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Abstract

Individuals form attributions to make a better sense of the causes of particular
events. This process of assigning causality has been subject to research by
the virtue of the attribution theory. Even though attribution theory appears
to be generalizable and applicable to many contexts, its implications
for organizational research have remained understudied. The purpose
of this review is to provide an understanding of the way employees form
attributions about their organizations as a whole. To clarify the application
of attribution theory in an organizational context, specific elements that
constitute organizations are taken into consideration. Integrating these
organizational elements and their attributional implications is aimed to
ensure a comprehensive insight into organizations from an attributional
standpoint. In addition to providing an integrative approach concerning the
current literature on organizational attributions, this review contributes to
the literature by combining organizational elements in consideration of their
attributional outcomes.

Introduction

Attribution theory suggests that individuals engage in a process of forming
attributions as they seek to identify the causes of certain outcomes, in some
way acting as “naive scientists” (Heider, 1958). Attributions manifest
themselves as a core component of individuals’ cognitive processes such that
they form a basis for how individuals perceive, assess and interpret their
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experiences. To put it in a broader sense, individuals make a continuous effort
to make sense of their surroundings, thus the world. They subsequently
label the events that they have been exposed to and these labels constitute
the attributions that determine the emotional and behavioral responses that
individuals display when they encounter various outcomes (Dasborough &
Ashkanasy, 2002; Martinko, Harvey & Douglas, 2011).

Even though attribution theory seems to be generalizable and applicable
to many situations in life, organizational research still has more ground
to cover in utilizing this theory in understanding organizational life and
dynamics that shape employees’ perceptions. In light of this need for more
extensive integration, this chapter aims to explore extant research on the
nature of attributions formed in organizational contexts, in particular, those
made by employees regarding the organization itself. Since the literature
contains rather specific approaches to the link between attribution theory
and organizations, elements that make up the organizational context will be
examined concerning their relation to attributional processes. By doing so,
we hope to enable the integration of these elements to view organizations as
a whole through an attributional lens.

Attribution Theory: The Basics

Individuals form attributions to make a better sense of the causes
of particular events. In order words, they evaluate causality for certain
outcomes and subsequently label those events based on their perception
of responsibility (Lord & Smith, 1983). From an attributional standpoint,
this concept of responsibility corresponds to the locus of causality which
simply states whether the cause of the outcome is perceived to be internal
or external (Kelley, 1971). If an internal attribution is formed, the cause of
a particular outcome simply relates to the self. On the other hand, if the
cause is perceived to originate externally, it would inherently be attributed
to another factor that is outside of the self. A focus on the self is critical in
determining how causality is evaluated and assigned (Martinko & Harvey,
2009). Various frameworks of attribution theory assert dimensions that can
be linked to the organizational context, thereby expanding the scope of the
theory. However, two major frameworks developed by Kelley (1971) and
Weiner (1985) will be discussed in this chapter. These frameworks have
been subject to research over the past decades and they certainly entail more
attention in organizational research.

Kelley’s dimensions of information are critical in locating causes for
particular outcomes. According to this model, individuals extract information
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from events based on their “consistency”, “consensus”, and “distinctiveness”.
Consistency refers to the covariation of a behavior or a response across
different points of time. If an event occurs on various occasions across
time, this indicates that a particular event is high in consistency. Consensus
points out whether a situation is experienced by everyone or is particular
to an individual. If it indeed happens to everyone, it corresponds to a high
level of consensus. Finally, distinctiveness raises the question of whether a
behavior is specific to an event or is observable across many situations. High
distinctiveness is characterized by the specificity of behavior in response
to a particular situation (Eberly et al., 2011; Dasborough & Ashkanasy,
2002; Martinko, Harvey & Douglas, 2007). Evaluation of these dimensions
eventually explains variations in behaviors and results in the formation of
attributions for causality based on these explanations (Lord & Smith, 1983;
Harvey et al., 2014).

Weiner’s framework expands the conception of attribution theory in
explaining whether an attribution is dispositional or situational. As opposed
to the dimensions asserted by Kelley, Weiner’s dimensions emphasize the
affective and behavioral aspects of these attributions (Harvey et al., 2014).
The nature of these attributions is determined by four dimensions: locus
of causality, stability, controllability, and globality (Eberly et al., 2011). In
addition to the definitions provided above, stability refers to whether a
situation is permanent or not, while controllability demonstrates the extent
to which the course of an event is in an individual’s power (Spector &
Fox, 2010; Harvey et al., 2014). In organizational terms, task difficulty
is often assumed to be uncontrollable, whereas effort is perceived to be
controllable. As for globality, it reflects how the effect of a causal factor
varies across situations. For instance, while personality diffuses in every
situation, task-specific abilities influence a limited range of outcomes
(Harvey et al., 2014).

In addition, intentionality is often classified as an integrated dimension
that encompasses the locus of causality and controllability dimensions. In
other words, when a behavior is perceived to be internal and controllable,
a presumption that highlights the intentional nature of that particular
behavior is often formed (Martinko, Harvey & Dasborough, 2011; Harvey
et al., 2014). The issue of intentionality will be further discussed in the
following sections since it generates critical consequences regarding how
members perceive the leaders’ behaviors that are often identified with the
organization itself.
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Member Characteristics: Attribution Styles, Emotional
Intelligence, and Tenure

To have a better understanding of how individuals perceive and interpret
organizations as a whole, we first need to identify individual differences that
contribute to the attribution formation process. These discrepancies often
impact the accuracy of attributions and may result in certain attributional
conflicts among parties as well as attributional biases such as fundamental
attribution error (Harvey et al., 2014; Ross & Fletcher, 1985). Thus, it
is critical to acknowledge member characteristics as a mediating factor in
forming attributions about organizations.

The major factor that induces attributional biases by causing attributions
to lack accuracy is attribution styles that emerge to be trait-like differences
(Martinko, Gundlach & Douglas, 2002). These varying tendencies extend
across situations and deeply influence behaviors as attributions come before
behaviors in many cases (Martinko, Harvey & Dasborough, 2011; Lord &
Smith, 1983; Hodgkinson, 2003). There are three main attribution styles
denominated as optimistic, pessimistic, and hostile attributional tendencies.
Individuals with an optimistic attribution style tend to attribute their
success to internal and stable causes, whereas they seek causality in external
and unstable factors for their failures. This tendency may ground future
disappointments since individuals with an optimistic attribution style may
overestimate their capacity (Martinko & Harvey, 2009; Martinko, Gundlach
& Douglas; 2002). Thereby, it can be inferred that these individuals might
blame their organization for negative outcomes, even though this attribution
may not prompt aggression and counterproductive work behavior due to
the perceived instability of the situation. On the other hand, individuals
with a pessimistic attributional tendency display the exact opposite pattern
while attributing causality. When encountering undesirable outcomes such
as failure, they tend to base causes on internal and stable factors. Moreover,
they attribute their successes to external and unstable causes, and this may
boost feelings of inefficacy (Martinko & Harvey, 2009). Lastly, a hostile
attribution style is one of the biggest sources of conflict in organizations.
Individuals who possess hostile attributional tendencies attribute negative
and undesirable outcomes to external and stable causes (Martinko, Gundlach
& Douglas; 2002). Thus, they may blame their supervisors or even direct
their anger toward the organization itself when they face negative outcomes.
This tendency may shape their perception of the organization so that they
may misattribute the true intent of the organization as if they are being
victimized (Dasborough & Ashkanasy, 2002).
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Emotional intelligence is a critical factor that influences the accuracy
of member attributions of a leader’s intents and behaviors. Dasborough
and Ashkanasy (2002) assert that emotions play an undeniable part in the
attribution-forming process. Emotional intelligence involves an individual’s
ability to evaluate and interpret certain behaviors and, subsequently,
attribute correct intentions to these behaviors. Individuals with higher
emotional intelligence are less likely to be manipulated, thereby they can
perceive and analyze events more realistically. In this sense, it can be inferred
that attributions formed by high emotional intelligence individuals are more
reliable.

