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ABSTRACT

This study has been performed in an effort to specify the effect of flexible working conditions on
motivation and organizational climate, using one of the qualitative methods, the
phenomenological pattern. The data gathered as a result of the research went through a
descriptive content analysis mostly employed in qualitative research methods. The subjects are
comprised of 20 employees working in Tunceli Youth and Sports Office selected via simple random
sampling. In accordance with the results of the research, almost all of the subjects reported that
they were content with the organizational atmosphere in the workplace during the pandemic.
Managers were reported to be the prime reason for the unfavorable appraisal of the organizational
climate by the subjects, whereas their intimate relations and interactions between each other had
something to do with the positive interpretation. According to the subjects of the study, what
caused the internal motivation during the flexible shift was their love for their jobs, while such
reasons as formal procedures, psychological conditions and fatigue were reported to be
responsible for the impairing internal motivation. On the other hand, the motive behind the
external motivation was the managerial support and favorable physical conditions, while
maltreatment by colleagues and rebuking managers were the spoilers of the external motivation.
According to the results of the research, it was concluded that flexible working during the
pandemic process did not affect the organizational climate and motivation of the employees of the
Provincial Directorate of Youth and Sports in general negatively, the employees of the Provincial
Directorate of Youth and Sports had a positive climate and their motivation was high.
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INTRODUCTION

Having arose in Wuhan, China in the late December, 2019, Covid-19 has been influential in Turkey since then, as
in all over the world, making it mandatory to take various measures in all countries due to its swift transmittance
and death toll. To this end, not just public institutions, but those of the private sector have adopted flexible shifts
(working system involving certain employees working on certain days of the week for a certain duration) in order
to prevent their staff from catching the virus and maintain their health (Akbas & Dursun, 2020). Indeed, it can
be asserted that people have immediately got used to or been enforced to welcome this modification. However,
this urgent change is doomed to exert various effects both on individuals and organizations, causing potential

changes in both the organizational climate and organizational motivation.

Etymologically, the word ‘climate’ derives from Greek and means ‘tendency’. Having a psychological connotation,
the concept of climate that explains the way staff perceives internal atmosphere can be used to define
organizations, groups and several qualifications that help us foresee people’s attitudes and behaviours (Gilmer,
1971 as cited in Karcioglu, 2001). Organizational climate can be defined as an array of qualities enabling
organizations to acquire an identity, influencing the individuals’ behaviours and dominating the organization
conceived by them. It can also be defined as the atmosphere of the workplace, created by common perceptions
and emerging from the behaviors, attitudes displayed by individuals and employees within the organization as

well as the rules they comply with (Gok, 2009).

Organizational climate is associated with the ambiance and sentiments generally felt and comprises the
relationships and behaviors of the individuals within an organization. The workplace created directly or indirectly
by the members of an organization stands for the organizational climate (Yilmaz & Altinkurt, 2013).
Organizational climate should therefore be perceived not as something concrete but as a perceivable
phenomenon. Organizational climate is important in terms of organizational function, as not only does itimprove
the members’ motivation, but creates an atmosphere within which the employees develop positive attitudes,
intentions and adamancy for the organization. In a given organization, setting rules for the employees, and the
way they perceive the functioning system of the organization during the decision-making process depends on
the organizational climate. Each organization has a unique climate and this makes it distinct from the others. The
most important output of an organization is that it has an impact on the individuals’ behaviours in that they act
in alighment with the organizational climate while determining their behaviours and attitudes. Owing to the
climate of the organization, very little information is left in the minds of the employees about the workplace they
are working as well as the ambiance and system it has (Moslehpour, Altantsetseg, Mou & Wong, 2019). It is a
phenomenon that eliminates negative situations when the organizational climate is positive and creates bigger
problems when it is negative. In this respect, organizational climate is an important factor perceived by all
organization members in an organization (Ozdemir, 2006). An environment that evokes good feelings in the
members of the organization is a positive organizational climate, and the opposite is a negative organizational

climate. Characteristics of a positive climate include open relationships, friendship, cooperation, encouragement,

26



I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 6, Issue: 12 2021

socialization, personal freedom and trust. The support provided by the organization management to its

employees is at the center of organizational efforts (Ozkul, 2013).

The organizational climate as well as the motivation of the employees is of great significance on the organization.
Some factors within the organization directly affect the motivation of the employees (Ugras & Ozen, 2019). Huitt
(2011) describes motivation as the condition that urges or manipulates a behavior, desire or aspiration leading
to the target behavior and the influence of the needs and desires on the direction and intensity of it. Motivation
can be explained as the management of behaviors, showing determination in them and a kind of revival. It is the
exhibition of determination and vigor with the might to perform a task coming from internal and external factors
(Barutgugil, 2004). It is also the combination of the internal factors urging people to take action and the
encouraging external factors (Locke & Latham, 2004). Being explained as the motive behind a particular
behavior, motivation is not enough to explain it. In order for motivation to determine an individual’s behavior, it
should be interlinked with environmental factors. Motivation can be observed through individuals’ behaviors. It
is explained as a process whereby a viable ambiance is set so as to meet the needs of individuals and the
organization and the individual is encouraged to act for the accomplishment of this. As far as these definitions
are concerned, motivation can be asserted to have three main elements. These are helping someone act, direct
it to a particular side providing sustainability and ultimately feeling a kind of joy and relief with the fulfillment of

the task (Oriicii & Kanbur, 2008).

There are many motivation hypotheses. The questions of the study were prepared in the light of internal and
external motivation hypotheses. Internal motivation refers to the voluntary display of a particular behavior,
whereas the external one results from the involuntary behavior (Morris & Maisto, 2005). Besides, questions

based on motivation were prepared as well.

According to Turner (2017), performance culture of a given organization depends on the performance of its
employees. Tovmasyan and Minasyan (2020) reports that motivation affects efficiency and has a pivotal role in
the success of an organization. Motivation can be said to have an impact on performance and efficiency (Oriici
& Kanbur, 2008). Aksoy (2020) determined that employees are highly influenced by the factors related to
‘interaction with managers’, ‘physical-social ambiance’ and ‘working conditions’, while being mildly affected by
‘awarding and socio-cultural activities’. There are many factors to affect the motivation of employees.
Demirddken (2017) detected the organizational climate to be moderate in his study performed on the staff of
the Ministry of Youth and Sport. Glirgen and Onag (2018) concluded that organizational climate has a positive
meaningful impact on the motivation of employees. Bilir and Ay (2007) reported that organizational climate is a
principal means in order to detect the efficiency of the programs and projects carried out to modify the
organizational climate. Recent studies have shown that organizational climate has a pivotal position for the
employees as well as their motivation. Now, how these two issues that are important for employees will change

with the introduction of the flexible working conditions due to the Covid-19 pandemic remains to be seen.
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Aim of the Study

This research has been conducted to determine the effect of flexible working on the organizational climate and
motivation of Tunceli Youth and Sports Provincial Directorate employees during the pandemic process. In order
to minimize the risk of spreading the virus and circulation of people at a workplace, flexible working conditions
have been initiated; however, what the effects of this new attempt will be like is not clear yet. Therefore, the
study is supposed to contribute to the field, thereby the questions below have been prepared based on the

conceptual framework in the literature about this issue.

How would you evaluate the working climate in your workplace?
What are the factors that lead you to evaluate the working climate positively or negatively?
What are the internal conditions that motivate your working conditions?

1

2

3

4. What are the internal conditions that demoralize your working conditions?
5. What are the external conditions that motivate your working conditions?

6

What are the external conditions that demoralize your working conditions?

METHOD

Research Model

Qualitative research method was used in this study. Qualitative research was preferred because it allows for in-
depth analysis of research topics that cannot be answered through quantitative research. This study employs the
frequently used qualitative research method that is called differently in literature. For instance, it is called
interpretive research as it includes the subjective views of the researcher; natural research as it consists natural
events and phenomena and fieldwork is it deals thoroughly with the issue in a certain social context (Baltaci,
2017). In the study, one of the qualitative research models, condition analysis which is defined as a patternin a

qualitative research that can both be the outcome and the object of the research is harnessed.
Study group

The subjects of the study were selected through simple random selection. This selection is usually used as the
basis for a sampling method itself or other more complicated ones, where each agent has an even chance of
selection (Meng, 2013; Singh, 2003). The subjects are comprised of 20 employees working in Tunceli Youth and

Sports Office whose demographic qualities are as follows:

Table 1. Demographic Qualities of the Subjects

Variables f %
Gender Female 6 30
Male 14 70
Status Officer 11 55
Worker 9 45
Experience 1-10 years 17 85
11-20 years 3 15
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The majority of the participants in the study are male employees, civil servants and those with a service year of

1-10 years.

Data Collection Tool and Collection of the Data

In order to determine the effects of the flexible working conditions in the course of the Covid-19 pandemic on
the organizational climate and motivation of the subjects, a semi-structured interview form was used to gather
data. Cepni (2009) reports that interview format is advantageous as it enables the researcher to ask detailed
questions on a particular topic and to acquire satisfactory answers making them more clear if they are
unsatisfactory or obscure. Semi-structured interview method is preferable as it provides detailed information
thanks to its certain standards and flexibility (Yildirim & Simsek, 2013). Having two sections, the form includes
three questions about demographic qualities in the first section as well as six research questions in the second

one, lasting for about 20 minutes.

Analysis of the Data

The data acquired from the research were subjected to descriptive content analysis that is usually employed in
qualitative methods. While determining the titles for the questions and setting the themes, descriptive analysis
was used and content analysis for deciphering the interviewees’ answers. Descriptive analysis is a frequently
used method for researchers to obtain summary information about different facts and events they want to study;
Content analysis is defined as a systematic, repeatable technique in which some words of a text are summarized

with smaller content categories with codings based on certain rules (Buyukoztirk et al., 2013).

