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ABSTRACT

THE MEDIATING ROLE OF THE INNOVATION CLIMATE IN THE
RELATIONSHIP BETWEEN CORPORATE SOCIAL RESPONSIBILITY AND
ORGANIZATIONAL COMMITMENT:

SAMPLE OF A PUBLIC SPORT ORGANIZATION

Ergun, Selcan
Ph.D., Department of Physical Education and Sport
Supervisor: Prof. M. Settar Kogak

Eylil 2021, 125 pages

The aim of this research is to examine the mediating role of innovation climate on
the relationship between corporate social responsibility and organizational
commitment in a public sport organization in Turkey. In addition, the intermediary
relationship of the sub-dimension of supporting innovation, preventing innovation,
and providing resources between employees' corporate social responsibility and
organizational commitment was examined. A questionnaire was applied to a sample
of 486 randomly selected employees in a public sport organization in Turkey. The
data collection tools used for this research were the Innovation Climate Scale
developed by Scott and Bruce (1994), the Turkish adaptation of Sonmez et al.
(2017), the Corporate Social Responsibility Scale developed by Tiirker (2008), the
Organizational Commitment Scale developed by Meyer, Allen and Smith (1993) .
After the relevant assignments were made, factor and reliability analysis were
performed. Normality assumptions were checked before proceeding to the analyses.

These assumptions were provided by comparing the statistical values of
iv



Kolmogorov-Smirnov and Shapiro Wilk, respectively, skewness and kurtosis
values, coefficient of variation and interpretation of the g-q plot graphs. By
establishing the relevant regression model, one-way analysis of variance (ANOVA)
was used to determine whether the mediator variable effect differs according to the
years of service, and the differentiation according to gender was examined by the
independent sample t test. The direction and effect of the relationship between
corporate social responsibility, innovation climate and organizational commitment
were examined by Pearson correlation analysis. A striking point as a result of the
survey study is that the corporate social responsibility level of men is higher than
that of female participants. According to both previous studies and the results of this
research, when the innovation climate is examined one by one on corporate social
responsibility and organizational commitment, it is seen that it has a positive effect.
The success of the organizational development and change efforts aimed at the
public sport organization requires an innovative climate. For this reason, studies

should be carried out to create an innovation climate in public sport organization.

Keywords: Organizational Commitment, Innovation Climate, Corporate Social

Responsibility, Sports Management
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KURUMSAL SOSYAL SORUMLULUGUN ORGUTSEL BAGLILIK
[LE ILISKiSINDE YENILIK IKLIMININ ARACI ROLU
BIR KAMU SPOR KURUMU ORNEGI

Ergun, Selcan
Doktora, Beden Egitimi ve Spor Boliimii

Tez Yoneticisi: Prof. Dr. Settar Kogak

September 2021, 125 sayfa

Bu arastirmanin amaci, Tirkiye'deki bir kamu spor kurumunda kurumsal sosyal
sorumlulugun orgiitsel baglilik ile iligskisinde yenilik ikliminin araci roliiniin etkisini
incelemektir. Ek olarak, calisanlarin kurumsal sosyal sorumlulugu ile orgiitsel
bagliliklar1 arasinda yeniligi destekleme, yeniligi engelleme, kaynak saglama alt
boyutunun aracilik iligkisi incelenmistir. Tiirkiye'deki bir kamu spor kurumunda
rastgele segilen ¢alisanlardan olusan 486 kisiye uygulanmis bir 6rneklem ortaya
koymak amaciyla anket uygulanmistir. Bu arastirma i¢in kullanilan veri toplama
araglari, Scott ve Bruce (1994) tarafindan gelistirilen Tiirk¢e uyarlamasi Sonmez ve
ark., (2017) tarafindan yapilan Yenilik Iklim Olgegi, Tiirker (2008) tarafindan
gelistirilen Kurumsal Sosyal Sorumluluk Olgegi, Meyer, Allen ve Smith (1993)
tarafindan gelistirilen Orgiitsel Baglilik Olgegi’dir. Ilgili atamalarin yapilmasi
sonrasinda faktor ve giivenilirlik analizleri yapilmistir. Analizlere gegilmeden 6nce
normallik varsayimlar1 kontrol edilmistir. Bu varsayimlar sirasiyla Kolmogorov-
Smirnov ve Shapiro Wilk istatistik degerlerinin kiyaslanmasi, carpiklik basiklik

degerleri, degisim katsayisi ve q-q plot grafiklerinin yorumlanmasi ile saglanmistir.
Vi



Ilgili regresyon modeli kurularak arac1 degisken etkisi hizmet yilina gére farklilasip
farklilagsmadigini tek yonlii varyans analizi (ANOVA), cinsiyete gore farklilagsma
durumu ise independent sample t test ile incelenmistir. Kurumsal sosyal sorumluluk,
yenilik iklimi ve orgiitsel baglilik arasindaki iliskinin yonii ve etkisi Pearson
korelasyon analizi ile incelenmistir. Yapilan anket ¢aligmasi sonucu dikkati ¢eken
bir nokta ise erkeklerin kurumsal sosyal sorumluluk diizeylerinin kadin katilimcilara
gore daha yiiksek oldugu goriilmiistiir. Hem daha 6nce yapilan ¢alismalar hem de
yapilan bu arastirmanin sonucuna gore yenilik iklimi, kurumsal sosyal sorumluluk
ve orgiitsel baglilik iizerinde teker teker incelendiginde pozitif yonde etki ettigi
gorilmekte, ayrica calisanlarin kurumsal sosyal sorumluluk faaliyetlerinde yer
almas1 oOrgiitsel baglilik tizerindeki etkisinde anlamli derecede arttirdigi
goriilmektedir. Kamu spor kurumunda amaglanan oOrgiitsel gelisim ve degisim
cabalarinin basartya ulagmasi yenilik¢i bir iklimi gerektirmektedir. Bu nedenle

kamu spor kurumlarinda yenilik iklimi olusturmaya yonelik ¢aligmalar yapilmalidir.

Anahtar Kelimeler: Orgiitsel Baglilik, Yenilik Iklimi, Kurumsal Sosyal

Sorumluluk, Spor Y 6netimi
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CHAPTER 1

INTRODUCTION

The requirements that emerged in the field of sports management in the face of the
development of science and technology made it necessary for sports organizations
to adopt a sports management approach that is human-centered, democratic,
participatory, dynamic, open to development, cares about efficiency, and is based
on quality in services and management. “Total Quality Management” (TQM), which
allows organizations to organize their management understanding within the
framework of contemporary approaches and has been in the management literature
for a long time, is one of the important management understandings and practices in
this context. The application of TQM in sports organizations emerges as a newer
management model. TQM: It is based on the principles of acting as a whole from
the bottom up to the top manager as an organization, ensuring that the employees
participate in the management, making an effort to do the work right the first time,

and making an effort to reach the goal by making improvements every day.

The characteristics of the organizations to which TQM will be applied are among
the factors that are the subject of research in the literature. One of them is
organizational climate, which is one of the important topics of this research. Sims
and Lafollette (1975) emphasized the need to understanding the organizational
climate in implement TQM, which has been at the center of organizational pursuits
for a long time. Shadur (1995), on the other hand, states that the implementation of
all kinds of programs and projects that increase organizational effectiveness requires

understanding the organizational climate.

The concept of organizational climate is a research topic that has started to attract a

lot of attention among organizational theorists, management scientists, behavioral



scientists, and practitioners since the 1960s. Ertekin (1977), who made a detailed
analysis of this concept, defined the organizational climate as the set of practices
and conditions prevalent throughout the organization, which gives the organization

its identity, affects the behavior of the members, and is perceived by the members.

Organizational climate: The personality of the organization was defined by Hoy and
Miskel (1982), the atmosphere created by the organizational culture by Varol
(1989), and a concept that reflects the individual perceptions and satisfaction levels
of the group members regarding the characteristics of the organizational structure
by Cooke and Rousseau (1988). In addition, Altman (2000) defined organizational
climate as employees' perceptions of their institutions, and Ay & Celik (2003)
defined organizational climate as organizational employees' perceptions of the

organization and its activities, decisions, and processes.

Understanding the prevailing climate in an organization is an important step in
examining and improving management processes and practices. The concept of
organizational climate, which can be perceived by the majority of the employees in
the organization and gives a certain identity to the organization, constitutes a very

useful group of variables in explaining human behavior in the organization.

By understanding how the managers and employees in the organization perceive the
climate in the organization in different dimensions, it is possible to obtain some
ideas about what the internal managerial problems and achievements of the
organizations might be. In general, all plans and projects, and especially plans and
projects to improve the interest, commitment, and participation of employees in the

organization, will be successful as long as the organizational climate is appropriate.

This research is important as it will enable and guide the understanding of the
organizational climate to be successful in the implementation of TQM for
organizational effectiveness in the Directorate General of Youth and Sports (DGYS)

affiliated with the Public sport organization of the Turkish Republic.



1.1. Background of the Study

The current market environment with modern industrial organizations is
characterized by intense global competition, rapid technological changes, and
increasing conscious consumers. This creates pressure for organizations to
constantly review themselves and their goals, as well as to organize their existing
structures and processes to create new strategies, new products, and services. The
existence of organizations in a competitive environment and their need for more
effective use of organizational resources have led to the formation of an innovative

organizational climate.

The innovation capacity of an organization is determined by many factors. These
factors are related to the internal organization of that organization, which can be
expressed as an internal factor in general, and its external relations environment.
There is a consensus on the importance of external communication (the relationship
between the organization and its environment) and internal communication

(employees and their relations with their units) with organizational factors.

In the process of social change in Turkey, while service organizations related to
technical and economic dimensions are getting stronger and growing, traditional
service organizations that the state is responsible for running continue to exist. The
role of the innovation climate, which is thought to be one of the determinants of
corporate social responsibility and organizational commitment, in the central
organization of the public sport organization, which is a traditional service
organization and the directing institution that manages and directs sports in our

country, were discussed and examined.

The starting point of this research, which examines the intermediary role of the
innovation climate in the relationship between corporate social responsibility and
organizational commitment, is the continuity of change today and the inevitability
of management techniques such as total quality, lean management, and global
management in the managerial field by organizations. All efforts within the scope

of examining the human factor and the environmental changes affecting it in
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organizations in the field of sports, making organizations more efficient, more
successful, and beneficial to the society, will be in vain unless climate and culture
studies are carried out first. The fact that the innovation climate issue has not been
adequately examined and that it is handled for the first time in the innovation climate
dimension in the public sport organization gives the research the feature of being

original.

1.2. Purpose of the Study

The main purpose of the study is to determine the mediating role of the climate of
innovation in the relationship between corporate social responsibility and
organizational commitment to contribute to the provision of a more efficient and
successful management approach by examining the human factor and the

environmental changes affecting it in managerial organizations in the field of sports.

1.3. Limitations of the Study

Our research contains some limitations. This research is limited to the employees
working in Ankara in the central organization. As target sample size a total of 600
employees of the organization were invited to take part in the study, among them,
322 male and 162 female in total 486 of them gave their consent to the study. 290
of the 486 questionnaires and a demographic form were applied face to face,196 of
them applied via online access, for the collection of quantitative data due to the
COVID-19 pandemic. The information to be obtained is limited to the corporate
social responsibility scale, organizational commitment scale, innovation climate
scale, and personal information form. It is limited to the information obtained from

the sources that could be reached in the public sports organization.

1.4. Hypotheses

The role of the climate of innovation, which is thought to be one of the determinants
of the organizational commitment of corporate social responsibility, was examined

in the public sports organization, which was a traditional service organization and



the governing institution that directs the sport in our country. In the field of sports,
all efforts to examine the human factor and the environmental changes that affect it,
the more productive the more successful, and the benefit for the society will be
wasted, unless it is primarily for climate and cultural studies. The fact that the
subject of innovation climate has not been adequately studied and the issue of this
issue in the public sport organization for the first time in the perception dimension

of participation of the employees brings the original feature to the research.

1.4.1. Model of Research and Hypotheses

The following model has been developed to examine the mediating effect of
innovation climate between corporate social responsibility and organizational

commitment.

Climate of

Innovation

Corporate Social

e Organizational
Responsibility N —

Commitment

Figure 1. Model of research

Three different relationships are predicted in the model to determine the mediation
effect. The first is the relationship between corporate social responsibility and
organizational commitment; the second, the relationship between corporate social
responsibility and innovation climate; the third is the relationship between the
climate of innovation and organizational commitment. Many studies were
conducted in the literature to emphasize the relationship between corporate social
responsibility and organizational commitment. In addition, there are studies that
emphasize the relationship between innovation climate and organizational

commitment.



The following null hypotheses were tested:

H1. There is a statistically significant and positive relationship between the climate
of innovation and the corporate social responsibility and organizational commitment

of the employees of the the public sport organization.

H2. There is a statistically significant and positive relationship between the
corporate social responsibility and organizational commitment of the public sport

organization and the sub-dimension of supporting innovation.

H3. There is a statistically significant and negative relationship between the
organizational social commitment and organizational commitment of the public

sport organization employees.

H4. There is a statistically significant and positive relationship between the social
responsibility and organizational commitment of the public sport organization

employees and the sub-dimension of providing resources.

H5. Organizational commitment and corporate social responsibility of the public
sport organization employees vary by gender.

H6. The public sport organization employees’ organizational commitment and

corporate social responsibilities are positively related to their working year.

H7. The corporate social responsibility levels of senior employees of the public sport

organization are significantly different from those of non-seniors.

H8. The organizational commitment levels of the senior employees of the public

sport organization are significantly different from the non-senior ones.



1.4.2. Research Design

Figure 2. Design of the research



CHAPTER 2

LITERATURE REVIEW

2.1. History of Turkish Sport Organizations

In this section, the organizations that shape the Turkish sports community are
discussed from a historical perspective and their roles in sports activities are

mentioned.

“Sport is the most significant social phenomenon in creating a contemporary
society” (Uyar, 2019). Sport has evolved with people's lifestyles. In primitive
societies, it is a fact that people and children of all ages apply certain movements to
body exercises and exercises, and they are forced to do so naturally. It has been
understood that these movements, which have been taken for a long time without
purpose, together with social and cultural development, provide conscious and
specific values, and provide a value and quality to educate people's body and soul
structures. With the development of civilization, the sport has helped to develop a
spirit of living, fighting, and success. Sports cannot be thought of independently of
the society itself, Moreover, it has a structure that changes, transforms, and changes
with the society (Uyar, 2019).

Throughout the history of humanity, sports have developed intertwined with
people's lives, and have served different purposes throughout its development.
While life in primitive societies continued with defensive and offensive actions,
these actions formed the first forms of sports on the one hand and helped people
protect themselves and the society they lived in, on the other. The actions of people
who learned to make and use vehicles in the development process of humanity have
turned to transportation and transportation. Later, as some people learned to employ

other people, they increased their own free time. As a social being, man has devoted
8



his spare time to several activities that are the products of his own creativity. These
activities were mostly for entertainment purposes. The basis of today's sports
organizations is based on these entertainments. Thus, at that time, sports were used
as leisure activities for entertainment purposes. After long working hours, people
have started to look for activities that will both rest and relax them (Birinci, 2018).
Political and socio-economic processes have decided which of the sports, which are
the competitor simulations of the basic movements in the struggle of man with
nature, will be made. While the same processes turned individual leisure time into

mass leisure, they also massified sports.

In the historical process, sports were made for the purpose of war in civilizations
such as the Hittite and the Seljuk, after the middle of the Ottoman period, it was
organized within the body of religious lodges and foundations, and then it was
secularized as a part of the general education order with the westernization of the
reformation, and new searches were started. At the end of the new administrative
search, the three existing systems in the west were taken. These are clubs, leagues,

and federations.

The sport, which was conducted for the purpose of war in the Hittite, Seljuk period,
was organized within the religious monopolies and foundations after the middle of
the Ottoman period and then secularized as a part of the general education order and
entered new quests. After the new administrative quest, three systems existed in the
west. The first of these; It is the organization formed by the people with common
purpose Club “which is the current voluntary union. In these clubs, football has

formed the dominant part of the sports branch.

In large areas, primarily foreigners’ football playing has attracted many curious
people to these fields. The second form of organization is the clubs were competing
in the “League”. Turkey's first football league, four foreign-suited embodiments,
there were Moda, Elpis, Imogene, and Kadikoy clubs. Galatasaray in 1905 and
Fenerbahce in 1908 joined in this structure, founded in 1903 with the name “Istanbul
Football Association”. The third organizational structure taken by the Ottomans
from the west is Federation that means the transfer of powers of a department to an
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elective superintendent to manage the common affairs of the federated entities more
effectively from a single source.

These organizational structures were born and developed in Europe and used by the
Ottoman Empire. The organizational structure of the clubs, as in Europe, consists of
the President, the Secretary General, and the General Captain. The managers of the
clubs are also the athletes playing in the club. For example, seven of the nine

managers of Galatasaray, five founders of Fenerbahce, five are active athletes.

The organizational structures, which were called club by the time of the 2nd
Constitutional period, were simple partnership with no legal personality. After the
proclamation of the 2nd Constitution, the lifting of the bans was also facilitated and
on August 3, 1909, the Laws on Associations gave the sports clubs the legal
personality of a free enterprise that does not require prior permission. October 7,
1983, and Law no. 2908 did not change the qualifications of sports clubs as private

law legal entities.

The Istanbul Football Association (IFA) is a voluntary association established in
1903 to bring together the clubs established in Istanbul in an organized manner and
compete according to the league procedure. In 1913, with a new arrangement, it was
named as Istanbul Football League (IFL) and they reached the republic period as
Friday and Sunday Leagues. Because of the rivalry between the two leagues,
Turkish sports had a bad period due to organizational chaos. With the organizational
arrangements made in 1920, the theoretical and intellectual foundations of the post-

Republican sports management were laid (Fisek, 1980).

2.1.1. Turkey Training Community Alliance (TTCA)

Yusuf Ziya Onis, one of the sports men been abroad to develop Turkish sports, he
brought with him Swiss Sport Organization Regulations while came back from
Switzerland in 1920. Yusuf Ziya, who worked with Ali Sami Yen, Burhan Felek,

and Nasuhi Baydar, was the pioneer in the preparation of a twenty-one regulation.
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As a result of this study, "Turkey Training Community Alliance” (TTCA) bringing
together all the clubs under the name of the federation-type organization was
realized. On 31 July 1922, a meeting was held, and Ali Sami Yen was appointed as
the chairman. In 1923, TTCA commenced working. Thus, Turkey's first national
sports management is not the only member of the club itself that has gained
legitimacy as a true federal structure with private legal persons. TTCA’s duties, to
play sports and physical education in Turkey, making the administration of
organized encounter, to promote, in all kinds of sports competitions to represent
Turkey inside and out, it has been identified as enabling the delivery of sports
facilities (Fisek, 1980).

2.1.2. Turkish Sports Association (TSA)

In the eighth and last congress of TSI, the name TSI has been changed into Turkish
Sport Institute” (TSI) and organized in a new way in 18.2.1936. The basis of this
understanding is that the concept of statism, which is the state policy, was applied
in sports in those years. Thus, TSI, the Republican Public Party took the control of
the leading process of the sport. However, an ambitious member of the political
party interfered with the sports organization, but the two-year sport could only go to
the party in every negative event spread to the party, therefore, the sport part was

taken from the structure.

However, this time it was not released and reordered by the verdict. The TSI is

organized to do three functions under the conditions of that period.

e To do physical education and sports, to spread the sport to the masses.

e To connect Turkish sports to a party from a single-center, to benefit from the
potential of the party, to spread the sport organizationally. While the number of
provinces organized at the provincial level was 22, in TTCA, this number was
increased to 62. During the period of TSI.

e To provide the use of sports as a training tool to make the Turkish youth and

citizens to be superior to agile and fighter.
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2.1.3. Directorate General of Physical Education

TTCA to bring service to Turkish sports, to organize clubs systematically, to spread
the sport throughout the country, and to increase the number of sports branches, such
as TTCA then TSI, have not been successful in achieving these goals. The last resort
considered was the idea of managing the sport with full statism. Thus, on July 16,
1938) Law No. 3530 and Directorate General of Youth and Sports (DGYS). “was
established under the Prime Ministry. The reason why it was founded under the
Prime Ministry was to be managed with the prestige of an office above the

institutions.

The purpose of DGY'S; to improve the physical and moral abilities of the citizen by
national and revolutionary ways to teach them to know, to love, and to protect the
country, to organize the games, gymnastics, and sports, and to provide the necessary
structures. In the period between 1903 and 1938, the Law of Labor Law No. 3530
brought a different angle to the sports clubs, which caused the events to be forgotten
because of the competition between them, by separating them from the top

management and placing them at the bottom of the sports hierarchy.

In the period when the DGYS was carried out under the Prime Ministry, internal
conflicts were reduced, and discipline was ensured with a central authority. At the
provincial level, as in the old administration, the activities of the sports branches in
the form of this organization were carried out by the agents. In the search for these
inadequacies because of the inadequacy of the districts, subcontinent, and village
Physical Education Departments in the law, as it was inadequate with the activities
of DGYS; On 13 May 1960, the DGY'S was re-attached to the Presidency. After a
while, in line with the Central Government Research Project, it was attached to the
Ministry of State for the first time in the 1963-1965 period and responsible for the
sport that served in the 3. Inonu Government. When it was believed that an
increasingly complex sport management structure should be managed by a
specialized ministry, the Ministry of Youth and Sports was established in 1970 and
the Ministry of National Education was re-affiliated to the Ministry of National
Education in 1983.<A
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2.1.4. Directorate General of Youth and Sports

The Directorate General of Youth and Sports is an institution with an added budget
and legal personality. As explained in the previous chapters, the foundation of this
organization was laid on July 14, 1922, with the establishment of 16 clubs to
discipline the sport. TTCA who is the first president of the Ali Sami Yen Stadium,
in the headship, Burhan Felek, and Ali Seyfi's his first Turkey "multisport sports
organization™ has taken important steps towards democracy in the sport. The state
started to establish its weight in sports management and started with the
establishment of the Turkish Sports Association in 1936, followed by the
establishment of the Directorate General of Physical Education on 16 July 1938 with

the law.

General Cemil Tahir Taner, a former soldier, was appointed as the head of the
General Directorate. After this, Turkish Sport has become a State Organization
affiliated to the Prime Ministry in accordance with the powers granted by this law
numbered 3530. In 1942, Law no. 4235 amended the law of establishment. In 1960,
it was re-attached to the Ministry of National Education. It was the first time that
the sports affairs were dealt with at a separate ministerial level, and the Ministry of
Youth and Sports was established on 3 November 1969. On 6 February 1970, the
General Directorate was included in the scope of the mentioned Ministry. Thus, a
new page was opened in Turkish Sports. Ismet Sezgin has been the first Youth and

Sports Minister of the Republic of Turkey.

The new Constitution of November 7, 1982, concerning the development of sport,
is one of the most important events in the sport. For the first time in the history of
the Republic of Turkey with this article, "Sport" and "Sport" words into our
Constitution came under the guarantee. The concept of Provision 59 is: The State
shall take measures to improve the physical and mental health of Turkish citizens of
all ages and shall encourage the dissemination of sports to the masses. The state

protects the successful athlete.
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Turkish sports took part in the National Education and Youth and Sports Ministry
under the Decree-Law No. 179 on 14.12.1983. In 1986, the name of DGYS was
changed to the Directorate General of Youth and Sports (DGYS).and Sports under
Law No. 3289. In 1989, as a result of the Prime Ministry attaching to the Ministry

of State, its name was changed into “Directorate General of Youth and Sports.”

In 1993, the regulation on the election of the presidents of the federation, including
other sports branches, was enacted and the first elections were held in December

1993. Today, the autonomy of the federations continues.

The market societies formed by the completion of industrialization and urbanization
and the masses seeking rights behind, and finally, the libertarian movements, which
decided to see their own business, began to manifest themselves in almost all
sectors. The reflection of these developments on the sports field has continued in its
natural form and voluntary sport organizations have been established as a reflection
of civil society movements. yet they cannot complete the development of voluntary
sports organizations in Turkey that have gained the essential location for the spread

and development of the sport.