Another member characteristic that causes variations in the process of
forming attributions is tenure. New members of an organization are more
susceptible to interventions by the leader, such that their attributions of
malevolent intent may be shaped with the help of the right impression
management tactics. On the other hand, those with more experience are
significantly more resistant to deception and manipulation (Dasborough
& Ashkanasy, 2002). Hence, it seems more likely for new members to
form positive attributions about the organization than more experienced
ones. Moreover, Kale and Aknar (2020) assert an association between
job satisfaction and attribution styles such that positively attributing
to successes results in higher levels of job satisfaction as well as job
performance.

Attributions and Motivational States

Attributional tendencies may evoke certain motivational states that have
crucial consequences for the organization and individuals themselves. Four
motivational states (i.e., learned helplessness, aggression, empowerment,
and resilience) and the attributional tendencies that prompt them are critical
in understanding the underlying dynamics that shape counterproductive
work behavior and organizational citizenship behavior.

Attributions formed in the motivational state of learned helplessness can
be linked with the pessimistic attribution style. External barriers to success
can be misinterpreted to be internally caused and stable. These external
barriers might be organizational rules and norms that promote learned
helplessness (Martinko & Harvey, 2009).

Aggression is the motivational state that could result in the most
detrimental outcomes for organizations. Aggression can be approached
from a hostile attribution style perspective since individuals with this
tendency often attribute external and stable causes for undesirable outcomes
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(Martinko, Gundlach & Douglas, 2002; Martinko & Harvey, 2009). These
hostile tendencies might prompt individuals to direct aggression toward
the perceived guilty party that has been attributed responsibility regarding
negative outcomes. Thus, aggression might be manifested in the form of
counterproductive work behavior due to the misinterpreted intent of the
leaders as well as organizations (Brees, Mackey & Martinko, 2003). The
issue of aggression along with its relation to counterproductive work
behavior will be further addressed since it is key to understanding negative
attributions employees form about organizations.

Not all motivational states are as negative as those discussed above.
For instance, empowerment displays common characteristics with the
optimistic attribution style. As in optimistic tendencies, internal and
stable causes are attributed to successes and vice versa for failures. As
positive as it sounds, this tendency might cause disillusionment and
set employees up for disappointment due to their high expectations
(Martinko & Harvey, 2009). Thus, empowered individuals may form
external attributions for undesirable outcomes and blame organizations
for their failure. Furthermore, attributions of intentionality might play
a role in the process of making sense of undesirable outcomes. That is
to say, when empowering practices are not supported by organizational
practices, individuals may negatively interpret the autonomy they hold
such that they might doubt the intentions of the organization. As a result,
they may hold the organization accountable for their failures while being
empowered because of the lack of organizational support. Consequently,
this may create negative attributions about the organization and its
intentionality. In other words, individuals might develop a perception
about the intentions of the organization such that the organization does
not value the well-being of its employees as empowering practices are
being implemented. Additionally, since the effects of attributions intensify
over time, it can be inferred that the unstable nature of these attributions
may gain stability after reoccurrences of failure (Harvey et al., 2014;
Martinko, Harvey & Dasborough, 2011).

As regards resilience, it appears to be the most favorable motivational state
among those discussed above. Since it is shaped by unbiased and accurate
attributional tendencies, it can be linked to high emotional intelligence.
Moreover, it might alleviate the negative results of other motivational states
(Martinko & Harvey, 2009). Thus, it is probable for resilient employees
to form accurate attributions about the true intents of leaders and, thereby
organizations.
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Aggression and Counterproductive Work Behavior

A critical question to be addressed is why some employees engage in
aggression while others do not when they confront the same situation
(Brees, Mackey & Martinko, 2003). As discussed above, aggression stems
from external and stable attributional tendencies in response to undesirable
outcomes. Besides, it may be manifested in two ways: instrumental and
hostile aggression. As Martinko and Harvey (2009) explain, the perceived
intentionality of the external entity that caused a negative outcome determines
which form of aggression will emerge. What concerns our discussion is
hostile aggression due to the attributional dynamics that contribute to its
emergence as well as its possibility of inducing deviant behavior.

Workplace deviance may arise in two forms, being either retaliatory or
self-destructive. A causal reasoning process in interpreting negative outcomes
can provoke these responses (Martinko, Gundlach & Douglas, 2002).
Particularly, when certain trigger events occur, individual attributions will
determine the way they are evaluated. These individual attributions rely on
the affective reaction that is produced in response to an outcome or a trigger
event. Positive or negative affective reactions will lead to a causal reasoning
process in which a cause is assigned to these outcomes and subsequently,
attributions will be formed. These attributions will be regarding the
internality, stability, controllability, and intentionality of the origin of the
identified cause (Brees, Mackey & Martinko, 2003; Martinko, Gundlach &
Douglas, 2002). If this cause is attributed to external, stable, and intentional
factors, it may induce aggression. Moreover, if the organization is perceived
as guilty as a result of this causal attribution process, employees may
respond in a retaliatory manner such as counterproductive work behavior.
Consequently, an attributional justification will take place, solidifying the
perceived causality and attributions in many cases (Spector & Fox, 2010;
Brees, Mackey & Martinko, 2003).

Martinko, Gundlach, and Douglas (2002) further clarify how the causal
reasoning process leads to the formation of attributions that result in
counterproductive work behavior. They provide an explanatory paradigm for
understanding how situational and individual factors are integrated during
cognitive processing that leads to counterproductive work behavior. In their
model, a two-stage process is identified. Initially, a perceived disequilibrium
exists in the workplace. Soon after, individuals evaluate and interpret this
disequilibrium through a causal reasoning process. Consequently, they
will form attributions regarding the cause of the disequilibrium and these
attributions are critical in predicting counterproductive work behavior. If
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the workplace outcomes are perceived as unjust, individuals may identify this
disequilibrium with the organization itself. This might result in retaliatory
responses that are intended to harm the organization. Considering all
these, attribution theory offers a comprehensive approach to understanding
workplace aggression and counterproductive work behavior (Brees, Mackey
& Martinko, 2003; Spector & Fox, 2010).

Authenticity and Organizational Citizenship Behavior

Authentic behavior in organizations can be approached from an
attributional perspective as well. Organizational context is a crucial
determinant of how employees attribute authenticity to their leaders and the
organization. Ambiguity in organizations may cause employee attributions
to be distorted, biased, and unethical because ambiguous situations are often
attributed to external and unstable origins. On the other hand, transparency
in an organizational context may help encourage authentic behavior
(Harvey, Martinko & Gardner, 2006). In addition, the perceived sincerity
of the organization plays a critical role in eliciting organizational citizenship
by bringing out sympathy. Correspondingly, Taslak and Dalgin (2015)
assert that the level of organizational cynicism is significantly associated
with attributional tendencies. For instance, as organizational cynicism
perceived by individuals increases, their tendency to attribute failures to
external factors will parallelly increase. Considering the two-way nature
of this association, it can be argued that individuals who attribute their
successes and failures to internal factors would experience lesser levels of
organizational cynicism. Attributing uncontrollable and internal causes does
not only reinforce organizational citizenship behavior but might also act as
a factor that moderates counterproductive work behaviors (Spector & Fox,
2010). Thus, the more transparent and sincerer the organization appears to
be, the more positive attributions will be formed about it by the employees.

