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ABSTRACT

THE EFFECTS OF PERFORMANCE FEEDBACK AND BOTH CONSCIOUS
AND UNCONSCIOUS GOAL SETTING ON PERFORMANCE:
A PRIMING STUDY

Yiice Selvi, Umran
M.S., Department of Psychology

Supervisor: Prof. Dr. H. Canan Siimer

August 2014, 139 pages

The major aim of the current study was to examine the effects of feedback and goal
setting on performance. A 2 (Feedback, No Feedback) x 3 (Conscious Goal Setting,
Unconscious Goal Setting, and both Conscious and Unconscious Goal Setting) x 2
(Trial 1, Trial 2) experimental design was conducted. A total of 208 participants
constituted the sample of the study. Priming method was used to set unconscious
goals. Specifically, achievement-related photos were wused in priming the
achievement motive of the participants through which performance was expected to
improve. Performance task involved listing the potential uses of a common object.
Results of this experimental study indicated that conscious goal setting, unconscious
goal setting, and conscious and unconscious goal setting together, they all improved
performance from Trial 1 to Trial 2. However, performance improvement was
significantly higher in the conscious goal setting condition than in the unconscious
goal setting condition. The combination of conscious and unconscious goal setting

was not statistically superior to either conscious goal setting or unconscious goal



setting alone. Neither a main effect of feedback nor an interaction of feedback and
goal setting was significant. The study findings are discussed along with the

limitations and potential contributions to the literature.

Keywords: Feedback, Goal Setting, Sub-conscious Goal Setting, Performance,

Priming



PERFORMANS GERIBILDIRIMI VE BILINCLI VE GiZIL HEDEF KOYMANIN
PERFORMANS UZERINDEKI ETKISI:
BiR "UYANDIRMA" (PRIMING) ETKISi CALISMASI

Yiice Selvi, Umran
Yiiksek Lisans, Psikoloji Boliimii

Tez Yoneticisi: Prof. Dr. H. Canan Stimer

Agustos 2014, 139 sayfa

Mevcut ¢aligmanin amaci, hedef koyma ve geribildirimin performans iizerindeki
etkisini arastirmaktir. Bu ¢alismada, 2 (Geribildirim, Geribildirim Yok) x 3 (Bilingli
Hedef Koyma, Bilingsiz Hedef Koyma ve Bilingli ve Bilingsiz Hedef Koyma
Birlikte) x 2 (Olgiim 1 ve Olgiim 2) deneysel deseni uygulanmistir. Calismanin
orneklemini 208 lisans 6grencisi olusturmustur. Bilingsiz hedef koyma, “Uyandirma”
(Priming) yontemi kullanilarak yapilmistir. Bu yontem kapsaminda, bagar1 olgusunu
cagristiran  fotograflar  kullanilarak  katilimcilarin = basar1  motivasyonlariin
tetiklenmesi ve bu sayede onlarin performanslarinin gelistirilmesi amaglanmustir.
Mevcut calismada kullanilan performans gorevi ise herkes tarafindan bilinen bir
objenin (Olg¢iim 1°de Naylon Poset; Olgiim 2’de Flar/Esarp) olas1 kullanim
alanlarinin listelenmesidir. Bu deneysel ¢alismanin sonuglarina gore, iic hedef koyma

durumu da (bilingli, bilingsiz ve ikisi birlikte) katilimcilarin performansini

' An extended Turkish summary is presented in Appendix Y

Vi



yiikseltmistir. Bilingli hedef koyma kosulundaki katilimcilarin performansi, bilingsiz
hedef koyma kosulundaki katilimcilarin performansina gore énemli Olglide yiiksek
bulunmustur. Bilingli ve bilingsiz hedef koymanin birlikte krullanildigi kosul ise,
beklenenin tersine “sadece bilingli hedef” ve “sadece bilingsiz hedef” kosullarindan
daha etkili degildir. Bunun yaninda, geribildirimin ve geribildirim ile hedef koyma
etkilesiminin, performansi 6nemli Olgiide yilikseltmedigi gozlenmistir. Calismanin

bulgulari, sinirliliklari ve alanyazinina olan olasi katkilar1 tartisilmistir.

Anahtar Kelimeler: Geribildirim, Hedef Belirleme, Bilingsiz Hedef belirleme,

Performans, Uyandirma
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CHAPTER 1

INTRODUCTION

1. 1. Overview

The major aim of work organizations is to increase organizational
effectiveness and to be able to accomplish this aim, organizations invest on finding
means to improve employees’ performance. Hence, organizations should identify,
define and improve factors affecting performance. In the organizational effectiveness
literature, feedback and goal setting variables appear as two of important factors in
increasing job performance. There are numerous studies on the role of feedback (e.g.,
Alvero, Bucklin, & Austin, 2001; Baker, 2010; Bell & Arthur, 2008; DeNisi &
Kluger, 2000; Kluger & DeNisi, 1996; Kren, Wiirth, & Hergovich, 2013) and goal
setting (e.g., Kleingeld, Mierlo, & Arends, 2011; Latham & Brown, 2006; Latham &
Locke, 2007; Roach, Troboy, & Cochran, 2006) and their combination effect (e.g.,
Caplin, Edelstein, & Redmon, 1988; Eisele, 2012; Locke, & Blair, 2006; Ludwig &
Goomas, 2009; Neubert, 1998; Stajkovic, Reber, Wallin, & Chhokar, 1990; Vigoda-
Gadot & Angert, 2007) on performance; however, there are still questions that need
to be answered.

Feedback gives information about the effectiveness of past behavior.
Specifically, llgen, Fisher, and Taylor (1979) defined feedback as the adequacy,
accuracy, or correctness of decisions and actions. Studies investigating the effects of
feedback on individual and organizational performance improvement show that
giving feedback to employees about their performance improves their job
performance (e.g., Alvero et al., 2001; Austin, Kessler, Riccobono, & Beiley, 1996;
Hattie & Timperly, 2007; Ludwig & Goomas, 2009; Shute, 2008). In addition to
these positive findings, some contradictory findings have also been reported in the
feedback literature. For example, Steelman, Levy, and Snell (2004) found that
feedback sometimes may have no effect and sometimes it may cause a negative
effect on performance. Similarly, Kluger and DeNisi’s (1996) meta-analysis
indicated that, although feedback was in general moderately effective, in about one-

third of the cases it had a negative effect on task performance. It seems fair to



conclude that the operation of feedback mechanism has not exactly been figured out.
Conditions under which the effects of feedback are enhanced need to be explored.
This study examines goal setting as a variable playing a role in feedback
effectiveness.

Similar to feedback, goal setting can serve as a source of motivation to
improve performance in organizations (Early, Northcraft, Lee, & Lituchy, 1990). A
goal is the aim of an action to reach a specific standard of proficiency within a
specific time limit (Locke & Latham, 2002). Locke and Latham’s (1990) Goal-
Setting Theory (GST) identifies the motivational effect of goal setting by indicating
that setting difficult and specific goals can lead to higher task performance with
effect sizes ranging from .42 to .80 than ‘do your best goals.” The effects of goals on
performance can be seen in four ways. First, goals direct attention and effort toward
goal-relevant activities. Second, goals energize effort, such that higher goals lead to
greater effort than lower goals. Third, goals influence persistence both in terms of
duration and frequency. Fourth, goals affect action indirectly by leading to the
arousal, discovery, and/or use of task-relevant knowledge and strategies (Locke &
Latham, 2002). Given this information, goal setting like feedback has a vital
importance for both individuals and organizations.

The relative importance of goal setting and feedback has been investigated by
some researchers and the reported nature of the interplay between feedback and goal
setting has gone through various phases. While Latham and Yukl (1975) stated that
goal setting was the main determinant of performance, Erez (1977) asserted that
feedback was essential for goal setting to be effective. In a comprehensive review
Locke, Shaw, Saari, and Latham (1981) concluded that both goals and feedback were
necessary to enhance performance. Furthermore, Locke and Latham (1990) found
that goals and feedback together were more effective than either goals or feedback
alone in encouraging performance improvement. Based on these findings
emphasizing the connection, this study aims to investigate the relative and combined
effects of feedback and goal setting on task performance.

As Latham and Locke (2007) pointed out, goal setting theory originally
overlooks the effects of subconscious, which is the storehouse of knowledge and

values beyond awareness. Based on this gap of the goal setting theory, in this study,



in addition to conscious goal setting, the effect of unconscious goal setting on task
performance is also examined. In order to set an unconscious goal, priming method is
used. Specifically, achievement-related photos are used as primes to enhance the
performance by activating the achievement motive. In the unconscious goal setting
literature, there are quite few studies (e.g., Shantz & Latham, 2009) that primed a
goal by means of a photo in expectation to activate achievement motive of the
participants. Therefore, the present study is expected to contribute to this emerging
priming literature.

In the following sections, brief summaries of the literatures on feedback, goal
setting theory, the joint effect of feedback and goal setting, subconscious mind and
priming technique are presented. Following the literature review, hypotheses of the

study are presented.

1. 2. Feedback

In general, feedback is defined as the information about the adequacy,
accuracy, or correctness of decisions and actions (llgen, Fisher, & Taylor, 1979). In
the work settings, feedback is defined as the "information about the effectiveness of
one’s work behavior" (Taylor et al., 1984, p. 82) and “actions taken by external agent
to provide information regarding some aspect of one's task performance” (Kluger &
DeNisi, 1996, p. 255).

Nowadays, there is a competitive business climate and organizations search
for methods to optimize their power to compete (Baker, 2010). It has been realized
by the organizations that employees are the main source of competitive advantage
(Carmeli & Weisberg, 2006). Therefore, understanding and strengthening the human
performance system can give the competitive advantage to the organizations.
Rummler and Brache (1995) stated that the human performance system consists of
input, process, output, consequences, and feedback components. Because having a
high performing human performance system gives a company a greater competitive
advantage, existence and effectiveness of all these components are important for the
company (Baker, 2010). Therefore, the existence of feedback as a component of this
system is important to sustain and develop the effectiveness of human performance

system.



Feedback has crucial importance for both organizations and individual
employees (Jawahar, 2006). From the organizational point of view, feedback keeps
employees’ behavior directed toward the determined and expected goals; it fosters
and holds high levels of efforts (Lawler, 1994). Effective feedback systems inform
employees about expectations of organization, provide future goals to attain and
hope for optimizing their performance and obtaining favorable outcomes. In that
way, feedback enhances the organizations' ability to be competitive in their market
(Baker, 2010). From the individual point of view, feedback informs employees about
the accuracy, adequacy, and correctness of past decisions and actions (llgen et al.,
1979). It satisfies the need for information about one's performance (Nadler, 1977).
Feedback shows the gap between a current level of performance and the expected
level of performance, so it motivates higher levels of effort (Locke & Latham, 1990).
It can decrease the uncertainty about the success of one's performance on a task
(Ashford, 1986). Due to the reason that uncertainty can divert attentional resources
away from task performance (Kanfer & Ackerman, 1989), decreased uncertainty can
provide higher motivation and using more effective task strategies (Davis, Carson,
Ammeter, & Treadway, 2005). Lastly, feedback ensures useful information in order
to replace the inadequate task strategies with the appropriate ones (llgen et al., 1979),
particularly if the feedback is more specific (Baron, 1988)

In addition to all these benefits, feedback can improve future performance
(llgen et al.,, 1979; Kluger & DeNisi, 1996). Rummler and Brache (1995)
emphasized five components for feedback to be effective. They stated that
performance feedback should be relevant, accurate, timely, specific, and easy to
understand. When feedback has these components, it is expected to have the
potential to improve performance. If feedback lacks one or more of these
components, then it may be ineffective or have a negative effect on the subsequent
performance. On the other hand, Baker (2010) stated that feedback does not always
result in performance improvement even in a robust system. Despite the existence of
evidence suggesting the effectiveness of feedback on subsequent performance, there
are also some contrary and perhaps counterintuitive findings in the feedback
literature (e.g., Kluger & DeNisi, 1996; Steelman et al., 2004). In their meta-analysis

study, Kluger and DeNisi showed that despite the overall moderate positive effects of



feedback interventions on performance, in more than one-third of the cases feedback
actually decreased subsequent performance and this finding cannot be explained by
sampling error, feedback sign, or existing theories. In feedback literature, there are
possible explanations for these contradictory findings. Ashton (1990) states that
feedback raises the pressure on the person and this increased pressure can either help
or harm performance, depending on the level of preexisting pressure and/or the
demands of the decision task. Therefore, a negative effect may also be created by
feedback as well as positive effect and no effect. Furthermore, there could be some
possible moderators of the feedback-performance relationship. Feedback
characteristics, individual differences, task characteristics, environmental and
situational factors can have effects on feedback performance relationship. Same
feedback information may be understood and interpreted differently based on the
nature of feedback information, target of the feedback, and the surrounding
conditions such as task characteristics and other environmental factors.

Kluger and DeNisi (1996) proposed the "Feedback Intervention Theory"
(FIT) to help understand the observed inconsistencies in the influences of feedback
interventions on performance. There are five basic assumptions of FIT: "(1) The
basic mechanism in behavior regulation is the evaluation of feedback-standard
comparison, (2) goals and standards are organized hierarchically, (3) attention is
limited and only feedback-standard gaps that receive attention are likely to stimulate
behavioral regulation, (4) attention is normally directed to a moderate level of the
hierarchy (i.e., the task level), (5) Feedback interventions change the locus of
attention, therefore affect behavior" (Kluger & DeNisi, 1996, p. 259). These five
assumptions are important to understand the mechanism of the feedback
interventions on motivation and performance. Regarding the second assumption of
the model, three hierarchical levels of goals, which are task-learning processes, task-
motivation processes, and meta-task processes, are identified to distinguish where the
attention is directed by the feedback intervention. This theory states that according to
the different feedback interventions, recipients' focus of attention changed.
Moreover, different levels of attention affect performance differently. Consequently,
different feedback styles have different effects on performance (Brunot, Huguet, &
Monteil, 2000; Lipnevich & Smith, 2009; Shute, 2008).



The highest level of this hierarchy is the meta-task process, or a self-level
process. When the task is related to the recipients’ self concept or when the feedback
is personalized, feedback focuses attention at the meta-task processes. At this level,
the goal is about protecting the self concept. When feedback intervention focuses
attention at this level, feedback recipient tries to defend his or her self-image.
Therefore, the attention is shifted away from the task toward other goals of the self
and consequently it may diminish performance (DeNisi & Kluger, 2000). Second
level is task- motivation process in which the goals are related to the task itself. At
this level, feedback recipient's focus only on the task and the recipient tries to
decrease the gap between actual and desired performance. According to DeNisi and
Kluger (2000), feedback interventions focusing attention at this level are most likely
to produce desired effects of feedback on motivation and consequently performance.
Lastly, the lowest level of attention is the task learning level. This level contains
goals related to the details, or actual actions included in performing the task at hand.
Feedback which was focused on the details of the task directs people's attention to
the level of task-learning processes. In this respect, having additional information
about the strategies to handle the task improve the recipients' performances (Hattie &
Timperley, 2007; Lipnevich & Smith, 2009).

The question about at which attention level, feedback interventions increase
performance is complex. However, some clear points about the effects of different
levels of attention are stated by DeNisi and Kluger (2000). After feedback, attention
is generally focused at the task motivation level and feedback at this level is
generally useful; however the effectiveness of feedback at this level depends on
many factors. Based on their literature review and feedback intervention model,
DeNisi and Kluger (2000) mentioned that using complex tasks diminish the
effectiveness of feedback on performance. They explained this situation like that
performance feedback on a complex task might direct attention of the recipients to
task learning level, without giving necessary information about enhancing a means to
develop performance. Furthermore, they found a weak support for their prediction
that normative feedback providing comparative information about others’
performance would decrease performance. However, they found that feedback

including comparative information about past performance were more likely to



improve performance if the feedback information showed that performance had
developed over time. On the other hand, using computer generated feedback and
benefiting from feedback interventions which included specific recommendations for
performance improvement and lastly using goal setting interventions with the
feedback interventions improve the effectiveness of feedback. Regarding the effects
of different attention levels on performance, DeNisi and Kluger (2010) mentioned
that if feedback provides the necessary information about setting the true hypotheses
to improve performance, attention in the task learning level results in performance
increase. If not, attention is focused only on the details, so performance suffers.
When attention is focused on meta-task processes, performance generally suffers,
because attention of recipients shifts from the task to the self. However, in some
conditions, feedback shifting attention to the self may enhance performance. This is
true for the situations in which the recipient already wants to work on the task and
positive feedback was given; and the recipient must work on a task and negative
feedback was given (DeNisi & Kluger, 2000).

Feedback sign, that is whether the feedback is positive or negative, can have
an effect on the feedback performance relationship (llgen et al., 1979; Kluger &
DeNisi, 1996; Vancouver & Tischer, 2004). Thorndike’s (1913) law of effect states
that both positive and negative feedback interventions improve performance. Law of
effect conceptualizes positive feedback as positive reinforcement which encourages
repetition of the behavior and conceptualizes negative feedback as punishment which
discourage the behavior (as cited in Kluger & DeNisi, 1996). Proceeding from these
conceptualizations, it was expected that both positive and negative feedback should
increase performance because while positive feedback empowers the right behavior,
negative feedback extinguishes the undesired behavior. Positive feedback shows that
performance is satisfactory and it is evaluated as successful, and the recipient is
approved and supported to keep up that successful performance. Negative feedback
shows that performance is not enough to meet the expectations and that performer is
stimulated and motivated to develop his or her performance. However, findings
about feedback sign and performance are not so straightforward. There are
contradictory findings about the effect of feedback sign on feedback performance

relationship.



Numerous studies have been conducted to see whether the sign of feedback
moderate the effectiveness of feedback interventions. Kluger and DeNisi (1996)
stated that the sign of feedback does not have a moderating effect between the
influence of feedback and performance. By the time people fail and get negative
feedback, they sometimes give up or escape; however, in other times they try harder,
so performance can be improved following negative feedback (llgen & Davis, 2000).
This situation was explained as an increment in effort exertion by some researchers.
A recent study by Sahan (2013) also supported the relative effectiveness of negative
feedback compared to positive feedback on a computerized distance estimation task.
Sahan investigated the effects of both dispositional and contextually induced goal
orientation and regulatory focus, and the effects of feedback sign and self-efficacy on
this medium complexity computerized task. His study results about the effect of
feedback sign showed that negative feedback was more effective in improving
performance than was positive feedback. However, there are studies with contrary
findings as well. Vancouver and Tischner (2004), for example, claimed that when
people who struggle for a performance goal get negative feedback, they may change
their focus from the task to managing their self-concept. Consistently, these authors
found that performance decreased after negative feedback than positive feedback, but
only when the feedback followed a complex task that entailed sizeable cognitive
resources. In this sense, it could be concluded that negative feedback could lead to
both detrimental and favorable effects on performance depending on the nature of the
task. Likewise, results concerning the effects of positive feedback are mixed. Walker
and Smither (1999) indicated that positive feedback may have a harmful effect on
performance because of decreased effort or motivation. In another study, VVancouver
and Kendall (2006) found that enhanced self-efficacy caused by positive feedback
sometimes lead to decreased performance. In conclusion, findings are not consistent
concerning the effects of feedback sign or concerning the effectiveness of feedback
interventions in general.

Like feedback sign, specificity of feedback information is a possible variable
having an effect on the relationship between feedback and performance. Goodman,
Wood, and Hendrickx (2004) defined feedback specificity as "the level of

information presented in feedback messages” (p. 248). Feedback interventions



including only performance outcome information and interventions including both
outcome and process information leading to this outcome may have different effects
on performance. Kopelman (1986) stated that specific and objective feedback which
iIs matched to the performance criterion results in higher performance than less
specific and more subjective feedback. Also, Fedor (1991) stated that less specific
feedback can cause uncertainty on the way to respond to the feedback. This
uncertainty situation can cause lower levels of learning (Kluger & DeNisi, 1996) and
decreased motivation to respond to the feedback (Ashford, 1986). Davis et al. (2005)
investigated the effect of feedback specificity and goal orientation of individuals on
task performance. Their results showed that learning orientations interacted with
feedback specificity in order to predict performance. Feedback specificity had greater
effect on performance for people who are low in learning orientation. Furthermore,
performance orientation interacted with feedback specificity in order to predict
performance. Feedback specificity had a greater effect for people who are high in
performance orientation. In general, feedback specificity is thought to be useful for
performance improvement and learning; however, there is not enough evidence to
make a generalization (Goodman et al., 2004).

Taken together, available evidence suggests that the operation of feedback
mechanism has not exactly been figured out. In addition to the possible moderators
described above, there should be some other intervening or accompanying variables
in the feedback-performance relationship. In this study, goal setting was thought to
be one of these variables. The following section presents a brief overview of the

literature on goal setting.

1. 3. Goal Setting Theory: Importance of Consciously Set Goals

In this study, in addition to performance feedback, the impact of goal setting
on performance is also examined. Locke and Latham (2002) stated that a goal is the
purpose of an action in order to attain a specific standard of sufficiency in a
determined time limit. Locke and Latham’s (1990) Goal-Setting Theory (GST) was
developed inductively on the basis of empirical research carried on nearly four
decades based on nearly 400 laboratory and field studies (Locke & Latham, 2002;
2006). Goal setting theory is based on Ryan’s (1970) assumption that conscious



goals affect action (cited in Locke & Latham, 2002). In organizational psychology
literature, goal setting theory is thought as one of the most valid, dominant and
practical motivation theories with over thousands of articles and reviews published
about this topic (Latham & Pinder, 2005). The repute of this theory derives largely
from the fact that goal setting is a vital variable to provide effective performance
(Shantz & Latham, 2011).

Goal Setting Theory specifies the motivational effect of goal setting by
presenting that setting difficult and specific goals can lead to higher task
performance than ‘do your best goals’ with effect sizes ranging from .42 to .80
(Locke & Latham, 1990). Goal setting is most likely to develop performance if goals
are sufficiently challenging and specific, the subjects have sufficient ability and they
accept the assigned goal. This statement points to three important considerations
about goal setting. Firstly, the goal contents should be clear so that subjects can
easily comprehend and implement the appropriate actions to attain the goals.
Secondly, setting attainable goals are important. When goals are not attainable,
performers may reject and stop working to reach the goals. Lastly, goal acceptance of
performers is important, and it can be provided by the employee participation in the
goal setting process (Locke et al., 1981)

According to Locke et al. (1981), goal setting improves performance by
directing the attention and actions of individuals or groups, enhancing persistence,
activating effort, and motivating the search for appropriate performance strategies.
Moreover, setting goals is substantial in generating a favorable organizational
climate, improving team spirit, ensuring social support, and enhancing job
attachment (Erez, 1986; Locke & Latham, 1990). Goal setting provides feelings of
accomplishment and having goals can even give meaning to meaningless tasks
(Latham, 2003). As a result, goal setting appears to be an effective way to improve
task performance. However, similar to feedback, goal setting has not always been
found to increase performance (e.g., Earley, Connolly, & Ekegren, 1989; Northcraft,
Neale, & Earley, 1994).

This study attempts to understand the conditions under which goal setting is
likely to be effective. Furthermore, the present study aims to understand whether

goal setting and feedback together can increase task performance more than goal

10



setting only or feedback only conditions. The literature provides some information
about this assertion. For example, Locke et al. (1981) emphasized that both goal
setting and feedback are necessary to attain a performance improvement. Moreover,
Campion and Lord (1982) stated that neither feedback nor goal setting alone is
sufficient to improve or significantly affect task performance. In the following

section, the literature on the joint effects of goal setting and feedback is reviewed.

1. 4. Feedback and Goal Setting

It has been reported that feedback plus goal setting improves performance
more than the effects of goal setting (Mento, Steel & Karren, 1987; Neubert, 1998)
or feedback alone (Kluger & DeNisi, 1996). Goal setting is an essential part of the
feedback intervention since without clear objectives and set goals to achieve, there is
no standard to compare the current performance with.

Neubert (1998) suggested two underlying mechanisms which might help
explain the superiority of combining feedback and goal setting over goal setting
alone. Individual’s self-regulatory response to a discrepancy is the first mechanism.
The combination of feedback and goal setting shows the discrepancy between the
actual performance level and the goal (Early et al., 1990). Goal theory of Locke
(1968) states that the discrepancy caused by the difference between the actual
performance and the goal typically provides increased effort and persistence toward
the goal (Locke, 1968). The magnitude of discrepancy here should also be taken into
consideration. In contrast to the goal theory, social cognitive theory states that there
is a negative relationship between the magnitude of discrepancy and goal
commitment (Locke & Latham, 1990) or self-efficacy (Bandura & Cervone, 1983).
Neubert (1998) conluded that if performance-goal discrepancy is not too large, it can
enhance effort because when the discrepancy is too large, goal commitment and self-
efficacy of individuals are likely to decrease. The evaluation of performance
strategies is emphasized as the second mechanism showing the superiority of
combining feedback and goal setting (Neubert, 1998). Feedback informs individuals
about the effectiveness of previous strategies they had used. Without feedback, goal

setting might not provide this evaluative information. Because of these two
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mechanisms explained, using goal setting and feedback together is expected to result
in better performance than using either one alone.

So far the literature presented is about consciously set goals. However, goal
theorists accept that conscious control is only responsible for a part of behavior.
Locke and Latham (2002) stated that goal setting theory overlooks the subconscious,
the storehouse of knowledge and values beyond awareness and they see this as a
limitation of goal setting theory. Focusing on subconscious mind is of great
significance because it has an enormous storage capacity by contrast with the
conscious mind. Consciously set goals consume cognitive resources (Anderson,
1985) and cognitive resources have limited capacity. Taking advantages of the
infinite storage potential of subconscious mind may provide freedom to the
conscious mind to cope with new facts, new information and make new integrations
(Latham, 2007). Therefore, setting subconscious, in addition to conscious goals, may
be more effective in improving performance. In this sense, Locke and Latham (2004)
proposed using subconscious goals in addition to conscious goals as a valuable
direction for future research. The study is an attempt to respond to the calls made by
Locke and Latham concerning the need to investigate the effect of subconscious
goals in addition to consciously set goals on task performance.

1. 5. Subconscious Mind

Kihlstrom (1987) defined subconscious mind as the “mental structures and
processes that, operating outside phenomenal awareness, nevertheless influence
conscious experience, thought and action” (p. 1445). The study of subconscious
mind is not a new occurrence. It is based on the studies of Freud in the late 19"
century and early 20" century. Freud asserted the importance of unconscious and
stressed the ability of the mind. However, in those times many researchers were
somewhat skeptical of or cautious of Freud’s hypothetical constructs of the
unconscious (Latham, 2007). Bandura (2004) stated that Freud’s theory has been
disregarded by theorists because this theory was evaluated as lacking clear,
evidential base, lacking predictive power, and it had been stated that application of

this theory seldom causes a positive change in a person’s behavior. Therefore, for
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many years, researchers studied the conscious mind and develop their theories based
on consciousness instead of studying the unconscious mind (Latham, 2007).
Recently, the importance of subconscious mind in addition to conscious mind
has been realized by some researchers and studies were conducted to investigate the
importance of subconscious in controlling human behavior (Uleman, 2005).
According to Dijksterhuis, Aarts, and Smith (2005), investigating the effects of
subconscious mind is exciting because it is difficult for humans to resist the effects
of forces they are not aware of and thus cannot identify or control. Research findings
have shown that cognitive processes such as perceptions, stereotyping and judgments
can be activated subconsciously (Higgins, 1996). Likewise, goal theorists have
investigated whether goals can be activated subconsciously. Their main assumption
is that like perceptions, stereotypes, and judgments, goals can also be stimulated
subconsciously to influence behaviors (Bargh & Chartrand, 1999). In general,
findings support this notion; in that goals can be activated outside of the conscious
control or outside an individual’s awareness (e.g., Bargh & Chartrand, 2000; Bargh,
Gollwitzer, Lee-Chai, Barndollar, & Troetschel, 2001; Chartrand & Bargh, 2002).
Furthermore, some other studies investigated the relationship between
subconsciously primed goals and performance. Result of these studies generally
indicated that subconsciously set goals can enhance employees’ performance (e.g.,
Latham & Piccolo, 2012; Latham, Stajkovic, & Locke, 2010). Chartrand and Bargh
(2002) mentioned that activated subconscious goals work like consciously set goals,
without people's awareness of the leading role of the goal. They stated that an
individual follows a goal in the same way independently of whether this goal is set
consciously or activated unconsciously. To show the similar operational mechanisms
of conscious and unconscious information processing goals, Chartrand and Bargh
(1996) replicated two studies in which participants were given explicit goal
instructions (Hamilton, Katz, & Leirer, 1980 in Experiment 1; Hastie & Kumar, 1979
in Experiment 2) by activating same goals through the unconscious goal setting
techniques (i.e., a supraliminal priming technique, namely “Scrambled Sentence
Task” in Experiment 1; a subliminal priming technique in Experiment 2, see page 15
for detailed information about the techniques). They reported that results of these two

replication studies closely replicated the findings of the original studies in which an
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explicit goal was assigned. Furthermore, based on the findings of Seguin and
Pelletier (2001) and Deci and Ryan (1985, 1990), Chartrand and Bargh (2002) stated
that nearly the same outcomes were produced by nonconscious intrinsic and extrinsic
motives and conscious intrinsic and extrinsic motives. These results suggest that
same outcomes are likely to be obtained regardless of whether a goal is assigned
consciously or activated unconsciously.

