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ABSTRACT

THE EFFECT OF JOB AND PERSONAL RESOURCES ON EMPLOYEE WELL-
BEING: A CONSERVATION OF RESOURCES PERSPECTIVE

FAKILAR, Fatma Sinem
M.S., The Department of Psychology
Supervisor: Prof. Dr. Reyhan BILGIC

June 2022, 80 pages

Even though a lot of research investigated what influence employee well-being, the role
of resources hasn’t completely understood yet. The aim of the present study is to shed a
light on what affects employee-well-being (i.e. flourishing) at work. Job security, work-
life balance, and workplace civility were used as predictors which were proposed to be
related to flourishing at work (FAW) via first, resource gain, then, psychological well-
being (PWB). Furthermore, psychological capital was examined as a moderator that
strengthens the relationship between resource gain and PWB. A hundred and sixty one
full-time employees participated in the study. Results showed that among three
predictors, only work-life balance was significantly related to resource gain. Moreover,
resource gain was a significant predictor of PWB, and PWB was of FAW. According to
mediation analysis, PWB was a significant mediator between resource gain and FAW.
However, PsyCap was not a significant moderator for this association. As for the
sequential model, only work-life balance was significantly associated to FAW via
resource gain and PWB, relatively. All analyses were conducted on SPSS 22. Potential

reasons of and future implications of the test results were discussed.



Keywords: Conservation of Resources, Work-Life Balance, Resource Gain,

Psychological Well-Being, Employee Well-Being



0z

IS VE KiSI ILE ILGILI KAYNAKLARIN KAYNAK KORUNUMU BAKIS ACISI iLE
CALISAN IYI OLUSUNA ETKISi

FAKILAR, Fatma Sinem
Yiiksek Lisans, Psikoloji Bolimii
Tez Yoneticisi: Prof. Dr. Reyhan BILGIC

Haziran 2022, 80 sayfa

Calisan 1yi olus halini inceleyen ¢ok fazla calisma olmasina ragmen, calisan iyi olusu
iizerinde kaynaklarin etkisi hala ¢ok iyi anlasilmis degildir. Bu calismanin amaci, ¢alisan
iyi olusuna nelerin etki ettigine 151k yakmaktir. Is giivencesi, is-yasam dengesi ve isyeri
nezaketi ¢aligmada yordayici degisken olarak kullanilmis olup bu degiskenlerin kaynak
kazanim1 ve psikolojik iyi olus iizerinden ¢alisan iyi olusuna etkisinin incelenmesi
hedeflenmistir. Psikolojik sermaye ise kaynak kazanimi ve psikolojik iyi olus arasinda bir
diizenleyici degisken olarak onerilmistir. Calismaya 161 tam zamanl calisan katilmistir.
Sonuglara gore, li¢ degisken arasindan sadece is-yasam dengesi kaynak kazanimi igin
anlamli bir yordayicidir. Hipotezleri destekleyen sekilde, kaynak kazanimi psikolojik iyi
olusu, psikolojik iyi olus da calisan iyi olusunu anlamli big¢imde yordamaktadir. Ayni
zamanda psikolojik iy1 olus, kaynak kazanimi ve ¢alisan iyi olusu arasinda bir araci
degiskendir. Fakat psikolojik sermayenin bu iliskide bir diizenleyici degisken olmadig
bulunmustur. Hipotez edilen ardisik model analizi sonuglarina gore, sadece is-yasam
dengesi lizerinden kurulan model anlamli olup; is-yasam dengesi sirasiyla kaynak

kazanimini, psikolojik iyi olusu ve ¢alisan iyi olusunu etkilemistir. Tiim analizler, SPSS

Vi



programinin 22. versiyonu ile yapilmis olup sonuglarin potansiyel nedenleri ve gelecek

i¢in ¢ikarimlarin iizerinde durulmustur.

Anahtar Kelimeler: Kaynaklarin Korunumu Modeli, Is-Yasam Dengesi, Kaynak
Kazanimi, Psikolojik Iyi Olus, Calisan Iyi Olusu
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CHAPTER 1

INTRODUCTION

1.1. Overview

Well-being has been one of the most investigated topics in Industrial and Organizational
Psychology field. Since lots of employees spend significant amount of their daily lives at
workplace, it is a little wonder that what happens at work affects how employees feel at
and regarding their work. Due to the globalization and, eventually, advanced technology,
employees experience rapid change with their jobs. Moreover, the pandemic process has
also brought to the working people new work habits that might impact employee
prosperity. This changing nature of work life affects how employees do their jobs in
various ways. For example, employees do prefer the organizations with less hierarchical
levels and flexible working hours. As a result, many employees showed preference for
remote work (Jacks, 2021). Correspondingly, organizations are demanding more, more
than ever, from their employees to keep up with this new world of work life. Employees,
on the other hand, are in the need of enhancing their resources get out alive from these

brand-new demands and protect their overall well-being.

Furthermore, with the effects of pandemic, employee wellbeing is considered to be
amongst the most important topics of 1/0 psychology. Society for Industrial and
Organizational Psychology (SIOP) repeatedly reported employee wellness as one of the

top ten workplace trends on its annual “Top 10 Work Trends” list emerged from member
surveys in 2018, 2020, 2021, and 2022.

There are innumerous factors which have potential to affect employee well-being. The

question is whether well-being gets affected from these work life changes or not. Since

employee well-being is positively related to organizational health (Quick & Henderson,

2016; Xenidis & Thcocharous, 2014; Cotton & Hart, 2003) and, directly or indirectly, lots
1



of organizational outcome such as organizational performance (Ipsen & Bergmann,
2021), turnover (Griffeth et al., 2000), organizational productivity (Kour et al., 2019), and
firm performance (Krekel et al., 2019), it is important to investigate what influence

employee well-being.

Due to the work-related innovations (that have potential to create severe changes),
employees may feel more ambiguous about their jobs and experience imbalance between
their personal and work lives. To counter these changes and interaction of individual
workers with them, organizations must create civic environments that ensure employee
permanence and engagement with many resources. By this way employees will have the
resources to catch up with these advancements in this new working style, then they would
more likely preserve their well-being than employees who do not have these resources.
Likewise, if they feel secure about their jobs, they will be more successful at preserving

their state of well-being as compared to employees who do not have enough resources.

In the light of these the abovementioned ecosystem, the aim of this study is to investigate
the relationships between positive circumstances of the job, namely, job security, work-
life balance, workplace civility climate, and personal factors, like psychological capital,
and employee well-being through resource gain mechanism based on Conservation of
Resources (COR) theory. To clarify, this study will seek for answers for if there is a
relationship between job security, work-life balance, and workplace civility climate and
employee well-being via the role of resource gain with the moderating role of

psychological capital.

This study is expected to contribute to the literature in following ways. First of all, the
association between important job and person factors will be examined in a Turkish
sample as most of the studies included in literature are conducted in other countries and
effects of cultural changes shouldn’t be disregarded while generalizing studies into
different contexts. Second, there was no study, if any, encountered during this literature
search that examines resource gain in such a model. Moreover, there is no study
encountered that adapted COR scale and Workplace Well-Being scale into Turkish.
Finally, sample will be real-life employees, thus, it may lead to more accurate and

generalizable results.



1.2. Theoretical Foundations and Hypothesis Development

Being a relatively new concept, workplace flourishing seems to be an interesting umbrella
notion that has potential to be associated with variety of work variable. Flourishing, in
case of work, was used to refer to the state of being prospered, happy, self-motivated,
successful at work (Bono et al., 2011). Their perspective includes Spreitzer et al. (2005)
notion of employee thriving, as well as positive moods and emotions (i.e. hedonic view)
and being completely engaged to work with one’s true self (i.e. eudemonic view).
Research on this subject suggests lots of variables are related to flourishing at work such
as personality (i.e. extraversion and core self-evaluation; Bon et al., 2011), behavior
(Bono & Judge, 2003), characteristics of the work (Hackman & Oldham, 1980), positive
organizational practices (Redelinghuys et al., 2018), and even genetic factors (Arvey et
al., 1989).

Recent study investigated the influence of organizational and personal resources on
employee flourishing (Ho & Chan, 2022). Perceived organizational support (POS) at
based time (T1) predicted flourishing and positive emotion, relationships, meaning and
accomplishments components of their PERMA (i.e. positive emotions, engagement,
relationships, meaning, and accomplishment; Seligman, 2011) model one year later (T3).
Serving as an underlying mechanism, PsyCap measured 3 months later (T2) was
influenced by POS T1 and also predicted flourishing and all dimensions of PERMA,
proposing that personal resources contribute to flourishing and well-being in the long run.

As a very similar but not the same notion, well-being was investigated by many
researchers (e.g., Carolan et al., 2017; Keeman et al., 2017; Fisher, 2014; Dewe &
Cooper, 2012). It is substantial to investigate its antecedents and outcomes since what
employees experience in their work-life may influence the other domains of their lives.
Well-being was studied in different fields and domains and yet, there is not a consensus
on the exact definition of well-being. It is more than likely that well-being gets affected
by wide-ranging factors such as work characteristics, individual differences,
environmental circumstances or economic situations. As a result of this, different
researchers define well-being differently (e.g., Ryan & Deci, 2001; Ryff & Keyes, 1995).
In the literature, researchers have a consensus at least on that well-being is a multi-

dimensional notion which its each dimensions have multiple elements (Negovan, 2010).



In the past, the notion was used for referring to only physical component such as lack of
disease, but now, it is extended to cover all the physical, emotional, mental and social
sides (De Simone, 2014). On the other hand, it is essential to study well-being in a work
context because not only it affects workers, but it may also have a positive impact on
overall organizational processes. Supporting that, it was found that well-being had
positive relationships with affective and normative commitment and negative relationship
with conditional continuance commitment (Jain et al., 2009). Other studies found that
well-being is associated with organizational citizenship behavior (OCB; Davila &
Finkelstein, 2013; Yurcu & Akinci, 2017). Moreover, in another study, psychological
well-being negatively predicted burnout (Wright & Hobfoll, 2004). These may indicate
that organizations may not get benefit from the workers who are prone to do absenteeism,
or even, quit their jobs since they have not experienced well-being at work. Taris and
Schreurs (2009) found that emotional exhaustion (measured for job-specific employee

well-being) was associated to low organizational performance.

Researchers also suggested that there are positive and negative aspects of well-being
(Karademas, 2007). While positive aspect covers life satisfaction, positive mood and
energy, negative aspect covers negative mood and distress (Diener, 2000). Huppert and
Whittington (2003) found evidence regarding that these two aspects are independent to
some point by presenting distinct distributional features for each aspect. Their results
showed that 35.1% of their sample scored either high on both scales or low on both.

After considering the importance of well-being both for employees and organizations, it
is important to examine the factors leading to it. There may be many factors affecting
employee well-being. For example, according to Danna and Griffin (1999), there are
three broad factors that affect well-being. According to their well-being model, first
category involves work settings such as health and safety risks which threaten employee
health and well-being in an adverse way. Second group consists of personality traits such
as Type A personality and locus of control, by claiming that such traits would determine
the level of health and well-being of an employee. Lastly, occupational stress is
considered as a factor that impairs well-being, and it is suggested to be occurring from the
misfit between individual needs and environmental demands. Related to this, job
insecurity and career development, relationships at work, home/work interface (i.e.

handling work-family balance) was considered among occupational stressors (Cooper &
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Marshall, 1978). Moreover, Danna and Griffin (1999) also stated that well-being is
related to both individual (i.e. physical, psychological, and behavioral) and organizational

(e.g. costs, profits, and rate of absenteeism) level outcomes.

Similarly, Rothman (2008) investigated a four-factor model of work related well-being
and these factors were occupational stress (i.e. job demands and lack of resources), job
satisfaction (i.e. intrinsic vs. extrinsic), burnout (i.e. exhaustion and cynicism), and work
engagement (i.e. vigour and dedication). In the model, burnout and occupational stress
had negative loadings on well-being whereas resting two factors had positive.

Even though there is no consensus on the definition of well-being, two perspectives
dominate the well-being literature. According to the first tradition, which takes its roots
from the hedonic view, well-being is associated to the degree to which people perceive a
feeling of wellness. Most researchers referred it as subjective well-being (SWB; e.g.
Diener, 1984) and this notion is characterized with a high level of positive affect, an
accompanying low level of negative affect, and a high level of satisfaction with life
(Deci & Ryan, 2001). SWB was often used as synonymous to happiness. Even though it
has a similar sense with happiness, well-being is a separate notion (Pepedil, 2012). As a
dimension of well-being, subjective well-being was also defined as the cognitive and
affective assessments that one makes regarding his/her life and experiences (Diener et al.,
2002).

On the other hand, eudaimonic view suggests that well-being consists of more than
experiencing positive affect or satisfaction with life and this conceptualization overlooks
the psychological aspect (Deci & Ryan, 2006). The authors also stated that rather than an
outcome, it is “...of fulfilling one’s virtuous potentials and living as one was inherently
intended to live” (p. 2). While happiness occurs after an affirmative experience, well-
being is a continuum which is affected by those positive evaluations. Basing on this view,
well-being is implied as psychological well-being. Ryff and Singer (1998) discussed six
features that make well-lived lives. Having a purposeful life, human relations, positive
self-regard, sense of self-realizations, personal growth and mastery together form the
well-being, and the last four notions serve to live a purposeful life and have deep
connections with others. This argument bases on a well-known model for psychological

well-being, Ryff’s (1989) six-dimensional well-being model. This model includes six



notions: personal acceptance, environmental mastery, autonomy, positive relations with

others, personal development and purpose in life.

There is also variety of models of well-being such as Warr’s (1990), which consists of
two dimensions and these dimensions include both positive and negative emotions. This
work-related well-being model’s two fundamental dimensions are pleasure and

depression.

Well-being was generally suggested to have three essential parts: physical, psychological
and social well-being (Robertson & Cooper, 2011). In their book, Robertson and Cooper
state that physical well-being is associated to factors such as amount of sleep, exercise, or
no consumption of alcohol and social well-being involves having positive and supportive
social links. Supplementing these, psychological well-being (PWB) is related to fore-
mentioned factors such as being able to overcome the stress, sustaining a positive attitude

and affect, and pursuing a sense of purpose.

As an important part of psychological health, PWB will be the focus of the current study
rather than others because PWB of an employee would affect substantial personal and
organizational results. However, this does not mean that other two aspects (i.e. physical
and social) are underestimated since three types of well-being intersect with each other on

important points somehow and are not completely separate things from each other.

Apart from these, since employees work in the big amount of a day and spend most of
their time doing work related things in offices or with remote work, increases and
decreases in their level of well-being might have high possibility of getting affected by
workplace factors. Hence, here, it seems also important to investigate how workplace

well-being relates these factors.

Bartels et al. (2019) defined workplace well-being as subjective assessments that are
made by employees regarding their ability to progress and perform in the workplace.
They divided eudaimonic workplace wellbeing in two dimensions: interpersonal and
intrapersonal. Interpersonal dimension covers the social aspects that affect individuals’
psychosocial flourishing and intrapersonal dimension relates to the feeling regarding the

value of actual work.



