e self- Expert 58 2.4138 .91673 270 -444

Asst.Assoc. Dr 99 2.2848 .80006

Assoc.Dr. 15 1.9889 .84155

Prof.Dr. 9 2.6481 1.18276

Total 634 2.3449 .81776

When significant differences between inadequate self-efficacy perception as
per task title were examined, significant differences were not found in self-
efficacy perception (p=0.444, p>.05) as per task title categories. When
inadequate self-sufficiency perception sub-dimension was examined
according to task title, arithmetic mean of the contracted officers was 2.25,
arithmetic mean of participants from administrative services was 2.3766,
arithmetic mean of Res.Asst./Lecturer was 2.3331, arithmetic mean of expert
participants was 2.4138, arithmetic mean of Asst.Assoc.Dr. was 2.2848,
arithmetic mean of Assoc.Dr. participants was 1.9889, and arithmetic mean
of Prof.Dr. participants was 2.6481. The calculated f value was not found to
be significant at (f=0.97 p>.05) level. When arithmetic means are compared,
it is observed that arithmetic mean of Prof.Dr. participants is higher than that

of others.
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Perception of stress/discomfort by task title, f test results
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Dimension Task Title N X SS f p

Contracted 26 2.5485 .66437
Administrative 276 2.6959 .69611
Services
Res.Asst./Lecturer

perception of 150 2.8408 .68292

stress/discomfort Expert 58 2.7010 .72099 2.208 .041
Asst.Assoc. Dr 99 2.6017 .76531
Assoc.Dr. 15 2.3810 .89649
Prof.Dr. 9 2.9841 .95416
Total 633 2.7065 .71832

When significant differences between perception of stress/discomfort as per

task title were examined, significant differences were found in perception of

stress/discomfort according to task title categories (p=0.041, p<.05). Tukey

analysis was conducted to determine which task title categories the

differentiation in stress/discomfort perception originated from. (Table )

Table 127.

Tukey test

results for

which

stress/discomfort perception originated from

task/titte group

the differentiation

in
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Difference
Dimension () Task/Title (i) Task/Title between SH  p
means
(G)]
Administrative
Services -.14732 .14652 .953
Res.Asst./ Lecturer -.29226 .15173 .464
Contracted Expert -.15245 .16857 .972
Asst.Assoc. Dr -.05320 .15740 1.000
Assoc.Dr. 16758 .23158 .991
Prof.Dr. -43559 .27623 .697
Contracted 14732 .14652  .953
Res.Asst./ Lecturer -.14493 .07245 .415
o ) ) Expert -.00513 .10317 1.000
Administrative Services
Asst.Assoc. Dr .09413 .08367 .920
Assoc.Dr. 31491 .18936 .641
Prof.Dr. -.28827 .24193 .897
Contracted 29226 .15173 .464
Administrative
Services 14493 .07245 415
Res.Asst./Lecturer Expert 13981 .11044  .867
Lecturer
Asst.Assoc. Dr 23906 .09249 .132
Assoc.Dr. 45984 19342 .210
Prof.Dr. -.14333 .24512 .997
Contracted 15245 .16857 .972
Administrative 00513 10317 1.000
Services
Perception of Expert Res.Asst./ Lecturer -13981 .11044  .867
stress/discomfort Asst.Assoc. Dr 09925 .11810 .981
Assoc.Dr. .32003 .20689 .716
Prof.Dr. -.28314 .25589 .926
Contracted .05320 .15740 1.000
Administrative 09413 .08367 .920
Services
Asst.Assoc. Dr Res.Asst./ Lecturer -.23906 .09249 .132
Expert -.09925 .11810 .981
Assoc.Dr. 22078 .19789 .923
Prof.Dr. -.38240 .24867 .722
Contracted -.16758 .23158 .991
Administrative 31491 .18936 .641
Services
Assoc.Dr. Res. Asst./Lecturer -45984 .19342 .210
Expert -.32003 .20689 .716
Asst.Assoc. Dr -.22078 .19789 .923
Prof.Dr. -.60317 .30115 414
Contracted 43559 27623 .697
Administrative 28827 24193 897
Services
Prof.Dr. Res.Asst./Lecturer 14333 .24512 997
Expert 28314 .25589 .926
Asst.Assoc. Dr .38240 .24867 .722
Assoc.Dr. .60317 .30115 414

Examining which categories, the differentiation in by task title dimension as

per stress/discomfort perception originated from, it was not determined which

categories caused the differentiation.
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Table 128.

Perceived stress by task title, f test results

Dimension Task Title N X SS F p

Contracted 26 2.3993 .68722
Administrative Services 277 2.5350 .68209

Res. Asst./Lecturer
150 2.5870 .66183

Perceived stress Expert 58 2.5574 75733 1.436 .198
Asst.Assoc. Dr 99 2.4433 .72579
Assoc.Dr. 15 2.1849 .82435
Prof.Dr. 9 2.8161 1.04857
Total 634 2.5251 .70244

When significant differences were examined between perceived stress as per
task title, significant differences were not found in perceived stress according
to task title categories (p=0.198, p>.05). When perceived stress sub-
dimension was examined according to task title, arithmetic mean of the
contracted officers was 2.3993, arithmetic mean of participants from
administrative services was 2.535, arithmetic mean of Res.Asst./Lecturer
was 2.587, arithmetic mean of expert participants was 2.5574, arithmetic
mean of Asst.Assoc.Dr. was 2.4433, arithmetic mean of Assoc.Dr.
participants was 2.1849, and arithmetic mean of Prof.Dr. participants was
2.8161. The calculated f value was not found to be significant at (f=1.436
p>.05) level. When arithmetic means are compared, it is observed that

arithmetic mean of Prof.Dr. participants is higher than that of others.

Table 129.

Work load f test results as per task title

Dimension Task Title N X SS F P
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Work load

Contracted

Administrative Services

Res. Asst./Lecturer

Expert
Asst.Assoc. Dr
Assoc.Dr.
Prof.Dr.

Total

26 3.4077 .57545
276 3.2256 .68981
150 3.4467 .55283

58 3.2172 .65991

99 3.3949 .60611

15 3.2933 .50067

9 3.7889 .87242
633 3.3208 .64548

3.363

.003

When significant differences between work load as per task title, significant

differences were found in work load (p=0.003, p<.05) as per task title

categories. Tukey analysis was performed to determine which task title

categories the differentiation in work load originated from. (Table )

Table 130.

Tukey test results on which task/title group the differentiation in work load
originated from

Difference
Dimension () Task/Title () Task/Title between SH p
means
(I-9)
Administrative 18209 .13096 .807
Services
Res. Asst./Lecturer -.03897 .13561 1.000
Contracted Expert .19045 .15066 .868
Asst. Assoc.Dr. .01274 .14067 1.000
Assoc.Dr. 11436 .20698 .998
Prof.Dr. -.38120 .24688 .718
Contracted -.18209 .13096 .807
Res. Asst./Lecturer -.22106" .06475 .012
Administrative Expert .00836 .09221 1.000
Services Asst. Assoc.Dr. -.16935 .07478 .263
Work load Assoc.Dr. _.06773 .16924 1.000
Prof.Dr. -.56329 .21623 .126
Contracted .03897 .13561 1.000
Administrative 22106° .06475 .012
Services
Res.Asst./Lecturer  Expert 22943 .09870 .234
Asst. Assoc.Dr. .05172 .08266 .996
Assoc.Dr. 15333 .17287 .974
Prof.Dr. -.34222 .21908 .707
Expert Cont_ra_cted_ -.19045 .15066 .868
Administrative -.00836 .09221 1.000
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Asst. Assoc.Dr.

Assoc.Dr.

Prof.Dr.

Services
Res.Assist/Lecturer
Asst. Assoc.Dr.
Assoc.Dr.

Prof.Dr.

Contracted
Administrative
Services

Res. Asst./Lecturer
Expert

Assoc.Dr.

Prof.Dr.

Contracted
Administrative
Services

Res. Asst./Lecturer
Expert

Asst. Assoc.Dr.
Prof.Dr.

Contracted
Administrative
Services
Res.Assist/Lecturer
Expert

Asst. Assoc.Dr.
Assoc.Dr.

-.22943
-17771
-.07609
-.57165
-.01274

.16935

-.05172
A7771
.10162

-.39394

-.11436

.06773

-.15333
.07609
-.10162
-.49556
.38120

.56329

34222
.57165
.39394
49556

.09870
.10556
.18491
.22870
.14067

.07478

.08266
.10556
.17687
22225
.20698

.16924

17287
.18491
.17687
.26915
.24688

.21623

.21908
.22870
22225
.26915

234
.627
1.000
161
1.000

.263

.996
.627
997
.567
.998

1.000

974
1.000
997
521
.718

126

707
161
.567
521

When it was investigated which categories the differentiation in task title

dimension as per work load originated from, it was determined that there was

differentiation between administrative services and Res. Asst./Lecturer

participants at the level of p=.012.

Table 131.

Control as per task title, f-test results
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Dimension Task Title N X SS F P
Contracted 26 3.6410 .70662
Administrative Services 275 3.4165 .73570
Res.Asst./Lecturer Lecturer

150 3.7202 .62288

Control ~ Expert 58 3.5805 .60556 7.151 .000
Asst.Assoc. Dr 99 3.7694 .63652
Assoc.Dr. 15 4.0267 .41922
Prof.Dr. 9 4.1111 .28868
Total 632 3.5925 .69148

When significant differences between control as per task title, significant

differences were found in control (p=0, p<.05) as per task title categories.

Tukey analysis was performed to determine which work title categories the

differentiation in control originated from. (Table ).

Table 132.

Tukey test results for which task/title group the differentiation in control

originated from

Difference
Dimension () Task/Title () Task/Title between SH p
means
(1-J)

Administrative 22454 13790 .664

Services
Res. Asst/ -07920 14278 .998

Contracted Lecturer
Expert .06057 .15863 1.000
Asst. Assoc.Dr. - 12833 .14811 .977
Assoc.Dr. -.38564 .21792 .569
Prof.Dr. -.47009 .25993 .543
Contracted -.22454 13790 .664

Res. .

L Asst./Lecturer -30374°.06822 000
Control  Administrative Expert -16397 .09711 .624
Services Asst. Assoc.Dr. -.35288" .07878 .000
Assoc.Dr. -.61018" .17821 .012
Prof.Dr. -.69463" .22767 .038
Contracted .07920 .14278 .998
Administrative 30374° .06822 .000

Services
Res.Asst./Lecturer  Expert 13976 .10392 .830
Asst. Assoc.Dr. -.04914 .08703 .998
Assoc.Dr. -.30644 .18201 .627
Prof.Dr. -.39089 .23066 .620
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Contracted -.06057 .15863 1.000
Administrative 16397 09711 .624

Services

Expert Res. -13976 .10392 .830
Asst./Lecturer
Asst. Assoc.Dr. -.18890 .11114 .617
Assoc.Dr. -.44621 .19469 .249
Prof.Dr. -.53065 .24079 .295
Contracted 12833 .14811 .977

Administrative 35288" .07878 .000

Services

Asst. Assoc.Dr. Res.Asst./ 37424 .08703 .998
Expert .18890 .11114 .617
Assoc.Dr. -.25731 .18622 .812
Prof.Dr. -.34175 .23400 .768
Contracted .38564 .21792 .569

Administrative .61018" .17821 .012

Services

Assoc.Dr. Res. 30644 18201 .627
Asst./Lecturer
Expert 44621 19469 .249
Asst. Assoc.Dr. 25731 .18622 .812
Prof.Dr. -.08444 .28338 1.000
Contracted 47009 .25993 .543
Administrative 69463 22767 .038
Services

Prof.Dr. Res. 39089 .23066 .620
Asst./Lecturer
Expert 53065 .24079 .295
Asst. Assoc.Dr. 34175 .23400 .768
Assoc.Dr. .08444 .28338 1.000

Examining which categories the differentiation in task/titte dimension
according to organizational stress originated from, it was determined that the
differentiation between administrative services and Res.Asst./Lecturer was
p=.000, the differentiation between administrative services and
Asst.Assoc.Dr. was p=.000, the differentiation between administrative
services and Assoc.Dr. was p=.012, and the differentiation between

administrative services and Prof.Dr. was p=.038.

Table 133.

Social support by task title, f-test results
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Dimension Task Title N X SS f p

Contracted 26 4.3333 .74536
Administrative Services 276 3.9558 .81421

Res.Asst./Lecturer 150 4.0236 67424

Social Support Expert 58 4.0489 .65413 1.589 .148
Asst.Assoc. Dr 99 4.0152 .75596
Assoc.Dr. 15 3.9267 .38590
Prof.Dr. 9 4.4259 .49379
Total 633 4.0112 .74807

Examining significant differences between social support by task title,
significant differences were not found in social support by task title categories
(p=0.148, p>.05). When social support sub-dimension was examined
according to task title, arithmetic mean of the contracted officers was found
as 4.3333, arithmetic mean of participants from administrative services was
found as 3.9558, arithmetic mean of Res.Asst./Lecturer was found as 4.0236,
arithmetic mean of expert participants was found as 4.0489, arithmetic mean
of Asst.Assoc.Dr. was found as 4.0152, arithmetic mean of Assoc.Dr.
participants was found as 3.9267, and arithmetic mean of Prof.Dr.
participants was found as 4.4259. The calculated f value was not found to be
significant at (f=1.589 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of Prof.Dr. participants is higher than that of

others.
Table 134.

Organizational stress by task title, f-test results

Dimension Task Title N X SS F p

Contracted 26 3.7940 .54887
Administrative Services 276 3.5329 56588

Res.Asst./Lecturer
150 3.7301 .43468

Organizational stress Expert 58 3.6155 .43551 5.204 .000
Asst. Assoc.Dr. 99 3.7265 .46956
Assoc.Dr. 15 3.7489 .34765
Prof.Dr. 9 4.1086 .37134
Total 633 3.6415 .51387

When significant differences were examined between organizational stress

as per task title, significant differences were found in organizational stress by
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task title categories (p=0, p<.05). Tukey analysis was performed to determine

which task title categories the differentiation in organization stress originated

from. (Table).
Table 135.

Tukey test results for which task/title group
organizational stress originated from

the differentiation in

Difference
. . . ) . between
Dimension () Task/Title () Task/Title means SH p
(1-J)
Administrative
Services .26109 .10338 .152
Res.
Asst /Lecturer .06387 .10705 .997
Contracted Expert 17850 .11893 .744
ngt'ASSOC' 06753 11105 .997
Assoc.Dr. .04513 .16339 1.000
Prof.Dr. -.31462 .19489 .673
Contracted -.26109 .10338 .152
Res. .
Asst /Lecturer -.19722° .05112 .002
Administrative Expert -.08259 .07279 .917
Services g?st.Assoc. .19356° 05903 .019
Assoc.Dr. -.21596 .13360 .672
Prof.Dr. -57571" 17069 .014
Contracted -.06387 .10705 .997
Administrative .
ORGANIZATIONAL Services 19722° 05112 .002
STRESS Res.Asst./Lecturer Expert 11463 .07792 .762
Lecturer ’S‘:’St'ASSOC' 00366 .06525 1.000
Assoc.Dr. -.01874 .13646 1.000
Prof.Dr. -.37849 .17294 .303
Contracted -.17850 .11893 .744
Administrative 08259 .07279 .917
Services
Res.
Expert Asst./Lecturer -11463 07792 762
ngt'ASSOC' -11097 .08332 .837
Assoc.Dr. -.13337 .14597 .970
Prof.Dr. -49312 .18053 .092
Contracted -.06753 .11105 .997
Administrative  jga56e 95903 019
Services
Asst.Assoc. Dr Res
Asst /Lecturer -.00366 .06525 1.000
Expert .11097 .08332 .837
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Assoc.Dr. -.02240 .13962 1.000
Prof.Dr. -.38215 .17544 .309
Contracted -.04513 .16339 1.000

Administrative 51596 13350 672

Services

Res. 01874 13646 1.000
Assoc.Dr. Asst./Lecturer ' ' '

Expert 13337 .14597 .970

[A)fSt'ASSOC' 02240 13962 1.000

Prof.Dr. -.35975 .21247 .621

Contracted 31462 .19489 .673

Administrative 57571° .17069 .014

Services
Res.Asst./

Prof.Dr. Lecturer 37849 17294 .303
Expert 49312 .18053 .092
[A)fSt'ASSOC' 38215 17544 309
Assoc.Dr. 35975 .21247 .621

Examining which categories, the differentiation in task/titte dimension
according to organizational stress originated from, it was determined that the
differentiation between administrative services and Res.Asst./Lecturer was
p=.002, the differentiation between administrative services and
Asst.Assoc.Dr. was p=.019. The differentiation between administrative

services and Professors was determined at the level of p=0.14.
Table 136.