In the present study, in addition to unique the effects of conscious and
unconscious goals, the effects of conscious and unconscious goal combination are
also investigated. Examining the combination goal setting situation is believed to
have important implications for performance management literature for at least two
reasons. Firstly, because conscious and subconscious goals are not necessarily
correlated, their influences on performance can be additive (Shantz & Latham,
2009). This means that, for example, when conscious and unconscious goal setting
are applied together, performance increment may be higher compared with the effect
of either one separately. Secondly, a more intense task focus may be provided with
the combination of conscious and unconscious goals and this may result in better task
performance. The idea behind this claim is that the combination of conscious and
subconscious goals can diminish the divided attention problems and therefore ensure
greater retrieval fluency of related information. While subconscious goals provide
another source of focus for the consciously set goals, conscious goals can help
extract more task-related information from the subconscious mind including both
relevant and irrelevant information (Stajkovic et al., 2006). Furthermore, this study is
expected to provide an opportunity to see the relative effects of conscious goal
setting, unconscious goal setting and the combination of them on task performance.

Priming method is employed to set subconscious goals to the study participants.

1. 6. Priming as a Technique to Set Unconscious Goal

Priming is one of the methods used to investigate the effect of subconscious
(Locke & Latham, 2004). Bargh defined priming as the “nonconscious activation of
social knowledge structures” (2006, p. 147). With the priming method, people's
pertinent mental representations are temporally activated subconsciously by external

stimuli without their conscious awareness (Bargh & Chartrand, 2000). “Priming”
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term was presented to the psychology literature by Lashley in 1951. In his study,
Lashly claimed that there is a mediator variable between the intention or act of will
and a response production and this mediator variable is the priming of the response
(cited in Shantz & Latham, 2009). Social and cognitive psychologists have used
priming to study thought processes occurring outside of the individual’s conscious
awareness. With the priming method, people are given information which is not
related to the task at hand, but can influence the following responses of people who
are not aware of the effect. In literature, the effects of priming on many outcome
variables were shown. Specifically, social psychologists have found that priming can
affect an individual's goal activation (Chartrand & Bargh, 1996; Shah, 2005), goal
pursuit (Shah & Kruglanski, 2003; Shah, 2005), stereotypes and inferences (Bargh,
Chen, & Burrows, 1996; Greenwald & Banaji, 1995), moods (e.g., Bargh, Chen, &
Burrows, 1996), motivation (Levesque & Pelletier, 2003), attitudes (Bargh, 1989;
Niendenthal, 1990), appraisals of others (Lepore & Brown, 1997), and behaviors
(e.g., Aarts & Dijkstehuis, 2003; Bargh, Chen, & Burrows, 1996; Jonas &
Sassenberg, 2006). These findings on different outcome variables show the value that
researchers have placed on conducting priming studies and indicate the effectiveness
of priming as useful methodological tool.

Subliminal and supraliminal priming are the most commonly used priming
techniques in the psychology literature (Chartrand & Bargh, 2002). These two
priming techniques are differentiated based on the conscious awareness level that one
may have during the priming. Subliminal priming technique includes a rapid
exhibition of the prime on a computer and outside the focal vision field so that
individuals do not report any awareness at all (Shantz & Latham, 2011). For
instance, the means word, such as run, could be presented subliminally in a means-
goal relationship (run — fit) on a computer screen. Then, participants' response
latency to the goal word which is fit is measured (Shah & Kruglanski, 2002). The use
of subliminal priming has been criticized by researchers such as Bargh and Morsella
(2008) due to its lack of ecological validity. The critics claimed that subliminal
stimuli are too weak or brief in natural settings in order to have a permanent

influence on behavior.

15



Supraliminal priming includes direct presentation of the stimulus to the
individuals who are in the experimental group, without their awareness of the
purpose of the stimulus and its relation with the subsequent task (Chartrand & Bargh,
2002). In a laboratory experiment conducted by Bargh, Chen, and Burrows (1996),
participants were primed by asking them to circle words related to elderly people,
such as wrinkles and sentimental. Results showed that when compared to the control
group, participants in the experimental group walked significantly more slowly down
a hallway while leaving the experiment. Furthermore, in the study of Fishbach,
Friedman, and Kruglanski (2003), participants were primed with the concept of
“dieting” by sitting in a room in which magazines about exercise and dieting were
exhibited. Then, participants were offered food. Findings showed that an apple was
selected significantly more frequently than a piece of chocolate by the participants in
the experimental group than the participants in the control group. Lastly, in their
study, Aarts and Dijksterhuis (2003) examined the influence of a photograph on the
activation of situational norms. There were three conditions in this study and
participants were randomly assigned to one of these three conditions. Participants in
the first condition subjected to a library picture for 30 minutes and they were
informed that they would go to the library at a later day. Participants in the second
condition subjected to a railway station picture and participants in the third condition
were shown a library picture, but visiting to library at a later day was not mentioned.
Then, all participants were asked to read aloud 10 words which were shown on a
computer screen. A device measuring the loud pressure was used. Results showed
that participants subjected to a library picture and assigned the goal of visiting the
library later talked more quietly than participants in the other two conditions. A
significant sound pressure difference was not found between participants who
viewed railway station picture and participants who viewed the library picture alone.

In the present study, the unique effect of a primed goal and the combination
effect of a primed and consciously assigned goal on performance were investigated.
To my knowledge, the first and only laboratory experiment investigating the effects
of primed and assigned conscious goals together is the study of Stajkovic et al.
(2006). In this study, performance task was listing uses for a common object (a wire

coat hanger). Priming was conducted by a scrambled sentence test, which is a
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frequently used method (see Bargh et al., 2001). Participants were asked to make a
grammatically correct four word sentences from a set of five randomly given words.
This test includes 20 sentences totally, and 12 out of 20 sentences contains
achievement related words (e.g., accomplished, achieve, and success) in the priming
condition. In the achievement-neutral conditions all 20 words are not achievement-
related. Moreover, conscious goals were set in three levels (i.e., easy goal, do your
best goal, and difficult goal). Easy goal consisted of giving 4 uses and the difficult
goal consisted of giving 12 uses of the object presented. Results showed significant
main effects of both primed subconscious goals and assigned conscious goals and a
significant interaction between subconscious and conscious goals. That is, while the
effect of both a vague do your best goal and a conscious specific high goal on
performance were increased by the primed goal, the effect of an easy conscious goal
on performance was not increased by the primed goal.

In the current study, the effects of conscious and subconscious goals on task
performance were investigated together. Subconscious goal setting was provided by
a supraliminal priming method. That is, achievement related photos were used to
increase achievement motivation of the participants. Using photos to prime
participants and to set unconscious goals was found to be an effective technique in
some studies. In Shantz and Latham’s (2009) experiment, participants were
randomly assigned to either the primed goal condition or the control condition. All
participants were given an information sheet containing the information regarding
the performance task. The information sheet given to the participants in the primed
goal condition included a backdrop photo of a woman winning a race; other
information sheet given to the participants in the control condition did not include
any backdrop photo. Results showed that participants in the priming condition shown
a photograph of the woman winning a race scored higher on a need for achievement
test (i.e. Thematic Apperception Test-TAT) than participants in the control condition.
Paivio’s (1991) research findings may be seen as an explanation for the usefulness of
a picture to prime a goal. His study results indicated that behavior is influenced by a
cognitive system which is more sensitive to pictures than words. Based on this
information and findings related to the usefulness of a picture as a priming tool, in

the present study, achievement related photos in the experimental room were used to
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set an unconscious goal. Furthermore, it is important to add that choosing photos to
prime a goal is an activity that can be readily applied in a work setting.

In their field experiment, Shantz and Latham (2009) tested two hypotheses.
Firstly they hypothesized that performance of call-center employees who were
primed with a photo of a woman winning the race would be higher than the
performance of employees in the control group who were simply asked to do their
best. Secondly they hypothesized that performance of employees who were assigned
to a specific, high conscious goal would be higher than the performance of
employees who were urged to do their best. A 2 (primed goal, control group) x 2
(specific, high conscious goal, "do your best" goal) factorial design was employed.
The dependent variable was the amount of dollars raised by an employee. All
employees were given written instructions about soliciting money from donors for a
university. In the primed goal condition, the instruction was printed on a paper
having a backdrop photo of a woman winning a race. In the conscious goal condition
and the control condition with neither conscious, nor primed goals, employees were
given the same instruction, but without a backdrop photo on the paper. Moreover, the
employees who were neither in the primed, nor the conscious goal condition were
simply asked to do their best in order to raise as much money as possible. Employees
in the condition of primed and conscious goal combination condition and employees
in the only conscious goal condition were given a specific high goal of $1200 to
attain. Results showed statistically significant main effects of primed goal and
consciously set specific, high goal. Specifically, employees who were primed with a
photo raised more money than employees who were not primed with a photo; but
simply asked to do their best. Furthermore, employees who were assigned a
conscious specific and difficult goal raised more money than employees who were
simply asked to do their best. No interaction effect of primed goal and assigned
conscious goal was found in this study. Lastly, consistent with Stajkovic et al.'s
(2006) findings, the effects of conscious goals on performance had a stronger effect
on performance than the effects of subconscious, primed goal on performance.
Consistent with these findings, in the current study, although unconscious goals were

expected to be effective in improving performance, the effect of consciously
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assigned goals was expected to be higher than the effect of primed goals on

performance.

1.7. Present Study and Research Hypotheses

The present study aims to 1) investigate the main effects of feedback and goal
setting; 2) investigate the combined effect of feedback and goal setting; 3) replicate
the findings about the effectiveness of conscious goal setting; 4) replicate the
findings about the effectiveness of unconscious goal setting and 5) make an
additional contribution to the literature by studying the combined effects of
conscious goal and unconscious goal setting; 6) as well as to contribute to theory
development by disentangling the relative effects of conscious goals, unconscious
goals and combination of conscious and unconscious goals on performance.

Literature shows mix results (positive, negative and no effects) about the
effectiveness of feedback on task performance. This study attempts to clarify the
effects of performance feedback on subsequent performance. Furthermore, although
the utility of conscious goal setting in organizational settings has been demonstrated
by many studies, the role of feedback is not frequently stressed in the studies
attempting to appraise the effect of goal setting.

Many studies on goal setting deal only with the consciously set goals, but
overlooks to consider the subconscious (Latham & Locke, 2007). Primed goals could
also improve performance even if their impact may be lower than that of conscious
goal setting when used alone. Furthermore, literature indicates that conscious and
subconscious goals are not necessarily correlated, so their effects on performance can
be additive. Based on this knowledge, setting conscious and subconscious goals
together may result in better improvement in performance. Hence, the following
hypotheses were proposed and tested:

H1: Feedback improves performance.

H2: Goal Setting improves performance.
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H2 (a): Performance increase is higher in the conscious goal setting condition than

in the unconscious goal setting condition.

H2 (b): Performance increase is higher in the combination of conscious and

unconscious goal setting condition than in the conscious goal setting condition.

H2 (c): Performance increase is higher in the combination of conscious and

unconscious goal setting condition than in the unconscious goal setting condition.

H3: Feedback and goal setting together improve performance.

Although no hypothesis was proposed, participants’ general need for
achievement level was considered to be a variable that needed to be examined. The
correlation between participants' need for achievement levels (prior to being exposed
to the study manipulations) and task performance was investigated on an exploratory
basis to be able to decide whether achievement motivation needed to be controlled
for. Furthermore, in the present study, although there was no hypothesis related the
personality traits, A measure of The Big Five personality traits was also administered
for exploratory purposes and, perhaps, to produce some directions for future

research.
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CHAPTER 2

METHOD

2.1. Overview

Method chapter is composed of Pre Study 1, Pre Study 2, Pre Study 3 and
Main Study sections. Pre Study 1 and 2 were conducted to develop the task which
would be used in the Main Study. In the main study, the performance task involved
identification of alternative uses of two common objects. This task is a frequently
used task in goal setting theory research (e.g., Wegge & Haslam, 2005; Stajkovic, et
al., 2006). There are two performance trials in this study (i.e., Trial 1 and Trial 2). In
the first trial, participants are asked to list the possible uses of an object after that
study manipulations composing of different levels of feedback and goal setting
variables were conducted. Then, in the second trial, participants are asked to list
possible uses of the second object. The score difference between Trial 1 and Trial 2
performances shows the effect of study manipulations on performance. In the studies
using similar tasks (i.e., listing the uses of a common object), researchers take into
consideration only the number of listed uses for the object while calculating the
performance score. In the present study, it was thought that using only the total
number of presented uses as an index of performance may be deficient in
representing true performance because it overlooks the qualitative differences
between the listed uses. Therefore, in the present study a decision was made to take
novelty value of each presented use into consideration in the calculation of
performance score. In this respect, Pre Study 1 was conducted to choose the two
common objects (Trial 1 and Trial 2 performance tasks) to be used in the Main
Study; Pre Study 2 was conducted to determine the novelty levels of different uses of
the two objects identified in Pre Study 1.

As described in the introduction chapter, in the present study, unconscious
goal setting was applied by using achievement related photos. Therefore, Pre Study 3
was carried out to choose prime photos which would be used to set an unconscious

goal. Main Study was designed and conducted based on findings on these three pre-
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studies. The methods of the three pre-studies (including participants, procedure and

results) as well as the main study are presented separately below.

2.2. Pre Study 1: Choosing two objects to be used in the Main Study

Pre Study 1 was conducted to determine the two objects to be used as
performance tasks in Trial 1 and Trial 2. Specifically, two common objects having
nearly the same number of potential uses were aimed to be identified in Pre Study 1.
Originally, participants were asked to list different uses for ten objects among which
two final objects were chosen (i.e., paperclip, scarf, newspaper, wool yarn, paper
napkin, jar, plastic bag, rubber band, plastic bottle, and rope). Four different “object
sets” composing of five objects each were prepared both to partially eliminate the
order effect and also to reduce the effects of fatigue that would be caused by the
inclusion of all 10 objects in one set. First object set composed of newspaper,
paperclip, wool yarn, rope, and rubber band; second object set composed of scarf,
jar, paper napkin, plastic bottle, and plastic bag; third object set composed of wool
yarn, plastic bottle, newspaper, plastic bag, and paperclip; and fourth object set
composed of jar, rope, paper napkin, rubber band, and scarf. Each object set included
five objects; so each participant responded to five objects.

2.2.1. Participants

Pre Study 1 participants were 100 undergraduate students, 45 (33 women, 12
men) from Architecture Department and 55 (46 females, nine males) from
Psychology Department in a large State University in Ankara. Experimental credit

was given to students for their participation in the Psychology Department.

2.2.2. Procedure

Participants were gathered in a classroom. The informed consent form (See
Appendix A) including the information about the application of the study was
distributed to the participants. They were told that they were expected to list as many
novel uses for the five objects presented as possible. In order to list uses for each
object, three minutes were given. An example object (flowerpot) and its five possible

uses (e.g., planting flower into, using as a pen box, using as home accessories, using
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as a money-box, carrying water in) were presented to better convey the purpose.
After the informed consent forms were collected, four different forms including
different object sets were randomly distributed to the participants. The time was
monitored by a student assistant and after three minutes, participants passed to the
next object together. After responses to all five objects were given, participants were
debriefed about the study (see Appendix B for the Debriefing Form).

2.2.3. Results

After data collection process, a content analysis was conducted for the 10
objects separately to determine the possible uses of each object. Lists of different
uses for the ten objects were formed separately. The lists included the information on
how many uses were listed by each participant and what these uses were. After the
lists were prepared, the total number of uses listed and participants' mean value of
listed uses was calculated for each object. Scarf (Mean (M) = 6.39, Standard
Deviation (SD) = 2.64, Total Listed Uses (TLU) = 54) and Plastic Bag (M = 6.59, SD
= 3, TLU = 58) were chosen among the 10 objects for Trial 1 and Trial 2
performance tasks of the main study. These two objects were chosen among the
original 10 objects because participants’ mean and the total number of presented uses
were observed to be quite similar to each other.

An independent samples t-test was conducted to see whether there was a
difference on the number of listed uses for all 10 objects provided by the participants
from the two departments. No significant difference was found between the answers
of psychology students (M = 5.91, SD = 2.53) and architecture students (M = 5.75,
SD = 2.69); t(497) = -.69, p = .49, n.s.

2.3. Pre Study 2: Determining the Novelty Level of Different Uses of the
Identified Objects

In Pre Study 1, the possible uses of ten objects had been identified and two
objects which would be used as performance tasks in the Main Study (Trial 1 and
Trial 2) were selected. In the Main Study, participants were asked to list the possible
uses of “plastic bag” in the Trial 1 and “scarf” in Trial 2. Similar tasks are often used

in the goal setting research. However the performance index used in the present

23



study was different from what has been conventionally used in the relevant literature.
That is, in addition to the number of uses listed for the object, the novelty value of
each of the listed use was also taken into consideration in the calculation of Trial 1
and Trial 2 performance scores. Accordingly, the aim of the Pre Study 2 was to find
the novelty levels of the listed uses of the two objects identified.

2.3.1. Participants

Pre Study 2 participants were 81 undergraduate students (56 women and 25
men). Forty-one participants were from Psychology Department, 16 were from
Mechanical Engineering Department of the university where the study was
conducted. Twenty-four participants were from a wide range of departments from
different universities in Turkey. Mean age of the participants were 25.75 years (SD =
3.13).

2.3.2. Procedure

An Informed Consent Form was administered and collected back after the
participants signed it (See Appendix C). Following the Informed Consent Form, the
Novelty Evaluation Form including 49 uses of scarf and 51 uses of plastic bag was
administered to the participants (See Appendix D for the Novelty Evaluation Form).
Participants were asked to rate the novelty levels of each use on a 5-point-Likert
scale ranging from 1 = not at all novel to 5 = extremely novel. In addition to the 5-
point-Likert scale, there was “O = not a sensible use of that object” option.
Participants were told that if the presented use did not make sense to them, they
could select that option. Each participant evaluated the uses of both scarf and plastic
bag; however 35 participants started the evaluation with the plastic bag uses and 46
started the evaluation with the scarf uses in order to control for the order effect.
Furthermore, after the novelty evaluation of uses, participants were asked to write the
criteria they had used while evaluating the novelty level of each use and to state what
made a use novel. These questions (see last page of Appendix D) were asked to
identify the criteria to be used in the evaluation of newly reported uses in the Main
Study.
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2.3.3. Results

Seven uses (18, 24, 36, 38, 41, 44, 49 numbers) of plastic bag and five uses
(2, 12, 14, 25, 41 numbers) of scarf from the Novelty Evaluation Form (see
Appendix D) were decided to be excluded from the data because more than 20% of
the participants indicated that those uses were “not a sensible use of that object.”
Hence, for both scarf and plastic bag 44 different uses’ novelty values were
calculated. The median of novelty values for each use provided by 81 participants
were calculated. These median values were decided to be used as the novelty weights
of the corresponding uses in the Main Study. A list including novelty weights of each
use was prepared for both objects to calculate the performance score of the
participants in the main study (See Appendix E for the novelty weights of the uses of
plastic bag and scarf). About the criteria being novel, content analysis results
generally showed that novelty was defined as being unusual, creative, logical, useful
and offering practical solutions (see Appendix F to see the content analysis results
about novelty definition).

For exploratory purposes and to check the equivalence between the selected
two objects (i.e., scarf and plastic bag), participants' performance scores in Pre Study
1 were calculated by using the identified novelty weights. In fact, this analysis was
carried out to test the accuracy of the decision to use the selected two objects in Pre
Study 1. Specifically, the aim was to see whether there was a significant difference
between scarf and plastic bag objects according to the newly developed performance
calculation system. The results of the independent samples t-test revealed that
although there was a small difference between the means of scarf and plastic bag on
Pre Study 1, the mean performance score for scarf (M = 15.92, SD = 6.38) and the
mean performance score for plastic bag (M = 13.89, SD = 5.07) did not significantly
differ from each other, t(90) = 1.70, p = .09, n.s. This finding provided support for
the equivalence of the selected two objects. Moreover, it showed that because
performance of the participants in listing the uses of scarf and plastic bag in Pre
Study 1 was not significantly different from each other, the difference in
performance from Trial 1 to Trial 2 in the Main Study could confidentially be
attributed to experimental manipulations. Furthermore, results also indicated that the

decision about which object to use in Trial 1 and Trial 2 was not important as these
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two objects were more or less the same in terms of the number and the novelty of

their potential uses.

2.4. Pre Study 3: Choosing Prime Pictures

In the Main Study, priming method which is defined as the “nonconscious
activation of social knowledge structures” (Bargh, 2006, p. 147) was used to set an
unconscious goal. A decision was made to use photos as prime because it has been
shown that implicit motives respond preferentially to nonverbal cues (Schultheiss,
2008). In the light of this information, achievement related photos were used to
increase the participants' achievement motivation without their conscious awareness
in the Main Study. Hence, the aim of Pre Study 3 was to determine the possible

photos associated with achievement.

2.4.1. Participants and Procedure

Pre Study 3 participants were 55 undergraduate psychology students in a
large State University in Ankara. Informed consent form was given to participants to
explain the study (See Appendix G). Participants were asked to rate 21 photos in
terms of evoking feelings of success by using a 5-point Likert scale ranging from 1=
not associated with success at all to 5= completely associated with success.
Originally, there were three groups of photos: photos about academic success, photos
about sport success, and photos about financial success. After pictures were
evaluated, participants were debriefed about the study (See Appendix H for

debriefing form).

2.4.2. Results

A paired-samples t-test was conducted to compare ratings given to three
groups of photos. There was not a significant difference in the scores for academic
success photos (M = 4.20, SD = .74) and sport success photos (M = 4.09, SD= .57);
t(54) = 1.23, p = .22, n.s. However, there was a significant difference between
academic success photos (M = 4.20, SD = .74) and financial success photos (M =
2.77, SD = .88); t(54) = 11.24, p < .05 and sport success photos (M = 4.09, SD= .57)
and financial success photos (M = 2.77, SD = .88); t(54) = 15.27, p < .05.
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Specifically, these results showed that photos related to academic success and sport
success were not different from each other; however, both of them were rated higher
than financial success photos in terms of evoking success. These results supported
the findings of Latham and Piccolo (2012), who investigated the effects of context-
specific versus general subconscious goals on job performance in call center
representers. In their study, participants in the context specific goal condition were
primed with a picture of employees working in a call center as the employees in the
experiment. Moreover, participants in the general subconscious goal condition were
primed with a picture of a woman winning a race. They found that employees in the
context-specific condition performed higher than those in the general subconscious
goal condition. The photos about the university graduation (academic) and photos
about different sports activities were rated higher in terms of being associated with
success because these two groups of photos were more context specific for
undergraduate college students than the last one (i.e., financial).

Based on these findings, a decision was made to use both academic and sport
success photos together in the Main Study. The first photo was about university
graduation of a group of students including women and men and the second photo
displayed an athlete who ranked first in a competition (see Appendix | for the
selected prime photos). Participants could not tell easily if the athlete was female or
male. Moreover, both pictures were thought to be context specific for undergraduate
students. Copyright of photos were obtained from 123rf.com and istock.com
websites. In the present study, in addition to the success related photos, two
landscape pictures (see Appendix J) which were thought as neutral and not evoking
achievement motivation were used in the control condition. The landscape
photographs used in the present study belong to Tahir Uzun, who is a known
photograph artist.

2.5. Main Study

2.5.1. Participants and Design:
Main study participants were 208 undergraduate students taking psychology

courses. One participant was excluded from the data because he reported noticing the
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priming manipulation. Therefore, the analysis was run on 207 participants (116
women and 91 men) in a large State University in Ankara. Participants were from
four different faculties: 86 from Faculty of Engineering and Architecture, 50 from
Faculty of Arts and Sciences, 34 from Faculty of Economics and Administrative
Sciences, and 37 from Faculty of Education. The average age of the participants was
21.63 years (SD = 2.10). Participants received experimental credit for their
participation. Participants were ensured about the anonymity and confidentiality of
their performance and responses.

A 2 (Feedback, No Feedback) x 3 (Conscious Goal Setting, Unconscious
Goal Setting, and both Conscious and Unconscious Goal Setting) x 2 (Trial 1, Trial
2) design was employed. The dependent variable was performance in Trial 1(plastic
bag) and in Trial 2 (scarf). Participants were randomly assigned to one of the six
conditions: Performance feedback and conscious goal setting (n = 36); performance
feedback and unconscious goal setting (n = 34); performance feedback and both
conscious and unconscious goal setting (n = 35); conscious goal setting only (n =
34); unconscious goal setting only (n = 35); conscious and unconscious goal setting
(n = 33). Performance of each individual was measured twice, before the
manipulation (Trial 1) and after the manipulation (Trial 2).

2.5.2. Performance Task:

The performance task was listing uses for two common objects: plastic bag in
Trial 1 and scarf in Trial 2. As it was stated before, this task is often used in goal
setting theory research and performance of the participants are generally computed
based on the number of listed uses. In the present study, in addition to the number of
listed uses, the novelty values of these uses were also included in the calculation of
the performance scores. Three minutes were given to list the uses of the object in
both Trials. Participants wrote their answers on a blank paper only including the title
of the object (see Appendix K for answer sheet for plastic bag and scarf). Before
participants started the task, they were told that the performance scores would be
calculated using both the number of listed uses and the novelty level of each use. All

participants were informed that novelty means being “unusual,” “creative,” “logical,”
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“useful” and also “offering practical solutions.” As an example, four different uses of

“flowerpot” object and each one’s novelty weights were shown to the participants.

2.5.3. Treatment Manipulations:

There were two independent variables in this study: Feedback (feedback and
no feedback) and goal setting (conscious goal setting, unconscious goal setting, and
both conscious and unconscious goal setting). In this experiment, six conditions
representing various combinations of feedback and goal setting manipulations were
used. Experimental manipulations were conducted after Trial 1 (i.e., after
participants listed the uses for Object 1, plastic bag).

2.5.3.1. Feedback:

Feedback variable had two levels: “feedback” and “no feedback.” For the
feedback condition, four performance levels (below average, average, above average,
and excellent) were determined. These performance levels were formed according to
the mean (M = 13.89) and standard deviation (SD = 5.07) of participants’
performance in Pre Study 1 for plastic bag. In Pre Study 1, 24.5% of the participants
performed below average, 49% performed average, 18.4% performed above average
and 8.2% performed excellent. In this experimental study, performance scores
between 12 and 16 (- and + 0.5 SD from the mean) were classified as “average,”
performance scores lower than 11 were identified as “below average,” performance
scores between 17 and 21 were accepted to be “above average,” and performance
scores above 22 were identified as “excellent” (see Table 1 for Trial 1 performance

categories and the corresponding performance ranges of these categories).

Table 1: Trial 1 PC and PSR and Target Trial 2 PC and PSR

Trial 1 PC Trial 1 PSR Target Trial 2 PC Target Trial 2 PSR
Below Average 0-11 Average 13-19

Average 12-16 Above Average 20-25

Above Average  17-21 Excellent 26+

Excellent 22+ Excellent 26+

Note. PC = Performance Category, PSR = Performance Score Range
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Based on Pre Study 1 and 2, the novelty weights of the uses of plastic bag
(see Appendix L for Performance Evaluation Form for plastic bag) and scarf
(Appendix M for Performance Evaluation Form for scarf) had been formed. After
Trial 1, performances of the participants were assessed by two student assistants
(SAs), who were trained in calculating the performance scores before. Both SAs
calculated the performance score of a given participant by using the proper novelty
weights from the lists independently. When a proposed use was not in the list, SAs
rated the novelty level of that use by using a five-point Likert scale ranging from 1 =
not at all novel, 5 = extremely novel was. After their independent scoring, two SAs
compared their ratings. If there was a disagreement, it was tried to be resolved. When
an agreement was not reached, their ratings were averaged to represent the novelty
score for the evaluated use. Then, the weights for each presented use were summed
to calculate the performance score. Depending on the performance score, participants
were placed in one of the performance categories (below average, average, above
average or excellent). For example, if a participant listed four uses of plastic bag as
"using it as a storage means, using it like a rope, using it as a material to make a kite
and using it to measure wind force," the calculated performance score of that
participant would be 10 because the corresponding novelty values for these uses are
1, 2, 3 and 4, respectively according to the Performance Evaluation Form for plastic
bag (see Appendix L). The performance category of this participant would be below
average, because performance scores lower than 11 were identified as below
average.

Realistic feedback was given to each participant based on his/her Trial 1
performance. While feedback was given, participants were informed about both their
performance score and the corresponding performance category. In addition to this
information, participants were informed about the novelty weights of all uses they
listed. All participants were given feedback by the researcher. In the no feedback
condition, participants were not given any information about their Trial 1

performance.
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2.5.3.2. Goal Setting:
Goal setting variable included three levels: Conscious goal setting,

unconscious goal setting, and both conscious and unconscious goal setting.

2.5.3.2.1. Conscious Goal Setting

Conscious goals were set in relation to the participants' Trial 1 performance,
in a way that participants were told to improve their performance on Trial 2 so that it
would be one level higher than their Trial 1 performance. That is, participants were
told that they were expected to increase their performance to a level that in fact
represented the next performance category for Trial 2 object. For example, if a
participant was placed on "below average" category in Trial 1, the goal for Trial 2
was to increase her/his performance to the "average" category in Trial 2. Participant
was also informed that the score range for the target category was 13-19, so she/he
had to receive a score within this range in Trial 2 to reach the set goal (see Table 1
for Trial 1 performance categories and score ranges for these categories and target

Trial 2 performance categories and score ranges for these categories).

