I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 8, Issue:20 2023

Ekizoglu, 0. (2023). Investigation of the Relationship Between Stadium Security Staff's

_J . @ ::;JEc Safety Awareness, Safe Behavior and Work Motivations, International Journal of
=

Eurasian Education and Culture , 8(20), 416-443.

DOI: http://dx.doi.org/10.35826/ijoecc.667

(ISSN: 2602-4047) Article Type (Makale Tiirl): Research Article

INVESTIGATION OF THE RELATIONSHIP BETWEEN STADIUM SECURITY STAFF'S SAFETY
AWARENESS, SAFE BEHAVIOR AND WORK MOTIVATIONS

Ozlem EKIiZOGLU
Assistant Professor, Erzincan Binali Yildirim University, Erzincan, Turkey, ozlemekizoglu89@gmail.com
ORCID: 0000-0002-5705-7134

Received: 14.10.2022 Accepted: 13.02.2023 Published: 05.03.2023

ABSTRACT

Stadiums are competition areas that host thousands of spectators. State and private security
personnel are assigned to take precautions against all kinds of dangers that may occur in and
around the stadium. The fact that the assigned security personnel do not fulfill the job description
or behave illegally during the match means that thousands of people risk their lives and property.
The aim of this study; to examine the relationship between the occupational safety awareness,
safe behaviors and work motivations of the security personnel working in the stadiums. Data, in
the year 2022; it was collected face to face by 4 pollsters in 12 different competitions held at NEF,
Sikri Saracoglu, Ulker Fenerbahce and Vodafone Park stadiums. Our sample group consists of
215 stadium security personnel who voluntarily participated in the research. Relational screening
method was used in the research. A total of 3 scales were used as data collection tools. The first
scale is the single factor “Occupational Safety Awareness” scale. The second scale is the “Safe
Behavior” scale. It consists of two sub-dimensions, security compliance and security
participation. The third scale is the "Multidimensional Job Motivation" scale. It consists of a total
of 6 sub-factors, namely, non-motivation, external regulation-social, external regulation-
material, personal regulation, intrinsic motivation and introjected regulation. Since the data do
not show a normal distribution; Non-parametric inverses such as Kruskal Wallis test, Mann
Whitney U test and Spearman's Correlason were used. Conclusion: As the safe behavior scores
of the stadium security personnel increase, the occupational safety awareness also increases.
However, it is seen that the safe behavior scores of the participants decrease as work motivation
and working time increase. In addition, it has been determined that occupational safety
awareness reduces work motivation.

Keywords: Occupational safety awareness, safe behavior, security personnel, stadium, work
motivation.
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INTRODUCTION

Maslow (1943) in work, tried to define the healthy person, leaving diseases or patients aside. With the five-level
hierarchy of human needs revealed as a result of research, people are universally; physiological, safety,
love/belonging, esteem, and self-actualization needs. The need for safety and security, which comes after
physiological needs, which can result in death if not satisfied, is the most basic need and the most natural right
demanded by every human being. Ensuring the health and safety of the society is among the primary duties of

the state. In business life, it is the responsibility of employers.

Occupational health and Safety; It can be defined as the protection of physical, psychological and social health in
working life in all occupational groups. B.C. Imhotep, who lived in Ancient Egypt in the 2600s, BC. Hammurabi,
King of Babylon, who lived in the 1700s, BC. Herodotus, an ancient Greek historian and writer from the 400s, BC.
Important names such as Hippocrates, who was born in 460; They are the first people to conduct research on
occupational safety and employee health. The increase in production with the industrial revolution in the 1800s
led to an increase in the number of employees. Factors such as bad conditions, cheap workers and reduced wages
made it necessary for the state to take measures to interfere with working conditions. Article 22 of the Universal
Declaration of Human Rights is the symbol of societies, social security and the right to live with dignity. The
International Labor Organization (ILO), headquartered in Switzerland, established in 1919 under the United
Nations; It is an organization that works to develop standards in labor laws and practices in countries and to
transform working conditions into the best (Uzuntarla, 2018). Occupational health and safety in Turkey is
governed by the Occupational Health and Safety Law No. 6331 (2012). In the Occupational Health and Safety Law
No. 6331; “The employer is obliged to ensure the occupational health and safety of the employees”, has a

provision.

Football is the most followed sport in the world with millions of spectators. Every year, thousands of people go
to stadiums to watch and support the football team they follow. It is very difficult to ensure the safety of crowded
environments such as stadiums. The gathering of people for a purpose organizes them as a group, and the
consciousness of organization disassociates people from their identities and transforms them into a new identity.
Organization is the gathering of people who share the same feelings for the sake of common goals. However,
stadiums are also rare places where people with different lifestyles, different characters and different intentions
come together. This diversity can be shown as the reason for many negative events in stadiums throughout
history. When the history of the stadiums is examined; It is possible to see events that caused many people to
lose their lives such as fights, crushes, fires and terrorism. Stadiums are not considered very safe areas for such

reasons.

Especially the government, private security personnel and all facility management are responsible for the safety
of life and property of these people who take their place in the stadiums to support the teams they are
spectators. The facility management and stadium security personnel are responsible for any disruptions that may

occur inside. Stadiums open their doors to the audience 2.5 hours before the start of the competition and For a
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90-minute match, a person spends an average of 3-3.5 hours in stadiums. It is the state that is responsible for
the safety of the public and communities, but in stadiums state security personnel are supported by private
security personnel. Internal and external security of stadiums in Turkey, in accordance with the instructions of
the stadium and security committee; provided by the stadium security directorate, the general directorate of

security and the gendarmerie command. These security personnel are assigned according to the stadium security

principles given below.

Outer Zone Security

* External calling doors

* Ticket sales and
checkpoints

* Vehicle entrance doors

* Turnstile out door

+ Attendant and handicapped
gate

« Parking lot entrances

* Guidance

« Stair and balcony security

Turnstile Doors Security

* Turnstile entrance body
search

» Stair safety

» Broadcaster entry and exit
security

» Handicapped section
* Ready force
» Camera room front

» Sound system and front of
the announcement room

« Locker room group
* Sponsor floor

Site and Buffer Zone
Security

« Front of the grandstand

« Field emergency evacuation
doors

« Visiting team buffer zone

* Tunnel

« Block tribune entrances
« Box floors patrol

« Stair routing

Figure 1. inankul, (2019). Stadium Safety Guidelines.

Every stadium spectator is a customer of the stadium and it is the security personnel who are responsible for
their safety. However, stadium security personnel (police, law enforcement, gendarmerie or private security)
may encounter many stressful crimes, accidents or deaths due to their job almost every day (McKay-Dauvis et al.,
2020). In this type of professions; Psychological conditions such as attrition, low motivation and
depersonalization may occur. Work motivation is an important factor that enables employees to be efficient and
productive in their tasks. Employees' motivation to work, self-development and effective use of cognitive
behaviors are among the issues that business management has emphasized since the industrial revolution. When
motivation and behavior come together, it produces a quality performance (Civilidag & Sekercioglu, 2017). Job
Motivation is defined as a set of energetic forces that an individual expends to initiate and determine work-
related behavior. An individual's motivation can range from free or controlled, and the type of motivation
involved determines his behavior. Personal interests and pleasures of the individual, intrinsic motivation; beliefs
and values, defined motivation; self-worth, feelings of anxiety and guilt define introjected motivation. There are
also motivating factors that vary depending on external factors. For example: monetary incentives affect
controlled motivation, while rewards and returns affect extrinsic motivation (Moon et al. 2019). In addition,
employees' creativity, openness to learning, personal development and productivity depend on their intrinsic

motivation (Wong & Pang, 2003; Deci & Ryan, 2000).

Although laws, regulations and policies are developed for occupational health and safety (OHS) measures, it is

the safety culture that is important. Working with people who work consciously, give importance to the safety
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of themselves and their environment, are responsible and have high work motivation; It is very important for
occupational health and safety. It is known that 90% of the occupational accidents in the world are caused by
the attitudes and behaviors of the employees (Guler et al., 2018). The fact that security personnel do not fulfill
their job descriptions or behave illegally during the competition means that thousands of people risk their lives
and property. For this reason, security personnel working in stadiums; It is thought that this study, which was
conducted to reveal occupational safety awareness, safe behaviors and work motivations, and to examine their

relationship with each other, is very important and will provide support to the literature.

METHOD

Research Model

The scanning model is an approach that aims to describe a situation that has existed since the past. Relational
screening model is a research model that aims to determine the existence or degree of co-variance between two
or more variables. This model enables us to conduct correlation and comparison studies (Karasar, 2021). The
"relational survey model", one of the general survey models, was used to provide quantitative description on the

sample selected from the population determined by our model.

* Duty in Stadiums Receiving Time

+ Finding Stadiums Safe

Multidimensional Work
Occupational Safety Motivation

Awareness

Safe Behavior Scale

Hi: The occupational safety awareness, safe behaviors and multidimensional work motivations of the stadium

security personnel differ significantly according to the duration of their duty in the stadiums.

Hi: Occupational safety awareness, safe behaviors and multidimensional work motivations of the stadium

security personnel differ significantly according to the situation of finding the stadiums safe.

Hi: There is a relationship between the occupational safety awareness, safe behaviors and multidimensional

work motivations of the stadium security personnel.
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Universe and Sample

The universe of the research consists of security guards who took part in the matches held in NEF, Ulker
Fenerbahge Sukri Saragoglu and Vodafone Park stadiums in 2022. The sample of the research consists of 215
security guards who took part in the matches held in NEF, Ulker Fenerbahge Siikrii Saracoglu and Vodafone Park

stadiums in 2022 and voluntarily participated in the research.