Validity and Credibility

Validity and credibility refer to the means of conveying and showing the delicacy of the research process and
credibility of the research findings (Roberts & Priest, 2006). Credibility is of great importance when it comes to
having a research recognized by scientific circles (Morse, Barret, Mayan, Olson & Spiers, 2002). A research is to

meet several criteria to earn credibility and validity.

Validity is a delicate concept that refers to the degree of closeness between what we calculated and what we
wanted to calculate (Roberts & Priest, 2006). Internal validity encapsulates whether the findings of the research
are true in terms of the selection of the subjects, recording of the data and performance of the analysis (Lakshmi
& Akbar Mohideen, 2013). Polit and Beck (2012) defines internal validity as the degree of accurate conclusions
in aresearch. The way conceptual categories were reached in order to provide internal validity has been revealed
in detail. While analyzing the views of the subjects, groups were set based on the similarities of the expressions
used and each subject was given a code (K1, K2, K3) for this. The views of the subjects were enumerated in
frequencies and similar expressions were gathered in similar themes. External validity refers to the generalization
process of the acquired data (Tobin & Begley, 2004; Kerlinger & Lee, 2000; Bitsch, 2005) and to do this, rich,

descriptive and comprehensive information about utterances, place of the research, subjects and procedures are
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needed (Polit & Beck, 2010). That is, a detailed descriptive strategy is to be used. Bitsch (2005) suggests that a
detailed descriptive strategy needs to be used in order for a research to have external validity. Using a detailed
descriptive strategy, the research has direct quotations of the subjects as to their opinions about the

organizational climate and their motivation.

For credibility, informing process, spending much time with the interviewees, constant observations and the
control of the subjects are some of the strategies that must be used. Credibility explains how similar results can
be yielded through research results under different conditions. Various strategies should be used for credibility
(Roberts & Priest, 2006). Using semi-structured interview forms, encoding participants, informing about the
subjects and understanding them correctly are significant in increasing credibility. The internal credibility is
related with the repeatability of the findings. In this study, for internal credibility research atmosphere, duration
as well as all the phases as to the repeatability of the results under similar conditions have all been revealed. For
stability, expert advice was demanded. The answers of the subjects were demanded to be categorized in the
correct theme by an expert in order to assure that no answer would be left out of the categories and to determine
whether the answers represented the theme they were categorized under. Subsequent to this step, the way
both the researcher and the expert matched was compared and the number of agreements an disagreements
was determined. The credibility formula proposed by Miles and Huberman (1994) was employed to determine
the internal credibility of the study. When a research has a credibility rate of 70% or more, then it becomes
credible. In this respect, as the credibility rate of the study was determined to be 90%, then it is credible. For the

external credibility, the raw data is kept for the ones whom it may concern.

FINDINGS

This section is presented with titles according to the research questions, including the findings as to their results.
The Climate at the Workplace

The subjects were addressed the question ‘How would you evaluate the working climate in your workplace?

Table 2 has the views of the subjects.

Table 2. The Climate at the Workplace
Theme Code
An intimate climate
Human relations are good
Helpful climate

Disciplined Climate
The Climate at the Workplace An inspirational climate

A self-oriented climate
A climate where communication is weak
A climate where hierarchy is dominant

First of all, the majority of the participants in the study stated that they were satisfied with the climate in the

working environment and that they evaluated the working environment's climate positively. According to the
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results of the research, some factors such as intimate and good relationships between colleagues caused the
subjects to be content with the climate at their workplace. Some quotations belonging to the subjects are as

follows:

‘Institutionally, we have positive relationships with other institutions and we have fun outside the workplace. Much

as the way of our relationships may change, intimacy will never shake in this process.” K14
‘We have intimate relationships in any case here and this has positive impact on the climate.” K8
‘We have a highly disciplined working program and this effects us favourably and lets jobs proceed regularly.’ K5

‘As there are self-centered employees, this working condition makes me restless.” K10
Factors that led to positive or negative judgment of the climate at the workplace

The subjects were asked the question ‘What are the factors that lead you to evaluate the working climate

positively or negatively? and the answers are given in Table 3.

Table 3: Factors That Led to Positive or Negative Judgment of the Climate at the Workplace
Theme Code
Positive
Good relationships with the colleagues
Intimacy

Respect among colleagues
Factors that led to positive or negative judgment of the Sharing duties

climate at the workplace Negative

Managers
Disobedience at work
Workload
Poor communication

A great majority of the subjects evaluated the climate at the workplace during flexible shifts positively and
reported that good and intimate relationship with colleagues was the reason, whereas others that found the
climate unfavourable due to workload and misbehaviours of managers. Here are the true quotations of the

subjects.

‘In general terms, | have a workplace with a happy, peaceful and intimate atmosphere with my colleagues. We work

in a limited time and therefore rarely come together, but still we appreciate this.” K7

‘We have respectful workplace’ K5

‘Favourable relations make us love our workplace, our interpersonal are quite good.” K19

‘Managers appointed from an irrelevant institution make me restless. They especially do not avoid disturbing
attitudes while we are working. K3

‘Despite the hardships of the pandemic, the managers’ behaviours and attitudes adversely effect me.” K14

‘There is an extra workload assigned by the Ministry during the pandemic and this adversely effects the

organizational climate.” K15
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Internal Motivation Sources at the Workplace

The question ‘What are the internal conditions that motivate your working conditions?’ Table 4 includes the

subjects’ views.

Table 4. Internal Motivation Sources at the Workplace

Theme Code
Loving job
Earning what you deserve
Internal Motivation Sources at the Workplace Being successful

The feeling of belonging
Lack of internal motivation
Lack of purpose
Professional adaptation
Being healthy

Most of the subjects reported that loving one’s job is an internal motivation source for them in the course of
flexible working process. Getting the required payment in exchange for your effort and being successful are also

among the internal motivators. Here are the subjects’ views.

‘I love my job and these are enough for me.” K5

‘I have some objectives and these are very important for me. My efforts to reach these goals highly motivate me.
We are working less but diligently; that is, | was doing the same job as the normal working conditions. I’m concentrating on

my objectives and mind my job.” K19

‘Working in such a period is not a problem at all and getting what you deserve highly motivates you. Being

appreciated and respected for your job...these are very important. K3

‘Being successful at my job is very important for me, which motivates me accordingly.’K11

Conditions Disrupting Internal Motivation at the Workplace

The question ‘What are the internal conditions that demoralize your working conditions?’ was asked to the

subjects and here are their views in the Table 5.

Table 5: Conditions Disrupting Internal Motivation at the Workplace

Theme Code

Formal Procedures

Psychological Conditions

Fatigue

Unfavourable conditions

Insufficient Payment

Conditions Disrupting Internal Motivation at | 5k of self-confidence

the Workplace Being qualified

32



I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 6, Issue: 12 2021

llinesses

Mandatory shifts

Being Unsuccessful

Inequality between the diligent and the Indifferent employees.

Low Salary

According to the research, it was concluded that what disrupted the internal motivation in common during the

pandemic is the formal procedures as well as most other reasons. Here are some of the subjects’ views.
‘There are many formal procedures in my workplace and these disrupt my motivation considerably. K19

‘Such ruling directives as ‘mind your clothes’ ‘shave your beard and hair’ ruin my internal motivation considerably. |

think these are trivial issues these days.” K3
‘I reflect my private problems and psychological issues such as constant hygiene inevitably on my professional life.’K5
‘I’'m always afraid of becoming sick as we are passing through a pandemic and this affects me adversely.” K18

‘Compulsory overwork during the pandemic and definite working conditions affect me considerably. | had difficulty

meeting my colleagues. K12
External Motivators at the Workplace

The question ‘What are the external conditions that motivate your working conditions? Was asked to the subjects

and some of their views are as follows in the Table 6:

Tablo 6: External Motivators at the Workplace
Theme Code

Managerial Support

Physical Conditions of the Workplace

External Motivators at the Workplace A positive Place

Institutional Awards

Meeting the Institutional Needs

Most of the subjects reported the managerial support to be the leading source of external motivation. There are

different views as well and here are they.

‘The support and praise from the management motivates me more and makes me feel invaluable.” K7

‘Favourable physical conditions are important for me as they give us a comfortable atmosphere. Physical conditions

must be good, thereby providing privilege. K6
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‘A positive atmosphere at the workplace augments my love for work. I’'m happy to have such a workplace in such

difficult days.” K5

‘Institutional awards are important for me and an award does not necessarily be a financial benefit. Rather, even

being praised amid my colleagues is an award for me. It is a sign of being valued when we are down.” K20
External Demoralizers at the Workplace

The question ‘What are the external conditions that demoralize your working conditions? was asked to the

subjects and some of their views are as follows in the Table 7:

Table 7: External Demoralizers at the Workplace
Theme Code

Adverse attitudes of colleagues

Managers’ seeking shortcomings

Ill-disciplined conditions

External Demoralizers at the Workplace Regional hardships

Pandemic

Workload

The subjects reported such agents as adverse attitudes of colleagues, managers’ seeking shortcomings, ill-
disciplined conditions, regional hardships as the external demoralizers. Some of the subjects’ views are as

follows:
‘The fact that some colleagues can adopt ill-behaviours even these days is troublesome.” K11

‘lll-behaviours of some colleagues makes us fall behind our performance. Constant gossip at the workplace, its
propagation outside as well as encountering it in an unfamiliar atmosphere is not ethical at all. Some people are evil indeed

and never take lessons. K4

‘Even during the flexible shifts, some managers are in constant search of errors and shortcomings, making us much

more exhausted.” K14

‘In this process, we encounter ill-disciplined behaviours and these are tolerable in such days, but being exposed to

such practices affects our motivation.” K19

CONCLUSION and DISCUSSION

We are against a new pandemic in the 21 century. Having emerged with a widespread effect, Covid-19 have
taken our lives, education, psychology, working life and even our access to public services under its control rather
than being confined to a country or continent. For this reason, it would not be an exaggeration to say that the
whole world is struggling to survive in the face of this virus (Rumelili Kog, 2020). In order to by-pass this pandemic

with the slightest effect, governments have all taken an array of measures. In Turkey, both the public and private
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sector have adopted freelance working or flexible shifts models in an effort to minimize the risk of spreading the
disease. This practice began in public sector 22" March 2020 and ended 1% June, 2020. With the increase in the
number of cases, the system of recycling or working from home started to be discussed in life, education and
working conditions in November-2020 in order to prevent the spread of the epidemic. (Serinikli, 2021). In flexible
shifts model, decreased number of people work at a particular duration, whereas those whose duties are suitable
for freelance working model fulfilled their tasks at home (Arslan & Karagiil, 2020). Including Youth and Sports
Provincial Directorate in Turkey has switched to flexible working models in many areas of the public during the

Covid 19 pandemic process.