2.5.3.2.2. Unconscious Goal Setting:

Two small cubicles ("priming cubicle” and "control cubicle) in a big research
lab were specifically designed for this study. Cubicles were identical with a desk,
two chairs, a computer, a desk calendar, a glass, and some stationery (pencils,
erasers, note paper, etc.). Two unisex names were posted on the entrances of the
cubicles. The aim was to give an impression that these cubicles belonged to two
different research assistants. The only difference between these two cubicles was the
photos used. In the priming cubicle, two framed photos related to academic and sport
success (as described in Pre Study 3) were put on the desk. Success related photos
were used as primes to improve subsequent task performance. In the control cubicle,
two landscape pictures, thought to be achievement-neutral, were hung on the walls of
the cubicle. The control cubicle was tried to be designed as a success neutral area.
Participants who were randomly assigned to the conditions including unconscious
goal setting (i.e., Condition 2, Condition 3, Condition 5, and Condition 6) were

directed to the priming cubicle after completing Trial 1 in the control cubicle.
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Participants were told that they must wait until their performance score was
computed by the researchers. Each participant in the unconscious goal setting
condition waited four minutes in the priming cubicle. In that time, it was assumed
that they were exposed to the photos in front of them, because the room was small
and there was no other stimuli expect for regular office equipment. Participants'
mental representations about success were aimed to be activated temporarily outside
of their awareness with the photos related to success. After four minutes, participants

were asked to write possible uses for the second object, scarf.

2.5.3.2.3. Conscious and Unconscious Goal Setting Combined:

Participants were randomly assigned to the conditions including both
conscious and unconscious goal setting. They were set a conscious goal for Trial 2
based on their Trial 1 performance and were taken to the priming room after Trial 1
where they were subjected to the success photos.

2.5.4. Measures

2.5.4.1. The Big Five Measure

The 44 item Big Five Inventory (BFI) developed by Benet-Martinez and John
(1998) (see Appendix N) to measure the big five personality traits (i.e., Neuroticism,
Extraversion, Openness to Experience, Agreeableness and Conscientiousness) was
used in assessing the relevant personality traits of participants. Neuroticism and
extraversion were measured by 8 items each; agreeableness and conscientiousness
were measured by 9 items each; openness to experience was measured by 10 items.
In this scale, participants rate the extent to which each of the listed 44 adjectives
define themselves by using a five-point Likert scale ranging from 1 = strongly
disagree to 5 = strongly agree. This scale was adapted to Turkish by Stimer and
Stimer (2002) as a part of a large international study conducted by Schmitt, Allik,
McCrae & Benet-Martinez (2007). Internal reliabilities for the factors were within an
acceptable range based on Cronbach's alphas (Openness to Experience = .76,
Conscientiousness = .78; Extraversion = .77; Agreeableness = .70; Neuroticism = .79

(Schmitt et al., 2007). Cronbach's alpha reliabilities for the five subscales were
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reported ranging from .64 and .77 (Siimer, Lajunen & Ozkan, 2005) and ranging
from .67 and .83 (Ulke, 2006) in other studies using this scale. In the present study,
Cronbach's alpha reliabilities for the five subscales were found to be .85 for
Extraversion, .84 for Openness to Experience .82 for Conscientiousness, .81 for
Neuroticism, and .73 for Agreeableness.

2.5.4.2. Need for Achievement Scale

In the present study, participants’ need for achievement level before study
manipulations was considered as a variable to be examined. The need for
achievement (nAch) subscale (see Appendix O) of The Manifest Need Scale (MNS)
which is a measure of needs from a motivational perspective developed by Aydin
(2002) was used in the present study. Originally, the MNS consists of 34 items
measuring four manifest needs (i.e., need for achievement, need for power, need for
approval, and need for affiliation). The need for achievement (nAch) subscale is
composed of 12 items. Participants are asked to rate their level of agreement with
each item using a 5-point Likert scale (1 = Strongly Disagree; 5= Strongly Agree).
There is a reverse item (Item number 9). Aydin reported the internal consistency
reliability of the nAch subscale to be .78 (2002). For the present sample, internal

consistency reliability was found as .84.

2.5.5. Procedure

Before the experiment, participants read and signed the Informed Consent
Form (see Appendix P) and the nAch scale in classroom. Then, each participant
wrote his/her name, telephone number and e-mail address on the suitable slot in the
appointment calendar to participate in the experiment. Participants were told that the
experiment would take about 15 minutes. Participants were also asked they to read
and sign the informed consent form and fill out the need for achievement scale to be
able to participate the experiment. Instructions about the experiment were included in
the Informed Consent Form. They were told that the experiment is about listing
different uses of two objects. Participants were told to write a pseudo-name at the
beginning of the page on the nAch scale. These pseudo-names were also asked in the

Big Five Personality Inventory after the experiment to match the responses of each
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participant on these two scales. Experimental credit was given to the participants for
their participation. One day prior to the experiment day, a reminder phone message
was sent to all participants. In this message, the importance of arriving in the
experiment room on time was emphasized.

The experiment was conducted in lab (Child and Adolescent Development
Laboratory) in which two cubicles (priming and control cubicles) were created for
this experiment by the researcher. Participants were randomly assigned to one of the
six conditions. In the beginning of the experiment, participants were welcome at the
door of the lab and taken to the control room in which all participants performed
Trial 1. They were requested to switch off their phones. The "First Performance
Instruction Form™ (see Appendix R) was read to the participants. In that instruction,
participants were told to write down all the uses they had seen or can imagine about
the object which would be presented soon. They were said that there were two
criteria they should be paying attention to: The number of listed uses and the novelty
value of these; a novelty score would be given for each use written ranging from 1 to
5 (1= not at all novel, 5=extremely novel) and performance score would be
calculated by summing these values. Moreover, novelty was defined as being
unusual, creative, logical, useful, and practical. Then, different four uses of an object
(flowerpot) and the corresponding novelty scores for these different uses were shown
to participants. After that the page only including the name of the object (i.e., plastic
bag) was given. Participants were told that they had 3 minutes to write down the
uses.

After three minutes, participants were told that the time was up. If the
condition of the participant included the unconscious goal setting, he/she was taken
to the priming room. The experimenter said the following "I have to use the
computer in that cubicle because of an emergent situation, so could I take you to the
room next door?" Participants were told that they should wait approximately four
minutes in the cubicle while their performance was evaluated by the researchers.

Performance Evaluation Form for plastic bag (see Appendix L) was used to
calculate the performance scores of the participants. There were 44 different uses and
their novelty weights for plastic bag. Furthermore, there was a part to write the

presented uses not included on the form. Two researchers filled out the form
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separately for each participant. Researchers marked the corresponding weights of the
listed uses included in the novelty ratings list. The presented uses not included in the
evaluation form were written and rated by using a 5-point Likert scale (1 = not at all
novel, 5 = extremely novel) using the pre-established "Novelty Evaluation Criteria.”
In addition to the 5- point Likert scale, there was a “not a sensible use of that object”
option (0). After all listed uses were evaluated; the ratings of the two SAs were
compared with each other. If there was a substantial disagreement, researchers tried
to reach an agreement. After the agreement was reached, the total performance score
of the participant was by summing the weights for each use. In that way, Trial 1
performance score of the participant was determined. Then, based on the condition of
the participants, the manipulation was applied before Trial 2. For each condition,
different manipulation texts were prepared. According to the condition in which
participant had been assigned, the corresponding text was read before Trial 2 (see
Appendix S for condition texts). The operations of all six conditions were
summarized in Table 2 (See Appendix V for detailed procedure of all six
experimental conditions).

As an example, steps involved in Condition 1 are explained in detail. The
manipulation of participants randomly assigned to Condition 1 includes feedback and
conscious goal setting. The room of the participants on that condition was not
changed after Trial 1 because this condition did not include unconscious goal setting.
For each participant in this condition, four minutes after the completion of Trial 1,
the researcher came to the control cubicle. Researcher informed the participant about
his/her Trial 1 performance. The overall performance score and corresponding
performance category were told. The corresponding points for each proposed use
were also shown to the participant using the list of novelty ratings. This way,
feedback was given to the participant. For Trial 2, the participant was instructed that
he/she would now be expected to list the possible uses for another object in three
minutes again and that the performance evaluation would be similar to Trial 1
performance evaluation. For the object which would be used in Trial 2, performance
categories and the corresponding score ranges for those categories were also shown.
The Participant was informed that the goal was to reach one level higher

performance category in Trial 2. Therefore, he/she was told that he/she was expected
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to increase his/her performance to a score range that corresponded to the next higher
category. Then the object name was presented to the participants, with a reminder
that there were three minutes to list the uses. The blank paper including the object’s
name on top was given. After three minutes, the participant was informed that the
time was up and the uses list was taken to calculate the Trial 2 performance score.
Then, the Big-Five Personality Inventory was administered to the participants. While
the scale was filled out, the SAs calculated the performance score for Trial 2 (i.e.,
listing the uses for the object scarf). When the participants finished filling out the
inventory, he/she was taken to the couch at the hall where he/she filled out a post
experimental awareness questionnaire which consists of three questions to assess
awareness of the purpose of the study (see Appendix T for post experimental
awareness questionnaire). These questions were adapted from Bargh and Chartrand
(2000), Stajkovic et al. (2006) and Shantz and Latham (2009). After completion of
the awareness questionnaire, the participant was given feedback about his/her Trial 2
performance. Then, participants was thanked and debriefed shortly about the aim of
the study. The detailed debriefing form was sent by e-mail after the data collection

process finished (See Appendix U for Debriefing Form).
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Table 2. Experimental Procedure of six study conditions

Condition Name Time Object Name  Feedback No feedback CGS UGS CUGSC Cubiclel Cubicle 2

LE

Trial 1 (3 min.) Plastic bag X
Break (4 min.) X
1 Interview X X X
Trial 2 (3 min.) Scarf X
Trial 1 (3 min.) Plastic bag X
Break (4 min.) X
2 Interview X X X
Trial 2 (3 min.) Scarf X
Trial 1 (3 min.) Plastic bag X
Break (4 min.) X
3 Interview X X X
Trial 2 (3 min.) Scarf X
Trial 1 (3 min.) Plastic bag X
Break (4 min.) X
4 Interview X X X
Trial 2 (3 min.) Scarf X
Trial 1 (3 min.) Plastic bag X
Break (4 min.) X
5 Interview X X X
Trial 2 (3 min.) Scarf X
Trial 1 (3 min.) Plastic bag X
Break (4 min.) X
6 Interview X X X
Trial 2 (3 min.) Scarf X

Note. CGS = Conscious Goal Setting, UGS = Unconscious Goal Setting, CUGSC = Conscious and Unconscious Goal Setting Combined



CHAPTER 3

RESULTS

3.1. Overview

Results are presented in four sections: (1) data screening; (2) descriptive
statistics and bivariate correlations; (3) hypothesis testing; and (4) exploratory
analyses. In the first section, data was screened for missing values, univariate and
multivariate outliers and checked for normality, linearity and homoscedasticity
assumptions. In the second section, correlations among study variables (i.e., Trial 1
and Trial 2 performance scores), Big Five personality factors, need for achievement
measure and age are reported along with means and standard deviations. In the third
section, results of hypothesis testing are presented. In the last section, two additional
analyses conducted for exploratory purposes are presented.

3.2. Data Screening

Data for the Big Five personality factors (i.e., extraversion, openness,
conscientiousness, neuroticism and agreeableness) and the nAch scale were
examined for out of range and missing values. Then, analyses testing the
assumptions of normality, linearity, and homoscedasticity are conducted and data
were examined for existence of outliers. No out of range value was detected. Missing
data were found to be smaller than %5 of all data. Therefore, instead of excluding the
cases with missing points mean substitution procedure was applied, so missing
values were replaced by the mean value of the item for the sample.

Normality assumption was checked for all variables with Histogram, P-P
Plots, Q-Q Plots, skewness and kurtosis values. Variables showed normal
distributions. Linearity assumption was checked by using scatter plots and
homoscedasticity assumption was checked by using box plot. Both linearity and
homoscedasticity assumptions were met.

After standard scores for all variables had been computed, using < -3.29 and

> +3.29 criterion, one univariate outlier was identified in the nAch measure
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(z = -4.63) and one univariate outlier was found in the agreeableness measure (z = -
3.89). Then multivariate outliers were checked. With the criterion of p < .001 for
Mahalonobis Distance and cut off »°(6) = 22.46, two multivariate outliers were
identified. Both multivariate outliers were also identified as univariate outliers.
Therefore, a decision made to exclude these two cases from the analyses. The

analyses were conducted with 205 cases.

3.3. Descriptive Statistics and Bivariate Correlations

Correlations among the study variables (i.e., Trial 1 and Trial 2 performance
scores), the Big Five personality factors, age and the Need for Achievement (nAch)
measure are reported in Table 3 with relevant means and standard deviations, and
scale reliabilities (alphas) at the diagonal.

Trial 1 performance score was positively and highly correlated with Trial 2
performance score, r = .63, p < .001. Trial 2 performance score was negatively
correlated with age, r = -.17, p < .05. No significant correlation was found between
need for achievement variable and both Trial 1 and Trial 2 performance scores.

When the percentage of participants in four performance categories (below
average, average, above average, and excellent) for Trial 1 and Trial 2 were
investigated, it was found that in Trial 1, 45.9% of the participants performed below
average, 38.5% performed average, 9.8% performed above average and 5.9%
performed excellent. In Trial 2, however, 31.7% of the participants performed below
average, 37.6% performed average, 19.5% performed above average and 11.2%
performed excellent. These findings suggested that performance of participants

improved in a linear fashion from Trial 1 to Trial 2.
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Table 3. Descriptive Statistics, Zero Order Correlations, and Reliabilities

ov

Variable Mean SD 1 2 3 4 5 6 7 8 9
1.Triall Performance 12.37 4,71 -
2.Trial2 Performance 16.77 6.75 637 -
3. Age 21.63 2.10 11 -7 -
4. Extraversion 3.32 .80 247 267 -06  (.85)
5. Openess to Experience 3.58 65 227 Ar -03 507 (.84)
6. Conscientiousness 3.36 71 16" .09 -13 317 307 (.82)
7. Neuroticism 2.99 77 .08 .05 -09  -347  -18  -217  (.81)
8. Agreeableness 3.67 58 -15°  -.05 .06 297 200 217 -387 (73)
9. nAch 3.77 53 .08 .04 -15° A7 247 56 -02 .04 (.84)

Note. * p< .05, ** p< .001 Scale Values (variable 4 to variable 9): 1 = strongly disagree; 5 = strongly agree. Reliabilities are presented at
the diagonal in parentheses.



3.4. Hypothesis Testing

In order to test the hypotheses of the study, a 2 (feedback , no feedback) X 3
(conscious goal setting, unconscious goal setting, and both conscious and
unconscious goal setting) X 2 (Trial 1, Trial 2) three-way mixed analysis of variance
(ANOVA) with repeated measures on the last variable was conducted. Descriptive
statistics for all conditions are reported in Table 4 (for Trial 1) and (for Trial 2).
Although originally achievement motivation was intended to be controlled in
hypothesis testing, because of its lack of correlation with task performance (both
Trial 1 and Trial 2 performance), a decision was made not to use this variable as a
covariate in the analyses.

A test of within-groups effects showed a significant time main effect, F(1,
199) = 147.15, p < .001, »°= .43, meaning that there was a significant difference

between Trial 1 and Trial 2 performance of the participants. Mean Trial 2
performance score (M = 16.77, Standard Error (SE) = .47) was significantly higher
than mean Trial 1 (M = 12.36, SE = .33) performance score.

Results also showed a significant interaction effect between goal setting and

time, F(2, 199) = 454, p < .05, n*= .04, suggesting that performance of the

participants increased from Trial 1 to Trial 2 depending on the goal setting
manipulation, providing some support for Hypothesis 2. Regarding the interaction
between goal setting and time, post-hoc comparisons were conducted to determine
which specific means differed significantly from Trial 1 to Trial 2. Fisher's Protected
t-tests were conducted because this procedure has acceptably low error rates and the
participant numbers in three conditions were not equal (Heiman, 2014). Fishers'
Protected t-tests showed that in Trial 1, means of conscious goal setting (M = 12.15,
SE = .51), unconscious goal setting (M = 12.51, SE = .57) and both conscious and
unconscious goal setting (M = 12.43, SE = .58) was not significantly different from
each other, p < .05. This finding suggested that before study manipulations, mean
participant performance in three goal setting conditions was not significantly
different from each other. However, in Trial 2, following the experimental
manipulations, performance of participants in the conscious goal setting condition (M
= 17.86, SE = .81) was significantly higher than that of participants in the
unconscious goal setting condition (M = 15.55, SE = .81), p < .05. Therefore,
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Hypothesis 2 (a) which proposes that performance increment from Trial 1 to Trial 2
is higher for participants in the conscious goal setting condition than for participants
in the unconscious goal setting condition was supported. However, performance of
participants in the conscious plus unconscious goal setting condition (M = 16.89, SE
= .83) did not significantly differ from that of participants in the other two goal
setting conditions. Hence Hypothesis 2b (i.e., “performance increment from Trial 1
to Trial 2 is higher for participants in the conscious plus unconscious goal setting
condition than for participants in the conscious goal setting condition) and
Hypothesis 2c¢ (i.e., “performance increase from Trial 1 to Trial 2 is higher for
participants in the combination of conscious and unconscious goal setting condition
than for participants in the unconscious goal setting condition”) were not supported.

Figure 1 shows the observed goal setting time interaction.
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Figure 1. Interaction of Goal Setting with Time

When the increment in performance from Trial 1 to Trial 2 was compared
across conditions, Trial 2 performance (M = 17.86, SE = .57), was significantly
higher than Trial 1 performance (M = 12.15, SE = .57), p <.001 in the conscious goal
setting condition; the Trial 2 performance mean (M = 15.55, SE = .81) was higher
than Trial 1 performance mean (M = 12.51, SE = .57) p < .001 in the unconscious

goal setting condition; and the Trial 2 performance mean (M = 16.89, SE = .83) was
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higher than Trial 1 performance mean (M = 12.43, SE = .58) p < .001 in the
combination condition. In conclusion, these findings showed that although
performance of all participants increased from Trial 1 to Trial 2, this increment was
much more evident for participants in the conscious goal setting condition.

A test of within-groups did not show a significant time X feedback
interaction effect, F(1, 199) = .79, p = .38. This finding highlighted that giving
feedback did not necessarily improve performance over time in this sample, so
Hypothesis 1 was not supported. Furthermore, no significant three-way interaction
between time, feedback, and goal setting was observed, F(2, 199) = .71, p = .50.
Therefore, it seemed fair to conclude that performance improvement (From Trial 1 to
Trial 2) was not a function of the interaction of feedback and goal setting
manipulations. Hence, Hypothesis 3, which proposes that feedback and goal setting
together improve performance, was not supported. This result implied that giving
feedback related to the first performance and setting goal for the second performance

together did not have a differential effect on task performance.

3.5. Exploratory Analyses

Three groups of exploratory analyses were conducted in the present study.
The first group involved a linear trend analysis to further delve into the findings on
the main study. The trend of means across goal setting factor levels (i.e., conscious
goal setting, unconscious goal setting, and the combination of conscious and
unconscious goal setting) and feedback factor levels (i.e., positive feedback, negative
feedback, and no feedback) on Trial 2 performances were investigated with the first
exploratory analysis. The second group of exploratory analysis was conducted to see
the effectiveness of the newly developed performance index for the task. That is, in
studies using tasks similar to the one used in the study, performance is in general
operationalized as the mere number of potential uses listed. However, in the present
study, not only the number of uses but also the novelty of each use was taken into
consideration in indexing performance. Hence, in the second exploratory analysis,
the same analysis used to test the hypotheses of the study was repeated by using a
performance measure that only reflected the number of uses (not using the novelty

value of the listed uses) as dependent variable (i.e., Trial 1 and Trial 2 performance).
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Lastly, correlations of the Big Five Measures with the Trial 1 and Trial 2 task

performances were explored.

Table 4.Descriptive Statistics for the Study Conditions

Time Goal Setting Feedback Mean SD N
Triall  Conscious Feedback 12.63 5.06 35
No Feedback 11.68 5.06 34
Total 12.16 5.04 69
Unconscious Feedback 12.03 4.50 34
No Feedback 12.99 4.21 35
Total 12.51 4.35 69
Conscious + Feedback 12.43 4.46 35
Unconscious  No Feedback 12.42 5.15 32
Total 12.43 476 67
Total Feedback 12.37 4.64 104
No Feedback 12.37 4.79 101
Total 12.37 4.71 205
Trial2  Conscious Feedback 18.54 6.68 35
No Feedback 17.18 6.58 34
Total 17.87 6.62 69
Unconscious Feedback 15.97 7.77 34
No Feedback 15.13 6.46 35
Total 15.54 7.10 69
Conscious + Feedback 16.76 6.34 35
Unconscious  No Feedback 17.03 6.53 32
Total 16.89 6.39 67
Total Feedback 17.10 6.97 104
No Feedback 16.42 6.53 101
Total 16.77 6.75 205

3.5.1. Linear Contrast Analysis

In order to show the general trend of the means across goal setting levels on
Trial 2 performances, a trend analysis (linear and quadratic) was performed. While
making trend analysis, coding the grouping variables in a meaningful order is
important (Field, 2000). In the present analysis, Trial 2 performance was expected to
be lowest in the unconscious goal setting condition, next in the goal setting

combination group and then in the conscious goal setting condition. In order to detect

44



a meaningful trend, these groups were coded in an ascending order. This was done
by coding the unconscious goal setting group with the lowest value 1, the goal setting
combination group with the middle value 2, and the conscious goal setting group
with the highest coding value of 3. Then both quadratic and linear trend analyses
were conducted using SPSS. Levene's test examining the null hypothesis that
variances of groups are the same was not found to be significant at p < .05. So,
variances in the three conditions were not equal, meaning that different conditions
exhibited different trends. The linear comparison test showed that means increased
across groups in a linear fashion F(1,202) = 4.15, p < .05 meaning that Trial 2
performance was the smallest in the unconscious goal setting condition and highest
in the conscious goal setting group (see Figure 2). Results also showed that the
quadric trend, which tests if the pattern of means is curvilinear, was not significant,

F(1,202) = .03, p = .86, meaning that the means cannot be represented by a curve.
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Figure 2. Goal Setting Effect on Time 2 Performance

Another trend analysis was conducted for the feedback sign factor to see
whether there was an emerging trend in the data depending on the sign of feedback
given. For this exploratory analysis, feedback variable was divided into positive and
negative feedback based on the actual performance levels of the participants. Effects

of three levels of feedback (i.e., positive feedback, negative feedback, and no
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feedback) on Trial 2 performances were investigated. Again, both a linear
relationship and a quadratic relationship were examined. Assumption of
homogeneity of variance was tested using Levene's test and it was not found to be
significant, which means that variances among feedback groups were significantly
different. The overall effect of feedback was found to be significant, F (2,202) =
13.05, p <.001. Furthermore, it was observed that the means increased across groups
in a linear way, F(1,202) = 25.52, p < .001 showing that Trial 2 performance to be
the smallest in the negative feedback condition, next in the no feedback condition
and highest in the positive feedback condition (see Figure 3). The quadratic trend
was not significant, F (1,202) = .24, p = .63, indicating that the means could not be

represented by a curve.
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Figure 3. Feedback Effect on Time 2 Performance

3.5.2. A Comparison of New and OIld Version of Performance Index for the
Task (i. e., Listing Possible Uses of an Object)

This exploratory analysis was conducted to see the effectiveness of the
performance index used in this study. As explained before, in studies using tasks
similar to the one used in the study, performance is normally defined as the mere
number of potential uses listed [e.g., listing the uses of a wire coat hanger in
Stajkovic, Locke, and Blair’s study (2006)]. However, in the present study, not only

the number of uses but also the novelty of each use was taken into consideration in
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indexing performance. For exploratory purposes, the same analysis used to test the
hypotheses of the study was repeated by using a performance measure that only
represented total number of uses listed for the objects in Trial 1 and Trial 2 as
dependent variable. A 2 x 3 x 2 three-way mixed analysis of variance (ANOVA)
with repeated measures on the last variable was conducted again. Descriptive
statistics for all conditions are reported in Table 5. A test of within-groups effects
showed a significant time main effect, F (1, 199) = 147.38, p < .001, n° = .43. Trial 2
performance score means (M = 6.59, SE = .17) was found significantly higher than
Trial 1 (M = 5.13, SE = .13) performance score means. No significant interaction of
feedback and time F (1,199) = 2.82, p = .09; goal setting and time F (2,199) = 2.59,
p = .08; and no significant three-way interaction between time, feedback, and goal
setting, F (2, 199) = .32, p = .72, were found. In other words, with the change in the
way performance was measured, none of the hypotheses were supported. Taken
together, results of this exploratory analysis indicated that the performance index
used in the present study seemed to be more sensitive to reveal the effects of the

study variables on performance.

3.5.3. An Exploratory Look at the Correlations of the Big Five Traits with Task
Performance

In the present study, the correlations between personality factors and
performance were investigated with an exploratory purpose. Results showed that
Extraversion and Openness to Experience were the two personality factors having the
highest relationships with Trial 1 and Trial 2 performance scores. Specifically,
results indicated that while Trial 1 performance score was positively correlated with
Extraversion, r = .24, p < .001, Openness to Experience, r = .22, p < .001 and
Conscientiousness factors, r = .16, p < .05, it was negatively correlated with
Agreeableness factor, r = -.15, p < .05. Furthermore, Trial 2 performance score was
found as positively correlated with Extraversion, r = .26, p < .001 and Openness to

Experience, r = .17, p < .05.
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Table 5.Descriptive Statistics of Exploratory Study 2

Time Goal Setting Feedback Mean SD N
Triall  Conscious Feedback 5.40 1.91 35
No Feedback 5.03 1.98 34
Total 5.22 1.94 69
Unconscious Feedback 5.09 1.88 34
No Feedback 5.23 1.50 35
Total 5.16 1.69 69
Conscious + Feedback 4.86 1.94 35
Unconscious  No Feedback 5.19 2.13 32
Total 5.01 2.03 67
Total Feedback 5.12 1.91 104
No Feedback 5.15 1.86 101
Total 5.13 1.88 205
Trial2  Conscious Feedback 7.26 2.45 35
No Feedback 6.56 2.25 34
Total 6.91 2.36 69
Unconscious Feedback 6.50 2.88 34
No Feedback 5.97 2.35 35
Total 6.23 2.62 69
Conscious + Feedback 6.57 2.36 35
Unconscious  No Feedback 6.69 2.89 32
Total 6.63 2.60 67
Total Feedback 6.78 2.57 104
No Feedback 6.40 2.49 101
Total 6.59 2.53 205
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CHAPTER IV

DISCUSSION

4.1. Overview

The aim of this study was to examine the effects of feedback and goal setting
on task performance. It was hypothesized that feedback would improve performance,
as would goal setting, and feedback combined with goal setting from Trial 1 to Trial
2. Furthermore, it was also hypothesized that performance increase would be higher
in the conscious goal setting condition than in the unconscious goal setting condition;
performance increase would be higher in the combination of conscious and
unconscious goal setting condition than in the conscious goal setting condition, and
performance increase would be higher in the combination of conscious and
unconscious goal setting condition than in the unconscious goal setting condition. In
this chapter, first, findings of the study are discussed. Limitations of the study and
suggestions for future research are then presented. Finally, contributions of the study

along with conclusions are discussed.

4.2. Major Findings
In the following parts, findings of the study concerning the hypothesized

effects are discussed starting with the effectiveness of goal setting.

4.2.1. Goal Setting Effectiveness

Results showed that in all goal setting conditions, performance of participants
improved from Trial 1 to Trial 2 supporting Hypothesis 2. This finding indicates that
regardless of the type, goal setting increases performance of participants from Trial 1
to Trial 2. It was observed that conscious goal setting, unconscious goal setting, and
both conscious and unconscious goal setting improved performance from Trial 1 to
Trial 2. The present finding about conscious goal setting effectiveness is consistent
with the literature. In their review article, Locke and Latham (2006) stated that
specific and difficult goals were effective in improving performance in more than
1000 studies (N = 40000), on more than 88 different tasks, independent of the
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method by which the goals were set. In this review, researchers stated that there was
a linear relationship between goal difficulty level and the person's subsequent
performance given that person had sufficient knowledge and skill. Specifically, high
goals resulted in greater effort, persistence and focus compared to moderately
difficult or easy goals. "Do your best" goals were also found to increase motivation
and performance. All told, specific and difficult goals resulted in performance
increase more than a vague goal or a no goal condition. In the present study,
participants assigned to conscious goal setting condition were set goals based on
their Trial 1 performance. Goal manipulation was made in such a way that
participants were instructed to increase their performance one level up, to the next
performance category in Trial 2 by specifying the score range of upper performance
category they are expected to generate for the second object. This goal was thought
to be both specific and difficult enough. Furthermore, individual differences tried to
be eliminated by setting goals based on each individual's first performance level. As
a summary, findings of this study replicated the effectiveness of specific and difficult
goals on task performance.

Although not as strong as conscious goal setting, unconscious goal setting
with the priming method also improved performance of participants from Trial 1 to
Trial 2. What is noteworthy about this finding is that people’s behavior could be
affected by goals of which they are not aware. This finding is consistent with the
findings in social psychology area by Bargh and Chartrand and others (e.g., see
Bargh &Williams, 2006). Moreover, this finding also shows the influence of photos
on performance. There are relatively few studies investigating the effects of
achievement related photos in creating a performance increment (e.g., Latham &
Piccolo, 2012; Shantz & Latham, 2009, 2011). The common finding in these studies
Is that priming participants with achievement related photos improve task
performance. The present experimental study replicated these findings. This finding
is critical as it shows that similar to consciously set goals, which require deliberate
effort on the part of the party setting the goal and the party for whom the goal is set,
subconscious goals, which are managed in a relatively effortless fashion, may also
work. In other words, our results suggest that although to a lesser extent,

unconsciously set goals also improve subsequent performance and hence when
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conscious goal setting could not be used, unconscious goals might be used as a proxy
to improve performance.

