Turkish Studies - Economics, Finance, Politics !‘

ANKARA SCIENCE

www.turkishstudies.net/economy eISSN: 2667-5625 UNIVERSITY

Research Article / Arastirma Makalesi

Deviant Behaviors Stemming from Workplace Ostracism: The Moderating Role of
Psychological Resilience”

Is Yerinde Dislanma Kaynakli Sapkin Davranislar: Psikolojik Saglamligin Diizenleyici Rolii
Kutay Ozdemir™ - Koray Cetinceli™"

Abstract: Workplace ostracism is considered an important social stressor that may increase employees’
tendency to engage in behaviors that deviate from organizational norms. However, the protective role of
psychological resilience in the transformation of ostracism into deviant behaviors has not been sufficiently
clarified, particularly in the retail sector context. The purpose of this study is to determine the effect of
workplace ostracism on employees’ deviant behaviors and to examine the moderating role of psychological
resilience in this relationship. The research was conducted using data collected through surveys from 345
private-sector employees working in the retail industry in the province of Isparta. The validity and reliability
of the data collection instruments were assessed and the hypotheses were tested using regression-based
interaction terms and simple slope analyses. The findings indicate that workplace ostracism has a significant
and positive effect on both interpersonal and organizational deviant behaviors. Moreover, psychological
resilience was found to play a moderating role in this relationship. Among employees with low levels of
psychological resilience, ostracism significantly increased deviant behavioral tendencies; however, this effect
disappeared at high levels of resilience. These results suggest that psychological resilience serves as a personal
resource that mitigates the negative effects of ostracism by enhancing individuals’ ability to adapt in the face
of stress and social isolation. The study emphasizes the importance of strengthening psychological resilience
to reduce the adverse consequences of ostracism in organizations. In this context, initiatives that enhance
employees’ resilience, self-awareness and emotional balance skills are particularly valuable. In conclusion, this
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study offers both theoretical and practical contributions to the organizational behavior literature by explicating
the interaction between workplace ostracism, psychological resilience and deviant behavior.

Keywords: Organizational Behavior, Workplace Ostracism, Workplace Deviance, Psychological Resilience,
Moderating Effect

Oz: Is yerinde dislanma, ¢alisanlarin 6rgiitsel normlardan sapma egilimlerini artirabilen 6nemli bir sosyal
stresor olarak degerlendirilmektedir. Bununla birlikte, diglanmanin sapkin davraniglara doniisme siirecinde
psikolojik saglamligin koruyucu rolii 6zellikle perakende sektorii baglaminda yeterince agikliga kavusturulmus
degildir. Bu ¢aligmanin amaci, is yerinde diglanmanin calisanlarin sapkin davraniglart {izerindeki etkisini
belirlemek ve bu iliskide psikolojik saglamligin diizenleyici roliinii incelemektir. Arastirma, Isparta ilinde
perakende scktoriinde gorev yapan 345 ozel sektor calisanindan anket yontemiyle toplanan verilerle
yiiriitilmiistlir. Veri toplama araglarinin gecerligi ve giivenirligi sinanmis; hipotezler regresyon temelli
etkilesim terimleri ve egim analizleriyle test edilmistir. Bulgular, i yerinde dislanmanin hem bireylere hem de
orgiite yonelik sapkin davraniglar1 anlamli ve pozitif bicimde etkiledigini gostermektedir. Ayrica, psikolojik
saglamligin bu iligkide diizenleyici bir rol oynadigi belirlenmistir. Diisiik psikolojik saglamlik diizeyine sahip
calisanlarda dislanmanin sapkin davranig egilimlerini anlamli bigimde artirdify, yiiksek psikolojik saglamlik
diizeyinde ise bu etkinin anlamliliin yitirdigi goriilmiistiir. Sonuglar, psikolojik saglamligin diglanmanin
olumsuz etkilerini zayiflatan, bireylerin stres ve sosyal izolasyon karsisinda uyum yeteneklerini giiclendiren
bir kisisel kaynak oldugunu gdstermektedir. Arastirma, orgiitlerde dislanmanin olumsuz sonuglarini azaltmak
icin psikolojik saglamligin desteklenmesi gerektigini, bu kapsamda ¢aliganlarin dayaniklilik, 6z farkindalik ve
duygusal denge becerilerini gelistirecek uygulamalarin 6nem tasidigini ortaya koymaktadir. Sonug olarak bu
calisma, is yerinde diglanma, psikolojik saglamlik ve sapkin davranis arasindaki etkilesimi agiklayarak,
orgiitsel davranis literatiiriine hem teorik hem de uygulamali katki sunmaktadir.

Anahtar Kelimeler: Orgiitsel Davranis, Is Yerinde Dislanma, s Yerinde Sapkin Davranislar, Psikolojik
Saglamlik, Diizenleyici Etki
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Structured Abstract:

Individuals’ behaviors in the workplace have significant effects on organizational dynamics. A
negative example of these effects is workplace deviant behavior which results in violation of organizational
norms and damage to social bonds, reducing both individual and organizational performance (Robinson &
Bennett, 1995). In particular, the experience of workplace ostracism plays a decisive role in shaping employees’
motivation, psychological resilience and behavioral patterns. Ostracism threatens an individual’s need to
belong, potentially leading to ruptures in social relationships and psychological distress (Williams & Sommer,
1997). In this context, perception of ostracism and psychological resilience are among the key research topics
in understanding the emergence of deviant behaviors in the workplace. This study aims to examine the effect
of perceived workplace ostracism on employees’ deviant behaviors and investigate the moderating role of
psychological resilience in this relationship.

Behaviors that harm employees and organizations are defined by Robinson and Bennett (1995) as
“voluntary behaviors that violate organizational norms and, by doing so, threaten the well-being of an
organization, its members, or both”. Workplace deviant behaviors range from minor acts such as spreading
rumors or embarrassing colleagues to serious actions such as theft and sabotage (Kwok et al., 2005). Ostracism
is a painful experience that occurs when individuals encounter others’ exclusionary attitudes and can trigger
neurological responses similar to those associated with physical pain (Howard et al., 2020). It refers to a state
whereby a person or group is systematically pushed out of interaction by others (Williams & Sommer, 1997).
Ostracism is associated with aggression, self-harm, performance decline, and impairments in self-regulation
(Scott, 2007). The concept of psychological resilience refers to the combination of abilities enabling individuals
to recover quickly, cope successfully and maintain functioning despite significant stress or adversity (Tusaie
& Dyer, 2004). In general terms, psychological resilience is defined as an individual’s capacity to adapt to the
challenges they encounter (Masten & Coatsworth, 1998; Set, 2020; Yildirim, 2016).

Existing research shows that there are positive associations between workplace ostracism and deviant
behaviors in the workplace (Akin & Ozdevecioglu, 2021; Luo et al., 2022; Demirel & Cetinkaya, 2023; Shi,
2023). Some studies also demonstrate that this relationship varies depending on individuals’ internal resources,
and that factors such as resilience mitigate the negative consequences of ostracism (Jiang et al., 2021; Preena
& Janadari, 2021). Accordingly, four hypotheses were developed. Hi.: Workplace ostracism has a positive and
significant effect on interpersonal deviant behaviors. Hip: Workplace ostracism has a positive and significant
effect on organizational deviant behaviors. Hza: Psychological resilience has a moderating role in the effect of
workplace ostracism on interpersonal deviant behaviors. Hap: Psychological resilience has a moderating role in
the effect of workplace ostracism on organizational deviant behaviors.

In this study, the effect of private-sector employees’ perceptions of workplace ostracism on deviant
behaviors in the workplace was examined. Deviant behaviors were evaluated in two dimensions: those directed
toward individuals and toward the organization. Data were collected through a survey and participants were
informed that participation was voluntary.

A total of 345 participants were recruited using convenience sampling. The study employed
measurement scales whose validity and reliability had previously been established in the literature: the
Workplace Ostracism Scale (Ferris et al., 2008; Karakiraz et al., 2023), the Brief Resilience Scale (Smith et
al., 2008; Dogan, 2015), and the Workplace Deviance Scale (Bennett & Robinson, 2000; Toka & Oral Atag,
2023). SPSS 26 and AMOS 24 software packages were used in the analyses. Cronbach’s alpha coefficients
were calculated for reliability and exploratory (EFA) and confirmatory factor analyses (CFA) were conducted
to assess validity. Regression analysis and simple slope analysis were performed to test the hypotheses.

The findings indicate that psychological resilience significantly moderates the relationship between
workplace ostracism and interpersonal deviant behaviors. At low levels of psychological resilience, the effect
of workplace ostracism on interpersonal deviant behaviors was significant and positive. In contrast, this
relationship was not statistically significant at high levels of psychological resilience. Among employees with
low psychological resilience, increases in ostracism were associated with increases in interpersonal deviant
behaviors; however, this relationship was not statistically significant among employees with high
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psychological resilience. Similarly, simple slope analysis conducted for organizational deviant behaviors also
supported the moderating effect of psychological resilience. At low levels of psychological resilience, the effect
of workplace ostracism on organizational deviant behaviors was significant and positive. In contrast, the
relationship was not statistically significant at high levels of psychological resilience. Thus, as ostracism
increases among individuals with low psychological resilience, the tendency for deviant behavior toward the
organization increases, while this effect appears to weaken in individuals with high psychological resilience.

The research demonstrates that workplace ostracism increases both interpersonal and organizational
deviant behaviors, whereas psychological resilience weakens this adverse effect. Psychological resilience
functions as an important personal resource that strengthens employees’ capacity to cope with negative social
experiences. Considering that ostracism triggers violations of organizational norms, it is important for
managers to be sensitive to exclusionary behaviors, cultivate an inclusive organizational climate and implement
practices that strengthen communication within the team. Training programs, mentoring initiatives, and stress
management efforts aimed at enhancing psychological resilience can further support this process. In
conclusion, the study empirically confirms the protective role of psychological resilience in the ostracism-
deviant behavior relationship, demonstrating that individual resilience is critical for both employee well-being
and organizational harmony.

Keywords: Organizational Behavior, Workplace Ostracism, Workplace Deviance, Psychological
Resilience, Moderating Effect
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Résumé Structuré:

Les comportements individuels sur le lieu de travail ont des répercussions significatives sur la
dynamique organisationnelle. Un exemple négatif de ces répercussions est le comportement déviant au travail,
qui entraine une violation des normes organisationnelles et porte atteinte aux liens sociaux, réduisant ainsi les
performances tant individuelles qu’organisationnelles (Robinson & Bennett, 1995). En particulier, I’expérience
de l’ostracisme au travail joue un role décisif dans le développement de la motivation, de la résilience
psychologique et des schémas comportementaux des salariés. L’ostracisme menace le besoin d’appartenance
d’un individu, pouvant entrainer des ruptures dans les relations sociales et une détresse psychologique
(Williams & Sommer, 1997). Dans ce contexte, la perception de 1’ostracisme et la résilience psychologique
comptent parmi les thémes de recherche clés pour comprendre I’émergence des comportements déviants sur le
lieu de travail. Cette étude vise a examiner 1’effet de la perception de ’ostracisme au travail sur les
comportements déviants des salariés et a étudier le role modérateur de la résilience psychologique dans cette
relation.

Les comportements préjudiciables aux salariés et aux organisations sont définis par Robinson et
Bennett (1995) comme « des comportements volontaires qui enfreignent les normes organisationnelles et, ce
faisant, menacent le bien-étre d’une organisation, de ses membres, ou des deux ». Les comportements déviants
sur le lieu de travail vont d’actes mineurs, tels que la diffusion de rumeurs ou le fait de mettre des collégues
dans I’embarras, a des actes graves, tels que le vol et le sabotage (Kwok et al., 2005). L’ostracisme est une
expérience douloureuse qui survient lorsque des individus sont confrontés a des attitudes d’exclusion de la part
d’autrui et qui peut déclencher des réponses neurologiques similaires a celles associées a la douleur physique
(Howard et al., 2020). 11 désigne un état dans lequel une personne ou un groupe est systématiquement écarté
de toute interaction par les autres (Williams & Sommer, 1997). L’ostracisme est associé a 1’agressivité, a
I’automutilation, a une baisse des performances et a des troubles de 1’autorégulation (Scott, 2007). Le concept
de résilience psychologique désigne I’ensemble des capacités permettant aux individus de se remettre
rapidement, de faire face avec succés et de maintenir leur fonctionnement malgré un stress ou une adversité
importants (Tusaie & Dyer, 2004). De maniére générale, la résilience psychologique est définie comme la
capacité d’un individu a s’adapter aux défis auxquels il est confronté (Masten & Coatsworth, 1998 ; Set, 2020
; Yildirim, 2016).

Les recherches existantes montrent qu’il existe des associations positives entre 1’ostracisme au travail
et les comportements déviants sur le lieu de travail (Akin & Ozdevecioglu, 2021 ; Luo et al., 2022 ; Demirel
& Cetinkaya, 2023 ; Shi, 2023). Certaines études démontrent également que cette relation varie en fonction
des ressources internes des individus, et que des facteurs tels que la résilience atténuent les conséquences
négatives de I’ostracisme (Jiang et al., 2021 ; Preena & Janadari, 2021). En conséquence, quatre hypothéses
ont été formulées. Hi, : L’ostracisme au travail a un effet positif et significatif sur les comportements déviants
interpersonnels. Hyy, : L’ostracisme au travail a un effet positif et significatif sur les comportements déviants
organisationnels. Ha, : La résilience psychologique joue un réle modérateur dans 1’effet de 1’ostracisme au
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travail sur les comportements déviants interpersonnels. Ha, : La résilience psychologique joue un rdle
modérateur dans I’effet de I’ostracisme au travail sur les comportements déviants organisationnels.

Dans cette étude, I’effet de la perception qu’ont les salariés du secteur privé de 1’ostracisme au travail
sur les comportements déviants sur le lieu de travail a été examiné. Les comportements déviants ont été évalués
selon deux dimensions : ceux dirigés vers les individus et ceux dirigés vers I’organisation. Les données ont été
recueillies au moyen d’une enquéte et les participants ont été informés que la participation était volontaire.

Au total, 345 participants ont été recrutés selon un échantillonnage par commodité. L’étude a utilisé
des échelles de mesure dont la validité et la fiabilité avaient déja été établies dans la littérature : 1’échelle
d’ostracisme au travail (Ferris et al., 2008 ; Karakiraz et al., 2023), I’Echelle de résilience abrégée (Smith et
al., 2008 ; Dogan, 2015) et I’Echelle de déviance au travail (Bennett & Robinson, 2000 ; Toka & Oral Atag,
2023). Les logiciels SPSS 26 et AMOS 24 ont été utilisés pour les analyses. Les coefficients alpha de Cronbach
ont été calculés pour évaluer la fiabilité, et des analyses factorielles exploratoires (AFE) et confirmatoires
(AFC) ont été menées pour évaluer la validité. Une analyse de régression et une analyse de pente simple ont
été réalisées pour tester les hypothéses.

Les résultats indiquent que la résilience psychologique modére de manicre significative la relation
entre 1’ostracisme au travail et les comportements déviants interpersonnels. A de faibles niveaux de résilience
psychologique, I’effet de I’ostracisme au travail sur les comportements déviants interpersonnels était
significatif et positif. En revanche, cette relation n’était pas statistiquement significative a des niveaux ¢levés
de résilience psychologique. Chez les salariés présentant une faible résilience psychologique, I’augmentation
de ’ostracisme était associée a une augmentation des comportements déviants interpersonnels ; cependant,
cette relation n’était pas statistiquement significative chez les salariés présentant une forte résilience
psychologique. De méme, une analyse des pentes simples menée sur les comportements déviants
organisationnels a également confirmé 1’effet modérateur de la résilience psychologique. A de faibles niveaux
de résilience psychologique, I’effet de I’ostracisme au travail sur les comportements déviants organisationnels
était significatif et positif. En revanche, cette relation n’était pas statistiquement significative a des niveaux
¢élevés de résilience psychologique. Ainsi, & mesure que I’ostracisme s’intensifie chez les individus présentant
une faible résilience psychologique, la tendance a adopter des comportements déviants envers 1’organisation
s’accroit, tandis que cet effet semble s’atténuer chez les individus présentant une forte résilience
psychologique.

Cette recherche démontre que 1’ostracisme au travail accroit a la fois les comportements déviants
interpersonnels et organisationnels, tandis que la résilience psychologique atténue cet effet néfaste. La
résilience psychologique constitue une ressource personnelle importante qui renforce la capacité des salariés a
faire face aux expériences sociales négatives. Etant donné que 1’ostracisme entraine des violations des normes
organisationnelles, il est important que les managers soient attentifs aux comportements d’exclusion, favorisent
un climat organisationnel inclusif et mettent en ceuvre des pratiques qui renforcent la communication au sein
de I’équipe. Des programmes de formation, des initiatives de mentorat et des efforts de gestion du stress visant
a renforcer la résilience psychologique peuvent soutenir davantage ce processus. En conclusion, 1’étude
confirme empiriquement le rdle protecteur de la résilience psychologique dans la relation entre 1’ostracisme et
les comportements déviants, démontrant que la résilience individuelle est essentielle tant pour le bien-étre des
salariés que pour I’harmonie organisationnelle.