Masculinity as per task title, f-test results

Dimension Task Title N X SS F P
Contracted 27 2.2519 1.11851
Administrative Services 276 2.4051 1.10147

Res.Asst./Lecturer Lecturer
150 2.4047 1.10656

Masculinity Expert 58 2.1276 .91206 .903 .492
Asst.Assoc. Dr 100 2.3020 1.14856
Assoc.Dr. 15 2.0133 1.13002
Prof.Dr. 9 2.4889 1.17945
Total 635 2.3488 1.09642

Examining significant differences between masculinity as per task title,
significant differences were not found in masculinity (p=0.492, p>.05) as per
task title categories. When masculinity support sub-dimension was examined

according to task title, arithmetic mean of the contracted officers was found
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as 2.2519, arithmetic mean of participants from administrative services was
found as 2.4051, arithmetic mean of Res.Asst./Lecturer participants was
found as 2.4047, arithmetic mean of expert participants was found as 2.1276,
arithmetic mean of Asst.Assoc.Dr. was found as 2.302, arithmetic mean of
Assoc.Dr. participants was found as 2.0133, and arithmetic mean of Prof.Dr.
participants was found as 2.4889. The calculated f value was not found to be
significant at (f=0.903 p>.05) level. When arithmetic means are compared, it
is observed that arithmetic mean of Prof.Dr. participants is higher than that of

others.
Table 137.

Power distance as per task title, f-test results

Dimension Task Title N X SS F p

Contracted 27 2.8463 .82099
Administrative Services 276 2.8588 .84023

Res. Asst./ Lecturer
150 2.5457 .77364

Power distance

Expert 57 2.7272 .87004 4.361 .000
Asst. Assoc.Dr. 100 2.5430 .76211
Assoc.Dr. 15 2.2267 .77040
Prof.Dr. 9 2.5333 .66332
Total 634 2.7029 .82400

When significant differences were examined between power distance as per
task title, significant differences were found in power distance by task title
categories (p=0, p<.05). Tukey analysis was performed to determine which

task title categories the differentiation in power distance originated from.

Table 138.
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Tukey test results for which task/title group the differentiation in power
distance originated from

Difference
. . . . . between
Dimension (I) Task/Title () Task/Title means SH p
(1-9)
Administrative
Services -.01246 .16357 1.000
Res.
Contracted Asst /Lecturer .30063 .16958 .567
Expert .11910 .18951 .996
Asst. Assoc.Dr. .30330 .17593 .600
Assoc.Dr. .61963 .26122 .212
Prof.Dr. 31296 .31222 .953
Contracted .01246 .16357 1.000
Res. Asst/ 31309" .08228 .003
Administrative Lecturer
Services Expert .13156: 11802 .924
Asst. Assoc.Dr. .31576° .09468 .016
Assoc.Dr. .63209 .21506 .053
Prof.Dr. 32542 27477 .900
Contracted -.30063 .16958 .567
Administrative -31309° .08228 .003
Res. Services
Asst /Lecturer Expert -.18153 .12622 .781
) Asst. Assoc.Dr. .00267 .10472 1.000
Assoc.Dr. 31900 .21967 .773
Prof.Dr. .01233 .27839 1.000
Contracted -.11910 .18951 .996
Power Administrative
distance Services -.13156 .11802 .924
Expert Res. Asst/ 18153 12622 781
Lecturer
Asst. Assoc.Dr. .18419 .13463 .819
Assoc.Dr. .50053 .23540 .338
Prof.Dr. .19386 .29096 .994
Contracted -.30330 .17593 .600
Administrative -31576" .09468 .016
Services
Asst. Assoc.Dr.  ReS: Asst/ -.00267 .10472 1.000
Lecturer
Expert -.18419 .13463 .819
Assoc.Dr. 31633 .22460 .797
Prof.Dr. .00967 .28230 1.000
Contracted -.61963 .26122 .212
Administrative -63209 21506 .053
Services
Assoc.Dr. Res. Asst/ -31900 .21967 .773
Lecturer
Expert -.50053 .23540 .338
Asst. Assoc.Dr. -.31633 .22460 .797
Prof.Dr. -.30667 .34202 .973
Prof.Dr Cont_ra_cted_ -.31296 .31222 .953
N Administrative -.32542 27477 .900
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Services

Res. Asst./

Lecturer -.01233 .27839 1.000
Expert -.19386 .29096 .994
Asst. Assoc.Dr. -.00967 .28230 1.000
Assoc.Dr. .30667 .34202 .973

Examining which categories, the differentiation in task/titte dimension
according to power distance originated from, it was determined that the
differentiation between administrative services and Res.Asst./Lecturer was
p=.003, and the differentiation between administrative services and

Asst.Assoc.Dr. was p=.016.

Table 139:

Avoiding uncertainty as per task title, f-test results

Dimension Task Title N X SS f p

Contracted 27 3.8963 .39757
Administrative 276 3.6250 .78666
Services

Res.Asst./ Lecturer
149 3.9134 .78619

Avoidin
uncertaignty Expert 57 4.0947 .65039 S-961 .000
Asst.Assoc. Dr 100 4.1620 .65963
Assoc.Dr. 15 4.2000 .65900
Prof.Dr. 9 4.0222 1.07909
Total 633 3.8509 .77317

When significant differences were examined between avoiding uncertainty as
per task title, significant differences were found in avoiding uncertainty by
task title categories (p=0, p<.05). Tukey analysis was performed to determine
which task title categories the differentiation in avoiding uncertainty originated

from.

Table 140.
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differentiation avoiding

Difference
() Task/Title (i) Task/Title between SH p
means
()

Administrative
Services .27130 .15033 .545
Res.Asst./Lecturer -.01713 .15593 1.000

Contracted Expert -19844 .17417 916
Asst.Assoc. Dr -.26570 .16169 .654
Assoc.Dr. -.30370 .24008 .868
Prof.Dr. -.12593 .28695 .999
Contracted -.27130 .15033 .545
Res. Asst./ Lecturer -.28842" .07579 .003

Administrative Services Expert -'46974* 10846000
Asst. Assoc.Dr. -.53700" .08702 .000
Assoc.Dr. -.57500 .19765 .057
Prof.Dr. -.39722 .25252 .700
Contracted .01713 .15593 1.000
Administrative "
Services .28842" .07579 .003

Res.Asst./Lecturer Expert -18131 .11611 .707

Lecturer Asst. Assoc.Dr. -24858 .09637 .134
Assoc.Dr. -.28658 .20195 .791
Prof.Dr. -.10880 .25590 1.000
Contracted .19844 17417 916
Administrative .
Services 46974 .10846 .000

Avoiding Expert Res.Asst./Lecturer 18131 .11611 .707
uncertainty Asst.Assoc. Dr -.06726 .12373 .998

Assoc.Dr. -.10526 .21634 .999
Prof.Dr. .07251 .26740 1.000
Contracted .26570 .16169 .654
Administrative 53700 .08702 .000
Services

Asst.Assoc. Dr Res.Asst./Lecturer .24858 .09637 .134
Expert .06726 .12373 .998
Assoc.Dr. -.03800 .20642 1.000
Prof.Dr. 13978 .25945 .998
Contracted .30370 .24008 .868
Administrative 57500 .19765 .057
Services

Assoc.Dr. Res.Asst./Lecturer .28658 .20195 .791
Expert .10526 .21634 .999
Asst.Assoc. Dr .03800 .20642 1.000
Prof.Dr. 7778 .31434  .998
Contracted 12593 .28695 .999
Administrative 39722 25252 700
Services

Prof.Dr. Res.Asst./Lecturer .10880 .25590 1.000
Expert -.07251 .26740 1.000
Asst.Assoc. Dr -.13978 .25945 .998
Assoc.Dr. -17778 .31434 .998
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Examining which categories the differentiation in task/titte dimension
according to long-time focus originated from, it was determined that the
differentiation between administrative services and Res.Asst./Lecturer was
p=.005, and the differentiation between administrative services and expert
participants was p=.000, and the differentiation the differentiation between

administrative services and Asst.Assoc.Dr. was p=.000.
Table 141.

Individualism as per task title, f-test results

Dimension Task Title N X SS F P

Contracted 27 3.9167 .56330
Administrative Services 276 3.6014 .80030

Res.Asst./Lecturer
150 3.7900 .73836

Individualism Expert 57 3.8509 .77324 2.452 .024
Asst.Assoc. Dr 99 3.7803 .77942
Assoc.Dr. 15 4.0500 .77460
Prof.Dr. 9 3.8611 .95288
Total 633 3.7243 .77856

When significant differences between individualism as per task title were
examined, significant differences were found in individualism (p=0.024,
p<.05) as per task title categories. Tukey analysis was performed to
determine which work title categories the differentiation in individualism

originated from.
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Tukey analysis was performed to determine which work title categories the
differentiation in individualism originated from.

Difference
Dimension (I) Task/Title () Task/Title between means  SH p
(1-9)

Administrative Services 31522 .15592 .402
Res.Asst./Lecturer .12667 .16165 .986
Contracted Expert .06579 .18065 1.000
Asst.Assoc. Dr .13636 .16788 .984
Assoc.Dr. -.13333 .24901 .998
Prof.Dr. .05556 .29762 1.000
Contracted -.31522 .15592 .402
Res.Asst./Lecturer -.18855 .07844 .199
Administrative Services Expert -24943 11250 288
Asst.Assoc. Dr -.17885 .09059 .432
Assoc.Dr. -.44855 .20501 .303
Prof.Dr. -.25966 .26192 .956
Contracted -.12667 .16165 .986
Administrative Services .18855 .07844 .199
Expert -.06088 .12032 .999
Res.Asst/Lecturer Lecturer . Assoc. Dr 00970 .10013 1.000
Assoc.Dr. -.26000 .20940 .878
Prof.Dr. -.07111 .26537 1.000
Contracted -.06579 .18065 1.000
Administrative Services .24943 11250 .288
dividuali Res.Asst./Lecturer .06088 .12032 .999
Individualism - Expert Asst.Assoc. Dr 07057 .12857 .998
Assoc.Dr. -.19912 .22439 974
Prof.Dr. -.01023 .27735 1.000
Contracted -.13636 .16788 .984
Administrative Services .17885 .09059 .432
Asst Assoc. Dr Res.Asst./Lecturer -.00970 .10013 1.000
Expert -.07057 .12857 .998
Assoc.Dr. -.26970 .21424 .870
Prof.Dr. -.08081 .26921 1.000
Contracted .13333 .24901 .998
Administrative Services 44855 .20501 .303
Res.Asst./Lecturer .26000 .20940 .878
Assoc.Dr. Expert 19912 22439 974
Asst.Assoc. Dr 26970 .21424 .870
Prof.Dr. .18889 .32603 .997
Contracted -.05556 .29762 1.000
Administrative Services .25966 .26192 .956
Prof.Dr. Res.Asst./Lecturer .07111 .26537 1.000
Expert .01023 .27735 1.000
Asst.Assoc. Dr .08081 .26921 1.000
Assoc.Dr. -.18889 .32603 .997
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Examining which categories, the differentiation in task/titte dimension as per

individualism originated from, it was not determined which categories caused

the differentiation.
Table 143.

Long-time focus by task title, f-test results

Dimension Task Title N X SS f p
Contracted 27 3.8241 49911
Administrative 506 5 6a51 77774
Services
Res.Asst./Lect
S ASSLILECIeT 150 38106 66701
Long-time focus Expert 57 3.8553 74094 3.280 .003
Asst.Assoc. Dr 99 4.0126 .75709
Assoc.Dr. 15 4.1833 67788
Prof.Dr. 9 3.6667 .97628
Total 633 3.7988 .74500

When significant differences between long-time focus as per task title

examined, significant differences were found in long-time focus (p=0.003,

p>.05) as per task title categories. Tukey analysis was performed to

determine which task title categories the differentiation in long-time focus

originated from.
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Table 144.
Tukey test results on which task/title group the differentiation in long-time
focus originated from
Difference
. . . . . between
Dimension () Task/Title () Task/Title means SH p
(1-9)
Administrative
Services .13899 .14862 .967
Res.Asst./Lecturer .01352 .15409 1.000
Contracted Expert -.03119 .17220 1.000
Asst.Assoc. Dr -.18855 .16003 .902
Assoc.Dr. -.35926 .23736 .737
Prof.Dr. 15741 .28370 .998
Contracted -.13899 .14862 .967
Res.Asst./Lecturer -.12547 .07477 .631
- . . Expert -.17018 .10723 .691
Administrative Services <t Assoc. Dr -32754" .08635 .003
Assoc.Dr. -.49825 .19541 .144
Prof.Dr. .01842 .24966 1.000
Contracted -.01352 .15409 1.000
égm:ggra‘“’e 12547 07477 .631
Res.Asst./Lecturer Expert -.04471 .11469 1.000
Lecturer Asst.Assoc. Dr. -20207 .09544 .344
Assoc.Dr. -.37278 .19960 .503
Prof.Dr. .14389 .25295 .998
Contracted .03119 .17220 1.000
égm:gféra“ve 17018 .10723 .691
Long-time focus Expert Res.Asst./Lecturer .04471 .11469 1.000
Asst.Assoc. Dr -.15736 .12255 .859
Assoc.Dr. -.32807 .21389 .724
Prof.Dr. .18860 .26437 .992
Contracted .18855 .16003 .902
égm:gféra“ve 32754 .08635 .003
Asst.Assoc. Dr Res.Asst./Lecturer .20207 .09544 344
Expert 15736 .12255 .859
Assoc.Dr. -.17071 .20422 .981
Prof.Dr. .34596 .25661 .829
Contracted 35926 .23736 .737
Administrative 49825 19541 144
Services
Assoc.Dr. Res.Asst./Lecturer 37278 .19960 .503
Expert .32807 .21389 .724
Asst.Assoc. Dr 17071 .20422 .981
Prof.Dr. 51667 .31077 .641
Contracted -.15741 .28370 .998
Administrative
Services -.01842 .24966 1.000
Prof.Dr. Res.Asst./Lecturer -.14389 .25295 .998
Expert -.18860 .26437 .992
Asst.Assoc. Dr -.34596 .25661 .829
Assoc.Dr. -.51667 .31077 .641
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When it was investigated which categories the differentiation in task title
dimension as per long-time focus originated from, it was determined that
there was differentiation between administrative services and Asst.Assoc.Dr.
participants at the level of p=.003.

Table 145.

Culture as per task title, f-test results

Dimension Task Title N X SS f p

Contracted 27 3.3470 .40188
Administrative Services 276 3.2351 56774

Res.Asst./Lecturer 150 3.2909 51346

Culture Expert 58 3.2976 .58307 .774 .591
Asst.Assoc. Dr 100 3.3556 .49776
Assoc.Dr. 15 3.3347 .50557
Prof.Dr. 9 3.3144 .45478
Total 635 3.2812 .53667

When significant differences between culture as per task title, significant
differences were not found in control (p=0.591, p>.05) as per task title
categories. When culture sub-dimension was examined according to task
title, arithmetic mean of the contracted officers was found as 3.347,
arithmetic mean of participants from administrative services was found as
3.2351, arithmetic mean of Res.Asst./Lecturer participants was found as
3.2909, arithmetic mean of expert participants was found as 3.2976,
arithmetic mean of Asst.Assoc.Dr. was found as 3.3556, arithmetic mean of
Assoc.Dr. participants was found as 3.3347, and arithmetic mean of Prof.Dr.
participants was found as 3.3144. The calculated f value was not found to be
significant at (f=0.774 p>.05) level. When arithmetic means were compared,
it was observed that arithmetic mean of Asst.Assoc. Dr participants was

higher than that of others.
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Table 146.

