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Abstract: This study aims to determine the mediating role of workplace incivility in the effect of emotional
deprivation experienced by employees in pre-school education institutions on their turnover intention. The
education sector, which is one of the fundamental building blocks in shaping the future of a society, is
knowledge-based and consists of labor-intensive work processes. In addition to long working hours, factors
such as institutional and parental pressure and high performance expectations expose individuals working in
educational institutions to significant pressure and negativity, which in turn increases their turnover intention.
This research is built on the theoretical framework that emotional deprivation acts as a factor that increases the
level of perceived incivility in the work environment, and that increased incivility subsequently heightens
turnover intention. Data were obtained through surveys from individuals working in private pre-school
education institutions and analyzed using statistical software packages. The data, analyzed via Structural
Equation Modeling (SEM), revealed that emotional deprivation at work significantly and positively affects
both turnover intention and workplace incivility. Additionally, workplace incivility was found to have a
positive and significant impact on turnover intention. Regarding the mediating role of workplace incivility—
the primary focus of the study—the results indicated a partial mediation effect in the relationship between
emotional deprivation and turnover intention; thus, all hypotheses established within the scope of the research
were accepted. The results suggest that organizations operating in the education sector should develop practices
and strategies that increase positive emotional outcomes, trust, and happiness while reducing turnover
intention. Finally, identifying the mediating effect of workplace incivility emphasizes that senior management
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policies aimed at keeping individuals satisfied, happy, and respectful within a framework of professional
courtesy are inevitable.

Keywords: Emotional deprivation, Turnover intention, Civility, Workplace incivility, Structural equation
modeling.

Oz: Bu arastirma, egitim sektoriiniin okul 6ncesi egitim kurumlarinda gorev yapan bireylerin isyerinde
yasadiklar1 duygusal yoksunlugun isten ayrilma niyeti iizerindeki etkisinde isyeri nezaketsizliginin arac1 roliini
belirlemeyi amaglamaktadir. Bir grubun, toplumun veya milletin gelecegini sekillendirmenin temel yap1
taglarindan biri olan egitim sektorii bilgiye dayali olmasimin yanmi sira emek yogun is siireclerinden
olusmaktadir. Uzun g¢aligma saatlerine ek olarak kurum ve veli baskilari, yiiksek performans beklentisi vb.
durumlar egitim kurumlarinda gorev yapan bireyleri baski ve olumsuzluklarla karsi karsiya birakmaktadir. Bu
ve benzeri nedenler bireylerin isten ayrilma niyeti diizeylerini de attirmaktadir. Dolayisiyla bu aragtirmada
bireylerin isyerinde maruz kaldiklari duygusal yoksunluk, c¢alisma ortaminda hissettikleri nezaketsizlik
seviyesini yiikseltici bir faktdr olarak ele alinmig; artan nezaketsizligin ise isten ayrilma niyetini arttirdigi
ongoriilmiis ve dolayisiyla arastirma bu teorik arka plan lizerine insa edilmistir. Arastirma egitim sektoriinde
6zel okul 6ncesi egitim kurumlarinda gorev yapan bireylerden anket yoluyla elde edilmistir. Elde edilen veriler
istatistiksel paket programlar kullanilarak analiz edilmistir. Yapisal esitlik modellemesi ile analiz edilen
veriler, igyerinde duygusal yoksunlugun isten ayrilma niyetini ve isyeri nezaketsizligini anlamli ve pozitif
bi¢imde etkiledigini ortaya koymustur. Ek olarak isyeri nezaketsizliginin de isten ayrilma niyetini {izerinde
pozitif ve anlamli bir etkisi oldugu tespit edilmistir. Arastirmanin temel amacini olusturan isyeri
nezaketsizliginin araci roliine dair bulgular incelendiginde, isyerinde duygusal yoksunluk ile isten ayrilma
niyeti arasindaki iliskide kismi bir aracilik etkisi goriilmiistiir. Dolayisiyla arastirma kapsaminda kurulan tiim
hipotezler kabul edilmistir. Arastirmanin sonuglarinin, egitim sektoriinde faaliyet gosteren orgiitlerin, isyeri
ortaminda pozitif duygusal ¢iktilar arttiracak, giiven ve mutluluk ortamini arttiracak, isten ayrilma niyetini
azaltacak uygulamalar ve stratejiler gelistirmeleri gerekmektedir. Son olarak isyeri nezaketsizliginin araci
etkisinin saptanmasi, ¢alisma ortaminda bireyleri tatmin, mutlu, saygili ve nezaket ¢ercevesi igerisinde iist
yonetim politikalarinin kaginilmaz oldugunu vurgulamaktadir.

Anahtar Kelimeler: Duygusal yoksunluk, Isten ayrilma niyeti, Nezaket, Isyeri nezaketsizligi, Yapisal esitlik
modellemesi
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Structured Abstract

In the contemporary global economy, private pre-school educational institutions have transcended
their traditional roles as mere pedagogical service providers, evolving into sophisticated economic entities
characterized by a high degree of competition and profit-oriented operational strategies. In this highly dynamic
market environment, these organizations operate as hybrid structures that must balance the delicate intricacies
of child development with the rigorous demands of commercial sustainability, which inevitably creates a
paradigm where service quality and organizational efficiency are measured by market-driven metrics. This
dual pressure necessitates that educational professionals, who serve as the structural cornerstones of the sector,
manage not only their pedagogical responsibilities but also the burdens of high-stakes performance
expectations, intense competition, and persistent achievement anxiety, all of which culminate in significant
psychological tension. Consequently, private pre-school institutions demand more than just professional
expertise or vocational merit; they require an extensive investment of emotional and physical labor to preserve
brand equity and ensure the institution's long-term survival in a saturated market. This organizational
atmosphere, often defined by top-down pressures, frequently pushes employees into a state of professional
isolation, thereby catalyzing the phenomenon known in the academic literature as "emotional deprivation," a
critical sub-dimension of workplace loneliness. Emotional deprivation is defined as an individual’s existential
struggle within the organizational social fabric, manifesting as a state of profound alienation when the expected
social support and emotional connections from both peers and upper management fail to materialize. This sense
of alienation severely undermines the employee’s psychological contract with the organization, significantly
increasing their "turnover intention"—the cognitive precursor to voluntary resignation and the initiation of a
search for alternative employment. In a labor-intensive sector like education, which is fundamentally
predicated on interpersonal communication and human connection, such internal traumas and organizational
disconnections represent one of the most substantial risks to service quality and the preservation of
organizational memory. Therefore, identifying the underlying mechanisms and phenomena that govern these
psychological processes in private pre-school settings is of paramount strategic importance for both scholars
and practitioners. Within this context, the present study analyzes the direct impact of emotional deprivation on
turnover intention while situating "workplace incivility" as a central bridging concept that potentially deepens
or mediates this relationship. Workplace incivility refers to a range of low-intensity deviant behaviors, such as
discourtesy, exclusionary attitudes, and a general lack of respect, which, while not as overt as physical
aggression or direct mobbing, gradually erode the organizational culture and destroy the collective morale. The
education sector, responsible for nurturing the generations that will build the future of a society, is inherently
knowledge-based; however, in practice, it involves exceptionally grueling and stressful work processes.
External stressors, including extended working hours, the profit-centric mandates of private administrations,
and the often unrealistic expectations of parents, force educators into a constant defensive posture, leading to
psychological attrition. The emotional void and sense of deprivation created under these multifaceted pressures
act as a catalyst, increasing the perceived level of incivility within the workplace; this deteriorating climate of
disrespect eventually consumes the final remnants of organizational commitment, escalating turnover intention
to its maximum level. In the methodological phase of this research, primary data collected from employees in
private pre-school institutions via structured surveys were rigorously analyzed using high-validity statistical
software packages, namely SPSS and AMOS. The hypotheses were tested through Structural Equation
Modeling (SEM), a robust statistical technique that allows for the simultaneous analysis of multiple
relationships within a complex theoretical model. The empirical findings obtained from these analyses confirm
the initial theoretical assumptions, demonstrating that emotional deprivation experienced in the workplace has
a statistically significant and positive impact on both turnover intention and the perception of workplace
incivility. Furthermore, the results indicate that workplace incivility itself exerts a direct and potent upward
influence on employees' intentions to leave their current positions. The most critical finding of this research,
which constitutes its primary contribution to the field, is the empirical evidence that workplace incivility serves
a "partial mediation" role in the relationship between emotional deprivation and turnover intention. This
implies that emotional deprivation not only influences turnover intention directly but also indirectly amplifies
this negative outcome by distorting the perception of the social environment and fostering an uncivil
atmosphere. This finding highlights that in educational settings, the general culture of institutional civility is
just as critical as individual interpersonal relationships. The fact that all hypotheses were supported serves as a
strategic warning for administrators in the private education sector; it suggests that institutions must go beyond
enhancing physical capacity or technological infrastructure. They are compelled to foster a psychological
climate where employees feel emotionally secure, valued, and socially supported. Implementing practices that
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enhance positive emotional outcomes and strengthen bonds of trust and happiness among staff is the most cost-
effective and efficient method for reducing turnover rates. Specifically, the identification of the mediating
effect of workplace incivility underscores the necessity for management policies to transition from purely
performance-oriented frameworks to those rooted in respect, empathy, and dignity. In a field like education
that touches the very soul of humanity, neglecting the psychological well-being of employees leads not only to
staff attrition but also to a decline in educational quality and a weakening of the social fabric. Therefore, senior
management must view policies that satisfy, protect, and value individuals within a framework of civility not
as a benevolent gesture, but as a fundamental prerequisite for institutional sustainability. In this regard, creating
social spaces for emotional renewal, adopting "zero-tolerance" policies against incivility, and replacing
hierarchical pressure with participatory management models will be the decisive factors in determining the
future quality of the sector. The scientific evidence presented here illustrates that a firm’s success is directly
proportional to the sense of belonging and respect felt by its employees; without this balance, high performance
expectations will only accelerate turnover and bring about organizational failure. This research proves that a
"human-centric" approach in educational management is no longer an optional strategy but a fundamental
necessity for institutions to maintain their existence and fulfill their societal mission.

Keywords: Emotional deprivation, Turnover intention, Civility, Workplace incivility, Structural
equation modeling (SEM)
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Résumé Structuré

Dans 1’économie mondiale contemporaine, les établissements privés d’enseignement préscolaire ont
dépassé leur role traditionnel de simples prestataires de services pédagogiques pour devenir des entités
économiques sophistiquées, caractérisées par un degré élevé de concurrence et des stratégies opérationnelles
axées sur le profit. Dans cet environnement de marché hautement dynamique, ces organisations fonctionnent
comme des structures hybrides qui doivent concilier les subtilités délicates du développement de I’enfant avec
les exigences rigoureuses de la viabilité commerciale, ce qui crée inévitablement un paradigme ou la qualité
du service et 1’efficacité organisationnelle sont mesurées a 1’aune d’indicateurs dictés par le marché. Cette
double pression oblige les professionnels de 1’éducation, qui constituent les piliers structurels du secteur, a
gérer non seulement leurs responsabilités pédagogiques, mais aussi le poids des attentes de performance a
enjeux élevés, d’une concurrence intense et d’une anxiété de réussite persistante, autant de facteurs qui
aboutissent a une tension psychologique importante. Par conséquent, les établissements préscolaires privés
exigent bien plus qu’une simple expertise professionnelle ou des compétences techniques ; ils requiérent un
investissement considérable en termes de travail émotionnel et physique afin de préserver le capital de marque
et d’assurer la survie a long terme de I’établissement sur un marché saturé. Ce climat organisationnel, souvent
caractérisé par des pressions descendantes, plonge fréquemment les employés dans un état d’isolement
professionnel, catalysant ainsi le phénoméne connu dans la littérature académique sous le nom de « privation
émotionnelle », une sous-dimension critique de la solitude au travail. La privation affective est définie comme
la lutte existentielle d’un individu au sein du tissu social organisationnel, se manifestant par un état d’aliénation
profonde lorsque le soutien social et les liens affectifs attendus, tant de la part des pairs que de la direction, ne
se concrétisent pas. Ce sentiment d’aliénation sape gravement le contrat psychologique de ’employé avec
I’organisation, augmentant considérablement son « intention de départ » — le précurseur cognitif de la
démission volontaire et du lancement d’une recherche d’un autre emploi. Dans un secteur a forte intensité de
main-d’ceuvre comme 1’éducation, qui repose fondamentalement sur la communication interpersonnelle et les
liens humains, ces traumatismes internes et ces ruptures organisationnelles représentent 1’un des risques les
plus importants pour la qualité du service et la préservation de la mémoire organisationnelle. Par conséquent,
’identification des mécanismes et phénomenes sous-jacents qui régissent ces processus psychologiques dans
les établissements préscolaires privés revét une importance stratégique capitale tant pour les chercheurs que
pour les praticiens. Dans ce contexte, la présente étude analyse I’impact direct de la privation affective sur
I’intention de départ, tout en situant 1’« incivilité au travail » comme un concept central de liaison susceptible
d’approfondir ou de modérer cette relation. L’incivilité au travail désigne un éventail de comportements
déviants de faible intensité, tels que I’'impolitesse, les attitudes d’exclusion et un manque général de respect,
qui, bien que moins manifestes que 1’agression physique ou le harcélement direct, érodent progressivement la
culture organisationnelle et détruisent le moral collectif. Le secteur de I’éducation, chargé de former les
générations qui construiront I’avenir d’une société, est intrinsequement fondé sur le savoir ; cependant, dans la
pratique, il implique des processus de travail exceptionnellement éprouvants et stressants. Des facteurs de stress
externes, notamment les horaires de travail prolongés, les exigences axées sur le profit des administrations
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privées et les attentes souvent irréalistes des parents, contraignent les éducateurs a adopter une posture
défensive constante, ce qui conduit a un épuisement psychologique. Le vide émotionnel et le sentiment de
privation engendrés par ces pressions multiformes agissent comme un catalyseur, augmentant le niveau pergu
d’incivilité sur le lieu de travail ; ce climat de manque de respect qui ne cesse de se détériorer finit par anéantir
les derniers vestiges d’engagement organisationnel, portant 1’intention de départ a son niveau maximal. Au
cours de la phase méthodologique de cette recherche, les données primaires recueillies auprés des employés
d’établissements préscolaires privés au moyen d’enquétes structurées ont été rigoureusement analysées a I’aide
de logiciels statistiques de haute validité, a savoir SPSS et AMOS. Les hypothéses ont été testées par le biais
de la modélisation par équations structurelles (SEM), une technique statistique robuste qui permet 1’analyse
simultanée de multiples relations au sein d’un modéle théorique complexe. Les résultats empiriques issus de
ces analyses confirment les hypothéses théoriques initiales, démontrant que la privation affective subie sur le
lieu de travail a un impact statistiquement significatif et positif tant sur 1’intention de départ que sur la
perception de ’incivilité au travail. De plus, les résultats indiquent que 1’incivilité au travail exerce elle-méme
une influence directe et forte, a la hausse, sur I’intention des employés de quitter leur poste actuel.

Le résultat le plus important de cette recherche, qui constitue sa principale contribution a ce domaine,
est la preuve empirique que I’incivilité au travail joue un rdle de « médiation partielle » dans la relation entre
la privation affective et ’intention de départ. Cela implique que la privation affective influence non seulement
directement ’intention de départ, mais amplifie également indirectement ce résultat négatif en faussant la
perception de I’environnement social et en favorisant une atmosphére incivile. Ce résultat souligne que, dans
les milieux éducatifs, la culture générale de civilité au sein de I’établissement est tout aussi cruciale que les
relations interpersonnelles individuelles. Le fait que toutes les hypothéses aient été confirmées constitue un
avertissement stratégique pour les administrateurs du secteur de 1’enseignement privé ; cela suggére que les
établissements doivent aller au-dela du simple renforcement des capacités matérielles ou des infrastructures
technologiques. Ils sont tenus de favoriser un climat psychologique dans lequel les employés se sentent en
sécurité sur le plan émotionnel, valorisés et soutenus socialement. La mise en ceuvre de pratiques favorisant
des résultats émotionnels positifs et renforcant les liens de confiance et de bien-étre au sein du personnel
constitue la méthode la plus rentable et la plus efficace pour réduire les taux de rotation du personnel. Plus
précisément, 1’identification de I’effet médiateur de 1’incivilité au travail souligne la nécessité pour les
politiques de gestion de passer de cadres purement axés sur la performance a des cadres fondés sur le respect,
I’empathie et la dignité. Dans un domaine comme 1’éducation, qui touche a I’ame méme de ’humanité, négliger
le bien-étre psychologique des employés conduit non seulement a 1’attrition du personnel, mais aussi a un
déclin de la qualité de I’enseignement et a un affaiblissement du tissu social. Par conséquent, la direction doit
considérer les politiques visant a satisfaire, protéger et valoriser les individus dans un cadre de civilité non pas
comme un geste de bienveillance, mais comme une condition préalable fondamentale a la pérennité de
I’institution. A cet égard, la création d’espaces sociaux propices au renouveau émotionnel, 1’adoption de
politiques de « tolérance zéro » face a I’incivilité et le remplacement de la pression hiérarchique par des
modeles de gestion participative seront les facteurs décisifs qui détermineront la qualité future du secteur. Les
données scientifiques présentées ici montrent que la réussite d’une entreprise est directement proportionnelle
au sentiment d’appartenance et de respect éprouvé par ses employés ; sans cet équilibre, des attentes de
performance élevées ne feront qu’accélérer le roulement du personnel et entrainer I’échec organisationnel.
Cette recherche démontre qu’une approche « centrée sur I’humain » dans la gestion éducative n’est plus une
stratégie facultative, mais une nécessité fondamentale pour que les établissements puissent assurer leur
pérennité et remplir leur mission sociétale.