Contextual Factors: Organizational Culture, Politics, and Change

Organizational cultures impose norms on employees to promote desirable
behavior that is preset by the organization. Thereby, the appropriateness
of certain behaviors is determined by organizational norms. For instance,
some organizational cultures may favor oppositional environments and even
reward aggressive responses (Brees, Mackey & Martinko, 2003). Factors like
this may distort preexisting positive or negative employee attitudes and shape
the attributions employees make about the motives of the organization.
Acknowledging preexisting employee attitudes toward the organizational
culture is critical because there is an ongoing process of forming attributions.
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Thereby, employees continuously reevaluate and interpret their environment,
and this contributes to the way they perceive their organization (Harvey et
al., 2014; Dasborough & Ashkanasy, 2002).

Organizational politics is also a determinant of what type of attributions
employees make about organizations. The political environment in an
organization is often considered to be a situational factor that shapes
employee attributions about ethical leadership (Li et al., 2015). Since leaders
and their motives are often identified with the organization, employees’
perception of ethical leadership would directly lead to their attributions
about organizations. For example, Li et al. (2015) assert that employees
who perceive the environment to be more political displayed more positive
attributions when they observed their leader to be ethical. These individuals
also exhibited higher levels of affective organizational commitment. However,
when they perceived their leader to be unethical, they had more negative
attributions than those who considered the environment to be less political.
These findings have critical implications regarding the way organizational
politics may influence employee attributions about organizations. If the
organization is perceived to have a more political environment, employees
would form positive attributions about it when they observe ethical
organizational practices. In a sense, organizational politics emerges as a
moderator of employee attributions.

During periods of organizational change, cynicism may become a
problem. Wanous and Reichers (2004) approach this issue of cynicism from
an attributional perspective. They specity cynicism about organizational
change as an integration of pessimism and a dispositional attribution. Since
individuals with a pessimistic attribution style tend to favor internal causes
for failures, it makes sense to consider the issue of cynicism as a combination
of pessimism and dispositional attributions. Cynicism about organizational
change often interacts with attributional processes and influences employees’
perceptions of leaders and organizations. As Wanous and Reichers (2004)
clarify, cynicism about specific situations tends to extend and become general
cynicism. Thus, it can be inferred that cynicism about organizational change
might transcend and manifest as cynicism about the organization as a whole.

Relational Attributions

Teams and groups, thus, relationships constitute the core of organizational
life. Eberly et al. (2011) argue that organizational research on attribution
theory had an emphasis on either internal or external aspects of attributions
and failed to consider a relational dimension. They assert that this relational
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dimension is neither based on internal and external distinction nor is a
combination of these two. It is rather something beyond internality and
externality that emerges as a third locus of causality. With respect to Kelley’s
dimensions, relational attributions are formed when there is low consensus
and when distinctiveness and consistency are high (Eberly et al., 2011). As
employees report being in harmony with their coworkers, in terms of their
attributions, their attitudes toward the organization tend to be more positive
(Kristof-Brown, Zimmerman & Johnson, 2003). Therefore, it is critical to
understand the impact of relational attributions on employees’ perceptions
of the organization.

Attributions of Leadership: Intentionality and Leader-Member
Relationships

Leaders are often perceived to reflect the organizations and are identified
with them. In a way, in the eyes of employees, leaders are organizations
coming into existence. Hence, as the employee attributions about the
leader’s intentions and motives are being formed, we can assume a direct
link to the organization if the employees indeed identify their leader with
the organization. As discussed in the previous sections, individuals make
sense of others’ intentions and underlying motives as they seek to determine
causality. These underlying motives and intentions reflect the causes of
behavior, constituting the core of attribution theory (Dasborough &
Ashkanasy, 2002). In an organizational context, employees view their leaders
as a representative of the organization as well as its intentions and motives.
For that reason, the way they perceive their leader’s intentions may help us
understand the way they evaluate the intentionality of the organization. In
general More importantly, understanding the attributions employees make
about their leader’s intentions can further reveal implications regarding our
main discussion, the way employees form attributions about the organization
itself.

Organizational research has neglected the attributional process of
how members make sense of, interpret and label their leader’s behaviors
(Martinko, Harvey & Douglas, 2007). Nonetheless, the perceived intentions
of the leader can be attributed to the intentionality of the organization. The
assignment of tasks and responsibilities shapes the way employees evaluate
their leader’s intentions. For instance, employees may assume that they are
being used or exploited after they are assigned a task and they might blame the
organization for exploiting them. On the other hand, they may think that the
task they are assigned contributes to their professional development, thereby
displaying positive attitudes toward both their leader and the organization
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(Dienesch & Linden, 1986). An approach concerning organizational justice
may be beneficial in clarifying the way employees perceive the objectivity
of organizational practices. In a broad sense, organizational justice refers to
the fairness of organizational practices and their implications (Moorman,
1991). Out of three types of organizational justice (distributive, procedural,
and interactional), employee perceptions of distributive and procedural
justice can help us understand the attribution formation process after task
assignment and subsequent outcomes. More specifically, distributive justice
is concerned with the fairness of the outcomes, whereas procedural justice
mainly relies on the fairness of the processes through which outcomes
are assigned (Colquitt et al., 2001). In terms of distributive justice, if
an employee thinks that the allocation of outcomes among employees is
unfair considering the varying effort each individual has put in, it can be
interpreted that certain organizational practices lack distributive justice.
Consequently, employees may sense exploitation since their managers do not
reward individuals accordingly. As discussed above, this may move beyond
the intentionality of the leader and manifest itself as negative attributions
regarding the organization as a whole. As for procedural justice, if a
manager favors employees whom she/he has closer personal relationships
with regardless of the quality of their work, another employee who observes
this might think that the organizational procedures are devoid of justice
because the decision-making process that leads to the allocation of outcomes
is biased. In line with the attributional implications of distributive justice,
when employees perceive a lack of procedural justice in the organization, it
would directly cause them to form negative attitudes toward the organization
itself. Additionally, perceived procedural justice represents the fairness of the
organizational procedures (Colquitt et al., 2001). This fact further forms
the basis for the generalizability of the attributions regarding organizational
justice practices into broader attributions about the organization as a whole.

Leader-member relationships shape the way members make attributions
regarding their leader’s behaviors. However, this process has a reciprocal
nature such that member attributions affect the quality of leader-member
relationships (Dasborough & Ashkanasy, 2002; Dienesch & Linden, 1986).
From a relational attribution perspective, it can be inferred that higher-
quality relationships between leaders and members may urge employees
to develop positive attributions about the organization. Correspondingly,
leader-member exchange (LMX) theory highlights the reciprocal nature
of the interactions and the subsequent expectations that emerge between
employees and their managers in an organizational context (Wayne, Shore
& Linden, 1997). What determines the quality of this social exchange is
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indeed the reciprocity as well as the perceived distance of the interpersonal
relationships. Furthermore, this reciprocity extends to a mutual concern over
self-interest and for that reason, as employees observe their leaders care about
them as much as they are concerned for their leaders and the organization,
the quality of LMX would be solidified (Davis & Gardner, 2004). Since
our discussion concerns employee attributions regarding the organization,
LMX and its effects on organizational attributions will be interpreted from
an employee perspective. Indeed, Davis and Gardner (2004) point out the
impact LMX might have on how employees form attributions about the
organization as it shapes the perceptions about the leader and, consequently,
regarding the organization itself. In explaining how these organizational
attributions are formed, they further emphasize the importance of the
distance within LMX and argue that close leaders would obtain a more
positive reputation among employees. They assert that this is due to the
frequency of the social exchange that occurs between the manager and
employees as the leader continuously provides information and resources.
Additionally, in close leader-member relationships, what determines negative
perceptions to extend to organizational attributions is the leader’s inability
to detect member expectations and fulfill these expectations. As for distant
LMX relationships, there might be a collective tendency among employees
to form negative attributions about the leader and the organization as a
whole (Kramer, 1994; Davis & Gardner, 2004). Moreover, due to the
distant nature of these types of leader-member exchange, negative employee
attributions may persist as necessary information to change these tendencies
is not successfully shared by the leader. This situation might eventually
harm the reputation of the leader and jeopardize the way through which
employees view the organization.

