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Abstract: This study aims to analyze the effects of employee empowerment on employee performance by
examining how its different dimensions relate to performance in private hospitals. Within this framework,
empowerment is addressed through the dimensions of Meaningfulness, Competence, Autonomy, and
Effectiveness, allowing their respective contributions to employee performance to be considered separately.
The literature review was developed using a deductive approach, while the methodology was based on the
relational screening model. The sample consisted of 540 employees working in private hospitals in Istanbul.
Data were collected using a structured questionnaire comprising three sections: participants’ demographic
characteristics, the Employee Empowerment Scale, and the Employee Performance Scale. The findings
revealed that the Meaningfulness dimension had a positive and significant effect on employee performance,
whereas the Competence dimension had a negative effect. In addition, the Autonomy dimension positively
affected employee performance, while the Effectiveness dimension negatively affected it. These findings
indicate that employee empowerment should be evaluated as a multidimensional construct whose components
may have different relationships with performance. Accordingly, the results suggest that empowerment
practices should be assessed with attention to the distinct contribution of each dimension, rather than assuming
that all dimensions produce similar outcomes. For hospital managers seeking to improve workforce
performance, the findings highlight the importance of considering meaningfulness and autonomy alongside the
negative effects identified for competence and effectiveness within the study sample. Overall, the study
provides a basis for a more differentiated understanding of empowerment practices and their implications for
employee performance in private hospitals.
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Ozet: Bu calisma, personel yetkilendirmesinin calisan performansi iizerindeki etkilerini, farkli yetkilendirme
boyutlarinin  6zel hastanelerdeki ¢alisanlarin  performansiyla iligkilerini inceleyerek analiz etmeyi
amaglamaktadir. Bu kapsamda personel yetkilendirmesi; Anlamlilik, Yetkinlik, Ozerklik ve Etkinlik boyutlar:
iizerinden ele alinarak her bir boyutun calisan performansina katkisinin ayri ayri degerlendirilmesi
hedeflenmektedir. Boylece yetkilendirmenin performansla iliskisi, boyutlar arasindaki farkliliklart dikkate alan
bir cercevede incelenmektedir. Literatiir taramasi tiimdengelimli akil yiiriitme yaklasimiyla gelistirilmis,
aragtirmanin metodolojisi ise iligkisel tarama modeline dayandirilmistir. Arastirmanin  drneklemini
Istanbul’daki 6zel hastanelerde gorev yapan 540 calisan olusturmustur. Veriler, katilimcilarin demografik
ozellikleri, Personel Yetkilendirme Olcegi ve Calisan Performans Olgegi olmak iizere ii¢ boliimden olusan
yapilandirilmig bir anket araciligiyla toplanmistir. Bulgular, Anlamlilik boyutunun g¢alisan performansi
iizerinde pozitif ve anlamli bir etkiye sahip oldugunu, Yetkinlik boyutunun ise performansi negatif yonde
etkiledigini ortaya koymustur. Ayrica Ozerklik boyutunun g¢alisan performansin1 olumlu yonde etkiledigi,
Etkinlik boyutunun ise olumsuz yonde etkiledigi belirlenmistir. Elde edilen sonuclar, personel
yetkilendirmesinin, bilesenleri performansla farkli iligkiler gosterebilen ¢ok boyutlu bir yapr olarak
degerlendirilmesi  gerektigine igaret etmektedir. Bu dogrultuda yetkilendirme uygulamalarinin
degerlendirilmesinde biitiin boyutlarin benzer sonuglar doguracagi varsayimi yerine, her boyutun 6zgiil
katkisnin dikkate alinmasi 6nem tasimaktadir. Is giicii performansim gelistirmeyi hedefleyen hastane
yoneticileri acisindan bulgular, anlamlilik ve 6zerkligin olumlu etkileriyle birlikte, arastirma drnekleminde
yetkinlik ve etkinlik igin belirlenen olumsuz etkilerin de gz Oniinde bulundurulmasi gerektigini
gostermektedir. Caligma, 6zel hastanelerde yetkilendirme uygulamalarinin ve bu uygulamalarin ¢aligan
performansi agisindan sonuglariin boyutlar temelinde daha ayrintili anlasilmasina katki sunmaktadir.

Anahtar Kelimeler: Personel Yetkilendirmesi, Calisan Performansi, Ozel Hastaneler, Saglik Calisanlari,
Orgiitsel Davranis.
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Structured Abstract:

The subject of this study concerns the effects of employee empowerment on employee performance.
Employee empowerment reflects a participatory management approach by granting employees the authority to
make decisions and the opportunity to take on responsibility. Participatory management enhances the
performance of both employees and business managers, thereby contributing to the achievement of a
competitive advantage. In this context, the research questions for this study have been formulated as follows:
“Do employee empowerment practices affect employee performance?” and “Are there differences in the effect
of employee empowerment practices on employee performance across individuals in terms of demographic
variables?”

Following a review of the literature on the subject of this study, Mete et al. (2015), in their research
titled “An Examination of the Relationship between Employee Empowerment, Organizational Commitment
and Job Satisfaction Using a Structural Equation Model: A Study in the Tourism Sector”, it was found that
“Meaningfulness” and “Effectiveness” sub-dimensions of employee empowerment had a positive effect on job
satisfaction, while the Meaningfulness, Autonomy and Effectiveness dimensions had no effect on
organizational commitment. Karahan and Yilmaz (2011, p. 152), in their study titled “An Analysis of the
Relationships Between Organizational Learning, Employee Empowerment and Team Performance: A Study
in the Healthcare Sector”, determined that organizational learning has a strong positive effect on employee
empowerment. It has been established that organizational learning and empowerment positively affected
employee performance. Furthermore, it has been stated that the effect of organizational learning on the
Competence and Meaningfulness dimensions within empowerment is higher compared to other dimensions.

The population of the study comprises hospital staff working in private hospitals operating in Istanbul,
totaling 44,636 individuals. The assumptions in this study are as follows:

1. As the sample size for this study was determined using statistical tables, it is assumed that the
number of participants is representative of the population.

2. The fact that the scales used in this study have been widely employed in previous studies ensures
that the measurement tools are valid and reliable.

The limitations of this study are as follows:

1. The questionnaire used to collect data for this study is limited to the questions contained within
the ‘Demographic Data’, ‘Employee Empowerment’ and ‘Employee Performance’ scales.

2. The population of this study is limited to staff working in private hospitals operating in Istanbul.

The literature review section of this study was based on a ‘deductive approach’, while the
methodology section was prepared using the ‘relational screening model’. The study sample consisted of a
total of 540 individuals working in private hospitals operating in Istanbul. In determining the participants for
the study, the “Simple Random Sampling Method” was applied to ensure that everyone in the defined
population had an equal chance of participation. In this context, the questionnaire designed for the study
included five questions regarding the participants in the first section; the second section featured questions
from the “Employee Empowerment Scale” developed by Spreitzer (1995, p. 1460) and used in Akgiil’s (2019)
study. The scale, a 4-dimension, 12-item instrument in 5-point Likert format, offered the response options
“Strongly Agree”, “Agree”, “Undecided”, “Disagree”, and “Strongly Disagree”. The Kaiser-Meyer-Olkin
(KMO) value of the scale was 0.89, indicating excellent sampling adequacy, and the scale was found to be
highly reliable (Cronbach’s a = 0.856). In the third section, the “Employee Performance” questions developed
by Rahman and Bullock (2005) and used in the studies by Erdogan and Celik (2019) are included. This scale,
comprising one dimension and 6 questions and prepared using a 5-point Likert scale, offered participants the
response options “Strongly Agree”, “Agree”, “Undecided”, “Disagree” and “Strongly Disagree”. The KMO
value of this scale was 0.896, indicating excellent sampling adequacy, and the scale was found to be highly
reliable (Cronbach’s o = 0.916).

Research Hypotheses

H1: There is a relationship between employee empowerment practices and employee performance.
H1a: There is a relationship between the Meaningfulness of employee empowerment practices and
employee performance.

www.turkishstudies.net/economy



2558 Omer Faruk Sarkbay

H1b: There is a relationship between the Competence of employee empowerment practices and
employee performance.

Hlec: There is a relationship between the Autonomy of employee empowerment practices and
employee performance.

H1d: There is a relationship between the Effectiveness of employee empowerment practices and
employee performance.

H2: There are differences between individuals in terms of demographic variables regarding the effect
of employee empowerment practices on employee performance.

H2a: There are significant differences in the effects of employee empowerment practices on employee
performance according to employees' gender.

H2b: There are significant differences in the effects of employee empowerment practices on employee
performance according to employees' age.

H2c: There are significant differences in the effects of employee empowerment practices on employee
performance according to employees' educational level.

H2d: There are significant differences in the effects of employee empowerment practices on employee
performance according to employees' marital status.

H2e: There are significant differences in the effects of employee empowerment practices on employee
performance according to employees' length of service.

The data obtained from the survey were analyzed using the SPSS statistical software to perform
“Reliability”, “Frequency”, “Normality”, “t-Test and One-Way ANOVA”, “Correlation” and “Regression”
analyzes. The analyzes conducted in the study revealed that the “Meaningfulness” dimension has a positive
effect on “Employee Performance”, the “Competence” dimension has a negative effect on “Employee
Performance”, the “Autonomy” dimension has a positive effect on “Employee Performance”, and the

“Effectiveness” dimension has a negative effect on “Employee Performance”.

It has been concluded that organizations which support employee empowerment achieve significant
advantages in terms of higher performance levels, output volume, product quality, on-time delivery,
productivity and the effectiveness of completed work. Furthermore, it has been found that employee
empowerment optimizes employee performance, increases employee engagement and participation, facilitates
the delegation of authority, and improves performance. In this context, it is recommended that businesses
should increase motivational practices, employee empowerment activities and opportunities for personal
development to enhance employee performance; they should also support employees in utilizing their
authority, autonomy and initiative.

Including topics such as information technology, technological literacy, organizational culture,
motivation, global competition, risk management, decision-making techniques, and human resource
management within the scope of future studies, and defining the scope of practical research at urban, inter-
urban, regional, inter-regional, national, and international levels, could make significant contributions to the
field.

Keywords: Employee Empowerment, Employee Performance, Private Hospitals, Healthcare
Workers, Organizational Behavior.
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Résumé Structuré:

Le sujet de cette étude porte sur les effets de I’autonomisation des salariés sur leur performance.
L’autonomisation des salariés refléte une approche de gestion participative qui consiste a leur accorder le
pouvoir de prendre des décisions et la possibilité d’assumer des responsabilités. La gestion participative
améliore la performance tant des salariés que des dirigeants d’entreprise, contribuant ainsi a 1’obtention d’un
avantage concurrentiel. Dans ce contexte, les questions de recherche de cette étude ont été¢ formulées comme
suit : « Les pratiques d’autonomisation des salariés ont-elles une incidence sur leurs performances ? » et «
Existe-t-il des différences dans 1’effet des pratiques d’autonomisation des salariés sur leurs performances selon
les individus, en fonction de variables démographiques ? »

A la suite d’une revue de la littérature sur le sujet de cette étude, Mete et al. (2015), dans leur recherche
intitulée « An Examination of the Relationship between Employee Empowerment, 1’engagement
organisationnel et la satisfaction au travail a 1’aide d’un modéle d’équations structurelles : une étude dans le
secteur du tourisme », ont constaté que les sous-dimensions « sens » et « efficacité » de I’autonomisation des
employés avaient un effet positif sur la satisfaction au travail, tandis que les dimensions « sens », « autonomie
» et « efficacité » n’avaient aucun effet sur I’engagement organisationnel. Karahan et Yilmaz (2011, p. 152),
dans leur étude intitulée « Analyse des relations entre 1’apprentissage organisationnel, 1’autonomisation des
salariés et la performance d’équipe : une étude dans le secteur de la santé », ont déterminé que 1’apprentissage
organisationnel avait un effet positif marqué sur I’autonomisation des salariés. Il a été établi que I’apprentissage
organisationnel et 1’autonomisation avaient une incidence positive sur la performance des salariés. De plus, il
a été indiqué que I’effet de I’apprentissage organisationnel sur les dimensions « Compétence » et « Sens » au
sein de I’autonomisation est plus important que sur les autres dimensions.

La population étudiée est constituée du personnel hospitalier travaillant dans des hopitaux privés situés
a Istanbul, soit un total de 44 636 personnes. Les hypothéses de cette étude sont les suivantes :

1. La taille de I’échantillon ayant été déterminée a 1’aide de tableaux statistiques, on suppose que le
nombre de participants est représentatif de la population.

2. Le fait que les échelles utilisées dans cette étude aient été largement employées dans des études
antérieures garantit la validité et la fiabilité des outils de mesure.

Les limites de cette étude sont les suivantes :

1. Le questionnaire utilisé pour collecter les données de cette étude se limite aux questions figurant
dans les échelles « Données démographiques », « Autonomisation des employés » et « Performance des
employés ».

2. La population de cette étude se limite au personnel travaillant dans des hopitaux privés situés a
Istanbul.

La partie « revue de la littérature » de cette étude s’est appuyée sur une « approche déductive », tandis
que la partie « méthodologie » a été élaborée a I’aide du « modele de criblage relationnel ». L’échantillon de
I’étude était composé d’un total de 540 personnes travaillant dans des hdpitaux privés situés a Istanbul. Pour
sélectionner les participants a 1’étude, la « méthode d’échantillonnage aléatoire simple » a été appliquée afin
de garantir que chaque membre de la population définie ait une chance égale de participer. Dans ce contexte,
le questionnaire congu pour I’étude comprenait, dans sa premicre partie, cinq questions concernant les
participants ; la deuxiéme partie comportait des questions issues de 1’« Echelle d’autonomisation des employés
» développée par Spreitzer (1995, p. 1460) et utilisée dans 1’étude d’ Akgiil (2019). Cette échelle, un instrument
a quatre dimensions et douze items sous forme d’échelle de Likert a cinq points, proposait les options de
réponse suivantes : « Tout a fait d’accord », « D’accord », « Indécis », « Pas d’accord » et « Pas du tout d’accord
». La valeur KMO (Kaiser-Meyer-Olkin) de I’échelle était de 0,89, ce qui indique une excellente adéquation
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de I’échantillon, et I’échelle s’est révélée hautement fiable (o0 de Cronbach = 0,856). La troisiéme section
comprend les questions relatives a la « performance des employés » élaborées par Rahman et Bullock (2005)
et utilisées dans les études d’Erdogan et Celik (2019). Cette échelle, composée d’une dimension et de 6
questions et ¢laborée a 1’aide d’une échelle de Likert a 5 points, proposait aux participants les options de
réponse suivantes : « Tout a fait d’accord », « D’accord », « Indécis », « Pas d’accord » et « Pas du tout d’accord
». La valeur KMO de cette échelle était de 0,896, ce qui indique une excellente adéquation de I’échantillon, et
I’échelle s’est révélée hautement fiable (a de Cronbach = 0,916).

Hypotheéses de recherche

H1 : Il existe une relation entre les pratiques d’autonomisation des employés et la performance des
employés.

H1a : Il existe une relation entre le caractére significatif des pratiques d’autonomisation des employés
et la performance des employés.

H1b : Il existe une relation entre la compétence des pratiques d’autonomisation des employés et la
performance des employés.

Hlec : 1l existe une relation entre 1’autonomie des pratiques d’autonomisation des employés et la
performance des employés.

H1d : Il existe une relation entre ’efficacité des pratiques d’autonomisation des employés et la
performance des employés.

H2 : Il existe des différences entre les individus en termes de variables démographiques concernant
I’effet des pratiques d’autonomisation des employés sur la performance des employés.

H2a : Il existe des différences significatives dans les effets des pratiques d’autonomisation des salariés
sur leurs performances en fonction du sexe des salariés.

H2b : Il existe des différences significatives dans les effets des pratiques d’autonomisation des salariés
sur leurs performances en fonction de 1’age des salariés.

H2c : Il existe des différences significatives dans les effets des pratiques d’autonomisation des salariés
sur leurs performances en fonction du niveau d’études des salariés.

H2d : Il existe des différences significatives dans les effets des pratiques d’autonomisation des salariés
sur leurs performances en fonction de leur situation matrimoniale.

H2e : 1l existe des différences significatives dans les effets des pratiques d’autonomisation des
employés sur leurs performances en fonction de leur ancienneté.

Les données issues de I’enquéte ont été analysées a 1’aide du logiciel statistique SPSS afin de réaliser
des analyses de « fiabilité », de « fréquence », de « normalité », de « test t et ANOVA a un facteur », de «
corrélation » et de « régression ». Les analyses menées dans le cadre de cette étude ont révélé que la dimension
« Sens » a un effet positif sur la « Performance des salariés », que la dimension « Compétence » a un effet
négatif sur la « Performance des salariés », que la dimension « Autonomie » a un effet positif sur la «
Performance des salariés » et que la dimension « Efficacité » a un effet négatif sur la « Performance des salariés
».

Il a été conclu que les organisations qui favorisent 1’autonomisation des salariés obtiennent des
avantages significatifs en termes de niveaux de performance plus ¢levés, de volume de production, de qualité
des produits, de respect des délais de livraison, de productivité et d’efficacité du travail accompli. En outre, il
a été constaté que I’autonomisation des salari¢s optimise leurs performances, renforce leur engagement et leur
participation, facilite la délégation de pouvoirs et améliore les résultats. Dans ce contexte, il est recommandé
aux entreprises de multiplier les pratiques de motivation, les activités d’autonomisation des salariés et les
opportunités de développement personnel afin d’améliorer les performances de ces derniers ; elles devraient
également les aider a mettre a profit leur autorité, leur autonomie et leur esprit d’initiative.

L’intégration de thémes tels que les technologies de I’information, la culture technologique, la culture
organisationnelle, la motivation, la concurrence mondiale, la gestion des risques, les techniques de prise de
décision et la gestion des ressources humaines dans le champ des études futures, ainsi que la définition du
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champ de la recherche pratique aux niveaux urbain, interurbain, régional, interrégional, national et
international, pourraient apporter des contributions significatives a ce domaine.

Mots-clés: Autonomisation des employés, Performance des employés, Hopitaux privés,
Professionnels de santé¢, Comportement organisationnel.

Resumen Estructurado:

El tema de este estudio se centra en los efectos de la autonomizacion de los empleados sobre su
rendimiento. La autonomizacion de los empleados refleja un enfoque de gestion participativa, al otorgar a los
empleados la autoridad para tomar decisiones y la oportunidad de asumir responsabilidades. La gestion
participativa mejora el rendimiento tanto de los empleados como de los directivos de la empresa, contribuyendo
asi a la consecucion de una ventaja competitiva. En este contexto, las preguntas de investigacion de este estudio
se han formulado de la siguiente manera: «;Influyen las practicas de empoderamiento de los empleados en su
rendimiento?» y «;Existen diferencias en el efecto de las practicas de empoderamiento de los empleados sobre
su rendimiento entre los distintos individuos en funcién de variables demograficas?»

Tras una revision de la bibliografia sobre el tema de este estudio, Mete et al. (2015), en su
investigacion titulada «An Examination of the Relationship between Employee Empowerment, el compromiso
organizacional y la satisfaccion laboral mediante un modelo de ecuaciones estructurales: un estudio en el sector
turisticon, se constaté que las subdimensiones «Significado» y «Eficacia» del empoderamiento de los
empleados tenian un efecto positivo en la satisfaccion laboral, mientras que las dimensiones «Significado»,
«Autonomia» y «Eficacia» no tenian ningtn efecto sobre el compromiso organizacional. Karahan y Yilmaz
(2011, p. 152), en su estudio titulado «Analisis de las relaciones entre el aprendizaje organizativo, el
empoderamiento de los empleados y el rendimiento del equipo: un estudio en el sector sanitario», determinaron
que el aprendizaje organizativo tiene un fuerte efecto positivo sobre el empoderamiento de los empleados. Se
ha establecido que el aprendizaje organizativo y el empoderamiento influyeron positivamente en el rendimiento
de los empleados. Ademas, se ha sefialado que el efecto del aprendizaje organizativo sobre las dimensiones de
«Competencia» y «Sentido» dentro del empoderamiento es mayor en comparacion con otras dimensiones.

La poblacion del estudio estd compuesta por el personal de hospitales privados que operan en
Estambul, con un total de 44 636 personas. Las hipdtesis de este estudio son las siguientes:

1. Dado que el tamafio de la muestra para este estudio se determiné utilizando tablas estadisticas, se
supone que el nimero de participantes es representativo de la poblacion.

2. El hecho de que las escalas utilizadas en este estudio se hayan empleado ampliamente en estudios
anteriores garantiza que las herramientas de medicion sean validas y fiables.

Las limitaciones de este estudio son las siguientes:

1. El cuestionario utilizado para recopilar datos para este estudio se limita a las preguntas incluidas en
las escalas «Datos demograficos», «Empoderamiento de los empleados» y «Rendimiento de los empleados».