Mots-clés: Comportement organisationnel, Ostracisme au travail, Déviation au travail, Résilience
psychologique, Effet modérateur

Resumen Estructurado:

Los comportamientos de las personas en el lugar de trabajo tienen efectos significativos en la dindmica
organizativa. Un ejemplo negativo de estos efectos es el comportamiento desviado en el lugar de trabajo, que
da lugar a la violacion de las normas organizativas y al deterioro de los vinculos sociales, lo que reduce tanto
el rendimiento individual como el de la organizacion (Robinson y Bennett, 1995). En particular, la experiencia
del ostracismo laboral desempefia un papel decisivo en la configuracion de la motivacion, la resiliencia
psicologica y los patrones de comportamiento de los empleados. El ostracismo amenaza la necesidad de
pertenencia de la persona, lo que puede conducir a rupturas en las relaciones sociales y a malestar psicologico
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(Williams y Sommer, 1997). En este contexto, la percepcion del ostracismo y la resiliencia psicoldgica se
encuentran entre los temas clave de investigacion para comprender la aparicion de comportamientos desviados
en el lugar de trabajo. El presente estudio tiene como objetivo examinar el efecto de la percepcion del
ostracismo laboral sobre los comportamientos desviados de los empleados e investigar el papel moderador de
la resiliencia psicologica en esta relacion.

Robinson y Bennett (1995) definen los comportamientos que perjudican a los empleados y a las
organizaciones como «comportamientos voluntarios que violan las normas organizativas y, al hacerlo,
amenazan el bienestar de una organizacion, de sus miembros o de ambos». Los comportamientos desviados en
el lugar de trabajo abarcan desde actos menores, como difundir rumores o avergonzar a los compaiieros, hasta
acciones graves, como el robo y el sabotaje (Kwok et al., 2005). El ostracismo es una experiencia dolorosa que
se produce cuando las personas se enfrentan a actitudes de exclusion por parte de los demas y puede
desencadenar respuestas neurologicas similares a las asociadas al dolor fisico (Howard et al., 2020). Se refiere
a un estado en el que una persona o un grupo es sistematicamente excluido de la interaccion por parte de los
demas (Williams y Sommer, 1997). El ostracismo se asocia con la agresividad, las autolesiones, el descenso
del rendimiento y las dificultades en la autorregulacion (Scott, 2007). El concepto de resiliencia psicoldgica se
refiere a la combinacion de capacidades que permiten a las personas recuperarse rapidamente, afrontar con
éxito las situaciones y mantener su funcionamiento a pesar de un estrés o una adversidad significativos (Tusaie
y Dyer, 2004). En términos generales, la resiliencia psicoldgica se define como la capacidad de una persona
para adaptarse a los retos a los que se enfrenta (Masten y Coatsworth, 1998; Set, 2020; Yildirim, 2016).

Las investigaciones existentes muestran que existen asociaciones positivas entre el ostracismo laboral
y las conductas desviadas en el lugar de trabajo (Akin y Ozdevecioglu, 2021; Luo et al., 2022; Demirel y
Cetinkaya, 2023; Shi, 2023). Algunos estudios también demuestran que esta relacion varia en funcion de los
recursos internos de las personas y que factores como la resiliencia atentan las consecuencias negativas del
ostracismo (Jiang et al., 2021; Preena y Janadari, 2021). En consecuencia, se formularon cuatro hipotesis. Hia:
El ostracismo laboral tiene un efecto positivo y significativo sobre los comportamientos desviados
interpersonales. Hip: El ostracismo laboral tiene un efecto positivo y significativo sobre los comportamientos
desviados organizativos. Haa: La resiliencia psicologica desempeiia un papel moderador en el efecto del
ostracismo laboral sobre los comportamientos desviados interpersonales. Hyy: La resiliencia psicologica
desempefia un papel moderador en el efecto del ostracismo laboral sobre los comportamientos desviados
organizativos.

En este estudio se examiné el efecto de las percepciones de los empleados del sector privado sobre el
ostracismo laboral en los comportamientos desviados en el lugar de trabajo. Los comportamientos desviados
se evaluaron en dos dimensiones: los dirigidos hacia las personas y los dirigidos hacia la organizacion. Los
datos se recopilaron mediante una encuesta y se informé a los participantes de que la participacion era
voluntaria.

Se reclut6 a un total de 345 participantes mediante un muestreo por conveniencia. El estudio empled
escalas de medicion cuya validez y fiabilidad se habian establecido previamente en la literatura: la Escala de
Exclusion Laboral (Ferris et al., 2008; Karakiraz et al., 2023), la Escala Breve de Resiliencia (Smith et al.,
2008; Dogan, 2015) y la Escala de Conductas Desviadas en el Lugar de Trabajo (Bennett y Robinson, 2000;
Toka y Oral Atag, 2023). Para los analisis se utilizaron los paquetes de software SPSS 26 y AMOS 24. Se
calcularon los coeficientes alfa de Cronbach para evaluar la fiabilidad y se realizaron analisis factoriales
exploratorios (EFA) y confirmatorios (CFA) para evaluar la validez. Se llevaron a cabo analisis de regresion y
analisis de pendiente simple para comprobar las hipétesis.

Los resultados indican que la resiliencia psicoldgica modera de manera significativa la relacion entre
el ostracismo laboral y los comportamientos desviados interpersonales. A niveles bajos de resiliencia
psicologica, el efecto del ostracismo laboral sobre los comportamientos desviados interpersonales fue
significativo y positivo. Por el contrario, esta relacion no fue estadisticamente significativa a niveles altos de
resiliencia psicologica. Entre los empleados con baja resiliencia psicologica, el aumento del ostracismo se
asoci6 con un aumento de los comportamientos desviados interpersonales; sin embargo, esta relacion no fue
estadisticamente significativa entre los empleados con alta resiliencia psicoldgica. De manera similar, el
analisis de pendiente simple realizado para los comportamientos desviados organizativos también respaldo el
efecto moderador de la resiliencia psicologica. A niveles bajos de resiliencia psicologica, el efecto del
ostracismo laboral sobre los comportamientos desviados organizativos fue significativo y positivo. Por el
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contrario, la relacion no fue estadisticamente significativa a niveles altos de resiliencia psicologica. Asi pues,
a medida que aumenta el ostracismo entre las personas con baja resiliencia psicologica, aumenta la tendencia
a mostrar comportamientos desviados hacia la organizacion, mientras que este efecto parece debilitarse en las
personas con alta resiliencia psicologica.

La investigacion demuestra que el ostracismo laboral aumenta tanto los comportamientos desviados
interpersonales como los organizativos, mientras que la resiliencia psicologica atenta este efecto adverso. La
resiliencia psicoldgica actiia como un importante recurso personal que refuerza la capacidad de los empleados
para hacer frente a experiencias sociales negativas. Teniendo en cuenta que el ostracismo desencadena
violaciones de las normas organizativas, es importante que los directivos sean sensibles a los comportamientos
excluyentes, fomenten un clima organizativo inclusivo y pongan en practica medidas que refuercen la
comunicacion dentro del equipo. Los programas de formacion, las iniciativas de tutoria y las medidas de gestion
del estrés destinadas a mejorar la resiliencia psicologica pueden respaldar ain mas este proceso. En conclusion,
el estudio confirma empiricamente el papel protector de la resiliencia psicologica en la relacion entre el
ostracismo y el comportamiento desviado, demostrando que la resiliencia individual es fundamental tanto para
el bienestar de los empleados como para la armonia organizativa.

Palabras clave: Comportamiento organizativo, ostracismo laboral, desviacion laboral, resiliencia
psicologica, efecto moderador

ZHLHE:
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CrpykrypupoBanHoe Pe3ome:

[ToBeneHue COTPYIHUKOB HAa pabOdeM MECTE OKA3bIBAaeT 3HAYMTENIBHOE BIHMSHHE Ha JHHAMHKY
opraHu3anuy. HeraTHBHBIM IPEMEPOM TaKOTO BIMSHUS SBISICTCS ICBHAHTHOE MIOBEACHHE Ha pabodyeM MecTe,
KOTOPOE NPHBOJUT K HAPYLICHUIO OPTaHU3ALMOHHBIX HOPM M OCIIA0JICHUIO COLIHANIBHBIX CBSI3CH, CHIDKAs KaK
WHIWBUAYAIBHYIO, TAK U OPTaHU3AMOHHY0 3G dekTHBHOCTH (Robinson & Bennett, 1995). B wacTHoCTH, OTIBIT
OCTpaku3Ma Ha pado4yeM MeCTe UrpaeT pPElIarollyl0 posib B (JOPMHUPOBAHMH MOTHUBALUHM COTPYIHUKOB, X
MICUXOJIOTHUECKON YCTOWYMBOCTH U MOBEACHUECKUX Mojeneil. OCTpaku3M yrpokaeT MOTPEeOHOCTH YeloBeKa
B [IPUHAJUIC)KHOCTH, YTO MOKET IPUBECTH K PAa3pbIBY COLMAIBHBIX CBS3€il M IICUXOJOTHYECKOMY JUCTPECCY
(Williams & Sommer, 1997). B 3ToM KOHTEKCTE BOCIIPUSATHE OCTPAKH3Ma M IICUXOJIOTHYECKAsl YCTOHYMBOCTh
SIBJISIFOTCSI OJTHUMH W3 KIIOYEBBIX TEM HCCIICAOBAHUS, MO3BOJIIONIMX IMOHATh MEXaHW3Mbl BO3ZHHMKHOBEHUSI
JIEBUAHTHOTO TOBeJeHHs1 Ha paboueM Mecte. Llenblo JaHHOTO HCCIE0BaHUS SIBISIETCS] U3YUYECHHE BIIHSHUS
BOCIIPHHMMAEMOT'0 OCTpaKu3Ma Ha pabo4yeM MecTe Ha AEBHaHTHOE MOBEJICHUE COTPYAHHUKOB, a TAKXKE aHAIIH3
MOJICPUPYIOIIEH POITU NMICHXOJIOTHYECKOH YCTONYMBOCTH B 3TOM B3aHMOCBSI3H.

[oBenenne, HaHOCsMmIee ymepd cOTpymHHKaM H opraHu3ammsM, PoOwHcoH um Benmertr (1995)
OTIPEZIETAIOT KaK «IO0OpOBOJBHBIE JAEHCTBHUS, HapyLIAIOMIAE OPraHU3alMOHHBIE HOPMBI M TEM CaMbIM
YTPOKaroIye OJIaroroydrio OpraHu3aliy, €€ WISHOB WK U TOTO, U APYroroy». /leBHaHTHOE MOBEICHHE HA
paboueM MecTe BapbUpyeTCs OT HE3HAYHTEIbHBIX IMPOCTYNKOB, TAKUX KaK PACHPOCTPAHEHUE CIYXOB HIIH
MOCTaBJIEHUE KOJUIET B HEJIOBKOE TTOJIOKEHHE, 0 CEPhE3HBIX ACHCTBUI, TaKUX KakK Kpaxa u caborax (KBok u
np., 2005). Octpaku3sm — 5T0 OOJIE3HEHHBIN OIBIT, BO3HHUKAIONIMMA, KOTJAa YEJOBEK CTAKHBAECTCS C
WCKJTIOYAIOIIAM OTHOIICHHEM CO CTOPOHBI OKPY)KAIOMIMX, M CIIOCOOHBIM BBI3BIBATH HEBPOJOTMUYECKHE
peaxmmu, CXOXKHe ¢ TeMH, 4TO CBs3aHBI ¢ (msmueckoi 6ompio (Howard et al., 2020). [Tox stum TepMuHOM
MOHUMAETCS COCTOSHHE, IPH KOTOPOM HUEJNOBEK WIM TpyHIa CHUCTEMAaTHYECKH HWCKIIOYAIOTCS W3
B3auMozeiicTBust ¢ okpyxkaroummu (Williams & Sommer, 1997). Octpaku3Mm cBs3aH ¢ arpeccuew,
CaMOIIOBPEXXACHHEM, CHIXKEHHEM pabOTOCIOCOOHOCTH M HapylieHHsAMH camoperyisinuu (Scott, 2007).
[ToHsiTHE TICMXOJOTMYECKON PE3MIHLEHTHOCTH O0003HAYaeT COBOKYITHOCTH CIIOCOOHOCTEH, IO3BOJISIOLIMX
JIFOJISIM OBICTPO BOCCTAHABIIMBATHCS, YCIENIHO CIPABIATHCS C TPYIHOCTIMH M COXPAHSATh (PyHKIIMOHAIBHOCTS,
HECMOTps Ha 3HAUYNTEIbHBIN cTpecc WK HebnaronpusTHee oocTostenscTa (Tusaie & Dyer, 2004). B o0mmem
IUIaHE ITICUXOJIOTMYECKasl PEe3MJIMEHTHOCTh OIPEeNsieTcsl KaK CIIOCOOHOCTh YeJoBeKa aJalTHPOBAaThCS K
BO3HHUKAIOIMM Tiepenl HuM BeizoBaM (Masten & Coatsworth, 1998; Set, 2020; Yildirim, 2016).
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CymiecTByIOIUE HCCIECIOBAHMUS ITOKA3bIBAIOT, YTO CYIIECTBYET IIOJIOKHUTEIbHAS CBSI3b MEXKIY
OCTPakU3MOM Ha paboueM MeCTe U IeBHAHTHBIM MoBeieHneM Ha pabouem mecTe (Akin & Ozdevecioglu, 2021;
JIyo u nmp., 2022; demupens u Yernnkas, 2023; [lu, 2023). HekoTopsle UCCIeTOBaHUS TaKKe ITOKA3bIBAIOT,
YTO 3Ta B3aMMOCBS3b BAPHUPYETCSA B 3aBUCHMOCTH OT BHYTPEHHHX PECYPCOB MHIWBHIYyMa M UYTO TaKHE
(hakTOpPHI, KaK PE3WINEHTHOCTh, CMATYAIOT HETaTUBHBIE TIOCHeACTBUsA ocTpakm3Ma (L[3sta u nmp., 2021; [peena
n Jlxanamapu, 2021). CooTBeTCTBEHHO, ObUTH cHOpMYyTHUPOBAHBI 4eThlpe TUHOTe3bl. Hia: OcTpakusm Ha
pabodeM MecTe OKa3bIBaeT MOJI0KUTEIBHOE U 3HAYMMOE BIMSHUE HAa MEKIIMYHOCTHOE JIEBUAHTHOE TIOBEJICHHE.
Hip: Octpaknsm Ha pabodeM MecTe OKa3bIBaeT MOJI0KUTEIbHOE M 3HAYMMOE BJIMSIHAE Ha OPTaHU3Al[MOHHOE
neBuaHTHoe noseneHue. Haa: Ilcmxonmornyeckasi pe3wJIMEHTHOCTh MIPAET MOJEPATOPHYIO POJIb B BIMSHUH
ocTpaku3sMa Ha paboyeM MecTe Ha MEXKIMYHOCTHOE JeBHaHTHoe moBeneHue. Hoyp: Ilcmxosnormueckas
PE3WIMEHTHOCTh HIPAET MOJIEPATOPHYIO POJIb B BIMSIHUM OCTPaKu3Ma Ha pabodyeM MecTe Ha OpraHH3allHOHHOE
JIEBUAHTHOE TTOBEJICHHUE.

B JAaHHOM HCCJICOOBAHNN HN3Y4YaJIOCh BIIMAHHUE BOCHPUATHA COTPYAHHUKAMHU YaCTHOI'O CEKTOpa
U301 Ha pa60qu MCCTC Ha JIOCBHAHTHOC IIOBCIACHHC Ha pa60qu MCCTE. I[eBI/IaHTHOG IIOBCOCHHUC
OLCHUBAJIOCH NO ABYM HU3MCPCHUAM: HAIIPABJICHHOC Ha OTACIBHBIX JIMI W HAa OPraHU3alHlo. I[aHHLIe
c061/1pajmcr, IOCPEACTBOM AHKETHPOBAHUA, U YHACTHUKHU ObLIH HpOI/IHCI)OpMI/IpOBaHBI 0 TOM, YTO y4aCTHC B
HCCIICAOBAHNHU SABJIACTCA ,Z[O6pOBOJ'IBHBIM.

C momomipio ymoOHOW BBHIOOpPKH ObUIO HaOpano B oOmel cinoxHocTH 345 ydacTHHKOB. B
UCCJIEJIOBAaHUU HCIIOJIBb30BAIUCH LIKAJIbl MU3MEPEHUs, BAJIHIHOCTh M HaAEKHOCTh KOTOPBIX paHee ObLIM
MOATBEPXKIICHBI B Hay4YHOM yuTeparype: I1lkana uzomnsuun Ha padouem mecte (Ferris et al., 2008; Karakiraz et
al., 2023), «Kpartkas mkana pesunbeHTHOCTH» (Smith et al., 2008; Dogan, 2015) u «IlIkana neBHAHTHOTO
noBencHUs Ha pabodem mecte» (Bennett & Robinson, 2000; Toka & Oral Atag, 2023). Jlns anamusa
HCIIOJIb30BAIHCH MporpamMMHubie makeTsl SPSS 26 u AMOS 24. JIns olieHKH HaaEKHOCTH ObLIM PACCUUTAHBI
kodpPuuneHTH anbda Kponbaxa, a sl OLEHKH BaIMAHOCTH OBUTH TpoBeneHbI dkciuopatopHeid (EFA) u
KoHpupMaTopHBIX QakropHbd ananm3bl (CFA). s mpoBepku rumore3 OBLTH BHIIOHEHBI PErPecCHOHHBINA
aHaJIM3 ¥ aHAJIM3 TPOCTOTO HAKJIOHA.