A great portion of the subjects in the research have stated that they are content with the organizational climate.
Their relationships and intimate interactions are among the reasons why they are content with the organizational
climate. Ulu¢ and Duman (2020) reported that working hours in the Youth and Sports Office changed in that
employees were controlled before entering the workplace and were enforced to be away from their friends.
Besides, The Ministry of Youth and Sports stopped the whole handball, basketball and football leagues as well as
other sports federations. Furthermore, Youth activities and Youth Clubs as well as all their contributions were
postponed due to some regulations (The Ministry of Youth and Sport, 2020). This new practice has exerted a

positive effect on the organizational climate and created a feeling of content in the employees.

Most of the subjects in the study evaluated the flexible working conditions and showed positive relationships
and intimate interactions between employees as the prime reason for this, whereas others criticized it based on
till behaviours of the managers and overloading worker. In institutions where emotional belonging is strong,
there arises a harmony between the employees and the institutions rules and identity, which enables them to
adopt the objectives and targets of the institutions (Meyer et. al., 2002). Covid —19 caused many changes in
human life. Labour, systematic changes in jobs and online education paved the way for the people to plan their
lives again and set a new life cycle, causing of course different conditions for each institution (Bouziri et. al.,
2020). When asked by Ulug and Duman (2020) what changed positively in their lives after the emergence of the
pandemic, about half of the subjects reported that they encountered no change, while some stated they gave
more importance to hygiene at the workplace. Aksoy and Mamatoglu (2020) reported that, when compared with
the period before the emergence of the pandemic, safety conditions in organizations have shown a positive
tendency. Rubin et. al. (2020) concluded in a study where the subjects were engineers, teachers and public
officers in a group and employees from all other sectors in the second group that the former group felt they were
much less productive and happy when they worked at home. According to Deloitte’s study (2020) in Turkey, 38,2
% of the subjects working freelance at home stated that they had neither positive nor negative effects; 39,2 % of
them reported that they were positively affected by the process, whereas 24,6 % of them were reportedly
adversely affected. In our study, there are findings as to the adverse effects of the managerial ill-behviours and
pressure, resulting in that employees are in expectation of more tolerance. However, Kniffin et. al. (2021) found
that this radical change in the working life posed great difficulties for the managers as well, reporting that all

employees has something to do with this process.
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Most of the subjects of the study expressed that their love for their jobs was an actual source of internal
motivation as well as being paid sufficiently for what you served and being successful. Arslan and Demir (2020)
concluded that performance is highly related with internal motivation and to improve performance of the
employees, it was necessary to augment internal motivation. In their study carried out to learn what Armenians
thought about the effects of freelance working due to the pandemic on their efficiency and compare with the
other data acquired about people in different countries, Tovmasyan and Minasyan concluded that 52 % of the
subjects reported that they were more efficient while working at the workplace, while just 12% of them said
working freelance at home was motivating. Working at home is feasible for some businesses having available
and suitable conditions whereas for such businesses as health sector and transportation within which the service
is provided directly to the citizen, freelance working at home is not an option (Mustajab et. al., 2020). Therefore,

the employees of the Youth and Sports Office may have increased their motivation as they could work at home.

Among all the participants in the study, what is common is that formal procedures disrupt the internal motivation
as well as other reasons, one of which is the fear of getting sick any time. In a study carried out by Cigek and
Almali (2020), the fear caused by the pandemic had an adverse effect on the subjects’ psychological well-being
as well as emotional self-sufficiency. When compared with the private sector employees for whom things are
totally different, employees in the public sector experienced a slight effect of the pandemic fear on their health.
Private sector employees have a higher level of fear perception, making them more unlikely to be psychologically
well. The ones working in health sector struggling against the virus reported that they got more vulnerable to
stress, depression, anxiety and insomnia after a trauma while experiencing hardships dealing with problems at

the same time (Bekaroglu & Yilmaz, 2020; Greenberg, Docherty, Gnanapragasam & Wessely, 2020).

Most of the subjects regarded managerial support as a great source of external motivation, providing improved
institutional support perception and organizational development, whereas a restrictive senior perception causes
an adverse effect on the performance of an employee (Tutar & Altin6z, 2010). In the workplaces where
employees perceive a high level of support, organizational trust and adherence has been observed to be also
high (Suliman, 2001). In the study, the value and support obtained from a senior was observed to make the

employee more motivated.

The subjects of the study listed such factors as ill-treatments of colleagues, managers’ seeking errors and

shortcomings, ill-disciplined behaviours and regional factors as the reasons of external demoralization.

Organizational climate affects employees' productivity, efficiency, performance and accordingly, their
motivation. A healthy organizational climate will ensure that both employees are motivated and their level of
motivation increases. (Gok, 2009). Ulug and Duman (2020) reported in their study that most of the employees’
working in the Youth and Sport Office expressed their social life was adversely affected by the pandemic and
some of them kept away from their colleagues in case they carried the virus. Among the findings of the study is
the information that the pandemic adversely effects the motivation of the employees, just as Yilmaz (2020)

stated that the employees working in a tax office were negatively affected by the pandemic. Commuters are

36



I.I OE E C (International Journal of Eurasian Education and Culture) Vol: 6, Issue: 12 2021

especially anxious about catching or transmitting the virus to their immediate family and relatives and therefore

want to do the suitable tasks at home freelance.

To conclude, the employees working in Tunceli Youth and Sports Office has encountered several hardships
caused by the pandemic; however, they managed to proceed in a healthy way. A mild organizational climate is
observed to help them tackle the problems with less adverse effects. Besides, establishing favourable relations
with not only their colleagues but also managers will help them perceive the organizational climate. Employees'
receiving executive support is an extrinsic source of motivation; liking their job is a source of intrinsic motivation.
It can be said that the few situations that disrupt the internal and external motivations of the employees cause

them to perceive the organizational climate positively.

RECOMMENDATIONS

At the end of this research, the researchers;

e Application of the research to different provinces and regions by expanding the sample group,

e Examining the effect of flexible working on organizational climate and motivation during the pandemic
process at different institutions,

e Investigating possible changes in organizational climate and motivation levels by measuring
organizational climate and motivation levels of the same institution employees with a similar method
after the pandemic process,

e Inthis process, it is recommended that the employees of the. Youth and Sports Provincial Directorates
improve flexible working conditions, managers establish positive relations with employees and alleviate
the workload of the employees, review the hygiene conditions of the institution, improve the

organizational climate and increase the motivation of the employees.
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PANDEMIi SURECINDE ESNEK CALISMANIN ORGUT iKLiMi VE

MOTIVASYON UZERiINDEKi ETKiSi

0z

Bu arastirma pandemi siirecinde esnek galismanin orgit iklimi ve motivasyon Uzerindeki etkisini
belirlemek amaciyla yapilmistir. Arastirmada nitel arastirma yontemlerinden biri olan olgubilim
deseni kullanilmistir. Arastirmadan elde edilen veriler nitel arastirma yéntemlerinde siklkla
kullanilan betimsel ve igerik analizine tabi tutulmustur. Arastirmanin ¢alisma grubunu Tunceli
Genglik ve Spor il Midiirliigi’nde gérev yapan basit seckisiz drnekleme ydntemiyle segilen 20
personel olusturmaktadir. Arastirma sonuglarina gore pandemi siirecinde esnek c¢alisma
programina gecgen genglik ve spor il midirlGga calisanlarinin tamamina yakini 6rgit ikliminden
memnun olduklarini belirtmislerdir. Calisma ortamindaki is arkadaslariyla olan iliskileri ve samimi
iliskiler 6rgiit iklimini olumlu olarak degerlendirmelerine neden olurken; kurumdaki idarecileri
orgut iklimini olumsuz olarak degerlendirmelerine sebep olmustur. Arastirmaya katilanlar pandemi
surecinde esnek ¢alisma programinda igsel motivasyonu saglayan kaynagin isini sevmek oldugunu
belirtirken; igsel motivasyonu bozan durumlar olarak resmi prosedirler, psikolojik durum ve
yorgunluk gibi cesitli sebepleri ileri siirmislerdir. Bu siirecte dissal motivasyon kaynagi olarak
yonetici destegi ve ortamdaki fiziksel sartlarin iyi olmasi belirtilirken; dissal motivasyonu bozan
durumlara is arkadaslarinin kétli tutumu yoneticilerin hata aramasi gibi sebepler belirtilmistir.
Arastirma sonuglarina gére pandemi siirecinde esnek calismanin Genglik ve Spor il MudirlGgi
calisanlarinin érgiit iklimi ve motivasyonunu genel olarak olumsuz etkilemedigi, Genglik ve Spor il
Midirligi calisanlarinin olumlu bir iklime sahip oldugu ve motivasyonlarinin yiksek oldugu
sonucuna varimistir.