Furthermore, previous interactions between leader and member also
shape the way members form attributions of their leader’s intentions and
underlying motives. These previous interactions can be evaluated using
Kelley’s attributional dimensions of consistency, distinctiveness, and
consensus which employees develop while forming attributions (Dasborough
& Ashkanasy, 2002). Nevertheless, the potential for fundamental attribution
errors should be acknowledged at this point. Individuals are inclined to
form dispositional attributions for others’ behaviors whereas they attribute
to situational factors for their own behaviors (Ross & Fletcher, 1985).
Employees’ tendency to make fundamental attribution errors might indicate
that even if they observe entirely situational consequences which they perceive
to be caused by their leader, they may make dispositional attributions for the
organization. In other words, the fundamental attribution error is certainly
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applicable in an organizational context as it extends to attributions regarding
the organization itself. Additionally, the quality of LMX has implications
regarding the fundamental attribution error. As Davis and Gardner (2004)
clarify; employee expectations play a crucial role in attributing causality to
situational versus dispositional factors. If the leader’s behaviors are in line
with the expectations of employees, a situational tendency will emerge.
On the other hand, if a leader’s actions contradict employee expectations,
dispositional attributions will be favored. Consequently, organizational
practices may be interpreted in merely dispositional terms and employees
might disregard situational factors (Kramer, 1994). As a result, the
organization may emerge as an entity to blame or praise.

Implications for Management

Management of employee interpretations of organizational events and
their attributions about the organization might be tricky since individual
attributional tendencies and characteristics get involved in this process.
Thereby, managers should continuously monitor employee evaluations of
organizational events so that they can have a sense of the type of attributions
they form about the organization. Once the nature of employee attributions is
discovered, managers can train employees to transform negative attributions
into productive ones (Brees, Mackey & Martinko, 2003). Attributional
retraining can be beneficial in this process to make employees aware of their
attribution styles and biases, allowing them to regulate their attributional
tendencies. By doing so, employees may also gain a sense of empowerment
as they become aware of and adjust their attributions. There are two methods
to enable attributional retraining. The first one is to involve a third party to
observe and give feedback about the employee attributions. The other one is
to make a room for comparison such that individuals can observe others in
similar situations and view how others behave in those particular situations.
Consequently, they may detect a situational factor that shapes their behavior
instead of a dispositional one (Harvey, Martinko & Gardner, 2006; Brees,
Mackey & Martinko, 2003).

Another key issue in shaping individuals’ attributions about organiza-
tional events is the justification of a particular event. When individuals make
attributions of malevolent intent, they may be prone to blame the perceived
responsible party. However, if a justifying explanation is ensured, their at-
tributions can be altered with an emphasis on situational factors (Spector &
Fox, 2010). Considering organizational justice, in particular, informational
justice can help establish justifications for organizational events. Informa-
tional justice stands for the effectiveness and persuasiveness of the justifica-
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tions provided by the management as a response to unfavorable outcomes
(Roberson & Stewart, 2006). In addition to the necessity of justifying ex-
planations, these explanations should be authentic, genuine, and sincere
(Cheung, 2013). Explanations provided through informational justice
might alleviate negative reactions toward certain organizational outcomes
(Skarlicki, Barclay & Pugh, 2008). Consequently, the formation of negative
attributions about the organization can be hindered. Implementation of in-
formational justice practices can further encourage employees to form pos-
itive attributions about the organization, resulting in more trust and even
heightened organizational citizenship behavior (Cheung, 2013).

Correspondingly, providing accurate and comprehensive information
to employees is critical in shaping their attributions about organizational
events, such as organizational change. Cynicism about organizational
change and employee pessimism might be caused by a lack of information.
By eliminating misinformation, managers can challenge negative employee
attributions (Wanous & Reichers, 2004). Forming an organizational image
that values integrity and ensures justice can further help management deal
with organizational cynicism. Furthermore, employees’ expectations from
the organization should not be dismissed and instead, these individual
anticipations should be interpreted in terms of a psychological contract
between employees and the organization (Johnson & O’Leary-Kelly, 2003;
Davis & Gardner, 2004). It should be acknowledged that violations of this
psychological contractwould resultin negative perceptions of the organization.
In addition, the contagiousness of cynicism through socialization should
be noted. Just like any other cognition, organizational attributions may
transmit within groups of employees and may result in collective distrust
or cynicism (Kramer, 1994). The collective attributions can be difficult to
manage in the presence of a distant leader-member exchange because of
the diminished capacity to challenge existing attributions and reputations
regarding both the leader and the organization (Davis & Gardner, 2004).
To resolve the problem of contagious cynicism, the management should
continuously reassure employees concerning the integrity and fairness of the
organization (Kramer, 1994).

Concluding Remarks

To sum up, attribution theory yields considerable organizational
implications. The reality that it has been underutilized in organizational
research does not change the fact that it applies to an organizational context.
As employees seek to assign causality to certain outcomes, they perceive,
evaluate, interpret, and subsequently label the causes of these outcomes,
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being either internal or external in addition to dispositional or situational.
Several factors contribute to this attribution formation process: consistency,
consensus, and distinctiveness, or, locus of causality, stability, controllability,
and globality. Identifying each of these factors help individuals make sense
of their surroundings and consequently form attributions about the world
and their encounters. In an organizational context, employee characteristics
are also determinants of the way through which organizational attributions
are formed. Three individual characteristics that shape the way employees
perceive the organization are attribution styles, emotional intelligence, and
tenure. Additionally, motivational states can trigger and/or form the basis
for certain attributional tendencies, which influence the way individuals
form organizational attributions. More specifically, aggressive tendencies
may result in negative organizational outcomes which may subsequently
lead to counterproductive work behavior. Correspondingly, if employees
attribute authenticity to their manager’s behaviors and the organization
itself, they would be more likely to engage in organizational citizenship
behavior. Moreover, contextual factors such as organizational culture,
politics, and change may shape or distort employee attributions. Probably
the most critical type of attributions employees form is those regarding
leader-member relationships and the intentionality of the leader. Leaders
are viewed as representatives of the organization and its intents. Therefore,
understanding the factors that contribute to the process through which
employees form attributions about their leaders can further clarify how
they perceive the organization as a whole. Leader-member exchange and
relational attributions are crucial in making sense of how employees view
their managers and, hence, their organization. Even though it might be
tricky to handle negative employee attributions, such as cynicism towards
organizational change, it is not impossible. By utilizing the right strategy—
for example, attributional retraining or ensuring informational justice—
negative attributions can be neutralized or can even be transformed into
positive ones. Ultimately, even though attribution theory has been utilized
in organizational sciences, it has only been done so to a limited extent. There
are still many paths in the study of organizational attributions waiting to be
discovered, which this review aims to inspire.
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Boliim 11

Etigin Kurumsallagmasinda Paternalist Liderlik
Anlayiginin Degerlendirilmesi!

