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ABSTRACT

ESTABLISHING THE VALIDITY OF A LEADERSHIP BASED
SITUATIONAL JUDGMENT TEST

Colakoglu, Zeliha Ruhsar
Ms.S., Department of Psychology

Supervisor  : Prof. Dr. H. Canan Siimer

January 2013, 102 pages

The aim of this study was to develop a leadership measure using situational
judgment test (SJT) methodology and to evaluate both construct and criterion-related
validity of the developed SJT with respect to a well established measure of
leadership, the Leadership Opinion Questionnaire (LOQ).

In this study, it was hypothesized that task-oriented leadership-based SJT (SJT-
T) is positively related to the supervisors’ and subordinates’ ratings of task-oriented
leadership as assessed by the LOQ and relationship-oriented SJT (SJT-L) would be
positively related to the supervisors’ and subordinates’ ratings of the relationship-
oriented leadership as assessed by the LOQ.

The data were collected from supervisors (N = 87) and their subordinates (N =
160) in a government organization in Ankara. The results indicated that the expected
division of SJT-T and SJT-R was not possible. Therefore, rather than developing two
SJTs measuring task- and relationship-oriented leadership, a decision was made to
develop a general SJT-L measuring context-specific leadership and the hypotheses
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were tested on an exploratory basis without making a distinction between SJT-T and
SJT-R.

It was found that the relationship between the SJT-L and supervisors’ self
ratings for task-oriented LOQ was significant but in the unexpected direction.
However, the relationship between the SJT-L and subordinates’ ratings for their
supervisors’ relationship-oriented leadership, using the LOQ, was positive and
significant. Lastly, SJT-L was found to be a significant and unique predictor of
subordinates’ ratings of leadership performance. Limitations of the study are
acknowledged and results are discussed along with some suggestions for future

research.

Key Words: Situational judgment test, leadership
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LIDERLIK BAZLI DURUMSAL MUHAKEME TESTI GECERLILIK
CALISMASI

Colakoglu, Zeliha Ruhsar
Yiiksek Lisans, Psikoloji Boliimii

Tez Y Oneticisi : Prof. Dr. H. Canan Stumer

Ocak 2013, 116 sayfa

Bu ¢alismanin amaci durumsal muhakeme testi (DMT) yontemini kullanarak
bir liderlik 6lcegi olusturmak ve bu dlgegin, ilgili yazinda sik kullanilan bir liderlik
Olgegi olan Liderlik Goriisii Anketi (Leadership Opinion Questionnaire-LOQ) ile
karsilagtirmali olarak yap1 ve olgiit-bagiml gegerliliginin degerlendirilmesidir.

Bu ¢aligmada kurulan hipotezler sdyledir:

Gelistirilen gorev-odakli liderlik 6lgen durumsal muhakeme testi (DMT-G),
yonetici ve calisanlar tarafindan LOQ o6lcegi kullanilarak ayri ayri degerlendirilen
gorev-odakli liderlik degerlendirmeleriyle olumlu olarak iliskilidir,

Gelistirilen iliski-odakl1 liderlik dlcen durumsal muhakeme testi (DMT-I),
yonetici ve ¢alisanlar tarafindan LOQ 06lgegi kullanilarak ayr1 ayr1 degerlendirilen
iligski-odakl liderlik degerlendirmeleriyle olumlu olarak iligkilidir,

Gelistirilen DMT-G ve DMT-I &lgekleri performanstaki varyansin

aciklanmasina, ilgili LOQ boyutlarinin katkisinin 6tesinde 6zgiin katk: saglar.
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Veriler Ankara’da bulunan bir kamu kurumunda g¢alisan ydneticilerden (N =
87) ve onlarin astlarindan (N = 160) toplanmistir. Calisma sonuglari, beklenilen
DMT-G ve DMT-I ayrimmin yapilamadigini gdstermektedir. Bu nedenle, gorev-
odakl1 ve iligki-odakli liderlik Slgen iki farklit DMT gelistirmek yerine duruma 6zgii
liderlik 6lgen genel bir DMT-L gelistirilmeye karar verilmis olup hipotezler DMT-G
ve DMT-I ayrmmi yapmadan acimlayici bir yaklasimla (istiksafi olarak) test
edilmistir.

Yapilan analizler sonunda DMT-L ve yoneticilerin kendileri i¢in yaptiklari
gorev-odakli LOQ degerlendirmeleri arasindaki iliski ters yonde (negatif) anlamli
bulunmustur. Bununla birlikte, DMT-L ve calisanlarin yoneticileri i¢in yaptiklar
iligki-odakli LOQ degerlendirmeleri arasindaki iliski olumlu (pozitif) ve anlamh
bulunmustur. Son olarak DMT-L’nin, ¢alisanlarin  liderlik  performansi
degerlendirmesini anlamli ve 6zgiin bir sekilde yordadigi bulunmustur. Sonuglar,
calismanin yontemsel kisitliliklar1 belirtilmis ve gelecek c¢alismalar igin bazi

Onerilerle birlikte tartisilmistir.

Anahtar Kelimeler: Durumsal muhakeme testi, liderlik
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Anneme ve babama; beni ben yaptiklar icin,
Kardesime; en biiyiik dostum oldugu i¢in,

ve hayat ortagim Yigiter’e; benimle oldugu icin...
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CHAPTER 1

INTRODUCTION

1.1 Overview

A situational judgment test (SJT) is largely accepted as a measurement method
which involves specific job-related situations presenting a dilemma to be solved and
probable courses of action in response to the dilemma. SJTs are one of the most
popular personnel selection techniques (Weekley, Ployhart, & Harold, 2004) as they
enable to measure interpersonal skills (Christian, Edwards, & Bradley, 2010),
cognitive ability (McDaniel & Nguyen, 2001), and job-related abilities (Weekley &
Jones, 1999).

SJTs are mostly designed to select people for managerial positions. In order to
be highly competitive and successful, effective managers are required to have some
specific competencies to manage and lead people, especially in today’s dynamic
work environment. Not surprisingly, leadership is one of the most looked for
characteristics in the managerial selection processes (Christian et al., 2010).

SJTs are widely used since their first introduction as a low fidelity simulation
test (Motowidlo, Dunnette, & Carter, 1990). Despite their wide use, as it was
emphasized in Christian et al.’s study (2010), the literature has largely treated SJTs
as a general method, rather than measures of specific constructs, and focused on the
composite SJT scores in predicting job performance. This lack of emphasis on the
constructs tapped by these tests raises the problem of construct validity for SJTs.

The main aim of the present study was to develop a construct specific SJT and
explore/establish both its construct and criterion-related validity. That is, an SJT
measuring leadership was developed and its psychometric qualities were examined in

relation to a traditional measure of leadership (i.e., the LOQ).



1.2 What Are SJTs and What Do They Measure?

Work place demands dealing with situations/tasks that require different
qualities from the employees. Since it is one of the most important challenges to
select the right person to the right vacancy from the human resources management
perspective, the requirements for specific jobs should be determined truly and then
the right person for the position should be selected by using the best suited selection
procedures. Once the requirements (in terms of knowledge, skills, abilities and other
attributes or in terms of competencies) of specific jobs are determined, the next step
would be the selection of the proper tools (i.e., tests and techniques) tapping into the
requirements for the given job. The final step then, would be to select from among
the candidates using the identified tests and techniques. The psychometric
properties, effectiveness, validities, and incremental validities of different selection
tests and techniques (including cognitive ability tests, integrity tests, interviews,
personality inventories, work sample tests, and SJTs) have been examined relatively
extensively in the literature (Hunter & Hunter, 1984; Schmidt & Hunter, 1998;
McDaniel, Hartman, Whetzel, & W. Lee Grubb I1I, 2007). Among these techniques,
SJTs were found to have significant incremental validities over cognitive ability,
conscientiousness, job experience, and job knowledge in predicting performance,
suggesting their unique contribution (Clevenger, Pereira, Wiechmann, Schmitt, &
Harvey, 2001; Weekley & Jones, 1997, 1999).

Situational judgment tests are low fidelity simulations which are used to predict
performance in the selection process. They involve job-related situations specific to
the context in question presenting a dilemma or a problem to be solved and a number
of possible courses of action that could be taken in response to the situation. The
situations, which are included as items in SJTs, are developed based on the critical
incidents collected from the organization. The respondents find solutions to the
problems presented in the situations with their own way of management and they
reflect their style in their answers to the situations (Schubert, Ortwein, Dumitsch,
Schwantes, Wilhelm, & Kiessling, 2008). Both the items and the response options to
each item should look realistic and more or less feasible for the context. For this
reason, both items and response options need to be developed based on critical

incidents. Individuals taking an SJT are usually asked to indicate the response that
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best reflects what they would do in the presented situation. Hence, when developing
an SJT item, it is important to develop not only one single best response option
reflecting the most appropriate behavior for the situation but also a number of other
response options that are less accurate yet still reasonable as a course of action
(Schubert et al., 2008).

SJTs have been used for several decades however their popularity has increased
with the introduction of their low-fidelity simulation characteristics by Motowidlo et
al. in 1990. For example, File (1945), who focused on measuring supervisory quality
in industry, was one of the first researchers using situational judgment tests.

SJTs have been mostly accepted and used as a measurement technique tapping
into a number of different constructs at the same time. For example, McDaniel and
Nguyen (2001) asserted that SJTs are measurement methods involving more than one
construct, such as cognitive ability, conscientiousness, agreeableness, and emotional
stability, and they cannot measure only one construct. Likewise, Schmitt and Chan
(2006) mentioned that it is generally believed that different constructs can be
measured by SJTs.

However, there are also some attempts to develop construct-based SJTs (e.g.,
Meijer, Born, Zielst, & Molen, 2010). That is, there are studies reported in the
literature in which the SJTs tap into specific constructs such as personal initiative
(Bledow & Frese, 2009), teamwork knowledge (McClough & Rogelberg, 2003),
employee integrity (Meijer et al., 2010), and team-role knowledge (Mumford,
Iddekinge, Morgeson, & Campion, 2008).

In Bledow and Frese’s (2009) study, personal initiative was measured using an

SJT (i.e., SJT-PI). One sample SJT item from this study is presented in Figure 1.



You are under enormous pressure to accomplish your tasks on time. Yesterday, new
trainees started in your department. They are unfamiliar with the workflow in your
department. You have to interrupt your work to answer trainees’ questions and to
correct their mistakes. You are expected to do both, to finish your work on time and

to take care of the trainees. What would you do?

Least Most
likely likely

| tell the trainees that | am available after work to answer their

questions.

| openly say that | cannot take care of the trainees and work for

better initial training of the trainees.

I send the trainees to my colleagues when they have questions.

I try to get by without becoming stressed and worn out.

Figure 1. Example Item of the SJT-PI. *

Although SJTs are very common in use as a measurement method, construct
validity of them is still a matter of discussion since the constructs measured by this
method-based technique are not necessarily uniform. Therefore, construct-based
SJTs are needed in order to better evaluate this technique’s psychometric properties

and value for personnel selection purposes (Christian et. al, 2010).

1.3 Approaches to Developing SJTs
There are different approaches used for developing an SJT reported in the
literature and Schubert et al.’s (2008) method involving seven steps seems to be a

comprehensive one. Yet, the most commonly used approach is still the one described

! From “A Situational Judgment Test of Personal Initiative and Its Relationship to Performance,” by
R. Bledow and M. Frese, 2009, Personnel Psychology, 62, p. 229-258.




by Motowidlo and colleagues (1990). According to this approach, firstly, a group of
subject matter experts (SMES) generate critical incidents of job performance in a
specific work setting. Then, a second group of subject matter experts read the
situations and respond in the way that they would behave. After this step, the list of
probable response options is revised. Finally, a third group of subject matter experts
specify the correct answers. They may be instructed to choose the best or the worst
option or to list the options from the best to the worst or vice versa. The responses of
test takers to each item are evaluated according to a preset criterion. The scores may
be in the range of “-1” and “1”; “-1” is given to the worst option, “1” is given to the
best option and “0” is given to the options which are neither best nor worst. An
alternative scoring may be in the range of “-2” and “2”; “-2”. The assumption is that
if the respondent has the required/relevant knowledge, skills, abilities, and/or other
characteristics, he/she should be able to choose the response option with the highest
value (Christian et. al., 2010). One sample item from Motowidlo et al.’s (1990) study

is presented in Figure 2.



You and someone from another department are jointly responsible for
coordinating a project involving both departments. This other person is not

carrying out his share of responsibilities. You would...

Most Likely Least Likely

1. | Discuss the situation with your manager and ask him to take it up with

the other person’s manager.

2. |Remind him that you need his help and that the project won’t be

completed effectively without a full team effort from both of you.

3. | Tell him that he is not doing his share of work, that you will not do it
all yourself, and that if he doesn’t start doing more, you will be forced

to take the matter to his manager.

4. | Try to find out why he is not doing his share and explain to him that

this creates more work for you and makes it harder to finish the project.

5. | Get someone else from his department to help with the project.

Figure 2. Example Item for SJT?

The response instructions used in SJTs can either measure behavioral
tendencies or knowledge (McDaniel et al., 2007). Knowledge-response instructions
(i.e., ‘should do’ instructions) ask the applicants to objectively rate the effectiveness
of each response items whereas behavioral tendency instructions (i.e., ‘would do’
instructions) ask them to indicate what they most likely would do. As found in
Ployhart and Ehrhart’s (2003) study, the instructions used in SJTs affect the way
candidates respond to the situations. The difference between these instructions
reflects the difference in maximal and typical performance. In maximal performance,
candidates are evaluated based on their best performance, however, in typical

performance candidates are evaluated according to their regular performance

? From “An Alternative Selection Procedure: The Low-Fidelity Simulation,” by S.J. Motowidlo, M.D.
Dunnette, & G.W. Carter, 1990, Journal of Applied Psychology, 75(6), p. 640-647.
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(McDaniel et al., 2007). It is believed that should do instructions elicit maximal
performance whereas would do instructions elicit typical performance.

Ployhart and Ehrhart’s (2003) study showed that different instructions resulted
in different individual reactions with the same items. Specifically, behavioral ‘would
do’ instructions had better criterion-related validity, construct validity, internal
consistency, and test-retest reliability and showed more normal distributions than
knowledge ‘should do’ instructions. The instructions might be changed according to
the construct that is measured. For example, if the construct is job knowledge, then
using ‘should do’ instructions might be better since ‘should do’ instructions are more
likely to measure knowledge and ability whereas ‘would do’ instructions are more
likely to tap personality (Ployhart & Ehrhart, 2003).

Once a situational judgment test is built, the next challenge is the development
of the scoring system. Since an SJT item is specific to the given context, the
best/correct option as well as the other options should be organization specific and
should all look at least somewhat feasible.

As mentioned in one study, three different scoring methods have been used in
the SJT literature which are empirical scoring, theoretical scoring, and expert-based
scoring (Bergman, Drasgow, Donovan, Henning, & Juraska, 2006). According to
Bergman et al. (2006), empirical scoring involves these processes: “choosing a
criterion, developing decision rules, weighting items, and cross validating results”. In
this method, a criterion measure is identified by the researcher and the relationship
between the options and this criterion is analyzed and then the related items are
selected (Bergman et al., 2006). The theoretical scoring is based on a theory and the
options are evaluated depending on their fit with the model, meaning that options
relevant to the theory are deemed as correct receiving “1”, options not relevant to the
theory receive “0”, and options contrary to the theory are identified as incorrect
receiving “-1”(Bergman et al., 2006). Expert-based scoring is based on the
knowledge of the experts which involves collecting the opinions of experts and
taking the average of their answers to reach the correct, incorrect and irrelevant
answers (Bergman et al., 2006). In the present study, expert-based scoring was used
since empirical and theoretical scoring have some disadvantages (Bergman et al.,

2006). The disadvantages for empirical scoring include “dependency on criterion
7



quality, questionable generalizability, capitalization on chance, etc.” and theoretical
scoring may be “susceptible to faking due to its greater transparency and the theory
may be fundamentally incorrect” (Bergman et al., 2006, p. 225).

The present study aimed to tap into the construct of leadership from a
behavioral perspective using the SJT methodology using “would do” instructions.
“Would do” instructions were used not only because they have better reported
validities and reliabilities, but also because the construct under consideration is a

behavioral tendency as opposed to a knowledge domain.

1.4 Different Formats of Situational Judgment Tests

Besides having different response instructions, SJTs have different types of
applications which are paper-and-pencil formats, verbal formats, video-based or
computer-based (web-based) formats. In the paper-and-pencil formats, individuals
are expected to read the situational questions and choose the best or worst option or
list the options from the best to the worst or vice versa. This format is more practical
and user-friendly since it requires no additional equipment or proctor. Since this
format requires reading, it was found that the correlation between paper-and-pencil
SJT and cognitive ability was higher than video-based SJT and cognitive ability
(Weekley & Jones, 1999). Moreover, the same findings were found by Chan and
Schmitt (1997). In the verbal format, a proctor reads the situations to the individual,
however, in the video-based format; the situations are presented/enacted via video.
Lastly in the computer-based format, the situations and options are presented in the
computer in the written format. In a study done by Ployhart, Weekley, Choltz, and
Kemp (2003), it was found that web-based SJTs had more favorable psychometric
characteristics than the paper-and-pencil measures when the items were the same.
However, computer-based format may be disadvantageous in some situations. For
example, in the computer-based format, computer knowledge of the person may
interfere with the person’s ability to answer the questions. Also, it may affect the
face validity of the test. For example, individuals who are open to new experiences
may react to this format positively however individuals who are resistant to new
experiences may react negatively which in turn affect their test performance
(Oostrom, Born, Serlie, & Van der Molen, 2010).



1.5 Validity of Situational Judgment Tests

Although situational judgment tests are widely used in the literature (Christian
et al., 2010), there is still a search for the best way to develop and score the SJTs and
there have been many attempts to build it (Bergman et al., 2006).

Research on situational judgment tests is mostly about its validity, especially
incremental validity over the other established selection tests such as personality
tests, general mental ability tests, and job knowledge tests. The results are mostly on
method-based SJTs since they are more commonly used. In most of the studies, it
was found that SJT results are highly correlated with these tests. For example in the
study of Motowidlo et al. (1990), an SJT, which involves 58 situations, was
developed for selecting entry-level managers in the telecommunications industry of
which results showed a significant correlation with ratings of interpersonal
effectiveness (r = .35), ratings of problem-solving effectiveness (r = .28), the rating
of communication effectiveness (r = .37), and the rating of overall effectiveness (r =
.30). Motowidlo et al. also empirically derived a 30-item SJT among 58 using the
items with highest correlations with performance ratings. By this way, they reached
higher correlations with ratings of interpersonal effectiveness (r = .44), problem-
solving effectiveness (r = .48), communication effectiveness (r = .43), and overall
effectiveness (r = .43).