Data Collection Tools

Socio-Demographic Characteristics:

The participants were asked about the duration of their duty in the stadiums and whether they found the

stadiums safe.
Occupational Safety Awareness Scale

Edited by Lin et al (2008) and The Occupational Safety Awareness Scale, which was adapted into Turkish by

Dursun (2011), was used. It is a single-factor, 5 matter and 5-point Likert scale (totally disagree-totally agree).

Safe Behavior Scale

Edited by Neal, Griffin and Hart (2000), The Safe Behavior Scale, which was adapted into Turkish by Dursun
(2011), was used. It evaluates the safe behaviors of employees regarding the safe conduct of their work. The
scale is a scale consisting of 6 questions and 5 likerts between “totally disagree and completely agree”. It consists

of two sub-dimensions, safety compliance (3 questions) and safety participation (3 questions).
Multidimensional Work Motivation Scale

The Multidimensional Job Motivation Scale, which was adapted into Turkish by Civilidag and Sekercioglu (2017),
was used. Scale; 19 matter, 6 sub-dimensions (nonmotivation, external regulation-social, external regulation-
material, personal regulation, intrinsic motivation and introjected regulation) and It is a 7-point likert (Not at all

Appropriate- Completely Appropriate) scale.
Data Collection

In 2022: Data were collected by 4 interviewers in 12 different matches played at NEF, Ulker Fenerbahce Siikrii
Sarac¢oglu and Vodafone Park stadiums. The interviewers went to the stadiums before the match and explained
the subject of the research to the stadium security staff. The data were collected from the volunteers by face-to-
face and questionnaire method. Ethics committee approval was obtained with the meeting decision of Nisantasi

University dated 22/08/2022 and numbered 2022/34.
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Statistical Analysis of Data

The data were coded into the SPSS 21.0 program. Outlier detection and reliability analysis of the coded data were
made. Outliers were excluded from the data set and the Cronbach Alpha of the study was found to be >0.70. In
the analysis of the data, frequency, percentage values, arithmetic mean and standard deviation values were
calculated. In the analysis of the research, Mann Whitney U test, Kruskal Wallis and Spearman Correlation

analyzes were applied.

FINDINGS

In this part of the research, the analyzes made and the findings obtained with the analyzes are included. In Table
1, the distribution normality of the data was examined. In Table 2, Table 3 and Table 4, the percentage
distribution of the answers given by the participants to the scales used in the research is given. Hypothesis

analyzes are given in Table 5, Table 6 and Table 7.

Table 1. Normality Analyzes

Kolmogorov-Smirnov

Statistic ~ df Sig. Skewness Kurtosis Cronbach’s Alpha
Occupational Safety Awareness ,17 215 ,00 -1,59 3,75 ,76
Safe Behavior Scale Sub-Dimensions
Safety Compliance ,21 215 ,00 ,03 -21 73
Safety Participation ,14 215 ,00 ,21 -,86 !
Multidimensional Work Motivation
Nonmotivation ,20 215 ,00 ,23 -,39
Intrinsic Motivation ,17 215 ,00 -,57 ,47
External Regulation- Social ,16 215 ,00 ,46 ,79 31
Personal Regulation ,25 215 ,00 -1,65 3,95 !
External Regulation-Material ,16 215 ,00 -,46 -,47
Introjected Regulation ,20 215 ,00 -1,21 ,84

When the material distribution of the data is examined, the Skewness-Kurtosis value ranges are not in the range
of -1 and +1 and sig<0.05 in the Kolmogorov-Smirnov table indicates that the data are not normally distributed.

For this reason, Non-Parametric tests will be applied in the research.

Table 2. Percentage Frequencies of the Answers Given by the Participants to the “Occupational Safety
Awareness Scale”

| s.trongly I do not agree Agree or not | agree Absolutely |
disagree agree agree
N % N % N % N % N %
| know what my responsibilities are
. . 0 0 4 1,9 17 7,9 69 32,1 125 58,1
regarding safety in the workplace.
! unders'Fand the safety rules my ) 0,9 9 472 15 7 57 265 132 614
job requires.
| can cope with security problems
0 0 4 1,9 13 6 56 26 142 66

at my workplace

I always follow the safety rules. 0 0 3 1,4 16 7,4 68 31,6 128 59,5

I think safety is the most important
thing while working.

3 1,4 2 0,9 18 8,4 64 29,8 128 59,5
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The percentage frequency of the answers given by the participants to the questions of the Occupational Safety
Awareness inventory is given in Table 2. According to Table 2, participants: 58.1% unequivocally agree with the
question “l know what my responsibilities are regarding safety at my workplace”; 61.4% strongly agree with the
question “l understand the safety rules required by my job”; 66% strongly agree with the question “I can cope
with security problems at my workplace”; To the question "l always obey the safety rules", 59.5% strongly agree,
and to the question "l think safety is the most important thing when working", 59.5% gave the answer strongly

agree.

Table 3. Percentage Frequencies of the Answers Given by the Participants to the “Safe Behavior Scale”

| strongly 1 do not Agree or not Absolutely |
R | agree
disagree agree agree agree
N % N % N % N % N %
Ius.e all r?ecessa'ry safety equipment 0 0 1 0,5 1 51 50 233 153 71,2
while doing my job.
| i f
use app.roprlatt.a safety procedures 0 0 0 0 9 42 81 377 125 58,1
when doing my job.
| pr.owde.the hlghest levels of security 0 0 ) 0,9 12 56 77 358 124 577
while doing my job.
| encourage safety programs in the 1 8,8 54 251 51 237 34 15,8 57 26,5
workplace. 9
I make extra efforts to improve
9 4,2 42 19,5 54 25,1 45 20,9 65 30,2
workplace safety.
| voluntarily perform tasks aimed at
5 2,3 25 11,6 104 48,4 41 19,1 40 18,6

improving workplace safety.

The percentage frequencies of the answers given by the participants to the Safe Behavior Inventory questions
are given in Table 3. According to participants: 71.2% | agree with the question “I use all necessary safety
equipment while doing my job” ; | agree with the question “I use appropriate safety procedures while doing my
job” with 58.1%; | completely agree with the question “I provide the highest level of security while doing my job”
at a rate of 57.7%; | agree with the question “l encourage safety programs in the workplace” with 26.5%; To the
question “I make extra efforts to increase workplace safety”; | strongly agree with 30.2% and to the question "I

voluntarily fulfill my duties to increase workplace safety"; 48.4% answered neither agree or not agree.

Table 4. Percentage Frequencies of Participants' Responses to the "Multidimensional Work Motivation Scale"

Not at all Mostly Not

Moderate A iat
Appropriate Unsuitable Appropriate oderate Appropriate

N % N % N % N % N %

I don't put any effort into my job because | think I'm

. . 100 46,5 6 2,8 0 0 38 17,7 71 33
wasting my time.

I make an effort in my work because it is interesting. 41 19,1 84 39,1 65 30,2 9 4,2 16 7,4

| put little effort in my job because | think it's not

worth the effort. 91 423 112 521 6 28 4 19 2 ,9

I make an effort in my job because it is exciting. 5 2,3 15 7 26 12,1 53 24,7 116 54

Even though my job is meaningless, | still don't know

why I'm doing this job. 117 544 77 358 16 7,4 2 ,9 3 14

I make an effort in my job because | have fun while

. . 2 ,9 4 1,9 17 79 41 19,1 151 70,2
doing my job.
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I make an effort in my job to get the approval of

. . 54 25,1 112 52,1 23 10,7 10 4,7 16 7,4
others (supervisor, colleague, family, etc.).
m:klng an effort in my job has a special meaning to 5 23 5 23 101 47 38 177 6 307
I make an effort in my job so that others (supervisor, 29 135 58 270 98 456 10 47 20 9,3
colleague, family, etc.) have more respect for me.
I make a.m effgrt in my job because this job is 4 19 3 14 2 98 36 167 151 702
compatible with personal values.
I make :?m effort in my job t.o avoid criticism of others 25 116 26 121 62 288 34 158 68 316
(supervisor, colleague, family, etc.) towards me.
I make an e.ffort in my job be.cause | thlnk. it |s. . 6 28 14 65 10 47 32 149 153 712
personally important to put in the effort in this job.
However, if | put in enough effort in my job, others
(employer, supervisor, etc.) will reward me 19 8,8 24 11,2 42 19,5 20 9,3 110 51,2
economically.
I make an effort for my job or | feel bad. 3 1,4 4 1,9 14 6,5 34 158 160 744
If put.enough effc.>rt |.n my job, oth.ers (emp!oyer, 15 70 61 284 101 470 11 51 27 126
supervisor, etc.) will give me more job security.
In my current job, | make an effort or I'll be 1 5 8 37 35 163 47 219 124 577
embarrassed.
J!1;Ibdon t put enough effort in my job, I risk losing my ) 9 7 33 30 14 49 228 127 591
| make an effort in my job because my job makes me 4 19 14 65 37 172 41 191 119 553
proud of myself.
I make an effort in my job because | have to prove 69 321 59 274 24 112 10 47 53 247

myself.

* Participants were presented with a Multidimensional Job Motivation scale with 7 likerts (Not at all Appropriate,

Mostly Unsuitable, Not Appropriate, Moderate, Appropriate, Fairly Appropriate, and Completely Appropriate).