Riza Feridun Elgiin?
Ugur Keskin®

Ozet

Bu ¢alismanin amaci, etigin  kurumsallagmasinda  paternalist liderlik
anlayisinin etkisini ortaya koymaktir. S6z konusu amag kapsaminda Tiirkiye
ilag sektoriinde bir alan aragtirmasi yiiriitiilmistiir. Liderlik tarzinin, etigin
kurumsallagmasma etkilerini ortaya konulmak suretiyle aragtirmanin,
uygulayicilara yol gosterici olacagr ongoriilmektedir. Caligmada, etigin
kurumsallagmas: kavramu agiklanarak, orglitlerde etigin kurumsallagmasi
konusuna iliskin olarak dogrudan ve dolayll kurumsallasma bigimleri
taraigimistir. Etigin kurumsallasmasiyla ilgili yapilan aragtirmalardan elde
edilen verilerden de yola gikilarak etigin kurumsallagmast stirecindeki liderlik
tarzlarnin etkisini belirlemeye déniik aragtirma yiiriitiilmiistiir. Oncelikle
aragtirmanin yapildigy ilag sektorii tamitilmig daha sonra, arastirmanin
amacti, yontemi, modeli ve hipotezlerine yer verilerek pilot aragtirma ve saha
arastirmasindan elde edilen veriler sunulmugtur. Caligma, sektorel olarak
anlamh katkilar saglayacagi 6ngoriilen sonug ve 6nerilerle tamamlanmugtir.

Giris

Etik, toplumsal yagamda dogru davranig bi¢imlerini ortaya koyan degerleri
ifade etmektedir. Siyaset, ekonomi, bilim, egitim, saghk ve giivenlik gibi
ok farkli alanlarda etik hususlar giindeme gelmektedir. S6z konusu tiirden

ok farkl alanlarda kargilik bulabilen etik, disiplinler aras1 bir anlayis1 gerekli
kilan yonler de ortaya koymaktadir. Bu nedenle de bir¢ok yasamsal alanda

1 Bu ¢aligma, “Etigin Kurumsallagmasinda Liderlik Tarzlarinin Etkisi: Ilag Sektoriinde Bir
Aragtira” baglikli doktora tezinden farklilastirilarak tiretilmistir.
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3 Prof. Dr., Anadolu Universitesi Yunusemre Kampiisii, Isletme Fakiiltesi Kat: 4 No: 424
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gereksinim olarak ortaya ¢ikan bir olgu olarak yer edinmektedir. Etigin bir
bagka yonii ise her bir meslek alaninda uygulama alani bulabilmesi olarak
dikkat ¢ekmektedir. Etik kavrami ile ahlak kavrami arasindaki fark da
burada belirginlesmekte, ahlakin uygulama alan1 bulmasina bagl olarak etik
caligmalar ortaya ¢ikmaktadir.

Saglik sektorii, etik anlayiga en gok ihtiyag duyulan alanlar arasinda yer
almaktadir. Tnsan yagamimin degeri ve Gnemi, saglk sektorii galisanlar:
agisindan etik ilkelere uygun bir ¢aligma anlayigini benimsemeyi gerekli
kilmaktadir. Bu nedenle etik ilkelerin bireysel diizey ile sinirli kalmayip
kurumsal bir nitelige dontismesi gerekmektedir.

Tip etigi, hastaya karsi gefkat ve saygi ¢ergevesinde davranmayi
ongormekte, tedavi ve bilimsel gelismeye odaklanmaktadir. Buna kargin
ilag sektorii ise ticari getiriyi daha fazla goz 6niinde bulundurmaktadir. S6z
konusu goriig farkliligr ise ¢ikarlar bakimindan gesitli ¢atiyma ve geligkileri
giindeme getirmektedir (Kiipeli ve Kiper: 2016, 777). Karsilagilan giigliikler
nedeniyle iginde Tirkiye’nin de bulundugu pek gok iilkede hekim-ilag
endiistrisi iliskilerine doniik yasal mevzuat diizenlemelerine gidilmekte ve
ilag kullaniminin etkin ve rasyonel hile getirilebilmesi igin ihtiya¢ duyulan
raporlar =~ diizenlenerek tedavi prosediirleri yiiriirliige konulmaktadir
(Wager, 2003; Civaner, 2008). Saglik ¢alisanlari ile ilag girketleri arasindaki
kargilikli etkilegim, etik baglamindaki tartigmalara konu edilebilmektedir.
Bu baglamda hekimlerin, ilag girketlerinin pazarlama gabalarindan etkilenip
etkilenmedikleri hususu 6n plana ¢ikmaktadir (Kiipeli ve Kiper, 2016:
778). Diger sektorlerde oldugu gibi ilag sektoriinde de pazarlama igin
biitge ayrilmaktadir. Kar amaci gliden sektorlerdeki oOrgiitlerin ne denli
etik davrandiklar1 konusu ise her zaman igin giindemde kalmaya devam
etmektedir (Civaner, 2006: 37).

Tibbi tamitim  temsilcileri, ila¢ endiistrisinin = goriinen  yiiziini
olugturmaktadir. T1bbi tanitim temsilcilerinin hekimler ile olan iligkilerinin,
kargilikli etkilesimden kaynaklanan davramig degisikligine neden oldugu
belirtilmektedir. Bu etkilesimin bir diger sonucu olarak ise tibbi tanitim
temsilcilerinin galigtigr firmanin irtinlerini, regetelerine yansitma aligkanhigt
edindikleri 6ne siiriilmektedir (Thomson vd., 1994: 222; Lexchin, 1993:
1406; Fickweiler vd., 2017: 1). Dolayisiyla hekimlerin etik degerleri ile ilag
endiistrisinin pazarlama anlayiglarinin ¢atigmasi, belirgin bir ikilemi ortaya
¢ikarmaktadir. Boylesi bir ikilemin ortaya ¢ikmamasi ve insan sagligina
olumlu katkilar saglayacak bir dengenin olusturulabilmesi igin etigin
kurumsallagmasi gereksinimi ortaya ¢tkmaktadir.
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Kurumsallagmug bir etik anlayiginin saglanabilmesi ve bu anlayigin etkinlikle
stirdiiriilebilmesi igin egitim, devlet, din ve igletmeleri de igine alan kapsaml
bir kurumsal yapilanmaya gidilmesi gerekmektedir (Sims, 1991: 493).

1. Kaynak Incelemesi

Tgili literatiir incelendiginde, is etiginin kurumsallagmast kavraminin ilk
olarak Thedore V. Purcell ve James Weber (1979) tarafindan kullanildig:
goriilmektedir. Orgiitsel vaka incelemesi kapsaminda yiiriitiilen bu ¢alismada
konunun kavramsal diizeyde ele alindig1 dikkat gekmektedir (Weber, 1993:
419; Farh ve Cheng, 2000; Floyd, 2010: 46; Simat vd., 2012: 115).
Gergeklestirilen bu onciil ¢aliymada etigin kurumsallagmasi; orgiitiin karar
verme siiregleri de dahil olacak gekilde biitiin orgiitsel igleyiste etik degerlerin
1§ yasamina yansitilmast ve bu sayede orglit kiiltiiriintin vazgegilmez bir
bilegeni haline getirilmesi gerekliligi tizerinde durulmaktadur.

