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Abstract: The purpose of this research is to examine the impact of employees' psychological capital and
resilience levels on strategic management practices in businesses. In today's volatile and uncertain business
environment, organizations' ability to achieve sustainable competitive advantage depends not only on financial
and technological resources but also on the psychological strength of their employees. In this context, the
research aims to reveal the extent to which positive psychological resources (self-efficacy, hope, optimism,
and resilience) possessed at the individual level in organizations contribute to strategic decision-making,
planning, and implementation processes. The research was conducted using a quantitative approach, and data
were collected via a survey from 300 white-collar employees working in the public and private sectors. The
measurement tools used were the Psychological Capital Scale adapted into Turkish by Orug (2018), the
Employee Resilience Scale developed by Karakus (2025), and the Strategic Management Scale used by
Karayaman (2023). The data were analyzed using SPSS 25.0. The reliability coefficients of the scales (a0 =
.849; o = .863; o = .903) were found to be high, and the data were found to be normally distributed. The
research findings indicate that employees' psychological capital levels positively and significantly affect
strategic management practices (f = .425, p <.001). Similarly, employee resilience was determined to increase
the effectiveness of strategic management processes (B = .284, p < .001). Furthermore, psychological capital
emerged as a significant predictor of employee resilience (f =.514, p <.001). These results demonstrate that
psychological and behavioral resources are key factors that strengthen strategic success in organizations. The
research concluded that businesses should prioritize training, leadership, and organizational climate programs
to develop employees' psychological capital components and resilience levels to enhance their strategic
management performance.
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Oz: Bu arastirmanin amaci, calisanlarin psikolojik sermaye ve dayaniklilik diizeylerinin, isletmelerdeki
stratejik yonetim uygulamalar tizerindeki etkisini incelemektir. Giiniimiiziin degisken ve belirsizliklerle dolu
is ortaminda, kurumlarin siirdiiriilebilir rekabet avantaji elde edebilmesi yalnizca finansal ve teknolojik
kaynaklara degil, ayn1 zamanda c¢alisanlarin psikolojik gii¢lerine de bagl hale gelmektedir. Bu baglamda
arastirma, Orgiitlerde bireysel diizeyde sahip olunan pozitif psikolojik kaynaklarn (6z-yeterlilik, umut,
iyimserlik ve dayaniklilik) stratejik karar alma, planlama ve uygulama siireglerine katki diizeyini ortaya
koymay1 amag¢lamaktadir. Arastirma nicel bir yaklagimla yiiriitiilmiis ve veriler kamu ve 6zel sektérde gorev
yapan 300 beyaz yakali calisandan anket yoluyla toplanmistir. Olgiim araci olarak Orug (2018) tarafindan
Tiirkgeye uyarlanan Psikolojik Sermaye Olcegi, Karakus (2025) tarafindan gelistirilen Calisan Dayaniklilig:
Olgegi ve Karayaman (2023) tarafindan kullanilan Stratejik Yonetim Olgegi kullanilmistir. Elde edilen veriler
SPSS 25.0 programinda analiz edilmistir. Olgeklerin giivenirlik katsayilari (o= .849; a. = .863; a. = .903) yiiksek
diizeyde bulunmus, verilerin normal dagilim gosterdigi tespit edilmistir. Arastirma bulgulari, c¢alisanlarin
psikolojik sermaye diizeylerinin stratejik yonetim uygulamalarini pozitif ve anlamli bigimde etkiledigini
gostermektedir (B = .425, p <.001). Benzer bigimde, ¢alisan dayanikliliginin da stratejik yonetim siireclerinin
etkinligini artirdigt belirlenmistir (B = .284, p < .001). Ayrica psikolojik sermaye, ¢alisan dayaniklili§inin
anlaml bir yordayicisi olarak ortaya ¢ikmustir (B = .514, p < .001). Bu sonuglar, orgiitlerde psikolojik ve
davranissal kaynaklarin stratejik basariy1 giiclendiren temel faktorler oldugunu ortaya koymaktadir. Aragtirma
sonucunda, isletmelerin stratejik yonetim performanslarini artirmak igin g¢alisanlarin psikolojik sermaye
bilesenlerini ve dayaniklilik diizeylerini gelistirmeye yonelik egitim, liderlik ve 6rgiit iklimi diizenlemelerine
O6nem vermesi gerektigi sonucuna ulagilmistir.

Anahtar Kelimeler: Psikolojik Sermaye, Calisan Dayaniklihig, Stratejik Yonetim, Pozitif Orgiitsel Davranis,
Orgiitsel Performans.
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Structured Abstract:

The primary aim of this study is to examine the effects of employees’ psychological capital and
resilience on strategic management practices and to determine the relationship between psychological capital
and employee resilience. In today’s rapidly changing business environment, organizations are required to
respond effectively to economic fluctuations, technological transformation, crises, and increasing uncertainty.
Under these conditions, sustainable organizational success depends not only on financial, physical, and
technological resources but also on employees’ psychological strengths and adaptive capacities. Strategic
management practices can achieve their intended outcomes only when employees embrace organizational
goals, participate in strategic processes, adapt to changing conditions, and maintain their performance in the
face of difficulties. Accordingly, this study considers psychological capital and employee resilience as
important human-centered resources that may contribute to the effective implementation and sustainability of
organizational strategies.

A review of the literature indicates that psychological capital has frequently been examined in relation
to employee performance, job satisfaction, organizational commitment, innovative behavior, and
organizational effectiveness. Similarly, employee resilience has been associated with adaptation to change,
crisis management, work engagement, organizational commitment, and sustainable performance. Previous
studies have also emphasized the importance of human resources in the implementation of strategic decisions.
However, the direct effects of psychological capital and employee resilience on strategic management practices
have received relatively limited attention, particularly in studies conducted with white-collar employees in
Tiirkiye. Moreover, although psychological capital and employee resilience are conceptually related, there
remains a need for empirical research that examines their relationship together with their effects on strategic
management practices within an integrated research model. Therefore, this study seeks to contribute to the
literature by connecting positive organizational behavior with strategic management and by demonstrating how
employees’ psychological resources may support organizational strategy formulation and implementation.

The theoretical foundation of the study is primarily based on the positive organizational behavior
approach. Psychological capital represents a developable positive psychological state consisting of self-
efficacy, hope, optimism, and resilience. Self-efficacy refers to employees’ confidence in their ability to
undertake and successfully complete challenging tasks. Hope involves both the motivation to achieve goals
and the capacity to develop alternative pathways when obstacles arise. Optimism reflects positive expectations
regarding present and future outcomes, whereas resilience refers to the capacity to recover and continue
functioning after adversity, failure, or crisis. When combined, these resources may enable employees to
participate more actively in strategic decision-making, remain committed to long-term organizational goals,
develop solutions under uncertain conditions, and approach change as an opportunity rather than a threat.

Employee resilience, which constitutes another central variable of the study, refers to employees’
capacity to adapt to changing conditions, obtain the resources they need, cope with workplace difficulties, and
maintain their effectiveness during crises. Although resilience is one of the components of psychological
capital, employee resilience is addressed in this study as a broader work-related capability involving continuous
development, adaptation, openness to change, resource seeking, and crisis management. Resilient employees
are expected to preserve their motivation and focus during periods of uncertainty and contribute to the
continuity of strategic activities. From this perspective, psychological capital can provide the cognitive and
emotional foundation of employee resilience, while resilience can help transform employees’ positive
psychological resources into adaptive workplace behavior.

Based on this theoretical framework, the research examines three principal relationships. The first
concerns the effect of employees’ psychological capital on strategic management practices. Employees with
high psychological capital are expected to internalize organizational goals, participate more actively in strategic
planning, and contribute to the effective implementation of strategic decisions. The second concerns the effect
of employee resilience on strategic management practices. Employees who can adapt to change and recover
from difficulties are expected to support the continuity and effectiveness of strategic processes, particularly
under conditions of crisis and uncertainty. The third concerns the effect of psychological capital on employee
resilience. Employees with greater self-efficacy, hope, optimism, and psychological strength are expected to
demonstrate a greater capacity to cope with difficulties and adapt to changing organizational circumstances.
Accordingly, three hypotheses were developed: psychological capital positively and significantly affects
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strategic management practices; employee resilience positively and significantly affects strategic management
practices; and psychological capital positively and significantly affects employee resilience.

The study was designed as quantitative research and employed a correlational survey model to

determine the direction and strength of the relationships among the variables. The population of the study
consisted of white-collar employees working in public- and private-sector organizations in Tiirkiye. A simple
random sampling method was used because of the broad and heterogeneous nature of the target population.
The minimum sample size was calculated as 284 at a 95% confidence level and a 5% margin of error. To
reduce potential problems associated with missing data and improve the reliability of the analyses, the target
sample was increased to 300 participants. Consequently, valid data were obtained from 300 actively employed
white-collar workers.
Participation in the study was voluntary. The participants were informed about the purpose of the research,
confidentiality principles, and data security before completing the questionnaire, and their informed consent
was obtained. Ethical approval for this research was granted by the Istanbul Gedik University Ethics
Committee pursuant to Decision No. E-25155520-050.04-2025.173337.87, adopted at its meeting dated
October 2, 2025, under No. 2025/6. Of the participants, 53.3% were women and 46.7% were men. The largest
age group consisted of participants aged 25-34 years, accounting for 42.3% of the sample, followed by those
aged 3544 years, who constituted 34.3%. In terms of marital status, 54.7% of the participants were single and
45.3% were married. Most participants had between one and six years of professional experience, indicating
that the sample largely comprised employees in the early and middle stages of their careers.

Data were collected through a structured questionnaire consisting of four sections. The first section
included questions about the participants’ demographic characteristics, such as gender, age, marital status,
education level, and organizational tenure. The second section contained the 12-item Short Form of the
Psychological Capital Scale, adapted into Turkish by Orug (2018). The scale measures four dimensions of
psychological capital: self-efficacy, hope, optimism, and resilience. Participants responded to the items using
a five-point Likert scale ranging from “strongly disagree” to “strongly agree.”

The third section of the questionnaire included the Employee Resilience Scale, originally developed
by Naswall et al. (2015) and adapted into Turkish by Karakus (2025). The scale consists of 9 items organized
under three dimensions: continuous development and adaptation, resource seeking and openness to change,
and coping with challenges and crisis management. The fourth section contained the 10-item Strategic
Management Scale used by Karayaman (2023). This scale evaluates strategic management practices in terms
of strategic planning, environmental analysis, mission and vision, alignment with strategic objectives,
implementation monitoring, and competitive advantage. To make the scale appropriate for the present research,
expressions originally referring to universities were revised to refer to business organizations.

The data were analyzed using SPSS version 25.0. Frequencies and percentages were calculated to
describe the demographic characteristics of the participants. The internal consistency of the measurement
instruments was assessed using Cronbach’s alpha coefficients. Exploratory factor analysis was conducted to
examine the construct structures of the scales, while composite reliability and average variance extracted values
were evaluated to determine convergent validity. Pearson correlation analysis was employed to identify the
direction and strength of the relationships among psychological capital, employee resilience, and strategic
management practices. Regression analyses were subsequently conducted to test the three research hypotheses.
The statistical significance level was accepted as p < .05.

The normality of the data was evaluated using the Kolmogorov—Smirnov and Shapiro—Wilk tests
together with skewness and kurtosis coefficients and graphical examinations. Although the formal normality
tests produced statistically significant results, the skewness and kurtosis coefficients for all three scales
remained within the £1 range. Furthermore, the histograms and Q—Q and P—P plots did not reveal substantial
deviations from normality. Considering the sample size of 300 and the sensitivity of formal normality tests in
relatively large samples, the distributions were accepted as approximately normal, and parametric analyses
were considered appropriate.

The validity and reliability analyses demonstrated that all three measurement instruments had
satisfactory psychometric properties. The Psychological Capital Scale retained its four-factor structure and
produced a Cronbach’s alpha coefficient of .849. The Employee Resilience Scale maintained its three-factor
structure and yielded a Cronbach’s alpha coefficient of .863. The Strategic Management Scale retained its
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single-factor structure and demonstrated a Cronbach’s alpha coefficient of .903. The KMO values of the scales
ranged from approximately .89 to .91, indicating that the sample was suitable for factor analysis. The factor
loadings, explained variance ratios, composite reliability values, and average variance extracted values also
supported the construct and convergent validity of the measurement instruments.

The correlation analysis revealed positive and statistically significant relationships among all three
variables. Psychological capital was positively associated with strategic management practices (r = .425, p <
.01), indicating that higher levels of employees’ positive psychological resources were related to more effective
strategic management practices. Employee resilience was also positively associated with strategic management
practices (r = .284, p < .01). In addition, the strongest relationship in the model was observed between
psychological capital and employee resilience (r = .514, p < .01). This result indicates that employees with
higher levels of self-efficacy, hope, optimism, and psychological strength also tend to display greater
adaptability and a stronger capacity to cope with workplace challenges.

The first regression analysis examined the effect of psychological capital on strategic management
practices. The results demonstrated that psychological capital had a positive and statistically significant effect
on strategic management practices (R = .425, R> =180, F(1, 298) = 65.587, p = .425, p <.001). Psychological
capital explained approximately 18% of the variance in strategic management practices. Accordingly,
employees with higher psychological capital were more likely to participate effectively in strategic processes,
internalize organizational objectives, contribute to strategic decision-making, and support the implementation
of organizational strategies. These findings supported the first hypothesis.

The second regression analysis examined the effect of employee resilience on strategic management
practices. The results showed that employee resilience positively and significantly affected strategic
management practices (R = .284, R? = .081, F(1, 298) = 26.095, B = .284, p < .001). Employee resilience
explained approximately 8.1% of the variance in strategic management practices. Although this effect was
weaker than the effect of psychological capital, it remained statistically significant. This finding suggests that
employees who can adapt to change, recover from difficulties, seek necessary resources, and remain functional
during crises contribute to the continuity and effectiveness of strategic management activities. Therefore, the
second hypothesis was also supported.

The third regression analysis investigated the effect of psychological capital on employee resilience.
Psychological capital was found to be a positive and statistically significant predictor of employee resilience
(R=.514,R?= 264, F(1, 298) = 106.852, p = .514, p < .001). Psychological capital explained approximately
26.4% of the variance in employee resilience, representing the strongest effect identified in the research model.
This result indicates that employees’ self-efficacy, hope, optimism, and other positive psychological resources
provide an important cognitive and emotional foundation for coping with difficulties and adapting to
organizational change. Thus, the third hypothesis was strongly supported.

Overall, the findings demonstrate that psychological capital and employee resilience are important
human-centered determinants of effective strategic management. Psychological capital appears to have both a
direct effect on strategic management practices and a substantial effect on employee resilience. Employee
resilience, in turn, contributes positively to strategic management practices by supporting adaptation,
continuity, and effective performance under difficult conditions. The results support the assumptions of
positive organizational behavior and demonstrate that employees’ psychological resources should not be
regarded merely as individual characteristics or well-being indicators. Instead, they should be considered
strategic organizational capabilities that influence the implementation and sustainability of organizational
strategies.

From a theoretical perspective, this study contributes to the literature by integrating psychological
capital, employee resilience, and strategic management within a single empirical model. Most previous studies
have examined psychological capital and resilience in relation to individual outcomes such as job satisfaction,
commitment, or performance. The present study extends this perspective by demonstrating that these variables
are also associated with an organizational-level managerial process. By providing quantitative evidence from
public- and private-sector white-collar employees in Tiirkiye, the study strengthens the connection between
positive organizational behavior and strategic management research. It also highlights the importance of
incorporating psychological and behavioral resources into explanations of strategic effectiveness.
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From a managerial perspective, the findings suggest that organizations should treat the development
of psychological capital as a strategic priority. Training, mentoring, coaching, strengths-based feedback, and
psychological support programs can be used to strengthen employees’ self-efficacy, hope, optimism, and
resilience. Organizations should also establish a supportive climate based on trust, openness, and psychological
safety. Such an environment can reduce fear of failure, encourage learning from mistakes, and make employees
more willing to participate in strategic decision-making.

Employees should not be considered merely implementers of strategic decisions; they should also be
involved in strategic planning, goal setting, environmental analysis, and performance evaluation. Greater
employee participation can strengthen strategic ownership and facilitate the implementation of organizational
decisions. Psychological capital and resilience may also be incorporated into performance management and
employee development systems alongside conventional quantitative performance indicators. Leadership
policies should emphasize supportive, ethical, inclusive, and development-oriented practices that enhance
employees’ psychological well-being and adaptive capacities.

In conclusion, the study shows that organizations’ strategic management effectiveness depends not
only on formal plans, financial resources, technological capabilities, or competitive analyses but also on the
psychological capacities of their employees. Employees with high psychological capital are more capable of
embracing strategic objectives, producing solutions, sustaining their motivation, and adapting to uncertainty.
Resilient employees can maintain their effectiveness during crises and contribute to the continuity of strategic
activities. Therefore, investing in psychological capital and employee resilience should be regarded not as a
peripheral employee well-being initiative but as a strategic investment in organizational adaptability,
sustainability, and long-term success. Future studies may extend the research model by incorporating variables
such as perceived organizational support, leadership style, organizational commitment, psychological safety,
and innovation climate as mediators or moderators. Longitudinal, sector-specific, and comparative studies may
also provide stronger evidence regarding causality and improve the generalizability of the findings..

) Keywords: Psikolojik Sermaye, Calisan Dayaniklilig1, Stratejik Yonetim, Pozitif Orgiitsel Davranis,
Orgiitsel Performans.
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Résumé Structuré

L’objectif principal de cette étude est d’examiner les effets du capital psychologique et de la résilience
des salariés sur les pratiques de gestion stratégique, ainsi que de déterminer la relation entre le capital
psychologique et la résilience des salariés. Dans le contexte économique actuel en constante évolution, les
organisations doivent réagir efficacement aux fluctuations économiques, aux transformations technologiques,
aux crises et a I’incertitude croissante. Dans ces conditions, la réussite durable d’une organisation dépend non
seulement de ses ressources financiéres, matérielles et technologiques, mais aussi des forces psychologiques
et des capacités d’adaptation de ses salariés. Les pratiques de gestion stratégique ne peuvent atteindre les
résultats escomptés que lorsque les salariés adhérent aux objectifs organisationnels, participent aux processus
stratégiques, s’adaptent a 1’évolution des conditions et maintiennent leur performance face aux difficultés. En
conséquence, cette étude considere le capital psychologique et la résilience des salariés comme des ressources
importantes centrées sur ’humain, susceptibles de contribuer a la mise en ceuvre efficace et a la pérennité des
stratégies organisationnelles.

Une revue de la littérature indique que le capital psychologique a souvent ét¢ étudié en relation avec
la performance des salariés, la satisfaction professionnelle, I’engagement organisationnel, le comportement
innovant et I’efficacité organisationnelle. De méme, la résilience des salari€s a été associée a I’adaptation au
changement, a la gestion de crise, a ’engagement au travail, a ’engagement organisationnel et a la performance
durable. Des études antérieures ont également souligné 1’importance des ressources humaines dans la mise en
ceuvre des décisions stratégiques. Cependant, les effets directs du capital psychologique et de la résilience des
salariés sur les pratiques de gestion stratégique n’ont fait ’objet que d’une attention relativement limitée, en
particulier dans les études menées auprés de cols blancs en Turquie. De plus, bien que le capital psychologique
et la résilience des salariés soient conceptuellement liés, il reste nécessaire de mener des recherches empiriques
examinant leur relation ainsi que leurs effets sur les pratiques de gestion stratégique au sein d’un modéle de
recherche intégré. Par conséquent, cette étude vise a contribuer a la littérature en établissant un lien entre le
comportement organisationnel positif et la gestion stratégique, et en démontrant comment les ressources
psychologiques des salariés peuvent soutenir la formulation et la mise en ceuvre de la stratégie
organisationnelle.

Le fondement théorique de 1’étude repose principalement sur 1’approche du comportement
organisationnel positif. Le capital psychologique représente un état psychologique positif susceptible d’étre
développé, composé d’auto-efficacité, d’espoir, d’optimisme et de résilience. L’auto-efficacité fait référence a
la confiance des employés en leur capacité a entreprendre et & mener a bien des taches difficiles. L’espoir
implique a la fois la motivation a atteindre des objectifs et la capacité a élaborer des solutions alternatives
lorsque des obstacles se présentent. L’optimisme refléte des attentes positives concernant les résultats présents
et futurs, tandis que la résilience désigne la capacité a se remettre et a continuer a fonctionner aprés une épreuve,
un échec ou une crise. Combinées, ces ressources peuvent permettre aux salariés de participer plus activement
a la prise de décision stratégique, de rester engagés envers les objectifs organisationnels a long terme,
d’élaborer des solutions dans des conditions d’incertitude et d’aborder le changement comme une opportunité
plut6ét que comme une menace.

La résilience des salariés, qui constitue une autre variable centrale de 1’étude, désigne la capacité des
salariés a s’adapter a des conditions changeantes, a obtenir les ressources dont ils ont besoin, a faire face aux
difficultés sur le lieu de travail et & maintenir leur efficacité en période de crise. Bien que la résilience soit I’une
des composantes du capital psychologique, la résilience des salariés est abordée dans cette étude comme une
capacité professionnelle plus large impliquant un développement continu, une adaptation, une ouverture au
changement, la recherche de ressources et la gestion de crise. On attend des salariés résilients qu’ils préservent
leur motivation et leur concentration pendant les périodes d’incertitude et qu’ils contribuent a la continuité des
activités stratégiques. Dans cette perspective, le capital psychologique peut fournir le fondement cognitif et
émotionnel de la résilience des salariés, tandis que la résilience peut aider a transformer les ressources
psychologiques positives des salariés en comportements adaptatifs sur le lieu de travail.

Sur la base de ce cadre théorique, la recherche examine trois relations principales. La premiére
concerne |’effet du capital psychologique des salariés sur les pratiques de gestion stratégique. Les salariés dotés
d’un capital psychologique élevé sont censés s’approprier les objectifs organisationnels, participer plus
activement a la planification stratégique et contribuer a la mise en ceuvre efficace des décisions stratégiques.
La deuxieéme concerne 1’effet de la résilience des salariés sur les pratiques de gestion stratégique. On s’attend
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a ce que les salariés capables de s’adapter au changement et de se remettre des difficultés favorisent la
continuité et I’efficacité des processus stratégiques, en particulier dans des situations de crise et d’incertitude.
La troisiéme porte sur I’effet du capital psychologique sur la résilience des salariés. On s’attend a ce que les
salariés faisant preuve d’une plus grande auto-efficacité, d’espoir, d’optimisme et de force psychologique
démontrent une plus grande capacité a faire face aux difficultés et a s’adapter a I’évolution du contexte
organisationnel. En conséquence, trois hypothéses ont été formulées : le capital psychologique a un effet positif
et significatif sur les pratiques de gestion stratégique ; la résilience des salariés a un effet positif et significatif
sur les pratiques de gestion stratégique ; et le capital psychologique a un effet positif et significatif sur la
résilience des salariés.

L’étude a été congue comme une recherche quantitative et a utilisé un modele d’enquéte
corrélationnelle afin de déterminer la direction et la force des relations entre les variables. La population étudiée
était constituée de cols blancs travaillant dans des organisations des secteurs public et privé en Turquie. Une
méthode d’échantillonnage aléatoire simple a été utilisée en raison de la nature vaste et hétérogene de la
population cible. La taille minimale de I’échantillon a été calculée a 284 participants, avec un niveau de
confiance de 95 % et une marge d’erreur de 5 %. Afin de réduire les problémes potentiels liés aux données
manquantes et d’améliorer la fiabilit¢ des analyses, I’échantillon cible a été¢ porté a 300 participants. En
conséquence, des données valides ont été obtenues aupres de 300 cols blancs en activité.

La participation a 1’é¢tude était volontaire. Les participants ont été informés de 1’objectif de la
recherche, des principes de confidentialité et de la sécurité des données avant de remplir le questionnaire, et
leur consentement éclairé a été obtenu. L’autorisation éthique a été accordée par le comité d’éthique de
I’universit¢ Gedik d’Istanbul sous le numéro de décision E-25155520-050.04-2025.173337. Parmi les
participants, 53,3 % étaient des femmes et 46,7 % des hommes. La tranche d’age la plus représentée était celle
des 25-34 ans, représentant 42,3 % de 1’échantillon, suivie par celle des 35-44 ans, qui constituait 34,3 %. En
ce qui concerne la situation matrimoniale, 54,7 % des participants étaient célibataires et 45,3 % mariés. La
plupart des participants avaient entre un et six ans d’expérience professionnelle, ce qui indique que
I’échantillon était principalement composé de salariés en début ou en milieu de carriére.

Les données ont été recueillies a 1’aide d’un questionnaire structuré composé de quatre sections. La
premicre section comprenait des questions sur les caractéristiques démographiques des participants, telles que
le sexe, I’age, la situation matrimoniale, le niveau d’études et ’ancienneté dans I’organisation. La deuxiéme
section contenait la version abrégée en 12 items de I’Echelle du capital psychologique, adaptée en turc par
Orug (2018). Cette échelle mesure quatre dimensions du capital psychologique : 1’auto-efficacité, 1’espoir,
I’optimisme et la résilience. Les participants ont répondu aux items a 1’aide d’une échelle de Likert a cing
points allant de « pas du tout d’accord » a « tout a fait d’accord ».

La troisieme section du questionnaire comprenait 1’échelle de résilience des employés, initialement
développée par Naswall et al. (2015) et adaptée en turc par Karakus (2025). Cette échelle se compose de 9
items regroupés en trois dimensions : développement et adaptation continus, recherche de ressources et
ouverture au changement, et gestion des défis et des crises. La quatriéme section contenait 1’échelle de gestion
stratégique a 10 items utilisée par Karayaman (2023). Cette échelle évalue les pratiques de gestion stratégique
en termes de planification stratégique, d’analyse de 1I’environnement, de mission et de vision, d’alignement sur
les objectifs stratégiques, de suivi de la mise en ceuvre et d’avantage concurrentiel. Afin d’adapter I’échelle a
la présente recherche, les expressions faisant initialement référence aux universités ont été révisées pour faire
référence aux organisations commerciales.

Les données ont été analysées a 1’aide du logiciel SPSS version 25.0. Des fréquences et des
pourcentages ont été calculés pour décrire les caractéristiques démographiques des participants. La cohérence
interne des instruments de mesure a été évaluée a 1’aide des coefficients alpha de Cronbach. Une analyse
factorielle exploratoire a ét¢ menée pour examiner les structures conceptuelles des échelles, tandis que la
fiabilité composite et les valeurs de variance moyenne extraite ont été évaluées afin de déterminer la validité
convergente. Une analyse de corrélation de Pearson a été utilisée pour identifier la direction et la force des
relations entre le capital psychologique, la résilience des salariés et les pratiques de gestion stratégique. Des
analyses de régression ont ensuite ét¢ menées pour tester les trois hypothéses de recherche. Le seuil de
signification statistique a été fixé a p <0,05.
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La normalité des données a été évaluée a 1’aide des tests de Kolmogorov-Smirnov et de Shapiro-Wilk,
ainsi que des coefficients d’asymétrie et de kurtosis et d’examens graphiques. Bien que les tests de normalité
formels aient donné des résultats statistiquement significatifs, les coefficients d’asymétrie et de kurtosis pour
les trois échelles sont restés dans la fourchette de £1. De plus, les histogrammes et les graphiques Q—Q et P-P
n’ont pas révélé d’écarts substantiels par rapport a la normalité. Compte tenu de la taille de 1’échantillon (300)
et de la sensibilité des tests de normalité formels sur des échantillons relativement importants, les distributions
ont été considérées comme approximativement normales, et les analyses paramétriques ont été jugées
appropriées.

Les analyses de validité et de fiabilité ont démontré que les trois instruments de mesure présentaient
des propriétés psychométriques satisfaisantes. L’Echelle du capital psychologique a conservé sa structure a
quatre facteurs et a produit un coefficient alpha de Cronbach de 0,849. L’Echelle de résilience des employés a
conservé sa structure a trois facteurs et a donné un coefficient alpha de Cronbach de 0,863. L’échelle de gestion
stratégique a conservé sa structure a facteur unique et a présenté un coefficient alpha de Cronbach de 0,903.
Les valeurs KMO des échelles variaient entre environ 0,89 et 0,91, indiquant que I’échantillon se prétait a
I’analyse factorielle. Les chargements factoriels, les taux de variance expliquée, les valeurs de fiabilité
composite et les valeurs moyennes de variance extraite ont également confirmé la validité conceptuelle et
convergente des instruments de mesure.

L’analyse de corrélation a révélé des relations positives et statistiquement significatives entre les trois
variables. Le capital psychologique était positivement associé aux pratiques de gestion stratégique (r = 0,425,
p <0,01), ce qui indique que des niveaux plus élevés de ressources psychologiques positives chez les salariés
étaient liés a des pratiques de gestion stratégique plus efficaces. La résilience des salariés était également
positivement associée aux pratiques de gestion stratégique (r = 0,284, p < 0,01). De plus, la relation la plus
forte au sein du modéle a été observée entre le capital psychologique et la résilience des salariés (r = 0,514, p
< 0,01). Ce résultat indique que les salariés présentant des niveaux plus élevés d’auto-efficacité, d’espoir,
d’optimisme et de force psychologique ont également tendance a faire preuve d’une plus grande adaptabilité
et d’une capacité accrue a faire face aux défis du lieu de travail.

La premiére analyse de régression a examiné 1’effet du capital psychologique sur les pratiques de
gestion stratégique. Les résultats ont démontré que le capital psychologique avait un effet positif et
statistiquement significatif sur les pratiques de gestion stratégique (R = 0,425, R? = 0,180, F(1, 298) = 65,587,
B = 0,425, p < 0,001). Le capital psychologique expliquait environ 18 % de la variance observée dans les
pratiques de gestion stratégique. En conséquence, les salariés disposant d’un capital psychologique plus élevé
étaient plus susceptibles de participer efficacement aux processus stratégiques, d’intérioriser les objectifs
organisationnels, de contribuer a la prise de décision stratégique et de soutenir la mise en ccuvre des stratégies
organisationnelles. Ces résultats ont confirmé la premiére hypothése.

La deuxiéme analyse de régression a examiné ’effet de la résilience des salariés sur les pratiques de
gestion stratégique. Les résultats ont montré que la résilience des salariés avait une influence positive et
significative sur les pratiques de gestion stratégique (R = 0,284, R = 0,081, F(1, 298) = 26,095, = 0,284, p <
0,001). La résilience des salariés expliquait environ 8,1 % de la variance des pratiques de gestion stratégique.
Bien que cet effet ait été plus faible que celui du capital psychologique, il restait statistiquement significatif.
Ce résultat suggére que les salariés capables de s’adapter au changement, de se remettre des difficultés, de
rechercher les ressources nécessaires et de rester opérationnels en période de crise contribuent a la continuité
et a ’efficacité des activités de gestion stratégique. Par conséquent, la deuxiéme hypothése a également été
confirmée.

La troisiéme analyse de régression a examiné ’effet du capital psychologique sur la résilience des
salariés. Il a été constaté que le capital psychologique était un prédicteur positif et statistiquement significatif
de la résilience des salariés (R = 0,514, R? = 0,264, F(1, 298) = 106,852, B = 0,514, p < 0,001). Le capital
psychologique expliquait environ 26,4 % de la variance de la résilience des salariés, ce qui représente 1’effet
le plus fort identifié dans le modele de recherche. Ce résultat indique que I’auto-efficacité, I’espoir, I’optimisme
et d’autres ressources psychologiques positives des salariés constituent un fondement cognitif et émotionnel
important pour faire face aux difficultés et s’adapter au changement organisationnel. Ainsi, la troisiéme
hypothése a été fortement confirmée.
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Dans I’ensemble, les résultats démontrent que le capital psychologique et la résilience des salariés
sont des déterminants importants, centrés sur 1’humain, d’une gestion stratégique efficace. Le capital
psychologique semble avoir a la fois un effet direct sur les pratiques de gestion stratégique et un effet substantiel
sur la résilience des salariés. La résilience des salariés, & son tour, contribue positivement aux pratiques de
gestion stratégique en favorisant I’adaptation, la continuité et I’efficacité des performances dans des conditions
difficiles. Les résultats corroborent les hypothéses relatives au comportement organisationnel positif et
démontrent que les ressources psychologiques des salariés ne doivent pas étre considérées simplement comme
des caractéristiques individuelles ou des indicateurs de bien-étre. Elles doivent au contraire étre considérées
comme des capacités organisationnelles stratégiques qui influencent la mise en ceuvre et la pérennité des
stratégies organisationnelles.

D’un point de vue théorique, cette étude apporte une contribution a la littérature en intégrant le capital
psychologique, la résilience des salariés et la gestion stratégique au sein d’un modéle empirique unique. La
plupart des études antérieures ont examiné le capital psychologique et la résilience en relation avec des résultats
individuels tels que la satisfaction au travail, I’engagement ou la performance. La présente étude élargit cette
perspective en démontrant que ces variables sont également associées a un processus de gestion au niveau
organisationnel. En fournissant des données quantitatives issues d’un échantillon d’employés de bureau des
secteurs public et privé en Turquie, I’étude renforce le lien entre la recherche sur le comportement
organisationnel positif et celle sur la gestion stratégique. Elle souligne également I’importance d’intégrer les
ressources psychologiques et comportementales dans les explications de I’efficacité stratégique.

D’un point de vue managérial, les résultats suggérent que les organisations devraient considérer le
développement du capital psychologique comme une priorité stratégique. La formation, le mentorat, le
coaching, le retour d’information axé sur les points forts et les programmes de soutien psychologique peuvent
étre utilisés pour renforcer 1’auto-efficacité, 1’espoir, I’optimisme et la résilience des employés. Les
organisations devraient également instaurer un climat de soutien fondé sur la confiance, I’ouverture et la
sécurité psychologique. Un tel environnement peut réduire la peur de I’échec, encourager 1’apprentissage a
partir des erreurs et rendre les employés plus disposés a participer a la prise de décision stratégique.

Les employés ne doivent pas étre considérés comme de simples exécutants des décisions stratégiques
; ils doivent également étre impliqués dans la planification stratégique, la définition des objectifs, 1’analyse de
I’environnement et 1’évaluation des performances. Une plus grande participation des employés peut renforcer
I’appropriation des stratégies et faciliter la mise en ceuvre des décisions organisationnelles. Le capital
psychologique et la résilience peuvent également étre intégrés dans les systémes de gestion des performances
et de développement des employés, paralléelement aux indicateurs de performance quantitatifs conventionnels.
Les politiques de direction doivent mettre I’accent sur des pratiques solidaires, éthiques, inclusives et axées sur
le développement, qui améliorent le bien-étre psychologique et les capacités d’adaptation des employés.

En conclusion, 1’étude montre que I’efficacité de la gestion stratégique des organisations dépend non
seulement des plans formels, des ressources financiéres, des capacités technologiques ou des analyses
concurrentielles, mais aussi des capacités psychologiques de leurs collaborateurs. Les collaborateurs dotés d’un
capital psychologique élevé sont plus a méme d’adhérer aux objectifs stratégiques, d’¢laborer des solutions, de
maintenir leur motivation et de s’adapter a ’incertitude. Les employés résilients peuvent maintenir leur
efficacité en période de crise et contribuer a la continuité des activités stratégiques. Par conséquent, investir
dans le capital psychologique et la résilience des employés ne doit pas étre considéré comme une initiative
périphérique en faveur du bien-étre des employés, mais comme un investissement stratégique dans
I’adaptabilité, la durabilité et la réussite a long terme de 1’organisation. De futures études pourraient élargir le
modele de recherche en intégrant des variables telles que le soutien organisationnel percu, le style de leadership,
I’engagement organisationnel, la sécurité psychologique et le climat d’innovation en tant que médiateurs ou
modérateurs. Des études longitudinales, sectorielles et comparatives pourraient également fournir des preuves
plus solides concernant la causalité et améliorer la généralisation des résultats.

Mots-clés : Capital psychologique, Résilience des employés, Gestion stratégique, Comportement
organisationnel positif, Performance organisationnelle.
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Resumen Estructurado

El objetivo principal de este estudio es examinar los efectos del capital psicologico y la resiliencia de
los empleados sobre las practicas de gestion estratégica, asi como determinar la relacion entre el capital
psicologico y la resiliencia de los empleados. En el entorno empresarial actual, que cambia rapidamente, las
organizaciones deben responder de forma eficaz a las fluctuaciones econémicas, la transformacion tecnologica,
las crisis y la creciente incertidumbre. En estas condiciones, el éxito organizativo sostenible depende no solo
de los recursos financieros, fisicos y tecnoldgicos, sino también de las fortalezas psicologicas y la capacidad
de adaptacion de los empleados. Las practicas de gestion estratégica solo pueden alcanzar los resultados
previstos cuando los empleados asumen los objetivos de la organizacion, participan en los procesos
estratégicos, se adaptan a las condiciones cambiantes y mantienen su rendimiento ante las dificultades. En
consecuencia, este estudio considera el capital psicologico y la resiliencia de los empleados como importantes
recursos centrados en las personas que pueden contribuir a la implementacion eficaz y a la sostenibilidad de
las estrategias organizativas.

Una revision de la literatura indica que el capital psicolégico se ha examinado con frecuencia en
relacion con el rendimiento de los empleados, la satisfaccion laboral, el compromiso organizativo, el
comportamiento innovador y la eficacia organizativa. Del mismo modo, la resiliencia de los empleados se ha
asociado con la adaptacion al cambio, la gestion de crisis, el compromiso laboral, el compromiso organizativo
y el rendimiento sostenible. Estudios anteriores también han destacado la importancia de los recursos humanos
en la implementacion de decisiones estratégicas. Sin embargo, los efectos directos del capital psicologico y la
resiliencia de los empleados sobre las practicas de gestion estratégica han recibido una atencion relativamente
limitada, especialmente en estudios realizados con empleados de oficina en Turquia. Ademas, aunque el capital
psicoldgico y la resiliencia de los empleados estan relacionados conceptualmente, sigue existiendo la necesidad
de una investigacion empirica que examine su relacion, junto con sus efectos sobre las practicas de gestion
estratégica, dentro de un modelo de investigacion integrado. Por lo tanto, este estudio pretende contribuir a la
literatura conectando el comportamiento organizacional positivo con la gestion estratégica y demostrando
como los recursos psicoldgicos de los empleados pueden apoyar la formulacion y la implementacion de la
estrategia organizacional.

La base tedrica del estudio se fundamenta principalmente en el enfoque del comportamiento
organizacional positivo. El capital psicologico representa un estado psicoldgico positivo que puede
desarrollarse y que consiste en la autoeficacia, la esperanza, el optimismo y la resiliencia. La autoeficacia se
refiere a la confianza de los empleados en su capacidad para emprender y completar con éxito tareas exigentes.
La esperanza implica tanto la motivacion para alcanzar objetivos como la capacidad de desarrollar vias
alternativas cuando surgen obstaculos. El optimismo refleja expectativas positivas respecto a los resultados
presentes y futuros, mientras que la resiliencia se refiere a la capacidad de recuperarse y seguir funcionando
tras la adversidad, el fracaso o una crisis. Cuando se combinan, estos recursos pueden permitir a los empleados
participar mas activamente en la toma de decisiones estratégicas, mantener su compromiso con los objetivos
organizativos a largo plazo, desarrollar soluciones en condiciones de incertidumbre y abordar el cambio como
una oportunidad en lugar de como una amenaza.

La resiliencia de los empleados, que constituye otra variable central del estudio, se refiere a la
capacidad de los empleados para adaptarse a condiciones cambiantes, obtener los recursos que necesitan, hacer
frente a las dificultades del lugar de trabajo y mantener su eficacia durante las crisis. Aunque la resiliencia es
uno de los componentes del capital psicologico, en este estudio se aborda la resiliencia de los empleados como
una capacidad mas amplia relacionada con el trabajo que implica el desarrollo continuo, la adaptacion, la
apertura al cambio, la busqueda de recursos y la gestion de crisis. Se espera que los empleados resilientes
mantengan su motivacion y concentracion durante los periodos de incertidumbre y contribuyan a la continuidad
de las actividades estratégicas. Desde esta perspectiva, el capital psicoldégico puede proporcionar la base
cognitiva y emocional de la resiliencia de los empleados, mientras que la resiliencia puede ayudar a transformar
los recursos psicolégicos positivos de los empleados en un comportamiento adaptativo en el lugar de trabajo.

Partiendo de este marco tedrico, la investigacion examina tres relaciones principales. La primera se
refiere al efecto del capital psicologico de los empleados sobre las practicas de gestion estratégica. Se espera
que los empleados con un alto capital psicologico interioricen los objetivos de la organizacion, participen mas
activamente en la planificacion estratégica y contribuyan a la implementacion eficaz de las decisiones
estratégicas. La segunda se refiere al efecto de la resiliencia de los empleados sobre las practicas de gestion
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estratégica. Se espera que los empleados capaces de adaptarse al cambio y recuperarse de las dificultades
respalden la continuidad y la eficacia de los procesos estratégicos, especialmente en situaciones de crisis e
incertidumbre. La tercera se refiere al efecto del capital psicoldgico sobre la resiliencia de los empleados. Se
espera que los empleados con mayor autoeficacia, esperanza, optimismo y fortaleza psicologica demuestren
una mayor capacidad para afrontar las dificultades y adaptarse a las circunstancias organizativas cambiantes.
En consecuencia, se formularon tres hipotesis: el capital psicoldgico influye de forma positiva y significativa
en las practicas de gestion estratégica; la resiliencia de los empleados influye de forma positiva y significativa
en las practicas de gestion estratégica; y el capital psicologico influye de forma positiva y significativa en la
resiliencia de los empleados.