Anahtar kelimeler: Pandemi siireci, esnek ¢alisma, motivasyon, érgit iklimi.
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GiRiS

2019 yili Aralik ay1 sonlarinda Cin’in Wuhan kentinden ortaya ¢ikan Covid- 19 tiim diinyada oldugu gibi tilkemizde
de etkisini gostermektedir. Hastalgin hizla yayilmasi, dlimlere sebep olmasi tiim llkelerde gesitli tedbirlerin
alinmasini mecbur kilmistir. Bu sebepten dolayi gerek devlet kurumlari gerekse 6zel sektérler hastaliga karsi
¢alisanlarin saghgini korumak ve hastaliga yakalanmasini 6nlemek amaciyla esnek ¢alisma (haftanin belirli glinleri
ya da giinlin belirli saatlerinde belli sayida personelle donistimli galisma sistemi) sistemine ge¢mislerdir (Akbas
ve Dursun, 2020). Hizla yasanan bu degisiklige toplumdaki bireylerin de hizli sekilde uyum sagladigi ya da uyum
saglamak zorunda kaldiklari sdylenebilir. Ancak bu hizli degisimin bireyler ve orgitler Uzerinde gesitli etkileri
olmasi kaginilmazdir. Cahsanlarin esnek ¢alisma sistemine gegmesi gerek o6rgit ikliminde gerekse orgut

motivasyonu lzerinde degisiklikler meydana getirecegi diisiiniilmektedir.

Sozciik kdkeni agisindan iklim kelimesi Yunanca bir kelimedir ve egilim manasina gelmektedir. iklim kavrami 6érgiit
personellerinin i¢ ¢evreyi nasil anlamlandirdigini anlatmaktadir. Psikolojik bir yone sahiptir ve bu netice ile
bireylerin tutum ve davranislari hakkinda 6n gériide bulunmamiza yardimci olan birtakim nitelikler, 6rgitleri ya
da gruplari tanimlarken kullanilabilir (Gilmer, 1971 akt. Karcioglu, 2001). Orgiit iklimi, &rgitiin kimlik kazanmasini
saglayan, orgutteki bireylerin davranisini etkileyen ve onlar tarafindan algilanan, érgiite egemen olan ozellikler
dizisi olarak tanimlanmaktadir (Aydin, 1986). Orgiitteki bireylerin veya calisanlarin davranislari, tutumlari ve
uyguladiklari kurallar sonucu meydana gelen, ortak algilarin yarattigi ¢alisma ortaminin atmosferi olarak

tanimlanabilir (Gok, 2009).

Orgiit iklimi, bir 6rgiitteki genel olarak hissedilen hava ve duygular iliskilendiriimekte ve érgiitte yer alan
bireylerin iliski ve davraniglarindan olugsmaktadir. Bir 6rgiitii olusturan bireylerin kurumda, dolayli ya da dogrudan
yarattiklari calisma ortami 6rgit iklimini ifade etmektedir. Bu sebeple orgiit iklimi gézle goriltp elle tutulan bir
sey olarak degil, algilanabilen ve hissedilebilen bir olgu olarak anlamlandiriimalidir (Yilmaz & Altinkurt, 2013).
Orgiitlin isleyisi acisindan &rgiit iklimi dnemlidir, ¢linkii &rgiit Giyelerinin moral seviyesini arttirmakla kalmayip,
orglt calisanlarinin orgiite dair hissettikleri iyi hisler, iyi niyet ve aidiyet duygusunu gosteren ve 6rglitl kusatan
bir atmosfer yaratir (Mullins, 1993). Bir 6rgitte calisan kisilere kurallar konulmasi ve karar alma sireglerinde
Orgutiin ¢calisma sistemlerini nasil algilamis olduklari 6rgit iklimine baghdir. Her bir 6rgit kendisine 6zg bir iklime
sahiptir ve bu kendisine 6zgii sahip oldugu 6rgiit iklimi kendisinin diger érgiitlerden farkl olmasini saglar. Orgiit
ikliminin en 6nemli denilebilecek giktisi ise, 6rglitteki bireylerin davranislari Gzerinde bir etkisinin bulunmasidir.
Clnku orgutteki bireyler davranis ve tutumlarina sekil verirken orgiitiin iklimine uygun bir sekilde hareket
etmektedirler. Orgiitiin sahip oldugu iklim sayesinde érgiitteki bireylerin zihinlerinde calistiklari is yeri ya da
ortamin yapisi ve sistemi ile ilgili az ¢cok bilgi olusmaktadir (Moslehpour, Altantsetseg, Mou & Wong, 2019).
Orgiitsel iklim olumlu oldugunda olumsuz durumlari yok eden, olumsuz oldugunda ise daha biiyiik sorunlari
ortaya c¢ikartan bir olgudur. Bu nedenle orgiitsel iklim, bir 6rgltte tim orgiit Gyelerince algilanan dnemli bir yere
sahiptir (Ozdemir, 2006). Orgiit liyelerinde iyi duygular uyandiran bir ortam olumlu érgiit iklimi, kétii duygular

uyandiran bir ortam ise olumsuz orgit iklimidir. Olumlu iklimin 6zellikleri arasinda dostluk, acik iliskiler, is birligi,
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cesaret verme, kisisel 6zglirlik, sosyallesme ve giiven vardir. Calisanlarin orgiit yonetiminden aldig destek,

drgitsel cabalarin merkezindedir (Ozkul, 2013).

Orgiit ikliminin yani sira rgiitte calisanlarin motivasyonun da 6rgiit iizerinde énemli bir etkiye sahip oldugu
sdylenebilir. Orgiit icindeki bazi unsurlar calisanlarin motivasyonlarini dogrudan etkilemektedir (Ugras & Ozen,
2019). Huitt (2011) motivasyonu, davranisi harekete gegiren ve ona yon veren i¢ durum veya durum; hedefe
yonelik davranisi harekete geciren ve yonlendiren arzu veya istek; ihtiyaglarin ve arzularin davranisin yogunlugu
ve yonu Uzerindeki etkisi olarak tanimlamaktadir. Motivasyon davranislari yonetebilme, davranislarda kararlilik
gdsterme giicli ve bir sekilde canlanma olarak tarif edilebilir. insanlarin belirli bir eylemi yapabilmek icin, icsel ve
dissal faktorlerden aldigi gligle cosku ve kararhlik sergilemesidir (Barutgugil, 2004). Motivasyon, insanin harekete
gecmesini saglayan igsel faktorler ile tesvik eden dissal faktorlerin bilesimidir (Locke & Latham, 2004). Bu kuram
bir davranisin sebebi olarak acgiklanirken, davranisi agiklamak icin motivasyon yetersiz kalacaktir. Bireyin
davraniginda belirleyici olmasinda, gevresel unsurlarla bir etkilesim halinde olmasi gerekmektedir. Motivasyon,
davranislarla da gozlenebilmektedir (Luthans, 1995). Motivasyon bireylerin ve 6rgitin ihtiyaglarini karsilamak
amaciyla bir ortam olusturulmasi ve bu ydnde bireyin harekete ge¢mesini saglamak igin tesvik edilmesi ve
etkilenmesini kapsayan bir siire¢ olarak ifade edilmektedir (Oncii, 2012). Bu tanimlardan yola ¢ikarak
motivasyonda ¢ temel unsurun oldugu soylenilebilir. Bireyin bir eylemi yapmasina yardimci olma, yapilan bu
eylemi belli bir tarafa yonlendirme, bununla birlikte ona sireklilik kazandirma ve son olarak eylemin

gerceklesmesi durumunda ise haz duymadir (Oriicii & Kanbur, 2008).

Literatirde pek ¢ok motivasyon kurami bulunmaktadir. Arastirma sorulari igsel ve digsal motivasyon kuramlari
isiginda hazirlanmustir. igsel motivasyon, bir davranisi kendiliginden sergileme istegi ve gerceklestirilmesidir.
Dissal motivasyon ise, kendi istegiyle yapilmayan, davranisin sonuglarindan kaynaklanir (Morris & Maisto, 2005).

Bu tanimlara istinaden motivasyon sorulari da olusturulmustur.

Turner'a (2017) gore, bir organizasyonun performans kiiltiirti, bir organizasyonun c¢alisaninin motivasyonundan
etkilenir. Tovmasyan ve Minasyan (2020) motivasyonun is verimini etkiledigi ve organizasyonun basarisinda
onemli rol oynadigini ifade etmislerdir. Motivasyonun performans ve verimlilik tizerinde etkili oldugu sdylenebilir
(Oriicti & Kanbur, 2008). Aksoy (2020) calisanlarin “yonetici ile iliskiler”, “fiziksel-sosyal ortam” ve “calisma
kosullar” ile ilgili faktorlerden yiksek dizeyde; “6dillendirme ve sosyo-kiltirel faaliyetler” ile ilgili faktorlerden
orta duzeyde etkilendiklerini belirlemistir. Calisanlarin motivasyonlarini etkileyebilecek birgok faktor vardir.
Demirddken (2017) Genglik Spor Bakanligi personeline yaptigl arastirmada 6rgiit iklimini orta diizeyde oldugunu
tespit etmistir. Gurgen ve Onag (2018) yaptiklari arastirmada o6rgutsel ikliminin calisanlarin motivasyonlari
Uzerinde pozitif yonde anlamli bir etkiye sahip oldugu sonucunu ortaya ¢ikarmislardir. Bilir ve Ay (2007) yaptiklari
¢alismadan ortaya ¢ikan bilgiler cergevesinde 6rgiit iklimini, 6rgiiti degistirmeye yonelik program ve projelerin
etkinligini saptamak icin oncelikli bir ara¢ olarak ifade etmislerdir. Yapilan arastirmalar da o6rgiit ikliminin

calisanlar lizerinde 6nemli bir etken oldugu; ayrica motivasyon lizerinde de etkisi oldugunu gostermistir. Calisan
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icin 6Gnemli olan bu iki durumun pandemi siirecinde esnek galisma programina gegilmesiyle nasil bir degisiklik

gostereceginin 6nemli oldugu distiniilmektedir.
Arastirmanin amaci

Bu arastirma pandemi siirecinde esnek calismanin Tunceli Genglik ve Spor il Miidirligi calisanlarinda érgit iklimi
ve motivasyon Uzerindeki etkisini belirlemek amaciyla yapilmistir. Esnek c¢alismayla ortamdaki insan
sirkilasyonunu azaltilmak ve hastaligin yayilma hizini en aza indirmeye galisiimistir. Ancak bu durumun orgutteki
bireyler Gzerinde nasil bir etki yaratacagi bilinmemektedir. Bu sebeple arastirmanin alan yazina katki saglayacagi
disinilmektedir. Bu arastirma problemine istinaden literatlirdeki kavramsal gerceve dikkate alinarak asagidaki

arastirma sorulari hazirlanmistir.