International Labor Organization also describes workplace well-being as covering all
aspects of work-life such as worker feelings regarding the work, safety and the quality of
the work environment, and work and organizational climate (“workplace well-being,”
n.d.), meaning that these parts of the organizational life may also have an impact on

various well-being types.

In organizations, there are a lot of predictive factors which might affect employee well-
being. Among these, the employee motivation, for example, was frequently investigated
as a predictor of performance and to some extent, psychological health (Deci & Ryan,
2008). Furthermore, the perceived organizational support may also predict employee
well-being. Besides, remaining stress from past life events can reduce physical and
emotional well-being in the long-term (Aamodt, 2015). Also, workplace incivility may
decrease employee well-being by breaking organizational rules and norms (Robbins &
Judge, 2013). Furthermore, high level of workload was found to be related to lower

emotional well-being (Ilies et al., 2010).

Today, due to developments in technology in a globalized-world, most of the jobs have
been automated and machines are continuing to replace human labor. Moreover,
detrimental changes in economy lead lots of employees to lose their jobs. Thus, it is not
surprising that job loss was found to be related to reduced- psychological and physical
well-being (McKee-Ryan et al., 2005). The meta-analytic study revealed that unemployed
people had less physical and psychological well-being as compared to employed people.
Even more, unemployment duration and the type of the sample had moderation effect on

the relationship.

Researchers who studied well-being found that idea of losing one’s job, meaning job
insecurity, was related to some personal and organizational outcomes such as job

performance (Wright & Cropanzano, 2000) and work engagement (Shuck et al., 2014).

Therefore, job insecurity is one of the most substantial yet under investigated topics with
respect to work life. It occurs when individuals feel ambiguity regarding the future of
their jobs. The notion was presented as “the level of uncertainty a person feels in relation

to his or her job continuity” (Wang et al., 2015, p.1249).



Due to the drastic change in the work life (e.g., economic dependency between countries,
flexibility in and between organizations), organizations are in the need for developing
adaptive ways to handle this new environment (Sverke et al., 2006). When they cannot
increase their gains, they need to cut down on their cost and they often tackle this by
decreasing the number of employees with downsizings, layoffs, etc. Whatever the action
plan is, these applications raise questions about their jobs and this job’s future on

employees’ minds, thus, creating job insecurity whether it is actual or perceived.

According to Greenhalgh and Rosenblatt (1984), job insecurity was associated with the
state of being powerless and feeling threats up against the continuousness of the job. Most
of the researchers linked job insecurity to feeling threat and concern regarding one’s job
(Rosenblatt & Ruvio, 1996; Heaney et al., 1994) as it is a negative situation that creates
distress and affect employee wellness reversely. From this point of view, having secure
feelings regarding the job may play a role as a resource and enhance one’s capability to

gain more resources that affect state of well-being.

It is more likely that job insecurity especially becomes a problem when there are
significant changes in economies. Recession times, for example, can lead a lot of
employees to lose their jobs or create a vague environment in which individuals feel
unsafe regarding their jobs. Likewise, big decisions like merges or layoffs may generate
uncertainty thoughts in people’s mind. A pandemic process like the world went through
may also create an ambiguous ambience for employees. A vast amount of research was
about Covid pandemic progress in the last two years and many researchers investigated
the negative effect of the pandemic on job security (Wilson et al., 2020; Obrenovic et al.,
2021). And then, this influences employee emotions and well-being in a negative way
(Sverke et al., 2002).

Cheng & Chan (2008) found that job insecurity was related to damaged health, well-
being and reduced performance. Also, it was found that job insecurity negatively related
to intrinsic motivation (Shin et al., 2019). Furthermore, Storseth (2006) also provided

evidence on how job insecurity is related to impaired physical and mental health.

Robertson and Cooper (2011) divided factors that affect psychological well-being into

four categories which are work and its context, relationships at work and the work-home

interface, purpose and meaning, and leadership, management and supervision. According
8



to their model, work and work context related factors consist of resources and
communication, control and autonomy, work-life balance/workload, job security and
change, work relationships, and job conditions. Conceptualizing these as resource
reservoir, one can say that having resources, a balanced work-family life and secure

feelings regarding job increase one’s PWB.

There are several more models that investigate the association between work-related
factors (resources) and PWB. In this current study, first of the focal factors that are
assumed to affect PWB is job security. Then, work-life balance and workplace civility

will be examined as predictors of PWB.

As important as job security, work-life balance is also worth to investigate as a job factor.
Conflict between work and private lives is considered to be another stress-creating
situation. A great number of people experience heavy workloads and work demands that
affect their after-work hours. For instance, if an employee travels a lot for his/her job, this
individual’s line between the work and private lives get blurred. Or women who are
assumed to be responsible for childcare, especially in more paternalistic societies,
concern about their children in work-hours unless they work in family-friendly
companies. When people do not be provided with those opportunities which compensate
for their private life requirements or they have a great deal of workload so that they bring

home work stuff, they are more likely to experience an unbalanced condition.

Researchers characteristically distinguish between five basic models for the association
between work and non-work times: They are segmentation, spillover, compensation,
instrumental, and conflict models (Guest, 2002). Segmentation model argues that work
and private lives are two separate fields which do not affect each other. Spillover model
says that these worlds can have an impact on each other favorably or unfavorably, while
compensation model hypothesizes that each life (i.e. work and non-work) may
compensate what is missing in other one. Instrumental model supports that what is done
in one domain enables accomplishing things in the other one. Lastly, conflict model
argues that individuals experience difficulties and overload when they face with extreme

degree of demands in both non-work and work lives.

Work-life balance is a notion that has got more than one definition yet none of them are
approved, extensively. According to one of them, it is about finding the equilibrium
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between life demands of variety of life-roles (Yang et al., 2018). Same authors also stated
that balancing work and life not only develops mental and physical health but also
improves employees’ job satisfaction, quality of life and psychosocial well-being. In the
same study, it was also indicated that work-life imbalance impairs mental health (Yang et
al., 2018). These researchers also showed that a good work-life balance was related to

higher psychosocial well-being, and vice versa.

Studies also investigated the notion in pandemic process. Working from home during the
pandemic, for example, was found to be related to high work-life balance (Putri &
Amran, 2021). Another study suggested that working from home was positively related to

job satisfaction and negatively to work stress (Irawanto et al, 2021).

As another work factor, workplace civility can be examined as an organizational factor
that influences PWB. Where they work matters to employees. In other word, they get
affected by workplace environment and how individuals in the workplace behave to each
other. It is crucial to work in a civil environment since if employees detect incivil
behaviors against themselves or others, it may negatively impact their attitudes and
perceptions regarding the company. Also, this might lead to decreased organizational

commitment and work engagement.

Merriam-Webster Dictionary defines civility as a civilized attitude in terms of courtesy
and politeness and a polite act or expression (“Civility”, 2020). Pearson et al. (2000)
mention it as behaviors that serve to start positive relationships and maintain respect in
workplace. Similarly, workplace civility climate is about how employees think about the
company procedures, how these procedures sustain civil acts. Ottinot (2010) defines it as,
the employee perceptions of how management uses policies, procedures, and practices to
maintain a civil workplace. According to his opinion, a high-level civility workplace
climate should include policies, procedures and precautions to prevent from rude

behaviors, verbal aggression and abuse in work environment.

It is seen that workplace incivility was studied more than workplace civility. It may be

that while work world is rapidly changing and evolving into a competition-based

environment where individuals work on challenging tasks to achieve higher positions or

maintain the one they are holding, they are facing with rude, abusive behaviors more than

ever. Being exposed to this kind of disrespectful behaviors at work may eventually show
10



its impact on increased employee stress, voluntary absenteeism, and job dissatisfaction

and employee turnover.

Previous research presented evidence regarding the outcomes of workplace incivility. In
their study, Lim et al. (2008) found that having experience related to incivility negatively
influenced mental health. Also, they found that mental health fully mediated the
relationship between incivility and physical health (well-being) after controlling for job
stress. Furthermore, it was found that experienced incivility from both superiors and peers
was associated with increasing turnover intentions (Giumetti et al., 2012; Miner-Rubino
& Reed, 2010). Researchers also found that workplace incivility was related to variety of
psychological health outcomes such as depression (Lim and Lee, 2011), distress (Lim et
al., 2008), and so on.

Yang et al. (2014) conducted a meta-analytic study regarding workplace mistreatment
climate and their outcomes. Results showed that psychological mistreatment climate was
negatively associated to emotional and physical strains and turnover intentions.
Moreover, perceived civility climate had more powerful relations with organizational

commitment and job satisfaction as compared the aggression-inhibition climate.

Related to these above, employee perceptions over how civil the work climate is may
affect such individual and organizational outcomes. Since this notion is about how
management react to the incivil treats and what precautions they take to further prevent
from these acts, it may be argued that if employees believe that management do not see
these situations or they overlook them and do not punish the perpetrators, employees’
commitments toward the organization and job engagement may decrease. They also
experience job stress, burnout, or even depression (Adiyaman & Meier, 2021). On the
contrary, if they believe that management looks after them well, meaning that they ensure
a positive civility climate, they will not experience such thing. Thus, it may be important

to take into consideration the perceptions of employees regarding the workplace civility.

This study aims to investigate the influence of above-mentioned variables on employee
flourishing. To obtain a comprehensive understanding regarding the underlying factors
for hypothesized associations, conservation of resources theory was utilized as the based

model.
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1.3. Conservation of Resources (COR) Framework and the Moderating

Mechanism

Conservation of Resources (COR) theory (Hobfoll, 1989) suggests that people need to get
and conserve what they value such personal and social resources. Hobfoll et al. (2018)
associate COR theory with how ‘individuals strive to obtain, retain, foster and protect
those things they centrally value’ (p. 104). Basic assumption behind this theory is that
when people face the risk of losing key resources, lose these resources, or fail to gain
these central resources at the beginning, they encounter stress. Applying to a work
context, it emphasizes the necessity of conserving personal resources to meet the
demands of workload or even to protect these resources from depletion. In addition, the
model emphasizes gain spirals. Gain spirals mean that individuals with more resources
are better placed for further resource gains and more likely to have larger resource pool in
the future. The model claims that individuals with fewer resources are more likely to
experience resource losses. In contrast, initial resource gains finalize in owning more

resources in the future.

Resources were described as “those entities that either are centrally valued in their own
right (e.g., self-esteem, close attachments, health, and inner peace) or act as a means to
obtain centrally valued ends (e.g., money, social support, and credit)” (Hobfoll, 2002, p.
307). It was asserted that these resources provide thriving and success in different
contexts of life (i.e. work, relationships, and for health; Lyubomirsky et al., 2005).
Research supported that resources are associated to each other, meaning that if one has
high level of a resource, it is more likely to have high level of others (Cozzarelli, 1993).
Thereby, resource gain mechanism can be a mediator that affects psychological well-
being, and in turn flourishing related to work.

Finally, as a major part of positive organizational behavior (POB), psychological capital
(PsyCap) has been paid attention in variety of studies recently (Avey, 2014; Burhanuddin
et al., 2019; Broad & Luthans, 2020). PsyCap can be conceptualized as a resource here
since the notion may be related to variety of other personal and work-related resources
such as social support, group membership, self-esteem, etc. Furthermore, it is a
multidimensional term, in which, each dimension was found to be associated with well-
being (Keyes, 2007; Snyder et al., 2006; Carver et al., 2005; and Meier et al., 2008).
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Avey et al. (2010) suggested that PsyCap serves as a cognitive reservoir containing
resources that influence psychological well-being even after measured over time using

conservation of resources framework (Hobfoll, 1989).

Research supports that this notion has impact on various organizational processes. As
distinct from economic capital (i.e. what people have), human capital (i.e. what people
know), and social capital (i.e. who they know), psychological capital is interested with
“who they are.” Luthans et al. (2004) considered four specific positive psychological
capacities: hope, confidence, resilience, and optimism. This constructs, together, are also
referred as HERO (i.e., hope, efficacy, resilience and optimism) and due to their
commonalities, they interact together to create different expressions across time and
contexts (Luthans & Youssef-Morgan, 2017).

According to broaden-and-build theory (Fredrickson, 2004), positive emotions widen the
extents of cognitive and behavioral systems such as attention or cognition. And by doing
so, they help to form lasting personal resources (social, psychological, physical). This
means that how someone feels may have potential to determine how s/he will feel in the
future. Thus, people with higher psychological resources (e.g. HERO) may have higher
PWB in the future.

First factor of HERO is self-efficacy. It is related to individuals’ perceptions regarding
their abilities to accomplish or overcome challenging tasks. The second factor, hope,
includes determination to reach goals and creating alternative plans in the case of failure.
Resilience, on the other hand, refers to the extent to which individuals have capacity to
get over, and lastly, optimism, lastly, is associated to expecting good things to happen in

the future.

These four constructs were stated to have an impact on substantial organizational and
personal outcomes such as employee satisfaction, performance and absenteeism
(Robertson & Cooper, 2011). Researchers found that conserving this PsyCap related to
higher work-life balance (Siu, 2013). Studies showed that being happy and positive
(Graham et al., 2004; Lyubomirsky et al., 2005; Lyubomirsky, 2008), in a positive mood
(Ostir et al., 2001), having life satisfaction (Mroczek & Spiro, 2005) resulted in better

mental and physical health. Thus, if one already has a resource pool, PsyCap will help
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enhance and preserve this reservoir and in turn, one will have higher well-being as
compared to people who are low at PsyCap.

So here, PsyCap will be considered as a moderator in the relationship between job
resources and PWB via the resource gain mechanism. Below, research model is depicted.

Figure 1

Proposed research model

Resource Gain R Psychological . Flourishing at
7|  WellBeing Work

In the light of these above, as shown in Figure 1, associations between key workplace

Work-Life
Balance

Workplace
Civility
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factors (i.e. job security, work-life balance and workplace civility) will be investigated in
this study. It is proposed that each of these factors will relate to psychological well-being
of employees as a resource reservoir. Additionally, the mediating role of resource gain
and PWB, and the moderating role of PsyCap will be examined based on COR theory. To
show the relationships between variables, next, the links between them and the rationale

behind the hypotheses will be explained.

As stated above, workplace factors such as job security, work-life balance are considered
to be affecting employee health and well-being. Robertson and Cooper (2010) proposed a
model of workplace well-being, called ASSET, which involves key workplace

components that have an impact on psychological well-being: resources and
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communication, control and autonomy, work-life balance/workload, job security and

change, work relationships, and job conditions. So it was asserted that:
Hypothesis 1a: Job security, as a resource, will be associated with further resource gain.

Hypothesis 1b: Work-life balance, as a resource, will be associated with further resource

gain.

Hypothesis 1c: Workplace civility, as a resource, will be associated with further resource

gain.

According to COR theory, initial resources lead to have more resources in the future. In
this sense, secure feelings regarding job, balanced work and private life and working in a
civil work environment may serve as resources for adding more resources to one’s Work-
related resource pool. When individuals are high in resources, they are expected to feel
better. In this study, resource gain is also expected to act like a mediator between job
factors (i.e., job security, work-life balance, and work place civility) and psychological

well-being.
Hypothesis 2: Resource gain will be positively related to PWB.