Locke and Latham (2004) proposed using subconscious goals in addition to
conscious goals to have higher performance improvement as a valuable direction for
future research. There are only very few studies examining the combined effects of
the conscious and subconscious goal setting on task performance (e.g., Stajkovic et
al., 2006). As a response to Locke and Latham's (2004) call, the present study
investigated the combined effect of subconscious and conscious goal setting on task
performance. Findings indicated that although the combined goal setting condition
also improved performance from Trial 1 to Trial 2, this improvement was not
stronger than the effects of conscious goal setting or unconscious goal setting alone.

Despite this convincing evidence concerning the effectiveness of conscious
goal setting, the literature on the relative effectiveness of different goal setting types
seems rather inconclusive. While some studies showed that conscious goal setting
was more effective than unconscious goal setting (e.g., Stajkovic et al., 2006), others
(e.g., Bargh, 1994) suggested that the effectiveness of subconscious drive on
behavior exceeds that of conscious ones. In the present study, performance
improvement was found to be higher in the conscious goal setting condition than in
the unconscious goal setting condition as it was hypothesized in Hypothesis 2a. This
finding means that conscious goals are more effective to improve task performance
than unconscious goals. This finding is consistent with the findings of Stajkovic et al.
(2006) who found significant subconscious goals main effect and a conscious goals
main effect, but the effect size of conscious goal (d = .63) was higher than the effect
size of subconscious goal (d = .45) on performance.

Exploratory analyses conducted in the present study provide some insights
about relative strengths of different goals setting types. These analyses showed that
performance means increased across different goal setting conditions in a linear way.
That is, it was smallest in the unconscious goal setting condition, then in the
combination condition, and was highest in the conscious goal setting condition. This
findings means that assigned conscious goal is the most effective goal setting method
and priming with achievement related photos is the least effective method to improve

task performance. Furthermore, trend wise, the combination of assigned goal and
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priming is more effective than using only priming method and less effective than
using conscious goals only.

There may be a number of plausible explanations as to why priming may
have detracted the effects of conscious goal setting or why the combination goal
setting condition was not more effective than either conscious or subconscious goals
alone. First, in the combination condition, the emphasis on success might be too
much with both the success related pictures and assigned achievement goal. This
overemphasis (and perhaps over stimulation) might have unintentionally increased
participants' stress, resulting in a decrement in performance, compared to conscious
goal setting only. Available evidence also suggests that when the goals are
unattainable, performers might reject and stop to work to reach goals (Locke et al.,
1981). Second, conscious goal setting may have exhausted all the capacity to
generate alternative uses of a common object leaving less room for the additive effect
of the subconsciously set goal. A third explanation may be related to the
subconscious goal setting manipulation in the present study. The manipulation may
have fallen short of the intended effect. Absence of a no-goal setting condition makes
this explanation a possibility. Finally, participants may have noticed the priming
manipulation in the present study. Assigning goals to the participants for improving
their subsequent performance may have resulted in participants’ realization of the
aim of the achievement-related pictures. Moreover, the perception of being
manipulated could have had a detrimental effect on task performance. Although only
one participant reported awareness of the manipulations, there might be other
participants who noticed the aim of the photos but did not report this awareness. This
unreported awareness of the participants may have been captured by using less
conventional means of checking the manipulations, such as using implicit measures.
In a series of experiment in which priming method was used, Kouider and Dupoux
(2004) found that when questioned more carefully, participants who had not reported

awareness before were actually found to be aware of the priming manipulation.

4.2.2. Feedback and Feedback/Goal Setting Interaction Effectiveness
In the current study, Hypothesis 1 which proposed that feedback would

improve performance was not supported. This finding means that performance of
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participants receiving feedback about their Trial 1 performance did not improve their
performance significantly in Trial 2. Moreover, Hypothesis 3, which proposed a
significant feedback and goal setting interaction, was not supported. This means that
the effect of goal setting on performance did not depend on giving feedback or not.
In sum, although goal setting alone improved performance over time, feedback or
feedback and goal setting interaction did not. The literature on feedback
effectiveness is not very consistent. Although Thorndike’s low of effect assumes
effectiveness of feedback in general and although there is meta analytic evidence
suggesting an overall moderate positive impact of feedback (Kluger & DeNisi,
1996), there are studies reporting detrimental effects of feedback (e.g., Steelman et
al., 2004).

Kluger and DeNisi’s (1996) feedback intervention theory asserts that
feedback effectiveness on performance are moderated by some variables. They stated
that these variables are the cues of the feedback message, nature of the task
performed, goal setting intervention, and personality variables. Hence, one plausible
explanation for not finding any effects of feedback could be related with existence of
moderators not assessed in the study. For instance, feedback message given in the
present study might have directed the attention of the participants to the meta-task
processes as some normative comparisons were made. That is, in the present study,
participants’ Trial 1 performance was evaluated based on pre-established normative
standards. Hence, although the feedback was intended to be task-focused (i.e., “Level
2 Attention Focus” in feedback intervention theory), normative aspects of the
feedback may have resulted in the activation of meta-task processes (i.c., “Level 1
Attention Focus” in feedback intervention theory) resulting in ineffectiveness of
feedback in general. Actually, this interpretation is supported by the finding that
negative feedback was actually harmful in the present study. That is participants
receiving normative feedback in which their performance was told to be lower than
the reference group actually performed worse than participants receiving no
feedback.

Second plausible explanation for not finding any feedback effect could be
related to inadequateness of the feedback provided. That is, there are conditions for

feedback to be effective, and the present study may have fallen short in meeting these
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conditions. In general, it is typically found that giving feedback to the employees
about their performance will improve their job performance when feedback was
provided in a proper way (London, 2003). Rummler and Brache (1995) emphasized
five components for feedback to be effective. They stated that performance feedback
should be relevant, accurate, timely, specific, and easy to understand. When feedback
has these components, it is expected to have the potential to improve performance. If
feedback lacks one or more of these components, then it may be ineffective or may
have a negative effect on future performance (Baker, 2010). Although it is still a
possibility that the feedback provided in the current study may have lacked some
critical components, special attention was paid by the researcher to give feedback
that met the agreed-upon requirements. In other words, feedback given to the study
participants is believed to be timely, accurate, relevant, and easy to comprehend.
That is, before Trail 1 participants assigned to the feedback condition were informed
about the task and how their performance would be scored using an example, and
following Trial 1, they were told their total performance score and the corresponding
performance category for that score. Then, they were explained how their
performance scores was calculated by showing the novelty weights for each uses
from the uses list. Participants were provided with information which was relevant to
the task at hand and which could help improve the second performance. The pre-
information given before Trial 1 about the task and the rating of performance was
intended to be clear and informative. That is, participants were informed about the
task and how their performance score would be calculated with an example.
Furthermore, feedback given to the participants was accurate; it was in fact based on
their Trial 1 performance. Despite all these attempts, the feedback given to
participants of this study may have failed to create the intended effects.

Another plausible explanation for not finding the expected feedback effect
could be related to the use of multiple raters in performance ratings. As indicated
before, two SAs rated the performance of participants in the current experiment and
they were required to reach an agreement on the rating to be given. Palmer and
Loveland (2008) found that group discussions resulted in less accurate ratings,
greater contrast effects, and increased positive halo. In the present study, it is

possible that group polarization took place. Group polarization refers to group’s
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decision or group members’ attitudes becoming more extreme following group
discussion (Isenberg, 1986). Because of this reason, the evaluation of the
performance may have diverted from being accurate. Furthermore, there might be
contrast effects on ratings. Contrast effects in performance appraisal exist when
ratings of a target performance are displaced from ratings of the context performance
(Maurer & Alexander, 1991). In the current study, the contrast effect may have
occurred in novelty ratings when an "average novel"” use is rated "not at all novel”
when it is presented following an “extremely novel use,” or vice versa. Such contrast
effects might also have produced inaccuracy in performance ratings (Maurer, Palmer
& Lisnov, 1995). Furthermore, Palmer and Loveland (2008) showed that group
ratings after a group discussion resulted in greater contrast effects than individual
ratings. In addition to contrast effect, group discussion may have increased positive
halo (Palmer & Loveland, 2008), which is defined as "the influence of a rater's
general impression on ratings of specific participant qualities” (Lance, LaPointe, &
Stewart, 1994, p. 339). According to Palmer and Loveland (2008), group discussions
about the performance of a participant might strengthen rater's impressions of a ratee
and this process may result in a more powerful and highly attainable general
impression. Thus, a strong general impression of a participant generated by the group
discussion might have produced a positive halo in the present study. In conclusion,
rating biases and tendencies stemming from the use of multiple raters might have
contributed to the unexpected findings about feedback effectiveness in the current
study.

Feedback sign, negative or positive, might also affect the feedback message
perception. Kluger and DeNisi (1996) stated that the sign of feedback is crucial due
to its probable effect on how participants respond to ratings. Performers consider
positive evaluations as more accurate and they accept and appreciate positive ratings
more than negative ones (McEvoy & Buller, 1987). Therefore, in the current study,
participants receiving negative feedback might have thought that the feedback was
inaccurate, so they may not have benefited from it. With this respect, despite the
generally believed performance-enhancing effect of negative feedback (e.g., llgen &
Davis, 2000; Sahan, 2013), its effect on performance might be lower than the effect

of no feedback on performance. Supporting this argument, in the present study an
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exploratory analysis supported a significant linear trend between negative feedback,
no feedback, and positive feedback situations. That is, Trial 2 performance was
found to be lowest in the negative feedback condition, next in the no feedback
condition and highest in the positive feedback condition. Based on this finding, it
seems fair to state that feedback sign should have been controlled or should have
been taken into consideration when examining the effect of feedback in the present

study.

4.2.3. The Correlations between Personality Factors and Task Performances
The correlations between personality factors and performance scores were
investigated with exploratory purposes in the current study. Results showed that
Extraversion and Openness to Experience were the two personality factors having the
highest relationships with Trial 1 and Trial 2 performance scores. These findings
seem somewhat consistent with the available literature on the relationships between
personality factors and creativity. This literature is of interest as the task used in Trial
1 and Trial 2 was considered to be a creativity task. Significant positive correlations
have been reported between creativity and the two personality factors, namely
Extraversion (e.g., Furham, Batey, Anand, & Manfield, 2008, r = 0.35; King,
Walker, & Broyles, 1996, r = 0.26) and Openness to Experience (e.g., Soldz &
Vaillant, 1999, r = 0.27; King, Walker, & Broyles, 1996, r = 0.38). Feist (1998)
investigated creative personality in Arts and Sciences by a meta-analysis including
data from 83 studies. Results of this study showed that Extraversion and Openness to
Experience were the two traits distinguishing creative scientists from the non-
creative scientists. In conclusion, consistent findings were observed between the

present study findings and creativity-personality factors relationship findings.

4.3. Limitations and Future Suggestions

It is important to note some important limitations of the present study. The
major limitation is believed to be absence of a “no goal setting” condition. Although
goal setting variable had three levels (i.e., conscious goal setting, unconscious goal

setting, and conscious and unconscious goal setting combined), there was not a “no
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goal setting” control condition. Lack of a no-goal-setting condition seems to make
the results somewhat difficult to interpret.

Plastic bag and Scarf were chosen among the initial 10 objects to be used as
Trial 1 and Trial 2 performance task objects. When the mean performance score of
participants listing scarf uses and listing plastic bag uses in Pre Study 1 was
computed, a small but not significant mean difference was observed. This
nonsignificant difference provided support for the equivalence of the two objects
statistically. However, as a second limitation, this small mean performance
difference between the objects could have impacted the results. Specifically,
participants might have simply listed more uses for the second object, scarf not
because of the success of the manipulations but just because of the fact that more
uses were available for scarf than for plastic bag. Existence of a no-goal-setting
condition would help eliminate this plausible explanation.

A third limitation of the present study is that for unconscious goal setting
condition, having a pre-task might have interfered with the priming operation. That
is, exposure to an achievement task might itself prime participants to be more
motivated to do well in the second task/trial even without an assigned goal on the
second task. Even though somewhat weaker than the standard priming procedure,
prime effect of pre-task might have decreased the unconscious goal setting
manipulation effect. Furthermore, using pre-task gives familiarity with the task.
Performance improvement on the second task might be due to this familiarity with
the task independently of the effect of manipulation. Therefore, future studies could
measure the effect of priming on performance by not using a pre-task.

Forth, this study was conducted on a sample of college students. Therefore,
generalizability of the study findings might simply be limited. The influence of study
variables on performance might be different for students and for employees.
Therefore, future research is needed to examine the external validity of the findings
in real life settings.

Fifth limitation of this study may be about the place in which the experiment
was conducted. Two cubicles, a control cubicle and a priming cubicle, were designed
in such a way that they were basically the same except that the priming cubicle

included two achievement related photos and the control cubicle included two
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landscape pictures. Like priming photos, landscape pictures could also have evoked
the feeling of achievement. As we did not have a room with no photos, we are not
able to assume that landscape photos had no effect on performance. Hence, future
studies could use a third cubicle without any pictures.

Sixth limitation may be using more than one achievement related photo in the
priming cubicle. Based on the findings of Pre Study 3, a decision was made to use
two context-specific pictures, an academic success photo and a sport success photo to
prime participants. The first photo was a picture of university graduation of a group
of students including women and men and the second photo displayed an athlete who
ranked first in a competition. Participants could not tell easily if the athlete was
female or male. The studies investigating the effect of achievement related photos on
performance (e.g., Latham & Piccolo, 2012; Shantz & Latham, 2009, 2011) used
only one photo to prime participants and found significant effects. In the current
study, using more than one photo might have reduced the effect of photos. Although
speculative, it is quite plausible that to the unconscious mind, these two photos may
not appear to be related or may not be associated with the same person, resulting in a
decrease in the achievement priming potential of the photos in combination. In short,
having used two photos could have substantially mitigated the effect.

4.4. Contributions of the Study

This study contributes to the literature by replicating the effect of consciously
assigned goals on performance. Findings repeat the importance of specific and
difficult goals. Moreover, this study contributes to the unconscious goal setting
literature by showing the effectiveness of achievement related photos on
performance improvement in a different context, and it replicates the findings of
Latham and Piccolo (2012) about the importance of using context specific photos.
Furthermore, findings seem to make a contribution to the literature by showing the
combined effect of unconscious goals and conscious goals on performance although
this combined effect tended to be somewhat smaller than the effect of conscious goal
setting alone.

Another contribution of the present study is that it investigated the relative

effects of three goal setting levels (conscious, unconscious and combined).
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Conscious goal setting was found to be more effective than unconscious goal setting,
and when conscious and unconscious goal setting are used together, unconscious
goal setting decreased the effect of conscious goal setting effect. This is an important
finding of this present study, and might provide an important direction for future

research.

4.5. Conclusions

Experimental study findings showed that assigned achievement goals and
achievement related photos have a tendency to improve performance over time.
Using photos as a prime is an effective way to increase performance. Furthermore,
assigned achievement goals and achievement related photos increased performance
together over time. About the relative effects of different goal setting levels, assigned
conscious goals improved performance significantly more than subconscious goals
set through achievement related photos. However, the combination of conscious and
subconscious goals was not found to result in a performance increment greater than
that achieved through conscious goals only. Furthermore, when conscious and
unconscious goal setting were used together, unconscious goal setting seemed to
have a slight detrimental effect on performance.

About the effects of feedback, this experimental study indicated neither a
main effect of feedback nor an interaction of feedback X goal setting. Furthermore,
despite lack of a general feedback effect, exploratory analyses suggested that, trend
wise, positive feedback was more effective than negative feedback in creating a

performance increment.
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APPENDIX A: Pre Study 1 Informed Consent Form

Bu ¢alismada sizden beklenen asagida yer alan objelerin ""daha once gormiis
oldugunuz ya da hayal ettiginiz farkh kullamim alanlarim" siralamanizdir.

Ormnegin; saks1 objesinin olas1 kullanim alanlar ¢igek dikmek, ev aksesuari
olarak kullanmak, kalemlik olarak kullanmak, kumbara olarak kullanmak, su tasimak
i¢in kullanmak vb. olabilir.

Sizden olabildigince ¢ok sayida ve olabildigince yaratici kullanim alanlar1
diisiinmeniz ve yazmaniz beklenmektedir. Her bir obje i¢in cevaplama siireniz ii¢ (3)
dakikadir. Ug dakikanin bitiminde diger bir objeye hep birlikte gecilecektir. Liitfen
size verilen siirenin tamamini kullaniniz ve ii¢ dakika bitmeden bir sonraki sayfayi

¢evirmeyiniz. Biitiin objeler i¢in cevaplama yapmaniz c¢alisma i¢in ¢ok énemlidir.

Katiliminiz i¢in ¢ok tesekkiir ederim.

Arastirmact Umran Yiice Selvi
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APPENDIX B: Pre Study 1 Debriefing Form

Bu calisma daha 6nce de belirtildigi gibi Orta Dogu Teknik Universitesi
Psikoloji Boliimii 6gretim iiyelerinden Prof. Dr. Canan Siimer danigsmanliginda
Endiistri/Orgiit Psikolojisi yiiksek lisans dgrencisi Umran Yiice Selvi tarafindan

yiiriitiilen yliksek lisans tezi 6n ¢aligmasidir.

Calismada size verilen objelerden, ortalamalara bagli olarak birbirine en
yakin sayida ve nitelikte kullanim alanina sahip olan iki tanesi secilecektir. Secilen
bu iki obje sonraki asamada bagska katilimcilara uygulanacak ve onlarin performans

Olctimleri olarak degerlendirilecektir.

Tez ¢alismanin asil amaci performansa bagli geri bildirimin ve bilingli ve
gizil hedef koymanin performans iizerindeki etkisini gdstermektir. Bu ¢alismada gizil
hedef koyma deney odasinin duvarlarina asilan, basariyr c¢agristiran resimler ile
yapilmaya c¢alisilacaktir. Bu sayede deney grubundaki katilimcilarin farkinda
olmadan bu resimlerin etkisinde kalacaklar1 ve basar1 motivasyonlarinin artacagi
dolayisiyla daha iyi performans sergileyecekleri diisiiniilmiistiir. Kontrol grubundaki
katilimeilar i¢in hazirlanan odanin duvarlarinda ise basar1 duygusu ile ilgisi olmayan
resimler se¢ilmistir. Kontrol grubunun deneye katildigi odada bulunana resimlerin

katilimcilarin performansi tizerinde olumlu ya da olumsuz etkisi beklenmemektedir.

Elde edilen bilgiler sadece bilimsel arastirma ve yazilarda kullanilacaktir.

Calismanin sonuglarini 6grenmek ya da bu aragtirma hakkinda daha fazla bilgi almak
icin asagidaki isimlere bagvurabilirsiniz. Bu arastirmaya katildiginiz icin tekrar ¢ok

tesekkiir ederiz.

Prof. Dr. Canan Stimer (E-posta: hcanan@metu.edu.tr)

Arastirma Gorevlisi Umran Yiice Selvi (E-posta: umrannyuce@gmail.com)
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APPENDIX C: Pre Study 2 Informed Consent Form

Bu calisma, Orta Dogu Teknik Universitesi Psikoloji Boliimii &gretim
iiyelerinden Prof. Dr. Canan Siimer damgmanlhgimda Endiistri/ Orgiit Psikolojisi
yiiksek lisans programi dgrencisi Umran Yiice Selvi tarafindan yiiriitiilen bir yiiksek
lisans tezi ¢calismasidir.

Calismanin amaci iki farkli obje (Fular ve Naylon Poset) i¢in daha once
yapilan Oncalisma sonucunda belirlenen olas1 kullanim alanlarinin ne derece
“0zgiin”, “orijinal” ve de “ahsilmisin disinda” oldugunu degerlendirilmesidir.
Caligsma toplamda 15 dakikanizi alacaktir. Calismaya katilim tamamiyla goniilliilik
esasina dayanmaktadir. Elde edilecek bilgiler sadece bilimsel amagclarla
kullanilacaktir. Kimliginiz ve Onerileriniz kesinlikle gizli tutulacak ve sadece
arastirmacilar tarafindan degerlendirilecektir. Calismada herhangi bir sekilde kisisel
rahatsizlik verecek bir durum bulunmayacaktir. Ancak, katilim sirasinda herhangi bir
nedenden Otiirii kendinizi rahatsiz hissederseniz ¢alismaya katiliminizi yarida
birakabilirsiniz.

Bu c¢alismaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda
daha fazla bilgi almak icin Psikoloji Boliimii 6gretim iiyelerinden Prof. Dr. Canan
Siimer (E-posta: hcanan@metu.edu.tr) ya da Arastirma Gorevlisi Umran Yiice (E-

posta: umrannyuce@gmail.com) ile iletisim kurabilirsiniz.

Bu calismaya tamamen goniillii olarak katiliyorum ve istedigim zaman yarida kesip
cikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amagli yayimlarda

kullanilmasini kabul ediyorum.

Cinsiyet
Bolim

Yas
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APPENDIX D: Novelty Evaluation Form

Asagida "NAYLON POSET” objesi i¢in yiiriitilen 6n ¢alisma sonucunda lisans
ogrencileri tarafindan belirtilen olast kullanim alanlar1 yer almaktadir. Sizden
beklenen, listelenen her bir kullanim alaninin ne derece “6zgiin”, “orijinal” ve de
“ahisiimisin disinda” oldugunu degerlendirmenizdir. Degerlendirmelerinizi asagida
size sunulan 5-basamakli 6l¢egi kullanarak yapiniz. Goriisiinlizii yansitan rakami
daire i¢ine aliniz. Eger listelenen kullanim alani size hi¢ mantikli gelmiyorsa liitfen

Olcegin sagindaki “Mantikl bir kullanim alan1 degil (M.D.)” kutucugu isaretleyiniz.

1 2 3 4 5 Mantikl bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullanim alani
<. - N . degil (M.D.)
degil Ozgiin 0zglin 6zgilin
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APPENDIX D (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukca Son derece kullanim alant
< N N - degil (M.D.)
degil 6zgilin Ozglin 6zgilin
NAYLON POSET OBJESININ KULLANIM ALANLARI:
1. Balon yapmak 11213]4(5( [M.D.
2. Bir seyleri ambalajlamak, paketlemek, kaplamak (defter, kitap, kumanda,
. O 112(3]|4(5]| |M.D.
mobilya kaplamak gibi) i¢in kullanmak
3. Bir seyleri birbirine baglamak i¢in ip yerine kullanmak 11213]4(5( [M.D.
4. Borulari sikistirmak i¢in kullanmak 11213(4|5| [M.D.
5. Cam yerine kullanmak, gecekondu penceresi yapmak vb. 11213]4(5( [M.D.
6. Ceset torbasi olarak kullanmak 11213]4(5( [M.D.
7. Cadir yapmak i¢in malzeme olarak kullanmak 1{2(3[{4]|5] |M.D.
8. Cop poseti, ¢op torbasi olarak kullanmak, ekmek dilimlerken kirmtilarin
D o 112(3]|4(5]| |M.D.
sacilmamasi i¢in poset icinde kesmek
9. Dekorasyon ve resim malzemesi olarak kullanmak (Bir lambanin etrafi
sarilarak avize yapmak, kesip kagida yapistirarak yeni dokular yaratmak, 1{2(3[{4]|5] |M.D.
poseti kiristirip boyaya batirarak baski yapmak igin kullanmak vb.)
10. Delik ag1p igine krema doldurarak pastanin iizerini siislemek 1{2({3[{4|5] |M.D.
11. Delikleri tikamak 1{2(3[{4]|5] |M.D.
12. Depolama arac1 olarak kullanmak, bir seyleri saklamak, muhafaza 1l2131als! |mD
etmek, korumak, bir arada tutmak vb. i¢in kullanmak T
\llg ;]Fiisil)ma araci olarak kullanmak (Bavul, valiz, ¢anta, torba, pazar poseti 11213145 M.D.
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APPENDIX D (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullamm alam
degil bzgiin bzgiin Szgiin degil M.D.)
NAYLON POSET OBJESININ KULLANIM ALANLARI:
14. Eldiven, aracit malzeme olarak kullanmak, ele degmesi istenmeyen
seyleri almak i¢in ele gegirmek, parmak izi gegmemesi igin cinayet aletini |1]2|3|4|5| [M.D.
tutmak vb.
15. Esyalarin tozlanmasini dnlemek amacrtyla {izerlerini 6rtmek 1{2(3]|4]|5] |M.D.
16. Fidanlar1 tasimak 11213415 M.D.
17. Goriinmesini istemedigimiz bir seyi saklamak 1{2(3]4|5]| |M.D.
18. GOz bag1 yapmak, yirtarak gz baglamak 1{2(3]|4]|5]|] |M.D.
19. I¢ine bakliyat koymak 112]3]4|5| [M.D.
20. Igine bitki (fasulye vb.) ekmek, cicek dikmek vb. 11213(4]|5| [M.D.
21. Igine su doldurup buz kalib1 olarak kullanmak (buz akiisii) 11213(4]|5| [M.D.
22. Iskence, cinayet, intihar, suikast amach kullanmak 112(3[4]5 M.D.
?g?;hi(lsa stireli akvaryum olarak kullanmak (Balik, kurbaga vb. hayvanlar 1l213lals] [MD.
24. Kisin sobayt/tandir1 tutusturmak, atesin devamli yanmasini saglamak 1{2(3]|4]|5]|] |M.D.
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APPENDIX D (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullanim alan
< - - - degil (M.D.)
degil Ozgilin Ozglin 6zgilin
NAYLON POSET OBJESININ KULLANIM ALANLARI:
25. Kuyafet tasariminda kullanmak (giysi, elbise) 1{2(3[{4]|5] |M.D.
26. Kizak, kaydirak olarak kullanmak (karli zemin {izerinde yokus asag1
. 11213]4(5( [M.D.
kaymak i¢in kullanmak)
27. Kirli sepeti olarak kullanmak, i¢inde kirli esyalar1 biriktirmek 1{2(3[4|5] |M.D.
28. Kisisel bakim arac1 olarak kullanmak (nemi hapsetmek i¢in maske 1l213lals] [MD.
yapmak vb.)
29. Koruyucu malzeme olarak kullanmak (Yagmurluk, bone, dus bonesi,
sapka, semsiye olarak kullanmak, sa¢ boyanirken boyanin bulagsmamast i¢in
. I ) N 11213]4(5( [M.D
kullanmak, su geciren ayakkabinin iizerine ge¢irmek, camurlu giinlerde
pantolon leke olmasin diye bacaklara sarmak vb.)
30. Kumbara olarak kullanmak (igerisinde para biriktirmek) 112)13|4 M.D.
31. Kiigiik tanecikli esyalar1 koymak i¢in kap olarak kullanmak 1{2(3[{4|5] |M.D.
32. Otobiis gibi arag tutmalarina karsi tedarik olmasi igin kullanmak 1{2({3(4|5] [M.D
33. Ortii olarak kullanmak (Sofrabezi, masaértiisi, yer Ortiisii, koltuk
koruma ortiisii, haliya alt1 pis bir sey koyulmas: gerektiginde poset serip 1{2({3{4|5] [M.D
iistiine koymak vb.)
34. Riizgar kuvvetini 6l¢mek i¢in kullanmak 1{2(3[{4|5] |M.D.
35. Seralarda bitkileri korumak i¢in kullanmak (sera strech) 11213(4|5| [M.D.
36. Sivi tagimak i¢in kullanmak (su, tiner, siit vb.) 1{2({3[{4|5] |M.D.
37. Saka, eglence araci olarak kullanmak (Sisirip patlatmak, oyunlarda 1l1213lals! |mD
kullanmak, i¢ine su doldurup yiiksekten atarak insanlar1 korkutmak vb.) T
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APPENDIX D: (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullanim alani
<. - I - degil (M.D.)
degil Ozgilin 0zglin 6zgilin
NAYLON POSET OBJESININ KULLANIM ALANLARI:

38. Taki, toka, yliziik yapmak 1{2(3]|4]|5] |M.D.
39. Temizlik ve hijyen i¢in ayaga giymek (galos vb.) 1{2(3|4|5] |M.D.
40. Tiner ¢ekme araci olarak kullanmak 11213(4]|5| [M.D.
41. Top, su topu, stres topu olarak kullanmak 1{2(3]4]|5]| |M.D.
42. Ucuna ip baglayip camdan sallayarak sepet yerine kullanmak 1{2(3]4|5]| |M.D.
43. Ugurtma malzemesi olarak kullanmak 11213(4]|5| [M.D.
44. Uzerine not yazmak igin, not kdgid1 olarak kullanmak 11213]14(5( [M.D.
45. Bir seyleri organize etmek i¢in kullanmak (6rnegin; bir valizi diizenli
bir sekilde yerlestirmek, poset icine ayakkabi koyup valize koyarak 1{2(3]|4]|5] |M.D.
giysilerin temiz kalmasini saglamak
46; Yalitim ve dolgu malzemesi olarak kullanmak, 1s1/su izolasyonunu 1l213lal5! [mD
saglamak
47. Yere koyup tlizerine oturmak 1{2(3]4|5]| |M.D.
35)Ylkama kab1 olarak kullanmak, igerisinde bir seyler yikamak (meyve 1l213lal5| |MmD.
49. Yirtarak kan1 durdurmak igin viicuda sarmak 11213(4]|5| [M.D.
50. Yiyecek saklama kabi olarak kullanmak (buzdolabi poseti), kalan 11213l4l5! [mMD
yemeklerin iizerini kapatmak icin kapak olarak kullanmak '
51. Zayiflama arac1 olarak kullanmak (viicuda sarip kosuya ¢ikmak vb.) 1{2{3|4|5] |[M.D
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APPENDIX D (Continued)

Obje icin sunulan kullanim alanlarinin “6zgiin” liik derecelendirmesini yaparken
hangi kriterleri kullandiniz? Diger bir deyisle, size gore, bir kullanim alanin1 6zgiin
yapan nedir?
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APPENDIX D (Continued)

Asagida "FULAR?” objesi i¢in yiiriitiilen 6n ¢alisma sonucunda lisans 6grencileri

tarafindan belirtilen olas1 kullanim alanlar1 yer almaktadir. Sizden beklenen,

listelenen her bir kullanim alaninin ne derece “6zgiin”, “orijinal” ve de “alisilmisin

disinda” oldugunu degerlendirmenizdir. Degerlendirmelerinizi asagida size sunulan

5-basamakli 6l¢egi kullanarak yapiniz. Goriisiinlizli yansitan rakami daire i¢ine

aliniz. Eger listelenen kullanim alani1 size hi¢ mantikli gelmiyorsa liitfen 6l¢egin

sagidaki “Mantikli bir kullanim alan1 degil (M.D.)” kutucugu isaretleyiniz.