Also, in a study by Mullins and Schmitt (1998), it was found that SJT was
strongly correlated with conscientiousness (r = .26), which is one of the critical
personality predictors of job performance, and agreeableness (r = .22). Likewise, it
was found in Smith and McDaniel’s (1998) study that SJT was correlated with
conscientiousness (r = .32) and neuroticism (r = .22). Similarly, McDaniel and
Nguyen (2001) found that emotional stability had a high correlation with SJT (r =
.31). In one meta analysis by McDaniel, Morgeson, Finnegan, Campion, and
Braverman (2001), SJTs were found to have a significant correlation with general
cognitive ability (r = .46).

Although in majority of the studies SJTs are treated as a method rather than
tests of specific constructs, there are a number of studies where SJTs were developed
to tap specific constructs. In Meijer et al.’s study (2010), an integrity-based SJT was

developed and compared with an established integrity measure. The resulting
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correlation was significant (r = .23) yielding evidence for the construct validity of the
SJT measuring integrity.

Team role knowledge was measured by an SJT in Mumford et al.’s (2008)
study and it was found that it had an incremental validity over team tenure when
predicting task performance (AR? = .10) and overall role performance (AR*=.09). In
the same study, the SJT measuring team role knowledge was found to have a
predicting power (between 7% and 10%) over team tenure for predicting role
performance.

In the study of Lievens and Sackett (2012), the validity of procedural
knowledge about interpersonal behavior which was measured by SJT for predicting
overall internship performance (r = .22) and supervisory-rated job performance (r =
.21) were found to be significant. Furthermore, in Morgeson, Reider, and Campion’s
(2005) study, teamwork knowledge was measured by an SJT and it was found that it
predicted contextual performance and accounted for between 7% and 11% of unique
variance in it.

Although SJTs were found to have significant correlations with these
characteristics, it was also found that they have significant incremental validity over
them. For example, Weekley and Jones (1999) found that SJT had an incremental
validity in predicting performance over a cognitive ability test. Furthermore, SJT was
found to have a significant incremental validity (.03) when it was entered in the
hierarchical regression equation after cognitive ability, conscientiousness, job
experience, and job knowledge were entered in two of the three samples, suggesting
the unique contribution of SJTs (Clevenger et al., 2001). Similarly, in Lievens and
Sackett’s (2012) study, an SJT measuring procedural knowledge about interpersonal
behavior was developed and found to have incremental validity over cognitive ability
(.05) for predicting internship performance and job performance (.05). Also,
Weekley and Jones (1997, 1999) found a significant incremental validity of SJT over
cognitive ability and job experience in five samples.

Since SJTs are expected to require job knowledge to predict job performance,
they are believed to be measures of job experience and job knowledge (McDaniel &
Nguyen, 2001) as well. When predicting job performance, it may be important to

make the distinction between task performance and contextual performance.
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Considering this difference, O’Connell, Hartman, McDaniel, Grubb, and Lawrence
(2007) found that the SJT added incremental validity over a selection battery of
cognitive ability and personality tests. Moreover, it was found that SJT had a
significant validity in predicting task performance, contextual performance, and
overall job performance (Chan & Schmitt, 2002).

As to the generalizability of the validity of SJTs, a meta analysis found that
SJTs had substantial validity (p = .34) which was generalizable (McDaniel et al.,
2001). Another meta analysis also showed that SJTs had considerable incremental
validity over cognitive ability (.03) in predicting job performance (McDaniel et al.,
2007).

1.6 Advantages of a Construct-Based SJT

Most of the selection techniques are construct-based tests measuring specific
constructs such as personality, cognitive ability, and integrity. However, as
mentioned in an earlier section, situational judgment tests are mostly developed and
used as method-based measurement techniques instead construct-based measurement
techniques. In method-based techniques, such as work samples, interviews,
assessment centers (ACs) as well as most SJTs, there are more than one construct
being tapped by the technique. That is, these techniques target assessment of multiple
constructs rather than a specific construct. Most of the studies which use method-
based SJTs do not even report the constructs measured (Christian et al., 2010).
However, it is very important to understand which constructs a given technique taps
in order to be able to evaluate its psychometric properties such as reliability, validity,
and subgroup differences (Christian et al., 2010).

There are a number of advantages of a construct-based SJT. First, knowing that
the test is measuring (or aiming to measure) a given construct allows one to assess
the relative value of a given test in predicting job performance. By this way,
validities and incremental validities of different tests measuring specific constructs
can be evaluated (Arthur & Villado, 2008). Second, SJTs measuring a specific
construct allow making more trustworthy comparisons than method-based SJTs
between different SJT formats. Third, when a specific construct is measured by an

SJT, the possibility of contaminating the test by involving non relevant constructs is
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decreased (Christian et al., 2010). Forth, a construct-based SJT is more likely to be
generalized across different situations since the construct which is measured by the
SJT is obvious and single. Fifth, SJTs can be developed to measure any kind of
construct (skill or trait) such as leadership, personal initiative, tacit knowledge,
procedural knowledge, interpersonal skills, and teamwork skills unlike other
construct-based tests such as personality and cognitive ability tests. Sixth, as a low-
fidelity simulation, SJTs are relatively inexpensive to develop, administer, and score.
Seventh, construct-based SJTs have significant validities when compared with
method-based SJTs as discussed before. In method-based SJTs, the situations in the
test does not aim to measure one single construct therefore the only thing they share
is that these situations are important for measuring job performance (Kanning,
Grewe, Hollenberg, & Hadouch, 2006) but since it is not possible to determine the
specific aspects of performance measured in the test, the SJT cannot be generalized
to similar jobs; that is, their construct validity is usually a question mark. Unlike
method-based SJTs, construct validity of construct-based SJT is more likely to be
established. For example in Meijer et al.’s (2010) study, the construct validity of the
SJT when measuring integrity was proved to be significant.

A final advantage of SJTs in general (not particular to construct-based SJTs)
concerns the type of scale being used. SJTs seem to have an advantage over more
traditional self-report measures which usually employ Likert-type scaling or
frequency. Although traditional self-report scales are very common, they have some
disadvantages. Since the traditional scales are not situational, they do not reflect
actual behavior; they provide general statements about work behaviors/attitudes. In
other words, they are not necessarily job-specific (Bledow & Frese, 2009). In
traditional self-report scales, people may be influenced by the way they have
responded to the previous questions, consequently, response set may pose a serious
threat to the quality of data obtained. Also, among the response options (i.e., scale
points), there may not be an exact one reflecting the tendency of the person with
respect to a given item/question; therefore, the participants may try to opt for the
nearest option to their true standing. Besides, traditional self-report scales are likely
to allow respondents to avoid from giving extreme ratings, reducing the variability of

the responses. Related to this point, traditional self-report measures are more prone
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to biases such as social desirability. A well-developed SJT, however, deals with most
of these problems or biases by presenting a set of response options for each item all
representing feasible courses of actions in response to the given situation.
Furthermore, traditional self-report scaling is problematic especially for the
constructs that are situational, such as leadership. Since leadership behaviors can
differ from situation to situation, the measures for leadership should cover most of

the situations that a person may confront in the work place.
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CHAPTER 2

LEADERSHIP AND ITS RELATION WITH SJT

2.1 Leadership: As Both a Behavioral and a Situational Concept

Leadership can generally be defined as “an ability to influence, motivate, and
enable others to contribute towards the effectiveness and success of the organization”
(House, Javidan, Hanges, & Dorfman, 2002, p.5). Leadership plays a critical role in
many areas such as industrial, educational, and military settings as well as in social
movements and political and administrative sciences (Pierce & Newstrom, 1995).
There is evidence related to the fact that it would be difficult for both private and
public organizations to maintain profitability, productivity, and good customer
service without an effective leader (Dubrin, 2001). According to Kanungo (1998), a
leader is the one who focuses on the needs of the environment through monitoring
working conditions and the one who gives support and direction to the subordinates
through control and influence over them. Another significant component of
leadership mission in the organization is to direct and control foreseeable
organizational futures (Plowman, Solansky, Beck, Baker, Kulkarni, & Travis, 2007).

There are different theories or models of leadership. Some examples of these
models are trait approach, influence approach, behavioral approach, and situational
approach  (Chemers, 1997; Muchinsky, 2009). Furthermore theories of
transformational leadership, charismatic leadership, and more recently ethical
leadership and servant leadership have received considerable research attention over
the last decades (Chemers, 1997; Muchinsky, 2009).

Historically speaking, one of the most critical contributions to the development
of leadership theory and practice has been made by behavioral approach. The origins
of this approach can be traced back to the Ohio State University Studies (Muchinsky,
2009). According to this approach there are two critical dimensions characterizing

leadership behavior: initiating structure and consideration.
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As Tabernero, Chambel, Curral, and Arana (2009) mentioned, initiating
structure, in other words task-oriented leadership, refers to the degree to which a
leader clarifies the goals to be achieved, the duties of his/her followers to achieve
these goals, and the required communication styles between them. Consideration or
relationship-oriented leadership, on the other hand, refers to the degree to which a
leader deals with his/her followers, respects them, improves their working
conditions, and shows support, concern, and appreciation to them (Bass, 1990; Judge
et al., 2004). Although these two behavioral roles are distinct, they are both needed
for leadership effectiveness.

For increasing the follower satisfaction, it is important for a leader to be high
on consideration; however, initiating structure seems more required for increasing
leader performance (Tabernero et al., 2009). Likewise, task orientation is expected to
be more desirable when predicting performance since task-oriented leaders give
more importance to the success of jobs and therefore they accomplish it (Bass, 1990).

Consideration and initiating structure had been viewed as non-validated aspects
of leadership by some researchers as Judge et al. (2004) mentioned in their meta
analysis. However Judge and colleagues (2004) disproved it with their study by
finding that both consideration and initiating structure are valid facets of leadership.
These authors found that consideration had a higher correlation with follower
satisfaction and initiating structure had a higher correlation with performance or
effectiveness. They also found that although both consideration and initiating
structure had a strong effect on leadership effectiveness, consideration had a higher
correlation with leader effectiveness and initiating structure had slightly stronger
correlations with organizational performance (Judge et al., 2004).

Tabernero et al. (2009) found that higher unity was achieved among group
members when relationship-oriented leadership was high, whereas higher task
accomplishment was achieved when task-oriented leadership was high. Also, they
found that relationship-oriented leaders focus more on long term objectives whereas
task-oriented leaders focus more on short term objectives.

Traditionally, task-oriented and relationship-oriented leadership have been
measured by self-report scales filled out by either the leaders themselves or their

subordinates. One commonly used such self-report measure of task-oriented and
15



relationship-oriented leadership styles is the Leadership Opinion Questionnaire
developed by Fleishman (1953). One sample item for LOQ scale is shown in Figure
3.

1 2 3 4 5

Never Seldom Occassionally Often Always

Initiating structure:

He/She asks for sacrifices from his foremen for the good of the entire
department.
Consideration:

He/She gets the approval of his foremen on important matters before going

ahead.

Figure 3. Example Items of LOQ®

Unlike some other traditional self-report measures of leadership, which are
criticized because of the high socially desirable responses from the participants, the
LOQ is believed to be able to elicit more honest responses from the participants
(Dagenais, 1979). Yet, similar to most other traditional measures of leadership, the
LOQ is composed of items that directly assess leadership orientation. Hence, it is
also expected to be somewhat prone to social desirability bias. In the present study,
the LOQ was used to examine the construct validity of an SJT of leadership. The
SJTs represent a very relevant and at the same time novel approach to assessing
leadership. Furthermore, assessment of leadership using SJT approach is believed to
be consistent with the situational approach to leadership which claim that the
definition of effective leadership changes with the changing characteristics of the

leader, followers, and situational factors (e.g., Fiedler & Garcia, 1987). Along the

® From “Leadership Climate and Human Relations Training,” by E.A. Fleishman, 1953, Personnel
Psychology, 6, p. 205-222.
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same lines, an SJT of leadership is believed to tap into domain of effective leadership
in a given context.

This situation-specific assessment of leadership seems to have some advantages
over standard/generic measures of leadership because leadership behaviors/demands
are likely to change in response to the dynamics of the situation. Different constraints
and demands of even the same problem can dramatically change the actions of
people (Bledow & Frese, 2009). Hence, SJTs present an alternative approach to the

traditional self-report based approach to the measurement of the leadership construct.

2.2 Leadership-Based SJT (SJT-L)

In an SJT measuring leadership effectiveness (SJT-L), context specific
issues/dilemmas/problems requiring an action on the part of the leader/manager are
developed along with the alternative courses of actions (i.e., response options)
representing different levels of leadership effectiveness. The respondents are
expected to mentally simulate the situation and choose the option in the way they
would/should perform. The situations involve every aspect of leadership inferred by
the critical incidents.

Unlike most other conventional self-report measures of leadership, SJT-L is
expected to be a more indirect and situation-specific approach to the measurement of
the construct. While answering the SJT-L questions, the respondents are required to
imagine themselves in the shown scenarios and reflect their preferences for different
leadership behaviors. In SJT-L, since the individuals can reflect their behaviors in a
low-fidelity simulation, it is possible to obtain more realistic samples of actual
leadership behaviors. However, in the conventional self-report scales of leadership,
the respondents are directly asked to report their preference/position in general (i.e.
they are not able to consider the situational factors or evaluate the presented options
as happens in an SJT) (Bledow & Frese, 2009). One example item for a traditional
leadership scale is that “he is slow to accept new ideas”. The breadth of the new
ideas (i.e. whether they are effective or not in a specific situation) are not presented
in the item; therefore, the respondents have to imagine one random condition in order
to answer it. Since it is not possible for all participants to imagine the same

condition, the responses of the participants are not comparable.
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To summarize, the SJT methodology is believed to offer a sound approach to
measurement of the construct of leadership, overcoming some of the problems
associated with more direct self-report assessment of leadership, such as social
desirability tendency and response set bias. The present study is the first in the
literature which uses a situational approach to measure leadership.

2.3 Implications and Hypotheses

The objective of this study was to measure leadership behaviors using a
construct-based approach and to assess its ability to predict job performance in a
public sector organization in Ankara in Turkey.

For this purpose, an SJT of leadership aiming to measure both task-oriented
leadership and relationship-oriented leadership was developed in this specific
organization targeting the assessment of leadership of middle and upper-middle
leadership positions. Both construct and criterion-related validity of the developed
SJT were evaluated with respect to the LOQ. The LOQ measure was filled out by
both leaders themselves and their subordinates while the SJT was administered to the
leaders only. It was expected that the pattern of correlations of the SJT scales (task-
oriented and relationship oriented) with the corresponding LOQ scales would
provide evidence for construct validity of the developed SJT scales. Also, the ability
of the SJT scales in predicting job performance was comparatively evaluated. More

specifically the following hypotheses were proposed.

Hypothesis la: The task-oriented SJT is positively related to the leaders’
ratings for task-oriented leadership as assessed by the LOQ

Hypothesis 1b: The relationship-oriented SJT is positively related to the
leaders’ ratings for relationship-oriented leadership as assessed by the LOQ

Hypothesis 2a: The task-oriented SJT is positively related to the subordinates’
ratings for task-oriented leadership as assessed by the LOQ

Hypothesis 2b: The relationship-oriented SJT is positively related to the
subordinates’ ratings for relationship-oriented leadership as assessed by the LOQ

Hypothesis 3a: The task-oriented SJT explains more variance in job

performance than the task-oriented LOQ assessed by leaders themselves.
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Hypothesis 3b: The relationship-oriented SJT explains more variance in job

performance than the relationship-oriented LOQ assessed by leaders themselves.
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CHAPTER 3

METHOD

3.1 Organization and Participants

The study was conducted in a government organization in Ankara with middle
to upper-middle level managers and their followers/subordinates. The main mission
of this organization is to establish Turkey’s foreign trade policy and administer it by
either contacting with other organizations (both governmental organizations and
private sector) or other countries. In this organization, employees work in small to
medium sized teams, consisting of four to 20 people, which are leaded by managers,
with titles such as chief of department and head of department. The work
environment is dynamic because of the fast changing nature of the situations and
work contents.

Originally 109 managers were conducted and 87 of them agreed to participate
in the study (80% response rate). Furthermore 60 of the participating managers gave
their consent to be evaluated by their subordinates. As a result 204 subordinates were
asked to rate their managers’ performance and 160 of them agreed to do that (78%
response rate). Hence the final sample of the study included 87 managers (60 with
matched subordinate data with a response rate of 69%) and 160 subordinates. Among
the managers, 54% were women and 46% were men. Among the participating
subordinates 45% were women and 55% were men. Also, 55% of the managers were
head of a department and 42% of them were head of a section while 41% of the
subordinates were assistant foreign trade expert, 29% of them were expert, 10% of
them were head of a section and 10% of them were officer. The average age of all
the participated managers was 44 (Range = 31-59, SD = 6.7) and of the subordinates
was 34 (Range = 23-60, SD = 8.5); average tenure with the supervisor was 2.3 years
(Range = 1-11, SD = 2.3) while average tenure of the supervisors with the

organization was 19 years (Range=3-36, SD = 6.5).
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3.2 Measures

Development of SJT-L: The development of a construct-based SJT is different
from the development of a method-based SJT in that; items of a construct-based SJT
should represent different levels of the same construct whereas items of a method-
based SJT may well represent different constructs. Therefore, more specific items
and response options were included in the SJT-L. For developing the SJT-L,
Motowidlo et al.’s (1990) approach was used as a guide.

As a first step, a critical incidents questionnaire was developed and
administered to 109 middle-level managers and SMEs in the organization. The
questionnaire included three questions assessing effective leadership and ineffective
leadership behaviors that have they confronted with in this organization (see
Appendix A for Critical Incident Questionnaire). A total of 143 critical incidents
were collected from this administration. After analyzing the responses given to these
questions, incidents reflecting relationship-oriented and task-oriented leadership
were identified and these incidents were edited so that they reflected situations
requiring a response from a leader/manager. As a result, 25 situational items (i.e.,
items representing a dilemma and requiring a solution by the leader/manager) were
developed.

Next, the developed 25 situations were presented in a questionnaire (Appendix
B) to 109 middle-level managers as subject matter experts (SMESs) and they were
asked whether these behaviors were realistic for this organization and if they found
these behaviors realistic, what the most effective and least effective leadership
behaviors would be in response to each of these situations. If the situation was not
found to be realistic, then the respondents were asked to indicate why it was not
realistic.

Thirdly, based on the data collected from SMEs, the situations that were found
to be realistic were further edited and five response options were chosen for each
situation/item representing different levels of effectiveness of responding to the
situation presented in the item. Finally, 24 situations with 5 response options were
created and classified under relationship- and task-oriented leadership item
categories. The decision to categorize a given situation as measuring either task or

relationship oriented leadership was made by the researcher herself theoretically.
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Finally, the task-oriented and relationship-oriented SJT items were spilled into
three groups (8 items/situations for each group) and 72 SMEs rated all the options for
the situations using a 5-point scale (1= Completely Ineffective, 2 = Ineffective, 3 =
Moderately Effective, 4 = Effective, 5 = Very Effective). The mean, mode, standard
deviation, and frequency of ratings were computed to find out the scale value of each
response option for each item. Based on these analyses, the situations and options for
each situation were examined and necessary revisions were made. These revisions
were made in order to clarify the options and the situations for the readers. One
example for these revisions is that the item “I will indicate that | am responsible for
the documents and make necessary explanations” was replaced by “I will indicate
that | am responsible for the documents and make necessary explanations regarding
the item that was not understood.” Then average values for each options were
computed, the best and the worst options were determined according to these results
and a 3-point scale was created which gave 0 point to the worst option, 2 points for
the best option, and 1 point for the remaining three options.