El estudio se disefid como una investigacion cuantitativa y empleé un modelo de encuesta
correlacional para determinar la direccion y la fuerza de las relaciones entre las variables. La poblacion del
estudio estuvo formada por empleados de oficina que trabajaban en organizaciones de los sectores publico y
privado en Turquia. Se utilizd6 un método de muestreo aleatorio simple debido a la amplia y heterogénea
naturaleza de la poblacion objetivo. El tamafio minimo de la muestra se calculdé en 284, con un nivel de
confianza del 95 % y un margen de error del 5 %. Para reducir los posibles problemas asociados a la falta de
datos y mejorar la fiabilidad de los analisis, la muestra objetivo se amplié a 300 participantes. En consecuencia,
se obtuvieron datos validos de 300 trabajadores de oficina en activo.

La participacion en el estudio fue voluntaria. Antes de completar el cuestionario, se informo a los
participantes sobre el objetivo de la investigacion, los principios de confidencialidad y la seguridad de los
datos, y se obtuvo su consentimiento informado. La aprobacion ética fue concedida por el Comité de Etica de
la Universidad Gedik de Estambul mediante la decision n.° E-25155520-050.04-2025.173337. De los
participantes, el 53,3 % eran mujeres y el 46,7 % hombres. El grupo de edad mas numeroso estaba formado
por participantes de entre 25 y 34 afios, que representaban el 42,3 % de la muestra, seguidos por los de entre
35 y 44 afios, que constituian el 34,3 %. En cuanto al estado civil, el 54,7 % de los participantes eran solteros
y el 45,3 % estaban casados. La mayoria de los participantes contaban con entre uno y seis afios de experiencia
profesional, lo que indica que la muestra estaba compuesta en gran medida por empleados en las etapas inicial
y media de sus carreras.

Los datos se recopilaron mediante un cuestionario estructurado compuesto por cuatro secciones. La
primera seccion incluia preguntas sobre las caracteristicas demograficas de los participantes, como el género,
la edad, el estado civil, el nivel educativo y la antigiiedad en la organizacion. La segunda seccion contenia la
version abreviada de 12 items de la Escala de Capital Psicologico, adaptada al turco por Orug (2018). La escala
mide cuatro dimensiones del capital psicologico: autoeficacia, esperanza, optimismo y resiliencia. Los
participantes respondieron a los items utilizando una escala de Likert de cinco puntos que iba desde «totalmente
en desacuerdo» hasta «totalmente de acuerdoy.

La tercera seccion del cuestionario incluia la Escala de Resiliencia de los Empleados, desarrollada
originalmente por Naswall et al. (2015) y adaptada al turco por Karakus (2025). La escala consta de 9 items
organizados en tres dimensiones: desarrollo y adaptacion continuos, busqueda de recursos y apertura al cambio,
y afrontamiento de retos y gestion de crisis. La cuarta seccion contenia la Escala de Gestion Estratégica de 10
items utilizada por Karayaman (2023). Esta escala evalua las practicas de gestion estratégica en términos de
planificacion estratégica, analisis del entorno, mision y vision, alineacion con los objetivos estratégicos,
seguimiento de la implementacion y ventaja competitiva. Para adaptar la escala a la presente investigacion, se
revisaron las expresiones que originalmente se referian a universidades para que se refirieran a organizaciones
empresariales.

Los datos se analizaron utilizando el programa SPSS version 25.0. Se calcularon frecuencias y
porcentajes para describir las caracteristicas demograficas de los participantes. La consistencia interna de los
instrumentos de medicion se evalué mediante los coeficientes alfa de Cronbach. Se llevo a cabo un analisis
factorial exploratorio para examinar las estructuras de los constructos de las escalas, mientras que se evaluaron
la fiabilidad compuesta y los valores de varianza media extraida para determinar la validez convergente. Se
empleo el analisis de correlacion de Pearson para identificar la direccion y la intensidad de las relaciones entre
el capital psicologico, la resiliencia de los empleados y las practicas de gestion estratégica. Posteriormente, se
llevaron a cabo analisis de regresion para comprobar las tres hipotesis de investigacion. Se aceptd como nivel
de significacion estadistica p < 0,05.
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La normalidad de los datos se evalué mediante las pruebas de Kolmogorov-Smirnov y Shapiro-Wilk,
junto con los coeficientes de asimetria y curtosis y examenes graficos. Aunque las pruebas formales de
normalidad arrojaron resultados estadisticamente significativos, los coeficientes de asimetria y curtosis de las
tres escalas se mantuvieron dentro del intervalo de +1. Ademas, los histogramas y los graficos Q—Q y P-P no
revelaron desviaciones sustanciales de la normalidad. Teniendo en cuenta el tamafio de la muestra de 300 y la
sensibilidad de las pruebas formales de normalidad en muestras relativamente grandes, se aceptd que las
distribuciones eran aproximadamente normales y se consider6 adecuado realizar analisis paramétricos.

Los analisis de validez y fiabilidad demostraron que los tres instrumentos de medicion presentaban
propiedades psicométricas satisfactorias. La Escala de Capital Psicologico conservé su estructura de cuatro
factores y arrojo un coeficiente alfa de Cronbach de 0,849. La Escala de Resiliencia del Empleado mantuvo su
estructura de tres factores y arrojo un coeficiente alfa de Cronbach de 0,863. La Escala de Gestion Estratégica
conservo su estructura de un tUnico factor y presentd un coeficiente alfa de Cronbach de 0,903. Los valores
KMO de las escalas oscilaron entre aproximadamente 0,89 y 0,91, lo que indica que la muestra era adecuada
para el analisis factorial. Las cargas factoriales, los indices de varianza explicada, los valores de fiabilidad
compuesta y los valores medios de varianza extraida también respaldaron la validez de constructo y la validez
convergente de los instrumentos de medicion.

El analisis de correlacion reveld relaciones positivas y estadisticamente significativas entre las tres
variables. El capital psicoldgico se asocid positivamente con las practicas de gestion estratégica (r = 0,425; p
< 0,01), lo que indica que unos niveles mas elevados de recursos psicoldgicos positivos de los empleados se
relacionaban con practicas de gestion estratégica mas eficaces. La resiliencia de los empleados también se
asocid positivamente con las practicas de gestion estratégica (r = 0,284; p < 0,01). Ademas, la relaciéon mas
fuerte del modelo se observo entre el capital psicologico y la resiliencia de los empleados (r=0,514; p <0,01).
Este resultado indica que los empleados con mayores niveles de autoeficacia, esperanza, optimismo y fortaleza
psicoldgica también tienden a mostrar una mayor adaptabilidad y una mayor capacidad para hacer frente a los
retos del lugar de trabajo.

El primer andlisis de regresion examind el efecto del capital psicoldgico sobre las practicas de gestion
estratégica. Los resultados demostraron que el capital psicoldgico tenia un efecto positivo y estadisticamente
significativo sobre las practicas de gestion estratégica (R = 0,425; R* = 0,180; F(1, 298) = 65,587; = 0,425;
p <0,001). El capital psicologico explicaba aproximadamente el 18 % de la varianza en las practicas de gestion
estratégica. En consecuencia, los empleados con un mayor capital psicoldégico eran mas propensos a participar
de forma eficaz en los procesos estratégicos, a interiorizar los objetivos de la organizacion, a contribuir a la
toma de decisiones estratégicas y a apoyar la implementacion de las estrategias organizativas. Estos resultados
respaldaron la primera hipotesis.

El segundo analisis de regresion examind el efecto de la resiliencia de los empleados en las practicas
de gestion estratégica. Los resultados mostraron que la resiliencia de los empleados influia de forma positiva
y significativa en las practicas de gestion estratégica (R = 0,284, R = 0,081, F(1, 298) = 26,095, B = 0,284, p
< 0,001). La resiliencia de los empleados explicaba aproximadamente el 8,1 % de la varianza en las practicas
de gestion estratégica. Aunque este efecto fue mas débil que el del capital psicologico, siguid siendo
estadisticamente significativo. Este hallazgo sugiere que los empleados capaces de adaptarse al cambio,
recuperarse de las dificultades, buscar los recursos necesarios y mantener su funcionalidad durante las crisis
contribuyen a la continuidad y la eficacia de las actividades de gestion estratégica. Por lo tanto, también se
confirm¢ la segunda hipdtesis.

El tercer analisis de regresion investigd el efecto del capital psicologico sobre la resiliencia de los
empleados. Se observo que el capital psicolégico era un predictor positivo y estadisticamente significativo de
la resiliencia de los empleados (R = 0,514; R? = 0,264; F(1, 298) = 106,852; B = 0,514; p < 0,001). El capital
psicologico explicaba aproximadamente el 26,4 % de la varianza en la resiliencia de los empleados, lo que
representa el efecto mas fuerte identificado en el modelo de investigacion. Este resultado indica que la
autoeficacia, la esperanza, el optimismo y otros recursos psicologicos positivos de los empleados proporcionan
una base cognitiva y emocional importante para afrontar las dificultades y adaptarse al cambio organizativo.
Por lo tanto, la tercera hipotesis quedo firmemente confirmada.

En general, los resultados demuestran que el capital psicoldgico y la resiliencia de los empleados son
determinantes importantes, centrados en las personas, de una gestion estratégica eficaz. El capital psicologico
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parece tener tanto un efecto directo sobre las practicas de gestion estratégica como un efecto sustancial sobre
la resiliencia de los empleados. La resiliencia de los empleados, a su vez, contribuye positivamente a las
practicas de gestion estratégica al favorecer la adaptacion, la continuidad y el rendimiento eficaz en condiciones
dificiles. Los resultados respaldan los supuestos del comportamiento organizacional positivo y demuestran que
los recursos psicologicos de los empleados no deben considerarse meramente como caracteristicas individuales
o indicadores de bienestar. Por el contrario, deben considerarse capacidades organizativas estratégicas que
influyen en la implementacion y la sostenibilidad de las estrategias organizativas.

Desde una perspectiva teorica, este estudio contribuye a la literatura al integrar el capital psicologico,
la resiliencia de los empleados y la gestion estratégica en un tinico modelo empirico. La mayoria de los estudios
anteriores han examinado el capital psicologico y la resiliencia en relacion con resultados individuales, como
la satisfaccion laboral, el compromiso o el rendimiento. El presente estudio amplia esta perspectiva al
demostrar que estas variables también estan asociadas a un proceso de gestion a nivel organizativo. Al aportar
evidencia cuantitativa procedente de empleados de oficina de los sectores publico y privado en Turquia, el
estudio refuerza la conexidn entre el comportamiento organizativo positivo y la investigacion sobre gestion
estratégica. Asimismo, destaca la importancia de incorporar los recursos psicologicos y conductuales en las
explicaciones sobre la eficacia estratégica.

Desde una perspectiva de gestion, los resultados sugieren que las organizaciones deberian considerar
el desarrollo del capital psicoldégico como una prioridad estratégica. La formacion, la tutoria, el coaching, la
retroalimentacion basada en los puntos fuertes y los programas de apoyo psicoldgico pueden utilizarse para
reforzar la autoeficacia, la esperanza, el optimismo y la resiliencia de los empleados. Las organizaciones
también deberian establecer un clima de apoyo basado en la confianza, la apertura y la seguridad psicoldgica.
Un entorno de este tipo puede reducir el miedo al fracaso, fomentar el aprendizaje a partir de los errores y hacer
que los empleados se muestren mas dispuestos a participar en la toma de decisiones estratégicas.

No se debe considerar a los empleados meros ejecutores de decisiones estratégicas; también deben
participar en la planificacion estratégica, el establecimiento de objetivos, el analisis del entorno y la evaluacion
del rendimiento. Una mayor participacion de los empleados puede reforzar el sentido de pertenencia a la
estrategia y facilitar la implementacion de las decisiones organizativas. El capital psicoldgico y la resiliencia
también pueden incorporarse a los sistemas de gestion del rendimiento y de desarrollo de los empleados, junto
con los indicadores cuantitativos convencionales de rendimiento. Las politicas de liderazgo deben hacer
hincapié en practicas de apoyo, éticas, inclusivas y orientadas al desarrollo que mejoren el bienestar psicologico
y las capacidades de adaptacion de los empleados.

En conclusion, el estudio muestra que la eficacia de la gestion estratégica de las organizaciones no
solo depende de los planes formales, los recursos financieros, las capacidades tecnologicas o los analisis
competitivos, sino también de las capacidades psicologicas de sus empleados. Los empleados con un alto
capital psicoldgico son mas capaces de asumir objetivos estratégicos, generar soluciones, mantener su
motivacion y adaptarse a la incertidumbre. Los empleados resilientes pueden mantener su eficacia durante las
crisis y contribuir a la continuidad de las actividades estratégicas. Por lo tanto, la inversiéon en capital
psicologico y en la resiliencia de los empleados no debe considerarse una iniciativa periférica de bienestar
laboral, sino una inversion estratégica en la adaptabilidad, la sostenibilidad y el éxito a largo plazo de la
organizacion. Estudios futuros podrian ampliar el modelo de investigacion incorporando variables como el
apoyo organizativo percibido, el estilo de liderazgo, el compromiso organizativo, la seguridad psicologica y el
clima de innovacion como mediadores o moderadores. Los estudios longitudinales, especificos de cada sector
y comparativos también podrian aportar pruebas mas sélidas sobre la causalidad y mejorar la generalizabilidad
de los resultados.

Palabras clave: Capital psicologico, resiliencia de los empleados, gestion estratégica,
comportamiento organizativo positivo, rendimiento organizativo.
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CtpykTypupoBaHHoe Pe3ome

OcHOBHasi LieJib JJAHHOTO HCCJIEJOBAHMS 3aKIOYACTCs B M3YUYECHHM BIUSHUS MCHXOJIOTHYECKOTO
Kamnurtajla W PE3UJIIbEHTHOCTU COTPYAHHUKOB Ha MNPAKTUKH CTPATCrUYCCKOro YIIpaBJICHUA, a TaKXKE B
OMNPCACIICHNU B3aWMMOCBA3N MCEKAY ICHUXOJOTHYCCKHUM KaluTaloOM W PE3UJIIBLEHTHOCTBIO COTPYIHUKOB. B
COBPEMEHHBIX YCIIOBUSIX CTPEMHTEIHLHO MEHSIOIIEHCs OM3HEC-Cpe/ibl OT OpraHu3aiuii Tpedyercs 3G dexTHBHO
pearupoBaTh Ha IKOHOMHYECKHE KOJIeOaHMs, TEXHOJIOTHYECKHE MpeoOpa3oBaHMs, KPU3HUCHI U PACTYIIYIO
HEOIPE/ICNICHHOCTh. B 3THX yCIOBHAX YCTOHYMBBIIA ycHeX OpraHU3aliy 3aBUCUT HE TOJIBKO OT (PHHAHCOBBIX,
MaTepHabHBIX U TEXHOJIOTMYECKHX PECYPCOB, HO M OT MCHXOJOTHYECKUX CHIIBHBIX CTOPOH U aIalTHBHBIX
CIIOCOOHOCTEH COTPYIAHUKOB. IIpakTHKH CTPATErHYecKOro YIPaBICHHS MOTYT HPHBECTH K IHKEIACMBIM
pesynbTataM TOJNBKO B TOM Cily4ae, €CIH COTPYAHHKH Da3JeNF0T LEeNd OpraHu3allid, YYacTBYIOT B
CTPAaTErMYECKHX MpoLeccax, aJanTHPYIOTCS K MEHAIOMMMCS YCIOBHAM M COXPAHSIOT BBICOKYIO
MMPOU3BOJUTECIILHOCTDL B YCIIOBUAX prHHOCTeﬁ. COOTBeTCTBeHHO, B JaHHOM HCCJICAJOBAHUH MICUXOJIOTUUECKHUI
KarmuTall U pE3UJIMCHTHOCTh COTPYJAHUKOB paCcCMAaTPUBAKOTCA KAaK BAaXKHBIC YCJIIOBCKOLCHTPHUYHBIC PECYPCHI,
croco0HBIe crTocoOCcTBOBATH YPPEKTHBHON pean3anuy U YCTOHUYNBOCTH OPTaHU3allMOHHBIX CTPATEruid.

O0630p nUTEpaTyphl MOKA3BIBAET, YTO IICHMXOJOTHYECKHH KallUTal YacTO HM3ydaJliCsl B KOHTEKCTE
MIPOM3BOIUTEIHFHOCTH COTPYAHUKOB, YIOBICTBOPEHHOCTH pabOTOH, NPUBEPKEHHOCTH OpTaHHW3aliy,
WHHOBAI[MIOHHOTO  IOBEJICHWS ¥  OPTaHU3AIMOHHOH (G (EKTHBHOCTH. AHAJIOTHYHBIM  00pa3om,
PE3UWINEHTHOCTh COTPYJHHUKOB CBSI3BIBAIOT C ajanTalued K W3MEHEHHSM, KPH3HCHBIM YIIPaBICHUEM,
BOBJICUCHHOCTBIO B pPaboTy, NPUBEPIKEHHOCTHIO OPraHU3allMM U YCTOMYMBOHM IPOM3BOAWTEIHHOCTHIO. B
HOpeAbIAYIIUX UCCIENO0BAHUAX TaKXkKe MOAYEPKHMBANIach Ba)KHOCTh YEJIOBEUECKHX PECYPCOB B pealu3aluu
cTpaTeruueckux pemeHuil. OnHako NOpsMoOe BIMSHHUE ICUXOJIOTMYECKOrO KalWTala M PE3UIUEHTHOCTH
COTPYIHUKOB Ha MPAaKTUKU CTPATETNYECKOT0 YIIPABICHHS 10Iy4ano OTHOCUTEILHO OTPaHMYCHHOE BHUMAHUE,
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0COOCHHO B HCCIIEIOBaHMAX, IPOBOJUMBIX C ydacTHeM ciuyxamux B Typoum. Kpome Toro, xots
MICHXOJIOTHYECKUH KalWTall W PE3WINCHTHOCTh COTPYAHUKOB KOHIENTYaldbHO CBSA3aHBI, IO-IPEKHEMY
CYIIECTBYET NOTPEOHOCT B AMIIMPHUYECKUX UCCIECIOBAHMAX, KOTOPBIE OBl pacCMaTPHBAIN MX B3aUMOCBA3b, &
TaKke WX BIWSIHAE Ha TNPAKTHKA CTPATETUYECKOTO YIPABICHHS B paMKax HHTETPHPOBAHHOM
HCCIIE0BATENbCKON Mozenu. Takum o0pa3oM, NaHHOE MCCIEJOBaHWE MPU3BAHO BHECTH BKJIAJ B HAYYHYIO
JIUTEpaTypy, YBSI3bIBas MO3UTHBHOE OPraHU3alMOHHOE IOBEICHHWE CO CTPATETMYECKUM YIIPAaBICHHEM H
JIEMOHCTPHPYSI, KaK ICUXOJOTUYECKHE PECYPChl COTPYIHUKOB MOTYT CIIOCOOCTBOBATH (POPMYIHPOBAHUIO U
peanu3aluy OpraHU3alMOHHON CTpaTeruu.

TeopeTudeckass OCHOBa HCCIENOBaHMSA B IEPBYIO Ouepelb OMMPAETCs Ha MOAXOJ] IMO3UTHBHOTO
OPTaHM3al[IOHHOTO MOBEACHUs. [ICHX0I0THUecKid KanuTa NpeacTaBisieT co00i pa3BUBaeMoe MO3UTHBHOE
TICHXO0JIOTHYECKOE COCTOSIHUE, cOCTosIIee U3 caM03(D()EeKTUBHOCTH, Ha/IeXKIbI, ONTUMH3MA U PE3UIILEHTHOCTH.
CamoadPeKkTHBHOCTb 03HaYaET yBEPEHHOCTH COTPYTHUKOB B CBOEH CHOCOOHOCTH OpaThCsl 3a CIIOKHBIE 3a1a4H
W YCIEIIHO MX BBHINMONHATh. Hajexna BKIrodaeT B ce0sS Kak MOTHBALMIO K JOCTH)KEHHIO IIENEH, Tak H
CIIOCOOHOCTB pa3pabaThIBaTh ANBTEPHATHBHBIC ITyTH IPH BOSHUKHOBEHUH NPENATCTBAN. ONTHMHU3M OTpakaeT
MO3UTHBHBIC OXKMIAHWS B OTHOIICHWM HBIHENIHMX M OYyAyIIMX PE3yJIbTaTOB, TOTJa KaK PE3MIILEHTHOCThH
03Ha4aeT CIOCOOHOCTh BOCCTAHABIMBATHCSA M MPOAOIDKATH (PYHKIMOHUPOBATH IOCIIE HEB3TOJ, HEyad WM
KPH3HCOB. B COBOKYITHOCTH 3TH pecypchl MOTYT HMO3BOJIUTH COTPYAHUKaM OoJiee aKTHBHO y4acTBOBATh B
NPUHATAN CTPATETMYECKUX PELICHHH, OCTaBaThCA NMPUBEPKEHHBIMU JOJTOCPOYHBIM HENSIM OpTraHH3aIlUH,
pa3pabaTbhIBaTh PElICHHs B YCIOBHSX HEONPEAEICHHOCTH U BOCIIPUHUMATh U3MEHEHHUS KaK BO3MOXKHOCTb, a
He KaK yTrpo3y.

YCTOMYUBOCTE COTPYNHHMKOB, KOTOpas SBISIETCS €II€ OJHOM LEHTPaJIbHOM IEPEMEHHOMN
HCCIIeIOBaHMA, 03HAYaeT CIIOCOOHOCTh COTPYAHUKOB aalTUPOBATHCA K MEHSIOIUMCS yCIOBUAM, NOIy4aTh
HEOOXOIUMBIE PECYPCHI, CIIPABIATHCS C TPYAHOCTAMH Ha paboueM MECTE M COXPAHATh CBOIO 3 (EKTUBHOCTh
BO BpeMs KpU3UCOB. XOTs YCTONYUBOCTD ABISAETCA OJHUM U3 KOMIOHEHTOB NMCUXOJOTHYECKOTO KalKTana, B
JAaHHOM  HCCIICIOBAHMM  yCTOWYMBOCTH  COTPYZHHMKOB paccMaTpuBaeTcs Kak Oojee  MIMpOKas
npodeccroHabHas CIIOCOOHOCTH, BKJIIOYAIOINAS HENPEPHIBHOE pa3BUTHE, alalTallio, OTKPHITOCTh K
U3MEHEHUSIM, MOHMCK PECYPCOB M yNpaBJIEHHE KPU3UCHBIMHM cUTyalusMu. OKUAaeTcs, 4TO YCTONYUBBIE
COTPYIHHKH COXPAHSIIOT MOTHBALIUIO U COCPEIOTOYCHHOCTD B IEPHO/IBI HEOTIPENICIICHHOCTH U CIIOCOOCTBYIOT
HENPEPBIBHOCTH CTPATErMYecKON AeaTensHOoCcTH. C 3TOM TOUYKM 3PEHHs ICHXONOTMYECKHH KaluTall MOKET
CIy’KUTb KOTHUTUBHOM M HMOLIMOHAJIBHON OCHOBOM YCTOHYMBOCTH COTPYJHUKOB, B TO BpeMs Kak
YCTOWYHMBOCTH MOXET IIOMOYb IPE00pa30oBaTh MOJIOKUTEIbHbIE TICHXOJIOIHYECKUE PECYPChI COTPYIHUKOB B
aJlanTUBHOE MOBEIeHHE Ha pabodeM MecTe.

Hcexons u3 3TOH TEOPETUUYECKON OCHOBBI, B HUCCIIEJOBAHMM PAcCCMATPUBAIOTCS TPU OCHOBHBIE
B3auMocBsa3u. IlepBas kacaercss BIMSHMS IICUXOJOIMYECKOIO KallMTajga COTPYAHUKOB HA IIPAKTUKU
CTpaTeruueckoro ympasieHus. OXHUIaeTcsi, YTO COTPYAHHUKH C BBICOKUM YPOBHEM IICHXOJIOTHYECKOTO
Kanuraja OyAyT yCBaWBaTh OpPraHU3alMOHHBIC MMM, Oojiee aKTHBHO YYacTBOBaTh B CTPAaTErHMYECKOM
IUITAaHWPOBAHWHU M CHOCOOCTBOBATh 3((EKTUBHOMN pealn3aliy CTpaTerHdecknx peuieHui. Bropas kacaercs
BIMSHUS PE3UIBEHTHOCTH COTPYAHMKOB Ha MPAKTUKU CTPATErH4eckoro ynpasieHus. Oxupaercs, 4To
COTpY/IHHKH, CTIOCOOHBIE aJIalITUPOBATHCS K U3MEHEHMSIM M IIPEOI0JIEBATh TPYIHOCTH, OyIyT CHOCOOCTBOBATH
HETpephIBHOCTH M 3()(HEKTUBHOCTH CTPATErMYECKUX IPOIECCOB, OCOOCHHO B YCIOBHAX KpU3UCA H
HeolnpeAeleHHOCTU. TpeThs B3aMMOCBSA3b  KacaeTCsl BIMSHUS — IICUXOJOTMYECKOIO  Kalnurajga Ha
PE3UIMEHTHOCTh  COTpPYAHHUKOB. OKuIaercs, 4YTO COTPYAHHUKH, oOnanaromue 0Oojiee  BBICOKOI
camM03(h(eKTUBHOCTBIO, HAJEKIOW, ONTUMH3MOM U IICUXOJOTMYECKOW CTOMKOCTBIO, MPOJEMOHCTPUPYIOT
00JBIIYI0 CITOCOOHOCTH CIPABIATHCA C TPYOHOCTSIMH M aJalTHPOBATHCS K MEHSIOUIMMCS YCIOBHSM B
opranm3ani. COOTBETCTBEHHO, OBUIM C(OPMYJIMPOBAHBI TPH THIIOTE3BI: ICHXOJIOTHYECKHHA KarnTall
MOJIOKUTEIBHO W 3HAYUMMO BIUSET HAa [PAKTUKU CTPATErMUECKOIO YIIPAaBIECHUS; PE3UIMEHTHOCTh
COTPYIHUKOB IIOJIOKUTEJIBHO M 3HAYMMO BIIMAET HA IPAKTUKA CTPATErMYECKOr0 YIPAaBICHUS, H
MNCUXOJOTMUYECKUM KaluTall MON0KUTENBHO U 3HAYUMO BJIUSET HA PE3UIHEHTHOCTb COTPYAHUKOB.

HccnenoBanne OBIIO CIUIAHMPOBAHO KakK KOJIWYECTBEHHOE M HCIIOJIBb30BAIO KOPPEIALHOHHYIO
MOJIETIb ONpOCa ISl ONIPEAEIICHHS HalpaBJICHHUSI U CHJIBI B3aUMOCBSI3eH MEX/y repeMeHHbIMH. BeioopouHas
COBOKYIHOCTb HCCIIE/IOBAHUSI COCTOSIA M3 CIY)KaIMX, pabOTaroNMX B OPraHU3aLMsIX rOCyIapCTBEHHOTO H
yacTHOTo cexTopoB B Typrmu. BBy oOMmMpHOTO ¥ HEOAHOPOAHOTO XapaKTepa LeJIeBOil COBOKYITHOCTH ObLI
WCIIOJIB30BaH METOJ IIPOCTOH CirydaitHo# BEIOOpKH. MUHUMAIBHBIN pa3Mep BEIOOPKH OBLT paccunTaH Kak 284
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npu ypoBHe moBepus 95 % u morpemHocTd 5 %. [l CHMXKEHUSI MOTEHIMAIBHBIX MPOOJIEM, CBSI3aHHBIX C
OTCYTCTBYIOIIMMH JAHHBIMU, U OBBILICHHUS HAIEKHOCTH aHaJIM3a LieJieBas BEIOOpKa Oblia yBemmdeHa 10 300
YYacTHUKOB. B pesynbrare ObUIH MOTyYeHBI JOCTOBEpHBIE faHHbIe OT 300 aKTHBHO pabOTArOMINX CITYKaLIHX.

VYyactue B McCIEIOBaHMM OBUIO NOOPOBOMBHBIM. Ilepen 3amoIHEHHEM aHKEThl yYacTHHKH ObLITH
NPOMH(OPMHUPOBAHBI O HEISIX HCCIEAOBAHUS, MPUHINIAX KOHPHUICHIINAIHHOCTH U 0€301MacHOCTH JIaHHBIX,
mocJyie 4ero ObUIO MOTYyYeHO MX MH(POPMUPOBAHHOE coTiIache. DTHUECKoe 0J00peHNe OBLIO MPeqoCTaBICHO
Komuterom no stuke CramOyibckoro ynusepcutera I'enuk B cooTBeTcTBUM C pemeHneM Ne E-25155520-
050.04-2025.173337. Cpenu yuactHHKOB 53,3 % cOCTaBIsUTH *KEHIIMHEL, a 46,7 % — MmyxunHbl. Hanbomnee
MHOT'OYMCJICHHYIO BO3PACTHYIO IpYINITy COCTaBUJIM yYacTHUKU B Bo3pacTe 25-34 jeT, Ha JOJI0 KOTOPBIX
npunuiock 42,3 % BEIOOPKH, 32 HUMH CJIEIOBAIM YYaCTHUKU B Bo3pacTe 35—44 net, koTopele cocTaBuiu 34,3
%. UTo KacaeTcsi ceMEHHOro MookeHus, 54,7 % y4aCTHUKOB ObLIM HE)KCHATHIMH MM HE3aMYKHUMHU, a 45,3
% — cocrosuii B Opake. BOJIBIIMHCTBO Y4aCTHUKOB MMENU NMPO(eCCHOHANBHBII CTaX OT OJHOTO A0 MIECTH
JIET, YTO yKa3bIBAET Ha TO, YTO BHIOOPKA B OCHOBHOM COCTOsUIa M3 COTPYAHHKOB, HAXOAAIINXCS HA PAHHUX U
CPEIHHX 3Tanax CBOCH Kapbephl.

JlanHbIe COOMpaNUCh C MOMOIIBIO CTPYKTYPHPOBAHHOTO ONPOCHHKA, COCTOSIIETO0 M3 HYETBIPEX
pasnenos. [IepBeIii pa3aen BKIIIOYaI BOIPOCH O JeMOrpaMueCKUX XapaKTePUCTHKAX yYaCTHUKOB, TAKUX Kak
TI0JI, BO3PAcT, CEMEHHOE MOJI0KEHNE, YPOBEHb 00pa30BaHMs U CTaX padOTHI B opraHu3anui. Bropoii paszaen
coJieprkall COKpamEéHHyo Bepcrio 1IKkaibl ICHX0I0THYECKOro KamuTana u3 12 MyHKTOB, afallTHPOBAaHHYIO Ha
Typenkuii s3pik Opydem (2018). Illkama u3MepsieT dYeThlpe HM3MEPEHMs MCUXOJOTHMYECKOro KaruTaja:
camM03(h(HheKTUBHOCTb, HA/IEXKY, ONTUMHU3M U PE3WINEHTHOCTb. YYaCTHUKH OTBEYAIIU Ha BOIIPOCHL, HCIIOJIb3YS
natubamibHylo mkanxy JlalikepTa, BapbUPYIOLIYIOCS OT «IIOJHOCTBIO HE COIVIACEH» OO «IOJHOCTBIO
COrJIaceH».

Tperuii pasgen ankersl Brmouan Illkamy pe3swIBEHTHOCTH COTPYAHUKOB, IE€PBOHAYaJIBHO
pa3paborannyto HacBamiom u np. (2019) u amantupoBaHHYyI0 Ha Typerkuii si3pik Kapakymem (2025). [lkana
COCTOHT U3 9 MyHKTOB, CTPYNIHPOBAHHBIX M0 TPEM U3MEPEHUAM: HEMPEPBIBHOE Pa3BUTHE U aAaNTALUs, TIOUCK
pECYPCOB M OTKPBITOCTh K HM3MEHEHHSAM, a TaKXkKe MpPEOJOJICHHE BBI30BOB M YIPABICHHE KPH3HCAMU.
Yerseptelil pasaen cogepxan 10-nmyHkToByro «lllkamy cTpaTern4eckoro ynpaBlI€HHsS», HCIOIb30BAHHYIO
Kapasmanom (2023). Dta mKkama OIEHHBACT MPAKTHKH CTPATETMYECKOTO YIPABICHUS C TOYKH 3PCHUS
CTPaTETMYECKOro IUIAHUPOBAHUS, aHAIW3a BHEUIHEH CpeAbl, MHCCUU M BHUJIEHHS, COINIACOBAHHOCTH CO
CTpAaTeTHUECKUMH LEJISIMH, MOHHMTOPHHTA peaju3allid ¥ KOHKYPEHTHOTo mpeuMymiecTBa. UYToObI
aJanTHPOBaTh IIKAITy K HACTOSIIEMY HCCICAOBAaHHUIO, BBIPAXKCHMSA, INEPBOHAYAIBHO OTHOCALIMECH K
YHHUBEPCHUTETaM, ObUIH NepepaboTaHbl ¢ y4eTOM OU3HeC-OpraHu3alyi.

AHanu3 JaHHBIX IPOBOIWICS € HCIOJB30BaHMEM mporpamMMbl SPSS Bepcum 25.0. s ommcaHust
JneMorpadueckux XapaKTepUCTHK YYaCTHUKOB ObLIH paCCUUTAaHbI YaCTOTHI M MIPOLICHTHBIE JOJIU. BHyTpeHH:Is
COIJIACOBAHHOCTh MHCTPYMEHTOB M3MEpPEHHs OLIEHMBANACh ¢ MOMOLIbI0 K03 uunenros anbda Kponbdaxa.
s u3ydeHns: KOHCTPYKTHBIX CTPYKTYp IIKaj ObUI IPOBEIEH 3KCIUIOPATOPHBIM (DaKTOPHBIN aHaU3, a s
OTIpeZieTIeHUs] KOHBEPTeHTHOW BaJIMIHOCTH OLIEHMBAJINCH MOKa3aTeIN KOMIIO3UTHONW HAJEKHOCTH M CpeIHEH
W3BJICUEHHOM 1ucriepcun. it onpeiesieHnst HarpaBIeHUs! ¥ CHITBI B3aMMOCBS3EH MEXTy IICHXOJIOTHYECKUM
KaIlMTaJIOM, PE3HIIbEHTHOCTHIO COTPYIHUKOB U MPAKTHKAMH CTPATETHUECKOT0 YIPaBIECHNUS ObUT HCIIOIb30BaH
KOppeIsHoHHbIN aHanu3 [Tupcona. BriocneacTsim ObuH IPOBEAEHBI PErPECCHOHHBIE aHATIN3BI IS IPOBEPKH
TpeX MUCCIEOBATENHCKUX TUIIOTE3. YPOBEHb CTATUCTUUECKON 3HAYMMOCTH ObLT MPUHAT paBHBIM p < 0,05.

HopmaneHOCTR pacmpeseneHusl JaHHBIX OIIGHHWBAJIACh C IOMOIIBIO KpuTepueB Kommoropoma—
CwmupaoBa u Hlammpo—Ywuika, a Taxke K03(pPHUINESHTOB aCHMMETPHHN U JKCIlecca U rpaudecKoro aHajIwm3a.
Xots ¢opmanpHBIE TECTH HOPMAIBHOCTH Il CTaTUCTUYECKH 3HAYMMBIE PE3yIbTaThl, KO3 UIIHMEHTHI
aCUMMETPUH M 3KCIecca I BceX TPEX IIKal OCTaBaINCh B Anamazone =1. Kpome Toro, rucrorpaMMsl u
rpaduku Q—Q u P—P He BBIBIIN CYIIECTBEHHBIX OTKIOHEHHH OT HOPMAIBHOTO pacTpe/ieieHus. Y duThIBast
pa3mep BbIOOpKH B 300 uYesioBEK M YyBCTBUTEIHLHOCTH (POPMAIBHBIX TECTOB HOPMAJIBHOCTH IIpU paboTe
OTHOCHTEJILHO OOJIBIINMH BBIOOPKAMH, pacpeielieHnsl ObUIM NPU3HAHBI IPUOIU3UTEIFHO HOPMAIBbHBIMH, a
napaMeTPUUECKUl aHAJIN3 — YMECTHBIM.

AHanu3 BaJMJHOCTH M HAJEXKHOCTH MOKAa3aJ, YTO BCE TPH MHCTPYMEHTa H3MEPEHHs 00Janaiu
YIOBJIETBOPHUTEIILHBIMH ICUXOMETPUYECKUMH cBOMcTBaMH. 11IKkaa Icuxoaornyeckoro Kanurana coXpaHuia
CBOIO YETHIPEX(AKTOPHYIO CTPYKTYpy M HpOJeMOHCTpHpoBasia kod(p¢uunent anbpa Kponbaxa, paBHbIH
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0,849. Illkama pe3WIBCHTHOCTH COTPYOHHKOB COXPAaHMIA CBOIO TPEeX(paKTOPHYIO CTPYKTYpy U
npoaeMoHcTpupoBana koddduruent ansgpa Kponbaxa, pasnsrii 0,863. Illkana cTpaTernieckoro ynpaBieHUS
COXpaHWJIa CBOIO OJHO(AKTOPHYIO CTPYKTYypy W TPOIAeMOHCTpHpoBaia koddduumeHT anpda Kponbaxa,
passbiii 0,903. 3ragenns KMO mst mkan BapeupoBaymchk ot npuMepro 0,89 no 0,91, uro ykassiBano Ha
MPUTOAHOCTD BBIOOPKH I (hakTOpHOTO aHanm3a. PakTopHBIE HArpy3kw, K0d()GUIMEHTH 0O0BICHAEMON
JHCTIEPCHH, 3HAYCHHS KOMIIO3UTHOH HAaJeKHOCTH M CPEIHHE 3HAYCHHS H3BICYCHHOW IHCIICPCHU TaKXkKe
MOATBEPIUIN KOHCTPYKTHYIO M KOHBEPT€HTHYO BAIUJAHOCTh HHCTPYMEHTOB HU3MEPEHHSI.

KoppensaiuoHHslil aHaIN3 BBISIBIII MOJIOXKUTENbHbBIE U CTATUCTUYECKU 3HAYNMBIE CBSI3U MEXy BCEMU
TpeMsi mnepeMeHHbIMH. [lcuxomormuyeckuii KamuTan OBIT  ITIOJIOKHUTENBHO CBSI3aH € HPaKTHKaMH
cTparernueckoro ynpasienust (r = 0,425, p < 0,01), 4yTo yka3blBaeT Ha TO, 4TO OoJiee BHICOKHE YPOBHH
TIOJIOKUTEJIBHBIX IICUXOJOTHYECKUX PECYpPCOB COTPYJHHKOB COOTHOCWINCH C Oojiee 3¢ ¢eKTUBHBIMH
NpPaKTHKaMH CTPAaTErHYeCcKOro yNpaBieHHs. Pe3MIMEeHTHOCTh COTPYAHUKOB TakKe OblIa MOJIOKUTENBEHO
CBsI3aHa C MPAaKTHKaMU cTparerndeckoro ympasieHus (r = 0,284, p < 0,01). Kpome Toro, camas cuibpHas
B3aUMOCBSI3b B MOJENIM HAOMIOAANach MEXIY ICHXOJOTHUECKHM KalWTaJIOM U PE3WIMEHTHOCTHIO
corpynaukoB (r = 0,514, p < 0,01). DTOT pe3ynbTaT yKa3plBaeT Ha TO, YTO COTPYAHHUKH C OoJiee BHICOKHM
ypoBHEM caM03(()EeKTHBHOCTH, HAIEKABl, ONTHMH3Ma U IICHXOJOTHYECKOH CHIJIBI, Kak IIPaBHIIO,
JIEMOHCTPHUPYIOT OOJBIIYI0 aAaNTHBHOCTh M OoJiee BBICOKYIO CIHOCOOHOCTBH CIIPABISITHCS C BBHI30BAMH HA
pabouem mecre.

B xo0/1e mepBOro perpecCHOHHOr0 aHajlu3a ObUIO M3YYCHO BIMSHHE MCUXOJIOTHYECKOTO KaluTala Ha
MIPAKTUKU CTPATETrMYECKOTO YNpaBieHUus. Pe3yabTaThl OKa3aiM, YTO TICHUXOJIOTHYECKUN KalluTand OKa3bIBajl
MOJIOKUTEIHHOE U CTATUCTUYECKH 3HAYMMOE BIHSIHUE Ha MIPAKTUKHU cTparerudeckoro ynpasieHus (R = 0,425;
R2=10,180; F(1, 298) = 65,587; B = 0,425; p < 0,001). [Icuxonornyeckuii kanurtan o0bsICHSI npuMepHo 18 %
JUCTICPCUU B MPAKTHKAaX CTPATErMYecKoro ympasicHus. COOTBETCTBCHHO, COTPYAHUKU C 00JEe BBICOKHUM
YpPOBHEM TMICHXOJOTHYECKOTO Kamuraia ¢ OomnbImedi BepOSTHOCTHIO 3((eKTHBHO ydacTBOBaIM B
CTpaTETHYECKUX MPOIeccax, YCBAMBAIIN OpraHU3allMOHHBIC LIS, BHOCHIIN BKIIAJI B IPUHATHE CTPATETHIECKUX
pelIeHr W TONACPKHUBAIH PEalTM3alfi0 OPTaHW3alMOHHBIX CTPATCTHH. ODTH PE3ybTaThl MOITBEPAHIH
TIEPBYIO TUIOTE3Y.