Organizational Stress_F1 by task title, f-test results

Dimension Task Title N X SS f p

Contracted 27 3.8086 .72605

Administrative 09 59155 81012
Services

Res.Asst./Lecturer
150 4.1353 .68662

Organizational

Stress. F1 Expert 56 4.0030 .66704 2066 .055
Asst.Assoc. Dr 96 4.1073 .69706
Assoc.Dr. 14 4.0238 .75633
Prof.Dr. 9 3.8889 .62361
Total 621 4.0034  .74909

When significant differences were examined between organizational
stress F1 as per task title, significant differences were not found in
organizational stress F1 by task title categories (p=0.055, p>.05). When
organizational stress F1 sub-dimension was examined according to task
title, arithmetic mean of the contracted officers was found as 3.8086,
arithmetic mean of participants from administrative services was found as
3.9152, arithmetic mean of Res.Asst./Lecturer was found as 4.1353,
arithmetic mean of expert participants was found as 4.003, arithmetic mean
of Asst.Assoc.Dr. was found as 4.1073, arithmetic mean of Assoc.Dr.
participants was found as 4.0238, and arithmetic mean of Prof.Dr.
participants was found as 3.8889. The calculated f value was not found to be
significant at (f=2.066 p>.05) level. When arithmetic means were compared,
it was observed that arithmetic mean of Res.Asst./Lecturer participants were

higher than that of others.
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Table 147.

Organizational Stress_F3 by task title, f-test results

Dimension Task Title N X SS f p

Contracted 27 3.1852 16772
Administrative
Services 269 3.3243  .74058
Res.Asst./Lecturer

Organizational 150 3.1700 .74322

Stress F3 Expert 56 3.4479 66145 2197 042
Asst. Assoc.Dr. 96 3.3750 .66491
Assoc.Dr. 14 2.9821 62376
Prof.Dr. 9 3.5556 41037
Total 621 3.2956  .72277

When significant differences were examined between organizational
stress F3 as per task title, significant differences were not found in
organizational stress_F3 by task title categories (p=0.042, p<.05). Tukey
analysis was performed to determine which task title categories the

differentiation in organization stress_F3 originated from.

Table 148.
Tukey test results for which task/tite group the differentiation in
organizational stress_F3 originated from
Difference
. . . . . between
Dimension () Task/Title (i) Task/Title means SH p
(1-9)
Administrative -13916 .14507 .962
Services
Res. Asst./Lecturer .01519 .15023 1.000
Contracted Expernt -.26273 .16837 .708
Asst. Assoc.Dr. -.18981 .15654 .889
Assoc.Dr. .20304 .23667 .978
Prof.Dr. -.37037 .27660 .833
Contracted 13916 .14507 .962
o Res.Asst./Lecturer 15435 .07323 .349
gtrr%as‘rs"zggona' Administrative Expert -12357 .10555 .905
- Services Asst. Assoc.Dr. -.05065 .08544 997
Assoc.Dr. 34221 .19699 .591
Prof.Dr. -.23121 .24352 .964
Contracted -.01519 .15023 1.000
Administrative
Res.Asst./Lecturer Services ~15435 .07323 349
Lecturer Expert -.27792 .11254 172
Asst. Assoc.Dr. -.20500 .09393 .306
Assoc.Dr. .18786 .20082 .967
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Prof.Dr. -.38556 .24662 .706
Contracted .26273 .16837 .708
Administrative
Services 12357 .10555 .905

Expert Res.Asst./Lecturer 27792 11254 172
Asst. Assoc.Dr. .07292 .12084 .997
Assoc.Dr. 46577 .21473 .314
Prof.Dr. -.10764 .25807 1.000
Contracted .18981 .15654 .889
Administrative 05065 .08544 .997
Services

Asst.Assoc. Dr Res.Asst./Lecturer .20500 .09393 .306
Expert -.07292 .12084 .997
Assoc.Dr. .39286 .20559 .474
Prof.Dr. -.18056 .25052 .991
Contracted -.20304 .23667 .978
Administrative -34221 19699 591
Services

Assoc.Dr. Res. Asst./Lecturer -.18786 .20082 .967
Expert -.46577 .21473 .314
Asst. Assoc.Dr. -.39286 .20559 .474
Prof.Dr. -.57341 .30703 .503
Contracted 37037 .27660 .833
Administrative 23121 24352 964
Services

Prof.Dr. Res.Asst./Lecturer .38556 .24662 .706
Expert .10764 .25807 1.000
Asst. Assoc.Dr. .18056 .25052 .991
Assoc.Dr. 57341 .30703 .503

Examining which categories, the differentiation in task/titte dimension as per
organizational Stress_F3 originated from, it was not determined which

categories caused the differentiation.
Table 149:

Organizational stress_F4 by task title, f-test results

Dimension Task Title N X SS f p

Contracted 27 3.2346 .84132

Administrative 268 3.4030 .84770
Services

Res.Asst./Lecturer
0 3.5489 .80165

Organizational

Stress_ F4 Expert 56 3.1845 86204 1-710 .116
Asst.Assoc. Dr 96 3.4861 .81351
Assoc.Dr. 14 3.5238 90312
Prof.Dr. 9 3.4444  .89753

Total 620 3.4274  .83729
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When significant differences were examined between organizational
stress_F4 as per task title, significant differences were not found in
organizational stress by task title categories (p=0.116, p>.05). When
organizational Stress_F4 sub-dimension was examined according to task
title, arithmetic mean of the contracted officers was found as 3.2346,
arithmetic mean of participants from administrative services was found as
3.403, arithmetic mean of Res.Asst./Lecturer participants was found as
3.5489, arithmetic mean of expert participants was found as 3.1845,
arithmetic mean of Asst.Assoc.Dr. was found as 3.4861, arithmetic mean of
Assoc.Dr. participants was found as 3.5238, and arithmetic mean of Prof.Dr.
participants was found as 3.4444. The calculated f value was not found to be
significant at (f=1.71 p>.05) level. When arithmetic means were compared, it
was observed that arithmetic mean of Res.Asst./Lecturer participants was

higher than that of others.
Table 150.

Organisational stress by task title, f-test results

Dimension Task Title N X SS f p

Contracted 27 3.4090 .59059
Administrative 09 55789 55297

Services

Res.Asst/ 150 3.6368  .48564
Organizational Lecturer ' . 1389 217
Stress Expert 56 3.5640 47973 ) )

Asst.Assoc. Dr 96 3.6844 46224

Assoc.Dr. 14 3.4896 .46855

Prof.Dr. 9 3.6389 .67363

Total 621 3.5993 .52031

When significant differences were examined between organizational stress
as per task title, significant differences were not found in organizational
stress by task title categories (p=0.217, p>.05). When organizational stress
sub-dimension was examined according to task title, arithmetic mean of the
contracted officers was found as 3.409, arithmetic mean of participants from
administrative services was found as 3.5789, arithmetic mean of
Res.Asst./Lecturer participants was found as 3.6368, arithmetic mean of

expert participants was found as 3.564, arithmetic mean of Asst.Assoc.Dr.
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was found as 3.6844, arithmetic mean of Assoc.Dr. participants was found as
3.4896, and arithmetic mean of Prof.Dr. participants was found as 3.6389.
The calculated f value was not found to be significant at (f=1.389 p>.05)
level. When arithmetic means were compared, it was observed that
arithmetic mean of Asst.Assoc. Dr participants was higher than that of others.

Table 151.

Perceived stress by task title, f-test results

Dimension Task Title N X SS f p

Contracted 27 2.4964 55172
Administrative 50 5 5633 70009

Services
Res.
150 2.4286 .64433
. Asst./Lecturer
Perceived Stress Expert 57 27078 72998 1.839 .089
Asst. Assoc.Dr. 96 2.6122 .76168
Assoc.Dr. 14 2.3626 .33384
Prof.Dr. 9 2.8376 .99588
Total 622 2.5482 .69993

When significant differences were examined between perceived stress as per
task title, significant differences were not found in perceived stress according
to task title categories (p=0.089, p>.05). When perceived stress sub-
dimension was examined according to task title, arithmetic mean of the
contracted officers was found as 2.4964, arithmetic mean of participants from
administrative services was found as 2.5633, arithmetic mean of
Res.Asst./Lecturer participants was found as 2.4286, arithmetic mean of
expert participants was found as 2.7078, arithmetic mean of Asst.Assoc.Dr.
was found as 2.6122, arithmetic mean of Assoc.Dr. participants was found as
2.3626, and arithmetic mean of Prof.Dr. participants was found as 2.8376.
The calculated f value was not found to be significant at (f=1.839 p>.05)
level. When arithmetic means are compared, it is observed that arithmetic

mean of Prof.Dr. participants is higher than that of others.
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5.2.4. t-tests

Table 152.

Time planning by gender, t-test results

Dimension Gender N X Ss t P
o Women 293 3.5183 73141
Timing 805 421
Male 345 3.4732 .68114

When time planning by gender was examined, there were no significant
differences in time planning based on gender categories (p=.421 and p>.05).

Table 153.

Time attitudes by gender, t-test results

Dimension Gender N X Ss T p
Women 292 3.2332 .50045
Time Attitudes -1.886 .060
Male 345 3.3101 .52253

Examining significant differences in time attitudes by gender, no significant
differences were found in time attitudes based on gender categories (p=.06
and p>.05).

Table 154.

Time-consuming by gender, t-test results

Dimension Gender N X Ss T p
. . Women 290 2.6418 .62131
Time consuming -2.917 .004
Male 343 2.7920 .66518

Time-consuming; examining significant differences by gender, significant
differences were found according to gender (p=.004 p<.05). When the table
is examined, it can be seen that men’s arithmetic mean is 2.792, and
women’s arithmetic mean is 2.6418. When arithmetic means are compared, it

is observed that women’s arithmetic mean are lower than that of men.
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Table 155.

Time management by gender, t-test results

Dimension Gender N X Ss T P

Women 293 3.1317 .41689
Time Management -1.817 .070
Male 345 3.1938 .44057

Examining significant differences in time management by gender, no
significant differences were found in time attitudes based on gender
categories (p=.070 and p>.05).

Table 156.

Inadequate self-sufficiency perception by task title, t-test results

Dimension Gender N X Ss t p
Perception of Women 291 2.3146 .84130
inadequate self- 391

o Male 343 2.3706 .79757 .858
sufficiency

When the perception of inadequate self-sufficiency by gender was examined,
there were no significant differences in the perception of inadequate self-

sufficiency based on gender categories (p=.391 and p>.05).

Table 157.

Perception of stress/discomfort by gender, t-test results

Dimension Gender N X Ss t p

Women 290 2.7117 .75757
Perception of stress/discomfort .166 .868
Male 343 2.7022 .68448

Examining significant differences in stress/discomfort perception by gender,
no significant differences were found in stress/discomfort perception based

on gender categories (p=.868 and p>.05).
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Table 158.

Perceived stress by gender, t-test results

Dimension Gender N X Ss T p
Women 291 2.5119 .73154
Perceived stress -436 .663
Male 343 25364 67766

Examining significant differences in perceived stress by gender, no
significant differences were found in perceived stress based on gender
categories (p=.663 and p>.05).

Table 159.

Work load as per gender, t-test results

Dimension Gender N X Ss t p
Women 290 3.3220 .65787
Work load .041 .967
Male 343 3.3198 .63578

Examining significant differences in workload by gender, no significant
differences were found in workload based on gender categories (p=.967 and
p>.05).

Table 160.

Control as per gender, t-test results

Dimension Gender N X Ss t p
Women 289 3.5664 .71886
Control -.872 .384
Male 343 3.6145 .66781

Examining significant differences in control by gender, no significant
differences were found in control based on gender categories (p=.384 and
p>.05).
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Table 161.

Social support by gender, t-test results

Dimension Gender N X Ss t p
_ Women 290 4.0599 .74407
Social Support 1.508 .132
Male 343 3.9700 .75004

Examining significant differences in social support by gender, no significant
differences were found in social support based on gender categories (p=.132
and p>.05).

Table 162.

Organizational stress by gender, t-test results

Dimension Gender N X Ss t p
Women 290 3.6495 .51861
Organizational stress 359 719
Male 343 3.6348 .51049

Examining significant differences in organizational stress by gender, no
significant differences were found in organizational stress based on gender

categories (p=.719 and p>.05).
Table 163.

Masculinity as per gender, t-test results

Dimension Gender N X Ss t P
Women 290 1.9883 .92934
Masculinity -7.962 .000
Male 345 2.6519 1.13502

Masculinity; examining significant differences by gender, significant
differences were found according to gender (p=.000 p<.05). When the table
is examined, it can be seen that men’s arithmetic average is 2.6519, and
women’s arithmetic mean is X=1.9883. When arithmetic means were
compared, it was observed that women’s arithmetic mean was lower than

that of men.
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Table 164.

Power distance by gender, t-test results

Dimension Gender N X Ss T p
Women 289 2.6280 .80485
Power distance -2.101 .036
Male 345 2.7657 .83570

Time-consuming; examining significant differences by gender, significant
differences were found according to gender (p=.036 p<.05). When the table
IS examined, it can be seen that men’s arithmetic mean is 2.7657, and
women’s arithmetic mean is X=2.628. When arithmetic means are compared,

it is observed that women’s arithmetic mean are lower than that of men.
Table 165.

Uncertainty avoidance t-test results by gender

Dimension Gender N X Ss t p
Women 288 3.8547 .80470
Avoiding uncertainty 113 910
Male 345 3.8477 .74700

Examining significant differences in avoidance of uncertainty by gender,
there were no significant differences found in avoidance of uncertainty

according to gender categories (p=.91 and p>.05).
Table 166.

Individualism as per gender, t-test results

Dimension Gender N X Ss t P
Women 289 3.6857 .81616
Individualism -1.145 253
Male 344 3.7568 .74516

Examining significant differences in by gender, no significant differences

were found in individualism based on gender categories (p=.253 and p>.05).
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Table 167.

Long-time focus by gender, t-test results

Dimension Gender N X Ss T p
_ Women 289 3.7526  .75389
Long-time focus -1.433 .152
Male 344 3.8377 .73630

Examining significant differences in long-time focus by gender, no significant
differences were found long-time focus based on gender categories (p=.152
and p>.05).

Table 168.

Culture by gender, t-test results

Dimension Gender N X Ss t P
Women 290 3.1746 .52695
Culture -4.663 .000
Male 345 3.3708 .52906

Culture; examining significant differences by gender, significant differences
were found according to gender (p=.000 p<.05). When the table is examined,
it can be seen that men’s arithmetic mean is X=3.3708, and women’s
arithmetic mean is X=3.1746. When arithmetic means are compared, it is

observed that women’s arithmetic mean are lower than that of men.
Table 169.

Organizational Stress_F1 by gender, t-test results

Dimension Gender N X Ss t P

Women 287 3.9963 .80496
Organizational Stress_F1 -.220 .826
Male 334 4.0096 .69869

When examining significant differences in organizational stress F1 by
gender, there were no significant differences in organizational stress F1

according to gender categories (p=.826 and p>.05).
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Table 170.

Organizational stress_F2 by gender, t-test results

Dimension Gender N X Ss t P

o Women 287 3.6911 .80589
Organizational Stress_F2 489 .625
Male 334 3.6597 .78864

Examining significant differences in organizational stress_F2 by gender, no
significant differences were found in organizational stress_F2 based on
gender categories (p=.625 and p>.05).

Table 171.

Organizational stress_F3 by gender, t-test results

Dimension Gender N X Ss t P

Women 287 3.2689 .73549
Organizational Stress_F3 -.855 .393
Male 334 3.3186 .71196

When examining significant differences in organizational stress F3 by
gender, there were no significant differences in organizational stress F3

according to gender categories (p=.393 and p>.05).
Table 172.

Organizational stress_F4 by Gender, t-test results

Dimension Gender N X Ss t P

o Women 287 3.3926 .86601
Organizational Stress_F4 -.962 .336
Male 333 3.4575 .81184

Examining significant differences in organizational stress_F4 by gender, no
significant differences were found in organizational stress F4 based on

gender categories (p=.336 and p>.05).



262

Table 173.

Organizational stress by gender, t-test results

Dimension Gender N X Ss t p
o Women 287 3.5872 53351
Organizational Stress -.538 .591
Male 334 3.6097 .50926

Examining significant differences in organizational stress by gender, no
significant differences were found in organizational stress based on gender

categories, (p=.591 and p>.05).
Table 174.

Perceived stress by gender, t-test results

Dimension Gender N X Ss T p
Women 287 2.4793 .67707
Perceived Stress -2.278 .023
Male 335 2.6071 .71467

Perceived stress; examining significant differences by gender, significant
differences were found according to gender (p=.023 p<.05). When the table
is examined, it can be seen that men’s arithmetic mean is X=2.6071, and
women’s arithmetic mean is X=2.4793. When arithmetic means are
compared, it is observed that women’s arithmetic mean are lower than that of

men.

Table 175.