The SJT-L test was finalized with a total of 24 situations and 5 options for each

situation. The final SJT-L scale is presented in Appendix C.

3.2.1 The LOQ

For assessing task-oriented and relationship-oriented leadership in the work
place, Fleishman’s Leadership Opinion Questionnaire (1953) was used. The LOQ
contains 40 items; 20 of which measure task-oriented behaviors and 20 of which
measure relationship-oriented behaviors. An example item for task-oriented LOQ is
“He/She emphasizes that the assigned jobs should be completed on time.” Also, an
example item for relationship-oriented LOQ is “He/She helps his/her followers with
their personal problems.” A frequency scale is used (5 = Always, 4 = Often, 3 =
Occassionally, 2 = Seldom, 1 = Never) in rating the items. The LOQ has been
translated into Turkish by Siimer and Bilgi¢ (1997) in an unpublished study and later
used by Ozmen (2005) in a field study of leadership. The alpha coefficients of the
LOQ for task-orientation were found to be .79 and .88 for foremen and workers
respectively and for relationship-orientation were found to be .70 and .89 for

foremen and workers respectively by Ozmen (2005).
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In the present study the LOQ scale was administered to both managers and
their subordinates. The LOQ scale which was administered to the managers had
acceptable alpha levels (.74 for relationship orientation and .76 for task orientation).
Similarly, subordinate version of the LOQ yielded good reliabilities (.89 for
relationship orientation and .82 for task orientation). The scale as it was administered
to the managers themselves is displayed in Appendix D and to the subordinates is

displayed in Appendix E.

3.2.2 Job Performance Measure

Middle-level managers’ ratings of overall job performance were measured
with an 11-item scale. The scale was firstly developed by Beffort and Hattrup (2003)
and translated into Turkish by Karakurum (2005) and further developed by Bilgig,
Algi, Aydi, Agca, Selvi, and Yiice (2010). A sample item from the scale was “I
think this employee performs well at work.” A 5-point frequency scale was used
involving “Always, Often, Occassionally, Seldom, Never”. The estimated internal
consistency of the scale was o = .88 as reported by Bilgic et al. In the present study,
this job performance scale, which was filled by the subordinates, had an alpha of .88.
The performance measure is presented in Appendix F.

3.2.3 Other Measures

In addition to assessing their managers’ job performance, participating
subordinates responded to two more items; 1 item measuring their own satisfaction
with their managers (I am generally satisfied with my supervisor) and 1 item to
evaluate their satisfaction with their job (I am generally satisfied with my job). Both
items were rated on a 5-point scale (5 = Always, 4 = Often, 3 = Occassionally, 2 =
Seldom, 1 = Never). Also, demographic information of the respondents was

collected.

3.3 Procedure
At Time |, the developed SJT-L test was administered to 109 managers in the
organization and the participants were asked to imagine themselves as experiencing

the situation at the time they were responding and choose one option which best
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reflected what they would do in the situation. These managers were also requested to
write their names or a pseudonym in order to be later able to match their responses to
the second wave (Time Il) of data collection. Moreover, demographic information
such as gender, title, department, age, and tenure were requested from these
managers. Of the contacted 109 managers, 87 (80%) responded to the test.

Two to three weeks after the administration of the SJT-L, at Time II, the 40-
item LOQ was administered to these 87 managers and for identification, the same
name/pseudonym that they had provided at Time | for the SJT-L were requested
from them. A two to three-week break was given between these two tests in order to
prevent any potential spillover effects.

At Time Il, managers were also asked whether they would give their consent to
be evaluated by their subordinates in terms of their managerial/leadership style and
their performance. Managers giving their consent were asked to write down the
names of those followers/subordinates. As a consequence, 60 managers gave the
names of 204 followers and 160 of them responded to the questionnaire.

These 160 followers were asked to evaluate their manager’s leadership
behaviors using a 53-item questionnaire, including the 40 LOQ items, 11 job
performance items, and two satisfaction items. In other words, the participating
subordinates were asked to rate their manager’s leadership style, his/her
performance, their satisfaction with their manager, and their own job satisfaction. In
addition to these 53 items, the subordinates were asked to fill out a demographic
information form, which included items such as gender, title, department, age,
tenure, and the name of their supervisor of whom they evaluated the leadership

behaviors. A summary table for the procedure is presented in Figure 4.
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Time |

Time Il
(2-3 weeks later)

Time 11
(1-2 week later)

e 24-item SJT-L was
administered to 109
managers

e Demographic
information (gender,
title, department,
age, and tenure) were
requested from them
e 87 of them agreed

to participate (80%)

e 40-item LOQ was
administered to 87
managers

e Asked  for

consent to be evaluated

their

by their subordinates
e 60 of managers gave
the names of 204

subordinates

e 160 of subordinates
agreed to participate
(78%)

e 53-item LOQ was

160
subordinates including;
o 40 LOQ items,

o 11 job performance

administered  to

items,

o 2 satisfaction items

(job and supervisor)
e Demographic
information (gender, title,
department, age, tenure,
and the name of their
supervisor) were

requested from them

Figure 4. Summary of the Procedure
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CHAPTER 4

RESULTS

The purpose of the study was to develop a task-oriented and a relationship-
oriented scale making use of SJT method. It was hypothesized that the task-oriented
SJT-L is positively related to the supervisors’ ratings for task-oriented leadership as
assessed by the LOQ (1a), the relationship-oriented SJT-L is positively related to the
supervisors’ ratings for the relationship-oriented leadership as assessed by the LOQ
(1b), the task-oriented SJT-L is positively related to the subordinates’ ratings for
task-oriented leadership as assessed by the LOQ (2a), the relationship-oriented SJT-L
is positively related to the subordinates’ ratings for the relationship-oriented
leadership as assessed by the LOQ (2b), the task-oriented SJT-L explains more
variance in job performance than the corresponding LOQ measurement (3a), and the
relationship-oriented SJT-L explains more variance in job performance than the

corresponding LOQ measurement (3b).
4.1 Demographic Variables of the Participants

Descriptive statistics concerning the demographic characteristics of the

manager and subordinate samples are summarized in Table 1.

26



Table 1 Descriptive Statistics of the Demographic Variables

Variable Mean Std.Dev. Min. Max.

Subordinate Variables
Age 33.94 8.49 23.00 60.00
Tenure with supervisor (years) 233 227 1.00 11.00
Gender: 70 Male (55%), 57 Female (45%)

Supervisor Variables
Age 44.09 6.68 31.00 59.00
Tenure in the organization (years) 18.98 6.46 3.00 36.00
Gender: 55 Male (63%), 32 Female (37%)

4.2 Initial Analysis on the SJT Items

Before testing the hypotheses of the study, a series of analyses was conducted
on the SJT items to be able to obtain SJT-based measures of task- and relationship-
oriented leadership. Consistent with the main purpose of developing an SJT of
leadership tapping into task-oriented and relationship-oriented leadership (as
proposed by the behavioral approach to leadership), an exploratory factor analysis
was first conducted on the 24 SJT items. However, the emerging solution was
difficult to interpret. Hence, a series of factor analyses with different rotation
techniques, extraction types, and forced number of factors were tried. Nonetheless,
the expected task-relationship division was never obtained.

Despite these disappointing results, the items were manually grouped under
theoretically expected categories and the scales were formed to examine the patterns
of correlations between the constructs of interest. That is, in an exploratory fashion,
the correlations among the two SJT-L scales and the LOQ scales, and the
performance measure were examined along with reliabilities of these measures.
However, most of the correlations were not in the expected magnitude and/or
direction. Furthermore, the reliabilities of the two SJT-L scales were disappointingly

low. Also the response pattern to some of the items did not make sense theoretically.
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Therefore, a decision was made to use an alternative 5-point scoring (as opposed to
the original 3-point scoring) method, where each option for each item received a
value from 1 to 5; “1” for the worst option and “5” for the best option.

Furthermore, the descriptive statistics for 24 items were examined and 1 item
was deleted because of zero variance and 1 item was deleted because of theoretically
unexpected pattern of responding.

Although all these changes improved both the reliability and correlation values,
the expected SJT-Task (SJT-T) and SJT-Relationship (SJT-R) division of the items
could not be made. Furthermore, the observed response pattern was still quite
difficult to make sense from a theoretical perspective. So, rather than developing two
SJTs measuring task- and relationship-oriented leadership, a decision was made to
develop a single SJT measuring context-specific leadership.

An empirical approach was adopted to identify both the items and response
options that best predicted supervisory performance. That is, for every SJT item, the
response option that best predicted the subordinates’ ratings of leadership
performance was identified. For this purpose, every option for each item was dummy
coded and the option which predicted performance better was chosen as the best
response option for that item. Consequently, the new range of scores was 0-1; the
best option had the value of “1” while the others had “0”. The matrix showing the
correlations of each option of each SJT item with task- and relationship-oriented
LOQ evaluated by subordinates, task- and relationship-oriented LOQ evaluated by
supervisors, supervisors’ performance evaluated by subordinates, subordinates’
satisfaction from their jobs, and subordinates’ satisfaction from their supervisors can
be obtained from the researcher. The correlations showed that none of the response
options of 12 of the SJT items did not have any significant relationship with job
performance. Therefore they were dropped from further analyses leaving 10 SJT
items (which will be referred to as SJT-L items hereafter) that had relatively high
correlations with the performance measure. In other words, the resulting 10-item
SJT-L has been formed using an empirical approach. That is, only the SJT items with
options showing meaningful correlations with job performance (as measured by
subordinates) were kept in the final leadership scale. The 10-item SJT-L can be seen

in Appendix G.
28



4.3 Descriptive Analyses

Since an SJT-T and an SJT-R could not be developed, the hypotheses of the
study were tested, in an exploratory fashion, using the overall SJT-L scale.

Data screening and data cleaning was the first step to start the analyses.
Accuracy of data was first controlled by checking for out of range values. There was
no value that was out of range. One hundred twenty five outliers were detected out of
18640 inputs. When the raw scores for these outliers were compared with the mean
and standard deviations, it was found that these scores were not far from the range -3
to +3. In order not to reduce the sample, a decision was made to retain these cases in
the study. Among the supervisors’ data, there was one missing value for age and one
missing value for tenure which were replaced by the means. Also, there was one
missing value for title and three missing values for section information collected
from 87 participants. Among the subordinates’ data, there were 36 missing values for
age (22.5%) and 26 missing values for tenure with the supervisor (16%). Also, there
were 37 missing values for title (23%) and 33 missing values for gender (21%).
Since these missing demographic values did not affect the essence of the analyses,
they were retained in the analysis in order not to reduce the sample size.

As stated above, since the SJT-L was formulated as an overall leadership scale
instead of the hypothesized task- and relationship-orientation scales, the hypotheses
were tested according to this new formulation. Table 2 presents correlations,
reliabilities, and descriptive statistics of the study variables.
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Table 2 Correlations, Reliabilities, and Descriptive Statistics of the Study Variables

Variable M SD 1 2 3 4 5 6 7 8

Subordinate ratings®

1- Supervisor performance*** 4.06 0.60 (.88)

2- Satisfaction from job*** 3.91 0.90 22(%%) -

3- Satisfaction from supervisor***  4.39 0.78 T2(%*)  .31(%*) -

4- Task oriented LOQ*** 3.28 0.51 A19(*)  -.03 -.04 (.82)

5- Relationship oriented LOQ***  3.68  0.61  .49(**) .31(**) .65(**) -.38(*%) (.89)

Self Ratings® (Supervisors)

6- Task oriented LOQ*** 3.30 0.42 -15 -.01 -20(%)  .26(**)  -.26(**) (.76)
7- Relationship oriented LOQ***  3.81 0.34 12 .06 21(**%)  -16(*) 24(%*%)  -48(*%)  (.74)
8- 10-Item SJT-L**** 0.36 0.15 39(**) .04 37(**) .07 22(**)  -.26(**)  .20(*) (.26)

Note. Reliability estimates are presented at the diagonal. ®°N = 160, °N = 60. *p < .05, **p < .01. ***Assessed with a 5-point Likert scale
ranging from "1=Never" to "5=Always". ****Respondents were asked to choose one option among 5 options for each question. The scoring
range for SJT-L options was 0-1; 1 point for the best option, O for else.
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Correlations of the SJT-L with the LOQ scales were examined with the purpose
of exploring the construct validity of the SJT-L as dictated by Hypotheses 1a, 1b, 23,
and 2b. The relationship between the SJT-L and supervisors’ self ratings for task-
oriented LOQ was significant but in the unexpected direction (r = -.26, p < .01),
failing to support Hypothesis 1a. The relationship between the SJT-L and
supervisors’ self ratings for relationship-oriented LOQ was positive and significant (r
= .20, p < .05), yielding support for Hypothesis 1b. The relationships between the
SJT-L and subordinates’ ratings of their supervisors’ task-oriented leadership using
the LOQ was not significant, meaning no support for Hypothesis 2a. However, the
relationship between the SJT-L and subordinates’ ratings for their supervisors’
relationship-oriented leadership using the LOQ was positive and significant (r = .22,
p < .01), which is a support for Hypothesis 2b.

Examination of Table 2 reveals that the SJT-L had significant positive
correlations with subordinates’ ratings of job performance of their supervisors (r =
.39, p < .01) providing some support for the criterion validity of the SJT-L.

The SJT-L’s correlation with the subordinates’ satisfaction from the job was
not significant whereas its relationship with subordinates’ satisfaction with their
supervisor was positive and significant (r = .37, p < .01). However, the SJT-L’s
correlation with task-oriented leadership was either nonsignificant (i.e., correlation
between SJT-L and subordinates’ ratings for task-oriented LOQ) or negatively
significant (i.e., correlation between SJT-L and self ratings for task-oriented LOQ).
The observed positive correlation of the SJT-L with job performance was greater
than the correlations of the traditional measurement of task-oriented (r = -.15, n.s.)
and relationship-oriented (r = .12, n.s.) leadership.

Subordinates’ ratings for their supervisor’s performance was significantly and
positively correlated with their ratings for their own satisfaction from job (r = .22, p
<.01) and for their own satisfaction from their supervisors (r = .72, p < .01) meaning
that the higher the performance of the supervisors (as evaluated by the subordinates),
the more satisfied the subordinates were from both their jobs and their supervisors.

There is a higher correlation between the supervisor performance and
relationship-oriented LOQ (r = .49, p <.01) than task-oriented LOQ (r = .19, p < .05)

as assessed by the subordinates meaning that the performance of supervisors who
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were perceived as relationship-oriented was evaluated better. Likewise, subordinates
who perceived their supervisors as relationship-oriented was found to be more
satisfied with their jobs and supervisors (r = .31, p < .01 and r = .65, p < .01
respectively), whereas, the relationship between task-oriented leadership was not
associated with subordinate satisfaction with the job.

One interesting finding is that, the more supervisors identified themselves as
being relationship-oriented, the more their subordinates were satisfied with their
supervisors (r = .21, p < .01) while the more supervisors identified themselves as
being task-oriented, the less satisfied were their subordinates with their supervisors (r
= -20, p < .05). Interestingly, these relationships were not significant when
subordinates’ satisfaction with their jobs were examined. Since job satisfaction is
composed of more components such as salary, work environment, and other

employees than supervisor satisfaction, the results may be reasonable.

Following the examination of the correlations, a multiple regression analysis
was conducted to examine the ability of the SJT-L in predicting job performance.
Before conducting the regression analysis, the relationships between job performance
and tenure, age and sex were examined. Since the correlations were not significant,
these demographic variables were not used as control variables in the regression
analysis. The results of the regression analysis testing the predicting power of SJT-L

over LOQ assessed by supervisors can be seen in Table 3.
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Table 3 Regression Analysis Testing the Predicting Power of SJT over LOQ

Assessed by Supervisors

Std.
Criterion B Error B T R F
16* 9.51*

Task oriented LOQ -06 .12 -.04 -.46

By supervisors
Relationship oriented LOQ .04 15 .03 .30

By supervisors
10-item SJT-L* 152 .31 37 4.89

Dependent Variable: Performance of supervisors. *p < .001.
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As it can be seen in Table 3, SJT-L significantly predicted performance scores,
B= .37, 1(156) = 4.89, p < .01. Although the variance in job performance explained
by task oriented and relationship oriented LOQ scores by supervisors were not
significant, SJT-L explained a significant proportion of variance in job performance
scores R? = .16, F(3, 156) = 9.51, p < .001, yielding some indirect support for
Hypothesis 3.

Therefore, the SJT-L appears to be a decent predictor of subordinate rated job
performance in this specific government organization. A hierarchical regression
analysis, presented in Table 4, in which the SJT-L was entered after the dimensions
of LOQ rated by the supervisors, also supported this interpretation.
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Table 4 Hierarchical Regression Analysis Testing the Predicting Power of SJT Over LOQ Assessed by Supervisors

Std. R
Criterion B Error g T R change F F change
Step 1: .03 .03 2.00 2.00
Task oriented LOQ -17 .13 -12 -1.33
by supervisors
Relationship oriented LOQ 11 .16 .06 .66
by supervisors
Step 2: 16*  13* 9.51* 24*
Task oriented LOQ -03 .12 -.04 -.46
by supervisors
Relationship oriented LOQ .04 15 .02 .29
by supervisors
SJT-L* 152 .31 37 4.89

Dependent Variable: Performance of supervisors. *p < .001.



CHAPTER 5

DISCUSSION

5.1 Discussion

This study was designed to develop a situational judgment test aiming to
measure leadership, which is a situation-specific construct and a powerful predictor
of performance (O’Connell et al., 2007; Fiedler & Garcia, 1987). Another aim of this
study was to assess the predictive ability of this situational leadership test for job
performance in a government organization.

This study aimed to develop an improved approach to the measurement of
leadership construct by using SJT methodology in a specific context in which
leadership behaviors occur naturally. The participants were presented situation
specific leadership items that they were likely to confront in their work setting and
were asked to choose the response option that best reflected what they would do in
the given situation. The original plan was to create two different SJT-L scales
measuring task-orientated leadership (SJT-T) and relationship-orientation leadership
(SJT-R). However, the results of the analyses showed that it was not possible to
create two different tests since the factor analysis was not able to yield any
meaningful results. Moreover, the reliabilities and the pattern of the correlations
suggested that the expected division was not possible for the SJT items. For
exploratory purposes, alternative scoring methods were tried to enlarge the scale
range. Also, 2 items were deleted either because of having zero variance or
theoretically unexpected pattern of responding. Despite these interventions,
development of task- and relationship-oriented SJT scales could not be
accomplished.