Etik alanindaki galigmalarin ¢ogunlukla orgiit kiiltiirii, orgiitsel degerler,
orgiit iklimi gibi degiskenlere bagh olarak ele alindig1 goriilebilmektedir
(Hunt vd., 1989: Sinclair, 1993; Schwepker, 2001; i§severoglu, 2001;
Weber ve Seger, 2002; Orme ve Ashton, 2003; Valentine ve Barnett, 2003;
Valentine vd., 2011; Biite, 2011; Kandemir, 2010; 2012; Kalfatoglu vd.,
2021). Oysa etigin toplum yagaminda anlamli bir yere sahip olabilmesi ve
bireyler agisindan kabul edilebilir bir motivasyonel unsura dontigebilmesi igin
kurumsallagmig bir diizeye taginmasi gerekmektedir. Literatiirde etik alani
kapsaminda ¢ok sayida aragtirma ve inceleme yiiriitiilmiis olmasina kargin
etigin orgiitsel siireclerdeki yerini alarak kurum kiiltiirtiniin olagan bir pargasi
durumuna getirilmesi baglamindaki (etigin kurumsallagmasi eksenindeki)
bilimsel galigmalarin 6zellikle de Tiirkge literatiirde, oldukga sinirl bir bigimde
yer almaktadir (Torlak vd., 2014; Deliorman ve Kandemir, 2009; Kandemir,
2010; 2012). S6z konusu eksikligi belirli olciilerde kargilayabilmek i¢in bu
caliymada etigin kurumsallagmas: konusunda aragtirma bulgularindan yola
cikarak oneriler geligtirmek amaglanmaktadir.

Kurumsal bir etik anlayiginin, ilgili tiim taraflara olumlu ve anlamh
kazanimlar saglayacagina iliskin teorik bir ongoriide bulunmak mantikl
goriinmektedir. Kurumsallagma siirecinde ve kurumsal bir yapiya
ulagmanin sonrasindaki tiim siireglerde etkin bir liderlik anlayiginin
varligi, ifade edilen biitiin stireglere olumlu yansiyacagini 6ne siirmek
de ayn1 6lgiide makul ve mantikli goriinmektedir. Dolayisiyla da etigin
kurumsallagmasina katki saglayacak liderlik anlayiglar: iizerine bilimsel
galigma yapmanin, sergilenen liderlik tarzi ile etigin kurumsallagmasi
arasindaki iliskinin belirlenmesi, bu alanda gelecekte yapilacak olan
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caligmalara da anlamli katkilar sunulabilecegi kanaatini giiglendirmektedir.
Bu galigma, paternalist liderlik anlayiginin etigin kurumsallagmasina olan
etkisini belirleme amaciyla yapilandiriimigtir. S6z konusu amaca hizmet
edebilmek i¢in Tiirkiye ila¢ sektoriinde bir alan aragtirmas: yiiriitilmek
suretiyle bu iliskinin belirlenmesi hedeflenmigtir.

Erben ve Gilineger (2008: 955) tarafindan yiiriitiilen aragtirma, liderlik
davranislari ile etik iklim iizerine gok sayida bilimsel ¢aligma yapildigini ortaya
koymaktadir. Gergeklegtirilen bu aragtirmalarin ¢ogunlukla doniigtimcii
liderlik ile etik iklim arasindaki iliskiyi ele aldig1 anlagilmaktadir. Oysa ilgili
anahtar kelimeler kapsaminda Tiirkge ve Ingilizce olarak gergeklestirilen
literatiir taramasinda etigin kurumsallagsmas1 ve paternalistik liderlik
kapsaminda yeterli bilimsel ¢aligma yiriitiilmedigi goriilebilmektedir.
Tiirkiye ozelinde ise liderlik tiirleri baglaminda, etigin dogrudan ve dolaylt
kurumsallagmas ile iligkilerinin belirlenmeye ¢aligildig1 ge¢mis donemli bir
aragtirma veya incelemeye rastlanilmamustir.

Etik degerlere uygun politikalar gelistirmek, calisanlart etik ilkeler
dogrultusunda davranmaya sevk etmektedir. Bu olgudan hareketle,
etik degerlerin, orgiit kiiltiirii araciigiyla oOrgiitsel performansa etkide
bulunduguna iligkin gesitli galigmalar ytirtitilmiistiir (Brenner, 1992; Blodgett
ve Carlson, 1997; Carroll vd., 2006; Cleek ve Leonard, 1998; Elci, 2005;
Koh ve EPfred, 2004; Ozyer, 2010). Etigin kurumsallagmasinin, 6rgiitiin
muhasebelestirilebilen ve muhasebelestirilemeyen performans sonuglarina
ve galiganlara olumlu yansidig1 yoniindeki bu onciil bilgiden yola gikarak bu
caliymada, etigin kurumsallagmasinda (paternalist) liderlik tarzinin etkisini

saptayarak uygulamaya yonelik oneriler gelistirilmeye galigilmugtir.

Caligmadaki bulgular Tiirkiye ilag sektoriinden elde edilen nicel verilere
dayali olarak ortaya konularak agiklanmig, yorumlanmig ve tartistmistir.
Betimleyici ve istatistiksel analizlerin yapildigi ¢alismada literatiire siirh
da olsa anlaml bir katki sunmak amaglanmig ve gelecekte yapilacak olan
caligmalara 151k tutmak hedeflenmistir.

2. Teorik ve Kuramsal Cerceve

Asagidaki anlatimlarda, ¢aligmanin teori ve kavram bakimindan arka
planin1 olugturan ¢ergeve nitelikli aktarrm ve degerlendirmelere yer
verilmektedir.

2.1. Etik Anlayisin Kurumsallagmasi

Kurum, belirli bir davranig oriintiisiiniin istikrarlhi bir bigimde ve
devamlilik arz edecek sekilde tekrarlamasini ifade etmektedir. Kurum
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kavraminin en temel belirleyicisi olan bu niteliginden hareketle, selamlagma
davraniginin da bir kurum oldugunu 6ne siirmek miimkiin olabilmektedir.
Cergeve biraz daha genisletildiginde aile, sosyal yapilanmalar gibi gekilcilik
tagimayan olusumlarin da “kurum” olarak ifade edilmekte oldugu rahatlikla
goriilebilmektedir. Bigimsellikten uzak bu tiir yapilanmalarin bile birer
kurum tegkil ettigi diistiniildiigiinde, bigimselligin {ist seviyelerde yagandigi
orgiitsel faaliyetlerin kurumsal yonii gok daha belirgin bir nitelik olarak 6n
plana gikmaktadir.

Kurum kavramu, gesitli yazarlar tarafindan farkli bigimlerle ifade edilmistir.
Yapilan tanimlar esas itibariyle benzer hususlar dile getirmektedir. Her bir
ayr1 bilimsel ¢aligma olsa da giiniimiiz ¢agdag literatiirdeki eserler, ikincil
kaynak olma oOzelligi tagimaktadir. Yakin tarihlerde kaleme alinmis olan
cagdas bilimsel eserlerdeki tanimlar1 tekrar etmek yerine, kurum kavramini
izah etme ¢abasina girisen onciil kigi olan Max Weber’in anlatimlarina yer
vermek daha makbul goriinmektedir. Weber (2011, s. 33), kurum kavramini,
“kurallarla sinirlanmug bir sosyal iliski diizeni olarak, bu diizeni saglamak
tizere yonetici ve idari memurlar grubunun yetkili kilindig: sistem” olarak
ifade etmektedir. Weber, (2011, s. 33-34): “Yetkili kilinmug idari gorevlilerce
yonlendirilen eylemler, yine kurallar ¢ergevesinde vyiiriitiilebilmektedir”
sozleriyle kurumsallagsmanin 6nemine isaret etmektedir.

Her bir orgiit, digerlerine kiyasla farkli 6zellikler ortaya koysa da
kendi iginde belirli bir diizen ve istikrart temsil etmektedir. Dolayisiyla,
kurumsallagan orgiitler, isgorenleri zaman i¢inde degisse bile; diizen, istikrar
ve faaliyet biitiinliigli bakimindan davranigsal siirekliligi saglanabilen bir yap1
ortaya koymaktadirlar. Karpuzoglu’na (2001: 71-72) gore kurumsallagma;
orgiitlerin kisilerden bagimsiz olarak kendi standart ve prosediirlerine
sahip olmasini ifade etmektedir. Buna bagh olarak orgiitler, kendi 6zgiin
orgiit yapisini bigimlendirerek ig yapma sistemlerini belirleyen standartlar
olusturabilmektedirler. Belirlenen orgiite 6zgii standartlarin, yerlesik bir
kiiltiir bigimine doniistiiriilmesi, diger orglitlerden farkl bir kimlige sahip
olmay1 miimkiin kilabilmektedir.