Mots-clés: Privation émotionnelle, Intention de départ, Civilité, Incivilité au travail, Modélisation par
équations structurelles (SEM)

Resumen Estructurado

En la economia global contemporanea, las instituciones educativas privadas de educacién infantil han
trascendido sus funciones tradicionales como meros proveedores de servicios pedagdgicos, evolucionando
hasta convertirse en entidades econdmicas sofisticadas caracterizadas por un alto grado de competencia y
estrategias operativas orientadas al beneficio. En este entorno de mercado tan dindmico, estas organizaciones
funcionan como estructuras hibridas que deben equilibrar las delicadas complejidades del desarrollo infantil
con las rigurosas exigencias de la sostenibilidad comercial, lo que crea inevitablemente un paradigma en el que
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la calidad del servicio y la eficiencia organizativa se miden mediante indicadores determinados por el mercado.
Esta doble presion exige que los profesionales de la educacion, que constituyen los pilares estructurales del
sector, gestionen no solo sus responsabilidades pedagodgicas, sino también la carga que suponen las altas
expectativas de rendimiento, la intensa competencia y la ansiedad persistente por el éxito, todo lo cual culmina
en una tension psicoldgica significativa. En consecuencia, las instituciones preescolares privadas exigen algo
mas que mera experiencia profesional o mérito vocacional; requieren una amplia inversion de trabajo
emocional y fisico para preservar el valor de marca y garantizar la supervivencia a largo plazo de la institucion
en un mercado saturado. Este ambiente organizativo, a menudo definido por presiones de arriba hacia abajo,
empuja con frecuencia a los empleados a un estado de aislamiento profesional, catalizando asi el fenémeno
conocido en la literatura académica como «privacion emocional», una subdimension critica de la soledad en el
lugar de trabajo. La privacion emocional se define como la lucha existencial de un individuo dentro del tejido
social de la organizacion, que se manifiesta como un estado de profunda alienacion cuando el apoyo social y
las conexiones emocionales esperadas, tanto de los compafieros como de la alta direccion, no llegan a
materializarse. Esta sensacion de alienacion socava gravemente el contrato psicoldgico del empleado con la
organizacion, lo que aumenta significativamente su «intencion de rotacion» —el precursor cognitivo de la
dimision voluntaria y el inicio de la biisqueda de un empleo alternativo—. En un sector intensivo en mano de
obra como el de la educacion, que se basa fundamentalmente en la comunicacion interpersonal y la conexion
humana, estos traumas internos y estas desconexiones organizativas representan uno de los riesgos mas
importantes para la calidad del servicio y la preservacion de la memoria organizativa. Por lo tanto, identificar
los mecanismos y fenomenos subyacentes que rigen estos procesos psicologicos en los centros preescolares
privados reviste una importancia estratégica primordial tanto para los investigadores como para los
profesionales. En este contexto, el presente estudio analiza el impacto directo de la privacion emocional en la
intencion de rotacion, al tiempo que sitaa la «falta de civismo en el lugar de trabajo» como un concepto puente
central que potencialmente profundiza o media esta relacion. La falta de civismo en el lugar de trabajo se refiere
a una serie de comportamientos desviados de baja intensidad, como la descortesia, las actitudes excluyentes y
una falta general de respeto, que, aunque no son tan evidentes como la agresion fisica o el acoso laboral directo,
erosionan gradualmente la cultura organizativa y destruyen la moral colectiva. El sector educativo, responsable
de formar a las generaciones que construiran el futuro de una sociedad, se basa intrinsecamente en el
conocimiento; sin embargo, en la practica, implica procesos de trabajo excepcionalmente agotadores y
estresantes. Los factores de estrés externos, entre los que se incluyen las jornadas laborales prolongadas, los
mandatos centrados en los beneficios de las administraciones privadas y las expectativas a menudo poco
realistas de los padres, obligan a los educadores a adoptar una postura defensiva constante, lo que conduce al
desgaste psicologico. El vacio emocional y la sensacion de privacion que se generan bajo estas presiones
multifacéticas actiian como catalizador, aumentando el nivel percibido de falta de civismo en el lugar de
trabajo; este clima de falta de respeto, cada vez mas deteriorado, acaba consumiendo los tltimos vestigios de
compromiso con la organizacion, lo que eleva la intencion de rotacion de personal a su nivel maximo. En la
fase metodologica de esta investigacion, los datos primarios recopilados de los empleados de centros de
educacion infantil privados mediante encuestas estructuradas se analizaron rigurosamente utilizando paquetes
de software estadistico de alta validez, concretamente SPSS y AMOS. Las hipoétesis se comprobaron mediante
el Modelado de Ecuaciones Estructurales (SEM), una técnica estadistica robusta que permite el analisis
simultaneo de multiples relaciones dentro de un modelo teérico complejo. Los resultados empiricos obtenidos
de estos analisis confirman los supuestos tedricos iniciales, demostrando que la privacion emocional
experimentada en el lugar de trabajo tiene un impacto estadisticamente significativo y positivo tanto en la
intencion de rotacion como en la percepcion de la falta de civismo en el lugar de trabajo. Ademas, los resultados
indican que la falta de civismo en el lugar de trabajo ejerce por si misma una influencia directa y potente que
aumenta la intencion de los empleados de abandonar sus puestos actuales.

El hallazgo mas relevante de esta investigacion, que constituye su principal contribucion al campo, es
la evidencia empirica de que la falta de civismo en el lugar de trabajo desempefia un papel de «mediacién
parcial» en la relacion entre la privacion emocional y la intencioén de rotacion. Esto implica que la privacion
emocional no solo influye directamente en la intencion de rotacion, sino que también amplifica indirectamente
este resultado negativo al distorsionar la percepcion del entorno social y fomentar un ambiente poco civilizado.
Este hallazgo pone de relieve que, en los entornos educativos, la cultura general de cortesia institucional es tan
importante como las relaciones interpersonales individuales. El hecho de que todas las hipdtesis se hayan
confirmado sirve de advertencia estratégica para los administradores del sector educativo privado; sugiere que
las instituciones deben ir mas alld de la mejora de la capacidad fisica o la infraestructura tecnologica. Se ven
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obligadas a fomentar un clima psicoldgico en el que los empleados se sientan emocionalmente seguros,
valorados y apoyados socialmente. La implementacion de practicas que mejoren los resultados emocionales
positivos y refuercen los lazos de confianza y felicidad entre el personal es el método mas rentable y eficaz
para reducir las tasas de rotacion. En concreto, la identificacion del efecto mediador de la falta de civismo en
el lugar de trabajo subraya la necesidad de que las politicas de gestion pasen de marcos orientados
exclusivamente al rendimiento a otros basados en el respeto, la empatia y la dignidad. En un ambito como la
educacion, que toca el alma misma de la humanidad, descuidar el bienestar psicoldgico de los empleados
conduce no solo a la pérdida de personal, sino también a un deterioro de la calidad educativa y a un
debilitamiento del tejido social. Por lo tanto, la alta direccion debe considerar las politicas que satisfacen,
protegen y valoran a las personas dentro de un marco de civismo no como un gesto benévolo, sino como un
requisito previo fundamental para la sostenibilidad institucional. En este sentido, la creacion de espacios
sociales para la renovacion emocional, la adopcidn de politicas de «tolerancia cero» frente a la falta de civismo
y la sustitucion de la presion jerarquica por modelos de gestion participativa seran los factores decisivos que
determinaran la calidad futura del sector. La evidencia cientifica aqui presentada ilustra que el éxito de una
empresa es directamente proporcional al sentido de pertenencia y al respeto que sienten sus empleados; sin este
equilibrio, las altas expectativas de rendimiento solo aceleraran la rotacion de personal y provocaran el fracaso
organizativo. Esta investigacion demuestra que un enfoque «centrado en las personas» en la gestion educativa
ya no es una estrategia opcional, sino una necesidad fundamental para que las instituciones mantengan su
existencia y cumplan su mision social.

Palabras clave: Privacion emocional, Intencion de rotacion, Civismo, Falta de civismo en el lugar de
trabajo, Modelizacion de ecuaciones estructurales (SEM)
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CrpykrypupoBanHoe Pe3rome

B ycnoBusx coBpeMeHHOH TITOOANbHOM SKOHOMHKHM YacTHBIC JOLIKOJBbHBIE OOpa3oBaTelIbHbIC
YUPEXJICHUS BBIIUIM 32 PAMKH CBOEH TPaJULMOHHONW POJIM MPOCTBIX MOCTABLIMKOB IEJArOrMYECKUX YCIyT,
IPEBPATUBIINCh B CIIOXKHBIE JKOHOMUYECKHE CYOBEKTHI, I KOTOPBIX XapaKTepPHBI BBICOKAs CTEHEHb
KOHKYPEHIIMM M OPWUEHTHPOBAaHHbIC HAa MPUOBUIL CTPATETHH JEATENBHOCTH. B 3TOil KpaiiHe AUHAMHYHOI
PBIHOYHOW Cpele 3TH OpraHu3amiy (YHKIHOHHPYIOT KaK THOPUAHBIE CTPYKTYPBL, KOTOPBIM IIPUXOIUTCS
OaaHCHpOBaTh MeEXIY TOHKOCTSIMU pPa3BUTHSL JeTe U JKECTKMMH TpeOOBAaHMSIMH KOMMEPUECKOH
YCTOHYMBOCTH, YTO HEU30EKHO MPUBOAUT K (OPMHUPOBAHHUIO MapaJurMbl, B KOTOPOH Ka4deCTBO YCIYT H
OpraHu3auoHHas >(Q(EeKTUBHOCTh OLEHMBAIOTCS C IOMOIIBIO PHIHOYHBIX IIOKa3aTeleil. DTo aBoiiHOe
JlaBJIEHHE BBIHYXKIAeT CIIEIUAIICTOB B 001aCTH 00pa30BaHuUs, SBISIOLIMXCS CTPYKTYPHBIMU KPaeyroJIbHBIMH
KaMHSIMU CEKTOpa, CIPaBIIATHCS HE TOJIBKO CO CBOMMHU NE€JarorniecKuMU 00sS3aHHOCTSAMM, HO U C OpeMeHeM
BBICOKUX OKUJAHUM B OTHOLIEHUU PE3YJIbTATOB, )KECTKOM KOHKYPEHLIMEN U TOCTOSIHHOW TPEBOTOM 10 IOBOLY
JOCTHXKEHUH, YTO B COBOKYIHOCTH TPHBOAUT K 3HAYUTEIBHOMY IICHXOJOTMYECKOMY HaMPSHKEHHIO.
CrenoBaTebHO, YAaCTHBIE JOLIKOJIBHBIE YUPEKACHHUS TPEOYIOT HE TONBKO MPO(ECCHOHATBHOTO OIBITa UIIH
poQeCCHOHANBHBIX 3aCIIyT; OHU TPeOYIOT 3HAYUTEIBHBIX BJIOKEHUH SMOLIMOHAIBHOTO U (PH3HYECKOTo Tpyaa
JUIL TIOJJIepKaHUs IEHHOCTH OpeHJa M O0ecredyeHHs IOJNTOCPOYHOTO BBDKHBAHUS YUPEXKACHHS Ha
HACBHIILICHHOM pbIHKE. Takas opraHn3anMoHHas aTMocgepa, 4acTo XapaKTePH3YIOIasics JaBICHUEM «CBEPXY
BHHU3», HEPEJKO BBEPTAET COTPYJHUKOB B COCTOSIHUE MPOQECCHOHATBHON H30JIALMH, TEM CaMbIM YCHIINBAS
(heHOMEH, M3BECTHBI B HayYHOU JUTEpPAType KaK «IMOIMOHATBHAS JCHPUBAINID — BaXHEHIINH acIeKT
OIMHOYECTBA Ha pabodyeM MecTe. DMOIMOHATIBHAS ACTIPUBAIIH ONIPEISIISIeTCS KaK SK3UCTeHIINATBHAS 00prOa
WHAMBUAYyyMa B paMKaX OPraHU3alMOHHON COLMAIBHOM CTPYKTYPBI, MPOSBISAIOMASACS B BHAE COCTOSHHS
IITyOOKOW OTUYXICHHOCTH, KOT/Ia OXHJIaeMasl COLMaIbHAS MOJIEPKKA W HMOIMOHAIBHBIE CBS3M KaK CO
CTOPOHBI KOJUIET, TaK M CO CTOPOHBI BBICIIETO PYKOBOJCTBA HE MAaTEPUANH3YIOTCS. JTO UYBCTBO
OTYY)KICHHOCTH CEpPBhE3HO MOJAPHIBAET MCHXOIOTHYECKHH KOHTPAKT COTPYAHHKAa C OpraHH3aliew,
3HAYNTEIFHO YCHIIMBAsl €r0 «HaMEpPEHHE YBOJMTHCS» — KOTHUTHBHBIA IPENIIECTBEHHUK J00POBOIBHOTO
yxozma ¢ paboThl M Hadajla MOWCKA albTePHATHBHOM 3aHSATOCTH. B TakoM TpyHOEMKOM CEKTOpe, Kak
00pa3oBaHKe, KOTOPHI B CBOEH OCHOBE ONMPAETCS] Ha MEKINYHOCTHOE OOIIEHHE M YeJOBEUECKHE CBS3H,
10/I00HbBIE BHYTPEHHHUE TPABMBI M OpraHM3allMOHHAsT pa300MICHHOCTh MPEICTABIISIOT CO00 OJMH U3 CaMBIX
CYIIECTBEHHBIX PUCKOB AJIS Ka4eCTBa YCIYyT M COXPAHEHHS OpPraHU3allMOHHON maMaTH. [Io3ToMy BEISBIICHHE
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JIeXKAIMX B OCHOBE MEXAHU3MOB M SIBJIICHUM, ONpPEAEISIOIUX 3TH MCUXO0JIOTMYECKHE IIPOLECCHl B YACTHBIX
JIOLIKOJIbHBIX YUPEXKACHUAX, UMECT IIEPBOCTEICHHOE CTPATETUYECKOE 3HAYCHHUE KaK Ul YYEHBIX, TaK U I
MIPaKTUKOB. B 3TOM KOHTEKCTE B HACTOSIIEM UCCIIEOBAHUY aHATIM3UPYETCS MIPIMOE BIMSHUE SMOLMOHAIBHON
JIETIpUBAllM Ha HAMEPEHHE YBOJMTHCS, TIPH 3TOM «HEBEXKJIMBOCTH HAa paboyeM MeCTe» paccMaTpUBAcTCs B
Ka4yecTBE LEHTPAJIHHOTO CBS3YIOUIErO MOHSTHS, KOTOPOE MOTEHIUAIBHO YIIyOJsIeT MM OMOCPEAYeT 3Ty
B3anMOCBs3b. HeBEXKITMBOCTh Ha pabodeM MecTe 00O03HadaeT psia JIEBHAHTHBIX (JOPM IOBEICHUS HU3KOH
WHTEHCUBHOCTH, TaKUX KaK HEBEXKJIMBOCTb, M3OJMPYIOIIEEe IOBeAEHHE M 00Ilee OTCYTCTBUE YBaXKEHUS,
KOTOpBIE, XOTSl M HE CTOJIb SIBHBI, Kak (PU3MUECcKast arpecCHsi Wil MPsSMOH MOOOHHT, IOCTENIEHHO MOPBIBAIOT
OpPTaHM3AIOHHYIO KYJIBTYPY M pa3pylIaloT KOJUIEKTUBHBIM MopaibHBI ayx. Cekrop oOpazoBaHus,
OTBETCTBEHHBIN 32 BOCITUTaHHE IMOKOJIEHHH, KOTOpBIE OyayT CTpouUTh Oyaymiee oOliecTBa, O CBOEH CYTH
OCHOBAH Ha 3HAHUSX; OJIHAKO Ha IPAKTUKE OH COIPSDKEH C UCKIHYHUTEIBHO U3HYPUTENbHBIMU U CTPECCOBBIMU
pabounmu mporeccamMu. BHemrHume crTpeccoBble  (hakTOphl, BKIIIOYAas YAJIMHEHHBIH paboO4Mid  JIeHb,
OPHEHTHPOBaHHBIE Ha MNpPUOBUTL TPEOOBaHMS YACTHBIX aJIMHUHHCTPAlMd M 3a4acTyl0 HepeaMCTHYHbIC
OXKHJIQaHUSl POJUTEIIEH, BBIHY)KAAIOT I€/1aroroB IMOCTOSIHHO HaXOIUTHCS B OOOPOHUTENBHOW MO3UIWH, YTO
MPUBOAUT K MCUXOJOTHUECKOMY MCTOIEHHIO. DMOLMOHAIBHAS TyCTOTA M YyBCTBO JIMIICHHUS, BOSHUKAIOIIHE
M0JT BO3AEHCTBUEM 3THUX MHOTOIPAaHHBIX JaBIE€HUs], IEHCTBYIOT KaK KaTaJIM3aTOp, YCUINBAsi BOCIPUHUMAEMbIH
YPOBEHb HEBEXKJIMBOCTH Ha paboyeM MecTe; 9Ta yXy/IIaronascs arMocepa HeyBaKEHUsS] B KOHEYHOM UTOTe
YHHUYTOXACT IIOCICAHHUE OCTATKHU HNPUBCPKECHHOCTH OpraHu3aliiy, IIOBbIINIAs HaAMCEPEHUE YBOJIUTBHCI 0
MAaKCHUMAJIBHOT'O YPOBHHI. Ha MCTOJOJIOTUYCCKOM JTalne€ JaHHOI0 HUCCICAOBAHUA TICPBUYHLIC MTAaHHBIC,
coOpaHHBIE y COTPYAHUKOB YaCTHBIX JIOMIKOJIBHBIX YUPEXKICHUH ITOCPEICTBOM CTPYKTYPUPOBaHHBIX OIPOCOB,
6BIJ'II/I TINATCJIBHO MPOaHAIN3UPOBAHBI C UCITIOJIB30BAHUEM CTATUCTHYCCKUX IMPOIrPaMMHBIX ITaKETOB BBICOKOI
nocroBepHocTH, @ UMeHHO SPSS m AMOS. I'umoTtess! mpoBepsUIMCh C MOMOIIBI0 METOAA CTPYKTYPHOI'O
MojenupoBanus ypasHeHuit (SEM) — Ha/ie)KHOTO CTAaTUCTUYECKOTO METO/Ia, TO3BOJISIONIEr0 OHOBPEMEHHO
AQHAJIM3UPOBATh MHOXKECTBO B3aUMOCBSA3EH B paMKax CJIOKHOM TEOPETHYECKOH MOJETH. OMITMPHYECKHE
Pe3ybTaThl, HOMYUYEHHBIE B XO/I€ 3TUX AHAJIM30B, IOATBEPKIAI0T UCXOAHBIE TEOPETUUECKUE PEATION0KEHUS,
JEMOHCTPUPYS, YTO OSMOIMOHANBHAS JAENpUBAIUs, HCIBITRIBaéMas Ha pabodeM MecTe, OKa3bIBaeT
CTaTUCTHYECKU 3HAYMMOE U IOJIOXKUTEJIBHOE BJIMSHUE KAaK HA HAMEPEHHUE YBOJIUTHCS, TAK U HA BOCIIPUSATHE
HEBEJIMBOT'O TOBeJIeHns1 Ha paboueM mecte. Kpome Toro, pe3ynbraThl yKa3blBalOT Ha TO, YTO CaMo 1o cebe
HEBEIJIMBOE IOBEJCHUE Ha paboyeM MecTe OKa3bIBaeT MPSMOE M CHIIBHOE YCWJIMBAIOIICE BIMSHHUE Ha
HaMEpeHHE COTPYAHUKOB ITIOKUHYTh CBOU HBIHEIIHUE JOHKHOCTH.