PesymbraThl TOKA3BIBAIOT, YTO IICHXOJIOTHYECKas PE3MIBEHTHOCTh 3HAYUTEIBHO MOIYIHPYET
B3aMMOCBS3b MEXIY OCTPAaKH3MOM Ha pabodeM MecTe M MEKIMYHOCTHBIM JCBHAHTHBIM MoBeacHUeM. [Ipu
HU3KAX YPOBHAX IICHXOJIOTHYECKON pPE3MILEHTHOCTH BIMSHUEC OCTpPakuM3Ma Ha pabodyeM MecTe Ha
MEKJIMYHOCTHOE JICBUAHTHOE MOBEACHUE OBLIO 3HAYMMBIM M IOJOXKHUTEIbHBIM. HanmpoTwB, mpu BBICOKHX
YPOBHSIX MCHUXOJIOTHYECKON PE3HIHCHTHOCTH 3Ta B3aUMOCBS3b HE OblIa CTATUCTHYCCKH 3HaYMMO#. Cpesu
COTPYIHUKOB C HU3KOW TMCHXOJIOTUYECKOW DPE3MIILEHTHOCTBIO YCHIEHUE OCTpPaKM3Ma acCOIUHPOBAIOCH C
YCWJICHHEM MEXJIMYHOCTHOTO JeBHAHTHOTO TMOBEJCHHUS;, OJHAKO CpPEIU COTPYJHUKOB C BBICOKOH
TICUXOJIOTHUECKON PE3UIILEHTHOCTHIO 9Ta B3aMMOCBSI3b HE ObLIa CTATUCTUYECKH 3HAYUMOW. AHAJOTUYHBIM
00pa3oM, aHaJIN3 NPOCTHIX KOA(D(GHUIIMSHTOB, IPOBEICHHBIH B OTHOIICHUHA OPTaHU3AI[HOHHOTO JIEBUAHTHOTO
MOBEJICHHS, TaKXKE MONTBEPAMI CMATYArOmUi A((EeKT ICHXONIOTHIECKON pe3mIbeHTHOCTH. [Ipr HHU3KOM
YPOBHE IICHXOJIOTUYECKON PE3MIbEHTHOCTH BIUSHHE M30JLAIMH Ha pabodeM MecTe Ha OpraHH3alHOHHOE
JICBHAHTHOE TIOBEJCHHE OBUIO 3HAYUMBIM W TIOJOXKHATEIBHBIM. HampoTwB, TpH BBICOKOM YPOBHE
TICUXOJIOTMYECKON Pe3MITbEHTHOCTH 3Ta B3aUMOCBS3b HE ObLIA CTATHCTUYECKH 3HAYUMOH. Takum 00pa3om, mo
Mepe YCWICHHS W3O0JSIUH CPEeOd NI C HU3KOH TICHXOJOTHYECKOH pPEe3MIbEHTHOCTHIO YCHIINBACTCS
CKIIOHHOCTh K JIEBUAHTHOMY MOBEACHHIO MO OTHOILIEHUIO K OPTaHU3allid, B TO BPEMS KaK Y JIUI[ C BEICOKOH
TICUXOJIOTHUECKON Pe3HIIbEHTHOCTHIO ATOT 3P (PEKT, TO-BUIUMOMY, OCllabeBaeT.

HccnenoBanue 1eMOHCTPUPYET, YTO M30JIALMSA HAa paboueM MecTe YCHIMBAET KaK MEXINYHOCTHOE,
TaK ¥ OpraHMW3aIlMOHHOE IeBUAHTHOE MOBEJICHNE, TOT/1a KaK IICHXO0JIOTHYecKast yCTOMYMBOCTE OCNIA0IISET ATOT
HeraTUBHBIN 3¢ ¢ekT. Ilcuxomornueckasl yCTOHYMBOCTH BBICTYIIA€T B KAdyeCTBE Ba)KHOTO JIMYHOCTHOTO
pecypca, YKPEIIIOIEr0 CIIOCOOHOCTh COTPYZHHMKOB CIPABIATBCS C HETaTUBHBIMH  COIHAJIHHBIMH
HNEpeKUBAHUSMH. YUUTHIBAs, 4YTO M30SLMA MNPOBOLUPYET HApPYLIEHUS OPraHU3ALMOHHBIX HOPM,
PYKOBOANTEISIM B)KHO BHUMATEIILHO OTHOCUTBCS K ITPOSIBICHUSIM UCKITIOUEHUS, POPMUPOBATH MHKITIO3UBHBIT
OpPraHU3al[MOHHBII KAMMAT U BHEAPSITH MNPAKTUKH, YKPEIUISIONUE KOMMYHHMKALMIO BHYTPH KOMaHJBIL.
[Iporpammsl 00yueHNs, THULIUATUBEI 110 HACTABHUYECTBY M MEPHI 10 YIPABJICHUIO CTPECCOM, HallpaBJIeHHbIE
Ha MOBBIIIEHHE ICHXOJIOTMYECKOM yCTOMUMBOCTH, MOTYT JONOJHHUTEIbHO MOJAEPKaTh 3TOT Impouecc. B
3aKIIIOUYEHUE, UCCIIEA0BAaHIE YMIIUPUUECKH MOATBEPKAAET 3aIUTHYIO POJIb ICUXOJIOTHYECKON YCTONYUBOCTU
B B3aUMOCBSI3U MEXKIY OCTPAaKM3MOM M JI€BUAHTHBIM IIOBEJIEHUEM, JAEMOHCTPUPYS, YTO UHIUBUAYaIbHAS
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YCTOHYMBOCT, HWMEET pelnaroliee 3HAYeHHe Kak Ui ONaromojydds COTPYIHHKOB, TaK H I
OpraHU3alMOHHOM rapMOHUHU.

KnroueBble ciioBa: OpraHM3allMOHHOE ITOBEACHHE, OCTPAKU3M Ha pabodeM MecTe, NEBHAHTHOE
MOBEJICHHE Ha paboueM MecTe, TICHXO0JIOTHIeCKas yCTOMIMBOCTh, MOIEPaTOPHEIH 3 ekt

T ART:

FHrdRE o Afaqdl & HFGER BT WSS Taierd IR Ag@yul THTd ISdT § | § gHTal &1
TP THRIAD IV SR W fFaferd HagR 8, e IRumRas g Te-ds A s! &l Saia
BT 8 SR ITAIRT seql &1 JHa Ugadl o, s afdaTd SR SieTdsd aHl UesH & w3l §
RIS 3R 992, 1995)| faRY 0 I, FIUT WR FREHR &1 3HT HHATRG! B RO, AAAS
AT 3R HGRIRG e &I 3HR o= H U (uifaes Yfirest A g1

IR U Afad B! [t THg F1 TR 81 B SMa=gevdl &1 Tk § STad &, o amnfores
wﬁﬁwﬁﬂﬁ%w@w%(ﬁmsﬁvw 1997)1 39 Fed ¥, IfgshR T yRoT 3R
TS Ao SRR § SR TdeR & 3ed $I 9HgH & U@ W favdl § 9 8| 59 sreqgq
BT 3T HHATRG! & Y FFER W FRART T SJUT TREHR & THIT B ST BT 3R 37 Taiyl
B TS e & AR YS! B USaid AT 5 |

I 3R I (1995) GRT HHANRAT 3R TS B THUH UgdH 1 TIGRI B! "Wafasd
IERI & TU H YRR fHa1 71 8 S TSI AMES! BT Iy Bd & 3R THT B, Th T3,
3IGP Yol TT G DI YIS I TR § S 3" | PR W ATHRI HFIERT H 3haR T a1
T itial &l ftfar v OF B¢ BRIl § A IR 3R dietis Wt 1R HRasyl db Wi § @e
TT 3., 2005) | SESHR T G&ATd 3IHd g Sl I BIdl & od Ao GERI & S pd X9 BT ATEAT Rl
¢ 3R U8 TRIR® o & FI ufafbanan & gum dfier Sseh ufafharsii o) Safvid B2 gebdl € (31aS
TT 3., 2020) | TYHT Ar0d U U Fufa & § foraw fonsft safda o1 aug &) gl gR1 afyd 0 9
SIad A §TER Yobel fan o @ (aferas @ik 9R, 1997)| STREPR &1 Hae SHThTHebdl, 3TE-g1,
yexiF § fiRTae SR STe-Fea0r § Hid! 9 g1 § (Wbic, 2007) | FAIGIS AU $1 SaURoN 31
&SN & TAISH B Yafid HRdl § o Afaddl &I Ag@yul a1d a1 Ufagadr & SIavg Sleal 363,
THAATYdD TTHT B 3R BT DHIAT ST G H e ST & (TS 3R SR, 2004) |

AT Tea] §, AT oy o) foeft afar @t G gfadl & SFed I &1 &l & =
7 uRTd fpar T § ST 3 I R § (Masten & Coatsworth, 1998; Set, 2020; Yildirim, 2016) |

TiSleT MY F Tdl Iadl & & R R dieshR iR erfwd o sRmiie agR & &k
IHRIAD J&Y & (Akin & Ozdevecioglu, 2021;

Luo et al., 2022; Demirel & Cetinkaya, 2023; Shi, 2023). & Y- g ot E"-‘Hﬁ % & PRESEL
il & 3fiafke TOTET & YR W 4T a1 8, 3R TRiiau oI $Re dfeshR & THRIHS TRUTH!
ﬁwﬁ% (Jiang et al., 2021; Preena & Janadari, 2021) | daJdIR, WWW@@I Hla:
FIRYA R TRHR &1 SR-AfFaTd faferd TagR R SRS 3R AGAYU! THIT USal g1 Hib:
FIRT W IRHR BT WSS faafid IRl R JHRES AR Agayul UHI USdl g1 Hoa:
FRWT R SRR & fR-AfGTd [Faferd agRl R UHIG & HaTHS ddiau- & Th AER
@W%sz%WWG%W%WWﬁaﬁawﬁwqmﬁmﬁ%m%mﬂﬁwﬁw
A YD B

39 O B, SRR R IeHR & Uld (o 8 & HHARAl S URUMS & SRR R
IR BRI R TS aTd UG Bt oiid &1 T3 | faaaeR! HagR! &1 Gedic- af sl & fasar
T 3 S SAfaaat & ufd R & 3R 3 o e & ufa FERT A1 SeT ue qderr & [eH | e
foram T iR wfaufirt &1 fad forar ma fs wriieRt wfess o0
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ﬁﬁ?ﬂ HATHRUT (convenience sampling) BT JYIRT W 345 gfauTTa &1 il foar i 39
3ree | U HIOH U1 1 SUdNT foar 1 Rt dudr ah?mﬂ-rﬂwugﬁ@é’rmﬁamﬁs‘r
_g[ﬁ off: Brfw@ IREHR AT (Workplace Ostracism Scale) (Ferris et al., 2008;

PHRIBS TT 3Md., 2023), T S IWTICT W (Y Te 3Ma., 2008; I, 2015), 3R g THTH
fSarsda Wd (@7e 3R A=A, 2000; BT 3R 3R 31T, 2023) | fIZATON F SPSS 26 3R AMOS 24
AT dTR Yaralt T ST faa T | fasya=Tardt & forT e SethT 0T &1 0T BT 118 3R de/dl
THT B & T SAVUTHD (EFA) 3R IBHRT SRS fa=awur (cra) fHe Ul aReedrsit &1
Tterur v & for Ufaae faseio T SiR R g fawaryor fasar |

frmd FaTd § {5 T aeiand SRIRE IR JithR SR TRWURE faafid agR! & &9
& oY B Tgayul ®U J ARd HRa1 g1 TG aHan & FE TRl R, R W SHR B
IR faaferd TagRl R UHIG Heyul 3R SRS UT| 39 f[Auld, AAdAe aeeu & 3=
TR W Us Yoy ifSIHIa T § HeqqUl g1 4Tl HH HAlaIeb eeiard ard HHamAl & di,
IiespR ¥ g TRERe faafid oaert # 3fe @ 931 g8 off; g, 3= H-iaqie aetemd ara
FHUARG! & o9 T8 HaY FiRAD U ¥ Tgayul e U7l ST TG, WIS faafard TagR] & forg
U U TR ga fazewor 3 ft ARl ey & HeaRy GHTd &1 JaH fordr | AHiae ey
¥ 1 TR R, FHIRE R TRHR BT A6 fGafed TagR! IR THd He@yul $iR THRIAS |
% fquita, TaRe ddiaud & S Wkl R I8 day iRAH T U J Hgayul g1 4T 39 UK,
S-S HH AT ddiau aTd JAfead! § IeShR dgdl 8, 9716 & Ui faaferd aeR &1 ugfh
¢ S 8, STafe U8 YU 3= HAaeT e aeiag- ard afaddl § SR gidT Udid gia g

Ig XY A1 § 6 FRE R IeHR IRWRSG R TS GIH IR & [aaadr
HGERI ®I FgIdT 7, Jafes ARG T 59 Ufdgd UHTd &) & HRal ¢ | AAIaTI-G e
U Hg@yul Afadid Ta1eH & U B B HRdT § S GHATRA! ! TH RIS AT fIHaT d e
1 & B ASIgd BT 5 | T8 Wd U [ IRTHR WEATHAS TFES! & Ieio Bl HSHId 8, Teedh!
¥ fore ug He@yuf § % 3 afgspd $-A ard aeR! & Ufd Waea=id ef, Th qHraeh We-rets e
o oY 3TR T yTaif 1 AL B 5 A P iR YR &1 ASigd Il 8

FAIAYHD Tiaud & 9¢H & IexT I URIET BrishH, HelXi ugd 3R d-1d Use & U9
39 Ufhar # 3R Gl IR IPhd gl Fepua:, I8 AT JePR-AYATSHP AdeR Tay |
TS AT Bt JRETED YADT Bl HaSRT 0 J YfY T 8, I8 iaT & b afdmmd
IO HHARY BT HATE SR TTSIHS JTH gl & fore Hgaquf ]

PGS : TSP TdER, FRURT R SR, FRR TR JUHMSS TdeR, AAIATID
AT, TR YHTd

Yapilandirilmis Ozet:

Bireylerin ig yerindeki davraniglari, orgiitsel dinamikler tizerinde 6énemli etkiler yaratmaktadir. Bu
etkilerin olumsuz 6rneklerinden biri, 6rgiitsel normlarin ihlal edilmesine ve sosyal baglarin zarar gérmesine
yol agarak hem bireysel hem de orgiitsel performans: diigiiren is yerinde sapkin davranislardir (Robinson ve
Bennett, 1995). Ozellikle is yerinde dislanma deneyimi, g¢alisanlarin motivasyonlarmin, psikolojik
saglamliklarinin ve davranis oriintiilerinin sekillenmesinde belirleyici bir rol oynamaktadir. Dislanma, bireyin
ait olma ihtiyacim1 tehdit ederek sosyal iliskilerde kopmalara ve psikolojik sikintilara yol acgabilmektedir
(Williams ve Sommer, 1997). Bu baglamda dislanma algis1 ve psikolojik saglamlik, is yerindeki sapkin
davraniglarin ortaya ¢ikigini anlamada temel arastirma konulari arasinda yer almaktadir. Bu ¢alisma, algilanan
ig yerinde diglanmanin ¢alisanlarin sapkin davraniglar iizerindeki etkisini incelemeyi ve bu iligkide psikolojik
saglamligin diizenleyici roliinii arastirmay1 amaclamaktadir.

Calisanlara ve oOrgiitlere zarar veren davraniglar, Robinson ve Bennett (1995) tarafindan “orgiitsel
normlart ihlal eden ve bu yolla 6rgiitiin, iiyelerinin veya her ikisinin birden refahini tehdit eden goniilli
davranislar” olarak tanimlanmaktadir. Is yerinde sapkin davranislar, sdylenti yaymak veya galisma
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arkadaglarin1 utandirmak gibi gorece hafif eylemlerden hirsizlik ve sabotaj gibi ciddi davranislara kadar
uzanmaktadir (Kwok vd., 2005). Dislanma, bireylerin baskalarinin dislayict tutumlariyla karsilagmalari
sonucunda ortaya ¢ikan ve fiziksel acryla iliskili tepkilere benzer norolojik tepkileri tetikleyebilen aci verici
bir deneyimdir (Howard vd., 2020). Kavram, bir kisinin veya grubun bagkalari tarafindan sistematik bicimde
etkilesim digina itilmesi durumunu ifade etmektedir (Williams ve Sommer, 1997). Dislanma; saldirganlik,
kendine zarar verme, performans diislisii ve 6z diizenleme becerilerinde bozulmayla iliskilendirilmektedir
(Scott, 2007). Psikolojik saglamlik kavrami ise bireylerin 6nemli diizeyde stres veya olumsuzlukla
kargilagmalarina ragmen hizla toparlanmalarini, basarili bigimde basa c¢ikmalarini ve iglevselliklerini
siirdiirmelerini saglayan yeteneklerin biitiiniinii ifade etmektedir (Tusaie ve Dyer, 2004). Genel anlamda
psikolojik saglamlik, bireyin karsilastig1 giicliiklere uyum saglama kapasitesi olarak tanimlanmaktadir (Masten
ve Coatsworth, 1998).