Etigin kurumsallagmasi kavramu, etik kiiltiiriin orgiitlerde kaniksanmas:
(Arslan ve Berkman, 2009: 110), etik goriis ve davraniglarin orgiit ¢aliganlar:
tarafindan benimsenmesi (Kandemir, 2012: 35) olarak tanimlanmaktadur.
Benzer bir diger tanimlama ise i§ diinyasindaki etik davranig standartlarini
belirleyen ve siirdiiren yontemler olarak ifade edilmektedir (Simat vd., 2012:
115). Etigin giindelik i§ yagamina formal ve agik bir bigimde dahil edilmesi,
etigin kurumsallagtiginin gostergesi olarak kabul edilmektedir (Carlson ve
Perrewe, 1995: 835). Etigin kurumsallagmast, etik ile bagdagmayan orgiitsel
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davranslart diizeltmek igin yiizeysel ve reaktif bir yaklagim sergilemenin
otesinde, tim paydaglarin etik davranigini destekleyen bir orgiit kiiltiirii
olugturmaya yonelik bir anlayig olarak ifade edilmektedir (Foote ve Wendy,
2008: 298).

Etigin orgiitlerdeki kurumsallagma siirecini inceleyen Sims (1991) etik
prensiplerin kisa ve uzun donemli faktorler aracihigiyla iki farkli yoldan
kurumsallagtigini vurgulamaktadir. Uzun donemli kurumsallagma orgiit
kiiltiiriiniin gelistirilmesi sayesinde ger¢eklesebilmektedir. Olusturulan 6rgiit
kiiltiiriiniin, etik davraniglart desteklemesi ve varligini siirdiirmesini saglamasi
gerekmektedir. Bazi igletmelerde en {iist diizeyde karar mekanizmalarini
yonlendiren etik komitelerinin olugturuldugu goriilmektedir (Sims, 1991:

494, 503-504).

Brenner (1992), etigin kurumsallagmasinin etik kodlarin yazilmasindan
daha kapsamli bir gaba gerektirdigini vurgulamaktadir. Brenner (1992:
393), “orgiitsel etik programlar” ifadesini kullanmay1 tercih etmektedir.
Etigin kurumsallagmasina hizmet eden orgiitsel etik programlar; Orgiitsel
davraniglart etkileyen degerler, politikalar ve aktiviteleri ifade etmektedir.
Brenner (1992: 396) biitiin orgiitlerin agik bir bigimde ya da sezgisel bir
sekilde etik politikalarinin oldugunu belirtmektedir. Farkinda olmadan sahip
olunan etik politikalar, agik bir gekilde ortaya konulmasa da esasen orgiitiin
sistem ve siireglerinde dogal olarak yer almaktadir. Bu tiir igletmeler, faaliyet
gosterdikleri sektordeki etik standartlar1 kendi biinyelerine zaten ¢alisanlar
aracihgiyla tagimaktadirlar. Isletme yoneticilerinin, bu normlari kabullenmesi
ve yazili bigime getirmeleri durumunda s6z konusu normlar igletmenin
prensiplerine dontigmektedir.

Ozellikle son yillarda orgiitlerin etik degerler gergevesinde faaliyet
yluriitmesi gerekliligine doniik artan bir toplumsal duyarhlik giindeme gelmig
bulunmaktadir. Boylesi bir duyarlilik kargisinda, kar amaci giiden kuruluglar
olan igletmeleri rekabet avantaji saglayabilmek ve varligini stirdiiriilebilir
kilmak igin etik bir gevre olugturma g¢abasina yonlenmigtir (Carlson ve
Perrewe, 1995: 829). S6z konusu anlayis degisimine kosut olarak ve pazar
dinamiklerine de uygun bir bigimde giderek artan rekabet, saghk sektorii
ozelindeki etik degerleri daha gortintir kilmaya baglamistir. Toplumsal
hassasiyetin {ist seviyelere ¢ikmasi, ilag¢ firmalarinin da etik degerleri
benimseyen anlayiga dayali faaliyetler yiiriitme konusundaki Onceliklerini
artirmugtir.

Yukaridaki anlatimlarda, etigin kurumsallagmasi konusuna yonelik
aragtirmalarin vurguladiklart temel hususlar ortaya konulmaktadir. Ozet
olarak ifade etmek gerekirse etigin kurumsallagmasina iliskin aragtirmalarda



Raza Feridun Elgiin / Ugur Keskin | 209

genel itibariyle su soruya yanit aranmaya galistlmaktadir: “Orgiitlerde yerlesik
bir kiiltiir haline getirilmesi amaglanan etik degerlerin ilgili ig siireglerine
egemen kilinmasi nasil bir sistematik sayesinde gergeklesebilir?”

2.2. Paternalist Liderlik

Paternalistik liderlik, kavram olarak Tirkceye ‘babacan liderlik’ veya
‘pedersahi liderlik’ olarak cevrilmektedir (Erben ve Otken, 2014: 106;
Ulukdy vd., 2014: 194). Uzak Dogu Kkiiltiiriine ait degerlerin agirlikta
oldugu paternalist liderlik, kendine 6zgii yonleri bakimindan diger liderlik
tarzlarindan farklilagan niteliklere sahip bulunmaktadir (Cheng vd., 2004:
92).

Paternalist liderlik, kolektivist kiiltiire sahip toplumlarda gokga kargilagilan
bir liderlik bigimi olarak dikkat ¢ekmektedir. Dolayisiyla paternalist anlayzs,
bir liderlik tarzi olmamin Otesinde, belirgin bir kiiltiirel karakteristik
tagimaktadir (Erben ve Giineger, 2007: 956). Paternalist egilimin yiiksek
oldugu toplumlarda tist-ast iliskisi, baba ile gocuk arasindaki iligkiye benzer
nitelikler sergilemektedir. Babanin ¢ocuklart igin ogretici (didaktik) tarzi,
yol gostericiligi ve glicliniin kaynaginin kigisel olmast paternalist liderligin
de baglica niteligini ortaya koymaktadir (Ulukoy vd., 2014: 19). Paternalist
lider, orgiitte babacan rolii iistlenerek aile atmosferi olugturmakta, bununla
birlikte takipgilerinin i ve o©zel hayatlarmna dair yonlendirmelerde de
bulunabilmektedir (Aycan, 2002: 6). Lider, takipgilerine karg1 gelistirdigi
bu yakinhgin kargihginda onlardan yiiksek diizeyde bir baglilik beklentisi
tagimaya baglamaktadir (Yesiltag, 2013: 51).

Paternalist liderlik Asya ve Ortadogu toplumlarina daha yakin bir tarz
oldugu igin Tiirkiye’deki bazi yoneticilerde de bu tarzin benimsendigi
goriilmektedir (Otken ve Cenkgi, 2012: 526; Arslan, 2012: 224).
Paternalist liderlik davramginin Tiirkiye’de yaygin olarak goriilmesinin
nedenlerinden birinin babanin verdigi kararlara itaat etme anlayigi iligkili
oldugu vurgulanmaktadir (Yesiltag, 2013: 53).