2.1.5. Ministry of Youth and Sports

The establishment of the Ministry of Youth and Sports; Law No. 6223 dated
6/4/2011 based on the authority given to it, was decided by the Council of Ministers
on 3/6/2011. Youth and Sports, whose organizational structure was changed with
the Decree-Law "General Directorate General of Youth and Sports" included in Law
No. 3289 of the Directorate. The phrase was changed to "Directorate General of
Sports (https://gsb.gov.tr/tarihce.html).

The last change in the organizational structure of the Ministry of Youth and Sports
was made with Presidential Decree No. With the decree published on July 10, 2018,
the Sports organization took its final form. According to this;
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Ministry of Youth and Sports Service Units

o Office of Press and Public Relations Counsellor

e Department of Support Services

e Directorate General of Youth Services

e Head of Internal Audit Unit

e Office of the Private Secretary

e Department of Guidance and Audit

e Directorate General of Sports Services

e Directorate General of International Organizations and Foreign Relations
e Department of Information Technologies

e Directorate General of Education, Research and Coordination
e Directorate General of Legal Services

e Directorate General of Credit and Dormitories

e Directorate General of Personnel

e Department of Social Relations and Communication

e Department of Strategy Development

e Directorate General of Investments and Businesses

Provincial Directorates of Youth and Sports and District service in the provincial
organization of the Ministry of Youth and Sports. It has directorates to coordinate
Youth, Sports, and Dormitory Services at the provincial level, Sports Services
Directorate, Youth Services Directorate, and Dormitory Services Directorate can be
established under the Provincial Directorates of Youth and Sports (Presidential
Decree No. 1, 2018).

2.2. Organizational Culture

2.2.1. Culture

Morey and Luthans (1985) state that culture has been the result of a long-term

process; expresses that cultural learning occurs with the transfer of values from one
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generation to the next, and develops with additions, at the same time, by adapting to
the adaptation of human beings, culture can adapt to changes.

Culture can be defined as the accumulated shared learning of a given group,
covering behavioral, sentimental, and cognitive elements of the group members'
total physical reaction (Schein, 2004). Mats Alvesson’s 2 metaphors among 8 for
describing the culture are a compass and social glue. It is like a compass as it gives
you a sense of direction and guidelines Moreover it is like social glue because it is
the culture itself that bounds us together and live in harmony in the same culture.
(Ashkanasy et. al, 2011) Even “Culture is by and large invisible to individuals.”
(Schmitz A., 2012), it is the main factor that creates an available environment to
make people feel belonging and as a piece of a whole. “Culture is a symbol of the
rich system by which people in organizations constructs and apply meaning their
work lives” (Macqueen, 2020).78

2.2.2. Organizational Culture

Organizational culture is a concept borrowed from the tradition of social
anthropology. While social anthropologists consider culture as an integral part of a
social structure and a function of all societies, the concept of culture in
organizational culture studies, rather than being a unifying and regulating
mechanism, shows a departure from being a social control tool created and managed

by management.

Organization culture, or organizational culture, is an important concept for human
behavior within the organization. Without such a concept, resistance to change or
change cannot be understood. It is necessary to understand how the organization of
all activities in the organization such as selection, education, socialization, design
of reward systems, design of works, numerous definitions, and organization design,
with a more general definition, affects the current functioning of the organizational

culture.
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Although organizational culture studies are not new, organizational culture studies
have gained intensity in the 1980s and beyond. Some researchers extend the concept
of organizational culture from the perspective of group culture to the studies of Elton
Mayo and his friends on the human relations Hawthorne Studies and Chester
Barnard's informal organizations and their work on nature, value, norms, and

emotions.

Traditional theories of organizations can be classified as Classical and Neo-Classical
theories. In these two theories, they argue that they ignore the relationship between
the organization and the environment and see the organization as a closed system;
What differentiates the classical and Neo-classical view is their point of view to
man. The classic approach sees man as one of the other factors of production. This
is the approach that considers the human as a machine that ignores the need for
human emotions, thoughts, and social aspects. The neo-classical approach to man is
the opposite. A human being is a social being and this aspect is productive as long
as it is saturated in its working environment. Along with the Hawthorne research,
which led to the development of neo-classical theory, an important step was taken

towards the development of the concept of organizational culture.

Hawthorne studies first began with experiments examining the relationships
between physical working conditions and productivity. Later, it was aimed to
explain human behaviors and other organizational studies continued. The results

were similar to the Hawthorne studies.

Contemporary organizational theories are “System” and “Contingency”,
approaches. Contemporary theories, unlike traditional theories, do not agree with
the idea that they will be the only and best for the organization, they see
organizations as open systems that are in constant interaction with their
environment. Both contemporary approaches give importance to the individual in
the organization selecting the individual strategy, determine the structure and

balance the effects of the environment on the organization.
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The “values” and “norms” often mentioned in the definitions of culture can be
summarized as follows: Sociological meaning; it is called the generalized
fundamental moral principles or beliefs that reflect the common feelings, thoughts,
aims, and interests of a social group or society, which are deemed to be true and
necessary by most of their members to maintain and maintain their existence, unity,
and functioning. While values tell what is important for members of the organization
(freedom, democracy, loyalty, wealth, etc.), Norms show what kind of behaviors the
members expect from each other. Norms guide people who work in many areas,
from which emotions can be expressed in the workplace and how to wear them. In
the most general sense, the norm is the rule. They are common rules that determine

where, how, and to what extent relationships between normal people are conducted.

Robbins (1988), Harwey and Brown (1991), organizational culture, several
administrative organizational practices (organizational structure, control systems,

reward-punishment systems, etc.) can be explained by the analysis.

2.2.3. Levels of Organizational Culture

Since organizations have a unique culture like societies, there is an organizational
culture that determines their fields of activity, shows their values, and goals, and
determines their areas for organizational continuity. It cannot be said that this culture
is not very different from the culture of society, and it may even show similarities
with the society it is in and serves. Achieving change within the organization can
only be possible with the changing of the organizational culture. According to
Schein, the exchange of ideas with the members of the organization can form the
basis of change. Organizational Culture has a complex structure (Schein, 2004) to

be understood and implemented.

Organizational culture has different levels for Schein (1991)

Artifacts: These are visible organizational structures and processes. It can be easily
pointed, hard to decipher, it has patterns. Among the basic principles that make up

the organizational culture, there are furniture, clothes, terms used within the
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organization, jokes made, language used, common attitudes, working styles and
patterns, corporate logo, advertisements, and similar organizational features. These
can be easily observed from the outside or seen as a distinguishing feature. These
features of organizational culture may not always be understood. It has a relationship
with the experience and functioning of the organization, and how the organization
is formed. In some cases, employees can be directed by the management, if these

changes are deemed necessary.

Values: These are the strategies, targets, main philosophies that lie down
assumptions. and espoused justifications that drive us in a certain direction. These
values include how the organization expresses itself, the values that the organization
adopts and supports, and the behaviors it expects and implements. Therefore, the
fact that the values of the organization and the values of the individuals are similar

is one of the factors that will affect motivation and commitment.

Underlying Assumptions: The reason for these assumptions, which form the basis
of organizational culture, is the behaviors that depend on beliefs and values that are
too deep to be resolved. (Burkus, 2014) These assumptions can be defined as

unconscious, habits, perceptions, thoughts, and feelings.

Artifacts

Values

Assumptions

Figure 3. Organizational culture levels (Adapted from Schein, E. H. 1992)
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Basic underlying assumptions are deeply embedded in the organizational culture
and are experienced as overt and unconscious behavior. Assumptions are difficult

to understood from the inside.

The following are the tools that make the organizational culture effective in working
with individuals, spreading, and adopting the culture. (Bilgin-Demir, Ugurluoglu &
Urek, 2017).

e Ceremonies: Activities organized within the organization to increase success,
rewarding for those who achieve success (Ricketts C. & Ricketts J., 2011)
activities that try to convey the organizational culture to the employees are within
the scope of these ceremonies and ceremonies. Also, these activities are known
as factors that increase employee loyalty in these activities where the sense of
value and acceptance is reinforced.

» Stories: Transferring success stories that are supported and appreciated within
the organization, sharing positive events that can create loyalty about the past of
the organization with the employees contribute to the dissemination of the
organizational culture.

e Heroes: The presence, support, and guidance of managers who serve the
organization, and their behavior in accordance with the determined
organizational rules have a positive effect on the members of the organization.
The fact that innovative ideas emerge mostly from non-management individuals
emphasizes the importance of the support of managers in directing development
and change.

» Symbols & Costumes: Themes, logos, and symbols used by organizations are
symbols that evoke the existence of organizations and distinguish them from
other organizations. (Giirbiiz, 2020) The dress code determined within the
organization affects both the perceptions of people outside the organization and
has a distinctive feature.

e Language: The jargon, organization-specific expressions, and jokes that
organizations use within themselves also have an important place in ensuring the

transfer and spread of culture (Brown, 1995)
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2.2.4. Dimensions of Organizational Culture Profile (OCP)

Seven-dimension Organizational Culture Profile (OCP) is the framework that
enables the vision to the other types of organizational culture. The OCP is an
mstrument initially developed by consultants Charles A. O’Reilly III, Jennifer
Chatman, and David F. Caldwell to assess person-organization fit. In theory, there
should be the same pattern of basic cultural assumptions and values between the
employees and the company they work (Lumen Principles of Management, 2021).

Figure 4. Organization culture profile (This figure adapted from the study of
O’Reilly, Chatman, & Caldwell, 1991)

o Aggressive Culture: It is easy to face with competitiveness and outperforming
competitors in companies with aggressive culture. As a conclusion of this
attitude, they may fall short in corporate social responsibility. The company has
faced several antitrust lawsuits and disputes with competitors. In aggressive

companies, people may use aggressive and competitive slogans and language.
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Innovative Culture: It is easy to adapt and flexible. It is open to new ideas with
a flat hierarchy. Bosses are not in the traditional sense. As risk-taking is
encouraged, they celebrate not only successes but also failures.

Detailed Oriented Culture: Detail-oriented companies are all about meticulous
attention to detail. These companies tend to be in customer-oriented industries.
They may provide customers with completely the service they want to see, and
also, they keep records on each guest’s experiences, preferences, and
expectations to utilize as a great service later.

Stable Culture: Main elements of this culture is to be predicted easily, rule-
oriented, and bureaucratic. Their target is to arrange, coordinate, and align
individual efforts for the best levels of efficiency. These cultures may help the
organization by providing stable and constant levels of output when the
environment is stable and definite.

People Oriented Culture: The basics of this culture are value fairness,
supportiveness, and respect for individual rights. These organizations truly live
the mantra that “people are their greatest asset.” In addition to having fair
procedures and management styles, they create an atmosphere where work is
enjoyable, and employees feel relax and happy and they do not feel obliged to
choose between work and other aspects of their lives. They focus on expectation
of treating people with respect and dignity in these organizations.

Outcome Oriented Culture: This type of companies more likely to emphasize
achievement, results, and action as important values. To sell the products of the
company effectively employees are trained and mentored regularly, and they can
learn what they gain as a department daily. Outcome-oriented cultures hold
employees as well as managers accountable for achievement and utilize systems
that reward employee and group output. As a characteristic of these companies,
rewards are given to tie to performance indicators as opposed to seniority or
loyalty.

Team Oriented Culture: Being collaborative and cooperation atmosphere
among employees are emphasized in these organizations. Cross-training of

employees can be preferred in this concept so that they can be capable of helping
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each other when in need (https://saylordotorg.github.io/text_organizational-
behavior-v1.1/s19-organizational-culture.html)

2.3. Organizational Climate

In the management literature, the concept of climate as organizational climate or
organization climate was transferred from meteorological science to psychology and
social sciences. This concept has been used in organizational theory and
management literature since the 1960s. Organizational climate is a kind of
atmosphere that can lead and alter and influence employees’ attitudes which affect
their achievement (Tuna, 2014). The concept of organizational climate can be
understood much better with the guidance of theories or approaches that it refers to.
These are Gestalt’s psychology, Functionalism, Person-Environment Fit Model, and
Lewinian Field Theory (Shintri & Bharamanaikar, 2017).

In this study, the organizational climate is defined as a concept that includes a group
of attitudes, feelings, and behaviors and generally defines life in the organization.
The degree to which an individual adopts, perceives, and accepts organizational
goals affects the organizational environment. For this reason, the adoption of the
aims and products by society and the individual is the first condition for a positive
organizational climate. Organizational climate describes a series of internal features
that distinguish an organization from other organizations and affect the behavior of

those working in the organization.

In their study, Hemingway and Smith (1999) defined the organizational climate as
a common perception of the employees regarding the organizational environment.
In other words, the organizational climate is the personality of the organization or
the feeling that the organization feels. Organizational climate can strengthen certain
organizational outcomes or results, as well as delay the achievement of conclusions.
Climate is only the superficial symptom of culture, and so climate research is not
enough to reach deeper causal aspects of how organizations work. For climate
change and norms, explanations are needed; this requirement arises from the need

for deeper concepts such as culture.

23



Moran and Volkwein (1992) preferred to identify by pointing out certain features of
the climate. It is a feature that separates the climate organization from similar ones

and presents a significant continuity. According to Moran and Volkwein;

e Common perceptions of employees on issues such as autonomy, trust, harmony,
support, appreciation, innovation, and justice,

e The interaction of employees with each other,

e Defining the environment in any case,

e The dominant norms and attitudes that depart from organizational culture,

e Itis the framework that shapes and affects the behavior.

Pugh and Payne (1977) emphasize climate as a concept to be considered. Because
the climate is a decisive concept in predicting organizational performance. The
success of employee participation factors (communication, teamwork, decision-
making) depends on the content of the organizational form. Organizational climate
is an important key to organizational form. Employee participation factors cannot
be successful if they do not comply with climate leadership and special participation
requirements. Contemporary management practices include TQM, system

management, organizational climate.

Cotton et al. (1988) reported that many participation programs were unsuccessful
because they were not eligible for participation program status. Therefore, it is
necessary to work to optimize organizational climate and organizational strategy
practices. It is an important condition for managers to know the effect of
organizational climate on employee participation to make the practices related to
organizational climate appropriate. Organizational climate can be defined as the
elements perceived by employees and influencing their attitude and behavior within
the organization. Distribution of power at hierarchical levels and between units,
wage and promotion policies, structure and conditions of work, communication, and
information system are the elements of climate. The objective realities of the
organization and the individuals' perception of it constitute the organizational

climate.
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Wallach (1983) developed a method for the organizational climate and
organizational culture in three dimensions (Organizational Culture Inventory OCI).
This work of Wallach is based on the work of Litwin and Stringer (1968). Oliver
and Anderson (1994), the three dimensions; they stated that the bureaucracy,

support, and innovation were functioning by Wallach.

The main characteristics of organizational climate can be listed as follows (Sakalak,
2020):

e It has positive or negative effects on employees.

e Itisan indicator of the motivation level of the employees.

¢ Organizational climate is under the influence of organizational structure.

e It is the perception of the working area.

o [Itisthe reflection of the relationship between the employees and the organization.
e It includes measurable features.

e Itis related to the characteristics of the working environment.

e It should be supportive and motivating.

e It is specific to its own organization.

2.4. The Concept and the importance of Organizational Commitment

Commitment is the willingness to give your time and energy to a job, activity, or

something that you believe in as a definition (Cambridge, 2021).

The improvement of the commitment depends on the individual efforts for the thing
that s/he has commitment. It requires patience, time, extra effort to create the

commitment atmosphere.

Organizational commitment as a dictionary definition refers to the individual's
psychological commitment to the organization (Heery and Noon, 2008). According
to another definition, organizational commitment is the degree to which the
employee wishes to define the entity to which he is a member and his goals and to

maintain his current position in the organization (Robbins, 2003). The concept of
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organizational commitment is defined as the relative strength and necessity of the
goals and values of the individual (Bogler and Somech, 2004). According to Grusky,
organizational commitment is the power of the individual's relationship with the

organization (Grusky, 1966).

The concept of organizational commitment is also closely related to job satisfaction
and organizational identification. Job satisfaction can be expressed as an emotional
and emotional commitment related to the work of employees, and organizational
identification can be expressed as the cognitive and/or emotional association of
employees with their organizations. The essence of the individual-organization
relationship is discussed within the scope of organizational identification, and the
analysis of the individual-organization relationship as form/form is discussed under

the title of organizational commitment (Cheney and Tompkins, 1987).

However, it can be said that there is a common deficiency in the framework of the
consensus of the biggest problem in which the organizational scientists make
different definitions to express the organizational commitment. Thus, it can be said
that the definitions with different contents related to the concept are based on an

attitude or behavioral basis about organizational commitment.

Organizational commitment and loyalty are important factors for the sustainability
of institutions. However, loyalty is about serving the organization without expecting
anything in return. They do not mean the same thing as commitment in this context.
Employees working in institutions with high loyalty to the institution may work
more selflessly, while those working in institutions with low loyalty may not be
willing to work with the same dedication. However, organizational commitment is
a motivating factor in the employee (Kiligaslan, 2010). Organizational commitment
can be explained as a psychological bound between employees and the organization,

making it difficult for employees to quit their companies easily (Akkoca, 2019).
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2.4.1. Organizational Commitment Approaches

Organizational commitment is classified into three groups as behavioral, attitudinal,
and normative approaches. According to the behavioral approach, the commitment
of individuals is related to material and economic returns. The attitudinal approach
expresses the commitment and loyalty of individuals towards their organizations as
emotional attachment. The normative approach, on the other hand, argues that
organizational commitment arises out of conscientious and moral responsibility
(Zengin, 2020).

Approaches
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Figure 5. Organizational commitment approaches

The Behavioral Approach: The approaches to the behavioral commitment that we
see frequently in the work areas of social psychologists are based on their field of
study. According to this approach, the employee performs or tends to act in
accordance with the interests, goals, and objectives of the institution in order to
continue his current job. (Zengin, 2020)

In the Side Betting theory: developed by Becker, the employee makes investments

in the organization on his own behalf and tends to acquire them as gains. Therefore,

27



the employee does not have an emotional attachment to the institution he works for
but turns the continuance addiction into behavior for fear of losing his gains. The
only thing that matters for the employee is his own interests, and he acts in full
accordance with the interests of the organization in order not to lose his job in line

with these interests. (Bagriyanik, 2017)

In Salancik’s Approach: if there is harmony between the attitude and behavior of the
employee, his commitment to the organization increases, but the incompatibility
may cause the employee to exhibit attitudes in the opposite direction. In this
approach, it is argued that expected behaviors can be revealed to the extent that the
ideas of the people working in an organization and the practices they do are
compatible. (Giil, 2002)

The Attitudinal Commitment Approach: The goal in the attitudinal commitment
approach is based on the balance of both individual and organizational goals.
Organizational culture, management, and characteristics will determine the basis for

which approach will be applied.

Attitudes are the only factor that makes behavior. From this point of view, in terms
of the attitudinal approach, commitment is the emotional bond that an individual
creates against the organization he/she works as a result of adopting the principles
of an organization and being willing to achieve the organization's goal. Attitudinal
commitment refers to the increase in the individual's desire to work as a result of
overlapping the goals of the organization. This is one of the factors that can enable
institutions to be successful in the targets they set. In this approach, the person works
with a motivation to realize the goals of the organization by carefully preserving his

presence in the institution. (Zengin, 2020)

Attitude commitment can generally be considered as an understanding of
individuals' values and objectives, and the values and goals of their organizations.
Behavioral commitment can be expressed as a process related to the problem of
individuals being bound to a particular organization and how to solve this problem.

Differences in attitudes and behavioral commitment can also be found in research
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areas. Studies in the study of attitudinal commitment generally focus on identifying
prerequisites that contribute to the development of loyalty and the behavioral
consequences of attitudinal commitment. In the studies conducted on behavioral
commitment, it has been tried to define the conditions that exhibited a certain
behavior that was previously exhibited, which are likely to be repeated, and which
may affect attitudes (Meyer & Allen, 1991).

The Normative Approach: Attitudes are the only factor that makes behavior
happen. From this point of view, in terms of normative approach, commitment is
the emotional bond that an individual creates against the organization he/she works
as a result of adopting the principles of an organization and being willing to achieve
the organization's goal. Normative approach refers to the increase in the individual's
desire to work as a result of overlapping the goals of the organization. This is one
of the factors that can enable institutions to be successful in the targets they set. In
this approach, the person works with a motivation to realize the goals of the
organization by carefully preserving his presence in the institution and employees
are tied to their organizations with moral responsibility rather than taking care of
their own interests. In this context, socialization in the organization is very effective.
Employees rely on the necessity of staying with their colleagues and being loyal to

their workplace (Giimtis, 2019).

2.5. Organizational Commitment Types

Allen and Meyer (1990) composed an analytic view that consists of three definable
components for the organizational commitment. These are affective commitment,

continuance commitment, and normative commitment.

Affective (Emotional) commitment employee’s emotional attachment to the
organization and the organization values. Continuance commitment defines
employee’s eagerness to keep on working in the same organization. Normative
organization employee’s sense of responsibility or obligation towards the

organization.
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Figure 6.0rganizational commitment types

2.5.1. Affective (Emotional) Commitment

Affective Commitment is an individual's readiness to keep on with his/her work
particularly as it is right for the employee’s values and goals; as a result; inherently,
that person gladly take part in achievement of such targets. Employee can work with
high motivation with affective commitment, but it cannot prevent quitting the job if
he/she is not satisfied with the job So in other words it will not affect the continuance
commitment. On the other hand, poor affective commitment can cause negative
perspectives to the organization. To have higher affective commitment there should

be minimal gap between the individual’s values and the organization values.

2.5.2. Continuous Commitment

Continuous Commitment refers to enforcement of an employee’s eagerness to keep
on serving a specific organization. It is directly related to the ow much s/He need to
stay in the organization. There can be many reasons for the individual to stay such

as inefficient job opportunities, economic standards, opportunities of the
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organization even good relationships with colleagues (Erdogdu, 2019) If continuous
commitment is satisfied the individual, s/he is unwilling to leave the organization.
An individual feels the support and encouragement and positive approach from the

organization, s/he tends to show higher continuous commitment to the organization.

2.5.3. Normative Commitment

Normative Commitment defines how much s/he should stay in the organization
because s/he primarily gives importance to the other’s pressure/s. Individual shows
high normative commitment because of caring the result of the leaving. On
conclusion, s/he wants to preserve her/his impression on colleagues so with this
motivation they keep on working despite not being satistied (Erdogdu, 2019). As
normative commitment builds on a moral values and duties it can be easily

distinguished from continuous commitment (Tagliyan & Hirlak, 2014).

In the study, it was aimed to develop an appropriate scale to evaluate the
organizational loyalty of the employees based on these three components and to
investigate the relationship between the variables used in previous research and the
relationship between these three components. Emotional commitment as the three
components in the model is that the individual is willing to continue to work in the
organization and consequently to establish an emotional connection with his
organization; dynamic commitment to take into account the costs to be incurred in
case of separation of the individual from the organization; normative commitment
refers to the individual's view as an obligation to remain in the organization and, as
a result, to establish a connection with his organization in line with his sense of
responsibility (Allen and Meyer, 1990). Some commentators state that the
individual will have organizational commitment only in the case of these three
components, but according to some other authors, there may be an organizational

commitment in the case of at least one of these components (Heery and Noon, 2008).
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2.6. Factors Affecting Organizational Commitment

Corporate Commitment is too broad to be tied to a single main factor. The factors

affecting Corporate Commitment can be summarized in general.

2.6.1. Personal (Demographic) Factors

It has been determined that there is a relationship between demographic

characteristics and organizational commitment.

Different individual characteristics give different results on organizational
commitment. For example, older individuals may have higher organizational
commitment due to their limited opportunities to find new jobs or the values they
hold. The concept of gender also differs because of the tendency to leave the
organization due to organizational commitment or external duties, or due to family
duties (Yal¢in & Iplik, 2005). It should not be overlooked that the educational level

of the individual has a high tendency to increase expectations at the same rate.

2.6.2. Organizational (Operational) Factors

Organizational factors, on the other hand, include organizational culture,
organizational justice, organizational reward, psychological contract, management,
job expectations, the nature and importance of the job, the salary received, and
personal characteristics (Unlii, 2019). Meeting the expectations of the individual,
determining the job identity, communication problems, advancement opportunities,
subordinate Concepts such as parent relationship, equality and intra-organizational

justice also play an active role in this field (Kogak, 2019).