1 2 3 4 5
Hig 6zgiin Cok az 6zgiin | Orta derecede Oldukga Son derece
degil Ozgiin 0zglin 6zgilin

Mantikl bir
kullanim alam
degil (M.D.)
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APPENDIX D (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullanim alan
o . N N degil (M.D.)
degil 6zgilin Ozglin 6zgilin

FULAR OBJESININ KULLANIM ALANLARI:

1.Arabada giines gelen cami1 drtmek i¢in kullanmak 1{2(3[{4|5] |M.D.
2. Ayakkabi bagcigi olarak kullanmak 1{2(3[{4|5] |M.D.
3. Bas agrisin1 durdurmak i¢in kafaya, alina, basa dolamak 11213(4|5| [M.D.
4. Bagortiisii olarak kullanmak (tiirban, dini sembol) 1{2(3[{4|5] |M.D.
5. Bebek sallamak, bebek kundagi olarak kullanmak 1{2({3[{4|5] |M.D.
6. Besigin tizerine orterek bebege 151k gelmesini engellemek 11213]4(5( [M.D.
7. Bikini iistiine giymek i¢in kullanmak (pareo) 11213]4(5( [M.D.
S,;?)lr seyleri birbirine tutturmak i¢in baglama elemani olarak kullanmak (ip 1l213lals| [MD.
9. Bir seyleri siizmek icin kullanmak(siizgec) 11213(4|5| [M.D.
ll(gitljlir gi}i/ilsirl\rllbl.l)zerme ortmek icin kullanmak (Masa, sehpa, televizyon, 1l213lals] [MD.
;;I.Ifnl]rall);rme ekleyip ucuna da sepet baglayarak balkondan asagi sepet 11213l4l5! [MD
12. Boru tikamak 1{2(3[{4|5] |M.D.
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APPENDIX D (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullanim alani
<. - I - degil (M.D.)
degil Ozgilin 0zglin 6zgilin
FULAR OBJESININ KULLANIM ALANLARI:
13. Boyun ve kiyafet aksesuar1 olarak kullanmak 1{2{3|4|5] |[M.D
14. Camasir ipi olarak kullanmak, ucunu bir yere baglayip {istiine bir seyler 1l2131al5! |mD
asmak
15. Canta, ganta siisii veya ¢anta askisi olarak kullanmak 11213(4]|5| [M.D.
16. Cocuklar i¢in yapilan kii¢iik ¢adirlarin {istiine 6rtmek 11213(4]|5| [M.D.
17. Dans arac1 olarak kullanmak, bele ya da kalcaya baglayip dans etmek 1{2(3]|4]|5] |M.D.
18. Dekolte 6rtmek 11213]14(5( [M.D.
19. Dekorasyon malzemesi olarak kullanmak, ev aksesuari vb. yapiminda
112(3]|4|5]| |M.D.
yardimc1 malzeme olarak kullanmak
20.Direk kiyafet haline getirmek, bluz, yelek, elbise, panco, etek gibi 1{2(3]|4]|5] |M.D.
21. Goz band: olarak kullanmak 11213]14(5( [M.D.
22. Giinesten korunmak i¢in basa takmak 11213(4]|5| [M.D.
23. Haberlesmek i¢in sallamak, bayrak olarak kullanmak 11213(4]|5| [M.D.
24. Halay mendili olarak kullanmak 11213]14(5( [M.D.
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APPENDIX D (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukca Son derece kullanim alant
<. N - - degil (M.D.)
degil 6zgilin Ozglin 6zgilin
FULAR OBJESININ KULLANIM ALANLARI:
25. Havlu olarak kullanmak 11213]4|5]| [M.D.
26. I¢inde bir sey tasimak (Poset, torba, bohga, ¢ikin vb.) 11213(4|5| [M.D.
27. 1ki kisiyi kelepcelemek, birbirine baglamak i¢in kullanmak 1{2(3[{4]|5] |M.D.
28. Kamuflaj malzemesi olarak kullanmak, kimligin belli olmamasi igin
N o 112(3]|4(5]| |M.D.
yiize sarmak (eylem vb. gibi durumlarda)
29. Kapanmayan dolap kapaklarmin kollarin1 birbirine baglayarak
. s 112(3]|4(5]| |M.D.
acilmalarin1 6nlemek i¢in kullanmak
30. Kemer olarak kullanmak 112(3]|4(5]| |M.D.
31. Kendini veya bagka birini bogmak (cinayet veya intihar araci) 1({2(3 5| [M.D.
32. Kiurik-¢ikik sarmak, incinme, burkulma durumlarinda sabitleme amagh 11213l4l5! [mD.
kullanmak
33. Lambalarin {izerine koyarak 15181 degistirmek i¢in kullanmak 1{2(3[{4]|5] |M.D.
34. Mendil olarak kullanmak 112(3]|4(5]| |M.D.
35. Oyun aract olarak kullanmak (kérebe oyununda gozii baglamak,
- 11213]4(5( [M.D.
oyunlarda el ya da ayak baglamak)
36. Perde yapmak 1{2(3(4 M.D.
37. Perdelerin uglarini duvara sabitlemek i¢in kullanmak 1{2{3|4]|5] |[M.D
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APPENDIX D (Continued)

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullanim alani
" - - - degil (M.D.)
degil Ozgilin 0zglin 6zgilin
FULAR OBJESININ KULLANIM ALANLARI:
38. Sembol olarak kullanmak, taninmak i¢in ayni renk ve desende 11213l4]5! [mMD
kullanmak, sporda taraftarlik gostergesi olarak T
39. Soguktan veya riizgardan korunmak ve 1sinmak i¢in boyna takmak (sal,
11213]4(5( [M.D.
atki, buff, omuz sal1 vb.)
40. Taki yapmak (bileklik, kolye, kolye zinciri, saat kordonu vb.) 1{2(3]|4]|5] |M.D.
41. Tas atmak i¢in arag (tasi ortaya koyup atmak) 1{2(3]4|5]| |M.D.
42. Temizlik bezi olarak kullanmak (su dokiildiigii zaman silmek vb. i¢in) [1[2|3[4[5| | M.D.
43. Toka olarak ve/veya sac1 toplamak i¢in kullanmak (sa¢ bandi, bandana 11213l4l5! [mD.
vb. olarak)
44. Toz, gaz vb. gibi seylerden korunmak i¢in agza ve buruna dolamak 1{2(3]|4]|5]| |M.D.
45. Tutacak olarak kullanmak (Sicak bir esyay1 tutmak i¢in arag vb.) 1{2(3]4|5]| |M.D.
46. Usiimesini engellemek icin bele sarmak 11213(4]|5| [M.D.
47. Utii bezi olarak kullanmak 1{2(3]4|5| |M.D.
48. Yagmur hafif atistirirken, ya da hava riizgarliyken fonlii sagt korumak |12 (3[4 (5| | M.D.
49. Yara olan ya da kanayan yerleri sarmak, baskilamak igin sarg1 bezi,
. L) 11213]4(5( [M.D
bandaj vb. gibi kullanmak
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APPENDIX D (Continued)

Obje i¢in sunulan kullanim alanlarinin “6zgiin” liikk derecelendirmesini yaparken
hangi kriterleri kullandiniz? Diger bir deyisle, size gore, bir kullanim alanini 6zgiin
yapan nedir?

Calismaya olan katkinizdan dolayi tesekkiir ederiz.
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APPENDIX E: Novelty Weights of Different Uses for Plastic Bag And Scarf

NAYLON POSET KULANIM ALANLARI VE BU KULLANIM ALANLARININ

OZGUNLUK CARPANLARI
Balon yapmak 3.0
Bir seyleri ambalajlamak, paketlemek, kaplamak (defter, kitap, kumanda, mobilya 20
kaplamak gibi) i¢in kullanmak '
Bir seyleri birbirine baglamak igin ip yerine kullanmak 2.0

Bir seyleri organize etmek icin kullanmak (6rnegin; bir valizi diizenli bir sekilde
yerlestirmek, poset icine ayakkabi koyup valize koyarak giysilerin temiz kalmasin 2.0
saglamak icin vb.)

Borulan sikistirmak i¢in kullanmak 3.0
Cam yerine kullanmak, gecekondu penceresi yapmak vb. 3.0
Ceset torbasi olarak kullanmak 3.0
Cadir yapmak igin malzeme olarak kullanmak 3.0

Cop poseti, ¢op torbasi olarak kullanmak, ekmek dilimlerken kirintilarin sagilmamasi i¢in 20
poset icinde kesmek )

Dekorasyon ve resim malzemesi olarak kullanmak (Bir lambanin etrafi sarilarak avize
yapmak, kesip kagida yapistirarak yeni dokular yaratmak, poseti kiristirip boyaya 4.0
batirarak baski yapmak icin kullanmak vb.)

Delik ag1p i¢ine krema doldurarak pastanin tizerini siislemek 4.0
Delikleri tikamak 2.5
Depolama araci olarak kullanmak, bir seyleri saklamak, muhafaza etmek, korumak, bir 10

arada tutmak vb. igin kullanmak

Eldiven, aract malzeme olarak kullanmak, ele degmesi istenmeyen seyleri almak igin ele 3.0
gecirmek, parmak izi gegmemesi igin cinayet aletini tutmak vb. '

Esyalarin tozlanmasini dnlemek amaciyla tizerlerini 6rtmek 2.0
Fidanlar1 tasimak 2.0
Goriinmesini istemedigimiz bir seyi saklamak 2.0
Igine bakliyat koymak 1.0
Icine bitki (fasulye vb.) ekmek, cigek dikmek vb. 3.0
I¢ine su doldurup buz kalib1 olarak kullanmak (buz akiisii) 3.0
Iskence, cinayet, intihar, suikast amacli kullanmak 3.0
Kisa siireli akvaryum olarak kullanmak (Balik, kurbaga vb. hayvanlar igin) 3.0
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APPENDIX E (Continued)

Kiyafet tasariminda kullanmak (giysi, elbise) 4.0
Kizak, kaydirak olarak kullanmak (karli zemin tizerinde yokus asag1 kaymak i¢in 40
kullanmak vb.) '
Kirli sepeti olarak kullanmak, icinde kirli esyalar1 biriktirmek 2.0
Kisisel bakim aract olarak kullanmak (nemi hapsetmek i¢in maske yapmak vb.) 3.0
Koruyucu malzeme olarak kullanmak (Yagmurluk, bone, dus bonesi, sapka, semsiye
olarak kullanmak, sa¢ boyanirken boyanin bulasmamasi i¢in kullanmak, su geciren 30
ayakkabinin lizerine gecirmek, camurlu giinlerde pantolon leke olmasin diye bacaklara ‘
sarmak vb.)
Kumbara olarak kullanmak (igerisinde para biriktirmek) 3.0
Kiigiik tanecikli esyalar1 koymak i¢in kap olarak kullanmak 2.0
Otobiis gibi ara¢ tutmalarina karsi tedarik olmasi i¢in kullanmak 2.0
Ortii olarak kullanmak (Sofrabezi, masadrtiisii, yer ortiisii, koltuk koruma ortiisii, haliya

oo L . 2.0
alt1 pis bir sey koyulmasi gerektiginde poset serip iistiine koymak vb.)
Riizgar kuvvetini 6lgmek i¢in kullanmak 4.0
Seralarda bitkileri korumak i¢in kullanmak (sera strech) 3.0
Saka, eglence araci olarak kullanmak (Sisirip patlatmak, oyunlarda kullanmak, i¢ine su 30
doldurup yiiksekten atarak insanlar1 korkutmak vb.) '
Tasima araci olarak kullanmak (Bavul, valiz, ¢anta, torba, pazar poseti vb. gibi) 1.0
Temizlik ve hijyen i¢cin ayaga giymek (galos vb.) 2.5
Tiner gekme araci olarak kullanmak 2.0
Ucuna ip baglayip camdan sallayarak sepet yerine kullanmak 3.0
Ugurtma malzemesi olarak kullanmak 3.0
Yalitim ve dolgu malzemesi olarak kullanmak, 1s1/su izolasyonunu saglamak 3.0
Yere koyup tizerine oturmak 2.0
Yikama kabi olarak kullanmak, igerisinde bir seyler yikamak (meyve vb.) 3.0
Yiyecek saklama kab1 olarak kullanmak (buzdolab1 poseti), kalan yemeklerin tizerini

.. 2.0

kapatmak i¢in kapak olarak kullanmak
Zayiflama araci olarak kullanmak (viicuda sarip kosuya ¢ikmak vb.) 4.0
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APPENDIX E (Continued)

FULAR KULLANIM ALANLARI VE BU KULLANIM ALANLARININ

OZGUNLUK CARPANLARI

Arabada giines gelen cami 6rtmek i¢in kullanmak 3.0
Basg agrisin1 durdurmak i¢in kafaya, alina, basa dolamak 3.0
Basortiisii olarak kullanmak, tiirban, dini sembol 2.0
Bebek sallamak, bebek kundagi olarak kullanmak 3.0
Besigin iizerini orterek bebege 151k gelmesini engellemek i¢in 3.0
Bikini iistiine giymek i¢in kullanmak (pareo) 3.0
Bir seyleri birbirine tutturmak i¢in baglama elemani olarak kullanmak (ip gibi) 3.0
Bir seyleri siizmek i¢in kullanilir (siizgec) 4.0
Bir seylerin lizerini 6rtmek i¢in kullanmak (Masa, sehpa, televizyon, koltuk ortiisii vb.) 2.0
Birbirine ekleyip ucuna da sepet baglayarak balkondan agagi sepet sallamak 35
Boyun ve kiyafet aksesuari olarak kullanmak 1.0
Canta, canta siisii veya ¢anta askisi olarak kullanmak 3.0
Cocuklar i¢in yapilan kii¢iik ¢adirlarin istiine 6rtmek 3.0
Dans araci olarak kullanmak, bele ya da kalgaya baglayip dans etmek 2.0
Dekolte 6rtmek 2.0
Dekorasyon malzemesi olarak kullanmak, ev aksesuar1 vb. yapiminda yardimer malzeme 30
olarak kullanmak

Direk kiyafet haline getirmek, bluz, yelek, elbise, pango, etek gibi 4.0
Go6z band: olarak kullanmak 3.0
Giinesten korunmak i¢in baga takmak 2.0
Haberlesmek igin sallamak, bayrak olarak kullanmak 3.0
Halay mendili olarak kullanmak 3.0
Icinde bir sey tasimak (Poset, torba, bohga, ¢ikin vb.) 3.0
Iki kisiyi kelepgelemek, birbirine baglamak igin kullanmak 3.0
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APPENDIX E (Continued)

Kamuflaj malzemesi olarak kullanmak, kimligin belli olmamasi i¢in yiize sarmak (eylem

vb. gibi durumlarda) 3.0
Kapanmayan dolap kapaklarinin kollarini birbirine baglayarak a¢ilmalarini 6nlemek i¢in 30
kullanmak '

Kemer olarak kullanmak 3.0
Kendini ya da bagka birini bogmak (Cinayet veya intihar aract) 3.0
Kirik-¢ikik sarmak, asmak, incinme, burkulma durumlarinda sabitleme amagli kullanmak | 3.0
Lambalarin iizerine koyarak 15181 degistirmek i¢in kullanmak 4.0
Mendil olarak kullanmak 2.0
Oyun araci olarak kullanmak (korebe oyununda gozii baglamak, oyunlarda el ya da ayak 30
baglamak) ‘

Perde yapmak 3.0
Perdelerin uglarin1 duvara sabitlemek i¢in kullanmak 4.0
Sembol olarak kullanmak, taninmak i¢in aynmi renk ve desende kullanmak, sporda 30
taraftarlik gostergesi olarak '

Soguktan veya riizgardan korunmak ve 1sinmak i¢in boyna takmak (sal, atki, buff, omuz 20
sal1 vb.) ’

Tak1 yapmak (bileklik, kolye, kolye zinciri, saat kordonu vb.) 3.0
Temizlik bezi olarak kullanmak (su dokiildiigii zaman silmek vb. i¢in) 2.0
Toka olarak ve/veya sag1 toplamak i¢in kullanmak (sa¢ bandi, bandana vb. olarak) 3.0
Toz, gaz vb. gibi seylerden korunmak igin agza ve buruna dolamak 3.0
Tutacak olarak kullanmak (Sicak bir egyay1 tutmak i¢in arag vb.) 3.0
Usiimesini engellemek i¢in bele sarmak 3.0
Utii bezi olarak kullanmak 3.0
Yagmur hafif atistirirken, ya da hava riizgarliyken fonlii sag1 korumak 3.0
Yara olan ya da kanayan yerleri sarmak, baskilamak i¢in sargi bezi, bandaj vb. gibi 30

kullanmak
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APPENDIX F: Content Analysis Results about the Definition of Novelty

1. Alisilmisin disinda bir kullanim olmast

Objenin esas/akla ilk gelen kullaniminin disinda bir segenek olmasi
Yaygin bir kullanim sekli olmamasi

Objenin kullanim alanini genisleten bir fikir olmasi

Uretim amacinin disinda kullanilmasi ama hala ise yartyor olmasi
Acil zamanlarda baska objenin yerine kullanilabilmesi
Imkan/malzeme eksikligi sebebiyle ortaya ¢ikmus bir fikir olmasi

2. Yaratict olmasi

Yeni bir fikir gibi gériinmesi

Akla kolay gelmeyecek bir kullanim olmasi
Zekice oldugunu diisiindiirmesi

Sasirtici olmasi

3. Mantikl1 olmasi

Uygulanabilir olmasi

Islevsel, ise yarar olmasi

O sekilde kullanilmasini géziinde canlandirabilme

Malzeme 6zelliklerine (saydamlik, gecirgenlik vb.) uygun olarak kullanilmasi

4. O sekilde kullanimin faydali olmasi

5. Pratik ¢6zlim sunmasi
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APPENDIX G: Pre Study 3 Informed Consent Form

Bu calisma, Orta Dogu Teknik Universitesi Psikoloji Boliimii dgretim
iiyelerinden Prof. Dr. Canan Siimer damgmanlhgimda Endiistri/ Orgiit Psikolojisi
yiiksek lisans programi dgrencisi Umran Yiice Selvi tarafindan yiiriitiilen bir yiiksek
lisans tezi calismasidir. Bu c¢alismada sizden beklenen birazdan verilecek olan
resimleri  basar1 olgusunu c¢agristirmasi  agisindan  degerlendirmeniz  ve

puanlamanizdir. Calisma toplamda on dakikanizi alacaktir.

Calismaya katilim tamamiyla goniillillik esasima dayanmaktadir. Elde
edilecek bilgiler sadece bilimsel amaglarla kullanilacaktir. Kimliginiz ve onerileriniz
kesinlikle gizli tutulacak ve sadece aragtirmacilar tarafindan degerlendirilecektir.
Calismada herhangi bir sekilde kisisel rahatsizlik verecek bir durum
bulunmayacaktir. Ancak, katilim sirasinda herhangi bir nedenden &tiirii kendinizi

rahatsiz hissederseniz ¢aligmaya katiliminiz1 yarida birakabilirsiniz.

Anket sonunda, bu c¢alismayla ilgili sorularimiz ayrintili bir sekilde
cevaplanacaktir. Bu c¢aligmaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma
hakkinda daha fazla bilgi almak icin Psikoloji Boliimii 6gretim iiyelerinden Prof. Dr.

Canan Siimer (E-posta: hcanan@metu.edu.tr) ya da Arastirma Goérevlisi Umran

Yiice (E-posta: umrannyuce@gmail.com) ile iletisim kurabilirsiniz.

Bu calismaya tamamen goniillii olarak katiltyyorum ve istedigim zaman
yarida kesip c¢ikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amach

yayimlarda kullanilmasini kabul ediyorum.

Isim Soyad Tarih Imza
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APPENDIX H: Pre Study 3 Debrifing Form

Bu calisma daha 6nce de belirtildigi gibi ODTU Psikoloji Boliimii dgretim
iiyelerinden Prof. Dr. Canan Siimer danismanliginda Endiistri/Orgiit Psikolojisi
yiiksek lisans 6grencisi Umran Yiice tarafindan yiiriitiilen bir yiiksek lisans tezi on

calismasidir.

Bu caligmada sizden verilen resimlerin basariyr ne kadar c¢agristirdigini
puanlamaniz istenmistir. Bu sayede her bir resmin basari ile iliskisinin ortalama
degeri bulunacak ve en yiiksek ortalamaya sahip resimler tez c¢aligmasinda
kullanilacaktir. Tez ¢alismasinin amagclarindan biri kisilerde basart motivasyonunu

arttiran resimlerin, onlarin gérev performanslarini arttirmadaki roliinli saptamaktir.

Tez caligmanin ayrintili amaci ise performansa bagli geri bildirimin ve
bilin¢li ve gizil hedef koymanin performans iizerindeki etkisini gostermektir. Bu
calismada gizil hedef koyma deney odasinin duvarlarina asilan, basariy1 ¢agristiran
resimlerle yapilmaya calisiimistir. Bu sayede deney grubundaki katilimcilarin
farkinda olmadan bu resimlerin etkisinde kalacaklar1 ve basar1 motivasyonlarinin
artacagl dolayisiyla daha iyi performans sergileyecekleri diigiiniilmiistiir. Kontrol
grubundaki katilimcilar i¢in hazirlanan odanin duvarlarinda ise basari duygusu ile
ilgisi olmayan resimler secilmistir. Kontrol grubunun deneye katildigi odada
bulunana resimlerin katilimcilarin performansi lizerinde olumlu ya da olumsuz etkisi

beklenmemektedir.

Elde edilen bilgiler sadece bilimsel arastirma ve yazilarda kullanilacaktir.
Calismanin sonuglarini 6grenmek ya da bu aragtirma hakkinda daha fazla bilgi almak
icin asagidaki isimlere bagvurabilirsiniz. Bu arastirmaya katildiginiz icin tekrar ¢ok

tesekkiir ederiz.

Prof. Dr. Canan Stimer (E-posta: hcanan@metu.edu.tr)

Arastirma Gorevlisi Umran Yiice (E-posta: umrannyuce@gmail.com)
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APPENDIX I: Selected Prime Photos

(Copyrigt was taken from www.123rf.com, http://www.123rf.com/photo_12289442_happy-group-of-
students-with-arms-up-at-their-graduation.html)

(Copyright was taken from www.istock.com, http://www.istockphoto.com/photo/winner-10290304)
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APPENDIX J: Landscape Photos by Tahir Uzun

(Copyright was taken from Photographer Tahir Uzun)
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APPENDIX K: THE ANSWER SHEETS FOR PLASTIC BAG AND SCARF

NAYLON POSET KULLANIM ALANLARI
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APPENDIX K (Continued)

FULAR KULLANIM ALANLARI
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APPENDIX L: Performance Evaluation Form for Plastic Bag

NAYLON POSET KULANIM ALANLARI Degerlendiren:

Balon yapmak 3.0
Bir seyleri ambalajlamak, paketlemek, kaplamak (defter, kitap, kumanda, mobilya

e 2.0
kaplamak gibi) i¢in kullanmak
Bir seyleri birbirine baglamak i¢in ip yerine kullanmak 2.0
Bir seyleri organize etmek icin kullanmak (6rnegin; bir valizi diizenli bir sekilde
yerlestirmek, poset icine ayakkabi koyup valize koyarak giysilerin temiz kalmasin 2.0
saglamak icin vb.)
Borular sikistirmak i¢in kullanmak 3.0
Cam yerine kullanmak, gecekondu penceresi yapmak vb. 3.0
Ceset torbasi olarak kullanmak 3.0
Cadir yapmak i¢in malzeme olarak kullanmak 3.0
Cop poseti, ¢op torbasi olarak kullanmak, ekmek dilimlerken kirintilarin sagilmamasi igin 20
poset icinde kesmek '
Dekorasyon ve resim malzemesi olarak kullanmak (Bir lambanin etrafi sarilarak avize
yapmak, kesip kagida yapistirarak yeni dokular yaratmak, poseti kiristirip boyaya 4.0
batirarak baski yapmak i¢in kullanmak vb.)
Delik acip icine krema doldurarak pastanin iizerini siislemek 4.0
Delikleri tikamak 25
Depolama araci olarak kullanmak, bir seyleri saklamak, muhafaza etmek, korumak, bir

. 1.0

arada tutmak vb. i¢in kullanmak
Eldiven, aract malzeme olarak kullanmak, ele degmesi istenmeyen seyleri almak igin ele 30
gecirmek, parmak izi gegmemesi i¢in cinayet aletini tutmak vb. '
Esyalarin tozlanmasin1 6nlemek amaciyla iizerlerini rtmek 2.0
Fidanlar1 tagimak 2.0
Goriinmesini istemedigimiz bir seyi saklamak 2.0
Icine bakliyat koymak 1.0
Icine bitki (fasulye vb.) ekmek, cicek dikmek vb. 3.0
Icine su doldurup buz kalib1 olarak kullanmak (buz akiisii) 3.0
Iskence, cinayet, intihar, suikast amacli kullanmak 3.0
Kisa siireli akvaryum olarak kullanmak (Balik, kurbaga vb. hayvanlar i¢in) 3.0
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APPENDIX L (Continued)

Kiyafet tasariminda kullanmak (giysi, elbise) 4.0
Kizak, kaydirak olarak kullanmak (karli zemin iizerinde yokus asag1 kaymak i¢in 40
kullanmak vb.) '
Kirli sepeti olarak kullanmak, i¢inde kirli esyalar1 biriktirmek 2.0
Kisisel bakim arac1 olarak kullanmak (nemi hapsetmek i¢in maske yapmak vb.) 3.0
Koruyucu malzeme olarak kullanmak (Yagmurluk, bone, dus bonesi, sapka, semsiye
olarak kullanmak, sa¢ boyanirken boyanin bulasmamasi i¢in kullanmak, su geciren
. . . . 3.0

ayakkabinin lizerine gecirmek, camurlu giinlerde pantolon leke olmasin diye bacaklara
sarmak vb.)
Kumbara olarak kullanmak (igerisinde para biriktirmek) 3.0
Kiigiik tanecikli esyalar1 koymak i¢in kap olarak kullanmak 2.0
Otobiis gibi ara¢ tutmalarina karsi tedarik olmasi i¢in kullanmak 2.0
Ortii olarak kullanmak (Sofrabezi, masaértiisii, yer ortiisii, koltuk koruma ortiisii, haliya 20
alt1 pis bir sey koyulmasi gerektiginde poset serip iistiine koymak vb.) '
Riizgar kuvvetini 6lgmek i¢in kullanmak 4.0
Seralarda bitkileri korumak i¢in kullanmak (sera strech) 3.0
Saka, eglence araci olarak kullanmak (Sisirip patlatmak, oyunlarda kullanmak, igine su 30
doldurup yiiksekten atarak insanlar1 korkutmak vb.) '
Tagima araci olarak kullanmak (Bavul, valiz, ¢anta, torba, pazar poseti vb. gibi) 1.0
Temizlik ve hijyen i¢in ayaga giymek (galos vb.) 2.5
Tiner gekme araci olarak kullanmak 2.0
Ucuna ip baglayip camdan sallayarak sepet yerine kullanmak 3.0
Ugurtma malzemesi olarak kullanmak 3.0
Yalitim ve dolgu malzemesi olarak kullanmak, 1s1/su izolasyonunu saglamak 3.0
Yere koyup ilizerine oturmak 2.0
Yikama kabi olarak kullanmak, igerisinde bir seyler yikamak (meyve vb.) 3.0
Yiyecek saklama kab1 olarak kullanmak (buzdolab1 poseti), kalan yemeklerin tizerini

.. 2.0
kapatmak i¢in kapak olarak kullanmak
Zayiflama araci olarak kullanmak (viicuda sarip kosuya ¢ikmak vb.) 4.0
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APPENDIX L (Continued)

Naylon Poset icin Listede Yer Almayan Kullamim Alanlar::

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukca Son derece kullanim alan
3 o e o degil (M.D.)
degil 6zgiin 0zgiin Ozgiin
0
Toplam Ozgiinliik Puam:

Performans Kategorisi:

ORTALAMANIN ORTALAMA ORTALAMANIN
ALTI CiVARI USTU

ORTALAMANIN
DAHA DA USTU

N R A

[0- 11] [12 - 16] [17 - 21] [22+
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APPENDIX M: Performance Evaluation Form for Scarf