2. La poblacioén de este estudio se limita al personal que trabaja en hospitales privados con actividad
en Estambul.

La seccion de revision bibliografica de este estudio se basé en un «enfoque deductivoy», mientras que
la seccion de metodologia se elabor¢é utilizando el «modelo de cribado relacional». La muestra del estudio
estuvo compuesta por un total de 540 personas que trabajaban en hospitales privados de Estambul. A la hora
de seleccionar a los participantes en el estudio, se aplico el «método de muestreo aleatorio simple» para
garantizar que todas las personas de la poblacion definida tuvieran las mismas posibilidades de participar. En
este contexto, el cuestionario disefiado para el estudio incluia cinco preguntas relativas a los participantes en
la primera seccion; la segunda seccion contenia preguntas de la «Escala de empoderamiento de los empleados»
desarrollada por Spreitzer (1995, p. 1460) y utilizada en el estudio de Akgiil (2019). La escala, un instrumento
de cuatro dimensiones y 12 items en formato Likert de 5 puntos, ofrecia las opciones de respuesta «Totalmente
de acuerdo», «De acuerdo», «Indeciso», «En desacuerdo» y «Totalmente en desacuerdoy. El valor de Kaiser-
Meyer-Olkin (KMO) de la escala fue de 0,89, lo que indica una excelente adecuacion muestral, y se comprobo
que la escala era altamente fiable (o de Cronbach = 0,856). En la tercera seccion se incluyen las preguntas
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sobre «Rendimiento de los empleados» elaboradas por Rahman y Bullock (2005) y utilizadas en los estudios
de Erdogan y Celik (2019). Esta escala, compuesta por una dimension y seis preguntas y elaborada utilizando
una escala de Likert de cinco puntos, ofrecia a los participantes las opciones de respuesta «Totalmente de
acuerdo», «De acuerdoy, «Indeciso», «En desacuerdo» y «Totalmente en desacuerdoy. El valor KMO de esta
escala fue de 0,896, lo que indica una excelente adecuacion muestral, y se comprobd que la escala era altamente
fiable (a de Cronbach = 0,916).

Hipétesis de investigacion

H1: Existe una relacion entre las practicas de empoderamiento de los empleados y el rendimiento de
los empleados.

Hl1a: Existe una relacion entre la «significatividad» de las practicas de empoderamiento de los
empleados y el rendimiento de los empleados.

H1b: Existe una relacion entre la competencia de las practicas de empoderamiento de los empleados
y el rendimiento de los empleados.

Hle: Existe una relacion entre la autonomia de las practicas de empoderamiento de los empleados y
el rendimiento de los empleados.

H1d: Existe una relacion entre la eficacia de las practicas de empoderamiento de los empleados y el
rendimiento de los empleados.

H2: Existen diferencias entre los individuos en cuanto a las variables demograficas en relacion con el
efecto de las practicas de empoderamiento de los empleados sobre el rendimiento de los empleados.

H2a: Existen diferencias significativas en los efectos de las practicas de empoderamiento de los
empleados sobre su rendimiento en funcion del género de los empleados.

H2b: Existen diferencias significativas en los efectos de las practicas de empoderamiento de los
empleados sobre su rendimiento en funcion de la edad de los empleados.

H2c: Existen diferencias significativas en los efectos de las practicas de empoderamiento de los
empleados sobre su rendimiento en funcién del nivel educativo de los empleados.

H2d: Existen diferencias significativas en los efectos de las practicas de empoderamiento de los
empleados sobre su rendimiento en funcién del estado civil de los empleados.

H2e: Existen diferencias significativas en los efectos de las practicas de empoderamiento de los
empleados sobre su rendimiento en funcién de su antigliedad en la empresa.

Los datos obtenidos de la encuesta se analizaron utilizando el software estadistico SPSS para realizar
analisis de «fiabilidad», «frecuencia», «normalidad», «prueba t y ANOVA unidireccional», «correlacion» y
«regresiony. Los analisis realizados en el estudio revelaron que la dimension «Significado» tiene un efecto
positivo sobre el «KRendimiento de los empleadosy, la dimension «Competencia» tiene un efecto negativo sobre
el «Rendimiento de los empleados», la dimension «Autonomia» tiene un efecto positivo sobre el «Rendimiento
de los empleados» y la dimension «Eficacia» tiene un efecto negativo sobre el «Rendimiento de los
empleados».

Se ha concluido que las organizaciones que apoyan la capacitacion de los empleados logran ventajas
significativas en términos de mayores niveles de rendimiento, volumen de produccion, calidad del producto,
cumplimiento de los plazos de entrega, productividad y eficacia del trabajo realizado. Ademas, se ha constatado
que el empoderamiento de los empleados optimiza su rendimiento, aumenta su compromiso y participacion,
facilita la delegacion de autoridad y mejora el rendimiento. En este contexto, se recomienda que las empresas
aumenten las practicas motivacionales, las actividades de empoderamiento de los empleados y las
oportunidades de desarrollo personal para mejorar el rendimiento de los empleados; asimismo, deberian apoyar
a los empleados a la hora de ejercer su autoridad, autonomia e iniciativa.

Incluir temas como las tecnologias de la informacion, la alfabetizacion tecnolodgica, la cultura
organizativa, la motivacion, la competencia global, la gestién de riesgos, las técnicas de toma de decisiones y
la gestion de recursos humanos en el ambito de futuros estudios, asi como definir el alcance de la investigacion
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practica a nivel urbano, interurbano, regional, interregional, nacional e internacional, podria suponer una
contribucion significativa a este campo.

Palabras clave: Empoderamiento de los empleados, Rendimiento de los empleados, Hospitales
privados, Trabajadores sanitarios, Comportamiento organizativo.
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CrpykrypupoBanHoe Pe3iome:

[IpeamMeToM HaHHOTO UCCIEAOBaHMS ABISAETCA BIUSHHE PACIIUPEHHs TOJHOMOYHN COTPYAHUKOB Ha
ux 3dexTHBHOCTH. PaciimpeHne moJiHOMOYHI COTPYIHMKOB OTPaXKaeT ITOAXO0/ K YIPaBISHUIO, OCHOBAHHBIH
Ha y4acTHH, KOTOPHI 3aKII0UaeTCs B IPEAOCTABICHUN COTPYIHIKAM MOJTHOMOYHUH M0 IPUHATHIO pEIIeHUH 1
BO3MOXKHOCTH OpaTh Ha ce0s OTBETCTBEHHOCTh. YIIPaBJICHHE, OCHOBAHHOE HA YYacTHH, IIOBBIIIACT
3 PEeKTUBHOCT, KaK COTPYJHHKOB, TaK M PYKOBOAWTEJEH NPENNpUsITHH, TeM CaMbIM CIOCOOCTBYS
JIOCTIDKEHUIO KOHKYPEHTHOTO NPENMYINECTBa. B 3TOM KOHTEKCTe HCCIIe0BATEIbCKIE BOTIPOCHI IS TaHHOTO
uccieoBanusl ObuUTH  CHOPMYNIUPOBAHBI CIEAYIOIIUM o0OpazoM: «BJMSIOT 1M NPakTUKU pacUIMpeHHs
MOJTHOMOYHMH COTPYJHHUKOB Ha MX 3(¢GeKTUBHOCTE?» U «CyIIECTBYIOT JIM PAa3IM4Ms B BIMSHUM NPaKTHK
pacmmpeHus IOJHOMOYMH COTPYIHMKOB HAa WX 3(GQEKTHBHOCTh B 3aBUCHMOCTH OT JIE€MOTPa(UUECKHX
HEPEMEHHBIX ?7»

[ocne 0630pa mMUTEpaTypHI IO TeMe JaHHOTO uccienoBanus Mete u ap. (2015) B cBoeit pabote moj
Ha3BaHHEM «AHAIIN3 B3aUMOCBA3M MEXIY pAaCHIMPEHUEM IOJHOMOYUM COTPYAHUKOB, OPraHM3allMOHHOU
NPUBEP)KEHHOCTH M Y/IOBJIETBOPEHHOCTH pabOTON C HCIOJIb30BAaHUEM MOJIENM CTPYKTYPHBIX YpaBHEHHH:
ucciefoBanne B chepe Typusma» OBUIO yCTAHOBIEHO, YTO ITOJKOMIIOHEHTHl <«3HAYHNMOCTB» H
«3(eKTUBHOCTEY pPACIIMPEHHS TOJTHOMOYHMH COTPYIHHUKOB OKAa3bIBAIOT MOJOXHUTEIBHOE BIHMSIHAE Ha
YAOBIETBOPEHHOCTh paboTOl, B TO BpeMs KaKk KOMIIOHEHTHl «3HAYMMOCTB», «aBTOHOMHS» W
«3)HEKTHBHOCTL) HE OKA3bIBAIOT BJIMSHHS HA OPraHW3aLMOHHYIO NpHBEpXKeHHOCTh. Kapaxan u MbiiMas
(2010, c. 152) B cBOEM HCCIIeIOBAaHHUH I10]] HAa3BAaHHUEM «AHAIHM3 B3aUMOCBS3EH MEXIy OpTraHW3allMOHHBIM
0o0ydeHneM, pacIMpeHUEM MTOTHOMOYNN COTPYTHUKOB ¥ () (PEKTUBHOCTHIO PaOOTHI KOMaH/Ibl: UCCIICIOBAHKE
B CEKTOpE 3ApaBOOXPAHEHMS» YCTAHOBHIHM, 4YTO OpraHU3allMOHHOE OOyYeHHe OKa3bIBaeT CHJIBbHOE
MOJIOXKUTENBHOE BIMSHUE HAa PACIIUPEHUE NOJHOMOYMHA COTPYAHHMKOB. bBBUIO yCTaHOBIEHO, UTO
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OpraHu3aIoHHOe 00yUeHNE U pacIIupeHHe IIOTHOMOYH MTOJIOKHUTEIHHO BIUAIOT HA 3()(HEeKTUBHOCTH PabOTHI
COTpyAHHKOB. Kpome TOro, OBIIO OTMEYEHO, YTO BIHMSHHE OPTaHU3AaLMOHHOTO OOy4YEeHHs Ha KOMIIOHECHTHI
«KomMnereHTHOCTEY U «CMBICIIOBas 3HAUUMOCTD» B PAMKaxX PacIIMPEeHHs HOJHOMOYHH BBIIIE 110 CPaBHCHHUIO
C IPYTUMH KOMIIOHEHTaMH.

Brifopka nccrnenoBaHus BKIIIOYAET COTPYAHHUKOB YaCTHBIX OONBHUIL, padortatommx B CramOyre, B
o0meit cmoxkHOCTH 44 636 YenoBek. B maHHOM HCCiIeIOBaHUH CAeTaHbl CISIYIOIINe TOMYIICHHS:

1. HOCKOJ’ILKy pasMep BBIGOpKH JJIA JaHHOT'O HCCJICAO0OBAaHUA OBLI OIPCACIICH C HUCIOJb30BAHUCM
CTaTUCTHYCCKUX Ta6J'H/IIl, npeanojara€rcsa, 4Yro 4YUCJIO YYAaCTHUKOB SABJIACTCA PCHPE3CHTATUBHBIM JIA
reHepam,Hoﬁ COBOKYITHOCTH.

2. Tor (1)aKT, YTO MIKaJIbl, UCIIOJIb30BAHHLIC B JAaHHOM HCCJICAOBAHWU, IMHUPOKO MPUMCHSJIUCH B
MNpeAbIAYIIUX UCCICAOBAHUAX, TAPAHTUPYET BAJIMJIHOCTD U HAICKHOCTL HHCTPYMECHTOB U3MEPCHUS.

OI‘paHI/I‘IeHI/IH JaHHOT'O UCCJICAOBAHUS 3aKIIIOYAI0OTCA B CJICAYIOMICM:

1. AHKeTa, NCTIONB30BaHHAS IS cOOpa JAHHBIX B PaMKax JaHHOTO MCCIIEAOBAHUS, OTPAHIMINBACTCS
BOIIPOCAMH, COAEpXalMMUCA B mmKainax «J/lemorpaduueckne maHHble», «PacimmpeHne HOITHOMOYHH
COTPYITHHUKOB» B «D()(HEKTUBHOCTH PAOOTHI COTPYIHUKOBY.

2. BeiOOpoUHas COBOKYITHOCTh JAHHOTO MCCJICOBAHUS OTPAHUYMBACTCS TIEPCOHATIOM, PAOOTAIOIIUM
B 4acTHHIX OonbHUIaX CtamOya.

Paznen ob630pa smTepaTypbl B JaHHOM HCCIIEJOBAaHWM ObII OCHOBaH Ha «ICAYKTHBHOM ITOJXOJE»,
TOT/a KaK pa3fiesl MeTOAOJIOTHH ObUT MOATOTOBJIEH C UCIIONB30BAaHHUEM «MOJIETH PENISLUOHHOTO CKPUHHUHTAY.
Bri0opka mccieoBaHus cocTosIa B 001IeiH clioxkHoCTH U3 540 4enoBek, paboTaloIuX B YaCTHBIX OOJIBHUIIAX
CramoOyna. Ilpu ompenescHUH YYaCTHHKOB HCCIICAOBAHHS OBUI MPHUMEHEH «METOJ MPOCTOH Ciy4aiHOU
BBIOOPKM», 4YTOOBI OOECIEeYHTh paBHbIC IIAHCHI HA Y4YacTHE Uil BCEX IPEACTaBHUTENCH ONpelesieHHON
COBOKYIHOCTH. B 3TOM KOHTEKCTe aHKeTa, pa3paboTaHHas Ul UCCIIEOBaHMs, BKIIOYaJia B IEPBOM pa3Jiene
ISITh BOIIPOCOB, KACAIOUIMXCS yYaCTHUKOB; BO BTOPOM pa3zelsie ObIIIM IpelCcTaBiIeHb! BOpockl n3 «lllkais
pacIpeHus HOJTHOMOYHIA COTPYIHUKOBY, pa3padboTtanHoi CrpeiinepoM (1995, c. 1460) u ncmons30BaHHOM B
uccnepoBaand Akrions (2020, c. 798). Ilkama, mpencrasisromas coboit 4-MepHBIE HHCTPYMEHT w3 12
IYHKTOB B (hopmarte 5-6armnpHOH mkansl Jlalikepra, mpesarana ciaeyomne BapHaHThl 0TBETOB: «I10JIHOCTBIO
cornmacen», «Cormacen», «He omnpenemmncs», «He cormacen» n «IlomHocThio He coryaceH». 3HavyeHHE
koapdunuenra Kaiizepa-Meiiepa-Onkmra (KMO) mns mkanel coctasmio 0,89, 4TO CBHIOETENBCTBYET 00
OTIIMYHON aJEeKBAaTHOCTU BBIOOPKM, a HAJEXHOCTh IIKaNbl ObUIa IMPHU3HAHA BBICOKOW (KOX(QdHIMEHT o
Kponbaxa = 0,856). B Tpetnii paszaen BKIIOYCHBI BOIPOCHI M0 «DPPEKTUBHOCTH PabOTHI COTPYIHUKOBY,
paspabortannelie PaxmanoM u bammoxom (2005) u ucmosib30BaHHBIE B UCCIENOBaHUAX DproraHa u Yenuka
(2020, c. 798). HdaHHas mIKaja, COCTOSIIAs W3 OJHOTO HM3MEpPeHHs M 6 BOMPOCOB M IIOCTPOCHHAs C
HCTIONB30BaHUeM S-OamnpHON mikaie! Jlaifkepra, mpeanarana yyaCTHUKaM CIIEAYIOIINE BAPHAHTHI OTBETOB:
«ITomnocteio cormacen», «Cornacen», «He ompenemmics», «He cormacen» u «IlogHOCTBIO HE cOTlacen.
3rageane KMO mms stoit mkanbel cocraBmio 0,896, 4To CBHACTENHCTBYET 00 OTIMYHON aJeKBATHOCTU
BEIOOPKH, a HaJIS)KHOCTD IIKAJIBI OblIa IIPHU3HaHa BRICOKOU (KoadumueHT anbdpa Kporbaxa = 0,916).

HccaenoBaTeabcKue runoTe3bl

H1: CymecTtByer B3aMMOCBS3b MEXIY NPAKTHKAMH PACIIMPEHHs MOJHOMOYHI COTPYAHHKOB H
3(h(HeKTHBHOCTBIO HX PabOTEHI.

Hla: CymiecTByeT B3aWMOCBSI3b MEXAY 3HAYUMOCTBIO TPAKTHK PACHIMPEHUS IMOJHOMOYHI
COTPYIHUKOB U 3PPEKTUBHOCTHIO X PAOOTEHI.

H1b: CymectByeT B3aUMOCBS3b MEXIY KOMIIETEHTHOCTHIO MPAKTHK PACIIUPEHUS ITOJHOMOYNH
COTPYHUKOB U P€3YJIbTATUBHOCTBIO COTPYIHUKOB.

Hlec: CymecTtByeT B3amMOCBSA3b MEXAYy ABTOHOMHOCTBIO TPAKTHK PACHIMPEHHS ITOJTHOMOYHI
COTPYIHUKOB U P€3YJIbTATUBHOCTBIO COTPYIHUKOB.

H1d: CymectByer B3amMocBsA3b MexAy 3(P(EKTHBHOCTHIO NPAKTHK PaCHIMPEHHs IOJTHOMOYMI
COTPYIHUKOB U PE3YIbTaTUBHOCTHIO COTPYTHUKOB.
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H2: CymecTByloT pa3nuuust MEXIy OTIACIbHBIMH COTPYAHHKAMH IO JeMOrpauIecKuM
MEPEMEHHBIM B OTHOUICHHM BIHMSHHUS TPAKTHK pACIIMPEHHS IOJTHOMOYHMH COTPYJHHKOB Ha HX
PE3yIbTaTUBHOCTb.

H2a: CymiecTByloT 3HAa49MMBIE pPa3iW4Ws B BIWSHUU TPAKTHK PACIIMPEHHS ITOJHOMOYHH
COTPYIHHKOB Ha UX PE3yIbTaTHBHOCTH B 3aBUCHMOCTH OT I10JIa COTPYTHHUKOB.

H2b: CymecTByoT 3HauMMbBIC pa3NIUYUsl B BIWSHUM NPAKTHK PACHIMPEHHS IOJIHOMOYHIM
COTPYIHUKOB Ha UX PE3yIbTaTUBHOCTH B 3aBUCHMOCTH OT BO3PAacTa COTPYIHUKOB.

H2c: CyIHeCTByIOT 3HAYMMbIC pas3jinivusag B BJIHUAHUKU TPAKTUK PACIIUPCHUA MMOJITHOMOYHM
COTPYAHUKOB Ha UX PE3YJIbTATUBHOCTDH B 3aBUCUMOCTH OT YPOBHA 06pa3OBaHI/IH COTPYAHUKOB.

H2d: CyIHeCTByIOT 3HAYMMbIC pas3jindusag B BJIUIHUNU MPAKTUK PaCIIUPCHUA MOJTHOMOYMI
COTPYAHUKOB Ha UX PE3YJIbTATUBHOCTH B 3aBUCUMOCTH OT CEMEIHOrO0 MOJIOKEHUS COTPYAHUKOB.

H2e: CymecTBylOT 3HA4YMMbIE pAa3JIMUUsi B BIMSHUM TPAKTUK PACHIMPEHUS ITOJHOMOYHH
COTpPYHHKOB Ha NX IPOU3BOIUTEILHOCTD B 3aBHCUMOCTH OT CTaXa PaOOTHI COTPY/THUKOB.

JlaHHBIC, TONY4YeHHBIE B XOAE ONpoca, OBUIM MNPOAHAIU3HPOBAHBl C  HCIIOJIB30BAHHEM
CTATHCTUYECKOTO MPOrpaMMHOro obecriedeHust SPSS 1 poBeIeHHs aHATTH30B «HAJCKHOCTI, «9aCTOTHI»,
«HOPMaNIBHOCTH», «t-KpUTepHUs M OAHOGMAKTOPHOIO IUCHEPCHOHHOTO aHAlHM3a», «KOPPEAHU» |
«perpeccun». IIpoBeEHHBIE B paMKax HCCICIOBAHUS aHAJIHM3Bl MOKa3allM, 4TO H3MepeHHe «CMBICIIoBas
3HAYMMOCTE)» OKa3bIBaeT IOJOKHUTENbHOE BIHMSHHE Ha «Pe3ylbTaTHBHOCTH COTPYAHHKOB», H3MEPCHHUE
«KoMmmeTeHTHOCTEY — OTpHLATENIbHOE, N3MEpPEHHUE «ABTOHOMHOCTB» — TIOJIOKHTEIFHOE, a M3MEpECHUE
«OddexTHBHOCT» — OTpHUIATENBLHOE.

Bbu1 cenaH BBIBOJ, YTO OpraHU3ally, MOAJEPKUBAIOLINE pacIIMpeHUE OJTHOMOYHH COTPYAHUKOB,
JOCTUTAIOT 3HAYUTENIBHBIX IPEHMYILIECTB B IUIaHe 0ojiee BBICOKUX ypPOBHEH MPOM3BOIUTENBHOCTH, 00beMa
BBIITyCKaeMOil MPOAYKIINH, KaueCTBa MPOYKIUH, CBOEBPEMEHHOCTH [TOCTAaBOK, IPOU3BOIUTEILHOCTH TPY/ia U
3¢ GEKTUBHOCTH BBINOJHEHHON paboThl. Kpome Toro, OBIIIO yCTaHOBJIEHO, YTO PACIIMPCHUE MTOTHOMOYHUH
COTPYTHHKOB ONTHMH3HPYET UX PE3YIbTaTUBHOCTH, IIOBBIIIAECT BOBJICUCHHOCTh H aKTHBHOCTh COTPYIHUKOB,
obJyier4aeT [eNernpoBaHUE ITOJHOMOYMIM M yIydmIaeT MOKAa3aTelH JESATENbHOCTH. B 3TOM KOHTEKCTe
NPEANPUATHIM PEKOMEHJyeTCsS PACIIUPATh MOTHBAIMOHHBIE INPAKTHUKH, MEPOIPUATHSA IO PACIIMPEHHIO
MOJTHOMOYHMH COTPYJHHKOB M BO3MOXXHOCTH JJISI JIMYHOCTHOTO Pa3BUTHS C IENBIO TOBBIMICHHS
PE3YNBTaTUBHOCTH COTPYJHHUKOB; MM TaKKe CIIEIyeT IOAJNECP)KUBATh COTPYAHHKOB B HCIIOJIB30BAHUM HX
MOJTHOMOYHH, aBTOHOMUH U HHUIIHATHBEI.