2.6.3. External Factors

It is seen that the general situation of the sector, job opportunities, professionalism,
unemployment level, the social and economic situation of the country are within the
organizational, culture, corporate communication, and institutional structure
(Dagdemir, 2008).
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2.7. Innovation Climate

Innovation: It can be defined as a new idea or method, or the use of

new ideas and methods (Cambridge, 2021).

Innovation let us to see from different perspectives. Since top managements can affect
collective learning and innovation in an organization, it is necessary to plan the
innovation-oriented changes that need to be implemented, to encourage innovation
within the organization, and to demonstrate appropriate leadership to implement them
in accordance with basic values. Most innovative ideas come from subgroups of the
organization. Supporting, encouraging, validating, and implementing these valuable
ideas will support collective learning and innovation in the organization (Yukl, 2018).

Leading the change is one of the issues that managers can find difficult. However,
changes in organizations can be made under the guidance and direction of the senior

management team. (Uzkurt, C. 2020).

In a 12-year study conducted on 36 different sports organizations in the National Sports
Organization of Canada, mentioned that the change and change process is successful in
a longer time than expected or targeted as accordance with the capacity of change, the
appropriate time, and the climate that effects this innovation and transformation have
vital role, in addition to the effects of leadership, internal and external factors as well as
over this time. (Amis, Slack & Hinings, 2004).

In recent years, in the studies on organizations, especially psychologists and sociologists
attach great importance to climate and its effects. It can be defined as the sum of
employees' perceptions about the work environment of organizations that encourage
risk-taking behavior, allocate adequate resources, and provide challenging working
opportunities to use innovative working strategies (Kilig, 2018). The innovation climate
includes risk-taking, result-oriented, dominant, diligent, challenging, enterprising, and
effective. The need for more effective use of organizational resources for organizations
to exist in competitive markets has led to the development of the concept of an

innovative organization.
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A strong innovation climate can enable employees to act innovatively (Kilig, 2018).
The current market environment, where modern industrial organizations exist, is
characterized by intense global competition, rapid technological changes, and
increasing conscious consumers. This creates pressure for organizations to continually
review themselves and their aims and to reorganize their existing structures and
processes to create new strategies and new services. The fact that organizations exist in
a competitive environment and require more effective use of organizational resources

has led to the formation of innovative organizational climates.

The psychological and sociological structure of organizational life are the two main
factors that make up the organizational climate. The main factors that affect the
organizational climate positively or negatively in both directions, leadership,
management and leadership styles, forms of motivation, communication methods, in-
group dynamics relations and the basic structural features of the organization. Managers
and leaders have a great influence on the formation of a positive or negative
organizational climate (Korku, 2018). Therefore, innovation has an important place in

the modern business world.

The innovation capacity of an organization is determined by many factors. These factors
are associated with the organization's own internal organization and work environment.
As well as past experiences. According to study that examine the process of change at
the community sport level specific change practices maintain a perspective into the
change process (Legg, 2015) On considering organizational factors, there is a high
degree of consensus. This consensus is related to the importance of external
communication (the relationship between the organization and its environment) and

internal communication (relations with employees and employees).

According to Dunphy and Bryant (1996), there is a relationship between self-directed
teams and innovators. Team employees are in communication with each other, they do
not wait for the decision of the top authorities and this increases the speed of innovation
by accelerating the decision-making mechanism. Similar results were found in the work
of Nicholson, Rees and Brook-Rooney (1990), and the organizational climate was
supported by developments in human resources.
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In contrast to this general discourse in the literature of management, recent studies do
not support the relationship between innovative climates and teamwork. For example,
although Scott and Bruce (1994) found that the innovative climate positively correlated
with individual innovations, they found no relationship between climate perceptions,
such as the quality of change among team workers and the promotion of innovation.
Similarly, Tannenbaum and Dupuree-Bruno (1994) found no relationship between
innovative and supportive climate and innovative human resources practices. These
studies: the relationship between employee participation, communication, team

building processes, and participation in innovative cultures should be further clarified.

Innovative climate benefits from teamwork and communication in sharing decision-
making. Because innovative climate includes creativity, a result-oriented and
competitive environment. This requires effective and open communication. Innovative
climates support teamwork and allow significant opportunities for employees. These
possibilities are involved in decision-making mechanisms to make their work more

effective.

2.8. Corporate Social Responsibility

CRS is not defined exactly in literature. Different definitions and theories have been
developed in the historical process to define the ties and responsibilities of the
organizations with the parties and the legislators that they have to establish a
relationship within the economic activities. In the early 1930s, Theodore Kreps used the
concept of social control for the first time in the social responsibility of organizations,
and Peter Drucker, in his book published in 1942, emphasized the concept of
responsibility and the protection of freedom by noting that organizations should give

importance to social dimension as well as economic objectives.

In 1953, Howard Bowen mentions the concept of CSR in his book The Social
Responsibility of Businessman, which is considered to be the beginning of the modern
time literature on corporate social responsibility (CSR). According to Bowen, they are
the obligations to be undertaken by the organizations to follow the desired policies in

terms of the objectives and values of the society, to take appropriate decisions, or to
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follow the related activities (Crane et al., 2008). Bowen refers to the community
objectives and social agreement within the framework of a social agreement and refers
to the moral values of the organization in society (Andriof, 2002). In his article
published in 1960, Davis demonstrated the relationship between the organization's CSR
and its power in society, and why do organizations know how to address their social
responsibilities and what if they do not fulfill their obligations by examining the impact
of CSR on the power of the organization in society and the need of organizations to take
into account their social responsibilities in their decisions (Davis, 1960). To apply it in
harmony CSR activities carried out by businesses should comply with social norms,
values, and beliefs of that society should be respected (Cil-Kogyigit & Gok, 2019).

In addition to these, there are various definitions in the literature on the concept of CSR.
CSR, taking into account the economic, social, and environmental impacts of activities
carried out by the British Parliament member Nigel Griffiths while maximizing the
benefits of the organization and minimizing its losses; According to the World Business
Council for Sustainable Development (WBCSD), on the large scale, the commitment
of businesses to promote ethical behavior and economic development while improving
the quality of life of people and society as well as the workforce; According to the
European Union, organizations address social and environmental problems voluntarily
in their activities and their relations with stakeholders; According to the ILO, it is
defined as the voluntary initiatives undertaken by enterprises beyond their legal
obligations (Hopkins, 2012). In the definition made by the European Commission, CSR
is expressed as a concept that shows that businesses carry voluntary social and
environmental concerns in their activities and interactions with stakeholders (lig,
2010). CSR is a concept that expresses the ethical and responsible behaviors of all the
stakeholders in both the internal and external environment and takes decisions in this
direction (Aktan & Vural, 2007). It can be said that the meaning of the concept of social
responsibility is the status of accountability when it is needed due to the work and duty
charged on the subjects related to society (Yonet, 2005). CSR can be defined as the
company's contribution to sustainable economic development, its commitment to
improving the quality of life of its employees, their families, and the whole community.
At this point, the main purpose of the main concepts that are defined as corporate social
responsibility, sustainability, corporate citizenship, and corporate ethics is to prevent or
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avoid practices that weaken the society directly or indirectly, harm the environment, or
damage the climate of the society, affect the economy negatively, and harm employees

or causes discouragement (Gocenoglu, 2014).

In a study where CSR is addressed within a hierarchy of needs, an organization with a
CSR is identified as an organization that meets all needs strongly and fulfills itself
according to the hierarchy of needs. They are organizations that voluntarily contribute
to the welfare of all stakeholders and are therefore in a coveted position (Tuzzolino &
Armandi, 1981).

CSR aims to examine the role of enterprises or the business environment in society and
to maximize the social outputs resulting from the activities carried out by enterprises.
What is the role of enterprises in society? or what are the businesses for? In response to
the question of Milton Friedman and the Shareholders' Paradigm, there is a shift to a
CSR concept that now has responsibilities to other stakeholders, except for the
shareholders. In this respect, it can be said that the present CSR paradigm covers the
responsibilities towards the public together with the shareholders and accepts the

enterprises as a part of the society, not separate from the society (Boeger, 2008).

Stakeholders on CSR are usually shareholders, employees, customers, creditors
(especially lending banks), suppliers, trade unions, competitors, governments, local
communities, and the public (Sims, 2003). However, there are many theories about CSR
in the literature. The theories generally vary according to the stakeholders to which CSR
is concerned or the social or moral values that they care about. In the long run, the
adequacy of the contribution of the organizations to the welfare of the society and the
relationship between the organization's shareholders and the organization - society are
seen as two important factors in CSR (Paetzold, 2010). Authors such as Friedman,

Sethi, Carroll, and Elkington have developed different theories in terms of these factors.

As mentioned above, Friedman considers CSR only as a means to increase the
profitability of the enterprise and considers all social and environmental activities as

compulsory work to be able to establish relations with the state and society.
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For the development of CSR of the organizations, with the guidance of the management
team and sub teams the effect of the leadership skills can be used to motivate employees
(Hamid & Aisha, 2016).

2.8.1. Advantages of Corporate Social Responsibility

Corporate social responsibility is the collection of studies carried out by institutions
for the welfare and benefit of the society in improving the areas that are lacking or
in the areas that need to be developed. In the light of the studies mentioned above,

the benefits of these studies can be listed as follows:

e Increases the awareness of the organization,

e The individual or units of the institution where the responsibility is carried out
benefit from this situation.

e Creates or helps maintain organizational reputation,

e Provides organizational development,

e Provides benefits in related work and improves inter-organizational goodwill.

¢ Increases the perception of donation or provides donation increases.

e It can increase the commitment of the employees to the organization.

¢ |t helps to increase the motivation of the employees in the organization.

2.8.2. Disadvantages of Corporate Social Responsibility

Corporate Social Responsibility programs are frequently preferred today for image
renewal and making an impact. Despite many positive aspects, these initiatives and

practices may also have some disadvantages. These are mentioned below.

e It can create a cost above the planned and desired costs of the organization.

e Execution of responsibility projects may lead to practices that require more
procedures than necessary (Seyitogullari, 2020).

e The organization may diverge in its own goals and objectives during the

implementation period of social responsibility projects (Silstipiir, 2020).
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e The lack of consistency between the program maintained by the organization and its

own practices can affect the commitment of the employees.

2.8.3. Social Responsibility Fields of the Organizations

Apart from the services they offer or the area they serve, one of the main features that
makes them different from other organizations is that they contribute to the benefit of
society. The institution is obliged to fulfill its responsibilities to create these differences.
Organizations have not only internal responsibilities but also external responsibilities
that they have to full fill. These responsibilities are listed below.

Internal Responsibilities of Organizations

e Responsibility Towards Employees: The only resource that corporations are
primarily responsible for in their social responsibility practices is their employees,
that is, human resources, which are necessary for them to achieve their goals.
Employees are the stakeholders most affected by the process of making and
implementing social responsibility decisions that their institutions carry out to
provide prestige and benefit to society (Kagnicioglu, 2007). It is responsible to the
employees in matters such as the development and improvement of the working
conditions of the employees of the institutions and the observance of social rights
and freedoms. Social responsibility is a situation that includes supporting the
employees and the environment they affect, and the positive social, cultural,
economic, and environmental development that will be invested in the society in
general (Ozgen, 2007).

e Responsibility Towards Shareholders: Shareholders are the person or persons,
institutions or institutions that put material capital and invest in the institution
(Giileryiiz, 2019). They are concerned with the profit to be obtained by the institution
and whether the institution achieves its goals, whether the determined targets are
achieved or not. Corporations are responsible for achieving the goal with minimal
input to shareholders.

e Responsibility Towards Management: Organizations are responsible for towards
the managers, the issues that constitute the internal dynamics of the organization,
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such as following a motivational human resources policy, creating an environment
of awareness on ethical issues and social values, acting in accordance with current
innovations, playing an active role in the internalization of the organization, adopting

the aims of the institution, and providing an environment for their adoption.

External Responsibilities of the Organizations

¢ Responsibility Towards Customers: Organizations are also responsible for ethical
values towards customers. Consumers and customers expect organizations to
provide quality, reliable, quality, and timely service. In addition, one of the most
important requests of consumers is to get products or services at affordable prices
and guaranteed. Businesses are responsible for meeting consumers' expectations for
quality products (Giileryiiz, 2019). Institutions and businesses also have
responsibilities not to mislead the consumer, to sell quality products and to inform
the consumer correctly about the product.

¢ Responsibility Towards Society: While producing goods or producing services in
the environment in which the Organization is located, it should think about the
benefit of the society, observe the interests of the society, fulfill its obligations to the
state, protect its environment, provide reliable service, sell safe products, treat its
employees and the environment fairly, create new job opportunities in its field, and
provide training. It can be counted among the expectations of the society to support
the arts and to do useful works to expand the limited opportunities (Oztiirk, 2010).

¢ Responsibility Towards Competitors: Organizations operating in the same or
similar field have responsibilities such as not to engage in unfair competition,
(Torlak, 2001) not to defame their competitors with inconsistent and unfounded
cheating that may adversely affect them, not to enter into a fight under conditions
that are not the same as their competitors, and not to leak secretly without their
consent. Institutions should show respect for each other and attitudes that do not
destroy moral ethics. This is among the duties of institutions as a social responsibility
at the point of maintaining the sense of trust in the society (Karasakal, 2012).

e Responsibility Towards State: The operating activities of the institutions are
regulated by the laws determined by the Deristate (Sagir, 2020). The most important
duty of an institution against the government is to continue its activities within the
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framework of the laws determined by it, to pay the determined taxes on time and in
full, to help the government reduce the unemployment rate with the job opportunities
they provide.

Responsibility Towards Nature &Environment: Organizations are obliged to
show responsiveness towards the environment, regardless of the field in which they
operate, within the framework of adverse situations that occur due to our being an
industrialization and consumption society (Aktan, 2007). They have to fulfill their
responsibilities in areas such as the establishment of environmental cleanliness,
prevention of environmental pollution, recycling, protection of cultural heritage,
protection of resources, and protection from damage. They should avoid practices
that may harm the environment or not carry out work that may cause this.
Responsibility Towards Democracy & Human Rights: Organizations can make
important contributions that can benefit the development of human rights and
democracy. Institutions can begin the realization of this basic purpose internally with
the democratic working environment and management system they provide to their
employees. In an organizational atmosphere where my individual rights and
freedoms are defended and supported by institutions, it will also benefit the
employees to develop loyalty, this responsibility is one of the most important
responsibilities expected from institutions. Activities for disabled individuals ensure
that their rights and freedoms are brought to the agenda and implemented more
broadly.

Responsibility Towards Stakeholders: Institutions need suppliers to continue their
activities (Torlak, 2001), this supply needs are at the core of the services offered by
the institution. An ethical understanding prevails between the supplier and the
institution (Vural & Coskun, 2011). The institution also bears responsibility towards
the suppliers, as well as other branches it is responsible for. However, the same
responsibility belongs to the supplier. The supplier is also obliged to supply the
necessary materials, services and products at the time of establishment, of good
quality, away from unfair competition, respectful of legal frameworks. (Sen,
M.2020)

Responsibility Towards Education &Culture: While the organizations carry out
their activities, they continue their social responsibility programs in the fields that

benefit the society (Aktan, 2007). The society will expect the institutions to operate
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in this field as well. Today, institutions fulfill their duties in situations where
opportunities are limited, open to development but with limited capacity. Engaging
in activities within the framework of social responsibility in the field of education
and culture (Carroll, 1991) and making investments to develop these not only
increase the prestige and recognition of institutions but also lead and provide benefits
in the progress of society. Supporting cultural studies and studies and working with
artists have an important place in terms of the institution and society. Increasing the
literacy rate, encouraging people to learn and innovation, and providing trainings

with sponsorship support also affect the provision of new job opportunities.

INTERNAL RESPONSIBILITIES
*Responsibility Towards Employees
*Responsibility Towards Sharcholders

*Responsibility Towards Management

EXTERNAL RESPONSIBILITIES
*Responsibility Towards Customers
*Responsibility Towards Society
*Responsibility Towards Compititors
*Responsibility Towards State

*Responsibility Towards Nature &Environment

*Responsibility Towards Democracy &Human Rights
*Responsibility Towards Stakeholders

*Responsibility Towards Education &Culture

Figure 7. Internal and external responsibilities of the organization (Adapted from
Aktan, C. C. 1999)

2.8.4. Study Fields of Corporate Social Responsibility

Within the CSR work areas, studies that increase the quality of life of individuals,
including their basic needs such as education and health, and enable their
development, can also take place on issues such as gender equality and poverty in
to ensure social equality (Albayrak, 2020). It includes subjects such as human rights,

animal rights, art, and artists, which can benefit social progress as well as support
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individual development. It can take place in the lens of corporate social
responsibility in other matters that may be beneficial for the benefit of the society

and the individual, where development and support are needed.

2.9. Models of Social Responsibility

Organizations should continue their social responsibility activities to maintain their
existence, to provide recognition, to protect their image, to maintain and advance
the competitive balance, and to meet the expectations of the society (Peltekoglu &
Tozlu, 2017). Organizations can apply different social responsibility models
because they have different cultures within themselves. While examined corporate
social responsibility models, it seems they differ and change form over the years by
adhering to certain issues. When these models are evaluated collectively, it can be
said that their common purpose is to explain the place and effect of corporate social

responsibility on society.

In Preston & Post's (1973) corporate social responsiveness model, organizations
should make decisions by considering the attitudes of the society and the state in the
problems they encounter. In this approach, it is argued that the organization should
be responsive rather than responsible. The organization should be supported by the

state, if it is supported by the state, it will be able to complete its processes faster.

According to Davis's (1973) corporate social responsibility model, the corporation
is responsible for its activities against the society and for the actions to be taken for
the benefit of the society. If the reasons for this can be gathered under four main
headings, the first of them is; Institutions should be aware that they are responsible
for the social environment and social problems. Secondly, there should be a
communication between institutions and society in accordance with mutual ethical
rules for social development. Third, it is responsible for making decisions by
analyzing the results of its activities and its impact on society in the long and short
term. Fourthly, for the feasibility and sustainability of the activities carried out by
the enterprises, the expenses of these activities should be reflected in the product or

service price. Fifth, institutions should be adequately equipped to solve social
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problems and be aware of their responsibility towards society. He argues that
organizations that do not work with this awareness will disappear over time and will

not be sustainable.

Ackerman's (1976) corporate social responsiveness model, like Preston & Post's
corporate social responsiveness model, emphasizes that there should be more
responsiveness than responsibility. The model is supported by three elements;
corporate social responsiveness completes its objective first as the political stage,
second as the learning stage, and as the organizational commitment stage. The top
level manager or managers of the organization identify the social problem or
problems, at the other stage, the plans are planned in a way that is ready to
implement, and finally, they are expected to find solutions by acting proactively

before the problems occur.

In Sethi's (1979) corporate social responsibility model, social responsibility is based
on social responsibility and social responsiveness. Social obligation: states that
enterprises have primarily economic goals and must fulfill their social obligations
with the laws determined by the government. Social responsibility and social
responsiveness; proposes to benefit the society by taking initiatives on the subject

before problems arise.

Zenisek's (1979) corporate social performance model summarizes the stages in the
formation of social responsibility awareness. These; manager process, organizational
participation process, operational framework process as a social process is called the

four-cell model of the Social Responsibility Process.

In Wartick and Cochran's (1985) social responsibility model, social responsibility is
evaluated under the principles, process and policy sections. According to this model,
the task of the organization is it is to determine the expectations of the society under
changing conditions, to determine a general attitude towards these expectations, and

finally to implement the activities expected by the society in this context.
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Frederick (1986-1994-1998) made a transition to the concept of corporate social
responsibility, corporate social responsiveness, corporate social correctness,
universe-science-religion, which is called CRS1, CRS2, CRS3 CRS4 in the

corporate social responsibility model.

Carroll (1991) corporate social responsibility model; It is described as Philanthropic
Responsibilities, Ethical Responsibilities, Legal Responsibilities, Economic

Responsibilities.

Wood's (1991) social performance model considers corporate social responsibility,
corporate responsiveness, and results of corporate performance. If it is thought that
the society does not act with a sense of responsibility, organizations lose power and
even cannot survive. It should organize activities to identify existing problems and

improve them and finalize the process and make it a corporate policy.

In Swanson's (1995) Social performance model; economic and ecological and power-
seeking values are classified as ethical values and individual values. By associating
these values with each other, the action plan emerges.

Capaldi's (2005) corporate social responsibility model is classified in three parts.
These; negative responsibilities (includes the organization's adherence to the rule of
law, performing activities in accordance with the principles of the state.), positive
responsibilities (includes maximizing the profit of the organization with innovations
for the organization.) and additional (complementary) (includes activities outside

the responsibilities of the enterprise.) responsibilities.

Kotler & Lee's (2017) corporate social enterprise approach; consists of Corporate
Cause Promotions, Cause- related Marketing, Corporate Philanthropy, Corporate
Social Marketing, Community Volunteering, Socially Responsible Business
Practices (Silsiipiir, 2020; Sert, 2012; Sethi, 1979; Munilla & Miles, 2008).
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Table 1

Basic Models of Corporate Social Responsibility

Year/s Name of the Model Concepts of the Model
Preston &Post Social *Government support needed for the Social
1973 Responsiveness Model Responsibility.
*Social Responsibility Responsiveness
*Social power for Social Responsibility
*Two-sided system
*Deep analyzing for the product sustainability.
1973 Davis’s CRS Model * Social cost products costs should be reflected to
the customers.
*Qrganizations are Responsible for Social issues
*Political Level
1976 Ackerman’s Social *Learning Level
Responsiveness Model *QOrganizational Obligation
*Social Obligation
1979 Sethi’s CRS Model *Social Responsibility
*Social Responsiveness
Zenisek’s Social Performance *Executive process
Model *Qrganizational Participation Process
1979 (Four-celled Model of Patition of ~ *Operating Environmental Process
Social Responsibility Continuum  *Social Process
*Principle
1985 Wartick & Cochran CRS Model ~ *Process
*Policy
1986- *Corporate Social Responsibility
1994-  Frederick’s CRS Model *Corporate Social Responsiveness
1998 *Corporate Social Rectitude
*Philanthropic Responsibilities
*Ethical Responsibilities
1991 Carroll’s CRS Model *Legal Responsibilities
*Economic Responsibilities
*Corporate Social Responsibility
1991 Wood’s Social Performance *Corporate Social Responsiveness
Model *Corporate Social Performance Result
*Economic and Ecologic Values
1995 Swanson’s Social Performance *Ethic Values
Model *Individual Values
*Negative Responsibilities
2005 Capaldi’s CRS Model *Positive Responsibilities
*Complementary Responsibilities
*Corporate Cause Promotions
2017  Kotler & Lee’s Corporate Social ~ *Cause- related Marketing

Enterprise Approach

*Corporate Philanthropy
*Corporate Social Marketing
*Community Volunteering

*Socially Responsible Business Practices

2.10. Dimensions of Corporate Social Responsibility

Carroll's (1991) corporate social responsibility pyramid has shaped corporate social
responsibility in four different dimensions. This model divides the expectations of

the organization into economic, legal, ethical, and philanthropic responsibility.
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PHILANTHROPIC
RESPONSIBILITY

ETHICAL RESPONSIBILITY

LEGAL RESPONSIBILITY

ECONOMIC
RESPONSIBILITY

Figure 8. Carroll’s corporate social responsibility pyramid (Adapted from Caroll’s,
1991)

Carroll explained the pyramid he designed with the following concepts Carroll (2016):

¢ Philanthropic Responsibilities: This what desired by the society. Philanthropy
encompasses the activities undertaken by the organization that responds to the
expectation of the Business to be a good corporate citizen in society. It involves
institutions actively participating in and supporting actions or programs that
contribute to the welfare and development of society. Examples of philanthropy
include education, community service, and the arts.

e Ethical Responsibilities: This is what expected by society. There are some
behaviors within institutions that are not specified in the law but are expected to
comply. These are ethical responsibilities, practices, and standards including moral
responsibilities such as not harming the environmental stakeholders of the business.
Legal expectations are also based on these ethical expectations.

e Legal Responsibilities: This is what is required by society. Society accepts
businesses to make a profit and even reach the highest level of profit. However,
businesses have to comply with legal obligations while continuing their activities.
Economic and legal responsibilities are interconnected and cannot be considered
separately. Within the framework of this agreement, the society can follow the
economic activities of the enterprises within the law.

e Economic Responsibilities: This is what is required by society. When businesses
are evaluated from past to present, they are economic entities established to provide

service to the members of society. The aim of making a profit has always been the
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primary target. Therefore, this profit motive has transformed into a value concept
over the years. All responsibilities of organizations are entirely based on economic
responsibilities. Carroll determined this process as helping to maintain a competitive
position, working with motivation to increase earnings, ensuring continuity in profit-

making, and targeting as high profit as possible.