However, Fairly Appropriate and Completely Appropriate options were not preferred by the participants, so they

were not included in the table.

Table 5. Occupational Safety Awareness, Safe Behavior and Multidimensional Work Motivation According to
the Duration of the Participants in Stadiums

Duty in Stadiums Mean .
Recei\‘/ling Time (years) Rank Chi-Square df P
0-1 23 123,24
Occupational Safety Awareness 2-6 181 106,61 1,75 2 ,42
7-12 11 99,05
N 0-1 23 139,72
-g Safety Compliance 2-6 181 104,26 7,01 2 ,03
2 7-12 11 103,23
% 0-1 23 156,41
:cni Safety participation 2-6 181 103,02 16,52 2 ,00
7-12 11 88,64
x 0-1 23 78,83
S Nonmotivation 2-6 181 112,20 6,36 2 05
Tg 5 7-12 11 99,91
2 ] 0-1 23 106,26
s % Intrinsic Motivation 2-6 181 106,65 2,08 2 ,36
-§ 3 7-12 11 133,91
S _ , 0-1 23 115,76
S External Regulation- Social 26 181 107,45 0,53 2 ,77
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7-12 11 100,77
0-1 23 104,65

Personal Regulation 2-6 181 107,67 0,55 2 ,76
7-12 11 120,41
0-1 23 117,26

External Regulation-Material 2-6 181 106,17 1,02 2 ,60
7-12 11 118,82
0-1 23 95,59

Introjected Regulation 2-6 181 107,06 6,21 2 ,04
7-12 11 149,41

Occupational safety awareness of the participants does not differ significantly according to the duration of their

duty in the stadiums (p>,05).

Safe Behavior sub-dimensions; It is seen that safety compliance (x?=7.01, df=2, p=,03) and safety participation
(x?=16.52, df=2, p=,00) differ significantly according to the duration of duty in stadiums (p<,05). The safety
compliance and safety participation scores of those who have been working in the stadiums for 0-1 years are

higher than the others.

Among the multidimensional work motivation sub-dimensions, being unmotivated (x?=6.36, df=2, p=,05) and
introjected regulation (x?=6.21, df=2, p=,04) differ significantly according to working time (p<,05). The difference
between the nonmotivation and the working time is due to those who have been working in stadiums for 2-6
years. In the introjected regulation sub-dimension, the difference is in favor of the staff who have been working
in the stadium for 7-12 years. No significant difference was found in intrinsic motivation, external regulation-

social, personal regulation and external regulation-material sub-dimensions (p>,05).

Table 6. Occupational Safety Awareness and Safe Behavior According to the Variable of Participants Finding
Stadiums Safe

Finding
Stadiums Safe N Rank Avg. u w z P
Yes 203 110,17
i | Safety A ! 777 -2,1
Occupational Safety Awareness No 12 71,25 855 ,13 ,03
» Yes 203 108,99
o Safety C li ! 1017 1095 -,98 33
o % afety Compliance No 12 91,25 : ,
©
w < Y 203 109,59
8 safety participation NZS - 2113 895,5 9735  -1,56 -12
Yes 203 107,82
S ivati ! 1182 21 -1
S Nonmotivation No 12 111 8 888 ,17 ,86
2 o Yes 203 110,26
¥ Intrinsic Motivation 759,5 837,5 -2,23 ,02
s No 12 69,79
= . X Yes 203 108,61
© External Regulation- Social 1095 1173 -,59 ,55
= No 12 97,75
® , Yes 203 109,79
o Personal Regulation 855 933 -1,80 ,07
B No 12 77,5
c
£ ves 203 108,54 1108 1186 53,60
B External Regulation-Material  No 12 98,83 ’ ’
=
S Yes 203 109
j i 101 1092 -1,01 1
S  Introjected Regulation No 1 91,04 014,5 092,5 ,0 ,3
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The occupational safety awareness of the participants differs significantly according to the variable of finding the
stadiums safe (u=777, z=-2,13, p=,03). It has been observed that those who find the stadiums safe have higher
occupational safety awareness. Safety compliance and safety participation do not differ significantly according
to the variable of finding stadiums safe (p>,05). There are significant differences between intrinsic motivation,
one of the multidimensional work motivation sub-dimensions, and the variable of finding stadiums safe (u=759,5,
z=837,5, p=,02). No significant difference was found in the sub-dimensions of nonmotivation, external regulation-

social, personal regulation, external regulation-material and introjected regulation (p>,05).

Table 7. Relationship Between Dependent and independent Variables

g g & c § 5 S 5
a = o =] = = S = 2 o
- Qo Q © pr) S — > © PR
© c 2 = <) B0 @© a0 o ‘T o B
=] S b S v G 9 v O o ©
s§¢ s 5 ¢ = 28 = 228 §£3
5 © o o IS %) - N © = = S5 ¥
© = - = © c © = S Q
Q = = < 2 c o c S x

3 L @ S = @ @ @

S © ‘B z = = o =

o n n £ o a o
Operation time r -,09 -15%  -26%* 12 ,06 -,05 ,04 -,02 ,14*
p ,20 ,02 ,00 ,09 ,37 ,47 ,54 77 ,04
Finding Stadiums Safe r -,15% .07 -1 ,01 -,15% -,04 -12 -,04 -,07
p ,03 ,33 ,12 ,86 ,03 ,55 ,07 ,60 ,32
Occupational Safety r ,28%%  31%*  _ (07 -,04 -,17* ,17* -,01 -,03
Awareness p ,00 ,00 31 ,51 ,01 ,01 ,83 ,64
Safety Compliance r -,37%* -,14% -,23%* -,04 -,10 -,06
p ,00 ,04 ,00 ,56 ,16 ,37
Safety participation r -,50**% - 20** -,25%* -,06 -,07 -,01
p ,00 ,00 ,00 ,36 ,27 ,83

No significant relationship was found between the working time of the participants in the stadiums and the
awareness of occupational safety (p>,05). There is a negative and weakly significant relationship between
working time in stadiums and safety compliance (r=-,15; p<,05) and safety participation (r=-,26; p<,01). No
significant relationship was found in the sub-dimensions of multidimensional work motivation, being
unmotivated, intrinsic motivation, external regulation-social, personal regulation and external regulation-

material. However, there is a weak positive correlation between introjected regulation (r=,14; p<,05).

There is a negative and weak significant relationship between the variable of finding stadiums safe and
occupational safety awareness of stadium security personnel participating in the research (r=-,15; p<,05). No
significant relationship was found between Safe Behavior and Multidimensional Work Motivation sub-

dimensions and finding stadiums safe (p>,05).

There is a weak positive correlation between occupational safety awareness and safety compliance (r=,28; p<,01)
and a moderately significant positive correlation with safety participation (r=,31; p<,01). On the other hand,

there is no significant relationship between nonmotivation, intrinsic motivation, external regulation-material and
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introjected regulation, which are the sub-dimensions of multidimensional work motivation (p>,05). However, it
was observed that there was a negative and weakly significant relationship between occupational safety
awareness and external regulation- social (r=-,17; p<,05) sub-dimension. It was determined that there was a
weak and significant positive correlation between occupational safety awareness and personal regulation sub-

dimension (r=,17; p<,05).

There is a moderately significant relationship between safety compliance and nonmotivation (r=-.37; p<,01), one
of the multidimensional work motivation sub-dimensions. There is also a weak and negative significant
relationship with intrinsic motivation (r=-.14; p<,05) and external regulation-social (r=-,23; p<,01). However,
there is no significant relationship between personal regulation, external regulation-material and introjected

regulation and safety compliance (p>,05).

There is a strong correlation between safety participation, one of the Safe Behavior sub-dimensions, and
nonmotivation (r=-,50; p<,01) from the multidimensional work motivation sub-dimensions. There is a wealk,
negative significant relationship with intrinsic motivation (r= -,20; p<,01) and external regulation-social (r=-.25;
p<,01). However, there is no significant relationship between personal regulation, external regulation-material

and introjected regulation, and safety participation (p>0,05).

CONCLUSION and DISCUSSION

Behavioral psychology is the most important factor affecting safety. The most critical one among these factors is
the acquisition of safe behavioral habits (Yang & Ju, 2013). It is known that 90% of the occupational accidents in
the world are caused by the attitudes and behaviors of the employees (Gliler et al., 2018). In addition, according
to the sources of the International Labor Organization (ILO), occupational accidents are the causes of a country's
economy; It corresponds to 1% to 3% of the gross national product (Dursun, 2013). It is very important to instill
a safety culture rather than the legal obligation of occupational health and safety. Dursun (2011) in his study on
the effect of safety culture on safety performance; revealed the effect of work experience and working year on

safety culture.

According to the findings of the study, it was found that working time had no effect on occupational safety
awareness, but had an effect on safe behavior. Those who have been working in stadiums for 0-1 years have
higher safe behavior scores. As the working time of the participants increases, the safety compliance and safety
participation scores decrease. It can be said that professional deformations affect the safe behavior of security
personnel. Lin et al., (2008) found that work experience; It has been concluded that it affects employees'
occupational safety awareness, safety communication and training. There are also studies with similar results
(Vinodkumar & Bhasi, 2008; Cooper &Philips, 2004.). Altinel (2009), on the other hand, contradicts our research

result by finding that as work experience increases, employees' perceptions of security climate also increase.
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Participants who find the stadiums safe; occupational safety awareness and intrinsic motivation are higher than
those who do not find it safe. The variable of finding the stadiums safe does not make a significant difference in
the safe behavior scores. Employees' need to be safe is their most natural right and basic need. The insecurity of
people can involuntarily affect their behavior or attitude. Lee (1998) and Smith and Wardsworth (2009), in their
study with the participation of thousands of people; examined the relationship between security attitudes and
behaviors of those who had and did not experience security problems in their working environment and found
significant differences. Security attitudes and behavior scores of those who have security problems are higher
than those who have security problems. In another study, the unsafe behavior of the worker was presented as

45.3% and the unsafe work environment as 53.5% (Demirbilek & Cakir, 2008).