Britoyenue B chepy OyAyIIMX HCCIACIOBAHUN TaKUX TeM, KaKk HH()OPMAIIMOHHBIC TEXHOJIOIHHU,
TEXHOJIOTHYECKAsi TPAaMOTHOCTh, OPraHM3alMOHHAS KyJIbTypa, MOTHBAIMA, TJ00aqbHAass KOHKYPEHIHS,
YIOpaBJICHHUE PUCKAMH, METOJbI MPHHSATUS PEIICHUN U YIpaBICHHE YCIIOBCUCCKUMH PECypcaMH, a TaKke
ompeneneHue chepbl MPAKTHYSCKUX KCCIACIOBAHUN Ha TOPOJCKOM, MEXKIOPOJCKOM, PETHOHAIBHOM,
MEKPETHOHAILHOM, HAIIMOHAIHLHOM W MEKIYHAPOIHOM YPOBHSX, MOXKET BHECTH 3HAYUTENILHBIA BKJIAI B
JAHHYIO 00JIacTh.

KaioueBble cii0Ba: paciipeHne IOJHOMOYHI COTPYTHUKOB, () (EKTUBHOCTE pabOTHI COTPYIHUKOB,
YJacTHbIE OOJILHUIIBI, PAOOTHHUKH 3/IpaBOOXPAHEHNS, OPTaHU3AOHHOE TIOBEJICHHE.

s -

39 YT BT fOvy HHAIR! TG0 F FHAR! Y= W UHEl 9 Fafdd g1 HAR!
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TGS Tlaagdl R A6 &1 I TR T WRTHS THIHRU AISd BT ITINT Hd gU:
e & W U S1eqaT, U8 UT T 3 AR} weifaaeRor & srfguidr 3R ruyTa=iierdr Iu- AT
WWﬁH@f@WWHWW i srigufdr, TR SR wHTaRiiadr S &1
TS YTl TR BI8 UHTT Tl UST| dRaM 3R Rt (2010, G, 152), 7 30 &0 "HTSATEHD
e, SRt gRIfdad-ur ok A UexiF & ofa el &1 fazeyor: ey da1 89 & U sreagae § g
fuffea foan i Tre-rere dhan &1 HHaR! IRfGaHRU IR T Aolgd YhRIAS YHE ISdl 81 I8
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¥, R a1 T 44,636 §1 39 31ea & AIIATE 9 UHR &:

1. I ST T & foIT AT SMHR ARHAB I ATTTBI3M BT STANT B (iR fam 7T o,
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Yapilandirilmis Ozet:

Bu ¢aligmanin konusu, ¢aligsanlarin yetkilendirilmesinin ¢aligan performansina etkileridir. Calisanlarin
yetkilendirilmesi, ¢aliganlara karar verme yetkisi ve sorumluluk iistlenme firsati taniyarak katilimei bir yonetim
yaklagimini yansitmaktadir. Katilimci yonetim, hem calisanlarin hem de isletme yoneticilerinin performansini
artirarak rekabet avantaji elde edilmesine katkida bulunur. Bu baglamda, bu ¢alismanin arastirma sorulari su
sekilde formiile edilmistir: “Calisan yetkilendirme uygulamalari, ¢alisgan performansini etkiler mi?” ve
“Calisan yetkilendirme uygulamalarinin ¢alisan performansi iizerindeki etkisinde, demografik degiskenler
acisindan bireyler arasinda farkliliklar var midir?”

Bu caligmanin konusuna iliskin literatiir taramasinin ardindan, Mete ve ark. (2015), “Calisan
Yetkilendirme, Orgiitsel Baghlik ve Is Tatmini Arasindaki iliskinin Yapisal Esitlik Modeli Kullanilarak
Incelenmesi: Turizm Sektoriinde Bir Calisma” baslikli arastirmalarinda, calisan yetkilendirmesinin
“Anlamlilik” ve “Etkinlik” alt boyutlarinin is tatmini {izerinde olumlu bir etkiye sahip oldugu, buna karsin
Anlamlilik, Ozerklik ve Etkinlik boyutlarinin 6rgiitsel baglilik iizerinde herhangi bir etkiye sahip olmadig
bulunmugtur. Karahan ve Yilmaz (2011, s. 152), “Orgiitsel Ogrenme, Calisan Yetkilendirme ve Takim
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Performansi Arasindaki iliskilerin Analizi: Saghk Sektdriinde Bir Calisma” bashkli ¢alismalarinda, drgiitsel
ogrenmenin ¢alisan yetkilendirme {izerinde giiclii bir olumlu etkiye sahip oldugunu belirlemislerdir. Orgiitsel
o6grenme ve yetkilendirmenin ¢alisan performansini olumlu yonde etkiledigi tespit edilmistir. Ayrica, orgiitsel
O6grenmenin, yetkilendirme igindeki Yeterlilik ve Anlamlilik boyutlar: {izerindeki etkisinin diger boyutlara
kiyasla daha yiiksek oldugu belirtilmistir.

Caligmanin evreni, Istanbul’da faaliyet gosteren 6zel hastanelerde calisan hastane personelinden
olugmakta olup, toplam 44.636 kisiden meydana gelmektedir. Bu ¢alismadaki varsayimlar sunlardir:

1. Bu g¢alismanin 6rneklem biiyiikliigi istatistiksel tablolar kullanilarak belirlendiginden, katilimci
sayisinin evreni temsil ettigi varsayilmaktadir.

2. Bu g¢aligmada kullanilan 6l¢eklerin dnceki ¢alismalarda yaygin olarak kullanilmis olmasi, 6lgme
araglarmin gegerli ve giivenilir oldugunu garanti etmektedir.

Bu ¢aligmanin sinirliliklari sunlardir:

1. Bu calisma icin veri toplamak amacryla kullanilan anket, “Demografik Veriler”, “Calisan
Yetkilendirme” ve “Calisan Performansi” 6l¢eklerinde yer alan sorularla sinirlidir.

2. Bu calismanin evreni, Istanbul’da faaliyet gosteren 6zel hastanelerde ¢alisan personel ile smirlidir.

Bu calismanin literatiir taramasi bolimii “timdengelimsel yaklasim” temel alinarak hazirlanirken,
metodoloji boliimii ise “iliskisel tarama modeli” kullanilarak olusturulmustur. Calisma drneklemi, Istanbul’da
faaliyet gosteren 6zel hastanelerde calisan toplam 540 kigiden olugmustur. Calismaya katilacak katilimcilarin
belirlenmesinde, tanimlanan popiilasyondaki herkesin esit katilim sansina sahip olmasini saglamak amaciyla
“Basit Rastgele Ornekleme Y&ntemi” uygulanmistir. Bu baglamda, galisma igin tasarlanan anketin ilk
bolimiinde katilimcilarla ilgili bes soru yer almistir; ikinci boliimde ise Spreitzer (1995, s. 1460) tarafindan
gelistirilen ve Akgiil’iin (2019) ¢aligmasinda kullamlan “Calisan Giiclendirme Olgegi”nden sorular yer
almistir. 5 puanlik Likert formatinda 4 boyutlu, 12 maddelik bir arag¢ olan 6l¢ekte “Kesinlikle Katiliyorum”,
“Katiliyorum”, “Kararsizim”, “Katilmiyorum” ve “Kesinlikle Katilmryorum” yanit segenekleri sunulmustur.
Olgegin Kaiser-Meyer-Olkin (KMO) degeri 0,89 olarak belirlenmis olup bu durum miikemmel 6rneklem
yeterliligini gostermektedir; ayrica 6lgegin giivenilirliginin yiiksek oldugu tespit edilmistir (Cronbach’s a =
0,856). Uciincii béliimde, Rahman ve Bullock (2005) tarafindan gelistirilen ve Erdogan ile Celik (2019)
tarafindan yapilan ¢alismalarda kullanilan “Calisan Performansi” sorular1 yer almaktadir. Tek bir boyuttan ve
6 sorudan olusan ve 5 puanlik Likert dlgegi kullanilarak hazirlanan bu o6lcek, katilimeilara “Kesinlikle
Katiliyorum”, “Katiliyorum”, “Kararsizim”, “Katilmiyorum” ve “Kesinlikle Katilmiyorum” yanit
seceneklerini sunmustur. Bu 6lgegin KMO degeri 0,896 olup, bu da mitkemmel &rneklem yeterliligini
gostermektedir; ayrica 6lgegin giivenilirliginin yiiksek oldugu tespit edilmistir (Cronbach’s o = 0,916).

Arastirma Hipotezleri
H1: Calisan yetkilendirme uygulamalari ile ¢alisan performansi arasinda bir iligki vardir.

Hla: Calisan yetkilendirme uygulamalarinin Anlamliligi ile ¢alisan performansi arasinda bir iligki
vardir.

H1b: Calisan yetkilendirme uygulamalarinin “Yeterlilik” boyutu ile ¢alisan performansi arasinda bir
iligki vardir.

Hle: Calisan yetkilendirme uygulamalarinin “Ozerklik” boyutu ile ¢alisan performansi arasinda bir
iligki vardir.

H1d: Calisan yetkilendirme uygulamalarinin “Etkinlik” boyutu ile galisan performansi arasinda bir
iligki vardir.

H2: Calisan yetkilendirme uygulamalarinin c¢alisan performansi iizerindeki etkisine iligkin
demografik degiskenler agisindan bireyler arasinda farkliliklar vardir.

H2a: Calisanlarin cinsiyetine gore, calisan yetkilendirme uygulamalarinin galisan performansi
iizerindeki etkilerinde anlamli farkliliklar bulunmaktadir.
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H2b: Calisanlarin yasina gore, ¢calisan yetkilendirme uygulamalarinin ¢alisan performansi tizerindeki
etkilerinde anlamli farkliliklar bulunmaktadir.

H2c: Calisanlarin egitim diizeyine gore, ¢alisan yetkilendirme uygulamalarinin ¢alisan performansi
iizerindeki etkilerinde anlamli farkliliklar bulunmaktadir.

H2d: Caliganlarin medeni durumuna gore, ¢alisan yetkilendirme uygulamalarinin ¢alisan performansi
iizerindeki etkilerinde anlamli farkliliklar bulunmaktadir.

H2e: Calisanlarin kidemine gore, calisan yetkilendirme uygulamalarinin g¢alisan performanst
tizerindeki etkilerinde anlamli farkliliklar bulunmaktadir.

Anketten elde edilen veriler, “Giivenilirlik”, “Frekans”, ‘“Normallik”, “t-Testi ve Tek Yonli
ANOVA”, “Korelasyon” ve “Regresyon” analizlerini gerceklestirmek iizere SPSS istatistik yazilimi
kullanilarak analiz edilmistir. Calismada yapilan analizler, “Anlamlilik” boyutunun “Caligan Performansi”
tizerinde olumlu bir etkiye sahip oldugunu, “Yeterlilik” boyutunun “Calisan Performansi” {izerinde olumsuz
bir etkiye sahip oldugunu, “Ozerklik” boyutunun “Calisan Performansi” iizerinde olumlu bir etkiye sahip
oldugunu ve “Etkinlik” boyutunun “Caligan Performans1” iizerinde olumsuz bir etkiye sahip oldugunu ortaya
koymustur.

Calisanlarin yetkilendirilmesini destekleyen kuruluslarin, daha yiiksek performans diizeyleri, iiretim
hacmi, {irlin kalitesi, zamaninda teslimat, verimlilik ve tamamlanan islerin etkinligi agisindan 6nemli avantajlar
elde ettigi sonucuna varilmistir. Ayrica, ¢calisanlarin yetkilendirilmesinin ¢alisan performansini optimize ettigi,
calisan bagliligimi ve katilimini artirdigi, yetki devrini kolaylastirdigi ve performansi iyilestirdigi tespit
edilmistir. Bu baglamda, isletmelerin ¢alisan performansini artirmak ig¢in motivasyon uygulamalarini,
calisanlarin yetkilendirilmesine yonelik faaliyetleri ve kisisel gelisim firsatlarini artirmalari; ayrica ¢alisanlarin
yetki, 6zerklik ve inisiyatiflerini kullanmalarini desteklemeleri 6nerilmektedir.

Bilgi teknolojisi, teknolojik okuryazarlik, drgiitsel kiiltiir, motivasyon, kiiresel rekabet, risk yonetimi,
karar verme teknikleri ve insan kaynaklar1 yonetimi gibi konular1 gelecekteki ¢aligmalarin kapsamina dahil
etmek ve uygulamali arastirmalarin kapsamini kentsel, kentler arasi, bolgesel, bolgeler arasi, ulusal ve
uluslararasi diizeylerde tanimlamak, bu alana énemli katkilar saglayabilir.

Anahtar Kelimeler: Calisan Yetkilendirme, Calisan Performansi, Ozel Hastaneler, Saglik
Calisanlari, Orgiitsel Davranus.
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Introduction

This research focuses on the effects of employee empowerment on employee performance.
Employee empowerment reflects a participatory management approach by granting employees
decision-making authority and the opportunity to assume responsibility. Participatory management
improves the performance of both employees and business managers, contributing to a competitive
advantage. In this context, the research problem statements are limited to: "Do employee
empowerment practices affect employee performance?" and "Are there differences in the effect of
employee empowerment practices on employee performance across individuals in terms of
demographic variables?"

The fundamental concept used in this study, "Employee Empowerment," is a significant
success factor for businesses, encompassing activities that involve employee commitment, trust, and
productivity. Businesses need empowered employees with knowledge and skills to maintain their
performance and competitive advantage (Nwachukwu, 2016, p. 2). In this context, empowerment
encourages the generation of new ideas, employee participation in decision-making processes, and
teamwork. Empowering employees increases the number of employees who trust and are loyal to the
organization, leading to greater productivity, higher responsibility, and job satisfaction. Therefore,
organizations with engaged employees have low employee turnover, motivated employees, and high
business performance (Karim and Rehman, 2012, p. 95).

Employee performance is a measure of how accurately and effectively an employee can
fulfill their duties and responsibilities. It is a key factor in achieving organizational goals, and
improving employee performance can help businesses increase production, customer satisfaction,
improve service quality, and build trust within the company (Darvishmotevali and Ali, 2020, p. 2).
In globalized and increasingly competitive markets, the importance of employee performance is
becoming increasingly evident. Therefore, businesses must optimize the potential of their employees,
increase productivity, and improve product and service quality to achieve their corporate goals and
create added value. Low employee performance leads to customer loss, decreased productivity,
market contraction, and high operational costs (Thin et al., 2021, p. 1).

Personal development refers to activities aimed at helping individuals acquire skills, increase
their experience, and improve their abilities to best address their strengths and weaknesses
(Ciobotaru, 2017, p. 99). Personal development efforts do not happen in a short time; they encompass
continuous and consistent practices (Kaya and Ceylan, 2014, p. 178). In contrast, personal
development plans are structured, systematic practices designed to facilitate individuals' personal
growth. Personal development plans play a significant role as an assessment tool, strategically
defining employees' goals, competencies, and performance (De Vos et al., 2021, p. 9). Therefore,
plans can be very diverse and flexible according to individuals' goals and can serve as a driving force
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for organizational success. Effective personal development plans help individuals analyze their
personal development levels, fill in their gaps, and improve their communication networks (Kivimaki
and Meriluoto, 2018, p. 514).

Today's successful managers recognize the importance of empowering employees and strive
to develop various methods in this direction. Through empowerment practices, managers ensure that
employees feel empowered, make more willing and effective decisions, and continue working
towards organizational goals. This is crucial for businesses to achieve competitive advantage and
sustainability. Employee empowerment efforts are directly linked to task definition, employee
participation, and the distribution of authority according to areas of expertise. In other words, the
employee empowerment approach, which aims to increase employee competencies and enable them
to specialize in their jobs, is a management philosophy that prioritizes providing all resources to
personnel. Therefore, this research includes the conceptual framework related to the subject, the
dimensions of employee empowerment, employee performance, and the relationship between
employee empowerment and employee performance. This study was conducted with the belief that
applied scientific research on the effects of employee empowerment on employee performance can
provide significant contributions to researchers, hospitals, businesses in different sectors, investors,
and all relevant parties'.

Dimensions of Employee Empowerment
Meaningfulness and Autonomy Dimensions

According to Vu (2020, p. 23), businesses empower employees through employee
empowerment practices, creating a culture of meaning, trust, and collaboration that rewards
individual initiative and innovation. In other words, employee empowerment is an organizational
strategy focused on increasing employees' initiative, decision-making, capacity, and competencies in
their work. Furthermore, according to Tampi et al. (2022, p. 1621), employee empowerment plays a
significant role in creating an organizational climate that allows employees to showcase their
strengths and abilities. Thus, decisions are made not at the individual level, but within a team spirit,
together achieving common goals. Autonomy refers to a person's sense of choice and approval
regarding their actions (Olafsen et al., 2018, 179). In the work environment, autonomy refers to the
extent to which an employee can exercise discretion in daily work processes, such as how and when
tasks are performed. Meeting employees' need for autonomy in employee empowerment leads to
increased employee performance and motivation. This motivation subsequently reduces feelings of
burnout, turnover, and work fatigue, while also increasing satisfaction, commitment, and employee
performance (Parker, 2014, p. 12).

Competence and Effectiveness Dimensions

The practice of empowering employees not only enhances their individual skills but also
contributes to creating a more comprehensive environment for innovation and competence within
the business. Employee empowerment plays a significant role in improving employee performance,

! For representative studies examining personnel, employees, and workplace relations, see also: Adigiizel ve ark. (2021),
Aydin Goktepe ve ark. (2020), Erdogan (2020), Kaban (2020), Kestane ve ark. (2019), Kirmizigiil (2020), Orhan (2020),
Ozgii Cakir (2020), Sartyildiz ve ark. (2021), Sanal ve Girenay (2019), Uygun (2020), Yilmaz ve Yilmaz (2021), Ataman
(2025), Ates (2025), Aynact ve ark. (2025), Baydeniz (2025), Celik (2025), Diker (2024), Ercan ve Kirmizigiil (2025),
Giilsen ve Kahramanoglu (2023), Isikc1 (2025), Keskin ve Ozaltas Sergek (2025), Mentese ve Unal (2022), Murt ve Dagh
(2024), Ocal ve Yiice (2024), Olmez (2025), Oner (2023), Saglar ve Sen (2022), Sevim ve Kaya Bensghir (2025), Turp
(2025), Ulucan ve Yavuz Aksakal (2025), Uygun (2025), Yener Aydin (2025), Yildirim (2022), Ag ve Balct (2019),
Akkaya ve Demir (2020), Altay ve Altay (2020), Aydin Goktepe ve ark. (2020), Bakkal Oztokatli ve ark. (2023), Cindiloglu
Demirer (2019), Demirci ve ark. (2020), Fener ve Kése (2023), Kalayci ve Ozkul (2019), Kaptangil ve Asan (2020), Kunt
(2023), Memis (2023), Ogiit ve Bayramoglu (2023), Orhan ve ark. (2019), Ozar1 (2020), Ozdemir ve Misirli (2020), Ozkan
(2019), Ontiirk (2020), Polat Dede (2019), Sanal ve Yilmaz (2020), Sénmez ve Naldoken (2019), Yaras ve Goksel (2023),
Yesilyurt ve Tekin (2021).
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trust in the company, and commitment (Edyanto et al., 2021). Generally, employees who actively
participate in decision-making processes tend to experience a greater sense of belonging and trust.
In other words, job empowerment, aimed at increasing employee commitment, activates attitudes
that increase employee desire to continue working and organizational commitment (Iriawan, 2020).

The effective implementation of human resources management strategy through employee
empowerment plays a crucial role in increasing employee competence and the efficiency of employee
performance through intrinsic motivation. Therefore, for the sustainability of businesses, it is
necessary to empower employees, increase their organizational commitment, and give them the
authority to take initiative (Andika and Darmanto, 2020, p. 250).

Factors Affecting Employee Performance

Employee empowerment practices focus on sharing responsibilities, improving employee
performance, and enhancing overall business performance. Empowerment serves as a guide that
increases effectiveness, efficiency, and employee satisfaction. Therefore, empowerment encourages
employee participation in decision-making processes, generating new ideas, and engaging in
practices, enabling them to take on more responsibility. Committed and loyal employees achieve
corporate goals, experience greater job satisfaction, are more productive, and take on more
responsibility (Cheong et al., 2016, p. 602).