Paternalist liderlik Latin Amerika, Asya ve Ortadogu orgiitlerinde etkili bir
yonetim anlayigt olarak tanimlanmasina kargin Amerikan kaynakl literatiirde
‘iyi niyetli diktatorliik’ gibi olumlu kargilanmayan bir yonetsel davranig algist
ortaya koymaktadir (Pellegrini vd., 2010: 392). Kolektivist kiiltiirlerde norm
olarak kabul edilen yoneticinin ¢alisanin kigisel yagamina katilimi, bireysel
kiiltlire sahip Bat1 diinyasinda 6zel yagama miidahale gibi algilanmasindan
kaynaklanmaktadir (Aycan, 2006: 450; Cerit, 2012: 40). Bat1 literatiiriinde
paternalizme yonelik elestirilerin temelinde otoriter liderlige kars: ileri
stiriilen goriigler 6ne ¢tkmaktadir. Oysa otokratik liderlikte, liderin astlari
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tizerinde kontrolii karsiliginda astlarin gosterdigi itaat biitiiniiyle goniilsiiz
bir bigimde ortaya ¢tkmamaktadir ¢iinkii liderin kontrol ve disiplininin, astin
tyiligi i¢in oldugu farz ve kabul edilmektedir (Koksal, 2011: 107).

Paternalist liderlik ile ilgili literatiir incelediginde bu liderlik tiiriiniin
boyutlarina ait iki temel siniflandirmanin bulundugu goriilmektedir. Aycan
(2001; 2006) paternalistik liderlik davramgimi yardimsever ve ¢ikarci
olmak iizere ikili bir ayrimla degerlendirmekte ve gelistirdigi Olgekte
paternalist liderlige yonelik bes boyut ortaya koymaktadir. S6z konusu
boyutlar sunlardan olugmaktadir (Aycan, 2006: 462, 449): Lider, isyerinde
caliganlartyla aile atmosferi olusturmaktadir. Lider, ¢aliganlarla yakin ve
kigisel iligkiler gelistirmektedir. Lider, astlarinin ¢aligma yagami diginda kalan
aktivitelere katilim saglamaktadir. Lider, astlarindan sadakat beklemekte ve
otoritesini siirdiirmektedir.

3. Arastirma: Etigin Kurumsallagmasinin Paternalist Liderlik
Anlayistyla Izah Edilebilecek Yonleri

Asagidaki anlatimlarda, ¢aligmanin teorik ve kavramsal gergevesi
dogrultusunda yapilandirilan aragtirmanin bulgularinin degerlendirildigi
aktarim, anlatim ve degerlendirmelere yer verilmektedir.

Hipotez: Paternalist liderlik etigin kurumsallasmasine olumly yonde
ethiler.

Jose ve Thibodeux (1999) ile Singhapakdi ve Vitell (2007) tarafindan
yapilan Batili-bireyci kiiltiirlerde vyiiriitiilen bilimsel ¢aligmalara gore
dolayli kurumsallasma, dogrudan kurumsallasmaya kiyasla daha o©n
plana ¢ikmaktadir. Buna kargin, toplulugu o6n plana ¢ikaran degerlerin
belirginlestigi Dogu kiiltiirlerinde ise dogrudan kurumsallagmanin daha etkili
olduguna iliskin bulgular dikkat gekmektedir (Marta vd., 2013; Singhapakdi
vd., 2010). Tirkiye’de yapilan aragtirmalarda ise nispeten farkli sonuglara
ulagilmistir. Ornegin orta kademe yoneticilerin etik algilarina iliskin yapilan
bir arastirmada (Torlak vd., 2014) dogrudan kurumsallagmanin etkisi 6n
plana ¢ikarken, bir diger arastirmada (Deliorman ve Kandemir, 2009)
ise etigin dolaylli kurumsallagmasinin daha belirgin nitelikler sergiledigi
anlagilmaktadir. Bu galigmada, konuya iligkin aragtirma ve incelemelerde
genel bir kani olarak ifade edilen goriisten hareket edilerek toplulukgu
kiiltiire sahip Tirkiye’de dogrudan kurumsallasmanin daha 6ne ¢ikacagi
teorik ongoriisiinde bulunulmustur.
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3.1. Arastirmanin Veri ve Olgekleri

Aragtirma verileri, alan yazindan faydalanilarak geligtirilen bir anket
aracihgiyla internet iizerinden online olarak elde edilmigtir. Ankette
demografik sorularin yani sira ilgili 6lgekler yer almaktadur. Tlag sektoriinde
firmalarin tiye oldugu iki kurum ile baglanti kurularak verilerin toplanmasinda
destek saglanmistir. Anketin uygulanmasinda Tlag Endiistrisi Isverenler
Sendikasi (IEIS) ve Aragtirmact Ilag Firmalar1 Dernegi’nden (ATFD) destek
alinmigtir. Veriler, 03.10.2019 ile 13.12.2019 tarihlerinde ¢evrim igi bir
anket formu araciligiyla elde edilmistir. Toplam 417 katilimciya ulagilmig
olup, 8 adet anket yetersiz veri igerdigi igin analizlere dahil edilmemistir.
Dolayisiyla analizler 409 anket iizerinden gergeklestirilmigtir.

Paternalist Liderlik Olgegi: Ilgili literatiir incelendiginde, paternalist
liderlik algisinin  belirlenmesine  yonelik belirli  6lgeklerin - kullanildig:
goriilmektedir (Aycan 2000, 2006; Cheng vd., 2004; Pellegrini ve Scandura,
2006). Orijinal Ingilizce 6lgegin i¢ tutarlilik degeri 0,85 olarak belirlenmistir.
Aycan (2006), paternalist liderlik 6lgegi kullanmugtir. S6z konusu 6lgekte,
Tiirkiye’deki paternalist liderlik uygulamalarinin gegerlilik ve giivenilirlik
diizeyi “yiiksek” olarak belirlenmistir. Bu nedenle Tiirkiye’de vyiiriitiilen
aragtirmalarda  Aycan’in paternalistik liderlik Olgegine bagvurulmaktadir
(Tiiresin, 2012; Cahgkan ve Ozkog, 2016). Bu caligmada da Aycan’in
(2006) 5 boyut ve 21 maddeden olusan 6l¢egi kullanilmigtir. Bu ¢alisma
kapsaminda kullanilan 6lgek, Tiiresin (2012: 174, 175)’in ¢aliymasindan
yararlamilarak olusturulmustur. Olgek maddeleri 5°li Likert derecelemesine
tabi tutulmustur.

Etigin Kurumsallagmast Olgegi: Singhapakdi ve Vitellin (2007)
gelistirdigi etigin  kurumsallagmasi  Olgegi, 2 boyut ve 16 ifadeden
olusmaktadir. Etigin kurumsallagmasi, ortiilii (dolayli) ve agik (dogrudan)
kurumsallagma olarak iki boyutta ele alinmaktadir. Deliorman ve
Kandemir’in (2009) Tiirk¢e’ye uyarladigr Olgek, Kandemir’in (2010;
2012) aragtirmasinda da kullanilmistir. Daha sonra Torlak ve arkadaglarinin
(2014: 175) arastirmasinda da kullanilan 6lgegin gegerlik ve giivenirligi
ortaya konulmustur. Bu ¢aliymada, Singhapakdi ve Vitellin (2007)
Olgeginin, Kandemir’in (2010: 88) Tiirkge’ye gevirisini yaptigr ifadelerden
yararlanilmigtir.

3.2. Arastirmanin Evren ve Orneklemi

Aragtirmanin en genel anlamdaki evreni, ilag sektoriinde idareci gorevi
bulunmayan (yonetici konumunda bulunmayan) ¢aliganlardir. S6z konusu
evren; muhasebe ¢aliganlarini, depo sorumlularini, fiziki dagitim gorevlilerini,