B xoze BTOpOro perpecCHOHHOTO aHalN3a M3y4aloch BIMSHHE PE3WIIBEHTHOCTH COTPYIHHKOB Ha
NPaKTUKA CTPAaTETMYeCKOro yIpaBieHWs. Pe3ynbTaTel IOKa3aiH, YTO pPE3WIBEHTHOCTh COTPYAHHKOB
MOJIOXKHUTEIBHO M 3HAYMMO BJIMAJTA Ha MPAKTHUKHU cTpaTeruueckoro ympasienus (R = 0,284, R? = 0,081, F(1,
298) =26,095, B = 0,284, p <0,001). Pe3uIreHTHOCTh COTPYIHUKOB 00BsICHsIa puMepHo 8,1 % mucnepcun
B IIPAaKTHKaX CTPATErHuecKoro ynpasiieHus. Xots 3ToT 3¢ ekt Obu1 cnabee, ueM 3P PEeKT NCuX0JI0rHdeckoro
KalluTajla, OH OCTaBaJICS CTAaTHCTUYECKH 3HAUYMMBIM. OTOT pe3yJbTaT CBHUICTEIBCTBYET O TOM, UYTO
COTPYIOHUKH, CIIOCOOHBIE aJanTHUPOBATbCA K W3MEHEHMSAM, IIPEOJ0JeBaTh TPYIHOCTH, W3BICKUBAThH
HEOOXOAUMBIE PECypChl M COXPaHATh PabOTOCHOCOOHOCTh B KPU3UCHBIX CHUTYallMsX, CIIOCOOCTBYIOT
HETIPEPHIBHOCTH 1 3(h(HEKTHBHOCTH AEATEIHHOCTH B 00JIACTH CTPATETMIECKOTO YIpaBieHHus. TakiuM oOpa3om,
BTOpAsi TUIIOTE3a TAKXKe MOATBEPIAMIACE.

B TperbeM perpecCHOHHOM aHalM3€e M3Y4aJIoCh BIMSHHAE MCHXOJOTHYECKOTO KalWTajla Ha
PE3WIMEHTHOCTh COTPYAHHKOB. bBBUIO  yCTAHOBJIEHO, YTO IICHXOJIOTMYECKHMH KallUTanm  sBIsSeTCS
MOJIOXKHUTEIBHBIM U CTATHCTHYECKH 3HAYUMBIM MPEIUKTOPOM PE3MINEHTHOCTH coTpynHuKoB (R = 0,514, R? =
0,264, F(1, 298) = 106,852, p = 0,514, p < 0,001). Ilcuxonornvyeckuii Kanutaa 00BICHI npumepHo 26,4 %
JIUCTIEPCUN B PE3UJILEHTHOCTH COTPYAHHMKOB, 4YTO TMPEACTaBIsAeT coOoi Hambosee CHIBHBIA 3(hdeKT,
BBISIBJICHHBIH B MCCIIEIOBATEILCKOW MOJEIH. DTOT pe3yJbTaT YKa3blBaeT Ha TO, YTO CaMO3(p(EKTUBHOCTS,
HaJIeXk/1a, ONTUMH3M U IpYTHE MTO3UTHBHBIE ICHXOJIOTHYECKUE PECYPCHI COTPYAHUKOB 00ECTIEYMBAIOT BAXKHYIO
KOTHUTHBHYIO U SYMOIMOHAIBHYIO OCHOBY ISl IIPEOIOJICHISI TPYTHOCTEH M aJalTaIllii K OpPTraHW3allHOHHBIM
n3MeHeHnsAM. TakuMm 00pa3oM, TPeThs THII0Te3a ObUIa yOeIUTEIFHO OATBEPIKACHA.

B uenom, mnosydeHHble pe3yJbTAaTbl JAEMOHCTPUPYIOT, YTO TMCHUXOJOTMYECKUH Kamutaia |
PE3WIBEHTHOCTh COTPYJIHHUKOB SIBISIOTCS BaXXHBIMU  4YEJIOBEKOLIECHTPUPOBAHHBIMU  JE€TEPMUHAHTaAMHU
3((HEeKTUBHOTO CTPATErMIECKOro yHpaBieHUs. [ICHXOMOrHYecKUi KamuTaj, MO-BUANMOMY, OKa3bIBaeT Kak
psIMOE€ BIIMAHME Ha NPAKTUKU CTPATETMYECKOrO YINPABICHMS, TaK W CYLIECTBEHHOE BIIMSAHHUE Ha
PE3UIIMEHTHOCTb COTPYAHUKOB. PE3UIIMEHTHOCTh COTPYJHUKOB, B CBOIO OU€pEllb, MOJOKHUTEIBLHO BIUSET Ha
MPAaKTUKA CTPATETUYECKOTO YIPABJICHUSA, CIIOCOOCTBYS aJalTalldd, HEMPEPHIBHOCTH JEATCIBHOCTH U
3¢ dekTHBHON paboTe B CIOKHBIX YCIOBHAX. Pe3ynbTaThl MOATBEPIKAAIOT MOJIOKEHUS TEOPUHU TTO3UTHBHOTO
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OPTaHMU3AIIOHHOTO MOBEICHNS U AEMOHCTPHUPYIOT, YTO IICUXOJIOTHIECKUE PECYPCHI COTPYIHUKOB HE CIIEAYET
paccMaTpuBaTh JIMIIb KaK HHAWBUyalbHBIC XapaKTEPUCTHKHN MM MOKa3zaTenn Onaronomydns. HampoTus, ux
CJIETyeT pacCMaTpUBaTh KaK CTPATETNIECKUE OPTaHU3AI[OHHBIE CIIOCOOHOCTH, BIUSIONINE HA PEANTN3AINIO 1
YCTOWYMBOCTh OPTraHU3aL[MOHHBIX CTPATErHil.

C TeopeTH4ecKOoil TOYKHM 3peHHs NaHHOE HCCIICJOBaHWE BHOCHT BKJIAJ B HAay4HYIO JIUTEPATypYy,
00BEeIMHSAS IICUXOJIOTHYECKHIN KalluTall, yCTOWYHBOCTE COTPYAHHKOB M CTPATETMYECKOE YIPaBICHHE B paMKax
€/IMHOI SMIHpHYecKol MoaeiH. B OONbIIMHCTBE NpeAbIIYIINX UCCIeIOBAaHUN TICHXOJIOTHYECKUN KaluTal 1
YCTOWYMBOCTh PAacCMaTpUBAJIMCh B CBSA3M C HWHIAMBHUAYaJbHBIMH  pe3yJbTaTaMM, TaKHUMH Kak
YIOBJIETBOPEHHOCTD pabO0TOMH, MPUBEPKEHHOCTD ey win 3¢ GeKTUBHOCTh TpyAa. Hacrosimee uccienoBanue
pacimpsieT 3Ty IMEepCIeKTUBY, JAEMOHCTPUPYS, YTO 3TH IIEPEMEHHBIC TaKKE CBSI3aHbI C YIPaBICHYECKUM
MPOLIECCOM Ha OpraHU3allMOHHOM YpoBHe. [IpencraBisis KoJnuecTBEHHbIE JaHHbIE, TOJyYeHHbIC Ha IpUMepe
CIIy)KalllUX TOCYIapCTBEHHOTO M YacTHOTO CEKTOpPOB B TypLuM, McCIeNOBaHHE YKPEIUIIET CBSI3b MEXIY
HO3UTHUBHBIM OPraHU3al[HOHHBIM MOBEICHUEM U HCCICIOBAHUSIMH B 00JAaCTH CTPATErMYECKOTO YIPABICHHUS.
OHO TaKXKe IONUCPKUBACT BaKHOCTh BKJIIOYCHHS IICHXOJIOTHMYECKHX M IOBEICHYECKHX pECYpCcOB B
00BSICHEHHS CTpaTernIecKoil 3(h(heKTHBHOCTH.

C ynpaBineHUECKOH TOYKHU 3pEHHs MOJYyYEHHBIE PE3yIbTaThl YKa3bIBAIOT HA TO, YTO OPraHU3ALMIM
ClefyeT pacCMaTpPHUBaTh Pa3BUTUE ICHUXONOTMYECKOTO KalHUTana B KauyeCTBE CTPATETHYECKOr0 MPUOPHUTETA.
OOyueHne, HaCTaBHHYECTBO, KOYYHMHI, OOpaTHas CBs3b, OPHEHTHPOBAHHAas Ha CHIBHBIE CTOPOHBI, H
MPOTPaMMBbI TICUXOJIOTUYECKON MOAJIEPKKH MOTYT MCIIOJIB30BAThCs AJIsl YKpeIuleHus: caModPdeKkTHBHOCTH,
HaJIeK/bl, ONTUMH3MA U YCTOHYUBOCTH COTPYAHUKOB. OpraHu3aliy TakxKe TOKHBI CO3/1aTh OJIaronpusTHY IO
aTMoc(epy, OCHOBaHHYIO Ha JOBEPHH, OTKPBITOCTH M IICHXOJIOTHYECKON Oe3omacHocTu. Takas cpefa MOKeT
CHHU3UTh CTpax HEyJauM, CTUMYJIMPOBAaTh H3BJICUEHHE YPOKOB M3 OIIMOOK M IOBBICUTH TI'OTOBHOCTh
COTPYIHUKOB Y4aCTBOBATh B IMPUHIATHUH CTPATEIMUECKHUX PEIICHUI.

CoTpyAHHMKOB HE CIIEAYET pacCMAaTpUBaTh JIMIIb KAK UCIIOJHUTENEH CTPATErHueCKUX PELICHUHN; OHU
TaK)Ke JOJKHBI y4aCTBOBATh B CTPATETMUECKOM IIJIAHUPOBAHUM, IOCTAHOBKE LI€JIeH, aHAaJIN3€ BHEIIHEN Cpe/Ibl
U OLEHKE pe3ylbTaTUBHOCTH. bojiee aKTHBHOE ydacTHE COTPYIOHHKOB MOXET YKPENHUTh HX YYBCTBO
OTBETCTBCHHOCTH 3a CTpPATeTHI0 W  CIIOCOOCTBOBATH pealM3alliil  OPTaHWU3AIMOHHBIX  PEHICHUH.
[Icuxomorndecknii KamurTan W PE3WIMEHTHOCTh TaKKe€ MOTYT OBITh BKIIOYCHHI B CHCTEMBI YIIPABIICHUS
PE3YyJIBTaTUBHOCTHIO U Pa3BUTHUA COTPYIHUKOB HapsiAy C TPAAULUOHHBIMHU KOJNYECTBEHHBIMM IOKA3aTEIIMHA
s dexTuBHOCTH. [lOMUTHKA pPYKOBOACTBA [OJDKHA J€aTh AaKIEHT Ha TOJJCPKUBAIOIINX, STHYHBIX,
VWHKJIIO3UBHBIX M OpPUEHTHPOBAHHBIX Ha pPa3BUTHE NPAKTHUKAaX, KOTOPbIE YKPEIUISIIOT IICHXOJIOTHYecKoe
0J1aromnosy4re u aJanTUBHBIC CIIOCOOHOCTU COTPYIHUKOB.

B 3akiroueHue CiaeayeT OTMETUTh, UYTO PE3YJIbTaThl MCCIICAOBAHUS MOKA3bIBAIOT: 3()(HEKTUBHOCTh
CTPATETHUECKOr0 YMPABICHHUS OPTaHH3AIMUAMHU 3aBHCUT HE TOJBKO OT (DOPMAaBHBIX IUIAHOB, (PMHAHCOBBIX
PECYPCOB, TEXHOJIOTUYECKUX BO3MOXKHOCTEH WM aHaJIM3a KOHKYPEHTHOU CPeJbl, HO U OT TICHXOJIOTHYECKUX
CHOCOOHOCTEH WX COTPYTHUKOB. COTPYIHHUKH C BEICOKUM YPOBHEM IICUXOJIOTHYECKOTO KaruTana B O0bIIen
CTCTIEHH CHOCOOHBI TPHUHHMATH CTpPATETHUECKUE LENH, Mpe[iaraTh peIleHUs, IOANCPKUBATE CBOIO
MOTHUBAIIMIO ¥ aJalITUPOBATHCS K HEONMPEACICHHOCTH. Y CTOMYHMBBIC COTPYIHUKH CIIOCOOHBI COXPAHATH CBOYO
3(h(HEeKTUBHOCTD B KPU3UCHBIX CUTYAIIHAX U CIIOCOOCTBOBATH HEIIPEPHIBHOCTH CTPATETUICCKOM ACATEIIEHOCTH.
ITosTOMYy MHBECTULIMM B MCUXOJIOTMYECKUN KalUTal U YCTOMUMBOCTh COTPYIHUKOB CIEAYET paccCMaTpUBaTh
HE KaK BTOPOCTENIEHHYIO NHUIIMATUBY IO 00ECIIEUeHHIO 0J1aronoayyusi COTPYTHUKOB, a KaK CTPATErHYECKYIO
WHBECTUIMIO B aJalTUBHOCTh, YCTOHYMBOCTH M [OJTOCPOYHBIA YCIEX OpraHuzanud. B Oymymmx
WCCIIETIOBAaHUSIX MOKHO PaCHIMPUTH UCCIIEN0BATENBCKYIO MOJIEINb, BKIIOYMB B KAUECTBE MOCPETHUUECKHUX HIIH
MOJIEpaTOPHBIX MEPEMEHHBIX Takue (HaKTOpbhI, KaK BOCIPHUHAMAaeMasi OpraHWU3aluOHHAas MOIIEPIKKA, CTHIIh
JUIEPCTBA, TPUBEPKCHHOCTh OPTaHU3AIMH, MCUXOJOTHYecKass 0€30MacHOCTh W WHHOBAITMOHHBIM KJIMMAT.
JIoHTUTIONHBIE, OTpaciieBble U CPAaBHHUTEIbHBIC HCCICIOBAHUS TAKXKE MOTYT MPEAOCTAaBUTh OoJiee BECKHE
JIOKa3aTeNbCTBA IPUINHHO-CIICACTBEHHBIX CBSA3EH M MOBBICUTH 0000IIaeMOCTh ITOTyYSHHBIX PE3YIbTAaTOB.

KiaroueBble cjaoBa: ICHUXOJIOTMYECKUN Karurall, YCTOﬁqHBOCTB COTPYAHUKOB, CTPATCTUYCCKOC
yHpaBJIC€HUEC, TO3UTUBHOC OPIraHU3AIIMOHHOC IMOBEACHUEC, OpTaHU3allUOHHAas 3(1)(1)€KTI/IBHOCTL.
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¥ foTE SFYaST ST T SHTIRAH AT ST g8 ¢ | UM, T§ AT HRIHD HSATHS TdGR Bl
U Tee A SIS 3R T8 UeiRid #e fob 4 sHenial & Al G- G- 0
¥ fmfor 3R wrf-aae & grar R Uehd ©, e o ATEH R BT YA BT g |

31e0T BT Ag i YR TBT TU Y YHRIAD JISIHD HdgR PBI0 TR TR B

TGRS Yol 3-SR, TR, STRIATE 3R T J fAreia 9=t U fawRid &t o I
T TP RTeTE TR R 1 T &1 SHTe-picrell 7 ol & et opr et cpraf opt vt
3R 38 B AATYdd GRT 6 B ST & OR fAYTT | SR H A& BT UTed H3 BT IROM 3R e
& M W IHiUS I [AHRIT B B1 e, S A &1 SM=Iare Iaar iR Hfasy & afome) &
IR T THRIAS 3H0eM3f HI S=TaT &, STafds adiam fJufy, SRwedr a1 Ydhe & a8 IR 3R B
AT STRY I B & BT G-I B

9 TG B §, A 3 T Al B Yoo ol o & st wftha U ¥ ym A,
drdepifcre Tre-TaTs deal & Ufd ufdeg Ten, siffyd uifRufedt & wamam fasRid &9, 8k uRad=
B TR P ToY Uh GIR P U H ¢4 § G&H 91 Jhd g |

FHHARY AT, S AL HT T R HE @R g, HHARG! BT gaad uRfAfaal & sgd
B, I D JHTY UT B, PRI B Hid-Tgal T fAueq, 3R Hhe &b SR 30 yHTaRfiedr s
G P &HFAT DI efdid HRdT g

BT AT AT Gohl o Ued! & 4 U &, 39 &0 8 HHAR] ad i &1 U AU
H-aeft e & &0 B I frar man § o PR fawr, , giRadH & Tfd e, Tared
I, 3R Tohe Yae AT & | Tl HHARE! 4 I8 Ul 1 il ¢ b 9 ST &1 ofafy & GRE
3Tt TR 7R &4 STT T 3R oo il &t fAeRar § anre@ & | 39 =i 9, A
Uoft et Aeiiau= o1 WRHTeTd SR HIGHTETS YR USH 6 Tdbdl §, SIdidh e HHardl &
THRIAD TG ST DI SIHA HRARA HAER H 960 & Ace R 9Hhdl g
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39 Ygifad E & YR W, I8 MY oI UW Jaef B Wi HRal ¢ Uedl HHATRG! P
TG GSht &7 I0MIfae Teem Tarst R uHTg S Tafdd 81 S Alase ol aret sHenial
SUET T Tl § fob & TTSATED A&l BT HATHAATA Bx, OIS Ao & 31D Tfeha 0 F YT T, 3R
urifces ol & guTet Hrafaae J AT ¢ | GERT HHAR! Aeicid- BT UFad Tae JUTs IR THIa
T Tafid g1 foF FHaial & 9eaa & 3Hd o SR ISl J Ia Pt &HdT gl 8, 3749 I8
30eqT @ St § b 3 Yorifae ufsharaedt o RiaRar SR uyTaRfiaar &1 gqdq 37, fagiy 9§ Tae
3R SiffErear 1 fRufort & | iRy, Tt Yol & SHaR! deieia- IR UHTd 3 Jafid g | Sfid STd-
TUTGRITTT, SMTRT, SHTRTATE 3R AT fdd aTd HHATRG o T8 U H1 STl § fob d Bis-rgdl &1
AT FHRA 3R T FTSATHS TRFURTET & 3G d ea B1 31fid amrar ugRia #3|

TEIOR, 1 URSGIE fAHRId St 13: TS Uoit 0Fifdd Ut Tuist o ThReTs

3R Agayul U J qHIfad Bl §; HHAR! I IS st Trsil & YoRIAS 3R Headyut

ﬁgwﬁam%ﬁmﬁ%ﬁa@ﬁﬁﬁmﬂ%ﬁwﬁw@wﬁuwﬁa
|

T B THATAS U & ¥ & fEare farar mar o ok o & o9 el &t 3z sk
drerd FRYiRd B & o T FedayTaTe Taaol Hisd b1 ISUURT fohdl T YT | S o1 St |
I B Irdeies 3R ol &5 & e § B0 FHRA a7 AquRT HHaRT e 3|

e SFRReT & U MR fAvH Uehfd & HRUI U TRl ATefasd T fafer o1 Juan farar
TAT1 95% faUT TR 3R 5% Ffe TS IR gAqH THAT 3MHR 284 B TUFT B TS | TH ST 4 et Yuifad
T3] BT HH B 3R FARAT HT fIY=ad H YR FHRA & [T, T&d T B T@THR 300 UaHEt
A e T | uRUTHREET, 300 ihd T W HRRA 4dUI HHATRG! & 1 sel T a1 7|

e B YiiteR! Wfesd Jt | gyrac 1R ¥ uge Ui &l 2y & S5, Mo-igar Rigidi
3R ST &M & TR H Yferd fova a1, 3R 371 Yferd Igafa U &1 15| i SiHle swdiqa gd
fayfaremed o1 Afded ST gRT R W8T E-25155520-050.04-2025.173337 & A8 UG fobal 1T T
TfarHTRrET & 9, 53.3% ARATE 3R 46.7% T3 31 Gad §8 g a¥f H 25-34 a4 & Ufqurh =nfde &, st
T BT 42.3% 38T 2, 3R 3P 91G 35-44 T & Ufqunft A, ot TwRem 34.3% 2t

Jaries fufa & ama |, 54.79% gfaurtt sifaarfed & 3R 45.3% faarfea &1 s ufqufiv
F U Ue q B¢ I o1 IR 3gHd o1, I8 g8 udi 9 € i 73 § e U ¥ 30 SRR &
YT 3R AL R0 HHARY A A

IR Wl I T Tfad UHTaelt & ATegH o Sl Uhd a1 1T U1 Ugd Ts | ufayiiial ot
WWWﬁ%aﬁﬁwmaﬁﬁ%%ﬂ, 311, daTfee R, e wR SR Fieras
|

TR WS W AAATAS USht UHT T 12-3MTSeH aTall a7y U A AT, =Y 3% (2018) gRT ST
A srepfera fasar T oT| T8 YEMET TG Uit & IR ST} &1 AT §: SHTe-THTaRfiad, SiTam,
3{TRTATE 3R e | gfqurfit 3 faepd sraedd” ¥ daR "facpd Terd- de & urd-foig fired tam
B ITART FRob 3MMZcH! BT IR Gl

YT & IR WS | HHAR Terg= JAmT (Employee Resilience Scale) ia ot 5= Hdl
FU U Niswall et al. (2015) GRT [ABRId faa1 77 AT 3R Karakus (2025) GRT ! § G iad foar T/
7| g UM 9 Tl W &1 8 S i Sl & Sidid afRyd §: FRAR fadr 3iR s, Tmem @i
3R uRad= & uf e, iR FAifaal @ fAuer sik e yse | 9 WS & HRamME (2023) §RTIUTNT
fopan T 10-3TZeH AT IUFAS Tee THTT NS U7 T8 UHHT UM dier, gafarofig fagasor,
forer SR fPwiun, Jorifae SEal & Ty W@, Hrafagd o fFRHT 3R ufawyias ay & T o
U YeYE TATeHl ST Geich ol ¢ | UHH &I 30 MY & e Iuged 99 & fo, 4a 9 9
fasyfaemerat o1 Teftfa & ara sifteafaddl & TN HRe AEE ST6-! B Yafid fbar |
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ST BT fA=eWUT SPSS BT 25.0 HT JUART Hb b1 M1 YUl ot SHHRAD
faRrraraft &1 quf FvA & for sgfral SR Uf=rd &t T0MT P11 | WO JUHRON Bt 3iiaRds FRRdT &1
Ui ShI-ad & 3eth] U] BT IUURT HRh bl 7T | T B WIS SRS Bt oird A
¥ U 3FAvuTEs gew fazayur favar man, Safes siftRRor dydr Ruffa & & forg wwwr fayaigar
3R 37 faRur fasTar a1 {19 &1 Yeuids- far T

T Yofl, HHART TR 3R UFifae Teed gutelt & ofa Ieel Bt fo=m 3ik ared o
Uga B & ol fUTRTH Ggday fa=eivor &1 IugiT fosan 1T S8 §1¢ diF Srau™ uRe e 13l &1
TRI&U1 3 & o Ufavr fazaw i fohw e | Hifkerd i Hg@ WR &l p <.05 & =0 U WieR fdbar 1|

3T B WU BT el BIANRI-RRAIG 3R fR-faews gdemit & qry-ary Tad
3R Bl Turieh! SR Mithdhd URIenst BT IudT Hab faar 4T |

BTl AR MR TRigol 3 Gikegs i &0 ¥ Agayu! ulomy e, i+ 9urt & fa
ﬁﬂm(skewness) @Tmﬂ(kurtoms)Wil P T & iR B mm %@W\”ﬁ?Q Q
JUT P-P WICH 3 I ¥ gaied fage =g fe@mn! 300 & FGAT SMHR SR S0edhd g g4 o
SNTETRes AT TR ) HaeA=iad & oud gU, faaRul &l iy 9T & &0 o WieR fea
a1, 3R R fazayull &1 Juged [ T |

QYT 3R fAyaar fazawon 3 vefia fear i &t A Iuszon § JarssHe g qor
| GAGTIAS Goit A = 30T TR-HRE TG §1E T 3R I BT 3BT oM 849 UT o |
FHHARY THATT TAA 7 3T dH-HRE YA 1T AT 3R B8 BT 3ehT 0N 863 U 3|
U Tt UM 3 SO Uehd-BHRe TREHT 918 T 3R SHI-adh BT 3T Ul 903 U Rid fawar|
YAMT & KMO HTH ATHT .89 § .91 A 3, 511 I <=ITd & foh AT HRe faeer m 3 forg Suged Ut | HRe
YR, TR D1 7T faeRor , Y fay=itaar 1, 3R 3iad faeror fRdsrar mar 1 of Ao IudsRul
3 TR 3R AT Jerell b1 T Hed A

Tguey fazayo ¥ i =Y & ff RIS R TRTSIT 9 § Hgaqul Jay qEe S|
IR USht BT IUHITGE UsyT TUTeh ¥ HRIAD J&¢ U7 (r = 425, p < .01), S T8 S2idl § fb
HHARG! B YHRIAD HAIATD JHTLAT BT 3o TR 31fep YHTE 0 Tae guTeft J Feiferd ol
FHHAR! dErar o I0HfaE TeeT TS & Y THRIAS U I ST g3 UT (r = .284, p < .01) | TIH
3fTaT, ATed o TaY Holgd e A oft 3R HHaR! Aeitara o st <@l T/ (r=.514, p <.01)
T Ry A1 Rl © P ed-THaxiicrar, 3=, 3=rareg 3R HAdgi-e e & I TR ard
FHHARY 3P SFHa-RIadr R HRE o1 gHIfqal & Fue &) aogd emdr welRid #d ]|

Ugd ufm faweivur & uEifae yeeE gursit W AHaeG Yot & UHIG Bt i B S|
oot = yefid e fas Teidses gl &1 0Mifae Ueem TuTel IR IhRIES 3R Jikge ™ U
TGl UHTd UST (R = .425, R* = 180, F(1, 298) = 65.587, P = .425, p < .001) | HIe Goit A Iurfifas
T TSl B M 18% URAdRiC (QREE) @ R Bl deTER, 3% ST Ui arel
FHHATG! & YOFad Uieharaft T THIET G F HFT o, TTSTTHD Se=a1 B THATT B, I0HIad
Riofa &) & e e, AR WG U  BTaTaae B GHY B B 3 G | 3
st 3 ugar 31T @1 wwed fasa

TR o fawaonr # SHHeaRt defiaud & JOMfde TEUE UUst R UHIG & offd &I TS|
gRoTHY T dr =e f SRt a=iiaue A Torifae Tee nuarsi & GeRIdAS R eyl &0 3 yyTad
foaT (R = 284, R2= 081, F(1, 298) = 26.095, B = .284, p < .001) | THHAR] Ty A UMD Tsiem guraif
T TTHT 8.1% URG-RITAdr (AR & aRed & | T4t a8 WHI Aai1-d Yoit & THTa J HHeIR o,
R oft ae Uifgea wu T eyl 11 g8 ey adrdr § 6 S Hrar 9ede & 3ed 8l I6d |,
HISISH! T IR AHhd &, HTARIDH AT T Jabd g, 3R YHT P SR BRI a4 384 &, d 0D
e Tfafafe @t fARaRar SR guTa=ierar § a1 aRd 8 | ST, GER SIAM &1 Hit Tmef fire|
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TR uferTe faawor & sHarRt aeiietd IR TS Yot & UHId &1 Sifa & 118 | A==
Uoht & AR Tl &1 U YRS R FiRIe g U ¥ Hgayul gaiqHes U T/ (R = 514,

R® =264, F(1, 298) = 106.852, p=.514, p <.001)|

TG Uoht A HHAR! T & T 26.4% TRad-=iedr @Re=) @) ore &, Sty
Hisd B Uga T T Aolgd WHTd &1 UfafAfia &ar g1 a8 uikome gxifdr g for sHenfal &1 Sie-
TUIGRITET, ST, SMTRITATE 3R 3T SRS HAITIG T Hidreal ¥ fues 3R We-erd
RadH & IHd ga- & oIt Teh HedUl YIS SR HIGTEHD YR T HRd & | 39 UHR,
UG eTT BT Tedr @ gHd far man|

Fd e, fred a8 veffa #vd § i THiamiae golt ok wHar ardiare guyrd orifas
T&ie & Hg@qul Ad-dhiad FuUR® §|

TGRS Yol &1 IS Tee garsit )R Udg YuTd 3R SHaRt adiads W gaf gy,
3! Ulid g1 81 Sed B, HHAR) e Bie- aRfRufo & sre@ad, ARarar $iR qurdt veiH &1
Jrfq B JUHIAD JeeH U1 § YhRIAD TNSH dT g | URUMH JHRIAD ISTHD TdER bt
AIaral 1 aT Hd § 3R I8 USRId B g b SHANGY & HAI-e JATeHT P hadl AfediTd
fORIYaTs a1 HeaTur & Yohdd o =0 H ol ¢@T ST AT $Th Foll, 3o 0D SISATHD &Hd
T ST 1T St TS IS J0ad & raf-aa- 3R fRRAT ! guifad #dl B

Jifam VB0, Tg ST U &1 U Ared & HiaR T Gon, HFHAR! aaiarg=
3R YOS Tee B ThIpd HRb e B IRTEH &l 71 s rad st 3 Ao ot gy,
Ufdeedr a1 ye e S safdrd uRome) & Gey § Feiawe goll 3R wiau &) Sk #1 g

Ig A S T8 UGRId B 39 DI BT [GHR el & b A TR ASTTHD-TR B
Tee g ufthar ot Teifda § 1 gof o Trdee 3R ol 8F & ®Tge-Fier HHaal I AEES 1ed
UG HP, T8 AT AHRIHD TTSATHS FTER 3R VIS TeleH AU & g Jaiel Pl Aoigd
HRAT 8| T8 IS YuTaRierdr Bt aremstt # FRiawe 3R agiRe JureHl & Add &1 &
e W o U ST g1

TeyId e I, ey 98 g <d € 6 GreHl @ THeehe Ooft & e @ ue
JuHifae mufiiedr & U # AT 91|

FHUAMNG! BT E-THIGRAT, SR, ATMATE HR THAYT BT Togd B & [eTg TiRI&r,
Hefar, S, dred-snuid ufafsar sk gase Terdr HriwH &1 IUaiT fHar S Tewbdr g1
TS ) fayrg, T 3R F-IATie GR&T IR 3MHTRd U Jerad Arglet v wifid ser =nfgw ) ¥
JTATARYT SAHEAT &b SR B HH HR Fhdl ¢, TAa) I FRe &) TicTied R qohdl 8, 3R HHaATRal B
Jurfaes fAofg @R & yrT aF & o sifre g o1 IddT ]

U DY Bad WHifae Fofal & srafaaed] & w0 & Tt 3@ o TRy, 3% oHifde
o, ded PR, gafarulig faawor oiik vexi geaie- & of =nfia fosan S arfgu ) eifies et
iR} oM @it &1 Togd HR ot § 3R WSS Fuidl & Hraf-aa= &1 G &1 gl
81 URUR® AETES UeRH Jdhad! & TTY-T1Y Aase Yot 3R adiaus & f uexiF yee ok
FHHaR faera gonfert & wnfira farar S wedr g1 A =ifaal & Jerae, Afdw, gaah ok faem-
I YUT3T TR AR ST A1 St HHATRAT 1 TS HalTs 3R SIH e &Hdl I 9gil ¢ |

feepdia:, 3reag ¥ UdT Iddr § b T el of e ey gHEaRiadr 7 bad SNudTNG
ot faia Ganes, de-ie! emansit, ar ufaegsff fazawon w, sfer I HH=Ral ©F F-aw-e
grarel Rt R &t 81 S Alaie Golt a1 HHaR 0Mae Se-al B UM, JHIUM
TR, SOt IROT §FTY T 3R SIAfAAdT & 3G d gom H 3ifiid Ged 8Id § | T HHaRt Ydhe
& SRM 3O TR 91T [ Tehd g 3R J0Ffae Tfafafrt @t fFRavar # are ¢ 9ad g1
e, AIae Goft 3R SRt aediau & o &) SHaRt e &t ue uikedha ued & wu o
e, afcsh TS SrIHaRiterd, fRRRar 3R dda@iis qwadr & Te YHifas Faw & ©u § gar
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ST AR | HITST & S HeqRy 1 fadh & &0 H URd WTeres 9ae, Add &t e, Ta-rets
m,ﬁmmmﬁmm%mﬁﬁﬁmm% SHY Hisd HT fawR &R

|

Sefeiere, &R, SR qerTd® e 1t SRULYHE & Yay H 31w 319 18 ueH &)
ToHd § SR FsHH! 1 QAo ed H GUR R 96hd ¢ |

PIgs: AHIATHE Goil, FHAR TeiedT, IS TeeH, YHRIAS WoAdS TTER,
TTSATHS TR |

Yapilandirilmis Ozet

Bu aragtirmanin temel amaci, calisanlarin psikolojik sermaye ve calisan dayanikliligi diizeylerinin
isletmelerdeki stratejik yonetim uygulamalar: {izerindeki etkisini incelemek ve psikolojik sermaye ile ¢alisan
dayaniklilig1 arasindaki iliskiyi ortaya koymaktir. Giiniimiiz is diinyasi; ekonomik dalgalanmalar, teknolojik
doniistimler, krizler ve sosyo-politik belirsizliklerle sekillenen dinamik bir ¢evrede faaliyet gostermektedir. Bu
kosullar altinda orgiitlerin siirdiiriilebilir rekabet avantaji elde edebilmesi yalnizca finansal, fiziksel ve
teknolojik kaynaklarma degil, ayn1 zamanda c¢alisanlarinin psikolojik ve davramigsal gii¢ kaynaklarina da
baglidir. Stratejik yonetim uygulamalarmin basarili olmasi, hazirlanan planlarin ¢alisanlar tarafindan
benimsenmesini, stratejik hedeflere yonelik kararliligin siirdiiriilmesini ve degisen ¢evresel kosullara uyum
saglanmasini gerektirmektedir. Bu nedenle aragtirmada psikolojik sermaye ve ¢alisan dayanikliligi, stratejik
yonetim uygulamalarmin etkinligine katki saglayabilecek insan odakli kaynaklar olarak ele alinmistir.

Literatiir incelendiginde psikolojik sermayenin i performansi, is tatmini, Orgiitsel baglilik,
yenilik¢ilik ve drgiitsel performans gibi degiskenlerle iliskisini inceleyen ¢ok sayida arastirmanin bulundugu
goriilmektedir. Benzer sekilde ¢alisan dayanikliligi; degisime uyum saglama, kriz yonetimi, drgiitsel baglilik,
i tatmini, stratejik ¢eviklik ve siirdiiriilebilir performansla iliskilendirilmistir. Stratejik yonetim literatiiriinde
ise insan kaynagimin stratejik kararlarin benimsenmesi ve uygulanmasindaki énemine dikkat ¢ekilmektedir.
Bununla birlikte, psikolojik sermaye ve c¢alisan dayanikliliginin stratejik yonetim uygulamalar tizerindeki
dogrudan etkilerini birlikte ele alan galismalarin sinirli oldugu gériilmektedir. Ozellikle Tiirkiye’de kamu ve
Ozel sektorde gorev yapan beyaz yakali ¢alisanlar tizerinde bu ii¢ degiskenin biitiinlesik bir arastirma modeli
kapsaminda incelenmesine ihtiya¢ bulunmaktadir. Bu arastirma, psikolojik sermaye, ¢alisan dayanikliligi ve
stratejik yonetim uygulamalari arasindaki iligkileri aynt model igerisinde inceleyerek pozitif 6rgiitsel davranis
ile stratejik yonetim literatiiriinii bir araya getirmeyi amaglamaktadir.

Arastirmanin kuramsal temelinde Pozitif Orgiitsel Davranis yaklasimi yer almaktadir. Psikolojik
sermaye; 0z-yeterlilik, umut, iyimserlik ve dayaniklilik olmak iizere dort bilesenden olusan, dlgiilebilen ve
gelistirilebilen pozitif bir psikolojik kaynak olarak degerlendirilmektedir. Oz-yeterlilik, bireyin karsilastig:
giicliiklerin iistesinden gelebilecegine ve belirli gérevleri bagariyla tamamlayabilecegine yonelik inancini ifade
etmektedir. Umut, bireyin hedeflerine ulagmak i¢in gerekli motivasyona sahip olmasi ve karsilastigi engeller
karsisinda alternatif yollar gelistirebilmesidir. Iyimserlik, bireyin simdiye ve gelecege iliskin olumlu
beklentilerini ifade ederken dayaniklilik, zorluklar, basarisizliklar ve krizler sonrasinda yeniden toparlanabilme
kapasitesini temsil etmektedir. Bu bilesenler bir araya geldiginde ¢alisanlarin degisen kosullara uyum saglama,
stratejik hedeflere bagl kalma, sorunlar karsisinda ¢oziim {iretme ve stratejik karar alma siireglerine katki
sunma egilimleri giigclenmektedir.

Calisan dayaniklilig1 ise ¢aliganlarin orgiitsel zorluklar, krizler ve beklenmedik degisimler karsisinda
psikolojik esneklik gdsterme, degisen kosullara uyum saglama ve yeniden toparlanma kapasitesini ifade
etmektedir. Bu arastirmada ¢alisan dayanikliligi; “Siirekli Gelisim ve Uyum Saglama”, “Kaynak Arama ve
Degisime Agiklik” ve “Zorluklarla Basa Cikma ve Kriz Yonetimi” boyutlarindan olusan isle ilgili bir kapasite
olarak ele almmistir. Dayanikliligi yiiksek calisanlarin belirsizlik ve stres kosullarinda stratejik hedeflere
odaklanmay1 siirdiirmesi, degisime daha hizli uyum saglamasi ve stratejik kararlarin uygulanmasina katkida
bulunmasi beklenmektedir. Psikolojik sermaye ile ¢alisan dayanikliligi kavramsal olarak birbirleriyle yakindan
iligkilidir. Psikolojik sermayenin bilesenlerinden biri dayaniklilik olmakla birlikte, calisan dayanikliligi bu
arastirmada orgiitsel kosullara uyum saglamay1, gerekli kaynaklari aramay1 ve krizleri yonetmeyi iceren daha
kapsamli bir ¢aligan kapasitesi olarak degerlendirilmistir.
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Arastirmanim amaci1 dogrultusunda ii¢ temel iliski incelenmistir. Ilk olarak calisanlarin psikolojik
sermaye diizeylerinin isletmelerdeki stratejik yonetim uygulamalari tizerindeki etkisi ele alinmistir. Psikolojik
sermaye diizeyi yiliksek calisanlarin 6rgiitiin vizyonunu ve stratejik hedeflerini daha kolay benimseyecegi,
stratejik planlama ve karar alma siireclerine daha aktif katilacagi ve stratejik kararlarin uygulanmasina olumlu
katki saglayacagi ongoriilmiistiir. ikinci olarak c¢alisan dayamkhliginin stratejik yonetim uygulamalart
iizerindeki etkisi incelenmistir. Dayaniklilig1 yliksek ¢alisanlarin 6zellikle kriz ve belirsizlik donemlerinde
stratejik hedeflerden sapmadan faaliyetlerini siirdiirebilecegi ve stratejik yonetim siireglerinin siirekliligini
destekleyecegi diisiiniilmiistiir. Uciincii olarak psikolojik sermayenin ¢alisan dayaniklihig: iizerindeki etkisi ele
alinmigtir. Calisanlarin 6z-yeterlilik, umut ve iyimserlik diizeyleri yiikseldik¢e zorluklarla basa ¢ikma ve
degisime uyum saglama kapasitelerinin de artacagi ongoriilmustiir.

Bu dogrultuda ii¢ hipotez gelistirilmistir. Birinci hipotez, c¢alisanlarin psikolojik sermayelerinin
firmanin stratejik yonetim uygulamalarini pozitif ve anlamli sekilde etkiledigini éne siirmektedir. Ikinci
hipotez, calisanlarin dayanikliliklarinin firmanin stratejik yonetim uygulamalarini pozitif ve anlamli sekilde
etkiledigini ifade etmektedir. Uciincii hipotez ise calisanlarin psikolojik sermayelerinin ¢alisanlarin
dayanikliliklarint pozitif ve anlamli sekilde etkiledigini ileri siirmektedir. Arastirma modeli, psikolojik
sermayenin hem stratejik yonetim uygulamalar1 hem de ¢alisan dayanikliligi tizerindeki dogrudan etkisini ve
calisan dayanikliliginin stratejik yonetim uygulamalar1 iizerindeki etkisini agiklamaya yonelik olarak
olusturulmustur.