2.11. Corporate Social Responsibility Theories

Garriga and Mele (2004) grouped the theories on corporate social responsibility
developed by Carroll (1991) in the light of previously determined responsibilities

under four main headings.

e Instrumental theories: These theories, put forward in Friedman's representation,
argue that an enterprise is a tool for creating wealth and that the achievement of
economic goals is the sole social responsibility of the enterprise. Only the economic
aspect of interactions between business and society is considered. That is, socio-
economic goals are separate from economic goals.

¢ Political theories: Theories in this field work to emphasize the social power of the
company. This enables the company to fulfill its social responsibilities or directs it
to cooperation. Although there are different approaches, it can be evaluated through
two main theories, namely Constitutionalism and Institutional Citizenship.

¢ Integrative theories: In this group, they argue that businesses should meet the demands.
According to this group, the survival of businesses basically depends on society.

e Ethical theories: Theories in this field argue that there should be a unity of ethical
values between businesses and society. It is necessary to provide the answers to
social demands and institutions through the same ethics. These should be perceived
as ethical responsibilities for institutions. Businesses should make practices in line
with the morals and norms of the society and parallel to their ethical values.

48



2.12. Corporate Social Responsibility Theories and Related Approaches

Table 2
Corporate Social Responsibility Theories and Related Approaches  (Albayrak,
2020; Garriga & Mele, 2004)
Theories Approaches Short Definition Some Significant
References
Instrumental *Maximization of  Long-term value Friedman (1970), Jensen
Theories shareholder value  maximization (2000)
Focuses on *Strategies for - Strategies based on the
realizing competitive company's view of its Hart (1995), Lizt (1996)
economic goals  advantages natural resources and

through social

dynamic capabilities

activities) - Social investments in
a competitive Porter & Kramer (2002)
environment
- Strategies for the Prahalad & Hammond
bottom of the economic  (2002), Hart & Christensen
pyramid (2002), Prahalad (2003)
Socially recognized
*Cause-based altruistic activitiesused ~ Varadarajan & Menon
marketing as a marketing (1988), Murray and
instrument. Montanari (1986)
Political Institutional The social Davis (1960, 1967)
Theories constitutionalism responsibilities of the

(Focuses on
responsible use
of workforce in

enterprises are formed
according to the
amount of social

the political power they have.
arena.)
Integrative Social ~ The firm is understood Wood and Lodgson(2002),
Contracts as a citizen with a Andriof and Mclintosh
certain involvement in ~ (2001)Matten and Crane
society.
Corporate It assumes that there is  Donaldson and Dunfee
Citizenship a social contract (1994, 1999)
between business and
society.
Integrative Problem Responding Sethi (1975), Ackerman
theories Management institutionally to social  (1973), Jones (1980), Vogel,
(It focuses on and political issues (1986), Wartick and Mahon
the integration significantly affects (1994)
of social processes.
demands.) Public The law and the

Responsibility

Stakeholder
Management

Corporate Social
Performance

current public policy
process were taken as
a reference for social
performance.

The firm balances the
interests of its
stakeholders.

It explores laws and
processes to provide
appropriate responses
to social issues.

Preston and Post (1975,
1981)

Mitchell et al. (1997), Agle
& Mitchell (1999), Rowley
(1997)

Carroll (1979),Wartick &
Cochran (1985), Wood
(1991b) Swanson (1995)
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Table 2 (cont'd)

Ethical
Theories
(focuses on
what is right to
achieve a good
society.)

Normative
Stakeholder Theory

Universal Rights

Sustainable
Development

Public Interest

The duties of the
company towards its
stakeholders take
into account.

Frameworks based
on human rights,
labor rights, and
respect for the
environment.

Humanitarian
consideration for
current and the
purpose of future
generation’s

Freeman (1984, 1994), Evan
and Freeman (1988),
Donaldson and Preston
(1995), Freeman and Phillips
(2002), Phillips et al.(2003)

Global Sullivan Principles
(1999), UN Global Compact
Convention (1999)

World Commission on
Environment and
Development (Brutland
Report) (1987), Gladwin and
Kennelly (1995)

development.

Alford and Naughton (2002),
It is directed towards Mele” (2002) Kaku (1997)
the common good of

society.

2.13. The Effect of Corporate Social Responsibility Perceptions on Employee

Commitment

It can be said that in most of the studies on organizational commitment, the main
purpose is to determine how employees can better connect to their jobs and how

their organizational commitment can be better.

Likewise, many factors such as labor force conversion rate, organizational
citizenship behavior, and business performance are affected by organizational
commitment. In many academic studies, it has been determined that job stress,
empowerment activities, job insecurity, employability, leadership styles, and other
attitudes towards organizations affect organizational commitment due to role

conflict and role ambiguity (Anton, 2009).

It can be said that one of the factors affecting the employees' commitment to the
organization is the CSR perception towards their organizations. Likewise, the values
adopted by an organization can have a direct impact on employees and the positive
perception of the organization's practices and activities towards CSR may increase

the loyalty to the organization. Organizations that are considered to care for some

50



values such as justice and righteousness may have employees with a strong

emotional commitment to their organization, regardless of their value hierarchies.

2.14. Mediation Effect

The mediator variable is a part of the cause-effect relationship between the two
variables (McKinnon, Fairchild, & Fritz, 2010: 594 ). The mediation relationship is
tested with a model shown in the figure below. In this way, X represents the
independent variable, Y the dependent variable, and M the mediator variable. In
addition, path ¢ shows the effect between the independent variable and dependent
variable, path a shows the effect between the independent variable and mediating
variable, and path b shows the effect between mediating variable and dependent
variable (Baron & Kenny, 1986: 116 ).

H/M\\

/
X " Y

Figure 9. Mediator effect model

To mention the mediating relationship, some conditions must be met. These
conditions, called the steps of Baron and Kenny, are listed as follows (Baron &
Kenny, 1986; Giirbiiz & Bekmezci, 2012: 200 ). 1. The independent variable must
have a relationship with the mediating variable. 2. The independent variable must
affect the dependent variable. 3. When the mediator variable is included in the
regression analysis in the second step; if there is a non-significant relationship
between the independent variable and the dependent variable, from the full
mediation relationship; If there is a decrease in the relationship between the
independent variable and the dependent variable, a partial mediation relationship
can be mentioned (Burmaoglu, Polat, & Meydan, 2013: 17 Generally, the 3-step
method of Baron and Kenny (1986) ! is used in academic studies, and partial or full

mediation decision is made according to the analysis result. In addition to the
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conditions that must be met to talk about the mediating effect, it is necessary to
determine whether the indirect relationship of the independent variable (via the
mediating variable) on the dependent variable (path a.b) is significant. Various tests
have been developed to achieve this. One of them is the Sobel test (Sobel, 1982).
This test is calculated using the unadjusted regression coefficients (B) of the relevant

variables and their standard error values.

2.15. The Relationship Between CSR and Innovation Climate in the Literature

Social innovation studies have recently gained momentum not only in the service
sector but also in the areas of corporate social responsibility. (Ozdemir & Ar, 2015)
With the developments in today's society, innovation is one of the main sources of
enabling institutions to engage in solution-oriented, fast, and proactive activities
(Orduluoglu, 2019).

In the studies, it is seen that the corporate social responsibility activities perceived
by the employees have a positive effect on the loyalty and commitment of the
members of the organization to the organization in general. In institutions where
innovation is supported and implemented, intra-organizational communication is
high. Institutions involved in innovation activities help their employees to continue

their decision to become members of the innovative organization (Nart, 2019).

This indicates that individuals are more committed to innovative institutions. In
other words, adapting to the developing and changing era and the needs or
development supports caused by this change and development will increase the
commitment within the organization, as well as the fact that corporate social
responsibility can lead to new ideas that can contribute to change. In the study of
Bocquet and Mothe (2011), a correlation was found between corporate social
responsibility and innovative performance. It can be said in the light of the studies
that corporate social responsibility activities are effective on innovation and change
on individuals. Fidanboy, C. O., and Fidanboy, M. (2018) found in their study that
innovation climate has a positive and significant relationship with organizational

identification.
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Yurttadur-Siizen and Karaaga¢ (2016) in their study on a public institution,
concluded that corporate social responsibility activities benefited the increase in
productivity, increased the motivation of the employees, and contributed to

corporate creativity.

The studies of Navickas and Kontautiene (2013) are the basis of the corporate social
responsibility innovative approach. They found that ongoing corporate social

responsibility activities support and positively affect innovation.

Institutions and institutions that carry out corporate social responsibility activities
are seen as a source of innovation by society, like other organizations that contribute

to innovation.

Iraz, Abul, and Kurnaz (2017) concluded that corporate social responsibility
activities of organizations have a positive effect on innovation performance and

increase performance.

Process innovation in which the organization's process is designed, management-
related changes and innovations for the process, conceptual innovation, strategic
innovations are some of the factors that create the innovation climate with changing

targets or adding new ones.

In the process that countries go through while keeping up with the modern age, their
efforts to be stable and sustainable and their efforts to secure economic development
are based on innovation and development, and this situation transforms institutions
(Sarikaya & Kok, 2018).

2.16. The Relationship Between CSR and Organizational Commitment in the

Literature

Studies examining the relationship between corporate social responsibility and
organizational commitment (Brammer et al., 2007; Peterson, 2004; Rupp et al.,
2006) show that organizational commitment has a great impact on the perception of

corporate social responsibility by employees.
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In Peterson's (2004) study, a positive relationship was observed between each
dimension of employees' perceptions of corporate social responsibility and
organizational commitment. The research in question also supports the increase in
gains from investments in corporate social responsibility as it increases

organizational commitment.

According to Vakola and Nikolaou's (2005) research, people come to the business
with some needs, skills, and expectations. However, they expect to work in an
environment where they can use their talents and meet their needs. To the extent that
the business provides these opportunities to its employees, they have determined
that there is an increase in the level of organizational commitment of the employees.

Peterson (2004) found that there is a link between organizational commitment and

corporate social activities that directly satisfy the needs of employees.

The results of Brammer et al. (2007) research on corporate social responsibility and
organizational commitment are particularly important in terms of the relationships
observed between organizational commitment, job security, occupational health,
and employee’s performance. The effect of corporate social responsibility on
organizational commitment is as great as job satisfaction. The results also suggest
that corporate social responsibility is positively associated with organizational

commitment.

According to Berger et al.'s (2006) research, corporate social responsibility
involvement helps employees meet their emotional needs through such activities

and reduces their stress, rather than the company's external appearance.

According to the research conducted by Tiirker (2009), it shows that employees
prefer to work in socially responsible organizations and their organizational
commitment levels are positively affected by social responsibility activities for
society, the natural environment, future generations, non-governmental

organizations, employees, and customers.
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Nejati and Ghasemi (2013) conducted a study on 142 employees in Iran and found
that corporate social responsibility activities positively affect employees'
organizational commitment. In this study, Tirker's (2009) corporate social
responsibility scale was also conducted, and it was determined that all sub-factors
of the scale positively affect organizational commitment. The study is of particular
importance as it was conducted both in a different culture and in a developing

country.

According to the results of the research, if the corporate social responsibility is
supported in the enterprises, the motivation of the employees at work increases, their
commitment to the organization increases, and an area where they can motivate
themselves spiritually is provided. This is also reflected positively not only by the
employees of the enterprise but also by other groups outside the organization. With
these activities, businesses are seen as socially responsible businesses by both
employees and other interest groups to which the business is affiliated, and this
contributes positively to increasing the prestige of the business.

2.17. The Relationship Between Innovation Climate and Organizational

Commitment in the Literature

The studies conducted affect the increase in corporate social responsibility and
innovation practices and organizational commitment (iraz, Kalfaoglu & Kurnaz,
2018).

In the studies, it is seen that the corporate social responsibility activities perceived
by the employees have a positive effect on the loyalty and commitment of the

members of the organization to the organization in general.

Demir and Tiirkmen (2014) stated in their study that one of the factors affecting the
organizational commitment of the employees is the perception of corporate social
responsibility towards their organizations. Organization innovation and
development activities that meet the common denominator with the innovation and

change perception of individuals will increase the individual’'s commitment to the
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institution. In this context, the studies benefit from the innovation climate to develop
a positive meaningful relationship between the levels of corporate social
responsibility and organizational commitment (Serinikli, 2017). It includes many
important issues that affect organizations, cultures, societies, and countries such as
innovation, development, sustainability, employment, social development, peace,

welfare, and increasing the quality of life (Seyitogullar1 & Yalginsoy, 2016).
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CHAPTER 3

METHODOLOGY

3.1. Sample Selection

In this section, information about the research model, population and sample, data
collection tools and data analysis, and statistical methods used in the research are
given. The permission for the study was given with 4290DTU2019 ethical
permission number, in November,21.2019 by Middle East Technical University.
The suitability of the study has been approved in line with the circular of the
Ministry of Youth and Sports dated 27/07/2020 and numbered
36592570010.0601754387 The scales and personal information form were used in
the study and applied to 486 employees in the organization, except those who were
in managerial status in the organization, the SPSS 22 program was used in the
analysis of the data.

3.2. Instrumentation

The data collection instruments to be used in the research consisted of 4 parts;

1- Demographic Information Form: The demographic information form, which
was developed by the researchers, included statements that question the variables
such as service year, gender, educational status, and staff level, which were
thought to be effective in the views of the research group on corporate social
responsibility and innovation climate.

2- Innovation Climate Scale: It is a 5-point Likert-type scale composed of 3 sub-
dimensions and 14 items made by Sonmez et al. (2017) .1: Strongly Disagree-5:
Strongly Agree. Cronbach on the sub-dimensions of the scale. Alpha values
supporting innovation Yen: 0.85; Prevention of innovation a: 0.77; The resource
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supply is ,8: 0.73 and a: 0.82 for the total scale. The explained variance ratio of
the scale is 56,442. In the confirmatory factor analysis of the scale, the goodness
of fit indexes are as follows: uyum2 = 1735.31df = 208; RMSEA = .149; GFI
= .68; AGFI = .61; CFU = .63; IFI = .63.

Corporate Social Responsibility Scale: To measure the employees' perception
of corporate social responsibility, 4 sub-dimensions developed by Tiirker (2009)
and corporate social responsibility scale consisting of 18 items was used. As the
scale is planned to be applied to the employees of the Public sport organization,
the sub-dimension of responsibility for the state that measures the responsibility
of the institution towards the state is 2 Article: 1- Our institution always pays its
taxes on time and in full. 2- Our corporation gives importance to fulfill its legal
obligations in a timely and complete manner against the state and was excluded
from the scale. Therefore, the scale is a 5-point Likert-type scale consisting of 3
sub-dimensions and a total of 16 items.1: Strongly Disagree-5: Strongly Agree.
Cronbach on the sub-dimensions of the scale. Responsibility for social and non-
social stakeholders with alpha values : 0,80; Responsibility for employees a:
0,75; Responsibility for individuals is a: 0.78 and 0.78 for the total scale. The
explained variance ratio of the scale is 66,746.

Organizational Commitment Scale: The Organizational Commitment Scale
developed by Meyer, Allen, and Smith (1993) consists of 18 items and 3 sub-
dimensions. The validity and reliability study of the scale was conducted by Dagl et
al. (2018). Organizational commitment was dealt with as a three-dimensional
concept by Meyer, Allen, and Smith, (1993). Meyer, Allen, and Smith's three-
dimensional model of organizational commitment; (1) occurs in three different
ways: emotional commitment, (2) continuity of commitment, and (3) normative
commitment. These dimensions were confirmed in different studies (Lee, Allen,
Meyer & Rhee, 2001: 56; Allen & Meyer, 1996: 253; Meyer, Stanley & Parfyonova,
2012: Meyer, Stanley, Jackson, Mclnnis, Maltin & Sheppard, 2012: 226; Meyer et
al., 2012: 226). Cronbach on the sub-dimensions of the scale. Alpha values The first
subdimension of emotional commitment is 0.80; the continuity of commitment was
0.73 for the second sub-dimension, and 0.80 for the normative commitment of the
third sub-dimension. The total variance rate explained was 52,719%. Articles 3, 4,

5, and 13 of the scale are inverse substances. Confirmatory factor analysis for the
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scale was performed and goodness of fit values was found to be within acceptable

and excellent values.
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CHAPTER 4

DATA ANALYSIS

At the beginning of the process, missing value analysis was performed by
controlling the missing data on the basis of scales. Since the EM Means significance
value was> 0.05 for each scale, the answers were randomly distributed and group
means were assigned to the missing data. After the relevant assignments, factor and
reliability analyzes were made. Normality assumptions were checked before starting
the analysis. These assumptions were achieved by comparing Kolmogorov-Smirnov
and Shapiro Wilk statistics values, respectively, by interpreting skewness kurtosis
values, coefficient of variation and g-g plot graphs. As a result of these transactions,
2 responses determined as outliers were removed from the survey. Parametric tests
were used because the data showed normal distribution by checking the compliance
of the data with the normality conditions on the basis of each assumption. The
mediation relationship between dependent and independent variables was examined
according to the Hayes Theorem by adding a process extension to SPSS. In this
context, Model 4 was selected and the relevant regression model was established
and the mediator variable effect was observed. Whether corporate social
responsibility and organizational commitment differentiated according to years of
service was examined by one-way analysis of variance (ANOVA), and the
differentiation by gender was examined using an independent sample t test. The
direction and effect of the relationship between corporate social responsibility,
innovation climate, and organizational commitment was analyzed with Pearson

correlation analysis. Statistical significance level was accepted as p <0.05.
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4.1. Socio-Demographic Features of The Participants

The sample consists of 162 (33.5%) female and 322 (66.5%) male participants.
Looking at the education level of the participants in the survey, 4 (0.8%) were
primary education, 32 (6.6%) high school, 329 (68%) undergraduate, 107 (22.1%)
graduate and 12 (%) 2.5) It has been observed that they have a doctorate degree.
When the marital status of the participants is examined, it is seen that 345 (71.3%)
are married, 109 (22.5%) are single and 29 (6%) are divorced. According to the
years of service, 174 (36%) of the participants have experience between 0-5 years,
154 (31.8%) between 6-10 years, and 156 (32.2%) have 11 years or more. When
people were asked about their volunteering or participation in social responsibility
projects, it was seen that 275 (56.8%) and 207 (42.8%) of them answered no.

4.2. Descriptive Statistics Results of the Instruments

Demographic data wesgathered in Section A of the survey. In this study, data was
précised in distinct sections to describe the demographic summaries of the

participants.

Table 3
Demographic information regarding the research sample
Descriptive Statistics N %
Gender
Female 162 33,5
Male 322 66,5
Level of Education
Primary School 4 0,8
High School 32 6,6
Undergraduate 329 68,0
Postgraduate 107 22,1
Ph.D Graduate 12 2,5
Marital Status
Married 345 71,3
Single 109 22,5
Divorced 29 6,0
Year of Service
0-5 Year 174 36
6-10 Year 154 31,8
11 Year and Over 156 32,2
Getting involved in Social Responsibility Project or volunteering
Yes 275 56,8
No 207 42,8
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4.3. The factor structure and reliability results of the Corporate Social

Responsibility scale

The factor structure and reliability results of the Corporate Social Responsibility

scale are shown in Table 4

Table 4

The factor structure and reliability results of the Corporate Social Responsibility scale
Corporate Social KMO Bartlett Sig Df
Responsibility ,937 6577,973 ,000 120

Factor Load
Responsibility to  Responsibility Responsibility — Reliability Avera
Questions Social and Social to Employees to Individuals  Value ge
NonStakeholders (Cronbach
Alpha)
KSS2 ,928 4,01
KSS1 911 3,97
KSS3 ,865 3,86
KSS5 ,828 3,87
KSS6 820 926 3,92
KSs4 ,800 3,82
KSS8 ,403 3,51
KSS7 ,348 3,34
KSS12 ,949 3,11
KSS10 ,903 3,19
KSS13 ,878 929 3,05
KSS11 ,876 3,09
KSS9 ,788 3,41
KSS16 ,635 3,87
KSS14 ,604 ,867 3,76
KSS15 ,535 3,56
Total ,951
Explained Variance Change in Total
Variance
74,416 74,416

As a result of the Barlett test (p = 0.000 <0.05), it was accepted that there was a
relationship between the variables. KMO was calculated as 0.937 as a result of the test
conducted to understand whether the sample size is suitable for factor analysis. This value
is considered to be a very good value (Kalayci, 2010: 322). Since KMO = 0.937> 0.50, it
is understood that the sample size is sufficient for factor analysis. As a result of the factor
analysis made for the corporate social responsibility scale, 3 factors were determined, and
it was seen that the sum of these factors explained 74.42% of the variance. The first factor
explains 57.98% of the total variance, the second 10.80%, and the third factor 5.64%.
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In the factor analysis application, by applying the "oblimin™ method, the results were
examined from the "Pattern Matrix™ table and the factor loadings of the question items
and the overlapping items were examined. Due to the absence of overlapping loads

among the factor loads, it was ensured that no problems were removed from the study.

According to the results of the reliability analysis, it is seen that the o (Cronbach Alpha)
coefficient is .951. When these values are examined within itself, it is seen that the a
(Cronbach Alpha) coefficient corresponding to the questions between 1-8 for the sub-
dimension of responsibility towards social and non-social stakeholders is .926. It appears
that this value corresponds to a highly reliable scale range. Questions between 9 and 13
were asked for the sub-dimension of responsibility for employees and it was seen that the
corresponding o (Cronbach Alpha) coefficient was .929. Questions between 16-18 were
asked for the sub-dimension of responsibility for individuals and it was found that the
corresponding o (Cronbach Alpha) coefficient was .867. When the reliability of the
corporate social responsibility scale is examined on the basis of general and sub-
dimensions, it is seen that it has a very high reliability score.

Factor structure and reliability results of the Innovation Climate Scale are shown in Table 5

Table 5
Factor structure and reliability results of Innovation Climate Scale
Innovation KMO Bartlett Sig Df
Climate ,931 5031,438 ,000 91
Factor Load
Questions Supporting Preventing Sourcing Reliability Value ~ Average
Innovation Innovation (Cronbach Alpha)
YIS ,928 3,28
YI4 ,902 3,27
Yi1 ,861 ,943 3,26
YI2 ,834 3,22
YI3 ,817 3,22
YI9 ,852 2,99
YI7 ,825 3,08
Yl6 ,823 ,909 3,05
YIS ,802 3,30
YI10 72 2,78
YI11 748 2,72
Yi14 ,868 2,96
YI13 ,845 752 3,30
Y112 217 3,23
Total ,933
Explained Variance Change in Total Variance
73,378 73,378
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As a result of the Barlett test (p = 0.000 <0.05), it was accepted that there was a
relationship between the variables. KMO was calculated as 0.931 as a result of the
test conducted to understand whether the sample size is suitable for factor analysis.
Since KMO = 0.931> 0.50, it is understood that the sample size is sufficient for
factor analysis. As a result of the factor analysis made for the innovation climate
scale, 3 factors were determined, and it was seen that the sum of these factors
explained 73.38% of the variance. The first factor explains 54.14% of the total
variance, the second 13.73%, and the third factor 5.50%.

According to the results of the reliability analysis, it is seen that the o (Cronbach
Alpha) coefficient is .933. When these values are examined within themselves, it is
seen that the o (Cronbach Alpha) coefficient corresponding to the questions between
1-5 for the subscale of supporting innovation is .943. Questions between 6-11 were
asked for the inhibition of innovation sub-dimension, and it was seen that the
corresponding o (Cronbach Alpha) coefficient was .909. Questions between 12 and
14 were asked for the funding sub-dimension and it was found that the
corresponding a (Cronbach Alpha) coefficient was .752. When the reliability of the
innovation climate scale is examined on the basis of general and sub-dimensions, it

IS seen that it has a very high reliability score.