1. Pandemi slrecindeki ¢calisma ortaminizdaki iklimi nasil degerlendiriyorsunuz?
2. Pandemi siirecinde galisma ortaminizdaki iklimi olumlu ya da olumsuz degerlendirmenize neden olan

etkenler nelerdir?

3. Pandemi siirecinde ¢alisma ortaminizda sizi motive eden i¢sel durumlar nelerdir?

4. Pandemi slrecinde ¢alisma ortaminizda sizin motivasyonunuzu bozan igsel durumlar nelerdir?

5. Pandemi siirecinde ¢alisma ortaminizda sizi motive eden digsal durumlar nelerdir?

6. Pandemi siirecinde ¢alisma ortaminizda sizin motivasyonunuzu bozan dissal durumlar nelerdir?
YONTEM

Arastirmanin Modeli

Bu arastirmada nitel arastirma yontemi kullanilmistir. Nicel arastirma yolu ile cevaplanamayacak arastirma
konularinin derinlemesine incelenebilmesine olanak tanimasi nedeniyle nitel arastirma tercih edilmistir. Nitel
arastirmaya literatlirde farkli isimler verilmistir. Problemle ilgili arastirmacinin 6znel gorislerini barindirmasi
sebebiyle, yorumlayici arastirma; dogal olay ve olgulari belirledigi icin dogal arastirma; konuyu belirli bir sosyal
ortam icerisinde derinlemesine inceleme icerdigi icin ise alan arastirmasi gibi farkl isimler verilmektedir (Baltaci,
2017). Arastirmada nitel arastirma modellerinden biri olan durum calismasi kullaniimistir. Durum ¢alismasi
arastirmanin hem riini olabilecek, hem de nesnesi olabilecek nitel arastirma igerisindeki bir desen tirl olarak

tanimlanmaktadir (Creswell, 2013).
Calisma Grubu

Arastirmanin ¢alisma grubu seckisiz 6rnekleme igerisinde yer alan basit seckisiz 6rnekleme yontemiyle
belirlenmistir. Basit seckisiz drnekleme, genellikle bir 6rnekleme tekniginin kendisi veya daha karmasik
ornekleme yontemleri icin bir yapi tasi olarak kullanilan temel bir 6rnekleme; evrendeki her birimin esit secilme
sansina sahip oldugu ve bir 6rnek segmenin yoludur (Meng, 2013; Singh, 2003). Arastirmanin galisma grubunu
Tunceli Genglik ve Spor il Mudirligi’'nde gdrev yapan 20 personel olusturmaktadir. Arastirmaya katilan

personelin demografik 6zelliklerine asagida yer verilmistir.
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Tablo 1. Calisma Grubunun Ozellikleri

Degiskenler f %
Cinsiyet Kadin 6 30
Erkek 14 70

Statiiniiz Memur 11 25
Isci 9 45

. 1-10vil 17 85
Hizmet Yili 11-20 Vil 3 15

Arastirmaya katilanlarin blylk ¢ogunlugunu erkek galisanlar, memur olanlar ve hizmet yili 1-10 yil arasinda
olanlar olusturmaktadir.

Veri Toplama Araci ve Verilerin Toplanmasi

Verilerin toplanmasinda ¢alisma grubunda yer alan personelin pandemi siirecinde esnek ¢alismanin 6rgitsel iklim
ve motivasyonu Uzerindeki etkisini belirleyebilmek igin arastirmacilar tarafindan hazirlanmis olan yari
yapilandiriimis goriisme formu kullanilmistir. Cepni (2009), belirlenen bir konu hakkinda derinlemesine soru
sorma, verilen cevap eksik veya acik degilse bir daha sorarak daha anlasilir bir duruma getirip cevaplari
tamamlayabilme firsati vermesi sebebiyle goriisme yonteminin avantajli oldugunu belirtmistir. Yari
yapilandinimis goriisme teknigi belirli seviyedeki standart ve esnekligi sebebiyle derinlemesine bilgi vermesi
acisindan tercih edilmektedir (Yildirrm & Simsek, 2013). Gorlisme formu iki bolimden olusmaktadir. Formda
birinci kisimda verilen demografik bilgileri iceren g soru, ikinci kisimda arastirma sorularini igeren alti soru yer

almaktadir. Katilimcilarla yapilan gériisme yaklasik 20 dakika stirmustir.
Verilerin Analizi

Arastirmadan elde edilen veriler nitel arastirma yontemlerinde siklikla kullanilan betimsel ve igerik analizine tabi
tutulmustur. Arastirma sorularina gore basliklarin belirlenmesi ve temalarin olusturulmasi sirecinde betimsel
analiz, katilimci cevaplarinin ¢oziimlenmesinde icerik analizi kullaniimistir. Betimsel analiz farkh olaylar ve olgular
hakkinda arastirmacilarin 6zet bilgi elde edebilmeleri igin siklikla basvurduklari bir ydntem, igerik analizi ise belirli
kurallara dayali kodlamalarla bir metnin bazi sézciiklerinin daha kiiguk icerik kategorileri ile 6zetlendigi

sistematik, yinelenebilir bir teknik olarak tanimlanmistir (Blytkoztirk vd., 2013).
Gegerlik ve Giivenirlik

Guvenilirlik ve gecerlilik, arastirma sireglerinin titizligini ve arastirma bulgularinin givenilirligini géstermenin ve
iletmenin yollari olarak ifade edilmektedir (Roberts & Priest, 2006). Bilimsel topluluk tarafindan kabul edilen bir
¢alismaya sahip olmak icin gegerlilik glivencesinin olmasi 6nem tasimaktadir (Morse, Barret, Mayan, Olson &
Spiers, 2002). Arastirmanin gecerlik ve gilivenirligin saglanmasi igin bazi kriterlerin yerine getirilmesi

gerekmektedir.

Gegerlilik daha ince bir kavram olup 6lgmek istedigimiz seye o6l¢tiiglimiize inandigimiz seyin yakinligiyla ilgili bir

kavramdir (Roberts & Priest, 2006). i¢ gegerlilik, calisma sonuclarinin gruplarin secilme, verilerin kaydedilme veya
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analizin gergeklestirilme sekli nedeniyle gercek olup olmadigini kapsamaktadir (Lakshmi & Akbar Mohideen,
2013). Polit ve Beck (2012) i¢ gegerligi bir calismada yapilan ¢ikarimlarin dogru ve saglam temellere sahip olma
derecesi olarak tanimlamaktadir. Yapilan arastirmanin i¢ gecerligini saglamak amaciyla kavramsal kategorilere
nasil ulasildigi ayrintii olarak anlatilmistir. Katilimcilarin goérisgleri analiz edilirken kullanilan ifadelerin
benzerliklerine gore gruplamalar yapilmistir. Aragtirmaya katilanlarin gérislerinin ¢6ztimlemesi yapilirken her bir
katilimciya birer kod (K1, K2, K3 gibi) verilmistir. Katilimci gorisleri sayisallastirilarak frekans seklinde verilmis ve
benzer ifadeler gruplandirilarak benzer temalar altina yerlestirilmistir. Dis gecerlik, bir calismadan elde edilen
sonuglarin genellestiriimesini ifade eder (Tobin & Begley, 2004; Kerlinger & Lee, 2000; Bitsch, 2005). Bunun iginde
yapilan agiklamalar, arastirma ortami, arastirmaya katilan katilimcilar, yapilan islemler ve siregler ile ilgili zengin
ve kapsamli tanimlayici bilgilere ihtiyag vardir (Polit & Beck, 2010). Yani ayrintili betimleme stratejisi kullanilmasi
gerekmektedir. Bitsch (2005) tarafindan da arastirmanin dis gecerliligini yani aktarilabilirligini saglayabilmek igin
ayrintili betimleme stratejisi kullanilmasi tavsiye edilmistir. Yapilan arastirmada ayrintili betimleme stratejini
kullanilarak pandemi silrecinde esnek calismanin genglik ve spor il midirliginde calisanlarin 6rgit iklimi ve

motivasyonuna iliskin dusiincelerine dogrudan alintilar kullanilarak yer verilmistir.

Guvenirlik icin bilgilendirme yapilmasi, katiimci ile uzun siire zaman gegirme yani uzun sureli katilim, surekli
gozlem ve katilimcilarin kontrolii gibi bazi stratejilerin kullanilmasi 6nemlidir (Guba & Lincoln, 1981). Guvenilirlik,
arastirma sonuglarinin farkl kosullarda ne kadar benzer sonuglar Uretecegini agiklamaktadir (Roberts & Priest,
2006). Guvenirligi saglamak icin gesitli stratejiler kullaniimasi 6nerilmektedir. Arastirmada yari yapilandiriimis
gortisme formu kullanilmasi, kullanicilarin kodlanmasi, katilimcilarla ilgili bilgiler verilmesi, katilimcinin dogru
anlasilmasi gibi stratejiler glivenirligi arttirmada 6nemlidir (Morse, 2015). Arastirmanin i¢ guvenirligi bulgularin
tekrar edilebilirligi ile ilgilidir (Merriam, 2009). Yapilan bu ¢alismada i¢ glivenirlik icin; arastirmada ortam, siire
gibi tim siiregler ile detaylar anlatilarak gesitli benzer kosullar altinda tekrar edilebilirligine iliskin tim agamalara
yer verilmistir. Arastirma tutarliliginin saglanmasi icin uzman goériisi alinmigtir. Katihmer goruslerinden elde
edilen yanitlarin yerlestirildigi temay! temsil edip etmedigini belirleyebilmek amaciyla higbir cevap disarida
kalmayacak sekilde alan uzmanindan cevaplarin temalara yerlestirilmesi istenmistir. Bu islemden sonra
arastirmaci ve uzmanin yaptigi eslestirmeler karsilastirilmig ve karsilastirma sonrasi goris birligi ve gorus ayrilig
sayllari belirlenmistir. Arastirmanin i¢ glivenirligini belirleyebilmek amaciyla Miles ve Huberman’in (1994)
onerdigi glvenirlik formQli uygulanmistir. Arastirmada giivenirligin % 70 ve lzeri olmasi durumunda guvenilir
oldugundan s6z edilebilir (Yildirrm & Simsek, 2013). Bu duruma uygun olarak arastirmanin giivenirligi de % 90
olarak belirlendigi icin glivenilir oldugu soylenebilir. Arastirmanin dis givenirligini saglamak icin toplanan ham

veriler daha sonra ilgililerin incelenmesi igin saklanmaktadir.