As the participants' occupational safety awareness scores increase, their safety compliance and safety
participation scores also increase. At the same time, from multidimensional work motivation; It was determined
that while external regulation-social scores decreased, personal regulation motivation scores increased. As the
participants' safety compliance and safety participation scores increase, multidimensional work motivations;
nonmotivation, intrinsic motivation and extrinsic regulation-social scores decreased. Dursun & Keser (2014)
support our study findings by finding that as security awareness increases, security compliance and participation
in security increase. Altinel (2009) found a positive relationship between employee participation in safety,

organizational commitment and job satisfaction.

88% of workplace accidents are caused by the behavior of the employee, 10% by dangerous situations in the
workplace environment, and 2% by natural disasters and force majeure (Yavuz & Gur, 2019). The Occupational
Safety Specialist and Occupational Physician, who provide training to employees for occupational health and
safety, are responsible for raising awareness of the employees. 90% of the practice of occupational health and
safety consists of unwritten sources. However, awareness, that is, learning, differs between individuals. It is very
important to investigate the causes of security problems and to take preventive measures (Tozkoparan &

Tasoglu, 2011).

in conclusion: The duration of working in stadiums does not make a significant difference on occupational safety
awareness and there is no significant relationship between them. Those who have been working in the stadium
for 0-1 years have higher safety compliance and safety participation scores than others. As the working time of
the participants increases, the safety compliance and safety participation scores decrease. As the working time
in the stadiums increases, the introjected regulation score increases. Participants who find the stadiums safe
have higher occupational safety awareness and intrinsic motivation than those who do not find it safe. As the
participants' occupational safety awareness scores increase, their safety compliance and safety participation
scores also increase. At the same time, from multidimensional work motivation; It was determined that while
external regulation-social scores decreased, personal regulation motivation scores increased. As participants'
safety compliance and safety participation scores increase, unmotivation, intrinsic motivation and extrinsic

regulation-social scores decrease.
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RECOMMENDATIONS

In the research, the relationship between occupational safety awareness, safe behaviors and multidimensional
work motivations of stadium security personnel was examined. Stadiums are competition venues that host
thousands of people. Occupational health and safety training should be given to the personnel responsible for
the safety of those in these places and the safety culture should be increased. Occupational health and safety
trainings and safety culture should be provided to senior people responsible for facility management of stadiums
and security personnel. The study can also be applied to security personnel working in stadiums in different
provinces. It is recommended to apply and compare the security personnel of the stadiums of amateur and

professional football clubs.
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STADYUM GUVENLIK PERSONELLERININ, i$ GUVENLiGi FARKINDALIGI, GUVENLI
DAVRANISLARI VE iS MOTiIVASYONLARI ARASINDAKI iLISKININ iINCELENMESI

0z

Stadyumlar, binlerce seyirciye ev sahipligi yapan misabaka alanlaridir. Stadyumun iginde ve
cevresinde yasanabilecek her tlrli tehlikelere kargi dnlem amacgh devlet ve 6zel glvenlik
personelleri gérevlendirilir. Gorevlendirilen guivenlik personellerinin, misabaka boyunca gorev
tanimini yerine getirmeme veya kural digi tutum ve davraniglarinda bulunmasi binlerce kisinin can
ve mal glvenligini riske atmasi demektir. Bu ¢galismanin amaci; stadyumlarda gérev alan guvenlik
personellerinin, is givenligi farkindaliklari, giivenli davranislari ve is motivasyonlarinin birbiriyle
iliskisini incelemektir. Veriler, 2022 yili icinde; NEF, Siikrii Saracoglu, Ulker Fenerbahge ve Vodafone
Park stadyumlarinda gerceklesen 12 farkli miisabakada, 4 anketci tarafindan yiiz ylize ve anket
yontemiyle toplanmistir. Aragtirmaya gonilli katilan 215 stadyum glvenlik personeli, rneklem
grubumuzu olusturmaktadir. Arastirmada iliskisel tarama yontemi kullaniimistir. Veri toplama araci
olarak toplam 3 &lcek kullaniimistir. ilk 6lgek, tek faktorli “is Glvenligi Farkindahig” élgegidir. ikinci
Olcek, “Glivenli Davranis” 6lgegidir. Glivenlik uyumu ve giivenlik katilim olmak tizere iki alt boyuttan
olusmaktadir. Uciincii 6lcek ise “Cok Boyutlu is Motivasyonu” &lcegidir. Motive olmama, dissal
diizenleme- sosyal, dissal dizenleme- maddesel, kisisel diizenleme, igsel motivasyon ve ice
yansitilan dizenleme seklinde toplam 6 alt faktérden olusmaktadir. Veriler Analizler igin SPSS 21
versiyonu kullanilmistir. Veriler, normal dagihm gostermediginden; Kruskal Wallis testi, Mann
Whitney U testi ve Spearman’s Korelason gibi non-parametrik tersler kullaniimistir. Elde edilen
bulgulara gore stadyumlari giivenli bulan katihmcilarin is glivenligi farkindaliklari ve igsel
motivasyonlari, gilivenli bulmayanlara goére daha yuksektir. Stadyumlar glivenli bulma
degiskeninin, glvenli davranis puanlarinda anlamli fark yaratmamaktadir. Ayni zamanda ¢ok
boyutlu is motivasyonundan; dissal diizenleme-sosyal puanlari azalirken kisisel diizenleme
motivasyon puanlarinin arttigi tespit edilmistir. Glivenlik uyum ve givenlik katilim puanlari arttikca
¢ok boyutlu is motivasyonlarindan; motive olamama, i¢sel motivasyon ve dissal diizenleme-sosyal
puanlari azaltmaktadir. Stadyum givenlik personellerinin, giivenli davranig puanlari arttikga is
guvenligi farkindaligi da artmaktadir. Ancak is motivasyonu ve ¢alisma siiresi arttikga katilimcilarin
guvenli davranis puanlarinin azaldigi gorilmektedir. Ayrica is glvenligi farkindaliginin, is
motivasyonunu azalttigi tespit edilmistir.

Anahtar Kelimeler: Glvenli davranis, glivenlik personelleri, is glivenligi farkindaligi, is motivasyonu,
stadyum.
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GiRiS

Maslow (1943)’ deki galismasinda, hastaliklari veya hasta insanlari bir kenara birakip saglikh insani tanimlamaya
¢alismistir. Arastirmasinin sonunda ortaya koydugu bes basamakli insan ihtiyaglari hiyerarsiile insanlarin evrensel
olarak; fizyolojik, glivenlik, sevme/ ait olma, sayginlik ve kendini gerceklestirme ihtiyaci oldugunu belirtmistir.
Tatmin edilmezse sonu olimle sonuglanabilecek olan fizyolojik ihtiyaglardan sonra gelen giivenlik ve glivende
olma ihtiyaci, her insanin talep ettigi en temel ihtiyaci ve en dogal hakkidir. Toplumun, saghk ve guvenligini

saglama devletin birincil gérevleri arasindadir. is hayatinda ise is verenlerin sorumlulugundadir.

is saghg ve giivenligi; tim meslek gruplarinda, calisma hayatindaki fiziksel, psikolojik ve sosyal sagliginin
korunmasidir, seklinde tanimlanabilir. M.0. 2600’1l yillarda Antik Misirda yasayan imhotep, M.0O. 1700’lerde
yasan Babil Krall Hammurabi, M.0. 400’lii yillardan Antik Yunan tarihgi ve yazari Heredot, M.0. 460 yilinda dogan
Hipokrat gibi 6nemli isimler; is glvenliginin ve galisanlarin saghg hakkinda arastirmalar yapan ilk insanlardir.
1800’lG yillarda sanayi devrimi ile Gretimin artmasi, ¢alisan sayisinin da artmasina sebep olmustur. Ké6ti kosullar,
ucuz isci, Ucretlerin distrilmesi gibi etkenlerin, devlet tarafindan galisma sartlarina midahale edici tedbirler
almasini zorunlu hale getirmistir. insan Haklari Evrensel Bildirgesi’ sinin 22. maddesi de toplumlarin, sosyal
glivenligin ve onurlu yasama hakkinin simgesidir. Merkezi isvigre olan, 1919 yilinda Birlesmis Milletlere bagl
olarak kurulan ve 1946’ da Uluslararasi Calisma Orgiitii (I1LO); tlkelerdeki calisma yasalarinda ve uygulamalarinda
standartlari gelistirmek, ¢alisma sartlarini en iyi haline déniistlirmek amaciyla ¢alismalar yiriiten bir drguttir
(Uzuntarla, 2018). Tirkiye’ de is saghgi ve giivenligi, 6321 sayili is Sagligi ve Givenligi Kanunu (2012) gére
yonetilmektedir. 6331 sayili Is Saghig ve Guvenligi Kanununda; “is veren, calisanlarin is ile ilgili saghk ve

gtivenligini saglamakla yiikiimliidir” hikma yer almaktadir.