HawnGonee BaxHBIM pe3yIbTaTOM JaHHOTO HCCIIEIOBaHMUS, COCTABIIIOIIMM €r0 OCHOBHOM BKJIAJ B 3TY
00JacTh, ABISIOTCS SMIMPUYECKHE JaHHBIE O TOM, YTO HEBEXKJIMBOE MOBEACHUE HAa pabodeM MecTe UIpaeT
pOJb «YaCTHYHOTO ITOCPEJHMKA» B B3aHMMOCBS3M MEXIy SMOLMOHAIBHON JenpuBaliel U HaMepeHUEM
YBOJIUTBCA. DTO O3HAYAET, YTO SMOLMOHAIbHAS JIETPUBAIMS HE TOJNBKO HAINPAMYIO BIMSET Ha HaMEpEHHUE
YBOJUTBCS, HO U KOCBEHHO YCUJIMBAET 3TOT HETaTUBHBIN Pe3yJIbTaT, UCKaXkasi BOCIIPUSTHE COLIMAIBHOM Cpeibl
U crnocoOCTBYsl (OPMHUPOBAHHIO HEBEXIMBOH arMocepsl. ITOT BBIBOJ IMOAYEPKHBAET, 4YTO B
00pa3oBaTeIbHON cpeie 00Iast KyIbTypa BEKINBOCTH B yUPE)KICHNUH NMEET TAKOE JKE€ BaXKHOE 3HAUCHHE, KaK
U WHIMBUIYyaJIbHbIE MEXIMYHOCTHBIE OTHOIIEHHA. TOT (akT, YTO BCE TMIOTE3BI MOATBEPIMIHCH, CITY)KHT
CTpPATErnIeCKUM IPeIyIPEKICHUEM U PYKOBOUTEINICH B CEKTOPE YaCTHOTO 0Opa30BaHMsT; OH yKa3bIBaeT Ha
TO, YTO y4eOHBIE 3aBEICHUS JIOJDKHBI BEIXOAUTH 332 PAMKH IPOCTOTO PACIIUPEHUS MaTepHaIbHO-TEXHUYECKON
0a3bl WM TEXHOIOTHYECKOH MH(pacTpyKTypbl. OHU BBIHYXICHBI CO31aBaTh ICUXOJIOTHYESCKUN KIMMAT, B
KOTOPOM COTPYAHMKH YyBCTBYIOT ce0si 3MOLMOHAIBHO 3aIWIIEHHBIMHM, IICHHBIMH U COIHAJBHO
MOJUIEPKMBAaEMbIMUA.  BHeIpeHne TNpakTHK, CHOCOOCTBYIOIMX  (DOPMHPOBAHMIO  IONOKHUTEIBHBIX
SMOIMOHAIBHBIX PE3YNbTAaTOB M YKPEIUICHUIO CBS3€H MOBEPHSl M CYACTBsI CPEOW MEepCcOoHama, SBISeTCS
Han0oJee YKOHOMHYECKH BBITOIHBIM 1 3()(DEKTHBHBIM METOJOM CHIKEHHSI TTOKa3aTeseil TeKydecTH KaapoB.
B uwactHOCTH, BBIBIEHHE OIOCpeAyromero 3(p¢eKrTa HEBEXKIMBOCTH Ha pabOdeM MECTE IOJYEPKHUBACT
HE00XOMMOCTh IIEPEX0a YIPaBICHUECKOH TTOMMTHKN OT MOAEJIEH, OPHEHTHPOBAHHBIX UCKIFOUYUTEIHHO Ha
MIPOM3BOANTEIBHOCTD, K MOJIETISIM, OCHOBAHHBIM Ha YBa)KCHHH, SMITATHH M JOCTOMHCTBE. B Takoit cdepe, kak
oOpa3zoBaHHe, KOTOpas 3aTparMBaeT caMyl0 MAyIIy 4YeIOBEYECTBA, IPEHEOPEKEHHE ICHXOIOTHIECKIM
Onarormnoay4rueM COTPYJHHKOB HMPUBOJWT HE TOJBKO K YXOIy TEpPCOHaNa, HO M K CHIIKCHHIO KadecTBa
o0pa3oBaHUs W OCIA0ICHUIO COIUANBHON CIUTOYEHHOCTH. [lodTOMYy BEICIIEE PYKOBOACTBO JOJKHO
paccMaTprBaTh IOJMTHKY, HAIPABJICHHYIO HA YAOBICTBOPCHHE, 3aIUTy M NPU3HAHHE IEHHOCTH KaXIOTO
YeJloBeKa B paMKaxX KyJbTyphbl BEXIMBOCTH, HE KaK OJIarOTBOPHUTENBHBIA XKECT, a Kak (yHIaMEHTaIbHOE
YCIIOBHE YCTOMYMBOCTH YYPEXICHHA. B 3TOM OTHOIICHWH CO3/aHWE COLMAJBHBIX IPOCTPAHCTB IS
SMOIOHAIBHOTO OOHOBJICHU S, BHEIPEHHE TTOJIMTUKHI «HYJIEBOH TEPIHMOCTI» K HEBEKIMBOMY TIOBEICHUIO
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3aMeHa HepapXUUeCKOro JAaBJICHUS Ha MOJENIN YIIPaBJIECHUs, OCHOBAHHBIE HA YYaCTUH, CTAHYT PeIlaroIluMU
(akTopamu, OIpeNessIONMMU  Oyayliee KadecTBO cekTopa. [IpuBeneHHBIE 37eCh HaydHbIE JaHHBIC
MOKa3bIBalOT, YTO YCIEX OpraHU3allui MNPsSMO MPONOPIHMOHANIEH YyBCTBY IPUHAAIECKHOCTH M YBAYKEHMS,
WCIIBITEIBAEMOMY €€ COTPYIHHKaMH; 6e3 3TOro OasaHca BBICOKHE OKHIaHWSI B OTHOIIICHUH PE3YJIbTATHBHOCTH
JIUIIb YCKOPAT TEKY4YeCTh KaJIpoB U IPUBEAYT K IPOBaIy OpraHu3aiuu. /JlaHHOe MccieoBaHue JOKa3hIBaeT,
YTO «OPHEHTHPOBAaHHBIA Ha YEIIOBEKa» IIOJIXOJ B YIpaBJIeHWH oOpa3oBaHHEM OOJbIIe HE SBISECTCS
(axyIpTaTHBHOMN CTpaTeruel, a mpejacTaBiseT co0oi (yHIaMEeHTATBHY0 HEOOXOIMMOCTh ISl YUpekK IeHUH,
YTOOBI COXPaHUTH CBOE CYIIIECTBOBAHUE U BBHIIIOJIHUTH CBOIO OOIIECTBEHHYIO MUCCHIO.

KuroueBble cjioBa: SMOLMOHAIbHAS IENPUBAIMsl, HAMEPEHUE YBOJIUTHCS, BEKINBOCTb, HEBEXKIIBOE
NoBejIeHNEe Ha paboueM MecTe, MOJISIMPOBaHIe CTPYKTYPHBIX ypaBHeHH (SEM)
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Yapilandirilms Ozet

Ozel okul 6ncesi egitim kurumlari, giiniimiiziin dinamik ekonomik piyasasi igerisinde salt pedagojik
hizmet alam degil, yiiksek seviyede rekabetin ve kar odakli yaklasimin hakim oldugu, hizmetin kalitesi ve
verimliligin yiiksek diizeyde beklendigi iktisadi bir faaliyet sahasini olusturmaktadir. S6z konusu bu o6rgiit
yapisi, hibrit siireglerden olugmakta ve egitimsel becerilerinin yaninda siirdiiriilebilir ticari basarty1 zorunlu
hale getirmektedir. Dolayisiyla bu siiregte, sektdriin yap1 tas1 olan egitim profesyonellerinin iizerine
motivasyon, performans, basari kaygist ve psikolojik gerilimler yiiklemektedir. Ozel okul oncesi egitim
kurumlar ¢alisanlarindan sadece mesleki uzmanlik ve pedagojik meziyet beklememekte buna ek olarak
kurumun siirdiiriilebilir olmasini, marka degerini korumasi ve ylikseltmesi adina yogun emek beklemektedir.
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Orgiit tarafindan yiiklenen bu baski, is yeri ortaminda caligani bazen yalmzhiga itmekte ve bu durumda
literatiirde is yeri yalmzliginin alt boyutu olan duygusal yoksunlugu arttirmaktadir. Duygusal yoksunluk,
bireyin orgiit icerisindeki sosyal yapida varolus kaygisi gekmesini, gerek ¢aligma arkadaslar gerek iist yonetim
tarafindan bekledigi destek ve duygusal baglan saglayamadiginda ortaya ¢ikan bir yabancilasma hali olarak
bilinmektedir. Ortaya ¢ikan bu yabancilagma hali, calisanin 6rgiitle bagini zayiflatarak bireyin mevcut isinden
ayrilma diislincesine girmesine ve yeni is arayisina baglamasina sebep olan isten ayrilma niyetini
yiikseltmektedir. Egitim sektorii gibi emek-yogun ve tamamen karsilikli insan iletisimine dayanan bir sektorde,
calisanin maruz kaldig1 bu igsel travma ve kopuslar, kurumu ortaya koydugu hizmeti ve orgiitsel hafizay:
katiilestiren en bilyiik risklerden biri haline getirmektedir. Bu varsayimlardan hareketle, 6zel okul 6ncesi egitim
kurumlarinda ¢aliganlarin yasadig bu siireclerin hangi olgu ve mekanizmalarla yasandigim belirlemek stratejik
onem arz etmektedir. Bu baglam igerisinde hazirlanan bu ¢alisma, duygusal yoksunlugun isten ayrilma niyeti
tizerindeki etkisini analiz ederken, bu iki degisken arasinda koprii kuran veya bu etkiyi derinlestiren isyeri
nezaketsizligi kavrammi merkeze almaktadir. Isyeri nezaketsizligi, dogrudan fiziksel siireci veya keskin bir
mobbing olmayan fakat siirekli olarak ¢aligma ortaminda nezakete aykiri, Stekilestirici ve saygi gergevesinde
olmayan tiim olumsuz diisiince, davranis ve tutumlart kapsayan zamanla 6rgiit kiiltiiriinii yok eden bir unsurdur.
Bir toplumun, grubun veya milletin gelecegini insa eden nesilleri yetistiren egitim sektorii, 6zii itibariyla
bilgiye dayali olmasina ragmen, uygulama asamasinda son derece yorucu ve stresli is siireglerinden
olusmaktadir. Uzun ¢alisma saatleri, 6zel okul yonetimlerinin kar odakl baskilari, velilerin yiiksek ve bazen
gercek disi beklentileri gibi dissal faktorler, calisanlart siirekli bir savunma pozisyonunda kalmaya ve
psikolojik olarak yipranmaya itmektedir. Bu tiir baskilar altinda ezilen bireylerde olusan duygusal bosluk ve
yoksunluk hissi, caligma ortamindaki nezaketsizlik seviyesini de bir katalizor gibi yiikseltmekte; artan bu kaba
ve saygisiz iklim ise bireyin kuruma olan son aidiyet kirintilarim da yok ederek isten ayrilma niyetini en {ist
seviyeye tasimaktadir. Arastirmanin metodolojik kisminda, 6zel okul Oncesi egitim kurumlarindan anket
yoluyla toplanan veriler, bilimsel gegerliligi yiiksek olan SPSS ve AMOS istatistiksel paket programlar
kullanilarak analiz edilmis ve hipotezler Yapisal Esitlik Modellemesi (YEM) araciligiyla test edilmistir.
Yapilan analizler sonucunda elde edilen bulgular, teorik varsayimlari dogrular nitelikte olup; isyerinde yasanan
duygusal yoksunlugun hem isten ayrilma niyetini hem de isyeri nezaketsizligini istatistiksel olarak anlamli ve
pozitif yonde etkiledigini ortaya koymustur. Bununla birlikte, isyeri nezaketsizliginin de calisanlarin isi
birakma niyetleri {izerinde dogrudan ve giiclii bir artirict etkisi oldugu saptanmustir. Arastirmanmin temel
amacini olusturan bulgusu ise, isyeri nezaketsizliginin, duygusal yoksunluk ile isten ayrilma niyeti arasindaki
iliskide "kismi aracilik" rolii Gstlendiginin kanitlanmis olmasidir; yani duygusal yoksunluk isten ayrilma
niyetini hem dogrudan etkilemekte hem de ortamdaki nezaketsizlik algisim1 bozarak dolayli yoldan bu niyeti
kuvvetlendirmektedir. Bu durum, egitim kurumlarinda sadece bireysel iliskilerin degil, genel kurumsal nezaket
kiiltiiriniin ne kadar kritik bir denge unsuru oldugunu gostermektedir. Arastirma sonucunda tiim hipotezlerin
kabul edilmis olmasi, 6zel egitim sektorii yoneticileri igin stratejik bir uyari niteligi tasimaktadir. Egitim
kurumlari, sadece fiziksel kapasitelerini veya teknolojik altyapilarini gelistirmekle kalmamali; ayn1 zamanda
calisanlarin kendilerini duygusal olarak giivende hissettikleri, takdir edildikleri ve sosyal destek gordiikleri bir
calisma iklimi yaratmak zorundadirlar. s yerinde pozitif duygusal ¢iktilar1 artiracak, calisanlar arasindaki
giiven ve mutluluk baglarim pekistirecek uygulamalar, isten ayrilma niyetini azaltmanin en maliyetsiz ve etkili
yoludur. Ozellikle isyeri nezaketsizliinin araci etkisinin saptanmasi, ydnetim politikalarinin sadece
performans odakl degil, ayn1 zamanda saygi, nezaket ve empati odakli bir ¢er¢eveye oturtulmasinin kagiilmaz
oldugunu agik¢a vurgulamaktadir. Egitim gibi insan ruhuna dokunan bir alanda, ¢alisanlarin ruhsal esenliginin
ihmal edilmesi, sadece personelin kurumdan ayrilmasina degil, ayn1 zamanda verilen egitimin niteliginin
diismesine ve toplumsal gelecegimizin yapi taglarinin zayiflamasina yol agacaktir; dolayisiyla {ist yonetimin,
bireyleri tatmin eden, mutlu kilan ve nezaket ¢ergevesinde koruyan politikalar1 bir liituf degil, kurumsal
stirdiiriilebilirlik i¢in bir mecburiyet olarak gérmesi gerekmektedir. Bu baglamda, 6zel okul dncesi egitim
kurumlarmin, ¢alisanlarin duygusal kaynaklarim yenileyebilecekleri sosyal alanlar yaratmasi, nezaketsizlige
kars1 "sifir tolerans” ilkelerini benimsemesi ve hiyerarsik baski yerine katilimet bir yonetim modelini hayata
gecirmesi, sektoriin gelecekteki niteligini belirleyecek temel unsurlar olacaktir. Tiim bu bilimsel kanitlar
1s181nda goriilmektedir ki, bir kurumun basarisi, ¢alisanlarinin hissettigi aidiyet duygusu ve gordiigii saygi ile
dogru orantilidir; bu denge kurulmadig: siirece yliksek performans beklentileri sadece ¢alisan devir hizimt
artiracak ve kurumsal basarisizlig1 beraberinde getirecektir. Bu arastirmanin ortaya koydugu tablo, egitim
yonetiminde "insan" odakli yaklasimin artik bir segenek olmaktan ¢ikip, kurumlarm varliklarim devam
ettirebilmeleri i¢in en temel stratejik zorunluluk haline geldigini ispatlamaktadir.
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Introduction