Time planning by university, t-test results

Dimension University N X SS t P

Hakkari University 269 3.4147 .73157
Timing -2.432 .015
Near East University 369 3.5516 .67925

Time planning; it was found to be significant according to the university.
Examining the difference, significant differences were found according to

university (p=.015, p<.05). Examining the table, arithmetic mean of Near East



263

Universitywas found as 3.5516, and arithmetic mean of Hakkari University
was found as 3.4147. Comparing arithmetic means, it can be seen that
Hakkari University arithmetic means are lower than those of Near East
University. Therefore, H1.1 hypothesis that “there are significant differences
between Near East and Hakkari Universities in terms of time planning” is
ACCEPTED.

Table 176.

Time attitudes by university, t-test results

Dimension University N X sSS T P

Hakkari University 269 3.2781 .53423
Time Attitudes 139 .890
Near East University 368 3.2724 .49863

Examining significant differences in time attitudes by university, no significant
differences were found in time attitudes based on university categories
(p=.890 and p>.05). Therefore, H1.2 hypothesis that “there are significant
differences between Near East and Hakkari Universities in terms of time
attitudes” is REJECTED.

Table 177.

Time-consuming by university, t-test results

Dimension University N X SS T P

Hakkari University 265 2.7819 .67729
Time consuming S 1.933 .054
Near East University 368 2.6810 .62587

Examining significant differences in time-consuming by university, no
significant differences were found in time-consuming based on university
categories (p=.054 and p>.05). Therefore, H1.3 hypothesis that “there are
significant differences between Near East and Hakkari Universities in terms
of time-consuming” is REJECTED.
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Table 178.

Time management by university, t-test results

Dimension University N X SS T P

Hakkari University 269 3.1598 .45370
Time Management -.275 .784
Near East University 369 3.1693 .41359

Examining significant differences in time management by university, no
significant differences were found in time management based on university
categories (p=.784 and p>.05). Therefore, H1.4 hypothesis that “there are
significant differences between Near East and Hakkari Universities in terms
of time management” is REJECTED.

Table 179.

Inadequate self-sufficiency perception by university, t-test results

Dimension University N X SS t P
N Haldkari 266 2.2744 75070
Perception of inadequate University .1.849 065
self-sufficiency Negr Ea}st 368 2.3958 86040
University

When the perception of inadequate self-sufficiency by university was
examined, there were no significant differences in the perception of
inadequate self-sufficiency based on university categories (p=.065 and
p>.05). Therefore, H1.5 hypothesis that “there are significant differences
between Near East and Hakkari Universities in terms of inadequate self-

sufficiency perception” is REJECTED.
Table 180.

Perception of stress/discomfort by university, t-test results

Dimension University N X SS t P
. Haldkari 266 2.6259 .64724
Perception of University

stress/discomfort Near East -2.412 .016

. : 367 2.7650 .76128
University
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Stress/discomfort perception; examining significant differences by university,
significant differences were found according to university (p=.016 p<.05).
When Table is examined, it is seen that Near East University has an
arithmetic mean of 2.765, and Hakkari University has an arithmetic mean of
2.6259. Comparing arithmetic means, it can be seen that Hakkari University
arithmetic means are lower than those of Near East University. Therefore,
H1.5 hypothesis that “there are significant differences between Near East
and Hakkari Universities in terms of stress/discomfort perception” is
ACCEPTED.

Table 181.

Perceived stress by university, t-test results

Dimension University N X SS T P

Hakkari University 266 2.4502 .61740
Perceived stress -2.293 .022
Near East University 368 2.5794 .75419

Perceived stress; examining significant differences by university, significant
differences were found according to university (p=.022 p<.05). When Table is
examined, it is seen that Near East University has an arithmetic mean of
2.5794, and Hakkari University has an arithmetic mean of 2.4502. Comparing
arithmetic means, it can be seen that Hakkari University arithmetic means
are lower than those of Near East University. Therefore, H1.7 hypothesis that
“there are significant differences between Near East and Hakkari Universities

in terms of perceived stress” is ACCEPTED.
Table 182.

Work load by university, t-test results

Dimension University N X ss T P

Hakkari University 266 3.2168 .66253
Work load -3.482 .001
Near East University 367 3.3962 .62295

Work load; examining significant differences by university, significant

differences were found according to university (p=.001 p<.05). When Table is
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examined, it is seen that Near East University has an arithmetic mean of
3.3962, and Hakkari University has an arithmetic mean of 3.2168. Comparing
arithmetic means, it can be seen that Hakkari University arithmetic means
are lower than those of Near East University. Therefore, H1.8 hypothesis that
“there are significant differences between Near East and Hakkari Universities

in terms of work load perception” is ACCEPTED.
Table 183.

Control as per university, t-test results

Dimension University N X SS T =

Hakkari University 265 3.5940 .70496
Control .045 .964
Near East University 367 3.5915 .68255

Examining significant differences in control by university, significant
differences were not found in control according to university categories
(p=.964 and p>.05). Therefore, H1.9 hypothesis that “there are significant
differences between Near East and Hakkari Universities in terms of control
perception” is REJECTED.

Table 184.

Social support by university, t-test results

Dimension University N X sSS t p

Hakkari University 266 3.9888 .80568
Social Support -.639 .523
Near East University 367 4.0273 .70406

Examining significant differences in social support as per university, no
significant differences were found in social support according to university
categories (p=.523 and p>.05). Therefore, H1.10 hypothesis that “there are
significant differences between Near East and Hakkari Universities in terms

of social support perception” is REJECTED.
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Table 185.

Organizational stress by university, t-test results

Dimension University N X SS T 0

Organizational Hakkari University 266 3.6000 .55562

stress Near East
University

-1.736 .083
367 3.6717 .47988

Examining significant differences in organizational stress by university, no
significant differences were not found in organizational stress based on
university categories (p=.083 and p>.05). Therefore, H1.11 hypothesis that
“there are significant differences between Near East and Hakkari Universities

in terms of organizational stress perception” is REJECTED.
Table 186.

Masculinity as per university, t-test results

Dimension University N X SS t P
Hakkari University 268 2.7989 1.04766
Masculinity/Femininity Negr Eallst 367 2.0202 1.01245 9.433 .000
University

Masculinity; examining significant differences by university, significant
differences were found according to university (p=.000 p<.05). Comparing
arithmetic means, it can be seen that Public University arithmetic means are
higher than those of Near East University. Therefore, H1.12 hypothesis that
“there are significant differences between Near East and Hakkari Universities
in terms of masculinity” is ACCEPTED. When Table is examined, it is seen
that Near East University has an arithmetic mean of 2.0202, and Hakkari

University has an arithmetic mean of 2.7989.
Table 187.

Power distance by university, t-test results

Dimension University N X SS t p

Hakkari University 268 2.7073 .84616
Power distance 115 .909
Near East University 366 2.6997 .80854
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Examining significant differences in power distance as per university,
significant differences were not found in power distance based on university
categories (p=.909 and p>.05). Therefore, H1.13 hypothesis that “there are
significant differences between Near East and Hakkari Universities in terms

of power distance perception” is REJECTED.
Table 188.

Avoiding uncertainty by university, t-test results

Dimension University N X SS t p
- Hakkari University 268 3.8300 .77056
Avoiding -.581 .562
uncertainty Near East 365 3.8662 .77578

University

Examining significant differences in avoidance of uncertainty by university,
there were no significant differences found in avoidance of uncertainty
according to university categories (p=.562 and p>.05). Therefore, H1.14
hypothesis that “there are significant differences between Near East and
Hakkari Universities in terms of avoiding uncertainty perception” is
REJECTED.

Table 189.

Individualism by university, t-test results

Dimension University N X SS t P
S?kﬁgn 267 3.7453 .74791
Individualism/collectiveness Near Easyt 579 .563
) . 366 3.7090 .80084
University

Examining significant differences in individualism by university, significant
differences were not found in individualism according university categories
(p=.563 and p>.05). Therefore, H1.15 hypothesis that “there are significant
differences between Near East and Hakkari Universities in terms of

individualism/collectiveness” is REJECTED.
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Table 190.

Long-time focus by university, t-test results

Dimension University N X SS t P

Hakkari University 267 3.8742 .72509
Long-time focus 2.181 .030
Near East University 366 3.7439 .75543

“There are significant differences in the perception of long time focus in terms
of Near East and Hakkari Universities” hypothesis H1.16 is ACCEPTED.

Table 191.

Culture by university, t-test results

Dimension University N X SS T =

Hakkari University 268 3.3897 .52267
Hofstede culture 4.415 .000
Near East University 367 3.2020 .53359

Culture; examining significant differences by university, significant differences
were found according to university (p=.000 p<.05). When Table is examined,
it is seen that Near East University has an arithmetic mean of 3.202, and
Hakkari University has an arithmetic mean of 3.3897. Comparing arithmetic
means, it can be seen that Hakkari University arithmetic means are higher
than those of Near East University. Therefore, H1.17 hypothesis that “there
are significant differences between Near East and Hakkari Universities in
terms of Hofstede culture” is ACCEPTED.

Table 192.

Administrative/academic staff by university, t-test results

Dimension University N X SS t P
Hakkari
Administrative/academic  University 269 1.4461 .49801
-5.241 .000
staff Near East

: . 369 1.6504 .47749
University
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Administrative/academic staff; examining significant differences by university,
significant differences were found according to the university (p=.000 p<.05).
When Table is examined, it is seen that Near East University has an
arithmetic mean of 1.6504, and Hakkari University has an arithmetic mean of
1.4461. Comparing arithmetic means, it can be seen that Hakkari University

arithmetic means are lower than those of Near East University.
Table 193.

Organizational Stress_F1 by university, t-test results

Dimension University N X SS t =

o Hakkari University 262 3.9912 .70536
Organizational

Stress_F1 Near East
University

-.347 729
359 4.0123 .78030

Examining significant differences in organizational stress_F1 by university,
significant differences were not found in organizational stress_F1 based on

university categories (p=.729 and p>.05).
Table 194.

Organizational Stress_F2 by university, t-test results

Dimension University N X SS t P
o Hakkari University 262 3.7659 .77597
Organizational
Near East 2.463 .014
Stress_F2 . . 359 3.6072 .80508
University

Organizational stress_F2; examining significant differences by university,
significant differences were found according to university (p=.014 p<.05).
When Table is examined, it is seen that Near East University has an
arithmetic mean of 3.6072, and Hakkari University has an arithmetic mean of
3.7659. Comparing arithmetic means, it can be seen that Hakkari University

arithmetic means are lower than those of Near East University.



271

Table 195.

Organizational Stress_F3 by university, t-test results

Dimension University N X SS t P
o Hakkari University 262 3.3391 .72452
Organizational
Near East 1.280 .201
Stress_F3 _ _ 359 3.2639 .72085
University

Examining significant differences in organizational stress_F3 by university,
significant differences were not found in organizational stress_F3 based on
university categories (p=.201 and p>.05).

Table 196.

Organizational Stress_F4 by university, t-test results

Dimension University N X SS t P
o Hakkari University 262 3.3588 .82272
Organizational
Near East -1.749 .081
Stress_F4 . . 358 3.4777 .84541
University

Examining significant differences in organizational stress_F4 by university,
significant differences were not found in organizational stress_F4 based on

university categories (p=.081 and p>.05).
Table 197.

Organizational stress by university, t-test results

Dimension University N X SS t P

o Hakkari University 262 3.6137 .50601
Organizational Stress . ) 590 .556
Near East University 359 3.5888 .53095

Examining significant differences in organizational stress by university, no
significant differences were not found in organizational stress based on

university categories (p=.556 and p>.05).
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Table 198.

Perceived stress by university, t-test results

Dimension University N X ss T p

Hakkari University 262 2.6322 .71162
Perceived Stress 2.567 .010
Near East University 360 2.4870 .68582

Perceived stress; examining significant differences by university, significant
differences were found according to university (p=.010 p<.05). When Table is
examined, it is seen that Near East University has an arithmetic mean of
2.487, and Hakkari University has an arithmetic mean of 2.6322. Comparing
arithmetic means, it can be seen that Hakkari University arithmetic means

are higher than those of Near East University.
Table 199.

Masculinity as per title group, t-test results

Dimension Title Group N X SS t P
Administrative 273 24022 1.10394
Masculinity 1.066 0.287
Academic 362 2.3086 1.09051

Examining significant differences in masculinity by title group, significant
differences were not found in masculinity according title group categories
(p=0.287 and p>.05). Therefore, the H2.1 hypothesis that “there are
significant differences in masculinity dimension according to the title group”,
is REJECTED.

Table 200.

Power distance by title group, t-test results

Dimension Title Group N X SS t P

Administrative 273 2.8645 0.83912
Power distance 4.354 0.000
Academic 361 2.5807 0.79188
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Power distance; examining significant differences by title group, significant
differences were found according to title group (p=0 p<.05). When the table is
examined, it can be seen that academic staff's arithmetic mean is X=2.5807,
and administrative staff’s arithmetic mean is X=2.8645. Comparing arithmetic
means, it can be seen that arithmetic means of academic staff are lower than
those of administrative personnel. Therefore, the H2.2 hypothesis that “there
are significant differences in power distance dimension according to the title
group”, is ACCEPTED.

Table 201.

Avoiding uncertainty as per title group, t-test results

Dimension Title Group N X SS t P
Administrative 273 3.6245 0.79072
Avoiding uncertainty -6.628 0.000
Academic 360 4.0225 0.71427

Avoiding uncertainty; examining significant differences by title group,
significant differences were found according to title group (p=0 p<.05). When
the table is examined, it can be seen that academic staff's arithmetic mean is
X=4.0225, and administrative staff's arithmetic mean is X=3.6245.
Comparing arithmetic means, it can be seen that arithmetic mean of
academic staff is higher than that of administrative personnel. Therefore, the
H2.3 hypothesis that “there are significant differences in avoiding uncertainty

dimension according to the title group”, is ACCEPTED.
Table 202.

T-test results regarding individualism levels by title group

Dimension Title Group N X SS t P
Administrativ. 27 3.607 0.8013

Individualism/collectivene e 3 1 1 - 0.00

Ss . 36 3.813 0.7498 3.324 1
Academic 0 5 3

Individualism; examining significant differences by title group, significant

differences were found according to title group (p=0.001 p<.05). When the



274

table is examined, it can be seen that academic staff’'s arithmetic mean is
X=3.8132, and administrative staff's arithmetic mean is X=3.6071.
Comparing arithmetic means, it can be seen that arithmetic mean of
academic staff is higher than that of administrative personnel. Therefore, the
H2.4  hypothesis that “there are significant differences in
individualism/collectivism dimension according to the title group”, is
ACCEPTED.

Table 203.

Long-time focus by title group, t-test results

Dimension Title Group N X SS t P
Administrative 273 3.6917 0.77757
Long-time focus -3.174 0.002
Academic 360 3.8801 0.70968

Long-time focus; examining significant differences by title group, significant
differences were found according to title group (p=0.002 p<.05). When the
table is examined, it can be seen that academic staff’'s arithmetic mean is
X=3.8801, and administrative staffs arithmetic mean is X=3.6917.
Comparing arithmetic means, it can be seen that arithmetic mean of
academic staff is higher than that of administrative personnel. Therefore, the
H2.5 hypothesis that “there are significant differences in long-time focus

dimension according to the title group”, is ACCEPTED.
Table 204.

Organizational Stress_F1 as per title group, t-test results

Dimension Title Group N X SS T P

Organizational Administrative 266 3.9199 0.81257

Stress_F1 -2.414 0.016

Academic 355 4.0660 0.69234

Organizational Stress F1; examining significant differences by title group,
significant differences were found according to title group (p=0.016 p<.05).
When the table is examined, it can be seen that academic staff’'s arithmetic

mean is X=4.066, and administrative staff's arithmetic mean is X=3.9199.
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Comparing arithmetic means, it can be seen that arithmetic mean of

academic staff is higher than that of administrative personnel.
Table 205.

Organizational Stress_F2 by title group, t-test results

Dimension Title Group N X SS t P

Administrative 266 3.6839 0.81495
0.263 0.793
Academic 355 3.6669 0.78288

Organizational
Stress_F2

Examining significant differences in organizational stress_F2 by title group,
significant differences were not found in organizational stress_F2 according
title group categories (p=0.793 and p>.05).

Table 206.

Organizational stress_F3 per title group, t-test results

Dimension Title Group N X SS t P

Administrative 266 3.3195 0.74304
0.714 0.476
Academic 355 3.2777 0.70773

Organizational
Stress_F3

Examining significant differences in organizational stress_F3 by title group,
significant differences were not found in organizational stress_F3 according

title group categories (p=0.476 and p>.05).
Table 207.