Futbol, diinya da en ¢ok takip edilen ve milyonlarca seyircisi olan bir spor dalidir. Her yil, binlerce insan takip ettigi
futbol takimini izlemek ve desteklemek igin stadyumlara gitmektedir. Stadyum gibi kalabalik ortamlarin,
glivenligini saglamakta oldukga zordur. insanlarin, bir amag¢ ugruna bir araya gelmesi onlari grup olarak
orgutlestirmektedir ve 6rgit bilinci, insanlari kendi kimliginden koparip yeni bir kimlige burindirmektedir.
Orgiitlesme, ortak amaglar ugruna ayni duylari paylasan insanlarin bir araya gelmesidir. Ancak stadyumlar da
farkli yasam tarzlarina sahip, farkli karakterde ve farkli niyetlerle, insanlarin bir araya geldigi nadir alanlardandir.
Bu c¢esitlilik, tarih boyunca stadyumlarda birgok olumsuz olaylarin yasanma sebebi olarak gosterilebilir.
Stadyumlarin tarihi incelendiginde; kavgalar, ezilmeler, yanginlar ve terdr gibi birgok insanin hayatini
kaybetmesine neden olan olaylari gérmem mumkindir. Stadyumlar, bu gibi sebeplerden dolayi ¢ok giivenli
alanlar sayillmaz. Seyircisi oldugu takimlari desteklemek i¢in stadyumlarda yerini alan bu insanlarin can ve mal
glivenliginden basta devlet olmak iizere 6zel giivenlik personelleri ve tiim tesis ydnetimi sorumludur. iceride
yasanabilecek her tirli aksakliklardan da tesis yonetimi ve stadyum glivenlik personelleri sorumludur. Miisabaka
baslamadan 2,5 saat 6nce stadyumlar kapisini seyirciye agmaktadir ve 90 dakikalik bir mag icin bir kisi ortalama
3- 3,5 saatini stadyumlarda gec¢irmektedir. Halkin ve topluluklarin giivenliginden sorumlu olan devlettir ancak

stadyumlarda devlet givenlik personelleri, 6zel givenlik personelleriyle desteklenmektedir. Tirkiye’ de
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stadyumlarin i¢ ve dis glivenligi, stadyum ve glivenlik komitesi talimatina uygun olarak; stadyum ve gilivenlik
muadarligla, emniyet genel miadarligt ve jandarma komutanhgl tarafindan saglanmaktadir. Bu glivenlik

personelleri asagida verilen stadyum giivenligi ana esaslarina gore gorevlendirilir.

Saha f¢i ve Tampon Bilge

Dis Bolge Giivenligi Turnike Kapilar Giivenligi Tribiin Giivenligi Giivenlii
* Dig arama kapilan * Turnike girisi iist arama * Merdiven giivenligi « Tribiin 6nil saha ici
+ Bilet satis ve kontrol * Yaymnci kurulus giris ¢ikis « Saha i¢1 acil tahliye
noktalari emniyeti kapilar
* Arag giris kapilar * Bedensel engelli bolimil « Misafir takim tampon
¢ Turnike kap: dis1 + Hazir kuvvet bélge
* Gorevli ve oziirlii kapist + Kamera odasi onii

¢ Otopark girisleri Ses diizeni ve anons odast

* Yonlendirme onil
* Merdiven ve balkon * Soyunma odalar1 grubu
giivenligi + Sponsor katt
« Koritk
* Blok tribiin girisleri

Loca katlar devriye
Merdiven yonlendirme

Sekil 1. inankul, (2019). Stadyum Giivenligi Ana Esaslari.

Her stadyum seyircisi, stadyumun bir misterisidir ve onlarin glivende olmasindan sorumlu olan ise glivenlik
personelleridir. Ancak stadyum glivenlik personelleri (polis, kolluk kuvvetler, jandarma veya 6zel glivenlik) hemen
hemen her giin isi geregi bircok stresli suclarla, kazalarla veya olimlerle karsilasabilmektedir (McKay-Davis vd.,
2020). Bu tip mesleklerde; yipranma, motivasyon distkliglu ve géreve duyarsizlasma gibi psikolojik durumlar
yasanabilir. Is motivasyonu, calisanlarin gérevlerinde verimli ve iiretken olmasini saglayan énemli bir faktérdir.
Calisanin isine motive olabilmesi, kendini gelistirmesi ve bilissel davranislarini etkin kullanabilmesi, is yonetiminin
sanayi devriminden beri (izerinde 6nemle durdugu konulardandir. Motivasyon ve davranis birlestiginde, kaliteli

bir performans ortaya ¢ikarir (Civilidag ve Sekercioglu, 2017).

is sagligi ve giivenligi (1SG) tedbirleri icin kanunlar, ydnetmelikler ve politikalar gelistirilse de 6nemli olan giivenlik
kaltaradar. Bilingli calisan, kendinin ve gevresinin giivenligine 6nem veren, sorumluluk sahibi ve is motivasyonu
yuksek kisilerle calisilmasi; is saghgi ve giivenligi icin oldukca 6nemlidir. Diinya genelinde yasanilan is glvenligi
kazalarinin %90’ninin, ¢alisanlarin tutum ve davranislarindan kaynaklandigi bilinmektedir (Gliler, Derin ve Sahin,
2018). Guvenlik personellerinin, misabaka boyunca goérev tanimini yerine getirmeme veya kural disi tutum ve

davranislarinda bulunmasi da binlerce kisinin can ve mal glvenligini riske atmasi demektir.

Bu sebepten dolayl stadyumlarda gorev alan glivenlik personellerinin; is gtvenligi farkindaliklari, giivenli
davraniglari ve is motivasyonlarini ortaya koymak ve birbiriyle iliskisini incelenmesi amaciyla yapilan bu

¢alismanin oldukga 6nemli oldugu ve literatiire destek saglayacagini diisiinilmektedir.
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YONTEM

Veri Toplama Araglari

Sosyo-Demografik Ozellikler

Katilimcilara, stadyumlarda gorev alma suresi ve stadyumlari giivenli bulup bulmadigi sorulmustur.
is Giivenligi Farkindaligi Olcegi

Cin’de Lin ve digerleri (2008) tarafindan gelistirilen ve Tiirkce uyarlamasi Dursun (2011) tarafindan yapilan, is
Guvenligi Farkindahk Olgegi kullanilmistir. Tek faktorli, 5 maddeden ve 5'li likertten olusan (tamamen

katilmiyorum- tamamen katiliyorum) olusan bir dlcektir.
Giivenli Davranis Olgegi

Neal, Griffin ve Hart (2000) tarafindan gelistirilen, Dursun (2011) tarafindan Tirkge uyarlamasi yapilan, Glvenli
Davranis Olgegi kullanilmistir. Calisanlarin islerini giivenli bir sekilde yiriitmeleri ile ilgili giivenli davranislarini
degerlendirmektedir. Olgek 6 sorudan ve cevaplamalari “tamamen katilmiyorum ve tamamen katiliyorum” arasi
5 liketten olusan bir 6lgektir. Glvenlik uyumu (3 soru) ve glivenlik katilimi (3 soru) olmak (izere iki alt boyuttan

olusmaktadir.

Cok Boyutlu is Motivasyonu Olgedi

Tirkce’ ye uyarlamasi Civilidag ve Sekercioglu (2017) tarafindan yapilan, Cok Boyutlu is Motivasyonu Olgegi
kullanilmistir. Olcek; 19 maddeden, 6 alt boyuttan (motive olmama, dissal diizenleme- sosyal, dissal diizenleme-
maddesel, kisisel diizenleme, i¢csel motivasyon ve ice yansitilan diizenleme) ve 7’li likertli (Hi¢ Uygun Degil-

Tamamen Uygun) bir olgektir.

Arastirmanin modeli

Nicel arastirma modellerinden, iliskisel tarama modeli kullanilmistir. iliskisel tarama modeli, ele alinan

degiskenler arasindaki iliskiyi incelemek icin kullanilan arastirma modelidir (Karasar, 2007).

Evren ve Orneklem

NEF, Sukrii Saracoglu, Ulker Fenerbahce ve Vodafone Park stadyumunda, 2022 vyili icinde gerceklesen
misabakalarda gorevlendirilen stadyum giivenlik personelleri arastirmanin evrenini olusturmaktadir. Ancak

arastirmaya gonilli katilan 215 gilivenlik personeli, arastirma grubumuzu olusturmaktadir.
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Arastirmanin Sinirhiliklari

Bu arastirma; NEF, Siikrii Saracoglu, Ulker Fenerbahce ve Vodafone Park stadyumlarinda 2022 yili icinde
gerceklesen musabakalarda gorevlendirilen ve arastirmaya katilan gonilli glivenlik personelleriyle, onlarin

verdigi cevaplarla ve arastirmada kullanilan envanterlerin sonuglariyla sinirlandirilmistir.

Verilerin Toplanmasi

Veriler; NEF, Suikrii Saracoglu, Ulker Fenerbahge ve Vodafone Park stadyumlarinda 2022 yili icinde gergeklesen
12 farkh misabakada, 4 anketgi tarafindan arastirma konusu anlatilarak yiiz yize toplanmistir. Nisantasi

Universitesi'nin 22/08/2022 tarih ve 2022/34 sayil toplanti karart ile etik kurul onayi alinmstir.

BULGULAR

Tablo 1. Normallik Analizleri

Kolmogorov-Smirnov?