Psychological well-being, as stated before and as an aspect of workplace well-being, is

expected to have a positive association with workplace flourishing.
Hypothesis 3: PWB will be positively related to flourishing at work.

Hypothesis 4: PWB would mediate the relationship between resource gain and
flourishing at work. Such that, if an individual scored high on COR-E, flourishing scores

would be higher and PWB of the individual would mediate the relationship.

Also, in this study, the moderating role of PsyCap will be examined. PsyCap is mostly

seen as a positive construct that increases PWB and workplace well-being.

Hypothesis 5: The mediated relationship between resource gain and flourishing at work

will be moderated by PsyCap.

Hypothesis 6a: Job security has a positive relationship with flourishing at work through

first resource gain, then PWB (sequential model).
15



Hypothesis 6b: Work life balance has a positive relationship with flourishing at work

through first resource gain, then PWB (sequential model).

Hypothesis 6¢: Workplace civility has a positive relationship with flourishing at work

through first resource gain, then PWB (sequential model).
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CHAPTER 2

METHOD

2.1. Participants and Data Collection Procedure

In this study, it was aimed to reach individuals who work full-time for public institutions

and private firms as white-collars.

Using G*Power, necessary sample size was determined to reach the desired significance
level. With an average effect size (.15) and .95 level of power with one-tailed test,
required sample size was determined as 74. In fact, G¥Power wasn’t designed for such

complex analyses; therefore it was aimed to reach twice as many employees for the study.

In the first run, the main scale was filled by 72 employees and their answers were based
as the pilot study. After deriving the necessary significant results to spread the survey,
data collection process continued and total of 327 employees from individual and
professional networks were participated in the study. However, only 152 of them
completed the survey with the progress ratio over 96%, meaning that they completed the
whole survey but didn’t read the debriefing form. 161 of them completed the survey with
the progress ratio over 32, meaning that they completed the survey without filling
demographic information part out. Since those variables in the demographic information
form were not directly related to the hypotheses, sample size was based as 161 employees

with a response rate of 49.24%.
The whole procedure was carried on Qualtrics, an online survey platform.

The questionnaire was spread via an anonymous link and participants were asked to read
and answered followings, respectively. Their consent was taken with a voluntary

participation form (Appendix F). They, then, filled job insecurity, work-life balance,

17



workplace incivility, psychological capital, conservation of resources, psychological well-
being, flourishing at work scales and answered demographical questions (Appendix N).
After completing the whole questionnaire, they were given information with a debriefing
form (Appendix O). All questionnaire forms were in Turkish.

It was aimed to evaluate the relationship between some job and person resources and
psychological and workplace well-being with the moderating role of PsyCap. Thus, the
questionnaire form had eight sections. The eighth section included sociodemographic
questions which were related to gender, age, education status, job, tenure, etc. Six
questions were related to Covid-19 pandemic which has affected most people’s life and
was assumed to have impact on work-life and may be needed to control. For all the

scales, scale means were based for analyses.
2.2. Measurement Tools
2.2.1. Job Insecurity Scale

In this study, the adapted version of the Job Insecurity Scale of Ashford et al. (1989) was
used. Its adaptation was done by Aslan (2011) within the scope of his master thesis study.
It is a 13-item 5-point Likert type questionnaire which consists of two sections. First
section involves 10 questions evaluates perceptions that people have regarding the risks
of losing their jobs or level of insecurity level they feel against their jobs when faced with
these risks. Second section involves three items that assess the weakness in the context of
job insecurity. Its internal consistency coefficient for the scale was found .88. Adapted
Turkish form can be found in the Appendix G. A sample item of the scale is “Is it

possible for you to lose your job by get fired?”
2.2.2. Work-L.ife Balance Scale

Work-life balance of the employees was assessed with 20 items of the Apaydin (2011)’s
Work-Life Balance scale. Scale usage permit was taken via e-mail. The scale has four
dimensions whose internal consistency coefficients vary between .88 and .77. The
internal consistency of the total scale is .91. It is a 5-point Likert type rating with 1=

“completely disagree” to 5= “completely agree” (see Appendix H).

“I can’t find time even for basic thing during a day” is a sample item from the scale.
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2.2.3. Workplace Incivility Scale

Workplace incivility was measured by the updated version of Workplace Incivility Scale
(WIS; Corina et al., 2013) and the translation of the scale was done by Erdas in 2016 (as
stated in Karanfil, 2019). To use the adapted version, consent of the researcher was taken.
It is a 12-item and 5-point Likert type scale on which participants are asked to mark
incivil behavior they experience in that particular day. The original study’s internal
consistency coefficient was .92 and even though Erdas’s study didn’t provide a reliability
value, the other study reported acceptable Cronbach’s Alpha values between .86 and .92
(Karanfil, 2019). The questionnaire form can be found in the Appendix I.

“During the last year, any one of your co-workers or supervisors ignored you and did not

talk to you” is a sample item from the scale.

The original scale was designed to assess incivility as a negative state and scoring high on
the scale means employees experience more incivil actions at work. For this study, we
reverse coded the items and inferred that if employees are low on this scale, they

experience more civil actions.
2.2.4. Psychological Capital Questionnaire

PsyCap of participants was assessed via the adapted version of Psychological Capital
Questionnaire (Luthans et al., 2007). Cetin and Basim (2012) made the adaptation study
for the Turkish scale and their consent was taken for this study. They reported internal

consistency for the overall scale as high, a = .91.

Turkish version of the scale consists of 21 items with 6-point Likert type ratings. The
scale has four dimensions: optimism, hope, resilience and self-efficacy. In this study,

overall scale score was utilized as the moderator variable (for the scale, see Appendix J).

“I always see the good sides of the things related to my work” is a sample item from the

scale.
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2.2.5. Conservation of Resources Scale

To assess participants’ resource gain, the COR scale which was developed by Hobfoll et
al. (1992) was used. It is a 74-item inventory and aims to assess individuals’ resource

gain and loss that they experience in last six months.

The original resource pool consists of two sections and each has the same 74 items. Loss
section evaluates both “extent of actual loss” and “extent of threat of loss” during the last

six months. Gain section aims to assess “extent of gain” during the last six months.

In the present study, work-related items were chosen from this pool and they were
translated into Turkish language with the help of an Industrial and Organizational (10)
Psychology expert. Then, 33 work-related items were rated based on their work relevancy
by 13 individuals. Off them, nine were working 10 graduates and graduate students, and
rest four was full-time employees. The nine-IO students/graduates also rated the
convenience of the translation. After their evaluation, both relevancy and conveniency
scores were averaged. If these scores for items are under the average by a wide margin,
they are excluded. As for the items whose relevancy and consistency scores are close to
the average, expert opinion was based. Two experts agreed on the items and added few
resources that are known to be related to the outcome variable from the literature. Bakker
and Demerouti (2017), for instance, noted autonomy as a situational job resource that
influences flourishing. This study is interested in how much employees gained resources
in the past six months. So, only resource gain was measured for this last version of the

resource pool.
The 36-item scale, adapted from the original scale, can be seen in the Appendix K.

“Feeling that 1 am successful”, “Positively challenging routine”, “Understanding from
my employer/boss”, “Help with tasks at work” were sample items from the scale and will
be rated in terms of resource gain as one means no gain or not applicable, whereas five

means gain to a large extent.
2.2.6. Psychological Well-Being

Psychological Well-Being Questionnaire, by Diener et al. (2009), was adapted into

Turkish by Telef (2013). The adapted version includes 8 items that are answered on a 7-
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point Likert type scale (Appendix L). According to reliability study of the scale, the
Cronbach alpha coefficient was .80. Before using in this study, Telef’s permission was

granted.
“I am optimistic regarding my future” is a sample item from the survey.

2.2.7. Flourishing at Work Scale-Short Form (FAWS-SF)

To assess participants’ workplace well-being, Flourishing-at-Work Scale (FAWS-SF;
Rautenbach, 2015) was used. 17 derived-items from Flourishing-at-Work Scale which
was developed for her doctoral thesis constitute this short form. The original long form
covers three aspects of well-being at work: emotional, psychological, and social. 17
items that were included in the short form also were chosen to cover these three main

structures.

The short form tackles job satisfaction and positive affect under emotional dimension
with three questions. Psychological dimension, which is assessed through nine items,
covers autonomy, competence, relatedness, meaning, purpose, cognitive engagement,
emotional engagement, physical engagement, and learning. Lastly, social dimension has 5
sub-dimensions that were assessed with five questions in total and these are social
contribution, social acceptance, social growth, social integration, and social

comprehension.

It is a 6-point scale on which answered were measured from “1= never” to “6=every
day.” Original study reported internal consistencies of these three dimensions as ranging
from 0.82 to 0.90.

In this study, Turkish translation was done for this scale based on linguistic equivalence.
To maintain the linguistic and psychological equivalence, in the first run, the original
scale was translated into Turkish by three 1-O students. Then, these three translations
were rated by two other I-O students on a 10-point scale based on their relevancy. After
that, the averages of three scales were taken separately and the one with the highest
average was chosen. Some corrections were made on this form with an expert. Then, five
native Turkish speakers rated the final form based on their convenience on a 6-point

scale. The final form can be seen on Appendix M.
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“During the last month, how often did you feel happy at work?” is a sample item from the

form.
2.3. Cautions against Common Method Variance

The current study used self-report surveys for data collection. However, common method
variance (CMV) may be a problem for gathering data at the same time and from the same
sample (Chang, Witteloostuijn, & Eden, 2010).

CMV was defined as “variance that is attributable to the measurement method rather than
to the constructs the measures represent” (Podsakoff et al., 2003: 879) and may produce
wrong Cronbach alpha scores. One of the suggestions they made to prevent from CMV is
a post-hoc test called Harman’s one-factor analysis. The logic behind the analysis is to

see whether the variance in the self-report data can be explained by one factor or not.

Analysis was done with in SPSS 22 with exploratory factor analysis. All study items are
loaded into one factor. According to results, it was seen that single factor explained only
23.83% of the total variance. Since it is not the majority of the variance, it may be

inferred that CMV does not seem to be exist for the present study.
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CHAPTER 3

RESULTS

3.1. Results of the Pilot Study

To assess COR and FAWS-SF scales’ reliability and relationship with other scales, first
72 answers were based as pilot study. Their survey completing ratios were greater than or
equal to 96%.

According to the results of the aforementioned pilot sample, all scales were significantly
related to each other, except the correlations of Job security with the COR and PsyCap.
Furthermore, all scales had acceptable internal consistency reliabilities as measured by
Cronbach’s alpha. The Job security scale yielded the Cronbach’s alpha value as .70 while
work-life balance as .90, workplace civility as .92, COR as .97, PsyCap as .93, PWB as
.84, and FAWS-SF as .94.

Basing these results, data collection procedure was continued including pilot study
sample. Scale correlations with each other and reliabilities can be seen in Table 1.

Table 1

Reliabilities and Bivariate Correlations of the Study Variables for Pilot Study

(N =72)

Variable 1 2 3 4 5 6 7

Job Security (.70)

Work-Life A1%*(.90)

Balance

Workplace 36**  .84**  (.92)

Civility

COR-E 22 39**  33*  (.97)

PsyCap 23 B1**  34*%*  53** (Q3)

PWB 28%  BE¥X  33kk  4GF* GTF* (.84)
FAW-SF A2%*%  B0**  58**  BA**  A3FF 45+ ((94)

Note. *p <.05; **p<.01 level entries in the diagonal are the reliabilities of the scales
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3.2. Results of the Confirmatory Factor Analysis (CFA)

Convergent and discriminant validities of the model’s variables were tested through a
confirmatory factor analysis (CFA) using EQS 6.1. for Windows. Since our scales had so
many items in total, we had to parcel the items to be able to conduct the analysis. For
item parceling (Matsunaga, 2008), first, factor analysis with varimax rotation was
performed for all scales. Then, items with highest loadings for each emerging factor were
used in CFA. These were items 12, 10, 4, 1 for Job Insecurity; 14, 13, 11, 8 for Work-
Life Balance; 1 and 7 for Workplace Incivility; 20, 16, 7, 3 for Psychological Capital; 34,
25, 18, 12 for COR; 2 for PWB and 17, 8, 5 for FAW-SF. Results of the analysis can be

seen in Table 2.

Table 2

Results of the Confirmatory Factor Analysis Comparing Seven Factor Structure with Six
Factor

Model 12 df 2/ df CFlI  GFlI RMSEA
Seven-factor model 307.07 188 1.63 .81 .85 .06
*Six-factor model 323.22 152 212 .60 .82 .08

*This model combines PWB and FAWS into one factor

According to results of the seven-factor model, chi square, RMSEA, GFI and CFI values
were convenient (y2(188)=307.07, p<.001, CFI=.81, GFI=.85, RMSEA=.06). x2/ df was
smaller than two. CFI was between zero and one. RMSEA was found as .06
(RMSEAK<.06 indicates a good fit).

As for the six-factor model that combines PWB and FAWS into one factor, x2/ df was
bigger than two. CFI, GFI, and RMSEA values were also poorer than the seven-factor
model (while y2/ df <2 can be taken as a well-fitting model). Results showed that our

seven-factor model fitted the data better than the six-factor model.
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3.3.  Descriptive Statistics of the Main Study

Like mentioned in the previous section, 161 participants were based for scale analyses
and hypothesis testing. For the demographic information, 152 participants’ answers were
considered.

According to their responses, 81 out of 152 participants (50.3%) were women, while 68
out of 152 participants (42.2%) were men. Three individuals (7.5%) did not want to state
their gender. 39.1% of 152 participants’ ages were between 18 and 30 (30 included). 36%
of them were between 30 and 40 and 19.3% were between 40 and 68 (M = 35.16, SD =
9.34). Ages of the 152 participants varied between 18 and 68. 106 of them were married
or had a long-term relationship (65.8%) and 46 of them (28.6%) were single. For
education status, 11 employees (6.8%) were graduated from high-school. 93 employees
(57.8%) had bachelor’s degree. Of the participants, 42 out of 152 (26.1%) had master’s
degree and six out of 152 (3.7%) completed their PhDs or Postdoc studies.

As for the results of pandemic related questions, 127 employees (78.9%) stated that they
were spending the process with their family, eight of them (5%) with their friends, and 17
of them (10.6%) alone. Regarding their anxiety level about the pandemic period (M =
2.93, SD = 1.09), 16 of them (9.9%) stated that they didn’t worried at all. 38 of them
(23.6%) worried a little, 49 of them (30.4%) worried on average. 39 od the employees
(24.2%) indicated that they worried too much and 10 out of 152 employees (6.2%)
worried extremely.