Hence a decision was made to develop an overall measure of leadership
through SJT methodology. The empirically developed measure was believed to tap
into what could be defined as effective situational leadership in the organization

where the test was developed. For this purpose, every response option of each 22
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item was explored in order to find out which options best predicted subordinate-rated
job performance. Finally, a general SJT-L composed of 10 items were formed. The
SJT-L had relatively meaningful correlations with some of the variables of interest in
this study, justifying some further statistical analyses.

In order to explore the SJT-L’s relationship with the study variables, further
analyses were conducted. The pattern of correlations between the SJT-L and the
LOQ-R and LOQ-T suggested that SJT-L was more likely to tap into the relationship
aspects of leadership rather than the initiating structure component. Furthermore the
SJT-L was found to have significant relationship with supervisors’ job performance
(.39, p < .01). The hierarchical regression analysis indicated that the SJT-L was a
unique and stronger predictor of job performance than the LOQ dimensions,
explaining 16% of the variance in job performance (R? = .16, F (3, 156) = 9.51, p <
.001). Interestingly, LOQ-T’s contribution to supervisory performance was negative.
Although the relationships between the task-oriented LOQ and SJT-L were either not
significant (r = .07, with subordinate rated LOQ-T) or negative (r = -.26, p < .01,
with self-rated LOQ-T), the relationships between the relationship-oriented LOQ and
the SJT-L assessed by both subordinates (r = .22, p < .01) and the supervisors
themselves (r = .20, p < .05) were significant. These results suggest that the
relationship features of leadership are more clear and similar in the minds of both the
supervisors and the subordinates in this organization and also were more predictive
of supervisors’ job performance. In other words, leadership seems to be
conceptualized in the minds of both the employees and the supervisors as a
relationship-oriented rather than a task-oriented attribute.

Also, it was found that as the supervisors’ self-reported relationship orientation
increased, their subordinates were more satisfied with their supervisors (r = .21, p <
.01). Interestingly, as supervisors’ task orientation increased, their subordinates were
likely to be less satisfied with their supervisors (r = -.20, p < .05). The SJT-L also
had a positive correlation with supervisory satisfaction variable (r = -.37, p < .01).
These correlations suggested that leadership was perceived as having more
relationship characteristics in it than task characteristics in this specific

organizational context. In other words, the more supervisors/managers exhibited a
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relationship oriented style (i.e., consideration), the higher the perceived performance
and the more satisfied were the subordinates with supervisor.

Emergent importance of relationship-oriented leadership in this study seems to
be consistent with characteristics of Turkish culture as identified in cross-cultural
studies (e.g., Hofstede, 1980; 1996). There are five cultural dimensions identified by
Hofstede, which are power distance, individualism, masculinity/femininity,
uncertainty avoidance, and long-term orientation. Turkey has been identified as a
relatively collectivist culture with a relationship-orientation as characterized by its
high status on femininity. Turkey scored 45 on masculinity/femininity dimension, a
score closer to the femininity end of the continuum, meaning that “the softer aspects
of culture such as leveling with others, consensus, and sympathy for the underdog are
valued and encouraged” (The Hofstede Centre, Turkey (n.d.). Retrieved January 14,
2013 from http://geert-hofstede.com/turkey.html). Cultures of work organizations are
inevitable reflections of the host national culture (Temel Eginli & Yeygel Cakur,
2011). Therefore, the findings of the current study, pointing the importance of
relationship-oriented leadership regarding critical organizational outcomes may well
be a manifestation of the relationship-orientation of the Turkish cultural context in
general.

As expected, there was a positive relationship between the SJT-L and
supervisors’ overall performance. Since the SJT-L had an incremental validity over
LOQ when predicting performance, it may be argued that these two measures tap
somewhat different aspects of leadership. The SJT-L measures specific preferences
of a person in different situational contexts in a low fidelity simulation; while LOQ,
which is a traditional scale, seems to measure more broad characteristics of a
person’s leadership. While responding SJT-L, respondents assumed themselves
experiencing the situation at the time of responding, whereas the respondents were
more likely to search their past experiences while they were responding to the LOQ
items since the items in the LOQ were more direct and precise and required one
person’s general attitude. These findings support that SJT is a powerful predictor of

job performance when one single construct (that is leadership) is measured with it.
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5.2 Limitations of the Study

An important limitation of this study was that the task-oriented and
relationship-oriented SJT-L items were defined empirically by the researcher before
the test was administered to the managers. When the results for these two types of
SJT-L were analyzed, it was obvious that the respondents were not able to
differentiate them. A good alternative strategy would be to ask the SMEs to develop
task- and relationship-oriented critical incidents separately and then to ask them (or
to another group of SMES) to evaluate the task- and people-orientedness of each
response item for each SJT item separately. A related limitation of the study is not
being able to test the hypotheses directly but indirectly, using the overall SJT-L
measure.

Another limitation was that there were 10 different general directorates in the
organization where the data were collected. The managers in these different
directorates could have had quite different job responsibilities, making some of the
SJT items somewhat irrelevant for some of them. That is, the presented situations
may not have been very representative for all the managers. This may explain the
difficulty to interpret response patterns in most of the eliminated items. Therefore,
the resulting test, composed of 10 items, may not fully represent the leadership
situations for this corporation.

One more limitation may be that this study was realized in one organization.
More critical incidents could have been collected if this study was conducted in
different government organizations.

Despite these limitations, however, the resulting 10-item measure of the SJT-
L’s relationships with the study constructs, especially with the subordinate rated job

performance measure, were in general satisfactory.

5.3 Potential Contributions to the Literature

An intended contribution of the present study was to develop SJTs measuring
both task- and relationship-oriented leadership constructs. To the knowledge of the
author, there is no study on the development of a leadership measure using the SJT

methodology. Despite not being able to separate the SJT-T and SJT-R, the developed
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SJT-L, which is believed to be an organization specific measure of effective
leadership, seems to be significant contribution in itself.

Another strength of the present study concerns the use of more than one source
of data collection. In this study, data from both supervisors and their subordinates
were collected. By this way, it was possible to reduce the common method bias,
which seems to be serious threat to the credibility of the reported findings. Especially
the relatively high and significant correlation between the SJT-L and subordinate

rated job performance increase the credibility of the reported findings.

5.4 Suggestions for Future Research

One challenge to form a situational judgment test was to ensure its reliability.
As indicated by Catano, Brochu, and Lamerson (2012), SJTs tend to have low
internal reliability estimates. Consistently in the present study the alpha level was not
satisfactory. A better reliability estimate would be using a test-retest approach. In this
study, test-retest approach could not be used because of the hard working conditions
of the managers and subordinates as they could not allocate more time for this study.
Using a test-retest reliability estimate for situational judgment tests was also
proposed by Motowidlo et al. (1990) and O’Connell et al. (2007).

The items and options of SJT-L were created by using critical incidents by the
managers and experts of the organization. For future research it is recommended that
more critical incidents representing a wider variety of leadership situations should be
collected from more representative samples within the organization.

In this study, the expected splitting of task- and relationship-oriented items
was not achieved. One reason for this could be that the SJT items were classified by
the researcher herself. Future studies may use SMEs in classifying the SJT items into

these two behavioral dimensions.
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APPENDICES

APPENDIX A: CRITICAL INCIDENTS QUESTIONNAIRE

KRITIK OLAYLAR ANKETI

Saym Ekonomi Bakanligi Calisan,

Bu calismanin amaci, Ekonomi Bakanlig blinyesinde yapilmakta olan islerde
karsilagilan cesitli durumlar karsisinda gosterilen etkili ve etkisiz liderlik davranisi
ornekleri hakkinda ayrintili bilgi toplamak ve bu bilgilere dayanarak etkili liderlik
davraniglarinin 6l¢itildiigii bir durumsal muhakeme testi gelistirmektir.

Bu amaca yonelik olarak sizlerin Ekonomi Bakanligi biinyesinde calisirken
edindigi deneyimlere basvurulmas: Ongdriilmiistiir. Liitfen asagida yer alan
aciklamalar1 dikkatli bir sekilde okuyarak size yoneltilen sorulari yazili olarak
cevaplandiriniz. Verdiginiz bilgiler icinde kimliginizi aciga ¢ikaran higbir bilgi
bulunmamaktadir. Cevaplariniz sadece etkili liderlik davraniglarinin 6l¢iildiigii bir
durumsal muhakeme testi gelistirme amaglh kullanilacak olup higbir kisi veya
kurumla paylasilmayacaktir.

Katkilariniz i¢in simdiden tesekkiir ederiz.

BOLUM 1: DEMOGRAFIK BILGILER

Yasiniz

Cinsiyetiniz : Kadin: Erkek:

Ekonomi Bakanligi’nda

calisma siireniz

Goreviniz

Unvaniniz
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BOLUM 2: IS OLAYLARI
Bu boliimde igyerinde yasanan olay, durum veya sorunlara yonelik sorular
bulunmaktadir. Liitfen asagidaki sorular1 dikkatlice okuduktan sonra miimkiin oldugu

kadar ayrintil1 bir sekilde yanitlayiniz.

Sorul:
Liitfen, Kurumunuzda bizzat yasadiginiz veya tanik oldugunuz bir “Etkili Liderlik”

davranig1 6rnegini disiiniiniiz. Bu davranisla ilgili agagidaki sorulari cevaplayimniz

la. Olay/Durum/Sorun ne idi? (Liitfen ayrintili olarak fakat isim vermeden yaziniz)

1b. S6z konusu kisi bu durumda nasil davrandi?

1c. Bu davranisin sonucu ne oldu?

1d. O kisi nasil davransa sonug daha farkli olurdu?
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Soruz:
Liitfen, Kurumunuzda bizzat yasadiginiz veya tanik oldugunuz bir “Zayif Liderlik”

davranig1 0rnegini diisiiniiniiz. Bu davranisla ilgili asagidaki sorular1 cevaplaymiz

2a. Olay/Durum/Sorun ne idi? (Liitfen ayrintili olarak fakat isim vermeden yaziniz)

2b. S6z konusu kisi bu durumda nasil davrandi1??

2¢. Bu davranisin sonucu ne oldu?

2d. O kisi nasil davransa sonug daha farkli olurdu?

50




Soru3:

Liitfen, Kurumunuzda bizzat yasadigiiz veya tanik oldugunuz ve size “keske daha
farkli davransaydim/davranilsaydi, o zaman daha etkili bir liderlik davranisi
sergilenmis olurdu” dedirten bir olayi/durumu/sorunu diisiiniiniiz. Diisiindiigiiniiz bu

davranigla ilgili asagidaki sorular1 cevaplayiniz.

3a. Olay/Durum/Sorun ne idi? (Liitfen ayrintili olarak fakat isim vermeden yaziniz)

3b. Bu durumda siz nasil davrandiniz (ya da davranigina tanik oldugunuz kisi nasil

davrandi)?

3c. Bu davranisin sonucu ne oldu?

3d. Nasil davranilsaydi sonug¢ daha iyi olurdu?
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APPENDIX B: LEADERSHIP SITUATIONS QUESTIONNAIRE

LiDERLIK DURUMLARI

Sayin Ekonomi Bakanlig1 Calisan,

Asagida, bu kurumda bir yonetici olarak karsilasabileceginiz durumlar
verilmistir. Liitfen bu durumlarin sizce gercek¢i olup olmadigini, eger gercekei
degilse nedeniyle birlikte belirterek, bu durumda gosterilebilecek en etkili ve en

yetersiz liderlik davraniginin ne oldugunu yaziniz.

Verdiginiz bilgiler i¢inde kimliginizi aciga ¢ikaran hicbir bilgi
bulunmamaktadir. Cevaplariniz sadece akademik arastirma amagh kullanilacak olup

hicbir sahis veya kurumla paylasilmayacaktir.

Durum: Daire Baskani1 olarak bagli oldugunuz miistesar yardimcisi tarafindan 2 saat
icerisinde hazirlanmasi ve teslim edilmesi istenen bir bilgi notunu hazirlamakla
gorevlendirildiniz. Size bagli olarak calisan 3 elemaninizin biri yurt dis1 gérevinde,
digeri ise yillik izninde oldugu i¢in bu isle ilgilenebilecek 1 elemaniniz var, onun da

yetistirmesi gereken bagka onemli isleri var.

a) Bu durum kurumunuz igin gergek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?
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Durum: Daire Bagkani olarak Genel Miidiirliigiiniizii temsilen 6nemli bir toplantiya
katilacaksiniz ve bunun ic¢in gerekli olan hazirliklar1 daire elemanlariniz, Genel
Miidiir Yardimcimiz ve Genel Miidiiriinliz ile birlikte yiiritmektesiniz. Bir sonraki
giin gerceklesek olan bu toplantida kullanmak iizere gerekli olan biitiin evraklar
elemanlariniz hazirliyor ve son anda yapilmasi istenen bu is i¢in elemanlariniz iki
giin boyunca kesintisiz calisti. Ertesi giin toplantiya ara verildiginde Genel

Miidiiriiniiz bir evrakin eksik oldugunu sdyliiyor ve bunun nedenini soruyor.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Bir yabanci iilke heyetiyle siirdiiriilen bir miizakerenin sonlarinda dogru
kars1 taraf, sizin bagkanligini yapmakta oldugunuz heyetten uzun ve ayrintili bir
caligma gerektiren ve miizakerelerin bitimine kadar tamamlanmasi miimkiin olmayan
bir liste calismasi yapilmasimi ve kendilerine toplantilarin bitimine kadar teslim

edilmesini talep etti.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayar:

53




Aciklayniz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Bir firmanin Bakanlik’a sundugu bilgilerin dogrulugunun denetlenmesi i¢in
gorevlendirilen iki uzmandan birisiniz. Yaptiginiz arastirma sonucunda, firmanin
Bakanlik’a sundugu bilgiler ile muhasebe kayitlar1 arasinda tutarsizlik oldugunu fark

ettiniz.

a) Bu durum kurumunuz igin ger¢ek¢i mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Uluslararas: bir anlasmanin miikarelerini yiirliten heyetin baskanisiniz. Bu
anlagsmanin imzalanmasi i¢in Cumhurbagkani seviyesinde iizerinizde ciddi bir baski
var. Artik sonlarina yaklasilan miizakereler sirasinda, karsi tarafin taleplerinden vaz

gegmemesine ragmen sizin taleplerinizi karsilamamakta 1srarc1  oldugunu
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goriiyorsunuz. Ayrica karsi tarafin biitiin taleplerini kabul ettiginiz zaman, bu

anlasmanin onlarin lehine sonuglanacagini diisiiniiyorsunuz.

a) Bu durum kurumunuz igin ger¢ek¢i mi?

Evet:

Hayr:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?

Durum: Genel Miidiirii oldugunuz genel midiirliikte, genel miidiir yardimcilarinizin
hepsi ve daire bagkanlarinizin bir kismi, ya yurt dis1 gorevlerinde bulunduklari i¢in
ya da heniiz atamalar yapilmadig1 i¢in gorevlerinde aktif olarak bulunmamaktalar ve
bu durum bir iki ay boyunca bu sekilde siirecek. Yogun bir donemden gegiyorsunuz

ve az sayida ara kademe yoneticisi ve uzmanla isleri yiirlitmek zorundasiniz.

a) Bu durum kurumunuz igin gergek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranig ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?
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Durum: Daire bagkani oldugunuz birimin sorumluluk alanina giren bir konuda,
miikelleflerin, sizin ve ilgili uzmanimizin katildig1 bir toplantidasiniz. Miikelleflerin
sikayetlerinin dinlendigi bu toplantida, bir miikellefin yaptig1 bir talebe, uzmaniniz
mevzuata dayanarak olumsuz cevap veriyor. Fakat siz, belli bir dayanaginiz

olmamasina ragmen bu konuda farkl diisiinliyorsunuz.

a) Bu durum kurumunuz igin gergek¢i mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?

Durum: Bakanlik makamindan, baskan1 oldugunuz daireye acil bir bilgi notu talebi
geldi. Konuyla ilgili olarak c¢alisan uzman yardimciniza bu notu hazirlama gorevini
verdiniz fakat uzman yardimcinizin hazirladig1 notta temel bazi hatalar oldugunu

fark ettiniz.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Aciklaymniz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?
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¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Gelecek hafta yurt disindan gelecek olan bir heyetle gerceklestireceginiz
uluslararasi anlasma miizakereleriniz var. Bu konuda en fazla bilgiye daire bagkani
olarak siz sahipsiniz ve miizakerelere hazirlik doneminde size ¢ok ihtiyag¢ var. Fakat
siz ¢cok hastasiniz ve doktor evde dinlenmezseniz ¢ok daha koétiileseceginizi sdyliiyor.

Kotlilesmeniz durumunda ise miizakerelere katilamama durumunuz ortaya ¢ikabilir.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Bakanlik makamindan genel miidiirliglinlizce yapilmas: gereken bir
calisma hakkinda talimat geldi fakat bu c¢alismanin daha Once bir benzeri
yapilmamis. ik kez yapilacak ve biitiin bakanliga 6rnek teskil edecek bir galisma.
Genel miidiir olarak bu ¢aligmanin nasil yapilacagi konusunda yontem belirlemeniz

gerekiyor.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:
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Hayir:
Acgiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Genel midiir olarak, Tirkiye ile bir {ilke arasinda imzaladiginiz bir
anlagsmanin yiiriirliige girmemesi konusunda i¢ ve dis baski karsisindasiniz. Konuyla
ilgili bazi kurum ve kuruluslar biirokratik engeller yaratiyor. Diger yandan da
imzaladiginiz anlagmanin bir an Once yirirliige girmesinin, iilkemiz agisindan

olumlu sonuglar yaratacagini biliyorsunuz.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?

Durum: Uluslararast bir anlasmanin toplantilar1 esnasinda, baska bir kurumla

koordineli olarak ¢aligmaniz gerekiyor. Dairenizde ¢alisan bir uzman yardimcisi bu
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konuyla ilgileniyor. Toplantilar sonrasinda, diger kurumda calisan bir daire baskani
ile aranizda bir sorun oluyor ¢linkii bu kisi, acil bir islem i¢in gerekli olan bir belgeyi
onlara géndermediginizi iddia ederek, gerekli islemleri yapmay1 reddediyor. Uzman
yardimciniz ise 1srarla bu belgeyi kendilerine gonderdigini belirtiyor fakat bunu

ispatlayamiyor.

a) Bu durum kurumunuz igin ger¢ek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?