Organizational Stres_F4 by title group, t-test results

Dimension Title Group N X SS T P

Administrative 265 3.4000 0.84857
-0.704 0.482
Academic 355 3.4479 0.82938

Organizational
Stress_F4
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Examining significant differences in organizational stress_F4 by title group,
significant differences were not found in organizational stress_F4 according
title group categories (p=0.482 and p>.05).

Table 208.

Organizational stress per title group, t-test results

Dimension Title Group N X SS t P

Administrative 266 3.5789 0.55388
Organizational stress -0.846 0.398
Academic 355 3.6146 0.49390

Examining significant differences in organizational stress by title group,
significant differences were not found in organizational stress according title

group categories (p=0.398 and p>.05).
Table 209.

Perceived stress by title, t-test results

Dimension Title Group N X SS t P
Administrative 266 2.5659 0.71262
Perceived stress 0.546 0.585
Academic 356 2.5349 0.69100

Examining significant differences in organizational stress by title group,
significant differences were not found in organizational stress according title

group categories (p=0.585 and p>.05).
Table 210.

Time planning by title group, t-test results

Dimension Title Group N X SS T P

Administrative 275 3.2896 0.74913
Timing -6.582 0.000
Academic 363 3.6486 0.62675
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Time planning; examining significant differences by title group, significant
differences were found according to title group (p=0 p<.05). When the table is
examined, it can be seen that academic staff's arithmetic mean is X=3.6486,
and administrative staff’s arithmetic mean is X=3.2896. Comparing arithmetic
means, it can be seen that arithmetic mean of academic staff is higher than

that of administrative to be.
Table 211.

Time attitudes by title group, t-test results

Dimension Title Group N X SS t P
Administrative 275 3.1965 0.57648
Time Attitudes -3.384 0.001
Academic 362 3.3344 0.45186

Time attitudes; examining significant differences by title group, significant
differences were found according to title group (p=0.001 p<.05). When the
table is examined, it can be seen that academic staff’'s arithmetic mean is
X=3.3344, and administrative staffs arithmetic mean is X=3.1965.
Comparing arithmetic means, it can be seen that of academic staff arithmetic

means are higher than those of administrative personnel.

Table 212.

Time-consuming by title group, t-test results

Dimension Title Group N X SS t P
Administrative 273 2.6927 0.65352
Time consuming -1.031 0.303
Academic 360 2.7464 0.64599

Examining significant differences in time-consuming by title group, significant
differences were not found in time-consuming according title group

categories (p=0.303 and p>.05).
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Table 213.

Time planning by title group, t-test results

Dimension Title Group N X SS T P
Administrative 275 3.0588 0.47226
Timing -5.564 0.000
Academic 363 3.2459 0.37732

Time planning; examining significant differences by title group, significant
differences were found according to title group (p=0 p<.05). When the table is
examined, it can be seen that academic staff's arithmetic mean is X=3.2459,
and administrative staff’s arithmetic mean is X=3.0588. Comparing arithmetic
means, it can be seen that arithmetic mean of academic staff is higher than

that of administrative personnel.
Table 214.

Inadequate self-sufficiency perception by task title, t-test results

Dimension Title Group N X SS t P

Administrative 274 2.3752 0.81496
0.816 0.415
Academic 360 2.3218 0.82027

Perception of inadequate
self-sufficiency

When the perception of inadequate self-sufficiency by title group was
examined, there were no significant differences found in the perception of
inadequate self-sufficiency based on title group categories (p=0.415 and
p>.05).

Table 215.

Perception of stress/discomfort by title group, t-test results

Dimension Title Group N X SS t P

Administrative 273 2.6899 0.69173
-0.507 0.612
Academic 360 2.7192 0.73856

Perception of
stress/discomfort
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Examining significant differences in stress/discomfort perception, no
significant differences were found in stress/discomfort perception based on
gender categories (p=0.612 and p>.05).

Table 216.

Perceived stress by title group, t-test results

Dimension Title Group N X SS t P
] Administrative 274 2.5313 0.68145
Perceived stress _ 0.193 0.847
Academic 360 2.5205 0.71892

Examining significant differences in organizational stress by title group,
significant differences were not found in organizational stress according title
group categories (p=0.847 and p>.05).

Table 217.

Work load by title group, t-test results

Dimension Title Group N X SS t P
Administrative 273 3.2186 0.68573
Work load -3.501 0.000
Academic 360 3.3983 0.60268

Work load; examining significant differences by title group, significant
differences were found according to title group (p=0 p<.05). When the table is
examined, it can be seen that academic staff’s arithmetic mean is X=3.3983,
and administrative staff’s arithmetic mean is X=3.2186. Comparing arithmetic
means, it can be seen that arithmetic mean of academic staff is higher than

that of administrative personnel.
Table 218.

Control as per title group, t-test results

Dimension Title Group N X SS t P
Administrative 272 3.4152 0.73742
Control -5.744 0.000
Academic 360 3.7265 0.62299

Control; examining significant differences by title group, significant

differences were found according to title group (p=0 p<.05). When the table is
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examined, it can be seen that academic staff's arithmetic mean is X=3.7265,
and administrative staff’s arithmetic mean is X=3.4152. Comparing arithmetic
means, it can be seen that arithmetic mean of academic staff is higher than
that of administrative personnel.

Table 219.

Social support by title group, t-test results

Dimension Title Group N X SS t P
) Administrative 273 3.9492 0.81557
Social Support ) -1.818 0.070
Academic 360 4.0581 0.68997

Examining significant differences in social support as per title group, no
significant differences were found in social support according to title

categories (p=0.07 and p>.05).
Table 220.

Organizational stress per title group, t-test results

Dimension Title Group N X SS t P
o Administrative 273 3.5280 0.56457
Organizational stress . -4.931 0.000
Academic 360 3.7277 0.45401

Organizational stress; examining significant differences by title group,
significant differences were found according to title group (p=0 p<.05). When
the table is examined, it can be seen that academic staff’'s arithmetic mean is
X=3.7277, and administrative staff's arithmetic mean is X=3.528. Comparing
arithmetic means, it can be seen that arithmetic mean of academic staff is

higher than that of administrative personnel.
Table 221.

Culture as per title group, t-test results

Dimension Title Group N X SS t P

Administrative 273 3.2380 0.56919
Culture ) -1.763 0.078
Academic 362 3.3138 0.50916
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Examining significant differences in culture by title group, significant
differences were not found in culture according title group categories
(p=0.078 and p>.05).

5.2.5.1. Regression analysis for intermediary role

Table 222.

Regression analyses examining inter-variable effects

H3.1- Time Management Has an Impact on Individualist/Collective Culture

R X
Variables B t sig. R R? F  sig.F square DUPIN ol iusion
Watson
Change
Constant 2.49911.2320.000
TIME MANAGEMENT 0.3875.560 0.000 0.047 1.944 Acceptance
0.2170.04730.919 0.000
Y (individual/collective culture) =2.499+0.387 (time management)
H3.2- Individualist/Collective Culture Has an Effect on Perceived Stress
R .
Variables B t Sig. R R2 F Sig.F Square Durbin- Conclusion
Watson
Change
Constant 3.01721.601 0.000
INDIVIDUAL/COLLECTIVE -
CULTURE 0.128_3'499 0.001 0.020 1.909 Acceptance
0.14 0.02012.246 0.001
Y (perceived stress) =3.017-0.128 (individualist/collective culture)
H3.3 Individualist/Collective Culture Has an Effect on Organizational Stress
Variables B t Sig. R R? F Sig.F Square Durbin- Conclusion
Watson
Change
Constant 3.02630.1520.000
INDIVIDUAL/COLLECTIVE
CULTURE 0.1646.240 0.000 0.060 1.93 Acceptance
0.2450.06038.932 0.000
Y (organizational stress) =3.026+0.164 (individualist/collective culture)
H3.4- Time Management Has an Effect on Organizational Stress
R Durbin-
Variables B t Sig. R R2 F Sig.F Square Conclusion
Watson
Change
Constant 2.05914.826
(o} 0.4190.175131.6970.000

Y(organizational stress)=2.059+0.4998 (time management)

H3.5-Time Management and Individualist/Collective Culture Have an Effect on Perceived stress.

R :
Variables B t 8ig. R R=2 F Sig.F Square Durbin- Conclusion
Watson
Change
Constant 1.74011.373 0.000
10.5490.000
INDIVIDUAL/COLLECTIVE 0.205  1.862 Acceptance

CULTURE 0.1144.593 0.000

0.4520.20578.610 0.000

Y({perceived stress)=1.740+0.465(time management)+0.114(individualist/collective culture)
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The impact of time management on organizational stress has decreased due
to the effect of individualist/collective culture. Therefore, individual/collective
culture has an intermediary role. While time management decreased at
(0.499-0.465=) 0.034 level, individualist/collective culture decreased at
(0.164-0.114) 0.050 level.

H3.6- Time Management Has an Effect on Perceived Stress

R .
Variables B t SSigg R R? F Sig.F Square Durbin- Conclusion
Watson
Change
Constant 1.6518.130
TIME MANAGEMENT 0.2794.384 0.030 1.906 Acceptance

0 0.1730.03019.2220.000

Y (perceived stress) =1.651+0.279 (time management)

H3.7- Time Management and Individualist/Collective Culture Have an Effect on Perceived Stress.

R .
Variables B t Sigg R R? F Sig.F Square Durbin- - usion
Watson
Change

Constant 2.1170.2270.000

TIME MANAGEMENT 0.3250.0650.000

0.058 1.903 Acceptance
INDIVIDUAL/COLLECTIVE 0.0370.000

CULTURE 0.164

0.24 0.05818.7160.000

Y (organizational stress) =2.117+0.325(time management)-0.164 (collective culture)

The impact of time management on organizational stress has increase due to
the effect of individualist/collective culture. Therefore, individual/collective
culture has an intermediary role. While time management increased at
(0.325-0.279=) 0.046 level, individualist/collective culture increased at
(0.164-0.128) 0.036 level.

5.2.5.2. Analysis of Intermediary Role via Structural Equality Model

Chi-Square Goodness, RMSEA (Root Mean Square Error of Approximation),
GFI (Goodness Of Fit Index), AGFI (Adjusted Goodness Of Fit Index), RMR
(Root Mean Square Residual), SRMR (Standardized RMR), CFl
(Comparative Fit Index), NFI (Normed Fit Index), RFI (Relative Fit Index), IFI
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(Incremental Fit Index) fit indices were applied for the DFA in this thesis
dissertation. To determine whether the structure of scale complies with the
theoretical structure, the degree of freedom and chi-square values were
examined from the adaptation indexes that emerged as a result of the
analyses. The value obtained by calculations showed that the model had
perfect fit. If 2/Sd<5, it is suitable, if x2/Sd <3, it is good, and if x2/Sd <2, it
can be said that there is perfect fit. If the 2/Sd value is below 2.5 for studies
that are not large in terms of sample, it is considered an indication of the
perfect fit of the scale (Kline, 2011)

Hofstede
kailttir

Figure 5. Hofstede culture diagram

Examining the confirmatory factor analysis related to Hofstede’s cultural
dimensions, it is observed that the culture consists of five sub-dimensions.
According to the results of the model summarized in the table below, it can

be said that the model meets acceptable fit criteria.



Table 223.

Harmony indices for Hofstede culture scale
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Uyum indeksleri Mikemmel Uyum Kabul Edilebilir Uyum Kaltar
¥2/df ,0<x2/df<2,0 2<y2/df<3 1,794
RMSEA ,0<RMSEAZ,05 ,05<RMSEAZ,08 ,035
NFI ,95<NFI<1,00 ,90< NFI£,95 ,997
RFI ,90<RFI<1,00 ,85<RFI<,90 ,961
IFI ,95<IFI£ 1,00 ,90<IFI£,95 ,999
TLI ,95<TLIL1,00 ,90<TLI<L,95 ,982
CFI ,97<CFI<1,00 ,95<CFI£,97 ,999
PCLOSE ,05<PCLOSE ,474
HOELTER >200 1365

Resources: (Munro

2005; Schreiber, Nora, Stage, Barlow and King, 2006;
Hooper and Mullen 2008; Schumacker and Lomax, 2010; Wang and Wang,
2012)

Yonetimi

Zaman

Figure 6. Time management diagram

Examining the confirmatory factor analysis related to time management, it is

observed that time management consists of three sub-dimensions. According

to the results of the model summarized in the table below, it can be seen that

the model meets acceptable fit criteria.



Table 224.

Compliance indexes for time management scale
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Uyum Indeksleri Mikemmel Uyum Kabul Edilebilir Uyum Zaman Yoénetimi
x2/df ,0<x2/df < 2,0 2 <x2/df <3 2,624
RMSEA ,0<RMSEAZ,05 ,05<RMSEAS,08 ,071
NFI ,95<NFI<1,00 ,90< NFI<,95 ,908
RFI ,90<RFI<1,00 ,85<RFI<,90 ,923
IFI ,95<IFI< 1,00 ,90<IFI<,95 ,951
LI ,95<TLI<1,00 ,90<TLI<,95 ,944
CFI ,97<CFI<1,00 ,85<CFI<,97 ,964
PCLOSE ,05<PCLOSE ,038
HOELTER >200 202

Table 225.
KMO and Barlett Test Results for perceived stress scale
Kaiser-Mayer-Olkin (KMO) Value 0.712
Chi Square 2181.226
;s 78
Barlett Sphericity Test Df
Sig 0,000
.816

Cronbach Alpha

Reviewing the field literature, if the value determined in relation to the size of

sample is below 50, the test will not process, it is returned to the beginning.

The value identified in the scope of the study is interpreted as excellent if it is
over 90 (Cokluk et al., 2010). The KMO value is expected to be greater than

0.6 (Pallant, 2001). Considering the parameters specified above, it can be

seen that .712 KMO value above is over the recommended values. In the

study, the Barlett Sphericity test value was found significant at .00 level (Chi-
square= 2181.2226; df=78; p=.000). These values indicate that factor

analysis can be done. Since the Cronbach’s Alpha value is .816 for the entire



286

scale, it is possible to say that the reliability of data on the scale is quite high.
As a result of the AFA, factors greater than 1 were examined in accordance
with the Kaiser-Guttman principle and the scale was collected under 1 factor.

Table 226.

Factor Analysis for Perceived Stress

Total Variance Explained
Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

% of |Cumulativ

[Component Total % of Variance | Cumulative % Total % of Variance | Cumulative % Total Variance e %

2 1,599 12,302 60,574 1,599 12,302 60,574 2,849 21,919 60,574

3 0,832 6,397 66,971 Scree Plot

4 0,759, 5,842 72,813

5 0,609 4,688 77,501 -

5 0,515 3,962 81,463

7 0,472, 3,634 85,097

8 0,386 2,973 88,069 E "

9 0,359 2,765 90,834 ©

10 0,318 2,449 93,284 eS|

11 0,308 2,369 95,653

12 0,290 2,230 97,882 |

13 0,275 2,118 100,000 ’ T T 1 I I 7 T F % =

Extraction Method: Principal Component Analysis. Gompeonent Number 1

In the factor analysis, it is indicated that the scale can exhibit a one-
dimensional structure in cases where the variance rate described by the first
factor is 30% or higher (Buyukozturk, 2010). Therefore, in this study, the
scale has obtained a one-dimensional structure. DFA is carried out to test the
2013).

Accordingly, it was determined that the contribution of a specified factor to

verification of a predetermined structure (Celik and Yilmaz,

the total variant is sufficient. The scale’s eigenvalue factor chart is given in

the table above.

Figure 7. Perceived stress diagram
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Examining the confirming factor analysis diagram related to perceived stress,

it is seen that the expressions that form perceived stress are collected in one

dimension. According to the results of the model summarized in the table

below, it can be said that the model meets acceptable fit criteria.

Table 227.

Fit indices for perceived stress scale

Fit indices Perfect Fit Acceptable Fit Perceived Stress
x2/df .0 <x2/df<2.0 2<y2/df<3 2.815
RMSEA .0sRMSEA=<.05 .05=RMSEA=<.08 077
NFI .95=NFI<1.00 .90=< NFI<.95 .938
RFI .90<RFI=<1.00 .85<RFI=<.90 .900
IFI .95<IFI< 1.00 .90<IFI=.95 .950
TLI .95<TLI<1.00 .90=<TLI<.95 919
CFlI .97=<CFI=1.00 .95=<CFI=.97 .950
PCLOSE ,05sPCLOSE .000
HOELTER >200 204
Table 228.
KMO and Bartlett Test Results for organizational stress scale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling 0,828
Adquacv.
Bartlett's Test of Approx. Chi-Square 3471,303
Spherl-cm_.r o T3¢
Sig. 0,000

It can be seen that .828 KMO value above is over the recommended values.