Private education institutions are evaluated not only for their economic activity but also for
their service provision. Today's dynamic private education sector expects high performance and
productivity alongside pedagogical and professional competence. This situation, however, causes
more pressure and problems for employees. Employees are required to constantly maintain their
social and emotional skills at a high level, in addition to their educational expertise. When this is not
achieved, it can lead to employees experiencing loneliness and emotional deprivation. Professional
competence, performance, and productivity can sometimes have negative consequences, causing
employees to experience loneliness and emotional deprivation in the workplace. In addition to
professional competence, emotional deprivation experienced by those working in labor-intensive
jobs leads to many negative outcomes such as emotional burnout (Maslach and Leiter, 2000;
Demerouti et al., 2001; Aksit Asik, 2016), psychological and physiological problems (Kahill, 1988;
Maslach and Leiter, 2000), depersonalization (Maslach, 1982), life and job dissatisfaction (Lee and
Ashforth, 1993), increased intention to leave the job (Cropanzano et al., 2003), decreased
organizational citizenship behavior (Cropanzano et al., 2003), counter-work behaviors and
aggression (Spector, 1987; Berkowitz, 1989), etc. In addition to being primarily seen as a form of
burnout caused by workplace demands, emotional deprivation in the workplace acts as a secondary
stressor by triggering negative psychological outcomes in dynamic processes (Lee and Ashforth,
1993; Maslach and Leiter, 2000; Demerouti et al., 2001). Intention to leave, on the other hand, is
known as the set of processes that, based on the theory of planned behavior, lead an individual to
seek employment and consciously leave their job as a result of burnout and dissatisfaction (Mobley,
1977; Ajzen, 1991). Research reveals the impact of emotional deprivation in the workplace on
intention to leave (Mobley, 1977; Ajzen, 1991; Lee and Ashforth, 1996; Wright and Bonett, 1997;
Cropanzano et al., 2003; Demerouti et al., 2001). However, studies on the mediating relationship
between emotional deprivation and intention to leave the job, specifically regarding workplace
incivility, are limited. Measuring workplace incivility as a mediating variable serves as a bridge in
the relationship between these variables (Cortina et al., 2001). This research primarily measures
problems in the workplace environment and is therefore based on resource conservation theory and
social exchange theory. Resource conservation theory considers emotional deprivation in the
workplace as a resource, leading to emotional exhaustion and stress, and thus intensifying the
employee's intention to leave the job (Hobfoll, 1989; Andersson and Pearson, 1999). When evaluated
within the context of social exchange theory, the employee's emotional labor to the organization
results in incivility and emotional deprivation, leading them to terminate their employment in
response (Blau, 1964). Finally, this study aims to contribute to the relevant literature by testing the
mediating mechanism of workplace incivility.
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Literature Review and Hypothesis Development
Concepts of Emotional Deprivation, Intention to Leave, and Workplace Incivility

Emotional Deprivation: The concept of emotional deprivation is generally considered a sub-
dimension of workplace loneliness in the organizational behavior literature. The emergence of
emotional deprivation is based on specific reasons, primarily work environment factors and
personality traits. Both physical problems in the work environment and the poorly constructed
communication network contribute to emotional deprivation in employees (Mercan et al., 2015).
Additionally, it arises when an individual does not feel a meaningful emotional connection with the
organization while performing work processes (Wright and Bonett, 1997). Emotional deprivation is
more often addressed in the literature through the concept of emotional burnout. Essentially,
emotional deprivation is a feeling of alienation and loneliness that arises from an individual's inability
to establish emotional bonds with colleagues and managers in the work environment (Dénmez and
Topaaloglu, 2020). This condition, which underlies Maslach's burnout model, arises as a result of
stress that leads the individual to feel inadequate and exhausted (Maslach and Leiter, 2000). This
emotional deprivation causes employees to experience negative emotions, weakening positive
organizational outcomes such as satisfaction, commitment, and identification, and negatively
impacting organizational behavior (Wright, 2005). When employees do not receive sufficient
emotional support within the organization, they may distance themselves and, consequently, be
unable to exhibit organizational citizenship behaviors (Lee and Ashforth, 1996). A review of the
literature reveals that emotional deprivation leads to many negative outcomes, including employees
exhibiting an intention to leave their jobs (Lee and Ashforth, 1996), experiencing job dissatisfaction
(Mobley, 1977), a decrease in organizational citizenship behavior (Cropanzano et al., 2003), causing
high anxiety (Qin et al., 2023), leading to burnout, workplace incivility, and absenteeism (Rahim and
Cosby, 2016), and causing low job performance and physical problems (Wright and Bonett, 2007).

Intention to Leave: Intention to leave is defined as an individual's voluntary and conscious
desire to leave their current job, and is a predictor of departure within an organization. This desire is
theoretically based on Ajzen's theory of planned behavior. The theory relates an individual's
paradigm, intention, and behaviors regarding leaving (Ajzen, 1991). Another definition describes
intention to leave as a voluntary process of actively seeking a new job or career opportunity within
today's more dynamic and rapidly changing work processes (Lee et al., 2004; Topcu and Basim,
2015). When the intention to leave a job is examined in the literature, it has been shown to be
negatively related to job satisfaction and organizational commitment (Meyer and Allen, 1991; Tett
and Meyer, 1993), to increase when organizational justice is not provided (Colquitt et al., 2001), to
have a negative relationship with job satisfaction (Judge et al., 2001), to have a lower intention to
leave the job in individuals with high life satisfaction (Bowling et al., 2010), to have a negative
correlation between organizational identification and leaving the job (Riketta, 2005), to have an
increased intention to leave the job in individuals experiencing burnout (Schaufeli et al., 2009), and
to have a decrease in leaving the job when ethical leadership and servant leadership styles are applied
(Ehrhart, 2004). A person's consideration of leaving their job and their conscious decision to act on
it are not solely dependent on work processes and the workplace environment, but also on personal
characteristics, family, age, gender, seniority, salary expectations, etc. This also stems from a
combination of these situations. The factors triggering this separation process are considered in three
sub-dimensions: individual, organizational, and environmental. The individual level mainly consists
of processes involving personal characteristics such as age, gender, traits, abilities, and experience.
The organizational level consists of situations related to organizational culture such as salary,
commitment, working conditions, benefits, leadership style, and perception of organizational justice.
Finally, environmental factors encompass a multi-dimensional process including nationality, country
of residence, laws, market conditions, the presence of many businesses in the sector, the abundance
of job opportunities, etc. (Mobley et al., 1979; Price, 2001; Oriicii and Bayramov, 2022).
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Workplace Incivility: The concept was first introduced by Andersson and Pearson (1999)
with the "spiral of incivility" and defined as any thought, attitude, and behavior that involves
disrespect towards the other person, even if the intention is unclear (Isikay and Taslak, 2021; Ercan
and Kirmizigiil, 2025). In an organizational context, the concept is based on resource conservation
theory (Hobfoll, 1989) and the behavioral principles of social exchange theory (Homans, 1961).
Incivility is considered a significant stress factor that reduces or causes the loss of an individual's
psychological and physical resources within the organization. Even if it is tied to societal norms and
values, incivility can vary from person to person. In the literature, workplace incivility is primarily
known as the negative thoughts, attitudes, and behaviors that individuals exhibit in the work
environment. It is known that there are several factors that cause workplace incivility. These factors
generally include characteristics stemming from the individual themselves, such as age, gender,
family values, upbringing, and attitudes, as well as working conditions, seniority level, leadership
style, organizational culture, perception of justice, etc. It can also stem from organizational situations
(Ozcan, 2022, p. 343). The consequences of workplace incivility are considered at two main levels.
When the literature is examined, empirical studies show serious negative outcomes at both individual
and organizational levels. The individual consequences of workplace incivility include emotional
exhaustion (Kanten, 2014; Ozgen and Coskun, 2022), burnout (Oyeleye et al., 2013; Polatci and
Ozcalik, 2013), stress (Dion, 2006), work-family conflict (Lim and Lee, 2011), and low job
satisfaction (Welbourne et al., 2015). In an organizational context, incivility; Workplace incivility
leads to numerous negative outcomes, including increasing organizational cynicism and intention to
leave (Coban and Deniz, 2021), weakening organizational commitment, reducing trust in the
workplace, and even negatively impacting customer service quality (Sliter et al., 2011; Spence-
Laschinger et al., 2009). It also increases organizational silence (Alhas, 2021), increases absenteeism
(Khadjehturian, 2012), causes a perception of injustice (Pearson et al., 2000), creates managerial
problems, leads to decreased job performance, productivity, motivation, and quality, and disrupts
organizational culture (Logan, 2016; Pearson and Porath, 2005). Therefore, it can be said that
workplace incivility is a critical organizational stressor that top managers, decision-makers, and
researchers should pay close attention to in modern business processes and environments.

The Relationships Between Emotional Deprivation, Intention to Leave, and Workplace
Incivility

The concept of workplace loneliness arises from an inadequate number and quality of social
relationships within the work environment. Workplace loneliness is generally examined in two sub-
dimensions, one of which is emotional deprivation, which examines the individual's internal aspects
(Wright, 2005). Emotional deprivation is primarily known as a lack of intimacy, sincerity,
helpfulness, trust, well-being, happiness, etc., related to the individual's internal and spiritual states.
Studies in the literature show that individuals experiencing workplace loneliness, unable to properly
structure their social networks, and emotionally isolated suffer from emotional deprivation. This
emotional deprivation leads to a feeling of belonging to the organization, and this phenomenon
significantly increases the likelihood of resignation (Ertosun and Erdil, 2012). A study by Ozcelik
and Barsade (2011) revealed that individuals experiencing workplace loneliness and emotional
deprivation accelerate the resignation process and show an intention to leave their jobs by reducing
their focus and organizational commitment. Lam and Lau (2012) showed that individuals
experiencing emotional deprivation have decreased leader-member interaction, and this situation
contributes to the individual's decision to leave their job. Additionally, there are studies (Erdil and
Ertosun, 2011; Ayazlar and Giizel, 2014) emphasizing that individuals experiencing loneliness and
emotional deprivation in the workplace suffer from psychological stress, and this stress damages
their organizational identification levels, increasing their intention to leave their jobs. Finally, the
results of a study by Pauley and Hesse (2009) also emphasize that emotional deprivation gradually
diminishes an individual's commitment to their organization, and this situation can only be resolved
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through changing jobs or leaving the job. A review of the local literature supports these findings,
showing that individuals exposed to emotional deprivation in the workplace experience weakened
perceptions of support and justice, increased stress levels, and consequently, an intention to leave
their jobs (Dénmez and Topaloglu, 2020; Oriicii et al., 2019). In short, emotional deprivation reduces
positive outcomes such as well-being, satisfaction, commitment, and identification in the work
environment, and conversely, it acts as the most important predictor of negative outcomes such as
stress, absenteeism, and turnover (Erdirengelebi and Ertiirk, 2018). Based on these explanations,
hypothesis H1 is formulated below.

H1: Emotional deprivation has a positive effect on the intention to leave the job.

Workplace incivility consists of thoughts, attitudes, and behaviors where individuals
disregard norms of respect and dignity within the work environment, and where intentions are unclear
(Pearson, 2010). These mutually exhibited attitudes and behaviors create an unhealthy
communication environment, leading to contempt for the other party and exclusion of the individual
from the group, causing more psychological than physical harm and resulting in psychological
breakdown (Andersson and Pearson, 1999). Looking at the literature, incivil behavior is seen as a
source of stress that negatively affects harmony and social bonds among employees in the workplace,
alienates them from the organization, and pushes them towards loneliness. Emotional deprivation,
one dimension of workplace loneliness, is the inability of an individual to find emotional support in
their work environment and the feeling of emptiness (Wright, 2005). A review of the relevant
literature reveals no studies that have focused solely on these two variables. However, empirical
findings from existing studies show that workplace incivility directly increases emotional and
psychological deprivation. For example, Hur et al. A study by (2016) emphasizes that incivility
reduces the consumption of emotional resources in the individual and their social environment.
Another study by Holm et al. (2015) highlights that incivil behavior in the workplace negatively
affects social support and leads to emotional isolation, resulting in both emotional deprivation and
an intention to leave the job. Therefore, it can be said that workplace incivility not only causes
immediate negativity but also damages the individual's social perception paradigm within the
organization, pushing them into emotional deprivation (Pearson and Porath, 2005). Individuals
exposed to incivility in the workplace gradually withdraw from social environments to protect
themselves; this deepens their feeling of emotional deprivation. This leads to the employee becoming
increasingly isolated from the work environment and no longer perceiving the workplace as a
psychologically safe space. Individuals experiencing emotional deprivation as a result of workplace
incivility gradually disregard feedback from their work environment and colleagues. When this
situation is examined through the lens of social change theory; This deprivation caused by incivility
will minimize the employee's contribution to the organization and, over time, reduce their levels of
belonging and commitment (Wright, 2005). Based on this information and previous research,
hypothesis H2 has been developed.

H2: Emotional deprivation has a positive effect on workplace incivility.