Durum: Genel miidiir tarafindan, dairenizde c¢alisan bir uzman yardimcisina daha
once bilmedigi ve g¢alismadigi bir konu hakkinda kapsamli bir ¢alisma yapmasi
talimat1 verildi. Uzman yardimcist ise bu konuda nasil ¢alismasi gerektigi hakkinda

Size soru soruyor.

a) Bu durum kurumunuz igin ger¢ek¢i mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?
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¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Bakana sunulmak iizere kisa siire igerisinde hazirlanmasi gereken detayl
bir ¢alisma yapilmasi ve bu c¢alismanin diger dairelerle koordineli bir sekilde
yapilmast gerekiyor. Genel miidiir, konuyla ilgili olarak yaptig1 toplantida ne
yapilmas1 gerektigini belirtti fakat kimlerin neyi yapmasi gerektigini ve nasil bir
formatta yapilmasi gerektigini belirtmedi ve bunu daire bagkanlarina birakti. Diger

ic daire bagkaninin konuyla ilgili olarak hemen ¢alismaya basladigini gérdiiniiz.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Bir kurul toplantisinda dairenizi temsilen bulunmaktasiniz. Kurulda
goriisiilecek bir konu hakkindaki dosyanin igerigini daire baskani olarak siz
biliyorsunuz fakat dosyanin baski ve diizenleme islemlerini uzman yardimciniz yapti.
Kurul sirasinda, hazirlanan dosyada bir maddenin anlasilamamasi nedeniyle bir
sorun yasandi ve kurul bagkan1 dosyay1 hazirlayan uzman yardimcisina konuyla ilgili

olarak sert tepki gosterdi.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:
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Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Genel Miidiir olarak calistigimiz kurumda, daire baskanlarinizdan biri
hakkinda gerek bu daire bagkaninin altinda calisan elemanlar gerekse diger daire
baskanlari tarafindan size bir ¢ok kere sikayetler geldi. Bu sikayetler genel olarak o
kisinin elemanlarma kotii davrandigina, 6zel hayatlarina saygi gostermedigine dair
calisma ortaminda diger insanlari rahatsiz eden konular hakkinda. Fakat siz bu

kisinin ortaya koydugu islerden memnunsunuz.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?

Durum: Bagkani oldugunuz dairede c¢alisan bir uzmaniniz baska bir genel
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miidirliige gegmek icin girisimde bulunarak bu genel midiirliikkten kabul almistir.
Siz ise bu durumu diger genel miidiirliikten istek gelmesi lizerine 6greniyorsunuz.

Calisaninizin gegisi sizin onayiniza bagli.

a) Bu durum kurumunuz igin ger¢ek¢i mi?

Evet:

Hayir:
Aciklayniz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Dairenizde calisan elemanlarinizdan bir tanesi, ailevi sorunlar, saglik
sorunlart gibi nedenlerle sizden siirekli izin talep ediyor. Calisanlarinizi kirmamak
adina bu tiir isteklere olabildigince olumlu cevap vermeye ¢alisiyorsunuz. Fakat artik

bu kisinin, sizin 1yi niyetinizi istismar ettigini dlisiinmeye basladiniz.

a) Bu durum kurumunuz igin gergek¢i mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?
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Durum: Dairenizde ¢alisan bir uzman yardimcisi ve baska bir dairede calisan bir
sube midiirii arasinda bir sorun yasanmis ve sube miidiirli, uzman yardimcinizin
kendisinden oziir dilemesine ragmen herkes i¢inde onu azarlamis, hakaret ve tehdit
etmistir. Uzman yardimciniz, konuyla ilgili olarak sikayette bulunup hakaret davasi

acmaya hazirlaniyor. Bu konudan bagkalar1 araciligiyla haberdar oldunuz.

a) Bu durum kurumunuz igin ger¢ekgi mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Dairenizde ¢alisan iki uzman yardimcisinin aralarinda bir uyusmazlik
oldugunu goriiyorsunuz. Bu iki kisi, 6zellikle birlikte ¢alistiklart zamanlarda stirekli
tartisiyor ve isler bu nedenle aksadigi gibi dairede de siirekli huzursuz bir ortam

olugmasina neden oluyor.

a) Bu durum kurumunuz igin gergekgi mi?

Evet:

Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?
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¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Dairenizde calisan elemanlarinizdan biri, yiiksek referansina giivenerek
islerini aksatiyor ve dairenizdeki diger ¢alisanlar arasinda adil olmayan bir is bolimii
olusmasi nedeniyle huzursuzluga yol ac¢iyor. Biliyorsunuz ki kurumunuzda terfi
edebilmek icin referansa sahip olmak bir avantaj ve sizin de terfi déneminiz

yaklastyor.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Dairenizdeki elemanlariniz, yeni bir biilten hazirlamak i¢in calismaya
bagladilar. Uzun bir ¢alisma sonrasinda size sunduklar1 ¢alismanin, daha onceki
calismalardan ¢ok daha farkli hazirlandigini ve hem igerik hem de sekil agisindan
daha farkli oldugunu goriiyorsunuz. Kurumunuzda eski aligkanliklar: siirdiirmek gibi

yazili olmayan bir gelenek oldugunu da biliyorsunuz.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:
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Hayir:
Aciklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?

Durum: Bakanlik makamindan, daireniz ilgi alanina giren bir konuyla ilgili bir bilgi
notu hazirlanmasi1 talimati geldi ve siz bu gorevi yeni baslayan bir uzman
yardimcisina verdiniz. Bilgi notunu nasil hazirlayacagi ve bilgileri hangi
veritabanindan c¢ekecegini de belirttiniz. Uzman yardimcisinin hazirladigi bilgi
notunu ve tablolar1 incelemesi i¢in genel miidiirliniize verdiniz fakat genel mudiir sizi
yanma c¢agirarak bilgilerin yanlis oldugunu sdyledi. Incelediginizde uzman
yardimcinizin sizin sdylediginiz veritabani degil de bagka bir yerden bilgileri aldiginm

gordiiniiz.

a) Bu durum kurumunuz igin ger¢ek¢i mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?
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Durum: Genel miidiir yardimcist olarak, yurtdisindan gelen bir heyetle yapilacak
olan ve bugiin bitmesi gereken bir toplantiya baskanlik ediyorsunuz. Bu toplantida
sizin tarafinizda, daire baskanlar1 ve ¢ogunlukla da uzman ve uzman yardimcilari
bulunmakta. Beklenenden ¢ok daha uzun siiren bu toplanti gece saat 10 olmasina
ragmen bitmedi ve daha da siirecek gibi goriiniiyor. Biitlin giin toplant1 i¢in ¢alisan

ekibiniz ¢ok yoruldu. Calisanlarinizda bir yorgunluk ve isteksizlik belirtisi gordiiniiz.

a) Bu durum kurumunuz igin gergekgi mi?

Evet:

Hayir:
Agiklaymiz:

b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

) Bu durum karsisinda gosterilebilecek en yetersiz davranig ne olurdu?

Durum: Genel miidiir olarak, ¢alisanlarinizin islerinden ve c¢alisma ortamlarindan
memnun olup olmadigint 6grenmek icin onlarla goriiserek sikayetlerini dinlemeye
karar verdiniz. Ayni unvana sahip kisilerle aym1 anda goriiserek birkag¢ toplanti
diizenlediniz ve Ozellikle uzman ve uzman yardimcilarinin daire baskanlarindan

sikayetci oldugu konular oldugunu fark ettiniz.

a) Bu durum kurumunuz i¢in gergek¢i mi?

Evet:

Hayir:
Agiklaymiz:
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b) Bu durum karsisinda gosterilebilecek en etkili davranis ne olurdu?

¢) Bu durum karsisinda gosterilebilecek en yetersiz davranis ne olurdu?
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APPENDIX C: SITUATIONAL JUDGMENT TEST-LEADERSHIP
(SJT-L)

ACIKLAMA

Saym Ekonomi Bakanlig1 ¢alisant,

Bir yiiksek lisans tezi kapsaminda yiiriitiillen bu ¢alismanin amaci, liderlik
davraniglarinin 6lgtildiigii bir Durumsal Muhakeme Testi gelistirmek ve gelistirilen
test ile is performansi arasindaki iliskiyi incelemektir.

Bu kapsamda hazirlanan anket formu 3 bélimden olusmaktadir. Birinci
bolimde sizden, belirli durumlarda hangi davraniglar1  gostereceginizi
degerlendirmeniz istenmektedir. Asagida is ortaminda karsilasilmasi muhtemel 24
adet durum ve her bir durum karsisinda gosterilmesi muhtemel davranislar
sunulmustur.

Sizden istenilen, oncelikli olarak bdyle bir durumla karsilasmis olan kisinin
kendiniz oldugunu varsaymanizdir. Daha sonra ise bu durum karsisinda kalsaydiniz
nasil davranacagimizi siklardan sadece birini isaretleyerek belirtmenizdir.

ikinci boliimde, astlarmizin yoneticilik tarziniza yonelik bir degerlendirme
yapmasini onaylamaniz ve degerlendirmeyi yapmasint istediginiz astlarinizin
isimlerini yazmaniz istenmektedir.

Saglayacaginiz bilgiler, daha sonra tarafimzdan ve belirleyeceginiz
calisanlariniz tarafindan doldurulacak olan davraniglariniza yonelik
degerlendirmelerle eslestirilecektir. Bu eslestirmenin yapilabilmesi i¢in sizden,
ticiincli boliimde kimlik belirleyici bazi bilgiler de istenmektedir. Bu bdliimde,
Isim/Rumuz kismma, isteginize bagli olarak isminizi veya kimliginizi agiga
¢ikarmayan bir kelime (rumuz) yazmaniz istenmektedir.

Tamamen goniilliiliik esasina dayanan bu ¢aligmada vereceginiz tiim bilgiler

arastirmact disinda kesinlikle higbir kisiyle ya da kurumla paylasilmayacaktir.

Cevaplariniz sadece c¢aligmanin amacina yonelik olarak yapilacak bilimsel

analizlerde kullanilacaktir.
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BOLUM 1: DURUMSAL MUHAKEME TESTI
Asagida, yer alan 24 maddenin cevaplanmasi yaklasik 20 dakika almaktadir.

Katiliminiz ve katkilarimiz i¢in simdiden tesekkiir ederiz.

1. Genel Miidiir olarak ¢ahstiginiz kurumda, calismalarim takdir ettiginiz
bir Daire Baskaniniz hakkinda son zamanlarda gerek bu Daire Baskaninin
altinda c¢alisan elemanlar gerekse diger Daire Baskanlar1 tarafindan
sikiyetler gelmekte. Bu sikiyetler genel olarak o Kisinin elemanlarina kati
ve kotii davrandigina ve o6zel hayatlarina saygi gostermedigine iliskin

sikiyetler. Bu durumda ne yaparsimz?

Bu kisiyle konusarak calisanlarina daha esnek ve saygili davranmasi gerektigini

belirtir ve kendisini uyaririm.

Benim i¢in en 6nemli sey ortaya koyulan isler oldugu i¢in, sikdyet edenlere bu
sikayetlerin duygusal oldugunu sdyler ve konu hakkinda herhangi bir sey

yapmam.

Sikayet eden kisilere ¢alisma ortaminda ne olursa olsun is disindaki konularda

bana sikayette bulunmamalarini sdylerim.

Sikayet eden kisilere bu konuyu ¢ézecegimi sOyleyerek, bu Daire Bagkaniyla

konusur ve kimlerin kendisinden sikayet¢i oldugunu sdyleyerek onu uyaririm.

Konuyla ilgili Daire Bagkaniyla konugsmazdim ama ileriki zamanlarda bu kisiyle

ilgili bir karar vermem gerektiginde bu bilgiyi kullanirim.

2. Genel Miidiirii oldugunuz Genel Miidiirliikte, Genel Miidiir
yardimcilarimzin hepsi ve Daire Baskanlarimizin bir kismi, ya yurt disi
gorevlerinde bulunduklar1 icin ya da heniiz atamalar yapilmadig! icin
gorevlerinde aktif olarak bulunmamaktalar ve bu durum yaklasik iki ay
boyunca bu sekilde siirecek. Yogun bir donemden geciyorsunuz ve az
sayida ara kademe yoneticisi ve uzmanla isleri yiiriitmek zorundasiniz. Bu

durumda ne yaparsimiz?

Biitiin calisanlarima daha fazla insiyatif vererek ve hepsiyle daha yakindan
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calisarak isleri olabildigince hizli bitirmeye ¢aligirim.

b)

Biitiin isleri onem sirasina koyarak arka planda kalan isleri diger Genel
Midiirliiklere iletirim, bdylece az sayida olmasina ragmen kalitesi yliksek isler

ortaya ¢ikaririm.

Bu siirede islerin daha hizli yapilmasi gerektiginden biitiin isler konusunda daha

hassas olurum ve yapilan hatalara miisamaha géstermem.

Genel Miidirlikte herkesi bu durumdan haberdar ederek herkesin bu siire
boyunca fazla mesai yapmasi gerektigini belirterek islerin zamaninda

bitirilmesini saglarim.

Eleman yetersizligi konusunu ilgili miistesar yardimcisina ve/veya personel
Daire Bagkanligina ileterek, diger Genel Miidiirliiklerden kalic1 veya en azindan

bir siireligine eleman tedarik etmelerini isterim.

3. Baskam oldugunuz dairenizde ¢alisan bir uzman yardimcisi ve baska bir
dairede calisan bir Sube Miidiirii arasinda bir sorun yasanms ve Sube
Miidiirii, uzman yardimcimzin kendisinden 6ziir dilemesine ragmen herkes
icinde onu azarlams, hakaret ve tehdit etmistir. Uzman yardimciniz
tartisilan konu hakkinda hakh oldugunu diisiiniiyor ve hakaret konusunu
¢ok onemsiyor; bu nedenle gerekli makamlara sikayette bulunup hakaret
davas1 agmaya hazirlamyor. Bu konudan baskalar1 aracihigiyla haberdar

oldunuz. Bu durumda ne yaparsimz?

Diger Daire Bagkaniyla birlikte bu kisilerle konusarak isin aslin1 6grenirim ve

iki tarafi uzlastiracak sekilde sorunun halledilmesini saglamaya ¢alisirim.

Konuyla ilgili olarak diger Daire Baskaniyla konusurum ve bu iki ¢alisanimizi

yliiz ylize getirerek bir uzlagsma saglanmasina c¢alisirim.

Konuyla ilgili olarak Genel Miidiiriimii haberdar eder ve Genel Miidiirliik i¢inde

huzurlu bir ortam yaratabilmek adina iki tarafin da uyar1 almasini saglarim.

Uzman yardimcimla konusarak iistleriyle iyi gecinmesini ve saygi sinirlarini ne

olursa olsun agmamasi gerektigini ogiitlerim.

Bu konuyu aralarinda c¢ozmeleri gerektigini diisiindiigtim i¢in herhangi bir

tepkide bulunmam.
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4. Gelecek hafta yurt disindan gelecek olan bir heyetle gerceklestireceginiz
uluslararasi anlasma miizakereleriniz var. Bu konuda en fazla bilgiye Daire
Baskam olarak siz sahipsiniz ve miizakerelere hazirhk doneminde size ¢cok
ihtiya¢ var. Fakat siz ¢ok hastasimiz ve doktor evde dinlenmezseniz ¢ok
daha kotiileseceginizi soylityor. Kotiillesmeniz durumunda ise miizakerelere

katilamama durumunuz yiiksek bir ihtimal. Bu durumda ne yaparsiniz?

Kotiilesecek olsam bile islerimin basinda olur ve hazirliklar1 tamamlamaya

calisirim.

Miizakerelerde kotiilesmeyi goze almayip birkag giin evde dinlenir fakat

ayrilmadan once ¢alisanlarima isleri aktararak evden onlara destek saglarim.

Her dairede islerin kisilerden bagimsiz yiiriimesi gerektigine ve calisanlarimin

ben olmadan da isleri yiiriitebilecegine inanarak once iyilesmeye ¢aligirim.

Durumu Genel Miidiiriime agiklayarak onun verdigi karara gore hareket ederim.

Hazirliklarin ve goriismelerin basinda mutlaka bulunmam gerektigini diisiinerek

miizakereleri ertelemeye ¢aligirim.

5. Baskam oldugunuz dairedeki elemanlariniz, yeni bir biilten hazirlamak
icin calismaya basladilar. Uzun bir calisma sonrasinda size sunduklari
calismanin, daha onceki calismalardan hem icerik hem de sekil acisindan
¢ok daha farkh hazirlandigim gordiiniiz. Caliymay1 incelediginizde bu
calismanmin ¢ok 1iyi olduguna karar verdiniz. Kurumunuzda eski
aliskanhklarn siirdiirmek gibi yazili olmayan bir gelenek oldugunu da

biliyorsunuz. Bu durumda ne yaparsimz?

Calisanlarimin gelistirdigi bu ¢alismayi, onlarin da oldugu bir toplantida Genel

Miidiire sunarak, ¢alisanlarimizin bu yeni bakis agisini takdir ederim.

Calisanlarima uygun bir dilde, bu ¢alismanin kurum kiiltiiriine aykir1 oldugunu

belirterek eski tarzda ¢aligmay1 revize etmelerini sdylerim.

Bu yeni ¢alismay1 hemen Genel Miidiiriime gostererek, ne kadar yenilik¢i bir is

basardigimi anlatirim.

d)

Caligmay1 yapan elemanlarimi kutlayarak bu calismayr Genel Miidiire kendim
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sunarim.

Hazirlanan biilteni begensem de sekil acisindan eski formatina getirerek Genel

Midire sunarim.

6. Uluslararas1 bir anlasmanin toplantilar1 esnasinda, bagska bir kurumla
koordineli olarak ¢alismamz gerekiyor. Bagkani oldugunuz dairede ¢alisan
bir uzman yardimcisi bu konuyla ilgileniyor. Toplantilar sonrasinda, diger
kurumda cahisan bir Daire Baskani ile aramizda bir sorun oluyor ciinkii bu
kisi, acil bir islem icin gerekli olan bir belgeyi onlara gondermediginizi
iddia ederek, gerekli islemleri yapmay1 reddediyor. Uzman yardimciniz ise
israrla  bu Dbelgeyi kendilerine gonderdigini belirtiyor fakat bunu

ispatlayamiyor. Bu durumda ne yaparsiniz?

Diger kurumdaki Daire Baskanindan uzman yardimcimin hatasindan dolayi
oziir dileyerek acil olan isimizi en kisa zamanda halletmelerini rica ederim ve

thmali nedeniyle uzman yardimcimi uyaririm.

b)

Diger kurumdaki Daire Bagkanini, bu konuyu ¢6zmesi i¢in gerekli islemleri
yapmasi konusunda ikna ederim ve uzman yardimcima kendisine inandigimi

belirterek bundan sonra belgelerin gonderildigine dair teyit almasini isterim.

Konuyla ilgili olarak iki tarafin da farkli durumlar ileri slirmeleri nedeniyle
konuyu Genel Miidiiriimle goriisiir ve sorunu iist diizeyde ¢Ozmesini rica

ederim.

[lgili uzman yardimcima, diger kurumla iliskilerimizi bozmadan konuyu bir an

once ¢ozmesi ve gelismelerden beni haberdar etmesini isterim.

Diger kurumun Genel Miidiiriiyle goriiserek olayda bizim ihmalimiz
bulunmamasma ragmen kendileri tarafindan siirecin sekteye ugratildigini

anlatirim.