BULGULAR

Bu bolim arastirma sorularina gore basliklar halinde sunulmustur. Arastirmanin bu bélimiinde arastirma

sorularinin sonuglarina ait bulgulara yer verilmistir.
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Galisma Ortamindaki iklim

Arastirmada katilimcilara “Pandemi surecindeki ¢alisma ortaminizdaki iklimi nasil degerlendiriyorsunuz?” sorusu

sorulmustur. Katimci géruslerine asagida Tablo 2’de yer verilmistir.

Tablo 2. Calisma Ortamindaki iklim
Tema Kod

Samimi bir iklim olmasi

insan iliskilerinin iyi olmasi

Yardimsever bir iklim olmasi

Disiplinli bir iklim olmasi

Galisma Ortamindaki iklim -
Ilham verici bir iklim olmasi

Benmerkezci bir iklim olmasi

iletisimin sagliksiz oldugu bir iklim olmasi

Hiyerarsinin oldugu bir iklim olmasi

Oncelikle arastirmadaki katilimcilarin biyiik ¢ogunlugu calisma ortamindaki iklimden memnun olduklarini,
¢alisma ortaminin iklimini olumlu olarak degerlendirdiklerini belirtmislerdir. Arastirma sonuglarina gére pandemi
sirecinde samimi iliskilerin olmasi, insan iliskilerin iyi olmasi gibi cesitli sebepler iklimden memnun olarak

belirtilmesine neden olmustur. Katihmci diisiincelerine ait bazi alintilara asagida yer verilmistir.

de iliski seklini degistirse de samimiyet degismez.” K14

“Her kosulda kurumumuzda gayet samimi iliskilere sahibiz. Bu da kurum igindeki iklimimizi olumlu sekilde etkiliyor.”

K8

“Esnek calisma programinda gayet disiplinli bir calisma ortamimiz var, bu da bizi olumlu sekilde etkiliyor. islerimiz

diizenli ilerliyor.” K5

“Bu ¢alisma seklinde benmerkezci bir ¢alisma tipine sahip insanlar oldugu igin ¢alisma ortami beni rahatsiz ediyor.”

K10

Calisma Ortamindaki iklimi Olumlu ya da Olumsuz Degerlendirilmesindeki Etkenler

Arastirmada katilimcilara “Pandemi siirecinde c¢alisma ortaminizdaki iklimi olumlu ya da olumsuz
degerlendirmenize neden olan etkenler nelerdir?” sorusu sorulmustur. Katilimci goriislerine asagida Tablo 3'de

yer verilmistir.
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Tablo 3. Calisma Ortamindaki iklimi Olumlu ya da Olumsuz Degerlendirilmesindeki Etkenler

Tema Kod

Olumlu
Cahisma arkadaslariyla iligkiler

Samimi iligskilerin olmasi

Sevgi ve saygi ortaminin olmasi

Calisma Ortamindaki iklimi Olumlu
ya da Olumsuz

is bllimiiniin olmasi

Degerlendirilmesindeki Etkenler Olumsuz

idareciler

ise itaatsizlik

is yogunlugu

iletisimsizlik

Arastirmaya katilanlarin buyik ¢ogunlugu pandemi siurecinde esnek ¢alisirken 6rgit iklimini olumlu olarak
degerlendirmis ve bunun sebebi olarak calisma arkadaslariyla iliskilerin iyi olmasi, samimi iliskilerin olmasi
belirtilirken; olumsuz iklim olarak degerlendirilenler ise idarecilerin davranislari, is yogunlugu gibi sebepler

belirtilmistir. Katihmcilara ait birebir alintilara asagida yer verilmistir.

“Genel olarak mesai arkadaslarimla yasadigim mutlu, huzurlu, samimi bir ortamimiz var, yani kisitl zamanlarda
goriistip kisitl zamanlarda ¢alisiyoruz ancak yine de bu ortamimizi olumlu olarak degerlendirmemizi saglyor.” K7

“Calisma ortamimiz saygi ve sevgiye dayal olumlu bir ortamimiz var.” K5

“Calisma arkadaslarimizla iyi iliskilerin olmasi ¢alisma ortamini sevmemizi saglyor, insan iliskilerimiz gayet iyi.” K19

“Kurum disindan atanan idarecilerin olmasi beni rahatsiz ediyor. Ozellikle ¢calistigimiz zaman diliminde bizi rahatsiz
edecek tavirdan vazgecmiyorlar.” K3

“Pandemi zamaninda bile amirlerin (idarecilerin) yapmis oldugu tutum ve davranislar olumsuz etkileniyorum.” K14

“Bakanligin pandemi stirecinde de (izerimize yiikledigi fazlasiyla bir is yogunlugu var. Bu kadar is yogunlugundan

érgiit iklimini de olumsuz olarak algiliyorum.” K15
Calisma Ortamindaki i¢sel Motivasyon Kaynaklari

Arastirmada katilimcilara “Pandemi silrecinde ¢alisma ortaminizda sizi motive eden i¢sel durumlar nelerdir?”

sorusu sorulmustur. Katilimci gérislerine asagida Tablo 4’de yer verilmistir.

Tablo 4. Calisma Ortamindaki igsel Motivasyon Kaynaklari

Tema Kod

isi sevmek

Calismanin karsiligini almak

Basarili olmak

Calisma Ortamindaki igsel Aitlik duygusu
Motivasyon Kaynaklari icsel motivasyon kaynaginin olmamasi

Hedeflerin olmasi

Uyumlu galismak

Saglkl olmak
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Arastirmaya katilanlarin ¢ogunlugu bu suregte esnek ¢alisma saatlerinde isini sevmenin kendileri igin igsel
motivasyon kaynagi olusturdugunu ifade etmektedirler. Bunun yani sira ¢calismanin karsihiginin alinmasi, basaril
olmak gibi sebeplerde i¢sel motivasyon kaynagi olarak belirtilmistir. Katihmci gérislerine ait alintilara asagida yer

verilmistir.
“Yaptigim isten zevk aliyorum ve isimi ¢ok seviyorum. Bunlarin olmasi benim igin yeterli.” K5

“Bazi hedeflerim var bunlar benim icin gok énemli. Bu hedeflere ulasma ¢abalarim beni fazlasiyla motive ediyor. Az
ama 6z ¢alisiyoruz, yani tiim giin geldigim zamanlarda da ayni isi yapiyordum zaten. Amaglarima odaklanip isime bakiyorum”

K19
“Bu siiregte ise gelmek, insanlarla isi yapmak hi¢ sorun degil yaptigimiz isin sonunda ¢alismanizin karsihigini almaniz

sizi yeterince motive ediyor. Takdir edilmek, yaptiginiz ise saygi duyulmasi.. bunlar ¢ok 6nemli seyler.” K3

“Yaptigim iste basarill oldugumu gérmek benim igin ¢ok énemli, basarili oldugumu gériip ona gére motive

oluyorum.” K11
Calisma Ortamindaki i¢sel Motivasyonu Bozan Durumlar

Arastirmaya katilanlara “Pandemi siirecinde ¢alisma ortaminizda sizin motivasyonunuzu bozan igsel durumlar
nelerdir?” sorusu yoneltilmis ve katihmcilarin gorisleri ahnmistir. Katiimcilara ait bu gérislere asagida Tablo 5'de

yer verilmistir.

Tablo 5. Calisma Ortamindaki igsel Motivasyonu Bozan Durumlar

Tema Kod

Resmi prosedrler

Psikolojik durumlar

Yorgunluk

Olumsuz durumlar

CGalismanin karsiligini almamak

Ozgiiven eksikligi

Calisma Ortamindaki igsel Donanimli olmamak
Motivasyonu Bozan Durumlar

Hastaliklar

Zorunlu mesai saatleri

Basarisizlik

Calisan ve galismayanin esit olmasi

Ucret dustkltgi

Arastirmaya katilanlarin pandemi sirecinde ortak olarak igsel motivasyonunu bozan durumlarin resmi
prosedirler oldugu sonucuna ulasiimistir. Bununla birlikte katilimcilarin igsel motivasyonunu bozan pek ¢ok

sebep bulunmaktadir. Katiimcilara ait gortislerden bazi alintilara asagida yer ver verilmistir.