The factor structure and reliability results of the Organizational Commitment Scale

are shown in Table 6

Table 6
The factor structure and reliability results of the Organizational Commitment
Scale

KMO Bartlett Sig df
Organizational 907 4066,163 ,000 153
Commitment
Factor Load

Questions Emotional Continue Normative Reliability Value  Averag
Commitment Commitment Commitment (Cronbach Alpha) e
OB6 761 3,74
OB1 ,760 3,45
OB4 ,661 3,59
OBs ,652 861 3,39
OB2 ,614 3,77
OB3 564 3,37
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Table 6 (cont'd)

KMO Bartlett Sig df
Organizational 907 4066,163 ,000 153
Commitment
Factor Load

0OB10 670 3,39
OBS8 587 3,69
OB9 466 ,684 3,27
OB7 ,369 4,05
OBI11 ,268 3,32
OB12 ,200 3,03
OB18 816 3,48
OB16 782 3,30
OB17 717 2,77
OB15 661 ,848 2,81
OB13 572 3,01
OB14 ,529 3,41
Total ,894

Explained Variance le in Total Variance

55,661 55,661

As a result of the Barlett test (p = 0.000 <0.05), it was accepted that there was a
relationship between the variables. KMO was calculated as 0.907 as a result of the
test conducted to understand whether the sample size is suitable for factor analysis.
Since KMO = 0.907> 0.50, it is understood that the sample size is sufficient for
factor analysis. As a result of the factor analysis made for the organizational
commitment scale, 3 factors were determined, and it was seen that the sum of these
factors explained 55.66% of the variance. The first factor explains 37.83% of the
total variance, the second 11.89%, and the third factor 6.95%.

According to the results of the reliability analysis, it is seen that the a (Cronbach
Alpha) coefficient is .894. When these values are examined within itself, it is seen
that the a (Cronbach Alpha) coefficient corresponding to the questions between 1-6
for the emotional attachment sub-dimension is .861. Questions between 6-12 were
asked for the subscale of attendance commitment and it was seen that the
corresponding o (Cronbach Alpha) coefficient was .684. Questions between 13-18
were asked for the normative commitment sub-dimension and it was found that the
corresponding o (Cronbach's Alpha) coefficient was .848. When the reliability of
the organizational commitment scale is examined on the basis of general and sub-

dimensions, it is seen that it has a very high reliability score.
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4.4. Normal Distribution Assumptions

Normality Test: Normality assumptions were checked before proceeding to the
analyses. These assumptions, the details of which are given below, are provided by
comparing the Kolmogorov-Smirnov and Shapiro Wilk statistical values, skewness

and kurtosis values, and interpretation of the g-q plot graphics.

Table 7
Kolmogorov-Smirnov and Shapiro-Wilk significance values
Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.

Corporate Social 093 484 ,000 970 484 ,000
Responsibility
Innovation Climate ,079 484 ,000 ,987 484 ,000
Organizational 049 484 007 1992 484 ,010

Commitment

For the questions to be applied to the survey questions, firstly their distribution was
examined. As a result of the normality distribution analysis, the following
hypothesis is based on:

Ho: The data show a normal distribution.

H1: The data are not normally distributed.

Considering the results of the normality test, the p (sig.) Values of the Kolmogorov-
Smirnov and Shapiro-Wilks tests are taken into account. If the sample size is 50 or
less, Shapiro-Wilks significance values are taken into consideration, while
Kolmogorov-Smirnov significance values are taken into account in data sets above
50. Considering the normality hypothesis in Table 7, if the significance value is
greater than 0.05, it is accepted that the data show a normal distribution. In this
context, the HO hypothesis was rejected because the significance level of
Kolmogorov-Smirnov results for all groups was less than 0.05, and it was observed

that the data related to these groups were not normally distributed.

66



4.4.1. Skewness and Kurtosis Values

Skewness values for the group should be between +1 and -1, Kurtosis values should

be between +2 and -1 (Seger, 2015: 25, 28 Another view on the subject is that since

the values of Skewness and Kurtisos are between -2 and +2, it is assumed that the

variables show a normal distribution (George & Mallery, 2010). In this context,

when the descriptive statistics table below is analyzed on the basis of each group,

and the skewness- kurtosis values are examined, it is seen that the skewness- kurtosis

assumption is met because they are within the specified range. It is seen that the data

show the normal distribution for all groups.

Table 8
Descriptive statistics for normal distribution assumptions
Corporate Social Statistic Std. Error
Responsibility Mean 3,5828 ,03791
95% Confidence Lower Bound
Interval for Mean Upper Bound 3,5083
3,6573
%5 Trimmed Mean 3,6155
Median 3,6875
Variance ,696
Std. Deviation ,83401
Minimum 1,00
Maximum 5,00
Range 4,00
Interquartile Range 1,13
Skewness -,580 11
Kurtosis ,200 222
Statistic Std. Error
Innovation Climate Mean 3,1258 ,03930
95% Confidence Lower Bound 3,0485
Interval for Mean Upper Bound 3,2030
%5 Trimmed Mean 3,1342
Median 3,2143
Variance 147
Std. Deviation ,86458
Minimum 1,00
Maximum 5,00
Range 4,00
Interquartile Range 1,29
Skewness -172 11
Kurtosis -,525 222
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Table 8 (cont'd)

Statistic Std. Error

Organizational Mean

. 3,3860 ,03266
Commitment
95% Confidence Lower Bound
Interval for Mean Upper Bound 3,3218
3,4502
%5 Trimmed Mean 3,3971
Median 3,4281
Variance ,516
Std. Deviation ,71856
Minimum 1,33
Maximum 5,00
Range 3,67
Interquartile Range 94
Skewness -,246 111
Kurtosis -,047 ,222

4.4.2. Linear Distribution Analysis (Q-Q Plot and Detrended Q-Q Plot Plot)

The distribution of the points on the normal Q-Q plot graph on the line or very close
to the line indicates a normal distribution. If this line is very steep or horizontal, it
indicates that the normal distribution has moved away. In the Detrended Q-Q plot,
it is an expected situation for a normal distribution that the points show a random
distribution above and below the horizontal line on the graph. In other words, the
points should not be clustered around a certain value but should be randomly
distributed (Secer, 2015: 154, 157). The distribution of the series was controlled by
taking the average of the questions forming the corporate social responsibility,
innovation climate, and organizational commitment scales on the basis of each scale.
In this context, since the deviating values were observed in the scales, the answers
of 2 people were removed from the study and the series was normalized. Thus, since
the distribution of the data in the scale is linear, it was ensured that the series showed

a normal distribution, and parametric tests were applied.

1) Q-Q Plot and Detrended Q-Q plot Table

The distribution of the series was controlled by taking the average of the questions
forming the Corporate Social Responsibility, Innovation Climate, and
Organizational Commitment scales on the basis of each scale. In this context, no

sample was taken from the data set, since deviating values were not observed.
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Figure 10. Examining the relationship between corporate social responsibility,
innovation climate, and organizational commitment

The relationship between Corporate Social Responsibility, Innovation Climate, and
Organizational Commitment was examined by Pearson correlation analysis and the

relevant findings are given in Table 9
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Table 9

The relationship between Corporate Social Responsibility, Innovation Climate,
and Organizational Commitment was examined by Pearson correlation analysis
and the relevant findings

Variables 1 2 3
1. Corporate Social Responsibility - 716** .629**
2. Innovation Climate - 567**

3. Organizational Commitment -
*p < significant at .05 level, ** significant at p01 level

When the relationship between Corporate Social Responsibility and Innovation
Climate was examined, it was seen that there was a statistically significant
difference. It has been observed that this relationship is highly strong and positive.
(r=.716, p<.01) As the innovative behaviors of the employees increase, it is observed
that the probability of taking part in Corporate Social Responsibility projects
increases by 72%.

When the relationship between Corporate Social Responsibility and Organizational
Commitment was examined, it was seen that there was a statistically significant
difference. It has been observed that this relationship is quite good and positive.
(r=.629, p<.01) Employees' participation in Corporate Social Responsibility projects
increased their Organizational Commitments by 63%.

When the relationship between Innovation Climate and Organizational
Commitment was examined, it was seen that there was a statistically significant
difference. This relationship was found to be good and positive. (r=.567, p<.01) In
this context, it is seen that the increase in people's innovative behaviors increases

their Organizational Commitments by 57%.
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Table 10

Innovation Climate's mediation relationship between the corporate social
responsibility of Public sport organization employees and their organizational
commitments

Dependent Variable: Organizational Commitment

Model 1

R R-Sqr (R2) MSE F dfl df2 p

,6289 ,3956 ,3127 315,4300 1,0000 482,0000 ,000
N Coefficient se t p LLCI ULCI

Constant 1,4446 1122 12,87 ,0000 12241  1,6651

Corporate social 484 5419 ,0305 17,76 ,0000 ,4819 ,6018

responsibility

Model 2

R R-Sqr (R2) MSE F dfl df2 p

,6508 4235 ,2989 176,6580 2,0000 481,0000 ,000
N Coefficient se t p LLCI ULCI

Constant 1,3517 ,1114 12,13 ,0000 1,1328 1,5706

Corporate social 484 ,3943 ,0427 9,23 ,0000 ,3104 4782

responsibility

Innovation Climate 484 ,1989 ,0412 4,83 ,0000 ,1179 ,2798

When the first model was examined, it was determined that corporate social
responsibility had a statistically significant effect on organizational commitment
(p<0.05). The direction of the relationship is positive. It is seen that 1 unit change
in Corporate Social Responsibility positively affects organizational commitment by
54.2%. When the R2 value is examined, it can be stated that corporate social

responsibility explains organizational commitment by 40%.

When the second model was examined, it was determined that the Corporate Social
Responsibility and Innovation Climate effect had a statistically significant effect on
organizational commitment (p<0.05). The direction of the relationship is positive
for both Variables. In Model 1, it was seen that the effect of corporate social
responsibility on Organizational Commitment was 54.2%. It was observed that the
effect of Innovation Climate and Corporate Social Responsibility Variable, which
were included as a mediator effect within the scope of Model 2, decreased to 39.4%.
Thus, it was seen that Innovation Climate created a mediating effect between
Corporate Social Responsibility and Organizational Commitment. When the R2
value is examined, it can be stated that Corporate Social Responsibility and
Innovation Climate explain organizational commitment by 42%. With the
Innovation Climate, the rate of disclosure of the model increased.
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Table 11

The intermediary relationship of the sub-dimension of supporting innovation
between the corporate social responsibility of the public sport organization
employees and their organizational commitments

Dependent Variable: Organizational Commitment

Model 1

R R-Sqr (R2) MSE F dfl df2 p

,6289 ,3956 ,3127 315,4300 1,0000  482,0000,000
N Coefficient se t p LLCI ULCI

Constant 1,4446 1122 12,87 ,0000 12241  1,6651

Corporate social 484 5419 ,0305 17,76 ,0000 ,4819 ,6018

responsibility

Model 2

R R-Sqr (R2) MSE F dfl df2 p

6472 4189 ;3013 173,3727 2,0000  481,0000,000
N Coefficient se t p LLCI ULCI

Constant 1,4973 ,1108 13,51 ,0000 1,2795 1,7150

Corporate social 484 ,1783 ,0406 4,40 ,0000 ,0986 ,2580

responsibility

Supporting Innovation 484 ,3649 ,0502 7,28 ,0000 ,2664 4635

When the first model was examined, it was determined that corporate social
responsibility had a statistically significant effect on organizational commitment
(p<0.05). The direction of the relationship is positive. It is seen that 1 unit change
in Corporate Social Responsibility positively affects organizational commitment by
54.2%. When the R2 value is examined, it can be stated that corporate social

responsibility explains organizational commitment by 40%.

When the second model is examined, it has been determined that the effect of
Corporate Social Responsibility and support for innovation has a statistically
significant effect on organizational commitment (p<0.05). The direction of the
relationship is positive for both Variables. In Model 1, it was seen that the effect of
corporate social responsibility on Organizational Commitment was 54.2%. It was
observed that the effect of the innovation support Variable and the Corporate Social
Responsibility Variable included as a mediator effect in Model 2 decreased to
17.83%. Thus, it has been seen that the Variable of supporting innovation creates an
intermediary effect between Corporate Social Responsibility and Organizational

Commitment.
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When the R2 value is examined, it can be stated that supporting Corporate Social

Responsibility and innovation explains organizational commitment by 42%.

Table 12

The intermediary relationship of the sub-dimension of preventing innovation
between the corporate social responsibility of the public sport organization
employees and their organizational commitment.

Variable: Organizational Commitment

Model 1

R R-Sqr (R2) MSE F dfl df2 p

,6289 ,3956 ,3127 315,4300 1,0000  482,0000,000
N Coefficient se t p LLCI ULCI

Constant 1,4446 ,1122 12,87 ,0000 12241  1,6651

Corporate Social 484 5419 ,0305 17,76 ,0000 4819 ,6018

Responsibility

Model 2

R R-Sqr (R2) MSE F dfl df2 p

,6395 ,4089 ,3065 166,3982 2,0000  481,0000,000
N Coefficient se t p LLCI ULCI

Constant 1,3471 ,1150 11,72 ,0000 11,1212 1,5730

Corporate Social 484 ,0912 ,0276 3,30 ,0010 ,0369 ,1455

Responsibility

Prevention of 484 4929 ,0337 14,65 ,0000 4268 5590

Innovation

When the first model was examined, it was determined that corporate social
responsibility had a statistically significant effect on organizational commitment
(p<0.05). The direction of the relationship is positive. It is seen that 1 unit change
in Corporate Social Responsibility positively affects organizational commitment by
54.2%. When the R2 value is examined, it can be stated that corporate social

responsibility explains organizational commitment by 40%.

When the second model is examined, it has been determined that the effect of
Corporate Social Responsibility and innovation prevention significantly affects
organizational commitment (p <0.05). The direction of the relationship is positive
for both Variables. In Model 1, it was seen that the effect of corporate social
responsibility on Organizational Commitment was 54.2%. It was observed that the
effect of the prevention of innovation Variable and the Corporate Social
Responsibility Variable, which were included as a mediating effect within the scope
of Model 2, decreased to 49.3%. Thus, it has been seen that the Variable of inhibiting
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innovation creates an intermediary effect between Corporate Social Responsibility
and Organizational Commitment. When the R2 value is examined, it can be stated
that the Corporate Social Responsibility and Innovation Prevention Variables

explain organizational commitment by 41%.

Table 13

The intermediary relationship of the sub-dimension of funding between the
corporate social responsibility of the public sport organization employees and
their organizational commitments

Variable: Organizational Commitment

Model 1
R R-Sqr (R2) MSEF dfl df2 p
,6289 ,3956 ;3127 315,4300 1,0000  482,0000,000
N Coefficient se t p LLCI ULCI
Constant 1,4446 12,87 ,0000 1,2241  1,6651
Corporate Social 1122
Responsibility
484 5419 ,0305 17,76 ,0000 4819 ,6018
Model 2
R R-Sqr (R2) MSE F dfl df2 p
,6449 4159 ,3028  171,2864 2,0000  481,0000,000
N Coefficien se t p LLCI ULCI
t
Constant 1,3678 ,1120 12,21 ,0000 1,1477 1,5879
Corporate Social
Responsibility
484 4370 ,0395  11,08,0000 ,3595 ,5145
Sourcing 484 ,1428 ,0349 4,10 ,0000 0743 2114

When the first model was examined, it was determined that corporate social
responsibility had a statistically significant effect on organizational commitment
(p<0.05). The direction of the relationship is positive. It is seen that 1 unit change
in Corporate Social Responsibility positively affects organizational commitment by
54.2%. When the R2 value is examined, it can be stated that corporate social

responsibility explains organizational commitment by 40%.

When the second model was examined, it was determined that Corporate Social
Responsibility and the effect of providing resources had a statistically significant
effect on organizational commitment (p<0.05). The direction of the relationship is
positive for both Variables. In Model 1, it was seen that the effect of corporate social

responsibility on Organizational Commitment was 54.2%. It has been observed that
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the effect of the resource provision Variable and Corporate Social Responsibility
Variable, which is included as an intermediary effect within the scope of Model 2,
decreased to 43.7%. Thus, it has been seen that the resource provisioning variable
creates an intermediary effect between Corporate Social Responsibility and
Organizational Commitment. When the R2 value is examined, it can be stated that
Corporate Social Responsibility and Funding Variables explain organizational

commitment by 42%

Table 14
Examination of organizational commitment and corporate social responsibility of
Public sport organization employees by gender

Variables Gender N X Ss F P
Organizational Commitment Female 162 3,34 0,73

Male 322 3,41 0,71  0.096 .296
Corporate Social Responsibility Female 162 3,45 0,76

Male 322 3,65 0,86 1.250 .013*

**p<0,05 significant at the level of importance

Independent sample t-test was used in the relationship of Organizational
Commitment and Corporate Social Responsibility of Public sport organization
employees with gender. With the applied analysis, it is not seen that gender does not
make a statistically significant difference on the Organizational Commitment.
(t(482)=0.096; p>0.05) It was seen that while the average of the scores given by the
female participants was 3.34, it was 3.41 for the male participants. Although the
Organizational Commitment scores of male participants were higher, this difference

was not statistically significant.

When the effect of gender on Corporate Social Responsibility was examined, it was
seen that the difference between the groups was statistically significant.
(t(482)=1.250; p<0.05) In this context, while the average of the scores given by the
women was 3.45, it was seen that this value was 3.65 for the male participants.
Corporate Social Responsibility levels of men were found to be higher than female

participants.
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Table 15

Examination of organizational commitment and corporate social responsibilities
of Public sport organization employees by working year

Variables Working Year N X Ss F P
Corporate_ S_o_ual 0-5 Year 174 3,67 84
Responsibility

6-10 Year 154 3,54 ,86 1390 .250
11 Year and 156 3,53 80
Over

Organizational Commitment  0-5 Year 174 3,36 7
6-10 Year 154 3,36 70 0.679 507
11 Year and 156 3,44 68
Over

A one-way analysis of variance was conducted to understand whether the

organizational commitment and corporate social responsibilities of the public sport

organization employees make a significant difference according to the working year.

Years of employment were categorized as 0-5 years, 6-10 years, and 11 years and

above. In this context, it was observed that the working year did not create a

statistically significant difference in organizational commitment (F(2480)=0.679;
p>0.05) and corporate social responsibility (F(2480)=1.390; p>0.05) levels.
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CHAPTER 5

DISCUSSION

5.1. Discussion of the Study Findings

The current research aims to examine the mediating role of innovative climate in the
relationship between social responsibility and organizational commitment by
examining the concepts of corporate social responsibility, organizational
commitment, and innovation climate. This study is original in the sense that
although there are many studies on the concepts of corporate social responsibility
and organizational commitment in the relevant literature, the concept of innovation

climate has not been studied extensively both alone and as a mediator variable.

Institutions generally turn to corporate social responsibility studies to increase the
loyalty of their employees, which are their most basic resources. This is an important
factor in both increasing the organizational commitment of the employees and
increasing their prestige in the eyes of the society. In agreement with previous
studies (Brammer et al., 2007; Peterson, 2004; Rupp et al. 2006), current research
has shown that corporate social responsibility has a significant impact on

organizational commitment.

Another part of the study, which we think contributes to the relevant literature, is
that the relationships between the concepts of corporate social responsibility and
innovation climate and the sub-dimensions of the concept of organizational
commitment are examined. Although previous studies examined corporate social
responsibility simply, the concept of social responsibility began to be addressed
together with its sub-dimensions in the following periods. In this sense, Bowen first
dealt with the social responsibility areas of businesses in 1953, and Carroll, with the

social responsibility model he created in 1979, dealt with social responsibilities as
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4 headings. As a result of the research, a significant and positive correlation was
found between all sub-dimensions as a result of the correlation analysis between the
corporate social responsibility sub-dimensions and the organizational commitment
sub-dimensions, Similar to the study by Duygu Tiirker (2009), a significant and
positive correlation was found between all sub-dimensions as a result of the
correlation analysis between corporate social responsibility sub-dimensions and
organizational commitment sub-dimensions. According to this, it seems as long as
employees see their organizations as environmentally, employees, customer-
oriented and legally responsible, their organizational commitment is positively
affected.

Another important factor for institutions is undoubtedly the concept of innovation
climate. Employees who are considered to be open to the innovation climate have
high motivation and low intention to leave. The low intention to leave the job also
affects the employee turnover rate and reflects on the profitability of the institutions.
When the effect of innovation climate on organizational commitment is examined
in the study, similar results were found with the studies of Mayer and Schoorman
(1998) and Carmeli and Freund (2006) , and a positive relationship was found

between them.

When the relationship between the climate of innovation and the sub-dimensions of
organizational commitment was examined, a significant relationship was found
between emotional commitment and continuance commitment, which are sub-
dimensions of organizational commitment, and innovation climate, while a
significant relationship was not observed between normative commitment and
innovation climate. This result is another point that draws attention in the research.
When we look at the other studies examining the innovation climate and the sub-
dimensions of organizational commitment, in the study of Carmeli (2005) there is a

relationship between continuance commitment and innovation climate.

In the study of Riketta and Launderer (2005), a significant relationship was
observed only between the emotional commitment dimension of organizational

commitment.
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Normative commitment is affected by the society in which the individual lives,
independently of concepts such as innovative climate. Individuals internally feel
obliged to stay in the organization. As it can be understood from the researches, this
obligation mostly covers the period we call “X generation” and it confirms that “Y
generation does not feel such a necessity. Considering the average age of the
individuals participating in the survey study, it is observed that the Y generation
predominates. Generation Y generally consists of individuals who cannot tolerate
injustice and can work highly motivated. Another important feature for the Y
generation is that they do not give importance to material things as much as the X
generation and they are not obedient individuals. The important elements for this
generation are to be appreciated, to feel comfortable in the organization and to enjoy
the work they do. If individuals in this generation are not appreciated and dislike
their job, they tend to leave the organization quickly. For this reason, it is thought
that the perception of innovation climate did not have a significant effect on

normative commitment in our study.

Another point that draws attention as a result of the survey study is that the level of
corporate social responsibility of men is higher than that of female participants. It is
thought that the basis of this difference is the fact that women withdraw completely
from business life after having children or the problems they experience in business
life with children. In this sense, it is thought that it will be positive for institutions
to engage in social responsibility activities such as nursery support and flexible
working hours, especially for working mothers. These types of social responsibility
activities will increase organizational commitment and job satisfaction andincrease
the inclusion rate of women in the workforce. In future research, institutions that
want to make social responsibility especially for women employees can be
determined and the rate of change in the organizational commitment of women

employees can be observed before and after social responsibility.

Although the active participation of the participants in social responsibility activities
did not cause a significant change in their perceptions of corporate social
responsibility and organizational commitment, a positive difference was observed

on their perceptions of innovative climate. Based on this result, it is thought that it
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will be more beneficial for organizations to actively include their employees in
social responsibility projects in order to increase the motivation of institutions and

employees.

At the beginning of the research, our main hypothesis was that the innovation
climate plays a mediating role in the relationship between corporate social
responsibility and organizational commitment. However, according to the results of
the regression analysis conducted to determine the mediating role of the innovation
climate, the effect of the corporate social responsibility variable on organizational
commitment decreased when the innovation climate variable was included in the
analysis. According to this result, it can be said that the innovation climate variable
has a mediating role between corporate social responsibility and organizational
commitment. When the innovation climate was included in the analysis, it was
concluded that the effect of corporate social responsibility on organizational
commitment decreased, but its significance did not disappear, so it was concluded

that the innovation climate was a partial mediator.

According to the results of both previous studies and our research, when the
innovation climate is examined one by one, it is seen that it has a positive effect on
corporate social responsibility and organizational commitment, and it is seen that
the participation of employees in corporate social responsibility activities
significantly increases its effect on organizational commitment. It can be thought
that one of the most important reasons for this is that it has a positive effect on the
organizational commitment of the employees in the institutions where the
innovation climate environment is more. Institutions that want to increase
organizational commitment, in this sense, work on corporate social responsibility
activities and activities that increase the innovation climate will provide higher

benefits for the institutions.