Salary

Performance-based compensation is a compensation system determined based on
predetermined performance levels. Compensation typically includes both financial and non-
financial incentives such as bonuses, promotions, and compensation. Rewards and
incentives boost employee morale, increase job satisfaction, retention, productivity,
performance, and quality of work (Lemieux et al., 2009, p. 1). Performance-based
compensation is considered a management practice implemented to positively affect
employees' expectations, desires, and performance. Compensation plays a significant role in
managing employee work behaviors such as taking responsibility, increasing creativity, and
taking risks (Zhang et al., 2015, p. 1379).

Communication

Effective communication between managers and employees is crucial for motivation,
performance, and achieving a competitive advantage. As businesses become increasingly data-
dependent, analytics-driven management, optimization of business strategies, and the use of
analytical tools for effective decision-making have increased. With the use of analytical tools,
managers can monitor, analyze, and predict communication processes within the team. This leads to
better interaction, messaging, and improved relationships between managers and employees. With
the rise of big data and Al tools capable of processing the vast amount of information generated in
businesses, the use of data analytics in managerial decision-making is increasing. Accordingly,
managers using analytical tools can identify communication difficulties among employees, close
identified gaps, and ensure continuous improvement in performance (Kumar and Patel, 2025, pp. 1-
2).

Motivation

In their study titled "A Study on the Relationship Between Employee Motivation and Job
Performance" (2019, p. 59), Elvina and Chao stated that employee motivation has a positive effect
on their performance. Furthermore, employee motivation can improve organizational performance.

Similarly, Al Khajeh (2018, p. 3) found that managers play a significant role in ensuring employee
motivation.
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Meeting Demands and Requests

Performance in businesses is the result of employees' efforts to achieve goals, provided their
requests are met in accordance with responsibility, authority, laws, ethics, and moral principles. In
this context, managers play a significant role in motivating employee performance by meeting their
demands (Syafii et al., 2015, p. 1144). Business managers have a crucial role in increasing employee
motivation and performance. In other words, motivated employees generally know how to achieve
organizational goals correctly and effectively. An employee-centric management approach is
primarily based on developing fair and transparent processes that encourage, capture, and evaluate
employees' ideas (Gonzalez and Garcia-Almeida, 2021, p. 1).

The Relationship Between Employee Empowerment and Employee Performance

Businesses need employees with knowledge and skills to maintain their performance. In this
context, employee empowerment is a crucial success factor for businesses. Empowerment increases
employee confidence, commitment, and performance (Nwachukwu, 2016, p. 7). Empowerment
means supporting and encouraging the workforce to make decisions with authority within the
business. To benefit from employees' knowledge, skills, and experience, businesses must provide
their employees with opportunities such as authority, autonomy, and status (Potnuru et al., 2019, p.
39). Human resource empowerment increases the potential or ability of human resources. Therefore,
a fully empowered organization suffers if it cannot be operated effectively. Human resource
empowerment is a business process or activity that strengthens human potential through change and
development. Employee empowerment is crucial for improving the performance of an organization
or work team, and it is assumed that those who are empowered through maximum empowerment
will increase their expected performance. Employee performance also contributes to the
improvement of an organization (Saleem et al., 2019, p. 305). According to the research by Baird et
al. (2018, p. 257) titled "The Relationship Between Effective Use of Control Mechanisms, Employee
Empowerment and Performance," employee empowerment plays a significant role in improving
business performance.

The Relationship Between Individual Competence and Employee Performance

Employee performance is a key focus, as it is a crucial factor in achieving business goals and
success. Two of the most important factors influencing employee performance are individual
competence and employee empowerment. Individual competence is defined as the combination of
skills, knowledge, abilities, and attitudes that employees possess to effectively perform their tasks.
Employee empowerment encompasses efforts to provide employees with responsibility, authority,
trust, and initiative to make independent decisions and complete their tasks. Highly competent
employees tend to adapt more easily to change, complete their work to high standards, make real
contributions to the business, and have increased motivation and organizational commitment (Utin
and Yosepha, 2019, p. 70). Therefore, strengthening human resources, which are one of the most
important production and service resources of businesses, is of great importance in achieving planned
goals, increasing competency levels, and ensuring sustainable competitive advantage (Manzoor et
al., 2019, p. 2).

The Relationship Between Motivation and Employee Performance

Motivated employees want to manage their tasks themselves from start to finish. In this
context, employees' ability to perform their duties independently depends on their freedom to work,
their level of competence, and the provision of motivation within the organization. Conversely,
employees who lack sufficient competence have reduced desire to work, a weaker commitment to
completing their tasks, and less confidence in their work. Therefore, in order for business managers
to achieve their goals and ensure sustainability, they need to prioritize and support the personal
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development, career development, competencies, motivation, confidence in their work, commitment
to their work, and the fulfillment of their employees' demands (Atalay, 2010, p. 14).

Empowerment practices support employees' participation in decision-making, improved
communication, increased motivation, and higher performance levels. High motivation alone does
not guarantee increased performance; employees' competencies, skills, experience, and job-related
expertise must be at a sufficient level. In other words, businesses' employment policies should be
implemented based on merit, and employees should be assigned to tasks according to the
characteristics of the job (Bliese et al., 2017, p. 12). Accordingly, highly skilled and motivated
employees increase their contributions to businesses; they exhibit much more lasting attitudes in
terms of participation in decision-making, innovation, working at full capacity, staying in the job,
and organizational commitment. Research in this area indicates that employee empowerment and
subjective well-being are related to various dimensions such as self-efficacy, self-esteem, job
commitment, and stress (Douglass and Duffy, 2015, p. 59).

Method

In the preparation of this study, the deductive approach was used in the literature review, and
the "Relational Survey Model," which examines the relationships between variables, was used in the
application part.

Research Aim

The aim of this research is to analyze the effects of employee empowerment on employee
performance.

Research Population and Sample

The research population consists of 44,636 hospital personnel (doctors, nurses, midwives, healthcare
personnel) working in private hospitals operating in Istanbul
(https://data.tuik.gov.tr/Kategori/GetKategori?p=Saglik-ve-Sosyal-Koruma-101). In this study, the
"Simple Random Sampling Method" was preferred to determine the participants so that everyone in
the determined population had an equal chance of participation. In "Simple Random Sampling,"
every individual in the determined population has an equal chance of being selected. Therefore,
participants in the determined population were given numbers, and questionnaires were sent to
randomly selected email addresses from this list. The following table was used to determine the
sample size.
Table 1. Sampling Selection Table Based on Population Size

Population Size Sample (95% confidence level, 0.05 sampling error)

10,000 370
25,000 378
50,000 381
100,000 383

For a population size of 44,636, a sample of 381 individuals is required, according to Table
1, within a 95% confidence interval and a 5% sampling error (Yazicioglu and Erdogan 2004, p. 50).
Considering the possibility that some of the Google Forms questionnaires might be invalidated due
to deficiencies, a total of 650 questionnaires were sent. However, after separating the invalid
questionnaires from the returned ones, the remaining 540 questionnaires were selected as the sample,
and the relevant analyzes were completed.
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Assumptions
The assumptions in this research are as follows:

1. Since the sample size of this research is provided with the support of statistical tables, it
is assumed that the number of participants represents the population.

2. The fact that the scales used in this research have been widely used in different studies
before ensures that the measurement tools are valid and reliable.

Limitations
The limitations of this research are as follows:

1. The questionnaire used to obtain the data for this research is limited to the questions
included in the "Demographic Data", "Employee Empowerment" and "Employee Performance"
scales.

2. The population of this research is limited to the personnel working in private hospitals
operating in Istanbul.

Data Collection Tools

Ethical permission was obtained from the Ethics Committee of Istanbul Gelisim University
with decision number 2025/19 dated 24/10/2025. In this context, the questionnaire determined for
the study included 5 questions about the participants demographic details in the first section; and the
questions of the "Employee Empowerment Scale" developed by Spreitzer (1995, p. 1460) and used
in Akgiil's (2019) study in the second section. This scale, prepared with 4 dimensions, 12 questions,
and a 5-point Likert scale, included participants' response options of "Strongly Agree," "Agree,"
"Undecided," "Disagree," and "Strongly Disagree." The KMO value of the scale was 0.89, indicating
excellent sampling adequacy, and the scale was found to be highly reliable (Cronbach’s a. = 0.856).
The third section includes the "Employee Performance" questions developed by Rahman and Bullock
(2005) and used in the studies of Erdogan and Celik (2019). This scale, prepared with 1 dimension,
6 questions, and a 5-point Likert scale, included participants' response options of "Strongly Agree,"
"Agree," "Undecided," "Disagree," and "Strongly Disagree." The KMO value of this scale was 0.896,
indicating excellent sampling adequacy, and the scale was found to be highly reliable (Cronbach’s a
=0.916).
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Research Model and Hypotheses

Employee Empowerment
(Independent Variable)

1. Meaningfulness i Employee Performance
2. Competence (Dependent Variable)
3. Autonomy

4. Effectiveness

Demographic Information
(Intervening Variable)

1. Gender

2. Marital Status

3. Age

4. Educational Status

5. Employment Duration

Figure 1. Conceptual Model of the Relationships Between Employee Empowerment, Employee
Performance, and Demographic Variables.

Source: Developed by the authors.

Research Hypotheses

H1: There is a relationship between employee empowerment practices and employee
performance.

Hla: There is a relationship between the Meaningfulness of employee empowerment
practices and employee performance.

H1b: There is a relationship between the Competence of employee empowerment practices
and employee performance.

Hlc: There is a relationship between the Autonomy of employee empowerment practices
and employee performance.

H1d: There is a relationship between the Effectiveness of employee empowerment practices
and employee performance.

H2: There are differences among individuals in terms of demographic variables
regarding the effect of employee empowerment practices on employee performance.
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H2a: There are significant differences in the effects of employee empowerment practices on
employee performance according to employees' gender.

H2b: There are significant differences in the effects of employee empowerment practices on
employee performance according to employees' age.

H2c: There are significant differences in the effects of employee empowerment practices on
employee performance according to employees' educational level.

H2d: There are significant differences in the effects of employee empowerment practices on
employee performance according to employees' marital status.

H2e: There are significant differences in the effects of employee empowerment practices on
employee performance according to employees' length of service.

Data Analysis and Findings

This section presents the findings obtained after the analysis of the data. The data obtained
from the survey were subjected to "Reliability," "Frequency,”" "Normality," "t-Test and One-Way
Analysis of Variance/F-test," "Correlation," and "Regression" analyzes using the SPSS statistical
program.

Reliability Analysis

The reliability "Cronbach's Alpha Coefficient" values calculated for "Employee
Empowerment" and "Employee Performance" are given in Table 2. The Cronbach's Alpha value
measures the internal consistency among the items in the scale. Cronbach's Alpha takes values
between 0 and 1, and the closer it is to 1, the higher the internal consistency.

Table 2. Reliability Analysis Cronbach's Alpha Values

Scale Dimension Cronbach's Alpha Cronbach's Alpha
Values for Dimensions  Values for the Scale
Employee Meaningfulness 0.764
Competence 0.694 0.856
Autonomy 0.950
Effectiveness 0.740
Empowerment Employee 0.916 0.916
Performance

When the findings in Table 2 are examined, it is determined that the "Cronbach Alpha
Reliability Value" (0=0.856) calculated for the "Employee Empowerment Scale" consisting of 4
dimensions and 12 items, and the "Cronbach Alpha Reliability Value" (0=0.916) of the "Employee
Performance Scale" consisting of 1 dimension and 6 items, show high internal consistency.

Frequency Analysis

" n

Under the heading of frequency analysis in the study; the findings for "gender", "age",

"length of employment in the company", "marital status" and "educational status" are given in Table
3.
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Table 3. Frequency Results

Variables Frequency (n) Percentage (%)
Gender Female 244 452
Male 296 54.8
18-30 Years 165 30.6
Age 31-43 Years 243 45.0
44-56 Years 126 233
57 Years and Over 6 1.1
0-10 Years 196 36.3
Length of 11-21 Years 179 33.1
Employment 22-32 Years 134 24.8
33 Years and Over 31 5.7
Marital Status Single 232 43.0
Married 308 57.0
Illiterate 0 0.0
Primary School 4 0.7
Education High School 134 24.8
Associate Degree 118 21.9
Bachelor's Degree 122 22.6
Postgraduate 162 30.0

When the findings in Table 3 are examined, it is seen that a total of 540 people were surveyed
within the scope of the study. Of the volunteer participants, 244 were "women" (45.2%) and 296
were "men" (54.8%). It was observed that 165 of the participants were between "ages" of 18-30
(30.6%), 243 were between "ages" of 31-43 (45.0%), 126 were between "ages" of 44-56 (23.3%),
and 6 were 57 years and older (1.1%). Furthermore, it was observed that 196 of the participants had
0-10 years of service (36.3%), 179 had 11-21 years (33.1%), 134 had 22-32 years (24.8%), and 31
had 33 years or more (5.7%). When the participants' educational status was examined, it was
concluded that 4 had primary education (0.7%), 134 had high school education (24.8%), 118 had
associate degrees (21.9%), 122 had bachelor's degrees (22.6%), and 162 had postgraduate degrees
(30.0%).

Normality Analysis

In this section, a normality analysis was performed to test the suitability of the data to a
normal distribution.

Table 4. Normality Test

Skewness Kurtosis
Meaningfulness 0.343 -1.143
Competence -0.131 -0.564
Autonomy 0.053 -1.906
Effectiveness 1.426 -1.897
Employee Performance -1.291 -0.333

When the findings in Table 4 are examined, it was decided to perform parametric analyzes
because the skewness and kurtosis coefficients in the normality analysis were between -2 and +2,
indicating a normal distribution.

Correlation Analysis

The results of the correlation analysis to determine the relationship between the variables
"Employee Empowerment" and "Employee Performance" are as follows:
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Table 5. Correlation Analysis for Employee Empowerment and Employee Performance.

Meaningfulness Competence  Autonomy  Effectiveness Employee
Performance

Meaningfulness 1 0.292%* 0.145%* -0.528%* 0.597"
Competence 0.292%* 1 -0.291%x* 0.196** -0.297™
Autonomy 0.145%* -0.291%x* 1 -0.377%* 0.380™
Effectiveness -0.528%* 0.196%* -0.377%** 1 -0.660"
Employee 0.597%* -0.297%* 0.380%* -0.660%* 1
Performance

** The correlation is significant at the 0.01 level (two-tailed test).

When examining the findings in Table 5, correlation analysis was used to generally
investigate the existence of a linear relationship between "Employee Empowerment" and
"Employee Performance". As a result of the applied correlation analysis, a positive relationship
(r=0.597) was found between "Meaningfulness" and "Employee Performance". However, when
the relationship between "Effectiveness" and "Employee Performance" was examined, a negative
relationship (= -0.660) was observed between the variables. Both positive and negative
relationships were found between employee performance and the employee empowerment
dimensions. Therefore, regression analysis was conducted to further examine these relationships
in terms of predictive relationships.

Regression Analysis

In this section, the relationship between "Employee Empowerment" factors and "Employee
Performance" is examined.

Regression analysis was conducted for the hypotheses:

H1: There is a relationship between employee empowerment practices and employee
performance.

Hla: There is a relationship between the Meaningfulness of employee empowerment practices
and employee performance.

H1b: There is a relationship between the Competence of employee empowerment practices and
employee performance.

Hlc: There is a relationship between the Autonomy of employee empowerment practices and
employee performance.

H1d: There is a relationship between the Effectiveness of employee empowerment practices and
employee performance. The regression analysis equation is expressed as: “Y = 0 + Bi Xi + &€i”,
where “Y” represents the dependent variable, “Xi” represents the independent variable, “Pi”
represents the coefficient related to the independent variable, “€i” represents the error terms of
the dependent variable, and “B0” represents the constant coefficient.
Table 6. Regression Analysis Findings for Employee Empowerment and Employee Performance.
Employee Performance

Dimensions B p Value Hypothesis
Constant Coefficient 3.127 - -
Meaningfulness 0.563 <0.001 Hla Accepted
Competence -0.386 <0.001 H1b Accepted
Autonomy 0.091 0.001 Hlc Accepted
Effectiveness -0.253 <0.001 H1d Accepted

p<0.001, R?>=0.652
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Table 6 presents the values obtained using multiple regression analysis to investigate whether
the variable "Employee Empowerment" has an effect on "Employee Performance". The high
explanatory power of the model ("R2=0.652") indicates that 65.2% of the total variation in the
dependent variable is explained by the independent variables, and the statistical model of the study
is consistent with the data. In other words, 65.2% of the variation in the dependent variable is
explained by the model, while the remaining 34.8% may be due to factors not included in the model
or measurement errors. Therefore, it is suggested that future research should include factors such as
personal development, career development, training, orientation programs, rewards, punishments,
and performance-based pay. When the values calculated with regression analysis are examined, it
was determined that the "Meaningfulness" (p<0.001), "Competence" (p<0.001), "Autonomy"
(p=0.001), and "Effectiveness" (p<0.001) factors from "Employee Empowerment" have a significant
effect on "Employee Performance" (p<0.05). In this context, the regression equation and variable
characteristics to be created are presented in Table 7.

Table 7. Regression Equation Symbols and Equivalents for Employee Performance.

Symbols Meanings Corresponding Concept/Value
Y Dependent Variable Employee Performance
X1 Independent Variable Meaningfulness
X2 Independent Variable Competence
X3 Independent Variable Autonomy
X4 Independent Variable Effectiveness
Bo Constant Coefficient 3.127 (From B values in the table)
B1 Coefficient of the Independent 0.563
Variable
B2 Coefficient of the Independent -0.386
Variable
B3 Coefficient of the Independent 0.091
Variable
B4 Coefficient of the Independent -0.253
Variable

Using the variables and symbols shown in the table, the estimated regression model
“Y=BO+B1X1+p2X2+P3X3+P4X4” was obtained. Substituting the estimated coefficients yields:
Employee Performance = 3.127 + 0.563 “Meaningfulness” — 0.386 “Competence” + 0.091
“Autonomy” — 0.253 “Effectiveness”. Examining this equation, it is observed that the
“Meaningfulness” dimension has a positive effect on “Employee Performance”. In other words, as
“Meaningfulness” (the importance of the work to the employee) increases, “Employee Performance”
increases. According to these results, the "Meaningfulness" variable was the most effective variable
in positively increasing employee performance (+0.563), "Competence" (-0.386) and "Effectiveness"
(-0.253) had significant but negative effects on performance, contrary to expectations (this may stem
from factors such as overconfidence or indifference), and “Autonomy” (+0.091) was found to be a
variable that positively increased performance only to a limited extent.

Analysis of Differences
In the analysis of differences, a "t-test" was conducted for comparisons between two groups
and a "One-Way Analysis of Variance" was used to determine differences among more than two

groups. In this context, if the p-value is less than 0.05 after the analysis, it is decided that there is a
difference between the groups (Nunnally and Bernstein, 1994, p. 65).
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Analysis of Differences for the Relationship Between Gender and Employee Empowerment
and Employee Performance

The t-test conducted for the hypothesis " H2a: There are significant differences in the effects
of employee empowerment practices on employee performance according to employees' gender."
revealed the following results;

Table 8. Difference Analysis Values for the Relationship Between Gender and Employee
Empowerment and Employee Performance.

Levels Gender N Mean tValue p Value Hypothesis
Meaningfulness Female 244  3.8854 5.129
Male ' <0.001 H2a
296  4.0750 Accepted
Competence Female 244 4.1016
Male 206 42454 -6.282 <0.001 H2a
Accepted
Autonom Female 244 4.4583
y Male 206 4.5084 -1.754 0.080 H2?1
: Rejected
Effectiveness Female 244  4.0195 H2a
Mal -3.843 <0.001
ale 296  4.0536 Accepted
Employee Performance Female 244 4.4564 H2a
Male 296 4.4662 -1.668 0.096 Rejected

Table 8 analyzes the variation of “Employee Empowerment” and Employee Performance
with respect to the “gender” variable using a t-test. The test results showed that “Autonomy”
(p=0.080) and Employee Performance (p=0.096) did not differ according to “gender” (p>0.05).
However, the “Employee Empowerment” factors “Meaningfulness” (p<0.001), “Competence”
(p<0.001), and “Effectiveness” (p<0.001) showed a difference according to “gender” (p<0.05).

When the averages were examined, it was observed that men had higher average scores than
women for the “Meaningfulness”, “Competence”, and “Effectiveness” factors, while the differences
in “Autonomy” (p=0.080) and “Employee Performance” (p=0.096) were not statistically significant;
H2a was therefore partially supported.

Analysis of Differences in the Relationship Between Age and Employee Empowerment and
Employee Performance

The results of the F-test conducted for the hypothesis “H2b: There are significant differences
in the effects of employee empowerment practices on employee performance according to
employees' age.” are as follows;
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Table 9. Difference Analysis Values for the Relationship Between Age and Employee
Empowerment and Employee Performance.