Statistic df Sig. Skewness Kurtosis
is Giivenligi Farkindalig ,17 215 ,00 -1,59 3,75
Giivenli Davranis Olgegi Alt Boyutlari
Guvenlik Uyumu ,21 215 ,00 ,03 -,21
Guvenlik Katilimi ,14 215 ,00 ,21 -,86
Cok Boyutlu is Motivasyonu
Motive Olamama ,20 215 ,00 ,23 -39
icsel Motivasyon 17 215 ,00 -,57 A7
Digsal Duzenleme- Sosyal ,16 215 ,00 ,46 ,79
Kisisel Diizenleme ,25 215 ,00 -1,65 3,95
Dissal Duzenleme-Maddesel ,16 215 ,00 -,46 -,47
ice Yansitilan Diizenleme ,20 215 ,00 -1,21 ,84

Verilerin maddesel dagilimi incelendiginde Skewness-Kurtosis deger araliklari -1 ve +1 araliginda olmamasi ve
Kolmogrov- Smirnov tablosunda sig<0,05 olmasi verilerin normal dagilmadigini géstermektedir. Bu sebepten

arastirmada Non-Parametrik testler uygulanacaktir.

Tablo 2. Katiimcilarin “is Givenligi Farkindahg Olgegine” Verdigi Cevaplarin Yiizdelik Frekanslar

Kesinlikle Katilmiyorum ne Katl\lll:eyorum Katiliyorum Kesinlikle
Is Giivenligi Farkindalik Olgegi Katilmiyorum Katilmiyorum Katiliyorum
N % N % N % N % N %
is yerimde giivenlik konusunda
sorumluluklarimin ne oldugunu 0 0 4 1,9 17 7,9 69 32,1 125 58,1
biliyorum.
isimin gerektirdigi giivenlik
2 0,9 9 4,2 15 7 57 26,5 132 61,4
kurallarini anliyorum.
isyerimdeki giivenlik sorunlariyla
" 0 0 4 1,9 13 6 56 26 142 66
bas edebiliyorum.
Glvenlik kurallarina her zaman 0 0 3 14 16 74 68 316 128 59,5
uyuyorum.
CGaligirken glvenligin en 6nemli
sey oldugunu diistiniiyorum. 3 1,4 2 0,9 18 8,4 64 29,8 | 128 59,5
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Katiimcilarin Is Giivenligi Farkindaligi envanterinin sorularina, katilimcilarin verdigi cevaplarin yiizdelik frekansi
Tablo 2’ de verilmistir. Tablo 2’ye gére katilimcilar: “is yerimde giivenlik konusunda sorumluluklarimin ne
oldugunu biliyorum” sorusuna %58,1’i kesinlikler katiliyorum; “isimin gerektirdigi giivenlik kurallarini anliyorum”
sorusuna %61,4’( kesinlikle katiliyorum; “isyerimdeki giivenlik sorunlariyla bas edebiliyorum” sorusuna %66’s
kesinlikle katiliyorum; “Guvenlik kurallarina her zaman uyuyorum” sorusuna %59,5’i kesinlikle katiliyorum ve

“Cahisirken gtivenligin en 6nemli sey oldugunu distnidyorum” sorusuna %59,5’i kesinlikle katiliyorum cevabini
Calis g g sey g stindy ) y

vermistir.
Tablo 3. Katilimcilarin “Giivenli Davranis Olgegine” Verdigi Cevaplarin Yiizdelik Frekanslari
Kesinlikle Ne Katiliyorum Kesinlikle
. i . Katilmiyorum Ne Katiliyorum
Giivenli Davranis Olgegi Katilmiyorum Katiliyorum
Katilmiyorum
N % N % N % N % N %

isimi yaptigim esnada biitiin
gerekli guivenlik 0 0 1 0,5 11 5,1 50 23,3 153 71,2
ekipmanlarini kullanirim.
isimi yaparken uygun

glvenlik proseddrlerini 0 0 0 0 9 4,2 81 37,7 125 58,1
kullanirim.

isimi yaptigim esnada en

yuksek givenlik seviyelerini 0 0 2 0,9 12 5,6 77 35,8 124 57,7
saglarim.

isyeri icinde giivenlik
programlarini tesvik ederim.
isyeri giivenliginin
iyilestirilmesi icin fazladan 9 4,2 42 19,5 54 25,1 45 20,9 65 30,2
¢aba harcarim.

19 8,8 54 25,1 51 23,7 34 15,8 57 26,5

isyeri glivenliginin
iyilestirilmesine yonelik
gorevleri gonlli olarak
yaparim.

5 2,3 25 11,6 104 48,4 41 19,1 40 18,6

Katilimcilarin Glivenli Davranis envanterinin sorularina, katiimcilarin verdigi cevaplarin yizdelik frekansi Tablo 3’
de verilmistir. Tablo 3’e gore katiimcilar: “isimi yaptigim esnada biitiin gerekli giivenlik ekipmanlarini kullanirim”
sorusuna %71,2’si kesinlikle katiliyorum; “isimi yaparken uygun giivenlik prosediirlerini kullaninm” sorusuna
%58,1’i kesinlikle katiliyorum; “isimi yaptigim esnada en yiiksek giivenlik seviyelerini saglarim” sorusuna %57,7’si
kesinlikle katiliyorum; “isyeri icinde giivenlik programlarini tesvik ederim” sorusuna %26,5’i kesinlikle
katiliyorum; “isyeri giivenliginin iyilestiriimesi icin fazladan caba harcarim” sorusuna %30,2’si kesinlikle
katiyorum ve “isyeri giivenliginin iyilestirilmesine yénelik gérevleri géniillii olarak yaparim” sorusuna %48,4’{i

ne katiliyorum ne katilmiyorum cevabini vermistir.

Tablo 4. Katilimcilarin “Cok Boyutlu is Motivsyonu Olcegine” Verdigi Cevaplarin Yiizdelik Frekanslari

Hic Uygun Cogunlukla
Cok Boyutlu is Motivasyonu Degil UJ:;F Uygun Degil Orta Uygun

N % N % N % N % N %

Zamanimi israf ettigimi diisiindtgum igin isimde ¢aba
sarf etmiyorum.
ilging oldugu icin isimde caba sarf ediyorum. 41 19,1 | 84 391| 65 302| 9 4,2 16 74

100 465 ]| 6 2,8 0 0 38 17,71 71 33
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Caba sarf etmeye deger olmadigini diistindigiim igin
isimde az ¢aba gosteriyorum.

Heyecan verici oldugu igin isimde ¢aba sarf ediyorum. 5 2,3 15 7 26 12,1 |53 24,7| 116 54
isim anlamsiz olmasina ragmen neden hala bu isi
yaptigimi bilmiyorum.

isimi yaparken eglendigim icin isimde ¢aba sarf
ediyorum.

91 42,3112 521 6 2,8 4 1,9 2 ,9

117 544 | 77 358 ]| 16 7,4 2 ,9 3 14

2 ,9 4 19 17 79 |41 191 | 151 70,2

Bagkalarinin (amir, meslektas, aile vb.) onayini almak

o . 54 25,1112 52,1 | 23 10,7 |10 4,7 16 74
icin isimde ¢aba sarf ediyorum.

isimde caba sarf etmenin benim icin 6zel bir anlami

var 5 2,3 5 2,3 | 101 47 138 17,7 | 66 30,7

Baskalarinin (amir, meslektas, aile vb.) bana daha fazla
saygl duymasi igin isimde ¢aba sarf ediyorum.

Bu is, kisisel degerlerimle uyumlu oldugu igin isimde
gaba sarf ediyorum.

Baskalarinin (amir, meslektas, aile vb.) bana yonelik
elestirilerinden kaginmak igin isimde ¢aba sarf 25 116 | 26 12,1 62 28,8 | 34 15,8 68 31,6
ediyorum.

Bu iste ¢caba sarf etmenin kisisel olarak onemli
oldugunu distindigiim igin isimde ¢aba gosteriyorum.
Ancak isimde yeterince ¢aba sarf edersem baskalari
(isveren, amir vb.) beni ekonomik olarak 19 8.8 24 11,2 | 42 195120 93 110 51,2
odullendirirler.

isimde caba sarf ederim aksi halde, kendimi kétii
hissederim.

29 13,5 58 270 98 456 | 10 4,7 20 93

4 1,9 3 1,4 21 98 | 36 16,7 | 151 70,2

6 2,8 14 6,5 10 4,7 | 32 149 | 153 71,2

3 14 4 19 14 6,5 | 34 158 | 160 74,4

isimde yeterince ¢aba sarf edersem baskalari (isveren,
amir vb.) bana daha fazla is glivenligi saglarlar.
Simdiki isimde ¢aba sarf ederim aksi halde, kendimi
mahcup hissederim.

isimde yeterince ¢aba sarf etmezsem isimi kaybetme
riskim olur.

15 7,0 61 284 | 101 47011 51 27 12,6

1 5|8 37| 3 163]|47 219|124 577

2 9 | 7 33|30 14 |49 228 127 591

isim, kendimle gurur duymami sagladigi icin isimde

caba sarf ediyorum 4 19 14 6,5 37 17,2141 19,1 | 119 55,3

Kendimi kanitlamak zorunda oldugum igin isimde caba

. 69 321|599 274 24 11,2 | 10 4,7 53 24,7
sarf ediyorum.

*Katilimcilara Cok Boyutlu is Motivasyonu dlgegi 7 likertli (Hic Uygun Degil, Cogunlukla Uygun Degil, Uygun Degil,
Orta, Uygun, Oldukga Uygun ve Tamamen Uygun) seklinde 6lgcek sunulmustur. Fakat Olduk¢a Uygun ve Tamamen

Uygun secenekleri katimcilar tarafindan tercih edilmediginden tabloya eklenmemistir.