When evaluated in terms of the results of this study, especially managers who want
to improve the interest of employees in the organization will be able to increase the
success of programs and projects that increase the innovation climate by using
different aspects or elements of the organizational climate, starting from the
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emotional attitudes of the employees. By understanding the organizational climate
as a planning or strategic tool, managers will be able to define more accurately the
management practices appropriate to the essence or identity of the organization. On
the other hand, the organizational climate can be used as a diagnostic and detection
tool. For example, while managers deal with organizational regulations, they can
achieve their goals more effectively by focusing on employees' corporate social

responsibility and innovative organizational climate studies.

In organizations that want to increase employee participation, it is important for
employees to determine their work attitudes and aspects of the organizational
climate. The results show that when considering new applications throughout the
organization, it is necessary to look at the climate of the organization first.
According to Zeffane (1994) it is not enough for managers to look only at motivation
tools and methods when answering questions about employees’ commitment,
excitement, morale, loyalty and relationship to the organization. In order to deal with
these problems, managers also have to look at the factors and practices that reduce
motivation in the organization. A similar situation can be generalized for different
organizational climates. In other words, managers can determine the factors and
situations that decrease the motivation of the employees and produce negative
attitudes by looking at certain areas in the organizational climate. In addition,
starting from a predictive behavioral thinking, potential negativities that prevent the
innovation climate that the organization wants to implement can be determined in
advance and implemented. However, the prerequisite for such predictive behaviors
is to examine the organizational climate and especially the attitudes of the

employees in relation to them.

5.2. Recommendations

According to the findings of this study, the following suggestions can be made:

1. The success of organizational development and change efforts in the public sport
organization requires an innovative climate. For this reason, studies should be

carried out to create an innovation climate in the public sport organization.
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. Teamwork is an important dimension in improving the participation of
employees in the public sport organization to corporate social responsibility
projects. Teamwork: It can be achieved by increasing organizational
commitment, job satisfaction, improving human relations, creating an innovation
climate and preventing stress.

. Improving communication is an important dimension to ensure the participation
of employees in the public sport organization. In providing communication,
commitment to the organization, creation of a supportive climate, innovation
climate and prevention of stress are important.

. Participation in decision making is an important dimension for the participation
of employees in the Public sport organization. Participation in decision making;
social responsibility, innovation climate and supporting employees are important.
. Implementation of Total Quality Management, which is a modern management
approach in the Public sport organization; communication, teamwork and
participation in decisions can be achieved. For this reason, it is necessary to work
on increasing the commitment of the employees to the organization, their job
satisfaction and preventing stress and creating an innovation climate.

. Changes and developments over time can be better examined by using periodic
data in climate studies to be carried out at the Public sport organization.
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B. QUESTIONNAIRES

Degerli Katilimcez;

Asagida sizlerin demografik bilgilerinizi sorgulayan ifadelerin yani sira kurumsal sosyal
sorumluluga ve yenilik iklimine iligkin bakis aginizda etkili olabilecegi diigiiniilen baz1 ifadelere yer
verilmistir. Bu ifadelerin 6nem derecesini liste {izerinde ayrilan alana isaretleyiniz. Her birey, diger
bireylerden farkli oldugundan bu ankette dogru veya yanlis cevap yoktur. Cevaplariniz gizli
tutulacak ve sadece bu aragtirma kapsaminda kullanilacaktir. Gostereceginiz ilgi ve 6zene simdiden
tesekkiir ederim. Uygulama siiresi yaklasik 8 dakikadir.
1) Yasmmz: .............
2) Cinsiyetiniz: [J Erkek [J Kadin
3) Aylik Geliriniz:......cccvvvuveennens
4) En Son Tamamladigimz Egitim: O ilkégretim [ Lise (Universite [J Lisansiistii

| Doktora
5) Medeni Durumunuz: 1 Evli [1Bekiar [ Bosanmis
6) Mevcut Kurumunuzdaki Mesleki Hizmet Yilimiz: .......................... (Liitfen yaziniz)
7) Daha once herhangi bir goniilliiliik ya da sosyal sorumluluk projesinde yer almis olma:
[J Evet [1Hayir

Asagidaki kurumsal sosyal sorumluluk ile ilgili ifadelere ne kadar katildigimzi; “kesinlikle
katilmiyorum, katilmiyorum, kararsizim, katiliyorum, kesinlikle katiliyorum” seceneklerinden
birini isaretleyerek belirtiniz.

g § s | E
Kurumsal Sosyal Sorumluluk @ 3| S = Z| @
=z 2| 3| s | =
| E| 5|22
8= = E = 8
1. | Kurumumuz topluma yonelik sosyal sorumluluklara biiyiik onem verir. 1 2 3 4 5)
2 Kurumumuz topluma katki saglayacak organizasyon ve projelere katki 1 3 4 5
" | saglamaya caligmaktadir.
Kurumumuzda gevreye olan olumsuz etkileri azaltan gesitli programlar
S 1 2 3 4 5)
uygulanmaktadir.
Kurumumuz dogal ¢evreyi korumaya ve gelistirmeye doniik faaliyetlere aktif
4. 1 2 3 4 5
olarak katilmaktadir.
5. | Kurumumuz, gelecek nesilleri de gozeten bir siirdiiriilebilir biiylimeyi hedefler. 1 2 3 4 5)
6. | Kurumumuz, gelecek nesillere yonelik sosyal yatirimlar yapmaya calisir. 1 2 3 4 5
Kurumumuzda tiim ¢alisanlarin goniillii galismalara ve hayir kurumu
7. . . oo 1 2 3 4 5)
faaliyetlerine katilmasi tesvik edilir.
8. | Kurumumuz degisik alanlarda ¢alisan derek ve vakiflari, cesitli yollarla tesvik eder. 1 2 3 4 5
9. | Kurumumuz egitim almak isteyen calisanlarini destekler. 1 2 & 4 5)
Kurumumuz ¢alisanlarin yeteneklerini ve kariyerlerini gelistirmelerini tesvik
10 s " 1 2 3 4 5
edici politikalara sahiptir.
Kurumumuz, ¢aligsanlarin is-6zel yasam dengesini kurmalarini saglayan esnek
11. fr 1 2 3 4 5)
politikalar uygular.
12.| Kurumumuz, calisanlarin istek ve ihtiyaclarina 6nem veren bir yonetime sahiptir. 1 2 3 4 5
13.| Yonetimin ¢aliganlar hakkinda aldigi kararlar genellikle adildir. 1 2 3 4 5)
14.| Kurumumuz, hizmetleri hakkinda vatandasa tam ve dogru bilgi sunmaktadir. 1 2 3 4 5
Kurumumuz tiiketici haklar1 konusunda yasal diizenlemelerin 6tesinde bir
15. < . 1 2 & 4 5)
duyarliliga sahiptir.
16.| Kurumumuz vatandas memnuniyetine biiyiik 6nem verir. 1 2 3 4 5
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Sosyal ve sosyal olmayan paydaslara yonelik sorumluluk alt boyutu (1-2-3-4-5-6-7-8) a:0,80;
Calisanlara yonelik sorumluluk altboyutu (9-10-11-12-13) a:0,75;
Bireylere yonelik sorumluluk altboyutu (14-15-16) a:0,78;
Toplam a:0,78; Agiklanan varyans: 65,746

Yenilik Iklimi Ol¢egi ﬁ g % 5 E

cEE|E| 5| £

8= | =® 5 G|

A X 4

Bu kurum/ Bu kurumda

1. | Yaraticilik tesvik edilir. 1 2 3 4 5
2. | Yaratici uygulamalarimiz yoneticiler tarafindan deger goriir. 1 2 3 4 )
3. | Calisanlarin ayni problemi farkli yollarla ¢ézmelerine izin verilir. 1 2 3 4 5
4. | Sirekli degisime uyum saglayabilen (esnek) bir organizasyon olarak tanimlanabilir. 1 2 3 4 5)
5. | Degisime agik ve isteklidir. 1 2 3 4 5
6. | Farkli oldugu icin bir kisinin basi derde girebilir. 1 2 3 4 5
7. | Bir kisinin ¢ok farkli seyler yapmasi 6fke uyandirir. 1 2 3 4 5
8. | Bir kisinin varligini siirdiirebilmesinin tek yolu digerleri gibi diisiinmesidir. 1 2 3 4 )
9. | Calisanlardan sorunlar1 ayni sekilde ele almalar1 beklenir. 1 2 3 4 5
10.] Degisimden ¢ok bulundugu konumu korumayla ilgilenir. 1 2 3 4 5)
11.] Odiillendirme sistemi daha gok sisteme kars1 gelmeyenleri édiillendirir. 1 2 3 4 5
12.] Yenilige ayrilmis yeterli kaynak vardir. 1 2 3 4 5)
13.| Yaratici fikir gelistirmek i¢in yeterli zaman vardir. 1 2 3 4 5
14.] Yaratici fikir gelistirmem icin ¢alisma saatleri igerisinde bana bos zaman verilir. 1 2 3 4 5)

Yeniligi destekleme (1-2-3-4-5) a:0,85- Yeniligi engelleme (6-7-8-9-10-11) a:0,77-
Kaynak saglama (12-13-14-) a:0,73 - Toplam a:0,82: Agiklanan varyans: %56,442

Orgiitsel Baghhik Olcegi

Kesinlikle
[Katilmiyorum

Meslek hayatimin geri kalan kismini bu kurumda gegirmek beni ¢ok mutlu eder.

[ Katilmiyorum

F

Bu kurumun problemlerini gercekten kendi problemlerim gibi goriiyorum.

Kurumuma kars1 giiclii bir aidiyet hissetmiyorum.

Bu kuruma kars1 duygusal baglilik hissetmiyorum.

Bu kurumda kendimi “ailenin bir parcas1” gibi gérmiiyorum.

Bu kurumun benim i¢in ¢ok 6zel bir yeri vardir.

Su anda bu kurumda galisiyor olmam, hem kendi istegimden hem de sartlarin bunu
gerektirmesindendir.

Kurumumdan ayrilmayi isteseydim dahi su anda bu bana ¢ok zor gelirdi.

©lof N ||O1 N

Su anda kurumumdan ayrilacak olsam, hayatimda bir¢ok sey alt iist olur.

=
o

Bu kurumdan ayrilmamui diisiindiirecek secenekler oldukca azdir.

-
=

Eger bu kuruma kendimden ¢ok sey katmamis olsaydim, baska yerde ¢alismay1
disiinebilirdim.

[N
[

Bu kurumdan ayrilacak olsam, uygun alternatiflerim az olur.

N
G

Bu kurumda ¢aligmaya devam etmek i¢in yoneticilerime kars1 bir minnet
borcu/sorumluluk hissetmiyorum.

NI NN N INININININ N

W | W] W | wwWwlw]| W |Wwlw|lw|w|w Kararsizim

o o] o |ola|lo] a |ola|o|a|o]alKesinlikle

N
>

Eger bu kurumdan ayrilmak benim yararima olsa dahi su anda buradan ayrilmanin
dogru olmadigini diigiiniiyorum.

- I—‘HI—‘HI—‘D—‘I—‘HI—‘D—‘HHI—‘I

N

w

(¢,

15.

Bu kurumdaki insanlara kars1 bir minnet borcu/sorumluluk hissettigim i¢in su anda
kurumdan ayrilmam.

bu

16.

Bu kuruma ¢ok sey bor¢luyum.

17.

Kurumumdan su anda ayrilacak olsam kendimi suglu hissederim.

18.

Bu kurum benim sadakatimi (bagliligimi) hak ediyor.

1
1
1
1

NN N

wlwlw| w

A & B B B B o B B R B B B B B '“IKatlllyorum

gjojo| o

“Duygusal baglilik” 6 madde (1, 2, 3, 4, 5, 6), “Devam baglilig1” 6 madde (7, 8, 9, 10, 11,
12) ve “Normatif baglilik” ise yine 6 madde (13, 14, 15, 16, 17, 18) olugsmaktadir. Toplam
aciklanan varyans orani: % 52,719’dur.
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C. RESEARCH VOLUNTEER PARTICIPATION FORM

Gonilli Katilim Formu

Bu calisma, Prof. Dr. Settar KOCAK danismanliginda doktora 6grencisi
Selcan ERGUN tarafindan yiiriitiilen bir calismadir. Calismanin amaci, kurumsal
sosyal sorumlulugun orgiitsel baglilikla iliskisinde yenilik ikliminin rolii ile ilgili
bilgi toplamaktir. Caligmaya katilim tamamiyle goniilliiliik temelinde olmalidir.
Ankette, sizden kimlik belirleyici hicbir bilgi istenmemektedir. Cevaplarimiz
tamimiyle gizli tutulacak ve sadece arastirmacilar tarafindan degerlendirilecektir;
elde edilecek bilgiler bilimsel yayimlarda kullanilacaktir.

Anket, genel olarak kisisel rahatsizlik verecek sorulari igermemektedir.
Ancak, katilim sirasinda sorulardan ya da herhangi baska bir nedenden Otiirii
kendinizi rahatsiz hissederseniz cevaplama isini yarida birakip ¢ikmakta
serbestsiniz. Bdyle bir durumda anketi uygulayan kisiye, anketi tamamlamadiginizi
sOylemek yeterli olacaktir. Anket sonunda, bu calismayla ilgili sorulariniz
cevaplanacaktir. Bu calismaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma

hakkinda daha fazla bilgi almak i¢cin Beden Boliimii 6gretim iiyelerinden Prof. Dr.

Settar KOCAK (N E-rosto I y2 da arastirmact Selcan
ERGUN (E-posta: N (¢ ilctisim kurabilirsiniz.

Bu calismaya tamamen goniillii olarak katiliyorum ve istedigim zaman
yarida kesip c¢ikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amach
yayimlarda kullanilmasint kabul ediyorum. (Formu doldurup imzaladiktan sonra
uygulayiciya geri veriniz).

Isim Soyad Tarih Imza
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E. TURKISH SUMMARY / TURKCE OZET

GIRIS

Bilim ve teknolojinin gelismesi karsisinda spor yonetimi alaninda ortaya ¢ikan
gereksinimlerin karsilanabilmesi, spor Orgiitlerinin insan merkezli, demokratik,
katilimei, dinamik, gelisime agik, verimliligi onemseyen, hizmetlerde ve yonetimde
kaliteyi temel alan bir spor yonetim yaklagiminin benimsenmesini zorunlu hale
getirmistir. Bu durum karsisinda yonetim anlayislarinin ¢cagdas anlayiglara gore
diizenlenmesi i¢in gelistirilen ve diinyanin giindeminde uzun siireden beri yer alan
“Toplam Kalite Yonetimi”, lilkemizde orgiitsel arayislar i¢inde yeni tartisiimaya ve
uygulanmaya baglayan bir yonetim anlayisidir. Toplam kalite yOnetiminin spor
orgiitlerine uygulanmasi diisiincesi ise ¢ok daha yenidir. Sims ve Lafollette (1975)
uzun siireden beri orglitsel arayislarin merkezinde olan toplam kalite yonetiminin
uygulanabilmesi i¢in, Orgiit ikliminin Oncelikle anlasilmasi  geregini
vurgulamaktadir. Shadur (1995) ise, orgiitsel etkinligi artirict her tiirlii program ve

projenin uygulanabilmesi orgiit iklimini anlamay1 gerektirdigini ifade etmektedir.

Orgiit iklimi, 1960’1 yillardan itibaren 6rgiit kuramcilari, yonetim bilimciler,
davranis bilimciler ve uygulamacilar arasinda oldukga ilgi gérmeye baslamis bir
arastirma konusudur. Bu kavramin ayrintili bir ¢6ziimlemesini yapan Ertekin (1977)
iklim tanimina temel olacak kiiltiir kavramiin, daha genis anlamli oldugunu
belirterek iklimi, orgiite kimligini kazandiran, {iyelerin davranislarini etkileyen ve
iiyeler tarafindan algilanan, orgiitiin tiimiine yaygin egemen uygulama ve kosullar

dizisi olarak tanimlamstir.

Baz1 yonetim bilimciler tarafindan da, orgiit iklimi; Hoy ve Miskel (1982) orgiitiin
kisiligi, Varol (1989) orgiit kiiltliriniin, orgilitte yarattig1 hava, Cooke ve Rousseau
(1988) grup iiyelerinin Orgiitsel yapmin 6zelliklerine iliskin bireysel algilarini ve

doyum diizeylerini yansitmaktadir, seklinde ifade edilmistir. Altman (2000) orgiit
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iklimini ¢alisanlarin kurumlarina yonelik algilamalari, Ay ve Celik (2003) gore ise
orgiit calisanlarinin, Orgilite ve Orgiitiin faaliyet, karar ve siireclerine yonelik

algilamalaridir bigiminde tanimlanmistir.

Bir orgiitte egemen olan iklimin anlasilmasi, yonetim siirecinin incelenmesinde ve
sagliga kavusmasinda onemli bir asamadir. Orgiit calisanlarinin ¢ogunlugunca
algilanabilen ve orgiite belirli bir kimlik kazandiran orgiit iklimi kavrami, orgiitte
insan davranisin1  aciklamada olduk¢a yararli bir degiskenler grubunu

olusturmaktadir.

Orgiit yoneticilerinin ve calisanlarinin rgiit iklimini, degisik boyutlarda nasil
algiladiklarinin anlasilmasiyla, orgiitlerin kendi i¢ yonetimsel sorunlarinin neler
oldugu hakkinda bir takim fikirler elde edilebilmesi olanaklidir. Calisanlarin orgiite
olan ilgilerini, baglhliklarini ve katilimlarii gelistirmek i¢in yapilan plan ve projeler
iklim uygun oldugu siirece basarili olacaktir. Bu arastirma, kamu spor kurumunun
orgiitsel etkinlik icin yeni yonetim anlayiglarinin uygulanmasinda basarilt
olunabilmesi i¢in, iklim degiskenlerini anlamaya olanak verecegi ve yol gosterecegi

i¢in onemlidir.

Modern endiistriyel Orgiitlerin bulundugu mevcut pazar g¢evresi, yogun kiiresel
rekabet, hizli teknolojik degisikliklerin yasanilmasi ve artan bilingli tiiketicilerle
karakterize edilmektedir. Bu durum orgiitlerin kendilerini ve amaglarini devaml
gozden gegirmeleri, ayrica mevcut yapilarini ve siireclerini, yeni stratejiler yeni
tirtinler ve yeni hizmetler yaratmak amaciyla yeniden organize etmek icin bir bask1
olusturmaktadir. Orgiitlerin rekabetci ortamda varolabilmesi ve orgiitsel
kaynaklarin daha etkili kullanimina gereksinim duymalari, yenilik 6rgiit iklimlerinin
olugmasina yol agmistir. Bu yiizden yeniligin modern is diinyasinda 6nemli bir yeri

vardir.

Bir orgiitiin yenilik kapasitesi ¢ok sayida faktor tarafindan belirlenir. Bu faktorler o
orgiitiin kendi i¢ organizasyonu ve is ¢evresiyle iliskilidir. Orgiitsel faktorler dikkate

alindiginda yiiksek derecede goriis birligi vardir. Bu goriis birligi, dis iletisimin
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Onemi (organizasyon ve onun cevresi arasindaki iliski) ve i¢ iletisim (¢alisanlar ve

calisanlarin birimleriyle iligkileri) ile ilgilidir.

Tiirkiye’de toplumsal degisim siirecinde, teknik ve ekonomik boyutla ilgili hizmet
orgiitleri, giderek giiclenir ve biiylirken, devletin yiiriitmekle sorumlu oldugu
geleneksel hizmet kuruluslar1 da varligini siirdiirmektedir. Bir geleneksel hizmet
kurulusu ve iilkemizde sporu yoneten yonlendiren kurum olan kamu spor kurumu
merkez  Orgiitinde kurumsal sosyal sorumlulugun orgiitsel bagliligin

belirleyicilerinden oldugu diisiiniilen yenilik ikliminin rolii ele alinip incelenecektir.

Kurumsal sosyal sorumlulugun orgiitsel baglilikla iliskisinde yenilik ikliminin araci
roliiniin incelenmesini konu alan bu arastirmanin hareket noktasi, degisimin
giinlimiizde siireklilik kazanmasi ve yonetsel alanda toplam kalite, yalin yonetim ve
kiiresel yonetim gibi yonetim tekniklerinin orgiitler tarafindan kaginilmaz olarak
giindemlerine alinmis olmasidir. Spor alanindaki 6rgiitlerde insan faktdriiniin ve onu
etkileyen cevresel degisimlerin incelenmesi, orgiitlerin daha verimli daha basarili ve
topluma yarar saglamasi kapsamindaki tiim cabalar, dncelikle iklim ve kiiltiir
calismalar1 yapilmadigi siirece bosa ¢ikacaktir. Yenilik iklimi konusunun yeterince
incelenmemis olmas1 ve kamu spor kurumu merkez Orgiitiinde yenilik iklimi

boyutunda ilk kez ele alinmasi arastirmaya, orijinal olma 6zelligi kazandirmaktadir.

METODOLOJI

Bir geleneksel hizmet kurulusu ve iilkemizde sporu yoneten yonlendiren bir kamu
spor kurumu merkez orgiitiinde kurumsal sosyal sorumlulugun orgiitsel bagliligin
belirleyicilerinden oldugu diisiiniilen yenilik ikliminin rolii ele alinip incelenecektir.
Spor alanindaki orgiitlerde insan faktoriiniin ve onu etkileyen ¢evresel degisimlerin
incelenmesi, oOrgiitlerin daha verimli daha basarili ve topluma yarar saglamasi
kapsamindaki tiim ¢abalar, 6ncelikle iklim ve kiiltiir ¢aligmalar1 yapilmadig: siirece
bosa ¢ikacaktir. Yenilik iklimi konusunun yeterince incelenmemis olmasit ve kamu
spor kurumu merkez orgiitiinde bu konunun calisanlarin katilimla ilgili algilama

boyutunda ilk kez ele alinmasi arastirmaya, orijinal olma 6zelligi kazandirmaktadir.
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4. Arastirmanin modeli ve Hipotezler

Kurumsal sosyal sorumluluk ile 6rgiitsel baglilik arasinda yenilik ikliminin aracilik

iligkisini incelem i¢in asagidaki model gelistirilmistir.

/-\

Sekil 1. Aragtirmanin Modeli

Aracilik iligkisini belirlemek i¢in modelde ti¢ farkli iligki 6ngériilmektedir. Bunlarin
ilki kurumsal sosyal sorumluluk ile orgiitsel baghilik arasindaki iliski; ikincisi
kurumsal sosyal sorumluluk ile yenilik iklimi arasindaki iligki; tigiinciisii ise, yenilik
iklimi ile orgiitsel baglilik arasindaki iliskidir. Alanyazinda yapilan bir ¢ok ¢aligma
kurumsal sosyal sorumluluk ve orgiitsel baglilik arasinda iligki oldugunu
vurgulamaktadir. Bunun yanisira yenilik iklimi ve orgiitsel baglilik arasindaki
iligkiy1 vurgulayan ¢alismalar da bulunmaktadir.

Aragtirma hipotezleri su sekilde olusturulmustur:

1. Kamu spor kurumu ¢aliganlariin kurumsal sosyal sorumlulugu ile orgiitsel
bagliliklar arasinda yenilik ikliminin aracilik iligkisi vardir.

2. Kamu spor kurumu ¢alisanlarinin kurumsal sosyal sorumlulugu ile orgiitsel
bagliliklar1 arasinda yeniligi destekleme alt boyutunun aracilik iligkisi vardir.

3. Kamu spor kurumu ¢aliganlarmin kurumsal sosyal sorumlulugu ile orgiitsel
bagliliklar1 arasinda yeniligi engelleme alt boyutunun aracilik iliskisi vardir.

4. Kamu spor kurumu c¢alisanlarinin kurumsal sosyal sorumlulugu ile orgiitsel
bagliliklar1 arasinda kaynak saglama alt boyutunun aracilik iligkisi vardir.

5. Kamu spor kurumu ¢alisanlarmin orgiitsel bagliliklar1 ve kurumsal sosyal
sorumluluklar cinsiyete gore farklilik gosterir.
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6. Kamu spor kurumu calisanlariin orgiitsel bagliliklar1 ve kurumsal sosyal

sorumluluklar1 ¢caligma yilina gore farklilik gosterir.
5. YONTEM

Bu boliimde arastirmanin modeli, evren ve orneklem, arastirmada kullanilan veri
toplama araglar1 ve verilerin analizi ve kullanilan istatiksel yontemlere iliskin
bilgilere yer verilmistir. Arastirmada kullanilan 6l¢ekler ve kisisel bilgi formu 486

kisiye uygulanmis ve verilerin analizinde SPSS 22 programi kullanilmistir.
Veri Toplama Araclar
Arastirmada kullanilacak olan veri toplama araci 4 boliimden olusmustur.