Arastirma nicel bir yaklagimla yiiriitiilmiis ve degiskenler arasindaki iliskilerin diizeyini ve yoniinii
ortaya koymak amaciyla iliskisel tarama modeli benimsenmistir. Arastirmanin evrenini Tirkiye’de kamu ve
0zel sektorde gorev yapan beyaz yakali ¢alisanlar olusturmaktadir. Evrenin genis ve heterojen bir yapiya sahip
olmas1 nedeniyle basit tesadiifi ornekleme yontemi kullamlmstir. Orneklem  biiyiikliigiiniin
degerlendirilmesinde, faktor analizi i¢in madde basina en az bes katilimei 6neren yaklagim esas alinmistir.
Aragtirmada kullanilan 31 6lcek maddesi ig¢in bu dlgiite gore belirlenen 155 kisilik alt sinir, kayip veri
olasiliklarint minimize etmek ve alt grup analizlerinin giivenilirligini artirmak amaciyla hedef 6rneklem
biiyiikliigii 300 kisi olarak belirlenmistir. Arastirma kapsaminda kamu ve 6zel sektorde aktif olarak gorev
yapan toplam 300 beyaz yakali calisandan gecerli veri elde edilmistir.

Katilimcilarin aragtirmaya goniilliiliik esasina gore dahil edilmesi saglanmis ve katilim kosulu olarak
aktif sekilde calisan beyaz yakali olma olgiitii aranmigtir. Anket formunun baslangicinda katilimcilara
arastirmanin amact, gizlilik ilkeleri ve veri giivenligi hakkinda bilgi verilmis ve katilimeilarin onay1 alinmustir.
Arastirma icin Istanbul Gedik Universitesi Etik Kurulu tarafindan 02.10.2025 tarih ve 2025/6 sayili
toplantisinda alinan E-25155520-050.04-2025.173337.87 sayili karar ile etik kurul onay1 verilmistir.

Orneklemin demografik dzellikleri incelendiginde katilimcilarin %53,3’{iniin kadmn, %46,7’sinin
erkek oldugu goriilmektedir. Yas dagiliminda en genis grubu %42,3 ile 25-34 yas araligindaki c¢aligsanlar
olusturmakta, bu grubu %34,3 ile 3544 yas aralifindaki c¢alisanlar izlemektedir. Katilimcilarin %54,7’si
bekar, %45,31 ise evlidir. Kidem agisindan katilimeilarin ¢ogunlugunun 1-3 yil ile 4-6 yil arasinda is
deneyimine sahip oldugu belirlenmistir. Bu bulgular, 6rneklemin biiyiik 6l¢iide ¢aligma hayatinin aktif
doneminde ve kariyerlerinin erken veya orta agamalarinda bulunan ¢alisanlardan olustugunu gostermektedir.

Arastirmada veri toplama yontemi olarak anket teknigi kullanilmigtir. Anket formu dort boliimden
olusmaktadir. Birinci bdliimde katilimcilarin cinsiyet, yas, medeni durum, egitim diizeyi ve kidem yili gibi
demografik dzelliklerini belirlemeye yonelik sorular yer almaktadir. ikinci bdliimde ¢alisanlarin psikolojik
sermaye diizeylerini 6l¢gmek amaciyla Orug (2018) tarafindan Tiirkceye uyarlanan Psikolojik Sermaye Olgegi
Kisa Formu kullanilmistir. Olgek; dz-yeterlilik, umut, dayaniklilik ve iyimserlik olmak iizere dért alt boyuttan
ve toplam 12 maddeden olugmaktadir. Maddeler, “l1=Kesinlikle Katilmiyorum” ile “5=Kesinlikle
Katiliyorum™ arasinda degisen besli Likert tipi derecelendirmeyle yanitlanmustir.

Anket formunun iiglincii bolimiinde calisanlarin dayaniklilik diizeylerini belirlemek amaciyla
Néswall ve arkadaglar1 (2015) tarafindan gelistirilen ve Karakus (2025) tarafindan Tiirk¢eye uyarlanan Calisan
Dayaniklihg1 Olgegi kullanilmustir. Olgek; “Siirekli Gelisim ve Uyum Saglama”, “Kaynak Arama ve Degisime
Aciklik” ve “Zorluklarla Basa Cikma ve Kriz Yonetimi” olmak {izere ii¢ boyuttan ve toplam 9 maddeden
olugsmaktadir. Dordiincli bdlimde isletmelerdeki stratejik yonetim uygulamalarmi 6lgmek amaciyla
Karayaman (2023) tarafindan kullamilan Stratejik Yonetim Olgegine yer verilmistir. On maddeden olusan
6lgek; stratejik planlama, ¢evre analizi, misyon ve vizyon tanimlari, stratejik hedef uyumu, uygulama takibi ve
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rekabet avantaji gibi stratejik yonetim uygulamalarim 6lgmektedir. Olgek maddeleri is diinyasi baglamina
uyarlanmis ve “niversite” ifadeleri “igletme” seklinde diizenlenmistir.

Arastirma kapsaminda elde edilen veriler SPSS 25.0 programi kullanilarak analiz edilmistir. {1k olarak
katilimcilarin demografik 6zelliklerine iliskin frekans ve yiizde dagilimlar1 hesaplanmustir. Olgeklerin ic
tutarlilik diizeylerini degerlendirmek amaciyla Cronbach Alpha katsayilari incelenmistir. Olgeklerin yap1
gegcerliliklerini degerlendirmek amaciyla agimlayici faktdr analizi uygulanmis; yakinsama gecerliligi ve bilesik
giivenirlik degerlendirmelerinde agiklanan ortalama varyans ve bilesik giivenirlik degerleri dikkate alinmistir.
Degiskenler arasindaki iligkilerin yoniinii ve giiciinii belirlemek amaciyla Pearson korelasyon analizi
gerceklestirilmistir. Arastirmanin ii¢ hipotezini test etmek amaciyla regresyon analizleri uygulanmis ve tiim
analizlerde anlamlilik diizeyi p < .05 olarak kabul edilmistir.

Verilerin normal dagilim varsayim: Kolmogorov—Smirnov ve Shapiro—Wilk testleriyle birlikte
carpiklik ve basiklik degerleri iizerinden degerlendirilmistir. Kolmogorov—Smirnov ve Shapiro—Wilk
testlerinin ii¢ dlgek icin de anlamli sonug vermesi, verilerin istatistiksel olarak normal dagilimdan saptigini
gostermigtir. Bununla birlikte, drneklem biiytikliigiiniin 300 olmas1 nedeniyle bu testlerin kiiciik sapmalara
kars1 duyarliliginin arttig1 goz oniinde bulundurulmustur. Ug 6lgegin carpiklik ve basiklik degerlerinin +1
araliginda bulunmasi ve histogram, Q—Q ve P-P grafiklerinde ciddi sapmalarin goriilmemesi sonucunda
verilerin yaklagik normal dagildig1 kabul edilmistir. Bu dogrultuda korelasyon ve regresyon gibi parametrik
analizlerin uygulanmasi uygun bulunmustur.

Gegerlilik ve gilivenirlik analizleri, {i¢ 6l¢gme aracinin da arastirma ornekleminde kullanilabilir
oldugunu gostermistir. Psikolojik Sermaye Olgegi’nin dz-yeterlilik, umut, iyimserlik ve dayanikliliktan olusan
dort faktorlii yapisim korudugu belirlenmistir. Olgegin Cronbach Alpha katsayisinin .849 olmasi, yiiksek
diizeyde i¢ tutarliliga sahip oldugunu gostermektedir. Calisan Dayanikliligi Olgegi’nin ii¢ boyutlu yapisim
korudugu ve Cronbach Alpha katsayisinin .863 oldugu tespit edilmistir. Stratejik Yonetim Olgegi ise tek
faktorlii yapisini korumus ve .903 Cronbach Alpha katsayisiyla yiiksek diizeyde giivenirlik gostermistir.
Olgeklerin KMO degerlerinin .89 ile .91 araliginda olmas1 6rneklemin faktdr analizine uygun oldugunu ortaya
koymustur. Faktor yiikleri, agiklanan toplam varyans oranlart, bilesik giivenirlik ve agiklanan ortalama varyans
degerleri de 6lgme araglarinin yap1 ve yakinsama gecerliliklerini desteklemistir.

Korelasyon analizi sonuglari, psikolojik sermaye, c¢alisan dayanikliligi ve stratejik yodnetim
uygulamalari arasinda pozitif ve anlamli iliskiler bulundugunu gostermistir. Psikolojik sermaye ile stratejik
yonetim uygulamalari arasinda pozitif ve anlamli bir iligki tespit edilmistir (r = 425, p < .01). Calisan
dayanikliligr ile stratejik yonetim uygulamalart arasinda da pozitif ve anlamli bir iliski bulunmustur (r = .284,
p <.01). Psikolojik sermaye ile ¢calisan dayanikliligi arasindaki iliski ise r = .514 (p <.01) olarak belirlenmistir.
Arastrma modelindeki en gii¢lii iliskinin psikolojik sermaye ile calisan dayanikliligi arasinda oldugu
goriilmiistiir. Bu sonug, calisanlarin psikolojik sermaye diizeyleri yiikseldikge c¢alisan dayaniklilig
diizeylerinin de arttigini gostermektedir.

Birinci hipotezi test etmek amaciyla gergeklestirilen regresyon analizi sonucunda calisanlarin
psikolojik sermayelerinin firmanin stratejik yonetim uygulamalarini pozitif ve anlamli sekilde etkiledigi
belirlenmistir (R =.425, R?=.180, F(1,298) = 65.587, p = .425, p <.001). Psikolojik sermaye, stratejik yonetim
uygulamalarindaki degisimin yaklasik %18’ini agiklamaktadir. Buna gore g¢alisanlarin psikolojik sermaye
diizeyleri arttikca stratejik yonetim uygulamalarina katilim ve stratejik karar siireglerinin etkinligi de
artmaktadir. Oz-yeterlilik, umut, iyimserlik ve dayaniklilik gibi pozitif psikolojik kaynaklara sahip ¢alisanlarin
orgiitsel vizyonu daha kolay benimsedigi, stratejik hedeflere ulasma konusunda daha yiiksek kararlilik
gosterdigi ve degisim siireglerini tehdit yerine firsat olarak degerlendirdigi sdylenebilir. Bu sonug aragtirmanin
birinci hipotezini desteklemektedir.

Ikinci hipoteze iliskin analiz sonucunda ¢alisan dayanikliligmin stratejik yénetim uygulamalarini
pozitif ve anlamli sekilde etkiledigi belirlenmistir (R =.284, R?=.081, F(1,298) = 26.095, B =.284, p <.001).
Calisan dayanikliligi, stratejik yonetim uygulamalarindaki degisimin %8,1’ini agiklamaktadir. Psikolojik
sermayenin etkisine kiyasla daha diisiik olmakla birlikte bu etkinin istatistiksel olarak anlamli oldugu
goriilmektedir. Calisanlarin dayaniklilik diizeyleri arttikca isletmelerdeki stratejik yonetim faaliyetlerinin
etkinligi de artmaktadir. Dayaniklilig1 yiiksek calisanlar krizler, belirsizlikler ve beklenmedik degisimler
karsisinda daha hizli uyum saglamakta ve stratejik hedeflere yonelik faaliyetlerini daha istikrarli bigimde
stirdiirmektedir. Bu bulgu, ¢alisan dayanikliligiin stratejik kararlarin uygulanabilirligini ve stratejik yonetim
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stireclerinin siirekliligini giliglendiren bir unsur oldugunu gostermekte ve arastirmanin ikinci hipotezini
desteklemektedir.

Ucgiincii hipoteze iliskin regresyon analizi sonucunda psikolojik sermayenin calisan dayanikliligini
pozitif ve anlamli bicimde etkiledigi belirlenmistir (R = .514, R* = .264, F(1,298) = 106.852, p = .514, p <
.001). Psikolojik sermaye, calisan dayanikliligindaki degisimin %26,4’tinii aciklamaktadir. Arastirma
modelindeki en giicli etkinin psikolojik sermayenin c¢alisan dayanikliligi {izerindeki etkisi oldugu
goriilmektedir. Caliganlarin psikolojik sermaye diizeyleri yiikseldik¢e zorluklarla basa ¢ikma, degisime uyum
saglama, gerekli kaynaklari arama ve krizleri yonetme kapasiteleri de anlaml bigimde artmaktadir. Bu bulgu,
psikolojik sermayenin ¢alisan dayanikliligimin biligsel ve duygusal altyapisini olugturdugunu gdstermekte ve
aragtirmanin ti¢iincii hipotezini giiglii bigimde desteklemektedir.

Arastirma sonucunda ii¢ hipotezin de desteklendigi belirlenmistir. Bulgular, ¢alisanlarin psikolojik
sermayesi ve calisan dayanikliliginin isletmelerdeki stratejik yonetim uygulamalarmin etkinligi iizerinde
dogrudan ve anlaml etkilere sahip oldugunu ortaya koymaktadir. Ayrica psikolojik sermayenin g¢alisan
dayanikliligimin 6nemli bir belirleyicisi oldugu goriilmektedir. Bu sonuglar, pozitif psikolojik kaynaklarin
yalnizca bireysel is sonuglariyla sinirli kalmadigini, orgiitlerin stratejik yonetim kapasitelerine de katki
sundugunu gostermektedir. Stratejik yOnetim bu agidan yalnizca teknik, yapisal ve yonetsel siireclerden
olusmamakta; calisanlarin bilissel, duygusal ve davranissal kaynaklariyla desteklenen biitiinciil bir sistem
niteligi tagimaktadir.

Kuramsal acgidan arastirma, psikolojik sermaye, calisan dayanikliligi ve stratejik yoOnetim
uygulamalarini tek bir aragtirma modeli igerisinde bir araya getirerek literatiire katki saglamaktadir. Psikolojik
sermaye ve ¢aligan dayanikliligina iligkin 6nceki ¢alismalar agirlikli olarak is tatmini, orgiitsel baglilik, is
performansi ve yenilikgilik gibi bireysel ve orgiitsel sonuglara odaklanmigtir. Bu arastirma ise s6z konusu
degiskenlerin stratejik yonetim uygulamalarindaki roliinii inceleyerek Pozitif Orgiitsel Davranis yaklasiminimn
stratejik yonetim alanindaki agiklayiciligini ortaya koymaktadir. Tiirkiye’de kamu ve 6zel sektdrde gorev
yapan beyaz yakali ¢alisanlardan elde edilen nicel veriler, calisanlarin psikolojik kaynaklarinin stratejik
hedeflerin benimsenmesi, uygulanmasi ve siirdiiriilmesinde 6nemli oldugunu gdstermektedir.

Uygulama agisindan elde edilen sonuglar, psikolojik sermayenin gelistirilmesinin kurumsal bir
oncelik olarak ele alinmasi gerektigini gostermektedir. Kurumlarda psikolojik sermaye yalnizca bireysel bir
ozellik olarak degil, gelistirilebilir bir orgiitsel kapasite olarak degerlendirilmelidir. Egitim programlari,
mentorluk siiregleri ve psikolojik destek uygulamalari araciligiyla ¢alisanlarin umut, 6z-yeterlilik, iyimserlik
ve dayaniklilik diizeyleri sistematik bigimde gelistirilebilir. Bu uygulamalar, ¢alisanlarin stratejik siireglerde
sorumluluk alma ve stratejik hedeflere katki sunma diizeylerini artirabilir.

Stratejik yonetim siireglerine ¢alisan katiliminin tesvik edilmesi de 6nem tagimaktadir. Calisanlarin
yalnizca stratejik kararlarin uygulayicist olarak degil, stratejik planlama, hedef belirleme ve performans
degerlendirme siireglerine katki saglayan katilimcilar olarak konumlandirilmasi gerekmektedir. Katilimei
yonetim anlayisi, calisanlarin stratejik hedefleri benimsemesini ve Orgiitsel sahiplenme diizeylerini
giiclendirebilir. Bunun yaninda, giiven, destek ve acgiklik temelli bir 6rgiit ikliminin olusturulmasi ¢aligan
dayanikliligini artirabilir. Psikolojik giiven ortami, ¢alisanlarin hata yapma korkusunu azaltarak hatalardan
o6grenmeyi ve degisim karsisinda yeni ¢oziimler gelistirmeyi kolaylastirabilir.

Psikolojik sermaye ve ¢alisan dayanikliliginin performans yonetimi sistemlerine dahil edilmesi de
onerilmektedir. Performans degerlendirme siireglerinde yalnizca nicel sonuglarin degil, ¢alisanlarin stratejik
hedeflere katki sunma, degisime uyum saglama ve krizlerle basa ¢ikma kapasitelerinin de dikkate alinmast
gerekmektedir. Egitim ve gelisim programlarinin pozitif psikoloji, stres yonetimi, esneklik, 6z farkindalik ve
umut temelli uygulamalarla desteklenmesi c¢alisanlarin degisim siireglerine daha hazirlikli olmasim
saglayabilir. Yoneticilerin destekleyici, etik ve kapsayici liderlik davraniglar1 sergilemesi de g¢alisanlarin
psikolojik sermaye ve dayaniklilik diizeylerini giiclendirerek stratejik yonetim uygulamalarinin bagarisina
katkida bulunabilir.

Sonug olarak bu arastirma, isletmelerdeki stratejik yonetim uygulamalariin etkinliginin yalnizca
finansal kaynaklara, teknolojik kapasiteye, ¢cevre analizlerine ve bigimsel stratejik planlara bagli olmadigini
gostermektedir. Calisanlarin  psikolojik sermayeleri ve ¢alisan dayanikliliklari, stratejik kararlarmn
benimsenmesi, uygulanmasi ve siirdiiriilebilirligi agisindan belirleyici unsurlardir. Bu nedenle psikolojik
sermaye ve c¢alisan dayanikliligina yonelik uygulamalar, yalnizca g¢alisanlarin psikolojik refahini gelistiren
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faaliyetler olarak degil, orgiitlerin stratejik yonetim kapasitelerini, degisime uyum diizeylerini ve uzun vadeli
stirdiiriilebilirliklerini giiclendiren yatirimlar olarak degerlendirilmelidir.

Gelecekte yapilacak aragtirmalarda orgiitsel destek, liderlik tarzi, orgiitsel baglilik, orgiitsel adalet,
psikolojik giiven ve inovasyon kiiltiirli gibi degiskenler arastirma modeline araci veya diizenleyici degiskenler
olarak dahil edilebilir. Psikolojik sermaye ve ¢alisan dayanikliliginin stratejik yonetim uygulamalari iizerindeki
etkilerini zaman igerisinde incelemek amaciyla boylamsal arastirmalar gergeklestirilebilir. Ayrica farkli
sektorlerde ve c¢alisan gruplarinda karsilagtirmali arastirmalar  yiiriitiilerek elde edilen sonuglarin
genellenebilirligi test edilebilir. Bdylece ¢alisanlarin psikolojik ve davranigsal kaynaklarinin stratejik yonetim
stireclerine nasil yansidigi daha kapsamli bi¢imde agiklanabilir..

Anahtar Kelimeler: Psikolojik Sermaye, Calisan Dayanikliligi, Stratejik Yénetim, Pozitif Orgiitsel
Davranis, Orgiitsel Performans.
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Introduction

Today’s business world operates in an era in which globalization has accelerated,
digitalization has transformed business processes, and crises continuously test organizational
balances. In this complex and dynamic environment, sustaining competitive advantage has come to
depend not only on material and technological resources but also on the psychological and cognitive
capacity of human resources. In particular, the effectiveness of strategic management practices is
closely associated not so much with the physical capital organizations possess as with the
psychological capital and resilience levels of their employees. In this context, the positive
organizational behavior approach has become an important paradigm in explaining organizational
success in recent years (Luthans, Vogelgesang, & Lester, 2006). Positive psychological capital is
regarded as a resource composed of developable characteristics such as hope, optimism, self-
efficacy, and resilience, which reveal individuals’ potential. This resource serves as an important
psychological infrastructure in enabling organizations to realize their strategic visions (Orug, 2018).

Strategic management is a form of management that determines the long-term orientations
of businesses and aims to achieve sustainable competitive advantage by adapting to environmental
changes (Saruhan, 1994; Kahveci, 2008). However, the success of the strategic management process
is not limited solely to the preparation and implementation of plans; it is possible through employees’
adoption, support, and maintenance of these strategies. At this point, the psychological strengths of
organizations’ human resources emerge as a critical factor in terms of the applicability and
sustainability of strategic management (Karayaman, 2023). Since the 1980s, the concept of strategic
management has ceased to be merely a field related to managers’ decision-making processes and has
transformed into a shared organizational consciousness and mode of behavior throughout the
organization (Ergin & Elmaci, 1999). This transformation is directly related to employees’
psychological capital because individuals with positive psychological capital adopt strategic goals
not merely as tasks but as organizational purposes.

In the theoretical background of this study, Social Exchange Theory (Blau, 1964), which
explains individuals’ intrinsic motivations toward organizational goals, and the positive
organizational behavior approach are included. According to Social Exchange Theory, individuals
exert higher levels of effort in return for the support, value, and trust they perceive from the
organization. In this context, psychological capital, as an internalized reflection of organizational
support mechanisms, strengthens employees’ orientation toward strategic goals (Mert & Sen, 2019).
In the model of Luthans and colleagues (2006), psychological capital is defined as a form of
psychological capital that affects the long-term performance of organizations. This capital increases
not only employees’ individual performance but also the applicability of organizational strategies.
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The concept of psychological capital is primarily nourished by psychological foundations
such as Bandura’s (1997) self-efficacy theory and Snyder’s (2000) hope theory. Self-efficacy
represents the individual’s belief that they can overcome the difficulties they encounter, while hope
reflects the individual’s capacity to develop alternative pathways to achieve their goals. Optimism
expresses positive expectations for the future; resilience represents the power to recover during
periods of stress and crisis (Luthans et al., 2006). When these components come together, employees’
tendencies to cope with uncertainties within the organization, remain open to innovation, and stay
committed to strategic goals are strengthened. In a study conducted in the banking sector by Yesil,
Yetis, and Telli (2016), it was determined that employees’ levels of psychological capital positively
affected their organizational commitment and innovativeness tendencies. Similarly, in a study
conducted by Sen (2019), it was found that employees’ levels of psychological capital increased job
performance independently of demographic factors.

When psychological capital is integrated into organizations’ strategic management
processes, it creates transformation not only at the individual level but also at the institutional level.
Avey and Holley (2024) emphasize that human resource management systems should be structured
through psychological capital. This approach increases employees’ participation in organizational
strategies and strengthens the success of strategic processes. In the study by Grozinger and colleagues
(2022), which examined the effect of psychological capital on business performance during periods
of crisis, it was demonstrated that organizations with high psychological capital were able to sustain
their strategic goals even under crisis conditions. These findings show that psychological capital is
not merely an individual characteristic but also a source of organizational resilience.

Resilience, on the other hand, refers to individuals’ capacities to maintain their functionality
under conditions of stress, change, and uncertainty (Karakus, 2025). Employee resilience represents
not only the individual’s psychological resistance but also organizational adaptation and learning
capacity. Onan (2021) states that employees with high levels of resilience have stronger
organizational commitment and job satisfaction and therefore adapt more easily to strategic goals.
The Employee Resilience Scale, adapted into Turkish by Karakus (2025), addresses this concept
comprehensively by measuring individuals’ continuous development, resource-seeking, and crisis
management skills. In this context, resilience is evaluated as a form of organizational behavior that
ensures continuity and flexibility in strategic management processes.

The interaction between psychological capital and resilience creates a synergistic effect on
organizations’ strategic performance. Luthans, Vogelgesang, and Lester (2006) state that these two
concepts function in an integrated manner. Psychological capital nourishes individuals’ resilience,
while resilience ensures the sustainability of psychological capital. In Akcay’s (2018) study
examining the moderating effect of personal values on the relationship between psychological capital
and job satisfaction, it was also determined that employees with high levels of psychological capital
coped with stress more effectively and maintained their motivation for a longer period. These
findings support the determining effect of psychological capital on resilience.

Research has shown that the sustainability of strategic management depends to a large extent
on the effective use of employees’ psychological resources. Mert and Sen (2019) determined that
perceptions of organizational support and justice strengthen psychological capital, and that this, in
turn, creates significant effects on organizational commitment and performance. This situation
demonstrates that psychological capital and resilience function as internal driving forces in strategic
management processes.

Organizations’ success in strategic management processes is directly related to employees’
psychological capital and resilience. Psychological capital facilitates participation in strategic
planning processes by increasing individuals’ levels of hope, optimism, self-efficacy, and resilience;
resilience, in turn, strengthens the applicability and sustainability of these plans. Through the synergy
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of these two variables, strategic management is transformed into an institutional resilience, enabling
organizations to preserve their strategic integrity in the face of crises. Therefore, by examining the
effect of psychological capital and employee resilience on strategic management, this research both
contributes to the theoretical literature and offers a guiding perspective for practitioner managers in
the context of strategic human resource management. In this respect, the study positions human
psychological capacity as a central element in the success of organizational strategies and provides
contemporary management science with a human-centered vision.

Literature Review
Psychological Capital

Psychological capital is a holistic construct developed within the framework of the positive
organizational behavior approach and refers to employees’ developable positive psychological
resources (Luthans, Vogelgesang, & Lester, 2006). The concept consists of four core components—
self-efficacy, hope, optimism, and resilience—and, unlike the traditional understanding of human
capital, focuses not on the knowledge and skills individuals possess, but rather on how they mobilize
these resources under conditions of uncertainty and difficulty (Erkmen & Esen, 2013; Luthans et al.,
2006). In this respect, psychological capital constitutes a behavioral meta-resource that strengthens
the strategic capacity of organizations.

The theoretical foundations of psychological capital are based on Bandura’s (1997) self-
efficacy theory, Snyder’s (2000) hope theory, and Seligman’s (1998) learned optimism approach.
While self-efficacy refers to the individual’s belief that they can successfully perform specific tasks,
hope represents the capacity to develop alternative pathways to reach a goal and to sustain those
pathways. Optimism reflects positive expectations for the future, whereas resilience reflects the
capacity to recover and adapt under conditions of stress and crisis (Luthans et al., 2006). The
integrated structure of these four components represents a dynamic psychological capacity that
determines not only the individual’s current performance but also their potential future contribution.
Self-efficacy refers to the belief that difficult tasks can be overcome through sufficient effort,
whereas psychological resilience refers to the capacity to persevere despite difficulties and adversity
and ultimately achieve success (Bozgeyikli et al., 2017, p. 109).

The international literature has demonstrated that psychological capital has significant and
positive effects on job performance, organizational commitment, job satisfaction, and innovativeness
(Avey and Holley, 2024; Luthans et al., 2006). Studies conducted during periods of crisis indicate
that organizations with employees and leaders who possess high levels of psychological capital
develop more flexible and rational responses in strategic decision-making processes (Grozinger et
al., 2022; Grozinger et.al., 2025). These findings reveal that psychological capital is associated not
only with individual performance outcomes but also with strategic flexibility and organizational
resilience capacity.

Studies conducted in the Turkish context also point to similar results. The effects of
psychological capital on job satisfaction and performance have been confirmed by Polatc1 (2014),
Akcay and Bilgin (2016), and Andi¢ and Karaca (2023). In their study conducted in the banking
sector, Yesil, Yetis, and Telli (2016) showed that psychological capital produced positive effects on
organizational commitment and innovativeness tendencies. The studies of Tastan (2016) and Erkmen
and Esen (2013) emphasize that psychological capital increases the capacity to adapt to
organizational change processes. Mert and Sen (2019), by revealing that perceptions of
organizational support and justice strengthen psychological capital, draw attention to the determining
role of organizational climate on this structure.

Evaluating psychological capital from the perspective of strategic management makes it
possible to interpret the concept, within the framework of the Resource-Based View, as a rare,
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valuable, and difficult-to-imitate organizational resource. In today’s competitive environment, in
which material and technological resources can be rapidly copied, employees’ psychological
strengths have become one of the primary determinants of sustainable competitive advantage.
Karayaman (2023) demonstrates that the success of strategic management practices is closely
associated with employees’ levels of innovativeness, self-efficacy, and resilience. Similarly, Sati and
Isik (2011) state that positive psychological resources play a critical role in the behavioral
infrastructure of strategic innovation processes. Psychological capital is also directly related to
organizational culture and leadership processes. Eski (2009) emphasizes that employees’ value and
belief systems are determining factors in the interaction between strategic management and
organizational culture. Topaloglu and Siiral Ozer (2014), on the other hand, demonstrated that
authentic leadership strengthens the positive effects on performance by increasing levels of
psychological capital. These findings reveal that psychological capital, beyond being an individual
characteristic, is a strategic resource that can be developed through organizational systems and
leadership practices. It is also stated that psychological capital is related to digital transformation and
ethical decision-making processes. lyigiin (2021) states that, in the digitalization process in which
artificial intelligence-based management systems have become widespread, human psychological
capacity plays a critical role in preserving the ethical dimension of strategic decisions. In this context,
psychological capital is regarded as one of the fundamental pillars of human-centered strategic
management in the age of technological transformation.

In conclusion, psychological capital should be positioned as a fundamental behavioral
mechanism that, through the integrated structure of self-efficacy, hope, optimism, and resilience,
enables employees to adopt strategic goals, display determination during periods of crisis, and
contribute to the implementation of long-term vision (Luthans et al., 2006; Orug, 2018). Its
developable nature (Luthans & Youssef, 2007) makes it not only a measured psychological variable
but also a strategic human resources investment. For this reason, psychological capital should be
addressed in the contemporary strategic management literature as a human-based form of capital that
supports organizations’ sustainable competitive advantage.

Employee Resilience

Employee resilience is a dynamic psychological resource that refers to individuals’ capacity
to maintain their functioning, adapt, and recover under conditions of stress, uncertainty, crisis, and
organizational change. Within the positive organizational behavior approach, resilience encompasses
not only resistance to adversity but also the potential to learn from challenging experiences, develop,
and sustain performance (Luthans, Vogelgesang, & Lester, 2006; Luthans & Youssef, 2007). In this
respect, employee resilience is regarded as a fundamental behavioral element that supports
organizations’ capacity for strategic adaptation to changing environmental conditions.

The concept of resilience refers to an active process of adaptation and transformation rather
than a passive protection mechanism. The Employee Resilience Scale, adapted into Turkish by
Karakus (2025), addresses resilience under three main dimensions: continuous development and
adaptation, resource seeking and openness to change, and coping with difficulties and crisis
management. These dimensions strengthen not only employees’ ability to preserve psychological
balance but also their participation in organizational change processes and their problem-solving
capacity. Néaswall and colleagues (2015) position resilience as one of the core components of
organizational renewal and sustainability processes and suggest that individual resilience may evolve
into organizational resilience over time.

Empirical findings indicate that resilience creates significant effects on organizational
commitment, job satisfaction, and performance. Onan (2021) revealed that employees with high
resilience have stronger organizational commitment and lower levels of burnout. Ak¢ay and Bilgin
(2016) state that resilience supports performance management processes in public institutions. These
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results demonstrate that resilience is not limited to individual psychological health but is also
determinative of organizational outcomes.

Recent studies emphasize the effect of resilience on strategic decision-making processes,
particularly during periods of crisis and uncertainty. Grézinger and colleagues (2022) demonstrated
that organizations with employees who possess high psychological resilience preserve performance
continuity more effectively during times of crisis. Grozinger et.al. (2025) revealed that, in small and
medium-sized enterprises, leaders’ levels of psychological capital and resilience have a direct effect
on strategic responses. These findings indicate that individual resilience is transformed into
organizational strategic agility and adaptation capacity.

The relationship between resilience and strategic management is also explained through the
concepts of business continuity and strategic agility. Yurt and Sentiirk (2022) state that business
continuity management systems increase organizations’ strategic agility and that employee resilience
plays a critical mediating role in this process. Similarly, Sati and Isik (2011) emphasize that strategic
innovation is indispensable for organizational sustainability and that resilience constitutes the
behavioral infrastructure of this process. Karayaman (2023), in turn, demonstrates that the success
of strategic management practices is closely related to employees’ levels of psychological resilience.

In the organizational context, resilience is directly related to leadership and organizational
climate. Mert and Sen (2019) reveal that perceptions of organizational support and justice strengthen
employees’ psychological resources. Topaloglu and Siiral Ozer (2014) demonstrated that authentic
leadership indirectly strengthens resilience by increasing employees’ psychological capital. Ergin
and Elmac1 (2001) state that resilience enables employees to behave more flexibly and rationally in
the evaluation of strategic alternatives. Yilmaz and Altas (2018) emphasize that interdepartmental
coordination in strategic decision-making processes is related to the level of resilience. Iyigiin (2021),
in the context of digital transformation and artificial intelligence-based management systems, states
that employees’ psychological resilience is one of the fundamental determinants of strategic
adaptation capacity.

Within this framework, employee resilience is a fundamental psychological resource that,
beyond individual recovery capacity, supports strategic agility, strengthens organizational
sustainability, and increases the applicability of strategic decisions during periods of crisis (Luthans
et al., 2006; Karakus, 2025). Functioning in interaction with psychological capital, this structure
constitutes the behavioral infrastructure that ensures the continuity of strategic management
practices. Employee resilience is positioned in the strategic management literature as one of the
central components of human-based organizational resilience

Strategic Management Practices

Strategic management practices constitute a holistic managerial framework encompassing
the processes of determining organizations’ long-term goals, analyzing environmental opportunities
and threats, evaluating internal resources, and making and implementing decisions aimed at
achieving sustainable competitive advantage (Saruhan, 1994). Strategic management is not merely a
planning activity; it is also a dynamic management system that includes implementation, control,
learning, and continuous adaptation processes (Kahveci, 2008).

When the historical development of strategic management is examined, it becomes evident
that the concept has evolved from planning-based approaches toward more flexible and agile
management systems. Ergin and Elmaci (1999, 2000, 2001) emphasize that strategic management
does not consist solely of top management decisions, but rather constitutes a managerial coordination
process that encompasses all units of the organization. Within this framework, tools such as strategic
management accounting, cost analysis, performance measurement, and the evaluation of alternative
strategies increase the effectiveness of strategic decisions (Yilmaz & Altas, 2018).
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The Resource-Based View occupies an important place in the strategic management
literature and explains organizations’ sustainable competitive advantage through the value, rarity,
and inimitability characteristics of the resources they possess. Papatya and Papatya (2018) state that
strategic success depends not only on resource ownership but also on the ability to reconfigure these
resources according to changing environmental conditions. This perspective makes it necessary to
associate strategic management not with static planning, but with dynamic capabilities and
organizational learning processes.

The main components of strategic management practices include the determination of vision
and mission, environmental analysis (internal and external analysis), the development of strategic
alternatives, strategy selection, implementation, and performance control (Iscan, 2010). Bay and
Akpinar (2016) emphasize that the integration of information systems into strategic planning
processes enhances decision quality and reduces strategic uncertainties through data-based analyses.
This indicates that strategic management has evolved into a more analytical and technology-
supported structure together with the process of digital transformation.

Digitalization and artificial intelligence-based systems are among the important factors
transforming strategic management processes. lyigiin (2021) states that artificial intelligence-
supported decision systems make strategic planning processes more predictive and provide managers
with more comprehensive data analysis opportunities. Odabag (2004), on the other hand, argues that
e-government applications strengthen the understanding of strategic governance in public
administration and increase transparency and accountability. Yilmaz (2019) demonstrates that
developing strategic management capacity in public institutions is determinative for performance
and institutional effectiveness.

Strategic management practices are also closely related to innovation processes. Sati and Isik
(2011) argue that strategic innovation lies at the center of organizations’ sustainable growth strategies
and that the synergy between innovativeness and strategic management increases organizational
flexibility. Yiizbasioglu (2004) states that integrating strategic cost management with target costing
approaches improves business performance. These findings show that strategic management is not
only a managerial decision-making process, but also a holistic structure encompassing cost control,
resource allocation, and operational alignment mechanisms. Strategic management practices are also
directly related to organizational culture and institutional structure. Eski (2009) emphasizes that the
alignment between strategic management and organizational culture enhances organizational
performance.

Cavus (2005) states that, in family businesses, strategic management processes are shaped
by founding values and family dynamics. Gengtlirk (2013), in turn, argues that strategic management
practices in capital companies should be carried out in compliance with the legal and institutional
framework. Tools such as strategic management accounting and benchmarking strengthen strategic
decision-making processes by enabling organizations to compare their performance with sector
averages and competitors (Sarag, 2005). Such analyses support the learning-based nature of strategic
management and contribute to organizations’ faster adaptation to environmental changes. The
success of strategic management practices depends not only on rational analyses but also on the
human factor within the organization. Karayaman (2023) demonstrates that the effectiveness of
strategic management practices is related to employees’ levels of innovativeness, self-efficacy, and
resilience. Mert and Sen (2019) state that perceptions of organizational support and justice indirectly
strengthen strategic orientation. These findings indicate that strategic management should be
addressed not only through structural and financial mechanisms, but also in an integrated manner
with psychological and cultural factors. Strategy implementation is evaluated in terms of analysis,
formulation, execution, and development within the new competitive context (Agin, 2026; s. 2008)
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In today’s environment of uncertainty and crisis, strategic management is regarded as an
agile, learning-oriented, and adaptive management approach rather than one based on static plans
(Kahveci, 2008; Papatya & Papatya, 2018). In this context, strategic management practices require
the integrated management of human resources’ psychological capacity, organizational culture,
digital infrastructure, and financial resources while determining organizations’ long-term
orientations. This holistic approach is positioned as one of the fundamental factors determining the
sustainability of strategic successr.

Studies Conducted on the Variables

Although psychological capital, employee resilience, and strategic management practices
have been extensively examined in the literature, it appears that studies addressing these three
constructs within a holistic and interactional framework are limited. The studies forming the basis of
the positive organizational behavior literature have defined psychological capital as a developable
psychological capacity consisting of the components of self-efficacy (Bandura, 1997), hope (Snyder,
2000), optimism (Seligman, 1998), and resilience, and have demonstrated the effect of this construct
on organizational performance (Luthans, Vogelgesang, & Lester, 2006; Luthans & Youssef, 2007).
While Orug (2018) supports the measurement validity of psychological capital in the Turkish context,
Erkmen and Esen (2013) emphasized that this construct represents behavioral potential, unlike the
classical understanding of human capital.

Empirical studies conducted on psychological capital have predominantly focused on job
performance and job attitudes. Polat¢1 (2014) demonstrated the positive effect of psychological
capital on performance; Yesil, Yetis, and Telli (2016) showed that this construct is related to
innovativeness tendency. While Tastan (2016) stated that psychological capital increases adaptive
capacity in the context of organizational change, Akcay (2018) demonstrated that personal values
play a moderating role in the relationship between psychological capital and job satisfaction. Ak¢ay
and Bilgin (2016) revealed the effect of psychological capital on organizational performance in the
context of public performance management; Andi¢ and Karaca (2023) confirmed its significant
relationship with job satisfaction. These studies show that psychological capital is strongly associated
with individual and organizational outcome variables.

The resilience literature, on the other hand, has focused on employees’ adaptive capacity
under conditions of stress and crisis. Karakus (2025) addressed employee resilience through the
dimensions of continuous development, openness to change, and crisis management; Onan (2021)
revealed the relationship of resilience with organizational commitment and burnout. Nadswall and
colleagues (2015) stated that resilience may evolve from the individual level into organizational
resilience. Grozinger and colleagues (2022) and Grozinger et.al. (2025) showed that resilience
increases the quality of strategic responses during periods of crisis. Yurt and Sentiirk (2022) revealed
the mediating role of resilience in the context of business continuity and strategic agility. Zhai and
colleagues (2023), on the other hand, emphasized the relationship between resilience and strategic
human resource management practices.

When the strategic management literature is examined, it is seen that studies have mostly
focused on structural and managerial processes. Saruhan (1994) and Kahveci (2008) emphasized the
processes of environmental analysis and long-term planning in strategic management; Papatya and
Papatya (2018) stated, from the perspective of dynamic capabilities, that strategic success depends
on the reconfiguration of resources. While Hidiroglu (2020) stated that digital transformation has
transformed strategic management processes, Bay and Akpinar (2016) emphasized the importance
of integrating information systems into strategic planning processes. iscan (2010) drew attention to
the role of human resources training in strategic management.

In the context of strategic innovation and cost management, Sati and Isik (2011) and
Yiizbasioglu (2004) examined the financial and innovative dimensions of strategic decisions. While
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Yilmaz and Altas (2018) revealed the role of strategic management accounting in competitive
advantage, Ergin and Elmaci (1999; 2000; 2001) stated that accounting systems are determinative in
the analysis of strategic alternatives. Sara¢ (2005) showed that benchmarking practices support
strategic learning processes. Cavus (2005) examined strategic management practices in family
businesses; Gengtiirk (2013), on the other hand, examined the institutional dimension of strategic
management within the framework of legal regulations. Yilmaz (2019) and Odabas (2004)
emphasized the effects of strategic management on governance and performance in the context of
public administration.

The organizational culture and leadership literature also reveals the indirect connections
among these three variables. Eski (2009) emphasized the alignment between strategic management
and organizational culture; Mert and Sen (2019) showed the effect of perceptions of organizational
support and justice on psychological capital. Topaloglu and Siiral Ozer (2014) stated that authentic
leadership strengthens psychological capital; Iyigiin (2021) drew attention to the importance of the
human factor in terms of strategic decision quality during the digitalization process.

When this literature is evaluated together, it is seen that psychological capital and resilience
are strongly associated with variables such as performance, commitment, and innovativeness, while
the strategic management literature focuses on structural and managerial dimensions. However, it is
understood that studies examining the integrated effect of employees’ levels of psychological capital
and resilience on the effectiveness of strategic management practices are limited. This situation
reveals the need for holistic models that position human psychological capacity within the context
of strategic management.