In the study, the Bartlett Sphericity test value was found significant at .00
level (Chi-square= 3471.303; df=136; p=.000). These values indicate that
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factor analysis can be done. Since Cronbach’s Alpha value of the scale is

.813, it is possible to say that the reliability of data on the scale is quite high.

Table 229.

Factor analysis results of organizational stress scale..

Total Variance Explained
Initial Figenvalues Extraction Sums of Squared Loadings | Rotation Sums of Squared Loadings

% of Cumulative % of Cumulative % of Cumulative
Component Total Wariance % Total Variance % Total Variance %
1 4,730 27,826 27,826 4,730 27,826 27,826 3,501 20,594 20,594
2 2,717 15,984 43,810) 2,717 15,984 43,810, 2,479 14,585 35,178
3 1,436 8,444 52,255 1,436 8,444 52,255 2,078 12,224 47,402
4 1,084 6,378 58,633 1,084 6,378 58,633 1,909 11,231 58,633
5 0,970 5,708 64,341
6 0,955 5,620 69,961
7 0,752| 4,421] 74,382
3 0,614 3,611 77,993
9 0,599 3,526 81,518
10 0,560 3,291 84,809
11 0,491] 2,887 87,697
12 0,469 2,758 90,454
13 0,380 2,237 92,691
14 0,367 2,161 94,852
15 0,338 1,987 96,839
16 0,294 1,729 98,568]
17 0,243 1,432 100,000
Extraction Method: Principal Component Analysis.

While the original organizational stress scale consists of 3 dimensions, it has

been factored in 4 dimensions in the sampling of this thesis study, as can be

seen in the total variance table described above.



Table 230.

Factor loads of organizational stress scale

Rotated Component Matrix®

Component

2

3

s54 0,827

s55 0,819

s57 0,788

s53 0,750

s56 0,714

s52 0,513 0,429
sa7 0,793

Sa46 0,691

saA3 0,635 0,450

sa48 0,553

s49 0,761

sa5 0,660|

sa42 0,485 0,607

s41 0,375 0,563

s51 0,761
s50 0,328 0,728
S 44 0,498

nnalysis.

Extraction Method: Principal Component

Rotation Method: WVarimax with Kaiser
Normalization.”

a. Rotation converged in 9 iterations.

289

As shown in the table above, factor loads of all expressions are over 0.50.
There are no factors that contain a single expression. In addition, there is no

expression that gives the same factor burden under multiple factors.

Figure 8. 4-factor diagram of organizational stress scale

Examining the confirmatory factor analysis related to organizational stress, it

iIs observed that organizational stress consists of four sub-dimensions.



According to the results of the model summarized in the table below, it can

be said that the model meets acceptable fit criteria.

Table 231.

Fit indices for organizational stress scale

Uyum indeksleri Mikemmel Uyum Kabul Edilebilir Uyum Orgitsel Stres
x2/df ,0<y2/df<2,0 2<y2/df<3 2,834
RMSEA ,0<RMSEA<,05 J05<RMSEA<,08 1060
NF| ,95<NFI<1,00 ,90< NFI<,95 ,901
RFI ,90<RFI<1,00 ,85<RFI£,90 ,853
IFI ,95<IFI< 1,00 ,90<IFI<£,95 ,934
TLI ,95<TLI<1,00 ,90<TLI<,95 ,900
CFl ,97<CFI<1,00 ,95<CFIL,97 ,932
PCLOSE ,05<PCLOSE ,022
HOELTER >200 224

In the literature, studies towards analysing statistical intermediary role have
continuously improved from the early stages until today. Discussions
primarily focusing on causality and intermediation patterns (Maccorquodale &
Meehl, 1948; Baron & Kenny, 1986; MacKinnon et al., 2000) did not include
bootstrap-based tests. Together with MacKinnon et al., (2002) and Shrout
and Bolger (2002) testing significance of indirect effects in intermediary role
test and conducting studies focused on bootstrap-based analyses, use of
structural equation model gained current and popularized as an analysis
method accounting also for measurement errors (Byrne, 2006). In structural
equation modeling, processes are performed by assuming that there are
linear relations among latent variables and between observed and latent
variables (Tabachnick and Fidell, 2007).

In the first model (Fig. 9), time management were discussed as dependent,
and Hofstede organizational culture scale and subdimensions were
considered as independent variables. Thus, the first impact pointed out by

Baron and Kenny (1986) were examined.

In the second model (Figure 10), the scale of Hofstede organizational culture

was taken as an independent and organizational stress tool variable.
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In Table 231, Root Mean Square Error of Approximation (RMESA), Normed
Fit Index (NFI), Relative Fit Index (RFI), Incremental Fit Index (IFI), Tucker-
Lewis Index (TLI) and Comparative Fit Index (CFl) values were examined.
NFI is associated with a positive number of samples. NFI, RFI, IFI, TLI and
CFI take a value between 0.00-1.00. If model receives an RMSEA value
between 0.05 and 0.08, it is assumed to be in an acceptable fit (Simsek,
2007; Hair et al., 2010).

Figure 9. Test results of Model 1 Figure 10. Test results of Model 2



Table 232.

Fit indices of scales
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Criteria Perfect Fit Acceptable Fit Model 1 ~ Model2
CFl 970<CFI<1.000  .950<CFI<.970 971 972
HOELTER 5500 75<HOELTER<200 328 363

IFl 950<IFI< 1.000  .900<IFI<.950 971 973
NF 950<NFI<1.000  .900< NFI<.950  .959 958
PCLOSE 5505 170 359
RFI 900<RFI<1.000  .850<RFI<.900 888 901
RMSEA (000sRMSEA<.050 .050<RMSEA<.080 .061 .053
TH 95<TLI<1.000 900<TLI<.950 919 934
X2/df '2988: x2/df < 2 <y2/df <5 3.344 2.789

Analysing the table above, it can be said that both models developed in the

study provided fit indices, therefore, necessary conditions were met for

deciding on mediation effect with structural equation modeling.

Table 233.

Regression Coefficients of Relations between Variables

Observation Latent Standardlzed Standard Critical
Model ) . estimated p
variable variable error value
value
Model 1 Time M. < O. Culture A77 .056 8.488 .000
Model 2 Organizational < O. Culture 373 .042 8.894 .000
S.
Model 2 Time M. < O. Culture .304 .049 6.184 .000
Model 2 Time M. < Organizational 457 .049 9.381 .000

S
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If effect of independent variable on dependent variable is decreased or
completely destroyed, it is concluded that the variable in developed model is
an intermediary variable (Baron and Keny, 1986).

Table 234.

Direct and indirect effect analysis results for intermediary role of Model 2

Effects Time Management
Direct effect A57

Standardized direct effect 456 Organisational
Indirect effect 170 Stress
Standardized indirect effect 172

Examining Table and Table above, it is possible to mention the partial
intermediary role of organizational stress on the effect of organizational

culture on time management.

5.2.6. Correlation Analysis
Table 235.

Correlation analysis examining the relationship between perceived stress,

organizational stress, time management and Hofstede culture

. . Perceived Hofstede Time Organizational
Dimensions
Stress culture Management Stress
Pearson
Perceived Correlation 1
Stress Sig. (2-
tailed)
Pearson
Hofstede Correlation 1
culture Sig. (2-
tailed) 0.503
Pearson en o
Time Correlation A 316 1
Management Sig. (2- 0.000 0.000
tailed)

Pearson » "
Organizational Correlation - 290 425 .

Stress Sig. (2- 0.107 0.000 0.000
tailed)

**_Correlation is significant at the 0.01 level (2-tailed).
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Pearson correlation analysis is used to examine the relationship between variables.
To mention a statistically significant relationship between the two variables,
correlation shifts must be significant (p<0.05). Correlation coefficient show the level
of the relationship. As the table above shows, the correlation between Hofstede
culture and perceived stress is insignificant; the correlation between time
management and perceived stress is significant; the correlation between time
management and Hofstede culture is significant; the correlation between
organizational stress and perceived stress is insignificant; the correlation between
organizational stress and Hofstede culture is significant; and the correlation between
organizational stress and time management is also significant. The fact that the
correlation coefficient is greater than 0.70 indicates a high level of correlation
between variables, thus creating a problem. However, as shown in the table, there
are no variables in high correlation with each other. It can be said that the

relationship levels are low and moderate.

Consequently;

the H4.1 containing the hypothesis, “There are significant relationships

between Hofstede culture and perceived stress,” is REJECTED,

the H4.2 containing the hypothesis, “There are significant relationships

between Hofstede culture and organizational stress,” is ACCEPTED,

the H4.3 containing hypothesis, “There are significant relationships between

Hofstede culture and time management,” is ACCEPTED,

the H4.4 containing the hypothesis, “There are significant relationships

between perceived stress and organizational stress,” is REJECTED,

the H4.5 containing the hypothesis, “There are significant relationships

between time management and perceived stress,” is ACCEPTED,

the H4.6 containing the hypothesis, “There are significant relationships

between time management and organization stress,” is ACCEPTED.
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CHAPTER 6
DISCUSSION

6.1. Discussion

In time management process, tools are used such as activity books, motion
plans, priority to-do list, personal goal setting, effective programming, and
general repetitions that prevent postponing in time management process and
facilitate decision making to business priorities (Rivera, 2007). Main factors
determining or affecting effective management of organizational time can be
listed as determining priorities, planning, effective communication, decision
making, transfer of authority, managing time of subordinates, managing

parent manager, eliminating interruptions etc. (Toksoy, 2010).

Time is unstoppable and cannot be stored. Naturally, value of time varies
depending on its right or wrong use. People know that it is better to use time
correctly rather than wasting it and to have control over time while sparing
time for activities. People who learn that time vary depending on their use,
and are generally aware of the more effective use of time in which cases
(Festjens and Janiszewski, 2015). In other words, people are aware that the
value of time has changed. Changing value of time as per usage and
knowing its importance indicate that there is more need for time management
(Juhnke et al., 2013).

Time management is to create the goals necessary to identify needs and
meet the identified needs, identify priority jobs, and align with priorities
through planning, programming and listing time (Smythe and Robertson,
1999). In short, it refers to certain techniques such as making lists of things to

do or planning activities and participation to training towards teaching how to
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manage and use various types of techniques to prepare such lists
(Claessens et al., 2009). However, some researchers indicate that time has
not only a physical dimension but also psychological dimension (Boslough,
1990). Awareness and each psychological situation or point refers to
psychological dimension; part of time expressed in the form of hours refers to
the physical dimension of time (Passing, 2002). While many organisations
work on advanced systems to account for every penny spent, they are not
even aware of the value of effective time management (Oshagbemi, 1999).
Time management of time is not related to creating more time, it is about

ensuring the best use of time we have (Hansen, 2011).

Research on time management, academic achievement (Abdulghani, 2014;
Britton and Tesser, 1991; Varisoglu, Seref and Yilmaz, 2012) differentiation
according to demographic factors such as gender, age (Guoging and
Yongxin, 2000; Hoobler, Wayne and Lemmon, 2009; Kugukaltan et al.,
2013), time management in sports students (Juhnke,2013), business
performance (Macan, 1994; Barling et al., 1996), stress and anxiety
(Trueman and Hartley, 1996; Misra and McKean, 2000; Mirenda et al., 2000;

Nonis and Hudson, 2006) focuses around the headlines.

There are many studies in the literature on research variables. Although the
variables are the subject of many researches along with other elements, it
was found that the intermediary role of organizational stress in the time
management of Hofstede cultural dimensions was not subject to academic
studies. Such that, Terzi (2004) revealed the necessity of creating models
specific to our own society in both organizational and administrative areas
that male and female students differ according to the dimensions of Hofstede
Culture. In parallel with such findings, Oncll et al. (2016) have determined
significant differences between entrepreneur participants’ gender, income
status, size of cities they were born, their status in workplace and typologies

of the Hofstede organization culture.

In the field literature, Copper (2002) examined anxiety, weak motivation
gudulenmand depression attributed to factors related to experience of

adverse emotional situations such as frustration, business dissatisfaction,
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decreased business commitment, anxiety based on organizational stress; Nel
et al. (2004) examined amount of work performance, absence and turnover
reducing quality as a result of organizational outcomes of stress; Bellinggrath
(2009) examined the relationship between chronic work stress, depletion
based on organizational stress and allostatic load among women; Boehlko
(2009) examined stress based on giving new supervisors new
responsibilities, increasing economic concerns, political and managerial
pressures, lack of ability to participate in decisions, reward and punishment
methods, and failure in being autonomous; Uzun ve Yigit (2011) examined
the results of low wages and long working times; Gokg6z and Altug (2014)
effects of medium level of organization stress they found among academic
staff; Balyer and Gunduz (2014) examined levels of stress experienced by
educational inspectors due to their duties; Yamu¢ and Turker (2015)
examined sources of organizational stress; Ayaz and Bati (2017) examined
organizational stress and organizational trust relationship; Ugurlu Aldogan
and Aykora (2017) examined organizational stress and time management;
Develi, Gugercin and iplik (2017) examined organizational stress sources
and conscious awareness; and Colak (2017) examined organizational stress
and organizational creativity. However, no studies have been found in the
literature in which Hofstede Cultural Scale, Time Management and

Organizational Stress were examined in the research process.

The findings of this study suggest that organizational stress can contribute to
reducing this effect in the influence of Hofstede culture on time management.
Therefore, the general proposition put forward in the study confirms the test
and the fact that academic and administrative personnel working in
universities have an individualistic or collectivist culture, indicating that they
are effective in time management. Hofstede allows cultural dimensions to be
effective in time management through organizational stress, and that
business and project plans are made in a manner that will manage individual,
team or department performance taking into account organizational stress
elements. It is assessed that this issue will be particularly effective in

medical, academic project management and independent supervision.
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The acceptance/rejection status of the hypotheses tested, the analysis

results are shown en masse in the table below.

Table 236.

Acceptance/rejection status of hypotheses

Hypothesis Description

Acceptance/Red
Status

In terms of Near East and Hakkari
Universities, there are significant

H.1 differences between time management,
perceived stress, organizational stress and
Hofstede culture dimensions

Partial
Acceptance

There are significant differences in the
H1.1 perception of time planning in terms of
Near East and Hakkari Universities.

Acceptance

There are significant differences in the
H1.2 perception of time attitudes in terms of
Near East and Hakkari Universities.

Rejection

There are significant differences in the
H1.3 perception of consuming time in terms of
Near East and Hakkari Universities.

Rejection

There are significant differences in the
H1.4 perception of time management in terms of
Near East and Hakkari Universities.

Rejection

There are significant differences in the
perception of insufficient self-sufficiency in
terms of Near East and Hakkari
Universities.

H1.5

Rejection

There are significant differences in the
H1.6 perception of stress/disturbance in terms of
Near East and Hakkari Universities.

Acceptance

There are significant differences in the
H1.7 perception of stress in terms of Near East
and Hakkari Universities.

Acceptance

There are significant differences in the
H1.8 perception of work load in terms of Near
East and Hakkari Universities.

Acceptance

There are significant differences in the
H1.9 perception of control in terms of Near East
and Hakkari Universities.

Rejection
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H1.10

There are significant differences in the
perception of social support in terms of
Near East and Hakkari Universities.

Rejection

H1.11

There are significant differences in the
perception of organizational stress in terms
of Near East and Hakkari Universities.

Rejection

H1.12

There are significant differences in the
perception of masculinity in terms of Near
East and Hakkari Universities.

Acceptance

H1.13

There are significant differences in the
perception of power distance in terms of
Near East and Hakkari Universities.

Rejection

H1.14

There are significant differences in the
perception of avoidance of uncertainty in
terms of Near East and Hakkari
Universities.

Rejection

H1.15

There are significant differences in the
perception of individualism/collectivism in
terms of Near East and Hakkari
Universities.

Rejection

H1.16

There are significant differences in the
perception of long time focus in terms of
Near East and Hakkari Universities.

Acceptance

H1.17

There are significant differences in the
perception of Hofstede culture in terms of
Near East and Hakkari Universities.

Acceptance

H2

According to title groups, there are
significant differences between the cultural
dimensions of Hofstede.

Partial
Acceptance

H2.1

There are significant differences in the size
of masculinity according to title groups.