FULAR KULLANIM ALANLARI Degerlendiren:

Arabada giines gelen cami 6rtmek i¢in kullanmak 3.0
Bas agrisin1 durdurmak icin kafaya, alina, basa dolamak 3.0
Basortiisii olarak kullanmak, tiirban, dini sembol 2.0
Bebek sallamak, bebek kundagi olarak kullanmak 3.0
Besigin iizerini orterek bebege 151k gelmesini engellemek i¢in 3.0
Bikini iistiine giymek i¢in kullanmak (pareo) 3.0
Bir seyleri birbirine tutturmak i¢in baglama elemani olarak kullanmak (ip gibi) 3.0
Bir seyleri siizmek i¢in kullanilir (siizgeg) 4.0
Bir seylerin lizerini 6rtmek i¢in kullanmak (Masa, sehpa, televizyon, koltuk ortiisii vb.) 2.0
Birbirine ekleyip ucuna da sepet baglayarak balkondan agagi sepet sallamak 35
Boyun ve kiyafet aksesuari olarak kullanmak 1.0
Canta, canta siisii veya ¢anta askisi olarak kullanmak 3.0
Cocuklar i¢in yapilan kiiglik ¢adirlarin listiine 6rtmek 3.0
Dans arac1 olarak kullanmak, bele ya da kal¢aya baglayip dans etmek 2.0
Dekolte 6rtmek 2.0
Dekorasyon malzemesi olarak kullanmak, ev aksesuari vb. yapiminda yardimec1 malzeme 30
olarak kullanmak

Direk kiyafet haline getirmek, bluz, yelek, elbise, pango, etek gibi 4.0
Go6z band: olarak kullanmak 3.0
Giinesten korunmak i¢in baga takmak 2.0
Haberlesmek i¢in sallamak, bayrak olarak kullanmak 3.0
Halay mendili olarak kullanmak 3.0
Icinde bir sey tasimak (Poset, torba, bohga, ¢ikin vb.) 3.0
Iki kisiyi kelepgelemek, birbirine baglamak igin kullanmak 3.0
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APPENDIX M (Continued)

Kamuflaj malzemesi olarak kullanmak, kimligin belli olmamasi igin ylize sarmak (eylem

vb. gibi durumlarda) 3.0
Kapanmayan dolap kapaklarinin kollarini birbirine baglayarak agilmalarini 6nlemek i¢in 30
kullanmak '

Kemer olarak kullanmak 3.0
Kendini ya da bagka birini bogmak (Cinayet veya intihar aract) 3.0
Kirik-¢ikik sarmak, asmak, incinme, burkulma durumlarinda sabitleme amagli kullanmak | 3.0
Lambalarin iizerine koyarak 15181 degistirmek i¢in kullanmak 4.0
Mendil olarak kullanmak 2.0
Oyun araci olarak kullanmak (korebe oyununda gozii baglamak, oyunlarda el ya da ayak 30
baglamak) ‘

Perde yapmak 3.0
Perdelerin uglarini duvara sabitlemek i¢in kullanmak 4.0
Sembol olarak kullanmak, taninmak i¢in ayni renk ve desende kullanmak, sporda 30
taraftarlik gostergesi olarak '

Soguktan veya riizgardan korunmak ve 1sinmak i¢in boyna takmak (sal, atki, buff, omuz 20
sal1 vb.) ‘

Tak1 yapmak (bileklik, kolye, kolye zinciri, saat kordonu vb.) 3.0
Temizlik bezi olarak kullanmak (su dokiildiigii zaman silmek vb. i¢in) 2.0
Toka olarak ve/veya sag1 toplamak i¢in kullanmak (sa¢ bandi, bandana vb. olarak) 3.0
Toz, gaz vb. gibi seylerden korunmak igin agza ve buruna dolamak 3.0
Tutacak olarak kullanmak (Sicak bir esyay1 tutmak i¢in arag vb.) 3.0
Usiimesini engellemek i¢in bele sarmak 3.0
Utii bezi olarak kullanmak 3.0
Yagmur hafif atistirirken, ya da hava riizgarliyken fonlii sag1 korumak 3.0
Yara olan ya da kanayan yerleri sarmak, baskilamak i¢in sargi bezi, bandaj vb. gibi 30

kullanmak
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APPENDIX M (Continued)

Fular icin Listede Yer Almayan Kullanim Alanlar:

1 2 3 4 5 Mantikli bir
Hig 6zgiin | Cok az 6zgiin | Orta derecede Oldukga Son derece kullanim alani
3 o e o degil (M.D.)
degil 6zgiin 0zgiin Ozgiin
0
Toplam Ozgiinliik Puam:

Performans Kategorisi:

ORTALAMANIN ORTALAMA ORTALAMANIN
ALTI CiVARI USTU

ORTALAMANIN
DAHA DA USTU

S " Y

[0-12.5] [13 - 19] [20 - 25] [26 +
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APPENDIX N: Big Five Inventory (BFI)

RUMUZ: _

Liitfen ilk iki karaktere memleketinizin plaka kodunu, tiglincii ve dordiincii karakterlere
adimizin son iki harfini; besinci ve altinci karakterlere soyadinizin son iki harfini yazimz.Ornek: izmir
(35) dogumlu, Sevil Yiiksel igin 6 karakterli RUMUZ: 35iLEL’dir.

Asagida sizi kismen tanimlayan (ya da pek tanimlayamayan) bir takim 6zellikler sunulmaktadir.
Ornegin, baskalar1 ile zaman gecirmekten hoslanan birisi oldugunuzu diisiiniiyor musunuz? Liitfen
asagida verilen 6zelliklerin sizi ne oranda yansittigini ya da yansitmadigin belirtmek i¢in sizi en iyi
tanimlayan rakami her bir 6zelligin yanina yaziniz.

1 = Hig¢ katilmryorum

2 = Biraz katilmiyorum

3 = Ne katiliyorum ne de katilmiyorum (kararsizim)
4 = Biraz katiliyorum

5 = Tamamen katiliyorum

1. Konuskan ___ 23. Tembel olma egiliminde olan
2. Bagkalarinda hata arayan ____ 24. Duygusal olarak dengeli, kolayca keyfi

kagmayan

_ 3.Isini tam yapan ___ 25.Kesfeden, icat eden

__ 4. Bunalimli, melankolik __ 26. Atilgan bir kisilige sahip

__ 5. Orijinal, yeni gorisler ortaya koyan __27.Soguk ve mesafeli olabilen

6. Ketum/vakur __ 28. Gorevi tamamlanincaya kadar sebat
edebilen

7. Yardimsever ve ¢ikarci olmayan __29. Dakikas1 dakikasina uymayan

____ 8.Biraz umursamaz _30. Sanata ve estetik degerlere 6nem veren

9. Rahat, stresle kolay bas eden __31. Bazen utangag, ¢ekingen olan

_10. Cok degisik konular1 merak eden __ 32. Hemen hemen herkese kars1 saygili ve
nazik olan

___ 11.Enerjidolu __ 33.1sleri verimli yapan

__12. Bagkalanyla siirekli didisen __ 34. Gergin ortamlarda sakin kalabilen

13, Giivenilir bir ¢aligan _35.Rutin isleri yapmay1 tercih eden

14, Gergin olabilen ___ 36. Sosyal, girisken

____15. Mabharetli, derin diisiinen ____ 37. Bazen bagkalarina kaba davranabilen

____16. Heyecan yaratabilen __ 38. Planlar yapan ve bunlar1 takip eden

__17. Affedici bir yapiya sahip __ 39. Kolayca sinirlenen

_18. Dagmik olma egiliminde __40. Diislinmeyi seven, fikirler
gelistirebilen

__19. Cok endiselenen __ 41. Sanata ilgisi ¢ok az olan

___20. Hayal giicii ytiksek ___ 42, Bagkalaniyla igbirligi yapmay1 seven

_ 21. Sessiz bir yapida __ 43.Kolaylikla dikkati dagilan

___ 22. Genellikle bagkalarina giivenen 44 Sanat, miizik ve edebiyatta ¢ok bilgili

Liitfen kontrol ediniz: Biitiin ifadelerin 6niine bir rakam yazdiniz mi?
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APPENDIX O: The Need for Achievement Measure

RUMUZ: _

Liitfen ilk iki karaktere memleketinizin plaka kodunu, ti¢lincii ve dérdiincii karakterlere
admizin son iki harfini; besinci ve altinci karakterlere soyadinizin son iki harfini yaziniz. Ornek: izmir
(35) dogumlu, Sevil Yiiksel icin 6 karakterli RUMUZ: 35ILEL’dir.

Asagida kisilerin yaptiklari ise ve ¢evrelerine kargt tutum ve diisiincelerini ifade eden
gorisler yer almaktadir. Her bir maddede ifade edilen goriise ne oranda katildiginizi kendi
yasaminizda diisiindiikten sonra 5 Aralikli 6l¢ek {izerinde uygun rakamu tiklayarak belirtiniz.

1 2 3 4 5
Ne Katiliyorum,
Kesinlikle Katilmiyorum | Ne Katilmiyorum Katiliyorum Kesinlikle
Katilmiyorum Katiliyorum

1. |isim s6z konusu oldugunda miikemmeliyetgiyimdir.

2. | Birisi en iyi sekilde yapmanin yollarini ararim.

3. | Bir ise baslamadan dnce plan yaparim.

4. | Genellikle yaptigim plani takip ederim.

Basladigim bir isi iyi sekilde bitirememek beni mutsuz
eder.

6. | Miilkemmeliyetcilik en belirgin 6zelliklerimden biridir.

Bir isi gergekten iyi yapmis olmaktan aldigim tatmini

ee| e | e|e|e |6 |ele|e|e|e
POIO| O | OO0 0|00 |O|®
IO | 0|0 |0 |0 |00
6|6 | 6|66 |6 |6e(6|e|®
0|0 | 0|0 |0 |0|90/o|o|e|©

7 hayatta hicbir seyden almam.
8 Bir isin planladigim sekilde gergeklesmemesi beni
" | rahatsiz eder.
Planli programli hareket etmek yerine kendimi olaylarin
9. . .
akigina birakmay1 tercih ederim.
10 Basarili oldugum zaman yasadigim sevincin yerini hig
" | bir sey tutmaz.
Yaptigim isin i¢gime sinmesi, degerlendirme sonucu
11. " o
kadar 6nemlidir.
12 Ne kadar yorucu da olsa kendi emegimle elde ettigim bir

bagar1y1 sansa bagli basariya tercih ederim.
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APPENDIX P: Main Study Informed Consent Form

Bu caligma, Orta Dogu Teknik Universitesi Psikoloji Béliimii &gretim
iiyelerinden Prof. Dr. Canan Siimer damgmanlhgimda Endiistri/ Orgiit Psikolojisi
yiiksek lisans programi dgrencisi Umran Yiice Selvi tarafindan yiiriitiilen bir yiiksek
lisans tezi caligmasidir. Caligmanin amaci, iki farkli objenin yaratic1 kullanim

alanlarini bulmaktir.

Bu c¢alismada iki adet obje yer almaktadir. Sizden istenen bu objelerin
olabildigince ¢ok sayida ve yaratici kullanim alanlarini diislinmeniz ve yazmanizdir.
Size her bir objeyi degerlendirmeniz i¢in ii¢ dakika verilecektir. Calisma toplamda
15 dakikanizi alacaktir. Caligmaya katilmak isteyenlerin arka sayfada yer alan

toplamda 5 dakika alan ve 12 sorudan olusan 6l¢egi doldurmasi gerekmektedir.

Calismaya katilim tamamiyla goniillillik esasina dayanmaktadir. Elde
edilecek bilgiler sadece bilimsel amaglarla kullanilacaktir. Kimliginiz ve Onerileriniz
kesinlikle gizli tutulacak ve sadece aragtirmacilar tarafindan degerlendirilecektir.
Calismada herhangi bir sekilde kisisel rahatsizlik verecek bir durum
bulunmayacaktir. Ancak, katilim sirasinda herhangi bir nedenden 6tiirii kendinizi

rahatsiz hissederseniz ¢alismaya katiliminizi yarida birakabilirsiniz.

Calisma sonunda, bu calismayla ilgili sorularimiz ayritili bir sekilde
cevaplanacaktir. Bu calismaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma
hakkinda daha fazla bilgi almak icin Psikoloji Boliimii 6gretim iiyelerinden Prof. Dr.

Canan Siimer (E-posta: hcanan@metu.edu.tr) ya da Arastirma Goérevlisi Umran

Yiice (E-posta: umrannyuce@gmail.com) ile iletisim kurabilirsiniz.

Bu calismaya tamamen goniillii olarak katiliyorum ve istedigim zaman
yarida kesip c¢ikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amach

yayimlarda kullanilmasini kabul ediyorum.

Isim Soyisim : Ders

Cinsiyet ; Iy Ay s
Bolim : Imza

E-mail adres
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APPENDIX R: First Instruction Form

Bu c¢aligmada sizden beklenen birazdan sdyleyecegim objenin daha once gormiis
oldugunuz ya da hayal ettiginiz farklh kullanim alanlarimi 3 dakika iginde

siralamanizdir.

Onerileri yazarken dikkat etmeniz gereken kriterler sunlardir:
1) Kag tane oneri yazdiginiz

2) Yazdiginiz onerilerin ne kadar o6zgiin oldugu

Yazdiginiz her bir kullanim onerisi i¢in bir 6zgilinlik puani belirlenmektedir. Bu
Ozglnliik puanlari, 1(hic 06zgliin degil) ile 5(son derece 0Ozgiin) arasinda
degismektedir. Performansiniz bu degerlerin toplanmasi yoluyla hesaplanmaktadir.
Bir kullanim alaninin 6zgiin sayilabilmesi i¢in o kullanimin aligilmisin disinda,

yaratict, mantikli, faydali olmasi ve pratik ¢éziim sunmast gerekmektedir,

Asagidaki 6rnekte anlatilanlar1 6zet olarak gorebilirsiniz.

Saks1 Objesi
Oneri sayist: Kullanim sekli: Ozgiinliik Puan:
1 Icine cicek dikmek 1 2 3 4 5

Kumsalda kumdan kale yapmak i¢in malzeme
2 1 2 3 4 5
olarak kullanmak

3 Kumbara olarak kullanmak 1 2 3 4 5

4 Uzerine bir tepsi koyup sehpa olarak kullanmak 1 2 3

|
(431

TOPLAM PERFORMANS PUANI: 1+2+2+4=9

Ornekte goriildiigii gibi dneri sayis1 ve bu dnerilerin 6zgiinliik degeri performansinizi

belirlemektedir. Size verilen 3 dakikanin hepsini kullanmaniz son derece 6nemlidir.

Kolay gelsin, basarilar...
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APPENDIX S: Manipulation Texts for Six Conditions

A. Kosul 1 (Performans Geribildirimi, Bilincli Hedef Koyma) ve Kosul 3
(Performans Geribildirimi, Bilingli Hedef Koyma & Bilin¢siz Hedef Koyma)

icin Hazirlanan Uygulama Metni

Not: Bu iki kosula rastgele olarak atanan katilimcilara okunan uygulama metinleri
aynidir. Kosul 1'den farkli olarak Kosul 3'te katilimci birinci performanstan sonra

Uygulama Odasi'na alinir.

"Naylon Poset” objesi i¢in yazdigmiz kullanim alanlari daha oOnce olusturulan
puanlama sistemine gore degerlendirilmistir. Bu sisteme gore yazdiginiz her bir
Oneriye bir ézgiinlitk puanit verilmistir. Puanlar 1(hi¢c 6zgiin degil) ile 5(son derece
0zglin) arasinda degismektedir. Her bir oneri i¢in belirlenen puanlarin toplanmasiyla
Performans Puanminiz hesaplanmistir. Birazdan size goOsterecegim tabloda,
yazdigimiz her bir Oneriye karsilik gelen puani ve toplam performans puaninizi

gorebilirisiniz.

Yapilan degerlendirmede sizin puaniniz ... olarak hesaplanmistir. Bu puan, yapilan
On caligma neticesinde olusturulan kategorilerden

“Ortalamamin Altl Ortalama Civard Ortalamamin Ustii/ Ortalamamn Daha da

Ustii” 'ne denk gelmektedir.

ORTALAMANIN
ALTI

ORTALAMA ORTALAMANIN
CiVARI USTU

ORTALAMANIN
DAHA DA USTU

—_ ) M

[0-11] [12 - 16] [17 - 21] [22+
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APPENDIX S (Continued)

Simdi size yeni bir obje verecegim ve ayni sekilde bu obje i¢in olas1 kullanim
alanlarmi 3 dakika i¢inde yazmanizi isteyecegim. Bu obje icin de az dnce anlatilan

performans degerlendirme sistemi kullanilacaktir.

Birazdan sdyleyecegim obje i¢in performans kategorileri ve bu kategorilere denk

gelen puanlar asagida tabloda verilmistir:

ORTALAMANIN
DAHA DA USTU

ORTALAMA ORTALAMANIN
CIVARI USTU

ORTALAMANIN
ALTI

—— "

[0-12.5] [13 - 19] [20 - 25] [26 +

Bu asamada sizden, birazdan sdyleyecegim obje igin .................... araliginda bir

puan almanizi, yani “Ortalama Civarid Ortalamanin Ustii/ Ortalamanin Daha da

Ustii” bir performans sergilemenizi bekliyorum.

Basarilar diliyorum, kolay gelsin.
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APPENDIX S (Continued)

B. Kosul 2 (Performans Geribildirimi, Bilin¢csiz Hedef Koyma) icin Hazirlanan

Uygulama Metni

Not: Bu kosula atanan katilimcilar birinci performanslarinin ardindan Uygulama
Odast'na alinir.

“Naylon Poset” objesi i¢cin yazdigimiz kullanim alanlar1 daha once olusturulan
puanlama sistemine gore degerlendirilmistir. Bu sisteme gore yazdiginiz her bir
oneriye bir ozgiinlitk puani verilmistir. Puanlar 1(hi¢ 6zgiin degil) ile 5(son derece
0zglin) arasinda degigsmektedir.

Her bir Oneri i¢in belirlenen puanlarin toplanmasiyla Performans Puaniniz
hesaplanmustir.

Birazdan size gosterecegim tabloda, yazdiginiz her bir 6neriye karsilik gelen puani

ve toplam performans puaninizi gorebilirisiniz.

Bu cergevede yapilan degerlendirmede sizin puaniniz ... olarak hesaplanmistir. Bu
puan, yapilan 6n ¢alisma neticesinde olusturulan kategorilerden

“Ortalamanin_Altl Ortalama Civard Ortalamamin Ustii/ Ortalamamin Daha da

Ustii” 'ne denk gelmektedir.

ORTALAMANIN
DAHA DA USTU

ORTALAMANIN
ALTI

ORTALAMA ORTALAMANIN
CiVARI USTU

S N —

[0-11] [12 - 16] [17 - 21] [22+

Simdi size yeni bir obje verecegim ve aymi sekilde bu obje icin olasit kullanim
alanlarin1 3 dakika icinde yazmaniz1 isteyecegim. Bu obje i¢in de aym performans

degerlendirme sistemi kullanilacaktir.

Basarilar diliyorum, kolay gelsin.
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APPENDIX S (Continued)

C. Kosul 4 (Bilingli Hedef Koyma) ve Kosul 6 (Bilingli Hedef Koyma, Bilingsiz
Hedef Koyma) i¢in Hazirlanan Uygulama Metni

“Naylon Poset” objesi i¢in yazdiginiz kullanim alanlar1 degerlendirilmistir. Daha
once olusturulan puanlama sistemine gore yazdiginiz her bir Oneriye bir 6zgiinliik
puani verilmistir. Puanlar 1(hi¢ 6zgiin degil) ile 5(son derece 0zgiin) arasinda
degismektedir. Her bir oOneri igin belirlenen puanlarin toplanmasiyla Performans

Puaniniz hesaplanmistir. Performans puaninizi ¢aligma sonunda 6grenebilirsiniz.

Simdi size yeni bir obje verecegim ve ayni sekilde bu obje icin olast kullanim
alanlarmi 3 dakika i¢inde yazmanizi isteyecegim. Bu obje icin de az 6nce anlatilan

performans degerlendirme sistemi kullanilacaktir.

Bu obje i¢in belirlenen performans kategorileri ve bu kategorilere denk gelen puanlar

asagida tabloda verilmistir:

ORTALAMANIN
DAHA DA USTU

ORTALAMANIN ORTALAMA ORTALAMANIN
ALTI CiVARI USTU

[0-12.5] [13 - 19] [20 - 25] [26 +

Bu agamada sizden, birazdan sdyleyecegim obje i¢in .................... araliginda bir puan

almamzi yani “Ortalama Civaril Ortalamanin Ustii/ Ortalamanin Daha da Ustii” bir

performans sergilemenizi bekliyorum.

Basarilar diliyorum, kolay gelsin.
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APPENDIX S (Continued)

D. Kosul 5 (Biling¢siz Hedef Koyma) icin Hazirlanan Uygulama Metni

“Naylon Poset” objesi i¢in yazdigmiz kullanim alanlar1 daha once olusturulan
puanlama sistemine gore degerlendirilmistir. Bu sisteme gore yazdiginiz her bir
Oneriye bir dzgiinliik puani verilmistir. Puanlar 1(hi¢ 6zgiin degil) ile 5(son derece
0zgiin) arasinda degismektedir.

Her bir Oneri i¢in belirlenen puanlarin toplanmasiyla Performans Puaniniz

hesaplanmistir. Performans puaninizi ¢alisma sonunda 6grenebilirsiniz

Simdi size yeni bir obje verecegim ve ayni sekilde bu obje icin olasi kullanim
alanlarmi 3 dakika icinde yazmanizi isteyece§im. Bu obje icin de az dnce anlatilan

performans degerlendirme sistemi kullanilacaktir.

Basarilar diliyorum, kolay gelsin.
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APPENDIX T: Post Experimental Awareness Questionnaire

Sizce bu ¢aligmanin amaci nedir?

Calismanin yapildigi ortamin sizin iizerinizde herhangi bir etkisinin oldugunu

diisiiniiyor musunuz?

Evet ise aciklaymiz.
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APPENDIX U: Main Study Debrifing Form

Bu ¢alisma ODTU Psikoloji Boliimii dgretim iiyelerinden Prof. Dr. Canan
Siimer danismanliginda Endiistri/Orgiit Psikolojisi yiiksek lisans 6grencisi Umran

Yiice tarafindan yiiriitiilen bir yliksek lisans tezi ¢aligmasidir.

Calismanin amacinin “objelerin farkli kullanim alanlarin1 bulmak™ oldugu
sOylenmistir. Tez c¢alismasinin sdylenmeyen asil amaci performansa bagli geri
bildirimin ve bilingli ve gizil hedef koymanin performans iizerindeki etkisini
gostermektir. Bu ¢aligmada gizil hedef koyma islemi ¢alismanin yapildigi odalarin
duvarlarina asilan, basarty1 ¢agristiran resimlerle yapilmaya ¢alisilmistir. Bu sayede
deney grubundaki katilimeilarin farkinda olmadan bu resimlerin etkisinde kalacaklari
ve bagar1 motivasyonlarinin artacagi, dolayisiyla daha iyi performans sergileyecekleri
One siiriilmistiir. Kontrol grubundaki katilimcilar i¢in hazirlanan odanin duvarlarinda
ise basar1 duygusu ile ilgisi olmayan fotograflar seg¢ilmistir. Kontrol grubunun
deneye katildigi odada bulunan resimlerin katilimcilarin performansi tizerinde

olumlu ya da olumsuz herhangi bir etkiye neden olmasi beklenmemektedir.

Elde edilen bilgiler sadece bilimsel arastirma ve yazilarda kullanilacaktir.
Calismanin sonuglarii 6grenmek ya da bu arastirma hakkinda daha fazla bilgi almak
icin asagidaki isimlere basvurabilirsiniz. Bu arastirmaya katildiginiz icin tekrar ¢ok

tesekkiir ederiz.

Prof. Dr. Canan Siimer (E-posta: hcanan@metu.edu.tr)

Arastirma Gorevlisi Umran Yiice (E-posta: umrannyuce@gmail.com)
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APPENDIX V: Detailed Procedure of Experimental Conditions

Not: Biitiin kosullarda isleyis genellikle aynidir. Ancak, bilingsiz hedef koyma
degiskeninin oldugu kosullarda (Kosul 2, 3, 5 ve 6) birinci performansin ardindan
katilimcinin odasi degistirilirek, Uygulama Odasi'na gegmesi saglanir.

Her kosulun "Uygulama Metni" farklidir (Ek S). Dolayisiyla katilimcilarin birinci
peformans puani hesaplandiktan sonra atandiklar1 kosula goére, o kosul ig¢in
hazirlanan Uygulama Metni'ndeki bosuklar doldurularak katilimcilara okunur.

Asagida her bir kosulun isleyisi ayrintili olarak ac¢iklanmistir. Kosul farkliligindan
kaynaklanan degisiklikler, koyu renk ile belirtilmistir.

Kosul 1: Performans Geribildirimi, Bilin¢cli Hedef Koyma

1. Katilimcilara randevu takvimine yazdiklar1 giinden bir giin 6nce hatirlatma mesaji
atilir.

2. Calisma giinii katilimcinin rastgele olarak hangi kosula atandig1 bilgisi edinilir.

3. Katilimcinin kosulu dikkate alinarak kullanilacak biitiin belgeler odalarin disinda
bulunan masanin {izerine hazirlanir.

4. Katilimer salonun kapisinda karsilanir.

5. Katilimci kontrol odasina alinir

6. Telefonunu kapatmasi gerektigi soylenir.

7. Katilimerya “Ilk Performans Yonergesi” okunur. “Say1” ve “Ozgiinliik”
boyutlarinin performans degerlendirmesinde 6énemli oldugu sdylenir ve 6zgiinliik
degerlendirilmesinde kullanilan 5 kriter (Alisilmisin disinda olmasi, yaratici olmast,
mantikli olmasi, faydali olmas1 ve pratik ¢6ziim sunmasi) vurgulanir.

8. Yonerge okunduktan sonra katilimciya {ist kisminda Naylon Poset yazan
cevaplama kagidi verilir ve cevaplama yapmak i¢in ii¢ dakikasi oldugu soylenir.

9. Katilimc1 performanst sergilerken aragtirmaci yan odaya gecer.

10. Ug dakikani ardindan arastirmaci kontrol odasina gelir ve siirenin bittigini
sOyleyerek katilimcidan kagidr alir.

11. Katilmc1 ayni1 odada calismaya devam eder.

12. Katilimciya performansinin arastirmacilar tarafindan degerlendirilebilmesi icin 4

dakika beklemeleri gerektigi sOylenir.
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13. Aragtirmaci performansi degerlendirmek iizere yan odaya geger.

14. Katilimcinin performansi “Performans Degerlendirme Formu” kullanilarak
hesaplanir. Bu form iizerinde yer alan yere katilime1 i¢in hesaplanan Performans
Puani ve bu puanin karsilik geldigi Performans Kategorisi yazilir. Bu asamada iki
aragtirmaci puanlama yapacaktir.

15. "Kosul 1 Uygulama Metni" ndeki bosluklar doldurulur ve katihmciya
okunur. Bu kosul icin hazirlanan metinde hem geribildirim boliimii hem de
hedef koyma boliimii yer almaktadir. Metin okunduktan sonra, katihmciya
yazdig1 her bir oneriye ka¢ puan verildigi bilgisi Performans Degerlendirme
Formu iizerinden gosterilir.

16. Ust kisminda ikinci objenin adinin yazili oldugu kagit katilimeiya verilir ve
katilimcilardan ii¢ dakika icerisinde o obje i¢in olas1 kullanim alanlarini siralamalari
istenir.

17. Ug dakikanin ardindan aragtirmaci odaya gelip siirenin bittigini sdyler.

18. Katilimeiya doldurmast i¢in Kisilik Olgegi ve Farkindalik Tespit Formu birbirine
zimbali seklide verilir ve katilimcinin bu belgeleri doldurmalari saglanir.

19. Katilimciya ¢alismaya olan katkisindan dolayi tesekkiir edilir. Caligma hakkinda
kisaca bilgilendirme yapilir. Calisma ile ilgili detayl1 bilginin, veri toplama siireci
bitiminde elektronik posta yoluyla kendilerine ulastirilacagi sdylenir. Caligma
konusunda arkadagslarina bilgi vermemelerinin ¢ok 6nemli oldugu hatirlatilir.

20. Isteyen katilimcilar i¢in ikinci asamadaki performanslar hakkinda bilgilendirme

yapilir.
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Kosul 2: Performans Geribildirimi, Bilin¢siz Hedef Koyma

1. Katilimcilara randevu takvimine yazdiklar1 giinden bir giin 6nce hatirlatma mesaji
atilir.

2. Katilimcinin rastgele olarak hangi kosula atandig bilgisi edinilir.

3. Katilimcinin kosulu dikkate alinarak kullanilacak biitiin belgeler odalarin disinda
bulunan masanin iizerine hazirlanir.

4. Katilimc1 salonun kapisinda karsilanir.

5. Katilimei kontrol odasina alinir

6. Telefonunu kapatmasi gerektigi sOylenir.

7. “llk Performans Yonergesi” okunur. “Sayr” ve “Ozgiinliik” boyutlarinin
performans degerlendirmesinde 6nemli oldugu ve 6zgiinliik degerlendirilmesinde
kullanilan 5 kriter (Alisilmisin disinda olmasi, yaratict olmasi, mantikli olmasi,
faydali olmasi1 ve pratik ¢dziim sunmasi) vurgulanir.