40 out of 152 individuals (24.8%) were not worried about getting infected by workplace
at all. 34 of them (21.1%) had some worries while 46 of them (28.6%) worried on
average. 29 of them (18%) stated that they worried too much about getting infected from
workplace. Only three employees (1.9%) said that they didn’t go to workplace during
pandemic (M = 2.48, SD = 1.13)

Results showed that Cronbach’s alpha values for Job Security, Work-Life Balance,
Workplace Civility, COR-E, PsyCap, PWB, and FAWS-SF scales were .70, .87, .93, .98,
.93, .86, and .93, respectively. Even though the reliability statistics for the job insecurity
scale was relatively lower, we did not want to spoil the wholeness of the scale and

continued with using all items and total item score.
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Results of the correlational analysis showed that total job security scores were
significantly related to work-life balance scores (r=.26, p<.01), workplace civility scores
(r=.19, p<.05), and FAW-SF (r=.17, p<.05). The work-life balance scale had significant
relationships with all scales: workplace civility (r=.32, p<.01), COR-E (r=.24, p<.01),
PsyCap (r=.49, p<.01), PWB (r=.54, p<.01), and FAWS-SF (r=.51, p<.01). Workplace
civility scale was also significantly related to PsyCap (r=.27, p<.01), PWB (r=.24,
p<.01), and FAWS-SF (r=.40, p<.01). COR-E was also significantly associated to
PsyCap (r=.36, p<.01), PWB (r=.47, p<.01), and FAWS-SF (r=.52, p<.01). PsyCap had a
significant relationship with PWB (r=.64, p<.01) and FAWS-SF (r=.51, p<.01). Lastly,
PWB and FAWS-SF was significantly related to each other (r=.54, p<.01).

Means, standard deviations, and correlations among variables can be seen in Table 3.

Table 3

Means, Standard Deviations, Reliabilities and Bivariate Correlations of the Study
Variables (N =161)

Variable M SD 1 2 3 4 5 6 7
Job Security 347 b2 (.70)

Work-Life 341 .64 26%*  (.87)

Balance

Workplace 1.66 .75 19* 32** - (.93)

Civility

COR-E 3.22 .98 12 24%* 13 (.98)

PsyCap 478 .72 A3 A9 27** .36 (.93)

PWB 530 1.01 .15 B4** 4%k ATE* GAx* (86)
FAW-SF 441 .89 A7* S1** A0**  52**  H1**  H4** (.93)

Note. *p <.05; **p<.01 level entries in the diagonal are the reliabilities of the scales

3.4. Control Variables

In this study, gender, marital status, education status, sector type, and pandemic related
variables (e.g., anxiety level regarding pandemic) were also examined. According to
correlation results, gender (r=.27, p<.01), anxiety level regarding the pandemic process
(r=-.27, p<.01), and anxiety level regarding getting infected by workplace (r=-.20, p<.05)
were significantly related to COR scores. PsyCap (r= .18, p<.05), WPC (r=.20, p<.05),
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and FAW-SF (r=.16, p<.05) scores were significantly related to “attention to wearing
mask and protective gear.” However, there was no evidence found in the literature that
supports these relations. Considering also that the correlations were not that strong,
variables were not controlled in this study.

3.5.  Hypothesis Testing

3.5.1. Relationships between Job Security, Work-Life Balance, Workplace Civility
and Resource Gain

To analyze whether three job security, work-life balance and workplace civility predict

resource gain or not, multiple linear regression was used.

The results of the multiple regression analysis between job security, work-life balance,
workplace civility (as predictors/independent variables) and COR (as criterion/dependent
variable) produced (F (3, 157) = 3.691, p<.05) with an R? of .066. It was found that only
work-life balance (B =214, p<.05) predicted resource gain significantly, meaning that
individuals who have more balanced work and family life were good at gaining more
resources as compared to others. Thus, Hypothesis 1b, asserting that work-life balance
would predict resource gain, was supported, while la, examining job security and
resource gain relation, and 1c, examining workplace civility and resource gain relation,
were not.

Results of the analysis can be seen on Table 4.

Table 4

Summary of Multiple Regression Analysis Predicting Resource Gain

(N =161)

Variable B SE S t p

Constant 1.894 .689 2.747 .007
Job Security .095 153 .050 .623 534
Work-Life Balance .328 128 214 .2.572 011
Workplace Civility .074 107 .057 .691 490

Note. R = .066, F (3, 157) = 3.691*, *p <.05
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3.5.2. The Relationship between Resource Gain, Psychological Well-Being and
Flourishing at Work

Hypothesis 2, asserting that resource gain would be positively associated to PWB, and
Hypothesis 3, asserting that PWB would be related to flourishing at work, were examined
through correlation analysis.

As proposed, resource gain was significantly associated to PWB (r=.47, p<.01) and PWB
was significantly correlated with flourishing at work (r=.54, p<.01) Therefore, both

Hypotheses 2 and 3 were supported.

3.5.3. The Mediating Effect of PWB on Resource Gain and Flourishing at Work

The fourth hypothesis of the study was that PWB had a mediating effect on resource gain
and flourishing at work. The mediation analysis was done by using the Model 4 of

Process Macro in SPSS.

The results showed that resource gain positively predicted flourishing at work (b= .468,
SE=.062, p=.000, 95% CI [.346, .590]). The path from resource gain to PWB was
positive and statistically significant (b= .485, SE=.072, p=.000, 95% CI [.343, .626]). The
path from PWB to flourishing at work was also positive and significant (b= .339,
SE=.063, p=.000, 95% CI [.215, .462]). It indicates that participants who are high on
PWB are more likely score high on flourishing at work scale. The direct effect of
resource gain on flourishing at work is positive and significant (b= .304, SE=.064,
p=.000, 95% CI [.177, .431]), indicating individuals scoring higher on COR scale are

more likely score high on flourishing at work scale.

The indirect effect was tested using 5000 bootstrap with 95% confidence interval. Since
the confidence interval (.073, .280) of the indirect effect of resource gain on flourishing at
work did not include “0”, it is possible to be a mediator variable between resource gain
and flourishing at work. Even after PWB was added into the model, the effect of resource
gain on flourishing at work was still significant. Thus, partially supporting the third

hypothesis, it can be said that the association between resource gain and flourishing at
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work is partially mediated by PWB. Thus, Hypothesis 4 was partially supported. The

relationship regarding this hypothesis can be seen in Figure 2.

Figure 2

Unstandardized regression coefficients for the association between resource gain and
flourishing at work as mediated by PWB

b=.485, SE=.072, p<.000 PWB ~._b=.339, SE=.063, p<.000

™~
T FAW

Resource Gain >
Total effect, b=.468, SE= .062, p< .000, 95% CI [.346, .590]

Direct effect, b=.304, SE= .064, p<.000, 95% CI [.177, .431]

Indirect effect, b=.164, SE=053, 95% CI [.073, .280]

3.5.4. The Mediating Effect of PWB on Resource Gain and Flourishing at Work
with the Moderated Role of PsyCap

To test the conditional indirect effect of psychological capital on the association between
resource gain and flourishing at work via psychological well-being, Process Macro Model
7 was used with 5000 bootstrapping and 95% confidence interval.

Unstandardized interaction showed that psychological capital didn’t moderate the effect
of resource gain and flourishing at work (X*W b= -.109, p=.103, 95% CI= [-.241, .022]).
As for the test of the moderated effect, the 95% CI included “0”. Therefore, the overall
moderated mediation model, as well as hypothesis five, was not supported with the index
of moderated mediation = -.037 (95% CI= [-.081, .006]).

3.5.5. Sequential Mediation Analyses for Person and Job Factors

This study also aimed to investigate the antecedents of flourishing at work through a
sequential mediation model of resource gain and psychological well-being with the
independent variables of job security, work-life balance, and workplace civility. The
model was tested with three sequential mediation analyses in Process Macro Model 6
with 5000 bootstrap. The mediators were put in order in which they are presented in the

model (resource gain and PWB, respectively).
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3.5.5.1. Sequential Mediation Analysis for Job Security

Hypothesis 6a claimed that job security would predict flourishing at work through first
resource gain, then, psychological well-being.

Analysis results showed that the effect of job security on flourishing at work via resource
gain and PWB was not significant (a path was b=.220, SE= .150, p=.144, 95% CI= [-
.076, .516]). Analysis also showed that when COR-E (b=.473, SE= .072, p<.000, 95%
Cl= [.331, .616]) and PWB (b=.330, SE= .063, p<.000, 95% Cl= [.206, .454]) were
added to model, effect becomes significant. However, results showed that indirect effect
of the job security on flourishing at work was insignificant (b=.034, SE=.028, 95% ClI= [-
.018, .095]), including “0” in the confidence interval. So, Hypothesis 6a was not

supported.

3.5.5.2. Sequential Mediation Analysis for Work-Life Balance

Other proposed antecedent of flourishing at work was work life balance. Analysis results
showed that work-life balance predicted resource gain significantly (b=.376, SE= .118,
p<.01, 95% CIl= [.143, .608]). Resource gain was also significantly related to PWB
(b=.372, SE= .065, p<.000, 95% CI= [.244, .500]). PWB was significantly related to
flourishing at work as well (b=.191, SE= .068, p<.01, 95% CIl= [.056, .325]). Indirect
effect of work-life balance on flourishing at work was also significant (b=.027, SE= .018,
95% CI=[.001, .068]). Therefore, it can be said that Hypothesis 6b was supported. The
results of the sequential mediation analysis for WLB can be seen in Figure 3.
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Figure 3
Sequential Mediation Analysis with Outcome Variable: Flourishing at Work
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3.5.5.3. Sequential Mediation Analysis for Workplace Civility (Incivility)

Last antecedent of flourishing at work for this study was proposed as workplace civility.
Applying the same approach, Hypothesis 6¢ was tested with Process Macro Model 6.
Results showed that civility was not associated to resource gain (b=.176, SE=.103,
p=.090, 95% CI= [-.027, 379]). Resource gain positively predicted PWB (b=.460,
SE=.071, p<.000, 95%= [.319, .600]). Lastly, PWB had a positive association with
flourishing at work (b=.284, SE=.060, p<.000, 95% CI= [.164, .403]). Direct effect of
civility on flourishing at work was also significant (b=.325, SE=.072, p<.000, 95%=
[.182, .468]). However, indirect effect of civility on flourishing at work was not
significant (b=.023, SE=.016, 95% CI= [-.004, .057]), including “0” in the confidence

intervals. So, it can be said that Hypothesis 6¢ was not supported.
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CHAPTER 4

DISCUSSION

In this present study, it was aimed to develop a sense regarding how specific job factors
(i.e. job security, work-life balance, and workplace civility) affects flourishing at work
through first, resource gain, then, psychological well-being with the moderation effect of

a person factor (i.e. PsyCap).

4.1. Main Findings

According to hypothesis testing results, only Hypothesis 1b, claiming that work-life
balance would be associated with resource gain, was supported. Actually, the rationale
behind Hypothesis 1 was related to COR framework. The theory claims that when people
have resources, it is more likely for them to gain more resources (i.e. gain spirals;
Hobfoll, 2002).

Among three predictors, only work-life balance supported this claim. Maybe, job security
was not a significant resource as conceptualized because of the characteristic of the
sample. Most of the participants were working for public institutions or had steady IT
jobs. Either they didn’t have a concern related to their jobs, or the notion of “job security”
has changed due to the evolving work environment. Data collection for the study was
done by reaching out people based on availability and considerable amount of them was
working for IT sector and important public institutions. In our opinion, even if these
people face the threat of losing job, they get over and are able to find their new job too
fast.

Workplace civility, maybe because of the sample again, was not associated to further

resource gain. There are studies found that workplace incivility and resource depletion are
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associated (Lan et al., 2020), so it was expected workplace civility to predict resource
gain. According to research, negative work experiences lead to psychological stress that
might lead to resource depletion (De Cuyper et al., 2012). So, positive experiences should
lead to resource gains. Maybe, civility was seen as fundamental thing that all workplace
must have at the beginning, a quod erat faciendum. Therefore, conceptualizing it as
hygiene factor instead of a motivation factor can be more accurate (see Herzberg’s theory
[1959] for hygiene and motivation factors) and further research may examine this

mechanism.

Further research should also examine this relation between workplace civility and
resource gain with a civility scale. Like mention earlier, we used reversed incivility scores
to predict workplace civility; however, lack of incivility does not always mean the
existence of civility. Study shows that lack of incivility does not predict flourishing at
work through resource gain and psychological well-being per se. Measuring civility could
be a complementary to what was found here and support the assertion of incivility being a
hygiene factor and civility as a motivation factor.

Hypothesis 2 claiming that resource gain would predict PWB was supported. It was
expected since previous research discussed (Wright and Hobfoll, 2004; Hobfoll,
Halbesleben, Neveu, & Westman, 2018). Resources help the emergence of psychological
well-being (Hobfoll, 1989) and our result is in consistent with literature. It is not
surprising that having or gaining resources is related higher level of PWB since having an
extensive resource reservoir might change individuals’ cognitive process. If they have
resources, they may be prone to tackle things from a broader perspective and adjust
themselves to the new condition in the presence of negative circumstances. In case of a

failure, they may recover faster as compared to individuals with fewer resources.

Hypothesis 3 asserting that PWB would be related to FAW was also supported and
expected since a component of flourishing at work concept was proposed as
psychological well-being (Rothmann, 2013).Ho and Chan (2022) suggested that positive
psychological resources were related to psychosocial functioning. Our Hypothesis 4 also
supported that by showing the association between work-related resource gain and

flourishing at work via PWB. As far as we see, resource gain was not tested in such
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mechanism in the literature (i.e., via PWB on FAW). However, such studies conducted
using PsyCap as personal resource may be a reference point to extend this model for

further research.

In Hypothesis 5, our model asserted that PsyCap would moderate this mediated model.
However, the interaction between resource gain and PsyCap and the moderation index
was not significant. It is an interesting finding such that PsyCap was considered as a
personal resource in variety of studies (Grover, Teo, Pick, Roche, & Newton, 2018;
Kerksieck, Bauer, & Brauchli, 2019; and Ho & Chan, 2022). Like mentioned earlier,
research yielded evidence on PsyCap and PWB association. Basing this evidence, we
expected PsyCap, as a personal resource, to strengthen the relationship between resource
gain and PWB. However, we found no support for our hypothesis. It may be that our
resource pool contained only work-related resources and PsyCap covers more general
aspects of individuals’ life. It is also possible that the PsyCap may moderate the
relationship between workplace stress factors and PWB and flourishing. Furthermore, the
sample size of this study may not be large as what requires to detect a moderation effect.
Further studies might use more participants and maybe get significant interaction effect

for the proposed moderated mediation model.

Our Hypothesis 6 was about the sequential models. Hypothesis 6a and 6c, asserting that
job security and workplace civility would predict flourishing at work via resource gain
and PWB, respectively were not supported. These results were consistent with Hypothesis
la and 1c. The model of work-life balance, on the other hand, was a valid model. It may
be that with changing nature of the work life (i.e. remote working/working from home),
work-life balance became more important, more than ever. So that, people score high on
work-life balance scale (conceptualizing it as a resource) are good at gaining more work-
related resources and in turn, high at PWB and FAW as compared to people who are low
at this scale. Sample of the current study were the people who work mostly from home
during the pandemic period and probably got affected from the conflicts between work
and family lives. Having a balanced work-life environment then, seems to be a significant
resource that motives employees strive for more (see Greenblatt’s [2002] review for the

association between work-life balance and the concept of resource).
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Lastly, our predictors are mostly negative notions in the literature (i.e. job (in)security,
workplace (in)civility). However, for the sake of this study, they are based as positive
notions by reversing and recoding the measurement tools. In this way, we were able to
conceptualize them as resources that contribute to resource gain. Further research may
investigate the model with the negative forms of the notions through loss spirals and see

the reverse effect on workplace flourishing.