1- Demografik Bilgi Formu: Arastirmacilar tarafindan gelistirilecek olan
demografik bilgi formunda arastirma grubunun kurumsal sosyal sorumluluk ve
yenilik iklimine iliskin goriislerinde etkili olabilecegi diisiiniilen kurumda gegen
hizmet y1l1, cinsiyet, egitim durumu, medeni durum, kadro derecesi gibi degiskenleri

sorgulayan ifadelere yer verilecektir.

2-Yenilik Iklim Olgegi: Calisanlarn yenilik¢i davranislarini etkileyen faktorler
iizerinde 6nemli katkis1 bulunan Scott ve Bruce (1994) tarafindan gelistirilen Tiirkce
uyarlamas1 Sonmez ve ark., (2017) tarafindan yapilan 3 alt boyut ve toplam 14
maddeden olusan 5°li Likert tiiriinde bir 6lgektir. (1: Kesinlikle Katilmiyorum-5:
Kesinlikle Katiliyorum). Olgegin alt boyutlarina iliskin Cronbach. Alfa degerleri
“Yeniligi destekleme” a:0,85; “Yeniligi engelleme” a:0,77; “Kaynak saglama”
a:0,73 ve toplam 6lcek icin a:0,82’tir. Olgegin agiklanan varyans oram 56,442°dir.
Olgege iliskin yapilan dogrulayici faktdr analizinde uyum iyiligi indeksleri su
sekildedir: y2=1735.31df=208; RMSEA=.149; GFI=.68; AGFI=.61; CFI=.63;
IF1=.63.

3-Kurumsal Sosyal Sorumluluk Olgegi: Calisanlarin kurumsal sosyal sorumluluk
algisin1 6lgmek amaciyla Tiirker (2008) tarafimdan gelistirilen 4 alt boyut ve 18

maddeden olusan kurumsal sosyal sorumluluk 6l¢egi kullanilacaktir. Olgegin Kamu
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spor kurumu calisanlarina uygulanmasi planlandigindan kurumun devlete karsi
sorumlulugunu o6lgen “devlete yonelik sorumluluk™ alt boyutu (2 madde: 1-
kurumumuz her zaman vergilerini zamaninda ve eksiksiz 6der. 2- kurumumuz
devlete kars1 yasal yiikiimliiliikklerini zamaninda ve eksiksiz yerine getirmeye 6nem
verir.) 0l¢ekten ¢ikarilacaktir. Dolayisiyla dlgek 3 alt boyut ve toplam 16 maddeden
olusan 5°1i Likert tiiriinde bir dlgektir (1: Kesinlikle Katilmiyorum-5: Kesinlikle
Katiliyorum). Olgegin alt boyutlarina iliskin Cronbach. Alfa degerleri “Sosyal ve
sosyal olmayan paydaslara yonelik sorumluluk” a:0,80; “Calisanlara yonelik
sorumluluk™ a:0,75; “Bireylere yonelik sorumluluk” a:0,78 ve toplam 6lgek icin

a:0,78’tir. Olgegin aciklanan varyans orani 66,746’ dir.

4- QOrgiitsel Baghlik Olgegi: Meyer, Allen ve Smith (1993) tarafindan gelistirilen
Orgiitsel Baglilik Olgcegi’ni (Organizational Commitment Scale)18 madde ve 3 alt
boyuttan olusmaktadir. Olgegin Tiirkce gecerlik giivenirlik calismas1 Dagh et al.,
(2018) tarafindan yapilmustir. Orgiitsel baglilik, Meyer, Allen ve Smith, (1993)
tarafindan {i¢ boyutlu bir kavram olarak ele alinmistir. Meyer, Allen ve Smith’in ii¢
boyutlu orgiitsel baglilik modeline gore orgiite baglilik; (1)“duygusal baglilik, (2)
devam baghligi ve (3) normatif baglilik” olmak iizere ii¢ farkli sekilde ortaya
cikmaktadir. Bu boyutlar farkli ¢alismalarda dogrulanmistir (Lee, Allen, Meyer ve
Rhee, 2001: 569; Allen ve Meyer, 1996: 253; Meyer, Stanley ve Parfyonova, 2012:
1; Meyer, Stanley, Jackson, MclInnis, Maltin ve Sheppard, 2012: 226). Olgegin alt
boyutlarina iliskin Cronbach. Alfa degerleri Birinci alt boyut olan “duygusal
baglilik” 0,80; ikinci alt boyut olan “devam bagliligi” 0,73 ve {igiincii alt boyut olan
“normatif baglilik” i¢in ise 0,80’dir. Toplam aciklanan varyans orani: % 52,719 dur.
Olgegin 3, 4, 5 ve 13. maddeleri ters maddelerdir. Olgege iliskin dogrulayici faktor
analizi yapilmis ve uyum iyiligi degerlerinin kabul edilebilir ve miikkemmel degerler

araliginda oldugu goriilmiistiir

BULGULAR

Siirecin basinda 6l¢ekler bazinda eksik datalarin kontrolii saglanarak missing value
analizi yapilmistir. EM Means anlamlilik degerinin her bir dl¢cek bazinda >0,05

¢ikmasi nedeniyle cevaplarin rassal dagildig: tespit edilmis ve eksik verilere grup
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ortalamalarinin atanmasi saglanmustir. ilgili atamalarin yapilmasi sonrasinda faktor
ve giivenilirlik analizleri yapilmistir. Analizlere gec¢ilmeden 6nce normallik
varsayimlari1 kontrol edilmistir. Bu varsayimlar sirasiyla Kolmogorov-Smirnov ve
Shapiro Wilk istatistik degerlerinin kiyaslanmasi, ¢arpiklik basiklik degerleri,
degisim katsayis1 ve g-q plot grafiklerinin yorumlanmasi ile saglanmistir. Bu
islemler sonucunda outliers olarak belirlenen 2 cevap anketten ¢ikartilmistir. Her bir
varsayim bazinda verilerin normallik kosullarina uyumu kontrol edilerek verilerin
normal dagilim gostermesi nedeniyle parametrik testler kullanilmistir. Bagimli ve
bagimsiz degiskenler arasindaki aracilik iliskisi SPSS’e process uzantisi eklenerek
Hayes Teoremine gore incelenmistir. Bu kapsamda Model 4 secilerek ilgili
regresyon modeli kurularak araci degisken etkisi hizmet yilina gore farklilasip
farklilasmadiginmi tek yonlii varyans analizi (ANOVA) , cinsiyete gore farklilasma
durumu ise independent sample t test ile incelenmistir. Kurumsal sosyal sorumluluk,
yenilik iklimi ve orgiitsel baglilik arasindaki iliskinin yonii ve etkisi Pearson
korelasyon analizi ile incelenmistir. Istatistiksel anlamlilik diizeyi p<0.05 olarak

kabul edilmistir.

ORNEKLEM

Oreklemin 162’si (%33.5) kadin, 322’si (%66.5) ise erkek katilimcilardan
olusmaktadir. Ankete giren katilimcilarin egitim seviyesine bakildiginda 4’1 (%0.8)
ilkogretim, 32’°si (%6.6) lise, 329°u (%68) lisans, 107°s1 (%22,1) yliksek lisans ve
12°si (%2.5) doktora mezunu olduklar1 goriilmistiir. Katilimcilarin medeni
durumlar1 incelendiginde 345’inin (%71.3) evli, 109’unun (%22.5) bekar ve
29’unun (%6) bosanmis oldugu goriilmektedir. Hizmet yilina gore katilimcilarin
174’1 (%36) 0-5 yi1l arasinda tecriibeye, 154’1 (%31,8) 6-10 yil arast ve 156°s1
(%32.2) 11 yil ve iistii hizmet yilina sahiptir. Kisilere goniilliilik ya da sosyal
sorumluluk projelerine katilm durumlar1 soruldugunda 275’inin (%56.8) ve

207’sinin (%42.8) hayir cevabi verdikleri goriilmiistiir.
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Tablo 1. Arastirma 6rneklemine iliskin Demografik Bilgiler

Betimleyici Istatistikler N %
Cinsiyet
Kadin 162 33,5
Erkek 322 66,5
Egitim Diizeyi
[k6gretim 4 0,8
Lise 32 6,6
Lisans 329 68,0
Yiiksek Lisans 107 22,1
Doktora 12 2,5
Medeni Durum
Evli 345 71,3
Bekar 109 22,5
Bosanmis 29 6,0
Hizmet Yih
0-5 Y1l 174 36
6-10 Y1l 154 31,8
11 Y1l ve Usti 156 32,2
Goniillii ya da Sosyal Sorumluluk Projelerinde
Yer Alma
Evet 275 56,8
Hayir 207 42,8

Tablo 2. Kurumsal sosyal sorumluluk 6lgegine ait faktor yapisi ve giivenilirlik sonuglart

Kurumsal KMO Bartlett Sig df
Sosyal Sorumluluk ,937 6577,973 ,000 120
Faktor Yiikii
Sorular  Sosyal ve Sosyal Calisanlara Bireylere Giivenilirlik Ort.
Olmayan Paydaslara Yonelik Yonelik Degeri (Cronbac
Yonelik Sorumluluk  Sorumluluk Sorumluluk Alpha)
KSS2 ,928 4,01
KSS1 911 3,97
KSS3 ,865 3,86
KSS5 ,828 3,87
KSS6 820 926 3,92
KSs4 ,800 3,82
KSS8 ,403 3,51
KSS7 ,348 3,34
KSS12 ,949 3,11
KSS10 ,903 3,19
KSS13 878 ,929 3,05
KSS11 ,876 3,09
KSS9 ,788 3,41
KSS16 ,635 3,87
KSS14 ,604 ,867 3,76
KSS15 ,535 3,56
Toplam ,951
Aciklanan Varyans Toplam Varyanstaki
Degisim
74,416 74,416

Yapilan Barlett testi sonucunda (p=0,000<0,05) oldugundan degiskenler arasinda
iliski oldugu kabul edilmistir. Ornek biiyiikliigiiniin faktor analizi icin uygun olup

olmadiginin anlagilmasi i¢in yapilan test sonucunda KMO=0.937 olarak
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hesaplanmistir. Bu deger ¢ok iyi bir deger olarak kabul edilmektedir. KMO=0,937>
0,60 oldugundan 6rnek biiyiikligiiniin faktor analizi uygulanmasi i¢in yeterli oldugu
anlasilmaktadir. Kurumsal sosyal sorumluluk o6lgegi icin yapilan faktor analizi
sonucunda 3 faktor belirlenmis ve bu faktorlerin toplami varyansin %74,42’sini
acikladig goriilmiistiir. Toplam varyansin %57,98’ini  birinci, %10,80’ini ikinci

ve %35,64’1linii liclincii faktor aciklamaktadir.

Faktor analizi uygulamasinda “oblimin” yontemi uygulanarak sonuglar “Pattern
Matrix” tablosundan bakilarak soru maddelerinin faktor ytikleri ve binisik maddeler
incelenmistir. Faktor yiikleri arasinda binisik yiiklerin olmamasi nedeniyle

calismadan herhangi bir sorunun ¢ikartilmamasi saglanmaistir.

Giivenilirlik analizi sonucuna gore o (Cronbach Alpha) katsayisinin .951 oldugu
goriilmektedir. Kendi i¢inde bu degerler incelendiginde sosyal ve sosyal olmayan
paydaslara yonelik sorumluluk alt boyutuna yonelik 1-8 arasinda yer alan sorulara
karsilik gelen a (Cronbach Alpha) katsayisinin .926 oldugu goriilmektedir. Bu
degerin yiiksek derecede gilivenli bir Ol¢ek araligina tekabiil ettigi goriilmektedir.
Calisanlara yonelik sorumluluk alt boyutuna yonelik 9-13 arasinda yer alan sorular
sorulmus ve karsilik gelen o (Cronbach Alpha) katsayisinin  .929 oldugu
goriilmektedir. Bireylere yonelik sorumluluk alt boyutuna yonelik 16-18 arasindaki
sorular sorulmus ve karsilik gelen o (Cronbach Alpha) katsayisinin .867 oldugu
goriilmistlir. Kurumsal sosyal sorumluluk dl¢eginin genel ve alt boyutlar bazinda
giivenilirleri incelendiginde oldukga yiiksek bir giivenilirlik skoruna sahip oldugu

goriilmektedir.
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Tablo 3. Yenilik iklimi Olgegine ait faktor yapisi ve giivenilirlik sonuglar:

Yenilik KMO Bartlett Sig df
iklimi ,931 5031,438 ,000 91
Faktor Yiikii
Sorular Giivenilirlik Ort
Yeniligi Yeniligi Kaynak Degeri
Destekleme Engelleme Saglama (Cronbach
Alpha)

Yi5 ,928 3,28
Yi4 ,902 3,27
Yil ,861 ,943 3,26
Yi2 834 3,22
Yi3 817 3,22
Yi9 852 2,99
Yi7 ,825 3,08
Yi6 ,823 ,909 3,05
Yi8 ,802 3,30
Yi10 172 2,78
Yill 748 2,72

Yil4 ,868 2,96

Yi13 ,845 752 3,30

Yil12 217 3,23
Toplam ,933

Aciklanan Varyans Toplam Varyanstaki
Degisim
73,378 73,378

Yapilan Barlett testi sonucunda (p=0,000<0,05) oldugundan degiskenler arasinda
iliski oldugu kabul edilmistir. Ornek biiyiikliigiiniin faktdr analizi i¢in uygun olup
olmadigimmin anlasilmas1 ic¢in yapilan test sonucunda KMO=0.931 olarak
hesaplanmistir. KMO=0,931> 0,60 oldugundan 6rnek biiyiikligiiniin faktor analizi
uygulanmasi i¢in yeterli oldugu anlasilmaktadir. Yenilik iklimi 6l¢egi i¢in yapilan
faktor analizi sonucunda 3 faktor belirlenmis ve bu faktdrlerin toplami
varyansin %73,38’ini agikladigr goriilmiistiir. Toplam varyansin %54,14 iinii

birinci, %13,73 linii ikinci ve %5,50’sini liclincii faktor aciklamaktadir.

Glivenilirlik analizi sonucuna gore o (Cronbach Alpha) katsayisinin .933 oldugu
goriilmektedir. Kendi i¢inde bu degerler incelendiginde yeniligi destekleme alt
boyutuna yonelik 1-5 arasinda yer alan sorulara karsilik gelen a (Cronbach Alpha)
katsayisinin .943 oldugu goriilmektedir. Yeniligi engelleme alt boyutuna yonelik 6-
11 arasinda yer alan sorular sorulmus ve karsilik gelen o (Cronbach Alpha)
katsayisinin .909 oldugu goriilmektedir. Kaynak saglama alt boyutuna yonelik 12-

14 arasindaki sorular sorulmus ve Kkarsilik gelen o (Cronbach Alpha)
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katsayisinin .752 oldugu goriilmiistiir. Yenilik iklim Slgeginin genel ve alt boyutlar
bazinda giivenilirleri incelendiginde oldukca yiiksek bir giivenilirlik skoruna sahip

oldugu goriilmektedir.

Tablo 4. Orgiitsel Baglilik Olgegine ait faktdr yapist ve giivenilirlik sonuglar:

Orgiitsel KMO Bartlett Sig df
Baghihk ,907 4066,163 ,000 153
Faktor Yiikii
Sorular Giivenilirlik Ort
Duygusal Devam Normatif Degeri
Baghhk Baghhg (Cronbach
Baghhk Alpha)

OB6 761 3,74
OB1 760 3,45
OB4 661 3,59
OB5 ,652 ,861 3,39
OB2 614 3,77
OB3 564 3,37
OB10 670 3,39
OBS8 587 3,69
OB9Y 466 ,684 3,27
OB7 ,369 4,05
OB11 ,268 3,32
OB12 ,200 3,03

OB18 816 3,48

OB16 782 3,30

OB17 717 2,77

OB15 ,661 ,848 2,81

OB13 572 3,01

OB14 ,529 3,41
Toplam ,894

Aciklanan Varyans Toplam Varyanstaki
Degisim
55,661 55,661

Yapilan Barlett testi sonucunda (p=0,000<0,05) oldugundan degiskenler arasinda
iliski oldugu kabul edilmistir. Ornek biiyiikliigiiniin faktor analizi icin uygun olup
olmadiginin anlasilmas1 i¢in yapilan test sonucunda KMO=0.907 olarak
hesaplanmistir. KMO=0,907> 0,60 oldugundan 6rnek biiyiikliigliniin faktor analizi
uygulanmasi igin yeterli oldugu anlasilmaktadir. Orgiitsel baglilik 6lgegi igin
yapilan faktor analizi sonucunda 3 faktor belirlenmis ve bu faktorlerin toplami
varyansin %55,66’sim1 acikladigr goriilmiistiir. Toplam varyansin %37,83 iinii

birinci, %11,89’unu ikinci ve %6,95ini tigiincii faktor agiklamaktadir.
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Giivenilirlik analizi sonucuna gore o (Cronbach Alpha) katsayisinin .894 oldugu
goriilmektedir. Kendi icinde bu degerler incelendiginde duygusal baglilik alt
boyutuna yonelik 1-6 arasinda yer alan sorulara karsilik gelen a (Cronbach Alpha)
katsayisinin .861 oldugu goriilmektedir. Devam baglilig1 alt boyutuna yonelik 6-12
arasinda yer alan sorular sorulmus ve karsilik gelen a (Cronbach Alpha)
katsayisinin .684 oldugu goriilmektedir. Normatif baghilik alt boyutuna yonelik 13-
18 arasindaki sorular sorulmus ve karsilik gelen o (Cronbach Alpha)
katsayisinin .848 oldugu goriilmiistiir. Orgiitsel baghlik dlgeginin genel ve alt
boyutlar bazinda giivenilirleri incelendiginde olduk¢a yiiksek bir giivenilirlik

skoruna sahip oldugu goriilmektedir.

Tablo 5. Kamu spor kurumu ¢alisanlarinin kurumsal sosyal sorumlulugu ile 6rgiitsel
bagliliklar1 arasinda yenilik ikliminin aracilik iligkisi

Bagimh Degisken: Orgiitsel Baghlik

Model 1
R R-Sqr (R2) MSE F dfl df2 p
,6289 ,3956 ,3127 315,4300 1,0000 482,0000 ,000
Sabit N Katsayi se t p LLCI ULCI
Kurumsal Sosyal 1,4446 1122 12,87 ,0000 11,2241 1,6651

Sorumluluk 484 ,5419 ,0305 17,76 ,0000 ,4819 ,6018
Model 2

R R-Sqr (R2) MSE F dfl df2 p
,6508 4235 ,2989 176,6580 2,0000 481,0000 ,000
N Katsayi se t p LLCI ULCI
Sabit 1,3517 1114 12,13 ,0000 11,1328 11,5706
Kurumsal Sosyal 484 3943 0427 9,23 ,0000 ,3104 4782
Sorumluluk

Yenilik iklimi 484 ,1989 0412 4,83 ,0000 ,1179 ,2798

Birinci model incelendiginde, kurumsal sosyal sorumlulugun orgiitsel baglilig
istatistiksel olarak anlamli sekilde etkiledigi tespit edilmistir (p<0,05). Iliskinin
yonil pozitiftir. Kurumsal sosyal sorumlulukta meydana gelen 1 birimlik degisimin
orgiitsel bagliligi %54,2 oraninda pozitif yonlii etkiledigi goriilmektedir. R? degeri
incelendiginde ise kurumsal sosyal sorumlulugun orgiitsel bagliligi %40 oraninda

acikladig1 ifade edilebilir.

Ikinci model incelendiginde, kurumsal sosyal sorumluluk ve yenilik iklimi etkisinin
orgiitsel bagliligi istatistiksel olarak anlamli sekilde etkiledigi tespit edilmistir (p<0,05).
Iligkinin yonii her iki degisken ozelinde pozitiftir. Model 1°de kurumsal sosyal
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sorumlulugun orgiitsel baglilik iizerinde etkisinin %54,2 oldugu goériilmiistii. Model 2
kapsaminda araci etki olarak dahil edilen yenilik iklimi ile kurumsal sosyal sorumluluk
degiskeninin etkisinin %39.4’e diistiigli gézlemlenmistir. Boylelikle kurumsal sosyal
sorumluluk ile orgiitsel baglilik arasinda yenilik ikliminin araci etkisi yarattig
goriilmiistiir. R? degeri incelendiginde ise kurumsal sosyal sorumluluk ve yenilik
ikliminin orgiitsel baglilig1 %42 oraninda agikladig: ifade edilebilir. Yenilik iklimi ile

birlikte modelin agiklanma oraninda artis gerceklesmistir.

Tablo 6. Kamu spor kurumu ¢alisanlarinin kurumsal sosyal sorumlulugu ile orgiitsel

bagliliklar1 arasinda yeniligi destekleme alt boyutunun aracilik iliskisi

Bagimh Degisken: Orgiitsel Baghlik

Model 1
R R-Sqr (R2) MSE F dfl df2 p
,6289 ,3956 ,3127 315,4300 1,0000 482,0000 ,000
Sabit N Katsayi se t p LLCI ULCI
Kurumsal Sosyal 14446 1122 12,87 ,0000 1,2241 1,6651

Sorumluluk 484 5419 ,0305 17,76 ,0000 4819 ,6018
Model 2

R R-Sqr (R2) MSE F dfl df2 p
,6472 ,4189 ,3013 173,3727 2,0000 481,0000 ,000
N Katsayi se t p LLCI ULCI
Sabit 1,4973 ,1108 13,51 ,0000 1,2795 11,7150
Kurumsal Sosyal 484 ,1783  ,0406 4,40 ,0000 ,0986 ,2580
Sorumluluk

Yeniligi Destekleme 484 ,3649 0502 7,28 ,0000 ,2664 4635

Birinci model incelendiginde, kurumsal sosyal sorumlulugun orgiitsel bagliligi
istatistiksel olarak anlamli sekilde etkiledigi tespit edilmistir (p<0,05). Iliskinin
yonii pozitiftir. Kurumsal sosyal sorumlulukta meydana gelen 1 birimlik degisimin
orgiitsel baglilig %54,2 oraninda pozitif yonlii etkiledigi goriilmektedir. R? degeri
incelendiginde ise kurumsal sosyal sorumlulugun orgiitsel baglilig1r %40 oraninda

acikladigi ifade edilebilir.

Ikinci model incelendiginde, kurumsal sosyal sorumluluk ve yeniligi destekleme
etkisinin Orgiitsel baglilig1 istatistiksel olarak anlamli sekilde etkiledigi tespit
edilmistir (p<0,05). iliskinin yonii her iki degisken 6zelinde pozitiftir. Model 1°de
kurumsal sosyal sorumlulugun orgiitsel baghlik iizerinde etkisinin %54,2 oldugu

goriilmiistii. Model 2 kapsaminda araci etki olarak dahil edilen yenilik destekleme
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degiskeni ile kurumsal sosyal sorumluluk degiskeninin etkisinin %17,83’e diistiigii
gozlemlenmistir. Boylelikle kurumsal sosyal sorumluluk ile orgiitsel baglilik
arasinda yeniligi destekleme degiskeninin araci etkisi yarattig1 goriilmiistiir. R?
degeri incelendiginde ise kurumsal sosyal sorumluluk ve yeniligi desteklemenin

orgiitsel baglilig1 %42 oraninda agikladig: ifade edilebilir.