Tablo 5. Katilimcilarin Stadyumlarda Gérev Alma Siiresine Gore is Giivenligi Farkindaligi, Giivenli Davranis ve
Cok Boyutlu is Motivasyonu

Stadyumlarda Gorev Mean .
Y Alma Siiresi Rank Chi-Square df P
0-1yil 23 123,24
is Guivenligi Farkindahg 2-6 yil 181 106,61 1,75 2 42
7-12 yil 11 99,05
z 0-1yil 23 139,72
g Guvenlik Uyumu 2-6 yil 181 104,26 7,01 2 ,03
8 7-12 yil 11 103,23
= 0-1 yil 23 156,41
:g Glvenlik Katihmi 2-6 yil 181 103,02 16,52 2 ,00
o 7-12 yil 11 88,64
3 0-1 yil 23 78,83
é ‘g..l’ Motive olamama 2-6 yil 181 112,20 6,36 2 ,05
o 7-12 yil 11 99,91
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0-1yil 23 106,26

igsel Motivasyon 2-6 yil 181 106,65 2,08 2 ,36
7-12 yil 11 133,91
0-1yil 23 115,76

Digsal Diizenleme-Sosyal 2-6 yil 181 107,45 0,53 2 77
7-12 yil 11 100,77
0-1yil 23 104,65

Kisisel Diizenleme 2-6 yil 181 107,67 0,55 2 ,76
7-12 yil 11 120,41
0-1yil 23 117,26

Digsal Dizenleme- Maddesel 2-6 yil 181 106,17 1,02 2 ,60
7-12 yil 11 118,82
0-1yil 23 95,59

ice Yansitilan Diizenleme 2-6 yil 181 107,06 6,21 2 ,04
7-12 yil 11 149,41

Katiimcilarin, stadyumlarda gorev alma sliresine gore is guvenligi farkindaligi anlamh dizeyde

farklilasmamaktadir (p>0,05).

Giivenli Davranis alt boyutlarindan; giivenlik uyumu (x?=7,01, df=2, p=,03) ve giivenlik katiliminin (x?>=16,52, df=2,

p=,00) stadyumlarda gorev alma slresine gore anlamh dizeyde farkhlastigi goérilmektedir (p<0,05).

Stadyumlarda, 0-1 yildir galisanlarin, glivenlik uyumu ve giivenlik katilim puani digerlerine gére daha yuksektir.

Cok boyutlu is motivasyonu alt boyutlarindan ise motive olamama (x?>=6,36, df=2, p=,05) ve ice yansitilan

diizenleme (x?=6,21, df=2, p=,04) alt boyutlari calisma siiresine gére anlamli diizeyde farkhlasmaktadir (p<0,05).

Motive olamamanin c¢alisma sliresiyle arasinda c¢ikan farkhhk, 2-6 yildir stadyumlarda gorev alanlardan

kaynaklanmaktadir. ice yansitilan diizenleme alt boyutunda ¢ikan bu farklilik 7-12 yildir stadyumda gérev alan

personellerin lehinedir. i¢sel motivasyon, dissal diizenleme-sosyal, kisisel diizenleme ve dissal diizenleme-

maddesel alt boyutlarinda ise anlamli farkliliga rastlanmamistir (p>0,05).

Tablo 6. Katilimcilarin Stadyumlari Giivenli Bulma Degiskenine Gére is Guivenligi Farkindaligi ve Giivenli Davranisi

Stadyumlan Giivenli Bulma N Sira Ort. U w z p
is Giivenligi Farkindalig: E‘;itlr ig?’ 17110'2157 777 855 2,13 03
e gGUvenIik Uyumu E\;?tlr iga 1905’2959 1017 1095 -98 33
2 & Givenlik Katilimi E\;it.r ig?’ 18019"1539 895,5 9735 -1,56 -12
_ Motive Olamama E\St.r ig?’ 1(;71'52 1182 21888 -17 86
[ =
§ icsel Motivasyon Eﬁr iga 1619?’7296 759,5 8375 -223 02
E Dissal Diizenleme- Sosyal Eﬁr iga 1907%’7651 1095 1173 -59 55
-
;; Kisisel Diizenleme E\;it.r igS 133:;9 855 933 -1,80 ,07
<) E 2 1
% Digsal Diizenleme- Maddesel H\;i/ﬁr 1(2)3 9088,'85&'.4 1108 1186 53 /60
“ ice Yansitilan Diizenleme E\ﬁr iga 911?34 1014,5 10925 -1,01 31
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Katilimcilarin, is guvenligi farkindaligi, stadyumlari glvenli bulma degiskenine gore anlamh dlzeyde
farkhlagsmaktadir (u=777, z=-2,13, p=,03). Stadyumlari, glivenli bulanlarin is giivenligi farkindaligi daha yuksek
bulunmustur.

Glvenlik uyumu ve guvenlik katiliminin, stadyumlari giivenli bulma degiskenine gore anlamh diizeyde farkhhg
yoktur (p>0,05).

Cok boyutlu is motivasyonu alt boyutlarindan igsel motivasyon ile stadyumlari glivenli bulma degiskeni arasinda
anlamh farkliliklar vardir (u=759,5, z=837,5, p=,02). Motive olamama, dissal diizenleme-sosyal, kisisel diizenleme,

dissal diizenleme- maddesel ve ice yansitilan diizenleme alt boyutlarinda ise anlaml farkliliga rastlanmamistir

(p>0,05).
Tablo 7. Bagimli ve Bagimsiz Degiskenler Arasi iliski
- © ] ) )
_ - g € £ 8 g £ £ c
>00 b0 S = © a ] 2 23 s 2
== S B2 £ 3 € = < c s E
S S =) ~ o 2 [T e 90 S o
- N B = O
> c = X o 5 =] a 3T & o
3 = < = o s a8 a Sl S8
P o 7 2 5 T TS 3
2w 3 3 5 Tt @ 2 0 g a
3 =1 [] " 8 o un —
© (C) 2 - a [~ a
Galisma Siiresi r -,09 -15% .26 12 ,06 -,05 ,04 -,02 ,14*
p ,20 ,02 ,00 ,09 ,37 ,47 ,54 77 ,04
Stadyumlari Giivenli r -,15* -,07 .11 ,01 -,15* -,04 12 -,04 -,07
Bulma
p ,03 ,33 ,12 ,86 ,03 ,55 ,07 ,60 ,32
is Giivenligi Farkindalhgi r 28 31" -,07 -,04 -17" ,17" -,01 -,03
p ,00 ,00 ,31 ,51 ,01 ,01 ,83 ,64
Givenlik Uyumu r 5377 14 -,23" -,04 -,10 -,06
p ,00 ,04 ,00 ,56 ,16 ,37
Glivenlik Katilimi r -,50"* -,20%* -,25™ -,06 -,07 -,01
p ,00 ,00 ,00 ,36 ,27 ,83

Katiimcilarin stadyumlarda ¢alisma siiresi ile is glivenligi farkindaligi arasinda anlamli bir iliskiye rastlanmamistir
(p>0,05). Stadyumlarda ¢alisma stresi ile glivenlik uyumu (r= -,15; p<0,05) ve giivenlige katilim (r= -,26; p<0,01)
arasinda negatif yonde zayif dizeyde anlamli iliski vardir (p<0,05). Cok boyutlu is motivasyonu alt boyutlarindan
motive olamama, i¢sel motivasyon, dissal diizenleme-sosyal, kisisel diizenleme ve dissal diizenleme- maddesel
alt boyutlarinda anlamli iligkiye rastlanmamistir. Ancak ige yansitilan dizenleme (r=,14; p<0,05) ile arasinda

pozitif yonde zayif diizeyde korelasyon vardir.

Arastirmaya katilan stadyum giivenlik personellerinin, stadyumlari glivenli bulma degiskeni ile is glivenligi
farkindaligi arasinda negatif yonli zayif diizeyde anlamh bir iliski vardir (r=-,15; p<0,05). Glvenli Davranis ve Cok
Boyutlu is Motivasyonu alt boyutlari ile stadyumlari giivenli bulma durumu arasinda anlamli bir iliskiye

rastlanmamistir (p>0,05).

is glivenligi farkindahg ile giivenlik uyumu (r=,28; p<0,01) arasinda pozitif ydnde zayif diizeyde bir iliski ve

giivenlik katihmi (r=,31; p<0,01) ile pozitif yonde orta diizeyde anlamh bir iliskisi vardir. Cok boyutlu is
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motivasyonu alt boyutlarindan ise motive olamama, i¢csel motivasyon, dissal diizenleme- maddesel ve ige
yansitilan dizenleme arasinda anlamh bir iliski yoktur (p>0,05). Ancak is givenligi farkindahg ile dissal
diizenleme- sosyal (r=-,17; p<0,05) alt boyutu arasindan negatif yonde zayif diizeyde anlamli bir iliski ve kisisel

dizenleme (r=,17; p<0,05) alt boyutu ile pozitif yonde zayif dizeyde anlamli bir iligkisi vardir.