Levels Age N Mean F Value p Value Hypothesis

Meaningfulness 18-30 Years 165 3.7490 H2b
31-43 Years 243 3.9556 %4882 Accepted
44-56 Years 126 4.4015 ’ <0.001
57 Years and 6 3.3333
Over

Competence 18-30 Years 165 4.0690 H2b
31-43 Years 243 4.2327 Accepted
44-56 Years 126 4.2197 14.539  <0.001
57 Years and 6 4.3333
Over

Autonomy 18-30 Years 165 4.3946 H2b
31-43 Years 243 4.5529 Accepted
44-56 Years 126 4.5455 6.740 <0.001
57 Years and 6 4.0000
Over

Effectiveness 18-30 Years 165 4.0383 H2b
31-43 Years 243 4.0510 Accepted
44-56 Years 126 4.0000 25.197  <0.001
57 Years and 6 4.3333
Over

Employee 18-30 Years 165 4.4301 H2b

Performance 31-43 Years 243 4.4667 38,404 Accepted
44-56 Years 126 4.5000 ' <0.001
57 Years and 6 4.3333
Over

Table 9 analyzes the changes in "Employee Empowerment" and Employee Performance
depending on the "Age" variable using an F-test. It was found that the "Meaningfulness" (p<0.001),
"Competence" (p<0.001), "Autonomy" (p<0.001), "Effectiveness" (p<0.001), and Employee
Performance (p<0.001) dimensions of "Employee Empowerment" showed variations according to
"Age" (p<0.05).

When examining the means in the Meaningfulness dimension, an increasing trend was
observed from the 18-30 age group to the 44-56 age group, with the highest mean occurring in the
44-56 age group (Mean=4.4015), but a significant decrease was observed in the 57 years and older
group (Mean=3.3333). In terms of competence, an increasing trend is observed with age, with the
highest average found in the 57 years and older group (Mean = 4.3333) and the lowest average in the
18-30 age group (Mean = 4.0690). In terms of autonomy, the highest average is seen in the 31-43
age group (Mean = 4.5529), while the 44-56 age group also has a similarly high average (Mean =
4.5455); however, a decrease is observed in the 57 years and older group (Mean = 4.0000). In terms
of effectiveness, the averages of the 18-30, 31-43, and 44-56 age groups are quite close to each other,
while the 57 years and older group has a higher average (Mean = 4.3333). In the "Employee
Performance" dimension, there is a gradual increase from the 18-30 age group to the 44-56 age group,
with the highest average occurring in the 44-56 age group (Mean=4.5000), while a relative decrease
was observed in the 57 years and older group (Mean=4.3333). However, since the sample size of the
57 years and older group (N=6) is quite low compared to the other age groups, the findings regarding
this group should be interpreted with caution.
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Difference Analysis for the Relationship Between Educational Status and Employee
Empowerment and Employee Performance

The F-test conducted for the hypothesis " H2c: There are significant differences in the effects
of employee empowerment practices on employee performance according to employees' educational
level." revealed the following results;

Table 10. Difference Analysis Values for the Relationship Between Educational Attainment and
Employee Empowerment and Employee Performance.

Levels Education N Mean F Value p Value Hypothesis
Meaningfulness Primary School 4 3.3333 H2c
High School 134 3.5792 Accepted
Assoc1at? Degree 118 4.1290 60.387 <0.001
Bachelor's Degree 122 4.1354
Postgraduate 162 4.1333
Degree
Competence Primary School 4 4.2333 H2c
High School 134 4.3144 Accepted
Associate Degree 118 4.1317 12.077
Bachelor's Degree 122 4.1354 <0.001
Postgraduate 162 4.4353
Degree
Autonomy Primary School 4 4.0000 H2c
High School 134 4.2175 Accepted

Associate Degree 118 4.5887
Bachelor's Degree 122 4.5938

20.267 <0.001

Postgraduate 162 4.6000
Degree
Effectiveness Primary School 4 4.1333
High School 134 4.1442
Associate Degree 118 4.0000 H2c
Bachelor's Degree 122 4.2000 93.120 <0.001 Accepted
Postgraduate 162 4.0000
Degree
Employee Primary School 4 4.3333
Performance High School 134 4.3511
Associate Degree 118 4.5000 <0.001 H2c
Bachelor's Degree 122 4.5000 90.708 ) Accepted
Postgraduate 162 4.5600
Degree

Table 10 presents the F-test findings regarding the variables of “Employee Empowerment”
and Employee Performance, and “Educational Level”. Following the analysis, it was determined that
the dimensions of “Employee Empowerment”, namely “Meaningfulness” (p<0.001), “Competence”
(p<0.001), “Autonomy” (p<0.001), “Effectiveness” (p<0.001), and Employee Performance
(p<0.001), showed variations according to “Educational Level” (p<0.05).

When the averages were examined, it was observed that the level of education had a
significant effect on all dimensions, and that the averages generally increased as the level of
education increased. In this context, it was observed that the averages for the dimensions of
“Meaningfulness” and “Effectiveness” were highest at the undergraduate level; furthermore, it was
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found that the average scores for "Competence," "Autonomy," and "Employee Performance" were
highest at the postgraduate level. Overall, this finding indicates that perceptions of both employee
empowerment and employee performance increased with the level of education.

Difference Analysis for the Relationship Between Marital Status and Employee
Empowerment and Employee Performance

The t-test conducted for the hypothesis " H2d: There are significant differences in the effects
of employee empowerment practices on employee performance according to employees' marital
status." revealed the following results;

Table 11. Difference Analysis Values for the Relationship Between Marital Status and Employee
Empowerment and Employee Performance.

Levels Marital Hypothesis
Status N Mean t Value p Value
Meaningfulness Single 232 3.8230 H2d
. -8.086 <0.001 Accepted
Married 308 4.1142
Competence Single 232 4.2373 H2d
: 4.383 <0.001 Accepted
Married 308 4.1379
Autonomy Single 232 4.3855 H2d
Married 308 45802 -5.034 <0.001 Accepted
Effectiveness Slngle 232 4.0850 H2d
' 5.310 <0.001 Accepted
Marrie 308 4.0031
Employee Performance  Single 232 4.4170 H2d
Married 308 4.4954 -4.070 <0.001 Accepted

Table 11 presents the t-test findings regarding the relationship between "Employee
Empowerment" and "Employee Performance" and "Marital Status" variables. Following the analysis,
it was determined that the "Employee Empowerment" factors "Meaningfulness" (p<0.001),
"Competence" (p<0.001), "Autonomy" (p<0.001), "Effectiveness" (p<0.001), and "Employee
Performance" (p<0.001) showed variations according to "Marital Status" (p<0.05).

When the averages were examined, it was found that marital status created a statistically
significant difference across all dimensions. In this context, it was observed that married individuals
had higher levels of "Meaningfulness," "Autonomy," and "Employee Performance," while single
individuals had higher levels of "Competence" and "Effectiveness."

Difference Analysis for the Relationship Between Length of Employment in the Company and
Employee Empowerment and Employee Performance

The F-test conducted for hypothesis “H2e: There are significant differences in the effects
of employee empowerment practices on employee performance according to employees' length of
service.” revealed the following results:
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Table 12. Difference Analysis Values for the Relationship Between Length of Employment and
Employee Empowerment and Employee Performance.

Levels Length of Hypothesis
Employment in the N Mean F Value | p Value
Company

Meaningfulness | 0-10 Years 205 | 3.9967 H2e
11-21 Years 188 | 4.0372 15.677 <0.001 Accepted
22-32 Years 141 | 4.0307 )
33 Years and Over 33 | 3.4949

Competence 0-10 Years 205 | 4.1593 H2e
11-21 Years 188 | 4.1223 Accepted
2232 Years 141 | 42530 | 293 | <oom
33 Years and Over 33 | 4.3333

Autonomy 0-10 Years 205 | 4.5772 H2e
11-21 Years 188 | 4.4911 Accepted
22-32 Years 141 | 4.4657 7.954 <0.001
33 Years and Over 33 | 4.1616

Effectiveness 0-10 Years 205 | 4.0260 H2e
11-21 Years 188 | 4.0284 Accepted

20.761 <0.001

22-32 Years 141 4.0378
33 Years and Over 33 | 4.1717

Employee 0-10 Years 205 | 44740

Performance 11-21 Years 188 44716 <0.000 H2e
22-32 Years 141 | 44610 10,846 ‘ Accepted
33 Years and Over 33 4,3333

Table 12 presents the F-test findings regarding "Employee Empowerment" and Employee
Performance in relation to "Length of Employment in the Company". Following the analysis, it was
determined that the "Meaningfulness" (p<0.001), "Competence" (p<0.001), "Autonomy" (p<0.001),
"Effectiveness" (p<0.001), and "Employee Performance" (p<0.001) dimensions of "Employee
Empowerment" differed according to "Length of Employment in the Company" (p<0.05).

When the results are evaluated generally with respect to the Length of Employment in the
Company variable, the groups with the highest average scores were as follows: employees with 11-
21 years of service for the "Meaningfulness" dimension, those with 33 years or more of service for
the "Competence" dimension, those with 0-10 years of service for the "Autonomy" dimension, those
with 33 years or more of service for the "Effectiveness" dimension, and those with 0-10 years of
service for "Employee Performance".

Conclusion and Recommendations

The findings indicate that psychological empowerment influences employee performance
through its individual dimensions rather than as a unified construct. Regression analysis revealed that
meaningfulness and autonomy positively affected employee performance, whereas competence and
effectiveness had negative effects within the study sample. The observed relationships suggest that
the impact of empowerment varies depending on organizational conditions, employee characteristics,
and demographic factors. Accordingly, empowerment practices should be tailored to employees'
specific needs rather than applied uniformly. The findings generally align with previous research
demonstrating that employee empowerment enhances motivation, work engagement, job
satisfaction, and performance by increasing employees' sense of autonomy and responsibility (Chen
& Aryee, 2007; Kimpah et al., 2024; Laschinger et al., 2004; Pacheco et al., 2023; Qasemi &
Shahkarami, 2024). In particular, the positive effects of meaningfulness and autonomy support this
perspective and underscore the importance of providing employees with meaningful work and
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greater decision-making freedom. In contrast to much of the existing literature, competence and
effectiveness were negatively associated with employee performance in this study. This
inconsistency may reflect organizational factors such as excessive workload, unclear role
expectations, or insufficient managerial support. Accordingly, empowerment initiatives should be
accompanied by adequate resources, effective leadership, and clearly defined roles to maximize their
positive effects on employee performance. Previous studies emphasize that empowerment
contributes to organizational commitment, creativity, self-efficacy, and work engagement through
various psychological mechanisms (Giimiistekin & Emet, 2007; Humborstad & Perry, 2011; Mete et
al.,, 2015; Sanm & Khan, 2024; Sarwar et al., 2024). Therefore, organizations should adopt
multidimensional empowerment strategies that combine employee autonomy with supportive
management practices. Taken together, this study suggests that meaningfulness and autonomy are
the strongest contributors to employee performance among private hospital staff. Future research
should investigate additional organizational factors, including leadership, organizational culture,
digital transformation, and employee well-being, to gain a deeper understanding of how
empowerment influences performance across diverse healthcare settings.

This study examined the relationship between employee empowerment and performance
among staff employed in private hospitals in Istanbul. The results reveal that the dimensions of
psychological empowerment influence employee performance differently rather than producing a
uniform effect. Specifically, meaningfulness and autonomy were found to enhance employee
performance, whereas competence and effectiveness exhibited negative relationships within the
sampled organizations. These findings indicate that psychological empowerment should be regarded
as a multidimensional construct, with each dimension shaping employee attitudes and performance
through distinct organizational and psychological mechanisms. The evidence further suggests that
the success of empowerment initiatives cannot be evaluated solely by their overall impact. Instead,
the effectiveness of empowerment depends on how each dimension is experienced by employees and
supported within the organizational environment. Although assigning meaningful work and granting
greater autonomy appear to strengthen employee performance, merely increasing employees’
responsibilities or perceived influence may not yield the expected outcomes unless these practices
are reinforced with adequate organizational resources, managerial support, and clearly defined work
procedures. Therefore, empowerment strategies should be implemented in a structured and well-
supported manner rather than applied uniformly across organizations. From a managerial
perspective, the findings underscore the importance of developing empowerment practices that
enhance employees' sense of purpose, encourage participation in decision-making, and increase
opportunities for independent task execution. These initiatives should also be supported through
continuous training, effective communication, regular feedback, and appropriate performance
management systems. Consequently, integrating empowerment with organizational learning and
technological advancement may further improve employee performance while contributing to the
long-term effectiveness of healthcare organizations. Several limitations should be acknowledged.
Since the study focused exclusively on employees in private hospitals in Istanbul, the findings may
not be directly generalizable to other healthcare settings or geographical regions. Future research
could examine public hospitals, different service industries, or cross-cultural contexts to determine
whether similar relationships exist. In addition, incorporating variables such as leadership style,
organizational culture, digital transformation, employee engagement, psychological well-being, and
technological readiness could provide a more comprehensive understanding of how empowerment
influences employee performance.

Employee empowerment was found to influence employee performance through its
individual dimensions rather than as a single construct. Meaningfulness and autonomy contributed
positively to employee performance, whereas competence and effectiveness were associated with
different outcomes within the organizational context. The observed relationships indicate that
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empowerment practices should recognize the unique role of each dimension, rather than relying on
uniform managerial approaches. Within healthcare organizations, creating meaningful work,
encouraging autonomous decision-making, and fostering a supportive organizational environment
may enhance employee performance more effectively than merely expanding employees'
responsibilities or authority. Collectively, the evidence contributes to the existing literature by
demonstrating that the effectiveness of employee empowerment depends not only on its
implementation but also on how employees perceive and experience its individual dimensions. These
insights also provide guidance for healthcare managers seeking to strengthen workforce performance
and organizational effectiveness through more targeted human resource management practices.
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Personel Gii¢lendirmenin, Calisan Performansina Etkisi: istanbul Ozel Hastaneleri Ornegi

Giris

Bu aragtirmanin konusu, personel giiglendirmenin, ¢alisan performansina etkilerini
kapsamaktadir. Personel giiglendirme, ¢alisanlara karar alma yetkisi ve sorumluluk {istlenme imkani
taniyarak katilime1 bir yonetim anlayisini yansitmaktadir. Katilimer yonetim ile hem calisanlar hem
de isletme yoneticilerinin performansini artirmakta ve rekabet ustiinlii§ii saglanmasina katki
saglanmaktadir. Bu kapsamda caligmanin problem ciimleleri, personel giiclendirme c¢alisanlarin
performansini etkiler mi? “Personel giiclendirme uygulamalarinin ve g¢alisanlarin performansini
etkilemesinde, bireyler arasinda demografik degiskenler acisindan fark var midir?” seklinde
sinirlandirilmistir.

’

Bu ¢alismada kullanilan temel kavramlardan “Calisanlarin Giiclendirilmesi”, isletmeler igin
onemli bir basar1 faktorii olup, ¢alisanlarin bagliligini, giivenini ve verimliligini iceren faaliyetleri
kapsamaktadir. Isletmeler performans ve rekabet iistiinliiklerini siirdiirebilmek igin bilgi ve beceri
sahibi giiclendirilmis ¢alisanlara ihtiya¢ duymaktadir (Nwachukwu, 2016, s. 2). Bu baglamda
giiclendirme, yeni fikirler liretmeyi, calisanlarin karar alma siireglerine katilimini ve takim
calismalarin1 tesvik etmektedir. Calisanlarin yetkilendirilmesi ile Orgiite glivenen ve sadik
calisanlarin sayisin1 artirmakta, daha {iretken olunmakta, daha yiiksek sorumluluk ve is
memnuniyetine sahip bulunulmaktadir. Dolayisiyla bagli ¢alisanlara sahip kuruluslar, diisiik is gilicti
devrine, motivasyonlu ¢aliganlara, yiiksek isletme performasina sahiptir (Karim ve Rehman, 2012,
s. 95).

Calisan performanst bir ¢alisanin, gorev ve sorumluluklarini ne kadar dogru ve etkili bir
sekilde yerine getirebildiginin bir Olcilislidiir. Calisan performansi, organizasyonel hedeflere
ulagsmada kilit faktorlerden birisi olup, ¢alisanlarin performansinin artmasina, igletmelerin tretim,
misteri memnuniyetini yiikseltmesine, hizmet kalitesini artirmasimna ve igletme igin giiven
olusturmasina yardimec1 olabilir. (Darvishmotevali ve Ali, 2020, s. 2). Kiiresellesme ve giderek artan
rekabet piyasalarda, calisan performansinin 6nemi giderek daha belirgin hale gelmektedir. Bu
nedenle isletmeler, kurumsal hedeflerine ulasmak ve katma deger yaratmak igin calisanlarinin
potansiyelini optimize etmek, verimlilik, {iriinii ve hizmet kalitesini artirmak zorunda kalmaktadir.
Calisanlarin performansinin diisiik olmasi ise miisteri kaybina, verimliligin diismesine, pazarin
daralmasina ve yiiksek operasyonel maliyetlere neden olmaktadir (Thin dkk., 2022, s. 1).

Kisisel gelisim, bireylerin zayif ve giiglii yonlerini en iyi sekilde ele almak igin beceriler
edinmeleri, tecriibelerini artirmalar1 ve yeteneklerini gelistirmeleri ile ilgili yiiriitiilen faaliyetlere
denilmektedir (Ciobotaru, 2017, s. 99). Kisisel gelisim ¢abalari kisa siirede gegeklesmemekte; siirekli
ve istikrarla yiiriitiilen uygulamalar1 kapsamaktadir (Kaya ve Ceylan, 2014, s. 178). Buna karsilik
kisisel geligim planlar, bireylerin kisisel gelisimini kolaylagtirmak igin yapilandirilmis sistematik
uygulamalardir. Kisisel gelisim planlari, c¢aliganlarin hedeflerini, yetkinligini, performansini;
stratejik olarak belirlemek degerlendirme araci olarak 6énemli rol oynamaktadir (De Vos vd., 2021,
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s. 9). Bu nedenle planlar, bireylerin hedeflerine gore ¢ok cesitli ve esnek olabilmekte ve Grgiitsel
basart i¢in itici unsur olarak hizmet edebilmektedir. Etkili kisisel gelisim planlari, bireylerin kisisel
gelisim diizeylerini analiz etmelerine, eksiklerini tamamlamalarina ve iletisim ¢evrelerinin gelismesi
icin yardimci1 olmaktadir (Kiviméki ve Meriluoto, 2018, s. 514).

Glinlimiiziin basarili yoneticileri, ¢alisanlari giiclendirmenin 6nemini fark ederek bu
dogrultuda ¢esitli yontemler gelistirmeye calismaktadirlar. Bu dogrultuda yoneticiler, giiclendirme
uygulamalar1 ile calisanlarin kendilerini giiclii hissetmelerini, daha istekli ve etkili kararlar
vermelerini, orgiit amaclar1 dogrultusunda galismalarin siirdiirmelerini saglamaktadir. Isletmelerin
rekabet iistiinliigii saglamasi ve siirdiirebilirlikleri; giiclendirme ¢aligmalari, gérevlerin belirlenmesi,
calisanlarin katilimi ve yetki dagilimmin uzmanhk alanlarina gore yapilmasiyla dogrudan
baglantilidir. Bir diger ifadeyle caligsanlarin yetkinliklerinin artirmasi ve islerinde uzmanlagmasini
amaglayan personel giiclendirme yaklagimi; tiim kaynaklarin personele sunulmasini esas alan bir
yonetim anlayisidir. Dolayisiyla bu arastirmada igerik olarak, konuyla ilgili kavramsal ¢erceve,
personel giliclendirmenin boyutlar, calisan performansi, personel giiclendirme ve calisan
performansi arasindaki iliski konularina yer verilmistir. Bu dogrultuda personel gii¢clendirmenin,
calisgan performansina etkileri kapsamda yapilacak uygulamali bilimsel aragtirmalarin;
arastirmacilara, hastanelere, farkli sektorlerdeki isletmelere, yatirimcilara konuyla ilgili tiim ilgili
taraflara 6nemli katkilar saglayabilecegi diisiiniilerek bu ¢alisma yapilmistir?,

Personel Giiclendirmenin Boyutlari
Anlam ve Ozerklik Boyutu

Vu’ya (2020, s. 23) gore, isletmeler personel giiclendirme uygulamalar ile calisanlari
yetkilendirerek, bireysel inisiyatif ve yeniligi ddiillendiren bir anlam, giiven ve is birligi kiiltiirii
olusturulmaktadir. Bir diger ifade ile personelin giiclendirilmesi, ¢alisanlarin islerinde inisiyatif
alma, karar verme, kapasite ve yetkinlikleri artirmaya odaklanan bir organizasyonel stratejidir.
Ayrica Tampi vd.’ne (2022, s. 1621) gore, ¢alisanlarin yetkilendirilmesi, ¢alisanlarin giiglii yonlerini
ve yeteneklerini sergilemelerini saglayan oOrgiit iklimi ortami yaratmalarinda Onemli rol
oynamakladir. Boylelikle kararlar, bireysel diizeyde degil de, takim ruhu igerisinde birlikte ortak
amaglarin gergeklesmesi kapsaminda alinmaktadir.

Ozerklik, kisinin eylemleriyle ilgili secim ve onay duygusunu ifade etmektedir (Olafsen vd.,
2018, 179). Calisma ortaminda ozerklik ise bir ¢alisanin giinliik is siireglerinde, drnegin gorevlerin
nasil ve ne zaman yapilacagi gibi konularda ne oOlgiide takdir yetkisi kullanabildigi anlamina
gelmektedir. Personel giiclendirmede ¢alisanlarin 6zerklik ihtiyacinin karsilanmasi, c¢aligan
performansinda ve motivasyonunda artisa yol agmaktadir. Bu motivasyon daha sonra tiikenmislik
duygusunu, isten ayrilmayi ve is yorgunlugu istemlerini azaltirken ayni zamanda memnuniyeti,
baglilig1 ve ¢aligsan performansini da artirmaktadir (Parker, 2014, s. 12).