4.2. Implications of the Study

Results of the study suggest two significant implications. First, resources play a role in
one’s psychological well-being as well as workplace flourishing. Second, work-life
balance is associated to resource gain and an important predictor of well-being.

From the organization window, employers better invest on their employees by enhancing
resource reservoir. Like mentioned in the previous chapters, well-being is an important
factor not only for people outcome, but also for organizational-level results. By
contributing employees’ resource pool, organizations may gain a competitive advantage
in this high-paced working world. To enhance employees’ resource reservoir, employee
training programs should be at human resources professionals’ agenda. Also, other work
life enhancing programs such as changing the nature of the work and giving trainings not
only for the workers but also for the managers may be issued by the relevant units of the

organizations.

In our COR scale, resources related to financial status were rated relatively low. It is
expected since money was also seen as hygiene factor that should be provided in default
(Herzberg, 1959). Organizations, in this scenario, should provide the assurance that
employees need to feel regarding their wage, let’s say. To ensure financial stability,

organizations can keep their wage scales up-to-date.

Other implication is regarding work-life balance of employees. According to the result,
when their work-life balance scores increase, their resource gain and well-being scores go
up. This may indicate that they are in the need of a balanced work and private life and

organizations provide their employees this flexibility even if they work from home. Even
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though research discussed work from home is a benefit (Putri & Amran, 2021), with time,
the line between work and home might get blurred. Individuals may lose their time
perceptions since they are lack of social reference points (i.e. co-workers around) and
work more. Since working from home doesn’t mean working more, organizations should
help employees to protect the line between their work and private lives. They can set time
limits for remote worker or propose and alternating working model instead of fully

remote working.

4.3. Contributions, Limitations and Suggestions for Future Research

This study aimed to investigate how some work-related resources (i.e. job security, work-
life balance, and workplace civility) influence employee flourishing at work through
resource gain as the underlying mechanism. No study, if any, was encountered in the
literature that examines these variables in such model. We also utilized conservation of
resources theory as the based model and having such a framework gave us the advantage
of understanding latent mechanism for the hypothesized associations, especially for work-

life balance.

For the sake of the study, we created a COR scales that contains work-related items from
Hobfoll et al. (1992)’s 74-item resource pool. It is unique that our study is most likely the
first study that creates a work-related COR scale from that original scale.

We also translated the FAWS-SF scale into Turkish and it is also unique. No study was

met that uses this scale to assess overall employee well-being at work.

We are aware of that this study has also some limitations. We think that considering these
for future research will end up with more accurate and strong results.

In first, data collection part was the hardest for this study. Participants were mostly
known people from the same environment. Further research needs to be done with a
random sampling or with a broader participation from various environments.
Furthermore, sample size should be larger to gain more comprehensive understanding

regarding the study variables.
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Translating FAWS-SF and creating a work-related resource pool were the unique aspects
of the present study. These two newly adapted scales had more than enough reliability
scores and correlations with other scales. However, reliability and validity studies should
be done for these two scales.

Another limitation of the study was with the job insecurity scale. Two items in the scale
were assessing positive job insecurity (i.e. item fours and five; they were related to job
promotion). Item-total statistics of the reliability analysis showed that deleting these
items increased scale reliability. Assessing this model without these two items in the

future might produce more reliable results.

After completing the pilot study, a new version of the scale was encountered and the scale
was validated across five countries (see Job Insecurity Scale of Vander Elst et al., 2014).
It is a four-item scale that measures the same construct by saving time. Insignificant
results related to job insecurity may be because of the scale being old, thus further studies
might use this scale to evaluate the model.

Lastly, analyses of the study hypotheses were done by using Process Macro of Hayes,
Version 3.2. With a larger sample, the research model should be tested with Structural
Equation Modelling (SEM).

To sum up, this study tried to understand the role of job and person resources on
employees’ workplace flourishing from conservation of resources perspective. Workplace
flourishing is a relatively new notion and needs to be tested within the scope of other
studies. Our hypotheses which were not supported should also be tested in a larger sample

and seen if they result in the same way.
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Ganderen: ODTU Insan Aragtirmalan Etik Kurulu [1AEX)
igi insan Arastrmalan Etik XKurulu Bagvurusy

Saywn Reyhan BILGIC

Damsmanhiini yapb@iniz Fatma Sinem FAKILARIn “Job and Person Resources and Well-Being
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arastirmasi nsan Aragtirmalan Etik Kurul tarafindan wygun gordlmos ve 103 ODTU 2020 protokol
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B. INFORMED CONSENT

ARASTIRMAYA GONULLU KATILIM FORMU

Bu arastirma, ODTU Psikoloji Boliimii Yiiksek Lisans dgrencilerinden Fatma Sinem
Fakilar tarafindan Prof. Dr. Reyhan Bilgi¢ danismanligindaki yiiksek lisans tezi
kapsaminda yiiriitiilen bir c¢aligmadir. Bu form sizi arastirma kosullar1 hakkinda
bilgilendirmek i¢in hazirlanmistir.

Calismanin Amaci Nedir?

Arastirmanin amaci katilimcilarin genel ve is yasamina iligkin
tutum/diistince/egilimleriyle ilgili bilgi toplamaktir.

Bize Nasil Yardime1 Olmamz isteyecegiz?

Arastirmaya katilmay1 kabul ederseniz, sizden beklenen, ankette yer alan bir dizi soruyu
derecelendirme Slgegi iizerinde cevaplamanizdir. Bu calismaya katilim ortalama olarak
20-30 dakika arasinda stirmektedir.

Sizden Topladigimiz Bilgileri Nasil Kullanacagiz?

Arastirmaya katiliminiz tamamen goniilliiliik temelinde olmalidir. Ankette, sizden kimlik
veya kurum belirleyici hi¢bir bilgi istenmemektedir. Cevaplariniz tamamiyla gizli
tutulacak, sadece aragtirmacilar tarafindan degerlendirilecektir. Katilimcilardan elde
edilecek bilgiler toplu halde degerlendirilecek ve bilimsel yayimlarda kullanilacaktir.
Sagladiginiz  veriler goniilli katilm formlarinda toplanan kimlik bilgileri 1ile
eslestirilmeyecektir.

Katiliminizla ilgili bilmeniz gerekenler:

Anket, genel olarak kisisel rahatsizlik verecek sorular icermemektedir. Katilim sirasinda
sorulardan ya da herhangi baska bir nedenden &tiirii kendinizi rahatsiz hissederseniz
cevaplama isini yarida birakip ¢ikmakta serbestsiniz. Boyle bir durumda calismayi
uygulayan kisiye, calismadan c¢ikmak istediginizi soylemek yeterli olacaktir. Calisma
sonunda, varsa, bu arastirmayla ilgili sorulariniz cevaplanacaktir.

Arastirmayla ilgili daha fazla bilgi almak isterseniz:

Bu ¢alismaya katildiginiz i¢in simdiden tesekkiir ederiz. Arastirma hakkinda daha fazla
bilgi almak igin Psikoloji Boliimii 6gretim iiyelerinden Prof. Dr. Reyhan Bilgi¢ (E-
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posta: rey@metu.edu.tr) ya da yiiksek lisans Ogrencisi Fatma Sinem Fakilar (E-
posta: sinem.fakilar@metu.edu.tr ) ile iletisim kurabilirsiniz.

Yukaridaki bilgileri okudum ve bu ¢aligmaya tamamen goniillii olarak katiliyorum.
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C.JOB INSECURITY SCALE

Su anda galistigimz isle ilgili olarak asagidaki olaylarin gergeklesme
olasiliginm

gelecegi diistinerek yanitlayiniz.

1=Kesinlikle Miimkiin

2=Cok Miimkiin

3=Miimkiin

4=Pek Miimkiin Degil

5=Hi¢ Miimkiin Degil

1 | Yaptiginiz isi kaybetmeniz ve galistiginiz yerde daha disiik
seviyede bir goreve getirilmeniz miimkiin mii?

2 | Yaptigimz isi kaybetmeniz ve galistiginiz yerde ayni seviyede bir
goreve getirilmeniz miimkiin mii?

3 | Eger saat hesabiyla ¢alisiyorsaniz, toplam ¢alisma siirenizde bir
degisiklik olmasi miimkiin mii?

4 | Calistiginiz birimde daha {ist diizey bir goreve getirilmeniz
miimkiin mii?

5 | Kurumunuzun baska bir bolgesindeki ya da sehrindeki biriminde
daha iist diizeyde bir goreve getirilmeniz miimkiin mii?

6 | Kisa bir siireligine yapmakta oldugunuz isinizden alinarak
bekletilmeniz miimkiin mii?

7 | Yapmakta oldugunuz isten alinarak isinizi siirekli bir bicimde
kaybetmeniz miimkiin mii?

8 | Is yerinde bulundugunuz bdliimiin ya da birimin gelecegini
belirsiz buluyor musunuz?

9 | Kovularak isinizi kaybetmeniz miimkiin mii?

10 | Erken emeklilige zorlanarak isinizi kaybetmeniz miimkiin mii?

Asagidaki sorulardaki yargilara katilma derecenizi belirtiniz.
1=Tamamen Katiliyorum

2=Katiliyorum

3=Kararsizim

4=Katilmiyorum

5=Hi¢ Katilmiyorum

11

Bu is yerinde isimi etkileyebilecek olaylar1 kontrol etme giiciine
sahibim.

12

Bu is yerinde is durumumu olumsuz etkileyecek seyleri
engelleyebilirim.

13

Is yerimin beni etkileyebilecek seyleri iyi bir bigimde kontrol
edebilecegine inaniyorum.
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D. WORK-LIFE BALANCE SCALE

Agiklama: Asajidakl her fadeyl okuyarak, ouniann sizin ign genzlde ne derace
ecerl oldeduny kargilarndakl Sgekte slzin wygun gelen sepensdl isaretieyerek
i) nelrtiniz. L0tfen bog fade birakmayine.
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G0N Iginde bask geyler Ign blle Zaman bulamyonum,
“Ev ewdlr, I§ I5tir- d0s0nceslyle yagamima yon verdyomm.

Kendiml sadece ¢aligmay Dlien, yagamin ged kalan kismmi yagamayan
bél olarak gardyonm.

Hafta soniann egimie weiveya arkadagimia birdlktz bir geyler yaparak
gegiriyomm.

Yagami geriden IZedigiml dis0ndyorum.

Hem Igmin hem &zel yagammmn ayn derecede Sneml oldugunu
a0g0nayorm.

ok fazla Il aymi anda yapmaya caligigim igin uyku, dizenll beslenme
ve hareket etme gil temel yagamsal etkiniklerden fadakarik ediyorum,
Yagamim tyl plariayarak her Igimi yapabliyorum.

Kigssl sonmlanmia lgyernde de ligllendigim Ign Igmi bitimmede
zZomanyanim.

Callgma saatienmin nicelgingen gok nftelginn Snemil olduguny
fignarek harekes adyonsm.

ls yasamimda Gncellklermin nefer oldujuna karar werlyor ve bu
dodrultuga hareket ediyorum.

Igim ve kiglsel yasamim arasinda bir denge kurablliyorum.

|syOROmD oidukga fyl yhnetigime Inaniyorum.

|gierimi mesal bitse de Zhnen eve tagyomm.

Iglerimin yoduniwjuna yetisemiyomm.

|5 diginda kendiml dinkendimmek igin sevddim hoblare ugragyonum.
“Galigmazsam beriemem mdmkon dedir gekinde doginerck aksamlar
galigmaya devam ediyorum.

5 sIkintisindan glimeyl bilie unutUyonm.
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Yazamimn ldeal yagam oigiminl yansitigini doginsem de, oir geyler
KapIriigim disinceslyle yagyonm.

EN yakin arkadaglanm |ge boduidugumu ve yagamin diger alanianm giz
ard) atigimi saylyor.

Kiegke daha faziasini yapaliseydim diye dog0niyorum.

Siadan oir gin Ignde, zamanimi ve enefiml hangl Iglere verecegim
konusunda sajiksiz kararar veriyonm.

*Benl mutle edecek ighens uAragsaydim, belkl daha mutu olurdum® diye
0gnayorum.

|5 yenndzn cofuniukla geg saatiera gIkyomnem.

Hafta sonlan araliksiz paligmaya devam edlyorum.

Igime harcadiim zamandan doiay I§ digndakl etkiniklen Sziyonum.
Isimde ve 8zel yagamimda hoglandiim etinilkles yapryorem.

Izimaen kaynakianan gerginikler 8zel yagamimi ciumsuz yinde etklllyor.
Hem 5 hem o=l yagamima Zamamimi uygun bigmoe dagitgimi
0gnayorm.