Mevcut arastirmalar, is yerinde diglanma ile is yerindeki sapkin davraniglar arasinda pozitif iligkiler
bulundugunu goéstermektedir (Akin ve Ozdevecioglu, 2021; Luo vd., 2022; Demirel ve Cetinkaya, 2023; Shi,
2023). Bazi ¢aligmalar, bu iliskinin bireylerin i¢sel kaynaklarina bagli olarak degistigini ve psikolojik saglamlik
gibi faktorlerin dislanmanin olumsuz sonuglarini hafiflettigini de ortaya koymaktadir (Jiang vd., 2021; Preena
ve Janadari, 2021). Bu dogrultuda dért hipotez gelistirilmistir. Hy,: Is yerinde diglanma, bireylere yonelik
sapkin davranislar iizerinde pozitif ve anlamli bir etkiye sahiptir. Hyp: Is yerinde dislanma, &rgiite yonelik
sapkin davranislar iizerinde pozitif ve anlamli bir etkiye sahiptir. H.: Psikolojik saglamlik, is yerinde
diglanmanin bireylere yonelik sapkin davranislar tizerindeki etkisinde diizenleyici role sahiptir. Hay: Psikolojik
saglamlik, is yerinde dislanmanin 6rgiite yonelik sapkin davranislar tizerindeki etkisinde diizenleyici role
sahiptir.

Bu ¢alismada, 6zel sektor ¢alisanlarinin is yerinde diglanma algilarinin sapkin davranislari {izerindeki
etkisi incelenmistir. Sapkin davranslar, bireylere ve orgiite yonelik olmak {izere iki boyutta degerlendirilmistir.
Veriler anket yontemiyle toplanmis ve katilimcilara arastirmaya katilimin goniilliillik esasina dayandigi
bildirilmigtir.

Kolayda ornekleme yontemi kullanilarak 345 katilimciya ulasilmistir. Olgme araglari, literatiirde
gecerlik ve giivenirligi kanitlanmis 6lgeklerden almmustir: Is Yerinde Dislanma Olgegi (Ferris vd., 2008;
Karakiraz vd., 2023), Psikolojik Saglamlik Olgegi (Smith vd., 2008; Dogan, 2015) ve Is Yerinde Sapkin
Davranislar Olgegi (Bennett ve Robinson, 2000; Toka ve Oral Atag, 2023). Analizlerde SPSS 26 ve AMOS 24
paket programlart kullanilmigtir. Giivenirlik i¢in Cronbach alfa katsayilari hesaplanmig; gecerligi
degerlendirmek amaciyla agimlayici faktér analizi ve dogrulayici faktoér analizi gergeklestirilmistir.
Hipotezlerin test edilmesinde regresyon analizi ve basit egim analizi kullanilmustir.

Bulgular, psikolojik saglamligin is yerinde diglanma ile bireylere yonelik sapkin davranislar
arasindaki iligkiyi anlamli bigimde diizenledigini gostermektedir. Psikolojik saglamligin disiik oldugu
diizeylerde is yerinde diglanmanin bireylere yonelik sapkin davraniglar {izerindeki etkisi pozitif ve anlaml
bulunmustur. Buna karsilik, psikolojik saglamligin yiiksek oldugu diizeylerde bu iligki anlamliligini yitirmistir.
Psikolojik saglamlig: diisiik calisanlarda diglanma arttik¢a bireylere yonelik sapkin davranis egilimi artarken,
psikolojik saglamligin yiiksek oldugu diizeylerde bu iligki istatistiksel olarak anlamli degildir. Benzer bi¢cimde,
orgiite yonelik sapkin davraniglar i¢in gergeklestirilen basit egim analizi de psikolojik saglamligin diizenleyici
etkisini desteklemistir. Psikolojik saglamligin diisiik oldugu diizeylerde, is yerinde diglanmanin 6rgiite yonelik
sapkin davraniglar tizerindeki etkisi pozitif ve anlamli bulunmustur. Buna karsilik, psikolojik saglamligin
yiiksek oldugu diizeylerde iliski istatistiksel olarak anlamli degildir. Dolayisiyla psikolojik saglamlig1 diisiik
bireylerde diglanma arttikga Orgiite yonelik sapkin davranig egilimi artarken, psikolojik saglamligi yiiksek
bireylerde bu etkinin zayifladig1 goriilmektedir.

Arastirma, is yerinde dislanmanin hem bireylere hem de 6rgiite yonelik sapkin davraniglar artirdigini,
psikolojik saglamligin ise bu olumsuz etkiyi zayiflattigin1 gostermektedir. Psikolojik saglamlik, ¢alisanlarin
olumsuz sosyal deneyimlerle basa ¢ikma kapasitelerini giiclendiren énemli bir kisisel kaynak olarak islev
gormektedir. Dislanmanin oOrgiitsel norm ihlallerini tetikledigi dikkate alindiginda, yoneticilerin dislayici
davranislara kars1 duyarli olmalari, kapsayici bir orgiitsel iklim olusturmalar ve ekip i¢i iletisimi giiglendiren
uygulamalar gelistirmeleri 6nem tasimaktadir. Psikolojik saglamlig1 artirmaya yonelik egitim programlari,
mentorluk uygulamalar1 ve stres yonetimi ¢aligsmalart da bu siireci destekleyebilir. Sonug olarak ¢aligma, is
yerinde dislanma ile sapkin davranislar arasindaki iliskide psikolojik saglamligin koruyucu roliinii ampirik
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olarak dogrulamakta ve bireysel saglamligin hem c¢aligan refah1 hem de 6rgiitsel uyum agisindan kritik 6nem
tagidigini gostermektedir.

Anahtar Kelimeler: Orgiitsel Davranis, Is Yerinde Dislanma, is Yerinde Sapkin Davranislar,
Psikolojik Saglamlik, Diizenleyici Etki
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Introduction

Individuals’ behaviors in the workplace have significant implications for organizational
dynamics. One negative manifestation of these effects is workplace deviant behavior, which results
in the violation of organizational norms and the deterioration of social relationships, thereby
undermining both individual and organizational performance (Robinson & Bennett, 1995). In
particular, the experience of workplace ostracism plays a decisive role in shaping employees’
motivation, psychological resilience, and behavioral patterns. By threatening individuals’ need to
belong, ostracism may lead to disruptions in social relationships and psychological distress (Williams
& Sommer, 1997). In this context, perceptions of workplace ostracism and psychological resilience
constitute important areas of inquiry for understanding the emergence of deviant behavior in the
workplace.

In the organizational behavior literature, workplace deviant behaviors are generally
examined under categories such as production deviance, property deviance, political deviance, and
personal aggression (Robinson & Bennett, 1995). These behaviors not only impair organizational
functioning but may also adversely affect employees’ psychological well-being and job satisfaction
(Dunlop & Lee, 2004). Recent studies indicate that workplace ostracism is associated with
employees’ tendencies to engage in deviant behavior and that this relationship may vary depending
on individual or organizational factors such as psychological resilience, psychological capital,
emotional exhaustion, regulatory focus, and workplace spirituality (Akin & Ozdevecioglu, 2021;
Jiang et al., 2021; Preena & Janadari, 2021; Luo et al., 2022; Demirel & Cetinkaya, 2023; Endratno
et al., 2023).

Social Exchange Theory (Blau, 1964) suggests that workplace ostracism may disrupt the
balance of reciprocity between parties and lead employees to engage in negative behavioral
responses, whereas Conservation of Resources Theory (Hobfoll, 1989) proposes that individual
resources such as psychological resilience may weaken the extent to which this process is reflected
in deviant behavior. Nevertheless, the protective and moderating role of psychological resilience in
the process through which ostracism translates into deviant behavior has not been sufficiently
clarified. Moreover, a substantial proportion of existing studies conceptualize deviant behavior as a
general construct.

This study aims to address this gap in the existing literature by examining the relationship
between workplace ostracism and deviant behavior within the context of the retail sector in Tiirkiye.
Characterized by intensive customer interaction, shift-based work arrangements, performance
pressure, and the need for continuous communication among employees, the retail sector provides
an important context for observing experiences of ostracism and the behavioral responses associated
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with them. In this study, examining deviant behavior not merely as a general construct but as two
distinct dimensions, interpersonal deviance and organizational deviance, allows the moderating
effect of psychological resilience on these two forms of behavior to be investigated in greater detail.
In this respect, the study contributes both theoretically and practically by explaining the conditions
under which ostracism is less likely to translate into interpersonal and organizational deviance.

Conceptual Framework
Workplace Deviance

Workplace deviant behaviors, which manifest as actions that harm employees and the
organization, were defined by Robinson and Bennett (1995) as “voluntary behaviors that violate
organizational norms and, in doing so, threaten the well-being of an organization, its members, or
both.” Similarly, Kaplan (1975) defined workplace deviant behaviors as voluntary actions arising
when employees lack the motivation to comply with the normative expectations of the social context
or are motivated to violate those expectations. Workplace deviant behaviors are forms of
organizational deviance that range in severity from relatively minor acts, such as spreading rumors
and embarrassing coworkers, to serious acts, such as theft and sabotage (Kwok et al., 2005).
Examined under different labels from theoretical perspectives such as aggression, nonconformity,
jealousy, and revenge, workplace deviant behaviors are intentional acts rather than accidental or
compulsory behaviors and are undertaken with the purpose or intention of harming the organization
or its stakeholders (Spector et al., 2006). Examples include withholding effort, theft, insubordination,
physical aggression, and verbal harassment (Bennett & Robinson, 2000).

According to the nature of the behavior, deviant behaviors have been classified along two
axes based on severity (minor and serious) and target orientation (organizational and interpersonal)
(Robinson & Bennett, 1995). Organizational deviance refers to deviant behaviors directed toward
the organization, whereas interpersonal deviance refers to behaviors directed toward other employees
within the organization (Arshadi et al., 2012). In Robinson and Bennett’s (1995) classification,
deviant behaviors are grouped into four categories: production deviance, property deviance, political
deviance, and personal aggression. Production deviance refers to violations of norms concerning the
quality and quantity of work, such as arriving late, leaving early, taking excessively long breaks,
deliberately working slowly, and wasting resources. Property deviance involves the unauthorized
acquisition of or damage to an employer’s property or assets, including stealing materials, damaging
equipment, falsifying invoices, and sabotage. Political deviance is aimed at placing other individuals
at a personal or political disadvantage through social interaction, for example by spreading rumors,
blaming a coworker, or using competition destructively. Personal aggression encompasses
aggressive or hostile behavior toward others, such as verbal harassment, physical harassment, sexual
harassment, and threats.

This classification is intended to assist managers in developing fair and consistent
disciplinary policies for workplace deviance. The additional costs generated by workplace deviant
behaviors may include capital losses resulting from sabotage, compensation payments associated
with injuries, and productivity losses that are particularly difficult to quantify in monetary terms
(Dunlop & Lee, 2004). All these costs constitute losses for the organization, and preventing
workplace deviant behavior may contribute substantially to reducing them.

Workplace Ostracism

Ostracism is a painful experience that individuals undergo when confronted with
exclusionary attitudes from others. Similar to the experience of physical pain, it activates comparable
regions of the brain (Howard et al., 2020). Conceptually, ostracism refers to the systematic exclusion
of an individual or group from social interaction by others (Williams & Sommer, 1997). It has been
associated with aggression, self-harming behaviors, reduced performance on complex tasks, and
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impaired self-regulation (Scott, 2007). Moreover, by threatening the innate human need to belong,
ostracism undermines the maintenance of positive and reciprocal relationships that are critical for
long-term adaptation and survival.

Workplace ostracism may occur through the deliberate exclusion, disregard, or avoidance of
an organizational member, even in ways that appear socially acceptable (Robinson et al., 2013; Scott,
2007). Such experiences restrict employees’ ability to establish and maintain positive interpersonal
relationships, achieve work-related success, or develop a favorable reputation (Hitlan et al., 2006).
Williams and Sommer (1997) classified ostracism as unintentional, defensive, punitive, partial, and
complete exclusion. Each form may have different effects on the victim’s thoughts, emotions, and
behavior. For example, unintentional exclusion may trigger the victim’s need for recognition or
meaningful existence, whereas punitive exclusion may activate a search for self-affirmation,
attachment, and belonging. Partial exclusion may allow the perpetrator to avoid accountability,
whereas complete exclusion communicates an unequivocal message of rejection (Williams &
Sommer, 1997). Perceived or actual ostracism is associated with a range of negative emotional states,
including sadness, loneliness, jealousy, guilt or shame, embarrassment, and social anxiety (Hitlan &
Noel, 2009).

Workplace ostracism may take the form of the silent treatment, cold behavior, or the
deliberate termination of communication despite being present in the same environment. Such
exclusion reduces individual contributions, particularly in group work, and undermines employees’
sense of belonging (Williams & Sommer, 1997). By frustrating the need to belong, ostracism lowers
self-esteem, weakens the sense of control, and creates doubts about the meaningfulness of one’s
existence. These threats may profoundly affect individuals’ motivation and workplace behavior.
Ostracized employees may sometimes attempt to restore their sense of belonging, whereas in other
situations they may distance themselves from the excluding group and become particularly reluctant
to contribute to group activities (Williams & Sommer, 1997).

Studies conducted in organizational settings show that workplace ostracism is associated
with higher levels of anxiety, depression, job-search behavior, and turnover intention, as well as
lower levels of job satisfaction and psychological well-being (Wu et al., 2012). Ostracism has also
been linked to numerous organizational outcomes, including job attitudes, organizational citizenship
behavior, and well-being (Ferris et al., 2008; Yakut & Yakut, 2018).

Psychological Resilience

The concept of psychological resilience has gained increasing prominence in the fields of
psychology and organizational behavior in recent years. Derived from the Latin root resiliens, the
term is defined in the American Heritage Dictionary (2025) as “the ability to recover quickly from
illness, depression, change, or misfortune; buoyancy; the property of a material that enables it to
return to its original shape or position after being bent, stretched, or compressed; elasticity.”
Psychological resilience is regarded as a combination of dynamically interacting abilities and
characteristics that enables individuals to recover rapidly, cope successfully, and function above
expected levels despite significant stress or adversity (Tusaie & Dyer, 2004). In general terms,
psychological resilience refers to an individual’s capacity or competence to adapt in the face of
stressors and difficulties (Masten & Coatsworth, 1998; Set, 2020; Yildirim, 2016). In line with these
definitions, psychological resilience can be described as the ability to remain standing without being
overwhelmed by various challenges, particularly stress, to resist adversity, and to adapt to new
circumstances following negative experiences.

Two criteria are required to evaluate resilience. First, the individual must be exposed to a
high-risk or traumatic situation; second, the individual must nevertheless demonstrate positive
adaptation and development (Masten & Coatsworth, 1998). In the organizational context, resilience
is examined in two dimensions: operational and strategic. Operational resilience refers to the capacity
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to restore previous functioning and overcome crises; in this respect, it primarily reflects passive
adaptation and recovery. Strategic, or active, resilience, by contrast, refers to the ability to transform
threats into opportunities, recognize unique possibilities, and act effectively under competitive
conditions (Suryaningtyas et al., 2019). Sigley-Taylor et al. (2021) distinguished resilience measures
as subjective and objective. Subjective assessments of resilience measure individuals’ perceptions of
their ability to cope with adversity, adapt, and develop flexibility in response to future risks. Such
instruments are widely used, particularly among young people, because of their low administration
costs, short completion times, and high reliability; they also have a strong capacity to predict mental
health and well-being. Objective measures of resilience, unlike subjective assessments, rely on
external indicators, such as the direct and immediate measurement of physiological responses
(Sigley-Taylor et al., 2021).

Psychological resilience is associated with individual characteristics such as self-efficacy,
humor, patience, optimism, hope, and faith (Dogan & Yavuz, 2020). At its core, however, it
represents an individual’s capacity to maintain equilibrium in the face of difficulties, recover, and
continue life in an adaptive manner (Artan et al., 2020)

In light of these conceptual explanations, an examination of the relationships among the
study variables suggests that workplace ostracism negatively affects individuals’ emotional,
cognitive, and behavioral processes, which may weaken adherence to organizational norms and
increase tendencies toward deviant behavior. Findings in the literature indicate that employees who
experience ostracism generally develop negative emotions in the workplace, suffer a diminished
sense of belonging, and consequently become more detached from organizational goals. Indeed,
previous studies have demonstrated positive relationships between workplace ostracism and deviant
behavior (Akin & Ozdevecioglu, 2021; Demirel & Cetinkaya, 2023; Luo et al., 2022; Shi, 2023).