“Kurumda pek ¢ok resmi prosediir var, bu kadar ¢ok resmi prosediiriin olmasi motivasyonumu ciddi anlamda

bozuyor.” K19
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“Kilik kiyafete dikkat et, sa¢ sakalin uzun olmasin gibi resmi prosediirler icsel motivasyonumu etkiliyor. Bu siirecte
bunlara ¢ok takilmamak lazim diye diistiniiyorum.” K3

“Ozel hayatta yasadigim sikintilar, siirekli bir temizlik derdinin yasanmasi gibi psikolojik durumlari elimde olmadan
isime yansitiyorum.” K5

“Pandemi siirecinde olmamiz sebebiyle her an hasta olacakmis korkusu yasiyorum ve bu olumsuz durumlar beni ¢ok

etkiliyor.” K18

“Pandemi siirecinde zorunlu mesai saatlerinin olmasi, belirli bir ¢alistirma sekli beni oldukg¢a etkiliyor. Birbirimizle

karsilasmamiz sikinti oldu.” K12

Calisma Ortamindaki Digsal Motivasyon Kaynaklari

Arastirmaya katilanlara “Pandemi siirecinde galisma ortaminizda sizi motive eden dissal durumlar nelerdir?”

sorusu yoneltilmis ve gorisleri alinmistir. Katilimcilara ait gorislere asagida Tablo 6’da yer verilmistir.

Tablo 6. Calisma Ortamindaki Dissal Motivasyon Kaynaklari

Tema Kod

Yonetici destegi

Calisma ortaminin fiziksel sartlar

all ki Digsal
¢ sma Ortamindaki Dissa Pozitif bir ortam
Motivasyon Kaynaklari

Kurumsal édller

Kurumesal ihtiyaglarin karsilanmasi

Arastirmaya katilanlarin cogunlugu bu siirecte yonetici desteginin 6nemli bir dissal motivasyon kaynagi oldugunu
belirtmislerdir. Bununla birlikte farkli gérislerde yer almistir. Katihmcilarin gériislerinden bazilarina asagida yer

verilmistir.

“Bu sliregte yonetimden gordiigiim deger ve destek beni is konusunda daha ¢ok motive ediyor. Kendimin degerli

oldugunu hissediyorum.” K7

“Is ortaminin fiziksel sartlarinin iyi olmasi ferah ortama sahip olmamizi saglayacadi icin bu durum benim igin

énemlidir. Fiziki sartlarin iyi olmasi gerekiyor. Bu siirecte de bu fiziki sartlara sahip olmak ayricalik sagliyor” K6

“Calisma ortaminda pozitif bir ortamin olmasi bende ¢alisma sevkinin artmasini saglar. Bizde bu kétii siirecte bile

béyle bir ortam bulundugu igin mutluyum.” K5

“Kurum iginde édiillendirilmemiz bizim igin énemli, bu &diil maddiyat olarak degerlendirilmesin, is yerindeki
arkadaslariniz arasinda takdir edilmeniz bile benim igin 6dildiir. Psikolojimizin kétii oldugu bir siiregte deger

gérdiigimiiziin ifadesidir.” K20
Calisma Ortamindaki Digsal Motivasyonu Bozan Durumlar

Arastirmaya katilanlara “Pandemi siirecinde calisma ortaminizda sizin motivasyonunuzu bozan dissal durumlar

nelerdir?” sorusu yoneltilmis ve gorisleri alinmistir. Katilimcilardan alinan gérislere Tablo 7'de yer verilmistir.
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Tablo 7. Galisma Ortamindaki Digsal Motivasyonu Bozan Durumlar

Tema Kod

is arkadaslarinin kéti tutumlar

Yoneticilerin hata aramasi

Caligma Ortamindaki Digsal Disiplinsiz durumlar
Motivasyonu Bozan Durumlar Gérev yapilan ilin sartlari

Salgin hastalik

is ylki

Arastirmaya katilanlar pandemi siireci icerisinde digsal motivasyonlarini bozan sebepler olarak; is arkadaslarinin
kotl tutumlari, yoneticilerin hata aramasi, disiplinsiz durumlar ve gorev yaptiklari ilin sartlari gibi gesitli sebepleri

belirtmislerdir. Katiimci gorlslerinden bazilarina asagida yer verilmistir.
“Calistigimiz ortamdaki bazi arkadaslarimin bu stiregte bile kétii tutumlara sahip olmasi can sikici.” K11

“Bazi arkadaslarimizin kétii tutumlar sergilemesi bizi isten diisiiriiyor. isle ilgili siirekli dedikodu yapilmasi, kurum
disina bile bu dedikodularin yayilmasi ve farkli ortamlarda kendinizle ilgili bu durumlarla karsilasmaniz hi¢ etik degil. Bazi

insanlar gergekten kétii ve kotii tutumlara sahipler ve basimiza gelenlerden asla ders almiyorlar” K4

“Esnek ¢alistigimiz bu zaman diliminde bile bazi yoneticiler siirekli bir agik, siirekli bir hata arama derdinde ve bu bizi

cok yoruyor.” K14

“Kurum iginde bu siirecte ¢esitli disiplinsiz durumlarla karsi karsiya kaliyoruz, esnek ¢alistigimiz bu zaman diliminde

bu tiir durumlar normal olabilir. Ancak bu durumlarin olmasi ve maruz kalmak motivasyonumuzu etkiliyor.” K19

TARTISMA ve SONUC

21. ylizyilda yeni bir salgin hastaligini tecriibe etmekteyiz. Genis kapsamli olarak karsimiza ¢ikan ve bir tlkeyi, bir
kitayr degil tim diinyay etkileyen Covid-19 salgini, yasamimizi, egitimimizi, psikolojimizi, ¢alisma hayatimizi,
kamusal alanlari kullanimimizi kisacasi her seyi ama her seyi etkisi altina almig durumdadir. Bu sebeple tim
diinyanin onun kiskacinda yasam micadelesi vermekte oldugunu belirtmek hata olmayacaktir (Rumelili Kog,
2020). Bu sireci en az hasarla atlatabilmek icin tim diinyada hiikiimetler bir dizi dnlem almislarladir. Tlrkiye’de
covid 19 pandemi riskini azaltmak amaciyla 6zel ve kamu sektdriinde donlsiimli veya evden calisma
uygulamalarina gecilmistir. Bu uygulama kamuda 22 Mart 2020 tarihinde baslayip 1 Haziran 2020 tarihinde sona
ermistir. Vaka sayilarinin tekrar artisa gegmesi ile Kasim-2020’de salginin yayilimini 6nlemek amaciyla yasamda,
egitimde ve calisma kosullarinda yeniden donisiimli ¢alisma veya evden galisma sistemi konusulmaya
baslanmistir (Serinikli, 2021). Esnek galisma sisteminde az sayida c¢alisan ise gelirken, isi evde ¢alismaya misait
olan calisanlar gorevlerini evlerinde yerine getirirler (Arslan & Karagtl, 2020). Covid 19 pandemisi siirecinde

Tirkiye’de Genclik ve Spor il miidiirliikleri dahil kamunun bircok alaninda esnek ¢alisma modeline gecilmistir.

Arastirmada pandemi siirecinde esnek calisma modeliyle ise devam eden genglik ve spor il midurligi

¢ahisanlarinin biiyiik bir cogunlugu 6rgit ikliminden memnun olduklarini ifade etmislerdir. Calisma arkadaslariyla
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olan iliskiler ve samimi iligkilerin olmasi 6rgut ikliminden memnun olma sebepleri olarak belirtilmistir. Ulug ve
Duman (2020) pandemi siirecinde Genglik ve Spor il Muduirliigii galisanlarinin kuruma giris cikislarinin denetimli
olmasi, galisma saatlerinin degismesi, kisilerin kurumda bulunan arkadaslarindan uzak durmasi seklinde galisma
kosullarinin degistigini ifade etmiglerdir. Pandemi surecinde Genglik ve Spor Bakanligi’'nin yaptig1 degerlendirme
sonucunda voleybol, futbol, basketbol ve hentbol liglerinin tamaminin ve diger federasyonlarin faaliyetlerini
salgina yonelik tedbirler kapsaminda ertelenmesine karar verilmistir. Bununla beraber genclik calismalari, genclik
faaliyetleri, uluslararasi genclik hareketlilik programlari cergevesinde yiritilen faaliyetler, genglik merkezleri ve
genglik kamplarindaki salgina yonelik tedbirler kapsaminda ertelenmesine karar verilmistir. (Genglik ve Spor
Bakanhgi [GSB], 2020). Bu durumun pandemi sirecinde g¢alisanlarda bir memnuniyet olusturdugu ve o6rgit

iklimine olumlu yansidig1 distnulebilir.

Arastirmaya katilanlarin biyik ¢ogunlugu pandemi siirecinde esnek calisirken orgit iklimini olumlu olarak
degerlendirmis ve bunun sebebi olarak ¢alisma arkadaslariyla iliskilerin iyi olmasi, samimi iligkilerin olmasi
belirtilirken; olumsuz iklim olarak degerlendirilenler ise idarecilerin davraniglari, is yogunlugu gibi sebepler
belirtilmistir. Duygusal bagin giicli oldugu kurumlarda, galisanlar ile kurumun deger ve normlari arasinda bir
uyum meydana gelmekte, bu da galisanlarin kurumun amag ve hedeflerini daha kolay ve icten sahiplenmesini
saglamaktadir (Meyer vd, 2002). Covid-19 pandemisi ile birlikte insan hayatinda pek ¢ok degisiklik meydana
gelmistir. Yasanan bu degisikler icerisinde is yapisi, isglicii ve egitimin uzaktan olmasi insanlarin hayatlarini
yeniden planlamalarina ve yeni bir diizene ge¢melerine zemin hazirlamistir (Bouziri vd., 2020). Bu durumun
yansimalari elbette ki her kurumda farkhhk géstermektedir. Ulug ve Duman (2020), genglik ve spor il mudirlugu
¢alisanlarina hayatinizda olumlu olarak neler degisti diye soruldugunda calisanlarin yarisina yakinin hayatlarinda
bir degisiklik olmadigini, bir kisminin da is yerinde hijyen ve temizlige daha fazla 6nem verildigi belirtilmistir.
Aksoy ve Mamatoglu (2020) yaptiklari galismada, orgitlerin salgin 6ncesine gore guvenlik iklimlerinin pozitif
yonde gelisme egiliminde olduklarini belirtmislerdir. Rubin vd. (2020) katilimcilarinin yarisini egitimciler, kamu
calisanlari ve mihendislik alaninda calisanlar; diger yarisinin fakli meslek gruplarinda ¢alisan gruplarla yaptiklari
arastirmada, katilimcilarin cogunun evde ¢alismanin daha az tretken olmalarina sebep oldugunu ve yaptigi isten
daha az zevk aldiklarini belirtmislerdir. Deloitte’un (2020) Tirkiye ile ilgili yaptigi arastirmada katihmcilarin
uzaktan galisma ile ilgili %38,2’si is suireglerine ve verimlilige olumlu katkisi oldugunu, %39,2’si olumlu olumsuz
bir etkisinin olmadigini ve % 24,6’si ise olumsuz etkileri oldugu ile ilgili gorus belirtmislerdir. Arastirmamizda
pandemi slrecinde idarecilerin davraniglarinin olumsuz 6rgit iklimi olusturdugu ile ilgili bulgulara rastlanmistir.
Bu surecte calisanlarin daha ¢ok anlayis bekledikleri sonucu ortaya ¢ikmistir. Ancak Kniffin et. al., (2021) yaptiklari
arastirmada calisma hayatinda meydana gelen bu kokli degisimin yoneticiler icin biyilik zorluklar teskil ettigi

ifade edilmistir. Bu slirecin tiim galisanlar igin zorluklar icerdigi goriilmektedir.