2 Personel, ¢aligan ve is yeri iligkilerini ortaya koyan ¢esitli aligmalar i¢in bk. Adigiizel ve ark. (2021), Aydin Goktepe ve
ark. (2020), Erdogan (2020), Kaban (2020), Kestane ve ark. (2019), Kirmizigiil (2020), Orhan (2020), Ozgii Cakir (2020),
Sariyildiz ve ark. (2021), Sanal ve Girenay (2019), Uygun (2020), Yilmaz ve Yilmaz (2021), Ataman (2025), Ates (2025),
Aynaci ve ark. (2025), Baydeniz (2025), Celik (2025), Diker (2024), Ercan ve Kirmizigiil (2025), Giilsen ve Kahramanoglu
(2023), Isik¢1 (2025), Keskin ve Ozaltas Sercek (2025), Mentese ve Unal (2022), Murt ve Dagh (2024), Ocal ve Yiice
(2024), Olmez (2025), Oner (2023), Saglar ve Sen (2022), Sevim ve Kaya Bensghir (2025), Turp (2025), Ulucan ve Yavuz
Aksakal (2025), Uygun (2025), Yener Aydin (2025), Yildirim (2022), Ag ve Balc1 (2019), Akkaya ve Demir (2020), Altay
ve Altay (2020), Aydin Goktepe ve ark. (2020), Bakkal Oztokatl ve ark. (2023), Cindiloglu Demirer (2019), Demirci ve
ark. (2020), Fener ve Kése (2023), Kalayci ve Ozkul (2019), Kaptangil ve Asan (2020), Kunt (2023), Memis (2023), Ogiit
ve Bayramoglu (2023), Orhan ve ark. (2019), Ozar1 (2020), Ozdemir ve Misirl1 (2020), Ozkan (2019), Ontiirk (2020), Polat
Dede (2019), Sanal ve Yilmaz (2020), Sonmez ve Naldoken (2019), Yaras ve Goksel (2023), Yesilyurt ve Tekin (2021).
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Yetkinlik ve Etki Boyutu

Calisanlarin  yetkilendirme uygulamasi, yalmzca bireysel becerilerini artirmakla
kalmamakta, ayni zamanda isletme icin daha kapsamli bir yenilik ve yeterlilik ortaminin da
olugsmasma katki saglamaktadir. Calisanlarin yetkilendirilmesi, calisanlarin performansinin,
isletmeye olan giiveninin ve bagliliginin artirilmasinda 6énemli rol oynamaktadir (Edyanto vd., 2021).
Genel olarak karar alma siireglerine aktif olarak katilan ¢alisanlar, daha biiyiik aidiyet ve giliven
duygusu yasama egilimi gostermektedir. Bir diger ifade ile ¢alisan bagliligin1 artirmay1 amaglayan
is yetkilendirmesi, caligsanlarin i devamliligi isteginin devamliligini ve orgiitsel bagliligi artirmaya
yonelik tutumlar harekete gecirmektedir (Iriawan, 2020).

Insan kaynaklar1 yonetimi stratejisinin etkin uygulanmasi, calisanlarin yetkilendirilmesi;
i¢csel motivasyon yoluyla calisan yeterliligini ve ¢alisanlarin gérevlerini yerine getirme etkinliginin
artmasinda Oonemli rol oynamaktadir. Bu nedenle isletmelerin siirdiirebilirlikleri i¢in g¢aliganlarin
giiclendirilmesi, orgiitsel bagliliklarinin artirilmasi ve inisiyatif kullanmalarina yonelik yetkilerin
verilmesi gerekmektedir. (Andika ve Darmanto, 2020, s. 250).

Calisan Performansi Boyutlari

Caliganlarin  yetkilendirilmesi uygulamasi ile sorumluluk paylagimina, c¢aliganlarin
performansinin artirilmasina  ve isletmenin performansinin artirilmasina odaklanmaktadir.
Yetkilendirme; etkinligi, verimliligi ve ¢calisan memnuniyetini artiran bir kilavuz gorevi gérmektedir.
Bu nedenle yetkilendirme, galisanlarin karar alma siire¢lerine katilimini, yeni fikir {iretmeyi ve
uygulamalara katilimini tesvik etmekte, daha fazla sorumluluk {istlenmelerini saglamaktadir. Bagh
ve sadik calisanlar, kurumsal hedeflere ulasmakta, daha fazla is tatminine sahip olmakta, daha
iiretken olmakta ve daha fazla sorumluluk almaktadirlar (Cheong vd., 2016, s. 602).

Ucret

Performansa dayali iicret, onceden belirlenmis performans diizeylerine bagli olarak
belirlenmis bir iicretlendirme sistemidir. Ucretler genellikle, ddiil, terfi ve tazminat tiirleri gibi
finansal ve finansal olmayan uygulamalar1 icermektedir. Odiiller ve tesvikler, calisanlarm moralini
yiikseltmekte, ig tatminini, ise devamliligi, verimliligi ve performansi ve is kalitesini artirmaktadir
(Lemieux vd., 2009, s. 1). Performansa gore iicret calisanlarin, beklentilerinin, isteklerinin ve
performansinin artmasini olumlu yonde etkilemek i¢in uygulanan bir yonetim uygulamasi olarak
kabul edilmektedir. Calisanlarin sorumluluk alma, yaraticiliklarini artirma ve risk iistlenme gibi is
davraniglarini yonetmede iicret 6nemli bir role sahiptir (Zhang vd., 2015, s. 1379).

Iletisim

Yoneticiler ve c¢alisanlar arasindaki etkili iletisim, motivasyon, performans ve rekabet
{istiinliigiiniin saglanabilmesi icin 6nemlidir. Isletmeler giderek daha fazla veriye bagiml hale
geldikce; analitik odakl1 yonetim, isletme stratejilerinin optimize edilmesi, etkin kararlar alinabilmesi
icin analitik araglarin kullanimi artmugtir. Analitik araglarin kullanimi ile birlikte yoneticiler, ekip
icindeki iletigim siireclerini izleyebilmekte, analiz edebilmekte ve tahmin edebilmektedir. Bu durum
daha iyi etkilesim, mesajlasma ve hem yoneticiler hem de calisanlar arasinda daha iyi iligkiler
kurulmasia yol agmaktadir. Isletmelerde ¢ok fazla miktarda olusan her tiirlii bilgiyi isleyebilen
biiyiik veri ve YZ araglarmin yiikselisiyle birlikte, yonetimsel kararlarda veri analitiginin kullanimi
artmaktadir. Bu dogrultuda analitik araglar1 kullanan ydneticiler, c¢alisanlar arasindaki iletisim
zorluklarim belirlemekte, tespit edilen bosluklar1 kapatabilmekte ve performansta siirekli iyilesme
saglamaktir (Kumar ve Patel, 2025, s. 1-2).

Motivasyon

) Elvina ve Chao’nun (2019, s. 59) “Calisan Motivasyonu ve Is Performansi Arasindaki iliski
Uzerine bir Calisma” baglikli ¢alismasinda, ¢alisanlarin motivasyonunun, performanslari tizerinde
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olumlu bir etkisi oldugunu belirtmisleridir. Ayrica, ¢alisanlarin sahip oldugu motivasyonun orgiitsel
performanst iyilestirme yetenegi de vardir. Ayrica yoneticilerin, g¢alisanlarin motivasyonun
saglamada 6nemli bir roliiniin oldugunu tespit etmisleridir (Khajeh, 2018, s. 3).

Talep ve Isteklerin Karsilanmasi

Performans isletmelerde hedefleri gergeklestirmek iizere, sorumluluk, yetki, yasalar, etik ve
ahlak kurallarma uygun sekildeki isteklerinin kargilanmasi sonucunda calisanlarin gosterdigi
cabalarin sonucudur. Bu baglamda yoneticiler, ¢alisanlarin taleplerini karsilayarak, performansin
motive etmede &nemli bir rol oynamaktadir (Syafii vd., 2015, s. 1144). Isletme yéneticileri,
calisanlarin motivasyonunu ve performansini artirmada ¢ok onemli bir gérev yapmaktadirlar. Bir
diger ifadeyle, motive olmus calisanlar, genellikle organizasyonel hedefleri dogru ve etkin bir sekilde
nasil gerceklestireceklerini bilmektedirler. Calisan odakli yonetici anlayisi, 6ncelikle calisanlarin
fikirlerini tegvik eden, yakalayan ve degerlendiren adil ve seffaf siiregler gelistirmeye dayanmaktadir.
(GonzalezGonzalez ve Garcia-Almeida, 2021, s. 1).

Personel Giiclendirme ve Calisan Performansi liskisi

Isletmeler performanslarini siirdiirmek icin bilgi ve beceri sahibi calisanlara ihtiyac
duymaktadir. Bu baglamda, calisanlarin yetkilendirilmesi isletmeler igin Onemli bir basari
faktoriidiir. Giiclendirme, ¢alisanlarin giivenini, baghiligimi ve performansini artirmaktadir
(Nwachukwu, 2016, s. 7). Giiclendirme, is giiciinii isletme i¢inde yetkiyle karar vermeleri i¢in
desteklemek ve tesvik etmek anlamina gelmektedir. Caligsanlarin bilgi, beceri, tecriibelerinden
yararlanabilmek i¢in isletmeler, calisanlarina yetki, 6zerklik ve statii gibi olanaklar saglamak
durumundadir (Potnuru vd., 2019, s. 39). insan kaynaklarmin giiclendirilmesi, insan kaynaklarinin
potansiyelini veya yetenegini artirmaktadir. Bu nedenle, tam donanimli bir organizasyon,
isletilemiyorsa zarar etmektedir. Insan kaynaklar1 giiclendirmesi, degisim ve gelisim yoluyla insan
potansiyelini gii¢lendiren bir is siireci veya faaliyetidir. Calisanlarin gii¢lendirilmesi, organizasyon
veya ¢alisma ekibinin performansini iyilestirmek icin ¢gok dnemlidir ve maksimum gii¢clendirme ile
gelistirilenlerin beklenen performansi artiracagi varsayilmaktadir. Calisan performansi da bir
organizasyonun iyilestirilmesine katkida bulunur (Saleem vd., 2019, s. 305). Baird vd.’ni (2018, s.
257) “Kontrol Mekanizmalariin Etkin Kullanimi, Calisanlarin Yetkilendirilmesi ve Performans
Arasindaki Iliski “ bashikli arastirma sonucuna gore calisanlarin giiclendirilmesi, isletmelerin
performansini iyilestirmede 6nemli bir rol oynamaktadir.

Bireysel Yeterlilik ve Calisan Performansi Tliskisi

Caligan performansi, igletme hedeflerine ve basariya ulasmada ¢ok 6nemli bir faktér oldugu
icin ana odak noktasidir. Caligan performansini etkileyen en 6nemli faktorden ikisi, bireysel yeterlilik
ve ¢alisanlarin giiclendirilmesidir. Bireysel yeterlilik, caliganlarin gorevleri etkili bir sekilde yerine
getirmek icin sahip olduklar1 beceri, bilgi, yetenek ve tutumlarin birlesimi olarak tanimlanmaktadir.
Caliganlarin  giiglendirilmesi ise c¢alisanlarin bagimsiz olarak karar vermeleri, gorevlerini
tamamlamalar1 i¢in onlara saglanan; sorumluluk, yetki ve giiven ve inisiyatif saglamaya yonelik
cabalar1 kapsamaktadir. Yiiksek yeterlilige sahip calisanlar, degisime daha kolay uyum saglama
egiliminde olup, islerini yiiksek standartlarda tamamlamakta, isletmeye gercek katkilar saglamakta,
motivasyonu ve Orgiitsel bagliligi artmaktadir (Utin ve Yosepha, 2019, s. 70). Dolayisiyla
isletmelerin en 6nemli liretim ve hizmet kaynaklarindan olan insan kaynaklarinin giiclendirilmesi,
planlanan hedeflere ulagsmalari, yetkinlik diizeyin artirtlmasi ve siirdiiriilebilir rekabet avantajinin
saglanmasi agisindan biiyiik 6nem tagimaktadir (Manzoor vd., 2019, s. 2).

Motivasyon ve Calisan Performanst Tliskisi

Islerinde motive olan calisanlar, iistlendikleri gorevleri basindan sonuna kadar olan tiim
stireclerde kendileri yonetmek istemektedir. Bu baglamda calisanlarin gorevlerini bizzat yerine
getirebilmeleri; 6zglir bir sekilde islerini yapabilmeleri, yetkinlik diizeylerinin yeterli olmasi ve
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motivasyonlarinin isletme igerisinde saglanmasi ile ilgilidir. Buna karsilik, yeterli yetkinlikte
olmayan caligsanlarin is yapma istekleri, gorevlerini eksiksiz tamamlama duyarliliklar1 ve isi olan
giivenleri azalmaktadir. Bu nedenle isletme ydneticilerinin, belirledikleri amaglara ulasabilmeleri ve
stirdiirebilirligi saglayabilmeleri icin calisanlarin kisisel gelisimlerine, kariyer gelisimlerine,
yetkinliklerine, motivasyonlarina, ise olan giivenlerine, ise baglhliklarina ve taleplerinin
karsilanmasina 6nem vermeleri ve gerekli destekleri saglamalari gerekmektedir (Atalay, 2010, s. 14).

Gti¢lendirilme uygulamalari ¢alisanlarin; kararlara katilimlarini, iletisimlerinin iyilesmesini,
motivasyonlarmin artmasini ve performanslarinm iist seviye ¢ikmasmi desteklemektedir. Isteki
motivasyonun yiiksek olmasi tek basina performans artisini saglamamakta ve calisanlarin
yetkinliklerinin, becerilerinin, tecriibelerinin ve isle ilgili uzmanliklarinin yeterli seviyede olmasi
gerekmektedir. Bir diger ifade ile isletmelerin istihdam politikalari, 6zellikle liyakata gore
uygulanmali ve isin dzelliklerine gore calisanlarin gorevlendirilmesi gerekmektedir (Bliese vd.,
2017, s. 12). Bu dogrultuda iistiin yetenekli ve is motivasyonu yiiksek olan ¢alisanlarin; isletmelere
olan katkilar1 artmakta; kararlara katilim, yenilikg¢ilik, tam kapasite ¢alisma, isten ayrilmama ve
orgiite baghlik agisindan c¢ok daha kalici tutumlar sergilemektedirler. Bu kapsamda yapilan
arastirmalarda, ¢alisanlarin giiclendirilmesi ve 6znel refahinin; 6z yeterlilik, 6z saygi, ise baglilik ve
stres gibi ¢esitli boyutlarla iligkili oldugu belirtilmektedir (Douglass ve Duffy, 2015, s. 59).

Yontem

Bu ¢alismanin hazirlanmasinda literatiir bolisiimiinde tiimevarim yontemi esas alinmis ve
uyguma kisminda ise “Neden-Sonug lligkisini” ortaya koyan “Iligkisel Tarama Modeli” esas
alinmustir.

Arastirmanin Amaci
Bu aragtirmada amag, personel giiglendirmenin, ¢alisan performansina etkilerinin analizidir.
Arastirmanin Evren ve Orneklemi

Aragtirmanin evreni, Istanbul’da faaliyetini siirdiiren 6zel hastanelerde ¢alisan toplam
44.636 kisiyi kapsayan hastane personelidir (Doktor, hemsire, ebe, saglik personeli)
(https://data.tuik.gov.tr/Kategori/GetKategori? p=Saglik-ve-Sosyal-Koruma-101). Bu ¢aligmada
katilimcilarin belirlenmesinde, belirlenmis olan evrende herkesin esit katilim sansina sahip olmasi
icin “ Basit Tesadiife Ornekleme Yontemi” tercih edilmistir. “Basit Tesadiifi Ornekleme”, belirlenen
evrende her bireyin secilme sansi esit olmaktadir. Dolayisiyla belirlenen evrendeki katilimcilara
numara verilmis ve bu listeden rastgele segilen mail adreslerine anketler gonderilmistir. Orneklem
biiylikliigliniin tespitinde ise asagidaki tablodan yararlanilmistir.

Tablo 1. Evren Biiyiikliigiine gore Orneklem Tespit Tablosu

"EYre?V . Orneklem (%95 Giiven sinir1, <0.05 drnekleme hatast)
Bityiiklugii
10000 370
25000 378
50.000 381
100.000 383

44.636 olan evren biiyiikligiinde i¢in Tablo 1’e gore %95 giiven sinir1 ve %5 6rneklem hatasi
kapsaminda 381 kiginin 6rneklem gerekmektedir (Yazicioglu ve Erdogan 2004, s. 50). “Google
forms” ile arastirmaci tarafindan yapilan anketlerin bir kisminin eksiklikleri nedeniyle iptal edilmesi
ihtimali diisiiniilerek toplam 650 kisiye anket gonderilmistir. Ancak donen anketlerden gecersiz
olanlar ayrildiktan sonra geriye kalan 540 anket Orneklem olarak belirlenerek ilgili analizler
tamamlanmugtir.
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Varsayimlar
Bu aragtirmada varsayimlar asagidaki sekildedir;

1. Bu arastirmanin orneklem biyiikligii istatistiksel tablo destegi ile saglandigindan,
katilime1 sayisinin evreni temsil ettigi varsayilmistir.

2. Bu aragtirma kapsaminda kullanilan Olgeklilerin yaygin olarak daha once farkli
caligsmalarda da kullanilmig olmasi 6l¢me araglarinin gecerli ve giivenilir olmasini sagmaktadir

Strliliklar
Bu aragtirmada siirliliklar asagidaki sekildedir;

1. Bu aragtirmanin verilerinin elde edilmesinde kullanilan anket; “Demografik Veriler”,
“Personel Giiclendirme” ve “Calisan Performansi” oOlgeklerinde igeriginde yer alan sorularla
sinirhidir.

2. Bu arastrmanin evreni Istanbul’da faaliyetini siirdiiren 6zel hastanelerde calisan
personelle sinirlidir.

Veri Toplama Araclari

Istanbul Gelisim Universitesinin Etik Kurulu’ndan 24/10/2025 tarih ve 2025/19 say1l karari
ile etik izin alimmistir. Bu kapsamda caligma igin belirlenen anketin, ilk boliimiinde katilimcilarin
demografik ozellikleriyle ilgili 4 soru; ikinci boliimiinde Spreitzer (1995, s. 1460) tarafindan
gelistirilen ve Akgiil’ {in (2019) calismasinda kullandig1 * Personel Giiglendirme Olgegi” sorularina
yer verilmistir. 4 boyut, 12 soruluk, 5°1i likert yontemiyle hazirlanan bu 6lgekte, katilimcilarin cevap
secenekleri, “Kesinlikle Katiliyorum”, “Katiliyorum”, “Kararsizim”, “Katilmiyorum” ve “Kesinlikle
Katilmiyorum™ segeneklerini igermis ve Ol¢egin giivenirlik analizi sonrasinda KMO degeri 0,856
orneklemin yeterliligi tespit edildigi belirtilmistir ve {iglincii béliimde ise Rahman ve Bullock (2005)
tarafindan gelistirilen ve Erdogan ve Celik’n (2019) calismalarinda kullandigi “Caligan Performansi”
sorularina yer verilmistir. 1 boyut, 6 soruluk, 5°’li likert yontemiyle hazirlanan bu O&lgekte,
katilimeilarin - cevap segenekleri, “Kesinlikle Katiliyorum”, “Katiliyorum”, “Kararsizim”,
“Katilmiyorum ve “Kesinlikle Katilmiyorum” segeneklerini icermis ve 6lgegin giivenirlik analizi
sonrasinda KMO degeri 0,896 orneklemin yeterliliginin tespit edildigi belirtilmistir.
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Arastirmanin Modeli ve Hipotezleri

(T A

PERSONEL GUCLENDIRME

1. Anlamlihk (Bagimh Degisken)
2. Yeterlilik —d

3. Ozerklik El

4 Etkililik

T [

DEMOGRAFIK BIiLGILER
(Ara Degisken)
1. Cinsivet
2. Medeni durum
3. Yas

4. Egitim Durumu
3. Calisma Siiresi

Sekil 1. Personel Giiglendirme, Calisan Performansi ve Demografik Degiskenler Arasindaki
Iliskilere Yonelik Kavramsal Model

Arastirmanin Hipotezleri
H1: Personel giiclendirme uygulamalar ile ¢alisanlarin performansi arasinda iliski vardir.

Hla: Personel giiclendirme uygulamalarinin anlamliligt ile calisanlarin performansi arasinda
iliski vardir.

H1b: Personel giiclendirme uygulamalarinin yeterliligi ile ¢alisanlarin performansi arasinda iliski
vardir.

Hlc: Personel giiclendirme uygulamalarinin 6zerk olmasi ile ¢alisanlarin performansi arasinda
iliski vardir.

H1d: Personel giiclendirme uygulamalarinin etkililigi ile ¢alisanlarin performansi arasinda iligki

H2: Personel giiclendirme uygulamalarinin ve ¢alisanlarin performansinmi etkilemesinde, bireyler
arasinda demografik degiskenler agisindan fark vardir.