Workplace incivility refers to all rude and disrespectful behaviors that reject mutually
respectful conduct in the work environment (Andersson and Pearson, 1999). As is known, intention
to leave a job is the voluntary and conscious desire of an employee to leave the organization (Pearson
and Porath, 2005). Research shows that incivil behavior in the workplace negatively affects
individuals psychologically and alienates them from the organization. A literature review by
Schilpzand et al. (2016) emphasizes that incivil behavior is a driving force that weakens commitment,
identification, and organizational justice, and directly increases the intention to leave. For example,
Lim, Cortina, and Magley (2008) found that incivil behavior leads to job dissatisfaction and thus to
the intention to leave, while Spence-Laschinger et al. (2009) found that it increases burnout, reduces
employee retention levels, and consequently negatively affects turnover rates. Trudel and Reio
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(2011) emphasize that when workplace incivility is not controlled, it will manifest itself at the
organizational level, not the individual level, and if left unchecked, will become a chronic problem
causing negative entropy in the organizational culture by leading to job turnover. The relationship
between workplace incivility and intention to leave is significant in the domestic literature due to its
examination across different sectors. Coban and Deniz (2021) showed that workplace incivility
directly increases the intention to leave, and that organizational cynicism plays a mediating role in
this process. Batga and Ceyhan (2024) revealed that incivility reduces organizational commitment
and belonging in the banking sector, while Kavakli (2021), in her master's thesis, showed that
incivility towards nurses evolved into a process of job turnover. The study by Yanik (2023) shows
that workplace incivility accelerates employee turnover due to the stress level it creates, while Candar
and Aksoz (2025) empirically demonstrate that incivility among hotel employees leads to silence,
which in turn creates a basis for employee turnover. In summary, workplace incivility is a serious
risk factor for organizations, not only affecting individual outcomes but also reducing positive
organizational outcomes, damaging organizational culture, and accelerating employee turnover.
Based on this information, hypothesis H3 has been developed:

H3: Workplace incivility has a positive effect on the intention to leave the job.
The Mediating Role of Workplace Incivility

The direct relationship between emotional deprivation in the workplace and intention to
leave is a linear process that can be explained by fundamental organizational theories. According to
social exchange theory (Blau, 1964), when an individual cannot find the desired support and a
welcoming environment in the workplace, the principle of reciprocity with the organization is
damaged, and they feel that the bond between them is broken. This situation represents an emotional
void as described by Wright (2005). It is precisely at this point that an individual exposed to incivility
in the workplace experiences psychological trauma and emotional void, acting as a factor that can
drive them to leave their job. The mediating role of workplace incivility is a phenomenon studied in
the literature on various organizational outcomes. While Yaman, Aytag, and Basol (2023) showed
that incivility plays a mediating role in the relationship between workload and organizational conflict
level; Tolga (2023) found the mediating effect of incivility in the relationship between gender,
experienced discrimination, and burnout. The study by Demirel and Cetinkaya (2023) revealed that
workplace incivility plays a critical mediating role in the effect of perceived organizational exclusion
on employee turnover rate. Similarly, Torkelson et al. (2016) stated that weakening social
relationships increases incivility. In a Turkish sample, Coban and Deniz (2021) and Candar and
Aks6z (2025) demonstrated that incivility directly triggers intention to leave; while Batga and
Ceyhan (2024) and Kavakli (2021) proved the destructive effect of this process on belonging. As
emphasized by Yanik (2023), incivility, which increases due to emotional loneliness or deprivation,
plays a significant mediating role in bringing individuals to the point of quitting their jobs. Based on
this information, hypothesis H4 was developed, which explains the underlying mechanisms of the
research and aims to measure its mediating effect on these two variables.

H4: Workplace incivility has a mediating effect on the relationship between emotional deprivation
in the workplace and intention to leave.

Previous studies conducted specifically within the education sector have shown that while
the relationships between workplace incivility and intention to leave have been examined, the
phenomenon of "emotional deprivation," a psychological antecedent of the process, has largely been
overlooked. The relevant literature generally attempts to explain workplace outcomes in the work
environment or workflow processes through structural and task-oriented variables. However, a
structural gap has been observed regarding how insecurity, emotional deprivation, and emptiness
experienced by employees in the workplace lead to negative interpersonal behaviors (incivility) and
ultimately to intention to leave the job. This research, within the context of Conservation of

www.turkishstudies.net/economy



472 Mustafa [smet Basboga - Asli Kaya

Resources Theory, evaluates the process of emotional deprivation in the workplace as a resource loss
and aims to fill the empirical gap in the literature by considering workplace incivility as a behavioral
mediating mechanism for this loss.

Method

This section of the research includes the research method, model, sample, data analysis,
findings, and conclusions.

Research Model

The research model, which was created based on hypotheses regarding the relationships
between emotional deprivation in the workplace, intention to leave the job, and workplace incivility
as a result of the literature review, is shown in Figure 1.

H,4
Workplace
Incivility
Hz H3
H,
Emotional > Turnoyer
Deprivation Intention
Figure 1. Research Model

Research Population and Sample

The research population consists of employees of private preschool education institutions
operating in Adana province. The research was initiated with the "Ethics Committee Approval
Certificate" dated 19.12.2025 and numbered 2025-22 from the Istanbul Gelisim University Scientific
Research and Publication Ethics Board. The sample consists of 480 employees selected using the
simple random sampling method. During the data collection process, participants were presented
with a "consent form" stating that the purpose of this research, its risks, and the principle of data
protection under the Personal Data Protection Law (KVKK) would be adhered to, and that the data
would only be used for academic purposes. After freely consenting to the information, participants
voluntarily answered the research questionnaire. 444 of the collected research questionnaires were
deemed valid and accurate, and analyses were subsequently carried out. In quantitative research, it
is considered sufficient to reach five times the number of participants as the number of items used in
the questionnaire to represent the population (Bryman and Cramer, 2005). In this context, it is
considered that the population and sample fit was ensured since 19 items were used in the research
(Cohen et al., 2000; Sekaran, 2000). Another accepted view in the literature states that studies
analyzed with structural equation modeling in the social sciences should have a minimum sample
size of 384 participants (Giirbiiz and Sahin, 2014; Kara et al., 2023). In addition, the following
formulation was used to determine the minimum number of questionnaires required for the research
(Ozer, 2004; Yakut, 2020):

B NPQZ?
" (N —1)d? + PQZz2

n

(1)
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B 23746(0.5)(0.5)(1.96)2
"= 23746 — 1)0.05% + (0.5)(0.5)(1.96)

~ = 384(2)

Of the preschool employees participating in the study, 312 were women and 132 were men.
Almost all participants (414) were in the young and middle-aged category, ranging from 18 to 40
years old. Only 30 participants were 41 years and older. Regarding seniority, 120 had less than two
years of experience, 156 had three to six years, 66 had seven to ten years, and 102 had ten years or
more. Only 54 participants were high school graduates; 156 held associate degrees, 192 held
bachelor's degrees, and 42 held postgraduate degrees.

Research Scales

The first section of the survey form included questions to obtain the demographic outcomes
of the participants, and the statements in all other sections of the survey were determined using a 5-
point Likert scale. In the first section of the survey, demographic variables were given, and in the
second section, the items of the "emotional deprivation" dimension of the "Loneliness in the
Workplace" scale, developed by Wright, Burt, and Strongman (2006) and validated in Turkish by
Dogan, Cetin, and Sungur (2009), were used to measure the emotional deprivation of employees in
the workplace. In the third section of the research survey, the "Intention to Leave" scale, developed
by Mobley, Horner, and Hollingsworth (1978), consisting of one dimension and 3 items, was used
to measure the level of intention to leave the job of the employees. In the fourth section of the
research, the "Workplace Incivility" scale, developed by Cortina et al. (2001) and validated in
Turkish by Gok, Karatuna, and Basol (2019), consisting of one dimension and 7 items, was used.

Analysis and Findings

SPSS and AMOS statistical software packages were used to analyze the data collected within
the scope of the research. In this context, confirmatory factor analysis (CFA) and SEM analysis were
used. Skewness/kurtosis coefficients were examined to determine the suitability of the scales and
measurement model used in the research for SEM. According to an accepted view in the literature,
skewness/kurtosis between [-2 and +2] indicates that it is within acceptable limits and conforms to a
normal distribution (George and Mallery, 1999). It was observed that the skewness and kurtosis
values for emotional deprivation in the workplace (skewness: 0.764; kurtosis: 1.354), intention to
leave the job (skewness: 0.766; kurtosis: -0.319) and workplace incivility (skewness: 1.197; kurtosis:
0.404) conformed to a normal distribution. Descriptive statistics (mean, standard deviation) and
correlation analysis results for the variables tested in the study are presented in Table 1.

Table 1: Descriptive Statistics and Correlation Coefficients

M SD 1 2 3
1. Emotional Deprivation in the Workplace 2383 0.607 (.785)
2. Intention to Leave the Job 2,200 1.096 536%%  (.909)
3. Workplace Incivility 1,782 0.930  .557*%  663**  (.936)

**p < .001 n=444 Values in parentheses are Cronbach's Alpha values.

Correlation analysis was conducted to determine the relationship between the variables in
the study. Table 1 shows that there is a positive and moderate correlation between all variables.

In studies involving structural equation modeling, the consistency and representativeness of
the measurement instruments are necessary for the model to be statistically significant. In this
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context, CR and AVE values come into play. Composite reliability (CR) is known as the statistic that
shows the consistency of the measurement of the latent variable with the observed variables. It is
known as one of the basic indicators that reveals the internal consistency measure and shows the
quality of the measurement model in structural equation modeling. In the literature, a CR value of
>0.70 is expected as a threshold. In addition, the Mean Explained Variance (AVE) value is used to
determine how much of the variation in the items dependent on it a factor can explain, and how
accurately and well it measures. In the literature, an AVE value of >0.50 is expected as a threshold.
When these conditions are met, the factor is considered to have both reliability and convergent
validity. The formulas for calculating Compound Reliability (CR) and Mean Explained Variance
(AVE) are given below (Fornell and Larcker, 1981; Bagozzi and Yi, 1988; Hair et al., 2019).

Z2)? A
= m and AVE = n

CR

Table 2: Cronbach's Alpha Coefficients and CR-AVE Validities
Cronbach’s

Scale Item Number CR AVE
Alpha

Emotional Deprivation 9 ,78 0,795 0,624

Intention to Leave the Job 3 ,90 0,896 0,792

Workplace Incivility 7 ,93 0,922 0,814

Table 2 shows that the Cronbach's Alpha, CR, and AVE values of the variables used in the
research are within the ideal range.

Table 3: Goodness-of-Fit Statistics of the Scales

Harmony and Well-being Values CMIN/DF  AGFI IFI CFI TLI RMSEA
Emotional Deprivation 4,612 868 918 912 906  .078
Intention to Leave the Job 2,728 876 930 934 934 068
Workplace Incivility 2,118 908 948 944 940 056
Measurement Model 2,915 .882 .936 .932 .928 .062

In the confirmatory factor analysis conducted to determine the compatibility of the scales
used in the research with the research model, it was observed that the factor loadings of all items
were within the threshold values accepted in the literature, and construct validity was ensured (Marsh
and Hocevar, 1985; Guadagnoli and Velicer, 1988; Stevens, 1992; Giirbiiz and Sahin, 2014).

YEM Model Results

The results of the findings obtained regarding the path analysis created for the research are
presented in Figure 2.
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The coefficients shown in Figure 2 above represent the standardized regression coefficients.
The test results for hypotheses H1, H2, H3, and H4, conducted within the framework of the
established research model, are presented in Table 3 below.

elolelelelelalale
HHIE
000

Tablo 4: SEM Analysis Results

The Tested Path BC %95 CI
B SE
LB UB
Emotional --->  Intention to .692 .062 34 78
Deprivation Leave the Job
Emotional --->  Workplace 728 .058 .65 .82
Model Deprivation Incivility
Workplace Incivility ~ --->  Intention to 510 .042 41 .77
Leave the Job
Total Effect (c) 1.063* .069 74 1.08
Direct Effect (c”) .692%* .053 30 .82
Indirect Effect (axb) 371%* .029 22 .44
(*p<.001)

The level of indirect significance in the model was tested within a 95% confidence interval
using the “bias-corrected percentage bootstrap” method with 5000 resamples. This method was
preferred to clearly assess the indirect effect by aiming to correct for possible systematic deviations
in the bootstrap distribution. According to the structural equation modeling analysis findings,
workplace emotional deprivation has a significant and positive effect on intention to leave (f=.692,
p<.001), workplace emotional deprivation has a positive effect on workplace incivility (B=.728, p<
.001), and workplace incivility has a positive effect on intention to leave (f=.510, p<.001). In light
of the obtained data, hypotheses H1, H2, and H3 were accepted in the study.
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To determine the level of mediating effect between research variables, it is necessary to
calculate the VAF (Variance Accounted For) value, which is frequently used in the literature (Baron
and Kenny, 1986; Preacher and Hayes, 2008).

VAF = Indirect Effect / Indirect Effect + Direct Effect

Furthermore, according to the VAF value, a mediating effect value between 0.20 and 0.80
indicates partial mediation, while a value greater than 0.80 indicates full mediation (Shrout and
Bolger, 2002; Kara et al., 2023).

In the research model, the VAF value was calculated as; = 0.371/0.371+0.692 = 0.349.
According to this finding, it has been confirmed that workplace incivility plays a partial mediating
role in the relationship between emotional deprivation in the workplace and intention to leave, and
hypothesis H4 has also been accepted.

Conclusion and Recommendations

Private preschool education institutions are among the leading institutions that shape the
future of societies and lay the foundation for the intellectual, socio-psychological, and emotional
development of children, including their cognitive, sensory, and emotional growth. Their employees
are the most important actors in this process. The dedication and sacrifices made to raise children as
individuals during this process, where the foundations of their development are laid, are fundamental
elements of emotional guidance and education. Given the strategic role of all employees in preschool
education institutions, they exert significant emotional effort in addition to their performance, hard
work, and pedagogical skills in the workplace. However, they need to receive a high level of
emotional and organizational support from their organizations during this process. Employees who
do not receive this emotional and organizational support experience increased levels of emotional
deprivation and, consequently, increased intentions to leave their jobs (Ertosun and Erdil, 2012;
Pauley and Hesse, 2009). The emotional void or deprivation experienced by employees who do not
receive the necessary support leads not only to individual burnout but also to workplace incivility
(Hur et al., 2016).

This study was conducted on 444 employees working in private preschool education
institutions in Adana province. The data obtained were analyzed using SPSS and AMOS statistical
package programs, and the hypotheses formulated within the scope of the research were tested with
structural equation modeling. The findings showed that emotional deprivation in the workplace has
a significant and positive effect on the intention to leave the job (B= .692, p< .001), emotional
deprivation in the workplace has a positive effect on workplace incivility (B= .728, p< .001), and
workplace incivility has a positive effect on the intention to leave the job (B= .510, p< .001).
Therefore, hypotheses H1, H2, and H3 established within the scope of the research were accepted.
The findings support the literature that emotional loneliness or deprivation experienced in the
workplace negatively affects organizational commitment and leads to turnover (Ozcelik and Barsade,
2011; Lam and Lau, 2012), and that employees will show an intention to leave their jobs when they
cannot find the social and emotional support they need within the organization (Pauley and Hesse,
2009; Donmez and Topaloglu, 2020; Ertosun and Erdil, 2012; Ayazlar and Giizel, 2014;
Erdirengelebi and Ertiirk, 2018; Oriicii et al., 2019). Additionally, the lack of emotional support
resources within the organization increases uncivilized behavior in the work environment (Holm et
al., 2015; Hur et al., 2016), which leads to thoughts of leaving the organization and resignation (Lim
et al. (2008); Schilpzand et al., 2016). The findings of Coban and Deniz (2021); Kavakli (2021);
Yanik (2023); Batga and Ceyhan (2024); and Candar and Aksoz (2025) are clearly seen in the
literature. For the mediation analysis, which is the main purpose and focus of the research, the VAF
value was calculated. The VAF value was calculated as 0.371/0.3714+0.692 = 0.349. According to
the threshold values specified by Shrout and Bolger (2002) and Kara et al. (2023) (0.20 < VAF <
0.80), it was determined that workplace incivility plays a "partial mediating" role in the relationship
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between emotional deprivation and intention to leave the job, and hypothesis H4 was accepted.