Ozal yagamimdan fsn vermedigim kgn lgimde zoduk yagyorum.
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2., 6., 9., 10, 14., 16, 17., 18., 20. ve 21. maddeler fakbir anallzl sonucunda gkanimighr.
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E. WORKPLACE INCIVILITY SCALE

ALGILANAN iS YERI NEZAKETi OLCEGI

Liitfen son bir YIL boyunca, alt boliimde sunulan ¢alisma arkadaslariniz ya da
amirlerinizden herhangi biri tarafindan size yénelik sergilenebilecek durumlars,
ne kadar siklikla yasadigimizi bes basamakh Glcek tizerinden degerlendiriniz.
1. Hi¢hir Zaman
2. Bir ya da iki defa
3. Bazen
4. Genellikle
5. Cogun Zaman
Son yvil bovunca, calisma arkadaslarimiz va da amirlerinizden herhangi
1. Soylediklerimize dikkatini vermedi,
fikirlerinizle ilgilenmedi. 1 23 1415
2. Sorumlulugunuz olan bir konuda yargimzdan
siiphe etfi. 1 2 3 4 | 5
3. Size diismanca, kiigiik goren bakislar atty. 1 5 3 4| s
4. Size profesyonel olmayan bigimde hitap etti. 1121 3] 4als
5. Sozunizi kesti. 1121 3] 4als
6. Bir degerlendirmede size hak ettiginizden daha
diisiik degerlendirdi. 1 2 3 4 [ 5
7. Size bagwrd. 112131 4ls
8. Hakkimizda asagilayicy, saygisiz ifadeler
kullandi. 1 |23 | 4]5
9. Sizi gormezden geldi, sizinle konusmadi. 11213 4als
10. S1z1 151mun ehli olmamakla suglads 11213 4als
11. Size kizdi/ofkeyle patladi. 112131 4ls
12, Sizinle alay etf1. 11213 4als
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F. PSYCHOLOGICAL CAPITAL QUESTIONNAIRE

Birazdan okuyacaginiz ifadeler, sahip oldugunuz psikolojik sermaye ile ilgilidir.
Liitfen ciimleleri dikkatlice okuyarak s6z konusu ifadeye ne 6lgiide katildiginiz, ilgili
kutucuktaki rakamlardan size uygun olani yuvarlak i¢ine alarak belirtiniz. Rakamlarin
anlamlar1 su sekildedir:

1 — Kesinlikle Katilmiyorum

2 — Katilmiyorum

3 — Kismen Katilmiyorum

4 — Kismen Katiliyorum

5 — Katiliyorum

6 — Kesinlikle Katiliyorum

1. Bu aralar kendim i¢in belirledigim is amaglarimi | 1 2 3 4 5 6
yerine getiriyorum

2. Bir grup is arkadasima bir bilgi sunarken
kendime giivenirim.

2. Bir grup is arkadasima bir bilgi sunarken
kendime giivenirim.

4. Daha 6nceleri zorluklar yasadigim i¢in, isimdeki
zor zamanlarin iistesinden gelebilirim

5. Herhangi bir problemin ¢6ziimii i¢in birgok yol
vardir.

6. Genellikle, isimdeki stresli seyleri sakin bir
sekilde hallederim.

7. Isimde benim igin belirsizlikler oldugunda, her
zaman en iyisini isterim.

8. Eger zorunda kalirsam, isimde kendi basima
yeterim.

9. Eger calisirken kendimi bir tikaniklik i¢inde
bulursam, bundan kurtulmak i¢in birgok yol
diisiinebilirim.

10. Isimde bircok seyleri halledebilecegimi
hissediyorum.

11. Isimle ilgili seylerin daima iyi tarafin1 goriiriim.

12. Yonetimin katildig1 toplantilarda kendi ¢aligma
alanimi aciklarken kendime giivenirim

13. Uzun dénemli bir probleme ¢6ziim bulmaya
calisirken kendime gilivenirim

14. Su anda, isimde kendimi ¢ok basarili olarak
goriyorum

15. Isimle ilgili gelecekte basima ne gelecegi
konusunda iyimserimdir

16. Isime “her seyde bir hayir vardir” seklinde
yaklagiyorum.

17. Su anda is amaglarimi siki bir sekilde takip
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ediyorum.

18. Organizasyonun stratejisi konusundaki
tartismalara katkida bulunmada kendime
giivenirim.

19. Isimdeki zorluklar1 genellikle bir sekilde
hallederim.

20. Organizasyon disindaki kisilerle (tedarikgiler,
tiikketiciler vb.) problemleri tartigmak igin temas
kurarken kendime giivenirim.

21. Mevcut is amaglarima ulasmak i¢in bir¢ok yol
diistinebilirim.
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G. COR SCALE

Asagida bir kaynak listesi yer almaktadir. Liitfen son 6 ayimiz1 diislinerek, bu kaynaklarin
varliginda meydana gelen artis1 ilgili ifadeyi isaretleyerek degerlendiriniz.

Not: Sizden beklenen kaynaklarin sizin i¢in mevcut olup olmadigini degil, artisini
degerlendirmenizdir. Ornegin, 6 ay énce mutlu bir evliliginiz varsa ve bu hala bu sekilde

devam ediyorsa, "Uygun degil" isaretlenmelidir.

1=Uygun Degil/Artis Yok
2=Az Derecede

3=0Orta Derecede

4=Hatir1 Sayilir Olgiide
5=Biiyiik Olgiide

e Basarili oldugum hissi

e Baskalar1 i¢in degerli olma hissi

e Kendimle gurur duyma hissi

e Isicin zaman

e Isicin gerekli aletler (araclar/ekipmanlar)

e Tahammiil edebilme/dayaniklilik

e Gelecekteki basarimin kendi ellerimde oldugu hissi
e Iste statii/kidem

e Hayatimin lizerinde kontroliimiin oldugu hissi
e Liderlik roli

e lyi iletisim yetenegi

e Basarilarimin kabul gormesi

e Gorevleri organize edebilme yetenegi

e Oz-disiplinim

e Isverenimden/patronumdan anlayis gérmek

e Isleri halledebilmek igin motivasyonum
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Calisma arkadaslarimdan destek

Yeterli gelirimin olmasi

Egitimde ya da mesleki egitimde ilerleme

Finansal istikrarimin olmasi

Bir seyler 6grenebilecegim insanlarin varlig

Iste gorevlerimle ilgili yardim

Emeklilik giivencem (mali)

ilerleme ya da kendimi gelistirmek i¢in paramin olmasi (egitim, is kurmak vs.)
Yeterli uyku i¢in zamanimin olmasi

Ulasim i¢in paramin olmasi (ise ulasimin saglanmast)
Kisisel sagligim

Isimle ilgili kararlar1 verebilme (otonomi)

Calisma saatlerimde esneklik

Olumlu anlamda kamgilayici bir is rutinine sahip olmak
Diizenli bir isimin olmasi

Huzurlu bir is ortamina sahip olmak

Yoneticimden anlayis gérmek

Isimle ilgili bagimsiz olabilme

Evdeki gorevlerle ilgili yardim
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H. PSYCHOLOGICAL WELL-BEING SCALE

5
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1. Br amaca vénelik, anlamh bar
1 2 3 4 5 6 T
vajam sirdimyorom.
2. Sosval ihskilernim, amaglarmg
destekleyicl mitelikte ve tatmin
1 2 3 4 5 6 T
edicidir.
3. Ginlik aktvitelenme bagh ve
1 2 3 4 5 6 T
ilgiliyim.
4, Baskalannin mutla ve 1y1
olmasmma aktf olarak katkida 1 2 3 4 5 6 T
bulunorom.
5. Benim i¢m dnemli olan
etkimhklerde yetenakh ve 1 2 3 4 5 6 7
veterliyim.
6. Ben 1yl bir insamm wve 1y bir
havat vasryomm. 1 2 3 4 5 6 7
7. Gelecegim hakkmda iyvimserim.
1 2 3 4 5 6 T
8. Insanlar bana sayg duyar. 1 2 3 4 5 6 T
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I. FLOURISHING AT WORK SCALE-SHORT FORM

Asagidaki verilen maddeleri isinizdeki son bir ayinizi diigiinerek degerlendiriniz.
1=Hicbir Zaman

2=Cok Nadir

3=Nadir

4=Ara Sira

5=Sik Sik

6=Her Zaman

Isinizdeki son bir ay1 diisiindiigiiniizde ne sikhkta..

e mutlu hissettiniz?

e kendinizi minnetkar hissettiniz?

e isiniz size tatmin etti?

e disiince ve fikirlerinizi kendinizden emin bir sekilde ifade ettiniz?

e isinizin sorumluluklarini yonetirken iyi hissettiniz?

e diger insanlarla alakadar (yakin/baglantili) hissettiniz?

e yaptigiiz isin gergekten anlamli oldugunu hissettiniz?

e yaptigmiz igin daha biiyiik bir amaca hizmet ettigini hissettiniz?

e iginize odaklandiniz?

e isinizi iyl yaptiginizda ne siklikta heyecanlandiniz?

e calisirken enerjik hissettiniz?

e kendinizi bir seyler 6grenirken buldunuz?

e calistiginiz kuruma (igsyerine-firmaya) katkida bulundugunuzu hissettiniz?

e calistiginiz kuruma gercekten ait oldugunuzu hissettiniz?

e calistiginiz kurumun sizin gibi kisiler i¢in giderek daha uygun bir is yerine
dontistiigiinii hissettiniz?

e kurumunuzdaki kisilerin iyi insanlar oldugunu hissettiniz?

e kurumunuzun isleyis seklinin size anlaml geldigini hissettiniz?
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J. DEMOGRAPHIC INFORMATION FORM

1. Cinsiyetiniz
a. Kadin
b. Erkek

c. Belirtmek istemiyorum
2. Yasiniz
3. Medeni Durumunuz
a. Evli/Uzun Siireli Iliskiye Sahip
b. Bekar
4. En son mezun oldugunuz egitim kademesi
Ilkokul
Ortaokul

o &

Lise

Universite

a o

e. Yiiksek Lisans
f. Doktora/Doktora Sonrast
5. Mesleginiz
6. Unvaniniz
7. Bagh calistiginiz birim (teknik/satig/idari gibi genel bir sekilde ifade edebilirsiniz)
8. Calistigimiz kurumda ne kadar siiredir ¢alistyorsunuz (6r: 1 yil 6 ay)
9. Kag yildir ¢calistyorsunuz?
10. Sektor Bilgisi

a. Kamu
b. Ozel
c. Diger

11. Yaptiginiz isi bir ciimleyle anlatiniz
12. Covid siirecini kiminle gegiriyorsunuz?
a. Ailemle
b. Arkadaslarimla

c. Yalniz
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13.

14.

15.

16.

17.

18.

Ailenizde veya ¢evrenizde Covid-19 tanis1 almis birey bulunmakta mi1?

a. Evet
b. Hayir
Covid-19 siirecinde ¢alismaya devam ediyor musunuz?
a. Evet
b. Hayir
c. Uzaktan ¢aligma diizenine gegtim (Uzaktan ¢aligiyorsaniz bunun miktarini

belirtiniz-6rnegin, haftada 3 giin)

Pandemi siirecinde pandemiyle ilgili endise seviyeniz ne diizeydedir?

a

o o

e.

. Hig endiselenmedim

b.

Biraz endiselendim
Orta diizeyde endiselendim
. Cok endiselendim

Asirt derecede endiselendim

Is yerinizden Covid kapma konusunda endiseli misiniz?

a.
b.
C.
d.
e.

Endiseli degilim

Biraz endiseliyim

Orta derecede endiseliyim
Cok endiseliyim

Pandemi siiresince is yerime gitmedim

Calisirken koruyucu maske ve mesafeyle ilgili kurallara ne kadar siklikta dikkat

ediyorsunuz?

a.
b.
C.
d.

e.

Hig

Nadir

Ara Ara
Cogunlukla
Her Zaman

Yukaridaki tiim sorulara verdiginiz yanitlar sizi ne dl¢lide yansitmaktadir? (4 ile

10 arasinda degerlendiriniz)
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K. DEBRIEFING FORM

KATILIM SONRASI BiLGi FORMU

Bu arastirma daha once de belirtildigi gibi, ODTU Psikoloji Boliimii Yiiksek lisans
Ogrencisi Fatma Sinem Fakilar tarafindan Prof. Dr. Reyhan Bilgi¢ danismanligindaki
yiiksek lisans tezi kapsaminda yliriitiilen bir ¢aligmadir. Calismanin amaci i hayatinda
calisan ve isle ilgili olan i giivencesizligi, is-yasam dengesizligi, is yeri nezaketsizligi
faktorlerinin kaynak yeterliligi ve psikolojik sermaye mekanizmasiyla ¢alisan psikolojik

ve is yeri iyi oluslarina etkisinin incelenmesidir.

Yapilacak calisma 1s18inda alan yaziniyla paralel olarak bahsedilen isle ilgili faktorlerin
(is glivencesizligi, is-yasam dengesizligi, is yeri nezaketsizligi) ¢alisanlarin psikolojik ve
is yeri iyi-oluslarini negatif yonde etkileyecegi beklenmektedir. Ayrica kisilerin
psikolojik sermayeye sahip olmalarinin ya da yeterli is-iliski kaynaga sahip olmalarinin
ya da kaynaklarinin azalmasinin beklenen iliskilerde diizenleyici ve araci degisken olarak
gorev yapaca@i digiiniilmektedir, yani bu mekanizmalarin ¢alisan iyi-olusunu korumada
koruyucu mekanizmalar olabilmektedirler.

Bu calismadan alinacak ilk verilerin Ekim 2020 sonunda elde edilmesi amag¢lanmaktadir.

Elde edilen bilgiler sadece bilimsel arastirma ve yazilarda kullanilacaktir. Calismanin

saglikli ilerleyebilmesi ve bulgularin giivenilir olmasi ic¢in caligmaya katilacagini

bildiginiz  diger  kisilerle  ¢aligma ile  ilgili  detayli bilgi  paylasiminda

bulunmamaniz1 dileriz. Bu aragtirmaya katildiginiz i¢in tekrar cok tesekkiir ederiz.

Aragtirmanin sonuglarin1 6grenmek ya da daha fazla bilgi almak i¢in asagidaki isimlere

bagvurabilirsiniz.

Fatma Sinem Fakilar (E-posta: sinem.fakilar@metu.edu.tr)
Prof. Dr. Reyhan Bilgi¢ (E-posta: rey@metu.edu.tr )
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Calismaya katkida bulunan bir goniillii olarak katilimci haklarinizla ilgili veya etik
ilkelerle ilgi soru veya goriislerinizi ODTU Uygulamali Etik Arastirma Merkezi’ne
iletebilirsiniz.

e-posta: ueam@metu.edu.tr
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L. TURKISH SUMMARY / TURKCE OZET

Giris
Iyi olus, Endiistri/Orgiit psikolojisi alaninda en ¢ok incelenen konulardan biri olmustur.
Calisanlarin biiyiik cogunlugu giinlerinin 6nemli bir kismini is yerinde gecirdigi icin, is
yerinde olanlarin ¢alisanlarin iste ve isle ilgili ne hissettigini etkilemesi sasirtict degildir.
Globallesen diinya ve nihayetinde ilerleyen teknoloji, ¢alisanlarin isleriyle ilgili biiyiik
olgiide gelismeler tecriibe etmelerini saglamustir. Ustelik pandemi siireci de diinyaya
calisan refahin etkileyen, daha az hiyerarsik yapilar ve esnek calisma saatleri gibi, yeni
caligma aligkanliklar1 kazandirmistir. Yeni calisma diizeni, ¢alisanlardan daha cok sey
talep etmekte olup organizasyonlar bu yeni diizene ayak uydurmalidirlar. Diger taraftan
ise, ¢alisanlar bu yeni diizenle basa ¢ikabilmek i¢in kaynak havuzlarini genisletmek ve iyi

oluslarin1 korumak zorundadirlar.

Calisan 1yi olusunu etkileyen ¢ok sayida potansiyel faktér bulunmaktadir. Calisan 1yi
olusunun organizasyonel seviyede ¢iktilara da etkisi kanitlandig: i¢in igsverenlerin ¢alisan
iyl olusuna yatirim yapmalar1 6nem arz etmektedir. Arastirmalar ¢alisan iyi olusunun
orgiitsel saglikla (Quick ve Henderson, 2016; Xenidis ve Thcocharous, 2014; Cotton ve
Hart, 2003), orgiitsel performansla (Ipsen ve Bergmann, 2021) ve galisan devir oraniyla
(Griffeth ve digerleri, 2000) iliskisini ortaya koymustur. Bu ylizden iyi olusu artirabilmek

icin, oncelikle 1yi olusa nelerin etki ettigini incelemek onemlidir.