H2a: Personel giliglendirme uygulamalarinin anlamliligimin, c¢alisanlarin  performansini
etkilemesinde bireyler arasinda cinsiyet degiskeni agisindan fark vardir.

H2b: Personel giiglendirme uygulamalariin yeterliliginin, ¢alisanlarin performansini
etkilemesinde bireyler arasinda yas degiskeni agisindan fark vardir.

H2c: Personel gliglendirme wuygulamalarinin  6zerkliginin, c¢alisanlarin  performansini
etkilemesinde bireyler arasinda egitim durumu degiskeni agisindan fark vardir.

H2d: Personel giigclendirme uygulamalarimin etkililiginin, ¢alisanlarin  performansini
etkilemesinde bireyler arasinda medeni durum degiskeni agisindan fark vardir.
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H2e: Personel giiclendirme uygulamalarinin etkililiginin, calisanlarin  performansini
etkilemesinde bireyler arasinda ¢alisma stiresi degiskeni acisindan fark vardir.

Verilerin Analizi ve Bulgular

Bu kisimda verilerin analizleri sonrasinda elde edilen bulgulara yer verilmistir. Anket
sonucunda elde edilen verilere; SPSS istatistik programi araciligr ile “Giivenirlik”, “Frekans”,
Normallik”, “t Testi ve Tek Yonlii Varyans/f testi”, “Korelasyon” ve “Regresyon” analizleri
uygulanmustir.

Giivenilirlik Analizi

“Personel Gli¢lendirme” ve “Calisan Performansi” i¢in hesaplanan giivenilirlik “Cronbach’s
Alpha Katsay1” degerleri tablo 2°de verilmistir. Cronbach's Alpha degeri, dlgekte bulunan tiim
maddeler arasindaki ne kadar iliski oldugunu ve dl¢egin yap1 gegerliliginin tespiti i¢in dl¢iilmektedir.
Cronbach's Alpha 0 ile 1 arasinda deger almakta ve 1’e yaklastikca daha yiiksek i¢ tutarliligt
gostermektedir.
Tablo 2. Giivenilirlik Analizi Cronbach Alfa Degerleri

Olcek Boyut Boyutlar icin Olcek icin
Cronbach Alfa Cronbach Alfa
Degerleri Degerleri
Personel Giliglendirme Anlamlilik 0.764
Yeterlilik 0.694 0856
Ozerklik 0.950
Etkililik 0.740
Calisan Performansi Caligan Performansi 0.916 0.916

Tablo 2’deki bulgular incelendiginde, 4 boyut 12 maddeden olusan “Personel Giiglendirme
Olgegi” icin hesaplanan “Cronbach Alfa Giivenilirlik Degeri ” (a=0,856) ve 1 boyut 6 maddeden
olusan “Calisan Performansi Olgeginin” “Cronbach Alfa Giivenilirlik Degerinin” (a=0,916) yiiksek
i¢ tutarlilik gosterdigi tespit edilmistir.

Frekans Analizi

LR INY3 LR Y34

Arastirmada frekans analizi bashigi altinda; “cinsiyet”, “yas”, “isletmede calisilan siire”,
“medeni durum” ve “egitim durumu” bulgular tablo 3’te verilmistir.
Tablo 3. Frekans Sonuglari

Degiskenler Frekans (n) Yiizde (%)
“Cinsiyet” Kadin 256 45,1
Erkek 311 54,9
18-30 Yas 174 30,7
“Yag” 31-43 Yas 255 45,0
44-56 Yas 132 23,3
57 Yas ve lizerinde 6 1,1
“isletmede Cahsilan 0-10 Y1l 205 36,3
Siire” 11-21 Y1l 188 33,2
22-32 Y1l 141 24,9
33 yil ve tizeri 31 5,8
“Medeni Durum” Bekar 243 42,9
Evli 324 57,1
Okur Yazar Degil 0 0,0
Tlkokul 4 0,7
“Egitim Durumu” Lise 141 249
On Lisans 124 21,9
Lisans 128 22,6
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Lisans Ustii 170 30,0

Tablo 3’teki bulgular incelendiginde, ¢aligma kapsaminda toplamda 567 kisi ile anket
yapilmistir. Goniilli  katilimeilarin 256’st “kadin” (%45,1) ve 311’1 “erkeklerden” (%54,9)
olugmaktadir. Katilimcilarin 174’iiniin 18-30 “yas” (%30,7) arasinda, 255’inin 31-43 “yas” (%45,0)
arasinda, 132’sinin 44-56 “yas” (%233) arasinda ve 6’sinin de 57 “yas” ve lizerinde (%1,1) oldugu
gdzlenmistir. Ayrica katilimeilarm 205’inin 0-10 “y11” (%36,2) arasi, 188’inin 11-21 “y11” (%33,2)
arasi, 141’inin 22-32 “y11” (%24,9) aras1 ve 33’iiniin 33 “y1l” {izerinde (%5,8) hizmet siirelerinin
oldugu goriilmektedir. Katilimecilarin “egitim durumlar” incelendiginde 4’tiniin “ilkdgretim”
(%0,7), 141’inin “Lise” (%24,9), 124’iiniin “6n lisans” (%21,9), 128’inin “lisans” (%22,6), ve
170’inin de “Lisans Ustii” (%30,0) yaptig1 sonucuna ulasilmistir.

Normallik Analizi
Bu kisimda verilerin normal dagilima uygunlugunun testi i¢in normallik analizi yapilmistir.

Tablo 4. Normallik Testi

“Skewness / Carpikhik” “Kurtosis / Basiklik”
Anlamhilik 0.343 -1.143
Yeterlilik -0.131 0-.564
Ozerklik 0.053 -1.906
Etkililik 1.426 -1.897
Calisan Performansi -1.291 -.333

Tablo 4°teki bulgular incelendiginde, normallik analizi ¢arpiklik ve basiklik kat sayilarinin -

2 ile +2 araliginda yer aldig1 i¢in normal dagilima uygun oldugu icin nicel analizlerin yapilmasina
karar verilmistir.

Korelasyon Analizi

“Personel Giiclendirme” ve “Calisan Performans1” degiskenleri arasindaki iliskinin tespiti
icin korelasyon analizi sonuglari;

Tablo 5. Personel Giiglendirme ve Caligsan Performansi i¢in Korelasyon Analizi

Anlamlilik Yeterlilik Ozerklik Etkililik Cahsan
Performansi

Anlamhlik 1 .292* .145™ -.528™ 597"
Yeterlilik 292 1 =291 .196™ =297
Ozerklik .145™ -291™ 1 =377 .380™
Etkililik -.528" .196™ =377 1 -.660™
Cahsan 597 297" 380" -.660** 1
Performansi

** Korelasyon 0,01 diizeyinde anlamlidir (¢ift yonlii test).

Tablo 5°teki bulgular incelendiginde, “Personel Gii¢lendirme” ve “Calisan Performansi”
arasindaki lineer iligkinin varligimin genel olarak irdelenmesi icin korelasyon analizinden
faydalanilmistir. Uygulanan korelasyon analizi sonucunda “Anlamlilik” ve “Calisan Performans1”
arasinda pozitif yonlii iligki (r=0,597) tespit edilmistir. Ancak “Etkililik” ve “Calisan Performans1”
arasindaki iligki incelendiginde gruplar arasinda negatif yonlii bir iliskinin (r= -0,660) var oldugu
goriilmektedir. Calisan Performansi ile personel giiclendirme etmenleri arasinda pozitif ve negatif
iligkilerin varligindan s6z etmek miimkiindiir. Bu nedenle mevcut iliskileri neden-sonug¢ agisindan
daha iyi agiklanabilmesi i¢in regresyon analizi yapilmasina karar verilmistir.

Regresyon Analizi

Bu boliimde “Personel Giiglendirme” etkenlerinin, “Calisan Performansi” ilgili
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H1: Personel giiclendirme uygulamalar ile ¢alisanlarin performansi arasinda iliski vardir.
Hla: Personel giiclendirme uygulamalarimin anlamlilig: ile ¢alisanlarin performansi arasinda
iliski vardir.
H1b: Personel giiclendirme uygulamalarinin yeterliligi ile ¢alisanlarin performansi arasinda iliski
vardir.
Hlc: Personel giiglendirme uygulamalarinin 6zerk olmasi ile galisanlarin performansi arasinda
iliski vardir.
H1d: Personel giiglendirme uygulamalarinin etkililigi ile calisanlarin performansi arasinda iliski
vardir hipotezleri i¢in regresyon analizi yapilmistir. Regresyon analizi denklemi; “Y= Bo+ Bi Xi+
€ seklinde ifade edilmekte olup ; “Y bagimli degiskeni”, “Xi bagimsiz degiskeni”, “B; bagimsiz
degiskenle ilgili kat sayiy1”, “€; bagimli degiskene ait hata terimlerini” ve “Bo Sabit Katsay1y1”
temsil etmektedir.

Tablo 6. Personel Gli¢lendirme ve Calisan Performansi i¢in Regresyon Analizi Bulgular
Calisan Performansi

Boyutlar B P Hipotez
“Sabit Katsay1” 3.127 - -
“Anlamllllk”y 563 0.000 H1la Kabul
“Yeterlilik” -.386 0.000 H1b Kabul
“Qzerklik” .091 0.001 Hlc Kabul
“Etkililik” -.253 0.000 H1d Kabul

Sig=<0.000 R?=0,652

“Personel Gii¢lendirme” degiskeninin “Calisan Performansi” iizerinde etkisinin olup-
olmadigini arastirmak icin ¢ok degiskenli istatistik yontemlerden biri olan regresyon analizinden
yararlanilarak elde edilen degerler tablo 6°da yer almistir. Modelin agiklama giiciiniin “R?=0,652”
yiiksek c¢ikmasi, bagimli degiskendeki toplam degisimin % 65,2'sinin bagimsiz degiskenler
tarafindan agiklandigini ve c¢aligmanin istatistik modelinin verilere uyumlu oldugunu ifade
etmektedir. Diger bir ifadeyle ¢alismanin bagimli degiskenindeki meydana gelen degisimlerin %
65,2’1 model ile agiklanmaktadir, geriye kalan %34,8'1 ise modele dahil edilmeyen faktorlerden veya
Olclim hatalarindan kaynaklanabilir. Dolayisiyla daha sonra yapilacak olan arastirmalara; kigisel
gelisim, kariyer gelisimi, egitim, oryantasyon ¢aligmalari, 6diil, ceza, performansa dayali licret gibi
faktorlerin eklenmesi Onerilebilir.

Regresyon analizi ile birlikte hesaplanan degerler incelendiginde, “Personel Giliglendirme”
etkenlerinden “Anlamlilik” (p=0.000), “Yeterlilik” (p=0.000), “Ozerklik” (p=0,001) ve “Etkililik”
(p=0.000) “Calisan Performansinin” iizerindeki etkisinin anlamli oldugu tespit edilmistir (p<0,05).
Bu baglamda olusturulacak regresyon denklemi ve degisken 6zellikleri tablo 7°de sunulmustur.

Tablo 7. Calisan Performansi i¢in Regresyon Denklemi Sembolleri ve Karsiliklari

“Semboller” “Anlamlar” “Karsiik Gelen Kavram/Deger”
“Yy” “Bagimli Degisken” “Caligan Performansi1”
“Xi1» “Bagimsiz Degisken” “Anlamlilik”
“X2» “Bagimsiz Degisken” “Yeterlilik”
“Xs3» “Bagimsiz Degisken” “Ozerklik”
“Xg “Bagimsiz Degisken” “Etkililik”
“Bo> “Sabit Katsay1” 3.127 (Tablodaki B degerlerinden)
“Br1~ “Bagimsiz Degiskene ait Katsay1” 0.563
“Ba» “Bagimsiz Degiskene ait Katsay1” -0.386
“Bs» “Bagimsiz Degiskene ait Katsay1” 0.091
“Par “Bagimsiz Degiskene ait Katsay1” -0.253
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Regresyon denklemi ile iliskili, tabloda gosterilen degisken ve sembol karsiliklar
“Y=Bo+B:1X,” denkleminde yerine yazildigi zaman; “Y=Bo+B:iXi+P2Xo+B:Xs+BsXs > Calisan
Performanst = 3,127 + 0,563 “Anlamlilik” — 0,386 “Yeterlilik” + 0,091 “Ozerklik” — 0,253 “Etkinlik”
seklinde olusan denklem incelendiginde; “Anlamlilik” boyutunun, “Calisan Performansi1” iizerinde
pozitif etkisi gozlemlenmistir. Bir diger ifadeyle, “Anlamlilik” (yapilan isin ¢alisan i¢in Gnemi)
arttikga, “Calisan Performansi” artmaktadir. Bu sonuglara gore “Anlamlilik” degiskeni, ¢alisan
performansini pozitif (+0,563) yonde artiran en etkili degisken, “Yeterlilik” (-0,386) ve “Etkinlik” (-
0,253) performansta (6rnegin asir1 Ozgliven, umursamama gibi nedenlerle) beklenen etkiyi
gosteremeyen degiskenler ve 6zerklik (+0,091) ise performansi sinirli olarak pozitif yonde degisken
olarak tespit edilmistir.

Farklihlk Analizi

Farklilik analizlerinde iki degisken icin “t-testi” ve ikiden fazla degisken arasindaki
farkliligin tespiti i¢in “Tek Yonlii Varyans Analizi” yapilmistir. Bu kapsamda analiz sonrasinda p
degerinin 0,05’ten kiiciik ¢cikmast durumunda gruplar arasinda farklilik olduguna karar verilmektedir
(Nunnally ve Bernstein, 1994, s. 65)

Cinsiyet ile Personel Giiclendirme ve Calisan Performans: Arasindaki Iliski icin Farklilik
Analizi

“H2a: Personel giiclendirme uygulamalarinin anlamliliginin, ¢alisanlarin performansini
etkilemesinde bireyler arasinda cinsiyet degiskeni acisindan fark vardir” hipotezi igin yapilan t testi
sonucunda;

Tablo 8. Cinsiyet ile Personel Giiclendirme ve Calisan Performansi Arasindaki iliski igin Farklilik
Analizi Degerleri

.. ot g9 o p .
Diizeyler Cinsiyet N Ort. t Degeri Degeri Hipotez
U Kadin 256 3.8854 5.129 <0.000 H2a
Erkek 311 4.0750
Kabul
e Kadin 256 4.1016 H2a
Yeterlilik Erkek 311 42454 -6.282 <0.000 Kabul
.. . Kadin 256  4.4583
Ozerklik Erkek 311 45084 -1.754 <0.080 H2a Red
- Kadin 256 4.0195 H2a
Etkililik Erkek 311 40536 -3.843 <0.000 Kabul
Kadin 256  4.4564
Calisan Performansi Erkek 311 4.4662 -1.668 <0.096 H2a Red

Tablo 8’de “Personel Giigclendirme” ve Calisan Performansinin, “cinsiyet” degiskeni bagh
gosterdigi degisim t-testi yardimiyla analiz edilmistir. Uygulanan test sonucunda “Ozerklik”
(p=0,080) ve Calisan Performansinin (P=0,096) “cinsiyet’e gore degisiklik gostermedigi tespit
edilmigtir (P>0,05). Buna karsilik; “Personel Gii¢lendirme” etkenlerinden “Anlamlilik” (p=0.000),
“Yeterlilik” (p=0.000), “Etkililik” (p=0.000) boyutunun “cinsiyete” gore degisiklik gdosterdigi tespit
edilmistir (P<0,05). Bu kapsamda H2a hipotezi kismen desteklenmistir.

Ortalamalar incelendiginde ise erkeklerin “Anlamlilik”, “Yeterlilik”, “Ozerklik” ve
“Etkililik” etken ortalamalarinin kadinlara gére daha yiiksek oldugu gozlenmistir.

Yas ile Personel Giiglendirme ve Calisan Performansi Arasindaki Iliski icin Farkhilik Analizi
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“H2b: Personel giiclendirme uygulamalarinin anlamliliginin, ¢alisanlarin performansini
etkilemesinde bireyler arasinda yas degiskeni agisindan fark vardir” hipotezi i¢in yapilan f testi
sonucunda;

Tablo 9. Yas ile Personel Giiclendirme ve Calisan Performans: Arasindaki {liski i¢cin Farklilik
Analizi Degerleri

Diizeyler “Yas” N Ort. fDegeri pDegeri  Hipotez
18-30 Yas 174  3.7490
31-43 Yas 255  3.9556
Anlamhilik 44-56 Yas 132 4.4015 84.882 <0.000 Ig 2];,31
57 Yas ve 6  3.3333
lizerinde
18-30 Yas 174  4.0690
31-43 Yas 255  4.2327 b
Yeterlilik 44-56 Yas 132 4.2197 14.539 <0.000 Kabul
57 Yas ve 6  4.3333
tizerinde
18-30 Yas 174  4.3946
) 31-43 Yas 255  4.5529 H2b
Ozerklik 44-56 Yas 132 4.5455 6.740 <0.000 Kabul
57 Yas ve 6  4.0000
tizerinde
18-30 Yas 174 4.0383
31-43 Yas 255  4.0510 Hob
Etkililik 44-56 Yas 132 4.0000 25.197 <0.000 Kabul
57 Yas ve 6  4.3333
tizerinde
18-30 Yas 174 44301
31-43 Yas 255 44667
g:r"ffi';mm 44-56 Yas 132 45000 540 5000 Igﬂ’ﬂ
57 Yas ve 6  4.3333
iizerinde

Tablo 9°da “Personel Giiclendirme” ve Calisan Performansinin, “Yas” degiskeni bagh
gosterdigi degisim f-testi yardimiyla analiz edilmistir. “Personel Gili¢lendirme” etkenlerinden
“Anlamlilik” (p=0.000), “Yeterlilik” (p=0.000), “Ozerklik” (p=0.000), “Etkililik” (p=0.000) ve
Calisan Performansiin (P=0.000) boyutunun “Yag” a gore degisiklik gosterdigi tespit edilmistir
(p<0,05).

Anlamlilik boyutunda ortalamalar incelendiginde, 18—30 yas grubundan 44-56 yas grubuna
kadar artis egilimi oldugu, en yiiksek ortalamanin 44-56 yas grubunda (Ort.=4,4015) gerceklestigi,
ancak 57 yas ve iizeri grupta (Ort.=3,3333) belirgin bir diisiis yasandig1 goriilmektedir. Yeterlilik
boyutunda ise yas arttik¢a genel olarak artis egilimi gézlenmekte olup, en yiiksek ortalama 57 yas ve
iizeri grupta (Ort.=4,3333), en diisiikk ortalama ise 18-30 yas grubunda (Ort.=4,0690) tespit
edilmistir. Ozerklik boyutunda en yiiksek ortalama 3143 yas grubunda (Ort.=4,5529) gériiliirken,
44-56 yas grubu da benzer sekilde yiiksek bir ortalamaya (Ort.=4,5455) sahiptir; buna karsin 57 yas
ve lizeri grupta (Ort.=4,0000) diisiis gézlenmektedir. Etkililik boyutunda 18-30, 31-43 ve 44-56 yas
gruplariin ortalamalart birbirine oldukca yakin iken, 57 yas ve iizeri grubun (Ort.=4,3333) daha
yiiksek bir ortalamaya sahip oldugu belirlenmistir. “Calisan Performansi” boyutunda ise 18-30 yas
grubundan 44-56 yas grubuna kadar kademeli bir artis s6z konusu olup, en yliksek ortalama 44—56
yas grubunda (Ort.=4,5000) gerceklesmis, 57 yas ve lizeri grupta (Ort.=4,3333) ise gorece bir diislis
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tespit edilmistir. Bununla birlikte 57 yas ve iizeri grubun 6rneklem biiyiikliigiiniin (N=6) diger yas
gruplarina kiyasla oldukga diisiik olmasi, bu gruba iligkin isletmelerde bir takim 6nlemlerin alinmasi
gerektigini gostermektedir.

Egitim Durumu ile Personel Giiclendirme ve Calisan Performansi Arasindaki Iliski icin
Farkliik Analizi

“H2c: Personel giliglendirme uygulamalarimin anlamliliginin, c¢aliganlarin performansini
etkilemesinde bireyler arasinda egitim durumu degiskeni agisindan fark vardir” hipotezi i¢in yapilan
f testi sonucunda;

Tablo 10. Egitim Durumu ile Personel Gii¢lendirme ve Calisan Performans: Arasindaki Iliski icin
Farklilik Analizi Degerleri

Diizeyler “Egitim Durumu” N Ort. fDegeri p Degeri  Hipotez
[lkokul 4  3.3333
Lise 141 3.5792
Anlamlilik On Lisans 124 4100 7 <000
Lisans 128 4.1354
Lisans Ustii 170 4.1333
Tlkokul 4 42333
Lise 141 43144
Yeterlilik On Lisans 124 41317 2077 <0000 K};ﬁl
Lisans 128 4.1354
Lisans Ustii 170 4.4353
Tlkokul 4 4.0000
) I:ise 141 42175 H2e
Ozerklik On Lisans 124  4.5887 20.267 <0.000 Kabul
Lisans 128 4.5938
Lisans Ustii 170 4.6000
Ilkokul 4 41333
I:ise 141 4.1442 H2e
Etkililik On Lisans 124 4.0000 93.120 <0.000 Kabul
Lisans 128 4.2000
Lisans Ustii 170  4.0000
Tlkokul 4 43333
Lise 141 4.3511
pabsan On Lisans 12445000 oo <0000
Lisans 128  4.5000 ’
Lisans Ustii 170  4.5600

Tablo 10°da “Personel Gii¢lendirme” ve Calisan Performansinin, “Egitim Durumu”
degiskenleri ile ilgili f-testi bulgularmma yer verilmistir. Yapilan analiz sonrasinda; “Personel
Giiclendirme” etkenlerinden “Anlamlilik” (p=0.000), “Yeterlilik” (p=0.000), “Ozerklik” (p=0.000),
“Etkililik” (p=0.000) ve Calisan Performansinin (p=0.000) boyutunun “Egitim Durumu”na gore
degisiklik gosterdigi tespit edilmistir (p<0,05).