7. Genel Miidiir olarak, cahsanlarimzin islerinden ve calisma
ortamlarindan memnun olup olmadigim 6grenmek icin onlarla goriiserek
sikiyetlerini dinlemeye karar verdiniz. Ayni1 unvana sahip Kkisilerle aym

anda goriiserek birka¢ toplanti diizenlediniz ve 6zellikle uzman ve uzman
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yardimcilarinin Daire Baskanlarindan sikayetci oldugu konular oldugunu

fark ettiniz. Bu durumda ne yaparsiniz?

Sikayet edilen kisilerle 6zel olarak goriiserek sikayetleri genel olarak paylasirak
nedenlerini sorarim ve sikayet edilen konularda daha dikkatli olmalari

konusunda onlar1 uyaririm.

b)

Sikayet edilen kisilerle 0zel olarak goriisiirim ve kimlerin kendilerinden
sikdyetci oldugunu sdyleyerek kendilerine ve bu ¢alisanlarina dikkat etmelerini

sOyleyerek onlari uyaririm.

Sikayetci olan kisilere karsi Daire Baskanlarim1 koruyarak, yonetici olarak

onlarin kararlarinin sorgulanmamasi gerektigini belirtirim.

Sikayetci olan kisilere konuyla ilgilenecegimi belirtir, yeri geldiginde hakkinda

sikayette bulunulan kisileri uyaririm.

Sikayet eden kisileri sakin olmaya davet eder ve sorunlarin1 Daire Bagkanlariyla

kendilerinin konusarak halletmeleri gerektigini belirtirim.

8. Daire Baskam olarak bir kurul toplantisinda dairenizi temsilen
bulunmaktasimz. Kurulda goriisiillecek bir konu hakkinda sunulan
dosyanin tiim hazirhklarim kendiniz yaptimiz, dosyanin diizenleme ve
cogaltma islemlerini de bir uzman yardimcimiz yapti. Kurul sirasinda,
hazirlanan dosyada bir maddenin anlasilamamasi nedeniyle bir sorun
yasandi ve Kurul Baskami bu sorun nedeniyle sizinle ¢alisan uzman

yardimcisina sert bir tepki gosterdi. Bu durumda ne yaparsimz?

Toplant1 esnasinda konuyla ilgili aciklama yapar, toplant1 sonrasinda hazirladigi

dosyanin igerigini bilmesi gerektigini soyleyerek uzman yardimeimi uyaririm.

Dosyanin iceriginden benim sorumlu oldugumu belirtir ve anlagilamayan madde

konusunda gerekli aciklamalar1 yaparim.

Uzman yardimcima dosyay: diizelterek toplantiya getirmesini sdylerim.

Toplant1 sirasinda uzman yardimcima gerekli kontrolleri yapmadigi igin
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kizarim.

Toplant1 esnasinda tepkisiz kalarak toplanti sonrasinda uzman yardimcimi

uyarir ve bundan sonra daha dikkatli olmasi1 gerektigini sdylerim.

9. Daire Baskam olarak Genel Miidiirliigiiniizii temsilen onemli bir
toplantiya katilacaksimz ve bunun icin gerekli olan hazirhklar1 daire
elemanlarimiz, Genel Miidiir Yardimcinmiz ve Genel Miidiiriiniiz ile birlikte
yiiriitmektesiniz. Bir sonraki giin gerceklesecek olan bu toplantida
kullanmak iizere gerekli olan biitiin evraklar1 elemanlarimiz hazirhyor ve
son anda yapilmasi istenen bu is icin elemanlarimz iki giin boyunca
kesintisiz calisti. Ertesi giin toplantiya ara verildiginde Genel Miidiiriiniiz
bir evrakin eksik oldugunu soylilyor ve bunun nedenini soruyor. Bu

durumda ne yaparsiniz?

Bu yanlislik i¢in 6ziir diler ve elemanlarimi arayarak evraki acilen toplantiya
getirmelerini sOylerim ve toplantt sonrasinda da kendilerini daha dikkatli

olmalar1 konusunda uyaririm.

Toplantiya ¢ok kisa bir siirede hazirlandigimizi, bu nedenle toplantidan 6nce

biitiin evraklari kontrol edemedigimi agikca belirtirim.

Daire elemanlarimin ¢ok yogun ¢alistigini ve bu evraki atlamis olabileceklerini

sOylerim.

Evraklar1 daire elemanlarimin hazirladigin1 ve hatanin onlardan kaynaklandigini
soylerdim ve toplant1 sonrasinda elemanlarimi, beni zor durumda biraktiklar

icin ciddi bir sekilde uyaririm.

Genel Miidiiriin yaninda elemanlarimi arayarak bu durumun nedenini sorar ve

kendilerini bu hatalar1 yiiziinden uyaririm.

10. Baskani oldugunuz dairede ¢alisan elemanlarimizdan bir tanesi, ailevi
sorunlar, saghk sorunlar1 gibi nedenlerle sizden siirekli izin talep ediyor.
Genel yaklasim olarak, bu tiir isteklere olabildigince olumlu cevap vermeye
calisiyorsunuz. Fakat artik bu Kisinin, sizin iyi niyetinizi istismar ettigini

diisiinmeye basladiniz. Ne yaparsimiz?
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Diger ¢alisanlarimin da motivasyonunu diisiinerek bu ¢alisanimla konusurum ve
bundan sonra kullanacagi izinleri daha dikkatli kullanmasiin uygun olacagini

belirtirim.

Daire genelinde bir konusma yaparak bundan sonra mazeret izni taleplerinin

daha dikkatli kullanilmasi1 gerektigini ifade ederim.

Konuyla ilgili olarak Genel Miidiir Yardimcimi bilgilendirir ve kendisinden, bu

kisiyi uyarmasini talep ederim.

Bu calisganimi iizmemek adina izin vermeye devam ederim.

Bu calisanimi uyararak bundan sonra higcbir sekilde izin kullanamayacagini

belirtirim.

11. Genel Miidiir olarak, uluslararasi bir anlasmanin miizakerelerini
yiiriiten heyetin baskanisimiz. Bu anlasmanmin imzalanmasi icin
Cumhurbaskani seviyesinde iizerinizde ciddi bir baski var. Artik sonlarina
yaklasilan  miizakereler  sirasinda, kars1 tarafin  taleplerinden
vazgecmedigini ve de sizin taleplerinize olumsuz yaklagsmakta israrci
oldugunu goriiyorsunuz. Ayrica karsi tarafin biitiin taleplerini kabul
ettiginiz zaman, bu anlasmanin sadece onlarin lehine sonuclanacagini

diisiiniiyorsunuz. Bu durumda ne yaparsmiz?

Iki tarafin da kabul edebilecegi ortak bir noktaya ulasincaya kadar miizakerelere
devam ederim ve gerekirse miistesarlik veya bakanlik makamina gidisata iliskin

bir bilgi notu hazirlarim

Bu anlagsmanin {ilkemiz aleyhine sonug¢lanmasina izin vermeyerek

miizakerelerin askiya alinmasini saglarim.

Kendi taleplerimizi kabul ettirmek i¢in biitiin kozlar1 kullanir, onlarin taleplerine

de olumsuz cevap veririm.

Miizakerelerin geneline iligkin goriislerimi not haline getirerek Miistesar’a

sunarim ve gelen talimat dogrultusunda hareket ederim.

Cumhurbagkant’nin istegi iizerine bir an Once anlagmanin imzalanmasini

saglamaya c¢aligirim.
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12. Dairenizde c¢alisan elemanlarmizdan biri, 6nemli bir referansina
giivenerek islerini aksatiyor ve dairenizdeki diger ¢calisanlar arasinda adil
olmayan bir is boliimii olusmasina neden olarak huzursuzluga yol aciyor.
Biliyorsunuz ki kurumunuzda referansa sahip olmak onemli ve yapacaginiz
aksi bir davrams sizin kariyerinizi olumsuz sekilde etkileyebilir. Bu

durumda ne yaparsimz?

Kurumumun bir ger¢egi olan referans durumunu kabul ederek diger

caliganlarimi baska yollarla motive etmeye ¢aligirim.

Dairemde calisan herkesin adil ve huzurlu bir ortamda calismasi benim ig¢in
daha 6nemli oldugundan, bu kisiyi uyararak islerini aksatmamasi gerektigini

hatirlatirim.

Bu kisiyi daha pasif bir sekilde calistirarak, diger ¢alisma arkadaslarindan uzak

tutmaya calisirim.

Bu calisanin dairesini degistirerek bu sorundan uzaklasirim.

Bu durumdan Genel Miidiire bahsederek, konuyla ilgili kendisinin talimatini

alarak dyle hareket ederim.

13. Bakanhk makamindan, baskani oldugunuz daireye acil bir bilgi notu
talebi geldi. Konuyla ilgili olarak ¢alisan uzman yardimcimiza bu notu
hazirlama gorevini verdiniz fakat uzman yardimcimzin hazirladig1 notta
temel bazi hatalar oldugunu fark ettiniz. Fakat notu zamaninda
gonderemezseniz bakanlik makamindan uyari alabilirsiniz. Bu durumda ne

yaparsmz?

Uzman yardimcima hatalarini gostererek nasil diizeltmesi gerektigini anlatirim.

Uzman yardimcima da gostererek nottaki diizeltmeleri kendim yaparim ve notu

makama iletirim.

Konuyla ilgili daha tecriibeli olan bir uzmanimi hatalar1 kendisinin kontrol

ederek diizeltmesi i¢in gorevlendiririm.

Uzman yardimcima konunun aciliyetini tekrar hatirlatarak hatalar1 diizeltip

acilen notu makama gotiirmesini sdylerim.

Diizeltmek  i¢in  kaybedilecek  zaman, bakandan uyar1  almayla
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sonuclanabileceginden, notu ¢ok degistirmeden iletirim.

14. Bakana sunulmak iizere kisa siire icerisinde hazirlanmasi1 gereken
detayll bir calismanin diger dairelerle koordineli bir sekilde yapilmasi
gerekiyor. Genel Miidiir, konuyla ilgili olarak yaptig1 toplantida ne
yapilmas: gerektigini belirtti fakat kimlerin neyi yapmasi gerektigini ve
nasil bir formatta yapilmasi1 gerektigini belirtmedi ve bunu Daire
Baskanlarmma birakti. Diger ii¢ Daire Baskamimin konuyla ilgili olarak
hemen ¢alismaya basladigim gordiiniiz. Daire Baskam olarak bu durumda

ne yaparsiniz?

Ben de zaman kaybetmemek icin dairemdeki ¢alisanlari konuyla ilgili olarak

bilgilendirir ve hemen ¢alismaya baslamalarini sdylerim.

Diger Daire Bagkanlariyla goriiserek, ¢alismaya baslamadan 6nce yontem ve
format iizerinde fikir birligine ulasmamiz ve isbolimii yapmamiz gerektigini

belirtirim ve ¢aligmalara buna gore baslarim.

Calisanlarima arastirmalarina baslamalarini fakat bir format olusturmadan Once
diger dairelerden gelecek olan ¢alismalar1 bekleyerek, onlarin ¢aligmasini 6rnek

alip ayn1 formatta bir ¢alisma yapmalari i¢in talimat veririm.

d)

Genel Miidiirle goriiserek, calismaya baslamadan 6nce bize belli bir format ve
yontem gerektigini ve Daire Baskanlar1 arasinda sorun yaganmamasi i¢in bunu

kendisinin vermesini isterim.

Daha dnceden yapilmis olan benzer ¢alismalarin formatlarin1 kullanarak hemen
calismaya baslarim ve c¢alismanin bitiminde diger dairelerin ¢alismalariyla

benimkini birlestiririm.

15. Genel Miidiir yardimcis1 olarak, yurtdisindan gelen bir heyetle
yapilacak olan ve heyet bir sonraki giin ayrilacag: i¢cin bugiin bitmesi
gereken bir toplantiya baskanhk ediyorsunuz. Bu toplantida sizin
tarafimzda, Daire Baskanlar1 ve cogunlukla da uwzman ve uzman
yardimcilar1 bulunmakta. Beklenenden ¢ok daha uzun siiren bu toplanti

saat 22:00 olmasina ragmen bitmedi ve daha da siirecek gibi goriiniiyor.
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Biitiin giin toplant1 icin calisan ekibiniz cok yoruldu. Cahsanlarimzda bir

yorgunluk ve isteksizlik belirtisi gordiiniiz. Bu durumda ne yaparsimz?

Toplantiya ara veririm ve c¢alisanlarimi motive etmek icin bu 0&zverili
caligmalarindan dolay1 onlara tesekkiir ederek toplantiyt en kisa zamanda

bitirmeye ¢aligirim.

Calismay1r en az kisiyle idare edebilecek kadar eleman birakarak diger

calisanlarima gitmelerini sdylerim.

Bu kurumda ¢alismanin en 6nemli sartlarinda birinin fazla mesai yapmay1 kabul
etmek oldugunu diisiindiiglimden calisanlarima herhangi bir agiklama yapmam

ve toplantiya devam ederim.

Calisanlarimin ¢ok yoruldugunu belirterek toplantiyr tamamlamadan birakir ve

goriisiillemeyen konular farkli iletisim araclari ile halledebilecegimizi sdylerim.

Calisanlarima bu igin bir geregi olarak geg¢ saatlere kadar ¢alismamizin normal

oldugunu belirtir ve calismalarina devam etmelerini sdylerim.

16. Dairenizde ise yeni baslayan bir uzman yardimcimiz var fakat diger
daire elemanlarimizin bulundugu odada kendisi icin yer olmadigindan
baska bir odada oturmak durumunda kahyor. Kendisi bu durumdan
dolay1 daire arkadaslariyla birlikte calisamadigi ve bu nedenle islere adapte
olamadigini size belirterek diger daire arkadaslariyla aym odada calismak
istedigini belirtti. Bakanhgimzda genel olarak yer sikintis1 oldugunu

biliyorsunuz. Bu durumda ne yaparsimz?

Genel Miidiirliiglintizdeki yerlesim durumunu gozden gegcirerek bu konuyu nasil

cozebilecegimi arastirir ve gerekli diizenlemeleri yapmaya ¢aligirim.

Konuyla ilgili olarak Genel Miidiiriime bilgi verir ve kendisinden bu duruma

acil bir ¢6ziim bulunmasi i¢in destek isterim.

Genel Miidirliigiimiizde genel olarak bir yer sikintis1 oldugunu belirterek bir

stire bu sekilde calisilmas1 gerektigini uzman yardimcima sdylerim.
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d)

Farkli odalarda ¢alismanin da avantajlar1 oldugunu, farkli konularda bilgi sahibi

olabilecegini belirterek bu durumdan yararlanmasi gerektigini ifade ederim.

Uzman yardimcima konuyla ilgili olarak Personel Daire Bagkanligi’na bir yazi

yazmasini tavsiye ederim.

17. Daire Baskani olarak bagh oldugunuz miistesar yardimcisi tarafindan 2
saat icerisinde hazirlanmasi ve teslim edilmesi istenen bir bilgi notunu
hazirlamakla gorevlendirildiniz. Size bagh olarak c¢ahisan 3 elemaninizin
biri yurt dis1 gorevinde, digeri ise yillik izninde oldugu icin bu isle
ilgilenebilecek 1 elemaniniz var, onun da yetistirmesi gereken baska 6nemli

isleri var. Bu durumda ne yaparsiniz?

Bu elemanima bilgi notunu hazirlamasin1 ve biitiin islerini zamaninda

bitirmesini sdylerim.

Genel Midiirime durum hakkinda bilgi verir ve diger dairelerin yardimini talep

ederim.

Bilgi notunu hazirlamasi i¢in elemanima yardim eder ve notu tamamlayarak

teslim ederim.

Bu talebin is yogunlugu ve eleman eksikligi nedeniyle mevcut elemanlarla

yapilamayacagini bildirerek yillik izinde olan elemanimi ise ¢agiririm.

Diger islerin aksamamasi i¢in bilgi notunu kendim hazirlarim ve uzmanimin

goriisiinii alarak teslim ederim.

18. Baskami oldugunuz dairede calisan bir uzmamniz baska bir Genel
Miidiirliige gecmek icin girisimde bulunarak bu Genel Miidiirliikten kabul
almistir. Siz ise bu durumu diger Genel Miidiirliikten istek gelmesi tizerine
ogreniyorsunuz ve bu c¢alisan daireniz i¢cin ¢ok oOnemli bir calsan.

Calisamimizin gecisi sizin onayiniza bagh. Bu durumda ne yaparsiniz?

Biriminde mutlu olmayan birini yanimda tutmak istemeyecegimden dolay1 bu

istegi kabul eder ve gecisini onaylarim.

b)

Uzmanimla goriiserek neden Genel Miidiirliik degistirmek istedigini 6grenir ve

benim ¢dzebilecegim herhangi bir sorundan dolay1r gecmek istiyorsa bunu
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ogrenerek cozmeye galigirim.

Bu degerli ¢alisanimi kaybetmemek i¢in gegisini engellerim.

Bu durumu Genel Miidiir Yardimcima ileterek gerekli karart onun vermesini

isterim.

Benim bilgim disinda bdyle bir girisimde bulundugu i¢in kendisine tepki

gosterir ve gegisine izin vermem.

19. Sektoriinde onemli ve giiclii bir firmanin Bakanhga sundugu bilgilerin
dogrulugunun denetlenmesi icin gorevlendirilen iki uzmandan birisiniz.
Yaptiginiz arastirma sonucunda, firmamin Bakanhga sundugu bilgiler ile
muhasebe kayitlar arasinda tutarsizlik oldugunu fark ettiniz. Bu durumda

ne yaparsiniz?

Bu tutarsizligi belgeleyen bir tutanak hazirlayarak Bakanliga sunar ve firma

hakkinda gerekli islemlerin yapilmasini saglarim.

Konuyla ilgili olarak diger uzman arkadasimin da bilgisine danisir ve o nasil bir

karara varirsa onu desteklerim.

Konuyla ilgili olarak Daire Bagkanimi arar ve nasil davranmam gerektigini

sorarim.

Firmanin tutarsizlik hakkinda bir agiklama yapmasini isterim ve miisamaha

edilebilecek bir durum yoksa gerekli islemleri yaparim.

Bu tiir hatalarin zaman zaman yapilabilecegini diislinerek bir defaligina firmaya

bir sans daha veririm.

20. Bagkam oldugunuz dairede calisan iki uzman yardimcisinin aralarinda
bir uyusmazhk oldugunu goriiyorsunuz. Bu iki Kisi, ozellikle birlikte
calistiklar1 zamanlarda siirekli tartisiyor ve isler bu nedenle aksadig: gibi
dairede de siirekli huzursuz bir ortam olusmasina neden oluyor. Bu

durumda ne yaparsiniz?

Bu iki ¢aliganimla da konusarak aralarindaki sorunu anlayip ¢6zmeye ve onlari
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uzlastirmaya caligirim.

b)

Iki ¢alisanima da bu davranislarinin dairedeki islerin yiiriimesini engelledigini
belirtir ve bu davraniglarina bir son vermedikleri siirece resmi olarak uyari

verecegimi belirtirim.