Bu calismanin amaci, is giivencesi, is-yasam dengesi ve is yeri nezaketinin ¢alisan 1yi
olusuna etkisini incelemektir. Is giivencesi, is-yasam dengesi ve is yeri nezaketi
caligmada kaynak olarak ele alinmis olup, ¢alisanin bu kaynaklara sahip olmasinin daha
ileri kaynak kazanimina, daha ileri kaynak kazaniminin da psikolojik iyi olus lizerinden
calisan 1yi olusuna etki edecegi hipotez edilmistir. Ayn1 zamanda kisisel bir kaynak
olarak ele alinan psikolojik sermayenin, kaynak kazanimi ve psikolojik iyi olus arasinda
bir diizenleyici degisken rolii oynayacagi dnerilmis olup ¢alisma, “kaynaklarin korunumu

(Hobfoll, 1989)” modeli {izerine kurulmustur.
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Teorik Temeller ve Hipotez Gelistirme

Calisan iyi olusu, calisanin basarili, mutlu ve kendi kendini motive edebilmesiyle
tamimlanmustir (Bono ve digerleri, 2011). Gegmis c¢alismalar kisiligin (Bono vd., 2011),
davranigin (Bono ve Judge, 2003), is karakteristiklerinin (Hackman & Oldham, 1980) ve
hatta genetik faktorlerin (Arvey ve digerleri, 1989) calisan iyi olusuna etki ettigini

gostermistir (¢alisan iyi olusu, “flourishing at work” kavrami i¢in kullanilmaktadir).

Caligsmalar, kisisel kaynaklarin da uzun siireli 1yi olusa etkisini gdstermistir. Ho ve Chan
(2022), arastirmalarinda psikolojik sermayenin ¢alisan 1iyi olusunu etkiledigini

bulmuslardir.

Iyi olus, farkli arastirmacilar tarafindan farkli sekillerde tanimlanmistir (Ryan ve Deci,
2001; Ryff ve Keyes, 1995). Kavram, oncesinde sadece fiziksel bileseni igerirken, simdi
duygusal, zihinsel ve sosyal bilesenleri de kapsamaktadir (De Simone, 2014). Baska bir
tanimlamaya gore iyi olus, pozitif ve negatif iyi olus seklinde birbiriden neredeyse
bagimsiz iki yapidan olusmakta olup (Karademas, 2007), pozitif yapt yasam doyumu,
olumlu ruh hali gibi yonleri kapsamaktadir. Negatif yap1 ise olumsuz ruh hali ve sikint1

gibi kavramlarla iliskilendirilmistir (Diener, 2000).

Danna ve Griffin (1999), iyi olusu etkileyen ii¢ ana faktdr sunmustur: is ortami (saglik ve
giivenlik riskleri gibi), kisilik ozellikleri ve orgiitsel stres. Orgiitsel stresin bireysel
ihtiyaclar ve c¢evresel talepler arasindaki uyusmazlik nedeniyle olustugu da
vurgulanmistir. Benzer sekilde Cooper ve Marshall (1978), is giivencesizliginin, is
iliskilerinin ve isg-aile dengesizliginin Orgiitsel strese neden olan etmenlerden oldugunu
belirtmislerdir. Rothman (2008) ise, isle ilgili iyi olusu 4 faktoriin etkiledigini One
stirmiistiir. Bunlar orgiitsel stres (is talepleri ve kaynaklarin azli8), is tatmini, tiikenmislik

ve ise bagliliktir.

Iyi olusun tam bir taniminin olmamasiyla birlikte literatiire 2 goriis hakimdir. Bunlardan
birisi 6znel 1yi olus (Diener, 1984), digeri ise psikolojik 1yi olustur (Deci ve Ryan, 2006).

Oznel iyi olus, genel olarak mutluluk kavrammna paralel kullanilmis olup, yiiksek
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seviyede olumlu ve diisiik seviyede olumsuz duygulanim ile iligkilidir. Psikolojik bakis
acisinda ise, iyi olusun bir siire¢ oldugundan ve kisinin pozitif degerlendirmelerinden

etkilendiginden bahsedilmistir.

Bu goriis temel alinarak, Ryff ve Singer (1998), psikolojik iyi olusun alt1 bilesenini
tartismiglardir. Arastirmacilara gore, anlamli bir yasama sahip olmak, insan iligkileri,
olumlu benlik saygisi, kendinin farkinda olma duygusu, kisisel gelisim ve uzmanlik
psikolojik iyi olusu olusturmakta ve kisinin mutlu ve anlamli bir hayat slirmesini

saglamaktadir.

Bunlardan farkli olarak, kisiler giinlerinin biiyiik kismini iste ya da is ile ilgili gérevleri
yaparak gecirmektedirler. Bu durumda, isle ilgili faktorlerin ¢alisan iyi olusunu

yiikseltmesi ya da diislirmesi beklenmektedir. Bu faktorlerden birisi de is glivencesidir.

Gilinlimiizde, teknolojideki ilerlemelerle degisen is hayatinda igler otomatize edilmekte ve
makineler, insan emeginin yerini almaya baglamaktadir. Ekonomideki biiylik degisimler
ve pandemi gibi 6zel durumlar da sirketlerin maliyetlerini kisma yolunu segmesine ve

caligsanlarin islerini kaybetmesine neden olmaktadir.

Calismalar gostermektedir ki is kaybi, psikolojik ve fizyolojik iyi olusun azalmasiyla
iliskilidir (McKee-Ryan ve digerleri, 2005). Is kaybinin diisiincesinin bile is
performansini (Wright & Cropanzano, 2000) ve ise bagliligi (Shuck ve digerleri, 2014)
etkiledigi bulunmustur.

Is giivencesizligi, bireyler islerinin gelecegiyle ilgili belirsizlik hissettiklerinde ortaya
¢ikmaktadir (Wang ve digerleri, 2015). Is giivencesizligi icin, “isin devamliligina kars1
tehdit ve gligsiiz hissetme”, “isle ilgili endise hissetme” gibi ifadeler kullanilmigstir
(Rosenblatt & Ruvio, 1996; Heaney ve digerleri, 1994). Is giivencesizligi, endise yasatan,
negatife bir durum ise is gilivencesi, yani isin devamliligi ve gelecegi ile ilgili kaygi
duymamak, da pozitif bir durum olabilir. Bu yiizden, is giivencesine sahip olmak bu

caligmada bir kaynak olarak ele alinmistir.

Is-yasam dengesi de, ¢alisan iyi olusuna etki edebilecek 6nemli faktorlerden biridir. Is

yasami ve Ozel yasam arasindaki c¢atismalar bir diger stres yaratan durumlardandir.
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Calisma yasaminin sekli degistikge, is ve 0zel hayat arasindaki ¢izgi bulaniklagsmaktadir.
Yang ve digerleri (2018) yaptiklar1 ¢alismayla is ve yasam arasinda denge kurmanin
mental ve fiziksel sagligi gelistirmekle kalmayip calisanlarin is tatminlerine, yasam
kalitelerine ve psikososyal iyi oluslarina da etkisinin oldugunu gdstermiglerdir. Buradan
yola ¢ikarak, is-yasam dengesi bu ¢alismada ileri kaynak kazanimini etkileyen bir diger

kaynak olarak ele alinmustir.

Ucgiincii faktor ise isyeri nezaketidir. Calisanlar i¢in nasil bir ortamda ¢alistiklar1 5nem arz
etmektedir. Calisanlar kendilerine ya da digerlerine karst kibar olmayan sekillerde
davranildigina tanik olduklarinda, bu onlarin ise yerine karsi olan tutum ve isle ilgili

algilarimi etkileyebilir.

Lim ve digerleri (2008), nezaketsiz davraniglarla ilgili tecriibelerin zihinsel sagligi
olumsuz yonde etkiledigini bulmustur. Ayni zamanda nezaketsiz davranislara tanik
olmak, artan isi birakma davranisiyla iliskilidir (Giumetti ve digerleri., 2012; Miner-
Rubino & Reed, 2010). Lim ve Lee (2011) ise isyeri nezaketsizliginin depresyon gibi
psikolojik saglik sorunlartyla iliskili oldugunu bulmuslardir. Isyeri nezaketsizligi olumsuz
durumlara neden olabiliyorken, ¢alisanlarin isyerlerinde nazik davranislara tanik olmalari

onlarn iyi oluglarina olumlu etki yapacaktir.
Kaynaklarin Korunumu Modeli ve Diizenleyici Mekanizma

Bu calisma, Hobfoll’un (1989) kaynaklarin korunumu modeli temel alinarak yapilmistir.
Modele gore, insanlar kisisel ve sosyal olarak deger verdikleri seyleri elde etme ve
sonrasinda da koruma ihtiyaci i¢indedirler. Teorinin temel varsayimina gore, insanlar
kendileri i¢in en onemli kaynaklar1 kaybetme ihtimaliyle karsi karsiya kaldiklarinda,
bunlari kaybettiklerinde ya da baslangicta bunlari hi¢ elde edemediklerinde stres yasarlar.
Ayn1 zamanda, baslangicta 6nemli kaynaklara sahip kisiler, sonrasinda daha fazla kaynak
kazanabilmek i¢in digerlerinden daha avantajli konumdadirlar. Benzer sekilde,
arastirmalar gostermistir ki kaynaklar birbirleriyle iligkili konumdadir ve eger birisi bir
kaynaga yiiksek seviyede sahipse, diger kaynaklara da yiiksek seviyede sahip olmasi
olasidir (Cozzarelli, 1993). Buradan yola ¢ikarak, kaynak kazanimi bu ¢alismada bir araci
degisken olarak ele alinmig ve onceden sahip olunan kaynak rezervuari ve calisan iyi

olusu arasinda bir kdprii gorevi gorecegi varsayilmistir.
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Son olarak, psikolojik sermaye bu c¢alismada diizenleyici degiskendir. Luthans ve
digerleri (2004) psikolojik sermayeyi 4 kavramla iliskilendirmistir. Bunlar: 6z yeterlilik,
umut, dayaniklilik ve iyimserliktir. Arastirmalar, bu dort kavramin da iyi olus ile iligkili
oldugunu gostermistir (Keyes, 2007; Snyder ve digerleri, 2006; Carver ve digerleri.,
2005; ve Meier ve digerleri, 2008). Bundan dolayi, psikolojik sermaye bu calismada
kaynak kazanimi ve psikolojik iyi olus arasindaki iliskiyi gii¢lendiren diizenleyici bir

degisken olarak ele alinmistir.

Calismanin hipotezleri asagidaki gibidir:

Hipotez 1a: Is giivencesi, bir kaynak olarak, ileri kaynak kazanimu ile iliskilidir.
Hipotez 1b: Is-yasam dengesi, bir kaynak olarak, ileri kaynak kazanimu ile iliskilidir.
Hipotez lc: isyeri nezaketi, bir kaynak olarak, ileri kaynak kazanimu ile iliskilidir.

Hipotez 2: Kaynak kazanimi, calisanlarin psikolojik iyi olusuyla pozitif bir iligkiye
sahiptir.

Hipotez 3: Psikolojik iyi olus, c¢alisan iyi olusu (flourishing) ile pozitif bir iliskiye
sahiptir.

Hipotez 4: Psikolojik 1y1 olus, kaynak kazanimi ve calisan 1yi olusu arasinda bir araci
degisken gorevi gorecektir. Oyle ki, bir calisanin kaynak kazanimi 6lgek puanlart

yiiksekse, psikolojik 1yi olusun varliginda ¢alisan iyi olus puanlari da yiikselecektir.

Hipotez 5: Psikolojik sermaye, kaynak kazanimi ve calisan isyeri iyl olusu arasinda

diizenleyici degisken gorevi gorecektir.

Hipotez 6a: Is giivencesi, ardisik bir model iizerinde &nce kaynak kazanimi ile,

sonrasinda sirastyla psikolojik iyi olus ve calisan isyeri iyi olusu ile iliskili olacaktir.

Hipotez 6b: Is-yasam dengesi, ardisik bir model iizerinde 6nce kaynak kazanim ile,

sonrasinda sirasiyla psikolojik 1yi olus ve ¢alisan igyeri iyi olusu ile iliskili olacaktir.

Hipotez 6¢: Isyeri nezaketi, ardisik bir model {izerinde once kaynak kazanimu ile,

sonrasinda sirastyla psikolojik iyi olus ve calisan isyeri iyi olusu ile iliskili olacaktir.
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Yontem
Katihmcilar ve Veri Toplama

Calismada Oncelikle G*Power kullanilarak gerekli orneklem biiyiikligi hesaplanmigtir

(74 kisi).

Baslangic asamasinda olg¢ekler 72 c¢alisan tarafindan doldurulmus ve onlarin yanitlari
pilot ¢alisma olarak baz alinmistir. Anlamli sonuglar elde edilince veri toplamaya devam
edilmistir. Son asamada 327 katilimer 6l¢egi doldurmus olup bunlarin 161 tanesi dlgegi

tamamlamistir.

Tiim prosediir Qualtrics iizerinde gerceklesmistir. Olgekler anonim link {izerinden
dagitilmistir. Katilimceilar oncelikle bir bilgilendirilmis onam formu gormiisler,
sonrasinda sirastyla is giivencesi, is-yasam dengesi, is yeri nezaketi, psikolojik sermaye,
kaynak kazanimi, psikolojik iyi olus ve c¢alisan isyeri iyi olus Olgekleriyle
karsilasmiglardir. Demografik sorulari tamamladiktan sonra katilim sonrasi bilgilendirme

formu ile bilgilendirilmislerdir.
Olciim Araclar

Is Giivencesizligi Olcegi. Calismada Ashford, Lee ve Bobko'nun (1989) Aslan
tarafindan (2011) Tiirkge’ye cevrilen dl¢egi kullanilmistir. Olgek 13 maddeden olusmakta
ve besli Likert iizerinde degerlendirilmektedir (Bkz. Ek C). Tiirk¢e formunun i¢ tutarlilik

orani .88 olarak hesaplanmustir.

Is-Yasam Dengesi Olcegi. Calismada Apaydm’in (2011) doktora tezi igin gelistirdigi is-
yasam doyumu &lgegi kullanilmistir. Olgek 4 boyuttan olusmaktadir ve 20 maddedir.
Boyutlarmn i¢ tutarlilii .77 ve .88 arasinda degismekte olup dlgegin toplam i¢ tutarlilig
.91°dir. Olgek besli Likert iizerinde degerlendirilmektedir. Olgek i¢in Ek D’ye bakiniz.

Algilanan isyeri Nezaketsizligi Olcegi. Olcek, Corina ve arkadaslarmin 2013 senesinde
gelistirdigi Olcegin Tiirkge versiyonu olup uyarlama calismast Erdas tarafindan
yapilmigtir (2016). 12 maddelik o6lg¢ek, besli Likert lizerinde degerlendirilmektedir.
Orijinal ¢alismanin i¢ tutarlilig1 .92 olarak raporlanmustir. Olgegi Ek E’de bulabilirsiniz.
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Psikolojik Sermaye Olcegi. Luthans ve arkadaslarinin 2007 yilinda gelistirdigi 6l¢egin
Tiirkce’ye adaptasyon calismalarii Cetin ve Basim (2012) gerceklestirmistir. Olgek 21
maddeden olusmakta ve sorular altili Likert tizerinde degerlendirilmektedir. Adaptasyon

calismasinda olgegin i¢ tutarliligi .91 olarak raporlanmistir (Bkz. Ek F).