Research Method
Purpose of the Study

The main purpose of this study is to examine the reflections of the reciprocal interaction
between employees’ psychological capital levels and employee resilience on strategic management
practices in businesses. Today’s organizations are confronted with increasingly intense competition,
economic fluctuations, and processes of technological transformation; this situation directly affects
the success of strategic decision-making processes. Strategic management is regarded as a dynamic
process aimed at enabling institutions to gain competitive advantage by adapting to environmental
changes (Saruhan, 1994; Yilmaz, 2019). In this context, for organizations to achieve sustainable
success, they need to manage not only their financial resources but also the psychological and
behavioral capacity of their human resources effectively (Akcay & Bilgin, 2016; Siinkiir Cakmak &
Arabaci, 2017). At the center of the research is how the components of positive psychological capital
possessed by employees, such as hope, self-efficacy, optimism, and resilience, are reflected in
strategic management processes. At the same time, the extent to which employee resilience supports
the applicability of strategic decisions during periods of crisis, change, and uncertainty is questioned.
Thus, this study aims both to explain the interaction between psychological factors at the individual
level and strategic practices at the organizational level and to provide a holistic contribution to the
management sciences literature.

Research Questions

This study aims to examine the relationships among employees’ psychological capital levels,
their resilience, and strategic management practices in businesses. Accordingly, the following main
questions will be addressed within the scope of the study:

1. What kind of relationship exists between employees’ psychological capital levels
and strategic management practices in businesses?
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2. What is the nature of the relationship between employee resilience and the
effectiveness of strategic management practices?

3. What kind of relationship exists between employees’ psychological capital levels
and their resilience levels?

These questions determine the direction and theoretical foundations of the three hypotheses
developed in the study.

Hypothesis Development

The concept of psychological capital explains the behavioral and cognitive contributions of
the elements of hope, optimism, resilience, and self-efficacy possessed by employees in the process
of achieving organizational goals (Luthans, Vogelgesang, & Lester, 2006; Orug, 2018). These
positive psychological resources shape not only individuals’ own performance but also the ways in
which they participate in the organization’s strategic decision-making processes. Employees with
high levels of positive psychological capital adopt the organization’s vision and behave in a more
creative and solution-oriented manner in goal-setting and strategic planning processes (Yesil, Yetis,
& Telli, 2016; Akgay & Bilgin, 2016). Indeed, studies conducted by Grozinger and colleagues (2022,
2025) in different sectors reveal that employees with high psychological capital strengthen
organizational resilience by providing strategic flexibility during periods of crisis. Similarly, Avey
and Holley (2024) show that psychological capital increases the effectiveness of strategic decisions
when integrated with human resource systems. The strategic management literature also emphasizes
that employees’ cognitive and emotional resources are among the most critical factors supporting
long-term strategic success (Sati & Isik, 2011; Bay & Akpinar, 2016). In light of these findings, it is
anticipated that employees with high psychological capital participate more actively in strategic
management processes and make a positive contribution to the success of these processes. Therefore,
H1: Employees’ psychological capital positively and significantly affects the firm’s strategic
management practices.

Resilience refers to employees’ capacity to demonstrate psychological flexibility, adapt, and
recover in the face of organizational difficulties, crises, or unexpected changes (Karakus, 2025).
Employees with high resilience contribute to decision-making processes by remaining focused on
strategic goals even under conditions of uncertainty and stress. According to the model of Naswall
and colleagues (2015), individual resilience is not only an element of psychological strength, but also
constitutes the foundation of organizational renewal and sustainability mechanisms. In their research
examining the concept of strategic agility, Yurt and Sentiirk (2022) found that business continuity
and resilience positively affect strategic decision-making processes. Similarly, Ak¢ay and Bilgin
(2016) demonstrate that psychological resilience strengthens performance management and strategic
orientation in public institutions. In this regard, employee resilience functions as an intermediary
mechanism that supports the continuity of strategic management and facilitates adaptation to
changing environmental conditions. Especially during periods of crisis, employees with high
resilience are observed to assume more effective roles in strategic planning and implementation
processes (Eski, 2009; Kahveci, 2008). Therefore, H2: Employees’ resilience positively and
significantly affects the firm’s strategic management practices.

There is a strong structural relationship between psychological capital and resilience.
According to Luthans and colleagues (2006), resilience is already one of the four dimensions of
psychological capital; however, this concept represents not only the individual’s internal endurance
but also the capacity to adapt to environmental challenges. Individuals with high psychological
capital are able to make more rational decisions in stressful situations and develop stronger coping
mechanisms against adversity (Onan, 2021; Akgay, 2018). This shows that resilience is not merely
an innate characteristic; on the contrary, it is a competency that can be developed through the
organizational environment, leadership support, and positive psychological resources (Topaloglu &
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Siiral Ozer, 2014). As employees’ levels of self-efficacy and hope increase, their resilience also
increases; the literature frequently emphasizes that this increase facilitates orientation toward
organizational goals (Siinkiir Cakmak & Arabaci, 2017; Mert & Sen, 2019). Grozinger et al. (2022)
also demonstrate that psychological capital strengthens strategic resilience mechanisms in
organizations and that resilience is determinative in creating sustainability at both the individual and
organizational levels. Therefore, H3: Employees’ psychological capital positively and significantly
affects employees’ resilience.

Research Model

This study is a quantitative research design intended to examine the effects of the variables
of employees’ psychological capital and employee resilience on strategic management practices in
businesses. In the study, a correlational design was adopted. This model is used to reveal the level
and direction of the relationship between variables. In the study, the independent variables are
psychological capital and employee resilience, while the dependent variable is strategic management
practices.

Psychological Capital
BN
Strategic Management

J H3 0 Practices

Employee Resilience

Figure 1. Research Model.
Source: Developed by the author.

Within the scope of the study, three main hypotheses were tested:

H1: Employees’ psychological capital positively and significantly affects the firm’s strategic
management practices.

H2: Employees’ resilience positively and significantly affects the firm’s strategic
management practices.

H3: Employees’ psychological capital positively and significantly affects employees’
resilience.

In line with these hypotheses, the research model aims to explain the direct effect of
psychological capital on both strategic management practices and employee resilience, as well as the
effect of resilience on strategic management. The model is based on positive organizational behavior
theory and strategic management theory.
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Population and Sample

The population of the study consists of white-collar employees working in the public and
private sectors in Tiirkiye. Due to the breadth and heterogeneous structure of the population, the
simple random sampling method was used in the selection of the sample. This approach is a method
in which each individual has an equal probability of being selected and which increases the
representational power of the sample with respect to the population.

Sample size was assessed using the guideline recommending at least five participants per
item for factor analysis (Gorsuch, 1983). For the 31 scale items included in the study, this criterion
yielded a minimum sample size of 155 participants. The target sample size was increased to 300 to
accommodate potential missing data and enhance the reliability of subgroup analyses (Krejcie &
Morgan, 1970; Hair et al., 2019).

Participants were included in the study on a voluntary basis, and the criterion of “being an
actively employed white-collar worker” was sought as a condition for participation. At the beginning
of the questionnaire form, participants were informed about the purpose of the study, confidentiality,
and data security, and their consent was obtained

Data Collection Tools

Ethics committee approval for the study was granted by the Istanbul Gedik University Ethics
Committee with decision number E-25155520-050.04-2025.173337.87. In the study, the
questionnaire technique was used as the data collection method. The questionnaire form consists of
four main sections:

Demographic Data This section includes the participants’ descriptive characteristics, such as
gender, age, marital status, level of education, and years of tenure. It was prepared to enable the
analysis of the sample structure and the conduct of difference tests according to demographic
variables.

In order to measure the participants’ levels of psychological capital, the Psychological
Capital Scale Short Form (PCS-12), adapted into Turkish by Orug (2018), was used. The scale
consists of four subdimensions—self-efficacy, hope, resilience, and optimism—and is composed of
a total of 12 items. Participants responded using a five-point Likert-type scale (1 = Strongly Disagree
— 5 =Strongly Agree). In the Turkish adaptation of the scale, the internal consistency coefficient was
found to be high (Cronbach’s a > .80).

To determine employees’ levels of resilience, the Employee Resilience Scale, developed by
Néaswall et al. (2015) and adapted into Turkish by Karakus (2025), was used. The scale consists of
three dimensions “Continuous Development and Adaptation,” “Resource Seeking and Openness to
Change,” and “Coping with Difficulties and Crisis Management” and a total of 9 items. In the validity
and reliability analyses of the Turkish form, the Cronbach’s a value of the scale was reported as .85.

In order to measure strategic management practices in businesses, the Strategic Management
Scale developed by Karayaman (2023) was used. The scale consists of 10 items and measures
dimensions such as businesses’ strategic planning, environmental analysis, mission-vision
definitions, strategic goal alignment, implementation monitoring, and competitive advantage. The
scale was designed in a 5-point Likert-type format (1 = Strongly Disagree, 5 = Strongly Agree).
Within the scope of the study, the scale was adapted from the university context to the business
context; contextual expressions were revised from “university” to “business.”

Authorized and openly published versions of all scales were used, and the final form of the
data collection instruments was submitted as an attachment to the ethics committee application.
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Data Analysis Method

The data collected within the scope of the study were analyzed using SPSS 25 (Statistical
Package for the Social Sciences) software. The data analysis process was carried out in four stages:
frequency and percentage distributions regarding the participants’ demographic characteristics were
calculated. The internal consistency levels of the scales were tested using Cronbach’s Alpha
coefficient. The direction and strength of the relationships between the variables were examined
through Pearson correlation analysis. Separate simple linear regression analyses were conducted to
test hypotheses H1, H2, and H3. For H1, the effect of psychological capital on strategic management
practices was examined. For H2, the effect of employee resilience on strategic management practices
was examined. For H3, the effect of psychological capital on employee resilience was analyzed. In
all analyses, the significance level was accepted as p < 0.05. The normality of the data was assessed
through the Kolmogorov—Smirnov test, while the multicollinearity assumptions in the multiple
regression analysis were evaluated based on VIF and Tolerance values.

Findings
Findings Related to Demographic Structure

Table 1. Distribution of Participants According to Socio-Demographic Variables

Variable Groups f %
Gender Female 160 53,3
Male 140 46,7
18-24 33 11,0
25-34 127 423
Age 35-44 103 343
45-54 31 10,3
55 ve lizeri 6 2,0
. Single 164 54,7
Marital Status Married 136 453
Less than 1 year 50 16,7
1-3 years 104 34,7
Experience 46 years 99 33,0
7-10 years 29 9,7
10 years or more 18 6,0
Total 300 100,0

According to Table 1, 53.3% of the participants in the study are female and 46.7% are male.
When the age distribution of the participants is examined, it is observed that the largest group falls
within the 25-34 age range (42.3%), followed by the 35—44 age group (34.3%). This indicates that
the sample largely consists of adult employees who are in the active period of their working lives.

In terms of marital status, more than half of the participants are single (54.7%), while the
remaining portion are married (45.3%). According to the tenure variable, the majority of the
participants have between 1-3 years (34.7%) and 4—6 years (33.0%) of experience; this finding
indicates that a large part of the sample is at the early or middle stages of their careers.
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Normality
Table 2. Results of the Normality Tests for the Scales
Kolmogorov— Shapiro p (S-
Scale Test Smirnov p (K-S) _Wilk w) Results
The data show a slight deviation
. from normal distribution; however,
Psychological || K-S & | 351 6473 | 000 | %327 | 000 | due to the large sample size (n =
Capital Scale S-W 0.634
300), they were accepted as
approximately normally distributed.
Employee Although significance in the tests
. K-S & 0.634 — was < .05, the distribution was
Isifzilence S-w 0.357-0.367 000 0.635 000 assumed to be normal because the
sample size was large.
The test results are statistically
significant; however, since the
. graphical and  skewness—kurtosfs
Strategic oy ..
M K-S & 0348 — 0363 .000 — 0.634 — .000 — values are within the £1 limits, the
S atllagement S W 270 = U 007 0.664 .001 assumption of normal distribution
cale considered to be satisfied

IS

As shown in Table 2, the Kolmogorov—Smirnov and Shapiro—Wilk tests were significant at
the p < .05 level for all three scales. This indicates, statistically, a slight deviation from normal
distribution. However, since the sample size is n = 300 as stated in the literature (Hair et al., 2019),
in large samples (n > 200), the assessment of normality should be based not only on p values but also

on skewness and kurtosis values.

In this study, the skewness and kurtosis values for all three scales were found to be within
the =1 range; no serious deviation was observed in the histogram, Q—Q, and P—P plots. Therefore,
the distribution of the data was accepted as approximately normal, and the application of parametric
analyses (correlation, regression, t-test, and ANOVA) was considered appropriate

Validity and Reliability Analyses

Table 3. Exploratory Factor Analysis Suitability and Reliability Statistics for the
Psychological Capital Scale

Value

Interpretation

Kaiser—Meyer—Olkin (KMO)

0.901

Sample adequacy is at a very good
level (Kaiser, 1974).

Bartlett’s Test of Sphericity

12(66) = 145321, p < .001

There are significant correlations
among the variables; the data are
suitable for factor analysis.

The four factors explain 72% of the

Total Variance Explained (%) 72.34 total variance; this is a strong ratio for
the social sciences (Hair et al., 2019).

Lower Bound of Factor Loadings >0.55 All item loadings are above the
acceptable level.

Cronbach’s Alpha (o) 849 The scale has high internal

consistency.
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As shown in Table 3, the Psychological Capital Scale was suitable for exploratory factor
analysis, with a very good KMO value of .901 and a significant Bartlett’s test, ¥%(66) = 1453.21, p <
.001. The four-factor structure explained 72.34% of the total variance, while all factor loadings were
at least .55. In addition, the Cronbach’s alpha coefficient of .849 indicated high internal consistency.

Table 4. Exploratory Factor Analysis Results for the Psychological Capital Scale

Range of
Factor
Loadings

Total Variance
Explained (%)

Number

9
of Items Cronbach’s a

Factors Explanation

The level of belief that

Self-Efficacy

0.61 -0.84

18.72

.81

employees can
successfully perform their
tasks.

Hope

0.59-0.85

17.36

.83

The capacity of
individuals to develop
pathways toward

achieving their goals and
to sustain their motivation.

The tendency of
employees to maintain
positive expectations
despite adverse
conditions.

Optimism 3 0.63 -0.82 18.11 .85

The ability to recover and
adapt in situations of crisis
and stress.

Resilience 3 0.64-0.88 18.15 .86

As shown in Table 4, the Psychological Capital Scale demonstrated a four-factor structure
comprising self-efficacy, hope, optimism, and resilience, with three items in each dimension. Factor
loadings ranged from .59 to .88, and the four dimensions collectively explained 72.34% of the total
variance. Cronbach’s alpha coefficients ranged from .81 to .86, indicating that all dimensions had
high internal consistency.

Table 5. Composite Reliability (CR) and Average Variance Extracted (AVE) Values for
the Psychological Capital Scale

Number Factor
Sub dimension Loading CR AVE Evaluation
of Items
Range
Self-Efficacy 3 0.61-0 84 0772 0.534 Convergent validity is at an acceptable
level.
High composite reliability; construct
Hope 4 0.59-0.85 0815 0.528 validity has been established.
Optimism 5 0.63-0 82 0.693 0.535 Thc? .facFor structure is homogeneous;
validity is adequate.
Resilience 3 0.64-0 88 0.808 0.587 ngh explained variance ratio and
reliable structure.

As shown in Table 5, all dimensions of the Psychological Capital Scale demonstrated
satisfactory composite reliability, with CR values ranging from .693 to .815. The AVE values ranged
from .52 to .58, exceeding the recommended threshold of .50. These findings indicate that the four
dimensions possess adequate composite reliability and convergent validity.
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Table 6. Exploratory Factor Analysis (EFA) Suitability and Reliability Statistics for the
Employee Resilience Scale

Value
0.894
¥*(36) =1287.54, p <.001

Interpretation

Kaiser—Meyer—Olkin (KMO) Sample adequacy is quite good.

Bartlett’s Test of Sphericity The data are suitable for factor analysis.

The three factors explain approximately 70% of

. . o
Total Variance Explained (%) 69.52 the total variance.

Lower Bound of Factor Loadings >0.57 All loadings are at a significant level.
Cronbach’s Alpha (o) .863 The scale has a high level of reliability.

As shown in Table 6, the Employee Resilience Scale was suitable for exploratory factor
analysis, with a high KMO value of .894 and a significant Bartlett’s test, ¥*(36) = 1287.54, p <.001.
The three-factor structure explained 69.52% of the total variance, and all factor loadings were at least
.57. Furthermore, the Cronbach’s alpha coefficient of .863 indicated high internal consistency.

Table 7. Exploratory Factor Analysis (EFA) Results for the Employee Resilience Scale

Total
Number Rapecld Variance
Factors Factor . Cronbach’s a Explanation
of Items Eoadings Explained
(%)
Continuous The capacity to participate
Development and 3 0.60 —0.83 23.21 .84 actively in processes of change
Adaptation and to learn.
Resource Seeking The ability to find new solutions to
and Openness to 3 0.58 - 0.81 23.06 .85 problems and to remain open to
Change innovation.
Coping with The capacity to solve problems
Difficulties and 3 0.62 -0.86 23.25 .86 calmly under crisis conditions.
Crisis Management

As shown in Table 7, the Employee Resilience Scale demonstrated a three-factor structure
comprising continuous development and adaptation, resource seeking and openness to change, and
coping with difficulties and crisis management. Factor loadings ranged from .58 to .86, and the three
factors collectively explained 69.52% of the total variance. Cronbach’s alpha coefficients ranged
from .84 to .86, indicating high internal consistency across all dimensions.

Table 8. Composite Reliability (CR) and Average Variance Extracted (AVE) Values for

the Employee Resilience Scale
Number Factor
Sub dimension Loading CR AVE Evaluation
of Items
Range
Continuous Convergent validity is adequate.
Development and 3 0.60-0.83 0.762 0.520
Adaptation
Resource Seeking Composite reliability is at an acceptable
and Openness to 3 0.58-0.81 0.740 0.510 level.
Change
Coping with Construct consistency is strong.
Difficulties and 3 0.62-0.86 0.788 0.557
Crisis Management
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As shown in Table 8, all dimensions of the Employee Resilience Scale demonstrated
satisfactory composite reliability, with CR values ranging from .74 to .78. The AVE values ranged
from .510 to .557, exceeding the recommended threshold of .50. These results indicate that all three
dimensions possess adequate composite reliability and convergent validity.

Table 9. Exploratory Factor Analysis (EFA) Suitability and Reliability Statistics for the
Strategic Management Scale

Value
0.912
¥4(45)=1615.36, p <.001

Interpretation

Kaiser—Meyer—Olkin (KMO) Sample adequacy is at an excellent level.

Bartlett’s Test of Sphericity Factor analysis is applicable.

The unidimensional structure explains 71% of

. . 0

Total Variance Explained (%) 71.14 the total variance.

Lower Bound of Factor Loadings >0.60 ngh . factor loadings  support structural
integrity.

Cronbach’s Alpha () 903 The internal consistency of the scale is at an

excellent level.

As shown in Table 9, the Strategic Management Scale was suitable for exploratory factor
analysis, with an excellent KMO value of .912 and a significant Bartlett’s test, ¥*(45) = 1615.36, p <
.001. Its unidimensional structure explained 71.14% of the total variance, and all factor loadings
were at least .60. Moreover, the Cronbach’s alpha coefficient of .903 indicated excellent internal
consistency.

Table 10. Exploratory Factor Analysis (EFA) Results for the Strategic Management Scale

Factors Number | Range of Factor Total Variance Cronbach’s Explanation
of Items Loadings Explained (%) o

A unidimensional
structure measuring the

Strategic holistic effectiveness of

Management 10 0.60 — 0.88 71.14 903 strategic planning,

Practices implementation, and
control  processes  in
businesses.

As shown in Table 10, the Strategic Management Scale exhibited a unidimensional structure
consisting of 10 items, with factor loadings ranging from .60 to .88. This single factor explained
71.14% of the total variance, while the Cronbach’s alpha coefficient of .903 indicated excellent
internal consistency. These findings support the scale’s reliability and structural validity.

Table 11. Composite Reliability (CR) and Average Variance Extracted (AVE) Values for
the Strategic Management Scale

Sub dimension | Number Factor Loading CR AVE Evaluation

of Items Range
Strategic High composite reliability
Management 10 0.60-0.88 0.925 0.556 and validity level.
Practices

As shown in Table 11, the Strategic Management Scale demonstrated high composite

reliability, with a CR value of .925. The AVE value of .556 exceeded the recommended threshold of
.50, indicating that the scale possessed adequate convergent validity. Overall, these findings support
the reliability and validity of its unidimensional structure.
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Correlation Analysis

Table 12. Correlations Among the Variables, Means, and Standard Deviations

Variables 1 2 3 Avg. SS n
1. Psychological Capital 1 3.45 0.41 300
2. Employee Resilience S14%* 1 3.51 0.48 300
3. Strategic Management Practices 425%* 284** 1 3.62 0.46 300

Note: p <.01, two-tailed.

Pearson correlation analysis was conducted to determine the relationships among the scales
used in the study. According to the results, positive and statistically significant relationships were
identified between psychological capital and employee resilience (r = .514, p < .01), between
psychological capital and strategic management practices (r = .425, p <.01), and between employee
resilience and strategic management practices (r = .284, p < .01). The strongest relationship was
found between psychological capital and employee resilience. These findings indicate that
employees with higher levels of psychological capital tend to exhibit greater resilience and that both
psychological capital and employee resilience may contribute to more effective strategic
management practices.

Hypothesis Testing
Effect Analysis

Table 13. Effects of Psychological Capital and Employee Resilience on Strategic
Management Practices

Standard 7 q 9
Effect B Error p t p R R Adjusted R F(, 298)

Psychological
Capital —
Strategic A7 .059 425 | 8.099 <.001 425 | 180 178 65.692
Management
Practices

Employee
Resilience —
Strategic 272 .053 284 | 5.108 <.001 284 | .081 .077 26.144
Management
Practices

Psychological
Capital —
Employee
Resilience

.602 .058 514 | 10.337 <.001 514 | 264 261 106.699

Table 13 presents the results of three simple linear regression analyses conducted to test the
research hypotheses. All three regression models were statistically significant at the p < .001 level.
Therefore, psychological capital and employee resilience were significant predictors of the relevant
dependent variables, and all three hypotheses were accepted.

For H1, psychological capital had a positive and statistically significant effect on strategic
management practices (B = .477, B = 425, t = 8.099, p < .001). The unstandardized coefficient
indicates that a one-unit increase in psychological capital was associated with a .477 unit increase in
strategic management practices. The model produced an R value of .425 and an R? value of .180,
indicating that psychological capital explained 18% of the variance in strategic management
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practices. The overall regression model was statistically significant, F(1, 298) = 65.587, p < .001.
These results suggest that employees with higher levels of psychological capital—characterized by
self-efficacy, hope, optimism, and resilience—report more effective strategic management practices.
Thus, H1 was accepted.

For H2, employee resilience also had a positive and statistically significant effect on strategic
management practices (B = .272, f = .284, t = 5.108, p < .001). A one-unit increase in employee
resilience was associated with a .272 unit increase in strategic management practices. The model’s
R value was .284, while the R? value was .081. Accordingly, employee resilience explained 8.1% of
the variance in strategic management practices. The model was statistically significant, F(1, 298) =
26.095, p <.001. This finding indicates that employees who are better able to adapt to change, seek
resources, and cope with difficulties and crises tend to perceive their organizations’ strategic
management practices as more effective. Therefore, H2 was accepted.

For H3, psychological capital had a positive and statistically significant effect on employee
resilience (B =.602, f =.514,t=10.337, p <.001). The unstandardized coefficient shows that a one-
unit increase in psychological capital was associated with a .602 unit increase in employee resilience.
The model yielded an R value of .514 and an R? value of .264, indicating that psychological capital
explained 26.4% of the variance in employee resilience. The overall model was statistically
significant, F(1, 298) = 106.852, p <.001. This was the strongest relationship among the three tested
models, as indicated by the highest standardized coefficient and explained variance. The result
demonstrates that employees with stronger positive psychological resources have a greater capacity
to cope with difficulties and adapt to organizational change. Accordingly, H3 was accepted.

When the three models are compared, psychological capital was a stronger predictor of
strategic management practices (B = .425) than employee resilience (p = .284). The strongest overall
effect was observed between psychological capital and employee resilience (f = .514). In terms of
explained variance, the H3 model had the greatest explanatory power at 26.4%, followed by H1 at
18% and H2 at 8.1%. Overall, the findings demonstrate that psychological capital plays an important
role in both strategic management practices and employee resilience, while employee resilience also
makes a significant contribution to strategic management practices.

Discussion and Conclusion

The findings of this study clearly reveal the determining role of psychological capital and
employee resilience on strategic management practices. The finding that psychological capital
significantly and positively affects strategic management practices is consistent with the fundamental
assumptions of the positive organizational behavior literature (Luthans, Vogelgesang, & Lester,
2006). The dimensions of psychological capital—self-efficacy, hope, optimism, and resilience—
facilitate employees’ ability to remain goal-oriented under conditions of uncertainty, develop
alternative solution pathways, and adapt to strategic decisions. In this context, the finding obtained
indicates that psychological resources are not limited solely to individual performance outcomes;
they also strengthen strategic orientation and implementation capacity at the organizational level.

The effect of employee resilience on strategic management practices reveals that resilience
should be regarded as the psychological foundation of organizational sustainability. Naswall (2015)
and Karakus (2025) define resilience as a dynamic structure through which individual capacity may,
over time, transform into organizational resilience. This perspective shows that resilience is not
merely an individual ability to cope with stress; rather, it is a mechanism that preserves the
applicability of strategic plans in the face of crises, uncertainty, and environmental shocks. The
findings of Yurt and Sentiirk (2022) regarding the relationship between business continuity and
strategic agility also support the view that resilience is a psychological balancing factor that reduces
deviation from strategic goals. The classical approach emphasizing the environmental analysis and

Turkish Studies — Economics, Finance, Politics 21(3)



The Impact of Psychological Capital and Employee Resilience on Strategic... 4735

resource allocation dimensions of strategic management (Saruhan, 1994) should, in light of the
results of this study, be evaluated together with human psychological capacity.

The strong relationship between psychological capital and employee resilience is explained
in the literature through the mutual reinforcement approach (Luthans et al., 2006). It is seen that
employees with high psychological capital are able to make more rational decisions under stressful
conditions and maintain their commitment to organizational goals. Onan (2021) revealed that
psychological resilience reduces burnout and shows a positive relationship with job satisfaction.
Similarly, while Akcay (2018) emphasizes the effect of psychological capital on job satisfaction,
Stinkiir Cakmak and Arabaci (2017) and Mert and Sen (2019) have shown that organizational support
and positive psychological resources increase employees’ levels of resilience. These results indicate
that psychological capital strengthens the cognitive and emotional infrastructure of resilience and
that this strengthening makes an indirect contribution to strategic management practices. The
findings on authentic leadership presented by Topaloglu and Siiral Ozer (2014) also show that
leadership processes indirectly support strategic orientation by strengthening psychological capital.

The findings of Grozinger and colleagues (2022) that organizational psychological capital
supports firm performance during periods of crisis are consistent with the results of the present study.
This indicates that strategic management processes become more dependent on psychological
resources, especially in environments of uncertainty and crisis. The findings of the study reveal that
resilience creates strategic resistance not only at the individual level but also at the organizational
level and, in this context, increases organizational flexibility capacity.

Recent literature addresses organizational resilience as a competency and emphasizes that
this competency is a multi-stage process that includes the dimensions of preparedness, coping, and
adaptation (Duchek, 2020). This model is important in explaining how psychological capital and
resilience may be integrated into strategic management practices. In addition, findings suggesting
that employee resilience can be developed through human resource policies and leadership practices
(Bardoel, Pettit, De Cieri, & McMillan, 2020) support the managerial recommendations of this study.
Research examining the role of psychological resources in organizational change processes also
shows that psychological resilience increases positive attitudes and behaviors toward change (Shin,
Taylor, & Seo, 2021).

Within this framework, the findings obtained show that the success of strategic management
practices does not depend solely on technical analyses and planning processes; rather, it is directly
related to employees’ psychological capital and resilience. The human-centered dimension, which is
mostly neglected in the strategic management literature, becomes more visible through the results of
this study. Psychological capital and employee resilience may be regarded as integrated
psychological resources that increase the effectiveness of strategic management practices and support
sustainable competitive advantage.

In this study, the relationships between employees’ psychological capital levels and
employee resilience, as well as the effects of these variables on strategic management practices in
businesses, were examined. The three hypotheses developed in line with the purpose of the study
were statistically supported as a result of quantitative data analysis. Overall, the findings reveal that
employees’ psychological and behavioral strength resources strengthen institutions’ strategic
management capacities and make positive contributions to organizational decision-making
processes.

The results of the analysis show that as employees’ levels of psychological capital increase,
the effectiveness of strategic management practices increases significantly. In other words,
employees who possess positive psychological characteristics such as self-efficacy, hope, optimism,
and resilience participate more actively in strategic thinking processes, adapt more easily to changing
environmental conditions, and increase the applicability of strategic decisions. This result is
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consistent with the psychological capital theory of Luthans and colleagues (2006), since it is
emphasized that the sustainable success of organizations depends not only on material resources but
also on the psychological strength of employees. Therefore, psychological capital is regarded as an
important internal resource that supports businesses’ strategic flexibility and innovation capacity.

The second finding of the study concerns the effect of employee resilience on strategic
management practices. The results obtained show that employees with high resilience are able to
recover more quickly in the face of organizational crises, uncertainties, and external shocks and
behave more consistently in directing themselves toward strategic goals. This finding supports the
employee resilience model put forward by Karakus (2025). Resilience increases organizations’ level
of strategic sustainability and contributes to strategic plans remaining applicable even under crisis
conditions. Especially in today’s work environments, which are full of economic fluctuations,
technological transformations, and socio-political uncertainties, employee resilience stands out as a
determining factor in enabling strategic management systems to gain resilience.

The third finding concerns the relationship between psychological capital and employee
resilience. The results obtained reveal that the resilience levels of employees with high psychological
capital also increase significantly. This finding shows that psychological capital is effective not only
on performance outcomes but also on individuals’ abilities to cope with difficulties. This situation
confirms the “mutual reinforcement” approach in the positive organizational behavior literature,
because as employees’ psychological resources increase, their capacities to resist organizational
stress factors are also strengthened. In other words, psychological capital constitutes the cognitive
and emotional infrastructure of resilience.

When evaluated in general, the results of this study show that employees’ psychological
capital and resilience are of critical importance for strategic management success at the
organizational level. This result reveals that businesses’ human resources policies should focus not
only on technical competencies but also on improving employees’ psychological well-being and
positive cognitive resources. Each organization should manage, tailor, and develop its psychological
capital in accordance with its own realities and circumstances to gain a competitive advantage (Altan
& Ozpehlivan, 2018, p. 163). The understanding of strategic management is not sustainable unless it
is supported, beyond classical planning and competitive analyses, by employees’ levels of intrinsic
motivation and resilience. Therefore, the human factor is the determining element of strategic
success.

In light of the results obtained, the following recommendations have been developed so that
institutions may achieve more effective outcomes in their strategic management processes:

The development of psychological capital should be a corporate priority. In institutions,
psychological capital should be addressed not merely as an individual characteristic, but as an
organizational capacity. Through training programs, mentoring processes, and psychological support
practices, employees’ dimensions of hope, self-efficacy, optimism, and resilience will be
systematically developed. Through this approach, employees’ levels of taking responsibility in
strategic processes will be increased. Employee participation in strategic management processes
should be encouraged. Employees should be positioned not only as implementers of strategic
decisions, but also as designers of the process. By adopting a participative management approach,
employees’ views will be sought in strategic planning, goal-setting, and performance evaluation
processes. This method will strengthen organizational ownership. An organizational climate that
enhances resilience should be established. In order to strengthen employees’ resilience against crises,
an organizational climate based on trust, support, and openness will be created. An environment of
psychological safety facilitates learning from mistakes and encourages innovative behaviors. Within
this scope, managers should adopt leadership styles that reduce the fear of making mistakes and
encourage experimentation and learning. Psychological capital and resilience should be integrated
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into performance management systems. In performance evaluation processes, not only quantitative
targets but also employees’ positive psychological skills should be taken into consideration. In this
way, institutions will be able to measure more holistically their employees’ potential to achieve
strategic goals. Positive psychology-based approaches should be used in corporate training. In
training and development programs, the principles of positive psychology will be supported by
practices based on stress management, flexibility, self-awareness, and hope. In this way, employees
will feel stronger and more prepared during processes of change. Leadership policies should be
structured in a way that supports psychological resilience. Managers should adopt supportive, ethical,
and inclusive leadership styles that will enhance employees’ psychological well-being. Such
leadership practices will increase both the development of psychological capital components and the
success of strategic management practices.

The model should be expanded in future research. In this study, psychological capital and
resilience were addressed in terms of their direct effects on strategic management. In future studies,
more comprehensive analyses should be conducted by including mediating or moderating variables
such as organizational support, leadership style, organizational commitment, and innovation culture
in the model. In addition, the generalizability of the model should be tested by conducting
comparative studies in different sectors
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Giris

Glinlimiiz is diinyasi, kiiresellesmenin hiz kazandigi, dijitallesmenin isletme siireclerini
donistiirdiigli ve krizlerin oOrgiitsel dengeleri siirekli olarak test ettigi bir donemde faaliyet
gostermektedir. Bu karmasik ve dinamik g¢evrede, orgiitlerin rekabet istiinliigiini siirdiirmesi,
yalnizca maddi ve teknolojik kaynaklara degil, ayn1 zamanda insan kaynaginin psikolojik ve biligsel
kapasitesine bagli hale gelmektedir. Ozellikle stratejik yonetim uygulamalarmin etkinligi, drgiitlerin
sahip olduklan fiziksel sermayeden cok, g¢alisanlarinin psikolojik sermayeleri ve dayaniklilik
diizeyleri ile yakindan iliskilidir. Bu baglamda pozitif orgiitsel davranig yaklasimi, son yillarda
orgiitsel basar1y1 agciklamada 6nemli bir paradigma haline gelmistir (Luthans, Vogelgesang & Lester,
2006). Pozitif psikolojik sermaye, bireylerin potansiyellerini agiga ¢ikaran, umut, iyimserlik, 6z-
yeterlilik ve dayaniklilik gibi gelistirilebilir 6zelliklerden olusan bir kaynak olarak goriilmektedir.
Bu kaynak, orgiitlerin stratejik vizyonlarini hayata gegirmelerinde 6nemli bir psikolojik altyapi islevi
gormektedir (Orug, 2018).

Stratejik yonetim, isletmelerin uzun vadeli yonelimlerini belirleyen, ¢evresel degisimlere
uyum saglayarak siirdiiriilebilir rekabet avantaji elde etmeyi hedefleyen bir yonetim bi¢imidir
(Saruhan, 1994; Kahveci, 2008). Ancak stratejik yonetim siirecinin basarisi, yalnizca planlarin
hazirlanmasi ve uygulanmasiyla simirli degildir; ¢alisanlarin bu stratejileri benimsemesi,
desteklemesi ve siirdiirmesiyle miimkiindiir. Bu noktada, orgiitlerin insan kaynaginin psikolojik
giicleri, stratejik yonetimin uygulanabilirligi ve siirdiiriilebilirligi agisindan kritik bir faktor olarak
ortaya ¢ikmaktadir (Karayaman, 2023). Stratejik yonetim kavrami, 1980’lerden itibaren yalnizca
yoneticilerin karar siire¢lerine iligkin bir alan olmaktan ¢ikmig, 6rgiit genelinde paylasilan bir biling
ve davranis bicimine donligmiistiir (Ergin & Elmaci, 1999). Bu doniisiim, ¢alisanlarin psikolojik
sermayesiyle dogrudan iligkilidir ¢linkii pozitif psikolojik sermayeye sahip bireyler, stratejik
hedefleri yalnizca gorev olarak degil, orgiitsel bir amag olarak benimsemektedir.

Bu calismanin kuramsal arka planinda, bireylerin Orgiitsel hedeflere yonelik icsel
motivasyonlarmi agiklayan Sosyal Degisim Teorisi (Blau, 1964) ve Pozitif Orgiitsel Davranis
yaklagimi yer almaktadir. Sosyal Degisim Teorisi’ne gore, bireyler orgiitten algiladiklar1 destek,
deger ve giivenin karsiliginda daha yiiksek diizeyde ¢aba gdstermektedir. Bu baglamda psikolojik
sermaye, orgiitsel destek mekanizmalarinin igsellestirilmis bir yansimasi olarak ¢alisanlarin stratejik
hedeflere yonelimini giiglendirmektedir (Mert & Sen, 2019). Luthans ve arkadaslarinin (2006)
modelinde psikolojik sermaye, orgiitlerin uzun vadeli performansini etkileyen bir psikolojik sermaye
formu olarak tanimlanmaktadir. Bu sermaye, calisanlarin sadece bireysel performanslarimi degil,
ayni zamanda Orgiitsel stratejilerin uygulanabilirligini de artirmaktadir.

Psikolojik sermaye kavramu, ilk olarak Bandura’nin (1997) 6z-yeterlilik kurami ve Snyder’in
(2000) umut kurami gibi psikolojik temellerden beslenmektedir. Oz-yeterlilik, bireyin karsilastig:
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giicliikleri agabilecegine olan inanci temsil etmekte, umut bireyin hedeflerine ulasmak icin alternatif
yollar gelistirme kapasitesini yansitmaktadir. Iyimserlik, gelecege yonelik pozitif beklentileri ifade
ederken; dayaniklilik, stres ve kriz ddnemlerinde toparlanma giiciinii temsil etmektedir (Luthans vd.,
2006). Bu bilesenler bir araya geldiginde, calisanlarin orgiit icindeki belirsizliklerle bas etme,
yenilige agik olma ve stratejik hedeflere bagh kalma egilimleri giiclenmektedir. Yesil, Yetis ve Telli
(2016) tarafindan bankacilik sektdriinde gergeklestirilen bir arastirmada, ¢alisanlarin psikolojik
sermaye diizeylerinin orgiitsel bagliliklarint ve yenilik¢ilik egilimlerini pozitif yonde etkiledigi
belirlenmistir. Benzer bigimde, Sen (2019) tarafindan yapilan bir calismada, ¢alisanlarin psikolojik
sermaye diizeylerinin demografik faktorlerden bagimsiz olarak is performansini artirdigi tespit
edilmistir.

Psikolojik sermaye, oOrgiitlerin stratejik yonetim siireglerine entegre edildiginde, yalnizca
bireysel diizeyde degil, kurumsal diizeyde de doniisiim yaratmaktadir. Avey ve Holley (2024), insan
kaynaklar1  yonetimi  sistemlerinin  psikolojik sermayeyle yapilandirilmasi  gerektigini
vurgulamaktadir. Bu yaklasim, c¢alisanlarin orgiit stratejilerine katilimini artirmakta ve stratejik
stireclerin basarisim1 giiclendirmektedir. Grozinger ve arkadaslarmin (2022) kriz dénemlerinde
psikolojik sermayenin isletme performansina etkisini inceledigi calismada, yiiksek psikolojik
sermayeye sahip Orgiitlerin kriz kosullarinda dahi stratejik hedeflerini siirdiirebildigi ortaya
konulmustur. Bu bulgular, psikolojik sermayenin yalnizca bireysel bir 6zellik degil, drgiitsel bir
dayaniklilik kaynagi oldugunu gostermektedir.

Dayaniklilik ise, bireylerin stres, degisim ve belirsizlik kosullarinda islevselliklerini
stirdlirebilme kapasitelerini ifade etmektedir (Karakus, 2025). Calisan dayanikliligi, yalnizca bireyin
psikolojik direncini degil, ayn1 zamanda orgiitsel uyum ve 6grenme kapasitesini de temsil etmektedir.
Onan (2021), dayaniklilik diizeyi yliksek calisanlarin orgiitsel bagliliklarinin ve is tatminlerinin daha
giiclii oldugunu, dolayisiyla stratejik hedeflere daha kolay uyum sagladiklarin1 belirtmektedir.
Karakus (2025) tarafindan Tiirkceye uyarlanan Calisan Dayaniklihg Olgegi, bireylerin siirekli
gelisim, kaynak arama ve kriz yOnetimi becerilerini 6lgerek bu kavrami kapsamli bigimde ele
almaktadir. Bu baglamda dayaniklilik, stratejik yonetim siireclerinde stirekliligi ve esnekligi
saglayan bir orgiitsel davranig bi¢imi olarak degerlendirilmektedir.

Psikolojik sermaye ile dayaniklilik arasindaki etkilesim, orgiitlerin stratejik performansinda
sinerjik bir etki yaratmaktadir. Luthans, Vogelgesang ve Lester (2006) bu iki kavramin birbiriyle
biitiinlesik isledigini belirtmektedir. Psikolojik sermaye, bireylerin dayanikliligini beslemekte,
dayaniklilik ise psikolojik sermayenin siirdiiriilebilirligini saglamaktadir. Ak¢ay’in (2018) kisisel
degerlerin psikolojik sermaye ve is tatmini iligkisindeki moderator etkisini inceledigi arastirmada da,
psikolojik sermaye diizeyi yiiksek ¢alisanlarin stresle daha etkin basa ¢iktig1 ve motivasyonlarin
daha uzun siire koruduklari belirlenmistir. Bu bulgular, psikolojik sermayenin dayaniklilik
tizerindeki belirleyici etkisini desteklemektedir.