This relationship can be explained within the framework of Social Exchange Theory (Blau,
1964). According to the theory, employees’ relationships with their organizations and coworkers are
based on the principle of reciprocity. Workplace ostracism may disrupt this balance of reciprocity by
creating the perception that employees are not valued and are being excluded from social
relationships. As a result, employees may reciprocate the negative treatment they experience through
deviant behavior directed toward individuals or the organization. Experiencing ostracism within
interpersonal relationships may create conditions conducive to interpersonal deviance, whereas
perceiving it as part of the broader organizational context may foster organizational deviance.
Accordingly, workplace ostracism is expected to have positive effects on both the interpersonal and
organizational dimensions of deviant behavior. Therefore, the following hypotheses were developed:
Hia: Workplace ostracism has a positive and significant effect on interpersonal deviance. Hiy:
Workplace ostracism has a positive and significant effect on organizational deviance.

Recent studies, however, indicate that the strength and direction of this relationship may vary
according to individual characteristics. Psychological resilience, in particular, has been emphasized
as a key personal resource that enables individuals to maintain adaptation under stressful or
exclusionary organizational conditions. In a study conducted with 409 employees from four
manufacturing firms in China, Jiang et al. (2021) found that emotional exhaustion mediated the effect
of workplace ostracism on deviant behavior, whereas psychological resilience weakened this
mediating effect. Similarly, in their study of 186 software engineers in Sri Lanka, Preena and Janadari
(2021) showed that workplace ostracism positively affected deviant behavior, but that resilience, as
a component of psychological capital, mitigated this relationship. In addition, Endratno et al. (2023)
found in a sample of teachers that workplace spirituality weakened the relationship between
ostracism and deviant behavior.

The moderating role of psychological resilience in this relationship can be explained through
Conservation of Resources Theory (Hobfoll, 1989). According to the theory, individuals seek to
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preserve their valued resources and prevent resource loss. Workplace ostracism is a social stressor
that threatens resources valued by employees, including belonging, social support, respect, self-
worth, and a sense of control (Karsli, 2023). The actual or anticipated loss of these resources may
increase employees’ stress levels and negative emotional reactions, thereby strengthening their
tendency to deviate from organizational norms. Psychological resilience, by contrast, represents a
personal resource that helps individuals cope with the threat of resource loss and stress caused by
ostracism, maintain emotional balance, and regulate negative reactions. Therefore, the likelihood that
workplace ostracism will translate into deviant behavior is expected to be weaker among employees
with high psychological resilience. When this theoretical expectation is considered together with
previous empirical findings, psychological resilience is expected to moderate the effects of
workplace ostracism on both interpersonal and organizational deviance. Accordingly, the following
hypotheses were developed: Hz.: Psychological resilience moderates the effect of workplace
ostracism on interpersonal deviance. Hay: Psychological resilience moderates the effect of workplace
ostracism on organizational deviance.

Method

This study examined the effect of private-sector employees’ perceptions of workplace
ostracism on workplace deviance. In line with its original conceptualization, workplace deviance was
assessed in two dimensions, interpersonal deviance and organizational deviance, and the moderating
role of psychological resilience in these relationships was tested. The research model is presented in
Figure 1.

Psychological
Resilience
Hz, Interpersonal
me 7] Deviance
Workplace Ostracism o
Hiy ] Organi;ational
Deviance

Figure 1. Research Model

Ethical approval for the study was obtained from the Scientific Research and Publication
Ethics Committee of Isparta University of Applied Sciences through its decision dated October 9,
2025, and numbered 219/08. To test the research hypotheses, data were collected from private-sector
employees using a survey. During the data collection process, participants were informed about the
purpose of the study and that participation was voluntary. The collected data were analyzed using
IBM SPSS version 26 and AMOS version 24. Cronbach’s alpha coefficients were calculated to assess
the reliability of the measurement instruments, while exploratory factor analysis (EFA) and
confirmatory factor analysis (CFA) were conducted to evaluate their validity. Regression analysis
and simple slope analysis were performed to test the hypotheses. The findings obtained through these
analyses are presented in detail in this section.

Sample and Data Collection Procedure

The study sample consisted of private-sector employees working in retail businesses
operating in Isparta, Tiirkiye. The structural characteristics of the retail sector, including intensive

www.turkishstudies.net/economy



5484 Kutay Ozdemir - Koray Cetinceli

customer interactions, target-oriented performance pressure, and shift-based working conditions,
provide a suitable context in which exclusion dynamics among employees may become visible and
indicators of deviant behavior can be measured. Testing the proposed model in this sector was
therefore considered theoretically meaningful and practically important.

Convenience sampling was used in the study. Responses were initially obtained from 367
participants; however, the questionnaires of 22 participants who failed the attention-check item were
excluded from the analysis. Accordingly, the final analyses were conducted using 345 valid
questionnaires. The sample size was considered adequate based on the assumption that it should be
at least ten times the total number of items included in the scales (Kline, 1994).

Measurement Instruments

The questionnaire used in the study consisted of four sections. The first section included
demographic information, the second contained the Workplace Ostracism Scale, the third included
the Psychological Resilience Scale, and the fourth contained the Workplace Deviance Scale. The
scales were drawn from previous studies in which they had been adapted into Turkish and their
validity and reliability established. Nevertheless, the reliability and validity of the scales were
reassessed in the present study.

Workplace Ostracism Scale: Developed by Ferris et al. (2008) and adapted into Turkish by
Karakiraz et al. (2023), the scale consists of 10 items and has a unidimensional structure. In the study
by Karakiraz et al. (2023), the internal consistency coefficient was reported as .91, and the items
were rated on a seven-point Likert scale (1=Never, 7=Always).

Psychological Resilience Scale: Developed by Smith et al. (2008), the scale consists of six
items and has a unidimensional structure. The Turkish adaptation was conducted by Dogan (2015),
who reported an internal consistency coefficient of .83. The items were rated on a five-point Likert
scale (1=Strongly disagree, 5=Strongly agree).

Workplace Deviance Scale: Developed by Bennett and Robinson (2000) and tested for
reliability and validity by Toka and Oral Atag (2023), the scale consists of 12 items across two
dimensions. The items were rated on a five-point Likert scale. In the study by Toka and Oral Atac
(2023), the internal consistency coefficient for the overall scale was reported as .87. The internal
consistency coefficients for the dimensions were .84 for interpersonal deviance and .84 for
organizational deviance.

Findings

This section presents the descriptive statistics, validity and reliability analyses, and
hypothesis-testing results obtained in the study.

An examination of the participants’ demographic characteristics showed that the mean age
was 34 years (SD=7.86). Male employees constituted 59.4% of the sample, and 64.3% of the
participants held a bachelor’s degree. Following the demographic analyses, the normality of the data
was assessed. Skewness and kurtosis values falling within the range of =2 supported the assumption
of normality (Tabachnick & Fidell, 2007).

Prior to factor analysis, the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy and
Bartlett’s test of sphericity indicated that the sample was sufficient and the data were suitable for
factor analysis. After these prerequisites had been satisfied, exploratory factor analysis (EFA) was
conducted using the principal components method. The results showed that the total variance
explained by the relevant scales exceeded 63% and that the item factor loadings ranged from .70 to
.90. These findings indicate that the measurement structures were statistically satisfactory.
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Following the EFA, confirmatory factor analysis (CFA) was conducted to verify the factor
structures, and the results are presented in Table 1. Based on the CFA results, one item was removed
from each of the interpersonal deviance and organizational deviance subdimensions of the
Workplace Deviance Scale. This modification improved the fit of the measurement model and
strengthened its construct validity.

Table 1. CFA Goodness-of-Fit Indices for the Scales

Variables y2/df CFI NFI TLI GFI AGFI RMSEA
Workplace Ostracism 4.30 .96 95 95 93 .88 .09
Psychological Resilience 3.23 98 .98 .97 .97 .94 .08
Workplace Deviance 4.68 93 91 .90 .92 .87 .10
N=345

The factor loadings of the scales ranged from .63 to .89, and all obtained values were within
acceptable limits (Byrne, 2016; Hu & Bentler, 1999; Kline, 2011; Schermelleh-Engel et al., 2003).
In addition to CFA, convergent validity was also examined, and the composite reliability (CR) and
average variance extracted (AVE) values for the scales are presented in Table 2.

Table 2. Descriptive Statistics, Reliability, Validity and Correlations

Variables Mean SD CR AVE 1 2 3 4
1. Workplace Ostracism 1.55 .76 .95 .66 (.94)

2. Psychological Resilience 340 1.01 90 .61 -.147** (.83)

3. Interpersonal Deviance 147 69 .87 .53 A25% 0 -.026  (.80)

4. Organizational Deviance 1.33 56 .84 .52 A19% 0 -079  214%%  (\73)

N=345; *p<0.05; **p<0.01; ***p<0.001; The values in parentheses indicate Cronbach’s alpha coefficients.

The CR values exceeded .70, while the AVE values were above .50 and lower than the
corresponding CR values. These findings indicate that the scales demonstrated convergent validity.
An examination of the internal consistency coefficients showed that all Cronbach’s alpha values were
above .73.

Regarding the relationships among the variables, workplace ostracism was negatively and
significantly associated with psychological resilience (r=—147, p<.01) and positively and
significantly associated with both interpersonal deviance (r=.125, p<.05) and organizational deviance
(r=.119, p<.05). In contrast, the relationships between psychological resilience and interpersonal
deviance (r=—026, p=.631) and organizational deviance (r=—079, p=.145) were not statistically
significant.

Moderation analysis was conducted to test the moderating effect proposed in the research
model. Accordingly, the moderating role of psychological resilience in the effect of workplace
ostracism, treated as the independent variable, on workplace deviance was examined. The results of
the analysis are presented in Table 3.

Table 3. Results of the Moderation Analysis

. Interpersonal Deviance Organizational Deviance
Variables
B SE C.R. B SE C.R.
Workplace Ostracism (X) .136%* .053 2.57 d11%* .053 2.08
Psychological Resilience (W) -.030 .053 -.573 -.123%* .053 -2.30
XxW = 227F** .064 -3.53 -.148% .065 -2.29

N=345; R’°=0.06 (Interpersonal Deviance); R?=0.04 (Organizational Deviance)
*0<0.05; **p<0.01; ***p<0.001
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The findings indicate that the predictor variables included in the models explained
approximately 6% of the variance in interpersonal deviance and approximately 4% of the variance
in organizational deviance. Workplace ostracism had significant and positive effects on both
interpersonal deviance (B=.136, p<.05) and organizational deviance (B=.111, p<.05). Psychological
resilience negatively affected organizational deviance (B=-.123, p<.05), whereas its effect on
interpersonal deviance was not significant (B=—030, p=.567). The interaction term was significant
in both models, indicating that psychological resilience weakened the relationships between
workplace ostracism and both interpersonal deviance (B=—.227, p<.001) and organizational deviance
(B=—.148, p<.05). The results of the simple slope analyses conducted to determine the direction of
the significant interaction effects are presented graphically in Figure 2.

5 5

45 45

Psychological Resilience Psychological Resilience

3 Low 3 Low

Interpersonal Deviance
Organizational Deviance

High High

Low Workplace Ostracism  High Workplace Ostracism Low Workplace Ostracism  High Workplace Ostracism

(a) (b)
Figure 2. Moderating Effect Plots: (a) Interpersonal Deviance and (b) Organizational Deviance

The findings indicate that psychological resilience significantly moderated the relationship
between workplace ostracism and interpersonal deviance. At low levels of psychological resilience,
the effect of workplace ostracism on interpersonal deviance was significant and positive (B=.363,
p<.001). In contrast, this relationship became nonsignificant at high levels of psychological resilience
(B=-.091, p=.188). Among employees with low psychological resilience, higher levels of workplace
ostracism were associated with stronger tendencies toward interpersonal deviance. However, as
psychological resilience increased, this effect weakened and lost its statistical significance.

Similarly, the results of the simple slope analysis for organizational deviance supported the
moderating effect of psychological resilience. At low levels of psychological resilience, the effect of
workplace ostracism on organizational deviance was significant and positive (5=.259, p<.001). By
contrast, the relationship was not significant at high levels of psychological resilience (B=—037,
p=-592). Among individuals with low psychological resilience, organizational deviance increased as
workplace ostracism intensified, whereas this effect was weaker among those with high
psychological resilience.

When the two models are considered together, psychological resilience functions as a
moderating variable that weakens the effects of workplace ostracism on both interpersonal and
organizational deviance. These findings suggest that psychological resilience protects employees
from the adverse consequences of negative organizational experiences and mitigates the extent to
which such experiences are reflected in deviant behaviors. Therefore, Hia, Hib, H2a and Hz, were
supported.

Conclusion and Discussion

The purpose of this study was to examine the effect of workplace ostracism on employees’
deviant behaviors and to investigate the moderating role of psychological resilience in this
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relationship. The findings showed that workplace ostracism significantly increased both
interpersonal and organizational deviance. This result is consistent with the theoretical expectation
that ostracism weakens social relationships within the organization, triggers feelings of exclusion,
worthlessness, and loss of control, and transforms these negative emotions into behaviors that deviate
from organizational norms. The findings are particularly compatible with the typology of deviant
behavior proposed by Robinson and Bennett (1995), as ostracism may trigger forms of production,
property, political, or interpersonal deviance associated with a deliberate intention to harm the
organization or other employees. In this context, higher levels of ostracism may lead employees both
to engage in behaviors directed at others, such as aggression, gossip, and sabotage, and to respond
through organization-directed behaviors, such as neglecting responsibilities, arriving late, or wasting
organizational resources.

The finding that ostracism increased both interpersonal and organizational deviance suggests
that individuals who experience ostracism may suffer deterioration not only in their social
relationships but also in their organizational commitment and work motivation. Similar findings have
been reported in the literature. Akin and Ozdevecioglu (2021) found that workplace ostracism
increased deviant behaviors and that this effect could vary depending on individual moderating
factors. Luo et al. (2022) likewise showed, within the framework of self-determination theory, that
ostracism threatened individuals’ needs for autonomy and competence and thereby directed them
toward deviant behavior. The present study therefore confirms these findings in the context of the
Turkish retail sector and demonstrates that social ostracism constitutes a multidimensional threat
within organizations.

One of the most noteworthy findings of the study concerns the moderating effect of
psychological resilience. The results revealed that psychological resilience significantly weakened
the effects of ostracism on both interpersonal and organizational deviance. This finding indicates that
psychological resilience functions as a protective personal resource that enhances employees’
capacity to cope with adverse social experiences in the workplace. The simple slope analysis showed
that the relationship between ostracism and deviant behavior was significant only at low levels of
psychological resilience, suggesting that psychological resilience serves as a buffer against the
behavioral consequences of ostracism.

These findings are largely consistent with the study conducted by Jiang et al. (2021) in China.
That study found that emotional exhaustion mediated the relationship between ostracism and deviant
behavior, whereas psychological resilience weakened this indirect effect. Similarly, Preena and
Janadari (2021), in their study of software engineers in Sri Lanka, found that resilience, as a
component of psychological capital, mitigated the relationship between ostracism and deviance. The
present study further supports the view that psychological resilience may serve as an important
personal resource capable of reducing the adverse behavioral consequences of ostracism across
different contexts.

The results also support the expectations developed within the framework of Social
Exchange Theory (Blau, 1964) and Conservation of Resources Theory (Hobfoll, 1989), which
constitute the theoretical foundations of the study. From the perspective of Social Exchange Theory,
ostracism disrupts the balance of reciprocity and creates conditions conducive to negative behavioral
responses. From the perspective of Conservation of Resources Theory, psychological resilience
contributes to weakening this relationship by functioning as a personal resource that facilitates coping
with stress and the threat of resource loss.

The findings also offer important practical implications for organizations. Given that
ostracism triggers violations of organizational norms, it is crucial for managers to remain sensitive
to exclusionary behaviors and to foster an inclusive organizational climate. Particularly in sectors
such as retail, which are characterized by high customer intensity and performance pressure,
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weakened communication and solidarity among employees may increase the risk of deviant behavior.
Organizations are therefore advised to hold regular meetings, sensitivity training sessions, and group-
dynamics activities aimed at strengthening communication within teams. In addition, mentoring
programs, stress-management workshops, and positive psychology-based training designed to
enhance psychological resilience may help employees cope more effectively with adverse
experiences such as ostracism.

Ostracism appears to pose a risk not only at the individual level but also in terms of
organizational efficiency. It reduces employee productivity, job satisfaction, and organizational
commitment and, in the long term, increases turnover intentions (Wu et al., 2012). Organizations
should therefore treat social ostracism not merely as an interpersonal problem but as a strategic
management issue. When principles of fairness, respect, and inclusion are embedded in managerial
processes, both individual well-being and the sustainability of organizational performance can be
supported.