8. Yonerge okunduktan sonra katilimciya tist kisminda Naylon Poset yazan kagit
verilir ve cevaplama yapmak i¢in {i¢ dakikasi oldugu sdylenir.

9. Katilimc1 performansi sergilerken arastirmaci yan odaya gecer.

10. Ug dakikanin ardindan arastirmaci kontrol odasina gelir ve siirenin bittigini
sOyleyerek katilimcidan kagidi alir.

11. Katihmciya bulunulan odadaki bilgisayara onemli ve acil bir is i¢in ihtiya¢
duyuldugu soylenir. Yan tarafa ge¢mesi rica edilir. Arastirmacilardan biri
hemen bilgisayar1 kullanmak iizere katihmcinin kalktig1 yere oturur. Bu sekilde
bu kosuldaki katihmcilar Uygulama Odasi'na alinmis olur.

12. Katilimciya performansinin arastirmacilar tarafindan degerlendirilebilmesi i¢in 4
dakika beklemesi gerektigi sdylenir.

13. Arastirmaci performansi degerlendirmek iizere yan odaya gecer.

14. Katilimeinin performanst “Performans Degerlendirme Formu™ kullanilarak
hesaplanir. Bu form tizerinde yer alan yere katilimci i¢in hesaplanan Performans
Puani1 ve bu puanin karsilik geldigi Performans Kategorisi yazilir. Bu asamada iki
arastirmact puanlama yapacaktir.

15. "Kosul 2 Uygulama Metni" ndeki bosluklar doldurulur ve katihmciya
okunur. Bu kosul i¢in hazirlanan metinde geribildirim boliimii yer almaktadir;

ancak hedef koyma boliimii yer almamaktadir. Katillmeiya yazdig her bir
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oneriye ka¢ puan verildigi bilgisi Performans Degerlendirme Formu iizerinden
gosterilir.

16. Ust kisminda ikinci objenin adinin yazili oldugu kagit katilimciya verilir ve
katilimcilardan ii¢ dakika icerisinde o obje i¢in olasi kullanim alanlarini siralamalari
istenir.

17. Ug dakikanin ardindan arastirmaci odaya gelip siirenin bittigini sdyler.

18. Katilimeiya doldurmasi i¢in Kisilik Olgegi ve Farkindalik Tespit Formu birbirine
zimbal1 seklide verilir ve katilimcinin bu belgeleri doldurmalar1 saglanir.

19. Katilimciya ¢aligmaya olan katkisindan dolayi tesekkiir edilir. Calisma hakkinda
kisaca bilgilendirme yapilir. Calisma ile ilgili detayl1 bilginin, veri toplama siireci
bitiminde elektronik posta yoluyla kendilerine ulastirilacagi sdylenir. Calisma
konusunda arkadaslarina bilgi vermemelerinin ¢ok 6énemli oldugu hatirlatilir.

20. Isteyen katilimcilar igin ikinci asamadaki performanslari hakkinda bilgilendirme

yapilir.
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Kosul 3: Performans Geribildirimi, Bilin¢li Hedef Koyma, Bilin¢siz Hedef
Koyma

1. Katilimcilara randevu takvimine yazdiklar1 giinden bir giin 6nce hatirlatma mesaji
atilir.

2. Katilimcinin rastgele olarak hangi kosula atandig bilgisi edinilir.

3. Katilimcinin kosulu dikkate alinarak kullanilacak biitiin belgeler odalarin diginda
bulunan masanin iizerine hazirlanir.

4. Katilimc1 salonun kapisinda karsilanir.

5. Katilimei kontrol odasina alinir

6. Telefonunu kapatmasi gerektigi sOylenir.

7. “Ilk Performans Yonergesi” okunur. “Sayr” ve “Ozgiinliik” boyutlarinin
performans degerlendirmesinde 6nemli oldugu ve 6zgiinliik degerlendirilmesinde
kullanilan 5 kriter (Alisilmisin digsinda olmasi, yaratict olmasi, mantikli olmasi,
faydali olmasi1 ve pratik ¢dziim sunmasi) vurgulanir.

8. Yonerge okunduktan sonra katilimciya iist kisminda Naylon Poset yazan kagit
verilir ve cevaplama yapmak i¢in {i¢ dakikasi oldugu sdylenir.

9. Katilimc1 performansi sergilerken arastirmaci yan odaya gecer.

10. Ug dakikanin ardindan arastirmaci kontrol odasina gelir ve siirenin bittigini
sOyleyerek katilimcidan kagidi alir.

11. Katihmciya bulunulan odadaki bilgisayara onemli ve acil bir is icin ihtiya¢
duyuldugu soylenir. Yan tarafa ge¢mesi rica edilir. Arastirmacilardan biri
hemen bilgisayar1 kullanmak iizere katilmcinin kalktig1 yere oturur. Bu sekilde
bu kosuldaki katilmcilar Uygulama Odasi'na alinmis olur.

12. Katilimciya performansinin arastirmacilar tarafindan degerlendirilebilmesi i¢in 4
dakika beklemesi gerektigi sdylenir.

13. Arastirmaci performansi degerlendirmek iizere yan odaya gecer.

14. Katilimecinin performansi “Performans Degerlendirme Formu” kullanilarak
hesaplanir. Bu form tizerinde yer alan yere katilimci i¢in hesaplanan Performans
Puani ve bu puanin karsilik geldigi Performans Kategorisi yazilir. Bu asamada iki
arastirmact puanlama yapacaktir.

15. "Kosul 3 Uygulama Metni'" ndeki bosluklar doldurulur ve katihmciya

okunur. Bu kosul i¢cin hazirlanan metinde hem geribildirim b6liimii hem de
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hedef koyma boéliimii yer almaktadir. Metin okunduktan sonra, katihmciya
yazdig1 her bir oneriye ka¢ puan verildigi bilgisi Performans Degerlendirme
Formu iizerinden gosterilir.

16. Ust kisminda ikinci objenin adinin yazili oldugu kagit katilimerya verilir ve
katilimcilardan ii¢ dakika icerisinde o obje i¢in olasi kullanim alanlarini siralamalari
istenir.

17. Ug dakikanin ardindan arastirmaci odaya gelip siirenin bittigini sdyler.

18. Katilimeiya doldurmasi i¢in Kisilik Olgegi ve Farkindalik Tespit Formu birbirine
zimbal1 seklide verilir ve katilimcinin bu belgeleri doldurmalari saglanir.

19. Katilimciya ¢alismaya olan katkisindan dolayi tesekkiir edilir. Caligma hakkinda
kisaca bilgilendirme yapilir. Calisma ile ilgili detayli bilginin, veri toplama siireci
bitiminde elektronik posta yoluyla kendilerine ulastirilacagi sdylenir. Calisma
konusunda arkadaslarina bilgi vermemelerinin ¢ok 6nemli oldugu hatirlatilir.

20. Isteyen katilimcilar igin ikinci asamadaki performanslari hakkinda bilgilendirme

yapilir.
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Kosul 4: Bilin¢li Hedef Koyma

1. Katilimcilara randevu takvimine yazdiklar1 giinden bir giin 6nce hatirlatma mesaji
atilir.

2. Katilimcinin rastgele olarak hangi kosula atandig bilgisi edinilir.

3. Katilimcinin kosulu dikkate alinarak kullanilacak biitiin belgeler odalarin disinda
bulunan masanin iizerine hazirlanir.

4. Katilimc1 salonun kapisinda karsilanir.

5. Katilimei kontrol odasina alinir

6. Telefonunu kapatmasi gerektigi sOylenir.

7. “llk Performans Yonergesi” okunur. “Sayr” ve “Ozgiinliik” boyutlarinin
performans degerlendirmesinde 6nemli oldugu ve 6zgiinliik degerlendirilmesinde
kullanilan 5 kriter (Alisilmigin disinda olmasi, yaratict olmasi, mantikli olmasi,
faydali olmasi1 ve pratik ¢dziim sunmasi) vurgulanir.

8. Yonerge okunduktan sonra katilimciya tist kisminda Naylon Poset yazan kagit
verilir ve cevaplama yapmak i¢in {i¢ dakikasi oldugu sdylenir.

9. Katilimc1 performansi sergilerken arastirmaci yan odaya gecer.

10. Ug dakikanin ardindan arastirmaci kontrol odasina gelir ve siirenin bittigini
sOyleyerek katilimcidan kagidi alir.

11. Katilmc1 ayni1 odada calismaya devam eder.

12. Katilimciya performansinin arastirmacilar tarafindan degerlendirilebilmesi icin 4
dakika beklemeleri gerektigi sOylenir.

13. Arastirmaci performansi degerlendirmek iizere yan odaya gecer.

14. Katilimecinin performansi “Performans Degerlendirme Formu” kullanilarak
hesaplanir. Bu form tizerinde yer alan yere katilimci i¢in hesaplanan Performans
Puani ve bu puanin karsilik geldigi Performans Kategorisi yazilir. Bu asamada iki
arastirmact puanlama yapacaktir.

15. "Kosul 4 Uygulama Metni'" ndeki bosluklar doldurulur ve katihmciya
okunur. Bu kosul i¢in hazirlanan metinde geribildirim boliimii yoktur. Birinci
performans hakkinda bilgi verilmez. Metin hedef koyma boéliimiinii icerir.

16. Ust kisminda ikinci objenin admin yazili oldugu kagit katilimerya verilir ve
katilimcilardan ii¢ dakika icerisinde o obje i¢in olas1 kullanim alanlarini siralamalari

istenir.
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17. Ug dakikanin ardindan arastirmaci odaya gelip siirenin bittigini sdyler.

18. Katilimeiya doldurmasi i¢in Kisilik Olgegi ve Farkindalik Tespit Formu birbirine
zimbal1 seklide verilir ve katilimcinin bu belgeleri doldurmalar1 saglanir.

19. Katilimciya ¢aligmaya olan katkisindan dolayi tesekkiir edilir. Calisma hakkinda
kisaca bilgilendirme yapilir. Calisma ile ilgili detayli bilginin, veri toplama siireci
bitiminde elektronik posta yoluyla kendilerine ulastirilacagi s6ylenir. Calisma
konusunda arkadaslarina bilgi vermemelerinin ¢ok 6nemli oldugu hatirlatilir.

20. Isteyen katilimcilar igin ikinci asamadaki performanslar1 hakkinda bilgilendirme

yapilir.
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Kosul 5: Bilingsiz Hedef Koyma

1. Katilimcilara randevu takvimine yazdiklar1 giinden bir giin 6nce hatirlatma mesaji
atilir.

2. Katilimcinin rastgele olarak hangi kosula atandig bilgisi edinilir.

3. Katilimcinin kosulu dikkate alinarak kullanilacak biitiin belgeler odalarin disinda
bulunan masanin iizerine hazirlanir.

4. Katilimc1 salonun kapisinda karsilanir.

5. Katilimei kontrol odasina alinir

6. Telefonunu kapatmasi gerektigi sOylenir.

7. “llk Performans Yonergesi” okunur. “Sayr” ve “Ozgiinliik” boyutlarinin
performans degerlendirmesinde dnemli oldugu ve 6zgiinliik degerlendirilmesinde
kullanilan 5 kriter (Alisilmisin disinda olmasi, yaratici olmasi, mantikli olmast,
faydali olmasi1 ve pratik ¢dziim sunmasi) vurgulanir.

8. Yonerge okunduktan sonra katilimciya tist kisminda Naylon Poset yazan kagit
verilir ve cevaplama yapmak icin {i¢ dakikasi oldugu sdylenir.

9. Katilimc1 performansi sergilerken arastirmaci yan odaya gecer.

10. Ug dakikanin ardindan arastirmaci kontrol odasina gelir ve siirenin bittigini
sOyleyerek katilimcidan kagidi alir.

11. Katihmciya bulunulan odadaki bilgisayara onemli ve acil bir is icin ihtiya¢
duyuldugu soylenir. Yan tarafa ge¢mesi rica edilir. Arastirmacilardan biri
hemen bilgisayar1 kullanmak iizere katihmcinin kalktig1 yere oturur. Bu sekilde
bu kosuldaki katihmcilar Uygulama Odasi'na alinmis olur.

12. Katilimciya performansinin arastirmacilar tarafindan degerlendirilebilmesi i¢in 4
dakika beklemesi gerektigi sdylenir.

13. Arastirmaci performansi degerlendirmek iizere yan odaya gecer.

14. Katilimeinin performanst “Performans Degerlendirme Formu™ kullanilarak
hesaplanir. Bu form tizerinde yer alan yere katilimci i¢in hesaplanan Performans
Puani1 ve bu puanin karsilik geldigi Performans Kategorisi yazilir. Bu asamada iki
arastirmact puanlama yapacaktir.

15. "Kosul 5 Uygulama Metni'" ndeki bosluklar doldurulur ve katihmciya

okunur. Bu kosul i¢in hazirlanan metinde katilmerya ilk performans ile ilgili
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hi¢bir bilgi verilmez, ayrica ikinci performans icin hicbir hedef belirlenmez.
Metin sadece ikinci performansa gecisi saglayan bir kag ciimleden olusur.

16. Ust kisminda ikinci objenin adinin yazili oldugu kagit katilimciya verilir ve
katilimcilardan ii¢ dakika icerisinde o obje i¢in olasi kullanim alanlarini siralamalari
istenir.

17. Ug dakikanin ardindan arastirmaci odaya gelip siirenin bittigini sdyler.

18. Katilimeiya doldurmasi i¢in Kisilik Olgegi ve Farkindalik Tespit Formu birbirine
zimbal1 seklide verilir ve katilimcinin bu belgeleri doldurmalar1 saglanir.

19. Katilimciya ¢aligmaya olan katkisindan dolayi tesekkiir edilir. Calisma hakkinda
kisaca bilgilendirme yapilir. Calisma ile ilgili detayl1 bilginin, veri toplama siireci
bitiminde elektronik posta yoluyla kendilerine ulastirilacagi sdylenir. Calisma
konusunda arkadaslarina bilgi vermemelerinin ¢ok 6nemli oldugu hatirlatilir.

20. Isteyen katilimcilar igin ikinci asamadaki performanslar1 hakkinda bilgilendirme

yapilir.
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Kosul 6: Bilin¢li Hedef Koyma, Bilin¢siz Hedef Koyma

1. Katilimcilara randevu takvimine yazdiklar1 giinden bir giin 6nce hatirlatma mesaji
atilir.

2. Katilimcinin rastgele olarak hangi kosula atandig bilgisi edinilir.

3. Katilimcinin kosulu dikkate alinarak kullanilacak biitiin belgeler odalarin disinda
bulunan masanin iizerine hazirlanir.

4. Katilimc1 salonun kapisinda karsilanir.

5. Katilimei kontrol odasina alinir

6. Telefonunu kapatmasi gerektigi sOylenir.

7. “llk Performans Yonergesi” okunur. “Sayr” ve “Ozgiinliik” boyutlarinin
performans degerlendirmesinde 6nemli oldugu ve 6zgiinliik degerlendirilmesinde
kullanilan 5 kriter (Alisilmisin disinda olmasi, yaratici olmasi, mantikli olmast,
faydali olmasi1 ve pratik ¢dziim sunmasi) vurgulanir.

8. Yonerge okunduktan sonra katilimciya tist kisminda Naylon Poset yazan kagit
verilir ve cevaplama yapmak i¢in ti¢ dakikasi oldugu soylenir.

9. Katilimc1 performansi sergilerken arastirmaci yan odaya gecer.

10. Ug dakikanin ardindan arastirmaci kontrol odasina gelir ve siirenin bittigini
sOyleyerek katilimcidan kagidi alir.

11. Katihmciya bulunulan odadaki bilgisayara onemli ve acil bir is icin ihtiya¢
duyuldugu soylenir. Yan tarafa ge¢mesi rica edilir. Arastirmacilardan biri
hemen bilgisayar1 kullanmak iizere katihmcinin kalktig1 yere oturur. Bu sekilde
bu kosuldaki katihmcilar Uygulama Odasi'na alinmis olur.

12. Katilimciya performansinin arastirmacilar tarafindan degerlendirilebilmesi i¢in 4
dakika beklemesi gerektigi sdylenir.

13. Arastirmaci performansi degerlendirmek iizere yan odaya gecer.

14. Katilimeinin performanst “Performans Degerlendirme Formu™ kullanilarak
hesaplanir. Bu form tizerinde yer alan yere katilimci i¢in hesaplanan Performans
Puani1 ve bu puanin karsilik geldigi Performans Kategorisi yazilir. Bu asamada iki
arastirmact puanlama yapacaktir.

15. "Kosul 6 Uygulama Metni'" ndeki bosluklar doldurulur ve katihmciya
okunur. Bu kosul i¢in hazirlanan metin birinci performans hakkinda bilgi

icermez. Ancak ikinci performans icin beklenen performans diizeyini icerir.
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16. Ust kisminda ikinci objenin admin yazili oldugu kagit katilimcrya verilir ve
katilimcilardan ii¢ dakika igerisinde o obje icin olas1 kullanim alanlarini siralamalari
istenir.

17. Ug dakikanin ardindan arastirmaci odaya gelip siirenin bittigini sdyler.

18. Katilimeiya doldurmast i¢in Kisilik Olgegi ve Farkindalik Tespit Formu birbirine
zimbal1 seklide verilir ve katilimcinin bu belgeleri doldurmalar1 saglanir.

19. Katilimciya ¢alismaya olan katkisindan dolayi tesekkiir edilir. Calisma hakkinda
kisaca bilgilendirme yapilir. Caligsma ile ilgili detayl1 bilginin, veri toplama siireci
bitiminde elektronik posta yoluyla kendilerine ulastirilacagi sdylenir. Caligma
konusunda arkadaslarina bilgi vermemelerinin ¢ok 6nemli oldugu hatirlatilir.

20. Isteyen katilimcilar i¢in ikinci asamadaki performanslari hakkinda bilgilendirme

yapilir.
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APPENDIX Y: EXTENDED TURKISH SUMMARY
TURKCE OZET
1. GIRIS

Is kurumlarinin temel amaci kurumun verimliligi arttirmaktir. Bu amaci
gerceklestirmek icin, performans artisina temel olusturan etmenlerin belirlenmesi,
tanimlanmasi ve gelistirilmesi gerekmektedir. Performansin artmasini saglayabilecek
bu etmenleri saptamak, kurumlarin verimliliklerini arttirmak igin 6nemli bir adim
olacaktir. Orgiitsel verimlilik yazininda, performansa dayali geribildirim vermek ve
bir sonraki performans i¢in hedef belirlemek, performans artisini saglayan iki dnemli
faktor olarak vurgulanmaktadir. Geribildirim vermenin (6rn., Alvero, Bucklin ve
Austin, 2001; Baker, 2010; Bell ve Arthur, 2008; DeNisi ve Kluger, 2000; Kluger ve
DeNisi, 1996; Kren, Wiirth ve Hergovich, 2013), hedef belirlemenin (6rn.,
Kleingeld, Mierlo ve Arends, 2011; Latham ve Brown, 2006; Latham ve Locke,
2007; Roach, Troboy ve Cochran, 2006) ve bu iki faktorii birlikte kullanmanin
(Caplin, Edelstein ve Redmon, 1988; Eisele, 2012; Locke ve Blair, 2006; Ludwig ve
Goomas, 2009; Neubert, 1998; Stajkovic, Reber, Wallin ve Chhokar, 1990; Vigoda-
Gadot ve Angert, 2007) performans iizerindeki rolii hakkinda bir¢ok ¢alisma

bulunmaktadir. Ancak hala bu faktorlerin performans iizerindeki etkisi hakkinda

cevaplanmasi gereken sorular bulunmaktadir.

Geribildirim ge¢mis davraniglarin etkililigi hakkinda bilgi verir. Daha
ayrintili olarak, Ilgen, Fisher ve Taylor (1979), geribildirimi ge¢mis karar ve
davraniglarin yeterliligi, tamlig1 ve dogrulugu hakkinda verilen bilgi olarak tanimlar.
Geribildirim yazinindaki bazi ¢alismalar geribildirim vermenin birey ve
organizasyonlarin performansini gelistirdigini gostermektedir (6rn. Alvero ve ark.,
2001; Austin, Kessler, Riccobono ve Beiley, 1996; Hattie ve Timperly, 2007;
Ludwig ve Goomas, 2009; Shute, 2008). Geribildirim yazinindaki bu pozitif
bulgularin yani sira, bazi c¢alismalarda geribildirimin performans iizerinde bir
etkisinin olmadigi, hatta performansi diisiirdiigii bulunmustur (6rn., Steelman, Levy
ve Snell, 2004). Kluger ve DeNisi (1996)'nin meta analiz ¢alismasindaki bulgulara

gore, geribildirimin performans lizerinde genellikle orta diizeyde etkili olmasina
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ragmen, ¢alismalarin {icte birinde performans tizerinde negatif etkisinin bulundugu
saptanmistir. Sonug olarak, heniiz geribildirim verme mekanizmasinin isleyisi tam
olarak  c¢oziilememistir.  Geribildirim  etkisinin  hangi  kosullar  altinda
iyilestirileceginin daha fazla arastirilmasi gerekmektedir. Mevcut calismada, hedef
belirleme, geribildirimin performans {iizerindeki etkililiginde rol oynayan bir

degisken olarak diigtiniilmiistiir.

Geribildirime benzer olarak, hedef koyma da organizasyonlarda performansi
arttirmaya olanak saglayan bir motivasyon kaynagidir (Early, Northcraft, Lee ve
Lituchy, 1990). Hedef, belirli bir siire zarfinda, bir yeterlilik diizeyine ulagabilmek
icin bir hareketin amaci olarak tanimlanabilir (Locke ve Latham, 2002). Locke ve
Latham (1990)'n gelistirdigi "Hedef Koyma Kurami (HKK)", hedef koymanin
motive edici etkisini, zor ve belirli (spesifik) hedeflerin "yapabildiginin en iyisini
yap" sOylemine nazaran .42'den .80'e kadar degisen etki boyutlariyla, performansi
daha cok gelistirdigini gostererek tanimlar. Hedef koymanin performans iizerindeki
etkisi dort sekilde goriilebilir. Ilk olarak, hedefler dikkat ve cabay: hedef ile ilgili
aktivitelere dogru yénlendirir. Ikinci olarak, hedef cabayr harekete gecirir, yiiksek
hedefler kiigiik hedeflere gore daha biiyiik caba gosterilmesini saglar. Ugiincii olarak,
hedefler hem siire hem de siklik olarak siirekliligi etkiler. Son olarak, hedefler,
uyarilmaya ve kesfetmeye yoOnlendirerek ve/veya ilgili gorev bilgi ve stratejileri
kullanarak dolayli olarak hareketi etkiler (Locke ve Latham, 2002). Bu bilgiler
is1¢inda, tipki geribildirim vermek gibi hedef koymak da hem bireyler hem de

organizasyonlar i¢in biiyiik bir dneme sahiptir.

Geribildirim verme ve hedef koymanin performans {iizerindeki bireysel
etkilerinin yaninda, goreceli etkileri de bazi arastirmacilar tarafindan arastirilmastir.
Ilgili yazinda bu konuda degisken bulgular gdze ¢arpmaktadir. Latham ve Yukl
(1975), hedef koymanin performansin temel belirleyicisi oldugunu vurgularken, Erez
(1977) geribildirim verme degiskeninin, hedefin etkili olmasi i¢in gerekli oldugunu
One slirmektedir. Kapsamli bir derlemede, Locke, Shaw, Saari ve Latham (1981) ise
hem geribildirimin hem de hedef koymanin, performans: gelistirmek i¢in gerekli
oldugunu vurgulamistir. Buna ek olarak, Locke ve Latham (1990) geribildirim ve

hedef koymanin birlikte, sadece geribildirim vermeye ve sadece hedef koymaya
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nazaran performans Tlzerinde daha etkili oldugunu savunmustur. Baglantiy1
vurgulayan bu bulgulara dayanarak, mevcut ¢alisma, bu iki degiskenin performans

tizerindeki bireysel, goreceli ve birlesik etkilerini aragtirmay1 hedeflemektedir.

Latham ve Locke (2007)'in da isaret ettigi gibi HKK, biling diizeyindeki
hedeflere odaklanirken bilingaltinin  performans {izerindeki etkisi gozden
kagirmaktadir. HKK'ndaki bu bosluga dayanarak, bu calismada, bilingli hedef
koymanin yani sira, bilingsiz hedef koymanin performans {iizerindeki etkisi de
arastirtlmaktadir. Bilingsiz hedef koyma islemi, "uyandirma" (priming) yontemi ile
yapilmistir. Bu yontem ile kisilerin ilgili zihinsel temsilleri, onlarin farkindaliklari
disinda baz1 digsal uyaricilar tarafindan bilingalt1 diizeyde aktive edilir (Bargh ve
Chartrand, 2000). Bu g¢alismada, basari ile iliskili iki fotograf kullanilarak kisilerin
basar1 motivasyonu, onlarin farkindaliklar1 disinda arttirilmaya c¢alisilmis ve bu
sayede performanslarinin arttirllmas1 hedeflenmistir. Bilingsiz hedef koyma
yazininda, fotograf kullanilarak kisilere basar1 hedefi yiiklemek siklikla kullanilan bir
yontem degildir. Shantz ve Latham (2009)'1in ¢alismasi, bilingsiz hedef koymada
fotografin kullanildig1 kisith 6rneklerden birisidir. Mevcut ¢alismanin, bu anlamda
uyandirma (priming) yazinina 6nemli bir katki saglamasi beklenmektedir. Yukarida

aciklanan bilgiler kapsaminda, bu ¢alismada test edilen hipotezler sunlardir:

H1: Geribildirim vermek performanst arttirir.
H2: Hedef koymak performansi arttirir.

H2 (a): Performans artisi bilin¢li hedef koyma kosulunda bilingsiz hedef koyma
kosuluna gore 6nemli 6l¢iide daha fazladir.

H2 (b): Performans artis1 bilingli ve bilingsiz hedef koymanin birlikte kullanildigi
kosulda sadece bilingli hedef koyma kosulundakine gore daha fazladr.

H2 (c): Performans artisi bilingli ve bilingsiz hedef koymanmin birlikte kullanildig
kosulda sadece bilingsiz hedef koyma kosulundakine gore daha fazladir.

H3: Geribildirim ve hedef koyma birlikte performanst arttirir.
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2. YONTEM

Bu ¢alismanin yéntem boliimii dort kisimdan olusmaktadir. Bu kisimlar, On
Calisma 1, On Calisma 2, On Calisma 3 ve Ana Calisma'dir. On Calisma 1 ve 2, Ana
Calisma'da kullanilan gorevin, performans Ol¢clim sistemini gelistirmek igin
yapilirken, On Calisma 3 hedefleri bilingiz tetikleme amacli kullanilacak basari
fotograflarini belirlemek icin ylriitiilmiistiir. Bu ¢aligmada kullanilan gorev, herkes
tarafindan bilinen iki objenin olas1 kullanim alanlarini listelemektir. Bu gorev, hedef
koyma yaziminda siklikla kullanilan bir goérevdir (6rn., Wegge ve Haslam, 2005;
Stajkovic ve ark., 2006). Calisma siirecinde, iki kez performans 6l¢ciimii alinmustir.
Birinci 6lgiim (Ol¢iim 1) hedef velya geribildirim manipiilasyonundan 6nce, ikinci
oleiim ise (Olgiim 2) uygulanan manipiilasyonun ardindan almacaktir. Bu iki
Olclimde, iki farkli objenin olas1 kullanim alanlarini listelemeleri i¢in katilimcilara
licer dakika zaman verilecektir. ilk obje ilk Slciimde, ikinci obje ise ikinci dl¢iimde
kullanilacaktir.  Bu iki Ol¢iim arasindaki performans farki, uygulanan

manipiilasyonun etkisini gosterecektir.
2.1. On Calisma 1: Ana Calisma'da kullanilacak iki objenin secimi

On calisma 1, Olgiim 1 ve Olgiim 2'de kullanim alanlarmm listelenmesi
beklenen iki objenin belirlenmesi i¢in ylriitiilmiistiir. Birbirine en yakin kullanim
alanma sahip iki obje 10 obje arasindan seg¢ilmeye calisilmistir. Bu 10 obje atac,
fular, gazete kagid, yiin ip, kagit pecete, kavanoz, naylon poset, paket lastigi, plastik
sise ve halat' tir. Calismanin bu asamasina 45 Mimarlik Boliimii 6grencisi (33 kadin,
12 erkek) ve 55 Psikoloji Bolimii 6grenci (46 kadin, 9 erkek) olmak iizere toplam
100 ogrenci katilmigtir. Katilimlari karsiliginda Ogrencilere deneysel kredi
verilmistir. Her bir katiimcidan kendisine sunulan bes obje igin olabildigince ¢ok
sayida ve olabildigince 0zgiin olasi kullanim alanlarmi ii¢ dakikada yazmasi
istenmistir. Caligmaya baglamadan once katilimcilardan beklenen, bir 6rnek obje

(saks1) kullanilarak agiklanmistir.