Kaynak Kazanmm Olgegi. Katilimcilarin kaynak kazanimini 6l¢gmek icin Hobfoll ve
digerleri (1992) tarafindan olusturulan 74 maddelik kaynak havuzu {izerinden isle ilgili

maddeler segilerek yeni bir form olusturulmustur.

Secilen maddeler iki Endiistri/Orgiit Psikolojisi (EOQ) uzmanu ile Tiirk¢e’ye gevrilmis, 33
isle ilgili madde ise uygunluklari agisindan 13 kisi tarafindan oylanmistir. Bunlarin
dokuzu o6l¢egi ayni zamanda cevirinin uygunlugu acisindan da degerlendirmislerdir.
Sonrasinda 2 uzmanin goriisii baz alinarak 36 maddelik bir havuz olusturulmustur. Olgek

Ek G’de goriilebilir.

Psikolojik Iyi Olus Olg¢egi. Calismada Diener ve arkadaslarmin (2009) gelistirdigi ve
2013 yilinda Telef tarafindan Tiirk¢e’ye cevrilen psikolojik iyi olus 6l¢egi kullanilmistir.
Olgek 8 soruluk yedili Likert tarz1 sorudan olusmaktadir. Telef, dl¢egin i¢ tutarliligini .80
olarak raporlamistir. Olgegi Ek H’de bulabilirsiniz.

Calisan Isyeri Iyi Olus Olcegi. Calisanlarin isyeri iyi oluslarmi &lgmek igin
Rautenbach’in 2015 senesinde gelistirdigi 6lgegin kisa formu kullanilmustir. Olgek 17
maddeden olusmakta olup altili Likert iizerinde degerlendirilmektedir. Olgegin ii¢ alt
boyutu vardir: duygusal, psikolojik ve sosyal. Boyutlarin i¢ tutarhiliklar1 .82 ve .90

arasindadir.

Calisma kapsaminda lgegin Tiirkce cevirisi de yapilmustir. Oncelikle orijinal 6lgek 3 EO
Ogrencisi tarafindan Tiirk¢e’ye cevrilmis, sonrasinda bu 3 ¢eviri bagska 2 Ggrenci
tarafindan uygunluklarina gore 10’lu dlgek iizerinde degerlendirilmistir. Ug &lgegin
ortalamasi ayr1 ayr1 alinmis ve en yiiksek ortalamaya sahip 6lgek secilmistir. Sonrasinda
anadili Tirkce olan 5 katilimer final formu uygunlugu agisindan altili dlgek {izerinde

degerlendirmistir. Olgegi Ek I’da gorebilirsiniz.
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Sonuclar
Pilot Calisma Sonuclari

Yeni olusturulan 6lg¢eklerin diger 6lgeklerle iliskisini ve i¢ tutarliliklarini 6lgmek igin ilk
72 cevap pilot ¢alisma olarak ele alinmistir. Sonuglara gore (COR ve Is Giivencesizligi ile
Psikolojik Sermaye ve Is Giivencesizligi disindaki) tiim &lgekler birbirleriyle anlamli

sekilde iligkilidir. Bu yiizden, veri toplamaya devam edilmistir.
Ana Cahsmann Istatistiksel Analizi

Bir onceki bolimde bahsedildigi gibi, 161 katilimci 6l¢ek analizleri ve hipotez testleri
icin baz alinmistir. Demografik bilgiler i¢cin 152 katilimecinin cevaplar dikkate alinmistir.

Verdikleri yanitlara gore 152 katilimeinin 81'1 (9%50,3) kadin, 68'1 (%42,2) erkekti. 3 kisi
(7.5%) cinsiyetini belirtmek istememistir. 152 katilimcinin %39.1'i 18-30 yas arasindadir
(30 dahil). %36's1 30-40 yas arasi, %19.3"1 40-68 yas arasindadir. 106's1 evli veya uzun
sireli bir iliskiye sahipken (%65.8) ve 46'st (9%28.6) bekardir. Egitim durumu
incelendiginde 11 calisan (%6,8) lise mezunudur. 93 ¢alisanin (%57,8) lisans derecesi
vardi. 152 kisiden 42'si (%26,1) yliksek lisans derecesine sahiptir ve 152 kisiden 6's1
(%3,7) doktora veya doktora sonrasi ¢caligmalarini tamamlamistir.

Glivenirlik analizi sonuglara gore oOlceklerin i¢ tutarlilik katsayilari is gilivencesi, is-
yagsam dengesi, isyeri nezaketi, kaynak kazanimi, psikolojik sermaye, psikolojik iyi olus
ve igyeri 1yi olusu i¢in sirasiyla .70, .87, .93, .98, .93, .86, ve.93 tiir.

Korelasyon analizinin sonuglari, toplam is giivencesi puanlarinin is-yasam dengesi
puanlar (r=.26, p<.01l), isyeri nezaket(sizligi) puanlar1 (r=.19, p<.05) ve isyeri iyi olus
olgegi puanlari (r=.17, p<.05) ile anlamli diizeyde iliskili oldugunu gostermistir. Is-yasam
dengesi Olgegi tiim Olgeklerle anlamli iligkilere sahiptir: isyeri nezaketi (r=.32, p<.01),
kaynak kazanimi (r=.24, p<.01), psikolojik sermaye (r=.49, p< .01), psikolojik iyi olus
(r=.54, p<.01) ve calisan isyeri iyi olusu (r=.51, p<.01). Isyeri nezaket &lcegi de
psikolojik sermaye (r=.27, p<.01), psikolojik iyi olus (r=.24, p<.01) ve galisan isyeri iyi
olusu (r=.40, p<.01) ile anlamh diizeyde iliskilidir. Kaynak kazanimi ayrica psikolojik
sermaye (r=.36, p<.01), psikolojik iyi olus (r=.47, p<.01) ve isyeri iyi olusu (r=.52,
p<.01) ile de anlaml bir iliskiye sahiptir. Psikolojik sermaye, psikolojik iyi olus (r=.64,
p<.01) ve igyeri iyi olusu (r=.51, p<.01) ile anlaml bir iliskiye sahiptir. Son olarak,
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psikolojik iyi olus ve igyeri iyi olusu birbirleriyle anlamli diizeyde iliskilidir (r=.54,
p<.01).

Hipotezlerin Test Edilmesi

[k hipotezin testi i¢in ¢oklu dogrusal regresyon analizi kullanilmistir. Analiz sonuglaria
gore sadece is-yasam dengesinin (B =.214, p<.05) kaynak kazanimini anlamli sekilde
yordadigi bulunmustur. Hipotez 1b dogrulanirken, 1a (is glivencesizligi-kaynak kazanimi

iligkisi) ve 1c (isyeri nezaketi-kaynak kazanimu iligkisi) destek bulamamustir.

Hipotez 2 ve 3 korelasyon analizi ile test edilmistir. Onerildigi gibi, kaynak kazanimi ve
psikolojik iyi olus arasinda (Hipotez 2) (r=.47, p<.01) ve, psikolojik iyi olus ile isyeri iyi
olusu (Hipotez 3) (r=.54, p<.01) arasinda anlamli iliski bulunmus olup, Hipotez 2 ve 3

desteklenmistir.

Hipotez 4’te psikolojik iyi olusun kaynak kazanimi ve isyeri iyi olusu arasinda araci
degisken gorevi gorecegi One siirliilmiistiir. Model SPSS iizerinde Process Macro’nun
dordiincii modeliyle test edilmistir. Analizdeki tiim yollar anlamlidir. Kaynak kazanimi
psikolojik iyi olusu (b= .485, SE=.072, p=.000, 95% CI [.343, .626]), psikolojik iyi olus
isyeri iyi olusunu (b= .339, SE=.063, p=.000, 95% CI [.215, .462]) pozitif ve anlamli
sekilde yordamistir. Analizin dogrudan etkisi anlamli bulunurken (b= .304, SE=.064,
p=.000, 95% CI [.177, .431]), dolayli etki giiven araliklarinda “0” igermemektedir.
Psikolojik iyi-olus modele eklendiginde bile, kaynak kazanimi ve is yeri iyi olusu
arasindaki iligki anlamhidir ve kismi arabulucu etkisine isaret etmektedir. Dolayisiyla
Hipotez 4 de dogrulanmistir. Hipotez 5 ise, bu iliskide psikolojik sermayenin diizenleyici
roliinii incelemistir. Diislinlilenin aksine, analiz indeksi %95 giliven araliginda “0”

bulundurdugu i¢in hipotez dogrulanamamustir.

Hipotez 6 ise is faktorlerinin (is glivencesi, is-yasam dengesi ve isyeri nezaketi) isyeri 1y1

olusu tizerindeki etkisini ardisik bir modelde incelemistir.

Sonuglara gore, sadece is-yasam dengesinin yordadigi model anlamlidir (b= .432,

SE=.097, p<.000, 95%CIl= [.239, .624]). Is giivencesi ve isyeri nezaketinin yordadig1
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modellerin dolayli etkisi %95 giiven araliginda “0” igermektedir. Hipotez 1b

desteklenirken, l1a ve 1c¢ destek bulamamustir.

Onemli Bulgular

Calismanin ilk hipotezi kaynak olarak kavramlastirilan is giivencesi, is-yasam dengesi ve
igsyeri nezaketinin ileri kaynak kazanimiyla iligkisini incelemistir. Sonuglara gore fi¢

degisken arasinda sadece is-yasam dengesi kaynak kazanimiyla iligkili bulunmustur.

Belki de is giivencesi, 6rneklem nedeniyle kavramsallastirildigi gibi 6nemli bir kaynak
degildir. Katilimcilarin ¢ogu kamu kurumlarinda veya sabit bir iste ¢aligmaktadir. Ya
isleriyle ilgili bir endiseleri yoktur ya da degisen ¢alisma ortami nedeniyle “is giivencesi”

kavrami degigmistir.

Isyeri nezaketsizligi ve kaynak tilkenmesinin iliskili oldugunu tespit eden arastirmalara
rastlandig1 i¢in (Lan ve digerleri, 2020), isyeri nezaketinin de kaynak kazancini tahmin
etmesi beklenmistir. Isyeri nezaketi, belki de yine &rnek yiiziinden, ileri kaynak kazanimi
ile iligkili degildir. Diger bir agiklama ise, ¢alismada isyeri nezaketsizligi Olgeginin
tersine kodlanarak kullanilmis olmasiyla ilgili olabilir. Isyeri nezaketsizliginin diisiik

olmasi, her zaman i¢in igyeri nezaketinin varligina isaret etmeyebilir.

Kaynak kazancinin psikolojik 1iyi olusu Ongorecegini iddia eden Hipotez 2
desteklenmistir. Daha Once tartisilan arastirmalar da goz Oniinde bulundurulunca bu
beklenen bir sonuctur (Wright ve Hobfoll, 2004; Hobfoll, Halbesleben, Neveu ve
Westman, 2018).

Isyeri iyi olus kavraminmn bir bileseni psikolojik iyi olus olarak one siiriildiigii i¢in
(Rothmann, 2013) psikolojik 1yi olus ve isyeri iyl olusu arasindaki iliski de
beklenmektedir. Hipotez 4 ise ayrica, psikolojik iyi olus aracilifiyla is ile ilgili kaynak

kazanimi ve igyeri iyi olusu arasindaki iliskiyi gostererek bunu desteklemistir.

Hipotez 5'te model, psikolojik sermayenin bu aracili modeli diizenleyecegini ileri

stirmiistiir. Ancak, kaynak kazanci ile psikolojik sermaye arasindaki moderasyon indeksi
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anlamli degildir ve 95% giiven araligi “0” igermektedir. Psikolojik sermayenin gesitli
caligmalarda kisisel bir kaynak olarak ele alinmasi bu hipotezin ¢ikis noktasi olmustur
(Grover ve digerleri, 2018; Kerksieck ve digerleri, 2019; ve Ho & Chan, 2022). Kaynak
havuzumuzun yalnizca isle ilgili kaynaklar1 igermesi ve psikolojik sermayenin bireylerin
yasaminin daha genel yonlerini kapsamasi hipotezin desteklenmemesinin nedenlerinden

birisi olabilir.

Hipotez 6 ise ig faktorlerinin igyeri iyi olusuna etkisini ardigik bir model {izerinde
incelemistir. Sonuglara goére sadece is-yasam dengesi, modeli anlamli bir sekilde
yordamis olup Hipotez 6b desteklenmis, Is giivencesizligi ve isyeri nezaketinin isyeri iyi
olusunu kaynak kazanimi ve psikolojik iyi olus ilizerinden yordadigini hipotez eden
Hipotez 6a ve 6¢ destek bulamamistir. Is hayatinin degisen dogasiyla (yani uzaktan
calisma/evden caligma) ig-yasam dengesi her zamankinden daha onemli hale gelmis
olabilir. Bu arastirmanin orneklemini, pandemi doneminde en ¢ok evden calisan ve
muhtemelen is ve aile yagami arasindaki c¢atismalardan etkilenen kisiler olusturmustur.
Dengeli bir ig-yasam ortamina sahip olmak, ¢alisanlar1 daha fazlasi i¢in ¢cabalayan motive

eden 6nemli bir kaynak gibi goriinmektedir.

Calismamn Giiclii ve Zayif Yonleri

Sonuglar, iki 6énemli ¢ikarim sunmustur. Birincisi, kaynaklarin bireylerin psikolojik iyi
oluslarinda, dolayisiyla isyeri iyi oluslarinda énemli rol oynadigidir. Ikincisi ise is-yasam
dengesine sahip olmanin bir kaynak gorevi gorerek ileri kaynak kazanimini tetikledigi ve

calisan iyi olusunda 6nemli bir yordayici oldugudur.

Bu kapsamda, isverenlere ve insan kaynaklar1 calisanlarima onemli gorevler diismekte
olup ¢alisanlarinin kaynak havuzunu genisletmeleri gerekmektedir. Bununla ilgili olarak
caligan gelisim ve egitim programlarinin diizenlenmesi hem c¢alisanin sahip oldugu
kaynaklar1 ve iyi olusunu artiracak, hem de iyi olus iizerinden 6nemli orgiitsel sonuglari
etkileyecektir. Sirketler ayn1 zamanda ¢alisanlarinin isleri ve 6zel yasamlar1 arasindaki

cizgiyi korumak istemesine saygi duymali ve bunu desteklemelidirler.

78



Calismanin siirhiliklarindan birisi, 6rneklem genisligidir. Model gelecekte daha genis bir

orneklem kullanilarak yapisal esitlik modellemesi kullanarak da test edilmelidir.
Calismada kullanilan is gilivencesizligi Olgeginin yeni versiyonuna da rastlanmigtir
(Vander Elst ve digerleri, 2014). Gelecek calismalar belki de baska yeni Olgeklerle is

giivencesi Olgebilir.

Calisma kapsaminda kaynak kazanimi Ol¢egi olusturulmus ve isyeri iyi olusu olgegi

Tiirk¢e’ye ¢evrilmistir. Bu iki dl¢ek i¢in de gegerlilik ¢alismast yapilmalidir.
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