Nevertheless, the study has several limitations. The cross-sectional design of the data limits
causal inferences. In addition, the use of self-report survey data may introduce the risk of social
desirability bias. Future research may reduce these limitations by employing multisource data
collection methods, such as assessments by supervisors or coworkers. The study was conducted
exclusively in the retail sector; therefore, testing the findings across different sectors and cultural
contexts would enhance the generalizability of the model. Longitudinal or experimental research
designs could also provide clearer evidence regarding the causal mechanisms underlying the
relationships among ostracism, psychological resilience, and deviant behavior. Moreover, future
studies could incorporate variables such as psychological capital, self-efficacy, or leadership style
alongside psychological resilience and conduct multilevel analyses.

In conclusion, this study makes an important contribution to the literature on the relationship
between workplace ostracism and deviant behavior and empirically confirms the protective
moderating role of psychological resilience in this relationship. The findings suggest that
strengthening employees’ individual resilience capacity may enhance not only employee well-being
but also organizational harmony and ethical standards of behavior. Psychologically resilient
individuals may be able to maintain constructive behaviors even under exclusionary and stressful
organizational conditions, thereby supporting both their own well-being and the sustainable success
of the organization. In this respect, the study highlights the importance of individual psychological
resources in explaining the dynamics of ostracism and deviant behavior and provides a valuable
theoretical and practical foundation for future research.
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Is Yerinde Dislanma Kaynakli Sapkin Davramslar: Psikolojik Saglamhgin Diizenleyici Rolii

Giris

Bireylerin is yerindeki davranislari, 6rgiitsel dinamikler {izerinde 6nemli etkilere sahiptir. Bu
etkilerin olumsuz bir 6rnegi, orgiitsel normlarin ihlali ve sosyal baglarin zedelenmesiyle sonuglanan
hem bireysel hem de orgiitsel performansi diisiiren is yerindeki sapkin davraniglardir (Robinson ve
Bennett, 1995). Ozellikle is yerinde dislanma deneyimi, calisanlarmn motivasyonu, psikolojik
saglamlig1 ve davramig bigimleri iizerinde belirleyici bir role sahiptir. Dislanma, bireyin ait olma
ihtiyacim tehdit ederek, sosyal iliskilerde kopukluklara ve psikolojik sikintilara yol agabilmektedir
(Williams ve Sommer, 1997). Bu baglamda, is yerinde ortaya cikan sapkin davranislarin
anlasilmasinda dislanma algis1 ve psikolojik saglamlik 6nemli aragtirma konulari arasinda yer
almaktadir.

Orgiitsel davranis literatiiriinde, is yerinde sapkin davramslar genellikle {iretim sapkinligi,
miilkiyet sapkinligi, politik sapkinlik ve kigisel saldir1 gibi kategoriler altinda incelenmektedir
(Robinson ve Bennett, 1995). Bu davranislar, oOrgiitiin isleyisine zarar vermekle kalmayip,
calisanlarin psikolojik sagligini ve is tatminini de olumsuz yonde etkileyebilmektedir (Dunlop ve
Lee, 2004). Son yillarda yapilan arastirmalar, is yerinde diglanmanin ¢alisanlarin sapkin davranig
egilimleriyle iliskili oldugunu ve bu iliskinin psikolojik saglamlik, psikolojik sermaye, duygusal
titkenmislik, diizenleyici odak ve is yeri maneviyati gibi bireysel ya da orgiitsel degiskenlere bagh
olarak farklilasabildigini gdstermektedir (Akin ve Ozdevecioglu, 2021; Jiang vd., 2021; Preena ve
Janadari, 2021; Luo vd., 2022; Demirel ve Cetinkaya, 2023; Endratno vd., 2023).

Sosyal Degisim Kurami (Blau, 1964), is yerinde dislanmanin taraflar arasindaki karsiliklilik
dengesini bozarak c¢alisanlar1 olumsuz davranigsal tepkilere ydneltebilecegini; Kaynaklarin
Korunumu Kurami (Hobfoll, 1989) ise psikolojik saglamlik gibi bireysel kaynaklarin bu siirecin
sapkin davraniglara yansimasini zayiflatabilecegini ongérmektedir. Bununla birlikte, diglanmanin
sapkin davraniglara doniisme siirecinde psikolojik saglamligin koruyucu ve diizenleyici roli
yeterince acikliga kavusturulmamistir. Ayrica mevcut calismalarin 6nemli bir kismi sapkin
davraniglar1 genel bir yap1 olarak ele almaktadir.

Bu ¢alisma, is yerinde dislanma ve sapkin davranis iliskisini Tiirkiye’de perakende sektorii
baglaminda ele alarak mevcut literatiirdeki bu boslugu doldurmay1 amacglamaktadir. Perakende
sektorii; yogun miisteri etkilesimi, vardiyali ¢aligma diizeni, performans baskisi ve calisanlar arasi
stirekli iletisim gerektiren yapisiyla dislanma deneyimlerinin ve bu deneyimlere bagl davranigsal
tepkilerin goézlemlenebilmesi acisindan Gnemli bir baglam sunmaktadir. Calismada sapkin
davraniglari yalnmizca genel bir yapi olarak degil, bireylere yonelik ve orgiite yonelik sapkin
davraniglar bigiminde iki ayr1 boyutta ele alinmasi, psikolojik saglamligin bu iki davranmig tiirii
tizerindeki diizenleyici etkisinin daha ayrintili bigimde incelenmesine imkan vermektedir. Bu

www.turkishstudies.net/economy



5490 Kutay Ozdemir - Koray Cetinceli

yoniiyle arastirma, dislanmanin hangi kosullarda bireylere ve orgiite yonelik sapkin davraniglara
doniisme olasiliginin zayiflayabilecegini agiklayarak kuramsal ve uygulamali katki sunmaktadir.

Kavramsal Cerceve
Is Yerinde Sapkin Davramslar

Caligsanlara ve Orgilite zarar veren davraniglar olarak ortaya c¢ikan is yerinde sapkin
davranislar Robinson ve Bennett (1995) tarafindan “Grgiitsel normlari ihlal eden ve bunu yaparak bir
oOrgiitiin, liyelerinin veya her ikisinin refahini tehdit eden goniillii davranislar” olarak tanimlanmastir.
Kaplan (1975) benzer sekilde is yerinde sapkin davranislari, ¢alisanlarin sosyal baglamin normatif
beklentilerine uymaya yonelik motivasyonlarinin eksik olmasi ya da bu beklentileri ihlal etme
yoniinde motive olmalariyla ortaya ¢ikan goniillii davranislar olarak tanimlamustir. Is yerinde sapkin
davranislar, sdylenti yayma ve galisma arkadaslarini utandirma gibi kii¢iik eylemlerden, hirsizlik ve
sabotaj gibi ciddi eylemlere kadar degisen bir siddet diizleminde yer alan orgiitsel sapma tiirleridir
(Kwok vd., 2005). Saldirganlik, aykirilik, kiskanglik ve intikam gibi ¢esitli teorik perspektiflerden
farkli isimler altinda incelenen is yerinde sapkin davranislar, tesadiifi veya zorunlu davraniglarin
aksine kasitli eylemler olup orgiit ve orgiitiin paydaslarina zarar veren veya zarar verme niyeti tagiyan
davraniglardir (Spector vd., 2006). Bu tiir davranislara 6rnek olarak, is yapmama, hirsizlik, itaatsizlik,
fiziksel saldirganlik ve sozlii taciz gosterilebilir (Bennett ve Robinson, 2000). Davranisin niteligine
gore sapkin davranislar, siddet diizeyine (mindr ve major) ve yonelim boyutuna (6rgiitsel ve
kisileraras1) dayali olarak iki eksende smiflandirilmistir (Robinson ve Bennett, 1995). Orgiitsel
sapkinlik, orgiite yonelik sapkin davranislar1 ifade ederken; kisilerarasi sapkinlik, orgiitteki diger
calisanlara yonelik davraniglar1 tanimlar (Arshadi vd., 2012). Robinson ve Bennett’in (1995)
siniflandirmasina gore sapkin davranislar; liretim sapkinligi, miilkiyet sapkinligi, politik sapkinlik ve
kisisel saldir1 olmak iizere dort baslikta ele alinmistir. Uretim sapkinligy, isin kalitesi ve miktarimna
iligkin normlarin ihlalini ifade eder (6r. ise gec gelme, erken ayrilma, gereginden fazla mola, bilerek
yavas c¢aligma, kaynak israfi). Miilkiyet sapkinligi, isverenin miilkiiniin veya varliklarinin yetkisiz
bigimde elde edilmesi ya da onlara zarar verilmesidir (6r. malzeme ¢alma, ekipman bozma, sahte
fatura diizenleme, sabotaj). Politik sapkinlik, sosyal etkilesim yoluyla diger bireyleri kisisel veya
politik agidan dezavantajli konuma diisiirmeye yoneliktir (6r. sdylenti yayma, meslektasi suclama,
rekabeti olumsuz kullanma). Kisisel saldir1 ise diger bireylere karsi saldirgan veya diismanca
davranisglar1 kapsar (6r. sozlii taciz, fiziksel taciz, cinsel taciz, tehdit).

Bu smiflandirma, yoneticilerin is yerinde sapkin davranislara karsi adil ve tutarh
cezalandirma politikalar1 gelistirmelerine yardimei olmayr amaglamaktadir. is yerindeki sapkin
davraniglarin yol agtigi ek maliyetler; sabotaj nedeniyle olusan sermaye kayiplarinin yani sira
yaralanmalara iliskin tazminat 6demeleri ve parasal olarak Olciilmesi oldukc¢a zor olan diigiik
verimlilik kaynakli kayiplar seklinde ortaya ¢ikabilmektedir (Dunlop ve Lee, 2004). Bu maliyetlerin
tiimii Orgiit agisindan kayiptir ve is yerinde sapkin davranislarin 6nlenmesi, bu kayiplarin 6nemli
Olciide azaltilmasina katki saglayabilir.

Is Yerinde Dislanma

Dislanma, bireyin bagkalarinin diglayici tutumlariyla karsilastiginda yasadigi aci verici bir
deneyimdir. Bu durum, fiziksel ac1 hissedildiginde oldugu gibi beynin ayni bolgelerini benzer sekilde
harekete gecirir (Howard vd., 2020). Kavramsal olarak, bir kisi ya da grubun bagkalar tarafindan
sistematik bi¢cimde etkilesim digina itilmesini ifade eder (Williams ve Sommer, 1997). Dislanma,
saldirganlik, kendine zarar veren davranislar, karmasik gérevlerde performans diisiisii ve 6zdenetim
kontroliinde bozulma ile iliskilidir (Scott, 2007). Dahasi, insanin dogustan gelen ait olma ihtiyacin
tehdit ederek uzun vadeli uyum ve hayatta kalma agisindan kritik olan olumlu ve karsilikli iligkilerin
stirdiiriilebilirligini zayiflatir.
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Is yerinde dislanma, sosyal olarak kabul edilebilir gériinen yollarla dahi bir drgiit iiyesinin
kasitli bigimde dahil edilmemesi, géormezden gelinmesi ve kendisinden kaginilmasi seklinde ortaya
¢ikar (Robinson vd., 2013; Scott, 2007). Bu durum, ¢alisanin olumlu kisileraras iliskiler kurma ve
stirdlirme, isle ilgili basar1 ya da olumlu itibar gelistirme becerisini sinirlar (Hitlan vd., 2006).
Williams ve Sommer (1997) yapmis olduklari ¢aligmalarinda diglanmay1 farkinda olunmayan,
savunma amagli, cezalandirici, kismi ve tam diglama seklinde siniflandirmistir. Bu tiirlerin her biri,
magdurun diislinceleri, duygular1 ve davraniglari tizerinde farkl etkiler yaratabilir; 6rnegin, farkinda
olmadan yapilan dislama, magdurda taninma veya anlamlilik ihtiyacim tetiklerken, cezalandirict
dislama ise benlik onayi, baglilik ve ait olma arayisini harekete gegirebilir. Kismi diglama, fail i¢in
hesap vermekten kaginma imkani sunarken, tam dislama net bir dislanma mesaj1 verir (Williams ve
Sommer, 1997). Algilanan ya da gergek dislanma; iizlintii, yalnizlik, kiskanglik, sucluluk/utang,
mahcubiyet ve sosyal kaygi gibi bir dizi olumsuz duygusal durumlarla iligkilidir (Hitlan ve Noel,
2009). Is yerinde dislanma, sessiz muamele, soguk davranis ve ayn1 ortamda olup iletisimin kasten
kesilmesi gibi bicimlerde ortaya c¢ikar. Bu tiir diglanma, 6zellikle grup ¢alismalarinda bireysel
katkilar1 azaltir ve ¢alisanin aidiyet duygusunu zedeler (Williams ve Sommer, 1997). Dislanma, ait
olma ihtiyacimi engellerken Ozsaygiyr diisiirlir, kontrol duygusunu zayiflatir ve varolusunun
anlamliligina iligkin slipheler yaratir. Bu tehditler, bireyin motivasyonunu ve i yeri davranislarini
derinden etkiler. Dislanan calisanlar, kimi durumlarda aidiyeti yeniden tesis etmeye c¢alisirken, kimi
durumlarda diglayan gruptan uzaklasma ve 6zellikle grup katkisindan kaginma egilimi gosterebilirler
(Williams ve Sommer, 1997).

Orgiitsel alanda yapilan ¢alismalar; is yerinde dislanmanin daha yiiksek kaygi, depresyon, is
arama davranigi ve isten ayrilma niyeti; daha diisiik is memnuniyeti ve psikolojik saglikla iligkili
oldugunu gostermektedir (Wu vd., 2012). Ayrica dislanma; is tutumlari, Orgiitsel vatandaglik
davranis1 ve iyi olus gibi ¢ok sayida orgiitsel sonuglarla da iliskilidir (Ferris vd., 2008; Yakut ve
Yakut, 2018).

Psikolojik Saglamhik

Psikolojik saglamlik kavrami, son yillarda psikoloji ve orgiitsel davranis alanlarinda giderek
daha fazla 6nem kazanan bir olgu haline gelmistir. Latince “resiliens” kokiinden gelen bu kavram,
American Heritage Dictionary’de (2025) “hastaliktan, depresyondan, degisimden veya talihsizlikten
cabuk toparlanabilme yetenegi; nese, canlilik; bir maddenin biikiildiikten, gerildikten veya
sikistirlldiktan sonra orijinal sekline veya konumuna geri donebilmesini saglayan 6zellik; esneklik”
olarak tanimlanmaktadir. Psikolojik saglamlik, bireyin dnemli stres veya zorluklara ragmen hizlica
toparlanmasini, basariyla basa ¢ikmasini ve normlarin iizerinde islev gdrmesini saglayan dinamik
bicimde etkilesen yetenek ve ozelliklerin birlesimi olarak goriilmektedir (Tusaie ve Dyer, 2004).
Genel anlamda psikolojik saglamlik, bireyin karsilastigi stresorler ve giicliikler karsisinda uyum
saglama kapasitesi ya da yetkinligi olarak ifade edilmektedir (Masten ve Coatsworth, 1998; Set,
2020; Yildirim, 2016). Bu tanimlar dogrultusunda psikolojik saglamlik, bireyin stres basta olmak
iizere karsilastig1 cesitli zorluklar karsisinda yikilmadan, direng gostererek ayakta kalabilmesi ve
yasadig1 olumsuzluklarin ardindan yeni kosullara uyum saglayabilme becerisi olarak ifade edilebilir.

Saglamlig1 degerlendirebilmek igin iki dlgiit gereklidir: Birincisi, bireyin yiiksek riskli veya
travmatik bir durumla kars1 karsiya olmasi; ikincisi ise buna ragmen olumlu uyum ve gelisim
gosterebilmesidir (Masten ve Coatsworth, 1998). Orgiitsel baglamda dayaniklilik, operasyonel ve
stratejik olmak tizere iki boyutta ele alinmaktadir. Operasyonel dayaniklilik, bir kriz karsisinda eski
islevine donebilme ve krizleri asabilme kapasitesini ifade eder; bu yoniiyle daha ¢ok pasif uyum ve
toparlanma becerisine isaret eder. Buna karsin, stratejik (aktif) dayaniklilik, tehditleri firsata
dondstiirebilme, 6zgilin imkanlar1 fark edebilme ve rekabet kosullarinda etkin bi¢imde hareket
edebilme becerisidir (Suryaningtyas vd., 2019). Sigley-Taylor ve digerleri (2021), dayaniklilig1 6znel
ve nesnel olmak iizere iki Olgiite aywrmustir. Oznel dayamklilik degerlendirmeleri, bireylerin
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zorluklarla basa ¢ikma, uyum saglama ve gelecekteki risklere karsi esneklik gelistirme konusundaki
algilarin1 6lgmektedir. Bu tiir 6lgme araglari, 6zellikle gengler arasinda diisiik uygulama maliyeti,
kisa tamamlama siiresi ve yiiksek giivenilirlikleri nedeniyle yaygin olarak kullanilmaktadir; ayrica
ruh saglig1 ve iyi olus diizeylerini gii¢lii bigimde yordama kapasitesine sahiptir. Nesnel dayaniklilik
Olciimleri ise Oznel degerlendirmelerden farkli olarak, digsal gostergelerle, ornegin fizyolojik
tepkilerin dogrudan ve anlik 6l¢limii yoluyla yapilir (Sigley-Taylor vd., 2021).