Tablo 7. Kamu spor kurumu ¢alisanlarinin kurumsal sosyal sorumlulugu ile 6rgiitsel
bagliliklar1 arasinda yeniligi engelleme alt boyutunun aracilik iligkisi

Degisken: Orgiitsel Baghlik

Model 1
R R-Sqr (R2) MSE F dfl df2 p
,6289 ,3956 ,3127 315,4300 1,0000 482,0000 ,000
Sabit N Katsayi se t p LLCI ULCI
Kurumsal Sosyal 14446 1122 12,87 ,0000 1,2241 1,6651

Sorumluluk 484 ,5419 ,0305 17,76 ,0000 ,4819 ,6018
Model 2

R R-Sqr (R2) MSE F dfl df2 p
,6395 ,4089 ,3065 166,3982 2,0000 481,0000 ,000
N Katsay1 se t p LLCI ULCI
Sabit 13471 1150 11,72 ,0000 1,1212 11,5730
Kurumsal Sosyal 484 ,0912 0276 3,30 ,0010 ,0369 ,1455
Sorumluluk

Yeniligi Engelleme 484 4929 0337 14,65 ,0000 4268 ,5590

Birinci model incelendiginde, kurumsal sosyal sorumlulugun Oorgiitsel baglilig:
istatistiksel olarak anlaml sekilde etkiledigi tespit edilmistir (p<0,05). Iliskinin y&nii
pozitiftir. Kurumsal sosyal sorumlulukta meydana gelen 1 birimlik degisimin orgiitsel
bagliligi %54,2 oramnda pozitif yonlii etkiledigi goriilmektedir. R?  degeri
incelendiginde ise kurumsal sosyal sorumlulugun orgiitsel bagliligi %40 oraninda

acikladig ifade edilebilir.

Ikinci model incelendiginde, kurumsal sosyal sorumluluk ve yeniligi engelleme
etkisinin Orgiitsel bagliligi istatistiksel olarak anlamli sekilde etkiledigi tespit edilmistir
(p<0,05). Iliskinin yonii her iki degisken ozelinde pozitiftir. Model 1’de kurumsal
sosyal sorumlulugun orgiitsel baglilik tizerinde etkisinin %54,2 oldugu goriilmiisti.
Model 2 kapsaminda aract etki olarak dahil edilen yeniligi engelleme degiskeni ile
kurumsal sosyal sorumluluk degiskeninin etkisinin %9,1’e distiigli gdzlemlenmistir.
Boylelikle kurumsal sosyal sorumluluk ile orgiitsel baglilik arasinda yeniligi engelleme

degiskeninin araci etkisi yarattig1 goriilmiistiir. R? degeri incelendiginde ise kurumsal
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sosyal sorumluluk ve yeniligi engelleme degiskenlerinin Orgiitsel baghiligi %41

oraninda acikladig ifade edilebilir.

Tablo 8. Kamu spor kurumu ¢alisanlarinin kurumsal sosyal sorumlulugu ile 6rgiitsel
bagliliklar arasinda kaynak saglama alt boyutunun aracilik iligkisi

Degisken: Orgiitsel Baghlik

Model 1
R R-Sqr (R2) MSE F dfl df2 p
,6289 ,3956 ,3127 315,4300 1,0000 482,0000 ,000
Sabit N Katsayi se t p LLCI ULCI
Kurumsal Sosyal 1,4446 1122 12,87 ,0000 1,2241 11,6651

Sorumluluk 484 5419 0305 17,76 ,0000 ,4819 ,6018
Model 2

R R-Sqr (R2) MSE F dfl df2 p
,6449 ,4159 ,3028 171,2864 2,0000 481,0000 ,000
N Katsayi se t p LLCI ULCI
Sabit 1,3678 ,1120 12,21 ,0000 11,1477 1,5879
Kurumsal Sosyal 484 4370 ,0395 11,08 ,0000 3595 5145
Sorumluluk

Kaynak Saglama 484 ,1428  ,0349 4,10 ,0000 0743 2114

Birinci model incelendiginde, kurumsal sosyal sorumlulugun orgiitsel bagliligi
istatistiksel olarak anlamli sekilde etkiledigi tespit edilmistir (p<0,05). Iliskinin
yonil pozitiftir. Kurumsal sosyal sorumlulukta meydana gelen 1 birimlik degisimin
orgiitsel baglilig %54,2 oraninda pozitif yonlii etkiledigi goriilmektedir. R? degeri
incelendiginde ise kurumsal sosyal sorumlulugun orgiitsel bagliligi %40 oraninda

acikladig1 ifade edilebilir.

Ikinci model incelendiginde, kurumsal sosyal sorumluluk ve kaynak saglama
etkisinin Orgiitsel baglilig1 istatistiksel olarak anlamli sekilde etkiledigi tespit
edilmistir (p<0,05). iliskinin yonii her iki degisken 6zelinde pozitiftir. Model 1°de
kurumsal sosyal sorumlulugun orgiitsel bagllik iizerinde etkisinin %54,2 oldugu
goriilmiistii. Model 2 kapsaminda araci etki olarak dahil edilen kaynak saglama
degiskeni ile kurumsal sosyal sorumluluk degiskeninin etkisinin %43,7’ye diistiigi
gbozlemlenmistir. Boylelikle kurumsal sosyal sorumluluk ile orgiitsel baglilik
arasinda kaynak saglama degiskeninin araci etkisi yarattigi goriilmiistiir. R? degeri
incelendiginde ise kurumsal sosyal sorumluluk ve kaynak saglama degiskenlerinin

orgiitsel baglilig1 %42 oraninda agikladig: ifade edilebilir.
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Tablo 9. Kamu spor kurumu ¢alisanlarinin 6rgiitsel bagliliklart ve kurumsal sosyal
sorumluluklar1 cinsiyet ile iliskisi

Degiskenler Cinsiyet N X Ss F P
Orgiitsel Baglilik Kadm 162 3,34 0,73

Erkek 322 3,41 0,71 0.096 .296
Kurumsal Sosyal Sorumluluk Kadin 162 3,45 0,76

Erkek 322 3,65 0,86 1.250 .013*

**<0,05 onem diizeyinde anlamli

Kamu spor kurumu c¢alisanlarinin  oOrgiitsel baglilik ve kurumsal sosyal
sorumluluklarinin cinsiyet ile iliskisinde bagimsiz 6rneklem t testi kullanilmistir.
Uygulanan analiz ile birlikte cinsiyetin orgiitsel baglilik iizerinde istatistiksel olarak
anlamli bir farklilik yaratmadigi goriilmemektedir. (F=0.096 ; p>0,05) Bakildiginda
kadin katilimcilarin verdikleri puanlarin ortalamasi 3,34 iken erkek katilimcilarin
3,41 oldugu goriilmiistiir. Her ne kadar erkek katilimcilarin 6rgiitsel baglilik skorlari

daha yiiksek olsa da bu farkin istatistiksel olarak anlamli olmadig1 gortilmustiir.

Cinsiyetin kurumsal sosyal sorumluluk {izerindeki etkisi incelendiginde gruplar
arasindaki farkin istatistiksel olarak anlamli oldugu goriilmiistiir. (F=1.250 ; p<0,05)
Bu kapsamda kadinlarin verdikleri puanlarin ortalamasi 3,45 iken erkek
katilimcilarda bu degerin 3,65 oldugu goriilmiistiir. Erkeklerin kurumsal sosyal

sorumluluk diizeylerinin kadin katilimcilara gére daha yiiksek oldugu goriilmiistiir.

Tablo 10. Kamu spor kurumu ¢alisanlarinin orgiitsel bagliliklar: ve kurumsal sosyal
sorumluluklarinin ¢alisma yilina gére iliskisi

Degiskenler Calisma Y1l N X Ss F P
Kurumsal 0-5 Y1l 174 3,67 ,84
Sosyal 6-10 Y1l 154 3,54 ,86 1.390 .250
Sorumluluk 11 Y1l ve Ustii 156 3,53 ,80
Orgiitsel 0-5 Yil 174 3,36 77
Baglilik 6-10 Y1l 154 3,36 70 0.679 .507
11 Y1l ve Ustii 156 3,44 68

Kamu spor kurumu c¢alisanlarinin = oOrgiitsel baglilik ve kurumsal sosyal
sorumluluklarinin ¢alisma yilina gére anlamli bir farklilik olusturup olusturmadigini
anlamak adina tek yonlii varyans analizi yapilmistir. Calisma yillar1 0-5 yil, 6-10 y1l
ve 11 yil ve uistii olarak kategorize edilmistir. Bu kapsamda c¢aligsma yilinin orgiitsel

baghilik (F=0.679 ; p>0,05) ve kurumsal sosyal sorumluluk (F=1.390 ; p>0,05)
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diizeylerine iliskin istatistiksel olarak anlamli bir farklihik yaratmadig:

gbzlemlenmistir.

TARTISMA VE ONERILER

Mevcut arastirma kurumsal sosyal sorumluluk, orgiitsel baglilik ve yenilik iklimi
kavramlarini inceleyerek sosyal sorumluluk ile orgiitsel baglilik arasindaki iligkide
yenilik¢i iklimin aracilik roliini incelemeyi hedeflemistir. Bu arastirmanin
secilmesindeki neden ilgili literatiirde kurumsal sosyal sorumluluk ve orgiitsel
baglilik kavramlartyla ilgili olarak bir ¢ok ¢aligma yer almasina karsin yenilik iklimi
kavraminin hem tek basina hem de araci degisken olarak ¢ok fazla incelenmemis

olmasidir.

Kurumlar en temel kaynaklar1 olan galisanlarinin bagliliklarini yiikseltmek igin
genel olarak kurumsal sosyal sorumluluk ¢aligmalarina yonelmektedirler. Bu, hem
caliganlarinin Orgiitsel bagliligim1 yiikseltmesinde hem de toplum goziinde
saygihigint arttirmasinda onemli bir faktor olmaktadir. Mevcut arastirma daha
onceki calismalarla uyumlu olarak (Brammer, 2007; Peterson 2004; Rupp ve
digerleri 2006) kurumsal sosyal  sorumlulugun 6rgiitsel baglilik {izerinde 6nemli

bir etkisi oldugunu gostermistir.

Arastirmanin ilgili literatiire katki sagladigini diislindiigimiiz bir diger kism1 ise
kurumsal sosyal sorumluluk ve yenilik iklimi kavramlar1 ile Orgiitsel baglilik
kavrammin alt boyutlariyla arasindaki iliskilerin incelenmis olmasidir. Onceki
caligmalar kurumsal sosyal sorumlulugu yalin olarak incelemis olsa da sonraki
donemlerde sosyal sorumluluk kavrami alt boyutlariyla beraber ele alinmaya
baslanmistir. Bu anlamda ilk olarak Bowen 1953 yilinda isletmelerin sosyal
sorumluluk alanlarmi ele almis, Carroll ise 1979 yilinda olusturdugu sosyal
sorumluluk modeliyle sosyal sorumluluklar1 4 baslik olarak ele almistir. Arastirma
sonucu Duygu Tiirker’in (2009) yaptig1 caligsmayla benzer olarak kurumsal sosyal
sorumluluk alt boyutlar1 ile orgiitsel baghlik alt boyutlar1 arasinda  yapilan
korelasyon analizi sonucu biitiin alt boyutlar arasinda anlamli ve pozitif bir

korelasyon bulunmustur. Buna gore ¢alisanlar kendi kurumlarini ¢evreye yonelik,
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calisanlara yonelik, miisteriye yonelik ve yasal olarak sorumlu gordiigii siirece

orgiitsel bagliliklar1 pozitif olarak etkilenmektedir diyebiliriz.

Kurumlar i¢in bir diger onemli unsur siliphesiz ki yenilik iklimi kavramudir.
Calisanlar tarafindan yenilik iklime agik olarak diislintilen kurum calisanlarinin
motivasyonu yiiksek olmakta ve isten ayrilma niyetleri diisiik olmaktadir. Isten
ayrilma niyetinin diisiik olmas1 ayn1 zamanda calisan devir hiz1 oranini etkilemekte
ve kurumlarin karliligina yansimaktadir. Arastirmada yenilik ikliminin Orgiitsel
baglilik tizerindeki etkisi incelendiginde, Mayer ve Schorman (1998) ve Carmeli ve
Freund (2006)’un c¢alismalariyla benzer sonuglar bulunmus ve aralarinda pozitif

yonlil bir iliski oldugu tespit edilmistir.

Yenilik iklimi ile orgiitsel bagliligin alt boyutlar1 arasindaki iliski incelendiginde
orgiitsel baghiligin alt boyutlarindan olan duygusal baglilik ve devam baghilig: ile
yenilik iklimi arasinda anlamli bir iligki bulunurken, normatif baglhlik ile yenilik
iklimi arasinda anlamli bir iligki gézlenmemistir. Bu sonug, arastirmada dikkati
ceken bir diger noktadir. Yenilik iklimi ile orgiitsel bagliligin alt boyutlarini
inceleyen diger calismalara baktigimizda Carmeli’nin (2002) calismasinda devam
baglilig1 ile yenilik iklimi arasinda anlamli bir iliski gozlenememistir. Riketta ve
Launderer’in (2005) yaptig1 calismada ise oOrgiitsel bagliligin sadece duygusal

baglilik boyutu arasinda anlamli bir iligki gézlemlenmistir.

Normatif baghlik, yenilik¢i iklim gibi kavramlardan bagimsiz olarak bireyin
yasadig1 toplumdan etkilenmektedir. Bireyler igsel olarak kendilerini Orgiitte
kalmak zorunda hissetmektedirler. Yapilan arastirmalardan da anlasilabilecegi gibi
bu zorunluluk daha cok “x kusag1” dedigimiz donemi kapsamakta olup, “Y
kusag1”nin boyle bir zorunluluk duymadigini dogrulamaktadir. Yaptigimiz anket
caligmasina katilan bireylerin yas ortalamalaru dikkate alindiginda Y kusaginin agir
bastig1 gozlenmektedir. Y kusagi genel olarak haksizliga tahammiil edemeyen ve
oldukca motive ¢alisabilen bireylerden olusmaktadir. Y kusagi i¢in bir diger 6nemli
ozellik ise maddiyata X kusagi kadar dnem vermemesi ve itaate yatkin bireyler
olmamasidir. Bu kusak i¢in 6nemli olan unsurlar takdir edilmek, bulundugu orgiitte

kendini rahat hissetmesi ve yaptigi isten keyif almasidir. Bu kusaktaki bireyler takdir
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gormezler ve islerini sevmezlerse oOrgiitli hizli bir sekilde terk etme egilimi
gostermektedirler. Bu nedenden dolay1 arastirmamizda yenilik iklimi algisinin

normatif baglilik iizerinde anlamli bir etki gézlenmemis oldugunu diistiniilmektedir.

Bir diger neden olarak normatif bagliliga sebep olan etkenlerin giliniimiizde farkl
algilanig bi¢imiyle alakali olabilecegi diisliniilmektedir. Normatif baglilik, kurumun
calisana yaptig1 yatirim ve harcamalar neticesinde c¢alisanin kendisini kuruma karsi
borg¢lu hissetmesini saglamaktadir. Bu yatirim ve harcamalar genel olarak ¢alisanlar
icin verilen egitimler, burslar gibi unsurlarla alakalidir. Ge¢miste bu yatirimlar daha
cok kurumdaki amirlerin ¢alisanlarina verdigi deger ve goniilliilikk unsuruyla alakali
iken, gilinimiizde bu tip davranislar daha c¢ok kurumsal sosyal sorumluluk
caligmalar1 olarak goriilmekte ve goniilliiliikkten ziyade yapilmasi gereken faaliyetler
olarak goriilmektedir. Bunun bir sonucu olarak c¢alisanlar bunlari kurumlarin
yapmas1 gereken temel faaliyetler olarak gérme egilimindedirler. Bu algidan dolay1
calisanlarin bu yatirimlar sonucunda kendilerini kurumlarma karst borglu
hissetmedikleri diisiiniilmektedir. Gelecekteki calismalar kurumsal sosyal
sorumluluk faaliyetleriyle birlikte giiniimiizde ¢alisan goriislerinin degismesi ve

bunun normatif baglilik tizerine etkilerini aragtirabilirler.

Yapilan anket caligmasi sonucu dikkati ¢eken bir diger nokta ise erkeklerin
kurumsal sosyal sorumluluk diizeylerinin kadin katilimcilara gére daha yiiksek
oldugu goriilmiistiir. Bu farkliligin temelinde kadinlarin ¢ocuk sahibi olduktan sonra
is hayatindan tamamen ¢ekilmeleri ya da ¢ocukla beraber is hayatinda yasadiklari
sikintilar oldugu diisiiniilmektedir. Bu anlamda kurumlarin 6zellikle ¢alisan anneler
icin kres destegi, esnek caligma saatleri gibi sosyal sorumluluk faaliyetlerinde
bulunmalarinin olumlu olacagi diisliniilmektedir. Bu tip sosyal sorumluluk
faaliyetleri kadinlar ozelinde orgiitsel baglhiligi ve is tatminini arttiracak ve
kadinlarin is giicline dahil edilme oranini arttiracaktir. Gelecekteki aragtirmalarda
ozellikle kadin g¢alisanlara yonelik sosyal sorumluluk yapmak isteyen kurumlar
tespit edilerek sosyal sorumluluk oncesi ve sonrasi kadin calisanlarin orgiitsel

bagliliklarinin degisme oran1 gdzlemlenebilir.
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Arastirmada katilimcilarin sosyal sorumluluk faaliyetlerinde aktif olarak yer
almasinin kurumsal sosyal sorumluluk ve orgiitsel baglilik algilamalarinda anlaml
bir degisiklige neden olmamasina ragmen yenilik¢i iklimi algilamalar1 iizerinde
pozitif bir farklilik goézlenmistir. Bu sonugtan yola ¢ikarak kurumlarin ¢alisanlarini
sosyal sorumluluk projelerine aktif olarak dahil etmelerinin kurumlar ve ¢alisanlarin

motivasyonlari arttirmak adina daha faydali olacag diisiiniilmektedir.

Aragtirmanin baginda temel hipotezimiz yenilik ikliminin kurumsal sosyal
sorumluluk ile orgiitsel baglilik arasindaki iligskide araci rol oynadigi yoniindeydi.
Fakat yenilik ikliminin araci rollinli tespit etmek amaciyla yapilan regresyon
analizinin sonuglarima gore kurumsal sosyal sorumluluk degiskeninin Orgiitsel
baghlik {izerindeki etkisi yenilik iklimi degiskeni analize dahil edildiginde
azalmistir. Bu sonuca gore yenilik iklimi degiskeninin, kurumsal sosyal sorumluluk
ile orgiitsel baglilik arasinda araci degisken roliinii tistlendigi soylenebilir. Yenilik
iklimi analize dahil edildiginde kurumsal sosyal sorumluluk degiskeninin orgiitsel
baghilik iizerindeki etkisinin azalmasina ragmen anlamlhilifinin ortadan
kalkmamasindan dolay1 yenilik ikliminin kismi araci degisken (partial mediator)

oldugu sonucuna varilmstir.

Hem daha 6nce yapilan ¢aligmalar hem de yaptigimiz arastirmanin sonucuna gore
yenilik iklimi, kurumsal sosyal sorumluluk ve orgiitsel baglilik tizerinde teker teker
incelendiginde pozitif yonde etki ettigi goriilmekte, ayrica calisanlarin kurumsal
sosyal sorumluluk faaliyetlerinde yer almas1 orgiitsel baglilik tizerindeki etkisinde
anlaml1 derecede arttirdig1 goriilmektedir. Bunun en 6nemli nedenlerinden birinin
yenilik iklimi ortaminin daha fazla oldugu kurumlarda, calisanlarin Orgiitsel
bagliliklarina olumlu etkisinden kaynaklandigim diisiiniilebilir. Orgiitsel baglhlig
arttirmak isteyen kurumlarin bu anlamda kurumsal sosyal sorumluluk faaliyetleri ve
yenilik iklimini arttirici ¢aligsmalar yapmast kurumlar adina daha yiiksek faydalar

saglayacaktir.

Bu c¢alisma sonuglar1 agisindan degerlendirildiginde, 6zellikle ¢alisanlarin orgiite
olan ilgisini gelistirmek isteyen yoneticiler, orgiit ikliminin farkli yonleri veya

unsurlarmi kullanarak, ¢alisanlarin duygusal tutumlarindan yola c¢ikarak, yenilik
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iklimini artirici program ve projelerin basarisini artirabileceklerdir. Bir planlama
veya stratejik ara¢ olarak orgiit iklimini anlayarak yoneticiler orgiitiin 6ziine veya
kimligine uygun yonetim uygulamalarini daha dogru tanimlayabileceklerdir. Diger
taraftan orgiit iklimi bir teshis ve tesbit araci olarak da kullanilabilir. Ornegin,
yoneticiler orgiite iligkin diizenlemelerle ugrasirken calisanlarin kurumsal sosyal
sorumluluk ve yenilik¢i orgiit iklim ¢alismalarina yogunlasarak amaclarina daha

etkili bicimde ulasabilirler.

Calisanlarin katilimini artirmak isteyen orgiitlerde, ¢alisanlarin is tutumlari ile orgiit
ikliminin hangi yonlerine yogunlasilacagini belirlemeleri 6nemlidir. Sonuglar
gostermektedir ki, orgiit genelinde yeni uygulamalar disiiniildiigiinde oncelikle
orgitlin iklimine bakmak gerekir. Zeffane’ye (1994) gore, calisanlarin orgiite
bagliligi, heyecani, morali, sadakati ve iliskisi ile ilgili sorular yanitlanirken
yOneticilerin sadece motivasyon ara¢ ve yontemlerine bakmalari yetmez. Bu
sorunlarla ugrasmak icin yoneticiler ayn1 zamanda Orgiitte motivasyonu diisiiriicii
etken ve olgulara uygulamalara da bakmak zorundadirlar. Benzer durum farkl 6rgiit
iklimleri icin genellestirilebilir. Yani yoneticiler orgiit iklimindeki belli alanlara
bakarak, calisanlarin motivasyonunu diisiiren, olumsuz tutumlar {ireten faktorleri ve
durumlar1 saptayabilirler. Ayrica 6ngoriilii davranisct bir diisiinceden hareketle
orgiitin uygulamaya gec¢irmek istedigi yenilik iklimini engelleyici yd&ndeki
potansiyel olumsuzluklar 6nceden belirlenip uygulamaya baslanabilir. Ancak bu
tiirden 6ngoriilii davraniglarda da 6n kosul, orgiit iklimi ile 6zellikle de, ¢alisanlarin

tutumlarinin iligkilendirilerek incelenmesidir.

Bu ¢alismanin ortaya koydugu bulgular ¢ercevesinde gore su Oneriler yapilabilir:

1. Kamu spor kurumunda amaglanan oOrgiitsel gelisim ve degisim cabalarinin
basariya ulagmasi yenilik¢i bir iklimi gerektirmektedir. Bu nedenle Kamu spor
kurumu’nda yenilik iklimi olusturmaya yonelik ¢alismalar yapilmalidir.

2. Kamu spor kurumunda ¢alisanlarin kurumsal sosyal sorumluluk projelerine
katiliminin gelistirilmesi i¢in ekip ¢alismasi 6nemli bir boyuttur. Ekip calismast;
orgiite bagliligin, i doyumunun artirilmasi, insan iliskilerinin gelistirilmesi,

yenilik ikliminin olusturulmasi ve stresin dnlenmesiyle saglanabilir.

123



3. Kamu spor kurumunda calisanlarin katilimin saglanmasi i¢in iletisimin
gelistirilmesi dnemli bir boyuttur. Iletisimin saglanmasinda; &rgiite baglilik,
destekleyici iklimin olusturulmasi, yenilik iklimi ve stresin nlenmesi 0nem
tagimaktadir.

4. Kamu spor kurumunda c¢alisanlarin katilimin saglanmasi ig¢in karar vermeye
katilim 6nemli bir boyuttur. Karar vermeye katilimda; sosyal sorumluluk, yenilik
iklimi ve ¢alisanlarin desteklenmesi 6nem tasimaktadir.

5. Kamu spor kurumunda ¢agdas bir yonetim anlayist olan Toplam Kalite
Y 6netiminin uygulanabilmesi; iletisimin, ekip ¢alismasinin ve kararlara katilimin
saglanmasi ile gergeklesebilir. Bu nedenle, calisanlarin 6rgiite bagliliklariin, is
doyumunun artirilmasi ve stresin 6nlenmesi ile yenilik ikliminin olusturulmasi
yOniinde ¢aligmalar yapilmasi gerekmektedir.

6. Kamu spor kurumunda yapilacak iklim caligmalarinda donemsel veriler

kullanilarak zaman i¢indeki degisme ve gelismeler daha iyi incelenebilir
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