When the research results are evaluated based on Conservation of Resources Theory (COR)
and Social Exchange Theory, it is seen that preschool employees whose emotional resources are
depleted and exhausted experience increased stress due to the climate of incivility created by this
void, and express an intention to leave their jobs in order to protect their psychological capital.
Although the model confirmed in the research, “emotional deprivation > workplace incivility =
intention to leave,” offers a strong empirical basis for directly explaining linear processes within the
scope of organizational psychology, the boundary conditions and contextual factors of this model
also need to be evaluated. Within the framework of Conservation of Resources Theory, protective
mechanisms play a role in weakening these relationships and protecting individuals, reducing the
negative effects of emotional deprivation on workplace incivility and intention to leave. External
resources such as perceived organizational support, leader-member interaction, individual-
organization fit, etc., and internal resources such as psychological resilience and psychological trust,
can reduce the destructive effect of emotional deprivation on incivility. In future research,
considering this situation and expanding integrated research designs that include potential
moderating variables or boundary conditions will positively impact the contribution obtained within
the context of the literature. Looking at the research limitations, the fact that data was collected only
in one region and province and covered cross-sectional processes indicates a limitation in terms of
generalizability. For top management, it is necessary to establish mechanisms that improve and
strengthen the emotional support processes of employees in private preschool education institutions.
Building an organizational culture with "zero tolerance" for incivility in the workplace, providing
training on internal conflict management, and reducing employee turnover and minimizing
resignation are vital.
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Is Yerinde Duygusal Yoksunlugun Isten Ayrilma Niyeti Uzerindeki Etkisinde Isyeri
Nezaketsizliginin Araci Rolii

Giris

Ozel egitim kurumlar1 yapist itibariyle iktisadi faaliyet gostermenin yani sira hizmet
vermeleri bakimindan da degerlendirilmektedir. Giiniimiiziin dinamik 6zel egitim sektorii pedagojik
ve mesleki yeterligin yaninda yiiksek performans ve verimlilik beklemektedir. S6z konusu bu durum
ise c¢alisanlarinin lizerinde daha ¢ok baski ve sorunlara neden olmaktadir. Calisanlar egitimsel
uzmanliklariin yani sira sosyal ve duygusal becerilerini de siirekli olarak {ist seviyelerde tutmak
zorunda kalmaktadir. Bu durum gergeklesmediginde ise ¢alisanlarin bir yalmizlik yasamasina ve
duygusal yoksunluguna girmesine neden olabilmektedir. Mesleki yeterlilik, performans ve verimlilik
bazen olumsuz sonuglar dogurabilmekte ve ¢alisanlarin isyerinde yalnizlik ve duygusal yoksunluk
yasamalarina sebep olmaktadir. Mesleki yeterliligin yani sira emek yogun islerde calisanlarin
duygusal yoksunluk yasamasi duygusal tiikenmislige (Maslach ve Leiter, 2000; Demerouti vd., 2001;
Aksit Asik, 2016), psikolojik ve fizyolojik problemlere (Kahill, 1988; Maslach ve Leiter, 2000),
duyarsizlagsmaya (Maslach, 1982), yasam ve is tatminsizligine (Lee ve Ashforth, 1993), isten ayrilma
niyetinin artmasina (Cropanzano vd., 2003), Orgiitsel vatandaslik davranisinin azalmasina
(Cropanzano vd., 2003), kars1 is davranislar1 ve saldirganliga (Spector, 1987; Berkowitz, 1989) vb.
gibi pek ¢ok olumsuz ciktiyr dogurmaktadir. Isyerinde duygusal yoksunluk en temelde isyeri
taleplerinin yol actig1 bir tiikenmislik formu olarak goriilmesine ek olarak dinamik siireclerde negatif
psikolojik ciktilart tetikleyerek ikincil bir stresor gorevi gormektedir (Lee ve Ashforth, 1993;
Maslach ve Leiter, 2000; Demerouti vd., 2001). isten ayrilma niyeti ise, planli davranis teorisine
dayanan, tiikenmisglik ve doyumsuzluk sonucunda bireyin is aramasi ve bilingli bir sekilde isten
ayrilmasina sebep olan siiregler biitiinii olarak bilinmektedir (Mobley, 1977; Ajzen, 1991).
Arastirmalar, igyerinde duygusal yoksunlugun isten ayrilma niyeti {izerindeki etkisini ortaya
koymaktadir (Mobley, 1977; Ajzen, 1991; Lee ve Ashforth 1996; Wright ve Bonett, 1997;
Cropanzano vd., 2003; Demerouti vd., 2001). Lakin duygusal yoksunluk ile isten ayrilma niyeti
arasindaki iliskilerde ¢aligmada ortaminda nezaketsiz davraniglarin araci iliskisine dair ¢aligmalar
sinirhidir. Isyeri nezaketsizliginin arac1 degisken olarak Slciilmesi degiskenler aras iliskide bir koprii
gorevi gormektedir (Cortina vd., 2001). Arastirma, temelde isyeri ortamindaki sorunlar1 6lgmekte ve
dolayisiyla kaynaklarin korunmasi teorisi ve sosyal degisim teorisi kuramina dayanmaktadir.
Kaynaklarin korunmasi teorisi, igyerinde duygusal yoksunlugu bir kaynak olarak ele almakta ve
duygusal tilkenmislige ve strese neden olarak calisanin isten ayrilma niyetini siddetlendirmektedir
(Hobfoll, 1989; Andersson ve Pearson, 1999). Sosyal degisim teorisi baglaminda degerledirildiginde
caligsanin orgiite duygusal emek vermesi karsiliginda nezaketsiz davraniglar ve duygusal yoksunluk
yasamasi sonucunda buna tepki olarak igini sonlandirmaktadir (Blau, 1964). Son olarak bu c¢alisma
isyeri ortaminda nezaketsizliginin aract mekanizmasin test ederek ilgili alanyazina katki saglamay1
amagclamaktadir.
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Literatiir incelemesi ve Hipotez Gelistirme
Duygusal Yoksunluk, Isten Ayrilma Niyeti ve Isyeri Nezaketsizligi Kavramlari

Duygusal Yoksunluk: Duygusal yoksunluk kavrami, orgiitsel davranis literatiiriinde genel
olarak is yeri yalnizliginin bir alt boyutu olarak degerlendirilmektedir. Duygusal yoksunlugun ortaya
¢ikmasi da belirli sebeplere dayanmaktadir. Calisma ortaminin faktorleri ve kisilik 6zellikleri
bunlarin baglicalaridir. Calisma ortaminin hem fiziki sorunlari hem de olusturulan yanlig iletigim ag1
calisanlarin duygusal yoksunluga itmektedir (Mercan vd., 2015). Buna ek olarak birey is akis
stireclerini gerceklestirirken oOrgiitten anlamli bir duygusal yakinlik hissetmediginde de ortaya
cikmaktadir (Wright ve Bonett, 1997). Duygusal yoksunluk literatiirde daha g¢ok duygusal
tikenmislik kavrami ile ele alinmaktadir. Temel olarak duygusal yoksunluk, orgiitte faaliyet gosteren
bireyin, ¢alisma ortaminda arkadaslar1 ve yoneticileri ile duygusal baglar kuramamasindan ortaya
cikan bir yabancilagsma ve yalnizlik hissidir (Dénmez ve Topaaloglu, 2020). Maslach’in tilkenmislik
modelinin temelinde var olan bu durum bireyin kendini yetersiz ve tiikenmis hissetmesine yol agan
stres sonucunda ortaya ¢ikmaktadir (Maslach ve Leiter, 2000). S6z konusu bu duygusal yoksunluk
calisanlarin negatif duygular hisssetmesini saglamakta ve tatmin, baglilik, 6zdeslesme gibi olumlu
orgiitsel ¢iktilar1 zayiflatarak orgiitsel davranis tizerinde olumsuz etki birakmaktadir (Wright, 2005).
Orgiit igerisinde yeterli duygusal destek almamadiginda ¢alisanlar orgiitten uzaklasma ve bunun
sonucunda ise Orgiitsel vatandaslik davraniglar sergileyememektedirler (Lee ve Ashforth, 1996).
Literatiir incelendiginde duygusal yoksunluk yasandigindan ¢alisanin isten ayrilma niyeti sergiledigi
(Lee ve Ashforth, 1996), is tatminsizligi yasadigi (Mobley, 1977), rgiitsel vatandaslik davranisinda
azalmalar oldugu (Cropanzano vd., 2003), yiiksek anksiyeteye sebep oldugu (Qin vd., 2023),
tilkenmislige, isyeri nezaketsizligine ve igsyeri devamsizlig1 sergilemesine sebep oldugu (Rahim ve
Cosby, 2016), diisiik is performansi ve fiziksel sorunlara neden oldugu (Wright ve Bonett, 2007) gibi
pek ¢ok negatif ¢iktiya sebebiyet verdigi ortaya konulmustur.

Isten Ayrilma Niyeti: Isten ayrilma niyeti, 6rgiit igerisinde is akis siireglerini gerceklestiren
bireyin mevcutta var olan isini goniillii ve bilingli olarak birakma istegi ve ayrilmaya dair yordayici
olarak tanimlanmaktadir. Bireyde var olan bu istek kuramsal baglamda Ajzen’in planlanmis davranis
teorisine dayanmaktadir. Teori, bireyin ayrilmaya dair paradigmasini, niyeti ve davranislari ile
iligkilidir (Ajzen, 1991). Bagka bir tanimda ise isten ayrilma niyeti gliniimiizii daha dinamik ve hizli
degisen is siirecleri icerisinde aktif olarak yeni bir is arama veya kariyer firsati elde etmek igin
goniillii bir siirec olarak ifade edilmektedir (Lee vd., 2004). Isten ayrilma niyeti literatiirde
incelendiginde is tatmini ve orglitsel baglilikla negatif iligki igerisinde oldugu (Meyer ve Allen, 1991;
Tett ve Meyer, 1993), orgiitsel adalet saglanmadiglr durumlarda arttigini (Colquitt vd., 2001), is
doyumu ile arasinda negatif iliskisi oldugu (Judge vd., 2001), yasam tatmini yiiksek olan kisilerde
isten ayrilma niyetinin diistiigli (Bowling vd., 2010), orgiitsel 6zdeslesme ile isten ayrilma arasinda
negatif korelasyon oldugu (Riketta, 2005), tiikenmislik yasayan bireylerin isten ayrilma niyetleri
arttigl (Schaufeli vd., 2009), etik liderlik ve hizmetkar liderlik tarzlari uygulandiginda isten
ayrilmanin azaldigi (Ehrhart, 2004) ortaya koyulmustur.

Kisinin igini birakmay1 diisiinmesi ve bilingli bir sekilde bunu eyleme gegirmesi salt is
siirecleri ve igyeri ortamindan degil bunun dusinda kisisel 6zellikler, aile, yas, cinsiyet, kidem, iicret
beklentisi vb. durumlarimin bir araya gelmesinden de kaynaklanmaktadir. S6z konusu ayrilma
siirecini tetikleyen faktorler bireysel, orgiitsel ve cevresel olarak ii¢ alt boyutta ele alinmaktadir.
Bireysel diizey daha cok kisinin yasi, cinsiyeti, Ozellikleri, yetenekleri, tecriibesi gibi kisisel
ozelliklerini igeren siireclerden olusmaktadir. Orgiitsel diizey, aldig1 iicret, baglilik, calisma sartlari,
ek haklar, liderlik tarzi ve Orgiitsel adalet algis1 gibi oOrgiit kiiltiirii ile alakali durumlardan
olugmaktadir. Son olarak gevresel faktorler ise, milliyeti, yasanilan iilke, yasalar, pazarin durumu,
sektorde ¢ok isletme bulunmas, is firsatinin goklugu vb. gibi ¢ok boyutlu bir siireci kapsamaktadir
(Mobley vd., 1979; Price, 2001; Oriicii ve Bayramov, 2022).
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Isyeri Nezaketsizligi: Kavram ilk olarak Andersson ve Pearson (1999) tarafindan
“nezaketsizlik sarmali” ile ortaya konulmus ve niyeti belli olmayan, karsidaki kisiye yonelik
saygisizlik halleri igeren her tiirli diisiince, tutum ve davranis olarak tanimlanmistir (Isikay ve
Taslak, 2021). Kavram orgiitsel baglamda kaynaklarin korunmasi teorisi (Hobfoll, 1989) sosyal
miibadele kuraminin davranissal ilkelerine (Homans, 1961) dayanmaktadir. Nezaketsiz davranislar,
bireyin orgiit icerisindeki psikolojik ve fiziksel kaynaklar1 azaltan veya kaybetmesine sebep olan
onemli bir stres faktorii olarak degerlendirilmektedir. Toplumsal norm ve degerlere bagli olsa bile
nezaketsiz davranislar kisiden kisiye gore degisebilmektedir. Literatiirde temel olarak isyeri
nezaketsizligi, bireylerin ¢aligsma ortaminda ortaya koydugu olumsuz diisiince, tutum ve davraniglar
olarak bilinmektedir. Isyeri nezaketsizligine sebep olan birtakim faktorlerin oldugu bilinmektedir.
Bu faktorler genelde kisinin yasi, cinsiyeti, ailevi degerleri, yetistigi toplum, tutumlar1 gibi
kendisinden kaynaklanan o6zellikler oldugu gibi is kosullari, kidem diizeyi, liderlik tarzi, orgiit
kiiltiirii, adalet algis1 vb. drgiitsel durumlardan da kaynaklanabilmektedir (Ozcan, 2022, 5.343). Isyeri
nezaketsizligin sonuglari iki temel diizeyde ele alinmaktadir. Literatiir incelendiginde goriilen amprik
calismalar bireysel ve orgiitsel diizeyde ciddi olumsuz ciktilar1 gdstermektedir. Isyeri
nezaketsizliginin bireysel sonuglar1 duygusal tiikenme (Kanten, 2014; Ozgen ve Coskun, 2022),
tilkenmisik (Oyeleye vd., 2013; Polatc1 ve Ozgalik, 2013), stres (Dion, 2006), is-aile ¢atismasina
sebep oldugu (Lim ve Lee, 2011), diisiik is doyumuna sebep oldugu (Welbourne vd., 2015)
goriilmektedir. Orgiitsel baglamda nezaketsizlik; orgiitsel sinizm ve isten ayrilma niyetini arttirdig1
(Coban ve Deniz, 2021), orgiitsel baglilig1 zayiflattigi, isyerinde giiven ortamini azalttig1 ve hatta
miisteri hizmet kalitesini dahi olumsuz etkiledigi (Sliter vd., 2011; Spence-Laschinger vd., 2009),
orgiitsel sessizligi arttirdigi (Alhas, 2021), ise devamsizligr arttirdigi (Khadjehturian, 2012),
adaletsizlik algisina sebep oldugu (Pearson vd., 2000) ve ek olarak yonetsel problemler yarattigi, is
performansi, verimlilik, motivasyon, kalitede azalmaya sebep oldugu, orgiit kiiltiiriinii bozdugu
(Logan, 2016; Pearson ve Porath, 2005) gibi pek ¢ok olumsuz ¢iktiya sebep olmaktadir. Dolayisiyla
denebilir ki, isyeri nezaketsizligi olgusu modern is siireglerinde ve ortamlarinda list yoneticilerin,
karar vericilerin ve arastirmacilarin ¢ok 6nem vermesi gereken kritik bir orgiitsel stresordiir.

Duygusal Yoksunluk, isten Ayrilma Niyeti ve Isyeri Nezaketsizligi Arasindaki iliskiler

Bireyin calisma ortamindaki sosyal iligkilerin hem say1 hem de maneviyat baglaminda
yetersiz olmas1 durumu isyerinde yalmizlik kavramini olusturmustur. Isyerinde yalmzlik kavrami
genelde iki alt boyutta incelenir ve bu boyutlardan birisi ise bireyin i¢sel yoniinii inceleyen duygusal
yoksunluktur (Wright, 2005). Duygusal yoksunluk hali daha ¢ok bireyin i¢sel ve manevi durumlari
ile alakali olan samimiyet, ictenlik, yardimseverlik, giiven, iyi olus, mutluluk vb. durumlarin
eksikliginin hissedilmesi olarak bilinmektedir. Literatiirde yapilan calismalar, igyerinde yalnizlik
yasayan, sosyal aglari dogru kurgulayamayan, duygusal olarak izole edilen bireyin duygusal
yoksunluk yasadigini ortaya koymaktadir. Yasanilan bu duygusal yoksunluk sonucunda bireyin
kendisini Orgiitiine ait hissedememesi ve bu olgunun isten ayrilma diizeylerini ciddi diizeyde
arttirdig1 gézlemlenmistir (Ertosun ve Erdil, 2012). Ozcelik ve Barsade (2011), tarafindan yapilan
calisma, isyerinde yalmizlik duygusu ve duygusal yoksunluga sahip bireyin, odaklanmasini ve
orgiitsel bagliligini diistirerek istifa siirecini hizlandirdigin1 ve isten ayrilma niyeti gosterdiklerini
ortaya koymuslardir. Lam ve Lau (2012) duygusal yoksunluk yasayan bireylerin lider-liye
etkilesiminin diistiiglinii ve yasanan bu durumun bireyin isini sonlandirmasina katki sagladigini
ortaya koymuslardir. Ek olarak igyeri ortaminda yalnizlik ve duygusal yoksunluk yasayan bireylerin
psikolojik stres yasadiklarini ve s6z konusu stresin orgiitsel 6zdeslesme diizeylerini zedeleyerek isten
ayrilma niyetini arttirdigin1 vurgulayan c¢alismalarin (Erdil ve Ertosun, 2011; Ayazlar ve Giizel,
2014) varlig1 da mevcuttur. Son olarak Pauley ve Hesse (2009) tarafindan yapilan ¢alisma sonuglari
da yasanilan duygusal yoksunlugun, bireyin orgiitiine olan baghiligin1 yavas yavas bitirmekte ve bu
durumun ancak is degistirme ve isten ayrilma ile ¢oziilecegi vurgulanmistir. Yerli literatiir
incelendiginde bahsedilen s6z konusu bulgularin desteklendigi, isyerinde duygusal yoksunluga
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maruz kalan bireylerin destek ve adalet algilalarinin zayiflayarak stres diizeylerinin arttig1, bu durum
sonucunda ise isten ayrilma niyeti ortaya koyduklar1 goriilmiistiir (Dénmez ve Topaloglu, 2020;
Oriicii vd., 2019). Kisaca duygusal yoksunluk, bireyin ¢alisma ortaminda iyi olus, tatmin, baglilik,
0zdeslesme vb. pozitif ¢giktilar1 azaltir ve buna karsin stres, ise devamsizlik ve isten ayrilma gibi
negatif ¢iktilarin en 6nemli yordayicisi gorevi goriir (Erdirengelebi ve Ertiirk, 2018). Bu agiklamalara
dayanarak asagida H1 hipotezi olusturulmustur.