Yapilan arastirmalar, stratejik yonetimin siirdiiriilebilirliginin biiyiik dl¢iide calisanlarin
psikolojik kaynaklarinin etkin kullanimina bagli oldugunu ortaya koymaktadir. Mert ve Sen (2019),
orgiitsel destek ve adalet algisinin psikolojik sermayeyi giiclendirdigini, bunun da 6rgiitsel baglilik
ve performans iizerinde anlaml etkiler yarattigini belirlemistir. Bu durum, psikolojik sermaye ve
dayanikliligin stratejik yonetim siireclerinde birer igsel itici glic olarak islev gordiigilini
gostermektedir.

Orgiitlerin stratejik yonetim siireglerinde basar1 elde etmesi, calisanlarin psikolojik
sermayesi ve dayanikliligiyla dogrudan iligkilidir. Psikolojik sermaye, bireylerin umut, iyimserlik,
Oz-yeterlilik ve dayaniklilik diizeylerini artirarak stratejik planlama siireglerine katilimi
kolaylagtirmakta; dayamiklilik ise bu planlarin  uygulanabilirligini ve siirdiiriilebilirligini
giiclendirmektedir. Stratejik yoOnetim, bu iki degiskenin sinerjisiyle kurumsal bir dirence
doniismekte, Orgilitlerin krizler karsisinda stratejik biitiinliigiinii korumasina olanak saglamaktadir.
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Dolayisiyla bu arastirma, psikolojik sermaye ve calisan dayanikliliginin stratejik yonetim tizerindeki
etkisini inceleyerek, hem teorik literatiire katki saglamakta hem de uygulayici yoneticiler igin
stratejik insan kaynaklar1 yonetimi baglaminda yol gosterici bir perspektif sunmaktadir. Bu yoniiyle
calisma, insanin psikolojik kapasitesini orgiitsel stratejilerin basarisinda merkezil bir unsur olarak
konumlandirmakta ve ¢agdas yonetim bilimine insan temelli bir vizyon kazandirmaktadir.

Literatiir Arastirmasi
Psikolojik Sermaye

Psikolojik sermaye kavrami, orgiitlerde insan unsurunun yalnizca fiziksel bir {iretim faktorii
olarak degil, ayn1 zamanda stratejik bir deger yaratma kaynagi olarak goriilmeye baslandigi donemde
ortaya ¢ikmistir. Modern yonetim anlayisinin temel varsayimi, orgiitsel basarinin yalnizca maddi
sermayeye degil, ayn1 zamanda calisanlarin sahip oldugu bilissel, duygusal ve psikolojik sermayeye
bagli oldugudur. Bu baglamda psikolojik sermaye, bireyin orgiitsel ve kisisel hedeflere ulagabilmesi
icin gerekli olan pozitif psikolojik durumlar1 temsil eden bir kavram olarak degerlendirilmektedir
(Luthans, Vogelgesang & Lester, 2006). Kavramin temelleri pozitif psikoloji hareketine
dayanmaktadir ve insanin giiclii yonlerine, potansiyellerine ve gelisebilir 6zelliklerine vurgu
yapmaktadir. Luthans ve arkadaglarinin (2006) gelistirdigi bu model, orgiitsel davranig alaninda bir
donim noktasi olusturmus ve calisanlarin performans, baglilik, yenilik¢ilik ve dayaniklilik
diizeylerini agiklamada yaygin bigimde kullanilmaya baslanmustir.

Psikolojik sermaye kavrami 6z-yeterlilik, umut, iyimserlik ve dayaniklilik olmak tizere dort
temel bilesenden olusmaktadir. Bu bilesenler bir araya geldiginde, bireyin pozitif psikolojik
kapasitesini tanimlamakta ve orgiitsel davranisin agiklanmasinda yeni bir paradigma sunmaktadir.
Bu yaklagim, bireyin yalnizca sahip oldugu bilgi ve becerilerden ziyade, bu kaynaklar1 zorlu kosullar
altinda nasil kullandigina odaklanmasi bakimindan klasik insan sermayesi anlayisindan
ayrigmaktadir (Erkmen & Esen, 2013). Psikolojik sermaye bu yoniiyle gelistirilebilir, 6l¢iilebilir ve
yonetilebilir bir orgiitsel kaynak olarak ele alinmaktadir. Yeterli ¢abayla zor islerin listesinden
gelinecegine dair kendine glivenme 6zyeterlik olarak ifade edilirken, zorluklara ve sikintilara ragmen
ayakta kalip sonunda bagartya ulagma giicii ise psikolojik dayaniklilik olarak ifade edilmektedir
(Bozgeyikli vd., 2017; s.109).

Oz-yeterlilik, bireyin belirli gdrevleri basariyla yerine getirebilecegine iliskin inancini temsil
etmektedir. Bandura’nin (1997) sosyal biligsel kuramina dayanan bu kavram, bireyin zorluklarla
karsilastiginda gdsterdigi ¢aba diizeyini, kararliligini ve motivasyonunu belirlemektedir. Yiiksek 6z-
yeterlilik diizeyine sahip caligsanlar, oOrgiitsel hedeflere ulasmada daha israrli davranmakta ve
karsilastiklart engelleri 6grenme firsati olarak degerlendirmektedir. Bu durum, o6zellikle stratejik
yonetim uygulamalarinda ¢aliganlarin daha yaratici, kararli ve stratejik diisiinme becerisine sahip
olmasii saglamaktadir (Avey, Luthans & Youssef, 2024). Benzer big¢imde yapilan ampirik
calismalarda 6z-yeterliligin ¢alisan performansi tizerinde anlamli ve pozitif bir etkiye sahip oldugu,
gorev bilinci ve sorumluluk alma davraniglarini giiclendirdigi ortaya konulmustur (Polatg1, 2014).

Hedefe ulasma siirecinde bir diger 6nemli bilesen olan umut, bireyin hedeflerine ulagma
yollarmi planlama ve alternatif stratejiler gelistirme kapasitesiyle ilgilidir. Snyder’in (2000) umut
kuramina dayanan bu bilesen, calisanlarin zor kosullar altinda bile hedefe odaklanmalarini ve
stratejik amaglardan sapmadan ilerlemelerini saglamaktadir. Umut diizeyi yiiksek bireyler,
orgiitlerinde yenilik¢i diisiinceleri desteklemekte ve stratejik planlamanin uygulama asamasinda
karsilasilan engellere karsi direng gostermektedir (Yesil, Yetis & Telli, 2016). Umut bileseninin,
ozellikle belirsizlik ve degisim donemlerinde calisanlarin psikolojik devamliligim koruyarak
orgiitsel hedeflerle uyumlu davraniglan siirdiirmelerine katki sagladigi belirtilmektedir (Tastan,
2016). Bu yoniiyle umut, yalnizca bireysel motivasyonu degil, ayn1 zamanda O&rgiitsel
stirdiiriilebilirligi destekleyen bir psikolojik gii¢ olarak degerlendirilmektedir.
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Iyimserlik, psikolojik sermayenin gelecege yonelik olumlu beklentileri ifade eden
bilesenidir. Seligman’in (1998) 6grenilmis iyimserlik yaklagimina dayanan bu kavram, bireylerin
olaylar1 kalici, igsel ve yaygin nedenlerle agiklama bigimlerini yansitmaktadir. Iyimser ¢alisanlar,
basarisizliklart gecici ve degistirilebilir olarak gdrerek yeniden deneme egiliminde olmaktadir. Bu
durum, stratejik yonetim stireclerinde kritik bir rol oynamaktadir ¢iinkii orgiitlerin stratejik hedefleri
genellikle uzun vadeli, belirsizlik i¢eren ve riskli siireclerdir. Bu nedenle, iyimserlik diizeyi yiiksek
calisanlar stratejik kararlarin uygulanmasinda daha yiiksek psikolojik dayaniklilik gostermektedir
(Akeay & Bilgin, 2016).

Dayaniklilik ise bireylerin olumsuzluklar karsisinda yeniden toparlanabilme giiciinii ifade
etmektedir. Bu bilesen, psikolojik sermayenin hem bileseni hem de sonucu olarak
degerlendirilmektedir. Luthans ve arkadaslar1 (2006) dayanikliligi, bireyin travmatik veya stresli
olaylar karsisinda uyum saglayarak performansini siirdiirebilme kapasitesi olarak tanimlamaktadir.
Aragtirmalar, dayanikliligi yiiksek c¢aliganlarin orgiitsel krizlerde daha hizli toparlandiklarimi ve
stratejik karar siire¢lerinde daha esnek davrandiklarini1 géstermektedir (Karakus, 2025; Onan, 2021).
Bu baglamda dayaniklilik, psikolojik sermayenin stratejik yonetim performansina katki saglayan en
kritik bilesenlerinden biridir.

Psikolojik sermaye kavrami, geleneksel beseri sermaye anlayisindan farkli olarak bireylerin
mevcut bilgi ve becerilerinden ziyade potansiyellerine odaklanmaktadir (Luthans vd., 2006). Beseri
sermaye, bireylerin bilgi ve yeteneklerini temsil ederken, psikolojik sermaye bu yeteneklerin
kullanimint kolaylastiran bilissel ve duygusal mekanizmalar1 igermektedir. Bu nedenle psikolojik
sermaye, Orgiitsel basarida “nasil yapilir” sorusuna yanit veren bir giic olarak tanimlanmaktadir.
Andig ve Karaca (2023) psikolojik sermayenin is tatmini {lizerindeki etkisini inceledikleri
arastirmalarinda, psikolojik sermaye diizeyi yliksek ¢aligsanlarin yalnizca islerinden daha fazla tatmin
olmadiklarini, ayn1 zamanda 6rgiitsel performansa da daha fazla katki sunduklarini bulgulamistir.

Psikolojik sermayenin orgiitlerde gelisebilir bir nitelik tagimasi, onu yonetimsel agidan
stratejik bir unsur haline getirmektedir. Luthans ve Youssef (2007), psikolojik sermayenin egitim ve
deneyim yoluyla gelistirilebilecegini 6ne siirmektedir. Bu nedenle 6rgiitlerin psikolojik sermayeyi
yalnizca Olgiilen bir 6zellik olarak degil, stratejik bir yatirim alan1 olarak gérmeleri gerekmektedir.
Avey ve Holley (2024) arastirmalarinda, psikolojik sermaye temelli insan kaynaklari sistemlerinin
calisanlarin performansini, baglhligini ve yenilik¢iligini artirdigi gosterilmistir. Bu sonug, psikolojik
sermayenin Orgiitsel sistemlere entegre edilmesinin stratejik avantaj yaratabilecegini ortaya
koymaktadir.

Grozinger ve arkadaglarinin (2022) ¢alismasinda, psikolojik sermayenin kriz donemlerinde
orgiit performansin siirdiirmede belirleyici bir faktor oldugu vurgulanmaktadir. Bu baglamda
psikolojik sermaye, orgiitlerin krizlere dayanikliligini artiran bir kaynak olarak degerlendirilmekte,
calisanlarin belirsizlik ve stres altinda dahi stratejik hedeflere odaklanmalarini saglamaktadir. Benzer
sekilde, Grozinger vd. (2025) tarafindan yapilan bir aragtirmada, kii¢iik ve orta dlcekli isletmelerde
liderlerin psikolojik sermaye diizeylerinin stratejik tepkiler {izerinde dogrudan etkili oldugu tespit
edilmistir. Bu durum, psikolojik sermayenin yalnizca ¢alisanlar i¢in degil, liderlik davraniglar1 ve
stratejik karar alma siiregleri agisindan da 6nemli bir belirleyici oldugunu gostermektedir.

Psikolojik sermaye orgiitsel kiiltiiriin sekillenmesinde de 6nemli bir role sahiptir. Eski’nin
(2009) aragtirmasina gore, orgiit kiiltiirii ile stratejik yonetim arasindaki iliski, calisanlarin deger ve
inang sistemleriyle dogrudan iligkilidir. Psikolojik sermaye diizeyi yiiksek ¢alisanlar, 6rgiit kiiltlirtinii
daha kolay icsellestirmekte ve stratejik degisim siireglerine uyum gostermektedir. Bu baglamda
psikolojik sermaye, Orgiit kiiltiiriiniin yenilik¢iligi destekleyen bir yapiya donilismesini
kolaylastirmaktadir.

Akcay (2018), kisisel degerlerin psikolojik sermaye ile is tatmini arasindaki iliskide
moderatdr bir etkiye sahip oldugunu belirtmektedir. Bu bulgu, psikolojik sermayenin bireysel deger
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sistemleriyle uyumlu bir sekilde islev gordiigiinii gdstermektedir. Calisanlar kendi degerleriyle
ortiisen bir oOrgiit kiiltiiriinde psikolojik sermayelerini daha etkin kullanmakta, bu durum orgiitsel
baglilik ve stratejik hedeflere katki diizeyini artirmaktadir.

Psikolojik sermaye yalnizca bireysel degil, kolektif diizeyde de orgiitsel ciktilar {izerinde
etkili olmaktadir. Karayaman (2023) tarafindan yapilan ¢alismada, {iniversitelerde stratejik yonetim
uygulamalariin orgiitsel yaraticilifa etkisi incelenmis ve yliksek diizeyde psikolojik sermayeye
sahip oOrgiitlerde stratejik planlarin daha yaratici bicimlerde uygulandigi belirlenmistir. Bu sonug,
psikolojik sermayenin drgiitlerde yenilik¢i diisiinceyi besleyen bir gii¢c oldugunu gostermektedir. Sati
ve Isik (2011) ise inovasyon ve stratejik yOnetim arasindaki sinerjinin oOrgiitsel biiylime ve
stirdiiriilebilirlik icin temel bir gereklilik oldugunu savunmaktadir. Psikolojik sermaye, bu sinerjinin
davranigsal zeminini olusturarak orgiitlerin yenilik¢i diisiinceyi stratejik kararlara doniistiirmesine
katki saglamaktadir.

Psikolojik sermaye ile performans arasindaki iligkiyi inceleyen galigmalar, bu kavramin
orgiitsel verimlilik iizerinde anlamh etkiler yaratigim gostermektedir. Topaloglu ve Siiral Ozer
(2014), otantik liderlik ve psikolojik sermaye arasindaki iliskiyi inceledikleri ¢alismada, psikolojik
sermaye diizeyi ylksek c¢alisanlarin daha yiiksek is performansi gosterdiklerini ve liderlik destegi
aldiklarinda bu iliskinin giliglendigini belirtmektedir. Akcay ve Bilgin (2016) kamu performans
yonetimi baglaminda yiiriittiikleri arastirmada, psikolojik sermayenin oOrgiitsel performansin
stirdiiriilebilirligi agisindan kritik bir unsur oldugunu vurgulamaktadir. Bu ¢aligmalar, psikolojik
sermayenin Orgiitsel davranis modellerinde artik bagimsiz bir degisken olarak degil, performansin
temel belirleyicilerinden biri olarak konumlandigini gostermektedir.

Psikolojik sermaye, drgiitlerde etik karar alma siireglerini de etkilemektedir. Iyigiin (2021)
yapay zeka ve stratejik yonetim arasindaki iliskiyi tartigirken, gelecekte insan-makine etkilesiminin
ahlaki karar siireclerini yeniden sekillendirecegini 6ngérmektedir. Bu baglamda psikolojik sermaye,
dijitallesen is diinyasinda etik farkindalik ve insani degerlerin korunmasi agisindan da kritik bir
oneme sahiptir.

Calisan Dayamikhihg

Calisan dayanikliligi kavrami, modern orgiit literatiiriinde pozitif psikoloji hareketiyle
birlikte onem kazanan ve bireylerin stres, kriz, belirsizlik veya degisim kosullarinda islevselliklerini
stirdiirebilme kapasitesine odaklanan bir kavram olarak 6ne ¢ikmaktadir. Giiniimiizde orgiitlerin
kars1 karsiya kaldigi ani ¢evresel degisimler, ekonomik dalgalanmalar, teknolojik doniisiimler ve
krizler, yalnizca kurumsal sistemleri degil, ayn1 zamanda bireylerin psikolojik uyum siireclerini de
derinden etkilemektedir. Bu nedenle orgiitlerin siirdiiriilebilir basarisi, ¢aliganlarin yalnizca teknik
yeterlilikleriyle degil, ayni zamanda psikolojik dayaniklilik diizeyleriyle yakindan iligkilidir
(Karakus, 2025). Calisan dayanikliligi, bireylerin stresli ve zorlu durumlara verdikleri tepkilerde
gosterdikleri esneklik, 6grenme istegi, yeniden toparlanma giicii ve hedefe baglilik gibi psikolojik ve
davranigsal unsurlarin bilesimini ifade etmektedir.

Pozitif orgiitsel davranis yaklasimi igerisinde dayaniklilik, bireylerin olumsuz olaylar
karsisinda yikilmadan, hatta bu olaylardan giigclenerek ¢ikma potansiyelini temsil etmektedir
(Luthans, Vogelgesang & Lester, 2006). Luthans ve meslektaslari, dayanikliligi psikolojik
sermayenin temel bilesenlerinden biri olarak ele almakta ve ¢alisanlarin rgiitsel performanslariin
stirdiiriilebilirligi agisindan kritik bir rol oynadigimi belirtmektedir. Bu baglamda dayaniklilik,
yalnizca bireysel bir 6zellik degil, orgiit iginde yayginlastirilabilen ve gelistirilebilen bir beceri olarak
degerlendirilmektedir. Onan (2021), dayamklilig1 yiiksek bireylerin orgiitsel baghiliklarimin daha
giicld, is tatminlerinin daha yiiksek ve mesleki tilkenmislik diizeylerinin daha diisiik oldugunu ortaya
koymustur. Bu durum, dayanikliligin ¢alisan performansini dogrudan etkileyen bir psikolojik kaynak
oldugunu gostermektedir.
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Calisan dayanikliligi kavrami, geleneksel anlamda stres yonetimi kavramindan farkli olarak
yalnizca stresle basa ¢ikma degil, ayn1 zamanda stresli kosullarda gelisme, 0grenme ve uyum
saglama becerisini kapsamaktadir. Yani dayaniklilik, bireyin krizleri bir tehditten cok bir 6grenme
firsat1 olarak gorebilme yetenegini temsil etmektedir (Karakus, 2025). Bu baglamda calisan
dayanikliligi, orgiitlerin degisim siireclerine uyum saglama kapasitesini de artirmaktadir. Nitekim
Yurt ve Sentiirk (2022), is siirekliligi yonetim sistemlerinin orgiitlerin stratejik c¢eviklik diizeyini
artirdigini, bu siirecte calisanlarin dayaniklilik becerilerinin kritik bir aract rol istlendigini
belirtmektedir.

Calisan dayamkliligi kavrami, literatiirde farkli boyutlar altinda incelenmektedir.
Karakus’un (2025) Tiirkgeye uyarladigt Calisan Dayamkliigi Olgegi’nde {ic temel boyut
tanimlanmaktadir: siirekli gelisim ve uyum saglama, kaynak arama ve degisime acgiklik ile zorluklarla
basa ¢ikma ve kriz yonetimi. Bu boyutlarin her biri, ¢aliganlarin degisim siireclerine aktif katilimini,
belirsizlikleri yonetme becerilerini ve problem ¢dzme kapasitelerini giiglendirmektedir. Stirekli
gelisim ve uyum saglama boyutu, bireyin yasam boyu 6grenmeye ve profesyonel gelisime agik olma
diizeyini temsil etmektedir. Bu o&zellik, caliganlarm teknolojik yeniliklere, Orgiitsel yeniden
yapilanmalara veya stratejik doniisiimlere daha hizli uyum gostermelerini saglamaktadir. Kaynak
arama ve degisime aciklik boyutu, ¢alisanlarin problem ¢dzme siireclerinde alternatif kaynaklar
bulma ve yeni yaklasimlar gelistirme yetenekleriyle ilgilidir. Bu beceri, 6zellikle kriz donemlerinde
orgiitsel siirdiiriilebilirlik agisindan biiyiik 6nem tasimaktadir. Zorluklarla basa ¢ikma ve kriz
yonetimi boyutu ise bireyin stresli durumlarda duygusal kontroliinii koruyarak rasyonel karar
verebilme kapasitesini ifade etmektedir. Bu iic boyut birlikte degerlendirildiginde, calisan
dayaniklilig1 orgiitlerde yalnizca bireysel degil, sistematik bir uyum mekanizmasi olarak islev
gormektedir.

Calisan dayanikliligi, orgiitlerin kriz donemlerinde ayakta kalabilme giiclinii dogrudan
etkilemektedir. Grozinger ve arkadaslarimin (2022) caligmasinda, kriz donemlerinde psikolojik
dayaniklilig1 yiiksek caliganlara sahip isletmelerin performans diisilisii yasamadiklari, aksine stratejik
hedeflerine daha siki baglandiklar1 ortaya konulmustur. Benzer bicimde Luthans, Vogelgesang ve
Lester (2006), dayanikliligin drgiitlerin uzun vadeli performansinda siirdiiriilebilirlik unsuru olarak
islev gordiigiinii vurgulamaktadir. Bu baglamda dayaniklilik, stratejik yonetim uygulamalarinin kriz
kosullarinda dahi devamliligini saglayan psikolojik bir tampon mekanizmasi iglevi géormektedir.

Calisan dayanikliligl, bireysel ve orgiitsel diizeyde cesitli faktorlerden etkilenmektedir.
Bireysel diizeyde oOz-yeterlilik, umut, iyimserlik ve benlik saygisi gibi psikolojik faktorler,
dayanikliligin gelisimini desteklemektedir (Luthans vd, 2006). Orgiitsel diizeyde ise liderlik tarzi,
orgiitsel destek, is arkadaslar1 arasindaki giiven, agik iletisim ve 6grenme kiiltiirii dayanikliligi artiran
unsurlar olarak 6ne ¢ikmaktadir (Mert & Sen, 2019). Nitekim Karakus (2025), 6rgiit icinde psikolojik
giivenligin saglanmasinin dayaniklilig1 artirdigini, ¢alisanlarin hatalardan korkmak yerine 6grenme
firsatlar1 yarattigini belirtmektedir. Bu bulgular, dayanikliligin yalnizca bireysel bir o6zellik
olmadigini, ayn1 zamanda orgiit kiiltliriiyle beslenen bir dinamik oldugunu gostermektedir.

Dayaniklilik diizeyi yiiksek calisanlar, orgiit icindeki degisim siireglerinde daha az direng
gostermekte ve yeniliklere daha kolay uyum saglamaktadir. Sati ve Isik (2011) inovasyon ve stratejik
yOnetim sinerjisinin rgiitsel bilylime i¢in temel bir faktor oldugunu vurgulamakta, dayanikliligin bu
sinerjiyi destekleyen davranigsal bir altyapi olusturdugunu belirtmektedir. Benzer bigimde
Karayaman (2023), stratejik yonetim uygulamalarinin basarisinin biiyiik 6l¢iide calisanlarin
psikolojik dayaniklilik diizeyine bagl oldugunu ifade etmektedir. Stratejik yonetim, siirekli degisen
cevresel kosullara uyum gerektirdigi icin, dayamikliligi yiiksek calisanlar stratejik planlarin
uygulanmasinda karsilasilan belirsizlikleri firsata doniistiirmekte ve orgiitiin vizyonuna bagliliklarini
stirdiirmektedir.
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Calisan dayaniklilig1 kavrami, ayn1 zamanda orgiitlerde siirdiiriilebilir performansin da temel
belirleyicilerinden biridir. Akgay ve Bilgin (2016), kamu performans yonetimi baglaminda
dayanikliligin ¢alisanlarin hedefe yonelik tutarliligini ve orgiitsel aidiyetini artirdigini belirtmektedir.
Bu bulgular, dayanikliligin bireysel performansla sinirli kalmadigini, ayn1 zamanda 6rgiitsel diizeyde
stratejik biitlinligii de giiclendirdigini gostermektedir. Nitekim Yilmaz ve Altas (2018),
dayanikliligin stratejik kararlarin uygulanmasinda departmanlar arasi uyumu kolaylastirdigini ve
orgiitsel koordinasyonu gii¢lendirdigini ifade etmektedir.

Dayanikliligin gelisimi, orgiitlerin yonetim anlayisiyla da dogrudan iliskilidir. Destekleyici
liderlik davranislari, psikolojik giivenlik ortami ve agik iletisim kiiltlirli, calisan dayamikliligim
artiran en 6nemli faktorler arasinda yer almaktadir. Topaloglu ve Siiral Ozer (2014) tarafindan
yapilan arastirmada, otantik liderlik davraniglarinin ¢alisanlarin psikolojik sermaye diizeylerini ve
dolayistyla dayanikliliklarini anlamli bigimde artirdig: tespit edilmistir. Bu bulgu, liderlerin ¢alisan
dayanikliliginin gelisiminde kilit rol oynadigini géstermektedir. Otantik ve etik liderlik, ¢alisanlarin
orgiitsel aidiyetlerini gliclendirmekte, bu da dayanikliligin siirdiiriilebilirligini desteklemektedir.

Calisan dayanmikliligi yalnizca kriz donemlerinde degil, giinliik orgiitsel yasamda da
performans ve yenilik¢iligi artirmaktadir. Ergin ve Elmaci (2001) dayanikliligin stratejik
alternatiflerin analizinde ¢alisanlarin karar verme siireglerinde daha esnek ve objektif davranmalarini
sagladigint belirtmektedir. Bu esneklik, orgiitlerin stratejik yonetim siireclerinde beklenmedik
degisimlere hizl1 tepki vermesini miimkiin kilmaktadir. Ayrica dayaniklilik, 6rgiit i¢inde 6grenen
organizasyon Kkiiltiiriiniin yerlesmesini desteklemekte ve hatalardan ders cikarma kapasitesini
artirmaktadir.

Dayaniklilik aym1 zamanda duygusal denge ve stres yonetimi becerilerini de kapsamaktadir.
Onan (2021) dayamikliligi yiiksek caliganlarin is stresine karsi daha dayanikli olduklarini,
tilkkenmislik diizeylerinin diisik oldugunu ve Orgiitsel baghliklarimin daha yiiksek oldugunu
belirtmektedir. Benzer sekilde Akcay (2018), kisisel degerlerle uyumlu bir orgiit ortaminda
calisanlarin daha yiiksek dayanmiklilik gosterdiklerini ve bu durumun is tatmini ile performans
iizerinde olumlu etkiler yarattigini ifade etmektedir.

Karakus (2025), calisan dayamikliligi Olgeginin  Tiirkgeye uyarlama calismasinda
dayanikliligin ii¢ temel psikolojik mekanizma araciligiyla sekillendigini belirtmektedir: biligsel
esneklik, duygusal diizenleme ve problem c¢ozme yetkinligi. Bu iic mekanizma birlikte
degerlendirildiginde, dayanikliligin bireyin yalnizca dis kosullara tepkisini degil, ayn1 zamanda ig¢sel
dengeyi koruma becerisini de kapsadigi anlasilmaktadir. Dolayisiyla dayaniklilik, bireyin duygusal
dengeyi koruyarak bilissel siiregleri etkili bicimde yonlendirmesini saglayan bir {ist diizey kapasite
olarak degerlendirilmektedir.

Dayaniklilik kavrami orgiitsel diizeyde ele alindiginda, 6rgiitlerin toplu olarak krizlere nasil
tepki verdigini de agiklamaktadir. Grozinger vd. (2025), kiiciik ve orta dlgekli isletmelerde liderlerin
psikolojik sermaye ve dayaniklilik diizeylerinin stratejik tepkiler tizerinde dogrudan etkili oldugunu
vurgulamaktadir. Bu bulgu, bireysel dayanmikliligin oOrgiitsel dayanikliliga evrilebilecegini
gostermektedir. Dolayisiyla ¢alisan dayanikliligi yalnizca bireysel bir nitelik degil, 6rgiitsel direncin
temel taglarindan biridir.

Is siirekliligi ve stratejik g¢eviklik arasindaki iliski, dayamkhiligin stratejik yOnetim
stireclerine katkisint anlamada 6nemli bir ¢erceve sunmaktadir. Yurt ve Sentiirk (2022) is siirekliligi
yonetim sistemlerinin orgiitlerin kriz yonetim kapasitesini artirdigin1 ve c¢alisan dayamkliligiyla
dogrudan iliskili oldugunu gostermektedir. Calisan dayaniklilign yiiksek oOrgiitler, beklenmedik
durumlarda operasyonel faaliyetlerini siirdiirebilmekte ve stratejik hedeflerinden sapmadan yoluna
devam etmektedir. Bu durum, dayanikliligin orgiitsel siirdiiriilebilirligin psikolojik bileseni olarak
degerlendirilebilecegini gostermektedir.
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Dayanikliligin gelisimi 6rgiitlerde sistematik olarak desteklenmelidir. Luthans ve arkadaslari
(2006), dayanikliligin egitim, mentorluk, deneyim paylagimi ve destekleyici geri bildirim
mekanizmalariyla gelistirilebilecegini 6ne siirmektedir. Orgiitlerin calisan dayamkliligini artirmak
icin liderlik gelisim programlari, stres yonetimi atdlyeleri, pozitif psikoloji temelli egitimler ve esnek
calisma modelleri uygulamalari 6nerilmektedir. Bu uygulamalar galisanlarin biligsel esnekliklerini,
problem ¢dzme becerilerini ve duygusal dayanikliliklarim giiclendirmektedir.

Stratejik Yonetim Uygulamalari

Stratejik yonetim uygulamalari, cagdas yonetim biliminin en kapsamli ve c¢ok boyutlu
stireclerinden biri olarak orgiitlerin uzun vadeli basarilarin1 belirleyen temel unsurlar arasinda yer
almaktadir. Giiniimiiz rekabet ortaminda Orgiitlerin siirdiiriilebilir bir rekabet avantaji elde
edebilmesi, yalnizca kaynaklara sahip olmakla degil, bu kaynaklar1 etkin ve stratejik bigimde
yonetebilmekle miimkiindiir. Stratejik yonetim, isletmelerin ¢evresel firsat ve tehditleri analiz
ederek, giiclii ve zayif yonleriyle birlikte biitiinciil bir sekilde degerlendirip gelecege yonelik yon
belirlemelerini saglayan bir silire¢ olarak tanimlanmaktadir (Saruhan, 1994). Bu siire¢, yalnizca
planlama ve karar alma faaliyetlerinden ibaret degildir; aynm1 zamanda orgiitsel kiiltiiriin, liderlik
tarzlarmin ve insan kaynaklarinin yonetsel kararlara entegre edilmesini gerektiren dinamik bir
yonetim felsefesi niteligi tagimaktadir.

Stratejik yonetim kavraminin temelinde, oOrgiitlerin uzun vadeli hedeflere ulagsmak ig¢in
mevcut durumlarini analiz etmesi, bu hedeflere yonelik stratejik planlar gelistirmesi, uygulama
sireclerini organize etmesi ve performans sonuglarini izleyerek siirekli iyilestirme dongiisii
olusturmas1 yer almaktadir. Bu agidan stratejik yonetim, hem rasyonel hem de davranigsal bir
siiregtir.  Stratejik yonetim yalnizca planlama faaliyetlerini degil; cevresel belirsizliklerin
algilanmasi, orgiitsel kaynaklarin yeniden yapilandirilmasi ve degisime uyum kapasitesinin
gelistirilmesini de igeren biitiinciil bir yonetsel yaklagim olarak degerlendirilmektedir (Papatya &
Papatya, 2018).

Saruhan (1994), stratejinin i diinyasinda ilk olarak matematiksel oyun teorisiyle
iligkilendirildigini ve Neumann ile Morgenstern’in ¢alismalarinda ekonomik karar verme
davraniglarinin stratejik mantikla agiklanmaya baslandigini belirtmektedir. Bu donemden itibaren
strateji kavrami, askeri kokenlerinden siyrilarak isletmecilik literatiiriinde karar bilimi ve yonetsel
davranig alanlarinda kullanilmaya baglanmistir. Zamanla stratejik yonetim, yalnizca {ist yonetim
kararlariyla sinirlt bir siire¢ olmaktan ¢ikarak, orgiitiin tiim birimlerini kapsayan dinamik bir yonetim
sistemi haline gelmistir.

Bu doniisiim siirecinde 6zellikle kaynak temelli yaklagim ve dinamik yetenekler perspektifi,
stratejik yonetimin teorik altyapisini giiclendirmistir. Papatya ve Papatya’ya (2018) gore igletmelerin
stirdiiriilebilir rekabet avantaji elde edebilmesi, sahip olduklar1 kaynaklarin niteliginden ¢ok bu
kaynaklar1 degisen g¢evre kosullarma gore yeniden yapilandirabilme yeteneklerine baglidir. Bu
baglamda stratejik yonetim, duragan bir planlama anlayisindan ziyade, 6grenen, uyum saglayan ve
kendini siirekli yenileyen bir yonetim mantigini ifade etmektedir.

Glinlimiiz orgiitlerinde stratejik yonetim anlayisi, belirsizlik, kriz ve dijital donlisiim gibi
faktorlerin etkisiyle daha esnek ve teknoloji temelli bir yapiya evrilmistir. Ozellikle dijitallesmenin
hiz kazandig1 donemlerde, yoneticilerin stratejik karar alma siireglerinde bilgi sistemlerinden ve
dijital altyapilardan yararlanmasi stratejik basarinin belirleyici unsurlarindan biri haline gelmistir
(Hidiroglu, 2020). Bu durum, stratejik yonetimin yalnizca analitik diisiinmeye degil, ayn1 zamanda
teknolojik uyum ve orgiitsel iletisim kapasitesine de dayandigim gostermektedir.

Bu cercevede stratejik yonetim, Orgiitlerin yalnizca bugiinkii performanslarini degil,
gelecekteki varliklarini  siirdiirebilmeleri agisindan da kritik bir yonetsel mekanizma olarak
degerlendirilmektedir. Stratejik kararlarin etkinligi; orgiitsel kaynaklarin dogru yapilandiriimasi,
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insan sermayesinin gii¢lendirilmesi ve dijital sistemlerle biitlinlesik bir ydnetim anlayiginin
benimsenmesiyle dogrudan iligkilidir (Papatya & Papatya, 2018; Hidiroglu, 2020).

Stratejik yonetimin tarihsel gelisiminde planlama anlayisindan yonetisim temelli sistemlere
gecis Onemli bir evrimsel degisimi ifade etmektedir. Kahveci (2008), stratejik yonetim anlayisinin
planlamadan farkinin, gevresel degiskenlere uyum saglama ve Orgiitsel 6grenmeyi yOnetebilme
kapasitesi oldugunu vurgulamaktadir. Stratejik planlama, gelecege yonelik hedeflerin belirlenmesi
stirecini kapsarken, stratejik yonetim bu hedeflerin nasil uygulanacagini, kimler tarafindan
yiiriitiilecegini ve hangi kosullar altinda stirdiiriilecegini belirlemektedir. Bu nedenle stratejik
yonetim, siirekli degisen ¢evresel kosullara yanit verebilen, ¢evik ve yenilik¢i bir yonetim bigimi
olarak degerlendirilmektedir (Bay & Akpinar, 2016).

Bay ve Akpinar (2016), stratejik planlama siirecinde bilgi sistemlerinin ve dijital doniistim
araglarinin 6nemine dikkat cekmektedir. Onlara gore, stratejik yonetim bilgi sistemleri, drgiitlerin ic
ve dis ¢evre analizlerini sistematik bicimde yapabilmelerini saglamakta ve karar vericilere veri
temelli iggdriiler sunmaktadir. Bu durum, stratejik yonetimin yalnizca yonetim bilimi degil, aym
zamanda bilgi yonetimiyle de biitiinlesen bir disiplin oldugunu gostermektedir. Isletmeler, stratejik
kararlarini desteklemek icin bilgi sistemlerinden faydalanarak, stratejik analizlerin dogruluk ve hiz
diizeyini artirabilmektedir. Boylece stratejik yonetim siirecleri daha esnek, 6grenen ve yenilik¢i hale
gelmektedir.

Stratejik yoOnetimin temel bilesenleri arasinda vizyon, misyon, stratejik hedefler, ¢evre
analizi, stratejik alternatiflerin se¢imi, uygulama ve kontrol siiregleri yer almaktadir. Bu bilesenlerin
her biri, orgiitlerin stratejik yonelimlerini belirlemekte ve yonetim uygulamalarina yon vermektedir
(Iscan, 2010). Iscan (2010), stratejik yonetim siirecinde isgdren egitiminin dnemine dikkat gekmekte
ve stratejik hedeflere ulasmanin ancak ¢alisanlarin bilgi, beceri ve tutumlariin bu hedeflerle uyumlu
hale getirilmesiyle miimkiin oldugunu vurgulamaktadir. Bu durum, stratejik yonetim ile insan
kaynaklar1 yonetimi arasindaki etkilesimin ne kadar giicli oldugunu gostermektedir. Stratejik
yonetim anlayiginda ¢alisanlar yalnizca stratejileri uygulayan degil, aym1 zamanda stratejik karar
stireclerinin aktif aktorleri olarak degerlendirilmektedir.

Eski (2009), stratejik yonetim ile orgiit kiiltiirli arasindaki iliskinin orgiitlerin siirdiiriilebilir
basarilar1 agisindan belirleyici oldugunu belirtmektedir. Ona gore, orgiitlerin stratejik hedefleri,
kiiltiirel degerlerle uyumlu oldugunda daha kolay benimsenmekte ve uygulama siirecinde daha az
direncle karsilasiimaktadir. Bu baglamda stratejik yonetim uygulamalari, orgiitsel kiiltiiriin deger,
inang ve normlartyla biitiinlestiginde etkinligini artirmaktadir. Orgiit kiiltiirii stratejik kararlara yon
verirken, stratejik yonetim kiiltiirel degisimi destekleyen bir ara¢ haline gelmektedir. Bu ¢ift yonlii
iligki, orgiitlerde yenilik¢ilik, dayaniklilik ve uzun vadeli 6grenme kapasitesinin olusmasini
saglamaktadir.

Yilmaz ve Altag (2018) stratejik yonetim muhasebesinin isletmelerin rekabet stratejilerinde
oynadigi role dikkat ¢cekmekte, maliyet ve fiyatlama kararlarinin stratejik yonetim siirecinde entegre
bir sekilde degerlendirilmesi gerektigini vurgulamaktadir. Bu yaklagim, stratejik yoOnetim
uygulamalarinda finansal performansin yani sira bilgi akisi, maliyet kontrolii ve kaynak tahsisi gibi
stireclerin de yonetilmesi gerektigini gostermektedir. Benzer sekilde Ergin ve Elmaci (2000; 1999;
2001), stratejik yonetim muhasebesinin stratejik alternatiflerin analizinde, uygun stratejilerin
secilmesinde ve yonetim kararlarinin etkinliginin saglanmasinda kilit bir rol oynadiginmi ifade
etmektedir. Bu calismalar, stratejik yonetim siirecinin yalnizca iist yonetimin karariyla simirlt
kalmadigini, tiim departmanlarin katilimimi gerektiren ¢ok boyutlu bir yapiya sahip oldugunu
gostermektedir.

Sati ve Isik (2011), inovasyon ile stratejik yonetim arasindaki sinerjinin orgiitsel biiyiime ve
stirdiiriilebilirlik i¢in vazgecilmez bir unsur oldugunu ileri siirmektedir. Inovasyonun, stratejik
yonetim siireclerine entegre edilmesi, orgiitlerin yeni {iriin, siire¢ ve hizmet gelistirme kapasitelerini
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artirmakta ve rekabet avantajini kalict hale getirmektedir. Bu noktada stratejik inovasyon kavrami
one cikmaktadir. Stratejik inovasyon, orgiitlerin mevcut stratejik kaliplarimi sorgulayarak yeni is
modelleri ve deger onerileri gelistirmelerini ifade etmektedir (Sati & Isik, 2011). Inovasyon ve
stratejik yonetim sinerjisi, orgiitlerin gevresel belirsizliklere daha hizli yanit vermesini saglamakta
ve uzun vadeli rekabet giiclinii artirmaktadir.

Yiizbasioglu (2004), stratejik maliyet yonetiminin stratejik planlama ve stratejik yonetim
stirecleriyle iligkisini aciklamakta ve hedef maliyet yontemlerinin stratejik hedeflerle
biitiinlestirildiginde isletmelerin performansin artirdigini vurgulamaktadir. Bu yaklasim, stratejik
yonetimin yalnizca makro hedeflerin belirlenmesiyle degil, operasyonel siireglerin maliyet etkin
bicimde yonetilmesiyle de yakindan iligkili oldugunu gostermektedir. Bu nedenle stratejik yonetim,
tiim islevsel alanlarin (finans, muhasebe, iiretim, pazarlama, insan kaynaklar1 vb.) koordinasyonunu
gerektiren biitiinsel bir yonetim yaklagimidir.