Glvenli Davranisg alt boyutlarindan gilivenlik uyumu ile ¢ok boyutlu is motivasyonu alt boyutlarindan motive
olamama (r= -,37; p<0,01) ile orta diizeyde, i¢gsel motivasyon (r= -,14; p<0,05) ve digsal diizenleme- sosyal (r= -
,23; p<0,01) ile zayif diizeyde, negatif yonde anlaml bir iliski vardir. Ancak kisisel diizenleme, dissal dizenleme-

maddesel ve ige yansitilan diizenleme ile glivenlik uyumu arasinda anlamli bir iliski yoktur (p>0,05).

Guvenli Davranis alt boyutlarindan givenlik katilimi ile ¢ok boyutlu is motivasyonu alt boyutlarindan motive
olamama (r= -,50; p<0,01) ile giiclii korelasyon vardir. igsel motivasyon (r= -,20; p<0,01) ve dissal diizenleme-
sosyal (r=-,25; p<0,01) ile zayif diizeyde, negatif yonde anlamli bir iliski vardir. Ancak kisisel diizenleme, digsal

diizenleme- maddesel ve ice yansitilan diizenleme ile glivenlik katilimi arasinda anlamli bir iliski yoktur (p>0,05).

TARTISMA ve SONUC

Davranis psikolojisi, giivenligi etkileyen en 6nemli faktordiir. Bu faktorler arasinda en kritik olani glivenli davranis
aliskanliklarinin kazandirilmasidir (Yang ve Ju, 2013). Diinya genelinde yasanilan is guvenligi kazalarinin
%90'ninin, g¢alisanlarin tutum ve davranislarindan kaynaklandigi bilinmektedir (Guler, Derin ve Sahin, 2018).
Ayrica, Uluslararasi Calisma Orgiitii (ILO) kaynaklarina gére is kazalari, bir iilken ekonomisinin; gayri safi milli
hasilalarinin %1 ile %3’iine denk gelmektedir (Dursun, 2013). is saghg ve giivenliginin, egitimlerle ya da yasal
onlemlerle alinmasindan ziyade glvenlik kultlriinin asilanmasi olduk¢a 6nemlidir. Dursun (2011) guvenlik
kaltiranun, guvenlik performansi etkisi yonelik yaptigi calismasinda; is tecriibesinin ve galisma yilinin giivenlik

kiltlrine etkisini ortaya koymustur.

Arastirmanin bulgularina gore calisma siresi is glivenlik farkindaligina bir etkisinin olmadigi ancak givenli
davranisa etkisinin oldugunu bulgulamistir. Stadyumlarda 0-1 yildir gérev alanlarin, givenli davranis puanlari
daha yuksektir. Katihmcilarin galisma siresi arttikga glvenlik uyumu ve givenlik katilimi puanlari azalmaktadir.
Mesleki deformasyonlarin, glivenlik personellerinin glivenli davraniglarini etkiledigi séylenebilir. Lin vd., (2008)
calismasinda, is tecribesinin; calisanlarin is giivenlik farkindaligi, givenlik iletisimi ve egitimini etkiledigi
sonucuna ulasmistir. Yine benzer sonuglar elde edilen ¢alismalarda mevcuttur (Vinodkumar ve Bhasi, 2008;
Cooper ve Philips, 2004.). Altinel (2009) ise is tecribesi arttik¢a galisanlarin glvenlik ilkim algilarinin da arttigini

bulgulayarak arastirma sonucumuza ters diismektedir.

Stadyumlari glivenli bulan katilimcilarin; is glivenligi farkindaliklari ve i¢sel motivasyonlari, glivenli bulmayanlara
gore daha yuksektir. Stadyumlari givenli bulma degiskeninin, glvenli davranis puanlarinda anlamh fark
yaratmamaktadir. Calisanlarin, giivende olma ihtiyaci en dogan hakki ve temel ihtiyacidir. insanlarin kendini
glivende hissetmemesi, davranislarini veya tutumlarini istemsiz etkileyebilir. Lee (1998) ve Smith ve Wardsworth

(2009), binlerce kisinin katihmiyla yaptigi calismasinda; calistigi ortamda givenlik sorunlari yasayan ve
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yasamayanlarin, givenlik tutumlari ve davraniglari arasindaki iliskiyi incelemis ve anlamli farkliliklar tespit
etmistir. Glivenlik sorunu yasamayanlarin, gtivenlik tutumlari ve davranis puanlari giivenlik sorunu yasayanlara
gore daha yiiksek ¢cikmistir. Aybek, Guvercin ve Hursitoglu (2003) da ¢alismasinda, is kazalarinin sebebi olarak
%44,4’( glivensiz ortam, %55,6’si ise guvensiz davraniglarin sebep gostermislerdir. Bagka bir calismada ise isginin
guvenli olmayan davranigi %45,3 ve is glivenligi olmayan galisma ortami %53,5 sebep olarak sunulmustur

(Demirbilek ve Cakir, 2008).

Katiimcilarin, is glivenligi farkindaligi puanlari arttikga glvenlige uyum ve givenlige katihm puanlar da
artmaktadir. Ayni zamanda ¢ok boyutlu is motivasyonundan; digsal diizenleme-sosyal puanlari azalirken kisisel
diizenleme motivasyon puanlarinin arttig tespit edilmistir. Katihmcilarin, giivenlik uyum ve givenlik katihm
puanlar arttikca ¢cok boyutlu is motivasyonlarindan; motive olamama, i¢sel motivasyon ve dissal dizenleme-
sosyal puanlari azaltmaktadir. Dursun ve Keser (2014), ¢alismasinda givenlik farkindaligi arttikga glivenlige
uyumun ve glivenlige katiliminda arttigini tespit ederek galisma bulgularimizi desteklemektedir. Altinel (2009),

calisanlarin glivenlige katihmi ile 6rgutsel baglhlik ve is tatmini arasinda pozitif bir iliski tespit edilmistir.

is yerinde yasanilan kazalarin %88’i calisan davranisindan, %10’u is yeri tehlikeli olusturan durumundan ve %2’ si
dogal afetlerden ve miicbir sebeplerden kaynaklanmaktadir (Yavuz ve Giir, 2019). is giivenligi icin ¢alisanlara
egitimler veren is Saghgi ve Giivenligi (iSG) uzmanlarn calisanlari bilinglendirmekle gérevlidir. is giivenligi ve
glvenliginin uygulamasinin %901 yazili olmayan kaynaklardan olusmaktadir. Ancak bilinglenmek yani 6grenmek
kisiler arasi farklihk gostermektedir. Guvenlik sorunlarinin yasanma sebeplerinin arastirilmasi ve onleyici

tedbirleri alinmasi, oldukga 6nemlidir (Tozkoparan ve Tasoglu, 2011).
SONUCLAR

e Stadyumlarda gdrev alma siiresinin, is giivenlik farkindaligi iizerinde anlamli bir farklilik yaratmamaktadir. is
glvenligi farkindaligi ile calisma slresi arasinda anlaml bir iliski de gérilmemektedir.

e 0-1 yildir stadyumda goérev alanlarin, glvenlik uyumu ve givenlik katilim puanlari digerlerine gére daha
yuksektir. Katilimcilarin galisma siresi arttikga glivenlik uyumu ve giivenlik katilimi puanlari azalmaktadir.

e  Stadyumlarda 2-6 yildir gorev alan glivenlik personellerinin, isine motive olamama puanlari; 7-12 yildir gérev
alanlarin ise ige yansitilan diizenleme puanlari digerlerine gére daha yiiksektir. Ayrica ¢alisma siiresi arttikca
ice yansitilan diizenleme puani artmaktadir.

e Stadyumlari givenli bulan katihimcilarin is glvenligi farkindaliklari ve i¢sel motivasyonlari, glvenli
bulmayanlara gore daha yuksektir.

e  Stadyumlari glivenli bulma degiskeninin, glivenli davranis puanlarinda anlamh fark yaratmamaktadir.

e Katihmcilarin, is glvenligi farkindaligi puanlari arttikga glivenlige uyum ve givenlige katilim puanlari da
artmaktadir. Ayni zamanda ¢ok boyutlu is motivasyonundan; dissal diizenleme-sosyal puanlari azalirken
kisisel dlizenleme motivasyon puanlarinin arttigi tespit edilmistir.

e Katiimcilarin, givenlik uyum ve giivenlik katilim puanlari arttikga ¢ok boyutlu is motivasyonlarindan; motive

olamama, i¢sel motivasyon ve dissal diizenleme-sosyal puanlari azaltmaktadir.
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ONERILER

Arastirmada stadyum giivenlik personellerinin ig glivenlik farkindaliklar, glivenli davranislari ve ¢ok boyutlu is
motivasyonlari arasindaki iliski incelenmistir. Stadyumlar, binlerce insana ev sahipligi yapan bir miisabaka
alanidir. Burada bulunanlarin emniyetinden sorumlu personellere, is saghgi ve glivenligi egitimleri verilip glivenlik
kiltiranun arttirilmasi saglanmalidir. Ayrica arastirma, stadyumlarin tesis yonetiminden sorumlu beyaz yakalilara

uygulanmasi énerilir.

Etik Metni

“Bu makalede dergi yazim kurallarina, yayin ilkelerine, arastirma ve yayin etigi kurallarina, dergi etik kurallarina
uyulmustur. Makale ile ilgili dogabilecek her tiirli ihlallerde sorumluluk yazar(lar)a aittir.” Makalenin etik kurul

izni Nisantas! Universitesi'nin 22/08/2022 tarih ve 2022/34 sayil toplanti karari ile etik kurul onayi alindi.

Yazar(lar)in Katki Orani Beyani: Tek yazarli galisma oldugundan, yazar katki orani %100°dr.
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