Psikolojik saglamlik, 6z yeterlilik, mizah, sabir, iyimserlik, umut ve inan¢ gibi bireysel
niteliklerle iliskilidir (Dogan ve Yavuz, 2020); 6ziinde ise bireyin karsilastig1 giicliikler karsisinda
dengesini koruyabilme, yeniden toparlanabilme ve yasamina uyum ig¢inde devam edebilme
kapasitesini temsil eder (Artan vd., 2020).

Bu kavramsal agiklamalar dogrultusunda, calismanin degiskenleri arasindaki iliskiler
degerlendirildiginde, is yerinde dislanmanin bireylerin duygusal, biligsel ve davranigsal siireclerini
olumsuz yonde etkiledigi; bunun da orgiitsel normlara uyumu =zayiflatarak sapkin davranig
egilimlerini artirabilecegi anlagilmaktadir. Literatiirdeki bulgular, dislanma yasayan calisanlarin
genellikle is ortaminda olumsuz duygular gelistirdiklerini, aidiyet duygularinin zedelendigini ve bu
durumun orgiitsel hedeflerden uzaklagsmaya yol agtigini ortaya koymaktadir. Nitekim yapilan
arastirmalar, is yerinde dislanma ile sapkin davranislar arasinda pozitif yonlii iligkiler bulundugunu
gostermektedir (Akin ve Ozdevecioglu, 2021; Demirel ve Cetinkaya, 2023; Luo vd., 2022; Shi,
2023).

Bu iliski, Sosyal Degisim Kurami (Blau, 1964) ¢ercevesinde agiklanabilir. Kurama gore
calisanlarin orgiitleri ve calisma arkadaglartyla kurduklari iliskiler karsiliklilik ilkesine
dayanmaktadir. Is yerinde dislanma, calisanda kendisine deger verilmedigi ve sosyal iliskilerin
disinda birakildig1 yoniinde bir algi olusturarak bu karsiliklilik dengesini bozabilir. Bunun sonucunda
calisanlar, maruz kaldiklar1 olumsuz muameleye bireylere veya orgiite yonelik sapkin davranislarla
karsilik verebilirler. Diglanmanin kisilerarasi iliskiler icinde yasanmasi bireylere yonelik, orgiitsel
baglamin bir pargasi olarak degerlendirilmesi ise Orgiite yonelik sapkin davraniglarin ortaya
cikmasina zemin hazirlayabilir. Bu dogrultuda, is yerinde dislanmanin sapkin davranislarin hem
bireylere yonelik hem de oOrgiite yonelik boyutlar1 {izerinde pozitif etkiler olusturabilecegi
ongoriilmektedir. Dolayisiyla “Hi,: Is yerinde dislanma, bireylere yénelik sapkin davranislar
iizerinde pozitif ve anlamh bir etkiye sahiptir.” ve “Hjy: Is yerinde dislanma, drgiite yonelik sapkin
davranislar lizerinde pozitif ve anlamli bir etkiye sahiptir.” hipotezleri gelistirilmistir.

Ote yandan, son yillarda yapilan calismalar, bu iliskinin giiciiniin ve yoniiniin bireysel
ozellikler tarafindan farklilasabilecegini gostermektedir. Ozellikle psikolojik saglamligin, bireyin
stresli ya da dislayici orgiitsel kosullar karsisinda uyumunu siirdirmesini saglayan temel bir kisisel
kaynak oldugu vurgulanmaktadir. Jiang ve digerleri (2021), Cin’deki dort imalat isletmesinde 409
calisan lizerinde gergeklestirdikleri ¢aligmada, is yerinde diglanmanin sapkin davraniglar iizerindeki
etkisinde duygusal tilkenmisligin araci, psikolojik saglamligin ise bu araci etkiyi zayiflatici bir rol
oynadigimi bulgulamistir. Benzer bi¢cimde, Preena ve Janadari (2021) Sri Lanka’daki 186 yazilim
mithendisiyle yiiriittiikleri aragtirmada, is yerinde diglanmanin sapkin davraniglari pozitif yonde
etkiledigini; ancak psikolojik sermayenin bir bileseni olan dayanikliligin bu iligkiyi hafifletici bir
etkide bulundugunu ortaya koymustur. Buna ek olarak, Endratno ve digerleri (2023) tarafindan
O0gretmen Orneklemi ilizerinde gergeklestirilen bir ¢alismada, is yeri maneviyatinin diglanma ile
sapkin davranislar arasindaki iligkiyi zayiflattigi belirlenmistir.

Psikolojik saglamligin bu iliskideki diizenleyici rolii, Kaynaklarm Korunumu Kurami
(Hobfoll, 1989) ¢ercevesinde agiklanabilir. Kurama gore bireyler, sahip olduklar1 degerli kaynaklar
korumaya ve kaynak kayiplarimi dnlemeye calismaktadirlar. is yerinde dislanma; aidiyet, sosyal
destek, saygi gorme, 6z deger ve kontrol duygusu gibi calisan agisindan degerli kaynaklar1 tehdit
eden bir sosyal stresordiir (Karsli, 2023). Bu kaynaklarin kayb1 veya kaybedilme tehdidi, ¢alisanlarin
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stres diizeylerini ve olumsuz duygusal tepkilerini artirarak orgiitsel normlardan sapma egilimlerini
giiclendirebilir. Psikolojik saglamlik ise bireyin dislanmanin yarattigi kaynak kaybi tehdidi ve stresle
basa ¢ikmasini, duygusal dengesini korumasini ve olumsuz tepkilerini diizenlemesini kolaylastiran
kisisel bir kaynak niteligindedir. Bu nedenle psikolojik saglamlig1 yiliksek calisanlarda is yerinde
dislanmanin sapkin davraniglara doniisme olasiliginin zayiflamasi beklenmektedir. Bu kuramsal
beklenti ve dnceki ampirik bulgular birlikte degerlendirildiginde, psikolojik saglamligin is yerinde
dislanmanin hem bireylere yonelik hem de orgiite yonelik sapkin davranislar iizerindeki etkisinde
diizenleyici bir rol iistlenebilecegi Ongdriilmektedir. Dolayisiyla “Ha.: Psikolojik saglamlik, is
yerinde diglanmanin bireylere yonelik sapkin davraniglar iizerindeki etkisinde diizenleyici role
sahiptir.” ve “Hap: Psikolojik saglamlik, is yerinde dislanmanin 6rgiite yonelik sapkin davraniglar
iizerindeki etkisinde diizenleyici role sahiptir.” hipotezleri gelistirilmistir.

Yontem

Arastirma kapsaminda, 6zel sektor ¢alisanlarinin is yerinde dislanma algilarinin is yerinde
sapkin davranislar {izerindeki etkisi incelenmistir. Is yerinde sapkin davranislar, 6zgiin yapisina
uygun olarak bireylere yonelik ve orgiite yonelik sapkin davraniglar olmak tizere iki boyutta
degerlendirilmis ve bu iligkide psikolojik saglamligin diizenleyici rolii test edilmistir. Arastirma
modeli Sekil 1°de gosterilmistir.

Psikolojik Saglamlik

Bireylere Yonelik
Sapkin Davraniglar

Is Yerinde Dislanma

Orgiite Yonelik
Sapkin Davranislar

Sekil 1. Arastirma Modeli

Arastirmanin yiiriitiilebilmesi i¢in Isparta Uygulamali Bilimler Universitesi Bilimsel
Arastirma ve Yaymn Etigi Kurulu’nun 09.10.2025 tarihli ve 219/08 sayili karariyla etik kurul izni
almmigtir. Arastirma hipotezlerini sinamak amaciyla veriler, 6zel sektdr ¢alisanlarindan anket
kullanilarak toplanmistir. Veri toplama siirecinde katilimcilara aragtirmanin amacit hakkinda bilgi
verilmig ve arastirmaya katilmin goniilliiliikk esasina dayandigi belirtilmistir. Toplanan verilerin
analizinde IBM SPSS (v26) ve AMOS (v24) istatistik paket programlarindan yararlamilmistir. Olgiim
araglariin giivenirligi icin Cronbach Alfa katsayisi hesaplanmis, gecerligi i¢in agimlayici (AFA) ve
dogrulayici faktor analizi (DFA) yapilmistir. Hipotezleri sinamak i¢in regresyon analizi ve egim
analizi (simple slope analysis) gergeklestirilmistir. Bu boliimde, s6z konusu yontemlerden elde
edilen bulgular ayrintili olarak sunulmustur.

Calisma Grubu

Arastirmanin 6rneklemi, Isparta ilinde faaliyet gésteren perakende isletmelerinde ¢alisan
0zel sektor ¢alisanlarindan olugmaktadir. Perakende sektoriiniin, yogun misteri iliskileri, hedef
odakli performans baskisi ve vardiyali ¢calisma kosullar1 gibi yapisal 6zellikleri, ¢aligsanlar arasi
dislanma dinamiklerinin goriiniir hale gelmesine ve sapkin davranis gostergelerinin Olgiilebilir
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olmasina elverisli bir baglam sunmaktadir. Bu nedenle, s6z konusu modelin bu sektorde test
edilmesinin teorik olarak anlamli ve uygulama agisindan 6nemli oldugu diisiiniilmektedir.

Arastirmada kolayda 6rnekleme yontemi kullanilmistir. Veri toplama siirecinde toplam 367
katilimcidan yanit alinmis; ancak kontrol sorusunu isaretledigi belirlenen 22 katilimciya ait anket
formu analiz dist birakilmistir. Bu dogrultuda nihai analizler 345 gegerli anket {izerinden
yiiriitiilmiistiir. Orneklem biiyiikliigii, dlgeklerdeki toplam madde sayisinin en az on katma ihtiyag
duyuldugu varsayimi temel alinarak yeterli kabul edilmistir (Kline, 1994).

Veri Toplama Araclari

Arastirmada kullanilan anket formu dort boliimden olusmaktadir. Birinci boliimde
demografik bilgilere, ikinci boliimde is yerinde dislanma o6lgegine, {igiincii bdliimde psikolojik
saglamlik dl¢egine, dordiincii boliimde ise is yerinde sapkin davranislar 6l¢egine yer verilmistir.
Olgekler daha once Tiirkceye uyarlanmis, gecerlik ve giivenirligi test edilmis ¢aligmalardan
almmustir. Bununla birlikte, bu arastirmada s6z konusu dlgeklerin giivenirlik ve gecerligi yeniden
test edilmistir.

Is Yerinde Dislanma Olcegi: Ferris ve digerleri (2008) tarafindan gelistirilen, Karakiraz ve
digerleri (2023) tarafindan Tiirkgeye uyarlanan 6l¢ek, 10 maddeden ve tek boyuttan olugsmaktadir.
Karakiraz ve digerlerinin (2023) calismasinda, 6lcegin i¢ tutarlilik katsayisi 0,91 bulunmus ve 7’li
Likert (1=Asla, 7=Her Zaman) olarak derecelendirilmistir.

Psikolojik Saglamlik Olcegi: Smith ve digerleri (2008) tarafindan gelistirilen 6lcek, 6
maddeden ve tek boyuttan olusmaktadir. Tiirk¢e uyarlamasi Dogan (2015) tarafindan yapilan 6l¢egin
ic tutarhilik katsayis1 0,83 olarak hesaplanmig ve 5°li Likert (1=Kesinlikle Katilmiyorum,
5=Kesinlikle Katiliyorum) olarak derecelendirilmistir.

Is Yerinde Sapkin Davramslar Olcegi: Bennett ve Robinson (2000) tarafindan gelistirilen ve
Toka ve Oral Atag (2023) tarafindan gegerlik ve giivenirligi simnanan 6lgek, 12 maddeden ve iki
boyuttan olusmaktadir. Olgek, 5°li Likert tipi olarak derecelendirilmistir. Toka ve Oral Atag¢’in
(2023) galigmasinda Olcege ait i¢ tutarlilik katsayist 0,87 olarak rapor edilmistir. Boyutlara ait i¢
tutarlilik katsayilar1 ise bireylere yonelik sapkin davranislar icin 0,84 ve orgilite yonelik sapkin
davranislar i¢in 0,84 olarak hesaplanmistir.

Bulgular

Bu boliimde, arastirma kapsaminda elde edilen tanimlayici istatistikler, gegerlik ve
giivenirlik analizleri ve hipotez testlerine iligkin sonuglar sunulmaktadir.

Katilimcilarin demografik 6zellikleri incelendiginde, yas ortalamasinin 34 (SS=7,86) oldugu
goriilmektedir. Orneklemin %59,4’{inii erkek c¢alisanlar olusturmaktadir. Egitim diizeyleri ele
alindiginda ise katilimcilari %64,3’i lisans mezunudur. Demografik bulgularin ardindan, verilerin
normal dagilima uygun olup olmadig: test edilmistir. Verilerin ¢arpiklik (skewness) ve basiklik
(kurtosis) degerlerinin £2 sinirlar1 i¢inde yer almasi normal dagilim varsayimini desteklemektedir
(Tabachnick ve Fidell, 2007). Faktor analizinden once yapilan Kaiser-Meyer-Olkin (KMO)
orneklem yeterliligi ve Bartlett kiiresellik testi sonuglart 6rneklemin yeterli ve faktor analizi igin
uygun oldugunu gostermektedir. Bu 6nkosullar saglandiktan sonra, agimlayici faktor analizi (AFA)
temel bilesenler (principal components) yontemiyle gergeklestirilmistir. Analiz sonuglari, ilgili
Olceklerde agiklanan toplam varyansin %63’iin iizerinde oldugunu ve madde faktor yiiklerinin .70
ile .90 arasinda degistigini gostermistir. Elde edilen bulgular, 6l¢iim yapilarinin istatistiksel olarak
tatmin edici diizeyde oldugunu desteklemektedir. AFA sonrasinda faktor yapilariin dogrulanmasina
yonelik olarak DFA ger¢eklestirilmis ve sonuglar Tablo 1’de sunulmustur. DFA sonucunda is
yerinde sapkin davraniglar Olgegine ait bireylere ve Orgiite yonelik sapkin davramglar alt
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boyutlarindan birer madde modelden ¢ikartilmistir. Bu dogrultuda, 6l¢iim modelinin faktor yapisinin
uyumu artirilmis ve yapisal gegerligi giiclendirilmistir.

Tablo 1. Olgeklere iliskin DFA Uyum lyiligi indeksleri

Degiskenler y2/df CF1 NFI TLI GFI AGFI RMSEA
Is Yerinde Dislanma 430 96 ,95 ,95 ,93 ,88 ,09
Psikolojik Saglamlik 3,23 98 98 97 97 ,94 ,08

Is Yerinde Sapkin Davranislar 4,68 93 91 ,90 ,92 ,87 ,10
N=345

Olgeklere ait faktor yiiklerinin .63 ile .89 arasinda degistigi ve elde edilen tiim degerlerin
kabul edilebilir diizeyde oldugu tespit edilmistir (Byrne, 2016; Hu ve Bentler, 1999; Kline, 2011;
Schermelleh-Engel vd., 2003). DFA’nin yani sira birlesim gecerligi de ayrica incelenmis; dlgeklere
iliskin CR (composite reliability) ve AVE (average variance extracted) degerleri Tablo 2’de
sunulmustur.

Tablo 2. Tamimlayici istatistikler, Giivenirlik, Gegerlik ve Korelasyon Degerleri

Degiskenler Ort. SS. CR AVE 1 2 3 4
1. Is Yerinde Dislanma 1,55 ,76 95 ,66 (,94)

2. Psikolojik Saglamlik 340 1,01 ,90 .61 -147** (,83)

3. Bireylere Yonelik Sapkin Davraniglar 1,47 ,69 87 .53 ,125% -,026 (,80)

4. Orgiite Yonelik Sapkin Davranislar 1,33 ,56 .84 .52 ,119% -,079  214*%*  (,73)

N=345; *p<0,05; **p<0,01; ***p<0,001; Parantez i¢indeki degerler Cronbach alfa katsayilarim géstermektedir.

Elde edilen CR degerleri 0,70’in iizerinde; AVE degerleri ise 0,50’nin iizerinde ve CR
degerlerinden diisiiktiir. Bu bulgular, 6l¢eklerin birlesim gecerligine sahip oldugunu géstermektedir.
I¢c tutarlilik katsayilari incelendiginde, Cronbach alfa degerlerinin 0,73’iin iizerinde oldugu
goriilmektedir.

Degiskenler arasindaki iliskiler incelendiginde, is yerinde dislanma ile psikolojik saglamlik
(r=-0,147; p<0,01) arasinda negatif; bireylere (r=0,125; p<0,05) ve orgiite (r=0,119; p<0,05) yonelik
sapkin davraniglar arasinda pozitif ve anlamli bir iligki oldugu goriilmektedir. Buna karsilik,
psikolojik saglamlik ile hem bireylere (r=-0,026; p=0,631) hem de orgiite (r=-0,079; p=0,145)
yonelik sapkin davraniglar arasindaki iligkiler anlamsiz bulunmustur.