Bu iki kisiye farkli isler vererek bir siire birlikte caligmalarin1 engeller ve

aralarindaki soguklugun geg¢mesi i¢in yardimei olurum.

Iki tarafi da ayr1 ayr1 dinleyerek hakli olan tarafi anlamaya calisir ve diger tarafi

uyaririm.

Bu iki kisinin ayn1 ortamda c¢alisamayacagini diisiinerek birinin veya her ikisinin

de dairesini degistiririm.

21. Bakanhk makamindan, daireniz ilgi alanina giren bir konuyla ilgili bir
bilgi notu hazirlanmasi talimati geldi ve siz bu gorevi baskam oldugunuz
daireye yeni baslayan bir uzman yardimcisina verdiniz. Bilgi notunu nasil
hazirlayacagr ve bilgileri hangi veritabanindan cekecegini de belirttiniz.
Uzman yardimcisinin hazirladig1 bilgi notunu ve tablolar: incelemesi icin
Genel Miidiiriiniize verdiniz fakat Genel Miidiir sizi yanina cagirarak
bilgilerin yanhs oldugunu séyledi. Incelediginizde uzman yardimcinizin
sizin soylediginiz veritabani degil de baska bir yerden bilgileri aldigim

gordiiniiz. Bu durumda ne yaparsimz?

Genel Miidiire, yanlislikla farkli bir veri tabanindan bilgi alindigin1 séyler ve
diizeltilerek calismanin hemen kendisine ulastirilacagini belirtirim, uzman

yardimcimi uyararak isi diizeltmesini saglarim

b)

Genel Miidiire, yeni baslayan calisanimizin yanlis veritabanini kullanarak bu
calismay1 yaptigini belirtir ve bu durum icin 6ziir dileyerek daha sonra uzman

yardimcisini konuyla ilgili olarak uyaririm.

Bu hata i¢in 6ziir dileyerek dogru ¢alismayr uzman yardimcima da gostererek

kendim yaparim.

d)

Genel Miidiirlin yanindayken uzman yardimcisini yanimiza c¢agirir ve neden
kendisine sOylenenin aksine bu veritabanini kullandigini sorarak kendisini

uyaririm.
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Durumu kurtarmaya g¢alisirim; Genel Miidiire diger veritabanina ulasilamadigi

icin farkli bir veritabanin1 kullandigimizi sdylerim.

22. Bakanhk makamindan Genel Miidiirliigiiniizce yapilmasi gereken bir
calisma hakkinda talimat geldi fakat bu calismanin daha 6nce bir benzeri
yapilmamus. Tlk kez yapilacak ve biitiin Bakanhga ornek teskil edecek bir
calisma. Genel Miidiir olarak bu calismanin nasil yapilacagi konusunda

yontem belirlemeniz gerekiyor. Bu durumda ne yaparsiniz?

Genel Miidiirliikkte calisan biitlin  calisanlarimim  katildig1  bir  toplanti
diizenleyerek herkesin fikrini sdylemesini saglardim ve bir tartisma ortami

yaratarak en yaratici fikri uygulamaya koyarim.

Konuyla ilgili uzmanlarimin takim halinde ¢alisarak birka¢ alternatif yontem

belirlemelerini sdylerdim ve en dogru yonteme birlikte karar veririm.

Yonetici konumundaki biitiin ¢alisanlarimin katildig1 bir toplanti diizenleyerek

herkesin fikrini sorar, daha sonar benim i¢in en uygun yontemi segerim.

Bir siire konuyla ilgili arastirmalar yaparak en verimli yontemin ne olduguna
karar verir ve zaman kaybetmeden uygulamasi igin c¢alisanlarima gerekli

talimatlar1 veririm.

Daha oOnceki c¢aligmalara bakarak uygun olabilecek bir yontem secerek

uygulamaya koyarim.

23. Genel Miidiir tarafindan, baskam oldugunuz dairede calisan bir uzman
yardimcisina daha once bilmedigi ve calismadigi bir konu hakkinda
kapsamh bir calisma yapmas: talimati verildi. Uzman yardimcisi ise bu
konuda nasil ¢alismas1 gerektigi hakkinda size soru soruyor. Boyle bir

durumda ne yaparsimiz? Kendisine nasil cevap verirsiniz?

Kendisinin bu konunun altindan tek basina kalkabilecegini ve kalkmasi

gerektigini belirtirim.

b)

Konuyla ilgili olarak daha o6nce yapilmis olan c¢alismalara bakmasini ve
dairedeki uzman arkadaslarla goriiserek onlardan yardim alabilecegini

belirtirim.
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Kendisine nasil ¢aligmasi gerektigini soyler ve konuyla ilgili bilgileri nerelerden

bulabilecegi hakkinda yol gdsterirdim ve ¢alismalarini kontrol ederim.

Kendisine bu c¢aligmanin nasil yapilmasi gerektigini ayrintili bir sekilde

anlatirim.

Genel Miidiir ile konusarak bu isin daha tecriibeli birine verilmesini isterim.

24. Daire Baskani oldugunuz birimin sorumluluk alanina giren bir konuda,
miikelleflerin, sizin ve ilgili uzmanmmzin katildig1 bir toplantidasiniz.
Miikelleflerin sikayetlerinin dinlendigi bu toplantida, bir miikellefin yaptig
bir talebe, uzmaniniz mevzuata dayanarak olumsuz cevap veriyor. Fakat
siz, belli bir dayanagimiz olmamasina ragmen bu konuda farkh

diisiinityorsunuz. Bu durumda ne yaparsiniz?

Toplantiya ara verilmesini isteyerek uzmanimla goriisiir ve konu hakkindaki

uzman goriisiinii daha ayrintili bir sekilde dinleyerek bir karar veririm.

Emin olmadigim bir konuda konusmayarak ve uzmanima glivenerek uzmanimi

desteklerim.

Konu ile ilgili kaygilarimi toplanti esnasinda dile getirerek uzmanimin neye

dayanarak bu karar1 verdigini 6grenirim.

Konuyla ilgili kendi fikrimi sdyleyerek miikellefe olumlu cevap veririm.

Miikellefe talebinin degerlendirmeye alinacagini bildirip gerekirse mevzuat

degisikligine gidilebilecegini belirtirim.
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BOLUM 2: DEGERLENDIRME FORMU ONAYI

Astlarimizin, yoneticilik tarziniza yonelik bir degerlendirme yapmasini onaylar

misiniz?

Evet Hayir

Cevabimiz “Evet” ise bu degerlendirmeyi yapabilecek astlarinizin (miimkiinse

1. derece amiri oldugunuz astlarinizin) isim ve soy isimlerini yaziniz:

1

2

3

4

5

BOLUM 3: KISISEL BILGILER

Isim/Rumuz | : Unvan
Cinsiyet : Yas
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APPENDIX D: LEADERSHIP OPINION QUESTIONNAIRE
(LOQ-Managers)

by
Fleishman (1953)

ACIKLAMA

Sayin Yonetici,

Bir yiiksek lisans tezi kapsaminda yiiriitillen bu calismanin amaci, liderlik
davraniglarinin 6lgtildiigii bir Durumsal Muhakeme Testi gelistirmek ve gelistirilen
test ile is davraniglar arasindaki iliskiyi incelemektir. Bu amagcla size yaklasik 10
giin once bir anket uygulamasi yapilmisti. Bu calismanin son asamasi olarak bir
uygulama daha yapilmasi gerekmektedir.

Bu kapsamda hazirlanan anket formu 2 bolimden olusmaktadir. Birinci
Boliimde sizden, sunulan davraniglar1 yonetici olarak ne siklikla yaptiginizi
degerlendirmeniz istenmektedir. Her bir davranisin gerceklesme sikligini, asagida
sunulan 5 basamakli 6l¢egi kullanarak (1=Hi¢hir Zaman, 2=Nadiren, 3=Zaman
Zaman, 4=Cogunlukla, 5=Her Zaman) ve her sorunun yanindaki kutucuga uygun
buldugunuz rakami yazarak belirtmenizdir.

Saglayacaginiz bilgiler, daha 6nce tarafinizdan ve belirlediginiz ¢alisanlariniz
tarafindan yapilmis olan degerlendirmelerle eslestirilecektir. Bu eslestirmenin
yapilabilmesi igin sizden, lkinci Boliimde kimlik belirleyici bazi bilgiler de
istenmektedir. Bu bolimde, Isim/Rumuz kismina, daha ©Onceki ankette
doldurdugunuz bilgilerin aynisin1 yazmaniz istenmektedir.

Tamamen goniilliiliik esasina dayanan bu c¢alismada vereceginiz tiim bilgiler

arastirmact disinda kesinlikle higbir kisiyle ya da kurumla paylasilmayacaktir.

Cevaplariniz sadece c¢alismanin amacma yonelik olarak yapilacak bilimsel
analizlerde kullanilacaktir.
Asagida, calisma hayatinizda karsilasmaniz muhtemel 40 adet soru

sorulmustur.
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Anket siiresi yaklasik 10 dakikadir. Katiliminiz i¢in simdiden tesekkiir ederiz.

BOLUM 1: DAVRANIS SIKLIGI ANKETI

1

2 3 4 5

Hic¢bir Zaman |Nadiren |Zaman Zaman Cogunlukla Her Zaman

1. | Az calisan elemanlarimi daha ¢ok caligsmalari i¢in tesvik ederim.

Biitiin bir birimin esenligini elemanlarimin tek tek refahindan daha iistiin
2. [tutarim.

Elemanlarimin neyi nasil yapmalar1 gerektigi konusunda ayrintili kararlar
3. |veririm.
4. | Elemanlarimin aldiklar1 kararlardan beni haberdar etmelerini isterim.
5. | Kotii yapilan isleri elestiririm.
6. | Iste kendi fikirlerimi denerim.
7. | Kurallarimdan taviz vermez bir sekilde yonetirim.

Biitlin bir birimin 1yiligi i¢in elemanlarimdan fedakarlikta bulunmalarim
8. [isterim.
9. | Elemanlarimi daha fazla ¢aba harcamalar1 konusunda “diirtiiklerim”.
10.| Verilen islerin zamaninda bitirilmesi gerektigini 6zellikle belirtirim.
11.| Elemanlarimin her birine ayr1 gorevler veririm.

Elemanlarimla yalnizca daha oOnceden tayin edilmis zamanlarda
12. | toplantilar yaparim.

Rakip gruplardan daha onde olmalar1 konusunda elemanlarima baski
13. | yaparim.
14.| Elemanlarimin bir isi en 1yi bildikleri bicimde yapmalarina izin veririm.
15.| Elemanlarimdan var olan standartlara harfi harfine uymalarin1 isterim.
16.| Sorunlara yeni yaklagimlar getiririm.
17.| Elemanlarimi mesai disinda ¢alismalar1 konusunda tesvik ederim.
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18.

Elemanlarimin miimkiin oldugunca ¢ok ¢alismalarini saglarim.

19.

Ne kadar is yapilmasi gerektigi konusunda elemanlarima talimatlar

veririm.

20.

Elemanlarimin yeni fikirler tiretmeleri i¢in sabirla beklerim.

21.

Elemanlarimla konusmadan onlarin gérevlerini degistirebilirim.

22.

Elemanlarima danigsmadan hareket etmem.

23.

Bir konuda geri adim atmaya kars1 ¢ikarim.

24,

Elemanlarima ayricaliklar yaparim.

25.

Degisikliklere agigimdir.

26.

Elemanlarimin 6nerilerini hayata gegiririm.

27.

Onemli konularda harekete gegmeden once elemanlarimin onayini alirim.

28.| Tek tek kisiler yerine bir davranisi elestiririm.
29.| Sorgulanmaya izin vermez bir tarzda konusurum.
30. | Davranislarimin nedenini agiklamay1 reddederim.
Elemanlarimla  fikir  ayriliklar1  oldugunda kendi fikirlerimden
31. [ vazgegebilirim.
32.| Her seyin kendi istedigim sekilde yapilmasi i¢in 1srar ederim.

33.

Elemanlarimin yapabileceklerinden daha fazla is isterim.

34.

Baskalarinin hosuna gitmese de elemanlarimin haklarini savunurum.

35.

Degisime yonelik onerilerden hoglanmam.

36.

Elemanlarima benimle esitlermis gibi davranirim.

37.

Elemanlarima kisisel problemlerinde yardimc1 olurum.

38.

Elemanlarimin yaptiklarini desteklerim.

39.

Yeni fikirleri kabul etmekte agir davranirim.

40.

Islerin alistlmisin disinda yapilmasina karsi ¢ikarim.
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BOLUM 2: KiSISEL BILGILER

Isim/Rumuz | :

Unvan

Cinsiyet

Yas

Cahstigimiz Birim

Cahsiyorsunuz?

Kac¢ Yildir Bu Kurumda |:

Katiliminiz icin tekrar tesekkiir ederiz.
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APPENDIX E: LEADERSHIP OPINION QUESTIONNAIRE
(LOQ-Subordinates)

by
Fleishman (1953)

AMIR DAVRANISI DEGERLENDiRME FORMU

Sayin Ekonomi Bakanlig1 Calisan,

Bir yiiksek lisans tezi kapsaminda yiiriitiillen bu calismanin amaci, liderlik
davraniglarinin 6lgtildiigii bir Durumsal Muhakeme Testi gelistirmek ve gelistirilen
test ile yoneticilerin i davranislar arasindaki iliskiyi incelemektir.

Bu kapsamda hazirlanan anket formu 3 boliimden olusmaktadir. Birinci
Boliimde sizden, amirinizin belirli davranislari ne siklikla yaptigin1 degerlendirmeniz

istenmektedir. Boyle bir degerlendirme yapilmasi icin amirinizden onay alinmis

bulunmaktadir.

Saglayacagimiz bilgiler, amiriniz tarafindan yapilan degerlendirmelerle
eslestirilecektir. Bu eslestirmenin yapilabilmesi igin Ikinci Boliimde sizden kimlik
belirleyici bazi bilgiler de istenmektedir.

Tamamen goniilliiliik esasina dayanan bu ¢aligmada vereceginiz tiim bilgiler

arastirmact disinda kesinlikle higbir kisiyle va da kurumla paylasilmayacaktir.

Cevaplarmiz sadece c¢aligmanin amacina yonelik olarak yapilacak bilimsel
analizlerde kullanilacaktir.
Bu anketin cevaplanmasi yaklasik 15 dakika almaktadir.

Katiliminiz ve katkilariniz i¢in simdiden tesekkiir ederiz.

BOLUM 1: AMiR DAVRANISI DEGERLENDIRME FORMU
Asagida, yer alan her bir davranisin amiriniz tarafindan ne siklikla yapildigin
5-basamakli 6l¢egi kullanarak belirtiniz. Uygun rakami, her maddenin sonundaki

kutucuga yaziniz.

1 2 3 4 5
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Hicbir Zaman Nadiren Zaman Zaman | Cogunlukla |Her Zaman

1. | Amirim az ¢alisan elemanlarin1 daha ¢ok calismalar1 i¢in tesvik eder.

Amirim biitiin bir birimin esenligini elemanlarinin tek tek refahindan daha
2. |istiin tutar.

Amirim elemanlarinin neyi nasil yapmalar1 gerektigi konusunda ayrintili
3. |kararlar verir.

Amirim elemanlarinin aldiklar1 kararlardan kendisini haberdar etmelerini
4. |ister.
5. | Amirim kotii yapilan isleri elestirir.
6. | Amirim yiiksek kalitede is ortaya koyar.

Amirim iginin esasin1  olusturan ana gorevlerini basariyla yerine
7. | getirmektedir.
8. | Amirim iste kendi fikirlerini dener.
9. | Amirim kurallarindan taviz vermez bir sekilde yonetir.

Amirim biitlin bir birimin 1yiligi i¢in elemanlarindan fedakarlikta
10. [ bulunmalarini ister.
11.| Amirim elemanlarin1 daha fazla ¢aba harcamalar1 konusunda “diirtiikler”.
12.| Amirim verilen islerin zamaninda bitirilmesi gerektigini 6zellikle belirtir.

Amirim igini yaparken zamani verimli bir sekilde kullanabilmekte ve is
13. | planlarina baglh kalmaktadir.

Amirim isi basarili bir sekilde yapabilmek i¢in gerekli teknik bilgiyi etkili bir
14. | sekilde kullanabilmektedir.
15. Amirim elemanlarinin her birine ayr1 gérevler verir.

Amirim elemanlariyla yalnizca daha Onceden tayin edilmis zamanlarda
16. | toplantilar yapar.

Amirim rakip gruplardan daha 6nde olmalar1 konusunda elemanlarina bask1
17. |yapar.

Amirim gorevlerini yerine getirirken sozlii iletisim becerisini etkili bir
18. [ sekilde kullanabilmektedir.
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19.

Amirim gorevlerini yerine getirirken yazili iletisim becerisini etkili bir

sekilde kullanabilmektedir.

20.| Amirim elemanlarinin bir isi en iyi bildikleri bicimde yapmalarina izin verir.
21.| Amirim elemanlarindan var olan standartlara harfi harfine uymalarini ister.
22.| Amirim sorunlara yeni yaklagimlar getirir.
23.| Amirim elemanlarin1 mesai disinda ¢alismalar1 konusunda tesvik eder.
24.| Amirim elemanlarinin miimkiin oldugunca ¢ok ¢aligsmalarini saglar.
Amirim ne kadar is yapilmasi gerektigi konusunda elemanlarina talimatlar
25. | verir.
26.| Amirim elemanlarinin yeni fikirler tiretmeleri i¢in sabirla bekler.
27.| Amirimin yaptig1 igin kalitesinin iyi oldugunu diisiiniiyorum.
28.| Amirimin arkadaslari, igini iyi yaptigini diisiiniirler.
29.| Amirim elemanlariyla konusmadan onlarin gorevlerini degistirebilir.
30.| Amirim elemanlarina danigmadan hareket etmez.
31.| Amirim bir konuda geri adim atmaya kars1 ¢ikar.
32.| Amirim elemanlarina ayricaliklar yapar.
33.| Amirim degisikliklere agiktir.
34.| Amirim elemanlarinin 6nerilerini hayata gecirir.
Amirim 6nemli konularda harekete gegmeden Once elemanlarinin onayini
35. | alir.
36.| Amirim tek tek kigiler yerine bir davranisi elestirir.
37.| Amirimin ¢alisani olarak performansini iyi degerlendiririm.
38.| Amirim isinin gereklerini ¢ok iyi basarmaktadir.
39.| Amirim sorgulanmaya izin vermez bir tarzda konusur.
40.| Amirim davraniglarinin nedenini agiklamay1 reddeder.
Amirim elemanlartyla fikir ayriliklar1 oldugunda kendi fikirlerinden
41.| vazgegebilir.
42.| Amirim her seyin kendi istedigi sekilde yapilmasi i¢in 1srar eder.
43.| Amirim elemanlarinin yapabileceklerinden daha fazla is ister.
44.] Amirim baskalariin hosuna gitmese de elemanlarinin haklarini savunur.
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45. Amirim degisime yonelik dnerilerden hoslanmaz.
46.| Amirim isini yaparken gii¢liik cekmektedir.
47.1 Amirimden genel olarak memnunum.
48.| Amirim elemanlarina kendisiyle esitlermis gibi davranir.
49.| Amirim elemanlarina kisisel problemlerinde yardimci olur.
50.| Amirim elemanlarinin yaptiklarini destekler.
51. | Amirim yeni fikirleri kabul etmekte agir davranir.
52.| Amirim islerin alisilmisin disinda yapilmasina karsi ¢ikar.
53.| Isimden genel olarak memnunum
BOLUM 2: KiSISEL BILGILER
Isim Unvan
Cinsiyet : Yas

Cahstigimiz Birim

Ismi

Davramislarin1  Degerlendirdiginiz Amirinizin | :

Ne Kadar Siiredir Bu Kisinin Asti Olarak |:

Cahsmaktasimz?