Rejection

H2.2

There are significant differences in the size
of the power distance compared to title
groups

Acceptance

H2.3

There are significant differences in the
dimension of avoidance of uncertainty
according to title groups.

Acceptance

H2.4

There are significant differences in the
dimension of individualism/ collectivism in
according to title groups

Acceptance
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There are significant differences in the

H2.5 dimension of long-time focus according to Acceptance
title groups.
Time management has an mediating role

H3 on on individualistic/collective culture and Acceptance
(organizational and perceived) stress.
Time management has an effect on

H3.1 individualist/collective culture. Acceptance

H3.2 Ind|V|dua_I|st/coIIect|ve culture has an effect Acceptance
on perceived stress
Individualist/collective culture has an effect

H3.3 L Acceptance
on organizational stress

H3.4 Time management has an effect on Acceptance
organizational stress.
Time management has an effect on

H3.5 perceived stress. Acceptance

H3.6 Time management has an effect on Acceptance
organizational stress.
Time management and

H3.7 individualist/collective culture have an Acceptance
effect on perceived stress.
There are significant relationships between :

, Partial
H4 Hofstede culture, perceived stress and
. Acceptance

organizational stress.

Ha1 There are significant relationships between Rejection
Hofstede culture and perceived stress.

H4.2 There are significant relathnshlps between Acceptance
Hofstede culture and organizational stress.

H4.3 There are significant relationships between Acceptance
Hofstede culture and time management.

H4.4 There_ are significant relathnshlps between Rejection
perceived stress and organizational stress.

HAS There are significant relationships between Acceptance
time management and perceived stress.
There are significant relationships between

H4.6 time management and organizational Acceptance

stress.
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This research has added a different dimension to the literature by studying
Hofstede organizational culture and time management, organizational and
perceived stress. Until this thesis study, no studies have been found in which
the four elements in question were examined together. In addition, the
research is the first to examine the differentiation of the above mentioned
variables between Near East and Hakkari Universities and academic and
administrative staff.

Because of being open systems, cultures are interacting with the societies
they are included. National cultures in which organizations exist have an
impact on people involved in these organizations (Leslie and Gelfand, 2012).
Of course, it cannot be expected from organizational culture that is a
structure consisting of common meanings and symbols shared within itself

(Hofstede, 2001; Alvesson, 2013) to avoid getting affected from cultures.

Organizational culture is a historical product, in a sense, affecting
interpretations and behaviors (Ying et al., 2014). Employees within the
organization, in the process of socializing, are transferred to organizational
culture by means of their elements such as story, traditions, symbol and
organizational jargon (Guglu, 2003). Shared values set in an organizational
culture also affects internal dynamics and achievements of organizations
(Kogel, 2005), and they ensure that organizational culture is considered weak
or strong (Robbins, 2000). From this point of view, the organization’s culture
also carries an organizational learning process (Dauber, Fink, & Yolles,
2012).

Values and norms of an organization refer to how it is emerged in terms of
whether it meets individual demands or social demands, how these demands
are reflected (Sigri and Tiglu, 2006) and individual’s level of integration with
groups (Hofstede and Bond, 1988). Societies in which group interests are
held in front of individual interests are called collectivist/socialist (Gonzalez
and Rima, 2002). Western countries have achieved high individualism
scores, while Eastern and Latino countries have shown behavioral

tendencies in partnership (Kagitgibasi, 2001).
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The size of the power range based on inequality in society examines the
process of inequality-based conflict (Hofstede, 2010). It tries to determine
social power distances by means of examining acceptance of differentiation
and distinction between people with different levels of power or expectations
of differentiation. Level of societies’ acceptance of this inequality differs
based on societies. While narrow power distance is seen more in Western
countries, wide range distance is seen more in Asian countries. Orders with a
wide power distance refers to a power distance containing hierarchically solid
lines benefiting from military setup or determinability of military power in

general.

Size of masculine/feminine culture is important from expressing the state of
relationships between individuals and individuals. In this approach, while
generally negative aspects of masculine culture are shown, feminine culture
contains positive elements. Gender roles are transferred to every stage of
social life through socialization (Hofstede, 2001). In an organization where
masculine culture is dominant; passion for ascension, autocratic and
oppressive attitudes, importance of competition, ambition of monetization and
materialistic tendencies can often be seen (Sekerli and Gerede, 2011). While
individuals living in masculine cultures demonstrate a power and success-
oriented structure, avoidance of conflict, harmony and synchronization are

prioritized in feminine cultures.

The results of the research obtained in the thesis were in line with the related

literature.
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CHAPTER 7
CONCLUSIONS AND RECOMMENDATIONS

7.1. Conclusion

In this thesis study, it was concluded that there were statistically significant
differences in perception of time planning, perceived stress and Hofstede
cultural dimensions between the two universities; there were significant
relationships between Hofsete culture and organizational stress, Hofstede
culture and time management, between time management and perceived
stress,, and between time management and organizational stress; and
Organizational culture predicted time management and organizational stress
of university employees, however, organizational stress predicted statistically
and significantly university employees’ time management. It was also
determined that organizational stress had an intermediary role between
university organization culture and university employees’ time management.

Today, the presence of universities in every province in the Republic of
Turkey, the fact that many private universities are operating in industrialized
cities such as Istanbul, Ankara, 1zmir, and even cities such as Adana, Mersin,
Tokat, Trabzon, the presence of our major universities in the Turkish
Republic of Northern Cyprus also fuels competition in the field of higher
education. This makes the time planning of employees much more important,
especially at Foundation universities, and sometimes causes organizational
stress. In addition to the large number of courses of the staff at Foundation
universities, the necessity of engaging in activities such as the abundance of
administrative duties and promotion, requires rigorous time planning in

academicians, on the other hand, causing organizational stress.
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Strategies that play a proactive and integrated role in adapting to the
changes and changes faced by organizations are a dynamic structure
developed as a result of certain analyses (Yalcin and Seker, 2016).
Therefore, the reflection of social culture on organizational culture should be
managed through interactive communication channels (Fang et al., 2011) in
organizations formed by coming from different cultures, taking into account
that social culture occurs over time with interactive processes defined

according to the meanings shared in the organization (Lee et al., 2015).

Culture is one of the most important factors affecting human behavior. In
organizational behavior, the effects of culture are also undeniable. Time
management is one of the areas where organizational culture has the most
pronounced influence. Not every member of culture is the same as the way
they perceive time. In some cultures, time is seen as more of a “value to be
evaluated”, while in some cultures they consider time as a special value that
‘needs to be lived”. Western cultures often see time as a very scarce
economic “resource” for the acquisition of material values, while in terms of
Eastern cultures, time is seen as a value in which cultural and human values
are transferred. Taking into account the positive or negative aspects of these
two different approaches on time management, the activities of time
management can be increased by taking the positive sides. The Western
approach to time management (the approach to seeing economic resources
at the time) contributes to the development of civilizations in other words, the
physical aspects of life. It contributes to the issue of time management and to
the development of cultures in the oriental approach. It is that the approach
of time perception that will enable the emergence of a rich culture is the most
accurate approach, both without abandoning the elements of civilization and
culture or without having to make any choices between the two (Tengilimoglu
et al., 2015).

Since people have a long or short-term orientation, they are interested in
values that societies attribute to past and future (Hofstede, 2001). Due to
different perception of time in Western and Eastern axis societies, differences
have also occurred in long or short-term plans and orientations. While

Western societies consider time as more linear, planned, standardized and
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measurable, time in Eastern societies is evaluated from a traditional
perspective that is multidimensional, cyclical and covers the whole life
(Hofstede, 2011). While short-term oriented firms expect profit immediately
from every activity, long-term oriented firms expect profit as a result of certain
processes and after completion of these processes (Roath et al., 2002).

Cultural differences at the individual and social level affect human life, also
the presence of different cultures in different organizations emerges as an
element that differentiates the way they do business. As a matter of fact, the
universities discussed in this study also showed different cultural

characteristics.

Managing time well is the most appropriate way of coping with stress (Tutar,
2004). This research was carried out to determine whether the Hofstede
culture has an intermediary role in the organizational and perceived stress on
the impact of time management. According to the findings, organizational
stress plays a partial mediation role in the impact of Hofstede culture on time
management. These findings of this study suggest that organizational stress
can contribute to reducing this effect in the influence of Hofstede culture on
time management. Therefore, the general premise of this study, which is
verified as a result of the test, considering the fact that academic and
administrative staff working in universities have a culture of individualism or
collectivism, shows that these factors are effective in time management.
Intermediary role in this effect is organizational stress, and as this effect

increases, stress of staff also decreases.

General Assessment of of Demographic Findings

The research survey, which was applied to the group with gender, age and
work experience described in the sample section, found a high rate of 0.888
for the entire research for variables such as time management, Hofstede

culture dimensions, perceived and organizational stress scale.

Considering the age distribution, it can be seen that a total of 638 participants
participated in the survey; 215 (33.7%) of them are 18-30 years old, 291
(45.6%) of them are 31-40 years old, 91 (14.3%) of them are 41-50 years old,
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32 (5%) of them are 51-60 years old, 9 (1.4%) of them are 61 years old and
older. This number is also the total number of academic and administrative
staff of Near East University and Hakkari University who voluntarily
participated in the research.

In terms of gender distribution, it is observed that 293 (45.9%) of survey
participants are female, and 345 (54.1%) of them are male. It is remarkable
that the male employment rate is higher than the employment of women in

both universities.

In terms of educational level distributions, it is observed that 249 (39%) of
survey participants have received education from verbal fields, 250 (39.2%)
of them have received education from science fields, and 139 (21.8%) of
them have received education from Maths & Literature fields. Considering the
total work experience, it is observed that 336 of survey participants (52.7%)
have work experience of 0-10 years, 243 (38.1%) of them have 11-20 years
of experience, 47 (7.4%) of them have 21-30 years of experience, and 12
(1.9%) of them have 31 years or more work experience.. In terms of title
distributions, it is observed that 27 (4.2%) of survey participants are
contracted workers, 278 (43.6%) of them are administrative services workers,
151 (23.7%) of them are Res. Assist./Lecturers, 58 (9.1%) of them are
experts, 100 (15.7%) of them are Assist. Assoc. Dr., 15 (2.4%) of them are
Assoc.Dr., and 9 (1.4%) of them are Prof. Dr.

Considering in terms of title group distribution, it is observed that 278
(45.9%) of survey participants are administrative personnel, and 360 (54.1%)
of them are academic personnel. It is noteworthy that the total percentage of
academic staff at both universities is high. Considering in terms of university
distribution, it is observed that 269 (45.9%) of survey participants work in

Hakkari University, and 369 (54.1%) of them work in Near East University.

Examining cross-tables, gender distribution according to the university is
important for this thesis study. It is seen that 68 (23.2%) of participants from
Hakkari University are female, and 201 (58.3%) of them are male; 225

(76.8%) of participants from the Near East University are female, and 144
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(41.7%) of them are male. From this result, the importance of Near East

University to women's employment is clearly understood.

When the title group distributions are examined according to the educational
field, 124 (44.6%) of those in verbal field are administrative officers, 125
(34.7%) of them are academic personnel; 95 (34.2%) participants from
science fields are administrative officers, 155 (43.1%) of them are academic
officers; of the participants from maths & literature field, 59 (21.2%) of them
are administrative officers, and 80 (22.2%) of them were academic staff. The
distribution of universities according to the title group is as follows. Examining
titte group results as per university, it is seen that 149 (55.4%) of
administrative staff are in Hakkari University, 129 (35%) of them are in Near
East University; 120 (44.6%) of academic staff work at Hakkari University,
and 240 (65%) of them work at Near East University. This result can also be
interpreted as the fact that the Near East University gives importance to the
employment of academic staff.

It can be said that the state universities experience staff bloating in terms of
administrative personnel. Title group distribution by total work experience are
as follows: It can be seen that 143 participants with a total work experience of
0-10 years (51.4%) work in administrative departments, 193 of them work as
academicians; 116 participants with 11-20 years of experience (53.6%) work
in administrative departments, and 127 of them (35.3%) work as
academicians; 17 participants with 21-30 years of experience (6.1%) work in
administrative departments, and 30 of them (8.3%) work as academicians; 31
participants with a total work experience of 31 years and higher (0.7%) work
in administrative departments, and 10 of them (2.8%) work in Near East
University. Total work experience is rare for the 31 years and higher age

group in both universities.

General Assessment for Descriptive Statistics
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Control as per gender, t-test results

There were no significant differences between time planning (p=.421) and
time attitudes (p=.060) by gender. While the arithmetic mean of women
(3,5183) was high in time planning, it was found that men’s arithmetic mean
(3,3101) was higher in time attitudes (Table 152,153). The high arithmetic
mean of women in time planning means that women working in universities
are more sensitive to men in time planning. In time attitudes, the fact that
men’s arithmetic mean is higher than the arithmetic mean of women,
because their time attitudes are related to what one does to time
management, it means that men are focused on how to use time

management rather than planning.

Examining significant differences between factors among time-consuming
elements as per gender, significant differences were found (p=.004 p<.05).
The arithmetic mean of men (2,792) was found to be higher than the
arithmetic mean of women (2,6418) (Table 154).

Significant differences (p=.070) by gender could not be determined when
significant differences in time management were investigated in general.
However, it was found that the arithmetic mean of men (3.1938) was higher
than the arithmetic mean of women (3,1317) (Table 155).

When the perception of inadequate self-suffice by gender was examined,
there were no significant differences found between insufficient perception of
self-suffice (p=.391), stress/discomfort perception (p=.868), perceived stress
(p=.663), workload (p=.967), control meaning (p=.384), social support
(p=.132) and organizational stress (p=.719). It was determined that arithmetic
mean of men was higher in inadequate perception of self-sufficiency
(2.3706); arithmetic mean of women was higher in perception of
stress/discomfort (2.7117); arithmetic mean of men was higher in perceived
stress (2.5364); arithmetic mean of women was higher in workload (3.3220);
arithmetic mean of men was higher in control (3,6145); arithmetic mean of
women was higher in social support (4.0599); arithmetic mean of women was
higher in organizational stress (3.6495) (Table 156- 162).
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Gender t test results according to Hofstede organizational culture

dimensions

In masculinity which is one of the sub-dimensions of Hofstede organizational
culture, significant differences were found according to gender (p=.000
p<.05). The arithmetic mean of men (2.6519) is higher than the arithmetic
mean of women (1.9883) (Table 163).

In power distance which is one of the sub-dimensions of Hofstede
organizational culture, significant differences were found in terms of gender
(p=.036 p<05). The arithmetic mean of men (2.7657) is higher than the
arithmetic mean of women (2.628) (Table 164). This result reminds us of the
fact that both universities are more prone to masculine values than the male

population.

There were no significant differences in gender categories in avoiding
uncertainty, individualism and long-term focus on the lower dimensions of
Hofstede organizational culture (p=.91). It was determined that women had
high arithmetic mean in avoiding uncertainty (3,8547), men had high
arithmetic mean in individualism (3,7568), and men had high arithmetic mean
(3,8377) (Table 165,166,167).

In general, significant differences (p=.000) of Hofstede culture were found
according to gender. It was determined that arithmetic mean of men (3.3708)

was found to be higher than the arithmetic mean of women (3.1746).
Organizational stress and perceived stress by sex, t-test results

examining significant differences in organizational stress according to
gender, significant differences were not detected (p=.591). Examining
significant differences in terms of perceived stress as per university,
significant differences were found as per gender (p=.023 p<.05). It is seen
that the arithmetic mean of men (2.6071) is higher than the arithmetic mean
of women (2.4793) (Table 173, 174). The low arithmetic mean of women is
attributed to the fact that men are more exposed to perceived stress
compared to women, and that the 2016 coup conjuncture is also thought to

be an effective factor.
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Time planning by university, t-test results

Examining significant differences in terms of time planning as per university,
significant differences were found as per university (p=.015 p<.05). It is
observed that the arithmetic mean of the foundation university is 3.5516, and
that the arithmetic mean of Hakkari University is 3.4147 (Table 175).
According to these results, H1.1 hypothesis that “there are significant
differences between Near East and Hakkari Universities in terms of time
planning perception” is accepted. The arithmetic mean of Hakkari University
is expected to be lower than the foundation university’s mean. Because of
the structure of foundation universities, the much more effective planning of

time is inevitable in terms of both profitability and student satisfaction.

Significant differences were not observed between time attitudes by
university (p=.890 p>.05), time-consuming (p=.054 and p>.05), time
management (p=.784 and p>.05) and inadequate self-sufficiency (p=.065
and p>.05). Therefore, H1.2, H1.3, H1.4 and H1.5 hypotheses that offer
recommendations on these dimensions are also accepted as rejection (Table
176-179).