Arastirmaya katilanlarin ¢ogunlugu bu siirecte esnek calisma saatlerinde isini sevmenin kendileri igin icsel
motivasyon kaynagi olusturdugunu ifade etmektedirler. Bunun yani sira ¢calismanin karsihiginin alinmasi, basarih
olmak gibi sebeplerde i¢sel motivasyon kaynagi olarak belirtilmistir. Arslan ve Demir (2020) performansin buyik

Olglide i¢csel motivasyona bagh oldugu ve bu neden motivasyonunun énemli oldugundan bahsetmislerdir.
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Performansi iyilestirmek igin ¢alisanlarin igsel motivasyonlarini arttirmak gerektigini belirtmiglerdir. Tovmasyan
ve Minasyan (2020) Ermenilerin uzaktan ¢alismanin verimliligi konusundaki gorislerini 6grenmeye calistiklari ve
diger (lke vatandaslarinin evden galismanin verimliligi hakkinda nasil diisiindiiklerine dair mevcut raporlari da
analiz ettiklerinde, katihmcilarin % 52'si isyerindeyken daha motive olduklarini ve sadece% 12'si uzaktan
¢alismanin motive edici oldugunu belirtti. Evden calisma sistemi, uygun ¢alisma sartlari ve imkanlarina sahip
isletmelerde etkili bir yontem olarak uygulanabilirken, saglik galisanlari, Gretim ve ulasim gibi tiketicilere
dogrudan hizmet veren calisma alanlarina uygulanamamaktadir (Mustajab et al., 2020). Genglik ve Spor il
MUdurlGgi ¢ahsanlarinin bu siregte ise gitmedikleri glinlerde islerini evde yapabilmeleri igsel motivasyonlarini

yuksek tutmus olabilir.

Arastirmaya katilanlarin pandemi sirecinde ortak olarak igsel motivasyonunu bozan durumlarin resmi
prosedirler oldugu sonucuna ulasiimistir. Bununla birlikte katilimcilarin i¢sel motivasyonunu bozan pek c¢ok
sebep bulunmaktadir. Bu olumsuz durumlarin biri de pandemi sirecinin galisanlarda her an hasta olma
korkusudur. Cigek ve Almali (2020) tarafindan yapilan arastirmada galisanlarda pandemiden 6tiru olusan kaygi,
onlarin psikolojik iyi oluslarini olumsuz yonde etkiledigi, ayrica pandemik kayginin g¢alisanlarin duygusal 6z-
yeterliligi de olumsuz yonde etkiledigi sonucuna ulasilmistir. Calismada kamu ve 6zel sektérde galisanlar
karsilastirildiginda ise kamu galisanlarinin pandemik kaygi algilari psikolojik iyi oluslarina yok denecek kadar az
bir etkisi varken, o6zel sektér calisanlarinin hem kaygi algisi yiksek hem de psikolojik iyi olus dizeyleri de
disiktir. Pandemi ile micadele eden saglik calisanlarinin ise depresif bozukluklar, kaygi bozukluklari, travma
sonrasi stres bozuklugu, uyku bozukluklari ve gatismayla bas etme ile problem ¢d6zme becerilerinde zorluklar

yasadiklari dile getirilmistir (Bekaroglu & Yilmaz, 2020; Greenberg, Docherty, Gnanapragasam & Wessely, 2020).

Arastirmaya katilanlarin gogunlugu bu siiregte yonetici desteginin 6nemli bir digsal motivasyon kaynagi oldugunu
belirtmislerdir. Orgiit calisanlarini destekleyen bir iistiin olmasi ve 6rgiit calisanlarinin kurumsal destek algilarinin
yuksek olmasi, 6rgiit gelisimine katki sagladigi, kisitlayici, kontrol edici veya baskici bir Ust algisinin ise galisanin
performansinin olumsuz etkilenmesine neden olacagi anlasiimaktadir (Tutar & Altindz, 2010). Ustiin desteginin
yuksek algilandigi 6rgitlerde galisanlarin orgtitsel baghlik ve giiven duygularinin da yiksek oldugu goralmustir
(Suliman, 2001). Yapilan arastirmada pandemi doneminde katilimcilarin yoneticilerinden gordiGgi deger ve

destegin ise daha fazla motive olmalarini sagladigi gorilmektedir.

Arastirmaya katilanlar pandemi siireci icerisinde dissal motivasyonlarini bozan sebepler olarak; is arkadaslarinin
kotl tutumlari, yoneticilerin hata aramasi, disiplinsiz durumlar ve gérev yaptiklari ilin sartlari gibi gesitli sebepleri
belirtmislerdir. Orgiit iklimi; calisanlarin verimliliklerini, etkinliklerini, performanslarini ve buna bagl olarak
motivasyonlarini etkilemektedir. Saglikl bir 6rgiit iklimi, hem c¢alisanlarin motive olmasin hem de motivasyon
diizeylerinin yikselmesini saglayacaktir (Gok, 2009). Ulug ve Duman (2020) yaptiklari calismada Genglik ve Spor
il MUdUrligu calisanlarinin ¢ogunun Covid-19 pandemisinden dolayi sosyal hayatlarinin olumsuz etkilendigi,
calisanlarin bir kisminin arkadaslarinin virlis taslyabilme endisesinden dolayi onlardan uzak durduklarini

belirtmisler. Calismanin bulgularinda salgin hastaligin ¢alisanlarin motivasyonlarini olumsuz etkiledigi ile ilgili
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bulgulara rastlanmaktadir. Yilmaz (2020) yaptiklari ¢alismada vergi dairesi galisanlarinin Covid-19 pandemi
siirecinden olumsuz etkilendiklerini belirtmistir. Ozellikle ise gidis ve gelislerinde Covid-19 viriisiiniin kendilerine
ya da cevresindekilere bulasma/bulastirma korkusu ve kaygisi oldukc¢a ytksektir. Bu nedenle kurumda uygun

islerin uzaktan galisma ile gergeklestirilmesini istemektedirler.

Sonug olarak pandemi siirecinde Tunceli Genglik ve Spor il Midiirligi’nde calisan personelin bu siirecte olumsuz
durumlarla karsilastiklari ancak genel anlamda siireci saglikli bir sekilde yiiritebildikleri goriilmustir. Calisanlarin
bulundugu ihmh 6rgit iklimi, strecin daha az hasarla atlatabileceklerini gostermektedir. Calisanlarin yoneticilerle
uyumlu ¢alismasi, mesai arkadaslari ile samimi iliskiler kurmasi ve islerini severek yapmasi 6rgit iklimini olumlu
olarak algilamalarina sebep olmustur. Calisanlarin yonetici destegi almasi ise digsal motivasyon kaynagi; islerini
sevmeleri ise i¢sel motivasyon kaynagi olarak yer almaktadir. Calisanlarin i¢sel ve dissal motivasyonlarini bozan

durumlarin az olmasinin 6rgit iklimini olumlu olarak algilamalarina sebep oldugu séylenebilir.

ONERILER

Bu arastirma sonunda arastirmacilara;

e Arastirmanin 6rneklem grubu genisletilerek fakli il ve bolgelerde uygulanmasi 6nerilmektedir.

e  Farkh kurumlarda pandemi siirecinde esnek ¢alismanin 6rgiit iklimi ve motivasyon Gzerindeki etkisinin
incelenmesi,

e  Pandemi silirecinden sonra ayni kurum calisanlarinin 6rgit iklimi ve motivasyon dizeylerinin benzer bir
yontemle dlgllerek 6rgut iklimi ve motivasyon diizeylerindeki olasi degisimlerin arastiriimasi,

e  Genglik ve spor il madarliagi calisanlarinin bu siirecte esnek ¢alisma sartlarinin iyilestirilmesi, yoneticilerin
calisanlarla pozitif iliskiler kurmasi ve galisanlarin is yikinu hafifletmesi, kurumun hijyen kosullarinin
gozden gecirilmesi, calisanlarin orgut iklimini iyilestirici ve motivasyonlarini arttirmaya yonelik calismalar
yapilmasi 6nerilmektedir.

Etik Metni

Bu makalede dergi yazim kurallari, yayin ilkeleri, arastirma ve yayin etigi kurallari, dergi etik kurallari takip

edilmektedir. Yazarlar, makale ile ilgili her tirli ihlalden sorumludur.

Yazar(lar)in Katki Orani Beyani: Dr. Aysel Kizilkaya Naml'nin makalaye katki orani % 60; Doktora 6grencisi
Mehmet Akif Yiicekaya'nin katki orani % 40'dir. TUm yazarlar arastirmanin yazimini basindan sonuna kadar

Ustlendi.
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