H1: Duygusal yoksunlugun isten ayrilma niyeti lizerinde pozitif yonlii bir etkisi vardir.

Isyeri nezaketsizligi, bireylerin ¢alisma ortami icerisinde deger ve saygi normlarini
onemsemeyen, niyetin belirsiz oldugu diisiince, tutum ve davraniglardan olugmaktadir (Pearson,
2010). Karsilikli ortaya konulan bu tutum ve davraniglar sagliksiz bir iletisim ortami, kars tarafi
kiiglimseme ve bireyi grup igerisinden diglama gibi daha ¢ok fiziksel olana degil psikolojik olana
zarar vermekte ve psikolojik yikimi beraberinde getirmektedir (Andersson ve Pearson, 1999).
Literatiire bakildiginda nezaketsiz davranislar, isyeri ortaminda ¢aliganlar arasindaki uyum ve sosyal
baglar1 olumsuz etkileyen, onlar1 6rgiite yabancilastiran ve isyerinde onlar1 yalnizliga iten bir stres
kaynag1 olarak goriilmektedir. Isyerinde yalmzlik kavraminin boyutlarindan biri olan duygusal
yoksunluk ise bireyin calistigi ortamda duygusal destegi bulamamasi ve bir bosluk hissetmesidir
(Wright, 2005). ilgili literatiir incelendiginde salt iki degisken aras1 yapilmis herhangi bir ¢alisma
goriilmemektedir. Buna karsin yapilan ¢alismalar igerisindeki amprik bulgular, isyerinde var olan
nezaketsizligin duygusal ve psikolojik yoksunlugu dogrudan arttirdigini gostermektedir. Ornegin
Hur vd. (2016) tarafindan yapilan ¢alisma, nezaketsizligin birey lizerinde ve onun sosyal ¢evresinde
duygusal kaynak tiiketimini azalttigini vurgulamaktadir. Holm vd. (2015) tarafindan yapilan diger
bir ¢alisma, isyerinde nezaketsiz davraniglarin sosyal destegi olumsuz etkiledigini ve bireyi duygusal
bir izolasyon igerisine atarak onun hem duygusal yoksunluk hem de isten ayrilma niyeti davranisi
ortaya koydugunu vurgulamaktadir. Buradan hareketle denebilir ki; isyeri nezaketsizligi sadece anlik
olumsuzluklara sebep olmakla beraber orgiit igerisinde bireyin sosyal algi paradigmasina da zarar
vererek onu duygusal bir yoksunluga itmektedir (Pearson ve Porath, 2005). Is ortaminda
nezaketsizlige maruz kalan birey zaman icerisinde kendini korumak amaciyla sosyal ortamlardan
geri ¢ekilmekte; bu durumda onun yasadig1 duygusal yoksunluk hissini derinlestirmektedir. Bu da
caligsanin is ortamindan kendisini iyice soyutlamasini, isyeri ortamini artik psikolojik acidan giivenli
bir alan olarak algilamamasini beraberinde getirmektedir. Isyeri nezaketsizligi sonucunda duygusal
yoksunluk yasayan birey yavas yavas calisma ortamindan ve arkadaglarindan gelen geribildirimleri
onemsememektedir. Sosyal degisim teorisi iizerinden bu durum incelendiginde; nezaketsizligin
sebep oldugu bu yoksunluk, calisanin orgiitiine sagladig: katkiy1 en aza indirgeyecek ve zaman
icerisinde aidiyet ve baglilik seviyelerini en aza indirecektir (Wright, 2005). Bu bilgilerden ve gecmis
aragtirmalardan yola ¢ikarak H2 hipotezi gelistirilmistir.

H2: Duygusal yoksunlugun isyeri nezaketsizligi tizerinde pozitif yonlii bir etkisi vardir.

Isyeri nezaketsizligi, calisma ortaminda karsilikli saygiya dayanan davranislari reddeden,
kaba ve saygisiz davraniglarin tamamini ifade etmektedir (Andersson ve Pearson, 1999). Bilindigi
gibi isten ayrilma niyeti ise ¢alisanin orgiitten goniillii ve bilingli olarak ayrilma istegidir (Pearson
ve Porath, 2005). Yapilan aragtirmalar isyerinde nezaketsiz davranislarin bireyi psikolojik olarak
olumsuz etkileyen ve onlar1 orgiitten uzaklastirdigini ortaya koymaktadir. Schilpzand vd. (2016)
tarafindan yapilan literatiir taramasinda nezaketsiz davraniglarin bagliligi, 6zdeslesmeyi, orgiitsel
adaleti zayiflatan ve isten ayrilma niyetini dogrudan arttiran itici bir gii¢ oldugu vurgulanmaktadir.
Ornegin; Lim, Cortina ve Magley (2008) nezaketsiz davramslarin is tatminsizligine sebep olarak
ayrilma niyetine onciiliik ettigini, Spence-Laschinger vd. (2009) tiikenmisligi arttirarak c¢alisanlar
elde tutma diizeylerini diisiirdiglinii bunun sonucunda ise isten ayrilma diizeylerini de olumsuz
yonde etkiledigi saptamiglardir. Trudel ve Reio (2011) igyerinde nezaketsiz davraniglarin kontrol
edilemediginde bireysel diizeyden c¢ikarak orgiitsel diizeyde kendisini gdsterecegini ve miidahele
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edilemezse isten ayrilmaya sebep olarak bir orgiit kiiltiirlinii negatif entropiiye ugratacak kronik bir
sorun haline gelecegini vurgulamaktadir. Yerli literatiirde isyeri nezaketsizligi ile isten ayrilma niyeti
iligkisi farkli sektorler bakiminda incelenmesinden dolay1 6nem arz etmektedir. Coban ve Deniz
(2021), igyeri nezaketsizliginin isten ayrilma niyetini dogrudan arttirdigini ve bu siire¢ igerisinde
orgiitsel sinizmin aracilik rolii bulundugunu ortaya koymuslardir. Batga ve Ceyhan (2024),
nezaketsiz davraniglarin bankacilik sektdriinde orgiitsel baghilik ve aidiyeti azalttigini, Kavakli
(2021), yiiksek lisans tezinde hemsirelere uygulanan nezaketsiz davraniglarin isten ayrilma siirecine
evrildigini ortaya koymaktadir. Yanik (2023) tarafindan yapilan ¢alisma igyeri nezaketsizliginin kisi
tizerinde olusturdugu stres diizeyinin ayrilmayi hzlandirdigini, Candar ve Aksoz (2025) ise otel
calisanlariin nezaketsizliginin sessizlige sebep oldugunu, bunun sonucunda ise ayrilmaya zemin
olusturdugunu ampirik verilerle ortaya koymaktadirlar. Ozetle; isyeri nezaketsizligi drgiitler icin
sadece bireysel sonuglarin yani sira, orgiitsel baglamda olumlu ¢iktilart azaltan, orgiit kiiltiirtinii
zedeleyen ve isgiicli devrini hizlandiran ciddi bir risk unsurudur. Bu bilgilere dayanarak H3 hipotezi
gelistirilmistir.

H3: Isyeri nezaketsizliginin isten ayrilma niyeti {izerinde pozitif yonlii bir etkisi vardir.
Isyeri Nezaketsizliginin Arac1 Rolii

Isyerinde duygusal yoksunluk ve isten ayrilma niyeti arasindaki dogrudan iliski, temel orgiit
kuramlart ile agiklanabilecek dogrusal bir siiregtir. Sosyal degisim teorisine (Blau, 1964) gore bireyin
calisma ortaminda arzuladigi destegi ve samimi ortami bulamadiginda 6rgiitle olan karsiliklilik ilkesi
zarar gormekte ve aradaki bagin zedelendigini hissetmekte ve bu durum da Wright (2005) tarafindan
ortaya konulan bir duygusal boslugu ifade etmektedir. Tam da bu noktada isyerinde nezaketsiz
davraniglara maruz kalan birey, yasadig1 psikolojik kirilma ve duygusal bosluk igerisinde onu isten
ayrilmaya kadar siiriikleyen bir etken gorevi saglamaktadir. Isyeri nezaketsizliginin araci rolii
literatiirde gesitli orgiitsel ¢iktilar izerinde incelenen bir olgudur. Yaman, Aytag ve Basol (2023) is
yiikii ile orgiitsel catisma diizeyi arasindaki iliskide nezaketsizligin araci bir rolii oldugunu ortaya
koyarken; Tolga (2023) cinsiyet ve yasanilan ayrimciligin tilkenmislik arasindaki iliskide
nezaketsizligin araci etkisini saptamistir. Demirel ve Cetinkaya (2023) tarafindan yapilan calisma
ise, Orgiitsel diglanma algisinin is goren devir hiz1 iizerindeki etkisinde isyeri nezaketsizliginin kritik
bir aracilik rolii oldugunu ortaya koymuslardir. Benzer olarak Torkelson vd. (2016) da sosyal
iligkilerin zayiflamasinin nezaketsizligi arttirdigin1 belirtmistir. Tiirkiye 6rnekleminde Coban ve
Deniz (2021) ile Candar ve Aks6z (2025) nezaketsizligin ayrilma niyetini dogrudan tetikledigini;
Batga ve Ceyhan (2024) ile Kavakli (2021) ise bu siirecin aidiyet iizerindeki yikict etkisini
kanitlamistir. Yanik (2023) tarafindan vurgulandig: iizere, duygusal yalnizlik veya yoksunluktan
artan nezaketsizlik kisiyi isini birakma ve ayrilma noktasina getiren dnemli bir araci roldedir. Bu
bilgilerden hareketle arastirmanin arka planinda yatan temel mekanizmalar1 agiklayan ve s6z konusu
iki degisken iizerinde aracilik etkisini 6lgmeyi amaglayan H4 hipotezi gelistirilmistir.

H4: Isyerinde duygusal yoksunluk ile isten ayrilma niyeti arasindaki iliskide isyeri nezakesizliginin
aracilik etkisi vardir.

Egitim sektorii 6zelinde yiiriitiilen 6nceki ¢alismalar; isyeri nezaketsizligi ile isten ayrilma
niyeti arasindaki iligkilerin incelendigini gosterse de, siirecin psikolojik onciillerinden olan
“duygusal yoksunluk” olgusu cogunlukla dikkate almmamuistir. lgili literatiir ¢iktilari, calisma
ortaminda veya is akis siireclerinde isyeri ¢iktilarini genel olarak yapisal ve gorev odakli degiskenler
iizerinden aciklamaya calismistir. Fakat, isyeri ortaminda ¢alisanin hissettigi glivensizlik, duygusal
yoksunluk ve bosluk kisilerarasinda olumsuz davranislari (nezaketsizlik) nasil ortaya ¢ikardigini ve
stire¢ sonucunda isten ayrilma niyetini dogurduguna dair bir yapisal bosluk goriilmiistiir. Bu
aragtirma, Kaynaklarin Korunmasi Teorisi baglaminda isyerinde duygusal yoksunluk siirecini bir
kaynak kaybi olarak degerlendirmekte ve igyeri ortaminda maruz kalinan nezaketsizligi de bu kaybin
davranigsal bir araci mekanizma olarak literatiirdeki ampirik boslugu doldurmay1 amaglamaktadir.
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Yontem

Arastirmanin bu boliimiinde arastirmanin yontemi, modeli, 6rneklemi, veri analizi, bulgulari
ve sonuglari yer almaktadir.

Arastirma Modeli

Alanyazin taramasi sonucunda isyerinde duygusal yoksunluk, isten ayrilma niyeti ve igyeri
nezaketsizligi arasindaki iligkilere dair olusturulan ve hipotezlere dayanan arastirma modeli, Sekil
1'de yer almaktadir.

H,4
Isyeri
Nezaketsizligi
H; H3

isyerind H, :
syerinde .| Isten Ayrilma
Duygusal > Niyeti
Y oksunluk

Sekil 1. Arastirma Modeli

Arastirmanin Evren ve Orneklemi

Arastirma evrenini Adana ilinde faaliyet gosteren 6zel okul Oncesi egitim kurumlarinin
calisanlar1 olusturmaktadir. Istanbul Gelisim Universitesi Bilimsel Arastrma ve Yaym Etigi
Kurulunun 19.12.2025 tarihli ve 2025-22 karar sayil1 “Etik Kurul Onay Belgesi” ile arastirmaya
baslanmustir. Orneklemi ise basit tesadiifi drnekleme yontemi tercih edilerek secilen 480 calisan
olusturmaktadir. Arastirmanin veri toplama siirecinde katilimcilara bu arastirmanin amaci, riskleri
ve KVKK kapsmainda verilerin korunacag: ilkesine bagli kalarak, sadece akademik amacla
kullanilacagina dair “onam formu” sunulmustur. Katilimcilar bilgilendirmeye 6zgiir iradeleri ile
onay verdikten sonra goniillii olarak arastirma anketini cevaplamislardir. Toplanan arastirma
anketlerinin 444’1 gecerli ve dogru kabul edilmis, analizler akabinde ercgeklestirilmistir. Nicel
aragtirmalarda anket formunda kullanilan madde sayisimin 5 kat1 kadar katilimeiya ulasilmasi evreni
temsil icin yeterli olacag diistiniilmektedir (Bryman ve Cramer, 2005). Bu kapsamda arastirmada 19
madde kullanildigi i¢in evren ve drneklem uyumunun saglandigi diistiniilmektedir (Cohen vd., 2000;
Sekaran, 2000). Literatiirde yer alan baska bir kabul ise sosyal bilimler alaninda yapisal esitlik
modellemesi ile analizi yapilan ¢aligmalarin minimum 6rneklem sayisinin 384 katilimcidan olugsmasi
gerekliligini belirtmektedir (Giirbiiz ve Sahin, 2014; Kara vd., 2023). Ayrica arastirma kapsaminda
aragtirmanin gerektirdigi minimum anket sayisini belirlemek icin asagidaki formiilizasyon
kullanilmustir (Ozer, 2004 ; Yakut, 2020):

B NPQZ?
" (N —1)d? + PQZz2

(1)

n
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B 23746(0.5)(0.5)(1.96)2
"= 23746 — 1)0.05% + (0.5)(0.5)(1.96)

~ = 384(2)

Arastirmaya katilan okul oncesi egitim kurumlarimin galiganlarinin 312’si kadin, 132’si ise
erkek calisanlardan olugmaktadir. Katilimcilarin neredeyse ¢ogu 414 geng ve orta yas olarak
nitelendirilebilecek sinifta 18-40 yas araliginda yer almaktadir. Sadece 30 katilimer 41 yas ve
tizerindedir. Katilimeilarin kidem durumlari incelendiginde 120’si 2 yildan daha az, 156’s1 3-6 yil
arasi, 66’s1 7-10 yil arast ve 102’si 10 y1l ve lizeri siiredir ¢aligmaktadirlar. Katilimcilarin sadece
54’1 lise mezunu olup 156°s1 6n lisans, 192’si lisans ve 42’si lisansiistii egitim seviyesine sahiptirler.