Katthiminuz icin tekrar tesekkiir ederiz.
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APPENDIX F: JOB PERFORMANCE MEASURE

by
Beffort and Hattrup (2003)

BOLUM: AMIR DAVRANISI DEGERLENDIRME FORMU

Asagida, yer alan 11 maddenin cevaplanmasi yaklasik 5 dakika almaktadir.

Her bir maddede yer alan davranisin amiriniz tarafindan ne siklikla yapildigini 5-

basamakli 6l¢egi kullanarak belirtiniz. Uygun rakami, her maddenin sonundaki

kutucuga yaziniz.

1 2 3 4 5

Hicbir Zaman |Nadiren |Zaman Zaman | Cogunlukla | Her Zaman

1 | Amirim yiiksek kalitede is ortaya koyar.

Amirim isinin esasint olusturan ana gorevlerini basariyla yerine
2 | getirmektedir.

Amirim isini yaparken zamani verimli bir sekilde kullanabilmekte ve is
3 |planlarina bagli kalmaktadir.

Amirim isi basarili bir sekilde yapabilmek icin gerekli teknik bilgiyi etkili
4 | bir sekilde kullanabilmektedir.

Amirim gorevlerini yerine getirirken sozlii iletisim becerisini etkili bir
5 |sekilde kullanabilmektedir.

Amirim gorevlerini yerine getiritken yazili iletisim becerisini etkili bir
6 |sekilde kullanabilmektedir.
7 | Amirimin yaptig1 isin kalitesinin 1yi oldugunu diistiniiyorum.
8 | Amirimin arkadaslari, isini 1yl yaptigini diisiiniirler.
9 | Amirimin ¢alisani olarak performansini iyi degerlendiririm.
10 | Amirim iginin gereklerini ¢ok iyi basarmaktadir.
11 | Amirim isini yaparken gii¢cliik ¢ekmektedir.
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NE KADAR SUREDIR
CALISMAKTASINIZ?

BU

KISININ

ASTI

OLARAK
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APPENDIX G: 10-ITEM SJT-L

1. Genel Miidiirii oldugunuz Genel Miidiirliikte, Genel Miidiir
yardimcilarimizin hepsi ve Daire Baskanlarimzin bir kismi, ya yurt disi
gorevlerinde bulunduklar icin ya da heniiz atamalar yapilmadig: i¢cin
gorevlerinde aktif olarak bulunmamaktalar ve bu durum yaklasik iki ay
boyunca bu sekilde siirecek. Yogun bir donemden geciyorsunuz ve az
saylda ara kademe yoneticisi ve uzmanla isleri yiiriitmek zorundasimmiz. Bu

durumda ne yaparsimz?

Biitiin calisanlarima daha fazla insiyatif vererek ve hepsiyle daha yakindan

calisarak isleri olabildigince hizli bitirmeye ¢aligirim.

Biitiin isleri 6nem sirasina koyarak arka planda kalan isleri diger Genel
Miidiirliiklere iletirim, bdylece az sayida olmasina ragmen kalitesi yliksek isler

ortaya ¢ikaririm.

Bu siirede islerin daha hizli yapilmasi gerektiginden biitiin isler konusunda daha

hassas olurum ve yapilan hatalara miisamaha géstermem.

Genel Miudirlukte herkesi bu durumdan haberdar ederek herkesin bu siire
boyunca fazla mesai yapmasi gerektigini belirterek islerin zamaninda

bitirilmesini saglarim.

Eleman yetersizligi konusunu ilgili miistesar yardimcisina ve/veya personel
Daire Bagkanligina ileterek, diger Genel Miidiirliikklerden kalici veya en azindan

bir siireligine eleman tedarik etmelerini isterim.

2. Uluslararas1 bir anlasmanin toplantilar1 esnasinda, baska bir kurumla
koordineli olarak calismaniz gerekiyor. Baskani oldugunuz dairede ¢calisan
bir uzman yardimcis1 bu konuyla ilgileniyor. Toplantilar sonrasinda, diger
kurumda calisan bir Daire Baskani ile aranizda bir sorun oluyor ciinkii bu
kisi, acil bir islem icin gerekli olan bir belgeyi onlara gondermediginizi
iddia ederek, gerekli islemleri yapmay1 reddediyor. Uzman yardimciniz ise

israrla bu belgeyi kendilerine gonderdigini belirtiyor fakat bunu
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ispatlayamiyor. Bu durumda ne yaparsiniz?

Diger kurumdaki Daire Bagkanindan uzman yardimcimin hatasindan dolay1
Oziir dileyerek acil olan igimizi en kisa zamanda halletmelerini rica ederim ve

thmali nedeniyle uzman yardimcimi uyaririm.

b)

Diger kurumdaki Daire Baskanini, bu konuyu ¢ozmesi i¢in gerekli islemleri
yapmasi konusunda ikna ederim ve uzman yardimcima kendisine inandigimi

belirterek bundan sonra belgelerin gonderildigine dair teyit almasini isterim.

Konuyla ilgili olarak iki tarafin da farkli durumlar ileri siirmeleri nedeniyle
konuyu Genel Miidiiriimle goriigiir ve sorunu iist diizeyde ¢O6zmesini rica

ederim.

Ilgili uzman yardimcima, diger kurumla iliskilerimizi bozmadan konuyu bir an

once ¢ozmesi ve gelismelerden beni haberdar etmesini isterim.

Diger kurumun Genel Miidiiriiyle gorliserek olayda bizim ihmalimiz
bulunmamasma ragmen kendileri tarafindan siirecin sekteye ugratildigini

anlatirim.

3. Daire Baskam olarak bir kurul toplantisinda dairenizi temsilen
bulunmaktasiniz. Kurulda goriisiilecek bir konu hakkinda sunulan
dosyanin tiim hazirhklarimi kendiniz yaptimz, dosyanin diizenleme ve
cogaltma islemlerini de bir uzman yardimcimz yapti. Kurul sirasinda,
hazirlanan dosyada bir maddenin anlasilamamasi nedeniyle bir sorun
yasandi ve Kurul Baskami bu sorun nedeniyle sizinle c¢alisan uzman

yardimcisina sert bir tepki gosterdi. Bu durumda ne yaparsiniz?

Toplant1 esnasinda konuyla ilgili agiklama yapar, toplant1 sonrasinda hazirladig

dosyanin igerigini bilmesi gerektigini sOyleyerek uzman yardimecimi uyaririm.

Dosyanin igeriginden benim sorumlu oldugumu belirtir ve anlasilamayan

madde konusunda gerekli aciklamalar1 yaparim.

Uzman yardimcima dosyayi diizelterek toplantiya getirmesini sdylerim.
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d)

Toplant1 sirasinda uzman yardimcima gerekli kontrolleri yapmadigi igin

kizarim.

Toplant1 esnasinda tepkisiz kalarak toplanti sonrasinda uzman yardimcimi

uyarir ve bundan sonra daha dikkatli olmasi1 gerektigini sdylerim.

4. Dairenizde cahisan elemanlarimizdan biri, onemli bir referansina
giivenerek islerini aksatiyor ve dairenizdeki diger calisanlar arasinda adil
olmayan bir is boliimii olusmasina neden olarak huzursuzluga yol aciyor.
Biliyorsunuz ki kurumunuzda referansa sahip olmak oOnemli ve
yapacaginiz aksi bir davrams sizin Kkariyerinizi olumsuz sekilde

etkileyebilir. Bu durumda ne yaparsiniz?

Kurumumun bir gercegi olan referans durumunu kabul ederek diger

calisanlarimi baska yollarla motive etmeye ¢aligirim.

Dairemde c¢alisan herkesin adil ve huzurlu bir ortamda calismast benim igin
daha onemli oldugundan, bu kisiyi uyararak islerini aksatmamasi gerektigini

hatirlatirim.

Bu kisiyi daha pasif bir sekilde ¢alistirarak, diger ¢caligsma arkadaslarindan uzak

tutmaya calisirim.

Bu calisanin dairesini degistirerek bu sorundan uzaklasirim.

Bu durumdan Genel Miidiire bahsederek, konuyla ilgili kendisinin talimatim

alarak Oyle hareket ederim.

5. Bakanhk makamindan, baskani oldugunuz daireye acil bir bilgi notu
talebi geldi. Konuyla ilgili olarak cahsan uzman yardimcimiza bu notu
hazirlama gorevini verdiniz fakat uzman yardimcimzin hazirladig1 notta
temel bazi hatalar oldugunu fark ettiniz. Fakat notu zamaninda
gonderemezseniz bakanlikk makamindan uyan alabilirsiniz. Bu durumda

ne yaparsmiz?

Uzman yardimcima hatalarini gostererek nasil diizeltmesi gerektigini anlatirim.

b)

Uzman yardimcima da gostererek nottaki diizeltmeleri kendim yaparim ve notu

makama iletirim.
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Konuyla ilgili daha tecriibeli olan bir uzmanimi hatalar1 kendisinin kontrol

ederek diizeltmesi i¢in gorevlendiririm.

Uzman yardimcima konunun aciliyetini tekrar hatirlatarak hatalar1 diizeltip

acilen notu makama gotiirmesini sdylerim.

Diizeltmek i¢in  kaybedilecek  zaman, bakandan uyar1  almayla

sonuglanabileceginden, notu ¢ok degistirmeden iletirim.

6. Bakana sunulmak iizere kisa siire icerisinde hazirlanmas1 gereken
detayll bir ¢calismanin diger dairelerle koordineli bir sekilde yapilmasi
gerekiyor. Genel Miidiir, konuyla ilgili olarak yaptig1 toplantida ne
yapilmasi gerektigini belirtti fakat kimlerin neyi yapmas:1 gerektigini ve
nasil bir formatta yapilmasi gerektigini belirtmedi ve bunu Daire
Baskanlarmma birakti. Diger iic Daire Baskaninin konuyla ilgili olarak
hemen calismaya basladigim gordiiniiz. Daire Baskam olarak bu durumda

ne yaparsimiz?

Ben de zaman kaybetmemek icin dairemdeki caligsanlar1 konuyla ilgili olarak

bilgilendirir ve hemen ¢alismaya baglamalarini sdylerim.

Diger Daire Bagkanlariyla goriiserek, calismaya baslamadan 6nce yontem ve
format iizerinde fikir birligine ulasmamiz ve isboliimii yapmamiz gerektigini

belirtirim ve ¢aligmalara buna gore baslarim.

Calisanlarima arastirmalarina baglamalarini fakat bir format olusturmadan 6nce
diger dairelerden gelecek olan ¢alismalari1 bekleyerek, onlarin ¢alismasint 6rnek

alip ayn1 formatta bir ¢alisma yapmalari i¢in talimat veririm.

d)

Genel Miidiirle goriiserek, calismaya baslamadan once bize belli bir format ve
yontem gerektigini ve Daire Baskanlar1 arasinda sorun yaganmamasi i¢in bunu

kendisinin vermesini isterim.

Daha 6nceden yapilmis olan benzer ¢alismalarin formatlarini kullanarak hemen
caligmaya basglarim ve calismanin bitiminde diger dairelerin ¢alismalariyla

benimkini birlestiririm.

98



7. Genel Miidiir yardimcis1 olarak, yurtdisindan gelen bir heyetle
yapilacak olan ve heyet bir sonraki giin ayrilacagi icin bugiin bitmesi
gereken bir toplantiya baskanhk ediyorsunuz. Bu toplantida sizin
tarafimzda, Daire Baskanlar1 ve c¢ogunlukla da uzman ve uzman
yardimcilar1 bulunmakta. Beklenenden ¢ok daha uzun siiren bu toplanti
saat 22:00 olmasina ragmen bitmedi ve daha da siirecek gibi goriiniiyor.
Biitiin giin toplanti icin calisan ekibiniz ¢cok yoruldu. Cahsanlarimizda bir

yorgunluk ve isteksizlik belirtisi gordiiniiz. Bu durumda ne yaparsinmiz?

Toplantiya ara veririm ve ¢alisanlarimi motive etmek icin bu 0Ozverili
caligmalarindan dolay1 onlara tesekkiir ederek toplantiyt en kisa zamanda

bitirmeye caligirim.

Calismay1 en az kisiyle idare edebilecek kadar eleman birakarak diger

calisanlarima gitmelerini sdylerim.

Bu kurumda ¢aligmanin en 6nemli sartlarinda birinin fazla mesai yapmay1 kabul
etmek oldugunu diisiindiigiimden calisanlarima herhangi bir agiklama yapmam

ve toplantiya devam ederim.

Calisanlarimin ¢ok yoruldugunu belirterek toplantiyr tamamlamadan birakir ve

goriisiillemeyen konular1 farkli iletisim araclari ile halledebilecegimizi sdylerim.

Calisanlarima bu isin bir geregi olarak ge¢ saatlere kadar ¢alismamizin normal

oldugunu belirtir ve caligsmalarina devam etmelerini sdylerim.

8. Daire Baskani olarak bagh oldugunuz miistesar yardimecisi tarafindan 2
saat icerisinde hazirlanmasi ve teslim edilmesi istenen bir bilgi notunu
hazirlamakla gorevlendirildiniz. Size bagh olarak ¢ahsan 3 elemanimizin
biri yurt dis1 gorevinde, digeri ise yillik izninde oldugu icin bu isle
ilgilenebilecek 1 elemaminiz var, onun da yetistirmesi gereken baska 6nemli

isleri var. Bu durumda ne yaparsimz?

Bu elemanima bilgi notunu hazirlamasini ve biitiin islerini zamaninda

bitirmesini sdylerim.

b)

Genel Miidiiriime durum hakkinda bilgi verir ve diger dairelerin yardimini talep

ederim.
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Bilgi notunu hazirlamasi i¢in elemanima yardim eder ve notu tamamlayarak

teslim ederim.

Bu talebin is yogunlugu ve eleman eksikligi nedeniyle mevcut elemanlarla

yapilamayacagini bildirerek yillik izinde olan elemanimi ise ¢agiririm.

Diger islerin aksamamasi i¢in bilgi notunu kendim hazirlarim ve uzmanimin

gorilislinii alarak teslim ederim.

9. Baskam oldugunuz dairede ¢alisan iki uzman yardimcisinin aralarinda
bir uyusmazhk oldugunu goriiyorsunuz. Bu iki Kkisi, ozellikle birlikte
calistiklar1 zamanlarda siirekli tartisiyor ve isler bu nedenle aksadig: gibi
dairede de siirekli huzursuz bir ortam olusmasina neden oluyor. Bu

durumda ne yaparsiniz?

Bu iki ¢alisanimla da konusarak aralarindaki sorunu anlayip ¢ézmeye ve onlari

uzlastirmaya caligirim.

Iki galisanima da bu davranislarmin dairedeki islerin yiiriimesini engelledigini
belirtir ve bu davranislarina bir son vermedikleri siirece resmi olarak uyari

verecegimi belirtirim.

Bu iki kisiye farkli isler vererek bir siire birlikte calismalarini engeller ve

aralarindaki soguklugun ge¢mesi i¢in yardimci olurum.

Iki tarafi da ayr1 ayr1 dinleyerek hakli olan tarafi anlamaya calisir ve diger tarafi

uyaririm.

Bu iki kisinin ayn1 ortamda c¢alisamayacagimi diisiinerek birinin veya her

ikisinin de dairesini degistiririm.

10. Bakanhik makamindan, daireniz ilgi alanina giren bir konuyla ilgili bir
bilgi notu hazirlanmasi talimat1 geldi ve siz bu gorevi baskam oldugunuz
daireye yeni baslayan bir uzman yardimcisina verdiniz. Bilgi notunu nasil
hazirlayacag1 ve bilgileri hangi veritabanindan c¢ekecegini de belirttiniz.
Uzman yardimcisinin hazirladig1 bilgi notunu ve tablolar: incelemesi icin
Genel Miidiiriiniize verdiniz fakat Genel Miidiir sizi yanina c¢agirarak

bilgilerin yanhs oldugunu sdyledi. incelediginizde uzman yardimeinizin
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sizin sodylediginiz veritabani degil de baska bir yerden bilgileri aldigim

gordiiniiz. Bu durumda ne yaparsimz?

Genel Midiire, yanliglikla farkli bir veri tabanindan bilgi alindigin1 sdyler ve
diizeltilerek c¢alismanin hemen kendisine ulastirilacagini belirtirim, uzman

yardimcimi uyararak isi diizeltmesini saglarim

b)

Genel Miidiire, yeni baglayan c¢alisanimizin yanlig veritabanini kullanarak bu
calismay1 yaptigini belirtir ve bu durum i¢in 6ziir dileyerek daha sonra uzman

yardimcisini konuyla ilgili olarak uyaririm.

Bu hata icin 6ziir dileyerek dogru ¢aligmay1 uzman yardimcima da gostererek

kendim yaparim.

Genel Miidiiriin yanindayken uzman yardimcisini yanimiza cagirir ve neden
kendisine sdylenenin aksine bu veritabanini kullandigini sorarak kendisini

uyaririm.

Durumu kurtarmaya ¢alisirim; Genel Miidiire diger veritabanina ulasilamadigi

icin farkli bir veritabanini kullandigimizi séylerim.

101



APPENDIX H: TEZ FOTOKOPISI iZIN FORMU

ENSTITU

Fen Bilimleri Enstitiist

Sosyal Bilimler Enstitiisii X

Uygulamali Matematik Enstitiisii

Enformatik Enstittisi

Deniz Bilimleri Enstitiisi I:I
YAZARIN
Soyadi : COLAKOGLU

Adi : Zeliha Ruhsar
Boliimii : Psikoloji

TEZIN ADI (ingilizce) : ESTABLISHING THE VALIDITY OF A LEADERSHIP

BASED SITUATIONAL JUDGMENT TEST

TEZIN TURU : Yiiksek Lisans | X Doktora

1. Tezimin tamamindan kaynak gosterilmek sartiyla fotokopi alinabilir.

2. Tezimin igindekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir
boliimiinden kaynak gosterilmek sartiyla fotokopi alinabilir.

3. Tezimden bir bir (1) yil stireyle fotokopi alinamaz.

TEZIN KUTUPHANEYE TESLIiM TARIHI:
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