Examining significant differences in terms of stress/discomfort perception as
per university, significant differences were found as per university (p=.016
p<.05). Examining the table, it is seen that Near East University has an
arithmetic mean of 2.765, and Hakkari University has an arithmetic mean of
2.6259. Comparing arithmetic means, it can be seen that Hakkari University
arithmetic means are lower than those of Near East University. Therefore,
H1.6 hypothesis that “there are significant differences between Near East
and Hakkari Universities in terms of stress/discomfort perception” is
accepted. This result is a sign that Near East University is not as flexible in
terms of perception of stress and discomfort as Hakkari University (Table
180).

Examining significant differences in terms of perceived stress as per
university, significant differences were found as per university (p=.022
p<.05). Examining the table, it is seen that Near East University has an

arithmetic mean of 2.5794, and Hakkari University has an arithmetic mean of
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2.4502. Comparing arithmetic means, it can be seen that Hakkari University
arithmetic means are lower than those of Near East University. Therefore,
H1.7 hypothesis that “there are significant differences between Near East
and Hakkari Universities in terms of perceived stress” is accepted (Table
181).

Examining significant differences in work load by university, significant
differences were found according to university (p=.001 p<.05). Therefore, it
was determined that H1.8 hypothesis that “there are significant differences
between Near East and Hakkari Universities in terms of work load
perception” is accepted (Table 182). It is understood that the workload of
Near East University is greater than Hakkari University.

The hypotheses that offer H1.9, H1.10, H1.11 propositions related to these
dimensions were also rejected because significant differences in control by
university (p=.964, p>.05), significant differences in social support (p=.523,
p>.05), organizational stress significant differences (p=.083 and p>.05) were
not detected when examined (Table 183-185).

Considering the results of significant differences of masculine/feminine
according to the university, significant differences were not found (p=.000
p<.05). According to results, the arithmetic mean of Near East University was
found to be 2.0202, and the arithmetic mean of Hakkari University was found
to be 2.7989. Comparing arithmetic means, it can be seen that Hakkari
University arithmetic means are higher than those of Near East University.
Therefore, H1.12 hypothesis that “there are significant differences between
Near East and Hakkari Universities in terms of masculinity” is accepted
(Table 186).

Examining significant differences according to power distance categories by
university (p=.909 and p>.05), significant differences in avoidance of
uncertainty (p=.562 and p>.05), significant differences in individualism
(p=.563 and p>.05), no significant differences were found with reference to all
three dimensions. Therefore, hypotheses representing H1.13, H1.14, and

H1.15 were considered as rejections (Table 187-189).
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Examining significant differences in terms of long-tine focus as per university,
significant differences were found (p=.0,030 p<.05). Examining arithmetic
means, it is seen that Near East University had an arithmetic mean of
3.7439, and Hakkari University had an arithmetic mean of 3.8742. Comparing
arithmetic means, it can be seen that Hakkari University arithmetic means
are higher than those of Near East University. Therefore, H1.16 hypothesis
that “there are significant differences between Near East and Hakkari

Universities in terms of long-time focus” is accepted (Table 190).

In general, examining the university significant differences according to
Hofstede culture, significant differences were found at (p=.000 p<.05) level.
Examining the table, it is seen that Near East University has an arithmetic
mean of 3.202, and Hakkari University has an arithmetic mean of 3.3897.
Comparing arithmetic means, it was determined that Hakkari University
arithmetic means are higher than those of Near East University. Therefore,
H1.17 hypothesis that “there are significant differences between Near East
and Hakkari Universities in terms of Hofstede culture” is accepted (Table
191). From these examinations, it was concluded the fact that the Hakkari
University further reflects the dimension of Hofstede culture. This result is not
surprising in terms of the subject of the thesis research. In general, Hakkari
University can be said to have a higher sense of culture in Hofstede than

Near East University.

Examining significant differences in terms of administrative/academic
personnel as per university, significant differences were found as per
university (p=.000 p<.05). Considering arithmetic means, it was determined
that Near East University had an arithmetic mean of 1.6504, and Hakkari
University had an arithmetic mean of 1.4461. Comparing arithmetic means, it
can be seen that Hakkari University arithmetic means are lower than those of
Near East University (Table 192).

Organizational and their perceived stress by university, t-test results

Examining significant differences in organizational stress by university, no
significant differences were found (p=.556 and p>.05) (Table 197). Examining

significant differences in terms of perceived stress by university, significant
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differences were found (p=.010 p<.05). Examining arithmetic means, it is
seen that Near East University had an arithmetic mean of 2.487, and Hakkari
University had an arithmetic mean of 2.6322. Comparing arithmetic means, it
can be seen that Hakkari University arithmetic means are higher than those
of Near East University (Table 198). Greater perception of perceived stress
at Hakkari University has been consistent with both the nationwide coup
conjuncture covering 2016 and 2017 and the style of authoritarian

governance at the university.

T-test results as per title group

Examining significant differences in organizational stress by title group,
significant differences were not found in this category (p=0.287 and p>.05).
Therefore, the H2.1 hypothesis that “there are significant differences in

masculinity dimension according to the title group”, is rejected (Table 199).

Examining significant differences in power distance as per title group,
significant differences were found in this dimension (p=0, p<.05). Examining
the table, it can be seen that academic staff’s arithmetic mean is 2.5807, and
administrative staff's arithmetic mean is 2.8645. Comparing arithmetic
means, it can be seen that arithmetic means of academic staff are lower than
those of administrative personnel. Therefore, the H2.2 hypothesis that “there
are significant differences in power distance dimension according to the title
group”, is accepted (Table 200). Considering avoiding uncertainty dimension,
significant differences were found according to title group (p=0 p<.05).
Therefore, the H2.3 hypothesis that “there are significant differences in
avoiding uncertainty dimension according to the title group”, is accepted
(Table 201).

Examining significant differences in individualism by title group, significant
differences were not found in this category (p=0.001 and p>.05). When the
arithmetic means are examined, it can be seen that academic staff’'s
arithmetic mean is 3.8132, and administrative staff's arithmetic mean is
3.6071. Comparing arithmetic means, it can be seen that arithmetic mean of
academic staff is higher than that of administrative personnel. Therefore, it

was determined that the H2.4 hypothesis that “there are significant
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differences in avoiding individualism/collectivism according to the title group”
Is accepted (Table 202).

Long-time focus; examining significant differences by title group, significant
differences were found according to title group (p=0.002 p<.05). When the
arithmetic means are examined, it can be seen that academic staff’s
arithmetic mean is 3.8801, and administrative staff's arithmetic mean is
3.6917. Comparing arithmetic means, it can be seen that arithmetic mean of
academic staff is higher than that of administrative personnel. Therefore, it is
determined that the H2.5 hypothesis that “there are significant differences in

long-time focus dimension according to the title group”, is accepted (203).
Organizational and perceived stress by title, t-test results

Examining significant differences in organizational stress by title group,
significant differences were not found according this group (p=0.398 and
p>.05). Perceived stress did not make a significant difference in value ranges
(p=0.585 and p>.05) (Table 208, 209).

Time dimensions by title group, t-test results

Examining significant differences in time planning by title group, significant
differences were found (p=0, p<.05). When the table (210) is examined, it
was found that academic staff's arithmetic mean is 3.6486, and
administrative staff's arithmetic mean is 3.2896. Comparing arithmetic
means, it can be seen that arithmetic mean of academic staff is higher than
that of administrative to be. It is a known fact that academic staff use time
more planned in all their work. The planned use of time is in the nature of the
academic world while climbing on the academic career ladder. Therefore, the
arithmetic mean of administrative personnel can be explained by the nature

of the work that is lower than that of academic staff.

When significant differences in time attitudes were investigated by title group,
significant differences were determined in this size (p=0.001, p<.05) (Table

211). Examining significant differences in time-consuming by title group,
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significant differences were not found in time-consuming according title group
categories (p=0.303 and p>.05) (Table 212).

When the perception of inadequate self-sufficiency is examined by title
group, significant differences were not found (p=0.415 and p>.05) (Table
214). Again, examining significant differences between stress/discomfort
perception as per title group (p=0.612 and p>.05), no significant differences
were found (Table 215). Examining significant differences in perceived stress
by title group, significant differences were not found (p=0.847 and p>.05)
(Table 216).

Examining significant differences in work load as per title group, significant
differences were found in this dimension (p=0, p<.05). Examining the table, it
was determined that academic staff's arithmetic mean is 3.3983, and
administrative staff's arithmetic mean is 3.2186. Comparing arithmetic
means, it can be seen that arithmetic mean of academic staff is higher than
that of administrative personnel. According to this result, the workload of
academic staff in both types of universities shows that the workload is high. It
is a well-known fact that academicians carry out both course loads, academic

studies and administrative activities together.

Examining significant differences in control dimension as per title group,
significant differences were found as per this category (p=0, p<.05). When
the table is examined, it was determined that academic staff's arithmetic
mean is 3.7265, and administrative staff's arithmetic mean is 3.4152.
Comparing arithmetic means, it can be seen that arithmetic mean of
academic staff is higher than that of administrative personnel (Table 218).
Examining significant differences in social support by title group, significant
differences were not found in social support categories at (p=0.07 and p>.05)
level (Table 219).

Organizational stress; examining significant differences by title group,
significant differences were found according to title group (p=0 p<.05). When
the table is examined, academic staff's arithmetic mean is 3.7277, and

administrative staff's arithmetic mean is 3.528. Comparing arithmetic means,
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it can be seen that arithmetic mean of academic staff is higher than that of
administrative personnel. From here, the fact that academic staff experience
more organizational stress than the administrative staff. Examining significant
differences in culture as per task title, significant differences were not found
in culture dimension (p=0.078 and p>.05) (Table 221).

Analysis of mediating role via structural equation model

Chi-Square Goodness, RMSEA (Root Mean Square Error of Approximation),
GFI (Goodness Of Fit Index), AGFI (Adjusted Goodness Of Fit Index), RMR
(Root Mean Square Residual), SRMR (Standardized RMR), CFl
(Comparative Fit Index), NFI (Normed Fit Index), RFI (Relative Fit Index), IFI
(Incremental Fit Index) fit indices were applied for the DFA in this thesis
dissertation. To determine whether the structure of scale complies with the
theoretical structure, the degree of freedom and chi-square values were
examined from the adaptation indexes that emerged as a result of the
analyses. The value obtained by calculations showed that the model had
perfect fit. If 2/Sd<5, it is suitable, if x2/Sd <3, it is good, and if x2/Sd <2, it
can be said that there is perfect fit. If the 2/Sd value is below 2.5 for studies
that are not large in terms of sample, it is considered an indication of the
perfect fit of the scale (Kline, 2011)

Examining the confirmatory factor analysis related to Hofstede’s cultural
dimensions, it is observed that the culture consists of five sub-dimensions.
According to the results of the model summarized in Table 228, it can be

seen that the model provided perfect fit criteria.

Correlation Analysis

Pearson correlation analysis is used to examine the relationship between
variables. To mention a statistically significant relationship between the two
variables, correlation shifts must be significant (p<0.05). Correlation
coefficient show the level of the relationship. As can be seen in Table 235,
the shows, the correlation between Hofstede culture and perceived stress is
insignificant; the correlation between time management and perceived stress

Is significant; the correlation between time management and Hofstede culture
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Is significant; the correlation between organizational stress and perceived
stress is insignificant; the correlation between organizational stress and
Hofstede culture is significant; and the correlation between organizational
stress and time management is also significant. The fact that the correlation
coefficient is greater than 0.70 indicates a high level of correlation between
variables, thus creating a problem.

KMO and Barlett t Test Results for organizational stress scale

It can be seen that .828 KMO value seen in Table 228 is over the
recommended values. In the study, the Barlett Sphericity test value was
found significant at .00 level (Chi-square= 3471.303; df=136; p=.000). These
values have revealed that factor analysis can be done. Since Cronbach’s
Alpha value of the scale is .813, it is possible to say that the reliability of data

on the scale is quite high.

7.2 Recommendations
7.2.1 Recommendations for Future Research

This research was conducted only on a working group of university
employees who worked at Near East University and Hakkari University in
Cyprus and volunteered for the research. Therefore, it will be useful to test
validation and reliability analyses on the data obtained from different sample
groups. It should not be kept out of sight that our scale is based on the
dimensions of Hofstede culture. Apart from the university environment,

academic contributions to the measuring power of the model may be needed.

Similar to our research, researchers will make great contributions to the
writing, which includes many different variables, such as the level of success
that will enable the effect of cultural mediators, such as the psychological
capital, motivation and burnout levels of employees, job satisfaction, self-
sufficiency, cognitive and sensory characteristics, emotional or organizational
intelligence, internal control focuses, multicultural education practices,
addictions, non-functional attitudes, corporate culture, interaction with

stakeholders.
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The quantitative nature of the research will also pave the way for qualitative
research on culture and performance. Given that our research model cannot
be applied as standard in every institution and should be designed according
to that institution, the necessity of qualitative studies in the harmonization
phases will be further understood.

It will contribute greatly to the field literature taking comparative evaluation of
management and leadership styles based on specific performance indicators
such as the role of organizations that have achieved success in the fields of
activity, the role of culture in management styles, how cooperation between
human resources and stakeholders that achieve success, and how
leadership styles arise in success.

7.2.2 Recommendations for Practitioners

Strategies that play a proactive and integrated role in adapting to the
changes and changes faced by organizations are a dynamic structure
developed as a result of certain analyses (Yal¢gin and Seker, 2016).
Therefore, the reflection of social culture on organizational culture should be
managed through interactive communication channels (Fang et al., 2011) in
organizations formed by coming from different cultures, taking into account
that social culture occurs over time with interactive processes defined

according to the meanings shared in the organization (Lee et al., 2015).

It is important that managers approach the organizational problems they face
while performing their management functions from a point of view of
“organizational behavior” (Bayram, 2017; Seker et al., 2019). This will also
provide a cornerstone of the strategies and policies they will develop in order
to ensure the continuity of the organization according to today's competitive

conditions.

Mechanisms should be developed to enable educators with a lot of internal
control and personal creativity to take the initiative against restrictions and
negativity (Cayirdag, 2017). Leaving the authority of the administrator to
other business people at the university is a respect, and trust expression for

those who work at the same time supporting group processes and
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collaborations. Thus, the university’s current leadership capacity will be
improved (Chamberland, 2009).

Political and legal mechanisms should be developed and encouraged in
universities in educational and educational activities. By taking advantage of
the expertise and capabilities of academicians, it will be even stronger with
joint decisions taken as a result of strategic alliances through effective and
functional communication channels with business stakeholders involved in
the process of problem solving problems with functional teams. In this way,
the burdens arising from administrative activities of managers who are
authorized and responsible in the institutional and formal sense will be

reduced.

Practitioners should develop practices that reduce the level of work plan and
organizational stress, without keeping out the mind of how cultural values

affect behavior and why individuals in a culture behave in a certain way.
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Annex 1. Survey Form

Dear Participant, we would like to thank you in advance for helping us by answering
your survey for academic purposes.

(1) 18-30 (2 31-40 (3) 41-50 years  (4) 51-60 years old (5) 61 years old and older
years old years old old
Gen (1) Female () Male Your (D State (2) Private
Educ (1) Verbal Field (2 Science (3 Maths &
ation Field Literature
Total Work Experience (1) 0-10 Years (2) 11-20 Years  (3) 21-30 Years (@ 31 years and
higher
Task Duration in your @ 0-10 Years @ 11-20 Years @ 21-30 Years @ 31 years and
Current Work higher
@ (2) Tech./Health. ® - .
Task Contracted Personnel Administrativ (&) Audit/Coun. Serv. (® Manager
Title e Serv.
® (7) Expert (9) Assoc.Dr. Prof.Dr
Res.Asst./ Asst.Prof.Dr.
Choose the option that best reflects your point of view, > ”gJ %
feelings or thoughts. & 1 U 7 <
> x = F =
L < (@) LL —
Pz 0 d n un O <
1 Would you set a number of goals for the institution for the € @ ® @ 6
2 Will you plan your day before the day begins? € @ ® @ 6
3 Do you spend time planning every day? € @ ® @ 6
4 Would you set out a number of purposes for that week at the ) @ ® @ 6
5 Do you program activities that you have to do on a daily basis? D @ ® @ 6
6 Is it clear what you want to achieve for the next week? D @ ® @ 6
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