Veri toplama siirecinin ardindan, 10 obje i¢in sunulan kullanim alanlarin
derleyip belirlemek i¢in ayr1 ayri igerik analizi yapilmig ve her bir obje icin bir

kullanim alani listesi olusturulmustur. Listeler hazirlandiktan sonra sunulan kullanim
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alanlarinin sayisi ve katilimcilarin cevap sayilarinin ortalamasi belirlenmistir. Bu
baglamda, Fular (Ortalama (O) = 6.39, Standart Sapma (SS) = 2.64, Toplam
Kullanim Sayist (TKS) = 54) ve Naylon Poset (O =6.59, SS = 3, TKS = 58) objeleri
10 obje arasindan secilmistir. Bu se¢imde gdzetilen kistas, iki obje igin sunulan
kullanim sayisinin ve bu iki obje i¢in katilimcilarin ortalama cevap sayisinin
birbirine yakin olmasidir. Mimarlik ve Psikoloji Boliimii 6grencileri tarafindan 10
obje i¢in sunulan cevap sayilarinin farkli olup olmadigin1 gérmek i¢in bagimsiz
gruplar t-testi uygulanmistir. Sonuglar, Psikoloji Bolimii 6grencilerinin verdigi
cevaplar ile (O =5.91, SS = 2.53), Mimarlik Bo6liimii 6grencilerinin (O = 5.75, SS =
2.69) verdigi cevaplarin sayica istatiksel olarak birbirinden farklilasmadigini

gostermektedir; t(497) = -.69, p = .49, n.s.

2.2. On Cahsma 2: Belirlenen iki obje icin sunulan kullamm alanlarimnin

ozgiinliik degerlerinin belirlenmesi

Mevcut caligmada, performans hesaplamalar1 yapilirken sunulan kullanim
alanlariin 6zgiinliik derecelerinin de dikkate alinmasina karar verilmistir. Cilinkii
performans Ol¢iimiinlin sadece listelenen kullanim sayisina bakilarak yapilmasinin
gercek performansi tam olarak gostermedigi ve listelenen kullanimlarin niteliksel
farkliliklarmni gdz ardi ettigi diisiiniilmiistiir. Bu baglamda, On Calisma 2, naylon
poset ve fular objeleri i¢in listelenen kullanim alanlarmin 6zgiinliik puanlarini
belirlemek i¢in yapilmistir. Calismaya farkli bolim ve tlniversitelerden 81 6grenci
(56 kadin, 25 erkek) katilmistir. Katilimcilar fular i¢in 49, naylon poset i¢in 51 farkhi
kullanim alaninin 6zglinliiglinii 5- basamakli Likert tipi bir 6lgek (1 = hi¢ 6zgiin
degil'den 5 = son derece 0Ozgiin' e kadar) iizerinde degerlendirmistir. Bu bes
basamakli 6lgegin yanisira, katilimcilara bir de ekstra segenek (0 = ‘bu obje igin
mantikli bir kullanim degil’) sunulmustur. Katilimcilarin ortalama yas1 25.75 (SS =
3.13) olarak hesaplanmistir. Katilimcilara ayn1 zamanda "bir kullanim alanini 6zgiin
yapan nedir?" sorusu da yoneltilmistir. Daha sonra bu soruya verilen cevaplar
derlenmis ve Ana Calisma sirasinda katilimcilarin yazdigr yeni kullanimlarin

0zgiinliik puanlarini belirlemede kullanilmstir.

Katilimcilarin %20'si "0 = bu obje i¢cin mantikli bir kullanim degil"

secenegini isaretledigi i¢in naylon poset i¢in yazilan 7, fular i¢in yazilan 5 kullanim,
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kullanim alanlart listesinden ¢ikarilmistir. Sonug olarak, hem naylon poset hem de
fular objesi i¢in 44 kullanom alam1 ve bu kullanimlarin 6zgiinliik degerleri
hesaplanmistir. Her bir kullanimin 06zgilinliik degeri, calismaya katilan 81
kattlimemin verdigi cevaplarin medyan degeri hesaplanarak belirlenmistir. Icerik
analizi sonucunda, bir kullanim alanimin 6zgiin sayilabilmesi i¢in o kullanimin
alisilmisin disinda, yaratici, mantikh, faydali olmasi ve pratik ¢oziim sunmast

kriterleri dikkate alinmistir.

Acgimlayict bir amagla, secilen iki objenin (naylon poset ve fular) birbirine
denkligini teyit etmek icin On Calisma 1'de naylon poset ve fularm kullanim
alanlarin1 yazan katilimcilarin performanslari, yeni olusturulan 6zgilinlik puanlarina
gore hesaplanmistir. Sonug olarak, katilimcilarin fular i¢in ortalama puanlart (O =
15.92, SS = 6.38) ile naylon poset i¢in hesaplanan ortalama puanlarinin (O = 13.89,
SS = 5.07) birbirinden istatistiksel olarak anlamli diizeyde farklilasmadiklar
bulunmustur; t(90) = 1.70, p = .09, n.s. Bu bulgu bazi agilardan son derece dnemlidir.
[lk olarak, segilen iki objenin birbirine denkligine destek vermistir. ikinci olarak Ana
Calismadaki Olgiim 1 ve 2 arasindaki performans artisinin deneysel giidiimleme
durumuna atfedilebilecegine isaret etmistir. Son olarak, istatistiksel olarak
birbirinden farkli olmadigi igin, objelerin Ana Calisma ‘da kullanilma sirasinin

calisma sonucu lizerinde etkisinin olmadigin1 géstermistir.
2.3. On Cahsma 3: Uyandirma (Priming) fotograflarimin secimi

On Calisma 3, ana calismada kisilerin basar1 motivasyonlarini onlarin biling
diizeyleri disinda arttirabilmek i¢in kullanilacak olan fotograflarin belirlenebilmesi
amaciyla yuritilmistir. 55 dniversite Ogrencisi tarafindan, 21 adet basari
fotografinin, basar1 olgusunu ¢agrigtirma derecesi 5-basamakli Likert tipi bir 6lgek (1
= bagsar1 ile hi¢ iligkili degil, 5 = basar1 ile tamamen iliskili) kullanilarak
puanlanmistir. Bu asamada, ii¢ grup fotograf kullanilmistir. Bu gruplar akademik

basari, spor basarist ve finansal basar1 fotograf gruplaridir.

Calisma sonuglarina gore, akademik basari fotograflar1 (O = 4.20, SS = .74)
ve spor basar1 fotograflar1 (O = 4.09, SS = .57) arasinda istatiksel anlamda 6nemli

6l¢iide bir fark bulunamamistir; t(54) = 1.23, p = .22, n.s. Buna ragmen, akademik
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basar1 fotograflar: (O = 4.20, SS = .74) finansal basar1 fotograflarindan (O = 2.77, SS
= .88); t(54) = 11.24, p < .05; spor basar1 fotograflar1 da (O = 4.09, SS = .57)
finansal basar1 fotograflarindan (O = 2.77, SS = .88) istatiksel olarak farkli
bulunmustur; t(54) = 15.27, p < .05. Bu sonuglardan yola ¢ikilarak, Ana Caligmanin
deneysel kosulunda, prime olarak bir tane akademik bir tane de spor basarisi
fotografi kullanilmas1 karar1 alinmistir. Bunun yaninda, Ana Caligmanin kontrol
kosulunda ise iki adet manzara fotografi kullanilmaya karar verilmistir. Tim

fotograflarin kullanim hakki hak sahiplerinden temin edilmistir.
2.4. Ana Calisma
2.4.1. Orneklem ve Calisma Deseni

Mevcut arastirmanin 6rneklemi, Ankara'da biiylik bir devlet tiniversitesinde
Psikoloji dersini alan 208 lisans 6grencisinden olugsmaktadir. Bir katilimcinin verisi,
farkindalik testinde uyandirma (priming) uygulamasi hakkinda farkindalik belirttigi
i¢in analize dahil edilmemistir. Bu yiizden ¢alismanin analizi 207 katilimcinin (116
kadin, 91 erkek) verisi lizerinde yapilmistir. Katilimcilarin ortalama yas1 21.64 (SS =
2.09) olarak hesaplanmistir.

Calismada, 2 (Geribildirim, Geribildirim Yok) X 3 (Bilingli Hedef Koyma,
Bilingsiz Hedef Koyma, Bilingli ve Bilingsiz Hedef Koyma Birlikte) X 2 (Olgiim 1,
Olgiim 2) deseni uygulanmistir. Calismadaki bagimli degisken, Ol¢iim 1 (Naylon
Poset) ve Olciim 2 (fular) performanslaridir. Mevcut ¢alismada toplamda alti
deneysel kosul bulunmaktadir ve katilimcilar bu kosullara rastgele olarak atanmustir.
Kosullar ve bu kosullara atanan katilimer sayilart soyledir: Geribildirim ve bilingli
hedef (n = 36); Geribildirim ve bilingsiz hedef (n = 34); geribildirim, bilingli ve
bilingsiz hedef birlikte (n = 35); sadece bilingli hedef (n = 34); sadece bilingsiz hedef
(n = 35); bilingli ve bilingsiz hedef birlikte (n = 33). Katilimcilarin performansi
manipiilasyondan énce (Olgiim 1) ve manipiilasyondan sonra (Ol¢iim 2) olmak {izere

iki kez Ol¢iilmiistiir.
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2.4.2. Performans Gorevi:

Performans gorevi herkes tarafindan bilinen iki objenin (Olgiim 1' de naylon
poset, Ol¢iim 2' de fular) olasi kullanim alanlarim {i¢ dakika iginde listelemektir.
Daha 6nce de vurgulandigi gibi bu performans gorevi hedef koyma yazininda siklikla
kullanilan bir gorevdir. Bu kullanimlarda, katilimcilarin performanslar1 yazdiklari
kullanimlarin sayisina gére hesaplanir. Ornegin bir katilimcr verilen obje igin bes
adet kullanim yazdiysa, performans puani bes olarak diisiiniiliir. Mevcut ¢aligmada,
kullanilan performans Olgiimii gelistirilmeye calisilmistir. Performans puam
hesaplamasina listelenen her bir kullanimin 6zgiinliik degeri de katilmistir.
Katilimcilara iizerinde c¢alisacaklart objenin ismi sOylenmeden Once kag¢ tane
kullanim alan1 yazacaklarinin yaninda, yazilan bu kullanim alanlarinin 6zgiinliik
derecesinin de puan hesaplamasinda 6nemli oldugu vurgulanmustir. Ornek teskil
etmesi i¢cin "saks1" objesinin dort kullanim alani ve bu kullanimlarin 6zgiinliik
degerleri katilimcilara agiklanmigtir. Ayrica bir kullanimin 6zgiin sayilmasi i¢in, bu
kullanimin alisiimisin disinda, yaratici, mantikly, faydali olmast ve pratik ¢oziim

sunmast gerektigi vurgulanmistir.
2.4.3. Geribildirim ve Hedef Koyma Manipiilasyonlar:

Mevcut calismada, geribildirim degiskeninin iki kosulu bulunmaktadir:
geribildirim ve geribildirim Yok. Geribildirim kosulu igin, On Calisma 1'deki
katilimcilarin performanslarinin ortalama (M = 13.89) ve standart sapmalarina (SS =
5.07) gore dort performans kategorisi belirlenmistir. Bu kategoriler Ortalamanin alti,
Ortalama civari, Ortalamanin {istii ve Ortalamanin daha da iistii' diir. Ol¢iim 1'den
sonra katilimcinin listeledigi kullanimlara denk gelen 6zgiinliik puanlari, bu konuda
egitilmis iki ogrenci asistani tarafindan ilgili listeden ayri ayri bulunmustur. Eger
listede yer almayan bir kullanim Onerisi sunulmugsa, Ogrenci asistanlar1 daha
onceden belirlenen 6zgiinliik Slgiitlerine gore, bu yeni onerilere 5 basamakli Likert
tipi Olgek (1= hi¢ 6zgiin degil, 5 = son derece 6zgiin) kullanarak bir 6zgiinliik puani
vermistir. Puanlama bittikten sonra, iki asistanin puanlamalar1 karsilagtirilmis, eger
bir farklilik varsa, bu farklilik tartisilarak giderilmeye ¢alisilmigtir. Daha sonra, her
bir Oneri i¢in belirlenen 6zgilinliik puanlar1 toplanarak katilimeinin performans puani

hesaplanmistir. Toplam puana gore her bir katilimc1 dort performans kategorisinden
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birisine yerlestirilmistir. Geribildirim verilirken, katilimciya hesaplanan performans
puani, bu puanin hangi performans kategorisine denk geldigi ve yazdigi her bir 6neri

i¢in kag¢ puan verildigi agiklanmistir.

Mevcut ¢alismada, hedef koyma degiskeni li¢ kosul igermektedir: Bilingli
hedef koyma, bilingsiz hedef koyma ve bilingli ve bilingsiz hedef koyma birlikte.
Bilingli hedef koyma islemi katilimcinin Olgiim 1'deki performans kategorisine gore
yapilir. Hedef, Olgiim 1'deki performans kategorisini Ol¢iim 2'de bir {ist kategoriye
tasimaktir. Hedef kategoriye ulagsmak i¢in alinmasi gereken puan araligi katilimcilara

sOylenir.

Bilingsiz hedef koyma ise "Uygulama (Priming) Odasi" ndaki basariyi
cagristiran fotograflar ile yapilmaktadir. Rastgele olarak bilingsiz hedef koyma
iceren kosullardan birine atanan katilimeilar (Kosul 2, 3, 5 ve 6), Olgiim 1'den sonra
"Kontrol Odast" ndan "Uygulama Odas1" na alinir ve bu odada dort dakika bekletilir.

Bu siire zarfinda, katilimecilarin fotograflara maruz kalmasi saglanir.

Rastgele olarak bilingli ve bilingsiz hedef koyma birlikte kosuluna atanan
katihmeilara Olgiim 2 icin ulagmalar1 gereken performans kategorisi ve bu
kategoriye ulagsmak i¢in gereken puan araligi sOylenir. Aym1 zamanda katilimcilar

Olgiim 1'den sonra uygulama odasina alinarak basar1 fotograflarina maruz brrakilir.
2.4.4. Olgekler
2.4.4.1. Bes Faktor Kisilik Olcegi

Mevcut calismada, kisilik faktorleri ile ilgili bir hipotez bulunmamaktir. Bu
Olcek, gelecek c¢alismalart bilgi saglayacak sekilde agimlayici bir amagla

uygulanmigtir.

Bes kisilik faktorii (Neurotisizm, Disadoniikliikk, Deneyime Agiklik,
Sorumluluk Bilinci ve Uyumluluk) Benet- Martinez ve John ( 1998) tarafindan
gelistirilen ve Tiirkge' ye adaptasyonu Stimer ve Stimer (2002) tarafindan yapilan 44
maddelik bir envanter ile Ol¢lilmiistiir. Bu ol¢ekte katilimcilardan, verilen sifatlarin
kendilerini ne kadar tanimladigini 5-basamakli bir Likert tipi olgek (1 = Hig

katilmiyorum, 5 = Tamamen katiliyorum) kullanarak belirtmeleri istenmistir. Bu
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calismada, faktorlerin yeterli i¢ tutarlilik katsayisina sahip oldugu goriilmiistiir
(Neurotisizm (o = .81), Disadoniikliik (o = .85), Deneyime Agiklik (a0 = .84),
Sorumluluk Bilinci (o = .82) ve Uyumluluk (a0 =.73).

2.4.4.2. Basar Ihtiyaci Olcegi

Mevcut calismada, kisilerin ¢alisma Oncesi basar1 ihtiyact seviyesi
incelenmesi gereken bir degisken olarak diisliniilmiistiir. Bu ¢alismada, katilimcilarin
basar1 ihtiyact seviyelerini Ol¢mek i¢in, Aydin (2002) tarafindan gelistirilen
Bildirilen Ihtiyaclar Olgegi'nin Basari ihtiyaci Altdlgegi kullamilmstir. Bu alt 6lgek
12 maddeden olusmaktadir. Katilimcilardan her bir maddede yer alan goriise ne
oranda katildiklarin1 5-basamakli Likert tipi bir 6l¢ek (1 = Kesinlikle Katilmiyorum,
5= Kesinlikle Katiliyorum) kullanarak belirtmeleri istenmistir. Bu ¢alismada, 6l¢egin

i¢ tutarlilik katsayisinin .84 oldugu bulunmustur.
2.4.5. Islem

Deney oOncesinde, katilimcilar bir derslikte toplanmistir. Deneye katilmak
isteyenlerin dagitilan Bilgilendirme Formu'nu okuyup imzalamalar1 ve Basari
Ihtiyaci  Olgegi'ni doldurmalar1 gerektigi soylenmistir. Katilimcilar randevu
takviminden kendilerine uyan giin ve saati isaretlenmistir. Katilimcilara ¢alismaya
katildiklar1 icin aldiklar1 Psikoloji dersinden deneysel kredi verilmistir. Randevu
takvimine, deneye katilmak icin yazdiklar1 giinden bir giin once, katilimcilara

calisma saatlerini hatirlatmak i¢in telefon mesaji gonderilmistir.

Mevcut ¢alisma i¢in, gelisim psikolojisi arastirmalarinin  yiirtitildigi
laboratuvarlardan birinde birbirinin aynisi olan iki odacik hazirlanmistir. Bu odalarin
bir tanesi uygulama odasi, digeri ise kontrol odasi olarak adlandirilmustir. Iki oda
arasindaki tek fark, kullanilan resimlerdir. Uygulama odasinda iki adet basari ile
ilgili resim yer alirken, kontrol odasinda iki tane manzara fotografi kullanilmistir.
Katilimcilar rastgele olarak alt1 kosuldan birine atanmistir. Farkli kosullarin detayli

sireci Ek V'de anlatilmistir.
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3. BULGULAR
3.1. Arastirma Degiskenleri Arasindaki Korelasyonlar

Arastirma degigkenleri arasindaki korelasyonlar Tablo 3'te 6zetlenmektedir.
Tabloya bakildiginda, Olgiim 1 performans skoru Olgiim 2 ile biiyiik dlgiide ve
pozitif yonde (r = .63, p <.001), Disadoniiklik (r = .24, p <.001), Deneyime
Agiklik (r = .22, p <.001) ve Sorumluluk Bilinci (r = .16, p < .05) faktorleri ile
pozitif yonde, Uyumluluk faktorii( r = -.15, p <.05) ile negatif yonde iliskili
bulunmustur. Bunun yaninda, Ol¢iim 2 performans skoru Disadoniikliik (r = .26, p <
.001) ve Deneyime Aciklik (r = .17, p <.05) faktorleri ile pozitif yonde, yas (r = -
17, p <.05) ile negatif yonde iliskili bulunmustur. Basar1 ihtiyaci ile Olgiim 1 ve

Olgiim 2 arasinda 6nemli bir korelasyon gézlenmemistir.
3.2. Hipotez Testleri

Calisma sonuglari, katilimcilarin Olgiim 2 performanslarinim Olgiim 1'den
onemli 6lciide yiiksek oldugunu gdstermistir, F(1, 199) = 147.15, p <.001, 7°= .43.
Buna ek olarak, hedef koyma ve zaman arasinda anlamli bir etkilesim etkisi
bulunmustur, F(2, 199) = 4.54, p < .05, 7°= .04. Bu bulguya gore Olgiim 1 ile
Olgiim 2 arasindaki performans artis1, uygulanan hedef koyma manipiilasyonu ile
iligkilidir. Bu bulgu, Hipotez 2'ye destek niteligindedir. ‘Fisher's Protected t-tests’
hesaplamalarina gore, Olgiim 1'de bilingli, bilingsiz ve bilingli ve bilingsiz birlikte
hedef koyma kosullarindaki katilimeilarin performanslart 6nemli dl¢tide
birbirlerinden farkli degildir. Uygulanan manipiilasyonlardan sonra yapilan dl¢timde
(Olgiim 2), bilingli hedef koyma kosulundaki katilimcilarin performanslari bilingsiz
hedef koyma kosulundakilerden 6nemli 6lgiide yiiksek bulunmustur. Bu bulgu
Hipotez 2 (a)'y1 desteklemektedir. Ancak bilingli ve bilingsiz hedef koyma
kosulundaki katilimcilarin performansi sadece bilingli ve sadece bilingsiz hedef
koyma kosulundaki katilimcilarin performanslarindan anlaml 6lgiide farkli
bulunmamastir. Bu yiizden Hipotez 2 (b) ve 2 (¢) desteklenememistir. Ayrica, ii¢
hedef koyma kosulunda da Olgiim 2 performans skoru, Ol¢iim 1 performans skoruna

gore onemli 6l¢iide daha yiiksektir. Tiim bu bulgulara bakarak, {i¢ hedef koyma
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kosulunun da iki 6l¢iim arasinda performansi yiikselttigi, ancak bu yiikselisin en

belirgin oldugu kosulun bilingli hedef koyma kosulu oldugu goriilmiistiir.

Calisma sonuglarina gore, geribildirim ve zaman arasinda anlamli bir
etkilesim etkisi bulunmamustir, F(1, 199) = .79, p = .38. Bu sonuca gore Olgiim 1'de
Olgiim 2'ye geribildirim vermeye bagl bir performans yiikselisi olmamustir,
dolayisiyla Hipotez 1 desteklenmemistir. Buna ek olarak, performans tizerinde hedef
koyma, geribildirim verme ve zamanin {iglii etkilesimi bulunamamistir, F(2, 199) =
.71, p = .50. Olgiim 1'den Ol¢iim 2'ye kadar olan yiikselis hedef koyma ve
geribildirim verme manipiilasyonlarinin bir fonksiyonu degildir, dolayisiyla Hipotez

3 desteklenmemistir.
4. TARTISMA

Calisma sonuglari, biitiin hedef koyma kosullarmin Olgiim 2 performansini
Olgiim 1 performansina gore yiikselttigini gostermektedir. Bilingli hedef koyma
kosulunun performansi yiikseltmesi ilgili yazinindaki bulgulari destekler niteliktedir.
Locke ve Latham (2006)'1n ¢alismasinda belirli ve zor hedeflerin performansi
yiikselttigi 1000 calismada, 88 farkli gérevde ve kullanilan hedef koyma
yonteminden bagimsiz olarak gdsterildigi vurgulanmistir. Mevcut caligmada da
koyulan hedefin oldukga belirli ve zor oldugu diisiiniilmektedir. Bu yiizden bulgular

ilgili yazinin1 desteklemektedir.

Bu calismada, bilingli hedef koyma kosulu kadar etkili olmasa da, basari ile
iliskili fotograflara maruz kalmanin katilimeilarin performanslarini Olgiim 1 ile
Olgiim 2 karsilastirildiginda yiikselttigi gézlemlenmistir. Hedef koyma yazininda,
basar1 fotograflarinin performansi ytikselttigi bazi ¢calismalarda bulunmustur (6rn.,
Latham ve Piccolo, 2012; Shantz ve Latham, 2009, 2011). Mevcut ¢alisma bu
bulgular1 tekrarlamistir. Bu bulgudan yola ¢ikarak, bilin¢li hedef koyma isleminin
uygulanamayacag1 durumlarda, basari ile iligkili fotograflar kullanarak katilimcilarin
performanslarinin yine de yiikseltilebilecegi s6ylenebilir, ancak bu yiikselme, bilingli

hedeflerin yaratmasi beklenen yiikselmeden daha zayif bir yiikselme olacaktir.

Bu ¢alismada, Locke ve Latham (2004)’1n 6nerisinden yola ¢ikarak bilingli ve

bilingsiz hedeflerin birlikte kullanilmasinin performans lizerindeki etkisi
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aragtirtlmistir ve bu birlesimin (kombinasyon) performansi yiikselttigi
gozlemlenmistir. Ancak hedef koyma kosulu karsilastirildiginda bilingli hedef
koymanin performansi bilingsiz hedef koymaya gore daha fazla ytikselttigi
bulunurken; birlesim kosulunun performansi sadece bilingli hedef ve sadece bilingsiz
hedef koymaktan daha fazla yilikseltmedigi gézlemlenmistir. Yapilan agimlayict bazi
analizler, Ol¢iim 2 performans ortalamalarmin farkli hedef koyma kosullar1 arasinda
dogrusal bir sekilde arttigin1 gdstermistir. En yiiksek Ol¢iim 2 performans ortalamast,
bilingli hedef koyma kosulunda goriiliirken, onu birlesim kosulu ve bilingsiz hedef

koyma kosulu takip etmistir.

Kombinasyon kosulunun diger iki kosuldan daha etkili olmamasinin bazi
nedenleri sunlar olabilir. Birinci olarak, birlesim kosulunda basar1 hedefleri ve basari
fotograflarinin birlikte kullanilmasi, basar1 olgusunun asir1 vurgulanmasina ve
katilimcilarin kendilerini stres altinda hissetmelerine, bu nedenle performanslarinin
diismesine neden olmus olabilir. Ikinci olarak mevcut galismadaki uyandirma
yontemi istenilen kadar basarili olmamis olabilir. Son olarak katilimcilar farkindalik
testinde belirtmedikleri halde, kullanilan basari resimlerinin amacini anlamis

olabilirler.

Daha once de vurgulandigi gibi, geribildirim yazininda, geribildirim
performans iligkisine dair farkli bulgular (pozitif, notr ve negatif) yer almaktadir. Bu
caligmada beklenenin aksine geribildirimin ve geribildirim - hedef koyma
etkilesiminin performansi arttirmadigi goriilmiistiir. Bu durumun nedeni hakkindaki
bazi olas1 agiklamalar sunlardir: ilk olarak bu calismanin kapsamina girmeyen bazi
arac1 degiskenler bu iliskiyi etkilemis olabilir. Ornegin, bu ¢alismada, katilimcilara
normatif geribildirim verilmistir. Bagkalari ile karsilastirilmak, katilimcilarin
dikkatini gorevden ¢ikarip kendilerine yoneltmis ve bu ylizden performanslari
etkilenmis olabilir. Ikinci olarak beklenen sonucun bulunamamasi, geribildirim
manipiilasyonunun basarili olamamasi ile ilgili olabilir. Rummler ve Brache (1995)
etkili olabilmesi geribildirimin ilgili, dogru, belirli ve kolay anlasilabilir olmas1 ve
zamaninda verilmesi gerektigini vurgulamislardir. Mevcut ¢alismada geribildirim
manipiilasyonu hazirlanirken bu bes bilesen géz oniine alinmis olmasina ragmen,

beklenen sonuglar bulunamamustir. Ugiincii olarak performansin birden fazla kisi
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tarafindan degerlendirilmesinin performans 6l¢iimii tizerinde etkisi olmus olabilir.
Palmer ve Loveland (2008) grup tartismalarinin daha fazla yanlis degerlendirmeye,
daha biiyiik zitlik/kontrast etkisine ve pozitif hale etkisine neden oldugunu
bulmustur. Son olarak, geribildirimin pozitif ya da negatif olmasi, katilimcilarin
geribildirimden aldig1 mesaj1 etkilemek suretiyle onlarin performanslarini etkilemis

olabilir.
4.1. Calismanin Smirhhklar ve Oneriler

Calismanin 6nemli bir sinirliligr hedef koyma degiskeni i¢in kontrol
grubunun olmamasidir. Bu durum hedef koyma kosullarinin yorumlanmasini
zorlagtirmaktadir. Diistiniilen ikinci sinirlilik ise uyandirma (priming) kosulunda
birden fazla basar1 fotografi kullanmaktir. Katilimcilar tarafinda bu iki fotograf
birbiriyle iliskili olarak goriilmedigi ya da ayni kisiye ait iki fotograf olmadig1 i¢in
fotograflarin kisileri prime etme giicii diismiis olabilir. Ayrica kontrol odasinda
kullanilan manzara fotograflar1 da kisilere basar1 olgusunu hatirlatmis ve onlari
etkilemis olabilir. Ugiincii bir sinirlilik olarak, katilimcilarin 6grencilerden olusmast,
calisma bulgularinin genellenebilme giiciinii diisiirmektedir. Son olarak, herhangi bir
bilingli hedef koyma durumu olmasa bile, calismada bir n gérevin bulunmasi (On
Caligma 1), katilimcilari ikinci gorevde daha iyi performans gostermeleri i¢in motive

etmis ya da prime etmis olabilir.
4.2. Cahismanin Potansiyel Katkilar: ve Dogurgular:

Mevcut calisma, biitiin hedef koyma kosullarinin (Bilingli, basar1 fotograflari
araciligiyla bilingsiz hedef koyma, ve bilingli ve bilingsiz hedef koyma birlikte)
performansi arttirdigini gostermistir. Ayrica bu ¢alisma, {ic hedef koyma kosulunun
performans iizerindeki karsilastirmali etkisini géstermis ve bilingli hedef koymanin
bilingsiz hedef koyma kosulundan daha etkili bir yontem oldugunu desteklemistir.
Buna ek olarak, birlesim kosulunun sadece bilingli ve sadece bilingsiz hedef koyma
kosullarina gore performansi daha fazla arttirmadigi bulunmustur. Ayrica bu ¢alisma,
geribildirim vermenin her zaman performansi arttirmadigina dair ilgili yazinda yer

alan bulgular1 desteklemistir.

138



Appendix Z: Tez Fotokopisi izin Formu

TEZ FOTOKOPISI iZIN FORMU

ENSTITU

Fen Bilimleri Enstitiist |:|

Sosyal Bilimler Enstitiisii

Uygulamali Matematik Enstitiisii

Enformatik Enstitiisi

Deniz Bilimleri Enstitiist

YAZARIN

Soyadi : Yiice Selvi
Adi : Umran
Bolimi : Psikoloji

TEZIN ADI (ingilizce) : The Effects of Performance Feedback and Both Conscious
and Unconscious Goal Setting on Performance: A Priming Study

TEZIN TURU : Yiiksek Lisans Doktora

1. Tezimin tamamindan kaynak gosterilmek sartiyla fotokopi alinabilir.

2. Tezimin igindekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir

boliimiinden kaynak gosterilmek sartiyla fotokopi aliabilir.

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

TEZIN KUTUPHANEYE TESLIM TARIHI:
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