Ortalamalar incelendiginde, egitim diizeyinin tiim boyutlar {izerinde anlamli bir etkisi oldugu
ve genellikle personel giiclendirme uygulamalarinin, ¢alisan performansini etkilemesi kapsaminda;
egitim diizeyi arttik¢a ortalamanin yiikseldigi gozlemlenmistir. Bu kapsamda; personel giiclendirme
boyutlarindan “Anlamlilik” ve “Etkililik”, ortalamalariin lisans diizeyinde en yiiksek oldugu; ayrica
“Yeterlilik”, “Ozerklik” ve “Calisan Performans1” ortalamalarimin lisans Ustii diizeyinde en yiiksek
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oldugu tespit edilmistir. Genel olarak bu bulgu, egitim diizeyi yiikseldik¢e personel giiglendirme
uygulamalarinin, ¢alisan performansini etkileme oraninin arttiginm gostermektedir.

Medeni Durum ile Personel Giiglendirme ve Calisan Performanst Arasindaki Iliski icin
Farkluik Analizi

“H2d: Personel giliclendirme uygulamalarinin etkililiginin, ¢alisanlarin performansini
etkilemesinde bireyler arasinda medeni durum degiskeni agisindan fark vardir” hipotezi igin yapilan
t testi sonucunda;

Tablo 11. Medeni Durum ile Personel Giiglendirme ve Calisan Performans: Arasindaki Iliski icin
Farklilik Analizi Degerleri

“Medeni P

Diizeyler Durum?” N Ort. t Degeri Degeri Hipotez
Bekar 243 3.8230
Anlamhilik -8.086 <0.000 H2d Kabul
Evli 324 4.1142
Bekar 243 4.2373
Yeterlilik 4.383 <0.000 H2d Kabul
Evli 324 4.1379
. ) Bekar 243 4.3855
Ozerklik Evli 304 45802 -5.034 <0.000 H2d Kabul
Bekar 243 4.0850
Etkililik 5.310 <0.000 H2d Kabul
Evli 324 4.0031
Bekar 243 4.4170
Calisan Performansi . -4.070 <0.000 H2d Kabul
Evli 324 4.4954

Tablo 11°de ‘“Personel Giiglendirme” ve Calisan Performansinin, “Medeni Durumu”
degiskenleri ile ilgili t-testi bulgularina yer verilmistir. Yapilan analiz sonrasinda; “Personel
Giiglendirme” etkenlerinden “Anlamlilik” (p=0.000), “Yeterlilik” (p=0.000), “Ozerklik” (p=0.000),
“Etkililik” (p=0.000) ve Calisan Performansi (p=0.000) boyutunun “Medeni Duruma” gore
degisiklik gosterdigi tespit edilmistir (p<0,05).

Ortalamalar incelendiginde, medeni durumun tiim boyutlar tizerinde istatistiksel olarak
anlamli bir farklilik olusturdugu tespit edilmistir goriilmektedir. Bu kapsamda, evli bireylerde;
“Anlamlilik”, “Ozerklik” ve “Calisan Performans1” diizeyleri daha yiiksek iken; bekar bireylerin
“Yeterlilik” ve “Etkililik” diizeyleri daha yiiksek oldugu gézlemlenmistir.

Isletmede Calisilan Siire ile Personel Giiclendirme ve Calisan Performanst Arasindaki Iliski
icin Farklilik Analizi

“H2e: Personel giiclendirme uygulamalarinin etkililiginin, calisanlarin performansini
etkilemesinde bireyler arasinda ¢alisma siiresi degiskeni agisindan fark vardir.” hipotezi i¢in yapilan
f testi sonucunda;
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Tablo 12. Isletmede Calisilan Siire ile Personel Giiclendirme ve Calisan Performans: Arasindaki
[liski i¢in Farklilik Analizi Degerleri

.. “fsletmede T T .
Diizeyler Cahsgilan Siire” N Ort. fDegeri p Degeri  Hipotez
0-10 Y1l 205  3.9967
Anlamlilk 11-21 Y1l 188 4.0372 15677  <0.000 H2e
niamiti 22-32 Y1l 141 4.0307 Kabul
33 yil ve lizeri 33 34949
0-10 Y1l 205  4.1593
. 11-21 Y1l 188  4.1223 H2e
Yeterlilik 22-32 Y1l 141 42530 093 <0000 obul
33 yil ve tizeri 33 4.3333
0-10 Y1l 205 45772
. ) 11-21 Yil 188  4.4911 H2e
Ozerklik 22-32 Vil 141 44657 P* <0000  Kabul
33 yil ve lizeri 33  4.1616
0-10 Y1l 205 4.0260
e 11-21 Y1l 188 4.0284 H2e
Etkililik 22-32 Yl 141 40378 20761 4000  Kabul
33 yil ve iizeri 33 41717
0-10 Y1l 205  4.4740
Calisan 11-21 Y1l 188  4.4716 H2e
Performansi 22-32 Y1l 141 44610 0846 <0000 b
33 yil ve lizeri 33 4.3333

Tablo 12°de “Personel Giiclendirme” ve Calisan Performansinin, “Isletmede Calisilan Siire”
ile ilgili f-testi bulgularina yer verilmistir. Yapilan analiz sonrasinda; “Personel Gii¢lendirme”
etkenlerinden “Anlamlilik” (p=0.000), “Yeterlilik” (p=0.000), “Ozerklik” (p=0.000), “Etkililik”
(p=0.000) ve “Calisan Performans1” (p=0.000) boyutunun “Isletmede Calisilan Siireye” gore farklilik
gosterdigi tespit edilmistir (p<0,05).

Sonuclar genel olarak degerlendirildiginde, personel gii¢lendirme uygulamalarinin ¢alisan
performansint  etkilemesinde; isletmede c¢alisilan siire degiskenine ortalama degerlerin
karsilagtirmasinda farkliliga neden olan grup olarak; “anlamlilik” degiskeni i¢in 11-21 yil
calisanlarin, yeterlilik degiskenligi icin 31 y1l ve {izeri ¢alisanlarin, 6zellikle degiskeni i¢in 11-21 yil
arasinda calisanlarin, etkililik degiskeni icin 31 yil ve {izerinde ¢alisanlarin ve caligan performansi
i¢cin 0-10 y1l arasinda ¢aliganlarin en yiiksek ortalamaya sahip oldugu gézlemlenmistir.

Sonuc ve Oneriler

Personel giiclendirmenin, ¢alisan performansina etkilerinin analiziyle ilgili bu aragtirmadan
elde edilen sonug ve dneriler;

Yapilan regresyon analizi soncunda, “Anlamlilik” boyutunun isletme “Performansi” iizerinde pozitif
yonlii, “Yeterlilik” boyutunun “Calisan Performans:” iizerinde negatif yonlii, “Ozerklik” boyutunun
“Calisan Performansi” lizerinde pozitif yonli ve “Etkililik” boyutunun “Calisan Performansi”
iizerinde negatif yonlii etkisi oldugu tespit edilmistir. Ayrica ¢aligmanin analizleri sonrasinda,
personel giigclendirme uygulamalari boyutlarinin (Anlamlilik, Yeterlilik, Ozerklik, Etkililik),
calisanlarin performansini etkilemesinde; bireyler arasinda demografik degiskenler (Cinsiyet,
medeni durum, yas, egitim durumu, ¢alisma Siiresi) agisindan fark tespit edilmistir. Bu kapsamda
Laschinger vd.’ne (2004, s.527) gore giiglendirme, ¢alisanlarin performansini ve c¢alisan
memnuniyetlerinin artmasinda 6nemli bir rol oynamistir. Personel giliclendirme uygulamalarinin,
calisanlar gorevleri hakkinda diistinmeye tesvik ettigi, yeterlilik ve uzmanlik seviyelerini artirdig
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belirtilmistir. Pacheco vd,’e (2023, s. 1) gore, personel giiclendirmenin 6zerklik, yeterlilik, ve anlam
etkileri; i¢sel motivasyon ve 0z yeterlilik degiskenleri araciligiyla ¢alisan performansini artirmistir.
Aryee ve Chen, (2003, s. 226) ise personel giiclendirmenin, ¢alisanlarin performansinin artirdigini
dolaystyla bu durumun isletmeninin performansini artirdiginin belirtmistir. Personel gii¢clendirme
uygulamalarinin, risk alma kiiltliriinii gelistirdigini, karar verme siireclerini hizlandirdigini ve
calisanlarin yeterliligini artirdigini tespit etmislerdir.

Mete vd.’ne (2015, s. 138) gore gilinlimiizde rekabet, teknolojik gelismeler, kiiresellesme ve
tiikketicilerin artan sinirsiz ihtiyaglar1 gibi bircok faktdr, calisanlarin isletmeler i¢in Onemini
artirmistir. Bu dogrultuda igletmelerde personel giiclendirmede anlam, yetkinlik, 6zerklik ve etkinlik
uygulamalarinin; calisanlarin 6rgiitsel bagliligini, yaraticiliklarint artirdigini, isten ayrilma niyetini
azalttigin1 ve ¢alisanlarin performansinin iyilestirilmesinde 6nemli bir rol oynadig ifade edilmistir.
Humborstad ve Perry’e (2011, s. 330) gore, personel giiglendirme faktorleri anlam, yetkinlik,
ozerklik ve etkinlik ile performans arasinda pozitif bir iliski oldugu ifade edilmistir. Personel
giiclendirme uygulamalarinda gii¢siizliige neden olan durumlarin tespit edilerek, gerekli 6nlemlerin
almmasi sonucunda, ¢alisanlarin 6z yeterlilik ve performansinin arttigi belirtilmistir. Glimiistekin ve
Emet’e (2007, s. 91) gore, personel giiclendirmenin anlam, yetkinlik, 6zerklik ve etkinlik boyutlari,
calisanlarin performans hedeflerine ulasilmasinda, yeterliliklerinin ve uzmanlik seviyelerinin
armasina neden oldugu belirtilmistir.

Bu dogrultuda litertiide icerik uygulugu kapsaminda yapilan taramalar sonucunda Garcia-
Juan vd.’e (2019, s. 118) “Yerel Yonetimlerde Yetkilendirme ile Orgiitsel Performans Arasindaki
Baglant1” baslikli analizler sonuglarina gore, giiclendirmenin ¢alisan performansini olumlu yonde
etkiledigi, caliganlar yetkilendirildiklerini hissettiklerinde, beklentileri asmak i¢in kendilerini
zorlama, islerine daha fazla sahip ¢ikma, ve isletmenin basarisina katkida bulunma olasiliklarmin
arttig1 belirlenmistir. Ayrica giiclendirmenin, ¢alisanlara igleri lizerinde daha fazla kontrol hissi
vermekten, is birligini ve problem ¢6zmeyi artirmaya kadar gesitli sekillerde performansi artirttig
tespit edilmistir. Paul vd.’e (2000, s. 473) “Gilglendirme, Beklentiler ve Psikolojik Sozlesme:
Ikilemleri Yonetmek ve Avantajlar Elde Etmek” bashkhi calismalarma gore, personelin
giiclendirildigi isletmelerde; kalite durumu, kararlara katilim siiregleri, miisteri geri bildirimleri ve
yapilacak igler hakkinda karar alma ve uygulama becerisi ile basarili is sonuglarmin elde edildigi
belirtilmistir. Ayrica verilen oOdiillerin uyumlu bir sekilde diizenlenmesi durumunda personel
giiclendirme, iyi kalite mal ve hizmet iiretimi, diisiik personel devir hiz1 saglama ve daha etkili karar
alma ile problem ¢dzme yontemlerinin gelistirilmesine yardimci oldugu sonucuna ulasilmistir. Bu
kapsamda Oneri olarak, isletmelerin kiiresel diinya pazarinda giderek artan rekabette basarili
olabilmeleri icin personel giiclendirme uygulamalarina 6nem vererek, calisanlarin performansini
artirmalar1 gerekmektedir. Bu kapsamda caligsanlarin performanslart édiillendirilmeli, 6zerliklerine
firsat verilmeli, yetkinliklerini arttiracak destekler verilmeli ve insiyatif kullanmalarina izin
verilmelidir.

Isletmelerin calisanlarini giiglendirmesi ve performansini arttirmasi kapsaminda; ¢alisanlarin
kararlara katilimlarinin artirilmasi, yetki degerlerinin verilmesi, yeni teknolojilerin isletmeye Entegre
edilmesi, teknolojilere personeline uyumunu saglanmasi gerekmektedir. Benzer seklide Bu
dogrultuda Tampi vd. (2022, s. 1621) “Riau Adalar1 Hukuk ve Insan Haklari Bakanhig Bélge
Ofisinde Bilgi Teknolojisi Kullanicilarinin, Calisanlarin Yetkilendirilmesinin ve Is Kiiltiiriiniin
Calisan Performansi Uzerindeki Etkisi” bashikli arastirmasinda ise bilgi teknolojisi kullanicilarmin
yetkilendirilmesi ve is kiiltiirliniin, ¢caligsan performansi lizerindeki etkisini incelemistir. Calismada,
bilgi teknolojisi kullanicilarinin, yetkilendirmenin ve is kiiltliriinlin ¢alisan performansimi 6nemli
Olciide iyilestirdigi belirtilmistir. Ayrica isletmelerin en iyi performans sonuglarina ulagmalari igin
bilgi teknolojisi kullanimi, ¢alisanlarin yetkilendirilmesi ve is kiiltiiriiniin dengeli bir
kombinasyonunun saglanmasina ihtiya¢ duyuldugu belirtilmistir. Bowen ve Lawler (2006, s. 157),
“Hizmet Sektoriinde Calisanlarin Giiglendirilmesi: Ne, Neden, Nasil ve Ne Zaman” adl1 ¢alismasina
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gore igletmelerini basarisi i¢in performans hakkinda bilgi paylasimi, performansa dayali ddiiller
hakkinda bilgi paylasimi, ¢alisanlarin oOrgiitsel performansi hakkindaki bilgilerin paylasimi ve
calisanlarin 6nemli kararlar almalar1 icin yetkilendirmeleri gerektigi sonucuna ulasilmistir. Benzer
sekilde, yetkilendirilmis c¢alisanlarin elede edile basar1 sonuglardan dolay1 bilgilendirilmesinin;
calisanlara “6grenme ve gelisim” firsatlar1 sagladigi tespit edilmistir. Benzer sekilde Sigler ve
Pearson’un (2000, s. 46), “Giiclendirici bir Kiiltiir Olusturmak: Orgiitsel Kiiltiir ve Giiclendirme
Algilar1 Arasindaki Iliskiyi incelemek” baslikli arastirmasinda, giiglendirmeyle performans, geri
bildirim, 6diillendirme ve orgiitsel sadakat arasinda pozitif ve anlamli baglantilar oldugunu 6ne
siirmiislerdir. Bu kapsamda oOneri olarak, isletmelerin sektorlerinde rekabet {istiinligi ve
stirdiiriilebilirligi saglayabilmeleri i¢in personel gili¢lendirme uygulamalarina ve c¢alisanlarin
performansini arttiracak uygulamalara 6nem vermeleri gerekmektedir. Bu kapsaminda ¢alisanlar
yeni yeni teknolojiler faaliyetlere entegre edilmeli, c¢alisanlarin yeni teknolojilere adaptasyonu
saglanmali, riskli ve tehlikeli igler robot teknolojilerine aktarilmali, yetki devirleri yapilmali,
calisanlarin performanslarin1 odiillendirilmeli, kisisel gelisime Onem verilmeli ve calisanlarin
talepleri yerine getirilmelidir.

Isletmelerde yoneticiler ve ¢alisanlar arasinda yiiriitiilen iyi iletisimler, calisanlara onciiliik
eden liderlik anlayisi, ¢alisanlarin memnun oldugu orgiit iklimi, c¢alisanlarin motivasyonunu
arttiracak uygulamalar ve gili¢lendirme uygulamalari; c¢alisanlarin performansini, verimliligini,
kararlara katilimimi, takim ¢aligmalarini, yardimlagmalarmi artirmakta; tim bu gelismeler
isletmelerin performansini1 olumlu yonde etkileyerek rekabet giiclinii artirmaktadir. Bu dogrultuda
Ashness ve Lashley (1995, s. 31) ise “Harvester Restoranlarinda Hizmet Sektoriindeki Calisanlari
Guglendirmek™ baglikli aragtirmalarinda, c¢aligsanlarin gili¢lendirilmesinin, kurumsal etkinligi ve
calisanlarin performansini artirdigimi ortaya koymuslardir. Ayni dogrultuda Ozler ve Koparan (2006,
s. 28) tarafindan “Takim Performansmma Etki Eden Takim Calismasina Iliskin Faktorlerin
Belirlenmesine Yonelik bir Aragtirma” bagligi ile yapilan ¢aligma sonuglarina gére motivasyon, iyi
iletisim, liderlik, kararlara katilim, giiclendirme ve uyum gibi faktorlerin, ¢alisan performansini
pozitif pozitif yonde etkiledigi sonucuna ulagmislardir. Okochi ve Ateke'nin, (2020, s. 133)
“Calisanlarin Yetkilendirilmesi: Calisan Performansin1i Optimize Etmeye Yonelik Bir Strateji”
baslikli aragtirmasina gore, calisanlarin giiclendirmesini destekleyen isletmelerin daha yiliksek
performans seviyelerine ulasma, ¢ikti miktari, iirlin kalitesi, zamaninda teslim, verimlilik ve
tamamlanan isin etkinligi agisindan 6nemli avantajlar elde ettigi belirtilmistir. Ayrica calisan
yetkilendirmesinin; ¢alisan performansini ¢aliganlarinin performansini optimize edilmesini, ¢alisan
katilimi, c¢alisan istiraki, yetki devri ve performans iyilestirmesini artirdigini tespit etmistir. Bu
kapsamda ©neri olarak, isletmeler calisanlarinin performansini arttiracak motivasyon
uygulamalarini, personel giiclendirme faaliyetlerini, kisisel gelisim olanaklarin1 artirmals;
calisanlarin yetkilerini, 6zerliklerini ve inisiyatiflerini kullanmalarin1 desteklemelidir.

Daha sonra bu kapsamda yapilacak olan ¢aligmalarin kapsamina; bilisim teknolojileri,
teknoloji okuryazarligi, orgiit kiiltiirli, motivasyon, kiiresel rekabet, risk yonetimi, karar alma
teknikleri, insan kaynaklari yonetimi seklindeki konulari dahil edilmesi; ayrica yapilacak olan
uygulamali ¢aligmalarda, sehir, sehir arasi, bolge, bolgeler arasi, iilke ve iilkeler arasi seviyelerde
calisma evreninin genis belirlenmesi alana 6nemli katkilar saglayabilir.
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arastirma bulgularinin bilimsel diirtistliik ilkelerine uygun sekilde sunuldugunu beyan eder.
Yazar Katkisi
Tim yazarlar ¢alismanin tasarlanmasi, yiirlitiilmesi, analizi ve makalenin hazirlanmasina
onemli Olclide katki saglamistir. Tiim yazarlar makalenin son halini okuyup onaylamis ve
yayimlanmasini kabul etmistir.
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Cikar Catismasi
Yazar(lar), bu makalenin yayimlanmasina iligkin herhangi bir ¢ikar ¢atismasi bulunmadigini
beyan eder.

Finansal Destek
Bu aragtirma herhangi bir kamu kurumu, ticari kurulus veya kar amaci giitmeyen kurulus
tarafindan finansal olarak desteklenmemistir.

Yapay Zeka Kullanim Beyam
Makalenin hazirlanmasi siirecinde yapay zeka araglarindan yalnizca dil diizenleme, ceviri
destegi ve anlatim iyilestirmesi amaciyla simirhi 6lgiide yararlanilmis olabilir. Yapay zeka
araglar tarafindan yapilan ceviri ve dil diizenlemeleri yazar(lar) tarafindan dikkatle kontrol
edilmistir. Yapay zekad araclari calismanin bilimsel igeriginin, arastirma tasariminin,
analizlerinin veya akademik sonuglarinin olusturulmasinda kullanilmamigtir. Makalenin
igerigine iligkin tiim akademik sorumluluk yazar(lar)a aittir.

Telif Haklar1 ve izinler
Yazar(lar), telif hakki gerektiren materyaller kullanilmigsa gerekli izinlerin alindigim ve
caligmanin herhangi bir fikri miilkiyet hakkini ihlal etmedigini beyan eder.

Yazar Onayi
Tiim yazarlar makalenin son halini okuduklarini, onayladiklarini ve yayimlanmasini kabul

ettiklerini beyan eder.
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