Yilmaz (2019), belediyelerde stratejik yonetim kapasitesinin gelistirilmesi iizerine yaptigi
calismada, stratejik yonetim uygulamalarinin kamu kurumlarinda performans, etkinlik ve hesap
verebilirlik diizeylerini artirdigini belirtmektedir. Stratejik yonetim, yalnizca 6zel sektérde degil,
kamu yonetiminde de kurumsal bagariy1 artiran bir yonetim aracidir. Odabas (2004) ise stratejik
yonetimin e-devlet uygulamalariyla biitiinlesmesinin kamu hizmetlerinde seffaflik, katilim ve
verimlilik sagladigini ifade etmektedir. Bu bulgular, stratejik yonetim anlayisinin yalnizca rekabetci
piyasa kosullarinda degil, kamu hizmetlerinde de etkin bir yonetisim mekanizmasi olusturdugunu
gostermektedir.

Iyigiin (2021), stratejik yonetimin gelecegini yapay zeka temelli karar destek sistemleri
baglaminda ele almakta ve dijital doniislimiin stratejik planlama siireglerini kokli bigimde
degistirdigini vurgulamaktadir. Yapay zeka teknolojileri, stratejik analizlerin dogrulugunu
artirmakta, ongoriisel analizlerle karar vericilere daha genis bir veri taban1 sunmakta ve stratejik
alternatiflerin degerlendirilmesini kolaylagtirmaktadir. Bu durum, stratejik yonetim siireglerinin daha
veri odakli, dinamik ve 6ngoriilii hale gelmesini saglamaktadir.

Stratejik yonetim uygulamalarinin etkinligini belirleyen unsurlardan biri de orgiit ici iletisim
ve bilgi paylasimidir. Sarag (2005), benchmarking yonteminin stratejik yOnetim siireclerinde
O0grenme ve karsilastirmali analiz agisindan kritik bir ara¢ oldugunu ifade etmektedir. Benchmarking,
orgiitlerin rakipleriyle ve sektor liderleriyle kendi performanslarini kiyaslamalarini saglayarak
stratejik hedeflerin giincel verilere gore revize edilmesine olanak tanimaktadir. Bu uygulama,
stratejik yonetimin 6grenme temelli dogasimi giiglendirmektedir. Stratejilerin uygulanmasi, yeni
rekabet baglaminda analiz, formiilasyon, uygulama ve gelistirme boyutlariyla degerlendirilmektedir
(Agin, 2026; s. 2008).

Cavus (2005), aile isletmelerinde stratejik yonetim uygulamalarini inceledigi ¢alismasinda,
aile dinamiklerinin stratejik karar alma siireglerini hem kolaylastirici hem de sinirlayict yonde
etkileyebilecegini belirtmektedir. Aile isletmelerinde stratejik yonetim, genellikle kurucularin
degerleri ve aile baglarn cercevesinde sekillenmekte, bu durum uzun vadeli planlama ve
kurumsallagma siireglerini dogrudan etkilemektedir. Bu baglamda stratejik yOnetimin basarisi,
kurumsal yonetisim anlayisinin giiglendirilmesiyle yakindan iligkilidir.

Gengtiirk (2013), yeni Tirk Ticaret Kanunu’nun sermaye sirketleri acisindan getirdigi
diizenlemeleri degerlendirerek, stratejik yonetim uygulamalarinin yasal g¢erceveyle uyum iginde
yiiritilmesi gerektigini vurgulamaktadir. Stratejik yonetim yalnizca yonetsel degil, ayn1 zamanda
hukuki ve etik bir sorumluluk alamidir. Bu nedenle isletmelerin stratejik kararlarimi mevzuata,
finansal raporlama standartlarina ve kurumsal yonetim ilkelerine uygun sekilde tasarlamalar
gerekmektedir.
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Stratejik yonetim literatiiriinde performans 6l¢iimii, geri bildirim mekanizmalar1 ve 6grenme
dongiileri kavramlarn giderek daha fazla 6nem kazanmaktadir. Akg¢ay ve Bilgin (2016), kamu
performans yonetimi baglaminda stratejik yonetim uygulamalarinin ¢alisan performansini artirmada
kritik rol oynadigini belirtmektedir. Performans yonetimi, stratejik hedeflerin operasyonel ¢iktilara
doniistliriilmesini ve bu ¢iktilara dayal siirekli iyilestirme kiiltiiriiniin gelistirilmesini saglamaktadir.
Bu siireg, stratejik yonetimin dinamik ve dongiisel bir yap1 kazanmasina katkida bulunmaktadir.

Stratejik yonetim uygulamalar1 ayn1 zamanda orgiitlerin etik karar alma siiregleriyle de
dogrudan iligkilidir. Mert ve Sen (2019), orgiitsel destek, adalet ve 6z kendilik degerlendirmesi
unsurlarinin psikolojik sermaye ve stratejik yonetim davramiglarini etkiledigini ortaya koymustur.
Etik ilkelerin stratejik karar siireclerine entegre edilmesi, oOrgiitlerin toplumsal mesruiyetini
giiclendirmekte ve uzun vadeli siirdiiriilebilirligi saglamaktadir.

Degiskenler Uzerine Yapilmis Arastirmalar

Psikolojik sermaye, ¢alisan dayaniklilig1 ve stratejik yonetim uygulamalari {izerine yapilan
arastirmalar, modern oOrgiitsel davranis ve yonetim bilimi literatiiriinde hizla genisleyen bir ¢alisma
alan1 olusturmakta ve bu degiskenlerin orgiitsel performans, yenilik¢ilik, baglilik, siirdiiriilebilirlik
ve liderlik gibi bir¢ok kavramla anlaml iligkiler i¢inde oldugunu ortaya koymaktadir. Bu baglamda
literatiir incelendiginde, s6z konusu {i¢ degiskenin hem bireysel hem de orgiitsel diizeyde stratejik
basarty1 ve uzun vadeli rekabet avantajini etkileyen temel psikolojik ve yonetsel faktorler oldugu
gorlilmektedir. Luthans, Vogelgesang ve Lester (2006) tarafindan yapilan oncii c¢aligmalarda
psikolojik sermaye kavrami orgiitlerde bireylerin pozitif psikolojik kaynaklarini temsil eden dinamik
bir yap1 olarak tanimlanmakta ve 6z-yeterlilik, umut, iyimserlik ve dayaniklilik bilesenlerinden
olugan bu yapmin performans, motivasyon ve orgiitsel baglilik lizerinde dogrudan etkili oldugu
belirtilmektedir. Bu galisma, érgiitlerin insan kaynagini sadece teknik bir tiretim faktorii olarak degil,
ayn1 zamanda stratejik bir deger yaratma unsuru olarak gérmeleri gerektigini ortaya koymaktadir.

Luthans ve arkadaglarinin ¢aligmasim izleyen arastirmalarda psikolojik sermayenin farkli
degiskenlerle olan iligkisi birgok baglamda test edilmistir. Yesil, Yetis ve Telli (2016), banka
sektoriinde yaptiklari alan aragtirmasinda psikolojik sermayenin ¢alisanlarin is doyumu, orgiitsel
baglilik ve performans diizeyleri iizerinde anlamli ve pozitif etkileri bulundugunu ortaya koymustur.
Bu bulgu, pozitif psikolojik kaynaklarin hizmet sektoriindeki isgiicii verimliligini artiran temel
mekanizmalardan biri oldugunu gdstermektedir. Benzer bicimde Akgay ve Bilgin (2016) kamu
performans yonetimi baglaminda yaptiklar1 aragtirmada, psikolojik sermaye bilesenlerinin kamu
calisanlarinin bireysel performansini, kurumsal aidiyetini ve orgiitsel biitiinlesmesini giiglendirdigini
belirlemistir. Bu sonuglar, psikolojik sermayenin yalnizca 6zel sektor isletmelerinde degil, kamu
yonetimi kurumlarinda da performans artirict bir rol iistlendigini gostermektedir.

Onan (2021) tarafindan yapilan arastirmada, psikolojik dayanmklilik, ¢calisan dayanikliligi,
orgiitsel baglilik ve is tatmini arasindaki iligkiler incelenmis ve c¢alisan dayanikliligi yiiksek
bireylerin hem psikolojik hem de davranigsal olarak islerine daha fazla baglilik gosterdikleri tespit
edilmistir. Bu bulgu, ¢alisan dayanikliliginin 6rgiitsel baglilik ve is doyumu arasinda bir koprii gorevi
gordiiglinii ve calisanlarin stresle basa ¢ikma becerilerinin genel performans diizeyini artirdigini
gostermektedir. Benzer bicimde Sen (2019), calisanlarin psikolojik sermaye alt boyutlarmin
demografik degiskenlerle iliskisini inceledigi ¢aligmasinda, 6zellikle yas ve kidem degiskenlerinin
psikolojik sermaye diizeylerinde anlamli farklar yarattigini ortaya koymustur. Buna goére, kidemi
yiiksek calisanlar daha yliksek 6z-yeterlilik ve umut diizeylerine sahip olmakta, bu durum onlarin
oOrgiit i¢i problem ¢6zme kapasitelerini ve stratejik katkilarini artirmaktadir.

Andi¢ ve Karaca (2023) tarafindan yapilan c¢alismada, pozitif psikolojik sermayenin is
tatmini iizerindeki etkisi analiz edilmis ve yiiksek psikolojik sermayeye sahip calisanlarin islerine
daha fazla anlam ytikledikleri, mesleki doyumlarimin arttig1 ve orgiitsel baghliklarinin giiglendigi
belirlenmistir. Benzer sekilde Akgay (2018), kisisel degerlerin psikolojik sermaye ve is tatmini
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iliskisinde diizenleyici bir rol oynadigin1 saptamistir. Bu bulgu, bireylerin sahip olduklar1 deger
sistemlerinin psikolojik sermaye diizeyleriyle etkilesim iginde calistigini ve Orgiitlerde deger
uyumunun saglanmasinin psikolojik giiclenmeyi artirdigini gostermektedir.

Psikolojik sermaye literatiiriinde yapilan son donem aragtirmalar, bu kavramin orgiitsel
degisim ve stratejik yonetim siire¢lerinde kritik bir degisken olarak degerlendirildigini
gostermektedir. Grozinger ve arkadaglar (2022) kriz donemlerinde orgiitlerin psikolojik sermaye
diizeyi yiiksek liderlere ve calisanlara sahip olmalarinin stratejik tepkilerinin kalitesini artirdigini,
belirsizlik ortaminda daha rasyonel kararlar alinmasini sagladigini ortaya koymustur. Ayni arastirma,
psikolojik sermaye diizeyinin yiiksek oldugu orgiitlerde stratejik yonetim uygulamalarinin daha etkin
bicimde hayata gecirildigini, o6zellikle inovasyon, risk yonetimi ve kurumsal dayaniklilik
siireclerinde olumlu etkiler yarattigin1 géstermektedir. Grozinger vd. (2025) tarafindan yapilan bir
baska calismada ise KOBI liderlerinin psikolojik sermaye diizeylerinin isletmelerin stratejik
tepkilerinde belirleyici oldugu, yiiksek psikolojik sermayeye sahip liderlerin krizlere karst daha
esnek stratejiler gelistirdikleri vurgulanmaktadir. Bu bulgular, stratejik yOnetim literatiiriinde
psikolojik sermayenin liderlik, karar alma ve stratejik esneklik gibi konularla dogrudan
iligkilendirilebilecegini gdstermektedir.

Avey ve Holley (2024) insan kaynaklar1 yonetimi sistemlerinin psikolojik sermaye
gercevesinde yeniden tasarlanmasi gerektigini belirtmis ve psikolojik sermayenin Orgiitlerde
stirdiirtilebilir rekabet avantaji yaratmada temel bir unsur haline geldigini savunmustur. Bu ¢alisma,
psikolojik sermayenin yalnizca bireysel performansi degil, ayn1 zamanda orgiitsel performansin
siirdiiriilebilirligini de destekledigini ileri stirmektedir. Ayn1 sekilde Zhai ve arkadaslar1 (2023),
dayaniklilik ve stratejik insan kaynaklari yOnetimi arasindaki etkilesimi inceledikleri
aragtirmalarinda, calisanlarin psikolojik dayanikliliklarinin stratejik yonetim mekanizmalariin
etkinligini artirdigim1 ve oOrgiitlerde siirdiiriilebilir insan kaynaklar1 politikalarinin geligimini
kolaylastirdigin1 vurgulamistir. Bu ¢aligmalar birlikte degerlendirildiginde, psikolojik sermaye ve
calisan dayanikliliginin stratejik yonetim uygulamalariyla dogrudan baglantili oldugu, orgiitlerin
uzun vadeli rekabet avantajlarini psikolojik faktorler araciligiyla koruyabildigi goriilmektedir.

Calisan dayanikliligi lizerine yapilan arastirmalar da benzer bigimde pozitif o6rgiitsel davranis
literatlirinlin temel yapi1 taglarindan birini olusturmaktadir. Karakus (2025) tarafindan Tiirkgeye
uyarlanan Calisan Dayanikliligi Olgegi, literatiirde bu kavramin ii¢ boyutlu bir yap1 olarak ele
alindigin1 géstermektedir. Bu boyutlar, siirekli gelisim ve uyum saglama, kaynak arama ve degisime
aciklik ile zorluklarla basa ¢ikma ve kriz yonetimidir. Karakug’un ¢aligmasinda dayaniklilik diizeyi
yiiksek calisanlarin orgiitsel degisimlere daha hizli adapte olduklari, kriz durumlarinda daha rasyonel
karar verdikleri ve Orgiit hedefleri dogrultusunda daha istikrarli performans sergiledikleri tespit
edilmistir. Yurt ve Sentiirk (2022), is siirekliligi yonetim sisteminin isletmelerin stratejik ¢evikligine
etkisini inceledikleri ¢aligmalarinda, dayaniklilig1 yiiksek orgiitlerin kriz donemlerinde performans
kayb1 yasamadiklarin1 ve stratejik hedeflerinden sapmadan faaliyetlerine devam ettiklerini ortaya
koymustur. Bu bulgular, dayanikliligin orgiitsel siirdiiriilebilirlik agisindan stratejik bir faktor
oldugunu kanitlamaktadir.

Dayaniklilik kavramimin psikolojik sermaye ile birlikte ele alindigi ¢alismalar, bu iki
degiskenin birbirini tamamlayan ve giiclendiren yapilar oldugunu gdstermektedir. Luthans ve
arkadaslar1 (2006), psikolojik sermayenin temel bilesenlerinden biri olarak dayanikliligi, bireyin
stresle basa ¢ikma ve krizleri firsata doniistiirme becerisi olarak tanimlamaktadir. Bu baglamda
dayaniklilik, psikolojik sermayenin eyleme doniistiiriilmiis bi¢cimi olarak degerlendirilmektedir.
Onan (2021) da benzer bicimde dayanikliligin orgiitsel baglilik ve is tatmini {lizerindeki etkisini
arastirmig ve dayaniklilign yiiksek ¢alisanlarin psikolojik sermaye diizeylerinin de yiiksek oldugunu
belirlemistir. Bu sonug, psikolojik sermaye ve dayaniklilik arasindaki ¢ift yonlii iliskinin orgiitsel
davranis literatiiriindeki dnemini bir kez daha ortaya koymaktadir.
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Psikolojik sermaye ve dayaniklilik, stratejik yonetim uygulamalarin1 dogrudan etkileyen
insani faktorlerdir. Karayaman (2023), iiniversitelerde stratejik yonetim uygulamalar {izerine yaptigi
arastirmada, stratejik yonetim siireclerinin basarisinin 6rgiit iiyelerinin yenilik¢ilik, 6z yeterlilik ve
dayaniklilik diizeyleriyle yakindan iliskili oldugunu tespit etmistir. Calismada stratejik yonetim
anlayisinin yalnizca yonetsel bir siire¢ degil, ayn1 zamanda orgiit i¢ci 6grenme, paylasim ve dayanigma
kiiltiiriiyle desteklenmesi gerektigi vurgulanmistir. Benzer bicimde Sati ve Isik (2011), stratejik
inovasyonun Orgiitlerin siirdiiriilebilir biiylime stratejilerinin merkezinde yer aldigini ve yenilikgilik
ile stratejik yonetim sinerjisinin Orgiitsel esneklik ve adaptasyon kapasitesini artirdigini ifade
etmektedir.

Stratejik yoOnetim literatiiriinde, dayanikliligin ve psikolojik sermayenin O6zellikle kriz
donemlerinde stratejik karar alma stireglerine etkisi sik¢a arastirilmaktadir. Grézinger ve arkadaslari
(2022) tarafindan yapilan ¢alismada, orgiitlerin kriz yonetimi basarisinin biiyiik 6l¢iide ¢alisanlarin
psikolojik dayaniklilik diizeyiyle iligkili oldugu belirlenmigtir. Bu bulgular, stratejik yoOnetim
uygulamalarinin basarisinin yalnizca rasyonel analizlere degil, aym1 zamanda oOrgiit icindeki
psikolojik dayaniklilik kapasitesine de bagli oldugunu gdstermektedir. Karakus (2025) ve Yurt ve
Sentiirk (2022) de benzer bicimde ¢alisan dayamikliligimin oOrgiitlerin stratejik g¢evikligini
giiclendirdigini ve krizlere kars1 dayanikliligi artirdigin1 vurgulamaktadir.

Psikolojik sermaye ve stratejik yonetim arasindaki iliskiyi ele alan ¢alismalarda, liderlik
tarzlarmin da bu etkilesimde kritik bir rol oynadig gériilmektedir. Topaloglu ve Siiral Ozer (2014),
otantik liderligin psikolojik sermaye ile is performansi arasindaki iliski {izerindeki diizenleyici
etkisini incelemis ve otantik liderlerin ¢alisanlarin psikolojik sermaye diizeylerini artirarak is
performanslarmi giiglendirdigini saptamistir. Bu durum, stratejik yonetim siireglerinde liderlerin
psikolojik giiclendirici davraniglarinin 6rgiitsel dayanikliligi destekleyen bir mekanizma olarak islev
gordiigiinii gostermektedir.

Mert ve Sen (2019) orgiitsel destek, orgiitsel adalet ve 6z kendilik degerlendirmesinin
psikolojik sermaye lizerindeki etkisini analiz etmis ve destekleyici bir orgiit ikliminin ¢alisanlarin
psikolojik sermaye diizeylerini anlamli bicimde artirdigini ortaya koymustur. Bu baglamda orgiit
kiiltiiriniin, psikolojik sermayenin ve dayanikliligin gelisiminde belirleyici bir rol oynadigi
goriilmektedir. Eski (2009) de stratejik yonetim ile orgiit kiiltiirii arasindaki iligkiyi inceleyerek,
kiiltiirel degerlerle uyumlu stratejik yonetim uygulamalarinin ¢alisan dayanikliligini ve psikolojik
sermayeyi giiclendirdigini vurgulamaktadir.

Bu alandaki ¢aligmalar yalnizca bireysel faktorlere degil, ayni zamanda kurumsal yapilar ve
sistemlere de odaklanmaktadir. Ergin ve Elmaci (1999; 2000; 2001) stratejik yonetim muhasebesi
perspektifinden isletmelerin stratejik karar alma siireclerinde maliyet, fiyatlama ve performans
Olclimiiniin 6nemine dikkat ¢cekmekte ve stratejik muhasebe sistemlerinin orgiitsel dayaniklilig
artiran bilgi altyapisint olusturdugunu belirtmektedir. Ayni dogrultuda Yilmaz ve Altag (2018)
stratejik yonetim muhasebesinin rekabet¢i piyasalarda isletmelerin stratejik esneklik kazanmasimi
sagladigini ifade etmektedir.

Stratejik yonetim literatiiriinde dijital doniisiim ve bilgi teknolojilerinin stratejik karar alma
siireglerine etkisi de giderek artan bir arastirma alanidir. lyigiin (2021), yapay zeka destekli ydnetim
sistemlerinin stratejik planlama ve karar alma siire¢lerini doniistiirdiigiinii ve veri temelli analizlerin
orgiitlerin stratejik kapasitesini artirdigin1 vurgulamaktadir. Bu baglamda dijital doniisiim, stratejik
yoOnetim uygulamalarinin daha 6ngoriilii, analitik ve dayanikli hale gelmesini saglamaktadir.

Yurt ve Sentiirk (2022) tarafindan yapilan arastirma, is stirekliligi yonetimi kavramini
dayaniklilik ve stratejik ¢eviklikle iliskilendirerek, stratejik yonetim siireglerinin krizlere karsi daha
esnek hale gelmesini saglayan sistematik bir yap1 oldugunu gostermektedir. Is siirekliligi yonetimi,
orgiitlerin olas1 aksakliklara kars1 operasyonel siireclerini siirdiirebilme yetenegini gelistirmekte ve
bu durum dogrudan ¢alisan dayaniklilig ile iliskilendirilmektedir.
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Arastirma Metodu
Arastirmanin Amaci

Bu aragtirmanin temel amaci, calisanlarin psikolojik sermaye diizeyleri ile c¢alisan
dayaniklilig1 arasindaki karsilikli etkilesimin, isletmelerdeki stratejik yonetim uygulamalarina olan
yansimalarini incelemektir. Giiniimiiz orgiitleri giderek artan rekabet, ekonomik dalgalanmalar ve
teknolojik doniigiim siiregleriyle karsi karsiya kalmakta; bu durum stratejik karar alma siireclerinin
basarisint dogrudan etkilemektedir. Stratejik yoOnetim, kurumlarin gevresel degisimlere uyum
saglayarak rekabet avantaj1 elde etmesini amaglayan dinamik bir siire¢ olarak degerlendirilmektedir
(Saruhan, 1994; Yilmaz, 2019). Bu baglamda, orgiitlerin siirdiiriilebilir basariy1 yakalayabilmeleri
icin yalnizca finansal kaynaklarini degil, ayni zamanda insan kaynaginin psikolojik ve davranissal
kapasitesini de etkin bigimde yonetmeleri gerekmektedir (Akcay & Bilgin, 2016; Siinkiir Cakmak &
Arabaci, 2017). Arastirmanin odaginda, ¢alisanlarin sahip olduklar1 umut, 6z-yeterlilik, iyimserlik
ve dayaniklilik gibi pozitif psikolojik sermaye bilesenlerinin stratejik yOnetim siireclerine nasil
yansidigr yer almaktadir. Ayni zamanda calisan dayanikliiginin kriz, degisim ve belirsizlik
donemlerinde stratejik kararlarin uygulanabilirligini ne o6l¢iide destekledigi sorgulanmaktadir.
Boylelikle, bu ¢aligma hem bireysel diizeyde psikolojik faktdrlerin hem de orgiitsel diizeyde stratejik
uygulamalarin etkilesimini agiklamay1 ve yonetim bilimleri literatiiriine biitiinciil bir katki sunmay1
amaclamaktadir.

Arastirma Sorulari ve Hipotez Gelistirme

Bu arastirma, calisanlarin psikolojik sermaye diizeyleri, dayanikliliklar1 ve isletmelerdeki
stratejik yonetim uygulamalar1 arasindaki iliskileri incelemeyi amaglamaktadir. Bu dogrultuda
arastirma kapsaminda asagidaki temel sorulara yanit aranacaktir:

1. Calisanlarin psikolojik sermaye diizeyleri ile isletmelerdeki stratejik yoOnetim
uygulamalari arasinda nasil bir iliski bulunmaktadir?

2. Calisan dayanikliligi ile stratejik yonetim uygulamalarinin etkinligi arasindaki iligki
nasildir?

3. Calisanlarin psikolojik sermaye diizeyleri ile dayaniklilik diizeyleri arasinda nasil bir

iliski bulunmaktadir?

Bu sorular, arastirmada gelistirilen ii¢ hipotezin yoniinii ve teorik dayanaklarini
belirlemektedir.

Psikolojik sermaye kavrami, c¢alisanlarin sahip olduklart umut, iyimserlik, dayaniklilik ve
0z-yeterlilik unsurlarin orgiitsel hedeflere ulagsma siirecindeki davranigsal ve bilissel katkilarini
aciklamaktadir (Luthans, Vogelgesang & Lester, 2006; Orug, 2018). Bu pozitif psikolojik kaynaklar,
bireylerin yalnizca kendi performanslarini degil, orgiitiin stratejik karar alma siireclerine katilm
bicimlerini de sekillendirmektedir. Pozitif psikolojik sermaye diizeyi yiiksek calisanlar, orgiitiin
vizyonunu benimsemekte, hedef belirleme ve stratejik planlama siireclerinde daha yaratici ve ¢éziim
odakli davranmaktadir (Yesil, Yetis & Telli, 2016; Akcay & Bilgin, 2016). Nitekim Grozinger ve
calisma arkadaslarinin (2021, 2025) farkli sektorlerde yaptiklar arastirmalar, psikolojik sermayesi
yiiksek calisanlarin kriz donemlerinde stratejik esneklik kazandirarak orgiitsel dayaniklilig
giiclendirdigini ortaya koymaktadir. Benzer bigimde Avey ve Holley (2024), psikolojik sermayenin
insan kaynaklar1 sistemleriyle entegre edildiginde stratejik kararlarm etkinligini artirdigim
gostermektedir. Stratejik yonetim literatiirli de, ¢alisanlarin bilissel ve duygusal kaynaklarinin uzun
vadeli stratejik basariy1 destekleyen en kritik unsurlardan biri oldugunu vurgulamaktadir (Sati & Isik,
2011; Bay & Akpinar, 2016). Bu bulgular dogrultusunda, psikolojik sermayesi yiiksek calisanlarin
stratejik yonetim siireclerine daha aktif katilim sagladiklar ve bu siireglerin basarisina pozitif yonde
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katki sunduklar1 6ngoriilmektedir. Dolayisiyla H1: Calisanlarin psikolojik sermayeleri, firmanin
stratejik yonetim uygulamalarinmi pozitif ve anlamh sekilde etkilemektedir.

Dayaniklilik, ¢alisanlarin 6rgiitsel zorluklar, krizler veya beklenmedik degisimler karsisinda
psikolojik esneklik gosterme, uyum saglama ve yeniden toparlanma kapasitesini ifade etmektedir
(Karakus, 2025). Dayanikliligi yiiksek calisanlar, belirsizlik ve stres durumlarinda bile stratejik
hedeflere odaklanarak karar alma siireglerine katki saglamaktadir. Yurt ve Sentiirk (2022), stratejik
ceviklik kavraminmi inceledikleri arastirmalarinda, is stirekliligi ve dayanikliligin stratejik karar
siireclerini olumlu bigimde etkiledigini bulgulamistir. Benzer sekilde Akgay ve Bilgin (2016) de
kamu kurumlarinda psikolojik dayamikliligin performans yonetimi ve stratejik yonelimi
giiclendirdigini gdstermektedir. Bu dogrultuda, ¢alisan dayaniklilig: stratejik yonetimin siirekliligini
destekleyen ve degisen cevresel kosullara uyum saglayan bir ara mekanizma islevi géormektedir.
Ozellikle kriz dénemlerinde dayamiklilig: yiiksek c¢alisanlarin, stratejik planlama ve uygulama
stireclerinde daha etkin roller iistlendigi gozlenmektedir (Eski, 2009; Kahveci, 2008). Dolayisiyla
H2: Calisanlarin dayanikliliklari, firmanin stratejik yonetim uygulamalarini pozitif ve anlamli
sekilde etkilemektedir.

Psikolojik sermaye ile dayaniklilik arasinda gii¢lii bir yapisal bag bulunmaktadir. Luthans ve
arkadaslarina (2006) gore psikolojik sermayenin dort boyutundan biri zaten dayanikliliktir; ancak bu
kavram yalnizca bireyin igsel dayanma giiciinii degil, ayn1 zamanda ¢evresel zorluklara uyum
saglayabilme kapasitesini de temsil etmektedir. Psikolojik sermayesi yiiksek bireyler, stresli
durumlarda daha rasyonel kararlar verebilmekte, olumsuzluklara karsi daha giiglii basa ¢ikma
mekanizmalart gelistirmektedir (Onan, 2021; Akcay, 2018). Bu durum, dayamkliligin yalnizca
dogustan gelen bir 6zellik olmadigini; aksine orgiitsel ortam, liderlik destegi ve pozitif psikolojik
kaynaklar araciligiyla gelistirilebilen bir yetkinlik oldugunu goéstermektedir (Topaloglu & Siiral
Ozer, 2014). Calisanlarin 6z-yeterlilik ve umut diizeyleri yiikseldikce, dayanikliliklarmin da arttigi;
bu artigin orgiitsel hedeflere yonelimi kolaylastirdig: literatiirde siklikla vurgulanmaktadir (Stinkdir
Cakmak & Arabaci, 2017; Mert & Sen, 2019). Grozinger vd. (2022) de psikolojik sermayenin
orgiitlerde stratejik direng mekanizmalarini giliglendirdigini ve dayanikliligin hem bireysel hem
kurumsal diizeyde siirdiiriilebilirlik yaratmada belirleyici oldugunu gdstermektedir. Dolayisiyla H3:
Caliganlarin psikolojik sermayeleri, c¢alisanlarin dayanikliliklarini pozitif ve anlamli sekilde
etkilemektedir.

Arastirma Modeli

Bu arastirma, calisanlarin psikolojik sermayesi ve calisan dayanikliligi degiskenlerinin,
isletmelerdeki stratejik yonetim uygulamalar1 iizerindeki etkisini incelemeye yonelik olarak
tasarlanmig nicel bir aragtirmadir. Arastirmada iligkisel tarama modeli (correlational design)
benimsenmistir. Bu model, degiskenler arasindaki iliskinin diizeyini ve yoniinii ortaya koymak
amaciyla kullanilmaktadir. Calismada bagimsiz degiskenler psikolojik sermaye ve calisan
dayanikliligi, bagimlh degisken ise stratejik yonetim uygulamalaridir.
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Psikolojik Sermaye
BN
Stratejik Y Onetim

H3 H2 Uygulamalar1

Calisan Dayaniklilig

Sekil 1. Aragtirma modeli.
Kaynak: Yazar tarafindan gelistirildi.
Arastirma kapsaminda ti¢ temel hipotez test edilmistir:

H1: Calisanlarin psikolojik sermayeleri, firmanin stratejik yonetim uygulamalarini pozitif ve
anlamli sekilde etkiler.

H2: Calisanlarin dayanikliliklari, firmanin stratejik yonetim uygulamalarini pozitif ve
anlamli sekilde etkiler.

H3: Calisanlarin psikolojik sermayeleri, ¢alisanlarin dayanikliliklarimi pozitif ve anlamlh
sekilde etkiler.

Bu hipotezler dogrultusunda arastirma modeli, psikolojik sermayenin dogrudan hem stratejik
yonetim uygulamalar1 hem de calisan dayaniklilig1 tizerindeki etkisini; dayanikliligin ise stratejik
yonetim tizerindeki etkisini agiklamay1 amaglamaktadir. Model, pozitif orgiitsel davranis kuramina
ve stratejik yonetim teorisine dayanmaktadir.

Evren ve Orneklem

Arastirmanin evrenini, Tiirkiye’de kamu ve 0Ozel sektorde gorev yapan beyaz yakali
calisanlar olusturmaktadir. Evrenin genisligi ve heterojen yapisi nedeniyle érneklem se¢iminde basit
tesadiifi 6rnekleme yontemi kullanilmigstir. Bu yaklagim, her bir bireyin esit se¢ilme olasiligina sahip
oldugu ve 6rneklemin evreni temsil etme giiciinii artiran bir yontemdir.

Orneklem biiyiikliigiiniin degerlendirilmesinde, faktér analizi icin madde basina en az bes
katilime1 6neren yaklagim esas alinmistir (Gorsuch, 1983). Arastirmada kullanilan 31 6lgek maddesi
i¢in bu Olciite gore belirlenen 155 kisilik alt sinir, kayip veri olasiliklarin1 minimize etmek ve alt grup
analizlerinin giivenilirligini artirmak amaciyla hedef oOrneklem biiyikligii 300 kisi olarak
belirlenmistir (Krejcie & Morgan, 1970; Hair, Black, Babin & Anderson, 2019).

Katilmeilarin goniilliililk esasina gore arastirmaya dahil edilmesi saglanmig; arastirmaya
katilim kosulu olarak “aktif olarak ¢alisan beyaz yakali olma” kriteri aranmigtir. Anket formunun
basinda arastirmanin amaci, gizlilik ve veri giivenligi hakkinda bilgilendirme yapilmis ve katilime1
onay1 alinmigtir.
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Veri Toplama Araclari

Aragtirma icin Istanbul Gedik Universitesi Etik Kurulu tarafindan 02.10.2025 tarih ve 2025/6
sayili toplantisinda alinan E-25155520-050.04-2025.173337.87 sayili karar ile etik kurul onay1
verilmistir. Arastirmada veri toplama yontemi olarak anket teknigi kullanilmistir. Anket formu dort
ana boliimden olugmaktadir:

Katilimcilarin cinsiyet, yas, medeni durum, egitim diizeyi ve kidem yili gibi tanimlayici
ozellikleri yer almaktadir. Bu boliim, 6rneklem yapisinin analiz edilmesi ve demografik degiskenlere
gore farklilik testlerinin yapilabilmesi i¢in hazirlanmistir.

Katilmecilarin psikolojik sermaye diizeylerini 6lgmek amaciyla Orug (2018) tarafindan
Tiirkgeye uyarlanan Psikolojik Sermaye Olgegi Kisa Formu (PSO-12) kullanilmustir. Olgek, 6z-
yeterlilik, umut, dayaniklilik ve iyimserlik olmak iizere dort alt boyuttan olusmakta ve toplam 12
maddeden meydana gelmektedir. Katilimcilar begli Likert tipi (1=Kesinlikle Katilmiyorum —
5=Kesinlikle Katiliyorum) bir dlgek iizerinden yamit vermistir. Olcegin Tiirkce uyarlamasinda i¢
tutarlilik katsayisi yiiksek bulunmustur (Cronbach a > .80).

Caliganlarin dayaniklilik diizeylerini belirlemek i¢in Naswall ve ark. (2015) tarafindan
gelistirilen, Karakus (2025) tarafindan Tiirkceye uyarlanan Calisan Dayanikliligi Olcegi
kullanilmistir. Olgek, “Siirekli Gelisim ve Uyum Saglama”, “Kaynak Arama ve Degisime Aciklik”
ve “Zorluklarla Basa Cikma ve Kriz Yonetimi” olmak {izere ii¢ boyut ve toplam 9 maddeden
olugmaktadir. Tiirkge formun gecerlilik ve giivenirlik analizlerinde 6lgegin Cronbach o degeri .85
olarak rapor edilmistir.

Isletmelerde stratejik yonetim uygulamalarini Slgmek amaciyla Karayaman (2023)
tarafindan gelistirilen Stratejik Yonetim Olgegi kullanilmigtir. Olgek 10 maddeden olusmakta olup,
isletmelerin stratejik planlama, ¢evre analizi, misyon-vizyon tanimlari, stratejik hedef uyumu,
uygulama takibi ve rekabet avantaji gibi boyutlarmi Slgmektedir. Olcek 5°1i Likert tipi formatta
diizenlenmistir (1=Kesinlikle Katilmiyorum, 5=Kesinlikle Katiliyorum). Arastirma kapsaminda
Olcek, tiniversite baglamindan is diinyasi baglamma uyarlanmis; baglamsal ifadeler “iiniversite”
yerine “isletme” bigiminde revize edilmistir.

Veri Analiz Yontemi

Arastirma kapsaminda toplanan veriler, SPSS (Statistical Package for the Social Sciences)
yazilimi araciligiyla analiz edilmistir. Verilerin analiz siireci dort asamada gergeklestirilmistir:
Katilimcilarin  demografik o6zelliklerine iliskin frekans ve yiizde dagilimlart hesaplanmistir.
Olgeklerin ig tutarlilik diizeyleri Cronbach Alpha katsayisi ile test edilmistir. Degiskenler arasindaki
iligkilerin yonii ve giicii Pearson korelasyon analizi ile incelenmistir. H1, H2 ve H3 hipotezlerini test
etmek amaciyla ayr ayri basit dogrusal regresyon analizleri gerceklestirilmistir. HI1 kapsaminda
psikolojik sermayenin stratejik yonetim uygulamalan {izerindeki etkisi, H2 kapsaminda calisan
dayanikliliginin stratejik yonetim uygulamalar iizerindeki etkisi ve H3 kapsaminda psikolojik
sermayenin ¢alisan dayaniklilig1 iizerindeki etkisi incelenmistir. Tiim analizlerde anlamlilik diizeyi
p < 0.05 olarak kabul edilmistir. Verilerin normalligi Kolmogorov—Smirnov testi ile, ¢oklu
regresyonda ¢oklu dogrusal baglanti (multicollinearity) varsayimlari ise VIF ve Tolerance degerleri
izerinden degerlendirilmistir.
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Tablo 1. Katilimcilarin Sosyo-demografik Degiskenlere Gore Dagilimi

Degisken Gruplar f %
Cinsiyet Kadmn 160 53,3
Erkek 140 46,7
18-24 33 11,0
Yas 25-34 127 423
3544 103 34,3
45-54 31 10,3

55 ve lizeri 6 2,0
Medeni Durum Bekar 164 54,7
Evli 136 453
1 yildan az 50 16,7
Kidem (Calisma Siiresi) }‘:Z gﬁ 19094 33‘2(7)
7-10 yil 29 9,7

10 yil lizeri 18 6,0

Toplam 300 100

Tablo 1’e gore arastirmaya katilanlarin %53,3’li kadin, %46,7’si erkektir. Katilimcilarin yas
dagilimi incelendiginde en yogun grubun 25-34 yas araliginda (%42,3) yer aldigi, bunu 35-44 yas
grubu (%34,3)nun izledigi goriilmektedir. Bu durum, érneklemin biiyiik dl¢iide is hayatinin aktif
doneminde bulunan yetiskin ¢alisanlardan olustugunu gostermektedir.

Medeni durum agisindan katilimeilarin yarisindan fazlasi bekar (%54,7), kalan kismi ise evli
(%45,3)**dir. Kidem degiskenine gore katilimeilarin ¢ogunlugu 1-3 yil (%34,7) ve 4-6 y1l (%33,0)
araliginda deneyime sahiptir; bu bulgu, 6rneklemin biiylik kisminin kariyerinin erken veya orta
asamalarinda yer aldigin1 gostermektedir.

Gegerlilik ve Giivenilirlik Analizleri

Normallik Testleri

Tablo 2. Olgeklere iliskin Normallik Testi Sonuglari

. Istatistik IStal:lm (S-
Olcek Test (Kolmogorov | p (K-S) (Shapir PW) Sonu¢
—Smirnov) o-Wilk)
. . Veriler normal dagilimdan sapma
Psikolojik N . .
K-S & 0.552 — gostermektedir ancak biiyiik
%ﬁ“:j“iyfps o | SV 0.361-0.473 | 000 0.634 0001 & neklem (n=300) nedeniyle normal
§e8 dagilima yakin kabul edilmistir.
Calisan Testlerde anlamlilik < .05 olsa da
< K-S & 0.634 — orneklem  buyukligii  yiiksek
l?ayaﬁlkhllg} S W 0.357-0.367 .000 0.635 .000 oldugundan dagahim normal
Oleegi (CDO) varsayilmistir
Test sonuglar1 istatistiksel olarak
Stratejik anlamlidir, ancak grafiksel ve
Yonetim KS__SW& 0.348 —0.363 '0(())(())7_ 0(')66334_ '08(())1_ carpiklik—basiklik  degerleri  +1
Olgegi (SYO) ’ ’ ’ sinirlari iginde oldugundan normal
dagilim varsayimi saglanmaktadir.
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Tablo 2’de goriildiigii izere, Kolmogorov—Smirnov ve Shapiro—Wilk testleri her ii¢c dlgek
icin de p < .05 diizeyinde anlamli ¢ikmistir. Bu durum, istatistiksel olarak normal dagilimdan sapma
oldugunu gostermektedir. Ancak 6rneklem biiyiikliigii n = 300 oldugundan, kiigiik sapmalar anlamli
hale gelmekte ve bu nedenle testlerin duyarlilig1 artmaktadir. Literatiirde belirtildigi tizere (Hair vd.,
2019), biiyiik 6rneklemlerde (n > 200) normallik degerlendirmesi yalnizca p degerlerine degil,
carpiklik (skewness) ve basiklik (kurtosis) degerlerine de dayandirilmalidir.

Bu arastirmada her ii¢ 6lcek i¢in carpiklik ve basiklik degerleri +1 araliginda bulunmustur;
histogram, Q—Q ve P—P grafiklerinde ciddi sapma gdzlenmemistir. Dolayistyla verilerin dagilimi
yaklasik normal olarak kabul edilmistir ve parametrik analizlerin (korelasyon, regresyon, t-testi,
ANOVA) uygulanmasi uygun bulunmustur.

Gegerlilik ve Giivenilirlik Analizleri

Tablo 3. Psikolojik Sermaye Olgegi (PSO) AFA Uygunluk ve Giivenirlik Istatistikleri

Istatistik Deger Yorum
Kaiser-Meyer—Olkin (KMO) 0901 (1)91*17121)<lem yeterliligi ¢ok iyi diizeydedir (Kaiser,
Bartlett’s Test of Sphericity 12(66) = 145321, p < 001 Degiskenler arasinda anlamli korelasyonlar

bulunmaktadir; veri faktor analizine uygundur.

Dort  faktér toplam  varyansin  %72’sini
Toplam Agiklanan Varyans (%) 72.34 aciklamaktadir; sosyal bilimler igin giiclii bir
orandir (Hair vd., 2019).

Tim madde yiikleri kabul edilebilir diizeyin
tizerindedir.

Cronbach’s Alpha (o) .849 Olgek yiiksek i¢ tutarliliga sahiptir.