Arastirmanin Olcekleri

Anket formunun ilk bolimiinde katilimcilarin demografik ¢iktilarini elde etmek amaciyla
sorular sorulmus ve anketin diger tiim boliimlerinde yer alan ifadeler 5°1i likert tarzi Olgekle
belirlenmistir. Arastirmada anketin birinci bolimiinde demografik degiskenler verilmis, ikinci
bolimiinde calisanlarin igyerinde duygusal yoksunlugunu o6l¢gmek amaciyla Wright, Burt ve
Strongman (2006) tarafindan gelistirilen Dogan, Cetin ve Sungur (2009) tarafindan Tiirkge
gecerlemesi yapilan “Is Yasaminda Yalmzlik” 6lgeginin “duygusal yoksunluk™ boyutunun maddeleri
kullanilmistir. Arastirma anketinin ti¢lincii boliimiinde c¢alisanlarin isten ayrilma niyeti diizeylerini
6l¢mek amaciyla Mobley, Horner ve Hollingsworth (1978) tarafindan gelistirilen tek boyut ve 3
maddeden olusan “Isten ayrilma niyeti” 6lgegi kullanilmistir. Arastirmanin dérdiincii boliimde ise
Cortina ve arkadaslar1 (2001) tarafindan gelistirilmis olan, G6k, Karatuna ve Basol (2019) tarafindan
Tiirkce gecerlemesi yapilan tek boyut ve 7 maddeden olusan “Isyeri Nezaketsizligi” olcegi
kullanilmustir.

Analiz ve Bulgular

Arastirma kapsaminda toplanan verilerin analizini yapmak amaciyla SPSS ve AMOS
istatistiksel paket programlar1 kullanilmistir. Bu cergevede dogrulayici faktor analizi (DFA) ve
(YEM) analizi kullanilmistir. Arastirma kapsaminda kullanilan élgeklerin ve 6l¢iim modelinin YEM
icin uygunlugu amaciyla carpiklik/basiklik katsayilar1 incelenmistir. Literatiirde kabul edilmis bir
goriise gore carpiklik/basiklik [-2 ve + 2] arasinda olmasi kabul edilebilir sinirlar icerisinde ve
normal dagilima uygun oldugunu géstermektedir (George ve Mallery, 1999). Isyerinde duygusal
yoksunluk (carpiklik: ,764; basiklik: 1,354), isten ayrilma niyeti (¢arpiklik: ,766; basiklik: -,319) ve
igsyeri nezaketsizligine (carpiklik: 1,197; basiklik: ,404) carpiklik ve basiklik degerlerinin normal
dagilima uygun oldugu goriilmiistiir. Arastirma kapsaminda test edilen degiskenlere iligkin betimsel
istatistikler (ortalama, standart sapma) ve korelasyon analizine dair sonuglar Tablo 1’de yer
almaktadir.

Tablo 1: Betimleyici Istatistikler ve Korelasyon Katsayilart

M SD 1 2 3
1.Isyerinde Duygusal Yoksunluk 2,383 0.607 (.785)
2.Isten Ayrilma Niyeti 2,200 1.096 536%*% (.909)
3.Isyeri Nezaketsizligi 1,782 0.930 S57F% 663%* (.936)

**p<.001 n=444 Parantez igerisinde verilen degerler Cronbach Alfa degerleridir.

Aragtirmada degiskenler arasindaki iliskiyi saptamak amaciyla korelasyon analizi
yapilmistir. Tablo 1°de bulgular incelendiginde tiim degiskenlerin arasinda pozitif yonlii ve orta
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seviyede bir iliski oldugu goriilmektedir.

Yapisal esitlik modellemesi yapilacak olan c¢alismalarda arastirma kapsaminda kurulan
modelin istatistiksel baglamda anlamli olmasi i¢in 6lglim araglarinin tutarli ve temsil yeteneginin
gegerli gerekmektedir. Bu noktada ise bu durumlara istinaden karsimiza CR ve AVE degerleri
cikmaktadir. Birlesik giivenilirlik (CR) gozlenen degiskenlerle latent degiskeni tutarl bir sekilde
dlgiilmesini gdsteren istatistik olarak bilinmektedir. I¢ tutarlilik 6lgiisiinii ortaya koyan ve yapisal
esitlik modellemesinde Ol¢lim modelinin kalitesini gosteren temel gostergelerden biri olarak
bilinmektedir. Literatiirde CR degerinin esik olarak 0.70> olmas1 beklenmektedir. Bu duruma ek
olarak Ortalama Aciklanan Varyans (AVE) degeri ise, bir faktoriin kendisine bagli maddelerdeki
degismenin ne kadarini agiklayabildigini, ne derecede dogru ve iyi olgtiiklerini saptamak amaciyla
kullanilmaktadir. Literatiirde AVE degerinin esik olarak 0.50> biiyiilk olmasi beklenmektedir. Bu
sartlar saglandiginda faktoriin hem giivenilir hem de benzesme gegerliligi sagladigi kabul
edilmektedir. Birlesik giivenilirlik (CR) ve Ortalama Agiklanan Varyans (AVE) hesaplama
formiilleri agsagida verilmistir (Fornell ve Larcker, 1981; Bagozzi ve Yi, 1988; Hair vd., 2019).

XA)? YA
(R= e ve AVE ===
QA2+ X5 n
Tablo 2: Cronbach’s Alpha Katsayilari ve CR-AVE Gegerlilikleri
- Cronbach’s
Olgek Madde Sayisi Alpha CR AVE
Isyerinde Duygusal Yoksunluk 9 ,78 0,795 0,624
Isten Ayrilma Niyeti 3 ,90 0,896 0,792
Isyeri Nezaketsizligi 7 ,93 0,922 0,814

Tablo 2 incelendiginde arastirma kapsaminda kullanilan degiskenlerin Cronbach’s Alpha,
CR ve AVE degerlerinin ideal degerler igerisinde oldugu goriilmektedir.

Tablo 3: Olceklerin Uyum lyiligi Istatistikleri

Uyum lyiligi Degerleri CMIN/DF  AGFI IF1 CFI TLI RMSEA
Isyerinde Duygusal Yoksunluk 4,612 .868 918 912 .906 .078
Isten Ayrilma Niyeti 2,728 876 930  .934 .934 .068
Isyeri Nezaketsizligi 2,118 .908 .948 .944 .940 .056
Olgiim Modeli 2,915 .882 936 932 928 .062

Arastirmada kapsaminda kullanilan 6lgeklerin arastirma modeliyle uyumunu saptamak
amaciyla gergeklestirilen dogrulayict faktor analizinde, tiim maddelere ait faktor yiiklerinin
literatiirde esik olarak kabul edilen degerler icerisinde oldugu goriilmiis ve yapt gegerliligi
saglanmigtir (Marsh ve Hocevar, 1985; Guadagnoli ve Velicer, 1988; Stevens, 1992; Giirbiiz ve
Sahin, 2014).
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YEM Modeli Sonuglari

Arastirma igin olusturulan yol analizine dair elde edilen bulgulara ait sonuglar Sekil 2’de yer
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Yukarida sekil 2’de goriilen katsayilar standardize regresyon katsayilarini gostermektedir.
Kurulan arastirma modeli ¢ergevesinde gergeklestirilen H1, H2, H3 ve H4 hipotezlerine dair test
sonuclar1 asagida Tablo 3’te sunulmustur.

Tablo 4: YEM Analizi Sonugclari

Test Edilen Yol BC %95 CI
B SE
LB UB
Isyerinde Duygusal ---> Isten  Ayrnlma 692 062 34 .78
Yoksunluk Niyeti
Isyerinde Duygusal ---> Isyeri 728 .058 65 .82
Model Yoksunluk Nezaketsizligi
Isyeri Nezaketsizligi ~ ---> Isten  Ayrilma 510 042 41 .77
Niyeti
Toplam Etki (c) 1.063* .069 74 1.08
Dogrudan Etki (¢’ 692+ 053 30 82
Dolayli Etki (axb) 371% 029 20 44
(*p<.001)

Modeldeki dolayli anlamlilik diizeyi; 5000 yeniden 6rnekleme iceren “Onyargi diizeltilmis
yiizdelik bootstrap” yontemiyle %95 giiven araligi icerisinde test edilmistir. Bu yontem, bootstrap
dagiliminda olast sistematik sapmalarn diizeltmeyi amaclayarak dolayli etkinin net bir bicimde
degerlendirilmesi amaciyla tercih edilmistir. Yapisal esitlik modellemesi analizi bulgularina gore;
isyerinde duygusal yoksunlugun isten ayrilma niyeti iizerinde anlamli ve pozitif bir etkisinin
bulundugu (B=.692, p<.001), isyerinde duygusal yoksunlugun isyeri nezaketsizligi tizerinde pozitif
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etkiye sahip oldugu (B=.728, p<.001) ve igyeri nezaketsizliginin isten ayrilma niyeti lizerinde pozitif
etkiye sahip oldugu (B=.510, p< .001) goriilmektedir. Elde edilen veriler 1s1ginda arastirmada Hj,
H; ve Hj hipotezleri kabul edilmistir.

Arastirma degiskenleri arasindaki aracilik etki diizeyini belirlemek amaciyla literatiirde sik
olarak kullanilan VAF (Variance Accounted For) degerinin hesaplanmasi gerekmektedir (Baron ve
Kenny, 1986; Preacher ve Hayes, 2008).

VAF = Dolayl Etki/ Dolayl Etki + Direkt Etki

Ayrica, VAF degerine gore aracilik etkisi degerinin 0.20 ile 0.80 arasinda olmasi kismi
aracilik, 0.80'den biiylik olmasi ise tam aracilik etkisine isaret etmektedir (Shrout ve Bolger, 2002;
Kara vd., 2023).

Arastirma modelinde VAF degeri; = 0.371/0.371+0.692 = 0.349 olarak hesaplanmistir. Bu
bulguya gore igyerinde duygusal yoksunluk ve isten ayrilma niyeti iligskisinde isyeri nezaketsizliginin
kismi aracilik rolii iistlendigini dogrulanmig ve Hy hipotezi de kabul edilmistir.

Sonuc ve Oneriler

Ozel okul &ncesi egitim kurumlari, toplumlarin gelecegini sekillendiren ve cocuklarin
entelektiiel, sosyo-psikolojik ve duygusal gelisim siireglerini bilissel, duyusal ve duygusal
gelisiminin temelinin olusturdugu yerlerin basinda gelmektedir. Calisanlari ise bu siirecin en 6nemli
0znesi konumunda yer almaktadir. Gelisimlerinin temelinin atildig1 bu siiregte cocuklarin bir birey
olarak yetistirilmeleri i¢in duverilen 6zveri ve yapilan fedakarlik duygusal rehberlik ve egitimlerinin
temel unsurlaridirlar. Okul 6ncesi egitim kurumlarinin tiim ¢alisanlariin bu derece stratejik bir rolii
olmasi, isyeri ortamlarinda gosterdikleri performans, verdikleri emek ve pedagojik yeteneklerinin
yani sira ciddi bir duygusal ¢aba sarf etmektedirler. Fakat, bu siire¢ i¢erisinde orgiitlerinden yiiksek
diizeyde duygusal ve orgiitsel destek almalar1 gerekmektedir. S6z konusu duygusal ve orgiitsel
destegi elde edemeyen calisanlarin duygusal yoksunluk seviyeleri ve dogru oranda isten ayrilma
niyetleri de artmaktadir (Ertosun ve Erdil, 2012; Pauley ve Hesse, 2009). Gereken destegi alamayan
caligsanlarin yasadiklar1 duygusal bosluk veyahut yoksunluk hali de, sadece bireysel anlamda
titkenmislige degil ayn1 zamanda igyeri nezaketsizliginin de ortaya ¢ikmasina sebep olmaktadir (Hur
vd., 2016).

Bu arastirma Adana ilinde 6zel okul 6ncesi egitim kurumlarinda faaliyet gosteren 444 calisan
iizerinde yapilmistir. Elde edilen veriler SPSS ve AMOS istatistiksel paket programlar1 kullanilarak
analiz edilmis ve arastirma kapsaminda olusturulan hipotezler de yapisal esitlik modellemesi ile test
edilmistir. Bulgular isyerinde duygusal yoksunlugun isten ayrilma niyeti iizerinde anlamli ve pozitif
bir etkisinin bulundugu (B= .692, p< .001), isyerinde duygusal yoksunlugun isyeri nezaketsizligi
iizerinde pozitif etkiye sahip oldugu (B=.728, p<.001) ve isyeri nezaketsizliginin isten ayrilma niyeti
iizerinde pozitif etkiye sahip oldugunu (= .510, p<.001) gostermis ve arastirma kapsaminda kurulan
H1, H2 ve H3 hipotezleri kabul edilmistir. Elde edilen bulgular isyerinde yasanan duygusal yalnizlik
veyahut yoksunlugun orgiitsel bagliligi olumsuz etkiledigini ve isten ayrilmaya sebep oldugunu
(Ozcelik ve Barsade, 2011; Lam ve Lau, 2012) ve ¢alisanin 6rgiit igerisinde ihtiya¢ duydugu sosyal
ve duygusal destegi bulamadiginda isten ayrilma niyeti gosterecegi yoniindeki literatiirel bulgular
desteklemektedir (Pauley ve Hesse, 2009; Donmez ve Topaloglu, 2020; Ertosun ve Erdil, 2012;
Ayazlar ve Giizel, 2014; Erdirengelebi ve Ertiirk, 2018; Oriicii vd., 2019). Ek olarak, orgiit icerisinde
duygusal destek kaynaklarinin yoksun olmasi ¢alisma ortaminda nezaketsiz davranislari arttirdigi
(Holm vd., 2015; Hur vd., 2016) ve bunun da kurumdan ayrilma diisiincesi ve istifaya sebep oldugu
Lim vd. (2008); Schilpzand vd., 2016; Coban ve Deniz, 2021; Kavakli, 2021; Yanik, 2023; Batga ve
Ceyhan, 2024; Candar ve Aksoz, 2025) bulgulan literatiirde agikca goriilmektedir. Aragtirmanin asil
amacini tagiyan ve temel odak noktasini olusturan aracilik analizi igin VAF degeri hesaplanmistir.
VAF degeri = 0.371/0.371+0.692 = 0.349 olarak hesaplanmistir. Shrout ve Bolger (2002) ile Kara
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vd. (2023) tarafindan belirtilen esik degerlere gore (0.20 < VAF < 0.80) isyeri nezaketsizliginin
duygusal yoksunluk ile isten ayrilma niyeti arasindaki iligkide "kismi aracilik" rolii istlendigi
saptanmis ve H4 hipotezi kabul edilmistir.

Aragtirma sonuglari, Kaynaklarin Korunmasi Teorisi (COR) ve Sosyal Degisim Teorisi
temelinde degerlendirildiginde; duygusal kaynaklari bosaltilan ve tiikkenen okul Oncesi egitim
kurumlari ¢aliganlarinin, bu boslugun yarattig1 nezaketsizlik ikliminin daha fazla strese sebep oldugu
ve elindeki psikolojik sermayeyi korumak amaciyla iginden ayrilma niyetini ortaya koydugu
goriilmektedir. Arastirma kapsaminda dogrulanan “duygusal yoksunluk > igyeri nezaketsizligi -
isten ayrilma niyeti” modeli, orgiit psikolojisi kapsaminda dogrusal siiregleri dogrudan agiklamak
icin giiclii bir ampirik zemini sunsa da, bu modelin sinir kosullarinin ve baglamsal faktorlerinin de
degerlendirilmesi gerekmektedir. Kaynaklarin Korunmasi Teorisi ¢ercevesinde, igyerinde duygusal
yoksunluk yasayan bireyin igyeri nezaketsizligi davranisinda bulunmasi ve isten ayrilma niyeti
iizerindeki olumsuz etkilerini azaltan, s6z konusu iliskileri zayiflatan ve bireyleri koruyan
koruyucu mekanizmalarin rol oynadigidir. Algilanan orgiitsel destek, lider-iiye etkilesimi, birey-
orgiit uyumu vb. dissal kaynaklar ve psikolojik dayaniklilik, psikolojik giiven vb. igsel kaynaklarini
giiclendirerek duygusal yoksunlugunun nezaketsizlik lizerindeki yikici etkisini azaltabilmektedir.
Gelecek aragtirmalarda bu durum goz Oniinde bulundurularak, potansiyel diizenliyici degiskenler
veya sinir kosullarini igeren biitlinlesik arastirma tasarimlari genigletilmesi literatiir baglaminda elde
edilen katkiy1 pozitif yonde etkileyecektir. Arastirma kisitlarina bakildiginda, verilerin sadece bir
bolge ve ilde toplanmasi ve kesitsel siiregleri kapsamasi genellenebilirlik acgisindan bir kisiti
gostermektedir. Ust tepe yoneticileri icin ise, 6zel okul &ncesi egitim kurumlari c¢alisanlarinin
duygusal destek siire¢lerini gelistiren ve giiglendiren mekanizmalarin kurulmasi gerekmektedir.
Calisma ortaminda yasanilacak nezaketsizlige karsi “sifir tolerans” igeren orgiit kiiltiiriiniin insasi,
Orgiit i¢i catisma yonetimi egitimlerinin verilmesi, personel devir hizni diisiirmek ve isten ayrilmay1
en aza indirmek i¢in hayati bir oneme sahiptir.
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