Arastirma modelinde varsayilan diizenleyici etkiyi sinamak amaciyla diizenleyici etki analizi
uygulanmistir. Bu dogrultuda, bagimsiz degisken olarak ele alinan is yerinde diglanmanin is yerinde
sapkin davraniglar iizerindeki etkisinde, psikolojik saglamligin diizenleyici (moderator) rolii
incelenmistir. Analiz sonuglar1 Tablo 3’te sunulmustur.

Tablo 3. Diizenleyici Etki Analizi Sonuglar

Bireylere Yonelik Sapkin Orgiite Yonelik Sapkin
Degiskenler Davramslar Davramslar
B S.H. C.R. B S.H. C.R.
Is Yerinde Dislanma (X) ,136%* ,053 2,57 ,11% ,053 2,08
Psikolojik Saglamlik () -,030 ,053 -,573 -,123* ,053 -2,30
XxW -, 227 7*** ,064 -3,53 -,148%* ,065 -2,29

N=345; R?=0,06 (Bireylere Yonelik Sapkin Davranislar); R*=0,04 (Orgiite Yonelik Sapkin Davranislar)
*0<0,05; **p<0,01; ***p<0,001

Elde edilen bulgular, modele dahil edilen tahmin degiskenlerinin bireylere yonelik sapkin
davranislardaki degisimin yaklagik %6’si, orgiite yonelik sapkin davramslardaki degisimin ise
yaklasik %4’ tinii agiklamaktadir. Is yerinde diglanmanin hem bireylere yonelik (B=0,136; p<0,05)
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hem de orgiite yonelik (B=0,111; p<0,05) sapkin davranislar iizerinde anlamli ve pozitif etkileri
bulunmaktadir. Psikolojik saglamlik, érgiite yonelik sapkin davraniglarn negatif yonde etkilemekte
(B=-0,123; p<0,05), bireylere yonelik sapkin davranislarda ise anlamli bir etkisi goriilmemektedir
(B=-0,03; p=0,567). Etkilesim terimi her iki modelde de anlamlidir; psikolojik saglamligin, i§ yerinde
dislanma ile bireylere (B=-0,227; p<0,001) ve orgiite (B=-0,148; p<0,05) yonelik sapkin davraniglar
arasindaki iliskiyi zayiflattigi goriilmektedir. Anlamli etkinin yoniinii belirlemek i¢in yapilan egim
analizi sonuglar1 gorsel olarak Sekil 2°de verilmistir.

5 5

45 45

I
=
|
=

Psikolojik Saglamlik Psikolojik Saglamlik

3 Dtk 3 Disik

Yiksek Yiksek

ireylere Yénelik Sapkin Davraniglar
Orgute Yonelik Sapkin Davranislar

Bi
=
n

Dsiik is Yerinde Dislanma  Yilksek Is Yerinde Dislanma Disiik Is Yerinde Dislanma  Yiksek is Yerinde Dislanma

(a) (b)

Sekil 2. Diizenleyici Etki Grafigi (a) Bireylere Yonelik Sapkin Davranislar (b) Orgiite Ynelik
Sapkin Davraniglar

Bulgular, psikolojik saglamligin is yerinde diglanma ile bireylere yonelik sapkin davraniglar
arasindaki iligskiyi anlamli bi¢imde diizenledigini gdstermektedir. Diisiik psikolojik saglamlik
diizeyinde, is yerinde diglanmanin bireylere yonelik sapkin davranislar tizerindeki etkisi anlamli ve
pozitif bulunmustur (8=0,363; p<0,001). Buna karsilik, yiiksek psikolojik saglamlik diizeyinde bu
iligki anlamsiz hale gelmistir (B=-0,091; p=0,188). Diisiik psikolojik saglamliga sahip calisanlarda
dislanma diizeyi arttikga bireylere yonelik sapkin davranis egilimleri artmakta; ancak psikolojik
saglamlik diizeyi yiikseldikce bu etki zayiflamakta ve anlamliligini yitirmektedir.

Benzer bicimde, orgiite yonelik sapkin davranislar i¢in gergeklestirilen egim analizi
sonucglart da psikolojik saglamligin diizenleyici etkisini desteklemektedir. Diisiik psikolojik
saglamlik diizeyinde, is yerinde dislanmanin orgiite yonelik sapkin davranislar iizerindeki etkisi
anlamli ve pozitif bulunmustur (8=0,259; p<0,001). Buna karsin, yiiksek psikolojik saglamlik
diizeyinde iligski anlamli degildir (B=-0,037; p=0,592). Diisiik psikolojik saglamliga sahip bireylerde
dislanma arttikca orgiite yonelik sapkin davranis egilimi artarken, yiiksek psikolojik saglamliga sahip
bireylerde bu etkinin zayifladig1 goriilmektedir.

Her iki model birlikte degerlendirildiginde, psikolojik saglamlik is yerinde dislanmanin hem
bireylere hem de orgiite yonelik sapkin davraniglar iizerindeki etkisini zayiflatan bir diizenleyici
degisken olarak iglev gormektedir. Bu bulgular, psikolojik saglamligin ¢alisanlar1 olumsuz orgiitsel
deneyimlerin etkilerinden koruyan ve bu deneyimlerin sapkin davranislara yansimasini hafifleten bir
rol iistlendigini gostermektedir. Dolayisiyla Hia, Hib, H2a ve Hap hipotezleri desteklenmistir.

Sonug¢ ve Tartisma

Aragtirmanin amaci, is yerinde dislanmanin calisanlarin sapkin davranislar {izerindeki
etkisini ortaya koymak ve bu iliskide psikolojik saglamligin diizenleyici roliinii incelemektir.
Calismadan elde edilen bulgular, is yerinde diglanmanin hem bireylere hem de 6rgiite yonelik sapkin
davraniglar1 anlamli bigimde artirdigin1 géstermistir. Bu sonug, diglanmanin 6rgiit igindeki sosyal
iligkileri zayiflatarak bireyde ait olamama, degersizlik ve kontrol kayb1 duygularini tetikledigi ve bu
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olumsuz duygularin 6rgiitsel normlardan sapma davranislarina doniistiigli yoniindeki kuramsal
beklentiyle ortiismektedir. Bulgular, 6zellikle Robinson ve Bennett’in (1995) ortaya koydugu sapkin
davranis tipolojisiyle uyumludur; zira, dislanma, bireyde bilingli bicimde rgiit veya diger ¢alisanlara
zarar verme niyetiyle iligkili olan iiretim, miilkiyet, politik veya kisilerarast sapkinlik tiirlerini
tetikleyebilmektedir. Bu baglamda, dislanma diizeyinin artmasi ¢alisanlarin hem dogrudan bireylere
yonelik saldirganlik, dedikodu, sabotaj gibi davraniglara yonelmesine hem de oOrgiite yonelik
sorumluluklarini yerine getirmeme, gec¢ kalma veya kaynak israfi gibi tepkilere yol agabilmektedir.

Dislanmanin hem bireylere hem de orgiite yonelik sapkin davranislar1 artirmasi, dislanma
yasayan bireylerin yalnizca sosyal iligkilerinde degil, orgiitsel baglilik ve is motivasyonlarinda da
bozulma yasayabildigini diisiindiirmektedir. Nitekim literatiirde de benzer sonuglar rapor edilmistir.
Akin ve Ozdevecioglu (2021) is yerinde dislanmanin sapkin davranislari artirdigini ve bu etkinin
bireysel diizenleyici faktorlere bagli olarak degisebildigini ortaya koymustur. Luo ve digerleri (2022)
de dislanmanin 6z belirleme teorisi ¢ercevesinde bireyin 6zerklik ve yeterlik ihtiyaglarini tehdit
ederek, sapkin davraniglara yonelttigini bulgulamistir. Dolayisiyla mevcut calisma, literatiirdeki bu
bulgulart Tiirk perakende sektorii baglaminda yeniden dogrulamis ve sosyal dislanmanin orgiitlerde
¢ok boyutlu bir tehdit olusturdugunu gostermistir.

Ote yandan calismanm en dikkat ¢ekici bulgularindan biri, psikolojik saglamhigin bu
iliskideki diizenleyici etkisidir. Elde edilen analiz sonuglari, psikolojik saglamligin dislanmanin hem
bireylere hem de orgiite yonelik sapkin davraniglar lizerindeki etkisini anlamli bigimde zayiflattigin
ortaya koymustur. Bu sonug, psikolojik saglamligin is yerinde olumsuz sosyal deneyimlerle basa
cikma kapasitesini artiran koruyucu bir kisisel kaynak oldugunu goéstermektedir. Basit egim analizi
sonuglari, dislanma ile sapkin davranislar arasindaki iliskinin yalnizca diisiik psikolojik saglamlik
diizeyinde anlamli oldugunu ve psikolojik saglamligin dislanmanin davranigsal sonuglarina karsi
tamponlayici bir islev gordiigiinii gostermektedir.

Bu bulgular, Jiang ve digerlerinin (2021) Cin’de yiiriittiikleri ¢calismayla biiyiik 6lciide
tutarlidir. S6z konusu arastirmada duygusal tilkenmigligin dislanma ile sapkin davranislar arasindaki
iligkide araci rol oynadigi, psikolojik saglamligin ise bu aracilik etkisini zayiflattigi belirlenmistir.
Benzer bicimde Preena ve Janadari’nin (2021) Sri Lanka’daki yazilim miihendisleriyle
gerceklestirdikleri calismada da psikolojik sermayenin bir bileseni olan dayanikliligin dislanma-
sapkimlik iligkisini hafiflettigi saptanmistir. Mevcut arastirma, psikolojik saglamligin farkl
baglamlarda dislanmanin olumsuz davranigsal sonuglarin1 zayiflatabilecek 6nemli bir kisisel kaynak
olabilecegini desteklemektedir.

Sonuglar, arastirmanin kuramsal temelini olusturan Sosyal Degisim Kurami (Blau, 1964) ve
Kaynaklarin  Korunumu Kurami (Hobfoll, 1989) cergevesinde gelistirilen beklentileri
desteklemektedir. Sosyal Degisim Kurami acisindan diglanma, karsiliklilik dengesini bozarak
olumsuz davranigsal tepkilere zemin hazirlarken; Kaynaklarin Korunumu Kurami agisindan
psikolojik saglamlik, kaynak kayb1 tehdidi ve stresle basa ¢ikmay1 kolaylastiran bir kisisel kaynak
olarak bu iligkinin zayiflamasina katki saglamaktadir.

Arastirma sonuglart ayni zamanda oOrgiitler acgisindan da o6nemli pratik c¢ikarimlar
sunmaktadir. Diglanmanin &rgiitsel norm ihlallerini tetikledigi dikkate alindiginda, yodneticilerin
dislayici davranislara kars1 duyarli olmalar1 ve kapsayici bir orgiit iklimi gelistirmeleri biiyiik Snem
tasimaktadir. Ozellikle perakende gibi yiiksek miisteri yogunlugu ve performans baskisi barindiran
sektorlerde, calisanlar arasi iletisimin ve dayanigsmanin zayiflamasi sapkin davranis riskini artirabilir.
Bu nedenle orgiitlerin diizenli olarak ekip i¢i iletisimi giiclendiren toplantilar, duyarlilik egitimleri
ve grup dinamigi ¢aligmalar1 diizenlemeleri 6nerilmektedir. Ayrica psikolojik saglamlig1 artirmaya
yonelik mentorluk programlari, stres yonetimi atdlyeleri ve olumlu psikoloji temelli egitimler,
calisanlarin diglanma gibi olumsuz durumlarla daha saglikli bicimde basa ¢ikmalarina katki
saglayabilir.
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Dislanmanin yalnizca bireysel diizeyde degil, ayn1 zamanda kurumsal verimlilik agisindan
da risk olusturdugu goriilmektedir. Zira dislanma, ¢alisanlarin tiretkenligini, is tatminini ve orgiitsel
bagliligini diisiirmekte; uzun vadede isten ayrilma niyetini artirmaktadir (Wu vd., 2012). Bu nedenle
orgiitler, sosyal diglanmay1 yalnizca kisilerarasi bir sorun olarak degil, stratejik bir yonetim konusu
olarak ele almalidir. Yonetim siireglerinde adalet, saygi ve dahil edilme ilkeleri benimsendiginde
hem bireysel refah hem de orgiitsel performansin siirdiiriilebilirligi saglanabilir.

Bununla birlikte, arastirmanin bazi sinirliliklart da bulunmaktadir. Verilerin kesitsel bir
tasarimla toplanmis olmasi, nedensel ¢ikarimlari sinirlamaktadir. Ayrica verilerin katilime1 beyanina
dayali anketlerle toplanmasi, sosyal begenirlik yanlilig: riskini beraberinde getirebilir. Gelecekteki
arastirmalarda, ¢ok kaynakli veri toplama yontemleri (6rnegin yoneticilerin veya is arkadaslarinin
degerlendirmeleri) kullanilarak bu sinirliliklar azaltilabilir. Calisma yalnizca perakende sektoriinde
gerceklestirilmistir; dolayisiyla bulgularin farkli sektdr ve kiiltiirel baglamlarda test edilmesi,
modelin genellenebilirligini artiracaktir. Boylamsal veya deneysel arastirma tasarimlariyla, dislanma
ve psikolojik saglamlik arasindaki nedensel mekanizmalar daha net bigimde ortaya konabilir. Ote
yandan gelecekteki caligmalarda psikolojik saglamligin yaninda psikolojik sermaye, 6z yeterlilik
veya liderlik tarz1 gibi degiskenler de modele dahil edilerek ¢ok diizeyli analizler gergeklestirilebilir.

Sonug olarak, bu aragtirma, is yerinde dislanma ve sapkin davranis iliskisine yonelik
literatiire 6nemli bir katki sunmus ve psikolojik saglamligin bu iliskide koruyucu bir diizenleyici rol
oynadigimi ampirik olarak dogrulamistir. Bulgular, orgiitlerde bireysel dayaniklilik kapasitesinin
artirlmasinin yalnizca calisan refahini degil, ayn1 zamanda orgiitsel uyumu ve etik davranis
standartlarin1 da giiclendirecegini gostermektedir. Psikolojik acidan saglam bireyler, dislayict ve
stresli orgiitsel kosullarda dahi yapici davramiglarini siirdiirebilmekte; boylece hem kendi iyilik
hallerini hem de orgiitiin siirdiiriilebilir bagarisin1 desteklemektedir. Bu yoniiyle ¢alisma, dislanma
ve sapkin davranig dinamiklerini agiklamada bireysel psikolojik kaynaklarin 6nemine dikkat
¢cekmekte ve gelecekteki arastirmalar igin degerli bir teorik ve uygulamali temel sunmaktadir.
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ETIK BEYANLAR
Arastirma ve Yayin Etigi
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Calismada kullanilan tiim kaynaklar akademik kurallara uygun bi¢imde atiflanmistir.
Yazarlar, ¢alismanin intihal, veri uydurma, veri tahrifi veya manipiilasyon icermedigini;
arastirma bulgularinin bilimsel diiriistliik ilkelerine uygun sekilde sunuldugunu beyan eder.

Yazar Katkisi

Tim yazarlar ¢aligmanin tasarlanmasi, yiirlitiilmesi, analizi ve makalenin hazirlanmasina
onemli Olclide katki saglamistir. Tiim yazarlar makalenin son halini okuyup onaylamis ve
yayimlanmasini kabul etmistir.

Cikar Catismasi

Yazarlar, bu makalenin yayimlanmasina iliskin herhangi bir ¢ikar ¢atigmasi bulunmadigini
beyan eder.

Finansal Destek

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

Yapay Zeka Kullamim Beyani

Makalenin hazirlanmas: siirecinde yapay zeka araglarindan yalmizca dil diizenleme, ceviri
destegi ve anlatim iyilestirmesi amaciyla sinirli 6lglide yararlanilmig olabilir. Yapay zeka
araglan tarafindan yapilan ceviri ve dil diizenlemeleri yazarlar tarafindan dikkatle kontrol
edilmistir. Yapay zekad araclari calismanin bilimsel igeriginin, arastirma tasariminin,
analizlerinin veya akademik sonuglarinin olusturulmasinda kullanilmamigtir. Makalenin
icerigine iliskin tiim akademik sorumluluk yazarlara aittir.

Telif Haklar1 ve izinler

Yazarlar, telif hakki gerektiren materyaller kullanilmigsa gerekli izinlerin alindigimi ve
calismanin herhangi bir fikri miilkiyet hakkini ihlal etmedigini beyan eder.

Yazar Onay1

Tiim yazarlar makalenin son halini okuduklarini, onayladiklarini ve yayimlanmasini kabul ettiklerini
beyan eder.

Authors' Contribution Statement / Yazarlarin Katki Oran1 Beyam
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First author / 1. Yazar %50,
Second author / 2. Yazar %50.
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