Faktor Yiklerinin Alt Sinir >0.55

Tablo 3’te gosterildigi izere, Psikolojik Sermaye Olgegi, .901 gibi gok iyi bir KMO degeri
ve anlamli bir Bartlett testi sonucu (¥%(66) = 1453,21, p <.001) ile kesifsel faktor analizi igin uygun
bulunmustur. Dort faktorlii yapi, toplam varyansin %72,34°tinii  agiklamis olup, tim faktor
yiiklemeleri en az .55 olarak belirlenmistir. Ayrica, 0,849 olan Cronbach alfa katsayisi, yiiksek i¢
tutarliliga isaret etmistir.

Tablo 4. Psikolojik Sermaye Olcegi AFA Sonuglari

Madde | Faktor Yiik Aciklanan
Sayisi Aralig Varyans (%)

Faktorler Cronbach’s a Aciklama

Calisanlarin ~ gorevleri  basariyla
Oz-Yeterlilik 3 0.61 —0.84 18.72 .81 yerine getirebileceklerine iliskin
inang diizeyi.

Bireylerin hedeflerine ulagsmak igin

Umut 3 0.59 - 0.85 17.36 83 yollar gelistirme . ve
motivasyonlarini stirdiirme
kapasitesi.

Calisanlarin =~ olumsuz  durumlara
Iyimserlik 3 0.63 —0.82 18.11 .85 ragmen  olumlu  beklentilerini
koruyabilme egilimleri.

Kriz ve stres durumlarinda
Dayaniklilik 3 0.64 —0.88 18.15 .86 toparlanma ve uyum saglama
becerisi.
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Tablo 4’te gosterildigi iizere, Psikolojik Sermaye Olgegi, her bir boyutta {ic madde iceren 6z
yeterlilik, umut, iyimserlik ve dayanikliliktan olugsan dort faktorlii bir yapi sergilemistir. Faktor
yiiklemeleri 0,59 ile 0,88 arasinda degismistir ve dort boyut, toplam varyansin %72,34’linii
aciklamistir. Cronbach alfa katsayilar1 0,81 ile 0,86 arasinda degismistir; bu da tiim boyutlarin
yiiksek i¢ tutarliliga sahip oldugunu gostermektedir.

Tablo 5. Psikolojik Sermaye Olcegi CR ve AVE Degerleri
Madde Faktor Yiik

Alt Boyut Sayisi Arahin CR AVE Degerlendirme
Oz- S s
Yeterlilik 3 0.61-0.84 0.772 | 0.534 | Kabul edilebilir diizeyde yakinsama gecerliligi.
Umut 0.59-0.85 0.815 | 0.528 | Yiiksek bilesik giivenirlik; yapi gecerliligi saglanmigtir.

4
Tyimserlik 2 0.63-0.82 0.693 | 0.535 | Faktor yapist homojen; gegerlilik yeterlidir.
Dayaniklilik 3 0.64-0.88 0.808 | 0.587 | Yiiksek aciklanan varyans orani ve giivenilir yapu.

Tablo 5’te gosterildigi iizere, Psikolojik Sermaye Olgegi’nin tiim boyutlari, .693 ile .815
arasinda degisen CR degerleriyle tatmin edici bir bilesik giivenilirlik sergilemistir. AVE degerleri ise
.52 ile .58 arasinda degismis ve Onerilen .50 esik degerini asmistir. Bu bulgular, dort boyutun yeterli
diizeyde bilesik giivenilirlige ve yakinsak gecerlilige sahip oldugunu gostermektedir.

Tablo 6. Calisan Dayaniklilig1 Olcegi (CDO) AFA Uygunluk ve Giivenirlik Istatistikleri

Deger Yorum
Kaiser—Meyer—Olkin (KMO) 0.894 Omeklem yeterliligi oldukga iyidir.
Bartlett’s Test of Sphericity ¥*(36) = 1287.54, p <.001 Veri faktor analizine uygundur.
Toplam Agiklanan Varyans (%) 69.52 iﬁkl?rl;f;tazﬁslam varyansin. yaklasik %6707ini
Faktor Yiiklerinin Alt Sinirt >0.57 Tiim yiikler anlamli diizeydedir.
Cronbach’s Alpha (o) .863 Olcegin giivenirligi yiiksek diizeydedir.

Tablo 6’da gosterildigi iizere, Calisan Dayaniklilhk Olgegi, .894 gibi yiiksek bir KMO degeri
ve anlamli bir Bartlett testi sonucu (¥*(36) = 1287,54, p <.001) ile kesifsel faktor analizi igin uygun
bulunmustur. Ug faktérlii yapi, toplam varyansin %69,52’sini agiklamistir ve tiim faktor yiiklemeleri
en az .57 olmustur. Ayrica, 0,863 olan Cronbach alfa katsayisi, yiiksek i¢ tutarliliga isaret etmistir.

Tablo 7. Calisan Dayanikliligi Olgegi AFA Sonuglar

R Aciklanan
Faktorler b, ELUGH) 05 ¥uk Varyans | Cronbach’s a Aciklama
Sayis1 Arahg (%)
Stirekli Gel}slm ve 3 0.60— 083 2391 34 Deglvslm sureg:lerlr}e a.ktlf katilim
Uyum Saglama ve dgrenme kapasitesi.
Sorunlara yeni ¢6ziim yollar
Ka}jr}gk Arama ve 3 0.58 - 0.81 23.06 .85 bulma ve yenilige agik olma
Degisime Agiklik .
becerisi.
Zorluklarla Basa . -
Cikma ve Kriz 3 0.62-0.86 2325 86 Kriz kosullarinda sogukkanhilikla
Yénetimi problem ¢ozebilme kapasitesi.

Tablo 7°de gosterildigi iizere, Calisan Dayaniklilik Olgegi; siirekli gelisim ve uyum, kaynak
arama ve degisime agiklik ile zorluklarla basa ¢ikma ve kriz yonetimi olmak iizere ti¢ faktorlii bir
yapi sergilemistir. Faktor yiiklemeleri 0,58 ile 0,86 arasinda degismis ve bu li¢ faktor, toplam
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varyansin %69,52’sini agiklamistir. Cronbach alfa katsayilar1 0,84 ile 0,86 arasinda degismis olup,
bu da tiim boyutlar genelinde yiiksek i¢ tutarliliga isaret etmektedir.

Tablo 8. Calisan Dayaniklilig: Olcegi CR ve AVE Degerleri

Alt Boyut Madde | Faktor ¥uk CR AVE Degerlendirme
Sayisi Aralig:
Siirekli Gelisim ve s e
Uyum Saglama 3 0.60-0.83 0.762 0.520 Yakinsama gecerliligi yeterlidir.
Kaynak Arama ve Sl e o .
Degisime Aciklik 3 0.58-0.81 0.740 0.510 Bilesik giivenirlik kabul edilebilir diizeydedir.
Zorluklarla Basa
Cikma ve Kriz 3 0.62-0.86 0.788 0.557 Yap1 tutarlilig: glighidiir.
Y 6netimi

Tablo 8de gosterildigi iizere, Calisan Dayaniklilik Olgegi’nin tiim boyutlari, .72 ile .78
arasinda degisen CR degerleriyle tatmin edici bir bilesik glivenilirlik sergilemistir. AVE degerleri
ise .51 ile .55 arasinda degismis ve Onerilen .50 esik degerini agmistir. Bu sonuglar, ii¢ boyutun da
yeterli bilesik giivenilirlige ve yakinsak gecerlilige sahip oldugunu gostermektedir.

Tablo 9. Stratejik Yonetim Olcegi (SYO) AFA Uygunluk ve Giivenirlik Istatistikleri

Deger Yorum

Kaiser—Meyer—Olkin (KMO) 0.912

¥*(45)=1615.36, p <.001

Ormeklem yeterliligi miikkemmel diizeydedir.

Bartlett’s Test of Sphericity Faktor analizi uygulanabilir.

Tek boyutlu yap1 toplam varyansin %71 ini

0,
Toplam Agiklanan Varyans (%) 71.14 aciklamaktadir,
Faktr Yiiklerinin Alt Sinirt >0.60 Yiiksek faktér. yiikleri yapisal biitiinliigi
desteklemektedir.
Cronbach’s Alpha (o) .903 Olgegin ic tutarlilig1 miikemmel diizeydedir.

Tablo 9°da gosterildigi iizere, Stratejik Yonetim Olgegi, .912 gibi miikemmel bir KMO
degeri ve anlamli bir Bartlett testi sonucu (%*(45) = 1615,36, p <.001) ile kesifsel faktor analizi i¢in
uygun bulunmustur. Olgegin tek boyutlu yapisi, toplam varyansin %71,14’iinii agiklamistir ve tiim
faktor yiiklemeleri en az .60 degerindedir. Ayrica, 0,903 olan Cronbach alfa katsayisi, miikkemmel
bir i¢ tutarliliga isaret etmistir.

Tablo 10. Stratejik Yonetim Olcegi AFA Sonuglari

Faktérler Madde Faktor Yiik Aciklanan Cronbach’s ik ant
Sayis1 Arahgi Varyans (%) 1]
Isletmelerde stratejik
Stratejik planlama, uygulama ve
Yonetim 10 0.60 — 0.88 71.14 903 kontrol stireclerinin
Uygulamalari biitiinciil etkinligini 6lgen
tek faktorlii yapi.

Tablo 10°da gosterildigi iizere, Stratejik Yonetim Olgegi, faktor yiiklemeleri 0,60 ile 0,88
arasinda degisen 10 maddeden olusan tek boyutlu bir yap1 sergilemistir. Bu tek faktor, toplam
varyansin %71,14’linii agiklamis; Cronbach alfa katsayis1 ise 0,903 olarak belirlenmis ve milkkemmel
bir i¢ tutarlilifa isaret etmistir. Bu bulgular, 6l¢egin giivenilirligini ve yapisal gecerliligini
desteklemektedir.
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Tablo 11. Stratejik Yonetim Olcegi CR ve AVE Degerleri

Alt Boyut Madde | Faktor Yik |\ op | syg Degerlendirme
Sayisi Aralig1
Stratejik Yonetim 10 0.60-0.88 0925 0556 Y"ukse.k birlesik giivenirlik ve gegerlilik
Uygulamalari diizeyi.

Tablo 11°de gosterildigi iizere, Stratejik Yonetim Olgegi .925°lik bir CR degeri ile yiiksek
bir bilesik giivenilirlik sergilemistir. .556’ ik AVE degeri, onerilen .50 esik degerini agsmis olup,
Olcegin yeterli yakinsak gegerlilige sahip oldugunu gostermektedir. Genel olarak, bu bulgular 6l¢egin
tek boyutlu yapisinin giivenilirligini ve gecerliligini desteklemektedir.

Korelasyon Analizi.

Tablo 12. Degiskenler Arasindaki Korelasyonlar, Ortalamalar ve Standart Sapmalar

Degiskenler 1 2 3 Ort. SS n
1. Psikolojik Sermaye (PSO) 1 3.45 041 300
2. Calisan Dayaniklilig1 (CDO) S514%* 1 3.51 0.48 300
3. Stratejik Yonetim (SYQO) 425%* 284 %* 1 3.62 0.46 300

Not: p <.001, iki yonli (two-tailed).

Calismada kullanilan dlgekler arasindaki iliskileri belirlemek amaciyla Pearson korelasyon analizi
yapilmistir. Sonuglara gore, psikolojik sermaye ile ¢alisan dayanikliligi arasinda (r= 0,514, p <0,01),
psikolojik sermaye ile stratejik yonetim uygulamalari arasinda (r = 0,425, p < 0,01) ve caligsan
dayanikliligi ile stratejik yonetim uygulamalar1 arasinda (r = 0,284, p < 0,01) pozitif ve istatistiksel
olarak anlamli iligkiler tespit edilmistir. En giiclii iligski, psikolojik sermaye ile c¢alisanlarin
dayanikliligi arasinda saptanmistir. Bu bulgular, psikolojik sermaye diizeyi daha yiiksek olan
calisanlarin daha fazla dayaniklilik sergileme egiliminde oldugunu ve hem psikolojik sermayenin
hem de calisanlarin dayanikliliginin daha etkili stratejik yonetim uygulamalarina katkida
bulunabilecegini gostermektedir.

Hipotez Testleri

Etki Analizi

Tablo 13. Psikolojik Sermaye ve Calisan Dayanikliliginin Stratejik Yoénetim Uygulamalari

Uzerindeki Etkileri
- Standart . Diizeltilmis

Etki B Hata B t p R | R - F(1, 298)
Psikolojik Sermaye
2 Stratejik 477 | 059 | 425 | 8.099 | <.001 | 425 | .180 178 65.692
Yonetim
Uygulamalari
Calisan
Dayaniklihg: — 272 | 053 | 284 | 5108 | <.001 | 284 | .081 077 26.144
Stratejik Yonetim
Uygulamalari
Psikolojik Sermaye
— Calisan .602 .058 514 | 10.337 <.001 514 | 264 261 106.699
Dayaniklilig:

Tablo 13, arastirma hipotezlerini test etmek amaciyla gergeklestirilen ti¢ basit dogrusal
regresyon analizinin sonuglarini sunmaktadir. Ug regresyon modelinin timd, p < 0,001 diizeyinde
istatistiksel olarak anlamli bulunmustur. Dolayisiyla, psikolojik sermaye ve calisan dayamkliligi,
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ilgili bagimli degiskenler i¢in anlamli 6ngdriicii degiskenler olarak ortaya ¢ikmis ve ii¢ hipotezin
tiimii desteklenmistir.

HI hipotezi i¢in, psikolojik sermayenin stratejik yonetim uygulamalar {izerinde pozitif ve
istatistiksel olarak anlamli bir etkisi oldugu goriilmistiir (B = .477, B = .425, t = 8.099, p < .001).
Standartlagtirnlmamis katsay1, psikolojik sermayedeki bir birimlik artigin stratejik ydnetim
uygulamalarinda 0,477 birimlik bir artisla iligkili oldugunu gostermektedir. Model, 0,425 R degeri
ve 0,180 R? degeri vermistir; bu da psikolojik sermayenin stratejik yonetim uygulamalarindaki
varyansin %18’ini agikladigim gostermektedir. Genel regresyon modeli istatistiksel olarak
anlamliydi, F(1,298)= 65,587, p <0,001. Bu sonuglar, 6z yeterlilik, umut, iyimserlik ve dayaniklilik
ile karakterize edilen daha yiiksek psikolojik sermaye diizeyine sahip ¢aligsanlarin, daha etkili stratejik
yonetim uygulamalart bildirdigini gostermektedir. Dolayisiyla, H1 hipotezi desteklenmistir.

H2 hipotezi agisindan, ¢alisanlarin dayaniklilig1 da stratejik yonetim uygulamalari {izerinde
pozitif ve istatistiksel olarak anlamli bir etkiye sahipti (B = 0,272, p = 0,284, t = 5,108, p < 0,001).
Calisanlarin dayanikliligindaki bir birimlik artis, stratejik yonetim uygulamalarinda 0,272 birimlik
bir artigla iligkilendirildi. Modelin R degeri 0,284, R? degeri ise 0,081 idi. Buna gore, calisan
dayanikliligi stratejik yonetim uygulamalarindaki varyansin %8,1°ini agiklamigtir. Model
istatistiksel olarak anlamli bulunmustur: F(1, 298) = 26,095, p < 0,001. Bu bulgu, degisime daha iyi
uyum saglayabilen, kaynak arayisinda bulunan ve zorluklarla krizlerle basa ¢ikabilen calisanlarin,
kuruluslarimin stratejik yonetim uygulamalarini daha etkili olarak algilama egiliminde olduklarin
gostermektedir. Dolayisiyla, H2 hipotezi desteklenmistir.

H3 hipotezi icin ise psikolojik sermayenin c¢alisan dayanmikliligi iizerinde pozitif ve
istatistiksel olarak anlamli bir etkisi oldugu goriilmiistiir (B = 0,602, =0,514,t=10,337, p <0,001).
Standartlastirilmamis katsayi, psikolojik sermayedeki bir birimlik artisin ¢alisan dayanikliliginda
0,602 birimlik bir artisla iligkili oldugunu gostermektedir. Model, 0,514 R degeri ve 0,264 R* degeri
vermistir; bu da psikolojik sermayenin c¢alisanlarin dayanikliligindaki varyansin %26,4 {inii
acikladigin1 gostermektedir. Genel model istatistiksel olarak anlamlidir: F(1, 298) = 106,852, p <
0,001. En yiiksek standartlastirilmig katsay1 ve agiklanan varyansin da gosterdigi gibi, bu, test edilen
iic model arasinda en giiglii iliskidir. Sonug, daha giiclii olumlu psikolojik kaynaklara sahip
calisanlarin zorluklarla basa ¢ikma ve orgiitsel degisime uyum saglama kapasitesinin daha yiiksek
oldugunu gostermektedir. Dolayistyla, H3 hipotezi desteklenmistir.

Ug model karsilastirildiginda, psikolojik sermayenin stratejik ydnetim uygulamalar1 (B =
0,425) i¢in galisanlarin dayanikliligindan (B = 0,284) daha giiclii bir 6ngoriicii oldugu goriilmistiir.
En giiclii genel etki, psikolojik sermaye ile ¢alisanlarin dayanikliligi arasinda gézlemlenmistir (f =
0,514). Agiklanan varyans acisindan, H3 modeli %26,4 ile en yliksek acgiklayici giice sahiptir; bunu
%18 ile H1 ve %8,1 ile H2 izlemektedir. Genel olarak, bulgular psikolojik sermayenin hem stratejik
yonetim uygulamalarinda hem de ¢alisan dayanikliliginda 6nemli bir rol oynadigini, ayn1 zamanda
calisan dayanikliliginin da stratejik yonetim uygulamalarmma o6nemli bir katki sagladigini
gostermektedir.

Tartisma ve Sonu¢

Bu aragtirmada elde edilen bulgularin 1s18inda yapilan tartigma, ii¢ temel iliskiyi —psikolojik
sermaye ile stratejik yonetim, dayaniklilik ile stratejik yonetim ve psikolojik sermaye ile dayaniklilik
arasindaki iligkiyi— kuramsal ve ampirik literatiirle bitiinlestirmektedir. Bulgular, pozitif 6rgiitsel
davranig yaklasiminin varsayimlarini destekler nitelikte olup, ¢alisanlarin psikolojik kaynaklarinin
orgiitlerin stratejik performansini dogrudan ve dolayli bicimlerde etkiledigini gostermektedir.
Aragtirma sonuglari, Luthans ve arkadaglarinin (2006) psikolojik sermaye modelinde 6ne siirdiigii
oz-yeterlilik, umut, iyimserlik ve dayaniklilik bilesenlerinin, orgiitsel diizeyde stratejik yonetisime
katki saglayan bilissel ve duygusal kaynaklar oldugunu dogrulamaktadir.
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Calismada elde edilen ilk bulgu, calisanlarin psikolojik sermayelerinin stratejik yonetim
uygulamalar1 tizerindeki etkisinin pozitif ve anlamli oldugunu gostermektedir. Bu bulgu, Grozinger
ve arkadaslarinin (2021) kriz dénemlerinde orgiitsel psikolojik sermayenin isletme performansini
artirdi§ina yonelik tespitleriyle uyum gostermektedir. Pozitif psikolojik sermayeye sahip ¢alisanlar,
orgiitsel vizyonu igsellestirmekte, stratejik hedeflere ulasma konusunda daha yiiksek kararlilik
sergilemekte ve degisim siireglerini tehdit degil firsat olarak algilamaktadir. Akgay ve Bilgin’in
(2016) kamu performans yonetimi iizerine yaptig1 arastirma da benzer bicimde, psikolojik sermaye
diizeylerinin kurumlarin stratejik performans siireclerini gili¢lendirdigini ortaya koymaktadir. Bu
dogrultuda arastirmanin bulgusu, psikolojik sermayesi yiiksek oOrgiitlerin stratejik planlama ve
uygulama siireglerinde daha cevik, yenilik¢i ve dayanikli yapilar sergiledigini gostermektedir.

Saruhan’in (1994) stratejik yonetim ve planlama iizerine yaptig1 klasik ¢aligmada stratejinin,
bireysel rasyonellik ve kaynak kullanim becerisine dayandigi vurgulanmaktadir. Bu baglamda,
psikolojik sermayesi giiclii ¢alisanlarin stratejik planlama siireclerine daha aktif katilim gdstermeleri,
rasyonel karar alma mekanizmalarinin giliglenmesine katki saglamaktadir. Benzer bigimde Yesil,
Yetis ve Telli (2016) tarafindan banka sektoriinde yapilan arastirma, psikolojik sermayesi yliksek
calisanlarin orgiitsel hedefleri daha kolay benimseyerek stratejik siireglere daha fazla katki
sunduklarini belirtmektedir. Bu bulgular, mevcut aragtirmanin sonucunu desteklemekte ve psikolojik
sermayenin Orgiitlerin stratejik yonetim basarilarinda temel belirleyici oldugunu ortaya koymaktadir.

Avey ve Holley (2024) insan kaynaklari yonetimi sistemlerinde psikolojik sermaye
bilesenlerinin entegrasyonuna iliskin ¢aligmasi, bu arastirmadaki bulgularla Ortiismektedir.
Calisanlarin 6z-yeterlilik ve umut diizeylerinin yiiksek olmasi, stratejik yonetim siireglerinde risk
alma, inovasyon gelistirme ve problem ¢dzme yetilerini gliglendirmektedir. Bu durum, isletmelerin
stratejik hedeflere ulasma potansiyelini artirmakta ve orgiitsel siirdiiriilebilirligi desteklemektedir.
Sati ve Isik (2011) stratejik inovasyonun siirdiiriilebilir rekabet avantaji yaratmada Onemini
vurgulamaktadir; bu perspektiften bakildiginda psikolojik sermaye, inovatif diistinmeyi destekleyen
bir igsel enerji kaynagi olarak orgiitsel stratejilerin uygulanabilirligini artirmaktadir.

Ikinci bulgu olan calisan dayaniklilig: ile stratejik yonetim arasindaki pozitif iliski, Zhai ve
arkadaslarinin (2023) stratejik insan kaynaklari yoOnetiminde dayanikliligin oOrgiitsel ceviklik
izerindeki etkisine iligskin bulgularyla paralellik gostermektedir. Dayaniklilik, ¢alisanlarin krizler
karsisinda esnek kalmasini ve stratejik hedeflerden sapmadan yoluna devam etmesini saglayan bir
mekanizma olarak tanimlanmaktadir. Yurt ve Sentiirk (2022) isletmelerin stratejik ¢evikligini
etkileyen unsurlar arasinda is siirekliligi yonetim sisteminin yan sira dayanikliligin da 6nemli bir
faktor oldugunu vurgulamaktadir. Arastirmamizda da benzer bigimde, dayanmiklilifi yiiksek
calisanlarin stratejik silireglerde daha tutarli, motive ve ¢6ziim odakli davrandiklart goriilmektedir.

Karakus’un (2025) Tiirk¢eye uyarladigi calisan dayanikliligi 6lgeginde tanimlanan “siirekli
gelisim ve uyum saglama” boyutu, aragtirmamizin ikinci hipotezini destekleyen bir kavramsal temel
sunmaktadir. Bu boyut, bireylerin degisen kosullara karsi psikolojik esneklik gostererek orgiitsel
stratejilerin uygulanabilirligini artirdigim ortaya koymaktadir. Benzer sekilde Onan (2021) da
dayanikliligin orgiitsel baglilik ve is tatminiyle birlikte kurumsal siirdiiriilebilirligi giiclendirdigini
belirtmektedir. Dolayisiyla dayaniklilik, stratejik yonetim siireclerinin siirekliligini ve etkinligini
artiran bir ¢alisan niteligi olarak degerlendirilmektedir.

Eski’nin (2009) orgiit kiiltiirii ve stratejik yonetim iligkisine dair ¢alismast da bu sonucu
destekler niteliktedir. Giiglii bir 6rgiit kiiltiiriiniin parcasi olan dayaniklilik, stratejik planlarin hayata
gecirilmesinde birlestirici bir unsur olarak rol oynamaktadir. Stratejik hedefler, dayaniklilig1 yiiksek
orgiitlerde yalmizca yoneticilerin yonlendirmesiyle degil, tiim c¢alisanlarin inisiyatifiyle
uygulanmaktadir. Bu durum, arastirmamizin bulgusuyla oOrtiismekte ve stratejik yOnetimin
basarisinin yalnizca yapisal degil, ayn1 zamanda psikolojik faktorlere de bagh oldugunu
gostermektedir.
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Ucgiincii bulgu, psikolojik sermaye ile calisan dayaniklihig: arasindaki giiglii ve anlamli
iligkiyi ortaya koymaktadir. Luthans ve arkadaglarinin (2006) psikolojik sermaye kuraminda
vurgulanan 6z-yeterlilik, umut, iyimserlik ve dayaniklilik bilesenleri, dayanikliligin duygusal ve
biligsel altyapisini olusturmaktadir. Akcay’in (2018) kisisel degerler ve psikolojik sermaye iizerine
yaptig1 calismada da psikolojik sermaye diizeyi yiiksek bireylerin stresle daha kolay basa ¢iktiklar
ve is doyumlarini daha yiiksek seviyede tuttuklar1 belirlenmistir. Mevcut arastirmada bu iliski,
dayanikliligin psikolojik sermayenin dogal bir sonucu olarak ortaya ¢iktigini gostermektedir.

Topaloglu ve Siiral Ozer’in (2014) otantik liderligin psikolojik sermaye ile is performansi
arasindaki iligkide diizenleyici etkisini inceledigi ¢alismada da benzer sonuglar elde edilmistir.
Otantik liderlik ortaminda calisan bireylerin psikolojik sermaye diizeyleri arttik¢a dayaniklilik ve
performans diizeyleri de yiikselmektedir. Bu baglamda psikolojik sermaye, dayaniklilig1 besleyen
temel bir onciil olarak degerlendirilmektedir. Sen’in (2019) 6gretmenlerin psikolojik sermaye alt
boyutlarii inceledigi arastirmasinda da benzer bigimde, psikolojik sermaye bilesenlerinin
demografik degiskenlerden bagimsiz olarak calisan dayamikliligini artirdigi tespit edilmistir. Bu
sonuglar, mevcut aragtirmanin tiglincii hipotezini destekler niteliktedir.

Aragtirmanin biitiinsel degerlendirmesinde, psikolojik sermaye ve dayanikliligin stratejik
yonetim tizerindeki etkilerinin karsilikli olarak birbirini besledigi goriilmektedir. Dayaniklilig
yiiksek calisanlar, psikolojik sermayenin iiretken bicimde kullanilmasina zemin hazirlamakta;
psikolojik sermayesi yiiksek bireyler ise oOrgiit i¢inde dayaniklilik kiiltiiriiniin yayilmasini
saglamaktadir. Bu dongii, orgiitlerin stratejik hedeflerine ulagsma potansiyelini artiran bir sinerji
yaratmaktadir. Bu durum, Sati ve Isik’1n (2011) stratejik inovasyon ve yonetim sinerjisi ¢alismasinda
vurgulanan “yapisal ve bilissel biitiinlesme” kavramiyla ortiismektedir.

Bulgular, yonetim bilgi sistemlerinin stratejik planlama iizerindeki etkisini inceleyen Bay ve
Akpinar’in (2016) calismasiyla da dolayli bi¢cimde iliskilendirilebilmektedir. Bu calisma, stratejik
planlama siirecinin bilgi yonetimiyle desteklenmesi gerektigini savunmaktadir; mevcut arastirmada
ise bu siirecin psikolojik sermaye ve dayaniklilik gibi insani faktorlerle desteklenmesi gerektigi
sonucuna ulasilmaktadir. Her iki durumda da stratejik yonetim, yalnizca teknik bir siire¢ degil, ayni
zamanda bilissel ve duygusal kaynaklarin biitiinciil bicimde yonetildigi bir sistem olarak
degerlendirilmektedir.

Ergin ve Elmaci’min (1999, 2000, 2001) stratejik yonetim muhasebesi iizerine yaptigi
calismalar, stratejik kararlarin etkinliginde finansal analizlerin yaninda orgiitsel kiiltiir ve ¢alisan
davraniglarinin da 6nemli oldugunu vurgulamaktadir. Mevcut aragtirmada psikolojik sermaye ve
dayanikliligin stratejik kararlara etkisi, bu yaklagimi insan odakli bir perspektifle tamamlamaktadir.
Kahveci’nin (2008) stratejik yonetim modeli lizerine gelistirdigi kuramsal ¢erceve de bu dogrultuda,
isletmelerin kaynaklarini ¢evresel degisimlere uyum saglayacak bicimde doniistiirme kapasitesine
odaklanmaktadir; psikolojik sermaye bu kapasitenin temel Dbilesenlerinden biri olarak
degerlendirilmektedir.

Iyigiin’iin (2021) yapay zeka ve stratejik yonetim iizerine yaptig1 degerlendirmede, stratejik
kararlarin gelecekte bilissel ve duygusal bilesenleri birlestiren hibrit modeller tizerinden yiiriitiilecegi
ongoriilmektedir. Mevcut aragtirmanin sonuglari bu yaklagimi desteklemekte ve gelecegin stratejik
yonetim modellerinde psikolojik sermaye ile dayanikliligin kurumsal zekanin ayrilmaz bir pargasi
haline gelecegini gostermektedir. Ayrica, Cavus’un (2005) aile isletmelerinde stratejik yOnetim
stireclerine dair bulgulari, insan unsurunun yoOnetim siireglerindeki agirligimi agik¢a ortaya
koymaktadir. Aile isletmelerinde stratejik basarmin siirdiiriilebilirligi, yoneticilerin ¢alisanlarla
kurdugu giiven iliskisi ve psikolojik baglilik diizeyiyle dogrudan iliskilidir; bu durum aragtirmamizin
psikolojik sermaye bulgusunu desteklemektedir.

Arastirma bulgulan1 ayrica, orgiit kiiltiiriiniin psikolojik sermaye ile stratejik yonetim
arasindaki araci roliinii de ima etmektedir. Mert ve Sen’in (2019) oOrgiitsel adalet, destek ve 6z
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degerlendirme degiskenleriyle psikolojik sermaye arasindaki iliskiyi inceledigi arastirmada,
destekleyici bir orgiit ikliminin psikolojik sermayeyi gili¢lendirdigi belirlenmistir. Bu tespit,
arastirmamizin sonucuyla uyumludur; zira c¢alisanlarin destek ve giiven ortaminda gelistirdikleri
psikolojik sermaye, stratejik siireclere daha etkin bicimde yansimaktadir.

Aragtirmanin ii¢ hipotezine iliskin elde edilen bulgular literatiirle tutarlidir ve orgiitlerin
stratejik yonetim siireclerinde psikolojik sermaye ve dayanmiklilig belirleyici faktorler oldugunu
acik bicimde ortaya koymaktadir. Luthans ve Vogelgesang (2006) tarafindan gelistirilen pozitif
psikolojik sermaye modelinin, Karakusg’un (2025) calisan dayanikliligi modeliyle birlestiginde
stratejik yOnetim kapasitesini gii¢lendiren biitiinciil bir ¢ergeve sundugu sdylenebilmektedir. Bu
arastirma, psikolojik sermaye, dayaniklilik ve stratejik yoOnetim arasindaki iliskiyi Tirkiye
baglaminda nicel verilerle dogrulayarak literatiire 6nemli bir katki saglamaktadir. Elde edilen
sonugclar, gelecekteki aragtirmalar i¢in orgiit iklimi, liderlik tarzi, orgiitsel adalet ve inovasyon kiiltiirii
gibi degiskenlerin modele dahil edilmesiyle bu iligkilerin daha derinlemesine incelenebilecegini
gostermektedir.

Bu dogrultuda, stratejik yonetimin yalnizca planlama ve kontrol siireclerinden ibaret
olmadigy; calisanlarin psikolojik dayanikliligi, 6z-yeterlilikleri ve iyimserlikleriyle desteklendiginde
kalic1 bir rekabet avantajia doniistiigii sonucuna ulasilmaktadir. Isletmelerin siirdiiriilebilir basarisi,
calisanlarin psikolojik giiclerinin orgiitsel stratejilere entegrasyonu ile saglanmaktadir. Dolayisiyla
psikolojik sermaye ve dayaniklilik, gliniimiiz stratejik yonetim anlayisinda hem insan kaynaklari hem
de genel yonetim politikalarinin merkezine yerlestirilmesi gereken temel kavramlar arasinda yer
almaktadir.

Bu aragtirmada, ¢alisanlarin psikolojik sermaye diizeyleri ile ¢alisan dayaniklilig1 arasindaki
iliskiler ve bu degiskenlerin isletmelerdeki stratejik yonetim uygulamalar iizerindeki etkileri
incelenmistir. Arastirmanin amaci dogrultusunda olusturulan {i¢ hipotez, nicel veri analizi sonucunda
istatistiksel olarak desteklenmistir. Bulgular genel olarak, ¢alisanlarin psikolojik ve davranigsal gii¢
kaynaklarinin, kurumlarin stratejik yonetim kapasitelerini giiglendirdigini ve Orgiitsel karar
stireglerine olumlu katkilar sundugunu ortaya koymaktadir.

Analiz sonuglar1 gostermektedir ki, calisanlarin psikolojik sermaye diizeyleri yiikseldikc¢e
stratejik yonetim uygulamalarinin etkinligi anlamli bigimde artmaktadir. Baska bir ifadeyle, 6z-
yeterlilik, umut, iyimserlik ve dayaniklilik gibi pozitif psikolojik 6zelliklere sahip calisanlar, stratejik
diisiinme siireclerine daha aktif bigcimde katilim gdstermekte, degisen cevresel kosullara daha kolay
uyum saglayabilmekte ve stratejik kararlarin uygulanabilirligini artirmaktadir. Bu sonug, Luthans ve
arkadaglarinin (2006) psikolojik sermaye kuramiyla oOrtiismektedir; zira orgiitlerin siirdiiriilebilir
basarisinin yalnizca maddi kaynaklara degil, c¢alisanlarin psikolojik giiciine de dayandig
vurgulanmaktadir. Dolayisiyla psikolojik sermaye, isletmelerin stratejik esneklik ve yenilik
kapasitesini destekleyen 6nemli bir i¢sel kaynak olarak degerlendirilmektedir.

Arastirmanin ikinci bulgusu, calisan dayaniklili§inin stratejik yonetim uygulamalari
iizerindeki etkisine iliskindir. Elde edilen sonuglar, dayaniklilig1 yiiksek calisanlarin orgiitsel krizler,
belirsizlikler ve digsal soklar karsisinda daha hizli toparlanabildiklerini ve stratejik hedeflere
yonelme konusunda daha istikrarli davrandiklarini gostermektedir. Bu bulgu, Naswall vd. (2015) ve
Karakus’un (2025) ortaya koydugu calisan dayanikliligi modelini desteklemektedir. Dayaniklilik,
orgiitlerin stratejik siirdiiriilebilirlik diizeyini artirmakta, stratejik planlarin kriz kosullarinda dahi
uygulanabilir kalmasina katki saglamaktadir. Ozellikle giiniimiiziin ekonomik dalgalanmalar,
teknolojik doniisiimler ve sosyo-politik belirsizliklerle dolu is ortamlarinda, ¢alisan dayaniklilig
stratejik yonetim sistemlerinin direng kazanmasinda belirleyici bir faktor olarak 6ne ¢ikmaktadir.

Ucgiincii bulgu, psikolojik sermaye ile ¢alisan dayaniklihg: arasindaki iliskiye yoneliktir. Elde
edilen sonuglar, psikolojik sermayesi yiiksek calisanlarin dayaniklilik diizeylerinin de anlamh
bicimde arttigin1 ortaya koymaktadir. Bu bulgu, psikolojik sermayenin yalnizca performans ¢iktilart

www.turkishstudies.net/economy



4764 Ahmet Erkasap

iizerinde degil, ayn1 zamanda bireylerin zorluklarla basa ¢ikma yetenekleri iizerinde de etkili
oldugunu gostermektedir. Bu durum, pozitif orgiitsel davranig literatiiriinde yer alan “karsiliklt
giiclenme” yaklasimini dogrulamaktadir; ¢iinkii ¢alisanlarin psikolojik kaynaklar arttikga, orgiitsel
stres faktorlerine karsi direng kapasiteleri de giiclenmektedir. Bagka bir ifadeyle, psikolojik sermaye,
dayanikliligin bilissel ve duygusal alt yapisini olusturmaktadir.

Genel olarak degerlendirildiginde, bu arastirmanin sonuglar1 ¢aligsanlarin psikolojik
sermayesinin ve dayanikliliginin 6rgiitsel diizeyde stratejik yonetim basarisi i¢in kritik Gneme sahip
oldugunu gostermektedir. Bu sonug, isletmelerin insan kaynaklari politikalarinin yalnizca teknik
yetkinliklere degil, ayn1 zamanda g¢aliganlarin psikolojik refahini ve pozitif biligsel kaynaklarin
gelistirmeye odaklanmasit gerektigini ortaya koymaktadir. Her Orgiit rekabet {istiinligi
saglayabilmek adina sahip oldugu gercekleri ve durumuna gore psikolojik sermayesini yonetmeli,
orgiitiine 6zgii hale getirmeli ve gelistirmelidir (Altan ve Ozpehlivan, 2018;s. 163). Stratejik ydnetim
anlayisi, klasik planlama ve rekabet analizlerinin Otesinde, calisanlarin igsel motivasyon ve
dayaniklilik diizeyleriyle desteklenmedikge siirdiiriilebilir olmamaktadir. Dolayisiyla insan faktorii,
stratejik basarinin belirleyici unsurudur.

Elde edilen sonuglar 1s181nda, kurumlarin stratejik yonetim siireglerinde daha etkin sonuglar
elde edebilmesi icin asagidaki Oneriler gelistirilmistir:

Psikolojik sermayenin gelistirilmesi kurumsal 6ncelik olmalidir. Kurumlarda psikolojik
sermaye, yalnizca bireysel bir 6zellik degil, orgiitsel bir kapasite olarak ele alinmalidir. Egitim
programlari, mentorluk siiregleri ve psikolojik destek uygulamalariyla calisanlarin umut, 6z-
yeterlilik, iyimserlik ve dayaniklilik boyutlar1 sistematik bicimde gelistirilecektir. Bu yaklasimla,
calisanlarin stratejik siireglerdeki sorumluluk alma diizeyleri artirilacaktir. Stratejik yoOnetim
stireclerine calisan katilimi tesvik edilmelidir. Calisanlar yalmzca stratejik kararlarin uygulayicist
degil, ayn1 zamanda siirecin tasarimcist konumuna getirilmelidir. Katilimc1 yonetim anlayist
benimsenerek stratejik planlama, hedef belirleme ve performans degerlendirme siireglerinde
calisanlarin goriisleri alinacaktir. Bu yontem, orgiitsel sahiplenmeyi gii¢clendirecektir. Dayaniklilig
artirict orgilit iklimi olusturulmalidir. Calisanlarin krizlere kars1 dayanikliliklarini giiglendirmek icin
giiven, destek ve agiklik temelli bir 6rgiit iklimi olusturulacaktir. Psikolojik giiven ortami, hatalardan
O0grenmeyi kolaylastirmakta ve yenilik¢i davranislart tegvik etmektedir. Bu kapsamda yoneticiler,
hata yapma korkusunu azaltan, deneme ve 6grenmeyi tesvik eden liderlik tarzlari benimsemelidir.
Psikolojik sermaye ve dayaniklilik, performans yonetimi sistemlerine entegre edilmelidir.
Performans degerlendirme siireglerinde yalnizca nicel hedefler degil, ¢alisanlarin pozitif psikolojik
becerileri de gbz 6nlinde bulundurulmalidir. Bu sayede kurumlar, ¢alisanlarinin stratejik hedeflere
ulagsma potansiyelini daha biitiinciil bicimde Slgebilecektir. Kurumsal egitimlerde pozitif psikoloji
temelli yaklasimlar kullanilmahidir. Egitim ve gelisim programlarinda pozitif psikoloji ilkeleri, stres
yonetimi, esneklik, 6z farkindalik ve umut temelli uygulamalarla desteklenecektir. Bu sayede
calisanlar, degisim siireclerinde kendilerini daha gii¢lii ve hazir hissedeceklerdir. Liderlik politikalar
psikolojik dayanikliligi destekleyici bigimde yapilandirilmalidir. Yoneticiler, ¢alisanlarin psikolojik
refahim artiracak bi¢imde destekleyici, etik ve kapsayici liderlik tarzlar1 benimsemelidir. Bu tiir
liderlik uygulamalari, hem psikolojik sermaye bilesenlerinin gelisimini hem de stratejik yonetim
uygulamalarinin basarisini artiracaktir.

Gelecekte yapilacak arastirmalarda modelin genisletilmesi 6nerilmektedir. Bu ¢alismada
psikolojik sermaye ve dayanikliligin stratejik yonetim tizerindeki dogrudan etkileri ele alinmistir.
[lerleyen galismalarda 6rgiitsel destek, liderlik tarzi, drgiitsel baglilik ve inovasyon kiiltiirii gibi araci
veya diizenleyici degiskenler modele dahil edilerek daha kapsamli analizler yapilmalidir. Ayrica
farkli sektorlerde karsilagtirmali aragtirmalar yiiriitiilerek modelin genellenebilirligi test edilebilir.
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